The Board’s proposal on guidelines for remuneration to senior executives

The Board of Directors proposes that the Annual General Meeting 2022 resolve that the following
guidelines for remuneration to the senior executives should apply until the Annual General Meeting
2026 unless circumstances arise that require an earlier revision.

These guidelines cover the CEO and other members of Group management. The guidelines should
apply to contractual remuneration and changes made to already agreed remuneration. The guidelines
do not apply to remuneration decided by the General Meeting.

Guidelines’ promotion of the Company’s business strategy, long-term interests and sustainability

JM is one of the leading developers of housing and residential areas in the Nordic region. Operations
focus on new production of homes in attractive locations, with the main focus on expanding
metropolitan areas and university towns in Sweden, Norway and Finland. We are also involved in
project development of commercial premises and contract work, primarily in the Greater Stockholm
area. JM should promote long-term sustainability work in all its operations.

For more information about the business strategy, long-term interests and sustainability, see
WwWw.jm.se.

A successful implementation of the Company’s business strategy and the protection of the Company’s
long-term interests, including its sustainability, requires that the Company can recruit and keep
qualified employees. This in turn requires that the Company offer competitive remuneration. These
guidelines make it possible to offer senior executives competitive total remuneration.

The basis for remuneration to senior executives is the fulfillment of financial targets, customer
satisfaction, and individual performance. A prerequisite for the payment of remuneration is
compliance with policies, guidelines and JM’s Code of Conduct.

Remuneration covered by these guidelines should aim to promote the Company’s business strategy
and long-term interests, including its sustainability.

The Company has offered for a number of years the possibility for all employees in Sweden, including
Group management, to subscribe to convertible debentures. The General Meeting resolves on the
programs, and they are thus not covered by these guidelines. In 2021, no offer has been issued to
subscribe to convertibles.

Forms of remuneration, etc.

Remuneration should be competitive and may consist of the following components: fixed cash salary,
short- and long-term variable cash remuneration, pension benefits, and other benefits. Within the
framework for the maximum possible long-term variable cash remuneration as described below,
senior executives will be offered participation in the performance share program that the Company
intends to introduce in the spring of 2022. In brief, participants in the program receive a cash subsidy
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that together with an own investment are to be invested in JM shares. The program runs over a three-
year period. One-third of the cash subsidy is paid each year during the term of the program.

The fulfillment of criteria for payment of short-term variable cash remuneration must be measurable
during a period of one year and may amount to at the most 50 percent of the total fixed cash salary
during the measurement period. The long-term variable remuneration program must be measurable
during a period of three years and may amount to at the most 50 percent of the total fixed cash salary
during the year the program started.

For the CEO, pension benefits, including health insurance, must be defined-contribution. Variable cash
remuneration may not be pensionable. The pension premiums for defined-contribution may amount
at the most to 35 percent of the fixed cash monthly salary. Other senior executives are currently
subject to an enhanced ITP plan and a premium-based pension reinforcement of a maximum of SEK
120,000 per year or 30 percent of the fixed cash annual salary exceeding 30 income base amounts. In
the event another solution is selected, the pension benefits must be defined contribution—with
pension premiums amounting to at the most 35 percent of the fixed cash salary—unless the executive
is subject to a defined-benefit pension in accordance with the provisions of a collective agreement.
Variable cash remuneration must be pensionable to the extent this applies under compulsory
collective agreement provisions that are appropriate for the executive. The Board of Directors, based
on a proposal from the CEO, may approve that retirement pension is offered to senior executives who
have turned 62.

Other benefits may include life insurance, health insurance and a company car. Premiums and other
costs related to such benefits may together total at the most 5 percent for the CEO and at the most 10
percent of the fixed average cash salary for other senior executives.

Additional cash variable remuneration may be paid in extraordinary situations, assuming that such
extraordinary arrangements only are made at the individual level either with the aim of recruiting or
keeping senior executives or as compensation for extraordinary tasks performed in addition to regular
tasks. This remuneration, for the person in question, may together with the outcome of a short-term
variable salary scheme, not exceed an amount corresponding to the maximum possible payout for the
short-term variable salary scheme for the payment year in question. Decisions on such remuneration
must be made by the Board of Directors following a recommendation by the Compensation
Committee.

Regarding employment conditions that are subject to rules other than those that apply in Sweden, for
pension benefits and other benefits, reasonable adjustments may be made to comply with such
mandatory rules or established local practice, in which case the overarching objective of these
guidelines should be fulfilled to the greatest extent possible.

In exceptional cases, Group management may temporarily be supplemented with a non-regular
member who is engaged on a consultancy basis. If this occurs, the member will only receive contractual
consultant fees. The size of the consultant fee may correspond to at the most the CEQ’s fixed cash
salary for the same period, adjusted upward for an amount corresponding to social security expenses.

Termination of employment

For the termination of employment, the notice period may be at the most twelve months. Fixed cash
salary during the notice period and severance pay may together not exceed an amount corresponding
to the fixed cash salary for two years for the CEO and one year for other senior executives. If notice of



termination is given by the senior executive, the notice period may be at the most six months with no
right to severance pay. In the event of an agreement between the Company and the executive on the
termination of employment, the above wording means that the severance pay can be paid and/or the
termination salary can be paid longer than when the notice of termination is given by the senior
executive.

Criteria for distribution of variable cash remuneration, etc.

In addition to the financial performance of the operations, which carries the greatest weight, the short-
term variable cash remuneration should also be based on earnings per share and the outcome of
customer surveys (Customer Satisfaction Index).

The long-term variable salary scheme is and will be based on the Group’s performance targets three
years forward in time and, where applicable, the performance of an individual unit.

The criteria that according to the above determine the outcome create incentives for employees to
contribute to the realization of the Company’s business strategy and thus long-term value creation. If
the Board of Directors later were to assess that the business strategy and the Company’s long-term
interests, including its sustainability, would be better served if the criteria were amended or the targets
otherwise modified, these guidelines allow for such changes.

When the measurement period to fulfill the criteria for the payment of variable cash remuneration has
closed, the extent to which the criteria have been fulfilled must be determined. The Compensation
Committee is responsible for the assessment of variable cash remuneration to the CEO. The CEO is
responsible for the assessment of variable cash remuneration to other senior executives. For financial
targets, the assessment should be based on the financial information the Company most recently made
public.

Salaries and terms of employment for employees

When preparing the Board’s proposal for these remuneration guidelines, salaries and terms of
employment for the Company’s employees were considered in that information about employees’
total remuneration, the remuneration components, the increase in the remuneration and the rate of
the increase over time formed a part of the Compensation Committee’s and the Board’s decision basis
for the evaluation of the reasonableness of the guidelines and the limitations resulting from them. The
remuneration report that is prepared for paid and outstanding remuneration covered by the guidelines
reports on the change in the gap between the senior executives’ remuneration and other employees’
remuneration.

Decision process to determine, review and implement the guidelines

The Board of Directors has established a Compensation Committee. The committee’s tasks including
preparing the Board’s decisions on proposed guidelines for remuneration to senior executives. The
Board must prepare a proposal for new guidelines at least every four years and present the proposal
for resolution by the Annual General Meeting. The guidelines should apply until new guidelines are
adopted by the General Meeting. The Compensation Committee should also monitor and evaluate the
program for variable remuneration to senior executives, the application of guidelines for remuneration



to senior executives and the applicable remuneration structures and levels in the Company. The
members of the Compensation Committee are independent in relation to the Company and senior
executives. When the Board of Directors discusses and decides on remuneration-related matters, the
CEO and other members of executive management do not attend the meetings to the extent they are
affected by the matters.

Deviations from the guidelines

The Board of Directors may decide to temporarily deviate from the guidelines in full or in part if there
are grounds for such a decision on a case-by-case basis and a deviation is necessary to ensure the
Company’s long-term interests, including its sustainability, or to ensure the Company’s economic
viability. As specified above, the Compensation Committee is tasked with preparing the Board’s
decisions on remuneration matters, which includes deviations from the guidelines.

Description of significant changes to the guidelines

The Board of Director’s proposed guidelines for remuneration for the Annual General Meeting 2022
agree with the guidelines resolved upon at Annual General Meeting 2020, but with supplementary
information about the share performance program the Company intends to introduce in the spring of
2022. See “Forms of remuneration, etc.”

More information

For more information about remuneration in JM, including, where relevant, decided remuneration
that has not fallen due for payment, see the annual report.
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