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Legal requirements In preparing this procedure IFP Investment Manager8eA.

(hereinafter “IFPIM”) has endeavoured to aligngtecedures
with the relevant legal requirements and currest peactice and
it complies with the relevant remuneration prinegln a way
and to an extent that is appropriate to its sizernal
organisation, and the nature, scope and complekitg
activities.

This procedure is designed to satisfy the requirésef:

- European Directive 2013/36/EU (also known as CRD
V)

- European Directive 2014/91/EU (also known as UCI|TS
V)

- The Chapter 4bis of Law on Financial Sector &#ril
1993

- CSSF Regulation n°10-4 dated 20 December 2010

- CSSF Circular 07/307, dated Blly 2007 as amended by
Circulars CSSF 13/560, CSSF 13/568 and 14/585

- Law of 10 May 2016;

- CSSF Circular 10/437 dd. Feb 1, 2010 relating to
guidelines on remuneration policies in the finahcia
sector;

- EU Commission Recommendation 2009/384/EC of 30
April 2009 on the remuneration policies in the final

sector;




- UCITS V Directive: Directive 2014/91/EU;
- ESMA guidelines (ESMA/2013/232);

- ESMA guidelines 2015/ESMA/1172;

- ESMA guidelines ESMA/2016/411.

- Regulation (EU) 2019/2088 of the European Parligmen
and of the Council of 27 November 2019 pn
sustainability-related disclosures in the finanseivices
sectors(especially article 5 SFDR)

- Regulation (EU) 2020/852 of the European Parliament
and of the Council of 18 June 2020 on the estaksit
of a framework to facilitate sustainable investmant
amending Regulation (EU) 2019/2088 (referred tthas
“Regulation on the framework for environmentally
sustainable investment”) (

- Delegated Regulation (EU) 2022/1288 of 6 april 2022
supplementing Regulation (EU) 2019/2088

Applicable to e IFPIM
» The Members of the Board IFPIM

¢ All IFPIM Management and staff members

This remuneration policy is designed for IFP emplg; It aims at maintaining a policy consistenhwit
sound and effective risk management and which ao¢dead to excessive risk. It is designed to
enhance client’s and investor’s protection in thevsion of service, while aligning with IFP’s stegy,
objectives, values and its long-term interests sischustainable growth prospects.

This policy also aims to manage and reduce potenti@oven conflicts of interest within the Compan
between its different activities, and between maddgnds and their managers.

The remuneration policy describes the basic priesipf the remuneration, indicating the relatiopshi
between remuneration and services, relative impoetaf various remuneration components, including
IFP’s performance.

This remuneration also takes into account the susidity risks factors as defined by Regulation EU
(2019/2088)

The policy is based on the following:

- drive performance as much as the development ofogeps,

- general offer for competitive remuneration oppoitiaa that enable IFP to attract, keep,
motivate and reward all employees essential tetfi@ent and effective business conducting,
which is necessary to benefit both company’s amhts and investors interests.

- encourage employees to share the overall succehs @ompany while continuing to fulfill
their roles and their responsibilities individually



- focus attention on success factors for the devetmprof activities in the Company respect of
its interests in the short, medium and long termintain and enhance performance by linking
remuneration directly to the achievement of goals ambitious individual and collective
performance point of view;

- implement sound corporate governance and strictpbante with procedures, internal
regulations, social legislation and financial setggislation.

- be consistent with the integration of the sustalitplyisks into any decision related to the
remuneration of the people described in this Policy

The remuneration depends on the position held) Evwesponsibility and experience and individual,
collective and IFP’s performance. It is to complithathe relevant business practices regarding the
nature and importance of the position and chariatitss of the business sectors in which the Company
works. Other factors such as fairness and balaraegsing within the Company, present and future
risks associated with performance and aligningviddial objectives with the Company’s long-term
interests are also taken into consideration.

The remuneration of the employees must be alignédtieir function, the maintenance of the finahcia
sustainability of the company and must comply waiiithe policies adopted by the Company and take
into consideration all the sustainability riskspialer to mitigate any excess and in order to aigthe
interests. This is valid for the base of the rematien but also for the variable that should natean
excess in a way that could encourage risks to kentand no alignment with the clients’ interest. It
must also be aligned with the risk management polic

1. Company Staff concer ned

- Conducting Persons;

- Compliance officer;

- Persons responsible for portfolio management, adtration,

- Asset managers;

- Any staff member whose total remuneration is withensame range as those of the Conducting
Persons or risk takers provided that it has amudémfte on risk levels managed assets or the
Company.

The directors of the Company are normally exclualetthis remuneration policy but for the point 4.

2. Remuneration concer ned

This remuneration policy shall apply to any benefiany type paid by the Company or to any amount
paid directly by the UCITS itself as considerationthe professional services rendered by the ifiett
staff including, among others: (i) salaries (fix@ad variable components), (ii) discretionary pemsio
benefits, if applicable and (iii) any transfer afits or shares of the UCITS, made to the benefits o
those categories of staff.

3. Decision making process and implementation
The board of directors of the Company shall apptbeaemuneration policy applying to all Company
Staff. It is only competent to decide, if necessarnwelope remuneration including fixed and vagabl
portion.

The board of directors of the Company is respoadi the implementation of the remuneration policy



and procedures in relation thereto.

Every year, the board of directors shall deterntineeindividual remuneration staff as provided by th
remuneration policy in conjunction with an evaloatdone by the conducting officers of the individua
case. The decision taken regarding the individealuneration, will be from now on the object of a
written report finalised by the conducting officettsis report being approved by the board.

Each year the implementation of the remuneratidicycs the subject of an independent examination
from the Compliance Officer to verify compliancethvithe policies and procedures remuneration.
Compliance Officer may rely on the views of othentrol functions as appropriate.

A report of this examination is addressed to thertbof directors and copies of this report shatiain
at the disposal of the CSSF, upon its express stque

4. Remuneration component

The remuneration of employees subject to this raaration policy includes a fixed and, if applicable,
a variable part. The composition and the amouttaf remuneration are reviewed each year, ensuring
a balance among its components.

The fixed component (base salary) is composedmdrathly base salary paid monthly. The fixed salary
shall be reviewed annually but may not be reviewdn fix salary may not be decreased.

The variable part is based on the satisfactiol gbals set in terms of performance. The levddafus
depends on the Company'’s performance, the buséeessr and individual performance employee.

A part of the variable remuneration could consibtuaits of the UCITS concerned. Variable
remuneration shall not be paid through vehiclesmethods that facilitate the avoidance of the
requirements of UCITS V.

Upon decision of the Board of Directors, a subspbrtion could be deferred over a period whigh i
appropriate and for at least three (3) to fivey@&ars in view of the holding period recommendethé&
investors and shall be correctly aligned with th&ure of the risks in general and to be consistétht
the integration of the sustainability risks factors

In accordance with Article 38-5 (e) of Chapter 4bid.aw on Financial Sector of"5April 1993, the
Compliance Officer, being independent of the esttithe supervises, may never be remunerated in
correlation with performances of those entitiess imuneration shall always be adequate with his
responsibilities, duties and own performances.

The remuneration of directors consists of a feeiddet each year by the General Meeting of
Shareholders approving the annual accounts folagidinancial year, relying as the case may be on
the remuneration committee recommendations. Theimenation may vary between directors. The
directors may not receive any variable remunerdiigked to results or other performance criteria.
They are not entitled to stock options, nor to amgplemental pension scheme.

The directors attending the daily management magriiled, in addition to this fee, or not, to a
remuneration as scheduled for employees subjebidgolicy. This also needs to be consistent with
the integration of the sustainability risks factors



The Company reserves the right to claim from thglegyees all or part of the variable part of the
remuneration that he would have been paid on this loh data which later proved fraudulent.

It shall not be granted to an employee any goldgegaghute clause that would effectively reward failu
in the event of early termination, this compensasibould correspond to actual performance.

Guaranteed variable remuneration shall be excegitaord shall occur only in the context of hiringine
staff and shall most of the time be limited in time

5. Assessment process

An assessment process, taking into account factdaged to the sustainability risks, is annually
performed for each employee, which is taken intcoant for the determination of the fixed
remunerationbut also especially its variable part.

This assessment is based on the criteria listemhbel
0 goals (department / team, individual, quantitatinel qualitative, year / long term)
o skills by role with the need to obtain, in evalagtihe respect of values, a minimum score to
be eligible to claim a variable part of remunenatio
0 sustainability risks consideration

Variable remuneration is influenced by the perfanogof the Company and individual performance.

The following indicators are considered for stafbject to the remuneration policy:
o alignment with business objectives, taking intocartt the performance of the Company,
business units, the individual and team performance
0 adjustment between taking current and future teking into account the long-term interests,
o0 stimulating the development of skills and expertise
0 be aligned with the sustainability risks factors

The amount of the variable part is determined leyftiiowing parameters:

score goals, which is a part of the overall evadmascore

scores of all other employees - the distributiosatfres

with the scale of individual variable remuneration

the available budget for variable remuneration dasethe performance of the Company.
be aligned with the sustainability risks factors
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The remuneration policy and associated implemeanmtatiocedures will be available for employees of
the Company. Any changes will be communicated aa a8 possible.

The useful elements concerning the remuneratianywill be disseminated in the financial statensent
or in a separate statement.
This Policy is published on the Company website wifpim.|u



