STRABAG

SOCIETAS EUROPAEA

Remuneration report for the Management Board and Supervisory Board
for the 2025 financial year

The Management Board and the Supervisory Board of STRABAG SE have prepared the remuneration
report for the 2025 financial year. The remuneration report provides a comprehensive overview of the
remuneration awarded to the members of the Management Board and of the Supervisory Board. The
remuneration report was adopted by the Management Board at its meeting on 8 April 2026 and by the
Supervisory Board at its meeting on 21 April 2026 and will be submitted to the Annual General Meeting of
STRABAG SE for approval in 2026.

1. INTRODUCTORY OVERVIEW TO THE 2025 FINANCIAL YEAR

1.1 Overview of the business performance

In 2025, the company succeeded in further increasing its order backlog, building on an already high level.
Growth was achieved in areas such as energy and water infrastructure — as defined in Strategy 2030 — as
well as through external growth, particularly following entry into the Australian market. While output volume
remained largely flat, earnings improved significantly.

1.2 (No) significant events in the 2025 financial year

No significant events impacting the remuneration of the members of the Management Board and of the
Supervisory Board were recorded in the 2025 financial year.

1.3 Changes to the Management Board or the Supervisory Board in the 2025 financial year

a) Changes to the Management Board

Klemens Peter Haselsteiner, BBA, BF, passed away on 17 January 2025. Dipl.-Ing. Stefan Kratochwill was
appointed to the Management Board and named CEO on 19 February 2025.

Dipl.-Ing. (FH) Alfred Watzl resigned from the Management Board of STRABAG SE on 6 August 2025 by
mutual agreement with the Supervisory Board. Dipl.-Ing. (FH) Péter Gléckler joined the Management Board
on 11 August 2025

b) Changes to the Supervisory Board

Dipl.-Ing. Sebastian Haselsteiner was elected to the Supervisory Board of STRABAG SE with effect from
the close of the Annual General Meeting on 13 June 2025 until the close of the Annual General Meeting
that votes on the approval of the actions of the Supervisory Board for the 2028 financial year. In addition,
Daniel Riesenberg was delegated to the Supervisory Board as a further employee representative.

1.4 (No) deviations from the remuneration policies

In the 2025 financial year, there were no deviations from the remuneration policy for the Management
Board and the Supervisory Board as presented at the Annual General Meeting in 2024.
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However, a provision had to be made during the 2025 financial year regarding a case not specifically
covered by the remuneration policy. On 6 August 2025, Dipl.-Ing. (FH) Alfred Watzl announced his
resignation from the Management Board in agreement with the Supervisory Board. As the Management
Board contract was due to run until 31 December 2026, Dipl.-Ing. (FH) Alfred Watzl was released from his
further duties in the interests of the company, with a reduction of one third in his entitiement to the
performance-related bonus for the year 2026 being agreed. No special payments (severance payments)
in addition to the contractually agreed remuneration were granted upon his departure.

2, REMUNERATION REPORT FOR THE MANAGEMENT BOARD

2.1 Principles of the remuneration policy

Ensuring the continued existence of the company and meeting its obligation to create value for its
shareholders and its employees are essential goals of the business policy of STRABAG SE.
STRABAG SE’s remuneration policy takes this strategic approach into account because it promotes
sustained, long-term action and does not create incentives for short-term profit maximisation. The personal
objectives of each member of the Management Board are aligned with the long-term interests of the
company.

The following principles characterise the remuneration policy of STRABAG SE:

Governance — The remuneration package is competitive, in line with the usual market terms and within
the legal and regulatory requirements defining the framework of the remuneration policy.

Strategy of the Group — The structure of the remuneration reflects the scope and complexity of the
business and contributes to steady positive corporate development. The Management Board is
encouraged not to take disproportionate risks.

Regulatory remuneration ceiling — The variable income component can amount to a maximum of 200%
of the base salary (gross annual income).

Sustainability — 25% of the variable remuneration is retained annually and credited to a personal clearing
account. Any balance in the personal clearing account is paid out after the end of an appointment as a
member of the Management Board regardless of a possible reappointment. If the balance in the personal
clearing account exceeds the base salary (gross annual income), the amount exceeding the base salary
(gross annual income) will be paid out in the year after the year in which the amount was exceeded.

Shareholder interests — The variable remuneration components are determined in accordance with
clearly defined key figures that are decisive for the business strategy and long-term development of the
company. This takes into account the interests of the shareholders in the positive financial development of
the company.

2.2 Structure of the remuneration system

a) Fixed remuneration components

The base salary (gross annual income) is the annual compensation for the function as a member of the
Management Board. The amount depends on the tasks and responsibilities as well as on the size and

financial situation of the company. The competitiveness of the remuneration on the market is taken into
account. Non-cash benefits and insurance benefits can also be granted at usual market terms.
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b)  Variable remuneration components

The calculation of the annual bonus for the members of the Management Board is based on the cost-
accounted net income of the financial year. The cost-accounted net income is essentially determined in
accordance with the International Financial Reporting Standards (IFRS). Differences between IFRS and
the cost-accounted net income are explained in detail in the remuneration policy.

For STRABAG SE, the net income represents the key value driver, reflects the expansion of business and
market share, and shows disproportionate improvements in profitability through high operational
commitment and the efficient use of capital. This figure is therefore essential for the business strategy and
long-term development pursued by STRABAG SE. This performance-based remuneration also ensures
that Management Board members do not base their decisions solely on financial indicators but also take
sustainability aspects and efficiency criteria into account.

The annual bonus granted to the members of the Management Board takes into account the achieved
financial objectives of the Group overall and the achieved financial indicators within the area of
responsibility of the individual Management Board members. The basis for the annual bonus is in principle
the amount of the respective cost-accounted net income less a minimum earnings figure to be determined
(basis). The basis determined in this way is multiplied by certain percentages. Different percentages are
used for individual earnings levels. The level of the percentages is staggered for the individual members
of the Management Board according to the function performed (CEO, other members of the Management
Board).

If the amount calculated according to the basis and the percentages specified remains below the amount
of one base salary (gross annual income), this corresponds to the annual bonus of the respective
Management Board member. If the calculated amount exceeds one base salary (gross annual income),
the bonus is calculated as follows: From the calculated amount, the Management Board member is initially
entitled to an amount equal to the base salary (gross annual income). From the remaining amount in excess
of one base salary (gross annual income), a further amount up to the amount of one base salary (gross
annual income) is reduced to 50% and each further amount up to the amount of one base salary (gross
annual income) is then reduced to half the percentage of the previous level (incremental arrangement).
Based on this calculation, a maximum annual bonus of two base salaries (gross annual incomes) can be
attained.

Example of the calculation method:

If the base salary (gross annual income) for a Management Board member is 200 and the amount calculated
before the percentage-based reduction is 700, this leads to the following bonus:

200.0 (= 100.0% of 200)
100.0 (= 50.0% of 200)

50.0 (= 25.0% of 200)
_12.5 (= 12.5% of 100)
362.5 bonus

c) Minimum bonus when certain operating margins are achieved

If certain operating margins of the cost-accounted net income are reached, members of the Management
Board have a right to a minimum bonus, regardless of the absolute amount of the figure and the general
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principles outlined above. Depending on the amount of the operating margin, a minimum bonus up to a
maximum of twice the base salary (gross annual income) can be achieved.

2.3 Total remuneration including shares of variable remuneration

Name FY Fixed remuneration (in €) Variable Total **) (in €) | Ratio of fixed
remuneration *) to variable
(in €) remuneration
(in %)
Base salary Additional
(gross annual remuneration
income) )
Klemens Haselsteiner, 2025 267,416 0 83,836 351,252 76:24
BBA, BF' 2024 900,000 6,845 1,800,000 2,706,845 34:66
Dipl.-Ing. 2025 785,214 930 1,558,356 2,344,500 34:66
Stefan Kratochwill? 2024 - - - - -
Mag. 2025 600,000 11,520 1,200,000 1,811,520 34:66
Christian Harder 2024 600,000 11,520 1,200,000 1,811,520 34:66
Dipl.-Ing. (FH) 2025 235,014 1,280 470,137 706,431 34:66
Péter Glockler® 2024 - - - - -
Dipl.-Ing. (FH) 2025 600,000 11,520 1,200,000 1,811,520 34:66
Jorg Rosler 2024 600,000 11,520 1,200,000 1,811,520 34:66
Dipl.-Ing. 2025 600,000 11,520 1,200,000 1,811,520 34:66
Siegfried Wanker 2024 600,000 11,520 1,200,000 1,811,520 34:66
Dipl.-Ing. (FH) 2025 600,000 8,640 1,200,000 1,808,640 34:66
Alfred Watzl* 2024 600,000 11,520 1,200,000 1,811,520 34:66
Total (all Management Board | 2025 3,687,644 45,410 6,912,329 10,420,383 34:66
members) 2024 3,300,000 52,925 6,600,000 9,952,925 34:66

*) Each of the amounts stated corresponds to the total variable remuneration determined on the basis of the performance criterion
“operating margin”. Of the variable remuneration, 75% is paid to each Management Board member; the remaining 25% is allocated to
the personal clearing account of each individual Management Board member and is paid out following expiration of the Management
Board contract. If the balance in the personal clearing account exceeds the amount of one base salary (gross annual salary), the excess
amount is paid out in the year in which the amount is exceeded. With the settlement of the variable remuneration for the 2025 financial
year, the excess amount will therefore be paid out as follows: € 322,878 each to Mag. Christian Harder, Dipl.-Ing. (FH) Jorg Rosler, Dipl.-
Ing. Siegfried Wanker and Dipl.-Ing. (FH) Alfred Watzl. Following the death of Klemens Haselsteiner, BBA, BF, on 17 January 2025, the
sum of € 934,317 will be paid into his personal clearance account when the variable remuneration for the 2025 financial year is settled.

**) As the remuneration policy for the Management Board does not provide for any other special remuneration or bonus payments, no
member of the Management Board received such payments in the 2025 financial year. Likewise, no severance payments are made.
Therefore, these columns are not shown separately in the table.

***) The additional remuneration of the members of the Management Board refers exclusively to their right to a company car, which is
assessed at the taxable benefit-in-kind value. Accordingly, where an electric company car is used, the value is stated as zero due to the
lack of a taxable benefit in kind. Insurance cover is also provided: A liability policy covers the legal liability of the members of the
Management Board with regard to third-party personal injury, property damage or financial losses. Accident insurance provides coverage
in the event of death or disability. An industrial legal expenses insurance policy is also in place for selected areas. A directors and officers
(D&O) insurance covers damage claims resulting from financial losses for third parties or the company as the result of neglect of duty on
the part of the Management Board members during their service as officers of the company.

Any remuneration for supervisory board mandates and similar functions at companies in which STRABAG
SE has a direct or indirect investment, as well as for activities in associations or similar institutions of which
STRABAG SE is a member by virtue of its business activities, are offset against the remuneration due
under the Management Board contract.

" Klemens Haselsteiner, BBA, BF passed away on 17 January 2025. His death gave rise to death benefit entitlements equivalent to
three months’ salary, as well as to a pro rata share of the bonus for the period of his employment in 2025.

2 Dipl.-Ing. Stefan Kratochwill has been a member of the Management Board and CEO of STRABAG SE since 19 February 2025.
3 Dipl.-Ing. (FH) Péter Glockler has been a member of the Management Board of STRABAG since 11 August 2025.

4 Dipl.-Ing. (FH) Alfred Watzl stepped down as a member of the Management Board on 6 August 2025. For details of the
arrangements made in connection with his departure, see also 1.4. The amounts stated for Alfred Watzl in respect of the 2025
financial year include the fixed remuneration and variable remuneration for the 2025 financial year. The fixed remuneration granted
for the 2026 financial year will be paid out in the 2026 financial year, while the variable remuneration granted for the 2026 financial
year will be paid in 2027 based on the results for the 2026 financial year.
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The total remuneration for the members of the Management Board corresponds to the remuneration policy
for the Management Board as presented for approval at the Annual General Meeting on 14 June 2024.
There was no deviation from this remuneration policy.

2.4 Overview of the performance of the Management Board members in the 2025 financial year

Name Performance Weight | Performance target Performance and
criterion *) a) Minimum a) Maximum/target actual

b) Corresponding b) Corresponding remuneration

remuneration remuneration
Klemens Cost-accounted net | 100% a) € 200,000,000 a) N/A **) a) N/A
Haselsteiner, | income b)€0 b) € 83,836 b) N/A
BBA, BF Operating margin 100% a) 3.0% a) 4.0% a) 6.6%

b) € 69,129 b) € 83,836 b) € 83,836
Dipl.-Ing. Cost-accounted net 100% a) € 200,000,000 a) N/A **) a) N/A
Stefan income b)€0 b) € 1,558,356 b) N/A
Kratochwill Operating margin 100% a) 3.0% a) 4.0% a) 6.6%

b) € 1,284,985 b) € 1,558,356 b) € 1,558,356
Mag. Cost-accounted net | 100% a) € 200,000,000 a) N/A **) a) N/A
Christian income b)€0 b) € 1,200,000 b) N/A
Harder Operating margin 100% a) 3.0% a) 4.0% a) 6.6%

b) € 989,493 b) € 1,200,000 b) € 1,200,000
Dipl.-Ing. (FH) | Cost-accounted net | 100% a) € 200,000,000 a) N/A **) a) N/A
Péter income b)€0 b) € 470,137 b) N/A
Glockler Operating margin 100% a) 3.0% a) 4.0% a) 6.6%

b) € 387,664 b) € 470,137 b) € 470,137
Dipl.-Ing. (FH) | Cost-accounted net | 100% a) € 200,000,000 a) N/A ™) a) N/A
Jorg income b)€0 b) € 1,200,000 b) N/A
Résler Operating margin 100% a) 3.0% a) 4.0% a) 6.6%

b) € 989,493 b) € 1,200,000 b) € 1,200,000
Dipl.-Ing. Cost-accounted net | 100% a) € 200,000,000 a) N/A ™) a) N/A
Siegfried income b)€0 b) € 1,200,000 b) N/A
Wanker Operating margin 100% a) 3.0% a) 4.0% a) 6.6%

b) € 989,493 b) € 1,200,000 b) € 1,200,000
Dipl.-Ing. Cost-accounted net | 100% a) € 200,000,000 a) N/A **) a) N/A
(FH) income b)€0 b) € 1,200,000 b) N/A
Alfred Operating margin 100% a) 3.0% a) 4.0% a) 6.6%
Watzl b) € 989,493 b) € 1,200,000 b) € 1,200,000

*) The remuneration policy for the Management Board provides for two alternative performance criteria for the variable remuneration: cost-
accounted net income and operating margin. These two performance criteria are to be applied alternatively for the variable remuneration.
The applicable performance criterion for the variable remuneration is the one that leads to an entitlement for the higher variable
remuneration. In the 2025 financial year, this was the operating margin. The performance and the actual remuneration are therefore (only)
stated for the relevant performance criterion: the operating margin.

**) For the performance criterion “cost-accounted net income”, an incremental arrangement applies in accordance with the formula explained
under 2.2 b). In accordance with the incremental arrangement, the maximum achievable variable remuneration is reached approximately at
a cost-accounted net income of € 1 billion.

2.5 Information on stock-based remuneration

STRABAG SE has decided against a stock option programme or comparable programmes for
Management Board members.

2.6 Clawback/malus — clawback of variable remuneration components

In the event of a negative cost-accounted net income, the percentages set for the members of the
Management Board are applied to a loss-sharing arrangement that is offset against an existing credit
balance on the personal clearing account. Any loss sharing in excess of this amount is deducted from the
next following variable remuneration. The ceiling of twice the base salary (gross annual income) also
applies to loss sharing under consideration of the incremental arrangement. No further clawback rules
exist. Loss sharing is an instrument to dissuade the Management Board from engaging in risks that are to
the detriment of the Group and to promote solid growth. There was no loss sharing in the 2025 financial
year.
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3. REMUNERATION REPORT FOR THE SUPERVISORY BOARD

3.1 Principles of the remuneration policy

The remuneration policy for the Supervisory Board aims at a balanced and qualified composition of the
Supervisory Board and so promotes the business strategy and long-term development of STRABAG SE.
The remuneration policy provides the members of the Supervisory Board with remuneration for their work
that is commensurate with their duties and responsibilities and with the size and economic situation of the
company and, in particular, ensures the objectivity and independence of the Supervisory Board.

The remuneration of the members of the Supervisory Board is designed to attract and retain suitably
qualified persons as members of the Supervisory Board of an internationally active listed company,
allowing a balanced composition of professional and personal qualifications with respect to the company’s
structure and business; aspects of diversity in terms of gender, age and nationality are also adequately
taken into account. The remuneration is regularly reviewed to ensure it is in line with the usual market
terms.

Individual aspects of Supervisory Board remuneration are regulated in the company’s Articles of
Association. In accordance with Article 14 of the Articles of Association, the remuneration of the members
of the Supervisory Board is determined by the General Meeting.

3.2 Structure of the remuneration system

The members of the Supervisory Board elected by the General Meeting and designated by shareholders
receive an annual remuneration for the time invested and for the assumption of the responsibilities as a
member of the Supervisory Board. Attendance fees are not provided. The General Meeting’s decision on
remuneration is binding. The employee representatives on the Supervisory Board do not receive any
remuneration. Per agreement in accordance with Section 230 of the Austrian Labour Constitution Act
(ArbVG) of 30 September 2009, they perform their function on a voluntary basis.

The amount of the remuneration is staggered according to the function performed — i.e. Chairperson, Vice
Chairperson and other members of the Supervisory Board. The members of the Supervisory Board are
reimbursed for cash expenses incurred in the course of their work.

The company also bears the costs for directors and officers insurance (D&O insurance). This is specified
in the remuneration policy for the Supervisory Board as well as in Article 14 (2) of the Articles of Association
of the company.

Variable remuneration of the members of the Supervisory Board dependent on the success of the business
is not provided in order to avoid conflicts of interest among the Supervisory Board in its control and
monitoring function of the operating business. Activities of the members of the Supervisory Board in
Supervisory Board committees — apart from the reimbursement of cash expenses — are not remunerated
separately and are compensated with the annual remuneration.

3.3 Total remuneration

Name *) Fixed remuneration Total (in €) **) Ratio of fixed to
(in €) variable
Annual remuneration remuneration
2025 2024 2025 2024 2025 2024
Mag. Kerstin Gelbmann 100,000 100,000 100,000 100,000 100:0 100:0
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Mag. Erwin Hameseder 50,000 50,000 50,000 50,000 100:0 100:0
Dr. Andreas Brandstetter 30,000 30,000 30,000 30,000 100:0 100:0
Dr. Valerie Hackl 30,000 28,027 30,000 28,027 100:0 100:0
Dipl.-Ing. Sebastian Haselsteiner 16,521 - 16,521 - 100:0 -
Mag. Gabriele Schallegger 30,000 30,000 30,000 30,000 100:0 100:0
Total 256,521 238,027 256,521 238,027

*) This overview shows the total remuneration of those members of the Supervisory Board who will receive remuneration in 2025.

**) As the remuneration policy for the Supervisory Board does not provide for variable remuneration, a simplified presentation of the total
remuneration is given. Supervisory Board members also do not receive any special remuneration or other bonus payments. Therefore,
these columns and the column “variable remuneration” are not shown separately in the table.

The remuneration for 2025 is based on the resolution of the Annual General Meeting of 18 June 2021,
following which the annual remuneration until a new resolution is passed amounts to € 30,000 for members
of the Supervisory Board, € 50,000 for the Vice Chairperson and € 100,000 for the Chairperson.

The total remuneration for the members of the Supervisory Board corresponds to the remuneration policy
for the Supervisory Board as presented for approval at the Annual General Meeting on 14 June 2024.
There was no deviation from this remuneration policy.

4, OTHER INFORMATION AND EXPLANATIONS

4.1 Annual changes (business performance, total remuneration, remuneration of employees)

Annual changes (in €) 2021 vs. 2020 2022 vs. 2021 2023 vs. 2022 | 2024 vs. 2023 | 2025 vs. 2024 Absolute

*) values in
2025 (in €)

Management Board remuneration *)

Klemens Haselsteiner, - 2,361 -2,576 + 1,200,000 - 445 0 351,252

BBA, BF

Dipl.-Ing. - - - - - 2,344,500

Stefan Kratochwill

Mag. 0 0 +300,000 0 0 1,811,520

Christian Harder

Dipl.-Ing. (FH) - - - - - 706,431

Péter Glockler

Dipl.-Ing. (FH) - - - 0 0 1,811,520

Jorg Rosler

Dipl.-Ing. 0 0 + 300,000 0 0 1,811,520

Siegfried Wanker

Dipl.-Ing. (FH) 0 0 +300,000 0 -2,880 1,808,640

Alfred Watzl

Supervisory Board remuneration *)

Mag. 0 0 0 + 70,000 0 100,000

Kerstin Gelbmann

Mag. 0 0 0 0 0 50,000

Erwin Hameseder

Dr. 0 0 0 0 0 30,000

Andreas Brandstetter

Dr. - - - - 0 30,000

Valerie Hackl

Dipl.-Ing. - - - - - 16,521

Sebastian Haselsteiner

Mag. - - - 0 0 30,000

Gabriele Schallegger

Performance of the company

Cost-accounted net + 115,008,000 + 6,923,000 | + 130,048,000 | + 286,828,000 +204,482,000 | 1,338,092,000

income

Average remuneration on a full-time basis of the company’s employees

Employees of the
STRABAG Group in
Austria **)

+ 804

+1,938

+5,693

+4,184

+3,063

69,149

Page 7 of 8




*) The remuneration and the annual changes in the remuneration of the members of the Management Board and of the Supervisory Board
who were appointed to or left their position during the year are annualised for better comparability. This does not apply to the last column
(“Absolute values in 2025 (in €)”). The commencement of the entitlement to remuneration upon appointment and the termination of the
entitlement to remuneration upon departure from the Supervisory Board are not considered annual changes within the meaning of this table.
**) STRABAG SE itself has no employees other than the members of the Management Board. Due to the country-specific differences in
salary levels and trends, the average remuneration of the employees of the globally active STRABAG SE Group is not informative for
comparison purposes. In order to achieve a better degree of comparability of the development of the average remuneration of employees,
the remuneration of the employees of the STRABAG Group in Austria is used.

Annual changes (in %) *) | 2021vs.2020 | 2022 vs.2021 | 2023 vs. 2022 | 2024 vs. 2023 | 2025 vs. 2024

Management Board remuneration *)

Klemens Haselsteiner, BBA, BF -0.2 -0.2 +79.6
Dipl.-Ing. Stefan Kratochwill - - -
Mag. Christian Harder 0 0 +19.8
Dipl.-Ing. (FH) Péter Glockler - - -
Dipl.-Ing. (FH) Jorg Rosler - - -
Dipl.-Ing. Siegfried Wanker 0 0 +19.
Dipl.-Ing. (FH) Alfred Watzl 0 0 +19.

o|o|o| |Of O
o|Oo|O|: |Of: O

Supervisory Board remuneration *)

Mag. Kerstin Gelbomann + 233.33
Mag. Erwin Hameseder
Dr. Andreas Brandstetter
Dr. Valerie Hackl
Dipl.-Ing. Sebastian Haselsteiner - - - -

Mag. Gabriele Schallegger - - - 0

H=l=)=]
== =]
== =]

o

o
ol |O|0|o|o

Performance of the company
Cost-accounted net income | +19.3 | +1.0 | +18.1 | +33.9 | +18.0

Average remuneration on a full-time basis of the company’s employees
Employees of the STRABAG Group in +1.5 +3.5 +10.1 +6.8 +4.6
Austria **)

*) The presentation of the annual changes is always based on the remuneration for a full financial year, even if a member of the Board was
appointed to or left the position during the year. The commencement of the entittement to remuneration upon appointment and the
termination of the entitlement to remuneration upon departure from the Supervisory Board are not considered annual changes within the
meaning of this table.

**) STRABAG SE itself has no employees other than the members of the Management Board. Due to the country-specific differences in
salary levels and trends, the average remuneration of the employees of the globally active STRABAG SE Group is not informative for
comparison purposes. In order to achieve a better degree of comparability of the development of the average remuneration of employees,
the remuneration of the employees of the STRABAG Group in Austria is used.

4.2 Consideration of the voting outcome of the Annual General Meeting

At the Annual General Meeting of 13 June 2025, the remuneration report for the Management Board and
Supervisory Board of STRABAG SE for the 2024 financial year was presented for voting. The remuneration
report for the Management Board and Supervisory Board for the 2024 financial year was approved by the
Annual General Meeting with the required majority.

Vienna, April 2026
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