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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 Ilabor 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 cTpaTerii
ynpaBniHHa BaHKy Ta, ik cuctema, BCTaHOBIIOE 3B’A30K
MK cTpaTteriyHumm uinammn baHky, uUingmu 3rigHO 3
HanpaMKamMu LiSnbHOCTI, a TakoX iHOMBIAyanbHUMN
LinsMyM npauiBHUKIB Ha BCIX PiBHAX iepapxii BaHky.
Cunctema ouiHKM TakoX BNAMBaeE Ha MNiATPUMKY PO3BUTKY
KOMMeTeHLUin, siki HeobxigHi Ansa ycniwHoi npodeciiHoi
OisiNbHOCTI NpauiBHMKa B paMKkax Aito4oi KopnopaTuBHOI
KynbTypu.

PesynbTatoM CUCTEMM OLUIHKWM LiSNbHOCTI BUCTynae
npemitoBaHHsA npauiBHUKIB BaHKy, cnpsMmoBaHe Ha
edeKkTMBHE MaTepianbHe CTUMYOBaHHS

pe3ynbTaTUBHOCTI Npaui.

2. Meta pokymeHTy

MoniTka nNpo OuiHKy AINbHOCTI Ta MaTepianbHe
CTMMYMIOBaHHA npauiBHuKiB baHky (Hagani — lMoniTuka)
pernameHTye npouec, wo ob6’egHye 3ycunns baHky,
CNpAMOBaHi Ha pO3BUTOK Ta OUIHKY AiSNbHOCTI
NpauiBHMKIB LUMSAXOM AOCATHEHHS Linen Ha NOTOYHWI PiK,
Ta BM3HA4ae nigxoon OO MaTepianbHOrO 3a0XOYEHHS,
NOPSIAOK PO3PaxyHKy Ta MOrOMKEHHSA BANNar.

MoniTuka cnpssmoBaHa Ha:

e MOTMBALitO MpauUiBHUKIB ONs1 OOCATHEHHS LiNbOBUX
MOKa3HWKIB [iANbHOCTI Ta KiHUEBUX pesynbTaTiB
po6oTn baHKy B Uuinomy BigNOBIAHO [0 MNMaHiB
CTpaTeriyHoro po3BUTKY;

e  [JOTPUMaHHSA NPUHLMNIB BiANOBIAHOCTI onnaTu npadi
ocobucTtomy BKMagy npauiBHUKIB y pesynbTar
aisnbHocTi baHky;

e  yOOCKOHaneHHs CUCTeMU onraTu npaui, B TOMY Yumchi
MaTepianbHOro CTUMYIHOBaHHS;

e BCTAHOBMIEHHS  MPUHLUMNIB  CTUMYIIOBaHHA  Ta
BMMIptOBaHHA pesynbTaTiB  gianbHocti AT «OTTIl
BAHK», sk komnaHii BaHkiBCbkoI rpynu, BignoBigHO
0o nonoxeHb [loniTukn BuHaropoan baHkiBCbKOT
rpynu, B iHTepecax 3abe3neyveHHsl Yy3ropKeHoCTi
cuctem ctumynioeaHHa OTP Group Ha piBHi rpynu.

3. JocTyn 0o AOKYMEHTY

[aHni [OKyMeHT He Mae obmexeHb LWoao AOoCTyny Ao
HbOro npauiBHUKIB BaHky.

4. 3aranbHi NONoXeHHA

MoniTnka oboB’A3koBa A0 3acTocyBaHHA B baHky 3 gatu
3arBepakeHHs. [is uiel MoniTukn NnowmnpoeTbest Ha BeCb
nepcoHan baHKy, SIKWO BUWKIIOYEHHS HE 3aTBEPKEHE
iHLUMM JOKYMEHTOM.

LUs TMMonituka pospobneHa BigNOBIAHO OO0 YMHHOIMO
3akoHogaBcTBa YkpaiHu, 3okpema K3nll YkpaiHu,
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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®P, B ToMy wuuncni
CraHgapTiB KOpNopaTUBHOTO YNpaBiHHS.

TnymadyBanbHi NOMOXEHHSA

a)

b)

c)

e)

f)

)

h)

BasoBa BuHaropopa: basoBa BuHaropoga
(cbikcoBaHa BMHaropoga) - Ue dikcoBaHa 4acTuHa
3apobiTHOI NnaTu, Aka He NoB'A3aHa 3 BMKOHAHHSAM
uinen baHky, BaHkiBCbKOI rpynu Ta iHAMBIQYyanbHOroO
PiBHS; KNHOYOBUM KOMMOHEHTOM $IKOro € ocobucrta
3apobiTHa nnarta Ta BCTAHOBIEHI 3aKOHOM HaabaBku
00 3apobiTHOI nnatu, BuHaropoga 3a BU3HAHHS
nocrnyru, 3asHadeHa B KONEKTMBHOMY [JOroBopi, Ta
iHWi ninbrn. basoBa BWHaropoga BW3HAYAETLCS
3aspanerigb i HaneXHuM 4YMHOM  BigoOpaxae
npodpecinHnin goceig Ta piBeHb BiANOBigaNbLHOCTI,
noe'si3aHoi 3 poboTot, i He Moxe OyTM 3HATa
poboToaaBLeM B OQHOCTOPOHHLOMY MOPSOKY.
BuHaropopa 3a pe3ynbTaT: BuHaropoga 3a
pesynbTatamu AisgnbHOCTI (3MiHHA BMHaropoaa) - ue
yacTuHa  3apobiTHOi  nnmaTu, sKka  CroHyKae
npauiBHWKIB BUKOHYBaTW CBOKO POBOTY TakMM YMHOM,
WO BpaxoBye Uini Ta iHTepecn poboTogaBus i
Ao3BoNSE npauiBHMkam 6paTtm yyacTb Yy ychixy
bi3Heca poboTogaBus. AKWO B LUbOMY OOKYMEHTI He
nepeabayeHo iHwe, yci BuNnaTu, He BigHeCeHi Ao
6a30Boi BUHaAropoau, KnacudikyoTbes SK
BMHAropoga Ha OCHOBI pe3ynbTaTiB 4isifbHOCTI.
MaTtepuHcbkun Bank: OTP BANK Plc.
lpeHTUdikoBaHMA npaudiBHUK  (no3uuia  nig
rpynoBol0 noniTukow BuHaropoau/ BNIUBOBa
ocob6a): [lpauiBHnk abo KepiBHUK, 3aWHATMI 3a
iHLWMMM NpaBoBMMM BigHOCMHamWu, WO nepeabadvae
ocobucte 3000B’si3aHHA MpauloBaTh, SKMA CBOEHD
NPodEecCinHOK  [iANbHICTIO CYTTEBO BMMNMBaE Ha
npodinb  pusnkKy  yctaHosu. BcTaHoBnOOTLCA
MaTepuHCcbkuM BaHkoM Yn BU3HAYaETHCA BigNOBIgHO
Jo BuMor HauioHanbHoro ©aHky VYkpaiHm Ta
3aTBepOXYIOTbCA Haka3om [onosu MNpaBniHHS.
FpynoBa noniTuka BuHaropoau - MoniTUKa
BMHaropogu, HagaHa MaTtepuHcbkum BaHkom ansi
BMNPOBa)KEHHA B  KOMMaHigx  rpynu  (ang
iAeHTUdiKoBaHOro nepcoHany).

LlinboBa yropa: cninbHa Hassa Uineun OLiHI0BaHOro
npauiBHMKa Ha NOTOYHUI PiK Ta NMCbMOBA yroaa.

Llini: cykynHiCTb NOKa3HWKIB, AKi CriyXaTb OCHOBOIO
Ona  ouiHKM  pes3ynbTaTiB  AiANbHOCTI  OLiHEHOro
npawiBH/Ka y NOTOYHOMY pOLLi.

RORAC +: ROE / ER, - koediulieHT peHTabenbHOoCTi
BnacHoro kanitany (ROE; ckopuroBanuii "o6MiHHMIA"
NpubyTOK nicnsi ONOAaTKyBaHHs, MOAINEHWA Ha
cepefHin BnacHui kanitan) Ta odikyBaHoOro npuoyTky
(ER) rpynn OTP.

Pik ouiHkn: Gi3Hec-pik, 0O SKOro 3aCTOCOBYETbCSH
BUMIpIOBaAHHA Ta OUiHKa pe3ynbTaTtiB AisnbHOCTI
BiANOBIOHUX 0CiO, | HA OCHOBI SIKOrO BU3HAYaAETbLCS
po3mip  BMHaropogu Ha OCHOBI  pes3ynbTaTiB
OiSiNbHOCTI.
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il

k/

m/

n/

o/

p/

Th

Fulfilment threshold: as part of the evaluation of
guantitative indicators, the fulfilment 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.

Internal control function: The second and third
lines of defense together constitute the internal
control functions. Risk management functions
performed by support units (first line). Functions
independent of the first line, exercising control over
risks (second line). Functions providing
independent assurance (third line).

e 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.

)

k)

n)

0)

p)

Mopir BMKOHaHHA: 9K 4acCTUHA OLHKM KiNbKICHUX
NOKa3HWKIB, BUKOHAHHS MEBHOr0 MOKa3HWKa HMKYe
nopory BMKOHaHHS CTaHOBUTb 0% BUKOHAHHS.

Mopir TonepaHTHOCTI: Ik YaCTUHA OLLiHKWN KiSTbKICHUX
MOKa3HUKIB, SKLLO MEBHUN MOKA3HUK BUKOHYETLCSA Ha
PiBHi, WO AopiBHIOE abo nepeBuLLyE Nopir A4OMycKy
(TonepaHTHOCTI) - 3 ypaxyBaHHAM npodeciiHoro
OOrpyHTYBaHHA - KepiBHUK abo KepiBHUK, SKURA
peanisye npasa poboTogasLd, Mae npaBo 3pobutn
NPUAHATTA pPILWEHHA MNpPO 3HAYeHHsT BUKOHAHHA
nokasHmka mixk noporom gonycky Ta 100%, 6epy4yn go
yBarun pakTuyHi 3ycmunng npauiBHuka, cnpsiMoBaHi Ha
JOCArHEeHHS 3aaHOoi KiNbKiCHOI Lini.

KepiBHUKM cnyx6 niaTpuMmkn, WO BMMarawTb
cxBaneHHAa MartepuHcbkoro BaHKy: crapui
KEPIBHWKN HacTynHUX pyHKUiOHanbHWX obnacten B
opraHisauinHin iepapxii B 4aHi yCTaHoBI: lopuanyHa,
KkomnraeHc, 6aHkiBCcbka Be3neka, BHYTPILWHIN ayauT,
HR, enapTameHT 360py Ta BperyntoBaHHS KpeauTiB.

Mepioa BiACTPOYKM: O3Havae, Yy BuUNagky
BMHaropoau, 3acHOBaHOT Ha pesynbTartax
DisSNbHOCTI, TPMBanICTb BiACTPOYKM NiCNSA 3aKiHYEHHSA
OL}iHIOBAHOIO POKY, sIka He MOXe OyTu MeHLLle 3 pokKiB.
MonepegHe  KOpuUryBaHHA  PU3MKY:  MeTo.
KOpUryBaHHS, o 3aCTOCOBYETbCH ans
3abesneveHHs Y3rOMXKEHOCTi MiX piBHEM
BMHAropogu, 3acHOBaHOI Ha pesynbratax, Ta
pusmkamy, npuiHatumm  OTP BANK Plc. T1a
BankiBcbkoo rpynoto OTI, Skum TakoX BpaxoBye
BNMB OyAb-SKMX PU3UKIB, HE BpaxoBaHUX Y
nonepeaHin Kopekuii pusuky.

Mepion yTpuMaHHSA: nepiod, KONWM BUHaAropoga 3a
pesynbTataMmu AOiSNbHOCTI - BXe 3apobneHa i
posnogineHa y copMmi akTuBiB (Hanpuknag, akuil,
noB'a3aHi 3 akuigMn iHCTPYMEHTM ToWo) -
NPUCYKYETLCA, ane npaBso OeHediuiapa
posnopsmkaTnca aktusoM obmexyetbcs [lepioa
YTPUMaHHS He 3anexuTb Bif nepioay BiACTPOYKN.
PYHKL i BHYTPiLWHLOro KOHTponto: [lpyra Ta Tpets
niHii  3axucty  pa3om  yTBOpHOIOTb  PyHKUii
BHYTPILUHLOrO  KOHTPOM.  ®yHKUii  NMOTOYHOrO
ynpaseniHHA pu3vkamMu, SKi 34IMCHIOTL NiAPO3ainu
nigTpumkn  (nepwa niHia  3axucty).  OyHKUIT,
He3anexHi Big nepLuol NiHil 3axu1cTy, Lo 34iNCHI0Tb
KOHTpPONb Hag pwusMkaMu Ta KOHTpONb  3a
OOTpUMaHHSI HOPM (KOMMNAaeHC) (apyra niHia 3axucTy).
DyHKLIT, L0 HaJalTb He3anexHi Nocnyru 3 HagaHHA
BMEBHEHOCTI (TPETA NiHisA 3axucTy).

Llini cuctemmn ctumynioBaHHs:

MeTol0 cCUCTEMM OUIHKM pe3ynbTaTUBHOCTI €
nigTpumMKka OPMYBaHHA KOMIMMEKCHMX NIlaHi.,
CTUMYIIOBaHHS BMKOHAHHSA NMaHiB Ta NiaBULLEHHS
iHOMBIAYyanNbHUX NOKa3HUKIB.

CTraTtyc fOKYMeHTa

CornacoBaHo

ABTOp JOKYMeEHTa

CHEMUS Galyna Leonidivna

[lata noromxeHHsi JOKyMeHTa
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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.

Establishing the opportunity of
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

financial

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 Plc such as
Regulations on the Remuneration Policy of OTP BANK
Plc and of the Banking group complement this Policy.

- BwusHaueHi Lini noBuHHI 6yTyM LiNamMu, Ha siki ntoguHa
Mae matepianbHUN BNMB.

- OO6oB'A3KM Ha piBHI rpynn Ha KinbkicHoMy Ta/ abo
LiNbOBOMY pPiBHSIX MOBWHHI OYyTWM BM3HAuYeEHi cepen
OKpEMUX Linen.

- Tawm, ge ue MOXnIMBO, UiNbOBi NOKa3HWKM OoXo4y
cnig  BKMKYaTM  cepen OKpPeEMUX  LiNbOBMX
MOKa3HWKIB 3 JJOMiHYHOYOIO Baroto.

- CTBOpEHHA MOXNUBOCTI PiHAHCOBOrO BU3HAHHA 3a
BMAATHI pesynbTaTu.

- [Jonyck andepeHuialii B OUiHUI KepiBHUKIB Ta
BMKOHaHLIB Ta B PiBHi iX OX0o4iB.

- 3abeanevyeHHs1 3HA4YHOI OLiHKM pori kepiBHMKa abo
KepiBHUKA, KU 30INCHIOE OLiHKY, Y NPOLECI.

- 3amicTb nopanblMX 3anuTiB Ha KOPWUryBaHHS
cyb’eKTVBHI acnekTu cnig BpaxoByBaTy BXe nig 4ac
OL|iIHKM KiNTbKICHMX NOKa3HUKIB.

- EdektuBHiCTb rpynn BnnvMBae Ha iHAMBIOyanbHi
MOKA3HWMKM TUX, XTO 3HAXOOUTBCA HA HMKYOMY PiBHi,
3aCTOCOBYHOYM 3MEHLUYBarnbHi (CyTTEBI) Baru.

- |lHguBigyanbHi pe3ynbTtatn AifbHOCTI HE MOXYTb
OyTU «NigHATMMWY» pe3ynbTaTamm GiSNbHOCTI Fpynu
(opraHizaLii), iHWKMMK cnoBamu, SKWO pes3ynbTaTtu
OiANbHOCTI  rpynv  NepeBuyoTb  pesynbTaTu
iHamBigyanbHOT OLLiHKM, nepesary mae
iHOuBigyanbHa ouiHka (MpaBWIO 3aCTOCOBYETHCS
AN No3uLin nig rpynoBoo NOMiTUKOK BUHaropoaw/
BMMMBOBUX 0OCi0).

- MiHimizauia agmiHicTpyBaHHsS Ha nanepi.

Llieto Monitukoto BCTAHOBIIETLCA cucrtema
MaTepianbHOro CTUMYMIOBaHHA, BUAM Ta  poO3Mipw,
CTPYKTypa BUNNaTu npemitoBaHHs, nopsifoK

OPOPMIIEHHA Ta HaJaHHA BIiONOBIAHWX [OKYMEHTIB,
TEepMiHM IX NOoJaHHA BignosiganbHUM MNpauiBHUKaM
YnpaeniHHA 3 ynpaBniHHA BUHAropongoto Ta
pesynbTaTUBHICTIO OiANbHOCTI nepcoHany
HenapTtameHTy ynpaeniHHs nepcoHanom ans
HapaxyBaHHS Npemin npauiBH1kam baHky.

byab-aki  OOKYMEHTW LWOAO OUiHKA OiSnbHOCTI  Ta
mMaTepianbHOro  CTUMYIMIOBAHHA  MpauiBHUKIB,  LWO
cTBoptotoTeCs B baHky, abo rpynosi nonitukmn B BAT OTI
BAHK (YropwumHa), gk MNonituka BuHaropoan OTP BANK
Plc. Ta BaHKiBCbKOI rpynu, OOMOBHIOKTE YMOBW Ui€l
MoniTnkn. YmoBM onnaTtu npaui, WO BCTaHOBNEHi Yy

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.

TpyooBux

JoroBopax (KOHTpakTax) Ta

job-offers

npauiBHUKIB MaloTb HanBuLLmi npioputet. OKpemi ymMoBU
OUiHKM Ta MaTepianbHOro CTUMYMNIOBAHHA NpaLiBHUKIB
MoxyTb BcTaHoBnoBaTuce BAT OTI BAHK (YropwumHa)

3acobamu

nowTun

(B T.4. enekTpoHHoi), abo B

pO3MNopsSAY0-PEryNATUBHUX AOKYMeHTax baHky.

Mpouecu nocTaHOBKM Uinen Ta nigBegeHHs NiaCyMKiB He

MalTb cynepeydynTu

Bumoram KoopauHauinHoi Ta

ynpasrniHcbKoi noniTnku baHkiscekoi rpynun OTI.

CraTyc JoKyMeHTa CornacoBaHo

ABTOp JOKYMeEHTa

CHEMUS Galyna Leonidivna

[lata norogXeHHsi JOKyMeHTa 20.06.2025
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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.

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.

MoniTka B UINOMY € reHgepHo HenTpanbHow, baHk
OOTPUMYETBCSA  MNPUHUMNY  piBHOT  onnatM  npadi
npauiBHMKIB YONOBIYOI Ta XiHOYOI CTaTi 3a piBHY pobOoTy
abo poboTy 04HaKOBOI LLiHHOCTI.

5. OcHOBHi BUAN MaTepianbHOro CTUMynOBaHHA
nepcoHany BaHky

Buau maTepianbHOro CTMMynoBaHHS NpaviBHUKIB:

- cucTeMaTuyHi (perynspHi) npemii 3a
pesynbTatammn poboTn 3a 3BiTHMIA nepiog (3a
Micsub, kBapTani 1.4a.);

- BMHaropoga npauiBHUKIB 3a nigcymkamm poboTu
3a piK;

- npemii 3a BWKOHaHHA OCOGNUBO BaXIMBMKX
3aBaHb.

6. OCHOBHi XapaKTepMCTUKU CUCTEMMU OLiHKMN

AianbHoOCTI nepcoHany BaHky
OCHOBHMMMK  XapaKTepuUCTUKaMu OLLiHKM
nepcoHany baHky €:

cunucrTremMu

6.1 €gHicTb KOpnopaTUBHUX Ta iHAMBIAYaNbHUX LiNen.
KoprnopaTuBHi 3agadi kackagyoTbCs Ha BCi piBHi baHky.

MMocTaHoBKa Uinek AN HadanbHWKIB  ynpasniHb/
OVPEeKTopiB AenapTameHTiB ronosHoro odpicy (FO) Ta
perioHanbHNX KepiBHUKIB NPOBOAUTLCA BIAMOBIAHO [0
cTparterii po6oTn baHky Ta ronoBHux npioputeTis poboTu.
Ha ocHoBi BM3HaueHuX MpiopuTeTiB HOPMYIOTLCSA Lini
ONA  KepiBHWKIB  HacCTYMHUX piBHIB Ta  MiHIMHOMO
nepcoHany.

6.2 Npo3opicTb, ACHICTb.

[ae viTke ysiBNeHHSA Npo KpuUTepii OLiHKM Ta MexaHi3mu il
cUCTEMMI.

6.3 CnpaBegnmBicThb.

OuiHI0E BHECOK KOXHOIMO B [JOCAMHEHHS 3aranbHUX
KOpropaTUBHMX 3aJav.

6.4 dndepeHuinoBaHicTb.

BpaxoBye HasiBHICTb pi3HKX rpyn 3 TOUKK 30pYy BMNMBY Ha
KiHUeBMIA pe3ynbTaT BisHecy Ta 3abeaneyye BUHaropony,
aflekBaTHY CTYNEHIO BNMUBY Ha KiHLEBUIA pe3ynbTar.

6.5 MHy4KicTb, CBOEYACHICTb.

BpaxoBye moxnuBicTb Moandikauii napameTpis/ OuiHKM
3arexHo Bifg 3MiHN YMOB.

CraTyc JoKyMeHTa CornacoBaHo

ABTOp JOKYMeEHTa CHEMUS Galyna Leonidivna
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6.6 Mutual
responsibility.

Bank managers’ and line employees’

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

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

6.6 CninbHa BignNoOBiQaNbHICTL KEPIBHMKIB Ta MiHIAHMX
npauiBHuKiB BaHkKy.

BigMoBiganbHOCTI Mi>K
nignernum 3a  KiHUEBWUNA

Mepenbavae po3nogin
KepiBHMKOM Ta  Rorofii
OOCSITHYTUIA pesynbTar.

7. OCHOBHI enemMeHTH
OCHOBHUMM eneMeHTaMu CUCTEMMU OLLiHK1 NepcoHany €:

iHTepB't0 abo iHHOPMYBaHHS LLOAO MOCTAHOBKM
Linen Ha nepioa OuiHKK;

BCTAHOBMIEHHA LUiNen 3 po3BUTKY Ha nepioa
OLLiHKM;

3BOPOTHIN  3B'AI30K  Big  ©e3nocepegHbOro
KepiBHMKa NPOTAroM pPOKy Y BigMOBIOHOCTI OO
nepiognYHOCTI OLiHIOBaHHS NpaLiBHYKIB;
iHTepB’to 3  nigBedeHHa  nigcymkiB  abo
iHpOpMyBaHHA MPO BWKOHaHHA MOCTaBMEHUX
3agad Ta uinew 3 po3BuTKy;
npemitoBaHHs  3a  pe3ynbTatamu
BUKOHaHHSA Linen.

OLliHKM

IHamBigyanbHi  3agadi, ki ©e3nocepefdHin  KepiBHUK
BCTaAHOBIIIOE CBOEMY MignerriomMy, NOBWHHI BignosigaTu
HaCTYMHUM OCHOBHMM XapaKTepUCTUKaM:

KoHkpeTHicTb. 3agadi NoBUHHI ByTN KOHKPETHUMMU, YiTKO
chopmynLOBaAHUMU.

BumiptoBaHictb. 3agadi mMatoTe 6yt BuUMipOBaHUMW,
MOBWHHI BYyTU BM3Ha4YeHi Ta dopmanisoBaHi NpuHUUNU
OLHKM PiBHA BUKOHaHHS 3adadi.

HocsxHicTb. 3agavi noBuHHI ByTn ambidinHumn, ane
OOCSDKHUMW, BPaxOBYHOUM pearibHy MOXIUBICTb, 3 OOKy
Ak baHky, Tak i npauiBHUKa, JOCArHYTM GaxaHun
pesynbTar.

PeneBaHTHicTb. 3agadi MawTb OyTM peneBaHTHUMW,
TOOTO BpaxoByBaTW 30HY Bi4NOBiAaNbLHOCTI MpauiBHMKA.

OpieHTOBaHi Ha TEepMiH BUKOHAaHHS.
BM3HaYeHi TEPMiHN BUKOHAHHS 3a4au.

MatoTb ByTK

8. OcHOBHi nmigxoAu WOAO OUiIHKM AiANbHOCTI
nepcoHany
Y bBaHKy 3acToCOBYHOTbCA HACTYyMHi BWAW  OLIHKK

OisiNbHOCTI NepcoHany:

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

cuctema KPI (key performance indicators)
0a3yeTbCsl Ha OCHOBi KITHOYOBMX MOKAa3HMKIB
edektmBHoCTI (KPI), BU3HauYeHnx B 3anexHoCTi
Big cTpaTerii po3suTKy baHky;
cuctema OKR (Objectives and Key Results)
6asyeTbCsi Ha Linsix, BCTAHOBIEHMX BiAMOBIOHO 0
ctpaterii baHky (Objectives), Ta ix KIO40BUX

CraTyc JoKyMeHTa CornacoBaHo
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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
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

nokasHukax edpektmBHocTi (Key Results); OKR
BMCTYNaloTb 06’ €QHYIOYUM LINTIbOBUM MOKa3HMKOM
ans koxHoi rpynn Key Results Ta He nos’a3aHi 3
BUMNIATO NpeEMIl.

2)3a iHovBigyanbHOK CUCTEMOK — Ans npauiBHUKIB
okpemux nigposginie 3rigHo 3 [Jopatkom 3. Cuctema
0a3yeTbCs Ha OCHOBIi  OUiHKM  iHAMBiIAyanbHOI
€(eKTMBHOCTI B 3aMeXHOCTi Big HanpsMKy AissnbHOCTI
BaHky Ta fo3Bonsie ecpekTUBHO KepyBaTu, onepaTmMBHO
pearyBatM Ta COpuUSTU NiOBULLEHHIO pe3ynbTaTiB
DisiNbHOCTI.

Bunnata npemii Ha 6asi npoBegeHOi  OLiHKK
3[iNCHIOETBCS Ha NigcTaBi MOromKeHb, sIKi € NigcTaBoo
AN NignMcaHHsa Hakasy Ha BUnnaTy npeMii i MoxyTb ByTn
HagicnaHi Ha nanepoBunx HoCIfIX, 3acobamu
KOpnopaTUBHOI MOWTK/ PO3MIlLEHi Ha KoprnopaTuBHOMY
noptani abo y BHYTPILWHbOMY KOpPMOPaTMBHOMY
nporpaMHoOMy 3abe3nedeHHi AN OLiHKN QisNbHOCTI.

Kpurepii Ta nepiogu4HicTb
CTUMYITIOBaHHSA nepcoHany
MepiognyHiCTb Ta poO3Mip PperynspHoro Tta pPidYHOro
MaTtepianbHOro  CTUMYSOBaHHA  npauiBHMKIB  BaHky
BM3HAYalOTbCS B 3aSI€XHOCTI Bid HAaNpsIMKY AisnbHOCTI Ta
3arMaHoi nocagu.

maTtepianbHoOro

Ons npauiBHUKIB, AKi npemitoTbCs 3a
3aranbHobaHkiBCcbkoto cuctemoro KPI, nepioam ouiHkm Ta
po3Mip npemii, WO 3anexuTb Bi4 BCTAHOBIEHUX
KoedilieHTIB npemitoBaHHs, AKi BigobpaxatoTb
CMiBBIAHOLUEHHS 3MiHHOI | MOCTINHOT YaCTMHU BUHAropoam
(npemii i nocagoBoro oknagy) 3adikcosaHi B [loagatky 1
0o gaHoi MNonituku).

MopsgoKk BCTAHOBMEHHA LUinen Ta niaBeAeHHA
niacyMmKkis

Mpn npwuiiomi Ha pobOTYy HOBUX  NpauiBHUKIB
Y3roMKyeTbCs  |HOUBIAyanbHUMA NNaH  NPOXOOKEHHS
BMNpoOyBanbHOrO TEpMiHY ANnd HOBUX NpauiBHUKIB.
MMicna ycniwHOro nNpoxogXeHHs  BMNpoOyBanbHOro
TepMiHy  NpauiBHVKOM,  KEpPiBHWUKOM  MPOBOAUTHLCS
MOCTaHOBKa Uinew Wnisxom iHTeps'to abo iHpopmyBaHHSA
€MEeKTPOHHOI KOPNOopaTUBHOIO MOLLUTOH.

[HaMBIQyanbHi Uini pekoMeH4oBaHO BCTaHOBMOBATU Ta
y3rogpkyBaTu 40O MoYatky 3BiTHOro nepiogy B
€neKTPOHHOMY BUMMsiAi 3aco6ammn enekTpOHHOI NOLTH.

3apavi, siki BCTAHOBMNIOE KEPIBHUK CBOEMY Mianerriomy,
NMOBUHHI ByTn 06OB’A3KOBO AOBeAeHi Ao norofii Bigoma.
Akwo Big npauiBHWMKaA He Hagxoausio 3BOPOTHBLOrO
3B’A3Ky MpOTAroM 5-Tn pobounx OHIB, BBaXaeTbCs, LLO
uini BCTaHoBMeHi. Y BMNaAKy HeOOCArHEeHHs 3roam npum
nnaHyBaHHi 3agay Ha 3BiTHUI nNepiog, abo Npu NigBeaeHHi
nigcymkiB, OO iHTEPB’I0 NMOCTaAHOBKWU Uinew/ niaBeaeHHs
NigCyMKIB 3any4atoTbCsl KEPIBHUK HACTYMHOro piBHA Ta
npeactaBHuK [lenapTamMeHTy ynpasniHHA NepcoHanom.
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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.

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
KPIs.

(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:

BoHM pobnATb BUCHOBKM LWOOO NPUYMH HELOCATHEHHS
3rogn Ta NPOMOHYHOTb LWNAXM iX BUPILLEHHSA. BMCHOBOK
KepiBHMKa HACTYMHOro pPiBHA € KiHLUEBUM Ta He nigndrae
nepernsgy.

Mpwn 3aMmiHi nocagm NpauiBHUKIB, SIKi BXXe NpauoTb, NnaH
GisHec-Uinen mae ByTn nepeyknageHu Ta y3rogxeHun
NPOTAroM AecATU poboUmnX OHIB 3 MOMEHTY NPU3HAYEHHS
Ha HoBy nocagy 6esnocepedHiM KepiBHUKOM 3
0DOB’A3KOBUM  MOrOXKEHHSIM  KepiBHMKA HACTYMHOro
piBHSA (PiBHA He Hux4ye B-1).

lMnaHyBaHHA KepiBHMKOM Uifen npauiBHMKA MNOBUHHO
bGasyBaTnca Ha mnocagoBux 0OOB'si3kax nianernoro,
nnaHax AianbHOCTI  Migpos3giny Ta 3ajadax, Wo
BCTaAHOBIEHI Nigpo3ainy.

MocTaHoBKy/ OUiIHKY AiSNbHOCTI MpauiBHWKa NPOBOAUTb
6e3nocepeHin kepiBHUK 3 06OB’A3KOBUM MOTOIKEHHSAM
KepiBHMKa HaCTyMHOro piBHs (PiBHA He Hx4Ye B-1).

Ona npauisHukie MO 3 pobounm micuem B PerioHanbHin
Oupekuii HeobxigHo BpaxoByBaTu BWKOHaHHS
iHaMBIgyanbHWX 3aBAaHb WOAO AiSNbHOCTI AMpPeKLUii.

Onsa 3aranbHobaHKiBCbKOT cucTemm OLiHKM
peKkoMeHAoBaHO dikcyBaTh Lini y 6naHky GisHec-uinen,
LLIO BpaxoBYy€e piBEHb BMKOHAHHS KiflbKICHUX Ta SKICHMX
3agad Ta Management Appraisal. Y bnaHky 6i3Hec-uinen
BCTAHOBIIOKTLCA iHAMBIAyanbHi nokasHukn KPIs, ix
LinboBi 3Ha4YeHHs Ta nutoma Bara. Popmu GnaHkiB 3a
3anuTom HagcunatTbesa [lenapTameHTOM ynpasniHHA

nepcoHanom  abo  po3MiLLytoTbCA B  CUCTEMI
KOpNopaTUBHO| €NeKTPOHHOI OLiHKN.
9. OCHOBHi NPUHLMNN npemitoBaHHA 3a

3aranbHobaHKiBCcbkoo cuctemoto KPI
9.1 3aranbHi NpUHUMNN

OuiHka 3a cuctemoto KPI (key performance indicators,
KMIOYOBMX  MOKA3HWKIB  eeKTUBHOCTI) nonsrae B
OUiHIOBaHHI  AiaAnbHOCTI  NpauiBHMKa Ha  nigcTasi
BUKOHAHHS HUM KifbKiCHMX Ta sikicHux KPI.

(IC-1) KinbkicHi KPI BcTaHOBMOWTLCA Ha MigcTasi
NMoKasHWKIB, 3aTBepmKeHMX OtomkeToM. KoHTpornb 3a ix
po3paxyHKoM MoknagaetTbcs Ha [lenaptameHT diHaHCIB,
npauiBHuKKIB HanpsiMKy  OissnbHOCTI YnpaBniHHSA
pusnKamu, TOLLO.

AxicHi  KPI
NPUHLMNAMMU:;
Ha OCHOBi BUKOHYBaHUX (PyHKLiOHanbHNX 000B’A3KiB,
ane He gy6nioYm iX MOBHICTHO;
Ha OCHOBI iHOMBIQyanbHO BCTAHOBMEHUX 3a4av.

MOXYTb BCTaHOBIIOBaAaTUCb 3a [ABOMa

3aranom cymapHa pekomeHgoBaHa Kinbkictb KPI, o
MoXe ByTuM BKMNoYeHa A0 Linewn npauiBHUKIB, CTAHOBUTb:
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for regional managers and heads of directorates in
HO — not more than 8;

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.

ONa  perioHanbHUX KepiBHWKIB Ta HavarnbHUKIB
ynpaeniHb (aunpekTtopie genaptameHTie) NO — He
GinbLie 8-mu;

0019 HaYanbHUKIB ynpasriHb perioHanbHOT Mepexi Ta
HavyanbHuKiB Biaainis FO — He Ginblue 6-Tu;

ONs NiHINHKMX NpauiBHUKIB — He BinbLue 4-x.

KPI BcTaHOBNIOIOTHCS Ha Nepio ouiHoBaHHSA. [Mpu ubomy
po3paxyHoK KiNbKIiCHMX KPI BinOyBaeTbCH
HakonuyyBarnbHMM NiIACYMKOM 3a BCi MPOMDKHI nepioau
OUIHKM AiANbHOCTI. FAKICHI NOKa3HMKU PO3pPaxoBYHOTHCS
OKPEMO 3a KOXHUI NPOMIXXHUIA nepio.

PekomeHgoBaHO 3acTOCOBYBaTW HACTYMHI acnektu i
NPUHLMNKX Npy podOTi cUCTeMU MOTUBAUT:

- $IK YacTMHa OBOPIBHEBOI CUCTEMMW LiNen ogHaKoBI
MOKa3HUKM CTpaTteriyHoro 6roky MOBWUHHI  ByTK
3acToCOBaHi A0 BCiX 3any4YeHux npauiBHUKIB
nigTpumyoumnx nigpo3ainis, anga 6isHec-nigposainis
MOXyTb OyTW BCTaHOBMEHi cTpaTerivyHi bisHec-
MOKA3HWKM ANl KOXKHOTO HanpsiMKy.

- &K 3aranbHe nNpaBunO Bara OLiHKM KepiBHMKA B
iHOMBigyanbHoMy 6noui mae ctaHoBUTK 20%;

- MiHimanbHa Bara 6ygb-sIKOro nokasHmka CTaHOBUTb
5%, makcumanbHa Bara 30% (9KWO iHWe He
peKkoMeHO0BaHO MaTepuHCbKO KoMnaHieto
(BaHkom));

- KpiM KiNbKICHMX NOKa3HUKiB Mae OyTn BCTAHOBINEHO
xoya 0 ogHe UinboBe 3aBAaHHS;

- AnAa 3aTpaTHUX MOKasHWKIB B pasi NepeBULLIEHHS
NMaHOBOrO 3HAYEHHSs1 BuMMata 3a MOKa3HUK He
3[0iACHI0ETLCA (MiHIManbHWK piBeHb 100%);

- opHakoBi KPIs wmatTe Oyt 3 OfHaKoBUM
3Ha4YeHHAM nnaHy | OAHaKOBUM MiHIManbHUM
piBHEM 451 BCiX pPiBHIB NpaL,iBHUKIB;

- 3HayeHHs KPI noBMHHO OyTn BKasaHO [0 TPETLOrO
nopsiaky Apo6oBOro 3Ha4YeHHs (TUCAYHI).

Mpn pospaxyHky npemii 3a 3BiTHUA nepiog Ans
npauiBHukiB BaHky (OkpiM nosuuin nig rpynoBoto
MOMITMKOKD BMHAropoAu) BIACOTOK BMKOHAHHSA Uinew
pPO3paxoBYETbCA SK cepedHe apudMETUYHE 3HaYeHHsI
BiCOTKa BMKOHaHHS CTpaTeridHUX Uinen Ta BigcoTKa
BWKOHaHHSA iHOUBIAyanbHUX Uinen. Bara nokasHukiB ang
nosvuin  nig  rpynoBol  MOMITUKOK  BMHaropoau
BCTaHoBreHa y flogatky 2.

CrtparteriyHi uini — ue 3aranbHOGAHKIBCbKi MOKa3HUKW,
onepauiiHui npubyTok, 6isHec-KPl Towo. KoxHa i3
cTpaTeriyHux Linen mMae cBOK NUTOMY Bary. 3aranbHa
Bara ctpaTeridHux uinen ctaHoButb 100%.

CrparteriyHi uini Ana npauiBHUKIB, SKi OTPUMYIOTb PiYHY
BMHaropogy, oboe’askoBo BkmoyawTe RORAC+, dAkwo
iHWe He BCTaHOBIEHO Yy okpemomy CnyxboBomy
po3nopsmpKeHHi 3a nignucom Monoeu lMpaeniHHa abo He
BKa3aHO Y iHOMBIAYyanbHi cUCTEMi NpeMitoBaHHS.
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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
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 fulfilment 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 KPls is only possible to be
for business divisions.The maximum amount of KPI
achievement per quantitative indicator for business

Mepenik cTpaTteriyHMx MOKa3HWKIB, ANs NiATPUMYHUNX
nigposainis 3aTBEPAXKYIOTbCS cnyxo6oBum
po3nopsamKeHHsaM 3a nignucom Fonoswu MNpaBniHHA, a 4ns
GisHec nMigpo3ainiB  BCTAHOBMIOETLCA 3@  PiLLEHHAM
Kypytodoro YneHa [MpaBniHHA i ikCyeTbCA Yy 3BITHUX
BiJOMOCTSIX.

IHamBigyansHi Uini — ue iHansigyanbHi KPI, inamBigyansHi
3apaui Towo. KoxHa 3 iHaMBigyanbHWX Linen Mae CBO
nuTomy Bary. 3aranbHa Bara iHAMBIAyanbHUX Uinen
ctaHoBuTb 100%.

MuToMy Bary KOXHOIMO  MNOKasHMKa  BCTaAHOBMIOE
6esnocepeHin KepiBHUK NpauiBHUKA PiBHSI HE HkYe B-
2.

[nsa 3apaxyBaHHsa BukoHaHHA KPI dakTuyHe BUKOHAHHSA
Mae OyTn BuLWE, HK MiHIManbHUIA piBeHb. 3a yMOBMU
BMKOHAHHS BUWLLE MiHIManbHOro piBHA PO3paxyHOK
BMKOHaHHA npamux kKinekichux KPI nposBogutbcsa sk
BiOHOLWEHHSA (DaKTUYHOrO 3HA4YeHHS OO0 NIaHOBOro Mo
KOXXHOMY MOKa3HMKY OKpeMo abo HaBnaku Ans 3BOPOTHIX
MOKa3HUKIB. AKWO akTUyHe 3HaYeHHS OOPIBHIOE 4K
HUXYE HDK  MiHiManbHMn piBeHb BUKOHaHHs KPI
ctaHoBuTb 0%.

MiHimanbHun piBeHb ana  KPI

nokKasHuka:

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

2) 3BOPOTHI NokasHukn — 110%

3) nokasHuku 3atpat — 100%

4) skicHi 3agaui/ ouiHka kepiBHuka — 0%

3anexuTb Big T ny

Ona nosuuin nig rpynoBok MNONITUKOK BUHaropoau
MiHiManbHWi piBEHb KPI BCTaAHOBIIHOETHLCS
MaTepvHcbkMM BaHkom, Ans iHWKMX No3uuin Moxe ByTu
BCTAHOBIEHWU/3MiHeHUn  [onoBoto  abo  YneHom
MpaBniHHS.

(IC-4) KoHTponb piBHA [OTPUMaHHA BCTAHOBSIEHWUX
napameTtpie MaTepuHcbkuMm BaHkoM Onsa no3uuin nig
rpynoBoto NONITUKO BMHAropoau, KOHTPOIb
OOTPMMaHHA BCTAHOBMEHMX MapameTpiB Ans  iHWux
nosuuin noknageHuWn Ha npauisHukie [lenaptameHTy
yrnpaeniHHA NepcoHanom.

MigcymkoBui BiacoTOK BMKOHaHHA KPI Bu3HavaeTbes
LUNAXOM MepeMHOXEHHSI OTPMMaHOro BigcoTka OOHyca
3a BukoHaHHA KPI Ha ioro nutomy Bary.

Jlorika po3paxyHKy LUMX MOKa3HUKIB MOXe 3MiHIOBaTUCh
abo [OMOBHIOBATUCL CMYXOOBUM PO3MNOPSIIHKEHHSIM 32
nignucom Monosu MpaBniHHS.

MakcumansHun po3mip BigcoTka pocsarHeHHs KPl 3a
3BiTHMI nepiog (Micaub, KBapTas, TOLO) NPOTArOM POKY
cknagae 100%, okpiMm  iHOMBIQyanbHUX  CUCTEM
MOTMBaLLi.

MepeBukoHaHHs KPl moxnueBe nuwe [nst KinbKiCHUX
nokasHukis  ana  6GisHec-nigpo3aginis.  [Onsa  HuX
MakcumanbHU po3mip BiacoTka aocarHeHHs KPl no
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divisions should not exceed 120% (for positions under
Group Remuneration Policy - 100%).

KOXXHOMY  KiNbKICHOMY  MOKa3HWKY He  MOBUHEH
nepesuwyBatn 120% (ona no3uudin nig rpynoBoto
noniTukow BMHaropoau - 100%).

Employee St;;zalc Individual block Mpayiexnk Crpaﬁr:;;:muu Imha?ny::h"m
For positions under Grou i
Rempuneration Policy ° 100% 100% ﬁ:;:r?i?n?&?ﬁrc?ﬁ?m 100% 100%
Level B-1, B-2 (Support) 100% 100% Pisenb 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% NepeBNKOHaHHA nokaswukie sutpatr|  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/l, 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

RORAC+, DPD90+, a TakoX OKpeMi MOKa3HUKN,
NnoB’sA3aHi 3 PO3paxyHKOM SIKOCTi Ta MOKPUTTH KpeaMTHOro
noptcento abo BUMKOPUCTaAHHAM OrogKeTy BUTpaT B
Pi3HWX HanpsaMKax, MawTb MaKCUManbHUA PO3MiIp
BUKOHaHHS 100% y Oyab-sikomy 3BiTHOMY nepiogi. Mpwu
po3paxyHky RORAC+ mae 3acTocoByBaTUCb METOA,
3a3HaveHun B GnaHky uinen gna Fonoswu MNpaBniHHS.

(IC-2) KoHTponb 3a KOpekTHiCTio BCTaHoBNeHHA KPI Ta
OLIHKOK BWKOHaHHA MOKMNageHuh Ha MpauiBHUKIB
[denaptameHTy ynpasniHHS nepcoHanom.

9.2 OCHOBHI NPUHLUNY CUCTEMM CTUMYITHOBaHHS

OCHOBHUM NMPUHLUMIOM CUCTEMW BUMIPHOBAHHS Ta OLHKM
pe3ynbTaTUBHOCTI € 3B’A30K BWHAropoguM Ha OCHOBI
pe3ynbTaTMBHOCTI - 3 MNOMepeaHbOold Ta MNoAanbLUoH
OLIHKOIO PU3UKIB - 3i CTYyNeHeM AOCATHEHHS CcTpaTeriYHuX
uinen pieHa baHkiBcbkoi rpynn / BaHky / OoYipHbOI
KOMMaHil B paMkax ABOPIBHEBOI CUCTEMW BMMIpPIOBaHHS
€(EeKTUBHOCTI.

AKLEHTYIOUM yBary Ha iHCTUTYLINHUX Linsx, ABOpiBHEBA
cuctema Crpusie H4iTkOMy BU3HAYEHHIO Ta MOHITOPUHIY
npioputetiB  Ta 3abesnedyye Kpawe BiACTEXEHHS
iHOMBIAyanbHUX pe3ynbTaTiB AiAfIbHOCTI, TUM caMum
nokpaLlyroum FHYYKICTb cuctemun OLliHKM
pesynbTaTUBHOCTI.

Kputepiamu oLiHKM pe3ynbTaTUBHOCTI Ha iIHCTUTYLINHOMY
piBHI € TaKi:

- [Ona kpeautHux yctaHoB nokasHukn RORAC+ Ha
pieHi rpynu (ROE / ER 3 ypaxyBaHHsM pu3uky), C/l
NOKa3HUKN,

- [na meHepxepiB iHBecTUuiiHMx ¢oHais, RORAC
Ta C/I, NOKa3HMKM YaCTKN PUHKY,

- [Ons daKTOpMHroBMX KOMMAHIN MOKa3HUKH,
BUMIpPIOIOTL YCNiX iHKaco,

- [ns nisMHroBMx KOMMNaHi peHTabesbHICTb aKTMBIB
(ROA).

CTpyKTypa nokKasHWKIB iHOUBIQyanbHOI UinbOBOI yroau
BM3HAYaETbCA - Ha OCHOBI OpraHisauiHuMx Ta
eKkcnnyaTtauinHMx npasun AaHHOI KoMMaHii - cdepoto
DisSiNbHOCTI  KOHTponboBaHoi obnacTi. Npu noctaHoBLi

Lo
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the individual targets, efforts should be made to use the
indicators, whose objective measurability is supported
by the systems of the company.

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, the
exceptions to this rule are the managers providing the
internal control function.

In the case of heads of internal control functions and
positions of Information and Bank Security Directorate
(positios under the Group Remuneration Policy/
influence persons), only the RORAC+ indicator is
included among the institutional indicators.

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) and positions of Information
and Bank Security Directorate, 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

iHOMBIgyanbHMX Uinen cnig goknagatu 3ycusb  Wwob
BMKOPUCTOBYBATM MOKA3HMKN, OO'EKTMBHA BUMIPHICTb
SAKUX NigTPUMYETBCSA CUCTEMaMM KOMMaHil.

Y Koni rpyn KepiBHMKIB Ta NpauiBHUKIB, SKi NignagatoTb nig
Oil0  CUCTEMU BUMIPIOBAHHA Ta OUHKM  AiSANIbHOCTI
OOYIpHLOT  KOMNaHii, BMMOrM [0 eqeKTUBHOCTI Ta
MOKa3HUKIB CUCTEMU CTUMYITIFOBAHHS MOBUHHI BYyTW YiTKO
noB's3aHi MpsIMO 4YM OMOcepenKoBaHO 3 OOCATHEHHSM
OYiKyBaHb, TaKOX BUKNageHWX Yy UINAX KepiBHWKa, B
LUbOMY BWUMaAKy KOMEHTapi LoAO0 OLHKW BUKOHABYOrO
OMpeKTopa TaKoX MOBUHHI BigobpaxaTncsa B nokasHUKax
HUXKYMX PIBHIB.

[HCTUTYLIiMHI  NMOKa3HWUKM MOBWHHI  OyTK  PIBHOMIPHO
BKIOYEHI Ha IHCTUTYLIMHOMY PiBHi ANs1 BCIX KEPIBHMKIB Ta
npauiBHUKIB,  OXOMMEHWX [OBOPIBHEBOK  CUCTEMOIO
CTUMYIIOBaHHS, BUWHATKAMWM 3 LbOrO npaBuna €
MeHemxepn, gki 3abesnevytoTb OYHKLi0 BHYTPILLHBOrO
KOHTPOHO.

Y BUMagKy KepiBHWKIB, SKi  BUKOHYIOTb  (YHKLi
BHYTPILHBOrO KOHTPOM Ta nosuuin [enaptamMeHTy
iHpopmauiiHoi Ta 6aHkiBCcbkoi 6e3neku (nosuuin nig
rpyrnoBOI0 MOMITUKOK BUHaropogwn/ BNAMBOBI 0cobu) Ao
IHCTUTYLIMHMX MOKa3HWKIB BKMIOYEHO nuvlle MOKa3HUK
RORAC+.

Y BunagKy npauiBHMKIB, Ha SKMX MOLIMPHETHCA
OBOpiBHEBA CUCTEMa BUMIPIOBAHHA pe3yrnbTaTUBHOCTI,
pesynbTat¥ AiAnNbHOCTI, WO pPO3paxoBylOTbCA AN
BMMMaTn BoHycy, BM3HaYaTbLCA cepeaHim
apudmeTU4HUM DOCATHEeHHS IHCTUTYLINHNX Ta
iHOMBIAyanbHMX Uinen, 3a yMOBW, LWO LWOAO [aHOro
MeHeKepa YM BUKOHAaBLSA, Bara MOKa3HWKIB Ha pPiBHI
IHCTUTYUIN 3MEHLIYETLCA NapanensHO 3MEHLLEHHIO PIBHS
yrnpaBniHHA Ha KOXXHOMY 3akrnagi.

Ona nosuuin nig rpynoBow MOMITUKOK BUHaropoan/
BMNIIMBOBUX OCIO AnA (PYHKUIN BHYTPILUHLOrO KOHTPOIO
(pV3MK-MEHeIXKMEHT, KOMMMNAEHC, BHYTPILWHIA ayauT) Ta
nosuuin [denaptameHTy iHpopmauinHOi Ta GaHKiBCbKOI
6esnekn, Npy BM3HAYEHHi pe3ynbTaTiB, MOB’A3aHUX 3
npaBoM OTpUMaHHsA BGOHyCy, Bara iHCTUTYUINHOro 6noKy
3aBXau Hwxk4ya, 3abesneuyroun, Wo6 (Hwk4a) Bara
3acTocoByBanacb AN nocaj Ha OAMH PIBEHb HUXYeE B
opraHisauifiHii CTPYKTYpi B KOXXHOMY BMNagKy.

9.3 NonaTkoBi napameTpu AnsA No3uLlin Nig rpynoBoto
NoniTUKOK BUHAropoau

IHomBioyanbHi pe3ynbTaTn AiSNbHOCTI HE MOXYTb GyTu
«NIgHATUMU» pesynbTatamm DiAnNbHOCTI rpynu
(opraHizauii), iHWWMK crnoBamu, SKWO pes3ynbTaTtu
AisANbHOCTI rpynu nepeBuLLyOTb pesynbtatu
iHOMBIOYanNbHOI  OUiHKM, iHAOMBIgyanbHa oOuiHKa Mae
nepeeary. Y UbOMy BWMAgKy  BuULlEe3a3HAYEHE
3Ba)KyBaHHSI HE 3aCTOCOBYETLCS, 3@ YMOBM, LLIO CTOCOBHO
0aHOro KepiBHMKa Y/ BUKOHABLIA Bara NOKa3HWUKIB Ha PiBHi
IHCTUTYUIN 3MEHLLYETbCS NnapanenbHO 3HWXKEHHIO PIBHS
ynpaBmniHHA  Ans  KOXHOI  ycTtaHoBu.  Lini  Ha
iHOMBIAyanbHOMY piBHI BKMOYaKTh LiNbOBi 3aBAaHHA Ta
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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.

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.

KomneTeHLii. 3aranbHa Bara LinboOBUX 3aBOaHb - KpiM
CEO «kpegnTHux yctaHoB - ctaHoButb 80%. [ns CEO
BaHKIBCbKMX Tpyn KpeaWTHUX YCTaHOB LS BeNUYMHa
ctaHoBUTb 90%.

Bara komneteHuii - kpim CEO KkpeauTHMX yCTaHOB -
ctaHoBuTb 20%. [Ona CEO «kpeduWTHUX YCTaHOB
BaHkiBcbKOi rpynu us BenuynHa ctaHoBuTtb 10%.
[AEHTUYHI NOKa3HMKWU MNOBWHHI BGYyTW BKMNIOYEHi Ha BCiX
PiBHSAX NpauiBHUKIB 3 OAHAKOBMM NMOPOrOM BUKOHAHHS Ta
Noporom Jonycky.

Cepen uinem Ha iHAMBIQyanbHOMY PpiBHi  LinboBe
3HaYeHHSA KinbKiCHMX NOKa3HWUKiB NMOBMHHO
BigoGpaXxxaTUCA 3 TOYHICTIO 40 TPbOX 3HAKIB MICNSA KOMMU.

3 2025 poky, cepef OKpeMux Linen, pekomeHOoBaHO
3aCTOCOByBaTM Yy BUMNAAKy MOKa3HWKa po3CyannBoIl
noeefiHkM 060B’A3KOBUI NOKA3HMK, 3 aKLLEHTOM Ha IiHiAxX
3axucTy nig Hassot «Po3cyanvea poboTa Ta nparHeHHs
00 KOHTpornto», 3 MiHimanbHow Baroo 10% pansa Bceix
npauiBHUKIB, AKi 3aiMaloTb BU3HAYeHi nocagu, Anst BCiX
npauiBHKKIB, Ha SKMX NOLIMPIOETLCA ocoboBa cdepa Aii
Monitnkn. TokasHMK  €KOMOriYHOi  Ta  couianbHOoi
BignosigansHocTi (ESG-CSR) mae 6yTn npeacraBnenunii
LLlOHaMeHLLe 3 Baroto 5% Ansi kepiBHMKIB NepLUOro piBHA
yCTaHOB.

Cepea UinboBMX MOKa3HWKIB Ha iHAMBIAyanbHOMY pPiBHi
NOBUHEH OYyTW BKIOYEHWI MOKa3HWK PO3CYANMBOi poboTH
Ta NparHeHHsa OO KOHTPOIo 3 Barok He MeHwe 5% ans
BCiX MpaL,iBHUKIB, HA AKMX NOLLMPHOETLCA ocoboBa cdepa
3aCTOCYBaHHS, KpiM reHepanbHoro anpektopa (CEO). Y
noro Bunagky usi sara mae 6yt 10%.

Y Bunagky kepiBHuka suworo pisHA (CEQO) gouipHix
KOMMaHin CTpyKTypa iHOUBIQyanbHUX MOKa3HUKIB €
HaCTYMHOIO:

a) lNoka3HuKkK, siki 3acTOCOBYHOTbCA B 0OOOB'A3KOBOMY
nopsaky Ha sumory OTP Bank Plc., 3a BUHATKOM
ocobnuBMx BMNaakiB, MalTb BignosigHy Bary 25% 3
HaCTYNHUM PO3NOAiINOM:

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

Crparteris Ta nnaH gin ITOB 3 Baroto 5%;

[oTprmaHHs 3a8B CXUNBLHOCTI PU3KKY Ta MIMITIB 3
Baroto 10%, BignoBigHo.

6) MokasHukmM, BusHadeHi AT «OTM BAHK», matoTb Bary
50% BignosigHo.

B) [MokasHWKM, siKi 3aCTOCOBYHTbLCA B 0OOOB’SI3KOBOMY
nopsiaKy BIigMOBiOHO [0 00’eQHAHOro  MoKasHMKa
CouianbHe cepefoBuLLEe Ta YNpaBIiHHA Ta NOKa3HMKa
KopnopaTtuBHa couianbHa BignosiganbHocTb (ESG-
KCB) 3 Baroto 5% Ta PoscyanuBa pobota Ta
nparHeHHsa o koHTponto 3 Baroto 10%.
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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.

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 Retalil
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

r) OuiHka kepiBHuka 3 Baroto 10%

3acTtocyBaHHs  MOKa3HMKA  KPeOUTHOI  SIKOCTi €
obos'aAskoBuM ans MeHemxepa 3 KpeaAUTHUX PUSKKIB,
[ornoBHOrO pu3MK MeHegXxepa a TakKoX AMpeKTopa
HenaptameHTy 300py Ta BperynitoBaHHA KpeguTiB Ta
Oyab-akoi ocobu, sika BxoguTb Ao cknagy KpeawutHoro
KOoMiTeTY AodipHix komnaHin OTP Banking Group, a Takox
Oyab-9ka ocoba, gka 6Oepe y4yacTb Yy MpOLECI
KpeanTyBaHHS.

Y Bunagky MeHepxepa 3 KpeauTHUX pu3ukie, TONOBHOMO
puU3nK MeHemxkepa Ta gupektopa [enaptameHty 360py
Ta BperynooBaHHA KpeguTiB poboTogaBeub Hece
BiAMOBIJANbHICTb 3a 3aCTOCyBaHHA LbOrO MNpaBuia B
YCTaHOBI.

3eneHa iHiuiaTMBa CTOPOHM aKTMBIB 3aCTOCOBYETbCS Y
BMNagky KkepiBHuka KopnopaTtuBHoro 6i3Hecy Ta
KepiBHuka PosgpibHoro 6i3Hecy iHO3eMHMX YyCTaHOB —
kpim AT «OTIM BAHK» — 3 miHimanbHoto Baroto 5%.

KinbkicHi noka3HukM 3aBaHTaxytoTbcs Yy Success Factor
HR Bigginom MaTtepuHcbkoro baHky g0 Tak 3BaHoI
6ibniotekn KPI, i 3aBgaHHsam uboro HR Bigainy € 36ip Ta
KOHcoMiAauis NOKasHMKIB Bif BNACHWKIB AaHWX, 3a YMOBM,
LLIO Lii BNACHMKM JaHMX TaKOX AaloTb pekoMeHaaLii woao
LiNbOBMX 3HA4YeHb AN KOXHOI opraHnisauii. BnactuBocrTi
KiNTbKICHMX MOKa3HWUKIB (BM3HAYEHHS, OAVHULUS BUMIpY,
BMACHUK [aHux, nfaHoBa Ta akTMyHa BENMYMHA)
BM3Ha4alTbCA BracHukamu aaHux. Llinbosi 3aBaaHHA
cnig  krnacudiikysaTu  3a  NOMYHUMWU  rpynamu, ki
CTBOPIOIOTHCA [lenapTameHToOM ynpasniHHSA nepcoHanomM
MatepuHcbkoro bBaHky Ta [upekuieto  ynpasniHHS
BaHkiBcbKoto rpynoto. Knacudikauisa noriyHMX nokasHukise
Ha JoriYyHi rpynu € BigNoBiganbHICTIO BNACHUKIB AaHUX.
OunpekTopaTt 3 opraHisaLiiHOro po3BuUTKY Ta ynpasniHHSA
noacbKMMn  pecypcamu  ronioBHoro  odpicy/I'pyna
ynpaBniHHA NPOAYKTUBHICTIO KOHCYNbTYETbCA  LLOAO
3MicTy gaHux Gibniotekn KPI Ta uinboBux 3aBoaHb 3
CEO, T1a wMeHemkepaMn, $Ki 34INCHIOKTL MpaBa
BNacHWKa, a Takox NpodecinHumMn cdepammn rosiloBHOro
odpicy, Toi 9K OCTaTOYHE CXBasfleHHS BUMarae pillleHHs
KepiBHOro koMmiTeTy He nisHiwe Hik 3a 15 gHiB go
3acigaHHs KepisHoro KOMITeTy, Ha AKOMY
00roBOpPOKTLCA NPUHLNMU CUCTEMU CTUMYSTHOBaHHS.

CxBaneHHs 6ibniotekm KPI Ta noriyHnx rpyn Ha
NOTOYHMI PiK BXOOUTb A0 KOMMETeHUii Harnsgosoi paaw.

LlinboBi 3Ha4YeHHS IHCTUTYLIMHUX NOKa3HWKIB Ta KiNbKiCHI
MOKa3HWKM, 3a3HayeHi B OKpPeMuX Uinsx, A0 SKUX
BHOCATLCS 3MiHW MPOTATOM POKY, MOXYTb OyTW BKITHOYEHI
Ha  OCHOBI  pilleHHa  YnpaBniHCLKOrO  KOMITeTy
MaTepuHcbKkoro baHky BignoBigHO OO pernaMmeHToBaHMX
paMoK He ni3Hiwe 31 XXOBTHSA. YnpaBfiHHA NepcoHanom
MaTEpPUHCBKOI KoMnaHii/ Npyna ynpasriHHS
NPOOYKTMBHICTIO MUCbLMOBO MOBIAOMAAE  3auikaBrieHi
OOYIpHi KOMMaHii Mpo Taki 3MiHK Ta iX BNAMB Ha Uini, a
TakoX Ha opraHiszauilHi, ynpaBniHCbKi Ta MNoB'A3aHi 3

acknowledgement. nocagamu CTPYKTYpU NOKa3HUKIB 3 MeTOoH
NiaTBEPAXEHHS.
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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.

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.

OcHoBM [Onsi MpefcTaBfieHUX BULLE MpUHUMNIB Ta
HanpsiMiB CTUMYJIOBaHHSA 3aTBEPAXKYOTbCA 3aranbHUMM
36opamun MaTtepuHcbkoro baHky, npu LbOMY yKnageHHs
NMUCbMOBKMX LINbOBMX Yrod Ha MOTOYHUIA PiK MOXIMBO
Nicns NPUAHATTSA LMX OCHOB.

BuHaropoga 3a pesynbratamu  AiANbHOCTI,  sika
NPUCYOKYETLCA  Ha  OCHOBIi  OUiHKM  pe3ynbTaTiB
OiSINbHOCTI, paxyeTbCs Ha NPOMOPLiAHIA  OCHOBI 3
ypaxyBaHHSIM KOHTPOMbHOro nepioay:

TPYAoBi BiAHOCUHW, BCTAHOBMNEHI NPOTSArOM POKY,

- 3aKiH4YeHHS1 CTPOKOBOrO TPYAOBOro JOrOBOpY,

- 3BiflbHEHHs1 MpauiBHMKA Ha YMOBax TPyOOBOro
3akoHogaBcTBa YKpaiHu,

- MPUMWHEHHS TPYAOBWX BiAHOCUH Y 3B'SI3KY 3 BUXOA0M
npauiBHMKa Ha NEHCIt,

- CMepTb MpauiBHUKa,

- MPUMNUHEHHS BIGHOCUH pOoBoTOAaBLEM 3 NPUYMHM, LLO
NOB’sI3aHi 3 MOro OisiNbHICTHO,

- nepeBefeHHs Ha poboTty / 3 poboTW, BKMOYEHOI B
CUCTEMY 3A0XOYEHHS!, i3 3ayBaXXEHHSAM, L0 KOnwu
nponopuiiHa cyma BuHaropoau 3a pesynbTatamu
JiSiNbHOCTI MeHWa 3a aBaHc(M) 3a BuHaropogy 3a
pesynbTatamun LisfnbHOCTI, BUMNMAYEeHN MNPOTSAroMm
POKy, NpaLiBHUK NOBUHEH Byae NOBEPHYTU Pi3HULIIO.

MpauiBHMK HE Mae npaBa Ha BUHaropony, 3acHOBaHy Ha
pesynbTatax poboTu, SKLO BiH HE 3aAMAETbCSA XXOLHOK
pobo4od AiANbHICTIO i, 0OgHOYAcHO, He Gepe y4yacTi y

BUKOHaHHI NOCTaBfeHWxX Linen 4epe3 BIACYTHICTb
pesynbTaris.
3a BigcyTHOCTI  (PaKkTUYHMX pesynbTaTtiB  poboTu

npauiBHUK He Mae npaBa Ha BMHaropogy Ha OCHOBI
pesynbTaTiB, HaBiTb AKLWO BiANOBIAHI LiNi Ha piBHI rpynu
BMKOHYIOTbCH, 3a paxyHOK 0AaTKOBUX 3yCUnb X Koner Ta
He3anexHo Bif iX y4acTi.

Y pasi npunvHeHHs poboTM B OLiHIOBAHOMY pOLi
npauiBHMK Mae npaBO Ha BWHAropody, 3acHOBaHy Ha
pesynbTaTtax poboTu, nue 3a kaneHgapHe niBpiyys, B
OCTaHHI/ AeHb SKOro iCHYIOTb TPYAOBI BIAHOCUHW, i SAKLLIO
Ha ueV AeHb NpauiBHUK He 3BiMbHAETLCH Big PoGOTW.
BuknioyYeHHs Big BULLE3Aa3HAYEHOr0 MOXIUBI BUKITHOYHO
BigNoBiAHO OO0 nosioxeHb [loniTkn  BUHaropoau
BaHkiBCcbKOiI rpynu.

[MpaBo Ha BuWHaropody, 3acHOBaHy Ha pesynbTaTtax
OiSANbHOCTI, NPUNWHAETBCA Yy BUMNAAKy, SKWO TPyOoBi
BIOHOCMHU MPUMUHAOTLCA Nig Yac BMNpoOyBanbHOro
TepMmiHy, abo 3a HeraH1M pilleHHsiM poboToaasusi, abo
AKWO Take MPUNUHEHHS 3YMOBMEHe NpUYMHaMMU,
NnoB’dA3aHNMM 3 NOBEAIHKOI NpaLiBHMKA.

Y BUNagKy npauiBHUKIB, HA SKUX MOLUMPIOETLCA rpynoBa
noniTuka BMHaAropogu, NpaBo Ha Oyab-AKy BiACTPOYEHY
YacTuHy(-M) BMMNNAT, 3acHOBaHWX Ha pesynbTaTax
OiSANbHOCTI, K We He Oynu cnnadeHi, CKacoBYETbCS,
AKWO poboTa MPUNUHAETBCA A0 OaTu NPU3HAYEHHs!
BigCTpoYeHOro BHecKy. Bigctyn Big BuLLe3asHa4yeHoro
MOXINUBUI BUKMIOYHO BigMNOBIOHO 4O NONoXeHb MNonitukn
BMHaropoau baHkiBCbKOT rpynu.
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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
furthermore, if

company of the Banking group and,
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 Plc. 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:

in the 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

AKwo TpyaoBi BiAHOCUHU NPUNUHAIOTBCA B iHTEpecax Ta
3a iHiuiaTuBo poboTofaBus Yepe3 TPYAOBi BiAHOCUHM,
WO MatTb OyTn BCTAHOBMEHI 3 iHLWOK KOMMaHie-
yneHoMm BbaHkiBCbKOT rpynu, i, KpiM TOro, AKWO TPyOoBi
BiOHOCMHU NPUMUHSIIOTBCS Yepes Te, WO MpauiBHMK CTaB
neHcioHepom abo SKWO TPyAoBi BiQHOCWMHM MPUMNUHEHI
BHacnigoKk cMepTi npauiBHMKa, NpaBo Ha BMHaropoay,
3acHOBaHy Ha pesynbTatax [LisnNbHOCTi, BKNIOYal4u
npaBo Ha BigcTpouky, 30epiraetbCs, a ouiHKa
pesynbtatisB poboTm Ta po3paxyHku BiabyBalTbCA
BiQMOBIAHO OO0 3aranbHMX NpaBun.

Axkwo CEO abo npauiBHUK:

- OpaB y4yactb Yy Oyab-sikii npakTudi, sika
crnpuynHUna 3HadHi 36utkn, Ta / abo
- He BignoBigae kpuTepiam npugaTtHocTi  abo

BiANOBIAHOCTI,
Harngposa paga OTP BANK Plc. ynosHOoBaxeHa
npuiamaTti piLLEHHs uoao BifLUKOAYBaHHS
3aboproBaHOCTi 3a BMHaropogy, WO po3paxoBaHa/
BUNaYeHa 3aLlikaBreHin ocobi 3a nepioa, B sskomy 6ynm
o6CcTaBuMHM, WO Aa0Tb NiACTaBu Ans BigWKOA4YBaHHS.

OuiHka po3cyanmBoi poboTH

MPUAHATHICTE  BIACTPOYEHUX NNaTexiB Ha  PiBHI
BaHkiBCbKOI rpynn BU3HAYaETLCHA 3anexHo Big CTaHy
Kanitany Ta ouikyBaHux ciHaHcoBux pesynbTaTtis OTP
BANK Plc. Ta BaHkiBcbky rpyny - Harnsgosow pagoto,
sIKa TaKoX MOXe MPUNHATU piLLEeHHSA NPO 3MeHLWeHHSA abo
BIACTPOYKY BMHaAropogu Ha OCHOBi  pesyrnbTaTiB
OiANbHOCTI.

Kputepii po3cyanuBoi  AisnbHOCTI  AOYIpHIX KOMMNaHIn
BaHky Ta BaHkiBCbKOT rpynu:

- Yy BUNagKy 3 KpeauTHUMU YCTaHOBaMu, BUKOHaHHS
BUMOMM  WOAO0  AOCTATHOCTI  perynsaATtuBHOro
Kanitany, He BpPaxOBYKOYM 3anydeHHsa Kanitany,
3AiCHeHe ANs OOMNOBHEHHSA KaniTany B Poku nicns
POKYy, Lo criyrye ocHoBow gnsi cnnatn (T +1, T + 2,
T + 3, Ta iH.), @ TakoXX HaKOMWUYEHi BUTPATU Ha PU3UK
LLIOAO LiNbOBOro NOKa3HvKa B POKU MIiCMst POKy, L0
CNY>XUTb OCHOBOIO ANSA NnaTexy,

- Yy BUMNAAKy KOMMaHin 3 ynpaBniHHA akTMBamu -
YHUKHEHHS  3HAQYHOr0 3MEHLUEHHA  KepoBaHWX
aKTUBIB;

- Yy BUNAgKy diHaHCOBMX MNIANPUEMCTB, SKi He
KnacuikytoTbCa K KOMMaHil 3 ynpasniHHA
aKTMBaMU: Anst akTopMHroBMX KOoMMNaHin
NOCTilHE 3POCTaHHA HAaKOMWYEHOro CTArHEHHS

noptdens aebiTopcbkoi 3aboproBaHoCTI,
nepegaHoro pakTOPUHIoBIN KOMNaHii; y BUNagky
Ni3NHIOBMX KOMMaHin, cTaBka 3 cragaii

3aCTOCOBYETLCS [0 BCbOro noprdens.

MonepenHs ouiHKa pu3uKy NMOBUHHA OyTW nMpoBedeHa B
TOMYy poui, B sikomy Mae OyTu 3giicHeHa Bunnara,
npoTtarom 45 AHIB nicns YyeproBux 3aranbHuUX 360pis, Lo
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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
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 of the
Board of Directors based on the proposal of the OTP
BANK Plc.’s - 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
OTP BANK Plc.’s Chairman of the Board of Directors,
the OTP BANK Plc.’s CEO 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.

3aKpuBalTb pobo4unii piK, WO Nepeaye PoKy, B AKOMY Mae
BioOyTMcs Bunnata. Ha nigcrasi piweHHs Harnsigosoi
pagu B TOMY poLi, B SIKOMY HanexuTb Bunnarta, po3mip
BIONOBIAHOrO  BIACTPOYEHOrO0 BHECKYy Moxe OyTu
3MEHLLEHNI, MOTEHLIMHO 0 HYN4.

[MpoTsirom yCbOro HenoraweHoro nepiogy BiOCTPOYKM
MOBUHHI OYyTW OLiHEHi Hacnigku, wWo Biabynucs Tum
YacoM, NoB’sI3aHi 3 JisinNbHICTI0 0cobu B pamkax [pynosoi
NOMiTUKM BUHAropon, a TakoX AOUIMbHICTb BiACTPOYEHOI
BMNNaTW BUHAropoam Ha OCHOBI pe3ynbTaTiB AisinbHOCTI.
Wloaoo pouipHix komnaHii BaHkiBCbKOI rpynu, npaBo
KepiBHUKIB Ta MeHeKepiB BU3HAYEHNX Ha
KOHCOMIAOBaHOMY pPiBHIi  Ha  BIACTPOYEHi Y4aCTUHK
BMHAropogmn Ha OCHOBI pe3ynbTaTiB gisfbHOCTI, @ TaKoX
po3Mip  Takoi  BMHaropogu  (BKMOYauYM  HOpMY
MOTEHLUINHOrO 3HWXEHHs1) Bu3Havae [onoBa Pagu
onpekTtopie  OTP BANK Plc Ha ocHOBi nponoauuii
"eHepanbHoro anpektopa OTP BANK Plc.

OuiHKa iHOMBiOyanbHUX pU3KKiB

CToCOBHO KepiBHUKIB, AKi mignagatoTb nig Aito pynosoi
NnoniTUKM BUHAropoau, NpaBo Ha BiACTPOYEHi BUMMATK Ha
iHaMBigyanbHOMY piBHI BU3HAYaETbCSA HA OCHOBI OLHKM
iHOMBIOyanbHUX PU3KKIB, MOB’AI3aHMX 3  AIANbHICTIO
3alikaBneHnx ocid, K Lie A0OKNaaHO BUKaAEeHO HUKYe:

- BWKOHaHHA 3000B’A3aHb, WO BUNNMBAOTb i3
TPYAOBMX BIiOHOCWH, OOTPMMaHHS 3aKOHOOABCTBA
YkpaiHn, WO 3acTocoByeTbCA OO  poboTw,
HOPMAaTMBHUX  OOKYMEHTIB,  BWKOHaBYMX Ta
YyNpaBniHCbKUX IHCTPYKUIN Ta NpodecinHnUX BMUMOT,
LLIO 3aCTOCOBYKOTLCSA 40 Nocaau,

- BIQNOBIAHICTE OYiKyBaHHsM poboTodaBus  LoAo
yrnpaBniHCbKOT NoBeaiHKN NpauiBHKKa,

- ornaa poboTun 3auikaBneHux ocib Ta
dyHKUiOHanbHMX obnacren (BUSIBNEHHS CEPAO3HMX
NOMUIOK, 30BXWBaAHb, HEMPaBOMIPHUX i 4K
HeJonikiB, pes3ynbTaTiB MNOTEHUINHUX  LinboBUX
nepeBipok, 3aMOBNeHnxX YnpaBniHCbKM
KOMITETOM).

OuiHka pu3KKiB, MOB’A3aHNX 3 AiANbHICTIO BigNOBIOHUX
KepiBHMKIB bBaHKIBCbKOI rpynu Ta MeHegxepiB, Ta
pekoMeHAauis, WO [PYHTYETbCA Ha HUX, MOBUHHI
BMKOHyBaTUcA npotdarom nepiogis T+1-T+3 (nepioais
T+1-T+4 ansa Nonosu Paan ampektopis OTP BANK Plc.,
leHepanbHoro pgupektopa OTP BANK Plc. i ans
KepiBHUMKIB Nigpo3ainis) AN nNo3uuin:
- [enapTaMeHT BHYTpILIHLOrO ayauTy,

- [enaptameHT KomnnaeHcy Ta  iHaHCOBOro
MOHITOPUHTY,

- [enaptameHT iHdopMauiiHOi Ta  6aHKiBCbKOI
Oe3neku,

- OpuanyHnn genaptameHT,
- [JenapTameHT 360py Ta BperyntoBaHHS KpeauTiB.
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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 OTP BANK Plc.’s Chairman of the
Board of Directors, who will then make a decision on
whether to disburse or, as the case may be, reduce the

deferred
identified at the consolidated

instalments within the personal

level

scope
based on the

proposal of the OTP BANK Plc.’s CEO.

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 fulfiiment
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

Ha ocHoBi nosuuii kepiBHOro opraHy BriacHukKa Ta
PYHKLiOHaNbHMX nigposgainis, OupekTopart 3
opraHizauiiHoro po3BUTKY Ta YNpaBniHHA OACBKUMU
pecypcamu MaTepuHcbkoro baHky cknagae nponoawito
ansa FTonosu Pagu gupektopie OTP BANK Plc., sikun
noTiM MpUIUMaE PpilleHHsT Woao BunnaTtyM KowTiB abo,
3anexHo Big 06CTaBMH, 3MEHLUEHHSI BIACTPOYEHNX
nnaTtexis Ang ocibd, BM3HAYEHUX Ha KOHCOMigOBaHOMY
piBHi, Ha OCHOBiI Mpono3uii MeHepanbHOro gMpekTopa
OTP BANK Plc.

Lloao kepiBHMKIB BaHKIB Ta kepiBHUKIB BAHKIBCbKMUX rpyn,
BigNoBiAHO A0 rpacpika BiACTPOYKK, 3auikaBrneHi ocobu
NMMCbMOBO MOBIZOMISIOTECS NPO MPAaBO Ha Pi3Hi BUNNaTu
Ta IX po3Mip 3rigHO 3 piweHHsaM [upekTopaTy 3
opraHi3auiiHoro po3BUTKY Ta YNpaBniHHA OACBKMMU
pecypcamu npoTarom 30 gHiB nicns WwopidHmMx 3aranbHuX
360piB OTP BANK Plc., ane He nisHiwe 30 YyepBHs.

OuiHKa NokasHUKIB

oo uinen Ha iHCTUTYUIMHOMY piBHi, 3aNpoBagXXyeTbCH
Tak 3BaHun nokasHk RORAC+ Ha pisHi rpynn (ROE / ER
3 ypaxyBaHHAM  pU3WUKY), SKUA  [OMOBHIOETLCSA
nokasHukom C/I.

LLlopoky HarnsigpoBa paga cxsanioe
— KOHKPETHi MOKa3HMKM BULLMX KEPIBHUKIB [OMipHIX
KOMMaHin, BU3HAYEHNX Ha KOHCOMiAOBAHOMY PiBHI,
Ta XapaKkTepUCTUKM LiUX NOKA3HMKIB,

- Tak 3BaHy "6ibnioteky KPI", cknageHy [pynoto
ynpaeniHHA  MPOAYKTUBHICTIO 3  ypaxyBaHHAM
pekoMeHpauii BnacHuka pJdaHux, us 6ibnioTteka
MICTUTb Pi3Hi AOCTYMNHI MOKa3HUKA AN KOXHOro
cyb'ekta / ycTaHOBW, iX BU3HAYEHHS, @ TaKoX
OAMHWLIIO BUMIPY Ta BNACHWKIB AaHWX.

Y pamkax UinbOBUX MOKa3HWKIB Ha iHOMBIOAyanbHOMY
piBHI, Yy pa3i AKiCHMX UifboBUX 3aBAaHb, OYiKyBaHHS
MOBWHHI  ByTM BM3HA4YeHi B NUCbMOBIN  hopmi.

AHarnoriyHMM 4YMHOM OUiHKa TakoX MNpPoBOAUTLCA B

NMMCbMOBIN  OPMi  Ha NOriYHIA OCHOBI. BuKOHaHHA

LinbOBOro 3aBAaHHA MoXe ouiHioBatucs Big 0% [o

100%.

B mMexax UinboBMX NOKa3HWKIB Ha iHAMBIAYanNbHOMY PiBHi

KiNMbKICHI LinbOBi NOKa3HMKU OLHIOITLCS 3 ypaxXyBaHHAM

HaCTynHOro:

—[aHnin nokasHWK OLIHIOETbCHA 3a ABOMAa MOPOroBMMMU
3HaYeHHAMU (MOpIr BUKOHAHHSA (MiHIManbHWIA piBEHb),
nopir 4OMNycky).

—BukoHaHHA 3agaHoro nokasHuKa
BUKOHaHHS AopiBHIOE 0% BUKOHAHHS.

—BuWKOHaHHA MK NOPOroM BUKOHAHHSA Ta MOPOrom
Jonycky siBnsie co6oto hakTUYHY OLiHKY NOKa3HUKa.

—VY pasi BMKOHaHHs, piBHOro abo 6inbwe nopory
Oonycky, MeHemkep abo KepiBHUK, KU peanisye
npaeBa poboToaaBLUsl, Mae NpaBO MPUIAHATU PilLIEHHS

HWX4Ye nopory

CTraTtyc fOKYMeHTa

CornacoBaHo

ABTOp JOKYMeEHTa CHEMUS Galyna Leonidivna

[lata noromxeHHsi JOKyMeHTa

20.06.2025

20 cTop.



©otp

MoniTnka Npo ouiHKy AisnbHOCTI Ta MaTepianbHe cTuMyntoBaHHA npauisHukiB AT «OTI BAHK»/
Policy on the performance evaluation and the incentives for OTP BANK JSC employees

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
of the company employing the given employee,
after the Chairman of the Board of Directors of
OTP BANK Plc. 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 based on the proposal
of the OTP BANK Plc.’s CEO.

For employees identified at the consolidated
level, the deviating assessments are submitted
to the Chairman of the Board of Directors of OTP
BANK Plc. by the Head of the Human
Organizational Development Directorate, based
on a preliminary examination of the compliance
of assessments based on the proposal of the
OTP BANK Plc.'s CEO. 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:

in respect 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), in
case of failure of measures required by control

NpO piYHE BUKOHAHHS NOKa3HMKa Mi>K MOPOroM JOMYCKy
Ta 100%, 3 ypaxyBaHHAM [oKnageHux ¢aKTU4HuX
3ycunb (abo iX BIACYTHICTb), CNPSAMOBaHMX Ha
OOCArHEHHS AaHOT KifbKICHOI Lifi, WO po3rnagaceTbes.

—Y pasi BUKOHaHHS, L0 AOpPiBHIOE ab0 nepeBuLLYyE Mnopir
OOMYCKy, OLiHIOYMI MeHeaKep 0BI'PYHTOBYE pilLIEHHS
Npo BiOXWMNEHHS B KOXXHOMY KOHKPETHOMY BMNagky, siK
OOI'pYHTYBaHHA, Yy BUMNadKy AOYipHLOI  KOMNaHii
iHO3eMHOI BaHKIBCbKOI rpynu, Take pilleHHSA TakoX Mae
OyTV cxBaneHe rofloBOK KEpPiBHOrO opraHy KOMMaHii,
LLIO HaMMaEe JaHoro npauiBHKKa, Nicnsa Toro, sk onosa
Pagn gupektopie OTP BANK PIc. npuiHSB pilleHHs
CTOCOBHO BCiX pillieHb LWOoAO0 BiaXUneHb A5 KepiBHUKIB
Ta BuKoHaBuiiB OTP Ta go4ipHix KOMMaHi, BU3Ha4YeHMX
Ha KOHCONIAOBaHOMY PpiBHi, Ha OCHOBI nNponoauuii
"eHepanbHoro anpektopa OTP BANK Plc.

—[na npauiBHUKIB, BM3HAYEHMX HA KOHCOMILOBAHOMY
PiBHIi, BigXWNEeHHs ouiHkM nofatoTbcst [onosi Pagu
avpektopis OTP BANK Plc. kepiBHukom [Jupektopaty
3 OpraHisauinHoro po3BUTKY Ta ynpasIiHHS NIOACLKMMU

pecypcamMnm Ha OCHOBIi nonepedHbOl  MNepeBIpKn
BiQMOBIAHOCTI  OUHOK, Ha OCHOBIi  Nponoauuii
eHepanbHoro aupektopa OTP BANK Plc. Ons
npauiBHKKIB, iAeHTUdIKoBaHMX Ha

CybKOHCONIAOBAHOMY Ta MICLEBOMY PIiBHSX, OLHKM
nepeBipsie kepiBHUK yHKLiOHanbHOi obnacti gaHol
AOYIPHBOT KOMMaHIi, WO BUKOHYE CDYHKLUIT ynpaBniHHS
NepcoHarnoM, i KO BOHM BBaXalTbCHA TakUMW, O He
BiONOBIgAlOTb BUMOram, NOYMHaOTLCA KOHCYmbTalil 3
MeHe>KepoM, LLO MPOBIB OL|iHKY.

[na KiNnbKiCHNX NOKa3HWUKIB MeXi Aiana3oHy OLHKM Taki:

- LWOAO 3acTOCOBYBaHMX (MPsiMUX) MOKa3HWKIB nopir
BMKOHaHHS (MiHiManbHui piBeHb) cTaHoBUTb 90%,
a nopir gonycky - 95% y KoxHoMy BUnNagky,

- Ana nokasHukie MNpuBaTHOro 6aHkiHry nNpuadaHHs
YHI (umcti HoOBi rpowi), i Ansg pesynbrarty
KasHauenctea MiHiManbHUN piBeHb CTaHOBUTb
60%, a nopir gonycky - 90%

- Ona 0b6epHeHo NPONOPLINHNX  MOKa3HWUKIB
MiHiMansHWA piBeHb cTtaHoBuTb 110%, a nopir
gonycky - 105%,

- [Onsa nokasHukiB BUTpaT MiHIManNbHUA piBEHb
craHoButb 100%, a nopir gonycky - 100%.
- OuiHka KepiBHMKa/  oUjiHKa KOMMETEHTHOCTI

NpoBOAUTLCA 3a LWKanow Big 1 Ao 6, Ae 4 o3Ha4vae
100% BUKOHaHHS.

PiweHHsa Ta  0Oe3pignbHiCTb, He  3a3Ha4yeHi B
iHOMBigyanbHIN MeTi npauiBHMKa, ane nignagarTb nNig
chepy BiANOBIAaNbHOCTI (3aBOaHHA Ta NOBHOBAXEHHS,
noknageHi Ha BignosigHoro kepiBHMka abo 1ioro
opraHiszauiviHui nigpo3sain OpraHisauiiHo-onepaTUBHUMU
npasunamu (OOI1), BKNtOYEHI 4O NocagoBoil IHCTPYKLUIT,
3aBaHHs, SIKi BUKOHYIOTbCHA Yy 3B’SI3KYy 3 UNEHCTBOM Y
KOMITETi | MNOBHOBAXEHHAMW), Yy pasi HEeBUKOHAHHS
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functions, as well as the 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 Chairman of the Board of
Directors of OTP BANK Plc. based on the proposal of
the OTP BANK Plc.” CEO, 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 measures or ethical expectations described
in the OOR, job description, requirements of the
committee, board tasks, collegiate or control functions
the identified employee did not comply with and in what
manner.

The above-mentioned reduction in employer evaluation
compared to the individual performance evaluation
calculated from the results of institutional and individual
evaluations must 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, or in case of failure of measures required
by control functions 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 indicator, or up to 100% withdrawal
in case of receiving a written warning or in case
of failure of measures required by control
functions, or in case of an extremely serious
violation of the provisions of the Code of Ethics.

During the evaluation, first the Chairman of the Board of
Directors of OTP Bank Plc. 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

3axofiB, WO BUMaralTbCA QYHKUIAMU KOHTPOM, a
TakoXX MOXIMBE HEAOTPUMAaHHS CTaHAApPTIB NMOBEAIHKM,
sKi BuMmaratoTbca Kogekcom ETukn, pivyHMK 3aranbHui
pe3ynbTaT OUiHKM edhbekTUBHOCTI ocobu Byae 3BaXeHo i3
3acTtocyBaHHAM koediuieHTy 0-1. Ha nigcTaBi pilleHHSA
Fonosn Pagu gmpektopiB OTP BANK Plc. Ha OCHOBI
npono3suuii MeHepansHoro avpektopa OTP BANK Plc., a

TakoX Yy BuMNagky KepiBHUKIB [JOYipHIX  KOMMaHin
poboTtogaBuem, kpiMm [eHepanbHOro  gupekrtopa.
KepiBHuk, skun peanisye npaso poboroaasus,
30008B’A3aHu1 obrpyHTYyBaTH, AKLLO pesynbTat
NigCYMKOBOI  OLLiHKM BiApi3HSAETLCS BiO piYHOI
pO3paxyHKOBOI  (OTpUMaHOI B  pe3ynbTaTi  OUiHKM
IHCTUTYLINHNX Ta iHaMBIgYyanbHNX uinen)

pe3ynbTaTUBHOCTI, SKLWO MpauiBHUK 3HaxoauTbCcsa nig
MNOro KOHTpOneM. Y MOSICHOBanbHi 3anucui HeobxigHo
BKa3aTW, SKMX i3 3axofiB abo eTUYHMX OuiKyBaHb,
onucaHux OOTl1, nocagoBin iHCTPYKLi, BUMOrax KOMIiTeTy,
3aBOaHHSX pagW, KomerianbHUX YW KOHTPOSIbHUX
YHKUISX, igeHTUdikoBaHMN NpauiBHUK HE BUKOHYBAaB i
SIKUM YMHOM.
BuwesasHayeHe  3HMXKEHHS  OUiHKM  poboToaaBus
MOPIBHSAHO 3 iHAMBIAYanbHOK OLUIHKOK edeKTMBHOCTI,
po3paxoBaHO 3a pesynbTaTamMu IHCTUTYLIMHOI Ta
iHOMBigyanbHOT  OUiHKW,  Ccnig  3acTtocoByBaTuM 3
ypaxyBaHHSIM HaCTYMHOrO;
—  makcnmyM 30% 3MEHLLEHHS MiaCYMKOBOT OLLIHKM:
Ha OCHOBI BNNUBY Ha egeKkTUBHICTb bi3Hecy
yepes piweHHa abo 6e3aisanbHICTb, 3pobneHi y
3B’A3Ky 3 060B’A3kaMu, MOCaAo0, YNEHCTBOM Y
Oyab-AKOMY KOMITETI UM KepiBHOMY OpraHi, abo y
pasi HEBUKOHAHHS 3axopis, HeobXxigHux
YHKLiIMU KOHTPOIMIO, @ TAKOX Y pasi NoBeAiHKM,
sika nopyLye nonoxeHHa Kogekcy ETuku;

—  3MEeHLUEHHs NiaCyMKOBOI OLiHKM GinbluUe HiX Ha
30%: 3Ha4Hi BTpaTn ansa 6isHecy abo penyTauii
Ha piBHIi OCHOBHOro nigpo3ainy abo baHkiBCbKOT
rpynu B pesynbTarti pilleHHs abo 6e3aianbHoCTi,
NPURHATUX Yy 3B’A3Ky 3 oboB’A3kamu, Ha3BOM
nocagm, YNeHcTBoM Yy Byab-9KOMY KOMITETI 4m
KepiBHOMYy opraHi ®opyMOM BHYTPILUHLOro
koHTpornto (ICF) y 38’a3ky 3 nponosuuieto Woao
CKOpOYeHHS1, BHeCEHO DOPYMOM BHYTPILLHBOIO
koHTponto (ICF) wono nokaxHuka Poscyanueoi
poboTn i 3acobiB koHTponto, abo go 100%
BIOKNUKaHHA y pasi OTpMMaHHA MUCbMOBOIO
nonepemkeHHs abo y pasi HEBMKOHAHHS 3ax04iB,
HEOOXiOHNX KOHTPOMbHUMW yHKUiAMK, abo y
pasi Hag3BMYanWHO CEepro3HOro  MNOPYLUEHHS
nonoxeHb Kopekcy ETuku.
Mig yac ouiHoBaHHA [onoBa Pagn auvpektopie OTP
BANK Plc. cnoyaTKy OLiHIOE 3aCTYMHUKIB reHepanbHOro
anpektopa OTP Bank Plc. Ta kepiBHMKIB nepLlloro piBHA
OOuYipHIX KoMnaHi baHKiBCbKOi rpynn, NoTiM OLIHIOETLCS
HXKYe KepPIBHULTBO Ta NpaLiBHUKN.

3aranbHi npaBuna ansa 3anuTiB Ha KOPUryBaHHA
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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) Legislative amendment concerning negatively
affecting business expectations,

b) Extraordinary geopolitical circumstances,

¢) Natural disaster,

d) Effect of uncontrollable
fluctuations,

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

f) Pandemic situation,

g) Technical correction.

exchange rate

Within the frameworks of the annual, individual level
performance assessment, the head of Strategic and
Finance Division and the head of Human and
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 Chairman of the Board of
Directors of OTP BANK Plc. based on the proposal of
the OTP BANK Plc.” 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

3anuT Ha KOpUryBaHHsI MOKA3HUKIB OLIHKN €dDEKTUBHOCTI
Moxe ByTu nogaHui y 3B'A3Ky 3 HenepeabadyyBaHUMU Ta
06'eKTBHMMN OBCTaBMHaMM.

O6cTaBMHamMK, €Ki MOXyTb BWKIMKaATKM MOTpedy Yy
KOpUryBaHHi, MOXyTb OyTW, 30KpeMa, ane He BUKITHOYHO,
HaCTYMHi:

a) 3akoHogaBya  nonpaeka, WO  CTOCYETbCH
HeraTMBHOIO BMAMBY Ha O4iKyBaHHs GisHecy,

b) HapgssuuaiHi reononitnyHi o6¢cTaBuHN,

c) CruxiviHe nuxo,

d) BnnvB HEKOHTPONbOBaHUX KOMMBaHb  Kypcy
06MiHy BanoT,
e) HapssunyainHe [ 00boB'A3k0OBE piLUEHHSsI

MaTepuHcbkoro baHky, L0 BUHMKIIO HecnoaisaHo
B MNpoueci nnaHyBaHHs,, Ta $sIKe HeraTMBHO
No3Ha4YaeTbCs Ha BUKOHAHHI Nnaxy,

f) Manpgemiyna cuTyauis,

g) TexHiyHe KopuryBaHHS.

Y pamkax LWOPiYHOi  OuiHKM  edeKTMBHOCTI  Ha
iHOuBigyaneHOMY piBHi kepiBHMK Bigainy CtpaTteriyHoro
Possutky Ta ®PiHaHciB Ta kepiBHUK [upektopaty 3
opraHi3auiiHoro po3BUTKY Ta YnNpaBniHHA NOACBKMMU
pecypcamu (gani — [pyna 3 KopuryBaHHS) nicns
KOHCYNnbTauii 3 KepiBHUKOM nigpo3giny, Wo 34iNcHIoE
npodeciHnin  Harnag, MOXYTb HagaTu pekoMeHgauil

wono KOpUryBaHHs NoKasHWKIiB €(EeKTUBHOCTI.
KopuryBaHHs MoOXe  3aCTOCOBYBaTUCA  TiNbkM 00
MoKasHWKiB, oOuUiHeHa  edEeKTUBHICTb  Akux, 6es

KOpUryBaHHs{, He gocsrae nopory gonycky. OcrtatovHe
piweHHs  Kowmicii npunmaetbcs [onosoio  Pagu
avpektopis OTP BANK Plc. Ha ocHoBi nponosuuii
"'eHepanbHoro anpektopa OTP BANK Plc..

AKWwo ouiHeHa eheKTUBHICTb 3MIHIOETLCS Mif, Yac OLiHKK
3anuTy Ha KOPUryBaHHS, HiKMX NodanblUnX BiAXUIEHb,
NoB'sA3aHNX 3 OOCSArHEHHAM KpUTEpito edheKTUBHOCTI, He
NoBMHHO OyTn. Y UbOMY BMNAgKy BigKOpUroBaHe
3Ha4YeHHs1  eeKTMBHOCTI Ta  3aranbHOMPUAHATUIA
NMOKa3HWK edeKTUBHOCTI 36iraloTbCca. TakMm 4YMHOM, B
LUbOMY BWUMaAKy KepiBHWUK, SKWAW peanidye npasa
poboTodaBuUsi, HE MOXe 3acTOCOByBaTM nojarnblue
BiAXWMNEHHS.

KopuryBaHHa Moxe ©OyTu
MeHemxkepom abo, y BuMNagky [OYipHIX KOMMNaHin
BaHkiBCbKOT  rpynu, MeHemKepoM, SKUA  peanisye
iHTepecn poboTodaBus, y BWUMAOKY 3 BHYTPILHLOK
A04ipHLOI KOMMaHiel, poboToaaBLeM NicnNs OTPMMaHHS
niaTPMMKN  KepiBHUKa nigpo3giny, skui  3abesnevye
npodecinHe ynpaeniHHA, 3 [OKNagHUM  3anuTom,
BKIIOYaKO4M OBrpyHTYBaHHS, cnpsmMoBaHe kepiBHUKY HR
"onoBHOro ogoicy.

3anMT Ha KopuryBaHHA Hagaetbca A0 5 OepesHs
HACTYMHOrO LjifIbOBOrO POKY.

iHiLinoOBaHO  BIANOBIAHUM

Kananpat Hagae nosicHeHHs 40 NOAaHOro HUM 3anuTy Ha
KOpUryBaHHA B MUCbMOBOMY BuUrnsdi  (3acobamwu
BHYTPILLUHLOI E€MNEeKTPOHHOI MOowWTK). Y MOACHEHHI YiTKO
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the reason of the correction request and the KPls
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.

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

BKa3yeTbCA MpUYMHA NMOAAHHS 3anuTy Ha KOPUryBaHHS i
KITHOYOBI  NMOKa3HUKN e(EKTUBHOCTI, Ha $Ki BRSIMHYNO
KopuryBaHHs. [iACHICTb Ta OOrpyHTOBAHICTb NMOSACHEHHS
00 3anuTy Ha KOPUryBaHHsI MOBWHHI OyTW OGrpyHTOBaHI
aBTOPOM 3anuTy, B pamKax $KOro MOXyTb OyTu
pPO3rnsHyTi  TiNbKKW Ti Npono3uuil, WO nigkpinneHi
uucppamn Ta BIANOBI4AlTb 3MICTY MnaHiB i pakTam,
BPaxOBYOTb HEMPSAMi HACnigKu 3annTy Ha KOPUryBaHHS i
BPaxoOBYOTb BCi (pakTopw, L0 BMMMBalOTh Ha BUKOHAHHS
nnaHis.

3annTM Ha KOpUryBaHHSA oOujiHIoTbCA  KoMmicieo 3
KOpUryBaHHsA nicnsi nposeAeHHs 3aranbHux 3060piB, Ha
SKUX 3aKpMBAETbCA OaHWK biHAHCOBUM piK, B pamkax
ouiHKM edpekTmBHOCTI. OuiHKa He MPOBOANTLCS NPOTSArOM

POKYy.

Mpn BunNnati aBaHCOBOI BMHAropoaM 3a BUKOHAHHSA
pob0oTK, KOPUryBaHHA MOXYTb He BpaTtuca go yearu.

Wo cTocyetbcs  KpuTepiiB  po3cyanuBoi  poboTu
yCTaHOBK, TO KOpuryBaHHa OyayTe posrnagatucs
BIQNOBIAHO A0 BuMLe3a3Ha4YeHoi npoueaypu.

lpaesuna PO3PaxyHKy euHazopodu 3a

pe3ynbmamamu OistibHoCmi

IHOouBigyanbHa edheKTUBHICTb OLHIOETBCS ABidi HA piK Ha
OCHOBI MiBpiYHOro ¢oneLw-3BiTy Ta piYHOro 3BIiTY Ha
3aranbHux 36opax OTP BANK Plc., wo 3akpuBatoTb
AaHunn pobo4mn pik.

Y BUnagKky MeHekepiB Ta KepiBHUKIB, SKi nignagatTb nig
Ail0 rpynoBoi noniTukn BuHaropoam baHkiBcbKoi rpynu,
He MOoxe ByTu 3dincHeHO nepegonnaty Ha 6asi niBpiYHOI
OLLiHKM.

Y BuMNagky MeHeaxepiB Ta KepiBHUKIB BHYTPILLHIX
OOYIpHIX KOMMaHin, 9dki nepebyBaloTb Mg NpAMUM
KOHTpOSieM i He nignagatoTb nig gito Monitukn BUHaropog,
BaHkiBCbKOT rpynu, 3acTOCOBYETLCS (hikcoBaHa Ta 3MiHHa
BMHaropofa (sik npasuno, 60% dikcoBaHa YacTuMHa Ta
40% 3MmiHHa YacTuHa BUHAropoau).

Y BuMNagky MeHedXepiB Ta KepiBHUKIB BHYTPILLHIX
OOYIpHIX KOMMaHin, 4dki nepebysaloTb Mg NpAMUM
KOHTpONeM i He nignagalTb Nig4 rpynosy MONITUKY
BuHaropog baHkiBcbkoi rpynu, moxe OyTu 3dicHeHa
nepegonnara 3rigHO 3 MiBPIYHOK OLiHKOK. HAKLLO
3aranbHa edekTuBHICTb nepesuye 50%, Oons aBaHCy
ctaHoBUTb 50%.

IT-piweHHa HR, moayne SuccessFactors PM

Liini Ta 3aBOaHHA, WO IKCYOTbCA Ta OLHIOWTLCA B
moayni SuccessFactors PM (gani: SF).

LLlo cTocyeTbCst AOYipHiIX KOMMNaHi B paMmkax baHkiBCbKOi
rpynn OTP, 10 B cuctemi SF BigOyBaeTtbcsi npouec

ynpaBniHHA  edeKTUBHICTIO pobOoTM MpauiBHWKIB Y
HacTyrnHux cdepax:
— TMpauiBHUKW, Ha AKX nowwwuproeTbes [MoniTuka

BMHAropogmn, BU3Ha4eHi Ha BCiX PIBHAX, KEPIBHUKM,
Ha SKMX MOLUMPIOETLCHA NepcoHanbHa cdepa Aail

CraTyc JoKyMeHTa CornacoBaHo

ABTOp JOKYMeEHTa CHEMUS Galyna Leonidivna

[lata norogXeHHsi JOKyMeHTa 20.06.2025

24 cTop.



©otp

MoniTnka Npo ouiHKy AisnbHOCTI Ta MaTepianbHe cTuMyntoBaHHA npauisHukiB AT «OTI BAHK»/
Policy on the performance evaluation and the incentives for OTP BANK JSC employees

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.

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:

MoniTMkn  BMHaropoan, MeHemKepn  OOMipHIX
KOMMaHin (paHille nuvule KepiBHWKW, BU3HAYEHi Ha
KOHCOMIAOBaHOMY piBHi, | KepiBHMKM BigAainis
nigTPUMKN),

— KepiBHukn piBHs B-1, Ha SKMX He MNOLUMPIOETLCS
nepcoHarneHa cdepa gii MNoniTukn BuHaropoaw,

— KepiBHMKIB nepLlloro piBHA  MO3uULiIA  OOYIPHIX
KOMMaHin, ski nepebyeBalwTb nig 6e3nocepedHim
KOHTporieMm, ki He nignagatoTb nig Aito Monitvkm
BMHaAropou.

MeHempkepn  Ta  KEPIBHWKW,  3a3HaYeHi  Huxde,
NPOAOBXYIOTb yKNnagatu naneposi yroaw, Ae dopma
OLiHKM pe3ynbTaTiB AiAnbHOCTI, cTBOpeHa B poboyomy
npoueci SuccessFactors, pgogaetbca Ak OoAaTOK.
[HamBigyanbHMM goctyn Jo YOpMU OLIHKM pesyrnbTaTiB
poboTn HagaeTbCa MNpauiBHUKOBI, KEPIiBHUKY, SKUR
30IACHIOE OUIHKY, Ta KepiBHUKY / KEepiBHUKY, SKWN
3[iMcHIoe NpaBa poboToaaBLs.

BcTaHoBMNEHHA iHCTUTYLUIMHUX Uinen y cuctemi SF e
3aBAaHHAM MaTtepuHcbkoro baHky, i BOHM peecTpytoTbes
HR Bigainom MatepuHcbkoro baHky.

Mpy BWM3HaAYEHHI UINbOBMX MNOKA3HMKIB  BigMOBiOHI
MEHeIKepn Ta  KepiBHUKM  BUOWMpalOTb  KiMbKIiCHI
nokasHukn 3 Gibniotekn KPI, 3aTBepmxeHoi Harnsgosoto
pagoto MaTtepuHcbkoro bBaHky, @ikcyrouM  LiNboBi
3aBOaHHs Ha  OCHOBI  Nepeniky  pekomeHpaLin,
NiAroToBNEeHNx byHKUiOHaNbLHUMN chepamu
MatepuHcbkoro  bBaHky, €Ki HagcunawTbCd 00
CYyNpPOBOKYOHOro  npauiBHMKa  OOYipHBbOI  KOMMaHil
CYNpPOBOLKYHOYUM npawiBHUKOM HR Bigainy
MaTtepuHcbkoro baHky.

CEO pouipHix koMnaHi BU3Ha4aloTb iHAMBIAyanbHi uini
B cpepax, L0 3HaXOoAATbCA B IX YNpaBriHHI, BUXOASAYM 3i
CBOIX KOMMETEHLi, BU3HAYEHUX B OpraHisauiiHomy Ta
onepauinHoMy perrnameHTi, BUKOPUCTOBYIOYU CUCTEMY
SF.

OuiHka Uuinem nOTOYHOrO POKYy MOYMHAETBCSA 3
CaMOOLiHKN, fIKa 3aTBEPAXYETLCA KEpPiBHUKOM, SKUA
3[JACHIOE OLiHKY, Ta 3aBepllyeTbCcsi pobOTOAaBUEM B
cuctemi SF.

9.4 Xapaktepuctuka OKR

OuiHka 3a cuctemoto OKR (objectives and key results,
uinem Ta X KMWOYOBMX pe3ynbTaTiB) nondrae B
OUiHIOBaHHI  AiaAnbHOCTI  NpauiBHMKa Ha  nigcTasi
BUKOHAHHA HuM BignosigHux OKR, BCTaHOBMEHMX
BigNoBiaHO Ao cTparerii baHky.

OKR BcTaHOBNIOKTLCSA ANS KepiBHUKIB piBHA B-11B-2 Ta
AnNs iHWKWX NpauiBHUKIB.

Mpouec BcTaHoBneHHss OKR BigbyBaeTbcst BiAMoBigHO
00 HACTYMNHOro anropuTmy:
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- 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

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.

- Tonoea Ta UYneHu [lpaBniHHA LWOKBapTanbHO
BM3HA4aloTb cTpaTerivHi Uini.

- [paeniHHa 3 B-1 i B-2 (abo camocTiiHO) Ha
3acigaHHi, 6asyoumnch Ha pesynbTaTax nonepegHix
nigrotoBumnx 3ycrpiver BusHavae OKR Ha kBapTan.

- 3anponoHoBaHi OKR Ta BignoBigHi iM KMOYOBI
nokasHukm (KR) BHocATbCcA fo 6naHky excel abo y
BiINOBIAHIN CUCTEMI.

- 3BegeHi 6rnaHkM HaacunarTbCs B €NeKTPOHHOMY
BUrNAAi 3acobamMm  enekTpoHHOI  nowTn  Oo
[denaptameHTy ynpaBniHHA nepcoHanom abo
PO3MILLYIOTbCA B EMNEKTPOHHIA CUCTEMi  OLHKM
nepcoHany gnga posrnagy MNMpaeniHHAM BaHky.

- 3atBepaxeHHs 3anponoHoBaHux OKR 3pgilicHioe
MpaBniHHAM BaHky.

- Micna 3aTtBepaxeHHs OKR
npauiBHUKN,

- [Micna 3akiHdyeHHa  3BiTHOoro  nepiogy OKR
ouiHtoloTbes [MpaeniHHam badky. BrnaHkn OKR i3
3acpikcoBaHMMM pesynbTaTamMu BUKOHAHHSA Uinewn
HaaCUNalTbCA B €MEeKTPOHHOMY BUrnsai 3acobamum
€neKTPOHHOI nowTn Ao [lenaptaMeHTy ynpaBniHHS
nepcoHanoMm abo pOo3MillyOTbCA B €NeKTPOHHIN
CUCTEMI OLIHKM NepcoHany.

iHdopMytOTbCS  BCI

3a piweHHaMm Nonoeu MpaeniHHs noctaHoBka OKR Moxe
OyTu Npu3ynvHeHa Ha NeBHWI Nepioa.

Mpwn BCTaAHOBJIEHHI AKICHUX KR [00aTKOBO
pO3pOobNAETLCA | 3aTBEPOXKYETHCA rpajauis/ anropuTtm
OLHKM MO KOXXHOMY MapameTpy 3 MeTO 06’EKTUBHOCTI
BigobpakeHHs pe3ynbTaTiB.

Po3paxyHok sk KinbkicHMX, Tak i akicHux KR BigbyBaeTbcs
32 KOXEeH nepioa OuiHKW AianbHOCTi OKpemo (He
HaKoNU4yBanbHO).

Biocotok BukoHaHHs koxHoro OKR pospaxoByeTbCs §K
cepegHboapumMeTUyHe BUKOHAHHA BiAMOBIAHUX WOMY
KR, npu ubomy BCi KR (B T.4. KiNbKiCHi) po3paxoByOTbCS
3a nepiof, a He HakonuyysBanbHuUM nigcymkoMm. KR
BCTaHOBIIOKOTLCA SK KpuTepii BuUkoHaHHa OKR.

B iHauBigyanbHUX BUNagkax, 3a pilleHHS M KepiBHUKa,
KinbkicHi KR MOXyTb po3paxoByBaTUCb HaKonmyyBansHO
3a YMOBM MOropKeHHA Takmx pesynbTaTie lNMpasniHHAM
BaHky.

Po3paxyHOK BWKOHaHHA KinbkicHMX i skicHux KR
NPOBOAUTLCS AK BiOHOLIEHHS (PAKTUYHOIO 3HAYEeHHSA OO0
NnaHoBOro No KoXHoMy nokasHuky KR i HaBnaku gns
3B0pOoTHIX KR. PiBeHb BWKOHAHHS KOXHOFO MOKa3HMKa
mMoxnueun y gianasoHi Big 0% o 100%.

BaranbHunm Bigcotok BukoHaHHa OKR 3a kBaptan
pPO3paxoBYETLCH K cepeHbOapuPMETUYHE BUMKOHAHHS
BCix OKR, BCTaHOBNEHMX Ha 3BITHUI Nepiog,.

BukoHaHHa OKR 3a pik po3paxoByeTbCcA  £K
cepegHboapudMeTnyHe BUKOHaHHS kBapTanbHux OKR

CraTyc JoKyMeHTa CornacoBaHo

ABTOp JOKYMeEHTa CHEMUS Galyna Leonidivna

[lata norogXeHHsi JOKyMeHTa 20.06.2025

26 cTop.



©otp

MoniTnka Npo ouiHKy AisnbHOCTI Ta MaTepianbHe cTuMyntoBaHHA npauisHukiB AT «OTI BAHK»/
Policy on the performance evaluation and the incentives for OTP BANK JSC employees

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 = Lps | 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)

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
system)

bonus calculation (for bank-wide

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

(nepiogn, konn OKR He BCTaHOBMOBANUCb, He

BPaxOBYHTbCS).

(IC-3) KoHTponb 3a KOPEKTHICTIO BCTAHOBJIEHHS Ta
ouiHkoto OKR ans npauiBHUKIiB NoknageHui Ha onoy
MpaBniHHS, UneHiB MpaBniHHs, npauiBHMKa
[enapTameHTy ynpaBniHHA NepcoHanom.

10. Mopspok po3paxyHKy perynsipHux npemin 3a
3araribHO6aHKiBCbKOK CUCTEMOID  (MICAYHMUX,
KBapTallbHUX TOLLO)

Regular

bonus = Lps | x[ BR [ X[ KE [X [ % |

Je:

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

BR (Bonus Ratio) — koediuieHT npemiloBaHHA B
3anexHocTi Big Tuny nigpo3ainy, nepiognyHocTi Ta
3anmaHoi nocagy 3 ypaxyBaHHAM nepiogy npemMitoBaHHs
(micaup, kBapTan Towo) (Qogatok 1).

KE (Effectiveness) - nokasHWK eqeKTUBHOCTI poboTu
BaHky (3anexuTb Big pesynbrtaTiB poboTtn BaHky,
pesynbTaTiB  pobOTW PIi3HMX HaMpsAMKIB  AinbHOCTI/
CTPYKTYPHUX NiApO3AiniB Ta [AianbHOCTI MpauiBHUKIB).
3HayeHHs1 nokasHuMKa Moxe OyTu pisHMM Ans Pi3HMX
nigpo3ainis i 3aTBEPAXKYETLCA Cnyx60BuM
po3nopsamKkeHHaM  3a  nignucom [onosu [paBniHHA
Banky. fAkwo iHwe He 3atBepakeHo Cnyx60BUM
posnopsampkeHHsam, KE gopisHioe 1.0.

% — BiACOTOK BUKOHaHHA uinen. MeTtoguka po3paxyHKy
BiACOTKa BUKOHAHHSA UiNen MoXe 3MiHIOBaTUCh 3rigHO 3i
Cnyx60BUM pO3NopsmKEHHAM, 3aTBEPIKEHNM [[0NOBOIO
MpaBniHHS.

CuctemaTuyHi (perynspHi) npemii 3a
3aranibHOOaHKIBCbKOKD ~ CMCTEMOID  PO3PaxoBYHTbCS
nponopuinHO BignpauboBaHOMY  4acy, Bunnara

3[0IACHIOETBCS  KOXHOFO OCTaHHbOro poboyoro AHs
ApYyroro micsaus nicnsi 3akiHYeHHsi 3BiTHOro nepiody (3a
YMOBM CBOEYACHOI0 NOAaHHS iHopMaLiii No nigseaeHnm
nigcyMkam) ogHOYacHO 3 BUMMaToto 3apobiTHOI nnaTu 3a
BiAMNOBIAHUN MiCAUb.

11. Po3paxyHOK BUHaropoAu 3a niacymkamum po6otm
3a pik (3a 3aranbHO6aHKIBCbKOK CUCTEMOI0)

Po3paxyHok cymu pidHOi npemii 30iMCHI0ETBCS 3rigHO 3
HaCTYMHOK (POPMYJIIOHO:
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Annual

ABR | x
bonus

KE | x| %

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
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.

Annual

ABR | x
bonus

KE | x| %

[e:

PS (Position Salary) — cepegHin nocagoBuii oknag
npauiBHuka 3a nepiog 3 01 ciyHg no 31 rpygHsa, y rpH.
PospaxoByeTbCcsa 5K cepeaHe apudMeTUYHE MOCagoBMX
oknagiB 3a 12 MicsuiB 3BIiTHOMO POKYy - Y pO3paxyHOK
GepeTbCs OKnag CTaHOM Ha OCTaHHE YUCIIO KOXHOrO
Mmicaus.

ABR (Annual Bonus Ratio) — koediuieHT pi4yHOro
npemitoBaHHs (3rigHo 3 flogaTkom 1).

KE (Effectiveness) — nokasHuk edekTUBHOCTI poboTu
BaHky (3anexutb Big pesynbraTiB podotn banky Ta
pe3ynbTaTiB pobOTU Pi3HUX HaNpPSMKIB  OisnbHOCTI/
CTPYKTYPHMX Migpo3ainiB Ta LiANbHOCTI npauiBHUKIB).
3HayeHHs1 nokasHuMKka Moxe OyTu pisHMM Ans Pi3HMX
nigposainis i 3aTBEPOAXKYETLCA Cnyx6oB1M
po3nopsamKeHHamM  3a nignucom [onosu [MpaBniHHA
BaHky. Akwo iHwe He 3aTtBepaxeHo Cnyx6oBuMm
posnopsmkeHHam, KE gopisHioe 1.0.

% — BiOCOTOK BUKOHaHHA Uinen. MeToamka po3paxyHky
BiICOTKA BUKOHAHHS Linen moxe 3MiHoBaTUCh 3rigHO 3i
Cnyx60BUM pO3nopsamKEHHAM, 3aTBEPIKEHNM [[0NOBOIO
MpaBniHHS.

BuHaropoga 3a  nigcymkamum  pobotm 3a  piK
pO3paxoBYETLCA MPOMNOPLIMHO BigNpaLboOBaHOMY 4acy,
BMNMAYyeTLCA B 3aNeXHOCTI Big pesynbTaTiB gisnbHOCTI
BaHky, HasiBHOCTi GlogxeTy Ta Ha nigcTasi Haka3sy ["onosu
MpaBniHHa Banky Ta Harnagosoi pagn baHky.

BuHaropoga 3a pesynbtatamu poboTu 3a pik Ans
npauiBHUKIB BUMNMaAYyeTbCA Ha HaACTYNHWA pik Micns
3BiTHOrO, ane He paHiwe Hik byae npoBegeHa Bunnara
piyHOT nNpemii npauiBHMKaM nig rpynoBo MOMITUKO
BuHaropoau (y pasi il noromkeHHa MaTtepuHCbKuM
BaHkom).

12. MopsAoK Ta NPUHUMNKM CUCTEMMU iHAMBIAYaNbHOI
OLiHKM pe3ynbTaTiB AiANbHOCTI

OuiHka 3a iHAMBigyanbHOK CUCTEMOK Mondrae B
OUiHIOBaHHI  AiaAnbHOCTI  npauiBHMKa Ha  nigctasi
OOCArHEHHS HUM  KinbKiCHMX 3adady Ta [OTPUMaHHA
SIKICHUX CTaHOapTiB.

Cnctema iHOouBigyanbHOi  MoTMBaUii  Moxe  ByTu
BNpOBaKeHa Yy HanpsIMKy npogaxy OaHKiBCbKMX
NPOOYKTiB, Ka3Ha4yewncTBa, MOBEPHEHHs MpobnemMHoi

3aboproBaHoCTi a6o iHWOMY HanpAMKy, pe3ynbTatu
po6OTU SKOrO BNNMBaOTL Ha NpMOYTOK BaHky.
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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
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.

Po3mip oTpumaHoi npemii 0a3yeTbcsl Ha peaynbTarTi
iHOMBIAyanbHOI pobOTK NpauiBHWKA y 3BITHOMY nepioai:
ue Moxe OyTW BuHaropoga 3a BiOCOTOK yperynbOBaHOi

3aboproBaHoCTI,
pesynbTaTt TOpriBfi LiHHMMKU NanepamMu Ta iHWe.

3a obcar

npogaxy

NPOAYKTIB,

CTBOpEHHSI HOBOI ab0 BHECEHHS 3MiH B YMOBW MOTOYHOT

iHOMBIOYyanbHOI

060B’A3K0BO
ynpaBsniHHSA

CUCTEMU
noroaxxyBaTucCb 3
nepcoHanom 3

npemitoBaHHS

NOBWHHO
[enapTameHTOM
NiATBEPAXKEHHAM

€(EeKTMBHOCTI 3a AOMOMOroK MPOrHO3HUX PO3pPaxyHKiB

pesynbTatiB  ManbyTHLOI

DiANbHOCTI

nnaHoBoro hoHAY NpeMitoBaHHS.

Ta HagaHHaM

BBeaeHHs1 HOBOI iHOUBIAYanbHOT cuctemMn abo BHECEHHS
3MiH [0 iCHy04OT cucTeMu Moxe ByTK peanizoBaHo Yepes

Haka3a/

cnyxoboBe

BigNOBIJaNbLHOrO 3a  HaNpPsMOK

po3nopamKeHHA - 3a

nignucom
OisinbHOCTI

Ynena

MpaBniHHa Ta/ abo [onosu lMpaeBniHHA Ta 060B A3KOBO
avpekTopa [lenapTaMeHTy ynpaerniHHA NepcoHanom.

13. YMOBM BKIHOYEHHA MNpauiBHUKIB OO0 cCuUcTeMMU

MaTepianbHOro CTUMyJIIHOBaHHA
YmoBu ans 3aranbHobaHKiBCbKil
cuctemi KPI
O6oB’A3KOBUM  ANsi  HapaxyBaHHA | Bunnatu
cucTeMaTUYHMUX (perynsapHux) Npemin Ta BMHaAropos 3a
nigcymkammn poboTm 3a pik 3a 3aranbHOOaHKIBCLKO
CUCTEMOIO:

npauiBHMKIB  Ha

nocTaHoBKa uinen Ta niagsefeHHs NiaCyMKIiB 3a 3BITHUN
nepioa, LLO OLiHIETLCS;

AN BUNNATM  perynspHux  npemin  (MiCAYHMX,
KBapTanbHKX) OOOB A3KOBMI ©Oe3nepepBHUN CTax
po6oTu npauiBHuka B baHky He MeHLe 3 MicAauiB (AKLWO
iHWe He nepenbadeHo B Mpono3udii no poboTi (job-
offer) abo koHTpakTi npauiBHuka). [Mpu ubOMY,
pO3paxyHoOK  perynspHoi  npemii  NpoBOAUTLCA,
NMOYMHaKUM 3 NOBHOro 4-ro BignpaLboBaHOro Micsus 3
Aaty npunomy, MpPONopuinHO [0 BiAnpauboBaHOro
yacy (3rigHO MOBHKX MicsUiB) y 3BITHOMY nepiogi 3a
BMKMNIOYEHHAM BunpobyBanbHOro nepiogy. Bunnata
npemii 3a nepLi Tpu Mmicsui poboTn He 3AINCHIETLCS.
Bunnata npemin kepiBHukam piBHa B-1, B-2,
3actynHukam B-1 Ta kepiBHMKam BigAainis npsmoro
nignopsigkysaHHa  onosi  [lpaBniHHg,  YneHam
MpaBniHHA, B-1 3giiicHIOETbCA 3 MNEepLIoro OHA Ha
nocagi B AT «OTI BAHK»;

Mpu nepeBeneHHi npauiBHMka baHky o 6yab-Akoi
iHWoT komnaHii Mpynn OTI Ta HaBnaku, 06YNCNEHHS
po3Mipy npemin Ta BMHaropod nNpoBOAUTbCS i3
pO3paxyHKy CyMapHoOro 6e3nepepBHOro ctaxy poooTtu
npauiBHuka B pamkax ['pynn OTI1.
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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 Retalil
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
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
(illness, 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

OOOB’A3KOBOIO YMOBOK [AJ11 OTPUMaHHS Npemin Ta
BMHaropog 3a Oyadb-AKOK CUCTEMOK MOTUBAUii €
HasIBHICTb TPyAOBMX B3aemoBigHOcMH 3 BbaHkom abo
iHwoto komnaHieto Mpynn OTIT Ha MOMEHT BuMnaTU
npemii adbo BMHaropoaun. Y BuNaaKy, skWwo gaHa yMmoBa He
BUKOHYETbCS, PIlLEHHS LWOAO0 34IMCHEeHHA BunnaTu
npUUMaeTsLeA BiOMNOBIAHO o iHOuBIQyanbHoOro
norogxeHHs Monosu MNpaeniHHg/YneHa MNpaBniHHS.

Ona npauiBHyKiB poHT-0picy HanpsiMky Po3gpiGHun
Gi3Hec, BunnaTa LWOMICAYHUX Mpemin BigabyBaeTbCs
KOXXHOro OCTaHHbOro poboyoro [HA HacTymHOro 3a
3BITHAM  MicAueM, [Ans npauiBHMKIB  (PpOHT-0chicy
HanpsiMky KopnopaTneHui GisHec, BUMNnaTa LWoMiCAYHUX
npemin BiabyBaeTbCA Ha HACTyNHWIA Micsub nicns
3BITHOrO Micsud, Ans iHWKWX KaTeropih npauiBHUKIB
TEepMiH BuNAaTtM npemii BCTAHOBMEHUN Yy BigNOBIOHMX
pernameHTyunx JOKyMEHTaXx.

Y pasi nepeBefeHHs npauiBHUKIB Y Nigpo3din/ Ha iHwy
cxemy npemitoBaHHs/ mocagy 3 iHLWOK nepioguyHicTio/
npouenypolo  NPemiloBaHHS MNpPeMis  HapaxoBYETbCSH
NpPOMNopLiHO A0 BiANpaubOBaHOrO Yacy (i3 po3paxyHKy
(aKTU4YHOI KINbKOCTi KaneHZapHUX [AHIB) 3a KOXHWN
nepiog Npv HasBHOCTI BUKOHaHHA OOOB’SI3KOBMX YMOB
BKIMIOYEHHS MpauiBHUKIB OO CUCTEMW MaTepianbHOro
CTUMYIIIOBAHHS.

Y Bunagky, KONW MpauiBHUK npauoBaB HEMNOBHUIA
pobouni OeHb, poO3paxyHOK npemii nNpoBOAUTLCA
NponopLifHO BiAnpauboBaHOMY 4Yacy i3 PpO3paxyHKy
PaKTUYHOI KiNbKOCTI MOBHUX Ta HEMOBHUX KaneHaapHWX
OHiB nepebyBaHHsa Ha nocagi (OKpiM MpavuiBHUKIB, B AKX
pPO3Mip Npemii HanpsMy 3anexuTb Big ocobucToro bisHec
pesynbTary).

Y Bunagky gosrotpusanoi (0inbw Hix 55% pobodoro
yacy 3a 3BiTHMA nNepiod) BIACYTHOCTI npauiBHUKA
(xBopoba, 0cOBMCTI MPUYMHM TOLO), NPEMIl NpaLiBHUKY
He po3paxoBYTbCS | He BUNMNauyoTbes. [1pn po3paxyHKy
Yacy [OBroTpumBanoi BiACYTHOCTIi He BpaxOBYETbCS
nepiog npoctol, Mmobinisauii, AeKpeTHOi BignycTku
npauiBHuka (BignycTka no gornsgy 3a  AUTUMHOLD,
niKapHAHMIM NO BariTHOCTI i nmonoram), OCKiNbku 3a Ui
nepiogun Npemis He po3paxoByETLCS.

Mpu pospaxyHKy npemin npaudiBHWKa, Yy BUNagky
HassiBHOCTiI OHIB BIiACYTHOCTiI y nepiog MiX AeKpeTHUMU
BignycTkamu (gHsAMM MoGinisauii/ npocToiB), AKWO nepioa
BiocyTHocTi ©OyB ©Oe3nepepBHWWA, | MpauiBHUK He
BMKOHYBaB NnocaoBi 060B’s3KM, BECb Nepiog BifCyTHOCTI
BBaXKaETbCS JOBrOTPMBAriow BiACYTHICTIO NpeMiqa 3a uen
nepiog He HapaxoBYETbCA. AKLLO Y NpaLiBHMKa y BKa3aHi
nepiogm 6ynun poboui gHi — Npemia HapaxoBYyETbCA NuLLe
3a Ui poboui aHi.

3arasbHi YMOBM NpeMitoBaHHA BCiX nNpaliBHUKIB BaHky

Bunnata 6yab-gkoi cuctemaTtuyHol (perynspHoi) npemii
npauiBHYKam NPOBOANTLCS TifTbKM 3a TiE CUCTEMOIO, SiKa
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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.

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

BigNoBiAae 3arMaHin HUM nocagi. AKWO npauiBHUK
AONyLLIEHMI A0 BUKOHAHHS iHWKNX 060B’s13KkiB abo nocaam,
pO3paxyHOK Npemii 3a MM BUKOHAHHSIM He MPOBOAUTLCS.

MpauiBHMKam, ki nepebyBanuM Ha JiKapHAHOMY MO
BariTHOCTI Ta nonorax, BignycTui no gornsaay 3a AUTUHOLO,
y akux 6ynu npoctoi, aki 6ynm mobinizoBaHi abo 6ynu
3BiNbHEHI/ NPUNHATI NOPSAKOM nepeBefeHHs o/ 3 byab-
akol komnadii pynu OTI, npemii HapaxoBylTbCH
NponopLifHO BigNpaubOBaHOMY 4Yacy i3 poO3paxyHKy
haKTUYHOI KINbKOCTI KaneHaapHUX AHiB nepebyBaHHA Ha
nocagi B baHky.

Y pasi CcyTTeBOro nOpyLIEHHS TPYAOBOI AUCLUNSIIHN
(dbakTn HeskicHoro abo HeCcBOEYACHOrO BWKOHAHHS
3aBAaHb, BCTAHOBMNEHMX KepiBHUMKOM, abo Ha nigcTasi
pPO3MopsiAY0-perynaTMBHOrO OOKyMeHTa (Hakasa,
PO3MNOpPSAMKEHHS, NnaHa, rpadika BUKOHAHHS pobiT abo
YMHHOrO 3aKOHO4ABYOro/ HOPMaTUBHOMO akTa)), NpaBuI
BHYTPILLHBOrO  TpygoBOro  pos3nopsgky  (Tpyaosa
Avcumnnida npauiBHVKiB pernameHTyeTbcs lNpasunamm
BHYTPILWHLOrO TpydoBoro posnopsgky banky) 6e3
MOBaXXHMX MPUYMH, CyMa npemii Moxe ByTn 3amiHeHa abo
ckacoBaHa B MOBHOMY 00cs3i 3a  pilleHHAM
Ge3nocepedHbOr0 KepiBHMKa npaudiBHMKa (B T.4. NO
KOprnopaTuBHIA MOWTiI) Ta Ha nigcTaBi MMCbMOBOrO
OOr'pyHTYBaHHSA  MOPYLIEHHS  3rigHO 3 YMHHUM
3aKOHOAABCTBOM YKpaiHM Ta 3a noromxeHHaM Ynena
MpaeniHHa — Kkypatopa abo [onoeu [paBniHHA Ta
avpekTopa [lenaptaMeHTy ynpasniHHS NepcoHarnom.

AKWwo npunuHeHHA TPyAoBMX BIAHOCWH MoOB'A3aHe 3
BMXOAOM MpauiBHMKa Ha NeHcito abo cMepTHo, NpaBo Ha
OTPMMaHHA npemii  36epiraetbca. AKWO  TPYyAOBi
BIJHOCWHW MPUNUHEHO Y 3B'A3KY 3i CMepTIo npauiBHMKa
abo y pasi cMepTi NpauiBHUKA, SKUIA CTaB MEHCIOHEPOM,
npaBo Ha OTPUMaHHA nnaTtexy 3a BigknageHow
yacTuHoto 30epiraetbcs. OTpymaTtn BMHaropogy Yy pasi
3BEPHEHHA MOXe cnagkoemeub(Li), SKUR/Aki Mae/toTb
npaBo Ha cnajlunHy 3rigHo i3 3aKOHO4aBCTBOM YKpaiHu.

3a ogvH i TOM camMuil NPOMDKOK Yacy He Moxe ByTu
HapaxoBaHO feKirbka BUAiB perynsapHuX npemin.

Mpemia BunnayvyeTbCca B 3anexHOCTi Bif HasBHOCTI
GrooxeTy Ta Ha nigctasi Hakasdy [omosu [lpaBniHHA
BaHky abo ynoBHoOBaxxeHOI ocobu (y pasi BiOCYTHOCTI
"onoswu lMNpaBniHHS).

BaHk Moxe Npu3ynuUHATKU BUNNAaTy NpeMin, 3MeHLLyBaTK
iXx po3mip abo 0GaszoBuii po3Mip, SAK OKPEMUM
npauiBHMKaMm, Tak i nigposginy B uinomy. 3aByacHe
nonepemkeHHs MpauiBHUKIB NpPo MNOBHEe/ 4YacTkoBe
NPU3YNWHEHHS BUMMNAaTU MNpeMin He € O0BOB'SI3KOBUM.
BkasaHi 3MiHM He po3rnsgatnTbCa SK 3MiHA CYTTEBMX
YMOB rpadli.

14. OCHOBHI NPUHLUUNN OLiHKU PO3BUTKY
KOMMNeTeHLin
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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.

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

Ina MNpaeniHHA baHky (3a piweHHaM, BAT OTI BAHK,
YropwmHa MOXyTb BWM3HaYeHi [oOaTKoBi nocagu) B
GraHky uine 0bOOB’A3KOBO BCTAHOBMHETLCH MOKa3HUK
OuiHka kepiBHUKa (Superior's evaluation) abo ouiHka
KOMMETEHL,N.

[HTEepB’t0 WOoAo0 aHanisy po3BUTKY BCIX KOpnopaTuBHUX
KOMMeTeHLUii NPpOBOANTLCA B HacTyNHOMY 3a 3BiTHUM
poui.

Cepen KOMMETEHUiN, WO OUIHEHI Ha HalHwkYnin Ban
PEKOMEHAOBAHO BU3HAYMTU OAHY KOMMETEHLilo [0
pO3BUTKY, Sika Oyae po3BMBATMCS NPOTSArOM HACTYMHOIo

POKYy.

15. KoyuiHr Ta 3BOPOTHi# 3B’A30K NPOTAroM 3BiTHOro
POKYy

MpoTaArom poKy KepiBHUK ChigKye 3a BUKOHAHHAM
nignernMMyn MNOCTaBneHUX Uinen Ta uinen 3 po3BUTKY
KOMMEeTeHUih N0  KOHTPOMbHUM  TOYKaM, aHanisye
pesynbTatu, Ha4a€e KOXXHOMY NpauiBHUKY Ta OTPUMYE Bif
HbOIO 3BOPOTHIN 3B’A30K.

Y Bunagky HeobOXigHOCTI KepiBHMK pa3om 3 nianernnm
Koperye nnaH gin gns goCArHeHHs NocTaBfeHNX Linewn,
IHCTPYKTY€E Ta HaBYae€ Mignernoro.

16. Mopspok npemitoBaHHA npauiBHUKIB 3a
BMKOHaHHA 0COONMBO BaXXNUBUX 3aBAaHb

Mpemii 3a BUKOHaHHS OCOBNMBO BaXXNMBOTO 3aBAAHHSA Y
BUrMNsiAi  OQHOPA30BOi  BMHAropoau HapaxoBYHOTbCHA
npauiBHYKY Y BUNAOKY:
e BMKOHAHHS BaXNNBOT poboTu, Ky HEMOXMBO Byno
3annaHyBaTy paHilue;
e peanisauis 3aBaaHb, NPOEKTIB, sIKi MaloTb 0COBNNBO
BaXkNuBe 3Ha4eHHs ansa baHky;
e BUKOHaHHA HenepeabayeHUx nnaHamu CKragHUX
€KOHOMIYHMX, iHXeHepHUX abo iHLWMX po3paxyHkiB,
LLIO CTOCYI0ThCA AisanbHOCTI BaHky Ta BnnnBatoTb Ha
NOTEHLINHWUIA NO3UTUBHUIN pe3ynbTaT 3 iHaHCOBOT
Ta/abo opraHisauiiHol TO4OK 30py Ta iH.

Cyma npewmii  BM3HayaeTbCa  iHAMBIQyanbHO, 3
ypaxyBaHHAM (iHaHCOBUX MoOXnuBocTen baHky (B
Mexax OromKeTy BUTpaT Ha onnarty npadi) Ta moxe 6ytu
BMNMayeHa Ha nigctasi Hakasy no BaHKy 3a HasBHOCTI
MMCbMOBOrO  OOrpyHTyBaHHa  (abo B cucTemi
€NEeKTPOHHOIO MOTOPKEHHS) KEpPiBHUKA CTPYKTYPHOrO
nigpo3ainy 3a NoromkeHHAM anpektopa JenapTameHTy
ynpasrniHHsA nepcoHanoM, Fonoswu MNpaeniHHSA abo YneHa
MpaBniHHA.  BWKMOYEHHS  CTaHOBNATBLCA  HACTYMHI
BMMMAaTK: KOMMNEHcalis nogaTkiB 3a OTpUMaHi NoAapyHKu
(3pincHroeTbeA npu NOroaXXeHHi anpekTopa
[enapTamMeHTy ynpasniHHsl NTEPCOHANoM), KOMMNEHcaL,ist y
3B’AA3KY 3 HECBOEYACHMM MiQHATTAM NOCAL0BOr0 OKragy
abo HEeKOpPEKTHUM po3paxyHKOM Npemii (34iNCHI0ETLCA
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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
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.

npu HasIBHOCTI norog)XeHHA KepiBHVIKa piBHﬂ He HWX4e
B-2).

Ona Bunnatu npemii cknagaeTbcs crnyxboBa 3anucka
abo cnyxboBa 3anucka y BHYTPILLHBOMY
KOpnopaTUBHOMY MporpamHoMy 3abe3neyeHHi Ans
OLIHKM AisiNbHOCTI YM HAACUNAETbCA MO KOPNOPaTUBHIN
noLuTi.

17. CTpoku BUNnaTu Ta BignoBiganbHiCcTb

Ona pospaxyHKy MpemMiin  KepiBHUKM  CTPYKTYPHUX
nigposginis nepegatoTs 40 YNpaBhniHHA 3 ynpasmiHHA
BMHAropogolw Ta  pesyrnbTaTMBHICTIO  AiANIbHOCTI
nepcoHany [lenaptaMeHTy ynpaBMfiHHA MepCOHaroM
BiJOMOCTi, MOrofkeHi Ha nanepoBMX Hocisx abo B
nporpamHomMy 3abe3neveHHi KoprniopaTUBHOI
iHpopmauinHoi mepexi/ abo KopnopaTMBHOK MNOLLTO
ANs OUiHKM AidnbHOCTI y BCTaHoBneHomy B baHky
nopsgky (norogkye KepiBHUMK piBHA He Hwxk4ve B-2 Ta
KepiBHWK piBHEM BULLE).

[Ona npauiBHUKIB, SAKi NpemilolTbCa  BIiAMOBIAHO A0
3aranbHOOaHKIBCbKOI CUCTEMW CTPOK nogadvi 3BedeHMX
BiJOMOCTEN NO perynsapHuUM npemiam — 4o KiHus micaus,
HacTyMHOro 3a 3BiTHUM, AN iHAMBIOYaNbHUX CUCTEM
MoTmBauii — 3a 10 poboumx AHIB OO KiHUSA Micaus
HaCTYMHOro 3a 3BiTHMM. AKWO BiAOMICTb He Haginwna B
poboTy BYaAcCHO, BUNnaTa npemii Moxe OyTn nepeHeceHa
Ha HacCTyMNHWI 3BITHUI Nepioa.

BignosiganeHicTb 3a cBOEYacHe Ta BipHe NoAaHHS JaHuX

00 YnpaBniHHA 3 ynpasniHHA BWHaropoAow Ta
pesyrnbTaTUBHICTIO LisAnbHOCTI nepcoHany
[denaptameHTy  ynpaBniHHA  NepcoHaroM  HecyTb

KepiBHVKW CTPYKTYPHUX Nigpo3ainis.

YnpaeniHHA 3 ynpaBniHHA BUHAropongoto Ta
pesynbTaTUBHICTIO LisANbHOCTI nepcoHany
[enapTameHTy ynpaBniHHS NepcoHanoMm rotye Hakas npo
BMNNarty npemin 3a nignucom onoswu [lMpaeniHHa abo
YNOBHOBaXeHOI ocobun. OpgHodacHo BignosiganbHUA
npauiBHMK YnpasniHHSA 3 ynpaBniHHA BUHAropoaow Ta
pesynbTaTUBHICTIO  AIANbHOCTI  nNepcoHany BHOCUTb
HeobxigHi aaHi oo cuctemmn SAP HR gnsi npoBeaeHHs
PO3paxyHKy.

OfuH NpUMMIpHUK opuriHany Hakasy nepefaeTtbcs [0
Biopiny pospaxyHkiB 3 nepcoHanoMm [enapTameHTy
BGyxranTepcbkoro obniky Ta 3BiTHOCTI He Mi3Hilwe Hixk 3a 5
pobounx AHiB 4o Aatv Bunnatu 3apobiTHoi nnatu abo
NMOroAXyeTbCA KBanigikoBaHMM €MNeKTPOHHVM MianMCcoM
(KEM) wHa cninbHin nnatdopmi and [denaptameHTy
ynpaeniHHA rnepcoHanoMm Ta Bigginy pospaxyHkiB 3
nepcoHarnom.
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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 employees».

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).

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.

BignoBiganbHicTb 3a CcBoe4yacHy 00pobGKy nopaHoi
iHpopmauii  Hece  YnpaBniHHA 3 ynpasfiHHS
BMHAropoaol Ta  pesyrnbTaTMBHICTIO  AiANIbHOCTI
nepcoHany [lenapTaMeHTy ynpaBniHHA MepcoHasrioMm 3a
YMOBM CBO€YACHOr0O OTpMMaHHsA  iHcopmauil  Big
Bi4NOBiAaNbLHOMO KepiBHUKA.

BignosiganbHicTb 3a cBOEYacHy BUMnNaTy Nnpemin 3rigHo 3
Hakasamu Hece Biggin pospaxyHkiB 3 nepcoHanom
HenaptameHTy Byxrantepcbkoro obniky Ta 3BiTHOCTI 3a
YMOBM CBOEYACHOIO MNOAAHHS AOKYMEHTIB Ha Bunnarty
BiQMOBIAHO 40 YMHHOI pefakuii «[pouenypu 34iNCHEHHS
HapaxyBaHb Ta YTPUMaHb, NOB’A3aHMX 3 PO3paxyHKamMu 3
NepcoHanomy.

18. Bumoru Ao nonoxeHb i 3BiTiB Npo BUHaropoay
YneHiB lMpaBniHHA Ta BNNIMBOBMUX OCi6 BaHKy
sripHo 3  «[llonoxeHHAM nNpo  NOMITUKY
BUHaropoau B 6aHky», 3aTB. [N HBY Ne153 Big
30.11.2020 (i3 3MiHamMu, BHECEHMMU
noctaHoBow [MpaBniHHa HauioHanbHOro 6aHky
Ykpainu Big 27 rpyaHa 2023 poky Ne 189).

Y ubOMy po34ini TEPMIHN BXMBAKOTbCA B 3HAYEHHSIX,
HaBedeHHUX y [MonoXeHHi Npo NoniTUKYy BUHAropoau B
Banky, 3aTB. MM HBY Nel53 Big 30.11.2020 (i3 3miHamu,
BHeCeHMMN nocTaHoBot [lpaBniHHA HauioHanbHOro
GaHky Ykpainu Big 27 rpyaHs 2023 poky Ne 189) y nyHkTi
2. Posginy 1 (Hagani — NN HBY Ne 189).

OCHOBHi noniTUkKu

BUHaropoau

npuHuMnu  OpMyBaHHA

MoniTuka BuHaropoau B baHky Ta il peanisauig maoTb:

1) 6ytm cnpsMoBaHMMM Ha 3abe3nedyeHHs cTanoro
pO3BUTKY, y3rofxyBaTucs 3i cTpaTterieto baHky, cnpuaTtn
dYHKLiOHYBaHHIO KOMIMIEKCHOI, afjeksaTHOi  Ta
edeKTMBHOI CcUCTeMU YMpaBfiHHA puU3MKaMn Ta He
3a0x04yBaTU A0 MPUUHATTS PU3KKIB, AKI NEepeBULLIOTb
ponyctumui ansa baHky piBeHb;

2) ByTM reHOepHO HeWTpanbHUMW Ta Bu3Ha4yaTuCsa 3
ypaxyBaHHAM HeobOXigHOCTi AOTPUMAaHHS  NpUHLMNY
piBHOI onnatu npaui NpauiBHUKIB 4YOMNOBIYOI Ta XiHOYOI
cTaTi 3a piBHYy poboTy Y poboTy OAHAKOBOI LLIHHOCTI.

BusHauyeHHs Ta peanisauis nonitukn BuHaropoau B baHky
3[IACHIOETLCS 3 ypaxyBaHHsIM PoO3Mipy, OCOGnMBOCTEN
AisnbHocTi BaHky, xapaktepy 1 obcsriB 6aHKiBCbkMX Ta
iHWKX dpiHaHcoBMX nocnyr, npodinio pusnky baHky,
CUCTEMHOI BaXnMBOCTi baHky Ta gisnbHocTi BaHkiBCbKOI
rpynu, o cknagy AKOI BXOAUTb BaHk,
OOTPUMaHHS/BMKOHaHHA cTpaTerii baHky, 6i3Hec-nnaHy,
OlopKeTy Ta Aekrapauii CXUINbHOCTI 4O PU3KKIB.
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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 fulfillment 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;

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

Mpouenypwn, BM3HaA4YeHi NONITUKOK BUHaropoau baHky,
MalTb  OyTM  YiTKMMK,  3aJOKyMEHTOBaHMMKM  Ta
NpoO30pVMM, NErkUMn Ans po3yMiHHS Ta MOHITOPWUHIY
OOTPUMaHHS.

MoniTmka BUHaropoam BU3Ha4ae 3actocyBaHHA baHkom:

1) npakTvku ikcoBaHOI BUHAropoau, sika He 3anexXuTb
Big dpiHaHcoBoro pesynbtaty baHky, JOCArHEHHS Uinen,
BMKOHAHHS MOBHOBaXeHb (YKIHOYaKun TaKy MpakTUKy
LLIOA0 HOBUX NpaLiBHUKIB);

2) npakTMKM 3MiHHOI BMHaropoan 3a
HaaXoMKeHHA  (goxoau), CTpoKM Ta
OTPUMAHHS SIKUX € HEBU3HAYEHUMM;

3) BunMnmatM B pa3i 3BiNbHEHHA OO 3’SICYyBaHHSA
e(eKTUBHOCTI QisANbHOCTI, HOCArHEHHS Linen, BUKOHaHHS
NMOBHOBAXEHb.

NMOTEHLiNHI
NMOBIPHICTb

Harnsgosa paga baHky BM3Hayae, 3aTBepaxye, He
pigLwe ogHOro pasy Ha pik nepernsggae ta 'y Bu3HayeHoMmy
Hel nopsgky 34IMCHI0E  OUiHKY Ta KOHTponb  3a
peaniszauieto NOMITMKN BMHAropogu, ska Mae BU3Havatu
KpuTepii ans:

1) BCTaHOBNEHHA  (pikCOBaHOI  BMHAropoan, sika
BigoOpaxkae piBeHb npodpeciiHoro  pgoceigy Ta
opraHi3auiHOl BignoBiganbHOCTI 3 ornsiay Ha nocagosi
000B’A3KM NpauiBHUKA;

2) BCTaAHOBIIEHHSA 3MIiHHOI BMHAropoaw, sika Bigobpaxae
NnocnigoBHe Ta BUBAXEHE 3 ypaxyBaHHSAM puU3unkiB baHky
BMKOHAHHS O00OB’'AI3KiB, a TakoX pesynbTaT, LWo
nepeBuLLlye BUMOTK nocagoBux 060B’s13KiB NpauiBHYKa;

3) 3acTtocyBaHHA MOPSIAKY CKacyBaHHA / MOBEPHEHHS
HapaxoBaHoi / BUMNNa4yeHoi 3MiHHOI BUHaropoau 3aly
rnornepenHi nepioau.

MoniTuka BUHAaropoam Ma€e MiCTUTU NOPSIAOK BU3HAYEHHS
0cib, npodecintHa AiSNbHICTb AKMX Ma€e 3HA4YHWI BNIUB Ha
npodine pu3auky baHky, Ta BKNoYaTN Taki NMUTaHHA:

1) BM3HayeHHs opraHiB ynpaseniHHa/  nigposginis/
nocagoBux ocib, BignoBiganbHUX 3a BU3HA4YeHHSA OCib,
npodecinHa AiAfbHICTE AKX Mae 3HaAYHWA BNMMB Ha
npodine pu3anky baHky;

2) BW3HAYEHHS SKICHUX | KiMbKICHUX KpuTepiiB Ans
BM3HA4YeHHs Ocib, npodpeciina AiANbHICTE AKMX Mae
3Ha4HWI BNNUB Ha Npodinkb pusuky baHky;

3) odopMneHHss pe3ynbTaTiB  BU3HAYEHHA  OCiO,
npodpeciiHa AiANbHICTb AKMX Ma€ 3HAYHWI BNMMB Ha
npodine pu3auky baHky, 3aTBepAXeEHHSs X nepeniky;

4) nepiognyHicTb (He pigwe ofHoro pasy Ha pik)
nepernsgy nepeniky ocib, npodgecinHa QianbHICTb AKNX
Ma€ 3Ha4yHUI BNNUB Ha Npodpinb puamnky baHky;

5) nucbmoBe noBigoMneHHs akuioHepam baHky (He
piglwe ogHoro pasy Ha pik) Ta HauioHanbHomy BaHky (He
pigwe OAHOro pasy Ha pik Ta Ha WOro BMMOrY) Mpo
BM3HA4YeHHs Ocib, npodpeciina AiANbHICTE AKMX Mae
3HaYHWU BNAMB Ha Npodinb pusnky baHky, Ta ix nepernik.

baHk Hapae iHdoOpMaUilo LWOAO BU3HAYEHHHA OCiD,
npodeciHa AiANbHICTE AKX Ma€e 3HaAYHWA BNNMB Ha
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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.

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

npogine pusmky baHky, Ta nepenik Takux ocib
HauioHanbHoMy BaHKy Ha noro Bumory.

MoniTvka BMHaropoan Mae CTUMyNOBaTU YSEHIB OpraHis
yrnpaeniHHS, BNMBOBKX OCi0 AiATK B iHTepecax baHky Ta

He NpunMaTn HagMipHUX PUBKKIB.

MoniTuka BMHaropoan Mae BU3Ha4YaTM  MNOPSAOK
NPUAHATTSA  piweHb nNpo Bunnaty/ BigcTpodeHHs/
3MeHLEeHHs)/  ckacyBaHHS/ NOBEPHEHHSA 3MiHHOT

BMHAropoau, a TakoX Moxe BU3Ha4atn dopmu BunnaTu
3MiHHOI BMHaropoaw.

baHk npuimMae pileHHs WoAo BuANatTU  3MiHHOI
BMHAropoau 3 ypaxyBaHHAM MPURHATUX BaHkoMm puaukis
i pesynbTaTtiB NPUUHATTA  PU3KKIB, iHAHCOBOIO
pes3ynbTaTty OianbHOCTI baHKy, OTPUMaHHSA BUMOT LWOA0
[OCTaTHOCTI Kanitany Ta 40CTaTHOCTI NiKBiAHOCTI.

MoniTka BMHaropoauM BU3HA4Yae 3  ypaxyBaHHSM
yctanoBneHux MM HBY Ne 189 sumor obcsr iHopmauii
Npo BMHaropogy, WO BKMAYAETbCA OO0 PIYHOro 3BiTY
BaHky. O6car iHpopmauii npo BMHaropogy, Lo nignarae
BKIIOYEHHIO [0 pivyHOro 3BiTy baHky, He moxe 6ytu
MEHLUUM, Hi>x ycTaHoBrneHo MMM HBY Ne 189.

Harnsigosa paga baHky BCTaHOBMOE po3mip BUHaropoau
Nonosu Ta Ynexis MNpaBniHHSA, KepiBHWKA Ta npauiBHUKIB
nigpo3ainy BHYTPIWHBLOrO ayauTy, TFOfIOBHOMO PU3NK-
MeHe[xepa, rofloBHOMO KOMMIaeHCc-MeHeokepa.

[MpaBniHHA BCTAHOBIIIOE pPO3MIP BMHAropoau iHLWNX
npauiBHukiB bBaHky, saKkwWo iHwe He nepegbayveHo
3aKkoHo4aBCTBOM YKpaiHu Ta/abo ctatytom BaHky.

18.1. Bumoru go nonoxeHb Npo BMHaropoay YneHis
MpaBniHHA, BNAAIMBOBUX OCi6 Ta BigoOpakeHHA iX B
pernameHTytounx aokymeHtax AT “OTIMN BAHK”.

lMonoxeHHa npo BuHaropody UYneHiB [pasniHHS,
BMMMBOBUX OCIO (gani — MOnoXeHHst Npo BuMHaropony)
onucye cuctemy BuHaropoan Ynedis [lpaBniHHS,
BMIMBOBUX OCiO.

18.1.1. TlonoxeHHs npo BWHaropogy € BHYTPIWHIM
OokymeHToM BaHky, sakui:

1) BM3Hayae OCHOBHI 3acaau 3anpoBaxeHoi B baHky
cuctemn BuHaropoam YnediB [paBniHHA, BRNMBOBUX
ocib, cknagoBi BUHaropoau (3anpoBamXEHHS nuLle
dikcoBaHOi BMHaAropogn 4m noegHaHHs doikcoBaHOI Ta
3MiHHOI BUHaropoau), CTpyKTypy Takoi BuHaropoau (BMam
ikcoBaHOi Ta  3MiHHOI  BMHaropogu),  KpuTtepii
BM3HAYEHHS po3Mipy Ta/abo nopsgok po3paxyHKy
pO3Mipy BMHaropoauM (OKPEMO LOAO KOXHOro Buay
(ikcoBaHOI Ta 3MiHHOI BMHAropoAm), MOPSOOK OLIHKM
BMKOHAHHS LUX KpUTEPIiB;

2) MicTUTb iHdOopMaLilo Woao nporpamMmu CTUMYOBaHHSA
UneHnis lMpaBniHHs, BNINnBOBUX OCi6 (3a HAsSBHOCTI), Aka
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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
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;

BKMOYae iHopMaLilo Npo yMOBM 3axofiB rpPOLUOBOrO
Ta/abo HErpowoBOro CTUMYMOBAHHA, | MPUYMHHO-
HacnigkoBOro 3B'A3KY MiXK edeKTMBHICTIO poboTu Ta
3MiHHOIO BMHaropogol uyneHa [lpaBniHHSA, BMAMBOBOI
ocobu;

3) MICTMTb MpuHUMNM Ta napameTpu cuctemu
HerpoLoBOro CTUMYIIOBaHHA (3a HasaBHOCTI B bBaHky
Takol cuctemu);

4) micTuTb iHbopMaLito NPO A0AATKOBI NEHCIMHI BUNNaTu
(BKntOYaYM BUMNAOKM OOCTPOKOBOIO BUXOAY HAa MEHCIH0
UneHiB NpaBniHHS, BNIMBOBKX OCi0) Ta MopsgoK BUNaTu
BMHaAropoau B pasi 3BiNbHEHHS NpauiBHMKa 4O BUXO4y Ha
neHcito (y pasi 3anpoBamxeHHss BaHkoM Takmx Bunnat
UneHam lNpaBniHHA, BNNnBoBMM oobam);

5) BM3Ha4ae po3nofin MOBHOBaXeHb OO0 MPUNHATTS
piLLeHb NPO BUHAropoay;

6) BM3Ha4yae nOpPSAOK CKNafdaHHs, 3aTBEPOKEHHS Ta

ONPUMIOQHEHHS  3BiTY Npo  BuHaropody Ynexis
MpaBniHHA, BAAMBOBMX oOcCi6 (gani — 3BT npo
BMHaropoay);

7) MicTWTb iHdOopMaLito LWoao

noniTnkn baHKy CTOCOBHO CTPOKYy Aii gorosopis
(koHTpakTiB) 3 uyneHamu [MpaBniHHA, BNAVBUMMU
ocobamu (nucbmoBi TPyQoBi Aorosopm
(KOHTpaKTK) ynagaroTbCs y BUNagkax BUSHAYEHUX
3aKOHOOABCTBOM YKpaiHu),

Ta BKIMHOYEHHS OO TakuMxX AOroBopiB (KOHTPAKTiB)
YMOB MpO BUMMaTH 3i 3BiflbHEHHS (3@ HAssBHOCTI);

8) micTuTb iHdopMaLito Npo NOpAJoK i YMOBM BUMNATH
BMHaropogu, c¢opmMmu BuNnatu BuHaropogu (rpowmma/
HEerpoLLOBMMM IHCTPYMEHTaMu) Ta CTPOKM BUNMATY;

9) BM3Ha4ae NopsaaoK YacTKOBOI BUMMNATU, BiACTPOYEHHS,
CKOPOYEHHs/ cKacyBaHHS  3MiHHOI  BuHaropoam (i
YaCTUWH), BKIOYEHHS TaKoro NOpPSAKy A0 YMOB AOroBOpiB
i3 YneHamn [lpaBniHHg, BnnuBOoBMMKW ocobamn 3a
HasiIBHOCTi B CTPYKTYPi BUHAropoAm 3mMiHHOI CKIagoBoi;

10) Bu3Ha4Yae nNOpPsiQOK  MOBEPHEHHA  YneHamwu
MpaeniHHSA, BANMBOBUMKM O0coBGamMu BUMNNAY€HOi 3MiHHOI
BMHaropoau (il YacTUH), BKNIOYEHHSA Takoro nopsiaky ao
YMOB [10rOBOpIB i3 HUMU;

11) miCTUTb MOSICHEHHHA METOAIB, SKi 3acTocoBye baHk
ONs  BCTAHOBIIEHHS  BWKOHAaHHSA  KpUTEpIiB  OLiHKK
eeKTMBHOCTI poboTn Ynenie [paBniHHA, BNIIMBOBMKX
ocib;

12) micTuTb iHWIi yMOBMU, AKi He cynepeyaTb MpuUHUUNam
CUCTEMM BMHAropoau, BU3Ha4YeHuM Lieto [oniTukoro;
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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
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

13) BM3Ha4vae 3 ypaxyBaHHAM ycTaHoBreHux [ HBY
Ne 189 Bumor obcAr BifOMOCTEN, WO MICTATbCA Y 3BITi
npo BMHaropoay, Ta obcar BigoMOCTEN Npo BUHAropoay,
WO MOXyTb OYTWM ONPUNIOAHEHI, BKIOYEHHS 3rogu Ha

Take oOnpuniogHeHHss Oo ymoB gorosopiB.  O6csar
BigOMOCTEN npo BUHaropogy, o nignarae
ONPUIIOOHEHHIO, HEe MOXe Oy  MeHWMM, HiX

yctaHoBneHo MM HBY Ne 189.

14) Bu3Havae, WO And 3dincHeHHs baHkom Bunnat
3MiHHOI BMHaropoAM [BKMOYal4uM 4YacTKOBY BuNnarty,
BIACTPOYEHHS, CKOPOYEHHA / CKacyBaHHS BuMNnaTtu
3MiHHOI BuHaropoan (ii 4acTuMHM)] BUKOPUCTOBYETLCS
cucTeMa ynpaBIiHCBKOrO OOMiKy (BKMHOYaK4YM paxyHKK
aHaniTmyHoro  obniky) abo  eckpoy-paxyHOK i3
Bi4NOBIAHNUMMW OOrOBIPHUMN YMOBaMU;

15) moxe BCTaHOBMNIOBaTU MNOPSOOK (PYHKUiIOHYBaHHS
paxyHKy, 3a3Ha4yeHoro B NianyHkTi 14, Ta BKIHOYEHHS
LUpOro nopsgky A0 YMOB AOroBopiB i3 YneHamu
MpaBniHHA, BNAMBOBMMK ocobamu.

MignyHkTn nyHkTy 18.1.1 Po3ainy 18 BigobpaeHi y Lin
Monitnui, [pynoBin nonituui BuHaropoan baHky,
MonoxeHHi npo onnaTy npaui npadieHukis AT «OTI1
BAHK», a nepwa 4actvHa nmignyHKTy 7) nyHkty 18.1.1
Posginy 18 ujei MNonitukn BigobpaxeHo y Cratyti AT
«OTIN BAHK» Ta B “lNonoxeHHi npo MNpaBniHHS".

JdonoBHeHHs o nignyHkTy 14)

[na 3piicHeHHA BunnaTu / BiACTPOYEHHSA / 3MEHLUEHHS /
CKacyBaHHS 3MiHHOT B1Haropoam (ii YacTtuH) ansa YneHis
MpaBniHHS, BMSINBOBUX oci6 nepepbavaetbcs
BMKOPUCTAHHA  CUCTEMW  YyMpaBIiHCbKOrO  0OOmiKy.
MpaBuna BHYTPIWHLOrO YNpaBriHCLKOro 006niky BaHk
BCTAQHOBIIIOE CaMOCTINHO BHYTPILWHIM  perynaTuBHUM
OOKyMeHTOM 3a nignucom Monosu MNpaeniHHA BaHky.

18.1.2. lMonoXeHHst Npo BMHAropoay Mae:

1) B6yTM npo3opum, 3pO3yMiniMM Ta OpPIEHTOBaHUM Ha
YHUKHEHHS1 KOH(NIKTY iHTepeciB y baHky, He gonyckaTu
OVCKpUMIHaUii;

2) BignosigaT noniTuui ynpaeniHHA pu3nkamun Ta B6yTu
HauineHMm Ha HegONyLWEHHS CTUMYIIOBaHHS MPURHATTS
PU3KKIB, SKi NepeBuLLYIOTb JONYCTUMUA Y BaHKy piBeHb
pU3nK-aneTuTy;

3) MICTUTH iHdbopmaLito oo
HEeNpoBEAEHHA MepPIoAMYHOI  He3anexHol
OLiHKM BUMNaTu BMHaropoau B baHky;

4) Bignosigatn Bumoram 6aHKIBCbKOro 3akoHOAaBCTBa
YKpaiHu, 3akoHOAaBCTBa MPO aKLiOHepHi ToBapucTBa Ta
Bumoram NN HBY Ne 153 (3i 3MiHaMu Ta AONOBHEHHAMM);
5) Bignosigatn cTBOpeHin y baHky cuctemi posnoginy
MOBHOBaXeHb Yy MPUWHATTI piweHb (CTpMMyBaHb i
npoTmBar), KOPMNOPaTUBHOIO  yMpaBMniHHSA, KOAEKCY
noeefiHkn (eTukun) BaHky;

6) BuM3HavaTW, WO BUHaropoga Ynedis [lpaBniHHS,
BMMMBOBUX OCI6 Mae 6yTM pO3yMHO OOBI'pPYHTOBAHOM

nposeneHHs/
30BHIiLLUHbOT
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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 (CCOQ)), 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%
(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

CTOCOBHO aHamnoriyHumx (abo cniBMipHMX) PUHKOBUX
NOKas3HWKIB PO3MIpIiB i YMOB BMNNaTU BUHAropoau;

7) BU3Ha4aTn 0OrpyHTOBaHI KoeilieHTn
(cniBBigHOWEHHA) Mk bikCOBaHOK Ta  3MiHHOK
YacTMHaMK BMHAropoam 3 ypaxyBaHHSAM TOro, WO 3MiHHa
BuHaropoga YneHa [paeniHHa/ BnNMBOBOI ocobu 3a
BIONOBIAHWIA (hiHAHCOBUIM piK HE MOXe nepeBuLLyBaTU
100% po3mipy 1oro/ii cpikcoBaHoI BUHaropoau;

8) BM3HayaTW, WO 3MiHHA BWHAropoda BUMNAYYETbCS
TiNbKM 3a yMOBWM, WO Ti BuNMata He CrApUYMHSAE
HeraTMBHOro BNNMBY Ha piHaHcoBMM cTaH bBaHky,
pesynbtatn AisANbHOCTI BaHky (DocsArHeHHs
3ansiaHoBaHMX MOKa3HUKIB e(peKTUBHOCTI AiANbHOCTI), a
TaKOX 3a YMOBM, WO Taki BuNMatTM He MaTuMyTb
HeraTMBHOIO BMIMBY Ha CTanui po3BMTOK baHky;

9) BU3Ha4aTu, WO BMNIaTa YacTMHU 3MiHHOI BUHAropoau
BIOCTPOUYETLCA Ha MNepiod, SKMN  BU3HAYaAETbCSH
Harnsgosoto papoto badky (ana Yneni [NpasniHHS,
KepiBHMKa Ta MpauiBHUKIB MiApO34iny BHYTPILIHBOrO
ayauTy, ronoBHOro pusnk-meHemkepa (CRO), ronoBHOro
KomMmnnaeHc-meHeaxepa (CCO)), abo lNpasniHHAM (Ans
iHLLIMX BNAMBOBKX OCIB) Ta HE MOXe CTAHOBWUTM MeHLIe
HDXK 4OTMpPK pOKW. YacTka 3MiHHOI BMHaropoau, sika Mae
OyTu BigcTpoyeHa, BM3Ha4aeTbCcs HarnmsagoBow pagoro
Banky (ans Ynenis [MpaBniHHA, BAAMBOBUX OCIO) Ta
NMOBWHHA CTaHOBUTU He MeHwe 40% (ans Bunagky,
BM3Ha4veHoro B NignyHkTi 2 nyHkTy 20 poaginy Il MM HBY
Ne189) abo 60% (ansa Bunagkis, BU3HAYEHMX Y MyHKTaX
21, 22 posginy Il MM HBY Ne189);

10) BmsHavatu, wo Harnsgoea paga baHky npunmae
pilleHHs Wwoao nepernsgy y Oik 3MeHWweHHsa BunnaTt 3i
3BifIlbHEHHS, CKOPOYEHHS / ckacyBaHHSA BUMMaTU 3MiHHOI
BMHAropogun, MNOBEPHEHHS1 BXE BUMNSAYEHO! 3MiHHOI
BMHaropoau B pasi BUSABMNEHHA (akTiB, HaBeOeHux y
nignyHkrax 1-5 nyHkty 12 posginy Il MM HBY Ne189
(BKasaHi Hux4e):

MoniTMka BMHaropoAan Ta yMOBW [OroBOpiB, YKnageHux
Mk BaHkom i YneHamu [lpaBniHHSA, BRNMBOBUMMU
ocobamu, maloTb nepeadadaT 3MeHLLEHHS / CkacyBaHHS
/ noBepHeHHs 4o 100% 3miHHOT BUHaropoau (K NOTOYHOI
3MiHHOI BMHaropogwW, Tak | Cym, HapaxoBaHux [/
BUNNayeHunx 3aly nonepegHi nepiogu), a Takox
BM3HA4aTW KOHKPETHI KpUTepii ANst 3aCTOCyBaHHA Takoro
3MeHLWeHHss / cKkacyBaHHS /| MOBEPHEHHS 3MiHHOT
BMHaropoamn ta opMu BUNnNaTn 3aMiHHOT BUHaAropoau.

MOBUHHI LOHAMMeEHLUe BKYaTU Taki

Ui kputepii

BUNaOKM:

1) noripweHHs (HeraTMBHa AuHaMika)
eheKTMBHOCTI AisnbHOCTi BaHky;

2) HepocHArHeHHs B AOCTaTHIM  Mipi
pesynbTartiB gisnbHOCTI baHky;

3) HasiBHI MOTEHUiVHI pu3nkn y AisnbHOCTi BaHky, wo

MoKasHuKIB

3annaHoBaHmMX

may lead to a significant deterioration in the bank's MOXYTb MPU3BECTM OO 3HAYHOrO MOTiPLUIEHHS
financial condition or reputation; (iHAaHCOBOro CTaHy 4uM A0 MOriplweHHs penyTauil
BaHky;
4) The National Bank has made a decision on: 4) HauioHanbHWi BaHK NPUIAHSAB PiLLEHHSA Npo:
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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 VII "Final Provisions" of the
Law of Ukraine On Banks and Banking
Activities;

5) member
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 Board/influential

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

BigHeceHHs baHky oo kaTeropii npobnemHux;

BiJHECEHHS BaHky o KaTeropii
HEeNaToCNPOMOXHMX;

BiAKNMKaHHA OaHKiBCbKOI NiLeH3ii Ta nikeigauito
BaHky;

BMBEAEHHSA 3 PUHKY CUCTEMHO BaXnuneoro baHky
3 niacra., BU3HA4YeHWX nyHkTom 15 posginy VI
“MpukiHueBi nonoxxeHHs” 3akoHy Ykpainm “Ipo
BaHkn | 6aHKIBCbKY OiiNbHICTD”;

5) UYneH MpaBniHHA / BNNnBOBa ocoba:
oys(byna) y4acCHMKOM ain abo
BignosiganbHum(oto) 3a Aaii / pgonyctue(na)
6e3nisinbHICTb, SIKi NPU3BenM A0 3HA4YHUX BTpaT
BaHky;
nopyLimB(na) ctaHgapTy 3aranbHONPUAHATOI Ta
ycTaneHoi AinoBoi npaktukn / npodecinHoi
€TUKKN, KOAEeKCy noBediHkn(eTukn) baHky;
BTpaTMB(na) 6e3goraHHy AinNosy penyTawito;
OoTpMMaB(na) 3MmiHHy BuHaropogy Ha nigcTasi
iHpopmauii, sKa 3rogom BMsIBUNacs
HeJOCTOBIPHOLO.

MignyHktn nyHkTy 18.1.2 Posginy 18 wuiei lMNonitukn
BigoOpaeHi y NpynoBi nonitTuui BuHaropoan baxky, a
TakoX Y uin MNonituui i3 BpaxyBaHHAM OOMNOBHEHb HIKYE:
MignyHkT 3)

MepiognyHa Hes3anexHa 30BHIWHA OuiHKa BunnaTn
BMHAropogn CToCoBHO YneHiB [MpaBniHHSA, BAAMBOBMX
oci6 B baHky He npoBoAMTbCH, NpoTe MOXe OyTu
npoBedeHa 3a piweHHaM Harnsgosoi pagv banky.

MignyHkT 6) Ta 8)
BuHaropoga Unenis [paBniHHA, BAAMBOBUX OCi6
pPO3yMHO OOIpYHTOBYETbCA CTOCOBHO aHasnoriyHux (abo

CMiBMIPHNX) PUHKOBMX MOKa3HUKIB po3MipiB i yMoOB
BMNNATM  BUHAropoau B paMKax  MOTOMKEHHSI
BCTAHOBMEHHS/  3MiHM  BuHaropoaM pgna  Ynenis

MpaeniHHA, BNAIMBOBUX OCi6 3i cTOpoHN MaTepuHCcbKoro
BaHky, 3 ypaxyBaHHAM aHanizy MaTepuHckboro BaHky
AaHNX BUHaropoau aHanoriyHux nocag Ha pyHKy npaui Ha
6asi gaHmx Korn Ferry abo iHworo nposangepa.

Posmip cikcoBaHOi BMHaropoan SBNSETbCA OOCTATHIM
ans Toro, wob baHk maB 3mory peanisyBaTu CBO€E NpaBo
He BuNnavyBaTuM 3MiHHY BuWHaropody (y TOMY u4uchi
BUTpPeOyBaTN MOBEPHEHHS BXE BUMMAYEHOI 3MiHHOI
BMHAropoau), SKLLO He BUKOHYOTbCS YMOBU, AOTPUMaHHS
AKMX € HeoOXigHUM Ans Takoi 3MiHHOI BWHAropoAaw.
Kntouosumm Kputepiem [OCTaTHOCTI dikcoBaHol
BMHaropoau € 1i BignoBigHICTb npodhecinHoMy focsiay,
BM3HA4YeHMM (YHKLiOHanbHMM 00OB’si3kaM 0cobu Ta
PiBHIO iT BigNoBiganbHOCTI

MignyHkT 9)

BMMMata YacTMHM 3MIHHOI BUHaropoan Moxe 0yTu
BiACTpOYEHa Ha MNEeBHUN nepiod, SKMW BU3HAYAETLCH
"pynoBoto MOMITUKOIO BMHAropoan, sika 3aTBepaXyeTbCs
Harnsgosoto papgoto banky (ons Ynewi [MpaBniHHS,
BNIMBOBUX 0CiB). YacTka 3MiHHOI BUHaropoau, sika mMae
OyTM BiOCTpOYeHa, BU3HAYAETbCA TakKoX 3rigHO 3
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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;

e determining the amount of severance payments.

18.2 Requirements for remuneration reports

18.2.1 The remuneration
information on:

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));

report shall contain the

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.

Allinformation 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;

pynoBoto NoniTuko BUHaropoaun. 3MiHW Ta BUKITHOYEHHS

MOXyTb OYyTU BHeECeHi micns nonepeaHbOro NoroaXeHHs

MaTepuHcbknum BaHkom;

MignyHkT 10)

Harnagoea paga baHky Mae npaBO NPUNHATU PilLEHHSA

3rigHo 3 ['pynoBoto NOMITUKO BUHAropoau Ta BignoBsigHo

[0 piweHb MatepuHcbkoro baHky wopno:

e BMMNATH 3MiHHOI BMHaropoam 4acCTKOBO,
BiCTPOYEHHS T BUNNATU, CKOPOYEHHSA/CKacyBaHHS ii
BUMMNAaTK (3 ypaxyBaHHAM pe3ynbTaTiB AiSnbHOCTI,
(piHaHcoBoOro ctaHy baHky);

e [OBEPHEHHS BXe CrnrayeHoi 3MiHHOi BUHaropoau (y
pasi il cnnatm Ha nigctasi iHpopmalii, ska 3rogom
BUSIBUNACA  HENpaBWIbHOK/HEOOCTOBIPHOK)  Ta
BCTAHOBIIEHHA CTPOKY Takoro NOBEPHEHHS;

e  BM3HAYEHHS PO3MIpy BMNNAT 3i 3BiNIbHEHHS.

18.2 Bumoru fo 3BiTiB Npo BUHaropoay

18.2.1 3BiT npo MicTUTH

iHdbopMmaUito Wwoao:

1) cym BuHaropogm, aki 6ynu HapaxoBaHi/BunnadeHi 3aly

nonepigHi nepiogn Ta/abo wmawTb OyTM BUMNAYeHi

yneHam MpaeniHHS, BNMBOBMM  ocobam  3a
pesynbTatammn 3BiTHOro (iHAHCOBOrO POKy (y po3pisi
dikCoBaHMX | 3MiHHMX CKIMagoBWMX BUHaropogu, Yy
rpowwosin Gopmi Ta HErpoLIOBMMMU iHCTPyMEHTammn (3a
HasiBHOCTI));

BMHaropoagy noBUHEH

2) cTpokiB BUMNNaTu BuHaropoam (paktnyHo BunnadveHol
BMHaropoau Ta BiACTPOYEHOI (3a HasiBHOCTI) B pO3pisi
nepiogis BiACTPOYEHHS);

3) onucy HerpoLwoBuX IHCTPYMEHTIB (3@ HasfABHOCTI), Y
AKMX Mae OyTM BuMNNayeHa BuHaropoda 4rieHam
MpaBniHHA, BNIMBOBUM ocobawm;

4) gpakTiB BUKOPUCTaAHHA BaHkOM npaBa Ha CKOPOYEHHS/
CKacyBaHHS/ NOBEPHEHHHA paHille BWNNa4veHoi YrneHam
MpaBniHHA, BNNIMBOBUM 0cobGaM 3MiHHOI BUHAropoau;

5) BuaABneHux baHkom nmopyLleHb YMOB NOMOXEHHSA Npo
BMHaropogy (sikwo Taki ©Oynu) Ta 3acTtocoBaHuX 3a
HacnigkamMmym Takux NopylleHb 3axoAiB abo MPUAHATUX
pilleHb.

Yca iHopmalisa woao cyMm BuHaropoau (B pospisi
iKCOBaHMUX i 3MIHHUX i CKNagoBMX) HABOAUTLCS B 3BiTi
Npo BMHAropody B LinoMy (CYKynHO) 3a BCiMa 4reHamu
MpaeniHHA, BNMBOBMMK ocobamm 6e3 geTanisauii Takmx
CYM Yy po3pi3i KOXHOro okpemoro uyneHa [lpaBniHHs,
BMNSIMBOBOI 0COOMU.

18.2.2 3BiT npo BuHaropogy Ynenis [lpaBniHHA
0o0aTKoBO Mae MICTUTW y3aranbHeHy 3a BignosigHWi
diHaHCcoBUK pik iIHOpMAaLito LWOoaO:

1) daktnyHoi npucytHocTi uneHa [lpaBniHHA Ha
3acigaHHsX npaBniHHA Ta NOro KOMITETIB, 40 CKnagy sKux
TakMn uneH [paBniHHA BXOAWUTb, abo MPUYMHKU KOTO
BiCYyTHOCTI;
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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;

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,

2) niaTBepmKeHUX akTiB HENPUAHATHOI MOBEAIHKM
uneHa [lpaBniHHA (BKMOYa4YM Ti, WO MOBIAOMITEHI
KOHMIOEHUINHNM LUMSIXOM) | BXUTUX 3a pes3ynbTaTtaMu
po3cnigyBaHHA 3axo4iB y pasi HasBHOCTI BMAMBY TaKumx
dakTiB/3axodiB  Ha BuNMaTy  BMHAropoau - YneHy
MpaBniHHA BaHky;

3) HasBHOCTI/BiACYTHOCTI 0BI'pyHTOBaHMX NigcTaB LWoOo
BMNNaTn /BiACTPOYEHHS)/  3MEHLUEHHS/ MOBEPHEHHS
3MiHHOI BUHaropoawn uneHa lMpaBniHHs.

3BiT Npo BMHaropoAy BNMMBOBMX OCIO 0O4ATKOBO Mae
MICTUTK y3aranibHeHy 3a BignoBiAHWMN (PIHAHCOBUIA PiK
iHbopMmaUito woao:

1) nigTBepOXeHUX pakTiB HEMNPUNHSATHOI MOBEAIHKM
BMNIMBOBOI 0OCOOWM (BKM4YawuyM Ti, WO MNOBiZOMIIEHI
KOHMIAEHUINHMM LUMSIXOM) | BXUTKUX 3a pesynbTaTamu
po3crigyBaHHs 3axOA4iB 3a HasBHOCTI BMMMBY TaKMX
dakTiB/ 3axofiB Ha BunnaTy BUHAropoau BrIMBOBIN
0co6i;

2) HasBHOCTI/ BiACYTHOCTI O6I'pyHTOBaHMX NigcTaB WoAo0
Bunnatu/  BiACTPOYEHHS/ 3MEHLWEeHHs/ MNOBEPHEHHS
3MiHHOI BMHAropoau BninBoBin(ok) 0cobi(oto).

18.2.3 3BiT Npo BWHaropogy MNOBWHEH MICTUTU TaKy
iHdopmauito Wwoao BunnaTt y rpowosin dopmi Ta/abo
HEerpoLLoBMMM iHCTPyMEeHTamMu (3a HasIBHOCTI),
34iNCHEHNX Ha KopucTb YneHiB lMpaBniHHSA, BNIMBOBUX
0Cib y 3BiTHOMY (DiHAHCOBOMY POLii:

1) cymn BunnaTt, NoB’A3aHMX i3 NPUAHATTAM Ha poboTy/
3BifNIlbHEHHS;

2) pUHKOBY BapTiCTb BUHAropog, BunnavYeHux 3acobamm
MaTepianbHOro CTUMYNIOBAHHSA, Yy pasi 34iMCHEeHHS
Bankom BignoBigHMX BMNNAaT.

18.2.4 3BiT nNpo BMHaropody MOBUMHEH MICTUTU Taky
iHdbopmauito woao BuHaropoau y opmi yyacTti Ynenis
MpaBniHHA, BNMBOBMX OCIO y nporpami 4OOAaTKOBMX
MeHCIHUX BMNNaT (3a HasBHOCTI Mporpamu) y pasi:

1) yyacTi B nporpami 3 dikcoBaHUMM BUNnaTamu — Loao0
3MiH y 3annaHoBaHuX BUnnarax, Wwo Bigdynmcs npoTsarom
3BITHOrO (PiHAHCOBOrO POKY;

2) yyacTi B nporpami 3 hiKCOBaHMMW BHECKaMN — LLIOAO
cnnadeHnx baHkom BHeckiB cTOCOBHO YneHiB NpaBniHHS,
BMNIIMBOBWX OCIO NPOTSArom 3BiTHOIO DiHAHCOBOIO POKY.

18.2.5 3BiT Npo BuHaropogy Mae MICTUTK iHdopMaLLito
LWoao HagaHHA baHkoM NPOTArom 3BiTHOrO giHAHCOBOTO
POKy No3uK, KpeguTtiB abo rapaHTin yneHam [NpaBniHHSA,
BNIMBOBUM ocobaMm (i3 3a3Ha4yeHHAM CyM i BiJCOTKOBMX
CTaBOK).

Y uinomy (cykynHo) 3a Bcima uneHamu MpasniHHs baHky,
BNNMBOBMMU ocobamu, 6e3 aeTtanisauii B po3pisi KOXKHOro
okpemoro 4neHa NpaBniHHA, BNN1MBOBOT 0cobu B 3BIiTi Npo
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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).

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.

BMHaropogy HaBOAWTLCHA BCH iHpopmauis, Bu3HaveHa
nyHkTammn 18.2.3-18.2.5.

LLlo cTocyeTbca KoMMneHcauin 3a BigpsiaXeHHs, [OOoOBUX
Ta iHWKUX BuAaTKiB, WO MOXyTb OyTM MOB’si3aHUMM i3
BMKOHAHHSAM  0coboto  dyHKUil uneHa [paBniHHS,
BMIMBOBMX OCI0, TO Taki BUNnaT1 mMatTb BigobpaxaTtumcs
BaHkoM y 3BiTi PO BMHaropoay K ckrnagosi ¢hikcoBaHoI
BMHAropoam YneHis BignosigHoro MNpaBniHHSA, BNAMBOBUX
ocib.

18.3 lMopsagok po3pobneHHs, 3aTBepaXeHHs Ta
onpunoaHeHHs NonoXeHb NPo BUHaropoAy

HarnspgoBa paga baHky 3aTBepOXye MOMOXEHHS MNpo
BMHaropogy YneHie [MpaBniHHSA, BRAMBOBMX OCIO 3a
NnogaHHAM Ta nicns X po3rnsay KOMiTeTOM 3 BUHaropoam
(sKwo Takum komiteT y baHky cTBOpeHO).

Migpo3ginM KOHTpOM 3a AOTPUMaHHAM Hopwm (Bigain
KOMMMaeHcy) Ta 3 ynpaseniHHA pusukamu (Bigain 3
ynpaBmiHHA  onepauiiHuMn  pu3ukamu), a TakoxX
nigpo3ninun  baHKy, BignoeiganbHi 3a poboTty 3
nepcoHanom ([enapTtaMeHT ynpaBniHHA NepcoHanom),
BefeHHs byxranTepcbkoro obniky (fonosHui 6yxrantep/
HenaptameHT Oyxrantepcbkoro ob6niky Ta 3BiTHOCTI),
nnaHyBaHHA OomkeTy ([denaptameHT diHaHCciB) Ta
3abes3neveHHs OpUaMYHOI  nigTpumkn  (KOprnandHun
OenapTamMeHT), nonepeaHbo po3rnagarnTb Ta
Y3rogKyroTb MOMOXEHHS NP0 BUHAropoay.

BaHk po3milllye NonoXeHHs Npo BMHaropoay Ha BracHin
BeOcTOpiHUi npoTarom 15 poboumx f[HIB i3 AHS iX
3aTBEPAKEHHS/BHECEHHS A0 HUX 3MiH i3 3a6e3nedYeHHsM
MO>XIMBOCTI iX nepernagy.

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

Harnsgosa papga bBaHky 3aTtBepaxye 3BiTM  Npo
BuMHaropogy Ynenie [lpaBniHHA, BNNuBOBMX OCI6 3a
MOAaHHSM i nicns X po3rnsagy KOMITETOM 3 BUHaropoau
(sKwo Takum komiteT y BaHky cTBOpeHO).

BaHk posmilwye 3BiTM NpPO BUHAropody, BUMNIadYeHy
yneHam [lpaBniHHg, BAAMBOBUM ocobam MpOTArom
3BiTHOro (piHAHCOBOroO POKY, Ha BriacHi BeOCTOPIHUi B
Mepexi IHTepHeT npoTsarom 15 pobounx AOHIB i3 OHA iX
3aTBEPKEHHSA YNOBHOBaXXeHWM opraHoMm bBaHky i3
3abe3neyvyeHHsAM MOXITMBOCTI iX nepernagy.

19. lokymeHTauUifA

Hopatok 1. BbasoBi  po3mipy  cucteMaTUdHKX
(perynsapHux) npemMin Ta BUHAropog Mo nigcymMkKam
poboTn 3a pik.

HopaTtok 2. CTpykTypa i Bara nokasHuKiB Ans no3uuin nig
rPyrnoBOO NONITUKOK BUHAropoau.

HopaTtok 3. Tvnu npemitoBaHHS.
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20. Internal control

IC-1

IC-2

IC-3

IC-4

HasBa koHTponto/
Name of control

KoHTponb 3a po3paxyHKkoM
KinbkicHux KPI, ski
BCTaHOBIIOOTbCH Ha
nigcTaBi MOKa3HUKIB,
3aTBEPIKEHMX BrogKETOM,
noknagaeTbes Ha
[enapTameHT piHaHciB,
npauiBHYKIB HAaNPAMKY
YnpaeniHHsA puankamu/

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
OL|iHIOBaHHSA OisANbHOCTI
npaLiBHYKIB Ha MiaCTaBi
BUKOHAHHSI HUMMU KiJTbKiCHUX
Ta skicHux KPI/

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

KoHTponb 3a
BCTaHOBITEHHSIM Ta OLiHKOO
OKR/

Control for setting and
evaluation performance of
OKR

KoHTponb JOTpUMaHHs
BUMOT NOniTUKu/

Control of policy compliance

Onuc
peneBaHTHOro
pusuky/
Description of
relevant risk

Puauk BTpatu
yacy Ha
BUMNpaBIIEHHS
noMumok/

Risk of losing time
to correct mistakes

Pusuk BTpatn
yacy Ha
BUMPaBneHHSA
nomunok/

Risk of losing time
to correct mistakes

Pu3uk BTpaTtn
yacy Ha
BUMPaBIEeHHS
nommInok/

Risk of losing time
to correct mistakes

Pwusuk BTpatn
Yyacy Ha
BUMpPaBeHHs
nomumnok/

Risk of losing time
to correct mistakes

20. BHYTpIiWHiN KOHTpOINb

Onwuc KoHTponto/
Description of
control

KoHTponk 3a
KOPEKTHICTtO
pO3paxyHKy 3a
KinbkicHumn KPI/

Control for correctness
of calculation of
guantitative KPI

KoHTponb 3a
KOPEKTHICTIO
BcTaHoBneHHA KPI ta
OLLIHKOK BUKOHAHHS
KPI/

Control for correctness
of KPI setting and
evaluation
performance of KPI

KoHTponb 3a
KOPEKTHICTIO
BCTAHOBIEHHS Ta
ouiHkoto OKR ans
KepiBHUKIB piBHA B-1 i
B-2 ta ang 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 piBHSA
[OTpYMaHHS
BCTaHOBIEHUX
napamMetpis
MaTepuHCbKM
BaHkoM ans no3wuuin
nig rpynoBoto
noniTUKOO
BMHAropoam, KOHTPOoIb
OOTPUMaHHS
BCTaHOBMEHNX
napamMeTpiB Ans iHWKnX
noawuuin/

Control of the set
parameters by the
Parent Bank for the
positions under the
group remuneration

BignoBiganbHum 3a
KOHTpoOnb/
Responsible of control

MpauisBHukn OenaptameHTy
biHaHCiB, NpayiBHUKK
HanpsAMKy YnpasniHHsS
pusnkamum/

Employees of the Finance
Directorate, employees of
the Risk Management
division

MpauiBHuk flenaptameHTy
ynpaeniHHS nepcoHanom/

Employee of the Human
Resource Directorate

["onosa lMpaBniHHs, YneHn
MpaBniHHSA, NpayiBHMK
[enapTtameHTy ynpasniHHS
nepcoHarnom/

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

MpauiBHUK
OenaptameHTy
ynpasniHHA
nepcoHarnom/

Employee of the Human
Resource Directorate

MocunaHHA Ha
MNYHKT/
Link to item

Posgin 9, nyHkT.
9.1/

Section 9,
paragraph. 9.1

Po3gin 9, nyHkT.
9.1/

Section 9,
paragraph. 9.1

Posgin 9, nyHkT
9.4,/

Section 9,
paragraph 9.4.

Pospin 9, nyHkT
9.1/

Section 9,
paragraph 9.1.
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policy, control of the
set parameters for the
other positions of
payments entrusted to
employee of the
Human Resource
Directorate.
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page 14-16 — KPI structure of CEO indicators;
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Po3pin 9.3:

cTopiHka 14-16 — ctpyktypa KPI nokasHukis CEO.

CTOpiHKa 21 — 3MiHa nopory AoNycKy Ansi NokasHukie MNpruBaTHUN
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P.9.3:
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Po3nin 9.3:
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P. 18
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Remuneration Policy in the bank” (with changes brought by
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"On amendments to the Regulation on Remuneration Policy

Poapin 18.
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in the bank”).

P.9.3: Po3sgin 9.3

CraTyc JoKyMeHTa CornacoBaHo ABTOp JOKYMEHTa CHEMUS Galyna Leonidivna
[lata norogXeHHsi JOKyMeHTa 20.06.2025

46 cTop.




©otp

MoniTnka Npo ouiHKy AisnbHOCTI Ta MaTepianbHe cTuMyntoBaHHA npauisHukiB AT «OTI BAHK»/
Policy on the performance evaluation and the incentives for OTP BANK JSC employees

pages 12, 21 — change of the threshold for Cost indicators,
pages 15-16 - requirements for KPI of positions under the
Group remunaration policy

CTOpPiHKK 12, 21 — 3MiHa Nopory ANs NOKasHWKIB BUTpaT,
CTOpiHkN 15-16 — Bumoru Ao KPI noauuin nig Mpynosoto
NOMiTUKOIO NPeMitOBaHHSA

P. 4:

page 5 - general provisions page

P.9:

pages 14, 19-23 - main principles of bonuses for bank-
wide KPI system

Poagin 4:

CTOpiHKa 5 - 3aranbHi NOMOXKEHHS

Poagin 9:

CTOpPiHKM 14, 19-23 - OCHOBHI MPMHLMNN NPEMiOBaHHSA 3a
3aranbHobaHkiBCcbkoto cuctemoro KPI

Appendix 1

Dopatok 1

to Policy on the performance evaluation and the pgo NoniTukM NPO OUIHKY AiANBHOCTI Ta MaTepianbHe

incentives for OTP BANK JSC employees

ctumyrntoBaHHs npauiBHukiB AT «OTIT BAHK»
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Appendix 2 DopaTtok 2
to Policy on the performance evaluation and the pgo lNoniTMka NPo OUiHKY AiANbHOCTI Ta MaTepianbHe
incentives for OTP BANK JSC employees ctumyrntoBaHHs npauiBHukiB AT «OTIT BAHK»

CTpyKTypa i Bara nokasHuKIiB A4nA No3uuin nig rpynoBoro NoniTMKOK BUHaropoau
Weigt of indicators for position under Group Remuneration Policy Structure and weigt of indicators for
position under Group Remuneration Policy

SUBSIDIARIES
KPI Foreign Foreign (business and support) Forign additional level managers
s Subsidiary CEO Subsidiary DCEO* (business, support)*
Indicators Weight Indicators Weight Indicators Weight
Institutional
Total group level Total group level Total group level
level ki 100% hn 100% ke 100%
(entity) indicators: (entity) indicators: (entity) indicators:
Indicators Weight Indicators Weight Indicators Weight
Numerical indicators 90% Numerical indicators 0% Numerical indicators 30%
Individual Individual targets Individual targets Individual targets
level Competence 10%) Competence 20%, Competence 20%,
Total individual level Total individual level Total individual level
indicators: 100% indicators: 100% indicators: 100%

Performance evaluation

Performance evaluation

Performance evaluation

Group level targets 50%

Group level targets 40%

Group level targets 25%

Individual targets 50%

Individual targets 60%

Individual targets 75%

*In case such manager has responsibilities within any of the areas of Risk management, Security, Compliance or

Internal audit, the weight of group (entity) level targets are 20% and the weight of individual level targets are 80%.

MapameTpu MOXyTb BYTM 3MiHEHI 3rigHO 3 pieHHAM MaTepuHcbkoro baHky Ta MmaoTb 6yTU 3aTBEPAKEHI HAaKa3oM
"onoBw npaBniHHA | BHeceHi B gaHy lMoniTuky npu HacTynHoMy oHoBrieHHi/ Parameters can be changed based on
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Parent Bank's decision and should be approved by CEO’s order and add to the Policy in the next update

DouvipHi kKomnaHii
Ynenu MNMpasnivua (GizHec Ta .. .
.. - i .. . IHWi pieHi kepiBHKITBA
KPI CEOQ povipHix KOMNaHIA nigrpumua) gouipHix KomnaHin® . .
(BizHec, nigTpumka)™
IHCTHTY LA MOKAa3HUKM Bara MOKa3HUKK Bara MOoKa3HUKK Bara
HHiA
" 3aranom NoKa3HMKK 3aranom NoKasHWMKH 3aranom NoKasHWMKH
[rpynoBuid) . 100% . 100% . 100%
. rpynu (Komnasii): rpynu (Komnasii): rpynu (Komnanii):
piBeHB
MNoKa3HMKKN Bara MorazHukm Bara MorasHuKKn Bara
KinbkicHi yini Kinbkichi yini KinbkicHi yini
. 90% 80% 20%
I"A"B”T‘ra IHgMBigyansHi wini IHAMBIgYantHi Wini IHAMBIgYanGHi wini
NbHUA
piseHs KomneTeHui 10%, KomneTeHuii 20%, KomneTeHuii 20%|
3aranom 3aranom 3aranom
iHAMBIAYaNbHI Lini: 100% iHOWBIAY ANBHI LA 1005 iHAMBIayanbHI Lini: 100%
Ouivka eghekmuerHocmi QuiHka echekmueHocmi QuiHka eghekmueHocmi
LLini rpynoeoro pieHA 50% LLini rpynoeoro pieHAa 40% LLini rpynoeoro pieHa 25%
IHaMBIgYanbHI Lini 50% IHOMBigyaneHI Lini 60% IHaMBigyaneHi Lini 75%
*V pasi, AKLWO TaKMiA KepiBHMK Mac 000B'A3KK B 0OHIRA i3 chep YNpaeniHHA puavHamu, denapTameHTy iHGopmauifHaoi
Ta BaHriBcbrol Ge3nery, JenapTameHTy KOMMAAEHSY Ta GiHAHCOBOTO MOHITOpUHTY abo [lenapTameHTy
BHYTPRILHBOTO ayauTy, Bara winel Ha piexHi rpynm (opradizauii) ctaHoemTs 20%, a Bara iHAMBIAyanbHMX Wineld — 30%.
Appendix 3 Hopatok 3

to Policy on the performance evaluation and the pgo Nonituka NPo OUiHKY AiSNbHOCTI Ta MaTepianbHe

incentives for OTP BANK JSC employees

Tunu npemiroBaHHs/ Bonus payment types
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METO,CIOHOI'IFI npemiloBaHHA

CrpareriyHi uini

CepedHE SHa4YeHHA

IHauBiayanbHi Wini

3aransHobaHKIBCBKI Lini

IHomeigyansHi KPI,

OnepaujiiHuia npubyToK OKR, SLA
BizHec-KPI
I—__B_UaHOE"mmbm ! BcraHoBAtOOTHCA
I
I L5 '-In:e Hom ! KepiBHUKOM
I MpaBniHHA i

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

OnHopa3oBi

3a OCOGNMEO BaXNUEBEI 3aBAaHHA

1

. ] I

3a piwenHam YneHa MNpasninHa |
|

Bonus payment methodology

Regular bonuses

Strategic goals

average value

Individual goals

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

for the tasks of especial
importance

One-time bonuses

-
|
|
1

Bv decision of Board Member

Bank's indicators Individual KPI, Mortgage run-down
Operation profit OKR, SLA Call Centre
Business KPI Collection
| - Litigation
I Set by CEQ/ Board I Verification and etc.
| Set by manager
I Member }
CraTyc JOKyMeHTa CornacoBaHo ABTOp JOKYMeEHTa CHEMUS Galyna Leonidivna
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