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Letter from the Chairman of the Remuneration
and Nomination Committee

Dear Shareholders,

As Chairman of the Remuneration and
Nomination Committee, | am pleased to
present to you the Report on Remuneration
Policy and Compensation Paid, approved by the
Board of Directors on March 6, 2025. This
document is prepared in accordance with
Articles 123-ter of the TUF and 84-quater of the
Issuers' Regulations and in accordance with the
principles of EU Directive 2017/828 - SHRD II.

In the 2024 context, the Group faced significant
challenges, characterised by a contraction in
revenues and a complex market. Despite the
difficulties, the Direct-to-Consumer channel
demonstrated resilience, highlighting growth
opportunities in key markets such as Europe
and North America.

The Group strengthened brand visibility and
customer engagement through significant
campaigns such as ‘Three Days in Florence’ and
‘Holiday’, accompanied by growth on social
media channels. Improvements were made in
customer interaction, with personalised
initiatives and a new store concept aimed at
offering a more refined in-store experience. In
addition, the revamping of the website
www.ferragamo.com and marketing campaigns
have led to positive resultsin the digital channel.

In this context, the remuneration policy is
designed to align with company performance

and incentivise innovation and operational
excellence. In a period of consolidation of the
brand renewal, it is crucial to attract and retain
high-level talent, ensuring that salaries are
competitive and correlated to the results
obtained.

The Remuneration and Nomination Committee
has dedicated significant effort since the early
months of its mandate to simplifying certain
aspects of the remuneration policy, while
confirming the general framework approved in
2024. In particular, significant improvements
have been made to the variable Short-Term
Incentive plan (STI), with the aim of simplifying
the existing structure and guaranteeing a more
solid alignment between remuneration,
sustainable performance and value creation.

The main innovations in the short-term
incentive plan are aimed at ensuring a further
strengthening of the pay-for-performance
culture, through the introduction of a
performance evaluation that allows for
distinguishing between ‘What" has been
achieved and ‘How' it has been done and the
increasing of the weight of financial indicators
at the Group and Regional level, while reducing
the impact of individual objectives. This
approach guarantees strategic execution,
maintaining a balance between collective and
individual performance.

In addition, a Group financial Multiplier has also
been defined at Group level that allows to
reduce the annual bonus up to -75% in case of
unsatisfactory financial performance and to
increase the bonus up to 20% in case of
extraordinary performance.

These changes were designed to ensure a solid
strategic execution and to strengthen the plan's
self-financing  capacity, further aligning
incentives with overall Company performance.



During the year, the Company continued to
invest on people, attracting some of the best
talents on the market and defining global
succession plans for key positions. Individual
development plans have been developed to
encourage internal growth, thereby ensuring
the long-term sustainability of the organisation.

To guarantee consistency and direction to the
management, in 2024 the Company has
implemented the Second cycle of the LTI Plan,
linking the vesting of part of the incentive to the
achievement of economic-financial goals and
strategic ESG indicators for the group. During
2025, the third cycle of the Plan, which
maintains the same structure, will be assigned.

Having taken note of the uncertain market
context and the Company's performance in
terms of profitability, the Company's Board of
Directors, with the favourable opinion of the
Remuneration and Nomination Committee and
in compliance with the procedures relating to
transactions with related parties, has decided to
derogate from the current remuneration policy
with regard to the Short Term Incentive 2024,
deciding not to pay the bonus to the first
reports of the Chief Executive Officer and
General Manager, while for the other
beneficiaries the bonus linked to the
achievement of the Group, Financial and ESG
objectives has been zeroed.

This decision was made to ensure a rigorous
and responsible approach in a particular year
for the company and reflects the commitment
to maintain the financial discipline necessary in
a period of significant challenges.

In this regard, we would like to express our
sincere appreciation to our employees for their
constant attention and dedication to
sustainability issues. Their commitment has
contributed substantially to the advancement
of the sustainability plan, in which the company
continues to firmly believe.

As proof of this commitment, the weight of ESG
objectives in the STI 2025 plan has been
strengthened and during 2024, as far as the 'S’
pillar is concerned Social, the Ferragamo
Group's strategy for Diversity, Equity, Inclusion

& Belonging (DEI&B) has been strengthened,
which is based on three fundamental pillars,
essential for the company's success and the
creation of an inclusive work environment:

- Fair Path for Talents: valuing every phase of
the professional career of employees,
recognising the diversity of ideas and talents as
a crucial resource for innovation and creativity;

- Inclusive Organisation: developing concrete
plans and actions to promote a sense of shared
responsibility in the results related to DEI&B;

- Promote engagement and a sense of
belonging to the organisation through a
governance system that includes processes,
initiatives and policies that favour inclusion and
promote diversity.

Among the initiatives for 2024, the ‘Fair Pay
Analyst’ certification stands out following the
analysis of the Adjusted Gender Pay Gap
(worldwide scope) and the approval of the
Committee for an ambitious plan to eliminate
this Gap by 2030, as well as the implementation
of the first global engagement survey with the
partner Great Place to Work where the
company, together with the certification
obtained in some countries, was able to observe
a score in the DEI&B index higher than the
reference benchmark.

For 2025 and 2026, the company intends to
digitise salary curves, guaranteeing competitive
salaries. In addition, the aim is to reduce the
Adjusted Gender Pay Gap by 0.5% year on year,
with the goal of eliminating the gender pay gap
by 2030.

Finally, it should be noted that, as
communicated to the market on February 3,
the company has reached an agreement for the
consensual termination of the employment
relationship with the CEO Marco Gobbetti. For
the period between March 6%, 2025, the
effective date of the agreement, and the
appointment of a new CEO, executive powers
have been conferred on the Chairman
Leonardo Ferragamo, supported by a
Presidential Committee with an advisory
function, made up of experts with consolidated



experience in the industry, who have already
worked in senior roles within the Company.

Specifically, the Board of Directors, on the
recommendation of the Executive Chairman,
has delegated some powers to certain
Directors, as communicated to market on
March 6%, 2025. The Committee then
supported the Board of Directors in defining the
related remuneration and, in particular,
analysed a market benchmark providing its
opinion to the Board of Directors.

On behalf of the Committee, | would like to
express my gratitude to the corporate functions
that supported the revision of the 2025 Policy
for their constant and valuable commitment to
the Board of Statutory Auditors, which
guaranteed the correctness of the process

followed by participating in all the meetings of
the Committee.

Together with the Directors Laura Donnini and
Sara Ferrero, to whom | extend my heartfelt
gratitude for these first months of constructive
work, | thank you for the attention you will give
to this report, with that it receives the broadest
support at the Shareholders' Meeting.

Michela Patrizia Giangualano

Chairman of the Remuneration and
Nomination Committee
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EXECUTIVE SUMMARY

1. LINK BETWEEN STRATEGY, SUSTAINABILITY AND REMUNERATION

Since the origins of the brand, the Salvatore Ferragamo Group has set creativity, innovation and
excellent craftsmanship as its core values. At the same time, the Group has always operated with
sustainability as its guiding light, with the aim of generating shared value, respecting the environment
and protecting the places where it operates and the people who work for the company and its supply
chain.

In recent years, sustainability strategy has been further consolidated to address the needs of various
stakeholders. The strong focus on ESG (Environment, Social, Governance) dimensions is well outlined in
the Sustainability Plan, available in the https://sustainability.ferragamo.com/ section of the company's
website, whose KPIs were updated by the Board of Directors at its meeting on December 19%, 2024,
with the intention of pursuing economic growth objectives that also take into account the impacts, both
positive and negative, of its activities within the social and environmental spheres.

The Company's compensation policy-making process is a powerful tool in guiding management
behaviour and business results toward sustainable long-term success in line with the Company's
strategic goals.

Salvatore Ferragamo's sustainability strategy is clearly reflected in the identification of the indicators
used in the short- and long-term incentive schemes for management. These indicators ensure a solid link
between corporate strategy, sustainability, and employee compensation.

In particular, in the Short-Term Incentive plan and in the Long-Term Incentive plan, key financial targets
such as Product Net Sales, EBIT Adjusted’, Cash Flow and EBITDA are included.
Specifically:

9 Product Net Sales represent a measure of Salvatore Ferragamo's ability to achieve growth
targets, reflecting the company's performance in generating sales and increasing its market
share;

1 EBITDA and EBIT Adjusted, on the other hand, are a measure of the Group's profitability,
highlighting how well it is able to protect its margins and generate profits;

9 Cash Flow measures the ability to generate positive and sustainable cash flow over time and is
an important indicator reflecting the company's financial strength and its ability to manage
resources efficiently.

The inclusion of these financial indicators in incentive plans underscores the Company's commitment to
pursuing a sustainable strategy and rewarding management and employees for achieving key financial
targets set in line with annual budget values and the Group's growth ambitions.

Another key pillar of the strategy is the focus on ESG issues whose weight for 2025 has been increased,
demonstrating Company’s commitment to the value creation, even if non strictly economic.

L That is, net of the offocts of the impairment test FY 2024 & 2025,

FERRAGAMO
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Ferragamo firmly believes in investing in innovative materials, engaging with the community and the
territory, and respecting the environment and people. These values, passed on by the founder, are
essential not only to business success, but also to the well-being of all stakeholders. A clear sign of this
commitment is the improvement of the Climate Change 2024 rating by CDP Climate, which places the
company in the "leadership" group and the classification as third Company in lItaly in terms of CO2
emissions in the sector in Statista's Most Climate Conscious Companies ranking, testifying to the
Company's determination to promote the spread of the culture of sustainability in every aspect of its
value chain. This result is also the tangible proof of Ferragamo's focus on characterizing and reducing
greenhouse gas emissions, as well as the transparency of the reporting process.

In the Short-Term Incentive plan, there are three metrics referring to: the use of sustainable materials, a
roadmap to eliminate waste and progress in communicating sustainability, not only in terms of good
corporate governance but also to the end customer, to involve the entire value chain in the roadmap
pursued by the company.

In addition, with reference to the third cycle of the LTI Plan, the following goals that address the Social
and Governance sphere have been identified:

1 Metrics are provided to reduce the Company's Carbon intensity, in line with the Net Zero Plan;
1 Agoal has been confirmed to improve employee engagement through a global measurement
the company will yearly conduct, alternating between full surveys and pulse surveys on the most

critical issues from year to year;

1 The commitment to reducing the Adjusted Gender Pay Gap has been confirmed, in line with
the plan to eliminate it by 2030 and to reduce it by 0.5% YoY.

The table below provides a representation of how the objectives and mechanisms of the short-term and
long-term variable incentive plans act on some of the dimensions of Salvatore Ferragamo's strategy:

PERFORMANCE GOALS OF THE PERFORMANCE GOALS OF THE
SHORT-TERM INCENTIVE PLAN LONG-TERM INCENTIVE PLAN

STRATEGIC PILLAR

A Product Net Sales as % average
"I «FINANCIAL Product Net Sales V VS revenues
A

AMBITION» EBIT Adjusted EBITDA Cumulated
A Cash Flow Cumulated

A Sustainable materials use
9 «ESG FOCUS» ﬁ gero destruction roadmap ‘ V A Carbon Intensity Reduction
ustainability Communication:
Rating S&P KP!
(FAST-FORWARD il b,
Ju n Y
ORGANIZATION» Reduction
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2. FERRAGAMO'S PEOPLE AND COMPENSATION POLICY

The Group is made up of highly motivated professional who demonstrate, day by day, a deep passion
and dedication for their work. This attitude not only contribute to create a stimulating and collaborative
work environment but also makes the optimisation of human resources a fundamental priority for the
company.

The Group is actively committed to attracting new talents, recognizing the importance of quality human
capital for the achievement of its long-term strategic and sustainable objectives. Through a careful and
targeted recruiting process, the Company aims to identify professionals who not only possess the
necessary technical skills but also share the values and the vision of the Brand.

Furthermore, the Company is distinguished by its strong commitment to recognising and rewarding the
merits of those who, with passion and dedication, contribute to collective success. This translates into
performance evaluation systems that not only celebrate the results achieved (WHAT) but also how they
were achieved (HOW), creating opportunities for growth, professional development and continuous
improvement.

In particular, thanks to a review of the Performance management, existing tools were refined during
2025, based on two population clusters:

1 The Headquarters population, not operating in retail, is typically part of the STI plan, as
described in paragraph 7.1 of this Report or of local performance bonuses. This approach
outlines a deep coherence in the incentive structure, orienting all resources, from top
management to professionals, towards the achievement of the same strategic priorities of the
Group (WHAT). After the KPIs assigned to the beneficiaries for the year have been measured,
the so-called Talent review is conducted, which measures performance in a broader sense and
considers the values of the company's Culture Blueprint (HOW) as well as the potential of the
resources. This holistic assessment approach allows for the definition of development,
succession and training plans and serves as the basis for the Merit review process;

1 The Retail population is included in the performance evaluation system called ‘Bright’, which
also serves asa tool for the disbursement of annual bonuses and is also characterised by a strong
consistency of the incentive logic applied to all employees. This system is based on the
evaluation of the same Success Enablers, consistent with the Culture Blueprint, and on a set of
quantitative objectives, whose targets vary according to the store to which the employee
belongs, and the role held. For some managerial roles in this cluster, Talent Reviews are carried
out in order to measure the potential and development opportunities most suited to the talents
identified.

Within this context, feedback and individual meetings between managers and employees have crucial
importance. These practices are considered fundamental in promoting the professional and personal
development of employees, offering them the opportunity to receive constructive feedback, identify
areas for improvement and receive the support they need to achieve their goals. Ferragamo gives great
importance to the individual performance appraisal; in 2024 about 99% of employees received such an
appraisal through structured processes rooted in the corporate culture.

FERRAGAMO
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In this context, the Remuneration Policy is an effective tool in valuing people, supporting individual
development and promoting a corporate culture in line with the Culture Blueprint. Ferragamo's
compensation strategy is designed to reward individual contribution, foster professional growth and
incentivize the achievement of corporate objectives, while maintaining consistency and fairness within
the organization.

With reference to the fixed part of remuneration, surveys are conducted at both the local and
Headquarters level to ensure that remuneration is competitive with the reference market. Through the
analysis of data from a wide range of companies and professional categories, Ferragamo ensures that its
employees' compensation is fair and aligned with market dynamics.

Finally, the long-term variable component, as described in Section 7.2 of this Report, is dedicated to the
Group's key resources and incentivizes all participants to achieve the same strategic priorities
contributing to sustainable success in the medium to long term and strengthening the retention of these
key resources.

The compensation package as a whole is therefore geared toward ensuring alignment and cohesion
within the organization, promoting a culture of collaboration and shared success.

3. DIVERSITY, EQUITY, INCLUSION & BELONGING - DEI&B

The promotion of equal opportunities is another fundamental pillar of Ferragamo's corporate
philosophy. Through new standards of excellence, the company is committed to ensuring an inclusive
environment, where every individual has access to the same opportunities for growth and development,
regardless of their background. This approach not only enriches the corporate culture, but also fosters
innovation and creativity, which are essential elements for facing market challenges.

To promote diversity and inclusion, a cultural change path focused on diversity, equity, inclusion and a
sense of belonging (DEI&B) is under implementation.

Through training courses and specific activities inserted in a DEI&B dedicated strategy, the Group aims
to raise awareness of the value of diversity and inclusion in the business model.

To this end, Employee Resource Groups (ERGs) have been set up in each region, with an initial focus on
gender issues, generational diversity and inclusion, promoting constructive dialogue between
employees and management and measuring engagement through a survey with Great Place to Work
which saw 88% of employees respond to the questionnaire, the feedback from which became the basis
for the definition of targeted action plans.

From 2025 to 2027, the scope of the ERGs will be expanded to include other dimensions of diversity,
such as LGBTQI+ and disability, further strengthening the sense of belonging and inclusion. In parallel,
new initiatives for mental and physical well-being were launched in 2024 through the involvement of the
ERGs. From 2025 to 2027, these initiatives will be adapted and refined based on the feedback gathered
and the results obtained, ensuring continuous improvement of the well-being policies for all employees.
And it was within these initiatives in the field of DEI&B that the "Manifesto" was drafted in 2023, and
concrete goals were set to assess progress on the ESG agenda.

One of the key indicators in the progress of this agenda refers to the reduction of the Gender Pay Gap.
In thisregard, it had been decided in 2023 to introduce within the target sheet of the first allocation cycle

FERRAGAMO
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of the LTI 2023-2025 plan a target for measuring the pay gap in the three main geographies in which the
Group operates.

As proof of the strong focus on this issue, the Company has initiated for all the Group's companies project
to analyse, monitor and develop plans to mitigate the Gender Pay Gap, with the primary objective of
significantly reducing the gender pay gap by 2026 and eliminating it by 2030.

The first phase of the project involved calculating the Unadjusted Gender Pay Gap, i.e. the average and
median difference in pay between men and women. The analysis was conducted on both fixed pay and
Total Cash Target, which includes target variable pay. It also has been examined the distribution of men
and women in the different quartiles and by category of worker, providing detailed information by
region, country and role. The results of the Unadjusted Pay Gap were made available to Management
through the company reporting system and dashboard, thus allowing for greater awareness of the
composition and diversity of the workforce, as well as the implications of the pay gap.

The second phase involved an in-depth analysis to achieve a greater level of accuracy in calculating the
pay gap. In fact, an Adjusted indicator was developed internally that measures the Gender Pay Gap in
terms of ‘Equal Role’, adjusting the gap based on the “weight of the role”. This phase made it possible to
define a first element of adjustment to the Unadjusted Gender Pay Gap, constituting a significant step
towards an even more precise calculation that considers all legitimate factors of pay differentiation.

In 2024, the calculation was developed and thus the Adjusted Gender Pay Gap was determined, which,
in addition to considering the weight of the role, integrates, through a linear regression model, all the
other objective elements that explain the differences in compensation. These include the country of
reference, professional experience, length of service with the company, organisational structure,
reporting line and performance results. The project highlighted an Adjusted Pay Gap calculated on the
Total Cash Target at 12.31.2023 at Group level, equal to 2.9%, testifying to Ferragamo's commitment to
guaranteeing gender equality. The legitimate factors and the linear regression analysis were submitted,
together with the strategy on the issue, to Universal Fair Pay Check.

This third-party independent body certified the Company as a Fair Pay Analyst and included it in the Fair
Pay Circle, a meeting in which companies from different sectors and geographical areas discuss best
practices and strategies to eliminate pay gaps.

UNIVERSAL |
FARPAY |

), Q42024/25

» /
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N
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This Adjusted Gender Pay Gap will be recalculated annually to measure the actual improvement in line
with the company's roadmap after the performance cycle has been completed (part of the so-called
objective elements of data adjustment).

FERRAGAMO
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Following the results of the analyses and with the aim of further strengthening the company's
commitment to closing the Gender Pay Gap, a plan to eliminate the Gender Pay Gap has been
developed. This plan adopts a holistic approach, aimed at making all processes related to human
resources management more equitable and neutral from a pay perspective, while helping to strengthen
a culture of diversity. This plan is based on three pillars:

0

(i)

@iii)

Equal Pay Process: understanding how current remuneration processes can contribute to
pay disparities. Initiatives already underway include the implementation of real-time
analysis and monitoring of workforce distribution and the Gender Pay Gap, both
Unadjusted and Adjusted, in order to identify possible outliers. Furthermore, the
comparison with the external market for the definition of salary offers to candidates is
expected to be extended to the whole Group;

Pay for Performance and Career:redesign and update of remuneration processes, orienting
them towards greater alignment with the logic of pay for performance. This implies the
introduction of merit-based salary review processes that are also linked to talent ranking,
succession planning processes, career progression, workforce profile and occupational
segregation analyses. Among the initiatives already implemented and continuously
updated, are highlighted the activities of role weighting and related digitalisation, which
allow usto consider Job Weight as a determining factor in the definition of salaries, ensuring
a fair distribution based on the value and responsibilities of each position. In addition, a
project called ‘Compensation 2.0' is planned for the next two years, which involves the
digitalisation of salary curves to manage salary progression in an effective and gender-
neutral way;

Diversity, Equity, Inclusion & Belonging: strengthening the culture of diversity, equity and
inclusion in all HR processes and increasing female representation in senior positions.
Initiatives already underway include the introduction of a particular focus on eliminating
the Gender Pay Gap and achieving the Fair Pay certification mentioned above in salary
review processes. Furthermore, by virtue of the Company's commitment to fairness and
transparency, the process to obtain Uni-PdR 125/224 certification is underway, which
Ferragamo expects to obtain in 2025. In fact, the Company has integrated the ‘pay for
performance’ philosophy into the Talent Review, Success Planning and Talent Ranking
processes, and has focused salary reviews on reducing existing pay disparities. Finally, for
the next two years Ferragamo will implement recruiting processes that involve the creation
of a short list to ensure greater female representation at all levels.

The initiatives described above are part of a broader Group DEI&B strategy, monitored through ad hoc

KPIs:

Promotion of greater gender equity, diversity and representation: introduction of fair processes
and policies (Group Recruitment Policy, Group Inclusion Policy, Balanced Succession Planning)
and gender representation objectives, particularly at managerial level;

Creation of an inclusive organisation and promotion of a sense of shared responsibility
regarding DEI&B results: introduction of objectives based on the results of the engagement
survey, volunteering programmes, participation in Employee Resource Groups, coaching and
flexible working practices.

SUMMARY FRAMEWORK OF THE MAIN PAY ELEMENTS OF THE 2025 POLICY

The Remuneration Policy represented below refers to the compensation planned for Directors for the
three-year period 2024-2026, valid until the expiration of the Board of Directors' term of office, which

FERRAGAMO
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will occur with the approval by the Shareholders' Meeting called to approve the financial statements as
of December 31%, 2026.

It should be noted that the following table shows the remuneration policy elements for the Chief
Executive Officer and General Manager in office until March 6, 2025.

As communicated to the market on February 3, 2025, following the consensual termination of the
employment relationship between the Company and Mr Marco Gobbetti, a new Chief Executive Officer
will be identified through a careful and rigorous selection process, in line with the Group's commitment
to ensuring solid and responsible corporate governance. The relative remuneration package will be
determined in accordance with the provisions of applicable legislation and this report, taking into
account of market data, the specifics of the role, seniority and the need to attract high-level talent, in
order to ensure an effective transition in a period of significant evolution for Ferragamo.

The same process has been followed to determine the remuneration deliberated by the Board of
Directors with effect from March 6™ (date of conferral of powers) subject to the approval of this
document by the Shareholders' Meeting, related to the proxies that were conferred as communicated
to the market on March 6™, during the so-called transition period, for some Directors.

In particular:

- For the remuneration related to the role of Executive Chairman and Deputy Chairman to whom powers
have been granted, a panel of both ltalian and international listed companies was analysed, with
particular attention to the role of Executive Chairman to companies operating in the luxury sector where
this role is widespread;

- For the delegated powers conferred to two Board Members (as Chief Product Officer and Head of
Support Functions), an ad-hoc benchmark was analysed, provided by an external and independent
company based on a panel of companies in the sector for comparable roles.

PURPOSE CONDITIONS AMOUNTS

FIXED REMUNERATION

Commensurate with
assigned responsibilities,
required contribution, skills,
and experience

It is determined in relation to market remuneration
benchmarks and periodically evaluated also in relation to
pay mix policies. In the event of the delegation of powers
to the members of the Board of Directors, the company
may define, in compliance with applicable regulations,
remuneration appropriate to the purpose of the same in
line with the market and following the approval process
of the competent bodies as done for the so-called
transition period. The remuneration illustrated here,
pursuant to Article 2389, paragraph 3 of Civil Code
and/or BGS, for the Chairman, Chief Product Officer and
Head of Support Functions, has been approved by the
Board of Directors with effect from March 6th (date of
conferral of powers), subject to the approval of this
document by the Shareholders' Meeting.

FERRAGAMO

EXECUTIVE CHAIRMAN
€800,000 annual gross of which:

- €750,000 as emolument for the office
of Chairman pursuant to Article 2389,
paragraph 3, Civil Code.

- €50,000 as compensation for serving
as a director, pursuant to Article 2389
paragraph 1 of the Civil Code.

DEPUTY CHAIRMAN
€200,000 annual gross, of which:

- €50,000 for the office of Director
resolved pursuant to Article 2389
paragraph 1 of the Civil Code.

- € 100,000 as emolument for the office
of Deputy Chairman pursuant to
Article 2389 paragraph 3 of the Civil
Code.
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For the Deputy Chairman, the fixed remuneration has not
been modified compared to the decision made by the
Board of Directors on May 9", 2024.

FERRAGAMO
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- € 50,000 for the appointments made in
subsidiaries pursuant to Article 2389
paragraph 3 of the Civil Code.

CEO-GM (in office until March 6, 2025,
as per press release dated February 3,
2025 (Mr Marco Gobbetti)

€ 2,300,000 annual gross, of which:

- €2,180,000 as annual gross
remuneration for performing the
duties as an Executive of the Company

- €120,000 against the exercise of the
office and proxy pursuant to Article
2389 paragraphs 1 and 3 of the Civil
Code.

POSSIBLE NEWLY APPOINTED CEO-
GM

- For the Chief Executive Officer and
General Manager who may be appointed,
in addition to the remuneration, in
accordance with the provisions of Article
2389, paragraphs 1 and 3 of the Italian Civil
Code, at the time of appointment, the
remuneration for the position will be
determined in accordance with current
regulations.

DIRECTORS WITH DELEGATED
POWERS

Chief Product Officer

- €500,000 as Gross Annual Salary for the
performance of duties as Company
Executive

- €80,000 for the exercise of the office
and the delegation pursuant to art. 2389
paragraph 3 of the Italian Civil Code

- € 50,000 for the position of director
resolved in accordance with art. 2389
paragraph 1 of the Italian Civil Code.

Head of Support Functions

- € 1,080,000 for the position and
delegation in accordance with art. 2389
paragraph 3 of the Italian Civil Code.

- €50,000 for the position of director
resolved in accordance with art. 2389
paragraph 1 of the Italian Civil Code.
EXECUTIVES WITH STRATEGIC
RESPONSIBILITY

Salary determined in relation to assigned
responsibilities, market data for
comparable roles, and the provisions of
the relevant CCNL.
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SHORT TERM INCENTIVE 2025

Incentivizes the
achievement of annual
business and sustainability
goals defined consistently
with the company's strategy
and Budget

PLAN FEATURES

- The plan is characterized by consistency in the
objectives assigned to all beneficiaries, thus
demonstrating a unified and shared approach.

The plan scorecard provides a balance between
economic-financial and ESG objectives.

Three targets were identified as strategic priorities,
represented by Product Net Sales, EBIT Adjusted and
ESG targets that address environmental issues.

The three Group performance goals are assigned to the
entire population participating in the plan with an
overall weight ranging from 100 percent to 50 percent,
depending on the type and level of responsibility of the
beneficiaries (for regional beneficiaries, including
Regional CEOs/MDs, the Product net Sales and EBIT
Adjusted targets are partly related to the results of the
reference region).

The targets include independent incentive curves,
based on which an accrued incentive is determined that
varies in a range from 0% of the target incentive,
corresponding to the "threshold" level of performance,
to 150% of the target incentive, corresponding to the
achievement of a maximum level of performance.

The system also includes a multiplier mechanism linked
to the Group's financial performance, which aims to
ensure greater financial sustainability of the plan and
greater adherence to the Group's sustainability.
Specifically, there is a provision for a reduction of up to
a maximum of 75% of the bonus if the Adjusted EBIT is
lower than budgeted. In the case of a exceptional
performance, with reference to both the Group's Net
Sales and Adjusted EBIT, the system recognises up to a
+20% increase on the target bonus.

The plan is subject to Malus and Claw back clauses.

EXECUTIVE CHAIRMAN, DEPUTY CHAIRMAN and
HEAD OF SUPPORT FUNCTIONS GOALS STI 2025

1. Group Product Net Sales — weight 40%.

2. Group Adjusted EBIT — weight 40%.

3. Group-wide ESG target consisting of three metrics
relating to the environment - weight 20%.

In addition to the application of the so-called “Multiplier”.

FERRAGAMO

EXECUTIVE CHAIRMAN

€400,000 gross on target approved by the
Board of Directors subject to the approval
of this document by the Shareholders’
Meeting.

The maximum incentive  could
theoretically reach 180% of the target
incentive, as a combined action of the
maximum result of the individual
scorecard (up to 150%) and the multiplier
linked to financial performance (up to
+20%).

DEPUTY CHAIRMAN

€70,000 gross approved by the Board of
Directors, subject to the approval of this
document by the Shareholders’ Meeting.
The maximum incentive  could
theoretically reach 180% of the target
incentive, as a combined action of the
maximum result of the individual
scorecard (up to 150%) and the multiplier
linked to financial performance (up to
+20%).

POSSIBLE NEWLY APPOINTED CEO-
GM

In general, the newly appointed CEO-GM
may be included among the beneficiaries
of the Group's STI plan. However, the
Company reserves the right to develop an
ad hoc plan, which will be submitted to the
competent bodies for approval.

DIRECTORS WITH DELEGATED
POWERS

Chief Product Officer

- €243,600 on target - 42% on target of
remuneration (excluding remuneration
pursuant to Article 2389, paragraph 1 of
the Italian Civil Code of which, approved
by the Board of Directors, subject to the
approval of this document by the
Shareholders’ Meeting).

Head of Support Functions

- €216,000 on target - 20% on target of
remuneration (excluding remuneration
pursuant to art. 2389 paragraph 1 of the
Italian Civil Code).

The maximum incentive  could
theoretically reach 180% of the target
incentive, as a combined action of the
maximum result of the individual
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EXECUTIVES WITH STRATEGIC RESPONSIBILITY
GOALS STI 2025 (included the Chief Product Officer)

Group Product Net Sales - 30%

Group EBIT Adjusted - 30%.

Group-wide ESG target consisting of three

metrics referring to the environmental sphere -

10%.

4. Otbher strategic objectives related to membership
function - 30%.

In addition to the application of the so-called

“Multiplier”.

WD =

LONG-TERM VARIABLE INCENTIVE PLANS

Scorecard (up to 150%) and the multiplier
linked to financial performance (up to
+20%).

EXECUTIVES WITH STRATEGIC
RESPONSIBILITY

Average target incentive equal to 41.3% of
fixed remuneration.

The maximum incentive can theoretically
reach up to 180% of the target incentive as
a combined action of the maximum
individual scorecard result (up to 150%)
and the multiplier related to financial
performance (up to +20%).

PERFORMANCE PLAN AND RESTRICTED SHARES 2023-2025 (LTI PLAN) - 3" ALLOCATION CYCLE

2025-2027

Long-term variable
compensation is aimed
at:

Promote the pursuit of
long-term  sustainable
success through the
achievement of
consolidated Group
performance targets

Ensuring the retention of
Ferragamo's key people

PLAN DESCRIPTION

The Plan, approved by the Shareholders' Meeting on
April 26th, 2023, provides for Executives with
strategic responsibility and selected key resources of
Ferragamo three cycles of annual (rolling) allocation
of ordinary shares of the Company in an amount
equal to:

1 75%in the form of Performance Share Unit
1 25%in the form of Restricted Share Unit.

The vesting of the initial rights related to the
Performance Shares (equal to 75% of the Incentive
Opportunity) will be subject to the achievement of the
ratio permanence condition at the end of the vesting
period of each cycle of the LTI Plan and the level of
achievement of one or more performance indicators
(according to an incentive curve between 50% and
150%) at the end of the vesting period of each cycle of
the LTI Plan.

The vesting of the initial rights related to the
Restricted Shares (equal to 25% of the Incentive
Opportunity) is subject to the achievement of the sole
condition of permanence of the relationship at the
end of the vesting period of each cycle of the LTI Plan.

The plan is subject to Malus and Clawback clauses.

FERRAGAMO

EXECUTIVE CHAIRMAN and DEPUTY
CHAIRMAN

Currently, the incentive plan in force does
not include the Executive Chairman and
the Deputy Chairman among the
beneficiaries.

Given the so-called transition period, the
right to consider the inclusion of the
Executive Chairman and the Deputy
Chairman in the Third cycle of the
incentive scheme for Executives with
Strategic Responsibility and other key
roles, or to develop an ad hoc plan for these
figures, which will be submitted for
approval to the competent bodies,
providing incentive levels in line with the
market.

POSSIBLE NEWLY APPOINTED CEO-
GM

The currentincentive plan does not include
the former Chief Executive Officer and
General Manager (CEO-GM) among the
beneficiaries, as the latter was subject to
long-term incentive plans specifically
designed for his position.
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PERFORMANCE TARGETS RELATED TO
PERFORMANCE SHARE UNITS - 3¢ CYCLE 2025-
2027

For the third allocation cycle, performance indicators
are divided between consolidated Group economic
and financial objectives (total weight of 80%), and
ESG indicators (total weight of 20%):

Product Net Sales (average % growth in relation to
revenue) (30%);

Cumulative EBITDA of the three-year period 2025-
2027 (30%);

Cumulative Cash Flow of the three-year period 2025-
2027 (20%);

ESG metrics related to the decrease of carbon
Intensity, in line with the Net Zero Plan;

ESG Social metrics related to People Engagement:
improvement of employee engagement through a
global measurement that the company will carry out
annually, alternating full surveys with pulse surveys on
the most critical issues from year to year;

ESG Social metrics related to Gender Pay Gap:
commitment to Adjusted Gender Pay Gap reduction
in line with the plan to reach zero by 2030 and a
reduction of 0.5% YoY.

For each indicator there is an incentive curve linking
the number of rights that can be accrued according to
the level of achievement of the performance
indicators (from 50% to 150% of Initial Rights).

Below the threshold, identified for each
economic/financial or ESG target, the target does not
deliver bonuses for the corresponding weight

VESTING AND HOLDING PERIOD

Three-year vesting period for each award cycle (1st
cycle 2023-2025; 2nd cycle 2024-2026; 3rd cycle
2025-2027)

The Executives with strategic responsibility and
beneficiaries to be identified by the Board of Directors
from among those who report directly to the
Company's Executive Chairman and Directors with
delegated powers and/or have responsibility for a so-
called "Region" will be obliged to hold continuously,
until the end of the 2nd calendar year following the
end of each vesting period, all the Shares granted
under the LTI Plan (subject to, the Sell to Cover
mechanism).

NON-MONETARY BENEFITS

However, the Company reserves the right
to consider the inclusion of the new CEO-
GM in the incentive scheme for Executives
with Strategic Responsibility and other key
roles or to develop an ad hoc plan for this
figure, which will be submitted for approval
to the competent bodies, providing
incentive levels in line with market levels.

DIRECTORS WITH DELEGATED
POWERS

Chief Product Officer

30% of target remuneration at the
beginning of the performance period in line
with the Rules of the Plan.

Head of Support Functions

Currently, the incentive plan in force does
not include the Head of Support Functions
among the beneficiaries.

The Company reserves the right to
consider the inclusion of this role within the
3rd cycle of the incentive scheme for
Executives with Strategic Responsibility
and other key roles, or to develop an ad hoc
plan for this role, which will be submitted
for approval to the competent bodies,
providing incentive levels in line with the
market.

EXECUTIVES WITH STRATEGIC
RESPONSIBILITY AND OTHER
EMPLOYEES CONSIDERED KEY

For each cycle of the LTI Plan, for this
cluster of population, there is a target LTI
share of up to 50% fixed remuneration, of
which 75% will be paid in the form of
Performance Share Units and 25% in the
form of Restricted Share Units.

Performance Share Units may vest
according to an (independent) incentive
curve between 50% and 150%. Rights
related to Restricted Shares may vest in a
fixed amount equal to 25% of the Initial
Rights.

FERRAGAMO
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They are allocated in
accordance with the
purposes of the Group's
remuneration policy

TERMINATION

Non-monetary benefits are defined consistently with the
provisions of the law, collective agreement and other

applicable union agreements.

The Company may grant Directors

and Executives with strategic

responsibility non-monetary

benefits from the following as

examples only:

home

cars

uniform allowance

tax assistance

supplementary health care

policy

supplementary life insurance

policy and contribution to

supplementary pension fund.

A school support for family
members

Do o Po Io Do Do

Retention purposes
related to the role held
in line with strategies,
values, and long-term
interests

Determined in relation to the strategic nature of the role,

as well as non-compete obligations.

CHAIRMAN and DEPUTY
CHAIRMAN

There is no ex-ante agreement
regulating the termination of the
relationship.

DIRECTORS WITH DELEGATED
POWERS

Head of Support Functions
subject to the approval of this
document by the Shareholders’
Meeting, in the event of termination
as agood leaver:

(i) fixed compensation pursuant
to art. 2389 paragraphs 1 and 3 of
the Italian Civil Code accrued pro-
rata temporis;

(i) STI bonus pro-rata temporis
where actually accrued and the
good leaver assumption has
occurred starting from
September 1%, 2025 (included)
during the 2025 financial year or
starting from July 1%, 2026
(included) during the 2026
financial year;

(i) an indemnity equal to (a)
€270,000, where the good leaver
scenario occurred on a date prior
to August 31%, 2025 (inclusive)
during the 2025 financial year or
on a date prior to June 30th, 2026
(inclusive) during the 2026
financial year or (b) to €375,000, if
the good leaver scenario has
occurred starting from
September 1%, 2025 (included)
during the 2025 financial year or
starting from July 1%, 2026
(included) during the 2026
financial year.

FERRAGAMO
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EXECUTIVES WITH STRATEGIC

POWERS

There is no ex-ante agreement
regulating the termination of
employment for Executives with
Strategic Responsibility, therefore
the relevant reference standards
(so-called CCNL) apply.

FERRAGAMO
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1. PREMISE

This report on remuneration policy and compensation paid pursuant to Article 723-ter of the TUF (the
"Report") prepared by Salvatore Ferragamo S.p.A. ("Salvatore Ferragamo" or the "Company") includes:

a) in Section | (the "Remuneration Policy"), a description of the general policy on the remuneration
of the members of the Board of Directors (the "Directors"), of the Executives with Strategic
Responsibility? (the "Executives with Strategic Responsibility”) and of the Head of Internal Audit
and, without prejudice to the provisions of Article 2402 of the Italian Civil Code of the members of
the control body (the "Statutory Auditors") of Salvatore Ferragamo, as well as an illustration of the
procedures used for the adoption and implementation of this Remuneration Policy;

b) In Section IlI:

(i) arepresentation of the items that make up the remuneration paid during the fiscal year ending
December 31%, 2024 (the "FY" or the "FY 2024") in favour of the members of the Company's
management and supervisory bodies and, in aggregate, the Company's Executives with
Strategic Responsibility, highlighting their consistency with the Company's remuneration
policy for that FY;

(i) ananalytical representation of compensation paid during the Year, for any reason and in any
form, by the Company and its affiliated companies and subsidiaries (the "Subsidiaries" and
jointly with the Company, the "Group");

as well as an illustration of how the Company considered the vote cast at the April 237, 2024,

Shareholders' Meeting on Section Il of the 2024 Remuneration Policy and Compensation Paid

Report.

The Remuneration Policy has been prepared in accordance with the provisions of Article 723-ter of
Legislative Decree No. 58/1998 (the "TUF"), Article 84-quater and Annex 3A, Schedule 7-bis of CONSOB
Regulation No. 11971/1999 (the "Issuers' Regulations") and Article 5 of the Corporate Governance Code
adopted by the Corporate Governance Committee of Borsa Italiana S.p.A. in January 2020 (the "Code").

In line with regulations and in keeping with the values of transparency and accountability that have
always been pursued by Salvatore Ferragamo, with this Report, we intend to ensure clear and
comprehensible information regarding the strategies and processes adopted to define and implement
the Remuneration Policy for Directors, Executives with Strategic Responsibility of the Company, and
how it contributes, to the pursuit of the Company's strategy, long-term interests and sustainability of the
Company and the Group.

Considering the change in leadership and the timing of approval of the Remuneration Policy, 2025
represents a year of transition regarding Ferragamo's remuneration strategy. In fact, as per the press
release published on February 3", 2025, the Board of Directors of Salvatore Ferragamo S.p.A. announced
that the Company and Mr Marco Gobbetti have reached an agreement for the consensual termination

/H

itives with Strategic Responsibility ("Executives with Strategic Responsit individuals who have the power and
> ility, directly or indirectly, for planning, ¢ ing and controlling the comps: including s (executive or
otherwise) of the company. In relation to the category of Exccutives with Strategic Responsibility, the compensation policy for the two
employees who are Executives with Strategic Responsibility as of the date of publication of this document s described from this point
forward: the Chicf Product Officer (former Chicf Transformation & Sustainability Offi and the Chicf Financial Officer. The
compensation policy related to the members of the Board of Directors is described quent paragraphs.

re
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of their employment and directorship with effect from the date of approval of the financial statements
for the year 2024, on March 6, 2025.

The new Chief Executive Officer will be identified following a careful and rigorous selection process that
reflects the Group's commitment to ensuring sound corporate governance.

With reference to the Company's governance for the period between March 6%, 2025 and the date of
appointment of a new Chief Executive Officer, executive powers have been conferred on the Executive
Chairman, who defined a distribution of delegated powers and will be supported by a presidential
advisory committee for the transition composed of experts with consolidated experience in the industry
who have already worked in senior roles within the Company. The remuneration for these delegated
powers of the Chairman and the Executive Directors, illustrated in this document, have been approved
by the Board of Directors, subject to approval of this document by the Shareholders’ Meeting starting
from March 6™ (date of the delegation of powers) and defined with the support of the Remuneration and
Nomination Committee, which analysed market benchmarks for comparable roles in companies in the
luxury sector.

The Remuneration Policy is subject to continuous review and improvement in order to respond to the
indications of proxy advisors, investors and market practices, while ensuring adequate transparency of
disclosure. In this context, the Remuneration and Nomination Committee, also based on a careful
evaluation of the voting indications expressed by the proxy advisors and the ratings agencies'
assessments, has decided to make some improvements to this Remuneration Report.

It is particularly highlighted:

1. of the paragraph on the DEI&B strategy with the strengthening of the Gender Pay Gap
section, highlighting the company's commitment to promoting gender equity and in
guaranteeing equal opportunities within the organization. This section provides an in-
depth analysis of the methodology adopted and the results obtained in the measurement
of pay disparities and the ongoing commitment to their future reduction;

2. Adjustment of the Remuneration Policy to reflect the recent changes to the short-term
variable incentive system, with the aim of reinforcing the pay-for-performance principle
and giving greater relevance to the company's financial performance;

3. Continuous improvement of transparency on specific issues, with particular attention to
the growing interest of investors and proxy advisors, as well as strengthening the link
between the level of remuneration and corporate strategies, including those relating to
ESG aspects.

The Remuneration Policy has been made available to the public, on the Company's website

https://group.ferragamo.com, Governance/Shareholders' Meeting 2025 Section, within the terms of
the law.

FERRAGAMO



Report on the remuneration policy and compensation paid pursuant to Article 123-ter of the TUF of Salvatore Ferragamo S.p.A.
Remuneration Report

23

2. BODIES AND INDIVIDUALS INVOLVED IN THE PREPARATION, APPROVAL AND
POTENTIAL SHARES OF THE REMUNERATION POLICY AND RESPONSIBLE FOR ITS
PROPER IMPLEMENTATION

The definition of the Remuneration Policy represents the outcome of a complex process involving the
Shareholders' Meeting (the "Shareholders' Meeting"), the Board of Directors (the "Board of Directors"),
the Remuneration and Nomination Committee (the "Remuneration and Nomination Committee" or the
"Committee") the Board of Statutory Auditors (the "Board of Statutory Auditors"), the Chairman of the
Board of Directors (the "Chairman") and the relevant corporate structures (in particular, the Legal and
Compliance Function and the Human Resources Function) of the Company.

The Remuneration Policy was, in particular, developed on the basis of strategic guidelines defined by the
Board of Directors, with the support of the Committee and the relevant corporate structures.

The Shareholders' Meeting of the Company resolves by binding vote on the Remuneration Policy outlined
in Section | of the Report.

Relating to 2025 Fiscal Year, the Remuneration Policy will run for one year.

Periodically, the Committee will evaluate the adequacy, overall consistency and concrete application of the
Remuneration Policy, making use, for the remuneration of Executives with Strategic Responsibility, of the
information provided by the Chairman and the possible Executive Director, and will make any observations
and/or proposals to the Board of Directors for Shares or modification, if necessary.

In the event that, during the term of the Remuneration Policy, the Board of Directors intends to make
changes to it?, it will convene a Shareholders' Meeting, which will again take a binding vote, with the help of
a special report explaining the new Remuneration Policy.

3. REMUNERATION AND NOMINATION COMMITTEE

The Company has a Remuneration and Nomination Committee, which was formed by the Board of
Directors' meeting on May 9%, 2024, and consists of three non-executive and independent directors as of
the date of this Report.

As of December 31, 2024, and the date of this Report, the Committee was composed as follows: Patrizia
Michela Giangualano (Chairman), Laura Donnini e Sara Ferrero.

The members of the Committee have adequate knowledge and experience in financial or compensation
policy matters, as reflected in their curriculum vitae. This expertise was assessed as adequate by the Board
of Directors at the time of appointment.

3Subject, of course, to the possibility of using the waiver procedure (referred to in paragraph 10 below).
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The Committee, which has its own Rules of Procedure approved by the Board of Directors performs the
functions provided by the Code for the Nomination Committee and the Remuneration Committee® .

More specifically, the Committee:

a)

b)

9

d)

e)

formulates annually, at the latest during the meeting of the Board of Directors that deliberates the
convening of the Shareholders' Meeting called to approve the annual financial statements, a proposal
to the Board of Directors regarding the Company's Remuneration Policy;

periodically evaluates, during the course of the fiscal year, the adequacy, overall consistency and
concrete application of the Remuneration Policy adopted by the Company, making proposals to the
Board of Directors and reporting, whenever deemed appropriate, any need to amend, revise or
supplement the Remuneration Policy, as well as any failure to implement the Policy itself and/or
violation of any of the principles contained therein;

expresses its opinion on the remuneration of Executive Directors, other directors holding special
positions and Executives with Strategic Responsibility as well as the setting of performance targets
related to the variable component of such remuneration, and monitors the implementation of the
decisions adopted by the Board, verifying the actual achievement of the performance targets set;

evaluates and makes any proposals to the Board of Directors regarding remuneration plans, including
share-based plans, with reference to the adoption of expedients aimed at preventing such plans from
inducing their recipients to behave in such a way as to favour short-term increases in the market value
of the shares or, in any case, short-term objectives, to the detriment of value creation in the medium to
long term and the sustainability of the Company as a whole;

if it deems it necessary or appropriate for the performance of its duties, has the right to make use, at
the Company's expense, of consultants, including external consultants, who are experts in
remuneration matters (also in order to take into account the remuneration practices that are
widespread in the reference sectors and for companies of similar size, also considering comparable
foreign experiences). In particular, for the preparation of this Report, the Company used the support of
Mercer.

The work of the Committee is coordinated by the Chairman and the meetings are duly recorded by the
General Counsel, in her role as secretary, in a special minute book kept at the Company's registered office.

The Committee meets as often as necessary to carry out its functions and whenever the Chair of the

Committee deems it appropriate. The Committee, however, shall meet prior to each meeting of the Board
of Directors whose agenda includes matters within its purview. *
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