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1. Introduction

The OTP BANK JSC (hereinafter — Bank) personnel
performance evaluation system is a part of the general
Bank management strategy and, as a system, builds
connections between the Bank’s strategic goals, aims of
the Business lines, and also the individual goals of the
employees at all levels of the Bank’s hierarchy. The
system of performance evaluation also influences the
support of the employees’ competencies development,
which are important for the successful employees’
professional activity in the framework of the current
corporate culture.

The result of the performance evaluation system is
payment of bonuses to the Bank’s employees aimed at
the effective material stimulation of the work
performance.

2. Aim of the document

Policy on the performance evaluation and the incentives
for Bank’s employees (hereinafter referred to as “the
Policy”) regulates the process, which unites the efforts
of the Bank as for the development and evaluation of
the personnel based on the achieving the business
goals for the current year and determines approaches
to the incentives, procedure for calculation and approval
of payments.

The Policy is aimed at:

e motivation of employees in order to achieve the
performance targets and final operating results of
,thtpthe Bank in general in line according to the
strategic development;

e adherence to the principles of labor remuneration

correspondence to the employees’ individual
contribution to the Bank’s performance;

e improvement of labor remuneration system
including incentives;

e set out the incentive and performance

measurement principles of OTP BANK JSC, as a
Banking group Enterprise, in line with the provisions
of the Banking group Remuneration Policy, in the
interest of ensuring the group-level coherence of the
incentive systems of OTP Group.

3. Access to the document

The following document doesn’t have any restrictions on
Bank’s employees access to it.

4. General provisions

The Policy is obligatory for complying within the Bank
since the date of approval. Effect of this Policy applies
to all the Bank’s personnel if exception isn’t approved by
other document.

This Policy is developed in accordance with the current
legislation of Ukraine and Labor Code of Ukraine,

1. Bertyn

Cuctema ouiHku gisnbHocTi nepcoHany AT «OTI BAHK»
(Hapani — baHK) € enemMeHTOM 3aranbHOi cTparterii
ynpasniHHa BaHky Ta, ik cuctema, BCTaHOBIIOE 3B’A30K
MiXX cTpaTteriyHumm uingmun badky, uingamu 3rigHo 3
HanpsMKkamMu AiANbHOCTI, a TakoX iHAUBIgyanbHUMU
LinsMyM npauiBHUKIB Ha BCIX PiBHAX iepapxii BaHky.
Cunctema ouiHKM TakoX BNNMBae Ha MiaTPUMKY PO3BUTKY
KOMMeTeHLin, ski HeobXiaHi Ansa ycniwHoi npodeciiHoi
JOiSNbHOCTI NpauiBHMKa B paMKkax Aitodol KopnopaTuBHOT
KynbTypu.

PesynbTatoM CUCTEMM OUIHKWM LiSNbHOCTI BUCTynae
npemitoBaHHsA npauiBHUKIB  BaHKy, cnpsMmoBaHe Ha
edeKkTMBHE MaTepianbHe CTUMYIOBaHHS

pes3ynbTaTUBHOCTI Npaui.

2. MeTta poKkymeHTy

MoniTka nNpo OuiHKY AISAbHOCTI Ta MaTepianbHe
CTMMYMIOBaHHA npauiBHuKiB baHky (Hagani — lMoniTuka)
pernaMeHTye mnpouec, Wwo ob6’egHye 3ycunna bBbaHky,
CNpAMOBaHi Ha pPO3BUTOK Ta OUIHKY OiSNbHOCTI
NpauiBHUKIB LLNAXOM AOCATHEHHS Linen Ha NOTOYHWUNA piK,
Ta BM3Ha4yae nigxoou OO MaTepianbHOrO 3a0XOYEHHS,
NopsiAoK PO3paxyHKy Ta NMOrO[pKEHHSA BUNNar.

MoniTuka cnpsmoBaHa Ha:

e MOTMBALitO MpauUiBHUKIB ONs1 OOCATHEHHS LiNbOBUX
MOKa3HWKIB [iANbHOCTI Ta KiHUEBUX pesyrnbTaTiB
po6oTn baHKy B Uuinomy BigNOBIAHO [0 MMaHiB
CTpaTeriyHOro po3BUTKY;

e  [JOTPUMaHHSA NPUHLUMNIB BiANOBIAHOCTI onnatu npadi
ocobucTtomy BKMagy npauiBHUKIB y pesynbTar
JisnebHoCTi baHky;

e  YOCKOHAaNeHHs CUCTeMU onraTu npaui, B TOMY Ymchi
MaTepianbHOro CTUMYITHOBAHHS;

e BCTaHOBMEHHA  MPUHLUMNIB  CTUMYMIOBaHHA  Ta
BMMIpIOBaHHA pesynbTaTiB AgianbHocti AT  «OTTl
BAHK», sk komnaHii BaHkiBCbkOI rpynu, BignoBigHO
0o nonoxeHb [loniTukn BuHaropoan baHkiBCbKOT
rpynu, B iHTepecax 3abesneyveHHs y3romkeHoCTi
cuctem ctumyntoBaHHa OTP Group Ha piBHi rpynu.

3. JocTyn 0o AOKYMEHTY

[aHn OKYMEHT He Mae obmexeHb LWodo AOCTyny A0
HbOro npauiBHUKIB BaHky.

4. 3aranbHi NONoXeHHA

MoniTuka 06oB’A3k0Ba A0 3acTocyBaHHA B BaHky 3 gatu
3atBepakeHHs. [is uiel MoniTukn NnowmnpoeTbesl Ha BECb
nepcoHan BaHKy, SIKLWO BUWKIIOYEHHS HE 3aTBEPKEHe
iHLUMM JOKYMEHTOM.

Ls Tonituka pospobrieHa BiANOBIAHO OO YMHHOIO
3aKoHO4aBCTBa YkpaiHu, 3okpema K3nll YkpaiHw,
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regulatory legal acts of the NSSMC, including
Corporate Governance Standards.

Interpretative provisions

a/

b/

c/
d/

e/

f/

o/

h/

Basic remuneration: Basic remuneration (fixed
remuneration) is the fixed part of the wage that is
not related to the fulfilment of Bank, Banking group
and individual-level targets; whose key component
is the personal base wage, and the statutory wage
supplements, the service recognition award
specified in the collective agreement and other
benefits. Basic remuneration is determined in
advance and appropriately reflects professional
experience and the level of responsibility associated
with the job, and may not be withdrawn unilaterally
by the employer.

Performance-based remuneration: Performance-
based remuneration (variable remuneration) is the
part of the wage that motivates employees to
perform their work in a manner that takes account
of the employer’s objectives and interests and that
enables employees to share in the employer’s
business success. Unless stipulated otherwise
herein, all benefits not classed as basic
remuneration are classed as performance-based
remuneration.

Parent Bank: OTP BANK Plc.

Identified employee (position under the Group
Remuneration Policy/ influence person): The
employee or the manager employed under another
legal relationship that entails a personal obligation
to work who, through their professional activity, has
a material impact on an institution’s risk profile.
Determined by Parent Bank or determined
according to the requirements of the National Bank
and approved by CEO’s order.

Group Remuneration Policy — Remuneration
Policy provided by Parent Bank for implementation
by OTP group companies (for identified
employees).

Target agreement: the joint name of the assessed
employee’s objectives for the current year and their
written agreement.

Objectives: the aggregation of indicators that serve
as basis for the performance assessment of the
assessed employee in the current year.

RORAC+: ROE/ ER that is the quotient of the return
on equity (ROE; adjusted “exchange” after-tax profit
divided by average equity capital) and OTP Group’s
Expected Return (ER).

Assessed year: the business year to which the
measurement and evaluation of the relevant
persons’ performance applies, and based on which
the amount of performance-based remuneration is
determined.

HopmaTuBHO-NpaBoBux aktieB HKLIM®PP, B TOMy wuuncni
CraHgapTiB KOpNopaTUBHOTO yNpaBiHHS.

TnymauyyBanbHi NONOXEHHSA

a)

b)

c)

e)

f)

)

h)

BasoBa BuMHaropopga: basoea BuMHaropopga
(cbikcoBaHa BuHaropopga) - ue @ikcoBaHa 4acTuHa
3apobiTHOI NnaTu, Aka He NoB'A3aHa 3 BMKOHAHHSAM
uinen baHky, BaHkiBCbKOI rpynu Ta iHAMBIQYyanbHOro
PiBHS; KIHOYOBUM KOMMOHEHTOM SKOro € ocobucta
3apobiTHa nnarta Ta BCTAHOBINEHi 3aKOHOM HaabaBku
0o 3apobiTHOI nnatu, BMHAropoda 3a BM3HAHHSA
nocrnyru, 3asHadeHa B KOJNIEKTMBHOMY [JOroBoOpi, Ta
iHWi ninbrn. basoBa BWHaropoga BU3HAYaETbLCS
3aspanerigb i HaneXHuM 4YMHOM  BigoOpaxae
npodpecinHnin goceig Ta piBeHb BiANOBigANbLHOCTI,
nos'as3aHoi 3 poboTtot, i He Mmoxe OyTn 3HATa
poboTtoaaBLEM B O4HOCTOPOHHBOMY MOPSALKY.
BuHaropoga 3a pe3ynbTaT: BuHaAropoga 3a
pesynbTatamu AisnbHOCTI (3MiHHa BMHaropoga) - ue
yacTuHa  3apobiTHOi  nnmaTu, sKka  CroHyKae
npauiBHMKIB BUKOHYBaATN CBOKO pOBOTY TakMM YMHOM,
Lo BpaxoBye Uini Ta iHTepecn poboTogaBus i
[03BONsiE MpauiBHMKam OpaTu yyacTb y ycnixy
bi3Heca poboTogaBus. AKWO B UbOMY OOKYMEHTI He
nepegbaveHo iHwe, yci BMnNnaTu, He BigHECeHi OO0
06a30Boi BUHaAropoau, KnacudikyoTbcs SK
BMHaropoga Ha OCHOBIi pe3ynbTaTiB AifnbHOCTI.
MaTtepuHcbkun Bank: OTP BANK Plc.
lpeHTUbikoBaHMA  npaudiBHUK  (No3uuia  nig
rpynoBol0 NONiTUKOW BMHaropoau/ BNNMBOBA
oco6a): [pauiBHnk abo KepiBHMK, 3alHATUIA 3a
iHLWMMM NpaBoBMMM BigHOCMHaMWu, WO nepeabavae
ocobucte 3000B’si3aHHSA MpauloBaT, SKAA CBOEHD
NpodecinHO  [iANbHICTIO CYTTEBO BMNMBaE Ha
npodinb  pusnKy yctaHoBu. BcTaHoBnOOTLCA
MaTepuHcbkuM BaHKkoM Yn BU3HAYAETLCS BiAMOBIOHO
o BuMor HauioHanbHoro ©6aHKy YkpaiHM Ta
3aTBepOXYOTbCA Haka3om [fonosu NpaBniHHSA.
FpynoBa noniTuka BuHaropoau - MoniTUKa
BWHaropoau, HagjaHa MatepuHcbkum BaHkom ans
BMPOBaKEHHS B KOMMaHisax rpynm (ans
iAeHTUdiKoBaHOro nepcoHany).

LinboBa yroga: cninbHa Hassa Uinen OuUiHIOBaHOMo
npadiBHMKa Ha NOTOYHWI piK Ta NMCbMOBA yroaa.

Llini: cykynHiCTb MOKa3HWKIB, AKi CriyaTb OCHOBOK
Ona  ouiHKM  pe3ynbTaTiB - AiANbHOCTI  OUiHEHOro
npadiBHVKa y NOTOYHOMY pOLLi.

RORAC +: ROE / ER, - koe®iuieHT peHTabenbHOCTi
BnacHoro kanitany (ROE; ckopurosaHui "oOMiHHUA"
NpubyTOK nicnsi OMOAaTKyBaHHS, MOAINEHWN Ha
cepeHin BnacHui Kanitan) Ta odikyBaHoOro npubyTky
(ER) rpynn OTP.

Pik ouiHKkn: Gi3Hec-pik, 4O AKOro 3acTOCOBYETbLCS
BUMIpIOBaAHHA Ta OUiHKa pe3ynbTaTtiB AianbHOCTI
BiANOBIOHMX OCIO, i HA OCHOBI SIKOrO BW3HA4Ya€ETbCA
po3Mip  BMHaropogu Ha OCHOBI  pes3ynbTaTiB
OiSiNbHOCTI.
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il

k/

m/

n/

of

Fulfilment threshold: as part of the evaluation of
guantitative indicators, the fulfiiment of the given
indicator below the fulfilment threshold represents
0% fulfilment.

Tolerance threshold: as part of the evaluation of
guantitative indicators, if the given indicator is
fulfilled at a rate equal to or above the tolerance
threshold — by taking professional justification into
consideration — the manager or executive
exercising employer’s rights is entitled to make a
decision on the fulfilment value of the indicator
between the tolerance threshold and 100%, by
taking actual efforts by the employee made to
accomplish the given quantitative target into
consideration.

Executives of support areas requiring Parent
Bank approval: the senior executives of the
following functional areas in the organisational
hierarchy at the given institution: legal, compliance,
bank security, internal audit, HR, Collection and
Work-out directorate.

Deferral period: Means, in respect of settlement of
the performance-based remuneration, the duration
of the postponement following the end of the
assessed year, which may not be less than 3 years.
Ex-post risk adjustment: An adjustment method
applied in order to ensure consistency between the
level of performance-based remuneration and the
risks assumed by OTP BANK Plc. and OTP Banking
group, which also takes account of the impact of any
risks not considered in the ex-ante risk adjustment.

Withholding period: the period when the
performance-based remuneration — already earned
and allocated in the form of assets (e.g. share,
share-linked instruments, etc.) — is awarded, but the
beneficiary's right to dispose over the asset is
restricted. The withholding period is independent of
the deferral period.

The objectives formulated concerning the incentive
system are as follows:

The goal of the performance assessment system
is to support the formulation of comprehensive
plans, to incentivise the fulfilment of plans and to
increase individual performance.

The targets defined should be objectives that the
individual has material influence on.

Group-level responsibilities at the quantitative
and/or target task level should be featured among
individual targets.

Where possible, income targets should be
featured among individual targets with dominant
weight.

)

k)

n)

0)

Mopir BMKOHAHHA: 9K 4acTWUHA OLHKM KiNbKICHMX
NOKa3HWKIB, BUKOHAHHS MEBHOrO MOKa3HWKa HMKYe
nopory BMKOHaHHS cTaHOBUTbL 0% BUKOHAHHS.

Mopir TonepaHTHOCTI: Ik YaCTUHA OLLiHKWN KiNTbKICHUX
MOKa3HUKIB, SKLLO MEBHUN MOKA3HUK BUKOHYETLCSA Ha
PiBHi, WO AopiBHIOE abo nepeBuLLyE NOpir OONYCcKy
(TonepaHTHOCTI) - 3 ypaxyBaHHAM npodeciiHoro
OGr'pYHTYBaHHA - KepiBHUK abo KepiBHUK, SIKUNA
peanisye npaBa poboToAaaBus, Mae NpaBo 3pobuTn
MPUNHATTA PIlEHHS NP0  3HAYEHHS BWKOHAHHS
nokasHuka mixx noporom gonycky 1a 100%, 6epy4un go
yBarun pakTuyHi 3ycunng npauiBHuka, CnpsaMoBaHi Ha
JOCArHEeHHS 3aaHOoi KiNbKICHOI Lini.

KepiBHUKM cnyx6 niaTpumkn, WO BMMarawTb
cxBaneHHsn MartepuHcbkoro bBaHKy: crapui
KEPIBHWKN HacTynHUX (pyHKUiOHanbHUX obnacten B
opraHisauinHin iepapxii B 4aHi yCTaHoBI: lopuanyHa,
KomnnaeHc, 6aHkiBcbka Ge3neka, BHYTPILLHIA ayauT,
HR, [lenapTameHT 360py Ta BperynoBaHHS KpeauTiB.

Mepiopg BiACTpPOYKM: O3Hayae, Yy BuNagkKy
BMHaropoau, 3acHoBaHol Ha pesynbTarax
DisSNbHOCTI, TPMBanICTb BiACTPOYKM NiCNSA 3aKiHYEHHSA
OLIiHIOBaHOIO POKY, sika He Moxe OyTu MeHLUe 3 pokKiB.
MonepeAaHe  KOpUryBaHHA  PU3NKY:  MeTo[
KOpUryBaHHs, o 3aCTOCOBYETLCSA ans
3abesneveHHs Y3ropKeHoCTi MiX piBHEM
BMHAropogu, 3acHOBaHOI Ha pesynbratax, Ta
pusmkamy, npuiHatumm  OTP  BANK Plc. T1a
BaHkiBcbkoo rpynoto OTI1, AkMn Takox BpaxoBye
BNNMB OyOb-SKMX PU3WKIB, HE BpaxoBaHUX Y
nonepeaHin Kopekuii pusnky.

Mepion yTpuMaHHA: nepiod, KONWM BUHAropoga 3a
pesynbTataMu AiFnbHOCTI - BXe 3apobneHa i
posnogineHa y copMi akTuBiB (Hanpuknag, akuir,
noB'A3aHi 3 akuigsMM  iHCTPYMEHTM TOoWo) -
NPUCYAXYETHLCS, ane npaso BeHediuiapa
posnopsmkaTnca aktusoM obmexyetbca [lepioa
YTPYMaHHS He 3anexuTb Bif nepioay BiACTPOYKN.

Llini cuctemu ctumynioBaHHs:

MeTolo cucteMuM OUIHKM pe3ynbTaTUBHOCTI €
nigTpumka OPMYBaHHA KOMMMEKCHMX MNIaHiB,
CTUMYIIOBaHHS BMKOHAHHSA NriaHiB Ta NiaABULLEHHS
iHAMBIOYanNbHUX NOKa3HUKIB.

Bu3aHaueHi Uini noBUHHI OyTH LinsMmun, Ha ki nrogMHa
Mae matepianibHUN BNMB.

O6oB'sA3kM Ha piBHI rpynu Ha KinbkicHomy Ta/ abo
LiNbOBOMY PIiBHAX MOBMHHI OyTW BM3HauyeHi cepen
OKpeMUX Linemn.

Tam, ge ue MOXNUBO, UINbOBI NOKa3HUKU Aoxonay
cnig  BKMMATM  ceped OKpPeMUX  LinbOBMX
MOKa3HWKIB 3 JOMiHYOYOIO Baroto.
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- Establishing the opportunity of financial
recognition for outstanding performance.

- Allowing for differentiation in the assessment of
managers and executives and the rate of their
income.

- Ensuring a substantial appreciation of the role of

the assessing manager or executive within the

process.
- Instead of subsequent adjustment requests,
subjective aspects should be taken into

consideration already during the evaluation of
guantitative indicators.

- The group's performance impacts the individual
performance of those at the lower end of the
hierarchy by applying decreasing (entity) weights.

- Individual performance cannot be ‘raised’ by the
performance of the group (entity), in other words,
if the group's performance is greater than the
result of the individual assessment, the individual
assessment shall prevail (apply the rule for
positions under the Group Remuneration Policy/
influence persons).

- Minimisation of paper-based administration.

This Policy shall establish the system of incentives, their
types and amounts, structure of the bonus payments,
procedure for completing and submitting the respective
documents, terms for the documents submission to the
responsible employees of the Remuneration and
Performance Management Department of HR
Directorate, in order to calculate bonuses for the Bank’s
employees.

Any other documents on the performance evaluation
and the incentives of employees which created in the
Bank or group policies in the OTP BANK PIc such as
Regulations on the Remuneration Policy of OTP BANK
Plc and of the Banking group complement this Policy.
Conditions of labor remuneration payment which are
established in the employment agreements (contracts)
and job-offers of employees have the highest priority.
Certain conditions of assessment and incentives of
employees may be established by OTP BANK Plc by
the post (including email), or in the administrative and
regulatory documents.

The process of target setting and performance
evaluation do not have contradict with the provisions
of the Coordination and Management Policy of OTP
BANK Group.

The Policy in general is gender neutral, the Bank
adheres to the principle of equal pay for male and
female employees for equal work or work of equal value.

- CTBOpEHHS MOXIMBOCTI (DiHAHCOBOrO BU3HaHHS 3a
BMAATHI pe3ynbTaTu.

- [onyck audepeHuiaudii B OUiHUI
BMKOHaHLIB Ta B PiBHi iX OX04iB.

KEpiBHUKIB Ta

- 3abesneyeHHs1 3HA4YHOI OLiHKM pori kepiBHWKa abo
KepiBHMKA, LLO 34iNCHIOE OLHKY, Y NpoLeci.

- 3amicTb noganblumMx 3anuTiB Ha KOpUryBaHHs
cy0’eKTMBHI acnekTu cnig BpaxoByBaTu BXe Mig vac
OLLiHKW KiNTbKICHUX MOKa3HUKIB.

- EdekTuBHiCTb rpynu BRAMBae Ha iHAMBIGYarbHi
MOKa3HUKM TUX, XTO 3HAXOAUTBLCS Ha HKYOMY PiBHI,
3aCTOCOBYHUM 3MEHLUYBarnbHi (CyTTeBI) Baru.

- |HouBigyanbHi pesynbTaTn GiSNbHOCTI HE MOXYTb
ByTU «NigHATUMWY» pe3ynbTaTamm GiSNbHOCTI Fpynu
(opraHisauii), iHWMMK crioBamu, SKLWO pe3ynbTaTtu
OiANbHOCTI  rpynn  NepeBuLyloTb  pesynbtaTtu
iHOMBIAYyanNbHOI OLLiHKM, nepesary Mae
iHOuBigyanbHa ouiHka (MpaBWIIO 3aCTOCOBYETHCS
ANa nNo3uuin nig rpynoBoto NonNiTMKo BuHaropoan/
BM/IMBOBUX OCi0).

- MiHimizauis agmiHicTpyBaHHs Ha nanepi.

Llieto Monitukoto BCTaHOBIOETLCS cuctema
MaTepianbHOro CTUMYNIOBaHHSA, BWAM Ta PO3Mipw,
CTpyKTYpa BMnNnaTu npeMitoBaHHs, nopsigokK

0POPMIEHHA Ta HaJaHHA BIigMNOBIOHWX [OOKYMEHTIB,
TEpPMiHM X NOJAHHA BigNOBIgANbHUM  NpauiBHUKaM
YnpaBniHHA 3 yrpaeniHHA BUHAroponoto Ta
pesyrnbTaTUBHICTIO LiAnbHOCTI nepcoHany
OenaptameHTy yrnpasniHHA nepcoHanom ans
HapaxyBaHHS Npemin npauiBH1ukam baHky.

Byob-aki  OOKYMEHTM LOoAO0 OUiHKM AinbHOCTI  Ta
mMaTepianbHOro  CTUMYIIOBaHHA  MNpauiBHUKIB, WO
cTBoOptotoTbCs B baHky, abo rpynosi nonitukmu B8 BAT OTIN
BAHK (YropwmHa), sk Monituka BuHaropogn OTP BANK
Plc. Ta BaHKiBCbKOI rpynu, AOMOBHIOKTL YMOBW Lj€i
MoniTnkn. YMoBKM onnatuv npaui, SKi BCTAHOBMEHi Yy
TPYOOBUX goroBopax (koHTpakTax) Ta job-offers
npauiBHYKIB MaloTb HanBuLmi npioputeT. Okpemi ymoBU
OLiHKM Ta maTtepianbHOro CTUMYIIOBaHHSA MpauiBHUKIB
MOXYTb BcTaHoBnoBaTucb BAT OTIN BAHK (YroplumHa)
3acobamy nowTu (B T.4. €ENeKTpOHHoi), abo B
po3nopsiAYO-perynaTMBHMX AOKyMeHTax baHky.

[MpoLecn nocTaHOBKM Liinen Ta niaBeAeHHSA NiACYMKIB He
MalTb cynepeuuTn Bumoram KoopamHauiiHoi Ta
ynpasniHCbKoi nonitTnkn baHkiscbkoi rpynu OTT.

MoniTka B UINOMY € reHaepHo HenTpanbHow, baHk
OOTPUMYETLCA  MPUHUMNY  PiBHOI  onnatu  npaui
NpauiBHKKIB YOMOBIYOI Ta XiHOYOI CTaTi 3a piBHY poboTy
abo poboTy 0O4HaAKOBOI LiIHHOCTI.

Cratyc goKymeHTa CornacosaHo

ABTOp AOKYMEHTa CHEMUS Galyna Leonidivna
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5. Basic types of the incentives for OTP BANK JSC
personnel

Types of the incentives for employees:
- systematic (regular) bonuses based on the

performance results for reporting period
(monthly, quarterly, etc);

- annual performance remuneration of
employees;

- bonuses for completing the tasks of especial
importance.

6. Main characteristics of the OTP BANK JSC
personnel performance evaluation system

Main characteristics of the Bank personnel performance
evaluation system are as follows:

6.1 Unity of corporate and individual goals.
Cascades the corporate goals to all levels of the Bank.

Business goals setting for the heads of Directorates in
Head office (HO) and regional heads is held in
accordance with the Bank’s strategy and main priorities
in business-lines’ activity. Based on the priorities
defined, the business goals for the next level managers
and line personnel are set.

6.2 Transparency, clarity.

Gives the clear idea as for the evaluation criteria and the
system mechanisms.

6.3 Justice.

Evaluates everybody’s contribution to the general
corporate goals’ achievement.

6.4 Differentiation.

Takes into consideration the presence of different
groups in terms of the impact on the final business result
and provides the reward adequate to the level of the
influence on the final result.

6.5 Flexibility, timeliness.

Takes into consideration the possibility of modification
depending on conditions’ changes.

6.6 Mutual Bank managers’ and line employees’
responsibility.

Implies the distribution of responsibility between the
manager and his/her subordinate for the final result’s
achievement.

5. OcHOBHi BUAM MaTepianbHOro CTUMynOBaHHA
nepcoHany BaHky

Buau maTepianbHOro CTMMynoBaHHS NpaviBHUKIB:

- CUCTEeMaTMW4Hi (perynspHi) npemii 3a
pesynbtatammn poboTn 3a 3BiTHMM nepioa (3a
MicAaub, KBapTani T.4a.);

- BMHaropofa npauiBHUKIB 3a nigcymkamm poboTu
3a piK;

- npeMii 3a BWKOHAHHS OCOONMBO BaXIIMBUX
3aBOaHb.

6. OCHOBHi XapaKTepPUCTUKN CUCTEMMU OLiHKU
AianbHoOCTI nepcoHany BaHky
OLiHKM

OcHoBHUMM XapakTepuctukamm CnUcTemMu

nepcoHany baHky €:

6.1 €gHicTb KOpnopaTUBHUX Ta iHAMBIAyanbHUX LiNen.
KopnopaTunBHi 3agayi KackagytoTbCH Ha BCi piBHi baHky.

lMocTaHoBKa Uinei [AOns  HavanbHUKIB  ynpaeniHb/
OVPEKTopiB AenapTameHTiB ronoBHoro odpicy (FO) Ta
perioHanbHNX KepiBHUKIB NPOBOAUTBLCSA BIAMOBIAHO 00
cTparterii po6oTn baHky Ta ronoBHux npioputeTis poboTy.
Ha ocHoBi Bu3HadeHux npiopuTeTiB POPMYOTbCS Lini
ONA  KepiBHWKIB  HacCTyMHUX PiBHIB Ta  MiHINHOIO
nepcoHany.

6.2 NMpo3opicTb, ACHICTb.

[ae yviTke ysiBNeHHSA Npo KpUTepii OLiHKM Ta MexaHi3mu ail
cucTemum.

6.3 CnpaBeanusicTb.

OuiHIOE BHECOK KOXHOIMO B [JOCATHEHHS 3aranbHuX
KoprnopaTuBHUX 3agau.

6.4 OndepeHLinoBaHiICTb.

BpaxoBye HassBHICTb Pi3HUX rpyn 3 TOYKM 30pY BIMBY Ha
KiHLUEeBWI pedynbTaT DOi3Hecy Ta 3abeaneyye BMHaropoay,
afieKkBaTHY CTYMNeHIo BNIMBY Ha KiHLEBUI pesyrnbTar.

6.5 MHy4KiCTb, CBOEYACHICTb.

BpaxoBye MoOXnuBicTb Moaudikauii napameTpis/ OLiHKU
3anexHo Bif 3MiHN YMOB.

6.6 CninbHa BIigNOBIOANbHICTL KEPIBHMKIB Ta MiHIAHMX
npauiBHuKiB BaHky.

BiANoOBIiAaNbHOCTI MidK
nignernuMm  3a  KiHUeBUN

MNepenbavae po3noain
KepiBHMKOM Ta  norofii
OOCArHYTUA pesynbTarT.

Cratyc goKymeHTa CornacosaHo

ABTOp AOKYMEHTa CHEMUS Galyna Leonidivna
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7. Main elements

These are the elements of personnel performance
evaluation system:
an interview or informing about the goals setting
for the period of evaluation;
development goals setting for the period of
evaluation;
feedback from the direct manager during the
year in accordance with the frequency of
personnel evaluation;
tasks and development goals
summary interview or informing;

fulfillment

bonus setting based on the results of the goals
evaluation.

Individual tasks which direct manager sets for a
subordinate should meet the following main
characteristics:

Concreteness. Tasks should be concrete and clearly
formulated.

Measurability. Tasks should be measurable, principles
of evaluation of task performance level should be
defined and formulated.

Ability to achieve. Tasks should be ambitious, but
possible to achieve, taking into consideration a real
possibility to get the desired result, both on the part of
the Bank and an employee.

Relevance. Tasks should be relevant, i.e. they should
take into consideration the area of an employee’s
responsibility.

Aimed at term of performance.
performance should be specified.

The terms of

8. Main approaches as for the employees’
performance evaluation

There are the following types of the performance
evaluation in the Bank:

1) The bank-wide system (the KPI&OKR-based):

KPI (key performance indicators) system —based
on the key performance indicators (KPI) defined
in accordance with the Bank’s development
strategy;

OKR (Objectives and Key Results) system -
based on the goals established in accordance
with the Bank’s strategy (Objectives) and it's key
performance results (Key Results); OKR acts are
combining target for each group of Key Results
and not related with the payment of the bonus.

2) The individual system — for the employees of
separate units according to Annex 3. The system is

7. OCHOBHI enemMeHTHn
OCHOBHUMM eneMeHTaMu CUCTEMMU OLLiHK1 NepcoHany €:

iHTepB’'to abo iHHOPMYBaHHSA LWOAO NMOCTAHOBKM
uinen Ha nepiog OuiHKK;

BCTAHOBIEHHA Uinek 3 po3BUTKY Ha nepioa
OLiHKM;

3BOPOTHIN  3B'AI30K  Big  ©e3nocepegHbOro
KepiBHMKa MPOTSArOM POKY Y BignoBigHOCTI 00
nepioaNYHOCTI OLiHIOBaAHHA NpaLiBHUKIB,
iHTepB'to 3  nigBegeHHa  nigcymkiB  abo
iHOpMYBaHHS NPO BMKOHAHHSI MOCTaBJIEHUX
3agad Ta uinemn 3 po3BuTKY;

npemiloBaHHA  3a  pe3ynbTatamMuM  OLiHKM
BUKOHAHHS Linen.
IHamBigyanbHi  3agadi, Ski 6e3nocepegHin  KepiBHUK

BCTAHOBIIIOE CBOEMY MiAnerriomy, NOBUHHI BignosigaTtu
HACTYNHWM OCHOBHUM XapaKkTepucTukam:

KoHKkpeTHicTb. 3agadi NoBUHHI BYTN KOHKPETHMMMU, YiTKO
cchopmynbLoBaHUMM.

BumiptoBaHicTb. 3apgadvi matoTb OyTM BUMIpOBaHUMM,
MOBUHHI OYyTM BM3Ha4deHi Ta dopmanisoBaHi MPUHLMMNK
OLiHKW PiBHSA BUKOHAHHS 3aadi.

HocsxHicTb. 3agavi noBuHHI Byt ambidinHmn, ane
OOCSOKHUMU, BPAXOBYHOUM pearibHy MOXIMBICTb, 3 GOKy
Ak bBaHky, Tak i npaudiBHWKa, [oCArHyTM GaxaHuin
pesynbTar.

PeneBaHTHiCTb. 3agauvi MawoTb OyTn peneBaHTHUMW,
TO6TO BpaxoByBaTK 30HY BiANOBIAANbHOCTI NpauiBHMKa.

OpieHToBaHi Ha TepMiH BWKOHaHHS.
BM3Ha4eHi TEPMiHM BUKOHaHHS 3aad.

MatoTb 6yTK

8. OcHOBHi nigxoaM WOAO OUIHKM AiANbHOCTI
nepcoHany

Y bBaHKy 3acTOCOBYHOTbCHA BMOMN  OULHKM

AisANbLHOCTI NepcoHany:

HaCTynHi

1)3a 3aranbHobaHkiBCcbkolo cuctemoro (Ha 6asi KPI/
OKR) 3rigHo 3 logatkom 1:

cuctema KPI (key performance indicators)
6a3yeTbCsl Ha OCHOBi KIOYOBMX MOKA3HMKIB
edekTuBHocTi (KPI), Bu3HayeHnx B 3anexHocTi
Big cTpaTerii po3BuUTKy BaHky;
cuctema OKR (Objectives and Key Results)
0a3yeTbCs Ha Linsx, BCTAHOBIEHUX BiAMOBIAHO A0
ctpaterii baHky (Objectives), Ta ix Kr4YOBUKX
nokasHmkax ecdpektmBHocTi (Key Results); OKR
BMCTYNaloTb 06’ €QHYIOMUM LINbOBUM MOKa3HMKOM
ans koxHoi rpynu Key Results Ta He nos’si3aHi 3
BUMNATO NpeEMIl.

2)3a iHavBIiOyanbHOK CUCTEMOK — AN npauiBHUKIB
okpemux nigposainie 3rigHo 3 [Jopatkom 3. Cuctema

Cratyc goKymeHTa CornacosaHo
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based on the individual effectiveness’ evaluation
depending on the Bank’s line of activity and allows
effective managing, swift responding and facilitating
the performance efficiency growth.

Payment of bonuses on the basis of the assessment are
implemented on the basis of approvals, which are the
basis for the signing of the order of bonus payment.
Approvals may be sent on paper by corporate e-mail/
posted on the corporate website or in the internal
corporate software for evaluation.

Criteria and periodicity of personnel’ incentives

Frequency and amounts of the regular and annual
remuneration for the Bank’s employees are determined
according to a business line and position.

For employees which rewarded for the bank-wide KPI
system the assessment periods and the size of bonus
depends on the established of coefficients bonuses
reflecting the value of the variable and fix payment (sum
of the bonus and salary) are in the Appendix 1 to these
Policy.

The procedure of goals setting and performance
evaluation

While hiring of new employees the form “Individual plan
of a newcomer’s probation period passing” is approved.
After the successful probation period the business goals
for employee are set by interview or informing via e-mail
by his manager.

It recommended setting and conforming of individual
goals align to the beginning of the reporting period in
electronic form by corporate e-mail.

The tasks set for the employee by his manager should
be necessarily to communicated to him/ her. If there
wasn’'t any feedback from the employee during 5
working days, the business goals are considered as set.
In case the agreement is not reached while the tasks
are planned for the evaluation period or within the
process of the performance evaluation, the manager of
the next level and HR Directorate representative are
invited to the interview of the goals setting/performance
evaluation. They make conclusions as for the reasons
of not achieving the agreement and provide their
proposals in terms of their decision. The decision of the
next level manager is final and cannot be appealed.

0a3yeTbCsl Ha OCHOBI  OUiHKM  iHAMBIgyanbHOI
e(eKTUBHOCTI B 3aeXHOCTi Bif HanpsMKy isnbHOCTI
BaHky Ta fo3BONsE e(PEKTMBHO KEpyBaTU, ONEPaTUBHO
pearyBatM Ta COpuUSTU MiOBULLEHHIO pe3ynbTaTiB
DisiNbHOCTI.

Bunnata npemii Ha 6asi npoBedeHOI  OUIHKM
30INCHIOETLCA Ha NiAcTaBi NOroAkeHb, SKi € MiacTaBok
ANs NignMcaHHs Hakasy Ha BunnaTty npemii i MoxyTb ByTu
HagicnaHi Ha nanepoBunx HoCIfIX, 3acobamu
KOpropaTUBHOI NOLWTK/ pPO3MilLieHi Ha KOpnopaTuBHOMY
noptani abo 'y BHYTPIWWHbOMY KOpPMOpaTUBHOMY
nporpaMHoMy 3abe3neydeHHi Ans OuiHKM OisnbHOCTI.

Kpurepii Ta nepiogn4HicTb
CTUMYNIOBaHHA NepcoHany
MepioguyHicTb Ta poO3Mip PerynspHoro Ta pivyHOro
mMaTepianbHOro  CTMMYMOBaHHA  npauiBHMKiB  BaHky
BM3HA4aloTbCHA B 3aN€XHOCTI Big HaNnPsMKY GiSnbHOCTI Ta
3ariMaHoi nocagw.

MaTepianbHoOro

Ons npauiBHUKIB, AKi npemitoTbCs 3a
3aranbHobaHkiBcbkoto cnuctemoro KPI, nepiogu ouiHkn Ta
po3Mip npemii, WO 3anexuTb Bi4 BCTAHOBIEHNX
KoedilieHTIB npemitoBaHH4, AKi BigoOpaxatoTb
CNiBBi4HOLEHHS 3MiHHOI i MOCTIMHOT YaCTUHWN BUHAropoam
(npemii i nocagoBoro oknagy) 3adikcoBaHi B [logatky 1
00 aaHoi MNonitukn).

MopsgoKk BCTAHOBMEHHA LUinen Ta niaBeAeHHA
niacyMmkis

Mpn npwuiiomi Ha pobOTy HOBUX  NpauiBHUKIB
y3romKyetbca |HOMBIQyanbHUM MNaH  MPOXOOKEHHS
BMNpOOyBanbHOro TEPMiHY AN HOBUX NpauiBHUKIB.
Micna  ycnilwHOro npoXogXeHHs  BMNPOOYBanbHOro
TepMiHy  nNpauiBHUKOM,  KepiBHWMKOM  MPOBOAUTHLCH
MOCTaHOBKa Linewn Wnisxom iHTepB'to abo iHpopmyBaHHS
€eKTPOHHOI0 KOPMOpPaTUBHOIO NOLLTOHO.

IHaMBIQyanebHi Uini pekoMeHOoBaHO BCTaHOBMOBATU Ta
y3rogxyeatM [0 noyaTKy 3BiTHOro nepiogy B
€NeKTPOHHOMY BUrMsiAi 3acobamm eneKTpoOHHOT NOLWTH.

3apavi, siki BCTAHOBMNIOE KEPIBHUK CBOEMY Mianerriomy,
NOBWHHI ByT 00OB’A3KOBO AOBeAeHi Ao woro/ii Bigoma.
Akwo Big npauiBHMKA He Hagxoausno 3BOPOTHLOrO
3B’A3KYy MpOTAroM 5-Tu pobounx OHIB, BBaXaeTbCs, LLO
Uini BCTaHOBNeEHi. Y BUNagKy HeAOCArHEHHs 3roan npu
nnaHyBaHHi 3agay Ha 3BiTHUI nNepiog, abo Npw NigBeaeHHi
nigcymkiB, OO iHTEPB'I0 MOCTAHOBKWU Uinew/ niaBeaeHHs
NiCYMKIB 3any4yatoTbCsl KEpPiBHUK HACTYNHOro piBHA Ta
npeacTaBHUK [lenapTamMeHTy ynpasniHHA NepcoHanom.
BoHM pobnsaTe BMCHOBKM OO0 MPUYNH HEOOCATHEHHS
3rogM Ta MPOMOHYKTb LUMAXM iX BUPIWEHHsS. BMCHOBOK
KepiBHMKa HACTYMHOro PiBHA € KiHUEeBMM Ta He nignsarae
nepernagy.
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When the position of employee changes, business
goals plan should be changed and approved within ten
working days from the moment of appointment to the
new position done by the direct manager with the
obligatory approval of the next level manager (with the
position level not lower than B-1).

Planning by the manager goals of the employee should
be based on job responsibilities of subordinated
employee, plans of unit’s activity and tasks, which are
set to the unit.

The setting/ evaluation of the employee is done by the
direct manager with the obligatory approval of the next
level manager (with the position level not lower than B-
1).

For employees of HO with the working place in the
Regional Directorate the individual Directorate’s tasks
fulfillment should be considered.

For bank-wide evaluation system is recommended to
set goals into the business goals form and take into
consideration the level of fulfilment of quantitative and
qualitative goals and Management Appraisal. KPIs,
their plans and evaluation weight are set in the business
goals form. The business goals form in case of request
are sent by the HR Directorate or stored in the internal
corporate software for evaluation.

9. Main principles of bonuses for bank-wide KPI
system

9.1 General principles

The evaluation based on the KPI (key performance
indicators) system means an employee’s performance
evaluation based on the qualitative and quantitative
KPls.

(IC-1) Quantitative KPI are set on the basis of the
indicators approved by the budget. The control over
their setting and performance calculation is imposed to
the Finance Directorate, employees of Risk
Management division, etc.

Qualitative KPI can be set following two principles:

on the basis of performance of the functional
responsibilities, but not fully duplicating them;
on the basis of the individually set tasks.

In general, the total recommended number of KPI that

can be included into the employees’ business goals is:
for regional managers and heads of directorates in
HO — not more than 8;

Mpwn 3miHi nocagm nNpauiBHKKIB, LLO BXe NpaLoTb, NnaH
GisHec-Uinen mae 6yTVM NepeyknageHuin Ta Y3romKeHuUn
NPOTAromM 4ecsaTn poboymnx OHIB 3 MOMEHTY NPU3HAYEHHS
Ha HoBy nocagy 6esnocepedHiM KepiBHUKOM 3
0DOB’A3KOBUM  MOrOXXEHHSIM  KepiBHMKA HACTYMHOro
piBHSA (PiBHA He Hux4Ye B-1).

lMnaHyBaHHA KepiBHUKOM Uinen npauiBHWKA MNOBUMHHO
bGasyBaTnca Ha nocagoBux o06OB’si3kax nignernoro,
nnaHax AianbHOCTI  Migpos3giny Ta 3ajadax, Wo
BCTaHOBIEHI Nigpo3ainy.

lMocTaHOBKy/ OUiHKY AiSNbHOCTI NpauiBHWKA NPOBOAUTb
6esnocepeHin kepiBHUK 3 0OOB’A3KOBUM MOTOMKEHHSM
KepiBHMKA HacTYMHOro piBHs (PiBHA He Hx4Ye B-1).

Ona npauisHukie MO 3 pobounm micuem B PerioHanbHin
Oupekuii HeobxigHo BpaxoByBaTu BWKOHaHHS
iHOMBIgYanNbHMX 3aBOaAHb LWOAO0 AiANbHOCTI ANPEKLi.

Onsa 3aranbHobaHKiBCbKOT cucTemm OLiHKM
peKkoMeHAoBaHO dikcyBaTh Lini y 6naHky bisHec-uinen,
LLIO BpaxoOBYE piBEHb BMKOHAHHS KiflbKICHUX Ta AKICHMX
3agad Ta Management Appraisal. Y bnaHky 6i3Hec-uinen
BCTAHOBIIOOTLCA iHAMBIAYanbHi nokasHukn KPIs, ix
LinboBi 3Ha4YeHHs Ta nutoma Bara. Popmu GnaHkiB 3a
3anMTomM HagcunatoTeca [enaptameHToMm ynpasniHHS

nepcoHanom  abo  po3MilLyOTbCA B  CUCTEMI
KOpNopaTUBHO| €NEeKTPOHHOI OLiHKM.
9. OCHOBHi NPUHLMNN npemitoBaHHA 3a

3aranbHobaHkKiBcbKolo cuctemoro KPI
9.1 3aranbHi NpMHUMIK

OuiHka 3a cuctemoro KPI (key performance indicators,
KMIOYOBUX  MOKa3HWKIB  e(EeKTUBHOCTI) nondrae B
OUiHIOBaHHI  AiAnbHOCTI  NpauiBHMKa Ha  nigcTasi
BMKOHAHHA HUM KinbkicHUX Ta skicHux KPI.

(IC-1) KinbkicHi KPI BcTaHOBMOWTLCA Ha MigcTasi
MOKa3HUKIB, 3aTBepmKeHnx BrompxkeTom. KOHTpomnb 3a ix
po3paxyHKOM Moknagaetbcs Ha [enapTameHT diHaHCIB,
npauiBHuKKIB HanpsiMKy DiSiNbHOCTI YnpaBniHHSA
pu3nKamu, TOLLO.

AxicHi  KPI
NpUHUMNaMK;
Ha OCHOBi BUKOHYBaHUX (PyHKLiOHaNbHNX 000B’A3KiB,
ane He [ybnoYm iX MOBHICTHO;
Ha OCHOBI iHOMBIAYanbHO BCTAHOBMEHUX 3a4av.

MOXYTb BCTaHOBIIOBAaTUCb 3a [ABOMa

Baranom cymapHa pekoMeHpoBaHa KinbkicTe KPI, wo

MOXe OYyTM BKIMOYEHa OO0 Linen npauiBHUKIB, CTAHOBUTD:
ONa  perioHanbHUX KEpiBHWUKIB Ta HavamnbHUKIB
ynpaBniHb (aunpekTopie AenaptameHTiB) O — He
Oinblie 8-mu;
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for the heads of directorates in Regional Network
and heads of units in HO — not more than 6;
for linear employees — not more than 4.

KPls are set for the evaluation period. The calculation of
the quantitative KPI is done by the accumulative
summarizing of the results of all the interim periods of
the evaluation. Qualitative indicators are calculated
separately for each interim period.

Recommended to use the following aspects and
principles during the operation of the motivation system:

- as part of the two-level objective system, the
same indicators of the Strategic block shall be
applied for all employees concerned of support
units, for business units can be set strategic
business KPI for each direction.

- superior's evaluation has 20% weight in the
individual block as a general rule;

- the minimum weight of any indicator is 5%,
maximum weight is 30% (if other doesn’t
approved by Parent company (Bank));

- in addition to the quantitative indicators at least
one target task shall be defined;

- regarding to the cost indicators, in the case of
overspending, no  performance based
remuneration is settled. (the minimum level
100%);

- the same KPIs shall be indicated with identical
plan value and minimum requirement for all
employee levels;

- the KPIs’ value shall be given to 3 decimal.

During bonuses calculation for the reporting period for
Bank’s employees (except position under Group
Remuneration Policy) percent of goals performance is
calculated as the arithmetic average of the results of
strategic and individual goals. Weigt of indicators for
position under Group Remuneration Policy is described
in Appendex 2.

Strategic goals — Bank’s indicators, operation profit,
business KPI, etc. Each of strategic goal has its
evaluation weight. The total weight of strategic goals is
100%.

Strategic goals for employees, who receive an annual
bonus, should include RORAC+, unless otherwise
established in a separate Order signed by the Chairman
of the Board or specified in the individual bonus system.

The list of strategic indicatorsfor support units is
approved by official order signed by the CEO, for
business units the list of strategic indicators is

0018 HaYanbHUKIB ynpasriHb perioHanbHOT Mepexi Ta
HavyanbHuKiB Biaainis FO — He Ginblue 6-Tu;
AN NiHINHKMX NpauiBHUKIB — He BinbLue 4-x.

KPI BcTaHOBNIOIOTHCS Ha Nepio ouiHoBaHHSA. Mpu ubomy
po3paxyHoK KinbKiCHNX KPI BinOyBaeTbCs
HakonuyyBanbHUM MNiACYMKOM 3a BCi NPOMDKHI nepioau
OUIHKM AiANbHOCTI. FAKICHI NOKa3HMKM PO3pPaxoBYOTHCS
OKPEMO 3a KOXHUI NPOMIXXHUIA nepio.

PekomeHOoBaHO 3acTOCOBYBaTW HACTYMHI acnektn i
NPUHLMNKX Npy podOTi cUcTeMU MOTUBAUT:

- $IK YacTMHa OBOPIBHEBOI CUCTEMMW UiNen ogHaKoBI
MOKa3HWKM CTpaTeridyHoOro OnoKy MOBUHHI OyTK
3acCTOCOBaHi A0 BCiX 3anyyYeHux npauiBHUKIB
nigTpuMyoumnx nigpo3ainis, anga 6isHec-nigposainis
MOXyTb OyTW BCTaHOBMEHi cTpaTerivyHi bisHec-
MOKA3HWKM ANl KOXKHOTO HanpsiMKy.

- §K 3aranbHe NpaBunO Bara OUIHKA KepiBHMKA B
iHaMBigyanbHoMy 6noui mae ctaHoBuUTK 20%;

- MiHimanbHa Bara 0yab-sIKOro nokasHmka CTaHOBUTb
5%, makcumanbHa Bara 30% (9KWO iHWe He
peKkoMeHO0BaHO MaTepuHCbKO KoMnaHieto
(BaHkom));

- KpiM KiNbKICHMX NOKa3HUKiB Mae OyTn BCTAHOBINEHO
xo4ya 06 ogHe UinboBe 3aBAaHHS;

- [AnA 3aTpaTHUX MOKa3HWKIB B pasi nepeBuLLEHHS
NMaHOBOIO 3HAYEHHSs1 BuMNMata 3a MOKa3HUK He
3[0iACHIOETLCA (MiHIManbHWi piBeHb 100%);

- opHakoBi KPIs wmatoTe 6yTM 3 OAHaKoBUM
3Ha4YeHHAM nnaHy i OAHaKOBUM MiHiManbHUM
piBHEM A5 BCiX PiBHIB NpaL,iBHUKIB;

- 3HayeHHsa KPI noBMHHO OyTK BKasaHoO A0 TPETLOro
nopsiaky ApoboBOro 3Ha4YeHHs (TUCAYHI).

Mpu pospaxyHKy npemii 3a 3BiTHUA nepiog Ans
npauiBHukiB BaHky (OkpiM nosuuin nig rpynoBoto
MOMITMKOKD BMHAropoAu) BIACOTOK BMKOHAHHSA Uinew
pPO3paxoBYETLCA SAK CepedHe apudMeTU4He 3HaYEeHHS
BiCOTKa BWMKOHaHHS CTpaTeriyHMX Uuinen Ta BigcoTka
BWKOHaHHSA iHOUBIAyanbHUX Uinen. Bara nokasHukiB ang
nosvuin  nig  rpynoBol  MOMITUKOK  BMHaropoau
BCTaHoBreHa y flogaTky 2.

CrtparteriyHi uini — ue 3aranbHOGAHKIBCbKi MOKa3HUKW,
onepauiiHui npubyTtok, 6GisHec-KPl Towo. KoxHa i3
cTpaTeriyHux Linen mae cBOW MUTOMY Bary. 3aranbHa
Bara ctpaTeriyHux uinen ctaHoButb 100%.

CrparteriyHi uini Ana npauiBHUKIB, SKi OTPUMYIOTb PiYHY
BMHaropogy, oboe’askoBo BkmoyawTe RORAC+, AKwo
iHWe He BCTaHOBMEHO Yy okpeMomy CnyxboBomy
po3nopsmKeHHi 3a nignucom Fonosu lNpaeniHHA abo He
BKasaHo Yy iHAUBIAyarbHi cUCTEMI NPEMIOBaHHS.
Mepenik cTpaTeriyHMX MOKa3HWUKIB, Ans NiATPUMYHOHNUX
nigposainis 3aTBEPAXYHOTbCA cnyx60Bum
po3nopsmKeHHsaM 3a nignucom Monoswu MNpaeniHHA, a Ans
GisHec nigpo3ainiB BCTAHOBMIOETLCA 3@  PILLEHHAM
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established by decision of responsible Member of the
Board and fixed in the bonus forms.

Individual goals — individual KPI, individual tasks etc.
Each of individual goal has its evaluation weight. The
total weight of individual goals is 100%.

The weight of each goal is set by manager of the
employee with board level not lower than B-2.

To count the performance of KPI fact value should be
higher than minimum level. If fulflment higher than
minimum level the calculation of direct quantitative KPI
implementation is conducted as the ratio of actual value
and the planned one for each indicator separately and
conversely for indirect KPI. If fact value equel or lower
than minimum level KPI fulfilment is 0%

The value of minimum KPI level is depended on type of
indicator:
1) direct indicator — 90% (for the Global Market result
indicator/ PB NNM (net new money) - 60%)
2) indirect (reverse) indicator — 110%
3) cost indicator — 100%
4) qualitive indicator/ management aprisal - 0%

For positions under the group remuneration policy
minimum KPI level is set by Parent Bank, for other
positions it can be set or changed by CEO or Board
member.

(IC-4) Control of the set parameters by the Parent Bank
for the positions under the group remuneration policy,
control of the set parameters for the other positions of
payments entrusted to employee of the Human
Resource Directorate.

The percentage of bonus is determined by multiplying
the KPI bonus percentage fulfilment on the weight.

These indicators’ calculation logic can be changed and
supplemented by the Order signed by the CEO.

A maximum size of KPI achievement is 100% for the
period under review (monthly, quarterly etc.), as an
exception individual motivation systems.

Overfulfillment of quantitative KPIs is only possible to be
for business divisions.The maximum amount of KPI
achievement per quantitative indicator for business
divisions should not exceed 120% (for positions under
Group Remuneration Policy - 100%).

Kypytodoro YnenHa [MpaBniHHA i ikcyeTbCa y 3BITHUX
BiJOMOCTSIX.

IHamBigyansHi Lini — ue iHansigyanbHi KPI, iHamBigyansHi
3apaui Towo. KoxHa 3 iHaMBiayanbHWX Linen Mae CBO
nuTomy Bary. 3aranbHa Bara iHAMBIAyanbHUX Uinewn
ctaHoBuUTb 100%.

MuToMy Bary KOXHOFMO  MNOKasHMKa  BCTAHOBIIOE
Ge3nocepeHin KepiBHUK NpauiBHUKA PiBHS HE HmxYe B-
2.

[nsa 3apaxyBaHHsa BukoHaHHA KPI dbakTuyHe BUKOHAHHSA
Mae OyTn BuMLWE, HK MiHIManNbHUIA piBeHb. 3a YMOBMU
BMKOHAHHS BULIE MiHIManbHOro PpPIiBHA PO3paxyHOK
BMKOHaAHHA npsMux KinbkicHux KPl npoBoguTtbCcs sk
BIOHOLIEHHSA (PaKTUYHOrO 3HAYEHHA OO0 MMaHOBOro Mo
KOXXHOMY MOKa3HMKY OKpeMo abo HaBnaku ans 3BOPOTHIX
MOKa3HUKIB. AKWO (akTMyHe 3HaYeHHS OOPIBHIOE 4K
HUXYE HDK  MiHiManbHMn piBeHb BUKOHaHHs KPI
ctaHoBuUTb 0%.

MiHimanbHun piBeHb ana  KPI

nokasHuka:

1) npami nokasHukn — 90% (ana KasHauencrea/
MpuBaTtHoro 6aHkiHry YHI™ (4ncTi HoBI rpoLwi) - 60%)

2) 3BOPOTHI NokasHukn — 110%

3) nokasHukm 3aTpat — 100%

4) sakicHi 3agadi/ ouiHka kepiBHuUka — 0%

3anexuTb Big T ny

Ona nosuuin nig rpynoBok MOMITUKOK BMHaropoau
MiHiIManbHWU piBeHb KPI BCTaHOBIIIOETHCA
MaTtepuHcbknMm BaHkom, Ans iHWKX no3uuin moxe 6yTu
BCTa@HOBMEHWU/3MiHeHnn  TonoBoto  abo  YneHom
MpaBniHHS.

(IC-4) KoHTponb piBHA [OOTPUMAaHHA BCTAHOBJIEHWUX
napameTtpie MaTepuHcbkuMm BaHkoM Ons no3uuin nig
rpynoBoto NONITUKOI BMHaropoau, KOHTpPOIb
OOTPUMaHHS BCTaAHOBMEHMX MapameTpiB Ans  iHWux
nosuuin noknageHun Ha npauisHukiB [lenaptameHTy
yrpaeniHHA nepcoHarnom.

MigcymkoBui BiacoTOK BUKOHaHHSA KPPl Bu3HavaeTbes
LUMISAXOM MEepeMHOXEHHSA OTPUMaHOro BigcoTka GoHyca
3a BukoHaHHA KPI Ha ioro nutomy Bary.

Jlorika po3paxyHKy UMX MOKa3HUKIB MOXe 3MiHIBaTUCh
abo [OMOBHIOBATUCL CMY)XO0BUM PO3MNOPSIIHKEHHSIM 32
nignucom Monosu MpaBniHHS.

MakcumansHuin po3mip BigcoTka pgocsarHeHHs KPl 3a
3BiTHMI nepiog (Micaub, KBapTas, TOLO) NPOTArOM POKY
cknagae 100%, oOkpiM  iHOMBIOYyanbHUX  CUCTEM
MOTMBaLLi.

MepeBukoHaHHsa KPl moxnuee nuwe [ns KinbKiCHUX
nokasHukie  ansa  GisHec-nigpo3ginis.  [Ons HUX
MakcMmanbHUM po3mip BigcoTka pocdarHeHHa KPI no
KOXXHOMY  KiNbKICHOMY  MOKa3HWKY He  MOBUHEH
nepesuwysatn 120% (ons nosuuii nig rpynoBoto
noniTukor BuHaropoau - 100%).
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Employee St;:;zalc Individual block Mpayiexnk Crpaﬁr:;;:muu Imha?ny::h"m
For positions under Grou i
Level B-1, B-2 (Support) 100% 100% Pisens B-1, B-2 (Support) 100% 100%
or o7

Level B-1, B-2 (Business- Retail or 120 o fqr PigeHs B-1, B-2 (Business- Retail, 1.20 % An=

) 100% quantitative - 100% KINBKICHMX
Corporate, Collection) indicators Corporate, Collection) NOKA3HMKIB
The maximum amount of MakcHMansHuil poamip
overfulfillment of cost indicators for 100% 100% NepeBMKOHAHHA NOKA3HWKIB BUTAT 100% 100%
all employees ANA BCIX NPaLBHKKIB

RORAC+, DPD90+ return and the separate indicators
related to the risk portfolio quality calculation, coverage
and expenses’ budget implementation in different areas
have the maximum value of 100% in any period under
review. In case of RORAC+ the method indicated on the
CEO’s target sheet shall be applied.

(IC-2) Control for correctness of KPI setting and
evaluation performance of KPI entrusted to the
employee of the Human Resource Directorate.

9.2 Core principles of the incentive system

The basic principle of the performance measurement
and assessment system is to link the rate of
performance-based remuneration — with ex-ante and
ex-post assessment of risks — to the degree of the
accomplishment of Banking group / Bank / subsidiary
strategic-level and objectives in the framework of a two-
level performance measurement system.

By placing emphasis on institutional targets, the two-
level system contributes to the clear definition and
monitoring of priorities, and ensures the better tracking
of individual performances, thereby improving the
flexibility of the performance assessment system.

The criteria of institutional-level
assessment are as follows:
- For credit institutions, group-level RORAC+
(risk-adjusted ROE/ER), C/I indicators,
- For investment fund managers, RORAC, and
C/I, Market Share indicators,
- For factoring companies, the
measuring the success of collection,
- For leasing companies, the return on assets
(ROA).

performance

indicators

The indicator structure of the individual target
agreement is determined — based on the organisational
and operational rules of the given company — by the
scope of activity of the supervised area. Upon setting
the individual targets, efforts should be made to use the
indicators, whose objective measurability is supported
by the systems of the company.

RORAC+, DPD90+, a TakoX OKpeMi MOKa3HMWKM,
NnoB’sA3aHi 3 pO3paxyHKOM AKOCTi Ta NOKPUTTS KpeaUTHOro
noptcento abo BUMKOPUCTaAHHAM OrogKeTy BUTpaT B
Pi3HWX HampsaMKax, MawTb MaKCUManbHUA Po3MiIp
BUKOHaHHS 100% y Oyab-sikomy 3BiTHOMY nepiogi. Mpu
po3paxyHky RORAC+ mae 3acTtocoByBaTUCb METOA,
3a3HaveHun B 6naHky uinen gna Fonosu MNpaBniHHS.

(IC-2) KoHTponb 3a KOpekTHiCTio BCTaHoBNeHHA KPI Ta
OLIHKOIO BMKOHAHHA MOKMadeHun Ha npauiBHUKIB
[enapTameHTy ynpaBniHHA NepcoHarnom.

9.2 OCHOBHi NPUHLUNN CUCTEMU CTUMYNIOBAHHA

OCHOBHUM NMPUHLMMIOM CUCTEMW BUMIPHOBAHHS Ta OLHKM
pe3ynbTaTUBHOCTI € 3B'SI30K BWHArOpoguM Ha OCHOBI
pe3ynbTaTMBHOCTI - 3 MOMepeaHbold Ta MNoAanbLUo
OLIHKOIO PU3UKIB - 3i CTyNeHeM AOCATHEHHS CTpaTeriyHuX
uinen pieHa bBbaHkiBcbkoi rpynu / BaHky / OOYipHBOI
KOMMaHil B paMkax ABOPIBHEBOI CUCTEMW BMMIpPIOBaHHS
€(EeKTUBHOCTI.

AKLEHTYIOUN yBary Ha iHCTUTYLINHWUX Linsx, ABOpiBHEBA
cuctema Crpusie Y4iTkOMy BU3HAYEHHIO Ta MOHITOPUHIY
npioputetiB  Ta 3abesnedyye Kpawe BiACTEXEHHS
iHOuBIAyanbHUX pe3ynbTaTiB AifIbHOCTI, TUM CcaMum
noKpaLlyro4m FHYYKICTb cuctemun OLiHKM
pesynbTaTUBHOCTI.

Kputepiamu oLiHKM pe3ynbTaTUBHOCTI Ha iIHCTUTYLIHOMY
piBHI € TaKi:

- [Ona kpeautHux yctaHoB nokasHukn RORAC+ Ha
pieHi rpynu (ROE / ER 3 ypaxyBaHHAM puauky), C/I
NOKa3HUKN,

- [Ona meHepxepiB iHBecTUUiiHMX ¢oHais, RORAC
Ta C/l, NOKa3HMKM YaCTKN PUHKY,

- [Ons daKTOpMHroBMX KOMMAHIN MOKa3HUKH,
BUMIpPIOIOTL YCNiX iHKaco,

- [nsa nisMHroBMX KOMMNaHin peHTabenbHICTb aKTUBIB
(ROA).

CTpykTypa noKasHWKIB iHOUBIOYanbHOI UinbOBOI yroau
BM3HAYaETbCA - Ha OCHOBI OpraHisauiiHux Ta
eKkcnrnyaTtauinHMx npasun AaHHOI KoMnaHii - cdepoto
[isiNbHOCTI  KOHTponboBaHoi obnacTi. Mpu nocTaHoBLUI
iHOMBIOyanbHMX Uinen cnig Agoknagatu 3ycunb  Wwob
BMKOPWUCTOBYBaTU MOKa3HUKW, OB'EKTMBHA BUMIpPHICTb
SAKUX NigTPUMYETBCSA CUCTEMaMM KOMMaHil.

Lo
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Within the circle of executive and employee groups
subject to the subsidiary's performance measurement
and assessment system, the performance requirements
and the indicators of the incentive system must be
clearly linked directly or indirectly to the achievement of
the expectations also set out in the targets of the chief
executive, in which case the comments concerning the
appraisal of the chief executive should be also reflected
in the indicators of the lower levels.

Institutional indicators should be uniformly included at
the institutional-level for all executives and employees
covered by the two-level incentive system.

In the case of employees subject to the two-level
performance measurement system, the performance
relevant to the eligibility for bonuses is defined by the
arithmetic mean of the accomplishment of institutional
and individual targets, with the proviso that in respect of
the given manager or executive, the weight of
institutional-level indicators decreases parallel to the
decrease in managerial level for each institution.

For positions under the group remuneration policy/
influence persons for internal control functions (risk,
compliance, internal audit), when determining
performance relevant to the eligibility for bonuses, the
weight of the institutional block is always lower, by
ensuring that a (lower) weight applicable the position
one grade lower in the organisational structure is taken
into account in every case.

9.3 Additional parameters for positions under the
group remuneration policy

Individual performance cannot be ‘raised’ by the
performance of the group (entity), in other words, if the
group's performance is greater than the result of the
individual assessment, the individual assessment shall
prevail. In this case, the above-specified weighting is not
applied, with the proviso that in respect of the given
manager or executive, the weight of institutional-level
indicators decreases parallel to the decrease in
managerial level for each institution. Individual-level
targets comprise target tasks and competences. The
aggregate weight of target tasks — except for CEO of
credit institutions — is 80%. For the CEO of Banking
group credit institutions, this value is 90%.

The weight of competences — except for CEO of credit
institutions — is 20%. For the CEO of Banking group
credit institutions, this value is 10%.

Identical indicators must be included at all employee
levels with identical fulfilment threshold and tolerance
threshold.

Y Koni rpyn KepiBHMKIB Ta NpauiBHUKIB, SKi NignagatoTb nNig
Oil0  CUCTEMU BUMIPIOBAHHA Ta OUHKM  AiSANIbHOCTI
OOYIpHLOT  KOMNaHii, BUMMOrM 00 edeKTUBHOCTI Ta
MOKa3HUKIB CUCTEMU CTUMYITFOBAHHSA MOBUHHI BYTK YiTKO
noB's3aHi NMpsIMO 4YKM OMOcepenKoBaHO 3 OOCATHEHHSM
OYiKyBaHb, TaKOX BUWKNAOQEHUX Yy UINAX KepiBHUKA, B
LUbOMY BUMaAKy KOMEHTapi LoAO0 OLiHKU BUKOHABYOrO
OMpeKTopa TaKoX MOBUHHI BigobpaxaTncsa B nokasHUKax
HUXXYMX PIBHIB.

[HCTUTYLIMHI  NMOKa3HUKM MOBWHHI  OyTK  PIBHOMIpPHO
BKMIOYEHI Ha piBHI IHCTUTYUIW ANs BCiX KeEpiBHUKIB i

npauiBHMKIB,  OXOMSIEHMX  [OBOPIBHEBOK  CUCTEMOLO
CTUMYITHOBAHHS.
Y BunagKy npauiBHMKIB, Ha SKMX MOLIMPHETHCA

OBOpiBHEBA CUCTEMa BUMIPIOBAHHA pe3ynbTaTUBHOCTI,
pesynbTatM AiSMAbHOCTI, WO pPOo3paxoBylOTbCA  ANd
BMNNaTn BoHycy, BM3HAYaloTbCA cepeaHim
apumeTU4HUM OOCArHEHHS IHCTUTYLINHNX Ta
iHOuBigyanbHUX Uinen, 3a yMOBW, WO LWOAO AaHOro
MeHe[)Xepa UM BMKOHABLUS, Bara MOKa3HWKIB Ha piBHi
IHCTUTYLLIN 3MEHLLYETBCA NapanesibHO 3MEHLLEHHIO PiBHSA
ynpaBniHHA Ha KOXXHOMY 3aknagi.

[na nosuuin nig rpynoBol MNOMITUKOW BUHaropoawu/
BM/IMBOBUX OCIO ONst dOYHKLiA BHYTPILUHBOrO KOHTPOJIHO
(PV3NK-MEHEMKMEHT, KOMMNIAEHC, BHYTPILWHIA ayauT),
NPy BW3HAYEHHi pe3ynbTaTiB, MOB’A3aHUX 3 MpaBOM
OTpMMaHHA B6oHyCy, Bara iHCTUTYLIMHOrO BroKy 3aBxau
HXYa, 3abesnevyoun, wob (Hwxk4a) Bara
3acTocoByBanacb AN nocaj Ha OAWH piBEHb HWX4e B
opraHisauifiHii CTPYKTYpi B KOXXHOMY BMNAAKy.

9.3 [lopaTKoBi napamMeTpu ANA NO3uULii Nig rpynoBoto
noniTUKOK BUHaropoam

IHomBiOyanbHi pe3ynbTaTn AiNbHOCTI HE MOXYTb OyTu
«NIgHATUMUY» pesynbTatamu DiAnNbHOCTI rpynu
(opraHisauii), iHWWMK crnoBamu, HKWO pe3ynbTatu
AisANbHOCTI rpynu nepeBuLLYIOTb pesynbTatu
iHOMBIOYanNbHOI OUiHKM, iHAOMBIAyanbHa oOuiHKa Mae
nepeeary. Y  UbOMYy BWMAZKy BuULLEe3a3HAYEHe
3BaXKyBaHHsI HE 3aCTOCOBYETLCS, 3@ YMOBM, LLLO CTOCOBHO
[aHOro KepiBHMKA Y/ BUKOHABLIA Bara NOKa3HWUKIB Ha PiBHi
IHCTUTYUIN 3MEHLLYETLCS NapanenbHO 3HUXKEHHI0 PIBHS
yrpaBniHHA  OAns KOXHOI  ycTaHoBu.  LUini  Ha
iHOMBIAyanbHOMY piBHI BKMOYaKTh LiNbOBi 3aBAaHHA Ta
KoMneTeHUii. 3aranbHa Bara UiNbOBMX 3aBAaHb - Kpim
CEO kpeauntHux yctaHoB - ctaHoButb 80%. Ons CEO
BaHKIBCbKMX Tpyn KpeguTHMX YCTaHOB LS BenuyMHa
ctaHoBUTb 90%.

Bara komneteHuii - kpiv CEO kpeauWTHUX ycTaHoOB -
ctaHoBuTb 20%. [Ona CEO «kpeduWTHUX YCTaHOB
BaHkiBCcbKOT rpynu ust BenudmnHa ctaHoButb 10%.
|[AEHTUYHI NOKa3HWKU MOBUHHI OYyTW BKIIOYEHi Ha BCiX
PiBHAX NpaLUiBHUKIB 3 OHAKOBMM MOPOrOM BMKOHAHHSA Ta
NMOpoOrom JOMyckKy.
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Among individual-level targets, the target value of
quantitative indicators must be shown with an accuracy
of three decimal places.

In case of the year 2025, among the individual
objectives, it is recommended to apply in the case of the
prudent behaviour indicator a mandatory indicator, with
an emphasis on lines of defence called "Prudent
operation and pursuit of controls”, with a minimum
weight of 10% for all employees holding identified
positions for all employees subject to the personal
scope of the Regulation. The Environmental and Social
Responsibility (ESG-CSR) indicator shall be
represented by at least 5% for first-level managers of
institutions.

Among individual-level targets, Prudent operation and
pursuit of controls indicator must be included with a
weight of at least 5% for all employees subject to the
personal scope of the regulation except for CEO. In his
case this weight must be 10%.

In the case of the first level manager of subsidiaries the
structure of the individual level indicators is the
following:

a/ The indicators to be applied mandatorily according
to the request of OTP Bank Plc. - except for the
exceptional cases - shall have a uniform weight of
25% with the following distribution:

IPSPC action plan - except for the
exceptional cases — with the weight of 10%,
uniformly

Strategy and ITOB action plan with the weight
of 5%, uniformly;

Adherence to risk appetite statements and
limits with the weight of 10%, uniformly.

b/ The indicators identified by the OTP BANK JSC
have 50% weight, uniformly

¢/ The indicators to be applied mandatorily according
to the merged Environment Social and
Governance indicater and Social Responsibility
indicator (ESG - CSR) with the weight of 5% and
Prudent operation and pursuit of controls indicator
with the weight of 10% uniformly.

d/ Superior’s evaluations with the weight of 10%

The application of a credit quality indicator is mandatory
for Credit Risk Officer, Chief Risk Officer, as well as
work-out manager and any person who is a member of
the Credit Committee of OTP Banking Group
subsidiaries, and any person who is part of lending
process.

Cepen uinei Ha iHAMBIQyanbHOMY PpiBHI  UiNboBe
3HAYEHHS KiNbKIiCHNX NOKa3HUKIB NOBWHHO
BigoGpaXxxaTUCA 3 TOYHICTIO 40 TPbOX 3HAKIB MICNSA KOMMU.

3 2025 poky, cepef OKpemux Uinen, pekomeHOoBaHO
3acToCOBYBaTUM Yy BMNaAKy MOKa3HMKA pOo3CcyanmBol
noeefiHkM 060B’A3KOBUI NOKA3HMK, 3 aKLEHTOM Ha NiHiax
3axuCTy nig Ha3eBow «Po3cyanuea poboTa Ta nparHeHHs
0O KOHTpomno», 3 MiHimanbHowo Baroto 10% ans BCix
npauiBHUKKIB, SIKi 3aMMaloTb BU3HAYeHi nocagun, Ansa BCix
npauiBHUKIB, Ha sIKMX MOLUMPIOETLCA ocoboBa cdpepa Aaii
Monitnkn. T[okasHWMK ekonoriYHoi Ta  couianbHOI
BignosigansHocTi (ESG-CSR) mae 6yt npeacraBneHun
LLlOHanMeHLLe 3 Baroto 5% Ansi KepiBHMKIB NepLIOro piBHA
yCTaHOB.

Cepepn UinbOBUX MOKA3HMKIB Ha iHOMBIAyanbHOMY pPiBHi
NOBMHEH OYTN BKMOYEHWUI MOKA3HUK PO3CYANNBOI pOGOTH
Ta NparHeHHsa 4O KOHTPOIo 3 Barok He MmeHwe 5% ans
BCiX MpaL,iBHUKIB, HA AKMX NOLLMPIOETLCA ocoboBa cdepa
3aCTOCYBaHHS, KpiM reHepanbHoro anpektopa (CEO). Y
noro BuMnagky us sara mae 6ytn 10%.

Y Bunagky kepiBHuka Buworo pieHa (CEO) pgouipHix
KOMMaHin CTPyKTypa iHOMBIAyanbHUX MOKa3HWKIB €
HaCTYMHOHO:

a) lNokasHukK, sKi 3acCTOCOBYIOTbCA B OBOB'SA3KOBOMY
nopsgky Ha sumory OTP Bank Plc., 3a BUHATKOM
ocobnmBux BUNaakKiB, MaloTb BignosigHy Bary 25% 3
HaCTYNHUM PO3NOAiNOM:

Mnan pgin IPSPC - 3a BUHATKOM 0OCOBGNUBMX
BMnagkis - 3 Baroto 10%;

CTparerisa Ta nnaH gin ITOB 3 Baroto 5%;

JoTprmaHHs 3a8B CXUNLHOCTI PU3NKY Ta MIMITIB 3
Baroto 10%, BignoBsigHo.

6) MNokasHukn, BusHayeHi AT «OTI BAHK», matoTb Bary
50% BignosigHo.

B) [lMokasHuKM, siKi 3aCTOCOBYKTbLCA B OOOB’sI3KOBOMY
nopsgky BignoBigHO [0 06’egHaHOro  nokasHuka
CouianbHe cepefoBuLLe Ta ynpaBniHHA Ta NOKa3HMKa
KopnopaTtuBHa couianbHa BignosigansHocTb (ESG-
KCB) 3 Barolo 5% T1a PoscyonueBa pob6ota Ta
nparHeHHsa o koHTponto 3 Baroto 10%.

r) OuiHka kepiBHMKa 3 Baroto 10%

3acTtocyBaHHA  MOKa3HWKa  KPeAWUTHOI  AKOCTi €
o6oB'a3koBM Ond MeHemkepa 3 KpeguTHUX PU3UKIB,
[ONoBHOTrO pPU3UK MeHemKepa a TakoX gupekTopa
[enaptameHTy 300py Ta BperynioBaHHs KpeauTiB Ta
Oyab-akoi ocobu, wo BxoauTb A0 cknagy KpegutHoro
KOMITETY AodipHix komnaHin OTP Banking Group, a Takox
Oyob-sika ocoba, ska ©Oepe yyactb y MNpOLECi
KpeauTyBaHHS.
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In case of Credit Risk Officer, Chief Risk Officer and
workout leader the employer is responsible that this rule
shall be applied in the institute.

Green exposure on the asset side indicator shall be
applied in case of head of Corporate and head of Retail
of foreign institutes - except for OBU — with the minimum
weight of 5%.

The quantitative indicators are uploaded by the Parent
Bank’s HR Department to a so-called KPI library, and it
is the HR Department’s task to collect and gather
indicators from data owners, with the proviso that these
data owners also make recommendations for the target
tasks for each entity. The properties of the quantitative
indicators (definition, unit of measurement, data owner,
planned and actual value) are defined by the data
owners. Target tasks are to be classified into logical
groups, which groups are established by the Parent
Bank’s HR Department and the Banking group
Governance Directorate. The classification of logical
indicators into logical groups is the responsibility of data
owners.

The HQ Human and Organizational Development
Directorate/Performance Management Group consults
on the data content of the KPI library and the target
tasks with CEO, and the managers excercisinng the
owners’ rights as well as HQ professional areas,
whereas final approval requires a decision by the
Management Committee 15 days prior to the
Management Committee meeting discussing the
principles of the incentive system at the latest.

Approval of the KPI library and the logical groups for the
current year falls within the competence of the
Supervisory Board.

The target values of institutional indicators and the
quantitative indicators featured in the individual targets
that are amended during the year may be incorporated
based on a decision by the Parent Bank’s Management
Committee under regulated frameworks, by 31 October
at the latest. The parent company’s HR Department/
Performance Management Group notifies subsidiaries
concerned in writing of such changes and their impacts
on targets as well as on organisational, managerial and
position-related indicator structures for the purpose of
acknowledgement.

The frameworks for the above-presented incentive
principles and directions are approved by the General
Meeting of the Parent Bank, with the conclusion of the
written target agreements for the current year possible
after the adoption of these frameworks.

Y Bunagky MeHemxepa 3 KpeguTHUX pu3unKiB, [0NOBHOIO
pU3MK MeHegxepa Ta aupektopa [enapTtameHTy 36opy
Ta BperynoBaHHA KpeguTiB poboTogaBeub Hece
BiANOBiQaNbHICTL 3a 3aCTOCYBaHHS LbOr0 npasvna B
YCTaHOBI.

3eneHa iHiuiaTMBa CTOPOHW aKTUBIB 3aCTOCOBYETLCS Y
BunNagky kepiBHuka KopnopatmBHoro 6isHecy Ta
kepiBHMka PosgpibHoro 6i3Hecy iHO3eMHMX yCTaHOB —
kpim AT «OTT1 BAHK» — 3 miHimansHoto Baroto 5%.

KinbkicHi moka3HukM 3aBaHTaxyTbecs y Success Factor
HR Bigaginom MaTtepuHcbkoro baHKy [0 Tak 3BaHOIl
6ibniotekn KPI, i 3aBgaHHsaM uporo HR Bigainy € 36ip ta
KOHCOMiAaLis NOKasHKMKIB Bif BNACHWKIB 4aHWX, 3a YMOBH,
LLIO Lii BNACHMKM JaHMX TaKOX AaloTb pekoMeHaalii woao
LiNnbOBMX 3Ha4YeHb Ansl KOXHOI opraHisauii. BnactusocrTi
KifTbKICHUX MOKa3HUKIB (BM3HAYEHHS, OAVMHWLUS BUMIpY,
BMacHWK [aHuX, MfnaHoBa Ta akTuyHa BenuunHa)
BM3HA4YalOTbCA BriacHMkamu gadux. LlinboBi 3aBpaHHA
cnig  knacudikyBaTu 3a  NOMYHUMM  rpynamu,  ski
CTBOpPIOIOTLCA [JenapTaMeHTOM yrnpaBhiHHA NepcoHanom
MaTepuHcbkoro banky Ta [upekuieto ynpaBmiHHSA
BaHkiBcbKoto rpynoto. Knacudikauis noriyH1MX nokasHukis
Ha NOriYyHi rpynu € BigNOBiAanNbHICTIO BMACHUKIB AaHUX.
[uvpexTopaT 3 opraHi3auiiHOro po3BuTKY Ta ynpaBmiHHA
NOACBKMMW  pecypcaMy  FonoBHoro  odpicy/I'pyna
yrpaBniHHA NPOAYKTUBHICTIO  KOHCYIbTYETbCSA  LLOAO
3micTy gaHux 6Gibniotekn KPI Ta uinboBux 3aBgoaHb 3
CEO, T1a wMeHepxepamu, 4K 34INCHIOKTb nNpasa
BNacHWKa, a TakoXx npodecinHnmMmn cdepamm rorioBHOro
odpicy, Togi 9K OCTaTOYHE CXBasfleHHS BUMarae pilleHHs
KepiBHOro koMmiTeTy He nisHiwe Hik 3a 15 gHiB go
3acigaHHs KepiBHoro KOMITeTY, Ha SAKOMY
0BroBOPIOKTLCS NPUHLMNN CUCTEMU CTUMYITHOBAHHS.

CxBaneHHst 6Gioniotekn KPI Ta noriyHux rpyn Ha
NOTOYHMI pPiK BXOAUTb A0 KOMMETeHUii Harnagosoi paaw.

LlinboBi 3Ha4YeHHA IHCTUTYLIMHUX NOKa3HWKIB Ta KiNbKiCHI
NMOKasHWKW, 3a3HayeHi B OKpeMux Uinax, [0 HGKuX
BHOCSITbCS 3MiHM NPOTArOM POKY, MOXYTb OYyTU BKIHOYEHI
Ha  OCHOBI  pilleHHA  YnpaBniHCLKOro  KOMITeTy
MatepuHcbkoro baHky BignoBigHO [0 pernameHToBaHUX
paMoK He ni3Hiwe 31 XXOBTHS. YnpaBniHHA NepCcoHanom
MaTEpPUHCbKOI KomnaHii/ Npyna yrpasniHHA
NPOAYKTUBHICTIO MWCbMOBO MOBIAOMMSAE  3auikaBneHi
OOUipHiI KOMNaHiT Npo Taki 3MiHM Ta iX BNAMB Ha Uini, a
TakoXX Ha opraHiszauinHi, ynpasniHCbKi Ta MoB'a3aHi 3
nocagammu CTPYKTYpU NoKasHUKIB 3 MEeTO0
NiaTBEPAXEHHS.

OcHOBM [Onsi MpefcTaBfieHUX BULLE MpUHUMMIB Ta
HanpsMIB CTUMYIIOBaHHS 3aTBEPAXKYHOTbCA 3aranbHUMM
36opamu MaTtepuHcbkoro baHky, npu LbOMY YyKIageHHs
NMMCbMOBUX UifIbOBUX Yrof Ha MOTOYHMK PiK MOXIUBO
nicnsa NPUAHATTS LIMX OCHOB.
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Performance-based remuneration awarded on the basis
of performance assessment is accounted for on a pro-
rated basis by taking into account the reference period:

- employment relationship established during the
year,

- expiry of a fixed-term work contract,

- lawful termination by the employee with immediate
effect,

- termination of employment on account of the
retirement of the employee,

- the employee’s death,

- termination by the employer with cause for
reasons attributable to the employer’s operations,

- transfer to/from a job included in the incentive
system, with the proviso that where the pro-rated
amount of performance-based remuneration is
less than the advance(s) on performance-based
remuneration paid during the year, the employee
shall be required to repay the difference.

The Employee is not be entitled to performance-based
remuneration if they do not engage in any work activity
and, concurrently, fail to participate in the
accomplishment of objectives set due to their lack of
performance.

In the absence of actual performance, the Employee
shall not be entitled to performance-based remuneration
even if related group-level goals are fulfilled, on account
of additional efforts by their colleagues and irrespective
of their participation.

In the case of termination of employment in the
assessed year, the Employee is only entitled to
performance-based remuneration in respect of the
calendar half-year on the last day of which the
employment relationship exists and if on this day the
Employee is not exempted from work. Exceptions to
above is possible exclusively pursuant to the provisions
of the Banking group Remuneration Policy.

Eligibility for performance-based remuneration ceases
in the event that employment is terminated during
probation, or with immediate effect by the Employer, or
if such termination is due to causes related to the
employee's conduct.

In the case of employees subject to the group
remuneration policy, eligibility for any deferred
instalment(s) of performance-based remuneration not
yet due are cancelled if employment is terminated prior
to the award date of the deferred instalment. Departure
from the above is possible exclusively pursuant to the
provisions of the Banking group Remuneration Policy.

If the employment relationship is terminated in the
interest and at the initiative of the employer due to an
employment relationship to be established with another
member company of the Banking group and,

BuHaropoga 3a pesynbratamu  4iSfbHOCTI,  siKa
NPUCYO)KYETBCA  HA  OCHOBI  OUiHKM  pe3ynbTaTiB
DiSNbHOCTI, paxyeTbCs Ha MNPOMOPLiNHIA  OCHOBI 3
ypaxyBaHHSIM KOHTPOSbLHOMo nepioay:

TPYAOBi BiAHOCUHW, BCTAHOBMNEHI NPOTSArOM POKY,

- 3aKiHYeHHs1 CTPOKOBOro TPYAOBOro 4OrOBOpPY,

- 3BiNbHEHHA nMpauiBHMKaA Ha ymMoOBax TPygoBOro
3aKkoHo4aBCTBa YKpaiHu,

- MPUMWUHEHHS TPYOOBWX BiAHOCUH Y 3B'SI3KY 3 BUXOAOM
npauiBHMKa Ha NeHcito,

- CMepTb NpauiBHUKa,

- MPUMWHEHHS BIGHOCMH pobOTOAaBLEM 3 MPUYMHM, LLO
NoB’AA3aHi 3 MOro AisinbHICTIO,

- nepeBefeHHs Ha poboTy / 3 poboTn, BKIMOYEHOI B
CUCTEMY 3A0XOYEHHS!, i3 3ayBaXEHHSAM, LIO KoM
nponopuiiHa cyma BuHaropogu 3a pesynbTatamu
JisANbHOCTI MeHLWa 3a aBaHc(n) 3a BuHaropoay 3a
pesynbTataMmn AiSnbHOCTI, BUMMAYE€HUA NPOTArOM
POKY, NpaLiBHUK NOBUHEH Byae NOBEPHYTU Pi3HULIIO.

MpauiBHMK HE Ma€E npaea Ha BUHAropoay, 3aCHOBaHy Ha
pesynbTartax poboTu, SKLWO BiH HE 3aAMAETbCS XXOAHOK
poboyoto AisnbHICTO i, ogHoYacHo, He Gepe y4acTi y
BMKOHAHHI MOCTaBfEeHWX LUinen 4epe3 BIACYTHICTb
pesynbTartis.

3a BigCyTHOCTI  PaKkTMYHMX pesynbTaTtiB  poboTu
npauiBHMK He Mae npaBa Ha BMHAropogy Ha OCHOBI
pesynbTarTiB, HaBiTb AKWO BiAMNOBIAHI LiNi Ha pPiBHI rpynu
BMKOHYIOTbCH, 3a paxyHOK A0AATKOBUX 3yCUMb X Koner Ta
He3amnexHo Bifg iX y4acTi.

Y pasi npunvHeHHsa poboTM B OLiIHIOBAHOMY pOL
npauiBHMK Mae npaBO Ha BWHAropody, 3acHOBaHy Ha
pesynbTatax poboTu, nuile 3a kaneHgapHe niBpivys, B
OCTaHHI/ AeHb SIKOro iCHYOTb TPYAOBI BIAHOCUHW, i SIKLLIO
Ha Uel OeHb npauiBHMK He 3BiNbHAETbLCS Big poboTw.
BuknioyeHHs Big BULLE3Aa3HAYEHOr0 MOXIUBI BUKITHOYHO
BigNoBiAHO OO0 nosioxeHb [loniTkn  BUHaropoau
BaHkiBcbKOi rpynu.

MpaBo Ha BuWHaropody, 3acHOBaHYy Ha pesynbTartax
JiSNbHOCTI, NPUNUHAETLCA Yy BUMaKy, SKWO TPYOOBI
BIOHOCUMHU MPUNUHAKOTLCA Nig 4Yac BuNpobyBanbHOro
TepMmiHy, abo 3a HeraHMM pilleHHssM poboTogasusi, abo
AKWO Take MPUNUHEHHS 3YMOBMEHe NpUYMHaMMU,
NnoB’dA3aHNMM 3 NOBEAIHKOI NpaLiBHMKA.

Y BUNaAKy npauiBHUKIB, Ha SIKUX MOLUMPIOETLCA rpynoBa
nomniTvka BMHAropogu, nNpaBo Ha Oyab-AKy BiACTPOYEHY
YacTuHy(-M) BWUNNAaT, 3aCHOBaHUX Ha pesynbTaTax
OiSANbHOCTI, K We He OynuM cnnadveHi, CKacoBYETbCH,
AKWO poboTa MPUNUHAETBCA A0 OaTu NPU3HAYEHHs!
BiCTpOYeHOro BHecky. BiacTyn Big BuwiesasHadeHoro
MOXXIMBWI BUKITHOYHO BiAMNOBIAHO 40 NOMoXeHb [oniTnkn
BMHaropoau baHkiBCbKOI rpynu.

Akwo TpyaoBi BiAHOCUHM NPUNUHAOTBLCS B iHTEepecax Ta
3a iHiuiaTuBolo poboToaaBLUs Yepe3 TPYAOBiI BiQHOCWHM,
WO MawTb OyTWM BCTAHOBMEHI 3 IHLIOK KOMMNaHieto-
uneHom baHKIBCbKOT rpynu, i, KpiM TOro, SIKLWLO TPYAOBI
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furthermore, if the employment relationship is
terminated due to the fact that the employee became a
pensioner or if the employment relationship is
discontinued owing to the death of the employee,
eligibility for performance-based remuneration -
including eligibility for the deferred instalments — is
retained, and performance assessment and the
settlements take place in accordance with the general
rules.

If the CEO or the employee:
- has been involved in any practice that caused a
significant loss, and/or
- fails to meet the criteria pertaining to suitability or
conformity.
the Supervisory Board of OTP BANK PIc. is authorised
to decide with regard to the clawback of performance-
based remuneration settled/paid out to the person
concerned in respect of a period affected by a
circumstance giving grounds for clawback.

Assessment of prudent operation

Eligibility for deferred instalments at the Banking group
level is determined, subject to the capital position and
expected financial results of OTP BANK Plc. and the
Banking group, by the Supervisory Board, which may
also decide on the reduction or deferral of performance-
based remuneration.

The criteria of prudent operation for the Bank and
Banking group subsidiaries:

- inthe case of credit institutions, fulfilment of the
regulatory capital adequacy requirement,
disregarding capital raises carried out to
supplement capital in the years after the year
serving as the basis for payment (T+1,T+2,T+3,
etc.), and the accumulated risk cost, relative to
the target, in the years after the year serving as
the basis for payment,

- in the case of asset management companies,
avoidance of a major decrease in managed
assets;

- in the case of financial enterprises not classed
as asset management companies: for factoring
companies, continuous growth in the
accumulated recovery of the receivables
portfolio transferred to the factoring company;
In the case of leasing companies, the Stage 3
rate applicable to the entire portfolio.

Ex-post risk assessment must be performed in the year
in which payment is due, within 45 days following the
ordinary general meeting of closing the business year
preceding the year in which payment is due. Based on
the decision of the Supervisory Board in the year in
which payment is due the extent of the deferred

BiOHOCMHU NPUMUHSIIOTBCS Yepes Te, Lo NMpauiBHMK CTaB
NeHCioHepoM abo SKWO TPYAOBi BiQHOCWMHM MPUMUHEHI
BHACMiAOK CMepTi npauiBHMKa, NpaBO Ha BMHAropoay,
3acHOBaHy Ha pesynbTatax [LisnbHOCTi, BKNIOYaK4u
npaBo Ha BigcTpouky, 30epiraetbCs, a ouiHKka
pesynbtatisB poboTm Ta po3paxyHku BigbyBalTbCA
Bi4MOBIAHO OO0 3aranbHMX NpaBun.

Axkwo CEO abo npauiBHUK:

- OpaB y4yactb Yy Oyob-skii  npakTudi, ska
crnpuynHUna 3HadHi 36utkun, Ta / abo
- He BignNoBigae kpuTepiam npugaTHoCTi abo
BigMOBIAHOCTI,
Harngposa paga OTP BANK Plc. ynoBHoBaxeHa
npuimaTti piLLEHHs uoao BifLUKOAYBaAHHS
3aboproBaHOCTi 3a BMHaropogy, WO po3paxoBaHa/

BMNNayeHa 3auikasneHin ocobi 3a nepiog, B Akomy 6ynu
o6CcTaBuHWY, L0 AatoTb NiACTaBM ANd BiALWKOOYBaHHS.

OuiHka po3cyanmBoi poboTu

MPUAHATHICTE  BIACTPOYEHUX NAaTexiB Ha  PiBHI
BaHKIiBCbKOI rpynyM BM3HAYaETbCS 3aNexHo Big CTaHy
Kanitany Ta odikyBaHux diHaHcoBux pesynbrtaTie OTP
BANK Plc. Ta baHkiBcbKy rpyny - Harnsgosow pagoto,
SIKa TaKoX MOXe MPUNHATU PiLLEHHSA NPO 3MeHLWeHHS abo
BIOCTPOYKY  BMHAropogMm Ha OCHOBI  pesynbTaTiB
OiANbHOCTI.

KpuTepii po3cyaonuBoi AiSAbHOCTI  OOYipHIX KOMMaHin
BaHky Ta baHkiBCbKOI rpynu:

- Yy BUNAAKy 3 KpeOUTHUMM YCTaHOBaMU, BUKOHaHHS
BMMOMM  LWOAO  AOCTaTHOCTI  PerynsaTmMBHOro
KanitTany, He BpaxoBYHO4YM 3arnyyeHHsa Kanitany,
34icHeHe ANs OOMNOBHEHHSA KaniTany B Poku nicns
POKY, Lo cnyrye ocHoBow ansg cnnatn (T + 1, T + 2,
T + 3, Ta iH.), @ TAKOX HaKONUYeHi BUTPATU Ha PU3KK
OO0 UinbOBOro NokasHvKa B pOKW Micnga poky, LWo
CNY>XMUTb OCHOBOIO 4118 NnaTexy,

- Yy BUMNAAKy KOMMaHin 3 ynpasniHHA akTveBamu -
YHUKHEHHS  3HA4YHOr0 3MEHLUEHHSI  KepoBaHMWX
aKTUBIB;

- Yy BuUNagKy diHaHCOBMX MNIiANPUEMCTB, $HAKi He
KnacuikyroTbCa K KOMMaHil 3  ynpasniHHS
aKTMBaMU: Anst akTopMHroBMX KOMMNaHin
MOCTINHE 3pOCTaHHA HAKOMUYEHOro CTAMHEHHS
noptdens aebiTopcbkoi 3aboproBaHoCTI,
nepegaHoro akTOPUHIrOBIN KOMMaHii; y Bunagky
Ni3NHIOBMX KOMMaHin, cTaBka 3 cragii
3aCTOCOBYETbCS A0 BCbOro noprdens.

lMonepeaHs ouiHka pM3uKy noBuHHa OyTK MpoBedeHa B
TOMYy poui, B sikomy Mae Oyt 3giicHeHa Bwunnara,
npoTsarom 45 gHiB nicns Yeprosux 3aranbHuX 360pis, LWO
3aKpMBalTb poboYmniA piK, Lo NEPELYE POKY, B AKOMY Ma€e
BiobyTncs Bunnarta. Ha nigcrasi piweHHs Harnsgosoi
pagu B TOMY poLi, B AKOMY HanexuTb BunnaTa, po3mip
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instalment in question may be reduced, potentially to
zero.

Throughout the full outstanding period of deferral, the
impacts occurring in the meantime related to the activity
of the person under the scope of the Group
Remuneration Policy, must be assessed, and the
feasibility of the deferred payment of performance-
based remuneration must be considered.

For Banking group subsidiaries, the eligibility of
executives and managers identified the consolidated
level to deferred instalments of performance-based
remuneration, as well as the rate of such remuneration
(including the rate of a potential reduction), is
determined by the OTP BANK Plc.’s Chairman-CEO.

Assessment of individual risks

In respect of executives under the scope of the Group
Remuneration Policy, eligibility for the individual level
deferred instalments is determined on the basis of the
assessment of the individual risks relating to the
activities of the individuals concerned, as detailed
below:

- fulfilment of obligations stemming from the
employment relationship, compliance with the
laws applicable to work, regulatory documents,
executive and management instructions and the
professional requirements applicable to the
position,

- compliance with the employer's expectations
towards the Employee’s managerial behaviour

- review of the operation of the persons and
functional areas concerned (detection of severe
errors, abuses, misconducts or deficiencies, the
result of potential target audits ordered by the
MC).

The assessment of the risks related to the activity of the
Banking group executives and managers concerned
and the recommendation based thereon must be
performed for T+1-T+3 periods (for T+1-T+4 periods for
the Chairman and the division heads) after becoming
aware of the positions of the

— Internal Audit Directorate,

— Compliance and Financial Monitoring Directorate,

— IT and Bank Security Directorate,

— Legal Directorate,

— Collection and Work-out Directorate.

Based on the positions of the owner’s governing body
and the functional areas, the Parent Bank’s Human and
Organizational Development Directorate draws up a
proposal for the Chairman-CEO of the Banking group,
who will then make a decision on whether to disburse
or, as the case may be, reduce the deferred instalments
within the personal scope identified at the consolidated
level.

BiQMNOBIAHOIO  BiACTPOYEHOrO0  BHECKY
3MEHLLEHNI, NOTEHLIMHO 0 HYN4.
[MpoTsirom ycbOro HenoraweHoro nepiogy BiOCTPOYKM
MOBUHHI OYTW OLiHEeHi Hacnigku, wWo Biabynucsa Tum
YacoM, NoB’s13aHi 3 JisiNbHICTI0 0cobu B pamkax [pynosoi
NOMiTUKM BUHAropon, a TakoX AOUIMbHICTb BiACTPOYEHOI
BMMNMaTW BUHAropoam Ha OCHOBI pe3ynbTaTiB AisinbHOCTI.
Wono pouipHix komnaHii BaHkiBCbKOT rpynun, npaBo
KepiBHUMKIB Ta MeHeKepiB BU3HAYEHNX Ha
KOHCOMIAOBaHOMY pPiBHIi  Ha BIACTPOYEHi YaCTUHK
BMHAropogmn Ha OCHOBI pe3ynbTaTiB gisfbHOCTI, @ TaKoX
po3mip  Takoi  BuMHaropogu  (BKIHOYAYM  HOpMY
MOTEHLNHOIO 3HWXEHHS) BU3Ha4ae onoBa-BUKOHABYMN
anpektop OTP BANK Plc.

MoXe OyTu

OuiHKa iHOMBiAyanbHUX pU3KKiB

CToCOBHO KepiBHUKIB, AKi mignagatoTe nig Aito pynosoi
NOMITUKN BUHAropoau, NpaBo Ha BiACTPOYEHi BUNNaTu Ha
iHOMBIAYanbHOMY pPiBHI BU3HAYa€ETbCA HA OCHOBI OLLiHKM
iHOMBIOYyanNbHUX PU3KKIB, MOB’AI3aHMX 3  AIANbHICTIO
3aLikaBneHnx ocid, sK Lie A0OKNaaHO BUKAAEHO HUKYe:

- BWKOHaHHSA 3000B’A3aHb, WO BUNNMBaOTbL i3
TPyAOBMX BiAHOCWH, OOTPMMaHHSA 3akoHOOaBCTBa
YkpaiHn, WO 3acToCOBYeTbCSA OO0  poboTw,
HOPMAaTMBHUX  OOKYMEHTIB,  BWKOHaBYMX Ta
yNpaBmiHCbKMX IHCTPYKLiA Ta NnpodeciiHuX BUMOT,
LLIO 3aCTOCOBYHOTbLCSA 40 nocaau,

- BIiANOBIAHICTb OYiKyBaHHAM poboTodaBus LWOA0
yrpaBniHCbKOI NOBEAiHKN NpaLiBHMKA,

- omsag po6oTun 3auikaBneHmx oci6 Ta
dyHKLUiOHanbHMX obnacren (BUSIBNEHHSA CEPAO3HMUX
NMOMWIMNOK, 3MOBXWBaHb, HEMPaBOMIpHMX AiA 4K
HeJonikiB, pes3ynbTaTiB MNOTEHUINHUX  LinboBUX
nepeBipok, 3aMOBNEHNX YnpaBniHCbKUM
KOMITETOM).

OuiHka pu3sukKiB, MOB’A3aHNX 3 OiAMNbHICTIO BigNOBIgHMX
KepiBHUKIB BaHKIBCbKOI rpynu Ta MeHegxepis, Ta
pekoMeHAauid, WO TPYHTYETbCA Ha HUX, MOBUHHI
BMKOHYBaTuUCs npoTsarom nepiogis T+1-T+3 (nepiogis
T+1-T+4 ang ronoBu i ANs KePIiBHUKIB Nigpo3ainis) ans
No3nL,in:

- [JenapTameHT BHYTpPILWHbLOro ayauTy,

- [enapTtameHT KomnnaeHcy Ta  iHaHCOBOro
MOHITOPUHTY,

- [OenaptameHT iHgopMauiiHOI Ta OGaHKIBCbKOi
oesneku,

- OpuanyHnn genaptameHT,
- [JenapTameHT 360py Ta BperynoBaHHSA KpeauTiB.

Ha ocHOBiI no3wuuii KepiBHOro opraHy BracHuka Ta
KOPEeCMnOoHAYHUNX nigpo3sainis, OuvpekropaTt 3
opraHisauiiHoro po3BUTKY Ta YNpasniHHA MOACLKUMU
pecypcamu MaTepuHcbkoro baHky cknagae nponosuLio
ana  lonoBu-I'eHepanbHOro Aaupektopa baHkiBCbKOT
rpynu, SIKMA MOTIM MpUNUMEe pilleHHa LWOoAO BuNnaTtu
KOLUTIB, 3aneXHo Big 00CTaBuH, 3MEHLLYIOYM BiACTPOYEHI

Cratyc goKymeHTa CornacosaHo

ABTOp AOKYMEHTa CHEMUS Galyna Leonidivna

[laTa norogkeHHs JOKyMeHTa 17.01.2025

19 cTop.



@ otp

[MoniTuka Npo ouiHKy AisNbHOCTI Ta MaTepianbHe cTuMyntoBaHHs npauisHukiB AT «OTIMT BAHK» /
Policy on the performance evaluation and the incentives for OTP BANK JSC employees

In respect of both the Bank and Banking group
managers and executives, in accordance with the
deferral schedule the persons concerned are notified in
writing of the eligibility for the various instalments and
the rate thereof pursuant to the decision, by the Human
and Organizational Development Directorate within 30
days of the annual General Meeting of OTP BANK Plc.,
but by 30 June at the latest.

Evaluation of indicators

In respect of institutional-level objectives, the so-called
Group-level RORAC+ indicator (risk-adjusted ROE/ER)
is introduced, which is supplemented by C/I indicator.

Each year, the Supervisory Board approves

— the specific indicators of the senior executives of
subsidiaries identified at the consolidated level,
and the characteristics of these indicators,

— the so-called "KPI library" compiled by the
Performance Management Group - by taking the
recommendation of the data owner into
consideration, which library contains the various
available indicators for each entity/institutions, the
definition thereof, as well as the unit of
measurement and data owner.

Within individual-level targets, in the case of qualitative
target tasks, the expectation must be defined in written
form. Similarly, the assessment is also performed in
written form, on a logical basis. Fulfillment of the target
task may be scored between 0% and 100%.

Within individual-level targets, quantitative targets are
assessed by taking the following into account:

— The given indicator is assessed along two
threshold values (fulfilment threshold (minimum
level), tolerance threshold).

— Fulfilment of a given target below the fulfilment
threshold is equal to 0% fulfilment.

—  Fulfilment between the fulfilment threshold and
the tolerance threshold represents the actual
evaluation of the indicator.

— In the event of fulfilment equal to or above the
tolerance threshold, the manager or executive
exercising employer’s rights is entitled to make a
decision on the annual fulfilment value of the
indicator between the tolerance threshold and
100%, by taking actual efforts (or the lack
thereof) by the employee made to accomplish
the given quantitative target into consideration.

— In the event of fulfilment equal to or above the
tolerance threshold, the assessing manager
shall justify the deviation decision in each case,
which justification, in the case of a foreign
Banking group subsidiary, must also be
approved by the Chairman of the governing body

nnatexi ons ocib, BM3HAYEHMX Ha KOHCOMigOBaHOMY
PiBHi.

LLoao kepiBHMKIB BaHKiB Ta kepiBHUKIB GaHKIBCLKMUX rpyn,
BigNoBigHO [0 rpacpika BiACTPOYKK, 3auikaBneHi ocobu
NMMCbMOBO NOBIAOMMSATLCA NPO NPaBO Ha Pi3Hi BUNnaTu
Ta iX po3mip 3rigHO 3 piweHHam [dupektopaty 3
OpraHi3auiiHOro po3BUTKY Ta YNPaBMiHHA IHOOCHKUMMU
pecypcamu npoTtarom 30 gHiB nicna wopiduHmMx 3aranbHuX
36opis OTP BANK Plc., ane He nisHiwe 30 yepBHs.

OuiHKa nokasHuKIB

Loao uinen Ha iHCTUTYLIMHOMY PiBHI, 3anpoBagXyeTbCA
Tak 3BaHUM nokasHk RORAC+ Ha piBHi rpynu (ROE / ER
3 ypaxyBaHHAM  pU3WUKY), SKUA  [OMOBHIOETLCSA
nokasHukom C/I.

Lopoky HarnsgoBa paga cxsantoe
— KOHKPETHi MOKa3HWKM BULLMX KEPiBHMKIB OOYipHiX
KOMMaHil, BU3HAYEHNX Ha KOHCOMiAOBAHOMY PiBHi,
Ta XapakTepUCTMKM LIMX MOKa3HUKIB,

- Tak 3BaHy "bGionioteky KPI", cknageHy [pynoto
yrnpaeniHHA  MPOAYKTUBHICTIO 3  ypaxyBaHHAM
pekoMeHpauii BnacHuka pJdaHux, us 6GidnioTteka
MICTUTb Pi3Hi [OCTYNHI MOKa3HWMKM ANA KOXHOro
cyb'ekta / ycTaHOBW, iX BW3HAYEHHS, a TaKOX
OAVHULIIO BUMIpPY Ta BIIACHMKIB JAHUX.

Y pamkax UinboBUX MOKa3HWKIB Ha iHAMBIAyanbHOMY
piBHI, y pasi AKiCHMX UifboBUX 3aBAaHb, OYiKyBaHHS
MOBWHHI  BYyTM BM3HA4YeHi B NUCbMOBIN  hopMmi.

AHanoriyHMM 4YMHOM OLUiHKa TakoX nNpPoOBOAUTLCA B

NMCbMOBIA  OPMi  Ha NOriYHIA  OCHOBI. BuKOHaHHSA

LiNbOBOro 3aBAaHHS MoXe ouiHoBatuca Big 0% ao

100%.

B Mexax UinboBMX NOKa3HWKIB Ha iHAMBIAYaNbHOMY PiBHi

KifbKICHI LinbOBi NOKA3HUKN OLIHIOITLCS 3 ypaxXyBaHHAM

HaCTYMNHOro:

—[aHnin nokasHWK OLIHIOETBCHA 3a ABOMa MOPOroBMMMU
3HaYeHHAMU (MOpIr BUKOHAHHSA (MiHIManbHWUA piBEHb),
nopir 4onycky).

—BukoHaHHA 3agaHoOro nokasHuKa
BUKOHaHHS AopiBHIOE 0% BUKOHAHHS.

—BuWKOHaHHA MK NOPOroM BUKOHAHHA Ta MOPOrom
OOMycKy ABMsie o600 hakTUYHY OLLIHKY MOKa3HMKa.

—VY pasi BWKOHaHHs, piBHOro abo 6inbwe nopory
OOnycKy, MeHemkep abo KepiBHUK, SKUIA peanisye
npaea poboToaaBUsl, Mae NpaBO MPUIAHATU pPilLIEHHS
Npo piYHE BUKOHAHHS NOKa3HMKa MiXXK NOPOrom AOMycKy
Ta 100%, 3 ypaxyBaHHSM [OKNaAeHUX pakTU4HMX
3ycunb  (abo iX BiOCYTHICTb), CNPsSMOBaHMX Ha
OOCSArHEHHS JAHOI KiNbKiCHOI LiNi, WO po3rnsiaacTbes.

—YVY pasi BUKOHaHHS, Lo AopiBHIOE abo nepesBuLLye nopir
OOMYCKY, OLHIOIYMIN MeHemKep 0br'pyHTOBYE PilLIEHHS
Npo BIOXWMEHHS B KOXXHOMY KOHKPETHOMY BMNagky, siK
OOr'pyHTYBaHHS, y BUMNagKy [OYipHbOI  KOMMaHii
iHoO3eMHOT BaHKIBCbKOT rpynu, Take pilleHHSA TakoX Mae
OyTM cxBaneHe ronoBOK KEPIiBHOrO opraHy KOMMaHil,

HWX4Ye rnopory
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of the company employing the given employee,
after the Chairman-CEO has made a decision in
respect of all deviation decisions for the
managers and executives of OTP and the
subsidiaries identified at the consolidated level.
— For employees identified at the consolidated
level, the deviating assessments are submitted
to the Chairman-CEO by the Head of the Human
Organizational Development Directorate, based
on a preliminary examination of the compliance
of assessments. For employees identified at the
sub-consolidated and local level, these are
examined by the head of the given subsidiary’s
functional area serving an HR function, and if
deemed to be non-compliant, they start
consultation with the assessing manager.

For quantitative indicators, the evaluation band limits
are as follows:

- inrespect of the indicators applied, the fulfilment
threshold (minimum level) is 90% and the
tolerance threshold is 95% in each case,

- for the Private Banking aquisition NNM (Net New
Money) indicators, and the Treasury result, the
minimum level is 60%, the tolerance threshold is

90%
- For inversely proportional indicators, the
minimum level is 110% and the tolerance

threshold is 105%,

- For cost indicators, the minimum level is 100%
and the tolerance threshold is 100%.

- Superior manager / competence-based
assessment is carried out on a scale from 1 to 6,
where 4 represents 100% fulfilment.

Decisions and omissions not anmed in the employee’s
individual objective, but falling with the scope of
responsibility (tasks and powers assigned to the
affected manager or its organizational unit by
Organisational and Operational Rules (OOR), included
in the job description, tasks performed in connection
with committee membership, and powers ecercised), as
well as the possible non-compliance with the standards
of conduct required by Code of Ethics, the individual's
annual total performance evaluation result will be
weighted by applying a multiplier of 0-1. based on the
decision of the President of OTP Bank Group,
furthermore in case of Subsidiaries’ managers by
employer except for CEO. The manager exercising the
employer's right is obliged to justify if the final evaluation
result differs from the annual calculated (resulting from
the evaluation of institutional and individual objectives)
performance in case of the employee belongs under
his/her control. In the explanatory memorandum it is
necessary to indicate which of the OOR, job description,
requirements of the committee, collegiate or ethical the
identified employee did not fulfill and in what manner.

LLIO HarMae gaHoro npadiBHuKa, nicns Toro, K rornosa-
reHepanbHUA OUPEKTOP MPUNHSB PilLEHHA CTOCOBHO
BCiX pilleHb LWOoA0 BiOXvNeHb ANA KepiBHUKIB Ta
BukoHaBLUiiB OTP Ta Ao4ipHiX KOMNaHiA, BU3HAYEHUX
Ha KOHCOMi4OBaHOMY PiBHi.

—[na npauiBHKKIB, BU3HAYEHUX Ha KOHCOMigOBaHOMY
piBHi, BiAXWNEHHS OUiHKM nogatTbcs  [onosi-
"eHepanbHOMY OUpEKTOpPY kepiBHMKOM [dupekTopaTy 3
opraHi3auiiHoro po3BuUTKY Ta YNpaBriHHA NHOACBKMMMU
pecypcamMnm Ha OCHOBIi nonepedHbOl  MepeBipKn
BiANOBIAHOCTI OLLiHOK. Onsa npawiBHuKIB,
iieHTUgikoBaHMX Ha  cybKoHconigoBaHOMY  Ta
MiCLLEBOMY pIiBHSAX, OLUIHKM nNepeBips€  KepiBHUK
dyHKUiOHanNbHOT obrnacTi gaHoi A0YipHLOI KOMMaHii,
LLIO BMKOHYE OYHKLIT ynpaBriHHA nepcoHanom, i SKwo
BOHM BBaXalwTbCA TakMMW, WO He BignoBigawTb
BMMOram, NOYMHaTLCH KOHCYmMbTauii 3 MEHEeaXepoMm,
LLIO MPOBIB OLiHKY.

[n§a KinbKiCHUX NOKa3HWKIB MeXi Aiana3oHy OLiHKW Taki:

- LIOAO 3aCTOCOBYBaHWMX (MPSIMUX) MOKa3HMKIB nopir
BMKOHaHHSA (MiHIManbHUI piBeHb) cTaHoBUTb 90%,
a nopir gonycky - 95% y KoxXHoMy BUNagky,

- Ana nokasHukie MNpuBaTHOro 6aHkiHry nNpuadaHHs
UHI (umeti HoOBi  rpowi), i Ans pesynbraty
KasHayenctea MiHiManbHUN piBeHb CTaAHOBUTb
60%, a nopir gonycky - 90%

- [Ona  obepHeHO  NPOMOPUINHMX  MOKA3HMKIB
MiHiManbHuU piBeHb cTaHoButb 110%, a nopir
gonycky - 105%,

- [Ons nokasHukiB BUTpPaT MiHIManNbHWUA piBEHb
ctaHoBUTb 100%, a nopir gonycky - 100%.

- OuiHka KepiBHMKa/  ouiHKa KOMMNETEHTHOCTI
nNpoBOAUTLCA 3a LWKanow Big 1 Ao 6, Ae 4 o3Havae
100% BUKOHAHHSI.

PiweHHa Ta  0Oe3pisnbHiCTb, He  3a3Ha4yeHi B
iHOMBIgyanbHIM MeTi npauiBHMKa, ane nignagarTb nig
cchepy BiaNoBiganbHOCTI (3aBAaHHA Ta NMOBHOBAXEHHS,
noknageHi Ha BignoeigHoro kepiBHMka abo 1oro
opraHiszauiviHui nigpo3gin OpraHisauiiHo-onepaTUBHUMU
npasunamm (OOIT), BKMOYEHI OO NOCAO0BOI IHCTPYKL,
3aBaHHs, SIKi BUKOHYIOTbCH Y 3B’SI3KY 3 YNEHCTBOM Yy
KOMITETI | MOBHOBa&XEHHAMU), a TakoX MOXNunBe
HeJOTPMMaHHA CTaH4apTIB NOBEAIHKN, siKi BUMaratoTbCs
Kogoekcom ETukM, pivyHUA 3aranbHUMW pes3yrnbTaT OLiHKU
e(eKTMBHOCTI 0cobu Oyae 3BaKeHO i3 3aCTOCyBaHHSM
koedpiuieHty 0-1. Ha nigctasi piweHHA [MpesunageHTa
Mpynu OTP Bank, a Takox y Bunagky kepiBHukiB Jo4ipHix

KOMNaHin poboTtogaBLeM, Kpim "eHeparnbHoOro
AnpekrTopa. KepiBHUK, AKUA peanisye  npaBo
pobotogaBus, 3060B’A3aHMn  OGr'pyHTYBaTH,  SKLWO
pesynbTaTt MiACYMKOBOI OLHKM BiApIi3HAETbCS Bif PiYHOI
pO3paxyHKoBOI  (OTpUMaHoOi B  pes3ynbTaTti  OUiHKK
IHCTUTYLINHNX Ta iHOMBIAYyanNbHUX uinewn)

pe3ynbTaTMBHOCTI, SKWO MpauiBHUK 3HAxXoAMTbCS Mig
MNOro KOHTpomnem. Y MosiCHoBanbHi 3anucui HeobxigHo
BkasaTu, akmx came OOIl, nocagoBoi iHCTPyKLUii, BUMOr
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The above-mentioned reduction in employer evaluation
compared to the individual performance evaluation
calculated from the results of institutional and individual
evaluations should be applied taking into consideration
the following:

maximum 30% final evaluation reduction:
based on the impact on business performance
due to decisions or omissions made in
connection with the responsibilities, job title,
membership of any committee or management
body, moreover in case of behaviour that
violates the provisions of the Code of Ethics;
Final evaluation reduction greater than 30%: a
significant business or reputational loss at Core
or Group level as a result of a decision or
omission made in connection with the
responsibilities, job title, membership of any
committee or management body by the Internal
Control Forum (ICF) in connection with a
reduction proposal made by the Internal Control
Forum (ICF) regarding the Prudent operations
and controls, or up to 100% withdrawal in case
of receiving a written warning or in case of an
extremely serious violation of the provisions of
the Code of Ethics.

During the evaluation, first the President evaluates the
deputy CEOs of OTP Bank Plc. and the first level
managers of subsidiaries of the Bank Group, then the
lower management and employees are evaluated..

General rules for correction requests

Request on correction of performance measurement
indicators may be submitted due to unforeseeable and
objective circumstances.

Circumstances that may induce correction demand can
be the followings in particular, but not exclusively:

a)
b)
c)
d)

e)

)
a)

Within

Legislative amendment concerning negatively
affecting business expectations,

Extraordinary geopolitical circumstances,
Natural disaster,

Effect of uncontrollable
fluctuations,

Extraordinary and compulsorily Parent Bank
decision unexpected during the planning
process, which negatively affects the plan
fulfillment,

Pandemic situation,

Technical correction.

exchange rate

the frameworks of the annual, individual level

performance assessment, the head of Strategic and
Finance Division and the head of Human and

KOMICIT, KonerianbHUX 4YM €TUYHUX NpaBui BUSABIIEHWI

NpauiBHVK HE BUKOHYBaB i SKUM YMHOM.

BuwesasHavyeHe  3HWKEHHS  OUiHKM  poboToaaBus

MOPIBHAHO 3 iHOMBIAYanNbHOK OLIHKOK edEeKTUBHOCTI,

po3paxoBaHOK 3a pesynbTataMmy HCTUTYLINHOI Ta

iHOMBIAyanbHOI  OUiHKW,  cnig — 3acTtocoByBatTm 3

ypaxyBaHHSIM HACTYMHOrO:

—  makcnmyM 30% 3MEHLLEHHS MiACYMKOBOI OLLIHKN:
Ha OCHOBI BMMBY Ha edeKkTUBHICTb bi3Hecy
yepes pilleHHsa abo 6e3fianbHicTb, 3pobneHi y
3B’A3Ky 3 060B’A3kaMu1, NOCago0, YNEHCTBOM Y
Oyab-KOMY KOMITETI UM KepiBHOMY OpraHi, Kpim
TOro, Y pasi NOBEAIHKN, ika NOPYLUYE NOMNOXEHHS
Kopekcy ETuku;
—  3MEeHLLEHHS NiACYMKOBOI OLiHKK Binblue HixX Ha

30%: 3Ha4yHi BTpaTn ansa 6isHecy abo penytauii
Ha piBHi OCHOBHOro nigpo3ainy abo baHkiBCbKOi
rpynu B pe3ynbTarTi pilleHHs abo 6e3aisnbHOoCTI,
NPUAHATUX Y 3B’S3Ky 3 00O0B’sI3KaMn, Ha3BOM
nocagu, YNEeHCTBOM Yy Oyab-aKOMY KOMITETI 4m
KepiBHOMy opraHi ®PopymMOM BHYTPILLHLOIO
koHTponto (ICF) y 3B’A3ky 3 nponosuuielo Woao
CKOPOYEHHS, BHECEHO POPYMOM BHYTPILLHBOTO
koHTponto (ICF) wono poscyanuemx onepawin i
3acobis KoHTponto, abo go 100% BigKNMKaHHA Yy
pasi OTpMMaHHs NMCbMOBOIO NonepempKeHHs abo
B pa3i Haa3BMYaWHO CEepUO3HOro MNOpPYLUEHHS
nonoxeHb Kogekcy ETukn.

Mig 4ac ouiHoBaHHA [lpe3angeHT cnodatky OLUiHoE

3acTynHukiB reHepanbHoro anpektopa OTP Bank Plc. Ta

KEPIBHUKIB NEPLUOro piBHA 4OYipHIX KOMNaHi BaHkiBCbKOT

rpynn, MOTIM OUIHIOETBCA HUXYe KepiBHMUTBO Ta

npauiBHUKN.

3aranbHi npaBuna Ansa 3anuTiB Ha KOPUryBaHHA

3annT Ha KOPUryBaHHS MOKA3HWUKIB OLiHKN eeKTUBHOCTI
Moxe ByTu nogaHui y 3B'a3Kky 3 HenepegbadvyBaHUMK Ta
06'eKTMBHNMN OBCTaBUHaMM.
O6cTaBnHaMn, SKi  MOXYyTb BUMKIMKaTUM noTpedy y
KOPWUryBaHHi, MOXyTb ByTu, 30Kpema, ane He BUKITHYHO,
HaCTYynMHi:

a) 3akoHogaBya  nonpaska, WO  CTOCYETbCA
HeraTMBHOrO BNMBY Ha OYiKyBaHHS Bi3Hecy,
b) HagssuuawnHi reononitnyHi 06¢cTaBuHNM,
¢) CTuxiiHe nuxo,

d) BnnvB HEKOHTPONbOBAHUX KOMMBaHb  Kypcy
0OMiHy BanoT,
e) HapssuyainHe i oboB'a3koBe piLUEHHSsI

MaTtepuHcbkoro baHky, Lo BUHUKNO HecrnoaiBaHo
B MpOUECi MnaHyBaHHs, Ta siKe HeraTMBHO
No3HAYaETbCS HA BUKOHAHHI Many,

f) MangemiyHa cuTyauiq,

g) TexHiyHe KopuryBaHHs.

Y pamkax LWOpPIYHOI  OUiHKM  edEKTUBHOCTI  Ha
iHOuBigyanbHOMY piBHi kepiBHMK Bigainy CtpaTteriyHoro
Posgutky Ta ®PiHaHciB Ta kepiBHUK [upekTtopaTty 3
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Organizational Develepment Directorate (Correction
Panel in the followings) - after consulting with the
manager of the division performing professional
supervision -, may provide recommendation on the
correction of the performance. The correction may only
apply to indicators the measured performance of which
— without correction - does not reach the Tolerance
Threshold. The final decision of the correction panel
shall be made based on the position of the President
CEO.

If the measured performance is modified during the
assessment of the correction request, no further
deviation shall be made in related to the fulfillment of the
performance criterion. In this case, the value of the
corrected measured power and the recognized power
are the same. Thus, in this case, the manager
exercising the employer’s rights may not apply further
diversion.

The correction may be initiated by the concerned
manager, or in case of Bank Group subsidiaries by the
manager excercising the employer’s rights, in case of
domestic subsidiary by the employer after obtaining the
support of the head of the division providing
professional management, with a detailed request
including justification forwarded to the head of the HQ
HR.

The correction request shall be submitted till 5 March
following the target year.

The proposer shall provide an explanation for the
correction request submitted by him/her in writing (by
internal e-mail). The explanation shall clearly indicate
the reason of the correction request and the KPIs
affected by the correction. The reality and soundness of
the explanation of the correction request shall be
justified by the proposer, within the frameworks of which
only the proposals - supported by figures, complying
with the contents of plans and facts, taking into account
the indirect effects of the correction request and
considering all factors affecting the performance of the
plans - may be adjudged.

The correction requests shall be assessed by the
Correction Panel following the General Meeting closing
the given financial year, within the frameworks of

performance assessment. Assessments are not
performed during the year.
Upon the payment of performance remuneration

advance, corrections may not be taken into account.
As regards the criteria for the prudent operation of the
institution, corrections will be dealt with in accordance
with the above procedure.

opraHizauiiHoro po3BUTKY Ta YyMnpaBniHHA NOACBKMMU
pecypcamn (gani — [pyna 3 kopuryBaHHsi) nicns
KOHCYNbTauii 3 KepiBHUKOM nigpo3ainy, Wo 34iNCHIoE
npodecinHnii  Harnag, MOXYTb HagaTu pekomeHaauii

wono KOpUryBaHHs MOKa3HUKIB €(EKTMBHOCTI.
KopuryBaHHs MOXe  3acTocOByBaTUCS  TiMbkn OO
MOKa3HWKIB, oOuiHeHa  edeKTUBHICTb  skux, 6e3

KOpUryBaHHs, He gocsirae nopory gonycky. OctaTouHe
piweHHss Komicii npunmaetbcsa Ha OCHOBI  no3uuii
"eHepanbHOro AupeKTopa CTOCOBHO LIbOTO.

AKwo ouiHeHa ePeKTUBHICTb 3MIHIOETLCS Mif, Yac OLiHKK
3anUTy Ha KOPWUIyBaHHS, HiSIKUX MOAAnbLUMX BigXWITEHB,
NoB'ss3aHNX 3 OOCATHEHHAM KpUTEPIito edheKTUBHOCTI, He
NoBMHHO OyTn. Y UbOMY BMNagKy BigKOpUroBaHe
3HayeHHs  eMEeKTMBHOCTI Ta  3aranbHOMPUUHATUN
NMOKa3HWK edeKTUBHOCTI 36iraloTbCca. TakMm 4YMHOM, B
LUbOMY BWMagKy KepiBHUK, SKWA peanidye npasa
poboTodaBuUsi, HE MOXe 3aCTOCOByBaTM nojarnblue
BiAXMMNEHHS.

KopuryBaHHsa Moxe OyTM iHiUiloBaHO BigNoOBigHUM
MeHemkepoM abo, Yy BuNagky [AOOYipHiIX KOMMNaHin
BaHKiBCbKOI rpynn, MeEHeQKepPOoM, WO peanisye iHTepecu
poboTogaBus, Yy BMNagKy 3 BHYTPILHBLOK [OOYipHBO
KOMMaHieto, poboTofgaBLeM Micrs OTPUMaHHS MiaTPUMKN
KepiBHMKa nigposginy, wo 3abesnevye npodeciviHe
yrpaBniHHSA, 3 OOKNagHMM  3anuToM,  BKIOYarun
0BrpyHTYBaHHs, cnpsimMoBaHe kepiBHWKYy HR [onosHoro
oicy.

3anut Ha kopwuryBaHHa HagaeTbca A0 5 6epesHs
HaCTYMHOrO LiiNIbOBOIO POKY.

KaHgoupaT Hagae NoACHEeHHsS 40 NO4AaHOro HUM 3anuTy Ha
KOpUryBaHHA B MUCbMOBOMY BuUrnsdi  (3acobamwu
BHYTPILHBLOT €NeKTPOHHOT NOoWTK). Y MOSACHEHHI 4iTKo
BKa3yETbCA NPUYMHA NOAAHHS 3anUTy Ha KOPUryBaHHS i
KIMIOYOBI MOKa3HUKN edEeKTUBHOCTI, Ha $SKi BNUHYIO
KopuryBaHHs. JiNcHICTb Ta 0Br'pyHTOBaHICTb MOSCHEHHS
00 3anuTy Ha KOPUryBaHHs MOBWHHI OyTn OBrpyHTOBaHI
aBTOPOM 3anuTy, B paMKax $KOro MOXyTb OyTu
pPO3rNaHYTi TiNbkW Ti nNpono3uuii, LWo nigKkpinneHi
uudpamn Ta BIiANOBIAaTbL 3MICTY MnaHiB i dhakram,
BPaxoBYOTb HeNpsMi Hacnigku 3anuty Ha KOPUryBaHHS i
BPaxoBYOTb BCi (hbakTopy, LLO BNIMBAOTh Ha BUKOHAHHS
nnaHi..

3anuTn Ha KopuryBaHHs ouiHOTbCs Komicielo 3
KOpUryBaHHs nicns npoBefeHHs 3aranbHux 36opiB, Ha
SIKUX 3aKpMBAETbCA OaHMW biHAHCOBUIM piK, B pamkax
oLuiHkM edpekTnBHOCTI. OuiHKa HE NPOBOANUTLCS NPOTSrOM

POKY.

lMpu BunnaTi aBaHCOBOI BMHAropoau 3a BWKOHAHHS
po60oTK, KOpUryBaHHA MOXYTb He BpaTtucsa go yearw.

Llo crocyetbca  kpuTepiiB  po3cynnvMBoi  poboTu
yCTaHOBM, TO KOpuryBaHHs OyayTb posrnsgartvcs
BIANOBIAHO A0 BuULe3a3HayeHol npoueaypu.
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Rules on the settlement of performance-based
remuneration

Individual performance is assessed twice each year,
based on the semi-annual flash report and the annual
report, at OTP BANK Plc.’s general meeting closing the
given business year.

In the case of managers and executives subject to the
Banking group Remuneration Policy, no advance
payment may be made in relation to the semi-annual
assessment.

In the case of managers and executives of domestic
subsidiaries under direct control and not subject to the
Banking group Remuneration Policy, fixed and variable
remuneration rates are applicable (as a general rule,
60% fixed and 40% variable).

In the case of managers and executives of domestic
subsidiaries under direct control and not subject to the
Banking group Remuneration Policy, advance payment
may be made in relation to the semi-annual
assessment. If total performance exceeds 50%, the rate
of the advance is 50%.

HR IT solution, the SuccessFactors PM module
Targets and objectives are recorded and assessed in
the SuccessFactors PM module (hereinafter: SF).

In respect of subsidiaries within OTP Banking group,
the performance management process of employees in
the following areas are managed in the SF system:

- employees subject to the Remuneration Policy,
identified at all level, Managers subject to the
personal scope of the Remuneration Policy
managers of subsidiaries (previously only the
managers identified at consolidated level and
head of support areas),

- B-1 level managers which are not subject to the
personal scope of the Remuneration Policy,

- 1. level leaders of domestic subsidiaries under
direct control which are not subject to the
Remuneration Policy.

Managers and executives specified above continue to
conclude paper-based agreements, where the
performance assessment form created in the
SuccessFactors workflow is attached as an annex.
Individual access to the performance assessment form
is granted to the employee, the assessing manager and
the manager/executive exercising employer’s rights.
The recording of institutional targets in the SF system is
the task of the Parent Bank, and these are recorded by
the Parent Bank’s HR Department.

Mpaeuna PO3paxyHKy euHaz2opodu 3a

pe3ynbmamamu OissnbHocmi

IHamBigyanbHa ePeKTUBHICTb OLHIOETECS ABiYi HA pik Ha
OCHOBI MiBpiYHOro dnew-3BiTy Ta piYHOrO 3BiTY Ha
3aranbHux 36opax OTP BANK Plc., wo 3akpuBatoTb
OaHni pobounin pik.

Y BMnNagky MeHekepiB Ta KepiBHUKIB, siki MignagarTb nig
Jil0 rpynoBoi NoniTvku BMHaropoau BaHkiBCbKOT rpynu,
He mMoxe OyTu 3airicHeHO nepegonnaTy Ha 6asi niBpivHOI
OLLiHKM.

Y BuUNagKy MeHemXKepiB Ta KeEPIiBHUKIB BHYTPILLHIX
OOYipHIX KOMNaHin, ki nepebyBalwoTb Nig NPsSMUM
KOHTpOsieM i He nignagatoTb nig gito MNMonitukn BUHaropog,
BaHKiBCbKOI rpynun, 3aCTOCOBYETLCS (hikCoOBaHa Ta 3MiHHa
BMHaropoga (sk npasuno, 60% dikcoBaHa 4YacTuHa Ta
40% 3miHHa YacTuHa BUHaropoamn).

Y BunagKy MeHemKepiB Ta KEepiBHUKIB BHYTPILLHIX
OOYIpHIX KOMMaHin, 4€ki nepebysaloTb nig MNpAMUM
KOHTpONEeM i He nignagatTb Mig rpynoBy MNOMITUKY
BuHaropog baHkiBcbKOi rpynu, moxe OyTu 3ailcHeHa
nepegonnara 3rigHo 3 MiBPIYHOK OUiHKOW. AKLWO
3aranbHa edekTuBHICTL nepesuwye 50%, gonsa aBaHcy
ctaHoBUTb 50%.

IT-piweHHa HR, moagyne SuccessFactors PM

Lini Ta 3aBgaHHs, WO IiKCYlOTbCA Ta OUIHIOIOTLCA B
moayni SuccessFactors PM (gani: SF).

LLlo cTocyeTbCst AOMipHIX KOMMNaHi B paMmkax baHkiBCbKOi
rpynn OTP, 10 B cuctemi SF BigbyBaeTbcs npouec

ynpaeniHHA  edeKTUBHICTIO poboTM MpauiBHWKIB Y
HacTynHUX cdepax:
— TMpauiBHUKM, Ha AKX nowmproeTbes [lloniTuka

BMHAropoau, BU3Ha4YeHi Ha BCiX PIBHAX, KEPIBHUKMU,
Ha SKUX MOLUMPIOETBCA MepcoHarnbHa cdepa Aail
MoniTnkM  BUHaropoau, MeHemXxepu  [AOYipHIX
KOMMaHin (paHiwe nuwe KepiBHWUKW, BU3HAYEHi Ha
KOHCONiJAOBaHOMY piBHi, | KepiBHMKM Bigdinis
nigTPUMKN),

— KepiBHukn piBHs B-1, Ha sKMX He MNOLUMPIOETLCS
nepcoHarnbHa cdepa aii lNMonitukn BUHaropoau,

— KepiBHMKIB Meplioro piBHA  MO3ULIA  AOYIPHIX
KOMMNaHin, ski nepebysBawTb nig 6Ge3nocepegHim
KOHTpOsieM, AKi He nignagatoTb nig Aito Monitvkm
BMHAropoau.

MeHemxepn Ta  KepiBHWKW,  3a3Ha4veHi  Huxuye,
NPOAOBXYIOTb YKNagaTu naneposi yroau, e dopma
OLiHKM pe3ynbTaTiB AisNbHOCTI, CTBOpPeEHa B poboyomy
npoueci SuccessFactors, pogaetbcs £K [0OAATOK.
[HaMBiQyanbHWA OOCTYN A0 (POPMU OLIHKM pe3ynbTaTis
pobOoTM HagaeTbCs NpauiBHUKOBI, KEPIiBHUKY, SKUNA
30INCHIOE OLiHKY, Ta KepiBHUKY / KepiBHWUKY, SKWUIA
3[iNcHI0E NpaBa poboToaaBLs.

BcTaHoBneHHsA iHCTUTYyUinHMX Uinen y cuctemi SF €
3aBaaHHsAM MaTepuHcbkoro baHky, i BOHU peecTpytoTbest
HR Bigainom MaTepuHcbkoro baHky.

Cratyc goKymeHTa CornacosaHo

ABTOp AOKYMEHTa CHEMUS Galyna Leonidivna

[laTa norogkeHHs JOKyMeHTa 17.01.2025

24 ctop.



@ otp

[MoniTuka Npo ouiHKy AisNbHOCTI Ta MaTepianbHe cTuMyntoBaHHs npauisHukiB AT «OTIMT BAHK» /
Policy on the performance evaluation and the incentives for OTP BANK JSC employees

When defining targets, the managers and executives
concerned select the quantitative indicators from the
KPI library approved by the Parent Bank’s Supervisory
Board, recording the target tasks based on the list of
recommendations prepared by the Parent Bank’s
functional areas, which are sent to subsidiary’s TM
support by the TM support of the Parent Bank’'s HR
Department.

The CEO of subsidiaries determine individual targets in
the areas under their management based on their
competencies defined in the Organisational and
Operational Regulations using the SF system.

The evaluation of current-year objectives commences
with self-assessment, which is approved by the
assessing manager, and finalised by the exerciser of
employer’s rights in the SF system

9.4 Characteristic of OKR

OKR-based system (goals and it's key result) is to
assess activities of employee based on the
implementation of relevant OKR sets accordingly to the
Bank’s strategy.

OKR are set for the managers of the B-1 or B-2 level
and for other employees.

The process of the OKR defining takes place according
to the following algorithm:
The Chairman of the Board and Members of the
Board quarterly defines strategic goals

- Board with B-1 and B-2 (or independently) at a
meeting, based on the results of previous
preparatory meetings determine the OKR for the
quarter.

- Proposed OKR and matching key indicators (KR)
submitting to the excel form or in particular
system.

- Summary forms sending via corporate e-mail to
the HR Directorate or stored in the internal
corporate software to review consolidation
information by the Board of the Bank.

- Approval of the proposed OKR makes by the
Management Board of the Bank.

- After approval of OKR, all
informed.

- After the end of the reporting period OKR
evaluating by the Management Board of the Bank.
OKR forms with fixed results of the goals
performance sending to the HR Directorate by the
e-mail or stored in the internal corporate software
for evaluation.

employees are

Mpn BM3HAYEHHI LINbOBMX MOKAa3HMKIB  BigMNOBIgHI
MEeHemKepn Ta  KepiBHMKM  BUOMPAKTb  KiNbKiCHI
nokasHukm 3 6ibniotekn KPI, 3aTBepaxeHoi Harnsgosoto
pagolo MaTtepuHcbkoro BaHky, @ikcyrouM  LiNboBI
3aBOaHHA Ha  OCHOBIi  nepeniky  pekomeHaawin,
NiaroToBNeHnx PyHKLiOHaNbHUMN chepamm
MatepuHcbkoro  baHky, gki  HagcunawTbCs 4o
CYMNPOBOKYIOHOro  npauiBHMKaA  OOYipHBOI  KOMMaHii
CYNPOBOLKYHOYUM npauiBHUKOM HR Bigainy
MaTepuHcbKoro baHky.

CEOQO podipHix KoMnaHin B1U3Ha4atoTb iHOMBIAYanbHI Lini
B cdhepax, Lo 3HaX0AaTbCA B iX ynpaBiHHI, BUXOOA4N 3i
CBOIX KOMMETEHLi, BU3HAYEHUX B OpraHisauiiHoMy Ta
onepauifiHOMy perfiameHTi, BUKOPUCTOBYHOUM CUCTEMY

SF.
OuiHka Uuinem nOTOYHOrO POKYy MOYUHAETBCSA 3
CaMOOLiHKM, sika 3aTBEepPAXYETbCA KEepiBHMKOM, L0

30INCHIOE OLiHKY, Ta 3aBepllyeTbcs poboTopaBuem B
cuctemi SF.

9.4 Xapaktepucrtuka OKR

OuiHka 3a cuctemoto OKR (objectives and key results,
uinem Ta X KNWOYOBMX pe3ynbTaTiB) nonsdrae B
OUiHIOBaHHI  AisAnbHOCTI  npauiBHMKa Ha  nigctasi
BUKOHaAHHA HuMm  BignosigHux OKR, BcTaHOBMNEHUX
BignoBigHO Ao cTparterii baHky.

OKR BcTaHOBNIOWTLCA 4515 KepiBHUKIB piBHA B-1 i B-2 Ta
Ons iHWKX NpauiBHUKIB.

Mpouec BcTaHoBneHHss OKR BigGyBaeTbCst BiAMoBigHO
o HaCTyI'IHOI'O anropuTmy:
lonoBa Ta UYneHu [lpaBniHHA LWOKBapTasbHO
BM3Ha4aloTb CTpaTerivHi uini.

- TpaeniHHa 3 B-1 i B-2 (abo camocTilHO) Ha
3acigaHHi, 6a3yloumcb Ha pesynbTaTtax NonepegHix
nigrotoBymnx 3yctpivyen susHavyae OKR Ha kBapTan.

- 3anponoHoBaHi OKR Ta BignoBigHi iM KMOYOBI
nokasHukn (KR) BHocATbCA fo 6naHky excel abo y
BiANOBIAHIN cUCTEMI.

- 3BegeHi GnaHkM HagcunarTbCs B €NEKTPOHHOMY
BUrNsAi  3acobamMy  enekTPOHHOI  MowTu Ao
JenaptamMeHTy ynpaBeriHHA nepcoHanom abo
PO3MILLYIOTLCA B E€MNEKTPOHHIA CcUCTeMi  OLiHKM
nepcoHany ansa posrnagy MNpaeniHHam BaHky.

- 3arBepaxeHHs 3anpornoHoBaHMx OKR 3gincHoe
MpaBniHHAM BaHky.

- Micna 3atBepgxeHHa OKR
npauiBHUKN,

- [Micna 3akiHdyeHHa  3BiTHOro  nepiogy OKR
ouiHtooTbes lMpaBniHHaM baHky. BrnaHkn OKR i3
3achikcoBaHUMM pes3ynbTaTtaMyM BUKOHAHHA Linen
HaOCUIaTbCA B €NTEKTPOHHOMY BUrMsAi 3acobamum
€MNeKTPOHHOI nowTn Ao JenapTaMeHTy ynpaBniHHS
nepcoHanoMm abo Ppo3MillylOTbCA B ENEeKTPOHHIN
CUCTEMI OLLIHKW NepcoHany.

iHbopMmyloTbCA  BCI
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Based on CEO'’s decision OKR setting can be stopped
for the particular period.

Installing quality KR further developing and approving
graduation/ algorithm of the evaluation for each
parameter in order of the objectivity displaying results.

Calculation both quantitative and qualitative KR takes
place for each period of the activities evaluation
separately (not accumulative)

The percentage of each OKR calculating as arithmetic
average performance of relevant KR herewith all KR
(including quantitative) calculating for the period, not
cumulative. KR are set as the criterias of OKR
performance.

In individual cases, according to the manager's
decision, quantitative KR can be calculated cumulative
if such results approved by the Management Board of
the Bank.

Calculation of performance of quantitative and quality
KR held as the ratio of actual to planned values for each
indicator of KR and conversely for indirect KR. The level
of performance of each indicator is possible in the range
from 0% to 100%.

The percentage of quarterly OKR calculating as
arithmetic average of performance of relevant OKR that
are set in the reporting period.

The percentage of annual OKR calculating as arithmetic
average of performance of quarterly OKR (except
periods when OKR were not set).

(IC-3) Control for correctness of the setting and
evaluation performance of OKR for employees is
entrusted to the Chairman of the Board, Members of the
Board, an employee of the Human Resource
Directorate.

10. Procedure for regular bonuses calculation for
bank-wide system (monthly, quarterly etc.)

Regular

bonus =|PS|X|BR|X| KE |X|%|

Legend:

PS (Position Salary) means the employee salary as of
the end of the period under evaluation, UAH.

BR (Bonus Ratio) means the bonus payment ratio
according to the type of division and position taking into
account the bonus period (month, quarter) (Appendix 1)

3a piweHHam Nonoeu MpaeniHHs noctaHoBka OKR Moxe
OyTn Npu3ynMHeHa Ha NeBHWI Nepioa.

Mpwn BCTaAHOBMEHHI SAKICHMX KR [0oaaTKoBO
pO3pobNAETLCH | 3aTBEPOXKYETHCH rpajauid/ anropuTtm
OLHKM MO KOXHOMY MapameTpy 3 MeTow 00’ €KTUBHOCTI
BigoOpaXeHHs1 pesynbTaTiB.

Po3paxyHok sk KinbkicHMX, Tak i akicHux KR BigbyBaeTbcs
32 KOXEH TMepioa OUuiHKM AisiNbHOCTI  OKpemo (He
HaKoOMU4yBarsnbHO).

Biacotok BukoHaHHs koxxHoro OKR pospaxoByeTbcs sk
cepegHboapudMeTUYHE BUKOHAHHS BiAMOBIOHMX KOMY
KR, npu ubomy Bci KR (B T.4. KiNbKiCHi) po3paxoBytTbCs
3a nepiog, a He HakonuyyBanbHWM nigcymkoMm. KR
BCTaHOBIIOIOTLCA AK KpuTepii BUkoHaHHA OKR.

B iHOouBigyanbHUX BuNagkax, 3a pilleHHAM KepiBHMKA,
KinbkicHi KR MOXyTb po3paxoByBaTUCb HaKONn4yyBanobHO
32 YMOBW MOTOMXEHHS Takux pe3ynbraTiB [NMpaBniHHAM
BaHky.

Po3spaxyHOK BWKOHaHHS KifnbKiCHMX i 4gkicHux KR
NPOBOANTLCS AK BiOHOLIEHHS (paKTUYHOIo 3Ha4YeHHsA 0o
NnaHoBOro No KoXXHoMy nokasHuky KR i HaBnaku gns
3B0poTHiIX KR. PiBEHb BUKOHaHHSA KOXHOrO MOKa3HUKa
mMoxnueun y gianasoHi Big 0% o 100%.

3aranbHuin Bigcotok BukoHaHHA OKR 3a kBapTan
pPO3paxoBYETLCHA SK cepegHbOapuPMETUYHE BUKOHAHHS
BCix OKR, BCTaHOBNEHMX Ha 3BITHUI Nepio,.

BukoHaHHa OKR 3a pik po3paxoByeTbCcA  £K
cepegHboapudMeTMyHe BUKOHaHHS kBapTanbHux OKR
(nepiogn, konn OKR He BCTaHOBMOBaNUCb, He
BPaxoBYHOTbCS).

(IC-3) KoHTponb 3a KOPEKTHICTIO BCTaHOBMEHHA Ta
ouiHkoto OKR gnsa npauiBHukiB noknageHun Ha Fonosy
MpaBniHHS, Unenis MpaBniHHS, npauisHuKa
[enapTameHTy ynpasniHHA NnepcoHanom.

10. Nopspok po3paxyHKy perynsipHMX npemin 3a
3aranbHOOaHKIBCbKOK CUCTEMOK  (MiCAYHMUX,
KBapTalbHUX TOLO)

Regular

bonus =|PS|X|BR|X| KE |X|%|

ne:

PS (Position Salary) — nocagoBun oknag npadiBHMKa
CTaHOM Ha KiHeLb nepioay, Lo OLUiHIETLCS (Y TPH.).

BR (Bonus Ratio) — koediuieHT npemiloBaHHA B
3anexHocTi Big4 TuNy nigpo3Ainy, nepiogudHoCTi Ta
3ariMaHol nocagu 3 ypaxyBaHHAM nepioay npemitoBaHHS
(micaup, kBapTan Towo) (Jogatok 1).
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KE (Effectiveness) means the work efficiency indicator
of the Bank (depends on the results of the Bank's work,
the results of the work of various areas of
activity/structural divisions and the work of employees).
This indicator can be different for different units. It is
approved by the Bank’s CEO order. If other is not
approved by the order KE equals 1.0 by default

% - percentage of fulfillment of targets. Methodology of
calculation for percentage of fulfillment of targets can be
changed by the Bank’s CEO order.

The payment of the regular bonuses of bank-wide
system to the employees calculated proportionaly to the
worked period and takes place every last working day of
the second month following the period under review
(under the condition of timely submission of the data on
evaluation results) together with a regular salary
payment for the respective month.

11. Annual bonus calculation (for bank-wide
system)

Calculation of the annual bonus is made by the following
formula:

Annual

=|PS|x|ABR | X | KE [ x| %
bonus

Legend:

PS (Position Salary) means the average annual
employee salary for the period under review from
January, 1 till December, 31, UAH. Itis calculated as the
average salaries for 12 months of the year under review
- in calculation is taken the level of salary as the last day
of each month.

ABR (Annual Bonus Ratio) — means the annual bonus
ratio (according to the Appendix 1).

Ke (Effectiveness) means the work efficiency indicator
of the Bank (depends on the results of the Bank's work,
the results of the work of various areas of activity/
structural divisions and the work of employees). This
indicator can be different for different units. It is
approved by the Bank’s CEO order. If other is not
approved by the order KE equals 1.0 by default.

% - percentage of fulfillment of targets. Methodology of
calculation for percentage of fulfillment of targets can be

KE (Effectiveness) - nokasHWK eqeKTMBHOCTI poboTu
baHky (3anexuTb Big pesynbrartiB poboTu baHky,
pe3ynbTaTiB  pobOTU Pi3HMX HaNpPsIMKIB  OistnbHOCTI/
CTPYKTYPHMX NigpO3A4iniB Ta [AianbHOCTI npauiBHUKIB).
3HayeHHs1 nokasHuka Moxe OyTu pisHUM [ns Pi3HMX
nigposainise i 3aTBEPAXYETLCA Cnyx60Bum
po3nopsimKkeHHamM 3a  nignucom [onoBu [MpaBniHHA
BaHky. Akwo iHwe He 3aTtBepaxeHo Cnyx60BuUM
po3snopsimpkeHHsam, KE gopisHioe 1.0.

% — BiACOTOK BMKOHaHHA Linen. MeToguka po3paxyHkKy
BiJCOTKa BUKOHAHHA LiNen Mo)e 3MiHIBaTUCh 3riAHO 3i
Cnyx60BUM po3nopamKeHHAM, 3aTBEpPIKEHNM [[0N0BOIO
MpaBniHHS.

CuctemaTuyHi (perynspHi) npemii 3a
3aranbHODaHKIBCbKOIO ~ CMCTEMOK  PO3PaxoBYHOTHCSA
nponopuiHoO  BignpaubOBaHOMYy  4acy, Bunnata
30IACHIOETLCS  KOXHOFO OCTaHHbOro poboyoro  AHs
Opyroro micsauda nicnsi 3akiH4eHHs 3BITHOro nepioay (3a
YMOBW CBOE€YACHOIO NogaHHs iHdbopMalii no nigseaeHnum
nigcyMkam) ogHoYacHO 3 BUNnaToto 3apobiTHOT nnaTu 3a
BiANOBiOAHUI MicALb.

11. Po3paxyHOK BMHaropoau 3a nigcymkamm po6ortum
3a pik (3a 3aranbHOOaHKIBCbLKOK CUCTEMOHO)

Po3paxyHOK cymun pidHOi nNpemii 30iACHIOETBCS 3rigHO 3
HacTYMHO OPMYINOLO:

Annual

=|PS|x|ABR | X | KE | X | %
bonus

He:

PS (Position Salary) — cepepgHin nocagoBui oknag
npadisHuka 3a nepiog 3 01 ciuHa no 31 rpyaHs, y rpH.
PospaxoByeTbCca Sk cepegHe apudMeTMyHEe MOCafoBUX
oknagis 3a 12 MmicauiB 3BITHOTO POKY - Y pO3paxyHOK
OepeTbCs OKMag CTaHOM Ha OCTaHHE YMUCIIO KOXHOrO
Mmicsaus.

ABR (Annual Bonus Ratio) — koediuieHT pivyHOro
npemitoBaHHs (3rigHo 3 logaTkom 1).

KE (Effectiveness) — nokasHuk edeKTUBHOCTI poboTwu
Banky (3anexutb Big pesynbraTtiB pobotu banky Ta
pe3ynbTatiB  poboOTU Pi3HMX HanpsAMKIB  AisnbHOCTI/
CTPYKTYPHUX NiApO3A4iniB Ta [ianbHOCTI npaLliBHUKIB).
3HayeHHs1 nokasHMka Moxe OyTW pi3HMM Anst PisHMX
nigpo3ainis i 3aTBEPAXKYETLCA Cnyx60BuMm
po3nopsmKeHHamM 3a nignucom [onosu [MpaBniHHSA
Banky. Akwo iHwe He 3aTtBepgxkeHo Cnyx6oBuUM
posnopsampkeHHsam, KE gopisHioe 1.0.

% — BiACOTOK BMKOHaHHSA uinen. Metoanka pospaxyHKy
BiJCOTKA BUKOHAHHSA LiNen MoXe 3MiHIOBaTUCh 3rigHO 3i
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changed by the Bank’s CEO order.

The remuneration based on the annual performance
evaluation is calculated proportionaly to the worked
period and paid out in accordance with the Bank’s
activity results, availability of the budget and based on
the Bank’s CEO order and on the Supervisory Board
Resolution.

Annual bonus payment for the employees takes place
on the next year after reported but not earlier than
annual bonus payment for positions under group
remuneration policy (in case of approval such payment
by Parent Bank) .

12. Procedure and main principles of individual
performance evaluation system

Individual performance evaluation system means an
employee’s performance evaluation based on the
fulfillment of quantitative goals and keeping the quality
standards.

The individual motivation system can be applied to the
area of banking products’ sales, treasury, bad debts’
repayment or other area having the impact on the
Bank’s financial results.

The amount of the bonus paid is based on the
employee’s individual results in the period under review:
this can be the bonus for the certain percentage of loan
overdue returned, volume of products selled, results of
securities’ trading, etc.

The development of the new individual incentives
system or changing the current one should be approved
by the HR Directorate with the confirmation of its
effectiveness based on the calculations of forecasted
results of future activities and provision of the planned
bonus pool amount.

The implementation of the new system or changing the
current one is approved by the Order signed by the
Member of the Board and/or the CEO and necessarily
Head of HR Directorate.

13. Conditions for including employees to the
incentive bank-wide

Conditions for employees on the bank-wide KPI system

Obligatory conditions for calculation and payment of the
systematic (regular) bonuses and annual remuneration

Cnyx60BUM po3nopamKeHHAM, 3aTBEpPIKEHNM [[0N0BOIO
MpaBniHHS.

BuHaropoga 3a nigcymkamm  pobGotTu  3a  piK
pPO3paxoBYETLCA MPOMNOPLIMHO BignpaLbOBaHOMY 4acy,
BMMNAYYETLCA B 3aNeXHOCTI Big pe3ynbTaTiB QisifibHOCTI
BaHky, HasBHOCTI BloaxeTy Ta Ha nigcTasi Hakasy "onosu
MpaeniHHa baHky Ta Harnagosoi paau baHky.

BuHaropoga 3a pesynbTatamum poboTv 3a pik ang
npauiBHUKIB BUNNAYyeETbCA Ha HACTYNHUW pik nicng
3BiTHOrO, ane He paHiwe Hik Obyge npoBegeHa Bunnara
pi4yHOI nNpemil npauiBHMKam nig rpynoBoOl MOMITUKOH
BMHaropoan (y pasi ii norogkeHHs MaTepyHCbKMM
BaHkom).

12. MopsAoK Ta NPUHUMNKM CUCTEMU iHOUBIAYaNbLHOI
OUiHKU pe3ynbTaTiB AifANIbHOCTI

OuiHka 3a iHAMBiOyanbHOK CUCTEMOK Monsrae B
OUiHIOBaHHI  AisANbHOCTI  npauiBHMKA Ha  niacTasi
OOCSTHEHHS1 HWUM  KiNbKICHUX 3agavy Ta LOTPUMAaHHS
SKICHUX CTaHOapTiB.

Cuctema iHAMBigyanbHOi  MoOTMBaUii Moxe OyTu
BNpoBagKeHa y HanpsaAMKy npogaxy ©6aHKiBCbKMX
NpoAYyKTiB, Ka3Ha4yewcTBa, MOBEPHEHHS MpobnemHoi
3aboproBaHoCTi abo iHWOMY HanpsMKy, pes3ynbTaTtu
po60TKn 9KOro BNNMBaTb Ha NpUbyTOoK BaHky.

Posmip oTpumaHoi npemii 6a3yeTbca Ha pesynbTari
iHOuBigyanbHoOi poboTK MpauiBHMKA Y 3BITHOMY MEPIOAI:
ue Moxe OyTM BuHaropogda 3a BiJCOTOK YpEryrnboBaHOi
3aboproBaHocTi, 3a o00car npogaxy nNpOAYKTIB,
pesynbTaT TOPriBfi LiHHAMKW NanepamMu Ta iHLe.

CTBOpEHHS1 HOBOI ab0o BHECEHHSI 3MiH B YMOBW MOTOYHOI
iHOMBIgYanNbHOI  CUCTEMU  MPEMIOBAHHA  MOBMHHO
000B’AI3KOBO  MorogkyBatucb 3  [lenapTameHTOM
yrnpaeniHHA nepcoHanom 3 NiATBEPOKEHHSAM
edeKTMBHOCTI 3a [AOMOMOrol MPOrHO3HUX PO3paxyHKIiB
pesynbtatiB  ManbyTHbOI OiANBHOCTI Ta HaOaHHAM
nnaHoBoro poHAy NpemitoBaHHs.

BBepgeHHsA HOBOT iHOUBIQyanbHOT cucTemMn abo BHECEHHS
3MiH [10 iCHYIOYOT cMcTeMU MOXe ByTu peanizoBaHo Yepes
Hakas/ cnyxboBe pO3NOPsKEHHS 3a  MiANMCOM
BiQMOBiAaNbHOrO 3a HanpaMoK AianbHOCcTi  YneHa
MpaeniHHa Ta/ abo lNonosu lMpaeniHHA Ta 060B A3KOBO
avpekTopa [lenaptaMeHTy yrnpasrniHHA NepcoHanom.

13. YMoBM BKIHOYEHHA npauiBHUKIB OO0 cucTeMu
MaTepianbHOro CTUMynIOBaHHA

YMoBM Ons  npauiBHWKIB  Ha  3aranbHODOaHKIBCbKIl
cuctemi KPI

O60B’aA3k0BUM ans HapaxyBaHHS i BUMNaTH
cuctemMaTUYHUX (perynsapHmnx) npemMin tTa BMHaropos 3a
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based on the bank-wide system are as follows:

setting of goals and summarizing of results
achievement during the period under review;

for regular bonus payment (monthly, quarterly)
unceasing employee’s working experience in the
Bank should be not less than 3 months (unless
otherwise provided in the employee’s job-offer or
employment agreement). The regular bonus
calculation is carried out starting from the 4th full
month of work, proportionally to the time worked
within the period under review (for a full months),
except the trial period. Payment for first three
months is not carried out. Payment of a bonus for
the managers of the B-1/B-2 level/ deputy B-1 and
heads of units directly subordinated to the
Chairman of the Board, Board Members, B-1 are
carried out from the first day on the position in OTP
BANK JSC;

When transferring Bank employee to any other
subsidiary company of OTP Group and vice versa,
calculating the amount of bonus is conducted at a
rate of total continuous service of the employee
within the OTP Group.

Labor relations with the Bank (labor agreement) or with
any other subsidiary company-member of the OTP
Group at the moment of bonus or remuneration
payment is the basic condition for bonus receiving for all
motivation systems. In the case when this condition is
not fulfilled, the decision to implement the payment is
accepted according to the individual approval of the
CEO/ Board Member.

For the employees of the front-office of the Retail
Business division monthly bonus is paid every last
working day of the month which follows after the
reporting month, for the employees of the front-office of
the Corporate Business division, monthly bonus is paid
for the month following the reporting month, for other
categories of employees period of bonus payment is
specified in the regulatory documents.

When an employee is transferred to the unit/ to another
bonus scheme/ to another position with another
frequency/ procedure for awarding the bonus
calculation is held proportionally to the time worked, with
the calculation of the actual number of the calendar days
for each period provided that all essential conditions for
inclusion of employees in the incentive system are
complied with.

In case of an employee’s part-time working (not the full
working day), the bonus calculation is done
proportionally to the time worked with the count of the
actual number of full and non-full calendar days worked

nigcymkammn poboTn 3a pik 3a 3aranbHOOaHKIBCLKO
CUCTEMOIO:

NoCTaHOBKa Linen Ta nigBeaeHHs NigCcyMKiB 3a 3BiTHUI
nepioa, LLO OLiHIETLCS;

ONd  BUNNATM  perynsapHux  npemin  (MiCAYHUX,
KBapTanbHux) 0060B'A3koBUN 6e3nepepBHUA  CTax
po6oTu npadiBHmka B baHky He MeHLe 3 MicaLiB (SKLLO
iHwe He nepepnbadeHo B nponosuuii no poboTi (job-
offer) abo KoOHTpakTi npauiBHuka). [Mpyu uUbOMY,
pPO3paxyHOK  perynspHoi  npemii  NpoBOAUTLCH,
MOYMHAaK4M 3 MOBHOrO 4-ro BignpaLboBaHOro Micsaus 3
Jatu npuiruomy, nponopuinHoO A0 BignpaubOBaHOro
yacy (3rigHO NOBHMX MicsiLiB) y 3BITHOMY nepiogi 3a
BMKIIOYEHHAM BunpobyBanbHoro nepiogy. Bunnata
npemii 3a nepLi Tpu Micaui poboTn He 3AINCHIETLCS.
Bunnata npemii kepiBHukam piBHa B-1, B-2,
3actynHukam B-1 Ta kepiBHMKam Bigainis npamoro
nignopsgkysaHHsa  onosi  [MpaeniHHg,  YneHam
MpaBniHHA, B-1 3piMcHIOETBCA 3 NEepLioro AHA Ha
nocani B AT «OTI BAHK»;

Mpn nepeBedeHHi npauiBHuka baHky 0o Oyab-skoi
iHwoi komnaHii 'pynn OTI1 Ta HaBnaku, 004YMCNEHHS
po3Mipy npemii Ta BWHaropog nNPOBOAUTLCS i3
pO3paxyHKy cymapHoro 6e3nepepBHOro ctaxy pobotu
npadiBHuka B pamkax pynu OTI1.

OBOB’A3KOBOIO YMOBOIO Afs OTPUMMaHHSA MpemMin Ta
BMHaropog 3a Oyadb-gKow CuUCTEMOK MoOTMBaUil €
HasBHICTb TPygoBMX B3aemMoBigHocuH 3 baHkom abo
iHwoto komnaHieto pynn OTI Ha MOMeHT Bunnatu
npemii abo BuHaropoawn. Y BMNaaky, Skwo AaHa yMOBa He
BUKOHYETbCS, PIlIEHHA LWOAO 34iMCHEHHA BuUNnaTtu
npunmMaeTbCA BignoBigHO Jo iHOMBIAyanbHOro
norogxeHHst Monosu MpaeniHHA/MneHa MNpaBniHHS.

Ons npauiBHUKIB pOHT-0dbicy HanpsiMky Po3pgpibHui
GisHec, BuMNNarta LWOMICAYHUX Mpemii BigOyBaeTbCA
KOXXHOr0 OCTaHHbOro pobOoYOro [HA HACTyMmHOro 3a
3BiITHUM  MicaueM, Ong npauiBHUKIB  PPOHT-odicy
Hanpsamky KopnopatmneHun 6isHec, BunnaTta LWoMiCAYHUX
npemin BiabyBaeTbCA Ha HACTYMHWA MicsAub nicns
3BITHOrO MicAusA, AN [HWWX KaTeropin mnpauiBHUKIB
TepMiH BUNMaTWU nNpemii BCTAHOBNEHWA Y BiAMNOBIAHMX
pernameHTyunx JOKYMeHTaXx.

Y pasi nepeBefeHHs NpauiBHUKIB Yy Nigpo3ain/ Ha iHwy
cxeMy npemitoBaHHs/ nocagy 3 iHWOW nepiognyHicTio/
npoueaypol  MpeMiloBaHHA MNpeMis  HapaxoBYETbCS
NponopLiHO A0 BignpauboBaHOro 4vacy (i3 po3paxyHky
(PaKTUYHOI KINbKOCTi KaneHZapHUX [AHIB) 3a KOXHUN
nepiog Npyv HasiBHOCTI BUKOHAHHA OOOB’'SI3KOBMX YMOB
BKMIOYEHHS MpauiBHMKIB 0O CUCTEMM MaTepianbHOro
CTUMYITHOBAHHS.

Y Bunagky, Konu npauiBHUK MpaloBaB HEMOBHUIA
pobouni OeHb, poO3paxyHOK Npemii NpoBOAUTLCA
NponopLifHO BignpaubOBaHOMY 4Yacy i3 po3paxyHKy
aKTUYHOI KiNbKOCTi MOBHMX Ta HEMOBHUX KaneHaapHUX
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on the position (except employee for whom size of
bonus directly depends on the personal business
results).

In case of employees long-term (more than 55% of the
working time within the period under review) absence
(iliness, personal issues, etc.) a bonus for this period is
not calculated or paid. Calculating the long-term
absence is not include downtime, mobilization,
maternity leave (leave for child care, hospital for
pregnancy and childbirth), because bonus for such
periods of absance is not calculated.

The whole period of absence is considered as
prolonged absence and a bonus for this period does not
apply if there are absence days between maternity
leave (days of downtime, mobilization) and the
employee is not performing job duty in this period. If
during this period employee has working days — bonus
is paid only for these working days.

General bonuses conditions of bank employees

The payment of any regular bonus for the employees is
done only in accordance with the system, which
corresponds to the position taken. In case an employee
performs other position’s responsibilities additionally,
the bonus calculation for this performance is not held.

The employees being on the maternity/paternity
leave/sick leave/ who had downtime, were mobilized or
were transferred from/to any other subsidiary company
of OTP Group, the bonus is calculated proportionally to
the time worked taking into account the actual number
of the calendar days working on the position in the Bank.

In case of any breach of the executive discipline (facts
of incorrect or untimely performance of tasks set by the
manager or based on the administrative and regulatory
document (order, instruction, plan, work performance
schedule or effective legislative act/ regulation)),
internal labor order (the labor discipline is regulated by
the Bank’s Internal labor order rules) without good
excuse, the total bonus amount may be changed or
cancelled in full by the decision of the direct manager
and on the basis of written substantiation (including by
corporate email) of the breach in accordance with the
effective legislation and subject to approval by the
Member of the Board — supervisor of the respective
business line or the CEO and the Head of HR
Directorate.

OHiB nepebyBaHHA Ha nocagi (OKpiM MpaLuiBHUKIB, B SIKMX
pPO3Mip Npemii HanpsiMy 3anexuTb Big ocobucToro bisHec
pesynbTary).

Y Bunagky posrotpusanoi (Binbw Hix 55% poboyoro
yacy 3a 3BiTHMA nepiod) BIACYTHOCTI npauiBHUKA
(xBopoba, 0COBUCTI NPUUNHK TOLLIO), NPeMii NpaLiBHUKY
He po3paxoBYOTbCA | HE BUNMNaYyoTbes. [1pn po3paxyHky
Yacy [OBroTpusanoi BiACYTHOCTI He BpaxoBYETbCS
nepiog npocTot, MoOGinisauii, AeKkpeTHOi BignNyCcTKu
npauiBHvka (BignycTka no gJornsgy 3a  AUTUHOL,
nNiKapHAHWUI MO BariTHOCTI i mororam), OCKiNbKM 3a Ui
nepiogn Npemisi He pO3pPaxoBYETLCH.

Mpn po3paxyHKy npemii npauiBHuKka, Yy BuNagky
HasiBHOCTi AOHIB BiACYTHOCTI y nepiog MiX OeKpeTHUMU
BignycTkamu (gHsamMm MoBinisauii/ NpocToiB), AKWO nepiog
BigcyTHocTi ©OyB ©e3nepepBHWA, | MpauiBHUK He
BMKOHYBaB NOCafoBi 0DOB’s13kM, BECb Nepiog BiACYTHOCTI
BBa)KAETbCS LOBrOTPMBAIION BiACYTHICTIO NpeMis 3a uen
nepioa He HapaxoBYETbCA. AKLLO y NpaLuiBHMKA Y BKa3aHi
nepiogn 6ynu poboui gHi — NpeMist HapaxoBYETbCA NULLE
3a Ui poboui aHi.

3aranbHi YMOBM NpeMitoBaHHS BCiX NpaLiBHUKIB BaHky

Bunnata 6yab-gkoi cuctematuyHol (perynspHoi) npemii
npauiBHYKam NPOBOAMUTLCS TifbKM 3a TiE0 CUCTEMOLO, sika
BignoBigae 3avmaHin HMM nocagi. SAKWo npauiBHMK
OOnyLLEeHMI 40 BUKOHaHHS iHWKnX 060B’'s3kiB abo nocaau,
po3paxyHoK NpeMii 3a UMM BUKOHAHHAM He NPOBOAUTLCS.

MpauiBHMKam, ski nepebyBanu Ha nikapHAHOMY MO
BariTHOCTI Ta nonorax, BiAnycTui N0 Aornsay 3a AUTUHO,
y skux 6ynum npocToi, ski 6ynu mo6inizoBaHi abo Oynu
3BiNIbHEHI/ NPUIHATI NOPsIAKOM NepeBefeHHst fo/ 3 byab-
akol komnaHii pynu OTI, npemii HapaxoBylOTbCH
NponopuifHO BiAnpaubOBaHOMY 4Yacy i3 poO3paxyHKy
haKTUYHOI KiNbKOCTi KaneHaapHUX gHie nepebyBaHHS Ha
nocapi B baHky.

Y pasi CyTTEBOro MNOpPYLIEHHS TPYOOBOI OMCUMMAIHM
(cbakt HesikicHoro abo HECBOEYACHOro BMKOHAHHS
3aBaHb, BCTAHOBIMEHUX KepiBHMKOM, abo Ha nigcta.i
po3nopsayo-perynsTMBHOro OOKyMeHTa (Hakasa,
PO3MNOpPSMKEHHS, NnaHa, rpadika BUKOHAHHS pobiT abo
YMHHOrO 3aKOHO4AaBYOro/ HOPMAaTUBHOMO akTa)), nNpaBur
BHYTPILLHLOrO  TPygoBOro  pos3nopsgky  (Tpyaosa
avcuunnida npauiBHUKIB pernameHTyeTbes [paBunamum
BHYTPILLHLOrO TpygoBOro posnopsgky banky) 6e3
MOBaXHMX MPUYMH, CyMa npemii moxe 6yTn 3amiHeHa abo
ckacoBaHa B MOBHOMY 00cs3i 3a  pilleHHAM
6e3nocepedHbOro KepiBHMKa npaudiBHuMka (B T.4. NO
KOpnopaTuBHIA MOWTi) Ta Ha nigcTasBi MMCbMOBOrO
OOI'pYHTYBAHHSA  MOPYLEHHS  3rigHO 3 YMHHUM
3aKOHOAABCTBOM YKpaiHM Ta 3a MOromkeHHsM YneHa
MpaBniHHA — kypaTtopa abo [onoBu [paBniHHA Ta
avpekTopa [lenapTaMeHTy ynpasrniHHA NepcoHanom.
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If termination of labour relations connected with
retirement of employee or with death, the right for
receiving of the bonus is saving. If labour relations
stopped due to death of employee or in case of
employee’s death, which became pensioner, the right
for receiving of payment for postponed part is saving.
Heir(-s), which have the right for heritage in accordance
with  Ukrainian legislation, may receive this
remuneration in the case of a request.

Within on and the same period of time several types of
regular bonuses cannot be calculated.

The bonus is paid depending on the budget availability
and based on the order of Bank’s Chairman of the Board
or acting the Chairman of the Board (in case of absence
the CEO).

The Bank may suspend bonus payment, decrease it's
size or base amount not only for certain employees but
also for unit. Previously warning employees about
complete/ partial termination payment of bonuses is
optional. These changes are not seen as a significant
change in conditions.

14. Main principles of assessment of the
competencies development

For Board Members (based on desission of OTP BANK
Plc can be determined additional positions) in the target
sheets necessarily set an indicator Superior's
evaluation or competencies evaluation.

An interview concerning the analysis of all corporate
competencies development takes place in the year
following the one under review.

It is recommended to indicate among lowest-rated
competencies one competency to develop that will be
developed during next year.

15. Couching and feedback during the business year

Throughout the year the manager monitors the
fulfilment of the business goals set and the aims
concerning the competencies development by the
check points, analyses the results, provides the
employee and receives the feedback from him/her.

In case of necessity the manager together with the
employee adjusts the action plan for the achievement of
the goals set, gives him/her instructions and coaches
the subordinate.

AKWOo npuUNUHEHHA TPyaoBMX BIAHOCUH MOB'A3aHe 3
BMXOAOM MpauiBHMKa Ha NeHcito abo cmepTio, NpaBo Ha
OTpUMaHHA npeMii  30epiraetbcsa. AKWO  TpyAoOBI
BIOHOCMHU NPUMWUHEHO Y 3B'A3KY 3i CMepTIO npauiBHMKa
abo y pasi cmepTi npauiBHMKa, WO CTaB NEHCIOHEPOM,
npaBo Ha OTPUMaHHS nnaTtexy 3a BigknageHow
yacTuHot 36epiraetbcsa. OTpymaTty BuMHaropoay y pasi
3BEpPHEHHS MOXe crnagkoemeupb(ui), WO Mae/loTb npaso
Ha cnagLumHy 3rigHo i3 3aKOHO4ABCTBOM YKpaiHu.

3a oavH i TOM camMui MPOMDKOK 4vacy He Moxe OyTu
HapaxoBaHO AeKifbKa BUAiB perynsapHux npemin.

Mpemia BuNnayvyeTbCa B 3aneXHOCTi Bif HasABHOCTI
OlompkeTy Ta Ha nigctaBi Hakasy [onoeu [MpaeniHHSA
Banky abo ynoBHoBaxeHOi ocobwu (y pasi BiACYTHOCTI
"onosw MNpaBniHHS).

BaHk MOXe NPU3ynMHATY BUNNaTy NpeMii, 3MeHLyBaTu
ix poamip abo 6GasoBui posmip, SK OKPEMUM
npaudiBHMKaMm, Tak i nigposginy B uinomy. 3aB4yacHe
NnonepepkeHHs1 MpauiBHWKIB Mpo MOBHe/ 4acTKoBe
NPU3YNUHEHHSA BUMMatM MNpPeMin He € O0OOB’SI3KOBUM.
BkasaHi 3MiHM He po3rnsgatTbCa SK 3MiHA CYTTEBUX
yMOB npaLi.

14. OCHOBHi NPMHLUMNM OLliIHKN PO3BUTKY
KOMMeTeHL,in

Ons MpaeniHHa BaHky (3a piweHHsam, BAT OTI BAHK,
YropwmHa MOXyTb BWM3HayeHi [oOaTKOBi nocagun) B
GnaHky uine 0OOB’A3KOBO BCTAHOBMHETLCHA MOKa3HUK
OuiHka kepiBHMKa (Superior's evaluation) abo ouiHka
KOMMETEHL,N.

[HTepB’t0 WoAo aHanisy po3BUTKY BCIX KOpPNopaTUBHUX
KOMMeTeHLii NpPOBOAUTLCA B HACTYNHOMY 32 3BiTHUM
poui.

Cepen KOMNETEHUiN, WO OUiHEHI Ha HanHwk4mMi 6Gan
pekoMeHOOoBaHO BM3HAYUTU OOHY KOMMETEeHUilo o
pO3BUTKY, Sika Oyae po3BMBaATUCS NPOTArOM HACTYMHOro

POKYy.

15. Koy4iHr Ta 3BOPOTHil 3B’A30K NPOTArom 3BiTHOro
POKYy

MpoTarom poKy KepiBHWK CRigKye 3a BWKOHaHHAM
nignernMMmn noctasfeHuUx Uinen Ta uinen 3 posBUTKY
KOMMETEHLi MO KOHTPOMbHUM TOYKaM, aHarnisye
pesynbTaTu, Hagae KOXXHOMY npauiBHUKY Ta OTPUMYE Bifl
HbOrO 3BOPOTHIW 3B’A30K.

Y Bunagky HeoOXigHOCTI KepiBHWK pa3oM 3 mignernvm
Koperye nnaH fin Ans OOCSArHeHHs NocTaBneHux uinew,
IHCTPYKTYE Ta HaBYae€ nignernoro.
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16. Procedure of bonus payment to employees for
completing the tasks of especial importance

The bonuses for completing the tasks of especial
importance in the form of one-time bonus should be
calculated to an employee in case of:

e performance of an important task that was
impossible to plan beforehand;

e the realization of tasks, projects which are
especially important for the Bank;

o performance of any unscheduled complex
economic, engineering or other calculations that
concern the Bank’s activities that bear a potential
positive result from financial and/or organizational
points of view, etc.)

The sum of the remuneration is determined individually
taking into account the financial capacities (in terms of
the labor remuneration budget) of the Bank and may be
paid based on the Bank order subject to availability of
the structural unit head’s written substantiation (or in the
electronic approval system) of the necessity of bonus
payment and subject to approval by the Head of HR
Directorate, Chairman of the Board or Member of the
Board. The following payments are exceptions:
compensation of taxes withheld for the received gifts
(performed if there is approving of the Head of HR), the
compensation due to the untimely increase in salary or
incorrect calculation of premiums (carried out if there is
approving of manager with board level no lower than B-
2).

The internal memo on the bonus payment is prepared
or memo can be prepared in the internal corporate
software for evaluation or sent by corporate mail.

17. Terms of payment and responsibility

The heads of the structural units submit the completed
forms of bonuses to the Remuneration and
Performance Management Department of HR
Directorate which approved on paper/ in the internal
corporate software for evaluation or via corporate e-
mail in the prescribed manner (approved by manager
with the position level not lower than B-2 and by
manager with the next level).

For employees, which are awarded according to the
bank-wide system , deadline for submission of bonus
forms - to the end of the month following the reporting,
for employees, which are awarded according to
individual motivation systems - 10 working days to the
end of the month following the reporting one. If the

16. Mopspok npemiloBaHHA npauiBHUKIB 3a
BUKOHAHHA 0COOSIMBO BaXXNMBMUX 3aBOaHb

Mpemii 3a BUKOHaHHS 0COBNNBO BaXXNMBOrO 3aBAaHHSA Y
BUrNsA4i  O4HOPA30BOI  BMHAropoau HapaxoBYHOTbCHA
npauiBHUKY Y BUNagky:
e BMKOHAaHHS BaXNnBoi poboTu, Ky HEMOXIMBO 6yno
3annaHyBaTu paHilwe;
e peanisauig 3aBAaHb, NPOEKTIB, SIKi MaloTb 0COBNNBO
BaXIMBe 3Ha4YeHHs ong baHky;
® BUWKOHaHHA HenepeabayeHUX nnaHamy cknagHux
€KOHOMIYHUX, iHXeHepHMX abo iHLWNX po3paxyHKIB,
LLIO CTOCYOTbCA AiAnbHOCTI baHky Ta BNnvBatoTh Ha
NOTEHLINHWUIA NO3UTUBHUIN pe3ynbTaT 3 PiHaHCOBOIT
Ta/abo opraHi3auiiHOi TOYOK 30pYy Ta iH.

Cyma npemii  BM3HavaeTbcA  iHAMBIQyanbHO, 3
ypaxyBaHHAM (iHaHCOBUX MoOxnuBocTen baHky (B
Mexax OloKeTy BUTpaT Ha onnaty npakdi) Ta moxe 0yTu
BMNMayeHa Ha nigctasi Haka3y no baHky 3a HasBHOCTI
MMCbMOBOrO  OBrpyHTyBaHHa  (abo B cucTemi
€eKTPOHHOIO MOroKEHHS) KepiBHMKA CTPYKTYPHOro
nigpo3ainy 3a noromkeHHaM agvpektopa [JenaptameHTy
ynpasniHHA nepcoHanom, Fonosu MNpaeniHHSa abo Ynena
MpaBniHHA.  BUKMIOYEHHA  CTAHOBNATLCA  HACTYMHI
BMMNMIATK: KOMMEHcalis NofaTKiB 3a OTpUMaHi NogapyHK1
(3mincHoeTbeA npwu NOrogXXeHHi anpekTopa
HenapTtamMeHTy ynpasriHHA NepcoHarnom), KoMneHcauisa y
3B’A3KYy 3 HECBOEYACHUM MIQHSATTSAIM NOCaJ0BOro OKnagy
abo HEeKOpPEKTHMM po3paxyHKOM npeMii (34iNCHIETLCA
NpW HasiBHOCTI MOTFO[PKEHHSI KEPIBHMKA PIBHA HE HWKYe
B-2).

Ons Bunnatv npemii cknagaeTbca cnyxboBa 3anucka
abo cnyxb6oBa 3anucka y BHYTPILLHEOMY
KopnopaTuBHOMY nporpamHoMy 3abesneyeHHi Ans
OLiHKM JiSANbHOCTI YN HAACUNAETLCA MO KOpropaTUBHIN
noLTi.

17. CTpoku BUNnaTu Ta BignoBiganbHiCTb

Ona pospaxyHKy MpemMiin  KepiBHUKW  CTPYKTYPHUX
nigposainis nepegarwTe A0 YNpaBniHHA 3 ynpasriHHA
BMHAropogow  Ta pesynbTaTUBHICTIO  OiNbHOCTI
nepcoHany [lenaptamMeHTy ynpaBMfiHHS MepPCOHanoM
BIJOMOCTi, MOrofKeHi Ha nanepoBux Hocisx abo B
nporpaMmHomMy 3abe3neyeHHi KoprnopaTuBHOI
iHpbopmauinHoi mepexi/ abo kKoprnopaTMBHOK MOLLTO
ONna  OUiHKM [iFnbHOCTI Yy BCTaHOBNEeHOMY B baHky
nopsaky (MOrofaxye KepiBHUK piBHA He Hwxde B-2 Ta
KepiBHUK piBHEM BULLE).

[na npadiBHKUKIB, WO MNpPEMIOOTbCA BigMNOBIAHO [0
3aranbHObOaHKIBCbKOI CUCTEMW CTPOK Nogadvi 3BedeHuX
BiJOMOCTEN MO perynsapHuM npemiam — A0 KiHus Micaus,
HacTyMHOro 3a 3BiTHUM, AN iHAMBIOyanNbHUX CUCTEM
mMoTuBauii — 3a 10 poboumx AHIB [0 KiHUA Micaus
HaCTYMHOro 3a 3BiTHMM. AKWO BiAOMICTb He Hagdinwa B
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bonus forms is not provided on time, the payment of
bonuses can be transferred to the next reporting period.

The heads of the structural units are responsible for the
timely and correct data submission to the remuneration
and performance management to the Remuneration
and Performance Management Department of the HR
Directorate.

The Remuneration and Performance Management
Department of HR Directorate prepares the order on the
regular bonus payments signed by the Bank's CEO or
by the responsible employee. Simultaneously, the
responsible employee of the Remuneration and
Performance Management Department enters the
necessary data into SAP HR system for the payments
settlement.

One version of original order is passed to Staff Payroll
Unit of Accounting and Statutory Reporting Directorate
not later than 5 working days before salary outpayment
or approved by qualified electronic signature (QES) on
accessible platform for HR Directorate and Staff Payroll
Unit.

The Remuneration and Performance Management
Department of HR Directorate is responsible for the
timely data processing and loading the necessary data
into SAP in case of timely providing of information by the
responsible manager.

Staff Payroll Unit of Accounting and Statutory Reporting
Directorate is responsible for the timely payment of
bonuses according to the orders provided timely
submission of documents for payment according to
current version «Procedure of performing calculations
with employeesy.

18. Requirements to the regulations and reports on
remuneration of Members of the Management
Board and influential persons of the bank in
accordance with the Resolution of the Board of
the National Bank of Ukraine of November 30,
2020 Ne 153 (as amended by the Resolution of
the Board of the National Bank of Ukraine No.
189 dated December 27, 2023).

In this chapter, the terms are used in the meanings
given in the Resolution of the Board of the National Bank
of Ukraine of November 30, 2020 Ne 153 (as amended
by the Resolution of the Board of the National Bank of
Ukraine No. 189 dated December 27, 2023) in chapter
2. Section 1. (hereinafter referred to as BRNBU No.
189).

poboTy BYacHo, Bunnarta npemii moxe 6yTn nepeHeceHa
Ha HacTyMHWI 3BITHUI nepiog,.

BignoBiganbHicTb 3a cBOEYacHe Ta BipHE NoAaHHS AaHUX

00 YnpaBniHHA 3 ynpaBniHHA BWHAropogow Ta
pes3ynbTaTUBHICTIO LisANbHOCTI nepcoHany
[denaptameHTy  ynpaBniHHA  NepcoHanoM  HecyTb

KEPIBHMKN CTPYKTYPHUX NiApO3A4inis.

YnpasniHHA 3 yrnpaBniHHA BUHAropogoto Ta
pe3ynbTaTUBHICTIO DiSNbHOCTI nepcoHany
HenapTtamMeHTy ynpasriHHA NepcoHanomM rotye Hakas npo
BMNNaTy npemii 3a nignucom [onoeu [MpaeniHHa abo
yNOBHOBaXeHoI ocobn. OpHodacHo BignosiganbHUA
npauiBHMK YNpaBniHHA 3 ynpaBfiHHA BMHAropodow Ta
pe3ynbTaTMBHICTIO  AiANbHOCTI  NepcoHany BHOCUTb
HeobxigHi aaHi go cuctemmn SAP HR gns npoBeaeHHs
PO3paxyHKy.

OavH NpUMMIpHMK opuriHany Hakasy nepegaeTtbcs 0o
Bioginy pospaxyHkiB 3 nepcoHanom [lenapTaMeHTy
OGyxrantepcbkoro obniky Ta 3BiTHOCTI He Mi3Hille Hixk 3a 5
pobounx gHiB 40 Aatv Bunnatu 3apobiTHoi nnatu abo
NOroaKyeTbCsl KBanicikoBaHMM €NeKTPOHHUM Nianmncom
(KEM) Ha cninbHin nnatdopmi ans [denapTtameHTy
ynpaBniHHA nepcoHanomMm Ta Bigginy po3paxyHkiB 3
nepcoHarnom.

BignosiganbHiCTb 3a cBoeyacHy 0OpoOKy nogaHoi
iHpopmauii  Hece  YnpaBniHHA 3 ynpaeniHHA
BMHaropoaol  Ta  pe3ynbTaTUBHICTIO  AiSANIbHOCTI
nepcoHany [lenaptaMeHTy ynpaBniHHA nepcoHarnoMm 3a
YMOBM CBOEYACHOIMO OTPUMMaHHA  iHdopmauii  Big
BiNOBiAANbLHOrO KepiBHUKA.

BignosiganbHiCTb 3a cBOEYacHy BUMMATy NpeMmin 3rigHo 3
Hakasamu Hece Biggin pospaxyHKiB 3 nepcoHanom
HenaptameHTy Gyxrantepcbkoro obriky Ta 3BiTHOCTI 3a
YMOBM CBOEYACHOIO MOAaHHs OOKYMEHTIB Ha Bunnarty
BIONOBIAHO 0O YMHHOI peaakuil «[Mpoueaypu 3aiCHEHHS
HapaxyBaHb Ta YTPUMaHb, NOB’A3aHMX 3 PO3paxyHkamMmu 3
nNepcoHanomy.

18. Bumoru Ao nosoxeHb i 3BiTiB Npo BUHaropoay
UYneHiB lMpaBniHHA Ta BNNuMBOBUX 0Ci6 BaHKy
3rigHo 3 «llonoxeHHAM nNpo  MORMITUKY
BUHaropoau B 6aHKy», 3aTB. MM HBY Ne153 Big
30.11.2020 (i3 3MiHamu, BHECEHMMU
noctaHoBow [MpaBniHHa HauioHanbHoro 6aHky
YkpaiHu Big 27 rpyaHsa 2023 poky Ne 189).

Y ubOMy po34ini TEPMIHM BXMBAKOTBCA B 3HAYEHHSIX,
HaBefeHHUX Yy onoxeHHi Npo NoniTUKy BUMHaropoau B
Banky, 3aTB. MMM HBY Nel53 Big 30.11.2020 (i3 3miHamu,
BHeceHMMK noctaHoBow [lpaBniHHa HauioHansHoro
GaHky Ykpainu Big 27 rpyaHst 2023 poky Ne 189) y nyHkKTi
2. Posginy 1 (Hagani — M HBY Ne 189).
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Basic principles formation of remuneration policy

The Bank's remuneration policy and its implementation
should:

1) be aimed at ensuring sustainable development,
align with the Bank's strategy, contribute to the
functioning of a comprehensive, adequate and effective
risk management system and not encourage the
acceptance of risks that exceed the acceptable level for
the Bank;

2) be gender neutral and be determined taking into
account the need to observe the principle of equal pay
for male and female employees for equal work or work
of equal value.

The determination and implementation of the
remuneration policy in the Bank is carried out taking into
account the size, specifics of the Bank's activities, the
nature and volume of banking and other financial
services, the Bank's risk profile, the systemic
importance of the Bank and the activities of the Banking
group, which includes the Bank,
compliance/implementation of the Bank's strategy,
business - plan, budget and risk appetite declaration.

The procedures defined by the Bank's remuneration
policy should be clear, documented and transparent,
easy to understand and monitor compliance with.

The remuneration policy determines the application by
the Bank:

1) the practice of a fixed remuneration that does not
depend on the financial result of the Bank's activities,
the achievement of goals, the fulfilment of powers
(including for new employees);

2) practices of variable remuneration for potential
receipts (income), the terms and probability of receipt of
which are uncertain;

3) payments in case of dismissal pending clarification of
the effectiveness of activities, achievement of goals,
fulfillment of powers.

The Supervisory Board determines, approves, reviews
at least once a year and, in the manner determined by
it, evaluates and controls the implementation of the
remuneration policy, which must determine the criteria
for:

1) establishment of a fixed remuneration, which displays
the level of professional experience and organizational
responsibility in view of the employee's job duties;

2) establishment of a variable remuneration, which
displays consistent and balanced performance of duties
taking into account the Bank's risks, as well as a result
that exceeds the requirements of the employee's job
duties;

OCHOBHi MoniTUKU

BUHaAropoau

NpUHUMNU dopmyBaHHA

MoniTuka BuHaropoau B baHky Ta i peanisauia maoTb:

1) 6yt cnpsmoBaHMMKM Ha 3abe3neyeHHA CcTanoro
PO3BUTKY, Y3roxXyBaTucs 3i cTpaTterieto baHky, cnpuaTu
PYHKLIOHYBaHHIO KOMIMIEKCHOT, afjeKBaTHOI Ta
e(eKTUBHOI CUCTEMW yNpaBfiHHA puU3nMKamm Ta He
3a0xo4yBaTW OO0 MPUAHATTS PU3MKIB, AKi MEPEBULLYIOTb
aonyctumuni ansa baHky piBeHb;

2) 6yt reHOepHO HeWTpanbHMMKM Ta BU3HaYaTuCa 3
ypaxyBaHHAM HEOOXigHOCTI AOTPUMAaHHSA  NpUHLMNY
PiBHOI onnaTu npaui NpauiBHMKIB YONOBIYOI Ta XiHOYOl
cTaTi 3a piBHY poboTy 4 poboTy 0AHAKOBOI LIHHOCTI.

BusHaveHHs Ta peanisauis nonitukm BuHaropoam B banky
3[JIACHIOETLCH 3 ypaxyBaHHAM pO3Mipy, 0cobnmBocTen
fisnbHocTi BaHky, xapaktepy 1 obcsariB 6aHKIBCbKMX Ta
iHWKUX cbiHaHCOBMX nocnyr, npodinto puaunky baHky,
CUCTEMHOI BaxnnBocCTi baHky Ta gisanbHOCTi BaHkiBCbKOT
rpynu, Jo cknagy AKOT BXOOUTb BaHk,
OOTpMMaHHSA/BUKOHaHHA cTpaTerii baHky, GisHec-nnaHy,
OlopKeTy Ta Aeknapauii CXUNbHOCTI 40 PU3NKIB.

Mpoueaypw, BU3HAYEHI NONITMKOK BUHaropoan baHky,
MalTb  OyTM  JiTKMMKM,  33J0KYMEHTOBaHUMM  Ta
Npo30pUMMK, NErKMMU AN PO3YMIHHA Ta MOHITOPUHTY
OOTPUMaHHS.

MoniTvka BUHaropoau BU3Havae 3actocyBaHHsA BaHkom:

1) npakTvku dikcoBaHOI BUHAropoau, sika He 3anexuTb
Big (piHaHcoBoro pesynbTaty baHky, JOCArHeHHa uinen,
BMKOHAHHS MOBHOBaXeHb (YKIoYakun Taky MpakTuky
LLoA0 HOBUX NpauiBHUKIB);

2) npakTMkM 3MiHHOI BMHaropoan 3a
HaOXoMKeHHA  (goxoau), CTpokKM Ta
OTPUMAHHS SKUX € HEBU3HAYEHUMM;

3) Bummatm B pasi 3BiMbHEHHA [0 3’ACYBaHHSA
e(eKTUBHOCTI QiANbHOCTI, JOCArHEHHS Linen, BUKOHaHHS
NMOBHOBaXeEHb.

NMOTEHLiNHI
WMOBIpPHICTb

HarnsgoBa paga baHKky BM3Hayae, 3aTBEPAXYE, He
piflle ogHOro pasy Ha pik nepernsigae Ta 'y BU3Ha4eHoMy
Hel nopsaKy 34INCHIOE OLiHKY Ta KOHTpoOmnb 3a
peanisauieto NONiTMKM BUHAropoau, sika Mae BM3HA4YaTU

KpuTepii ans:
1) BCTaHOBNEHHA  (iKCOBaHOI  BMHAropoan, sika
BigoOpaxxae  piBeHb npodyecinHoro  goceigy Ta

OpraHisauifHoi BigNoBiganbHOCTI 3 ornagy Ha NocagoBi
000B’A3KM NpauiBHUKA;

2) BCTaAHOBIEHHSA 3MiHHOI BUHAropoau, sika Bigobpaxae
nocnifoBHe Ta BMBAaXeEHe 3 ypaxyBaHHAM pu3nkiB BaHky
BMKOHaHHs 00OB’A3KIB, a TaKkoX pe3ymnbrar, Lo
nepeBuLLY€E BUMOTM NOCafoBUX 0OOB’A3KIB MpaLiBHMKA;
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3) application of the procedure for cancellation/refund of
accrued/paid variable remuneration for/in previous
periods.

The remuneration policy should contain the procedure
for identifying persons whose professional activity has a
significant impact on the Bank's risk profile, and should
include the following issues:

1) identification of management bodies/ divisions/
officials responsible for identification of persons whose
professional activity has a significant impact on the
Bank's risk profile;

2) determination of qualitative and quantitative criteria
for identifying persons whose professional activity has a
significant impact on the Bank's risk profile;

3) registration of the results of identification of persons
whose professional activity has a significant impact on
the Bank's risk profile, approval of their list;

4) periodicity (at least once a year) of reviewing the list
of persons whose professional activity has a significant
impact on the Bank's risk profile;

5) written notification to the Bank's shareholders (at
least once a year) and to the National Bank (at least
once a year and at its request) on the identification of
persons whose professional activities have a significant
impact on the Bank's risk profile and their list.

The Bank provides information on the identification of
persons whose professional activity has a significant
impact on the bank's risk profile, and a list of such
persons to the National Bank upon its request.

The remuneration policy should encourage members of
management board, influential persons to act in the
interests of the Bank and not to take excessive risks.

The remuneration policy must determine the procedure
for making decisions on the payment/ deferral/
reduction/ cancellation/return of variable remuneration,
and may also determine the forms of payment of
variable remuneration.

The Bank makes a decision on the payment of variable
remuneration taking into account the risks accepted by
the Bank and the results of risk acceptance, the financial
results of the Bank's activities, compliance with the
capital adequacy and liquidity requirements.

The remuneration policy determines, taking into account
the established legal requirements, the amount of
information on the payment of remuneration, which is
included in the Bank's annual report. The amount of
information about remuneration to be included in the
Bank's annual report cannot be less than that
established by law.

The Supervisory Board sets the remuneration of the
Chairman and Members of the Board, the head and
employees of the internal audit division, the chief risk
officer, the chief compliance officer.

3) 3acTocyBaHHs MOpsOKy CKacyBaHHS / MOBEPHEHHS
HapaxoBaHoi / BuUNNaveHoi 3MiHHOI BMHaropoan 3aly
nonepeaHi nepiogu.

MoniTuka BUHaropoam Ma€e MiCTUTU NOPSIAOK BU3HAYEHHS
0Cib, NnpodeciHa QiANbHICTb SKMX Ma€ 3HAa4YHUIN BNIIMB Ha
npodine puauky baHky, Ta BkMoYaT Taki MMTaHHS:

1) BM3HauyeHHs opraHiB ynpaeniHHa/  nigpo3ainis/
nocagoBux ocib, BignoBiganbHUX 3a BU3HA4YeHHSA OcCi0b,
npodecinHa AiANbHICTE AKX Mae 3HaYHWA BNIMB Ha
npoine pmuanky baHky;

2) BMW3HAYEHHSA SKICHMX | KiNbKICHUX KpuTepiiB Ans
BM3HA4YeHHA 0cCi0, npodeciiHa [isanbHICTL SKUX Mae
3HaYHWKM BNAIMB HA NPOQinb pu3nKy baHky;

3) odopMneHHs pesynbTaTiB  BU3HAYeHHA  OcCib,
npodecinHa [ianbHICTb AKX Ma€ 3Ha4yHUN BNUB Ha
npodinb pusnky baHky, 3aTBepaAXeHHs iX nepeniky;

4) nepiogunyHiCTb (He pigwe oaHOro pasy Ha pik)
nepernsgy nepeniky ocib, npogecinHa QianbHICTb AKX
Ma€ 3Ha4HU BNAMB Ha Npodinb puaunky baHky;

5) nucbmoBe noBIigOMMEHHs1 akuioHepam baHky (He
piglwe ogHoro pasy Ha pik) Ta HauioHansHomy BaHky (He
piglle oJHOro pa3y Ha pik Ta Ha WOro BUMOrY) Mpo
BM3HAYeHHs 0cCiO, npodpeciiHa AisanbHICTL SKUX Mae
3Ha4YHUKM BNNMB Ha Npoinb puaunky baHky, Ta ix nepenik.

Bank Hapae iH(opmauilo Wwoao Bu3HadYeHHA ocib,
npodecinHa [ianbHICTb AKX Ma€ 3Ha4yHUN BNAUB Ha
npodinb pu3nky banky, Ta nepenik Takux oci6
HauioHansHoMy BaHky Ha oro Bumory.

lMoniTnka BUHaropoan Mae CTUMYIOBaTW YreHiB opraHis
ynpaerniHHSA, BNNMBOBKX Ocib AisiTu B iHTepecax baHky Ta
He NpuMaTn HagMIpHUX PU3KKIB.

MoniTuka BWMHaropogM Mae BM3HA4YaTU  NOPSOOK
NPUAHATTS  piweHb npo Bunnaty/ BigcTpodeHHs/
3MeHLWeHHs/  cKacyBaHHSA/  MOBEPHEHHA  3MiHHOT

BMHAropoau, a TakoX MOXe BM3Hayaty oopmMu BUNMIaTu
3MiHHOI BUHAropoau.

BaHk npuimae piweHHa WoAo BunNnatM  3MiHHOI
BMHAropoau 3 ypaxyBaHHSAM MPUNUHATUX BaHKOM pu3ukis
i pesynbTaTiB NPUAHATTA  PU3KKIB, PiHAHCOBOIO
pesynbTaTty OianbHOCTI BaHky, OTPUMaHHSA BUMOT LWOA0
OOCTaTHOCTI KaniTany Ta 4OCTaTHOCTI NiKBIAHOCTI.

MoniTuka BWHaropoaM BU3HA4Yae 3  YypaxyBaHHAM
yctaHoBneHux MM HBY Ne 189 Bumor obcsr iHhopmauii
Npo BWHaropody, WO BKMNHOYAETLCA A0 PIYHOro 3BiTY
Banky. O6car iHpopmauii npo BMHaropogy, Lo nignarae
BKIIIOYEHHIO [0 pivyHoro 3BiTy baHky, He moxe 6ytu
MeHLLUM, HixX ycTaHoBreHo M HBY Ne 189.

Harnagosa paga baHky BCTaHOBIOE pO3Mip BUMHAropoam
onosu Ta YnexiB NpaBniHHSA, KepiBHUKA Ta npauiBHUKIB
niapo3giny BHYTPILWHBLOTO ayauTy, TFOfIOBHOMO PU3NK-
MeHe[xepa, rofloBHOMO KOMMaeHCc-MeHeoKepa.
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The Management Board sets the amount of
remuneration of other employees of the Bank, unless
otherwise provided by the legislation of Ukraine and/or
the Bank's statute.

18.1. Requirements to the provisions of the
Management Board, influential persons on
remuneration and their reflection in the regulatory
documents of OTP BANK JSC.

Regulations on remuneration of Members of the Board,
influential persons (hereinafter - the provisions on
remuneration) describes the system of remuneration of
Members of the Board, influential persons.

18.1.1. The provision on remuneration is an internal
document of the Bank, which:

1) determines the basic principles of the system of
remuneration of Members of the Board, influential
persons introduced in the Bank, components of
remuneration (introduction of only fixed remuneration or
combination of fixed and variable remuneration),
structure of such remuneration (types of fixed and
variable remuneration), criteria for determining the
amount and/or procedure (separately for each type of
fixed and variable remuneration), the procedure for
assessing the fulfillment of these criteria;

2) contains information about the incentive program for
Members of the Board, influential persons (if any), which
includes information on the conditions for monetary
and/or non-monetary incentives, and the causal link
between performance of work and the variable
remuneration of a member of the Managment Board,
influential person;

3) contains the principles and parameters of the system
of non-monetary incentives (if the bank has such a
system);

4) contains information on additional retirement
payments (including cases of early retirement of
members of the Management Board, influential
persons) and the procedure for paying remuneration in
case of discharge of an employee before retirement (if
the Bank introduces such payments to Members of the
Board, influential persons);

5) determines the distribution of powers to make
decisions on remuneration;

6) determines the procedure for compiling, approving
and publishing the report on remuneration of Members
of the Board, influential persons (hereinafter - the report
on remuneration);

7) contains information
on the Bank's policy regarding the term of
agreements (contracts) with members of the

MpaBniHHA BCTaAHOBMOE pPO3MIp BUHAropogu iHLINX
npauiBHuKkiB baHKy, sKwo iHWwe He nepegbaveHo
3aKOHOA4ABCTBOM YKpaiHu Ta/abo ctaTyToM BaHky.

18.1. Bumorn no nosnoxeHb Npo BUHaropoay YneHiB
MpaBniHHA, BNIAIMBOBUX OCi6 Ta BigoOpaeHHA iX B
pernameHTyrounx gokymeHtax AT “OTIMN BAHK”.

MonoxeHHs npo BuHaropody YneHiB [lpaBniHHA,
BMMMBOBUX OCIO (gani — MOMNoXeHHs Mpo BMHaropoay)
onucye cuctemy BuHaropogu YnediB [paBniHHS,
BMIIMBOBWX OCib.

18.1.1. TlonoxeHHs nNpO BMHAropogy € BHYTPILWHIM
AOKyMeHTOM baHky, skui:

1) BM3HA4Yae OCHOBHI 3acaaw 3anpoBaXeHOi B baHky
cuctemn BuHaropoau Ynewis [NpaBniHHSA, BRNMBOBUX
ocib, cknagoBi BuHaropoAu (3anpoBafXEHHs nuLie
c¢ikcoBaHOi BMHaAropogn 4m noegHaHHS ikcoBaHOI Ta
3MiHHOT BUHAropoam), CTPYKTYpy Takoi BuHaropoau (BMau
gikcoBaHOi Ta  3MiHHOI  BMHaropogu),  KpuTepii
BM3HA4YeHHs po3Mipy Ta/abo nopsagoK pPO3paxyHKy
po3Mipy BuHaropoau (OKpPeMO LOAO KOXHOro Buay
(ikcoBaHOi Ta 3MiHHOI BMHAropoAmu), NOPSAOK OLHKM
BMKOHAaHHS LX KpUTEpIiB;

2) MiCTUTb iHOpMAaLio WOAO0 NporpamMm CTUMYIOBaHHS
UneHiB NpaBniHHs, BANMBOBUX OCIO (3a HasiIBHOCTI), Ska
BKITlOYMa€e iHpopmMaLito Npo YMOBM 3axofiB rPoOLLOBOro
Ta/abo HerpowoBOro CTUMYMOBAHHA, | MPUYMHHO-
HacnigkoBoro 3B'si3Ky MiX edeKTMBHICTIO poboTu Ta
3MiHHOIO BMHaropogol u4neHa [lpaBniHHSA, BMAMBOBOI
ocobu;

3) MiCcTMTb npuHUMNM Ta napameTpu cucTemu
HEerpoLloBOro CTUMYJIOBaHHS (3a HasiBHOCTI B bBaHky
Takoi cuctemum);

4) mMicTuTb iHdbOpMaLito NPO AOAATKOBI NEHCINHI BUNNaTu
(BKkntOYaouM BUMAOKM SOCTPOKOBOIO BUXOAY Ha MEHCIH0
UneHis NpaBniHHA, BNIMBOBKUX OCiB) Ta NOPAA0OK BUNMaTH
BMHAropoam B pasi 3BiNbHEHHS npauiBHMKa 00 BUXo4y Ha
neHcito (y pasi 3anpoBagxeHHs baHkom Takux Bunnat
UneHam lNpaBniHHSA, BNNnBoBMM 00bam);

5) BU3Hayae po3nofin NOBHOBaXeHb OO0 MNPUNAHATTSA
piLeHb Npo BMHaropoay;

6) BM3HA4Yae MOPSOOK CKMadaHHs, 3aTBepOKeHHs Ta

ONPUINIOOHEHHs  3BiTY MNpo  BuHaropogy YneHis
MpaBniHHA, BAAMBOBMX oOcCi6 (gani — 3BIT npo
BMHaropoay);

7) MicTUTb iHhopmaLito Wwoao
noniTukn BaHKy CTOCOBHO CTPOKY fAii AoroBopis
(koHTpakTiB) 3 4yneHamu [MpaBniHHA, BNAVBUMMU
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management body, influential persons (written
employment agreements (contracts) are held in
cases specified by law)

and the inclusion in such agreements (contracts)
of conditions for payment of dismissal (if any);

8) contains information on the procedure and conditions
of remuneration payment, forms of remuneration
payment (in cash / non-monetary instruments) and
terms of payment;

9) determines the procedure for partial payment,
deferral, reduction / cancellation of the variable
remuneration (its parts), including such a procedure in
the terms of contracts with Members of the
Management Board, influential persons if there is a
variable component in the remuneration structure;

10) determines the procedure for returning the paid
variable remuneration (parts thereof) by Members of the
Management Board and influential persons, and
including such a procedure in the terms of contracts with
them;

11) contains an explanation of the methods used by the
bank to establish compliance with the criteria for
assessing the effectiveness of the Members of the
Board, influential persons;

12) contains other conditions that do not contradict the
principles of the remuneration system defined by this
Policy;

13) determines taking into account the requirements
established by law, the amount of information contained
in the report on remuneration and the amount of
information on remuneration that may be disclosed,
including consent to such disclosure in the terms of
contracts. The amount of information about the
remuneration that to be made public cannot be less than
that established by law.

14) determines that in order for the Bank to make
payments of variable remuneration [including partial
payment, deferral, reduction/ cancellation of payment of
variable remuneration (parts thereof)], a management
accounting system (including analytical records
accounts) or an escrow account with appropriate
contractual conditions are used;

15) may establish the procedure for the operation of the
account specified in subclause 14, and the inclusion of
this procedure in the terms of contracts with Members
of the Management Board, influential persons.

Points of the chapter 18.1.1 are described in this Policy,
in Banking Group Remuneration Policy, Bylaws on
Labor Remuneration for OTP BANK JSC Employees
anf first subparagraph of point 7) is dicribed in the

ocobamu (nucbmoBi TPYyLOBI Jorosopm
(KOHTpaKTK) ynagaroTbCs y BUNagkax BU3HAYEHMX
3aKOHOAABCTBOM YKpaiHu),

Ta BKMIOYEHHHA [0 TakMX OOroBopiB (KOHTPAKTIB)
YMOB MpO BUNMaTH 3i 3BiflbHEHHS (3@ HAsABHOCTI);

8) micTuTb iHopMaLito NPo NOPSJOK | yMOBM BUMNATK
BMHaropoau, opmu BuNnatu BuHaropoau (rpowmma/
HEerpoLlOBMMN iIHCTPYMEHTaMK) Ta CTPOKM BUNNATK;

9) BM3Ha4aEe NopsAoK YacTKOBOI BUMMATKH, BiACTPOYEHHS,
CKOpPOYeHHs/ ckacyBaHHS 3MiHHOI  BuHaropoau (i
YaCTWH), BKIOYEHHS TAKOro NOPSAKY A0 YMOB AOrOBOpIB
i3 YneHamu [lpaBniHHA, BNIMBOBMMKM ocobamu 3a
HasABHOCTI B CTPYKTYpi BUHAropoau 3aMiHHOT CKnagoBoi;

10) Bu3Ha4yae nNOPSOOK MNOBEPHEHHA  YneHamwu
MpaBniHHA, BAAMBOBMMU O0COGaMM BUMNNAYEHOI 3MiHHOI
BMHaropoau (il YacTuH), BKIOYEHHS Takoro nopsgky Ao
YMOB [OrOBOPIB i3 HUMU;

11) mMiCTUTb MOSICHEHHA MeTOAIB, SKi 3acTocoBye BaHk
AN BCTAHOBIIEHHA  BUKOHAHHS  KPUTEPITB  OLHKK
edeKTMBHOCTI poboTn Ynerie [MpaBniHHSA, BNMBOBUX
0cCib;

12) micTuTb iHWI YyMOBW, SKi HE cynepeyaTb NpuHUMNamM
cucTemMun BUHaropoau, Bu3HayeHum uieto Nonitukoto;

13) BuM3Havae 3 ypaxyBaHHAM ycTaHoBneHux [N HBY
Ne 189 Bumor obcAr BiJOMOCTEN, WO MICTATLCA Y 3BiTi
npo BUHAropogy, Ta obcar BigoOMOCTelN Npo BMHAropoay,
O MOXYTb OYTU ONPUMIOOHEHI, BKITIOYEHHS 3roau Ha

Take ONpWMOHEeHHA [o0 YyMoB porosopiB.  O6csr
BiJOMOCTEN npo BUHaroponay, o nignsrae
ONPUMIOOHEHHID, He MoXe OyTu MeHWuM, Hix

ycTtaHoBneHo MM HBY Ne 189.

14) Bu3Havae, WO AN 34incHeHHs baHkom Bunnat
3MiHHOI BMHaropoau [BKNiOYaluu 4YacTKoBY BuMnaTy,
BIOCTPOYEHHS, CKOPOYEHHS / CcKacyBaHHs BuNnatu
3MiHHOI BuHaropoau (il 4acTWMHUW)] BUKOPUCTOBYETLCS
cucTeMa ynpaBriHCbKOro OOMiKy (BKMHOYaouM paxyHKu
aHaniTmyHoro  obniky) abo  eckpoy-paxyHoK i3
BiANOBIAHVMW JOrOBIPHUMN yMOBaMU;

15) moxe BCTaHOBMIOBaATU MNOPSOOK (PyHKUIOHYBaHHSA
paxyHKy, 3a3Ha4yeHoro B NianyHKTi 14, Ta BKIOYEHHS
UbOro nopsaky Ao YMOB [JoroBopiB i3 YneHamu
MpaBniHHSA, BAMBOBUMKU OCOBGaMM.

MignyHkTn nyHkTy 18.1.1 Po3giny 18 BigobpaxeHi y uin
MonitTuui, [pynosin nonituyi BuHaropoan bBaHky,
MonoxeHHi npo onnaty npaui npadigHukis AT «OTTIl
BAHK», a nepwa 4actnHa nignyHkTy 7) nyHkTy 18.1.1
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Articles of Association of JSC OTP BANK and in the
Rules of procedure of the Management Board.

Supplement to subsection 14)

For the payment/ deferral/ reduction/ cancellation of
variable remuneration (its parts) to Members of the
Management Board, influential persons, the use of a
management accounting system is assumed.
The rules of internal management accounting are
established by the Bank independently in an internal
regulatory document signed by the Chairman of the
Bank's Management Board.

18.1.2. The provision on remuneration has:
1) be transparent, clear and focused on avoiding
conflicts of interest in the Bank, not to discriminate;

2) comply with the risk management policy and be
aimed at preventing incentives to take risks that exceed
the allowable level of risk appetite in the Bank;

3) contain information on conducting / failing to conduct
a periodic independent external evaluation of the
payment of remuneration in the Bank;

4) meet the requirements of the banking legislation of
Ukraine, the legislation on joint stock companies and
NBU's requarements (with changes and additions);

5) comply with the system of distribution of powers in
decision-making (checks and balances) created in the
Bank, corporate governance, code of conduct (ethics)
of the bank;

6) determine that the remuneration of the Members of
the Board, influential persons must be reasonably
justified in relation to similar (or commensurate) market
indicators of the size and terms of payment of
remuneration;

7) determine reasonable coefficients (ratios) between
the fixed and variable parts of remuneration, taking into
account that the variable remuneration of a member of
the Board/ influential person for the corresponding
financial year may not exceed 100% of the amount of
his/her fixed remuneration;

8) determine that variable remuneration is paid only if its
payment does not have a negative impact on the
financial condition of the Bank, the results of the Bank's
activities (achievement of planned performance
indicators), as well as on the condition that such
payments will not have a negative impact on the
sustainable development of the bank;

9) determine that the payment of part of the variable
remuneration is deferred for a period, which is
determined by the Supervisory Board (for Board
Members, head and employees of the Internal Audit
Division, Chief Risk Oficer (CRO), Chief Compliance
Oficer (CCO)), or by the Management Body (for all other
influential persons) and may not be less than four years.
The share of variable remuneration to be deferred is
determined by the Supervisory board (for Board
Members, influential persons) and must be at least 40%

Posginy 18 ujei MNonitukn BigobpaxeHo y Cratyti AT
«OTI1 BAHK» Ta B “lNonoxeHHi npo MNMpaeniHHsA".

[donoBHeHHs o nignyHkTy 14)

[nsa 3piicHeHHsa Bunnaty / BioCTPOYEHHS / 3MEeHLWEHHS /
CKacyBaHHS 3MiHHOT BUHaropoam (ii YacTuH) ansa Ynexis
MpaBniHHS, BMMBOBUX oci6 nepenbavaetbcs
BMKOPUCTaAHHA  CUCTEMW  YNpaBsriHCbKOro  obniky.
[MpaBuna BHYTPIWHLOrO YNPaBniHCLKOro 06Miky BaHk
BCTAHOBJIIOE CAMOCTIMHO BHYTPIWHIM  perynsiTMBHUM
OOKYMeHTOM 3a nignncom [ronoswu MNMpaBniHHA BaHky.

18.1.2. lNonoxeHHs Npo BUHaropogy Mac:

1) 6yTM npo3opum, 3pO3yMminMM Ta OpPiEHTOBaHUMM Ha
YHUKHEHHS1 KOHMIKTY iHTepeciB y baHky, He gonyckatu
OVCKpUMIHaUii;

2) BignosigaT noniTuui ynpaeniHHA pusnkamun Ta ByTu
HauineHMm Ha HegoNyLWEeHHS CTUMYNIOBaHHS MPUAHATTS
puU3KKiB, SKi NepeBuLLyOTb gonycTumnin y baHky piBeHb
pU3MK-aneTuTy;

3) MICTUTH iHdbopmaLito woao
HenpoBeAEHHA MepiogMYHOI  He3anexHoi
OLiHKM BUMNaTu BMHaropoau B baHky;

4) Bignosigatn Bumoram 6aHKIBCbKOro 3akoHOAaBCTBa
YKpaiHun, 3aKkoHO4aBCTBa NPO akUioHepHi ToBapucTBa Ta
Bumoram N HBY Ne 153 (3i 3MiHaMu Ta AONOBHEHHAMM);
5) BignosigaTn cTBOpeHin y baHky cuctemi posnoginy
MOBHOBaXeHb Yy MNPUWHATTI piweHb (CTpMMyBaHb i
npoTmBar), KOPMNOPaTUBHOIO  yMpaBMniHHA, KOAEKCY
noBediHkn (eTukn) baHky;

6) BM3HayaTM, WO BuHaropoga YnediB [lpaBniHHS,
BNNMBOBUX OCIO Mae OyTM po3yMHO OGIPYHTOBAHO
CTOCOBHO aHanoriyHmx (abo ChiBMipHUX) PUHKOBUX
NMOKa3HWKIB PO3MIpiB i YMOB BUMMaTU BUHAropoau;

npoBeaeHHs1/
30BHIiLUHbOI

7) BM3HayaTu 06r'pyHTOBAHI KoedilieHTH
(cniBBigHOLWEHHA) MK  (bikcoBaHOK Ta  3MIHHOWO
YacTMHaMK BMHAropoam 3 ypaxyBaHHSM TOro, WO 3MiHHa
BMHaropoga Ynena [lpaBniHHA/ BNNuBOBOI 0cobu 3a
BiANOBIAHWA (PiHAHCOBUM piK HE MOXe MepeBuLLyBaTh
100% po3mipy roro/ii chikcoBaHoi BUHaropoau;

8) BM3HayaTu, WO 3MiHHA BWHaropoga BUMNMA4YyeTbCH
TiNbkM 3a ymoOBW, WO T|i BuNNata He ChNpUYMHSE
HeraTMBHOro BNNUBY Ha piHaHcoBMM cTaH bBaHky,
pesynbTatu AiSANbHOCTI BaHky (oocsarHeHHs
3annaHoBaHMX MOKa3HWUKIB e(PeKTUBHOCTI AianbHOCTI), a
TakOX 3a YMOBM, WO Taki BuNMaTM He MaTUMyTb
HeraTMBHOIO BMSIMBY Ha CTanuin po3BUTOK BaHky;

9) BU3Ha4aTu, WO BMNIaTa YaCTMHU 3MiHHOI BUHAropoau
BIACTPOYYETLCA Ha nepiod, SKUA  BU3HAYaETbCH
Harnsgoeoto papgoto badky (gnst YnewiB [MpaeniHHS,
KepiBHMKa Ta npauiBHUKIB NiApo3diny BHYTPILLHLOIO
ayanTy, roNoBHOIO pusnk-meHemkepa (CRO), ronoBHOro
KomnnaeHc-meHempkepa (CCO)), abo lNpaeniHHaM (gnsi
iHLLIMX BNAMBOBMX OCIO) Ta HE MOXe CTAHOBWUTKM MeHLUe
HXXK YOTMpPK POKWU. YacTka 3MiHHOI BMHaAropoan, sika mae
OyTn BiacTpoyeHa, BM3Ha4aeTbca HarnmsgoBow pafgoro
Banky (ans Ynenis [MpaBniHHA, BRAMMBOBUX OCIB) Ta
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(for the case specified in subclause 2 of clause 20 of
Section Il BR NBU Ne 189) or 60% (for cases defined in
clauses 21, 22 of Section Il of BR NBU Ne 189);

10) determine that the Supervisory Board
makes/decides to review in the direction of reduction of
dismissal payments, reduction/ cancellation of payment
of variable remuneration, return of already paid variable
remuneration in case of detection of the facts given in
subclauses 1-5 of clause 12 of Section Il of BR NBU Ne
189 (are listed below):

The remuneration policy and terms of agreements

concluded between the Bank and members of

Management Board, influential persons should provide

for a reduction/cancellation/return up to 100% of the

variable remuneration (both the current variable

remuneration and the amounts accrued/paid for/in

previous periods), as well as define specific criteria for

applying such a reduction/cancellation/refund of the

variable remuneration and the form of payment of the

variable remuneration.

These criteria should at least include the following

cases:

1) deterioration (negative dynamics) of the Bank's
performance indicators;

2) failure to achieve sufficiently the planned results of
the Bank's activities;

3) there are potential risks in the Bank's activities that
may lead to a significant deterioration in the bank's
financial condition or reputation;

4) The National Bank has made a decision on:
classifying a Bank as a problem Bank;
classifying a Bank as insolvent;
revocation of a banking license and liquidation
of the Bank;
withdrawal of a systemically important bank
from the market on the grounds specified in
clause 15 of Section VIl "Final Provisions" of the
Law of Ukraine On Banks and Banking
Activities;

5) member Board/influential

person:

was a participant in actions or responsible for
actions/inactions that led to significant losses of
the Bank;

violated the standards of generally accepted
and well-established business practices/
professional ethics, the Bank's code of conduct
(ethics);

lost an impeccable business reputation;
received a variable reward based on
information that later turned out to be unreliable.

of the Management

MOBWHHA CTaHOBUTU He MeHwe 40% (ans Bunagky,
BM3Ha4veHoro B NignyHkTi 2 nyHkTy 20 po3aginy Il MM HBY
Ne189) abo 60% (aona BuNagkiB, BU3HAYEHMX Y MyHKTaX
21, 22 pozginy Il MM HBY Ne189);

10) BmsHavatu, wo Harnsposa paga baHky npunmae
pilleHHs Wwoao nepernagy y 6ik 3MeHweHHa BunnaTt 3i
3BiflbHEHHS, CKOPOYEHHS / CKacyBaHHSA BUMMaTU 3MiHHOI
BMHAropoaun, MNOBEPHEHHS BXe BUMMAYEHOi 3MiHHOI
BMHaAropogn B pasi BusBMEHHS akTiB, HaBegeHUX Yy
nignyHkrax 1-5 nyHkty 12 posginy Il MM HBY Ne189
(BKa3aHi Hnx4e):

MoniTMka BMHaropogn Ta yMOBW LOrOBOPIB, YKIageHWX
Mk bBaHkom i YneHamu T[lpaBniHHA, BRNAMBOBUMU
ocobamu, MaloTb NnepeadadaTt 3MeHLIEHHS / CKaCcyBaHHS
/ noBepHeHHs 4o 100% 3miHHOT BUHaropoau (K NOTOYHOI
3MiHHOI BMHaropoau, TakK | CyMm, HapaxoBaHux [
BUNNayeHux 3aly nonepegHi nepiogu), a Takox
BM3Ha4aTW KOHKPETHI KpUTepii ANs 3aCTOCYyBaHHA Takoro
3MeHLWeHHs / ckacyBaHHSE /| MOBEPHEHHSI 3MiHHOI
BMHaropogm ta dopMm BUNNaTn 3aMiHHOT BUHAropoau.

MOBWHHI LOHAMMeEHLUe BKOYaTU Taki

i kputepii

BUNAOKM:

1) noripweHHa (HeraTuBHa [OUHaMiKa)
eheKTMBHOCTI AisneHoCTi baHky;

2) HeOoCArHeHHs B JOCTaTHIN  Mipi
pes3ynbTaTiB AianbHOCTI BaHky;

3) HasABHI MOTEHUiVHI pu3nkn y AisnbHOCTI baHky, wWwo

MOKa3HUKIB

3annaHoBaHuXx

MOXYTb MPU3BECTM [0 3HAYHOrO MOriPLUEHHS
(hiHAHCOBOrO CTaHy 4YM [0 MOTPLIEHHs penyTauii
BaHky;

4) HauioHanbHWin 6aHK NPUIAHSAB PiLLEHHS MpPO:
BioHeceHHs1 baHky fo kaTeropii npobnemHux;

BiAHECEHHSI BaHky o KaTeropii
HEennaToCNPOMOXHUX;

BiAKNUKaHHA OaHKiBCbKOI NiLeHsii Ta nikeBigauito
BaHky;

BMBEAEHHSA 3 PUHKY CUCTEMHO Baxnunsoro baHky
3 niacra., BU3Ha4YeHux nyHkTom 15 posginy VI
“lMpukiHueBi nonoxeHHs” 3akoHy YkpaiHu “Ipo
GaHkn | GaHKIBCbKY OisiNbHICTD”;

5) UYneH MpaBniHHA / BNNnBOBa ocoba:
6yB(6yna) YyYaCHUKOM ain abo
BignosigansHuMm(oo) 3a Aii /  pgonycTtus(na)
6e3nisnbHICTb, SKi NPU3BenM A0 3HaA4YHUX BTpaT
BaHky;
nopyLmB(na) ctaHgapTV 3aranbHOMPUNHATOI Ta
ycTaneHoi [ginoBoi npakTukn / npodecinHoi
€TUKKN, KoAeKcy noBediHkn(eTukn) baHky;
BTpaTuB(na) 6e3goraHHy OinoBy penyTauito;
OTpMMaB(na) 3MiHHY BuWHaropogy Ha nigcrasi
iHcbopmauii, aKa 3rogom BMsIBUNacs
HeOCTOBIPHOIO.
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Points of the chapter 18.1.2 are described in the
Banking Group Remuneration Policy and in this Policy,
including supplementations below.

Subparagraph 3):

A periodic independent external assessment of the
payment of remuneration to the Members of the Board,
influential persons is not carried out in the Bank, but
upon the decision of the Supervisory Board there may
be carried out.

Subparagraph 6) and 8):

The remuneration of the Members of the Board,
influential persons is reasonably justified in relation to
similar (or commensurate) market indicators of the size
and terms of payment of remuneration in the framework
of the approval of the establishment / change of
remuneration for the Board Members, influential
persons by the Parent Bank, taking into account the
analysis by the Parent Bank data remuneration of
similar positions in the labor market on the database of
Korn Ferry or another provider

The amount of the fixed fee is sufficient for the Bank to
be able to exercise its right not to pay a variable fee
(including claiming a refund of the already paid variable
fee), if the conditions required for such a variable fee are
not met . The key criterion for the sufficiency of a fixed
remuneration is its compliance with the professional
experience, the defined functional responsibilities of the
person and the level of his / her responsibility;

Subparagraph 9)

the payment of part of the variable remuneration may be
postponed for a certain period, which is determined by
the Group Remuneration Policy which is approved by
the Supervisory board (for Board Members, influential
persons). The share of variable remuneration to be
deferred is also determined according to the Group
Remuneration Policy. Changes and exeptions can be
add after the prior approval by Parent Bank

Subparagraph 10)
The Supervisory Board has the right to make decisions
according to the Group Remuneration Policy and Parent

Bank's decision on:

e payment of variable remuneration in part, deferral of
its payment, reduction / cancellation of its payment
(taking into account the results of activities, the
financial condition of the Bank);

e return of already paid variable remuneration (in
case of its payment on the basis of information,
which later turned out to be incorrect / unreliable)
and setting the term of such return;

¢ determining the amount of severance payments.

18.2 Requirements for remuneration reports

18.2.1 The remuneration report shall contain the
information on:

MignyHktv nyHkTty 18.1.2 Posginy 18 wuiei lMNonitukn
BigoOpaxeHi y NpynoBi nonitTuui BuHaropoan baxky, a
TakoX y uin MNoniTuui i3 BpaxyBaHHAM OONOBHEHb HUXKYE:
MignyHkT 3)

MepiognyHa Hes3anexHa 30BHIlUHA OuiHKa BuMnaTn
BMHaropogn CTocoBHO YneHiB [MpaBniHHSA, BAAMBOBMX
ocib B baHKky He npoBoguTbCH, NpoTe MoxXe OyTu
npoBefeHa 3a pileHHaM Harnagosoi pagn baHky.

MignyHkT 6) Ta 8)
BuHaropoga Ynenie [lpaBniHHS, BMAAMBOBUX  OCI0
PO3yMHO OBrpyHTOBYETLCSH CTOCOBHO aHanoriyHux (abo

CMiBMIPHNX) PUHKOBMX MOKa3HWKIB pPO3MIpiB i yMOB
BMNNATM  BUHAropoan B paMKax  MOTOMXKEHHSI
BCTAHOBIEHHSA/  3MiHM  BuHaropoau Aang  Ynexis

MpaBniHHA, BNNnBOBKX OCI6 3i CTOPOHN MaTepuHCBLKOro
BaHnky, 3 ypaxyBaHHAM aHanidy MartepuHckboro baHky
AaHNX BUHaropoam aHanoriYyHux nocag Ha pyHKy npaui Ha
6asi gaHmx Korn Ferry abo iHworo nposangepa.

Poamip dhikcoBaHOI BMHaAropoau SIBMASIETbCA LOCTATHIM

ans Toro, wob baHk maB 3mMory peanisyBaTu CBOE MpaBo

He BwWNnadvyeBaT¥ 3MiHHY BuWHaropogy (y Tomy u4ucni

BUTPeOYBaTU MNOBEPHEHHSA BXEe BUMMAYeHOi 3MIHHOI

BMHAropoam), Ko He BUKOHYKOTbCS YMOBU, LOTPUMaHHS

AKMX € HeoOXigHUM AOns Takoi 3MiHHOI BWHAropoaw.

KniouoBmm KpuTepiem  gocTaTHOCTI  @ikCoBaHOI

BMHaropoau € ii BignoBigHICTb NpodecinHomy Aoceiay,

BM3Ha4YeHMM (YHKUiOHanbHMM o06oB’A3kamM 0cobu Ta

PiBHIO il BignoBiganbHOCTI

MignyHkT 9)

BMMNNata YacTMHW 3MIHHOI BuWHaropoan Moxe 6yTu

BiJCTpPOYEHa Ha MEBHUI nepiod, SKUN BU3HAYAETLCA

pynoBoto MNOMITUKOD BUHAropoau, sika 3aTBepaAXyeTbCs

Harnsgosoto papgoto badky (ons Ynewi [MpaeniHHS,

BNIIMBOBUX 0Ci6). YacTka 3MiHHOI BUHaAropoau, sika Mae

OyTn BigCTpoYeHa, BM3HAYaETbCS TaKoX 3rigHO 3

["pynoBoto NOMITUKOI BUHAropoaun. 3MiHU Ta BUKITHOYEHHS

MOXYTb OYTK BHECEHi nicnsg nonepeaHboro noroaXeHHs

MaTepuHcbkum BaHkowm;

MignyHkT 10)

Harnsposa paga baHky mMae npaBo NPUWHATK pilleHHS

3rigHo 3 [pynoBoto NOniTUKO BUHAropoan Ta BiAnoBigHO

[0 piweHb MatepuHcbkoro baHky wono:

e BUMMATU 3MiHHOI BUHaropoau 4acTKOBO,
BiCTPOYEHHS T BUNNaTU, CKOPOYEHHSA/CKacyBaHHS ii
BUMNMNaTK (3 ypaxyBaHHAM pe3ynbTaTiB AianbHOCTI,
(hiHaHcoBOrO cTaHy baHky);

e [OBEPHEHHS BXe cnrayeHoi 3MiHHOT BUHaropoam (y
pasi ii cnnatu Ha nigcTasi iHpopmalii, sika 3rogom
BUSIBUNAcs  HenpaBWMbHOK/HEOOCTOBIPHOK)  Ta
BCTAHOBIEHHA CTPOKY Takoro NOBEepPHEHHS;

e BM3HAYEHHA PO3Mipy BUNNAT 3i 3BINbHEHHSA.

18.2 Bumoru go 3BiTiB npo BUHaropoay

18.2.1 3BiT npo MIiCTUTKN

iHgbopMmauito woao:

BMHaropogy MOBWHEH
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1) the amount of remuneration that was accrued/ paid
for/ in previous periods and/or should be paid to the
Members of the Board, influential persons based on the
results of the reporting financial year (with a breakdown
to fixed and variable components of remuneration, in
monetary form and non-monetary instruments (if
available));

2) the terms of the payment of remuneration (actually
paid remuneration and deferred (if any) in terms of
deferral periods);

3) a description of non-monetary instruments (if any) in
which the remuneration is to be paid to Members of the
Board, influential persons;

4) the facts of the Bank's use of the right to reduce/ to
cancel/ return the variable remuneration previously paid
to the Members of the Board, influential persons;

5) violations of the terms of the remuneration provisions
(if any) identified by the Bank and measures or
decisions applied as a result of such violations.

All information on the amounts of remuneration (in terms
of fixed and variable components) is provided in the
report on remuneration as a whole (collectively) for all
Members of the Board, influential persons without
detailing such amounts in terms of each individual
member of the Management Board, influential person.

18.2.2 The report on the remuneration of the Members
of the Management Board should additionally contain
generalized information for the relevant financial year
on:

1) the actual presence of a Member of the Board at
meetings of the board and its committees, which include
such a member of the board, or the reasons for his
absence;

2) confirmed facts of unacceptable behavior of a
member of the Management Board (including those
reported in confidence) and measures taken as a result
of the investigation in case of influence of such facts /
measures on the payment of remuneration to a member
of the Management Board;

3) the presence / absence of reasonable grounds for
payment / deferral / reduction / refund of variable
remuneration of a member of the Board.

The report on the remuneration of the influential persons
should additionally contain generalized information for
the relevant financial year on:

1) confirmed facts of unacceptable behavior of a
influential person (including those that are reported
confidentially) and measures taken as a result of the
investigation in case of influence of such facts /
measures on the payment of remuneration to the
influential person;

1) cym BuHaropoaum, ki 6ynu HapaxoBaHi/BunnadeHi 3aly
nonepiaHi nepiogn Ta/abo wmawTb OyTM BUMMAYEHI
yneHam  [lpaBniHHS, BNMBOBMM  ocobam  3a
pesynbTatamn 3BiTHOrO (iHAHCOBOrO pPoOKy (y po3pisi
dikcoBaHMX | 3MIHHUX CKIagoBWX BUHaropogu, Y
rpowoBin ¢opMi Ta HEerpoLoBMMU iHCTPyMEHTamu (3a
HasiBHOCTI));

2) cTpokiB BUNNatu BuHaropoam (haktuyHo BunnadveHol
BMHAropoan Ta BiOCTPOYEHOI (3@ HAsIBHOCTI) B pO3pisi
nepiogiB BioCTPOYEHHS);

3) onucy HerpoLwoBuX IHCTPYMEHTIB (3@ HasIBHOCTI), Y
AKMX Mae OyTM BuMNNayeHa BuMHAropoga 4feHam
MpaeniHHSA, BAMBOBUM ocobam;

4) dpakTiB BMKOpUCTaHHA BaHkoM npaBa Ha CKOpPOYeHHs/
CKacyBaHHS/ NOBEPHEHHSA paHille BWNNa4veHoi YrneHam
MpaBniHHA, BNNMBOBMM 0cobamM 3MiHHOI BUHAropoau;

5) BusBneHmx baHkom nopylleHb YyMOB MOMOXEHHSA Mpo
BMHaropogy (sKkwo Taki 6ynu) Ta 3acTtocoBaHuX 3a
HacnigkaMmyu Takux nopylleHb 3axoAiB abo MPUAHATUX
pilleHb.

Yca iHdopmauis wono cym BuHaropoau (B po3pisi
iKCOBaHUX i 3MIHHUX i CKNagoBKX) HABOOUTLCS B 3BiTi
Npo BMHAropody B LinoMy (CyKymnHO) 3a BCiMa 4neHamu
MpaBniHHA, BNNMBOBMMK 0cobamu 6e3 geTanisauii Takmx
CYyM Yy pO3pi3i KOXHOro OKpemoro uneHa [lpaBniHHSA,
BMMMBOBOI 0COON.

18.2.2 3BiT npo BuHaropogy YneHiB [lpaBniHHS
[o0aTKoBO Mae MICTUTW y3aranbHeHy 3a BignoBigHWN
diHaHCcoBUK pik iIHpOpMaLito LWOoAO:

1) dakTnyHoi npucyTHocTi uneHa [lpaBniHHA Ha
3acifaHHsX npaBniHHA Ta MOoro KOMITeTiB, 4O cknagy sKkux
Takui 4neH [lpaBniHHSA BXx0AuUTb, abo MNPUYUHU Oro
BiACYTHOCTI;

2) nigTBepaXeHux akTiB HENPUUHATHOI NOBEAiHKM
yneHa [lpaBniHHA (BKMOYauM Ti, WO MOBIAOMIIEHI
KOHMIAEHUINHMM LUIMASXOM) | BXUTUX 3a pesynbTaTamu
poscrigyBaHHs 3axofiB y pasi HasBHOCTI BNIMBY Takux
dakTiB/3axo4iB  Ha BUMMAATy  BUHAropogu  UrneHy
MpaBniHHA BaHky;

3) HasBHOCTI/BiACYTHOCTI 06I'pyHTOBaHMX MNigcTaB LWoao
BMNNAaTU  /BiACTPOYEHHSA/ 3MEHLUEHHSI/ MNOBEPHEHHS
3MiHHOI BMHaropoawn YneHa lNpaBniHHS.

3BiT Mpo BuHaropody BMNMBOBUX OCIO 0OAATKOBO Mae
MICTUTU y3aranbHeHy 3a BiAnoBiAHWW (DIHAHCOBUWN PiK

iHdbopMmauito woao:

1) nigTBepOXeHux pakTiB HENPUNHATHOI MOBEAiHKM
BMMMBOBOI 0COOM (BKMtOYaruyM Ti, WO MOBILOMIIEHI
KOHMIAEHUINHMM LUMASIXOM) | BXUTKUX 3a pesynbTraTamu
poscrnigyBaHHs 3axoAdiB 3@ HasiBHOCTI BMMMBY TaKuX
dakTiB/ 3axodiB Ha BuNnNaTty BMHaAropoau BMNUBOBIN
ocobi;

Cratyc goKymeHTa CornacosaHo

ABTOp AOKYMEHTa CHEMUS Galyna Leonidivna

[laTa norogkeHHs JOKyMeHTa 17.01.2025

41 cTop.



@ otp

[MoniTuka Npo ouiHKy AisNbHOCTI Ta MaTepianbHe cTuMyntoBaHHs npauisHukiB AT «OTIMT BAHK» /
Policy on the performance evaluation and the incentives for OTP BANK JSC employees

2) the presence / absence of reasonable grounds for
payment / deferral / reduction / refund of the variable
remuneration by/ to influential person.

18.2.3 The remuneration report must contain the
following information regarding payments in cash and /
or non-monetary instruments (if any) made in favor of
Members of the Management body, influential persons
in the reporting financial year:

1) the amounts of payments related to hiring / dismissal;

2) the market value of remuneration paid by means of
financial incentives, in the event that the Bank performs
the corresponding payments.

18.2.4 The remuneration report must contain the
following information about remuneration in the form of
participation of Members of the Board, influential
persons in the program of additional retirement
payments (if there is a program) if:

1) participation in the program with fixed payments -
regarding changes in the planned payments that
occurred during the reporting financial year;

2) participation in the program with fixed contributions -
regarding the contributions paid by the Bank in respect
of Members of the Board, influential persons during the
reporting financial year.

18.2.5 The remuneration report should contain
information on the provision of loans, credits or
guarantees by the Bank during the reporting financial
year to the members of the management body,
influential persons (indicating the amounts and interest
rates).

In general (collectively) for all members of the Bank's
board, influential persons, without detailing in terms of
each individual member of the Managment Board,
influential persons in the remuneration report provides
all the information specified in paragraphs 18.2.3-
18.2.5.

As for travel allowances, per diems and other expenses
that may be related to the performance of a person's
function as a member of the Managment Board,
influential persons, such payments should be reflected
by the Bank in the remuneration report as part of the
fixed remuneration of the members of the relevant
Managment Board, influential persons.

18.3 Procedure for development, approval and
promulgation of provisions on remuneration

The Supervisory Board approves the regulations on the
remuneration of the Members of the Management
Board, influential persons upon submission and after
themi consideration by the remuneration committee (if
such a committee has been established in the bank).

2) HasiBHOCTI/ BiACYTHOCTI 06r'pyHTOBaHMX NiACTaB LLOAO
BunNnaTtu/  BiOCTPOYEHHS)/  3MEHLUEHHSI/  MOBEPHEHHS
3MiHHOI BMHAropoam BNiMBoBi(oto) 0cobi(oto).

18.2.3 3BiT nNpo BuHaropogy MOBUHEH MICTUTU Taky
iHdbopmauio Wwoao Bunnat y rpowosin gopmi Ta/abo
HerpoLloBMMU iHCTPYMEHTaMu (3a HasiBHOCTI),
34iNCHEHNX Ha KopucTb YneHiB lMpaBniHHSA, BNIMBOBUX
0Cib y 3BiTHOMY (DiHAHCOBOMY pOLii:

1) cymu BunnaT, NOB’sI3aHUX i3 NPUAHATTAM Ha poboTy/
3BiflbHEHHS;

2) pUHKOBY BapTiCTb BUHaropog, BunnavYeHnx 3acobamm
MaTtepianbHOro CTUMYMOBaHHSA, Yy pasi  34iMCHEHHSA
BaHkom BignoBigHuX BUNnar.

18.2.4 3BiT nNpo BMHaropoay MOBUHEH MICTUTU Taky
iHpopmauito wono BuHaropoamn y dopmi yyacti UneHis
MpaBniHHA, BAAMBOBMX OCI6 y nporpami A0OAaTKOBMX
MEHCIMHUX BUNNAaT (3a HagABHOCTI Mporpamu) y pasi:

1) yyacTi B nporpami 3 oikcoBaHUMM BUNnaTamu — LoJo0
3MiH y 3annaHoBaHux BUnnarax, Wwo Bigdynucst npoTsirom
3BIiTHOrO (PiHAHCOBOrO POKY;

2) yyacTi B nporpami 3 iKCOBaHNMMWN BHECKaMUN — LLIOAO
cnnadeHnx baHkom BHeckiB cTocoBHO YneHiB MpaBniHHs,
BNIIMBOBWX OCI6 NPOTArom 3BITHOO PiHAHCOBOIO POKY.

18.2.5 3BiT npo BuHaropody mMae MiCTUTU iHpopmauito
Woao HagaHHA baHkoM NpPoTArom 3BITHOrO PiHAHCOBOIO
POKY No3uK, KpeauTtiB abo rapaHTin yneHam [NpasniHHS,
BNIIMBOBMUM 0cobaM (i3 3a3Ha4YeHHAM CyM i BiJCOTKOBMX
CTaBOK).

Y uinomy (cykynHo) 3a Bcima uneHamu lNMpasniHHa baHky,
BMNMBOBMMW ocobamu, 6e3 geTanisalii B po3pisi KOXXHOro
oKpeMoro YneHa lMpasniHHs, BNN1BOBOI 0CO6U B 3BiTi PO
BMHaropoay HaBOAUTLCA BCH iHdoOpMaLis, BU3HayveHa
nyHkTamn 18.2.3-18.2.5.

LLlo cTocyeTbca KoMMeHcaLin 3a BigpsaXeHHs, [o6oBUX
Ta iHWMWX BMAATKIB, WO MOXYTb OYyTU MOB’A3aHUMMK i3
BMKOHaHHAM ocobot  dyHKuii  4yneHa [lpaBniHHS,
BMNIIMBOBWX OCIO, TO Taki BUNnaTn matThb BigobpaxaTtucs
BaHkoM Yy 3BiTi PO BMHaropoay K cknagosi ikcoBaHOT
BMHAropoam YneHis BignosigHoro MNMpaBniHHSA, BAAIMBOBUX
ocib.

18.3 TMMopAgok po3pobneHHs, 3aTBepOXeHHA Ta
ONpuUOAHEeHHSA NONoXeHb NPO BUHaropoAay

Harnsposa papa baHky 3aTtBepiKye MOMOXEHHA npo
BuMHaropogy Ynenie [lpaBniHHA, BnnmBoBMX OCI6 3a
noAaHHAM Ta nicns X po3rnsgy KOMITeTOM 3 BUHaropoau
(sKwo Takum komiTeT y BaHKy CTBOpPEHO).
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Compliance (Compliance and Financial Monitoring
Directorate) and Risk Management Units (Operational
Risk Management Unit), as well as the Bank's Human
Resources Department (HR Directorate), Accounting
Department (Chief Accountant/ Accounting and
Statutory Reporting Directorate), Budget Planning
Department (Finance Directorate) and providing legal
support (Legal Directorate), pre-consider and agree on
the provision of remuneration.

The Bank places the provisions on remuneration on its
own website within 15 working days from the date of
their approval / amendments to them with the possibility
of viewing them.

18.4 Procedure for development, approval and

publication of remuneration reports

The Supervisory Board approves the reports on the
remuneration of the Members of the Management
Board, influential persons upon submission and after
them consideration by the remuneration committee (if
such a committee has been established in the Bank).
The Bank shall publish reports on the remuneration paid
to the members of the Management Board, influential
persons during the reporting financial year on its own
website within 15 working days from the date of their
approval by the authorized body of the Bank with the
possibility to view them.

19. Documentation

Appendix 1. Base amounts of the systematic (regular)
bonuses and annual remuneration.

Appendix 2. Structure and weigt of indicators for
position under Group Remuneration Policy Structure
and weigt of indicators for position under Group
Remuneration Policy.

Appendix 3. Bonus payment types.

20. Internal control

Migpo3ainvM KOHTPOM 3a AOTPUMaHHAM Hopwm (Bigain
KOMMNaeHcy) Ta 3 ynpaeniHHA pusnkamu  (Bigagin
yrpaeniHHA  onepauinHuMK  puankamm), a  TaKoX
nigpo3ginn  baHKy, BignoBiganeHi 3a poborty 3
nepcoHanom (JenapTameHT ynpasniHHA MepcoHanom),
BeAeHHs byxrantepcbkoro obniky (FonosHui 6yxrantep/
HenaptameHT Oyxrantepcbkoro ob6niky Ta 3BiTHOCTI),
nnaHyeBaHHa 6GilopxeTy ([enaptameHT diHaHCciB) Ta
3abe3neyeHHsa opuanyHoi  nigTpumkn  (KOpuguiHmui
aenapTtamMmeHT), nonepeaHbLo po3rnsagarnTb Ta
Y3rogKyrtoTb NMOMOXEHHS NP0 BUHAropoay.

BaHK po3Millye NOMNOXEHHS NPO BUHAropoay Ha BracHin
BeOcTOpiHUi npoTarom 15 pobouymx AOHIB i3 AHS iX
3aTBEPKEHHSA/BHECEHHS 0O HUX 3MiH i3 3abe3neyeHHAM
MOXINUBOCTI TX nepernsay.

18.4 TMMopagok po3pobneHHA, 3aTBepAXeHHA Ta
onpunoaHeHHs 3BiTiB Npo BUHaropoay

Harnagoea paga badky 3aTtBepaXye 3BiTM  Npo
BMHaropogy YnediB [paBniHHSA, BRNAMBOBUX OCiO 3a
nogaHHAM i nicna iX po3rnsagy KoMiTeToM 3 BMHaropoaum
(Ko Takum komiTeT y BaHky cTBOpeHO).

BbaHK poamilwye 3BiTM NpPO BMHaAropogy, BuMavyeHy
yneHam [lpaBniHHA, BMAMBOBUM ocobam MpoTSArom
3BiTHOro (piHaHCOBOro poOKy, Ha BriacHii BebCTOpiHUi B
mMepexi IHTepHeT npoTtarom 15 pobounx OHIB i3 gHA iX

3aTBEPOKEHHSA YNOBHOBaXXEHVMM opraHom baHky i3
3abe3neyvyeHHs M MOXIMBOCTI IX nepernsay.

19. lokymeHTauUifA

Hopatok 1. basosi po3Mipu  cUCTEMATUYHUX

(perynsapHumx)
poboTHn 3a pik.
HopaTtok 2. CTpykTypa i Bara nokasHuKiB Ans no3uuin nig
rPynoBO NOMITUKOK BUHAropoau.

HopaTtok 3. Tvnu npemitoBaHHS.

npemiin Ta BUHaropog no mnigcymMkam

20. BHyYTpIiLWHiN KOHTPONb

Onwuc
. Ha3Ba koHTponio/ peneBaHTHOro Onuc KQHTponlol BipnosiganbHui 3a MocunaHHA Ha
. Name of control UMK/ Description of KOHTponb/ _ nyHKT/
Description of control Responsible of control Link to item
relevant risk
IC-1 zﬂ':;ﬁ;ziﬁpﬁ?:i? pa— Pu3uk BTpaTtn KOHTpor_u: 3a I'IpauiBﬂVlKVl ,Ele_napTe_lmeHTy Posgin 9, nyHkT.

BCTAHOBIIOIOTLCS HA Hacy Ha KOPEKTHICTIO iHaHciIB, npauiBHyKis 9.1/

niacTasi NOKa3HWKIB, BUNPaBEHHA Po3paxyHKy 3a HanpsiMKy YnpasniHHs

3aTBEPIKEHNX BIOMKETOM, NOMUNOK/ KinbkicHumu KPI1/ pusukamu/

ICLIEEYa T [if Risk of losing time  Control for correctness ~ Employees of the Finance

HenapTameHT ditakcis, to correct mistakes  of calculation of Directorate, employees of Section 9,

npauiBHYKIB HaNpPsAMKyY
YnpaBniHHS puankamu/

guantitative KPI

the Risk Management

L paragraph. 9.1
division
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IC-2

IC-3

IC-4

Control of the calculation of
quantitative KPIs, which are
established on the basis of
indicators approved by the
budget, is entrusted to the
Finance Directorate,
employees of the Risk
Management division

KoHTpornb 3a
BcTaHoBneHHAM KPI ta
OLHIOBaHHS AiSNbHOCTI
npauiBHVKIB Ha MiaCTaBi
BUKOHAHHS HUMMU KiNTbKiCHUX
Ta sikicHux KPI/

Control for KPI setting and
evaluation of employees
activities based on their
performance of quantitative
and qualitative KP!I

KoHTpornb 3a
BCTAHOBJ1IEHHSAM Ta OLliHKOIO
OKR/

Control for setting and
evaluation performance of
OKR

KoHTponb AoTpumaHHs
BUMOT NOMIiTUKK/

Control of policy compliance

Pusuk BTpatn
Yyacy Ha
BUMPaBIEHHS
nomunok/

Risk of losing time
to correct mistakes

Pusuk BTpatn
yacy Ha
BUMPaBneHHs
nomunok/

Risk of losing time
to correct mistakes

Pu3uk BTpaTtn
yacy Ha
BUMPaBIEeHHS
nomuInok/

Risk of losing time
to correct mistakes

KoHTponb 3a
KOPEKTHICTIO
BcTaHoBneHHs KPI Ta
OLLIHKOI BUKOHAHHS
KPI/

Control for correctness
of KPI setting and
evaluation
performance of KPI

KoHTponb 3a
KOPEKTHICTIO
BCTAHOBMEHHA Ta
ouiHkoto OKR gns
KepiBHUKIB piBHA B-1 i
B-2 Tta ans iHwnx
npauiBHukiB /

Control for correctness
of the setting and
evaluation
performance of OKR
for managers of level
B-1 and B-2 and for
other employees

KoHTponb piBHA
[OTPUMaHHS
BCTaHOBIEHUX
napameTpis
MaTteprHCbKMM
BaHkoM ans noswuuin
nifg, rpynosoto
NoniTUKO
BMHAropoau, KOHTpOoIb
[OTPUMaHHSA
BCTaHOBIEHUX
napamMeTpiB Ans iHWKnX
noawuuin/

Control of the set
parameters by the
Parent Bank for the
positions under the
group remuneration
policy, control of the
set parameters for the
other positions of
payments entrusted to
employee of the
Human Resource
Directorate.

MpauiBHuk JenapTameHTy
ynpaBniHHs nepcoHanom/

Employee of the Human
Resource Directorate

["onosa lMpaBniHHg, YUneHn
MpaBniHHSA, NpauiBHMK
[enapTtameHTy ynpasniHHs
nepcoHanom/

Chairman of the
Management Board,
Members of the
Management Board,
employee of the Human
Resource Directorate

MpauiBHMK
HenaptameHty
ynpaBriHHS
nepcoHarnom/

Employee of the Human
Resource Directorate

Po3gin 9, nyHkKT.
9.1/

Section 9,
paragraph. 9.1

Po3gin 9, nyHkT
9.4,/

Section 9,
paragraph 9.4.

Posgin 9, nyHkT
9.1/

Section 9,
paragraph 9.1.
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3MmiH Ao NonoxeHHs Npo NomniTUKY BUHaropoau B 6aHKy»)

P.9.3:
pages 12, 21 — change of the threshold for Cost indicators,

Po3nin 9.3
CTOpiHKKM 12, 21 — 3MiHa nopory Ansi NOKa3HWKIB BUTPAT,

CraTyc gOoKyMeHTa CornacoBaHo

ABTOp JOKYMeEHTa CHEMUS Galyna Leonidivha

[aTa norogkeHHs gokymeHta | 17.01.2025

45 cTop.




© oip

[MoniTuka Npo ouiHKy AisNbHOCTI Ta MaTepianbHe cTuMyntoBaHHs npauisHukiB AT «OTIMT BAHK» /
Policy on the performance evaluation and the incentives for OTP BANK JSC employees

pages 15-16 - requirements for KPI of positions under the
Group remunaration policy

cTtopiHkn 15-16 — Bumorun go KPI noauuin nig Npynosoto
NoniTMKOIO NPeMitoBaHHSA
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Appendix 2
to Policy on the performance evaluation and the po lNoniTMka NPo OUiHKY AiANbHOCTI Ta MaTepianbHe

incentives for OTP BANK JSC employees

Oonatok 2

ctumynioBaHHs npauiBHukiB AT «OTIT BAHK»

CTpyKTypa i Bara nokasHuKiB ANA No3unLin Nig rpynoBoOl NOJiTUKOK BUHAropoau
Weigt of indicators for position under Group Remuneration Policy Structure and weigt of indicators for
position under Group Remuneration Policy

BONIpH KOMNAHE
= CEO AowipHix KOMNaMIN T3 'iAI ; 2 = IHLUi Bk KepISHULTES YrOpCuKMM KORCOMA0BIHUM VropCeRUi KOHCONA0EIRMI
astars _ﬂ‘ Giawec, ni Ka** iDsin DK Unes BABMA ***
Mo AOHIpHIX Komnasin | Merkantd { ATPMM ) A0 RpeITop. Acipan Npa
IHCTHTY U IngikaTop Bara IHAiKaTOp Bara IHgiKaTop Bara IRAIK3TOP Bara IHaIKaTOp Bara
M
(rpynosuii) 3aranom upl 100% 3aranom yini o 3aranom uu- 200% 3aranom wn 100% 3aranom le 100%
ot FPYNOSOro PiskA TPYNOBOrO pisHR FPYNOSOro pissA rPYNOBOTO PisHA TPYNOBOrO pissA
| wgkatop | Bara | Iugikatop Bara I4gikaTop Bara | Imgikarop Bara IKgikaTop Bara
KinbkichuM IHgIKaTOp 20% Kinskichuit Ingikatop 80% KinbKicHWM IRgiKaTOP 50% Kinsxicemnit Ingikatop 80% Kinekichmit IHgikaTop 0%
it FANBIAYANLH LN IAMBIAYansH Lini {AMBIAY ALK Wini i yini IHAnSiayanLH uin
pisens KomneTenyi Mﬁ KomneTenyt 20% KomneTewyi 20% KOMNETEHYT 20% KOMneTenyil 20%
33r3s0M Hans ayanos Saranom HaMs AyanDH 33r3n0M Hans ayanos S3ranom Hans ayanoH 3aranom =ausayance
wai 100% wl 100% Wi 100% il 100% i 100%
Oyinxa epexmuerocmi Oumxo ehexmuenocmi Oyinxa edpexmuesocmi Oyixa eexmuexocmi Oyirxa epexmuerocmi
Lini rpyNOS0ro PiskA 50% Lini rpynoBOro iR 40% Liini rpyNOSOro PisHA 25% LU rpyNOBOTO pisHA 50% LLini rpynoS0ro piska 40%
IRQUEiayanDR YN S0% IRAXEIZY3NDH YAl 0% IRgueigyancs yni 75% IRgMEIRYaNDH YAl 50% IRauSiayanoH yini 0%
* 33 BUHATKOM MEREAKEDIB NIADOIANY PHINKID, Y LEOMY BRNBAKY BATA WAEK TPYNOBOTD CTAHOBMTD 25%, 3 Bara IMQUBIAYaNDHIX YNeH - 75%.
** AKWO MERELKED HECE B AN0S A3A0HCTD 33 By An-Rxy 3 COSP YNPIENHHR DUIMKEMM [OKPM KERYRDHOTD P p v), Y 4 SHYTRIUHDOMD IYAKTY, B3T3

MapameTpn MOXYTb BYTU 3MiHEHI 3rigHO 3 pilueHHsIM MaTepuHcbKkoro baHky Ta maTb OyTy 3aTBEpAXKEHI HAaKa3oM

WAek TPYNOS0rD PISHA CXABA3E 20%, 3 2373 Yk IHANS QY2 ADHOTD PiaHR - 50%

SO0 Y SUNIAKY 3 YTODCOKMMM MESELMEDIMM, SHIHIHSHAMM K3 KICTYNHI DIEHRAY (2K

o g,

TDYNOBOTO0 DIBMA CKAZAIE 25%, 3 2373 NOKAIMMKIE AN Y AADHOTD DIBKA - 755,

Y E#naggy, RO TN YTOPCELIN

p M3E Te y Oy

{oprawizayi) craroEnTs 20%, 3 B33 KANERYAENERIX Yineh piexR — 80%.

i i3 odep ynpal

prINKawN,

12 CybROHCONIZOEIHOMY T3 MICLESOMY pissax), 2373 yinei

360 By TPRUKEOMD 3YANTY, E3r3 YINEOENX NOKIZHIKIE K3 DI rpyNR

"onoBu npaBniHHA | BHeceHi B AaHy NoniTnky npn HacTynHoMy OHOBIeHHi/ Parameters can be changed based on

SUBSIDIARIES
Foreign Foreign (business and support) * Forign additional level s \gari Bdated Hungarian consolidated
RS Subsidiary + Merkantll CEO Subsidiary + Merkantl DCEO (business, support**) subsidiary CEO subsidiary DCEO ***
Indicators Weight Indicators Weight Indicators Weight Indicators Weight Indicators Weight
Institutional
Total group level Total group level Total group level Total group level Total group level
level S 100% A 100% RS 200% = 100% S8 100%
(entity) indicators: (entity) indicators: (entity) indicators: (entity) indicators: {entity) indicators:
Indicators Indicators Weight | Indicators Weight | indicators Weight | Indscators Weight
Numerical indicators 0% Numerical indicators 50% Numerical indicators 0% Numerical indicators 80% Numerical indicators 0%
Sivide Individual targets Individual targets Individual targets targets Individual targets
level 10% 20%| |competence 20%,
Total individual leve! Total individual leve! Total individual level Total individual level Total individual level
indicators 100% indicators. 100% indicators: 100% indicators: 100% indicators 100%
Performance evoluation Performance evaluotion Performence evoluation Performance evaluation Performance evaluotion
Group level targets SO% Group levei targets 40% Group level targets 25% Group level targets 0% Group level targets a0%
Indvidual targets 0% Indvidual targets 60% Indvidual targets 75% Indvidual targets S0% Individual targets 60%

* Except for Risk Division managers, in which case the weight of group (entity) level targets are 25% and the weight of individual level targets are 75%.

** Except for the managers of Compliance, Internal Audit and Risk in which case the weight of group {entity) leve! targets are 20% and the weight of individual level targets are 80%.

**% |0 the case of Hungarian managers identified on further levels (including managers identified on sub-consolidated and local level) the weight of group [entity) level targets are 25% and the weight of individual level targets are 75%.
In case such Hungarian manager has responsibilities within any of the areas of risk management, compliance or internal audit, the weight of group [entity level targets are 20% and the weight of individual leve! targets are 80%.

Parent Bank's decision and should be approved by CEO’s order and add to the Policy in the next update
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Appendix 3

Dopatok 3

to Policy on the performance evaluation and the pgo NoniTvka Npo OUiHKY OisiNbHOCTI Ta MaTepianbHe
cTumyrntoBaHHs npauiBHukiB AT «OTIT BAHK»

incentives for OTP BANK JSC employees

Tunun npemitoBaHHA/ Bonus payment types

METO,CI,OHOI'ISI npemiloBaHHA

CrpareriyHi uini

IHauBioyanbHi Wini

CepedHE SHa4YeHHA

3aransHobaHKIBCBKI Lini

IHomeigyansHi KPI,

OnepauiiiHuii npubyToK OKR, SLA
BizHec-KPI
I—__B_UaHOE"mmbm BcraHoBAtOOTHCA
| CEO/ YneHom X
I . KepiBHUKOM
I MpaBniHHA

Work-out
Treasury
POS
Retail front office
SME run-down
Mortgage run-down
Call Centre
Collection
Litigation
Verification i ..

OnHopa3oBi
3a OCOBNUEO BaXNUEI 3aBAAHHA

Bonus payment methodology

Regular bonuses

Strategic goals

average value

Individual goals

Work-out
Treasury
POS
Retail front office
SME run-down

One-time bonuses
for the tasks of especial
importance

Bank's indicators Individual KPI, Mortgage run-down
Operation profit OKR, SLA Call Centre
Business KPI Collection
| Litigation
Set by CEO/ Board S ] Verification and etc.
et by manager
Member }
Cratyc fokyMeHTa CornacoBaHo ABTOp AOKYMEHTa CHEMUS Galyna Leonidivna
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