Remuneration principles and practices
of IFM Independent Fund Management AG

With respect to the structure of its remuneration
principles and practices, IFM Independent Fund
Management AG ("IFM”) is subject to supervisory
guidelines applicable to management companies
pursuant to the Act pertaining to Certain
Undertakings for Collective Investment in
Transferable Securities (UCITSA) and pursuant to
the Act on the Management of Alternative
Investment Funds (AIFMA) that applies to AIFMs.
The details of the structure are governed by an
internal directive issued by IFM. lts goal is to
assure a sustainable remuneration system which
avoids misguiding incentives to enter into undue
risks. The remuneration principles and practices
adopted by IFM are reviewed by the members of
the board at least once a year to verify their
adequacy and compliance with all legal provisions.
They encompass fixed and variable (performance-
linked) remuneration elements.

IFM has specified a remuneration policy that
reconciled with its business and risk policy. In
particular, no incentives for entering into undue
risks are in place. The remuneration granted for
overseeing IFM’s sustainability strategy is inte-
grated in the fixed remuneration award of the
Sustainability Officer. The calculation of perfor-
mance-linked remuneration is based either on the
overall result generated by IFM and/or the personal
performance of a staff member and his or her
department. In the effectiveness quantified during
personal performance assessments, the focus is
mainly on sustainable business development and
the protection of the company against undue risks.
The variable remuneration elements are not linked
with the value development of the funds managed
by IFM. Employer voluntary non-cash benefits or
fringe benefits are permissible.

Furthermore, the definition of overall remuneration
bandwidths assures that no significant depen-
dences on the variable component can occur

and that the ratio of variable to fixed remuneration is
reasonable. The fixed salary component is such that
it alone will support a full-time employee's living
(under consideration of market-conforming salaries).
When allocating variable remuneration elements, the
members of the Executive Board and the Chairman
of the Board of Directors have the final say. The
Chairman is responsible for reviewing the
remuneration principles and practices.

Special rules apply to IFM Executive Board
members and employees whose activities
significantly influence the overall risk profile of IFM
and the funds it manages (risk takers). Risk takers
are employees who can decisively influence the risk
and the business policy of IFM. The variable
remuneration component due to such risk-relevant
employees is paid out in arrears across several
years. A portion of at least 40% of the variable
remuneration is mandatorily retained across a period
of at least three years. During this period, the
retained portion of the remuneration is risk-
dependent. The variable remuneration, including the
retained portion, is paid out or earned only if it is
supportable in view of the overall financial situation
of IFM and justified on the basis of the performance
of the respective department or individual. Generally,
a weak or negative financial result achieved by IFM
will result in a substantial reduction of the aggregate
remuneration, under consideration both of ongoing
compensation and reduction of payouts of previously
generated amounts.
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