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I.  MAIN FEATURES OF THE REMUNERATION 
SYSTEM FOR THE MEMBERS OF THE MANAGE-
MENT BOARD OF ABOUT YOU HOLDING SE

The remuneration structure for the members 
of the Management Board of ABOUT YOU 
Holding SE (“ABOUT YOU”) laid down in the 
remuneration system is geared towards the 
long-term development of the ABOUT YOU 
Group, as a large part of the remuneration 
consists of variable remuneration compo-
nents. The long-term compensation compo-
nent (Long Term Incentive, “LTI”) is of particu-
lar importance. The design of the LTI promotes 
the strategic objectives of ABOUT YOU as well 
as sustainable and profitable growth of 
ABOUT YOU and the ABOUT YOU Group. 
Through the primary link to financial and op-
erational objectives as well as the inclusion of 
ESG parameters in relation to the develop-
ment of the share price, the LTI ensures that 
the variable Management Board remunera-
tion is measured on the basis of a comprehen-
sive assessment of the overall development 
of the ABOUT YOU Group, taking into account 
the interests of ABOUT YOU shareholders and 
other stakeholders.

The remuneration system is clear and com-
prehensible. It complies with the require-
ments of the German Stock Corporation Act 
(Aktiengesetz, “AktG”) and the recommenda-
tions of the German Corporate Governance 
Code as amended on 28!April 2022 (published 
in the Federal Gazette on 27! June 2022) 
(GCGC). With the remuneration system, the 
Supervisory Board wants to offer fair and ap-
propriate remuneration in order to be able to 
attract the best national and international 
candidates for a position on the Management 
Board for ABOUT YOU in the future as well. At 
the same time, the remuneration system en-
sures that it can react appropriately to organ-
isational changes and flexibly take account of 
changed market conditions.
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The Supervisory Board has designed the re-
muneration system in particular in accord-
ance with the following guidelines, which thus 

also apply to the determination of the specif-
ic remuneration of the Management Board:

II.  PARTICIPATION OF THE ANNUAL GENERAL 
MEETING, PROCEDURE FOR DETERMINING, 
APPLYING AND REVIEWING THE REMUNERA-
TION SYSTEM, SCOPE

The remuneration system adopted by the Su-
pervisory Board will be submitted to the An-
nual General Meeting for approval. On the 
basis of a recommendation by the Executive 
and Nomination Committee, the Supervisory 
Board adopted the remuneration system at 
its meeting on 5 July 2022. If the Annual Gen-
eral Meeting does not approve the remuner-
ation system put to the vote in each case, a 
revised remuneration system will be present-
ed at the latest at the next following Annual 
General Meeting.

If necessary, the Supervisory Board may call 
in an external remuneration expert to (further) 
develop the remuneration system and to as-
sess the appropriateness of the remuneration. 
In accordance with Recommendation G.5 
GCGC, the Supervisory Board ensures that the 
external remuneration expert is independent 
of the Management Board and ABOUT YOU. 

The Supervisory Board regularly reviews the 
appropriateness of the remuneration compo-
nents. In order to assess the appropriateness 

Promotion of the 
business!strategy:

The remuneration system as a whole makes a significant contribution to the promotion and 
implementation of the long-term development and sustainable and profitable growth of 
ABOUT YOU. This is ensured by setting performance criteria that relate to ambitious annual 
and multiannual targets.

Respect for ESG criteria: The remuneration system respects non-financial objectives in the field of environmental social 
governance (ESG) and promotes their achievement. These are taken into account in both 
short-term (STI) and long-term (LTI) variable remuneration in order to promote sustainable action 
by ABOUT YOU.

Pay for Performance: Alignment of the remuneration model on the basis of a performance-related opportunity-risk 
profile by setting incentive performance targets.

Definition of ambitious 
 performance indicators: 

The remuneration system links variable remuneration with sales growth and underlines 
the!growth targets of ABOUT YOU and the ABOUT YOU Group as the fastest growing digital 
fashion platform in Europe.

Remuneration for 
individual!achievements: 

The individual performance of a member of the Management Board should be taken 
into! account appropriately: successes should be rewarded and missed targets should lead 
to!an appropriate reduction in variable remuneration. This is ensured by the Management 
Board-specific remuneration structure and target definition. 

Appropriate and market- 
driven remuneration: 

The remuneration model guarantees an overall appropriate and customary remuneration; 
it!takes into account the size, complexity and economic situation of ABOUT YOU.

Comparability of 
remuneration: 

The remuneration model guarantees a customary remuneration in relation to the carefully 
selected comparison group (horizontal comparison) and to the employees of ABOUT YOU 
(vertical comparison).

Safeguarding the interests 
of!stakeholders and capital 
market orientation: 

The remuneration model links the interests of shareholders and the members of the 
 Management Board through the share-based, capital market-oriented design of the long-
term remuneration components in the form of virtual shares. Overall, the incentive is set 
to! increase the value of ABOUT YOU in the long term and sustainably. In this way, it also makes 
an important contribution to realising the interests of other stakeholders such as creditors, 
customers and suppliers in a sustainably successful development.
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of the remuneration of the Management 
Board, it makes a horizontal and vertical com-
parison of the remuneration in accordance 
with Recommendations G.3 and G.4 GCGC. In 
a horizontal comparison, the Supervisory 
Board assesses the appropriateness of Man-
agement Board remuneration in relation to 
comparable companies. For this purpose, the 
Supervisory Board makes a comparison with 
the Management Board compensation of a 
group of comparable companies to be deter-
mined by the Supervisory Board, taking into 
account in particular the market position (es-
pecially industry, size and country) as well as 
the economic situation of ABOUT YOU. The 
companies in the peer group are comparable 
listed companies primarily from the SDAX® 
from the fashion and/or e-commerce sector 
and from industries with comparable busi-
ness models, such as SDAX® companies with 
a focus on digitalisation, e-commerce and 
fashion. The selected peer companies are 
disclosed in the annual compensation report. 
In the consideration, both the positioning of 
ABOUT YOU in the peer group and the re-
spective compensation components are tak-
en into account. In a vertical comparison, the 
Supervisory Board assesses the appropriate-
ness of Management Board remuneration in 
relation to senior management and the 
workforce as a whole. The Supervisory Board 
has defined all those employees of the 
ABOUT YOU Group who report directly to the 
respective Management Board as senior 
management.

In the event of significant changes to the re-
muneration system, but at least every four 
years, the remuneration system shall be sub-
mitted to the Annual General Meeting for ap-
proval.

In order to avoid and deal with (potential) con-
flicts of interest in the Supervisory Board, both 
the provisions of the German Stock Corpora-
tion Act and the recommendations of the 
GCGC (Principle 19 GCGC and the recommen-
dations E.1 and E.2 GCGC based on this) are 
also taken into account in the procedure for 
the determination and implementation as well 
as for the review of the remuneration system 
by the Supervisory Board and the Executive 
and Nomination Committee. Each member of 
the Supervisory Board must disclose potential 
conflicts of interest to the chairperson of the 
Supervisory Board without delay. In its report 
to the Annual General Meeting, the Supervi-
sory Board provides information on conflicts 
of interest that have arisen and how they are 
dealt with. In the event of a conflict of interest, 
the Supervisory Board member concerned 
does not participate in the deliberations and 
resolutions affected. Material and not only 
temporary conflicts of interest in the person of 
a Supervisory Board member should lead to 
the termination of the mandate. 

The remuneration system adopted on 5 July 
2022 applies to all new Management Board 
service contracts to be concluded or renewed. 
In accordance with Section 26j (1) Introducto-
ry Act to the Stock Corporation Act and in ac-
cordance with the justification of the GCGC, 
the Management Board service contracts 

already concluded with the current Manage-
ment Board members, Sebastian Betz, Tarek 
Müller and Hannes Wiese (“old contracts”) 
remain unaffected. The previous remunera-
tion practice will continue to apply to these 
until the end of the respective contract term 
at the latest, i.e. until the end of 15 April 2025.

When concluding the old contracts, the Su-
pervisory Board has already taken up key 
points of the subsequent remuneration sys-
tem submitted to the Annual General Meet-
ing. However, there are discrepancies in some 
respects; for example, the remuneration of the 
Management Board on the basis of current 
contracts, as can be seen from the Remuner-
ation Report, does not contain a dedicated 
short-term variable remuneration component.

III. REMUNERATION COMPONENTS

The total remuneration of each member of 
the Management Board under the new remu-
neration system consists of non-perfor-
mance-related, i.e. fixed, and performance-re-
lated, i.e. variable, components. The variable 
components include a short-term variable 
incentive “STI” and the LTI.

The remuneration components described in 
more detail below are the reference values for 
the target total remuneration and the maxi-
mum remuneration of the members of the 
Management Board, which are to be deter-
mined in the remuneration system in accord-
ance with Recommendations G.1 GCGC. 
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1. Fixed Remuneration 
The fixed remuneration comprises a fixed, 
performance-independent basic remunera-
tion, which is paid monthly (12 times a year) as 
a salary. 

The fixed remuneration also includes fringe 
benefits such as contributions to pension, 
health and long-term care insurance as well 
as the provision of a company car or, in the 
event of a waiver of such, a corresponding 
compensation payment. In addition, ABOUT 
YOU takes out appropriate financial loss liabil-
ity insurance (so-called D&O insurance) for the 
members of the Management Board to pro-
tect against risks arising from their profession-
al activities for ABOUT YOU, whereby the in-
surance conditions provide for a deductible in 
accordance with the legal requirements. The 
Supervisory Board may grant other or addi-
tional fringe benefits customary in the mar-
ket, such as the assumption of relocation costs 
or costs for double housekeeping. In order to 
attract qualified candidates for the Manage-
ment Board, the Supervisory Board may also 
supplement the remuneration of first-time 
appointed members of the Management 
Board with a starting bonus (so-called signing 
bonus) in an appropriate and market-driven 
manner!– for example, to compensate for for-
feited remuneration payments from previous 
employment or service relationships. The ex-
penses of ABOUT YOU for the sum of the 
fringe benefits (excl. D&O insurance) are gen-
erally limited to an amount of around 30% of 
the basic remuneration owed annually per 
year per Management Board member. How-
ever, the type, amount and duration of be-
nefits in kind of fringe benefits may vary 

according to the personal situation of the 
members of the Management Board and, if 
necessary, lead to a slight deviation in the pro-
portions of the fringe benefit in the fixed re-
muneration and the target total remuneration 
(see Section IV. 3). Fringe benefits can only be 
granted to the extent that the fixed maximum 
remuneration for each member of the Man-
agement Board is complied with. 

2. Variable Remuneration 
The variable remuneration components are 
based on the success of the ABOUT YOU 
Group. They are composed of the STI and the 
LTI in accordance with Recommendation G.6 
GCGC. The amount of the individual variable 
remuneration components depends on the 
achievement of the performance targets set 
by the Supervisory Board. These are deter-
mined by the Supervisory Board before the 
start of each assessment period. 

The Supervisory Board agrees the relative pro-
portions of performance targets individually 
with each Management Board member in the 
Management Board service contract in order 
to create a long-term and performance-based 
incentive structure that is strongly aligned 
with the interests of shareholders and other 
stakeholders in the long-term successful de-
velopment of the ABOUT YOU Group (cf. Rec-
ommendation G.7 GCGC). 

a. Short Term Incentive – STI 
The STI is a short-term, one-year perfor-
mance-related remuneration component that 
is granted annually in cash. The STI incentivises 
the members of the Management Board to 
achieve important financial and operational 

goals for ABOUT YOU as well as ESG goals (fi-
nancial, operational and ESG goals together 
“Performance Goals”), which are derived from 
strategic planning. 

The combination of variable Management 
Board remuneration with operational targets 
underlines the long-term growth targets of 
ABOUT YOU and the ABOUT YOU Group as 
the fastest growing digital fashion platform in 
Europe. The additional link to financial key fig-
ures also creates an incentive for long-term 
profitable growth. In addition, the authorita-
tive nature of ESG objectives integrates the 
strategic goal of advancing an environmen-
tally friendly, integrative and sustainable busi-
ness model into the remuneration of the Man-
agement Board.

Against the background of a sustainable, suc-
cessful development of ABOUT YOU geared 
to the interests of stakeholders, the Supervi-
sory Board agrees a certain target amount 
with each member of the Management Board 
in the Management Board service contract, 
which is paid out if the sum of the target 
achievement for the STI targets is 100% (“tar-
get STI”). The achievement of the target is lim-
ited to a maximum of 200%. If the STI targets 
actually achieved in a financial year are less 
than 80%, the STI for the financial year is omit-
ted. Linear interpolation takes place between 
these values.

Before the beginning of each financial year, 
the type of Supervisory Board determines 
the!performance targets relevant for deter-
mining the STI for each member of the Man-
agement Board in relation to the respective 
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financial year (“STI targets”). The relative 
weighting is 40% financial targets, 40% oper-
ational targets and 20% ESG targets. At the 
first Supervisory Board meeting after the end 
of the financial year, the Supervisory Board 
determines the actual achievement of targets 
for the respective Management Board mem-
ber in accordance with Recommendation G.9 
GCGC.

The performance goals from which the Super-
visory Board can select to define STI targets 
before the beginning of a financial year in-
clude the following targets:

Financial Adjusted EBITDA

Total Shareholder Return (TSR)

Earnings per Share (EPS)

Operational Compound Annual Growth Rate – CAGR

Free Cash Flow

Innovation

Development of business areas and 
markets

Implementation of operational measures 
such as efficiency increases and cost 
reductions 

ESG Reduction of the annual direct and 
indirect greenhouse gas emissions of 
the ABOUT YOU Group within the or-
ganisation and"/"or from private label 
products

Increase in the “Sustainable Fashion 
Share”

Diversity in the management levels of 
the ABOUT YOU Group

Data integrity 

Transparency in the supply chain

Employee satisfaction

Goods cycle 

The Supervisory Board can define further tar-
gets and set them as a performance goal for 
the respective financial year.

The Management Board service contracts 
concluded in June 2021 and thus before the 
adoption of the new remuneration system 
with the current members of the Manage-
ment Board, Sebastian Betz, Tarek Müller and 
Hannes Wiese, do not contain a dedicated STI.

b. Long Term Incentive – LTI
The LTI is a four-year virtual stock option pro-
gramme. It reflects the long-term and sustain-
able development of the ABOUT YOU Group 
reflected in the share price of ABOUT YOU 
over a period of four years and is granted in 
cash – within the meaning of Recommenda-
tion G.10 GCGC – after the four-year term. As 
a result, the members of the Management 
Board have a long-term and performance- 
based incentive structure that is strongly 
aligned with the interests of shareholders and 
other stakeholders in the sustainable success-
ful development of the ABOUT YOU Group.

(i.) Granting and Setting of Objectives
The Supervisory Board determines the per-
formance target relevant for determining the 
LTI (“LTI targets”) for each member of the Man-
agement Board in relation to the coming 
4-year period from the beginning of a finan-
cial year. The relative weighting is 40% finan-
cial targets, 40% operational targets and 20% 
ESG targets. The 4-year period begins with 
the financial year of ABOUT YOU following the 
target setting and includes the three following 
financial years (“Reference Period”).

The performance targets from which the Su-
pervisory Board can select to define the LTI 
targets before the beginning of a financial year 
include, among others, the following targets:

Financial Adjusted EBITDA

Total Shareholder Return (TSR)

Earnings per Share (EPS)

Operational Compound Annual Growth Rate – CAGR

Free Cash Flow

Innovation

Development of business areas and 
markets

Implementation of operational measures 
such as efficiency increases and cost 
reductions 

ESG Reduction of the annual direct and 
indirect greenhouse gas emissions of 
the ABOUT YOU Group within the or-
ganisation and"/"or from private label 
products

Increase in the “Sustainable Fashion 
Share”

Diversity in the management levels of 
the ABOUT YOU Group

Data integrity 

Transparency in the supply chain

Employee satisfaction

Goods cycle 

The Supervisory Board can define further tar-
gets and set them as a performance goal for 
the respective financial year.

At the beginning of the reference period , each 
member of the Management Board receives 
a preliminary number of virtual shares in the 
amount of the contractually promised target 
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Performance Targets Year 1–4

Definition of Performance Targets and Target LTI through Supervisory Board

Development of Share Price

Granting of 
Virtual Shares 
according to 

Target 
Fulfilment

Maximum Cap 
200%

Target LTI Grant 
Value

Determination 
of Target 

Fulfilment for 
each Board 

Member

Avg. Share Price 
90 Trading Days

# Virtual  
Shares

40%  
Financial Targets

40%  
Non-financial Targets

20%  
ESG Targets

amount (“target LTI”). The conversion into vir-
tual shares is carried out by dividing the prom-
ised target amount by the volume-weighted 
average market price of the ABOUT YOU share 
(XETRA or successor system) on the last 90 
trading days before the start of the plan. De-
pending on the achievement of the LTI tar-
gets, the number of virtual shares may in-
crease or decrease.

(ii.) Target Achievement and Payment
At the first Supervisory Board meeting after 
the end of the reference period , the Supervi-
sory Board determines the weighted target 

achievement of the LTI for the reference peri-
od for each Management Board member in 
accordance with G.9 GCGC. The weighted tar-
get achievement results from the weighted 
average of the target achievement of the in-
dividual LTI goals and cannot exceed 200%. 
The target achievement for an LTI target is 
limited to 200%. 

The final number of virtual shares is multiplied 
by the volume-weighted average market 
price of the ABOUT YOU share (XETRA or suc-
cessor system) on the last 90 trading days plus 
the cumulative dividend payments during the 

reference period. The amount of the LTI is paid 
out in the year following the reference period 
following the Annual General Meeting. The 
payout is limited to 200% of the target amount 
(cap). 

The Supervisory Board may provide that in-
stead of a cash payment, a corresponding 
number of ABOUT YOU shares will be trans-
ferred. The Supervisory Board may also pro-
vide that the Management Board member is 
obliged to invest a certain proportion of the 
LTI to be paid out in ABOUT YOU shares.
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The Management Board service contracts 
concluded in June 2021 and thus before the 
adoption of the new remuneration system 
with the current members of the Manage-
ment Board, Sebastian Betz, Tarek Müller and 
Hannes Wiese, also contain a long-term stock 
option programme; however, this is not  purely 
virtual, but primarily aimed at granting shares 
of the Company when the defined objectives 
are achieved. For further details, please refer 
to the remuneration report of 24 March 2022 
on page 4 et seq., which describes in detail the 
long-term remuneration component applica-
ble to the current members of the Manage-
ment Board.

IV.  TARGET TOTAL REMUNERATION, 
 REMUNERATION LIMITS, RELATIVE 
 PROPORTION OF REMUNERATION 
 COMPONENTS  (REMUNERATION STRUCTURE)

The remuneration of the Management Board 
should be proportionate to its tasks and 
achievements as well as to the situation of the 
ABOUT YOU Group. With the remuneration 
system, the Supervisory Board intends to offer 
fair and appropriate remuneration in line with 
the market in order to provide an incentive for 
the long-term commitment of the members 
of the Management Board. The Supervisory 
Board takes this into account when determin-
ing a target total remuneration for each Man-
agement Board member (see section 1.).

At the same time, the Supervisory Board in-
tends to adequately reward the successful 
work of the Management Board. In principle, 
the Management Board, like a shareholder of 

ABOUT YOU, should participate in a positive 
development of ABOUT YOU without taking 
unreasonable risks. To ensure this, the Super-
visory Board determines a maximum remu-
neration (see Section!2.). 

ABOUT YOU is an agile, innovative growth 
company in a dynamic market and competi-
tive environment. Therefore, with the pro-
posed remuneration structure (see Section!3.) 
the necessary flexibility in the structural align-
ment of Management Board remuneration in 
accordance with the respective circumstanc-
es and opportunities, while ensuring the ho-
mogeneity of the remuneration structure 
within the Management Board.

1. Target Total Compensation
For the coming financial year, the Supervisory 
Board determines a target total compensa-
tion for each Management Board member. 
The target total remuneration corresponds to 
the sum of fixed remuneration, target STI and 
target LTI. An effort-related consideration is 
decisive.

2. Maximum Remuneration
The total remuneration for the respective 
Management Board position attributable to 
a financial year is limited to a maximum 
amount (so-called “Management Board posi-
tion”). Maximum remuneration within the 
meaning of Section!87 (1) sentence!2 no.! 1 
AktG or Recommendation G.1 GCGC). In addi-
tion to the caps at the level of the individual 
performance criteria and the variable remu-
neration components, the Supervisory Board 
has set a maximum remuneration which is the 
total remuneration allocated in each case, i.e. 

the sum of all remuneration components 
spent on the respective Management Board 
member in accordance with IFRS for the re-
spective financial year (expense cap). This in-
cludes the fixed remuneration spent for the 
relevant financial year (basic remuneration 
incl. fringe benefits) and the amounts attrib-
utable to variable short- and long-term remu-
neration (STI and LTI). The maximum amount 
(total cap) is EUR!3.00!million for the chairper-
son of the Management Board, EUR!2.00!mil-
lion for the vice-chairperson of the Manage-
ment Board and EUR!1.6!million for a member 
of the Management Board. 

In individual cases, the sum of the remuner-
ation components promised in individual 
contracts may be significantly below the 
maximum remuneration determined in ac-
cordance with Section!87 (1) sentence!2 no.!1 
AktG. If the remuneration for a financial year 
exceeds this maximum limit, the variable re-
muneration components will be reduced 
accordingly. 

3.  Relative Proportion of Remuneration 
Components

Since the Supervisory Board determines the 
individual remuneration components individ-
ually for the Management Board, the expect-
ed relative proportion of the individual remu-
neration components within the meaning of 
Recommendation G.1 GCGC can only be stat-
ed as possible percentage ranges. 

The Supervisory Board will choose the con-
necting factors for the variable remuneration 
components in newly concluded or to be ex-
tended Management Board service contracts 

Remuneration System for Members of! Management Board

8



in such a way that a relative proportion of the 
respective contracts is generally concluded 
during the term of the respective contracts. 

 # the fixed remuneration (basic remunera-
tion and fringe benefits) of ~$25%–45%,

 # the target STI of ~$10%–35% and
 # of the target LTI of ~$35%–65%

is to be expected from the target total remu-
neration.

When designing the target total remunera-
tion, the Supervisory Board will ensure that the 
long-term variable remuneration exceeds the 
short-term variable remuneration in accord-
ance with Recommendation G.6 GCGC. The 
remuneration structure is thus geared towards 
long-term and sustainable development.

Relative Proportion of Remuneration  
Components (%)

1  Basic remuneration and fringe benefits

Target 
LTI

Fixed  
remuneration"#

Target 
STI

~"25$45
~"10$35

~"35$65

V.  CLAWBACK AND RETENTION OR REDUCTION 
OF!REMUNERATION COMPONENTS

In the event of breaches of duty or compli-
ance, the Supervisory Board may retain or 
reclaim the variable remuneration compo-
nents in accordance with Recommendation 
G.11 GCGC.

On the one hand, it can reduce the variable 
remuneration components or retain them 
completely (malus). The STI and LTI are affect-
ed, in each case insofar as they have not yet 
been paid out.

On the other hand, it can reclaim variable re-
muneration components (clawback consist-
ing of compliance clawback and performance 
clawback):

 # In cases of a grossly negligent or inten-
tional breach of the duty of care of a 
prudent and conscientious managing 
director pursuant to Section!93 (1) AktG by 
a member of the Management Board, the 
Supervisory Board is entitled, at its dutiful 
discretion, to reclaim from the Manage-
ment Board member in whole or in part 
the variable remuneration components or 
to allow virtual shares (LTI) to expire paid 
out for the respective assessment period 
in which the breach of duty took place 
(compliance clawback). An assertion of the 
right of reclaim is excluded if the violation 
dates back more than 10 years.

 # If variable remuneration components 
linked to the achievement of certain 
objectives have been wrongly paid out on 
the basis of incorrect data, the Supervisory 
Board is entitled, at its dutiful discretion, to 
reclaim in whole or in part the difference 
resulting from the recalculation of the 
amount of variable remuneration com-
pared to the payment made (performance 
clawback).

These possibilities can also be used if the of-
fice as a member of the Management Board 
or the service relationship with the member 
of the Management Board has already ended 
at the time the right of reclaim and/or the 
right of retention is asserted. The member of 
the Management Board cannot rely on the 
fact that the reclaimed variable remuneration 
no longer exists in his"/"her assets. Claims for 
damages against the Management Board 
member, the right of ABOUT YOU to revoke 
the appointment and the right of ABOUT YOU 
to terminate the Management Board service 
contract without notice remain unaffected.

VI. REGULATIONS AT THE END OF THE ACTIVITY

In the event of termination of a Management 
Board contract, outstanding variable remu-
neration components attributable to the 
 period up to the termination of the contract 
shall be granted in accordance with Recom-
mendation G.12 GCGC in accordance with the 
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originally agreed objectives and comparison 
parameters and according to the due dates 
specified in the contract. If a Management 
Board contract ends during the course of a 
financial year, the STI and the LTI are granted 
pro rata of the service period performed in 
that financial year.

This does not apply to cases in which the Man-
agement Board service contract is terminated 
without notice for an important reason in the 
person of the Management Board member 
and for which he"/"she is responsible or ends 
or is dissolved in connection with a resigna-
tion of the Management Board member with-
out agreement with the Supervisory Board; in 
these cases a variable remuneration is not 
granted for the year in which the termination 
of the Management Board service contract 
takes effect. 

In the event of premature termination of the 
Management Board mandate due to the rev-
ocation of the appointment, the Management 
Board member will receive a severance pay-
ment in the amount of the remuneration ex-
pected to be due for the remaining term of 
the Management Board service contract of 
ABOUT YOU, but no more than two years’ re-
muneration (severance payment cap within 
the meaning of Recommendation G.13 sen-
tence!1 GCGC).

Benefits beyond this severance payment are 
excluded.

In the event of premature termination of the 
Management Board mandate due to an am-
icable termination of the Management Board 

service contract (with the exception of termi-
nation in connection with the resignation of 
the Management Board member without 
agreement with the Supervisory Board), the 
total value of the benefits promised by ABOUT 
YOU to the Management Board member un-
der such an agreement shall be equal to 
the! amount of the benefits promised by 
ABOUT YOU for the original remaining term 
of the!Management Board service contract of 
ABOUT YOU, however, in accordance with 
Recommendation G.13 sentence 1 GCGC no 
more than the value of two annual remuner-
ations.

Commitments in the event of premature ter-
mination of the Management Board’s activi-
ties due to a change of control (so-called 
“Change of Control”) are not made (Recom-
mendation G.14 GCGC).

The Supervisory Board may agree on a 
post-contractual non-competition clause with 
a member of the Management Board. In such 
a case, the severance payment in accordance 
with Recommendation G.13 sentence!2 GCGC 
shall be offset against the compensation for 
absenteeism.

VII.  TEMPORARY DEVIATION AND 
 EXCEPTIONAL!DEVELOPMENTS

In exceptional and duly justified cases, the 
Supervisory Board may decide to temporari-
ly deviate from the remuneration system if 
this is necessary in the interest of the long-
term well-being of ABOUT YOU. These in-
clude, for example, far-reaching changes in 

the economic framework conditions (e.g. due 
to an economic or financial crisis or a pan-
demic), a corporate crisis, the mapping of 
changed regulatory frameworks, a significant 
change in business strategy or all other cir-
cumstances or events which, alone or togeth-
er with other circumstances or events, signif-
icantly impair or even eliminate the principles 
of the remuneration system to the extent that 
an appropriate material incentive for the 
members of the Management Board can no 
longer be set or maintained. The Supervisory 
Board may decide to deviate from the provi-
sions on the remuneration structure and 
amount (including the maximum remunera-
tion), the provisions relating to the individual 
remuneration components or the composi-
tion of the peer group.

The targets and target values do not change 
during the respective periods relevant for the 
achievement of the targets, Recommenda-
tion G.8 GCGC. In the event of extraordinary, 
unforeseen developments (e.g. severe eco-
nomic crises), the effects of which are not suf-
ficiently reflected in the objective and which 
render the original corporate targets obsolete, 
the Supervisory Board may take this into ac-
count appropriately in justified special cases 
when determining the objectives. Generally 
unfavourable market developments are ex-
pressly not regarded as exceptional develop-
ments during the year. 
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VIII.  FURTHER PROVISIONS AND REPORTING

If the member of the Management Board ex-
ercises internal Supervisory Board mandates, 
such an activity is fully compensated by the 
remuneration as a member of the Manage-
ment Board of ABOUT YOU. If a member of 
the Management Board assumes non-Group 
Supervisory Board mandates, the Supervisory 
Board decides within the context of the ap-
proval whether and to what extent a remuner-
ation is to be credited.

The Management Board and Supervisory 
Board prepare an annual remuneration report 
in accordance with the statutory provisions. 
In the event of a temporary deviation within 
the meaning of Section VII. the remuneration 
report of the following year explains the spe-
cifically affected components of the remuner-
ation system from which deviations have 
been made and the necessity of the deviation. 
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