NOMINATION AND REMUNERATION POLICY
(This Policy is amended and approved by the Board on and effective from
8th February, 2023)

Introduction:

In terms of the provisions of the Companies Act, 2013 and the listing
agreement as amended from time to time, this policy on nomination and
remuneration of Directors, Key Managerial Personnel and Senior Management
has been formulated by the Committee and approved by the Board of
Directors.

The Remuneration Policy of Landmark Property Development Company Limited
(the “Company”) is designed to attract, motivate and retain manpower. The
key objective of the Policy is to enable a framework that allows for
competitive and rewards for the achievements of key deliverables and also
aligns with practice in the industry and shareholders expectations. The
policy reflects the Company's objectives for good corporate governance as
well as sustained long-term value creation for shareholders.

Objective and purpose of the Policy:

To lay down criteria and terms and conditions with regard to identifying
persons who are qualified to become Directors (Executive and Non-
Executive) and persons who may be appointed in Senior Management and Key
Managerial positions and to determine their remuneration.

To determine remuneration based on the Company’s size and financial
position and trends and practices on remuneration prevailing in peer
companies, in the real estate industry.

To carry out evaluation of the performance of Directors, as well as Key
Managerial and Senior Management Personnel.

To provide them reward 1linked directly to their effort, performance,
dedication and achievement relating to the Company’s operations.

To retain, motivate and promote talent and to ensure long term
sustainability of talented managerial persons and create competitive
advantage. In the context of the aforesaid criteria the following policy
has been formulated by the Nomination and Remuneration Committee and
adopted by the Board of Directors at its meeting held on 4th August, 2014.

The Policy is applicable to:

e Directors (Executive and Non Executive)
e Key Managerial Personnel

* Senior Management Personnel

The Nomination and Remuneration Committee shall:

¢ Formulate the <criteria for determining qualifications, positive
attributes and independence of a director.



Identify persons who are qualified to become Director and persons who

may be appointed in Key Managerial and Senior Management positions in
accordance with the criteria laid down in this policy.

Recommend to the Board, appointment and removal of Director, KMP and

Senior Management Personnel.

Board Evaluation:

Under the applicable provisions of the Companies Act 2013 and SEBI (LODR)
Regulation, 2015

a) the Board of Directors, excluding the Director being evaluated,
shall carry out evaluation of performance of the Board, 1its
Committees and Individual Director on an annual basis.

b) Independent Directors shall bring an objective view 1in the
evaluation of performance of Board and management.

Remuneration for the Whole Time Director, KMP and Senior Management
Personnel:

The remuneration / compensation / commission etc. to the Whole-time
Director/ Managing Director, KMP and Senior Management Personnel will
be determined by the Committee and recommended to the Board for
approval. The remuneration / compensation / commission etc. shall be
subject to the prior/post approval of the shareholders of the Company
and Central Government, wherever required.

The remuneration and commission to be paid to the Whole-time Director/
Managing Director shall be in accordance with the percentage / slabs /
conditions laid down in the Articles of Association of the Company and
as per the provisions of the Companies Act, 2013, and the rules made
thereunder.

Increments to the existing remuneration / compensation structure may be
recommended by the Committee to the Board which should be within the
slabs approved by the Shareholders in the case of Whole-time Director.

Where any insurance is taken by the Company on behalf of its Whole-time
Director/ Managing Director, Chief Executive Officer, Chief Financial
Officer, the Company Secretary and any other employees for indemnifying
them against any liability, the premium paid on such insurance shall
not be treated as part of the remuneration payable to any such
personnel. Provided that if such person is proved to be guilty, the
premium paid on such insurance shall be treated as part of the
remuneration.

Remuneration Balance:

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

Short-term incentives, based on the achievement of a number of
individual, pre-defined financial and strategic Dbusiness targets



recommended by the Committee and approved by the Board of Directors and
can under normal circumstances not exceed 25% of the fixed base salary.

Long-term incentives in the form of stock options, promoting a balance
between short-term achievements and long-term thinking. However, the
Directors should not participate in the stock options.

Remuneration to the Whole-time Director / Managing Director / KMP and
Senior Management Personnel:

Fixed pay:

The Whole-time Director / Managing Director / KMP and Senior Management
Personnel shall be eligible for a monthly remuneration as may be
approved by the Board on the recommendation of the Committee. The break
up of the pay scale and quantum of perquisites including, employer’s
contribution to P.F, pension scheme, medical expenses, club fees etc.
shall be decided and approved by the Board on the recommendation of the
Committee and approved by the shareholders and Central Government,
wherever required.

Minimum Remuneration:

If, in any financial year, the Company has no profits or its profits
are inadequate, the Company shall pay remuneration to its Whole-time
Director in accordance with the provisions of Schedule V of the
Companies Act, 2013 and if it is not able to comply with such
provisions, with the previous approval of the Central Government.

Provisions for excess remuneration:

If any Whole-time Director /Managing Director draws or receives,
directly or indirectly by way of remuneration any such sums in excess
of the limits prescribed under the Companies Act, 2013 or without the
prior sanction of the Central Government, where required, he / she
shall refund such sums to the Company and until such sum is refunded,
hold it in trust for the Company. The Company shall not waive recovery
of such sum refundable to it wunless permitted by the Central
Government.

Remuneration to Non- Executive / Independent Director:

Remuneration / Commission:

The remuneration / commission shall be fixed as per the slabs and
conditions mentioned in the Articles of Association of the Company and
the Companies Act, 2013 and the rules made thereunder.

Sitting Fees:

The Non- Executive / Independent Director may receive remuneration by
way of fees for attending meetings of Board or Committee thereof.
Provided that the amount of such fees shall not exceed Rs. One lakh per
meeting of the Board or Committee or such amount as may be prescribed
by the Central Government from time to time.

Commission:
Commission may be paid within the monetary 1limit approved by
shareholders, subject to the limit not exceeding 1% of the profits of
the Company computed as per the applicable provisions of the Companies
Act, 2013.



4. Stock Options:
An Independent Director shall not be entitled to any stock option of
the Company.

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.

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 including its provisions on stock
options. In other respects, the Remuneration Policy shall Dbe of
guidance for the Board. Any departure from the policy shall be recorded
and reasoned in the Board's minutes.

Dissemination

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



