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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
the Bank in general in line according to the strategic
development;

e adherence to the principles of labor remuneration

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

e improvement of labor remuneration system
including incentives;

e set out the incentive and performance

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

3. Access to the document

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

4. General provisions

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

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

1. Bcryn

Cuctema ouiHku gisnbHocTi nepcoHany AT «OTIT BAHK»
(Hapani — baHK) € enemeHTOM 3aranbHoi cTpaTeril
ynpasniHHa BaHky Ta, ik cuctema, BCTaHOBIIOE 3B’A30K
MK cTpaTeriyHumm uinammn baHky, uUingamu 3rigHO 3
HanpaMKamMu LOiSNbHOCTI, a TakoX iHOMBIAYyanbHUMN
Linamum npauiBHUKIB Ha BCiX pIiBHAX iepapxii baHky.
CunctemMa ouiHKM TakoX BNNvBae Ha MigTPUMKY PO3BUTKY
KOMMeTeHLUin, siki HeobXxigHi Ans ycniwHoi npodeciiHoi
OiSNbHOCTI NpauiBHMKa B paMkax Aitodoi KopnopaTuBHOI
KynbTypu.

PesynbTatoM CWUCTEMM OLIHKM AiSNbHOCTI  BUCTYNae
npemiloBaHHA npauiBHukiB bBaHKy, cnpsiMoBaHe Ha
edeKkTnBHe mMaTepianbHe CTUMYIOBaHHSA

pes3ynbTaTUBHOCTI NpaLi.

2. MeTa goKkymeHTy

MoniTMka npo OuiHKYy AisnbHOCTI Ta MaTepianbHe
CTMMYMIOBaHHSA npauiBHWKiB baHky (Hagani — lMoniTuka)
pernaMeHTye mnpouec, Wwo ob6’egHye 3ycunna bBbaHky,
CNpAMOBaHi Ha pO3BUTOK Ta OUIHKY AiSANbHOCTI
NpauUiBHMKIB LUMSAXOM AOCATHEHHS Linen Ha NOTOYHWI PiK,
Ta BM3HAYyae Nigxogu OO MaTepianbHOro 3a0XOYEHHS,
NOpPSAOK PO3PaxyHKy Ta MOroMKEHHA BMNaT.

MoniTuka cnpsmoBaHa Ha:

e MOTMBALitO MpauUiBHUKIB ONs1 OOCATHEHHS LiNbOBUX
MOKa3HWKIB AiANbHOCTI Ta KiHUEBUX pe3ynbTaTiB
pobotTn baHky B UiMOMy BigMOBIOHO OO MMaHiB
CTpaTeriyHOro po3BUTKY;

e  [JOTPUMaHHSA NPUHLUMMIB BiANOBIOHOCTI onnaTu npawi
ocobuctomy BKragy npauiBHUKIB y pesynbTar
JisnebHoCTi baHky;

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

e BCTaHOBMEHHA  MPUHLUMNIB  CTUMYMIOBaHHA  Ta
BMMIplOBaHHA pes3ynbTatiB  gidneHocti AT «OTI
BAHK», sk komMnaHii 6aHKIBCbKOi rpynu, BignosigHO
A0 nonoxeHb [loniTkn BuHaropogn 6aHKiBCbKOI
rpynu, B iHTepecax 3abe3neyveHHs Y3romKeHOCTi
cuctem ctumynioBaHHs OTP Group Ha piBHi rpynu.

3. [HocTtyn A0 AOKYMEHTY

JdaHun OoKyMeHT He Mae oBMeXeHb LWOAO AOCTyny OO
HbOro npauiBHKKIB BaHky.

4. 3aranbHi NONOXeHHA

MoniTnka oboB’A3koBa A0 3acTocyBaHHA B baHky 3 gatu
3aTBepAkeHHs. [lisa uiei MNoniTukn nowmnpoeTbCca Ha BECb
nepcoHan BbaHKy, SIKWO BUKIMIOYEHHSA He 3aTBepaKeHe
HLLUMM OOKYMEHTOM.

Ls Tonituka pospobrieHa BiANOBIAHO OO YMHHOIO
3akoHogaBcTBa YkpaiHu, 3okpema K3nll VYkpaiHu,
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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 fulfiiment 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): 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 and approved by CEQO'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 HKUIM®P, B TOomy uumcnhi
CrtaHgapTiB KOPNOPaTUBHOIO yrpaBniHHS.

TnymayyBanbHi NOMOXEHHA

a)

b)

c)

e)

f)

g9)

h)

Basoea BuHaropopa: basoBa BuHaropopa
(cbikcoBaHa BMHaropoga) - ue dikcoBaHa 4acTuHa
3apobiTHOi nnaTu, sika He MoB'A3aHa 3 BUKOHAHHSIM
uinen baHky, 6aHKIBCbKOI rpynu Ta iHaAMBigyanbHOro
PiBHS; KITHOYOBMM KOMMOHEHTOM SKOrO € ocobucta
3apobiTHa NnaTta Ta BCTAHOBIEHI 3aKOHOM HagbaBku
00 3apobiTHOI nnatu, BUHaropoga 3a BU3HAHHS
nocnyru, 3asHayeHa B KONEKTUBHOMY [JOroBopi, Ta
iHWi ninbrn. basoBa BWHaropoga BU3HAYaAETHLCS
3asganerigb i HaneXxHuM 4YMHOM  BigoOpaae
npodecinHnn JOCBiA Ta piBeHb BiANOBIAANbHOCTI,
nos'a3aHoi 3 poboTot, i He Moxe OyTn 3HATa
poboToaaBLEeM B OLHOCTOPOHHBOMY MOPSOKY.
BuHaropoga 3a pe3ynbTaT: BMHaropoga 3a
pesynbTaTtamMu AisnbHOCTI (3MiHHa BMHaropoga) - ue
YacTMHa  3apobiTHOi  nnaTu, sKka  CroHyKae
npauiBHMKIB BUKOHYBATW CBOK POOOTY TakMM YMHOM,
WO BpaxoBye UiNi Ta iHTepecn poboTtodasus i
Ao3Bonge npaudiBHukam 6patm ydactb y ycnixy
BisHeca poboTogaBus. AKLWO B UbOMY AOKYMEHTI He
nepepbayeHo iHwe, yci BMnNnaTu, He BigHECEHI OO
6asoBoi BMHaropoau, KnacmaikyroTbes AK
BMHaropoga Ha OCHOBIi pe3ynbTaTiB AifnbHOCTI.
MaTtepuHcbkun bank: OTP BANK Plc.
lpeHTUbikoBaHM  npaudiBHMK  (no3uuia  nig
rpynoBol0 noniTMKow BuHaropoam): [lpauiBHuK
abo KepiBHMK, 3alHATUA 3a iHWMMW MPaBOBUMMU
BiAHOCKMHaMW, wo nepenbavae ocobucte
3060B’'s13aHHSA npavtBaru, AKNA CBOEI
NPodecinHO  [OiANbHICTIO CYTTEBO BMMMBaE Ha

npodinb  pu3anky ycrtaHosu. BcTaHoBMOTLCA
MaTepuHcbkum  BaHkOM Ta  3aTBepOXYHOTbCA
HakasoM [‘onosu NMpaBniHHSA.

FpynoBa noniTuka BuHaropoau - MoniTUKa

BWHaropoau, HagjaHa MatepuHcbkum BaHkom ans
BNpOBagKEHHS B KOMMaHisax rpynu (ansa
ineHTudiKoBaHOro nepcoHany).

LlinboBa yropa: cninbHa HasBa Uineln ouiHIoBaHOro
npadiBHMKa Ha NOTOYHUI piK Ta NMCbMOBA yroaa.

Llini: cykynHiCTb MOKa3HWKIB, SIKi CriykaTb OCHOBOI
Ons  OUiHKWM  pes3ynbTaTiB  AiANIbHOCTI  OUiHEHOro
npauiBH/Ka y NOTOYHOMY pOLii.

RORAC +: ROE / ER, - koediljieHT peHTabenbHOoCTi
BnacHoro kanitany (ROE; ckopurosaHui "oOMiHHMA"
NpubyTOK nicnsi OMOAaTKyBaHHS, MOAINEHWN Ha
cepefHin BnacHui kanitan) Ta odikyBaHoOro npuoyTky
(ER) rpynn OTP.

Pik ouiHkn: Gi3Hec-pik, 0O SKOro 3aCTOCOBYETbLCSH
BUMIpIOBaAHHS Ta OLUiHKa pes3ynbTaTtiB AianbHOCTI
BiANOBIOHMX OCIO, i HA OCHOBI SIKOrO BW3HA4Ya€ETbCA
po3Mip  BMHaropogu Ha OCHOBI  pes3ynbTaTiB
DiANbHOCTI.
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il

k/

m/

n/

o/

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, marketing.

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

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

The objectives formulated concerning the incentive
system are as follows:

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

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

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

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

Establishing the opportunity of
recognition for outstanding performance.

financial

)

k)

n)

0)

Mopir BMKOHaHHA: 9K 4acCTWUHA OLHKM KiNbKICHMUX
NOKa3HWKIB, BMKOHAHHS MEBHOrO MOKasHMKa HuXK4e
nopory BMKOHaHHS cTaHOBUTb 0% BUKOHAHHSA.

Mopir TonepaHTHOCTI: Ik YaCTUHA OLiHKWN KiNbKICHUX
MOKAa3HMKIB, SKLLO NEBHWUMA MOKAa3HMK BUKOHYETBCS Ha
PiBHi, WO AOpiBHIOE ab0O NepeBuLLYyE MOpIr OOMNycKy
(TonepaHTHOCTI) - 3 ypaxyBaHHSIM npodecinHoro
OGr'pYHTYBaHHA - KepiBHUK abo KepiBHUK, SIKUNA
peanidye npasa poboTogasud, Mae npaso 3pobutm
NPUAHATTA pPILWEHHA MpPO 3HAYeHHs BUKOHAHHA
nokasHuka mixx noporom gonycky 1a 100%, 6epyumn o
yBarn hakTU4Hi 3ycunns npadiBHuka, CnpamMoBaHi Ha
[OCSArHEHHS 3a4aHoT KinbKiCHOT Lini.

KepiBHUKM cnyx6 niaTpumkn, WO BuMarawTb
cxBaneHHAa MatepuHcbkoro BaHKy: crapui
KEpIBHMKN HACTYMHUX (pyHKUiOHanNbHMX obnacTten B
opraHi3auirHin iepapxii B aHi ycTaHOBI: lOpUANYHA,
KomnnaeHc, 6aHkiBcbka Ge3neka, BHYTPILLHIA ayauT,
HR, mapkeTuHr.

Mepioa BiACTPOYKM: O3Havae, Yy BUNagky
BUHAropoau, 3aCHOBaHOI Ha pesynbTatax
AiANbHOCTI, TPMBanNICTb BiACTPOYKMN MICNSA 3aKiHYEHHS
OLIiHIOBaHOIO POKY, sika He Moxe ByTu MeHLUe 3 pokKiB.

MonepegHe  KOPUryBaHHA  PU3NKY:  MeTo.
KOpUryBaHHs, wo 3aCTOCOBYETbCSA ans
3abe3neyeHHs Y3ro>KEHOCTI Mi>K piBHEM
BMHAropogu, 3acHOBaHOi Ha pesynbratax, Ta

puaukamu, npunHatumm OTP BANK Plc. Ta OTP
BANKing Group, Sk Takox BpaxoBye BMvB Oyab-
SAKUX PU3KKIB, HE BPaxoBaHUX Yy nonepenHin Kopekuii
pU3NKy.

Mepion yTpuMaHHSA: nepiod, KONM BUHaAropoga 3a
pesynbTataMmyn [LiSnbHOCTI - BXe 3apobneHa i
posnogdineHa y ¢opmi aktusiB (Hanpuknag, akuii,
noB'A3aHi 3 akuigsMM  iHCTPYMEHTM TOWo) -
NPUCYAXYETHCS, ane npaso BeHediuiapa
po3nopsipkaTncs  akTuBoM obmexyetbcs  [lepioa
YTPYMaHHS He 3anexuTb Bid nepioay BiACTPOYKU.

Llini cuctemun ctumynioBaHHs:

MeTol0 cCUCTEMM OUHKM pe3ynbTaTUBHOCTI €
nigTpumMKka OPMYBaHHA KOMIMMEKCHMX NIlaHiB,
CTUMYITIOBAHHSI BMKOHAHHSA NITaHIB Ta NiABULLEHHS
iHAMBIOYaNbHUX NOKa3HUKIB.

Bu3aHaueHi Uini noBUHHI OyTH LinsMmun, Ha ki nrogMHa
Ma€e martepianbHU BNMB.

O6GoB'sI3kM Ha piBHi rpynu Ha KinekicHomy Ta/ abo
LiNbOBOMY PiBHSAX NMOBMHHI OyTW BM3HayeHi cepen
OKpEMUNX LiNen.

Tam, ge ue MOXNUBO, UINbOBI NOKa3HUKU Aoxonay
cnig  BKMOYaTM  cepe;  OKpeMMX  LinbOoBMX
NMOKa3HWKIB 3 AOMIHYHYOI Barolo.

CTBOpEHHSI MOXNMBOCTI (DiHAHCOBOrO BU3HaHHS 3a
BUOATHI pesynbTaTu.
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- Allowing for differentiation in the assessment of
managers and executives and the rate of their
income.

- Ensuring a substantial appreciation of the role of
the assessing manager or executive within the

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

consideration already during the evaluation of
guantitative indicators.

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

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

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

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

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

- [Jonyck andepeHuialii B OUiHUI KepiBHUKIB Ta
BMKOHAaHLIB Ta B PiBHi iX OX0on4iB.

- 3abesneyeHHs1 3HA4YHOI OLiHKM poni kepiBHWKa abo
KepiBHMKA, WO 34INCHIOE OLHKY, Y NPOLEeCi.

- BamicTb noganbliMX 3anuTiB Ha KOpPUryBaHHs
cy0’eKTMBHI acnekTu cnig BpaxoByBaTu BXe Mig vac
OLLiHKW KiNTbKICHUX MOKa3HUKIB.

- EdekTuBHiCTL rpynn BRnvBae Ha iHAUBIOAyanbHi
MOKA3HWMKM TUX, XTO 3HAXOOUTBCHA Ha HMXKYOMY PiBHi,
3aCTOCOBYHOYUM 3MEHLUYBanbHi (CyTTEBI) Baru.

- |HouBigyanbHi pesynbTaTn GiSNbHOCTI HE MOXYTb
ByTH «NigHATUMWY» pe3ynbTaTamm GiSNbHOCTI Fpynu
(opraHisauii), iHWKMMK crioBamu, SKLWO pe3ynbTaTtu
OiANbHOCTI  rpynn  NepeBuLLYOTb  pe3ynbTaTu
iHamBigyanbHOT OLLiHKM, nepesary mae
iHOuBigyanbHa ouiHka (MpaBWMO 3aCTOCOBYETHCS
A8 No3uLin Nig rpynoBoko NOSIITUKOK BUHAropoau).

- MiHimizauis agmiHicTpyBaHHs Ha nanepi.

Llieto Monitukoto BCTaHOBIOETLCSA cuctema
MaTepianbHOro CTUMYNIOBaHHSA, BWAM Ta PO3Mipw,
CTpyKTYypa BMnNnaTu npemitoBaHHs, nopsigokK

0POPMIEHHA Ta HaOaHHA BigNOBIOHUX [OOKYMEHTIB,
TepMiHM X nNOJaHHA BignoBiganbHUM  npauiBHUKaM
Bigainy ynpaniHHA BUHaAropogolo Ta pe3ynbTaTUBHICTIO
DisnbHOCTI  nepcoHany [enapTtameHTy ynpaBniHHA
nepcoHanoMm [Ans HapaxyBaHHA MNpeMiin npauiBHUKaM
BaHky.

Byob-aKki  OOKYMEHTM LOA4O0 OUuiHKM  JisiNbHOCTI  Ta
MaTtepianbHOro  CTUMYIOBaHHS npaviBHUKIB, wo
cTBOptotoTECA B baHky, abo rpynosi nonitukn B BAT OTI
BAHK (YropwuHa), sk Monituka BuHaropogn OTP BANK
Plc. Ta BbaHkiBCbkOi rpynu, AOMOBHIOKTbL YMOBU L€l
MoniTnkn. YMoBM onnatuv npaui, SKi BCTaAHOBMEHi Yy
TPYOOBUX porosopax (koHTpakTax) Ta job-offers
npauiBHUKIB MaloTb HanBuLLmMi npioputeT. OKpemi yMoBU
OUiHKM Ta MaTepianbHOro CTUMYFOBaHHSA NpaLiBHUKIB
MOXYTb BcTaHoBnoBaTucb BAT OTI BAHK (YroplumHa)
3acobamn mowTu (B T.4. €ENneKTpoHHoi), abo B
po3nopsAYo-perynaTMBHMX 4OKyMeHTax baHky.

Mpouecu nocTaHOBKM Uinern Ta nigBegeHHs NiaCyMKiB He
MalTb cynepeuuTn Bumoram KoopgwmHauiiHoi Ta
ynpasniHCbKOi noniTnku 6aHkiBcbkoi rpynu OTT.

MoniTvka B UINOMY € reHaepHo HenTpanbHow, baHk
OOTPUMYETLCA  NPUHUMMY  piBHOT  onnaty  npadi
npauiBHKKIB YOMOBIYOI Ta >XXiHOYOI CTaTi 3a piBHY poboTy
abo poboTy 0O4HaAKOBOI LiIHHOCTI.

Crartyc goKkymeHTa CornacoBaHo

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

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

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

- annual performance  remuneration of
employees;

- bonuses for completing the tasks of especial
importance.

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

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

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

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

6.2 Transparency, clarity.
Gives the clear idea as for the evaluation criteria and the
system mechanisms.

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

6.4 Differentiation.

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

6.5 Flexibility, timeliness.
Takes into consideration the possibility of modification
depending on conditions’ changes.

6.6 Mutual Bank managers’ and line employees’
responsibility.
Implies the distribution of responsibility between the
manager and his/her subordinate for the final result’'s
achievement.

7. Main elements

These are the elements of personnel performance
evaluation system:

5. OCHOBHi BUAU MaTepiaribHOro CTUMYJIOBaHHS
nepcoHany BaHky

Buau maTepianbHOro CTMMynoBaHHS NpaviBHUKIB:

- cucTeMaTuyHi (perynspHi) npemii 3a
pesynbTatammn poboTn 3a 3BiTHWUIA nepioq (3a
Micsaub, KBapTani T.4a.);

- BMHaropoga npauiBHUKIB 3a nigcymkamm poboTu
3a piK;

- npeMii 3a BWKOHAHHS OCOONMBO BaXIIMBUX
3aBaHb.

6. OCHOBHi XapaKTepPUCTUKN CUCTEMMU OLiHKN

AianbHoOCTi nepcoHany BaHky
OCHOBHMMMK  XapaKTepuUCTUKaMu OLLiHKM
nepcoHany baHky €:

CcnucTemMu

6.1 €gHicTb KOpnopaTUBHUX Ta iHAMBIAYyaNbHUX LiNen.
KopnopaTunBHi 3agayi KackagytoTbCA Ha BCi piBHi baHky.

lMocTaHoBKa UineW AN HavanbHWKIB  ynpasniHb/
OVPEKTopiB AenapTameHTiB ronosHoro odpicy (FO) Ta
perioHanbHUX KepiBHWKIB NPOBOAMTLCSA BIAMNOBIAHO A0
cTparterii po6oTn baHky Ta ronosHux npioputeTis poboTu.
Ha ocHoBi Bu3HadeHux npiopuTeTiB POPMyOTbCS Lini
ONA KepiBHWKIB  HACTyMHMX PpIiBHIB Ta MiHiAHOro
nepcoHany.

6.2 Npo3opicTb, ACHICTb.
[ae viTke ysiBNeHHSA Npo KpUTepii OLiHKM Ta MexaHi3mu ail
cucTemum.

6.3 CnpaBegnuBicThb.
OuiHI0E BHECOK KOXHOMO B [JOCSArHEHHs1 3aranbHuX
KoprnopaTUBHUX 3ajau.

6.4 ndepeHLinoBaHiICTb.

BpaxoBye HasiBHICTb Pi3HMX rpyn 3 TOYKM 30py BNMBY Ha
KiHLeBUM pe3ynbTaT GisHecy Ta 3abesnevye BUHaropogy,
afeKkBaTHy CTYMEH0 BNNMBY Ha KiHLEBWIA pe3ynbTar.

6.5 MHy4KiCTb, CBOEYACHICTb.
BpaxoBye moxnuBicTb Moandikauii napameTpis/ OuiHKM
3arexHo Bifg 3MiHN yMOB.

6.6 CninbHa BIigNOBIOANbHICTL KEPIBHMKIB Ta MiHIAHMX
npauiBHuKiB BaHky.
Mepenbavae po3noain
KepiBHMKOM Ta  Rorofii
OOCArHYTUIA pe3ynbTarT.

BignoBiganbHOCTI MK
nignernum 3a  KiHUEeBUNA

7. OCHOBHI enemMeHTHn

OCHOBHMMM eNneMeHTamMn CUCTEMU OLIHKM NepcoHany €:

Crartyc goKkymeHTa CornacoBaHo

ABTOp AOKYMEHTa CHEMUS Galyna Leonidivna
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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. The terms of
performance should be specified.
8. Main approaches as for the employees’

performance evaluation

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

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

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

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

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

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

BCTAQHOBIEHHA LUinek 3 po3BUTKY Ha nepioa
OLiHKM;

3BOPOTHIN  3B'AI30K  Big  ©e3nocepeqHbOro
KepiBHMKA MPOTSArOM POKY Y BignoBiAHOCTI A0
NnepioaNYHOCTI OLiHIOBaAHHA NpaLiBHUKIB,
iHTepB'to 3  nigBegeHHa  nigcymkiB  abo
iHOpMYBaHHSI NPO BMKOHAHHSI MOCTaBJIEHMX
3agad Ta uinemn 3 po3BuTKY;

npemiloBaHHA  3a  pesynbTatamMuM  OLiHKM
BUKOHAHHS Linen.
l[HamBigyanbHi  3agadi, aki ©6e3nocepefHii  KepiBHUK

BCTAHOBIIIOE CBOEMY Mianerriomy, NOBUHHI BignosigaTtu
HACTYNMHNUM OCHOBHMM XapaKTepUcTuKaMm:

KoHkpeTHicTb. 3agadi NOBUHHI ByTU KOHKPETHUMM, YiTKO
chopMyIbOBaHNMMU.

BumiptoBaHicTb. 3apgadvi matoTb OyTM BUMIpOBaHUMM,
MOBUHHI OYTM BM3HauYeHi Ta dopmanisoBaHi MNPUHLMMNK
OLiHKW PiBHSA BUKOHAHHS 3aadi.

HocskHicTb. 3agavi noBuHHI Byt ambidinHumn, ane
OOCSOKHUMU, BPAXOBYHOUM pearibHy MOXIMBICTb, 3 GOKy
Ak bBaHky, Tak i npaudiBHWKa, [ocArHyTM GaxaHuin
pesynbTar.

PeneBaHTHiCTb. 3agavi MaoTb OyTu peneBaHTHUMWU,
TO6TO BpaxoByBaTK 30HY BiANOBIAANbHOCTI NpaLuiBHMKA.

OpieHTOBaHi Ha TepMiH BUWKOHaHHA. MatTb 6yTu
BM3HaYeHi TEPMiHN BUKOHAHHS 3a4au.
8. OcHOBHi nigxooM WOAO OUIHKM AiANbHOCTI

nepcoHany

Y bBaHky 3acTocoBylOTbCAHA
AisANbLHOCTI NepcoHany:

HacTynHi BuMOW  OLiHKK

1)3a saranbHobaHkiBCbkolo cuctemoro (Ha 6asi KPI/
OKR):

cuctema KPI (key performance indicators)
06a3yeTbCsl Ha OCHOBi KIOYOBMX MOKA3HMKIB
edekTmBHocTi (KPI), BU3HayeHnx B 3anexHocTi
Big cTpaTerii po3BuUTKY BaHky;
cuctema OKR (Objectives and Key Results)
DasyeTbCst Ha Linsix, BCTAHOBIEHMX BiAMOBIOHO A0
ctpaterii baHky (Objectives), Ta ix Kr4YOBUKX
nokasHmkax ecdpektmeHocTi (Key Results); OKR
BMCTYNaloTb 06’ €QHYIOYUM LINbOBUM MOKa3HMKOM
ans koxHoi rpynu Key Results Ta He nos’si3aHi 3
BMNIIATOO NpPEMil.

2)3a iHOvBIOyanbHOK CUCTEMOK — AN npauiBHUKIB
okpeMunx nigposginie 3rigHo 3 [Jogatkom 3. Cucrtema
Ga3yeTbCsi Ha  OCHOBi  OUiHKM  iHOMBIQyanbHOI
€(eKTMBHOCTI B 3aMNeXHOCTi Bif HanpsMKy AisnbHOCTI
BaHky Ta fo3BoONsie e(peKkTUBHO KepyBaTu, onepaTMBHO
pearyBaTM Ta COpuUSTU NiOBULLEHHIO pe3ynbTaTiB
DiSANbHOCTI.

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

Criteria and periodicity of personnel’ incentives

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

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

The procedure of goals setting and performance
evaluation

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

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

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

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).

Bunnata npemii Ha 6asi npoBedeHOI  OUIHKM
30INCHIOETLCA Ha NiAcTaBi NOroAKeHb, SKi € MiAcTaBoK
AnNs NignMcaHHs Hakasy Ha BunnaTty npemii i MoxyTb ByTu
HagicnaHi Ha nanepoBux  HOCIdX, 3acobamu
KOpropaTUBHOI NOLWTK/ pPO3MilLieHi Ha KopnopaTuBHOMY
noptani abo y BHYTPIWHbOMY KOPMNOPaTUBHOMY
nporpaMHoMy 3abesneyveHHi Ansa OuiHKM OisnbHOCTI.

Kpurepii Ta nepioguYHicTb
CTUMYJIIIOBaHHA nepcoHany
MepiognyHicTe Ta poO3Mip perynsipHoro Ta pivyHOro
mMaTepianbHOro CTUMYMOBaHHA  npauiBHukiB  BaHky
BM3HAYalOTbCS B 3aNeXHOCTI BiJ HAaNpsAMKY AisinbHOCTI Ta
3anmaHoi nocagw.

MaTepianbHoOro

Ona npauiBHWUKIB, AKi npeMiloTbCS 3a
3aranbHobaHkiBcbkoto cnuctemoro KPI, nepiogu ouiHkn Ta
po3Mip npemii, WO 3anexuTb Bi4 BCTAHOBIEHUX
KoedilieHTiB npemitoBaHH4, AKi BigoOpaxatoTb
CNiBBi4HOLIEHHS 3MiHHOI i NOCTINHOT YaCTUHWN BUHaropoam
(mpewmii i nocagoBoro oknaay) 3acdpikcoBaHi B Joaatky 1
00 aaHoi MNonitukn).

MopsgoKk BCTAHOBMEHHA LUinen Ta niaBeAeHHA
niacyMmKiB

Mpn npwuiomi Ha pobOTy HOBUX  nNpauiBHUKIB
y3romKyetbca |HOMBIQyanbHUM MNaH  MPOXOOKEHHS
BMNpOOYBanbHOrO TEepMiHY [Afi1 HOBMX MpauiBHMKIB.
Micna  ycnilwHOro npoXo4XeHHs  BMNPOOYBanbHOroO
TepMiHy  nNpauiBHVKOM,  KepiBHWMKOM  MPOBOAUTHLCH
MOCTaHOBKa Linewn Wnisxom iHTepB’to abo iHpopmyBaHHS
€IeKTPOHHOI KOPMNOPaTUBHO MOLUTOH.

IHaMBiQyanebHi Uini pekoMeHOoBaHO BCTaHOBMOBATU Ta
y3rogxyeatM [0 rnoyaTKy 3BiTHOro nepiogy B
€NeKTPOHHOMY BUrMsiAi 3acobamm eneKTpOHHOT NOLWTH.

3apadvi, ki BCTAHOBMNIOE KEPIBHWK CBOEMY Mignernomy,
NOBWHHI ByTn 000B’A3KOBO AOBeAeHi Ao woro/ii Bigoma.
Akwo Big npauiBHMKA He Hagxoausio 3BOPOTHLOrO
3B’A3KYy NMpPOTAroM 5-Tu pobounx OHIB, BBaXaeTbCs, LLO
Uini BCTaHoBNeHi. Y BUMNagKy HeOOCArHEHHs 3roan npu
nrnaHyBaHHi 3afad Ha 3BiTHUI nepiod abo nNpu nigBeaeHHi
nigcymkiB, OO iHTEPB'I0 MOCTAHOBKWU Uinew/ niaBeaeHHs
NiCYMKIB 3any4yatoTbCsl KEpPiBHUK HACTYMNHOro piBHA Ta
npeacTaBHuK [lenapTameHTy ynpasniHHA NepcoHanom.
BoHM pobnsaTe BMCHOBKM OO0 MPUYNH HEOOCATHEHHS
3rogM Ta MPOMOHYKTb LUMAXM iX BUPIWEHHsS. BMCHOBOK
KepiBHMKa HaCcTYMNHOro piBHA € KiHUEBUM Ta He nignarae
nepernagy.

Mpwn 3miHi nocagn nNpauiBHKKIB, WO BXE NpaLoTb, NiaH
GisHec-LUinen mae OyTV nepeyknageHun Ta y3romXeHumn
NPOTSAroM AecsATM poOoUNX AHIB 3 MOMEHTY NPU3HAYEHHS
Ha HoBy nocagy 6e3nocepedHiM KepiBHMKOM 3
O00OB’SI3KOBUM  MOTFOKEHHSIM  KEepiBHMKA HACTYMHOro
piBHS (pPiBHA HE Hx4Ye B-1).
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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 fulfillment 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.

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 Financial
Controlling  Department, employees of Risk
Management etc.

Qualitative KPI can be set following two principles:

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

In general, the total recommended number of KPI that

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

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

lMnaHyBaHHA KepiBHUKOM LUinen npauiBHWKA MNOBUMHHO
BGasyBaTnca Ha nocagoBux o06OB'si3kax nignernoro,
nnaHax AignbHOCTI  nigpo3giny Ta 3agayax, wWo
BCTaHOBIEHI Nigpo3ainy.

lMocTaHOBKy/ OUiHKY AiSNbHOCTI NpauiBHWKA NPOBOAUTb
6esnocepeHin kepiBHUK 3 0OOB’A3KOBUM MOTOMKEHHSM
KepiBHMKa HACTYMHOro piBHA (PiBHSA He Hk4e B-1).

Ina npauiBHukiB O 3 pobounm micuem B PerioHanbHin
Ouvpekuii HeobxiaHo BpaxoByBaTu BMKOHAHHS
iHOMBIAYyanNbHMX 3aBOaHb LWOAO0 AiANbHOCTI ANPEKLi.

Ons 3aranbHobaHKiBCbKOT cuctemm OLliHKM
pekomMeHAoBaHO dikcyBaTtu uini y 6naHky 6isHec-uUinen,
LLIO BPAxXOBYE piBEHb BUKOHAHHSA KiNbKICHNX Ta AKICHUX
3agad Ta Management Appraisal. Y bnaHky 6i3Hec-uinen
BCTAHOBIIOKOTLCA iHAMBIAYanbHi nokasHukn KPIs, ix
LinboBi 3Ha4YeHHs Ta nutoma Bara. Popmu GnaHkiB 3a
3anuTom HagcunatTbca [denapTaMeHTOM YnpaBniHHS

nepcoHanom abo  po3MiWylTbCs B CUCTEMI
KOpNopaTUBHO| €NEeKTPOHHOI OLiHKM.
9. OCHOBHi NPUHLMNN npemitoBaHHA 3a

3aranbHob6aHKiBCcbKkoo cuctemoto KPI
9.1 3aranbHi npuHUMNK

OuiHka 3a cuctemoro KPI (key performance indicators,
KMIOYOBUX  MOKa3HWKIB  e(EeKTUBHOCTI) nondrae B
OUiHIOBaHHI  AisANbHOCTI  NpauiBHMKA Ha  nigcTa.i
BUKOHAHHS HUM KinbKicHMX Ta sikicHux KPI.

KinbkicHi KPl BcTaHOBNIOKTLCA Ha MiAcTaBi NOKA3HUKIB,
3aTBepaxkeHnx 6rogkeToM. KOHTPOmb 3a iX po3paxyHKoMm
noknagaeTbes Ha YnpasniHHA DiHAHCOBOTO KOHTPOMIHTY,
npauiBHuKiB HanpaMKy Risk Management ToLuo.

AxkicHi  KPI
NpUHUMNaMK;
Ha OCHOBi BUKOHYBaHUX (pyHKLiOHarNbHNX 000B’A3KiB,
arne He AybnoYM iX NOBHICTIO;
Ha OCHOBI iHOMBIAYanbHO BCTAHOBMEHUX 3a4av.

MOXYTb BCTaHOBJIIIOBAaTUCb 3a [ABOMa

Baranom cymapHa pekoMeHpoBaHa KinbkicTe KPI, wo
MoXe OYyTM BKIMOYEHa OO0 Liner npauiBHUKIB CTAHOBUTb:
ONA  perioHanbHUX KepiBHWKIB Ta HayvanbHUKIB
ynpaeniHb (gupekTopiB genaptameHTie) O — He
Oinble 8-mu;
ONd HavyanbHWKIB ynpaBniHb perioHanbHoi Mepexi Ta
HavanbHUKiB BigainiB MO — He BinbLle 6-Tu;
ANs NiHINHKMX npauiBHUKIB — He Binblue 4-x.

KPI BcTaHOBNOIOTHCS Ha Nepio ouiHoBaHHSA. [Mpu ubomy
pO3paxyHoK KinbKiCHUX KPI BigOyBaeTbCs
Hakonu4yyBanbHUM NiACYMKOM 3a BCi NPOMiIXKHI nepioau
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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
102%);

- 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+.

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.

OUIHKM AiANbHOCTI. FAKICHI NOKa3HMKM PO3pPaxoBYOTHCS
OKPEMO 3a KOXHUI NPOMIXXHUI nepio.

PekomeHgoBaHO 3acTocoByBaTW HACTYMHi acnekTy i
NPUHLMNKW Npy pobOoTi cucTeMn MOTMBAUT:

- $IK YacTMHa OBOPIBHEBOI CUCTEMMW UiNen ogHaKoBI
MOKa3HWKM CTpaTeridHoro Orfioky MOBUHHI ByTu
3aCTOCOBaHi 00 BCiX 3anydeHux npauiBHUKIB
nigTpuMyoumnX nigpo3sainie, ansa 6isHec-nigpo3ainis
MOXYTb OyTW BCTaHOBMEHi cTpaTeriyHi BisHec-
MOKa3HWMKM NS KOXKHOMO HanpsimMKy.

- $§IK 3aranbHe npaBuWNO Bara OLUIHKA KepiBHMKA B
iHamBigyansHOMy 6noui mae ctaHoBuTK 20%);

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

- KpiM KiNbKiCHUX NOKa3HUKiB Mae OyTn BCTAHOBINEHO
xo4ya 6 ofHe LinboBe 3aBAaHHS;

- Ans 3aTpaTHUX MOKa3HWKIB B pasi NepeBULLEHHS
NMaHOBOIO 3HAYEHHSs1 BuMNMata 3a MOKa3HUK He
3picHI0eTbCA (MiHiManbHui piBeHb 102%);

- opHakoBi KPls wmatoTe 6yTM 3 oagHakoBUM
3HAYeHHAM MMaHy | OOHAKOBMM  MiHIManbHUM
piBHEM ANS BCiX PiBHIB NPaLiBHUKIB;

- 3HauveHHst KPl noBMHHO GyTK BKa3aHO A0 TPETbOro
nopsiaky Apo6oBOro 3Ha4yeHHs (TUCAYHI).

Mpu pospaxyHKy npemii 3a 3BiTHUA nepiog Ans
npauiBHukiB BaHKy (okpiM no3uuii nig rpynoBoto
NoniTUKOK BMHaropoau) BIOCOTOK BUKOHaHHA Uinen
pPO3paxoBYETLCA SAK CepedHe apudMeTU4He 3HaYEeHHS
BiCOTKa BWMKOHaHHSA CTpaTeridHUX Uinen Ta BigcoTka
BUKOHaHHSA iHOUBIAyanbHUX Uinen. Bara nokasHukiB ang
nosuuin  nig  rpyrnoBol0  MOMITUKOK  BMHaropoau
BCTaHoBreHa y flogaTky 2.

CrparteriyHi uini — ue 3aranbHOGAHKIBCbKi MOKa3HUKW,
onepauiiHui npubyTtok, 6GisHec-KPIl Towo. KoxHa i3
CcTpaTeriyHux Linen mMae cBOK NUTOMY Bary. 3aranbHa
Bara cTpaTeriyHux uinen ctaHoButb 100%.

CrparteriyHi Uini gna npauiBHUKIB, SKi OTPUMYIOTb PiYHY
BMHaropogy, 060B’sa3koBo BktoyaoTe RORACH.
Mepenik cTpaTeriyHMx MOKa3HWUKIB, ANs NiATPUMYHYUX
nigposgainis 3aTBepaXyloTbCs cnyx6o0Bum
po3nopsamKkeHHsaM 3a nignucom Monoswu MNpaBniHHA, a 4ns
GisHec nMigpo3ainiB  BCTAHOBMIOETLCA 3@  PiLLEHHAM
Kypytodoro YneHa [NpaBniHHA i iKCyeTbCA Y 3BITHUX
BiJOMOCTSIX.

IHamBigyansHi Uini — ue iHansigyaneHi KPI, iHauBigyanbHi
3apaui Towo. KoxHa 3 iHaMBiayanbHWX Linen mae CBO
nuToMy Bary. 3aranbHa Bara iHAMBIgyanbHUX LUinen
ctaHoBuTb 100%.

MuToMy Bary KOXHOIMO  MOKasHMKa  BCTAHOBIOE
Ge3nocepeHin KepiBHUK NpauiBHMKA PiBHS He Hux4e B-
2.
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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 — 102%
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-3) Control of the set parameters by the Parent Bank
for the positions under the group remuneration policy,
control of the set parameters for the other positions of
payments entrusted to employee of the Human
Resource Directorate.

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

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

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

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

[na 3apaxyBaHHsi BUkoHaHHs KPI dhaktuyHe BUKOHaHHS
Mae OyTn BuLE, HDK MiHIManbHUMM piBeHb. 3a yMOBMU
BMKOHAHHS BULE MiHIManbHOro PpiBHA pO3paxyHOK
BUKOHaHHA npsMmnx KinbkicHux KPl npoBoguTtbCcs sk
BiOHOLWEHHSA (DaKTUYHOrO 3HAYEHHS OO0 NIIAHOBOro Mo
KOXXHOMY MOKa3HMKY OKpeMo abo HaBnaku s 3BOPOTHIX
NoKasHWKIB. AKWO dakTu4yHe 3HaYeHHs1 OOPIBHIOE 4Yn
HWXKYEe HiXK MiHiManbHUA piBeHb BUKOHaHHS KPI
ctaHoBuTb 0%.

MiHimaneHun piseHb ans  KPI
nokKasHuka:

1) npsami nokasHukn — 90% (ana KasHauvenctsa/

MpuBaTHWM 6aHKiHT YHI™ (4ncTi HoBI rpoLwi) - 60%)

3anexutb Big4 TuUNy

2) 3BOPOTHI NokasHukn — 110%
3) nokasHuku 3atpat — 102%
4) gqkicHi 3agadvi/ ouiHka kepiBHUKa — 0%

[Ona nosuuin nig rpynoBOK MNOMITUKOK BMHAropoau
MiHiManbHWI piBeHb KPI BCTAHOBITOETLCS
MaTtepuHcbknMm BaHkom, ns iHWKX no3uuin moxe 6yTu
BCTaAHOBNEHWI/3MiHeHnn  [onoBoto  abo  YneHowm
MpaBniHHS.

(IC-3) KoHTponb piBHS [OTPUMAHHA BCTaAHOBMEHMX
napameTpiB MaTepuHCbkMM BaHkOM [nsi mo3uuivi nig
rpyrnoBoto NoniTUKOO BMHaropoau, KOHTpPOIb
AOTPMMaHHS BCTAHOBMEHMX MapaMeTpiB Ans  iHWKux
nosuuin noknageHun Ha npauiBHukie [denapTameHTy
ynpaeriHHA NepCoHanoMm.

MigcymkoBun BigcoTok BuKOHaHHA KPI Bu3HayaeTbcs
LUMSIXOM MEPEMHOXEHHSI OTPUMaHOro BiacoTka GoHyca
3a BukoHaHHsA KPI Ha roro nutomy Bary.

Jlorika po3paxyHKy UuX MOKa3HWKIB MOXe 3MiHIBaTUCh
abo [OoMOBHIOBATUCh CMYXO0BUM PO3NOPSMHKEHHSAM 3a
nignucom onoswu lMNMpaeniHHS.

MakcumanbHuin poamip BiacoTka pocsarHeHHa KPI 3a
3BiTHUI nepiof (Micaub, KBapTar, TOWo) NPOTAroM PoKy
cknagae 100%, okpiMm iHOMBIQyanbHUX  CUCTEM
MOTMBALLili.

MepeBukoHaHHsa KPl moxnuee nuwe [ns KinbKiCHUX
nokasHukie  ansa  GisHec-nigpo3ginis.  [Ons HUX
MakcumarnbHUA po3mip BigcoTka pocarHeHHs KPl no
KOXHOMY  KiNbKICHOMY  TMOKa3HWKY He  MOBUHEH
nepesuwyBatn 120% (ans no3wudin nig rpynoBoto
noniTMKo BnuHaropoam - 100%).
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Employee St;lactlzalc s | S——— Crpaﬁr:le;:mun Imwaléqny::hnwu
For positions under Grou i
Level B-1, B-2 (Support) 100% 100% Pisens B-1, B-2 (Support) 100% 100%
or o7

Level B-1, B-2 (Business- Retail or 120 o fqr PigeHs B-1, B-2 (Business- Retail, 1.20 # Anz

) 100% quantitative - 100% KINBKICHUX
Corporate, Collection) indicators Corporate, Collection) NOKA3HMKIB
The maximum amount of MakcumansHmil poamip
overfulfillment of cost indicators for 100% 100% NepeBMKOHAHHA NOKa3HUKIB BUTpaAT 100% 100%
all employees ANA BCIX NPaLBHHKIB

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-1) 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 performance
assessment for annual goals are as follows:
- For credit institutions, group-level
(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).

RORAC+

indicators

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

RORAC+, DPD90+, a TakoX OKpeMi MOKa3HUKN,
NoB’A3aHi 3 pO3paxyHKOM SIKOCTi Ta MOKPUTTHA KpeaUTHOro
noptcdento abo BUMKOPUCTaHHSAM OlgXKeTy BUTpaT B
Pi3HUX HanpsMKax, MawTb MaKCMMarnbHUA pPo3Mip
BUKOHaHHs 100% y Oyab-sikomy 3BiTHOMY nepiogi. Mpu
po3paxyHky RORAC+ mae 3acTtocoByBaTUCb MeTOA,
3a3HadeHun B 6naHky uinen ansa Fonosu MNpaeniHHsS.

(IC-1) KoHTponb 3a kopeKTHicTi0 BcTaHoBneHHs KPI Ta
OLHKOKO BWKOHAHHA MOKNadeHUn Ha npauiBHUKIB
[denapTtameHTy ynpaBniHHSA NepcoHanom.

9.2 OCHOBHI NPUHLUNX CUCTEMM CTUMYITHOBaHHS

OCHOBHMM MPUHLMNOM CUCTEMW BUMIPIOBAHHS Ta OLiHKM
pes3ynbTaTMBHOCTI € 3B'S30K BMHAropoAuM Ha OCHOBI
pes3ynbTaTMBHOCTI - 3 MOMEepeaHbO Ta MoAanbLUO
OLLiHKOIO PU3UKIB - 3i CTYNEHeM OOCATHEHHS CTpaTeridyHnX
uinem pisHa ©GaHkiBCbKOI rpynn / BaHky / [OYipHbLOI
KOMMaHii B paMKax ABOPIBHEBOI CUCTEMU BMMIPIOBAHHS
e(PEeKTUBHOCTI.

AKLEHTYIOUN yBary Ha iHCTUTYLINHWUX Linsx, ABOpiBHEBA
cuctema Crnpusie Y4iTKOMY BU3HAYEHHIO Ta MOHITOPUHIY
npioputeTiB  Ta 3abe3neyye kpalwle BiOCTEXEHHS
iHOMBIAyanbHUX pes3ynbTaTiB OiSfNbHOCTI, TUM CaMuM
nokpaLlyoum FHYYKICTb cucTemm OLLiHKM
pesynbTaTUBHOCTI.

Kputepisamu oLiHKM pe3ynbTaTUBHOCTI Ha iIHCTUTYLINHOMY
PiBHI ANS PIYHUX LiNewn € Taki:

- [Ona kpeauTHux yctaHoB nokasHukn RORAC+ Ha
pieHi rpynu (ROE / ER 3 ypaxyBaHHsM pu3uky), Cl/l
NMOKa3HUKM,

- [na meHepxepiB iHBecTUUiiHMX ¢oHaiB, RORAC
Ta C/I, NOKa3HWKM YaCTKU PUHKY,

- [Onsa aKTOpUHroBMX KOMMAHIN MOKa3HUKW,
BUMIpPIOIOTb YCNiX iHKaco,

- [ns nisMHroBMx KOMMNaHin peHTabenbHICTb aKTUBIB
(ROA).

CTpykTypa noKasHWKIB iHOUBIOYanbHOI UinbOBOI yroau
BM3HAYaETLCA - Ha OCHOBI OpraHisauiMHuMx Ta
eKkcnnyaTtauiiHux npaBuil OaHHOI KOMMaHii - cdepoto
OiSANbHOCTI  KOHTPONbOBaHOiI obnacTi. lNMpu nocTaHoBLi
iHOMBIOyanbHMX Uinen cnig Agoknagatu 3ycunb Wwob
BMKOPWCTOBYBaTU MOKa3HUKW, OB'EKTMBHA BUMIPHICTb
AKUX NIOTPUMYETLCH CUCTEMaMM KOMMNAHIT.

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

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

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

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

9.3 Additional parameters for positions under the
group remuneration policy

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

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

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

Y koni rpyn KepiBHMKIB Ta NpavuiBHUKIB, AKi nignagatoTb nig
Oil0  CUCTEMW BUMIPIOBAHHA Ta OUIHKM  AiSNbHOCTI
OOYIpHBLOI  KOMNaHii, BMMOrM 00 edEeKTUBHOCTI Ta
MOKa3HUKIB CUCTEMU CTUMYITFOBAHHSA MOBUHHI BYTK YiTKO
MoB'A3aHi NPsIMO YM OMOCEPedKOBaHO 3 OOCATHEHHSIM
OYiKyBaHb, TaKOX BMWKMaZEHUX Y LINAX KepiBHUKa, B
LUbOMY BMMAOKy KOMEHTapi WoJo OUiHKW BMKOHaBYOrO
OVPEKTopa TakoX NMOBUHHI BigobpakaTncs B NOKa3HUKaxX
HUXKYMX PIBHIB.

[HCTUTYUINHI  NOKa3HWKM MOBWHHI  ByTM  PiBHOMIPHO
BKIIOYEHI Ha PpiBHI iHCTUTYLIN ANA BCiX KEpiBHUKIB i
npauiBHUKIB,  OXOMMEHWX  OBOPIBHEBOK  CUCTEMOIO
CTUMYITHOBAHHSI.

Y BuMnagky npauiBHUKIB, Ha SKMX MOLUMPIOETLCA
OBOpiBHEBA CUCTEMa BUMIPIOBAHHA pe3ynbTaTUBHOCTI,
pe3ynbTat¥ [AiSNbHOCTI, WO po3paxoBylOTbCA  ANs
BMNNaTn DoHycy, BM3HAYalTbCSA cepefHim
apumMeTUYHNM DOCSITHEHHS IHCTUTYLINHNX Ta
iHOMBIgyanbHUX LUinen, 3a yMOBM, WO LWOAO AAHOro
MEHeKepa Y/ BUKOHABLS, Bara MOKa3HMWKIB Ha piBHi
IHCTUTYLIN 3MEHLLYETLCSA NapanesnibHO 3MEHLLEHHIO PiBHA
ynpaBriHHA Ha KOXXHOMY 3aknagi.

[na nosuuin nig rpynoBol NOMITUKOK BUHAropoau Ans
YHKUIA BHYTPILLHBOrO KOHTPOMO (PU3MK-MEHEOKMEHT,
KOMMMAEHC, BHYTPIWHIN  ayauT), Npu  BU3HAYEHHI
pes3ynbTaTiB, NOB’sI3aHNX 3 NPaBOM OTPMMaHHsl BOHycCy,
Bara iHCTUTYUINHOrO Onoky 3aBxgu HWXKYa,
3abe3nevytoun, Wob (HUK4a) Bara 3acTocoByBarnach Ans
nocaj Ha oauH piBeHb HWX4Ye B OpraHisaLinHii CTPYKTYpI
B KO)KHOMY BUMaLKY.

9.3 [lopaTKoBi NnapamMeTpu ANA NO3uULin Nig rpynoBoto
NoniTUKOK BUHAropoau

[HamBigyanbHi pe3ynbTaTn AiSNbHOCTI HE MOXYTb OyTu
«NIAHATUMUY pesynbtatamu AisANbHOCTI rpynm
(opraHisauii), iHWWMK crnoBamK, SKWO pes3ynbTaTtu
AiSANbHOCTI rpynu nepeBuLLYIOTb pesynbTaTtn
iHOMBIAyanbHOI OUiHKW, iHAOMBIAyanbHa oOuiHka Mae
nepesary. Y UbOMYy BWUMNagKy BuULle3a3HayeHe
3BaXKyBaHHsI He 3aCTOCOBYETbLCS, 3@ YMOBM, LLLO CTOCOBHO
JAaHOro KepiBHUKa Y/ BUKOHABLIS Bara NoKasHWKIB Ha PiBHI
IHCTUTYLIN 3MEeHLWYETbCA napanenbHO 3HWXKEHHIO PIBHA
ynpaBmfiHHA  Ans  KOXHOI  ycTtaHoBu.  Lini  Ha
iHOMBIAyanbHOMY PiBHI BKMOYaKTh LiNbOBi 3aBOaHHA Ta
KOoMneTeHLii. 3aranbHa Bara UinbOBMX 3aBOaHb - KpiM
CEO kpeountHux yctaHoB - ctaHoButb 80%. Ons CEO
OaHKIBCbKUX Tpyn KpPeouTHUX YCTaHOB LS BenuuMHa
ctaHoBuUTb 90%.

Bara komneTteHuii - kpim CEO KpeauUTHUX YCTaHOB -
ctaHoBUTb 20%. Ons CEO 6aHKIiBCbKUX rpyn KpeauTHUX
yCTaHOB LA BennynHa ctaHoBuTb 10%.

|[AEHTUYHI NOKa3HWKU MOBUHHI OYyTW BKIIOYEHi Ha BCiX
PiBHSAX NpauiBHUKIB 3 OAHAKOBMM MOPOroM BUKOHAHHS Ta
NMoporomM AOMycky.
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Among individual-level targets, the target value of
guantitative indicators must be shown with an accuracy
of three decimal places.

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 foreign
subsidiaries the structure of the individual level
indicators is the following:

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

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

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

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

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

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

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

The application of a credit quality indicator is mandatory
for CRO, as well as work-out manager and any person
who is a member of the Risk Committee of OTP Bank
Plc. and its subsidiaries. In case of CRO and workout
leader the employer is responsible that this rule shall be
applied in the institute.

Green exposure on the asset side indicator shall be
applied in case of head of Corporate and head of Retail
of foreign institutes - except for OBU, OBRu and OBM —
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

Cepen uinem Ha iHAMBIQyanbHOMY PpiBHi  LinboBe
3HayeHHs KinbKiCHMX NMOKa3HUKiB NOBUHHO
BifoGpaXkaTUCA 3 TOYHICTIO A0 TPbOX 3HAKIB NICNA KOMMU.

Cepea UinboBMX MOKa3HWKIB Ha iHAMBIAyanbHOMY pPiBHi

NOBMHEH OYTN BKIMHOYEHUI MOKA3HUK PO3CYANBOI pO6OTH

Ta NparHeHHs 40 KOHTPOSo 3 Barol He MeHwe 5% ans

BCiX MpaLiBHUKIB, Ha SKMX NOLLUMPHETLCS ocoboBa cdepa

3aCTOCYBaHHS, KpiM reHepanbHoro ampektopa (CEQO). Y

noro BuMnagky us Bara mae 6ytn 10%.

Y Bunagky kepiBHuka Buioro pisHs (CEO) iHO3eMHMX

OOYipHIX KOMMNaHiM CTPYKTypa iHAMBIAYyanbHUX NOKa3HMKIB

€ HaCTYMHOI0:

a) lNokasHukK, ki 3acTOCOBYIOTbCA B OBOB'A3KOBOMY
nopsgky Ha sumory OTP Bank Plc., 3a BUHATKOM
ocobnmBux BUNaakKie, MatoTb BignosigHy Bary 25% 3
HaCTYMHUM PO3MNOAINIOM:

Mnad pin IPSPC - 3a BUHATKOM 0COONMBUX
Bunaakis - 3 Baroto 10%;

Crparteris Ta nnaH gin ITOB 3 Baroto 5%;

[oTpumaHHS 3asB CXUNbHOCTI PU3MKY Ta MiMITIB 3
Baroto 10%, BignosigHo.

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

B) lMokasHWKKM, SKi 3aCTOCOBYHOTbCSA B OOOB’A3KOBOMY
nopsigky  BignNoBiAHO [0 06’eQHaHOro  MokasHuka
CouianbHe cepefoBuLLe Ta yrnpaBniHHA Ta NOKa3HMKa
KoprnopaTtuBHa couianbHa BignosigansHocTb (ESG-
KCB) 3 Barolo 5% T1a Poscyonuea pobGota Ta
nparHeHHa 0o KOHTposto 3 Baroto 10%.

r) OuiHka kepiBHMKa 3 Baroto 10%

3actocyBaHHA  MNOKa3HWKa  KPeauTHOI  SKOCTi €
obos'askoBum ang  CRO, a Takox AaupekTopa
HenaptameHTy 300py Ta BperynioBaHHA KpeauTiB Ta
Oyab-akoi ocobwu, Wwo BxoauTb A0 cknagy KomiteTy 3
puaukisa OTP Bank Plc. Ta noro gouipHix KomnaHin. Y pasi
CRO Ta pgupektopa [HenaptameHTy 36opy Ta
BpEeryntoBaHHSA KpeauTis poboToaaselb Hece
BiQNOBIAANbHICTb 3a 3aCTOCyBaHHA LbOro npasuna B
YCTaHOBI.

3eneHa iHiUiaTMBa CTOPOHU aKTMBIB 3aCTOCOBYETBHCS Y
BUNagky kepiBHuka KopnopatuBHoro 6i3Hecy Ta
kepiBHMka Pos3gpibHoro 6i3Hecy iHO3eMHUX YyCTaHOB —
kpim OBU, OBRu Ta OBM — 3 MiHimanbHoto Barot 5%.

KinbkicHi noka3HWKM 3aBaHTaxyTbcs Yy Success Factor
HR Bigaginom MaTtepuHcbkoro baHky Oo Tak 3BaHOl
6ioniotekn KPI, i 3aBgaHHam upboro HR Bigainy e 36ip Ta
KOHCcONiAaLia NokasHUKiB Bif BNACHUKIB JaHWX, 3@ YMOBM,
LLIO Lii BNACHMKM JaHMX TaKOX Oal0Tb pekoMeHaalii woao
LinbOBMX 3HA4YeHb A5s1 KOXHOI opraHisauii. BnactusocrTi
KINIbKICHUX MOKAa3HWUKIB (BU3HAYEHHS, OAMHULSA BUMIPY,
BNACHUK [daHuWX, nnaHoBa Ta aKTU4YHa BenuMynHa)
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owners. Target tasks are to be classified into logical
groups, which groups are established by the Parent
Bank’'s HR Department and the Banking Group
Governance Directorate. The classification of logical
indicators into logical groups is the responsibility of data
owners.

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

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

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

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

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.

BM3HA4YaloTbCA BriacHMkamu gadux. LlinboBi 3aBaaHHA
cnig  knacudpikyBaTu 3a  NOMYHUMKM  rpynamu,  ski
CTBOPIOIOTLCSA [lenapTamMeHTOM ynpasniHHSA NepcoHanomM
MatepuHcbkoro baHky Ta [upekuieo  ynpasniHHSA
GaHkiBCbKkOO rpynoto. Knacudikauis noriyHMX NoKasHMKIB
Ha NoriYyHi rpynu € BigNoBiganbHICTIO BNACHMKIB AaHNX.
[uvpexTopaT 3 opraHi3auiiHOro po3BuTKY Ta ynpaBmiHHA
NMOACBKMMKU  pecypcaMu  roroBHoro  odpicy/I'pyna
ynpaBemiHHA MPOOYKTMBHICTIO KOHCYNbTYETbCA  LLIOAO
3MicTy AgaHux 6Gibniotekn KPI Ta uinboBMX 3aBOaHb 3
CEO, T1a wMeHemkepaMu, $Ki 34INCHIOWTL MpaBa
BNacHWKa, a TakoX npodpecinHnmmn cepamm rornoBHOroO
odgicy, ToAi ik OCTaTOYHE CXBarieHHs1 BUMarae pilleHHs
KepiBHOro koMmiTeTy He nisHiwe Hix 3a 15 gHiB go
3acigaHHs KepiBHoro KOMITETY, Ha SAKOMY
00roBopIOTLCA NPUHLINMM CUCTEMU CTUMYIIOBAHHS.

CxBaneHHsi Oibniotekm KPI Ta noriyHux rpyn Ha
NOTOYHMI PiK BXOOAUTb A0 KOMMETeHUii Harnsgosoi paaw.

LlinboBi 3Ha4YeHHSA IHCTUTYLIIMHMX MNOKa3HMKIB Ta KiNbKIiCHI
MOKa3HWKM, 3as3HayeHi B OKPEMUX UiNsX, A0 SKUX
BHOCATbCS 3MiHW MPOTATOM POKY, MOXYTb OyTW BKIIOYEHI
Ha  OCHOBI  pilleHHA  YNpPaBriHCbKOrO  KOMITeTy
MaTepuHcbkoro baHky BignoBigHO A0 pernaMeHTOBaHMX
pamoK He nisHiwe 31 XOBTHS. YNpaBniHHA NepcoHanom
MaTEepPUHCHKOI KomMnaHii/ pyna ynpaBniHHSA
NPOOYKTMBHICTIO MWCbMOBO MOBIAOMAAE  3alikaBreHi
OOUipHiI KoMNaHiT Npo Taki 3MiHM Ta iX BNAMB Ha Uini, a
TakoX Ha opraHisauinHi, ynpaBniHCbKi Ta noB'a3aHi 3
nocagamu CTPYKTYpU NOKa3HUKiB 3 MeToH
NiaTBEPAXEHHS.

OcHoBM [OnNs npefcTaBneHuX Bulle npuHUMNIB Ta
HanpsMIiB CTUMYTNIOBaHHSA 3aTBEPAXKYOTLCA 3aranbHUMM
36opamu MatepuHcbkoro baHky, npu LbOMY yKNnageHHs
NMMCbMOBUX LiNbOBUX Yrof Ha MOTOYHMK PiK MOXINBO
nicng NPUAHATTSA LIMX OCHOB.

BuHaropoga 3a pesynbtatamu  OiANbHOCTI,  fSKa
NPUCYOKYETBCA  Ha  OCHOBI  OUiHKM  pe3ynbTaTiB
OiSANbHOCTI, paxyeTbCs Ha NpPOMOpLiiHIA  OCHOBI 3
ypaxyBaHHSIM KOHTPOSbHOro nepioay:

- TpyOoBi BiQHOCWMHW, BCTAHOBMEHI MPOTArOM POKY,

— 3aKiH4eHHs1 CTPOKOBOrO TPYAOBOro JOrOBOPY,

- 3BiNbHEHHA nMpauiBHMKa Ha ymoBax TpPygoBOro
3aKOHOAaBCTBA ,

- MPUMNWHEHHS TPYAOBWX BiAHOCUH Y 3B'I3KY 3 BUXOAOM
npauiBH/Ka Ha NeHCito,

- CMepTb npauiBHuKa,

- MPUNUHEHHS BiAHOCKH poboTOAaBLEM 3 NPUYMHW, L0
NOB’A3aHi 3 MOro AisinbHICTIO,

- nepeBefdeHHs Ha poboTy / 3 poboTK, BKIOYEHOI B
CUCTEMY 3A0XOYEHHS, i3 3ayBadKEHHSM, LLO KOMu
nponopuiiHa cyma BuHaropoau 3a pesynbTatamu
JisANbHOCTI MeHLWa 3a aBaHc(n) 3a BuHaropoay 3a
pesynbTataMmu [LisnbHOCTI, BUMNMAYeHUn MNpPOTArom
POKY, NpaLiBHUK NOBUHEH Byae NOBEPHYTM Pi3HMLIO.
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The Employee is not be entitled to performance-based
remuneration if they do not engage in any work activity
and, concurrently, fail to participate in the
accomplishment of objectives set due to their lack of
performance.

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

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

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

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

If the employment relationship is terminated in the
interest and at the initiative of the employer due to an
employment relationship to be established with another
member company of the Banking Group and,
furthermore, if the employment relationship is
terminated due to the fact that the employee became a
pensioner or if the employment relationship is
discontinued owing to the death of the employee,
eligibility for performance-based remuneration -
including eligibility for the deferred instalments — is
retained, and performance assessment and the
settlements take place in accordance with the general
rules.
If the CEO or the employee:

- has been involved in any practice that caused a

significant loss, and/or
- fails to meet the criteria pertaining to suitability or
conformity.

the Supervisory Board of OTP BANK 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

MpauiBHMK HE Mae NpaBa Ha BUHaropoay, 3aCHOBaHy Ha
pesynbTatax poboTu, SKLO BiH HE 3aMa€ETbCH XXOLHOK
poboyoto AisanbHICTIO i, ogHoYacHo, He Bepe ydvacTi y
BMKOHAHHI MOCTaBfIEHNX Linen 4epes

pesynbTariB.

3a BigcyTHoCTI

haKTUYHUX

pesynbTartis

BiOCYTHICTb

poboTun

NpauiBHMK HEe Mae MnpaBa Ha BMHAropody Ha OCHOBI
pesynbTaTiB, HaBiTb AKLIO BiANOBIAHI Lini Ha piBHI rpynu
BMKOHYIOTBCS, 32 paxyHOK 404aTKOBUX 3yCUIb iX KONer 1a
He3anexHo Big X y4acTi.
Y pasi npunuHeHHs poboTM B OLIHIOBAHOMY poOLi
npauiBHMK Mae npaBO Ha BMHAropoAy, 3acHOBaHy Ha
pesynbTatax poboTu, nuiie 3a kaneHgapHe niBpiyys, B
OCTaHHi AeHb SIKOro iCHYIOTb TPYAOBI BiAHOCUHW, i SKLLIO
Ha ueV AeHb NpauiBHUK He 3BiNbHAETLCHA Big PoOGOTW.
BuknioyeHHa Big BULLE3A3HAYEHOTO MOXIUBI BUKIIOYHO

BignoBsigHO A0
GaHKIBCbKOi rpynu.

nonoxeHb [loniTukn

BMHaropoau

MpaBo Ha BMHaropogy, 3acHOBaHY Ha pesynbTartax
AISNbHOCTI, MPUMUHAETBCA Y BUNAAKY, SKWO TPYAOBI
BIAHOCMHM NPUNUHSAOTLCA Nig Yac BMNpobGyBanbHOro
TepMiHy, abo 3a HerariHum pileHHaAM poboTogasud, abo

AKLWO Take

MPUMNWHEHHS  3yMOBIEHE

MOB’A3aHUMK 3 NOBEAIHKOK NpauiBHUKA.
Y BMNaAKy NpauiBHUKIB, Ha SKMX MOLUMPIOETLCH rpynoBsa
noniTuka BMHaropogu, NpaBo Ha Oyab-AKy BiACTPOYEHY
YacTuMHy(-M) BMNNAT, 3acHOBaHWX Ha pesynbTaTax
OisINbHOCTI, SKi We He OynuM cnnaveHi, cKkacoBYETbCH,
AKWO poboTa MNPUNUHAETLCA OO0 AaTu MNpPU3HAYEHHS
BiCTpoYeHOro BHecKy. BigcTtyn Big Bulle3asHa4yeHoro
MOXXITMBUI BUKIMOYHO BigMoBiAHO A0 nosioxeHb [MoniTukn
BMHaropoau 6aHkiBCbKOI rpynu.

npuynHamu,

Akwo TpyaoBi BiAHOCUHU NPUNUMHAOTBLCS B iHTEepecax Ta
3a iHiuiaTuBolo poboTodaBus Yepes TPYAOBi BiQHOCKHM,
WO MakTb OyTn BCTAHOBMEHI 3 IHLWOK KOMMaHIE-
yneHoM baHkiBCbKOi rpynu, i, KpiM TOro, SKWO TPYAOBI
BIOHOCMHU NPUMNUHSIOTBCS Yepes Te, WO NpaLiBHMK CTaB
neHcioHepoMm abo SKWO TPYAOBi BiAHOCWMHWU MPUNUHEHI
BHACnNiJAOK CMepTi npauiBHMKa, NpaBo Ha BUHAaropoay,
3acHOBaHy Ha pesynbTatax JLisnbHOCTI,

npaBo Ha

BiOCTPOYKY, 30epiraetbcs,

BKITlO4arko4un

oujiHKa

pesynbTatiB  poboTM Ta po3paxyHkM BigbyBaloTbCs
BiNOBIAHO A0 3ararnbHWUX NpaBun.

Axkwo CEO abo npauiBHUK:

- bpas

CnpuYnHMNa 3HauyHi 36uTkn, Ta / abo
- He BignoBigae kpuTepiam npugaTtHocTi  abo
BignNoBiAHOCTI,

Harnagoea pagpa OTP BANK Plc.
pilleHHs oo BifLLUKOAYBaAHHS
o pospaxoBaHa/

npunmatm

3aboproBaHoCTi

3a BuHaropony,

yyactb y Oyab-akin  npaktudi, dka

ynoBHOBaXeHa

BMNavyeHa 3auikaBneHin ocobi 3a nepion, B Akomy 6ynu
o6cTaBMHM, WO Aa0Tb NiACTaBn Ans BiOLKOAYBaHHS.

OuiHKa po3cyanueoi poboTu

Crartyc goKkymeHTa CornacoBaHo

ABTOp AOKYMEHTa

CHEMUS Galyna Leonidivna

[laTta norogXeHHsi JOKyMeHTa 17.01.2023

17 cTop.




©otp

MoniTyka Npo ouiHKy AifnbHOCTI Ta MaTepianbHe CTUMyroBaHHs npauiBHukiB AT «OTI BAHK» /
Policy on the performance evaluation and the incentives for OTP BANK JSC employees

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

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

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

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

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

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

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

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

Assessment of individual risks

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

MPUIAHATHICTL  BIACTPOYEHUX NNaTexiB Ha  PiBHi
GaHKIBCbKOI rpynu BU3HAYAETLCHA 3anexHoO Big CTaHy
Kanitany Ta odikyBaHux cpiHaHcoBux pesynbtatis OTP
BANK Plc. Ta BaHkiBCcbKy rpyny - Harnsagosoto pagoto,
SIKa TaKoX MOXE MPUNHATU piLLEHHA NPO 3MeHLWeHHSA abo
BiCTPOYKY BMHaAropoAnm Ha OCHOBiI pe3ynbTaTiB
OiANbHOCTI.

KpuTepil poscyanuBol AisNbHOCTI AOYipHIX KoMnaHin
baHky Ta baHkiBCbKOI rpynu:

-y BUNagKy 3 KpeauTHUMK yCTaHOBaMu, BUKOHaHHS
BMMOIM  LOAO  AOCTATHOCTI  PerynsaTmBHOro
KanitTany, He BpaxOBYH4M 3arnyyeHHsa Kanitany,
3[iiCHeHe Ana AONOBHEHHS KamniTany B POKM nicns
POKYy, Lo cryrye ocHoBotw ansi cnnatn (T + 1, T + 2,
T + 3, Ta iH.), @ TakoXX HAKOMMYEHi BUTPATU Ha PU3UK
LLIOAO LiNbOBOro NMokasHUKa B POKM MiCnsi poKy, L0
CNYXWUTb OCHOBOI ANS NnaTexy,

- Y BMMNAAKy KOMMaHi 3 ynpaBniHHA akTuBamu -
YHUKHEHHS]  3HAQYHOrO 3MEHLUEHHS  KepOBaHMWX
aKTuBIB,;

- Yy BuMNagky iHaHCcOBMX MIONPUEMCTB, HKi He
KnacugikyroTbCa K KOMMNaHii 3 ynpaeniHHA
aKTMBamu: Ansa (aKTOPMHIOBUX KOMMaHI
MOCTiINHE 3pOCTaHHA HAKOMWYEHOr0 CTAMHEHHS
noptdgens aebiTopcbkoi 3aboproBaHoCTi,
nepegaHoro (pakTOPUHroBiN KOMNaHil; y BUNagky
Ni3NHIoBMX KOMMaHin, cTaBka 3 cTagii
3aCTOCOBYETLCS 40 BCbOro noptdens.

MonepenHs ouiHKa pY3uKy NMOBUHHA OyTKM MpoBedeHa B
TOMy poui, B fkomy mae OyTu 3gilicHeHa Bunnara,
npoTtarom 45 gHiB nicns YeproBux 3aranbHUX 360piB, WO
3aKpuMBalTb poboYuMiA piK, O NEPELYE POKY, B AKOMY Mae
BiabyTMcs Bunnata. Ha nigcrasi piweHHs Harnspgosoi
pagu B TOMY poLi, B AKOMY Hanexutb BunnaTta, po3mip
BIONOBIOHOrO  BIACTPOYEHOrO  BHECKy Moxe 6yTtu
3MEHLLEHWN, NOTEHUIMHO 0 HYN4.

[MpoTarom ycbOro HernorawleHoro nepiogy BiACTPOYKM
MOBUHHI OYyTW OLiHEHi Hacnigku, wWo Biabynucs Tum
Yacom, NoB’A3aHi 3 JisANbHICTIO 0cobU B pamkax rpynosoi
NONITUKM BUHAropog, a TakoX OOUINbHICTb BiACTPOYEHOT
BMNMaTW BUHAropoam Ha OCHOBI pe3ynbTaTiB AisnbHOCTI.
Llogo pouipHix komnaHid ©aHKIiBCbKOi rpynu, npaBo
KepiBHUKIB Ta MeHexepis BU3HAYEHNX Ha
KOHCONIAOBaHOMY  piBHi Ha BIACTPOYEHi YacTuHU
BMHAropoau Ha OCHOBI pe3ynbTaTiB QiANbHOCTI, @ TaKoX
po3Mip  Takoi  BMHaropogu  (BKIOYa4YM  HOpMY
MOTEHLINHOIO 3HWXEHHS) BU3Ha4ae onoBa-BUKOHABYMN
anpektop OTP BANK Plc.

OuiHKa iHguBiOyanbHUX PU3KKIB

CTOCOBHO KepiBHUKIB, AKi NignagarTb Nig A0 rpynoBoi
noniTUKM BUHAropoam, NpaBo Ha BiACTPOYEHi BUNaTh Ha
iHOMBIAYyanbHOMY piBHI BU3HAYa€eTbLCA Ha OCHOBI OLLHKM
iHOMBIAyanbHUX PU3UKIB, MOB’A3aHUX 3 AIANbHICTIO
3auikaBneHnx ocid, K Lie AoKNaaHO BUKITAAEHO HUKYeE:
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- fulfilment of obligations stemming from the
employment relationship, compliance with the
laws applicable to work, regulatory documents,
executive and management instructions and the
professional requirements applicable to the
position,

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

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

The assessment of the risks related to the activity of the
banking group executives and managers concerned
and the recommendation based thereon must be
performed for T+1-T+3 periods (for T+1-T+4 periods for
the Chairman and the division heads, and for T+1 — T+5
periods for the OBH and OBR) after becoming aware of
the positions of the

— Internal Audit Directorate,
Compliance unit,
IT and Bank Security Directorate, and
Legal Directorate,
Collection and Work-out Directorate.

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

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 PlIc.,
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,

- BWKOHaHHA 3000B’A3aHb, WO BUMMBaAOTL i3
TPYAOBMX BiAHOCWH, AOTPMMaHHS 3aKOHOOABCTBA,

WO 3aCTOCOBYETbCA A0 poboTn, HOPMaTMBHUX
OOKYMEHTIB, BUKOHaBYMX Ta  ynpaBniHCbKMX
IHCTPYKUin  Ta  nNpodecCiiHMX  BUMOT, o

3aCTOCOBYHOTLCS 40 nocaau,

- BIONOBIAHICTbL OuiKyBaHHAM poboTodaBUs LWOAO
ynpaBniHCbKOI NoBeAiHKM npauiBHUKA,

- ornaa poboTun 3auikaBneHux oci6 Ta
dyHKUiOHaNbHNX obnacTen (BUSIBITIEHHS CEPMO3HUX
MOMWMNOK, 3MOBXWBaHb, HEMPaBOMIPHMX AiA 4K
HeJonikiB, pe3ynbTaTiB MNOTEHUINHUX  LinboBUX
nepeBipok, 3aMOBNeHNxX YnpaBniHCbKUM
KOMITETOM).

OuiHka pu3KKiB, MOB’A3AHNX 3 LOiSNbHICTIO BiAMOBIgHMX
KepiBHMKIB GaHKIBCbKOI rpynu Ta MeHeaxepiB, Ta
pekoMeHAauisl, WO [PYHTYETbCA Ha HUX, MOBUHHI
BMKOHYBaTucsl mpoTsarom nepiogie T+1-T+3 (nepiogis
T+1-T+4 gna ronoBu i ANa KepiBHUKIB Nigpos3ainis, a
Takox Ans nepiogis T+1-T+5 ana OBH Ta OBR) ans
nosuuin:

- [enapTameHT BHYTpPILHbOro ayanTy,
Biggin komnnaeHcy,

HenaptameHt iHdopmauinHoi Ta
Oe3neku,

- KOpuanynunn genaptameHr,

- [enapTameHT 360py Ta BperynoBaHHSA KpeauTiB.

Ha ocHoBi no3suuii kepiBHOro opraHy BriacHuka Ta
KOpeCcnoHAYyH4mMX nigposginis, OupekTopat 3
opraHisauiiHoro po3BUTKY Ta YnNpaBniHHA MOACBKUMU
pecypcamu MaTtepuHcbkoro baHky cknagae nponosuuito
ana  lonoBu-I'eHepanbHOro Aaupektopa baHkiBCbKOT
rpynu, SIKMA MOTIM MpUUMEe pilleHHA LWOoAO BUNMaTtu
KOLTIB, 3aMneXHO Big 06CTaBuH, 3MEHLLYIOYM BiOCTPOYEHI
nnatexi gns ocib, BM3HAYEHMX Ha KOHCOMigOBaHOMY
PiBHi.
LLlogo kepiBHUKIB BaHKIB Ta KepiBHWKIB GaHKIBCbKUX rpym,
BiAMOBIOHO JO rpacpika BiOCTPOYKM, 3auikaBneHi ocobu
NMMCbMOBO NOBIAOMMSATLCSA NPO NPaBO Ha Pi3Hi BUNMaTu
Ta IX po3Mmip 3rigHO 3 piweHHamM [dupektopaty 3
opraHisauiiHoro po3BUTKY Ta YnNpaBniHHA MOACBKUMU
pecypcamu npoTtarom 30 gHiB nicna WopivHMx 3aranbHUX
360pis OTP BANK Plc., ane He nisHiwe 30 4yepBHs.

OaHKiBCbKOT

OuiHKa NokasHUKIB

Lloao uinen Ha iHCTUTYLIMHOMY PiBHi, 3aNpoBaaXyeTbCA
Tak 3BaHun nokadHuk RORAC+ Ha pieHi rpynn (ROE / ER
3 ypaxyBaHHAM  PU3WNKY), SAKUA  [OMNOBHIOETLCA
nokasHukom C/I.

LLopoky Harnsgoea paga cxsantoe
— KOHKPETHi MOKa3HMKN BULLMX KEPIBHUKIB OOYipHIX
KOMMaHin, BU3HAYEHMX Ha KOHCOMiJOBAHOMY PiBHI,
Ta XapaKTepUCTUKM LiMX NOKA3HMKIB,
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— 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 wunit of
measurement and data owner.

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

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

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

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

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

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

— In the event of fulfilment equal to or above the
tolerance threshold, the assessing manager
shall justify the deviation decision in each case,
which justification, in the case of a foreign
banking group subsidiary, must also be
approved by the Chairman of the governing body
of the company employing the given employee,
after the Chairman-CEO has made a decision in
respect of all deviation decisions for the
managers and executives of OTP and the
subsidiaries identified at the consolidated level.

— For employees identified at the consolidated
level, the deviating assessments are submitted
to the Chairman-CEO by the Head of the Human
Organizational Development Directorate, based
on a preliminary examination of the compliance
of assessments. For employees identified at the
sub-consolidated and local level, these are
examined by the head of the given subsidiary’s
functional area serving an HR function, and if
deemed to be non-compliant, they start
consultation with the assessing manager.

- Tak 3BaHy "6ibnioteky KPI", cknageHny [pynoto
ynpaBeriHHA  NPOAYKTUBHICTIO 3  ypaxyBaHHSM
pekoMeHaalil BnacHuka pJaHux, usa 6ibnioteka
MICTUTb PIi3HI OOCTYMHI NOKa3HWKU AN KOXHOro
cyb'ekta / ycTaHOBW, iX BW3HAYEHHs, a TaKOX
OOMHULIKO BUMIPY Ta BNACHWUKIB AaHUX.

Y pamkax UuinboBUX MOKa3HWKIB Ha iHAMBIOyanbHOMY
piBHI, y pasi SAKiCHMX UiNbOBUX 3aBAaHb, OYiKyBaHHS
MOBUHHI  ©yTM BM3HAYeHi B MNUCbMOBIN  HOPMI.

AHanoriyHMM 4YMHOM OUiHKa TakoX NpPOBOAUTLCS B

NMCbMOBIN  OPMi  Ha NOriYHIA  OCHOBI. BuWKOHaHHSA

LiNbOBOro 3aBAaHHA MoXe ouiHioBatucs Big 0% [o

100%.

B mexax UinboBrX NOKa3HWKIB Ha iHAMBIAYyanbHOMY PiBHi

KifIbKiCHI LinNbOBi NOKa3HUKN OLHIOTLCS 3 ypaXyBaHHSM

HaCTYMHOrO:

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

—BukoHaHHA 3agaHOro  MoOKasHWKa HWK4Ye nopory
BMKOHaHHs fopiBHIOE 0% BMKOHAHHSI.

—BuKkoHaHHA MiXX MOpPOroM BWKOHaHHA Ta MOPOroM
Oonycky sBnsie cob0t0 PaKkTUYHY OLiHKY NMOKa3HUKa.

—Y pasi BMKOHaHHS, piBHOro abo 6inbwe nopory
OONycKy, MeHemkep abo KepiBHUK, AKUM peanisye
npaBa poboTtogaBusi, Mae MpaBO MPUMHATM PilUEHHS
Npo piYHe BMKOHAHHS MOKa3HMKa MibK NOPOroM AonycKy
Ta 100%, 3 ypaxyBaHHSAM [oKNageHux GakTUIHUX
3ycunb  (abo iX BiOCYTHICTb), CNPSMOBaHMX Ha
OOCSArHEHHS AaHOT KifbKICHOI Lini, Wo po3rnagaeTbes.

—YVY pasi BUKOHaHHS, Lo AopiBHIOE abo nepesuLLye nopir
AONYCKY, OLHIOIYMIN MeHempKep 0br'pyHTOBYE PilLIEHHS
MpO BiOXWMNEHHS B KOXXHOMY KOHKPETHOMY BMNAAKy, siK
OOr'pyHTYBaHHSA, y BUMNadKy AOYipHbOI  KOMMaHii
iHO3eMHOT BaHKIBCbKOI rpynu, Take PilEeHHS TaKoX Mae
OyTn cxBaneHe rofioBOK KEPIBHOMO OpraHy KOMMaHil,
LLIO HaMa€e A4aHoro npauiBHMKa, Nicrns Toro, sik ronosa-
reHepanbHUN OMPEKTOP MPUAHAB PillEHHS CTOCOBHO
BCiX pilleHb LWOA0 BiOXWMNeHb [Ofs KepiBHUKIB Ta
BukoHaBLiiB OTP Ta Ao4ipHiX KOMNaHiA, BU3HAYEHUX
Ha KOHCOMiOBaHOMY piBHi.

—[0na npauiBHUKIB, BM3HAYEHUX HA KOHCOMILOBaHOMY
piBHI, BiAXWNEHHS OUiHKM nojatTbca  [onosi-
"eHepanbHOMY ANPEKTopY KepiBHUKOM [npekropaTy 3
opraHisauiiHoro po3BuTKY Ta ynpasmniHHA MOACLKUMU
pecypcamu Ha OCHOBi nonepeaHbOl nepeBipku
BiQNOBiAHOCTI OLLiHOK. Ons npawiBHuKIB,
iDeHTUdIKOBaAHNX  Ha  cyOKoHconigoBaHoOMy  Ta
MiCLUEBOMY pIiBHSIX, OLIHKW MepeBipsie KepiBHUK
dyHKLiOHanbHOT obnacTi AaHoi [OoYipHbOI KOMNaHii,
LLIO BUKOHYE (PYHKLiT ynpaBniHHA NepcoHarnoM, i Ko
BOHM BBa)alOTbCA TakMMM, LIO He BiANOBiOalTb
BMMOraM, NOYMHAKTBLCS KOHCYIbTaLjii 3 MEHeKepomMm,
LLIO MPOBIB OLiHKY.
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For quantitative indicators, the evaluation band limits
are as follows:

- inrespect of the indicators applied, the fulfiiment
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
102%and the tolerance threshold is 102%.

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

General rules for correction requests

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

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

a/ Legislative amendment concerning
negatively affecting business expectations,

b/ Extraordinary geopolitical circumstances,

¢/ Natural disaster,

d/ Effect of uncontrollable exchange
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.

rate

Within the frameworks of the annual, individual level
performance assessment, the head of Strategic and
Finance Division and the head of Human Organizational
Develepment Directorate (Correction Panel in the
followings) - after consulting with the manager of the
division performing professional supervision -, may
provide recommendation on the correction of the
performance. The correction may only apply to
indicators the measured performance of which — without
correction - does not reach the Tolerance Threshold.
The final decision of the correction panel shall be made
based on the position of the President CEO.

If the measured performance is modified during the
assessment of the correction request, no further
deviation shall be made in related to the fulfillment of the
performance criterion. In this case, the value of the
corrected measured power and the recognized power

[nsa KiNnbKiCHNX NOKa3HUKIB MeXi Aiana3oHy OLiHKM Taki:

- LLOAO0 3acToCOBYBaHMX (MPsIMUX) MOKA3HWKIB mopir
BMKOHaHHS (MiHiManbHWi piBeHb) cTaHoBUTL 90%,
a nopir gonycky - 95% y KoxXHOMy BUNagky,

- Ans nokasHukiB lNMpuBaTHOro OaHKiHry npuadaHHs
YHI (umcTti HoBi rpowi), i gna pesynbraTy
KasHayenctsa MiHiManbHUM piBeHb CTaHOBUTb
60%, a nopir gonycky - 90%

- Onga 06epHeHo NPONOPLiNHNX NOKa3HUKIB
MiHiManbHWA piBeHb cTtaHoButb 110%, a nopir
aornycky - 105%,

- [Ona nokasHukiB BUTPaAT MiHiManNbHUM piBEHb
ctaHoButb 102%, a nopir gonycky - 102%.
- OuiHka  kepiBHMKA/  OUiHKA  KOMMNETEHTHOCTI

NPOBOAMTLCS 3a Wkanot Big 1 0o 6, ae 4 o3Havae
100% BMKOHaHHSI.

3aranbHi npaBuna Ana 3anuTiB Ha KOPUTyBaHHA

3anuT Ha KOpUryBaHHsI MOKa3HUKIB OLIIHKN ed)EKTUBHOCTI
Moxe ByTu nogaHui y 3B'A3Ky 3 HenepegbadvyBaHUMK Ta
06'eKTMBHNMN OBCTaBUHaMM.

O6cTtaBMHamMn, SKki MOXYTb  BUKNMKaATW noTpeby y
KOpUryBaHHi, MOXyTb OyTuW, 30KpemMa, ane He BUKIIOYHO,
HaCTYMHi:

a/ 3akoHogaBya MompaBka, LWO CTOCYETbCHA
HeraTMBHOrO BMNIMBY Ha OYiKyBaHHA Gis3Hecy,

6/ HapssuyaiiHi reononituyHi obctaBuHM,

B/ CTuxiiHe nuxo,

r/ BNnuB HEKOHTPOSIbOBAHWUX KONMWBaHbL Kypcy
0o6MiHy Bantor,

A/ HagssuyanHe i o06oB'A3koBe  pilleHHSA
MaTtepuHcbKoro BaHky, Lo BUHWUKNO
HecnofiBaHo B Mpoueci NnaHyBaHHA, Ta skKe
HeraTMBHO NO3HaYaETbCA Ha BUKOHAHHI NNaHy,
e/ MaHngemiyHa cutyadis,

€/ TexHiyHe KopUryBaHHsi.

Y pamkax WOpiYHOi  OUiHKM  edeKTUBHOCTI  Ha
iHOMBIiAyanbHOMY piBHI kepiBHUK Bigainy CtparteriyHoro
Possutky Ta ®iHaHciB Ta kepiBHUK [upektopaTty 3
opraHisauiiHoro po3BUTKY Ta YnNpaBniHHA MOACBKUMU
pecypcammn (gani — [pyna 3 KkopuryBaHHsi) nicns
KOHCynbTauii 3 KepiBHMKOM Migpo3finy, LWo 34iNCHIoE
npodecinHMi  Harnsg, MOXYTb HafdaTu pekoMeHaauil

woao KOpUryBaHHs NMOKa3HMKIB e(PEeKTUBHOCTI.
KopuryBaHHa MOXe  3acTocoBYyBaTUCA  TiNbkKM 00
MOKasHWKIB, OuUiHeHa  edEeKTUBHICTb  Akux, 6es

KOpUryBaHHs, He Aocsrae nopory gonycky. OctaToyHe
piweHHa Komicii npuiAMaeTbCsl Ha OCHOBI  NO3uuii
"eHepanbHOro AUpeKTopa CTOCOBHO LIbOTO.

AKWwo ouiHeHa ePEKTUBHICTb 3MIHIOETLCS Mif, Yac OLiHKK
3anuTy Ha KOPUryBaHHsi, HiSKMX NodanblUnX BiAXUIEHb,
NoB'A3aHNX 3 JOCATHEHHSIM KpUTEpilo e(PeKTUBHOCTI, He
noBMHHO OyTn. Y UbOMY BMNAgKy BigKOpUroBaHe
3Ha4YeHHs  epeKTMBHOCTI Ta  3aranbHOMPUAHATUI
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are the same. Thus, in this case, the manager
exercising the employer’s rights may not apply further
diversion.

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

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

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

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

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

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

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).

NoKasHMK edeKTUBHOCTI 36iratoTbcd. Takmm 4YMHOM, B
LUbOMY BWMaAKy MeHemxep, SKUM peanisye npasa
poboTodaBuUsi, HEe MOXe 3aCcTOCOByBaTuM nojarnblue
BiAXMMNEHHS.

KopuryBaHHa Moxe OyTM iHiUilOBaHO BigNoOBiOHUM
MeHemkepoM abo, y BuNagKy [AOOYipHIX KOMMNaHIn
BaHkiBcbKol Mpynun, MeHeokepom, WO pearnisye iHTepecu
poboTogaBus, Yy BMNagKy 3 BHYTPILWHBbOK AOYipHBO
KOMMaHieto, poboTogaBLeM Micrs OTPUMaHHS NigTPUMKN
KepiBHMKa nigpo3giny, wo 3abe3neyye npodeciiHe
yrpaBniHHA, 3 AOOKNagHMM  3anuToM,  BKIOYarun
0BrpyHTYBaHHS, cnpsmoBaHe kepiBHMKy HR [onosHoro
odicy.

3anuT Ha KOpuryBaHHs HagaeTbca OO0 5 0OepesHs
HaCTYMHOrO LiNIbOBOrO POKY.

KanampaT Hagae NosACHEHHA 40 NOAAHOro HUM 3anuTy Ha
KOpPUryBaHHA B MUCbMOBOMY BUMSA4i  (3acobamu
BHYTPILLUHbOI E€MNEeKTPOHHOI MOowWTK). Y MNOSACHEHHI 4iTKO
BKa3yeTbCA NpUYMHA NOAAHHS 3anuUTy Ha KOPUryBaHHS i
KIMOYOBi MOKa3HMKN edEKTUBHOCTI, Ha SKi BNIIUHYNO
KopuryBaHHs. JiNcHICTb Ta 0Br'pyHTOBaHICTb MOSACHEHHS
00 3anuTy Ha KOPWUryBaHHsS MOBWHHI OyTn 0BrpyHTOBaHI
aBTOPOM 3anuTy, B pamKax $KOro MOXyTb OyTu
pPO3rNaHYyTi TiNbkW Ti nNpono3uuii, WO nigKkpinneHi
uncdpamn Ta BignoBigalTb 3MICTy MnaHiB i hakram,
BPaxoBYIOTb HENPAMI HacMigKW 3anuUTy Ha KOPUryBaHHS i
BPaxoBYIOTb BCi akTopu, IO BNANBAIOTL HA BUKOHAHHS
nnaHi..

3anuTn Ha KopuryBaHHs ouiHoTbCA Komicielo 3
KOpWUryBaHHs nicnsa nposefeHHs 3aranbHuWx 36opiB, Ha
SKUX 3aKpMBAETbCA OaHWK biHAHCOBUIM piK, B pamkax
ouiHkm edpekTnBHOCTI. OUiHKa He NPOBOAUTLCS MPOTHArOM
POKY.

lMpu BunNnaTi aBaHCOBOI BMHAropogu 3a BWUKOHAHHSA
po60oTK, KOpUryBaHHA MOXYTb He BpaTtucsa go ysaru.

Lo cTocyetbcs  KpuTepiiB  po3cyanuBoi  poboTu
yCTaHoBM, TO KopuryBaHHa OydyTb posrnsgatvcs
BiQNOBIAHO A0 BuULe3a3HayeHol npoueaypu.

lMpasuna w000 po3paxyHKy 6uHaz2opodu 3a
pe3ynbmamamu dissnnbHocmi

IHouBiayanbHa eheKTUBHICTb OLHIOETLCS ABiYi HA piKk Ha
OCHOBI MiBpiYHOro ¢hnew-3BiTy Ta piYHOro 3BiTY Ha
3aranbHux 36opax OTP BANK Plc., wo 3akpuBaloTb
OaHni pobouni pik.

Y BUNagKky MeHemkepiB Ta KepiBHUKIB, SKi NignagatoTb nNig
4il0 rpynoBoi NOMITUKMN BUHaropoau 6aHKiBCbKOT rpynu, He
Moxe OyTu 3gicHeHO nepepgonnaTty Ha 6asi niBpiYHOI
OLLiHKM.

Y BuMNagky MeHeaxepiB Ta KepiBHUKIB BHYTPILLHIX
OOYIpHIX KOMMaHin, ¢ki nepebyBaloTb Mg NpAMUM
KOHTpONeM i He nignagatoTb nig gito MNMonituku BUHaropos,
BaHkiBCbKOT rpynu, 3acToCOBYETLCS (hikcOoBaHa Ta 3MiHHa
BMHaropoga (sik npasuro, 60% dikcoBaHa 4acTuMHa Ta
40% 3miHHa YacTuHa BMHAropoam).
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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 the consolidated level,

- for foreign subsidiaries, the heads of support
areas requiring Parent Bank approval,

- senior executives of domestic subsidiaries under
direct control and not subject to the Remuneration
Policy.

Managers and executives specified below 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

Y BuMNagKky MeHeOXepiB Ta KEepiBHUKIB BHYTPILLHIX
OOYipHIX KOMNaHin, ki nepebysaloTb nNig NpSMUM
KOHTPONEM i He nignagakTb Nig rpynoBy MNONITUKY
BuHaropof baHkiBCbKOi rpynu, moxe OyTu 3aincHeHa
nepegonnara 3rigHo 3 MiBPIYHOK OUiHKOW. AKLWOo
3aranbHa edekTuBHiCTb nepesuwye 50%, gonsa aBaHcy
ctaHoBUTb 50%.

IT-piweHHs HR, moagynb SuccessFactors PM

Lini Ta 3aBgaHHA, WO QIKCYOTbCA Ta OLHIOTBCA B
moayni SuccessFactors PM (gani: SF).

Llo crtocyetbca podipHix komnaHii B pamkax OTP
BANKing Group, To B cuctemi SF BigbyBaetbcs npouec

yrnpaBniHHA  edeKTUBHICTIO pobOTU nNpauiBHUKIB Y
HacTynHUX cdepax:
— MpauiBHWKIB, Ha $KMX MOLMPIOETLCA MNONITUKA

BMHAropogmn, BU3Ha4YeHi Ha KOHCONIAOBAHOMY pPiBHIi,
— Ans  iHO3eMHMX [AOYipHIX KOMMaHiK, KepiBHUKIB
obnacten niaTpMMKK, WO BMMaralTb CXBaneHHsI
MaTepuHcbkoro baHky,
— KepiBHuMKM godipHix kOMNaHin, ski nepebysatoTb nig
GesnocepeHiM KOHTporeM Ta He nignagarTb nig
aito MNMoniTukn BUHaropoagwm.

MeHempkepn Ta  KEPIBHWKW,  3a3HaYeHi  Hux4e,
NPOAOBXYITb YyKNagaTu naneposi yroau, Ae dopma
OLiHKM pe3ynbTaTiB AiAnbHOCTI, cTBOpeHa B poboyomy
npoueci SuccessFactors, pogaetbCs SK  A0AaTOK.
[HamBigyanbHMM goctyn Ao OpMM OUiHKM pesynbTaTiB
poboTM HagaeTbCA MpauiBHUKOBI, KEPIiBHUKY, SKUA
30INCHIOE OLHKY, Ta KepiBHUKY / BWKOHaBLIO, SKUA
3[iMCHIOE NpaBa poboToaaBus.

BcTaHOBNEeHHA iHCTUTYUIMHUX Uinen y cuctemi SF €
3aBaaHHAM MaTepuHcbkoro baHky, i BOHV peecTpytoTbCs
HR Bigainom MaTepuHcbkoro baHky.

Mpn BM3HAYEHHI LINbOBMX MOKAa3HMKIB  BiAMNOBIgHI
MeHemKepn Ta  KepiBHMKM  BUOMpaOTb  KiMbKiCHI
nokasHukm 3 6ibniotekn KPI, 3atBepmpkeHoi Harnagosoto
pagoto MaTepuHcbkoro BaHky, ikcyroun  LinboBi
3aBOaHHA Ha  OCHOBI  nepeniky  pekomMeHaauiun,
NigroToBrneHmx yHKLOHaNbLHUMN chepamu
MaTepuHcbkoro  BaHky, 4ki  HagcunawTbCd A0
CYMNPOBOKYOHOro  npauiBHUKa  OOYipHBbOI  KOMMaHil
CYNPOBOLKYIOUMUM npawiBHUKOM HR Bigainy
MaTtepuHcbkoro baHky.

CEO pouipHix koMnaHi BU3Ha4aloTb iHAMBIAYyanbHi Uini
B chepax, Lo 3HaxXoaATbCA B iX YpaBniHHi, BUXOAAYN 3i
CBOIX KOMMETEeHLUi, BU3HAYeHNX B oOpraHisauiiHomy Ta
onepauinHoMy perfnameHTi, BUKOPUCTOBYHOYUN CUCTEMY
SF.

OuiHka Uuinem mnOTOYHOrO pPOKYy MOYUHAETBCS 3
CaMOOLiHKN, fiKa 3aTBepKYETbCA KEpPiBHUKOM, LLO
3[INCHIOE OLHKY, Ta 3aBepllyeTbcs poboToaaBLeM B
cuctemi SF.

Crartyc goKkymeHTa CornacoBaHo

ABTOp AOKYMEHTa CHEMUS Galyna Leonidivna
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9.4 Characteristic of OKR

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

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

The process of the OKR defining takes place according
to the following algorithm:

- The Chairman of the Board and Members of the
Board quarterly defines strategic goals

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

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

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

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

- After approval of OKR, all
informed.

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

employees are

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

9.4 Xapaktepuctuka OKR

OuiHka 3a cuctemoto OKR (objectives and key results,

uinem Ta X KNMWOYOBMX pesynbTaTiB) nondrae B
OUiHIOBaHHI  AisANbHOCTI  NpauiBHMKA Ha  nigcTasi
BUKOHaHHA HuMm BignosigHux OKR, BcTaHOBMNEHUX

Bi4NOBIAHO 0 cTpaTerii baHky.

OKR BCTaHOBMOTLCA ANS KepiBHUKIB piBHA B-1i1B-2 1a
ONs iHWKX NpauiBHUKIB.

Mpouec BctaHoBneHHs OKR BigbyBaeTbes BignosigHO
00 HaCTYMHOro anropuTmy:

- lonoBa Ta Ynenwn [lpaBniHHS LWOKBapTanbHO
BM3HAYaloTb CTpaTErivHi Lini.

- [paeniHHg 3 B-1 i B-2 (abo camocTinHO) Ha
3acigaHHi, 6asyoumnch Ha pesyrbTaTax nonepeHix
nigrotoBumnx 3yctpiven BusHavae OKR Ha kBapTan.

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

- 3BegeHi GrnaHkM HagcunarTbCs B €rEeKTPOHHOMY
BUrNsdi  3acobamy  enekTPOHHOI  MowTu Ao
HenaptameHTy ynpaBniHHA nepcoHanom abo
PO3MILLYIOTLCA B ENEKTPOHHIA CUCTEMi  OLHKM
nepcoHany ans posrnsagy NpaeniHHAM BaHky.

- 3atBepaxeHHs 3anponoHoBaHux OKR 3pgiicHoe
MpaBniHHAM BaHky.

- Micna 3aTtBepaxeHHs OKR
npauiBHUKN.

- [licna  3akiH4eHHa  3BiTHoro nepiogy OKR
ouiHoTbea [NpaeniHHAM Banky. BnaHku OKR i3
3adhikcoBaHMMN pesynbTaTamMu BUKOHAHHA Uinen
HaaCUMalTbCA B €MEKTPOHHOMY BUrnsai 3acobamum
€nMeKTPOHHOI nowTn Ao [enapTaMeHTy ynpasniHHS
nepcoHanoMm abo po3MillylOTLCA B €NeKTPOHHIN
CUCTEMI OLIHKW nepcoHany.

iHdopMylOTbCS  BCI

3a piweHHam Monosw MpaeniHHg noctaHoBka OKR Moxe
OyTV Npu3ynnMHeHa Ha NeBHWIA nepioa.

Mpwn BCTaHOBIIEHHI AKICHUX KR [00aTKOBO
po3pobnseTbCa i 3aTBEPAXYETbCA rpaauis/ anroputm
OLHKM MO KOXXHOMY MapameTpy 3 MeTOw 06’EKTUBHOCTI
BigoOpakeHHs pe3ynbTaTiB.

Po3paxyHokK Sk KinbkicHUX, Tak i akicHux KR BigbyBaeTbcs
32 KOXEH TMepioa OUuiHKM AianbHOCTI OKpemo (He
HaKoMM4yBarbHO).

Biocotok BukoHaHHs koxHoro OKR pospaxoByeTbcs sk
cepefHboapuUPMeTUYHE BUKOHaHHA BiAMOBIAHWMX NOMY
KR, npu ubomy BCi KR (B T.4. KiNbKiCHi) po3paxoByoTbCs
3a nepiog, a He HakonuyyBanbHuUM nigcymkom. KR
BCTaAHOBIIOKOTLCS SIK KpuTepii BUkoHaHHA OKR.

B iHauBigyanbHUX BUNagkax, 3a pilleHHS M KepiBHUKa,
KinbkicHi KR MOXyTb po3paxoByBaTUCb HaKonmyyBansHO

Crartyc goKkymeHTa CornacoBaHo

ABTOp AOKYMEHTa CHEMUS Galyna Leonidivna
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if such results approved by the Management Board of
the Bank.

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

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

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

(IC-2) Control for correctness of the setting and
evaluation performance of OKR for employees is
entrusted to the Chairman of the Board, Members of the
Board, an employee of the Human Resource
Directorate.

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

Regular
bonus

=[ps | x| BrR | X[ ke [Xx [ % |

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 Bank’s work efficiency and
certain units work efficiency). 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.

3a YMOBM MOrOKEHHA Takmx pesynbTaTis lNMpasniHHAM
BaHky.

PospaxyHOK BMKOHaHHS KinbkicHUx i skicHux KR
NMPOBOANTBLCS SK BiOHOLIEHHSA (PaKTUYHOrO 3HaYeHHSA 00
NIaHOBOro MO KOXHOMY MNokasHuky KR i HaBnaku ans
3B0pOTHIX KR. PiBeHb BWKOHAHHS KOXHOMO MOKa3HMKa
MOXIMBUIA y gianasoHi Big 0% o 100%.

3aranbHu BigcoTok BMKOHaHHA OKR 3a kBapTan
pPO3paxoBYETLCHA AK cepefHbOapuPMEeTUYHE BUKOHAHHS
Bcix OKR, BCTaHOBNEHUX Ha 3BITHWUI Nepioa.

BukoHaHHa OKR 3a pik po3paxoByeTbCA  §K
cepegHboapudMeTnyHe BUKOHaHHS kBapTanbHux OKR
(nepiogn, konmm OKR He BCTaHoBMOBaNuUCb, He
BPaxoBYOTbCH).

(IC-2) KoHTponb 3a KOPEKTHICTIO BCTaHOBMEHHA Ta
ouiHkoto OKR ans npauiBHUKiB NoknageHu Ha Fonosy
MpaBniHHSA, UneHiB MpaBniHHSA, npauiBHMKa
HenapTtamMeHTy ynpaBniHHS NepcoHasnom.

10. MopsAgoK po3paxyHKy perynspHUX npemii 3a
3aranbHOGaHKIBCbKOK CUCTEMOID  (MICAYHUX,
KBapTanbHUX TOLLO)

Regular
bonus

=[ps | x| BrR | X[ ke [Xx [ % |

ne:
PS (Position Salary) — nocagoBuin oknazg npauiBHUKa
CTaHOM Ha KiHeUb nepioay, Wo OUiHETLCA (Y IPH.).

BR (Bonus Ratio) — koedilieHT npemitoBaHHA B
3anexHocTi Big Tuny nigposginy, nepiogudHocTi Ta
3anmaHoi nocagm 3 ypaxyBaHHAM nepiogy npemMitoBaHHs
(micaup, kBapTan Towo) (Jogatok 1).

KE (Effectiveness) - nokasHuk edekTuBHOCTI poboTu
BaHky (3anexutb Big pesynbraTtiB pobotu banky Ta
pesynbTatiB  pobOTU PI3HUX HaMNPAMKIB OiANbHOCTI).
3HayeHHs1 nokasHuMka Moxe OyTu pi3HMM Ans Pi3HMX
nigpo3ainis i 3aTBEPAXKYETLCA Cnyx60BuMm
po3nopsimpKeHHaM 3a  nignucom [onoeu [MpaBniHHA
Banky. Akwo iHwe He 3aTtBepakeHo Cnyx6oBuUM
po3snopsmpkeHHsam, KE gopisHioe 1.0.

% — BiACOTOK BMKOHaHHSA uinen. MeTtoanka pospaxyHKy
BiCOTKA BMKOHAHHS Linen mMoxe 3MiHoBaTUCh 3rigHoO 3i
Cnyx00BUM pO3MNOPAIKEHHSAM, 3aTBEPAKEHUM [[ONOBOIO

MpaBniHHS.

CuctemaTnyHi (perynspHi) npemii 3a
3aranbHOOaHKIBCbKOK ~ CUCTEMOK  PO3PaxOBYHTbLCSH
nponopuinHO BiAnpauboOBaHOMY  4acy, Bunnara

30INCHIOETLCA  KOXHOIO  OCTaHHbOro poboyoro OHs
Apyroro micsiuda nicns 3akiH4eHHs 3BITHOro nepioay (3a
YMOBUM CBOEYACHOr0 NoAaHHs iHdopmalLlii no nigseaeHnm
nigcyMkam) ogHoOYacHO 3 BUNMaToto 3apobiTHOT nnaTu 3a
BiANOBIAHUN MiCSILLb.
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11. Annual bank-wide

system)

bonus calculation (for

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

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 Bank’s work efficiency and
certain units work efficiency). 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 fulfilment 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.

11. Po3paxyHoOK BUHaropoAu 3a niacymkamu po6otu
3a pik (3a 3aranbHO6GaHKiBCbKOK CUCTEMOIO)

Po3paxyHOK cymun pidHOi npemii 30iACHIOETBCS 3rigHO 3
HaCTYNMHOK POPMYIIOHO:

Annual

bonus | ~ PS | X

ABR | X | KE | X | %

De:

PS (Position Salary) — cepegHin nocagoBuii oknag
npauiBHuka 3a nepiog 3 01 ciyHg no 31 rpygHs, y rpH.
PospaxoByeTbCcsa SK cepeaHe apudMeTUYHE MOCafoBMX
oknagis 3a 12 MmicsuiB 3BITHOrO POKY - Yy pO3paxyHOK
BepeTbCsa Oknag CTaHOM Ha OCTAaHHE YMUCIIO KOXHOrO
Mmicaus.

ABR (Annual Bonus Ratio) — koediuieHT piyHOro
npemitoBaHHSA (3rigHo 3 JogaTtkom 1).

KE (Effectiveness) — nokasHuk edgekTUBHOCTI poboTu
Banky (3anexutb Big pesynbraTiB podotn Bbanky Ta
pe3ynbTatiB  pobOTU PI3HUX HaNPAMKIB  OiANbHOCTI).
3HayeHHs1 nokasHuMKa Moxe OyTu pisHMM Anst Pi3HMX
nigposainis i 3aTBEPAXYETLCA Cnyx60oBum
po3nopsamKeHHamM  3a nignucom [onosu [MpaBniHHA
Banky. Akwo iHwe He 3aTtBepakeHo Cnyx6oBuMM
posnopsmkeHHam, KE gopisHioe 1.0.

% — BiACOTOK BMKOHaHHSA uinen. Metoanka pospaxyHKy
BiCOTKa BUKOHAHHSA LiNen Mo)e 3MiHIOBaTUCh 3rigHO 3i
Cnyx60BuUM po3nopagKeHHAM, 3aTBEpPOKEHMM [[0N0BOI0
MpaBniHHS.

BuHaropoga 3a  nigcymkamu  pobotm  3a  piK
pO3paxoByeETLCA MPOMNOPLIHO BiAnpaLboBaHOMY 4acy,
BUMNIAYYETLCA B 3aNeXHOCTI Big pe3ynbTaTiB QisnbHOCTI
BaHky, HasiBHOCTi GlogxeTy Ta Ha nigcTasi Haka3sy "onosu
MpaBniHHa Banky Ta Harnagosoi pagn BaHky.

BuHaropoga 3a pesynbtatamu poboTn 3a pik Ans
npauiBHUKIB BUMNMAYyeTbCA Ha HaACTYNHWA pik mnicns
3BiTHOrO, ane He paHiwe Hik byae npoBegeHa Bunnara
piyHOT nNpemii npauiBHUKaM nig rpyrnoBOK MOMITUKOO
BuHaropoau (y pasi il noromkeHHa MaTtepuHCbKUM
BaHkom).

12. MopspoK Ta NPUHUUAKU CUCTEMU iHAMBIAYanNbHOI
OLiHKM pe3ynbTaTiB AiANbHOCTI

OuiHka 3a iHAOMBIQyanbHOK CUCTEMOK Mondrae B
OUiHIOBaHHI  AiaAnbHOCTI  NpauiBHMKa Ha  nigcTasi
OOCATHEHHS HMM KiNbKiCHUX 3agavy Ta [OOTPUMMaHHS
SIKICHUX CTaHOapTiB.
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The individual motivation system can be applied to the
area of banking products’ sales, treasury, bad debts’
repayment or other area having the impact on the
Bank’s financial results.

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

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

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

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

Conditions for employees on the bank-wide KPI system

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

Cuctema iHOMBigyanbHOi  MoOTMBaLil Moxe  OyTu
BNpoOBaXeHa HanpsiMKy npodaxy 6aHKiBCbKUX
NPOAYKTIB, KasHayewcTBa, MNOBEPHEHHA npobnemMHol

3aboproBaHoCTi abo iHWOMY HanpsMKy,

pe3ynbTaTy
poGOTU AKOro BNSIMBAIOTL Ha NPUGYTOK BaHky.

Po3mip oTpumaHoi npemii 0a3yeTbCcsi Ha peaynbTarTi
iHOMBIAyanbHOI pobOTK NpauiBHUKA y 3BITHOMY nepioai:
ue Moxe OyTW BuHaropoga 3a BiOCOTOK yperyrboBaHOi

3aboproBaHoCTI,
pesynbTaTt TOPriBfi LiHHAMKW NanepamMu Ta iHLe.

3a obcar

npogaxy

NPoaYKTIB,

CTBOpEHHS1 HOBOI ab0 BHECEHHS 3MiH B YMOBUW MOTOYHOT

iHOMBIAYyanbHOI

060B’A3KOBO
ynpasniHHSA

CUCTEMU
noroaxxyBaTucb 3
nepcoHanom 3

npemitoBaHHSA

NOBWHHO
[enaptameHTOM
NiaATBEPOAKEHHSM

eEeKTMBHOCTI 3a [OMOMOrOH MPOrHO3HMX PO3paxyHKiB

pe3ynbTaTtiB  ManbyTHLOI

OissnbHOCTI

nnaHoBoro hoHAY NpemitoBaHHS.

Ta HadaHHAM

BBeaeHHs1 HOBOI iHOUBIAYanNbHOI cucTemMn abo BHECEHHS
3MiH [0 iCHYH4YOT cucTeMu moxe ByTn peanisoBaHo Yyepes

Haka3a/

cnyxbose

BigNOBIJaNbLHOrO 3a  HaNpPsMOK

pO3MNopAmXKEHHA  3a

nignucom
DiAnbHOCTI

Ynena

MpaBniHHa Ta/ abo onosu lMpaeBniHHA Ta 060B A3KOBO
avpekTopa [lenaptaMeHTy ynpaeriHHA NepCOHaNnom.

13. YMOBM BKIHOYEHHA nNpauiBHUKIB OO0 cucTeMuU

MaTepianbHOro CTUMYJHOBaHHA
YmoBu ans 3aranbHobaHKiBCbKil
cuctemi KPI
O60B’aA3k0BUM ans HapaxyBaHHS i BUMMNaTu
cucTeMaTUYHNX (perynsapHux) npemin Ta BMHaropop 3a
nigcymkammn pobotu 3a pik 3a 3aranbHOBaHKIBCbKO
CUCTEMOIO:

npauiBHMKIB  Ha

nocTaHoBKa Uinen Ta niasefeHHs NiaCyMKIiB 3a 3BITHUN
nepioa, LLO OLiHIETLCS;

Ona  BUNNatM  perynsapHux  npemin  (MiCAYHUX,
KBapTanbHKX) OOOB A3KOBMI ©Oe3nepepBHUN CTax
poboTu npauiBHuka B baHky He MeHLwe 3 MicAauiB (AKLWO
iHWe He nepeabadveHo B Npono3uLii o poboTi (job-offer)
abo KOHTpakTi npauiBHuka). MNMpu LbOMY, pO3paxyHOK
perynspHoi npemii  NpoBOAUTbCS, MNOYMHAKYN 3
NoBHOro 4-ro BignpaubOBaHOro Micaud 3 datm
npuroMy, nponopuinHo [0 BiAnNpaLbOBaHOro 4acy
(3rigHO MOBHMX MicAUiB) y 3BITHOMY nepiodi 3a
BMKIIOYEHHAM BunpobyBanbHOro nepiogy. Bunnata
npemii 3a nepLi Tpu Mmicsui poboTn He 3AINCHIETLCS.
Bunnata npemin kepiBHukam piBHa B-1, B-2,
3actynHukam B-1 Ta kepiBHMKam Bigainis npsmoro
nignopsigkysaHHa  lonosi  [lpaBniHHg,  YneHam
MpaBniHHsA, B-1 3giicHOETbCA 3 MEpLIoro AHA Ha
nocagi B AT «OTIN BAHK»;

Mpu nepeBeneHHi npauiBHMka baHky o 6yab-Akoi
iHWwoi komnaHii Mpynn OTI1 Ta HaBnaku, 06YNCNEHHS
po3mipy npemin Ta BMHaropod nNpoBOAUTLCH i3
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rate of total continuous service of the employee
within the OTP Group.

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

For the employees of the front-office on the Point bonus
system monthly bonus is paid every last working day of
the month which follows after 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
(iliness, personal issues, etc.) a bonus for this period is
not calculated or paid. Calculating the long-term
absence is not include downtime, mobilization,
maternity leave (leave for child care, hospital for
pregnancy and childbirth), because bonus for such
periods of absance is not calculated.

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

po3paxyHKy cymapHoro 6e3nepepBHOro ctaxy poboTtu
npadiBHuka B pamkax pynu OTT1.

OGOB’A3KOBOID YMOBOK [Nl OTPUMAHHS npemi Ta
BMHaropog 3a Oydb-AKOK CUCTEMOK MOTUBAUii €
HasIBHICTb TPYAOBMX B3aeMoBigHOCMH 3 BbaHkom abo
iHwoto komnaHieto Mpynn OTIT Ha MOMEHT BuMnaTU
npemii adbo BMHaropoau. Y BuNaaKy, skWwo gaHa ymoBa He
BUKOHYETbCS, PilLEHHS LWOA0 34iMCHEeHHA BunnaTtu
npunMaceTbLCA BignoBiaHO Jo iHaAMBIQYanNbHOrO
norogxeHHs Monosu MNpaeniHHg/YneHa MNpaBniHHS.

Ona npauiBHUKIB PPOHT-OMICY, LLO MNPEMIOITLCA NO
cuctemi  Points, Bunnata  WoOMIiCAYHUX  npeMmin
BiAOYBaAETLCA KOXHOr0 OCTaHHBOro pobo4voro AHA
HaCTynHOro 3a 3BiTHUM MiCAus, ANS iHWWX KaTeropin
npauiBHUKIB TEPMIH BUNMatM npemil BCTaHOBMEHUA Yy
BiAMOBIOHUX PErnamMeHTYYnX JOKYMEHTaXx.

Y pasi nepeBeAeHHs1 NpauiBHMKIB y Migpo3ain/ Ha iHwwy
cxemMy npemitoBaHHs/ nocagy 3 iHWOK nepiognyHicTio/
npoLeaypolo  MPeMiloBaHHA MNPEeMiss  HapaxOBYETLCSH
NPoMNopLiiHO A0 BiANpaubOBaHOro 4Yacy (i3 po3paxyHKy
PaKTUYHOI KINbKOCTi KaneHO4apHUX AHIB) 3a KOXHUWN
nepiog nNpyv HasiBHOCTi BMKOHAHHSA OOOB’SI3KOBMX YMOB
BKIIOYEHHS NpauiBHUKIB OO0 CUCTEMUM MatepianbHOro
CTUMYMOBAHHS.

Y Bunagky, KONW npauiBHUK npauoBaB HEMOBHUN
pobouni OeHb, pPO3paxyHOK Npemii nNpoBOAUTLCSA
NponopuifHO BiAnpaubOBaHOMY 4Yacy i3 pO3paxyHKy
aKTUYHOI KifTbKOCTi MOBHMX Ta HEMOBHUX KaneHaapHUX
OHIB nepebyBaHHs Ha nocagi (OKpiM NpavuiBHUKIB, B AKX
pPO3Mip Npemii HanpsMy 3anexuTb Big 0cobucToro GisHec
pesynbTary).

Y Bunagky gosrotpusanoi (6inbw Hix 55% poboyoro
Yacy 3a 3BiTHMM nepiog) BIACYTHOCTI MpauiBHMKA
(xBopoba, 0COBMCTI NPUYMHM TOLO), NPeMii NpaLiBHUKY
He po3paxoBYOTbCS | He BUMnayyloTbes. [pu pospaxyHky
yacy [oBroTpuBanoi BiACYTHOCTIi He BpaxoBYETbCHA
nepioq npoctol, Mobini3auii, AeKpeTHOi BignycTKu
npauiBHuMka (BignycTka no gornagy 3a  AUTUMHOM,
nikapHAHWW NO BariTHOCTI i nororam), OCKiNbKW 3a Ui
nepiogn npemis He po3paxoBYETLCS.

Mpu pospaxyHKy npemin npauiBHWKa, Yy BuUNagky
HasiBHOCTI OHIB BIiACYTHOCTI Yy nepiog MiX AeKpeTHUMU
BignycTkamu (gHsaMum mobinisauii/ npocToiB), AKWO nepiog
BiocyTHocTi OyB ©e3nepepBHWWA, | MpauiBHUK He
BMKOHYBaB NnocaoBi 060B’s13ku, BECb Nepioa BifCYTHOCTI
BBaXKaETbCS AOBroTpMBAariol BiACYTHICTIO NpeMis 3a uen
nepiog He HapaxoBYETbCS. AKLLO Y NpaLiBHMKA Yy BKa3aHi
nepiogmn 6ynu poboui gHi — NpeMis HapaxoBYETLCA NULLE
3a Ui poboui aHi.
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General bonuses conditions of bank employees

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

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

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

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.

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.

3aranbHi yMOBUM NpeMitoBaHHS BCiX NpaLLiBHUKIB BaHKy

Bunnata 6yab-akoi cuctemaTtuyHol (perynspHoi) npemii
npauiBHMKaM NPOBOANUTLCS TiNbKM 3a TIEKD CUCTEMOLO, siKa
BigNoBiAae 3anMaHin HUM nocagi. AKWO npauiBHUK
OONyLLIEHMI 40 BUKOHAHHS iHWKNX 060B’s13kiB abo nocaam,
pO3paxyHOK Npemii 3a LM BUKOHAHHSIM He MPOBOAUTLCS.

MpauiBHMKam, ki nepebyBanuM Ha IiKapHAHOMY MO
BariTHOCTI Ta nonorax, BignycTui no gornsaay 3a AUTUHOL0,
y akux 6ynu npoctoi, aki 6ynn mobinizoBaHi abo 6ynu
3BiNbHEHI/ NPUNHATI NOPAAKOM nepeseneHHs o/ 3 6yab-
akoi komnaHii pynu OTI, npemii HapaxoBylOTbCHA
NponopLifHO BiANpaubOBaHOMY 4Yacy i3 po3paxyHKy
haKTUYHOI KiNbKOCTi KaneHaapHUx gHie nepebyBaHHA Ha
nocagi B baHky.

Y pasi CyTTeBOro nOpPYLUEHHS TPYAOBOI AUCLUMSIIHN
(dbakTn HeskicHoro abo HeCcBOEYACHOTO BWKOHAHHS
3aBAaHb, BCTAHOBMNEHMX KepiBHUMKOM, abo Ha nigcTasi
pPO3MopsiAY0-perynaTMBHOrO OOKyMeHTa (Hakasa,
PO3MNOPSAMKEHHS, NnaHa, rpadika BMKOHaHHA pobiT abo
YMHHOrO 3aKOHO4ABYOro/ HOPMaTUBHOMO akTa)), NpaBuI
BHYTPILLHLOrO  TPYOOBOro  posnopsaky  (Tpyaosa
avcumnnida npauiBHVKiB pernameHTyeTbcs lNpasunamm
BHYTPILLHLOrO TpyAoBOoro posnopsgky banky) 6e3
MOBaXHMX MPUYMH, CyMa npemii Moxe 6yTn 3amiHeHa abo
ckacoBaHa B MOBHOMY 00Cs3i  3a  pileHHAM
Ge3nocepedHbOr0 KepiBHMKa npaudiBHMKa (B T.4. NO
KOpnopaTuBHIA MOWTiI) Ta Ha nigcTaBi MMCbMOBOIO
0Or'pyHTYBaHHA MOPYLUEHHSA Y BiANOBIAHOCTI 3 YMHHUM
3aKOHOJABCTBOM Ta 3a NMOroxeHHsiM Ynexa lMpaBniHHA
— KypaTtopa abo [lonoBu [paBniHHA Ta AupekTopa
HenapTamMeHTy ynpaBniHHS NepcoHasnom.

AKWo npunuHeHHA TPYAOBUX BIOHOCWH MOB'A3aHe 3
BMXOAOM MpauiBHMKa Ha NeHcilo abo cMepTHo, NpaBo Ha
OTPMMaHHA  npemii  36epiraetbca. AKWO  TPYAOBI
BIJHOCWHW MPUNUHEHO Y 3B'A3KY 3i CMepTIo npauiBHMKa
abo y pasi cmepTi npauiBHUKA, O CTaB MEHCIOHEPOM,
npaBo Ha OTPUMaHHA nnaTtexy 3a BigknageHow
yacTuHoto 30epiraeTbcs. OTpumaTtu BMHaropogy y pasi
3BEPHEHHS MOXe cnagkoemeub(ui), WO Mae/loTb NpasBo
Ha cnagLumMHy 3rigHo i3 3aKOHO4AaBCTBOM YKpaiHu.

3a oguH i TOM camMul MPOMDKOK 4Yacy He Moxe OyTu
HapaxoBaHoO AeKifbka BUAIB perynsapHuX npemin.

Mpemia BunnayvyeTbCca B 3aneXHOCTi Bif HasBHOCTI
GrooxeTy Ta Ha nigctasi Hakasy [omosw [lpaBniHHA
Banky abo ynoBHOBaXeHOI 0cobu.

BaHk MOXe NpU3ynUHATKU BUMNNATy NpeMii, 3MeHLLyBaTK
iXx po3mip abo 0GasoBuiA po3Mip, HAK OKPEMUM
npauiBHMKaMm, Tak i nigposginy B uinomy. 3aByacHe
nonepemkeHHs MpauiBHUKIB NpPo MNOBHEe/ 4YacTkoBe
NPU3YNMHEHHS BUMMATU MNPEMin He € O0OOB'SI3KOBUM.
BkasaHi 3MiHM He po3rnsgatnTbCa SK 3MiHA CYTTEBUX
YMOB rpadli.
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14. Main principles of assessment of the
competencies development

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

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

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

15. Couching and feedback during the business year

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

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

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:

o 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

14. OCHOBHi NPMHLUMNM OLliIHKN PO3BUTKY
KOMMeTeHL,in

Ona MNpaeniHHa BaHky (3a piweHHam, BAT OTI BAHK,
YropwmHa MOXyTb BWM3HaYeHi [oOaTKoBi nocagu) B
GnaHky uinem oboB’A3KOBO BCTAHOBIHOETLCSA MOKA3HUK
OuiHka kepiBHUKa (Superior's evaluation) abo ouiHka
KOMMETEHL,N.

IHTEpB’'l0 LWOAO0 aHani3y po3BUTKY BCiX KOpNOpaTUBHUX
KOMMeTeHUii NpOBOANTLCA B HacTYNHOMY 3a 3BiTHUM
poui.

Cepen KOMMETEHUiN, WO OUIHEHI Ha HalHwkYnin Ban
PEKOMEHAOBAHO BU3HAYMTU OOHY KOMMETEHLilo [0
po3BUTKY, Ska Oyae po3BMBATMCS NPOTArOM HACTYMHOro
POKYy.

15. Koy4iHr Ta 3BOPOTHil 3B’A30K NPOTAroM 3BiTHOro
POKy

MpoTaArom poKy KepiBHUK ChigKye 3a BUKOHAHHAM
nignernMMyn MNOCTaBfeHUX Uinen Ta uinen 3 po3BUTKY
KOMMeTeHUih N0 KOHTPOMbHMM  TOYKaM, aHanisye
pesynbTati, Hagae KOXXHOMY MpauiBHMKY Ta OTPUMYE Bif,
HbOrO 3BOPOTHIW 3B’A30K.

Y Bunagky HeoOXiAHOCTI KepiBHWMK pas3oM 3 nignernm
Koperye nnaH gin gns OoCArHeHHs NoCTaBfEeHNX Linen,
iIHCTPYKTYE Ta HaB4a€ Nignernoro.

16. Mopspok npemitoBaHHA npauiBHUKIB 3a
BMKOHaHHA 0COOGNMBO BaXXnNUBUX 3aBAaHb

Mpemii 3a BUKOHaHHS OCOBNMBO BaXXNMBOTO 3aBAAHHSA Y
BUrMNsiAi  OQHOPA30BOi  BMHAropoau HapaxoBYHTbCSH
npauiBHUKY y BUNagKy:
® BMKOHaHHS BaXnunBoi poboTu, Ky HEMOXnMBo 6yno
3annaHyBsaTu paHille;
e peanisauis 3aBaaHb, NPOEKTIB, sIKi MaloTb 0COBNNBO
BaXXNuBe 3Ha4eHHs ansa baxky;
e BUKOHaHHA HenepeabayeHUx nnaHamy CKnagHux
€KOHOMIYHMX, iHxeHepHUX abo iHWKMX po3paxyHkis,
LLIO cTOCYThCS AisanbHOCTi baHky Ta BNnnBatloTh Ha
NOTEHLINHWUIA NO3UTUBHUIN pe3ynbTaT 3 iHaHCOBOT
Ta/abo opraHisauiiHoOT TO4OK 30py Ta iH.

Cyma npewmii  BM3HayaeTbCcd  iHAMBIQyanbHO, 3
ypaxyBaHHsM iHaHCOBUX MoxnueocTteh baHky (B
Mexax OromKeTy BUTpaT Ha onnaTty npadi) Ta moxe 6ytu
BMNMayeHa Ha nigctasi Haka3y no baHky 3a HasBHOCTI
MMCbMOBOrO  OOrpyHTYyBaHHa  (abo B cucTemi
€NEeKTPOHHOIO MOTOPKEHHS) KEpPiBHUKA CTPYKTYPHOrO
nigposainy 3a noromXeHHam aupektopa [denapTameHTy
ynpasniHHSA nepcoHanom, 'onosu MNpaeniHHA abo YneHa
MpaBniHHA.  BWKMOYEHHS  CTaHOBNATLCA  HACTYMHI
BMMMAaTK: KOMMEHcalis nogaTkiB 3a OTpUMaHi NogapyHKu
(3pincHroeTbCA npu NOroaXXeHHi anpekTopa
[enapTameHTy ynpasniHHs NnepcoHanom), KomneHcawis y
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incorrect calculation of premiums (carried out if there is
approving of manager with board level no lower than B-
2).

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

17. Terms of payment and responsibility

The heads of the structural units submit the completed
forms of bonuses to the Remuneration and
Performance Management Unit 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 Unit of the HR
Directorate.

The Remuneration and Performance Management Unit
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 Unit 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.

3B’A3KY 3 HECBOEYaCHUM MiQHATTAM NOCagoBOro oknagy
abo HeKOpEeKTHUM po3paxyHKoM npeMii (34iNCHIETLCA
Npy HasIBHOCTI MOrOMKEHHS KEepiBHUKA PIBHA HE HMKYe
B-2).

Ona sunnatu npemii cknagaeTbcs cnyxboBa 3anucka
abo cnyxb6oBa 3anucka y BHYTPILULHEOMY
KOpropaTMBHOMY MNpoOrpamMHoOMy 3abeaneyeHHi ans
OLHKWN AiSANIbHOCTI YM HagCcMNaeTbCsl MO KOPNopaTUBHIN
MOLLITI.

17. CTpoku BUNnaTu Ta BignoBiganbHiCcTb

Ona pospaxyHKy MpemMiin  KepiBHUKM  CTPYKTYPHUX
nigpo3ginie  nepegaiTb g0  Bigainy  ynpaeniHHs
BMHAropogow  Ta  pe3ynbTaTUMBHICTIO  OiSANIbHOCTI

nepcoHany [lenaptaMeHTy ynpaBmfiHHA MepCOHarnoM
BiJOMOCTi, MNOrofkeHi Ha nanepoBMx Hocisx abo B
nporpamHoOMy 3abe3neveHHi KoprnopaTuUBHOT
iHdbopmaUuinHoT Mepexi/ abo KOpnopaTMBHOK MOLLTOH
ONa OUiHKM  OisnbHOCTI Yy BCTaHoOBReHOMY B baHky
nopsgky (Morogkye KepiBHUMK piBHA He Hwkye B-2 Ta
KepiBHWK piBHEM BULLE).

[ns npauiBHUKIB, WO nNpemitloloTbCA BIiANOBIAHO OO0
3aranbHODOaHKIBCbKOI CMCTEMM CTPOK nogadi 3BeaeHux
BIJOMOCTEN NO PErynsipHUM Npemisam — Ao KiHUSA micaus,
HaCTyNnHOro 3a 3BiTHWM, AN iHAMBIAyanbHUX CUCTEM
MoTmBauii — 3a 10 poboumx AHIB OO KiHUSA Micaus
HaCTYMNHOro 3a 3BiTHUM. AKLIO BiAOMICTb HEe Hadinwna B
poboTy BYacHo, Bunnara npemii Mmoxe 6yt nepeHeceHa
Ha HaCTyMHWI 3BITHUI Nepioa.

BignosiganbHicTb 3a cBOEYacHe Ta BipHe NoAaHHS AaHuX

Jo Bigainy ynpaeniHHs BUHAaropoaow Ta
pesyrnbTaTUBHICTIO LiAnbHOCTI nepcoHany
[enaptameHTy  ynpasmniHHA  MepcoHarioM  HecyTb

KepiBHUKN CTPYKTYPHUX NiAPO3Ainis.

Biopin ynpaBniHHA BUMHAropoAow Ta pes3ynbTaTUBHICTIO
JianbHOCTi  nepcoHany [enapTameHTy ynpasniHHA
nepcoHanoMm roTye Haka3 npo BunnaTty npemin 3a
nignucom Nonosw MNMpaeniHHA abo yNoBHOBaXeHOi 0cobu.

OpaHovacHo BignoBiganbHUM npauisHuk  Bigginy
yApaBniHHA  BMHAropogow Ta  pe3ynbTaTUBHICTHO
OiSNbHOCTI  MepcoHany BHOCUTb HeoOXigHi gaHi  go

cuctemn SAP HR anst npoBegeHHs po3paxyHKy.

OauH NpUMMIpHUK opuriHany Haka3y nepegaeTbcs 0o
Biopiny pospaxyHkiB 3 nepcoHanoMm [lenapTameHTy
GyxranTepcbkoro obniky Ta 3BiTHOCTI Ha Mi3Hilwe Hixk 3a 5
pobounx OHiB 4o Aatv Bunnatu 3apobiTHoi nnatu abo
MOroaAXYeTbCA KBanigikoBaHMM €MNeKTPOHHUM MianMCcoM
(KEM) Ha cninbHin nnatdopmi ansa [denaptameHTy
yrnpaBniHHA nepcoHanoMm Ta Bigainy pospaxyHkiB 3
nepcoHarnom.
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The Remuneration and Performance Management Unit
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 of the bank in accordance with the
Resolution of the Board of the National Bank of
Ukraine of November 30, 2020 Ne 153.

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 in chapter 2.
Section 1. (hereinafter referred to as BRNBU No. 153)

Basic principles formation of remuneration policy

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

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

The remuneration policy determines the application by
the Bank:

1) the practice of a fixed remuneration that does not
depend on the financial result of the Bank's activities,
the achievement of goals, the 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, if
necessary revises and, in the manner determined by it,
evaluates and controls the implementation of the

BignosiganbHicTb 3a cBoeyacHy 06pobKy nopaHoi
iHdbopmauii Hece Bigain ynpaeniHHA BuHaropogow Ta
pes3ynbTaTUBHICTIO LisANbHOCTI nepcoHany
[enapTtameHTy ynpaBniHHA MepcoHanoM 3a YMOBMU
CBO€YaCHOro OTPMMaHHS iHdbopmauit BiA
Bi4NOBIAaNbLHOIO KepiBHUKA.

BignoBiganbHiCTb 3a cBOEYACHY BMNaTy Npemin 3rigHo 3
Hakazamn Hece Bigain pospaxyHkiB 3 nepcoHanom
HenaptameHTy Byxrantepcbkoro obniky Ta 3BiTHOCTI 3a
YMOBM CBOEYACHOrO MoAaHHs OOKYMEHTIB Ha Bunnarty
BIANOBIAHO 0O YMHHOI peaakLil «lMpoueaypw 30iNCHEHHS
HapaxyBaHb Ta yTpUMaHb, NOB’A3aHMX 3 po3paxyHkamu 3
nepcoHanomy.

18. Bumoru Ao nonoxeHb i 3BiTiB Npo BUHaropoay
Ynenis MNpaBniHHA BaHKy 3rigHo 3 MNonoxeHHAM
npo noniTuky BuHaropoau B Banky, 3ats. MM
HBY Ne153 Big 30.11.2020

Y ubOMy po3gini TEPMiHW BXUBAKTbCA B 3HAYEHHSX,
HaBedeHHUX y [MonoxeHHi Npo NONITUKY BUMHaropoau B
Banky, 3ats. M HBY Ne153 Biag 30.11.2020 y nyHKTi 2.
Posginy 1 (Hagani — MM HBY Ne 153).

OCHOBHi NOsiTUKK
BMHaropoau

npuHuMnu  cbopMyBaHHA

BusHauyeHHs Ta peaniszauis nonituky BuHaropoau B baHky
3[JIACHIOETLCS 3 ypaxyBaHHAM PO3Mipy, 0co6nmBOCTEN
aianbHocTi BaHky, xapaktepy 1 obcsriB GaHKiBCbkMX Ta
iHWKX piHaHCcOBMX nocnyr, npodinto pusuky baHky,
CUCTEMHOI BaxnuBocTi baHKy Ta AisanbHOCTI 6aHKIBCLKO|
rpynu, no cknagy AKol BXOOUTb baHk,
OOTpUMaHHs/BMKOHaHHA cTpaTerii baHky, 6i3Hec-nnaHy,
OlopKeTy Ta Aeknapauii CXUNbHOCTI 40 PUSKMKIB.

Mpoueaypw, BU3HA4eHi NONITMKOK BUHaropoau baHky,
MalTb  OyTM  YiTKMMK,  3aJOKYMEHTOBaHMMKM  Ta
NPO30pVMM, NErkMMmM Ans POo3yMiHHA Ta MOHITOPUHIY
OOTPUMaHHS.

MoniTuka BUHaropoam BU3Havae 3actocyBaHHA BaHkom:

1) npakTnkn ikcoBaHOi BMHAropoau, fka He 3anexuTb
Bif dpiHaHcoBoro pesynbTaty baHkKy, AOCArHeHHs uinen,
BMKOHAHHS MOBHOBaXeHb (YKIIOYaK4M Taky MNpaKTuKy
LLIOA0 HOBUX NpaLiBHUKIB);

2) npakTMKM 3MiHHOI BMHaropogu 3a MNOTEHUiNHi
HaOXOMKEHHA  (Ooxoan), CTPOKM Ta  WMOBIPHICTb
OTPUMaHHSA SKMX € HEBU3HAYEHUMU;

3) Bunnatu B pa3i 3BINbHEHHA [0 3’ACyBaHHS

e(EeKTUBHOCTI QisANbHOCTI, 4OCArHEHHS Linen, BUKOHaHHS
NMOBHOBAXEHb.

HarnsgoBa paga baHky BusHadvae, 3aTBepmxye, 3a
notpebu nepernsggae Ta y BM3HAYEHOMY HEK MOPSOKY
30INCHIOE OLUHKY Ta KOHTPOMb 3a peanisauieto NosiTukn
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remuneration policy, which must determine the criteria
for establishing:

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

2) 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

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
significantimpact on the Bank's risk profile. Such criteria
may take into account the potential impact of a person's
professional activity, taking into account his powers and
duties, on the Bank's risk profile, risk indicators and the
Bank's performance. The criteria take into account all
significant types of risks to which the Bank may be
exposed. One of the quantitative criteria is exceeding
the size of the variable remuneration paid for the year
by two or more times the size of the annual fixed
remuneration;

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

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) notification to the Bank's shareholders and the
National Bank (at least once a year) about persons
whose professional activities have a significant impact
on the Bank's risk profile.

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

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

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

The Bank makes a decision on the payment of variable
remuneration taking into account the risks accepted by

BMHaropoau, €ka Mae BU3Ha4yatu Kputepii  Ans
BCTAHOBIIEHHSA:
1) dikcoBaHOi BuHaropoan, sika Bigobpakae piBeHb

npodecinnHoro aocsigy Ta opraHisauinHoi
BigNoBiganbHOCTI 3 ornsgy Ha nocagoBi 060B’SA3KK
npauiBHuKa;

2) 3MiHHOT BMHaropoau, ska Bigobpaxkae nocnigoBHe Ta
BMBa)X€He 3 ypaxyBaHHSM pu3nkiB baHKy BMKOHaHHS
00O0B’A3KIB, @ TaKoX pe3ynbTar, WO NepeBuLLYyE BUMOIM
nocagoBmx 060B’sI3KiB NpaLiBHMKA.

MoniTuka BUHaropoau Mae MIiCTUTW NOPSIAOK BU3HAYEHHS
0cCib, npodeciiHa QiANbHICTb AKMX Ma€ 3HAa4YHUIN BNIIMB Ha
npodine puauky baHky, Ta BkMoYaT Taki MMTaHHS:

1) BW3HauveHHs opraHiB ynpasniHHg/ nigpo3sginis/
nocagoBux ocib, BignosiganbHUX 3a BU3Ha4YeHHS OcCiO,
npodecinHa AiANbHICTE AKX Ma€ 3HaYHWA BNIMB Ha
npoinb pnanky baHky;

2) BW3HAYEHHs1 SKICHMX | KiNbKICHUX KpuTepiiB Ans
BM3HAYEeHHS1 0cCiO, npodpeciiHa AianbHICTb SKUX Mae
3HaYHWUV BNNMB Ha npodinb pusnky banky. Taki kpuTepii
MOXYTb ypaxoByBaTu MOTEHUINHMA BNNNB NPOdeCinHOoi
AiFgnbHOCTI 0cOBU 3 ypaxyBaHHAM ii MOBHOBAXEHb i
060B’s3kiB Ha Npodinb pn3nky baHKy, NOKasHWKN pU3nKy
Ta edektuBHiCTb  gianbHocTi  banky.  Kputepii
BPaxoBylOTb YCi CYTTEBI BWAW PU3NKIB, Ha SKi MOXe
Hapaxatucss BbaHk. OgHMM i3 KinbKiCHUX KpuUTepiiB €
NepeBULLIEHHS PO3MIpy BMMMA4YeHOi 3a pik  3MiHHOI
BMHaropogn B ABa Ta Oinblie pasiB po3mipy pivHOi
dikcoBaHOi BMHaropoau;

3) odopMneHHss pe3ynbTaTiB  BU3HAYEeHHA  OciO,
npodpeciiHa AiANbHICTE AKX Mae 3HaYHWA BNIMB Ha
npodine pusnky baHKy, 3aTBepaXeHHs nepeniky Lnx
oci6;

4) nepiognyHicTb (He pigwe ogHoro pasy Ha pik)
nepernsgy nepeniky ocib, npodecinHa QianbHICTb AKX
Ma€ 3Ha4yHUIM BNNMB Ha Npodinb pu3nky baHky;

5) nosigomneHHs akuioHepam baHky Ta HauioHanbHoMy
BaHky (He piglwe ogHoro pasdy Ha pik) npo ocio,
npodpeciHa AiANbHICTb AKMX Ma€e 3HaAYHWI BNAMB Ha
npodine pusnky baHky.

baHk Hapae iHdoOpMaUilo LWOAO BU3HAYEHHSA Ocio,
npoecinHa AiANbHICTE AKX Ma€ 3HaYHWA BNIMB Ha
npodinb pu3nky banky, Ta nepenik Takux oci6
HauioHansHoMy BaHky Ha noro Bumory.

MoniTnka BUHaropoau Mae CTUMYIOBATW YreHiB OpraHis
ynpasniHHSA, BNNMBOBKX OCib AisTh B iHTepecax baHky Ta
He nMpurMMaT HagMipHUX PU3KKIB.

MoniTuka BuHaropogM Mae BU3HaYaTM  MNOPSOOK
NPUAHATTS  piweHb npo Bunnaty/ BigcTpodeHHs/
3MeHLIEeHHs/  cKacyBaHHSA/  MOBEPHEHHA  3MiHHOT
BMHAropoau, a TakoX MoXe Bu3HavaTu oopmu BUNnIaTu
3MiHHOI BMHaropoaw.

BbaHk npuAaMae pileHHs Woao  BUMMATU  3MIHHOI
BMHAropoam 3 ypaxyBaHHSAM MPUAHATUX BaHkoMm pusukis
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the Bank and the results of such acceptance, the
financial results of the Bank's activities, compliance with
the requirements for the Bank's capital, maintaining the
appropriate level of liquidity.

The remuneration policy should be gender neutral and
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 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 procedure (separately for each type of fixed
and variable remuneration), the procedure for assessing
the fulfillment of these criteria;

2) contains information on the incentive program for
Members of the Board, influential persons (if any), which
includes information on the conditions for providing
incentive and compensation payments, and the causal
link between performance and a variable remuneration
of a member of the Managment Board, influential
person;

i pesynbTaTiB Takoro MpUUHATTH,  (PiHAHCOBOrO
pesynbTaty AianbHOCTi BbaHKy, OOTpUMaHHS BUMOr [0

kanitany baHky, nigTpUMaHHA HaneXHOro piBHSA
NiKBiQHOCTI.

MoniTka BuHaropoan NOBWMHHaA OyTM  reHOepHo
HeWTpanbHOK Ta BM3HaA4YaTUCA 3  ypaxyBaHHSM

HeOoOXiOHOCTI OOTPUMAaHHS MPUHLKUMNY PiBHOI OonnaTtu
npaui npauiBHWKIB YOMOBIYOI Ta XIHOYOI CTaTi 3a piBHY
poboTy abo poboTy 0OQHAKOBOI LIiHHOCTI.

MMoniTka BWHaropoaM BU3HA4Yae 3  ypaxyBaHHSAM
yctaHoBneHux MM HBY Ne 153 sBumor obcsar iHdopmaLit
Npo BUNMaTy BMHAropoaum, WO BKMAYAETLCA OO0 PiYHOro
3BiTy Banky. OB6car iHdopmauii npo BuMHaropogy, LWO
nignarae BKIOYEHHIO A0 pidHOro 3BiTy baHky, He moxe
OyTM MeHWNM, Hix ycTaHoBreHo MM HBY Ne 153.

Harnsigosa paga baHky BCTaHOBMOE po3mip BUHaropoau
Nonosu Ta Ynexis MNpaBniHHS, KepiBHUKA Ta NpauiBHUKIB
nigpo3ainy BHYTPIWHBLOTO ayauTy, TFOfIOBHOMO PU3NK-
MeHeKepa, rofloBHOro KOMMaeHc-MeHemKepa.

[MpaBniHHA BCTaAHOBMIOE PO3MIP BUHAropoau iHLWNX
npauiBHukiB bBaHky, £Kkwo iHwe He nepegbayveHo
3akoHo4aBCcTBOM YKpaiHu i/abo ctaTyTom BaHky.

18.1. Bumoru go nonoxeHb Npo BMHaropoay YneHis
MpaBniHHA, BNAIMBOBUX OCi6 Ta BigoOpakeHHs iX B
pernameHTtyrounx gaokymeHtax AT “OTIM BAHK”.

MonoxeHHa npo BuHaropody YneHie [MpaBniHHS,
BMMMBOBUX OCIO (gani — MOMNOXeHHs MPO BMHaropoay)
onucye cuctemy BuHaropoan UYnenis [lpaBniHHA,
BMMMBOBUX OCi0.

18.1.1. TlonoxeHHs NpO BWHAropogy € BHYTPILWHIM
OOKyMeHTOM BaHky, akui:

1) BM3Hayae OCHOBHI 3acagu 3anpoBamxeHol B baHky
cuctemn BuHaropoam YnediB [lpaBniHHA, BNMBOBUX
ocib, cknagoBi BWHaropoAu (3anpoBamXeHHs nuLle
¢ikcoBaHOi BMHaAropoan 4m noegHaHHS dikcoBaHOI Ta
3MiHHOI BUHaropoau), CTpyKTypy Takoi BuHaropoau (BMam
dikcoBaHOi Ta  3MiHHOI  BMHaropogu),  KpuTepii
BM3HAYEeHHA PO3Mipy Ta MOPSAOK PO3paxyHKy po3Mipy
BMHAropoau (OKpemo LWoA0 KOXHOro BMay ikcoBaHoi Ta
3MiHHOI BMHaAropoau), nopsifoK OLUiHKM BUKOHAHHS LMX
KpUTEpIiB;

2) MicTUTb iHopMaLilo Woao nporpamMmu CTUMYIOBaHHSA
UneHiB MNpaBniHHA, BNNMBOBMX OCIO (32 HasIBHOCTI), Aka
BKIOYae iHdbopmau,ito npo yMOBU HagaHHs
3a0Xx04yBanbHUX i KOMNEHcaUinHUX BUNnaT, i NPUYUHHO-
HacnigKoBoro 3B'si3Ky Mk edeKTMBHICTIO poboTu Ta
3MiHHOK BMHaropogol u4neHa [lpaBniHHSA, BNAMBOBOI
ocobu;
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3) contains the principles and parameters of the system
of non-monetary incentives (if the bank has such a
system in future for Board Members, influential person);

4) contains information on additional pension provision
or procedure for payment of remuneration in case of
early retirement of Members of the Board, influential
persons (in case the bank introduces in future a system
of additional pension provision or procedure for
payment of remuneration in case of early retirement for
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 (monetary / non-monetary) and terms of
payment;

9) determines the procedure for partial payment,
deferral, reduction / cancellation or return of the variable
component of remuneration / its parts, if any

10) 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;

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

12) 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. The
amount of information about the remuneration that to be
made public cannot be less than that established by law.

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

3) MiCTMTb MpuHUMNM Ta napamMeTpu cuctemu
HerpoLoBOro CTUMYNIOBaHHA (3a HasiBHOCTI B bBaHky
Takol cuctemm y manbytHbomy Ans Yneris lMpaeniHHS,
BNIIMBOBOI 0COBM);

4) MicTuTb iHdoOpMaUild Npo [OodaTkoBe MEHCINHE
3abe3neveHHss abo NOpsSAOK BUMMATU BUMHAropoan B paasi
OOCTPOKOBOro BMXOA4Y Ha neHcito YneHiB [MpaBniHHSA,
BNIIMBOBWX OCiO (y pasi 3anpoBagXeHHHA Y ManibyTHbOMY
Bankom cucTemMMn [100aTKOBOro NEeHCINHOro
3abe3nevyeHHsa abo nopsiaky BMNnaT BUHAropoau B pasi
OOCTPOKOBOro BUXOAY Ha NeHcito Ansa YneHis NpaBniHHS,
BMMMBOBUX 0OCi0);

5) BM3Ha4ae po3nofin NOBHOBAaXEHb LLOAO MPUUHATTS
piLLeHb NPO BUHAropoay;

6) BM3HA4Ya€ nNOpAAOK CKnaaaHHA, 3aTBepKeHHA Ta

ONpuIntogHEHHA  3BiITY nNpo  BMHaropogy Ynedis
MpaBniHHA, BAAMBOBMX oOcCi6 (gani — 3BIT npo
BMHaropoay);

7) MicTuTb iHdOopMaLito Woao
nonitTukn baHKy CTOCOBHO CTPOKY Aii A4OroBopis
(koHTpakTiB) 3 4yneHamu [lpaBniHHA, BNAVBUMMU

ocobamu (nucbmoBi TPYAOBI Aorosopu
(KOHTpaKTK) ynagaTbCs y BUNaakax BU3HaYeHUX
3aKOHO[aBCTBOM),

Ta BKMOYEHHS OO0 Takux OOroBopiB (KOHTPaKTiB)
YMOB MpO BUMMNATU 3i 3BiNlbHEHHS (3a HasiBHOCTI);

8) MicTUTb iHdopmaLilo NPo NOPSAOK i YMOBM BUNMaTU
BMHaropoau, copmu Bunnatu BuHaropoau (rpoLlosi/
HErpoLUoBi) Ta CTPOKM BUNNaTu;

9) BM3Ha4ae NOpsOK YAaCTKOBOI BUMMATK, BiACTPOUEHHS,
CKOpOYeHHs/cKacyBaHHA abo MOBEPHEHHSI  3MiHHOI
CknagoBoi BuHaropogwu/ii 4acTvH y pasi HasiBHOCTI B
CTPYKTYpi BUHAropoam 3MiHHOI CKNaaoBof;

10) MiCTUTb MOSICHEHHA MeTofiB, AKi 3acTocoBye BbaHk
AN BCTAHOBIIEHHS  BWKOHAHHA  KPUTEPITB  OLIHKK
edeKTUBHOCTI poboTn Ynerie [MpaBniHHSA, BNIIMBOBMX
ocib;

11) mMiCcTUTb iHWI yMOBK, SKi HE cynepeyaTtb MpuHUMNamM
cucTeMm BUHaropoau, BU3HayeHum Uieto MNMonitukoto;

12) BM3Hayae 3 ypaxyBaHHAM ycTaHosrieHux [ HBY
Ne 153 Bumor obcAr BifOMOCTEN, WO MICTATbCA Y 3BITI
npo BUHAropogy, Ta obcar BigOMOCTEN Npo BUHAropoay,
Lo MOXYTb ByTn onpuntogHeHi. O6car BigomMocTeln npo
BMHaropofy, WO Mignsrae ONPUIOLHEHHIO, He MOoXe
6yTn MeHWwwnMm, HiXk yctaHoneHo MM HBY Ne 153.

MignyHkTn nyHkTy 18.1.1 Po3giny 18 BigobpaxeHi y uin
Monituui, pynosin noniTuui BuHaropoAm, [MoONoXeHHi
npo onnaty npaui npadiBHukiB AT «OTIT BAHK», a
neplla 4actmHa nignyHkty 7) nyHkty 18.1.1 Po3aginy 18
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Association of JSC OTP BANK and in the Rules of
procedure of the 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;

5) comply with the system of distribution of powers in
decision-making (checks and balances) created in the
Bank, corporate governance, the principles of corporate
culture of the bank and responsible business behavior
in the market;

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

7) determine that the remuneration of Members of the
Board, influential persons may consist of a fixed and a
variable remuneration (if applicable) or only a fixed
remuneration;

8) determine that the amount of the fixed fee should be
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;

9) determine that the payment of part of the variable
remuneration may be postponed for a certain period,
which is determined the Supervisory board (for Board
Members, influential persons). The share of variable
remuneration to be deferred is determined by the
Supervisory board (for Board Members, influential
persons);

10) determine that the Supervisory Board has the right
to make decisions on:

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);

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

determining the amount of severance payments.

uiei Monitukn BigobpaxeHo y Cratyti AT «OTIM BAHK»
Ta B “lNonoxeHHi npo MNpaBniHHA".

18.1.2. lMonoxeHHsi Npo BMHaropoay Mae:

1) 6yTn npo3opum, 3pO3yMINIMM Ta OpPiEHTOBaHMM Ha
YHWKHEHHS1 KOHNIKTY iHTepeciB y baHKy, He gonyckaTtu
ONCKPUMIHaLIT;

2) BignosigaTtu NoniTuui ynpaeniHHS pu3ankamu 1a 0yTn
HauineHMm Ha HegOoNyLEHHS CTUMYIIIOBaHHS MPURHATTS
pU3KKiB, SIKi NepeBuLLYOTb gonycTuMuii Yy baHky piBeHb
pU3NK-aneTuTy;

3) MiCTUTK iHdbopmaLito Loao
HenpoBeAEeHHs MepioaUYHOI  He3anexHoi
OLiHKM BUNNaTK BUHaropoau B baHky;

4) signosigatn Bumoram 6aHKIBCbKOro 3akoHOAaBCTBa
YKpaiHu, 3akoHOoA4aBCTBa MPO akuiOHEepHi ToBapucTBa Ta
Bumoram [N HBY Ne 153;

5) Bignosigatn cTBOpeHin y BaHky cuctemi posnoginy
MOBHOBa)EHb Yy MNPUWAHATTI pieHb (CTpMMyBaHb i
npoTuBar), KOpPNOpaTUBHOIO  yMpaBMiHHSA, 3acagam
KoprniopaTUBHOI KynbTypn baHky Ta BignosiganbHol
OiNoBOi NOBEAiHKN Ha PUHKY;

6) BM3HavaTM, WO BuHaropoga YnedHiB [lpaBniHHSA,
BMMMBOBUX OCI6O mMae 6yTu pO3ymMHO OOGIpPYHTOBAHO
CTOCOBHO aHanoriyHnx (abo CniBMipHUX) PUHKOBUX
MOKa3HWUKIB PO3MIpiB i yMOB BUMMaTN BUHAropoaw;

7) BM3Ha4yaTW, WO BuHaropoda YnediB [lpaBniHHS,
BMNMBOBMX OCi6 MoOXe cknagatucs 3 dikcoBaHoi Ta
3MiHHOT BUHaropoau (y pasi ii 3actocyBaHHs) abo nve 3
dikcoBaHOi BMHaropoau;

8) BM3HayaTu, Wo po3Mip dikcoBaHOI BMHaAropoan mae
Oytm poctatHiM ans Toro, wo6 bBbaHk maB 3mory
peanidyBaTu CBOE MNpaBO He BUMMadyBaTU 3MiHHY
BMHaropogy (y ToMy uncni ButpedyBaTn NOBEPHEHHS BXeE
BMMNIa4YeHOoi 3MiHHOI BUHaropoau), SIKLLO He BUKOHYIOTLCSH
YMOBW, AOTPMMaHHA $KMX € HeobxigHMm p[nst Takol
3MiHHOT BUHaropogau. Kno4yoBum Kputepiem AoCTaTHOCTI
ikcoBaHOI BMHaropoaum € ii BignosigHiCTe NnpodecintHoMy
JOCBidy, BW3HaYeHUM (YHKUiOHanbHMM O0BO0B’A3kam
ocobu Ta piBHIO ii BigNoBiganbHOCTI;

9) BM3Ha4aTK, WO BMNMaTa YacTUHU 3MIHHOI BUHaropoauv
Moxe OyTM BIOCTpPOYEHa Ha MeBHWIA nepiod, SKUA
BM3Ha4vaeTbcsa Harnggosoto pagoto baHky (ons Ynenis
MpaBniHHA,  BNMMBOBMX  OcCiB). YacTka  3MiHHOI
BMHAropoau, sika mae OyTu BiACTpoYeHa, BU3HAYAETLCS
Harnsgoeoto papgoto bBanky (gnst Ynenis [MpaBniHHs,
BMIIMBOBUX OCIb);

nposeaeHHs/
30BHiLLHbOI

10) BusHavaTtn, wo Harnsgoea paga baHky mae npaBo
NPUAHATY PiLLIEHHSA LWOOO:

BMNNAaTU 3MiHHOI BUHAropoau 4YacTKOBO, BiACTPOYEHHS i
BUNMAaTK, CKOpPOYEHHs/cKkacyBaHHA 1i  Bunnatnm (3
ypaxyBaHHsIM pe3ynbTaTiB  AignbHOCTI, iHaHCOBOro
ctaHy baHky);

NMOBEPHEHHS BXE CrnnaveHoi 3MiHHOT BUHaropoau (y pasi
1T cnnaTu Ha nigcTasi iHpopmalii, sika 3rogqomM BusiBUnacs
HenpaBUIbHOI/HEOOCTOBIPHOK) Ta  BCTAHOBIMEHHSA
CTPOKY TaKoro noBEpPHEHHS;

BM3HAYEeHHS PO3Mipy BMMNaT 3i 3BiflbHEHHS.
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Points of the chapter 18.1.2 are described in the Group
Remuneration Policy and in this Policy, including
supplementations below.

Subparagraph 3):

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

Subparagraph 6) and 8):

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

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

Subparagraph 9)

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

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

Bank’s decision on:

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

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

e determining the amount of severance payments.

18.2 Requirements for remuneration reports
18.2.1 The remuneration report should
information on:

contain

MignyHktn nyHkty 18.1.2 Pospiny 18 uiei lMonitukn
BigobpaxeHi y pynoBin noniTuli BUHaAropoam, a Takox y
uin Monituui i3 BpaxyBaHHAM OONOBHEHb HUXYE:!
MignyHkT 3)

MepiognyHa Hes3anexHa 30BHIWHA OuiHKa BunnaTn
BMHAropogn CTOCOBHO YneHis [MpaBniHHS, BRAMBOBUX
ocib B baHKky He npoBoguTbCHA, NpPOTE MOXe OyTn
nposefeHa 3a piweHHam Harnsagosoi pagu baHky.

MignyHKT 6) Ta 8)
BuHaropoga Ynenis [lpaBniHHg, BnNnMBOBMX OCI6
PO3YMHO OBGI'pYHTOBYETLCA CTOCOBHO aHarnoridyHux (abo

CMiBMIPHNX) PUHKOBMX MOKa3HWKIB pPO3MIpiB i ymOB
BMMNMATM  BMHAropogu B pamKkax  MOrO[XeHHs
BCTAHOBMEHHSA/  3MiHM  BuHaropogu Aana  UYnexis

MpaeniHHA, BAAMBOBUX OCIO 3i CTOpOHM MaTepuHCbKOro
baHky, 3 ypaxyBaHHAM aHanidy MaTepuHckboro bBaHky
OaHNX BUHAropoam aHanoriyHux nocag Ha pyHKy npaui Ha
6asi gaHmx Korn Ferry abo iHwworo npoBangepa.

Po3mip ¢hikcoBaHOi BMHaropoan SBMASETbCS AOCTATHIM

ans Toro, wob baHk maB 3mory peanisyBaTtu CBOE NMpaBo

He BunnavyBaTu 3MiHHY BuHaropody (y TOMy u4umchi

BUTpebyBaT MOBEPHEHHS BXE BUMMAYEeHOi 3MiHHOI

BMHAropoau), SKLLO He BUKOHYOTLCS YMOBU, AOTPUMAHHS

AKMX € HeobXigHUM [Ons Takoi 3MiHHOI BUHAropoaw.

Kntouosumm KpUtepiem [OCTaTHOCTI dikcoBaHol

BMHaropogmn € i BignoBigHiCTb npodecinHoMy [OCBIgY,

BM3HA4YeHMM (YHKLiOHanbHMM 00OB’si3kaM 0ocobu Ta

piBHIO i BignoBiganbHOCTI

MignyHkT 9)

BMMaTa YacTMHM 3MIHHOI BUHaropoan Moxe OyTu

BiACTpOYEeHa Ha MNEeBHUN nepiod, SKMN BU3HAYAETLCH

'pynoBoto MOMITUKOIO BMHAropoau, sika 3aTBepaXyeTbCs

Harnsgosoto papoto baHky (ona Ynewi [NpasniHHS,

BNIMBOBKX 0CiB). YacTka 3MiHHOI BUHaropoau, sika mMae

OyTM BiOCTpOYEHa, BU3HAYAETLCA TaKOX 3rigHO 3

["pynoBoto NoNiTUKoI BUHaAropogu. 3MiHW Ta BUKITHOYEHHS

MOXYTb OYTU BHECEHi Micns nonepeaHbOro NOroAXeHHs

MaTepuHcbknum BaHkom;

MignyHkT 10)

Harnsgosa paga baHky mae npaBo NPUNHATK pilleHHS

3rigHo 3 [[pynoBoto NOMITUKOK BUHAropoau Ta BignoBigHo

0o piweHb MaTepuHcbkoro baHka wono:

e BUMMATU 3MiHHOI BUHaropoau 4acTKOBO,
BiACTPOYEHHS ii BUNIaTN, CKOPOYEHHS/CKacyBaHHs i
BUNNatTu (3 ypaxyBaHHSM pe3ynbTaTiB AisafbHOCTI,
iHaHcoBoro ctaHy baHky);

e [OBEPHEHHS BXe crnnayeHol 3mMiHHOT BuHaropoau (y
pasi il cnnatm Ha nigctasi iHpopmaLii, ska 3rogom
BUSIBUNIACs  HEMpaBWIIbHOK/HEOOCTOBIPHOW)  Ta
BCTAHOBJIIEHHA CTPOKY TaKoro NOBEPHEHHS;

e  BM3HAYEHHA PO3Mipy BUNNAT 3i 3BiNbHEHHSA.

18.2 Bumoru fo 3BiTiB Npo BUHaropoay
18.2.1 3BiT Npo BUHaropoay Mae MICTUTK iHdopMaLLito
wono:
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1) the amounts of remuneration that were and / or
should be paid to the members of the management
body, influential persons based on the results of the
reporting financial year (in terms of fixed and variable
components of remuneration);

2) the terms of the actual payment of remuneration, their
compliance with the provisions on remuneration;

3) a full description of the structure of all components of
remuneration to be paid to Members of the Board,
influential persons for the relevant management
function, influential persons;

4) performance evaluation criteria (indicating how they
were achieved), based on the results of which the
variable remuneration was calculated (if the variable
remuneration was accrued);

5) the facts of the Bank's use of the right to return the
variable remuneration previously paid to the members
of the management body, influential persons;

6) participants in the introduction of the remuneration
system. Such information includes information on:
powers and composition of the remuneration committee
(in case of its creation);

names, surnames, patronymics (if any) of external
consultants;

the role of the Bank's participants in the process of
introducing the remuneration system;

7) incentive programs. Such information includes
information on pension schemes (if any) if applied
during the reporting year;

8) deviations of the amounts of actual payments from
the amounts payable in accordance with the approved
provision on remuneration, as well as an explanation of
the reasons for such deviation and specific elements of
the provision on remuneration in respect of which the
deviation occurred, if such deviations occurred during
the reporting year;

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

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

18.2.2 The report on the remuneration of the Members
of the Management Board must additionally contain
information on:

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

2) confirmed facts of unacceptable behavior of a
member of the Management Board (including those

1) cym BuHaropogu, €ki 6ynu Ta/abo wmawTb OyTn
BunnayeHi 4YneHam [paeniHHsg, BNNuMBOBUM ocobam 3a
pesynbTatamm 3BiTHOrO (iHAHCOBOrO pPOKy (y po3pisi
ikCOBaHMX i 3BMIHHMX CKNagoBUX BUHAropoau);

2) CTpoKkiB haKTMYHOI BuMNaTM BUHAropoawu, ix
BiNOBIAHOCTI MONOXEHHIO NPO BMHAropoAy;

3) nNOBHOrO oOMUCY CTPYKTYpM BCiX  CKIagoBUX
BMHaropoau, €ki MaTb OyTM BuUNNayeHi uneHam
MpaeniHHSA, BMAAMBOBMM ocobam 3a  BigMnNoBigHOW

dyHKUiE ynpaBniHHS, BNJIMBOBUM 0CO0aM;

4) kpuTepiiB OLIHKM €dPeKTUBHOCTI (i3 3a3HAYEHHAM TOrO,
AKAM YMHOM BOHW Oynu [OCArHyTi), 3a pesynbTatamu
OOCATHEHHS  SKMX 3AINCHEHO HapaxyBaHHSA  3MiHHOI
BMHaropoau  (SKWo  3miHHA  BuHaropoga  Oyna
HapaxoBaHa);

5) gakTiB BUKOpUCTaHHA BaHKOM npaBa Ha NOBEPHEHHS
paHiwe BunnaveHoi 4neHam [lpaBniHHA, BAMBOBUM
ocobam 3MiHHOT BUHaropoau;

6) ydyacHuKIB 3anpoBafXEHHSI CUCTEMU BWHAroOpoOAM.
Taka iHgpopMaLisi BKtoYae BigOMOCTI LWoA0:
MOBHOBa)KEHb Ta CKragy KOMITeTy 3 BMHaropoau (y pasi
MNOro CTBOPEHHS);

HalMeHyBaHHS/npi3BMW, iMeH, no 6aTbkoBi (3a
HasiBHOCTI) 30BHILLIHIX KOHCYNbTaHTIB;
poni yyacHukiB baHky B npoueci 3anpoBagXeHHS

CUCTEMM BMHAropoau;

7) nporpamu cTUMyrntoBaHHSA. Taka iHdopmMaLis BKrovae
BIJOMOCTiI NpO nporpamu NeHcinHoro 3abesneveHHs (3a
HasABHOCTI) y pasi iX 3acTOoCyBaHHS NPOTAroM 3BiTHOMo

pOKy;
8) BigxuneHb cym akTU4HMX BUNNaT Bi4 CyM, LWO
nignaratoTs  BUNNaTi  3rigHO i3 3aTBEpPAKEHUM

MOMOXEHHAM NPO BMHAropogy, a TaKoX MOACHEHHS
MPUYMH TaKOrO BIOXWMEHHSA Ta KOHKPETHMX €eneMeHTIB
MOMOXEHHS MpOo BMHaropody, LWoAo SAkux Bigbynocs
BIOXVMMNEHHS, SAKWO Taki BigxXuneHHs O6ynuM npoTarom
3BIiTHOIO POKY;

9) BusBneHnx baHkoM nopyLleHb YMOB MOMOXEHHS Mpo
BMHaropody (sKwo Taki Oynu) Ta 3acTocoBaHWX 3a
HacnigkaMmyu Takux MopylleHb 3axoAiB abo MPUAHATUX
pilLeHb.

Yca iHdopmauia wono cym BuHaropoau (B pos3pisi
iKCOBaHMX i 3MIHHUX i CKNagoBMX) HABOOUTLCS B 3BiTi
Npo BMHAropody B LinoMy (CYKymnHO) 3a BCiMa 4reHamu
MpaeniHHA, BNIMBOBMMK 0cobamun 6e3 geTanisauii Takmx
CYM Yy po3pi3i KOXHOro okpemoro uyneHa [lpaBniHHs,
BMNIIMBOBOI 0COOMU.

18.2.2 3siT npo BuHaropogy YneHis [lpaBniHHA
[00aTKOBO Ma€e MICTUTKM iHpopMaLito Woao:

1) daktTnyHoi npucyTHocTi uneHa [lpaBniHHA Ha
3acifaHHsX npaBniHHA Ta MOoro KOMITeTiB, 4O cknagy skux
Takui 4neH [lpaBniHHSA BX0AWUTb, ab0 MPUYMHU NOrO
Bi4CYTHOCTI;

2) nigTBepaXkeHmx aKTiB HEMPUMHATHOI MOBEAIHKM
uneHa [lpaBniHHA (yknwio4daroum Ti, WO MOBiAOMITEHI
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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
must additionally contain information on:

1) confirmed facts of unacceptable behavior of a
influential person (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
influential person;

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

The information provided for in this item is provided in
the remuneration report personalized for each individual
member of the Management Board, influential person
(summarized in terms of the number of meetings and
attendance / reasons for absence).

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

1) the total amount of funds paid by the Bank in the
reporting financial year. Such information should include
information on the amount of payments as remuneration
for the previous financial year;

2) the amount of funds paid by the Bank as a variable
remuneration (in terms of each type of variable
remuneration), and the grounds for their payment;

3) the amount of funds paid by the Bank as additional
remuneration for performance of work outside the usual
functions;

4) the amount of severance payments;

5) the estimated value of remuneration provided in non-
monetary form, in case of their implementation by the
Bank.

18.2.4 The remuneration report must contain the
following information on remuneration in the form of
participation of Members of the Board, influential
persons in the pension scheme (if any):

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

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

KOH(IAEHUINHNM LUASXOM) | BXUTUX 3a pesynbTaTamu
poscnigyBaHHSA 3axodiB y pasi HasBHOCTI BMMMBY TaKuX
dakTiB/3axodiB  Ha  BUMMATy  BUHaropoau  YneHy
MpaBniHHA BaHky;

3) HasiBHOCTI/BiACYTHOCTI 06r'pyHTOBaHMX NigcTaB LLOAO
BMMNATW/BiACTPOYEHHS/3MEHLLEHHA/NOBEPHEHHS 3MIHHOT
BUHaropoam yneHa NpaBniHHA.

3BiT Npo BMHaropoAdy BMIIMBOBMX OCIO 0O4ATKOBO Mae
MiCTUTK iHCbopmaLito LWoao:

1) nigTBepmKeHMX aKTiB HENPUUHATHOI MOBESIHKN
BMMMBOBOI 0COBWM (yKMovawuu Ti, WO MOBIOOMMEHI
KOH(IAEHUINHNM LUMASXOM) | BXUTUX 3a pe3ynbTaTamu
poscnigyBaHHSA 3axodiB y pasi HasBHOCTI BMMMBY TaKuXx
akTiB/3axodiB Ha BUMNaTy BUHAropoauM BrIMBOBIN
0co0i;

2) HasBHOCTI/BiACYTHOCTI OBGIpyHTOBaHMX MNigcTaB LWoao
BMNNATW/BiACTPOYEHHS/3MEHLLEHHS/MOBEPHEHHS 3MiHHOI
BMHaropoau BNanBOBIN(ot) ocobi(oto).

IHdopmaLis, nepeabayeHa LM MYHKTOM, HaBOOUTHLCH B
3BiTi NPO BUHAropoA4y MEepPCOoHiIPiKOBAHO 3a KOXHUM
oKpeMuM uneHom [lpaBniHHSA, BNNMBOBOK 0COBOI0
(ysaranbHeHO LWOAO KiNbKOCTI 3acigaHb i NpPUCYTHOCTI/
MPUYMH BiOCYTHOCTI).

18.2.3 3BiT npo BuHaropogy Mae MICTUTU Taky
iHdpopmaLito Woao BUNNaT y rpoLloBili i/fabo HerpoLLoBin
(3a HasiBHOCTI) hopmi, 3A4iNCHEHUX Ha KOpPUCTb YneHiB
MpaBniHHA, BNAMBOBMX OCIG y 3BiTHOMY biHAHCOBOMY
poui:

1) 3aranbHy cymy KowTiB, BUNnayeHy baHkoMm y 3BiTHOMY
iHaHcoBoMmy poui. Taka iHbopMaLis Mae BKoYaT AaHi
npo Ccymy BuUNNat €K BMHaropody 3a mnonepenHin
iHaHCOBUN piK;

2) cymmn KowrTiB, BunnaveHux baHkoM sk 3MiHHa
BMHaropoga (y po3pisi KOXHOro BuAYy  3MiHHOI
BMHaropoawm), i nigctaswm ix BunnaTy;

3) cymn kowrTiB, BunnadeHux baHkoM gk gopaTkoBa
BMHAropoga 3a BWKOHaHHA poboTM Mo3a Mexamu
3BUYANHUX DYHKUIN;

4) cymu BUNNAT 3i 3BifIbHEHHS;

5) ouUiHOYHY BapTiCTb BUHAropos, HagaHux y HerpoLLoBin
dopmi, y pasi ix 3giicHeHHst BaHkoM.

18.2.4 3BiT npo BWMHaropogy Mae MICTUTU Taky
iHdpopmauito woao BuHaropoaun y dopmi yyacTti YneHis
MpaBniHHA, BNNMBOBMX OCIG B nNporpami MNEHCIAHOro
3abe3neveHHs (y pasi HasiBHOCTI Mporpamm):

1) y pasi yyacTi B nporpami 3 cikcoBaHUMM BUNnaTamm —
LWOAOo 3MiH Yy 3annaHoBaHMX BuNnartax, Wo Biabynucs
NPOTAroM 3BiTHOrO PiHAHCOBOIO POKY;

2) y pasi yyacTi B nporpami 3 ¢pikcoBaHUMM BHeCKamMn —
woao cnnadveHnx bBbaHkom BHeckiB CTOCOBHO YrneHiB
MpaBniHHA, BNMBOBMX OCIG  MPOTAromM  3BiTHOMO
hiHaHCOBOIO POKY.
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18.2.5 The remuneration report should contain
information on the provision of loans, credits or
guarantees by the Bank during the reporting financial
year to the members of the management body,
influential persons (indicating the amounts and interest
rates).

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

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

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

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

Compliance and Risk Management Units (Operational
Risk Management Division), 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.

The Bank shall indicate information on remuneration to
members of the Management Board, influential persons
during the reporting financial year in its annual report
separately for the Management Board, influential
persons, indicating:

1) the amount of remuneration for the reporting financial
year in terms of fixed and variable components and the
number of recipients;

2) the amount of unpaid deferred remuneration;

3) the amount of deferred remuneration for previous
financial years paid during the reporting financial year.
Such information should include data on amounts
reduced based on performance evaluation;

18.2.5 3BiT npo BuHaropogy Mae MiICTUTK iHdopMaLLito
LWoao HagaHHA baHkoM NpoTArom 3BiTHOrO iHAHCOBOTO
POKy Mo3uK, KpeauTtiB abo rapaHTii uneHam [NpaBniHHS,
BNNMBOBUM ocobaMm (i3 3a3Ha4YeHHAM CyM i BiCOTKOBMX
CTaBOK).

Y uinomy (cykynHo) 3a Bcima yneHamu NpaeniHHs baHky,
BMMBOBMMW ocobamu, 6e3 geTanisalii B po3pisi KOXHOro
oKkpemoro vneHa NpaeniHHA, BNNMBOBOI 0COOM B 3BIiTi Npo
BMHAropoay HaBOAWTLCHA BCs iHopMmaLlis, BU3HayeHa
nyHktamn 18.2.3-18.2.5.

Lo cTocyeTbca KoMMneHcalin 3a BigpsaXeHHs, [O6oBUX
Ta iHWKWX BMAATKIB, WO MOXYTb OYyTM MoOB’A3aHMMM i3
BMKOHaHHAM ocoboro  dyHkuii  4yneHa [lpaeniHHS,
BMNIIMBOBWX OCI0, TO Taki BUMNIaTn matwTb BigobpaxaTtncs
BaHkoM Yy 3BiTi NPO BUHaropoay sk ckragosi ¢ikcoBaHoOT
BMHAropogm YneHis BignosigHoro MNMpaBniHHSA, BAAIMBOBUX
ocib.

18.3 TMMopAgok po3pobneHHA, 3aTBepAXeHHA Ta
ONpuUIIOAHEeHHSA NoNoXeHb NPO BUHaropoay

Harnsgosa paga baHky 3aTBepaXye MOMOXEHHS Mnpo
BuMHaropogy Ynenis [lpaBniHHA, BnnuBoBMX OCI6 3a
NOA4aHHSM Ta nicns iX po3rnsay KOMITETOM 3 BUHaropoam
(Ko Takum komiTeT y BaHky cTBOpeHO).

Migpo3ainM KoHTpont 3a AoTpuMaHHAM Hopm (Bigain

KOMMNNaeHcy) Ta 3 ynpaeniHHA pusvkamun (Bigain
yrpaBniHHA  onepauintHuMK  pusnkamu), a  TakoxX
nigpo3ginu  baHKy, BignoeiganeHi 3a poborty 3

nepcoHanom ([enapTtaMeHT ynpasriHHA NepcoHanom),
BeAeHHs byxrantepcbkoro obniky (fonosHui 6yxrantep/
HenaptameHT Gyxrantepcbkoro o6niky Ta 3BiTHOCTI),
nnaHyBaHHa OGlomxkeTy (JdenaptameHT diHaHCciB) Ta
3abesneyveHHs OpuaMYHOI  nigTpumkn  (KOprnanmdHun
AenapTamMmeHT), nonepegHbLo po3rnsganTb Ta
Y3rO[DKYIOTb MOMNOXEHHS NPO BUHAropoay.

BaHk po3milllye NONoXeHHs Npo BMHaropoAy Ha BMnacHIn
BeOcTOpiHUi npoTarom 15 pobouymx pAOHIB i3 AOHA iX
3aTBepOXKEHHS/BHECEHHS A0 HMX 3MiH i3 3ab6e3neyeHHAM
MOXIMBOCTI X nepernsagy.

BaHk 3a3Havae iHdopmauilo Npo BUNNaTy BUHaAropoau
uneHawm [MpaeniHHs, BNAMBOBUM ocobam, Lo Biabynvcs
NPOTArom 3BiTHOro iHAHCOBOrO POKY, Y CBOEMY PiYHOMY
3BiTi okpemo wopno [lpaeniHHS, BNNMBOBMX OCIO i3
3a3HaYeHHAM:

1) cym BuHaropoam 3a 3BiTHUA DiHAHCOBWIA PiK ¥ PO3pisi
dikcoBaHOi Ta 3MIHHOI  CKNagoBMX | KiNIbKOCTI
ofepXyBauiB;

2) cyMm HeBUNna4eHol BigknageHol BUHaropoau,;

3) cym BigknageHoi BUHaropoau 3a nonepeaHi iHaHCOoBI
POKU, BUMAA4YEHUX NPOTSArOM 3BITHOMO (PIHAHCOBOIO POKY.
Taka iHgOpMaUia Mae BKIOYATU AaHi Npo  CymMu,
3MEeHLLEHi Ha NiacTaBi OUiHKN pe3ynbTaTUBHOCTI;
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4) employment benefits made during the financial year
and the number of recipients of such payments;

5) the amounts of redundancy payments made during
the financial year and the number of recipients of such
payments

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.

4) BunnaT nig Yac NpUAHATTS Ha pPOBOTY, 3OINCHEHUX
NpoTArom PiHAHCOBOrO POKY, Ta KiNbKOCTI OAepXyBadiB
Takux BUMNNar;

5) cym BuNnaT nig vac 3BinNbHEHHS, 34iINCHEHNX NPOTATOM
¢iHaHCOBOro pPOKY, Ta KifbKOCTI ofepXyBadiB Takux
BMNNar.

18.4 TMopsAgok po3pobneHHA, 3aTBepOXEeHHA Ta
onpunraHeHHs 3BiTiB Npo BUHaropoay

HarnsgoBa paga bBaHky 3aTBepaxye 3BiTM  npo
BuHaropogy Ynedi [paBniHHsA, BRNMBOBUX OCI6 3a
noAaHHAM i micnsa iX po3rnsgy KOMiTeToM 3 BMHaropoau
(sKwo Takum komiteT y BaHky cTBOpeHO).

BaHk poamiwye 3BiTM nNpo BuHaropody, BuMMadYeHy
yneHam [lpaBniHHg, BMAMBOBMM ocobam MPOTSArom
3BIiTHOro (piHAHCOBOro POKY, Ha BNacHii BeOCTOpiHLUI B
Mepexi I[HTepHeT npoTsarom 15 pobounx AHIB i3 OHA iX
3aTBEPKEHHSA  YNMOBHOBaXXEHMM opraHom baHky i3
3abe3nevYeHHAM MOXIMBOCTI iX nepernsagy.

19. lokymeHTauifA

HOopatok 1. bBasoBi  po3mipy  cucTemMaTUyHMX
(perynapHux) npemin Ta BuHaAropod Mo nigcymkam
poboTn 3a pik.

HopaTtok 2. CTpykTypa i Bara nokasHuKiB s no3uuin nig
rPyrnoBOO MONITUKOK BUHAropoau.

Hopatok 3. Tunu npemitoBaHHS.
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20. Internal control 20. BHYTpIiLWHiN KOHTpOINb

Level 2.1 /PiBeHb 2.1

Onuc MocunaHHA
Ha3ga koHTponio/ peneBaHTHOro Onuc KQHTponroI Binnoaip.anbuuﬁ. 3a Ha NyHKT/
Ne Name of control pusuky/ Description of KoHTponb/ Responsible of CTOPiHKY/
Description of control control Link to item/
relevant risk page
1C-1 KoHTponb 3a Puauk BTpatu KoHTponb 3a MpauisHuk JenaptameHTy Po3gin 9,
BcTaHoBneHHsam KPI Ta yacy Ha KOPEKTHICTIO ynpasniHHA nepcoHanom/ nyHkT. 9.1/
OL|iHIOBaHHS OisANbHOCTI BUMNpPaBNeHHs BcTaHoBneHHs KPI ta
npauiBHuWKiB Ha niacTasi NomMunok/ OLIiHKOIO BUKOHAHHS
BUKOHAHHSI HUMM KiNbKICHMX KPI/
Ta skicnx KPI/ Control for correctness
; PR Section 9,
Control for KPI setting and Ejlsclf)?rfelcotsr;?i%tgrll]ees of KPI setting and Employee of the Human paragraph. 9.1
evaluation of employees evaluation Resource Directorate
activities based on their performance of KPI
performance of quantitative
and qualitative KPI
Puauk BTpatn . .
1C-2 KoHTponb 3a yacy Ha KoHTponb 3a [onosa lNpaeniHHA, YnexHn Po3agin 9,
BCTAHOBEHHAM Ta OLiHKOI BUNPABIEHHS KOPEKTHICTIO MNpaBniHHA, NpauiBHUK nyHKT 9.4, /
OKR/ NOMUNoK/ BCTaHOBIIEHHA Ta [enaptameHTy ynpasniHHSA
ouiHkoto OKR ans nepcoHanom/
KepiBHUKIB piBHA B-1 i
B-2 Ta ans iHWKnx
npauiBHukis /
Control for setting and Risk of losing time  conirol for correctness Section 9,

evaluation performance of
OKR

Level 2.2 /PiBeHb 2.2

to correct mistakes

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

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

paragraph 9.4.

Onuc - " & MocunaHHA
BipnoBiganbHumn
HasBa peneBaHTHOro Onuc koHTponiol 33 KOHTPONL/ Ha NyHKT/
= L NEmE FELT) Description of control Responsible of SRS
of control Description of P gontrol Link to item/
relevant risk page
KoHTponb piBHA AOTPUMaHHS ) .
IC-3 KoHTponb Pusuk BTpaTn Yacy BCTAHOBMEHIX NapameTpiB MpauiBHKK Posgin 9,
AOTPUMEHHA Ha BUMpaBneHHs MaTepuHCbKMM BaHKoM Ans noauwii ﬂenapTgmeHTy nyHkT 9.1/
BUMOT NoniTuku/ NoMUnok/ Midl FPYNOBOIO MOMITUKOIO BUHaropopy,  YMPaBIiHHS
KOHTPOSb AOTPUMAaHHS BCTAHOBIEHNX nepcoHanom/
napameTpiB ANnst iHWWX No3uuin/
Section 9,

Risk of losing time to
correct mistakes

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

Employee of the
Human
Resource
Directorate

positions of payments entrusted to
employee of the Human Resource

Directorate.

paragraph 9.1.
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Appendix 1

DopaTtok 1

to Policy on the performance evaluation and the pgo lNMoniTwkM Npo OUiHKY AiSNbHOCTI Ta MaTtepianbHe
ctumynitoBaHHs npauisHukis AT «OTIT BAHK»

incentives for OTP BANK JSC employees
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Appendix 2
to Policy on the performance evaluation and the pgo lNoniTMka NpPo OUIHKY AQiSANbHOCTI Ta MaTepianbHe

incentives for OTP BANK JSC employees

Oopartok 2

ctumynoBaHHA npauisHukiea AT «OTI BAHK»

CTpyKTypa i Bara nokasHuKiB Ans no3uvuin nig rpynoBol NOMiTUKOK BUHaropoau
Weigt of indicators for position under Group Remuneration Policy Structure and weigt of indicators for
position under Group Remuneration Policy

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

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

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

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

o g,

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

Y E#naggy, RO TN YTOPCELIN

p M3E Te y Oy

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

i i3 odep ynpal

prINKawN,

12 CybROHCONIZOEIHOMY T3 MICLESOMY pissax), 2373 yinei

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

"onoBu npaBniHHSA | BHeCEHi B AaHy NoniTnky npu HacTynHoMy OHOBIeEHHi/ Parameters can be changed based on

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

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

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

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

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

DoaaTtok 3

to Policy on the performance evaluation and the pgo Nonituka NPo OUIHKY AiANbHOCTI Ta MaTepianbHe
ctumyntoBaHHs npauisHukis AT «OTI BAHK»

incentives for OTP BANK JSC employees

Tunun npemiroBaHHA/ Bonus payment types

METO,CI,OHOI'ISI npemiloBaHHA

CrpareriyHi uini

IHauBioyanbHi Wini

CepedHE SHa4YeHHA

3aransHobaHKIBCBKI Lini

IHomeigyansHi KPI,

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

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

OnHopa3oBi
3a OCOBNUEO BaXNUEI 3aBAAHHA

Bonus payment methodology

Regular bonuses

Strategic goals

average value

Individual goals

Bank’s indicators Individual KPI,
Operation profit OKR, SLA
Business KPI
Set by CEQ/ Board
Member Set by manager

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

One-time bonuses
for the tasks of especial
importance

Cratyc JoKymMeHTa

CornacoBaHo

ABTOp AOKYMEHTa

CHEMUS Galyna Leonidivna

[laTta norogXeHHsi JOKyMeHTa

17.01.2023

46 cTop.




