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ENGAGEMENT FACTSHEET

ENGAGEMENT RATIONAL
Entra’s remuneration policy includes a Long-Term Incentive Plan (LTIP) which
has a vesting period of three years. It is our belief that a three-year vesting
period is more akin to a Short-Term-Incentive-Plan (STIP) rather than a long-
term one. We believe that in order to incentivize and retain management
optimally through a full real estate cycle, an LTIP needs to have a five years or
higher LTIP vesting period.

BACKGROUND
We disagreed with the vesting period and voted against the remuneration
scheme. As still >80% of shareholders approved the scheme it had been in
place in 2019. We began engaging at the beginning of 2020 to be able to raise
the issue to the compensation committee of the board and have the vesting
period of the LTIP changed.

THEME FOR ENGAGEMENT
x Remuneration structure: Long-Term Incentive Plan

ENGAGEMENT OBJECTIVES
x We believe that an LTIP needs to have a longer term vesting period in order

to properly incentivize and motivate management to remain at the helm of
the company in good and bad times.

x We are open to a scaled vesting period for as long as it extends out to at
least five years.

ENGAGEMENT RESULTS
x In February of 2020 we hosted Entra for an in-office meeting at our head

offices in Amsterdam. We spent a good portion of the meeting discussing the
LTIP issue. The management team challenged the logic on many fronts as
they believed that even three years was a long time. We shared our
standard “best corporate governance practices template” with the
management team after the meeting to provide them with a framework to
bring up the issue with the board. Anders Olstad, the CFO, was extremely
receptive and very quick in communication via e-mail on the issue.

x After several e-mail exchanges and sharing of the letter, Anders informed
us that he used the letter as a basis for the discussion during the
compensation committee board meeting. The board of directors then agreed
to propose a scheme where 1/3 of the LTIP will vest after three years, 1/3rd
after four years and 1/3rd will vest after five years. This structure was set up
in consultation with us and we agreed that this is a strong move towards
better remuneration practices.

NEXT STEPS
x Continue the dialogue with Entra about the performance targets that are

part of the LTIP structure to ensure underperformance relative to the
benchmark is not rewarded.
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We believe that extending the 
vesting period of the LTIP executive 
compensation scheme to a period of 
five years properly incentivizes and 
retains the management team 
through a property cycle.
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