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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:

3.

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

adherence to the principles of labor remuneration
correspondence to the employees’ individual
contribution to the Bank’s performance;
improvement of labor remuneration
including incentives;

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.

system

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) € enemMeHTOM 3aranbHOi cTpaTterii
ynpaeniHHa BaHKy Ta, ik cuctema, BCTaHOBIIOE 3B’A30K
MK cTpaTteriyHumm uinammn baHky, uUingmu 3rigHO 3
HanpaMKamMu LOiSnbHOCTI, a TakoX iHOMBIAYyanbHUMN
Linamm npauiBHUKIB Ha BCiX pIBHAX iepapxii baHky.
CunctemMa ouiHKM TakoX BNnvBae Ha MigTPUMKY PO3BUTKY
KOMMeTeHLin, ski HeobXigHi Ansa ycniwHoi npodeciiHoi
OisiNbHOCTI NpaliBHMKa B paMKax Aitodoi KopnopaTuBHOI
KynbTypu.

PesynbTatoM CWUCTEMM OLUIHKM AiSNbHOCTI  BUCTYNae
npemitoBaHHa npauiBHukiB BaHKy, cnpsmoBaHe Ha
edektuBHe martepianbHe CTUMYNIOBaHHSA

pe3ynbTaTUBHOCTI Npaui.

2. MeTa goKkymeHTy

MoniTMka npo OuiHKY AisnbHOCTI Ta MaTepianbHe
CTMMYMIOBaHHSA npauiBHWKiB baHky (Hagani — lMonituka)
pernaMmeHTye npouec, wo ob’egHye 3ycunna baHky,
CNpAMOBaHi Ha pO3BUTOK Ta OUIHKY AiSANbHOCTI
NpauiBHMKIB LUMSAXOM AOCATHEHHS Linen Ha NOTOYHWI PiK,
Ta BM3HAYae Nigxogu OO MaTepianbHOro 3a0XOYEHHS,
NOpPSAOK PO3PaxyHKy Ta MOroMKEHHA BMNaT.

MoniTuka cnpssmoBaHa Ha:

e MOTMBALilO MpauiBHUKIB ONS OOCATHEHHS LifboBUX
MOKa3HWKIB AiANbHOCTI Ta KiHUEBUX pe3ynbTaTiB
po6oTn baHKy B Uuinomy BigNOBIAHO [0 MNMaHiB
CTpaTeriyHoro po3BUTKY;

e  JOTPUMaHHSA NPUHLMMIB BiANOBIOHOCTI onnaTtu npaui
ocobucTtomy BKMagy npauiBHUKIB y pesynbTar
aianbHocTi baHky;

e  YOOCKOHaNeHHs cuctemu onnatu npadi, B TOMY Ynchi
MaTepianbHOro CTUMYITIOBAHHS;

e BCTAHOBMIEHHS  MPUHLUMNIB  CTUMYFIOBAHHA  Ta
BMMIplOBaHHA pes3ynbTatiB  gigneHocti AT «OTI
BAHK», sk komnaHii BaHkiBCbKOI rpynu, BignoBigHO
0o nonoxeHb [loniTukn BuHaropoan baHkiBCbKOT
rpynu, B iHTepecax 3abe3neyveHHsl Y3rompKeHoCTi
cuctem ctumynioBaHHa OTP Group Ha piBHi rpynu.

3. [HocTtyn A0 AOKYMEHTY

HaHnii JoKyMEeHT He Mae obOMexeHb LoAo AoCTyny A0
HbOro npauiBHUKIB BaHky.

4. 3aranbHi NONOXeHHA

MoniTnka oboB’A3koBa A0 3acTocyBaHHA B baHky 3 gatu
3aTBepAkeHHs. [lia uiei MNoniTukn nownpoeTbCca Ha BECb
nepcoHan baHKy, SIKWO BUKIMIOYEHHSA He 3aTBepaKeHe
iHLUMM JOKYMEHTOM.

LUs TMMonituka pospobrneHa BigNOBIAHO OO0 YMHHOIO
3akoHogaBcTBa YkpaiHu, 3okpema K3nll YkpaiHu,
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regulatory legal acts of the NSSMC, including
Corporate Governance Standards.

Interpretative provisions

a/

b/

el

f/

o/

h/

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

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

Parent Bank: OTP BANK Plc.

Identified employee (position under the Group
Remuneration Policy): 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.

HopmaTmBHo-npaBoBux akTis HKLIMOP,

B TOMY 4uCHi

CrtaHgapTiB KOPNOPaTUBHOIO yrpasBniHHS.

TnymauyyBanbHi NONOXEHHSA

a)

b)

c)
d)

f)

g9)

h)

BasoBa BuHaropopa: basoBa BuHaropopa
(cbikcoBaHa BMHaropoga) - ue dikcoBaHa 4acTuHa
3apobiTHOI nnaTu, sika He MoB'A3aHa 3 BUKOHAHHAM
uinen baHky, baHkiBCbKOT rpynu Ta iHOUBIAYyanbHOIro
PiBHS; KNHOYOBUM KOMMOHEHTOM $IKOro € ocobucrta
3apobiTHa nnarta Ta BCTAHOBIEHI 3aKOHOM HaabaBku
00 3apobiTHOI nnatu, BUHaropoga 3a BU3HAHHS
nocrnyru, 3asHadeHa B KONEKTMBHOMY [JOroBopi, Ta
iHWi ninbrn. basoBa BWHaropoga BU3HAYaAETHLCS
3asganerigb i HaneXxHuM 4YMHOM  BigoOpaxae
npodpecinHnin goceig Ta piBeHb BiANOBigANbHOCTI,
noB'si3aHoi 3 poboTot, i He Moxe OyTM 3HATa
poboToaaBLEeM B OLHOCTOPOHHBOMY MOPSOKY.

BuHaropopa 3a pe3ynbTaT: BuHaropoga 3a
pesynbTaTtamMu AisnbHOCTI (3MiHHA BMHaropoga) - ue
YacTuHa  3apobiTHOi  nnaTu, sKka  CroHyKae
npauiBHWKIB BUKOHYBaTW CBOKO POBOTY TakMM YMHOM,
WO BpaxoBye Uini Ta iHTepecm poboTogaBus i
Ao3Bonse npaudiBHukam 6patm ydactb y ycnixy
BisHeca poboTogaBus. AKLWO B UbOMY AOKYMEHTI He
nepepbayeHo iHwe, yci BMNnaTu, He BigHECEHI OO0

06a30Boi BUHaAropoau, KnacudikyoTbcs SK
BMHAropoga Ha OCHOBI pe3ynbTaTiB 4isifbHOCTI.
MaTtepuHcbkun Bank: OTP BANK Plc.
laeHTdikoBaHUM npaudiBHMK (no3uuis  nig

rpynoBol0 NoOniTMKOW BuHaropoawm): [lpauiBHuK
abo KepiBHWK, 3alHATUA 3a iHWMMW NPaBOBUMM
BiJHOCMHaMM, wo nepenbavae ocobucrte
3000B’A3aHHSA npawtoBati, AKNN CBOEID
NPodEecCinHO  OiANbHICTIO CYTTEBO BMMNMBaE Ha

npoinb  pu3nMKy ycTtaHoBW. BcTaHoOBNOWOTLCA
MaTepuHcbkum  BaHkOM Ta  3aTBepOXYHOTbCA
HakasoM [‘onosu NMpaBniHHSA.

FpynoBa nonitMka BuHaropoau - noniTuka

BMHaropoau, HagaHa MaTtepuHcbkum BaHkom ans
BMNpOBa[PKEHHA B KOMNaWigax  rpynu  (ans
ineHTUdiKoBaHOro nepcoHany).

LlinboBa yropa: cninbHa HasBa Uinen ouiHioBaHOro
npauiBHMKa Ha NOTOYHUI PiK Ta NMCbMOBA Yyroaa.

Llini: cykynHiCTb MOKa3HWKIB, SIKi CriyXkaTb OCHOBOI
Ons  OUiHKWM  pe3ynbTaTiB  AiANIbHOCTI  OUiHEHOro
npauiBH/Ka y NOTOYHOMY pOLii.

RORAC +: ROE / ER, - koediujieHT peHTabenbHOoCTi
BnacHoro kanitany (ROE; ckopuroaHuii "06MiHHURA"
NpubyTOK nicnsi ONoAaTKyBaHHSA, MOAINEHWA Ha
cepefHin BnacHui kanitan) Ta odikyBaHoOro npuoyTky
(ER) rpynun OTP.

Pik ouiHkn: Gi3Hec-pik, 0O SKOro 3aCTOCOBYETbLCSH
BUMIpIOBaAHHA Ta OLUiHKa pes3ynbTaTtiB AidnbHOCTI
BiAMNOBIOHUX 0CiO, i HA OCHOBI SIKOr0 BU3HAYaETbLCSH
po3mip  BMHaropogu Ha OCHOBI  pes3ynbTaTiB
DifANbHOCTI.
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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, Collection and
Work-out directorate.

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

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

The objectives formulated concerning the incentive
system are as follows:

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

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

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

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

Establishing the opportunity of
recognition for outstanding performance.

financial

)

k)

0)

Mopir BMKOHaHHA: 9K 4acCTWUHA OLHKM KiNbKICHMUX
NOKa3HWKIB, BMKOHAHHS MEBHOrO MOKa3HWKa HuXK4Ye
nopory BMKOHaHHS cTaHOBUTbL 0% BUKOHAHHS.

Mopir TonepaHTHOCTI: Ik YaCTUHA OLiHKWN KiNbKICHUX
MOKAa3HWKIB, SKLLO NEBHWUMA MOKAa3HMK BUKOHYETBCS Ha
PiBHi, WO AOpiBHIOE ab0O NepeBuLLYyE MOpIr OOMNYcKy
(TonepaHTHOCTI) - 3 ypaxyBaHHAM npodeciiHoro
OOrpyHTYBaHHA - KepiBHUK abo KepiBHUK, SKURA
peanidye npasa poboTogasud, Mae npaso 3pobutu
NPUAHATTA pPILEHHA MPO  3HAYeHHs BUKOHAHHA
nokasHuka mixx noporom gonycky 1a 100%, 6epyumn o
yBarn hakTU4Hi 3ycunns npadiBHuka, CnpaMoBaHi Ha
JOCArHEHHS 3aaHOi KiNbKICHOI Lini.

KepiBHUKM cnyx6 niaTpumkn, WO BuMarawTb
cxBaneHHAa MatepuHcbkoro BaHKy: crapui
KEPIBHMKN HACTYNMHUX (pyHKUiOHanNbHMX obnacTten B
opraHisauinHin iepapxii B 4aHi ycTaHOBI: lOpUANYHA,
komnraeHc, 6aHkiBCcbka Be3neka, BHYTPIWHIN ayauT,
HR, [lenapTameHT 360py Ta BperynioBaHHsS KpeauTiB.

Mepioa BiACTPOYKM: O3Havae, Yy BUNagky
BUHAropoau, 3aCHOBaHOI Ha pesynbTatax
DisSNbHOCTI, TPMBanICTb BiACTPOYKM MicNa 3aKiHYEHHS
OLiHIOBAHOTO POKY, sika He MoXxe ByTn MeHLle 3 pokiB.
MonepegHe  KOpUryBaHHA PU3NKY: MeToa
KOpUryBaHHs, o 3aCTOCOBYETbCS ansd
3abe3ne4yeHHs Y3roAXKEeHOCTi MiX piBHEM
BMHaropoau, 3acHOBaHOI Ha pesynbratax, Ta
pusmkamy, npuiHatumm  OTP  BANK Plc. T1a
BaHkiBcbkoo rpynoto OTI1, AKMA TakoX BpaxoBye
BB OyAb-sIKMX PU3KKIB, HE BpaxoBaHUX Y
nonepeaHin Kopekuii pusuky.

Mepion yTpuMaHHSA: nepiod, KONWM BUHaAropoga 3a
pesynbTataMmyn [LiSnbHOCTI - BXe 3apobneHa i
posnogineHa y copMi akTuBiB (Hanpuknag, akuii,
noB'a3aHi 3 akuigMW  iHCTPYMEHTM Towo) -
NPUCYOKYETLCA, ane npaBo OeHediuiapa
po3nopsipkaTnca  akTuBoM obmexyetbca  [lepioa
YTPYMaHHS He 3anexuTb Bif nepioay BiACTPOYKM.

Llini cuctemmn ctumynioBaHHs:

MeTol0 cCUCTEMM OUHKM pe3ynbTaTUBHOCTI €
nigTpumMKka OPMYBaHHA KOMIMMEKCHMX NIlaHi.,
CTUMYIIOBaHHS BMKOHAHHSA NriaHiB Ta NiaABULLEHHS
iHOMBIAYanNbHMUX NOKa3HUKIB.

BusHaueHi Lini noBMHHI OyTK Linsamu, Ha ki NogmHa
Mae MmartepianbHUN BNMB.

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

Tam, ge ue MOXNUBO, UiNbOBI MOKa3HMKU JOXOo4y
cnig  BKMHOYATM  cepel OKPEMUX  LiNTbOBMX
NMOKa3HWKIB 3 AOMIHYHYOI Barolo.

CTBOpEHHS MOXNMBOCTI (PiHAHCOBOrO 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 Department of HR
Directorate, in order to calculate bonuses for the Bank’s
employees.

Any other documents on the performance evaluation
and the incentives of employees which created in the
Bank or group policies in the OTP BANK Plc such as
Regulations on the Remuneration Policy of OTP BANK
Plc and of the Banking group complement this Policy.
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
BMKOHaHLIB Ta B PiBHi iX OX04iB.

- 3abeanevyeHHs1 3HA4YHOI OLHKM pori kepiBHMKa abo
KepiBHMKA, WO 34INCHIOE OLHKY, Y NPOLEeCi.

- 3amicTb noganbliMX 3anuTiB Ha KOpUryBaHHS
cy0’eKTMBHI acnekTu cnig BpaxoByBaTu BXe Mig vac
OL|iIHKM KiNTbKiICHMX NOKa3HUKIB.

- EdekTuBHiCTL rpynn BRnvBae Ha iHAUBIAyanbHi
MOKA3HWMKM TUX, XTO 3HAXOOUTBCHA HA HUXKYOMY PiBHi,
3aCTOCOBYHOUM 3MEHLUYBanbHi (CyTTEBI) Baru.

- |HouBigyanbHi pesynbTaTn GiSNbHOCTI HE MOXYTb
OyTU «NigHATUMWY» pe3ynbTaTamm GiSNbHOCTI Fpynu
(opraHizaLii), iHWKMMK cnoBamu, SKWO pe3ynbTaTtu
OiANbHOCTI  rpynn  NepeBuLLYOTb  pe3ynbTaTu
iHaMBigyanbHOT OLLiHKM, nepesary mae
iHOuBigyanbHa ouiHka (MpaBWMO 3aCTOCOBYETHCS
ONsi NO3ULR Nifg rpynoBOo0 MONITUKOK BUHAropoau).

- Minimizauis agmiHicTpyBaHHA Ha nanepi.

Llieto Monitukoto BCTaHOBIIOETLCSA cuctema
mMaTepianbHOro CTUMYNIOBaHHSA, BWAM Ta PO3Mipw,
CTpyKTYpa BMnNnaTu npeMitoBaHHs, nopsigokK

0OpPMIIEHHA Ta HagaHHA BiANOBIOHMX [OOKYMEHTIB,
TEepMiHM X NoJaHHA BignosiganbHUM MpauiBHUKaM
YnpasniHHA 3 yrnpasniHHA BMHaropogow  Ta
pe3ynbTaTUBHICTIO DiSNbHOCTI nepcoHany
HenaptameHTy ynpaeriHHS nepcoHanom ans
HapaxyBaHHS Npemin npauiBH1ukam baHky.

byaob-aki  JOKYMEHTW LWOoA4O OUiHKM  OiGnbHOCTI  Ta
MaTtepianbHOro  CTUMYIIOBaHHS npaviBHUKIB, wo
cTBOptotoTbCA B baHky, abo rpynosi nonitukn 8 BAT OTI
BAHK (YropwuHa), sk Monituka BuHaropogn OTP BANK
Plc. Ta BbaHkiBCbKOi rpynu, AOMOBHIOKTbL YMOBW L€l
MoniTukn. YMoOBM onnatuv npaui, SKi BCTaAHOBMEHi Yy
TpyOoOBUX poroBopax (KoHTpakTtax) Ta job-offers
npauiBHUKIB MaloTb HanBuLLmMi npioputeT. OKpemi yMOBU
OUiHKM Ta MaTepianbHOro CTUMYFOBaHHA NpauiBHUKIB
MOXYTb BcTaHoBnoBaTucb BAT OTI BAHK (YroplumHa)
3acobamm nowTu (B T.4. €enekTpoHHoi), abo B
pOo3nopsaYO-pErynsaTUBHNX JOKyMeHTax baHky.

Mpouecu nocTaHOBKM Uinern Ta nigBegeHHs NiaCyMKiB He
MalTb cynepeuuTn Bumoram KoopamHauiiHoi Ta
ynpasniHCbKoi nonitTnkn baHkiscbkoi rpynu OTT.

MoniTuka B LINOMY € reHaepHo HenTpanbHOW, baHk
OOTPUMYETLCA  NPUHUMMY  piBHOT  onnaty  npadi
npauiBHKKIB YOMOBIYOI Ta >XXiHOYOI CTaTi 3a piBHY poboTy
abo poboTy 0HaAKOBOI LiIHHOCTI.

Cratyc goKymeHTa CornacosaHo

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

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

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

- annual performance  remuneration  of
employees;

- bonuses for completing the tasks of especial
importance.

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

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

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

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

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

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

6.4 Differentiation.

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

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

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

5. OCHOBHi BUAU MaTepiaribHOro CTUMYJTIOBaHHS
nepcoHany BaHky

BwJ.M MaTepianbHOro CTUMYIHOBaHHA NPaLUiBHUKIB:
cucTeMaTUYHI (perynspHi) npemii 3a
pesynbTatamm poboTu 3a 3BiTHMM nepiod (3a
Micsaub, KBapTani T.4a.);

- BMHaropoga npauiBHMKIB 3a nigcymkamm poboTu
3a piK;

- npeMii 3a BWKOHAHHS OCOOMNMBO BaXNUBUX
3aBaHb.

6. OCHOBHi XapaKTepMCTUKU CUCTEMMU OLiHKMK
AisnbHocTi nepcoHany BaHky
cucTemm

OcHoBHUMM Xapakrepuctmkamm OLLiHKN

nepcoHany BaHky e:

6.1 €EgHicTb KOpNoOpaTUBHUX Ta iIHAMBIAYANbHUX LiNen.
KopnopaTtueHi 3agayi kackaayoTbCH Ha BCi piBHi BaHky.

lMocTaHoBKa UineW AN HavanbHWKIB  ynpasniHb/
OVPEKTopiB AenapTameHTiB ronosHoro odpicy (FO) Ta
perioHanbHNX KepiBHUKIB NPOBOAUTLCS BigANOBIOHO [0
cTparerii po6oTu baHky Ta ronoBHMUX NpiopuTeTiB poboTK.
Ha ocHoBi Bu3Ha4veHux npioputeTiB PopMylOTbCA Ui
ONa KepiBHWKIB  HACTyMHMX PpIiBHIB Ta  MiHiAHOro
nepcoHany.

6.2 NMpo3opicTb, ACHICTb.
[ae yiTke ysaBNEeHHHA Npo KpUTEPIT OLiHKN Ta MexaHi3Mu gji
cuctemm.

6.3 CnpaBegnuBicThb.
OuiHI0E BHECOK KOXHOMO B [JOCSArHEHHs1 3aranbHuX
KOprnopaTUBHMX 3agau.

6.4 IndepeHuinoBaHicTb.

BpaxoBye HasiBHICTb Pi3HWX rpyn 3 TOYKM 30py BNAMBY Ha
KiHLeBUM pe3ynbTaT GisHecy Ta 3abesnevye BUHaropoay,
afieKkBaTHY CTYMNEHIO BNIMBY Ha KiHLEBUI pe3ynbTar.

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

6.6 CninbHa BignosiganbHICTb KepiBHUKIB Ta MiHINHNX
npauiBHukiB baHky.
Mepenbavae po3noain
KepiBHMKOM Ta  Morofii
OOCSITHYTUIA pe3ynbTar.

BignoBiganbHOCTI MK
nignernum 3a  KiHUEBUNA

Cratyc goKymeHTa CornacosaHo

ABTOp AOKYMEHTa CHEMUS Galyna Leonidivna
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7. Main elements

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

fulfillment

bonus setting based on the results of the goals
evaluation.
Individual tasks which direct manager sets for a
subordinate should meet the following main
characteristics:
Concreteness. Tasks should be concrete and clearly
formulated.
Measurability. Tasks should be measurable, principles
of evaluation of task performance level should be
defined and formulated.
Ability to achieve. Tasks should be ambitious, but
possible to achieve, taking into consideration a real
possibility to get the desired result, both on the part of
the Bank and an employee.
Relevance. Tasks should be relevant, i.e. they should
take into consideration the area of an employee’s
responsibility.
Aimed at term of performance.
performance should be specified.

The terms of

8. Main approaches as for the employees’
performance evaluation

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

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

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

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

2) The individual system — for the employees of
separate units according to Annex 3. The system is
based on the individual effectiveness’ evaluation
depending on the Bank’s line of activity and allows

7. OCHOBHi enneMeHTU
OCHOBHUMM enieMeHTaMn CUCTEMMU OLLIHKM nepcoHany €:

iHTepB'to abo iHHOPMYBaHHS LLOAO MOCTAHOBKM
Linen Ha nepiog OuiHKK;
BCTAHOBJSIEHHA LiNen 3 po3BUTKY Ha nepioa
OLLiHKM;
3BOpPOTHIN  3B'A30K  Big  ©e3nocepeaHbOro
KepiBHMKa MpOTArOM pOKY Y BIigMoOBiAHOCTI A0
NepioanYHOCTI OLHIOBAHHSA NpaLiBHUKIB,
iHTepB’t0o 3 nigBedeHHa  nigcymkie  abo
iHbOpMYyBaHHS NPO BMKOHAHHS MOCTaBMEHMUX
3ajau Ta Uinen 3 po3BuTKY;
npemiloBaHHA  3a  pesynbTaramu
BUKOHaHHSA Linen.
IHamBigyanbHi  3apadi, ki ©esnocepefHin  KepiBHUK
BCTaAHOBSIIOE CBOEMY Mignernomy, NOBWHHI BignosigaTu
HaCTYMHUM OCHOBHMM XapaKTepUcTUKaMm:
KoHKkpeTHicTb. 3agadi NoBUHHI BYTN KOHKPETHMMMU, YiTKO
cchopmynboBaHUMM.
BumiptoBaHictb. 3agadvi maioTb 6yTm BuMIpOBaHUMWU,
MOBWHHI BYyTU BM3Ha4YeHi Ta dopmarnisoBaHi NpuHUUNU
OLiHKM PiBHA BMKOHAHHSA 3aadi.
HocsxHicTb. 3agavi noBuHHI Byt ambidinHumn, ane
OOCSDKHUMW, BPaxOBYHOUM pearibHy MOXIUBICTb, 3 Boky
Ak baHky, Tak i npauiBHWKa, [OCArHYTH GaxaHui
pesynbTar.
PeneBaHTHicTb. 3agadvi matoTb OyTu peneBaHTHUMM,
TOOTO BpaxoByBaTW 30HY Bi4NOBIAANbLHOCTI MpauiBHMKA.

OLiHKM

OpieHTOBaHi Ha TEepMiH BUKOHAaHHS.
BM3HaYeHi TEPMiHN BUKOHAHHS 3a4au.

MatoTb ByTK

8. OcHOBHi nigxogu wWoAOO OUWiHKW AiANbHOCTI
nepcoHany

Y bBaHky 3acTocoBylOTbCA BMOWN  OLLHKM

JisANbHOCTI NepcoHany:

HaCTYynHi

1)3a 3aranbHobaHkiBCbkolo cucTemoro (Ha 6asi KPI/

OKR):
cuctema KPI (key performance indicators)
0a3yeTbCsl Ha OCHOBi KITHOYOBMX MOKa3HMKIB

edektmBHoCTI (KPI), BU3HauyeHnx B 3anexHoCTi
Big cTpaTerii po3BuTKky baHky;

cuctema OKR (Objectives and Key Results)
6asyeTbCst Ha LLiNsix, BCTAHOBMNEHMX BiAMOBIOHO 0
ctpaterii baHky (Objectives), Ta iX Kr4YOBUX
nokasHukax edektuBHocTi (Key Results); OKR
BMCTYNalTb 06’€QHYI0YNM LiNbOBMM MOKA3HUKOM
ans koxHoi rpynn Key Results Ta He noB’a3aHi 3
BUMNATO NpeEMiIl.

2)3a iHovBIigyanbHOK CUCTEMOK — Ans npauiBHUKIB
okpemux nigpo3sginie 3rigHo 3 [Jogatkom 3. Cuctema
0a3yeTbCs Ha  OCHOBI  OUiHKM  iHOMBIgyanbHOI
edeKTMBHOCTI B 3aMneXHOCTi Bif HanpaAMKY AisnbHOCTI
BaHky Ta go3Bonge epeKTUBHO KepyBaTu, onepaTnBHO

Cratyc goKymeHTa CornacosaHo

ABTOp AOKYMEHTa CHEMUS Galyna Leonidivna
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effective managing, swift responding and facilitating
the performance efficiency growth.

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

Criteria and periodicity of personnel’ incentives

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

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

The procedure of goals setting and performance
evaluation

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

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

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

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

pearyBatM Ta COpuUSTU NiOBULLEHHIO pe3ynbTaTiB
DisiNbHOCTI.

Bunnata npemii Ha 6asi npoBegeHOi  OLiHKK
3[iNCHIOETBCSA Ha NiagcTaBi MOromkKeHb, AKi € MiacTaBoto
AN NignMcaHHsA Hakasy Ha BUNaTy npeMii i MoxXyTb OyTu
HagicnaHi Ha nanepoBunx HOCIsIX, 3acobamu
KOprnopaTUBHOI NOLWWTK/ pO3MilLleHi Ha KoprnopaTUBHOMY
noptani abo y BHYTPIWWHbOMY KOpPMOpPaTUBHOMY
nporpaMHOMy 3abe3neydeHHi AN OLiHKN QisNbHOCTI.

Kpurepii Ta nepioguYHicTb
CTUMYJIIOBaHHSA NepcoHany
MepiognyHicTe Ta po3mip perynspHoro Ta pivyHOro
MaTtepianbHOro CTUMYIOBaAHHA  MpauiBHMKIB  BaHKy
BM3HAYalOTbCS B 3aSI€XHOCTI Bid HAaNpsIMKY AisnbHOCTI Ta
3arMaHoi nocagu.

maTepianbHoro

Ons npauiBHUKIB, AKi npemitoTbCs 3a
3aranbHobaHkiBcbkoto cnuctemoro KPI, nepiogu ouiHkn Ta
po3mip npemii, WO 3anexuTb Bi4 BCTAHOBMEHUX
KoeilieHTiB npeMitoBaHHs, AKi BigobpaxatoTb
CMiBBIAHOLUEHHSI 3MiHHOI | MOCTINHOT YaCTMHU BUHAropoam
(npewmii i nocagosoro oknaay) 3acdikcosaHi B Jogatky 1
00 aaHoi MNonitukn).

MopApoKk BCTAaHOBNEHHs LUinen Ta nigBeaeHHNA
niacyMmKkiB

Mpn npwiiomi Ha pobOTy HOBUX  NpauiBHUKIB
Y3romKyetbcs  |HAMBIAyanbHUM  MnaH  MPOXOMKEHHS
BMNpoOyBanbHOrO TEpPMiHY [AONd HOBUX NpauiBHUKIB.
MMicna ycniwHoOro npoxogXeHHs  BuNpobyBarnbHOro
TepMiHy  nNpauiBHVKOM,  KepiBHWUKOM  MPOBOAUTHLCSH
MOCTaHOBKa Uinew Wnisxom iHTeps'to abo iHHopMyBaHHS
€eKTPOHHOI0 KOPNOpPaTUBHOIO NOLLTOHO.

IHaMBiQyanbHi Uini pekoMeH4oBaHO BCTaHOBMOBATU Ta
y3rogkyBaTtu OO MoYatky 3BiTHOro nepiogy B
€neKTpoOHHOMY BUrMsiAi 3aco6amun enekTpoHHOT MoLTH.

3apavi, siki BCTAHOBMNIOE KEPIBHUK CBOEMY Nianerriomy,
noBWHHI ByTn 0B0B’A3KkOBO JoBeAeHi Ao woro/il Bigoma.
Axwo Big npauiBHMKa He Hagxoausio 3BOPOTHLOrO
3B’A3Ky MpOTAroM 5-Tn pobounx OHIB, BBaXaeTbCs, LLO
uini BCcTaHoBreHi. Y BMNadKy HeOOCArHEHHs 3roau npwu
nnaHyBaHHi 3agayv Ha 3BiTHUM nNepiog, abo Npw NigBeaeHHi
nigcymkiB, OO IHTEPB’IO MOCTAHOBKWU Linew/ niaBeaeHHs
NigCYMKIB 3anyyaloTbCsl KEpPiBHUK HACTYMHOro piBHA Ta
npeactaBHuK [enapTamMeHTy ynpasniHHA NepcoHanom.
BoHW pobnsTb BUCHOBKM LOAO MPUYNH HEOOCATHEHHS
3rogM Ta MPOMOHYIOTb LUMAXM iX BUPIiLWEHHs. BUCHOBOK
KepiBHMKa HACTYMHOro PiBHA € KIHLEBMM Ta He nignsrae
nepernagy.

Mpwn 3miHi nocagm nNpauiBHUKIB, LLO BXe NpaLoTb, NiaH
GisHec-Uinen mae OyTu nepeyknageHu Ta y3romXeHun
NPOTAroM AecATM poboYNX AHIB 3 MOMEHTY MPU3HAYEHHS
Ha HoBy nocagy 6esnocepedHiM KepiBHUKOM 3
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obligatory approval of the next level manager (with the
position level not lower than B-1).

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

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

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

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

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

9.1 General principles

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

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.

KPIs are set for the evaluation period. The calculation of
the quantitative KPI is done by the accumulative

000B’A3KOBMM  MOTrOAXEHHAM
piBHSA (PiBHA He Hux4Ye B-1).

KepiBHMKa HaCTYMHOro

lMnaHyBaHHA KepiBHMKOM Linen npauiBHMKa MNOBUHHO
b6asyBaTnca Ha mnocagoBux 0OOB'siskax nianernoro,
nnaHax AianbHOCTI  Migposginy Ta 3ajadax, Wo
BCTaHOBIEHI Nigpo3ainy.

MocTtaHoBKy/ OUiHKY AiANbHOCTI NpauiBHMKa NPOBOAUTb
Be3nocepenHin kepiBHUK 3 0OOB’SI3KOBUM MOTOMKEHHSAM
KepiBHWMKa HaCTynHOro piBHs (piBHA He HxYe B-1).

[Onsa npauisHukiB O 3 pobounm micuem B PerioHanbHin
Ouvpekuii HeobxiaHo BpaxoByBaTu BMKOHAHHS
iHAMBIgyanbHMX 3aBAaHb WOAO AiSNbHOCTI AMpeKLil.

Onsa 3aranbHobaHKiBCbKOT cucTemm OLiHKM
peKkoMeHAoBaHO dikcyBaTh Lini y 6naHky GisHec-uinen,
LLIO BpaxoOBYE piBEHb BMKOHAHHS KiflbKICHUX Ta AKICHMX
3agad Ta Management Appraisal. Y bnaHky 6i3Hec-uinen
BCTAHOBIIOKTLCA iHAMBIAyanbHi nokasHukn KPIs, ix
LinboBi 3Ha4YeHHs Ta nuTtoma Bara. dopmu GnaHkiB 3a
3anMTomM HaacunatoTeca [enaptameHToMm ynpasniHHS

nepcoHanom abo  po3MilLyoTbCA B  CUCTEMI
KOpNopaTUBHO| €NeKTPOHHOI OLiHKN.
9. OCHOBHi ApUHUMNN npemMitoBaHHA 3a

3aranbHobaHkKiBcbKkolo cuctemoro KPI
9.1 3aranbHi NpMHUMIK

OuiHka 3a cuctemoro KPI (key performance indicators,
KMOYOBMX  MOKA3HWKIB  eeKTUBHOCTI) nonsrae B
OUiHIOBaHHI  AiAnbHOCTI  NpauiBHMKa Ha  nigcTtasi
BUKOHAHHSA HMM KiNbKICHMX Ta AkicHMX KPI.

KinbkicHi KPl BcTaHOBNOIOTLCA Ha MiAcTaBi NOKA3HUKIB,
3aTBepakeHnx 6rompkeToM. KOHTpOmb 3a ix po3paxyHKoMm
noknagaeTbecs Ha YnpasBniHHA ¢)iHaHCOBOTO KOHTPOMIHTY,
npadiBHuKiB HanpsaMKy Risk Management ToLuo.

AxicHi  KPI
NPUHLMNAMMU:;
Ha OCHOBi BUKOHYBaHUX PyHKLiOHanbHNX 000B’A3KiB,
ane He [y6noYm iX MOBHICTIO;
Ha OCHOBI iHOMBIAYanbHO BCTAHOBMEHUX 3a4av.

MOXYTb BCTaHOBIIOBAaTUCb 3a [ABOMa

3aranom cymapHa pekomeHgoBaHa Kinbkictb KPI, Lo
MOXKe OyTu BKIIOYEHA A0 Linew npauiBHUKIB CTAaHOBUT:!
ONa  perioHanbHUX KEpiBHWUKIB Ta HavanbHUKIB
ynpaBniHb (aunpekTopie AenaptameHTiB) O — He
Oinble 8-mu;
ANl HaYanbHUKIB yNpasriHb perioHanbHoI Mepexi Ta
HavanbHuKiB Bigainis O — He GinbLue 6-Tu;
ONS NiHIMHKX NpauiBHUKIB — He BinbLue 4-x.

KPI BCcTaHOBNIOOTLCSA Ha nepiog ouiHoBaHHS. Mpu Lbomy
pPO3paxyHokK KifIbKiCHNX KPI BigOyBaeTbCs
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summarizing of the results of all the interim periods of
the evaluation. Qualitative indicators are calculated
separately for each interim period.

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

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

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

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

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

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

HakonNuyyBanbHUM MNIACYMKOM 3a BCi NPOMDKHI nepioau
OUIHKM AiANbHOCTI. FAKICHI NOKa3HMKU PO3pPaxoBYOTHCS
OKPEMO 3a KOXXHWI NPOMDKHUI nepiog,.

PekomeHOoBaHO 3acTOCOBYBaTW HACTYMHI acnektn i
NPUHLMNKW Npy pobOoTi cucTeMn MOTMBAUT:

- $IK YacTMHa OBOPIBHEBOI CUCTEMMW UiNen ogHaKoBI
MOKa3HUKM cTpaTteriyHoro 6noky noBuHHI  ByTK
3acTocoBaHi A0 BCiX 3anyyeHux npauiBHUKIB
nigTpuMyoumnx nigpo3ainis, anga 6isHec-nigposainis
MOXYTb OyTW BCTaHOBMEHi cTpaTerivyHi bisHec-
MOKa3HWMKM AN KOXKHOMO HanpsiMky.

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

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

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

- [Ana 3aTpaTHUX MOKa3HWKIB B pasi nepeBuLLEHHS
NMaHOBOIO 3HAYEHHSs1 BuUMNMata 3a MOKa3HUK He
3picHI0eTbCA (MiHiManbHui piBeHb 102%);

- opgHakoBi KPIs wmatTe 6yTm 3 oOHaKoBUM
3HA4YeHHAM nnaHy i OAHaKOBUM  MiHiManbHUM
piBHEM A5 BCiX PiBHIB NpaL,iBHUKIB;

- 3HauveHHst KPl noBMHHO GyTK BKa3aHO 40 TPETbOro
nopsiaky ApoboBOro 3Ha4YeHHs (TUCAYHI).

Mpn pospaxyHKy npemii 3a 3BiTHUA nepiog Ans
npauiBHukiB BaHky (OkpiM nosuuin nig rpynoBoto
MOMITMKOKD BMHAropoAu) BIACOTOK BMKOHAHHSA Uinew
pPO3paxoBYETLCA SAK CepedHe apudMeTU4HE 3HaYEeHHS
BiCOTKa BWMKOHaHHS CTpaTeriyHMX Uuinen Ta BigcoTka
BWKOHaHHSA iHOUBIAyanbHUX Uinen. Bara nokasHukiB ang
nosvuin  nig  rpynoBol0  MOMITUKOK  BMHaropoau
BCTaHoBreHa y flogaTky 2.

CrparteriyHi uini — ue 3aranbHOGAHKIBCbKi MOKa3HUKW,
onepauiiHui npubyTtok, 6GisHec-KPl Towo. KoxHa i3
cTpaTeriyHuxX Uinen mae csol nutomy Bary. 3aranbHa
Bara ctpaTeriyHux uinen ctaHoButb 100%.

CrparteriyHi uini Ana npauiBHUKIB, SKi OTPUMYIOTb PidHY
BMHaropogy, 060B’sa3koBo BktoyaoTe RORACH.
Mepenik cTpaTeriyHMx MOKa3HWUKIB, ANs NiATPUMYHOHYUX
nigposgainis 3aTBepaXyloTbCs cnyx6oBmm
po3nopsmpKeHHsaM 3a nignucom Monoswu MNpaeniHHA, a 4ns
GisHec nigpo3ainiB BCTAHOBMIOETLCA 3@  PiLLEHHSAM
Kypytodoro YneHa [llpaBniHHA i PiKCYETbCA Y 3BITHUX
BiJOMOCTSIX.

IHamBigyansHi Uini — ue iHansigyaneHi KPI, iHauBigyanbHi
3agadi Towo. KoxHa 3 iHguBigyanbHUX Uinen Mae cBoK
nuTomy Bary. 3aranbHa Bara iHAMBIAyanbHUX Uinewn
craHoBuTb 100%.

MuToMy Bary KOXHOIO  MOKasHMKa  BCTAHOBIOE
Ge3nocepeHin KepiBHWK MpauiBHMKa PiBHS He Hux4e B-
2.
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To count the performance of KPI fact value should be
higher than minimum level. If fulflment higher than
minimum level the calculation of direct quantitative KPI
implementation is conducted as the ratio of actual value
and the planned one for each indicator separately and
conversely for indirect KPI. If fact value equel or lower
than minimum level KPI fulfilment is 0%

The value of minimum KPI level is depended on type of
indicator:
1) direct indicator — 90% (for the Global Market
result indicator/ PB NNM (net new money) -
60%)
2) indirect (reverse) indicator — 110%
3) cost indicator — 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 fulfillment 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 BuLWE, HK MiHIManbHWUIA piBeHb. 3a yMOBM
BMKOHAHHS BULIE MiHIManbHOrO PpPIiBHA PO3pPaxyHOK
BUKOHaHHA npsMmnx KinbkicHux KPl npoBoguTtbCcs sk
BiOHOLWEHHSA (PaKTUYHOrO 3HAYEeHHS OO0 NIIaHOBOro Mo
KOXXHOMY MOKa3HMKY OKpeMo abo HaBnaku s 3BOPOTHIX
NoKasHUKIiB. AKWO dakTu4yHe 3HaYeHHSs1 OOPIBHIOE 4K
HWKYEe HiK MiHiManeHUn piBeHb BukoHaHHs KPI
ctaHoBuTb 0%.

MiHimaneHun piseHb ans KPI
nokasHuka:

1) npsami nokasHukn — 90% (ana KasHwauvenctsa/

MpuBaTHWM 6aHKIHT YHI™ (4ncTi HOBI rpoLwi) - 60%)

3anexutb Big4 TuUny

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

Ons noswuin nig rpynoBoK MOMITUKOK BUHAropoau
MiHiManbHWI piBeHb KPI BCTAHOBITIOETHCS
MaTtepuHcbknm BaHkom, Ans iHWKX no3uuin moxe 6yTu
BCTaAHOBNEHWI/3miHeHnn  [onoBoto  abo  YneHowm
MpaBniHHS.

(IC-3) KoHTponb piBHA [OTPMMaHHA BCTaHOBNEHWUX
napameTtpis MaTepuHcbkuMm BaHkoM Ons no3uuin nig
rpyrnoBoto NoniTUKO BMHaropoau, KOHTpOIb
AOTPMMaHHS BCTAHOBMEHMX MapamMeTpiB Ans  iHWKUX
nosuuin noknageHuWn Ha npauiBHukie [enapTtameHTy
ynpaeriHHA NepCoHanom.

MigcymkoBuin BigcoTok BuMkOHaHHA KPI Bu3HavaeTbes
LUMSIXOM MEPEMHOXEHHSI OTPUMaHOro BiacoTka GoHyca
3a BukoHaHHsA KPI Ha roro nutomy Bary.

Jlorika po3paxyHKy UuX MOKa3HWKIB MOXe 3MiHIBaTUCh
abo [OMOBHIOBATUCL CMYXO0BUM PO3MNOPSIHKEHHSIM 32
nignucom Monosu MpaBniHHS.

MakcumanbHuin po3mip BiagcoTka gocsarHeHHs KPI 3a
3BiTHUI Nepiof (Micaub, KBapTar, TOWo) NPOTAroM PoKy
cknagae 100%, oOkpiM  iHAMBIAyanbHUX  CUCTEM
MoTMBaLlil.

MepeBukoHaHHsa KPl moxnuee nuwe [ns KinbKiCHUX
nokasHukie  ansa  GisHec-nigpo3ginis.  [Ons HUX
MakcumarnbHUA po3mip BigcoTka gocarHeHHa KPl no
KOXHOMY  KiNbKICHOMY  MOKa3HWKY He  MOBUHEH
nepesuwysatn 120% (ons nosuuii nig rpynosoto
noniTukor BuHaropoau - 100%).
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Employee St;;zalc Individual block MpauyisHnk CrpaﬁTﬁ;:'H““ Imualéqny::hnuu
For positions under Grou i
Level B-1, B-2 (Support) 100% 100% Pisens B-1, B-2 (Support) 100% 100%

-4 o

Level B-1, B-2 (Business- Retail 100% 120;: ftor PieeHs B-1. B-2 (Business- Retail, 100% 1? ﬂ?cﬂl—:i
Corporate, Collection) ° qi:fi?clataolr\;e Corporate, Collection) ’ :IO,(:':H:,‘('.B
The maximum amount of MakcumansHmil poamip
overfulfillment of cost indicators for 100% 100% nepeBMKOHaHHA NOKa3HWKIB BUTPaT 100% 100%
all employees ANA BCIX NPALBHUKIB

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
assessment 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).

performance

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 OlogXeTy BuTpaT B
Pi3HWX HanpsMKax, MalwTb MaKCMMasbHUA pPO3Mip
BukoHaHHSA 100% y Byab-akomy 3BiTHOMY nepioai. MNpu
po3paxyHky RORAC+ mae 3acTtocoByBaTuCb METOA,
3a3HadeHun B 6naHky uinen ansa Fonosu MNpaeniHHsS.

(IC-1) KoHTponb 3a kopekTHicTio BCTaHoBreHHs KPI Ta
OLIHKOK BUWKOHaHHA MOKMNadeHWW Ha MpauiBHUKIB
[enapTamMeHTy ynpaBniHHA NepcoHasriom.

9.2 OCHOBHI NPUHLUNX CUCTEMM CTUMYITHOBaHHSA

OCHOBHMM MPVHLMNOM CUCTEMW BUMIPIOBAHHS Ta OLLIHKU
pes3ynbTaTMBHOCTI € 3B'S30K BMHAropoAuM Ha OCHOBI
pe3ynbTaTMBHOCTI - 3 MNonepedHbOo Ta MOAarnbLUo
OL|iHKOIO PU3BKKIB - 3i CTyNEeHeM AOCATHEHHS cTpaTeriyHnx
uinen pieHa baHkiBcbkoi rpynu / BaHky / pgovipHbLOI
KOMMaHii B paMKax ABOPIBHEBOI CMCTEMU BMMIpIOBAHHS
e(PEeKTUBHOCTI.

AKLEHTYIOUMN yBary Ha iHCTUTYLINHUX Uinsx, ABOpiBHEBA
cuctema Crnpusie Y4iTKOMY BU3HAQYEHHIO Ta MOHITOPUHIY
npioputeTiB Ta 3abe3neyye kpalwle BiOCTEXEHHS
iHOMBIAyanbHUX pes3ynbTaTiB OiSfNbHOCTI, TUM CaMUM
nokpaLlyoum rHYYKiCTb cuctemmn OLLiHKM
pe3ynbTaTUBHOCTI.

Kputepisamu oLiHKM pe3ynbTaTUBHOCTI Ha iIHCTUTYLINHOMY
PiBHI € TaKki:

- [Ona kpeauTHux yctaHoB nokasHuku RORAC+ Ha
pieHi rpynu (ROE / ER 3 ypaxyBaHHsM pu3uky), Cl/I
NOKa3HUKN,

- [Onsa meHepxepis iHBecTULinHuX cdoHais, RORAC
Ta C/I, NOKa3HWKM YaCTKU PUHKY,

- [Onsa aKTOpUHroBMX KOMMAHIN MOKa3HUKN,
BUMIpPIOIOTb YCNiX iHKaco,

- [ns nisMHroBMx KOMMNaHin peHTabesnbHICTb aKTMBIB
(ROA).

CTpyKkTypa MOKa3HWKIB iHAMBIQyanbHOI LiNbOBOI yroam
BM3HAYaETLCA - Ha OCHOBI OpraHisauiMHuMx Ta
eKkcnnyaTtauiiHux npaBui OaHHOI KOMMaHii - cdepoto
OiSANbHOCTI  KOHTPONbOBaHOiI obnacTi. lNMpu nocTaHoBLi
iHOMBIQyanbHUX Uinen cnig goknagatu 3ycunb Wwob
BMKOPUCTOBYBATU MOKa3HUKW, OO'EKTMBHA BUMIPHICTb
AKUX NIOTPUMYETBCH 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 NpaviBHUKIB, SKi NignagatoThb nia
Oil0  CUCTEMN BUMIPIOBAHHA Ta OUIHKM  AiSNbHOCTI
OOYIpHLOT  KOMNaHii, BUMMOrM 00 edeKTUBHOCTI Ta
MOKa3HWKIB CUCTEMU CTUMYJIFOBAHHS MOBMHHI OyTW YiTKO
MnoB'sA3aHi NPSIMO YM OMNOCEepeaKoBaHO 3 AOCATHEHHSM
OYiKyBaHb, TaKOX BMKMAAEHUX Yy UiNAX KepiBHUKa, B
LUbOMY BWMAAKYy KOMEHTapi WoAO0 OLiHKUM BUKOHABYOroO
OMpeEKTopa TaKoX MOBMHHI BigobpaxaTncs B NokasHUKax
HUXKYNX PIBHIB.

[HCTUTYUINHI  NOKa3HWKM MOBWHHI  ByTW  PiIBHOMIPHO
BKIIOYEHi Ha PpiBHI iHCTUTYLIN ANA BCiX KEpiBHUKIB i

npauiBHWKIB,  OXOMMEHWX  [OBOPIBHEBOK  CUCTEMOIO
CTUMYITHOBaAHHSI.
Y BunagKy npauiBHMKIB, Ha SKMX MOLUMPHOETHCA

OBOpiBHEBA CUCTEMAa BUMIPIOBAHHA pe3ynbTaTUBHOCTI,
pe3ynbTatM [AiSfbHOCTI, WO pO3paxoBylOTbCA ANiS
BMNNaTn DoHycy, BM3HAYalTbCSA cepegHim
apumMeTUYHNM DOCSITHEHHS IHCTUTYLINHNX Ta
iHOMBIgyanbHUX LUinen, 3a yMOBM, WO LWOAO0 AAHOro
MEeHeXepa 4/ BUKOHaBLS, Bara MOKa3HWKIB Ha piBHi
IHCTUTYLIN 3MEHLLYETLCA NapanenbHO 3MEHLUEHHIO PiBHSA
ynpaBeriHHA Ha KOXXHOMY 3aknagi.

[na nosuuin nig rpynoBol NOMITUKOK BUHAropoau Ans
OYHKLiA BHYTPILUHBOrO KOHTPOMO (PU3NK-MEHEMXKMEHT,
KOMMNAaEHC, BHYTPIWHIA ayauT), nNpu  BU3HAYEHHI
pes3ynbTaTiB, NOB’sI3aHNX 3 NPaBOM OTPMMaHHs1 BOHycCy,
Bara iHCTUTYUINHOIO Onoky 3aBxgun HWXKYa,
3abe3nevytoun, Wob (HUK4a) Bara 3acTocoByBarnach Ans
nocapj Ha OauH piBeHb HUXYe B OpraHisayifHi CTPYKTYpi
B KOXXKHOMY BUMNAaAKy.

9.3 [lopaTKoBi NnapamMeTpu ANA NO3uULin Nig rpynoBoto
NoniTUKOK BUHAropoau

[HamBigyanbHi pesdynbTaTn AiSNbHOCTI HE MOXYTb OyTu
«MigHATUMN» pesynbTatamm DifANbHOCTI rpynu
(opraHizauii), iHWWMK croBamu, SGKWO pe3ynbTaTtu
ifANbHOCTI rpynm nepeBuLLYIOTb pesynbTaTy
iHOMBIAyanbHOI OUiHKW, iHAOMBIOAyanbHa oOuiHka Mae
nepesary. Y UbOMy BWMagKy BuLle3asHavyeHe
3BaXyBaHHS HE 3aCTOCOBYETbCS, 3@ YMOBMU, LLO CTOCOBHO
[AaHOro KepiBHUKa Y/ BUKOHAaBLISI Bara NokasHuKiB Ha pPiBHI
IHCTUTYUIN 3MEHLWIYETbCA napanenbHO 3HWXKEHHI0 PiBHSA
ynpaBmniHHA  Ans  KOXHOI  ycTtaHoBu.  Lini  Ha
iHOMBIAyanbHOMY PiBHI BKMOYaKTh LiNbOBi 3aBOaHHA Ta
KOoMneTeHLii. 3aranbHa Bara UinbOBMX 3aBOaHb - KpiM
CEO kpeauntHux yctaHoB - ctaHoButb 80%. Ons CEO
BaHkiBCbKMX Tpyn KpeOuTHUX YCTaHOB LA BenuyuHa
ctaHoBUTb 90%.

Bara komneTteHuii - kpim CEO KpeOUTHUX YCTaHOB -
ctaHoBUTb 20%. [Ona CEO KpeaWTHUX YCTaHOoB
BaHkiBcbKOT rpynu ust BenudmHa ctaHoButb 10%.
|[AEHTNYHI NOKa3HWKM MOBUHHI ByTW BKMNIOYEHi Ha BCiX
PiBHSAX NpauiBHUKIB 3 OAHAKOBMM MOPOroM BUKOHAHHS Ta
NMoporomM AomMycky.
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Among individual-level targets, the target value of
guantitative indicators must be shown with an accuracy
of three decimal places.

In the case of a manager exercising the owner’s rights
in an OTP Banking group subsidiary, it is recommended
that the institutional indicators of the institution under its
control in the target year shall be included as one
indicator, called ‘composite indicator’ in his targets, with
a weight of 20% as a general rule.

In case of the year 2024, among the individual
objectives, it is recommended to apply in the case of the
prudent behaviour indicator a mandatory indicator, with
an emphasis on lines of defence called "Prudent
operation and pursuit of controls”, with a minimum
weight of 10% for all employees holding identified
positions for all employees subject to the personal
scope of the Regulation. The Environmental and Social
Responsibility (ESG-CSR) indicator shall be
represented by at least 5% for first-level managers of
institutions.

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

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

Cepen uinem Ha iHAMBIQyanbHOMY PpiBHi  LinboBe
3HAYEHHS KinbKiCHNX NOKa3HWKIB NOBUHHO
BigoOpaaTncs 3 TOYHICTIO 4O TPbOX 3HAKIB MiCNsi KOMM.

Y BUNagKy, KONM KepiBHUK 34iMCHIOE NpaBa BflaCHMKa B
OOMIpHin KOMNaHii BaHkiBcbKOT rpynu OTP,
pPEKOMEHAYETLCS, OO iIHCTUTYLIiIMHI MOKA3HWKM YCTaHOBM,
IO 3HaxoOuTbCA Mif MOro KOHTPOMEM, Y LiNbOBUN piK
Oynn BKNIOYEHI K OAWH MOKA3HWK, SKMN HA3UBAETbCS
«3BeOEeHUN MoKasHWK» y Khoro uini, 3 Baroto 20% 3a
3aranbHUM NpPaBUIIOM.

3 2024 poky, cepef OKpeMux Linen, pekoMeHOOoBaHO
3aCcTOCOBYBaTW Yy BMNagKy MokKasHuMKa po3cyanimBol
noBeAiHKM 060B’A3KOBUIN MOKA3HYK, 3 aKLLEHTOM Ha MiHisiX
3axuCTy nig Ha3Bow «Po3cygnmeBa poboTa Ta NparHeHHs
A0 KOHTpon», 3 MiHimanbHow Baroto 10% pans Bceix
npawiBHYKIB, sIKi 3aiMaloTb BM3HAYEHi nocagu, Ans BCiX
npauiBHUKIB, Ha SKMX MOLUMPIOETLCSA ocoboBa cdepa aii
Monitnkn. T[oka3HMK ekomnoriYyHoi Ta  couianbHOI
BignosiganbHocTi (ESG-CSR) mae 6yt npeacraBneHun
LLOHanMeHLLUe 3 Baroto 5% Ansi KepiBHMKIB NEPLUOro PiBHA
yCTaHOB.

Cepepn UinbOBUX MOKa3HMKIB Ha iHOMBIAyanbHOMY pPiBHi

NMOBUHEH BYTW BKITHOYEHUI NMOKA3HUK PO3CYyANMBOI pOoGOTH

Ta NparHeHHsi 4O KOHTPOIO 3 Barol He MeHwe 5% ans

BCiX NpaLjiBHUKIB, Ha SIKMX NOLLMPIOETLCA ocoboBa cdepa

3aCTOCYBaHHS, KpiM reHepanbHoro anpektopa (CEO). Y

noro BuMnagky us Bara mae 6yt 10%.

Y Bunagky kepiBHuka suwioro pisHs (CEO) iHO3eMHUX

OOYipHIX KOMNaHiN CTPYKTypa iHAMBIAYyanbHUX NOKa3HUKIB

€ HaCTYMHOH0:

a) lNokasHukK, siKi 3aCTOCOBYIOTbCA B OOOB'A3KOBOMY
nopsgky Ha sumory OTP Bank Plc., 3a BUHATKOM
ocobnmBux BUMNaAkKiB, MaloTb BignosigHy Bary 25% 3
HaCTYNHUM PO3NOAiNOoM:

Mnan gin IPSPC - 3a BWHATKOM 0COGMMBUX
BUNaakis - 3 saroto 10%;

Crparerisa Ta nnaH gin ITOB 3 Baroto 5%;

JoTpumaHHs 3a8B CXUNLHOCTI PU3NKY Ta MIMITIB 3
Baroto 10%, BianoBigHo.

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

B) [lMokasHuKM, siKi 3aCTOCOBYKTbLCA B OOOB’sI3KOBOMY
nopsiaky  BignoBiAHO [0 06’eQHaHOro  MokasHuka
CouianbHe cepefoBuLLe Ta yrnpaBniHHA Ta NOKa3HMKa
KopnopaTtuBHa couianbHa BignosigansHocTb (ESG-
KCB) 3 Baroio 5% T1a PoscyonueBa pob6ota Ta
nparHeHHsa o koHTponto 3 Baroto 10%.

r) OuiHka kepiBHuka 3 Baroto 10%

3actocyBaHHA  MoOKa3HMKa  KPeAUTHOI  SKOCTi €
oboB'askoBum ang  CRO, a Takox gupekTopa
HenaptameHTy 360py Ta BperynioBaHHA KpeauTiB Ta
Oyab-akoi ocobu, Wo BxoauTb A0 ckragy KomiteTy 3

CraTyc gOoKyMeHTa CornacoBaHo
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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
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:

pusukis OTP Bank Plc. Ta noro govipHix komnaHin. Y pasi
CRO Ta pgupektopa [enaptameHty 360py Ta
BpErynioBaHHs KpeauTiB poboToaaseub Hece
BiOMOBIJANbHICTb 3a 3aCTOCYBaHHA LbOrO MnpaBuna B
YCTaHOBI.

3eneHa iHiuiaTMBa CTOPOHM aKTMBIB 3aCTOCOBYETbCS Y
BMNagky kepiBHuka KopnopatmBHoro 6i3Hecy Ta
KepiBHMka PoagpibHoro 6Gi3Hecy iHO3eMHUX YCTaHOB —
kpim OBU, OBRu ta OBM — 3 miHimanbHoto Baroto 5%.

KinbkicHi noka3HuMkM 3aBaHTaxyTbecs Yy Success Factor
HR Bigginom MaTtepuHcbkoro baHky go Tak 3BaHoOI
6ibniotekn KPI, i 3aBgaHHam usoro HR Bigainy € 36ip Ta
KOHCONIiAaLia NoKa3HUKIB Bif BNACHUKIB aHWX, 32 YMOBM,
LLIO Lii BNACHMKM JaHMX TaKOX AaloTb pekoMeHaaLii woao
LiNbOBMX 3Ha4YeHb AN KOXHOI opraHnisauii. BnactuBocrTi
KiNTbKICHUX MOKa3HWUKIB (BM3HAYEHHS, OAVHULUS BUMIpY,
BMACHUK [aHux, nfaHoBa Ta akTMyHa BENMYMHA)
BM3Ha4alTbCA BracHukamu aaHux. Llinbosi 3aBaaHHA
cnig  knacudpikyBaTu 3@ NIOMYHMMKU  rpynamu,  ski
CcTBOpIOIOTECA [lenapTameHToOM yrnpaBniHHSA NepcoHanom
MatepuHcbkoro baHky Ta [upekuieo  ynpaeniHHA
BaHkiBcbkoto rpynoto. Knacudikaist noriyHMx nokasHukis
Ha NoriYHi rpynu € BigNoBiganbHICTIO BNACHUKIB AaHKX.
[dvpekTopat 3 opraHisauinHOro po3BuTKy Ta ynpasniHHS
NMOACBKMMW ~ pecypcaMyn  FonoBHOro  odpicy/I'pyna
yrnpaBniHHA NPOAYKTUBHICTIO KOHCYMbTYETbCA  LWOAO
3MicTy gaHux 6Gibniotekn KPI Ta uinboBMX 3aBoaHb 3
CEO, T1a wMeHemkepaMn, $Ki 34INCHIOWTL Mpasa
BNacHWKa, a Takox npodecinHumMn cdepamm rofioBHOMO
ogoicy, ToAi ik oCTaTOYHE CXBafleHHs BUMarae pilleHHs
KepiBHOro koMiTeTy He nisHiwe Hik 3a 15 gHiB go
3acigaHHs KepisHoro KOMITeTY, Ha AKOMY
00roBoOpOKTLCA NPUHLNMM CUCTEMU CTUMYTOBaHHS.

CxBaneHHs 6ibniotekn KPl Ta noriyHnx rpyn Ha
MOTOYHUI PiK BXOOUTb OO KOMMETeHUii Harnagosoi pagu.

LlinboBi 3Ha4YeHHS IHCTUTYLIMHUX NOKa3HWKIB Ta KiNbKiCHI
MOKa3HUKW, 3a3HayeHi B OKpPeMux LUinsx, [0 SAKuX
BHOCSITbCS 3MiHW MPOTATOM POKY, MOXYTb OYTU BKIHOYEHI
Ha  OCHOBI  pilleHHa  YnpaBniHCLKOrO  KOMITeTy
MatepuHcbkoro baHky BignoBigHO [0 pernameHToBaHUX
pamoK He nisHiwe 31 XOBTHA. YNpaBniHHA NepcoHanom
MaTEpPUHCBKOI KoMnaHii/ Npyna yrnpaeniHHA
NPOOYKTUBHICTIO MUCbLMOBO MOBIAOMMAE  3auikaBrieHi
OOYIpHi KOMMaHii Mpo Taki 3MiHK Ta iX BNAMB Ha Uini, a
TakoX Ha opraHizauinHi, ynpasniHCbKi Ta MoB'A3aHi 3
nocagamu CTPYKTYpU NoKasHWKiB 3 METOI0
NiaTBEPAXEHHS.

OcHoBM Ana  nNpeacTaBneHux Bulle MpuHUMMIB Ta
HanpsiMiB CTUMYNIOBaHHS 3aTBEPKYIOTLCA 3aranbHUMU
36opamn MatepuHcbkoro baHky, npy UbOMY yKNnageHHs
MACbMOBUX LINbOBMX Yrog Ha MOTOYHUMW PiK MOXIMBO
nicng NPUAHATTA LUX OCHOB.

BuHaropoga 3a pesynbTatamum  giSnbHOCTI,  fKa
NMPUCYOKYETLCA  Ha  OCHOBI  OUiHKM  pesynbTaTiB
OiSANbHOCTI, paxyeTbCs Ha NPOMOpLifHIA  OCHOBI 3
ypaxyBaHHAM KOHTPOIbHOro nepioay:

Cratyc goKymeHTa CornacosaHo
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- employment relationship established during the
year,

- expiry of a fixed-term work contract,

- lawful termination by the employee with immediate
effect,

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

- the employee’s death,

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

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

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

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

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

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

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

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

TPYAOBi BiAHOCUHW, BCTAHOBMNEHI NPOTSArOM POKY,

- 3aKiHYeHHS1 CTPOKOBOrO TPYAOBOro JOrOBOPY,

- 3BiflbHEHHS MpauiBHMKA Ha YMOBax TPygOBOro
3aKkoHo4aBCTBa YKpaiHu,

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

- CMepTb npauiBHUKa,

- MPUWUNUHEHHS BIQHOCUH poBoTOAABLIEM 3 MPUYNHM, LLIO
NOB’sI3aHi 3 MOro QisNbHICTIO,

- nepeBefeHHs Ha poboTy / 3 poboTw, BKMOYEHOI B
CUCTEMY 33a0XOYEHHS, i3 3ayBaXKEHHHAM, L0 KOnwu
nponopuiiHa cyma BMHaropoau 3a pesynbratamu
JiSANbHOCTI MeHLWa 3a aBaHc(n) 3a BuHaropoay 3a
pesynbTatamun LisfnbHOCTI, BUMNMIAYEHUA MNPOTHAroM
POKY, NpaLiBHUK NOBUHEH Byae NOBEPHYTU Pi3HMLIIO.

MpauiBHMK HE Mae NpaBa Ha BUHaropoay, 3acHOBaHy Ha
pesynbTaTtax poboTu, sKLIO BiH HE 3aMaeTbCsA KOAHOH
poboyoto AisnbHICTO i, ogHoYacHo, He Gepe y4acTi y

BMKOHAHHI MOCTaBMNEHMX LUifen 4epe3 BiACYTHICTb
pesynbTartis.
3a BigCyTHOCTI  PaKkTMYHMX pesynbTaTtiB  poboTu

npauiBHMK He Mae npaBa Ha BMHAropogy Ha OCHOBI
pes3ynbTaTiB, HaBiTb SKLWO BiAMNOBIAHI Lini Ha piBHI rpynu
BMKOHYIOTbCS, 3@ paxyHOK 4OAATKOBMX 3yCUIb iX Korer Ta
He3anexHo Big X y4acTi.

Y pasi npunuHeHHss poboTM B OUiHIOBAHOMY poLi
npauiBHMK Ma€e MNpaBO Ha BMHAropody, 3acHOBaHY Ha
pesynbTatax poboTu, nuile 3a kaneHgapHe niBpivys, B
OCTaHHi/ AeHb SKOro iCHYOTb TPYAOBI BIAHOCUHW, i SKLLIO
Ha ueV AeHb NpauiBHUK He 3BiMbHAETbLCH Big PoGOTW.
BuKnoYeHHs Big BULLE3Aa3HAYEHOr0 MOXIUBI BUKITHOYHO
BignoBiAHO OO0 nosioxeHb [loniTkn  BUHaropoau
BaHkiBcbKOI rpynu.

MpaBo Ha BuWHaAropody, 3acHOBaHYy Ha pesynbTarax
JiSNbHOCTI, NPUNUHAETLCA Yy BUMadKy, SKWO TPyOOBI
BIOHOCMHU MPUMUHAOTLCA Nig Yac BMNpoOyBanbHOro
TepMmiHy, abo 3a HerarHMM pilleHHssM poboTogasusi, abo
AKWO Take MPUNUHEHHS 3YMOBMEHe NpUYMHaMMU,
NoB’A3aHUMM 3 MOBEAIHKOI NpaL,iBHMKA.

Y BUNaAKy npauiBHUKIB, Ha SIKUX MOLUMPIOETLCA rpynoBa
noniTuka BMHAropogu, NpaBo Ha Oyadb-AKy BiACTPOYEHY
YacTuMHy(-M) BMNNAT, 3acHOBaHWX Ha pesynbTaTax
OiSNbHOCTI, K We He OynuM cnnaveHi, CKacoBYETbCH,
AKWO poboTa MPUMNUHAETBCA A0 OaTU NPU3HAYEHHS
BiCTpOYeHOro BHecky. BiacTyn Big BuwliesasHayYeHoro
MOXIMBUI BUKITHOYHO BIAMOBIAHO 40 NOMoXeHb [oniTukn
BMHaropoau baHkiBCbKoT rpynu.

Akwo TpyaoBi BiAHOCUHM NPUNUHAOTBLCS B iHTEepecax Ta
3a iHiuiaTuBolO poboToaaBLUs Yepe3 TPYAOBiI BiQHOCWHM,
WO MawTb OyTUM BCTAHOBMEHI 3 [HLWOK KOMMaHieto-
uneHom BbaHKIBCbKOT rpynu, i, KpiM TOro, SIKLWO TPYAOBI
BIOHOCUHU NMPUNUHSTLCA Yepes Te, WO NpaLiBHUK CTaB
neHcioHepoMm abo SKWO TPyAOBi BiAHOCWMHWU MPUMUHEHI
BHacnifoK cMepTi npauiBHMKa, MpaBoO Ha BMHaropoay,
3aCHOBaHy Ha pesynbTatax AisafbHOCTI, BKOYa4n
npaBo Ha BIiOCTpPo4YKy, 30epiraeTbCs, a oOuiHKa
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eligibility for performance-based remuneration -
including eligibility for the deferred instalments — is
retained, and performance assessment and the
settlements take place in accordance with the general
rules.

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

Assessment of prudent operation

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

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

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

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

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

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

pesynbtatisB poboTnm Ta po3paxyHku BiabyBalTbCA
BiAMOBIAHO OO0 3aranbHMX NpaBun.

Axkwo CEO abo npauiBHUK:
- OpaB yuyactb Yy Oyob-skii  npakTudi, sika
crnpuynHMUna 3HadHi 36utkun, Ta / abo
- He BignoBsigae kpuTepiam npugaTHocTi abo

BiANOBIAHOCTI,
Harnsposa paga OTP BANK Plc. ynosHoBaxeHa
npunmatm pilleHHs uono BifLLUKOAYBaAHHS

3aboproBaHOCTi 3a BuMHaropogy, Wo po3paxoBaHa/
BUNMayeHa 3aLikaBneHi ocobi 3a nepioa, B skomy 6ynm
06CTaBUHY, LLO AatoTb NiACTaBu ANs BigWKOAYBaHHS.

OuiHka po3cyanmBoi poboTu

MPUAHATHICTE  BIACTPOYEHUX NNaTexiB Ha  PiBHI
BaHKIiBCbKOI rpynyM BM3HAYaETbCS 3aNexHo Big CTaHy
Kanitany Ta odikyBaHux cpiHaHcoBux pesynbtatis OTP
BANK Plc. Ta baHkiBcbKy rpyny - Harnsgosow pagoto,
SIKa TaKoX MOXe MPUNHATU piLLEeHHSA NPO 3MeHLWeHHs abo
BIOCTPOYKY  BMHAropogMm Ha OCHOBi  pesynbTaTiB
DisiNbHOCTI.

KpuTepil poscyanuBoi AisNbHOCTI AOYipHIX KoMMaHiin
BbaHky Ta BaHkiBCbKOI rpynu:

- Yy BUNAAKY 3 KpeOUTHUMM yCTaHOBaMMu, BUKOHaHHS
BMMOMM  LWOAO  AOCTaTHOCTI  PerynsaTmMBHOroO
KanitTany, He BpaxoBYHO4YM 3aryyeHHsa Kanitany,
34icHeHe ANs OOMNOBHEHHSA KaniTany B Poku nicns
POKYy, Lo cryrye ocHoBow gnsi cnnatn (T +1, T + 2,
T + 3, Ta iH.), @ TakoXX HaKOMMYeEHi BUTPaTK Ha pU3UK
OO0 UinbOBOro NokasHvKa B poOKW Micnga poky, LWo
CNyXWTb OCHOBOIO AN NnaTexy,

- Yy BUMAAKy KOMMaHin 3 ynpasniHHA akTveBamu -
YHUKHEHHS]  3HAYHOr0 3MEHLUEHHSI  KepoBaHMX
aKTUBIB;

- Yy BUNagKy diHaHCOBMX MNIiANPUEMCTB, SKi He
KnacuikyloTbCa K KOMMaHil 3 ynpasniHHS
aKTMBaMu: Onst bakTopMHroBMX KOoMMNaHin
NOCTINHE 3pOCTaHHA HAKOMWYEHOro CTAMHEHHS
noptdens aebiTopcbkoi 3aboproBaHoOCTI,
nepegaHoro (pakTOpPWHroBiN KOMNaHil; y BUNagky
Ni3NHIOBMX KOMMaHin, cTaBka 3 cragaii
3aCTOCOBYETbCS A0 BCbOro noprdens.

lMonepeaHs ouiHKka pu3uKy NoBuHHA OyTK MpoBedeHa B
TOMy poui, B sikomy mae OyTu 3gilicHeHa Bunnara,
npotsarom 45 gHiB nicns YeproBux 3aranbHUX 360piB, Lo
3aKpMBalTb poboYmnii piK, Lo NEPELYE POKY, B AKOMY Ma€e
BiobyTncs Bunnarta. Ha nigcrasi piweHHs Harnsgosoi
pagu B TOMYy poLi, B AKOMY HanexuTb Bunnata, po3mip
BiOMOBIOHOrO  BiACTPOYEHOrO BHECKYy Moxe Oytu
3MEHLLEHN, MOTEHUIMHO 0 HYN4.

MpoTarom ycbOro HernorawleHoro nepiogy BiACTPOYKM
MOBUHHI OYyTW OLiHEHi Hacmigk4, wWo Bigbynucs Tum
Yacom, NOB’'si3aHi 3 AiAnbHICTI0O 0cobu B pamkax [pynoBoi
NOMiTUKM BUHAropon, a TakoX AOUINbHICTb BiACTPOYEHOI
BMNNaTU BUHAropogm Ha OCHOBI pe3ynbTaTiB AisnbHOCTI.

Cratyc goKymeHTa CornacosaHo

ABTOp AOKYMEHTa CHEMUS Galyna Leonidivna

[laTa norogkeHHs JOKyMeHTa 17.01.2024
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feasibility of the deferred payment of performance-
based remuneration must be considered.

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

Assessment of individual risks

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

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

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

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

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

— Internal Audit Directorate,

— Compliance and Financial Monitoring Directorate,

— IT and Bank Security Directorate,

— Legal Directorate,

— Collection and Work-out Directorate.

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

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

Wlono pouipHix komnaHii BbaHkiBCbKOT rpynu, npaBo
KepiBHUMKIB Ta MeHeKepiB BU3HAYEHNX Ha
KOHCOMIAOBaHOMY piBHIi  Ha BIACTPOYEHi YaCTUHK
BMHAropoamn Ha OCHOBI pe3ynbTarTiB gisfbHOCTI, @ TaKoX
po3mip  Takoi  BuMHaropogu  (BKIHOYAYM  HOpMY
MOTEHLINHOIO 3HWXKEHHS) BM3Hayae [onoBa-BMKOHABYUNA
anpektop OTP BANK Plc.

OuiHKa iHOMBiOyanbHUX PU3KKIB

CToCOBHO KepiBHUWKIB, siki NnignagarTb nig gito pynosoil
noniTUKM BUHAropoAm, NpaBo Ha BiACTPOYEHi BUNMNATK Ha
iHOMBIAYanbHOMY pPiBHI BU3HAYa€ETbCA HA OCHOBI OLLiHKM
iHOMBIAYanNbHMX PU3UKIB, MOB’A3aHUX 3 AIANbHICTIO
3alikaBneHux ocid, K Lie A0OKNaaHO BUKITaAEHO HUXKYeE:

- BWKOHaHHSA 3000B’A3aHb, WO BUNNMBaOThL i3
TPYOOBMX BIiOQHOCWUH, OOTPMMAaHHA 3aKOHO4ABCTBA
YkpaiHn, WO 3acTocoBYeTbCS OO0  poboTw,
HOPMaTMBHUX  [OKYMEHTIB,  BMKOHaBYMX Ta
ynNpaBmiHCbKMX IHCTPYKLiA Ta NnpodeciiHuX BUMOT,
LLIO 3aCTOCOBYKOTLCA 40 Nocaau,

- BIiANOBIAHICTb OYiKyBaHHAM poboTodaBus LWOAO
yrpaBniHCbKOI NOBEAiHKMN NpaLiBHMKA,

- ornsg poboTun 3aLikaBneHnx oci6 Ta
dyHKUiOHanbHMX obnacren (BUSIBNEHHSA CEPHAO3HMUX
NMOMWINOK, 3MOBXWBaHb, HEMPaBOMIPHMX AiA 4K
HeOonikiB, pe3ynbTaTiB MNOTEHUIMHUX  LiNbOBUX
nepeBipok, 3aMOBNEHNX YnpaBniHCbKUM
KOMITETOM).

OuiHka pu3sKKiB, MOB’A3aHNX 3 LOiANbHICTIO BigNOBIgHMX
KepiBHUKIB BaHKIiBCbKOI rpynu Ta MeHegxepis, Ta
pekoMeHAauid, WO TPYHTYETbCA Ha HUX, MOBUHHI
BMKOHYBaTuUCs npoTsarom nepiogis T+1-T+3 (nepiogis
T+1-T+4 gna ronosu i ONA KepiBHUKIB Nigpo3ainis, a
Takox Aans nepiogis T+1-T+5 ana OBH 1a OBR) ans
NO3nL,in:
- [JenapTaMeHT BHYTPILIHLOIO ayauTy,

- [JenapTaMeHT KoMmnmaeHcy Ta  iHaHCOBOro
MOHITOPUHTY,

- [JenaptamMeHT iHgoOpMauiiHOi Ta OGaHKIBCbKOi
oe3neku,

- KOpuanynunnm genaptamMmeHT,
- [JenapTameHT 360py Ta BPerynoBaHHSA KpeauTiB.

Ha ocHOBiI no3uuii KepiBHOro opraHy BracHUKa Ta
KOPEeCMnOoHAYHUNX nigpo3sainis, OunpekTopat 3
opraHisauiiHoro po3BUTKY Ta YnNpasniHHA MOACLKUMU
pecypcamu MaTtepuHcbkoro baHky cknagae nponosuito
ana  lonoBu-I'eHepanbHOro Aaupektopa baHkiBCbKOT
rpynu, SIKMA MOTIM MNpUNUMEe pilleHHa LWOoAO BuNnaTtu
KOLUTiB, 3aNneXHO Big 006CTaBUH, 3MEHLLYHOYM BiCTPOYEHI
nnaTtexi Ans ocib, BM3HA4YEHMX Ha KOHCOIiZAOBaHOMY
PiBHi.

LLlogo kepiBHUKIB GaHKIB Ta kepiBHMKIB GaHKIBCbKMUX rpym,
BIONOBIAHO [0 rpacpika BiACTPOYKK, 3auikaBrneHi ocobu
NMCbMOBO MOBIAOMMATECA NPO NPAaBO Ha Pi3Hi BUNMNaTn
Ta ix po3mip 3rigHO 3 piweHHaMm [wupektopaty 3
opraHi3auiiHoro po3BUTKY Ta YMNpaBniHHA FOACBKMMU

Cratyc goKymeHTa CornacosaHo

ABTOp AOKYMEHTa CHEMUS Galyna Leonidivna

17.01.2024

[laTa noromxeHHsi JOKyMeHTa
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the rate thereof pursuant to the decision, by the Human
and Organizational Development Directorate within 30
days of the annual General Meeting of OTP BANK Plc.,
but by 30 June at the latest.

Evaluation of indicators

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

Each year, the Supervisory Board approves

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

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

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

Within individual-level targets, quantitative targets are
assessed hy 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

pecypcamu npoTtarom 30 gHiB nicnga wopiduHmMx 3aranbHuX
36opis OTP BANK Plc., ane He nisHiwe 30 yepBHs.

OuiHKa nokasHuKIB

Loao uinen Ha iHCTUTYLINHOMY piBHI, 3anpoBaaAXy€ETbCSA
Tak 3BaHUM nokasHk RORAC+ Ha piBHi rpynu (ROE / ER
3 ypaxyBaHHAM  pU3WKY), SKUAN  [OMOBHIOETHCSA
nokasHukom C/I.

Lopoky HarnsgoBsa paga cxsantoe
- KOHKPETHI MOKa3HWKN BULLMX KEPIBHMKIB AOYipHiX
KOMMaHin, BU3HAYEHMX Ha KOHCOMiJOBAHOMY PiBHI,
Ta XapaKTEePUCTMKM LIMX NOKA3HWUKIB,

- Tak 3BaHy "bGionioteky KPI", cknageHy [pynoto
yrpaeniHHA  MPOAYKTUBHICTIO 3  ypaxyBaHHAM
pekoMeHaauii BnacHuka pJdaHux, us 6GidnioTteka
MICTUTb Pi3Hi [OCTYNHI MOKa3HMKM ANSA KOXHOro
cyb'ekta / ycTaHOBW, iX BW3HAYEHHSs, a TaKOX
OAVHULIO BUMIpPY Ta BIIACHMKIB OAHUX.

Y pamkax UinbOBWX MOKa3HWKIB Ha iHAMBIAyanbHOMY
PiBHi, Yy pasi SAKICHMX UinbOBMX 3aBAaHb, O4iKyBaHHS
MOBWHHI  BYyTM BM3HA4YeHi B NWCbMOBIN  hopMmi.

AHanoriyHMM 4YMHOM OLUiHKa TakoX nNpPoOBOAUTLCA B

NMCbMOBIN  OPMi  Ha NOriYHIA  OCHOBI. BuKOHaHHSA

LinboBOro 3aBAaHHA MoXe ouiHoBatucsa Bia 0% Ao

100%.

B mMexax UinboBMX NOKa3HWKIB Ha iHAMBIAYaNbHOMY PiBHi

KifbKICHI LinbOBi NOKA3HUKN OLIHIOITLCS 3 ypaxXyBaHHAM

HaCTYMHOro:

—[aHni nokasHWK OLIHIOETBCHA 3a ABOMa MOPOroBMMMU
3HaYeHHAMU (NOpir BUKOHAHHS (MiHIMarnbHWUIA piBEHb),
nopir 4onycky).

—BukoHaHHA 3agjaHoOro nokasHukKa
BUKOHaHHS AopiBHIOE 0% BUKOHAHHS.

—BuWKOHaHHA MK NOPOroM BUKOHAHHA Ta MOPOrom
AONycKy ABnsie cob60t0 PaKkTUYHY OLiHKY MOKa3HUKa.

HWX4Ye rnopory

—VY pasi BWKOHaHHS, piBHOro abo 6inbwe nopory
OOnycKy, MeHemkep abo KepiBHMK, KM peanisye
npaBa poboTodaBUsi, Mae MpaBO MPUAHATK PiLIEHHS
Npo piYHE BUKOHAHHS MOKa3HMKa MiXX NOPOrom A0oMycky
Ta 100%, 3 ypaxyBaHHSM [OKNaAeHUX pakTU4HMX
3ycunb  (abo iX BIiOCYTHICTb), CNPSAMOBaHWMX Ha
OOCSArHEHHS JAHOI KiNbKiCHOI Lini, Wo po3rnsaaeTbes.

—YVY pasi BUKOHaHHS, Lo AopiBHIOE abo nepesuLLye nopir
OOMYCKY, OLHIOIYMIN MeHemKep Obr'pyHTOBYE PilLIEHHS
Npo BiOXWMEHHS B KOXXHOMY KOHKPETHOMY BMNagky, siK
OOr'pyHTYBaHHS, y BUMNagKy [OYipHbOI  KOMMaHii
iHO3eMHOT BaHKIBCbKOT rpynu, Take pilleHHSA TakoX Mae
OyTn cxBarneHe rofloBOK KEPIBHOMO OpraHy KOMMaHil,
LLIO HaNMaEe JaHoro nNpauiBHUKA, Nicns TOro, sk rofoea-
reHeparnbHUA ONPEKTOpP MPUNHSB PILLEHHA CTOCOBHO
BCiX pilleHb LWOoA0 BigXuvneHb ANA KepiBHUKIB Ta
BukoHaBLiiB OTP Ta [gOouipHiX KOMMaHiA, BU3HAYEHNX
Ha KOHCOrioBaHOMY PiBHi.

Cratyc goKymeHTa CornacosaHo

ABTOp AOKYMEHTa CHEMUS Galyna Leonidivna

[laTa norogkeHHs JOKyMeHTa 17.01.2024
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managers and executives of OTP and the
subsidiaries identified at the consolidated level.
— For employees identified at the consolidated
level, the deviating assessments are submitted
to the Chairman-CEO by the Head of the Human
Organizational Development Directorate, based
on a preliminary examination of the compliance
of assessments. For employees identified at the
sub-consolidated and local level, these are
examined by the head of the given subsidiary’s
functional area serving an HR function, and if
deemed to be non-compliant, they start
consultation with the assessing manager.

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

- inrespect of the indicators applied, the 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.

Decisions and omissions not anmed in the employee’s
individual objective, but falling with the scope of
responsibility (tasks and powers assigned to the
affected manager or its organizational unit by
Organisational and Operational Rules, included in the
job description, tasks performed in connection with
committee membership, and powers ecercised), as well
as the possible non-compliance with the standards of
conduct required by Code of Ethics, the individual's
annual total performance evaluation result will be
weighted by applying a multiplier of 0-1. based on the
decision of the President of OTP Bank Group,
furthermore in case of Subsidiaries’ managers by
employer except for CEO, based on the decision of ESC
No. 2023/26. The manager exercising the employer's
right is obliged to justify if the final evaluation result
differs from the annual calculated (resulting from the
evaluation of institutional and individual objectives)
performance in case of the employee belongs under
his/her control. In the explanatory memorandum it is
necessary to indicate which of the OOR, job description,
requirements of the committee, collegiate or ethical the
identified employee did not fulfill and in what manner.

—[na npauiBHKKIB, BU3HAYEHUX Ha KOHCOMigOBaHOMY
PiBHi, BiAXWNEHHA  OUiHKM nojatTbca  [0onoBi-
"eHepanbHOMY OUpEKTOpPY KepiBHMKOM [dupekTopaTy 3
opraHi3auiiHOro po3BuUTKY Ta YNpaBriHHA NHOACLKMMMN
pecypcamMm Ha OCHOBi nonepedHbOl NepeBipKn
BiANOBIAHOCTI OLLiHOK. Ona npauiBHUKIB,
ifeHTudikoBaHUx  Ha  cybkoHconigoBaHoMy — Ta
MiCLEBOMY pIiBHSIX, OLIHKW NepeBipsie KepiBHUK
dyHKUiOHanNbHOT obrnacTi gaHoi AoYipHLOI KOMMaHii,
LLIO BMKOHYE OYHKLIT ynpaBriHHA nepcoHanomMm, i akwo
BOHM BBaXalwTbCA TakMMW, WO He BignosigawTb
BMMOram, NOYMHaKTLCHA KOHCYMbTaUil 3 MEHeKepPOoM,
LLIO MPOBIB OLiHKY.

[n§a KinbKiCHUX NOKa3HWKIB MeXi Aiana3oHy OLiHKW Taki:

- LIOAO 3aCTOCOBYBaHWMX (MPSIMUX) MOKa3HMKIB nopir
BMKOHaHHS (MiHiManbHWi piBeHb) cTaHoBUTb 90%,
a nopir gonycky - 95% y KoxxHomy BUnagky,

- Ana nokasHukie MNpuBaTHOro 6aHKiHry NpuadaHHs
UHI (umcti HoOBi  rpowi), i Ans pesynbraty
KasHayenctea MiHiManbHUN piBeHb CTaHOBUTb
60%, a nopir gonycky - 90%

- Onsa 06epHeHo NPONOPLiNHNX NoKasHWKIiB
MiHiManbHuiA piBeHb cTaHoButb 110%, a nopir
ponycky - 105%,

- [Ons nokasHukiB BUTpaT MiHIManNbHUA  piBEHb
ctaHoBuTb 102%, a nopir gonycky - 102%.
- OuiHka KepiBHMKa/  oUiHKa KOMMNETEHTHOCTI

NPOBOAMTLCS 3a Wkanot Big 1 0o 6, ae 4 o3Havyae
100% BWKOHAHHS.

PiweHHsa Ta  6e3pignbHiCTb, He  3a3Ha4yeHi B
iHOuBIAyanbHIM MeTi npauiBHWKa, ane nignagatTb nig
chepy BiANOBIAaNbHOCTI (3aBOaHHA Ta NOBHOBAXEHHS,
noknageHi Ha BignNoOBiOHOTO KepiBHWMKA abo 1oro
opraHiszauiviHui nigpo3ain OpraHisauiHo-onepaTUBHUMU
npaBvnaMmn, BKINIOYEHI A0 NOCafoBOl  IHCTPYKLU,
3aBOaHHs, SKi BUKOHYIOTbCH Yy 3B’A3KY 3 YNEHCTBOM Y
KOMITETI | MOBHOBa&XEHHAMM), a TaKoX MOXNuBe
HeOOTPUMaHHSA CTaHAapTiB NOBEAiHKKU, AKi BUMararTbCs
Kogekcom ETuKW, pivHWA 3aranbHUMW pes3ynbTaT OLiHKU
e(eKTMBHOCTI 0cobu Gyae 3BaXKeHO i3 3aCTOCyBaHHSM
KoedinieHTy 0-1. Ha nigcTasi piweHHA [Mpe3ngeHTa
pynu OTP Bank, a Takox y Bunagky kepiBHuKiB [OYipHix

KOoMnaHin poboTtoaaBLeM, Kpim "eHeparnbHoOro
aupekTopa, Ha nigctasi piweHHa ESC Ne 2023/26.
KepiBHUK, sKkMiA peanidye npaBo poboToaasus,
3000B’sA3aHMN 06r'pyHTYBaTH, AKLLO pesynbTat
NiZCYMKOBOI  OLiHKM BiApi3HAETLCS Bif piYHOI
pO3paxyHKOBOI  (OTpUMaHOi B  pes3ynbTaTti  OLiHKM
IHCTUTYLLINHNX Ta iHOMBIAYyanbHUX uinewn)

pe3ynbTaTUBHOCTI, SAKWO MpauiBHUK 3HaxoauTbCcsa nig
MNOro KOHTPOMEM. Y MOSICHIOBanbHiN 3anucLi HeobxigHo
Bkasatu, skmx came OO, nocagoBoi iHCTPYKLi, BUMOT
KOMICii, KonerianbHMX 41 €TUYHMX MpaBuUIl BUSABMEHUN
npauiBHUK He BUKOHYBAB i SKUM YNHOM.

BuulesasHauyeHe  3HMKEHHSI  OUiHKM  poboToaaBus
NMOPIBHSAHO 3 iHAMBIAYyanbHOK OLIHKO edEKTUBHOCTI,
po3paxoBaHOK 3a pesynbTataMmy iHCTUTYLINHOI Ta

CraTyc gOoKyMeHTa CornacoBaHo

ABTOp JOKYMeEHTa CHEMUS Galyna Leonidivha
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The above-mentioned reduction in employer evaluation
compared to the individual performance evaluation
calculated from the results of institutional and individual
evaluations should be applied taking into consideration
the following:

- maximum 30% final evaluation reduction:
based on the impact on business performance
due to decisions or omissions made in
connection with the responsibilities, job title,
membership of any committee or management
body, moreover in case of behaviour that
violates the provisions of the Code of Ethics;

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

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

General rules for correction requests

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

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

a) Legislative amendment concerning negatively
affecting business expectations,

b) Extraordinary geopolitical circumstances,

¢) Natural disaster,

d) Effect of uncontrollable
fluctuations,

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

f) Pandemic situation,

g) Technical correction.

exchange rate

Within the frameworks of the annual, individual level
performance assessment, the head of Strategic and
Finance Division and the head of Human and
Organizational Develepment Directorate (Correction

iHOMBiAyanbHOI  OUiHKM,  cnig

ypaxyBaHHSIM HaCTYMHOrO:
MakcumMym 30% 3MEHLLEHHS NiACYMKOBOI OLiHKW:
Ha OCHOBi BMNMMBY Ha eMEeKTUBHICTb 6i3Hecy
yepes pilleHHa abo 6e3fianbHiCTb, 3pobneHi y
3B’A3Ky 3 000B’A3kaMu, NOCaAOO0, YFIEHCTBOM Y
Oyab-9KOMY KOMITETI UM KEePiBHOMY OpraHi, Kpim
TOro, y pasi MoBeAiHKM, SKka MOPYLUYE MNOSTOXEHHS
Kopekcy ETuku;
3MEHLLUEHHS MiCYMKOBOI OLiHKM Binblue HiK Ha
30%: 3Ha4yHi BTpatn ansa 6isHecy abo penytauii
Ha piBHI OCHOBHOrO Nigpo3ainy abo baHkiBCbKOI
rpynu B pesynbTarti pilueHHss abo 6e3aianbHOCTI,
NMPUMHATUX Yy 3B’A3Ky 3 06OB’A3KaMu, Ha3BO
nocaaw, YreHCTBOM Yy OyAb-siKOMYy KOMITETI 4Yu
KepiBHOMy opraHi ®opymMOM BHYTPILLHLOIO
koHTponto (ICF) y 3B’A3Ky 3 nponosuuieto LWwodo
CKOPOYEHHS, BHECEHO POPYMOM BHYTPILLHBOIO
koHTponto (ICF) wono poscyanueux onepadin i
3acobiB koHTposto, abo 0o 100% BigKNUKaHHSA Y
pasi 0TpMMaHHSA NMCbMOBOIO NonepemKeHHs abo
B pasi Hag3BMYaMHO CEpPUO3HOro MOPYLUEHHS
nonoxeHb Kogekcy Etukn.

3acTocoByBaTu 3

Mig 4yac ouiHoBaHHA [lpe3angeHT cno4vaTKy OUiHIoE
3acTynHuKiB reHepanbHoro anpektopa OTP Bank Plc. Ta
KEPIBHUKIB MEPLUOro piBHA 40YipHIX KOMNaHin BaHKiBCbKOI
rpynu, MOTIM OLUIHIOETBCA HWXYE KepIBHULTBO Ta
npawiBHUKMN.

3aranbHi npaBuna Ans 3anuTiB Ha KOPUryBaHHA

3annT Ha KOPUryBaHHS MOKA3HWUKIB OLiHKN eeKTUBHOCTI
Moxe ByTu nogaHui y 3B'a3Kky 3 HenepeabadvyBaHUMK Ta
06'eKTMBHNMN OBCTaBUHaMM.

O6cTtaBMHamn, SKi MOXYTb  BUKNMKaATW noTpeby y
KOpUryBaHHi, MOXyTb OyTuW, 30KpemMa, ane He BUKIIOYHO,
HaCTYynMHi:

a) 3akoHogaB4ya  Mornpaeka, o  cTocyeTbCs
HeraTMBHOIO BMMBY Ha O4iKyBaHHs Bi3Hecy,

b) HapgssuuaiHi reononitTnyHi 06CcTaBUHN,

¢) CTuxiiHe nuxo,

d) BnnvB  HEKOHTPONMbOBaHMX KOMMBaAHb  Kypcy
0OMiHy BanoT,
e) HapssuyainHe i oboB'a3koBe piLUEHHSsI

MatepuHcbkoro BaHky, LWo BUHUKNO HecrnogiBaHo
B MpOUECi MNMaHyBaHHA, Ta sKe HeraTneBHO
No3HaYa€eTbCS HAa BUKOHAHHI Mnaxy,

f) MangemivHa cuTyauiq,

g) TexHiyHe KopuryBaHHs.

Y pamkax LWOPIYHOI  OUiHKM  edEeKTUBHOCTI  Ha
iHOMBIAyanbHOMY piBHI kepiBHUK Bigainy CtparteriyHoro
Po3sgutky Ta ®PiHaHciB Ta kepiBHUK [upekTtopaTty 3
opraHisauiiHoro po3BUTKY Ta YnNpasniHHA MOACLKUMU
pecypcamn (gani — [pyna 3 KOpuryBaHHsl) micns
KOHCYmnbTauil 3 KepiBHMKOM nigpo3giny, Wo 3AilncHIoE
npodecinHni  Harnsg, MOXYTb HafdaTu pekoMeHaauil

Panel in the followings) - after consulting with the wopgo KOPUryBaHHS MOKa3HUKIB €(EKTMBHOCTI.
CraTyc gOoKyMeHTa CornacoBaHo ABTOp JOKYMeEHTa CHEMUS Galyna Leonidivha
[laTta norogkeHHs AokymeHta | 17.01.2024
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manager of the division performing professional
supervision -, may provide recommendation on the
correction of the performance. The correction may only
apply to indicators the measured performance of which
— without correction - does not reach the Tolerance
Threshold. The final decision of the correction panel
shall be made based on the position of the President
CEO.

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

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

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

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

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

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

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

Rules on the settlement of performance-based
remuneration

Individual performance is assessed twice each year,
based on the semi-annual flash report and the annual

KopuryBaHHs MOXe  3acToCOBYBaTMUCS  TiMbkn OO
MOKa3HWKIB, oOuiHeHa  edeKTUBHICTb  skux, 6e3
KOpUryBaHH{, He gocsirae nopory gonycky. OcrtatoyHe
pilweHHs Komicii npuiAMaeTbCss Ha OCHOBI  NO3uUil
"eHepanbHOro oupeKkTopa CTOCOBHO LIbOTO.

AKwo ouiHeHa ePeKTUBHICTb 3MIHIOETLCS Mif, Yac OLiHKK
3anuTy Ha KOPWUIyBaHHS, HiSIKUX MOA4AnbLUMX BigXWITEHB,
NoB'A3aHNX 3 LOCATHEHHSM KpUTEPilo e(PeKTUBHOCTI, He
noBuHHO 6yTn. Y uUbOMY BMNAgKy BiAKoOpuUroBaHe
3Ha4yeHHs  edEeKTMBHOCTI Ta  3aranbHOMPUUHATUN
NoKasHUK edeKTUBHOCTI 36iraoTbcd. Takmm 4YMHOM, B
LUbOMY BWMaAKy MeHeaxep, SKUM peanidye npaea
poboTodaBuUsi, HE MOXe 3aCcTOCOByBaTM nojarnblue
BiOXUNEHHS.

KopuryBaHHsa Moxe OyTM iHiUiloBaHO BignNoBigHUM
MeHemkepoM abo, Yy BuNagky [OOYipHiIX KOMMNaHin
BaHKiBCbKOI rpynn, MeHeQKepoM, WO peanisye iHTepecu
poboTogaBus, Yy BMNagKy 3 BHYTPIWHBLOK OOYipHBO
KoMnaHieto, poboTogaBueM nicrs OTPMMaHHS NigTPUMKN
KepiBHMKa nigposginy, wo 3abesnedvye npodeciriHe
yrpaBniHHA, 3 OOKMNagHWM  3anvMToM,  BKIOYaKum
0BrpyHTYBaHHS, cnpsimoBaHe kepiBHMky HR [onosHoro
odicy.

3anuT Ha kopwuryBaHHa HagaeTbca OO0 5 6OepesHs
HaCTYMHOrO LiNbOBOro POKY.

KanampaT Hagae NosACHEHHA 40 NOAAHOro HUM 3anuTy Ha
KOpUryBaHHS B MUCbMOBOMY BUMSA4i  (3acobamu
BHYTPILWHBLOI €feKTPOHHOT NowWTh). Y MOSACHEHHI 4iTKo
BKa3yeTbCA MpUYMHA NMOAAHHS 3anuTy Ha KOPUryBaHHS i
KINIOYOBI MOKa3HUKN edeKTUBHOCTI, Ha $Ki BNINHYIO
KopuryBaHHs. JiNcHICTb Ta 0Br'pyHTOBaHICTb MOSCHEHHS
00 3anuTy Ha KOPUryBaHHs MOBWHHI OyTn OBrpyHTOBaHI
aBTOPOM 3anuTy, B pamKax $KOro MOXyTb OyTu
pPO3rNaHYTi  TiNbkW Ti Npono3uuii, WO nigkpinneHi
uudppamn Ta BignoBigalTb 3MICTYy MnaHiB i hakTam,
BPaxoBYIOTb HENPAMI HACMiOKW 3anuUTy Ha KOPUryBaHHS i
BPaxoBYIOTb BCi pakTopu, IO BNANBAIOTL HA BUKOHAHHS
nnaHi..

3anuTn Ha KopuryBaHHs ouiHoTbCA Komicielo 3
KopuryBaHHs nicnsa nposefeHHs 3aranbHux 36opis, Ha
AKUX 3aKpMBAETbCA OaHUN (DIHAHCOBUIW PiK, B pamMKax
oLuiHKM edpekTnBHOCTI. OuiHKa HE NPOBOAUTLCS NPOTSrOM
POKY.

Mpu BunnaTi aBaHCOBOI BMHAropogu 3a BWKOHAHHSA
po60oTK, KOpUryBaHHA MOXYTb He BpaTtucsa go yearw.

Llo cTocyetbcss  KkpuTepiiB  po3cynnuBoi  poboTu
yCTaHOBM, TO KOpuryBaHHa OyayTb po3rnsgartucs
BiANOBIAHO A0 BuULe3a3HayeHol npoueaypu.

lMpasuna w000 po3paxyHKy
pe3ynbmamamu dissnbHocmi

euHazopodu 3a

IHouBiayanbHa eheKTUBHICTb OLHIOETBLCS ABiYi HA piK Ha
OCHOBI MiBpPiYHOro ¢hnew-3BiTy Ta piYHOro 3BiTY Ha
3aranbHux 36opax OTP BANK Plc., wo 3akpuBalTb
OaHnA pobouni pik.

Cratyc goKymeHTa CornacosaHo

ABTOp AOKYMEHTa CHEMUS Galyna Leonidivna

[laTa norogkeHHs JOKyMeHTa 17.01.2024
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report, at OTP BANK Plc.’s general meeting closing the
given business year.

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

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

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

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

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

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

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

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

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

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

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

Y BuNagKy MeHemXKepiB Ta KepiBHUKIB BHYTPILLHIX
OOYipHIX KOMNaHin, ki nepebyBalwoTb Nig NPsSMUM
KOHTpoOsieM i He nignagatoTb nig gito MNMonitukn BUHaropog,
BaHKiBCbKOI rpynun, 3aCTOCOBYETLCS (hikCoBaHa Ta 3MiHHa
BMHaropofa (sk npasuno, 60% dikcoBaHa 4acTuMHa Ta
40% 3miHHa YacTuHa BUHAropoam).

Y BuMNagKky MeHeOXepiB Ta KEepiBHUKIB BHYTPILLHIX
OOYipHIX KOMNaHin, ki nepebysaloTb nNig NpSMUM
KOHTPONEM i He nignagalTb Nig rpynoBy MNONITUKY
BuHaropog baHkiBcbKOi rpynu, moxe OyTu 3aincHeHa
nepegonnara 3rigHo 3 MiBPIYHOK OUiHKOW. AKLWO
3aranbHa edekTuBHICTL nepesuwye 50%, gonsa aBaHcy
ctaHoBUTb 50%.

IT-piweHHs HR, moaynb SuccessFactors PM

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

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

ynpaeniHHA  edeKTUBHICTIO poboTM MpauiBHWKIB Y
HacTynHux cdpepax:
— npauiBHUKM, Ha AKkMx nowwuploeTeca [Monituka

BUHAropoau, BM3HAYEHI Ha BCIX PiBHAX, KEPIBHUKM,
Ha SKUX MOLUMPIOETLCA MNepcoHanbHa cdepa Aaii
[MoniTmkM  BUHaAropoau, MeHemXepu  [AOYipHIX
KOMMaHin (paHiwe nuwie KepiBHWUKW, BU3HAYEHI Ha
KOHCONiAOBaHOMY PpiBHi, | KepiBHMKM Bigdinis
NigTPUMKM),

— KepiBHUKM piBHSA B-1, Ha SKMX HEe NOLUMPIOETLCS
nepcoHanbHa cdepa aii MNonitukmn BMHaropoaw,

— KepiBHyKIB neplioro piiBHA NO3uULiA  AOYIPHIX
KoMnaHin, ki nepebysaloTb nig 6Ge3nocepeHim
KOHTpoOsieM, AKi He nignagatoTb nig Agito Monitukm
BYHAaropoaum.

MeHemxepyn Ta  KepiBHUKW,  3a3HaYeHi  Huxuye,
NPOAOBXYTb YyKNagaTu naneposi yroau, e dopma
OLiHKM pe3ynbTaTiB AisNbHOCTI, CTBOPEHa B poboyomy
npoueci SuccessFactors, pogaetbcs £K [0OAATOK.
[HaMBigyanbHWA OOCTYN A0 (POPMU OLIHKM pe3ynbTaTi
poboTM HagaeTbCa NpauiBHUKOBI, KEPIiBHUKY, SKWN
30INCHIOE OLHKY, Ta KepiBHUKY / BWKOHaBLIO, SKUK
3[iNcHI0E NpaBa poboToaaBLA.

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

Mpn BM3HA4YeHHi UINbOBMX MOKa3HWKIB  BigNOBIAHI
MeHemKepn Ta  KepiBHMKM  BUOMpaOTb  KiMbKiCHI
nokasHukm 3 6idniotekn KPI, 3atBepmxeHoi Harnagoeoto
pagoto MaTepuHcbkoro BaHky, ikcyroun  UinboBi
3aBOaHHA Ha  OCHOBI  nepeniky  pekomeHaaLin,
NigroToBMeHNxX PYHKUiOHaNbHUMN chepamm
MatepuHcbkoro  bBaHky, qki  HagcunalTbCa 00
CYNPOBOKYHOYOro  npauiBHMKa AOYiPHBOI  KOMMaHii

CraTyc gOoKyMeHTa CornacoBaHo

ABTOp JOKYMeEHTa CHEMUS Galyna Leonidivha

17.01.2024

[laTa norogxeHHst AOKYMEHTa
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support by the TM support of the Parent Bank’s HR cynpoBogxytounm

Department.

The CEO of subsidiaries determine individual targets in
the areas under their management based on their

competencies defined in

the Organisational and

Operational Regulations using the SF system.

The evaluation of current-year objectives commences

with self-assessment,

which is approved by the

assessing manager, and finalised by the exerciser of
employer’s rights in the SF system

9.4 Characteristic of OKR

OKR-based system (goals and it's key result) is to

assess

activities of employee based on the

implementation of relevant OKR sets accordingly to the
Bank’s strategy.

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

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

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

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

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

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

Approval of the proposed OKR makes by the
Management Board of the Bank.
After approval of OKR, all
informed.

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

employees are

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.

npawiBHUKOM HR Bigainy
MaTepuHcbkoro baHky.

CEOQO podipHix KoMnaHin B1U3Ha4atoTb iHOMBIAYanbHI Lini
B cdhepax, WO 3HaX0AaTbCA B iX ynpaBriHHi, BUXOOA4YN 3i
CBOIX KOMMETEHLi, BU3HAYEHUX B OpraHisauiiHoMy Ta
onepauiiHOMy perfiameHTi, BUKOPUCTOBYHOUM CUCTEMY
SF.

OuiHka Uuinem mMOTOYHOrO POKYy MOYMHAETBCS 3
CaMOOLiHKN, $IKa 3aTBEepPIKYETbCA KEPIBHUKOM, LUO
30INCHIOE OLiHKY, Ta 3aBepluyeTbcs poboTopaBuem B

cuctemi SF.

9.4 Xapaktepucrtuka OKR

OuiHka 3a cuctemoto OKR (objectives and key results,

uinem Ta ix KNWOYOBMX pe3ynbTaTiB) nonsdrae B
OUiHIOBaHHI  AisANbHOCTI  MNpauiBHMKA Ha  niacTasi
BUMKOHaHHA HuMm BignosigHux OKR, BcTaHOBMEHUX

BignoBigHO Ao cTparterii baHky.

OKR BcTaHOBNOWTLCA A5 KepiBHUKIB piBHA B-1iB-2 Ta
ONS iHWKX NpauiBHUKIB.

Mpouec BcTaHoBneHHss OKR BigOyBaeTbecsl BignoBigHO
00 HaCTYMNHOro anropuTmy:

- Tonoea Ta UYneHu [lpaBniHHA LWOKBapTanbHO
BM3HA4alOTb CTpaTerivHi Lini.

- TpaeniHHa 3 B-1 i B-2 (abo camocTilHO) Ha
3acigaHHi, 6a3ylouncb Ha pesynbTatax nonepeaHix
nigrotoBymnx 3yctpivyen susHavyae OKR Ha kBapTarn.

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

- 3BegeHi GnaHkM HagcunawTbCs B €NEKTPOHHOMY
BArNs4i  3acobamy  eneKTPOHHOI  MowTu Ao
HenaptameHTy ynpaBeriHHA nepcoHanom abo
PO3MILLYIOTLCA B E€MNEKTPOHHIA CcUCTeMi  OLiHKM
nepcoHany ansa posrnagy MNpaeniHHam BaHky.

- 3arBepaxeHHs 3anpornoHoBaHuMx OKR 3gincHioe
MpaBniHHAM BaHky.

- Micna 3aTtBepaxeHHa OKR
npauiBHUKN,

- [Micna 3akiHdyeHHA  3BiTHoro  nepiogy OKR
ouiHtoloTbes lMpaBniHHaM baHky. BrnaHkn OKR i3
3achikcoBaHUMM pe3ynbTaTtaMu BUKOHAHHA Linen
HaOCUIaTbCA B €NTEKTPOHHOMY BUrMsAi 3acobamum
€MNeKTPOHHOI nowwTn Ao JenapTaMeHTy ynpaBniHHs
nepcoHanoMm abo Ppo3MillylOTbCA B ENEKTPOHHIN
CUCTEMI OLLIHKM nepcoHany.

iHpopmyloTbCA  BCI

3a piweHHsm Monoswu MNpaeniHHA noctaHoBka OKR moxe
OyTn Npu3ynMHeHa Ha NeBHUI Nepioa.

Mpwn BCTAHOBJIEHHI SAKICHMX KR [00aTKOBO
pO3pobNAETbCA | 3aTBEPOXKYETHCA rpagauis/ anropuTtm
OLHKM MO KOXXHOMY MapameTpy 3 MeTO 06’E€KTUBHOCTI
BigobpakeHHs pe3ynbTaTiB.

Crartyc goKyMeHTa

CornacoBaHo

ABTOp AOKYMEHTa CHEMUS Galyna Leonidivna

[laTa noromxeHHsi JOKyMeHTa

17.01.2024
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Calculation both quantitative and qualitative KR takes
place for each period of the activities evaluation
separately (not accumulative)

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

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

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

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

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

(IC-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|BR|X| KE |X|%|

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

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

KE (Effectiveness) means the work efficiency indicator
of the Bank (depends on the Bank’s work efficiency and
certain units work efficiency). This indicator can be
different for different units. It is approved by the Bank’s

Po3paxyHok sk KinbkicHMX, Tak i akicHux KR BigbyBaeTbcs
32 KOXEH nepioa OuiHKM AianbHOCTI OKpemo (He
HaKoOMU4yBarsnbHO).

Biacotok BukoHaHHs koxxHoro OKR pospaxoByeTbcs sk
cepegHboapudMeTUYyHE BUKOHAHHS BiAMOBIOHMX KOMY
KR, npu ubomy Bci KR (B T.4. KiNbKiCHi) po3paxoByOTbCS
3a nepiog, a He HakonudyBanbHUM nigcymkoMm. KR
BCTAHOBIIOKTLCA sIK KpuTepii BUKoHaHHA OKR.

B iHOuBigyanbHUX BUNagkax, 3a pilleHHSM KepiBHUKA,
KinbkicHi KR MoXxyTb po3paxoByBaTUCb HAaKOMM4yBansHO
3a YMOBM MOrOKEHHA Takux pesynbTaTiB [MpaBniHHAM
BaHky.

PospaxyHOK BWKOHaHHS KifnbKicCHUX i 4gkicHux KR
NPOBOANTBLCS SK BiOHOLIEHHSA (PaKTUYHOIO 3HaYEeHHSA 00
NaHOBOro MO KOXHOMY MokasHuky KR i HaBnaku ans
3B0poTHIX KR. PiBeHb BWKOHAHHS KOXHOMO MOKa3HMKa
MOXNMBUIA y gianasoHi Big 0% o 100%.

3aranbHuin Bigcotok BukoHaHHa OKR 3a keBapTan
PO3paxoBYETLCA AK cepegHbOapuPMETUYHE BUKOHAHHS
Bcix OKR, BCTaHOBNEHMX Ha 3BiTHUI Nepioa,.

BukoHanHa OKR 3a pik  po3paxoByeTbCcd  §K
cepegHboapMdMeTNYHE BUKOHAHHA kBapTanbHux OKR
(nepiogn, konmm OKR He BCTaHOBMOBaNuUCb, He
BPaxoBYOTbCH).

(IC-2) KoHTponb 3a KOPEKTHICTIO BCTaHOBMEHHA Ta
ouiHkoto OKR ans npauiBHukiB noknageHu Ha fonosy
MpaBniHHS, Unenis MpaBniHHS, npauisHuKa
[enapTameHTy ynpasniHHA NepcoHarnom.

10. MopAAoK po3paxyHKy perynspHuMx mnpemin 3a
3aranbHOOGaHKIBCbKOD CUCTEMOK  (MiCAYHMX,
KBapTanbHUX TOLLO)

Regular

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

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

BR (Bonus Ratio) — koediuieHT npemitoBaHHA B
3anexHocTi Big4 TuNy nigpo3Ainy, nepiogu4HoCTi Ta
3anmaHoi nocagu 3 ypaxyBaHHSAM nepiogy npemitoBaHHs
(micsub, kBapTan Towwo) (doaaTtok 1).

KE (Effectiveness) - nokasHuk edeKkTMBHOCTI po6oTu
BaHky (3anexutb Big pesynbraTiB podotn Banky Ta
pe3ynbTaTiB  po0OTU Pi3HUX HaNpPAMKIB  OiANbHOCTI).
3HayeHHs1 nokasHMka Moxe OyTW pi3HMM Anst PisHMX
nigpo3ainis i 3aTBEPAXKYETLCA Cnyx60BuMm
po3nopsamKeHHaM  3a  nignucoMm [onosu [paBniHHA
Banky. fAkwo iHwe He 3aTtBepakeHo Cnyx60BMM
posnopsampkeHHsam, KE gopisHioe 1.0.

Cratyc goKymeHTa CornacosaHo

ABTOp AOKYMEHTa CHEMUS Galyna Leonidivna

[laTa norogkeHHs JOKyMeHTa 17.01.2024
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CEO order. If other is not approved by the order KE
equals 1.0 by default

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

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

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

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

Annual

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

Legend:

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

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

Ke (Effectiveness) means the work efficiency indicator
of the Bank (depends on the 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 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.

% — BiACOTOK BMKOHaHHSA uinen. MeTtoanka po3paxyHKy
BiJCOTKaA BUKOHAHHSA LiNen Mo)e 3MiHIOBaTUCh 3rigHO 3i
Cnyx60BUM po3nopamKeHHAM, 3aTBEpPIKEHNM [[0N0BOIO
MpaBniHHS.

CuctemaTuyHi (perynsipHi) npemii 3a
3aranbHODaHKIBCbKOID ~ CMCTEMOK  PO3PaxOBYHTHCS
nponopuinHo  BignpauboBaHOMY  4Yacy, BunnaTa
30INCHIOETLCA  KOXHOIO  OCTaHHbOro poboyvoro OHA
Opyroro micsauda nicns 3akiH4eHHs1 3BITHOro nepioay (3a
YMOBUM CBOEYACHOI0 NOAaHHS iHopmaLii no niggeaeHnm
nigcyMkam) ogHOYacHO 3 BUNnaToto 3apobiTHOT nnaTu 3a
BiAANOBIAHUI MiCSILLb.

11. Po3paxyHOK BMHaropoau 3a nigcymMmkamm pobotm
3a pik (3a 3aranbHOOaHKIBCbLKOK CUCTEMOHO)

PoapaxyHOK CymMKn pivHOT npemii 34iMCHI0ETLCS 3rigHO 3
HaCTYNHOK POPMYIIOHO:

Annual

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

Oe:

PS (Position Salary) — cepepHin nocagoBui oknag
npauiBHvka 3a nepiog 3 01 ciyHa no 31 rpygHs, y rpH.
PospaxoByeTbCsa Sk cepeaHe apudMeTUyHEe NOCafoBumX
oknagis 3a 12 MmicauiB 3BITHOTO POKY - Y pO3paxyHOK
GepeTbCA OKMNag CTAHOM Ha OCTAHHE YWUCIIO KOXHOro
Mmicsaus.

ABR (Annual Bonus Ratio) — koediuieHT pidYHOro
npemitoBaHHs (3rigHo 3 Jdogatkom 1).

KE (Effectiveness) — nokasHuk edeKTUBHOCTI poboTwu
Banky (3anexutb Big pesynbraTiB pobotun banky Ta
pesynbTatiB  pobOTU PI3HUX HaMNPAMKIB OiANbHOCTI).
3HayeHHs1 nokasHuMka Moxe OyTu pisHMM Ans Pi3HMX
nigposgainis i 3aTBEPAXYETLCA Cnyx60oBum
po3nopsimpKeHHaM 3a  nignucom [onoeu [MpaBniHHA
Banky. Akwo iHwe He 3aTtBepgkeHo Cnyx6oBuUM
po3snopsmpkeHHsam, KE gopisHioe 1.0.

% — BiACOTOK BMKOHaHHSA uinen. Metoanka po3paxyHKy
BiCOTKaA BMKOHAHHS Linen mMoxe 3MiHoBaTUCh 3rigHO 3i
Cnyx00BUM pO3MNOPAIKEHHSAM, 3aTBEPAKEHUM [(ONOBOIO
MpaBniHHS.

BuHaropoga 3a nmigcymkamm  pobGotTm  3a  pik
pO3paxoByeETLCA MPONOPLIMHO BignpaLbOBaHOMY 4acy,
BMMMAYYETLCA B 3aNeXHOCTI Big pe3ynbTaTiB QisfbHOCTI
BaHky, HasiBHOCTi BGto)XeTy Ta Ha niacTaBsi Haka3sy Fonosu
MpaeniHHA BbaHky Ta Harnagosoi paau BaHky.

BuHaropoga 3a pesynbTatamu poboTM 3a pik Ans
npauiBHUKIB BUNNAYyeETbCA Ha HACTYNHUW pik nicng
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Annual bonus payment for the employees takes place
on the next year after reported but not earlier than
annual bonus payment for positions under group
remuneration policy (in case of approval such payment
by Parent Bank) .

12. Procedure and main principles of individual
performance evaluation system

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

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

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

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

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

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

Conditions for employees on the bank-wide KPI system

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

3BIiTHOrO, ane He paHiwe Hix 6yge npoBegeHa Bunnarta
piYHOI MNpemii npauiBHUKaM nig rpyrnoBOK MOMITUKO
BuHaropogn (y pasi ii noromkeHHs MaTepuHCbKM
BaHkom).

12. Mopsapok Ta NPUHLMNM CUCTEMU iHOMBIAYaNLHOI
OLiHKM pe3ynbTaTiB AiANbHOCTI

OuiHka 3a iHOuBiOyanbHOK CUCTEMOK MOMsArae B
OUiHIOBaHHI  AiANbHOCTI  MNpauiBHMKA Ha  nigcTasi
OOCSTHEHHS HMM  KiNbKiCHUX 3aga4y Ta [OOTPUMMaHHS
SIKICHUX CTaHOapTIB.

Cuctema iHOMBIgyanbHOi  MOTMBaUii Moxe  OyTu
BNpoBafKeHa y HampsMKy npodaxy OaHKIBCbKMX
NPOAYKTIB, KasHayewncTBa, MNOBEPHEHHA npobnemHol
3aboproBaHoCTi abo iHWOMY HanpsiMKy, pe3ynbTaTtu
pob0TKn SKOro BNMBaTb Ha NpUOYTOK BaHky.

Po3mip oTpumaHoi npemii ©6asyeTbCcsl Ha peaynbTarTi
iHauBigyanbHoOI poboTn MpauiBHMKa Yy 3BITHOMY MepioA:
ue Mmoxe OyTW BuHaropoga 3a BiOCOTOK yperyrboBaHOi
3aboproBaHoCTi, 3a o0bcar npogaxy nNpPOAYKTIB,
pes3ynbTaTt TOPriBAi LiHHMMMW Nanepamu Ta iHwe.

CTBOpEHHS HOBOI ab0 BHECEHHSI 3MiH B YMOBW MOTOYHOI
iHOMBigyanbHOI  CUCTEMW  MpPEMIOBAHHS  MOBUHHO
000B’A3KOBO  MorogkyBatucb 3  [lenapTaMeHTOM
ynpaBniHHA nepcoHanom 3 niaTBEPAKEHHAM
edeKTMBHOCTI 3a [AOMOMOrol MPOrHO3HUX PO3paxyHKIB
pe3ynbTatiB  ManbyTHLOI AIANBHOCTI Ta HadaHHAM
nnaHoBoro oHAy npemitoBaHHs.

BeegeHHsa HOBOI iHOUBIAyanbHOi cuctemn abo BHECEHHS
3MiH [0 iCHYH4YOT cucTeMu moxe 6yTu peani3oBaHo Yyepes
Haka3/ cnyxboBe pPO3NOPSMXEHHS 3a  MigNMCOM
BiQNOBiJaNbLHOrO 3a HanpaMok AianbHocTi  YneHa
MpaeniHHsa Ta/ abo Nonosu lMpaeniHHA Ta 060B A3KOBO
avpekTopa [lenapTaMeHTy ynpasriHHA NepcoHanom.

13. YMOoBM BKMIOYEHHA MpauiBHUKIB A0 CUCTEMMU
MaTepianbHOro CTUMYIOBaHHA

YMOBM Ons  npauiBHWMKIB  Ha  3aranbHOGAHKIBCHKIl
cuctemi KPI
O6GoB’A3KOBUM  ANs  HapaxyBaHHA | BuUNNatu
cucTeMaTUYHNX (perynsapHux) npemin Ta BMHaropos 3a
nigcymkamn pobotu 3a pik 3a 3aranbHOOAaHKIBCLKOH
CUCTEMOIO:

nocTaHoBKa Uinen Ta nigBefeHHs NiACYMKIB 3a 3BITHUN
nepioa, LLO OLHIETLCS;

Ond  BUNNatM  perynspHux npemin  (MiCAYHUX,
KBapTanbHKWX) OOOB A3KOBMI ©Oe3nepepBHUN  CTax
po6oTu npauiBHuka B baHky He MeHLwe 3 micsauiB (AKWwo
iHwe He nepepbadeHo B nponosuuii no poboTi (job-
offer) abo koHTpakTi npauiBHuka). [lpn ubOMYy,
pO3paxyHOK  perynspHoi  npemii  MpoBOAUTLCH,
noYMHaK4m 3 NOBHOro 4-ro BignpawlboBaHOro Micsus 3
Jatun npuruomy, nponopuinHoO Ao BignpaubOBaHOro
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calculation is carried out starting from the 4th full
month of work, proportionally to the time worked
within the period under review (for a full months),
except the trial period. Payment for first three
months is not carried out. Payment of a bonus for
the managers of the B-1/B-2 level/ deputy B-1 and
heads of units directly subordinated to the
Chairman of the Board, Board Members, B-1 are
carried out from the first day on the position in OTP
BANK JSC;

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

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

For the employees of the front-office of the Retail
Business division monthly bonus is paid every last
working day of the month which follows after the
reporting month, for the employees of the front-office of
the Corporate Business division, monthly bonus is paid
on second month 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

Yyacy (3rigHO MOBHKX MicAUiB) y 3BITHOMY nepioai 3a
BMKITIOYEHHAM BunpobyBanbHOro nepiogy. Bunnata
npemii 3a nepLi Tpu Micsaui poboTn He 3AINCHIETLCS.
Bunnata npemin KkepiBHukam piBHa B-1, B-2,
3acTtynHukam B-1 Ta kepiBHMKam BigainiB npamoro
nignopsigkyBaHHa  [onosi  [paBniHHA,  YneHam
MpaBniHHsA, B-1 3giicHIOETBCA 3 MNepLioro gHs Ha
nocagi B AT «OTI BAHK»;

Mpn nepeBepeHHi npauiBHuka BbaHky 00 Oyab-Akoi
iHwoT komnaHii Mpynn OTI Ta HaBnaku, 06YUCNEHHS
po3mipy npemin Ta BMHAropod nNpoBOAUTbLCS i3
pOo3paxyHKy cymapHoro 6e3nepepBHOro ctaxy poboTtu
npadiBHuka B pamkax pynu OTI1.

OOOB’A3KOBOID YMOBOK [Af11 OTPUMaHHS Npemin Ta
BMHaropog 3a Oyadb-AKOK CUCTEMOK MOTUBAUIi €
HasIBHICTb TPYAOBMX B3aemoBigHOCMH 3 BbaHkom abo
iHwoto komnaHieto Mpynu OTIT Ha MOMEHT BuMnaTU
npemii abo BMHaropoau. Y Bunaaky, sikWwo AaHa ymoBa He
BUKOHYETbCS, PIlLEHHS LWOAO 34iMCHEeHHs BunnaTtu
npUMUMaeTbLeA BiOMNOBIAHO o iHOuBIQyanbHOro
norogxeHHs onosu MpaeniHHa/YneHa MNpaBniHHS.

Ons npauiBHukiB dpoHT-oddicy HanpsmKy Po3gpibHui
BisHec, BuMNNata LWOMICAYHUX Mpemii BigbyBaeTbCA
KOXXHOTO OCTaHHbOro pobo4yoro [AHA HacTyrnHoro 3a
3BITHAM  MicAueM, [Ons npauiBHUMKIB  (PpoHT-odbicy
HanpsiMky KoprnopaTuBHui GisHec, Bunnarta LWoMiCAYHMX
npemin BiobyBaeTbca 4epe3 2 Micsli nicns 3BiTHOroO
Micaus, ANns  iHWKMX KaTeropih npauiBHUKIB TepMiH
BMNMaTM npemii  BCTAHOBMEHUW Yy  BiANOBIOHUX
pernameHTyuYnx JOKYMEHTaXx.

Y pasi nepeBedeHHs NpauiBHWKIB y NiApo3ain/ Ha iHwy
cxemy npemitoBaHHs/ mocagy 3 iHLWOK nepioguyHicTio/
npoueaypor  MpemMiloBaHHA MNpeMis  HapaxoBYETbCA
NponopLiiHO A0 BiANpaubOBaHOrO 4Yacy (i3 po3paxyHKy
haKTUYHOT KiNbKOCTI KaneHdapHWUX [HIB) 3a KOXHUMN
nepiog Npu HasiBHOCTI BUKOHaHHS OOOB'A3KOBMX YMOB
BKIIOYEHHS NpauiBHUKIB [0 CUCTEMU MaTepianbHOro
CTUMYIIOBAHHSA.

Y BunNagky, Konu npauiBHUK MpauloBaB HEMOBHWUA
pobouni OeHb, poO3paxyHOK npemii nNpoBOAUTLCA
NponopLifHO BiAnpauboOBaHOMY 4Yacy i3 pO3paxyHKy
(PaKTUYHOI KiNbKOCTi MOBHUX Ta HEMOBHWX KaneHaapHUX
OHiB nepebyBaHHs Ha nocagi (OKpiM MpavuiBHUKIB, B AKX
pPO3Mip Npemii HanpsiMy 3anexuTb Big ocobucToro 6isHec
pesynbTary).

Y Bunagky gosroTpusanoi (Oinbw Hix 55% pobodoro
yacy 3a 3BiTHMA nNepiof) BIACYTHOCTI npauiBHUKA
(xBopoba, 0COBMCTI MPUYMHK TOLO), NPEMIi NpaLiBHUKY
He po3paxoBYOTbCS | HEe BUNNayyTbes. [1pn po3paxyHky
yacy [JOBroTpuBanoi BIiACYTHOCTIi He BpPaxOBYETbCS
nepiog npocToto, MoOGini3auii, AEeKpeTHOi BignNyCcTKU
npaudiBHuMka (BignycTka no gornagy 3a  AUTUMHOR,
NiKapHAHUI MO BariTHOCTI i Morioram), OCKifbku 3a Ui
nepioan Npemis He po3paxoBYETLCS.
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pregnancy and childbirth), because bonus for such
periods of absance is not calculated.

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

General bonuses conditions of bank employees

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

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

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

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.

Mpn po3paxyHKy npemin npaudiBHWKa, Yy BUNagky
HasiBHOCTi OHIB BiACYTHOCTI y nepiog MK OeKpeTHUMU
BignycTkamu (gHAMKM Mobini3auii/ npocToiB), AKLLO Nepiog
BigCcyTHOCTi OyB ©e3nepepBHUN, | NpauiBHUK He
BMKOHYBaB NOCaA0Bi O0OB’s13KM, BECb Nepiog BiACYyTHOCTI
BBaXXaeTbCA AOBrOTPMBAsno BiACYTHICTIO Npemida 3a uen
nepioa He HapaxoBYETbCA. AKLLO y NpaLuiBHMKA Y BKa3aHi
nepiogn 6ynu poboui gHi — NpeMist HapaxoBYETbCA NULLE
3a ui poboui gHi.

3aranbHi yMOBUM NpeMitoBaHHS BCiX NpaLiBHUKIB BaHky

Bunnata 6yab-akoi cuctemaTtuyHol (perynspHoi) npemii
npauiBHMKaM NPOBOANUTLCS TiNbKM 3a TIED CUCTEMOIO, sika
BigNoOBiAae 3arMaHin HUM nocagi. AKWO npauiBHUK
AONyLLIEHMIA A0 BUKOHaHHS iHWKNX 060B’s3kiB abo nocaau,
pO3paxyHOK NpeMii 3a MM BUKOHAHHSIM He MPOBOANTLCS.

MpauiBHMKam, ski nepebyBanuM Ha JikKapHAHOMY MO
BariTHOCTI Ta nonorax, BignycTui No gornsay 3a gUTUHOLO,
y akux 6ynum npocToi, aki 6ynn mobinizoBaHi abo 6ynu
3BiNbHEHI/ MPUNHATI NOPSAKOM nepeBeaeHHs fo/ 3 byab-
akoi komnawii pynun OTI1, npemii HapaxoBylTbCA
MPOMOpLIMHO BiANpaubOBaHOMY Yacy i3 pPO3paxyHKy
haKTUYHOI KiNbKOCTi KaneHgapHUx gHie nepebyBaHHs Ha
nocagi B baHky.

Y pasi CyTTeBOro nOpPYLUEHHS TPYAOBOI AUCLMUMSIHN
(dbakTn HeskicHoro abo HeCcBOEYACHOTO BWKOHAHHS
3aBAaHb, BCTAHOBMNEHMX KepiBHUMKOM, abo Ha niacTasi
pPO3MopsiAY0-perynaTMBHOIO OOKyMeHTa (Hakasa,
PO3MNOPSAMKEHHS, NnaHa, rpadika BMKOHAHHSA pobiT abo
YMHHOrO 3aKOHO4ABYOro/ HOPMATUBHOMO akTa)), NpaBuI
BHYTPILLHLOrO  TPYOOBOro  posnopsaky  (Tpyaosa
avcuunnida npaudiBHuUKIB pernaMmeHTyeTbcs [Npasunamu
BHYTPILLHLOrO TPyAoBOro posnopsgky banky) 6e3
MOBaXHMX MPUYMH, CyMa npemii Moxe 6yTn 3amiHeHa abo
ckacoBaHa B MOBHOMY 00cs3i 3a  pilleHHAM
Ge3nocepedHbLOr0 KepiBHMKa npaudiBHMKa (B T.4. NO
KopropaTuBHIA nOWTi) Ta Ha nigcrtasi MNUCbLMOBOIO
OOr'pyHTYBaHHS  MOPYLUEHHS  3rigHO 3 YMHHUM
3aKOHOJABCTBOM YKpaiHW Ta 3a MoroaxeHHsAM YneHa
MpaBniHHA — kypatopa abo [onoBu [lpaBniHHA Ta
aupekTopa [enaptameHTy ynpaBniHHS NepcoHanom.

AKWwo npunuHeHHs TPYAOBUX BIOHOCWH MOB'A3aHe 3
BMXOAOM MpauiBHMKa Ha NeHcito abo cMepTHo, NpaBo Ha
OTpPMMaHHA npemii  36epiraetbca. AKWO  TPYyAOBI
BIJHOCWHW MPUNUHEHO Y 3B'A3KY 3i CMepTIo npauiBHMKa
abo y pasi cMmepTi npauiBHUKA, WO CTaB NEHCIOHEPOM,
npaBo Ha OTPUMaHHS nnaTtexy 3a BigknageHow
YacTuHoto 30epiraeTbcs. OTpymaTtu BuMHaropogdy y pasi
3BEPHEHHS MOXe cnagkoemeub(Li), WO Mae/loTb npaso
Ha cnagLumMHy 3rigHo i3 3aKOHO4ABCTBOM YKpaiHu.

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

Mpemia BunnayvyeTbCca B 3aneXHOCTi Bif HasBHOCTI
OlompkeTy Ta Ha nigctaBi Hakasdy [ornoBu [MpaBniHHS
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The bonus is paid depending on the budget availability
and based on the order of Bank’s Chairman of the Board
or acting the Chairman of the Board (in case of absence
the CEOQ).

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

14. Main principles of assessment of the
competencies development

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

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

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

15. Couching and feedback during the business year

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

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

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;

o 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.)

BaHky abo ynoBHoBaeHOi ocobwu (y pasi BiACYTHOCTI
"onosu lNpaeniHHS).

BaHk MOXe NpU3ynMHATM BUNNaTy NpeMii, 3MeHLlyBaTu
iXx po3mip abo GasoBuiA po3Mip, SK OKPEMUM
npaudiBHMKam, Tak i nigposginy B uinomy. 3aByacHe
nonepepkeHHs1 MpauiBHWKIB Mpo MOBHE/ 4acTKoBe
NPU3YNUHEHHSA BUMMATM MNPeMil He € OOOB’SA3KOBUM.
BkasaHi 3MiHM He po3rnagarTbCA K 3MiHA CYTTEBUX
YMOB npaLli.

14. OCHOBHi NPMHLUMNM OLliIHKN PO3BUTKY
KOMMeTeHL,in

Ina MNpaeniHHA BaHky (3a piweHHaM, BAT OTI BAHK,
YropwuHa MOXyTb BW3HA4yeHi [A0AaTKOBi Mnocagu) B
OGnaHky uinem oboB’A3KOBO BCTAHOBIHOETLCS MOKA3HUK
OuiHka kepiBHMKa (Superior's evaluation) abo ouiHka
KOMMETEHL,N.

[HTEepB’10 WOAO0 aHanidy po3BWUTKY BCIX KOPMOPaTUBHKX
KOMMeTeHUii NpOBOANTLCA B HAacCTYNHOMY 3a 3BiTHUM

poui.

Cepen KOMNETEHUiN, WO OUiHEHI Ha HanHWwk4MA Gan
PEKOMEHJOBAHO BW3HAYUTM OAHY KOMMETEHUil0 .o
poO3BUTKY, Sika Oyae po3BMBATMCS NPOTArOM HACTYMHOrO

POKYy.

15. KoyuiHr Ta 3BOPOTHil 3B’A30K NPOTArom 3BiTHOro
POKy

[MpoTarom poKy KepiBHWK CRigKye 3a BWKOHaHHAM
nignernMMmn noctasfeHux Uinen Ta uinen 3 po3BUTKY
KOMMETEHLi MO KOHTPOMbHUM TOYKaM, aHarnisye
pesynbTatu, HaJae KOXXHOMY MNpauiBHUKY Ta OTPUMYE Bif,
HbOrO 3BOPOTHIW 3B’A30K.

Y BunagKky HeoOXiOHOCTI KepiBHWK pas3oM 3 mignernvm
Koperye nnaH Jin Ans OOCArHeHHs NocTaBneHux uinew,
IHCTPYKTYE Ta HaBYae€ nignernoro.

16. Mopspok npemiloBaHHA npauiBHUKIB 3a
BMKOHaHHA 0COGNMBO BaXXNUBUX 3aBAaHb

Mpewmii 3a BUKOHaHHS OCOGNIMBO BaXXNMBOTO 3aBAAHHA Y
BUMMSA4i OOHOPa30BOI BMHAropoAM HapaxOBYHOTbCA
npauiBHVKY y BUNagky:
e BMKOHAHHS BaXNMBOT pob0TH, Ky HEMOXMBO Byno
3annaHyBaTy paHilue;
e pearnisauig 3aBAaHb, NPOEKTIB, SIKi MalOTb 0COONNBO
BaXXNMBe 3Ha4eHHs ans baHky;
e BUKOHaHHsS HenepegbavyeHUX nnaHamu CKagHUX
€KOHOMIYHMX, iHXeHepHUX abo iHLWKMX pO3paxyHKiB,
LLIO cTOCYThCS AisanbHOCTI BaHky Ta BNnnBatloTh Ha
NOTEHLINHWUIA NO3UTUBHUIN pe3ynbTaT 3 ¢iHaHCOBOT
Ta/abo opraHisauifiHol TO4OK 30py Ta iH.

Cyma npewmii  BM3HayaeTbCca  iHAMBIQyanbHO, 3
ypaxyBaHHsIM piHaHCOBMX MoXnuBocTten baHky (B
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The sum of the remuneration is determined individually
taking into account the financial capacities (in terms of
the labor remuneration budget) of the Bank and may be
paid based on the Bank order subject to availability of
the structural unit head'’s written substantiation (or in the
electronic approval system) of the necessity of bonus
payment and subject to approval by the Head of HR
Directorate, Chairman of the Board or Member of the
Board. The following payments are exceptions:
compensation of taxes withheld for the received gifts
(performed if there is approving of the Head of HR), the
compensation due to the untimely increase in salary or
incorrect calculation of premiums (carried out if there is
approving of manager with board level no lower than B-
2).

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

17. Terms of payment and responsibility

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

For employees, which are awarded according to the
bank-wide system , deadline for submission of bonus
forms - to the end of the month following the reporting,
for employees, which are awarded according to
individual motivation systems - 10 working days to the
end of the month following the reporting one. If the
bonus forms is not provided on time, the payment of
bonuses can be transferred to the next reporting period.

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

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

Mexax BroaxeTy BUTpaT Ha onnaty npadi) Ta moxe byTu
BMMNNayeHa Ha nigctasi Haka3y no baHky 3a HasBHOCTI
nMCbMOBOro  OOrpyHTyBaHHsa  (@bo B cucCTeMi
€IeKTPOHHOIO MOrOKEHHS) KepiBHMKA CTPYKTYPHOro
nigpo3ainy 3a noromkeHHAM avpektopa [JenapTameHTy
ynpaeniHHA nepcoHanom, Fonoewu MpaeniHHa abo YneHa
MpaBniHHA.  BUWKMAOYEHHS  CTAHOBNATBCA  HACTYMHI
BMMNIATK: KOMMEHcalis NoAaTKiB 3a OTPMMaHi NogapyHKu
(3mincHroeTbeA npu NOroKEHHI avpekTopa
[enapTameHTy ynpasniHHs NnepcoHanom), KomneHcawis y
3B’A3KY 3 HECBOEYACHUM MIQHATTSAM NOCagoBOro oknagy
abo HeKOpEeKTHMM po3paxyHKoM npeMii (34iNCHIETLCS
Npy HasIBHOCTI MOrOMKEHHS KepiBHUKA PIBHA He HuX4e
B-2).

Ona sunnatu npemii cknagaeTbcs cnyxboBa 3anucka
abo cnyxo6oBa 3anucka y BHYTPILULHEOMY
KOprnopaTMBHOMY MNporpamMHoOMy 3abeaneyeHHi ans
OLHKWN AiSANIbHOCTI YM HagcunaeTbCcs MO KOpnopaTUBHIN
NOLLITI.

17. CTpoku BUNnaTu Ta BignoBiganbHicTb

Ons  pospaxyHKy Mpemin KepiBHUKM  CTPYKTYPHMX
nigposainis nepegawTs A0 YNpaBniHHA 3 ynpasriHHA
BMHAropogol Ta  pesynbTaTMBHICTIO  AiANIbHOCTI
nepcoHany [lenaptaMeHTy ynpaBmfiHHA MepCOHaroM
BiJOMOCTi, MNOrofkeHi Ha nanepoBMx Hocix abo B
nporpamHoOMy 3abe3neveHHi KoprnopaTuBHOI
iHdopmauinHoT Mepexi/ abo KopnopaTMBHOK MOLLTOH
ONna  OUuiHKM [OiFnbHOCTI Yy BCTaHOBNeHOMY B baHky
nopsgky (Morogkye KepiBHUK piBHA He Hwkye B-2 Ta
KepiBHWK piBHEM BULLE).

[na npauiBHMKIB, WO npemiloloTbCa BigNoOBiAHO A0
3aranbHODOaHKIBCbKOI CMCTEMM CTPOK nojadi 3BeaeHux
BiJOMOCTEN MO perynsapHuM npemiamM — A0 KiHus Micsaus,
HaCTynHOro 3a 3BiTHWM, OnNS iHAMBIAyanbHUX CUCTEM
MoTmBauii — 3a 10 poboumx AHIB OO KiHUA Micaus
HaCTYMNHOro 3a 3BiTHUM. AKLIO BiAOMICTb HEe Hadinwna B
poboTy BYacHo, Bunnara npemii Mmoxe Oyt nepeHeceHa
Ha HaCTyMHWI 3BITHUI Nepioa.

BignosiganeHicTb 3a cBOEYacHe Ta BipHe NoAaHHS JaHuX

00 YnpaBniHHA 3 ynpasniHHA BWHaropodow Ta
pesyrnbTaTUBHICTIO LisANbHOCTI nepcoHany
[enaptameHTy  ynpasmniHHA  MNepcoHarioM  HecyTb

KepiBHMKN CTPYKTYPHUX NiAPO3Ainis.

YnpaeniHHSA 3 yrpaBniHHSA BMHaropogow  Ta
pesynbTaTUBHICTIO LisANbHOCTI nepcoHany
[denapTameHTy ynpaBniHHS NepcoHanoMm rotye Hakas npo
BMNNaTy npemin 3a nignucom Fonoswu [lMpaeniHHs abo
yNnoBHOBaXeHOi ocobu. OpgHovacHo BignoBiganbHUN
npauiBHUK YnNpaBniHHA 3 yrnpasriHHA BMHAropodow Ta
pesynbTaTUBHICTIO  AIANbHOCTI  nNepcoHany BHOCUTb
HeobxigHi aaHi go cuctemn SAP HR gns npoBeaeHHs
PO3paxyHKy.
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One version of original order is passed to Staff Payroll
Unit of Accounting and Statutory Reporting Directorate
not later than 5 working days before salary outpayment
or approved by qualified electronic signature (QES) on
accessible platform for HR Directorate and Staff Payroll
Unit.

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

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

18. Requirements to the regulations and reports on
remuneration of Members of the Management
Board and influential persons of the bank in
accordance with the Resolution of the Board of
the National Bank of Ukraine of November 30,
2020 Ne 153.

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 fulfilment of powers
(including for new employees);

OavH nNpuMipHUK opuriHany Hakasy nepegaeTbca [0
Biopiny pospaxyHkiB 3 nepcoHanoMm [lenapTameHTy
BGyxrantepcbkoro obniky Ta 3BiTHOCTI He Mi3Hille Hixk 3a 5
pobounx gHiB 40 Aatv Bunnatu 3apobiTHoi nnatu abo
NOroKyeTbCs KBanicikoBaHMM €NeKTPOHHUM Nignmncom
(KEM) Ha cninbHin nnatdopmi gns [denaptameHTy
ynpaBniHHA nepcoHanomMm Ta Bigginy pospaxyHkiB 3
nepcoHarom.

BignosiganbHicTb 3a cBoeyacHy 00pobGKy nopaHoi
iHbopmauii  Hece  YnpaBniHHA 3 ynpaerniHHA
BUMHAropogow  Ta pe3ynbTaTUBHICTIO  AIANbHOCTI
nepcoHany [lenaptaMeHTy ynpaBsmiHHA nepcoHanoM 3a
YMOBM  CBOEYACHOTO OTpMMaHHA  iHdopmauii  Big
Bi4NOBiAaNbLHOMO KepiBHUKA.

BignosiganbHiCTb 3a cBOEYACHy BMNaTy Npemin 3rigHo 3
Hakazamn Hece Bigain pospaxyHkiB 3 nepcoHanom
HenaptameHTy Byxrantepcbkoro obniky Ta 3BiTHOCTI 3a
YMOBU CBOEYACHOro MOAAHHS OOKYMEHTIB Ha BuNnaty
BIONOBIAHO 0O YMHHOI peaakuii «lMpoueaypw 34iNCHEHHS
HapaxyBaHb Ta yTpUMaHb, NOB’A3aHMX 3 po3paxyHkamm 3
nepcoHanom».

18. Bumoru Ao nosnoxeHb i 3BiTiB Npo BUHaropoay
Unenis lMNpaBniHHA Ta BNnnuMBoBUX 0Ci6 BaHKy

sripHo 3 [lonoxeHHAM nNpPoO  NOMITUKY
BuHaropoau B bBaHky, 3aTtB. M HBY Ne153 Big
30.11.2020

Y ubOMy po3gini TEPMIHM BXMBAKTBCA B 3HAYEHHSIX,
HaBefieHHUX Yy lonoxeHHi Npo noniTMKy BUHaropoau B
Banky, 3ats. MM HBY Ne153 Big 30.11.2020 y nyHkTi 2.
Posginy 1 (Hagani — MM HBY Ne 153).

OCHOBHi NoniTUKK
BUHaropoau

npuHuMnu  cbopMyBaHHA

BusHauyeHHs Ta peaniszauis nonituky BuHaropoau B baHky
3[JIACHIOETLCS 3 ypaxyBaHHAM pO3Mipy, 0COGNMBOCTEN
aianbHocTi BaHky, xapaktepy 1 obcsriB GaHKIBCbkMX Ta
iHWKX dpiHaHcoBMX nocnyr, npodpinio pusuky baHky,
CUCTEeMHOI BaxnmBocCTi baHky Ta gisnbHocTi baHkiBCbKOI
rpynu, o cknagy AKOI BXOAUTb BaHk,
OOTpUMaHHSA/BMKOHaHHA cTpaTerii baHky, 6i3Hec-nnaHy,
OlopKeTy Ta Aekrnapauii CXUIbHOCTI 4O PU3NKIB.

Mpoueaypw, BU3HAYeHi NONITMKOK BUHaropoau baHky,
MalTb  OyTM  YiTKMMK,  3aJOKYMEHTOBaHMMKM  Ta
NPO30pVMM, NErkKUMM Ans PO3YyMiHHA Ta MOHITOPUHIY
OOTPUMaHHS.

MoniTuka BUHaropoam Bu3Havae 3actocyBaHHsA BaHkom:

1) npakTnkn iKCOBaHOI BMHAropoan, sika He 3anexuTb
Bif dpiHaHcoBoro pesynbTaty baHkKy, AOCArHeHHs uinen,
BMKOHaHHS MOBHOBaXeHb (YKIIOYaK4M Taky MNpakTuKy
LLIOA0 HOBUX NpaLiBHUKIB);
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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
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.

NMOTEHLiNHI
NMOBIPHICTb

2) npakTMKM 3MiHHOI BMHaropoan 3a
HaaXoMKeHHA  (goxoau), CTpoKM Ta
OTPUMAHHS SKMX € HEBU3HAYEHUMMU;

3) BunMnmatM B pas3i 3BiNbHEHHA OO 3’ACYyBaHHsI
e(eKTUBHOCTI QisNbHOCTI, JOCArHEHHS Linen, BUKOHaHHS
NMOBHOBAXXEHb.

Harnsgoea paga baHky Bu3Hauae, 3aTBepaXye, 3a
notpebu nepernggae Ta y BM3HAYEHOMY HEK MOPSOKY
30INCHIOE OLIHKY Ta KOHTPOMb 3a peanis3auieto NoniTukn
BMHaropoau, €ka Mae BU3HayatM Kputepii  Ans
BCTAHOBIIEHHS:

1) dikcoBaHOi BuHaropoan, sika Bigobpakae piBeHb
npodecinHoro aocsigy Ta opraHisauinHoi
BigNoBiganbHOCTI 3 ornsgy Ha nocagoBi 060OB’SA3KK
npauiBHuKa;

2) 3MiHHOT BMHaropoau, sika Bigobpaxae nocrigoBHe Ta
BMBa)X€He 3 ypaxyBaHHSM pu3ukiB baHKy BMKOHaHHS
00O0B’A3KIB, @ TakoX pes3ynbTarT, WO NepeBuLLYyE BUMOIM
nocagoBux 060B’sI3KiB NpauiBHMKa.

MoniTuka BUHaropogu Ma€e MiCTUTK NOPSIAOK BU3HAYEHHS
0cib, npodhecinHa AisNbHICTb AKMX Mae 3Ha4YHMIN BNNB Ha
npogine pu3uky baHky, Ta BKNOYaT Taki MMTaHHS:

1) BW3Ha4yeHHst opraHiB ynpasniHHg/ nigpo3ginis/
nocagoBux ocib, BianoBiganbHUX 3a BU3Ha4YeHHSA OCiO,
npodecinHa AiANbHICTE AKX Ma€ 3HaYHWA BNMMB Ha
npoinb pnanky baHky;

2) BUW3HAYEHHA SAKICHUX | KinbKiCHUX KpuTepiiB Ans
BM3HAYEeHHS1 0cCiO, npodpeciiHa AisanbHICTL SKUX Mae
3HaYHWUV BNNMB Ha npodinb pusnky baHky. Taki kpuTepii
MOXYTb ypaxoByBaTW MOTEHUINHWI BNNAUB NPOdECINHOI
AiFgnbHOCTI 0CcOBU 3 ypaxyBaHHAM ii MOBHOBAXEHb i
060B’s3KiB Ha Npodinb pn3nky baHky, NOKa3HWUKN PU3NKY
Ta edektuBHiCTb  gisanbHocTi  banky.  Kputepii
BPaxoBYIOTb YCi CYTTEBI BUAM PU3MKIB, Ha $Ki MOXe
HapaxaTtuca baHk. OgHMM i3 KiNbKiICHUX KpUTEpIiiB €
nepeBULLIEHHS pPO3Mipy BUNMayeHoi 3a pik 3MiHHOI
BMHaropoan B ABa Ta Oinblue pasiB po3mipy pidyHOI
dikcoBaHOi BMHaropoau;

3) odopMneHHss pe3ynbTaTiB  BU3HAYEeHHA  OciO,
npoecinHa AiANbHICTE AKX Ma€ 3HaYHWA BNMMB Ha
npodink pu3nky baHKy, 3aTBepOKeHHs nepeniky Lux
ocib;

4) nepiognyHicTb (He pigwe ogHoro pasy Ha pik)
nepernsgy nepeniky ocib, npodecinHa QianbHICTb AKNX
Ma€ 3Ha4YHuIM BNNMB Ha Npodinb pusmnky baHky;

5) nosigomneHHs akuioHepam baHky Ta HauioHanbHomy
BaHky (He piglwe ogHoro pasy Ha pik) npo ocib,
npodeciHa AiANbHICTE AKX Ma€e 3HaAYHWA BNIMB Ha
npodine pusnky baHky.

baHk Hapae iHdoOpMaUilo LWOAO0 BU3HAYEHHSA Ocio,
npoecinHa AiANbHICTE AKX Ma€ 3HaYHWA BNAMB Ha
npodinb pu3nky banky, Ta nepenik Takux ocib
HauioHansHoMy BaHky Ha noro Bumory.

MoniTuka BUHaropoau Mae CTUMYIIOBATU YreHiB OpraHis
ynpasniHHSA, BNNMBOBMX OCib AisiTh B iHTepecax baHky Ta
He NpuUMaTn HagMipHUX PUSKKIB.
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The remuneration policy must determine the procedure
for making decisions on the payment/ deferral/
reduction/ cancellation/return of variable remuneration,
and may also determine the forms of payment of
variable remuneration.

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

MoniTuka BMHaropoan Mae BU3Ha4YaTM  MNOPSAOK
NPUAHATTSA  piwWeHb npo BunnaTty/  BigcTpodeHHs/
3MeHLWeHHs)/  ckacyBaHHs/ NOBEPHEHHSA 3MiHHOI

BMHAropoau, a TakoXX MOXe BU3Ha4yaTn oopMu BUNaTK
3MiHHOI BMHaropoaw.

baHKk npuimMae pileHHs WoAo BuANatU - 3MiHHOI
BMHAropoau 3 ypaxyBaHHAM MPUNHATUX BaHkom pu3ukis
i pesynbTaTiB Takoro MpUUHATTH,  (PiHAHCOBOIO
pesynbTaty AianbHocTi baHky, AoTpumaHHA BMMOr OO

kanitany baHky, nigTpUMaHHA HanexHoro piBHA
NiKBiQHOCTI.

MoniTka BuHaropoan NOBWMHHA OyTM  reHOepHo
HeWTpanbHOK Ta BM3HA4YaTUCA 3  ypaxyBaHHSM

HeoOXiAHOCTI OOTPUMaHHS MPUHLKUMNY PiBHOI onnaTtu
npaui npauiBHWKIB YOMOBIYOT Ta XIHOYOI CTaTi 3a piBHY
poboTy abo poboTy 0OgHAKOBOI LIIHHOCTI.

MMoniTka BMHaropoaM BU3HAYae 3  ypaxyBaHHSAM
yctaHoBneHux MM HBY Ne 153 sumor obcar iHopmauii
Npo BMNMaTy BMHAropoaum, WO BKMAYAETLCA OO0 PiYHOro
3BiTy Banky. OB6car iHdopmauii npo BuMHaropogy, LWO
nignarae BKKOYEHHIO A0 pidHOro 3BiTy baHky, He mMoxe
OyTM MeHWwnM, Hixx yctaHoBreHo MM HBY Ne 153.

Harnsgosa paga baHky BCTaHOBMOE po3mip BUHaropoau
Nonosu Ta YneHis MNpaBniHHSA, KepiBHWKA Ta npauiBHUKIB
niapo34iny BHYTPIWHBLOTO ayauTy, TFOfIOBHOMO PU3NK-
MeHe[xepa, rofloBHOMO KOMMIaeHC-MeHeokepa.

[MpaBniHHA BCTAHOBIIIOE pPO3MIP BMHAropoau iHLWKUX
npauiBHukiB bBaHky, fKkwo iHwe He nepegbayveHo
3akoHoAaBCcTBOM YkpaiHu i/abo ctaTyTom BaHky.

18.1. Bumoru go nonoxeHb Npo BMHaropoay YneHis
MpaBniHHA, BNAIMBOBUX OCi6 Ta BigoOpakeHHs iX B
pernameHTtyroumnx gokymeHtax AT “OTIN BAHK”.

MonoxeHHa npo BuHaropody UYneHiB [pasniHHS,
BMMMBOBMX OCIO (gani — MOMNOXeHHs MpO BMHaropoay)
onucye cuctemy BuHaropoau YnediB [paBniHHS,

BMSMBOBUX OCiO.

18.1.1. TlonoxeHHs npo BWHaropogy € BHYTPIWHIM
OOKyMeHTOM BaHky, sakuii:

1) BM3Hayae OCHOBHI 3acaau 3anpoBaxeHol B baHky
cuctemn BuHaropoam YnediB [paBniHHA, BRNMBOBUX
ocib, cknagoBi BUHaropoau (3anpoBamXEHHs nuLle
dikcoBaHOi BMHaAropogn 4 noegHaHHs dikcoBaHOI Ta
3MiHHOI BUHaropoau), CTpyKTypy Takoi BUHaropoau (BMam
ikcoBaHOi Ta  3MiHHOI  BMHaropogu),  KpuTepii
BM3HAYEeHHA PO3Mipy Ta MOpAOoK po3paxyHKy po3Mipy
BMHAropoau (OKpemo Lo40 KOXHOro BUAy hikcoBaHoi Ta
3MiHHOI BMHAropoau), nopsigoK OLUHKM BUKOHAHHS LMX
KpUTEpIiB;
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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;

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

2) MicTUTb iHOpMaLilo WoJo NporpamMmu CTUMYIOBaHHSA
UneHis lMpaBniHHs, BNNnBOBUX OCib (3a HAsABHOCTI), Aka
BKOYae iHcbopmaviito npo YMOBW HagaHHs
3a0X04yBarnbHUX i KOMNEHcaUinHUX BUNNaT, i NPUYUHHO-
HacCnigkoBOro 3B'A3Ky MiXK edeKTUMBHICTIO poboTu Ta
3MiHHOIO BMHaropofol u4neHa [lpaBniHHSA, BMAMBOBOI
ocobu;

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

4) wmicTuTb iHdOpMaLilD Npo [OoAaTkoBE MEHCINHE
3abe3neveHHsa abo nopsaoK BAMMATM BUHAropoam B pasi
OOCTPOKOBOro BMXoA4y Ha neHcito YnediB [MpaBniHHS,
BNIMBOBUX 0OCiO (y pasi 3anpoBagXeHHSA Y ManibyTHbOMY
Bankom cucTemm [100aTKOBOro NeHcinHoro
3abe3neveHHsa abo nopsiaky BunnaT BUHAropoau B pasi
OOCTPOKOBOro BUXOAY Ha NeHcito ansa Ynexis MNpaBniHHS,
BMMMBOBUX 0OCi0D);

5) BM3Ha4ae po3nofin NMOBHOBAaXEHb LLOAO MPUUHATTS
piLLeHb NPO BUHAropoay;

6) BM3HA4Ya€ nNOpAAOK CKnaaaHHA, 3aTBepKeHHA Ta

onpunlogHeHHs  3BiTY nNpo  BuHaropody  Ynedis
MpaBniHHA, BAAMBOBMX oOcCi6 (gani — 3BT npo
BMHaropoay);

7) MicTUTb iHpopmaLito Wwoao

nonitTukn baHKy CTOCOBHO CTPOKY Aii A4OroBopis
(koHTpakTiB) 3 yneHamu [lpaBniHHA, BNAVBUMMU
ocobamu (nucbmoBi TPYAOBiI Aorosopm
(KOHTpaKTK) ynagaroTbCs y BUNagkax BU3HAYEHMX
3aKOHOOABCTBOM YKpaiHu),

Ta BKIMHOYEHHS OO TakuMxX AOroBopiB (KOHTPAKTiB)
YMOB MpO BUMNMNATK 3i 3BiNlbHEHHS (3a HasiBHOCTI);

8) micTuTb iHopMaLito Npo NOpAJoK i yMOBM BUMNATH
BMHaropoau, ¢opmu Bunnatu BuHaropoau (rpoLlosi/
HerpoLUoBi) Ta CTPOKM BUNNaTw;

9) BM3Ha4ae NoOps4OK YacTKOBOI BUMMATK, BiACTPOUEHHS,
CKOpOYeHHs/CKacyBaHHA abo MOBEPHEHHSI  3MiHHOI
CKIagoBoi BuHaropoau/ii 4aCcTMH y pasi HasBHOCTI B
CTPYKTYpi BUHAropoam 3MiHHOI CKINaaoBoi;

10) MiCTUTb MOSICHEHHA MeToAiB, AKi 3acTocoBye baHk
AN BCTAHOBIIEHHS  BWKOHAHHA  KPUTEPITB  OLIHKK
edeKTMBHOCTI poboTn Ynenie [paBniHHA, BNIIMBOBMX
ocib;

11) MicTUTb iHWI yMOBW, SiKi HE cynepeyaTb NpUHLMNam
cucTeMm BUHaropoau, Bu3HayeHum Uieto MNMonitukoto;

12) BM3Hayae 3 ypaxyBaHHAM ycTaHoBneHux [ HBY
Ne 153 Bumor obcAr BifOMOCTEN, WO MICTATbCA Y 3BITI
npo BMHaropoAay, Ta obcar BigoMoCTeln Npo BMHAropoay,
WO MOXYTb B6yTK onpuniogHeri. Obcar BigomocTen npo
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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
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

BMHaropogy, WO Nignarae ONpWMOOHEHHIO, HE MOXe
6yTn MmeHwwnm, Hix yctaHosneHo MM HBY Ne 153.

MignyHkTn nyHkTy 18.1.1 Po3giny 18 BigobpakeHi y Lin
Monituui, pynosin nonituui BuHaropoawn, [MONOXeHHI
npo onnaty npaui npadiBHukiB AT «OTIT BAHK», a
nepwa 4actvHa nignyHkty 7) nyHkty 18.1.1 Posginy 18
uiei Monitnkun BigobpaxeHo y Ctatyti AT «OTI BAHK»
Ta B “lNonoxeHHi npo MNpaBniHHA".

18.1.2. lMonoxeHHsi Npo BMHaropoay Mae:

1) 6yTn nposopum, 3pO3yMinMM Ta OpPiEHTOBaHMM Ha
YHUKHEHHS1 KOHNIKTY iHTepeciB y baHky, He gonyckaTtu
OVNCKPUMIHALIT;

2) BignosigaTtu NoniTuui ynpaeniHHS pu3ankamu 1a 0yTn
HauineHMmM Ha HefOoNyLEHHS CTUMYIIIOBaHHS MPUAHATTS
pU3KKiB, sIKi NepeBuLLYOTb gonycTumMmii y baHky piBeHb
pU3MK-aneTuTy;

3) MICTUTH iHdbopmaLito woao
HenpoBeAEHHA MepiogMYHOI  He3anexHoi
OLiHKM BUMNMAaTK BUHaropoau B baHky;

4) Bignosigatn Bumoram 6aHKIBCbKOro 3akoHOAaBCTBa
YKpaiHu, 3akoHOoA4aBCTBa MPO akuiOHEepHi ToBapucTBa Ta
Bumoram NN HBY Ne 153;

5) Bignosigatn cTBOpeHin y baHky cuctemi posnoainy
MOBHOBa)EHb Y MNPUWAHATTI pieHb (CTpMMyBaHb i
npoTuBar), KOpPNoOpaTUBHOIO  yMpaBMiHHSA, 3acagam
KoprniopaTUBHOI KynbTypn baHky Ta BignosiganbHol
[iNoBOI NOBEAIHKN Ha PUHKY;

6) BM3HavaTM, WO BUHaropoga YneHis [lpaBniHHS,
BNNMBOBUX OCiI0 Mae OyTn po3ymMHO OOIrpYyHTOBaHOM
CTOCOBHO aHanoriyHmx (abo CniBMipHUX) PUHKOBUX
NMOKa3HWKIB PO3MIpiB i YMOB BUMMaT BUHAropoAau;

npoBeaeHHs/
30BHIiLUHbOT

7) BM3HayaTW, WO BMHaropoga Ynexis [lpaBniHHS,
BMNMBOBMX OCI6 MOXe cknagatuca 3 dikcoBaHoi Ta
3MiHHOT BUHaropoawu (y pasi ii 3actocyBaHHs) abo nue 3
dikcoBaHOi BMHaropoau;

8) BM3HavaTu, Wo po3Mip ikcoBaHOI BMHaAropoan mae
Oytm poctatHiM ans Toro, wo6 baHk maB 3mory
peanizyBaTu CBOE MNpaBO He BuUMMadyBaTU 3MiHHY
BMHaropogy (y Tomy 4ncri BUTpebyBaTu MOBEPHEHHS BXe
BMMNIA4Y€HOoi 3MiHHOI BUHaropoau), SIKLO He BUKOHYIOTbCS
YMOBW, AOTPMMaHHA $KUX € HeobXxigHMm p[nst Takol
3MiHHOI BUHaropoaun. Kno4yoBnM KpUTepiem JOCTATHOCTI
(hikcoBaHOI BMHaropoau € ii BignoBigHiCTb NpodecinHoOMy
OOCBiy, BW3HAYEeHUM yHKUIOHaNbHMM 000B’sAI3KaMm
ocobu Ta piBHIO ii BIANOBIAaNbHOCTI;

9) BM3Ha4aTK, WO BMNMaTa YacTUHU 3MIHHOI BUHaropoam
Moxe OyTM BIiOCTpOYEeHa Ha MeBHWIA nepiod, sKUA
BM3HavaeTbcs Harngposoto pagoto baHky (ons Ynenis
MpaBniHHA,  BNMBOBMX  OCiB). YacTtka  3MiHHOI
BMHaAropoau, sika mae 6yTu BiACTpoOYeHa, BU3HAYAETLCSH
Harnsgosoto pagoto badky (ans Ynenis [MpasniHHs,
BMIIMBOBUX OCib);

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

BMMMATK 3MiHHOT BUHAropoau 4acTKOBO, BiACTPOYEHHS Ti
BMMMATK, CKOpPOYEHHs/CkacyBaHHA 1i  Bunnatn (3
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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.

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;

ypaxyBaHHAM pes3ynbTaTtiB  AidnbHOCTI, hiHaHcoBOro
ctaHy baHky);

NMOBEPHEHHSI BXXE CMSla4eHoi 3MiHHOT BUHaropoau (y pasi
1T cnnaTu Ha nigcTasi iHpopmalii, sika 3rogqoM BusiBUnacs
HenpaBUIbHOI/HEOOCTOBIPHOK) Ta  BCTAHOBIEHHSA
CTPOKY TaKoro NoBEPHEHHS;

BM3HAYEHHS PO3Mipy BMMNaT 3i 3BiflbHEHHS.

Mignysktn nyHkty 18.1.2 Posginy 18 uiei lNonitukn
BigobpaxeHi y pynoBin noniTuli BUHaAropoam, a Takox y
uin Monituui i3 BpaxyBaHHAM OONOBHEHb HUXYE:!
MignyHkT 3)

MepiognyHa Hes3anexHa 30BHIlUHA OuiHKa BuMnaTn
BMHaAropogn CTocoBHO YneHiB [MpaBniHHSA, BAAMBOBMX
ocib B baHKky He npoBoauTbCHA, MNpoTe MoXe OyTn
npoBefeHa 3a piweHHam Harnsgosoi pagu baHky.

MignyHkT 6) Ta 8)
BuHaropoga Ynenie [lpaBniHHS, BNAMBOBMX OCI6
PO3yMHO OBrpyHTOBYETLCSA CTOCOBHO aHanoriyHux (abo

CMiBMIPHUX) PWHKOBUX MOKa3HWKIB pO3MIpiB i YyMOB
BMMNMATM  BMHAropogu B pamMKkax  MOrOAXKEHHS
BCTAHOBMEHHSA/  3MiHM  BuHaropogu Aana  Ynexis

MpaBniHHA, BNNnBOBKX OCI6 3i CTOPOHN MaTepuHCBLKOro
BaHnky, 3 ypaxyBaHHAM aHanidy MartepuHckboro baHky
AaHNX BUHaropoAm aHasnoriyH1x nocag Ha pyMHKy npawi Ha
6asi gaHmx Korn Ferry abo iHWwWoro npoeangepa.

Poamip dhikcoBaHOI BMHaAropoau SIBASIETbCA LOCTATHIM

ansi Toro, wob baHk maB 3aMory peanizyBaT CBOE NpaBo

He BunNnadyBaTW 3MiHHY BuWHaropody (y TOMY u4uchi

BUTpebyBaT MOBEPHEHHS BXE BUMMAYeHOi 3MiHHOI

BMHAropoau), KO He BUKOHYHTbCS YMOBM, OTPMMAaHHS

AKMX € HeobXigHUM [Ons Takoi 3MiHHOI BUHAropoaw.

KniouoBmm KpuTepiem  gocTaTHOCTI  ikCoBaHOI

BMHaropoau € ii BignoBigHiCTb NpodecinHomy OocBiay,

BM3HA4YeHMM (YHKUiOHanbHMM o06oB’si3kaM 0cobu Ta

piBHIO i BignoBiganbHOCTI

MignyHkT 9)

BMMIaTa YacTMHM 3MIHHOI BUHaropogu Moxe O6yTn

BiJCTpPOYEHa Ha MEBHUI nepiod, SKUN BU3HAYAETbCA

pynoBoto MNOMITUKOD BUHAropoau, sika 3aTBepaAXKyeTbCs

Harnsgosoto pagoto baHky (ona Ynenis [NpaeniHHS,

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

OyTM BiOCTpOYEHa, BWM3HAYAETbCA TaKOX 3rigHO 3

pynoBoOto NONiTUKOI BUHaAropoau. 3MiHW Ta BUKITHOYEHHS

MOXYTb OYTM BHECEHI Mnicns nonepeaHboro NoroaXeHHs

MaTepuHcbkum BaHkowm;

MignyHkT 10)

Harnsposa paga baHky mae npaBo NPUNHATK pillleHHS

3riaHo 3 [[pynoBoto NOMITUKOK BUHAropoan Ta BiAnoBiAHO

0o piweHb MaTepuHcbkoro baHka Wwoao:

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

e [OBEPHEHHS BXe cnnayeHoi 3MiHHOT BUHaropoam (y
pasi il cnnatm Ha nigctasi iHdopMalii, gka 3rogom
BUSIBUNAcs  HenpaBWMbHOK/HEOOCTOBIPHOKW)  Ta
BCTAHOBIEHHA CTPOKY TaKkoro NOBEepPHEHHS;
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e determining the amount of severance payments.
18.2 Requirements for remuneration reports

18.2.1 The
information on:
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);

remuneration report should contain

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.

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

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

e BU3HA4YeHHS PO3Mipy BUMNNAT 3i 3BifIlbHEHHS.
18.2 Bumoru go 3BiTiB Nnpo BUHaropoay

18.2.1 3BiT Npo BMHaropoay Mae MICTUTK iHdopMaLito
Lofo:

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

2) cCTpoKiB aKTMYHOI BuUMNATM BUHAropoawu, ix
BiNOBIAHOCTI MONOXEHHIO NPO BMHAropoay;

3) MOBHOrO OMMCY CTPYKTYpU BCiX  CKNagoBuKX
BMHaAropogn, $Ki  MawTb OyTu BuNMAayeHi uyneHam
MpaeniHHsA, BAAMBOBMM ocobam 3a  BignNoBigHOW
dyHKUie0 ynpaBniHHS, BNIIMBOBUM 0CO0aM;

4) KpuTepiiB OUiHKM ePEKTUBHOCTI (i3 3a3HaYEHHAM TOrO,
SAKMM YMHOM BOHWM Oynu JOCArHyTi), 3a pesynbrtatamu
OOCArHEHHS  SKMX  3AiINCHEHO HapaxyBaHHSA  3MiHHOI
BMHaropogn  (AKWoO  3MiHHa  BuHaropoga Oyna
HapaxoBaHa);

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

6) ydacHuKIB 3anpoBafXEHHS1 CUCTEMW BWHAroOpoOAaM.
Taka iHgbopMaLisi BKItoYae BigOMOCTI LWoAo0:
MOBHOBa)KEHb Ta CKragy KOMITeTy 3 BMHaropoau (y pasi
MNOro CTBOPEHHS);

HanMeHyBaHHS/npi3BMW, iMeH, no 6aTtbkoBi (3a
HasiIBHOCTI) 30BHILLIHIX KOHCYNbTaHTIB;
poni ydvacHukiB baHky B npoueci 3anpoBagKeHHS

CUCTEMM BUHAropoau;

7) nporpamu cTumynioBaHHs. Taka iHpopMauiga Bkrtoyae
BIJOMOCTiI Npo nporpamMu NeHcinHoro 3abesneveHHs (3a
HasiBHOCTI) y pasi iX 3acCTOCyBaHHS MPOTArOM 3BiTHOMO

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

MOMOXEHHAM NPO BMHAropogy, a TaKoX MOACHEHHS
MPUYMH TaKOrO BIOXWMEHHSA Ta KOHKPETHMX €eneMeHTIB
MOMOXEHHS MpOo BMHaropody, LWoAo SAkux Bigbynocs
BIOXVMNEHHS, SKWO Taki BigXuneHHss ©6ynuM npoTArom
3BiTHOMO POKY;

9) BusiBneHnx BaHkoM nopylleHb YMOB MOJOXEHHSA Mpo
BMHaropody (sKwo Taki Oynu) Ta 3acTocoBaHWX 3a
HacnigkaMmyu Takux MopylleHb 3axoAiB abo MpUAHATUX
pilLeHb.

Yca iHopmalia woao cym BuHaropoau (B po3pisi
dikcoBaHMX i 3MIHHWX Ti CKIaJoBUX) HABOOUTLCH B 3BiTi
Npo BMHAropody B LiOMy (CYKymnHO) 3a BCiMa 4reHamu
MpaeniHHA, BNIMBOBMMK 0cobamun 6e3 geTanisauii Takmx
CYM Yy po3pi3i KOXHOro okpemoro uyneHa [lpaBniHHs,
BMIMBOBOI 0COOW.

18.2.2 3BiT npo BuHaropogy YneHis
[00aTKOBO Ma€e MICTUTK iHbopMaLito LWoao:

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

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

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

The report on the remuneration of the influential persons
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;

1) caktnyHoi npucyTHocTi uneHa [lpaBniHHA Ha
3acifaHHsIX NpaBniHHA Ta MOro KOMITETIB, 4O cKnagy skux
Takui uneH [lpaBniHHSA BXxoAuWTb, abo MNPUYMHU OrO
BiCYTHOCTI;

2) niaTBepmKeHUX akTiB HENPUAHATHOI MOBEAIHKM
uneHa [lpaBniHHA (ykroyaun Ti, WO NOBIAOMMEHI
KOHMIAEHUINHNM LUMSIXOM) | BXUTUX 3a pesyrbTaTamu
po3cnigyBaHHSA 3axo4iB Y pasi HasBHOCTI BMAMBY TaKumx
dakTiB/3axo4iB  Ha  BUMMATy  BUHaAropoau - YneHy
MpaBniHHA BaHky;

3) HasBHOCTI/BiACYTHOCTI OBI'pyHTOBaHMX NigcTaB LWoOo
BMNNaTW/BiACTPOYEHHS/3MEHLUEHHSI/NOBEPHEHHSA 3MIHHOT
BMHaropoau yneHa lNpaBniHHs.

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

1) nigTBepoXeHux akTiB HENPUIUHATHOI MOBEAIHKM
BMNAMBOBOI 0COOWM (ykno4varoum Ti, WO MNOBiAOMIIEHI
KOHMIAEHUINHMM LUMSIXOM) | BXUTKUX 3a pesynbTraTamu
poscnigyBaHHSA 3axodiB y pasi HasBHOCTI BMMMBY TaKuX
dakTiB/3axodiB Ha BUMNAaTy BWHAropoauW BrIMBOBIN
ocobi;

2) HasABHOCTI/BIACYTHOCTI OBI'PyHTOBaHMX NigCTaB LWoOo
BMNNAaTW/BiOCTPOYEHHS/3MEHLEHHA/NOBEPHEHHS 3MiHHOI
BMHaropoau BNanBOBIN(ot) ocobi(oto).

IHdbopmaLis, nepeagbayeHa UMM NYHKTOM, HABOAMTBCS B
3BiTi NpO BMHaropody NepcoHihikoBaHO 3a KOXHUM
OKpPeEMMM uneHom [lpaBniHHSA, BNMMBOBOK 0COOOH
(ysaranbHeHoO LWWOAO KinNbKOCTI 3acigaHb i NpUCYTHOCTI/
MPUYMH BiOCYTHOCTI).

18.2.3 3BiT npo BuHaropogy Mae MICTUTU Taky
iHpbopmaUito Wwoao BunNaT y rpoLLoBin i/abo HerpoLosin
(3a HasiBHOCTI) dhopmi, 34INCHEHUX Ha KOPUCTb YneHiB
MpaBniHHA, BNAMBOBMX OCI6 y 3BiTHOMY (hiHAHCOBOMY
poui:

1) 3aranbHy cymy KowTiB, BUNnayeHy baHkoM y 3BiTHOMY
diHaHcoBoMY poui. Taka iHopMaLis Mae BKNoYaT AaHi
npo Ccymy BuUNNat €K BMHaropody 3a nonepeHin
diHaHCOBUN piK;

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

3) cymnm kowrTiB, BunradeHux baHkom sK gopaTkoBa
BMHaropoga 3a BWKOHaHHA poboTM Mo3a Mexamu
3BUYANHUX DYHKUIN;

4) cymu BANNAT 3i 3BifMbHEHHS;

5) ouUiHOYHY BapTiCTb BUHAropos, HagaHx y HerpoLLoBir
dopmi, y pasi ix 3giicHeHHs BaHkoM.

18.2.4 3BiT npo BuHaropogy Mae MICTUTU Taky
iHdpopmauito Wwoao BuHaropoaun y opmi yyacTti YneHis
MpaBniHHA, BNNMBOBMX OCIG B nNporpami MEHCIMHOro
3abes3neveHHs (y pasi HasiBHOCTI mporpamm):

1) y pasi yyacTi B nporpami 3 cpikcoBaHmmmn BunnaTamm —
LWodo 3MiH y 3annaHoBaHUX BuMnartax, Wo Bigdynucs
NPOTArOM 3BiTHOro PiHAHCOBOIO POKY;
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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.

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 (Compliance and Financial Monitoring
Directorate) and Risk Management Units (Operational
Risk Management Unit), as well as the Bank's Human
Resources Department (HR Directorate), Accounting
Department (Chief Accountant/ Accounting and
Statutory Reporting Directorate), Budget Planning
Department (Finance Directorate) and providing legal
support (Legal Directorate), pre-consider and agree on
the provision of remuneration.

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

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) y pasi yyacTi B nporpami 3 (pikcoBaHUMM BHECKaMn —
wopao cnnayveHnx baHkoM BHeCKiB CTOCOBHO YneHis
MpaeniHHSA, BAAMBOBMX OCIG  NpPOTSAroM  3BITHOMO
biHAHCOBOrO POKY.

18.2.5 3BiT Npo BMHaropoay mMae MICTUTK iHdopMaLito
LWoao HagaHHA baHkoM NPoOTArom 3BITHOMO giHAHCOBOIO
POKy MO3uK, KpeauTtiB abo rapaHTi uneHam [NpaBniHHS,
BNNMBOBUM ocobaMm (i3 3a3Ha4YeHHAM CyM i BiCOTKOBMX
CTaBOK).

Y uinomy (cykynHo) 3a Bcima uneHamu NpaBniHHs BaHky,
BNNMBOBMMU ocobamu, 6e3 aeTtanisauii B po3pisi KOXKHOro
oKkpemoro vneHa NpaeniHHA, BNNMBOBOiI 0COOM B 3BIiTi Npo
BMHaAropogy HaBOAWUTLCS BCS iHpopmauis, BU3Ha4veHa
nyHkTammn 18.2.3-18.2.5.

LLlo cTocyeTbecs KoMneHcalin 3a BiapsaXeHHsi, 4000BUX
Ta iHWKUX BWOaTKiB, WO MOXyTb OyTW MNOB’si3aHUMM i3
BMKOHaHHAM ocoboro  dyHkuii  4yneHa [lpaeniHHS,
BMMMBOBUX OCiB, TO Taki BUNnaTu MarTb BigobpaxxaTucs
BaHkom y 3BiTi Npo BMHaropoay sik ckrnagosi dikcoBaHOI
BMHAropoau 4nexis BignosigHoro MNpaeniHHs, BIAIMBOBUX
ocib.

18.3 lMopspok po3poObneHHs, 3aTBepaXeHHs Ta
onpunrogHeHHA NoJioXXeHb NpPo BMHaropoany

Harnsgosa paga baHky 3aTBepOXye MOMOXEHHS MNpo
BMHaropogy Ynenie [NpaBniHHA, BnnuBoBMX OCI6 3a
nogaHHAM Ta Micns iX po3rnsgy KOMITETOM 3 BUHAropoau
(sKwo Takum komiteT y BaHky cTBOpeHO).

Migposginu
(OenapTtameHT
MOHITOPUHTY)

KOHTPOMK 32  JOTPUMAHHAM  HOpPM
KOMMMNaeHcy Ta hiHaHcoBOroO
Ta 3 ynpaeniHHa pwusnkamu (Bigain
yrnpaBniHHA  onepauinHuMn  pusnkamu), a  Takox
nigpo3ginn  Banky, BignosiganbHi 3a poboTy 3
nepcoHanom (JenapTameHT ynpasBniHHA MepcoHarnom),
BefeHHs byxrantepcbkoro obniky (FonosHui 6yxrantep/
OenaptameHT Gyxrantepcbkoro 06MiKy Ta 3BiTHOCTI),
nnaHyBaHHa 6GlomxkeTy (HdenaptameHT diHaHCciB) Ta
3abesneveHHs OpuAMYHOI  NigTpumkn  (KOprandHun
aenapTtamMmeHT), nonepeaHbLo po3rnsgarnTb Ta
Y3rO[XKYHTb MOJTOXEHHS MPO BUHArOpoay.
BaHk po3milllye NonoXeHHs Npo BMHaropoay Ha BracHIn
BebOcToOpiHUi npoTarom 15 poboumx pOHiB i3 AOHS iX
3aTBEPKEHHSA/BHECEHHS 0O HUX 3MiH i3 3abe3neyeHHAM
MOXIMBOCTI iX nepernagy.

BbaHk 3a3Hadvae iHopMaLilo Npo BUANaTU BUMHAropoau
yneHam [MpaBniHHs, BNIMBOBUM ocobaMm, Lo Bigdynucs
NPOTArom 3BiTHOro iHAHCOBOrO POKY, Y CBOEMY PiYHOMY
3BiTi okpemo wopno [lpaeniHHS, BNNMBOBMX OCIO i3
3a3HaYEeHHAM:

1) cym BuHaropoam 3a 3BiTHUWA PiHAHCOBWIA PiK Y PO3pi3i
ikcoBaHOI Ta 3MIHHOI  CKIMAgOBMX | KifIbKOCTI
ofepKyBauiB;
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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;

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.

2) cyMm HeBUNna4eHol BigKknageHo i BuHaropoau;

3) cym BigknageHoi BUHaropoau 3a nonepenHi giHaHCcoBI
POKM, BUMMa4YeHnX NPOTAroM 3BiTHOrO hiHaHCOBOIO POKY.
Taka iHGoOpMaLia Mae BKOYaTU AdaHi Npo  CymM,
3MEHLLEHI Ha NiACTaBi OUiHKM pe3ynbTaTMBHOCTI;

4) BunnaT nig 4Yac NpUAHATTA Ha pPobOoTy, 3AINCHEHNX
nNpoTaArom (piHAaHCOBOro POKY, Ta KifbKOCTi ofepKyBaudiB
Takvx BUMnarT;

5) cym BuNnaT nig vac 3BinNbHEHHS, 34iINCHEHNX NPOTArOM
iHAaHCOBOro poOKYy, Ta KifNbKOCTi OAEepXyBauiB TaKuXx
BMMnar.

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

Harnagoea paga badHky 3artBepaXye 3BiTM  Npo
BMHaropogy Ynewie [MpaBniHHSA, BRAMBOBMX oOcib 3a
NnogaHHAM i nicnsa iX po3rnsagy KoMiTeToM 3 BMHaropoau
(Ko Takum komiTeT y BaHky cTBOpeHO).

BbaHK poamilwye 3BiTM NpPO BMHaAropogy, BuMavyeHy
yneHam [lpaBniHHg, BAAMBOBUM ocobam MpOTArom
3BiTHOro (piHaHCOBOro poKy, Ha BracHi BebcTopiHUI B
mMepexi IHTepHeT npoTsarom 15 pobounx OHIB i3 gHA X
3aTBEPOKEHHSA YNOBHOBaXXEHVMM opraHom baHky i3
3abes3neyvyeHHs M MOXIMBOCTI IX nepernsay.

19. NokymeHTaUinA

JopaTok 1.
(perynsapHux)

poboTn 3a pik.
HopaTtok 2. CTpykTypa i Bara nokasHuKiB s No3uuin nig
rPYnoBOI0 NOMITUKOK BUHAropoau.

Hopatok 3. Tunu npemitoBaHHs.

basosi po3Mipu  cUCTEMaTUYHUX
npemiin Ta BUHaropog nMo nigcymkam
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20. Internal control 20. BHYTpIiLWHiN KOHTpOINb

Onuc
HasBsa koHTponto/ penesanTHoro
= Name of control 1815
Description of
relevant risk
IC-1 KoHTponb 3a Puauk BTpatu
BCcTaHoBrneHHsm KPI Ta yacy Ha
OLHIOBaHHS AiSNbHOCTI BUMpaBneHHs
npauiBHuKKiB Ha niacTasi NoMUnok/
BUKOHAHHSI HUMM KiNTbKiCHUX
Ta sikicHux KPI/
Control for KP!I setting and Risk of losing time
evaluation of employees to correct mistakes
activities based on their
performance of quantitative
and qualitative KPI
Pu3uk BTpaTtn
1C-2 KoHTponb 3a _ yacy Ha
BCTAHOBIMEHHSAM Ta OLIHKOK gynapnenys
OKR/ NoMuIok/
Conltroi_for set;mg and f Risk of losing time
evaluation performance o to correct mistakes
OKR
IC-3 KoHTponb goTpumaHHs Pwusuk BTpatn

BUMOT MOMITUKK/

yacy Ha
BUMpPaBneHHs
NOMUNOkK/

Risk of losing time
to correct mistakes

Onuc koHTponto/
Description of
control

KoHTponb 3a
KOPEKTHICTIO
BcTaHoBrneHHs KPI ta
OL|iHKOIO BUKOHaHHSI
KPI/

Control for correctness
of KPI setting and
evaluation
performance of KPI

KoHTponb 3a
KOPEKTHICTIO
BCT@HOBIIEHHS Ta
ouiHkoto OKR ans
KepiBHUKIB piBHA B-1 i
B-2 Ta ans iHWKnx
npauiBHukis /

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

KoHTponb piBHS
OOTPUMaHHS
BCTaHOBMNEHNX
napameTpis
MaTepuHCbkMM
BaHkom ans noauuin
nif rpynosoto
noniTUKOIo
BWHaropoAu, KOHTPOrb
OOTPUMaHHS
BCTaHOBIIEHNX
napameTpiB Ans iHWmnX
noauuin/

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.

BignoBiganbHun 3a
koHTponk/ Responsible of
control

MpauisHuk JenaptameHTy
ynpasniHHA nepcoHanom/

Employee of the Human
Resource Directorate

['onoea lMpaeniHHSA, Ynexn
MNpaBniHHA, NpauiBHUK
[HenaptameHTy ynpasniHHSA
nepcoHanom/

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

MpauiBHMK
OenaptameHTy
ynpasniHHs
nepcoHanom/

Employee of the Human
Resource Directorate

MocunaHHsA
Ha nyHKT/
Link to item

Po3zain 9,
nyHkT. 9.1/

Section 9,
paragraph. 9.1

Po3gin 9,
nyHKT 9.4, /

Section 9,
paragraph 9.4.

Po3sgin 9,
nyHKT 9.1/

Section 9,
paragraph 9.1.
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Chemus G.L. Yemychb I J1.

List of changes/updates

[Mepenik 3MiH/gONOBHEHD

P. 9.1 (page 11) — change of the minimum level for
indicators Private Banking NNM;

P. 9.3 (pages 20-21) — added section General rules
for correction requests.

Po3gin 9.1 (cTopiHka 11) — 3MiHa MiHiIManbHOro piBHSA
Ansa nokasHukis MNpueatHMi BaHkiHr YHT;

Po3gin 9.3 (cTopiHkn 20-21) — gogaHum NignyHKT
3aranbHi npaBuna Ans 3anuTiB Ha KOPUryBaHHS.

P. 9.3 (page 14) - KPI structure of CEO indicators.

P. 18 (pages 31-40) - requirements for the Report of
remuneration of influential persons.

Posgin 9.3 (ctopiHka 14) — cTpykTypa KPI nokasHukis
CEO.

Po3gin 18 (ctopiHkn 31-40) — BumMoru wopao 3BiTy
BMHaropoau BrjMBOBUX OCi0.

P.9.3:

page 14-16 — KPI structure of CEO indicators;
page 21 — change of the tolerance threshold for
indicators Private Banking NNM.

Pospin 9.3:

cTopiHka 14-16 — ctpykTypa KPI nokasHukis CEO.
CTOpiHKa 21 — 3MiHa nopory Aonycky Ansi NOKa3HMKiB
MpuBaTHWUA GaHkiHr YHT .

P.9.3:
pages 15, 21-24 - requirements for KPI of positions
under the Group remunaration policy

Po3gin 9.3:
CTOpiHKK 15, 21-24 — Bumoru o KPI nosuuin nig
['pynoBoto NOMITUKOK NpeMitoBaHHA

CraTyc gOoKyMeHTa CornacoBaHo

ABTOp JOKYMeEHTa CHEMUS Galyna Leonidivha

[laTta norogkeHHs AokymeHta | 17.01.2024

44 cTop.




© otp

MoniTvka Npo ouiHKy AiSnbHOCTI Ta MaTepianbHe cTuMynioBaHHs npauiBHukiB AT «OTIT BAHK» /

Policy on the performance evaluation and the incentives for OTP BANK JSC employees

Appendix 1

DopaTtok 1

to Policy on the performance evaluation and the pgo lMNMoniTnkM NpPO OUiHKY AiSANBHOCTI Ta MaTtepianbHe

incentives for OTP BANK JSC employees
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Oopartok 2

ctumyntoBaHHs npauiBHukiB AT «OTIT BAHK»

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

BoNipHi KOMNAHE
Unewn Npasnisen (Gowec Ta - A " - s -
&5 CEO posipHix KOMNasIN T3 -4 : % 1ML PiBHl KEPISHULTES YrOPCHKMM KOHCOMZ0B3HMM YropCeKmMit KOHCOMZ0BIRMM
l i M : n‘. aevacita amte Ynes - L
Merkantil < it i Merkantd (6wec, niarpumea®®) A0UIpHIN AUPEXTOP Aoapran Npagnmma
IHCTHTY L IHAIKaTOP Bara IHgIKITOP Bara IngiKaTop Bara IHgiKk3TOp Bara IHgikaTop Bara
i
( i) 3aranom uul 100% 3aranom uini 100% 3aranom zwl 100% 3aranom qul 100% 3aranom I,WI 100%
pisens TPYNOSOro pisHA TPYNOBOTO PisHA PYNOSOro pissA TPYNOBOTO PISHA TPYNOBOrO piskA
| wgkatop | Bara | Iwgikatop | Bara Iugixatop Bara 15gik3T0p Bara IngikaTop Bara
KinbKiCHUM IHZIKATOP o0% Kinexichuit IHgikaTop 50% KinbKiCHUM IHIKaTOP 50% KinsKicHmit IngikaTop 0% KinbKiCHWI IKZIKATOP 80%
b | IRANBIAY3nbH uin AMBIRYANGH Ui | IRAMBiAy3nbH yini IKAMBIRY3ABH Ui | IHAnSiAy3nbH LN
BHMI
pisens KomneTenyi 10% KoMneTenyi 20% KOMNeTERY 20% T 20% KOMDETeRy 20%
33ranom HanS QY IAbHI 3aranom Hansiayanos 3arasom Hansayanos 3aranom KausiayanoH Saramom Hausiayanoe
WAl 100% yini 100% wni 100% yiai 100% i 100%
Oyinxa edpexmuerocmi Ouyiixo epexmuesocmi Oyinxa edexmuesocmi Oyiixa edpexmuenocmi Oyirxa epexmuesocmi
Lini TpYNOS0r0 PisKA 50% U TpynOE0T0 DIEA 40% LLini FpYNOSOT0 PIBHA 25% L rpyNoB0T0 piEkA 50% LLini rpyMOS0r0 PiBkA 40%
IRgueigyancw yini sS0% IRGHEIZYINDH YA 60% IRgueigyanow yni 75% IRGMEBIRYaNDHI Y 50% IHgUsayanp yini 0%
* 33 BUHATHOM MEREQREDIE NADOIAINY PUINKIE, Y LEOMY BRNBAKY BATA WNEH TPYNOBOTD CTAHOBHTD 25%, 3@ Bara IHAUBIAYaNDHIX UNeH - 75%.
** AKWO MEREAKED HECE BIAN0SA3NLHICTD 33 By Ao-AKY 3 CEp yNPIEAHHA PUINKIML [OKDIM KEPYRHOTD p v), Y 4 SHYTPI 3yAaxTy, 83ra
el TPYTOBOrD PISHA CXAZA3E 20%, 3 2373 YiASi MANE QY 3ADHOT DiEKA - 50%
SO0 Y SUNIAKY 3 YTOPCOKMMM MEHEKEDIMM, SHIHIHEHIMM K3 KICTYNHIX DIEHAY [SKAO4I04H 8, Ha gy ¥ T3 MiCuesOoMy pissRx), 2373 yinei
TPYNOBOMO DIEMA CKAAE 255, 3 2273 NOKAIMMKIE HANBIAYAABHOTO PIBKA - T5%.
Y E#naaKy, RO TIKNH YTOPCEKI MEi p M3E y By il 3 Chep ynpa 3 PR3NKEN, 360 Ery TP SYANTY, B33 YINeOBNX NOKIIHNKIE K3 DIESI TRy

{oprawizayi) craroenTe 20%, 3 B33 KANEOYANERIX Yineh piexR — 80%.

MapameTpu MOXyTb OYTM 3MiHEHI 3rigHO 3 pieHHAM MaTepuHcbkoro baHky Ta MaoTb 6yTK 3aTBEPIKEHI HaKa3oM
"onoBu npaBniHHA | BHeCeHi B AaHy NoniTuky npu HacTynHoMy OHOBIeEHHi/ Parameters can be changed based on

SUBSIDIARIES
= Foreign Foreign (business and support) * Forign 5 level s Hungarian consolidated
s Subsidiary + Merkantll CEO Subsidiary + Merkantil 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% 2 100% R 200% = 100% SER 100%
(entity) indicators: (entity) indicators: (entity) indicators: (entity) indicators: {entity) indicators:
Indicators Indicators Weight | Indicators Weight | indicators Weight Indscators Weight |
MNumerical indicators 20% Numerical indicators 50% Numerical indicators 0% Numerical indicators 80% Numerical indicators 0%
dividual Individual targets Individual targets Individual targets Individual targets Individual targets
level competence 10% competence 20% |competence 20% competence competence
Total individual leve! Total individual level Total individual leve! Total individual level Total individual level
indicators: 100% indicators 100% indicators: 100% indicators: 100% indicators: 100%
Performance evoluation Performance evaluotion Performance evaluation Performance evaluation Performance evaluotion
Group leveltargets 0% Group leve targets 40% Group level targets 25% Group level targets 0% Group ‘eveltargets a0%
Indvidual targets 0% Indvidual targets 0% Indrvidual targets 75% Indvideal targets 50% 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] level targets are 20% and the weight of individual level targets are 80%.

*#*% |n the case of Hungarian managers identified on further levels (incuding managers identified on sub-consolidated and local level) the weight of group (entity) level targets are 25% and the weight of individual leve! targets are 75%.
In case such Hungarian manager has responsibilities within any of the areas of risk management, compliance o internal audit, the weight of group [entity) level targets are 20% and the weight of individual level 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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DoaaTtok 3
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incentives for OTP BANK JSC employees

cTumyrntoBaHHs npauiBHukiB AT «OTIT BAHK»

Tunun npemiroBaHHs/ Bonus payment types

MeTogonoria npemiloBaHHA

CrpareriyHi uini

CepedHE SHa4YeHHA

IHauBiayanbHi wini

3aransHobaHKIBCBKI Lini

IHomeigyansHi KPI,

OnepaujiHuid npubyTok OKR, SLA
BizHec-KPI
p——— —
I HECEULTIAE ' BcraHoBMOKOTLCA
| CEQ/ YneHom I R
| . i KEPIBHUKOM
I MpaBniHHA i

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

OaHopa3oBi

3a 0COGNWEOC BAXNUEI 3aBAaHHA

Bonus payment methodology

Strategic goals

average value

Regular bonuses

Individual goals

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

for the tasks of especial

importance

One-time bonuses

————

T
: By decision of Board Member :
]

e

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