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1. Introduction

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

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

2. Aim of the Document

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

The Policy is aimed at:

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

e adherence to the principles of labor remuneration

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

e improvement of labor remuneration system
including incentives;

e set out the incentive and performance

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

Bylaws on the performance evaluation and the
incentives for OTP BANK JSC employees was expired
with the entry into force of this document.

3. Access to the document

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

4. General provisions

The Policy is obligatory for complying within the Bank
since the date of approval. Effect of this Policy applies

1. Bcetyn

Cuctema ouiHku gignbHocTi nepcoHany AT «OTIT BAHK»
(Hapani — bBaHkK) € enemeHTOM 3aranbHOi cTparteril
ynpaBniHHa baHKy Ta, sik cucTema, BCTAHOBIIOE 3B’S130K
MDK CcTpaTteridyHummn  uinamu  baHky, uingamm  3rigHo
HanpsIMKIB AiSNbHOCTI, a TakoX iHAMBIAyanbHUMU LinaMu
npauiBHUKIB Ha BCix piBHAX iepapxii baHky. Cucrtema
OLUHKM TakKoX BMAMBAE Ha nNiOTPUMKY  PO3BUTKY
KOMMNeTeHUiNn, siki HeobXigHi Ans ycnilwHoi npodecinHol
AiSNbHOCTI NpauiBHMKA B pamKax Aitoyoi KopnopaTuBHOI
KynbTypu.

PesynbTatoM cuctemMy OLUIHKM LiSsNbHOCTI  BUCTYNae
npemitoBaHHA npauiBHukiB baHky, cnpsMoBaHe Ha
edeKTnBHE mMaTepianbHe CTUMYOBaHHS

pe3ynbTaTUBHOCTI npaLl.

2. MeTa nokymeHTy

MoniTMka nNpoO OUiHKY [iSnbHOCTI Ta MartepianbHe
CTUMYIOBaHHS npauiBHMKiB baHky (Hagani — lNMonituka)
pernamMeHTye npouec, wWo ob6’egHye 3ycunns bahky,
CNpAMOBaHI Ha pPO3BUTOK Ta OUiIHKY OiAnNbHOCTI
NPaLuiBHUKIB LLMSIXOM AOCATHEHHS Lifien Ha NOTOYHUNA pIK,
Ta BU3HA4yae nigxoguM OO MaTtepianbHOro 3aoXOYEHHS,
NopsiAOK PO3paxyHKy Ta NOroAXXeHHsi BUnnar.

MoniTuka cnpsiMoBaHa Ha:

e MOTMBALilO NpauUiBHUKIB ANs1 OOCATHEHHS LiNbOBUX
NOKa3HWUKIB OIANbHOCTI Ta KiHUEBMX pesynbTaTiB
pob6oTn baHKy B UiNOMy BignoBigHO OO MnaHiB
CTpaTeriyHoro po3BUTKY;

e [OTPUMaHHSA NPUHUMNMIB BigNOBIQHOCTI onnaTtun npawi
ocobuctomy BKnagy npauiBHUKIB Yy pesynbTart
[isnbHOCTI baHky;

e  Y[OCKOHAIEeHHsI CUCTEMM OMMaTu Npawi, B TOMY Ymchi
MaTepiarnibHOro CTUMYJSIOBaHHS;

e BCTAHOBIMIEHHS  MPUHLUMNIB  CTUMYSOBaHHA  Ta
BUMIptOBaHHA pesynbTaTiB giansHocTi AT «OTI
BAHK», sk komnaHii 6aHkiBCbKOI rpynu, BigMoOBIAHO
Ao nonoxeHb [loniTnkn BuHaropoan 6aHKiBCbKOT
rpynu, B iHTepecax 3abe3neyeHHs Y3rogXeHiCTb
cucteMm ctumyntoBaHHa OTP Group Ha piBHi rpynu.

3i BCTynom B [fil0 JAHOrO JOKYMeHTa BTpayae cuny
[MonoxeHHss NpoO OLiHKY AiSnbHOCTI Ta MartepianoHe
ctumyrntoBaHHs cniBpoOiTHMkiB AT « OTI BAHK».

3. [ocTyn A0 AOKYMEHTY

[aHnn oKyMeHT He Mae obMmexeHb Woao AOCTyny OO0
HbOrO NpauiBHMKIB BaHKy.

4. 3aranbHi NonoXeHHs

MoniTnka oboB’a3koBa 0 3acTocyBaHHS B baHky 3 gatn
3arBepaxeHHs. [is uiel MoniTMkn nownproeTbCca Ha BECb

CraTtyc goKkymeHTa CornacoBaHo

ABTOP JOKYMEHTY FEKHER Kristina Attylivna

[laTa norogxeHHs JOKyMeHTa 16.04.2021

3 cTop.



@ oip

MoniTvka Npo ouiHKy AiANbHOCTI Ta MaTepianbHe cTuMyntoBaHHsA npauiBHukiB AT «OTIN BAHK» /
Policy on the performance evaluation and the incentives for OTP BANK JSC employees

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.

Interpretative provisions

a/ 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.

b/ 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.

c/ Parent bank: OTP BANK Plc.

d/ 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 CEO's order.

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

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

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

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

i/ 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.

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

k/ 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

nepcoHan baHKy, SKLO BUKIIOYEHHS He 3aTBepaxeHe
iHLUMM JOKYMEHTOM.

Ls TMMonitka po3pobneHa BiANOBIOHO 4O YMHHOTIO
3aKkoHoaaBcTBa YKpaiHu, 3okpema K3nll YkpaiHu.

TnymayvyBarnbHi NOMOXEHHSs

a / basoea BuHaropoga: basoBa BuHaropoga (cikcoBaHa
BMHAropofa) - Lue ikcoBaHa YacTuHa 3apobiTHOI nnatu,
sika He nMoB'A3aHa 3 BUKOHaHHAM Uinen baHky,
OaHKIiBCbKOI rpynu Ta iHOUBIQYaNbHOIO PiBHS; KITKOYOBUM
KOMMOHEHTOM £IKOro € ocobucta 3apobiTHa nnarta Ta
BCTaAHOBMEHI 3akOHOM HaabaBku 40 3apobiTHOI nnaTtw,
BMHAropoga 3a BW3HAHHS MNOCMyrn, 3as3HayeHa B
KOMNeKTMBHOMY [JoroBopi, Ta iHWi ninbru. basosa
BMHaAropofa BUW3HAYa€eTbCA 3as3ganerigb i HaneXHuUm
yMHOM BigoOpaxkae npodbeciiHuin [ocBig Ta piBeHb
BiQNOBIganbHOCTI, NOB'A3aHOi 3 po6OTOHO, | HE MOXe ByTK
3HATa poboToaaBLEM B OAHOCTOPOHHBOMY MOPSIAKY.

© / BwuHaropogpa 3a pesynbTaT: BuHaropoga 3a
pesynbTatamn [LisinbHOCTI (3MiHHA BMHaropoga) - Ue
YacTuHa 3apobiTHOI NnaTn, sika CMOHYKae MpaLiBHUKIB
BMKOHYBaTN CBOIO POOOTY TakMM YMHOM, LLIO BPaxoBYE
uini Ta iHTepecun pobotoaaBsusa i 4O3BONSAE npauiBHUKaM
Opatu yyacTtb y ycnixy 6isHeca poboTogaBus. AKWO B
LbOMY JOKYMEHTI He nepeabadeHo iHWwe, yci BunnaTu, He
BigHeceHi fo 6a30BOi BMHAropoau, KnacudikyroTbes siK
BMHAaropoAa Ha OCHOBI pe3ynbTaTiB gisNbHOCTI.

B / MaTepuHcbkuii 6aHk: OTP BANK Plc.

r / lgeHTudikoBaHWIA NpauiBHKK (NO3uMLis Nig rpynoBoo
NoniTUKOI BMHAropomkeHHs): MNpauiBHMK abo KepiBHUK,
3a/HATMIA 3@ iHWWMMKM NPaBOBMMW BiAHOCMHaMW, LO
nepenbavae ocobucte 3000B’si3aHHA NpautoBaTh, KN
CBOED NPOECINHOK AiANbHICTIO CYTTEBO BMNSIMBAE Ha
npoinb pU3nKy yCTaHOBMW. BcraHoBniowoTbCA
MaTtepuHcbknm BaHkoM Ta 3aTBEepOXYyOTbCA Haka3oMm
"onosw MNpasBniHHS.

4/ I'pynoBa noniTnka BMHaropoam —onituka BuHaropoau,
HagaHa MaTepuHcbkuM BaHkOM Onsi BNpoBaaXeHHsI B
KOMMaHisxX rpynu (ans iaeHTndikoBaHoro nepcoHarny)

e / UinboBa yroga: cninbHa Ha3Ba Uinen OLuiHIOBAHOIo
npauiBHWKa Ha NOTOYHWIA piK Ta NUCbMOBA yroaa

€/ Llini: cykynHicTb NOKa3HUKIB, AKi CITy)XaTb OCHOBO A1
OLHKN pe3ynbTaTiB AisfIbHOCTI OUiHEHOro npaudiBHUKa Y
NOTOYHOMY pOLli

% / RORAC +: ROE / COE, - koediuieHT peHTabenbHOCTi
BnacHoro kanitany (ROE; ckopuroBaHuii "0OMiHHUIA"
nNpmbyTOK Micnsa onogaTkyBaHHS, MNOAINEHNIN Ha cepeHin
BNlacHUI Kanitan) Ta BapTocTi BnacHoro kanitany (COE)
rpynu OTP.

3 / Pik ouiHku: Bi3Hec-pik, OO SKOro 3acTOCOBYETHCS
BMMIpIOBaHHA Ta OuiHKa pes3ynbTaTiB  AiAnbHOCTI
BiANOBIAHWX OCIiO, i HA OCHOBI SIKOrO BU3HAYaAETLCS PO3MIP
BMHAropoau Ha OCHOBI pe3ynbTaTiB AiANbHOCTI.

n / Tlopir BMKOHAHHS: $IK 4acTMHa OLiHKM KiNbKICHMX
MOKa3HWKIB, BWKOHAHHS MEBHOTO TOKa3HMKA HWXKYe
Nnopory BUKOHaHHS cTaHOBUTb 0% BMKOHaHHSI.

i / Tlopir ToONepaHTHOCTI: AK YaCTUHA OLIHKM KiNbKICHMX
MOKa3HMKIB, SKLWO MEBHWMN MOKAa3HMK BUKOHYETLCS Ha
PiBHi, WO [JOopiBHIOE abo nepeBuLLlyE MNOpIr [OMnycKy

manager or executive exercising employer’s rights is (TonepaHTHOCTI) - 3 ypaxyBaHHAM MNpPOMECINHOro
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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.
I/ Executives of support areas requiring parent

bank approval: the senior executives of the following
functional areas in the organisational hierarchy at the
given institution: legal, compliance, bank security,
internal audit, HR, marketing.

m/ 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.

n/ 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.

o/ 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 financial
recognition for outstanding performance.

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

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

- Instead of subsequent adjustment requests,
subjective aspects should be taken into
consideration already during the evaluation of
guantitative indicators.

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

0Br'pyHTYBaHHSA - KepiBHWK abo KepiBHUK, KM peanidye
npaBa poboTtogaBLsi, Mae NpaBo 3POOMTU MPUNHATTS
PiLUEHHS MpPO 3HAaYeHHS BWKOHAHHSA MOKa3HUKA MiX
noporom gonycky t1a 100%, 6epy4n Ao yBarn akTuyHi
3ycunna  npauiBHuMKa, CApPsIMOBaHi Ha [OOCArHEHHSA
3aaHol KinbKicHOI Lini.

I/ KepiBHuku cnyx6 niATPUMKM, WO BUMaraTb
cxBaneHHs MaTepuHcbkoro baHky: cTaplli KepiBHUKM
HaCTYMHUX YHKUiOHaNbHUX obracTen B opraHisauinHin
iepapxii B [OaHii yCTaHOBI: lOpUAWYHA, KOMMJAEHC,
BaHkiBCbka besneka, BHyTpiWHin ayant, HR, MapkeTuHr.
n / MNMepiop BiOCTPOYKN: O3HAYaE, Y BUNAAKy BMHAropoau,
3aCHOBaHOI Ha pesynbTatax QAisinbHOCTI, TpuMBanicTb
BiJCTPOYKM NiCNA 3aKiHYEHHS OLiHIOBAHOrO POKy, sika He
Moxxe ByTn MeHLwwe 3 pokiB.

K / MonepeaHe KOpUryBaHHS pU3NKY: METOL, KOPUTYBaHHS,
IO 3aCTOCOBYETbCA AN 3a0e3neyveHHst y3romKeHOCTi
MiX piBHEM BMHaropoau, 3aCHoBaHoOI Ha pesynbTaTax, Ta
pusmkamn, npuiHatumm OTP BANK Plc. ta OTP
BANKing Group, sikui Takoxx BpaxoBye BNnvB 6yab-siknx
PU3KKIB, HE BpaxOBaHMX y NonepenHii KopekLii pusuky.

n / Mepiog yTpuMaHHSA: nepiog, Konwu BMHaropoga 3a
pesynbTatamMm  LiSnbHOCTI - BXe 3apobneHa i
posnogineHa y opMi akTuBiB (Hampuknag, akuii,
noB'si3aHi 3  aKkuisMM  IHCTPYMEHTM  TOWo) -
NPUCYIXKYETLCS, ane npaeo GeHediuiapa
posnopsiaxatucs  aktmBoM — obmexyeTtbca  [lepiog
YTPUMaHHS He 3anexuTb Bif nepiody BiACTPOYKM.

Llini cnctemn cTUMysntoBaHHS:

- MerTolo cuctemm ouiHKM pe3ynbTaTUBHOCTI €
nigTpumka  popmMyBaHHS ~ KOMMIIEKCHUX
nnaxie, CTUMYITHOBAHHS] BUKOHAHHS MNMaHiB Ta
NigBULLIEHHS iIHAMBIAYaNbHUX NOKa3HUKIB.

- BwusHauveHi uini noBuHHI ByTn Uinamu, Ha Sk
niavHa Mae matepiansHUN BMAMYB.

- O6oB'A3KMN Ha piBHI rPynNu Ha KinbkicHoOMy Ta/
abo UuinboBOMY piBHAX MOBWUHHI  OyTK
BU3HA4YeHi cepeq OKpeMMX Linen.

- Tam, ge ue MOXIMBO, LiNbOBi MOKa3HUKU
goxody Cnig BKMoYaTU cepen  OKpeMMxX
LiNbOBMX NOKA3HWKIB 3 JOMIHYOYOLO Baroto.

- CTBOpEHHS MOXXJTMBOCTI diHaHCoBOro
BM3HaHHSA 3a BUOATHI pe3ynbTaTu.

- [Jonyck andepeHuiadii B OLiHL KEPIBHUKIB Ta
BMKOHAHL,B Ta B piBHi ix goxopais.

- 3abesneyeHHs  3HAYHOI  oOuUiHKM  poni
KepiBHMKa abo KepiBHMKA, WO 3AINCHI0E
OLiHKY, Y NMPOLECI.

- 3amicTb noganbLUnX 3anuTiB Ha KOPUryBaHHSA
cy0’eKTUBHI acnekTu cnig BpaxoByBaTu BXxe
nig Yac OLiHKM KiNTbKiCHUX MOKa3HUKIB.

- EdbekTuBHiCTb rpynm BNMBae Ha
iHOMBIOyanbHi MOKa3HUKN THX, XTO
3HaxoouTbCsH Ha HWKYOMY PiBHi,

3aCTOCOBYIOUM 3MEHLLYBarbHi (CyTTEBI) Baru.
- |HavBigyanbHi pesynbTatn  OIAnNbHOCTI He

weights. MOXYTb OyTW «nigHATUMUY» pe3ynbTaTamu
CraTtyc goKkymeHTa CornacoBaHo ABTOP JOKYMEHTY FEKHER Kristina Attylivna
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- 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 (for bank-wide KPI
system).

- Minimisation of paper-based administration

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

Any other documents on the performance evaluation
and the incentives of employees which created in the
Bank or group policies in the OTP BANK 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

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

AianbHOCTI  rpynu  (opraxisadii), iHWWUMK
cnoBamu, SKWO pesynbTatv  AiAnbHOCTI
rpynu nepeBuULLYIOTb pesynbTatu
iHOMBIOyanbHOI  OUiHKM, nepeBary Mae
iHOMBIgyanbHa OLiHKa (ans
3aranbHobaHkiBcbkoi cuctemm KPI).

- Minimizauis agmiHicTpyBaHHS Ha nanepi

Llieto Monitukoto BCTaHOBIOETHLCA cuctema
MaTtepianbHOro CTUMYMIOBaHHA, BUOWM Ta  po3Mipw,
CTPYKTYpa BUnNnaTn npemitoBaHHs, nopsaok

0OOPMIEHHA Ta HaOaHHA BigNOBIOHUX [AOKYMEHTIB,
TEPMiHM X NOAaHHA BiAMOBIAANbHUM MpaLiBHMKAM
Bigpiny ynpaBniHHA BMHaropoOow Ta pe3ynbTaTUBHICTIO
AianbHocTi  nepcoHany [enaptaMeHTy  ynpaBniHHS
nepcoHanomM pAns HapaxyBaHHs Mnpemin npauiBHUKamM
BaHky.

Byaob-siki  OOKYMEHTUM O[O OUiHKM  JisiNbHOCTI  Ta
MaTepianbHOro  CTUMYSNIOBaHHSA  npauiBHMKIB, L0
cTBopotoTbeA B BaHky, abo rpynosi nonituku B BAT OTT1
BAHK (YropwmHa), sk MNonituka BuHaropogm OTP BANK
Plc. Ta BaHKiBCbKOI rpynu, OOMOBHIOTbL YMOBU L€l
MoniTvkn. YMoBM onnatu npaui, ki BCTaAHOBMEHi Y
TPyaoBumX poroBopax (KoHTpakTtax) Ta job-offers
npauiBHUKIB MaloTb HanBULLMIA NpiopuTeT. OKpemi ymoBU
OUiHKM Ta MaTepianbHOro CTUMYNIOBAHHS MpaLiBHUKIB
MOXYTb BCcTaHoBmtoBatucs BAT OTI BAHK (YropwuHa)
3acobamy mowTn (B T.4. €neKTpoHHoi), abo B
PO3MopsiAY0-PEryNATUBHMX OKYMEHTax baHky.

lNpouecn nocTaHOBKM Linen Ta nigBeaeHHs NigCyMKiB He
MalTb cynepeyntn Bumoram KoopguHauinHol Ta
ynpaeniHCbKOT NoniTukM 6aHkiBcbkoi rpynu OTI.

5. OCHOBHi Buan MaTepianbHOro CTUMyOBaHHS
nepcoHany BaHky

Buau maTepianbHOro CTUMynoBaHHA MpaLiBHUKIB:

- cUcTeMaTu4Hi (perynspHi) npemii 3a
pesynbTatamum poboTu 3a 3BITHMM nepiog (3a
Micsub, kBapTan i 1.4a.);

- BMHaropopa npauiBHUKIB 3a MigcymMmkamm poboTtu
3a piK;

- npemii 3a BWKOHaHHA OCOBMMBO BaXNMBUX
3aBaHb.

6. OCHOBHiI XapaKTepUCTUKN CUCTEMMU OLiHKMN

AiAsnbHOCTI nepcoHany baHky
OCHOBHUMMK  XapakTepucTmkamu OLiHKM
nepcoHany baHky €:

cuctemmn
6.1 €QHiCTb KOPNOPATUBHUX Ta iIHAMBIQYANbHWX LiNen.
KopnopaTuBHi 3agadi kackagytoTbCs Ha BCi piBHI baHky.

lMocTaHoBKa Uinen pOns  HayanbHWKIB - ynpasriHb/
AVpEeKTopiB AenapTameHTiB ronosHoro odicy (MFO) Ta

CraTtyc goKkymeHTa CornacoBaHo
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accordance with the Bank’s strategy and main priorities
in business-lines’ activity. Based on the priorities
defined, the business goals for the next level managers
and line personnel are set.

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

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

6.4 Differentiation.

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

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

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

7. Main elements

These are the elements of personnel performance
evaluation system:

- aninterview 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;

- 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:

fulfillment

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.

perioHanbHNX KepiBHUKIB NPOBOAUTLCA BIiAMNOBIAHO OO
cTpaTerii poboTn baHky Ta ronoBHMX NpiopnTeTiB POGOTY.
Ha ocHoBi BM3HaueHUX MpiopuTeTiB HOPMYIOTLCSA Lini
ONa  KepiBHWKIB  HACTynNHWX PpiBHIB Ta NiHIHOro
nepcoHany.

6.2 NMpo3opicTb, ACHICTb.
[ae yiTke ysiBNEeHHA Npo KpUTepiT OLiHKM Ta MexaHiamu ail
CUCTEMM.

6.3 CnpaBegnuBicThb.
OuiHIOE BHECOK KOXHOro B [JOCATHEHHS 3aranbHUX
KopnopaTuUBHMX 3agad.

6.4 IndepeHuinoBaHicTb.

BpaxoBye HasiBHICTb pi3HMX rpyn 3 TOYKM 30pYy BMMMBY Ha
KiHLeBUI pe3ynbTaT Oi3Hecy Ta 3abe3neyvye BMHaropoay,
afeKBaTHy CTYMEHI0 BNMBY Ha KiHLEBWIA pe3ynbTar.

6.5 MHy4KiCTb, CBOEYACHICTb.
BpaxoBye MOXnuBIiCTb Moaudikauii napamMmeTpis/ OUiHKK
3anexHo Big 3MiHM YMOB.

6.6 CninbHa BIigMNOBIAANbHICTE KEPIBHWUKIB Ta NiHIMHUX
npauiBHuUKiB BaHky.
Mepenbavae posnogin
KepiBHMKOM Ta  norofii
AOCATHYTUIA pesynbTar.

BiNOBiAaNbHOCTI MK
nignernMm 3a  KiHLUEBUN

7. OCHOBHi eneMeHTHn

OCHOBHUMM enieMeHTaMn CUCTEMM OLiHKK NepcoHany e:

- iHTepB’to abo iHhoOpMyBaHHS LWOAO0 NMOCTAHOBKU
Linen Ha nepiog OuiHKK;

- BCTaHOBMEHHS Linen 3 po3BUTKY Ha nepiog
OLLiHKU;

- 3BOpPOTHIN 3B'A30K Big  6e3nocepegHbOro
KepiBHVMKa MpOTAroM pOKYy Yy BigNoOBiAHOCTI 00
nepiognYHOCTI OLiHIOBaHHS NpaLUiBHUKIB;

- iHTepB’to 3 nigBedeHHA  nigcymkis  abo
iHOPMYBaHHSA MPO BUKOHAHHA MOCTaBEHUX
3aad Ta Uinen 3 po3BuTKY;

- NpemiloBaHHA  3a pesynbTatamm  OLiHKM
BUKOHAHHS Linen.
IHouBigyanbHi  3apadvi, gki 6e3nocepenHin  KepiBHUK

BCTaAHOBMIOE CBOEMY Mianernomy, NOBUHHI BianoBigaTu
HACTYMHUM OCHOBHUM XapaKTepUCTUKaM:

KoHkpeTHicTb. 3agayi NoBMHHI ByTN KOHKPETHUMM, HiTKO
chopMybOBaHNMMU.

BumiptoBaHicTb. 3agadvi maiTb OyTM BUMIpHOBaHUMW,
MOBMHHI OyTM BM3HaYeHi Ta opmMani3oBaHi NPUHLMNK
OLiHKW PiBHSA BUKOHAHHA 3aaui.

HocskHicTb. 3agadi noBuHHI Gyt amGidinHumu, ane
OOCSXKHUMU, BPaxoBYHOUM pearibHy MOXIUBICTb, 3 BOKy
aKk bBaHky, Tak i npauiBHWKa, [OCArHYTM GakaHwun
pesynbTart.

CraTtyc goKkymeHTa CornacoBaHo

ABTOP JOKYMEHTY FEKHER Kristina Attylivna
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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.

2) The individual system — for the employees of
separate units. The system is based on the
individual effectiveness’ evaluation depending on
the Bank’s line of activity and allows effective
managing, swift responding and facilitating the
performance efficiency growth.

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

Criteria and periodicity of personnel’ incentives

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

For employees which rewarded for the bank-wide KPI
system the assessment periods and the size of bonus
depends on the established of coefficients bonuses
reflecting the value of the variable and fix payment (sum
of the bonus and salary) are in the Appendix 1 to these
Policy. This Appendix can be changed by CEO’s order,
changes should be reflexed in this Policy within next
updating.

The procedure of goals setting and performance
evaluation

PeneBaHTHiCTb. 3agayi MaloTb OyTU peneBaHTHUMWU,
TOGTO BpaxoByBaTW 30HY BiAMNOBIgANLHOCTI NpaLiBHUKa.
OpieHTOBaHi Ha TepMiH BMKOHaHHA. MatwTb OyTu
BU3HAYeHi TEPMiHV BUKOHAHHSA 3a4au.

8. OcHOBHi nigxogu wWOAO OUIHKUW AiANbHOCTI
nepcoHany

Y bBaHKy 3acTOCOBYIOTbCS BUOW OLIHKM

AiAnbHOCTI NnepcoHany:

HaCTYmMHi

1)3a 3aranbHobGaHkiBCbkOW cuctemoro (Ha 6asi KPI/
OKRY):

- cuctema KPI (key performance indicators)
Da3yeTbCqd Ha OCHOBI KIHYOBMX MOKA3HMKIB
edektmBHocTi (KPI), BU3Ha4yeHUX B 3aneXHOCTi
Bi cTpaTerii po3BUTKY baHky;

- cuctema OKR (Objectives and Key Results)
Da3yeTbCs Ha Linsix, BCTAHOBMEHMX BiANOBIAHO 40
ctparterii banky (Objectives), Ta iX Kn4YoBUX
nokasHukax edpektusHocti (Key Results); OKR
BMCTYNaloTb 06’€QHYIOYNM LiNbOBMM MOKA3HUKOM
Ansa koxHoi rpynu Key Results.

2)3a iHaMBigyanbHO CUCTEMOK — AN NpauiBHYKIB
oKpeMux nigpo3ginisa. Cuctema 6asyeTbCcst Ha OCHOBI
OLiHKW iHOMBIOYanbHOT eeKTUBHOCTI B 3aNeXHOCTI Bif
HanpsaMKY AisnbHOCTi baHky Ta [o3Bonsie ePekTUBHO

KepyBaTu, OMNepaTMBHO pearyBatu Ta CNpuUATH
NigBULLIEHHIO pe3ynbTarTiB AisNbHOCTI.
Bunnata npemii Ha 6asi npoBegeHOi  OUiHKK

30IMCHIOETBLCA Ha NiAcTaBi NOroXKeHb, AKi € MigCTaBolo
AN NignMcaHHs Hakasy Ha BUnnaTty npemii i MoxyTb ByTu
Hagicnani Ha nanepoBmx HocCIfX, 3acobamu
KOpnopaTuBHOI MOLWTK/ PO3MilLleHI HA KOpPNOpaTUBHOMY
noptani abo y BHYTPILLHBOMY KOPMOpPaTUBHOMY
nporpamMHomy 3abeaneyeHHi O OLiHKN OisiNbHOCTI.

Kputepii Ta nepiognyHicTb
CTUMYITHOBaHHS NepcoHany
MepiognyHiCTe Ta po3Mip perynsipHoro Ta pivyHOro
MaTepianbHOr0  CTUMYNIOBaHHA  npauiBHUKiB  BaHky
BM3HAYal0TbCS B 3aMEXHOCTI B HANPSAMKY AisiNbHOCTI Ta
3aMMaHol nocagu.

MaTtepianbHOro

Onsa npawiBHUVKIB, AKi npemitoTbCs 3a
3aranbHobaHkiBcbkoto cuctemoto KPI, nepiogm ouiHku Ta
po3Mip npemii, WO 3anexuTb Bi4 BCTAHOBMEHNX
KoedilieHTIB npemitoBaHHS, AKi BigoGpaxxatoTb
CNiBBIAHOLLEHHS 3MiHHOI | MOCTIMHOI YaCTUHW BUHAropoaun
(mpewmii i nocagosoro oknagy) 3acdpikcoBaHi B Joaatky 1
no padoi lMonmitnkn).  HaHui popaTok Moxe 6yTtu
3MiHeHMMI 3a Haka3om [fonoBu [NpaBniHHA, 3MiHWM MaloTb
Oytn BigobpaxeHi y uin [MoniTMui nNpu HacTynHomy
OHOBJIEHHI.

MopsgoK BCTAHOBMEHHSA Linen Ta nigBeaeHHs niacyMkis
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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 evaluation 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.

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

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

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

For bank-wide evaluation system is recommended to
set goals into the business goals form and take into
consideration the level of fulfillment of quantitative and
gualitative goals and Management Appraisal. KPlI,
OKR, 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

Mpn npuiiomi Ha poBOTy HOBMX  MpauiBHYKIB
Y3roAXyeTbCa  IHOMBIAYaNbHUM NNaH  NPOXOKEHHS
BUNpoOyBanbHOro TepMiHy [ANsi HOBMX MpauiBHUKIB.
Micna  ycniwHOro NpoXomKeHHs  BMNPOOYBarnbHOro
TEpMiHYy  nNpauiBHUKOM,  KepiBHUKOM  NPOBOAUTLCS
NMoCTaHOBKa LiNen Ans OUiHKA LUMsIXOM iHTepB’to abo
iH(bOPMYBaHHS1 €NIEKTPOHHOI0 KOPNOPAaTMBHOK MOLLTOH.

IHOMBIAyanbHi Uini pekoMeH4oBaHO BCTAHOBMOBATU Ta
y3rogxyBaTu 0O noyaTky 3BiTHOro nepiogy B
€MNeKTPOHHOMY BUrMSAAi 3acobamMu enekTPOHHOI NOLLTMY.

3apaui, ski BCTAHOBMIOE KEPiBHWUK CBOEMY Nignerriomy,
NoBWHHI OyTN 06OB’sI3KOBO A0BeAeHi A0 norofii Bigoma.
Akwo Big npauiBHUMKaA He Haaxoauno 3BOPOTHLOrO
3B’AA3Ky MpPOTAroM 5-TM pobounx OHIB, BBaXKaeTbCs, LLO
uini BCcTaHoBMeHi. Y BUNagKy HeOOCArHEHHs 3roau npu
nnaHyBaHHI 3a4ady Ha 3BiTHMI Nepiog abo Npw NiaBeAEHHI
nigCyMKiB, 0O iHTEPB't0 MOCTAHOBKW Uinew/ nigBegeHHs
NiACYMKIB 3anyyaroTbCs KEpiBHUK HACTYMHOro piBHA Ta
npeacTaBHUK [enapTameHTy ynpaBhfiHHA MepcoHarnom.
BoHM pob6nATe BUCHOBKM OO0 MPUYUH HEOOCATHEHHS
3roan Ta MPOMOHYIOTb LWNSAXW iX BUpiWEHHS. BucHoBok
KepiBHWKa HaCTYNHOro piBHA € KiHUEBMM Ta He nignsarae
nepernsgy.

Mpu 3miHi nocaau npauiBHUKIB, LLO BXe NpauoTb, MNaH
BisHec-Uinen mae 6yt nepeyknageHUn Ta y3rogKeHun
NPOTAroM AecATn poboynx OHIB 3 MOMEHTY NPU3HAYEHHS
Ha HoBYy nocagy.

lMnaHyBaHHA KepiBHMKOM LUifien npauiBHMKa MOBUHHO
OasyBaTuca Ha nocagoBux o60B’A3kax Nignernoro,
nnaHax gianbHOCTI  migpos3giny Ta 3agayax, LWo
BCTaHOBMEHI Nigpo3ainy.

MocTaHoBKy/ OUiIHKY AiSNbHOCTI NpauiBHWKa NpOBOAUTL
Be3nocepeHint kKepiBHUK 3 OOOB’SAI3KOBUM MOrOAXEHHSM
KepiBHWKa HaCTYMHOro piBHS (PiBHA HE Hkye B-1).

Onsa npauiBHukie FO 3 pobounm Mmicuem B PerioHanbHin
Oupekuit HeobxigHo BpaxoByBaTu BMKOHAHHS
iHOMBIAyanbHUX 3aBAaHb LWOAO OisNbHOCTI ANPEKLUil.

Ona 3aranbHobaHKiBCbKOT cucTemm OLLiHKW
pekomeHgoBaHo dhikcyBaTtu Uini y bnaHky GisHec-Linen
LLIO BPaxoBYe piBEHb BMKOHAHHS KifTbKICHMX Ta SKICHMX
3agay ta Management Appraisal. Y Bbnanky 6i3Hec-
Linen BCTaHOBMIOKTLCA iHAMBIAYanbHi nokasHuku KPI,
OKR, iX UinboBi 3HayeHHA Ta nutoma Bara. dopmu
OnaHkiB 3a 3anMToM HagcunatTbes [enapTameHTom
ynpaBniHHA NepcoHanom abo po3MilllytoTbCs B CUCTEMI
KOpnopaTUBHOI €NEKTPOHHOI OLLIHKM.

9. OCHOBHI NpUHLMNX NpeMiloBaHHA 3a
3aranbHob6aHkKiBCcbkolo cuctemoro KPI

9.1 3aranbHi npuHUMNN
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The evaluation based on the KPI (key performance
indicators) system means an employee’s performance
evaluation based on the qualitative and quantitative
KPlIs.

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 departments in HO — not more than 6;

- for linear employees — not more than 4.

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

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

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

- superior's evaluation has 30% 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

Ouinka 3a cuctemoto KPI (key performance indicators,
KMIOYOBMX  MOKA3HUKIB  eDEKTUBHOCTI) nonsrae B
OUiHIOBaHHI  AisanbHOCTI  npauiBHMKa Ha  nigcrtasi
BUKOHAHHS HUM KinbKicHUX Ta sikicHux KPI.

KinbkicHi KP| BcTaHOBMOIOTLCA Ha MigcTaBi NOKA3HUKIB,
3aTBepaKeHuX OrompkeToM. KOHTpOmb 3a ix po3paxyHKom
noknagaeTbCca Ha YnpasniHHSA diHaHCOBOIo KOHTPORIHTY,
npauisHukiB HanpsiMKy Risk Management ToLuo.

AxicHi  KPI

npuHUMnamun:

- Ha OCHOBI BMKOHYBaHMX OYHKLiOHarNbHNUX 060B’A3KIB,
ane He fy6nio4m iX NOBHICTIO;

- Ha OCHOBI iHOUBIAYyanbHO BCTAHOBEHNX 3adav.

MOXYTb BCTa@HOBJ1IOBATUCb 3a [ABOMa

3aranom cymapHa pekoMeHaoBaHa Kinbkictb KPI, wo

MoXe OyTu BKNoYeHa Ao Uinen npauiBHMKIB CTaHOBUTD:

- [Ana  perioHanbHUX KepPIBHWKIB Ta HavanbHUKIB
ynpaeniHb (Oupektopis genaptameHTtiB) O — He
Oinbwe 8-mu;

- [nsa HavanbHUKIB YNpaBriHb perioHansHoI Mepexi Ta
HayanbHuUkiB Bigainie MO — He b6inbLue 6-Tu;

- Onsa NiHIRHXX NpauiBHUKIB — He BinbLue 4-X.

KPI BcTaHOBNIOIOTHCA Ha Nepio ouiHoBaHHS. [Mpu ubomy

po3paxyHoK KinbKiCHMX KPI BiaOyBaeTbCA

Hakonu4yysasnbHUM MiQCYMKOM 3a BCi NMPOMiKHI nepioaun

OUHKN AisAnbHOCTI. AAKiCHI MOKasHMKM pPO3paxoBYOTHCA

OKPEMO 3a KOXXHUIN NPOMIDKHUIA nepiog,.

PekomeHOoBaHO 3acTOCOBYBATU HACTYMHI acnekTn i
nNpyHUUNM Npy poboTi cucTtemn MoTuBaLli:

- $§K YacTMHa ABOPIBHEBOI CUCTEMM LiNen OAHAKOBI
NMOKa3HUKN cTpaTeriyHoro 6noKy MNOBUHHI  ByTn
3aCTOCOBaHi [0 BCiX 3anydeHux npaLliBHUKIB
nigTpymyloumnx nigpo3ginie, Ansa 6isHec-nigpo3ainis
MOXyTb OyTW BCTaHOBIIEHi cTpaTeriyHi bi3Hec-
MOKA3HMKN AN KOXKHOIO HamnpsiMKy.

- $§K 3aranibHe NpaBWSI0 Bara OUIHKM KepiBHUKa B
iHamBigyanbHomy 6roui mae ctaHoBUTU 30%);

- MiHiManbHa Bara 6yab-gKOro nokasHuka CTaHOBUTb
5%, makcumanbHa Bara 30% (SKWoO iHWe He
pekomeHOoBaHO MaTepuHCbKOIo KOMnNaHieto
(BaHkom));

- KpiM KiNbKiCHMX NOKa3HWKIB Ma€e ByTW BCTAHOBMNEHO
xo4a 6 ofHe uinboBe 3aBAaHHS;

- [ONs 3aTpaTHUX MOKa3HWKIB B pasi nepeBuLLEHHS
NNaHoOBOro 3HayeHHs BUMNNata 3a MOKa3HUK He
30iNCHI0ETLCS (MiHIManbHU piBeHb 102%);

- opHakoBi KPIls wmawTe 6yTM 3 oOAHaKoBUM
3Ha4YeHHAM nnaHy | OAHaKOBUM  MiHIMaNbHUM
piBHEM 15 BCiX PiBHIB NpaLiBHUKIB;

- 3HauveHHs1 KPI noBMHHO ByTK BKa3aHO 4O TPETbOro
nopsiaKy Apo6oBOro 3HAYEHHA (TUCSAYHI).

Mpu pospaxyHKy npemii 3a 3BiTHUA nepiog Ang
npauiBHukis BaHky (OkpiM no3uuin nig  rpynoBsoto
NoniTUKOIO BMHAropoAu) BIACOTOK BWKOHAHHA Linen
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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/ OKR, individual tasks
etc. Each of individual goal has its evaluation weight.
The total weight of individual goals is 100%.

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

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

The value of minimum KPI level is depended on type of
indicator:
1) direct indicator — 90% (for the Global Market
result indicator- 60%)
2) indirect (reverse) indicator — 110%
3) costindicator — 102%
4) qualitive indicator/ management aprisal/ PB
NNM (net new money)— 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.

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.

pPO3paxoBYETLCA K cepefHe apudPMeTUYHE 3HaYEeHHsI
BiJCOTKA BWKOHAHHA CTpaTeriyHUX Luinem Ta BigcoTka
BMKOHaHHSA iHAMBIAyanbHUX Linen. Bara nokasHukiB ons
nosuuin  nig  rpynoBol  MOMITUKOK  BUHAropoau
BCTaHoBneHa y foaatky 2.

CrtparteriyHi uini — ue 3aranbHOOAHKIBCbKi MOKa3HUKM,
onepauiiHui npubyTok, 6isHec-KPl Towo. KoxHa i3
CTpaTeriyHuX Linen mMae CBO NUTOMY Bary. 3ararnbHa
Bara crtparteriyHux uinen ctaHoBuTb 100%.

CrparTeriyHi Uini Ans npauiBHUKIB, SKi OTPUMYIOTb PiYHY
BMHaropoay, o6os’s3koBo BknoyaoTb RORAC.

Mepenik cTpaTeriyHMX MOKa3HWKIB, ANs NiATPUMYHOYMX
nigposainis 3aTBEPAXYIOTHCH cnyx6oBum
po3nopsmkeHHAM 3a nignucom Monoewu MNpaeniHHA, a ons
Oi3Hec nigpo3diniB  BCTAHOBIIOETLCS 3@  PilLEHHAM
Kypytodoro YneHa [NpaBniHHA | iKCyeTbCs Yy 3BITHMX
BiJOMOCTSX.

IHouBigyanbHi uini — ue iHgmeigyanbHi KPI/ OKR,
iHOMBigyanbHi 3agadi Towo. KoxHa 3 iHamBigyanbHUX
uinen mae CcBOW nMTOMy Bary. 3aranbHa Bara
iHamBigyanbHuXx winen ctaHontb 100%.

MuToMy Bary KOXHOrMO  MOKasHWKa  BCTAHOBIIOE
BesnocepeHin kepiBHUK nNpauiBHUKa PiBHA He Huxk4e B-
2.

[na 3apaxyBaHHs BUkoHaHHA KPI hakTuyHe BUKOHaHHS
Mae OyTu BuLe, HDK MiHIManbHUN piBeHb. 3a YMOBMU
BUKOHaHHA BULLE MiHIManNbLHOrO piBHA pPO3paxyHOK
BUKOHaAHHA npsaMmux KinbkicHnx KPI npoBoanTbCca 4K
BiJHOLLEHHA PaKTMYHOIO 3Ha4YeHHs [0 MIaHoBOro Mo
KO>XHOMY MOKa3HMKY OKpemMo abo HaBnaku AN 3BOPOTHIX
nokasHuKiB. FAKWO akTUYHE 3HAYEHHS OOPIBHIOE 4K
HWXKYe HiX MiHiManbHWA piBeHb BuMKOHaHHA KPI
ctaHoBuTb 0%.

MiHimaneHuin piBeHb ana  KPI
nokasHuka:
1) npsami nokasHukm — 90% (ans KasHauewnctsa-
60%)
2) 3BOPOTHI NoKa3HWkM — 110%
3) nokasHuku 3atpat — 102%
4) akicHi 3apgadi/ ouiHka kepiBHMKa/ [lpuBaTHWIA
BaHkiHr YHI™ (4mncTi HoBi rpowwi) — 0%

3anexuTb Big TUNy

Ona no3uuin nig rpynoBok MNOMITUKOK BUHAropoam
MiHiIManbHUA piBeHb KPI BCTAHOBITOETLCH
MaTtepuHcbkum baHkoM, Ans iHWKMX NO3uLin Moxe ByTu
BCTaHOBNeHun/amiHeHmn  onosoto  abo  YneHom
MpaBniHHS.

KoHTponb piBHS JOTPUMaHHSA BCTAHOBEHUX NapameTpis
MaTtepuHcbkuM GaHkoM s No3uuid Nig rpynoBolo
MONITUKOK  BMHAropogyn, KOHTPOSNb  OOTPUMAHHS
BCT@HOBMEHUX MNapaMeTpiB  Ans  iHWuX  no3uuin
noknageHui Ha npauisHukiB JenaptameHTy ynpaBniHHA
nepcHasnom.
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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%).

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
CEOQO’s target sheet shall be applied.

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-
levelperformance measurement system.

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

The criteria of institutional-level performance
assessment for annual goals are as follows:

- For credit institutions, group-level RORAC+
(risk-adjusted ROE/COE), C/I, Market Share
(except OBRu) indicators,

- For investment fund managers, RORAC, and
C/1, Market Share indicators,

- For factoring companies, the
measuring the success of collection,

- For leasing companies, the return on assets

indicators

MigcymkoBun BigcoTok BuKoHaHHA KPPl BM3HavaeTbes
LUMSXOM NEPEMHOXEHHS OTPMMaHOro BigcoTka BoHyca
3a BukoHaHHA KPI Ha horo nuTomy Bary.

Jlorika po3paxyHKy UMX MOKa3HUKIB MOXe 3MiHI0BaTUCh
abo [OMNOBHIOBATUCE CMYXOOBUM PO3MOPSMAKEHHAM 3a
nignncom Fonoswu MNMpaBniHHS.

MakcumanbHun posmip Bigcotka gocarHeHHs KPI 3a
3BiTHUI nepiog (Micaub, KBapTar, TOWO) NPOTArOM POKy
cknagae 100%, okpiM  iHAMBIAyanbHUX  CUCTEM
MoTMBAaLl.

MepeBukoHaHHA KPI mMoxnumBe nuwe pnsa KinbKiCHMX
nokasHukie  ans  GisHec-nigpo3ginie.  Ona  Hux
MakcuMmanbHum po3mip Bigcotka pocarHeHHs KPI no
KOXXHOMY  KiNbKICHOMY  MOKa3HWKY He  MOBUHEH
nepesuwyBatn 120% (ona nosuuin nig rpynoBoto
nonitukor BuHaropoan 1009%).

RORAC, DPD90+, a TakoX OkpeMi NoKa3HMKK, NOB’si3aHi
3 po3paxyHKOM SKOCTI Ta MOKPUTTA KpeauTHOro
noptdento abo BUKOPUCTAHHAM OrompkeTy BUTPaT B
Pi3HUX HanpsMKax, MawTb MakCUManbHUA pPo3Mmip
BukoHaHHA 100% y Byab-skomy 3BiTHOMY nepiogi. Mpu
po3paxyHky RORAC mae 3actocoByBaTUCb METOA,
3a3HayveHuin B 6naHky uinen anst Fonosu MNMpaBniHHS.

KoHTponb 3a kopekTHicTio BcTaHoBneHHs KPI Ta ouiHkoto
BMKOHaHHA nNoknageHwin Ha npauiBHuUKiB [lenapTamMeHTy
ynpaBniHHA NepcoHanom.

9.2 OCHOBHi NPUHLUNN CACTEMU CTUMYJITIOBaHHA

(OCHOBHMM NPUHLIMNOM CUCTEMU BUMIPIOBaHHS Ta OLLIHKM
pe3ynbTaTUBHOCTI € 3B'I30K BUHArOpOAM Ha OCHOBI
pes3ynbTaTMBHOCTI - 3 nonepedHbo Ta MOoAarnbLUo
OLiHKOIO PU3NKIB - 3i CTYNEeHeM JOCArHEHHS cTpaTeriyHux
uinen pisHa 6aHkiBcbkoi rpynu / BaHky / BouipHbOT
KOMMaHil B paMkax ABOPIBHEBOI CUCTEMWU BUMIPIOBaHHS
€(EeKTMBHOCTI.

AKLIEHTYI0UM yBary Ha iHCTUTYUINHUX Uingx, ABOpiBHEBA
cuctema Ccrnpusie Y4iTKOMy BU3HAYEHHIO Ta MOHITOPUHIY
npioputetiB Ta 3abe3neyye Kpawe BiACTEXEHHSsI
iHOMBIAYyanbHUX pe3ynbTaTiB AisAfIbHOCTI, TUM CcaMnm
nokpaLlyo4m FHYYKICTb cuctemmn OLiHKM
pe3ynbTaTUBHOCTI.

KpuTtepisimu ouiHK/ pe3ynbTaTUBHOCTI Ha iIHCTUTYLLIMHOMY
PiBHI ANA piYHKX Linen € Taki:
- [Onsa kpeanTHux yctaHoB nokasHukn RORAC + Ha
piHi rpynu (ROE / COE 3 ypaxyBaHHSIM pU3KKy),
C/I, nokasHukun yacTku puHky (kpim OBRu),
- [Onsa meHepxepiB iHBecTuUinHMX doHaiB, RORAC
Ta C/I, NOKa3HMKN YaCTKN PUHKY,

- [Ona aKTOpMHIoBNX KOMMAHIN MOKa3HWKKU, Lo

(ROA). BUMIPIOKOTb YCIiX iHKaco,
- [nsa nisMHroBMx KOMNaHi peHTabenbHiCTb akTUBIB
The indicator structure of the individual target (ROA).
agreement is determined — based on the organisational
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and operational rules of the company — by the scope of
activity of the supervised area.

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 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 senior
executives of credit institutions — is 80%. For the senior
executives of banking group credit institutions, this
value is 90%.

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

CTpykTypa MOKa3HWKIB iHAMBIAYyamnbHOI LiNboBOI yrou
BM3HAYaETbCA - Ha OCHOBi  OpraHisauiiHux Ta
ekcnrnyartauinHux npasun KoMnaHii - cpeporo AiAnsHOCTI
KOHTPOsboBaHoI 06acTi.

Y koni rpyn KepiBHWKIB Ta NpaLiBHUKIB, AKi nignagatoTb Nig,
AOil0  cUcTeMn BUMIPIOBAHHA Ta OUIHKWM  OiANbHOCTI
AOYipHLOro NiANPUEMCTBA, BUMOMN OO0 ePEKTUBHOCTI Ta
MOKa3HWKIB CUCTEMM CTUMYITHOBAHHSI MOBUHHI BYyTU 4YiTKO
noB'aA3aHi NPsSMO 4YM OMNOCEPEOKOBAHO 3 LOCATHEHHAM
O4iKyBaHb, TaKOX BUWKMadeHUX Yy UiNsX KepiBHUKa, B
LbOMY BUMNAAKy KOMEHTapi LOAO OUIHKM BUKOHABYOro
AVpeKTopa TakoX NOBWHHI BigobpaxaTtucsa B NokasHuKax
HWXYMX PiBHIB.

IHCTUTYLIHI  NOKa3HWMKM MNOBWHHI OyTW  PiIBHOMIPHO
BKMIOYEHI Ha piBHI HCTUTYUIW ONS BCiX KepiBHUKIB,
OXOMJIEHMX ABOPIBHEBOK CUCTEMOI CTUMYIOBAHHS.

Y BuMnagky npauiBHUKIB, Ha SKUX MOLUMPHOETLCA
OBOpiBHEBA CUCTEMA BUMIPIOBAHHA pPe3ynbTaTUBHOCTI,
pesynbtatm OiANbHOCTI, WO pPOXPaxoByKTbCA AS1S
BUNMATH GoHycy, BU3Ha4alTbCA cepeaHim
apumeTU4HUMm OOCArHEHHs IHCTUTYUiNHMX  Ta
iHOMBIOyanbHUX Uinen, 3a yMOBM, WO LWOAO AaHoro
MeHe[)Xepa 4YM BUKOHaBLS, Bara MOKA3HWUKIB Ha PiBHI
IHCTUTYLIN 3MEHLLYETLCA NapanenbHO 3MEHLLEHHIO PiBHS
ynpaBiHHSA Ha KOXXHOMY 3aknagi.

[na no3uuin nig rpynoBolo NOMITUKOK BUHAropoau Ans
PYHKLIA BHYTPILUHLOIO KOHTPOSO (PWU3MK, KOMIIAEHC,
BHYTPILIHIN ayauT), NpW BW3HAYEHHi pe3ynbTaTis,
NnoB’dA3aHMX 3 MpaBOM OTpUMaHHA OOHycy, Bara
iHCTUTYLINHOrO ONOKy 3aBXau Huk4a, 3abesnedyrouu,
wob (Hwkya) Bara 3acTocoByBanach Anga nocag Ha oavH
piBEHb HWX4Ye B OpraHi3auifHin CTPYKTYpi B KOXHOMY
BUNagKy.

9.3 [lopaTKkoBi napamMeTpu ANs NO3uLii Nig rpynoBoro
NoniTMKOK BMHaropoam

IHaMBIgYyanbHi pe3ynbTath QiANbHOCTI HE MOXYTb OyTH
«NigHATUMWY pesynbTatamu JiSANbHOCTI rpynu
(opranisadii), iHWUMK cnoBamu, SKWO pe3ynbTatu
DiSiNbHOCTI rpynm nepesuLLyOTb pesynbtatu
iHOMBIAyanbHOI OUiHKM, iHOMBIAyanbHa oOuiHKA Mae
nepeesary. Y UbOMY BWMagKy  Bullie3asHadeHe
3BaXyBaHHS HE 3aCTOCOBYETHCS, 3@ YMOBMU, L0 CTOCOBHO
AaHOro KepiBHMKa Y/ BUKOHABLIA Bara NOKa3HUKIB Ha piBHi
IHCTUTYLN 3MEHLLYETLCS NapanenbHO 3HWKEHHIO PiBHS
ynpaBniHHA  Ans  KoxHoi  yctaHoBu. Uini  Ha
iHAMBIgyanbHOMY PiBHI BKIIOYalOTb LiNbOBI 3aBOaHHA Ta
KoMneTeHuil. 3aranbHa Bara UiNbOBUX 3aBOaHb - KpiMm
BULLIMX KEPIBHUKIB KPEOUTHUX YCTaHOB - CTaHOBUTL 80%.
Ons BUWMX KepiBHMKIB OaHKIBCbKMX TPYM KpeouTHMX
yCTaHOB Usi BennynHa ctaHoBuTb 90%.

Bara komneTeHLUil - KpiM BULLMX KEPIBHWKIB KpeoUTHUX
yctaHoB - cTaHoBuTb 20%. [Ona BuWUX KepiBHUKIB
OaHKIBCbKMX Tpyn KPeAUTHUX YCTAHOB LA BeNMYUHA
ctaHoBuUTb 10%.
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Identical indicators must be included at all employee
levels with identical fulfilment threshold and tolerance
threshold.

Among individual-level targets, the target value of
guantitative indicators must be shown with an accuracy
of three decimal places.

Among individual-level targets, prudent operation must
be included with a weight of at least 5% for all
employees subject to the personal scope of the Group
Remuneration  Policy. The  Corporate  social
responsibility (CSR) indicator must be included with at
least 5% weight for the senior executives (CEO).

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 Banking Group Governance Directorate consults
on the data content of the KPI library and the target
tasks with senior executives, employers and the owner’s
governing bodies as well as professional controllers,
whereas final approval requires a decision by the
Management Committee OTP BANK Plc.

The Banking Group Governance Directorate consults
on the data content of the KPI library and the target
tasks with senior executives, employers and the owner’s
governing bodies as well as professional controllers,
with the finalised content forwarded to the parent bank’s
HR Department, 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 OTP BANK Plc.

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
notifies subsidiaries concerned in writing of such
changes and their impacts on targets as well as on
organisational, managerial and position-related

|0EHTUYHI NOKa3HWKM MOBWUHHI OyTW BKIOYEHi Ha BCiX
PiBHSX NpauiBHMKIB 3 OAHAKOBUM NMOPOroM BMKOHaHHS Ta
Noporom JOmMycky.

Cepen uinem Ha iHAMBIQyanbHOMY PpiBHi  UinboBe
3HAYEHHS KiNbKiCHUX NOKa3HWKIB NOBUNHHO
BigoOpaxaTucs 3 TOYHICTIO 40 TPbOX 3HAKIB MiCIst KOMW.

Cepep UinbOBUX MOKA3HMWKIB Ha iHOWBIQyanbHOMY PiBHi
noBrHHa ByTu BKIHOYEHa po3cyannea poboTa 3 Barow He
MeHLwe 5% onsi BCix npauiBHUKIB, LLIO NignagaroTb nig aito
rpynoBol NoniTMkm BUHaropoau. NokasHuk KopnopaTtusHa
couianbHa BignosiganeHicTb (KCB) noBuHeH 6yTu
BKMIOYEHUN 3 Baroww npuHanMHi 5% pgna  Buwmx
kepiBHukiB (CEO).

KinbkicHi Noka3HWKM 3aBaHTaxyloTbcs Y Success Factor
HR Bigginom MaTepuHcbkoro baHky Ao Tak 3BaHOI
6ibniotekn KPI, i 3aBgaHHam uboro HR Bigainy € 36ip Ta
KOHconNifaLis NoKa3HWKIB Bifl BNACHUKIB aHUX, 3a YMOBM,
LLO Ui BIACHMKM JaHNX TaKoX JaloTb peKoMeHaauil Woao
LiNbOBUX 3HA4YeHb ANS KOXHOI opraHisauii. BnactmBocTi
KiNTbKICHMX MOKa3HUKIB (BM3HAYEHHS, OAMHMLUS BUMIpY,
BNACHUK [aHWX, nnaHoBa Ta aKTUyHa Benun4yuHa)
BM3HaAYaloTbCs BracHukamu gaHux. LlinboBi 3aBaaHHs
cnig  knacudikyBatu  3a  NOMYHUMKU  rpynamu,  Ski
CTBOPHOIOTLCA [lenapTaMeHTOM ynpaBniHHA NepcoHanom
MatepuHcbkoro bBaHky Ta [upekuieto  ynpasniHHA
BaHkiBcbkoto rpynoto. Knacudikauis noriyHUX NokasHUKiB
Ha NoriyHi rpynu € BiANOBIAANbHICTIO BIACHUKIB JAaHUX.
Ouvpekuia yrnpasniHHS GaHKiBCbKOIO rpynoto
KOHCYNbTYETbCSA LWOAO 3MICTy AaHux Gioniotekn KPI Ta
LiNnboBMX 3aBOaHb 3 KepiBHMKAMM  BULLOI  JlaHKW,
poboTogaBUsIMU Ta OpraHamMu yrnpaeniHHSA BrlacHuKa, a
TakoX NpodecintHUMKN KOHTpOnepamu, Togi Ik OCTaTO4He
CXBarieHHsi BUMarae piweHHs YNpaBniHCbKOro KoOMIiTeTy
OTP BANK Plc..

Ovpexkuis ynpaBniHHS 6aHKIBCLKOIO rpynoto
KOHCYNbTYETLCA LWOAO 3MIiCTy AaHux 6ibniotekn KPI Ta
LiNboBUX 3aBAaHb i3 KepiBHMKAMM BULLOI  JlaHKW,
poboTofaBLaMM Ta opraHamMy ynpaeniHHS BACHUKOM, a
TakoXX NPodeCINHUMM KOHTpONepamMn, a OCTaTOvHUN
3MicT nepegaetbcs Ao Bigainy HR MaTtepuHcbkoro
BaHky, He ni3Hiwe Hix 3a 15 gHiB oo 3acigaHHsa KepiBHoro
KOMiTeTy, [Oe OOroBoOpOITECA MPUHLMNKU  CUCTEMMU
CTUMYITHOBAHHSI.

CxBaneHHss 6ibniotekm KPl Ta norivHux rpyn Ha
NOTOYHUI PiK BXOAUTbL OO KOMNeTeHLUii Harnagosoi pagu
OTP BANK PIc..

LlinboBi  3HaYeHHs iHCTUTYUiOHANbHUX MNOKa3HWKIB Ta
KifNIbKiCHI NOKa3HWUKN, 3a3Ha4Y€eHi B OKPEMMX LiNax, OO SKNX
BHOCSATBCS 3MiHU MPOTArOM POKY, MOXYTb OyTW BKIOYEHI
Ha OCHOBi  pilleHHA  YNpaBniHCbKOrO  KOMITETY
MaTtepuHcbkoro baHky BignoBigHO OO pernameHToBaHUX
paMoK He Mi3Hiwe 31 XOBTHS. YnpaBniHHA NepcoHanom
MaTEepPUHCBHKOI KoMnaHii NMUCbMOBO nosigomnse
3aLikaBreHi AoYipHi KOMNaHii Npo Taki 3MiHW Ta iX BNAnB
Ha Uini, a TakoX Ha opraHisauiiHi, ynpasfiHCbKI Ta
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indicator  structures  for  the
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.

purpose of

Performance-based remuneration awarded on the basis
of performance assessment is accounted for on a pro-
rated basis by taking into account the reference period:
- employment relationship established during the
year,
- expiry of a fixed-term work contract,
- lawful termination by the employee with immediate
effect,
- termination of employment on account of the
retirement of the employee,
- the employee’s death,
- termination by the employer with cause for
reasons attributable to the employer’s operations,
- transfer to/from a job included in the incentive
system, with the proviso that where the pro-rated
amount of performance-based remuneration is
less than the advance(s) on performance-based
remuneration paid during the year, the employee
shall be required to repay the difference.

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

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

In the case of termination of employment in the
assessed year, the Employee is only entitled to
performance-based remuneration in respect of the
calendar half-year on the last day of which the
employment relationship exists and if on this day the
Employee is not exempted from work. Departure from
the 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.

noB'A3aHi 3 nocagamu CTPYKTYpPWU MOKa3HWKIB 3 METOH
NiATBEPOXKEHHS.

OcHoBM ana  npeacTaBneHMX Bule MNpUHUMNIB Ta
HanpsiMiB CTUMYIIOBaHHS 3aTBEPKYOTbCA 3aransHuMu
36opamn MatepuHcbkoro baHky, Npu UbOMY YKNageHHs
NMUCLMOBUX LiMbOBUX Yrod Ha MOTOYHWUA PiK MOXINUBO
nicns NPUAHATTSA LUX OCHOB.

BuHaropoga 3a pesynbratamum  4iSnbHOCTI,  SKa
NPUCYOKYETBCA  HA  OCHOBI  OUIHKM  pes3ynbTaTiB
AiANbHOCTI, paxyeTbCA Ha MPOMNOpPUIHIA OCHOBI 3
ypaxyBaHHsIM KOHTPOSNbLHOro nepioay:

- TPYAOBI BiQHOCWHW, BCTAHOBIEHI NPOTArOM POKY,

- 3aKiH4YeHHS1 CTPOKOBOro TpyaoOBOro A0roBopy,

- 3BifbHEHHs npauiBHUMKaA Ha yMOBax TpPyAOBOro
3aKoHOOaBCTBa ,

- MPUNWHEHHS TPYAOBUX BIiOHOCWMH Yy 3B'A3KY 3
BUXOAOM MpauiBHWKA Ha NEHCIto,

- CMepTb NpauiBHKKA,

- MPUNWHEHHSs BiQHOCWMH poboToaaBLEM 3 MPUYMHN,
Lo NOB’A3aHi 3 NOro AisANbHICTIO,

- nepeBeAeHHs1 Ha poboTy / 3 poboTn, BKITHOYEHOI B
CUCTEMY 3a0XOYEHHS, i3 3ayBaXKEHHAM, LLO KOMK
nponopuinHa cyma BUHaropoau 3a pesynbratamu
[isANbHOCTI MeHLLa 3a aBaHC(M) 3a BMHaropoay 3a
pesynbTatamu OianbHOCTI, BUNNavyeHUn npoTarom
POKy, npauiBHUK MOBUHEH 6yae NOBEpPHYTH
pi3HULIO.

MpauiBHMK HE Mae NpaBa Ha BUHAropoay, 3acHOBaHy Ha
pesynbTartax poboTH, AKWO BiH HE 3aiMaETbCS XXOAHOK
pobo4oI0 AiAnbHICTIO i, OgHOYacHO, He Oepe y4yacTi y
BUKOHAHHI MOCTaBfeHMX LUinen 4yepe3 BiOCYTHICTb
pesynbTarTis.

3a BigcyTtHOCTi  hakTuyHMX  pesynbTaTiB  poboTu
npauiBHMK HE Mae MpaBa Ha BWHAropogZy Ha OCHOBI
pesynbTaTiB, HaBiTb AKLO BiAMOBIAHI Lifi Ha piBHI rpynu
BUKOHYIOTbCS, 3@ paxyHOK A04aTKOBUX 3yCUrb IX Koner Ta
He3anexHo Bif iX yyacTi.

Y pasi npunvHeHHss poboTM B OLIHIOBAHOMY poOLi
npauiBHUK Mae NpaBO Ha BWHAropody, 3acHOBaHy Ha
pesynbTatax poboTu, nule 3a kanengapHe niBpivdsi, B
OCTaHHIl OeHb SKOro iCHYKTb TPYAO0BiI BiQHOCWHN, i AKLLO
Ha Uel OeHb MNpauiBHUK He 3BiNbHAETbCA Big poboTu.
Bigctyn Big BuUWE3a3Ha4YeHOro MOXIIMBUN BUKITHOYHO
BigNOBIAHO A0 nonoxeHb [loniTMKM BUMHArOpOOXKEHHSs!
BaHKiBCbKOI rpynu.

MpaBo Ha BUHaAropoAy, 3acHOBaHy Ha peasyrbTaTax
JiSANbHOCTI, NPUNWHSETBCS Y BUNAAKy, SKWO TPyOoBi
BiJHOCVMHM NPUNMHAKTBCA Nig4 4Yac BMNPOOYBanbHOrO
TepMiHy, abo 3a HeranHum pieHHsM poboToaasLs, abo
AKWO Take TMPUMUHEHHS 3YMOBMEHEe npudnHamu,
NoB’sA3aHMMI 3 NOBEAIHKOI NpaLiBHUKA.

Y BMNagKy npauiBHUKIB, HA SKMX MOLUMPIOETBLCSA rpynoBa
noniTyka BUHaropoau, NpaBo Ha Oyab-sKy BigCTPOYEHYy
yacTuHy(-M) BMNNaT, 3aCHOBAHWX Ha pe3ynbrartax
OiSANbHOCTI, AKi We He Oynym cnnadeHi, cKacoBYETbCS,
AKWO poboTa MpUNUHAETBCA OO0 [OaTU NPU3HAYEHHS
BiACTpPOYEHOro BHecKy. Bigctyn Big BuLie3asHayeHoro
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If the employment relationship is terminated in the
interest and at the initiative of the employer due to an
employment relationship to be established with another
member company of the Banking Group and,
furthermore, if the employment relationship is
terminated due to the fact that the employee became a
pensioner or if the employment relationship is
discontinued owing to the death of the employee,
eligibility for performance-based remuneration -—
including eligibility for the deferred instalments — is
retained, and performance assessment and the
settlements take place in accordance with the general
rules.
If the senior executive 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 OTP BANK
Plc., 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.

MOXTMNUBUIA BUKMIOYHO BiANOBIAHO A0 NonoXeHb [onituku
BMHaropoam 6aHKiBCLKOT rpynu.

AKWwo TpyaoBi BIGHOCUMHU NPUMNMHSIOTLCA B iHTEpecax Ta
3a iHiyiaTmBol poboTogaBus Yepe3 TPYAOBI BiGHOCUHM,
Wwo MawTb OyTM BCTaHOBMEHi 3 iHLWOK KOMMaHieko-
yneHom BaHKiBCbKOT rpynu, i, KpiM TOro, SKLWO TpyAOBI
BiJHOCMHM MPUMUHSAOTLCS Yepes Te, WO NpauiBHUK CTaB
neHcioHepomM abo SKWO TPyAoBi BiAHOCUHW MPUMMUHEHI
BHaAcnigoOK CMepTi npauiBHMKa, NpaBO Ha BWHAaropoay,

3aCHOBaHy Ha pesynbTaTax AisinbHOCTI,
BiJCTPOYKY,

npaBo Ha

3bepiraetbes,

BKIHO4ak4u

OLiHKa

pesynbTatiB poboTM Ta po3paxyHku BigbyBatoTbCs
BiOMNOBIgHO [0 3aranbHUX Npaswuna.

AKWo cTapmni KepiBHMK abo NpauiBHUK:

- OpaB

y Oyop-skin

CrnpuYnHMNa 3HauyHi 36uTkK, Ta / abo

npakTudi, <ka

- He BIignNoBigae kpuTepiam npugaTHOCTI abo
BignoBigHOCTI,

Harnagosa paga OTP BANK Plc. ynoBHOBaxeHa

npunmaTn pilleHHs oo BigLIKOOYBaHHSA

3aboproBaHOCTi 3a BMHaropody, WO po3paxoBaHa/
BMNMayYeHa 3alikaBrneHii ocobi 3a nepiog, B sikomy Oynu
obcTaBMHK, WO atoTb NigCTaBu ANs BiALWKO4YBaHHS.

OuiHKa po3cyanmBoi poboTu

MpUAHATHICTD

BiACTPOYEHUNX

nnaTexis

piBHi

OaHKIBCbKOI TpynyM BU3HAYAETbLCA 3aleXHO Bif CTaHy
Kanitany Ta ouikyBaHMX dpiHaHcoBuXx pesynbTtatis OTP
BANK Plc. Ta baHkiBcbky rpyny - Harnsgosoto pagoto
OTP BANK Plc., ska Takox MoxXe NPUAHATK pPilleHHS Npo
3MEHLUEHHss abo BiOCTPOYKY BMHAropogu Ha OCHOBI

pesynbTaTiB AisanbHOCTI.

Kputepii po3cyanusoi AianbHOCTI JOYiIpHIX NiaNpuemMcTB
BaHky Ta BaHkiBCbKOI rpynu:

- Yy BUNagKy 3 KpeguMTHUMK yCTaHOBaMu, BUKOHAHHS
BMMOIM  LIOAO  OOCTaTHOCTI  perynsiTuBHOrO
Kanitany, He BpPaxOBYKYM 3anydeHHsa Kanitany,
34iMCHEHe ANns AONOBHEHHSA KaniTany B POKM MNicns
POKY, LLIO criyrye ocHoBow ansi cnnatn (T + 1, T + 2,
T + 3, Ta iH.), @ TaKoX HAKOMWYEHI BUTPATW Ha pU3nK
LLOAO LiNbOBOro MOKasHUKa B POKW MiCris POKY, LWO
CNY>XUTb OCHOBOI Afs NnaTexy,

- Yy BUMNAAKy KOMMaHiA 3 ynpasmiHHA akTuBamu -
YHUKHEHHS 3HAYHOrO 3MEHLUEHHs  KepoBaHMX
aKTUBIB;

- y BuUNagky iHaHCOBUX MNIANPUEMCTB, SKi He
KNnacuoikyloTbCa K KOMMaHil 3 ynpasniHHS
aKTMBaMu: Ona akTOpUHIroBMX KOMMaHIn
MOCTIMHE 3POCTaHHS HaKOMWYEHOTO CTATHEHHS

noptdgens AebiTopcbkoi 3aboproBaHocCTi,
nepegaHoro OakTOPUHIoBi KOMMaHil; y BUNaaky
Ni3NHroBmx KOMMaHin, cTaBka 3 cTagii

3aCTOCOBYETLCS 10 BCLOro NopTgens.
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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 OTP BANK Plc.,
in the year in which payment is due the extent of the
deferred instalment in question may be reduced,
potentially to zero.

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

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

Assessment of individual risks

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

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

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

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

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

— Internal Audit Directorate,

— Compliance unit,

— IT and Bank Security Directorate, and

— Legal Directorate

Based on the positions of the owner’s governing body
and the functional areas, the parent bank’'s Human
Resources Management Directorate draws up a
proposal for the Chairman-CEO of the Banking Group,

lMonepeaHs ouiHKa pu3uKy nosBuHHa ByTu NpoBedeHa B
TOMYy poui, B fkOMy Mae OyTu 3giicHeHa BunnaTta,
npotsarom 45 gHiB nicns YeproBux 3aranbHux 36opis, WO
3aKpMBalTb poOoUNiA piK, L0 Nepeaye POKy, B SKOMY Mae
BioObyTuca Bunnata. Ha nigcrtasi piweHHs Harnsgosoi
pagn OTP BANK Plc. B ToOMy poLi, B IKOMY HanexuTb
BMNnara, po3Mip BigNOBIAHOrO BiACTPOYEHOIO BHECKY
MoXXe ByTV 3MEHLLEHWUA, NOTEHLIAHO A0 HYMs.

[MpoTarom ycbOro HenoraweHoro nepiogy BigCTPOYKK
MOBMHHI OYyTWM OUiHEHI Hacnigkn, wWo Biabynucs Tum
Yacom, NOB’A3aHi 3 JiANbHICTI0O 0CObU B pamKax rpynoBoi
NONITUKN BUHAroposd, a TakoX AOLINbHICTb BiACTPOYeHOT
BUMIaTV BUHAropoau Ha OCHOBI pe3ynbTaTiB AisfbHOCTI.
Llogo godipHix nignpmMemcTB GaHKIBCbKOI rpynu, nNpaeo
KepiBHUKIB Ta MeHexepiB BU3HAYEeHNX Ha
KOHCONiAOBaHOMY piBHi Ha BIiACTPOYEHi 4aCTUHM
BMHAropoau Ha OCHOBI pe3ynbTaTiB AiANbHOCTI, a8 TakoX
po3Mip  Takoi  BMHaropogu  (BKMK4YawuM  HOpMY
NMOTEHLINHOrO 3HWKEHHS) BU3Ha4vae [ onoBa-BUKOHABYMN
anpektop OTP BANK Plc.

OuiHka iHOuBIgyanbHUX PU3KMKIB

CTOCOBHO KepiBHUKIB, AKi NignagawTb nig gito rpynoBol
noniTMKX BUHaropoau, Npaso Ha BiACTPOYEHi BUMNnaTn Ha
iHOMBIAyanbHOMY piBHI BU3HAQYaETLCA Ha OCHOBI OLLHKM
iHOMBIOyanbHUX pPU3KKIB, MOB'AI3aHUX 3  JiSNbHICTIO
3auikaBneHux ocid, gk Le OoKMaaHO BUKNaAeHO HUKYe:
- BMWKOHaHHS 3000B’A3aHb, WO BUNNMBAKOTbL i3
TPYAOBUX BiAHOCWH, OOTPUMAHHS 3aKOHOL4ABCTBA,
WO 3acTOCOBYETbCA OO0 poBOTH, HOPMATUBHMX
OOKYMEHTIB, BWMKOHaBYMX Ta  YyNpaBriHCbKNX
IHCTPYKUIn  Ta  NpOdECINHUX  BUMOT, o
3aCTOCOBYOTLCSA 40 nocaau,
- BIONOBIQHICTL OuiKyBaHHsAM poboTogaBusa  LWOA0
ynpaeniHCbKOI NOBEAIHKN NpauiBHMKa
- ornsaa poboTun 3auikaBneHnx ocib Ta
dyHKUiOHanbHMX obnacten (BUSIBNEHHS CEPUO3HUX
NOMUIIOK, 3MOBXMBaHb, HENPaBOMIpHUX AN uK
HedonikiB, pesynbTaTiB MOTEHUIMHMX  UiNbOBUX
nepesipok, 3aMOBNEHUX YnpaBniHCbKuM
KOMITETOM).

OuiHKa pu3KMKiB, MOB’AA3AHNX 3 LOiANbHICTIO BiAMNOBIOHUX
KepiBHMKIB OaHKIBCbKOI rpynM Ta MeHemkepiB, Ta
pekomeHaauis, WO TrPYHTYETbCA Ha HUX, MOBUHHI
BUKOHyBaTuUcA npotarom nepiogis T + 1-T + 3 (nepiogis T
+ 1-T + 4 gnsa ronoeu i Ansa KepiBHUKIB Nigposginis, a
Takox ans nepiogis T + 1 - T + 5 ang OBH 1a OBR) ans
no3unuin:

- [enapTtamMeHT BHYTPILIHLOIO ayanuTy,

- MMigpo3sain koMmnnaeHcy,

- [HenaptameHT iHdoOpMaUinHOi Ta GaHKIBCbKOT

Oeanekn,
- HOpugnynni genapTameHT.

Ha ocHOBI no3uuii KepiBHOro opraHy BracHWKa Ta
KopecrnoHaylouux nigposginis  Aupekuis  ynpasniHHS
nepcoHanom MaTepuHcbkoro BaHky cknapae
nponosuuito  Ans  [onosu-MeHepansHOro  AuvpekTopa
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who will then make a decision on whether to disburse
or, as the case may be, reduce the deferred instalments
within the personal scope identified at the consolidated
level.

In respect of both the bank and banking group
managers and executives, in accordance with the
deferral schedule the persons concerned are notified in
writing of the eligibility for the various instalments and
the rate thereof pursuant to the decision, by the Human
Resources Management 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/COE) is introduced, which is supplemented by
market share indicators as well as the C/I.

Each year, the Supervisory Board OTP BANK Plc.
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 Banking
Group Governance Directorate by taking the
recommendation of the data owner into
consideration, which library contains the various
available indicators for each entity/institutions, the
definition thereof, as well as the unit of
measurement and data owner.

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

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

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

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

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

— In the event of fulfilment equal to or above the
tolerance threshold, the manager or executive
exercising employer’s rights is entitled to make a
decision on the 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
guantitative target into consideration.

— In the event of fulfilment equal to or above the
tolerance threshold, the assessing manager

BaHkiBCbKOT rpynu, sikKMN NOTIM NpUAMe pilleHHs Wwoao
BMMNMATM KOLUTIB, 3aNeXHO Big OOCTaBMH, 3MEHLUYOYM
BiACTpOYEHi nnatexi Aans ocib, BM3HA4YeHUX Ha
KOHCOrMiAoBaHOMY PiBHi.

LLlogo kepiBHUKIB OaHKiB Ta KepiBHWUKIB GaHKIBCbKMX rpyn,
BiAnNoBigHO OO0 rpadika BiACTPOYKM, 3alikaBneHi ocobu
NMCbMOBO MOBIJOMIIAOTLCA MPO NPaBO Ha Pi3Hi BUNNaTu
Ta IX poaMip 3rigHO 3 piweHHaM [denapTtameHToM
YnpaeniHHA noacbkux pecypcis npotarom 30 gHiB nicng
wopiyHmnx 3aranbHux 36opie OTP BANK Plc., ane He
nigHiwe 30 YepBHs.

OuiHKa NoKa3HUKIB

LWoao uinen Ha iIHCTUTYLIMHOMY PiBHi, 3aNpoBaaXyETbCS
Tak 3BaHun nokasHuk RORAC + Ha piBHi rpymu (ROE /
COE 3 ypaxyBaHHSIM pW3KKYy), SKUA [OMOBHIOETHCSA
NnokasHMKaMn pUHKOBOT YacTku, a Takox C/I.

LWopoky Harnsgosa paga OTP BANK Plc. cxsantoe

— KOHKPETHi MOKasHMKM BULLUMX KEPIBHUKIB [OMipHIX
nignpueMcTB, BU3HAYEHUX HA KOHCONIO4OBaHOMY
PiBHi, Ta XapaKTepUCTUKN LIMX NOKa3HWKIB,

- Tak 3BaHy "6ibnioteky KPI", cknageHy dupekuieto
ynpaeniHHA GaHKIBCbKOI rPYMot 3 ypaxyBaHHAM
pekoMeHAauil BracHuka pfaHux, us 6ibnioTeka
MICTUTb Pi3HI AOCTYNHI MOKa3HUKW AMfS KOXHOro
cyb'ekta / ycTaHOBW, iX BW3HAYEHHsl, a TaKOX
OOMHMLIO BUMIpY Ta BNACHMWKIB OaHUX.

Y pamKax UifbOBUX MOKAa3HWKIB Ha iHAMBIgyanbHOMY
PiBHi, y pasi SAKICHMX UiNbOBUX 3aBAaHb, OYiKyBaHHS
NOBUHHI  ByTM BM3Ha4YeHi B MMCbMOBI  GOPMI.

AHanoriYHMM YMHOM OLjiHKa TaKoX MNPOBOAUTLCA B

NMUCbMOBIN  (POPMiI  Ha MOriYHIN  OCHOBI. BukOHaHHSA

UiNbOBOro 3aBaaHHA Moxe ouiHoBaTuca Bio 0% oo

100%.

B Mexax UinboBMX NOKa3HWKIB Ha iHAMBIAYyanbHOMY PiBHi

KifbKICHI UinboBi MOKa3HWKU OLHIOITBECS 3 YpaxyBaHHSAM

HaCTYMHOrO:

—[aHnin NokasHUK OLIHIOETBCA 3a ABOMa MOPOroBMMMU
3HaYeHHsMM (MOPIr BUKOHaHHSA (MiHIManbHWIA piBEHb),
nopir 4Oonycky).

—BukoHaHHA 3agaHOro  MNOKa3HWKa Hwk4e nopory
BUKOHaHHS aopiBHOE 0% BUKOHAHHA. BUKOHAHHS Mix
NMOPOroM BMKOHaHHS Ta MOPOroM JOMycKy siBNse cob60t0
haKTUYHY OLLIHKY NoKa3HuKa.

—VY pasi BWKOHaHHA, piBHOro abo 6inbwe nopory
Aonycky, mMeHemkep abo KepiBHWK, SKMA peanisye
npaea poboToaaBUA, MAE MPaBO MPUAHATU PiLLEHHSI
NpO 3HAYEeHHS BUKOHAHHA MOKa3HMKa MK MOpPOrom
ponycky Ta 100%, 3 ypaxyBaHHAM [OKnageHux
hakTU4HUX 3ycurnb (abo X BiOCYTHICTb), CNPSMOBAaHMX
Ha  [OOCArHeHHs  JaHoi  KinbKicHOT  uWini,  wWwo
po3rNaaaeTbCs.

—VY pasi BUKOHaHHS, L0 JOpiBHIOE abo nepeBuLLye nopir
OOMYCKY, OLIHIOYNIA MeHeKep 0Or'pyYHTOBYE pillEHHS
NPO BiAXWMEHHSA B KOXXHOMY KOHKPETHOMY BMNAAKY, SIK
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shall justify the deviation decision in each case,
which justification, in the case of a foreign
banking group subsidiary, must also be
approved by the Chairman of the governing body
of the company employing the given employee,
after the Chairman-CEO has made a decision in
respect of all deviation decisions for the
managers and executives of OTP and the
subsidiaries identified at the consolidated level.
— For employees identified at the consolidated
level, the deviating assessments are submitted
to the Chairman-CEO by the Head of the Human
Resources Management Directorate, based on a
preliminary examination of the compliance of
assessments. For employees identified at the
sub-consolidated and local level, these are
examined by the head of the given subsidiary’s
functional area serving an HR function, and if
deemed to be non-compliant, they start
consultation with the assessing manager.

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

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

- inthe case of PB NNM (net new money) indicator
the fulfilment threshold is 0% and for the Global
Market result indicator, the fulfilment threshold is
60%, the tolerance threshold is 95%

- 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.

Rules on the settlement of performance-based
remuneration

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

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

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

In the case of managers and executives of domestic
subsidiaries under direct control and not subject to the
Banking Group Remuneration Policy, advance payment

OOI'pYHTYBaHHA, Yy BUNAdKy AOMIpHLOI  KOMMaHii
iHO3eMHOT 6aHKIBCbKOI rpymnu, Take piLleHHS TakoX Mae
OyTn cxBaneHe rofioBOK KEPIBHOrO opraHy KomnaHii,
LLIO HaMae AaHoro npauiBHKUKa, nicnsi Toro, K ronoea-
reHepanbHUA OUPEKTOP NPUNHSAB PilLIEHHST CTOCOBHO
BCiX pilleHb LWOAO0 BiOXWNeHb AN KepiBHUKIB Ta
BukoHaBUiiB OTP Ta  [gouipHix  nignpuemMcTs,
BM3HaAYEHMX Ha KOHCOMiOBaHOMY PiBHi.

—[0ns npauiBHUKIB, BU3HAYEHMX Ha KOHCOSMiAOBaAHOMY
PiBHi, BIiOXWNEHHs OUiHKM nogatTbeca  [onos.i-
"eHepanbHOMY OMpeKTOpY kepiBHMKOM [lenapTaMeHTy
YnpaBniHHA nepcoHanoM Ha OCHOBI MonepeaHboi
nepesipkn BiANOBIAHOCTI oOuUiHOK. [ns npauiBHUKIB,
ifeHTUdIKoBaHNX  Ha  cyOKoHcomigoBaHoMy  Ta

MiCUEBOMY pIiBHSIX, OLUIHKM NepeBipse KepiBHUK
dyHKUiOHanbHOT obnacri JaHoro OOYipHBLOrO
nignpueMcTBa, WO BUKOHYE PYHKUIT ynpaBniHHS

NMepCcoHarnomM, i SIKLLIO BOHN BBaXXAOTbCSA TaKMMMU, LLO HE
BiQNOBIgalOTb BUMOram, NOYMHAKOTLCA KOHCYnbTauii 3
MeHePKEPOM, LLIO MPOBIB OL|iHKY.

[nsa KiNbKiCHMX NOKa3HUKIB MeXi Aiana3oHy OLHKM Taki:

- LWWOoAOo 3acTocoByBaHUX (MPSIMUX) MOKa3HWUKIB nopir
BUKOHaHHA (MiHiManbHWi piBeHb) ctaHoBuTb 90%,
a nopir gonycky - 95% y KOXXHOMY BUNAAKY ,,

- Ans nokasHukie MNMpusaTHoro 6arnky YHI™ (4ncTi HOBI
rpowwi) MiHimanbHun piseHb 0% i Anga pesynbTarty
KasHayencrtBsa MiHiManbHUN piBEHb CTaHOBWUTH
60%, a nopir gonycky - 95%

- Ona obepHeHo NPONOPLiNHNX NoKasHuKIiB
MiHiManeHUn piBeHb cTtaHoBuTb 110%, a nopir
aonycky - 105%,

- [Ons nokasHukiB BWTpPAT MiHIManbHUN piBeHb
ctaHoBuTb 102%, a nopir gonycky - 102%.
- OuiHka  KepiBHVMKa/  ouiHKa  KOMNETEHTHOCTI

npoBoAnTbLCA 3a WKanoto Big 1 o 6, ae 4 o3Havae
100% BWKOHaHHS.

MpaBMna  WoOOO  pO3paxyHKy
pesynbtatamu GianbHOCTI

BMHaAropoau 3a

IHOMBIAyanbHa ePeKTUBHICTb OLIHIOETLCA ABiYi Ha ik Ha
OCHOBI MiBpiYHOro dnew-3BiTy Ta pPiYHOrO 3BiTY Ha
3aranbHnx 36opax OTP BANK Plc., wo 3akpualoTb
AaHun pobouunn pik.

Y BunagKy MeHeKepiB Ta kepiBHUKIB, SKi nignagatoTb nNig
Aito rpynoBoi NoniTUKN BUHaAropoamn 6aHKiBCbKOT rpynu, He
Moxe OyTu 3piicHeHO nepeponnarty Ha 6asi niBpivHOi
OLLiHKN.

Y BuMNagky MeHeaXepiB Ta KEpPiBHUKIB BHYTPILLHIX
AOYipHIX NigNpuveMcTB, dki nepebyBalTb Nig NpsMUM
KOHTporneM i He nignagatoTb nig gito MNMonitMkn BuHaropopq
BaHkiBCbKOIT rpynu, 3acTOCOBYETLCS (hikcoBaHa Ta 3MiHHa
BMHaropoga (sk npasuro, 60% dikcoBaHa YacTuHa Ta
40% 3MiHHa YacTUHa BUHaAropoam)

Y Bunagky MeHeaXepiB Ta KepiBHUKIB BHYTPILLHIX
AOMIpHIX NigNpueMcTB, dki nepebyBaioTb Nig NpsMUM
KOHTpOMNeM i He nignagawTb nig rpynoBy MOMITUKY
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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 TM module
Targets and objectives and recorded and assessed in
the SuccessFactors TM module (hereinafter: SF).

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

- employees subject to the Remuneration Policy,
identified at the consolidated level,

- for foreign subsidiaries, the heads of support
areas requiring parent bank approval,

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

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

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

The senior executives 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

BuHaropon baHkiBcbkol rpynu, moxe OyTu 3ailcHeHa
nepegonnara 3rigHO NiBPIYHOI OLiHKW. AKWO 3aranbHa
edekTuBHICTb nepesuLlye 50%, [ons aBaHCy CTaHOBUTL
50%.

IT-piweHHs HR, mogynb SuccessFactors TM
Llini Ta 3aBOaHHsA, WO MIKCYOTbCA Ta OUIHIOKTLCA B
mopyni SuccessFactors TM (gani: SF).

Llo cTocyeTbca AodipHiX KomnaHin B pamkax OTP
BANKing Group, To B cuctemi SF BigbyBaeTbca npouec

ynpaBniHHA  edeKTUBHICTIO poboTM npauiBHUKIB Y
HaCTyMHUX cdepax:
— MpauiBHUKIB, Ha HKMX MNOLUMPHETLCA MONITUKA

BMHaAropoau, BU3HayeHi Ha KOHCONiQOBaHOMY PiBHI,
— Ans iHO3eMHUX JOMipHIX NigNPUEMCTB, KepiBHUKIB
obnacten niaTPMMKK, WO BMMarawTb CXBall€HHS
MaTepPUHCLKOro GaHky,
— KepiBHMKM JoMipHiX nignpuemcTs, siki nepebysatoTb
nia 6e3nocepeaHiM KOHTpPoNem Ta He MignagalTb
nig agito MoniTukn BUHaropoaw.

MeHexepu Ta KEPIiBHUKM, 3a3HayveHi BULLIE,
NPOAOBXYIOTb YyKnagatu naneposi yrogn, ge dopma
OLiHKM pe3ynbTaTiB AiANbHOCTI, CTBOpPEHa B poboyomy
npoueci SuccessFactors, pgogaeTbca sK OoOaToK.
IHOMBIAyanbHWIA 4OCTYN 40 (POPMU OLHKM pes3ynbTaTiB
poboTn HagaeTbCa MNpauUiBHUKOBI, KEPIBHUKY, SKWN
30INCHIOE OLHKY, Ta KepiBHWMKY / BWKOHABLIO, SKWUN
3[iNCHI0E NpaBa poboToaasus.

BcTaHOBNEHHsA iHCTUTYUiNHWMX Uinen y cuctemi SF €
3aBaaHHAM MaTepuHcbkoro baHky, i BOHU peecTpyoTbCA
HR Bigainom MaTepuHcbkoro baHky.

Mpn BM3HAYEHHI LINbOBMX MOKA3HWKIB  BigNOBIAHi
MeHeKepu Ta KepiBHMKM  BUOUpAOTbL  KiNbKIiCHI
nokasHukm 3 6ibniotekn KPI, 3aTBepaxeHoi Harnsgosoto
pagoto  MaTtepuHcbkoro baHky, dikcyroun  LinboBi
3aBAaHHA Ha  OCHOBI  nepeniky  pekomeHaaLin,
NigroToBNeHnX hyHKLiOHaNbHUMM chepamu
MatepuHcbkoro  bBaHky, aki  HagcunarTbCa 00
CYNPOBOKYIOHOro  npauiBHMKa  OOYipHBOI  KOMMaHil
CYNPOBOAXYIOHYUM npaLiBHNKOM HR Bigainy
MaTepuHcbkoro baHky.

Buwi KepiBHMKM [OMiIpHIX NIANPUEMCTB BU3HA4YalOTb
iHOMBIAyanbHi Uini B cdepax, WO 3HaxoOAaTbCca B 1X
ynpasniHHi, BUXOAS4M 3i CBOTX KOMMETEHLUiN, BU3HAaYEHNX
B OpraHizayinHomy Ta onepauinHoOMy perfiameHTi,
BMKOPUCTOBYHOUM cuctemy SF.

OuiHka Uinem nOTOYHOr0 POKY MOYMHAETBCA 3
CaMOOLiHKN, SKa 3aTBEepPoKYETbCA KEepiBHUKOM, L0
30INCHI0E OLHKY, Ta 3aBepllyeTbcs poboToaaBLeM B
cuctemi SF.

9.4 Xapaktepuctuka OKR

OuiHka 3a cuctemoto OKR (objectives and key results,

assess activites of employee based on the yineit Ta ix kno4OBMX pe3ynbTaTiB) nonsrae B
OUiHIOBaHHI  AisanbHOCTI  npauiBHMKa Ha nigcrtasi
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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
direct submission to the Chairman of the Board or
Members of the Board (based on Board Members
Decision can be exemtions).

OKR are not set for the employee of the internal audit
directorate and IT and Bank Security Directorate of the
Bank. For these employees setting of the goals and
evaluation of the activity results makes for KPI system.
This condition can be changed by order of the CEO.

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 goals for the
managers of the B-1 and B-2 levels of direct
subordination.

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 the approval CEO/ Board members
inform their subordinate about their sets OKR
on the basis of Board Resolution. After that
these managers can cascade set OKR for
their subordinates if they can be involved in
the implementation of OKR within their official
duties.

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.

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

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

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

BWKOHaAHHA

HuMm BignosigHnx OKR, BcTaHOBMNEHUX

BignoBigHO 0o cTpaTerii baHky.

OKR BcTaHOBNIOWOTLCA ANA KepiBHUKIB piBHA B-1 i B-2

npsIMOro

nignopsgkyBaHHa [lonosi abo YneHam

MpaBniHHA (3a piweHHAM [lpaBniHHA MoxeTb 6yTn
BUKITHOYEHHST).

OKR

He BCTaHOBIIOOTLCA ansi npawiBHuMKIiB

[enapTaMmeHTy BHYTpilWHbOro ayguty i denapTameHTy
iHopmaLinHoi Ta GaHkiBcbkoi Gesnekn. [Ons gaHux
npauiBHUKIB BCTAHOBMNEHHS LiNen Ta ouiHKa pe3ynbTaTis
[isANbHOCTI 3aiicH0eTbCA 3a cuctemoro KPI. [JaHa ymoBa
Moxe OyTu 3miHeHa Cnyx00BMM pO3MNOPSAXKEHHAM 3a
nignucom Fonoswu MNMpaBniHHS.

Mpouec BcTaHoBneHHs OKR  BigbyBaeTbeA

3rigHo

HACTYMNHOro anroputmy:

lonoea Ta YneHu [lpaBniHHA LWOKBapTasbHO
BW3Ha4aloTb LiNni Anga KepiBHUKiB piBHA B-1 i B-2
NpsIMOro MiANOPSAAKYBaHHS.

BanponoHoBaHi OKR Ta BignoBigHi iM KIOYOBI
nokasHukn (KR) BHocaTbCs Ao 6naHky excel abo y
BiAMNOBIOHIN cuCTEMI.

3BeaeHi bnaHknM HagcunatTbCsl B €NEKTPOHHOMY
BUrNSAAi  3acobamMu  eneKkTpoHHOI  mowTn Ao
JdenaptameHTy ynpasniHHa nepcoHanom abo
PO3MILLYIOTECA B E€NEKTPOHHIA CUCTEMi  OLIHKM
nepcoHany ans poarnagy NpasniHHAM BaHky.
3aTBepAXEHHS 3anponoHOBaHMX
3gincHoeTbes MNpaBniHHAM BaHky.

Micns noromkeHHss onoBa/ YneHu [paBniHHA
iHbOpMYIOTb MigNOPSAKOBAHMX IM KEPIBHUKIB PiBHA
B-1i B-2 npo BcTaHoBneHi ans Hux OKR Ha nigcTas.i
Piwenns [MpaeniHHg. [licns  uboro  BkasaHi
KEpiBHMKM MOXYTb KackagyBaTtn BcTaHoBneHi OKR
Ha nignernux y pasi, SKWo BOHM MOXYTb ByayTb
3agigHi y npoueci BukoHaHHa OKR B pamkax CBOiX
nocagosunx 060B’A3KIB.

Micna  3akiH4eHHs  3BiTHOoro nepiogy OKR
ouiHoloTeCA [NpaeniHHam badky. BrnaHkn OKR i3
3agikcoBaHUMKN pes3ynbTaTaMu BUKOHAHHSA Linewn
HadcuNaKTbCHA B ENEKTPOHHOMY BUIMsAAi 3acobamu
€NeKTPOHHOI nowTn Ao denapTaMeHTy ynpaBniHHSA
nepcoHanomMm abo po3MIlLYOTbCS B ENEKTPOHHIN
CUCTEMI OLiHKM NnepcoHany

OKR

3a piweHHam M'onoswu MNpaeniHHg noctaHoBka OKR moxe
OyTn Npu3ynuHeHa Ha NeBHWI nNepioa.

Mpwn

BCTAHOBJIEHHI AKICHUX KR [00aTKOBO

pPO3p06nAETLCA | 3aTBEPAXKYETLCS rpagauis/ anroputm
OLHKM MO KOXXHOMY MapameTpy 3 MeTO 06’EKTUBHOCTI
BiJOOpakeHHs1 pe3ynbTaris.

Po3paxyHok Sk KinbKicHMX, Tak i skicHnx KR BigbyBaeTbcs

3a

KOXXeH nepiog OUiHKM AisfbHOCTI

okpemo (He

HaKoMn4yyBarsnbHO).
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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 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 level of performance of quality KR calculated as the
degree of compliance with the goals which are set into
the quarterly OKR's form. The maximum level of
performance of each indicator is not greater than 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).

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

Regular

bonus =|P5|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
CEO order. If other is not approved by the order KE
equals 1.0 by default

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

BigcoTtok BukoHaHHs koxxHoro OKR pospaxoByeTbes sk
cepegHboapudMeTUYHE BUKOHaHHS BiAMOBIOHUX NOMY
KR, npu ubomy BCi KR (B T.4. KifbKiCHi) po3paxoBytoTbCs
3a nepioa, a He HakonuyysanbHUM nigcymkoMm. KR
BCTaHOBMIOKOTLCA AK Kputepii BUkoHaHHs OKR.

B iHOuBigyanbHMX BuNagkax, 3a pilleHHs M KepiBHWKA,
KinbkicHi KR MOXyTb po3paxoByBaTUCb HakonuyyBanbHO
3a YMOBM MOroMKEHHS Takux pesynbTatiB lNpaBniHHAM
BaHky.

Po3paxyHok BUKOHaHHSA KinbkicHMx KR npoBoantbcs sk
BifHOLWIEHHS (PAKTUYHOIO 3HAYEHHA [0 NIaHOBOro Mo
KoxxHomMmy nokasHuky KR i HaBnaku gns 3BopoTHix KR.
PiBeHb BWKOHaHHA KOXHOMO MOKa3HWKA MOXMUBUN Y
AianasoHi Big 0% 0o 100%.

BukoHaHHA dkicHUX KR po3paxoByeTbCs K CTyMiHb
BiQMNOBIAHOCTiI BCTAHOBIIEHUM LM 3rigHO BU3HA4YeHOI
rpagauii/ anroputMmy OLHKM MO KOXHOMY MapameTpy.
MakcumanbHe 3Ha4YeHHsI BUKOHaHHS KOXXHOIO NMOKa3HMKa
BCTaHOBMEHO Ha piBHi 100%.

BaranbHun BigcoTok BUKOHaHHA OKR 3a kBaptan
pPO3paxoBYETLCA K cepefHbOapUPMETUUHE BUKOHAHHS
Bcix OKR, BCTaHOBNEHMX Ha 3BITHUI nepioa.

BukoHaHHa OKR 3a pik  po3spaxoByeTbCca  §K
cepeaHboapudmeTnyHe BUKOHaHHA kBapTanbHux OKR
(nepiogn, konm OKR He BCTaHOBMOBaNuUCb, He
BPaxoBYHOTbCS).

10. MopAAoOK po3paxyHKy perynspHux npemii 3a
3aranibHOOaHKIBCbKOKO CcUCTEMOID  (MiCSYHMX,
KBapTaJibHMX TOLLO)

Regular

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

ae:
PS (Position Salary) — nocagoBun oknaj npadiBHuka
CTaHOM Ha KiHeLb Nepiogy, Lo OLiHETLCA (Y TPH.).

BR (Bonus Ratio) — koediuieHT npemiloBaHHA B
3anexHocTi Big TNy nigpo3giny, nepiogudHocTi Ta
3ariMaHol nocagu 3 ypaxyBaHHAM nepiody NpemitoBaHHS
(micaup, kBapTan Towo) (QogaTtok 1).

KE (Effectiveness) - nokasHuk edekTnBHOCTI poboTu
BaHky (3anexutb Big pesynbratiB pobotun baHky Ta
pesynbTatiB pobOTU PI3HUX HanpsMKIiB  AiSNbHOCTI).
3HayeHHA nokasHWka MoXe OyTu pisHMM Ans pisHuX
nigposainis i 3aTBEPAXKYETLCA Cnyx6oBuM
po3nopsmpkeHHamM  3a  nignucom [onosu [MpaBniHHS
Banky. Akwo iHwe He 3aTtBepgkeHo Crnyx0oBuM
po3nopsamkeHHam, KE gopisHioe 1.0.

% — BiACOTOK BMKOHaHHA uinen. Metoanka po3paxyHKy
BiCOTKa BWKOHAHHSA LinNen Moxe 3MiHBaTUCb 3rigHO
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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 (bank-wide system)

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

Annual

ABR | x
bonus

KE | x| %

Legend:

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

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

Ke (Effectiveness) means the work efficiency indicator
of the Bank (depends on the Bank’s work efficiency and
certain units work efficiency). This indicator can be
different for different units. It is approved by the Bank’s
CEO order. If other is not approved by the order KE
equals 1.0 by default.

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

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

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

Cny60BOro po3nopsmKeHHs, NOrofXeHHoro 0noBoo
MpaBniHHS.

CucrteMaTnyHi (perynspHi) npemit 3a
3aranibHOOaHKIBCbKOKD ~ CUCTEMOK  pO3PaxoBYHOTLCS
NPonopLinHO BignNpauboBaHOMY  4acy, Bunnara

30INCHIOETLCA  KOXHOIMO OCTaHHbLOrO pobo4voro AOHs
Apyroro Micsiusi nicns 3akiH4eHHs1 3BiTHOro nepiogy (3a
YMOBW CBOEYACHOTrO NodaHHs iHdbopMalii no nigsegeHnm
nigcymMkam) ogHOYacHO 3 BUNaTor 3apobiTHOI nnaTtu 3a
BiANOBIOHWI MicALb.

11. Po3paxyHOK BUHaropoau 3a nigcymkamm pobotm
3a piK (3a 3aranbHO6aHKIBCbKOK CUCTEMOIO)

Po3paxyHOK cymu pidHOI npemii 34iMCHIOETBCS 3rigHO
HacTyrnHoi hopmynu:

Annual

bonus =|PS|x

ABR | X | KE | X | %

He:

PS (Position Salary) — cepepgHin nocagoBuii oknapg
npauisHuka 3a nepiog 3 01 ciyHa no 31 rpyaHs, y rpH.
PospaxoByeTbCs Sk cepegHe apudMeTnyHe nocagoBux
oknagie 3a 12 micauiB 3BITHOTO POKY - y pO3paxyHOK
bepeTbCa OKMag CTaHOM Ha OCTaHHE YMCMO KOXHOro
Mmicaus.

ABR (Annual Bonus Ratio) — koediuieHT pi4HOro
npemitoBaHHs (3rigHo Joaatky 1).

KE (Effectiveness) — nokasHuk edeKTUBHOCTI poboTu
BaHky (3anexutb Big pesynbratiB pobotun baHky Ta
pe3ynbTatiB pobOTU Pi3HUX HaNpPsIMKIB  AiSNbHOCTI).
3Ha4YeHHsA MokKasHMKa MOXe OyTWM pisHMM Ansd pisHUX
nigposainis i 3aTBEPAXYETLCH Cnyx6oBuM
po3nopsimpKkeHHaM  3a  nignucom [onosu [MpaBniHHS
Banky. Akwo iHwe He 3aTtBepgxeHo CrnyxboBum
posnopsigxeHHaMm, KE gopisHioe 1.0.

% — BiOCOTOK BUKOHaHHSA Uinen. MeTognka po3paxyHKy
BiCOTKaA BWKOHAHHA Linen Moxe 3MiHBaTUCb 3rigHO
Cny>x60BOro po3nopsimKeHHs, NOrofKeHHoro onoBot
MpaBniHHs.

BuHaropoga 3a nmigcymkamm  pobotu  3a  pik
pPO3paxoByETbCS MPOMOPLIMHO BignpauboBaHOMY 4acy,
BUMNSIAYYETLCA B 3aNeXHOCTi Big pesynbTaTiB OisnbHOCTI
BaHky, HasiBHOCTI GropkeTy Ta Ha niacTaBsi Hakaly ["onoBu
MpaeniHHs banky Ta Harnagosoi Pagw.

BuHaropoga 3a pesynbTatamum poboTu 3a pik ans
npauiBHUKIB BUNMNAYYETLCA Ha HaCTYMHUA pik nicns
3BITHOrO, ane He paHiwe Hixx 6yae npoBeaeHa Bunnata
pivHOI nNpemii npauiBHMKamM nig rpynoBoOK MOMITUKO
BuHaropogn (y pasi ii noromxkeHHs MaTepuHCbKUM
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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 bank-wide

Conditions for employees on the bank-wide KPI system

Obligatory conditions for calculation and payment of the
systematic (regular) bonuses and annual remuneration
based on the bank-wide system are as follows:

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

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

BaHkom).

12. MopsgoK Ta NPUHLMNK CUCTEMU iHOUBIAYyaNbLHOI
OLiHKM pe3ynbTaTiB OifANbHOCTI

OuiHka 3a iHOWBiOyanbHOK CUCTEMOK Monsrae B
OUiHIOBaHHI  AisanbHOCTI  npauiBHMKa Ha nigcrtasi
OOCSATHEHHS1 HWUM KiNbKICHMX 3agad Ta AO0TPUMMaHHs
SAKICHUX CTaHOapTiB.

Cuctema iHAMBIgyanbHOi  MoOTMBaUii  Moxe  OyTu
BMpOBafKeHa Yy HanpsMmKy npogaxy 6aHKiBCbKux
NPOAYKTIB, Ka3HayencTBa, MOBEPHEHHS nNpobnemMHol

3aboproBaHocTi abo iHWOMY HanpsMKy, pesynbTaTtu
po60oTU AKOro BNMMBaOTL Ha NPUBYTOK BaHky.

Po3mip oTpumaHoi npemii ©a3yeTbcs Ha pesynbTarti
iHoMBigyanbHOT poboTK npauiBHUKa y 3BITHOMY nepioai:
ue moxe OyTuM BMHaropoga 3a Bi4COTOK yperyrnboBaHoi
3aboproBaHOCTi, 3a 00cAr npogaxy NpPOAYKTIB,
pesynbTaTt TOPriBfi LiHHMMK NanepamMu Ta iHwWe.

CTBOpEHHSA HOBOT ab0 BHECEHHSI 3MiH B YMOBW MOTOYHOI
iHOMBIOyanbHOI  CUCTEMM  MpPEMilOBaHHS  MOBWHHO
000B’A3KOBO  norogxyBaTucb 3 [JenaptameHTOM
ynpaBniHHSA nepcoHanom 3 NigTBEPOKEHHSAM
€(EeKTMBHOCTI 3a J0MOMOro MPOrHO3HUX PO3pPaxyHKiB
pesynbTatiB ManbyTHbOI AIANbHOCTI Ta HagaHHAM
nnaHoBOro hoHAy NPeMitoBaHHS.

BBeaeHHs1 HOBOI iHOUBIAYaNbHOI cMcTeMN abo BHECEHHS
3MiH [0 ICHYO4OI cucTeMn Moxe OyTu peanisoBaHoO Yyepes
Hakas/ cnykboBe pO3NOpPSAMXKEHHsT 3a  MignMcom
BiQMOBIJANbHOrO 3a HanpsMOK  gisanbHOCTi  YneHa
MpaeniHHa Ta/ abo Nonoswu lNpaBniHHA Ta 060B A3KOBO
HavyanbHWKa [lenapTameHTy ynpaBniHHS NepcoHanom.

13. YMOBM BKNIOYEHHS1 NpauiBHUKIB OO0 CUCTEMU
MaTepianbHOro CTUMYJIHOBaHHSA

YMoBM Ons  npauiBHUKIB  Ha 3aranbHobaHKiBCbKil
cuctemi KPI

O06oB’'sI3KOBMM AN HapaxyBaHHA | BUMIaTtu
cUcTEMaTUYHNX (perynspHuX) Npemi Ta BMHaropog 3a
nigcymkamm poboTu 3a pik 3a 3aranbHOOaHKIBCHKO
CUCTEMOIO:

- MOCTaHOBKa Linen Ta nigBeAeHHs NiacyMKiB 3a 3BiTHUN
nepioa, WO OLHIOETLCS;

- NS BUMMATUM  perynspHux  npemin  (MicAYHUX,
KBapTanbHMX) OOOB A3KOBMI ©Oe3nepepBHUN CTax
po6oTu npauiBHuMka B baHky He MeHLwe 3 micAauiB (AKLWO
iHWe He nepeabayeHo B nponoauii o poborTi (job-offer)
abo KOHTpakTi npauiBHuKa). MNMpK LbOMY, PO3paxyHOK
perynspHoi npemii  NpoBOAUTBLCS, MNOYMHAK4YM 3
MOBHOrO 4-ro0 BiAMpPaLbOBaHOMO MicAusa 3 aaTtu
npuMnomy, nNpOMopuUinHO A0 BiANPaUbOBaHOrO 4Yacy
(3rigHO  MOBHMX MicAUiB) Yy 3BiTHOMY nepiodi 3a
BMKIIIOYEHHAM BUNpobyBanbHOro nepiogy. Bunnata
npemii 3a nepwi Tpu Micsui poboTn He 34iNCHI0ETLCS.

CraTtyc goKkymeHTa CornacoBaHo

ABTOP JOKYMEHTY FEKHER Kristina Attylivna

[laTa norogxeHHs JOKyMeHTa 16.04.2021

24 cTop.



@ oip

MoniTvka Npo ouiHKy AiANbHOCTI Ta MaTepianbHe cTuMyntoBaHHsA npauiBHukiB AT «OTIN BAHK» /
Policy on the performance evaluation and the incentives for OTP BANK JSC employees

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 on the Point bonus
system monthly bonus is paid every last working day of
the month which follows after the reporting month, for
other categories of employees period of bonus payment
is specified in the regulatory documents

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

In case of an employee’s part-time working (not the full
working day), the bonus calculation is done
proportionally to the time worked with the count of the
actual number of full and non-full calendar days worked
on the position (except employee for whom size of
bonus directly depends on the personal business
results).

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

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

Bunnata npemin kepiBHukam piBHa B-1, B-2,
3actynHukam B-1 Ta kepiBHMKam Bigginis npsmMoro
nignopsakysaHHa  [onosi  [NpaBniHHA,  YneHam
MpaBeniHHA, B-1 3[4iCHIOETBCA 3 MNepLuoro AHS Ha
nocagi B AT «OTI BAHK»;;

- Mpun nepesegeHHi npauiBHuka baHky g0 6yab-Akol
iHWoi komnaHii Mpynn OTI Ta HaBnaku, o64McreHHs
po3Mipy npemin Ta BMHAropod npoBOAUTLCS i3
pO3paxyHKy cymapHoro 6esnepepBHOro ctaxy pobotu
npauiBHuka B pamkax pynu OTIT.

OOOB’sI3KOBOI0  YMOBOK 711 OTPUMAHHA MNpemin Ta
BMHaAropog 3a Oyab-sIKOK CUCTEMOK MOTMBaAUii €
HasIBHICTb TPyOoOBMX B3aeMOBIAHOCMH 3 baHkom abo
iHwoto komnaHieto pynn OTIT Ha MOMEHT BuNNaT
npemii abo BuHaropogu. Y Bunagky, kL0 aHa yMOBa He
BUKOHYETbCS, PIillEeHHS LWOAO0 3A4INCHEHHs BuNnaTtu
NPUAMAETbLCA  3rigHO  IHOUBIQYanbHOrO  MOrOAXKEHHSs!
"onoswu MNpaeniHHsg/ YneHa MNpaBniHHS.

Ona npauiBHUKiB OPOHT-OMDICY, LLO MNPEMIlolTbCca No
cuctemi  Points, Bunnata  WOMICAYHUX  MpeMmin
BiOOYyBa€ETbCA KOXHOFO OCTaHHbOrO pPobOoYOro AHA
HaCTYMHOro 3a 3BiTHMM Micsus, AN iHWKUX KaTeropin
npauiBHUKIB TEPMiH BUNNaTM MNpemii BCTAHOBNEHUA Y
BiANOBIOHMX pernaMeHTyruYnX AOKYMEHTax.

Y pasi nepeBedeHHs NpauiBHUKIB y Migpo3gin/ Ha iHwy
CcxeMmy npemitoBaHHs/ mocagy 3 iHLWOW nepioguyHicTio/
npoueaypolo  MpemiloBaHHA Mpemis  HapaxoBYETbCS
NponopuinHo A0 BignpauboBaHOro yacy (i3 pospaxyHky
PaKTUYHOT KINbKOCTi KaneHgapHuX AHIB) 3a KOXHUM
nepiog Mpuv HasiBHOCTI BMKOHAHHSA OOOB’A3KOBMX YMOB
BKIIOYEHHSA NpauiBHMKIB OO CUCTEeMU MaTepianbHOro
CTUMYINIOBAHHS.

Y Bunagky, KONW nMpauiBHUK npauoBaB HENoBHUN
pobounn OeHb, pO3paxyHOK npemii nNpoBOAUTLCA
NponopuUinHO BigNpaLbOBaHOMY 4Yacy i3 pO3paxyHKy
PaKTUYHOI KiNbKOCTi MOBHMX Ta HEMOBHUX KaneH4apHUX
AHIB nepebyBaHHs Ha nocagi (OKpiM NpauiBHUKIB, B AKMUX
po3Mip Npemii HanpsMy 3anexuTb Big 0cobucToro GisHec
pesynbTaTy).

Y Bunagky gosrotpuanoi (Oinbw Hik 55% poboyoro
yacy 3a 3BiTHMM nepiog) BIACYTHOCTI npauiBHUKA
(xBopoba, 0coBMCTi MPUYMHK TOLLO), MPEMIi NpaLiBHUKY
He PO3paxoBYOTbCS i HE BUMNNaYyoThCs. [pn po3paxyHKy
yacy [OBroTpuBasnol BiJCYTHOCTIi He BpaxoBYETbCA
nepiog npocTol, MoOini3auii, OeKpeTHOoI BigMyCTKM
npauiBHuka (Bignyctka no gornsgy 3a  OUTUHOL,
NiKApHSHMM MO BariTHOCTI i MoryioramM), OCKifNbku 3a Ui
nepioau npemis He po3paxoBY€ETLCS.

Mpu pospaxyHKy npemin npauiBHUKa, Yy BUNagky
HasiIBHOCTI OHiB BiOCYTHOCTI Yy Nepioa MK OeKpeTHUMMU
BignycTkamm (aHAMK Mobinizauii/ NpocToiB), AKLO nepioa
BigCyTHOCTIi OyB ©6e3nepepBHMIW, | nNpauiBHUK He
BMKOHYBaB MocagoBi 000B’A3kK, BECb Nepio, BiACYTHOCTI
BBaXaeTbCH AOBroTpUBanor BiACYTHICTIO NpeMmis 3a uen
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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.

The bonus is paid depending on the budget availability
and based on the order of Bank's Chairman of the
Board.

The Bank may suspend bonus payment, decrease it's
size or base amount not only for certain employees but
also for unit. Previously warning employees about

nepioa He HapaxoBY€ETbLCA. FAKLWO Y NpauiBHMKA Y BKa3aHi
nepioam 6ynu poboui AHi — npemMis HapaxoByeTbCA NuLle
3a Ui poboui gHi.

3aranbHi YMOBM NpeMitoBaHHSA BCiX NpaLiBHUKIB BaHky

BunnaTa 6yab-skoi cuctemaTtuyHoi (perynsipHoi) npemii
npaviBHUKaM NPOBOAMTLCA TifbKX 3a TiE0 CUCTEMOLO, SKa
BiANoOBigae 3aMMmaHii HMM nocafi. AKWo npauiBHUK
AONyLLEHMI 00 BUKOHaHHS iHWKNX 060B’A3kiB abo nocaau,
pO3paxyHOK Npemii 3a MM BUKOHAHHAM He MPOBOAUTLCS.

MpauiBHukam, ski nepebyBanu Ha nikapHAHOMY nO
BariTHOCTI Ta nonorax, BignycTLi no gornagy 3a AUTUHOL,
y sikmx Bynu npocToi, fki 6ynu mobinisoBaHi abo Gynu
3BiNbHEHI/ NPUIAHATI NOPSIAKOM NepeBefeHHst fo/ 3 byab-
akoi komnadii pynn OTI, npemii HapaxoBylOTbCA
NponopuinHO BiANpaLbOBaHOMY Yacy i3 po3paxyHKy
aKTUYHOI KiNbKOCTI KanengapHUX OHiB nepebyBaHHA Ha
nocagi B baHky.

Y pasi CcyTTEBOro MOPYLWIEHHS TPYAOBOI OMCUMMMIHN
(cbaktT HesikicHoro abo HeCcBOEYaCHOr0 BUKOHAHHS
3aBJaHb, BCTAHOBMNEHUX KepiBHMKOM, abo Ha nigcrasi
PO3NopPsIAY0-PErynsaTUBHOMO OOKYMeHTa (Hakasa,
PO3MOPSIMKEHHS, MnaHa, rpadika BUKOHaHHSA pobiT abo
YMHHOrO 3aKOHO4ABYOro/ HOPMATUBHOIO akTa)), NpaBwun
BHYTPILUHBOrO  TPYAOBOrO  po3nopsigky  (Tpygosa
aucumnniHa npauiBHUKIB pernameHTyeTbea [pasunamu
BHYTPILWHLOrO TPYAOBOro po3nopsagky baHky) 6es
NMOBaXXHUX MPUYUH, cyma npemii moxxe OyTn 3amiHeHa abo
ckacoBaHa B MOBHOMY 006cs3i 3a  pilleHHsM
OeanocepenHbOro KepiBHMKa MpauiBHMka (B T.4. MO
KOpnopaTuBHIA MOWTiI) Ta Ha nigctaBi MMCbMOBOrO
OOBr'pyHTYBaHHA MOPYLUEHHS Y BiAMNOBIAHOCTI 3 YMHHUM
3aKOHO4ABCTBOM Ta 3a MOrofxeHHam YneHa NpaBniHHA
— KypaTopa abo [onosu [MpaBniHHA Ta HavanbHWKa
[enapTameHTy ynpasrniHHA NepcoHanom.

AKWOo nNpUNUHEHHs TpyaoBMX BiOQHOCUMH MNOB'A3aHe 3
BMXOAOM NpauiBHUKA Ha NeHCilo abo cmepTio, NpaBo Ha
OTpUMaHHA  npemii  30epiraeTbcs.  AKWO  TPYAOBI
BiAHOCMHM NPUMNWHEHO Y 3B'A3KY 3i CMepTHO npauiBHMKa
abo y pasi cmepTi npauiBHUKa, WO CTaB MEHCIOHEPOM,
NpaBo Ha OTPMMaHHS MraTexy 3a BigKNageHow
yacTuHoto 36epiraetbecsa. OTpumaT BMHaropogy y pasi
3BEPHEHHS MOXe cnagkoemeub(ui), Lo Mae/loTb NpaBo
Ha cnagLmHy 3rigHo i3 3aKOHOA4ABCTBOM YKpaiHu.

3a oAuH i TOM caMun MPOMIXKOK 4Yacy He Moxe ByTu
HapaxoBaHO AeKinbka BUAIB perynspHuX npemin.

Mpemia BuNnavyeTbcAa B 3anexHOCTi Bi4 HasBHOCTI
OompkeTy Ta Ha nigctasi Hakady [onosu [MpaBniHHA
BaHky abo ynoBHOBaxeHOi ocoou.

BaHk MOXe Npu3ynuHATU BUNNaTy Npemiin, SMeHLyBaTK
ix po3mip abo 6GasoBuiA poO3MIp, SIK OKPEMUM
npauiBHMkamMm, Tak i nigpo3giny B uUinomy. 3aB4dacHe

complete/ partial termination payment of bonuses is nonepegxeHHs npauiBHWKIB NpO MNOBHE/ 4acTkoBe
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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:

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

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

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

The sum of the remuneration is determined individually
taking into account the financial capacities (in terms of
the labor remuneration budget) of the Bank and may be
paid based on the Bank order subject to availability of
the structural unit head’s written substantiation (or in the
electronic approval system) of the necessity of bonus
payment and subject to approval by the Head of HR
Directorate, Chairman of the Board or Member of the
Board. The following payments are exceptions:

NPU3yNMHEHHA BUNNaTM npemiin He € OOOB’sI3KOBMM.
BkasaHi 3MiHM He po3rnagaloTbCa 9K 3MiHAa CYTTEBUX
YMOB npaLli.

14. OCHOBHI NPUHLUNU OLiHKU PO3BUTKY
KOMMeTeHLin

Ons MpaeniHHa Banky (3a piwenHam, BAT OTIM BAHK,
YropuwuHa MOXyTb BWM3HaJeHi [oOaTKoBi nocagu) B
OnaHky uinen obGOB’AI3KOBO BCTAHOBIIOETLCA MOKA3HUK
OuiHka kepiBHUKa (Superior's evaluation) abo ouiHka
KOMMEeTEHUIN.

IHTepB’10 Woao aHani3y po3BUTKY BCIX KOprnopaTUBHUX
KOMMNEeTeHLUIn NpoBOAUTLCA B HACTYNMHOMY 3a 3BiTHUM
poui.

Cepen KOMMNETEHUiN, WO OUiHEHI Ha HarkHWx4YMA Gan
PEKOMEHJOBAHO BU3HAYUTM OOHY KOMMETEHLUil0 [0
pO3BUTKY, sika Oyae po3BMBaTUCA MPOTArOM HACTYMHOro

POKY.

15. Koyu4iHr Ta 3BOPOTHi# 3B’A30K NPOTAroM 3BiTHOro
POKy

MpoTArom poKy KepiBHUK Chigkye 3a BUKOHaHHAM
nignernuMu nocTaBfneHux Uinen Ta uinen 3 pos3BUTKY
KOMMNETEHUIn MO KOHTPOMbHUM TOYKaM, aHanisye
pe3ynbTaTu, Hagae KOXXHOMY NpaLiBHUKY Ta OTPMMYE Bif
HbOMO 3BOPOTHIl 3B’S130K.

Y Bunagky HeobXigHOCTI KepiBHMK pa3om 3 Nianernum
Koperye nnaH gin gna AoCArHeHHsi NocTaBeHnx Uinen,
IHCTPYKTY€E Ta HaB4Yae nignermnoro.

16. Mopsaok npemitoBaHHA NpauiBHUKIB 3a
BUKOHaAHHSA 0COOIMBO BaXXNUBUX 3aBAaHb

Mpemii 3a BUKOHaAHHSA 0COBNUBO BaXXNMBOMO 3aBAaHHSA Y
BUMMAOI OA4HOPA30BOi  BUHAropoayM HapaxoBYHTbCS
npauiBHUKY y BUNaAKYy:
e BUKOHaHHS BaXNNBOI pob0Tu, IKy HEMOXIMBO Byro
3annaHyBaTu paHiwe;
e peanisauis 3aBAaHb, NPOEKTIB, siki MatoTb 0COBNNBO
BaXkNuBe 3HaveHHs Ans baHky;
e BMKOHaHHA HenepegbadeHUxX nNnaHamy CKNagHUX
€KOHOMIYHUX, iHXXeHepHUX abo iHLIMX pO3paxyHKiB,
LLIO CTOCYIOTbCA AisnbHOCTi baHKy Ta BnnvBatoTh Ha
NOTEHLINHNA NO3UTUBHUIA pe3yrnbTaT 3 (PiHaHCOBOI
Ta/abo opraHisaLifiHOi TO4OK 30py Ta iH.

Cyma npewmii BM3HayaeTbCa  iHOMBIOyanbHO, 3
ypaxyBaHHAM iHaHCOBMX MoxnuBocTen baHky (B
Mexax brogKeTy BUTpaT Ha onnaTy npaui) Ta Moxe 6yTtu
BMMIavYeHa Ha niacrasi Hakasdy no baHky 3a HasfABHOCTI
nMCbMOBOro  0OrpyHTYyBaHHss  (abo B cuctemi
€ITeKTPOHHOIO MOTrOMKEHHS) KepiBHUKA CTPYKTYPHOro
nigpo3Aainy 3a NorofAXeHHsAM HavarnbHuka [lenaptaMeHTy
ynpaeniHHs nepcoHanom, Fonoswu NMpaeniHHA abo YneHa
MpaBniHHA. BuKMOYEeHHA  CTaHOBNATLCA  HACTYMHI
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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 and responsibility

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

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

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

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

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

BUNMaTW: KOMMEHcaLis nogaTkie 3a OTPUMaHi NogapyHKu
(3mincHIoeTbCA npu NOrOAXEHHI HavanbHWKa
[enapTameHTy ynpaBniHHS NepcoHanoMm), KoMmneHcawis y
3B’A3KY 3 HECBOEYaCHUM NIOHATTAM NocagoBoro oknagy
abo HEeKOpPEeKTHUM po3paxyHKOM MpeMii (3AINCHIETLCA
Npy HasIBHOCTI MOrOXXEHHS KEpiBHUKA PIiBHA HE HUXKYe
B-2).

Ona Bunnatn npemii cknagaeTbca cnyx0OoBa 3anucka
abo cnyxoboBa 3anucka y BHYTPILLHbOMY
KopnopaTuUBHOMY nNporpamHomMy 3abesneyeHHi Aans
OLHKM JisANbHOCTI YN HAACUNAETbCA NO KOPNOpaTMBHIN
noLuTi.

17. CTpoku BUNNaTH Ta BignoBiganbHIiCTb

Ona pospaxyHKy MpeMin  KepiBHUKU  CTPYKTYPHUX
nigposaginis  nepepatote o  Bigainy  ynpasniHHS
BMHaropogow  Ta pesynbTaTUBHICTIO  AiSANbHOCTI

nepcoHany [enapTaMeHTy yrnpasmniHHA MepcoHanom
BiJOMOCTi, MOroMpKeHi Ha nanepoBMX Hocisx abo B
nporpamMmHomy 3abe3neyeHHi KOprnopaTUBHOI
iHdbopMaLiiHoi mMepexi/ abo KopnopaTVBHOK MOLUTO
AN OUiHKM [isiNbHOCTI Yy BCTaHOBNEHOMY B baHky
nopsaky (NOrofXye KepiBHUK piBHA He Hwxk4ve B-2 Ta
KepiBHVK piBHEM BULLE).

ans npauiBHUKIB, Lo NpeMitoTbCH 3rigHo
3aranbHobaHKIBCbKOI CUCTEMM CTPOK Mopadi 3BeAeHUX
BiJOMOCTEWN MO perynsapHuM npemism — 4o KiHUS Micaus,
HaCTYyNHOro 3a 3BiTHMM, Ons iHOUBIAyanbHUX CUCTEM
MoTuBauii — 3a 10 poboumx OHIB A0 KiHUA Micsaus
HaCTYMNHOro 3a 3BITHUM. AKLLO BiAOMICTb HE Haginwna B
po6oTy BYacHoO, BunnaTa npemii Moxe 6yTn nepeHeceHa
Ha HacTyNHWIA 3BITHWUI Nepioa.

BignosigankeHiCTb 3a cBoeYacHe Ta BipHe NoJaHHs aHUX

no Bigginy yrnpasniHHs BUHAropoaoo Ta
pe3ynbTaTUBHICTIO DiANbHOCTI nepcoHany
[enapTamMeHTy  ynpaBniHHA  NEepcoHanoM  HecyTb

KepiBHVKM CTPYKTYPHUX Nigpo3Aainis.

Bigoin ynpaBniHHA BMHaropodol Ta pes3ynbTaTUBHICTIO
OisnbHOCTI  nepcoHany [enapTameHTy ynpaBriHHA
nepcoHanoM roTye Hakas Mpo Bunnaty npemin 3a
nignucom "onoswu NpaeniHHSa abo ynoBHOBaXeHOT 0cobu.

OpgHoyacHo  BignoeiganbHM  nNpadiBHuk  Bigainy
ynpaeniHHA  BMHaropogold Ta  pe3ynbTaTUBHICTIO
AiANbHOCTI nepcoHany BHOCUTbL HeobxigHi AaHi go

cuctemn SAP HR ang nposegeHHs po3paxyHKy.

OavH nNpuMipHUK opuriHany Hakasy nepefaetbcs A0
Biopiny pospaxyHkiB 3 nepcoHanom [enapTameHTy
Oyxrantepcbkoro o6siky Ta 3BiTHOCTI Ha Mi3HilLe Hix 3a 5
pobounx OHiB 40 Aatv Bunnaty 3apobiTHoi nnatn abo
NOroXXyeTbCs KBariikoBaHUM €neKTPOHHUM NignMcom
(KEM) Ha cninbHin nnatcopmi ans [denaptameHTy
ynpasrfiHHA nepcoHanom Ta Bigainy poapaxyHkiB 3
nepcoHasnom.
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The Remuneration and Performance Management Unit
of HR Directorate is responsible for the timely data
processing and loading the necessary data into SAP in
case of timely providing of information by the
responsible manager.

Staff Payroll Unit of Accounting and Statutory Reporting
Directorate is responsible for the timely payment of
bonuses according to the orders provided timely
submission of documents for payment according to
current version "Procedures of accruals and deductions
related to the payment of salaries and other employee
benefits.

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

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 paragraph
1.2

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

Regulations on remuneration of Members of the Board
(hereinafter - the provisions on remuneration) should
describe the system of remuneration of members of the
board.

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 introduced in the
bank, components of remuneration (introduction of only
fixed remuneration or combination of fixed and variable
remuneration), structure of such remuneration (types of
fixed and variable remuneration), criteria for determining
the amount and / or procedure (separately for each type
of fixed and variable remuneration), the procedure for
assessing the fulfillment of these criteria;

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

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);

4) contains information on additional pension provision
or procedure for payment of remuneration in case of
early retirement of members of the board (in case the
bank introduces in future a system of additional pension

BignosiganbHicTb 3a cBoeyacHy o06pobky nogaHol
iHdbopmauii Hece Bigain ynpasniHHA BMHAropogow Ta
pe3ynbTaTUBHICTIO LiSANbHOCTI nepcoHany
[denapTtaMmeHTy ynpaBniHHA MepcoHanoM 3a YMOBMU
CBO€YacHOro OTPUMaHHSA iHdopmaii Bif
BiANOBIgAaNbHOIo KEPiBHUKOM.

BignosiganbHiCTb 3a cBOEYacHy BUNNaTy npemii 3rigHo 3
Hakasamn Hece Bigain pospaxyHKiB 3 nepcoHanom
HenaptameHTy Gyxrantepcbkoro obniky Ta 3BiTHOCTI 3a
YMOBW CBOEYACHOr0 MNOLAHHA AOKYMEHTIB Ha Bunnarty
Bi4NOBIQHO A0 YMHHOI pefakuii «pouenypu 34incCHEeHHs
HapaxyBaHb Ta YTpMMaHb, MOB’A3AHWX 3 BUNMATO
3apobiTHOT NNaTK Ta iHWKWX BUNNaT npauiBHMKam.

18. Bumoru go nosoxeHsb i 3BiTiB Npo
BUHaropopay uneHiB MNMpaBniHHA BaHKy 3rigHO
MocTtaHoBu MpaBniHHA HauioHanbHoOro
BaHky YkpaiHnu Big 30 nuctonaaa 2020 poky
Ne 153

Y ubOMy po3aini TEPMIHM BXMBAOTbCS B 3HAYEHHSX,
HaBegeHHux Yy [loctaHosi [MpaBniHHA HauioHanbHOro
BaHky Ykpainu Big 30 nuctonaga 2020 poky Ne 153 y
nyHkTi 1.2

18.1. Bumorn Oo nonoxeHb Mpo BuHaropody YneHis
MpaBniHHA Ta BigoOpaXeHHs X B pernameHTyrumX
pokymeHTax AT “OTI BAHK”.

MonoxeHHa Npo BMHaropody unedis lMpaBniHHA (gani —
MOMOXEHHS NMPO BMHAropody) Mae OonvcyBaTW CUCTEMY
BMHAropoam uneHis NpaBniHHS.

18.1.1. TlonoxeHHA nNpoO BWHAropogy € BHYTPILIHIM
AOKyMeHToM BaHky, skui:
1) BM3Ha4ae OCHOBHI 3acagun 3anpoBagXeHoi B BbaHky

cuctemn BuHaropoaum uneHiB [paeniHHA, cknagosi
BMHaropogu  (3anpoBapkeHHss  nuwe  hikcoBaHol
BMHAropoaM 4m noegHaHHa ikcoBaHOI Ta 3MiHHOI
BMHAropoam), CTPYKTYpy Takoi BuHaropogn (Buau
gikcoBaHOi Ta  3MiHHOI  BMHaropogu),  KpuTepii
BM3HAYEHHs po3Mipy Ta/abo nopsigoK po3paxyHKy

po3Mmipy BuHaropoaun (OKpPEMO LOAO KOXHOIo BWay
dikcoBaHOI Ta 3MIHHOI BMHAropoAm), MOPSOOK OLIHKM
BMKOHAHHS LIMX KpUTEPIiB;

2) MicTUTb iHdbopMaLilo Woao NnporpamMn CTUMYSOBaHHS
yneHiB [paBniHHA (3a HasiBHOCTi), $Ka BKNoYae
iHbopMaLito Mpo YMOBM HagaHHA 3a0XO4vyBanbHUX i
KOMMEHcauiMHUX BuUNNaTt, | NPUYMHHO-HACNIAKOBOroO
3B’AA3KYy MiX e(peKTMBHICTIO po60TK Ta 3MIHHOK YaCTUHOK
BUHaropoau unexa NpasBniHHS;

3) MiCTUTb nNpvHUMNM Ta nNapaMeTpM  CUCTEMMU
HErpoLLIOBOr0 CTUMYIMOBaHHA (3a HasBHOCTI B BbaHky
Takoi cuctemMmn y ManbyTHeomy Anis YneHis MpaBniHHs);
4) w™micTMTb iHdOpMaUil0 Npo AodaTKoBE MeEHCiiHe
3abe3neveHHsa abo NopsiAoK BUMMAT BUHAropoam B pasi
OOCTPOKOBOrO BMXOAY Ha MeHCito uneHiB lMpaeniHHA (y
pasi 3anpoBaKeHHA y ManbyTHboMy BaHkom cuctemu
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provision or procedure for payment of remuneration in
case of early retirement for members of the board);

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 (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

- 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;

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

12) determines the amount of information contained in
the report on remuneration and the amount of
information on remuneration that may be disclosed.

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 must be reasonably justified in relation to

AO0AaTKOBOrO NeHCinHoro 3abesneyeHHA abo nopsaaky
BMNnaT BMHaropoau B pasi AOCTPOKOBOro BMXO4y Ha
neHcito aAng yneHis MNMpaBniHHS);

5) BU3Ha4yae po3nofin NOBHOBaXKEHb LLOAO MPUAHATTS
pilleHb Npo BMHaropoay;

6) BM3HA4Yae NOPSAOK CKNadaHHA, 3aTBEPPKEHHsS Ta
ONPUINIOAHEHHS 3BiTY NPO BUHaropoay YneHis MNpaBniHHA
(aani — 3BiT Npo BMHaropoay);

7) MIiCTUTb iHpopMaLiito Woao

- nonitmkn baHKy CTOCOBHO CTpPOKy pfii [oroeopis
(koHTpakTiB) 3 YneHamu lMpaBniHHA

- Ta BKIOYEHHSA OO0 TakuMxX AOroBopiB (KOHTPakTiB) ymMOB
npo BUMMaTH 3i 3BiNbHEHHSA (3@ HAABHOCTI);

8) MicTuTb iH(bopMaLilo Npo NOpsAoK i yMOBWM BUNNAaTu
BMHaropoau, dhopmu BMMNaTh BUHaropoau
(rpoLloBi/HerpoLLIoBi) Ta CTPOKM BUNNaTy;

9) BU3Ha4ae NopsiAOK YacTKOBOI BUMMATH, Bi4CTPOYEHHS,
CKOpPOYEHHs/CKacyBaHHss abo MOBEPHEHHSA  3MiHHOI
CKnagoBoi BuMHaropogwu/ii YacTMH y pasi HasiBHOCTI B
CTPYKTYpi BUHaropogu 3mMiHHOI CKIlafoBoi;

10) MicTUTb NOSICHEHHSI MeTofiB, siki 3acTocoBye baHk
AN BCTAHOBMEHHS BUWKOHAHHA  KpUTEpiiB  OLiHKK
edekTnBHOCTI poboTU YneHiB MNpaBniHHS;

11) MiCTUTb iHWI yMOBU, AKi HEe cynepeyaTb NpuHUMNam
CUCTEMM BUHAropoAu, BU3Ha4YeHUM Uieto Nonitukoto;

12) Bu3Ha4ae o6CAr BiAOMOCTEN, O MICTATLCA Y 3BiTi
npo BUHaropody, Ta obcAr BigoMOCTen nNpo BMHAropoay,
O MOXYTb BYTU ONPUIOOHEHI.

MyHkT posginy 18.1.1 BigoOpaxeHi y uin MMonituuj,
pynoBin nonituui BuHaropoau, NonoxeHHi Nnpo onnaty
npaui npauisHukis AT «OTIM BAHK», a nepwwimin nignyHkT
nyHkTy 7) BigobpagxeHo y CtatyTti AT «OTI BAHK» Ta B
“MonoxeHHi npo MNpasniHHA".

18.1.2. lNonoxeHHA Npo BUHaropoay Mae:

1) ©yTM npo3opum, 3pO3yMinMM Ta OpPiEHTOBaHMM Ha
YHUKHEHHS! KOHQNIKTY iHTepeciB y baHky, He gonyckaTu
OVCKpUMIHaUIT;

2) Bignosigat noniTuui ynpaemiHHA pusvkamu Ta 6yTu
HaUiNeHM Ha HeJoMyLEeHHS CTUMYMOBAHHS NPUAHATTS
pU3KKiB, SKi NepeBuLLYOTb gonycTumuin y baHky piBeHb
PU3NK-aNeTuTy;

3) MIiCTUTH iHbopmavito woao npoBeaeHHs/
HenpoBeAEeHHA NepioaMYHOT He3anexHol 30BHILLHbOT
OLiHKM BUNNaTu BUHaropoau B baHky;

4) Bignosigatn Bumoram ©aHKIBCbKOro 3akOHOAABCTBaA
YkpaiHu, 3aKoHO4aBCTBa NPO aKLioHepHi ToBapucTea Ta
Bumoram HBY;

5) Bignosigatn cTBOpeHin y BbaHKy cuctemi posnoginy
MOBHOBaXEHb Y MNPUAHATTI pilleHb (CTPUMyBaHb i
npoTuBar), KOpMOpaTMBHOIO YMpaBIiHHA, 3acagam
KoprnopaTuBHOi KynbTypu baHky Ta BignosiganbHOT
AiNOBOi NOBEAiHKN HA PUHKY;

6) BM3HauaTy, WO BUHaropoda 4neHiB lMpaBniHHA Mae
OyTn po3ymMHO OOBIPYHTOBAHOK CTOCOBHO aHanoriyHmMx
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similar (or commensurate) market indicators of the size
and terms of payment of remuneration;

7) determine that the remuneration of members of the
board 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). The share of variable remuneration to be
deferred is determined by the Supervisory board (for
board members);

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

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

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

determining the amount of severance payments.

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
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 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 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;

(abo cniBMipHUX) PUHKOBMX MOKA3HWUKIB PO3MIpIB i YMOB
BUNIaTV BUHAropoau;

7) BM3Ha4aTy, WO BUHaAropoda uneHis MNpaBniHHA Moxe
cknagatuca 3 pikcoBaHol Ta 3MiHHOI BUHaropoau (y pasi
ii 3acTocyBaHHs) abo nuiue 3 pikcoBaHOI BUHaropoau;

8) BM3Ha4aTH, WO po3Mip ¢ikcoBaHOI BUHAropoauM mae
Oytm pocrtatHim gna Toro, wob6 baHk maB 3Mmory
peanisyBaTM CBOE€ MpaBO He BuMnadvyBatv 3MiHHY
BMHaropogy (y ToMy umcni BuTpebyBaTu NOBEPHEHHS BXeE
BUMIa4eHoi 3MiHHOT BUHaropoam), SKLWO He BUKOHYHOTHCS
YMOBW, OOTPUMaHHA $IKUX € HeobXigHum p[ns Takol
3MiHHOT BUHaropoaun. Knio4yoBum Kputepiem SOCTaTHOCTI
dikcoBaHoOi BUHaropoaum € ii BignosigHiCTb NnpodeciitHoMy
4OCBigy, BW3Ha4YeHUM yHKUiOHanbHUM 06OB’si3kaM
ocobu Ta piBHIO Ti BignoBiganbHOCTI;

9) BM3Ha4aTy, Lo BMNaTa 4YaCcTMHU 3MiHHOI BUHAropoam
Moxe OyTu BiACTpOYeHa Ha MEeBHUM nepiod, SKWN
BM3HA4YaeTbCA pagoto (ans ynedis MNpaeniHHA). YacTka
3MiHHOI BMHaropogu, sika Mae OyTn BigCTpoYeHa,
BM3HAYaeTbCA pagoto (ans uneHie MNMpaeniHHs);

10) BmsHavaTk, WO paga BaHKy Mae MpaBO MPUNHATH
PiLLleHHS Woao0:

BMNMATK 3MiHHOT BUHAropoan YacTKoBO, BICTPOYEHHS i
BUMNMATKU, CKOpPOYEHHs/cKacyBaHHs 1T Bunnatu (3
ypaxyBaHHAM pesynbTaTiB  AifanbHOCTI, hiHaHcoBOro
cTaHy baHky);

NOBEPHEHHS BXE CMIavYeHoi 3MiHHOT BMHaropoau (y pasi
1T cnnaTu Ha nigcTasi iHpopmalii, sika 3roqomM BusiBUnacs
HEeMpaBWITbHOK/HEAOCTOBIPHOK)  Ta  BCTAHOBIIEHHS
CTPOKY TaKoro noBepHEHHS;

BU3HAYEHHA pO3Mipy BUNMAT 3i 3BiSIbHEHHS.

MyHkTn po3giny 18.1.2 BigobpaxeHi y I'pynosin nonitmui
BMHAropoamu, a Takox y uiv lMonituui i3 BpaxyBaHHAM
AOMOBHEHb HWXYe:

MignyHKT 3)

MepioguyHa HesanexHa 30BHIWHS OUiHKa BunnaTtn
BMHAropoau CTOCOBHO uneHiB [paeniHHa B BaHky He
npoBoauTbCs, nNpoTte Moxe Oyt npoBegeHa 3a
pilweHHsaM Harnsgosoi pagw.

MignyHkT 6) Ta 8)

BuHaropoga yreHis MNpaBniHHs pPO3YMHO
0Or'pyHTOBYETBLCH CTOCOBHO aHarnoriyHmnx (abo
CMiBMIpHUX) PWHKOBMX MOKA3HUKIB pO3MIpiB i ymOB
BMNMaTM  BMHAropogM B pamKax  MOrogpKeHHs
BCTAHOBMEHHSA/  3MiHM  BMHaropoan gns  Ynedis
MpaBniHHa 3i cTopoHM MatepuHcekoro baHky, 3

ypaxyBaHHAM aHanisy MaTepuHckeoro baHky aaHux
BMHAropoauW aHanoriyHMx nocag Ha pyHKy npadi Ha 6asi
AaHux Korn Ferry abo iHWoro nposangepa.

Poamip dhikcoBaHOT BMHaropoau SABMASAETbLCA AOCTATHIM
Aans Toro, wob baHk maB 3Mory peanisyBaTu CBOE NpaBo
He BwMnadyBaTU 3MiHHY BuHaropogy (y TOMy w4uchi
BUTpebyBaTU MOBEPHEHHS] BXEe BWMNNA4YeHoi 3MiHHOI
BMHAropofm), KO HEe BUKOHYOTLCS YMOBW, AOTPUMAHHS
AKMX € HeoOXigHMM [nsi Takoi 3MiHHOI BWHAropoaw.
KritouoBum KpUTEpieM  OOCTaTHOCTI dikcoBaHoOil
BMHaropogm € ii BignoBigHiCTb npocdpecinHomy aocsigy,
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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). 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)

Supervisory Board has the right to make decisions
according to the Group Remuneration Policy and Parent
bank’s decision on:

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

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

determining the amount of severance payments.

18.2 Requirements for remuneration reports

18.2.1 The remuneration report should contain
information on:

1) the amounts of remuneration that were and / or
should be paid to the members of the management body
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 for the
relevant management function;

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

5) the facts of the bank's use of the right to return the
variable remuneration previously paid to the members
of the management body;

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

BU3HaYeHUM (PyHKUiOHanbHUM 060B’A3kam ocobu Ta
piBHIO Ti BignoBiganbHOCTI

MignyHkT 9)

BMNMaTa YacTUHM 3MIHHOI BWMHAropoguM Moxe O6yTu
BiCTpOYEHa Ha NeBHUM Mepiod, SKUA BU3HAYAETbCS
pynoBOlo MOMITUKOK BUMHAropoau, sika 3aTBEPIKYETLCS
pagoo (ona uneHiB [lpaBniHHgA). Yactka 3MiHHOT
BMHAropoau, sika Mae OyTu BigCTpoYveHa, BU3HAYaeTbCA
TakoX 3rigHo pynoBoi noniTuku BUHaropoau. 3MiHn Ta
BUKITHOYEHHSI MOXYTb BYyTV BHECEHI nicns nonepegHboro
norogkeHHss MaTepmHcbkum baHkowm;

MignyHkT 10)

paga baHky Mae npaBo MNPUNHATM pilIEHHSA  3rigHO
["pynoBoi NoniTMKM BUHAropoam Ta BianoBiAHO A0 pilleHb
MaTepuHcbkoro baHka wopno:

BUNMATK 3MiHHOT BUHAropoam 4acTKoBO, BiACTPOYEHHS Ti
BUMMATWN, CKOPOYEHHs/ckacyBaHHA ii  Bunnatm (3
ypaxyBaHHAM pes3ynbTaTiB  AgisnbHOCTI, piHaHCOBOro
ctaHy baHky);

NMOBEPHEHHS BXE CMIlayeHoi 3aMiHHOT BUHaropoau (y pasi
il cnnaTtu Ha nigcTasi iHdopMalLlii, ika 3rogom BuUsiBUnacs
HenpaBUITbHOK/HEAOCTOBIPHOK)  Ta  BCTAHOBJIEHHS
CTPOKY TaKoro NoBEpPHEHHS;

BU3HAYEHHS PO3Mipy BMNNAT 3i 3BifTbHEHHS.

18.2 Bumoru o 3BiTiB Npo BMHaropoay

18.2.1 3BiT npo BUHaropody Mae MICTUTK iHdopMaLilo
LoAao:

1) cym BuHaropoau, siki Oynm Ta/abo mawTb OyTn
BMNNayeHi yneHam NpasBniHHA 3a pesynbTaTamm 3BiTHOrO
iHaHCcOBOrO PpoKy (y po3pi3i ikCoBaHMX i 3MiHHUX
CKITagoBMX BUHAropoam);

2) CTpoKiB hakTMYHOI BUMNNaTM BUHAropoau, ix
BiNOBIQHOCTI MONOXEHHIO NPO BMHAropoay;

3) MOBHOrO oONWCy CTPYKTYpuM BCiX  CKNagoBux
BMHaAropoau, ki MalTb OyTn BunnaveHi uyneHam
MpaBniHHA 3a BIANOBIAHO PYHKLIE YNpaBniHHS;

4) KpuTepiiB OLiHKM ePEKTUBHOCTI (i3 3a3HAYEHHAM TOrO,
AKAM YMHOM BOHW Oynu [OCArHyTi), 3a pesynbTatamu
OOCSATHEHHS1 SKUX 3[IMCHEHO HapaxyBaHHS  3MiHHOT

BMHAropogM  (AKWo  3MiHHa  BuMHaropoga  Oyna
HapaxoBaHa);
5) dbakTiB BUkopncTaHHA baHkoM npaBa Ha MOBEPHEHHS
paHilwe BunfayeHol 4neHam [lpaBniHHA  3MiHHOI
BMHAropoau;

6) ydacHuMKIB 3anpoBamKEeHHS CUCTEMMW BWHaropoaw.
Taka iHbopMmaLisa BKItoyae BifOMOCTI LWoAo:
NOBHOBaXKeHb Ta CKMnagy KOMITeTy 3 BUHAropoam (y pasi
NOro CTBOPEHHS);

HaViMeHyBaHHSA/Mpi3BWL, iMeH, no GaTbkoBi (3a
HasIBHOCTIi) 30BHILUHIX KOHCYIbTaHTIB;
poni yyacHukiB baHKy B npoueci 3anpoBagXeHHs

CUCTEMM BUHAropoau;
7) nporpamu cTumyrntoBaHHSA. Taka iHdopmaLis BKoyae
BiJOMOCTI NPO Mporpamu MeHCINHOro 3abe3neyeHHs (3a
HasIBHOCTI) y pagsi iXx 3acToCyBaHHS NMPOTArOM 3BiTHOrO

POKy;
8) BigxuneHb cym aKTUYHMX BUNNaT Big4 CyM, LWO
nignsaraloTs  BUNMATi  3rigHO i3 3aTBEpPIKEHUM
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provision on remuneration, as well as an explanation of
the reasons for such deviation and specific elements of
the provision on remuneration in respect of which the
deviation occurred, if such deviations occurred during
the reporting year;

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

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

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

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

2) confirmed facts of unacceptable behavior of a
member of the Management Board (including those
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 information provided for in this item is provided in
the remuneration report personalized for each individual
member of the Management Board (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 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 total amount of funds paid to members of the
board as remuneration by persons related to the bank;
6) the estimated value of remuneration provided in non-
monetary form, in case of their implementation by the
bank.

MOMOXXEHHSM MpPO BWHAropody, a TaKoX MOSICHEHHS
NMPUYUH TaKOro BIOXWNEHHS Ta KOHKPETHWUX €EfleMeHTIB
MOMOXEHHS MpPO BMHAropody, LoAo SKMX Bigdynocs
BiOXMINEHHS, SKWO Taki BigXuneHHs OynyM npoTsirom
3BIiTHOMO POKY;

9) BusABneHnx baHKoM nopyLlieHb YMOB MOJIOXEHHS MPO
BMHaropody (AKkwo Taki Oynu) Ta 3acTtocoBaHMX 3a
Hacnigkamm Takmx MOpyLleHb 3axofiB abo MpUAHATUX
pilLeHb.

Yca iHopmauis wono cyMm BuHaropoau (B po3pisi
ikcoBaHUX i 3MiIHHUX Ti CKNagoBWNX) HABOOUTLCS B 3BiTi
npo BUHaropoay B UINOMy (CyKyrnHO) 3a BCiMa 4reHamu
MpaeniHHsA, 6e3 geTanisauii Takux cyM y po3pisi KOXKHOro
oKkpemoro yneHa NpaBniHHS.

18.2.2 3BiT nNpo BMHAropo4y UreHiB
[00aTKOBO Mae MiCTUTK iHpopMaLito LWoao:

npaeniHHS

1) daktnmyHoi npucyTHocTi uneHa [lpaBniHHA Ha
3acigaHHaxX NpaBniHHA Ta MOro KOMITETIB, A0 CKnagy sikux
Takmi 4dneH [llpaBniHHA BXoAuTb, abo NpUYMHKM WNOrO
BifJCYTHOCTI;

2) nigTBepaXeHux akTiB HEMNpPUNUHATHOI MOBEAiHKK
yneHa [lpaBniHHA (yknoyaoum Ti, WO NOBIJOMMEHI
KOHMIAEHLINHUM LWIASXOM) | BXUTUX 3a pesynbTaTtamu
poscnifgyBaHHS 3axofiB y pasi HasBHOCTI BNAMBY TakuMx
dakTiB/3axodiB  Ha BuUMMaTy  BUHAropoaM - YneHy
MpaBniHHA BaHky;

3) HasABHOCTI/BIACYTHOCTI OOI'pyHTOBaHUX MiACTaB LOA0
BUNNATW/BIACTPOYEHHS/3MEHLLEHHSA/MOBEPHEHHST 3MiIHHOT
BUHaropoawn yneHa lNpaBniHHS.

IHbopmauis, nepegbaveHa LM NMYHKTOM, HABOAUTLCS B
3BiTi NPO BUHAropoAdy MEpPCOHiI(hiKOBAHO 3a KOXHUM
okpemMuM uneHom [lpaBniHHA (y3aranbHEHO LWOAOo
KiNbKOCTI 3acigaHb i NPUCYTHOCTI/ NPUYKUH BIACYTHOCTI).

18.2.3 3BiT npo BuMHaropogy Mae MICTUTU Taky
iHdbopMaLito LWoao BMNnaT y rpoLoBil i/abo HerpoLuoBin
(3a HasBHOCTI) POpMi, 3QINCHEHMX HA KOPUCTb YMEHIB
MpaBniHHAY 3BITHOMY (PiHAHCOBOMY POLIi:

1) 3aranbHy Cymy KOLUTIB, BUninayeHy baHkom y 3BiTHOMY
¢iHaHCOBOMY poui. Taka iHhopMauist Mae BKIoYaTh AaHi
npo cymy BunnaT sk BMHaAropogy 3a nonepegHin
iHaHCOBUN pIK;

2) cymu KowrTiB, BunnavyeHux baHkOM HK 3MiHHa
BMHaropoga (y po3pi3i  KOXHOro BuAy  3MiHHOI
BMHaropogm), i nigctaeu ix BunnaTy;

3) cymn kowrTiB, BunnadeHnx baHkOM gk gopaTtkoBa
BMHaAropoga 3a BUWKOHaHHsA poboTM no3a Mexamu
3BUYANHUX OYHKLIN;

4) cymu BUMMAT 3i 3BiNTbHEHHS;

5) 3aranbHy Cymy KOWTIB, BWMMAYEHUX YfEHaM
MpaeniHHA K BMHaropoga noB'A3aHMMM 3  bBaHkom
ocobamu;

6) oUiHOYHY BapTiCTb BUHAropoA, HagaHuX y HerpoLloBii
dopmi, y pasi ix 3giicHeHHs baHkoM.
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18.2.4 The remuneration report must contain the
following information on remuneration in the form of
participation of members of the board in the pension
scheme (if any):

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

2) in the case of participation in the program with fixed
contributions - in respect of contributions paid by the
bank in respect of members of the board 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 and / or persons related to the bank to the
members of the management body (indicating the
amounts and interest rates).

In general (collectively) for all members of the bank's
board, without detailing in terms of each individual
member of the Managment Board 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, 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.

18.3 Procedure for development, approval and
promulgation of provisions on remuneration
The Board approves the regulations on the

remuneration of the members of the Management
Board upon submission and after its consideration by
the remuneration committee (if such a committee has
been established in the bank).

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

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

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

18.2.4 3BiT npo BWMHaropogy Mae MICTUTU Taky
iHbopMaLilo Woao BMHaropogu y opMi yyacTi YneHis
MpaBniHHAB Nporpami neHciHoro 3abesnevyeHHst (y pasi
HasIBHOCTI Nporpamm):

1) y pasi yyacTi B nporpami 3 ¢hikcoBaHUMM BUNnNaTamm —
LWoAo 3MiH Yy 3annaHoBaHMX BunnaTax, wWo Bigbynucs
NPOTSAroM 3BiTHOMO (PiHAHCOBOrO POKY;

2) y pasi yyacTi B nporpami 3 ¢pikcoBaHMMM BHECKAMWN —
woao cnnayYyeHnx baHkoM BHECKIB CTOCOBHO 4IEHIB
MpaBniHHA NPOTAroM 3BiTHOMO PiHAHCOBOIO POKY.

18.2.5 3BiT npo BuHaropody mMae MICTUTK iHdopMaLilo
Loao0 HagaHHA baHkOM NpoTArom 3BiTHOrO iHAHCOBOIO
poky Ta/abo noe’isdaHMMM 3 BaHkOM ocobamu MoswK,
KpeguTiB  abo rapaHTin  uneHam [paBniHHa (i3
3a3HaY€eHHSAM CYM i BiACOTKOBUX CTaBOK).

Y uinomy (CykynHo) 3a BciMa YneHamu npasniHHs baHky,
0e3 peTtanisauii B po3pi3i KOXHOMO OKPEMOro 4reHa
MpaBniHHa B 3BiTi NpPo BMHaropody HaBOAWUTBLCHA BCS
iH(bopmauiq, Bu3HayeHa nyHktammn 18.2.3-18.2.5.

LLlo cTocyeTbCcst KOMMNEHcaLiN 3a BigpsaXeHHs, [OOoOBUX
Ta iHWKX BUAATKiB, WO MOXYTb OyTWM MNoOB’A3aHMMM i3
BUKOHaHHAM 0C0B00 (DyHKLUiT YneHa NpasniHHA, To Taki
BMNnaTM MawTb Bigobpaxatuca BbaHkom y 3BiTi npo
BMHAropoay sik cknagosi hikcoBaHOT BUHAropoam YreHis
BignosigHoro MpaBniHHS.

18.3 Tlopsgok  po3pobreHHs, 3aTBEpAXeHHs Ta
OMNPWIOAHEHHS MONOXEHb NPO BUHAropoay

Papa 3aTBepaXye NOMNOXEHHHA NMPO BUHAropody YreHis
MpaBniHHA 3a nogaHHAM Ta nicns NOro posrnsgy
KOMITETOM 3 BUHAropoau (SKWOo Takun KOMITeT y baHnky
CTBOPEHO).

Migpo3ginu KoHTponto 3a AoTpumaHHaM HopMm (Bigain
KOMMMaeHc) Ta 3 ynpaBniHHA pusmkamn (Bigain 3
ynpaBniHHA  onepauiiHAMKM  pu3MKamn), a  TakoX
nigpo3ginn  baHky, BignosiganbHi 3a poboty 3
nepcoHanom (denapTameHT ynpaeniHHS MepcoHarnom),
BeAeHHA Oyxrantepcbkoro obniky (FfonosHun byxrantep/
[enaptameHT OGyxranTepcbkoro 06siky Ta 3BIiTHOCTI\),
nnaHyeBaHHa 6Glogxety (denaptameHT (piHaHciB) Ta
3abesneveHHs puvaumyHoi  nigTpumkn  (KOprnanyHun
AenapTamMeHT), nonepenHLO po3rnagarTb Ta
Y3roXKyHTb NMOJTOXEHHSA MPO BUHAropoay.

BaHk po3milllye NoNoXeHHsA Npo BUHAropody Ha BnacHin
BebCTOpiHUi npoTsirom 15 poGounx AHIB i3 OHA iX
3aTBEPOKEHHSA/BHECEHHS 0O HUX 3MiH i3 3abe3neyeHHsaMm
MOXTMNMBOCTI 1X Nnepernsaay.

baHk 3a3Havae iHGopMaLilo Npo BUNMATM BMHAropoau
uneHam [paeniHHA, WO BiAOYNMCA NMPOTAroM 3BiTHOMO
biHAHCOBOro PoOKY, Y CBOEMY PiYHOMY 3BiTi OKPEMO LWOoA0
npassiHHA i3 3a3Ha4YEeHHAM:
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1) the amount of remuneration for the reporting financial
year in terms of fixed and variable components and the
number of recipients;

2) the amount of unpaid deferred remuneration;

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

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, and

publication of remuneration reports

approval

The Board approves the report on the remuneration of
the members of the Management Board upon
submission and after its 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 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.

1) cym BuHaropoam 3a 3BiTHUIA PiHAHCOBWUIA PIiK Y PO3pisi
dikcoBaHOI Ta  3MiHHOI  CKMagoOBUX i  KiNbKOCTI
OoflepXKyBauiB;

2) cyMm HeBunNnaveHol BigknageHol BUHaropoau,;

3) cyM BigknageHol BuHaropoau 3a nonepeaHi piHaHCoBI
POKM, BUMNMAYeHMX NPOTArOM 3BiTHOTO hiHAHCOBOIO POKY.
Taka iHopmaLis Mae BkMwYaTU [aHi Npo  cymu,
3MeHLUeHi Ha NiacTaBi OLiHKU pe3ynbTaTUBHOCTI;

4) BunnaT nig 4Yac NpUAHATTA Ha pPoOOTY, 34INCHEHMX
npoTarom KiHaHCOBOrO POKY, Ta KiflbKOCTi oAep)KyBadiB
Takux BUNNar;

5) cyM BMNNaT nig Yac 3BiflbHEHHS, 30iACHEHMX NPOTArOM
(biHaHCOBOrO pPOKY, Ta KINbKOCTi odepXyBadiB Takux
BMMNar.

18.4 Tlopsaok po3pobneHHs, 3aTBEpPOKEHHs Ta
ONPWIOLHEHHS 3BITIB NPO BUHAropoay

Papa 3aTBepaxye 3BIT NpO BMHaropogy urieHis
MpaBniHHA 3a nogaHHAM | nicns  Woro  poarnsgy
KOMITETOM 3 BMHaropoau (SKWwo Takui KomiTeT y BaHky
CTBOPEHO).

BaHk poamiwye 3BiTM Npo BuHaropody, BUMMayeHy
yneHam [lpaBniHHA NpPOTAroM 3BiTHOro piHaHCOBOro
POKy, Ha BracHii BebCTOpiHUI B Mepexi |HTepHeT
npotsarom 15 poboumx AOHIB i3 AHA X 3aTBEpPOXKEHHS
YNOBHOBaXeHMM opraHoMm baHky i3 3abe3neyeHHsm
MOXITMBOCTI X nepernsay.

19. OokymeHTauin

JopgaTok 1.
(perynsipHumx)

pob6oTH 3a piK.
HopaTtok 2. CTpyKkTypa i Bara NokasHWKIB Ans No3uuin nig
rpynoBoto NONiTUKO BUHAropoau.

Hopatok 3. Tunu npemitoBaHHS.

basosi po3Mipu  cucTeMaTU4HUX
npemMmin Ta BWHaAropog Mo nigcymMkam
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20. Internal control

Level 2.1 /PiBeHb 2.1

20. BHyTpiWHIN KOHTpONb

Onuc . . . [MocunaHHA
HasBa P o BignoBiganbHun
eneBaHTHUMN peneBaHTHOro Onuc KoHTponto/ Ha NyHKT/
KOHTponto/ S 3a KOHTponb/ 4
Ne pusnk/ pu3unky/ Description of . CTOPIHKY/
NEDS B Relevant risk Description of control REspenalls e Link to item
control ptior control
relevant risk / page
1 KoHTponb 3a BigHocuHM 3 Pu3awnk BTpaTtn yacy KoHTponb 3a MpauiBHKK Posgin 9,
BCTAHOBMEHHSAM  MEpPCOHasnoM i Ha BUNpaBneHHA KOPEKTHICTIO HenaptameHTty nyHKT. 9.1/
KPI Ta 6esneka nomMunok/ BCTaHOBEHHS ynpaeniHHA Section 9,
OLjiHIOBaHHSA poboyoro . L KPI Ta ouiHkoto nepcoHanom/ paragraph.
LisanbHOCTI micus/ Risk of IOSIn_g time BMKOHaHHA KPI/ 9.1
; : to correct mistakes
npauiBHUKIB Ha
nigcTas Personnel Control for Employee of the
BUKOHAHHS relations and correctness of KPI  Human Resource
HUMM KiNbKICHUX Wofrktplace of sett:ngt_and Directorate
Ta gakicHux KPI/ salety evaluation
performance of
Control for KPI KPI
setting and
evaluation of
employees
activities based
on their
performance of
gquantitative and
qualitative KPI
. Pusuk BTpaTtn yac .
2 KoHTponb 3a BigHocuHK 3 Ha BVII'IpapBJ'IeHHﬂ y KoHTpornb 3a [onoBa Pospain 9,
BCTAHOBSMIEHHSIM  MEepPCOHarnom i KOPEKTHICTO MpaBniHHs, NyHKT 9.4,
. noMunok/
Ta OLjiHKOH be3neka BCTaAHOBJIEHHS Ta Ynenn ctop. 21, 22/
Do Rskollesingime o O e
to correct mistakes i
Control for B-1iB-2/ lenapTtameHTy 9.4, pages
setting and Personnel .
: : yrnpasniHHA 21, 22
evaluation relations and Control for
nepcoHarnom/
performance of  workplace of correctness of the
OKR safety setting and Chairman of the
evaluation Management
performance of Board, Members
OKR for of the
managers of level  Management
B-1 and B-2 Board, employee
of the Human
Resource
Directorate
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Level 2.2 /PiBeHb 2.2

HasBa
KOHTponto/
Name of
control

Ne

1 KoHTponb
OOTPMMaHHSA
BUMOT MOSITUKN

PeneBaHTHUM
pu3nk/
Relevant risk

BigHOCUHK 3
nepcoHarnom i
Oea3neka
poboyoro
micus/
Personnel
relations and
workplace of
safety

Onuc
peneBaHTHoOro
pu3uky/
Description of
relevant risk

Pusunk BTpatn 4yacy
Ha BUNpPaBMeHHS
nomMmnok/

Risk of losing time
to correct mistakes

Onuc KoHTpono/
Description of
control

KoHTponb piBHS
OOTPUMAHHS
BCTAHOBIEHMX
napameTpis
MaTepuHCbKMM
6aHKoMm Ansa
no3uuin nig
rpynoBoto
NoniTUKOH
BMHaropoau,
KOHTPOIb
OOTPUMAHHS
BCTaHOBINEHUX
napameTpis ons
iHWKX no3wnuin/
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 KOHTponb/
Responsible of
control

MpauiBHWK
HenaptameHTy
ynpaeniHHSA
nepcoHanom/
employee of
the Human
Resource
Directorate

MocunaHHsa
Ha NyHKT/
CTOPIHKY/

Link to item

| page

Po3gin 9,

nyHkT 9.1/
Section 9,
paragraph
9.1.
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21 History of the document

21 IcTopis AOKYMEHTY

Date of version 1.0 approval

[aTta 3aTBepakeHHsa Bepcil 1.0

[ data 3atBeppkenHs Bepcii 1.0]

[[data 3arBeppkenHs Bepcii 1.0]

Covering documents

CynpoBoaXyHo4i JOKYMEHTH

Labor Low of Ukraine

K3nl1 Ykpainu

Date of cancellation (if document cancelled)

[aTa ckacyBaHHsi (32 YMOBM CKacyBaHHS AOKYMEHTA)

Review date

TepmiH nepernsagy

When necessary but at least once a 3 yaer

Mo Mmipi HeobXxigHOCTI, ane He pigwe 1 pasy Ha 3 poku

Person responsible for maintaining the document in
relevant status (Name, phone number, e-mail)

BignoBiganebHa ocoba 3a NigTpUMKy LOKYMEHTY B
akTyanbHomy ctaHi (M.1.6., Homep KOHTaKTHOro
TenedoHy, enekTpoHHa agpeca)

Fekher K.A., int. 1339
Kristina.FEKHER@otpbank.com.ua

dexep KA., BH. 1339
Kristina.FEKHER@otpbank.com.ua

Person in charge in case of above mentioned
employee’s absence

Ocoba, Lo 3aMiHIoE BULLE 3a3HAYEHOro npauiBHUKA Y
pasi oro BiACYTHOCTI

Chemus G.L., int.525-249
Galyna.CHEMUS @otpbank.com.ua

Yemychb IM.J1., BH.525-249
Galyna.CHEMUS @otpbank.com.ua

Date of changes/updates

[laTa BHECEHHS 3MiH/0ONOBHEHb

Author of changes/updates

ABTOp 3MiH/0ONOBHEHB

List of changes/updates

Mepenik 3MiH/gONOBHEHb
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Appendix 1

to Policy on the performance evaluation and the pgo lMoniTMkM NPo OUIHKY AQiANBHOCTI Ta maTtepianbHe
incentives for OTP BANK JSC employees

Oonatok 1

ctumyntoBaHHs npauiBHukisa AT «OTIT BAHK»
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ABTOp JOKYMEHTY

FEKHER Kristina Attylivha

Cratyc foKyMeHTa

16.04.2021

[lata norogxeHHs OKyMeHTa

39 cTop.



@ otp

MoniTvka Npo ouiHKy AiANbHOCTI Ta MaTepianbHe cTuMyntoBaHHsA npauiBHukiB AT «OTIN BAHK» /
Policy on the performance evaluation and the incentives for OTP BANK JSC employees

Appendix 2
to Policy on the performance evaluation and the po lNMoniTMka NpPo OUiHKY OiANLHOCTI Ta MaTepianbHe

incentives for OTP BANK JSC employees

OonaTtok 2

ctumyntoBaHHs npauiBHukisa AT «OTIT BAHK»

CTpykTypa i Bara noka3HuKiB Ans NO3WLUil Nig rpynoBoto NONITUKOK BUHAropoau
Weigt of indicators for position under Group Remuneration Policy Structure and weigt of indicators for
position under Group Remuneration Policy

DoipHl KOMMaHE

. = Ynexu MpaenidkA |Bizker T3 o ~ - _ - - _ -
CEO poHipHix KOMNSHIA T3 _ IHLLi pie KEPIEHHLTES YroprekHH KOHCOMA0EIHHH YroprekMH EOHCOMADEIHMH
KFI nerkantil migTpumal) * |Gizner, nigTpmmea**) LOHIpHIR [ HpERTO AoHipkiiA YneH NpaEnikkg ***
Aouipkix KomnEHiF | Merkantl !
IHCTHTY LA IHgikaTop Bara IHgjKaTop Bara IHOjKaTOp Bara IHgjKaTOp Bara IHgikaTop Bara
HHH
(rpynosmii) Jaranom u,m T Jaranom Ll,l.l'l o 3aranom u,u- 100% Jaranom u,m 100% Jaranom u,m 100%
Pr— TPYNOEDD PiEkA TPYNOEDTD PiEkA TPYNOEDID PiEkA TPYNOEDND PiEkA TPYNOBDD PiEHA
IHgiKaTOp Bara IHOjKaTOp Bara IHOjKaTOp Bara [LRE Bara IHgikaTop Bara
Kinkricki IHaikaTop - KinkHICHWIA |HARaTOp — HKinkrickmi IBaiHaTOp — KinkrickWi [HaikaTop — Kinkrickui IHaikaTop -
KA B""J:Ya" I aMELgyanEH LN IsaMEiyanss Lini IaMEigyanes wini Bl yanems Lini MBI yanpH Lin
EHHH
pisent KomneTeHuil 10% KomneTerLil 20% KomneTeHuil 20% KomneTeHui 20% KomneTeHui 20%
Jaranom iHgrsigyaacH Jaranom HgrEigyaapH Jaranom iKguEigyIaLH Jaranom iKgreEigyaacH Jaranom iHgresigyaacs
wini 100% uini 100% uini 100% uini 100% wini 100%
OyiHkg efermusHoomi OyiHKD edhermueHRomi Dy iHED ehermusHECTI Oy iHKD eermusHeCmI Oy ibKg edermusHEOmI
Ljini rpynoE0ns pigHsR 50% Ljini ipynosonD pisks A0% Ljini rpynosoro piskA 25% Ljini rpynosonD pisxA 50% Ljini rpynosons pisxA A0%
InauEigyanoH gl 50% IHgrEgyanpH yini &0% IguEigyanoH wiai 75% IHgueigyanoH gl 50% Ingueigyanos gl E0%
* 33 EMHATHOM MEHE/HEDIS NINPOGALTY PHSHKIE, ¥ LBOMY BRNA3AKY B373 LiNeH IPYNOBOND CTaH0ENTE 25%, 3 Bara iHaueigyancmm yinei - T5%.
** AHWD MEHELMED HECE EANDEAINEHICTE 23 Sy AL-Rry [ 0Ep YNDIEATHHR DHIMKIME (DHDIM KEDYIDHOMD HENPAMEOM DEIHE-MERSIHMEHTY |, KOMNAZEHCY 41 EHTRIWHEDTD 3y QNTY, B3T3
Winei TpYNoBOND pieHR ckAaaas 200, 3 sara wined inaMELyaBRoND piskn - B0
44 Y BENAAKY 3 YTOPCOKMMM MEHESIHEDIMN, BHEHIHSHINM 3 HICTYIHIK DiEHRY [SHADH3I04H MERE/HEDIE, BHEHIYEHIK 13 CySROHIDAL0EaR0MY T3 MICLEE0MY DIEHAX), B33 Linek
TEYNOE0ND DIEHA CKASAEE 25%, 3 5373 NOKIIHUKIE IHAMEILYINLHOMD piEkR - T5H.
SUBSIDIARIES
Foreizn Foreizn (business and support) * Forign additional level managers Hungzarian consolidated Hunzarian consolidated
KPls Subsidiary + Merkantll CEO Subsidiary + Merkanti DCED [business, support**) subsidiary CEO subsidiary DCEQ *+*
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 ey 100% o 100% Jenid 100% e 100% ey 100%
|entity] indicators: |entity) indicators: |entity] indicators: |entity] indicators: |entity) indicators:
Indicators Weizht Indicators Weizht Indicators Weizht Indicators Weizht Indicators Weizht
Mumerical indicators 0% nNumerical indicators 0% Mumerical indicators 0% Mumerical indicators - Mumerical indicators —
Individual Individual targets Individual targets Individual targets Individual targets Individual targets
level competence 10% competence 20% competence 20% competenoe 20% competence 20%
Total individual leve! Total individual leve! Total individual leve! Total individual leve! Total individual leve!
indicators: 100% indicators: 100% indicators: 100% indicators: 100% indicators: 100%
Performance evolugtion Performance evaluotion Performance evalugtion Performance evolugtion Performance evolugtion
Group leveltargets 50% Group level targets A0% GEroup level targets 25% GEroup leveltargets 50% Group leveltargets A0%
Individual targets 50% Individual targets E0% Individual targets 75% Individual targets 50% Individual targets &0%

* Except for Rizk Division managers, inwhich caze the weight of group [entity] level targets are 25% and the weight of individual level targets are 75%.
** |ncaze such manzger has responsibilities within any of the areas of risk manazement [wo Head of Rizk], compliance orintemnal sudi, the weizht of group (entity) level targets ane 20% and
the weight of individual level targets are B0%

*** In the case of Hungarian man

agen

weight of individuzl level targets are 75%.
MapameTpn MOXyTb OyTr 3MiHEHiI 3rigHO pilleHHA MaTepuHcbkoro baHky Ta matoTb OyTH 3aTBEPAXEHI HAKA30M

["onoBu npaeniHHA | BHECEHI B AaHy NoniTnky npu HaCTynHOMY OHOBIeEHHi/ Parameters can be changed based on
Parent bank’s decision and should be approved by CEO's order and add to the Policy in the next update

dentified on further levels [indluding managers identified on sub-consolidated and local level) the weight of group (entity) level targets are 25% and the
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Appendix 3

DonaTtok 3

to Policy on the performance evaluation and the pgo Nonituka NpPo OUIHKY OiANLHOCTI Ta MaTepiansbHe

incentives for OTP BANK JSC employees

Tunu npemitoBaHHA/ Bonus payment types

ctumyntoBaHHs npauisHukiB AT «OTIM BAHK»

METO,CIOHOI'ISI npemiloBaHHA

PerynsapHi npemii

Crparteri4Hi wini

IHauBeigyanbHi Uini

CepedHE SHa4YeHHA

3aransHobaHKIBCBKI Lini

IHomeigyansHi KPI,

OnepaujiiHuii npubyTok OKR, SLA
BizHec-KPI
I—__B_UaHOE"mmbm BcraHoBMoOOTECA
| CEOQ/ YneHom X
| ) KepiBHWKOM
I MNpaBniHHA

Bonus payment methodology

Strategic goals

average value

Individual goals

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

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

One-time bonuses
for the tasks of especial

importance

OnHopa3oBi
33 0COGNUBO BAXNUEI 3aBAAHHA

Bank's indicators Individual KPI, Mortgage run-down
Operation profit OKR, SLA Call Centre
Business KPI Collection
| Litigation
Set by CEQ/ Board Set b ! Verification and etc.
Member Y manager }
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