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This document is an unofficial translation of the corresponding Swedish document. In the event of any
discrepancies between the text contained in this document and the Swedish document, the latter shall prevail.

The Board of Directors' of Biotage AB (publ) proposal for a resolution on

guidelines for executive remuneration

The Board of Directors proposes that the Annual General Meeting resolves on the following
guidelines for executive remuneration. The CEO and other members of the group management
are referred to as executives. A board member who performs work, for Biotage, in addition to
ordinary board duties may be entitled to consulting fees or other remuneration for such work. The
guidelines shall apply to employment agreements already entered into, and to any amendments of
existing remuneration, after a resolution by the Annual General Meeting 2024 on the guidelines.
These guidelines do not apply to any remuneration decided or approved by the general meeting.

The guidelines’ promotion of the company’s business strategy, long-term interests and
sustainability

In short, the company’s business strategy is to develop innovative and efficient solutions for the
separation of different chemical and biological modalities. Around this and to cover other parts of
the company’s customers’ workflows in an efficient manner, Biotage also develops and provide
platforms for synthesis, and evaporation/concentration. The strategy for running a successful
operation and achieving the company’s financial targets consists of six areas of focus: (i) focus on
employees, (ii) sustainability, (iii) customer focus, (iv) digital transformation, (v) high-quality
operations, as well as (vi) continuous innovation. For more information regarding the company’s
business strategy, please see www.biotage.com.

A prerequisite for a successful implementation of the company’s business strategy and
safeguarding of its long-term interests, including its sustainability, is that the company is able to
recruit and retain qualified personnel. To this end, it is necessary that the company offers
competitive remuneration.

Variable cash remuneration covered by these guidelines shall aim to promote the company’s
business strategy and long-term interests, including its sustainability.

Types of remuneration, etc.

The remuneration shall be on market terms and may consist of the following components: fixed
cash salary, variable cash remuneration, pension benefits, other benefits and severance pay.
Additionally, the general meeting may — irrespective of these guidelines — resolve on, among
other things, share-related or share price-related remuneration.

Whether the criteria for awarding variable cash remuneration has been fulfilled shall be measured
over a period of one year. Further, the variable cash remuneration may not amount to more than a
certain per cent, see below, of the fixed annual cash salary.

CEO

The company’s CEO has, according to his employment agreement, a fixed and a variable cash
salary. For the CEO, pension benefits, including health insurance (Sw. sjukforsakring), shall be



premium defined. Variable cash remuneration shall not qualify for pension benefits. According to
his employment agreement, the company pays pension provisions amounting to 30 per cent of the
fixed yearly cash salary. In addition to the fixed yearly income, the CEO may receive a variable
income that may correspond to a maximum of 150 per cent of the fixed yearly cash salary. The
variable element of the income is based on the company’s achievement of certain predetermined
and measurable criteria which can be financial or non-financial. The variable part may also be
individualized quantitative or qualitative objectives. The criteria shall be designed to promote the
company’s business strategy and long-term interests, including its sustainability, by for example
being clearly linked to the business strategy or in order to promote the CEO’s long-term
development.

Other executives

This group shall have a market adjusted fixed yearly cash salary and a variable cash remuneration
not exceeding 150 per cent of the fixed yearly income. The variable cash remuneration is
dependent on the company achieving certain predetermined and measurable criteria which can be
financial or non-financial (such as ESG). Part of the variable cash remuneration may also be
dependent on predetermined objectives, related to personal achievement and shall be constituted
of predetermined and measurable quantitative or qualitative objectives. The criteria shall be
designed to promote the company’s business strategy and long-term interests, including its
sustainability, by for example being clearly linked to the business strategy or promote the
executive’s management and their long-term development.

Pension benefits, including health insurance, shall be premium defined unless the executive
concerned is subject to defined benefit pension under mandatory collective agreement provisions.
Variable cash remuneration shall qualify for pension benefits to the extent required by mandatory
collective agreement provisions. The pension premiums for a premium defined pension shall
amount to not more than 30 per cent of the fixed annual cash salary.

Conditions for variable income and performance criteria

The variable cash remuneration is linked to certain predetermined and measurable criteria in
accordance with the above. The extent to which the criteria for awarding variable cash
remuneration has been satisfied shall be evaluated/determined when the measurement period has
ended. The remuneration committee is responsible for the evaluation, as far as it concerns
variable remuneration for the CEO. For variable cash remuneration to other executives, the CEO
is responsible for the evaluation. For financial objectives, the evaluation shall be based on the
latest financial information made public by the company.

Cash remuneration in extraordinary circumstances

In addition to what is set out above, further variable cash remuneration may be awarded in
extraordinary circumstances, provided that such extraordinary arrangements are limited in time
and only made on an individual basis, either for the purpose of recruiting or retaining executives,
or as remuneration for extraordinary performance beyond. the individual’s ordinary tasks. Such
remuneration may not exceed an amount corresponding to 100 per cent of the fixed yearly cash
salary and may not be paid more than once each year per individual. Any resolution on such
remuneration shall be made by the board of directors based on a proposal from the remuneration
committee.

Derogation from the guidelines

The Board of Directors may temporarily resolve to derogate from the guidelines, in whole or in
part, if in a specific case there is special reason for the derogation and a derogation is necessary to
serve the company’s long-term interests, including its sustainability, or to ensure the company’s



financial viability. As set out above, the remuneration committee’s tasks include preparing the
Board of Directors’ resolutions in remuneration-related matters. This includes any resolutions to
derogate from the guidelines.

Other benefits

The executive management may be entitled to other customary benefits that, amongst other
things, may include a company car, occupational health service and life insurance. Such benefits
may correspond to a maximum of seven per cent of the fixed annual cash salary.

Severance pay

Upon termination of employment made by the company, the period of notice may not exceed six
months. For the CEO and other executives, the fixed cash salary during the period of notice and
severance pay may not cumulatively exceed an amount corresponding to the fixed cash salary of
eighteen months. Upon an executive’s own resignation, the period of notice may not exceed six
months without any right to severance pay.

Additionally, remuneration may be paid for non-compete undertakings. Such remuneration shall
compensate for loss of income and shall be paid to the same extent as the former executive has no
right to severance pay. The remuneration shall be based on the fixed cash salary at the time of the
termination of employment, unless otherwise prescribed by mandatory collective agreement
provisions. Furthermore, such remuneration shall be paid during the period for the non-compete
undertaking. However, such period may not be longer than twelve months following the
termination of employment.

Salary and employment conditions for employees

During the preparation of the Board of Directors’ proposal for these remuneration guidelines, the
employees’ salary and employment conditions have been taken into account. Information on the
employees’ total income, the components of the remuneration, increase and growth rate over time
have constituted the basis for the remuneration committee’s and the Board of Directors’ decision
when evaluating whether the guidelines and the limitations set out herein are reasonable.

The decision-making process to determine, review and implement the guidelines

The Board of Directors has established a remuneration committee. The committee’s tasks include
preparing the Board of Directors’ decision to propose guidelines for executive remuneration. The
Board of Directors shall prepare a proposal for new guidelines at least every fourth year and
submit it to the Annual General Meeting. The guidelines shall be in force until new guidelines are
adopted at the general meeting. The remuneration committee shall also monitor and evaluate
programs for variable remuneration for the executive management, the application of the
guidelines for remuneration to executives as well as the current remuneration structures and
compensation levels in the company. The CEO and other members of the executive management
do not participate in the Board of Directors’ processing and resolutions of remuneration-related
matters when they are affected by such matters.

Description of significant changes to the guidelines and how shareholders’ views are taken into
account

Compared to the previously adopted guidelines, the following amendments have been made to
these proposed guidelines:

- an addition enabling the Board of Directors to award cash remuneration in extraordinary
circumstances,

- the ceiling for variable cash remuneration to other members of the executive management
has been increased, and



- the previously indicated percentage distribution between company-specific performance
requirements and personal performance requirements, in relation to variable cash
remuneration to other members of the executive management, has been removed.

Apart from the above, no significant changes have been made to these proposed guidelines,
compared to the previously adopted guidelines. No comments have been received from the
shareholders.

Uppsala, March 2024
Biotage AB (publ)
The Board of Directors



