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Executive Remuneration Survey — Portugal 2025

Content

The survey on executive compensation will

help answer questions raised within the 1 25 = biarcar
design of compensation packages for top .
executives, such as: Organizations Mercer Executive
Remuneration
* Market Positioning Guide
- Fixed Compensation Of the 125, b
« Variable Compensation (short and 30
long term) are listed
companies

« Benefits (Qualitative analysis)

33

Individual jobs under
analysis
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Participants
Profile




Participants Profiles

Organization’s characteristics

Industry Parent Organization Location Organization Type
o
6,40% 45%
7,20%
12,00%
o
1% 10% 10%
13% 8% 0
6% 5%
12,00% . 3% 3%
o I N
10% 5§ £ 8 g 8 § § Z
£ E g & & & F B O
g © 5 L 0] © E
O o) S ES X .
Consumer Goods m Banking/ Financial Services m Services = % c% 3 u Subsidiary
High Tech ® Manufacturing m Other = "é m Parent/ Corporate
Retail H Energy H|nsurance -
Other

m Life Sciences
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Executive Remuneration Survey — Portugal 2025
Highlights on Gender Pay Gap

Incumbents Distribuition Incumbents Distribuition Incumbents Distribuition by
by Gender by Gender (CEO) Gender (Other Executive Roles)

26% 10%
o
74%
90%

M mF aEM mF

The average raw Gender Pay Gap calculated is ~25%
This tends to be higher for CEO roles than for Other Executive Roles
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Executive Remuneration Survey — Portugal 2025

Paymix Analysis

Paymix (Fixed vs. STl vs. LTI)
* Fixed remuneration currently
7o 4% represents 66% of the total
remuneration for most Executive
Directors and 75% for the CEO role.

30%

* In the variable component, the
annual Bonus (STI) carries the
greatest weight, accounting for
approximately 22% to 30% of the total
remuneration, compared to Long-
Term Incentives (LTI) which

66% represent about 3% to 4% of the total

remuneration.

75%

mLong Term Incentives
® Short Term Incentives

Other Executives CEO Fixed Compensation

@ Mercer [PCG



Executive Remuneration Survey — Portugal 2025

Short Term Incentives (STI)

STI Prevalence

96%

EYes " No

@ Mercer |[PCGC

STl Target and Maximum (as % of ABS)

STI (Target)

80%

55%

49% 48% 50%

CEO Direct Reports to CEO

P25 mP50 mP75

STI (Maximum)

100% 100%

90%

50% 50%

CEO Direct Reports to CEO

P25 mP50 mP75

Executive Remuneration Survey 11



Executive Remuneration Survey — Portugal 2025

Short Term Incentives KPIs

Perfomance Measures Weight of Performance Measures

% of companies Weight on P50

EBIT, EBITDA, Net Income 69% EBIT, EBITDA, Net Income 529

TSR (Total Shareholder Return) _ 31% TSR (Total Shareholder Return) - 25%
ROCE, ROA, ROI _ 31% ROCE, ROA, ROI n/a

EPS (Earnings per Share) 21% EPS (Earnings per Share) 25%
Other Financial Measures _ 51% Other Financial Measures - 26%
CSR/ESG - KR CSR/ESG B 22

Strategic Measures - 10% Strategic Measures _ 48%
Other Non-Financial Measures _ 51% Other Non-Financial Measures _ 45%

@ Mercer | PCC Executive Remuneration Survey



Executive Remuneration Survey — Portugal 2025

Long Term Incentives (LTI)

LTI Prevalence Type of LTI Operated

% companies

Share Appreciation 0%
Rights (SARs)

Sto_ck/ Share - 239,
Options
Restricted Shares - 32%

Long Term Cash 19%

Performance Shares _55%
mEYes " No
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Executive Remuneration Survey — Portugal 2025

Benefits

Retirement Benefits Life Assurance Personal Accident Medical Plan Company Car
Insurance

EYes No EmYes No mYes No EmYes No mYes No
For 91% of 80% of companies >95% of companies For 90% of For 29% of
companies have DC considers other offer complementary companies includes companies includes
Plans coverages in addition coverages to death spouse and children personal driver (CEO)

to death-in-service
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@ Mercer welcome to brighter

A regional perspective on
Executive Reward

* Peter Boreham, European
Executive Rewards Practice Leader

A business of Marsh McLennan



@ Mercer

peter.booreham@mercer.com
. -
European Executive Reward Leader for Mercer ERICSSON =

28 years’ experience GLENCORE

Has advised many of Europe’s leading companies
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Convergence of executive

pay in European listed
companies
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Convergence due to public policy
In particular the EU Shareholder Rights Directive

SRD Requirements
» Publication of pay policy with binding vote
» Publication of remuneration report with advisory vote

SRD Impact
» Better information for investors, executives, employees, journalists, politicians
* Practical and reputational risks to a lost or low vote

Tax and accounting policies have also driven convergence

» Removal of tax-favoured status for share options in most markets
» Requirement to account for share-based pay

@ Mercer
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Convergence due to global capital

Top 30 investors in the DAX401, Glass Lewis and ISS

1 Top 30 investors in the DAX based on the size of their Assets under Management (AuM). Stand Mai 2025. Source: LSEG Workspace.
2 Share of AuM based on the geographic regions from which the top 30 investors originate.



Convergence due to globalised Boards

Only 62% on average from home country (also 62% in Portugal)

Representation of nationalities on boards across 17 countries

Source: Diligent, August 2023
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What has been the impact of

convergence?

v

Bad practices
removed

- Excessive termination pay
« Weak Pay for Performance

* High Executive Pay
Inflation

« Excessive Pensions

&% Mercer

Unintended
Consequences

* Increasing influence of
proxy advisors, “box
ticking” and
“robovoting”

 Board risk aversion




CEO salaries in large companies are converged

CEO salary levels (Europe Top 150)

€2 500
€2000
— €1 500 —

o
o
©
=

w €1 000

€ 500

€0

Top 150 France Germany Italy Switzerland UK
(CAC 40) (DAX 40) (FTSE MIB) (SMI) (FTSE 100)
LQ - Median Median - UQ

@ Mercer 23



Annual Bonus levels are also similar

CEO max bonus opportunity as % of salary (Europe Top 150)

300%

250%

200% ———

100%

% of salary

50%

0%

Top 150 France Germany Italy Switzerland UK
(CAC 40) (DAX 40) (FTSE MIB) (SMI) (FTSE 100)

LQ - Median Median - UQ
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Long-term Incentives vary a little more

CEO target LTI opportunity a % of salary (Europe Top 150)

300%

250%

200% —

100%

% of salary

50%

0%

Top 150 France Germany Italy Switzerland 0]¢
(CAC 40) (DAX 40) (FTSE MIB) (SMI) (FTSE 100)
LQ - Median Median - UQ
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Large listed company long-term incentive
plan types are highly converged (Top 150)

v “Standard design” is sensible

v’ Easier for investors to assess
standard designs

v Easier to hire internationally
Negatives

x One-size-fits-all doesn’t suit
companies with unusual
business models

9% 7% 7% .
o x  Too much influence of box-
B == = 2

- “ L]
Performance Restricted Stock  Share Options No LTI Share Appreciation tlc ke rs = rete ntlo n p I a n s

Share Plan Rights

don’t work”

@ Mercer 26



In other contexts, different approaches apply

Partly due to the lack of Principal-Agent Conflicts

Similar structure to large Focus is on alignment to
companies owner interest

Fewer performance conditions ® Often simple scorecards

Small companies may still use S T e _ focused on financial KPIs
share options maller Listed | Family Owned

Significant payouts for Scorecard based on financial

achieving exit above hurdle and operational metrics and

growth rate : PE — relevant non-financial (e.g.
PE - Exit

Timing and payout uncertain Focus infrastructure safety)

Currently, we are seeing fewer
profitable exits



The degree of regional pay convergence in
smaller countries depends on the context

Cultural Companies in

factors globalised
sectors

Language Geography




US CEOs are at a completely different level

(width to scale)

@ Mercer

8 000
4393

7000

6 000

5000

4 000

546
3000 ——

7 968

3029 2

2000 —

1000 ——

FTSE100

Data: Mercer analysis of annual report/proxy statement data (2023)

S&P 251-500
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This is due to long-term Incentives

CEO target LTI opportunity (% of salary)

1200%
1000% |
800%
S
= 600%
n
(v
o
X 400%
200% ——
L
0%
Europe Top 150 France Germany Italy Switzerland UK us
(CAC 40) (DAX 40) (FTSE MIB) (SMI) (FTSE 100) (S&P 100)
LQ - Median Median - UQ
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US total pay is also higher at CEO-2 but the
difference is seen in all compensation elements

UK Total Comp US Extra Base US Extra On- US Extra LTI US Total Comp
Target Bonus Expected Value

Data: Mercer surveys (2023)
@ Mercer
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2025 AGM Season
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2025 AGM Season across Europe

Mostly benign but with a wider spread of outcomes this year compared to 2024

Lost / Low votes:
Shareholder support for Remuneration Votes « No lost votes in

France, Germany or

Switzerland.
l However, Bayer and
Carrefour once again
94% had low levels of
o ° 91% support.
(1}

« ltaly: Prysmian’
received 40.9%
support for its
remuneration report

« UK: Melrose
received 34.4%
support for its
remuneration report.

France Germany Italy Switzerland Portugal UK France Germany Italy Netherlands Denmark Switzerland UK
(CAC 40) (DAX) (FTSE MIB) (SMI) (PSI20) (FTSE 100) (CAC 40) (DAX) (FTSE MIB) (AEX) (OMXC25)2 (SMI) (FTSE 100)

Remuneration Policy Remuneration Report * Denmark: Bavarian

, : Nordic lost its vote.
m Lower Quartile - Upper Quartile ¢ Average

@ Mercer 33



Common Shareholder concerns

@ Mercer

Quantum

Pay-for-performance

Disclosure

Local market specific

Most common voting issues

Significant salary increases
Increased incentive opportunities

Excessive discretionary bonuses
Poor pay for performance linked to high incentive outcomes
LTI pay-outs for below median relative TSR performance

Discretion applied

Weak disclosure

High pension (Germany)

ESG targets and disclosure (ltaly)

Leaver treatment (UK)

Causes of voting
issues in 2025

34
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Different attitudes towards
climate and broader
sustainability initiatives in
Europe and North America
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Key

Emergence of ESG across Europe

ESG is now the most or second most prevalent metric in variable incentives

Annual Bonus: Performance Measures

(prevalence as % of organisations)

Profit

ESG

Revenue

Cashflow

Personal Objectives

Operating efficiency

Capital efficiency

Other

14%

27%

41%

36%

50%

49%

Non-Financial Measure

LTIP: Performance Measures
(prevalence as % of organisations)

88% ESG
75% TSR/ Share price
EPS / Profit

Capital efficiency

Cashflow

Revenue

Operational efficiency

Other

Individual objectives

% Mercer Source: Mercer’'s Board and Executive Remuneration in Europe report — September 2025

82%

82%

59%

48%

29%

21%

15%

6%

4%



ESG in the US in retreat? (S&P500)

| 4
N

-
B

%

@9 Mercer

Overall ESG
Observations

Metric Types

Metrics in STI
and LTI Plans

Metric
Grouping

Evaluation
Methodology

Nearly of S&P 500 companies analyzed have incorporated an ESG metric in
their pay program which is a decrease on last years

DEI and Environmental Stewardship continue to be the two most prevalent
categories of ESG metrics in incentive plans, but
of any ESG metric (49% - 31%)

ESG metrics are ; on average,
more than 90% of ESG metrics are used only in STI plans

Most companies with other ESG metrics or financial or strategic
metrics

ESG metrics are measured both quantitatively and qualitatively. There was a

37
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Strategies for operating
effective incentives in an
increasingly volatile
geopolitical context
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Peak volatility?

Global Uncertainty Index
Relative number of mentions of “uncertain” in country reports

90 000 Coronavirus

80 000 US-China trade tensions, and Brexit US election and

geopolitical risks
70 000 US presidential elections

60 000 . ; . L
US fiscal cliff and sovereign debt crisis in Europe

50 000 War in Ukraine

40 000 Iraq war and outbreak of SARS

30 000 US recession and 9/11

20 000

10 000

0
199091 199393 1997q1 200093 200441 200793 2011q1 201493 2018q1 2021q3 2025q1

When volatility rises, investors and boards start asking different questions:
Where is capital flowing? What models survive shocks? Who creates value in this environment?

&% Mercer Source: Ahir, H, N Bloom, and D Furceri (2022), “World Uncertainty Index”, NBER Working Paper.



Design Tools for volatility

&% Mercer



The Discretion Test - Where / When to Use it?

@ Mercer

Accountability and Consistency
Discretion should not shield executives from consequences of operational mistakes or poor
Jjudgement. Consistency is needed between upside and downside volatility

Line of Sight
Adjust only when performance is distorted by factors outside management’s control

Materiality
Do not adjust for minor variances; discretion should apply only to material deviations

Time Horizon
Avoid discretion for routine fluctuations, apply only when longer-term performance is at stake

Shareholder Alignment
Apply discretion only when it strengthens alignment with long-term shareholder value



@ Mercer

A business of Marsh McLennan Copyright © 2025 Mercer (Portugal) Lda. Todos os direitos reservados.



	Slide 1: Executive Remuneration
	Slide 2: Welcome
	Slide 3
	Slide 4: Executive Remuneration Survey – Portugal 2025
	Slide 5: Executive Remuneration Survey – Portugal 2025
	Slide 6: 1.1. Participants Profile
	Slide 7: Participants Profiles
	Slide 8: 1.2. Main Highlights
	Slide 9: Executive Remuneration Survey – Portugal 2025
	Slide 10: Executive Remuneration Survey – Portugal 2025
	Slide 11: Executive Remuneration Survey – Portugal 2025
	Slide 12: Executive Remuneration Survey – Portugal 2025
	Slide 13: Executive Remuneration Survey – Portugal 2025
	Slide 14: Executive Remuneration Survey – Portugal 2025
	Slide 15: Thank you!
	Slide 16
	Slide 17
	Slide 18
	Slide 19: Convergence due to public policy
	Slide 20: Convergence due to global capital
	Slide 21: Convergence due to globalised Boards
	Slide 22: What has been the impact of convergence?
	Slide 23: CEO salaries in large companies are converged
	Slide 24: Annual Bonus levels are also similar
	Slide 25: Long-term Incentives vary a little more
	Slide 26: Large listed company long-term incentive plan types are highly converged (Top 150)
	Slide 27: In other contexts, different approaches apply
	Slide 28: The degree of regional pay convergence in smaller countries depends on the context
	Slide 29: US CEOs are at a completely different level For Group CEOs, European & comp is > 2.5x 
	Slide 30: This is due to long-term Incentives
	Slide 31: US total pay is also higher at CEO-2 but the difference is seen in all compensation elements 
	Slide 32
	Slide 33: 2025 AGM Season across Europe
	Slide 34: Common Shareholder concerns
	Slide 35
	Slide 36: Emergence of ESG across Europe
	Slide 37: ESG in the US in retreat? (S&P500)
	Slide 38
	Slide 39: Peak volatility?
	Slide 40: Design Tools for volatility
	Slide 41: The Discretion Test -  Where / When to Use it?
	Slide 42

