Remuneration Policy
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Background

This Remuneration Policy (Policy) has been adopted by
the boards of Directors (Boards) of Stride Investment
Management Limited (SIML) and Stride Property Limited
(SPL, and together with SIML, Stride), setting out the
approach to remuneration of Directors and remuneration
of SIML’s people. For completeness, it is noted that SPL
does not have any employees.

This Policy supports SIML to attract, retain and motivate
high calibre people with remuneration programmes that
are market-competitive, flexible and affordable to
achieve the company’s business objectives. SIML's
remuneration policy is guided by the principles that
remuneration should:

. Be aligned with the company’s values, culture and
corporate strategy;

. Support the attraction, retention and engagement
of employees;

. Be equitable and flexible;

. Appropriately reflect market conditions and
organisational context;

. Recognise individual performance and competency,
rewarding individuals for achieving high
performance.

The purpose of this Policy is to set out principles that help
ensure remuneration practices within SIML are fair and
appropriate for the organisation and all its employees,
and that there is a clear link between remuneration and
performance.

Application

This Policies applies to the Boards of SIML and SPL and
all SIML employees.

Director Remuneration

Directors are remunerated in the form of Directors’ fees,
which are approved by shareholders. Directors are paid
through a contribution from both SIML and SPL.
However, under waivers granted by NZX, there is no
requirement that Directors’ remuneration be authorised
by separate resolutions of SPL and SIML.
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The Boards seek to ensure that Directors’ fees are set
and managed in a manner which is fair, flexible and
transparent, and at an appropriate level to assist Stride to
secure and maintain the skills and experience at Board
level necessary to govern the business and enhance the
long term value of Stride for shareholders.

Stride has a Remuneration and Nomination Committee
which is responsible for considering and recommending
Directors’ remuneration to shareholders, as well as
overseeing Executive remuneration.

The Boards consider Director remuneration every two
years. Factors that the Boards consider during directors’
fee reviews include (but are not limited to):

. third-party external review advice;

. the size, scope, and scale of the business;
. complexity of operations;

. what is required of the role; and

. financial results.

No Director of SPL or SIML is entitled to any
remuneration from Stride other than by way of Directors’
fees and the reasonable reimbursement of travelling,
accommodation and other expenses incurred in the
course of performing their duties or exercising their role
as a Director. There is no performance-based element to
Director fees.

Directors may not participate in any Stride share or option
plan. Stride does not pay any retirement benefit to
Directors.

Employee Remuneration

Remuneration for SIML employees consists of fixed
remuneration, short-term incentives and benefits. In
addition, the CEO and the Executive Team may be invited
to participate in a long-term incentive scheme.

The weighting of the remuneration components is
considered in the review of remuneration.

SIML’s Remuneration and Nomination Committee is kept
appraised of relevant market information and best
practice and obtains advice from external advisors when
necessary.
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Detail and quantum of remuneration elements for the
Chief Executive is disclosed in Stride’s Annual Report.

Fixed Remuneration

Fixed remuneration includes base salary and employer

KiwiSaver contributions and relates to the base 7.1
requirements of the role. Base salary can be cash only, or

a combination of cash and share performance rights.

Where share performance rights are granted, one share

will be issued by each of SIML and SPL in respect of each

share performance right two years after the grant of the

right, provided that the recipient remains employed at the

vesting date.

SIML provides fixed remuneration that is generally

benchmarked against similar positions in companies of 7.2
comparable size and complexity. SIML obtains external

advice on remuneration levels generally and may obtain

specific advice for nominated roles where this is

considered appropriate. 73

Remuneration is generally reviewed annually, and any
increases determined by factors such as company
performance, general economic conditions, marketplace
remuneration levels and individual performance.

Short-Term Incentives 8.1
Short-term incentives may be paid to selected

permanent, full time employees on an annual basis in

addition to their base salary. The purpose is to provide

incentives to achieve certain annual objectives which are

aligned with achieving Stride’s strategic goals.

Short-term incentive payments will be linked to the

achievement of specified business measures consistent 91
with Stride’s strategic and operational objectives, and

may include earnings measures, key portfolio metrics 9.9
such as occupancy and WALT, advancing key strategic

objectives and projects, including ESG objectives and

treasury and capital management projects, and delivery

of major leasing and development projects

Short term incentive awards are entirely discretionary,
and there is no guarantee of an invitation to participate in
a scheme, nor a payment in any given year.

Short termincentives can be cash only, or a combination
of cash and share performance rights. Where share
performance rights are granted, one share will be issued
by each of SIML and SPL in respect of each share

performance right two years after the grant of the right,
provided that the recipient remains employed at the
vesting date.

Long-Term Incentives

Share performance rights under the SIML long-term
share incentive scheme may be issued on an annual basis
at the discretion of the Board. The scheme provides for
selected employees who are members of the Executive
Team to be granted rights to be issued shares for nil
consideration if certain performance hurdles are met.
Long-term incentives are designed to promote strategic
objectives, including long-term shareholder value and the
recruitment and retention of senior leaders.

Performance is determined over a three year vesting
period, and the vesting of rights depends on certain
hurdles being met.

The Stride Remuneration and Nomination Committee
regularly reviews the structure and operation of the long-
term incentive plan, and may change or cancel the plan if
appropriate.

Benefits

SIML may provide benefits to employees, including
parental leave benefits and other non-cash benefits.
These are reviewed by the Board on a regular basis to
ensure that the benefits offered by SIML are consistent
with the market and assist SIML to attract and retain the
highest calibre of people.

Review

The Boards are accountable for approving this Policy and
any amendments toit.

This Policy was adopted in March 2025 and will be
reviewed by the Boards every 24 months.
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