aberdeen o
o

Alternative Investment Fund Managers Directive (AIFMD)
Remuneration Disclosure AIF Annual Report and Accounts

Remuneration Policy

The Aberdeen Group plc Remuneration Policy (the "Policy”) applies with effect from 1 January 2025. The
purpose of the Policy is to document clearly the remuneration policies, practices and procedures of
Aberdeen as approved by the Aberdeen Group plc Remuneration Committee (the "Committee"). The Policy
is available on request.

The Policy applies to employees of the Aberdeen group of companies ("Group” or "Aberdeen”), including
AIFMD Management Companies ("ManCos") and the AIFMD funds that the ManCo manages.

Remuneration Principles

Aberdeen applies Group wide principles for remuneration policies, procedures and practices ensuring that:

e Remuneration within the Group is simple, transparent and fair.

e  Our Policy supports our long-term strategy by reinforcing a performance-driven culture. It aligns the
interests of our employees, shareholders and, importantly, our clients / customers.

e Ourremuneration structure is flexible to accommodate the different challenges and priorities across all
businesses and functions as appropriate.

e  Remuneration policies, procedures and practices promote good conduct, including sound and effective
risk management and do not encourage risk taking that exceeds the level of tolerated risk appetite.

e Remuneration extends beyond the provision of fixed and variable pay, with a focus on the retirement
provision and the wellbeing needs of our employees, as part of our remuneration philosophy.

e Totalremuneration deliveredis affordable for the Group.

Remuneration Framework

Employee remuneration is composed of fixed and variable elements of reward as follows:
a) Fixed remuneration (salary, and cash allowances where appropriate; and benefits, including
pension).
b) Variable remuneration (bonus, a proportion of which may be subject to retention or deferral
depending on role and regulatory requirements; senior employees may also be awarded a long-
term incentive award).

Appropriate ratios of fixed: variable remuneration will be set to as to ensure that:
a) Fixed and variable components of total remuneration are appropriately balanced; and
b) The fixed component is a sufficiently high proportion of total remuneration to allow Aberdeen to
operate a fully flexible policy on variable remuneration components, including having the ability to
award no variable remuneration component in certain circumstances where either individual and /
or Group performance does not support such an award.



Base salary

Base salary provides a core reward for undertaking the role and depending on the role,
geographical or business market variances or other indicators, additional fixed cash
allowances may make up a portion of fixed remuneration. Periodic reviews take into
account the employee’s role, scope of responsibilities, skills and experience, salary
benchmarks (where available) and, where relevant, any local legislative or regulatory
requirements.

Benefits
(including
retirement
benefit where
appropriate)ux

Benefits are made up of core benefits which are provided to all employees, and extra
voluntary benefits that may be chosen by certain employees which may require
contribution through salary sacrifice or other arrangements.

Any discretionary pension benefits awarded to Material Risk Takers ("MRTs") shall be
made in non-cash instruments. In the context of a retirement, the discretionary pension
benefits vested to the staff member shall be subject to a five-year retention period.
Where a staff member leaves the organisation before retirement, the discretionary
pension benefits shall not be vested before a period of five years and will be subject to
performance assessment and ex-post risk adjustment before pay-out.

Annual
Performance
Bonus Awards

Employees who have been employed during a performance year (1 January to 31
December) may be eligible to be considered for an annual bonus in respect of that year.

Annual bonuses are based upon Group, Business, Function, Team and Individual
performance (with individual performance assessed against agreed goals and
behaviours). The variable remuneration pool for all eligible employees, including
Identified Staff or MRTs, is determined initially by reference to profitability and other
quantitative and qualitative financial and non-financial factors, incorporating
consideration of all risk categories, including sustainability risks* (on an ex-post and ex-
ante basis). In reaching its final funding decision, the Committee exercises its judgement
to ensure that the outcome reflects holistic Company performance considerations.

abrdn Fund Managers Limited has specific obligations to act in the best interests of the
AIFMD fundsitmanages anditsinvestors. Accordingly, the performance of the underlying
funds and the interests of investors (including, where relevant, investment risk) are also
taken into account as appropriate. The Audit and Risk Committee formally advise the
Committee as part of this process.

The overall bonus pool is allocated to businesses and functions based on absolute and
relative performance of each business and function and their alignment with strategic
priorities and risk considerations. Allocation by region and subdivision / team is
determined on adiscretionary basis by the business / function and regional heads based
on the absolute and relative performance of the constituent teams and alignment with
strategic priorities.

Individual annual bonus awards are determined at the end of the 12-month
performance period with performance assessed against financial and non-financial
individual objectives, including behaviour and conduct. Individual awards for Identified
Staff are reviewed and approved by the Committee (with some individual award
approvals delegated, as appropriate, to the Group's Compensation Committee, over
which the Committee retains oversight). In carrying out these approvals, the Committee
seeks to ensure that outcomes are fair in the context of overall Group performance
measures and adjusted, where appropriate, to reflect input from the the Audit and Risk




Committee. Variable remuneration awards are subject to deferral for a period of up to
three years. Aretention period may also be applied as required by the relevantregulatory
requirements. Deferral rates and periods comply, at a minimum, with regulatory
requirements. In addition to the application of ex-ante adjustments described above,
variable remuneration is subject to ex-post adjustment (malus / clawback
arrangements) for all employees.

Other elements | The following remuneration arrangements may be awarded in certain very limited

of circumstances:

remuneration -

selected CarriedInterestPlans - These arrangements are designedtoreward performanceinroles
employees where a carried interest plan is appropriate. Selected employees are granted carried

interest shares in appropriate funds established by the Group.

Buy-Out Awards / Guaranteed Bonuses - These are intended to facilitate / support the
recruitment of new employees. Buy-outs are not awarded, paid or provided unless they
are in the context of hiring new employees. Guaranteed bonuses are not awarded, paid
or provided unless they are exceptional and in the context of hiring new employees and
limited to the first year of service. These awards are only made where such a payment or
award is permitted under any relevant remuneration regulations and are designed to
compensate for actual or expected remuneration foregone from previous employers by
virtue of their recruitment.

Retention and Performance Awards / LTIP - Supports retention and / or the delivery of
specific performance outcomes and / or to incentivise senior employees to support the
long-term, sustained performance of Aberdeen. The Company may determine that it is
appropriate to grant such awards in limited circumstances. Awards are structured to
deliver specific retention and / or performance outcomes. Retention and / or
performance awards comply with all relevant regulatory requirements.

Severance Pay - Payment made to support an employee whose role is considered to be
redundant. Severance payments comply with any legislative and regulatory
requirements, and any payments are inclusive of any statutory entitiement. In the event
of severance, the treatment of any individual elements of an employee’s remunerationiis
governed, as appropriate, by relevant plan or scheme rules.

*According to SFDR, sustainability risk means an environmental, social or governance event or condition that, if it occurs, could cause an actual or a
potential material negative impact on the value of the investment.

Control Functions

The Group ensures that, as appropriate, senior employees engaged in a control function are independent
from the business units they oversee and have appropriate authority to undertake their roles and duties.
These include, but are not necessarily limited to, Risk, Compliance and Internal Audit function roles. Senior
employees engaged in a control function are remunerated in a way that ensures they are independent from
the business areas they oversee, have appropriate authority and have their remnuneration directly overseen
by the Committee.



Conflicts of interest

The Policy is designed to avoid conflicts of interest between the Group and its clients and is designed to
adhere to local legislation, regulations or other provisions. In circumstances or jurisdictions where there is any
conflict between the Policy andlocal legislation, regulations or other provisions, then the latter prevail. Where
the Committee receives input from members of management on the remuneration arrangements in
operation across the Group, this never relates to their own remuneration.

Personal Investment Strategies

The Company adheres to the regulatory principles andindustry best practice on the use of personal hedging
strategies which actin restricting the risk alignment embedded in employee remuneration arrangements.

AIFMD Identified Staff / MRTs

The 'ldentified Staff’ or MRTs of abrdn Fund Managers Limited are those employees who could have a
material impact on the risk profile of abrdn Fund Managers Limited or the AIFMD funds it manages. This
broadly includes senior management, decision makers and control functions. For the purposes of this
disclosure, 'ldentified Staff’ includes employees of entities to which activities have been delegated.

Quantitative Remuneration Disclosure

The table below provides an overview of the following:
e Aggregate total remuneration paid by abrdn Fund Managers Limited to its entire staff; and

e Aggregate total remuneration paid by abrdn Fund Managers Limited to its AIFMD ‘Identified Staff'.

Amounts shown reflect payments made during the financial reporting period in question. The reporting
period runs from 1 January 2025 to 31 December 2025 inclusive.

Headcount Total Remuneration

£'000
abrdn Fund Managers Limited! 674 112,636
of which
Fixed remuneration 80,364
Variable remuneration 32,272
abrdn Fund Managers Limited 'ldentified Staff 111 52,416
of which
Senior Management? 42 24,442
Other 'Identified Staff’ 69 27,974

1 As there are a number of individuals indirectly and directly employed by abrdn Fund Managers Limited, this figure represents an apportioned amount
of Aberdeen'’s total remuneration fixed and variable pay, apportioned to the ManCo on an AUM basis. The Headcount figure provided reflects the
number of beneficiaries calculated on a Full Time Equivalent basis.

2 The Identified Staff disclosure relates to AIFMD MRTs and represents total compensation of those staff of the ManCo who are fully or partly involved in
the activities of the ManCo.

3 Senior Management are defined in this table as ManCo Directors and members of the Aberdeen Group plc Board, together with its Executive and
Group Operating Committees, Investment Executive members and the Chief Product and Marketing Officer.



