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CORPORATE GOVERNANCE REPORT

(Annual Corporate Governance Statement pursuant to Section 289a of the HGB)

In this Annual Corporate Governance Statement, Deutsche Post DHL presents the main
components of its corporate governance structure. These include the Declaration of Con-
formity from the Board of Management and Supervisory Board, information on corpo-
rate governance practices that significantly exceed the legal requirements, information
on the working methods of the Board of Management and the Supervisory Board and

details regarding the composition and working methods of their committees.

Company in compliance with all recommendations

of the German Corporate Governance Code

In December 2009, the Board of Management and the Supervisory Board again
submitted an unqualified Declaration of Conformity pursuant to Section 161 of the
Aktiengesetz (German stock corporation act), which reads as follows:

“The Board of Management and the Supervisory Board of Deutsche Post AG decla-
re that the recommendations made by the Government Commission on the German
Corporate Governance Code as amended on 6 June 2008 have been complied with
since the last Declaration of Conformity in December 2008, and that Deutsche Post AG
intends to comply with all recommendations of the Code as amended on 18 June 2009
in the future. Pursuant to section 3.8 (3), the deductible for members of the Super-
visory Board will be raised to the required level upon the next adjustment of insurance
policies in the first half of 2010”

We also implemented the suggestions set forth in the Code, with one exception:
the Annual General Meeting will only be broadcast on the internet until the start of the
general debate.

Specific corporate governance practices

Our guiding principle in corporate management is Respect and Results. This has
evolved from the daily challenges of achieving first-class results whilst adhering to our
sense of responsibility for the needs of our employees and customers. We show respect
towards our shareholders by making our challenges public and clearly stating how we
intend to overcome them. We are well aware of the effect our corporate activities have
on society. Therefore, we respect everyone with whom we interact and the environment
in which we live. From this guiding principle, we derive our three most important lea-
dership values: openness, responsibility and passion. These help us to find a balance
between respect and results.

As a globally operating company and corporate citizen, we bear great responsibi-
lity for the environment and the living conditions in the regions in which we operate.
This is a responsibility that we take seriously. Our sustainability strategy rests on the
core competencies of the company and the experience of our employees. Our goal is to
achieve demonstrable benefits for society and to keep any negative impact our business
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has on the environment to a minimum. We want to lead the way in innovative and sus-
tainable logistics solutions. The idea of sustainability drives innovations and opens up
new business opportunities, which gives us competitive advantages.

Our sustainability strategy focuses on three areas: the Group’s GoGreen program-
me is aimed at achieving the Group’s climate protection targets. Our second focus is
GoHelp. Here we apply our expertise towards improving living conditions for people
in disaster areas. The third expression of our commitment to society is our support of
education. We created the GoTeach project to further this purpose.

In 2009, Deutsche Post DHL was honoured with the German Sustainability Award
in the category of Most Sustainable Strategy, recognising our comprehensive strategy
for economic, ecological and social responsibility.

Code of Conduct and compliance management

Deutsche Post DHL has developed a Code of Conduct that has been applicable in
all regions and in all divisions since mid-2006. The Code of Conduct lays down guide-
lines for day-to-day workplace conduct for our approximately 500,000 employees.

Its cornerstones are respect, tolerance, honesty, openness, integrity vis-a-vis em-
ployees and customers and willingness as a company to assume social responsibility.
The guidelines apply to employees at all hierarchical levels and in all divisions.

The compliance organisation at Deutsche Post DHL comprises the Compliance
Committee, the Global Compliance Office - including the Regional Compliance
Offices - and the Integrity Board. The Compliance Committee makes decisions on the
fundamental requirements of compliance management and any necessary measures. It
is supported by the Global Compliance Office and currently 14 Regional Compliance
Offices, and it reports directly to the Board of Management. An Integrity Board, which
is made up of both internal and external specialists, advises the Compliance Commit-
tee. Compliance management at Deutsche Post DHL is reviewed and improved on an
ongoing basis.

To supplement the Code of Conduct, two guidelines were issued in 2009. An anti-
corruption guideline gives specific guidance on avoiding corruption in accordance with
the provisions of the Code of Conduct, including clear instructions on how to handle
gifts, benefits and offers of hospitality. A competition guideline gives specific guidance
on the prohibition of agreements with competitors.

The Code of Conduct for suppliers obligates them to adhere to ethical and ecologi-
cal standards. Since the reporting year, these have expressly included a ban on child and
forced labour as well as discrimination. Wages and working hours must correspond
with national laws and regulations, and unlawful payments (bribery) are prohibited.
The Code of Conduct for suppliers has been included in all new procurement contracts
and added to existing long-term framework agreements since 2007.

In addition, we provide various obligatory online training programmes for specific
target groups. The sustainability of our compliance processes is regularly reviewed by
Internal Audit.
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Working methods of the Board of Management and the Supervisory Board

As a German listed public limited company, Deutsche Post follows a dual manage-
ment system. The Board of Management is responsible for the management of the com-
pany. It is appointed, overseen and advised by the Supervisory Board.

In addition to the board departments of the ceo, cro and the Board Member for
Personnel, the Board of Management also includes the operating board departments of
MAIL, GLOBAL FORWARDING, FREIGHT, EXPRESS and SUPPLY CHAIN.

With the consent of the Supervisory Board, the Board of Management has estab-
lished rules of procedure that lay down objectives for structure, management and co-
operation within the Board of Management. Within this framework, each member of
the Board of Management manages his board department independently and informs
the rest of the Board on key developments at regular intervals. The Board of Manage-
ment as a whole decides on matters of particular significance for the company or the
Group. In addition to tasks that it is prohibited by law from delegating, these include
all decisions that must be presented to the Supervisory Board for approval. The entire
Board of Management also decides on matters brought forth by one member of the
Board of Management for decision by the Board of Management as a whole.

In making their decisions, the members of the Board of Management may not pur-
sue personal interests or exploit business opportunities due to the company for their
own benefit. They are required to disclose any conflicts of interest to the Supervisory
Board without delay.

The Supervisory Board advises and oversees the Board of Management and ap-
points the members of the Board of Management. It has established rules of procedure
that include the fundamental principals of its internal structure, a catalogue of Board
of Management transactions requiring its approval and rules for the Supervisory Board
committees. It meets at least twice every six months based on the calendar year. Special
meetings are held whenever significant events so dictate. In financial year 2009, the
Supervisory Board met for seven plenary meetings and 21 committee meetings, as de-
scribed in the Report of the Supervisory Board starting on page 102.

The Board of Management and the Supervisory Board are in regular contact re-
garding strategic measures, planning, business development, risk exposure and risk
management as well as company compliance. The Board of Management informs the
Supervisory Board promptly and comprehensively on all topics of significance.

All Supervisory Board decisions, particularly those concerning transactions that
require its approval, are deliberated extensively in the relevant committees. At each
plenary meeting, the Supervisory Board is informed in detail about the work of its
committees.

In making their decisions, the members of the Supervisory Board may not pursue
personal interests or exploit business opportunities due to the company for their own
benefit. They are required to disclose any conflicts of interest to the Supervisory Board.
Any significant conflicts of interest on the part of a Supervisory Board member that are
not merely temporary in nature lead to that member’s resignation from the Board.
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Executive committees and Supervisory Board committees

Below the Board of Management level, important decisions are taken in so-called
executive committees, which also prepare decisions to be made by the Board of Manage-
ment as a whole. The executive committees are responsible for strategy, acquisitions
and major board department investments, amongst other things.

The MAIL Steering Committee is responsible for the maIL division, and the cross-
divisional DHL Executive Committee isin charge of the EXPRESS, GLOBAL FORWARDING,
FREIGHT and SUPPLY CHAIN divisions. The CEo, the cro and the respective board
members are represented on the committees. In addition, the Board Member for Per-
sonnel is a member of the MAIL Steering Committee. Along with the relevant mem-
bers of the Board of Management, the executive committees also include second-tier
executives, in some cases on a permanent basis — for example those responsible for the
operating business — and in some cases to assist with special topics. Procurement and
Controlling are called in to consult on capital expenditure, for instance, and Finance,
Corporate Development and Legal Services in the case of acquisitions.

The pHL Executive Committee generally meets twice per month and the MAIL
Steering Committee once.

Furthermore, business review meetings take place once per quarter. These mee-
tings are part of the strategic performance dialogue between the divisions, the cEo and
the cro. They comprise discussions on strategic measures, operating topics and the
budget situation of the operating board departments.

The Supervisory Board has formed five committees to ensure efficient discharge of
its duties. The Report of the Supervisory Board starting on page 102 gives details on the
composition and working methods of the committees.

The Supervisory Board committees prepare the resolutions of the plenary meetings
of the Supervisory Board. Decisions on certain topics are delegated by the Supervisory
Board to the individual committees for final decision.

REMUNERATION REPORT

The remuneration report also forms part of the Group Management Report.

Remuneration structure of the Group Board of Management in financial year 2009

The total remuneration paid to the individual Board of Management members for
financial year 2009 was determined by the Supervisory Board or, more specifically, by
its Executive Committee, which is headed by the chairman of the Supervisory Board.
After holding consultations, the Supervisory Board resolved on the remuneration sys-
tem for the Board of Management - including the main contractual elements — based
on the recommendations submitted by the Executive Committee. The remuneration
of the Board of Management reflects the size and global reach of the company, its eco-
nomic and financial situation and the roles fulfilled by the individual members. It is
set to ensure competitiveness with comparable German and international companies,
thus incentivising the Board of Management members to deliver maximum perfor-
mance and achieve results.
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The remuneration of the Board of Management for 2009 is in line with standard
market practice, appropriate to the tasks involved and designed to reward perfor-
mance; it comprises fixed and variable elements as well as long-term incentives.

Non-performance-related components are the fixed annual remuneration (annual
base salary), fringe benefits and pension commitments. The fixed annual remuneration
is paid in 12 equal monthly instalments retroactively at the end of each month. Fringe
benefits mainly comprise the use of company cars and supplements for insurance pre-
miums as well as special allowances and benefits for assignments outside the home
country.

The variable remuneration components for 2009 comprise one component linked
to the company’s annual profits (annual performance-related remuneration) and one
long-term incentive component (the Long-Term Incentive Plan).

The amount of the annual performance-related component (the annual bonus) is
set at the due discretion of the Supervisory Board on the basis of the company’s perfor-
mance. The individual bonus amounts reflect the extent to which predefined targets are
achieved, missed or exceeded. The Group’s EBIT after asset charge performance metric
is the main parameter used in this calculation. For the Board of Management members
in charge of the MAIL, GLOBAL FORWARDING, FREIGHT, EXPRESS and SUPPLY CHAIN
divisions, the EBIT after asset charge of their respective division is also a key parameter.
Achievement of the upper target for the financial year is rewarded with the maximum
annual performance-related remuneration (annual bonus). The maximum annual bo-
nus opportunity is 100% of the fixed annual remuneration. In addition, the Supervisory
Board may elect to award an appropriate special bonus for extraordinary achievement.

The remuneration component linked to the company’s annual profits now also
includes a sustainability component in line with the provisions of the Gesetz zur
Angemessenheit der Vorstandsvergiitung (VorstAG - Act on the appropriateness of ma-
nagement board remuneration), which came into force on 5 August 2009. It will be
taken into account in employment contracts and contract renewals entered into after
5 August 2009, increasing the emphasis on sustainable company development in deter-
mining management board remuneration. For such contracts, the annual performance-
related remuneration will in future no longer be paid in full for the year on the basis
of having reached the agreed targets. Instead, 50% of the annual performance-related
remuneration will flow into a new medium-term component with a three-year calcu-
lation period (performance phase of one year, sustainability phase of two years). This
medium-term component will be paid out after expiry of the sustainability phase sub-
ject to the condition that the targets related to reported EBIT after asset charge (inclu-
ding the asset charge on goodwill and before goodwill impairment) have been reached
during the sustainability phase. If the sustainability criteria are not met, the payment is
forfeited without compensation. This demerit system puts greater emphasis on sustai-
nable company development in determining management board remuneration.

Stock appreciation rights (SAR) are granted as a long-term remuneration com-
ponent based on the Long-Term Incentive Plan resolved by the Supervisory Board in
2006 (2006 LTIP).
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Each saARr entitles the holder to receive a cash settlement equal to the difference
between the average closing price of Deutsche Post shares for the five trading days
preceding the exercise date and the exercise price of the saR. In 2009, the members of
the Board of Management each invested 10% of their annual target salary per tranche
in Deutsche Post shares. When the stock appreciation rights were granted as part of
the allocation procedure in 2009, the lock-up period was increased from three to
four years. After expiration of the lock-up period, the stock appreciation rights can be
exercised wholly or partially for a period of two years, provided an absolute or relative
performance target has been achieved. Any stock appreciation rights not exercised
during this two-year period will lapse.

To determine how many - if any - of the stock appreciation rights granted can be
exercised, the average share price or the average index value is compared for the refe-
rence period and for the performance period. The reference period comprises the last
20 consecutive trading days prior to the issue date. The performance period is the last
60 trading days prior to the end of the lock-up period. The average share price (closing
price) is calculated as the average closing price of Deutsche Post shares in Deutsche
Borse AG’s Xetra electronic trading system.

A maximum of four out of every six stock appreciation rights can be “earned” via
the absolute performance target and a maximum of two via the relative performance
target. If neither an absolute nor a relative performance target is met by the end of the
lock-up period, the stock appreciation rights of the related tranche will lapse and no
replacement or compensation of any kind will be provided.

One sAR is earned each time the closing price of Deutsche Post shares exceeds
the issue price by at least 10%, 15%, 20% or 25%. The relative performance target is
tied to the performance of the shares in relation to the performance of the Dow Jones
STOXX 600 Index (SXXP; ISIN EU0009658202). The target is met if the share price is
not outperformed by the index during the performance period or if it outperforms the
index by at least 10%.

The Long-Term Incentive Plan is being continued in contracts entered into after
5 August 2009 and in contract renewals, although the amount to be invested by indivi-
dual Board members is now 10% of their annual base salary. Remuneration from stock
appreciation rights is limited to 300% of the targeted cash remuneration (annual base
salary plus the targeted annual performance-related remuneration).

Provisions to cap severance payments pursuant to the Corporate Governance Code

recommendation, change-of-control provisions and post-contractual non-compete clauses

starting in 2008

In accordance with the recommendation of Section 4.2.3 of the German Corporate
Governance Code as amended on 6June 2008, the Board of Management contracts
newly concluded since financial year 2008 contain a provision stipulating that in the
event of premature termination of a Board of Management member’s contract without
good cause, the severance payment may compensate no more than the remaining term
of the contract. The severance payment is limited to a maximum value of two years’
remuneration including fringe benefits (severance payment cap).
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In the event of a change in control, the members of the Board of Management are
entitled to resign their offices for good cause within a period of six months following
the change in control, after giving three months’ notice to the end of the month, and to
terminate their Board of Management contract (right to early termination).

The contractual provisions stipulate that a change of control exists if a shareholder
has acquired control within the meaning of Section 29 (2) of the Wertpapiererwerbs-
und Ubernahmegesetz (German securities acquisition and takeover act) via possession
of at least 30% of the voting rights, including the voting rights attributable to such
shareholder by virtue of acting in concert with other shareholders as set forth in Sec-
tion 30 of the German securities acquisition and takeover act, or if a control agree-
ment has been concluded with the company as a dependent entity in accordance with
Section 291 of the Aktiengesetz (German stock corporation act) and such agreement
has taken effect, or if the company has merged with another legal entity outside of the
Group pursuant to Section 2 of the Umwandlungsgesetz (German reorganisation and
transformation act), unless the value of such other legal entity as determined by the
agreed conversion rate is less than 50% of the value of the company.

In the event that the right to early termination is exercised or a Board of Manage-
ment contract is terminated by mutual consent within nine months of the change in
control, the Board of Management member is entitled to payment to compensate the
remaining term of his Board of Management contract. Such payment is limited to
150% of the severance payment cap pursuant to the recommendation of the Germany
Corporate Governance Code. The amount of the payment is reduced by 25% if the
Board of Management member has not reached the age of 60 upon leaving the compa-
ny. If the remaining term of the Board of Management contract is less than two years
and the Board of Management member has not reached the age of 62 upon leaving
the company, the payment will correspond to the severance payment cap. The same
applies if a Board of Management contract expires prior to the Board of Management
member’s reaching the age of 62 because less than nine months remained on the term
of the contract at the time of the change in control and the contract was not renewed.

A non-compete clause effective for two years after the end of the contract is also
stipulated for Board of Management members. During the non-compete period, they
receive 50% (or 75% in the case of Lawrence Rosen) of their last contractually stipulated
fixed annual remuneration (annual base salary) on a pro rata basis as compensation
each month. Any other earned income is generally deducted from the compensati-
on paid during the non-compete period, provided such other income - together with
the compensation payment — exceeds the last fixed remuneration paid on a monthly
basis. The amount of the compensation payment itself is deducted from any severance
payments or pension payments. Prior to or concurrent with cessation of the Board of
Management contract, the company may declare its waiver of adherence to the non-
compete clause. In such case, the company will be released from the obligation to
pay compensation due to a restraint on competition six months after receipt of such
declaration. The contract with Lawrence Rosen does not provide for such a unilateral
waiver option.
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Other provisions

Lawrence Rosen will receive payments in 2010, 2011 and 2012 amounting to a total
of €2.55 million to compensate him for rights that have lapsed as a result of his transfer
to Deutsche Post AG.

In accordance with a provision contained in his contract of employment, John
Allan is subject to a two-year non-compete clause after leaving the company. For the
duration of this two-year period, he will receive 50% of his last pro-rata fixed annual
remuneration (€47,031 per month). If any other income is received exceeding half of
the fixed annual remuneration, the compensation paid during the non-compete period
will be deducted by such amount.

The employment contract with John Mullen was terminated effective 28 Februa-
ry 2010. His remuneration will be paid until such date. He will then receive severance
payment equal to the remaining entitlement from his contract, which originally ex-
tended until 31 December 2010. Beyond this, no other severance payments have been
agreed on in connection with the cessation of his contract.

Apart from the aforementioned arrangements, no member of the Board of Manage-
ment has been promised any further benefits after leaving the company.

The remuneration paid to active members of the Board of Management in financial
year 2009 totalled €14.92 million (previous year: €11.89 million). This amount com-
prised €9.81 million in non-performance-related components (previous year: €9.01 mil-
lion) and €5.11 million in performance-related components (previous year: €2.88 milli-
on). The members of the Board of Management were granted a total of 1,800,000 stock
appreciation rights in financial year 2009 with a total value of €7.25 million (previous
year: €4.78 million) at the time of issue (1 July 2009).

Amount of remuneration paid to active members of the Group Board of Management

in financial year 2009

The following table presents the total remuneration paid to active Board of Manage-
ment members:

B.05 Remuneration of the Group Board of Management, 2009: cash components

€ Performance-

Non-performance-related related

Annual perfor-

Fixed annual mance-related
Board members remuneration  Fringe benefits remuneration Total
Dr Frank Appel, Chairman 1,582,831 27,969 1,376,430 2,987,230
John Allan (until 30June 2009 564,375 353,658 490,781 1,408,814
Ken Allen (since 26 Feb.2009) 602,217 84,677 562,953 1,249,847
Bruce Edwards 860,001 141,851 373,928 1,375,780
Jirgen Gerdes 787,500 27,972 639,529 1,455,001
John Mullen (until 24 Feb.2009) 161,832 160,594 218,416 540,842
Walter Scheurle 860,000 22,656 747,856 1,630,512
HermannUde 715,000 15,322 455,670 1,185,992
Lawrence Rosen (since 1Sep.2009) 286,667 8,001 249,285 543,953
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B.06 Remuneration of the Group Board of Management, 2009: components with long-term incentive effect

€ Value of SAR  Change in value of total SAR granted

on grant date  from 2006 to 2009 on 31 Dec.2009
Active board members Number of SAR (1July 2009) compared with value on grant date
Dr Frank Appel, Chairman 360,000 1,450,800 -1,685,900
Ken Allen (since 26 Feb.2009) 240,000 967,200 145,919
Bruce Edwards 240,000 967,200 ~229,829
Jirgen Gerdes 240,000 967,200 656,270
Walter Scheurle 240,000 967,200 1,738,900
HermamnUde 240,000 967,200 ~122,943
Lawrence Rosen (since 1Sep.2009) 240,000 967,200 446,400

Amount of remuneration paid to the Group Board of Management
in the previous year (2008)

B.07 Remuneration of the Group Board of Management, 2008: cash components

€ Performance-
Non-performance-related related

Annual perfor-

Fixed annual mance-related
Board members remuneration Fringe benefits remuneration Total
Dr Frank Appel (Chairman since 18 Feb. 2008) 1,429,205 28,387 0 1,457,592
JohnAllan 1,046,580 593,906 0 1,640,486
Bruce Edwards (since 4March 2008) 715,760 40,331 0 756,910
Jirgen Gerdes 715,000 37,222 0 752,222
John Mullen 1,139,871 767,765 0 1,907,636
Walter Scheurle 860,000 23,891 0 883,891
Hermann Ude (since 4March 2008) 590,067 12,603 0 602,670

B.08 Remuneration of the Group Board of Management, 2008: components with long-term incentive effect

€ Value of SAR on  Change in value of total SAR granted

grant date  from 2006 to 2008 on 31 Dec.2008
Board members Number of SAR (1July 2008) compared with value on grant date
Dr Frank Appel (Chairman since 18 Feb. 2008) 360,000 955,650 -1,955,050
johnAllan 240,000 637,100 420,650
Bruce Edwards (since 4March 2008) 240,000 637,100 527,064
Jirgen Gerdes 240,000 637,100 895,664
John Mullen 230,000 637,100 1,895,000
Walter Scheurle 240,000 637,100 1,895,000
Hermann Ude (since 4March 2008) 240,000 637,100 —422,076

Pension commitments under the previous system

The members of the Board of Management have direct pension commitments on
the basis of their individual contracts, providing for benefits in case of permanent disa-
bility, death or retirement. If the contract of a member ends after at least five years of ser-
vice on the Board of Management, the entitlements he has acquired will vest. Members
become entitled to benefits due to permanent disability after at least five years of service.
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Eligibility for retirement benefits begins at the earliest at the age of 55, or at the age of
62 in the case of Jiirgen Gerdes. The members of the Board of Management may choose
between regular pension payments and a lump sum. The benefit amount depends on the
pensionable income and the pension level derived from the years of service.

Pensionable income consists of the fixed annual remuneration (annual base salary)
computed on the basis of the average salary of the last 12 months of employment. Mem-
bers of the Board of Management appointed for the first time between 2002 and 2007
attain a pension level of 25% after five years of service on the Board of Management.
The maximum pension level of 50% is attained after ten years of service. For active
Board of Management members appointed prior to 2002, the maximum pension level
is 60%. Depending on the individual contractual arrangements, the pension level in-
creases gradually based on either the period of service or the periods of appointment
on the Board of Management. Subsequent pension benefits increase or decrease to
reflect changes in the consumer price index in Germany.

B.09 Individual pension commitments under the previous system in financial year 2009

Pension commitments

Pension level on Maximum  Service cost for pension obligation

31 Dec.2009 pension level Financial year 2009

% % €

Dr Frank Appel, Chairman 25 50 415,539

Jirgen Gerdes” 0 50 117,912
John Mullen (until 24 Feb. 2009) 45 50 674,211?

Walter Scheurle 30 60 506,408

Total 1,714,070

1) Minimum period not yet complete. In the event of benefits being paid, the provisions of the previous system will apply.
2) Cost for the entire year.

B.10 Individual pension commitments under the previous system in 2008

Pension commitments

Pension level Maximum  Service cost for pension obligation
on 31 Dec. 2008 pension level Financial year 2008
% % €

Dr Frank Appel (Chairman since 18 Feb. 2008) 25 50 444,897Y
Jiirgen Gerdes? 0 50 112,312
John Mullen 35 50 546,824
Walter Scheurle 30 60 528,795

1) Increase in benefits due to assumption of chairmanship of the Board of Management.
2) Minimum period not yet complete. In the event of benefits being paid, the provisions of the previous system will apply.
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Pension commitments under the new system

The pension commitment system was restructured in financial year 2008. Star-
ting on 4 March 2008, newly appointed Board of Management members will receive
pension commitments based on a defined contribution plan rather than the previous
commitments, which were based on final salary.

Under the new defined contribution pension plan, the company has credited an
annual amount of 25% of the fixed annual remuneration to a virtual pension account
for the Board of Management members concerned. The maximum contribution period
is 15 years. Interest is paid on the pension capital at the rate applicable to pension pro-
visions recognised for tax purposes until the pension is drawn or the Board of Manage-
ment member leaves the company. The pension benefits are paid out in a lump sum in
the amount of the value accumulated in the pension account. The benefits fall due when
the Board of Management member reaches the age of 62 or in the case of invalidity or
death whilst being employed. The pension beneficiary may opt to receive a pension
in lieu of a lump-sum payment. If this option is exercised, the capital is converted to
a pension on the basis of the relevant tax base, taking into account the individual data of
the surviving dependents and a future pension increase of 1%. If the Board of Manage-
ment member leaves the company before the benefits fall due, the pension account will
be maintained at the balance existing at the time the member left the company. The
account will no longer accrue interest and no further contributions will be paid.

The new pension system is applicable to Board of Management members Ken
Allen, Bruce Edwards, Lawrence Rosen and Hermann Ude. The pension commitment
made to Hermann Ude contains an arrangement guaranteeing him a minimum benefit
in the amount of the benefits payable to him had his former pension commitment been
continued using the assessment basis applicable at the time of his appointment to the
Board of Management.

B.11 Individual pension commitments under the new system in financial year 2009

€ Pension account
Total contribution balance as Service cost for pension obligation
for 2009  at 31 Dec.2009 Financial year 2009
Ken Allen" 148,958% 156,370 150,597¢
Bruce Edwards 215,000 406,460 221,591
Lawrence Rosen? 871,667% 888,763 70,2349
Hermann Ude 178,750 704,793% 177,182
Total 619,604

1) Member of the Board of Management since 26 February 2009. 2) Member of the Board of Management since 1September 2009. 3) Pro-rata amount
for 10 months. 4) Pro-rata amount for four months plus start-up capital of €800,000. 5) Minimum payment in the event of death: €929,765; minimum
payment in the event of invalidity: €1,606,058 (as at 31 December 2009). 6) Notional amount as at 1January 2009, calculated at an interest rate of 5.75%.
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B.12 Individual pension commitments under the new system in 2008

€ Pension account
Total contribution balance as Service cost for pension obligation
for 2008  at 31 Dec.2008 Financial year 2008
Hermann Ude" 465,361 486,149 133,647
Bruce Edwards” 134,063 140,052 137,565

1) Member of the Board of Management since 4 March 2008.
2) Including starting balance of €331,298 to replace his previous pension commitment.

Benefits of former Board of Management members

Benefits paid to former members of the Board of Management or their surviving
dependants amounted to €8.1 million in financial year 2009 (previous year: €43.1 mil-
lion). The defined benefit obligations (DB0) for current pensions calculated under 1FRs
amount to €26.1 million (previous year: €25.3 million).

Supervisory Board remuneration

In accordance with Article 17 of the Articles of Association of Deutsche Post AG
as adopted by the aAGM, the annual remuneration of the members of the Superviso-
ry Board comprises a fixed component, a short-term performance-related component
and a performance-related component with a long-term incentive effect.

The fixed component amounts to €20,000, and the short-term performance-related
component to €300 for every €0.03 by which the consolidated net profit per share ex-
ceeds the amount of €0.50 in the financial year in question. In 2009, the consolidated net
profit per share was €0.53 and therefore exceeded the amount of €0.50 once by €0.03.
For financial year 2009, the members of the Supervisory Board are entitled to annual
performance-related remuneration with a long-term incentive effect of €300 for every
3% by which the consolidated net profit per share for financial year 2011 exceeds the con-
solidated net profit per share for financial year 2008. The amount received may not ex-
ceed €20,000. The remuneration will fall due for payment at the end of the 2012 AGM.

The chairman of the Supervisory Board receives double the remuneration, and his
deputy one and half times the remuneration. The chairman of a Supervisory Board
committee also receives double the remuneration, whilst a member of a committee re-
ceives one and a half times the remuneration. This does not apply to members of the
Mediation and Nomination Committee. Persons who only serve on the Supervisory
Board and its committees for part of the year receive corresponding compensation on
a pro rata basis. The members of the Supervisory Board are entitled to claim out-of-
pocket expenses incurred in the exercise of their office. Any value added tax on the
Supervisory Board remuneration and out-of-pocket expenses is reimbursed. In additi-
on, each member of the Supervisory Board attending a meeting receives an attendance
allowance of €500 for each plenary meeting of the Supervisory Board or committee
meeting.
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In 2009, the non-performance-related remuneration (fixed component and at-

tendance allowance) totalled €747,500 in 2009 (previous year: €766,833) and perfor-

mance-related remuneration €9,263 (previous year: €0). The following table presents

the total remuneration paid to each Supervisory Board member:

B.13 Remuneration paid to individual Supervisory Board members

Short-term
performance-

Fixed related Attendance
component component allowance

Prof. Dr Wulf von Schimmelmann
(Chairman since 1Jan. 2009) 70,000 1,050 11,000
60,000 900 10,000
30,000 450 8,000
20,000 300 3,500
30,000 450 9,000
40,000 600 9,500
20,000 300 3,500
40,000 600 11,000
20,000 300 4,000

Prof. Dr Henning Kagermann

(since 18 Feb. 2009) 17,500 263 3,500
40,000 600 9,000
11,667 175 3,000
20,000 300 4,000
37,083 556 7,000
20,000 300 4,000
20,000 300 4,000
20,000 300 3,000
21,250 319 4,000
30,000 450 8,000
20,000 300 3,500
Stefanie Weckesser 30,000 450 7,500

Total

82,050
70,900
38,450
23,800
39,450
50,100
23,800
51,600
24,300

21,263
49,600
14,842
24,300
44,640
24,300
24,300
23,300
25,569
38,450
23,800
37,950

1) Pro-rata fixed component plus attendance allowance. No short-term variable remuneration was paid for financial year 2008.

Remuneration
in previous

year (2008)"

25,000

72,500

32,667

24,000

31,667

50,500

15,833

54,500

25,000

33,667
50,000

16,333

39,000
24,500

16,333

8,667

26,500

24,500

34,167

Deutsche Post DHL Annual Report 2009



