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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;

o 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. Bertyn

Cuctema ouiHku gisnbHocTi nepcoHany AT «OTIT BAHK»
(Hapani — baHK) € enemeHTOM 3aranbHoi cTpaTeril
ynpasniHHa BaHky Ta, ik cuctema, BCTaHOBIIOE 3B’A30K
MiXK cTpaTteriyHumm uingamun badky, uinamu 3rigHo 3
HanpsMKkamMu AiANbHOCTI, a TakoX iHAUBIgyanbHUMU
LinsMyM npauiBHUKIB Ha BCIX PiBHAX iepapxii BaHky.
CunctemMa ouiHKM TakoX BNAMBAE Ha MiATPUMKY PO3BUTKY
KOMMeTeHLUin, siki HeobXxigHi Ans ycniwHoi npodeciiHoi
JiSNbHOCTI NpauiBHMKa B paMKax Aitodol KopnopaTuBHOT
KynbTypu.

PesynbTatoM CUCTEMM OUIHKWM LiSnbHOCTI BUCTynae
npemitoBaHHa npauiBHuMkiB BaHKy, cnpsmoBaHe Ha
edeKkTnBHe mMaTepianbHe CTUMYITIOBAHHS

pes3ynbTaTUBHOCTI NpaLi.

2. MeTta poKkymeHTy

MoniTMka nNpo OuiHKY AianbHOCTI Ta MaTepianbHe
CTMMYMIOBaHHSA npauiBHuKiB baHky (Hagani — lMoniTuka)
pernaMeHTye npouec, Wwo ob’egHye 3ycunna baHky,
CNpAMOBaHi Ha pPO3BUTOK Ta OUIHKY OiSNbHOCTI
NpauiBHUKIB LUNAXOM AOCATHEHHS Linen Ha NOTOYHUI PiK,
Ta BM3Hayae nigxoou OO0 MaTepianbHOrO 3a0XOYEHHS,
NOpPSAOK PO3PaxyHKy Ta MOro4KEHHA BMMNaT.

MoniTuka cnpsmoBaHa Ha:

e MOTMBALilO MpauiBHUKIB ONS OOCArHEHHS LifboBUX
MOKa3HWKIB AiANbHOCTI Ta KiHUEBUX pe3ynbTaTiB
pobotn baHky B UinOMy BigMOBIOHO OO0 MMaHiB
CTpaTeriyHOro po3BUTKY;

e  JOTPUMaHHS NPUHLUMMIB BiANOBIOHOCTI onnatu npadi
ocobuctomy BKMagy npauiBHUKIB y pesynbTar
JisnebHoCTi baHky;

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

e BCTaHOBMEHHA  MPUHLUMNIB  CTUMYMOBaHHA  Ta
BMMIpIOBaHHA pesynbTaTiB AgianbHocti AT  «OTTl
BAHK», sk komnaHii 6aHKiBCbKOI rpynu, BignoBigHO
A0 nonoxeHb [loniTkn BuHaropogn 6aHKiBCbKOI
rpynu, B iHTepecax 3abe3neyeHHs Y3roaXeHiCTb
cuctem ctumyntoBaHHa OTP Group Ha piBHi rpynu.

3. JocTyn 0o AOKYMEHTY

JdaHun oKyMeHT He Mae oBbMeXeHb LWOAO AOCTyny OO
HbOro npauiBHKKiB BaHky.

4. 3aranbHi NONoXeHHA

MoniTMka 06oB’A3k0Ba A0 3acTocyBaHHA B BaHky 3 gatu
3arBepakeHHs. [is uiel MoniTukn NnowmnpoeTbest Ha BeCb
nepcoHan BbaHKy, SIKWO BUKMIOYEHHA He 3aTBepmKeHe
HLLUMM OOKYMEHTOM.

Ls Tonituka pospobrieHa BiANOBIZAHO OO YMHHOTO
3akoHofaBcTBa YKpaiHu, 3okpema K3nll Ykpainw.
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Interpretative provisions

a/

b/

c/
d/

el

f/

o/

h/

il

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

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

Parent Bank: OTP BANK Plc.

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

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

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

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

RORAC+: ROE/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
guantitative indicators, the fulfiiment of the given
indicator below the fulfilment threshold represents
0% fulfilment.

TnymaudyBanbHi NONOXEHHSA

a)

b)

c)

e)

f)

)

h)

BasoBa BMHaropopa: basoea  BuMHaropoga
(cbikcoBaHa BuHaropopa) - ue @ikcoBaHa 4acTuHa
3apobiTHOI NnaTu, Aka He NoB'A3aHa 3 BMKOHAHHSAM
uinen baHky, 6aHKIBCbKOI rpynu Ta iHAMBiayansHOro
PiBHS; KIHOYOBUM KOMMOHEHTOM SKOro € ocobucta
3apobiTHa nnarta Ta BCTaHOBIEHI 3aKOHOM HaabaBku
00 3apobiTHOI nnatu, BMHAropoga 3a BU3HAHHS
nocrnyru, 3asHadeHa B KOJNIEKTMBHOMY [JOroBOpi, Ta
iHWi ninbrn. basoBa BuWHaropoga BU3HAYaETbLCS
3asganerigb i HaneXHuM 4YMHOM  BigoOpaxae
npodpecinHnin Joceig Ta piBeHb BiANOBigANbHOCTI,
noe'a3aHoi 3 poboTot, i He Moxe OyTu 3HATa
poboTtoaaBLiEeM B O4HOCTOPOHHBOMY MOPSAKY.

BuHaropoga 3a pe3ynbTaT: BuHaAropoga 3a
pesynbTatamMu AisnbHOCTI (3MiHHa BMHaropoga) - ue
yacTuHa  3apobiTHOi  nnmaTu, sKka  CroHyKae
npauiBHWKIB BUKOHYBaTW CBOKO POBOTY TakMM YMHOM,
Lo BpaxoBye Uini Ta iHTepecu poboTogaBus i
[03BONsiE MpauiBHMKam OGpaTn ydacTb y YChixy
Oi3Heca poboTogaBus. AKWO B UbOMY OOKYMEHTI He
nepegbayeHo iHwe, yci BMNnaTu, He BigHECEHi OO0

6a3oBoi BUHaAropoau, KnacudikyoTbcs SK
BMHAropoga Ha OCHOBI pe3ynbTaTiB 4isifbHOCTI.
MaTtepuHcbkun Bank: OTP BANK Plc.
lpeHTUbikoBaHMA  npaudiBHMK  (no3uuia  nig
rpynoBsoto NosniTUKO BUHaropoaXXeHHs):
MpauiBHuk abo KepiBHWK, 3aWHATMN 33 iHWWMK

npaBoOBUMMU BiAHOCMHaMW, WO nepeabavae ocobucre
3000B’A3aHHSA npawtoBatu, AKNN CBOEID
NpodecinHO  [iAnbHICTIO CYTTEBO BMNMBaE Ha

npodinb  pusnKy yctaHosu. BcTaHoBnOOTLCA
MaTtepuHcbknm  BaHkOM  Ta  3aTBEpPAXYHOTbCA
Haka3om ["onoBu MpaBniHHS.

FpynoBa nonitMka BuHaropoau - noniTuKa

BWHaropoau, HagjaHa MatepuHcbkum BaHkom ans
BMPOBaKEHHS B KOMMaHisx rpynm (ans
iAeHTUdiKoBaHOro nepcoHany).

LlinboBa yroga: cninbHa Ha3Ba Uineln oLiHIBaHOro
npauiBHMKa Ha NOTOYHUI PiK Ta NMCbMOBA Yyroaa.

Llini: cykynHicTb MOKa3HWKIB, AKi CriyXaTb OCHOBOIO
Ona  ouiHKM  pes3ynbTaTiB  AiANbHOCTI  OUiHEHOro
npadiBH/Ka y NOTOYHOMY pOLLi.

RORAC +: ROE / COE, - koediuieHT peHTabenbHOCTi
BnacHoro kanitany (ROE; ckopuroBaHuii "o6MiHHURA"
NpubyTOK nicnsi ONOAaTKyBaHHSA, MOAINEHWA Ha
cepefHi BracHWMM Kamitan) Ta BapTOCTi BNACHOrO
kanitany (COE) rpynun OTP.

Pik ouiHKkn: Gi3Hec-pik, 4O AKOro 3acTOCOBYETbLCS
BUMIpIOBaAHHA Ta OUiHKa pe3ynbTaTtiB AisnbHOCTI
BiAMNOBIOHUX 0CiO, i HA OCHOBI SIKOrO BU3HAYaETbCSH
po3mip BMHaropogu Ha OCHOBI  pes3ynbTaTiB
OiSiNbHOCTI.

Mopir BMKOHaHHA: 9K 4acTWUHA OLHKM KiNbKICHUX
MOKa3HWUKIB, BUKOHAHHS MEBHOrO MOKa3HWKa HWXK4Ye
nopory BUKOHaHHS cTaHOBUTb 0% BUKOHAHHS.
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k/

m/

n/

o/

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

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

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

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

The objectives formulated concerning the incentive
system are as follows:

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

k)

m)

n)

0)

Mopir TonepaHTHOCTI: Ik YaCTUHA OLiHKWN KiNbKICHUX
MOKa3HUKIB, SKLLO MEBHUN MOKA3HUK BUKOHYETLCSA Ha
PiBHi, WO AopiBHIOE abo nepeBuLLyE NOpir OONYCKy
(TonepaHTHOCTI) - 3 ypaxyBaHHAM npodeciiHoro
OOrpyHTYBaHHA - KepiBHUK abo KepiBHUK, SKURA
peanisye npasa poboTogasLs, Mae npaso 3pobutn
NPUAHATTA pPILEHHA MNpPO  3HA4YeHHs BUKOHAHHA
nokasHuka mix noporom gonycky ta 100%, 6epyun go
yBarun pakTuyHi 3ycunng npauiBHuka, CnpsaMOoBaHi Ha
JOCArHEHHS 3aaHOi KiNbKICHOI Lini.

KepiBHUKM cnyx6 niaTpumkn, wWo BuMarawTb
cxBaneHHs MartepuHcbkoro bBaHky: crapui
KEPIBHWKU HacTynHUX (PyHKUiOHanbHWX obnacten B
opraHisauinHivi iepapxii B faHi yCcTaHOBI: lopuanyHa,
komnraeHc, 6aHkiBcbka Be3neka, BHYTPILWHIN ayauT,
HR, mapkeTuHr.

Mepioa BiACTPOYKM: O3Havae, Yy BUNagky
BMHaropoau, 3acHoBaHoOIl Ha pesynbTatax
DisSNbHOCTI, TPMBanICTb BiACTPOYKM MicNa 3aKiHYEHHS
OLiHIOBAHOTO POKY, sika He MOoXxe ByTu MeHLe 3 pokiB.

MonepegHe  KoOpWUryBaHHA  PU3WKY:  MeTo.
KOpUryBaHHs, wo 3aCTOCOBYETbLCA ans
3abe3neveHHs Y3ro>KEHOCTI Mi>K piBHEM
BMHAropogu, 3acHOBaHOI Ha pesynbratax, Ta

pusmkamu, npunHatumm OTP BANK Plc. ta OTP
BANKing Group, Skui Takox BpaxoBye BMAvB Oyab-
AKUX PU3MKIB, HE BPaxXOBaHWX Yy nonepeHin Kopekuii
pU3NKy.

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

Llini cuctemun ctumynioBaHHs:

- MerTol0 cMcTeMHU OLHKM pe3ynbLTaTUBHOCTI €
niaTpymka dopMyBaHHS KOMMMNEKCHNX
nnaHis, CTUMyNIOBaHHSA BUKOHAHHS MMaHIiB Ta
nigBULLIEHHS IHAMBIAYaNbHUX MOKA3HWKIB.

- Bwu3HayeHi Uini NoBUHHI ByTK LiNsMu, Ha sKi
noaMHa Mae maTepianbHUin BASNB.

- OO06o0B'A3KM Ha piBHI rpynn Ha KinbkicHomy Ta/
abo UiNbOBOMY pIiBHAX MOBUHHI  ByTK
BU3HaA4YeHi cepeq OKpeMux Linewn.

- Tam, ge ue MOXINMBO, LiNbOBi MOKA3HUKN
aoxony cnig  BKAKYATU cepel  OKpemux
LiNbOBMX MOKA3HWKIB 3 OMIHYHYOI Baro.

- CTBOpEHHSA MOXTNBOCTI chiHaHcoBOrO
BM3HAHHSA 3a BUOaTHi pesynbTaTtu.

- [Honyck audepeHLiauii B ouiHLi kKepiBHUKIB Ta
BMKOHaHLIB Ta B PiBHi iX OX0A4iB.

- 3abesneyeHHs 3HaYHOI
KepiBHMKa abo KepiBHWKA,
OLiHKY, Y npoLeci.

OLLiHKW poni
WO 3AiMCHIoE

Cratyc fOKyMEeHTa

CornacoBaHo

ABTOp AOKYMEHTa

CHEMUS Galyna Leonidivna

[laTta norogXeHHsi JOKyMeHTa

09.09.2022
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- Instead of subsequent adjustment requests,
subjective aspects should be taken into
consideration already during the evaluation of
guantitative indicators.

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

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

- Minimisation of paper-based administration

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

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

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

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

- 3amicTb noganbLUnX 3annTiB Ha KOPUIYBaHHS
Cy6’eKTMBHI acnekTu crig BpaxoByBaTu BXe
nNif Yac OUiHKM KiNbKICHUX MOKa3HUKIB.

- EdektuBHicts rpynu BMNNvBae Ha
iHOMBIgyanbHi NOKa3HMUKN TUX, XTO
3HaAXoAUTbLCS Ha HWXYOMY PiBHi,

3aCTOCOBYHOUM 3MEHLLYBanbHi (CyTTEBI) Baru.

- |HguBigyanbHi pesynbTatM  LOiSNbHOCTI He
MOXYTb OyTW «nigHATMMUY» pe3ynbTaTamu
OisnbHOCTI - rpynu  (opraHisadii), iHWKMK
cnoBamu, SKWO pes3ynbTatv  GiNbHOCTI
rpynu nepeBuLLyOTb pesynbTaty
iHOMBIOyanbHOI  OUiHKW, nepeBary Mae
iHOMBIgyanbHa OLiHKa (npaBuno
3aCTOCOBYETbCA AN MO3uuin Mig rpynosoto
MOMITUKOK BUHArOPOKEHHST).

- Minimizauis agmiHicTpyBaHHA Ha nanepi

Llieto Monitukoto BCTaHOBIOETLCS cuctema
MaTepianbHOro CTUMYINIOBaHHS, BMAM Ta PO3Mipw,
CTpyKTypa BMnNnaTu npeMitoBaHHs, nopsigokK

0OpMIIEHHA Ta HagdaHHA BIiAMNOBIOHUX [OOKYMEHTIB,
TEepMiHM IX noJaHHA BignoBiganbHUM  MNpauiBHUKAM
Bigainy ynpasniHHA BMHaAropogotw Ta pesynbTaTUBHICTIO
AignbHOCTI  nepcoHany [enapTtameHTy ynpaBniHHS
nepcoHanoMm Ans HapaxyBaHHA npeMin npauiBHUKam
BaHky.

byob-aki  OOKYMEHTW LWOA4O OUiHKM  OiSnbHOCTI  Ta
MaTepianbHOro  CTUMYMIOBaHHA  MpauiBHUKIB, WO
cTBoptotoTbCs B baHky, abo rpynosi nonitukmn 8 BAT OTI
BAHK (YropwuHa), gk MNonituka BuHaropoan OTP BANK
Plc. Ta BaHkKiBCbKOI rpynu, AOMOBHIOKTb YMOBU L€l
MoniTnkn. YMOBKM onnatuv npaudi, SKi BCTaAHOBMEHi Yy
TPYOOBUX porosopax (koHTpakTax) Ta job-offers
npauiBHYKIB MaloTb HanBuLmi npioputeT. Okpemi ymoBU
OUiHKM Ta maTepianbHOro CTUMYFMIOBaHHA NpauiBHUKIB
MoxyTb BcTaHoBnoBaTuce BAT OTI BAHK (YropwuHa)
3acobamm nmowTtu (B T.4. €enekTpoHHoi), abo B
pOo3nopsaYO-pErynsaTUBHUX JOKyMeHTax baHky.

lMpouecn nocTaHOBKM Linen Ta niaBe4eHHSA NiACYMKIB He
MaloTb cynepeunTtn Bumoram KoopauHauinHoi Ta
ynpasniHCbKOi noniTnkn 6aHkiBcbkoi rpynu OTI.

MoniTuka B LINOMYy € reHaepHo HenTpanbHOW, baHk
OOTPUMYETLCA  MPUHUMNY  PiBHOI  onnatu  npaui
npauiBHYKIB YOMOBIYOI Ta XiHOYOI CTaTi 3a piBHY poboTy
abo poboTy 04HaKOBOI LLiHHOCTI.

Crartyc goKkymeHTa CornacoBaHo

ABTOp AOKYMEHTa CHEMUS Galyna Leonidivna

[ata norogxeHHs gokymeHta | 09.09.2022
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5. Basic types of the incentives for OTP BANK
JSC personnel

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

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

- annual performance  remuneration of
employees;

- bonuses for completing the tasks of especial
importance.

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

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

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

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

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

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

6.4 Differentiation.

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

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

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

7. Main elements

These are the elements of personnel performance
evaluation system:

5. OcHOBHi BUAK matepianbHOro CTUMYnOBaHHA
nepcoHany BaHky

Buau maTepianbHOro CTMMynoBaHHS NpaviBHUKIB:

- CUCTEeMaTMW4Hi (perynspHi) npemii 3a
pesynbtatammn poboTn 3a 3BiTHWMM nepioa (3a
MicAub, KBapTani 1.4a.);

- BMHaropoga npauiBHMKIB 3a nigcymkamm poboTu
3a piK;

- npeMii 3a BWKOHAHHS OCOONMBO BaXIIMBUX
3aBAaHb.

6. OCHOBHi XapaKTepPUCTUKN CUCTEMMU OLiHKN

AianbHOCTI nepcoHany BaHky
OCHOBHUMMK  XapaKTepuUcTMKamu OLLiHKM
nepcoHany baHky €:

CnUcTemMu

6.1 €gHicTb KOpNnopaTUBHUX Ta iHAMBIAyanbHUX LiNen.
KopnopaTunBHi 3agayi KackagytoTbCH Ha BCi piBHi baHky.

lMocTaHoBKa Uinei AOns  HayanbHUKIB  ynpaeniHb/
OVPEKTopiB AenapTameHTiB ronosHoro odpicy (FO) Ta
perioHanbHUX KepiBHWKIB NPOBOAWTLCSA BiAMOBIAHO OO
cTparterii po6oTn baHky Ta ronoBHMX npioputeTis poboTy.
Ha ocHoBi Bu3HadeHux npiopuTeTiB POPMYOTbCS Lini
ONs KepiBHUKIB  HACTYNHWX PpIiBHIB  Ta  MNiHINHOro
nepcoHany.

6.2 Npo3opicTb, ACHICTb.
[ae yviTke ysiBNeHHSA Npo KpUTepii OLiHKM Ta MexaHi3mu il
cucTemum.

6.3 CnpaBeanusicTb.
OUiHI0E BHECOK KOXHOrMo B [JOCAMHEHHS 3aranbHuX
KOprMopaTUBHMX 3aav.

6.4 ndepeHLinoBaHiICTb.

BpaxoBye HasABHICTb Pi3HUX rpyn 3 TOYKM 30pY BIIMBY Ha
KiHUeBWI pedynbTaT Bi3Hecy Ta 3abe3neyye BMHaropoay,
afieksaTHY CTYMeHo BNNMBY Ha KiHLEBUIN pesynbTar.

6.5 MHy4KiCTb, CBOEYACHICTb.
BpaxoBye MoOXnuBicTb Moaudikauii napameTpis/ OLiHKU
3anexHo Bif 3MiHN YMOB.

6.6 CninbHa BIigNOBIOANbHICTL KEPIBHMKIB Ta MiHIAHMX
npauiBHuKiB BaHky.
MNepenbavae po3noain
KepiBHMKOM Ta  norofii
OOCArHYTUA pesynbTarT.

BiANoOBIiAaNbHOCTI MidK
nignernuMm  3a  KiHUeBUKN

7. OCHOBHI enemMeHTHn

OCHOBHUMM €NeMEeHTaMMN CUCTEMM OLLIHKN nepcoHany €:

Crartyc goKkymeHTa CornacoBaHo

ABTOp AOKYMEHTa CHEMUS Galyna Leonidivna

[ata norogxeHHs gokymeHta | 09.09.2022
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an interview or informing about the goals setting
for the period of evaluation;

development goals setting for the period of
evaluation;

feedback from the direct manager during the
year in accordance with the frequency of
personnel evaluation;

tasks and development goals
summary interview or informing;

fulfillment

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

Aimed at term of performance. The terms of
performance should be specified.
8. Main approaches as for the employees’

performance evaluation

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

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

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

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

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.

iHTepB'to abo iHHOPMYBaHHS LLOAO MOCTAHOBKM
Linen Ha nepiog OuiHKK;

BCTAQHOBIEHHA LUinek 3 po3BUTKY Ha nepioa
OLiHKM;

3BOPOTHIN  3B'A30K  Big  ©e3nocepenHbOro
KepiBHMKa MpOTArOM pOKYy Y BiANOBIOHOCTI A0
NepioanYHOCTI OLHIOBAHHSA NpaLiBHUKIB,
iHTepB'to 3  nigBegeHHa  nigcymkiB  abo
iH(pOpMYyBaHHA MPO BUKOHAHHA MOCTaBMEHUX
3agad Ta Uuinemn 3 po3BuTKY;

npemiloBaHHs  3a  pe3ynbTatamn  OLHKK
BUKOHaHHSA Linen.
IHamBigyanbHi  3agadi, ki ©esnocepefHin  KepiBHUK

BCTAHOBIIIOE CBOEMY Mianerriomy, NOBUHHI BignosigaTtu
HACTYNHWUM OCHOBHUM XapaKTepucTukam:

KoHkpeTHicTb. 3agadi NOBUHHI ByTU KOHKPETHUMM, YiTKO
cchopmynboBaHUMM.

BumiptoBaHictb. 3agadi MaioTe 6yt BuUMIptOBaHUMW,
MOBUHHI OYyTM BM3Ha4deHi Ta dopmanisoBaHi MPUHLMMK
OLiHKW PiBHSA BUKOHAHHS 3aadi.

HocskHicTb. 3agavi noBuHHI Byt ambidinHumn, ane
OOCSDKHUMW, BPaxOBYHOUM pearibHy MOXIUBICTb, 3 Boky
Ak baHky, Tak i npauiBHWKa, [OCArHYTH GaxaHui
pesynbTar.

PeneBaHTHicTb. 3agaudi mMawoTb ByTn peneBaHTHUMW,
TO6TO BpaxoByBaTh 30HY BiANOBIAANbHOCTI NpauiBHMKA.

OpieHTOBaHi Ha TepMmiH BUKOHaHHA. MatoTe 6yTn
BM3HA4YeHi TePMiHM BUKOHaHHS 3agad.
8. OcHOBHi nigxooM WOAO OUIHKM AiANbHOCTI

nepcoHany

Y bBaHKky 3acTocoBylOTbCA BMOWN  OLHKM

JisANbHOCTI NepcoHany:

HaCTYynHi

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

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

edektmBHocTi (KPI), BU3HayeHnx B 3anexHoCTi
Big cTpaTerii po3BuUTKY BaHky;

cuctema OKR (Objectives and Key Results)
6asyeTbCs Ha LiNsix, BCTAHOBIEHMX BiAMOBIOHO A0
ctpaterii baHky (Objectives), Ta iX Kr4YOBUX
nokasHukax edektmBHocTi (Key Results); OKR
BMCTYNalTb 06’€QHYIOYNM LiNbOBMM MNOKa3HUKOM
ans koxHoi rpynu Key Results.

2)3a iHovBIigyanbHOK CUCTEMOK — AnNS npauiBHUKIB
okpemux nigpo3sginie 3rigHo 3 JogaTtkom 3. Cuctema
0a3yeTbCs Ha OCHOBI  OUiHKM  iHOMBIgyanbHOI
edeKTMBHOCTI B 3aMneXHOCTi Bif HanpaAMKY AisinbHOCTI
BaHky Ta fo3BoNsie e(pekTUBHO KepyBaTu, onepaTMBHO
pearyBatM Ta COpuUSTU NiOBULLEHHIO pe3ynbTaTiB
OiANbHOCTI.

Bunnata npemii Ha 6asi npoBegeHoOi  OLiHKK
30iNCHIOETBLCS Ha NiAgCcTaBi MOromMKeHb, AKi € MiacTaBoto
ONS NignMcaHHsA Hakasy Ha BUnaTy npeMii i MoxXyTb OyTu

Crartyc goKkymeHTa CornacoBaHo

ABTOp AOKYMEHTa CHEMUS Galyna Leonidivna
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Approvals may be sent on paper by corporate e-mail/
posted on the corporate website or in the internal
corporate software for evaluation.

Criteria and periodicity of personnel’ incentives

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

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

The procedure of goals setting and performance
evaluation

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

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

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

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

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.

HagicnaHi Ha nanepoBunx HoCIfIX, 3acobamu
KOprnopaTUBHOI NoWTK/ PO3MiLLiEHi Ha KOpnopaTUBHOMY
noptani abo y BHYTPIWHbOMY KOpPMOpaTUBHOMY
nporpaMHOMy 3abe3neydeHHi AN OLiHKN QisnNbHOCTI.

Kputepii Ta nepioguYHicTb
CTUMYJIIOBaHHSA NepcoHany
MepiognyHiCTb Ta pPoO3Mip PperynsapHoro Tta pPiYHOro
MaTtepianbHOro CTUMYIOBaAHHA  npauiBHMKIB  BaHKy
BM3HAYalOTbCA B 3aNeXHOCTI Bif HANPAMKY AianbHOCTI Ta
3arMaHoi nocaaw.

maTepianbHoro

Ons npauiBHUKIB, AKi npemitoTbCSA 3a
3aranbHobaHkiBcbkoto cuctemoro KPI, nepiogu ouiHkn Ta
po3Mip npemii, WO 3anexuTb Big4 BCTAHOBIEHNX
KoeilieHTiB npeMitoBaHHs, AKi BigobpaxatoTb
CMiBBIAHOLUEHHS 3MiHHOI | MOCTINHOT YacTMHM BUHAropoam
(npemii i nocagoBoro oknagy) 3adikcoBaHi B [loagatky 1
00 gaHoi MNonitukn).

Mopsimok BCTaHOBJIEHHA Uinen Ta
niacyMmKkiB

niaBegeHHA

Mpn npuiomi Ha  pobOTy HOBUX  MpaLiBHUKIB
Y3rogxXyetbcs  |HOuBIAyanbHU NNaH  MNPOXOOXKEHHS
BMNpoOyBanbHOrO TEpPMiHY AONd HOBUX NpauiBHUKIB.
MMicna ycniwHOro npoxogXeHHs  BMNPOByBanbHOro
TEPMiHY  MpauiBHUKOM,  KEpPIiBHMKOM  MPOBOAMTHCS
MOCTaHOBKa Uinewn Wnisxom iHTeps’to abo iHpopmyBaHHSA
€eKTPOHHOI0 KOPMOPaTUBHOIO NOLLTOHO.

IHaMBigyanbHi Uini pekoMeH4oBaHO BCTaHOBMOBATU Ta
y3rompkyBaTtu OO MoYatky 3BiTHOro nepiogy B
€NeKTpOHHOMY BUMMsiAi 3aco6ammn enekTpOHHOI NOLTH.

3apadvi, ki BCTAHOBMNIOE KEPIBHWK CBOEMY Mignernomy,
noBWHHI ByTn 0B0B’A3KOBO AoBedeHi Ao woro/ii Bigoma.
Axwo Big npauiBHWMKa He Hagxoausio 3BOPOTHLOrO
3B’A3KYy MPOTArom 5-Tv poboumx OHIB, BBaXAETbCSH, LLUO
uini BCTaHoBMeHi. Y BMMNaAKy HeOOCArHEeHHs 3roaum npu
nnaHyBaHHi 3agay Ha 3BiTHUI Nepiog, abo Npw NigBeaeHHI
nigcymkiB, OO iHTEPB’I0 NMOCTaAHOBKWU Uinew/ niaBeAeHHs
NigCyMKIB 3anyyaloTbCsl KEPIBHUK HACTYMHOro piBHA Ta
npeacTtaBHuK [enapTamMeHTy ynpasniHHA NepcoHanom.
BoHM pobnsiTb BUCHOBKWM LWOAO MPUYNH HEOOCATHEHHS
3rogM Ta MPOMOHYIOTb LUMAXM iX BUPIiLLEHHs. BUcHOBOK
KepiBHMKa HACTYMHOro PiBHA € KiHUEBUM Ta He nignsarae
nepernagy.

Mpwn 3miHi nocagm nNpauiBHUKIB, LLO BXe NpaLoTb, NiaH
GisHec-Uinen mae OyTn nepeyknageHu Ta y3romxXeHun
NPOTAroM 4ecATU poboUnX OHIB 3 MOMEHTY NPU3HAYEHHS
Ha HOBY nocapgy.

lMnaHyBaHHA KepiBHUKOM Uinen npauiBHWKa MNOBUHHO
GasyBaTca Ha nocagoBux 0OOB’sA3Kkax Mignernoro,
nnaHax AOignNbHOCTI  nigpos3giny Ta 3ajadvax, uWo
BCTaHOBIEHI Nigpo3ainy.

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

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

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

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

Qualitative KPI can be set following two principles:

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

In general, the total recommended number of KPI that

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

for the heads of directorates in Regional Network
and heads of units in HO — not more than 6;
for linear employees — not more than 4.

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

lMocTaHoBKy/ OUiHKY AiSNbHOCTI NpauiBHMKa NPOBOAUTb
Be3nocepenHin kepiBHUK 3 0OOB’SI3KOBUM MOTOMKEHHSAM
KepiBHWMKa HacTYNHOro piBHs (piBHA He Hkye B-1).

Onsa npauisHukie MO 3 pobounm micuem B PerioHanbHin
Ouvpekuii HeobxiaHo BpaxoByBaTu BMKOHAHHS
iHOMBIAYyanNbHMX 3aBOaHb LWOAO0 AiANbHOCTI ANPEKLi.

Onsa 3aranbHobaHKiBCbKOT cucTemm OLiHKM
peKkoMeHOoBaHO dikcyBaTh Lini y 6naHky GisHec-uinen,
LLIO BpaxoOBYE piBEHb BMKOHAHHS KiflbKICHUX Ta AKICHMX
3agad Ta Management Appraisal. Y bniaHky 6i3Hec-Linen
BCTAHOBIIOIOTbLCA iHAMBIAyanbHi nokasHmkn KPI, OKR, ix
LinboBi 3Ha4yeHHs Ta nuToMa Bara. Popmu OnaHkiB 3a
3anuToMm HagcunaiTbca [denapTameHTOM YynpaBniHHA

nepcoHanom  abo  po3MilLyTbCA B  CUCTEMI
KOpPNopaTUBHO| €NEeKTPOHHOI OLiHKM.
9. OCHOBHi ApUHUMNN npemMitoBaHHA 3a

3aranbHobaHkKiBCcbKol cuctemotro KPI
9.1 3aranbHi npyHUMNK

OuiHka 3a cuctemoto KPI (key performance indicators,
KIMIOYOBMX  MOKA3HWKIB  eEeKTUBHOCTI) nonsrae B
OLUIHIOBaHHI  [ianbHOCTI  npauiBHMKa Ha  nigcra.i
BUKOHAHHS HUM KinbKiCHMX Ta sikicHux KPI.

KinbkicHi KPl BcTaHOBMIOKTLCA Ha MiAcTaBi NOKA3HUKIB,
3aTBepakeHnx 6rogpkeToM. KOHTpOmb 3a ix po3paxyHKom
noknagaeTbecs Ha YnpasBniHHA ¢)iHaHCOBOTO KOHTPOMIHTY,
npadiBHuKiB HanpsaMKy Risk Management ToLuo.

Axichi  KPI
npuHUMnamm:
Ha OCHOBi BUKOHYBaHUX (PyHKLiOHaNbHNX 060B’A3KiB,
ane He gybnioyn iX NOBHICTIO;
Ha OCHOBI iHAUBIQYyanbHO BCTAHOBIIEHUX 3a4au.

MOXYTb BCTaHOBIIOBAaTUCb 3a [ABOMa

3aranom cymapHa pekomeHgoBaHa Kinbkictb KPI, o
MoXe OyTu BKIHOYEHa A0 Linew npauiBHUKIB CTAaHOBUTb:!
ONa  perioHanbHUX KEpiBHWKIB Ta HadanbHUKIB
ynpaBniHb (aunpekTopie AenaptameHTiB) O — He
Oinble 8-mu;
ONd HayanbHWKIB ynpaBniHb perioHanbHoi Mepexi Ta
HavanbHuKiB Bigainis O — He GinbLue 6-Tu;
ONS NiHIMHWX NpauiBHUKIB — He BinbLue 4-x.

KPI BCcTaHOBNIOOTLCSA Ha nepiog ouiHoBaHHS. [Mpy LbomMy
pO3paxyHoK KinbKiCHUX KPI BigOyBaeTbCs
Hakonu4yyBarnbHUM MNiACYMKOM 3a BCi NPOMIKHI nepioau
OUIHKM AiANbHOCTI. AKICHI NOKa3HWMKM pPO3paxoBYOTHCS
OKPEMO 3a KOXXHWUI NPOMIKHUI nepioa,.

PekomeHOOBaHO 3acTOCOBYBATW HACTYMHI acnekTu i
NPUHLMNKX Npy pobOoTi cucTeMn MOTMBAUT:
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- as part of the two-level objective system, the
same indicators of the Strategic block shall be
applied for all employees concerned of support
units, for business units can be set strategic
business KPI for each direction.

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

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

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

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

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

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

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

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

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

Individual goals — individual KPI/ 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 fulflment higher than
minimum level the calculation of direct quantitative KPI
implementation is conducted as the ratio of actual value
and the planned one for each indicator separately and

- $IK YacTMHa OBOPIBHEBOI CUCTEMMW UiNen ogHaKoBI
MOKa3HUKW cTpaTteriyHoro 6rnoky MnoBUHHI  ByTK
3acTocoBaHi A0 BCiX 3anyyeHux npauiBHUKIB
nigTpumyoumnx nigpo3aainis, anga 6isHec-nigposainis
MOXYTb OyTW BCTaHOBMEHi cTpaTerivyHi bisHec-
MOKa3HWMKM NS KOXKHOMO HanpsimMKy.

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

- MiHimanbHa Bara 6yab-sIKOro nokasHmka CTaHOBUTb
5%, makcumanbHa Bara 30% (sKWoO iHWe He
peKoMeHO0BaHO MaTepuHCbKO KoMnaHieto
(BaHkom));

- KpiM KiNbKICHMX NOKa3HUKiB Mae OyTn BCTAHOBIEHO
xo4a 6 oaHe LinboBe 3aBAaHHS;

- AN 3aTpaTHUX MOKa3HWKIB B pasi NepeBULLEHHS
NMaHOBOIO 3HAYEHHSs1 BuUMNMata 3a MOKa3HUK He
3picHIoeTbCA (MiHiManbHum piBeHb 102%);

- opgHakoBi KPIs wmatoTb 6yTm 3 oOHaKoBUM
3HAYeHHAM nMfaHy | O4gHaKoBUM  MiHiManbHUM
piBHEM A5 BCiX PiBHIB NpaL,iBHUKIB;

- 3HauveHHst KPl noBMHHO GyTK BKa3aHO 00 TPETbOro
nopsiaky Apo6oBOro 3Ha4yeHHs (TUCAYHI).

Mpn pospaxyHKy npemii 3a 3BiTHUA nepiog Ans
npauiBHukiB BaHky (OokpiM nosuuin nig rpynoBoto
MOMITMKOKD BMHAropoAu) BIACOTOK BMKOHAHHSA Uinew
PO3paxoBYETLCA SAK CepedHe apudMeTU4He 3HaYEeHHS
BiACOTKA BMKOHAHHA CTpaTeridyHMX UinerW Ta BigcoTka
BUKOHaHHSA iHOUBIAyanbHUX Uinen. Bara nokasHukiB ang
nosvuin  nig  rpynoBol0  MOMITUKOK  BMHaropoau
BCTaHoBreHa y flogaTky 2.

CrparteriyHi uini — ue 3aranbHOGAHKIBCbKi MOKa3HWUKW,
onepauiiHui npubyTtok, 6GisHec-KPIl Towo. KoxHa i3
cTpaTeriyHuxX uinen mae cBow nutomy Bary. 3aranbHa
Bara ctpaTeriyHux uinen ctaHoButb 100%.

CrparteriyHi Uini 4na npauiBHUKIB, SKi OTPUMYIOTb PiYHY
BMHaropogy, o6os’a3koBo BknoyaTe RORAC.

Mepenik cTpaTeriyHMX MOKa3HWUKIB, ANA NiATPUMYHOYNUX
nigposgainis 3aTBepaXyloTbCs cnyx60Bum
po3nopsmKeHHsaM 3a nignucom Fonoswu MNpaeniHHA, a Ans
GisHec nigpo3ainiB  BCTAHOBMIOETLCA 3@  PilUEHHSM
Kypytodoro YneHa [llpaBniHHA i PIKCYETbCA Y 3BITHUX
BiJOMOCTSIX.

lHamBigyaneHi uini — ue iHaueigyaneHi KPI/ OKR,
iHamBigyanbHi 3agadvi Towo. KoxHa 3 iHAvBigyanbHUX
uinen Mae cBow nuTOoMy Bary. 3aranbHa Bara
iHOMBIigyanbHWX Uinen ctaHoeutb 100%.

MuToMy Bary KOXHOIMO  MOKasHMKa  BCTAHOBIOE
6e3nocepeHin KepiBHWUK MpauiBHMKa PiBHS He Hux4e B-
2.

[na 3apaxyBaHHsi BUkoHaHHS KPI dhaktuyHe BUKOHaHHS
Mae OyTu BMLLe, HiXX MiHiManbHUM piBeHb. 3a yMOBMU
BMKOHAHHS BULWE MiHIManbHOro PpiBHA pO3paxyHoK
BUKOHaAHHA npsMux KinbkicHux KPl npoBoguTtbCcs sk
BiJHOLLEHHA (aKTUYHOro 3Ha4YeHHs A0 MNaHOBOro Mo
KOXXHOMY MOKa3HMKY OKpeMo abo HaBnaku ns 3BOPOTHIX
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conversely for indirect KPI. If fact value equel or lower
than minimum level KPI fulfilment is 0%

The value of minimum KPI level is depended on type of
indicator:
1) direct indicator — 90% (for the Global Market
result indicator/ PB NNM (net new money) -
60%)
2) indirect (reverse) indicator — 110%
3) cost indicator — 102%
4) qualitive indicator/ management aprisal - 0%

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

IC-3 Control of the set parameters by the Parent Bank
for the positions under the group remuneration policy,
control of the set parameters for the other positions of
payments entrusted to employee of the Human
Resource Directorate.

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

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

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

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

NoKasHuKiB. AKWO akTU4YHe 3Ha4YeHHs OOPIBHIOE 4un
HWXYe HiK MiHiManeHMN piBeHb BUKOHaHHS KPI
ctaHoBuTb 0%.

MiHimaneHun piseHb ans  KPI
rokasHuka:

1) npsami nokasHukn — 90% (ana KasHauvenctsa/

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

3anexutb Big Tuny

2) 3BOpOTHI noka3Hukn — 110%
3) nokasHuku 3atpat — 102%
4) skicHi 3agadvi/ ouiHka kepiBHUKa — 0%

Ona nosuuin nig rpynoBok MOMITUKOK BMHaropoau
MiHiManbHWIA piBEHb KPI BCTaHOBJIOETLCSA
MaTepvHcbkMM BaHkom, Ans iHWKMX No3ulin Moxe ByTtu

BCTaHOBNEeHMN/3amiHeHmn  Fonosoto abo  YneHom
MpaBniHHS.
IC-3 KoHTponb piBHA AOTPUMaHHA BCTaAHOBJIEHMX

napameTtpie MaTtepuHcbkum BaHkom ans nosuuin nig
rpynoBoo NoniTUKO BMHaropoau, KOHTpOIb
OOTPMMaHHS BCTAHOBMEHMX MapamMeTpiB Ans  iHWKUX
no3uuin MnoknageHun Ha npauiBHUKIB [enapTameHTy
yrnpaeniHHSA NepcoHanom.

MigcymkoBum BigcoTok BuKoHaHHA KPI BM3HavaeTbes
LUMISAXOM MEepPeMHOXEHHSA OTPUMaHOro BigcoTka GoHyca
3a BMKoOHaHHs KPI Ha rioro nutomy Bary.

Jlorika po3paxyHKy UuX MOKasHWKIB MOXe 3MiHIBaTUCh
abo [OMOBHIOBATUCL CMYXO0BUM PO3MNOPSIHKEHHSIM 33
nignucom Fonosu MNMpaBniHHS.

MakcumanbHuin poamip BigcoTka gocsrHeHHa KPI 3a
3BiTHUI Nepiof (Micaub, KBapTar, TOWo) NPOTAroM PoKy
cknagae 100%, oOkpiM  iHAMBIAyanbHUX  CUCTEM
MoTMBaLlil.

MepeBnkoHaHHsa KPl moxnuese nuwe [ns KinbKiCHUX
nokasHukie  ansa  GisHec-nmigpo3ginis.  Ona  Hux
MakcumarnbHUA po3mip BigcoTka pAocsarHeHHs KPI no
KOXHOMY  KiNbKICHOMY  MOKa3HWKY He  MOBUHEH
nepesuwysatm 120% (ang nosuuin nig rpynosoro
noniT1kow BnHaropoam - 100%).

Strategic - ) Crpareriynmii | IHAWBIAYaNLHWI

Employee block Individual block MpauyisHnk o B
For positions under Group o o [1nA N03uLilt NiA rpynoBoko R .
Remuneration Policy 100% 100% MONITUKOK BUHAropoau 100% 100%
Level B-1, B-2 (Support) 100% 100% Pisenb B-1, B-2 (Support) 100% 100%

or o,
Level B-1, B-2 (Business- Retail, 100% 120;: ftor Pigens B-1, B-2 (Business- Retail, 100% 1? @c‘ur:?(
Corporate, Collection) ° quantitative Corporate, Collection) ° KINEKICHI
indicators NOKA3HKKIB

The maximum amount of
overfulfillment of cost indicators for
all employees

100% 100%

MakcumansHuin poamip
NEpPEBUKOHAHHA NOKA3HWKIE BUTPAT
ANA BCIX NPaLBHUKIB

100% 100%

RORAC, DPD90+ return and the separate indicators
related to the risk portfolio quality calculation, coverage
and expenses’ budget implementation in different areas
have the maximum value of 100% in any period under

RORAC, DPD90+, a Tako) OKpeMi NOKa3HWKW, NOB’sA3aHi
3 pO3paxyHKOM SKOCTi Ta MOKPUTTA KPEeAUTHOro
noptcento abo BUKOPUCTAHHAM OlompkeTy BUTPaT B
Pi3HUX HanpsMKax, MalwTb MaKCMMasbHUA pPo3Mip
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review. In case of RORAC the method indicated on the
CEO'’s target sheet shall be applied.

IC-1. Control for correctness of KPI setting and
evaluation performance of KPI entrusted to the
employee of the Human Resource Directorate.

9.2 Core principles of the incentive system

The basic principle of the performance measurement
and assessment system is to link the rate of
performance-based remuneration — with ex-ante and
ex-post assessment of risks — to the degree of the
accomplishment of banking group / bank / subsidiary
strategic-level and objectives in the framework of a two-
levelperformance measurement system.

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

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

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

- For investment fund managers, RORAC, and
C/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.

BMKOHaHHs 100% y Gyab-akomy 3BiTHOMY nepiogi. Mpu
po3paxyHky RORAC mae 3actocoByBaTUCb MeETOf,
3a3HaveHun B 6naHky uinen ana Monosu MNpaBniHHA.

IC-1. KoHTponb 3a KOpekTHicTio BcTaHoBneHHs KPI Ta
OLIHKOD BMKOHAHHSA noknageHnn Ha npauiBHUKIB
JdenapTtameHTy ynpasniHHSA NepcoHanom.

9.2 OCHOBHIi NPUHLUNX CUCTEMM CTUMYITIOBaHHS

OCHOBHMM MPVHLMNOM CUCTEMW BUMIPIOBAHHSA Ta OLLIHKU
pes3ynbTaTMBHOCTI € 3B'S30K BMHAropoAuM Ha OCHOBI
pes3ynbTaTMBHOCTI - 3 MOMEepedHbO Ta MoAanbLUO
OLiHKOIO PU3BKKIB - 3i CTYNEHEM AOCATHEHHS cTpaTeriyHnx
uinen piBHa 6aHkiBCbkoi rpynu / BaHky / podipHbOI
KOMMaHii B paMKax ABOPIBHEBOI CMCTEMU BMMIpPIOBAHHS
€(EeKTMBHOCTI.

AKLEHTYIOUM yBary Ha iHCTUTYUINHMX Lingax, ABOpiBHEBA
cucTtemMa Crpusie YiTkoOMy BU3HAYEHHIO Ta MOHITOPUHIY
npioputetiB  Ta 3abe3nedyye Kpawe BiACTEXEHHS
iHOMBIgyanbHUX pe3ynbTaTiB AiSfIbHOCTI, TUM CcaMuMm
nokpaLLytoun FHYYKICTb cucTemm OLjiHKM
pe3ynbTaTUBHOCTI.

KpuTepismn ouiHKM pe3ynbTaTUBHOCTI Ha IHCTUTYLIIHOMY
PiBHI ANS PiYHKX Uinewn € Taki:
- [Onsa kpeantHux yctaHoB nokasHukn RORAC + Ha
piHi rpynn (ROE / COE 3 ypaxyBaHHSIM pu3uKy),
C/l, nokasHukn YacTkm puHKy (kpim OBRu),
- [Onsa meHepxepis iHBecTULinHUX cdoHaiB, RORAC
Ta C/I, NOKa3HWKM YaCTKU PUHKY,
- [Onsa aKTOpUHroBMX KOMMAHIN MOKa3HMUKM,
BMMIPIOIOTb YCniX iHKaco,
- [ns nisMHroBMx KOMNaHin peHTabenbHICTb aKTUBIB
(ROA).

Lo

CTpyKkTypa nOKa3HWKIB iHAMBIQYyanbHOI LinbOBOI yroam
BM3HAYaETLCA - Ha OCHOBI OpraHisauiHuMx Ta
eKkcnnyaTtauiiHux npaBui OaHHOI KomnaHii - cdepoto
OiSANbHOCTI  KOHTponboBaHoi obnacTi. Mpu nocTaHoBLi
iHOMBIQyanbHMX Uinen cnig Agoknagatyv 3ycunb Wwob
BMKOPWCTOBYBATU MOKA3HUKW, OO'EKTMBHA BUMIPHICTb
AKUX NIOTPUMYETLCH CUCTEMaMM KOMMNAHiT.

Y koni rpyn KepiBHMKIB Ta NpavuiBHUKIB, SKi NignagatTb nig
Oil0 CUCTEMW BUMIPIOBAHHA Ta OUIHKM  AiSNIbHOCTI
OOYIpHBOI  KOMMaHii, BUMOrM [0 €edEKTUBHOCTI Ta
MOKa3HMWKIB CUCTEMU CTUMYMOBAHHSA MOBWHHI BYTU 4iTKO
noB'dA3aHi NPsIMO 4YM OMNoCepenKkoBaHO 3 LOCATHEHHSAM
OYiKyBaHb, TaKOX BUWKNageHWX Yy UINAX KepiBHWKa, B
LbOMY BMMaAKy KOMEHTapi Wogo OUiHKW BMKOHaBYOrO
OVPEKTopa TakoX NMOBUHHI BigobpaxkaTncs B MOKa3HUKaxX
HWXYMX PiBHIB.

[HCTUTYUINHI  MOKa3HUKM MOBWHHI  ByTM  pPiBHOMIpPHO
BKMIOYEHI Ha piBHi IHCTUTYLIA ONS BCIX KepiBHUKIB i
npauiBHMKIB, OXOMMEHMX  OBOPIBHEBOK  CUCTEMOH
CTUMYITHOBAHHS.
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In the case of employees subject to the two-level
performance measurement system, the performance
relevant to the eligibility for bonuses is defined by the
arithmetic mean of the accomplishment of institutional
and individual targets, with the proviso that in respect of
the given manager or executive, the weight of
institutional-level indicators decreases parallel to the
decrease in managerial level for each institution.

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

9.3 Additional parameters for positions under the
group remuneration policy

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

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

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

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

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.
In the case of the first level manager the structure of the
individual level indicators is the following:
a/ The indicators to be applied mandatorily
according to the request of HQ - except for the

Y Bunagky npauiBHMKIB, Ha SKUX MNOLUNPHETHCA
OBOpiBHEBA CUCTEMA BMMIPIOBAHHA pPe3ynbTaTUBHOCTI,
pesynbTatv LiAnbHOCTI, WO pPO3pPaxoBYKTbCA AnS
BMNNaTn BoHycy, BM3HaAYaTbCA cepeaHim
apudmMeTU4HUM OOCArHEeHHs IHCTUTYLINHNX Ta
iHOMBiQyanbHUX Uinen, 3a yMOBW, WO LWOAO AaHOro
MeHeKepa YM BUKOHABLIA, Bara MOKa3HWKIB Ha piBHI
IHCTUTYLIN 3MEHLLYETBCA NapanesibHO 3MEHLLEHHIO PiBHSA
yApaBniHHA Ha KOXXHOMY 3aknagi.

[na noswuuin nig rpynoBoto NomniTUKOK BUMHaropoaun angd
OYHKLiA BHYTPILLHBOIO KOHTPOMO (PU3UK, KOMMIa€EHC,
BHYTPILLHIA ayauT), nNpu BU3HAYEHHi pe3ynbTarTiB,
MoB’siI3aHUX 3 MpaBoOM OTpUMaHHA 6GoHycy, Bara
IHCTMTYUINHOrO GnOKYy 3aBXAW Hux4ya, 3abesnevyouu,
wob (Hwk4a) Bara 3acTOCOBYBanach st nocag Ha OAuH
piBEHb HWX4Ye B OpraHi3auifHin CTPYKTYpi B KOXHOMY
BUMALKY.

9.3 NopaTkoBi napameTpu ANA NO3ULin Nig rpynoBoto
NoniTUKOK BUHAropoam

IHaMBiQyanbHi pe3ynbTaty AiSfbHOCTI HE MOXYTb OyTn
«NIgHATUMWY pesynbTatamm [iSANbHOCTI rpynu
(opraHisauii), iHWWMK crnoBamu, SKWO pe3ynbTaTtu
AiANbHOCTI rpynu nepeBuLLyoTb pe3ynbTatu
iHOMBIOYyanNbHOI OUiHKM, iHAOMBIAyanbHa oOuiHKa Mae
nepeeary. Y UbOMYy BWMAgKy BuULLlEe3a3HAYEHE
3BaXKyBaHHsI HE 3aCTOCOBYETLCS, 3@ YMOBM, LLLO CTOCOBHO
[AaHOro KepiBHUKa Y/ BUKOHAaBLISI Bara NokasHWKiB Ha pPiBHI
IHCTUTYUIN 3MEHLWYETbCA NnapanenbHO 3HWXKEHHIO PIBHSA
yrnpaBniHHA  Ans  KOXHOI  ycTaHoBW.  LUini  Ha
iHOMBIAyanbHOMY PiBHI BKMOYaKTh LiNbOBi 3aBOaHHA Ta
KomMneTeHuii. 3aranbHa Bara UiNbOBMX 3aBAaHb - KpiMm
BULLMX KEPIBHUKIB KPEAUTHUX YCTaHOB - cTaHOBUTb 80%.
Ons BUWMX KepiBHUKIB BaHKIBCbKUX Pyn KpeauTHUX
YyCTaHOB L BennymHa ctaHoBuTb 90%.

Bara komneTeHUii - KpiM BULUKNX KEPIBHWKIB KPEeaUTHUX
ycTaHoB - cTaHoBuTb 20%. [Ons BUWKX KepiBHWKIB
OaHKIBCbKUX Tpyn KpeouTHUX YCTaHOB LS BenuuMHa
ctaHoBUTb 10%.

|[AEHTUYHI NOKa3HWKU MOBUHHI BYyTW BKMIOYEHi Ha BCiX
PiBHAX NpauiBHMKIB 3 04HAKOBUM MOPOroM BMKOHAHHA Ta
NMoporomM A0mnycky.

Cepen uiner Ha iHAMBIQyanbHOMY piBHI  UinNboBe
3HAYEeHHS KinbKiCHNX NOKa3HUKIB NOBWUHHO
BigoOpaxkaTncst 3 TOYHICTIO 40 TPbOX 3HAKIB MiCNSA KOMM.

Cepeq UinbOBUX MOKA3HMKIB Ha iHOMBIAyanbHOMY piBHi
noBuWHHa OyTuW BKIOYEHa po3cyanuea poboTa 3 Baroto He
MeHLwe 5% ansa BCix npauiBHKKIB, WO NignagaTb nig Aito
rPynoBoi NoNiTUKM BuHaropoaw. NokasHuk KopnopatueHa
couianbHa BignosiganeHictb (KCB) noBuHeH 6yTu
BKMIOYEHUA 3 Barod nNpuHanMHi 5% ana  BuWMX
kepiBHukiB (CEO) pisHUX ycTaHOB.

Y Bunagky kepiBHuka Buworo pisHa (CEQO) cTpykTypa
iHOMBIAYanNbHMX MNOKA3HWKIB € HACTYMHOLO:

a) lNokasHukK, siki 3aCTOCOBYIOTbCS B OBOB'SA3KOBOMY
nopsaky Ha sumory MaTtepuHcbkoro baHky, 3a BUHATKOM
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exceptional cases - shall have a weight of 25%
with the following distribution:

- IPSPC action plan - except for the exceptional
cases — with the weight of 15%, uniformly

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

- Stage 3 inflow ratio — Corporate and Pl loans
indicator with the weight of 5%, uniformly

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

¢/ The indicators to be applied mandatorily
according to the laws (ESG, Prudent
operation, CSR) with the weight of 15%,
uniformly (the weights are: 5%-5%-5%
separately)

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

The quantitative indicators are uploaded by the Parent
Bank’s HR Department to a so-called KPI library, and it
is the HR Department’s task to collect and gather
indicators from data owners, with the proviso that these
data owners also make recommendations for the target
tasks for each entity. The properties of the quantitative
indicators (definition, unit of measurement, data owner,
planned and actual value) are defined by the data
owners. Target tasks are to be classified into logical
groups, which groups are established by the Parent
Bank’'s HR Department and the Banking Group
Governance Directorate. The classification of logical
indicators into logical groups is the responsibility of data
owners.

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

The Banking Group Governance Directorate consults
on the data content of the KPI library and the target
tasks with senior executives, employers and the owner’s
governing bodies as well as professional controllers,
with the finalised content forwarded to the Parent Bank’s
HR Department, 15 days prior to the Management
Committee meeting discussing the principles of the
incentive system at the latest.

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

ocobnuBMx BMNagkie, mMawTb Bary 25% 3 HacTymHUM
po3noainom:

- Mnan gin IPSPC - 3a BUHATKOM 0COBNMBUX BUNAaAKIB -
3 Baroto 15%;

- Ctpareria Ta nnaH gin ITOB 3 Baroto 5%;

- KoediuieHT npupocty B CTengk 3 — nokasHUK KpeanTiB
KoprnopaTuBHUX i isnyHmx ocib 3 Baroto 5%, BignosigHo.

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

B) [lMokasHuKM, siKi 3aCTOCOBYHOTLCA B OOOB’SI3KOBOMY
nopsgky  BignoBigHoO go  3akoHogascTBa  (ESG,
Poscyonuea  pobota, KopnopatuBHa  couianbHa
BignosigansHocTb (KCB)) 3 Baroto 15%,(BignoBsigHo Bara:
5%-5%-5%)

r) OuiHka kepiBHUKa 3 Baroto 10%

KinbkicHi mokasHuMKM 3aBaHTaxytoTbcsl y Success Factor
HR Bigginom MaTtepuHcbkoro baHky go Tak 3BaHol
6ibniotekn KPI, i 3aBgaHHsam uyporo HR Bigainy € 36ip Ta
KOHCONIiAaLia NOKa3HWUKIB Bif BNACHUKIB 4aHWX, 32 YMOBM,
LLIO Ui BITACHUKM AaHMX TaKOX AalTb pekomMeHaalii wono
LiNbOBMX 3HA4YeHb AMs1 KOXKHOI opraHisadii. BnactusocTi
KifTbKICHUX MOKa3HUKIB (BM3HAYEHHS, OAVMHWLUS BUMIpY,
BNACHUK [JaHuWx, nnaHoBa Ta aKTUYHa BenuynHa)
BM3HaYyalTbCs BracHukamu AaHux. LlinboBi 3aBaaHHA
cnig  knacudikysaTu  3a  NOMYHMMKU  rpynamu,  SKi
CTBOpIOIOTLECA [lenapTaMeHToM ynpasniHHA NepcoHanom
MatepuHcbkoro bBaHky Ta [upekuieto  ynpasniHHSA
GaHkiBCbKOI rpynoto. Knacudikawis noriyHMX NokasHuKIB
Ha NOriYHi rpynu € BiANOBIAANbHICTIO BNACHUKIB AaHUX.
Oupekuis yrnpasniHHA BaHKIBCbKOIO rpynoto
KOHCYMNbTYETLCA WOAO 3MicTy AaHux 6ibniotekn KPI Ta
LinbOBMX 3aBOaHb 3 KepiBHUKaAMW BULLOI  MaHKu,
poboTodaBLUsiMM Ta OpraHamu ynpasefiHHS BNacHUkKa, a
TakoX NpodeCinHMMIN KOHTPONepamMmmn, Toai ik ocTaTtovyHe
CXBaneHHs BMMarae pilleHHa YNpaBniHCbKOro KoMIiTeTy
OTP BANK Plc..

Ovpekuis yrnpasniHHA OaHKiBCbKOM rpynoto
KOHCYNbTYETLCA LWOAO0 3MicTy AaHux Gidniotekn KPI Ta
LUinbOBMX 3aBAaHb i3 KepiBHMKAMW BULLOI  NaHKMK,
poboToaaBLsIMM Ta OpraHaMu yrnpaeriiHHS BITACHUKOM, a
TakoX npodecinHNMn KOHTporiepamu, a OcCTaToYHUN
3MicT nepepaetbca go Bigainy HR MatepuHcbkoro
BaHky, He nisHiwe HiX 3a 15 gHiB 0o 3acigaHHa KepiBHOro
KOMIiTETY, [O€ OOroBOpITLCA MPUHLMNN  CUCTEMMU
CTUMYITHOBaAHHSI.

CxBaneHHst 6Gioniotekn KPI Ta noriyHux rpyn Ha
NOTOYHWUI piK BXOOWTb 40 KoMneTeHuil Harnagosoi pagn
OTP BANK Plc.
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The target values of institutional indicators and the
guantitative 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.

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

LlinboBi 3Ha4eHHS IHCTUTYLIMHUX NMOKa3HUKIB Ta KiSTbKiCHi
NOKa3HWKN, 3a3Ha4YeHi B OKPeMUX UINsx, [0 SKUX
BHOCSATBCS 3MiHN MPOTArOM POKY, MOXYTb BYTW BKIIOYEHI
Ha  OCHOBIi  pilleHHA  YNpaBniHCbKOrO  KOMITETY
MaTepuHcbkoro baHky BignoBigHO A0 pernaMeHTOBaHMX
pamMokK He nisHiwe 31 KOBTHSA. YNpaBniHHA NepcoHanom
MaTEepPUHCbLKOI KoMMaHii NUCbMOBO noBiaoMIsie
3auikaBneHi JouipHi KomnaHii Npo Taki 3aMiHK Ta X BNAB
Ha Uini, a TakoX Ha opraHisauiriHi, ynpaBniHCbKi Ta
noB'dA3aHi 3 mocagamMu CTPYKTYpPU MOKa3HMKIB 3 METOH
NiATBEPOKEHHS.

OcHoBM [Ona nNpeacTaBneHMX Bule MpuMHUMMIB Ta
HanpsMiB CTUMYITIOBaHHA 3aTBEpPAXYOTbCA 3aransHUMm
36opamn MaTtepuHcbkoro baHky, npu UbOMY yKnageHHs
NMUCbMOBMX LIMbOBMX Yro Ha MOTOYHMI PiK MOXMMBO
nicrs NPUAHATTS LMX OCHOB.

BuHaropoga 3a pesynbTatamu  AidnbHOCTI,  fKa
NPUCYOKYETBCA HA  OCHOBIi  OLiHKM  pe3ynbTaTiB
DiSANbHOCTI, paxyeTbCsl Ha NPOMOPLiNHIA  OCHOBI 3
ypaxyBaHHSM KOHTPOMbHOro nepioay:

- TPYAOBi BiAHOCWHW, BCTAHOBIIEHI NPOTArOM POKY,

- 3aKiHYeHHs1 CTPOKOBOro TPYAOBOro AOrOBOpPY,

- 3BiNbHEHHA nMpauiBHMKaA Ha ymMoBax TPygoOBOro
3aKoHoOaBCTBa ,

- MPUNUHEHHSI TPYLOBUX BIQHOCKH Yy 3B'sI3KY 3 BUXOLOM
npauiBHMKa Ha NEHCIt,

- CMepTb MpauiBHUKa,

- MPUWUNUHEHHS BIQHOCUH pObGOTOAABLIEM 3 MPUYNHM, LLIO
NoB’A3aHi 3 MOro AisinbHICTIO,

- nepeBefdeHHs Ha poboTy / 3 poboTK, BKIIOYEHOI B
CUCTEMY 3a0XOYEHHS, i3 3ayBaXXEHHAM, L0 Komwu
npornopuiiHa cyma BuHaropoauW 3a pesyrnbratamu
JisANbHOCTI MeHLWa 3a aBaHc(n) 3a BuHaropoay 3a
pesynbTatamu [LisnbHOCTI, BUMNMAYeHUn MNPOTHAroMm
POKY, NpaLiBHUK NOBUHEH Byae NOBEPHYTM Pi3HMLIO.

MpauiBHMK He Mae npaBa Ha BMHaropoay, 3acHOBaHy Ha
pesynbTatax poboTu, SKLO BiH HE 3aiMaETbCA XXOLHOK
pobo4od AiAnbHICTIO i, 0gHOYAcHO, He Gepe y4acTi y
BMKOHAHHI MOCTaBMeHMX LUinen 4epes BiACYTHICTb
pesynbTariB.

3a BigcyTHoOCTi  bakTUYHUX pesynbTaTtiB  poboTu
npauiBHMK He Mae npaBa Ha BMHaropogy Ha OCHOBI
pesynbTaTiB, HaBiTb AKLO BiANOBIAHI LiNi Ha piBHI rpynu
BMKOHYIOTbCS, 3@ paxyHOK JOAaTKOBUX 3YCUIb iX Koner Ta
He3anexHo Bif iX y4acTi.

Y pasi npunvHeHHs poboTM B OLiHIOBAHOMY pOLi
npauiBHMK Mae npaBO Ha BMHAropoAy, 3acHOBaHy Ha
pesynbTatax poboTu, nuwie 3a KaneHgapHe niBpiyys, B
OCTaHHIN OeHb SKOro iCHYHTb TPYAO0BI BIGHOCUHW, | AKLLO
Ha Ler OeHb npauiBHMK He 3BINIbHAETbLCA Big poboTw.
Bioctyn Big BuMLWeE3a3HaYeHOro MOXMNUBUIA BUKIMIOYHO
BiQANOBIAHO A0 nomnoXeHb [loniTMKN BUHAropoaXeHHs
GaHKiBCbKOI rpynu.

[MpaBo Ha BuWHaropody, 3acHOBaHy Ha pesynbTarax
OiSANbHOCTI, NPUNWHAETBCA Yy BUNAAKy, SKWO TPydoBi
BIOHOCUMHN MPUNUHAKTLCA Nig 4Yac BUNpPoOyBanbHOro
TepMiHy, abo 3a HeraiHuM pilleHHAM poboTofaBus, abo
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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 PlIc. is authorised
to decide with regard to the clawback of performance-
based remuneration settled/paid out to the person
concerned in respect of a period affected by a
circumstance giving grounds for clawback.

Assessment of prudent operation

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

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

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

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

- in the case of financial enterprises not classed
as asset management companies: for factoring

AKWO Take MPUMUHEHHS 3YMOBIIEHE  MpUYUHAMM,
MOB’siI3aHUMU 3 NOBEAIHKOK NpaliBHMKA.

Y BUNaaKy npauiBHUKIB, HA SIKMX MOLUMPIOETLCA rpynoBa
noniTuka BMHaropogu, NpaBo Ha Oyab-AKYy BiACTPOYEHY
YacTuMHY(-M) BUNNAT, 3acHOBaHWX Ha pesynbTaTax
OiSANbHOCTI, AKi We He Oynn cnnadveHi, cKacoBYETbLCH,
AKWO poboTa MNPUNUHAETLCA A0 AaTu MPU3HAYEHHS
BiCTpOYEHOro BHecky. BiacTtyn Big BuuliesasHadeHOro
MOXXITMBUI BUKIMKOYHO BigMOBIAHO A0 MosioXxeHb [MoniTukn
BMHaropoaun 6aHKiBCbKOI rpynu.

AKwo TpyaoBi BiAHOCUMHU NPUNUHSAIOTBCA B iHTEpecax Ta
3a iHiyiaTuBo poboTopaBusa Yepes TPyaOoBi BiAHOCUHM,
Wo matTb OyTn BCTAHOBMEHI 3 iHLOK KOMMaHie-
yneHoM BaHkiBCbKOi rpynu, i, KpiM TOro, SKWO TPYAOBI
BIOHOCUHU NPUNUHSOTLCA Yepes Te, Lo NpaLiBHUK CTaB
neHcioHepoMm abo SKWO TPyAOBi BiAHOCWMHWU MPUNUHEHI
BHACMiAOK CMepTi npauiBHMKa, NpaBO Ha BMHAropoay,
3aCHOBaHy Ha pesynbTatax [LisnbHOCTI, BKIHOYaK4M
npaBo Ha BiOCTpPouKy, 30epiraeTtbCsi, a ouiHKa
pesynbTatiB poboTM Ta po3paxyHkM BigbyBaloTbCs
BiNOBIAHO OO0 3aranbHWUX NpaBun.

AKwo cTapwmm kepiBHWK abo npauiBHUK:
- 6paB y4yactb y Oyob-gkii  npakTudi, Ska
CcrnpuynHUna 3HaudHi 36utkn, Ta / abo
- He BignoBigae kpuTepiam npugaTtHocTi  abo

BiQNOBIAHOCTI,
Harnagosa pagpa OTP BANK Plc. ynoBHoBaxeHa
npunmatm pilleHHs oo BiJLUKOAYBaAHHS

3aboproBaHOCTi 3a BMHaropody, LO po3paxoBaHa/
BMNIIayeHa 3auikaBreHin ocobi 3a nepiog, B Akomy 6ynu
obcTaBuMHYK, WO AaoTb NiACTaBu Ans BigWKOAYBaHHS.

OuiHKka po3cyanueoi poboTu

MPUIUHATHICTL  BIACTPOYEHUX nNnaTtexiB Ha  PiBHI
GaHKIBCbKOI TPynu BU3HAYAETbCHA 3anexHO Big CTaHy
Kanitany Ta odJikyBaHux cpiHaHcoBux pesynbTatis OTP
BANK Plc. Ta baHkiBcbky rpyny - Harnggosoto pagoto
OTP BANK Plc., sika TakoX MoXe NPUAHATU PiLLIEHHS Npo
3MeHLWeHHs abo BIACTPOYKY BMHAropoayM Ha OCHOBI
pesynbTaTiB AiAnNbHOCTI.

Kputepii po3cyanuBoi  [iNbHOCTI  AOYIpHIX KOMMNaHiK
BaHky Ta baHkiBCbKOT rpynu:

-y BUNagKy 3 KpeguTHUMMU yCTaHOBaMu, BUKOHaHHS
BMMOMM  WOAO0  AOCTATHOCTI  perynsatvBHOIO
KanitTany, He BpaxoBYHO4YM 3aryyeHHs Kanitany,
34iNCHeHe ANna OOMNOBHEHHSA KaniTany B poku nicng
POKy, Lo criyrye ocHoBot gnsicnnatn (T + 1, T + 2,
T + 3, Ta iH.), @ TaKkoXX HaKOMMYEHi BUTPaTK Ha PU3UK
LLIOAO LiNbOBOro NokasHvka B POKU Nicnsi poky, Lo
CNYXWTb OCHOBOIO AN1A NnaTexy,

- Yy BUMAAKy KOMMaHin 3 ynpaBniHHA akTMBamu -
YHUKHEHHS  3HAQYHOro 3MEHLUEHHA  KepoBaHWX
aKTUBIB;

- Yy BuUNagky diHaHCOBMX MNIAMNPUEMCTB, SAKi He
KNacumikyloTbCsd  SK  KOMMaHii 3 ynpaBriHHSA
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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
activities of the individuals concerned, as detailed
below:

- fulflment 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,

aKTMBaMu: Ons (akTopMHroBMX KomnaHin
NOCTiINHE 3POCTaHHS HAKOMWYEHOro0 CTATHEHHS
noptdens nebiTopcbKol 3aboproBaHoCTiI,
nepegaHoro akTOPUHIOBIN KOMMaHii; y Bunagky
Ni3NHroBMX KOMMaHin, cTaBka 3 cTagii
3aCTOCOBYETLCS A0 BCbOro noprdhens.

lMonepegHs ouiHKa pM3uKy NMoBuHHA OyTK MpoBedeHa B
TOMYy poui, B sikomy Mae OyTu 3gificHeHa Bwunnara,
npoTtarom 45 gHIB nicns YeproBux 3aranbHuUX 360piB, WO
3aKpuBalTb pobo4unii piK, WO NEPEYE POKY, B AKOMY Ma€e
BioObyTMcs Bunnata. Ha nigcrasi piweHHss Harnsigooi
pagn OTP BANK Plc. B Tomy poui, B SKOMY HanexuTb
BMNnaTa, po3Mmip BiAMOBIAHOrMO BiACTPOYEHOr0 BHECKY
MOXe BYTM 3MEHLLUEHWIA, NOTEHLINHO 0 HYns.

MpoTarom ycbOro HenorawleHoro nepiogy BiACTPOYKM
MOBUHHI OYTW OLiHEHi Hacnigku, wWo Bigbynucs Tum
Yacom, NOB’A3aHi 3 JiSANbHICTI0O 0COBU B pamKax rpynosoil
NONITUKM BUHAropog, a TakoX OOUINbHICTb BiACTPOYEHOT
BMNNaTU BUHAropoam Ha OCHOBI pe3ynbTarTiB AisnbHOCTI.

LWoao pouipHix KomnaHin ©6aHKiBCbKOi rpynn, npaBo
KEPIiBHUKIB Ta MeHexKepis BU3HAYEHNX Ha
KOHCOMIAOBaHOMY piBHIi Ha BIACTPOYEHI YacTuHK

BMHAropogmn Ha OCHOBI pe3ynbTarTiB gisfIbHOCTI, @ TaKoX
po3Mip  Takoi  BMHaropogu  (BKMOYaluYM  HOpMY
MOTEHUINHOIo 3HWXEeHHSA) BM3Havae [fonoBa-BMKOHaBYUIA
anpektop OTP BANK Plc.

OuiHKa iHOMBiAyanbHUX pU3KKIB

CToCcoBHO KepiBHUKIB, AKi nignagarTb Nig Aito rpynoBoi
noniTUKM BUHAropoau, NpaBo Ha BiACTPOYEHi BUMNATK Ha
iHOMBIAyanbHOMY pPiBHI BU3HAYa€ETLCA Ha OCHOBI OLHKM
iHOMBIAyanbHUX PU3KUKIB, MOB’A3aHUX 3 AIANbHICTIO
3aLikaBneHnx ocid, sK Lie A0OKNaaHO BUKaAEeHO HUKYe:

- BWKOHaHHA 3000B’A3aHb, WO BUNMMBAKOTL i3
TPYAOBMX BiAHOCVH, AOTPUMAaHHSA 3aKOHOOABCTBA,
WO 3aCTOCOBYETbCA A0 poboTn, HOPMaTMBHUX
OOKYMEHTIB,  BMKOHaBYMX Ta  ynpaBniHCbKMX
IHCTPYKUin  Ta  npodeciiHux  BUMOT, Lo
3aCTOCOBYHOTLCA 40 nocaau,

- BIQNOBIAHICTb OYiKyBaHHsAM poboTodaBus  LOAo
yrnpaBniHCbKOT NoBeiHKU nNpauiBHMKa

- ornaa poboTun 3auikaBneHux ocib Ta
dyHKLiOHanbHMX obnacren (BUSIBNEHHS CEPHAO3HMX
NOMWIOK, 3M0BXWBaHb, HEMPaBOMIPHUX i 4K
HeJonikiB, pe3ynbTaTiB MNOTEHUIMHUX  LiNbOBUX
nepeBipok, 3aMOBINEeHnX YnpaBniHCbKUM
KOMITETOM).

OuiHka pu3KKiB, MOB’A3aHNX 3 LOiSANBHICTIO BigNOBIgHUX
KepiBHWMKIB ©OaHKIBCbKOi rpynuM Ta MeHemxepiB, Ta
pekoMeHaaLlis, WO rPYHTYETbCA Ha HWUX, MOBUHHI
BMKOHYyBaTUCA npoTdarom nepiogis T+1-T+3 (nepioais
T+1-T+4 gna ronoBu i OnNa KepiBHUKIB nigpos3ainie, a
Takox Aans nepiogis T+1-T+5 ana OBH Ta OBR) ans
NO3nL,iN:

- [lenapTamMeHT BHYTPILUHLOro ayauTy,

- Bigagin komnnaeHcy,
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— 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,

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

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

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

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

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

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

- [JHenaptameHT iHdopmauiiHoi Ta 6aHKiBCbKOT
Oe3neku,

- KOpuanyHun genaptameHT.
Ha ocHOBI noswuuii KepiBHOro opraHy BRacHuka Ta
KopecnoHayoumx nigposginis, [Oupekuia ynpasniHHs
nepcoHanom MaTtepuHcbKoro BaHky cknapae
npono3uuito ana [onosu-I'eHepanbHOro AupekTopa
BaHKiBCbKOI rpynu, SIKMN NOTIM NpUAME pPIlLEHHS LWoAdo0
BMMMATM KOLITIB, 3anexHo Big 0OCTaBuUH, 3MEHLUYHYU
BigCTpoueHi nnatexi Aans ocib, BM3HAYEHUX Ha
KOHCOMIZAOBaHOMY PiBHi.
LLlogo kepiBHMKIB BaHKiB Ta kepiBHUKIB GAHKIBCLKMUX rpymn,
BigNoBiAHO A0 rpacpika BiACTPOYKK, 3auikaBrneHi ocobu
NMMCbMOBO NOBIAOMMSATLCA NPO NPaBO Ha Pi3Hi BUNnaTu
Ta IX poamip 3rigHO 3 piweHHam [enaptameHTy
YnpaBniHHsA nepcoHanom npotarom 30 AHIB  nicna
wopivyHmx 3aranbHux 36opie OTP BANK Plc., ane He
nisHiwe 30 YepBHS.

OuiHKa nokasHuKKIB

Loao uinen Ha iHCTUTYLINHOMY piBHi, 3anpoBagXyeTbCA
Tak 3BaHui nokasHnk RORAC + Ha pisHi rpynu (ROE /
COE 3 ypaxyBaHHSAM pU3UKY), SKNA OOMOBHIOETLCA — 3a
BMHATKOM OBS i OBRU - nokasHMKaMu pUHKOBOI 4YacCTKM,
a Takox C/I.

LLopoky Harnsposa paga OTP BANK Plc. cxsantoe

— KOHKPETHi MOKa3HMKM BULLMX KEPIBHUKIB [OMipHIX
KOMMaHin, BU3HAYEHNX Ha KOHCOMiLOBAHOMY PiBHI,
Ta XapaKTepUCTMKM LIUX NOKA3HUKIB,

- Tak 3BaHy "6ibnioteky KPI", cknageHy Oupekuieto
ynpaerniHHA ©aHKIBCbKOIO Fpynot 3 ypaxyBaHHAM
pekomeHAauii BracHuka paHux, ua 6Gibnioteka
MICTUTb Pi3Hi AOCTYMNHI MOKa3HUKA AN KOXHOro
cyb'ekta / ycTaHOBW, iX BW3HAYEHHS, A TaKOX
OAMHWLIIO BUMIPY Ta BMACHUKIB AaHUX.

Y pamkax UinbOBUX MOKa3HWKIB Ha iHOMBIOAyanbHOMY
piBHi, Yy pasi AKICHUX UiNnbOoBUX 3aBAaHb, O4iKyBaHHS
MOBWHHI  ©GyTM BM3HA4YeHi B NUCbMOBIN  chopMmi.

AHanoriyHMM 4YMHOM OLUiHKa TaKoX NpPOBOAUTLCA B

NMMCbMOBIN  OPMi  Ha NOriYHIA  OCHOBI. BuKOHaHHSA

LinboBOro 3aBaaHHs MoXe ouiHioBatucs Big 0% go

100%.

B mMexax UinboBMX NOKa3HWKIB Ha iHAMBIAYyaNbHOMY PiBHI

KifTbKICHI LinbOBi NOKa3HWKN OLHIOITLCA 3 ypaxXyBaHHAM

HaCTYMHOrO:;

—[JaHnin nokasHWK OLUIHIOETBCA 3a ABOMa MOPOroBMMMU
3Ha4YeHHAMM (NOpIr BUKOHAHHS (MiHIManbHUA piBEHb),
nopir 4onycky).

—BukoHaHHA 3ajaHoro nokasHuka
BMKOHaHHS fopiBHIOE 0% BMKOHAHHSI.

—BuWKOHaHHA MK NOPOroM BUKOHAHHA Ta MOPOrom
Jonycky aBnsie coboto pakTUYHY OLLIHKY NOKa3HMKA.

HUX4ye nopory
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— In the event of fulfilment equal to or above the
tolerance threshold, the manager or executive
exercising employer’s rights is entitled to make a
decision on the fulfilment value of the indicator
between the tolerance threshold and 100%, by
taking actual efforts (or the lack thereof) by the
employee made to accomplish the given
guantitative target into consideration.

— In the event of fulfilment equal to or above the
tolerance threshold, the assessing manager
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 guantitative indicators, the evaluation band limits
are as follows:

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

- for the Private 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:

—Y pasi BWKOHaHHSA, piBHOro abo 6inbwe nopory
Jonycky, MeHempkep abo KepiBHWK, SKMA peanisye
npaesa poboToaaBLsi, MAae NpaBO MPUIAHATU pilLIEHHS
NMpO 3HAYEeHHS BUKOHAHHS MOKa3HMKa MDK MOPOrom
ponycky Ta 100%, 3 ypaxyBaHHsAM [OOKNageHux
daKkTnYHNX 3ycunb (abo iX BiACYTHICTb), CNPSIMOBaHUX
Ha  [JOCArHeHHA  [aHOol  KinmbKiCHOT  Uini, WO
pO3rnagaeTbCs.

—Y pasi BUKOHaHHS, L0 AOpPiBHIOE ab0 nepeBuLLYE Mopir
OOMYCKY, OLIHIOYMI MeHeaKep 0BI'PYHTOBYE pilLIEHHS
Npo BiOXWMNEHHS B KOXXHOMY KOHKPETHOMY BMNagKky, siK
OOI'pyHTYBaHHSA, y BUNadKy AOYipHLOI  KOMMaHii
iHO3eMHOT 6aHKIBCbKOI rpynu, Take pilleHH:A TakoX Mae
OyTM cxBaneHe ronoBoOK KEPIiBHOrO opraHy KOMMaHii,
LLIO HarMMae gaHoro npadiBHuKa, nicns Toro, K rornosa-
reHepanbHUA OUPEKTOP MPUNHSB PiLLEHHA CTOCOBHO
BCiX pilleHb LWOAO0 BiOXMNeHb ANA KepiBHUKIB Ta
BukoHaBUiiB OTP Ta [gouipHiX KOMMaHiiA, BU3HAa4YeHUX
Ha KOHCOMi4OBaHOMY PiBHi.

—[Onga npauiBHKKIB, BU3HAYEHUX Ha KOHCOMigOBaHOMY
PiBHi, BiOXWNEHHs  OUiHKM nojatTbca  [onos.i-
"eHepanbHOMY ONPEKTOPY KepiBHUKOM [lenapTameHTy
YnpaBniHHS nepcoHanoM Ha OCHOBi nonepeaHbol
nepeBipkn BIiANOBIAHOCTI oOUuiHOK. [na npauiBHUKIB,
ileHTUIKOBaHMX  Ha  CyOKOHCconigoBaHOMY  Ta
MiCLLEBOMY pIBHSAX, OLUIHKM nNepeBips€  KepiBHUK
dyHKUioOHanNbHOI obnacTi gaHoi AouYipHbOI KoMMaHii,
LLIO BMKOHYE (PYHKLIiT ynpaBniHHA NepcoHanomM, i aKwo
BOHM BBaXalOTbCA TakuMu, LO He BiAMOBigawTb
BMMOram, NoYMHaTLCH KOHCYMbTauil 3 MEHeKepoMm,
LLIO NPOBIB OLLiHKY.

[nsa KinbKiCHUX NOKa3HWKIB MeXi Aiana3oHy OUiHKW Taki:

- WOA40 3acTOCOBYBaHUX (MPSMMX) MOKa3HWKIB nopir
BMKOHaHHS (MiHiMarnbHUi piBeHb) cTaHoBUTL 90%,
a nopir gonycky - 95% y KoxxHomy Bunagky,

- Ansa nokasHukis MpueaTtHoro 6aHky i YHI™ (WncTi HoBI
roowi), i gna pesynbtaty KasHauyenctsa
MiHiManbHWA piBeHb cTaHoBUTb 60%, a nopir
aonycky - 95%

- [Ona obepHeHo NponopLinHUX NOKa3HWKiB
MiHiManbHui piBeHb cTaHoButb 110%, a nopir
ponycky - 105%,

- [Ona nokasHukiB BUTPaT MiHiManbHUN piBEHb
ctaHoBuTb 102%, a nopir gonycky - 102%.

- OuiHka KepiBHMKa/  ouiHKa KOMMNETEHTHOCTI
npoBOAUTLCA 3a LWKanow Big 1 Ao 6, ae 4 o3Havae
100% BWKOHaHHSI.

3aranbHi npaBuna Ans 3anuTiB Ha KOPUryBaHHA

3anuT Ha KOpUryBaHHsl MOKA3HUKIB OLHKW €EeKTUBHOCTI
Moxe ByTu nogaHui y 3B'A3Ky 3 HenepegbadyyBaHUMK Ta
06'eKTMBHNMN OBCTaBMHaMM.

O6cTtaBMHamn, SKi MOXYTb BUKNMKaATU noTpeby y
KOpUryBaHHi, MOXyTb OyTuW, 30KpemMa, ane He BUKIIIOYHO,
HaCTYMHi:
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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.

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 KPls
affected by the correction. The reality and soundness of
the explanation of the correction request shall be
justified by the proposer, within the frameworks of which
only the proposals - supported by figures, complying
with the contents of plans and facts, taking into account
the indirect effects of the correction request and
considering all factors affecting the performance of the
plans - may be adjudged.

a/ BakoHogaBya MonpaBka, LWO CTOCYETbCA
HeraTMBHOIO BMSMBY Ha OYiKyBaHHS BisHecy,

6/ HagssuyaiHi reononiTnyHi 06¢cTaBuHN,

B/ CTuxiiHe nuxo,

r/ BnnvB HEKOHTPONbOBAHMX KOMMBaHb Kypcy
0obmiHy BanioT,

a/ HapgssuyamHe | 00OB'A3kOBe  pilLEHHSsI
MaTepuHCcbKoro BaHky, Lo BUHWUKNO
HecrnofiBaHO B MNpOLECi NnaHyBaHHSA, Ta ske
HeraTMBHO MNO3HAYaETbCSA Ha BUKOHAHHI NNaHy,
e/ TexHiuHe KopuryBaHHsI.

Y pamkax WOpIiYHOI  OUiHKM  edeKTUBHOCTI  Ha
iHOMBIigyanbHOMY piBHi kepiBHUKK Bigainy CTtparteriyHoro
Possutky Ta ®iHaHciB, [QupektopaTy 3 YnpaBniHHA
Bankiscbkoto pynoto (gani — AYBlN) ta JenaptameHTom
YnpaeniHHa nepcoHanom (gani — pyna 3 KopuryBaHHS)
nicna  KOHCynbTauii 3 KepiBHMKOM Migpo3ainy, LwWo
34inNcH0e  nNpodbeciiHin - Harnag, MOXYTb  Hagatu
pekomMeHaauii oo KOPUryBaHHS MOKa3HUKIB
edekTnBHOCTI. KopuryBaHHA MOXe 3acTocoByBaTuCS
TiNbKM OO NOKa3HWKIB, OUiHEHA edeKTUBHICTb skux, 6e3
KOpUryBaHHs, He Jgocsirae nopory gonycky. OcrtatoyHe
pilweHHs Komicii npuiAMaeTbCss Ha OCHOBI  No3uuii
"eHepanbHOro AnpekTopa CTOCOBHO LibOrO.

AKLLO ouiHEHa e(PeKTUBHICTb 3MIHIOETLCS Nif YaC OLHKM
3anNUTy Ha KOPUryBaHHs, HiSKMX NodanblUnX BiOXUIEHb,
MOB'A3aHNX 3 JOCATHEHHAM KPUTEPIl0 ePEKTUBHOCTI, He
noBuHHO 6yTn. Y UbOMY BMNAagKy BigKoOpuUroBaHe
3Ha4YeHHs1  e(eKTMBHOCTI Ta  3aranbHOMPUAHATUIA
NokasHWK edekTUBHOCTI 30iraloTbcs. TakMM 4MHOM, B
UbOMY BWUMNAOKy MeHemxep, SKAA peanisye npasa
poboTogaBLs, He MOXe 3acToCcoByBaTu Mojanblue
BiOXUNEHHS.

KopuryBaHHa mMoxe OyTu iHilinOBaHO BigNoBigHUM
MeHemxkepom abo, y BuMNagKy [OYipHIX KOMMaHin
BaHkiBcbKoi ['pynu, MeHedxepom, WO peanidye iHTepecu
pobotogaBus, y BMNagKy 3 BHYTPIWHBLOK [AOYiPHBOI
KoMnaHieto, poboTogaBueM nicrs OTPUMaHHA NigTPUMKN
KepiBHMKa nigpo3giny, wo 3abesnedvye npodeciiiHe
yrpaBniHHA, 3 OOKNagHWM  3anuToM,  BKIYaroun
OBrpyHTYBaHHS, CNpsIMOBaHe KEepiBHUKY, SIKMA peanisye
npaea poboToaasus.

3anut Ha kopwuryBaHHs HagaeTbca o 10 GepesHs
HaCTYMNHOro LiNbOBOro POKY.

KanampoaT Hagae NosiCHEHHSA 4O NOA4AHOro HUM 3anuTy Ha
KOpUryBaHHA B MUCbMOBOMY Burnsdi  (3acobamwu
BHYTPILLUHLOI E€MNEeKTPOHHOI MOowWTK). Y MOSACHEHHI 4iTKO
BKa3yeTbCA MpUYMHA NMOAAHHA 3anuTy Ha KOPUTyBaHHS i
KINIOYOBI MOKa3HUKN edEeKTUBHOCTI, Ha $Ki BNNHYIO
KopuryBaHHs. [ifcHICTb Ta 0BI'pyHTOBaHICTb MOSICHEHHS
[0 3anuTy Ha KOpUryBaHHSA MOBUHHI O6yTW 06rpyHTOBaHI
aBTOPOM 3anuTy, B paMKax $KOro MOXyTb OyTu
pO3rNaHYTi TiNbkW Ti npono3uuii, LWo nigkpinneHi
uudppamn Ta BIigNOBIgalTb 3MICTYy MnaHiB i hakTam,
BPaxoOBYIOTb HEMNpsiMi Hacnigku 3annTy Ha KOPUryBaHHs i
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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)

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

BPaxoBYIOTb BCi hakTopu, IO BNANBAKOTE HA BUKOHAHHS
nnaHis.

3annTM Ha KOpUryBaHHS oOujiHIoTbCA  KoMmicieo 3
KOpUryBaHHsa nicnsi nposeAeHHs 3aranbHux 360piB, Ha
SAKUX 3aKpMBAETLCA OaHWA (PiHAHCOBMI PiK, B paMKax
ouiHkM edpekTnBHOCTI. OuiHKa He NPOBOANTLCS NPOTSArOM
POKY.

Mpn BuNNati aBaHCOBOI BMHAropoaM 3a BUKOHAHHSA
po60oTK, KOpUryBaHHA MOXYTb He BpaTtucsa go yearw.

Lo crtocyeTbca KpuTepiiB  pauioHanbHOi  poboTu
yCTaHOBM, TO KOpuryBaHHs OydyTb posrnsgartuvcs
Bi4NOBIAHO OO0 BULLE3a3Ha4YeHoi npoueaypu.

lpasuna wodo po3paxyHKy euHa2opodu 3a
pe3ynbmamamu dissnbHocmi

IHamBigyanbHa ePeKTUBHICTb OLHIOETBCS ABiYi HA pik Ha
OCHOBI MiBpiYHOro dnew-3BiTy Ta pPiYHOrO 3BiTY Ha
3aranbHux 36opax OTP BANK Plc., wo 3akpuBaloTb
AaHuiA pobounin pik.

Y BUnagky MeHemkepiB Ta KepiBHUKIB, AKi NignagatoTb nig
Aito rpynoBoi NONiTMKM BUHaropoam 6aHKiBCbKOi rpynu, He
Moxe OyTu 3diicHeHo nepegonnaTty Ha 6asi niBpivHOI
OLLiHKM.

Y BMNagKy MeHemKepiB Ta KEpPiBHWKIB BHYTPILLUHIX
OOYIpHIX KOMMaHin, ki nepebysaloTb nig nNpsMuM
KOHTpOMeM i He nignagatoTb nig Aito [NoniTnkn BuHaropos
BaHkiBCbKOI rpynu, 3acToCOBYETHCA (DikCOBaHa Ta 3MiHHa
BMHaropoga (sk npasuno, 60% dikcoBaHa 4YacTuHa Ta
40% 3miHHa YacTuHa BUHAropoam).

Y BuMNagky MeHeaxepiB Ta KepiBHUKIB BHYTPILLHIX
OOYIpHIX KOMMaHin, ki nepebyBaloTb nig NpsAMUM
KOHTpONEeM i He nignagawTb Nigd rpynoBy MNONITUKY
BuHaropog baHkiBcbKkoi rpynu, moxe OyTu 3giicHeHa
nepegonnara 3rigHoO 3 MNIBPIYHOK OUiHKOW. AKLUO
3aranbHa edekTuBHICTb nepesuwye 50%, gonsa aBaHcy
ctaHoBUTb 50%.

IT-piweHHa HR, moaynb SuccessFactors TM

Llini Ta 3aBOaHHA, WO IKCYOTLCA Ta OLIHIOTLCA B
moayni SuccessFactors TM (gani: SF).

Lo crtocyeTbca podipHix komnaHin B pamkax OTP
BANKing Group, To B cucTemi SF BigbyBaeTbcs npouec

ynpaBeniHHA  edeKTUBHICTIO pobOTM MpauiBHUKIB Y
HaCTYMHUX cdepax:
— MpauiBHUKIB, Ha $SKUX MOLWNPIETLCA MOMiTHKa

BMHAaropoau, BU3HayeHi Ha KOHCOmMiJoBaHOMY PiBHi,
— AN iHO3eMHMX [OYIpHIX KOMMaHin, KepiBHUKIB
obnactei nNiTPUMKKM, WO BMMaralTb CXBaneHHs
MaTtepuHcbkoro baHky,
— KepiBHMKM OouipHiX KOMMaHIN, siki nepebyBatoTb nig
Ge3nocepeHiM KOHTpoOrieM Ta He nignagatoTb nig,
aito MNMoniTukn BuUHaropogwm.

MeHemxepn  Ta  KepiBHUKW,  3a3HadeHi  BuLe,
NPOAOBXYOTb YyKnagatu naneposi yroawn, Ae dopma
OLiHKM pe3ynbTaTiB AisNbHOCTI, CTBOpPEHa B poboyomy
npoueci SuccessFactors, pgogaeTbca 8K AoOaTok.
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is granted to the employee, the assessing manager and
the manager/executive exercising employer’s rights.
The recording of institutional targets in the SF system is
the task of the Parent Bank, and these are recorded by
the Parent Bank’s HR Department.

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

The senior executives of subsidiaries determine
individual targets in the areas under their management
based on their competencies defined in the
Organisational and Operational Regulations using the
SF system.

The evaluation of current-year objectives commences
with self-assessment, which is approved by the
assessing manager, and finalised by the exerciser of
employer’s rights in the SF system

9.4 Characteristic of OKR

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

IHOauBiAyanbHUN JOCTYN 00 OOPMU OLHKW pe3ynbTaTiB
poboTn HagaeTbCca MNpauiBHUKOBI, KEPIBHUKY, SKUN
30INCHIOE OLHKY, Ta KepiBHUKY / BWKOHaBLIO, SKUN
3[incHI0e npaBa poboToaaBLA.

BcTaHoBneHHsA iHCTUTYUinHMX Uinen y cuctemi SF €
3aBaaHHsAM MaTepuHcbkoro baHky, i BOHU peecTpyroTbCA
HR Bigginom MatepuHcbkoro baHky.

Mpn BM3HAYEHHI LINbOBMX MOKa3HMKIB  BiAMNOBIgHI
MeHemKepn Ta  KepiBHMKM  BUOMPAKOTb  KiNbKiCHI
nokasHukn 3 6ibniotekn KPI, 3aTBepaxeHoi Harnsgosoto
pagoto  MaTepuHcbkoro  baHky,  pikcytoum  LiNbOBI
3aBOaHHsA Ha  OCHOBI  nepeniky  pekomMeHaauin,
NiaroToBNeHnx PYHKLiOHaNbHUMN chepamm
MatepuHcbkoro  baHky, qki  HagcunawTbCs 40
CYMNPOBOKYIOHOro  MpauiBHMKaA  OOYipHBOI  KOMMaHii
CYMNpPOBOKYHOHNM npauiBHNKOM HR Bigainy
MaTepuHcbkoro baHky.

Buwi kepiBHMKM  OOYipHIX KOMMaHin  BM3HaA4alTb
iHOMBIAyanbHi Uini B cdepax, Wo 3HaxoadTbCca B iX
ynpaBniHHi, BUXOOA4M 3i CBOIX KOMMETEHLN, BUSHAYEHNX
B OpraHisauinHomy Ta onepauilHOMYy perflaMeHTi,
BUKOPUCTOBYHOUM cuctemy SF.

OuiHka Uuinem nOTOYHOrO POKYy MOYUMHAETBCS 3
CaMOOLiHKM, siKa 3aTBEpPAXYETbCA KEepPiBHUKOM, LLO
3[JCHIOE OUiHKY, Ta 3aBepllyeTbCs poboToaaBueM B
cuctemi SF.

9.4 XapakTtepuctuka OKR

OuiHka 3a cuctemoto OKR (objectives and key results,
uinel Ta IX KMOYOBUX pesynbTaTiB) Monsrae B
OUiHIOBaHHI  AisANbHOCTI  MNpauiBHMKA Ha  nigcTasi
BMKOHaHHA HuM BignoBigHnx OKR, BcTaHOBMNEHUX
BigNoBigHO Ao cTparterii baHky.

OKR BcTaHOBMIOIOTLCA AN KepiBHUKIB piBHA B-1 i B-2
npsamoro  nignopsgkysaHHs [onmosi abo  YneHam
MpaBniHHA (3a piweHHAM [paBniHHA MOXYTb 6yTwn
BUKITIOYEHHS).

OKR He BCTaHOBJIOIOTLCA ans npawiBHuKIB
[enaptameHTy BHYTpiWwWHbOro ayauty i JenaptameHTy
iHopmauinHoi Ta ©6aHkiBCcbkoi 6es3nekn. Ons gaHux
npauiBHMKIB BCTAHOBMEHHS Linen Ta ouiHka pesynbTaTis
OisAnNbHOCTI 3aiicHIoeTbes 3a cuctemotro KPI. laHa ymoBa
Moxe OyTu 3MiHeHa Cnyx0G0BMM PO3NOPSMHKEHHSAM 3a
nignucom Nonoswu MNpaBniHHS.

Mpouec BctaHoBneHHs OKR BigOyBaeTbCsl BignoBigHO
00 HaCTYMHOro anropuTmy:

- TonoBa Ta UYneHu [lpaBniHHA LWOKBapTanbHO
BM3HA4aloTb LUini Ana kepiBHUKIB piBHs B-1 i B-2
NPSAIMOTo NiANOPAAKYBaHHS.

- 3anponoHoBaHi OKR Ta BignoBigHi M Kno4oBi
nokasHukm (KR) BHocsATbCA fo 6naHky excel abo y
BiANOBIAHIN cUcTeMi.

- 3BegeHi OnaHkM HagcunNawTbCsl B ENEKTPOHHOMY

the HR Directorate or stored in the internal BArNsi4i  3acobamm  eneKTPOHHOI  MowTu Ao
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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.

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.

HenaptameHTy ynpaBmniHHA nepcoHanom abo
PO3MILLYIOTbCA B EMNEKTPOHHIA CUCTEMi  OLHKM
nepcoHany ans posrnagy NpaeniHHAM BaHky.

- 3aTtBepaXeHHs 3anpornoHOBaHNX
3piricHioeTbes MpaBniHHAM BaHky.

- MMicna noromxeHHss [onosa/ YneHu [lpaeniHHS
iHOpMYIOTb NiANOPAAKOBAHUX iM KEPIBHUKIB PiBHSA
B-1i B-2 npo BctaHoBneHi ans Hux OKR Ha nigcTasi
PiweHHa [lpaBniHHa. [licna uUboro  BKasaHi
KEPIBHMKN MOXYTb KackagyBaTu BcTaHoBneHi OKR
Ha nignernux, SKWO BOHU MOXYTb OYyTW 3agisiHi y

OKR

npoueci BukoHaHHas OKR B pamkax CBOiX
nocagoBux 0OOB’A3KIB.
- [licna  3akiH4eHHs  3BiTHOoro nepiogy OKR

ouiHtotoTbes lMpaeniHHam BbaHky. BrnaHkn OKR i3
3acpikcoBaHMMM pesynbTaTamMu BUKOHAHHSA Uinewn
HaaCWMNalTbCs B €MEKTPOHHOMY BUrNSAi 3acobamm
€neKTPOHHOI nowTn Ao [lenaptaMeHTy ynpasniHHSA
nepcoHanom abo poO3MIilYTbCA B €NEKTPOHHIN
CUCTEMI OLiHKM NepcoHany.

3a piweHHaMm Nonoeu MpaeniHHs noctaHoBka OKR Moxe
OyTn Npu3ynMHeHa Ha NeBHUI Nepioa.

Mpw BCT@HOBMEHHI AKICHNX KR [0o0aTKoBO
po3pobnAeTbCa | 3aTBEPAXYETHCA rpagauis/ anroputm
OLHKM MO KOXXHOMY MapameTpy 3 MeTO 06’E€KTUBHOCTI
BigobpakeHHs pe3ynbTaTiB.

Po3paxyHok sk KinbkicHMX, Tak i akicHux KR BigbyBaeTbcs
3a KOXEeH nepiog OuiHKKM AianbHOCTi OoKpemo (He
HaKoNU4yBanbHO).

Biocotok BukoHaHHs koxHoro OKR po3spaxoByeTbecs SK
cepegHboapuMeTUyHe BUKOHAHHA BiAMOBIAHWUX NOMY
KR, npv ubomy BCi KR (B T.4. KiNbKiCHi) po3paxoBylTbCs
3a nepiof, a He HakonuyyBanbHuUM nigcymkoMm. KR
BCTaHOBIIOKOTLCA AK KpuTepii BuUkoHaHHa OKR.

B iHamBigyanbHUX BUNagkax, 3a pilleHHS M KepiBHUKa,
KinbkicHi KR MOXyTb po3paxoByBaTUCb HaKonmyyBansHO
3a YMOBW MNOTO[MKEHHS Takux pesynbTtaTie lNpaBniHHAM
BaHky.

Po3paxyHok BMKOHaHHSA KinbkicHux KR npoBoauTtbcs sk
BIOHOLIEHHA (aKTUYHOro 3HayeHHs OO0 MNNaHoBOro no
KoxHomy nokasHuky KR i HaBnaku gns 3BopoTHix KR.
PiBeHb BWKOHAHHA KOXHOFO MOKas3HWKa MOXMAUBUA Y
pianasoHi Big 0% o 100%.

BukoHaHHA fkicHuX KR po3paxoByeTbCs $K CTyNiHb
BiAMNOBIAHOCTi BCTAHOBMNEHMM LifsiM 3rigHO 3 BUBHAYEHO
rpagadieto/ anropuTMOM OLHKM MO KOXXHOMY napameTpy.
MakcrumanbsHe 3HayYeHHs1 BUKOHAHHS KOXXHOMO NoKasHuKa
BCTaHOBreHo Ha piBHi 100%.

3aranbHnin  BigcoToK BUKOHaAHHA OKR 3a kBapTtan
pPO3paxoBYETLCA AK cepefHboapudMeTUHHE BUKOHAHHS
BCix OKR, BCTaHOBNEHMX Ha 3BiTHUI Nepiog,.
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The percentage of annual OKR calculating as arithmetic
average of performance of quarterly OKR (except
periods when OKR were not set).

IC-2 Control for correctness of the setting and
evaluation performance of OKR for managers of level
B-1 and B-2 is entrusted to the Chairman of the Board,
Members of the Board, an employee of the Human
Resource Directorate.

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

BukoHaHHs OKR 3a pik  po3paxoByeTbCcA  §iK
cepegHboapudMeTnyHe BUKOHaHHS kBapTanbHux OKR
(nepiogn, konn OKR He BCTaHOBMOBANUCb, He
BPaxoBYOTbCH).

IC-2 KOHTpOMnb 3a KOPEKTHICTIO BCTAHOBMEHHSA Ta
ouiHkoto OKR ans kepiBHukKiB piBHst B-1 i B-2
noknageHuin Ha Monosy lNMpasniHHs, YneHis NpaBniHHS,
npauiBHvka [lenapTaMmeHTy ynpasriHHA NepCOHarom.

10. Mopspok po3paxyHKy perynspHux npemii 3a
3arafnibHOGaHKIBCbKOK CUCTEMOK  (MiCAYHMX,
KBapTaNbHUX TOLL0)

Regul
oo | s ] xR e ]x [e] [boms | = Lesxler X[ ke X[ %]
Legend: ne:

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

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

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

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

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

11. Annual
system)

bonus calculation (for bank-wide

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

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

BR (Bonus Ratio) — koedilieHT npemitoBaHHA B
3anexHocTi Big TvnNy nigpos3giny, nepioguvHoCTi Ta
3ariMaHoi nocagu 3 ypaxyBaHHAM nepioay NpemitoBaHHs
(micaup, kBapTan Towo) (Qoaatok 1).

KE (Effectiveness) - nokasHuk edekTuBHOCTI poboTu
BaHky (3anexutb Big pesynbratiB pobotn baHky Ta
pesynbTatiB  pobOTU PI3HUX HaMNPAMKIB OiANbHOCTI).
3HayeHHs1 nokasHuMka Moxe OyTu pisHMM Ans Pi3HMX
nigposgainis i 3aTBEPAXYETLCA Cnyx60oBum
po3nopsamKkeHHaM  3a  nignucom [onosu [paBniHHA
Banky. Akwo iHwe He 3aTtBepakeHo Cnyx6oBuUM
po3snopsamkeHHsam, KE gopisHioe 1.0.

% — BiACOTOK BMKOHaHHSA Uinen. MeTtoanka pospaxyHKy
BiJCOTKa BUKOHAHHSA LiNnen Mo)e 3MiHIoBaTUCh 3rigHO 3i
Cnyx60BuUM po3nopagKeHHAM, 3aTBepAKeHNM [[0N0BoI0
MpaeniHHs.

CuctemaTnyHi (perynspHi) npemii 3a
3aranbHODOaHKIBCbKOID ~ CUCTEMOIO  pO3PaxoBYHTbCS
nponopuinHO  BignpaLbOBaHOMY  4acy, Bunnara

30INCHIOETLCA  KOXHOIO OCTaHHLOrO poboyoro AOHs
Apyroro micsaiuda nicns 3akiH4eHHs1 3BITHOro nepioay (3a
YMOBU CBOEYACHOI0 NoAaHHs iHdopmaLii no nigseaeHnm
niagcyMkam) ogHOYacHO 3 BUNMaToo 3apobiTHOT nnaTu 3a
BiANOBiAHUI MicSLb.

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

Po3paxyHOK Cymun pidHOi npemii 30iMCHIOETBCA 3rigHO 3
HaCTYMHOK hOPMYIOH:
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Annual

ABR | x
bonus

KE | x| %

Legend:

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

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

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

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

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

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

12. Procedure and main principles of individual
performance evaluation system

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

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:

Annual

ABR | x
bonus

KE | x| %

De:

PS (Position Salary) — cepepHin nocagosui oknag
npauiBHuka 3a nepiog 3 01 ciuHa no 31 rpygHs, y rpH.
PospaxoByeTbCsa Sk cepeaHe apudMeTUYHEe NOcagoBuX
oknagiB 3a 12 MmicauiB 3BITHOO POKY - Yy pO3paxyHOK
BepeTbCs oknag CTaHOM Ha OCTaHHE YUCIIO KOXHOrO
Mmicaus.

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

KE (Effectiveness) — nokasHuk edgekTUBHOCTI poboTu
Banky (3anexwutb Big pesynbtaTtiB pobotn banky Ta
pesynbTatiB  pobOTU PI3HUX HaMNPAMKIB OiANbHOCTI).
3HayeHHs1 nokasHuMka Moxe OyTu pisHMM Ans PisHMX
nigposainis [ 3aTBEPAXYETLCA Cnyx6oBum
po3nopsamKeHHamM 3a nignucom [onosu [MpaBniHHA
Banky. Akwo iHwe He 3aTtBepakeHo Cnyx6oBuMM
posnopsamkeHHsam, KE gopisHioe 1.0.

% — BiACOTOK BMKOHAHHSA Linen. MeToanka pospaxyHky
BiCOTKa BUKOHAHHA Linen Mo)e 3MiHIOBaTUCh 3rigHO 3i
Cnyx60BUM po3nopamKeHHAM, 3aTBEPIKEHNM [[0NOBOIO
MpaBniHHS.

BuHaropoga 3a  nigcymkamu  pobotm  3a  piK
pO3paxoBYyETLCA MPONOPLIMHO BignNpaLbOBaHOMY 4acy,
BUMNIAYYETLCA B 3aNeXHOCTI Big pe3ynbTaTiB QisnbHOCTI
BaHky, HasiBHOCTI BlogxeTy Ta Ha nigcTasi Haka3sy "onosu
MpaBniHHa Baxky Ta Harnsgosoi pagn baHky.

BuHaropoga 3a pesynbTtatamum poboTm 3a pik Ans
npauiBHUKIB BUNMAYyeTbCA Ha HaACTYMNHWUA pik micns
3BITHOrO, ane He paHiwe Hix 6yae npoBegeHa BunnaTa
piYHOI npemii npauiBHMKaM Mg rpynoBOIO MOMITUKOK
BuHaropoau (y pasi ii noromkeHHs MaTepuHCbKUM
BaHkom).

12. MopspoK Ta NPUHUUNKU CUCTEMMU iHAMBIAYanbHOI
OLiHKM pe3ynbTaTiB AiANbHOCTI

OuiHka 3a iHOMBIAyanbHOK CUCTEMOK Mondrae B
OUiHIOBaHHI  AisANbHOCTI  MNpauiBHMKA Ha  nigcTasi
OOCSArHEHHS1 HWUM KiNbKICHUX 3agady Ta OOTPUMAaHHS
SIKICHUX CTaHOapTiB.

Cuctema iHOMBigyanbHOi  MoOTMBaUii Moxe OyTu
BrnpoBapkeHa Yy HanpsMKy npogaxy OaHKiBCbKMX
NpOOYyKTiB, Ka3Ha4yewncTBa, MOBEPHEHHS MpobnemHoi

3aboproBaHoCTi abo iHWOMY HanpsMKy, pe3ynbTaTtu
po60TKn 9KOro BNAMBaTb Ha NpUbyTOK BaHky.

Po3mip oTpumaHoi npemii ©6a3yeTbca Ha pesynbTari
iHOMBIAyanbHOI pobOTU NpauiBHWKa y 3BITHOMY nepioai:
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this can be the bonus for the certain percentage of loan
overdue returned, volume of products selled, results of
securities’ trading, etc.

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

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

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

Conditions for employees on the bank-wide KPI system

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

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

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

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

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

e Moxe GyTV BMHaropoda 3a BiACOTOK yperyrnboBaHol

3aboproBaHoCTi,
pesynbTaTt TOPriBfi LiHHAMKW NanepamMu Ta iHLe.

3a obcar

npogaxy

NpOAYKTIB,

CTBOpEHHS HOBOI ab0 BHECEHHS 3MiH B YMOBW MOTOYHOT

iHOMBIAYyanbHOI

060B’A3K0BO
ynpaBniHHA

CUCTEMU
noroaxxyBaTucCb 3
nepcoHasnom 3

npemitoBaHHS

MOBUHHO
[enapTtameHTOM
nigTBEpOKEHHSAM

€PEKTVMBHOCTI 3a [OMOMOrOH MPOrHO3HMX PO3paxyHKiB

pe3ynbTaTtiB  ManbyTHLOI

OissnbHOCTI

nnaHoBoro hoHAY NpPeMitoBaHHS.

Ta HadaHHAM

BBeaeHHsa HOBOI iHOUBIAYanbHOT cuctemMmn abo BHECEHHS
3MiH [0 iCHYH4OT cucTeMu moxe ByTu peani3oBaHo Yyepes

Haka3a/

cnyxbose

BiONOBIJANbLHOrO 3a  HaNpPsSMOK

PO3MOPSAMKEHHA  3a

nianucom
DiAnbHOCTI

Ynena

MpaBniHHa Ta/ abo onosu lMpaeniHHA Ta 060B A3KOBO
HayanbHuWka [JlenapTameHTy ynpasriHHA NePCOHanoM.

13. YMOBM BKIIOYEHHA nNpauiBHUKIB OO0 cuUcTeMMU

MaTepianbHOro CTUMynIOBaHHA
YmoBu ans 3aranbHobaHKiBCbKil
cuctemi KPI
O6oB’A3KOBUM  ANs  HapaxyBaHHA i BuNNatu
cucTeMaTUYHNX (perynsapHux) npemin Ta BMHaropop 3a
nigcymkammn pobotu 3a pik 3a 3aranbHOOAaHKIBCLKOH
CUCTEMOIO:

npauiBHMKIB  Ha

nocTaHoBKa uinen Ta niagsefeHHs NiaCcyMKIiB 3a 3BITHUN
nepioa, LLO OLHIETLCS;

Ona  BUNNatM  perynsapHux npemin  (MiCAYHUX,
KBapTanbHuX) OOOB A3KOBMI ©Oe3nepepBHUN CTax
po6oTu npauiBHuka B baHky He MeHLe 3 MicAauiB (AKLWO
iHWe He nepefbayveHo B Npono3uuii o poboTi (job-offer)
abo koHTpakTi npauisHuka). MNpu LbOMY, pO3paxyHOK
perynsapHoi npemii  NpoBOAUTbCS, MNOYMHAKYN 3
noBHoro 4-ro BignpauboOBaHOro Micaus 3 f[atu
npuroMy, nponopuinHo [0 BiAnNpaLbOBaHOro 4acy
(3rigHO MOBHMX MicAUiB) Yy 3BiTHOMY nepiogi 3a
BMKNIOYEHHAM BunpobyBanbHOro nepiogy. Bunnata
npemii 3a nepLi Tpu Micsui poboTn He 3AiINCHI0ETLCS.
Bunnata npemin KepiBHukam piBHa B-1, B-2,
3actynHukam B-1 Ta kepiBHMKam Bigdinis npsmoro
nignopsigkysaHHa  lonosi  [NpaBniHHg,  YneHam
MpaBniHHsA, B-1 3giiicHIOETbCA 3 MNEepLIoro OHA Ha
nocagi B AT «OTIN BAHK»;

lMpu nepeBegeHHi npauiBHuka baHky o 6yab-Akoi
iHWwoi komnaHii Mpynn OTI1 Ta HaBnaku, 06YNCNEHHS
po3mipy npemin Ta BMHaropod nNpoBOAUTLCH i3
pPO3paxyHKy CyMapHoOro 6e3nepepBHOro ctaxy poboTtu
npauiBHuka B pamkax 'pynn OTIT.

O6GOB’A3KOBOID  YMOBOI [Ansi OTPMMAaHHS MNpeMin Ta
BMHaropog 3a Oyadb-sIKOl CUCTEMOK MOTMBaALii €
HasBHICTb TPygoBMX B3aeMoBigHocuH 3 BaHkom abo
iHwoto komnaHielo pynu OTIT Ha MOMeHT BunnaTu
npemii abo BUHaropoaw. Y BMNaaky, siKLLo AaHa yMOBa He

BUKOHYETbCA,

pilleHHs LWOoAO0 3AIMCHEeHHA BuninaTu
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accepted according to the individual approval of the
CEO/ Board Member.

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

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

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

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

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

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

npunMaceTbLCA BigNoOBiAHO ao iHOuBIAyanbHOro
norogxeHHs Nonosu MNpaeniHHg/YneHa MNpaBniHHS.

Ona npauiBHUKIB PPOHT-OMICY, LLO MNPEMIOITLCA NO
cuctemi  Points, Bunnata  WoOMICAYHUX — npeMmin
BiAOYBaAETLCA KOXHOrO OCTaHHbOro pobo4voro AHA
HaCTYNHOro 3a 3BiTHUM MiCAUSA, AN iHWKX KaTeropin
npauiBHMKIB TEPMIH BUNMatM npemil BCTAHOBMEHUA Yy
BiAMOBIOHWNX pErfamMeHTYyoYnX JOKYMeHTax.

Y pasi nepeBefeHHs1 NpauiBHMKIB y Migpo3ain/ Ha iHwWy
cxemMy npemitoBaHHs/ nocagy 3 iHWOK MepiognyHicTio/
npouenypol  MNPeMiloBaHHs MNpeMid  HapaxoBYETbCS
NponopLifHO A0 BigNpaLboBaHOro 4vacy (i3 po3paxyHky
PaKTUYHOI KiNbKOCTI KaneHaapHWUX [HIB) 3a KOXHUMN
nepiog nNpy HasiBHOCTi BMKOHAHHSA OOOB’SI3KOBMX YMOB
BKIIOYEHHS NpauiBHUKIB OO0 CUCTEMUM MaTepianbHOro
CTUMYITHOBAHHS.

Y Bunagky, KONW npauiBHUK npauoBaB HEMOBHUN
pobounii  OeHb, po3paxyHOK MpeMii npoBOANTLCS
NponopuinHO BigNpaubOBaHOMY 4acy i3 po3paxyHKy
PaKTUYHOI KifTbKOCTi MOBHMX Ta HEMOBHUX KaneHaapHUX
OHiB nepebyBaHHsa Ha nocagi (OKpiM NpavuiBHKKIB, B AKX
pPO3Mip Npemii HanpsMy 3anexuTb Big 0cobucToro GisHec
pesynbTary).

Y Bunagky gosrotpmsanoi (6inbw Hik 55% poboyoro
Yacy 3a 3BiTHMM nepiog) BIACYTHOCTI MpauiBHMKA
(xBopoba, 0COBMCTI NPUYMHM TOLO), NPeMii NpaLiBHUKY
He po3paxoBYOTbCS | He BUMnayyloTbes. [pu pos3paxyHky
yacy [oBroTpuBanoi BiACYTHOCTIi He BpaxoBYETbCHA
nepiogq npoctolo, Mobini3auii, AOeKpeTHOi BignycTKu
npauiBHuMka (BignycTka no gornagy 3a  AUTUMHOM,
nikapHAHWW MO BariTHOCTI i nororam), OCKiNbKM 3a Ui
nepioan npemis He po3paxoBYETLCS.

Mpu pospaxyHKy npemin npauiBHWka, Yy BuUNagky
HasiBHOCTi OHIB BiACYTHOCTI Yy nepiog MiX AeKpeTHUMU
BignycTkamu (gHsaMm MoBinisauii/ NpocToiB), AKWO nepiog
BigcyTHocTi OyB ©e3nepepBHW, | MpauiBHUK He
BMKOHYBaB NnocaoBi 060B’s13kM, BECb Nepioa BigCYyTHOCTI
BBaXKaETbCS AOBroTpMBAarol BiACYTHICTIO NpeMis 3a uen
nepiog He HapaxoBYETbCA. AKLLO Y NpaLiBHMKA Yy BKa3aHi
nepiogmn 6ynu poboui gHi — NpeMis HapaxoBYETbLCA NULLE
3a Ui poboui aHi.

3arasnbHi YMOBM NpeMitoBaHHSA BCiX NpaLiBHUKIB BaHKy

Bunnata 6ygb-gkoi cuctematuyHoI (perynspHoi) npemii
npauiBHMKaM NpoBOAUTLCS TiNbKKM 3a TIEKD CUCTEMOIO, siKa
BignNoOBiAae 3arMaHin HUM nocagi. AKWOo npauiBHUK
OOMyLLIEHMI 00 BUKOHAHHS iHWKNX 060B’'s13KkiB abo nocaam,
po3paxyHoK NpeMii 3a UMM BUKOHAHHAM He NPOBOAMUTLCS.

MpauiBHuKam, ski nepebyBanu Ha nikapHSHOMY MO
BariTHOCTI Ta nonorax, BiAnycTui N0 Aornsay 3a ANTUHOL,
y sikux Oynu npocToi, ski 6ynu mo6inizoBaHi abo Gynu
3BiNbHEHI/ NPUNHATI NOPSAKOM nepeBeneHHs o/ 3 byab-
akoi komnadii pynu OTI, npemii HapaxoBylOTbCA
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the time worked taking into account the actual number
of the calendar days working on the position in the Bank.

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

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

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

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

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

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.

NponopuinHO BigNpaubOBaHOMY 4acy i3 po3paxyHKy
haKTUYHOI KINbKOCTI KaneHaapHUX AHIB nepebyBaHHA Ha
nocagi B baHky.

Y pasi CcyTTeEBOro nOpyLEHHS TPYOOBOI AMCUMMAIHM
(pakt HesikicHoro abo HecBOEYaCHOro BMKOHAHHS
3aBOaHb, BCTAHOBMNEHUX KepiBHMKOM, abo Ha nigcTasi
pPO3MopsiAY0-pPErynaTMBHOIO OOKyMeHTa (Hakasa,
PO3MNOPSAMKEHHS, NnaHa, rpadika BMKOHAHHA poOiT abo
YMHHOTO 3aKOHOAABYOro/ HOPMAaTMBHOIO akTa)), NpaBun
BHYTPILLHBOrO  TPYOOBOro  po3nopsaky  (Tpyzosa
aucumnnida npauiBHUKIB pernameHTyeTbesa lNMpaBunamm
BHYTPILLHLOrO TPyAoOBOro posnopsagky banky) 6e3
MOBaXXHUX MPUYMH, CyMa npemii moxe 6yTn 3miHeHa abo
ckacoBaHa B MOBHOMY 06csaA3i 3a  pilleHHsM
6e3nocepedHbOr0 KepiBHMKa npaudiBHuMka (B T.4. nNO
KOpnopaTuBHIA MOWTi) Ta Ha nigcTasi MMCbMOBOrO
OBI'pYHTYBaHHA MOPYLUEHHSA Y BiANOBIAHOCTI 3 YMHHUM
3aKOHOJABCTBOM Ta 3a NMOrofxeHHsiM YneHa lMpaBniHHA
— Kypatopa abo lonoBu [paBniHHA Ta HavanbHMKa
HenapTtamMeHTy ynpaBniHHS NepcoHasnom.

AKWO nNpUNUHEHHA TPyaoBMX BIAHOCUH MOB'A3aHe 3
BMXO[OM MpauiBHMKa Ha NeHcito abo cMepTio, NpaBo Ha
OTPMMaHHA npemii  36epiraetbca. AKWO  TPYAOBI
BIOHOCMHU NMPUMWHEHO Y 3B'A3KY 3i CMepTIO npauiBHMKa
abo y pasi cmepTi npauiBHUKA, WO CTaB MEHCIOHEPOM,
npaBo Ha OTPUMaHHS nnaTtexy 3a BigkNageHow
yacTuHot 36epiraetecs. OTpymaTty BuMHaropoay y pasi
3BEpHEHHS MOXe crnagkoemeupb(ui), WO Mae/loTb NpasBo
Ha cnagLumMHy 3rigHo i3 3aKOHO4AaBCTBOM YKpaiHu.

3a oaouH i TOM camuil NMPOMDKOK Yacy He Moxe OyTu
HapaxoBaHo Aekinbka BUAIB perynsapHUX npemin.

Mpemia BunnayyeTbCcs B 3aneXHOCTi Bi HasBHOCTI
GrooxeTy Ta Ha nigctasi Hakasy [onosu [lpaBniHHA
BaHky abo ynoBHOBaXeHOI 0coou.

BaHk MoXe Npu3ynuUHATU BUNNaTy Npemi, 3MeHLLyBaTK
ix po3amip abo 6GasoBu po3mip, SHK OKPeMuUMm
npauiBHMkam, Tak i nigposginy B uinomy. 3aByacHe
nonepemkeHHs MpauiBHUKIB Npo MNOBHe/ 4YacTkoBe
NPU3YNMHEHHS BUMMNATU MNPEMin He € 0OOB'SI3KOBUM.
BkasaHi 3MiHW He po3rnagatoTbCs SK 3MiHa CYTTEBUX
YMOB npaLli.

14. OCHOBHI NPUHLUUNN OLiIHKU PO3BUTKY
KOMMeTeHUin

Ina MNpaeniHHA BaHky (3a piweHHaM, BAT OTI BAHK,
YropwmHa MOXyTb BWM3HayeHi [oOaTKoBi nocagun) B
OGnaHky uinen ob60B’A3KOBO BCTAHOBIHOETLCSA MOKA3HUK
OuiHka kepiBHMKa (Superior's evaluation) abo ouiHka
KOMMEeTEeHL,iN.

[HTEepB’t0 WOoAo aHanisy po3BUTKY BCIX KOpPNopaTUBHUX
KOMMEeTEHLiW NPOBOAUTLCA B HACTYNHOMY 32 3BiTHUM

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

15. Couching and feedback during the business year

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

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

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

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

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

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

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

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

Cepea KOMNETEHUiN, WO OUiHEHI Ha HaWHwkK4MA BGan
PEKOMEHAOBAHO BU3HAYMTU OAHY KOMMETEHLilo [0
po3BUTKY, sika Byae po3BMBATMCS NPOTArOM HACTYMHOro

pOKYy.

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

MpoTarom poKy KepiBHWK CRigKye 3a BUKOHaHHAM
nignernMMmM noctaefeHUx Uinen Ta uinen 3 posBUTKY
KOMMETEHUIN MO KOHTPOSIbHMM  TOYKaMm, aHanisye
pe3ynbTaTu, Haga€e KOXXHOMY NpauiBHUKY Ta OTPUMYE Bif
HbOIO 3BOPOTHIN 3B’A30K.

Y Bunagky HeobXigHOCTI KepiBHUK pas3oMm 3 nianernvm
Koperye nnaH gin Ans OOCSArHeHHs NocTaBneHux uinew,
iIHCTPYKTYE Ta HaB4a€ nignernoro.

16. Mopspok npemiloBaHHA npauiBHUKIB 3a
BUKOHAHHA 0COONIMBO BaXXNMBMUX 3aBOaHb

Mpemii 3a BUKOHAHHS1 OCOBNNBO BaXXTMBOrO 3aBAaHHSA Y
BUMMAAI  0QHOPAa3oBOl BMHAropoAM HapaxoBYHOTLCA
npauiBHUKY Y BUNaOKy:
® BMKOHaHHS BaXnunBoi poboTu, Ky HEMOXMBO 6yno
3annaHyBaTy paHilue;
e peanisauis 3aBAaHb, MPOEKTIB, AKi MalTb 0CO6NMNBO
BaXXnmBe 3Ha4YeHHsa ansa baHky;
e BWKOHaHHA HenepegbayeHUx nnaHamu CKnagHuxX
€KOHOMIYHMX, iHxeHepHUX abo iHLWKMX po3paxyHkis,
LLIO CTOCYThCS AisanbHOCTI BaHky Ta BnnnBaloTh Ha
NOTEHUINHWIA NO3UTUBHWUI pe3ynbTaTt 3 PiHaHCOBOI
Ta/abo opraHisauifiHOT TO4OK 30pYy Ta iH.

Cyma npewmii BM3Ha4yaeTbCsa  iHOMBIAyanbHO, 3
ypaxyBaHHsAM iHaHCOBUX MOXInmMBocTen baHky (B
Mexax OloKeTy BUTpaAT Ha onnaty npadi) Ta Moxe 6yTu
BMNMayeHa Ha nigctasi Haka3y no baHky 3a HasBHOCTI
MMCbMOBOrO  OOrpyHTYyBaHHA  (abo B cucTeMi
€ITeKTPOHHOro MOroPKEHHS) KepiBHMKA CTPYKTYPHOro
nigpo3ainy 3a norofkeHHAM HavarnbHuka [lenaptameHTy
ynpasniHHA nepcoHanom, "onosu MNpaeniHHSa abo YneHa
MpaeniHHA.  BWKMOYEHHss  CTaHOBNATLCA  HACTYMHI
BMNNaTU: KOMNEHcauis nogaTkiB 3a OTpUMaHi nogapyHku
(3pincHroeTbCA npu NOrOKEHHI HayanbHuKa
[enapTamMeHTy ynpasrniHHsi TePCoHanom), KOMneHcauis y
3B’A3KY 3 HECBOEYACHUM MiQHATTAM NOCagoBoro oknagy
abo HEKOpPEKTHMM po3paxyHKOM npeMii (34iNCHIETLCA
NpW HasiBHOCTi MOFO[PKEHHS KEPIBHWKA PIBHA HE HWKYe
B-2).

Ons Bunnaty npemii cknagaeTbca cnyxboBa 3anucka
abo cnyxboBa 3anucka y BHYTPILLHEOMY
KOpropaTUBHOMY MpoOrpamMHOMy 3abe3neveHHi ans
OLHKMN AiANIbHOCTI YM HaacuMnaeTbCcs Mo KOpnopaTUBHIN
NoLuTi.

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

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

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

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

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

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

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

[Ona pospaxyHKy Mpemin  KepiBHUKM  CTPYKTYPHUX
nigpo3ginie  nepegarTb g0  Bigainy  ynpaeniHHs
BUMHAropogow  Ta pe3ynbTaTUBHICTIO  AIANbHOCTI

nepcoHany [enapTtameHTy ynpasmniHHA MNepCOHanom
BiJOMOCTi, MOrogXeHi Ha nanepoBmx Hocigx abo B
nporpaMmHoOMy 3abe3neveHHi KOprnopaTUBHOI
iHdbopmauinHoi Mepexi/ abo KopnopaTMBHOK MOLLTOH
ONs OUiHKM  gisnbHOCTI Yy BCTaHOBREeHOMY B baHky
nopsiaky (Moroaxye KepiBHUK piBHA He Hwk4ve B-2 Ta
KEPIBHMK PiBHEM BULLE).

[na npadiBHKUKIB, WO MpPeEMilOlTbCA BIiANOBIOHO A0
3aranbHOOaHKIBCbKOI CMCTEMWU CTPOK nogadvi 3BedeHuX
BIJOMOCTEN MO perynapHMM npemisaMm — 40 KiHUsS Micaus,
HaCTynHOro 3a 3BiTHWM, AnS iHAMBIOyanbHUX CUCTEM
mMoTuBauii — 3a 10 poboumx AHIB OO0 KiHUA Micaus
HaCTYMHOro 3a 3BiTHUM. AKLIO BiAOMICTb HE Haginwna B
poboTy BYacHO, BunnaTa npemii Moxe OyTn nepeHeceHa
Ha HaCTyMHWI 3BiITHUI nepioa,.

BignoBiganbHiCTb 3a cBOEYacHe Ta BipHE NoAaHHS AaHuX

Jo Bigainy yrnpaBniHHS BUHAropofoto Ta
pe3ynbTaTUBHICTIO DisANbHOCTI nepcoHany
[denaptamMeHTy  ynpaBniHHA  NEepcoHarioM  HecyTb

KepiBHWMKN CTPYKTYPHUX Nigpo3ainis.

Bigain ynpasniHHA BMHaropoaolo Ta pesynbTaTUMBHICTIO
OisANbHOCTI  nepcoHany [enapTameHTy  ynpaeniHHA
nepcoHanioMm roTye Haka3 npo Bunnaty npemin 3a
nignucom Nonoswu MNpasniHHA abo ynoBHOBaXKeHOi ocobu.

OpaHovacHo BignoBiganbHUM npauisHuk  Bigginy
ynpaemiHHA  BMHAropogol  Ta  pe3ynbTaTUBHICTHO
OiAnNbHOCTI nepcoHany BHOCWUTb HeoOXigHi gaHi [go

cuctemun SAP HR anga nposegeHHs po3paxyHKy.

OauH NpUMIpHUK opuriHany Hakady nepegaetbcs OO
Biopiny pospaxyHkiB 3 nepcoHanoMm [lenapTameHTy
Byxrantepcbkoro obniky Ta 3BiTHOCTI Ha Mi3Hiwe Hixk 3a 5
pobounx gHIB OO Aatu BMNNatu 3apobiTHoi nnatyn abo
NMOrofXyeTbCA KBanNidikoBaHUM €MneKTPOHHUM MianMcom
(KEM) wHa cninbHin nnaTtdopmi ans [denapTtameHTy
yrnpaBniHHA nepcoHanoMm Ta Bigginy pospaxyHkiB 3
nepcoHarnom.

BignoBiganbHicTe 3a cBoeyacHy 00OpobOKy nopaHoi
iHdbopmauii Hece Bigain ynpasniHHA BuHaropogow Ta
pesynbTaTUBHICTIO LiANbHOCTI nepcoHany
[enapTameHTy ynpaBniHHSA MepcoHanoM 3a YMOBU
CBOEYACHOro OTPUMaHHSA iHpopmaui Big
Bi4NOBIAANbHOIO KEPIBHUKOM.

BignosiganeHiCTb 3a cBOEYacHy BMNaTy Npemin 3rigHo 3
Hakasamun Hece Bigoin pospaxyHkiB 3 nepcoHanom
HenaptameHTy Gyxrantepcbkoro obriky Ta 3BiTHOCTI 3a
YMOBM CBOEYACHOro MNOAaHHs [OOKYMEHTIB Ha Bunnary
BiANOBIAHO 00 YMHHOI peaakuii «lMpoueaypu 3aiiCHEHHS
HapaxyBaHb Ta yTpUMaHb, NOB’A3aHMX 3 po3paxyHkamu 3
nepcoHanom».
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18. Requirements to the regulations and reports on
remuneration of members of the Management
Board of the bank in accordance with the
Resolution of the Board of the National Bank of
Ukraine of November 30, 2020 Ne 153 (with
changes brought by the National Bank of
Ukraine Board Resolution Ne 141 dd 15.12.
2021).

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
I.2 (with changes brought by the National Bank of
Ukraine Board Resolution Ne 141 dd 15.12. 2021).

Basic principles formation of remuneration policy

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

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

The remuneration policy determines the application by
the Bank:

1) the practice of a fixed remuneration that does not
depend on the financial result of the Bank's activities,
the achievement of goals, the fulfillment of powers
(including for new employees);

2) practices of variable remuneration for potential
receipts (income), the terms and probability of receipt of
which are uncertain;

3) payments in case of dismissal pending clarification of
the effectiveness of activities, achievement of goals,
fulfillment of powers.

The Supervisory Board determines, approves, if
necessary revises and, in the manner determined by it,
evaluates and controls the implementation of the
remuneration policy, which must determine the criteria
for establishing:

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

2) variable remuneration, which displays consistent and
balanced performance of duties taking into account the
Bank's risks, as well as a result that exceeds the
requirements of the employee's job duties

18. Bumorn go nonoxeHb i 3BiTiB Npo BUHaropoay
uyneHiB lMpaBniHHA BaHKy 3rigHo 3 lNocTaHoBOWO
MpaeniHHA HadioHanbHoro bBaHky Ykpainu Big 30
nuctonaga 2020 poky Ne 153 (3i 3MmiHamm,
BHeceHMMu 3rigHo 3 [loctaHoBot [lpaBniHHA
HauioHanbHoro bBaHKy VYkpaihm Ne 141 Big
15.12.2021).

Y ubOMy po34ini TEPMIHM BXMBAKOTbCA B 3HAYEHHSIX,
HaBegeHHux Yy [loctaHosi [lpaBniHHa HauioHanbHOro
Bbanky Ykpainu Big 30 nuctonaga 2020 poky Ne 153 y
NyHKTi 1.2 (3i 3MiHamMu1, BHeceHMMM 3rigHo 3 [ocTaHoBO
MpaBniHHa HauioHanbHoro banky YkpaiHu Ne 141 Big
15.12.2021).
OCHOBHi NoniTUKK
BMHaropoau

npuHuMnu  cbopMyBaHHA

BuaHaueHHA Ta peanisauig noniTnkvm BuHaropoam B baHky
30INCHIOETLCS 3 ypaxyBaHHSM po3Mipy, 0cobnuBOCTeEMN
fisnbHoCTi BaHky, xapaktepy 1 obcsariB 6aHKIBCbKMX Ta
iHWKUX biHAHCOBMX MoOCnyr, Npodinto puanky baHky,
CUCTEMHOI BaxnMBOCTI baHky Ta aisinbHOCTI 6aHKiBCbKOI
rpynu, no cknagy AKOT BXOOUTb BaHk,
AOTPUMaHHsA/BMKOHaHHA cTpaTerii baHky, 6isHec-nnany,
OlopKeTy Ta Aeknapauii CXUNbHOCTI 4O PU3KKIB.

Mpouenypn, BU3HaA4YeHi MONITMKOK BUHaropoau baHky,
MalTb  OyTM  YiTKUMK,  33aJOKYMEHTOBaHMMKM  Ta
Npo30opuUMMK, NErkuMn Ang pPoO3yMiHHA Ta MOHITOPUHTY
DOTPUMaHHS.

MoniTnka BUHaropoau BU3Hayae 3actocyBaHHsS baHkom:

1) npakTnkn ikcoBaHOi BMHAropoau, fka He 3anexuTb
Big dpiHaHcoBoro pesynbtaty baHky, 4OCATHEHHS Uinen,
BMKOHAHHSI MOBHOBaXEHb (YKIHOYauM TaKy MpakTUKy
LLIOAO HOBUX MpaLiBHUKIB);

2) npakTMKM 3MiHHOI BMHaropoan 3a
HaOXOMKEeHHA  (goxoau), CTpPoKM Ta
OTPUMaHHSA SKNX € HEBU3HAYEHUMU;

3) Bunnatu B pa3i 3BINbHEHHA [0 3’ACyBaHHS
e(eKTUBHOCTI QisANbHOCTI, HOCArHEHHS Linen, BUKOHaHHS
NOBHOBAaXXEHb.

Harnsgosa papga baHky Bu3Havae, 3aTBepaxye, 3a
noTpebu nepernsgae Ta y BM3HAYEHOMY Hel MOpPSAKY
30INCHIOE OLUHKY Ta KOHTPOSb 3a peanisauieto NosiTukn
BMHAropogn, $Ka Mae BW3HavaTW KpuTepii  Ans
BCTAHOBIIEHHS:

1) cpikcoBaHOi BMHaropoan, ska Bigobpaxae piBeHb
npodecinHoro aocsigy Ta opraHisauifiHoi
BigNoOBiganNbHOCTI 3 ornggy Ha nocagoBi 060B’SA3KK
npauiBHuKa;

2) 3MiHHOT BMHaropoam, sika Bigobpaxae nocnigoBHe Ta
BMBaXXeHe 3 ypaxyBaHHSAM pusukiB baHKy BUKOHaHHS
000B’sI13KiB, @ TAKOX pe3ynbTarT, Lo NepeBULLYE BUMOTU
nocagoBmx 060B’s13KiB NpaLiBHMKA.

NMOTEHLiNHI
NMOBIpHICTb
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The remuneration policy should contain the procedure
for identifying persons whose professional activity has a
significant impact on the Bank's risk profile, and should
include the following issues:

1) identification of management bodies/ divisions/
officials responsible for identification of persons whose
professional activity has a significant impact on the
Bank's risk profile;

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

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

4) periodicity (at least once a year) of reviewing the list
of persons whose professional activity has a significant
impact on the Bank's risk profile;

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

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

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

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

The Bank makes a decision on the payment of variable
remuneration taking into account the risks accepted by
the Bank and the results of such acceptance, the
financial results of the Bank's activities, compliance with
the requirements for the Bank's capital, maintaining the
appropriate level of liquidity.

The remuneration policy should be gender neutral and
determined taking into account the need to observe the
principle of equal pay for male and female employees
for equal work or work of equal value.

MoniTvka BUHAropogm mae MiCTUTU NOPSIAOK BU3HAYEHHS
0cCib, npodeciiHa QiANbHICTb AKMX Ma€ 3Ha4YHUIN BNIIMB Ha
npodine puauky baHky, Ta BkMOYaT Taki MMTaHHS:

1) BW3HayeHHs opraHiB ynpasniHHS/ nigpo3ainis/
nocagoBux ocib, BiANoBiganbHUX 3a BU3HA4YeHHA OCib,
npodpeciiHa AiSANbHICTE AKX Ma€ 3HaAYHWA BNIMB Ha
npoine pmu3nky baHky;

2) BMW3HAYEHHS SKICHUX | KiNbKICHUX KpUTepiiB Ans
BM3HA4YeHHs 0cCi0, npodeciiHa [isanbHICTb SKUX Mae
3Ha4YHUKW BNAMB Ha npoduinb puaunky banky. Taki kputepil
MOXYTb ypaxoByBaTW MOTEHUINHWIA BNAMB NPodeCinHoi
AisiNbHOCTI 0cobu 3 ypaxyBaHHSIM ii MOBHOBaXeHb |
060B’s3kiB Ha Npodinb pusnky baHKy, NOKa3HWKN pU3NKY
Ta edeKkTMBHiICTb  giganeHocTi  banky.  Kpurepil
BPaxoBylOTb YCi CYTTEBI BWAW PU3NKIB, Ha SKi MOXe
Hapaxatucsa baHk. OgHuM i3 KiNbKiCHMX KpuTepiiB €
nepeBuLLEHHA PO3Mipy BWNnaveHoi 3a pik 3MiHHOI
BMHaropoan B fABa Ta Oinblle pasiB po3Mipy pidHOI
¢ikcoBaHOi BMHaropoau;

3) odopMneHHss pe3ynbTaTiB  BU3HAYEeHHA  OCib,
npodeciHa AiANbHICTE AKX Ma€ 3HaYHWA BNIMB Ha
npoinb puanky baHKy, 3aTBepmKEHHs nepeniky umx
ocib;

4) nepiognyHicTb (He pigwe ogHoro pasy Ha pik)
nepernagy nepeniky ocid, npodecinHa OisnbHICTb SKUX
Ma€e 3Ha4YHWIM BMAMB Ha NPoQinb pu3nky baHky;

5) nosigomneHHs akuioHepam baHky Ta HauioHanbHomy
Banky (He pigwe ogHoro pasdy Ha pik) npo ocib,
npoecinHa AiANbHICTE AKX Ma€ 3HaYHWA BNMMB Ha
npodine pusnky baHky.

baHk Hapae iHdoOpMaUilo LWOAO BU3HAYEHHS OCIO,
npodeciHa AiANbHICTE AKX Mae 3HaYHWA BNIMB Ha
npodinb pu3nky baHky, Ta nepenik Takux ocid
HauioHansHoMy BaHky Ha oro Bumory.

MoniTnka BUHaropoau Mae CTUMYIOBaTU YreHiB OpraHis
ynpasniHHSA, BNNnBoBuMX ocib AisTn B iHTepecax baHky Ta
He npuMMaT HagMipHUX PU3KKIB.

Monitnka BuHaropogm BU3HaA4yaTtM  MNopsaOdoK
NPURHATTA pilleHb npo sunnarty/
BiACTpPOYEHHS/3MEHLLEHHS/CcKacyBaHHS/NOBEPHEHHSA
3MiHHOI BMHAropogm, a TakoX MoXxe Bu3HayvaTu popmu
BMNNaTU 3MiHHOT BUHAropoau.

Mae

baHk npuimMae piweHHa WoA4o BuMfAaTth  3MIHHOT
BMHAropoau 3 ypaxyBaHHAM MPpUUHATUX BaHkom pusukis
i pesynbTaTiB Takoro MpPUUHATTH,  PiHAHCOBOrO
pesynbTaty AianbHOCTi BbaHky, OOTpUMaHHSA BUMOr [0

Kanitany baHKy, nigTPUMaHHA HamnexHoro piBHA
NiKBIQHOCTI.

MoniTvka BuWHaropogM NOBWHHa OyTM  reHaepHo
HeWTpanbHOK Ta BM3HaYaTUCA 3 ypaxyBaHHSAM

HeoOXiOHOCTI OOTPMMAaHHA NpPWHLMNY piBHOI onnaTu
npaui npauiBHUKIB YONOBIYOI Ta XiHOYOI CTaTi 3a piBHY
poboTy abo poboTy 0AHaAKOBOI LLIHHOCTI.
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The remuneration policy determines, taking into account
the established legal requirements, the amount of
information on the payment of remuneration, which is
included in the Bank's annual report. The amount of
information about remuneration to be included in the
Bank's annual report cannot be less than that
established by law.

The Supervisory Board sets the remuneration of the
chairman and members of the board, the head and
employees of the internal audit division, the chief risk
officer, the chief compliance officer.

The Management Board sets the amount of
remuneration of other employees of the Bank, unless
otherwise provided by the legislation of Ukraine and/or
the Bank's statute.

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

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

18.1.1. The provision on remuneration is an internal
document of the Bank, which:

1) determines the basic principles of the system of
remuneration of members of the board, influential
persons introduced in the bank, components of
remuneration (introduction of only fixed remuneration or
combination of fixed and variable remuneration),
structure of such remuneration (types of fixed and
variable remuneration), criteria for determining the
amount and / or procedure (separately for each type of
fixed and variable remuneration), the procedure for
assessing the fulfillment of these criteria;

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

3) contains the principles and parameters of the system
of non-monetary incentives (if the bank has such a
system in future for Board Members, influential person);

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

5) determines the distribution of powers to make
decisions on remuneration;

MoniTka BWMHaropoauM BW3HA4Yae 3 ypaxyBaHHAM
YCTaHOBMNEHMX 3aKOHOAaB4YMX BUMOr obcar iHdopmaLil
npo BuNNaTy BUHAropoaM, LLO BKMHOYAETLCA OO PiYHOro
3BiTy Banky. Obcar iHcopmauii npo BuHaropogy, LU0
nignarae BKNIOYEHHIO A0 pidHOro 3siTy baHky, He moxe
OyTM MEHLINM, HiXK YCTaHOBMNEHO 3aKOHO4aBCTBOM.

Harnsgosa paga baHky BCTaHOBMOE po3mip BUHaropoau
rosioBU Ta uYneHis MNpaBniHHSA, KepiBHMKa Ta nNpauiBHUKIB
nigpo3ainy BHYTPIWHbOTO ayauTy, TFOfIOBHOMO PU3NK-
MeHe[xepa, rofloBHOMO KOMMIaeHCc-MeHeokepa.

MpaBniHHA BCTaAHOBMOE pPO3MIPp BMHAropoau iHWKX
npauiBHukiB baHky, sKwo iHwe He nepegbayvyeHo
3akoHodaBCcTBOM YKpaiHu i/abo ctaTyToMm BaHky.

18.1. Bumorn go nonoxeHb Npo BuHaropogy YneHis
MpaBniHHA, BANMBOBUX OCIO Ta BigOOpaxeHHs iX B
pernameHTyrounx gokymeHtax AT “OTIM BAHK”.

MonoxeHHss npo BuHaropoay 4neHiB [lpaBniHHA,
BNIMBOBUX OCIO (Jani — NONoXeHHs Npo BMHaAropoay)
Mae onucyBaT! CUCTEMY BUHAropoan YneHiB MNpaBniHHsS,
BMNIIMBOBWX OCI0.

18.1.1. TlonoxeHHs nNpO BMHAropogy € BHYTPILWHIM
AOKyMeHTOM baHky, skui:

1) BM3HA4yae OCHOBHI 3acaau 3anpoBamkeHoi B baHky
cucTeMn BuMHaropogu uneriB [1paBniHHS, BRAAMBOBUX
ocib, cknagoBi BuHaropoAu (3anpoBafXEHHs nuLie
¢ikcoBaHOi BMHaAropoan 4mM noefHaHHs dikcoBaHOI Ta
3MiHHOI BUHaropoau), CTpyKTypy Takoi BUHaropoau (BMam
cdikcoBaHOi Ta  3MiHHOI  BuHaropogm),  Kputepil
BM3HAYeHHA po3Mmipy Ta/abo MopsiAoK  po3paxyHKy
po3Mipy BMHaropogu (OKpemo LWoAO KOXHOro BuAY
ikcoBaHOI Ta 3MiHHOI BMHAropoau), NOPSO4OK OLHKM
BMKOHAHHS LUX KpUTEpIiB;

2) MiCTUTb iHbOpMaLio WOAO NporpamMm CTUMYIOBaHHS
yneHis NpaBniHHSA, BNNMBOBMX OCI6 (3a HasBHOCTI), Aka
BKIoYae iHdbopmaLiito npo yMOBMU HagjaHHga
3a0Xx04yBarnbHUX i KOMNEHcaUinHUX BUNnaT, i NPUYUHHO-
HacnigkoBoro 3B'si3Ky MiX edeKTMBHICTIO poboTu Ta
3MiHHOIO BMHaropogot u4neHa [lpaBniHHSA, BMAMBOBOI
ocobu;

3) MicTMTb npuHUMNM Ta napameTpu cucTemu
HEerpoLloBOro CTUMYJIOBaHHS (32 HasiBHOCTI B BaHKy
Takoi cuctemu y manbytHbomy Ana Yneis lMpaeniHHS,
BMIMBOBOI 0CcobN);

4) wmicTuTb iHdOpMaUilo Npo JodaTtkoBe MNeHCinHe
3abesneveHHs abo NOpPsSAOK BUMMATU BUMHAropoam B paasi
OOCTPOKOBOrO BMXOOY Ha MeHCilo 4neHiB [paBniHHS,
BNAMBOBUX 0OCiO (y pasi 3anpoBagXeHHs y ManibyTHbOMY
Bankom cucTemm [100aTKOBOro NneHcinHoro
3abe3neyveHHst abo NopsgKy BMNNaT BMHAropoau B pasi
OOCTPOKOBOro BMXOAY Ha MEHCIto Ans YneHiB [NpaBniHHS,
BMNIIMBOBUX OCIb);

5) BM3Ha4yae po3nofin MOBHOBaXEHb OO0 MPUAHATTS
piLeHb Npo BMHaropoay;
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6) determines the procedure for compiling, approving
and publishing the report on remuneration of members
of the board, influential persons (hereinafter - the report
on remuneration);

7) contains information

- on the Bank's policy regarding the term of
agreements (contracts) with members of the
management body, influential persons (written
employment agreements (contracts) are held in cases
specified by law)

- and the inclusion in such agreements (contracts) of
conditions for payment of dismissal (if any);

8) contains information on the procedure and conditions
of remuneration payment, forms of remuneration
payment (monetary / non-monetary) and terms of
payment;

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

10) contains an explanation of the methods used by the
bank to establish compliance with the criteria for
assessing the effectiveness of the members of the
board, influential persons;

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

12) determines taking into account the requirements
established by law the amount of information contained
in the report on remuneration and the amount of
information on remuneration that may be disclosed. The
amount of information about the remuneration that to be
made public cannot be less than that established by law.

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

18.1.2. The provision on remuneration has:
1) be transparent, clear and focused on avoiding
conflicts of interest in the Bank, not to discriminate;

2) comply with the risk management policy and be
aimed at preventing incentives to take risks that exceed
the allowable level of risk appetite in the Bank;

3) contain information on conducting / failing to conduct
a periodic independent external evaluation of the
payment of remuneration in the Bank;

4) meet the requirements of the banking legislation of
Ukraine, the legislation on joint stock companies and
NBU's requarements;

5) comply with the system of distribution of powers in
decision-making (checks and balances) created in the

6) BM3HaAuyae NOpPSOOK CKNadaHHs, 3aTBEPKEHHS Ta
ONPUNIOOHEHHS 3BiTY NPO BMHaropoay yneHis MNpaBniHHs,
BMNMBOBKX OCi® (gani — 3BiT Npo BMHaropoay);

7) MiCTUTb iHCpopMmaLito LWoao

- nonitukm bBaHKy CTOCOBHO CTpOKY Ail [JoroBopis
(koHTpakTiB) 3 uneHamu NpaBniHHA, BNNMBMMK ocobamm
(MMcbMoBI TpydoBi JOrOBOPY (KOHTPaKTLW) yragalTbes y
BMNagKax BU3HAYEHMX 3aKOHO4ABCTBOM),

- Ta BKIIIOYEHHSI OO Takux AOroBopiB (KOHTPaKTiB) yMOB
Npo BUMNNaTK 3i 3BiNbHEHHS (3@ HASBHOCTI);

8) micTuTb iHopMaLito NPo NOPSJOK i yMOBM BUMNATH
BMHAropoam, dhopmm BunNnaTu BMHaropoam
(rpoLuLoBi/HerpoLloBi) Ta CTPOKM BUMnaTy;

9) BM3Ha4ae NoOps4OK YAaCcTKOBOI BUMMATK, BiACTPOUEHHS,
CKOpOYeEHHsI/cKacyBaHHA abo MOBEPHEHHS  3MiHHOI
cknagoBoi BuMHaropogw/ii 4acTMH y pasi HasiBHOCTI B
CTPYKTYpPi BUHaropoau 3aMiHHOT CKNagoBoi;

10) MiCTMTb NOSACHEHHS MeToAiB, SKi 3acTocoBye BaHk
AN BCTAHOBIIEHHS  BWKOHAHHA  KPUTEPITB  OLIHKK
eeKTMBHOCTI poboTK uneHiB [lpaBniHHS, BNIIMBOBMX
ocib;

11) mMicTUTb iHWI ymMOBM, AKi HE cynepeyaTtb NpuHUMNamM
CUCTEMM BMHAropoau, BU3HayYeHuM uieto [oniTukoro;

12) BM3Hayae 3  ypaxyBaHHAM  YCTaHOBMEHMX
3aKOHOAaBCTBOM BMMOT OOCST BiIOMOCTEN, LLIO MICTATbCS
y 3BiTi npo BuHaropogy, Ta obcdar BigomocTen mnpo
BMHaropofy, WO MOXyTb OyTu onpuntogHeHi. O6car
BigOMOCTEN npo BUHaroponay, o nignsirae
ONPUMIOOHEHHID, HEe MOoXe OyTu MeHWuUM, Hix
YCTaHOBIEHO 3aKOHOL4aBCTBOM.

MyHkTn po3giny 18.1.1 BigoGpaxeHi y uii Monituui,
pynosin nonituui BUHaropoAu, NonoxeHHi npo onnaty
npaui npauisHukisa AT «OTIM BAHK», a nepwwuii nignyHkT
nyHkTy 7) BigobpaxeHo y CtatyTti AT «OTI BAHK» Ta B
“INonoxeHHi npo MpaBniHHS".

18.1.2. lNonoxeHHSA Npo BUHaropoay Mae:

1) 6yTM npo3opum, 3pO3yMinMM Ta OpPiEHTOBaHUMM Ha
YHUKHEHHS1 KOH(NIKTY iHTepeciB y baHky, He gonyckatu
OVCKpUMIHaUii;

2) BignosigaTv noniTuui ynpaeniHHA pusnkamn Ta 6yTu
HaUiNEHUM Ha HeJOoNyLWeEeHHs] CTUMYSIOBaHHS NPUNRHATTS
PU3KKIB, SKi NepeBuLLYIOTbL JONYCTUMUIA Y BaHKy piBeHb
PU3NK-aNeTuUTYy;

3) MICTUTH iHcbopmaLito woa0
HEenpoBEeAEHHA MepioaMYHOI  He3anexHoi
OLiHKM BUMNNaTu BUHaropoau B baHky;

4) Bignosigatn Bumoram 6aHKIBCLKOro 3akoHOAaBCTBa
YKpaiHu, 3aKkoHO4aBCTBa NPO akUioOHepHi ToBapucTBa Ta
Bumoram HBY;

5) Bignosigatn cTBOpeHin y BaHky cuctemi posnoginy
MOBHOBaXEHb Y MNPUAHATTI pilleHb (CTPUMYBaHb i

nposefeHHs/
30BHiLUHbOI
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Bank, corporate governance, the principles of corporate
culture of the bank and responsible business behavior
in the market;

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

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

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

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

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

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

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

determining the amount of severance payments.

Points of the chapter 18.1.2 are described in the Group
Remuneration Policy and in this Policy, including
supplementations below.

Subparagraph 3):

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

Subparagraph 6) and 8):

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

npoTuBar), KOpPNOpaTUBHOIO yMpaBMiHHSA, 3acajam
KopnopaTuBHOi KynbTypy bBaHky Ta BignosigansHoi
[iNoBOi NOBEAHKN Ha PUHKY;

6) BM3Ha4aTW, WO BMHaropoda uneHie [lpaBniHHS,
BMMMBOBUX OCI6G mMae 6yTM pO3ymMHO OOBIpYHTOBAHOM
CTOCOBHO aHanoriyHnx (abo cCniBMipHUX) PUHKOBUX
MOKa3HWKIB PO3MIpIiB i YMOB BUNMNATV BUHAropoau;

7) BM3HayaTW, WO BMHaropoda uneHiB [lpaBniHHS,
BMNMBOBMX OCI6 MOXe cknagatucs 3 dikcoBaHoOi Ta
3MiHHOI BUHaropoawu (y pasi ii 3actocyBaHHs1) abo nuwe 3
cikcoBaHOI BMHaropoau;

8) BM3HauyaTtu, Wo po3Mip ikcoBaHOI BMHAropoan mMae
OyTM poctatHiMm ang Toro, wob baHk maB 3mory
peanisyBaTu CBOE MpaBO He BuMnadyysBat¥ 3MiHHY
BMHaropogy (y ToMy uncni ButpedyBaTi NOBEPHEHHS BXe
BMMNIA4Y€HOoi 3MiHHOI BUHAropoau), SIKLO He BUKOHYIOTLCSH
YMOBW, AOTPMMaHHA SKMX € HeobXigHuMm p[nsi Takoi
3MiHHOI BUHaropoaun. KrnoyoBum KpuTepieM AoCTaTHOCTI
¢ikcoBaHOi BUHaropoawm € ii BignosigHicTb NpodeciiHomy
AOCBiy, BW3HA4YeHUM pyHKUiOHaNbHMM 000B’sI3KaMm
ocobu Ta piBHIO ii BigNoBiganbHOCTI;

9) BU3Ha4aTu, WO BMNaTa YacTMHU 3MiHHOI BUHAaropoau
MoXe OyTu BigCTpoveHa Ha nNeBHWUA Mepioa, SKUN
BM3Ha4yaeTbCa Harnagosoto pagow baHky (Ans 4vnexis
MpaBniHHA,  BNAMBOBMX  OCiB). YacTtka  3MiHHOI
BMHAropoau, sika mae OyTn BiACTpOYEHa, BU3HAYAETLCSA
Harnsgosoto papgoto banky (ona unenis [NpaBniHHSA,
BMMMBOBUX 0OCi0D);

10) Bu3HavaTn, wo Harnsgosa pagja baHky mae npaBo
NPUARHATU PiLLEHHS WOOO:

BMNNaTU 3MiHHOI BUHAropoau 4YacTKOBO, BiACTPOYEHHS Ti
BMNMAaTK, CKOpOYEHHs/ckacyBaHHA 1I  Bunnatn (3
ypaxyBaHHsM pe3ynbTaTiB  AignbHOCTI, (iHAaHCOBOroO
ctaHy baHky);

NMOBEPHEHHS BXE CMnSia4yeHoi 3MiHHOT BUHaropoam (y pasi
Ti cnnaTtu Ha nigcTasi iHopMauii, sika 3roaoM BUsiBUnacs
HenpaBUNbHOK/HEQOCTOBIPHOK) Ta  BCTAHOBIEHHS
CTPOKY TaKoro noBepHEHHS;

BM3HaAYeHHS PO3Mipy BUNNaT 3i 3BiNIbHEHHS.

MyHkTY po3giny 18.1.2 BigobpaxeHi y NpynoBin nonitvui
BMHaropoau, a Takox y uin MNonituui i3 BpaxyBaHHAM
OOMNOBHEHb HUXYe:

MignyHkT 3)

MepiognyHa Hes3anexHa 30BHIWWHA OuiHKa BunnaTn
BMHAropoau CTOCOBHO urieHiB [lpaBniHHSA, BMMMBOBUX
oci6 B baHky He npoBOoAMTbCH, NpoTe Moxe OyTu
npoBedeHa 3a piweHHaM Harnsgooi pagv bawky.

MignyHkT 6) Ta 8)
BuHaropoga uneniB [lpaBniHHg, BNAMBOBUMX OCi0
pO3yMHO OOIpYHTOBYETBCA CTOCOBHO aHanoridHux (abo

CMiBMIPHNX) PUHKOBMX MOKa3HUKIB pPoO3MipiB i ymoB
BMNNATM  BUHAropoau B paMKax  MOTOMXKEHHSI
BCTAHOBMEHHSA/  3MiHM  BWHaropoau pAna  Ynenie

MpaeniHHA, BAMBOBUX OCIO 3i cTOpoHM MaTepuHCbKoro
BaHky, 3 ypaxyBaHHAM aHanizy MaTepuHckeoro baHky
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similar positions in the labor market on the database of
Korn Ferry or another provider

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

Subparagraph 9)

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

Subparagraph 10)

The Supervisory Board has the right to make decisions
according to the Group Remuneration Policy and Parent
Bank's decision on:

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, influential persons based on the results of the
reporting financial year (in terms of fixed and variable
components of remuneration);

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

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

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

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

AaHNX BUHAropoam aHanoriyHux nocag Ha pyHKy npaui Ha
6a3i gaHmx Korn Ferry abo iHworo npoeangepa.

Poamip dhikcoBaHOi BMHAropoau sIBASIETbCA AOCTaTHIM
anga Toro, wob baHk maB 3mory peanisyBaTu CBOE NpaBo
He BunnadyBaTuM 3MiHHY BuHaropody (y TOMY u4uchi
BUTPEeOyBaTU MNOBEPHEHHHA BXe BUMMAYeHoi 3MiHHOT
BMHAropoam), Ko He BUKOHYKTbCS YMOBU, JOTPUMaHHS
AKMX € HeoOXigHUM [Onsi Takoi 3MiHHOI BMHaropoaw.
Knoyosum Kputepiem [OCTaTHOCTI dikcoBaHol
BMHaropogmn € i BignoBigHIiCTb npodecintHoMy [OCBIgY,
BM3HA4YeHMM yHKLiOHanbHUM 000B’sA3kaM ocobu Ta
piBHIO i BignoBiganbHOCTI

MignyHkT 9)

BMNNata YacTUHW 3MIHHOI BMHaropoan Moxe 6yTtu
BiACTpOYEeHa Ha MNeBHWW nepiod, SKWM BU3HAYaETLCHA
(pynoBOO NONITUKOIO BUHAropoaw, ska 3aTBepaKyeETbCH
Harnsgosoto papgoto banky (ona 4nenis [NpaBniHHSA,
BNIIMBOBUX 0Ci6). YacTka 3MiHHOI BUHaAropoau, sika Mae
OyTn BiOCTpPOYEHa, BM3HAYaeTbCA TaKOX 3rigHO 3
"pynoBoto NONiTUKOK BUHAropoaun. 3MiHM Ta BUKMOYEHHS
MOXYTb OYTU BHECEHi Micns nonepeaHboro NOroXeHHs
MaTepuHcbknum BaHkom;

MignyHkT 10)

Harnsgosa paga baHky mae npaBO MPUAHATU PilLEHHS
3rigHo 3 [[pynoBoto NOMITUKOK BMHAropoam Ta BiANoBigHO
A0 piweHb MaTepuHcbkoro baHka wopao:

e BUMNNATU 3MiHHOT BUHaropoaun YacTKOBO,
BiACTPOYEHHS ii BMMMATW, CKOPOYEHHS/CKacyBaHHS i
BUNNaTM (3 YypaxyBaHHAM pesynbTaTiB  [isfbHOCTI,
ciHaHcoBoro ctaHy baHky);

e [OBEPHEHHS BXe cnnayeHol 3mMiHHOT BuHaropoam (y
pasi il cnnatM Ha nigctasi iHopmauii, ska 3rogom
BUsBMNacs HenpaBuUIbHOK/HEAOCTORBIPHOL)) Ta
BCTAHOBIIEHHA CTPOKY TaKoro NOBEPHEHHS;

e BM3HAYEHHA PO3Mipy BUNNAT 3i 3BiNbHEHHSA.

18.2 Bumoru o 3BiTiB Npo BUHaropoay

18.2.1 3BiT Npo BUHaropody Mae MICTUTK iHdopMaLito
wonao:

1) cym BuHaropogn, ki 6ynu Ta/abo MmawTb OyTu
BMNNayeHi yneHam [paBniHHg, BNAMBOBUM ocobam 3a
pesynbTatammn 3BiTHOro (iHAHCOBOrO POKY (y po3pisi
iKCOBaHMX i 3MIHHUX CKNagoBUX BUHAropoau);

2) CTpoKkiB haKTMYHOI BUMNATM BUHAropoawu, ix
BIANOBIAHOCTI NONOXEHHI0 MPO BUHAropoay;

3) noBHOrO oOnNUCY CTPYKTYpUM BCiX  CKNagoBuX
BMHAropogn, €Ki MawTb OyTu BuMNMayeHi uyneHam
MpaeniHHsA, BAAMBOBMM ocobam 3a  BignNoBigHOW

YHKLi€l ynpaBniHHA, BNIIMBOBUM ocobam;

4) kpuTepiiB OLIHKM €PeKTUBHOCTI (i3 3a3HAYEHHAM TOro,
SAKMM YMHOM BOHWM Oynu JOCArHyTi), 3a pesynbrataMmu
OOCSITHEHHS  SIKMX  3[iINCHEHO HapaxyBaHHS  3MiHHOI
BMHAropogu  (SKWo  3miHHA  BuHaropoga Oyna
HapaxoBaHa);

5) gpakTiB BUKOPUCTAHHA BaHKOM npaBa Ha NOBEPHEHHS
paHiwe BunnaveHoi 4neHam [lpaBniHHA, BANNMBOBUM
ocobam 3MiHHOI BMHaropoau;

Crartyc goKkymeHTa CornacoBaHo

ABTOp AOKYMEHTa CHEMUS Galyna Leonidivna

[ata norogxeHHs gokymeHta | 09.09.2022

37 ctop.



©otp

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

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

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

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

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

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

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

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

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

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

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

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

The report on the remuneration of the influential persons
must additionally contain information on:

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

6) y4YacHMKIB 3anpoBafXeHHs CUCTEMU BWUHAropoaum.
Taka iHbopMaLisi BKIOYae BigOMOCTI LWoAo:
MOBHOBaXKEHb Ta CKragy KOMITeTy 3 BuHaropoam (y pasi
MNOro CTBOPEHHS);

HaViMeHyBaHHA/Npi3BMLW, iMeH, no 6artbkoBi (3a
HasiBHOCTI) 30BHILLIHIX KOHCYNbTaHTIB;
poni ydacHukiB baHky B npoueci 3anpoBagXeHHs

cucrtemMm BuHaropoau;

7) nporpamu cTUuMyIntoBaHHs1. Taka iHbopMauisa Bkrtodae
BIJOMOCTiI Npo NporpamMu NeHcCiNHoro 3abesnedeHHs (3a
HasIBHOCTI) y pasi iX 3acCTOCyBaHHsI MPOTArOM 3BiTHOMO

POKYy;
8) BigxuneHb cym pakTU4HMX BUMNNaT Big4 CyM, LWO
nignaratoTe  BUNNaTi  3rigHO i3 3aTBEPAKEHUM

MOMOXEHHSAM MNP0 BMHAropody, a TaKoX MOSICHEHHS
MPUYUH TaKOro BIOXWMEHHS Ta KOHKPETHUX eNeMEHTIB
MOMOXEHHS MpO BMHaropoay, LWoAo SAkux Bigbynocs
BIOXWNEHHS, SAKWO Taki BigXuneHHss ©OynuM npoTArom
3BITHOIO POKY;

9) BusiBneHnx BaHkoM nopylleHb YMOB MOJIOXEHHSA Mpo
BMHaropody (sKwo Taki Oynu) Ta 3acTocoBaHWX 3a
HacnigkamMyM TakuMx MOpylUeHb 3axofiB abo NpUAHATMX
pilleHb.

Yca iHpopmauis wopo cym BuHaropoau (B po3pisi
ikCOBaHMX i 3MiHHMX Ti CKNagoBUX) HABOOUTBLCA B 3BiTi
Npo BMHAropoAy B LinoMy (CYKyrnHO) 3a BCiMa YneHamu
MpaBniHHA, BNNMBOBMMK 0cobamu 6e3 geTanisauii Takmx
CYM Yy po3pi3i KOXHOro okpemoro u4neHa [lpaBniHHs,
BNIIMBOBOI 0COOMU.

18.2.2 3BiT npo BuHaropogy ureHis
[04aTKOBO Ma€e MICTUTM iHpopMaLito LWoJo:

MpaBniHHs

1) caktnmyHoi npucyTHOCTi uneHa [lpaBniHHA Ha
3acifaHHsX npaBniHHA Ta NOro KOMITeTIB, A0 cknagy sikux
Takui uneH [lpaBniHHSA BXx0AuTb, abo MNPUYUHKU NOrO
BiCYTHOCTI;

2) nigTBepaXeHux akTiB HENPUUHATHOI NOBEAiHKM
yneHa [lpaBniHHA (yknwo4dawoum Ti, WO MOBiAOMIIEHI
KOHIAEHUINHNM LUINSXOM) | BXUTUX 3a pesynbTaTamu
poscrnigyBaHHs 3axofiB y pasi HasiBHOCTI BNIMBY Takux
dakTiB/3axodiB  Ha BunNnaty BUHaropoau - uneHy
MpaBniHHA BaHky;

3) HasBHOCTI/BiACYTHOCTI 06I'pyHTOBaHMX MNigcTaB LWoao
BMNNATU/BIACTPOYEHHSA/3MEHLIEHHA/NOBEPHEHHA 3MiHHOT
BMHaropoau vneHa lNpasniHHs.

3BiT Npo BMHaropogy BNNMBOBMX OCIO [OOATKOBO Mae
MiCTUTK iH(bopmaLito Woao:

1) nigTBepOXeHux pakTiB HENPUNHATHOI MOBEAiHKM
BMNIMBOBOI 0OCOOUM (yKnio4varouM Ti, WO MNOBiAOMIIEHI
KOH(IAEHUINHNM LIASXOM) | BXUTUX 3a pesynbTaTamu
poscrnifgyBaHHs 3axofiB y pasi HasiBHOCTI BNNMBY Takux
dakTiB/3axodiB Ha BunnaTy BMHaAropoau BMNMBOBIN
ocobi;
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2) the presence / absence of reasonable grounds for
payment / deferral / reduction / refund of variable
remuneration of a influential person.

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

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

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

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

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

4) the amount of severance payments;

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

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

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

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

18.2.5 The remuneration report should contain
information on the provision of loans, credits or
guarantees by the Bank during the reporting financial
year to the members of the management body,
influential persons (indicating the amounts and interest
rates).

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

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

2) HasiBHOCTI/BiOCYTHOCTI 0Or'pyHTOBaHMX NiACTaB LLOAO
BMNNaTW/BiACTPOYEHHS/3MEHLLEHHA/NOBEPHEHHS 3MIHHOT
BMHAropoau BrnmBoBin(ot) ocobi(oto).

IHdopmauis, nepeabayeHa UMM NYHKTOM, HaBOAUTHLCH B
3BiTi NPO BUHAropoAy MNepcoHiPiKOBAHO 3a KOXHUM
okpemum uneHom [lpaBniHHSA, BNNUBOBOK 0CO6OIO
(y3aranbHeHO LWOAO KiNbKOCTI 3acigaHb i NMpuUCyTHOCTI/
MPUYKUH BiOCYTHOCTI).

18.2.3 3BiT npo BuHaropogy Mae MICTUTU Taky
iHpopmaLito Woao BuNaT y rpoLloBiit i/abo HerpoLLoBil
(3a HasBHOCTI) cbopMi, 3AINCHEHNX Ha KOPUCTb YrEHIB
MpaBniHHA, BNAMBOBMX OCI6 y 3BITHOMY (hiHAHCOBOMY
poui:

1) 3aranbHy cymy KoLITiB, BUNnayeHy baHkoM y 3BiTHOMY
hiHaHcoBOMY poui. Taka iHpopmaLis Mae BknoYaTy gaHi
npo Cymy BMNnaT $K BuMHaropogy 3a nonepegHiv
¢iHaHCOBUN piK;

2) cymu KowrTiB, BunnadeHux baHkom SK 3MiHHa
BMHaropoga (y po3pi3i  KOXHOroO  BuAY  3MiHHOI
BMHaropoam), i nigctasu ix BunnaTu;

3) cymm kowrTiB, BunnadeHnx baHkom sk gopaTtkoBa
BMHaropoga 3a BWKOHaHHA pobOTM no3a Mexamu
3BUYaHMX OYHKLIN;

4) cymu BANNarT 3i 3BiNbHEHHS;

5) ouiHOYHY BapTiCTb BMHAropos, HagaHuxX y HerpoLLoBii
dopmi, y pasi ix 3giicHeHHs BaHkoM.

18.2.4 3BiT npo BuHaropogy Mae MICTUTU Taky
iHdbopmMauito Wwoao BuHaropoan y opmi yyacTi yneHis
MpaeniHHA, BNAMBOBMX OCi® B nporpami NeHCIHOoro
3abe3neveHHs (y pasi HasiBHOCTI Mporpamm):

1) y pasi yyacTi B nporpami 3 ikcoBaHUMM BUNnNaTamm —
WoAo 3MiH y 3annaHoBaHUX BunnaTtax, Wo Bigdynucs
NPOTArom 3BiTHOro PiHAHCOBOTO POKY;

2) y pasi yyacTi B nporpami 3 ¢pikcoBaHMMM BHECKaMN —
wodo cnnavyeHux baHKomM BHeCKIB CTOCOBHO uIieHiB
MpaBniHHA, BNMBOBMX OCIG  MPOTAroM  3BITHOMO
iHaHCOBOrO POKY.

18.2.5 3BiT npo BuHaropogy Mae MiICTUTK iHdopMaLLito
LWoao HagaHHA baHkoM NpoTArom 3BITHOrO giHAHCOBOTO
POKY No3uK, KpeauTtiB abo rapaHTin yneHam MpaBniHHSA,
BNIMBOBMM 0cobaM (i3 3a3Ha4YeHHAM CyM i BiJCOTKOBMX
CTaBOK).

Y uinomy (cykynHo) 3a Bcima uneHamu MpaeniHHs baHky,
BMIMBOBMMW ocobamu, 6e3 geTanisalii B po3pisi KOXHOro
OoKpeMoro yneHa lMpaBniHHS, BNAMBOBOI 0cobu B 3BIiTi PO
BMHaropogy HaBOAUTLCA BCA iHdoOpMaLis, BU3HayeHa
nyHktamu 18.2.3-18.2.5.

LLlo cTtocyeTbcss koMMNeHcauih 3a BigpsagKeHHs, 4060BMX
Ta iHWKWX BMAATKIB, WO MOXYTb OyTU MOB’A3aHMMM i3
BMKOHaHHAM ocobot  dyHKUii  4yneHa [lpaBniHHSA,
BMIMBOBKX OCi0, TO Taki BUNMaTu MatoTb BigobpakaTucs
BaHkoM Yy 3BiTi NPO BUHaropogy sk ckragosi ¢oikcoBaHoOT
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fixed remuneration of the members of the relevant
Managment Board, influential persons.

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

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

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

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

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

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

2) the amount of unpaid deferred remuneration;

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

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 Supervisory Board approves the reports on the
remuneration of the members of the Management
Board, influential persons upon submission and after
them consideration by the remuneration committee (if
such a committee has been established in the Bank).

The Bank shall publish reports on the remuneration paid
to the members of the Management Board, influential
persons during the reporting financial year on its own
website within 15 working days from the date of their

BMHaAropoam YneHis BignosigHoro NMpaBniHHSA, BNAIMBOBUX
ocib.

18.3 Tlopsagok po3pobneHHs, 3aTBEepaXeHHs Ta
ONPUMOAHEHHS MONOXEHb NPO BUHAropoay

Harnsgosa paga baHky 3aTtBepmKye MOMOXEHHS Npo
BMHaropogy u4nedHiB [lpaeniHHA, BnnMBOBMX OCi6 3a
nogaHHAM Ta nicnsa X po3rnsay KOMiTeTOM 3 BUHaropoam
(SIKLWO Takum KoMiTeT y baHKy CTBOpPEHO).

Migpo3ainM KOHTPOM0 3a AOoTpMMaHHAM Hopm (Bigain
KOMMNaeHcy) Ta 3 ynpaeniHHA pusmkamu (Bigain
yrpaBniHHA  onepauinHuMn  pusnkamn), a  TakoX
nigpo3ginn  baHKy, BignoBiganeHi 3a poborty 3
nepcoHanom ([JenaptaMeHT ynpasriHHA NepcoHanom),
BeAeHHs byxrantepcbkoro obniky (FonosHui 6yxrantep/
HenaptameHT Oyxrantepcbkoro ob6niky Ta 3BIiTHOCTI),
nnaHyBaHHA OomkeTy ([denaptameHT diHaHciB) Ta
3abes3neveHHs OpUaMYHOI  nigTpumkn  (KOprnandHun
aenapTtamMmeHT), nonepeaHbLo po3rnagarnTb Ta
Y3roKyrtoTb NMOMOXEHHS NP0 BUHAropoay.

BaHK po3Millye NOMNOXEHHA NPO BUHAropoay Ha BracHin
BebOcTOpiHUi npoTarom 15 poboumx p[HiB i3 gHA iX
3aTBEPAKEHHS/BHECEHHS 4O HUX 3MiH i3 3a6e3nedyeHHsM
MOXINMBOCTI X nepernsagy.

BaHk 3asHavae iHdopmauito Npo BunNnaTv BUHAropoau
yneHawm [MpaeniHHsA, BNAMBOBUM ocobam, Lo Bigdynmcs
NPOTArom 3BiTHOro iHAHCOBOrO POKY, Y CBOEMY PiYHOMY
3BiTi okpemo wopno [lpaeniHHSA, BNNMBOBMX OCIO i3
3a3HaYeHHAM:

1) cym BnHaropoam 3a 3BiTHUA (DiIHAHCOBWIA PiK Y PO3pisi
dikcoBaHOi Ta  3MIHHOI  CKNagoBMX | KiNIbKOCTI
ofepKyBauiB;

2) cyM HeBUMNMa4eHoi BigkrnageHoi BUHaropoau;

3) cym BigknageHoi BUHaropoau 3a nonepegHi iHaHCOBI
POKU, BUMMA4YeHUX NPOTHArOM 3BITHOMO (PIHAHCOBOIO POKY.
Taka iHdopmauia mMae BKAYaTU [daHi NpPo  CyMu,
3MeHLLEHi Ha NiAcTaBi OUiHKN pe3ynbTaTUBHOCTI,

4) BunnaT nig Yac NPURHATTA Ha poboTy, 3AINCHEHMX
NpoTArom hiHaHCOBOrO POKY, Ta KiNbKOCTI oepXyBauis
Takux BUNNar;

5) cym BunnaT nig vac 3BiNbHEHHS, 34iINCHEHUX NPOTAromM
iHaHCOBOro pOKYy, Ta KifNbKOCTi OAepXyBauiB TaKux
BMnnar.

18.4 Tlopsagok po3pobneHHsl, 3aTBepKeHHA Ta
ONPUNIOAHEHHS 3BITIB NPO BUHaropogy

Harnggosa papga bBaHky 3aTBepaxye 3BiTM  Mpo
BMHaropogy uneHiB [paBniHHA, BAnvMBOBUX OCI6 3a
noJaHHAM i nicnsa X po3rnsgy KoMiTeToM 3 BMHaropoau
(sKwo Takum komiTeT y BaHKy CTBOpPEHO).

BaHk poamillye 3BiTM NpO BUHAropody, BUMMayYeHy
yneHam [lpaBniHHA, BMAMBOBUM ocobam MpoTSrom
3BiTHOro (piHAHCOBOrO POKY, Ha BriacHi BeOCTOPIHUi B
Mepexi IHTepHeT npoTsarom 15 pobounx OHIB i3 gHA iX
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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.

20. Internal control

3aTBEPAKEHHS] YNOBHOBaXXEHWM opraHom baHky i3
3abe3neyeHHaAM MOXMIMBOCTI iX nepernagy.

19. [lokymeHTauifA

HOopatok 1. basoBi  po3mipu  cuctemaTU4HMX
(perynsipHux) npemin Ta BWHaropod Mo nigcymkam
poboTH 3a pik.

HopaTtok 2. CTpykTypa i Bara nokasHuKiB 4ns No3uuin nig
rPynoBOO MONITUKOK BUHAropoau.

Hopatok 3. Tunu npemitoBaHHS.

20. BHYTpIiLWHIN KOHTpONb

Level 2.1 /PiBeHb 2.1

HasBa
Ne KoHTponto/ Name
of control

KoHTponb 3a
BCTaAHOBIEHHAM
KPI Ta
OL|iHIOBaHHS
DisiNbHOCTI
npauiBHuKKIB Ha
nigcrasi
BUKOHAHHS HUMM
KinbKiCHMX Ta
siKicHux KPI/

IC-1

Control for KPI
setting and
evaluation of
employees
activities based on
their performance
of quantitative and
qualitative KPI
1C-2 KoHTponb 3a
BCTaHOBIEHHSIM
Ta ouiHkoo OKR/

Control for setting
and evaluation
performance of
OKR

Level 2.2 /PiBeHb 2.2

HasBa
Ne KoHTponto/ Name
of control
IC-3 KoHTponb
AO0TPUMaHHA

BUMOT NOMITUKN

Onuc
peneBaHTHOrO
pu3nky/
Description of
relevant risk

Pwv3auk BTpaTtn yacy
Ha BUMpPaBIIEHHS
nomunok/

Risk of losing time to
correct mistakes

Pu3auk BTpaTti yacy
Ha BUMpPaBIIEHHS
nomunok/

Risk of losing time to
correct mistakes

Onuc
peneBaHTHOro
pu3nky/
Description of
relevant risk

Pu3auk BTpaTtn yacy
Ha BUMpPaBIEHHS
nomunok/

Risk of losing time to

Onuc koHTponto/
Description of
control

KoHTponb 3a
KOPEKTHICTIO
BCTaHoBNeHHA KPI
Ta OLjiHKO
BUKOHaHHs KPI/

Control for
correctness of KPI
setting and
evaluation
performance of KPI

KoHTponb 3a
KOPEKTHICTIO
BCTAHOBMEHHSA Ta
ouiHkoto OKR ans
KepiBHUKIB piBHS 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

Onwuc koHTposnto/
Description of contro

KoHTponb piBHA
[OTpUMaHHS
BCTaHOBMEHUX
napameTpis
MaTepuHcbknum BaHkom
AN No3uuin nig

. . o MocunaHHsa Ha
BignosiganbHui 3a

KOHTpoOnb/ c-:-.lg "I':;(I /
Responsible of Li (ALY
control ink to item /
page
MNpauiBHMK Posgin 9, nyHKT.
OenaptameHTy 9.1/ Section 9,
ynpasniHHs paragraph. 9.1
nepcoHanom/

Employee of the
Human Resource
Directorate

Posgin 9, nyHkT
9.4, / Section 9,
paragraph 9.4.

[onosa lMpaBniHHS,
Unenwu MNpaBniHHS,
npauiBHUK
[enaptameHTy
yNpaBriHHA
nepcoHanom/

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

BignoBigansHun H:::n:::ﬂ
3a KOHTponb/ cTo p)i,m(yl

| Responsibleof | iy 1o item /
page
MpauiBHKK Po3agin 9,
[enaptameHTy nyHKT 9.1/
ynpaBniHHs Section 9,

nepcoHanom/ paragraph 9.1.

employee of the
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correct mistakes

rpyrnoBOO NOSITUKOI Human
BUHAropoam, KOHTPOb Resource
OOTpUMaHHSA Directorate
BCTaHOBEHMX

napameTpis Ans iHWnx
noauuin/ Control of the
set parameters by the
Parent Bank for the
positions under the
group remuneration
policy, control of the set
parameters for the other
positions of payments
entrusted to employee of
the Human Resource
Directorate.
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Appendix 2
to Policy on the performance evaluation and the pgo lNoniTuka NPo OUIHKY AiSNbHOCTI Ta MaTepianbHe

incentives for OTP BANK JSC employees

Oonatok 2

ctumynoBaHHA npauisHukiea AT «OTI BAHK»

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

BoNipHi KOMNAHE
= CEO fo<ipix Komnasil T3 'iAI : 2 4 IHLUT pisk KEPISHULTES YrOPCHKMM KOMCOMA0BIHUM VrOpCLRMM KOKCONA0BaRMM
l % ' X 4 “0. doaditt a0 Ynes - Ll
Merkantil & i Merkant (6izmec, nigrpumeat) [ouipkiit aupextop AoipHin Npasasma
IHCTHTY L IHaiKaTOp Bara IHgIKITOP Bara IngikaTop Bara IRgiKk3TOP Bara IHgikaTop Bara
e
(rpynosuii) 3aranom uini 100% 3aranom uini oo 3aranom uini 100% 3aranom uini S00A 3aranom uin 100%,
P FPYNOSOro pisHA TPYNOBOTO PiBHA rPYNOSOro pisHA rPYNOBOTO PisHA TPYNOBOrO pisHA
| wgkatop | Bara | Ingikatop Bara 14ikaTop Bara | Imgikatop Bara IkgikaTop Bara
KinbKiCHWH IHQIKATOP 20% KinsKicHuM IHAiK3TOp 50% KinbKiCHUM IHGQIKaTOP 80% KinsKicknit IngikaTop 0% KinbKiCHWH IHQIKaTOP 0%
it AMBIAY3ALH Wini AAMBIAYaNGH Lini AMBIAYANLH uin AAMBIRYaNLH Ui Va2 i il
"
pisens KomneTenyi 10% KomneTenyi 20% KOMNeTERY 20% KOMNETERT 20% KOMDETERUT 20%
3aranom =ansayanos Saranom maMsiAyanos 33r300M Hans ayanoe 3aranom mamusiagyanoH Saranom =ausayance
Wi 100% yini 100% WAl 100% yiai 100% i 100%
Ouinxa edpexmuesocmi Oymixo epexmuenocmi Oyinxa edpexmuesocmi Oyixo edexmusHocmi Oyinxa ehexmuesocmi
LLini TpYNOS0r0 PiBkA 50% U TpynoE0T0 DIEHA 40% Liini rpyNOSOr0 PisHA 25% L rpyNoB0T0 piEkA 50% LLini rpyNOS0r0 piskA 40%
IRQUEIAYaNDH YN S0% InA#ERY3IADH Yl 60% IRauEigyanoH yin 75% [CF-CEAE Y ER 50% 1RGSRy DR Yini 0%
* 33 BUHATKOM MENEQKEDIB NIADOIAINY PUINKIE, Y LEOMY BRNAAKY BATA WAEH TDYNOBOTD CTAHOBHTD 25%, 3 Bara IMAHBIAYANDHI LNeH - 75%.
** AKWO MERSQKED HECE BIAN0SA3NDHICTD 33 Oy Ao-AKY 3 CPEp YNPIEAHHR PHINKIMM [OKDIM KEPYRODHOTD pi y), Y 4# SHY TR O 3YAMTY, B3T3

Wnei TPYNOS0rD PisHR CKABASE 20%, 2 8373 WASH HANE Y 3ADHOT DisHR - B0%

SO0 Y SUN2AKY 2 YTOPCOKMMM MEHSLXEDIMM, SHIHIHSHAMM H3 KICTYNHIX DIEHAY [Sx

TPYNOBOTO DIBMA CKAAIE 25%, 3 2273 NOKAIMKKIE MANBIAYAADKOTD PIBKA - 755,

Y BNN3aKy, ARLO TIKMA YTOPCEKI MEHSLXED M3E ENOERANEHICTE Y ByRe-AKif 3 cDep ynpal

{oprawizayi) caroenTs 20%, 3 B33 KAWELYANERIX Yneh piexs — 80%.

g,

R PH3MEIMN,

360 exyTpi

42 CyBHOKCON ZOS3ROMY T3 MICUSSOMY DIESAX), 2373 YNk

SYAWTY, E373 YINeOBNX NOKIIHNKIE K3 PIEHI rpynR

MapameTpn MOXYTb BYTU 3MiHEHI 3rigHO 3 pilleHHsIM MaTepuHcbkoro baHky Ta maTb OyTy 3aTBEpAXKEHI HAKa30oM
"onoBu npaBniHHA | BHeceHi B AaHy NoniTnky npn HacTynHoMy OHOBIeHHi/ Parameters can be changed based on

SUBSIDIARIES
= Foreign Foreign (business and support) * Forign additional level 3 gari dated Hungarian consolidated
- Subsidiary + Merkantill CEO Subsidiary + Merkantil DCEO (business, support**) subsidiary CEO subsidiary DCEO ***
Indicators Weight Indicators Weight Indicators Weight Indicators weight Indicators weight
Institutional
Total group level Total group level Total group level Total group level Total group level
level s 100% AE 100% R 100% = 100% SR 100%
(entity) indicators: (entity) indicators: (entity) indicators: (entity) indicators: {entity) indicators:
Indicators Indicators Weight | Indicators Weight | indicators Weight | Indicators Weight |
Numerical indicators 20% Numerical indicators 50% Numerical indicators 0% Numerical indicators 80% Numerical indicators 0%
dividual Individual targets Individual targets Individual targets targets dividual targets
level 10%| 20% 20% 20%
Total individual leve! Total individual leve! Total individual level Total individual level Total individual level
indicators 100% indicators 100% indicators: 100% indicators: 100% indicators 100%
Performance evoluation Performance evaluotion Performance evaluation Performance evaluation Performance evaluotion
Group level targets S0% Group level targets 40% Group level targets 25% Group level targets s0% Group leveltargets a0%
Indvidual targets S0% Indvidual targets 0% Indrvidual targets 75% Individeal targets 50% Individual targets 60%

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

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

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

Parent Bank's decision and should be approved by CEO’s order and add to the Policy in the next update
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@ otpbank

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

Appendix 3

Dopatok 3

to Policy on the performance evaluation and the pgo Nonituka NPo OUIHKY AiANbHOCTI Ta MaTepianbHe

incentives for OTP BANK JSC employees

ctumyntoBaHHs npauisHukis AT «OTIM BAHK»

Tunun npemiroBaHHA/ Bonus payment types

METO,CIOHOI'IFI npemioBaHHA

CrparteriyHi uini

CepedHE SHa4YeHHA

IHauBiayanbHi Wini

3aransHobaHKIBCBKI Lini

IHomeigyansHi KPI,

OnepaujiiHnii npubyToK OKR, SLA
BizHec-KPI
I—__B_UaHOE"mmbm BcraHoBMoOOTECA
| CEO/ Ynenom X
| . KepiBHWKOM
| [NpaenibHa

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

OnHopas3oBi

3a 0COGNWEOC BAXNUEI 3aBAaHHA

—————— 1

|
. ] I
: 3a piweHHam Ynexa lMpasniHHA |
|

e

Bonus payment methodology

Regular bonuses

Strategic goals

average value

Bank’s indicators
Operation profit
Business KPI

Individual goals

Individual KPI,
OKR, SLA

Set by CEQ/ Board
Member

Set by manager

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

One-time bonuses
for the tasks of especial
importance
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