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Introduction

This report describes how Proact’s guidelines on remuneration for senior executives, adopted by the 2024 Annual General Meeting,
have been implemented during 2025. The report also contains information on remuneration for Proact’s Chief Executive Officer and
Deputy Chief Executive Officer, as well as a summary of Proact’s outstanding share and share price-related programmes.

The report has been prepared in accordance with the Companies Act and the Swedish Corporate Governance Board’s Code on
Remuneration of Senior Executives and Incentive Programmes. Information on the work of the Remuneration Committee during 2025 can
be found in the corporate governance report on pages 34-37 of the annual report. Board fees are not covered by this report. Such fees are
decided annually by the Annual General Meeting and are reported in Note 9 of the 2025 Annual Report. Further information on senior
executives can also be found in Note 9 of the 2025 Annual Report.

Developments in 2025

The Chief Executive Officer summarises the company’s overall performance in his report on page 7 of the 2025 Annual Report.

On 1 March 2025, the Board appointed Magnus Lénn as the new CEO and Group CEO of Proact IT Group AB.

Magnus Lénn replaces Jonas Hasselberg, who on 16 December 2024 informed the Board of his intention to step down from his role as CEO
and Group CEO of Proact IT Group AB (“Proact”).

The company’s remuneration policy, application, purpose and deviations

A prerequisite for the successful implementation of Proact’s strategy and the safeguarding of its long-term interests, including
sustainability aspects, is that Proact can recruit and retain qualified employees. This requires Proact to be able to offer competitive
remuneration to its employees. Proact’s remuneration guidelines enable senior executives to be offered a competitive total
remuneration package. According to the remuneration guidelines, remuneration for senior executives must be in line with market rates
and may consist of the following components: fixed cash salary, variable cash remuneration, pension benefits and other benefits.
Variable cash remuneration shall be linked to financial and non-financial criteria. These may consist of individually tailored quantitative or
qualitative targets. The criteria shall be designed to promote Proact's strategy and long-term interests, including sustainability aspects,
for example by having a clear link to the strategy, or by promoting the executive’s long-term development.

The guidelines are set out in the Directors’ Report in the 2025 Annual Report. During 2025, Proact has complied with the
remuneration guidelines adopted by the Annual General Meeting. No deviations from the guidelines have been made, nor have there
been any deviations from the decision-making process that, according to the guidelines, must be applied to determine remuneration.
The auditor’s opinion on Proact’s compliance with the guidelines is available in Swedish on Proact’s website, www.proact.se. No
reimbursement has been requested. In addition to the remuneration covered by the remuneration guidelines, Proact’s annual general
meetings have resolved to introduce long-term share-based incentive schemes

Total remuneration for the Chief Executive Officer and Deputy Chief Executive Officer in 2025 and 2024 (in SEK thousand)

Percentage of
Fixed remuneration Performance-related pay " 9

fixed
One-year Multiyear Total remuneration and
Financial Basic Other performance performance- Extraordinary Pensi r atio performance
year salary penefits 3 -related pay related pay items costs n related pay 2
Jonas Hasselberg, 2025 1,141 12 - - - 339 1,492 100/0
CEO until 28 February
2025
2024 4,566 46 748 858 - 1,378 7,596 79/21
Magnus Lénn, Deputy 2025 3,756 26 580 - - 1,652 6,015 90/10
CEO & CEO
2024 2,496 41 624 316 - 395 3,872 76/24

1) The performance-related pay was earned during the year. Multiannual share-based remuneration is included when it is paid and thus earned
2) Pension costs are recognised as fixed remuneration

3) Car benefit and health benefit

4) The role of Deputy Chief Executive Officer was established on 1 October 2023

Outstanding share-based and share price-related incentive schemes

Proact has implemented five share-based incentive schemes (2021/2023, 2022/2024, 2023/2025, 2024/2026 and 2025/2027) for Group
management and key personnel. To participate in the share performance programmes, Group management and key personnel must have
invested in shares (savings shares). Group management and key personnel may be allocated between zero and seven share rights
(performance shares) per savings share at the end of the currently active programmes. Performance shares are granted free of charge and
are subject to three-year vesting periods and continued employment. Vesting of performance shares requires the fulfilment of specific
performance conditions. The targets for the 2023/2025 and 2024/2026 programmes are earnings per share (relative weighting ~33%), net
revenue (relative weighting ~33%) and return on capital employed (relative weighting ~33%). The targets for the 2025/2027 programme are
earnings per share (relative weighting 50%) and net revenue (relative weighting 50%)

In 2025, the 2022/2024 incentive programme expired. Target achievement for the 2022 programme amounted to 75% of the maximum
level and resulted in an allocation of 3.77 shares per savings share. For the remaining programmes, a maximum of 356,419 performance
shares may be allocated if the programmes meet the conditions, corresponding to 0.45% (2023/2025), 0.44% (2024/2026) and 0.43%
(2025/2027) of the shares in the company on a fully diluted basis.
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Remuneration for the Chief Executive Officer and Deputy Chief Executive Officer in shares

Information 2025

Opening Closing
Main conditions for the share incentive program balance During the year balance
Share
End of the rights a: riub]et:t to
Name, positionof =~ Name of Performance Allocation  Vesting  lock-in starto . performance
executive program period date date period year Awarded " Vested Expired conditions
2025 Q1 2025 Q1
LTI Plan reporting  reporting
2022 2022-2024  5May 2022 date date - - - - -
2026 Q1 2026 Q1
LTI Plan reporting  reporting
Jonas Hasselberg, 2023 2023-2025 4 May 2023  date date - - - - -
CEO until 28 February
2025 2027 Q1 2027 Q1
LTI Plan reporting  reporting
2024 2024-2026 7 May 2024 date date - - - - -
2028 Q1 2028 Q1
LTI Plan reporting  reporting
2025 2025-2027 date date - - - - -
2025 Q1 2025 Q1
LTI Plan rapport- rapport-
2022 2022-2024  5May 2022  datum datum 6,750 - -5,089 -1,661 -
. 2026 Q1 2026 Q1
Magnus Lonn, LTI Plan rapport- rapport-
Deputy CEO&CEO 5053 2023-2025  4May2023 datum  datum 14,000 - - - 14,000
2027 Q1 2027 Q1
LTI Plan rapport- rapport-
2024 2024-2026 4 May 2024  datum datum 14,000 - - - 14,000
2028 Q1 2028 Q1
LTI Plan rapport- rapport-
2025 2025-2027 6 May 2025  datum datum - 28,000 - - 28,000
34,750 28,000 -5,089 -1,661 56,000

1) Shares include only share rights in the program, all of which are performance shares. Savings shares invested by the Chief Executive Officer and Deputy Chief Executive Officer himself in
order to participate in the program are not included in the table. All shares subject to performance conditions are awarded but unvested and subject to lock-in.

Application and performance of the Chief Executive Officer in the reported financial year
The performance criteria for the CEQ'’s variable remuneration are selected to implement the company'’s strategy and
to encourage actions that are in the company's long-term interests. When selecting performance criteria, the strategic objectives and
short- and long-term business priorities for the year are considered. The non-financial performance criteria also contribute to sustainability
and the company'’s values.

Until 1 December 2025, the CEO also held the position of acting Business Area Director for the Nordics and Baltics business area. In
view of this, the Board resolved that variable remuneration amounting to SEK 580,000 (excluding holiday pay) should be paid,
corresponding to 65% of the target for variable cash remuneration related to the performance of the Nordics and Baltics business area.
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Performance of the CEO in the reported financial year: share-based incentives

Remuneration report

Relative weighting of the

A) Measured performance; and

Name of Director, Position LTI programme 2022 performance criteria, % B) actual award / remuneration outcome®
Magnus Lénn Deputy CEO/CEO Reported revenue 33 A) 4,864 MSEK
B) 0.94 performance shares
Earnings per share 33 A)8.15 SEK
B) 1.16 performance shares
Return on Capital Employed 33 A)19.7%

B) 1.67 performance shares

1) Number of performance shares allocated per saving share; target fulfillment multiplied by maximum number of performance shares.

Changes in remuneration and the company'’s results over the last five reported financial years

Annual change 2021/2020 2022/2021 2023/2022 2024/2023 2025/2024 2025
Remuneration to the Chief Executive Officer

Jonas Hasselberg, CEO until 28 February 2025 -9% 33% 5% 3% n/a 1,492 kSEK
Magnus Lénn Deputy CEO & CEO n/a n/a n/a 55% 6,015 kSEK
Proact performance

Adjusted EBITA -9% 59% -9% 23% -10% 316 MSEK
Average remunation per full-time equivalent employed by the company

Average remuneration per FTE V) 1% 7% 13% 4% 3% 1,197 kSEK

1) Employees of the Swedish subsidiaries.
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