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I. INTRODUCTORY PROVISIONS

(1) The objective of this regulation to set out the
incentive and performance measurement principles
of JSC OTP Bank Ukraine, 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. The provisions of this
regulation are approved - with resolution no.
— by the body of the Banking Group
Enterprise with competence to issue the incentive
and performance measurement regulation.

Il. GENERAL PROVISIONS

(2) The objective of the recommendation is to
define incentive principles in respect of the
employees of banking group subsidiaries subject to
the remuneration policy in relation to the principles
and main rules of the regulation entitled "Rules
pertaining to the Remuneration Policy of OTP Bank
Plc.", by setting out the detailed rules of performance
measurement and assessment.

I.L1. Scope of the regulation

I.1.1 Institutional scope

3) The principles set out herein must be applied
to banking group credit institutions under the
institutional scope of the Banking Group
Remuneration Policy, as well as to domestic
institutions taken under direct control.

I1.1.2 Personal scope

4) The principles set out in this regulation are
applicable to employees of foreign credit institutions
and leasing companies subject to the personal scope
of the Banking Group Remuneration Policy and
identified at the consolidated level as well as
domestic subsidiaries, and — in the case of foreign
credit institutions — to senior executives of support
areas requiring parent bank approval and senior
executives of domestic subsidiaries under the direct
control of OTP Bank Plc.

II.2. Interpretative provisions

a/ Basic remuneration: Basic
remuneration (fixed remuneration) is the

|. BCTYMNHI NONOXEHHA

(1) MeTa uboro npaBuna BCTaHOBUTM MPUHLMMK
CTUMYIIOBaHHA Ta  BUMIPIOBaHHSA  pe3ynbTaTiB

pisnbHocti AT  OTIM BAHK, ¢k nignpuemcTea
GaHKiBCbKOi  rpynu, BIiOMOBIAHO OO0 MOJIOXEHb
MoniTukn onnatm npaui 6aHKiBCbKOI rpynu, B
iHTepecax 3abe3neyeHHs1 Y3romXeHiCTb CUCTEM
ctumynioBaHHs  OTP  Group Ha piBHi  rpynu.
MonoxeHHs1 UbOro MNOJIOXKEHHA 3aTBEPAXKEHi -
pesontouieto Ne. ................ - opraHom llignpnemcTBa
GaHKIBCbKOI rpynn 3 KOMMETEHUielo BuaaBaTu
npasuna CTUMYIOBaHHS Ta BUMIipIOBaHHSI

pe3yrnbTaTUBHOCTI.

Il. 3ArAlbHI NONOXEHHA

(2) Meta pekomeHgauii nonsarae y BU3HAYEHHI
NPUHUMMIB ~ CTUMYNIOBAHHS  LWOAO  MpaLiBHUKIB
AOMIPHIX NigNpMeMCTB BaHKIBCbKOI rpymnu, Ha SKUX
MOLUMPIOETLCA  MOMiTUKA BWHAropogu, CTOCOBHO
NPUHLMMIB Ta OCHOBHMX MNpPaBWi PEerynoBaHHA nig
Ha3Boto "[paBuna, LWo CTOCYITHLCS MOMITUKX onnaTu
npaui OTP Bank Plc" . ", BuknaBwu peTanbHi
npaBuna BMMIPIOBAHHA Ta OUiHKM pe3ynbTaTiB
OiANbHOCTI.

11.1. Cchepa perynroBaHHSA

11.1.1 IHCcTUTYLinHWUIA ob6csAr
(3) BuknageHi TYyT
3acTOCOBYyBaTUCAH oo KpeanTHMX yCTaHoB
GaHKiBCbkUX  rpyn, wo nepebysawoTb Mg
iHCTUTYUiMHMM  nynom  [loniTukn  BMHaropoau
OaHKIBCbKOI rpynu, a TakoX [0 HauioHanbHUX
yCTaHoB, B3ATUX Nig 6e3nocepeHint KOHTPOIb.

11.1.2 OcobucTum o6cecAr

(4) MpuHuunK, BWMKNageHi B LUbOMY perfameHTi,
3aCTOCOBYIOTbCA A0  NpPauiBHUKIB  iIHO3EMHUX
KpeOUTHUX YCTaHOB Ta Mi3WMHrOBUX KOMMaHiM, LWO
nignagatoTb nig Aito ocobuctoi cdepu MNoniTUKM
BMHaropogn bBaHKiBCbKOI rpynu Ta BU3HayeHi Ha
KOHCOMIAOBaHOMY PpiBHi, a TaKoX BITYUIHAHUX
OOYIpHIX KOMMaHi, a TakoX - y BWUMaAKy iHO3EeMHi
KpeauTHi YCTaHOBM - BULLUM KepiBHMKaM obnacten
NigTPUMKHN, o BMMararTb CXBaneHHs!
MaTepUHCbKOro OaHKy, Ta BULLMM KepiBHMKaM
BITYM3HAHUX OOUIPHIX NiANPUEMCTB, LLIO 3HAXOAATLCS
nig 6e3nocepenHim koHTponem OTP Bank Plc.

NpUHLMNK NMOBUWHHi

11.2. TnymauvyBasnbHi NONOXEHHA

a / BbasoBa BuHaropopa: basoBa BuHaropoga
(cbikcoBaHa BuHaropoga) - uUe (iKcoBaHa 4YacTuHa
3apobiTHOI NnaTtu, sika He MNoB'A3aHa 3 BUKOHAHHAM




b/

c/
d/

el

f/

o/

h/

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: 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.
Target agreement: the joint name of the
assessed employee’s objectives for the
current year and their written agreement
Objectives: the  aggregation  of
indicators that serve as basis for the
performance  assessment of the
assessed employee in the current year
RORAC+: ROE/COE that is the quotient
of the return on equity (ROE; adjusted
“exchange” after-tax profit divided by
average equity capital) and OTP Group’s
cost of equity capital (COE).

Assessed year: the business year to
which the measurement and evaluation
of the relevant persons’ performance
applies, and based on which the amount
of performance-based remuneration is
determined.

Fulfilment threshold: as part of the
evaluation of quantitative indicators, the
fulfilment of the given indicator below the

uinen 6aHky, 6aHKIBCLKOI rpynu Ta iHAUBIAYanbHOro
PiBHS; KITHOMOBUM KOMIMOHEHTOM SIKOrO € ocobucTa
3apobiTHa nnarta Ta BCTAaHOBMEHi 3aKOHOM HaabaBku
A0 3apoOiTHOI nnatu, BUHAropoga 3a BW3HAHHS
nocrnyru, 3asHadeHa B KOJIEKTMBHOMY [OOroBopi, Ta
iHWi ninbrn. basoBa BWHaropoga BU3HAYaAETbCS
3asganerigb i HanexHuMm 4YMHOM  Bigobpaxae
npodecinHMn JOCBIg Ta piBeHb BiANOBI4aNbHOCTI,
noB'si3aHoi 3 poboTo, i He Moxe OyTM 3HATa
poboToaaBLieM B O4HOCTOPOHHBOMY MOPSALKY.

6 / BuHaropopga 3a pe3ynbTaT: BuHaropoga 3a
pesynbTataMu gisnbHOCTI (3MiHHA BMHaropoga) - ue
YacTMHa  3apobiTHOI  nmnatM, siKa  CMOHyKae
npaLiBHWKIB BUKOHYBaTWN CBOO POBOTY TakKMM YMHOM,
Lo BpaxoBye Uini Ta iHTepecu poboTogaBus i
AO3BOMSE npauiBHMkam 6patm ydacTb Yy ycnixy
GisHeca poboTogaBus. AKLWO B LbOMY AOKYMEHTI He
nepenbayveHo iHWe, yci BuNnaTtu, He BigHECeHi 00
6a3oBoi BMHaropoau, KnacugikyroTbCs AK
BMHAropoAa Ha OCHOBI pe3ynbTaTiB 4issNbHOCTI.

B / MaTepnHcbkun 6aHk: OTP Bank Plc.
r / lmeHTndikoBaHun npadiBHuk: [pauiBHuk abo

KEPIBHUK, 3aWHATUW 3@  iHWWMK  NPaBOBUMM
BigHOCMHaMM, Lo nepenbavae ocobucte
3060B’A3aHHSA npawtoBaTy, AKUN CBOEIO

NPOMECINHOK  OiAMbHICTIO CYTTEBO BMNMBaE Ha
npodinb pUsnNKy yCTaHOBW.

4 |/ LUinboBa yroga: cninbHa Hassa Uineun
OUiHIOBAHOro MpauiBHMKaA Ha MNOTOYHWA piK Ta
nMCbMOBa yroga

e/ Llini: cykynHicTb NOKa3HMKiB, AKi CyXaTb OCHOBOO
ONA  OUiHKM pe3ynbTaTiB  AiFNbHOCTI  OUiHEHOro
npauiBHMKa y NOTOYHOMY POLii

€ /| RORAC +: ROE / COE, wo € koediuieHTOM
peHTabeNbHOCTI BnacHoro  kanitany  (ROE;
CKOpUroBaHum "0BMiHHWMIA" npubyTokK nicns
onogaTtkyBaHHS, MOAINEHMA Ha cepefHin BnacHuin
KaniTan) Ta BapTocTi BnacHoro kanitany (COE) rpynu
OTP.

X / Pik ouWiHKK: Bi3Hec-pik, O SKOro 3aCTOCOBYETLCS
BUMIpIOBaHHA Ta OUiHKa pesynbTaTtiB AianbHOCTI
BiANoBiAHUX OCiO, i Ha OCHOBI AKOro BM3HAYaETLCAHA
poO3Mip  BMHaropoguM Ha OCHOBi  pe3ynbTaTiB
OiANbHOCTI.

3 / Mopir BUKOHaHHSA: K YacTMHA OLHKN KiNTbKICHUX
NMOKa3HWUKIB, BMKOHAHHS MEBHOrO MOKa3HUKa HUX4e
nopory BMKOHaHHsi cTaHOBUTbL 0% BUKOHAHHS.




k/

m/

n/

fulfilment threshold 0%
fulfilment.

Tolerance threshold: as part of the
evaluation of quantitative 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.

represents

n / Mopir TonepaHTHOCTI: sk YacTMHA OLHKK
KiNMTbKICHUX MOKa3HWUKIB, SAKWO MEBHUN MNOKa3HUK
BMKOHYETbCS Ha PiBHI, LLIO JOPiBHIOE ab0 nepeBuLLyE
nopir gonycky (TONEpaHTHOCTI) - 3 ypaxyBaHHSAM
npodecinHOro o6rpyHTYBaHHA - KepiBHUK abo
KEpiBHUK, SIKMA peanidye npaea poboToaaBus, Mae
npaBo 3pobUTY MPUMHATTS PILUEHHA MPO 3HaYeHHS
BMKOHAHHS MOKa3HWKa MK MOPOromM AOMycKy Ta
100%, OGepyun po yBarm aKTUYHI  3ycunns
npauiBHMKa, CrpsiMoBaHi Ha AOOCATHEHHSs1 3agaHoi
KinbKiCHOT Wini.

i / KepiBHMKM cnyx6 nigTPMMKM, WO BMMarawTb
CXBarieHHs MaTepUHCLKOro GaHKy: cTapLui KEpPiBHUKM
HaCTYMHNX G YHKLIOHaNbHMX obnacrten B
opraHi3auiviHin iepapxii B faHin yCTaHOBI: lopuanyHa,
KOMMnaeHc, 6aHkiBCcbka Ge3neka, BHYTPILLHIA ayguT,
HR, MapKkeTuHr.

T / TMepiog BIACTPOYKKU: O3Havae, y BUNaOKy
BUHaAropoau, 3acHOBaHoI Ha pesynbTatax
DisANbHOCTI, TPUBaNICTb BiACTPOYKM NICNA 3aKiHYEHHS
OLiHIOBAHOTO POKY, sika He MoXe B6yTn meHLwe 3 pokiB.

n |/ TonepeAHE KOPUryBaHHA PU3UKY: MeTOq

KOpPUryBaHHs, o 3aCTOCOBYETbCH ans
3abeanevyeHHs Y3roXXeHOCTi MiX piBHEM
BMHAropoAMW, 3acHOBaHOi Ha pesynbTatax, Ta

pusmkamn, npunHatTumn OTP Bank Plc. ta OTP
Banking Group, skuin Takox BpaxoBye BNnus Oyab-
AKMX PU3UKIB, HE BPaxOBaHWX Yy nonepeHin Kopekuii
pU3NKY.

k / Mepion yTpumaHHA: nepioa, Konu BuHaropoaa 3a
pesynbTataMu AianbHOCTI - BXe 3apobneHa i
posnogineHa y ¢opMi akTuBiB (Hanpuknag, akuir,

noB'A3aHi 3 akuigMu  [HCTpYMEHTM TOowWpo) -
NPUCYLXYETLCS, ane npaso OeHediuiapa
po3nopsipkaTnca akTuBoM obmexyetbes . [lepioa

YTPUMaHHSA He 3aneXxuTb Bif nepioay BiACTPOYKU.




Ill. SPECIFIC PROVISIONS

IlI.L1. The objectives formulated concerning the
incentive system are as follows:

- The goal of the new 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
guantitative and/or target task level
should be featured among individual
targets.

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

- Establishing the opportunity of financial
recognition for outstanding performance.

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

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

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

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

- Individual performance cannot be ‘raised’
by the performance of the group (entity),
in other words, if the group's performance
is greater than the result of the individual
assessment, the individual assessment
shall prevail.

- Minimisation of paper-based
administration

Ill. KOHKPETHI MONOXEHHA

4. Uini, cdopmynboBaHi wWwono cucremu
CTUMYIIOBaHHSA, Taki:

- MeToto HOBOI cuctemm OLLiHKM
pe3ynbTaTUBHOCTI € nigTpumka
POPMYBaHHS  KOMMMEKCHUX  MMaHiB,
CTUMYINIOBAHHA BMKOHAHHA MNnaHiB Ta
NiaBULLEHHS iHaMBIAYyanbHMX
NOKa3HWKIB.

- BuaHaueHi Uini noBMHHI B6yTn Lingamn, Ha
SKi ntogMHa Mae maTepianbHUA BNANB.

- O60B'A3KM Ha piBHI rPyNn Ha KiNbKicCHOMY
Ta / abo UiNboOBOMY PiBHSIX MOBUHHI ByTH
BM3HA4eHi cepea OKpeMux Uinem.

- Tam, e ue MOXnMBO, LiNboBi NOKA3HUKN
Joxopdy cnif BKMYaTU cepepn OKpeMux
LiNbOBUX MOKA3HMKIB 3 OOMIiHYHOYO
Baroto.

- CTBOpPEHHS MOXINMBOCTI  (hiHAHCOBOrO
BW3HaAHHSA 3a BUAATHI pe3ynbTaTi.

- Honyck  audpepeHuiauii B ouiHUI
KEPIBHUKIB Ta BMKOHAHLIB Ta B PiBHi iX
goxoais.

- 3abesneyeHHs 3HAYHOI  OUiHKM  poni
KepiBHMKa abo KepiBHWKA, LLO 34iNCHI0E
OLiHKY, Y MpoLeCi.

- 3amicTb  noganblMX  3anuTiB  Ha
KOpUryBaHHA CyO’'eKTUBHI acnekTu cnig
BpaxoByBaTW BXe ni Yac OLiHKK
KiNbKiICHUX NOKa3HUKIB.

- EdpektuBHicTb  rpynu  BnNnNmuBae Ha
iHOMBIAyanbHi  NOKa3HUMKM  TUX, XTO
3HaXoOAUTbCA Ha  HWKHbOMY Labni
iepapxii, 3aCTOCOBYHOUYM 3MEHLUYBaSIbHI
(cytTeBi) Barn.

- IHOMBIQyanbHi pesynbTaTh OiSNbHOCTI He
MOXYTb oytn «NigHATUMW Y
pesynbtatamu [iSANbHOCTI rpynu
(opraHniszauii), iHWKMMKM crnoBamu, SKLIO
pesynbTatu AiSANbHOCTI rpynu
nepeBuLLyoTb pesynbTatu
iHOMBIAyanbHOI OLiHKW, nepeBary Mae
iHOMBIOyanbHa ouiHKa.

- MiHimisauis agMiHicTpyBaHHS Ha nanepi




Ill.2. Core principles of the incentive system

(5) 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.

(6) 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 are as follows:

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

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

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

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

(8) 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.

(9) 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.

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

(11)
level

In the case of employees subject to the two-
performance measurement system, the

111.2. OCHOBHiI NPUHLUNN CUCTEMU CTUMYJTHOBAHHA

(5) OCHOBHUM NPUHLMUMNOM CUCTEMM BMMIPIOBaAHHS Ta
OLHKM pe3ynbTaTMBHOCTI € 3B’A30K BMHAropoau Ha
OCHOBi pe3ynbTaTUBHOCTI - 3 MonepeaHbLo Ta
nofarnblUO  OLUIHKOK pPU3KKIB - 3i  CTyneHem
OOCSArHEHHS1 CTpaTeriyHMX Linen piBHA ©GaHKiBCbKOT
rpynn / GaHKy / [OdYipHbOI KOMMaHii B pamkax
OBOpPIBHEBOI CUCTEMM BUMIPIOBAHHS €EKTUBHOCTI.

(6) AkueHTylOUM yBary Ha IHCTUTYUIMHWUX UINSX,
OBOpiBHEBA CUCTEMA CMPUSE HiTKOMY BU3HAYEHHIO Ta
MOHITOpPUHIY npiopuTeTiB Ta 3abesnedye Kkpalle
BiACTEXEHHSA iHOMBIOYyanNbHMX pes3ynbTaTiB
DiANbHOCTI, TMM CaMMM MNOKPALLYKYM THYYKICTb
CUCTEMM OLiHKM pe3yrnbTaTUBHOCTI.
(7) KpuTepisMn OUIHKM  pe3ynbTaTMBHOCTI  Ha
iHCTUTYLINHOMY PIBHI € Taki:
- [Ona KpeouTHUX YCTaHOB MOKa3HUKK
RORAC + Ha piBHi rpynu (ROE / COE
3 ypaxyBaHHAM pu3nky), C/l, NOKasHWKK
YacTKU pUHKY (kpim OBRuU),
- Ons MeHeKepiB iHBECTULIINHNX
¢doHaie, RORAC Tta C/I, nokasHuKu
YaCTKN PUHKY,

- Onsa GaKTOPUHIOBNX KOMNaHin
NMOKasHMKK, WO BUMIPIOOTL  YChiX
iHKaco,

- Onsa Ni3NHIoBUX KOMMaHin

peHTabenbHicTb akTmBiB (ROA).

(8) CtpykTypa nokasHukKiB iHOMBIQYyanbHOI LinbOBOI
yroan BU3HaAYa€eTbCH - Ha OCHOBI OopraHisauinHux Ta
eKkcnnyaTtauiiHux npasun gaHoi KoMnaHii - cepoto
DiANbHOCTI KOHTpPONMbOBaHOI  obGnacrTi. Micns
BCTaHOBMEHHS iHAMBIOYaNbLHUX Linen cnig goknactu
3ycunb Ans BUKOPUCTaAHHA MOKa3HMKIB, O6'eKTUBHa
BUMIpPHICTb  AKMX  NIATPUMYETLCA  CMCTEMaMu
KOMNaHi.

(9) Y «xoni rpyn KepiBHWKIB Ta MpauiBHUKIB, K
nignagaroTb nig 4ito cMcTeMm BUMIPIOBaHHSA Ta OLiHKK
[iSNbHOCTI  AOYipHLOrO NiANPUEMCTBA, BMMOIM 00
e(eKTUBHOCTI Ta NoKasHWKIB cuctemu
CTMMYMOBaHHSA NOBUHHI ByTW 4iTKO MOB'A3aHi NPAMO
Yn onocepenkoBaHO 3 [OCSATHEHHSIM O4iKyBaHb,
TaKkoX BUKNAOAEHUX Y UiNsgX KepiBHUKA, B LbOMY
BUMAOKy KOMeHTapi LWoAo OUuiHKM  BUKOHABYOro

OVpeKTopa TaKkoX MOBMHHI  BigobpaxaTtuca B
NOKa3HMKax HMKYUX PiBHIB.
(10)  IHCTWUTYUiMHI  MNOKa3HMKM  MOBWUHHI  OyTH

PIBHOMIPHO BKMNIOYEHI Ha PiBHI IHCTUTYLIA ANSA BCiX
KepiBHUKIB Ta CryX00BLiB, OXONNEHNX OBOPIBHEBOD
CUCTEMOIO CTUMYTIOBaHHS.

(11) Y BuMnagky npauiBHUKIB, Ha SIKMX MOLUUPHOETLCS
OBOpiBHEBa cuctema BUMIipIOBaHHS




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.

(12) 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.

(13) 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.

(14) 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%.

(15) 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%.

(16)  As a general rule, the weight of an indicator
among individual-level targets is minimum 5% and
maximum 30%.

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

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

(19) 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 regulation. The CSR indicator must be included
with at least 5% weight for the senior executives of
the various institutions.

(20) 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

pe3ynbTaTMBHOCTI, pe3ynbTaTu AiSnNbHOCTI, WO
POXPaxoBYHOTbCA ans BUNNaTn BoHycy,
BU3Ha4aloTbCA cepenHim apudmMeTU4HUM

OOCSATHEHHS IHCTUTYLINHUX Ta iHOMBIAYaNbHUX Linen,
3a yMOBW, WO LWOAO0 [aHOro MeHemxepa uu
BUKOHaBLA, Bara MNOKa3HWKIB Ha pPiBHI IHCTUTYLIN
3MEHLWYETbCA MNapanenbHO  3MEHLUEHHIO  piBHSA
yNpaBniHHA Ha KOXXHOMY 3aknagi.

(12) Ons doyHKUiA BHYTPILHBONO KOHTPOIO (pU3KK,
KOMMMNAEHC, BHYTPILWHIA ayanT), MNpuM BU3HAYEHHI
pesynbTaTtiB, MOB’A3aHNX 3 NpPaBOM OTPUMAaHHS
OOHyCy, Bara iHCTUTYLIMHOro GMOKy 3aBXOW HUXYa,
3abesneyvytouun, Wob (HKYa) Bara 3acTocoByBanach
Ans nocag Ha oOuH pPiBEHb HWXKYE B OpraHisauinHin
CTPYKTYpPi B KOXKHOMY BUNAAKy.

(13) IHauBigyanbHi pe3ynbTatM AiANbHOCTI  He
MOXYTb BYTU «MiOHATUMU» pe3ynbTaTamMu AiSnbHOCTI
rpynu  (opranisadii), iHWUMKW crioBamu,  SKLWO
pesynbTatM  OiANbHOCTI  rpynu  nepeBuLLyoTb
pesynbTat iHAMBIOYanbHOT OUiHKKM, iHOMBIAYyanbHa
ouiHka Mae nepesary. Y UbOMY Bunagky
BlLLe3a3HAYEeHe 3BaXXKyBaHHS HE 3aCTOCOBYETbLCS, 3a
YMOBM, WO CTOCOBHO [aHOr0 KepiBHMKA UM
BMKOHABLSI Bara MOKa3HWKIB Ha PiBHI iHCTUTYLIN
3MEHLUYETbCA  MapanenbHO  3HWKEHHI  PiBHS
ynpasniHHA AN KOXHOI YCTaHOBM.

(14) Uini Ha iHguBigyanbHOMY piBHI BKMOYalOTb
LiNboBi 3aBOaHHA Ta KoMneTeHuii. 3aranbHa Bara
LiNnboBMX 3aBAaHb - KPiM  BULMX  KEPiBHMKIB
KpeauTHUX ycTaHoB - cTaHoBUTb 80%. [Ons BULWMX
KepiBHWKIB OaHKIBCbKUX rPpyn KPeAUTHUX YCTaHOB LS
BenuymHa ctaHosuUTb 90%.

(15) Bara komneTeHUii - KpiM BULLIMX KEPIBHWUKIB
KpPeaUTHUX yCcTaHoB - cTaHoBUTb 20%. Ons Buwmx
KepiBHWKIB BaHKIBCbKUX rpyn KPeAUTHUX YCTaHOB U
BenunymHa ctaHosuTtb 10%.

(16) Ak npaBwno, Bara NMokasHUKa cepesn LinboBuX
NMOKa3HWKIB Ha iHAMBIAyanbHOMY piBHi CTaHOBUTb
MiHiMyM 5% Ta makcumym 30%.

(17) |@eHTUYHI NOKa3HWMKN NOBUHHI BYTW BKIIOYEHI Ha
BCiX PIiBHSIX CMiBPOBITHMKIB 3 OAHAKOBMM MOPOroM
BWKOHAHHS Ta NOPOroM J0Mycky.

(18) Cepep uinen Ha iHOMBIAyanbHOMY PiBHI LinboBe
3HaAYEeHHS KiNbKICHNX NOKa3HWUKIB NOBUNHHO
BigobpaxaTncsa 3 TOYHICTIO OO TPbOX 3HaKIB Micnd
KOMM.

(19) Cepeg Linb0BUX MOKa3HUKIB Ha
iHOMBiQyanbHOMY PpiBHI MOBMHHA OyTn BKHOYEHa
po3cyanvuea poboTa 3 Barot He MeHLwe 5% ans Beix
npawiBHWKIB, WO NignagatoTb Nig Aito perynioBaHHs.
MokasHuk KCB noBuHEH GyTW BKMOYEHUA 3 Barow

npuHaviMHi 5% Ona  BULWKUX KepiBHUKIB  PI3HUX
yCTaHOB.
(20) KinbkicHi nokasHuMkM 3aBaHTaxylTbca HR

BiAOINMOM MaTepuHcbKoro ©GaHKy [0 Tak 3BaHol
6ibniotekn KPI, i 3aBgaHHam HR Bigginy € 36ip Ta




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.

(21) 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.

(22) 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.

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

(24) 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.

(25)  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.

KOHCOmMiaLisi MOKa3HWKIB Bi BMACHWKIB OaHuX, 3a

YMOBM, WO Ui BNACHUKA [aHuMX TakoX [JalTb
pekoMeHgauii  Woao  UiNbOBUX  3HA4YeHb  Ans
KOXHOTOopraHisaui. BnactuBocrTi KinbKiCHUX

MOKa3HMWKIB (BU3HAYEHHS, OOUHMLSA BMMIPY, BMACHUK
AaHuxX, nnaHoBa Ta  pakTmyHa  BenuuuHa)
BM3HayalTbCA  BNacHukamy  gaHux.  Linbosi
3aBgaHHs  cnig  knacudpikyBatu 3@ NOMYHUMM
rpynamu, gki - cTBOplOlOTbCA  [JenapTameHToM
yrnpaBniHHA NMepcoHanoM MaTepuHCbKOro 6aHky Ta
Oupekuieto  ynpaBniHHA  GaHKIBCbKOKO  rpymnoto.
Knacudikauisi NoriyHMx NoKasHUKIB Ha MNOriYHi rpynu €
BiANOBIAANBHICTIO BNACHMKIB AAHUX.

(21) [Owvpekuis ynpaBniHHA 6GaHKIBCLKOIO pPynoto
KOHCYINbTYETLCA LWOAO 3MICTY AaHux bibniotekn KPI
Ta UiNbOBUX 3aBAaHb 3 KepiBHMKaMW BULLOI NaHKW,
poboToaaBLAMU Ta OpraHaMy ynpasriiHHA BNacHuKa,
a TakoX npodecinHMMM KOHTponepamu, Togi SK
ocTatouvHe CXBaneHHsi BYMarae pilleHHs
YnpaBniHCbKOro KOMITETY.

(22) [Oupekuis ynpaeniHHA OGaHKIBCbKOIO PYyMoto
KOHCYIbTYETLCA LWOAO 3MICTy AaHux bibniotekn KPI
Ta UiNnbOBUX 3aBAaHb i3 KEPIBHUKaMM BULLOI NMaHKMK,
poboToaaBLsiMu Ta opraHamu yrnpaeniHHA
BMAaCHMKOM, a TaKoX NpodeCinHNMK KOHTpornepamu,
a ocTaTtoyHMn 3MIiCT nepefdaetbca o Bigainy HR
MaTepuHcbkoro GaHky, 3a 15 AOHIB 00 3acigaHHs
KepiBHOro komiTeTy, oe OOroBOpTLCS MPUHLMMAN
CUCTEMW CTUMYIIOBaHHSA HawnisHiLwe.

(23) CxBaneHHs 6idniotekn KPI Ta noriyHux rpyn Ha
NOTOYHWI piK BXOAMTb A0 KoMMeTeHLii CnocTepexHoi
pagu.

(24) LlinboB.i 3Ha4YeHHA IHCTUTYLiOHaNbHUX
MOKA3HMKIB Ta KiMbKICHI MOKa3HWKW, 3a3Ha4YeHi B
OKpPEMUX LiNAxX, 4O AKMX BHOCATHCHA 3MiHW MPOTArom
POKY, MOXYTb OYyTW BKMIOYEHIi HA OCHOBI pilLEHHSA
YNpaBniHCLKOrO  KOMITETY MaTepuHCbKOro GaHKy
BiANOBIOHO A0 pernamMeHTOBaHUX pamMoOK He Mi3Hiwe
31 XXOBTHSA. YnpaBniHHA NnepcoHanoM MaTepUHCBKOT
KOMMaHil NMCbMOBO MOBIAOMIISIE 3aLikaBneHi AOYipHi
KOMMNaHiT Npo Taki 3MiHM Ta IX BAAMB Ha Lini, a Takox
Ha opraHizauinHi, ynpaBniHCbKi Ta MOB'A3aHi 3
nocagamuv  CTPYKTYpU  MOKa3HWUKIB 3  METOM
NiaTBEPOKEHHS.

(25) OcHoBM Ang NpeAcTaBreHnX BULLE NPUHLMMIB Ta
HanpsimiB CTUMYITHOBaHHS 3aTBEPOXKYHOTLCSA
BaranbHuMK 360pamMn MaTEpPUHCLKOTO GaHKy, mpu
LbOMY YKNMaOeHHA MUCbMOBMX LINbOBUX Yrod Ha
NMOTOYHUI PiK MOXITMBO MIiCA NPUAHATTA LIMX OCHOB.




II1.3. Criteria of eligibility for performance-based
remuneration, withdrawal and limitation of
performance-based remuneration

(26) 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 or cancellation 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, and
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.

(27) 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.

(28) 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.

(29) In the case of termination or cancellation 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.

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

l.3. KpuTepii npuMHATHOCTI BMHaropoau 3a
pe3ynbTaTamMum  LOiANIbHOCTI, BUIIyYeHHA Ta
oOMeXXeHHsi BWHaropoauM 3a pe3ynbTaTaMu
BiANbHOCTI

(26) BuHaropoga 3a pesynbTaTamMu gisiNibHOCTI, sika
NPUCYOKYETbCA Ha OCHOBI  OLUiHKM pe3ynbTaTiB
fiSNbHOCTI, paxyeTbCA Ha NPOMOPUiMHIN OCHOBI 3
ypaxyBaHHSIM KOHTPOSbLHOro nepioay:
Tpyaosi BiJHOCWUHMW,
NPOTAroM poKy,
3aKiHYEHHS1 CTPOKOBOrO
poboTy,

3aKOHHE MPUNUHEHHS1 POBOTU NpaLiBHMKA
HerauHo,

NPUNMHEHHs1 abo CcKacyBaHHS TPyOOBMX
BiJHOCWH Y 3B'sI3KY 3 BUXOAOM MNpauiBHUKa
Ha neHcito,

CMepTb NpauiBHUKa,

NPUNWHEHHST BiOHOCMH poboTodaBuem 3
MPUYUHMU, LLO MOB’sI3aHi 3 NOro AiANbHICTIO,
Ta

nepeeBefeHHa Ha poboty / 3 poboTtu,
BKITHOYEHOI B CUCTEMY 3a0XOYEHHS,

i3 3ayBaKeHHsAM, LWO KONM nponopuinHa cyma
BMHAropoam 3a pesynbTaTamu JisnbHOCTI MeHLWwa 3a
aBaHc(M) 3a BuHaropody 3a pesynbTaTamu
OiSNbHOCTI, BMNAA4YeHWn NPOTArOM POKY, NpauiBHUK
NoBUHEH Oyae NOBEPHYTU Pi3HULIO.

BCTaHOBIEHI

KOHTPaKTy Ha

(27) TpauiBHyk He Mae npaBa Ha BWHaAropoay,
3aCcHOBaHy Ha peaynbTatax poboTw, AKWO BiH He
3aMMaETbCs  XOOHOK  poboYoK  AiANbHICTIO |,
ogHoyacHo, He ©Oepe y4yacTi Yy  BMKOHa@HHI
nocTaBrfeHux Linen 4Yepes BiACYTHICTb pesyrnbTarTiB.
(28) 3a BigcyTHOCTI haKTUYHUX pe3ynbTaTiB poboTu
MpauiBHMK He Mae npaBa Ha BUMHAropoAy Ha OCHOBI
pesynbTaTiB, HaBiTb AKWO BiAMNOBIAHI UiNi Ha piBHI
rpynu BUKOHYIOTLCS, 3@ paxyHOK A04AaTKOBUX 3yCUIlb
X Koner Ta He3anexHo Bif X yyacTi.

(29) Y pasi npunuHeHHsa abo ckacyBaHHs poboTu B
ouiHoBaHoMmy poui [lpauiBHUK Mae npaBo Ha
BMHaropoy, 3acHOBaHy Ha pesynbTaTax poboTw,
nuwe 3a KaneHdapHe MiBpPiYYS, B OCTaHHIN OeHb
SIKOro iCHYIOTb TPYAOBI BiAHOCUMHM, i SKWO Ha Len
aeHb [pauiBHMK He 3BINbHSETbCA Big poboTw.
BigcTtyn Big BuLLE3a3HAYEHOr0 MOXIUBUN BUKITHOYHO
BiANOBIOHO OO0 NonoXeHb [NoniTUKN BUHAropomKeHHs
GaHKiBCbKOI rpynu.

(30) TlMpaBo Ha BuHaropody, 3acHoOBaHy Ha
pesynbTatax AianbHOCTI, MPUNUHAETLCA Yy BUMNAKY,
AKWO TPyaoBi BIAHOCWHWU MPUNUHAOTBCA Mig 4ac
BUNpobyBanbLHOro TepmiHy, abo 3a HeramHum
pileHHsiM poboToaaBLsl, a0 AKLLO Take NPUNUHEHHS
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(32) In the case of employees subject to the
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.

(32) 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 employer 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.
(33)

If the senior executive or the employee:

has been involved in any practice
that caused a significant loss,
and/or

fails to meet the criteria pertaining
to suitability or conformity, the
Supervisory Board of OTP Bank
Plc. is authorised to decide with
regard to the clawback of
performance-based remuneration
settled/paid out to the person
concerned in respect of a period
affected by a circumstance giving
grounds for clawback.

Ill.4. Assessment of prudent operation

(34) Eligibility for deferred instalments at the
banking group level is determined, subject to the
capital position and expected financial results of
OTP Bank Plc. and the Banking Group, by the
Supervisory Board, which may also decide on the
reduction or deferral of performance-based
remuneration.
(35) The criteria of prudent operation for the Bank
and Banking Group subsidiaries:

o/ Inthe case of credit institutions, fulfilment

of the regulatory capital adequacy
requirement, disregarding capital raises
carried out to supplement capital in the

3yMOBMeHe Npu4vHamu, noB’sA3aHMN 3 NOBELAIHKO
npauiBHuKa.

(31) Y BuMnagky npauiBHUKIB, Ha SIKMX MOLUUPHOETLCSA
noniTMka  BWHaropoau, npaBo Ha  OyAb-sKy
BiJCTPOYEHY YacTuHy(-u) BuUMMaT, 3aCHOBaHMX Ha
pesynbTatax LisnbHOCTI, AKi We He Bynu cnnadeHi,
CKaCOBYETbCS, AKLWO poboTa NPUNUHAETLCA 00 AaTH
NPUCYOKEHHs1 BiACTpOYeHoro BHecKy. Bigctyn Big
BMLLE3a3HAYEHOr0 MOXITMBUI BUKITHOYHO BigMOBIAHO
00 nonoxeHb [loniTukn BuHaropoau OaHKiBCbKOI
rpynu.

(32) Axkwo Tpyoosi BIOHOCMHU MNPUNUHAIOTECA B
iHTepecax Ta 3a iHiuiatTnBow poboTodaBusa uYepes
TPYAOBI BiAHOCWHWY, WO MakwTb OyTn BCTAHOBMEHi 3
iHLIOK KOMNaHiet-4yneHoM BaHKiBCbKOI rpynu, i, Kpim
TOro, SIKLLIO TPYAOBi BiGHOCUHM NPUMUHSIIOTLCS Yepe3
Te, Wo poboToaaBelb CTaB MEHCIOHEPOM abo SKLLO
TPy4oOBi BiAHOCMHM MPUMNUHEHI BHAacNigOK CMepTI
npauiBHWKa, NpaBO Ha BMHAropody, 3acHOBaHy Ha
pesynbTatax [LisnbHOCTI, BKMOYal4M NpaBo Ha
BiQCTPOYKy, 30epiraeTbCsi, a oOuUiHKa pe3ynbTaTiB
poboTn Ta po3paxyHku BigbyBalTbCs BigMoOBIgAHO A0
3aranbHMX Npasuna.

(33) Akwo cTapLumi kepiBHMK abo NpauiBHUK:

BpaB yvactb y Byab-aKin npakTuui, sika
crnpuynHMna 3HadHi 36utkun, Ta / abo

He BignoBigae KpUTepisM NpUOaTHOCTI
abo BignosigHocTi, HarnsgoBa paga
OoTP Bank Plc. YNOBHOBaXeHa
npunmatm piLLleHHs oo
BiAWKOAYBaHHS  3aboproBaHocTi  3a
BMHaropogy, WO po3paxoByeTbca [/
BMNNayvyeTbCa 3auikaBneHin ocobi 3a
nepiog, 3a sk Bynu o6GCTaBWHK, WO
JaloTb NigcTasun ANs BiWKOAYBaHHS.

111.4. OuiHKa po3yMHOiI po6oTu

(34) MNPUAHATHICTb BIACTPOYEHUX NnaTexiB Ha pPIiBHI
GaHKIBCbKOI rpynu BU3HAYAETLCS 3anexXHOo Big CTaHy
KanitTany Ta o4ikyBaHUX iHAaHCOBUX pe3ynbTaTiB
OTP Bank Plc. Ta baHkiBcbKy rpyny - Harnsgosoto
pagoo, fKka TaKoX MOXe MNPUAHATU PILLEeHHA npo
3MeHLUEeHHs abo BiACTPOYKY BMHAropogu Ha OCHOBI
pesynbTaTiB gisnbHOCTI.

(35) Kputepii po3ymMHOT  [iSANbHOCTI
nignpuemcTs baHky Ta BaHkiBCbKOT rpynu:
0 / Y BuMNagKy 3 KpeauTHUMK YCTaHOBaMw,

DOuipHIX

BWMKOHAHHA  BMMOMM  LWOAO  OOCTaTHOCTI
perynaTMBHOroO Kanitany, He BpaxoBYKUU
3anyyeHHd Kanitany, 3gincHeHe  ans

11




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;

p/

In the case of financial enterprises not
classed as asset management
companies:

a/

ga/ For factoring companies,
continuous growth in the
accumulated recovery of the
receivables portfolio transferred to
the factoring company;
gb/ In the case of leasing companies,
the Stage 3 rate applicable to the
entire portfolio.
(36) Ex-post risk assessment must be performed
in the year in which payment is due, within 45 days
following the ordinary general meeting of closing the
business year preceding the year in which payment is
due. Based on the decision of the Supervisory Board,
in the year in which payment is due the extent of the
deferred instalment in question may be reduced,
potentially to zero.
(37) 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 Remuneration Policy, must be assessed, and

the feasibilty of the deferred payment of
performance-based remuneration must  be
considered.

(38) 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.

I11.5. Assessment of individual risks

(39) In respect of executives under the scope of
the 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:

[JOMOBHEHHS KaniTany B poKW MiCns poky, Lo
cnyrye ocHoBoto gna cnnatm (T+1, T+2, T
+ 3, Ta iH.), @ TaKoX HaKoMu4yeHi BUTpaTn Ha
PU3MK LWWOOO0 LiNbOBOro MokKasHMKa B POKU
nicnss poKy, WO CINYXWUTb OCHOBOK ANs
nnatexy,

p/ y BUNAAKy KOMMNaHin 3 ynpasniHHS akTBaMu
YHUKHEHHS 3HAYHOro 3MEHLLEHHS
KEepOBaHNX aKTUBIB,

g /Y Bvnagky iHaHCOBUX NiANPUEMCTB, siKi HE
KNnacugikyroTbCA K KOMMaHii 3 ynpasBniHHA

aKTMBamum:
ga / Ona ¢akToOpMHroBMX KOMMaHiN NocTiiHe
3pocTaHHS HaKOMMYEHOro CTATHEHHS
noptdensa pgebitopcbkoi  3aboproBaHOCTI,

nepenaHoro oakTopMHIroBii KOMMaHir;
gb / Y Bunagky nisMHroBux koMnaHin, ctaBka 3
cTagii 3aCTOCOBYETLCA 4O BCbOro noptdens.

(36) T[MonepegHs ouiHKa puU3MKy MOBMHHA OyTK
npoBegeHa B TOMY poLi, B AKOMY Mae ByTu 3aiicHeHa
BMnnara, npotarom 45 pgHiB  micna  4yeproBux
3aranbHKX 360piB, O 3aKkpyBaTb pobouni pik, Lo
nepegye poky, B AKOMy Mae Bigbytucsa sunnara. Ha
niacTasi piweHHa HarnagoBoi pagu B TOMY poli, B
SIKOMY HanexuTb Bunnarta, pPo3Mmip BignoBigHOro
BiJCTPOYEHOr0 BHECKY MOXe OyTu 3MEeHLIEeHUR,
NOTEHLINHO A0 Hyn4.

(37) TlpoTtarom ycboro HenoraweHoro nepiogy
BiJCTPOYKM MOBWHHI OyTWM oOUiHeHi Hacnigku, LWo
Bigdynucsa TMm Yacom, NoB’si3aHi 3 AiAnbHICTI0O ocobu
B pamkax [oniTukn BUHaropoa, a TakoX AOUiNbHICTb
BiJCTPOYEHOI BUMMMATM BMHArOpoau Ha OCHOBI
pesynbTaTiB gisnNbHOCTI.

(38) Wogo govipHix nignpmemcTs BaHKIBCbKOI rpynu,
npaBoO KEPIBHWUKIB Ta MEHeKEpiB BU3HAYEHUX Ha
KOHCOMNIOBAHOMY PpIiBHIi Ha BIiOCTPOYEHi YacTUHU
BMHaAropogM Ha OCHOBI pesynbTaTiB AiFnbHOCTI, a
TakoX po3Mip Takoi BUHaropoau (BKMoYa4m HOpMy
NOTEHLINHOro 3HWXeHHs) BusHayae OTP [onosa-
BMKOHaB4YMM anpektop Bank Plc.

111.5. OuiHka iHAMBIAyanbHUX PU3UKIB

(39) CtocoBHO KepiBHUMKIB, siKi nignagarTb Mg Aito
MoniTMkn BMHaropogw, nNpaBO Ha BiACTPOYEHI
BMMNMATU Ha iHOMBIAYyanbHOMY pPiBHI BU3HAYaETbCS Ha
OCHOBI OLiHKM iHOUBIOYaNnbHUX PU3UKIB, MOB’A3aHNX 3
OiSnNbHICTIO 3auikaBneHUx ocib, K LUe [oKnagHo
BUKNAOEHO HMXKYE:
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fulfilment of obligations stemming
from the employment relationship,
compliance with the laws applicable
to work, regulatory documents,
executive and management
instructions and the professional
requirements applicable to the
position,

compliance with the employer's
expectations towards the
Employee’s managerial behaviour
review of the operation of the
persons and functional areas
concerned (detection of severe
errors, abuses, misconducts or
deficiencies, the result of potential
target audits ordered by the MC).
(40) The assessment of the risks related to the
activity of the banking group executives and
managers concerned and the recommendation
based thereon must be performed for T+1-T+3
periods (for T+1-T+4 periods for the Chairman and
the division heads, and for T+1 — T+5 periods for the
OBH and OBR) after becoming aware of the positions
of the

Internal Audit Directorate,
Compliance Directorate,

IT and Bank Security Directorate,
and

Legal Directorate

(41) 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.

(42) 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.

I11.6. Evaluation of indicators

(43) In respect of institutional-level objectives,
the so-called Group-level RORAC+ indicator (risk-
adjusted ROE/COE) is introduced, which is

— BUKOHaHHSA 3000B’s3aHb, WO BUMNMBAOTb

i3  TpydoBUX  BiAHOCWH,  OOTPMMaHHS
3aKOHOOABCTBA, LWO 3aCTOCOBYETLCH A0
poboTu, HOPMaTUBHMX OOKYMEHTIB,

BMKOHaBYMX Ta yrnpaBniHCbKNX IHCTPYKLIN Ta
NpPodeCinHNX BMMOTN, WO 3aCTOCOBYHOTbCS
0o nocaam,

— BiANOBIAHICTb O4ikyBaHHAM poboToaaBus
LoA0 YNpaBniHCbKOI NOBEAiHKM NpaLiBHUKA
— ornsg pobotn 3auikaBneHux ocib Ta

dyHKLiOHanNbHMX obnacten (BUSIBNEHHS
CEPNO3HUX NOMMMOK, 3M0BXWNBaHb,
HenpaBOMIipHNX ain un HeOoriKiB,
pesynbTaTtiB MOTEHLiNHNX LiNTbOBUX

nepesipok,
KOMITETOM).

3aMOBMEHUX  YNpaBniHCbKNM

(40) OuiHka pu3ukKiB, NOB’A3aHUX 3 AIANBHICTIO
BiOMOBIAHUX KepiBHUKIB  6GaHKiBCbKOi rpynu Ta
MeHeKepiB, Ta pekoMeHaalisl, WO I'PYHTYETbCA Ha
HUX, NOBWHHI BUKOHYBaTUCA NpoTarom nepiogis T + 1-
T + 3 (nepiogis T + 1-T + 4 gnga ronosu i gns
KepiBHUKIB Nigpo3ainis, a Takox ans nepiogis T + 1 -
T + 5 ana OBH ta OBR) ons no3uuin:

- [lenapTaMeHT BHYTPILLHBOrO ayanTy,

- [lenapTamMeHT KOMMMaeHcy,

- OenaptameHT IT Ta 6aHkKiBCbKOT 6e3neku,
Ta

- KOpnanyHui genapTameHT.

(41) Ha ocHoBI no3uuii kepiBHOro opraHy BriacHuka Ta
yHKUiOHanNbHMX obnacTten [upekuis ynpaBmniHHA
nepcoHanom  martepuHcbkoro  6aHKy  cknagae
npono3uuito ans Monosu-IeHepanbHOro guMpekropa
BaHkiBCbKOT rpynu, SKWin noTiM nNpuiAMe pilleHHS
o4O BUMAMATM KOLWITIB, 3aneXHo Big oOcTaBuH,
3MEHLUYIYM  BIiACTPOYEHi nnatexi Aansa  ocib,
BM3HaYEHNX Ha KOHCOMiJOBAHOMY PiBHi.

(42) Wopo 6aHkiB Ta KepiBHUKIB BaHKIBCbKMX rpyn Ta
BUKOHaBLiB, BIigMOBIOHO [0 rpacdika BiOCTPOYKM,
3auikaBneHi ocobu NMCbLMOBO MOBIAOMIISATLCA MPO
npaBo Ha Ppi3Hi BUNMaTM Ta iX po3Mip 3rigHO 3
pilweHHAM [enapTameHTOM YnpaeniHHA MoaCbKUX
pecypcis npotdarom 30 [AHiB nicnsg  LWOPiYHUX
3aranbHux 36opie OTP Bank Plc., ane He ni3Hiwe 30
YepBHS.

111.6. OuiHKa NoKa3HUKIB

(43) LlWopo wuinenm Ha  IHCTUTYUIHOMY  piBHi,
3anpoBafXyeTbCs Tak 3BaHMN nokasHuk RORAC + Ha
piBHi rpynn (ROE / COE 3 ypaxyBaHHAM PU3KKY),
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supplemented by — with the exception of OBS and
OBRu — market share indicators as well as the C/I.
(44) Each year, the Supervisory Board approves

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

the so-called "KPI library" compiled by the
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.
(45) 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%.
(46)  Within individual-level targets, quantitative
targets are assessed by taking the following into
account:
- The given indicator is assessed along two
threshold values (fulfilment threshold
(minimum level), tolerance threshold).
Fulfilment of a given target below the
fulfilment threshold is equal to 0%
fulfilment.
Fulfilment between the fulfilment threshold
and the tolerance threshold represents the
actual evaluation of the indicator.
In the event of fulfilment equal to or above
the tolerance threshold, the manager or
executive exercising employer's rights is
entitled to make a decision on the fulfilment
value of the indicator between the
tolerance threshold and 100%, by taking
actual efforts (or the lack thereof) by the
employee made to accomplish the given
guantitative target into consideration.
In the event of fulfilment equal to or above
the tolerance threshold, the assessing
manager 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

AKUN OOMOBHIOETLCA - 3a BUHATKOM OBS Ta OBRU -
NoKa3HUKaMmn pUHKOBOI YacTku, a Takox C/I.
(44) Wopoky Harnsaposa paga cxsantoe

— KOHKPETHi MOKa3HWKM BULLMX KEPIBHUKIB
OOUYipHIX NiANPUEMCTB, BU3HAYEHUX Ha
KOHCOIigoBaHOMY PiBHi, Ta
XapaKTepPUCTUKN LIUX MOKa3HUKIB,

— Tak 3BaHy "6ibnioteky KPI", cknageny
Oupekuieto ynpaBniHHSA GaHKIBCbKOM
rpynoto - 3 ypaxyBaHHSIM pekoMeHaauii
BMacHMKa paHux -, usa 6GidnioTteka
MICTUTb Pi3Hi SOCTYNHI NOKa3HWKM ASis
KOXHoOro cyb'ekta / ycTaHoBM, iX
BM3HAYEHHS!, @ TaKoX OOUHULIIO BUMIpY
Ta BNACHUKIB AaHUX.

(45) Y pamkax UiNbOBMX  MOKa3HWKIB  Ha
iHOMBIAyanbHOMY piBHi, Y pasi SKICHUX UinboBUX
3aBAaHb, O4iKyBaHHS MOBMHHI OyTW BU3HA4YeHi B
NUCbMOBIN PopMi. AHANOrYHMM YMHOM OLiHKa TaKoX
NPoOBOAMTLCS B MMCbMOBI dOPMi Ha NOTiYHin OCHOBI.
BrkoHaHHSA UiNbOBOro 3aBAaHHsi MOXe OLiHIoBaTUCH
Bia 0% no 100%.

(46) B Mmexax UiNnbOBMX  MNOKa3HWUKIB  Ha
iHOMBIQYyanNbHOMY PIBHI KiMbKiCHI LiNbOBi MOKa3HMKN
OLIHIOOTbCS 3 ypaxyBaHHSIM HACTYMHOrO:

[aHuin nokasHWK OUIHIOETBCA 3a [ABOMa
MOPOroBUMU 3HAYEHHAMU (MOPIr BUKOHAHHS
(MiHiManbHUI piBeHb), NOPIr AOMYCKY).
BUWKOHaHHA 3a4aHOro MOKa3HWKa HWXK4Ye
nopory BUKOHaHHA gopiBHoe 0% BUKOHaHHS.
BuKOHaHHA MK NOpPOroM BWKOHaHHA Ta
NMoporoM Jomnycky sBnsie cobot hakTuiHy
OLHKY NnokasHuKa.

Y pasi BMKOHaHHS, piBHOro abo OinbLie
nopory Aomnycky, MeHemkep abo KepiBHUK,
AKMA peanidye npasa pobortogasus, Mae
npaBo MPUAHATU PILLEHHA MPO 3HAYEeHHs
BMKOHAHHS MOKa3HMKa Mi>K MOPOrom SOMYCKy
Ta 100%, 3 ypaxyBaHHAM [JoOKnageHux
dakTMyHMx 3ycunb (abo X BIOCYTHICTb),
CMPSAMOBAHMX  Ha  OOCATHEHHA  OaAHOi
KinbKiCHOT Wini, Wo po3rnsaaeTbCes.

Y pasi BWKOHaHHS, WO [JopiBHIOE abo
nepeBuLLlye nopir AOMycKy, OLiHI0KYMIA
MeHeXep OOI'pYHTOBYE PilLEHHS  MpoO
BiOXWNEHHA B  KOXHOMY  KOHKPETHOMY
BUMAAKY, $sIK OOIPYHTYBaHHSA, y BUMNaaKy
[OYipHBOI KOMMaHii iHO3eMHOI BaHKIBCbKOI
rpynu, Take PpileHHs TakoX Mae Oytum
CXBarieHe TOJfIOBOK  KEPiBHOIO  OpraHy
KOMNaHii, WO Hanmae gaHoro npauiBHUKA,
nicna  TOoro, S$K  rosfoBa-reHepanbHUi
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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.

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

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

for the Private Bank and NNM (Net New
Money) indicators, and the Treasury result,
the minimum level is 60% and 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
100% and the tolerance threshold is 100%.

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

III.7. Rules on the settlement of performance-
based remuneration

(49) 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.

(50) In the case of managers and executives
subject to the Banking Group Remuneration Policy,

OVPEKTOP MPUNHSAB PilleHHS CTOCOBHO BCiX
pilleHb WOAO BiAXUNEHb AN KepiBHUKIB Ta
BMKoOHaBUiiB OTP Ta godvipHix nignpuemcrs,
BM3HAYEHWX Ha KOHCOSiAOBAHOMY PiBHi.

Onsa npawiBHUKIB, BM3HAYEHNX Ha
KOHCONIAOBaHOMY PiBHi, BIOXWMEHHS OLiHKM

nogarTbCs "onosi-eHepanbHOMY
OupekTopy  kepiBHMKOM  [lenmapTamMeHTy
YnpaBniHHA  nNepcoHanoM Ha  OCHOBI
nonepefHbLOi  NepeBipkM  BiQNOBIOHOCTI

ouiHoK. [lna npauiBHKKIB, igeHTUiKoBaHNX
Ha CcyOKoHCONigOBaHOMY Ta MicLeBOMY
piBHSAX, OLLiHKM nepesipsie  KepiBHUK
doyHKLiOHanNbHOI 06nacTi 4aHoro AoYipHLOro
nignpuemcTBa, WO  BUKOHYE  QOYHKUIT
ynpaBniHHA MEepcoHanoM, i $KWO BOHM
BBaXalOTbCA TakKMMW, WO He BignoBigalTb
BMMOraMm, MOYMHAKTLCA KOHCynbTauii 3
MEHeXXepoM, LLIO NPOBIB OLHKY.

(47) [Ona KinNbKiCHUX MOKa3HMKIB MeXi Jiana3oHy
OLIiHKM Taki:

LLIOAO 3aCTOCOBYBaHMX (MPSMUX) MNOKA3HUKIB
nopir BMKOHaHHA (MiHIMaNbHUA  piBEHb)
ctaHoButb 90%, a nopir gonycky - 95% y
KO>XHOMY BMNaAKy ,,

ansa nokasHukis NMpuBatHoro 6aHky Ta YHI
(wmeti HOBI  rpowi), i  pesynbTaTy
KasHauencTtea MiHiManbHUI piBEHb
cTaHoBUTb 60%, a nopir gonycky - 95%

Ona obepHeHO NpONOpLUIAHUX MOKa3HUKIB
MiHiManbHUA piBeHb cTaHoBuTb 110%, a
nopir gonycky - 105%,

[na nokasHukiB BUTpAT MiHiMarbHUA piBeHb
ctaHoBuTb 100%, a nopir gonycky - 100%.

(48) OuiHka kepiBHUKA/ OLiHKA KOMMETEHTHOCTI
npoBoANTbLCH 3a LWkanow Big 1 o 6, e 4 o3Hadvae
100% BWKOHAHHS.

111.7. MpaBuna woao po3paxyHKy BUHaropoau 3a
pesynbTaTamMu AisNbHOCTI

(49) IHamBigyanbHa eEeKTUBHICTb OLIHIOETBCS ABidi
Ha pik Ha OCHOBI MiBpPIYHOro dhneL-3BiTy Ta piYHOro
3BiTYy Ha 3aranbHux 36opax OTP Bank Plc., wo
3aKkpuBalTb AaHunm poboumn pik. (50) Y Bunagky
MeHeKepiB Ta KepiBHUKIB, AKi nignagatoTe nig Aito
MoniTukn BuHaropoan OaHKIBCbKOI rpynu, He Moxe
OyTu 34iNCHEeHO NnepegonnaTy WoAo NiBpiYHOI OLHKU.
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no advance payment may be made in relation to the
semi-annual assessment.

(51) 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)

(52) 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%.

I11.8. HR IT solution, the SuccessFactors TM

module
(53) Targets and objectives and recorded and
assessed in the SuccessFactors TM module

(hereinafter: SF).

(54) 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.

(55) Managers and executives specified in
Section (54) continue to conclude paper-based
agreements, where the performance assessment
form created in the SuccessFactors workflow is
attached as an annex. Individual access to the
performance assessment form is granted to the
employee, the assessing manager and the
manager/executive exercising employer’s rights.

(56) 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.

(57) 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

(51) Y Bunagky meHepkepiB Ta KePiBHUKIB BHYTPILLIHIX
OOYipHIX NianpremcTs, aki nepebyBatoTb nig npamMum
KOHTponem i He nignagatotb nig Agito lMonitukn
BUHaropon baHKIiBCbKOI rpynu, 3acTOCOBYKOTbCS
(hikCOBaHi Ta 3MiHHI CTaBKM BMHaropoau (sk npaeuno,
60% dpikcoBaHux Ta 40% 3MiHHUX)

(52) Y Bunagky MeHepKepiB Ta KEPiBHUKIB BHYTPILLHIX
OOYipHIX NianprMemcTB, ki nepedyBatoTb Nig NpsAMUM
KOHTpOneM i He nignagatoTb nig MoniTuky BuHaropon
BaHkiBCcbKkOI  rpynu, moxe  OyTm  3[OiNCHEHO
nepegonsnara CTOCOBHO MiBPIYHOI OUiHKK. SAKWO
3aranbHa edekTnBHICTL nepesuwye 50%, aons
aBaHcy ctaHoBuUTb 50%.

111.8. IT-piweHHsa HR, mogynb SuccessFactors TM

(53) Uini Ta 3aBmaHHA, WO QiKCylTbCA Ta
ouiHTbCA B Moayni SuccessFactors TM (gani: SF).

(54) LWo cTocyeTbCA OOYipHIX KOMMAHiN B pamkax
OTP Banking Group, To B cuctemi SF BigbyBaeTbcs
npouec  ynpaeniHHA edekTmBHicTIO  poboTK
npauiBHWKIB Yy HACTyMHUX cdepax:

npauiBHKKIB, HA AKUX MNOLUMPIOETLCA NONITUKA
BMHAropon, BMW3HA4YeHi Ha KOHCONi4OBaHOMY

PiBHi,

- Ons  iHO3eMHUX  AOMipHiIX  nignpueMCTB,
KepiBHUKIB obnacten NiATPUMKHN, wo
BUMaratTb  CXBalEeHHS MaTEepPUHCBLKOro
BaHky,

- KepiBHMKM  OOMIpHIX  NignNpueMcTB,  AKi

nepebysatoTb nig 6e3nocepeHiM KOHTpoNeM

Ta He nignagatotb nig aito  [Monitukn

BUHaropoaum.
(55) MeHepxepun Ta KepiBHUKM, 3a3HadeHi B Posgini
(54), npogoBxylOTb yknagatu naneposi yroauw, ge
dopma OUiHKM pe3ynbTaTiB OisnbHOCTI, CTBOpEHa B
poboyomy npoueci SuccessFactors, popaeTbca Ak
AofaTtok. lHamBiAyansHUI [OCTYN A0 OOPMU OUHKM
pesynbTtatiB  pobOTM HagaeTbCs  MNpauiBHUKOBI,
KEpiBHUKY, KWW 30OIACHIOE OLHKY, Ta KepiBHUKY /
BMKOHaBLIIO, SIKUI 3AiACHIOE NpaBa poboToaaBLs.
(56) BcTaHOBNEHHS HCTUTYLINHUX Uinen y cuctemi
SF € 3aBOaHHAM MaTEPUHCBLKOrO OaHKy, i BOHM
peecTpytoTbes HR Bigginom matepuHcbKoro 6aHky.
(57) Mpun BU3HaAYEHHI LiNbOBUX NOKa3HWUKIB BiAMNOBIAHI
MeHegKepu Ta KepiBHUKM BWOMPalOTb  KiMbKiCHI
nokasHukn 3 Gibnmiotekn KPI,  3aTBepmkeHol
HarnggoBowo  pagold  MaTEpPUHCBKOro  BaHky,
dikcyouM ULinbOBi 3aBOAHHA Ha OCHOBI nepeniky
pekoMeHaauii, niaroToBAeHUX QyHKUiOHaNnbHUMMK
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are sent to subsidiary’s TM support by the TM support
of the parent bank’s HR Department.

(58) 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.

(59) 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.

IV. PROVISIONS
IMPLEMENTATION

APPLICABLE TO

(60) The parent bank’s HR Department monitors
the compliance of the local incentive regulation and
performance management practice of banking group
enterprises with this annex on recommendation-
based implementation.

(61) This annex on implementation must be
implemented by the following institutions: Merkantil
Bank Zrt., OTP Alapkezel8 Zrt., OTP Faktoring Zrt.,
OTP Ingatlan Befektetési Alapkezelé Zrt., OTP
Lakastakarékpénztar Zrt., OTP Jelzalogbank Zrt.,
OTP Pénzugyi Pont, OTP Ingatlan Zrt., OTP
Ingatlanuzemeltetd Kft., OTP Kartyagyart6 Kft., OTP
Pénztarszolgaltaté Zrt., OTP Mobil Kft., OTP
Eletjaradék Zrt., OTP Hungaro Project Kft., OTP
Travel Kft..

(62) This annex on recommendation-based
implementation must be implemented by the banking
group subsidiaries concerned by ensuring that the
assessment aspects and processes set out in this
implementation annex are enforced in respect of the
setting and evaluation of performance targets.
Deadline for implementation: 31 December 2020.

(63) Exemption from implementation may be
granted by the Head of the Human Resources
Management Directorate of the parent bank.

(64) Of the provisions of Sections (7) and (35), the
subsidiary is only obligated to apply those applicable
to its given company type.

(65) Prior to implementation, the incentive staff of
the parent bank’s HR Department provide opinions on
the draft of the local regulatory document or
information document, to which end, prior to the entry
into force of the local regulation, the subsidiaries
concerned — at least 15 days prior to planned entry
into force — shall upload it to the Group Portal or,

chepamu maTtepuHCbKoro 6aHky, siki HaacuMnarTbCs
0o cynpoBomxywodoro TM  godipHbOi  KOMMaHii
cynposompxkytoumm TM HR Bigainy martepuHcbKoro
GaHKy.

(58) Bwwi KepiBHUKM  [OYIpHIX  NiANPUEMCTB
BU3Ha4aloTb iHAMBIAyanbHI Uini B cdepax, LWo
3HaxogATbCA B 1X YynpasfiHHI, BMXOOAYWM 3i CBOIX
KOMMeTeHUin, Bu3HadeHnx B OpraHizauinHomy Ta
onepauinHomy pernameHTi, BUKOPUCTOBYHOYM
cuctemy SF.

(59) OuiHka uiner MNOTOYHOrO POKY MOYMHAETLCH 3
CaMOOLIiHKW, sika 3aTBEepPOKYETbCHA KEPiBHUKOM, LLO
3[iNCHIOE OLLiHKY, Ta 3aBepLuyeTbca poboToaaBLEeM B
cuctemi SF.

IV. NONNOXEHHA, WO 3ACTOCOBYIOTbCA A0
BMPOBAIKEHHSA

(60) [HenaptameHT ynpaBniHHA  nepcoHanom
MaTepUHCbLKOro ©aHKy KOHTPONIOE BiOMNOBIOHICTb
MiCLLeBOIro perynioBaHHs CTUMYIOBAHHS Ta NPaKTUKN
ynpasniHHSA BMHaropoaoto LboMy
PEKOMEHOOBAHHOMY [0 BNPOBAaMXEHHS JOKYMEHTY.

(61) Uen popmaTtok wWoao BNpOBaKEHHA MOBUHEH
Oyan BnpoBamXeHu Takumm yctaHoBu: Merkantil
Bank Zrt., OTP Alapkezel6 Zrt., OTP Faktoring Zrt.,
OTP Ingatlan Befektetési Alapkezeld Zrt., OTP
Lakastakarékpénztar Zrt.,, OTP Jelzalogbank Zrt.,
OTP Pénziugyi Pont, OTP Ingatlan Zrt.,, OTP
Ingatlanizemelteté Kft., OTP Kartyagyarté Kft., OTP
Pénztarszolgaltaté Zrt., OTP Mobil Kft., OTP
Eletjaradék Zrt., OTP Hungaro Project Kft., OTP
Travel Kft..

(62) Llen JopaTok WOAO BNPOBaKEHHS] Ha OCHOBI
pekoMeHaaLuin NOBUHEH BMpoBaKyBaTuCb
BiANOBIOHUMM AOYIPHIMW  KOMMNAHIAMN BaHKIBCbKOT
rpynu, 3abeanedyoun OOTPUMAHHS acneKTiB OLHKK
Ta npouecis, BUKNageHnx y ubomy [logaTky LWo[o
BMPOBAPKEHHS, LWOAO BCTAHOBMEHHA Ta OLiHKK
LiNnboBuMx nokasHukis. KiHueBu TepMiH peanisadii: 31
rpyaHs 2020 poky.

(63) 3BiNbHEHHS BiA4 BNPOBAMKEHHSA MOXe HagaTu
KepiBHMK Oupekuii 3 ynpaeniHHA MNepcoHanom
MaTEPUHCBKOrO BaHKy.

(64) 3 nonoxeHb posginis (7) Ta (35) pouvipHaA
KOMMaHia 3000B’A3aHa 3acToCOBYyBaTW NvLIE Ti, IO
3aCTOCOBYHTbLCS 40 OAHOr0 TUMY KOMMaHii.

(65) Mepen BMNPOBaAKEHHAM, niapo3ain
CTMMYMOBaHHS aenapTameHTy ynpaBniHHSA
NOACBKMMN pecypcammn MaTepuHcbKkoro 6aHky Hagae
BWCHOBKM LUOAO0 MPOEKTY MICLLEBOr0 HOPMaTMBHOIO
AOKyMeHTa abo iHdopmaLinHOro JOKYMeHTa, 3 Lieto
METO OO  HabpaHHs  YMHHOCTI  MicueBOro
peryntoBaHHAM BiAMOBIOHI  OOuipHI KoMnaHii
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provided no separate regulation is required to be
issued for compliance, the information on the
measures taken to ensure compliance must be sent
to the parent bank’s HR Department to the following
address: HGI TM@otpbank.hu.

V. CLOSING PROVISIONS

(66) This regulation enters into force on the date
of its publication on , with the proviso
that its provisions are — with the exceptions specified
herein — applicable as of 1 January 2020.

3aBaHTaxyoTb 1oro Ha MopTtan pynu npuHanmHi 3a
15 gHiB 0o 3annaHoBaHOro HabyTTa YMHHOCTI abo, 3a
YMOBM, WO He noTpibHO BMAaBaTM OKpPeMUN
pernameHT npo BigNoOBIAHICTb, iHGOpMaUis npo
3axoaun, BXuTi gna 3abeaneyeHHs BiAMNOBIAHOCTI,
NoBUHHA Hagcunartumcs o OenaptameHTy
ynpaeriHHSA MIOOCBKMMU pecypcamMm MaTepuHCBKOro
OaHKy 0o HacTynHy agpecy: HGI_TM@otpbank.hu.

V. SAKIIOYHI NMONOXEHHA

(66) Llen PernameHT Habupae YMHHOCTI 3 OHSA MOro
onyobnikyBaHHSA , 3@ YMOBMU, LLO NOro
MOMOXEHHS - 3a BUHATKaMW, 3a3HAYEHUMU Y LIbOMY
AOKYMEHTI - 3acTocoByloTbcs 3 1 civuHa 2020 poky.
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HISTORY OF THE DOCUMENT

IcTopia nOKYyMeHTy

Date of version 1.0 approval

[arta satBepaxeHHs Bepcii 1.0

23.12.2020

23.12.2020

Covering documents

CynpoBoXytoui LOKYMEHTH

Date of cancellation (if document cancelled)

[ata ckacyBaHHS (3a yMOBW CKacyBaHHS JOKYMEHTA)

Review date

TepwmiH nepernagy

When necessary (based on HQ request)

Y pasi HeobxigHocTi (3rigHO 3anuTy MaTepuHCBKOro
BaHky)

Person responsible for maintaining the document in

relevant status (Name, phone number, e-mail)

BignoBiganbHa ocoba 3a nigTPMMKY [OOKYMEHTYy B
aktyanbHomy ctaHi ([.I.B., Homep KOHTakTHOro
TenedoHy, eNnekTpoHHa agpeca)

Fekher K., tel. 1339
Kristina.FEKHER @otpbank.com.ua

dexep K.A., BH. Ten.1339
Kristina. FEKHER @otpbank.com.ua

Person in charge in case of above mentioned

employee’s absence

Ocoba, Wo 3aMiHE BUMLLE 3a3HAYEeHOro npaudiBHUKa Yy
pasi Noro BiACYTHOCTI

Chemus G. tel. 525-249
Galyna.CHEMUS@otpbank.com.ua

Yemycb r.Jn. BH. Ten. 525-249
Galyna.CHEMUS @otpbank.com.ua
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