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Biesse is an international
company that manufactures lines,
machinery, and components to
create products, enhancing the
potential of the various materials
processed by its customers. It
simplifies the production
processes of companies operating
in the furniture, construction,
automotive and aerospace
sectors, thanks to the expertise of
its staff working in production
facilities around the world.

Founded in Italy in 1969 and listed
on the STAR segment of the Italian
Stock Exchange, the Company is
driven by a strong international
orientation, which is reflected in a
global network comprising Biesse
Material Hubs - multi-material
experience centres - and
showrooms - facilities for testing
and technological demonstration.
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Introduction

This Report, approved by the Board of Directors of Biesse S.p.A. on 13 March 2026, on the proposal of the Remuneration
Committee, is divided into two sections:

. SECTION | illustrates the policy (the “Remuneration Policy”) adopted by Biesse with reference to the members
of the Board of Directors and, without prejudice to the provisions of Article 2402 of the Civil Code, the Board of
Statutory Auditors, the other “Executives with Strategic Responsibilities” identified by the Board of Directors of
Biesse (hereafter the “ESRs”), describing the general principles, the bodies involved and the processes adopted
forits approval, review and implementation, including the measures to avoid or manage any conflicts of interest.
The Remuneration Policy has a duration of one year, until the Shareholders' Meeting called to approve the
financial statements for the year ended 31 December 2026; section | of the Report, in compliance with the
provisions of the TUF, is subject to the binding vote of the Ordinary Shareholders' Meeting, convened to approve
the Financial Statements as of 31 December 2025;

. SECTION Il shows the remuneration paid in the financial year 2025 by the Company and its subsidiaries or
affiliated companies, for the members of the Board of Directors (executive and non-executive), and the
members of the Board of Statutory Auditors, by name, and, in aggregate form, for the other ESRs. Section I, in
compliance with the provisions of the TUF, is subject to the consultative vote of the Ordinary Shareholders'
Meeting, convened to approve the Financial Statements for the year 2025.

The text of this Report is made available to the public through the authorised storage mechanism linfo at www.1info.it
as well as on the Company's website at www.biesse.com in the “Governance and Investors - Corporate
Governance - Remuneration Policies” Section, no later than the twenty-first day prior to the date of the Shareholders'
Meeting convened to approve the Financial Statements for the ended 31 dicembre 2025, in accordance with the
provisions of the regulations in force.
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Letter from the Chair of the Remuneration Committee

Shareholders,

On behalf of the Remuneration Committee (hereinafter also the “Committee”), | am pleased to present a partial update
to Section | of Biesse’s 2026 Annual Report on the Remuneration Policy and the 2025 Remuneration paid (hereinafter
also the “Report”), which was approved by the Board of Directors on 2 September 2026.

The update was deemed necessary to provide full disclosure of the changes to the composition of the corporate
bodies, the organisational structure and their respective responsibilities following the appointment of the Deputy CEO
by the Board of Directors on 5 May 2026, as well as of the remuneration components awarded to him.

The appointment of the Deputy CEO took place in exceptional circumstances pursuant to the Remuneration Policy,
arising, on the one hand, from the resignation of the Chief Financial Officer and, on the other, from the need to

promptly strengthen oversight of the Company’s key business functions, providing support and guidance in the
implementation of the strategic priorities identified. In light of these circumstances, it was necessary for the Company
to avail itself of the derogation procedure provided for under the Remuneration Policy.

The Deputy CEO holds an office-based relationship with the Company, serving as an executive member of the Board
of Directors and, in connection with the position held, also performs the functions of Chief Financial Officer and

Investor Relations Officer.

The decision to entrust the Deputy CEO also with the responsibilities of Chief Financial Officer and Investor Relations
Officer was based on the strong alignment of his professional profile with the Company’s specific requirements, taking
into account both his significant experience in the economic and financial matters and his previous twenty years of
experience within the Company, first as CFO and subsequently as General Manager.

In order to facilitate the identification of the amendments made to the 2026 Remuneration Policy, the Company has
included, in the paragraph entitled “Summary of the Remuneration Policy”, a specific section summarising the main

changes made to Section | of the Policy, which is therefore submitted, in its updated version, to the Shareholders’
Meeting for approval.

Section | of the Report is therefore intended to provide all stakeholders with a transparent overview of the elements
that make up Biesse’s Remuneration Policy for 2026. For the sake of maintaining the document as a single, consistent
whole, the Report is being resubmitted in its entirety, including Section Il relating to the compensation paid in 2025,

which has not been amended and will therefore not be submitted to the vote of the Shareholders’ Meeting convened
for 12 October 2026.

Throughout 2025, the international economic and geopolitical context remained highly uncertainty. Contributing
factors included global trade tensions, driven by the strategy of the U.S. administration, the conflicts in Ukraine and
the Middle East, and the slowdown in certain industrial economies. These were compounded by a slowdown in the
automotive sector and increasing competitive pressure from Asia.

The year 2025 proved to be particularly challenging for the Italian capital goods industry. In the woodworking
machinery sector, revenues declined by 10.4%, with exports down by 13.9% and a slight contraction in the domestic
market (-2%). Similarly, the glass processing segment closed the year with a 9.2% reduction in revenues, accompanied
by a 5% decrease in exports.

In this macroeconomic and sectoral context, and in light of the Company’s performance in the first months of the year,
the Board of Directors, on 14 May 2025, resolved to withdraw the 2024-2026 strategic plan, considering the economic
and financial targets set out therein were no longer achievable.
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The Company subsequently underwent significant changes in both governance and top management.

On 12 June 2025, the Board of Directors acknowledged Massimo Potenza’s decision to resign from his roles as Chief
Executive Officer and General Manager. On the same date, the Board appointed Roberto Selci, then Chairman of the
Board of Directors and majority shareholder, as Chief Executive Officer, granting him the powers previously held by
the former CEO.

Some changes were also recorded in the composition of the Board of Directors. In particular, in July 2025,
Massimiliano Bruni, an independent director, resigned from his position on the Board for personal reasons. The Board
subsequently co-opted Pier Giorgio Bedogni as an independent director and Salvatore Giordano as a non-executive
and non-independent director.

With regard to the management team, on 30 September 2025, the Company announced the termination of the
employment, by mutual agreement, of Chief Financial Officer Nicola Sautto, effective 1 October 2025. At the same time,
the Board of Directors appointed Pierre La Tour as the new Group Chief Financial Officer, Officer in charge of the
preparation of the corporate accounting documents, and Investor Relations Officer, with the responsibilities of an
Executive with Strategic Responsibilities.

Finally, on 28 October 2025, the Board of Directors resolved to appoint Alessandra Parpajola, effective from 1 November
2025, as Senior Executive Officer, with the role of Executive with Strategic Responsibilities, tasked with supporting the
Chairman and Chief Executive Officer in key strategic decisions, with particular regard to organizational, governance
and efficiency matters.

The Remuneration Committee supported the changes made to the Company’s governance and senior management
by providing the Board of Directors with its assessment of whether the decisions taken are consistent with the
Company’s Remuneration Policy and market practices.

During the financial year, the Remuneration Committee also continued to monitor the implementation and updating
of the Company’s Remuneration Policy. Also in light of the broad support received by the 2025 Report (92% of votes in
favour for Section | and 92% for Section Il, albeit with a lower quorum), the 2026 Remuneration Policy, defined on an
annual basis, is essentially consistent with the approach introduced from 2024 onwards.

It is designed to ensure the attraction and retention of key personnel with the professional qualities required to
achieve the set objectives, whilst also aiming to ensure a close alignment between the interests of management and
those of the company’s stakeholders. Nevertheless, compared with the 2025 Policy, a number of updates have been
made to enhance its effectiveness and ensure it is aligned with the Group’s strategy and its new organisational
structure, as well as with the Recommendations of the Chairman of the Corporate Governance Committee and best
market practices.

In particular, with regard to the Chairman and Chief Executive Officer, who is also the majority shareholder, the Policy
provides solely for a fixed remuneration component, in line with the structural alignment of his interests with those of
the Company. The amount of this remuneration remains unchanged from that paid to the same Chairman in the 2025
financial year.

With regard to the performance targets of the long-term incentive scheme (LTI 2024-2026), which are exclusively
monetary in nature, the target values (in their average value for the three-year period) of EBITDA Margin with a weight
of 50%, Sales with a weight of 25% and Net Invested Capital/Sales with a weight of 25% remained unchanged. The
Company has not revised the target values of the KPIs, as it considers the current structure of the Plan to be sufficient
to ensure the necessary alignment with the pay-for-performance criteria on which the Company’s Remuneration
Policy is based, whilst also ensuring the effectiveness of the retention objectives for key personnel without
compromising the integrity of the system. A simulation of the plan’s payout structure has shown that, should the 2026
budget targets be met, the plan would result in a payout commensurate with performance over the three-year period,
without automatically reducing the long-term variable component to zero.
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With regard to the short-term incentive scheme (MBO), the central role of financial and economic indicators (EBIT,
Business Margin and Net Sales) — whether at Group level or for a specific business area - remains unchanged,
although these are allocated and weighted differently according to specific organisational responsibilities. However,
certain indicators have been revised with the aim of simplifying the structure of the incentive scheme and enhancing
its focus and effectiveness. In particular, the NIC/Sales, Capex/Sales and Fixed Costs ratios have been replaced by
the Net Financial Position (NFP) and Order Intake ratios, in line with the renewed strategic importance of these areas.

The management’s annual incentive scheme (MBO) also includes a sustainability performance indicator, known as
the CSR Index, which, in addition to measuring the reduction in tonnes of CO,eq - already included in the 2024 and
2025 plans, for which the Company has updated the baseline to 2023 - now also includes a social objective, aimed at
measuring the business’s ability to promote and reflect the corporate culture and to develop widespread leadership.
This new composition of the CSR Index is the result of the process initiated in previous financial years and is consistent
with the Company’s commitments to sustainability.

With regard to Executives with Strategic Responsibilities, following changes to the organizational structure and recent
management appointments, the Board of Directors has updated the list to include new appointees who hold key roles
in the Group’s operational and strategic management.

Finally, the Remuneration Committee reviewed the contents of the letter from the Chair of the Corporate Governance
Committee dated 18 December 2025, which had already been brought to the attention of the Board of Directors, and
examined in detail, within the scope of its remit, the recommendations contained therein and their implications for the
Company’s Remuneration Policy.

In this context, the Committee has given particular consideration to the use of any one-off special payments and the
relevant regulatory framework. The Committee noted that recourse to this instrument is limited to exceptional
circumstances and is intended to attract managerial talent in competitive environments, whilst ensuring compliance
with Recommendations 27 and 28 of the Corporate Governance Code through appropriate disclosure and decision-
making procedures. With a view to mitigating risks and safeguarding the company’s interests, the Committee has
resolved to amend the Remuneration Policy, specifically with regard to the section on exceptions (Section 1.6),
stipulating that amounts paid by way of exception are to be paid on a deferred basis (within a maximum period of
twelve months), without prejudice to the possibility of immediately covering actual costs only. This provision is
intended to strengthen oversight of the legitimacy of ad hoc payments, whilst allowing the Company a grace period to
safeguard the stability of the relationship.

With regard to the results of the implementation of the Policy for the year 2025, Section Il of the Report, which we are
submitting to the Shareholders’ Meeting for an advisory vote, sets out all relevant details and comments.

| would like to take this opportunity to renew my thanks to my Committee colleague Rossella Schiavini, as well as to
the Board of Statutory Auditors, for their significant contribution to the effective conduct of the Committee's work.

[ thank you in advance for your endorsement and support of Section | of the Report submitted to the vote.

Federica Ricceri

Chair of the Remuneration Committee
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Summary of the Remuneration Policy

2026 Remuneration Policy

Our Remuneration Policy is based on clear and shared principles, defined to guide compensation programmes and
the decisions that derive from them. Each remuneration measure is defined on the basis of the following principles:

Shared objectives Attractiveness on Equality Transparency
labour market

to direct managerial action to be competitive in to eliminate any to clarify the principles and

towards the creation of attracting and retaining discrimination based on systems governing
sustainable value key staff gender, age, ethnicity or remuneration
social and cultural
background

In order to determine the appropriate remuneration package for all those covered by the Policy, the Company
constantly monitors remuneration practices and market trends, with the aim of attracting, retaining and motivating
its staff.

Availing itself of market benchmark analyses conducted by the independent consultancy firm Willis Towers Watson,
back in 2024, the Company defined the remuneration packages of the Chairman/Chief Executive Officer, the
members of the Board of Directors and the Board of Statutory Auditors on the basis of peer group panels indicated in
paragraph 1.5 below, identified according to criteria set forth therein.

The “Global Grading System” methodology, internationally certified by Willis Towers Watson, is applied to correctly
define the remuneration packages of Executives with Strategic Responsibilities.

It should be noted that, as of the year 2025, the Company fully integrated the companies acquired in the year 2024 into
its remuneration policies.

What's new in 2026

The 2026 Remuneration Policy builds on the policy adopted in previous financial years and confirms the approach
already introduced from 2024 onwards, incorporating a number of updates designed to enhance alignment with the
Group’s strategy and its current organisational structure, regulatory developments, the Recommendations of the
Chairman of the Corporate Governance Committee and best market practices, with the aim of ensuring the greatest
possible clarity and transparency for all stakeholders.

The main changes compared with the 2025 Policy are summarised below:
1. Update to the scope of the Policy’s recipients

The 2026 Policy reaffirms the decision to provide the Chief Executive Officer — who was appointed on 12 June 2025 and
also holds the position of Chairman - with a fixed remuneration component only. This approach is consistent with the
Company’s ownership structure, as the Chief Executive Officer is the majority shareholder and his interests are
therefore inherently aligned with those of the Company and the other shareholders. Paragraph 3.1.2 explains the
rationale behind this approach.
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Following changes to the organizational structure and recent management appointments, the Board of Directors has
updated the list of Executives with Strategic Responsibilities to include new appointees who hold key roles in the
Group’s operational and strategic management.

2. Update of the objectives of the 2026 MBO system

The set of short-term indicators has been revised and realigned with the operational priorities and pillars of the 2026~
2028 Strategic Plan, whilst ensuring continuity with the previous model, in order to promote focus, accountability and
effectiveness.

Specifically:

- Four main types of KPIs have been identified: business, profitability, financial and sustainability
metrics, with a reduction in the number of KPIs overall and per role;

- the CSR index has been expanded to include a social indicator;

- The type and weighting of the KPIs assigned to each role have been defined on the basis of the

organizational responsibilities of the recipients, with specific metrics for each role, in order to promote
clarity and accountability.

Amendments made to the 2026 Remuneration Policy following approval by the Shareholders’
Meeting on 28 April 2026

Following approval of the 2026 Remuneration Policy by the Shareholders’ Meeting on 28 April 2026, certain
organisational and corporate governance requirements arose, relating, on the one hand, to the termination of the
employment relationship of the Chief Financial Officer and Investor Relations Officer and, on the other, to the need to
promptly strengthen oversight of the Company’s key business functions, supporting and guiding them in_the
implementation of the strategic priorities identified.

In this context, on 5 May 2026, the Board of Directors appointed the Deputy CEO, who, in connection with the position
held as an executive member of the Board of Directors, was also assigned the functions of the Chief Financial Officer
and Investor Relations Officer. The decision to entrust the Deputy CEO with such responsibilities was supported by the
strong alignment of his professional profile with the Company’s specific requirements, taking into account both his
significant experience in the economic and financial matters and his previous twenty years of experience with the
Company, first as Chief Financial Officer and subsequently as General Manager.

In light of these circumstances, the Company deemed it appropriate to update certain sections of the document in
order to reflect the effects of the changes to the composition of the corporate bodies, the organisational structure and
the related responsibilities.

The amendments made to the version approved by the Shareholders’ Meeting are set out below:

1. Addition of a section dedicated to the Deputy CEO

Section 3.1.3 was added specifically to address the remuneration of the Deputy CEO, in order to ensure that it is
adequately reflected in the Remuneration Policy.
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2. Update to the Remuneration Policy following the termination of the Chief Financial Officer’s employment relationship

The Remuneration Policy was updated to reflect the effects of the termination of the Chief Financial Officer’s
employment relationship on 31 May 2026, as well as the resulting changes to the organisational structure and
management responsibilities. In_particular, the disclosure relating to the specific agreement applicable upon
termination of the employment relationship was removed, and the pay mix of the Executive with Strategic
Responsibility was consequently updated.

The amendments described above also resulted in updates to the information contained in the document regarding
the composition of the corporate bodies and the presentation of the Deputy CEQ’s pay mix in the relevant sections of
the Remuneration Policy. In addition, in order to provide more detailed information on the provisions applicable to
termination payments or payments upon termination of office or employment, already referred to in the Executive
Summary, the Company has included in paragraph 3.5.1 a specific description of the provisions on this matter under
the applicable legislation or the relevant collective bargaining agreement.
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Executive Summary

Purpose/Characteristics Criteriaand Attributed values/benefits
conditions of

implementation

Component

P Fixed remuneration
(oo |

Adequately compensates the
skills, professionalism and
contribution required by the

role, with the aim of

supporting motivation, also
for retention purpose.

Fixed
compensation
determined by the
Board of Directors
pursuant to Article
2389 of the Italian
Civil Code, during
the allocation of
the compensation
determined by the
Shareholders’
Meeting

Chairman and Chief Executive
Officer®: €1,200,000
(annual fixed remuneration for the
offices)

Deputy CEO €640.000
(annual fixed remuneration for the
office, to be pro-rated based on its

duration)

ESRs: commensurate with the role
heled and the delegated powers; with

possible annual adjustments
determined based on merit
(continuity of individual performance)
or role/responsibilities progression,
in line with the Policy and the pay mix.

Incentives Paid annually in cash, it Recipients: Deputy  Chairman and Chief Executive
/AR Short-term variable Serves to motivate and guide ~ CEO, ESRSs, top Officer™: not provided for
@ (MBO - management in the short level of
term, in alignment with the management and
l\lla_nag_ement by corporate objectives set by other key figures
Objectives) the Board of Directors. within the
organisation.
The amount of the annual
short-term incentive depends  Deputy CEO KPIs: Target Deputy CEO €120.000
on the role held and on the * Group EBIT Cap Deputy CEO €156.000
company and individual (weight: 40%)
performance. * Net Sales
(weight: 25%)
* NPF
(weight: 25%)
* CSRINDEX
(weight: 10%)
ESRs KPls:: ESRs Target:
Business (Net aligned with the responsibilities and
Sales, Order role held (maximum 35% of gross

Intake, Product
mix,);

profitability (EBIT,
Business Margin);
financial (NFP,
DSO, DSI);
sustainability
(emissions and
leadership)

Award of incentive:
the nominal value
of the target
incentive is
determined based
on the role held.

Vesting of
incentive:
annual results.

annual salary)

Disbursement of the incentive: based
ontheresults achieved inthe previous
year.

1 The Chairman and Chief Executive Officer is the majority shareholder
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Component

Purpose/Characteristics

Criteria and
conditions of
implementation

Attributed values/benefits

Variable long-term

Cash plan reserved for

/l I incentives holders of positions with the
_ most direct responsibility for
.I I(rI;-(EIen‘Ic_iSQ)g Term company’s results, ensure

greater alignment between
shareholders’ interest and
management action.

Three-year
incentive plan (LTI)
with a three-year
vesting period and
provision of
advancing 50% of
the nominal value
of the Bonus based
on the results
achieved over the
two-year period.

Recipients:
first level of
management

Indicators:
EBITDA margin
(50%); SALES
(25%);
NIC/SALES (25%).

Award of incentive:
the nominal value
of the target
incentive is
determined based
on the role held.

Vesting of
incentive: average
results over the
three years during
the vesting period,
measured on a
linear scale
compared to the
defined target.

Chairman and Chief Executive
Officer™ not provided for

Deputy CEO not provided for
under the term of office ending upon

approval of the 2026 financial
statements

ESRs Target:  33% fixed component?
ESRs Cap: 50% fixed component

The incentive awarded in case of
reaching the minimum performance
level will be 40%, the maximum
possible incentive is 150% of the
nominal value of the individual
incentive.

In the case of performance below
80% of the target value, the
corresponding incentive will be zero.

. Pay mix
¢~

The remuneration of the
Chairman of the Board of
Directors and Chief
Executive Officer does not
include any variable
components, given that he
is also the majority
shareholder

Chairman of the BoD and Chief Executive

1The Chairman and Chief Executive Officer is the majority shareholder

2 Annual Value
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Pay mix target

Chairman of the BoD and Chief Executive

O

ESRs (average)
19%

& )

Deputy CEO
i
8

M Fixed Remuneration ® Short-term Variable remuneration (MBO) ™ Long-term Variable incentives (LTI)

Pay mix cap

o

Deputy CEO

O

ESRs (average)

25%

! 549

B Fixed Remuneration ® Short-term Variable remuneration (MBO) ¥ Long-term Variable incentives (LTI)
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Component

Purpose/Characteristics

Criteria and
conditions of
implementation

Attributed values/benefits

@ Benefits

These incentives support
the pay package in line
with common market
practices and the

Defined in
continuity with the
Policy implemented
in previous years
and in accordance

Chairman and CEO
¢ Mixed-use company cars
e Accident policy
e Healthcare policy

requirements of the ] - +  D&O policy
applicable national with the provisions
collective bargaining of Ij‘}’v regILIJIa'Ec[ons Deputy CEO
agreement (“CCNL”). They 23@;:10;“? ve ¢ Life & accident policy
include additional extra ¢ D&O policy
components, mainly
pertaining to social ESRs
insurance or pensions, in * supplementary pension
order to ensure the e supplementary healthcare
competitiveness and e forms of insurance coverage
appreciation of the pay * mixed-use company cars
package. ¢ free use of accommodation
o D&O policy
Non-executive directors
e+ D&O policy
Members of the Board of Statutory
Auditors
e DRO policy
B  End-of-service Subscribed or potentially End-of-office Chairman and Chief Executive Officer:
= 2 indemnities/Non-  Underwritten to contain indemnity not provided for
—-x _ potential litigation and/or imp ing
:glrlr:: Fizcifcieoar:]dﬁ competition risks. QNE’O'\,T;(')%@?;'” Deputy CEO: not provided for
_— provided for, as no
agreements end-of-office Other members of the Board of

indemnities have
been resolved in
favour of the Board
of Directors.

Employment
termination
indemnity

Applicable upon
termination of

employment, in.
accordance with.
the conditions set
outinthe
applicable
legislation and
contractual

provisions.

Non-compete and
non-solicitation
agreements

Defined, where

applicable, in
relation to the office

orrole held and the

specific needs to
protect the interests

of the Company.

Directors: not provided for

ESRs:

The Company recognises the
indemnities due pursuant to applicable
laws and national and company-level
collective bargaining agreements.

Chairman and Chief Executive Officer: _
not provided for

Deputy CEO:
Non-compete _and _ non-solicitation

restrictions applicable for the 12 months
following termination of office. No
specific remuneration is provided for
such restrictions, given the nature of the

relationship.

ESRs:

Where applicable, the restriction is
determined in relation to the role held,
with _remuneration set within __a
percentage range of the gross annual
remuneration (25%-50%) and paid in
instalments, the last of which is paid
upon termination of employment.
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Purpose/Characteristics Criteriaand Attributed values/benefits
Component conditions of
implementation
_5 Clawback Clauses that allow the possibility of requesting the
return of variable components of remuneration

determined on the basis of data that have
subsequently proved to be manifestly incorrect or
determined in the presence of fraudulent or negligent
conduct on the part of the recipients.
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2025 Results

Revenue Adjusted EBITDA? EBIT Net Profit/Loss

SOUMERAON | | 662.00 | | 39.00 | | -16.00| | -20.00

€M €M €M
-12.2% vs 2024 -34.4% vs. 2024 N/A NS

2025 results

The economic context

In 2025, the global economy demonstrated considerable resilience, despite the challenges posed by tariffs
and geopolitical uncertainty. Global growth has been moderate, with positive signs driven by falling oil
prices, easing financial conditions and improved trade relations between the United States and China.

The United States and China have seen their growth forecasts revised slightly upwards, thanks to robust
private consumption and investment, whilst the eurozone has shown signs of resilience, with growth
driven mainly by domestic demand. In Italy, GDP growth was modest, driven in part by rising investment
and strong export performance. However, the propensity to save remains high due to economic
uncertainties.

In summary, despite a challenging global environment, 2025 saw moderate global economic growth, with
signs of resilience in the major economies, which helped to underpin economic activity worldwide.

Business area

An analysis by the main industry associations (Federmacchine, Acimall, GIMAV, UCIMU) for 2025 points to
a challenging economic climate, characterised by a general decline in economic indicators. In particular,
the Italian capital goods industry saw a decline in turnover, down 2.1% compared with 2024. Exports, a key
factor for many companies in the sector, fell significantly (-5.4%), mainly due to weakness in traditional
markets such as Germany, France and the United States, as well as the ongoing stagnation of foreign
markets linked to the conflict in Ukraine and geopolitical issues with China.

In the woodworking machinery sector, turnover fell by 10.4% compared with 2024, with a sharp slowdown
in exports (-13.9%) and a slight contraction in the domestic market (-2%). Similarly, the glass
manufacturing sector ended the year with a 9.2% decline compared with 2024, with exports falling by 5%.

Despite these negative trends, forecasts for 2026 point to turnover remaining largely stable, with exports
expected to remain under pressure and a slight increase anticipated in the domestic market, driven by
household consumption. Expectations of a recovery centre on the potential positive effects of fiscal
measures and incentives linked to the technological transition, which could boost domestic demand.

Evolution of 2025

Throughout the financial year, the international geopolitical and economic landscape continued to be
characterised by a high degree of uncertainty, with global trade tensions fuelled by the US administration’s
policy and the conflicts in Ukraine and Palestine. Added to this were the slowdown in the automotive sector
and in Germany, and the closure of key markets such as Russia and Belarus, coupled with intensifying
competitive pressure from Asia. On the domestic front, the incentives provided for in the Transition 5.0

3 Adjusted Gross Operating Margin or Adjusted EBITDA (Adjusted Earnings Before Interest, Taxes, Depreciation and Amortisation): this indicator is defined as
Profit (Loss) for the year before income taxes, financial income and expense, foreign exchange gains and losses, depreciation and amortisation of property,
plant and equipment and intangible assets, write-downs of fixed assets for impairment tests, allocations to provisions for risks and charges, as well as costs
and revenues deriving from transactions considered by Management to be of a non-recurring nature with respect to the Group's core business Biesse
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plan have not delivered the expected results, with take-up falling short of forecasts and helping to dampen
demand in the manufacturing sector, which was already suffering from international trends. These factors
have led to a slowdown in exports and persistent economic uncertainty, which has had a negative impact
on the group’s turnover

Biesse Group revenues in 2025 amounted to € 662 million, down (-12.2%) compared to 2024. An analysis of
turnover by geographical area shows that the decline is widespread across all regions.

The decline in volumes was also reflected in the operating profitability for the period, as shown by the
Adjusted EBITDA, which, excluding one-off costs, amounted to € 39 million, a decrease of 34.4% compared
to the previous year. Similarly, operating profit before non-recurring items (“Adjusted EBIT”) in 2025
amounted to € -15 million, with a negative delta of € 17 million compared to 2024 and a decrease in the EBIT
margin from 2.5% to 0.3%.

It should be noted that the Biesse Group’s financial results for the period under review were adversely
affected by “non-recurring items” amounting to €19 million, relating mainly to the impairment of goodwill
pertaining to the Machinery and Systems CGU, write-downs, provisions for redundancy incentives linked
to the reorganisation of production sites in Northern Italy, which are expected to be closed or downsized,
as well as a one-off corporate welfare payment.

In relation to the corporate restructuring provision recognised in the year under review, it represents the
best estimate of the further costs associated with the organisational transformation process that must
lead the company to an appropriate size of structure in line with the business model.

Shareholders' Meeting vote on the remuneration policy and compensation paid

In a decision made on 29 April 2025, the Shareholders’ Meeting approved Section Il of the 2025 Report on
the Remuneration Policy, with a majority vote equal to 92% of the voting rights present or represented. The
same shareholders' meeting approved Section Il of the Report, referring to the remuneration paid in 2024,
with 92% of the voting rights present or represented.

Below is a chart summarising the outcome of the Shareholders’ Meeting vote with reference to Sections |
and |l of the Report on the Remuneration Policy and compensation paid.

Trend of votes in favour of the Shareholders' Meeting

Q8% 83% No. w?t%:/c;ights 029%
No.zxéo;igg C)r‘ilg7h’ts 88% 28,385,307 °
2023 2024 2025

Year of voting at the Shareholders' Meeting

W\ Votesin favour Sect. I* W\ Votesin favour Sect. Il

* where there is no vote, a multi-year policy already approved in previous shareholders' meetings is deemed to be in force
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Economic, social and environmental sustainability

Biesse's sustainability initiatives were driven by a combination of best practice and innovation, involving
stakeholders to promote solutions that simplify and inspire our customers' imaginations to improve
people's daily lives.

The key factor in a company’s competitiveness is its human capital, comprising the men and women who
constitute our workforce.

The 2026-2028 Strategic Plan reaffirms the central role of people as an essential element in creating
sustainable and lasting value. In particular, it places particular emphasis on developing responsible
leadership and fostering an inclusive corporate culture based on integrity, collaboration and a results-
oriented approach.

Among the strategic priorities, the development of people is of particular importance, with a focus on
employee training. The Plan provides for significant investments in the growth of internal skills and the
professional development of the distribution network, with a view to supporting innovation, service quality
and the competitiveness of the organisation.

To ensure that these strategic objectives are effectively translated into concrete actions, specific initiatives
are planned to promote and reinforce the company’s values, which underpin the day-to-day work of all
employees. These values, which were already central to our training and onboarding activities in 2024 and
2025, will continue to be reinforced through professional development programmes and opportunities for
internal dialogue.

International Insightful Genuine Widespread Heartfelt Respectful
natives curiosity mastery transparency | commitment

In line with this initiative, Biesse is committed to promoting the development of people by stimulating
curiosity, encouraging innovation and enhancing the uniqueness of individuals by respecting their rights
within the framework of shared corporate values.

Accordingly, the following positive impacts are identified:

e The company adopts attraction and loyalty policies;

* |tadopts initiatives dedicated to increasing the well-being of employees in the company;

e |t carries out social and cultural initiatives to contribute to the territory in which it operates.

Furthermore, Biesse also aims to contribute to protecting the surrounding environment through the
responsible use of resources and materials, extending these principles throughout the supply chain.

Sustainability initiatives, which cover economic, social and environmental aspects, are also being
progressively integrated into the remuneration policy through the introduction of sustainability-related
KPIs into the short-term incentive scheme.

The management’s annual incentive scheme (MBO plan) includes, in fact, a sustainability performance
indicator, known as the CSR /ndex, which, in addition to measuring the reduction in tonnes of CO2eq -
already included in the 2024 and 2025 plans and for which the Company has updated the base/ineto 2023
- also includes a social objective aimed at measuring the business's ability to promote and reflect the
corporate culture and to develop widespread leadership.
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Connection with Biesse's business strategy

The Company’s Remuneration Policy has been defined in order to align the variable component with the
Company’s strategy and to guarantee sustainable performance over the long term.

In application of the Pay 4 Performance principle, the pay packages of the recipients of the Policy are
structured in such a way as to give significant weighting to the variable component (linked to the
attainment of pre-set objectives) over the fixed component, while still providing a well-balanced pay mix.

Short-term

Strategic pillars Strategic actions Medium-long term

incentives

incentives

Redefinition of the end-to-end process covering
demand planning, order management,
operations and logistics, with a focus on
strengthening governance mechanisms, cross-
functional integration and support for the

Business Plan EBIT

Restoring leadership in the service sector
. B through a structural overhaul aimed at rebuilding
LRGN eV wlly customer  relationships, whilst  strengthening

in our industry staff numbers and technical and professional
expertise. NET SALES

BUSINESS MARGIN

A structured recovery of the business and market EBITDA margin
share through the strengthening of commercial ORDER INTAKE

capabilities and a review of the market

organisation and sales function, with the aim of SALES
establishing a more effective model that is PRODUCT MIX

consistent with strategic priorities and geared

towards sustainable growth NIC/SALES

Accelerating product development through a NET FINANCIAL
roadmap focused on innovation and time-to- POSITION
market, complemented by a review of the product

M (ele [V DIV o]o ] Slaill portfolio to optimise the economic and strategic

Roadmap contribution of products to the overall plan. The DSO

simultaneous launch of applied research

initiatives focused on medium- to long-term

technological opportunities and threats. CSR INDEX

Market Development &
Business Recovery

Development of the supply chain in line with the
. . new S&OP model and the defined industrial
SV IACQELRSRINEN] (6trint, with a focus on the supplier base,
procurement and production flexibility.

Systematic development of technical and
managerial skills to support organisational
development

Figure 1 - Strategic Plan for 2024-2026 and remuneration policy

With reference to Article 123-ter, paragraph 3-bis of the TUF, the above model shows the link between the
performance targets used in the short and long-term incentive systems and the fundamental guidelines
of the 2024-2026 strategic plan, showing the clear and complete link between the Company’s strategic
plan and its incentive systems.
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2026
REMUNERATION
POLICY

Section |
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1. Governance

According to current legislation, the Remuneration Policy involves several company bodies, engaged
in different capacities in its preparation, approval and implementation: The Shareholders’ Meeting
(the “Meeting”), the Board of Directors (the “Board”), the Remuneration Committee (the “Committee”),
the Human Resources Department (the “Human Resources”) and the Board of Statutory Auditors.
These bodies are also involved in any revision of the Remuneration Policy, if necessary.

Remuneration
Committee + Human BOARD OF
Resources Department + Board of Directors STATUTORY
Independent Experts AUDITORS

Shareholders’
Meeting

Figure 2 — Process of defining the Remuneration Policy

1.1. Shareholders’ Meeting

The Shareholders’ Meeting:

e determinesthetotalamountfor the remuneration of all directors, including those holding special
offices, and the remuneration of statutory auditors;

e expresses its binding vote on the Remuneration Policy adopted by the Company, pursuant to
Article 123-ter, paragraphs 3-bis and 3-ter of the TUF;

e expresses its non-binding vote on the second section of the report on the remuneration policy
and remuneration paid by the Company, pursuant to Article 123-ter, paragraph 6 of the TUF;

¢ resolves on any compensation plans based on financial instruments for directors, employees
(including executives with strategic responsibilities) and collaborators, pursuant to Article 114-
bis of the TUF.
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1.2. Board of Directors

The Biesse Board of Directors in office at the date of this Report is composed of the following seven

members:
Roberto Selci Chairman and CEO
‘ Stefano Porcellini Deputy CEO

Salvatore Giordano Director (non-executive)
Pier Giorgio Bedogni Independent (non-executive) director
Federica Ricceri Independent (non-executive) director
Rossella Schiavini Independent (non-executive) director
Cristina Sgubin Independent (non-executive) director

The Board of Directors:

¢ determines the remuneration of the Directors, including those holding special offices, within the
limits of the total remuneration for the remuneration of all the directors established at the
Shareholders' Meeting, after having heard the opinion of the Board of Statutory Auditors;

e determines the variable remuneration of the ESRs;
e approves the general criteria for the remuneration of ESRs;

e examines and approves the Remuneration Policy, on the basis of proposals made by the
Committee and Human Resources, and submits it to the Shareholders' Meeting.

It should be noted that no director participates in Board meetings in which proposals concerning their
own remuneration are formulated, except in the case of proposals relating to all members of the
Committees established within the Board of Directors.
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1.3. Remuneration Committee

The Remuneration Committee, which is formed exclusively of independent directors, supports the Board
in preparing the short, medium and long-term plans and in supervising the Policy, of which it will
periodically assess the adequacy, overall cohesion and concrete application.

The Committee is tasked with providing advice and proposals to the Board in relation to the determination
of remuneration for the Executive Directors and those with special responsibilities as well as the
Executives with Strategic Responsibilities of the Group, and in relation to the appointment/replacement
of independent directors and sizing and composition of the Board.

The tasks entrusted to the Remuneration Committee by the management body are as follows:
e Assisting the Board in preparing the Remuneration Policy;

¢ Making proposals to the Board on the remuneration of the Executive Directors and other directors
who hold special offices, as well as setting performance targets related to the variable component of
remuneration;

¢ Monitoring the implementation of the Remuneration Policy and verifying in particular that
performance targets have been met;

e Periodically evaluating the adequacy and overall cohesion of the policy of remuneration for directors
and top management.

1.3.1. Composition

The Committee is composed of two Non-Executive and Independent directors (as defined in the TUF) who
have adequate knowledge and experience in this area:

. Chairman Federica Ricceri

. Member Rossella Schiavini

1.3.2. Activities

Throughout 2025, the Committee carried out its work in a consistent and structured manner, holding
nine meetings, with all its members attending each one.

The meetings were attended by the Chief HR, General Affairs & Safety Officer and the Chief Legal &
Corporate Affairs Officer, the latter acting as Secretary. The Board of Statutory Auditors, having been
duly invited, attended all the meetings held during the financial year.

Within the scope of its remit, the Committee assisted the Board of Directors in the process of drawing
up and updating the Remuneration Policy for the year 2025, as well as in verifying the correct application
of the current policy. In this context, the Committee issued a favourable opinion on Sections | and Il of
the 2025 Remuneration Policy Report and on the remuneration paid in 2024, confirming that the
remuneration system is consistent with the applicable regulatory framework and the Company’s
guidelines.

During the financial year, the Committee was also asked to give its opinion on the compliance with the
policy regarding the severance agreements of the Chief Executive Officer and General Manager, Mr
Massimo Potenza, and the Chief Financial Officer.
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The Committee also assessed the remuneration packages of three Senior Executives with Strategic
Responsibilities who are candidates for appointment to the roles of Chief Financial Officer, Senior
Executive Officer and Chief HR, People Communications, Safety & General Affairs Officer and Safety
Officer, verifying compliance with the Policy and market practices and, where necessary, initiating the
prescribed approval process for exemptions governed by paragraph 1.6 of Section | of the Policy, in the
situations described in paragraph 1.6 of Section Il - Part | of this report.

Finally, the Committee maintained ongoing oversight of the short-term incentive scheme (MBO),
reviewing the final results for the 2024 financial year, monitoring the performance of KPIs for 2025, and
contributing to forward-looking assessments regarding the development of the target framework for
the 2026 financial year. As part of these activities, the Committee paid particular attention to the CSR
Index and the Material (Product) Mix, assessing their suitability in relation to the company’s strategies.

January — March (2)

Activities

e Opinion on the Report on the
Remuneration Policy 2025 and
remuneration paid in 2024

e 2024 ESRS MBO Final Report

October — December (3) v April - June (2)

Activities Activities

* Review of the consistency of * Monitoring of 2025 MBO KPI
remuneration for candidates for e ege performance
the positions of Senior Executive CVCIe Of aCtl\”tles Of ® In-depth analysis of MBO, CSR
Officer and Chief HR, People 1 Index and Material (Product) Mix
Communications, Safety & the cRem u r_‘t?tratlon indicators
General Affairs Officer ommittee e Assessment regarding the

e Assessments regarding derogation from the
exemptions from the Remuneration Policy in relation to
Remuneration Policy ir_\ relation to the settlement agreement
the payment of a special bonus to concerning the departure of the
the Chief HR, People Chief Executive Officer

Communications, Safety &
General Affairs Officer

* Guidelines for the 2026 ESRS MBO
Framework

July - September (2)

Activities

e Monitoring of 2025 MBO KPI
performance

e Assessment of the consistency
of the proposed settlement
agreement with the Chief
Financial Officer.

* Review of the remuneration
package for the candidate for
the position of Chief Financial
Officer

e Assessment of exemptions
relating to severance indemnity
and the entry bonus for the
Chief Financial Officer,

~

Figure 3 — Cycle of the Remuneration Committee’s main activities
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1.4. Board of Statutory Auditors
The Board of Statutory Auditors:
e participates in the meetings of the Remuneration Committee; and

e expresses the opinions required by the regulations in force, in particular the opinion relating to the
remuneration of Directors invested with particular offices pursuant to Article 2389, paragraph 3, of
the Italian Civil Code.

1.5. Intervention by independent experts and market benchmarking

Biesse's Remuneration Policy provides for constant monitoring of remuneration practices and general
market trends, with reference to remuneration levels, composition and systems, in order to ensure the
competitiveness of the remuneration offer and the Company's ability to attract, retain and motivate
people.

Biesse, therefore, in defining its Remuneration Policy, verifies its remuneration structure also on the basis
of analyses on market benchmarks carried out by the independent consulting firm Willis Towers Watson.

The choice of peer groups was made in 2024, by selecting listed companies with dimensions comparable
to those of Biesse in terms of revenues, market cap, number of employees; for the CEO's peer group,
reference was made to industrial companies, often BTBs, excluding companies in the financial and
service sectors. Additional characteristics such as the degree of internationalisation and ownership
structure were also taken into account.

¢ For the Chairman of the Board of Directors, a peer e For the position of Chief Executive Officer and

group has been selected consisting solely of
companies in which there is an executive
chairman. The same panel of companies was used
for the benchmark on the remuneration of the
Board of Directors and the Board of Statutory
Auditors The peer group selected is overall
comparable to Biesse in terms of the size of the
companies included (Revenues, Number of
Employees, Market Cap) and consists of the
following companies:

General Manager of the Company, a peer group
has been defined that is overall comparable to
Biesse in terms of the size of the companies
included and the degree of internationalisation
and ownership structure. The panel for the
CEO/GM's remuneration benchmarkis made up of
the following companies:

Ariston Holding ERG
Brembo Geox

Cairo Communication Immsi

Carel Industries Intercos

CIR KME Group
Datalogic Piovan

Elica Salcef Group

Bobst Group Industrie De Nora
Bystronic AG Intercos

DMG MORI AG Interpump Group
Dirr Aktiengesellschaft Krones AG

Elica Kuka

EuroGroup Laminations Piovan

F.I.L.A. - Fabbrica Italiana SAES Getters
Lapis ed Affini Salcef Group
Garofalo Health Care Sogefi

GVS SOL

The “Global Grading System” methodology, internationally certified by Willis Towers Watson, was used to
review the remuneration of the ESRs. The values contained in the “Executive Survey - Italy” by Willis Towers

Watson were used as market references.
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1.6. Derogation from the Remuneration Policy

In compliance with the provisions of Legislative Decree 49/2019, specific rules apply for temporary
derogations from the Remuneration Policy, in the event of exceptional circumstances that require such
derogations in order to pursue the long-term interests and sustainability of the Group as a whole or to
assure its capacity to remain on the market, without affecting the provisions of paragraph 3.2.2 with
reference to the long-term incentive plan (LTI 2024-2026).

Exceptional circumstances would be:

extraordinary or unpredictable events occurring nationally or internationally which affect the Group
or its industries and/or markets, and which may significantly impact its results;

substantial changes to the way in which the Group organises its activities following extraordinary
operations such as mergers, sales or purchases of companies or business units;

unexpected events that require the replacement of a strategic role and the rapid negotiation of a pay
package that is not fully aligned with the guidelines and principles of the Policy, in order to attract the
professional profiles best suited to the fulfilment of objectives;

the need to provide for payments other than those governed by the Remuneration Policy (such as
entry bonuses or retention bonuses) to facilitate the recruitment or retention of personnel possessing
specific skills and high-level professional expertise; such payments are to be made on a one-off,
deferred basis (within a maximum period of twelve months) upon the occurrence of the relevant event,
unless the payment constitutes a reimbursement of out-of-pocket expenses.

In accordance with the reference legislation and in close connection with the specific circumstances,
below is a list of the elements of the Remuneration Policy that may be varied:

a change in the ratio between fixed and variable remuneration;

avariation in the performance targets and/or respective weightings and/or entry conditions for
the incentive plans;

attribution of one-off bonuses for attraction or retention purposes;
the award of special indemnities;

the types of benefit granted.

The process involves the following steps:

The Remuneration Committee:

1)
2)
3)
4)
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verifies the existence of the exceptional circumstances;
prepares the derogation proposals with the assistance of the Human Resources;
presents the derogation proposals for approval by the Board of Directors;

presents and justifies the derogation proposals as approved by the Board of Directors, in Section
Two of the Remuneration Report which is submitted to the Shareholders’ Meeting for approval in
the financial year following the adoption of the derogation.
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The derogation will be adopted in accordance with the Related Party Transactions Procedure, as approved

by the Company and in force from time to time, and with Consob Regulation No. 17221 of 12 March 2010
(Related Party Transactions).

Remuneration Committee

Board of Directors Remuneration Committee

Figure 4 — Derogation approval procedure
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2. Purposes, principles and recipients of the Remuneration
Policy

The Remuneration Policy proposed for 2026 is designed to attract and retain all the key roles who have
the professional profiles needed to reach the set objectives, while at the same time guaranteeing a close
link between the interests of management and those of all the company’s stakeholders. The Policy is
inspired by the following principles:

Shared objectives

A substantial part of management’s remuneration is aimed at attaining defined objectives over a multi-
year period, so that the executive roles are focused on creating sustainable long-term value in line with
the expectations of all stakeholders.

The Company’s attractiveness as an employer

The pay levels, which are partly set according to the market benchmarks for comparable roles, are set at
a level that will attract and retain key roles within the organisation.

Equity

Pay-related decisions are not influenced by differences in gender, age, ethnicity or cultural background.
On the contrary, we support and value inclusivity by involving people in the Company’s success, in the
firm belief that this is the best way to motivate them fully.

In determining the Remuneration Policy for key personnel, the Company consistently takes into account
the salaries and working conditions of all employees, in order to avoid any unjustified imbalances.

Transparency

Our governance system is clear and efficient, and hinges on the principle of maximum transparency for
all stakeholders, with regard to remuneration.

The principles listed above form the basis of the Performance Evaluation and Pay 4 Performance system
that the Biesse Group has introduced, in accordance with the guidelines of the 2026-2028 strategic plan.
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2.1. Recipients

The Remuneration Policy applies to members of the Board of Directors, to Executives with Strategic
Responsibilities and to the members of the Biesse Group’s Board of Statutory Auditors.

For the purposes of this Policy, “Executives with Strategic Responsibilities” are defined as those
managers who, within the Biesse Group, have the power and responsibility, either directly or indirectly, to
plan, direct and oversee the Company’s activities.

As at the reporting date, the Board of Directors - with resolution of 27 February 2026 - identified
Executives with Strategic Responsibilities as the holders of the following roles:

e Chief Financial Officer

e Senior Executive Officer

. Chief HR, People Communications, Safety & General Affairs Officer
e Chief of Staff Officer

. Chief Product, Development & Innovation Officer

. Chief Services & Parts

The Board of Directors retains the right to appoint further Executives with Strategic Responsibilities in line
with changes to the Group’s organizational structure.

It should be noted that, as at the date of this Report, there is no management position corresponding to
that of Chief Financial Officer, the related responsibilities being assigned to the Deputy CEO in connection
with his/her position as a member of the Board of Directors. Should such responsibilities be assigned,
during the period of validity of the Policy, to an individual holding a management position, the relevant
remuneration will be determined in accordance with the principles and criteria set out in this Policy.
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3. Information about the Company Remuneration Policy

In preparing this Policy, the Board of Directors took into consideration the principles and
recommendations of Article 5 Recommendation 27 of the Code of Corporate Governance, which covers
the remuneration of the executive directors and top management, in particular:

a balancing of the fixed and variable components that is adequate and consistent with the
Company’s strategic objectives and risk management policy, taking into account the characteristics
of the business activity and the industry, while determining that the variable component should
represent a significant part of the overall remuneration;

capping of payments of variable components;

the performance objectives underlying the payment of variable components are predetermined,
measurable and also linked as to a significant part to a medium-long-term time horizon. They are
consistent with the Company’s strategic objectives and are aimed at promoting the sustainable
success of the business - they may include non-financial components where relevant;

contractual provisions that allow the Company to reclaim all or part of the variable remuneration paid
(or to retain deferred sums) if those sums were determined on the basis of data that proved to be
manifestly misstated, or in other circumstances identified by the Company;

clear, predetermined rules about the payment of indemnities for termination of a director’s role,
which place a cap on the total amount that can be paid by linking it to a certain sum or certain number
of years’ remuneration. This type of indemnity cannot be paid if the contract was terminated because
the results achieved were objectively inadequate.

The remainder of this Report presents the main characteristics of the remuneration packages for the
following roles:
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Non-executive directors;
Executive directors;
Executive with Strategic Responsibilities;

Members of the Board of Statutory Auditors.
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3.1. Remuneration of the members of the Board of Directors

On 29 April 2024, the Shareholders’ Meeting appointed the new Board of Directors for 2024-2026, and set
the number of members at 7. At the same time, the Meeting authorised the remuneration of the Directors,
setting a total amount of Euro 1,570,000.00 for each financial year during which the Board remains in
office; the total amount is to be distributed among the directors pursuant to Article 2389 of the Italian Civil
Code, as detailed below.

The Shareholders’ Meeting convened for 12 October 2026 will be asked to approve the revision of the total
amount of remuneration payable to the members of the Board of Directors, to €2,060,000.00.

In addition to the payments detailed below, the directors will be entitled to the reimbursement of expenses
incurred in the performance of their role.

The guidelines of the 2026 Remuneration Policy, within the scope of the prerogatives of the Shareholders'
Meeting, are inspired by a principle of continuity with the previous policy.

3.1.1. Non-executive directors

For non-executive directors, remuneration is fixed and not linked to the achievement of performance
targets. This remuneration, in accordance with Article 5 recommendation 29 of the Code of Corporate
Governance, is consistent with the competence, professionalism and commitment required in the duties
allocated in the Board and the Board committees. The current procedure provides that directors are
entitled to the reimbursement of the cost for meal and accommodation if they are physically present at
the Company’s head office to carry out their duties.

The Shareholders' Meeting of 29 April 2024 resolved on the total remuneration of the Directors for the
three-year period 2024-2026, divided by the Board, which established a fixed gross annual remuneration
for the office of Euro 29,500 for participation in the Board of Directors. The additional remuneration due
to non-executive directors for participation in Board Committees is as follows:

Additional remuneration for participation in Board Committees

Control and Risks Committee Remuneration Committee Related Parties Committee

Chairperson €20,000 Chairperson € 18,300 Chairperson € 1’290 per
meeting (*)
Member €10,000 Member £€9,800 Member € 1,000 per
meeting (*)

(*) maximum € 4,400 per year
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3.1.2. Chairman of the Board of Directors and Chief Executive Officer

The remuneration of the Chairman of the Board of Directors and Chief Executive Officer amounts to Euro
1,200,000 and consists exclusively of the fixed component, paid in accordance with Article 2389 of the
[talian Civil Code.

This remuneration remains unchanged from that previously provided for the position of Chairman of the
Board of Directors alone, despite the addition of the role of Chief Executive Officer.

The level of remuneration is determined on the basis of various factors, including the complexity and
responsibilities associated with the role, the experience required, and the relevant salary market.

The remuneration package does not include any variable components. This approach is consistent with
the Company’s current governance and ownership structure, under which the roles of Chairman and
Chief Executive Officer are held by Roberto Selci, the majority shareholder, whose interests are
structurally aligned with those of the Company and its shareholders

In this context, the remuneration structure ensures that the role is adequately compensated without the
need for additional incentive schemes, whilst at the same time ensuring that management decisions are
geared towards creating sustainable value and ensuring the Company’s stability in the medium to long
term.

Remuneration package for the Chairman
of the Board of Directors and the Chief Executive
Officer

100%

B Fixed Remuneration B Short-term Variable remuneration (MBO) ¥ Long-term Variable incentives (LTI)

3.1.3. Deputy CEO

On 5 May 2026, the Board of Directors resolved to appoint a Deputy CEO from among its members.

The appointment of the Deputy CEO took place in_exceptional circumstances pursuant to the
Remuneration Policy, arising, on the one hand, from the resignation of the Chief Financial Officer and, on
the other, from the need to promptly strengthen the Company’s key business functions, ensuring
management continuity and oversight of the Company’s main business functions. Such circumstances
resulted in the need to resort to the derogation procedure provided for by the Remuneration Policy.
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The Deputy CEO holds an office-based relationship with the Company, acting as an executive member of
the Board of Directors (without entering into any employment relationship) and, in connection with the
office held, also performs the functions of Chief Financial Officer and Investor Relations. The functions of
the Manager responsible for preparing the Company’s financial reports remain assigned to a Company
executive, in accordance with applicable legislation.

The decision to entrust such responsibilities to the Deputy CEO was supported by the strong alignment
of his professional profile with the Company’s needs, taking into account both his significant experience
in the economic and financial matters and his previous twenty years of experience with the Company, first
as Chief Financial Officer and subsequently as General Manager.

The remuneration for the term of office ending upon approval of the 2026 financial statements comprises
an annual fixed component and a short-term variable component (MBO), subject to the achievement of
specific performance objectives, including non-financial objectives. For the 2026 term of office, it was not
possible to include the Deputy CEO in the 2024-2026 LTl plan, as the minimum participation period
requirements set out in the relevant Regulations had not been met.

The determination of the level of fixed remuneration takes into account the complexity of the office, the
responsibilities assigned, the experience required for the role and the relevant remuneration market.

The fixed component of the remuneration package ensures an adequate level of remuneration even if the
variable component is not paid, helping to limit the assumption of excessively risk-oriented behaviour
and to foster the pursuit of objectives consistent with the interests of the Company.

The variable component is subject to the achievement of predetermined performance objectives, defined
in accordance with the principles and guidelines of the Remuneration Policy and aimed at pursuing the
Company’s strategic objectives.

In order to encourage the Deputy CEO to accept the position, a bonus of €80,000.00 has also been
provided for, to be paid by April 2027, provided that the position has not terminated for reasons
attributable to the Deputy CEO.

The Deputy CEO’s remuneration package is therefore composed as follows:

640.000 120.000 80.000 v

3.1.3.1.Short Term Incentive (MBO Plan)

The short-term incentive provided for the Deputy CEO, in relation to the office held and the responsibilities
assigned, is determined by the Board of Directors, with the Deputy CEO abstaining, upon the proposal of
the Remuneration Committee and having heard the opinion of the Board of Statutory Auditors.
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The Deputy CEQ participates in the Company’s annual Management by Objectives (MBQO) Plan, described
in Section 3.2.1 of this Report, to which reference is made for an illustration of the performance objectives,
operating criteria and governance.

The following table sets out the objectives assigned to the Deputy CEO for 2026 and their respective
weighting for the purposes of determining the short-term variable incentive:

- o | 40%
NET SALES Group. M
3.1.3.2. Pay mix Deputy CEO

The following illustrates the Deputy CEQO’s pay mix in the event of target and maximum performance
achievement:

Pay mix maximum

Pay mix target
Deputy CEO Deputy CEO

B Fixed Remuneration M Short-term Variable remuneration (MBO) I Long-term Variable incentives (LTI)

3.2. Executives with Strategic Responsibilities

As at the date of this Report, the management positions classified as Executives with Strategic
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Responsibilities, as identified by the Board of Directors in its resolution of 27 February 2026, are as follows:
e Chief Financial Officer*

e Senior Executive Office

. Chief HR, People Communications, Safety & General Affairs Officer

e Chief of Staff Officer

. Chief Product Development & Innovation Officer

e Chief Services & Parts Office

The remuneration package for ESRSs includes a fixed annual component for the managerial relationship
with the company, a short-term variable component and a medium-long term variable component. Non-
competition agreements and benefit may be provided based on the strategic and importance of the role
held.

In addition, Executives with Strategic Responsibilities are entitled to reimbursement of expenses incurred
in carrying out their duties.

3.2.1. Short-term incentive (MIBO)

Nature, value and governance

The Management by Objectives (MBO) Plan is an annual variable incentive scheme designed to link a
portion of management remuneration to the achievement of the Group’s strategic and operational
objectives. Each participantis allocated a nominal incentive value, determined on the basis of the strategic
importance of their role and the potential impact on the Company’s results, in order to balance the fixed
and variable components of their remuneration.

Eligibility for the incentive is subject to the achievement of predetermined corporate objectives of
particular importance to the Company, defined in advance by the relevant management department,
submitted to the Remuneration Committee, approved by the Board of Directors and verified retrospectively
by the Committee itself, in line with its supervisory and control functions.

Objectives and link to performance

The Plan is based on annual performance targets measured using clearly identifiable and quantifiable
indicators of an economic, financial and/or operational nature, which vary from year to year depending on
strategic priorities and the budget, and are assigned to the Group’s management with different
weightings according to their role and the target market.

Specifically, for the year 2026, the following objectives have been identified for first-line management;
these may apply at Group level or be tailored to specific business areas, and are assigned and weighted
according to specific functional responsibilities:

e EBIT (Earnings Before Interests and Taxes), this is a profit indicator that identifies operating results
before financial charges and taxes are deducted (min. weighting 20%, max 40%);

4 Reference is made to Section 2.1 above with regard to the position of Chief Financial Officer.
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e BUSINESS MARGIN, a profitability indicator that measures the ability of the Company’s various
business units to generate operating profit in relation to their respective revenues (weight: min. 30%,
max. 40%);

e  SALES, a business indicator that measures the consolidated revenues from the sale of products and
services net of list price discounts (weight min 20% max 25%);

¢ ORDERINTAKE, a business indicator that measures the total value of orders received by the Company
over a given period, reflecting its commercial capacity and future business growth (weight: 20%);

e PRODUCT MIX, a business indicator indicating the target percentage breakdown of incoming orders
across the different materials (wood - glass - stone — other materials) (min 20%, max 25%);

¢ NFP (Net Financial Position), a financial indicator that measures the Company’s net debt, calculated
as the difference between financial liabilities and cash and cash equivalents (weight: min. 10%, max.
25%);

e DSI (Days, Sales in Inventory), a financial indicator of the Company’s operational efficiency, which
allows the calculation, in days, of the average time taken by the Company to convert its stock into
sales (weight 25%);

e DSO (Days Sales Outstanding), a financial indicator of the Company’s operational efficiency that
highlights the number of days on average taken by the company to collect the amount outstanding
from the sale (weighting 10%);

e CSR INDEX, an indicator that measures two key aspects of corporate social responsibility: (i)
environment: percentage reduction in tonnes of CO, compared with the base year 2023; (ii) corporate
culture and values: the organisation’s ability to promote and embody its corporate culture and to
foster leadership across the organisation. This objective accounts for 10% of the total for all
recipients; The two sub-objectives each account for 50%.

For each target, a specific curve of expected performance and related payout level is defined, appropriately
calibrated according to the business challenges that the Company proposes for the year 2026 and the
specific KPI.

Each curve has a threshold level, below which the corresponding incentive amount is reduced to zero, a
target level and a maximum level (cap), beyond which no further amounts are payable.

The incentive which can be paid for results falling between the target level and the cap is calculated by
linear interpolation.

Accrual and payment of the incentive

In the event of recruitment during the year, the annual bonus is paid on a pro-rata basis according to the
number of months the employee has actually been with the Group during the performance period,
provided that the employment relationship is still in force on 31 December 2026. A minimum of nine
months of service is required for entitlement to the appropriate amount of bonus for the reference year.

Theincentive is paid in the year following the year of accrual, based on performance and generally in April,
following approval of the draft consolidated financial statements for that year, by the Board of Directors.

3.2.2. Long-term incentives (LTI Plan)
On 14 March 2024, the Board of Directors approved the 2024-2026 Incentive Plan, which is a pillar of the
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Remuneration Policy as well as a key component of long-term engagement of the Group's key personnel.
The main features of the 2024-2026 Incentive Plan are described below.

Objectives

The objectives of the LTI Plan are:

e to motivate the participants to achieve long-term results geared towards creating sustainable
value over time;

e to align the interests of Management with those of the shareholders, taking into account the
interests of the other stakeholders with relevance for the Group;

e to retain the loyalty of the Group’s Top Management, by introducing forms of remuneration
designed to enhance the Group’s retention capability;

e toimprove the Group’s competitiveness in the labour market, in order to attract the best talent.
Characteristics

The LTI Plan, with a three-year vesting period (2024-2026) and an exclusively monetary composition,
provides for mechanisms for the payment of cash bonuses according to terms, conditions and objectives
defined in the relevant regulation, brought to the attention of the recipients through a clear and
transparent communication process.

The incentive system is aimed at the first line of management and the participants are identified by the
Board of Directors, with exclusive regard to the pursuit of the Group’s interests and taking into account
the strategic relevance and potential of the role and any other useful elements.

The nominal value of each beneficiary’s participation is expressed as a percentage of the fixed
remuneration received, which will vary depending on the importance of their role.

The premium payable is subject to the achievement of economic and financial objectives expressed in
percentage points and for which there is an access threshold below which the corresponding premium
share is zero, a target and a maximum. The final calculation and award of the incentive will vary depending
on the extent to which each of the allocated targets has been reached, up to the pre-set cap, above which
no further amounts can be awarded (cap).

The Shareholders’ Meeting or the Board of Directors may renew the Plan or extend its duration for
subsequent periods of three years, by making any amendments or changes necessary to adapt the Plan
to the laws in force from time to time, or to the changing needs of the Group.

Reference Key Performance Indicators (KPI) - LTI
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The LTI Plan is based on three clearly identifiable and measurable KPIs. For each indicator, a three-year
target is set, calculated as the average of the corresponding annual figures set out in the Company’s
Three-Year Plan. Each objective has been assigned a specific percentage weight.

Target . .
(avg. 2024-26) Weight Incentive Curve
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(o)
NIC/Sales’ 25%
Performance Level

Connection between performance and incentive

Each of these targets has an entry threshold, a target and a cap, on the basis of which the attainment of
results will be measured:

e If the entry threshold - equal to 80% of the attainment of target - is not met, the bonus will not be
paid for the individual KPI tied to that result;

e intheeventthatthe targetis achieved between 80% and the target, 40% of the bonus corresponding
to the target plus a maximum of 60 percentage points, calculated by linear interpolation, will be
awarded;

e ifthetargetis reached between the target and 120%, 100% of the bonus corresponding to the target
will be awarded, plus a maximum of 50 percentage points, calculated by linear interpolation;

e if the target is reached by more than 120% of the target, 150% of the bonus corresponding to the
target (CAP) will still be awarded.

The performance conditions operate independently from each other, and beneficiaries have the right to
receive the corresponding share of the bonus that may accrue in relation to each objective.

The right to payment of the final bonus is subject to the contract of employment being in force on the date
on which the entitlement accrues, and also on the date of payout. It must also relate to the same role or

5 a profit indicator that highlights the Group’s income based only on its operations without considering interest from financial management, taxes (fiscal
management), depreciation of assets and amortisation. This target is measured through the average percentage of the Group’s consolidated EBITDA in the
three-year period;

3 a financial indicator that measures the amount of revenues posted during the accounting year, from the sale of goods or services. This KPI considers the
Group’s consolidated average sales in the three-year period;

7indicates the average ratio between the net invested capital and consolidated sales in the three-year period.
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position held on the date on which the proposal was accepted.

Without these conditions, the Board of Directors will not quantify the final bonus due to the beneficiary,
who will no longer be considered such.

The payout date is the same as the date on which the beneficiaries are paid their salary for the first month
after the month in which the Board of Directors approved the consolidated financial statements for the
last year of the three-year period.

A portion equal to 50% of the premium may be paid in advance® - subject to discussion with the
Remuneration Committee — up to one year before the payout date, provided that the payability criteria
calculated over the first two years of the three-year period are fully met and without prejudice to any
malus/claw back clause.

( Vesting period

Payout after one month

Performance Measurement
1/1/2024 - 31/12/2026

Figure 5 — LTI Plan Deferral Scheme

Board of Directors approves the 2026 draft financial
statements

8 In the event that the relationship ends before the date of accrual of the right in the event of a Bad Leaver, Biesse will be entitled to withhold the amount
paid as an advance from the accruals due to the Beneficiary until the date of termination of the relationship or, in the event of incapacity, obtain its return.

Page 38 of 62 Report on the 2026 Remuneration Policy and on the Remuneration Paid in 2025



‘:» Biesse

Changes to the Regulations

Paragraph 11.2 of the Regulations of the “Long-Term Incentive Plan 2024-2026” provides that in the case
of: (i) extraordinary transactions in the Company’s share capital which are not expressly governed by the
Regulations, such as mergers, spin-offs, reductions of share capital including those due to losses, paid,
free or cash increases in the Company’s capital offered with or without option rights to shareholders,
possibly also through contributions in kind; (ii) events of an extraordinary and/or non-recurring nature
and/or not attributable to the typical activity (such as, by way of example, acquisitions and/or disposals
of shareholdings and/or business units), considered to be particularly significant, which entail a
significant change in the perimeter of the Company and/or the Group; (iii) significant changes in the
macroeconomic and/or competitive scenario, extraordinary events with a significant impact beyond the
management’s control; (iv) changes in laws or regulations; (v) other events likely to affect the Plan, the
Board of Directors shall make any amendments and additions to the Regulations, independently, after
hearing the opinion of the Remuneration Committee, that it deems necessary or appropriate in order to
adapt the Regulations to the changed situation, while keeping the substantial and economic contents of
the Plan unchanged, as far as possible and within the limits allowed by the legislation in force from time
to time.

In these cases, the Board of Directors may among other things amend, supplement or reduce: (i) the
amount of the Bonus; (ii) the objectives and/or any other terms and conditions of vesting of the Bonus
provided for under the Plan.

3.2.3. Pay mix Executives with Strategic Responsibilities

The average pay mix of Executives with Strategic Resposibilitiesis shown below in the event of the
achievement of the target and maximum performance:

Average values of the Average values of the
Pay Mix Target ESRs Pay Mix maximum ESRs

19%
25%

\ \

B Fixed Remuneration M Short-term Variable remuneration (MBO) & Long-term Variable incentives (LTI)

The aggregate pay mix for ESRs shows only marginal changes compared with the previous year: +2% on
the fixed component and -1% on the short- and medium-to-long-term variable components, due to
adjustments to market benchmarks for the remuneration of serving executives.

The target and maximum pay mix may vary during the period of validity of the Policy, it being understood
that the total weight of the variable target component may not exceed 45% for ESRs.
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3.3. Remuneration of Board of Statutory Auditors

The resolution passed by the Shareholders’ Meeting of the Biesse Group, dated 29 April 2024, established

the remuneration payable to the Board of Statutory Auditors, providing for a gross amount determined as
follows:

. Chair: Euro 75,000
. Standing Auditors:  Euro 50,000

plus the reimbursement of the cost of food and accommodation if they are physically present at the
Company’s head office to carry out their duties.

In accordance with Article 2402 of the Italian Civil Code, this compensation, which is not linked to the
company’s financial results, consists exclusively of a fixed component that reflects the skills,
professionalism and commitment of the Board members.
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3.4. Benefits

In addition to the fixed and variable components referred to above, the recipients of the Policy are entitled
to the benefits listed in the table below.

These benefits will be adapted to the local context, taking into account the characteristics of the market
and the reference regulations.

Executive W|th BOARD OF
|  ~ """ | Responsibilities |  AUDITORS |

Mixed-use company cars

Accidents policy v
Healthcare policy v
D&O policy v v v

Supplementary pension

Supplementary healthcare

Forms of insurance cover

ANERYRYRYER

Free use of accommodation

3.5. Other components

3.5.1. End-of-service indemnities and Non-compete agreements

No agreements are currently in place with Directors or Executives with Strategic Responsibilities
providing, ex ante, for the payment of predetermined amounts in the event of future termination of the

relationship.
Any such agreements may be entered into in compliance with the applicable laws and collective and/or

individual bargaining provisions applicable to each person concerned and, in any event, in accordance
with the general rules set out below.

With regard to Directors, in the event of termination of office in the absence of just cause, where the
relevant conditions are met, an amount of up to a maximum equal to the aggregate of the fixed and, where
applicable, variable remuneration payable until the natural expiry date of the term of office may be agreed.

With regard to Executives with Strategic Responsibilities, the provisions of the National Collective
Bargaining Agreement for Companies Producing Goods and Services (Industrial Executives) apply. As at
1 September 2026, in the event of dismissal in the absence of just cause or justified reason, such
provisions provide for a notice period (or payment in lieu thereof) ranging from 6 to 12 months depending
on the employee’s length of service with the Company, and for additional compensation ranging from 4
1o 24 months’ remuneration (also depending on the employee’s length of service with the Company), all
calculated on the basis of the so-called “actual overall remuneration”. Any termination agreements with
Executives with Strategic Responsibilities may provide for the payment of amounts within the limits set

out above.
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With regard to the effects of termination on incentive plans, reference is made to the relevant sections
(respectively, Sections 3.2.1 and 3.2.2).

In addition, Biesse Group may enter into non-compete or non-solicitation agreements with its Directors,
Executives with Strategic Responsibilities, other executives of the Company or other employees with
specific skills or expertise, where deemed appropriate in relation to the position or role held.

The agreement entered into between the parties provides for the obligation, upon termination of
employment or office, not to engage in activities competing with Biesse for a specified period of time and
within expressly identified geographical areas. The restriction applies to the sector in which the Group
operates and has a territorial scope that varies depending on the position or role held by the individual
beneficiary. Where provided for by applicable legislation or by the agreements between the parties, the
restriction _is remunerated by a cash payment determined in relation to the scope of the restriction
undertaken, its territorial scope and duration.

3.5.2. Claw-back policy

In accordance with Article 5 Recommendation 31 of the Corporate Governance Code, contractual
mechanisms are in place that allow the Company to claim back all or part of any variable components
already paid - also by means of a set-off against other claims - if those components were determined on
the basis of data subsequently found to be inaccurate or caused by fraud or gross negligence on the part
of the recipients. Likewise, no remuneration will be paid to individuals who have behaved in breach of
company, contractual or legal regulations, or in the event of wilful or grossly negligent conduct to the
detriment of the Company.
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Introduction

In accordance with the Issuers’ Regulation amended by Consob Deliberation No. 21263 of 10 December
2020, this section consists of two parts:

Thefirst part gives an adequate, clear and correct representation of each component of the remuneration
paid in 2025, and, after the checks carried out by the Remuneration Committee, of the conformity of those
components with the Remuneration Policy and Compensation approved by the Shareholders’ Meeting of
29 April 2025.

It also indicates the performances rendered in 2025, compared to the objectives set by the Company’s
Board of Directors, which will determine the bonuses payable in 2026.

Part Two gives details of the compensation paid in 2025 to the management and supervisory bodies and
to Executives with Strategic Responsibilities, the variable bonuses accrued in relation to the incentive
mechanisms in which they participate, indicated on an accrual basis, and details of their shareholdings
in the Company and its subsidiaries.

The remuneration items reported are consistent with the Policy, valid for the 2025 year, resolved on in
2025 by the Board of Directors and submitted to the binding vote of the Shareholders’ Meeting of 29 April
2025, which was approved with a favourable vote of 92% of the voting rights present or represented.

1. 2025 Implementation of the 2025 Remuneration Policy

The following paragraphs give details of the compensation paid in the reporting year (2025). An
explanation of each item and further information can be found in the Tables in Part Two of this Section Il.

It should be noted that in its decision of 14 March 2024 the Board of Directors had identified Executives
with Strategic Responsibilities as the holders of the following roles, in addition to the Chief Executive
Officer: Chief Financial Officer; Chief Strategy & Sustainable Development Officer, Chief Machines Product
Innovation & Development Officer, Chief Systems & Parts Officer, Chief EMEA-APAC Regions Officer.
Furthermore, on 28 October 2025, the Board of Directors identified a further ESRs in the role of Senior
Executive Officer. Data relating to the remuneration of Executives with Strategic Responsibilities,
excluding the General Manager who also held the position of Chief Executive Officer, are provided in
aggregate form.
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In accordance with the Remuneration Policy in force for the 2025 financial year, the recipients were paid
the following items:

VELELE ., Employment
T ) Reimbursement o
Positions Benefits termination

of expenses ) .
P indemnity

Executive directors
holding p05|t|ons.and v v v v
shareholders with
shareholdings over 5%

Executive directors v v v v v

holding positions

Non-executive directors v v

Executives with
Strategic v v v v v v

Responsibilities

1.1. Fixed Remuneration

By resolution of 29 April 2024, the Shareholders' Meeting, following the renewal of corporate offices, set
the number of members of the Board of Directors at seven and the total remuneration due to it at Euro
1,570,000 per annum (plus benefits), for each financial year in which the Board remained in office, to be
distributed by the Board of Directors among its members.

On the same date, the members of the Board of Statutory Auditors were also appointed, and the total
emoluments paid to its members were set at Euro 175,000 plus the reimbursement of expenses.

The total fixed remuneration due to the members of the administrative and supervisory bodies and to
Executives with Strategic Responsibilities, paid in the financial year 2025, is shown in Table 1and depicted
below.

Page 45 of 62 Report on the 2026 Remuneration Policy and on the Remuneration Paid in 2025



‘) Biesse

Non-executive directors

Non-executive Directors were paid, pro rata temporis in relation to their term of office in the year 2025, the
fixed remuneration as determined by the Board of Directors on the basis of the total remuneration set by
the Shareholders' Meeting of 29 April 2024 and indicated by name in Table 1, while the additional
remuneration set forth in the following tables and indicated by name in Table 1 was paid to the Chairmen
and members of the Committees.

Control and Risks Committee Remuneration Committee Related Parties Committee

Chairperson €20,000 Chairperson € 18,300 Chairperson € 1’2(.)0 pir
meeting (*)
Member €10,000 Member €9,300 Member € 1,000 per
meeting (*)

(*) maximum € 4,400 per year

Chairman of the Board of Directors (and Chief Executive Officer since 12 June 2025)
The Chairman of the Board of Directors was paid the following compensation:

e  Fixed remuneration under Article 2389(3) of the Italian Civil Code Euro1,200,000.00

Chief Executive Officer

The Chief Executive Officer, who held office until 11 June 2025 and concurrently served as General Manager
until 13 June 2025, received the following remuneration:

e  Fixed remuneration under Article 2389(3) of the Italian Civil Code Euro 66,575.34
¢ Remuneration for the role of Executive Euro 395,172.14

The fixed remuneration received by the Chief Executive Officer for the offices and positions held during
the yearthus amounts to Euro 461,747.48, an amount that includes a non-competition agreement totalling
Euro 97,500.00.

Executives with Strategic Responsabilities

Executives with Strategic Responsibilities are paid a Gross Annual Salary as Executives of the Company.
Aggregated, this amounts to Euro 850,456.63

The amount shown relates to the remuneration actually paid during the financial year, in respect of the
period during which the executives were in service, taking into account any resignations and
replacements that occurred.

The amounts relating to the compensation indicated above have been aggregated in the respective item
in Table 1.
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BOARD OF STATUTORY AUDITORS
. Chair, remuneration under Article 2402 Italian Civil Code Euro 75,000.00
. Standing Auditors, total compensation under Article 2402 of the Italian Civil Code  Euro 100,000.00

Details of the remuneration paid to each Statutory Auditor in the year 2025 are shown in Table 1 - Part Two
of this Section Il.
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1.2. Variable Remuneration

The amounts paid in connection with short-term incentive systems or accrued in connection with the
long-term incentive system are shown under the respective headings in Tables 1and 3B.

1.2.1. Short-term incentive system (MBO) objectives

In accordance with the 2025 Report on Remuneration Policy, approved by the Shareholders' Meeting of
29 April 2025, the MBO Plan for the Chief Executive Officer and Executives with Strategic Responsibilities
is structured around objectives of an economic-financial and environmental sustainability nature.

For each objective, within the ranges defined in the Policy, the threshold, target and maximum values for
access have been defined, as well as the corresponding pay scales and weightings, weighted according
to specific functional responsibilities.

Final balance of the main objectives

In 2025, the number of Executives with Strategic Responsibilities changed in such a way that the figures
for that year are not fully comparable with those of the previous year. Specifically:

 two ESRs became eligible for the incentive, having participated in the MBO scheme for the entire
financial year;

* the additional ESRs present in the financial year are not eligible because their length of service falls
below the minimum requirement or because they have left the position;

 Thetwo eligible ESRs are subject to both Group-wide objectives and business-specific objectives, in
line with the scope of responsibility assigned to them

The following chart shows the extent to which the short-term targets assigned to the ESRs for which final
accounts have been drawn up have been met.

10%
EBIT —&
EBIT - LINES 87%
FATTURATO A 118%
FATTURATO . LINES 59% A
BACKLOG - LINES A 96%
FIXED COSTS - LINES A
FIXED COSTS - PRODUCT 59%
DS A
CAPEX
PRODUCT MIX 50%
PRODUCT MIX - LINES A 111%
CSR INDEX A

A % achievement
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The “Product Mix - Group” KPI recorded a target achievement rate of 0%, resulting in the relevant variable
component being set to zero.

The “Capex - Group” KPI recorded a completion rate of 163%. The corresponding variable component was
determined by applying the maximum payout cap of 130%, as established in advance by the Remuneration
Policy.

The “EBIT - Lines” KPI recorded a target achievement rate of 343%. The corresponding variable component
was determined by applying the maximum payout cap of 130%, as established in advance by the
Remuneration Policy.

The amounts will be paid after the Board of Directors has approved the draft financial statements for 2025.

Final statement of the Chief Executive Officer

The Chief Executive Officer, whose term of office runs until 11 June 2026, was not awarded any amount
under the MBO scheme, as he did not contribute to the achievement of the required results for the
minimum period of nine months.

Final statement of Executives with Strategic Responsibilities

Executives with Strategic Responsibilities receive a total of Euro 51,932.90. The weighted average target
achievement level was 83.24%, including targets that resulted in zero payout, and the average payout level

was 44.71%.
Weighted average level of target achievement (MBO 2025) 83.24%
Weighted average level of payability 44. 1%
Total incentive paid to eligible ESRs € 51,932.90
Number of eligible ESRs 2
Total number of ESRs for the financial year 5

The weighted average level of achievement and payability is calculated by taking into account only those
ESRs eligible for the incentive, as they are the sole recipients of the MBO accrued during the financial
year; it does not include the three executives who left the Company during the financial year without
becoming entitled to the bonus.

When comparing the figures with those of the previous financial year, it is important to bear in mind the
different composition of the ESRs population and the lower number of eligible beneficiaries, as described
above; these factors affect the aggregate averages compared with 2024.
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1.2.2. Long-term Incentive Scheme (LTI 2024-2026) - 2025 Provision

No long-term incentive payments were made during 2025, as there was no provision for this in the current
Regulation, the Long-Term Incentive Plan 2024-2026.

The Company has determined the theoretical achievement of the targets identified in the Plan, calculated
as the average of the actual 2024 and 2025 values and the forecasted values for the year 2026 compared
to the average of the target values of the same and to set aside in the 2025 financial statements the
portion pertaining to the year, represented in Table 3B of Part Two of this Section Il.

The determination of the actual percentage of achievement of the targets and the exact quantification of
the corresponding share of the bonus payable can only take place in 2027, based on the average
achievement of the targets in the three-year period 2024-2026 compared to the target values.
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1.2.3. Proportion of fixed and variable components

The information provided above gives an indication of the proportion between fixed and variable in the
context of the total remuneration paid to the recipients of the annual and multi-year incentive plans, for
which the payments are illustrated in Table 1.

Please note that, as provided for in Section | of the Report for the 2025 financial year, the compensation
received by the Chairman of the Board of Directors consists only of the fixed component.

Pay mix Executives with Strategic
Responsibilities (average)

1%

f

B Fixed Remuneration B Short-term Variable remuneration (MBO) ™ Long-term Variable incentives (LTI)

The representation considers the value accrued by way of MBO 2025 and the portion accrued by the LTI
Plan 2024-2026, both at final value.

The pay mix shown relates to Executives with Strategic Responsibilities who were in service for the entire
financial year and does not include managers who left or joined the company during the year.

The elements of the individual remuneration components are illustrated in Table 1, with detailed
information given in Table 3B.

The following representation allows an assessment of the conformity of these elements with the Policy.
As is standard practice, the target values of the variable remuneration components have been shown:

Pay mix Executives with Strategic
Responsibilities (average)

20%

B Fixed Remuneration B Short-term Variable remuneration (MBO) ™ Long-term Variable incentives (LTI)

Page 51 of 62 Report on the 2026 Remuneration Policy and on the Remuneration Paid in 2025



‘) Biesse

1.3. Comparison Information

The tables below give an illustration of the comparison between the remuneration paid for each of the
past 5 years against that for the previous year.

The changes have been determined on the basis of the total compensation paid to each individual (for
their respective roles).

Persons for whom the information in this section of the Report has been provided by
name

Director/Statutory Auditor (role) 2021v 2020 2022 v 2021 2023 v 2022 2024v 2023 | 2025vs 2024

Roberto Selci

(Chairman of the Board of Directors — Chief +17.51% 0% 0% +20.00% 0%

Executive Officer since 12 June 2025)
Massimo Potenza

(Chief Executive Officer/General Manager 0% 0% 0% +68.83% 0%

until 11 June 2025)

Alessandra Baronciani

) ) ) )
(Director) N/A 0% 0% +18.00% 0%

Rossella Schiavini
(Independent Member of the Board of N/A 0% 0% +18.00% 0%
Directors)
Federica Ricceri
(Independent Member of the Board of N/A 0% 0% +18.00% 0%
Directors)
Ferruccio Borsani
(Independent Member of the Board of N/A 0% 0% N/A 0%
Directors)
Massimiliano Bruni
(Independent Member of the Board of N/A N/A N/A N/A 0%
Directors)
Cristina Sgubin
(Independent Member of the Board of N/A N/A N/A N/A 0%
Directors)

Giordano Salvatore

(Director) N/A N/A N/A N/A N/A

Pier Giorgio Bedogni

(Director) N/A N/A N/A N/A N/A

Paolo De Mitri

) ) ) o )
(Standing Auditor) 0% 0% 0% +13.64% 0%

Giovanni Ciurlo

0, , o, 0,
(standing Auditor) N/A 0% 0% +13.64% 0%

Benedetta Pinna

0,
(Standing Auditor) N/A N/A N/A N/A 0%
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Executives with Strategic Responsibilities

2022 v 2021 2023v 2022 2023v 2022 2024v2023 | 2025vs 2024
Executives with Strategic Responsibilities

+10.25%

The percentage changes have been calculated with reference to the fixed remuneration, variable short-
term (MBO) and medium-long term (LTI 2024-2026 Plan); these last figures are considered at target value.

Employees other than the individuals whose remuneration is indicated by name in this
Report

2021v 2020 2022 v 2021 2023 v 2022 2024v 2023 | 2025 vs 2024

Biesse Employees

€35,518 €39,614 €43,830 €43,998 €43,741

The gross annual average remuneration has been calculated by considering the fixed remuneration, the
MBO or the Performance bonus among the remuneration components paid in each reference year,
depending on which role-based incentive system the employees belong to.

The average gross annual remuneration of employees in the 2025 financial year is approximately €250
lower than in 2024; This variation is attributable to the different proportion of the variable component in
the total remuneration taken into account for the purposes of the calculation. Specifically, the proportion
of variable pay actually paid out amounts to 2.43% of the total in 2025, compared with 4.53% in 2024.

Taken on its own, the fixed component shows an average increase of 1.6% year-on-year.

The calculation only considers the employees of Biesse SpA, and not the Group’s entire workforce. As a
multinational, the Group has other sites in the Americas, Asia and Europe. The differences between the
salaries paid in these countries and the remuneration paid in Italy would not have given a correct
representation of the average working conditions of the staff of Biesse Spa.

Annual change in the Company’s results

Company performance 2021v 2020 2022 v 2021 2023 v 2022 2024v 2023 | 2025vs 2024
Revenue +28.2% +10.8% -4.6% -3.9% -12.2%
Adjusted EBITDA +42.3% +13.7% -14.9% -23.5% -34.4%
EBIT +385.7% +39.7% -15.2% -38.3% -210.5%
Net profit/loss +1292.8% -11.40% -58.8% -70.0% -621.9%
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1.4. Non-monetary benefits

In line with the applicable national collective agreement and company practice, non-monetary benefits
were paid to the Chairman of the Board of Directors, the Chief Executive Officer and to Executives with
Strategic Resposibilitiesduring 2025. The values of these benefits are shown in aggregate form in Table 1.

1.5. Indemnity paid for early termination of the corporate or employment relationship

In 2025, following the early termination of his appointment as Chief Executive Officer and General
Manager, the Company paid Massimo Potenza a severance payment of €800,000.00, in accordance with
the agreements in place.

1.6. Derogations to the Remuneration Policy and compensation paid

During the financial year under review, the Company made use, on an exceptional basis, of three
exemptions from the Remuneration Policy, adopted in accordance with the procedure set out in
paragraph 1.6 of Section | of the Policy, in compliance with the provisions of Legislative Decree No 49/2019
and applicable legislation.

The Remuneration Committee first verified whether the exceptional circumstances set out in the Policy
applied and, with the support of the Human Resources Department, drew up the relevant proposals for
derogations, which were subsequently submitted to the Board of Directors for approval. The exemptions
were adopted in close connection with the specific circumstances that led to their introduction and in the
best interests of the Company, as well as in compliance with the Procedure for Related-Party Transactions
and Consob Regulation No. 17221/2010.

In particular, as an exception, a derogation was made from the 2025 Policy following the mutually agreed
termination of the CEO/GM'’s contract, with an incentive being granted as part of the agreements reached
between the parties. This measure, authorised by the Board of Directors under the procedure for
exceptional exemptions, was adopted in the Company’s long-term interests, to ensure a smooth
termination and to prevent potential disputes. It should be noted that the total amount paid does not
deviate significantly from the criteria set out in the Policy (in terms of the number of months’ salary and
the remuneration components taken into account) and is consistent with market practice regarding the
settlement of departures of similar senior executives.

The Company has also resolved to grant the incoming CFO an entry bonus, designed to facilitate his
prompt assumption of office, as well as to recognise, in accordance with standard practice, the length of
service accrued during his previous employment with the Company for the purposes of calculating his
severance pay, which is to be paid in the event of termination of employment without just cause. These
exemptions were adopted with a view to ensuring the operational and decision-making continuity of this
role, which, being crucial to the Company, cannot be left vacant, in order to guarantee stable and
uninterrupted governance.

Finally, the Board of Directors approved a one-off special bonus for the Chief HR, People Communications,
Safety & General Affairs Officer (ESRs), by way of derogation from the 2025 Policy. This measure, subject
to the achievement of specific pre-determined qualitative and quantitative targets, was adopted on an
exceptional basis to compensate for the executive’s non-participation in the 2024-2026 LTI Plan (which
was not permitted under the relevant Regulations due to timing constraints) and to ensure an appropriate
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alignment between remuneration and performance, as well as to maintain an effective level of motivation
and retention. This exemption was also approved in accordance with the prescribed procedure and is
consistent with the principles of the Policy and with market practice in similar cases.

1.7. Ex-post adjustments of the variable remuneration component

The Company did not apply any ex-post adjustments such as malus or claw-back policies during 2025.
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Table 1: Details of the remuneration received by members of the management and supervisory bodies, general managers and
Executives with Strategic Responsibilities (in Euros)

Expiry of term of Remuneration for Non- Other Fair value of
Period in office ) Fixed
office: approval of the Committee Non-equity variable remuneration (Euro) monetary |[remunera equity Termination or end-of-
Full name Office during the year remuneration Total (Euro)
2025 financial statements (Euro) membership benefits tion remuneration | service benefits (Euro)
t©31/12 (Euro) nuses and other incenti\zl Profit sharing (Euro) (Euro) (Euro)
BIESSE DIRECTORS
Chairman/Chief
2025
Roberto Selci Executive Officer fr?£$;1/g;£025 2026
from 12 June 2025
Remuneration for the Company preparing the financial statements 1,200,000.001 N/A N/A N/A 49,004.25K] N/A 1,249,004.25 N/A N/A
Remuneration from subsidiaries and associates 160,000.00 N/A N/A N/A N/A N/A 160,000.00 N/A N/A
Total 1,360,000.00 | 49,004.25| 1,409,004.25 N/A
Chief Executive
Officer until 11 June
fi 01/01/2025
Massimo Potenza 2025 and General rom 01/01/ 2026
to 11/06/2025
Manager until 13
June 2025
Remuneration for the Company preparing the financial statements 524,133.34K N/A 634,800.00K N/A 3,804.56H N/A 1,162,737.90 N/A 800,000.001s
Remuneration from subsidiaries and associates N/A N/A N/A N/A N/A N/A N/A N/A N/A
Total 524,133.34 634,800.00 3,804.56 1,162,737.90 800,000.00
P Non-Executive from 01/01/2025
Alessandra Baronciani | Director | 0 31/12/2025 | 2026
Remuneration for the Company preparing the financial statements 29,500.00K N/A N/A N/A N/A N/A 29,500.00 N/A N/A
Remuneration from subsidiaries and associates N/A N/A N/A N/A N/A N/A N/A N/A N/A
Total 29,500.00 29,500.00 N/A
P R Independent from 01/01/2025
Massimiliano Bruni | Director to 07/07/2025 | 2023
Remuneration for the Company preparing the financial statements 15,194.52K 5,150.68K N/A N/A N/A N/A 10,163.93 N/A N/A
Remuneration from subsidiaries and associates N/A N/A N/A N/A N/A N/A N/A N/A N/A
Total 8,196.72 1,967.21 10,1638.93 N/A
N R N Independent from 01/01/2025
Federica Ricceri Director to 31/12/2025 | 2026
Remuneration for the Company preparing the financial statements 29,500.00K 28,300.00K¢ N/A N/A N/A N/A 57,800.00 N/A N/A
Remuneration from subsidiaries and associates N/A N/A N/A N/A N/A N/A N/A N/A N/A
Total 29,500.00 28,300.00 57,800.00 N/A
[, Independent from 01/01/2025
2026
Rossella Schiavini Director | t0 31/12/2025 |
Remuneration for the Company preparing the financial statements 29,500.001 34,200.00KH N/A N/A N/A N/A 63,700.00 N/A N/A
Remuneration from subsidiaries and associates N/A N/A N/A N/A N/A N/A N/A N/A N/A
Total 29,500.00 34,200.00 63,700.00 N/A
I R Independent from 01/01/2025 |
Cristina Sgubin | Director 0 31/12/2025 2026
Remuneration for the Company preparing the financial statements 29,500.00K 4,000.001% N/A N/A N/A N/A 33,500.00 N/A N/A
Remuneration from subsidiaries and associates N/A N/A N/A N/A N/A N/A N/A N/A N/A
Total 29,500.00 4,000.00 33,500.00 N/A
. Non-Executive from 01/08/2025
Giordano Salvatore | Director t031/12/2025 | 2026
Remuneration for the Company preparing the financial statements 12,365.75K N/A N/A N/A N/A N/A 12,365.75 N/A N/A
Remuneration from subsidiaries and associates N/A N/A N/A N/A N/A N/A N/A N/A N/A
Total 12,365.75 12,365.75 N/A
. . . . Independent from 01/10/2025
Pier Giorgio Bedogni Director | to 31/12/2025 | 2026
Remuneration for the Company preparing the financial statements 7,435.625, N/A N/A N/A N/A N/A 7,435.62 N/A N/A
Remuneration from subsidiaries and associates N/A N/A N/A N/A N/A N/A N/A N/A N/A
Total 7,435.62 7,435.62 N/A
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Expiry of term of Remuneration for Non- Other Fair value of
Period in office ! Fixed . .
Full name Office during the year office: approval of the remuneration Committee Non-equity variable remuneration (Euro) monetary |[remunera Total (Euro) equity Termination or end-of-
2025 financial statements (Euro) membership benefits tion remuneration| service benefits (Euro)
t031/12 (Euro) nuses and other mcermv{ Profit sharing (Euro) (Euro) (Euro)
STATUTORY AUDITORS
. . from 01/01/2025
Paoclo De Mitri |Cha|rperson t031/12/2025 | 2026
Remuneration for the Company preparing the financial statements 78,185.70[8 N/A N/A N/A N/A N/A 78,185.70 N/A N/A
Remuneration from subsidiaries and associates N/A N/A N/A N/A N/A N/A N/A N/A N/A
Total 78,185.70 78,185.70
. A from 01/01/2025
Giovanni Ciurlo | Standing Auditor 0 31/12/2025 | 2026
Remuneration for the Company preparing the financial statements 58,905.45/K N/A N/A N/A N/A N/A 58,905.45 N/A N/A
Remuneration from subsidiaries and associates N/A N/A N/A N/A N/A N/A 0.00 N/A N/A
Total 58,905.45 58,905.45 N/A
. from 01/01/2025
Benedetta Pinna Standing Auditor | 10 31/12/2025 | 2026
Remuneration for the Company preparing the financial statements 50,182.00K N/A N/A N/A N/A N/A 50,182.00 N/A N/A
Remuneration from subsidiaries and associates N/A N/A N/A N/A N/A N/A N/A N/A N/A
Total 50,182.00 50,182.00 N/A
Period in office Exp.lry of term of Fixed Remuneraﬂon for ) Non- Other Fair va\rue of
Full name Office during the year office: gpprova\ of the remuneration Comm\tte¢ Non-equity variable remuneration (Euro) rnonetgry remuneratio | Total (Euro) equity ) Termination or end-of-
financial statements membership benefits remuneration | service benefits (Euro)
2024 to31/12 (Euro) (Euro) (Euro) n (Buro) (Euro)
nuses and other mcenﬂvl Profit sharing
EXECUTIVES WITH STRATEGIC RESPONSIBILITIES
(AGGREGATED)
Remuneration for the Company preparing the financial statements 897,850.711s N/A 476.87345 N/A 24.185,13 20,000.00, | 1.418.909,29 N/A 365,000.00,0
Remuneration from subsidiaries and associates 5,402.6216 N/A 0,00 N/A 0,00 N/A 5.402,62 N/A N/A
Total 903.254,23 476,873.4517 24,185.131s 20.00000 | 1.424.311,91 N/A
(1) Remuneration for the office of Chairman of the Board of Directors and for the office of Chief Executive Officer from 12 June 2025
(2) Value of fringe benefits (car, healthcare policy and accidents policy), shown according to the accruals principle and taxability
(3) Remuneration for the office of Chairman of the Board of Directors of HSD S.p.A. and GMM S.p.A.
(4) Remuneration for the position of Chief Executive Officer until 11 June 2025 € 66,575.34 - Fixed remuneration for the role of General Manager until 13 June 2025 € 457,558.00
(5) Value of fringe benefits (accommodation, life and accidents policies), shown according to the accruals principle and taxability
(6) Bonus fromm MBO and LTI (see columns “Bonus of the year (€) - Payable/Paid and Deferred” and the column “Bonus for previous years (€) -Payable/Paid” and notes. Table 3B
(7) Remuneration for the office of Non-Executive Director
(8) Remuneration for the position of Independent Director
(9) Remuneration as member of the Control & Risk Committee
(10) Remuneration as Chair of the Remuneration Committee € 18,300.00 and as member of the Control and Risks Committee € 10,000.00
(11) Remuneration as Chair of the Control and Risks Committee € 20,000.00, Chair of the Related Parties Committee € 4,400.00 and as member of the Remuneration Committee € 9,800.00
(12) Compensation as member of the Related Parties Committee
(13) Remuneration for the position of Chairman, including documented reimbursement of expenses
(14) Remuneration for the position of Statutory Auditor, including documented reimbursement of expenses
(15) Fixed salaries from employment € 895,850.71
(16) Remuneration for positions on the Boards of Directors of subsidiaries
(17) Bonus from MBO and LTI (see columns “Bonus of the year (€) - Payable/Paid and Deferred” and the column “Bonus for previous years (€) -Payable/Paid” and notes. Table 3B
(18) Value of fringe benefits (car, accommodation, life and accidents policies), shown according to the accruals principle and taxability
(19) Total amount paid upon early termination of office and employment
(20) Total amounts paid out, in accordance with company policy and the applicable collective agreements
(21) A one-off payment made to facilitate the Chief Financial Officer's prompt assumption of office
(22) Remuneration for the position of Independent Director, payable in January 2026

Page 58 of 62

Report on the 2026 Remuneration Policy and on the Remuneration Paid in 2025




‘) Biesse

Table 3A: Incentive plans based on financial instruments other than stock options, or members of the management board,

general managers and other Executives with Strategic Responsibilities

Financial instruments allocated
in previous years and non-

Financial instruments allocated during the year

Financial
instruments
vested during

Financial instruments vested
during the year that can be

Financial instruments
for the year

vested during the year the year and allocated
not allocated
Number and Number and ] Numberand | Numberand
type of type of Fair value at Market price at type of type of Value at
Full name Office Plan ypeo Vesting period ] - the allocation | Vesting period - ) ;i ] - : Fair value
financial financial date allocation financial financial maturity date
instruments instruments instrument instruments
. Chief Executive Officer and
Massimo Potenza
General Manager
R_emur?eratlon for the Company preparing the N/A N/A N/A N/A N/A N/A N/A N/A N/A
financial statements
Remuneration from subsidiaries and associates N/A N/A N/A N/A N/A N/A N/A N/A N/A
Total N/A N/A N/A N/A N/A N/A N/A N/A N/A
Executives with Strategic Responsibilities (in aggregate form)
Remuqeration for the Company preparing the N/A N/A N/A N/A N/A N/A N/A N/A N/A
financial statements
Remuneration from subsidiaries and associates N/A N/A N/A N/A N/A N/A N/A N/A N/A
Total N/A N/A N/A N/A N/A N/A N/A N/A N/A
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Table 3B: Monetary Incentive Plans for members of the management board, the general managers and other Executives with
Strategic Responsibilities

Bonus for the year Bonus for previous years Other bonuses
Full name Office Plan Payable/Paid Deferred Deferral period | No longer payable Payable/Paid Still deferred
Massimo Potenza Chief Executive Officer and
General Manager

Remuneration for the Company preparing the finan Long-Terr_n Incentive Plan 2024- N/A N/A N/A 583 800.00, N/A N/A N/A

2026 of Biesse S.p.A.4

MBO , N/A N/A N/A N/A 51,000.004 N/A N/A
Remuneration from subsidiaries and associates N/A N/A N/A N/A N/A N/A N/A
Total 583.800,00 51.000,00
Executives with Strategic Responsibilities (in
aggregate form)
Rem uperatlon for the Company preparing the Long-Terrp Incentive Plan 2024- N/A 75293855 May 20276 186,757.63, N/A 107.244.07, N/A
financial statements 2026 of Biesse S.p.A.1

MBO , 51,932.90¢ N/A N/A N/A 55,645.004 N/A N/A
Remuneration from subsidiaries and associates N/A N/A N/A N/A N/A N/A N/A
Total 51.932,90 75.293,85 186.757,63 55.645,00 107.244,07

(1)  The Long-Term Incentive Plan 2024-2026 of Biesse S.p.A. is the current medium/long-term incentive plan and provides for a cash bonus payment upon attainment of the financial and performance
targets setin the Plan.
(2) The MBO is the Biesse Group'’s short-term incentive plan
(3) The bonus amount is no longer payable under the 2024-2026 LTI Regulations, due to the termination of employment prior to the Payout Date, resulting in the loss of entitlement to the payment.
(4) MBO forthe year 2024, paid in 2025
(5) Share of the bonus pertaining to 2025 which can be paid at the end of the three years of the Plan, subject to checking that for each objective, the average results
for the three-year period have been attained, compared to the target values for the same period
(6) The bonus will be paid at the same time as the payment of the salary for the first month after the approval by the Board of the consolidated financial statements on
31 December 2026
(7) Portion of the Bonus non longer due pursuant to the 2024-2026 LTI Regulations relating to Key Management Personnel whose employment relationship terminated before the Payout Date, with the conseque
entitlement to benefits.
(8) Share of the bonus pertaining to 2024 which can be paid at the end of the three years of the Plan, subject to checking that for each objective, the average results
averages of the three-year period compared to the target values of the same period, net of the portions set aside as at 31.12.2024 with reference to Key Management Personnel terminated in 2025
(9) MBO forthe year 2025, paid in 2026
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Information on shareholdings in the Company and subsidiaries of members of the
administrative and supervisory bodies, general managers, other Executives with
Strategic Responsibilities and their close relatives

Shareholdings in the Company and subsidiaries of members of the administrative and supervisory bodies,
general managers and their close relatives at 31/12/2025:

No. of shares No. of shares
held directl No. of shares  held directl
. Y No. of shares . . y % of share
and indirectly . purchasedin and indirectly .
sold in 2025 capital
as at 2025 as at
31/12/2024 31/12/2025
Roberto Selci
. 0 0 0.00%
Chairperson
Giordano Salvatore
. . 1,300 / / 1,300 0.00%
Non-executive director
Alessandra Baronciani
. . 0 0 0.00%
Non-executive director
Rossella Schiavini
. . 0 0 0.00%
Lead independent Director
Pier Giorgio Bedogni
. 0 0 0.00%
Independent Director
Federica Ricceri
. 0 0 0.00%
Independent Director
Cristina Sgubin
. 0 0 0.00%
Independent Director
Paolo De Mitri
Chairman of the Board of Statutory 0 0 0.00%
Auditors
Giovanni Ciurlo 0 0 0.00%
Standing Auditor
Benedetta Pinna 0 0 0.00%
Standing Auditor
Directors terminated during the
financial year
Massimo Potenza
X . . 4,400 / 2,700 7,100 held as at 12
Chief Executive Officer June 20235
Massimiliano Bruni 0 0 held as at 8 July
Independent Director 2025
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Shareholdings held in the Company and subsidiaries by other Executives with Strategic
Ressponsibilities and by close relatives

With reference to other Executives with Strategic Responsibilities and their close family members, there are no
further shareholdings in addition to those already reported by Mr Massimo Potenza.
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