Guidelines for remuneration to senior executives

These guidelines cover salary and other remuneration for Board members and senior executives of
Midsona. The senior executives include the CEO and other members of group management.

The guidelines shall apply until further notice, however no longer than until the close of the Annual
General Meeting 2030. The guidelines shall apply to remuneration agreed upon and entering into
force, as well as to amendments made to already agreed remuneration, following the adoption of
the guidelines by the Annual General Meeting 2026. The guidelines do not cover remuneration
resolved upon by a General Meeting, such as stock-related incentive programs or remuneration for
Board members.

If a Board member performs work on behalf of the Company, beyond Board work, consulting fees
and other remuneration for such work may be paid in accordance with the guidelines, subject to a
separate decision by the Board.

The guidelines’ promotion of Midsona's business strategy, long-term interests, and sustainability
Midsona's business strategy is to help people live a healthy life. The Company's wide range of strong
brands with leading health and wellness products can satisfy the needs of many consumers. By
developing existing brands and incorporating new brands, the Company can meet existing and
emerging trends and, thereby, remain a market leader.

Midsona also conducts targeted efforts within sustainability, creating value for the society and the
group's business operations. Sustainability is an integral part of the Company's operations. Midsona
allocates significant resources to sustainability efforts and has for several years been driving
comprehensive internal initiatives to promote employee health and well-being, as well as external.
The results are reported in detail in the group's annual sustainability report.

For further information on Midsona's business strategy, long-term interests, and sustainability, see
the Company's website www.midsona.com.

To safeguard Midsona's long-term interests, implement the Company's business strategy, and meet
expectations of sustainable and responsible business conduct, Midsona must recruit, retain, and
motivate employees with the right qualifications. Achieving this requires that Midsona can offer a
competitive, total remuneration on market terms, which these guidelines enable. The portion of total
compensation comprising variable remuneration should aim to promote Midsona's business strategy,
long-term interests, and sustainability.

Incentive program

In Midsona, long-term equity-based incentive programs have been established. These have been
decided upon by the General Meeting and are therefore not covered by these guidelines. The
programs include current and future senior executives within the Midsona group.

The equity-based incentive programs resolved upon by the Meeting are further described in Note 8
Employees, personnel costs and remuneration to senior executives in the 2025 Annual report,
available on the Company's website, www.midsona.com.

Forms of compensation

Midsona shall offer a total remuneration on market terms which is competitive. The remuneration
may consist of fixed base salary, the possibility of variable remuneration in the form of a bonus,
insurance, pension, severance pay and other benefits. The total compensation shall be reviewed
yearly to safeguard that the total compensation is in line with the going rate in the market and is
competitive. Consideration shall then be taken with regard to position, the size of the Company,
salary and the executive’s experience. In addition, the General meeting can - regardless of these
guidelines - resolve on share-based remuneration.

Fixed base salary
The fixed base salary shall be based on the individual executive’s position, competence, experience
and performance. The fixed base salary shall constitute the basis for the total remuneration.

Variable cash remuneration
Variable remuneration shall be tied to predetermined and measurable criteria aimed at promoting
the Company's long-term value creation, business strategy, long-term interests, and sustainability.
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The allocation between fixed salary and remuneration that is not predetermined to a certain amount
shall be set in proportion to the executive's responsibility and authority. Variable remuneration shall
be based on the fulfillment of individual goals that are set by the Board for the CEO and by the
Remuneration Committee, after proposal from the CEO, for other senior executives. Such goals may,
for example, be related to results, turnover, cash flow and the outcome within the executive’s area
of responsibility.

The measurement period for criteria related to variable remuneration shall be one (1) year. The CEO
shall be entitled to a variable bonus corresponding to a maximum amount not exceeding 75 percent
of the CEQ's fixed base salary for a one-year period. Other members of the executive management
shall be entitled to a variable bonus corresponding to a maximum amount not exceeding 30 percent
of the executive's fixed base salary for a one-year period.

Once the measurement period for meeting the criteria for variable remuneration has ended, the
extent to which the criteria have been met should be assessed and determined. The Board is
responsible for the assessment regarding variable remuneration for the CEO. As for variable
remuneration for other senior executives, the Remuneration Committee, in consultation with the
CEOQ, is responsible for the assessment. The assessment of whether the Company's financial goals
have been achieved should be based on the Company's most recently published Annual report.

During the annual evaluation, the Remuneration Committee, or if applicable, the Board, may adjust
the goals and remuneration for both positive and negative extraordinary events, reorganizations,
and structural changes.

The variable cash remuneration is not pensionable, unless otherwise required by mandatory
legislation or mandatory collective bargaining provisions applicable to the executive concerned.

Pension benefits

Pension terms shall be on market terms and outlined in accordance with the levels and practices
applicable in the country where the senior executive is employed. Pension benefits shall be
contribution-based and normally provide entitlement to pension from the age of 65. For all senior
executives, the pension benefits may amount to a maximum of 30 percent of the fixed base salary.

Other benefits

All executives may be entitled to other benefits aimed at facilitating the executive's ability to perform
their duties. Other benefits may include, for example, sickness, life, and healthcare insurance, as
well as car and travel benefits. Such benefits should be on market terms and may amount to a
maximum of ten (10) percent of the fixed base salary.

Regarding employment relationships subject to rules other than Swedish, necessary adjustments
may be made to comply with mandatory rules or local practices, provided that the overall purpose
of these guidelines is met.

Terms of termination and severance pay
All executives, including the CEO, may terminate their employment with a six (6) months' notice
period.

In the event of termination by Midsona, the notice period shall not exceed twelve (12) months. If
the CEO's employment is terminated at the initiative of Midsona, a severance pay with an amount
corresponding to six (6) months salary shall be paid in addition to fixed base salary during the notice
period.

Fixed base salary during the notice period and severance pay shall not exceed an amount equivalent
to the executive's fixed base salary for 24 months.

Furthermore, remuneration for any commitment regarding non-competition may be provided. Such
remuneration shall compensate for any loss of income due to the non-competition commitment and
may be paid at a rate not exceeding the executive's monthly salary at the termination of
employment. Remuneration shall be paid during the time that the non-compete obligation applies,
which shall not exceed twelve (12) months after the termination of employment.

Consideration of salary and employment terms for Company employees



In the preparation of the Board's proposal for these guidelines, the salary and employment terms
for Midsona's employees have been considered. Information about the employees' total
remuneration, remuneration components, as well as the increase and growth rate of remuneration
over time, has been part of the Remuneration Committee's and the Board's decision-making basis
in evaluating the reasonableness of the guidelines and the limitations imposed by them.

The decision-making process for establishing, implementing, and reviewing the guidelines

The Board has established a Remuneration Committee. The Committee's duties include preparing
the Board's decisions regarding remuneration and employment conditions for the CEO and other
senior executives in Midsona based on these principles. The Committee shall also propose guidelines
for remuneration to the CEO and other senior executives, as well as monitoring and evaluating goals
and principles for variable remuneration.

The Board shall propose new guidelines at least every fourth year and present the proposal to the
General Meeting for decision. The guidelines shall apply until new guidelines have been adopted by
the General Meeting.

The members of the Remuneration Committee are independent in relation to Midsona and the
Company's management. When the Board considers and decides on remuneration-related matters,
the CEO or other senior executives are not present to the extent they are affected by the issues.
Remuneration and other employment conditions for the CEO are prepared by the Remuneration
Committee and decided upon by the Board. Remuneration and other employment conditions for
other senior executives are decided by the Remuneration Committee in consultation with the CEO.
The Board is regularly informed about the remuneration levels for other senior executives.

Temporary deviation from the guidelines

The Board may resolve to temporarily deviate from the guidelines entirely or partly if there are
specific reasons for it in an individual case and a deviation is necessary to safeguard Midsona's long-
term interests, including sustainability, or to ensure Midsona's financial viability. As stated above, it
is the responsibility of the Remuneration Committee to prepare the Board's decisions on
remuneration matters, which also includes decisions on deviations from the guidelines.

In cases where the Board makes such a deviation, this shall be stated in the Board's report on
remuneration, including the reasons for the deviation and which parts of the guidelines the deviation
has been made from.



