ALPS INDUSTRIES LIMITED

The Remuneration Policy of Alps Industries Ltd (the “Company”) is designed to attract, motivate
and retain manpower in a competitive and international market. The policy reflects the
Company's objectives for good corporate governance as well as sustained long-term value creation
for shareholders.

The Remuneration Policy applies to the Company's senior management, including its Key
Managerial Persons (KMPs) and Board of Directors.

GUIDING PRINCIPLES

The Guiding Principle is that the remuneration and other terms of employment shall be
competitive in order to ensure that the Company can attract and retain competent executives.

- The Remuneration Policy for executives reflects the overriding remuneration
philosophy and principles of the Alps. When determining the remuneration policy
and arrangements for Whole time Directors / KMPs, the Remuneration Committee,
constituted in accordance with Section 178 o f t he Companies Act, 2013, considers parity
with peer s and employment conditions elsewhere in the competitive market to ensure
that pay structures are appropriately aligned and that levels of remuneration remain
appropriate in this context.

- The remuneration will be governed by the MCA circulars issued from time to time and
provision related to no profit and having default in repayment of loans to lender will be
applicable subject to directions mentioned in the MCA circulars/amendment in the
rules/regulations.

- The Committee while designing the remuneration package considers the level and
composition of remuneration to be reasonable and sufficient to attract, retain and motivate
the person to ensure the quality required to run the company successfully.

- The Remuneration Committee while considering a remuneration package must ensure a
direct relationship with the Key Result Areas and individual achievements considering
short as well as long term performance objectives appropriate to the working of the
company and its goals.

- The Committee considers that a successful remuneration policy must ensure that a
significant part of the remuneration package is linked to the achievement of corporate
performance targets and a strong alignment of interest with stakeholders.

The Remuneration policy is guided by a common reward framework and set of principles

and objectives as envisaged under section 178 of the Companies Act 2013 and
Companies (Meetings of Board and its Powers) Rules, 2014., inter-alia principles
pertaining to determining qualifications, positive attributes and independence of the
Directors, integrity, etc. The mainobjectives are -

Attract and retain: Remuneration packages are designed to attract high-caliber executives in
a competitive global market and remunerate executives fairly and responsibly. The
remuneration shall be competitive and based on the individual responsibilities and performance.

Motivate and reward: Remuneration is designed to motivate delivery of our key business
strategies, create a strong performance-orientated environment and reward achievement of
meaningful short and long-term targets.
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The principal terms of non-monetary benefits: The Executives will also be entitled to
customary non-monetary benefits such as Company Cars, Telephones/Mobiles, Health care
facilities, etc. In addition thereto, in specific cases, particularly at the Unit levels, company may
also provide housing and other benefits.

EXECUTIVE REMUNERATION - BOARD OF MANAGEMENT

Executive remuneration is proposed by the Committee and subsequently approved by the Board
of Directors and further by the shareholders and central Government as per legal requirements.
Executive remuneration is evaluated annually against performance and a benchmark of
international companies, which are similar to Alps in size and complexity. Benchmarking is done
with the help of reports generated by/through internationally recognized compensation service
consultancies. In determining remuneration packages, the Committee may consults with the
Chairman/ Managing Director and Independent Directors as well, as appropriate. Total
remuneration shall include of following:

- A fixed base salary, set at a level aimed at attracting and retaining executives with
professional and personal competencies required to drive the Company's performance.

- Short-term incentives, based on the achievement of individuals as per pre- defined
financial and strategic business targets, the incentive are given, particularly in Sales
function, as per Incentive Scheme duly approved by the Managing Director.

- Long-term incentives promoting a balance between short-term achievements and long-
term thinking.

- Pension/ESI contributions, made in accordance with applicable laws and employment
agreements.

- Loyalty / Belongingness to Company, to be achieved by aligning the rewards and
recognitions for longer association of the employees with the organization and
encouraging Referrals as one of the sources of recruitment to strengthen the company
work-force.

- Working Atmosphere at the workplace, company committed to provide good working
atmosphere conducive to efficient and effective functioning of the employees with excellent
culture and good inter-personal relationship within the organization as well as with
external business associates.

- Female employees, HR policy of the company gives fair chance to males as well as females
in employment and prefers to maintain the reasonable balance. It also provides requisite
protection to female employees through effective implementation of HR Policies to
safeguard against Sexual Harassment, etc.

- Severance payments in accordance with termination clauses in employment agreements.
Severance payments shall comply with local legal framework.

DISCLOSURE OF INFORMATION

Information on the total remuneration of members of the Company's Board of Directors,
Executive Board of Management and senior management may be disclosed in the Company's
annual financial statements. This includes any deferred payments and extraordinary
contracts during the preceding financial year.
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APPROVAL OF THE REMUNERATION POLICY

This Remuneration Policy shall apply to all future employment agreements with members of
Company's Senior Management including Key Managerial Person and Board of Directors.

The Remuneration Policy is binding for the Board of Directors. In other respects, the Remuneration
Policy shall be of guidance for the Board and shall be modified /revised with the consent of the
Remuneration committee and Board of Directors of the company from time to time as may be
required. Any departure from the policy shall be recorded and reasoned in the Board's minutes.

CRITERIA FOR MAKING PAYMENT TO NON-EXECUTIVE DIRECTORS- ALPS INDUSTRIES LIMITED

With changes in the Corporate Governance norms brought by the Companies Act, 2013 as well as SEBI (Listing
Obligations and Disclosure Requirements) Regulations, 2015(Listing Regulations), the role of Non- Executive
Directors (NED) and the degree of their engagement with the Board and the Company has undergone significant
changes over a period of time. The Non-Executive Directors bring in a wider perspective in the deliberations and
decision-making of the Board which adds value to the Company.

They also play a crucial role in the Independent functioning of the Board. Pursuant to the provisions of Companies
Act, 2013 read with Listing Regulations, following are the criteria for making payment to Non-Executive Directors
of the Company:

Sitting Fee:

The Non-Executive Director(s) shall receive Sitting fees for attending meetings of the Board or Committee

thereof or any other meeting within the limits prescribed under Companies Act, 2013.

Remuneration:

Section 197 of the Companies Act, 2013, allows a Company to pay remuneration (excluding sitting fees)

to its NEDs either by monthly payment or at a specified percentage of net profits of the Company, or partly by one
way or partly by other subject to the prior approval of the shareholders of the Company.

Remuneration referred to above, may be paid to Non-Executive Directors as may be decided by the Board of
Directors of the Company from time to time, depending on the extra time that may be devoted and contributions
made by the Non-Executive Directors to the Company.

Reimbursement of actual expenses incurred:

NEDs may also be paid/reimbursed such sums either as fixed allowance and /or actual as fair compensation for
travel, boarding and lodging and incidental and /or actual out of pocket expenses incurred by such member for
attending Board/Committee Meetings.

The Nomination and Remuneration Committee is entrusted with the role of reviewing the compensation

of NEDs.

Payment to Independent Directors:

An Independent Director shall not be entitled to any stock option and shall receive Sitting fees and reimbursement
of expenses for participation in meetings of the Board or committee thereof and profit related remuneration up to
a specified percentage of net profits in such proportion, as may be permissible under the Companies Act, 2013 and

any other applicable law at the discretion of the Board.



DISSEMINATION

The Company's Remuneration Policy shall be published on its website.

Reviewed & adopted updated policy by the Board at its
meeting held on August 14, 2025.
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