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1. Introduction

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

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

2. Aim of the Document

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

The Policy is aimed at:

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

e adherence to the principles of labor remuneration

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

e improvement of labor remuneration system
including incentives;

e set out the incentive and performance

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

3. Access to the document

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

4. General provisions

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

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

1. BcTtyn

Cuctema ouiHku gignbHocTi nepcoHany AT «OTIT BAHK»
(Hapani — baHK) € eneMeHTOM 3aranbHoi cTpaTerii
ynpaeniHHa baHky Ta, sIk cucTema, BCTAHOBIIIOE 3B’130K
MK cTpaTeriyHumun  uinamu  baHky, uingmu  3rigHo
HaNpPsIMKIB AiSNbHOCTI, @ TaKOX iHAMBIAYaNbHUMN LiNsamMu
npauiBHUKIB Ha BCixX piBHAX iepapxii baHky. Cuctema
OLiHKM TakKOX BMIMBAE Ha NiOTPUMKY PO3BUTKY
KOMMeTeHUin, siki HeobXigHi Ans ycniwHoi npodecinHoi
[OiSNbHOCTI NpauiBHWKa B pamkax AOiloyoi KoprnopaTUBHOI
KynbTypw.

PesynbtatoMm cuctemy OLiHKM [iSiNbHOCTI  BUCTYNae
npemitoBaHHs npauiBHUKiB BaHKky, cnpsimoBaHe Ha
edekTnBHe MaTepianbHe CTUMYIOBaHHS

pes3ynbTaTUBHOCTI NpaL;.

2. MeTa AOKYMEHTY

MoniTuka nNpo OLUiHKY AiFnbHOCTI Ta MartepianbHe
CTMMYIIOBaHHS npauiBHukiB baHky (Hagani — Monituka)
pernameHTye npouec, wo ob6’egHye 3ycunnsa baHky,
CApsAMOBaHi Ha pPO3BUTOK Ta OUIHKY  OiSNbHOCTI
npauiBHUKIB LLUASIXOM AOCArHEHHS LiNen Ha NOTOYHWUN piK,
Ta BU3HA4yae nigxogu OO MaTepianbHOro 3a0XO4YEHHS,
NOpsIAOK PO3paxyHKy Ta NOrofXXeHHs BUMnar.

MoniTuka cnpsiMoBaHa Ha:

e MOTMBALilO MpaUiBHUKIB ONs1 OOCATHEHHA LiNboBUX
NMOKa3HWKIB OiANbHOCTI Ta KiHUEBMX pesynbTaTiB
poboTn baHKy B LUinomy BignoBigHO [0 MnaHiB
cTpaTeriyHOro po3BUTKY;

e [OTPMMaHHS NMPUHUMNIB BiAMOBIGHOCTI onnaTu npaui
ocobuctomy BkMagy MpauiBHUKIB Yy pesynbTaTt
JisanbHOCTI BaHky;

e  YOCKOHAar€eHHsi CUCTeMM onnaTu npawi, B TOMy YnCH
MaTepianbHOro CTUMYITHOBaHHS;

e BCTA@HOBMEHHS  MPUMHUMMIB  CTMMYJIIOBaHHA  Ta
BMMiptOBaHHA pesynbTaTtiB  gisneHocTi AT «OTI
BAHK», sk komnaHii 6aHKiBCbKOi rpynu, BigMOBIAHO
Ao nonoxeHb [lonituku BuHaropoan 6HaHKiBCLKOT
rpynu, B iHTepecax 3abe3neyeHHs Y3romKeHiCTb
cuctem ctumyntoBaHHa OTP Group Ha piBHi rpynu.

3. [docTtyn A0 AOKYMEHTY

[aHnn OOKyMEHT He Mae obOMeXeHb Loao AOCcTyny Ao
HbOrO MpauiBHUKIB BaHkKy.

4. 3aranbHi NONoXeHHsA

Monituka oboB’A3koBa 4O 3acTocyBaHHs B baHky 3 gatu
3aTBepakeHHs. [ia uiei MNoniTMku NowmnproeTbCa Ha BECb
nepcoHan baHKy, SIKLIO BUKIIOYEHHS He 3aTBepAXeHe
iHLLUMM JOKYMEHTOM.

Lis TlMonituka pospobneHa BignoOBIOHO [0 YWHHOMO
3akoHoAaBcTBa YkpaiHu, 3okpema K3nl1 YkpaiHu.
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Interpretative provisions

a/

b/

c/
d/

el

f/

o/

h/

i/

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

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

Parent bank: OTP BANK Plc.

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

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

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

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

RORAC+: ROE/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).

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.

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

Tolerance threshold: as part of the evaluation of
quantitative indicators, if the given indicator is

TnymadyBanbHi NOMOXEHHSA

a)

b)

d)

9)

h)

)

K)

BaszoBa BuHaropopa: basosBa  BuHaropoga
(cbikcoBaHa BuWHaropoga) - uUe ikcoBaHa 4acTuHa
3apobiTHOI NnaTtu, ska He MoB'sA3aHa 3 BUKOHAHHAM
uinen BaHky, GaHKIBCbKOI rpynu Ta iHOUBIQyanbHOro
PiBHS; KNHOYOBMM KOMMOHEHTOM SIKOrO € ocobucrta
3apobiTHa nnaTa Ta BCTAHOBIMNEHI 3aKOHOM HaabaBKu
Ao 3apobiTHOI nnaTu, BUHaropoda 3a BW3HAHHS
nocnyru, 3asHadeHa B KOJIEKTUBHOMY [OroBopi, Ta
iHWi ninern. basoBa BWHaropoga BWU3HAYaAETLCSA
3asganerigb i HanexHuMm  4YMHOM  Bigobpakae
npodecinHnin [ocCBig Ta piBeHb BiAMNOBIAANbHOCTI,
nos'a3aHoi 3 poboTot, i He Moxe OyTn 3HATa
poboTonaBLeM B O4HOCTOPOHHBOMY MOPSIAKY.

BuHaropoga 3a pe3ynbTaT: BuHaropoga 3a
pesynbTataMmu OisnbHOCTI (3MiHHA BUHaropoaa) - ue
yacTmHa  3apoOiTHOI  nnatv, fKa  CroHyKae
NpauiBHMKIB BUKOHYBATW CBOKO pOBOTY TaKMM YMHOM,
O BpaxoBye UiNi Ta iHTepecu poboTogaBuda i
003BOMNsi€ MpauiBHMKam OpaTu yyacTb Yy ycChixy
Gi3Heca poboTogaBusa. AKWO B UbOMY OOKYMEHTI He
nepegbaveHo iHWe, yci BMMnaTu, He BiOHECeHi 4o

6a3oBoi BMHaropoau, KnacudikyroTbes AK
BMHaropoga Ha OCHOBI pe3ynbTaTiB AisnbHOCTI.
MaTtepuHcbkumn 6aHk: OTP BANK Plc.
lpeHTUdikoBaHM  npauiBHUK  (no3uuia  nig
rpynosoto noniTMkor BUHaropomXeHHA):
MpauiBHMKk abo KepiBHWK, 3aWHATMN 3a iHWWUMU

NpaBOBUMMU BifHOCUMHAMW, WO nepeadavae ocobucte
3000B’'s13aHHS npautoBaTi, AKUN CBOEID
NPodeCiNHO  AiANbHICTIO CYTTEBO BMSIMBAE Ha

npodinib  pu3MKy ycTaHoBW. BcTaHOBNIOKTLCS
MaTepuHcbkuM  BaHkOM Ta  3aTBEpPLKYHTbCS
Haka3oMm [onosu lNMpaBniHHS.

FpynoBa nonitTuka BuHaropogu  —fofiTUKa

BMHaropoau, HagaHa MaTepuHcbkum BaHkom Ang
BMNPOBa[KEHH B KOMNaHigx  rpynu  (ang
iAeHTUdIKoBaHOro nepcoHany).

LinboBa yroaa: cninbHa Hassa Uinen ouiHoBaHOro
npauiBHWKa Ha NOTOYHUI PiK Ta NMCbMOBA yroaa.

Llini: cykynHiCTb NOKa3HUKIB, SKi Criy>kaTb OCHOBOIO
ONs OUiHKWM  pesynbTaTiB  AisfIbHOCTI  OLiHEHOro
npauiBHMKa Y MOTOYHOMY pOLi.

RORAC +: ROE / COE, - koediLieHT peHTabenbHoCTi
BnacHoro kanitany (ROE; ckopurosaHui "oOmMiHHUR"
NpuMOYTOK nNiCNsi OMOAaTKyBaHHs, MOAINEHWA Ha
cepegHin BnacHWi kanitan) Ta BapTOCTi BracHOro
kanitany (COE) rpynu OTP.

Pik ouiHkn: Gi3Hec-pik, 4O SKOro 3acTOCOBYETbCH
BMMIpIOBaHHA Ta OLuiHKa pesynbTaTiB OisnbHOCTI
BiANOBIAHUX OCiD, i HA OCHOBI SIKOrO BU3HAYaAETbLCS
po3Mip BMHaropogM Ha OCHOBI  pesynbTaTiB
OiSiNbHOCTI.

Mopir BMKOHaHHA: 9K 4acTMHA OUHKM KifbKICHUX
MOKa3HWKIB, BMKOHAHHS MEBHOIO MOKa3HWKa HUXYe
nopory BMKOHaHHS cTaHoBUTb 0% BMKOHaHHS.

Mopir TonepaHTHOCTI: K YaCTUHA OLIiIHKWN KiSTbKICHUX
MOKAa3HWKIB, AKLLO NEBHWUW MOKa3HMK BUKOHYETLCH Ha
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m/

n/

o/

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

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

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

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

The objectives formulated concerning the incentive
system are as follows:

- The goal of the performance assessment system
is to support the formulation of comprehensive
plans, to incentivise the 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.

piBHIi, IO AOpiBHIOE abo nepesuLLye MOpir AOMyCcKy
(TonepaHTHOCTI) - 3 ypaxyBaHHAM MpOdecinHOro
OOr'pyHTYBaHHSA - KepiBHMK abo0 KepiBHUK, SKWN
peanisye npaBa poboToaaBus, Mae NpaBo 3pobuTn
NPUAHATTA  pILUEHHA NPO  3HAYeHHsT BWKOHAHHA
nokasHuka mixx noporom gonycky 1a 100%, 6epyun go
yBaru pakTu4yHi 3ycunns npadiBHuka, cnpsamMoBaHi Ha
JOCArHEHHS 3aaHOI KiNbKICHOI Lifi.

KepiBHMKM cnyx6 nigTpMmkn, WO BuMararwTb
cxBaneHHsa MaTepuHcbkoro BaHKy: crapui
KEPIBHWKN HaCTynNHUX (pyHKUiOHanbHUX obnacten B
opraHisauiviHiv iepapxii B gaHin ycTaHoBiI: topuanyHa,
koMnraeHc, 6aHkiBcbka 6e3neka, BHYTPILLHIA ayauT,
HR, mapkeTuHr.

Mepioag BiACTpOYKU: O3Hayae, Yy BuNagky
BMHaropoau, 3acHOBaHoil Ha pesynbTaTax
DisSiNbHOCTI, TpMBanicTb BiACTPOYKN NICNSA 3aKiHYEeHHS
OLLiHIOBAHOTO POKY, sika He MoXe ByTu MeHLle 3 poKiB.

NonepeaHe  KOpuUryBaHHA  PU3UKY:  MeTo[
KOPWryBaHHs, Lo 3aCTOCOBYETLCS ans
3abe3neveHHs Y3rog>KeHOoCTi Mi>K piBHEM
BMHaropogu, 3acHOBaHOI Ha pesynbTatax, Ta

pusmkamu, npunHatumm OTP BANK Plc. tTa OTP
BANKing Group, skuin Takox BpaxoBye Bnnve byab-
SKUX PU3UKIB, HE BpaxoBaHMUX Yy NonepeHin kopekuil
pU3NKY.

Mepion yTpuMMaHHsA: nepiod, KONM BUHaropoja 3a
pesynbTataMmu AOiSNbHOCTI - BXe 3apobneHa i
po3snogineHa y ¢opmi akTuBiB (Hanpuknag, akuii,
MoB'A3aHi 3 akKuigMyW  iHCTPyMEHTM Towpo) -
NPUCYOKYETLCS, ane npaso OeHediuiapa
po3nopsmKkaTucs akTuBoMm obmexyeTbes [lepioa
YTPMMaHHS He 3aneXxuTb Bif Nepioay BiaCTPOUKM.

Llini cuctemmn cTumynioBaHHs:

- MeTol0 cuctemu OLiHKM pe3ynbTaTUBHOCTI €
nigTpumka opMyBaHHsI KOMIMMEKCHUX
nnaHies, CTUMYINOBAHHSI BUKOHAHHSI MaHiB Ta
NiABULLIEHHS iHAMBIAYaNbHUX NOKa3HUKIB.

- BwusHaueHi uini noBuHHI ByTn Uinamu, Ha Ski
nogvHa Mae maTepianbHUiA BAANB.

- O00B'A3KM Ha piBHI rPynK Ha KinbkicHoMy Ta/
abo UiNbOBOMY PpIBHAX MOBWHHI  ByTK
BM3HA4eHi cepea OKpeMux Linen.

- Tam, ge ue MOXNMBO, LiNbOBi MOKa3HUKK
Joxody cnig BKNo4atuM cepen  OKpeMmx
LiNbOBUX NOKa3HUKIB 3 AOMiHYIOUOK Baroto.

- CTBOpEHHS MO>ITMBOCTI hiHaHCOBOrO
BU3HaHHSA 3a BUAATHI pe3ynbTaTi.

- [Honyck andepeHuiadii B OUiHLi KepiBHUKIB Ta
BMKOHaHLIB Ta B piBHi iX goxoais.

- 3abesneyeHHs  3HAYHOI  OLLHKK poni
KepiBHMKa abo KepiBHMKA, WO 3AiNCHI0E
OLiHKY, Y NpoLeci.
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- Instead of subsequent adjustment requests,
subjective aspects should be taken into
consideration already during the evaluation of
quantitative indicators.

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

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

- Minimisation of paper-based administration

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

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

- 3amicTb noganbLUnX 3anuTiB Ha KOPUTyBaHHS
Ccyb’eKTVBHI acnekTun cnig BpaxoByBaTh BXe
Nig Yac OLHKN KiNbKICHNX MOKa3HUKIB.

- EdektusHictb rpynm BMNnvBae Ha
iHOMBIAyanbHi NOKa3HMKN TUX, XTO
3HaxoAnTbCA Ha HUKYOMY piBHi,

3aCTOCOBYHOUM 3MEHLUYBarbHi (CyTTEBI) Baru.

- IHguBigyanbHi pesynbTaTn [iSANbHOCTI He
MOXYTb OyTU «nigHATUMUY» pe3ynbTaTamu
OiANbHOCTI  rpynu  (opranisauii), iHwW1Mmn
cnoBamu, SKWO pes3ynbTatv  OistNbHOCTI
rpynu NnepeBu1LLYIOTb pesynbTaTu
iHOMBIgyanbHOI  OUiHKM, nepeBary Mae
iHOMBIgyanbHa OLiHKa (npaBuno
3aCTOCOBYETLCA AN NO3uuin nig rpynoBoro
NONITUKOK BUHAropoOgKEHHS).

- Minimizauia agmiHicTpyBaHHS Ha nanepi

Llieto Monitukoto BCTaHOBIOETbLCS cuctema
MaTepianbHOro CTUMYIOBaHHSA, BuMAXM Ta Po3Mipw,
CTPYKTYpa BMNNaTn npeMitoBaHHs, nopsgoK

obopMIeHHs Ta HadaHHA BIiAMNOBIOHWMX [OOKYMEHTIB,
TEPMiHM X MOAaHHA BIAMOBIAANbHUM MpauiBHUKaM
Bigainy ynpasniHHA BUHAropoAolo Ta pe3ynbTaTUBHICTIO
JisnbHocTi  nepcoHany [enapTameHTy  ynpasniHHA
rnepcoHanom pAns HapaxyBaHHA MpeMin npauiBHMKam
BaHky.

Byab-siki  AOKYMEHTW LWOAO OUiHKM  [isnbHOCTI  Ta
MaTepianbHOro  CTUMYNIOBaHHS  MpauiBHUKIB, L0
cTBoOplotoTECA B BaHky, abo rpynosi nonitukmn B BAT OTI
BAHK (YropwmHa), sk MNonitnka BuHaropogn OTP BANK
Plc. Ta BbaHkiBCbKOI rpynu, AOMOBHIOWTL YMOBWU L€l
Monitvkn. YMoBM onnatu npaui, ki BCTaAHOBMEHi Y
TPYAOBMX poroBopax (KoHTpakTax) Ta job-offers
npauiBHUKIB MaloTb Hamsuwun npioputeT. OKpemi ymoBu
OUiHKM Ta MaTepianbHOro CTUMYINIOBAHHS MpaLiBHUKIB
MOXyTb BCcTaHoBroBatucs BAT OTIM BAHK (YropwuHa)
3acobamu nowTn (B T.4. €ENeKTpoHHoi), abo B
pO3MopsiAYO-pPErynaTUBHMX JOKYMEHTax baHky.

MpoLecn nocTaHOBKM Uinen Ta niaBeAeHHs NigCyMKiB He
MalTb cynepeyntn Bumoram KoopauHauinHoi Ta
ynpaeriHCbKoi NoniTukm 6aHkiBcbkoi rpynu OTI.

5. OCcHOBHi BUAu MaTtepianibHOro CTUMynOBaHHA
nepcoHany baHky

Buan matepianbHOro CTuMyntoBaHHS NpaliBHUKIB!
- cucTeMaTUYHi (perynsipHi) npemii 3a

performance results for reporting period pesynbTatamu poboTM 3a 3BiTHUMA nepiog (3a
(monthly, quarterly, etc); Micsub, kBapTan i 1.4a.);
- annual performance  remuneration of - BWHaropoga npauiBHuKiB 3a nigcymMmkamm poboTu
employees; 3a piK;
- bonuses for completing the tasks of especial - MpeMii 3a BWKOHAHHS OCOONMBO BaXIIMBUX
importance. 3aBAaHb.
Crartyc gokymeHTa CornacoBaHo ABTOp JOKYMEHTY CHEMUS Galyna Leonidivna
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6. Main characteristics of the OTP BANK JSC
personnel performance evaluation system

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

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

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

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

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

6.4 Differentiation.

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

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

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

7. Main elements

These are the elements of personnel performance
evaluation system:

- 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;

fulfillment

- bonus setting based on the results of the goals
evaluation.

6. OCHOBHi XapaKTepUCTUKN CUCTEMMU OLLiHKMN
[iANbHOCTI nepcoHany baHky
cuctemu

OcHoBHUMN Xapakrepuctmkamm OLliHKK

nepcoHany baHky e:

6.1 €gHicTb KOPNOpPaTUBHUX Ta iHOUBIQyaNbHUX Linen.
KopnopaTtuBHi 3agadi kackagytoTbCsl Ha BCi piBHI BaHky.

lMocTaHoBKa Uinewm Ansi  HayanbHWKIB  ynpa.niHb/
OVPEKTOpiB AenapTaMeHTiB ronosHoro odguicy (MO) Ta
perioHanbHMX KepiBHWKIB NPOBOAMTLCSA BiAMOBIAHO [0
cTparterii po6oTn baHky Ta ronoBHuX npiopuTeTiB poboTy.
Ha ocHoBi BM3HaueHUX MpiopuTeTIB POPMYIOTLCA Lifi
Ons KepiBHWKIB  HACTynHWX pIiBHIB  Ta  NiHINHOro
nepcoHany.

6.2 Npo30opicTb, ACHICTb.
[ae yiTke yaBrneHHsA Npo KpUTepil oLiHKK Ta MexaHiamu Jii
cuctemum.

6.3 CnpaBeannmBicThb.
OUiHIOE BHECOK KOXHOro B [OOCATHEHHS 3aranbHUX
KoprnopaTuBHUX 3agau.

6.4 JudepeHLinoBaHiCTb.

BpaxoBye HasiBHICTb Pi3HMX rPyn 3 TOYKM 30pY BAMMBY Ha
KiHueBui pesynbTaT BisHecy Ta 3abesnevye BuHaropoay,
afeKBaTHy CTYMEHIO BMNAMBY Ha KiHLEBWI pesyrbTar.

6.5 MHy4KiCTb, CBOEYACHICTb.
BpaxoBye MoxnuBicTb Moandikauii napameTpis/ OLiHKM
3anexHo Bif 3MiHN YMOB.

6.6 CninbHa BigNOBIOANbHICTL KEPIBHUKIB Ta MiHIAHMX
npauisHuUkiB baHky.
Mepenbavae posnogin
KepiBHMKOM Ta  woro/ii
OOCATHYTUIA pe3ynbTar.

BiANOBIAANbHOCTI MidK
nignernMm 3a  KiHUEBUN

7. OCHOBHi eneMeHTHn
OCHOBHUMM €fleMeHTaMn CUCTEMM OLLiHKU nepcoHany e:

- iHTepB’to abo iHpopMyBaHHS LOAO NOCTAHOBKM
Linen Ha nepion ouiHKu;

- BCTaHOBMEHHA LUinen 3 po3BUTKY Ha nepiog
OLLiHKN;

- 3BOpPOTHIN 3B'A30k Big  GeanocepegHbOro
KepiBHMKa MPOTArOM pOKY Yy BIiANOBIAHOCTI A0
NepioaNYHOCTI OLiHIOBaHHSA NpaLiBHUKIB;

- iHTepB’l0 3 nigBedeHHa  nigcymkie  abo
iHPOpPMyBaHHA MPO BUKOHAHHS MOCTaBMEeHMX
3ajad Ta uinewn 3 po3suTKy;

- NpemiloBaHHA  3a  pesynbTaTamu
BUKOHAHHS Linen.

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

Concreteness. Tasks should be concrete and clearly
formulated.

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

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

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

Aimed at term of performance.
performance should be specified.

The terms of

8. Main approaches as for the employees’
performance evaluation

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

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

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

- OKR (Objectives and Key Results) system -
based on the goals established in accordance
with the Bank’s strategy (Objectives) and it's key
performance results (Key Results); OKR acts are
combining target for each group of Key Results.

2) The individual system - for the employees of
separate units according to Annex 3. The system is
based on the individual effectiveness’ evaluation
depending on the Bank’s line of activity and allows
effective managing, swift responding and facilitating
the performance efficiency growth.

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

Criteria and periodicity of personnel’ incentives
Frequency and amounts of the regular and annual

remuneration for the Bank’s employees are determined
according to a business line and position.

IHomBigyanbHi  3agavi, aki  6e3nocepeaHin  KepiBHUK
BCTAHOBMIOE CBOEMY NiAnernomy, NOBWUHHI BignosigaTtu
HaCTYNHUM OCHOBHWM XapaKTepuCcTUKaM:

KoHkpeTHicTb. 3agadi NOBMHHI BYTN KOHKPETHUMMU, YiTKO
ChOpMYNbOBAHUMM.

BumiptoBaHictb. 3agadi MawTb OyTM BUMIiptOBaHUMMU,
MOBUHHI OyTK BU3HayeHi Ta dopmanizoBaHi MPUHLMMK
OLliHKWN piBHSI BUKOHAHHSA 3agaui.

HocsykHicTe. 3agadi noBuHHI 6yt ambiuinHuMK, ane
OOCSXXKHMMM, BPaxoBYOUM pearibHy MOXIMBICTb, 3 BOKy
Ak baHky, Tak i npauiBHUKa, [AOCArHyTM GakaHun
pesynbTar.

PeneBaHTHiCTb. 3agadvi mMawTb Oyt peneBaHTHUMM,
TOGTO BpaxoByBaTh 30HY BiANOBIAANbHOCTI NpavuiBHMKA.
OpieHTOBaHi Ha TepMiH BUKOHaHHA. MatTb 0OyTK
BU3HaAYEHi TEPMiHM BUKOHAHHS 3aau.

8. OcHOBHI nigxoan wWoOAO0 OUWiHKM R[IANBLHOCTI
nepcoHany

Y baHKy 3acToCOBYOTbCS BMOW  OLIHKM

AisAnNbHOCTI NepcoHany:

HaCTYMHi

1)3a 3aranbHOGaHKIBCbKOW cucTtemot (Ha 6asi KPI/
OKRY):

- cuctema KPI (key performance indicators)
Ga3yeTbCsl Ha OCHOBi KIOYOBMX MOKa3HMKIB
edektnBHoCTi (KPI), BM3HAYEHUX B 3aNneXHOCTI
Big cTpaTerii po3BuUTKY baHky;

- cuctema OKR (Objectives and Key Results)
6a3yeTbCs Ha Linsix, BCTAHOBEHUX BiAMNOBIAHO 00
ctparterii baHky (Objectives), Ta ix kno4oBUX
nokasHukax ecdpektmsHocTi (Key Results); OKR
BMUCTYNaloTb 06’ €QHYIOUUM LNBEOBUM NMOKa3HUKOM
ans koxHoi rpynu Key Results.

2)3a iHgMBigyanbHOK CUCTEMOK — AONs MNpauiBHUKIB
okpeMux nigposginis 3rigHo LopaTtky 3. Cwucrema
Oa3yeTbCd Ha  OCHOBi  OUiHKM  iHOMBIQyanbHOI
€(eKTUBHOCTI B 3aneXHOCTi Bif HanpsMKy AisinbHOCTI
BaHky Ta go3Bonsie ecpekTMBHO KepyBaTU, onepaTnMBHO
pearyBaty Ta CNpuaTW NiOBULEHHIO pe3ynbTaTis
DiSNbHOCTI.

Bunnata npemii Ha 6a3i npoBedeHOl  OUiHKM
30iINCHIOETBCSA Ha MiacTaBi MOro)KeHb, AKi € MiacTaBolo
ANg NignMcaHHA Hakasy Ha BunnaTy npemii i MoxyTb ByTu
HagicnaHi Ha nanepoBunx HoCIfIX, 3acobamu
KOpropaTUBHOI NOLITK/ PO3MiLLiEeHi Ha KOpnopaTUBHOMY
noptani abo y BHYTPILWHBEOMY KOpPMOpaTUBHOMY
nporpamHoMy 3abe3nedeHHi 518 OUiHKN OisnbHOCTI.

Kputepii Ta nepiognYHicTb
CTUMYNIOBaHHA NepcoHany
MNepiognyHiCTb Ta poO3MIp perynspHoro Ta pPivHOro
MaTepianbHOro  CTUMYNIOBaHHS  MpauiBHUKIB  BaHky
BM3HAYaloTbCA B 3aNEXHOCTI Bi HANPAMKY AiSnbHOCTI Ta
3anmaHoi nocaau.

mMaTepianbHOro

Crartyc gokymeHTa CornacoBaHo

ABTOp JOKYMEHTY CHEMUS Galyna Leonidivna

[ata norogxeHHs gokymeHTa | 29.11.2021

8 cTop.




@ otp

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

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

The procedure of goals setting and performance
evaluation

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

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

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

When the position of employee changes, business
goals plan should be changed and approved within ten
working days from the moment of appointment to the
new position.

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

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

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

For bank-wide evaluation system is recommended to
set goals into the business goals form and take into
consideration the level of fulfilment of quantitative and

Onsa npauiBHUKIB, AKi NpeMitoTbLCH 3a
3aranbHobaHkiBcbKkoto cuctemoro KPI, nepioam ouiHku Ta
po3Mip npemii, WO 3anexuTb Bi4 BCTaAHOBMEHNX
KoediLieHTIB npemitoBaHHs, AKi BigobpaxatoTb
CMiBBiQHOLIEHHS 3MiHHOI | NOCTINHOT YaCTUHWN BUHAropoamu
(npewmii i nocagoBoro oknagy) 3acdikcoBaHi B Joaatky 1
00 AaHoi MNMonitukm).

Mopsgok BCTAaHOBNEHHA LUinen Ta niaBeAeHHA
niacyMKiB

Mpn npuiomi Ha poBOTy HOBMX  MpauiBHYKIB
Yy3roaxXyetbcs  lHOMBIAYanbHUW NfaH  NPOXOMKEHHS
BMNPOOYBanbHOroO TEpPMiHY [ HOBMX MpauiBHUKIB.
Micna  ycniWwHOro NpoOXomKeHHs  BMNPOOyBanbHOro
TEPMiHY  NpauiBHUKOM,  KEpiBHUKOM  MPOBOAMUTLCH
nocTaHoBKa Linen WisixoM iHTeps’to abo iH(opMyBaHHS
€IeKTPOHHOI KOPMOPAaTUBHO MOLUTOH.

IHOuBIAYyanbHi Uini pekoMeHOgoBaHO BCTaAHOBMOBATU Ta
y3rogKyBaTu OO noyaTKy 3BIiTHOrO nepiogy B
€NeKTPOHHOMY BUrMsAi 3acobamm enekTpOHHOI NOLLITHK.

3apadi, Aki BCTAHOBIIOE KepiBHWMK CBOEMY Mignernomy,
NoBMHHI OyTM 060OB’AI3kOBO A0BeAeHi A0 noro/ii Bigoma.
Axkwo Big npauiBHUMKA He HaaxoOouno 3BOPOTHLOrO
3B’A3Ky NpOTAroM 5-tm poboumnx OHIiB, BBaXaeTbCs, LLO
uini BCTaHoBIMeHi. Y BUMNagky HeOOCArHEeHHs 3roanm npu
nnaHyBaHHi 3agady Ha 3BiTHMI Nepiog abo npu NiaBeaeHHI
nigcyMKiB, 0O iHTEPB'H0 MOCTAHOBKWU Linew/ nigBeAeHHs
NiACYMKIB 3any4yaloTbCs KEpPiBHWK HACTYMHOrO PiBHA Ta
npeacrtaBHUK [lenapTameHTy ynpasriHHA MepcoHanoMm.
BoHN pobnsaTb BMCHOBKU OO0 MPUYUH HEOOCATHEHHS
3rogn Ta MPOMOHYIOTL LUNAXW iX BUPILEHHS. BucHoBok
KepiBHMKa HacTYNHOro piBHSA € KiHUEBMM Ta He nignsrae
nepernsay.

Mpu 3miHi nocagm npauiBHKKIB, O BXe NpauioloTb, MraH
GisHec-Uinen mae Oyt nepeyknageHun Ta y3rogKeHun
NPOTAroM AecaTn pobounx OHIB 3 MOMEHTY MPU3HAYEHHSA
Ha HOBY nmocagy.

[naHyBaHHS KepiBHMKOM LUinen npauiBHMKA MOBUHHO
OasyBaTuca Ha nocagoBux 0060B'A3Kax nianernoro,
nnaHax AianbHOCTI  Migpos3giny Ta 3agadax, LWo
BCTaHOBMEHI Nigpo3ainy.

MocTaHoBKY/ OUIHKY AiSNbHOCTI NpauiBHWKa NPOBOAUTL
BesnocepeHin KepiBHUK 3 0BOB’SA3KOBUM MOrOAXKEHHAM
KepiBHWKa HaCTYMHOro PiBHSA (piBHSA He Hxkye B-1).

Onsa npauiBHukiB FO 3 pobouymm Micuem B PerioHanbHin
Ouvpekuii HeobxigHo BpaxoByBaTu BMKOHaHHS
iHOMBIOyanbHUX 3aBAaHb LWOAO0 AiSNbHOCTI ANPeKLil.

Ons 3aranbHobaHKiBCbKOT cucTeMm OLliHKM
peKoOMeHAO0BaHO pikcyBaTh Uini y 6raHky GisHec-uinen,
O BpaxoBYe piBeHb BMKOHAHHS KiNbKICHMX Ta SKICHUX
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gualitative goals and Management Appraisal. KPI,
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

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

Quantitative KPI are set on the basis of the indicators
approved by the budget. The control over their setting
and performance calculation is imposed to the Financial
Controlling  Department, employees of Risk
Management etc.

Qualitative KPI can be set following two principles:

on the basis of performance of the functional
responsibilities, but not fully duplicating them;

- on the basis of the individually set tasks.

In general, the total recommended number of KPI that

can be included into the employees’ business goals is:

- for regional managers and heads of directorates in
HO — not more than 8;

- for the heads of directorates in Regional Network
and heads of units in HO — not more than 6;

- for linear employees — not more than 4.

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

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

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

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

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

3agad Ta Management Appraisal. Y bnanky 6i3Hec-uinen
BCTaHOBMIOOTLCA iHAMBIAYanbHi nokasHukm KPI, OKR, ix
LinboBi 3Ha4YeHHsA Ta nutoma Bara. Popmu GnaHkie 3a
3anuToM HaacunawTbes [denapTaMeHTOM ynpasriHHS

nepcoHanom abo  poO3MilLylOTbCA B CUCTEMI
KOprnopaTUBHOI €NEeKTPOHHOT OLLiHKN.
9. OCHOBHi NpPUHUMNN npeMitoBaHHA 3a

3aranbHobaHKiBcbkoto cuctemoro KPI
9.1 3aranbHi NnpyUHUUNN

OuiHka 3a cuctemoto KPI (key performance indicators,
KMIOYOBUX  MOKA3HWUKIB  e(EeKTUBHOCTI) nonsrae B
OLiHIOBaHHI  OisnbHOCTI  npauiBHMKa Ha  nigctasi
BUKOHAHHSA HUM KiflbKiCHUX Ta sikicHux KPI.

KinbkicHi KPl BcTaHOBNIOIOTLCA Ha MiAcTaBi MOKa3HUKIB,
3aTBepakeHnx 6romkeToM. KOHTporb 3a iX po3paxyHKOM
noknagaeTbcs Ha YnpasniHHA (PiHAHCOBOIrO KOHTPOSTIHTY,
npauiBHukiB HanpsiMky Risk Management Towyo.

AkicHi  KPI

npUHUMNamu:

- Ha OCHOBi BUKOHYBaHUX (pyHKLiOHaNbHUX 000B’A3KIB,
ane He gybnol4umM ix NOBHICTIO;

- Ha OCHOBI iHOMBIAyanbHO BCTAHOBMNEHUX 3a4ay.

MOXYTb BCTaQHOBIIOBATUCb 3a [AOBOMa

3aranom cymapHa pekoMeHaoBaHa KinbkicTb KPI, wo

MOXxe OyTu BKNOYEHa A0 Linen npauiBHMKIB CTAaHOBUTb:

- ANa  perioHanbHUX KepiBHUKIB Ta HadvarbHUKIB
ynpaBniHb (AupekTopie AenaptameHTiB) O — He
Oinblie 8-mu;

- [Ns HavanbHUKIB ynpasniHb perioHanbHOI Mepexi Ta
HavyanbHuKiB Bigainie MO — He GinbLue 6-Tu;

- [ns NiHINHXUX NpauiBHUKIB — He GinbLue 4-X.

KPI BcTaHOBMNIOOTLCA Ha nepiog ouiHoBaHHA. [pu ubomy
po3paxyHoK KifTbKICHUX KPI BinOyBaeTbCs
HakonuyyBanbHUM MiACYMKOM 3a BCi NMPOMiKHI nepiogu
OUIHKM JisANbHOCTI. AKICHI NOKa3HWKM pO3pPaxoBYHOTLCA
OKPEMO 3a KOXHWUIA NPOMDKHWUIA nepiog.

PekoMeHOOBaHO 3acTOCOBYBAaTW HACTYMHI acnekTy i
NPUHUMNM Npun poboTi cucteMn MoTMBaUi:

- $IK YyacTuMHa [BOPIBHEBOI CUCTEMMU Lifen O4HAKOBI
MOKa3HUKN CTpaTeriyHoro OMnoKy MOBUHHI ByTh
3acTocoBaHi [0 BCiX 3anyyeHux MpauiBHUKIB
nigTpuMyo4YmMx nigpo3ainis, onsa 6isHec-nigpo3ainie
MOXYTb OyTW BCTaHOBMEHi cTpareriyHi BisHec-
MOKa3HMKN Ansi KOXXHOIO HanpsiMKy.

- fAK 3aranbHe npaBuIio Bara OUIHKW KepiBHWKa B
iHouBigyansHomy 6roui Mae ctaHoBUTU 20%;

- MiHiManbHa Bara 0yab-sIKoro nokasHuka CTaHOBUTb
5%, MakcumanoHa Bara 30% (SKWO iHwWe He
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- in addition to the quantitative indicators at least
one target task shall be defined,;

- regarding to the cost indicators, in the case of
overspending, no  performance based
remuneration is settled. (the minimum level
102%);

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

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

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

Strategic goals — Bank’s indicators, operation profit,
business KPI, etc. Each of strategic goal has its
evaluation weight. The total weight of strategic goals is
100%. Strategic goals for employees, who receive an
annual bonus, should include RORAC.

The list of strategic indicatorsfor support units is
approved by official order signed by the CEO, for
business units the list of strategic indicators is
established by decision of responsible Member of the
Board and fixed in the bonus forms.

Individual goals — individual KPI/ 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 fulfiiment 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 fulfiliment is 0%

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

pekoMeHO0BaHO KOMMaHieto
(BaHkom));

- KpiM KinbKiCHUX MOKa3HWKIB Ma€e OyTn BCTaHOBNEHO
xo4a 6 oaHe UinboBe 3aBAaHHS;

- Onsa 3aTpaTHWUX MOKas3HWKIB B pasi NepeBULLEHHS
NMaHOBOro 3HAYeHHs BWMNMara 3a MOKA3HUK He
3iNcHIOETLCA (MiHIManbHWUi piseHb 102%);

- opHakoBi KPls wmawTe 6yTm 3 ogHakoBUM
3HAYEHHAM NnaHy | OfHAKOBUM  MiHIManbHUM
piBHEM ON1s1 BCiX PiBHIB NpaLiBHUKIB;

- 3Ha4eHHs KP| noBnMHHO ByTy BKasaHO 0 TPETLOro
nopsaky ApoboBOro 3HayeHHs (TUCAYHI).

MaTepuHCbKOLo

Mpyn pospaxyHky npemii 3a 3BITHUN
npauiBHukis BaHKy (OKpiM Mo3uuii  nig  rpynoBoro
MOniTUKOK BWHAropoAM) BIACOTOK BUKOHAHHS Linen
pPO3paxoBYETbCA K cepefgHe apumeTuyHe 3HayYeHHs
BiCOTKA BWKOHAHHA CTpaTeriyHMx Uuinen Ta BigcoTka
BMKOHaHHS iHAMBIAyanbHUX Uinen. Bara nokasHukis ons
nosuuim  nig  rpynoBo  MOSITUKOK — BMHAropoau
BCTaHoBreHa y [logatky 2.

nepiog Aans

CTtpareriyHi uini — ue 3aranbHOOAHKIBCbKI MOKa3HWUKW,
onepavuiiHmn npubyTtok, 6isHec-KPI Towo. KoxHa i3
cTpaTeriyHMX Linen mae CBOKW NMUTOMY Bary. 3aranbHa
Bara ctpareriyHumx uinen craHoButb 100%.

CrpaTeriyHi Uini Ans npauiBHUKIB, SKi OTPUMYIOTb PidHY
BMHaropopay, o6os’s3koBo BkntoyaoTb RORAC.

Mepenik cTpaTeriyHUX NOKa3HWKIB, ANS MNigTPUMYHOUUX
nigposginie 3aTBepOXYOTLCA cnyx6oBum
po3anopsamKkeHHsM 3a nignucom Monoswm MNpaeniHHA, a 4ns
Oi3Hec nigpo3ainiB BCTAHOBIIOETLCA 3@  PilUEHHSM
Kypytodoro YneHa [lpaBniHHA i iKCyeTbCA Yy 3BITHUX
BiIOMOCTSIX.

IHomBigyanbHi uwini — ue iHameigyanbHi KPIl/ OKR,
iHOMBIigyanbHi 3agadvi Towo. KoxHa 3 iHauBigyanbHUX

uinen mae cBow nuTOMy Bary. 3aranbHa Bara
iHaMBIgyanbHuX Uinen ctaHoButb 100%.
MiToMy Bary KOXHOFO  MOKa3HWKA  BCTAHOBMOE

Oe3nocepeHin KepiBHMK NMpauiBHUKA PiBHSA He Hk4e B-
2.

[ns 3apaxyBaHHs BkoHaHHS KPI bakTuyHe BMKOHaHHS
Mae OyTu BuLWE, HiXK MiHIManbHWIA piBeHb. 3a yMOBU
BMKOHAHHA BULLE MiHIManNbHOrO piBHS pPO3paxyHOK
BMKOHaHHA npsamMux KinbkicHux KPI npoBoguTbca sk
BiAHOWEHHSA (DaKTUYHOIO 3HAYEHHs OO MMaHOBOro no
KOXXHOMY MOKa3HUKY okpeMo abo HaBnaku Ans 3BOPOTHIX
NoKasHUKiB. FAKWO akTUYHE 3HAYEHHS OOPIBHIOE 4K
H/XYe HDK  MiHiManbHWA piBeHb BWKOHaHHA KPI
ctaHoBuUTb 0%.

MiHiManbHun piBeHb gns  KPI
noKasHuKa:

1) npsami nokasnnkn — 90% (gona KasHaderictBa/

MpwuBaTHWM GaHKiHT YHI™ (4ncTi HOBI rpoLwi) - 60%)

3anexuTb Big T ny

2) 3BOpOTHI noka3Hukn — 110%
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3) cost indicator — 102%
4) qualitive indicator/ management aprisal - 0%

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

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

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

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

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

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

3) nokasHuku 3aTpat — 102%
4) skicHi 3agavi/ ouiHka kepiBHMKa — 0%

Ona nosuuin nig rpynoBok MOMITUKOK BUHAropoau
MiHIManbHWUIA piBEHb KPI BCTaHOBITIOETLCA
MaTtepuHcbkuM BaHkoM, NS iHWKX No3uuii Moxe ByTu
BCTAHOBEHUN/3MiHEHM  [onoBolo  abo  YneHom
MpaBniHHS.

KoHTpornb piBHA AOTPUMaHHSA BCTaHOBIEHNX NapameTpiB
MaTtepuHcbknm ©OaHKOM AN MNo3uudin  nig rpynoBoOr
MOMNITUKOKD ~ BMHAropoaW,  KOHTPOSb  OOTPUMaHHS
BCTAHOBMEHUX NapaMeTpiB  AnA  iHWKMX  [03uuin
noknageHuin Ha npadisHukis enaptameHTy ynpasniHHA
rnepcoHanom.

MigcymkoBMir BigcoTok BuKoHaHHs KPl Bu3HavaeTbcs
LUMAXOM MEPEMHOXEHHS OTPUMAHOro BiACOTKa GOHyca
3a BukoHaHHA KPI Ha 1ioro nutomy Bary.

Jlorika po3paxyHKy LMX MOKa3HUKIB MOXe 3MiHIBaTUCh
abo [OO0MOBHIOBATUCH CIYXXOOBUM pPO3MOPSAIKEHHSAM 3a
nianucom Monosu NMpaBniHHSA.

MakcumansHuin po3amip BigcoTka pocarHeHHs KPI 3a
3BiTHWI nepiog (Micsub, KBapTar, TOLO) NPOTArOM POKY
cknagae 100%, okpiMm iHOMBIOAyanbHUX  CUCTEM
MOTMBALIiT.

MepeBukoHaHHa KPl moxnuBe nuwe Ans KinbKiCHMX
nokasHukiB  ans  OisHec-nigpo3ainie.  [Ons HUX
MakcumarnbHU po3Mip BigcoTka pocsarHeHHs KPl no
KOXXHOMY  KifTbKICHOMY  MOKa3HWMKY HE  MOBUHEH
nepesvwyBatn 120% (ons no3uudin nig rpynoBoo
noniTuKo BuMHaropoam - 100%).

Employee St&a;(e:alc ndividual block Moaim Crpag:::mm Imnaug;‘/;nunnn
For positions under Grou . it pyno
Rempuneratlon Policy ’ 100% e 5::1n0-;”w: ”:1{;;';‘1“80‘0 10 100%
U ITMKORS BIH, oA
Level B-1, B-2 (Support) 100% 100% Pwens B-1, B-2 (Support) 100% 100%
120% ] " . 120%
Level B-1, B-2 (Business- Retail " 20 ¥ for Pigess B-1 B-2 (Business- Retail - 20% ans
100% quantitative p iy 100% KINEKICHUX
Corporate, Collection) : Corporate, Collection)
indicators NOXEIHNKE
The maximum amount of MaxcumansHuil poavip
overfulfillment of cost indicators for 100% 100% NEPEENKOHEHHR NOKAIHNKIE BHTPAT 100% 100%
all employees ANR BCIX NPAYBHNKIE

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
CEQ’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

RORAC, DPD90+, a TakoX oKpeMi NOKa3HWKK, NOB’A3aHi
3 po3paxyHKOM SKOCTi Ta MOKPUTTA KpeauTHOro
noptdento abo BUKOpPUCTaHHsAM OromkeTy BuTpaT B
Pi3HMX HanpsiMKax, MawTb MaKCMManbHUA pPo3Mip
BMKOHaHHSA 100% y Byab-akomy 3BiTHOMY nepiogi. Mpu
po3paxyHky RORAC wmae 3actocoByBaTWCb MeTOf,
3a3HayeHMn B 6raHky uinew ans Fonoswm MNpaBniHHSA.

KoHTpornb 3a KopekTHiCcTio BcTaHoBrneHHA KPI Ta ouiHkor
BMKOHAHHA MOKNadeHun Ha npauiBHUKIB JenapTamMeHTy
ynpaBniHHA NepcoHanom.

9.2 OCHOBHIi NPUHLUNU CUCTEMU CTUMYJTIOBAHHA

Crartyc gokymeHTa CornacoBaHo

ABTOp JOKYMEHTY CHEMUS Galyna Leonidivna

[ata norogxeHHs gokymeHTa | 29.11.2021

12 cTop.




@ oip:

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

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
Cl/l, Market Share indicators,

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

- For leasing companies, the return on assets
(ROA).

indicators

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

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

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

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

OCHOBHUM MPUHLMNOM CUCTEMU BUMIPIOBAHHS Ta OLLiHKM
pe3ynbTaTUBHOCTI € 3B'I30K BWHArOpoAM Ha OCHOBI
pe3ynbTaTUBHOCTI - 3 MOnepeaHbo Ta NoJarnbLUo
OLIHKOIO PU3UKIB - 3i CTYNEHEM OOCATHEHHS CTpaTeriyHnx
uinen piBHs 6GaHkiBcbkoi rpynu / baHky / [oYipHBOI
KoMmnaHil B pamMkax ABOPIBHEBOI CUCTEMWN BUMIPIOBaHHS
€dEeKTUBHOCTI.

AKUEHTYIOUM yBary Ha iHCTUTYLIMHKX Linax, ABOpiBHEBA
cuctema crnpude 4YiTKoOMy BU3HAYEHHIO Ta MOHITOPUHTY
npioputetiB Ta 3abesnedye Kpawe BiACTEXEHHS
iHOuBiQyanbHUX pesynbTaTtiB QiANbHOCTI, TMM CaMuM
MoKpaLLyroyu FHYYKiCTb cuctemu OLLiHKM
pes3ynbTaTUBHOCTI.

KputepisMu ouiHK1 pe3ynbTaTUBHOCTI Ha iHCTUTYLINHOMY
PiBHI ANs pivYHMX Uinen € Taki:
- [Ans kpegutHux yctaHoB nokasHukn RORAC + Ha
piHi rpynn (ROE / COE 3 ypaxyBaHHSAM pU3KKY),
C/1, nokasHukM YacTkm puHKy (kpim OBRu),
- [Ina meHemxepiB iHBecTUUiNHNX oHaiB, RORAC
Ta C/l, NOKa3HMKM YaCTKN PUHKY,
- [Ona dakTopuHroBMx KOMMaHIN MOKa3HUKM,
BMMIPIOIOTb YCMiX iHKaco,
- [na nisMHroBmMx koMnaHi peHTabenbHiCTb akTUBIB
(ROA).

Lo

CTpykTypa noKasHUKIB iHAMBIAYanbHOI UiNbOBOI Yroau
BM3HAYaeTbCA - Ha OCHOBI  opraHisauinHux Ta
eKkcnnyaTtauiiHMx npasun AaHHOI KoMnaHii - cdepotro
[iSNbHOCTI  KOHTporiboBaHoi obnacTi. Mpyn noctaHoBUi
iHOMBIOAyanbHUX Uinen cnig Agoknagatu 3ycunb Wwob
BMKOPUCTOBYBATM MOKa3HWMKM, OO'€EKTMBHA BUMIPHICTb
AKUX NiATPUMYETLCA CUCTEMAMN KOMMAHii.

Y Koni rpyn KepiBHWKIB Ta NpavuiBHWKIB, AKi nignagatoTb Nig
Oil0  cMCTeMn BUMIPIOBaAHHA Ta OUHKM  AisiNIbHOCTI
OOYipHBOI  KOMMaHii, BUMOrM [0 edeKTUBHOCTI Ta
MOKa3HUKIB CUCTEMM CTUMYIHOBAHHS NOBUHHI ByTN 4iTKO
MnoB'sA3aHi MpPSIMO 4YKM OMocepenkoBaHO 3 AOCSATHEHHSIM
OYiKyBaHb, TaKOX BUWKMaAEHUX Yy LUiNaX KepiBHMKa, B
LUbOMY BUMAZKy KOMEHTapi OO0 OLiHKM BMKOHaBYOro
OVPEKTopa TakoX NMOBMHHI BigobpaXkaTUcsa B NoKasHMKax
HUXXYMX PiBHIB.

[HCTUTYLiAHI  MOKa3HMKM MOBWUHHI  ByTWM  PiBHOMIPHO
BKITIOMEHI Ha PpiBHi IHCTUTYLIW ANs BCIX KepiBHUKIB i
npauiBHUKIB, OXOMMEHNUX [OBOPIBHEBOK  CUCTEMOKD
CTUMYITHOBAHHSI.

Y BuMNagKy npauiBHUKIB, Ha SKMX MOLUMPIOETLCA
OBOpiBHEBA cUCTEMa BUMIPIOBAHHA pe3ynbTaTUBHOCTI,
pesynbTatM JianbHOCTI, WO pO3paxoBYKTbCA AN
BUNMNaTH BoHycy, BU3HaA4alTbCS cepenHim
appmMeTUYHNM JOCArHEeHHS IHCTUTYLINHNX Ta
iHOMBIOyanbHUX Uinen, 3a yMOBM, WO LWOOO AaHOro
MeHeKepa YM BUKOHaBUS, Bara MOKA3HWKIB Ha pPiBHi
IHCTUTYLIN 3MEHLLYETLCA NapanenbHO 3MEHLLEHHIO PiBHS
ynpasniHHA Ha KOXXHOMY 3aknagi.
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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%.

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) of the
various institutions.

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

[na nosuuin nig rpynoBoo MNOMITUKOK BUHAropoaum Ans
OYHKLI BHYTPILUHLOrO KOHTPOMIO (PU3UK, KOMMNMAEHC,
BHYTPILWHIA ayauT), Npyv  BU3HAYEHHi pesynbTarTis,
MoB’A3aHMX 3 MNpaBOM OTpMMaHHa OoHycy, Bara
IHCTUTYLIiNHOro OnoKy 3aBXau Hwk4ya, 3abeanedyiouu,
wob (Hwk4a) Bara 3acTocoByBarnachb AN nocag Ha OguH
piBEHb HWX4Ye B OpraHi3auifHin CTPYKTYpi B KOXHOMY
BMNAaKy.

9.3 logaTKoBi NnapameTpu AN NO3ULiN Nig rpynoBoto
noniTUKOK BUHaropoau

IHamBigyanbHi pe3ynbTatn QiNbHOCTI HE MOXYTb ByTu
«NIAHATUMUNY pesynbtaramu DisANbHOCTI rpynu
(opraHizauii), iHWWMMK crioBamK, SKWO pe3ynbTaTtu
LisANbHOCTI rpynu nepeBuULLYIOTb pesynbTaTu
iHOMBIOyanbHOI  OUiHKW, iHAMBiAyanbHa oOuiHKa Mae
nepeBary. Y UbOMYy BWMNAgKy  BuLLe3a3HAYeHe
3Ba)KyBaHHs1 HE 3aCTOCOBYETBCS, 3@ YMOBM, LLO CTOCOBHO
[aHoro KepiBHMKa Y1 BUKOHABLA Bara NOKa3HMKIB Ha PiBHI
IHCTUTYLIN 3MEHLLYETLCA napanenbHO 3HWKEHHIO PiBHS
yrnpaeriHHA  Ons KOXHOi  ycTtaHoBu. Llini  Ha
iHOuBiQyanbHOMY piBHI BKIHOYalOTh LiNbOBI 3aBAaHHA Ta
KomneTeHuii. 3aranbHa Bara UinboBUX 3aBOaHb - KpiMm
BULLMNX KEPIBHWUKIB KPeAUTHUX YCTaHOB - cTaHoBUTb 80%.
Onsa BUWKUX KepiBHMKIB GaHKIBCbKMX Tpyn KpeguTHUX
YCTaHOB Us BenuumHa ctaHosutb 90%.

Bara komneTeHLUil - KpiM BULLUX KEPIBHUKIB KPeaAUTHUX
ycTaHoB - cTaHoBuUTb 20%. [Ons BMWMUX KepiBHUKIB
OaHKIBCbKMX Tpyn KPeAWUTHUX YCTAHOB LS BenvMuuMHa
ctaHoBuTb 10%.

[OEHTUYHI MOKa3HWKM MOBWHHI OYTWM BKITOYEHI Ha BCiX
piBHAX NPaUiBHUKIB 3 O4HAKOBMM MOPOrOM BMKOHAHHS Ta
NMoporom Jomnycky.

Cepen uimem Ha iHOMBIQyanbHOMY PpiBHi  LinboBe
3HaAYEHHS KinbKiCHNX MOKa3HUKIB NOBUHHO
BigoGpaXxaTUCS 3 TOYHICTIO 40 TPbOX 3HAKIB NiCNS KOMU.

Cepep UiNbOBMX MOKA3HWKIB Ha iHAMBIQYaNbHOMY PiBHI
noBuHHa ByTK BKIHOYEHA po3cyanmea poboTa 3 Barow He
MeHLe 5% ans Bcix NpauiBHMKIB, LLIO NignagatoTb nig aito
rpynoBoi NoniTMKK BUHaropoaw. NokasHuk KopnopatveHa
couianbHa BignosiganeHicTb (KCB) noBuHeH 6yTu
BKIMIOYEHUA 3 Barow MpuHanMMHi 5% gna  Buwmx
kepiBHukiB (CEO) pisHux ycTaHoB.

KinbKiCHi NOKkasHUKM 3aBaHTaxylTbcsa y Success Factor
HR Bigaginom MatepuHcbkoro baHky A0 Tak 3BaHOI
6ibniotekn KPI, i 3aBgaHHaM upboro HR Bigainy € 36ip Ta
KOHconigauia NoKasHWKIB Bif BNACHUKIB JaHUX, 32 YMOBM,
LLO Ui BTACHWKM AaHNX TaKOX OaloTb pekomeHaauii woao
LiNbOBMX 3HaYeHb AN KOXXHOI opraHisauii. BnactmeocTi
KINIbKICHMX MOKAa3HUKIB (BM3HAYEHHSl, OOMHULUSA BUMIpY,
BMAacHWK [JaHuX, NnaHoBa Ta pakTMyHa BeNMYuHa)
BM3HaAYalOTbCsl BriacHMkamu aaHux. LlinboBi 3aBaaHHs
cnig knacudgikyBatu 3@ NOMYHMMKU  rpynamu,  ski
CTBOpPIOOTLCA [lenapTaMeHTOM ynpaBniHHA NepcoHanom
MaTepuHcbkoro baHky Ta [dupekuieto  ynpaBniHHA
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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 KPlI 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
indicator structures for the purpose of
acknowledgement.

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

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

BaHkiBCbKOM rpynoto. Knacudikauis noriyHMX NoKasHUKIB
Ha NOriYHi rpynu € BigNOBIgANbHICTIO BNACHUKIB AAHUX.
Oupekuis ynpaBriHHSA DaHKIBCbKOIO rpynoto
KOHCYNbTYeTbCA LWOAO0 3MICTy aaHux 6idniotekn KPI Ta
LiNbOBMX 3aBOaHb 3 KEPIBHMKAMW BWULLIOT  NaHKW,
poboTogaBLAMU Ta OpraHaMu ynpaeIiHHA BfacHuKa, a
TakoX NpodecCinHMMKN KOHTPONEpamu, Toai Ak ocTaTovHe
CXBamneHHsl BMMarae pilleHHa YNpaBriHCbKOro KOMITeTy
OTP BANK Plc..

Oupekuis ynpaBniHHA BaHKIBCbKOIO rpynoto
KOHCYNbTYETbCA WO0A0 3MICTy fgaHux 6ibniotekn KPI Ta
LinboBUX 3aBAaHb i3 KepiBHMKAMM BULLOT  NaHKK,
poboToaaBLAMM Ta opraHamMu ynpaeniHHs BACHUKOM, a
TakoX npodecinHUMM KOHTponepaMmn, a OCTaTOYHUN
3MicT nepepaetbed fo Bigainy HR  MartepuHcekoro
BaHky, He nisHiwe Hix 3a 15 gHiB go 3acigaHHa KepiBHoro

KOMiTETY, [e OOroBOPHTLCA MPUHUMNU  CUCTEMU
CTUMYTIOBAHHS.
CxBaneHHsa 6ibnioteku KPl Ta noriyHMx rpyn Ha

MOTOYHWUI PiK BXOAMTb A0 KomneTeHuii Harnsaosoi pagu
OTP BANK Plc.

LlinboBi 3Ha4YeHHS IHCTUTYLINHUX NOKa3HWKIB Ta KiNbKiCHI
MOKa3HWKM, 3a3Ha4yeHi B OKpeMux Linax, A0 sKux
BHOCATBCS 3MiHW MPOTSArOM POKY, MOXYTb OyTW BKIOYEHI
Ha  OCHOBI  pilleHHs  YNpPaBriHCbKOrO  KOMITETY
MaTtepuHcbkoro baHky BignoBigHO A0 pernameHToBaHUX
paMoK He ni3Hiwe 31 XXOBTHS. YnpasniHHA NepcoHanom
MaTepPUHCBLKOT KOMMaHii NMUCbMOBO nosigomMnsie
3auikaBfeHi godipHi KoMMaHii Npo Taki 3MiHK Ta X BB
Ha Uini, a TakoX Ha opraHisauiviHi, ynpaBniHCbKi Ta
noB'dA3aHi 3 nocagamm CTPYKTYPWU MOKa3HWUKIB 3 METOH
NigTBEPOKEHHS.

OcHoBM [ana npeacTaBrneHMX BuWe NpUHUMNIB Ta
HaNpsiMiB CTUMYINIOBAHHA 3aTBEPXKYOTbCA 3aranbHUMm
36opamn MaTepuHcbkoro baHky, npu UbOMY YKNageHHS
MMCbMOBMX LiNMbOBUX Yro Ha MOTOYHWUM PiK MOXINBO
nicns NPUAHATTS LUX OCHOB.

BuHaropoga 3a pesynbTatamm  JiSiNbHOCTI,  4Ka

NPUCYOXYETbCA Ha  OCHOBI  OUiHKM  pe3ynbTaTiB

DISNbHOCTI, paxyeTbCA Ha MPOMOPUINHIA  OCHOBI 3

ypaxyBaHHsIM KOHTPOJbHOrO nepioay:

- TpPyAQoBi BiAHOCKMHW, BCTAHOBIEHI MPOTSArOM POKY,

- 3aKiH4YEeHHS CTPOKOBOro TPyA0BOro 4OroBopy,

- 3BiflbHEHHA MpauiBHMKA Ha yMOBax TPYAOBOroO
3aKoHO4aBCTBA ,

- NPUMUHEHHSA TPYAOBMX BiAHOCUH Y 3B'A3KY 3 BUXOAOM
npauiBHMKA Ha NEHCItO,

- CMepTb npauiBHu1Ka,

- MPUMNMHEHHS BiZHOCUH poB0oTOAABLIEM 3 MPUYMHM, LLO
MOB’s13aHi 3 MOro OisiNbHICTIO,

- nepeBefeHHs Ha poboTy / 3 poboTu, BKIHOYEHOI B
CUCTEMY 3a0XOYEHHS], i3 3ayBaXKEHHSIM, LUO KOIU
nponopuiiHa cyma BWHaropoauM 3a pesynbTaTamu
OiSNbHOCTI MEeHWa 3a aBaHc(u) 3a BMHaropogy 3a
pesynbTatamn JisnbHOCTI, BUMNMIAYEeHUN MNPOTArOM
POKY, MpaLiBHMK MOBUHEH Byae NOBEPHYTU Pi3HMULIO.
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The Employee is not be entitled to performance-based
remuneration if they do not engage in any work activity
and, concurrently, fail to participate in the
accomplishment of objectives set due to their lack of
performance.

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

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

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.

MpauiBHWK He Mae NpaBa Ha BUHAropoay, 3acHOBaHy Ha
pesynbTaTtax poboTu, KO BiH HE 3aiMa€ETbCA KOAHOH
poboyoto fisanbHICTIO i, ogHoYacHo, He Gepe y4yacTi y
BMKOHAHHI MOCTaBMNEHWX Uinenh 4Yepe3 BiACYTHICTb
pesynbTarTiB.

3a BigcyTHOCTi  bakTMUHMX pesynbTatiB  poboTu
npauiBHWK He Ma€e npaBa Ha BMHAropogy Ha OCHOBI
pesynbTarTiB, HaBiTb AKLLO BiANOBIgHI UWini Ha piBHI rpynu
BMKOHYIOTbCH, 3@ paxyHOK JO4aTKOBMX 3yCUIb iX Korner Ta
HesanexHo Bif iX yyacTi.

Y pasi npunuHeHHss poboTn B OUiHIOBaHOMY poui
npauiBHMK Mae npaBO Ha BMHAropoay, 3aCHOBaHy Ha
pesynbTaTtax poboTu, nule 3a KaneHgapHe niBpivysi, B
OCTaHHI AeHb SIKOro iCHYIOTb TPYAOBI BIQHOCKHY, i SKLLO
Ha Uen OeHb MpauiBHUK He 3BiNbHSAETLCS Big poboTu.
Biactyn Big BuMLlE3a3HAYEHOrO0 MOXNUBUA BUKIMIOYHO
BianoBigHO A0 nonoxeHb [loniTUKKM BMHAropoaKEHHS
GaHKIBCbKOI rpynu.

MpaBo Ha BuHaropogy, 3aCHOBaHy Ha pesynbTaTax
DISNbHOCTI, NPUNUHAETLCA Yy BUMAAKY, SKWO TPYAOBI
BIOHOCVMHM MPUNMHAKTLCA Nig 4Yac BMNPoOyBarbHOMO
TepMiHy, abo 3a HeraviHuUM pieHHAM poboToaasus, abo
SAKWO Take MNPUMUHEHHA 3YMOBMEHE  MpUYUHaMK,
NnoB’si3aHMMM 3 NOBEAIHKOO NpaviBHUKA.

Y BMNagKy npauiBHUKIB, Ha SIKUX MOLUMPIOETLCA rpynoBa
noniTuka BUHAropoau, npaBo Ha Oyab-sIKy BiACTPOYEHY
yacTuHy(-M) BUNNaT, 3acHOBaHMX Ha pesynbTaTax
OisANbHOCTI, K Wwe He Oynu cnnayeHi, CKacoBYETbCH,
AKWO poboTa NPUNUHSETLCA OO0 AaTu MNpPU3HAYEeHHS
BiACTpPOYEHOro BHecKy. Biactyn Big Buwe3asHayeHoro
MO>XXJTMBUIA BUKJTHOYHO BiAMOBIAHO O NOMOXeHb [oniTukn
BUHaropoayn 6aHKIiBCbKOT rpynu.

Akwo TpyaoBi BiGHOCUHM MPUMNMHAIOTLCH B iHTEepecax Ta
3a iHiyiaTMBO poboToaaBLsa Yepes3 TPYAOBi BiAHOCUHW,
Wwo mawTb OyTW BCTAHOBMEHI 3 (HLIOK KOMMaHieto-
yneHoMm BaHKiBCbKOT rpynu, i, KpiM TOro, SIKWO TPYAOBi
BiHOCMHM MPUNUHAKOTLCSA Yepes Te, Lo NpaLiBHUK CTaB
neHcioHepom abo SKWO TpyaoBi BIOHOCMHM MPUMMUHEHI
BHacnigok CMepTi MpauiBHMKa, MPaBO Ha BUHaropoay,
3aCHOBaHy Ha pesynbTatax QgianbHOCTI, BKIHYAK4M
npaBo Ha BIiOCTpPO4YKy, 30epiraeTbcs, a ouiHKa
pesynbTatiB poboTm Ta po3paxyHKM BigbyBalTbCSs
BiANOBIOHO 4O 3aranbHUX Npasui.

AKwo cTapwmii KepiBHUK abo npauiBHUK:
- 6paB yuyactb Yy Oyab-skii npakTudi, Ska
CrpUYMHUNA 3Ha4Hi 36uTkK, Ta / abo
- He Bignosigae kputepiam npuagaTHocTi  abo

BiANOBIAHOCTI,
Harnsgoosa paga OTP BANK Plc. ynoBHOBaxeHa
npumumaTti pilLeHHS woao BiJLUKOAYBaHHS

3aboproBaHOCTi 3a BuWHaropody, LWO po3paxoBaHa/
BMMIIa4YeHa 3auikaBreHin ocobi 3a nepiof, B skoMy Oynu
0o0cTaBMHY, WO AaoTh NigCTaBu A5 BigLWKOAYBaAHHS.
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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.

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

OuiHKa po3cyanmBoi poboTu

MpUAHATHICTL  BIACTPOYEHUX NNaTexiB Ha  PiBHI
GaHKIBCbKOT TpynyM BU3HAYAETLCH 3anexHoO Bif CTaHy
Kanitany Ta odikyBaHux cpiHaHcoBux pesynbTaTtis OTP
BANK Plc. ta baHkiscbky rpyny - Harnsgosow pagoto
OTP BANK Plc., sika Takox MOXe MPUIAHATY pilleHHS NPo
3MEHLUEHHs1 abo BiOCTPOYKY BMHAropogu Ha OCHOBI
pesynbTaTiB gisinbHOCTI.

KpuTepii po3cyanuBoi  OisiMbHOCTI  AOYipHIX KOMMaHin
BaHky Ta BaHkiBCbKOI rpynu:

- Yy BUNAAKY 3 KPeAUTHUMMU YCTaHOBaMu, BUKOHAHHS
BAMOMM  LLIOAO  AOCTaTHOCTI  perynsaTUBHOro
KanitTany, He BpaxoBYyHO4M 3aryyeHHda Kanitany,
34iNcHeHe AN OONOBHEHHS KaniTany B poku nicns
POKYy, Lo crnyrye ocHoBot ans cnnat (T +1, T + 2,
T + 3, Ta iH.), @ TAKOX HAKOMNYEHi BUTPATUN Ha PU3MK
LLIOAO LiNbOBOro MOKa3HWKa B POKM MiCNsA POKY, LLO
CMNYXWUTb OCHOBOIO NS NfaTexy,

- Yy BUMNAAKy KOMMaHiA 3 YyMpaBfiHHA akTuBamu -
YHUKHEHHSA  3HAQYHOrO  3MEHLUEHHS  KepOBaHWX
aKTuBIB,;

- y Bunagky diHaHCOBMX MNIiANPUEMCTB, $Ki He
KnacugikyloTbCa K KOMMaHii 3 ynpaBniHHA
aKTnBamu: Ansa aKkTOPUHIOBUX KOMMAHIW
NOCTiMHE 3pOCTaHHS HAKOMUYEHOro CTAMHEHHS

noptgens nebitopcbkoi 3aboproBaHoOCTI,
nepegaHoro (pakTOpUHIroOBIN KOMMaHii; y BUNagky
Ni3VHroBMX KOMMaHin, cTaBKa 3 cTagii

3aCTOCOBYETbCA O BCbOIo I'IOpT(*)eﬂFl.

lMonepenHs oOuUiHKa puU3MKy NMOBUHHA OyTWM NpoBefeHa B
TOMy poui, B gakoMy Mae OyTu 3gilicHeHa BunnaTa,
npoTaromM 45 fHiB nicns YeproBumx 3aranbHMX 36opis, LWO
3aKkpuBaloTb pobounii pik, WO nepeaye poky, B SKOMY Ma€e
BinOyTMca Bunnarta. Ha nigcrasi piweHHa Harnsgosoi
pagn OTP BANK Plc. B ToMy poui, B SKOMY HanexwuTb
BMMMarta, po3Mip BiAMOBIAHOrO BIACTPOYEHOrO BHECKY
MOXe BYTW 3MEeHLUEHWU, NOTEHLIMHO 00 HynS.

MpoTaroMm ycbOro HenorawleHoro nepiogy BiACTPOYKU
MOBUHHI OyTW OUiHeHi Hacnigkv, Wo Bigdynucsa Tum
Yacowm, NoB’A3aHi 3 JiAnbHICTI0O 0co0OM B paMKkax rpynoBoi
NOSITUKA BUHAropoA, a TakoX AOUiNbHICTb BiACTPOYEHOT
BUMNNATU BUHAropoan Ha OCHOBI pe3ynbTaTiB LiANbHOCTI.
Llooo podvipHix komnaHrin 6aHKiBCbKOI rpynu, npaBo
KepiBHWKIB Ta MeHeaxepis BU3HaYEHNX Ha
KOHCOMiAOBaHOMY piBHi Ha BIiACTPOYEHi 4aCTUHK
BMHAropogun Ha OCHOBI pe3ynbTaTiB AifnbHOCTI, a Takox
po3Mip  Takoi  BMHaropogu  (BKMOYaluYM  HOpMY
MOTEHLINHOro 3HWXKEHHS) BU3Ha4vae ["0noBa-BMKOHaBYMN
aunpektop OTP BANK Plc.

OuiHKa iHaMBigyanbHUX PU3KKIB

CTOCOBHO KepiBHUKIB, SIKi MignagaroTe Mig it rpynoBoi
NoniTUKN BUHAropoam, NpaBo Ha BiACTPOYeHi BUNnaTun Ha
iHOMBIgyanbHOMY pPiBHI BM3HAYa€ETbCA HA OCHOBI OLIiHKK
iHOMBIOyanNbHUX PU3KKIB, MOB'AA3AHUX 3  OiANIbHICTIO
3auikaBneHux ocib, Sk Le OoKNaaHO BUKMNaOeHO HIKYE:
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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,
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 -
with the exception of OBS and OBRu - 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,

- BWKOHAHHA 3000B’A3aHb, LWO BUNNMBAKOTbL i3
TPyAoOBMX BiAHOCWUH, OOTPUMAaHHS 3aKOHOOaBCTBa,

O 3acToCOBYETbCA A0 pPOBOTM, HOPMAaTUBHUX
OOKYMEHTIB, BUKOHaBYMX Ta  YNpaBniHCbKUX
IHCTPYKUin  Ta  npodecinHuX  BUMOT, wo

3aCTOCOBYOTLCS 4O Nocaau,

- BIigNOBIOHICTb OYiKyBaHHAM poboTogaBus LWoao
yrnpaBrniHCbKOI NOBeAiHKM NpaLiBH1Ka

- ornsaa poboTn 3auikaBneHux ocib Ta
yHKLiOHanbHMX obnacten (BUSBNEHHS CEPUO3HUX
NMOMWMOK, 3FOBXMBaHb, HEMNPaBOMIPHUX Ll 4K
HeJonikiB, pe3ynbTaTiB  MOTEHLUIMHUX  LiNbOBUX
nepeBipok, 3aMOBNEHUX YnpaBniHCbKUM
KOMITETOM).

OuiHKka pu3ukiB, MOB’sI3aHUX 3 AIANbHICTIO BiAMOBIAHMX
KepiBHMKIB OaHKIBCbKOi rpynM Ta MeHeaxepiB, Ta
pekoMeHaalis, WO r'PYHTYETbCA Ha HWUX, MOBUHHI
BUKOHYBaTUCA MpoTdArom nepiogie T+1-T+3 (nepioais
T+1-T+4 gna ronoBu i ANA KepiBHUKIB nigpo3ainis, a
TakoxX anga nepiogis T+1-T+5 gna OBH ta OBR) ans
no3uuin:

- [enapTtamMeHT BHYTpILLIHBOro ayauTy,
Migpo3ain koMmnnaeHcey,
HenaptameHT iHdopmaLinHOi Ta GaHKIBCbKOT
Oe3neku,
KOpuanyHun genapTameHT.

Ha ocHoBi noauuii KepiBHOro opraHy BnacHuka Ta
KopecrnoHaytumnx nigposginis, [Oupekuis ynpaBniHHS
nepcoHanom MaTepuHcbkoro BaHky cknagae
npono3uuito ana [onoBu-eHepanbHOro  gupekTopa
BaHkiBCbKOI rpynn, SKMA NOTIM MNpUAME pilleHHs LWwoao
BUMMATM KOLUTIB, 3aNeXHO Big OOCTaBUH, 3MEHLLYOUM
BiQCTPOYEHi nnatexi Aana ocib, BM3HA4YeHMX Ha
KOHCOrMiAOBaHOMY PiBHi.

LLlopo kepiBHUKIB BaHKiB Ta KepiBHUKIB BaHKIBCLKMX rpyn,
BigNOBIAHO [0 rpadika BiACTPOYKK, 3aLikaBreHi ocobu
NMCbMOBO MOBIAOMINSATLCS MPO NPaBO Ha Pi3Hi BUMNIaTu
Ta IX po3Mip 3rigHO 3 piweHHsaM [JenaptameHToMm
YnpaeniHHA nepcoHanom npoTtarom 30 AHiB nicns
wopivHmx 3aranbHux 36opie OTP BANK Plc., ane He
nisHiwe 30 yepBHs.

OuiHKa NokasHuKiB

oo uinen Ha iHCTUTYLINHOMY piBHI, 3anpoBaKyeTbCs
Tak 3BaHuU nokasHuk RORAC + Ha pisHi rpynu (ROE /
COE 3 ypaxyBaHHAM pU3UKY), KA OOMNOBHIOETHCA — 3a
BuHATKOM OBS i OBRU - noka3HMkaMu pUHKOBOI YaCTKM,
a Takox C/I.

LLopoky Harnggosa paga OTP BANK Plc. cxBantoe
— KOHKPETHi MOKa3HMKM BULLMX KEPIBHUKIB AOYipHIX

KOMMaHin, BU3HA4YEHNX Ha KOHCOSiAOBAHOMY pPiBHI,
Ta XapakTEPUCTUKM LMX NMOKA3HWKIB,
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— 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 wunit of
measurement and data owner.

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

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

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

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

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

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

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

- Tak 3BaHy "6ibnioteky KPI", cknageHy Oupekuieto
ynpaBniHHA ©6aHKIBCbKOK Tpynow 3 ypaxyBaHHAM
pekoMeHpauii BnacHuka pAdaHux, us 6GidnioTeka
MICTUTb Pi3Hi AOCTYMNHI MOKa3HUKM AONS KOXHOro
cyb'ekta / ycTaHOBW, iX BW3HAYEHHsl, @ TaKOX
OLMVHULIIO BUMIpY Ta BIIACHUKIB JAHUX.

Y pamkax UuifiboBUX MNOKa3HWKIB Ha iHAMBIOyanbHOMY
piBHI, Yy pasi AKiCHMX UiNboBUX 3aBAaHb, OMiKyBaHHS
NOBUHHI  OyTM BM3HA4YeHi B MUCbMOBIA  HOPMI.

AHanoriyHMM YMHOM OLjiHKa TakoX MNPOBOAUTBLCS B

NMUCbMOBIA (POpPMi  Ha JOriYHIN OCHOBI. BuWKOHaHHSA

LiNboBOro 3aBAaHHA Moxe ouiHoBaTtuca Bio 0% o

100%.

B Mexax LinboBMX NOKa3HUKIB Ha iHAMBIAYyanNbHOMY PiBHI

KiNbKICHI LinbOBi NOKa3HUKN OLHIOITLCS 3 YpaxXyBaHHAM

HaCTYMHOrO:

—[aHnn NoKasHWK OUIHIETBCA 3a ABOMa MOPOroBMMMU
3Ha4YeHHAMM (NOpIr BUKOHAHHSA (MiHIManbHWUIA PiBEHb),
nopir 4ONycky).

—BuKkoHaHHs 3agaHOro  MoKasHWKa
BUKOHaAHHSA aopiBHOe 0% BMKOHaHHS.

—BUWKOHAHHS MiXX MNOPOroM BWKOHaHHS Ta MOPOroM
[ONycKy siBNsie cO00K (haKTUYHY OLIHKY NOKasHMKa.

—Y pasi BUKOHaHHA, piBHOro abo 6inblwe nopory
OOnycKy, MeHemxep abo KepiBHWK, SKMN peanisye
npaea poboTodaBus, Mae NpaBo MPUAHATA PiLLEHHS
NpoO 3HAYEHHs BWKOHAHHA MOKa3HWKa MK MOpOromM
ponycky Ta 100%, 3 ypaxyBaHHAM [OKnageHux
dakTU4HUX 3ycurnb (abo ix BiACYTHICTb), CNpsIMOBaHMX
Ha [OOCArHEeHHs1 AaHoi  KiMbKICHOI  uini, LWo
po3rnsigaeTbCcs.

—Y pasi BUKOHaHHS, LLIO A0PIBHIOE ab0 nepeBuLLyE Mopir
OOMYCKy, OLHIOYNA MeHeaxXep 0BrpyHTOBYE pilleHHS
Npo BIOXUNEHHSI B KOXXHOMY KOHKPETHOMY BMMNAAKY, SK
OOr'pyHTYBaHHA, Yy BUMNagKy AOYipHbOI  KOMMaHii
iHO3eMHOT 6aHKIBCbKOI rpynu, Take pilleHHS TakoX Mae
ByTn cxBaneHe rorioBOK KEPIBHOro opraHy KomnaHii,
LLIO HAaNMae AaHoro npaLiBHUKa, NiCNga Toro, sk rorioBa-
reHepanbHU OUPEKTOP MPUNHSB pPilleHHSI CTOCOBHO
BCIX pilleHb WOOO0 BigXuneHb ANs KepiBHMKIB Ta
BukoHaBLiiB OTP Ta godvipHix KoMnaHin, BU3HA4YeHUX
Ha KOHCONIZOBaHOMY PiBHiI.

—[ns npauiBHKKIB, BU3HAYEHUX Ha KOHCOMiZAOBaHOMY
PiBHi, BiOXWNEHHS OUiHKM nogatTbes  [onosi-
"eHepanbHOMY AMpeKTopy KepiBHMKOM [enapTameHTy
YnpaBniHHA NepcoHaroM Ha OCHOBi nonepeaHbol
nepesipkM BigNOBIOHOCTI OUiHOK. [ns npauiBHUKIB,
ineHTndikoBaHNMX  Ha  cybOKoHcomigoBaHoMy — Ta
MiCLEBOMY piBHAX, OUIHKA NepeBipsie KepiBHUK
dyHKLiOHanbHOT obnacTi faHoi [OoYipHBbOI KOMMaHii,
LLIO BUKOHYE (PYHKLUIT ynpaBniHHA nepcoHarnoMm, i Ko
BOHM BBaXalwTbCA TakMMW, WO He BigNoBigalTb
BMMOram, NMOYNHAKTLCS KOHCYNbTaUii 3 MEHEeIKEPOM,
LLIO NPOBIB OL,iHKY.

HWX4Ye mopory

[nsa KiNbKiCHUX NOKa3HWKIB MeXi AianasoHy OLIHKM Taki:
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- inrespect of the indicators applied, the fulfilment
threshold (minimum level) is 90% and the
tolerance threshold is 95% in each case,

- for the Private Bank and NNM (Net New Money)
indicators, and the Treasury result, the minimum
level 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.

General rules for correction requests

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

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

a/ Legislative amendment concerning
negatively affecting business expectations,

b/ Extraordinary geopolitical circumstances,

¢/ Natural disaster,

d/ Effect of uncontrollable exchange
fluctuations,

e/ Extraordinary and compulsorily parent bank
decision unexpected during the planning
process, which negatively affects the plan
fulfillment,

f/  Technical correction.

rate

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

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

- WOoJ0 3acToCOoBYBaHMX (NPsIMMX) MOKa3HWKIB Nopir
BMKOHaHHSA (MiHiManbHWi piBeHb) ctaHoBUTL 90%,
a nopir gonycky - 95% y KoXXHomy BUnNagky,

- Ansi nokasHwukis MNpueatHoro 6aHky i YHI (4mncTi HoBi

rpowi), i gna pesynbTaty KasHadercTtBa
MiHiManeHW piBeHb cTaHoBUTb 60%, a nopir
gonycky - 95%

- Ona obepHeHo NPOMNOPLINHNX  MOKa3HWUKIB

MiHiManbHW piBeHb cTaHoBuUTb 110%, a nopir
ponycky - 105%,

- [Ans nokasHwkiB BUTPaT MiHIManbHUN piBeHb
ctaHoBuUTb 102%, a nopir gonycky - 102%.
- Ouinka KepiBHMKa/  OUiHKA  KOMMNETEHTHOCTI

NpoBOAMTbLCA 3a LWKanoto Big 1 oo 6, oe 4 o3Havae
100% BWKOHaAHHS.

3aranbHi npaBuna ans 3anuTiB Ha KOPUryBaHHA

3anuT Ha KOpUryBaHHS NOKa3HWUKIB OLHKN €EKTUBHOCTI
Moxe OyTn nogaHui y 3B'si3Ky 3 HenepeabavyBaHUMM Ta
06'ekTMBHUMKU 0BCTaBNHaMM.

O6cTtaBMHamMu, ki MOXyTb BUKIMKATKM noTpedy vy
KOpUryBaHHi, MOXyTb OyTuW, 30Kpema, ane He BUKITHOYHO,
HaCTYMHi:

a/ 3akoHogaBya MonpaBka, WO CTOCYETbCS
HeraTMBHOrO BMNIIMBY Ha OYikyBaHHS GisHecy,

6/ Hapg3suyaiHi reononitu4yHi obctaBmHu,

B/ CTuxiiHe nuxo,

r/ BnnuB HEKOHTPONbOBAHWX KOJNMBaHb Kypcy
0o0MmiHy BantoT,

n/ HapsenyanHe | 06OB'sI3KOBE  pPILLIEHHS
MaTtepuHCcbKoro BaHky, o BUHUKIIO
HecnogieaHo B MNPOLUECi MNnaHyBaHHSA, Ta sike
HeraTMBHO NO3HAYAETHLCA HA BUKOHAHHI NnaHy,
e/ TexHidHe KopuryBaHHs.

Y pamkax LWOpPiYHOI  OUiHKM  edEeKTUBHOCTI  Ha
iHauBigyansHoMYy piBHi kepiBHWKK Bigainy CTtpateriyHoro
Possutky Ta ®iHaHciB, [Oupektopaty 3 YnpasniHHA
BaHkiBcbkoto Mpynoto (gani — AYBIN) Ta OenaptameHToM
YnpaBniHHSA nepcoHanom (gani — pyna 3 KopuryBaHHs)
nicna  KOHCynbTauil 3 KepiBHUMKOM nigpos3giny, wo
30iMCHI0E  NpohecinHnin  Harns4, MOXYTb  Hagatu
pekomMeHaauii oo KOpUryBaHHs MOKa3HWKIB
eeKTMBHOCTI. KopuryBaHHA MOXe 3acToCOBYyBaTUCA
TiNbKW OO0 MOKa3HUKIB, OLiHEHA eEKTUBHICTb SKMX, 6e3
KOpUryBaHHs, He gocsrae nopory gonycky. OcrtatoyHe
piweHHs Kowmicii npuiMaeTbCa Ha OCHOBI  Mo3uuii
"eHepanbHOro AMpeKkTopa CTOCOBHO LibOro.

Akwo ouiHeHa eheKTMBHICTb 3MIHIOETLCS Mif Yac OLHKK
3anuTy Ha KOPUryBaHHS, HiSiKMX noJanblumX BiOXWMEHb,
NOB'A3aHNX 3 JOCATHEHHAM KpUTEPito edPeKTUBHOCTI, He
noBuHHO OyTn. Y UbOMY BMNagKy BigKOpWUroBaHe
3HaYeHHs  e(EeKTUBHOCTI Ta  3aranbHOMNPUNHATUIA
NMOKa3HUK edeKTUBHOCTI 36iratoTbcsi. Takmm YMHOM, B
LbOMY BUNAgKy MeHemKep, SKAA peanidye npasa
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The correction may be initiated by the concerned
manager, or in case of Bank Group subsidiaries by the
manager excercising the employer’s rights, in case of
domestic subsidiary by the employer after obtaining the
support of the head of the division providing
professional management, with a detailed request
including justification forwarded to the manager
exercising the employer’s rights.

The correction request shall be submitted till 10 March
following the target year.

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

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

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

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

Rules on the settlement of performance-based
remuneration

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

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

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

poboToaasLs,
BiAXUNEHHS.

He MOXe 3acTtocoByBaTu noganbLie

KopuryBaHHsa Moxe OyTu iHiliioBaHO BigNOBigHUM
MeHemkepom abo, y BMNagKy [OYipHIX KOMMaHin
BaHkiBCcbKOT ['pynu, MeHekepom, Lo peanisye iHTepecu
poboToaaBus, y BMNagKy 3 BHYTPIWHLOK [A0YipHBO
KOMMaHieto, poboToaaBLeM Micrs OTPUMaHHA NigTPUMKU
KepiBHMKa Migpo3ainy, wo 3abesnevye npodeciiHe
yrnpaBniHHA, 3 [JOKMagHUM  3anuTOM,  BKITHOYAHO4M
OBrpyHTYBaHHS, CNpsiMOBaHe KepiBHUKY, SKUA peanisye
npaea poboToaaBsLs.

3anMT Ha KopuryBaHHA Hapaetbca Ao 10 GepesHsa
HaCTYMNHOrO LiifTbOBOro POKY.

KaHgupat Hapjae NosicCHeHHS A0 NO4AaHOro HAM 3anuTy Ha
KOpUryBaHHa B MUCbMOBOMY BuUrnsgi  (3acobamwu
BHYTPILIHLOI €NeKTPOHHOI nowTh). Y MOSACHEHHI YiTKO
BKA3y€ETbCS NMPUYMHA NOAAHHSA 3anuUTy Ha KOPUryBaHHSA i
KNHOYOBI MNOKA3HUKM e(EKTUBHOCTI, Ha SKi BRSIMHYMO
KopuryBaHHs. [iNCHICTb Ta OBGI'PYHTOBAHICTb NMOSICHEHHS
00 3anuTy Ha KOPUryBaHHSI MOBWUHHI OyTn OOr'pyHTOBaHI
aBTOPOM 3annTy, B pamKax $KOro MOXyTb OyTu
PO3rnsHYyTi TiNbKW Ti  NPOMO3wUii, WO NigKpinneHi
undpamn Ta BiANOBIZATb 3MICTY MNaHiB i dhakTam,
BPaxoBYOTb HEMPSAMI HacnigKku 3anuTy Ha KOPUryBaHHS i
BPaxoByOTb BCi PaKTopW, O BMMMBAKOTL HA BUKOHAHHS
nnaHis.

3anutn Ha KopuryBaHHsi ouiHolTbca Kowmicieto 3
KOpUryBaHHA micnsa npoBefeHHs 3aranbHux 36opis, Ha
SKMX 3aKpMBAETbCA LaHWA (piHAHCOBMIA piK, B pamKax
OUiHKM edeKTMBHOCTI. OUiHKa He NPOBOAMTBLCS MPOTArOM
POKYy.

Mpn BuNNaTi aBaHCOBOI BWHAropoAM 3a BWKOHAHHS
po60TK, KOPUryBaHHS MOXYTb He BpaTucsa go yearu.

Lo cTocyetbea  kpuTepiiB  pauioHanbHOi  poboTu
yCTaHOBM, TO KOpuryBaHHs OyayTe posrnsgaTtucs
BiANOBIOHO OO BuULLEe3a3Ha4YeHoi npoueaypw.

lpaeuna w000 po3paxyHKy euHa2opodu 3a
pe3ynbmamamu distnbHocmi

IHouBIAyanbHa ePeKTUBHICTb OLIHIOETLCA ABidi HA piK Ha
OCHOBI MiBPIYHOro (pnew-3BiTy Ta pPiYHOro 3BITYy Ha
3aranbHux 36opax OTP BANK Plc., wo 3akpusaloTb
OaHun pobounn pik.

Y BMNagky MeHeaxXepiB Ta KepiBHUKIB, siki nignagatoTb nig
Aito rpynoBoi NoMiTUKN BUHAropoam 6aHKiBCbKOI rpynn, He
Moxe OyTu 3AiicHeHO nepefgonnarty Ha 6asi nispivyHol
OLLiHKN.

Y BunNagky MeHeaXepiB Ta KEepiBHUKIB BHYTPILLHIX
OOYIpHIX KOMMNaHi, sk nepebyBalTb nig nNpSAMUM
KOHTpOSieM i He nignagatoTb nig gito MNMonituku BUHaropog,
BaHkiBCbKOT rpynu, 3aCTOCOBYETLCA (hikcoBaHa Ta 3MiHHa
BMHaropoga (sk npasuro, 60% dikcoBaHa YacTuHa Ta
40% 3miHHa YacTuHa BUHAropoam).
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In the case of managers and executives of domestic
subsidiaries under direct control and not subject to the
Banking Group Remuneration Policy, advance payment
may be made in relation to the semi-annual
assessment. If total performance exceeds 50%, the rate
of the advance is 50%.

HR IT solution, the SuccessFactors 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

Y Bunagky MeHeoXepiB Ta KEepiBHUKIB BHYTPILLHIX
OOYIpHiIX KOMMaHih, ki nepebyBaloTb nig NPsSMUM
KOHTponeMm i He nignagawTb Mig rpynosy NONITUKY
BMHaropog baHkiBcbKkoi rpynu, moxe OyTu 3gificHeHa
nepegonnara 3rigHo MiBpPiYHOI OUiHKM. AKLIO 3aranbHa
edekTnBHiCTb nepeBuLLye 50%, Oona aBaHCy CTAaHOBUTb
50%.

IT-piweHHa HR, moaynb SuccessFactors TM
Llini Ta 3aBoaHHs, WO IKCYHOTbLCA Ta OLHIOTLCA B
moayni SuccessFactors TM (gani: SF).
LUlo cTocyeTbcsi OoYipHiX KomnaHin B pamkax OTP
BANKing Group, T0 B cuctemi SF BigbyBaeTbcsa npouec
ynpaBniHHA edeKTMBHICTIO poboTM npauiBHUKIB Y
HacTynHux cdepax:
— npauiBHMKIB, Ha SKAX MOLMPHETLCA MNOMITUKA
BMHaropoau, BU3HayeHi Ha KOHCONILOBaHOMY PiBHi,
— Ans iHO3eMHMX [OYipHIX KOMNaHih, KepiBHMKIB
obnacTten MigTPUMKW, WO BMMarawTb CXBaNE€HHS
MaTEepPUHCBLKOro BaHkKy,
— KepiBHUMKIM OoYipHIX KOMMaHIN, ski nepebyBatoThb Nig
Oe3nocepenHiM KOHTpPONIEM Ta He nignagatoTb nig
Aito NMonitTukn BMHaropoau.

MeHexepu Ta KEPIiBHUKH, 3a3HayveHi BULLIE,
NPOOOBXYITb YKNagaTu naneposi yrogu, e dopma
OUiHKM pe3ynbTaTiB AiNbHOCTI, CTBOpeHa B poboyomy
npoueci SuccessFactors, popaetbca Ak AoAaTok.
IHavBigyanbHWM gocTyn OO0 POPMU OLHKM pesynbTaTiB
poboTn HagaeTbCA MpPauiBHUKOBI, KEPIiBHUKY, SKUR
30INCHIOE OUiHKY, Ta KepiBHWKY / BWKOHaBLIO, SIKWUWA
3[ivcHioe npasa poboToaasLs.

BcTaHOBNEHHNA iHCTUTYUINHMX Uinen y cuctemi SF €
3aBAaHHAM MaTepuHCbKoro baHky, i BOHU peecTpyoThbCS
HR Bigginom MaTtepuHcekoro baHky.

lMNpn  BM3HA4YEHHi LiNbOBMX MNOKA3HWKIB  BigMNOBIAHI
MeHemKepu Ta  KepiBHMKM  BMOMPAOTb  KiNbKiCHI
nokasHukn 3 6idniotekn KPI, 3atBepaxeHoi Harnsgosoo
pagolo  MaTtepuHcbkoro bBaHKy, QikcylouM  UiNboBi
3aBAaHHA Ha  OCHOBi  nepeniky pekomeHaaLiw,
NigroToBNEeHmX dYHKLIOHaNbHUMM chepamu
MatepuHcbkoro  baHky, 4ki  HagcunawTbca 00
CYMNPOBOKYHOHOro  npauiBHMKa  OOYipHbOI  KOMMaHil
CYNpPOBOIKYIOUUM npawiBHNKOM HR Bigainy
MaTtepuHcbkoro baHky.

Buwi KepiBHMKM  OOYipHIX KOMMaHin  BU3Ha4aloTb
iHOMBigyanbHi Uini B cdepax, Wo 3HaxoadTbCca B IX
ynpasniHHi, BAXOLSAYN 3i CBOIX KOMMNETEHLiN, BUSHAYEHUX
B OpraHisauimtHoMy Ta onepauiiHoMy pernameHTi,
BUKOPUCTOBYIOUM cuctemy SF.

OuiHka uUinem nOTOYHOrO POKY MOYMHAETLCA 3
CaMOOLHKM, fKa 3aTBEepAXYETbCA KEpiBHUKOM, L0
30IMCHIOE OLHKY, Ta 3aBepllyeTbcd poboTogasLemM B
cuctemi SF.

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

assess activities of

employee based on the

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

OKR are set for the managers of the B-1 or B-2 level
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 of level B-1, B-2 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.

Ouinka 3a cuctemoto OKR (objectives and key results,

uinem Ta IX KNIOYOBUX pesynbTaTtiB) nonsrae B
OLiHIOBaHHI  OianbHOCTI  npauiBHMKa Ha nigctasi
BUMKOHaHHA HuM BignosigHMx OKR, BcTaHoBneHux

BignoBigHo Ao cTpaTerii baHky.

OKR BCTaHOBNIOKOTLCA ANS KepiBHUKIB piBHSA B-1 i B-2
npsMoro  nignopsigkyBaHHa lonosi  abo YneHam
MpaeniHHa (3a piweHHam [paeniHHA MOXyTb OyTh
BUKITHOUYEHHS).

OKR He BCTAHOBMOWOTLCA A4 npauiBHUKIB
[denapTtameHTy BHYTPiWHbLOrO ayauTy i [JenaptameHTy
iHpopmaLiiHoi Ta OaHkiBcbkoi ©e3neku. [Ons gaHux
npaLiBHWKIB BCTAHOBMNEHHS Liinen Ta OLiHKa pe3ynbTaTis
JisanbHOCTI 3aiicH0eTbea 3a cuctemoto KPI. [laHa ymoBa
Moxe OyTu 3miHeHa Crnyk00BMM pO3NOPAOXKEHHAM 3a
nignucom Monosu MNMpaBniHHS.

Mpouec BcTaHoBneHHs OKR BigbyBaeTbca  3rigHO
HACTYMHOrO anropuTMy:

- Tonoea Ta UYnenu [paBniHHA LWOKBapTanNbHO
BM3Ha4atloTb Lini Ans KepiBHUKIB piBHA B-1 i B-2
NPSIMOro NiaNopPAAKYBaHHS.

- 3anponoHoBaHi OKR Ta BignoBigHi iM Knto4voBi
nokasHukn (KR) BHocATbcs Ao 6naHky excel abo y
BiANOBIAHIN CUCTEMI.

- 3BefeHi 6naHkM HaacunalTbCA B €NEeKTPOHHOMY
BUrNSAi  3acobamn  enekTpoHHOI  nowTu Ao
HenaptameHTy ynpaBniHHA nepcoHanom abo
PO3MILLYIOTECS B E€NEeKTPOHHIA  CUCTEMI  OLHKM
nepcoHany ansa po3rnagy lNpaeniHHam baHky.

- 3aTtBepaXeHHs 3anponoHOBaHUX
3gincHioeTbed MNpaeniHHam BaHky.

- MMicna norogxeHHss lonosa/ Ynenu [paBniHHS
iHOpMYyIOTb MIANOPAAKOBAHMX iM KEPIBHUMKIB PiBHS
B-1iB-2 npo BcTaHoBneHi ans Hux OKR Ha nigctasi
PiweHHsa T[paBniHHA. [licna uUbOro  Bka3aHi
KepiBHUKN MOXYTb Kackagysatu BcTaHoBneHi OKR
Ha nignernux, siKWo BOHW MOXYTb OyTu 3agisHi y

OKR

npoueci BukoHaHHS OKR B paMkax CBOIX
nocagoBunx 060B’A3KIB.
- MMicna 3akiHyeHHs  3BiTHoro nepiogy OKR

ouintotoTbes lMpaeniHHaM Banky. bnaHkn OKR i3
3acpikcoBaHUMN pe3ynbTaTaMW BUKOHaHHSA Linen
HaACUNalTbCH B eNeKTPOHHOMY BUrMsAdi 3acobamu
€NeKTPOHHOI nowTn Ao [lenaptaMeHTy ynpaBniHHS
nepcoHanom abo PO3MILLYOTLCA B ENEKTPOHHIN
CUCTEMI OLHKM nepcoHany

3a piweHHsam Monosw MpaeniHHa noctaHoBka OKR Moxe
OyTv NpM3ynMHeHa Ha NeBHWUIA nepioa.

Mpun BCTaAHOBJIEHHI AKICHUX KR [00aTKOBO
po3pobnsAeTbCa i 3aTBEPAXYETbCA rpagauis/ anroputm
OLHK/ MO KOXXHOMY MapameTpy 3 MeTO O0’E€KTUBHOCTI
BiOOpaXxXeHHs pe3ynbTarTiB.
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Calculation both quantitative and qualitative KR takes
place for each period of the activities evaluation
separately (not accumulative)

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

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

Calculation of performance of quantitative 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 for
bank-wide system (monthly, quarterly etc.)

Regular

bonus = [ps | x[ BR [ X ke |X | % |

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

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

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

Po3apaxyHok sk KinbkicHUX, Tak i akicHux KR BigbyBaeTbes
3a KOXeH nepiod OUiHKM AidnbHOCTI  oKkpemo (He
HakonuyyBarnbHO).

BiancoTok BuMkoOHaHHS KoxHoro OKR po3paxoByeTbest K
cepefHboapuPMeTUYHE BUKOHAHHSA BIAMOBIAHUX NOMY
KR, npu ubomy Bci KR (B T.4. KifIbKiCHi) po3paxoByloTbCs
3a nepiod, a He HakonuyyBanbHuM nigcymkom. KR
BCTaHOBIOKOTLCA AK KpuTepii BUKoHaHHA OKR.

B iHoMBigyanbHMX BuNagkax, 3a PilleHHsIM KepiBHUKA,
KinbkicHi KR MOXyTb po3paxoByBaTUCb HakonNn4yyBanbHO
3a YMOBW MOrOAXEHHHA Takux pesynbTaTiB [MpaBniHHAM
BaHky.

Po3paxyHOK BUKOHaHHS KinbkicHMX KR npoBoauTbCs €K
BiJHOLIEHHSA (PaKTMYHOro 3HAYeHHs OO MNMAaHOBOro Mo
KoxkHoMmy nokasHuky KR i HaBnaku gns 3BopoTHix KR.
PiBeHb BWKOHaHHSA KOXHOMO MOKa3HWKa MOXNUBUN Y
nianasoHi Bia 0% no 100%.

BukoHaHHA skicHMX KR po3paxoByeTbCs K CTyMiHb
BiANOBIAHOCTI BCTAHOBMEHUM LINSM 3rigHO BU3HaAYeHOoI
rpagauii/ anropuTmy OUIHKM MO KOXHOMY napameTpy.
MakcumanbHe 3Ha4YeHHSA BUKOHAHHSA KOXXHOrO MOKa3HMKa
BCTaHOBMEHO Ha piBHi 100%.

3aranbHun BigcoTok BukoHaHHa OKR 3a keaptan
pPO3paxoBYETbCA AK cepeAHboapuMeTUYHE BUKOHAHHS
Bcix OKR, BCTaHOBNEHNX Ha 3BiTHWIA Nepiof.

BukoHaHHa OKR 3a pik  po3paxoByeTbCs K
cepeaHboapumMeTnyHe BUKOHaHHSA kBapTanbHux OKR
(nepiogn, komm OKR He BCTaHOBMOBaNuUCb, He
BPaxoBylOTbCS).

10. Nopspok po3paxyHKy perynspHux npemii 3a
3aranibHOGaHKIBCbKOK CUCTEMOKD  (MiCAYHUX,
KBapTalibHMX TOLLO0)

Regular

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

ne:
PS (Position Salary) — nocagoBuit oknag npauiBHUKa
CTaHOM Ha KiHeLb nepiofy, Lo OLUiHIETLCS (Y TPH.).

BR (Bonus Ratio) — koediuieHT npemitoBaHHS B
3anexHocTi Big Tuny nigposdiny, nepioguyHocTi Ta
3aliMaHoi Nocaan 3 ypaxyBaHHAM Mepioay npemitoBaHHS
(micaub, kBapTan Towo) (Qogatok 1).

KE (Effectiveness) - nokasHuK edeKTUBHOCTI poboTu
BaHky (3anexutb Big pesynbTaTtiB pobotn baHky Ta
pe3ynbTaTiB pobOTU Pi3HUX HaNPAMKIB  OisANbHOCTI).
3Ha4yeHHsA MNOKasHWKa MOXe OyTu pisHUM AN pisHuX
nigposgainis i 3aTBEPOXYETHCS Cnyx60B1M
po3nopsimpKeHHsaM  3a  nignmcoMm [onoeu [paBniHHA
Banky. Akwo iHwe He 3aTBepmkeHo CnyxboBuM
po3nopsmkeHHam, KE gopisHioe 1.0.
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% - percentage of fulfillment of targets. Methodology of
calculation for percentage of fulfillment of targets can be
changed by the Bank’s CEO order.

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

11. Annual
system)

bonus calculation (for bank-wide

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

Annual

ABR | x
bonus

KE | X | %

Legend:

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

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

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

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

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

% — BiACOTOK BMKOHaHHSA uinen. Metoanka po3paxyHKy
BiCOTKA BWKOHAHHA LUINEen MoXe 3MiHIoBaTUCL 3rigHO
Cnyx60BOro po3nopsifiXeHHsi, 3aTBepakeHoro Monosoto
MpaBniHHs.

CwucremaTtuyHi (perynsipHi) npemii 3a
3aranbHOOaHKIBCLKOID ~ CUCTEMOK  PO3PaxoBYHOTLCS
nponopuinHo  BignpaubOBaHOMY  4Yacy, Bunnata

30INCHIOETBLCA  KOXHOTO  OCTaHHLOIO pPObOYOro AHs
Opyroro Micausa nicnga 3akiHYeHHsA 3BiTHOro nepiogy (3a
YMOBW CBOEYACHOro NoAaHHs iHdopMallii no nigsegeHnm
nigcyMkam) ogHo4YacHoO 3 BUNMaTolo 3apobiTHOI nnaTu 3a
BiANOBIAHUI MiCSILIb.

11. Po3paxyHOK BUHaropoau 3a niacymMmkamum po6otu
3a pik (3a 3aranbHO6GaHKIBCbKOK CUCTEMOHO)

PospaxyHOK cymMu piyHOT npemii 34iMCHI0ETLCSA 3rigHO
HaCTynHoi hopmynu:

Annual

bonus | PS | x

ABR | X | KE | X | %

He:

PS (Position Salary) — cepepgHin nocagoBui oknag
npauiBHuka 3a nepiog 3 01 ciyHa no 31 rpygHs, y rpH.
Po3paxoByeTbCs sk cepegHe apudmMeTVyHe NOocagoBuX
oknagis 3a 12 micAuiB 3BITHOMO POKy - Yy pPO3paxyHOK
BGepeTbCA OKMag CTaHOM Ha OCTaHHE YMCMO KOXHOro
Micaus.

ABR (Annual Bonus Ratio) -
npemitoBaHHs (3rigHo Ooaatky 1).

KoedilieHT pivyHOro

KE (Effectiveness) — nokasHUK edeKTUBHOCTI pobOoTK
BaHky (3anexutb Big pesynbTaTtiB pobotn baHky Ta
pesynbTatiB pobOTU PIi3HUX HaNpPAMKIB AiSNbHOCTI).
3Ha4yeHHA nokasHuka Moxe OyTu pisHuM Ansd pisHux
nigposainis i 3aTBepPOXKYyeTbCS Cnyx60B1M
po3nopsamKeHHamM 3a nignucom [onosu [MpaBniHHA
Banky. Akwo iHwe He 3aTBepmkeHo Crnyxb6osum
po3anopsimpkeHHsam, KE gopisHioe 1.0.

% — BiACOTOK BMKOHaHHSA Uinen. Metoanka pospaxyHKy
BiJCOTKa BUKOHAHHSA Liflern MoXe 3MiHIOBaTUChb 3rigHO
Cnyx60oBoro po3nopsaXeHHsi, 3aTBepokeHoro [onoBoto
MNpaBniHHS.

BuHaropoga 3a nmigcymkamm  pobotM  3a  pik
pO3paxoBYETLCA MPOMOPLUINHO BignpaLbOBaHOMY 4acy,
BMNNAYyeTbCsA B 3aNeXHOCTI Big pe3ynbTaTiB AianbHOCTI
BaHky, HasBHOCTI GtogKeTy Ta Ha nigcTasi Haka3y 'onosu
MpaeniHHa Baxky Ta Harnsposoi Paguw.
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Annual bonus payment for the employees takes place
on the next year after reported but not earlier than
annual bonus payment for positions under group
remuneration policy (in case of approval such payment
by Parent Bank) .

12. Procedure and main principles of individual
performance evaluation system

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

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

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

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

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

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

Conditions for employees on the bank-wide KPI system

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

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

- for regular bonus payment (monthly, quarterly)
unceasing employee’s working experience in the
Bank should be not less than 3 months (unless
otherwise provided in the employee’s job-offer or

BuHaropoga 3a pesynbtatamm poboTu 3a pik Ans
npauiBHUKIB BUMMAYyeTbCAd Ha HacCTynHWWA pik nicns
3BiTHOrO, arne He paHilwe Hix Oyae npoBedeHa Bunnara
piyHOT MNpemii npauiBHUKaM nig rpyrnoBOK MOMITUKOK
BuHaropogn (y pasi 1 norogxeHHs MaTepuHCBKUM
BaHkom).

12. MopsAAoK Ta NPUHLMNAM CUCTEMM iHAUBIAYaNbHOI
OLHKM pe3ynbTaTiB AIANbHOCTI

OuiHka 3a iHaMBigyanbHOK CUCTEMOK nonsrae B
OUiHIOBaHHI  OisnbHOCTI  npauiBHWMKA Ha  nigcTasi
OOCAMHEHHST HUM  KiNbKICHMX 33afjady Ta AOTPUMMaHHS
SIKICHUX CTaHOapTiB.

Cuctema iHaMBigyanbHOi  MoOTuBauUii  Moxe OyTu
BMPOBa[KEHa y HanpsAMKy npogaxy OaHKiBCbKMX
NMPOAYKTIB, Ka3Ha4yencTBa, MNOBEPHEHHA MNpoGremMHol

3aboproBaHocTi abo iHWOMY HanpsmMKy, pesynbTaTtu
pob0TK SKOro BrnMBaloTb Ha NpubyToK BaHky.

Poamip oTpumaHoi npewmii 6asyeTbca Ha pesynbTarTi
inauBigyansHoOi poboTU NpauiBHUKa Yy 3BITHOMY nepioai:
ue moxe OyTn BMHAropoga 3a BiACOTOK yperynboBaHOI
3aboproBaHoCTi, 3a 00car npogaxy MpoAyKTiB,
pesynbTaTt TOPriBfi LiHHAMKW NanepamMu Ta iHwe.

CTBOpPEHHA HOBOT ab0 BHECEHHS 3MiH B YMOBWU NMOTOYHOI

iHOMBIOyanbHOI  cUCTEMM  MPEeMiloBaHHS  MOBUHHO
00OB’A3KOBO  MOrogXyeatucb 3  [JenapTameHToOM
ynpassiHHS nepcoHanom 3 NiATBEPOKEHHSM

€(deKTUBHOCTI 3a AOMOMOrol MPOrHO3HUX PO3pPaxyHKiB
pe3ynbTatiB  MambyTHbOI LiANbHOCTI Ta HagaHHAM
nnaHoBoro oHay NpemitoBaHHs.

BBeneHHs1 HOBOI iHOMBIAYanbHOI cuctemmn abo BHECEHHS
3MiH [0 iCHYYOT cucTeMmn Moxe ByTn peanisoBaHo Yepes
Haka3/ cnyxboBe po3nopsigAXeHHs 3a  NignNMcom
BigNOBiganbLHOrO 3a HanpsaAMoK  JisanbHocTi  YneHa
MpaeniHHg Ta/ abo Monoew lNpaBniHHA Ta 060B s1I3KOBO
HavyanbHuka [JlenapTameHTy ynpasriHHA NePCOHaNoM.

13. YMOBU BKIIOYEHHA npauiBHUKIB [O CUCTEMMU
MaTepianbHOro CTUMymiOBaHHA

YmoBn ans 3aranbHOOaHKiBCbKil
cuctemi KPI

Obop’A3koBMM AN HapaxyBaHHa | Bunnatu
cucTeMaTUYHNX (perynsapHuX) npemin Ta BMHaropop 3a
nigcymkamu poboTn 3a pik 3a 3aranbHOBaHKIBCbKO
CUCTEMOIO:

npauiBHUKIB  Ha

- NOCTaHOBKa Uinen Ta nigBeAeHHs NigCcyMKiB 3a 3BiTHUN
nepiog, L0 OLiHIOETLCS;

- AN BUAMMAATM  PErynspHUX  npemMin  (MiCAYHMX,
KBapTanbHMX) 006OB A3KOBUN 6Ge3nepepBHUA  CTax
po6oTu npaLiBHuka B baHky He MeHLLe 3 MicsuiB (AKLLO
iHWe He nepeabadeHo B npono3uii 0 poborTi (job-offer)

employment agreement). The regular bonus abo koHTpakTi npauisHuka). MNpu LbOMY, po3paxyHOK
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calculation is carried out starting from the 4th full
month of work, proportionally to the time worked
within the period under review (for a full months),
except the trial period. Payment for first three
months is not carried out. Payment of a bonus for
the managers of the B-1/B-2 level/ deputy B-1 and
heads of units directly subordinated to the
Chairman of the Board, Board Members, B-1 are
carried out from the first day on the position in OTP
BANK JSC;

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

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

For the employees of the front-office 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.

perynsapHol npemii  nNpoBOoAUTbCS, MNOYMHAKYN 3
NMOBHOrO 4-ro BiANpaubOBaHOrO MicAus 3 Jdatu
npunomy, nPonopLinHO [0 BiANpPaLbOBaHOMo 4acy
(3rigHO NoBHUX MicAuiB) y 3BITHOMY nepiodi 3a
BUKIIOYEHHSIM BUNpobyBaneHoro nepiogy. Bunnata
npemii 3a nepuli Tpy MicsiLi poboTn He 3OIACHIOETLCS.
Bunnata npemin kepiBHukam piBHs B-1, B-2,
3actynHukam B-1 Ta kepiBHMKam Bigdinis npsmoro
nignopsgkysaHHa  [onosi  [paBniHHA,  YneHam
MpaBniHHa, B-1 3gincHoeTbCA 3 MepLioro gHA Ha
nocagi B AT «OTI BAHK»;

- Mpn nepeBefeHHi npauiBHuka BaHKky Ao Oyab-AKoi
iHWoi komnaHii 'pynu OTI Ta HaBnaku, oBYMCNeHHs
po3Mipy npemin Ta BMHaropog MpoOBOAUTHLCH i3
po3paxyHKy cyMapHoOro 6esnepepBHOro ctaxy poboTtu
npauiBHuka B pamkax pynn OTIT.

O0O0B’A3KOBOID YMOBOK Afsl OTPMMaHHs MNpeMin Ta
BMHaropog 3a Oydb-sIKOK CUCTEMOK MOTMBALii €
HasBHICTb TPydoOBMX B3aeMoOBigHOCMH 3 baHkom abo
iHwoto komnaHieto Mpynn OTIT Ha MOMEHT BuMnaTU
npemii abo BuHaropogu. Y Bunagky, sKLLO AaHa yMOBa He
BUKOHYETbCS, PillEHHS LWOAO 3A4INCHEHHS BUNnaTtu
NpUAMaETbLCA  3rigHO  IHAMBIAYanNbHOrO  MOrOAXKEHHS
"onoswu MNpasniHHg/ YneHa MNpaBniHHA.

Ona npauiBHukiB ¢poHT-OiCY, IO MNPEMIOTLCA MO
cuctemi  Points, Bunnata  LWOMICAYHUX  MpeMin
BiAOYyBa€ETbCA KOXHOrO OCTaHHLOrO pPobo4Yoro AHs
HaCTYMHOro 3a 3BiTHMM MicCAUS, ANSA iHWWX KaTeropin
npauiBHUKIB TepMiH BUMAaTM npemii BCTAHOBNEHUN Y
BiAMNOBIOHUX pernaMmeHTYyruYNX AOKYMEHTax.

Y pasi nepeBefeHHs MpauiBHWKIB y Nigpo3ain/ Ha iHwy
cxeMy npemitoBaHHs/ nocagy 3 iHLWOK nepioguyHicTio/
npoueaypolo  NpeMmiloBaHHA nNpemMis  HapaxoBYETbCS
nponopuinHo Ao BignpauboBaHOro yacy (i3 pospaxyHky
hakTUYHOT KINbKOCTI KaneHOapHuUX AHIB) 3a KOXHWK
nepiog NpW HasiBHOCTI BMKOHAHHS 0OOB’A3KOBMX YMOB
BKIMIOYEHHS MNpauiBHMKIB 0O CUCTEeMM MaTepianbHOro
CTUMYTIOBAHHS.

Y BuNagky, KONMW MpauiBHUK nMpauoBaB HENoBHUIA
pobouni OeHb, pPO3paxyHOK npeMii NpoBOAUTLCSH
NpONopuUIiNHO BiAMNpaubOBaHOMY Yacy i3 pO3paxyHKy
haKTUYHOI KiNMbKOCTi MOBHUX Ta HEMOBHUX KaneHaapHUX
OHiB nepebyBaHHA Ha nocagi (OKpiM NpauiBHUKIB, B AKMX
po3Mip Npemii HanpsiMy 3anexuTb Big ocobucToro 6isHec
pesynbTary).

Y Bunagky gosrotpusanoi (6inbw Hix 55% poboyoro
Yyacy 3a 3BiTHUMW nepiog) BiACYTHOCTI MpauiBHMKA
(xBopoba, 0coBMCTI MPUYMHM TOLO), NPEMIi NpaLiBHUKY
He po3paxoBYOTbLCA i HE BUNaYvyoTbes. [1py po3paxyHKy
yacy [JOBroTpuBanol BiCYTHOCTI He BpaxoBYETLCH
nepiog npocTtol, MoOini3auii, AEKpeTHOi BignyCTKu
npaudiBHuka (BignycTtka no pgornagy 3a  AUTKHOL,
NiKapHSHUI MO BariTHOCTI i mororam), OCKifbKM 3a Ui
nepioav NnpemMis He po3paxoBYyETbCS.
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The whole period of absence is considered as
prolonged absence and a bonus for this period does not
apply if there are absence days between maternity
leave (days of downtime, mobilization) and the
employee is not performing job duty in this period. If
during this period employee has working days — bonus
is paid only for these working days.

General bonuses conditions of bank employees

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

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

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

If termination of labour relations connected with
retirement of employee or with death, the right for
receiving of the bonus is saving. If labour relations
stopped due to death of employee or in case of
employee’s death, which became pensioner, the right
for receiving of payment for postponed part is saving.
Heir(-s), which have the right for heritage in accordance
with  Ukrainian legislation, may receive this
remuneration in the case of a request.

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

Mpn pospaxyHky npemin npauiBHUKa, Yy BuNagky
HasiBHOCTiI OHiB BiACYTHOCTI Y nepiof MK AEKpPeTHUMMU
BignycTkamu (aHAMK Mobini3auii/ NpocToiB), AKLWO nepios
BiocyTHocTi ©OyB ©e3nepepBHWA, | MpauiBHUK He
BMKOHYBaB NocagoBi 000B’A3KK, BECb Nepio BiACYTHOCTI
BBaXa€eTbCs AOBroTPMBarnor BiACYTHICTIO NpeMis 3a Len
nepiog He HapaxoBYETbLCA. AKLLO Y NpaLiBHUKA Yy BKa3aHi
nepiogn 6ynn poboui AHi — Npemist HapaxoBYETbCA NULLIE
3a Ui poboui aHi.

3aranbHi YMOBM NpeMitoBaHHSA BCiX NpaLiBHUKIB BaHky

Bunnarta Gyap-sIKOi cMcTeMaTUYHOI (perynsipHoi) npemii
npauiBHMKaM NPOBOAMTLCS TiflbKWU 3a TiEt0 CUCTEMOIO, sika
BiANOBiga€e 3alMaHii HMM nocagi. AKWwo npauiBHUK
OOMyLLEeHWI 00 BUKOHaHHS iHLIMX 000B’A3kiB abo nocaaw,
pO3paxyHOK NpeMii 3a UMM BUKOHAHHSM HE NPOBOAUTLCS.

MpauiBHMkam, ski nepebOyBann Ha niKapHAHOMY MO
BariTHOCTI Ta nonorax, BignycTui No Aornagy 3a AUTUHOL,
y SIKMX 6ynm npocToi, ki 6ynu mobinizoBaHi abo 6ynu
3BifbHEHI/ NPUMHATI NOPSAKOM NepeBeaeHHs Ao/ 3 byab-
akoi komnarii pynu OTI1, npemii HapaxoBylTbCA
NponopuUinHO  BiANpaubOBaHOMY Yacy i3 po3paxyHKy
haKTUYHOT KiNbKOCTi KaneHaapHUx gHie nepebyBaHHs Ha
nocagi B baHky.

Y pasi cyTTeBOro MnOpyLIEHHS TPYOOBOI AUCUMMMIHM
(dbakTn HesikicHOro abo HEeCcBOEYaCHOrOo BUKOHAHHS
3aBOaHb, BCTAHOBIEHUX KEPIiBHMKOM, abo Ha nigcTaBi
pO3MopsiAYO-pPErynATMBHOIO OOKyMeHTa (Hakasa,
PO3MNOPSAMKEHHS, NIlaHa, rpadika BMKOHaHHSA polbiT abo
YMHHOIO 3aKOHO4ABYOro/ HOPMaTUBHOIO akTa)), Npaswun
BHYTPIWWHBLOrO  TPYAOBOro  pos3nopsaky  (Tpydosa
avcumnniHa npauiBHUKIB pernameHTyeTbea [paBunamm
BHYTPIWHLOrO TPyAoBOro posnopsaky baHky) 6es
NOBaXHUX MPUYMH, cyma npemii moxe ByTn 3miHeHa abo
ckacoBaHa B MOBHOMY 06cs3i 3a  pilleHHAM
6e3nocepeHLOro KepiBHMKa npadiBHuka (B T.4. MO
KOpnopaTuBHIA MOWTi) Ta Ha nigcTaBi MMCbMOBOTO
OOr'pyHTYBaHHSA MOPYLUEHHSA Yy BiANOBIAHOCTI 3 YMHHUM
3aKOHO4ABCTBOM Ta 3a MOroaxeHHaM YneHa MNpaBniHHA
— Kypatopa abo [onoeu [paBniHHSA Ta HavanbHUKA
[enapTameHTy ynpasniHHA NepcoHasnom.

AKWOo nNpuMNMHEeHHs TPyOooBMX BIOHOCUH MOB'A3aHe 3
BMXOAOM MpauiBHUKA Ha NeHcito abo cmepTio, NpaBo Ha
oTpuMaHHa  npemii  30epiraeTbca.  AKWO  TPYAOBI
BIOHOCWMHM MPUMNMHEHO Y 3B'A3KY 3i CMepTIO MpauiBHMKa
abo y pasi cmepTi npauiBHMKa, WO CTaB NEHCIOHEPOM,
npaBo Ha OTPUMaHHA nraTexy 3a BigKnNageHow
yacTuHoto 36epiraetbcs. OTpumaTtu BuHaropody y pasi
3BEPHEHHS MOXe crnagkoemeLb(Ui), WO Mae/toTb NpaBo
Ha cnajLwmHy 3rigHo i3 3aKoHO4aBCTBOM YKpaiHu.

3a oauH i TOM camMui NMPOMDKOK Yacy He moxe OyTu
HapaxoBaHO AeKifbka BUAiB perynsapHuX npemin.

Crartyc gokymeHTa CornacoBaHo
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The bonus is paid depending on the budget availability
and based on the order of Bank’s Chairman of the
Board.

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

14. Main principles of assessment of the
competencies development

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

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

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

15. Couching and feedback during the business year

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

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

16. Procedure of bonus payment to employees for
completing the tasks of especial importance

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

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

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

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

Mpemis BunnadyetTbCca B 3anexHOCTi Big HasBHOCTI
GlompkeTy Ta Ha nigctasi Hakasdy [onosu [MpaBniHHSA
BaHky abo ynoBHOBaXkeHOi 0cobw.

BaHk MOXe NpuU3ynuHATU BUNNaTy npemii, 3aMeHLlyBaTu
iXx po3mip abo 6GasoBuA poO3Mip, SK OKPEMUM
npauiBHMkam, Tak i nmigpo3giny B uUinomy. 3aB4yacHe
nonepemXeHHss npauiBHUKIB MNpo MOBHe/ 4acTKoBe
NPU3yNMHEHHS BUNNaTM MNpPeMin He € OOOB’SI3KOBMM.
BkasaHi 3MiHM He po3rnggarTbCs SK 3MiHa CYTTEBUX
yMOB npaLi.

14. OCHOBHIi NPUHLUMW OLLiIHKM PO3BUTKY
KOMMNeTeHLuin

Ona MNpaeniHHa BaHky (3a piweHHam, BAT OTI BAHK,
YropwuHa MOXYTb BM3HA4YeHi JOAaTKoBi nocaau) B
OraHKy Uinen obOB’A3KOBO BCTAHOBMOETLCA MOKA3HUK
OuiHka kepiBHMKa (Superior's evaluation) abo ouiHka
KOMMEeTEeHLiN.

IHTEpB’l0 Woao aHanisy po3BUTKY BCiX KOPNopaTUBHMX
KOMMeTeHLUii NpoBOAUTLCA B HacTyNHOMY 3a 3BiTHUM

poui.

Cepen KoMneTeHUiN, WO OUiHeHi Ha HaiHWk4Ynn Gan
pPEKOMEHOOBAHO BU3HAYUTM OOHY KOMMETEHUito [0
pO3BUTKY, Sika Byae po3BMBaTUCS NPOTArOM HACTYMHOMO
POKy.

15. Koy4iHr Ta 3BOpPOTHil 3B’A30K NPOTArom 3BiTHOro
POKY

MpoTarom poOKy KepiBHMK ChigKye 3a BUKOHAHHAM
nignernMMmn nocTaBneHUX Linen Ta uinen 3 po3BuTKY
KOMMETEHLi MO KOHTPOSbHUM  TOYKaM, aHanisye
pesynbTaTtu, Hafae KOXXHOMY MnpaLiBHUKY Ta OTPUMYE Bif,
HbOro 3BOPOTHIN 3B’S30K.

Y Bunagky HeoBxigHOCTI KepiBHWK pasoM 3 nignerrvm
Koperye nnaH Ain ons OOCArHeHHs NocTaBneHux uinewn,
IHCTPYKTY€E Ta HaB4ae nignernoro.

16. MNMopspok npeMitoBaHHA npauiBHUKIB 3a
BUKOHaHHSA 0COGNUBO BaXXNMBUX 3aBAaHb

Mpewmii 3a BUKOHaHHA 0COBMMBO BaXKIIMBOrO 3aBOaHHS Y
BMMMA4I  OQHOPA30BOI  BMHAropoauM HapaxoBYHTbCS
npauiBHUKY Yy BUNaaky:
e BUWKOHaHHS BaXNMBOi poboTU, Ky HEMOXMBO Oyno
3annaHyBsaTtu paHilue;
e peanisauia 3aBaaHb, NPOEKTIB, sIKi MaloTb 0COBNNBO
BaXnvBe 3HavyeHHs Ans baHky;
e BUKOHaHHS HenepegbavyeHnx nnaHamu CKragHux
€KOHOMIYHUX, iHXeHepHUX abo iHLWKMX po3paxyHkiB,
LLIO CTOCYHOThCSA AisinbHOCTI BaHKy Ta BNnuBawTb Ha
NOTEHUINHNA NO3UTUBHUI pe3ynbTaT 3 (piHaHCOBOI
Ta/abo opraHisauifiHoi TOYOK 30py Ta iH.
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The sum of the remuneration is determined individually
taking into account the financial capacities (in terms of
the labor remuneration budget) of the Bank and may be
paid based on the Bank order subject to availability of
the structural unit head’s written substantiation (or in the
electronic approval system) of the necessity of bonus
payment and subject to approval by the Head of HR
Directorate, Chairman of the Board or Member of the
Board. The following payments are exceptions:
compensation of taxes withheld for the received gifts
(performed if there is approving of the Head of HR), the
compensation due to the untimely increase in salary or
incorrect calculation of premiums (carried out if there is
approving of manager with board level no lower than B-
2).

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

17. Terms 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.

Cyma npemii BM3Ha4vaeTbCA  iHOWBIQyanbHO, 3
ypaxyBaHHsAM piHaHCOBMX MoxnusocTen banky (B
Mexax GroKeTy BUTpaT Ha onnaty npawi) Ta Mmoxe 6yTu
BMMMayeHa Ha nigctasi Hakasy no baHky 3a HasBHOCTI
MMCbMOBOro  OOrpyHTYyBaHHss  (abo B cuctemi
€ITeKTPOHHOIO MOrOKEHHS) KepiBHMKA CTPYKTYPHOro
nigpo3Aainy 3a NoOrofXXeHHsIM HavanbHuKa [lenapTaMeHTy
ynpaBniHHA nepcoHanom, 'onoswu MNpaeniHHA abo YneHa
MNpaBniHHA.  BUKMIOYEHHA  CTAHOBAATLCA  HACTYMHI
BUNNATU: KOMMAEHCaLia nogaTKiB 3a OTpMMaHi nogapyHKn
(3mincHroeTbCA npu NMOrOXKEHHI HavanbHWKa
JdenapTtameHTy ynpasniHHS NepcoHanom), KomneHcawis y
3B’513KYy 3 HECBOEYACHMM MIOHATTAM NOCaZA0BOro OKnagy
abo HEKOpPEeKTHMM po3paxyHKOM npeMii (34iACHI0ETbCS
NPy HasiBHOCTI NOrO[XEHHS KepiBHUKa PiBHA He HuXK4e
B-2).

Ona sBunnaTtn npemii cknagaetbcsa crykboBa 3anvcka
abo cnyxboBa 3anucka y BHYTPILLHEOMY
KOpropaTMBHOMY MNpOrpaMHOMy 3abeaneyeHHi Aans
OLliHKW AisiNbHOCTI YM HaOCUNAETbCA NO KOPMOpaTMBHIN
NOLUTI.

17. CTpoku BMNnaTu Ta BignoBiganbHicTb

Ona  pospaxyHKy MpeMiin  KepiBHUKM  CTPYKTYPHUX
nigpo3aninis  nepepawTe Ao  Bigainy  ynpaeniHHA
BMHAropodol  Ta  pesynbTaTUBHICTIO  AiSNbHOCTI

nepcoHany [enapTameHTy ynpaeniHHSA MepcoHanom
BiQOMOCTiI, MOromxeHi Ha nanepoBuX Hocisx abo B
nporpaMmHoMmy 3abe3neveHHi KoprnopaTUBHOT
iHpopmaLiiHOT Mepexi/ abo KOopnopaTMBHOK MOLLTOH
ONs OUiHKM [isinbHOCTI Yy BCTaHoBNeHoMy B baHky
nopsaky (NOrofaXye KepiBHUK piBHA He Hwxk4ve B-2 Ta
KEepiBHUK piBHEM BULLE).

Onsa npauiBHUKIB, Lo NpeMitoTLCH 3rigHo
3aranbHOB6aHKIBCbKOI CUCTEMU CTPOK Mofadi 3BeAeHUX
BiJOMOCTEN MO perynsapHUM npemissm — Ao KiHUga Micaus,
HaCTyMHOro 3a 3BiTHUM, ONS iHOMBIZyanbHUX CUCTEM
MoTuBauii — 3a 10 poboumx AHIB OO0 KiHUS Micsus
HaCTYNHOro 3a 3BiTHUM. AKLO BiAOMICTb He Hajivna B
poboTy BYacCHO, BUnnaTa npemii Moxe OyTn nepeHeceHa
Ha HaCTYMNHWI 3BITHMI Nepioa.

BignoBiganbHicTb 3a cBOeYacHe Ta BipHE NOgaHHA OaHUX

o Bigainy ynpaBniHHSA BMHaropoaoto Ta
pe3ynbTaTUBHICTIO AisAnbHOCTI nepcoHany
[denaptameHTy  ynpaseriHHA  MEepCcCOHanoM  HecyTb

KEepiBHWKN CTPYKTYPHUX Nigpo3ainis.

Bigain ynpaBniHHA BUHAropoAow Ta pe3ynbTaTUBHICTIO
fdisnbHoCTi  nepcoHany [denapTameHTy  ynpaBniHHA
rnepcoHanom roTye Haka3 Mpo BunniaTty npemin 3a
nignucom "onoswm MpaBniHHS abo ynoBHOBaXXeHOT 0cobu.

OpgHo4acHo BignoBiganbHUN npauisHuk  Bigginy
ynpaBniHHA  BMHAropofow Ta  pe3yfibTaTUBHICTIO
OiANbHOCTI  MepcoHany BHOCUTb HeoOXxigHi gaHi oo

cnctemn SAP HR ans npoBeaeHHs1 po3paxyHky.
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One version of original order is passed to Staff Payroll
Unit of Accounting and Statutory Reporting Directorate
not later than 5 working days before salary outpayment
or approved by qualified electronic signature (QES) on
accessible platform for HR Directorate and Staff Payroll
Unit.

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

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

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

OavH npuMIpHUK opuriHany Hakasy nepegaeTtbcs 0o
Binginy pospaxyHkiB 3 nepcoHanom [lenaptamMeHTy
Oyxrantepcbkoro 06niky Ta 3BIiTHOCTI Ha Mi3Hilwe Hix 3a 5
pobounx OHIB A0 AaTv BUNnaty 3apobiTHoi nnatm abo
NOroAXyeTbcs KBanigpikoBaHUM €NeKTPOHHUM MianMcom
(KEM) Ha cninbHin nnaTtdopmi ans [OenapTameHTy
ynpasrniHHa nepcoHanom Ta Bigginy pospaxyHkiB 3
repcoHanom.

BignoBiganbHicTe 3a cBoeyacHy 06pobky nogaHoi
iHdopMmaLii Hece Biggin ynpasniHHA BWHaAropogow Ta
pe3ynbTaTUBHICTIO AisAnbHOCTI nepcoHany
[enaptameHTy ynpaBniHHA MepcoHarnoM 3a YMOBMU
CBO€YaCHOro OTPUMaHHSA iHopmaLLit Bif
BiANOBIQANbHOIO KEPIBHUKOM.

BignoBigankeHicTb 3a cBOEYacHy BUNNaTy npeMin srigHo 3
HakazaMu Hece Bigain pospaxyHKiB 3 nepcoHanom
[enapTtameHTy Byxrantepcbkoro obriiky Ta 3BITHOCTI 3a
YMOBW CBOEYACHOr0 MOAAHHSA AOKYMEHTIB Ha BuMnaTty
BiQNOBIOHO 4O YMHHOI peaakuii «Mpoueaypu 3aiNCHEHHS
HapaxyBaHb Ta YTPUMaHb, NOB’A3aHNX 3 pO3paxyHKamu 3
nepcoHanomy.

18. Bumorn Oo nonoxeHb i 3BiTIB Npo BUMHaropoay
uneHiB [paBniHHA bBaHky 3rigHo [locTtaHoBM
MpaBniHHa HauioHanbHoro BaHky Ykpainu Big 30
nuctonaaa 2020 poky Ne 153

Y ubOoMy po3fini TEPMIHN BXMBAKTbCHA B 3HAYEHHSX,
HaBegeHHux Yy [loctaHoBi [lpaBniHHA HauioHanbHoro
Banky Ykpainu Big 30 nuctonaga 2020 poky Ne 153 y
NyHKTi 1.2

18.1. Bumorn go nonoxeHb nNpo BuHaropogy YneHis
MpaBniHHa Ta BigobpaxeHHa X B pernameHTy4YmX
aokymenTax AT “OTI BAHK”.

MonoxeHHs Npo BMHaropofy uYneHiB MpaBniHHg (gani —
MOMOXEHHSI NPO BUHAropody) Mae onucyBaTh CUCTEMY
BUHaropom uneHis NpaBniHHS.

18.1.1. TlonoxeHHss npoO BMHaropody € BHYTPILWHIM
OOKyMeHTOM BaHky, skun:

1) BM3HaA4ae OCHOBHI 3acagu 3anpoBagxeHoi B baHky
cUCTEMU BUHaropoan unediB [lpaBniHHSA, CKNagoB.i
BMHaropoan  (3anpoBamkeHHs  nuvwe  hikcoBaHol
BMHAropogM Yu noeaHaHHA (IiKCOBaHOI Ta 3MIHHOI
BMHaropogm), CTPYKTYpy Takoi BuHaropogu (Bugu
ikcoBaHOT Ta  3MiHHOI  BMHaropogu),  Kputepil
BM3HAYEHHA po3Mipy Ta/abo nopsigok  po3paxyHKy
po3Mipy BuHaropogun (OKpPEMO LWOAO KOXHOro BUAY
(hiKCoBaHOi Ta 3MiHHOI BMHaropogu), MOPSAOK OLIHKK
BWKOHAHHSA LIMX KpUTEPIiB;

2) MicTUTb iHopMaLito Woao nporpaMmm CTUMYSOBaHHS
uneHiB [paBniHHA (3@ HasIBHOCTI), siKa BKIHOYAE
iHbopmaLito Npo YMOBU HagaHHA 3aoX0o4yBaribHUX i
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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
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;

KOMMEHCaLUiNHUX BUMnaTt, i NPUYMHHO-HACNIAKOBOro
3B’A3KY MiXX eDEKTMBHICTIO pob6OTH Ta 3MIHHOKO YaCTUHOK
BUHaropoau vnexa MNpaBniHHS;

3) MICTUTb MpuMHUMNKM Ta MapamMeTpu cuctemu
HErpoLLOBOro CTUMYMIOBaHHA (3a HaaABHOCTI B baHky
Takoi cuctemu y manbytHbomy ans Ynexis MNMpaniHHA);
4) wMmicTMTb iHdOpMaUilo Npo [JoJaTkoBe MNEHCINHE
3abe3neyveHHs1 abo NopsgoK BUMAaTK BUHAropoau B paasi
[OOCTPOKOBOrO BMXOAY Ha MeHcito uneriB lNMpaeniHHs (y
pasi 3anpoBaKeHHs1 y MandyTHboMy BaHkom cuctemu
004aTKOBOro NeHCinHoro 3abesneyeHHs abo nopsagky
BMMMAT BMHAropoau B pasi QOCTPOKOBOro BMXOAY Ha
neHcito Ans Ynexis MNMpaBniHHA);

5) BM3Hayae posnoain NoBHOBaXeHb LLOAO MPUUAHATTS
piLleHb Npo BMHaropoay;

6) BM3HaA4Yae MNOPAOOK CKMadaHHs, 3aTBEpPAXEHHs Ta
ONPUITIOAHEHHS 3BITY NPO BUHaropoay uneHis MNpasBniHHA
(mani — 3BiT Npo BMHaropoAay);

7) MicTUTb iHcbopMmaUito Woao

- nonitmkm bBaHKy CTOCOBHO CTpoOKy pfii [orosopiB
(koHTpakKTiB) 3 UneHamu NpaBniHHA

- Ta BKJIHOYEHHS OO0 TaKMX OOroBopiB (KOHTPAKTIB) YMOB
Npo BUMnaTu 3i 3BiNbHEHHS (3@ HAsiBHOCTI);

8) MicTuUTb iHdbopmMaLilo Npo NOpSAOK | yMOBM BUNNATK
BMHAropoau, dopmm BMMNNAaTH BUHaropogm
(rpoLuoBi/HerpoLLUOoBi) Ta CTPOKM BUNNaTw;

9) BM3Ha4Yae NOpPSOOK YaCcTKOBOI BUMMATK, BiACTPOYEHHS,
CKOpPOYEHHSsI/CKacyBaHHsi abo MOBEPHEHHS  3MiHHOT
CKnagoBoi BMHaropoau/ii 4acTuH y pasi HasiBHOCTI B
CTPYKTYpi BUHAropogmn 3aMiHHOI CKnagoBof;

10) MiCTMTb NOSICHEHHS MeToAiB, SKi 3acTtocoBye BaHk
ONsi BCT@HOBIIEHHS  BUKOHAHHA  KpUTEPIIB  OLIHKK
edekTnBHOCTIi poboTK uneHiB [paBniHHS;

11) MiCTUTb iHWI YyMOBMK, Ki HE cynepeyaTtb MpuHUMNam
CUCTEMM BMHAropoau, BU3HayYeHuM Lieto [onitukoto;

12) BuM3Ha4vae obcar BigoOMOCTEN, WO MICTATLCA Y 3BITI
npo BUHaropoAay, Ta obcsar BigoOMOCTeN Npo BUHAropoay,
LLIO MOXYTb OYTW ONPUITHOOHEHI.

MyHkTM posaminy 18.1.1 BigoOpaxeHi y uin [lMonituuj,
['pynoB.iv nonituui BuHaropoaw, MNMonoxeHHi Nnpo onnaty
npaui npauisHukisa AT «OTIT BAHK», a nepluvii nignyHKT
nyHkTy 7) BigobpagxeHo y Ctatyti AT «OTI BAHK» Ta B
“MonoxeHHi npo MNpaBniHHA".

18.1.2. lMonoxeHHsi Npo BMHaropoay Mae:

1) 6yTM npos3opum, 3pO3yMinUM Ta OpPIEHTOBAHUM Ha
YHUKHEHHS KOHIIKTY iHTepeciB y BaHky, He gonyckatu
OVCKpUMIiHaULT;

2) BignosigaTtu noniTvui ynpaeniHHA pu3ankamu Ta 0yTu
HaLineHM Ha HedonyLWeHHS CTUMYIIOBAHHSA MPUAHATTS
pU3KKiB, SKi NepeBuLLYOTb JONYCTUMUA Y BaHKy piBeHb
PU3NK-aneTuty;
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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
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

3) MiCTUTK iHopmaLiito wono nposefeHHs/
HenpoBeAEeHHA NepioguYHOi  He3anexHOi 30BHILLHbOT
OLiHKM BUNNaTy BUHaropoan B baHky;

4) Bignosigaty Bumoram OaHKIBCbKOro 3akoHOAaBCTBaA
YkpaiHu, 3aKoHO4aBCTBa MpOo akUioHepHi ToBapucTBa Ta
Bumoram HBY;

5) Bignosigatn ctBOpeHin y baHky cuctemi poanoginy
MOBHOBaXEHb Y MNPUAHATTI pileHb (CTpUMyBaHb |
npoTuBar), KOprnopaTMBHOIO yMpaBniHHSA, 3acagam
KopriopaTuBHOI KynbTypu baHKy Ta BignosiganbHoi
[iNoBOI NOBEAIHKN HA PUHKY;

6) BU3HayaTK, WO BMHaropoda uneHis lNpasniHHA mae
OyTM pPO3yMHO OGI'PYHTOBAHOK CTOCOBHO aHarnoriYHux
(abo cniBMipHUX) PUHKOBUX MOKa3HWKIB pO3MIipiB i yMOB
BUMNMATW BUHAropoau;

7) BM3Ha4yaTK, WO BUMHaropoaa uneHis NpaBniHHSA Moxe
cknagaTtucs 3 diKCoBaHOi Ta 3MiHHOT BUHaropoau (y pasi
il 3acTocyBaHHs) abo nuwe 3 ikcoBaHOI BUHAropoau;

8) BM3HayaTK, WO po3mip iKCOBAHOI BMHAropoan Mae
Oyt pocTtaTtHiMm gna Toro, wob baHk maB 3mory
peanidyBaTM CBOE€ MpaBO He BuMnayvyyBatM 3MiHHY
BUHaropogy (y Tomy umcni BuTpebyBaT NOBEPHEHHS BXE
BMNIa4YeHol 3MiHHOT BUHAropoam), KO He BUKOHYHOTLCS
YMOBW, OOTPUMAHHS SIKMX € HeobXigHuMm p[ns Takol
3MiHHOT BUHaropoan. Knio4oBuM KputepieM AOCTaTHOCTI
(hikcoBaHOI BMHaropoau € ii BignoBigHiCTe npodeciiHomy
aocsigy, BM3HaYeHUM PyHKUiOHanbHUM 060B’s3kaM
ocobu Ta piBHIO 1 BianoBiganbHOCTI;

9) BU3Ha4aTu, WO BMNaTa YacTMHU 3MiHHOI BUHAropoam
Moxe OyTu BigCTpodeHa Ha MEeBHUA Mepiod, SAKUN
BM3HA4YaeTbCA pagoto (ans uynedis NpaeniHHA). YacTka
3MiHHOI BWMHaropogu, ska Mae OyTu BiACTpoYeHa,
BM3HA4YaeTbCA pafoto (4Nnd uneHis [NpaBniHHS);

10) BM3Hayatu, WO paga GaHky mMae nNpaBoO MPUMHATK
PiLLEHHS Woao:

BUMMATK 3MiHHOT BUHAropoamM YacTKOBO, BiACTPOYEHHS i
BUNNAaTW, CKOPOYEHHs/ckacyBaHHA 1i  Bunnatu (3
ypaxyBaHHSAM pe3ynbTaTtiB  [ianbHOCTI, ¢iHaHCOBOro
cTaHy baHky);

MOBEPHEHHSI BXe Cniia4yeHoi 3aMiHHOI BUHaropoaum (y pasi
11 cnnaTu Ha nigcTaBi iHopMaLil, Ska 3roqoM BusiBUnacs
HenpaBWITbHOI/HEAOCTOBIPHOK)  Ta  BCTAHOBIEHHS
CTPOKY TaKOro NOBEPHEHHS;

BM3HAYEHHS PO3Mipy BMNNAT 3i 3BiNIbHEHHS.

MyHkTn posginy 18.1.2 BigobpaxeHi y Npynoein nonituui
BMHaropoau, a Takox y uin MMonituui i3 BpaxyBaHHAM
OOMOBHEHb HUXYE:

MignyHkT 3)

MepioguyHa HesanexHa 30BHIWHA oOUiHKa BUMNaT
BMHaAropoau CTOCOBHO 4neHiB [pasBniHHa B bBaHky He
npoBoanTbCHA, nNpoTe Moxe Oyt npoBegeHa 3a
pilueHHaM Harnggosoi pagw.

MignyHkT 6) Ta 8)

BuHaropoga yneHis MpaBniHHS
00rpyHTOBYETbLCSA CTOCOBHO aHanorivyHnx
CMiBMIPHNX) PUHKOBMX TMOKa3HMKIB pPO3MIpiB i

PO3yMHO
(abo
yMOB
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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;

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);

BUMMATM  BMHAropogM B paMkax  MOrOAXKEHHS
BCTAHOBMEHHSA/  3MiHM  BuHaropogn Ana  Ynedis
MpasniHHa 3i cTopoHM MartepuHcbkoro baHky, 3

ypaxyBaHHsaM aHanisy MaTepuHckeoro baHky aaHux
BMHAropoAmn aHanoriyHmx nocag Ha puHKy npaui Ha 6asi
AaHux Korn Ferry abo iHLWoro nposangepa.

Poamip chikcoBaHOT BUHaropoan SABNSAETbCS AOCTaTHIM
ansa Toro, wob baHk MaB 3mory peanisyBaTtu CBO€E NpaBo
He BWMnadyBaTM 3MiHHY BMHaropogy (y Tomy u4ucnhi
BUTPeOyBaTM MOBEPHEHHS BXE BUMMIAYEHOI 3MIHHOI
BMHaAropoam), AKLO He BUKOHYOTLCS YMOBU, AOTPUMAHHS
AKMX € HeobXigHMM [nsi Takoi 3MIHHOI BUHaropoaw.
Kntovosum KpuTepieM  OOCTaTHOCTI chikcoBaHoi
BUHaropoam € ii BignoBigHiCTb npodpecinHomMy Aocsiay,
BM3Ha4YeHNM yHKUioHanbHUM 060B’A3kaM ocobu Ta
piBHIO ii BignoBiganbHOCTI

MignyHkT 9)

BMNIaTa 4YacTuMHM 3MiHHOI BMHaropogu Moxe OyTu
BiACTpPOYEeHa Ha NEeBHWUN nepio, AKWA BU3HAYAETHLCS
["pynoBoto NOSITUKOK BUHAropoau, sika 3aTBepaKYETbCS
pagoto (aons  unediB [lpaeniHHA). YacTtka 3MiHHOI
BMHaropoau, ska mae OyTu BigCTpoYeHa, BU3HaA4YaEeTbCA
TakoX 3rigHo pynoBoi NoniTvku BUHaropoan. 3MiHuM Ta
BUKIIOYEHHST MOXYTb BYyTW BHECEHI nicns nonepegHboro
norogaxeHHss MatepuHcbkum baHkowm;

MignyHkT 10)

paga baHky Mae npaBo NPUNHATM pIlLEHHS  3rigHO
"pynoBoi NoniTUKM BUHaropoau Ta BiAnoBiAHO A0 pilleHb
MaTepuHcbkoro baHka Wwoao:

BUNNATX 3MiHHOI BUHAropoam 4YacTKoBO, BiACTPOYEHHS Ti
BMNIATW, CKOPOYEHHs/ckacyBaHHA ii  Bunnatm (3
ypaxyBaHHAM pe3ynbTaTiB  AisfbHOCTI, hiHaHCOBOro
cTaHy baHky);

NMOBEPHEHHS BXe CnriavyeHoil 3aMiHHOI BUHaropoaum (y pasi
1l cnnaTtu Ha nigcTasi iHdbopMmalLii, Ska 3roqom BusiBunacs
HenpaBUITbHOK/HEOOCTOBIPHOK) Ta  BCTAHOBIEHHS
CTPOKY TaKOro NoBEpPHEHHS;

BU3HAYEHHS1 PO3Mipy BMMNAT 3i 3BiflbHEHHS.

18.2 Bumoru o 3BiTiB Npo BUHaropoay

18.2.1 3BiT Npo BuHaropody mMae MiCTUTU iHcpopMmauito
Lopao:

1) cym BuHaropogw, ki 6ynu Ta/abo matoTb OyTu
BUNNadeHi YneHam NpasniHHA 3a pe3ynbTaTaMu 3BiTHOMO
chiHaHCcOBOro poky (y po3pisi pikcoBaHMX i 3MIHHUX
CKINagoBUX BUHAropoam);

2) CTpoOKiB (haKTMYHOI BUNMATU  BMHAropoau, ix
BiNOBIOHOCTI MNONOXEHHIO NPO BUHAropoay;

3) MNOBHOrO OMUCY CTPYKTYpM BCiX  CKNagoBux
BMHaropogu, ki MalTb OyTM BunnaveHi uyneHam
MpaBniHHs 3a BigNOBIOHOW (PYHKLUIED yNpaBniHHS;

4) kpuTepiiB OLHKM ePeKTUBHOCTI (i3 3a3HAYEHHSAM TOro,
AKMM YMHOM BOHWM Oynn [OCArHyTi), 3a pesynbTatamu
OOCAMHEHHs1 SKUX 30IMCHEeHO HapaxyBaHHS  3MiHHOI
BMHaropogn  (AKwo  3MiHHa  BuHaropoga 6yna
HapaxoBaHa);
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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
provision on remuneration, as well as an explanation of
the reasons for such deviation and specific elements of
the provision on remuneration in respect of which the
deviation occurred, if such deviations occurred during
the reporting year,;

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

Allinformation on the amounts of remuneration (in terms
of fixed and variable components) is provided in the
report on remuneration as a whole (collectively) for all
members of the board, 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-

5) dakTiB BUkopucTaHHa BaHkom npaBa Ha NOBEPHEHHS
paHiwe BunnadeHoi uneHam [lpaBniHHA  3MiHHOT
BUHaropoau;

6) yyacHUKIB 3anpoBaKEHHS CUCTEMW BUHArOpPOAMW.
Taka iHbopmauia BKMoYae BigOMOCTI LWoAo:
MOBHOBaXeHb Ta CKNagy KOMiTeTy 3 BMHaropoau (y pasi
MNOro CTBOPEHHS);

HaliMeHyBaHHA/Mpi3BWL, iMeH, no OGaTbKkoBi (3a
HasABHOCTI) 30BHILLIHIX KOHCYNbTaHTIB;
poni ydacHukiB baHKy B npoueci 3anpoBagKeHHs

CUCTEMM BMHAropoau;
7) nporpamMu cTuMyntoBaHHA. Taka iHopmauis Bkroyae
BIJOMOCTI NpoO Mporpamu MeHcinHoro 3abesnevyeHHs (3a
HasiBHOCTI) y pasi 1X 3acToCyBaHHS MPOTAromM 3BiTHOrO

POKy;
8) BigxuneHb cym pakTU4HMX BUNNaT Bi4 CyM, LWO
nignaraloTs  BUNMATi  3rigHO i3 3aTBEPIKEHUM

MOMOXEHHSIM MPO BWMHAropody, a TaKoX MOSCHEHHS
MPUYMH TaKOro BiAXWUMEHHA Ta KOHKPETHWUX E€MEMEHTIB
MOMOXEHHsT MpO BUHaropody, WoAo sKkux Bigbynocs
BiOXWMNEHHS, SKLWO TaKi BigXWNEHHs OynyM nNpoTArom
3BITHOMO POKY;

9) BusBneHnx baHkoM nopyLleHb YMOB NOMOXEHHSA Mpo
BUHaropody (sKWo Taki Oynu) Ta 3acTOCOBaHUX 3a
Hacnigkamm TakuMx MOpyLleHb 3axofiB abo NPUAHATKX
piLleHb.

Yca iHdbopmauis woao cym BuHaropoau (B po3pisi
hiKCOBaHMX i 3MIHHUX Ti CKNagoBKUX) HABOOUTLCSA B 3BiTi
Npo BMHaropogy B LiNIoMy (CyKynHO) 3a BCiMa YneHamu
MpaBniHHs, 6e3 geTanisauii Takux cym y po3pisi KOXXHOro
OKpeMoro yYneHa lNpaBniHHS.

18.2.2 3BiT nNpo BMHaropogy urieHis
[00AaTKOBO MA€e MICTUTKM iHhOpMaLLito LWLOAO:

npaerniHHA

1) dakTnyHoi npucyTHocTi uneHa [lpaBniHHA Ha
3acigaHHAX NpaBniHHA Ta MOro KOMITETIB, 40 CKraay sKnx
Takun uneH [lpaBniHHA BXxoAWTb, abo NPUYMHU KNOrO
BiACYTHOCTI;

2) nigTBEpOKeHUX akKTiB HENPUIUHATHOI MOBEAIHKM
yneHa [lpaBniHHA (yknoyawuu Ti, WO MOBIOOMIIEHI
KOHIOEHUINHMM LUMASIXOM) | BXUTUX 3a pesynbTatamu
po3cnigyBaHHA 3axofiB y pasi HasBHOCTI BMAUBY TaKMx
dakTiB/3axodiB  Ha BuNMATy  BUHAropoguM  uneHy
MpaBniHHg BaHky;

3) HasABHOCTI/BiACYTHOCTI OBI'pyHTOBaHMX NiACTaB LWo4o
BMNNAaTW/BIACTPOYEHHS/3MEHLLEHHSA/NOBEPHEHHS 3MiHHOT
BMHaropoau yneHa MNpasniHHS.

IHbopMmauiqa, nepeagbaveHa UMM NMYHKTOM, HaBOAMTHLCH B
3BiTi NpPO BWHaropody MEPCOHI(PIKOBAHO 3a KOXHUM
okpemMuMm uneHoMm [lpaBniHHA (y3aranbHeHO LWoAo
KINIbKOCTI 3acigaHb i NPUCYTHOCTI/ NPUYUH BigCYTHOCTI).

18.2.3 3BiT npo BuHaropogy Mae MICTUTU TakKy
iHbopMmaL,ito WOoAo BMNIAT Y MPOLLOBIN i/abo HEerpoLLoBin
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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.

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).

(3a HagBHOCTI) cbopMi, 34INCHEHNX Ha KOPUCTb YMEHIB
MpaBniHHsAY 3BITHOMY (hiHAHCOBOMY POLIi:

1) 3aranbHy cymy KOLUTIB, BunnayeHy baHkoMm y 3BiTHOMY
biHaHcoBoMY poui. Taka iHopmaList Mae BKoYaTu AaHi
npo cymMy BunnaTt $K BMHaropody 3a MonepenHin
diHaHCOBUN PiK;

2) cymum KowTiB, BuMNMnayeHux bBbaHkoM £AK 3MiHHa
BMHaropoga (y po3pidi  KOXHOrO BuAY  3MiHHOI
BMHaroponw), i NigcTaeu ix BUNNaTy;

3) cymn kowTiB, BuMnadeHnx baHkoM sk gopgaTtkoBa
BMHAropoga 3a BUWKOHaHHA poboTn no3a Mexamu
3BUYaNHUX DYHKLIN;

4) cymun BMNNarT 3i 3BiNbHEHHS;

5) 3aranbHy CyMmy KOWTIB, BUMMA4YeHUX YneHam
MpaBniHHA Ak BWHaropoga noB’dA3aHMMuM 3  BaHkom
ocobamu;

6) OLiHOYHY BapTiCTb BUHAropon, HagaHuX Y HErpoLLOBIN
dopmi, y pasi ix 3giicHeHHs baHkoMm.

18.2.4 3BiT npo BuMHaropogy Mae MICTUTU Taky
iHbopmaLuito Wwoao BuHaropogm y oopMi yyacTi YneHis
MpaBniHHAB Nporpami NeHcinHoro 3abesneveHHs (y pasi
HasiBHOCTI nporpamu):

1) y pasi yyacTi B nporpami 3 ¢pikcoBaHumMmn BunnaTamy —
Wodo 3MiH y 3annaHoBaHUX Bunnartax, Wo Bigdynucs
NPOTAroM 3BiTHOrO (PiHAHCOBOIO POKY;

2) y pasi y4acTi B nporpami 3 ¢ikcoBaHMMU BHECKaMWN —
woao cnnadeHux baHkoM BHECKIB CTOCOBHO U4reHiB
MpaBniHHA NPOTSAroM 3BITHOMO (PiIHAHCOBOIO POKY.

18.2.5 3BiT Npo BMHaropogy mMae MiIcTUTK iHdopMaLito
Lwoao HagaHHa baHkoMm NpoTaromM 3BiTHOro hiHaHCOBOro
poKy Ta/abo noe’sA3aHMMn 3 BbaHkom ocobamu MNo3wK,
KpeguTiB abo rapaHTin uneHam [lpaBniHHA (i3
3a3HaYeHHSM CyM i BiACOTKOBUX CTaBOK).

Y uinomy (cykynHo) 3a Bcima YneHamu npasniHHA baHky,
0e3 pertanisauii B po3pi3i KOXHOIMO OKPEMOro 4neHa
MpaeniHHa B 3BiTi Npo BMHaropogy HaBOAUTLCH BCSA
iHpopmaLis, Bu3HayeHa nyHktamu 18.2.3-18.2.5.

LLlo cTtocyeTbeca komMneHcalii 3a BigpagKeHHs, 4060BMX
Ta iHWWX BMAATKIB, WO MOXYTb OyTM MoB’dA3aHMMK i3
BUKOHAHHAM 0co60t0 doyHKLiT uneHa NpaBniHHA, TO Taki
BMMMATM MaroTb BigobpaxaTtucsa baHkom y 3BiTi npo
BMHaropoay sik CKnagaosi ¢oikCoOBaHOI BUHAropoau YreHis
BignosigHoro MNMpaeniHHS.

18.3 Tlopsgok po3pobneHHs, 3aTBepoXeHHs Ta
ONPWIOAHEHHS! NOMOXEHb NPO BUHAropoay

Papa 3aTBepa)Kye NONOXEHHSA MPO BUHAropody YreHis
MpaBniHHA 3a nogaHHAM Ta nicns Koro posrnsgy
KOMITETOM 3 BMHaropoau (Ko Takui KomiTeT y BaHky
CTBOpPEHO).
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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:

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 Palicy.

Appendix 3. Bonus payment types.

Migpo3ginu koHTponto 3a AoTpuMaHHaM Hopm (Bigain
KOMMnaeHc) Ta 3 ynpasniHHa pusukamy (Bigain 3
yrnpaeniHHa  onepauinHMMK  pusukamn), a TaKox
nigposginn  baHky, BignosiganbHi 3a poboTy 3
nepcoHanom (denapTameHT ynpasBniHHA NepcoHariom),
BeLleHHs1 Byxrantepcbkoro obniky (FfonosHun dyxrantep/
HenaptameHT Gyxrantepcbkoro o0mniky Ta 3BIiTHOCTI\),
nnaHyBaHHa OwomkeTy (HdenaptameHT diHaHCIB) Ta
3abesneveHHs topuanyvHoi  nigTpumkn  (KOpuanynuin
AenapTameHT), nonepeaHbLo po3rnagatTb Ta
Y3ropKytoTb NMOMOXEHHSA NPO BUHAropoay.

BaHk po3milLlye NoNoXeHHA NPO BUHAropody Ha BNacHiIn
BebCTOpiHUI npoTarom 15 pobounx AHIB i3 AHA 1X
3aTBEPPKEHHSA/BHECEHHS 0 HUX 3MiH i3 3abe3nevyeHHAM
MOXTMBOCTI iX nepernagy.

baHk 3a3Havae iHGopMmauilo Npo BUNMATM BMHAropoau
yneHam [MpaBniHHsA, WO BigOynucs NpoTAroM 3BiTHOMO
(PiHAaHCOBOrO POKY, Y CBOEMY PiYHOMY 3BiTi OKPEMO LLOAO
npassiHHS i3 3a3Ha4YEHHAM:

1) cyM BuHaropogm 3a 3BiTHUA hiHAHCOBWUI PiK y pO3pisi
(oikcoBaHOI Ta  3MIHHOI  CKNAgoOBMX | KiFIbKOCTI
ofepiKyBauiB;

2) cyMm HeBMNaYeHOI BigknaaeHoi BUHAropoau;

3) cym BigknageHoi BUHaropoau 3a nonepeaHi iHaHCOBI
POKM, BUMMAYeHNX NPOTArOM 3BiTHOro (PiHaHCOBOIO POKY.
Taka iHcopmauia Mae BknoYaTU JaHi nNpo cymu,
3MeHLLEHi Ha NiacTaBi OLHKM pe3yrbTaTUBHOCTI;

4) BunnaT nig Yac NPURHATTA Ha poboTy, 3AiINCHEHUX
nNpoTaromMm piHaHCOBOro POKy, Ta KiNbKOCTI oAepXyBadyis
Takunx BUNNar;

5) cym BunnaT nig 4ac 3BiNbHEHHS, 30iiCHEHNX MPOTArOM
¢iHaHCOBOro pPOKY, Ta KiNbKOCTi ofepXyBadiB Takumx
BMMNar.

18.4 Tlopsgok po3pobneHHs, 3aTBepXeHHs Ta
ONPUIIOAHEHHS 3BITIB NPO BUHaropogy

Papga 3aTtBepoxye 3BiT Npo BUHAropody YreHis
MpaBniHHA 3a nodaHHAM | nicng KWoOro posrnsagy
KOMITETOM 3 BMHaropoau (Ko Takui KomiTeT y BaHky
CTBOpPEHO).

baHk poamilwye 3BiTM NpO BUHAropogy, BUMNadYeHy
yneHam [IpaBniHHA MPOTAroM 3BIiTHOrO (PiHAHCOBOIO
POKy, Ha BnacHin BebCTOpiHUi B Mepexi IHTepHeT
npotarom 15 pobounx AHiB i3 OHS X 3aTBEpOKEHHS
YNOBHOBaXXeHMM opraHoM baHky i3 3abe3neyeHHsm
MOXITMBOCTI iX nepernagy.

19. lokyMmeHTauUifA

Hopatok 1.
(perynsipHux)

poboTun 3a pik.
Hopatok 2. CTpyKTypa i Bara nokasHUKiB 4518 No3uLin nig
rpynoBOO MOJTITUKOI BUHAropoau.

HopaTok 3. Tunu npemitoBaHHS.

basosi po3Mipu  cUCTEMATUYHUX
npemin Ta BMHaropog nMo nigcymkam
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20. Internal control

Level 2.1 /PiBeHb 2.1

HasBa koHTponio/

Ne
Name of control

1 KoHTponb 3a
BCTaHOBIEHHSM KPI
Ta OLiHIOBaHHSA
LiANbHOCTI
npaviBHKKIB Ha
nigctaBi BUKOHAHHSA
HUMM KiNbKiCHMX Ta
skicHux KPI/

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

2 KoHTporb 3a
BCTaHOBIIEHHSAM Ta
ouiHkoto OKR/

Control for setting
and evaluation
performance of OKR

Level 2.2 /PiBeHb 2.2

HasBa
KOHTponto/
Name of control

1 KoHTponb
OOTPUMAaHHS
BUMOT MOSITUKK

PeneBaHTHUM
pu3uk/
Relevant risk

BigHocuHu 3
nepcoHarnom i
Gesneka
po6o4yoro
Mmicus/

Personnel
relations and
workplace of
safety

BigHocuHu 3
nepcoHanom i
besneka
poboyoro
Mmicus/

Personnel
relations and
workplace of
safety

PeneBaHTHUM
pu3uk/
Relevant risk

BigHocuHn 3
nepcoHanom i
6e3neka
poboyoro
micus/
Personnel
relations and
workplace of
safety

Onuc peneBaHTHOrO
pu3uky/ Description
of relevant risk

Pusunk BTpaTn Yacy Ha
BUNPaBIIEHHs!
NOMMUIOK/

Risk of losing time to
correct mistakes

Puank BTpatu yacy Ha
BUNPaBIeHHS
noMWMok/

Risk of losing time to
correct mistakes

Onuc
peneBaHTHOro
pu3uky/
Description of
relevant risk

Pwusuk BTpatu yacy
Ha BUMpaBMeHHs
nomMunok/

Risk of losing time to
correct mistakes

Onuc KoHTponto/
Description of
control

KoHTponb 3a
KOPEKTHICTIO
BCTaHoBreHHs KPI
Ta OLiHKO
BUKOHaHHSA KPI/

Control for
correctness of KPI
setting and
evaluation
performance of KPI

KoHTponb 3a
KOPEKTHICTIO
BCTaHOBIEHHS Ta
ouiHkoto OKR ans
KepiBHMKIB piBHA B-1
i B-2/

Control for
correctness of the
setting and
evaluation
performance of OKR

for managers of
level B-1 and B-2

Onuc KoHTponto/
Description of control

KoHTpornb piBHSA
AOTPUMaHHS BCTaHOBIIEHUX
napameTpiB MaTeprHCbKUM
6aHKkom Ans no3uuin nig
rpynoBoIo NONITUKOO
BMHaropoAm, KOHTPOnb
AOTPUMaHHS BCTaHOBIEHUX
napameTpiB 4ns iHWKX
no3uuin/ 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.

20. BHYTPpILWHI KOHTPOJb

BianoBigansHumn
3a KOHTponb/
Responsible of
control

MpauiBHnK
OenaptameHTy
ynpasniHHS
nepcoHanom/

Employee of the
Human Resource
Directorate

["onosa lMpaeniHHsS,
Unenwu MpaBniHHg,
npauiBHUK
OenaptameHTy
ynpasniHHS
nepcoHanom/

Chairman of the
Management Board,
Members of the
Management Board,
employee of the

Human Resource
Directorate

BignoBigansHuun
3a KOHTponb/
Responsible of
control

MpauiBHKK
HenaptameHTy
ynpasriHHA
nepcoHarnom/
employee of
the Human
Resource
Directorate

MocunaHHA
Ha NyHKT/
CTOPiHKY/

Link to item /

page

Po3agin 9,
nyHKkT. 9.1/
Section 9,
paragraph. 9.1

Po3sgin 9,
NyHKT 9.4,
cTop. 21, 22/
Section 9,
paragraph 9.4,
pages 21, 22

MocunaHHA
Ha NyHKT/
CTOPiHKY/

Link to item /

page

Po3agin 9,
nyHKT 9.1/
Section 9,
paragraph
9.1.

Cratyc foKyMeHTa

CornacoBaHo

ABTOp JOKYMEHTY

CHEMUS Galyna Leonidivna

[lata norofxeHHsi JOKyMeHTa

29.11.2021

38 cTop.




@ otp

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

21 History of the document

21 IcTopis AOKyMeHTY

Date of version 1.0 approval

[aTa 3aTBepoxkeHHs Bepcii 1.0

26.07.2021

26.07.2021

Covering documents

CynpoBoaKyHo4i JOKYMEHTH

Labor Low of Ukraine

K3nl1 Ykpainu

Date of cancellation (if document cancelled)

[lata ckacyBaHHsI (32 YMOBM CKacyBaHHS JOKYMEHTA)

Review date

TepmiH nepernsgy

When necessary but at least once a 2 years

3a HeobxigHoCTi, ane He pigwe 1 pasy Ha 2 poku

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

BignoBigansHa ocoba 3a nigTpuMKy AOKYMEHTY B
akTyanbHomy ctaHi (M.1.6., Homep KOHTaKTHOro
TenedgoHy, enekTpoHHa agpeca)

Scherba B.O., int. 577034
Bohdan.SCHERBA@otpbank.com.ua

Llep6a B.0O., int. 577034
Bohdan.SCHERBA@otpbank.com.ua

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

Ocob6a, Lo 3aMiHIOE BULLE 3a3HAYEHOrO NpaLiBHUKA Y
pasi horo BigCYTHOCTI

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

Yemychb MJ1., BH.525-249
Galyna.CHEMUS @otpbank.com.ua

Date of changes/updates

[laTa BHECEHHS1 3MiH/OONOBHEHb

November 2021

Jlnctonag 2021

Author of changes/updates

ABTOp 3MiH/0ONOBHEHb

Chemus G.L.

Yemycb IJ1.

List of changes/updates

lMepenik 3MiH/QONOBHEHb

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

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

Po3gin 9.1 (ctopiHka 11) — 3MiHa MiHIManbHOro piBHS
Ans nokasHukiB MNpuBaTHWIA 6aHKiHT YHT;

Po3gin 9.3 (cTopiHkn 20-21) — gogaHui NignyHKT
3aranbHi npaBuia ons 3anuTiB HA KOPUIYBaHHS.
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Appendix 1

Jonatok 1

to Policy on the performance evaluation and the pgo lNMoniTukn NPO OUIHKY AiSNbHOCTI Ta MaTtepianbHe
ctumyrnioBaHHs npauiBHukisa AT «OTI BAHK»

incentives for OTP BANK JSC employees
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Appendix 2 HDopaTtok 2
to Policy on the performance evaluation and the po lNoniTMka NpPo OUIHKY AiSNbHOCTI Ta MaTepiansbHe
incentives for OTP BANK JSC employees cTumyntoBaHHs npauiHukiea AT «OTIM BAHK»

CTpykTypa i Bara nokasHuKiB Ans No3uLin nig rpynoBolo NoniTMKoO BMHaropogu
Weigt of indicators for position under Group Remuneration Policy Structure and weigt of indicators for
position under Group Remuneration Policy

AoNipH KOMNBHE
= CEO Aosiphix KOMN2KH T3 3 )* i IsLui piss KepISHULTES YrOPCHKMI KOBCOM0BIHMI YrOPCHRMI KOHCONA0BIHMI
8 * [ I i Lid dasits 0NN T Ladd
Merkansl o i (Gizwec, nigtprmra®t) AOMIpHIR AMpexTop A0WIpHIE Ynex Npassisms
HCTHTYLYH IHARATOP Bara IsgiKaTop Bara IHgKaTOp Bara IHGIK3TOP Bara IHgIKaTOP Bara
M
(rpynosmit) 3aranom uini 100% 3aranom uisi 100% 3aranom uin 100%, 3aranom uiai 100% 3aranom yini 100%
oan rPYNOS0ro pissA TPYNOBOTO PIBHA rPYNOS0ro pissA TPYTIOBOTO PIBHR TRYNOBOIO piskA
Bara | IHgik3TOp Bara 1hgixaTop Bara IHgikaTop Bara IkgikaTop Bara
KinbKiCHWI IHgIKaTOP o0% KineHicHMM IRgIRITOP 0% KiNbRICHUI IHGIKATOP 0% KinsKicHUI IHAIKITOP 80% KinsichwM IHgikaTop 80%
i iAMeiayansi yini i yini {AneSiayansi yini iAyanet wini {AMSIAY3RLH N
pisens Komnevenyi 10% i 20% Komneveryi 20% KomneTenys 20% KoMmneTenyi 20%
Saranom =ansayanos 33T300M HANE Ay INDE SarasoMm =ausayante S3ranom maeEayanos Saranom =aks ayanne
wai 1005 uinl 100% wal 100% yn 100% il 100%
Ouyinxo edexmussocmi Oymixa edexmusHocmi Oyinxa epexmuesocmi Oymxo epexmuenocmi Oy inxa edexmuesocmi
LA fpynosoro pissa 0% Ui FpynosOco pisHA 40% L fpyRoS0ro pisHa 25% Uil TpYNOBOTD PizHA s0% L rpynosoro piesa a0%
IRgus Ay anon yini S50% IHARBIgy N0 YAl 60% IRgUEayaADR Yini 75%| IRAMEIRY3ADH YA 50% IRguaigyanom yini 0%

* 33 BUHATKOM MERELWEDIE NADOIANY PUBHKIE, ¥ LDOMY BUNAKY BATA WARN TDYNOBOTD CTARORXTD 25%, @ BEra IHANBIAY BADHIK Les - 75%.
** ARWO MERSANED HECE B ANOSAINDRCTD 33 Dy A0-AKY 3 CHED YNPIBAHHE DUIHKIMM [OKDM KEPYDHOTD pi v, A0y 4¥ BHYTRAUHDOTD 3y ATy, BATE
WA TPYNOSOD PISKA CXAZA3E 20%, 2 2373 YA KNS Qy3A0H0T0 pEsR - B0%

SO0 Y SUNZAKY 3 YTODCOKAMM MESSNEDIMM, SHILIUSHAMM K3 KICTYMHIX DIE=AX S8 MEHEIKEDE, S 12 CyBrOKC ¥ T3 Micyesomy piz=rx), 2303 yine
TPYNOBOT0 PIBKA CKAASE 25%, 3 2373 NOKIIMMKIE MAKEAYIALHOD PEXA - 755

¥ B#nanky, AOLO TaKe YTop # p M3E & y Byas-Aei G oDEp yNpa 2 PRIVKIWR, 360 By IYANTY, B3r3 YINEOEVX NOLIIHIKIE 3 DIEH TRYTH
{oprawizayi) e 20%, 3 B33 ny X Ylneh pisxr — 80%.

MapameTpyn MOXyTb BYTK 3MiHEHI 3rigHO pileHHA MaTepuHcbkoro baHky Ta matTb ByTy 3aTBEpaKEHI HaKa3oM
"onoBu npaBniHHA | BHECEHi B AaHy NoniTuky npu HacTynHomy oHoBneHHi/ Parameters can be changed based on

SUBSIDIARIES
i Foreign Foreign [business and support) * Forign additional level managers Hungarian consobdated Mungarian consolidated
* Subsidiary + Merkanti CEO Subsidiary + Merkantll DCEO (business, support**) subsidiary CEO subsidiary DCEO ***
Indicators Weight indicators weight Indicators Waesght Indicators Weight Indicators Weight
Insttutional
Total group level Total group level Total group level Total group level Total group level
level R 100% et 100% S 100% = 100% R 100%
(entity) indicators: (entity) indicators: (entity) indicators: (entity) indicators: (entity) indicators:
indicators weight | indicators Weight | Indicators Weight | indicators Weight | Indicators Weight
Numerical indicators 20% Numerical indicators 50% nNumerical indicators 0% Numerical indicators 80% Numerical indicators 0%
Sividual Iindividual targets Indrvidual targets Individual targets Individual targets idual targets
level 10%| |competence 20% 20% 20%|
Total individual level Total individual leve! Total individua! leve! Total individual level Total individual level
indicators 100% indicators 100% R L N 100% indicators 100% ndicators 100%
Performance evaluation Performance evaluotion Performonce evaluction Performance evaluoton Performance evoluation
Group level targets So% Group level targets a40% Group level targets 25% Group leveltargets s0% Group level targets 20%
Individual targets 0% Indvidual targets 0% Indvidual targets 75% Individual targets 50% individual targets 50%

* Except for Risk Division managers, in which case the weight of group [entity) level targets are 25% and the weight of individual level targets are 75%.
** Except for the managers of Compliance, Internal Audit and Risk in which case the weight of group [entity] leve! targets are 20% and the weight of individual level targets are 80%.

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

Parent bank’s decision and should be approved by CEO's order and add to the Policy in the next update
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MoniTvka Npo ouiHKy AiANbHOCTI Ta MaTepianbHe CTUMyntoBaHHs npauiBHukiB AT «OTIMT BAHK» /
Policy on the performance evaluation and the incentives for OTP BANK JSC employees

Appendix 3 DopaTtok 3
to Policy on the performance evaluation and the pgo NoniTuka NPo OUiHKY AiNbHOCTI Ta MaTepiansHe
incentives for OTP BANK JSC employees cTumyntoBaHHs npauiHukiea AT «OTI BAHK»

Tunu npemitoBaHHA/ Bonus payment types

OnHopas3soBi
3a 0COBNUEO BaXNUE] 2aBAAHHA

CrpareriyHi Lini Work-out
Treasury
POS

Retail front office

IHAauBIOyanbHI Lini

CepedHE 3Ha4YeHHA

3aranbHobaHKIBCHKI Liini IHamBigyansHi KPI, SME run-down
Onepauiituii npnbyTok OKR, SLA Mortgage run-down

BisHec-KPI ) Lenitrs

Collection
BcTaHoBMoOTECA BCTaHOBMIOITLCA Litigation
CEO/ YneHom X Verification i T.4.
. KepiBHUKOM
MpaBniHHA

Bonus payment methodology

Regular bonuses

One-time bonuses
for the tasks of especial
importance

Strategic goals Work-out
Treasury
POS
Retail front office

SME run-down

Individual goals

average value

Bank's i.ndicato[’s Individual KPI, Mortgage run-down
Operation profit OKR, SLA Call Centre
Business KPI Collection
= Litigation
Set by CEQ/ Board ! Verification and etc.
Set by manager
Member }
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