System for the remuneration of the members of the Management Board of
TAG Immobilien AG pursuant to Section 87a of the German Stock Corpora-
tion Act (agenda item 8)

A. Revision of the remuneration system

As a listed company, TAG Immobilien AG (hereinafter referred to as 'TAG'
or 'the Company') must comply with the requirements of the German Stock
Corporation Act and the principles and recommendations of the German
Corporate Governance Code in its current version (the “Code”) with regard
to Management Board remuneration. In accordance with Section 87a (1) of
the German Stock Corporation Act, the Supervisory Board of a listed com-
pany is required to adopt a clear and comprehensible system for the remu-
neration of the members of the Management Board. The previous remuner-
ation system for the members of TAG's Management Board was submitted
to the Annual General Meeting on 11 May 2021 for approval and received
94.37% approval. In accordance with Section 120a (1) of the German Stock
Corporation Act, the Annual General Meeting must vote on the remunera-
tion system for the Management Board whenever a material change is
made, but at least once every four years.

Against this backdrop, TAG's Supervisory Board comprehensively reviewed
the remuneration system for the Management Board, taking into account
current market practice in Germany and in the real-estate industry, TAG's
current strategy and the feedback received from shareholders in the past
on the previous remuneration system. In addition to the regular investor
relations activities, an extensive corporate governance roadshow was or-
ganised at the end of 2024 and at the beginning of 2025, which focused in
particular on the planned changes to future Management Board remunera-
tion. As far as the Company is aware, the 25 largest shareholders of TAG,
who hold a total of around 65% of the voting rights, as well as material
national and international proxy advisors, were addressed. The vast major-
ity of shareholders and all proxy advisors accepted the invitation to partici-
pate in the discussions, which were mainly held as a video conference. The
comments and suggestions made by the shareholders and proxy advisors
were discussed in detail and taken into account in the future Management
Board remuneration system.

As part of the review of the remuneration system, the following changes
were made to the 2021 remuneration system.



Comparison of remuneration systems and material changes

Remuneration component

Previous organisation

Remuneration structure

Basic remuneration: ¢. 50 %.
STIP: ¢. 20 %.
LTIP: c. 30 %.

Design in the
remuneration system 2025

— Basic remuneration: 35- 45 %

- STIP:20-30 %
- LTIP:30-40%

ckground

Promoting the sustainable and long-term
development of TAG and pay-for-
performance by increasing the proportion of
performance-related remuneration

Basic remuneration

Fixed annual remuneration, which is paid out monthly in cash

Fringe benefits

Provision of a company car, railcard, insurance benefits, private use of means of

communication

Pension commitments

Not planned

Plan type — Target bonus
Runtime — 1 year performance period
Performance - FFO | per share — 45 % FFO | per share Linking the corporate strategy and business
criteria ~ NTA per share — 30 % EBITDA Rental business Total activities in Poland with strategically relevant
— ESG Targets per share performance criteria
— 25 % Earnings per share in Poland Ex-ante determination of the weighting of the
individual performance criteria for greater
transparency
Modifier - Individual Targets - Individual and collective performance Transparent disclosure of the defined
Short-_'l'erm - Range of the modifier from of the Executive Board members and Targets and explanations on measurement
Incentive 09-1.1 extraordinary developments and target achievement in the remuneration
Plan (STIP) - Range of the modifier from report
08-12 Adjustment of the range of the modifier to +/-
20 % in line with market practice
If the target achievement of the three
financial performance criteria is 0 %, the
modifier does not lead to any increase in the
payout
Cap — No limit on the achievement of — Maximum target achievement of 150 Maximum target achievement per
Targets for the individual % per performance criterion performance criterion to ensure a balanced
performance criteria - Maximum payout: incentive effect
— Maximum payout: 150 % of the target amount Increase in the maximum possible payout in
133 % of the target amount line with market practice
Plan type — Performance cash plan with — Performance Share Plan with Increased share orientation via the
subsequent servicing in shares subsequent servicing in shares until performance of virtual shares already during
200 % of the gross basic the performance period
remuneration is held in shares
Runtime - 4-year performance period — 4-year performance period Long-term nature over four-year
— 4-yearholding period for the shares performance period and Share Ownership
paid out Guidelines sufficient from the Supervisory
Board's perspective
Long-Term Performance - Atleast 80 % absolute TSR — 25 % NTA per share Promoting the successful implementation of
Inconve NS A s T BESOTagets _ implementing 2 inancia perfommance.
Plan (LTIP) ) = OB REENBUER (el criterion and an increased weighting of ESG
- Relative TSR as a modifier with a FTSE EPRA/NAREIT Developed
A Targets
range of 0.75- 1.25 (peer group: Europe Index)
Vonovia, Deutsche Wohnen, LEG Larger peer group enables more stable
Immobilien, Grand City Properties, performance measurement with relevant
Adler Group) competitors
Cap — No limit on the achievement of — Maximum target achievement of 200 Maximum target achievement per

Targets for the performance criteria

Maximum payout:
200 % of the targetamount

% per performance criterion

— Maximum payout:
200 % of the target amount

performance criterion to ensure a balanced
incentive effect

Maximum remuneration

1,200,000 per member of the
Executive Board

— 2,000,000 per member of the
Executive Board

Increase in the theoretical maximum
remuneration in line with market practice in
Germany

Malus & Clawback

Reduction or repayment of variable remuneration in the event of severe
compliance violations or incorrect consolidated financial statements

Share Ownership
Guidelines (SOG)

Management Board obligation to
purchase shares totalling at least 100
% of the gross basic remuneration

— Management Board obligation to
purchase shares totalling at least
200% of the gross basic
remuneration

Expansion of the Management Board
members' long-term involvement in the
company and linking the interests of the
Management Board with those of the
shareholders

Subject to approval by the Annual General Meeting, the new remuneration
system will apply to all members of the Management Board from 1 January
2025.

B. Principles of the remuneration system

The remuneration system provides for specific incentives for the implemen-
tation of the corporate strategy and the Company’s long-term and sustain-
able development.
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Our strategy

TAG's strategic focus is on the acquisition, development and long-term let-
ting of residential real estate, primarily in northern and eastern Germany
and, since 2020, also in Poland. TAG has set itself the goal of sustainably
increasing its enterprise value through the strategic expansion and con-
sistent value enhancement of its residential property portfolio.

Our Management Board remuneration

The remuneration system for the Management Board is a central manage-
ment tool for aligning the remuneration of the Management Board members
with the implementation of the corporate strategy and the interests of share-
holders and other stakeholders. Against this backdrop, the Management
Board remuneration is mostly performance and success-based. The perfor-
mance-related remuneration reflects the material financial metrics from cor-
porate management, which are measured over both a one-year and a multi-
year period. In addition, ESG (environmental, social and governance) tar-
gets are taken into account in the long-term incentive plan in the interests
of the sustainable development of TAG. Most of the performance-related
remuneration is share-based, which aligns the interests of the Management
Board and shareholders and promotes a strong equity culture. TAG's suc-
cess on the capital market is measured both in absolute terms and relative
to its peers.

Employee remuneration and employment conditions are also taken into ac-
count by the Supervisory Board and Management Board working closely
together to ensure that comparable incentives are also set for the manage-
ment levels below the Management Board for performance-related remu-
neration.

When structuring the remuneration system for the Management Board, the
Supervisory Board is guided by the following principles:
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¥ Promotion of long-term and sustainable corporate development Short-term success at the expense of long-term and sustainable
¥ Focuson long-term value enhancement for our shareholders corporate development
| Mainly performance-related remuneration Neglecting the interests of our shareholders
| Different performance criteria in the STIP and LTIP Use of the same performance criteria in the STIP and LTIP
¥ Ambitious and quantifiable Targets (Pay-for-Performance) Guaranteed bonus payments or discretionary special bonuses
V]  Balanced opportunity/risk profile of remuneration = Subsequent adjustments to the objectives
¥ Limitation of payout amounts and severance payments & Incentives for taking inapprapriate Risks
™ High level of transparency in the remuneration statement Inappropriately high remuneration and excessive severance
payments
Lack of transparency in the remuneration statement

C. Overview of the remuneration system

1. Components of the remuneration system

The remuneration system for the members of the Management Board is
made up of non-performance-related and performance-related remunera-
tion components. The non-performance-related remuneration components
comprise basic remuneration and fringe benefits. The performance-related
remuneration components consist of the Short-Term Incentive Plan (STIP)
and the Long-Term Incentive Plan (LTIP). The amounts paid out under the
STIP and LTIP are subject to clearly defined malus and clawback rules.
Payment of the sum of the individual remuneration components is limited
by the maximum remuneration in accordance with Section 87a (1) sentence
2 no. 1 of the German Stock Corporation Act. In addition, the members of
the Management Board are obliged to hold a material portfolio of shares in
TAG during their tenure.

Time-based payout profile of Executive Board remuneration for a financial year

Share Ownership Guidelines

Malus & Clawback

Payment after the end of
Long-Term Incentive Plan the 4th financial yearin

cash or shares
Payment after the end of
Short-Term Incentive Plan the 1st financial year in
cash

™
Monthly payment

Financial year 1 Financial year2 Financial year 3 Financial year 4 Financial year 5
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2. Remuneration structure

In accordance with Section 87 para. 1 sentence 2 of the German Stock
Corporation Act, the remuneration system is geared towards the Company’s
long-term development. In order to ensure that the Management Board re-
muneration is performance-related and aligned to the principle of pay-for-
performance, 55 - 65% of the target direct remuneration (basic remunera-
tion, target amount of the STIP and target amount of the LTIP) is made up
of performance-related remuneration components. The STIP accounts for
20 - 30 % of the target direct remuneration, while the LTIP accounts for 30
- 40 % of the target direct remuneration. This means that most of the per-
formance-related remuneration is based on a multi-year assessment. In ac-
cordance with the Code recommendation, this also ensures that the perfor-
mance-related remuneration resulting from the achievement of long-term
targets exceeds the share resulting from short-term targets.

Remuneration structure of the Executive Board members

Basic remuneration: 35 -45 %

Variable components:
55-65%

Short-Term Incentive Plan (STIP): 20 - 30 %
Long-Term Incentive Plan (LTIP): 30 - 40 %
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D. The remuneration system in detail
1. Non-performance-related remuneration components

a) Basic remuneration

The members of the Management Board receive non-performance-related
basic remuneration, which is paid out monthly as a cash salary. The amount
of the individual basic remuneration is disclosed transparently in the annual
remuneration report.

b) Fringe benefits

The fringe benefits mainly include the provision of a company car and al-
lowances for individual private health insurance. The cost of fringe benefits
is inherently subject to annual fluctuations and generally amounts to 1 - 5
% of the basic remuneration.

If a newly appointed member of the Management Board demonstrably and
permanently loses claims to remuneration against his or her previous em-
ployer as a result of joining TAG (e.g. commitments to long-term perfor-
mance-related remuneration), the Supervisory Board may, in exceptional
cases, grant a corresponding compensation payment. In addition, tempo-
rary relocation and rental costs incurred in connection with a new appoint-
ment and the associated change of residence may be reimbursed. Such
compensation payments are recognised and explained in the remuneration
report.

2. Performance-related remuneration components

The performance-related remuneration components are made up of the
STIP and the LTIP. In order to ensure that the interests of the Management
Board and shareholders are aligned, most of the performance-related re-
muneration is based on a multi-year assessment and is granted on a share-
based basis.

The performance criteria for the STIP and LTIP are closely linked to TAG's
corporate strategy. Various financial and non-financial performance criteria
are applied for the STIP and LTIP, which are aimed at consistently promot-
ing the corporate strategy in terms of TAG's long-term and sustainable de-
velopment.
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Overview of the performance criteria for performance-related remuneration

Performance
criterion

Definition of

Strategy reference

FFO | per share

Calculated from the consoclidated net income, adjusted for non-cash
components such as valuation results, depreciation and amortisation,
impairments (without an adjustment for impairments on rent receivables),
non-cash interest expenses and without non-recurring special effects and
after deduction of actual income taxes. FFO | calculated according to
these criteria is divided by the weighted number of shares during the
financial year.

FFO | is a material performance
indicator in the property industry and for
TAG, and incentivises a strengthening
of cash flow in the operating business.

EBITDA rental
business Total per
share

Determines the earnings in the rental business before interest, taxes,
depreciation and amortisation of property, plant and equipment and
intangible assets. The total EBITDA rental business calculated according
to these criteria is divided by the weighted number of shares during the
financial year.

EBITDA serves TAG as a material
operating earnings indicator and
incentivises profitability in the rental
business.

Earnings per share in
Poland

Reflects the profitability of the sales business in Poland. The sales result
for Poland is divided by the weighted number of shares during the
financial year.

Sales result Poland promotes the
expansion and focus on the profitability
of the sales business in Poland.

Absolute total
shareholder return
(viavirtual shares)

Reflects the development of TAG's share price during the performance
period, supplemented by the gross dividends per share distributed and
notionally reinvested during this period.

Aligning the interests of the
Management Board and shareholders
and incentivising an increase in
company value.

Relative TSR

Measured as the difference in percentage points between the total
shareholder return of TAG and the FTSE EPRA/NAREIT Developed
Europe Index during the performance period.

Incentivises long-term outperformance
of relevant competitors on the capital
market.

NTA per share

Reflects the value of the tangible property assets. The calculation of the
NTA per share is based on the derivation of the NTA in accordance with
EPRA's Best Practice Recommendations. The NTA calculated in
accordance with these guidelines is divided by the number of shares on
the reporting date.

Promotes long-term growth in property
assets as a material metric for Group
management.

ESG Targets

Corresponds to an environmental, social or governance Targets derived
from the materiality assessment.

Focuses on harmonising economic,
ecological and social interests and
promoting the implementation of
sustainable corporate development.

a) Short-Term Incentive Plan (STIP)

Function

The STIP is structured as a target bonus system and incentivises the im-
plementation of operational targets, the achievement of which is of material
importance for TAG's long-term development. Target achievement under
the STIP is measured on the basis of three financial performance criteria:
FFO | per share (45% weighting), EBITDA rental business total per share
(30% weighting) and the sales result for Poland per share (25% weighting).
The STIP payout amount is calculated by multiplying an individually agreed
target amount by the weighted overall target achievement of the perfor-
mance criteria and a modifier in a range of 0.8 to 1.2.

The STIP is paid out in cash at the end of each year and can amount to
between and of the individual target amount.
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How the Short-Term Incentive Plan works

L One-year performance period l

Target X Overall target achievement - Payout
amount in€
in€ Target achievement (0- 150 % per performance criterion) X Modifier (0.8 - 1.2)
FFO | per share 45 % max. 150 %
+ Individual performance, of the target amount
EBITDA rental business Total , collective performance
30 % and extraordinary
per share
+ developments
Sales result Poland 259
per share

Determination of target achievement of the performance criteria

For each financial performance criterion, the range of possible target
achievement is between 0% and 150%. Based on the capital market fore-
cast and the budget for the coming year, the Supervisory Board sets a
target value as well as a minimum and maximum each year (jointly the tar-
get achievement curve). If the performance criterion reaches the specified
target exactly this corresponds to a target achievement of 100%. If the value
actually achieved equals or is less than the minimum, the target achieve-
ment is 0%. If the maximum is reached or exceeded, this corresponds to a
target achievement of 150% (cap). Target achievement is interpolated on a
straight-line basis between the above values.

Exemplary target achievement curve

130% /
100%

Target achievement in %

0%
Minimum value Target value Maximum value

Deviation from target value

For each financial performance criterion, the target value as well as the
minimum and maximum for the respective year are disclosed transparently
in the remuneration report together with the actual value achieved and the
resulting target achievement.
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Modifier

To further promote the successful implementation of the corporate strategy
and to differentiate the performance of the individual Management Board
members, the Supervisory Board can set individual targets for each Man-
agement Board member or collective targets for the Management Board as
a whole at the beginning of each year. These targets can be both financial
and non-financial in nature. The Supervisory Board ensures that the targets
are clearly measurable, ambitious and derived from the corporate strategy.
Extraordinary developments can also be taken into account as part of the
modifier. Generally unfavourable market developments expressly do not
constitute extraordinary developments in this sense.

Examples of individual Targets

Implementation of the .
. , . Integration of
sales programmein Refinancing targets L
subsidiaries
Germany
Optimisation of internal L Further strategic
P Merger & Acquisition . 9
structures projects

After the end of the financial year, the Supervisory Board measures the
target achievement for each member of the Management Board and deter-
mines a factor in the range of 0.8 to 1.2. Targets and target achievement
are disclosed transparently and explained in the remuneration report. Tak-
ing these targets into account using a multiplicative factor ensures that the
amount paid out under the STIP is primarily based on the target achieve-
ment of the three financial performance criteria. If the weighted overall tar-
get achievement of the three financial performance criteria is 0%, the pay-
out is also zero euros. The modifier can only reduce or increase the payout
by a maximum of 20%. If no targets are set for a financial year, the modifier
is 1.0.
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b) Long-Term Incentive Plan (LTIP)

Function

The LTIP is structured as a virtual performance share plan with a four-year
performance period. The LTIP is allocated in annual tranches. To determine
the provisionally allocated number of virtual shares, an individually agreed
target amount is divided by the initial share price. The initial share price is
based on the average closing price of the TAG share on the last 60 trading
days before the start of the performance period. At the end of the four-year
performance period, the target achievement of the performance criteria rel-
ative to total shareholder return (50% weighting), net tangible assets per
share (25% weighting) and ESG targets (25% weighting) are determined.
The target achievement of each performance criterion can be between 0%
and 200%. The final number of virtual shares is calculated by multiplying
the provisionally allocated number of virtual shares by the weighted overall
target achievement

Payment is made at the end of the four-year performance period by multi-
plying the final number of virtual shares by the final share price. The final
share price is the average closing price of the TAG share on the last 60
trading days before the end of the performance period. This is increased by
the dividends paid out during the performance period in order to reflect the
functioning of real shares and to make the Management Board members
dividend-neutral. There is no guaranteed or early payment of dividends.

The LTIP is paid out entirely in shares until the members of the Management
Board hold at least 200% of their gross basic remuneration in TAG shares
(see share ownership guidelines). Thereafter, the LTIP is paid out in cash.

As with the previous remuneration system, each member of the Manage-
ment Board can request payment of the LTIP remuneration in cash up to an
amount equalling any personal tax liability arising from the share allocation.
In this case, TAG has the right to directly offset any payment obligation of
the Management Board member arising from the payment of taxes against
this cash payment claim.
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How the Long-Term Incentive Plan works

Target amount Four-year performance period Payment
in€ in cash or shares
- Max. 200 % of the target
amount
- GJs Gt Glne Glnes =
2 S : : 1 Q-

" . o Final share price

Initial share price Wy by S
(average of the last 60 \ Sy v e (average of the last 60
trading days) Wy s trading days plus
W dividend)
= Target achievement (0 - 200 % per performance criterion) X

Relative TSR 50 %
+

NTA per share 25 % Final number of
Number of virtual + ESGT ; 5 9 virtual shares
shares allocated X argets o = (Cap: 200 %)

Relative total shareholder return (TSR)

Relative TSR is measured as the difference in percentage points between
TAG's TSR and the TSR of the FTSE EPRA/NAREIT Developed Europe
Index . The FTSE EPRA/NAREIT Developed Europe Index includes the
largest European real-estate companies, and thus TAG's most relevant
peers, and is therefore suitable as a peer group. If TAG's corresponds ex-
actly to the peer group (equal performance), the target achievement is
100%. If TAG's TSR is 20 percentage points or more below the TSR of the
peer group, the target achievement is 0%. If TAG's TSR is 20 percentage
points or more above the TSR of the peer group, this results in a target
achievement of 200% (cap). Target achievement between these points is
determined by linear interpolation.

Page11 of 22



Relative total shareholder return
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Outperformance in percentage points

The Supervisory Board is convinced that with its balanced risk/opportunities
profile the target achievement curve is suitable for setting the appropriate
incentives for successful capital market performance without encouraging
excessive risk-taking.

Net tangible assets (NTA) per share

The range of possible target achievement of the NTA per share is between
0% and 200%. To this end, the Supervisory Board sets a target value as
well as a minimum and maximum for each four-year performance period
based on the capital market forecast and the medium and long-term budget
(together the target achievement curve). If the NTA per share reaches the
specified target value exactly, this corresponds to a target achievement of
100%. If the value actually achieved equals or is less than the minimum |,
the target achievement is 0%. If the maximum is reached or exceeded, this
corresponds to a target achievement of 200% (cap). Target achievement is
interpolated on a straight-line basis between the above values.
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NTA per share (example)
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Minimum value Target value Maximum value

Deviation from target value

At the end of the performance period, the target value as well as the mini-
mum and maximum are disclosed transparently in the remuneration report
together with the actual value achieved and the resulting target achieve-
ment.
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ESG Targets

Sustainability is a material aspect of our business decisions and is, there-
fore, an integral part of our corporate strategy. The focus here is on harmo-
nising economic, ecological and social interests and promoting sustainable
corporate development.

The Supervisory Board sets measurable and quantifiable ESG targets at
the beginning of each tranche. The ESG targets are derived from the cor-
porate strategy and the sustainability goals that are material for TAG. If
several ESG targets are selected, the Supervisory Board also determines
their relative weighting before the start of the performance period. The ESG
targets come from one or more of the following categories:

Catalogue of criteria for the selection of ESG Targets

Energy e.ﬂ‘lcllency Employee qL.Ja.Ilflcatlon Customer satisfaction
and emissions and training
Social
Commitment and . ) i
neighbourhood Employee satisfaction Compliance
management

The range of possible target achievement for the ESG Targets is between
0% and 200%. At the beginning of each performance period, the Supervi-
sory Board defines a target value as well as a minimum and maximum for
each ESG target. If the ESG target reaches the specified target value ex-
actly, this corresponds to a target achievement of 100%. If the value actually
achieved equals or is less than the minimum, the target achievement is 0%.
If the maximum is reached or exceeded, this corresponds to a target
achievement of 200% (cap). Target achievement is interpolated on a
straight-line basis between the above values.
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ESG Targets (exemplary)

200% p—

100%

Target achievement in %

0%
Minimum value Target value Maximum value

Deviation from target value

At the end of the performance period, the weighting, the target value and
the minimum and maximum for each ESG target are disclosed transparently
in the remuneration report together with the actual value achieved and the
resulting target achievement.

. Amount of the maximum remuneration

The Supervisory Board ensures that the performance-related remuneration
components have a balanced risk/opportunity profile. For this reason, both
the STIP and the LTIP payout can drop to zero, while the STIP payout is
capped at 150% and the LTIP payout at 200% of the individual target
amount if the targets are significantly exceeded.

In addition, the Supervisory Board has set a maximum remuneration for the
members of the Management Board in accordance with Section 87a (1)
sentence 2 no. 1 of the German Stock Corporation Act. The maximum re-
muneration comprises all non-performance-related (basic remuneration,
fringe benefits) and performance-related (STIP, LTIP) remuneration com-
ponents promised to the members of the Management Board for a given
year. The maximum remuneration for each member of the Management
Board is € 2,000,000.

. Malus and clawback rules

The Supervisory Board is authorised to partially or fully reduce perfor-
mance-related remuneration components that have not yet been paid out
(compliance penalty) or to reclaim performance-related remuneration com-
ponents that have already been paid out (compliance clawback) in the event
of any objectively ascertainable, severe, grossly negligent or intentional vi-
olations of laws or internal compliance requirements.
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This also applies if errors are identified in TAG's IFRS consolidated financial
statements that formed the basis for determining the performance-related
remuneration or impacted the underlying metrics (performance clawback).
In these cases, the fault of the members of the Management Board is not
relevant.

The malus and clawback rules apply to both the STIP and the LTIP.

There is also a possibility of reclaim if the office or employment relationship
with the Management Board member has already ended when the claim for
reclaim is asserted. Claims after termination of the employment relationship
expire 14 months after leaving the Management Board.

. Share ownership

To further align the interests of the Management Board with those of TAG's
shareholders, the remuneration system provides for share ownership guide-
lines.

The members of the Management Board are obliged to acquire shares in
TAG Immobilien AG totalling at least 200 % of the gross basic remuneration
and to hold them permanently during their tenure on the Management
Board.

The previous remuneration system imposes on the members of the Man-
agement Board an obligation to acquire shares amounting to 100% of the
gross basic remuneration, which is already fulfilled by the current members
of the Management Board. However, they have not yet fulfilled the Manage-
ment Board's increased obligation to purchase shares amounting to 200%
of the gross basic remuneration following the introduction of the new remu-
neration system. This obligation will be fulfilled successively through pay-
ment in TAG shares from current or future tranches of the LTIP.
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6. Miscellaneous

The Management Board contracts do not give rise to any pension entitle-
ments. In some cases, the members of the Management Board still have
pension entitlements from a period prior to their employment with the TAG
Group, which have vested but have not given rise to any new entitlements.

Furthermore, TAG's remuneration system does not provide for any special
or discretionary bonuses. The STIP and LTIP performance-related remu-
neration components already offer sufficient incentives for the Company’s
long-term successful development.

E. Remuneration-related legal transactions

1. Contract terms

Management Board service contracts are generally concluded for a fixed
term for the duration of the appointment to the Management Board. When
making appointments, the Supervisory Board takes into account the limits
of Section 84 of the German Stock Corporation Act, in particular the maxi-
mum term of five years. For first-time appointments, the term should not
exceed three years in accordance with recommendation B.3 of the Code. It
is possible to agree that the contract term is extended accordingly in the
event of a reappointment to the Management Board.

Ordinary termination of the Management Board service contract is ex-
cluded. However, termination for good cause is possible for both the Man-
agement Board member concerned and the Company.

2. Commitments in connection with the termination of Management
Board activities

In accordance with recommendation G.13 GCGC, any payments in the
event of premature termination of the service contract may not exceed the
value of two years' remuneration (basic remuneration, STIP and LTIP) or
the value for the remaining term of the service contract (severance payment

cap)

Outstanding payments under the STIP and LTIP are to be made in accord-
ance with recommendation G.12 GCGC in line with the originally agreed
dates and performance conditions. Early settlement or payment should be
avoided. In accordance with the explanatory memorandum to recommen-
dation G.12 GCGC, an exception to this should apply in cases of the per-
manent incapacity to work or death of the Management Board member.
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3. Change of Control

In the event of a change of control, the members of the Management Board
have the right to terminate their service contract subject to up to three
months' notice (special right of termination) if their position is materially af-
fected by the change of control (e.g. material change in the duties and
scope of responsibility of the Management Board member). If this extraor-
dinary right of termination is exercised, the Company will make a gross sev-
erance payment equalling the gross basic remuneration due at the time of
departure, provided that the service contract still has a term of at least 24
months at the time of departure. If the term at the time of termination of the
service contract is shorter, it contains provisions that either provide for the
amount that would be due as gross basic remuneration for the remaining
term or gross severance payment that is reduced pro rata temporis in the
last 24 months in relation to full gross basic remuneration.

4. Post-contractual non-competition clause

There is currently no post-contractual non-competition clause in the service
contracts. However, it can be agreed in individual cases. In the event of a
post-contractual non-competition clause, the severance payment should be
offset against any compensation for non-competition associated with the
post-contractual non-competition clause in accordance with recommenda-
tion G.13.

5. Remuneration from other mandates

Members of the Management Board should not be entitled to any additional
remuneration from the simultaneous exercise of a Management Board man-
date or a Supervisory Board at other Group companies. Secondary employ-
ment outside the Group is generally subject to authorisation. In this case,
the Supervisory Board decides whether and to what extent remuneration is
to be recognised.
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F. Procedure for determining, implementing and reviewing the remuner-
ation of the Management Board

In accordance with Section 87 (1) of the German Stock Corporation Act, the
remuneration of the Management Board is determined by the Supervisory
Board. The Supervisory Board is supported in this by the Personnel Com-
mittee. If necessary, the Supervisory Board can seek advice from external
remuneration experts. When appointing such experts, it takes care to en-
sure their independence from the Management Board and the Company.

1. Remuneration system

The remuneration system adopted by the Supervisory Board is submitted
to the Annual General Meeting for approval. The Supervisory Board, with
the support of its Personnel Committee, regularly reviews the remuneration
system for the members of the Management Board. If necessary, the Su-
pervisory Board decides on any changes. The remuneration system is re-
submitted to the Annual General Meeting for approval in the event of mate-
rial changes, however at least every four years, . If the Annual General
Meeting does not approve the remuneration system, a revised remuneration
system is submitted for approval at the following Annual General Meeting
at the latest.

2. Remuneration amount

In accordance with Section 87 (1) sentence 1 of the German Stock Corpo-
ration Act, the Supervisory Board ensures that the remuneration is com-
mensurate with the tasks and performance of a member of the Management
Board and the Company’s economic situation and does not exceed the
standard market remuneration without special reasons. To this end, the Su-
pervisory Board regularly carries out a horizontal and vertical comparison.
In doing so, it may seek advice from external experts who are independent
of the Management Board and the Company.

The horizontal comparison is based on relevant peer groups. The Supervi-
sory Board selects these according to country, size and sector. Based on
the country criterion and taking into account their comparable size, the other
companies in the MDAX, for example, can be used as a suitable peer group.
The Supervisory Board can also use selected competitors as a peer group
to take into account the industry criterion. The composition of the relevant
peer group should be disclosed transparently in the remuneration report.

When determining the remuneration of the members of the Management
Board, the Supervisory Board also regularly carries out a vertical compari-

son. In doing so, it considers the ratio of Management Board remuneration
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in relation to the remuneration of senior management and the workforce,
both overall and over time.

The Supervisory Board takes the results of the review into account when
determining the target remuneration of the Management Board members
and in this way also ensures the appropriateness of Management Board
remuneration.

Under the review of the remuneration system, the Supervisory Board also
compared the level of Management Board remuneration with that of other
MDAX companies and selected competitors in the FTSE EPRA/NAREIT De-
veloped Europe Index.

In recent years, TAG's economic situation has been characterised by strong
growth and a successful strategic expansion into Poland, which has led to
a significant increase in the scope of responsibilities and tasks of the mem-
bers of the Management Board. Since the adoption of the last Management
Board remuneration system in 2021, the TAG Group's total revenues have
increased by more than 150%, even after eliminating the property sales in
Germany in recent years. The number of employees has increased by more
than 50% since then. The TAG Group has also experienced material earn-
ings growth due to the significant increase in sales business in Poland com-
pared to 2021.

Against this background, the Supervisory Board has decided to increase
the target remuneration of the Management Board members for 2025 by
around 30%, with the basic remuneration remaining unchanged and the en-
tire increase being attributable to the variable remuneration. Compared to
the CEOs of companies in the MDAX, the new remuneration remains well
below the first quartile, i.e. in the lower quartile. Compared to the CEOs of
selected competitors in the FTSE EPRA/NAREIT Developed Europe Index,
TAG's new remuneration is also positioned at the lower end of the market.
However, a comparison with the other members of the Management Board
within the MDAX and with selected competitors in the FTSE EPRA/NAREIT
Developed Europe Index also shows that the new remuneration tends to be
positioned at the lower end of the market. In addition, the new maximum
remuneration within the meaning of Section 87a of the German Stock Cor-
poration Act currently represents the lowest value within the MDAX, as far
as can be seen, while around 90% of the maximum remuneration is higher
for the other members of the Management Board.
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The individual contractual targets and maximum remuneration for 2025 are
as follows:

Targets and maximum remuneration of the members of the Executive Board for the financial year 2025

Function Co-CEO/ COO Co-CEO/ CFO
Remuneration in € thousand Target . Max Target . Max
Basic remuneration, 480 480
+ Short-Term Incentive Plan (STIP) 300 150% 450 300 150% 450
= Cash remuneration 780 930 780 930
+ Long-Term Incentive Plan (LTIP) 400 200% 800 400 200% 800
= Total remuneration 1,180 1,730 1,180 1,730

3. Actions to avoid conflicts of interest

In the process of establishing, implementing and reviewing the remunera-
tion system, the recommendations of the Code and the rules of procedure
of TAG's Supervisory Board are observed when dealing with conflicts of
interest of the members of the Supervisory Board. Each member of the Su-
pervisory Board must disclose conflicts of interest to the Chairman of the
Supervisory Board, in particular those that may arise due to a consultancy
or board function with customers, suppliers, lenders or other business part-
ners. The members of the Supervisory Board are required to resign from
the Supervisory Board in the event of any material and sustained conflicts
of interest.

G. Temporary deviations from the remuneration system

The Supervisory Board determines the remuneration of the members of the
Management Board in accordance with a remuneration system submitted
to the Annual General Meeting for approval in accordance with Section 120a
para. 1 of the German Stock Corporation Act (Section 87a para. 2 sentence
1 of the German Stock Corporation Act). However, in accordance with Sec-
tion 87a (2) sentence 2 of the German Stock Corporation Act, the Supervi-
sory Board may temporarily deviate from the remuneration system in ex-
ceptional circumstances (e.g. in the event of a serious economic or financial
crisis) if this is necessary in the interests of the long-term well-being of the
Company. Generally unfavourable market developments expressly do not
constitute an exceptional case that would justify a deviation from the remu-
neration system.

In terms of procedure, such a deviation requires an explicit resolution by
the Supervisory Board, in which the duration of the deviation and the devi-
ation as such, as well as the reason for it (i.e. why the long-term well-being
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of the Company requires the deviation) are described in appropriate form.
The components of the remuneration system that may be deviated from in
exceptional cases entail the procedure, the remuneration structure and
amount as well as the design of the individual remuneration components
and, in particular, the performance criteria for the STIP and the LTIP.

In the event of a temporary deviation from the remuneration system, details
of the deviations, including an explanation of the necessity of the deviations
and the specific components of the remuneration system from which the
deviation was made, are provided in the remuneration report for the follow-
ing year.
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