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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
thtpthe Bank in general in line according to the
strategic development;

e adherence to the principles of labor remuneration

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

e improvement of labor remuneration system
including incentives;

e set out the incentive and performance

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

3. Access to the document

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

4. General provisions

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

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

MoroaxeHo
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CraTtyc fOKyMeHTa
[lata norogXeHHs1 JOKyMeHTa

1. Bcetyn

Cuctema ouiHku gisnbHocTi nepcoHany AT «OTI BAHK»
(Hapani — baHK) € enemeHTOM 3aranbHoi cTpaTeril
ynpaeniHHa baHky Ta, sik cucTtema, BCTaHOBIIHOE 3B’SI30K
MK cTpaTteriyHumm uinammn baHky, uUingmu 3rigHO 3
HanpaMKamMu LOiSNbHOCTI, a TakoX iHAMBIAyanbHUMN
Linamm npauiBHUKIB Ha BCiX piBHSAX iepapxii baHky.
CucTtema OUiHKM TakoX BMAMBAE Ha NIATPUMKY PO3BUTKY
KOMMeTeHLUin, siki HeobXigHi Ans ycniwHoi npodeciiHoi
OisiNbHOCTI NpauiBHMKa B paMkax Aitodoi KopnopaTuBHOI
KynbTypu.

PesynbTatoM cuCTEMM OUIHKM AiSNbHOCTI  BUCTYNae
npemiloBaHHA npauiBHukiB BaHky, cnpsiMoBaHe Ha
edeKkTnBHe mMaTepianbHe CTUMYITIOBaHHSA

pe3ynbTaTUBHOCTI Npaui.

2. MeTta poKyMeHTy

MoniTMka nNpo OuiHKYy AianbHOCTI Ta MaTepianbHe
CTMMYOBaHHSA npauiBHuKiB baHky (Hagani — lMoniTuka)
pernameHTye npouec, wo ob6’egHye 3ycunns baHky,
CNpAMOBaHi Ha pO3BUTOK Ta OUIHKY AiSANbHOCTI
NpauiBHYKIB LUMSAXOM AOCATHEHHS Linen Ha NOTOYHWI Pk,
Ta BM3HaAYae Nigxoou OO MaTepianbHOro 3a0XOYEHHS,
NOpPSAOK PO3PaxyHKy Ta MOro4KEHHSA BMNnaT.

MoniTuka cnpsmoBaHa Ha:

e MOTMBALitO MpauUiBHUKIB ONs1 OOCATHEHHS LiNbOBUX
MOKa3HWKIB AiANbHOCTI Ta KiHUEBUX pe3ynbTaTiB
pobotn baHky B UiMOMy BigMOBIOHO OO MMaHiB
CTpaTeriyHoro po3BUTKY;

e  [JOTPUMaHHSA NPUHLMNIB BiANOBIAHOCTI onnaTu npadi
ocobuctomy BKragy npauiBHUKIB y pesynbTar
aisnbHocTi baHky;

e  yOOCKOHaneHHs CUCTeMU onraTu npaui, B TOMY Yumchi
MaTepianbHOro CTUMYIHOBAHHS;

e BCTAHOBMEHHS  MPUHLUMNIB  CTUMYMIOBaHHA  Ta
BMMIplOBaHHA pesynbTatiB  gignbHocti AT  «OTI
BAHK», sk komnaHii BaHkiBCbKOI rpynu, BignoBigHO
Ao nonoxeHb [MloniTvkn BuHaropoan baHkiBCbKOI
rpynu, B iHTepecax 3abe3neyveHHsl Y3ropkeHoCTi
cuctem ctumynioBaHHa OTP Group Ha piBHi rpynu.

3. [OocTtyn 0o AOKYMEHTY

JdaHun okyMeHT He Mae obMeXeHb LWOAO AOoCTyny OO
HbOro npauiBHuKiB baHky.

4. 3aranbHi NONoXeHHA

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

LUs TMonituka pospobrneHa BiANOBIAHO OO0 YMHHOIMO
3akoHogaBcTBa  YkpaiHu, 3okpema K3nll YkpaiHu,

ABTOp JOKYMeEHTa Galyna Leonidivha CHEMUS
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regulatory legal acts of the NSSMC, including
Corporate Governance Standards.

Definition of provisions

al

b/

d/

el

f/

a/

h/

CraTtyc fOKyMeHTa
[lata norogXeHHs1 JOKyMeHTa

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/ influence person): 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 or determined
according to the requirements of the National Bank
and approved by CEO's order.

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

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

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

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

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

MoroaxeHo
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HopmaTmBHO-NpaBoBux akTie HKLIMOP,

B TOMY 4uCHi

CrtaHgapTiB KOPNOPaTUBHOIO YNpaBniHHS.

BusHauyeHHA TepMmiHiB

a)

f)

ABTOp JOKYMeEHTa

BasoBa BuHaropopa: basoBa BuHaropoga
(cbikcoBaHa BMHaropoga) - Ue dikcoBaHa 4acTuHa
3apobiTHOi nNnaTu, sika He MoB'A3aHa 3 BUKOHAHHSIM
uinen banky, bBaHkiBCbKOT rpynu Ta iHAMBIAYyanbHOroO
PiBHS; KITHOYOBMM KOMMOHEHTOM SKOrO € ocobucta
3apobiTHa nnarta Ta BCTAHOBIEHI 3aKOHOM HaabaBku
00 3apobiTHOI nnatu, BUHaropoga 3a BU3HAHHS
nocrnyru, 3asHadeHa B KONEKTMBHOMY [JOroBopi, Ta
iHWi ninbrn. basoBa BuWHaropoga BU3HAYAETbLCS
3asganerigb i HanexHuMM YuHOM  BigobGpaxae
npodecinHnn JOCBiA Ta piBeHb BiANOBIAANbHOCTI,
noe'sa3aHoi 3 poboTo, i He Moxe OyTn 3HATa
poboToaaBLEeM B OLHOCTOPOHHBOMY MOPSOKY.

BuHaropoga 3a pe3ynbTaT: BMHaropoga 3a
pesynbTaTtamMu AisnbHOCTI (3MiHHa BMHaropoga) - ue
YacTMHa  3apobiTHOi  nnaTu, sKka  CroHyKae
npauiBHWKIB BUKOHYBaTV CBOKO POBOTY TakMM YMHOM,
WO BpaxoBye Uini Ta iHTepecn poboTogaBus i
Ao3BONSE npauiBHMkam 6paTtm yyacTb Yy ychixy
BisHeca poboTogaBus. AKWO B LbOMY AOKYMEHTI He
nepepbayeHo iHwe, yci BMNnaTu, He BigHECEHI OO0

6asoBoi BMHaropoau, KnacuaikyroTbes AK
BMHAropoga Ha OCHOBI pe3ynbTaTiB 4isifIbHOCTI.
MaTtepuHcbkun Bank: OTP BANK Plc.
lpeHTUdikoBaHMA npaudiBHUK  (no3uuia  nig

rpynoBolo nosniTuKow BuHaropoau/ BRNUBOBa
ocoba): [pauiBHnk abo KepiBHUK, 3alHATUA 3a
iHWMMKX NpaBOBUMW BigHOCMHaMM, WO nepeabayae
ocobucte 3000B’si3aHHA MpauloBaTh, SKUA CBOEHD
NPodEecCinHOK  [iANbHICTIO CYTTEBO BMMNMBaE Ha
npodinb  pu3nky ycrtaHosu. BcTaHoBMOOTLCA
MaTepuHcbkuMm BaHkoM Yn BU3HAYaETHCA BigNOBIOHO

o Bumor HauioHanbHoro ©6aHky VYkpaiHu Ta
3aTBepOXYOTbCA Haka3om [fonosu MNpaBniHHA.
FpynoBa noniTuka BuHaropoau - MoniTUKa

BMHaropoau, HagaHa MaTtepuHcbkum BaHkom ans
BMNpOBa[PKEHHA B KOMNaWiax  rpynu  (ans
ineHTuikoBaHOro nepcoHany).

LlinboBa yroga: cninbHa Ha3Ba Uineln oLiHIOBaHOro
npauiBHMKa Ha NOTOYHUI PiK Ta NMCbMOBA yroaa.

Llini: cykynHiCTb NOKa3HWKIB, AKi CriyXaTb OCHOBOIO
Ons  OUiHKWM  pes3ynbTaTiB  AiAfIbHOCTI  OUiHEHOro
npauiBH/Ka y NOTOYHOMY pOLii.

RORAC +: ROE / ER, - koeiuieHT peHTabenbHOCTi
BnacHoro kanitany (ROE; ckopuroBaHuii "o6MiHHURA"
NpubyTOK nicnsi ONOAaTKyBaHHs, MOAINEHWA Ha
cepefHin BnacHui kanitan) Ta odikyBaHoOro npuoyTky
(ER) rpynn OTP.

Pik ouiHKkn: Gi3Hec-pik, 4O AKOro 3acTOCOBYETLCS
BUMIpIOBaAHHA Ta OLUiHKa pes3ynbTaTtiB AignbHOCTI
BiAMNOBIOHUX 0CiO, i HA OCHOBI SIKOrO BM3HAYaETbCSH
po3Mmip  BMHaropogu Ha OCHOBI  pes3ynbTaTiB
OISNBbHOCTI.

Galyna Leonidivha CHEMUS
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il

k/

m/

n/

o/

p/

Th

Fulfilment threshold: as part of the evaluation of
quantitative indicators, the fulfilment of the given
indicator below the fulfiiment threshold represents
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, Collection and
Work-out directorate.

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

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

Internal control function: Functions responsible
for and managing risks (first line). Functions
independent of the first line, exercising control over
risks (second line). Functions providing
independent assurance (third line). The second and
third lines of defense together constitute the internal
control functions.

e objectives formulated concerning the incentive

system are as follows:

Cr
Oa

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

MoroaxeHo
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aTyc AOKyMeHTa
Ta NMNOro4XXeHHA OOKYMeHTa

)

k)

Mopir BMKOHAHHA: 9K 4acTWUHA OLHKM KiNbKICHMUX
NOKa3HWKIB, BMKOHAHHSI MEBHOr0 MOKa3HMKa HKYe
nopory BMKOHaHHSA cTaHOBUTb 0% BUKOHAHHS.

Mopir TonepaHTHOCTI: Ik YaCTUHA OLLiHKWN KiSTbKICHUX
MOKa3HMKIB, SKLLO NEBHWUMA MOKAa3HUK BUKOHYETBCS Ha
PiBHi, WO AOpiBHIOE abo NepeBuLLyE NOpir OONycKy
(TonepaHTHOCTI) - 3 ypaxyBaHHAM npodecinHoro
OOrpyHTYBaHHA - KepiBHUK abo KepiBHUK, SKUA
peanisye npasa poboTogasLsa, Mae npaso 3pobutn
NPUAHATTA pPILWEHHA MNpPO 3HAYeHHsT BUKOHAHHA
nokasHuka mixx noporom gonycky ta 100%, 6epyumn o
yBaru hakTU4Hi 3ycunns npadiBHuka, CnpamMoBaHi Ha
[OCSArHEHHSA 3a4aHoT KinbKiCHOT Lini.

KepiBHUKM cnyx6 niaTpuMmkKn, WO BMMarawTb
cxBaneHHsa MartepuHcbkoro bBaHKy: crapui
KEPIBHMKN HACTYNHUX (pyHKUiOHanNbHMX obnacTten B
opraHisauirHin iepapxii B aHi ycTaHOBI: IOpUANYHA,
komnraeHc, 6aHkiBcbka Be3neka, BHYTPIWHIN ayauT,
HR, enapTameHT 360py Ta BperyntoBaHHS KpeauTiB.

Mepiop BiACTpPOYKM: O3Hayae, Yy  BuNagky
BUHAropoau, 3aCHOBaHOI Ha pesynbTatax
AiANbHOCTI, TPMBanNICTb BiACTPOYKMN MICNSA 3aKiHYEHHS
OLiHIOBAHOTO POKY, sika He MoXxe ByTn MeHLle 3 pokiB.
MonepegHe  KOpuUryBaHHA  PU3MKY:  MeTo.
KOpUryBaHHS, wo 3aCTOCOBYETbCH ans
3abe3neYyeHHs Y3rog>KeHocCTi MiX piBHEM
BMHaropoau, 3acHOBaHOI Ha pesynbratax, Ta
puavkamu, npunHatumm  OTP  BANK Plc. Ta
BankiBcbkoo rpynoto OTI, dkui Takox BpaxoBye
BB Oyab-sIkUX PU3KKIB, HE BpaxoBaHUX Y
nonepeaHin Kopekuii pusuky.

Mepion yTpuMaHHA: nepiod, KONW BUHAropoga 3a
pesynbTataMmyn [LinbHOCTI - BXe 3apobneHa i
posnogineHa y copMi akTuBiB (Hanpuknag, akuil,
noB'a3aHi 3 akuigMu iHCTPYMEHTM Tolo) -
NPUCYKYETLCA, ane npaBso OeHediuiapa
po3nopsipkaTncs akTuBoM obmexyetbca [lepioa
YTPUMaHHS He 3anexuTb Bif nepioay BiACTPOYKM.
®PYHKUiA BHYTPILWWHLOro KOHTpoOmt: DyHKUil, Wo
BignoBigalOTb 32 PU3MKM Ta YNpaensgioTb HUMWU
(mepwa niHis). ®yHKUii, He3anexHi Big nepwoi niHii
3axMCTy, WO 3iNCHIOTL KOHTPOSb HaA pusMKkamm Ta
KOHTPOMb 3a AOTPUMaHHS HOPM (KOMMraeHc) (apyra
ninia 3axucTty). PyHKUil, WO HagalTb He3anexHi
nocnyrm 3 HagaHHa BMEBHEHOCTI (TpeTs miHig
3axucty). Opyra Ta TpeTsa niHil 3axucty pasom
YTBOPIOOTb PYHKLii BHYTPILLUHBOrO KOHTPOTIHO.

Llini cuctemu ctumynioBaHHs:

ABTOp JOKYMeEHTa

MeTolo cucteMum OUIHKM pe3ynbTaTUBHOCTI €
nigTpumMKka OPMYBaHHA KOMIMMEKCHMX NIlaHi.,
CTUMYITHOBAHHSI BMKOHAHHSA MITaHIB Ta NiABULLEHHS
iHAMBIOYanNbHUX NOKa3HUKIB.

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

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

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

Establishing the opportunity of
recognition for outstanding performance.
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 (apply the rule for
positions under the Group Remuneration Policy/
influence persons).

financial

Minimisation of paper-based administration.

- BwusHaueHi uini noBuHHI By T LinamMu, Ha ki nloguHa
Ma€e martepianbHU BNMB.

- O6oB'A3kM Ha piBHI rpynu Ha kinbkicHomy Ta/ abo
LiNbOBOMY pPiBHSIX MOBWHHI OYyTWM BM3HAYeEHi cepen
OKpEMUX Linen.

- Tawm, ge ue MOXnIMBO, UiNbOBI NOKa3HWKM OoXo4y
cnig  BKMKYATM  cepen OKPEMMX  LiNbOBMX
NMOKa3HWKIB 3 AOMIHYOYOI Baroio.

- CTBOpEHHS MOXIMBOCTI (DiHAHCOBOrO BU3HAHHSA 3a
BMAATHI pesynbTaTu.

- [Jonyck andepeHuialii B OUiHUI KepiBHUKIB Ta
BMKOHAaBLB Ta B PiBHi IX 4OXOA4iB.

- 3abesneyeHHs1 3HA4YHOI OLiHKM pori kepiBHMKa abo
KepiBHWKa, SKUIA 3AINCHIOE OLHKY, ¥ MPOLECI.

- 3amicTb noganbliMX 3anuTiB Ha KOpPUryBaHHSs
cy0’eKTMBHI acneKTu cnig BpaxoByBaTu BXe Mig vac
OLLiHKW KiNTbKICHMX NMOKa3HUKIB.

- EdekTuBHiCTL rpynn BnnvBae Ha iHOWBIOQyanbHi
MOKA3HWMKM TUX, XTO 3HAXOOUTBCA HA HMKYOMY PiBHi,
3aCTOCOBYHOYM 3MEHLUYBarnbHi (CyTTEBI) Baru.

- |HouBigyanbHi pesynbTaTu GiSNbHOCTI HE MOXYTb
ByTU «NigHATUMWY» pe3ynbTaTamm GiSNbHOCTI Fpynu
(opraHisauii), iHWMMK crioBamu, SKLWO pe3ynbTaTtu
OiSANbHOCTI  rpynM  NEepeBULLYOTb  pesyrbTaTu
iHamBigyanbHOT OLLiHKM, nepesary mae
iHOMBiQyanbHa ouiHKa (NpaBuIio 3aCTOCOBYETLCSA
AN nosuuin nig rpynosoto NoniTMKow BuHaropoan/
BMNIIMBOBUX OCID).

- MiHimizauia agmiHicTpyBaHHsS Ha nanepi.

This Policy shall establish the system of incentives, their  Lieto MoniTukotro BCTaHOBIOETHCS cuctema
types and amounts, structure of the bonus payments, marepianbHOro CTUMyNIOBaHHSA, BUOUM Ta PO3MIpH,
procedure for completing and submitting the respective cTpykTypa BUMNNaTU npemitoBaHHS, nopsgokK

documents, terms for the documents submission to the
responsible employees of the Remuneration and

OOpMIIEHHA Ta HafdaHHA BiAMOBIOHUX [OOKYMEHTIB,
TEepMiHM IX MoJaHHA BignosiganbHUM NpauiBHUKaM

Performance Management Department of HR YnpasniHHs 3 ynpaBniHHA BUHAropongoto Ta
Directorate, in order to calculate bonuses for the Bank’s pesynbTaTuBHicTIO LiSANbHOCTI nepcoHany
employees. HenapTameHTy ynpasniHHA nepcoHanom ans

HapaxyBaHHS Npemin npauiBH1ukam baHky.

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

byab-aki  OOKYMEHTW LWOAO OUiHKM  OiSnbHOCTI  Ta
mMaTepianbHOro  CTUMYIMIOBAHHA  MpauiBHUKIB,  LWO
cTBoptotoTeCs B baHky, abo rpynosi nonitukmn B BAT OTI
BAHK (YropwuHa), sk Monituka BuHaropogn OTP BANK
Plc. Ta BaHKiBCbKOi rpynu, AOMOBHIOOTL YMOBW L€l
MoniTnkn. YmoBM onnaTu npaui, WO BCTaHOBMEHi Yy
TPyAOBUX JoroBopax (KoHTpakTtax) Ta job-offers
npauiBHUKIB MaloTb HamBuLLmMi npioputeT. OKpemi ymMoBU
OLiHKM Ta MaTepianbHOro CTUMYIIOBAHHSA MpauiBHUKIB
MOXYTb BcTaHoBnoBaTucb BAT OTIN BAHK (YropLumHa)
3acobamy nowTu (B T.4. €ENneKTpoHHoi), abo B
po3nopsiAYO-perynaTMBHMX AOKyMeHTax baHky.

The process of target setting and performance
evaluation do not have contradict with the provisions

Mpouecu nocTaHOBKM Uinern Ta nigBegeHHs NiaCyMKiB He
MalTb cynepeuntn Bumoram KoopauHauinHoT Ta
ynpaeniHcbKoi noniTukn baHkiBebkoi rpynu OTI.

MoroaxeHo
14.01.2026

Cratyc oKyMeHTa ABTOp JOKYMeEHTa Galyna Leonidivha CHEMUS
[ata noromxeHHsi JOKyMeHTa
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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.

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.

CraTtyc fOKyMeHTa
[lata norogXeHHs1 JOKyMeHTa
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MoniTka B UINOMY € reHgepHo HenTpanbHow, baHk
OOTPUMYETBCSA  MNPUHUMNY  piBHOI  onnatM  npadi
npauiBHMKIB YOJOBIYOI Ta XiHOYOI cTaTi 3a piBHY poboTy
abo poboTy 04HaKOBOI LLiHHOCTI.

5. OcHOBHi BUAN MaTepianbHOro CTUMynOBaHHA
nepcoHany BaHky

Buau maTepianbHOro CTMMynoBaHHS NpaviBHUKIB:

- cucTeMaTWyHI (perynspHi) npemit 3a
pesynbTatammM poboTu 3a 3BiTHMIM nepioa (3a
Micsub, kBapTani 1.4.);

- BMHaropoja npauiBHMKIB 3a nigcymkamm poboTu
3a piK;

- npeMii 3a BWKOHAHHS 0OCOONMMBO BaXIIMBUX
3aBaHb.

6. OCHOBHi XapaKTepMCTUKU CUCTEMMU OLLiHKMN

AisanbHocTi nepcoHany BaHky
OCHOBHMMM  XapaKkTepucTukamm OLjiHKM
nepcoHany baHky e:

CcCncTemMu

6.1 €HicTb KOpNnopaTUBHUX Ta iHAMBIAYyanNbHUX Linen.
KopnopaTuBHi 3agayi kackagyoTbCs Ha BCi piBHi baHky.

lMocTaHoBKa Uine AN  HavanbHWKIB  ynpasniHb/
OVPEKTopiB AenapTameHTiB ronosHoro odpicy (FO) Ta
perioHanbHNX KepiBHUKIB NPOBOAUTLCA BiAMOBIAHO [0
cTparterii po6oTn baHky Ta ronoBHuX npioputeTis poboTu.
Ha ocHoBi BM3Ha4eHuX MpiopuTeTiB QOPMYIOTLCA Lini
ONA  KepiBHWKIB  HacCTYMHWUX PpiBHIB Ta  MiHIMHOroO
nepcoHany.

6.2 Npo3opicTb, ACHICTb.

[ae viTke ysiBNeHHSA Npo KpUTepii OLHKM Ta MexaHi3mu gil
cucTemm.

6.3 CnpaBegnmBicThb.

OUiHIOE BHECOK KOXHOFO B [OCATHEHHs1 3ararbHuX
KOpropaTUBHMX 3ajavy.

6.4 dndepeHuinoBaHicTb.

BpaxoBye HasiBHICTb pi3HKX rpyn 3 TOUKK 30pYy BMNMBY Ha
KiHLeBUIA pe3ynbTat GisHecy Ta 3abeaneyye BUHaroposy,
aflekBaTHy CTYNEHIO BNMUBY Ha KiHLEBUI pesynbTar.

6.5 MHy4KiCTb, CBOEYACHICTb.

ABTOp JOKYMeEHTa Galyna Leonidivha CHEMUS
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Takes into consideration the possibility of modification
depending on conditions’ changes.

6.6 Mutual
responsibility.

Bank managers’ and line employees’

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

fulfillment

bonus setting based on the results of the goals
evaluation.

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

Concreteness. Tasks should be concrete and clearly
formulated.

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

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

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

Aimed at term of performance.
performance should be specified.

The terms of

8. Main approaches as for the employees’
performance evaluation

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

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

KPI (key performance indicators) system —based
on the key performance indicators (KPI) defined

MoroaxeHo
14.01.2026

CraTtyc fOKyMeHTa
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BpaxoBye MoxnuBicTb Moaudikauii napameTpis/ OLiHKK
3anexHo Big 3MiHW YMOB.

6.6 CninbHa BignNoOBiQaNbHICTL KEPIBHMKIB Ta MiHIAHMX
npauiBHuKiB BaHkKy.

BigMoBiganbHOCTI Mi>K
nignernum 3a  KiHUEBWUNA

MNepenbavae po3nogin
KepiBHMKOM Ta  Rorofii
OOCSITHYTUIA pesynbTar.

7. OCHOBHi enneMeHTH
OCHOBHUMM eneMeHTaM1 CUCTEMMU OLLiHKM NepcoHany €:

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

BCTAHOBMIEHHA LUiNen 3 po3BUTKY Ha mnepioa
OLLiHKU;

3BOPOTHIN  3B'AI30K  Big  ©e3nocepegHbOro
KepiBHMKa NPOTAroM pOKy Y BiAMOBIOHOCTI OO
nepiognYHOCTI OLiHIOBaHHS NpaLiBHYKIB;
iHTepB’t0o 3 nigBedeHHa  nigcymkie  abo
iHpOpMyBaHHS MPO BUKOHAHHA MOCTaBAEHUX
3agad Ta uinew 3 po3BuTKy;
npemitoBaHHs  3a  pe3ynbTatamu
BUKOHaHHSA Linen.

OLliHKM

lHomBigyanbHi  3agadi, Ski ©e3nocepefHin  KepiBHUK
BCTAHOBIIIOE CBOEMY Nianerriomy, NOBWHHI BignosigaTtu
HACTYNHWUM OCHOBHUM XapaKTepucTukam:

KoHkpeTHicTb. 3agadi NoBUHHI OyTW KOHKPETHUMM, YiTKO
chopmynLOBaAHUMU.

BumiptoBaHictb. 3agadi mMatoTe 6yt BuUMipOBaHUMW,
MOBWHHI BYyTU BM3Ha4YeHi Ta dopmanisoBaHi NpuHUUNU
OLHKM PiBHA BUKOHaHHS 3adadi.

HocsxHicTb. 3agavi noBuHHI ByTn ambidinHumn, ane
OOCSDKHUMW, BPaxOBYHOUM pearibHy MOXIUBICTb, 3 Boky
Ak baHky, Tak i npauiBHUKa, [OCArHYTM GaxaHun
pesynbTar.

PeneBaHTHicTb. 3agadi MawTb OyTM peneBaHTHUMW,
TOOTO BpaxoByBaTW 30HY Bi4NOBiAaNbLHOCTI MpauiBHMKA.
OpieHTOBaHi Ha CTPOK BUWKOHaHHA. MatoTb
BU3HA4YeHi TEPMiHN BUKOHaHHS 3a4av.

oytn

8. OcHOBHi nigxoauM wWoOAO OUIHKM AIANBHOCTI
nepcoHany
Y bBaHKy 3acToCOBYHOTbCA HACTYyMHi BWAW  OLIHKK

OisiNbHOCTI NepcoHany:

1)3a 3aranbHobaHkiBCbkolo cucTemoro (Ha 6asi KPI/
OKR) 3rigHo 3 loaatkom 1:

cuctema KPI (key performance indicators)

0a3yeTbCsl Ha OCHOBi KITHOYOBMX MOKAa3HMKIB

ABTOp JOKYMeEHTa Galyna Leonidivha CHEMUS
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in accordance with the Bank’s development
strategy;

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

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

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

Criteria and periodicity of personnel’ incentives

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

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

The procedure of goals setting and performance
evaluation

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

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

The tasks set for the employee by his manager should
be necessarily to communicated to him/ her. If there

MoroaxeHo
14.01.2026

CraTtyc fOKyMeHTa
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edektnsHocTi (KPI), BU3HAYEHNX B 3aneXHOCTI
Big cTpaTerii po3BuTKy BaHky;

cuctema OKR (Objectives and Key Results)
0a3yeTbCs Ha Linsix, BCTAHOBINEHUX BiAMOBIAHO A0
ctpaterii baHky (Objectives), Ta ix Kr4YOBUKX
nokasHukax edpektmBHocTi (Key Results); OKR
BMCTYyNaloTb 06’ €QHYIOYUM LINTIbOBUM MOKa3HMKOM
ans koxHoi rpynn Key Results Ta He noB’sizaHi 3
BUMNIATO NpPeEMIl.

2)3a iHAMBiQyanbHOK CUCTEMOK — Ans MpauiBHUKIB
okpemux nigposginie 3rigHo 3 [Jopatkom 3. Cuctema
0a3yeTbCs Ha  OCHOBI  OUiHKM  iHAMBIgyanbHOI
€(eKTMBHOCTI B 3aMeXHOCTi Big HanpsMKy AissnbHOCTI
BaHky Ta go3Bonse eeKkTMBHO KepyBaTu, onepaTnBHO
pearyBatM Ta COpuaTW MNiOBULLEHHIO pe3ynbTaTiB
OiANbHOCTI.

Bunnata npemii Ha 06asi npoBegeHOi  OLiHKK
3[iNCHIOETBCS Ha NigcTaBi MOromkKeHb, SKi € MiacTaBoto
ANs NignMcaHHs Hakasy Ha BUnnaTty npemii i MoxyTb ByTu

HagicnaHi Ha  nmanepoBMx  Hocisx,  3acobamu
KOpPNopaTUBHOiI €MNeKTPOHHOI MowWTK/ PO3MilleHi Ha
KopnopaTuBHomy noptani abo y  BHYTpPILIHbOMY
KoprnopaTMBHOMY MporpamMHOMy 3abesnedeHHi Ans

OLIHKM OisiNbHOCTI.

Kpurepii Ta nepioguYHicTb
CTUMYJIOBaHHSA NepcoHany
MepioanyHicTe Ta poO3Mip perynspHoOro Ta pivyHOro
MaTepianbHOro CTUMYINIOBaHHA  npauiBHUKIB  BaHky
BM3HAYaloTbCA B 3aNeXHOCTI Bif HAaNpAMKY OisnbHOCTI Ta
3anmaHoi nocagw.

MaTepianbHoro

Ons npauiBHUKIB, AKi npemitoloTbCA 3a
3aranbHobaHkiBCcbkoto cuctemoro KPI, nepioam ouiHkm Ta
po3Mip npemii, WO 3anexuTb Bi4 BCTAHOBMEHUX
KoedilieHTIB npemitoBaHHS, AKi BigoOpaxatoTb
CNiBBi4HOLIEHHS 3MiHHOI i NOCTINHOT YaCTUHWN BUHAropoam
(npemii i nocagoBoro oknagy) 3adikcosaHi B Jlogatky 1
00 aaHoi MNonituku).

MopsigoK BCTAHOBMEHHA LUinen Ta niaBeAeHHA
niacyMmKkis

Mpn npwuiiomi Ha pobOTy HOBUX  MNpauiBHUKIB
Y3roaxXyetbcs  IHOMBIQyanbHUW nNNaH  MNPOXOOXKEHHS
BMNpOOyBanbHOrO TEpPMiHY [AONd HOBUX NpauiBHUKIB.
MMicna ycniwHOro npoXogXeHHs  BMNPOOYyBanbHOMoO
TepMiHy  nNpauiBHVKOM,  KEpiBHWMKOM  MPOBOAUTHLCH
MOCTaHOBKA Linewn Wnsxom iHTepB’to abo iHpopmyBaHHS
€I1eKTPOHHOI0 KOPNOpPaTUBHOKO MOLLTOH.

IHaMBIAyanbHi Uini pekoMeHaoBaHO BCTaHOBMOBATU Ta
y3rompKyBaTM 40O MoYatky 3BiTHOro nepiogy B
€NeKTPOHHOMY BUIMsiAi 3acobamm eneKTPOHHOT NOLTH.

Bapgadvi, Aki BCTAHOBIOE KEPIBHMK CBOEMY Miasnersiomy,
NMOBUHHI ByTn 06OB’A3KOBO [OBeAEHi A0 norofii Bigoma.

ABTOp JOKYMeEHTa Galyna Leonidivha CHEMUS

9 cTop.



©otp

MoniTMka Npo ouiHKy AiAnbHOCTI Ta MaTepianbHe cTuMynoBaHHA npauisHukiB AT «OTIT BAHK» /
Policy on the performance evaluation and the incentives for OTP BANK JSC employees

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

When the position of employee changes, business
goals plan should be changed and approved within ten
working days from the moment of appointment to the
new position done by the direct manager with the
obligatory approval of the next level manager (with the
position level not lower than B-1).

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

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

For employees of HO with the working place in the
Regional Directorate the individual Directorate’s tasks
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. KPls,
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.

(IC-1) 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 Finance Directorate, employees of Risk
Management division, etc.

MoroaxeHo
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Akwo Big npauiBHMKA He Hagxoawusno 3BOPOTHLOrO
3B’A3Ky MPOTArom 5-Tv poboumx OHiB, BBaXAETbCSH, LLUO
Lini BCTaHOBNEHi. Y BMNagKy HeOOCArHEHHs 3roau npu
nnaHyBaHHi 3agay Ha 3BiTHUI nNepiog abo Npu NigBeaeHHi
nigcymkiB, OO iHTEPB’I0 MOCTAHOBKWU Linewn/ niaBeaeHHs
NiACYMKIB 3anydatoTbCA KepiBHMK HACTYMHOro piBHS Ta
npeAacTaBHUK [lenapTamMeHTy ynpaBriHHSA NepcoHasioMm.
BoHM pobnsaTe BMCHOBKWU LWOAO0 MPUYMH HEOOCATHEHHS
3rogn Ta NPOMOHYIOTb LWNAXM iX BUPILLEHHSA. BMCHOBOK
KepiBHMKA HACTYMHOroO PiBHA € KiHLEBMM Ta He nignsrae
nepernagy.

Mpw 3MmiHi nocaam NpauiBHMKIB, SIKi BXe NpavooTb, NraH
BisHec-Uinen mae ByTn nepeyknageHu Ta y3rogxeHun
NPOTAroM AeCSITU POOOYMX AHIB 3 MOMEHTY NPU3HAYEHHS
Ha HoBy nocagy 6e3nocepegHiMm KepiBHWKOM 3
00OB’A3KOBMM  MOFOMKEHHAM  KEpiBHMKA HACTYMHOro
piBHSA (PiBHA HE HWx4Ye B-1).

lMnaHyBaHHA KepiBHMKOM Lifen npauiBHMKA MNOBUHHO
bGasyBaTnca Ha nocagoBux o0OOB'si3kax nignernoro,
nnaHax AignbHOCTI  nigpo3giny Ta 3agayax, wWo
BCTaHOBIEHiI Nigpo3ainy.

MocTaHoBKy/ OUiIHKY AISNbHOCTI MpauiBHWKa NPOBOAUTL
6e3nocepeHin kepiBHUK 3 06OB’A3KOBUM MOTOIKEHHSAM
KepiBHMKA HACTYMHOro piBHs (PiBHA He Hx4Ye B-1).

Onsa npauiBHukie TO 3 pobounm micuem B PerioHanbHin
Ouvpekuii HeobxigHo BpaxoByBaTu BMKOHaHHSA
iHOMBIAyanbHWX 3aBOaHb LWOA0 AiGNbHOCTI ANPeKLl.

Ons 3aranbHobaHKiBCbKOT cucTtemm OLiHKM
pekomMeHAoBaHO (ikcyBaTu uini y 6naHky 6isHec-uinen,
L0 BpaxoBYye piBeHb BMKOHAHHS KifNIbKICHUX Ta AKICHUX
3agad Ta Management Appraisal. Y bnanky 6i3Hec-Linen
BCTAHOBIIOKTLCA iHAMBIAyanbHi nokasHukn KPls, ix
LinboBi 3Ha4YeHHs Ta NuToMa Bara. Popmu GnaHkiB 3a
3anuToMm HagcunatTbca [denapTameHTOM ynpasniHHA

nepcoHanom abo  po3MiWylOTbCs B CUCTEMI
KOpnopaTUBHOI efIEKTPOHHOT OLLiHKN.
9. OCHOBHi ApUHUMNN npemitoBaHHA 3a

3aranbHobaHKiBCcbko cuctemoro KPI
9.1 3aranbHi NpMHLMNK

OuiHka 3a cuctemoto KPI (key performance indicators,
KMIOYOBUX  MOKa3HWKIB  e(eKTUBHOCTI) nondrae B
OUiHIOBaHHI  AisANbHOCTI  MNpauiBHMKA Ha  nigcTasi
BUKOHaHHSA HUM KiNbKICHMX Ta AkicHMx KPI.

(IC-1) KinbkicHi KPl BcTaHOBMOWTLCA Ha MigcTasi
NMoKasHWKIB, 3aTBepmKeHMX OtomkeToM. KoHTponb 3a ix
pOo3paxyHKoM noknagaeTbcsa Ha [JenapTameHT doiHaHciB,
npauiBHUKIB HanpsIMKy  OiSnbHOCTI YnpaeniHHA
pusnkamu, ToLo.
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Qualitative KPI can be set following two principles:

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

In general, the total recommended number of KPI that

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

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

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

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

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

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

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

- 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
100%);

- 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. Weight of indicators for
position under Group Remuneration Policy is described
in Appendix 2.

Strategic goals — Bank’s indicators, operation profit,
business KPI, etc. Each of strategic goal has its
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AxkicHi  KPI
NpUHUMNaMu;
Ha OCHOBi BUKOHYBaHUX (PyHKLiOHanbHNX 060B’A3KiB,
ane He oy6no4m iX NOBHICTHO;
Ha OCHOBI iHOMBIAyanbHO BCTAHOBMEHNX 3a4av.

MOXYTb BCTaHOBIIOBAaTUCb 3a [ABOMa

3aranom cymapHa pekomeHgoBaHa Kinbkictb KPI, wo
MoXe OyTuM BKIOYeHa OO Uinern npauiBHUKIB, CTAHOBUTb:
ONa  perioHanbHUX KepiBHWKIB Ta HavamnbHWUKIB
ynpaeniHb (auvpekTtopie genaptameHTie) O — He
Oinbwe 8-mu;
ONS HavyanbHWKIB ynpaBniHb perioHanbHoi Mepexi Ta
HavanbHukiB Biaainis MO — He Ginblue 6-Tu;
AN NiHiMHKMX NpauiBHUKIB — He Binblue 4-X.

KPI BCTaHOBNIOOTLCSA Ha nepiog ouiHoBaHHS. Mpu ubomy
pPO3paxyHokK KinIbKiCHNX KPI BiaOyBaeTbCs
HakonuyyBanbHMM NiACYMKOM 3a BCi NPOMiXHI nepioan
OUIHKN AianbHOCTI. AKICHI MOKa3HWKM pPO3paxoBYyHTLCS
OKPEMO 3a KOXXHWUI NPOMIKHUI nepiog,.

PexomeHgoBaHO 3acTocoByBaTW HACTYMHI acnektn i
NpUHUMNIM Npu poboTi cuctemm moTusaLii:

- $K YaCTWHa ABOPIBHEBOI CUCTEMM LiNen OAHaKOBI
MOKa3HUKM CTpaTeriyHoro 6roky MOBWUHHI  ByTK
3aCTOCOBaHi 00 BCiX 3anyyYeHux npauiBHUKIB
nigTpuMyoumnx nigpo3sainie, ans 6isHec-nigpo3ainis
MOXyTb OyTW BCTaAHOBMEHi cTpaTerivyHi bisHec-
MOKa3HWKM NS KOXKHOMO HanpsiMky.

- $§IK 3aranbHe NpaBWNO Bara OLIHKA KepiBHMKA B
iHguBigyaneHomy 6noui mae ctaHoButr 20%;

- MiHiMmanbHa Bara 0yab-sKOro nokasHmka CTaHOBUTb
5%, makcumanbHa Bara 30% (AKWO iHWe He
pekomMeHAoBaHo MaTtepuHcbKoo KOMMaHieto
(BaHnkom));

- KPiM KiNbKiCHMX NOKa3HWKIB Mae BYTU BCTAHOBMEHO
Xxo4ya 6 ogHe UinboBe 3aBAaHHS;

- [ONs 3aTpaTHMX MOKa3HMKIB B pasi NepeBuLLEHHS
NIaHOBOrO 3HAYEHHs BUNMata 3a MOKa3HWUK He
3picHIoeTbCSA (MiHiManbHui piseHb 100%);

- opHakoBi KPIs wmatTe Oyt 3 OfHaKoBUM
3Ha4YeHHAM nnaHy i OAHaKOBUM MiHiManbHUM
piBHEM 118 BCiX PiBHIB NpaLiBHUKIB;

- 3HayeHHs KPI noBMHHO OyTn BKasaHO OO TPETLOro
nopsaky ApoboBOro 3Ha4YeHHs (TUCAYHI).

Mpn pospaxyHKy npemii 3a 3BiTHUA nepiog Ang
npauiBHukiB BaHky (okpiM no3uuii nig rpynoBoto
MONiTUKOK BMHaropoau) BIACOTOK BUKOHAHHA Linen
pPO3paxoBYETbCA K CepefHEe apudMeTU4He 3HaYeHHS
BiJCOTKA BWKOHaHHS CTpaTeriyHUX Uinen Ta BigcoTka
BMKOHaHHS iHAMBIAyanbHUX Uinen. Bara nokasHukiB ons
nosvuin  nig  rpynoBol  MOMITUKOK  BMHaropoau
BCTaHoBfeHa y [logatky 2.

CrparteriyHi uini — ue 3aranbHOGAHKIBCbKi MOKa3HUKW,
onepauinHun npmnbyTok, 6i3Hec-KPI Towo. KoxHa i3
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evaluation weight. The total weight of strategic goals is
100%.

Strategic goals for employees, who receive an annual
bonus, should include RORAC+, unless otherwise
established in a separate Order signed by the Chairman
of the Board or specified in the individual bonus system.

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

Individual goals — individual KPI, individual tasks etc.
Each of individual goal has its evaluation weight. The
total weight of individual goals is 100%.

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

To count the performance of KPI fact value should be
higher than minimum level. If fulfilment higher than
minimum level the calculation of direct quantitative KPI
implementation is conducted as the ratio of actual value
and the planned one for each indicator separately and
conversely for indirect KPI. If fact value equal or lower
than minimum level KPI fulfiiment 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 — 100%
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-4) Control of the set parameters by the Parent Bank
for the positions under the group remuneration policy,
control of the set parameters for the other positions of
payments entrusted to employee of the Human
Resource Directorate.

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

These indicators’ calculation logic can be changed and
supplemented by the Order signed by the CEO.
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cTpaTeriyHuxX uinen mae csol nutomy Bary. 3aranbHa
Bara cTpaTeri4yHux uinen ctaHoBuTtb 100%.

CrpareriyHi Uini ona npauiBHUKIB, SKi OTPUMYIOTb PiYHY
BMHaropogy, obos’siskoBo BkMoyaloTb RORACH, gkwo
iHWe He BCTaHOBNEHO Yy okpemomy Cnyx6oBomy
po3nopsmpKeHHi 3a nignnucom Monoeu lMpaeniHHa abo He
BKasaHo Y iHAMBIQyanbHin cuctemMi npemitoBaHHS.
Mepenik cTpaTteriyHMx NOKa3HWKIB, ANs NIATPUMYOYMX
nigposainis 3aTBEPAXKYIOTbCS cnyxo6oBum
po3nopsimKkeHHsaM 3a nignucom Fonoswu MNpaeniHHA, a Ans
GisHec nigpo3ainiB  BCTAHOBMIOETLCA 3@  PiLLEHHAM
Kypytodoro YneHa [llpaBniHHA i bikCyeTbCa Yy 3BIiTHUX
BiZIOMOCTSIX.

IHamBigyanbHi Lini — ue inansigyanbHi KPI, iHgmBigyanbHi
3agadi Towo. KoxHa 3 iHguBigyanbHWX Linen mae cBoko
nuToMy Bary. 3aranbHa Bara iHAMBIAyanbHUX Uinen
ctaHoBuUTb 100%.

MuToMy Bary KOXHOIMO  MNOKasHMKa  BCTAHOBIIOE
Ge3nocepeHin kepiBHUK NpauiBHUKA PiBHSI HE HkYe B-
2.

[ns 3apaxyBaHHs BMKOHaHHS KPI hakTuyHe BUKOHaHHS
Mae OyTu BuMLe, HiK MiHiManbHUA piBeHb. 3a yMOBMU
BMKOHAHHS BULWE MiHIManNbHOro PpiBHA pO3paxyHOK
BMKOHaHHA npamux kKinekichux KPI nposBogutbcsa sk
BiOHOLWIEHHS (DAaKTUYHOrO 3HA4YEeHHS OO0 NITaHOBOro Mo
KOXXHOMY MOKa3HMKY OKpeMo abo HaBnaku A1 3BOPOTHIX
NoKasHUKIB. AKWO aKkTU4HEe 3HaYeHHs1 OOPIBHIOE 4
HWXKYEe HiXK MiHiManbHUA piBeHb BUKOHaHHS KPI
ctaHoBUTb 0%.

MiHimaneHun piseHb ans  KPI

nokKasHuka:

1) npami nokasHukn — 90% (gna KasHadenctsa/
MpuBaTtHoro 6aHkiHry YHI™ (4ncTi HoBi rpoLwi) - 60%)

2) 3BOpOTHI nokasHukn — 110%

3) nokasHuku 3atpat — 100%

4) gakicHi 3agadyi/ ouiHka kepiBHUKa — 0%

3anexuTtb Big TUny

Ona nosuuin nig rpynoBok MNOMITUKOK BUHaropoau
MiHiManbHWi piBEHb KPI BCTaAHOBIIHETHLCS
MaTepuHcbkMM BaHkom, Ans iHLWKMX No3uuin Moxe ByTu
BCTAHOBIEHWI/3MiHeHMIA  [onoBoto  abo  YneHowm
MpaBniHHS.

(IC-4) KoHTponb piBHA [OTPMMaHHS BCTaHOBIIEHUX
napameTpis MaTepuHcbkuMm BaHkoM Ons no3uuin nig
rpyrnoBoto NOJiTUKOIO BMHAropoau, KOHTPOIb
OOTPMMaHHS BCTAHOBMEHMX MapamMeTpiB Ans  iHWnX
nosuuin noknageHun Ha npauiBHUkiB [enapTameHTy
yrnpaBniHHSA NepcoHanom.

MigcymkoBun BigcoTok BuKoHaHHA KPI Bu3HayaeTbcs
LUMAXOM MEePEMHOXEHHSI OTPUMaHOro BigcoTka GoHyca
3a BukoHaHHA KPI Ha ioro nutomy Bary.

Jlorika po3paxyHKy UuX MOKasHMKIB MOXe 3MiHIBaTUCh
abo OOMOBHIOBATMCH CNYXXOOBUM pPO3MNOPSAIKEHHSM 3a
nignucom Monosu MNMpaBniHHS.
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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 KPls 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%).

MakcumaneHuin po3mip BigcoTka pgocsarHeHHs KPl 3a
3BiTHUI nepiog (MicAub, KBapTarn, TOWO) NPOTSAroM poKy
cknagae 100%, okpiMm  iHOMBIQyanbHUX  CUCTEM
MOTMBALLil.

MepeBukoHaHHs KPl moxnuee nuwe [ns KinbKiCHUX
nokasHukieB  gns GisHec-nigpo3aginie.  [Ons HUX
MakcMmanbHUM po3mip BigcoTka gocdarHeHHa KPI no
KOXXHOMY  KiNbKiCHOMY  MOKa3HWKY He  MOBUHEH
nepesuwysatn 120% (ond no3uudin nig  rpynoBoto
nonitukoto BuHaropoan - 100%).

Employee St;lactlzalc Individual block Fipejcese Crpaﬁrﬁ;:muu In,u.ualg,ny::hnuu
For positions under Grou i
Rempuneration Policy ° 100% 100% ﬁ::i:i?:?':\f:fr;f,ﬁgﬂam 100% 0%
Level B-1, B-2 (Support) 100% 100% Pigens B-1, B-2 (Support) 100% 100%
or o/

Level B-1, B-2 (Business- Retail or 120 o fqr Pigens B-1, B-2 (Business- Retail, . 1.20 %o ANA

) 100% quantitative - 100% KINBKICHUX
Corporate, Collection) indicators Corporate, Collection) noKa3HMKiB
The maximum amount of MakcumansHuit poamip
overfulfillment of cost indicators for 100% 100% nepeBHKOHaHHA NOKa3HWKIB BUTPaAT 100% 100%
all employees ANA BCIX NPALBHUKIB

RORAC+, DPD90+ return and the separate indicators
related to the risk portfolio quality calculation, coverage
and expenses’ budget implementation in different areas
have the maximum value of 100% in any period under
review. In case of RORAC+ the method indicated on the
CEO’s target sheet shall be applied.

(IC-2) Control for correctness of KPI setting and
evaluation performance of KPI entrusted to the
employee of the Human Resource Directorate.

9.2 Core principles of the incentive system

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

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

The criteria  of institutional-level performance
assessment are as follows:
- For credit institutions, group-level RORAC+
(risk-adjusted ROE/ER), C/I indicators,
- For investment fund managers, RORAC, and

C/l, Market Share indicators,
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RORAC+, DPD90+, a TakoX OKpeMi MOKa3HUKN,
NoB’sA3aHi 3 po3paxyHKOM SIKOCTi Ta MOKPUTTHA KpeauTHOro
noptdento abo BUMKOPUCTaAHHSM OlXKeTy BUTpaT B
Pi3HUX HanpsMKax, MalwTb MaKCMMarnbHUN pPo3Mip
BukoHaHHSA 100% y Byab-sikomy 3BiTHOMY nepioai. Mpu
po3paxyHky RORAC+ mae 3actocoByBaTUCb MeETOA,
3a3HadeHun B 6naHky uinen ansa Fonosu MNpaeniHHS.

(IC-2) KoHTponb 3a KopekTHiCTio BCcTaHoBneHHs KPI Ta
OLiHKOIO BWKOHaHHA MoOKNageHun Ha npauiBHUKIB
[enapTtamMeHTy ynpasniHHS nepcoHanom.

9.2 OCHOBHi NPUHLUNU CUCTEMU CTUMYNIOBaHHS

OCHOBHUM NPUHLIMNOM CUCTEMW BUMIPIOBAHHSA Ta OLLIHKK
pes3ynbTaTUBHOCTI € 3B’A30K BWHaropoAuM Ha OCHOBI
pe3ynbTaTMBHOCTI - 3 nomnepedHbol Ta MoAanbLUO
OLiHKOIO PU3UKIB - 3i CTYNEHEeM AOCArHEHHA CTpaTeriYHuX
uinen pieHa baHkiBcbkoi rpynu / BaHky / [oYipHbLOI
KOMMaHii B paMKkax ABOPIBHEBOI CUCTEMU BMMIpPIOBAHHS
e(PeKTUBHOCTI.

AKLIEHTYIOUM yBary Ha iHCTUTYUIRHUX Uinsx, ABOpiBHEBA
cucTeMa CrpUSiE YiTKOMY BU3HAYEHHIO Ta MOHITOPUHIY
npioputeTiB  Ta 3abe3neyye kpalwle BiOCTEXEHHS
iHOMBIAyanbHUX pes3ynbTaTiB OisNbHOCTI, TUM CaMuUM
noKpaLLytun FHYYKICTb cuctemu OLliHKM
pes3ynbTaTUBHOCTI.

Kputepiamu oLiHKM pe3ynbTaTUBHOCTI Ha iIHCTUTYLINHOMY
PiBHI € Taki:

- [na kpeantHux yctaHoB nokasHukn RORAC+ Ha
pieHi rpynu (ROE / ER 3 ypaxyBaHHsM puauky), Cl/I
NOKa3HUKN,

- [Ona meHepxepis iHBecTUuiiHMx ¢oHais, RORAC
Ta C/l, NOKa3HWMKM YaCTKU PUHKY,
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- For factoring companies, the indicators
measuring the success of collection,
- For leasing companies, the return on assets
(ROA).

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, the
exceptions to this rule are the managers providing the
internal control function.

In the case of heads of internal control functions and
positions of Information and Bank Security Directorate
(positios under the Group Remuneration Policy/
influence persons), only the RORAC+ indicator is
included among the institutional indicators.

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/
influence persons for internal control functions (risk,
compliance, internal audit) and positions of Information
and Bank Security Directorate, 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
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- [Ona dakTopuHroBMx KOMMaHIA MOKa3HUKYU,
BMMIPIOIOTb YCMiX iHKaco,
- [nsa nisuHroBMx KOMNaHin peHTabenbHICTb akTUBIB
(ROA).

CTpyKTypa MOKasHWKIB iHOMBIOYanbHOI UinboBOI yroau
BM3HA4YaeTbCA - Ha OCHOBIi  opraHizauinHux Ta
ekcnnyaTauinHMX npaeBui gaHoi KomnaHii - cdepoto
AisANbHOCTI  KOHTPONbOBaHOi obnacTi. NMpu nocTaHoBLUI
iHOMBIgyanbHMX Uinen cnig poknagatn 3ycunb  Wwob
BMKOPMCTOBYBATW MOKa3HUKM, OB'EKTMBHA BUMIPHICTb
AKMX NIATPUMYETLCH CUCTEMaMM KOMMaHil.
Y koni rpyn KepiBHMKIB Ta NpavuiBHUKIB, SKi NignagatoTb nia
Oil0 CUCTEMN BUMIPIOBAHHA Ta OUIHKM  AiSNbHOCTI
OOYIpHBLOI  KOMNaHii, BMMOrM 00 edEeKTUBHOCTI Ta
MOKa3HUKIB CUCTEMMN CTUMYITFOBAHHS MOBUWHHI BTN YiTKO
MoB'A3aHi NPSIMO YM OMOCEPEdKOBAHO 3 [OCATHEHHSIM
OYiKyBaHb, TaKOX BMKMAAEHUX Y UINAX KepiBHMKa, B
LUbOMY BMMAAKy KOMEHTapi LWoAo OUiHKW BMKOHaBYOroO
OVpPEeKTopa TakoX NMOBUHHI BigobpaxxaTncs B NOKa3HUKaX
HUXXYMX PIBHIB.

o

[HCTUTYUiNHI  NOKa3HWKM MOBWHHI  ByTM  PiBHOMIPHO
BKINIOYEHI Ha IHCTUTYLINHOMY PiBHi 4N BCiX KEPIBHUKIB Ta
MpauiBHWKIB, OXOMMEHMX [OBOPIBHEBOK  CUCTEMOIO
CTUMYIIOBAHHS, BUHATKAMW 3 LUbOro npasuna €
MeHemxepn, aki 3abesnevytoTe YHKLi0 BHYTPILLHBOMO
KOHTPOSIO.

Y BMNagKy KepiBHUKIB, SKi  BUKOHYHOTb  (PYHKLIT
BHYTPILLUHLOrO KOHTPOM Ta nosuuin [enapTameHTy
iHpopmauinHoi Ta ©aHkKiBCbKOi 6e3neku (nosuuin nig
rPYNnoBOK MOMITMKOK BMHaropogw/ BMAMBOBI ocobu) Oo
IHCTUTYUINHMX MOKa3HWKIB BKMIOYEHO INULIEe MNOKasHUK
RORACH+.

Y Bunagky npauiBHUKIB, Ha SKMX MNOLIMPHOETHCA
ABOpiBHEBA CUCTEMa BUMIpIOBaHHA pPe3yrnbTaTUBHOCTI,
pesynbTat¥ LiAnbHOCTI, WO pPO3paxoByHOTbCA AN1A
BUNNATH DoHycy, BU3Ha4alTbCA cepegHim
apuMeTUYHNM JOCArHEeHHS IHCTUTYLINHNX Ta
iHOMBIAyanbHMX Uinen, 3a yMOBW, WO LWOA0 AaHOro
MeHeKepa 4YM BUKOHaBLS, Bara MOKa3HWKIB Ha PiBHI
IHCTUTYUIN 3MEeHLYETbCA NapanenbHO 3MEHLLEHHIO PIBHS
yrnpaBniHHA Ha KOXXHOMY 3akrnagi.

[na nosuuin nig rpynoBok MOMITUKOK BUHaropoan/
BMNIIMBOBUX OCIO A8 (PYHKUIN BHYTPILIHBOrO KOHTPOI0
(PV3NK-MEHEMKMEHT, KOMMITAEHC, BHYTPIWHIN ayauT) Ta
nosuuin [enaptameHTy iHdOpMaLinHOi Ta 6aHKiBCbKOI
Ge3nekn, Npy BM3HAYEHHi pe3ynbTaTiB, MOB’A3aHUX 3
npaBoM OTpMMaHHsa GOHycy, Bara iHCTUTYUiHOro 610Ky
3aBXOM Hwxkya, 3abesnevytoum, wob (Hwx4ya) Bara
3acTocoByBanacb AN nocaj Ha OAMH PiBEHb HWXYe B
OpraHisauifiHii CTPYKTYpi B KOXXHOMY BMNaaKy.

9.3 NonaTkoBi napameTpu AnsA No3uLlin Nig rpynoBoto
noniTUKOK BUHaropoau

IHaMBIOyanbHi pe3ynbTaty OiSNbHOCTI HE MOXyTb OyTn
«NIAHATUMUY pesynbtatamu DisSiNbHOCTI rpynm
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group's performance is greater than the result of the
individual assessment, the individual assessment shall
prevail. In this case, the above-specified weighting is not
applied, with the proviso that in respect of the given
manager or executive, the weight of institutional-level
indicators decreases parallel to the decrease in
managerial level for each institution. Individual-level
targets comprise target tasks and competences. The
aggregate weight of target tasks — except for CEO of
credit institutions — is 80%. For the CEO of Banking
group credit institutions, this value is 90%.

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

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

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

The indicator called “Governance and risk culture" shall
be applied with a minimum weight of 5% for all identified
position subject to the personal scope of the Regulation,
except for CEO. In case of CEO the weight of this
indicator is 10%.

From 2026 “Prudent operation and pursuit of controls”
indicator will cease to exist.

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

a/ The indicators to be applied mandatorily according
to the request of OTP Bank Plc. - except for the
exceptional cases - shall have a uniform weight of
20% with the following distribution:

IPSPC action plan - except for the
exceptional cases — with the weight of 10%,
uniformly;

Adherence to risk appetite statements and
limits with the weight of 10%, uniformly.

b/ The indicators identified by the OTP BANK JSC
have 55% weight, uniformly, within including:
“Execution of the AMLA Project tasks”
uniformly have a weight of 5%.

¢/ The indicators to be applied mandatorily according
to the merged Environment Social and
Governance indicator and Social Responsibility
indicator (ESG - CSR) with the weight of 5% and
“Governance and risk culture” indicator with the
weight of 10% uniformly.

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

MoroaxeHo
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Cratyc goKymMeHTa
[lata norogXeHHs1 JOKyMeHTa

(opraHizauii), iHWWMMK cnoBamu, SHKWO pes3ynbTaTtu

AiANbHOCTI rpynu nepeBuLLyIOTb pesynbTaTtu
iHOMBIAyanbHOI OUiHKM, iHAOMBIAyanbHa oOuiHka Mae
nepeeary. Y  UbOMy BWMaAKy BuULle3a3HA4YeHe

3BaKyBaHHSI HE 3aCTOCOBYETLCS, 38 YMOBM, LLLO CTOCOBHO
[aHOro KepiBHMKa Y/ BUKOHABLIA Bara NOKa3HWKIB Ha PiBHi
IHCTUTYLIN 3MEHLLYETbCA NapasienlbHO 3HWXKEHHIO PiBHA
ynpaeBniHHA  ANna  KOXHOI  ycTaHoBW. Lini  Ha
iHAMBIOyanbHOMY PiBHI BKIOYAKOTh LiNbOBI 3aBOaHHA Ta
KoMneTeHUii. 3aranbHa Bara UiNbOBMX 3aBAaHb - KpiMm
CEO kpegntHux yctaHoB - ctaHoButb 80%. Ons CEO
BaHKiBCbKMX rpyn KpeauTHUX YCTaHOB U BenuyuHa
ctaHoBnTb 90%.

Bara komneteHuii - kpim CEO kpegntHux ycTtaHoB -
ctaHoBuTb 20%. [Ona CEO «kpeOuWTHUX YyCTaHOB
BaHkiBcbKoi rpynu ua BenvymHa ctaHoBuTtb 10%.
[AEHTMYHI NOKa3HMKM MOBMHHI OyTW BKIOYEHI Ha BCiX
PiBHAX NpauiBHWKIB 3 O4HAKOBMM MOPOrOM BMKOHAHHS Ta
NMOpOrom JOMycKy.

Cepen uimem Ha iHAMBIQyanbHOMY PpiBHi  LinboBe
3HAYEHHS KiNbKiCHNX NoKa3HUKIB NOBUHHO
BigoOpaxaTnca 3 TOYHICTIO 4O TPbOX 3HAKIB MiCNsi KOMMU.

[MokasHUK  «YnpaBmiHHA Ta  KynbTypa  PU3MKiB»
3aCTOCOBYETBCS 3 MiHiManbHOK Barotd 5% pansa BCix
ideHTMgikoBaHMX ocib, Ha SKMX  MOLUMPHETLCS
nepcoHanbHa ccpepa gii Monitnkn, 3a BuHATKOM CEO. Y
Bunagky CEO Bara Lboro nokasHuka ctaHoButb 10%.

3 2026 poky nokasHuk «PoscyonuBa pobota Ta

NparHeHHs 40 KOHTPOJIH0» HE 3aCTOCOBYETHLCS.

Y Bunagky kepisHuka Buworo pieHa (CEO) pgouipHix

KOMMaHin CTPyKTypa iHOMBIAyanbHUX MOKa3HUKIB €

HaCTYMHOIO:

a) lNokasHukK, siki 3aCTOCOBYHOTbCS B OBOB'A3KOBOMY
nopsagky Ha sumory OTP Bank Plc., 3a BUHATKOM
ocobnuemx BMNagkis, MatoTb BignosigHy Bary 20% 3
HaCTYMHUM PO3NOAiNoMm:

Mnan pin IPSPC - 3a BUHATKOM 0COGNUBUX
BUNaakis - 3 saroto 10%;

JoTpumaHHs 3a8B CXUNLHOCTI PU3NKY Ta MiMITIB 3
Baroto 10%, BignoBigHo.

6) MNokasHukn, BusHadeHi AT «OTI BAHK», matoTb Bary
55% BignoBigHO, BKNOYao4n:

- NokasHuK «BukoHaHHA 3aBaaHb npoekty AMLA» 3
Barow 5%.

B) MokasHWKM, SAKi 3aCTOCOBYHTbCS B 0OOB’SAI3KOBOMY
nopsiaky  BignoBiAHO [0 06’eQHaHOro  MokasHuka
CouianbHe cepefoBuLLe Ta ynpaBniHHA Ta NOKa3HMKa
KoprnopaTtuBHa couianbHa BignosiganbHictb (ESG-
KCB) 3 Baroio 5% Ta nokasHWK «YnpasniHHA Ta
KynbTypa pu3sukie» 3 Baroto 10%.

r) OuiHka kepiBHuKa 3 Baroto 10%.
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In order to support the AMLA project, a dedicated
indicator called "“Execution of the AMLA Project tasks”
is a mandatory KPI to be applied for the head of IT and
head of Compliance manager with the weight of 10%.

The application of a credit quality indicator is mandatory
for Credit Risk Officer, Chief Risk Officer, as well as
work-out manager and any person who is a member of
the Credit Committee of OTP Banking Group
subsidiaries, and any person who is part of lending
process.

In case of Credit Risk Officer, Chief Risk Officer and
workout leader the employer is responsible that this rule
shall be applied in the institute.

Green exposure on the asset side indicator shall be
applied in case of head of Corporate and head of Retail
of foreign institutes - except for OBU — with the minimum
weight of 5%.

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

The HQ Human and Organizational Development
Directorate/Performance Management Group consults
on the data content of the KPI library and the target
tasks with CEO, and the managers exercising the
owners’ rights as well as HQ professional areas,
whereas final approval requires a decision by the
Management Committee 15 days prior to the
Management Committee meeting discussing the
principles of the incentive system at the latest.

Approval of the KPlI library and the logical groups for the
current year falls within the competence of the
Supervisory Board.

The target values of institutional indicators and the
quantitative indicators featured in the individual targets
that are amended during the year may be incorporated
based on a decision by the Parent Bank’s Management
Committee under regulated frameworks, by 31 October
at the latest. The parent company’s HR Department/
Performance Management Group notifies subsidiaries

Cratyc oKyMeHTa MoroaxeHo
[aTta noromkeHHs1 JOKyMeHTa 14.01.2026

Ona nigtpumkn  npoekty AMLA, 3anpoBagkeHo
cneuianbHUN NOKa3HKWK Nig Ha3Bo «BukoHaHHSA 3aBOaHb
npoekty AMLA», Ta € o06oB’askoBum KPI, gkun
3aCTOCOBYETbCS A0 KepiBHMKa OnepauiiHoi AisnbHOCTI
Ta IT Ta KepiBHMKa [enapTamMeHTy KOMMMAaeHCy Ta
iHaHCOBOro MoHiTOpuHry 3 Baroto 10%.

3acTtocyBaHHs  MOKa3HMKA  KPeOUTHOI  SIKOCTi €
obos'aAskoBumM ans MeHemxepa 3 KpeaAUTHUX PUSKKIB,
[OrMoBHOIrO pU3NK MeEHedXepa, a TakoX AupeKTopa
HenaptameHTy 360py Ta BperynoBaHHA KpeauTiB, Ta
Oyab-akoi ocobu, sika BxoauTb Ao cknagy KpeawutHoro
KOoMmiTeTy AodipHix komnaHin OTP Banking Group, a Takox
Oyab-9ka ocoba, gka 6Oepe y4yacTb Yy MpOLECI
KpeanTyBaHHS.

Y Bunagky MeHemxepa 3 KpeauTHMX pu3ukie, OMOBHOMO
puU3MK MeHepkepa Ta avpektopa OenaptameHTty 36opy
Ta BperynoBaHHA KpeguTiB poboTogaBeub Hece
BiAMOBIJANbHICTL 3a 3aCTOCyBaHHA LbOrO MNpaBunia B
YCTaHOBI.

3eneHa iHiuiaTMBa CTOPOHM aKTMBIB 3aCTOCOBYETbCS Y
BUNagky kepiBHuka KoprnopatmeHoro 6i3Hecy Ta
kepiBHMka PosgpibHoro 6i3Hecy iHO3eMHMX yCTaHOB —
kpim AT «OTIM BAHK» — 3 miHimanbHoto Baroto 5%.

KinbkicHi noka3HukM 3aBaHTaxytoTbcs Yy Success Factor
HR Bigginom MaTtepuHcbkoro baHky g0 Tak 3BaHoi
6ibniotekn KPI, i 3aBgaHHsam uboro HR Bigainy € 36ip Ta
KOHcOMiAaLis NOKa3HKMKIB Bif BNACHWKIB AaHUX, 3a YMOBH,
LLIO Lii BNACHMKM JaHMX TaKOX Aal0Tb pekoMeHaaLii woao
LiNbOBMX 3Ha4YeHb AN KOXHOI opraHnisauii. BnactuBocrTi
KiNMTbKICHUX MOKa3HUKIB (BM3HAYEHHS, OAWHULUS BUMIpY,
BNacHWK [aHuX, MnaHoBa Ta akTu4yHa BenuyuHa)
BM3HA4alTbCHA BNacHukamu paHux. LlinboBi 3aBaaHHA
cnig  krnacudiikysaTu  3a  NOMYHUMKU  rpynamu,  sKi
CTBOPIOIOTLCA [lenapTamMeHToM ynpasniHHA NepcoHarnom
MatepuHcbkoro bBaHky Ta [upekuieto  ynpasniHHS
BaHkiBcbKoto rpynoto. Knacudikauia noriyH1MX nokasHukis
Ha NorivHi rpynu € BignoBiganbHICTIO BNACHUKIB AaHUX.
OupekTopat 3 opraHisauiiHoro po3BuTKy Ta ynpasniHHA
noacbKMMN  pecypcamu  ronoBHoro  odpicy/I'pyna
ynpaBniHHA NPOAYKTUBHICTIO KOHCYNbTYETbCA  LWLOAO
3MicTy gaHux Gibniotekn KPl Ta uinboBux 3aBoaHb 3
CEO, T1a wMeHemkepaMn, $Ki 34INCHIOWTL MpaBa
BNacHWKa, a TakoXx npodecinHnmMmn cdepamm rornoBHOro
odpicy, ToOi 9K OCTaTOYHE CXBaSleHHS BUMarae pilleHHs
KepiBHOro komiTeTy He ni3Hiwe HiX 3a 15 gHiB go
3acigaHHs KepiBHoro KOMITeTy, Ha AKOMY
00roBOpPOTLCA NPUHLNMM CUCTEMU CTUMYJTHOBAHHS.

CxBaneHHst 6Gioniotekn KPI Ta noriyHux rpyn Ha
NOTOYHMI PiK BXOANTb A0 KOMNETeHUii Harnagosoi paaw.

LlinboBi 3Ha4YeHHS IHCTUTYLIMHUX NOKa3HWKIB Ta KiNbKiCHI
MOKa3HWKW, 3a3HayeHi B OKpPeMuX Uinsx, A0 SKUX
BHOCATLCS 3MiHW MPOTATOM POKY, MOXYTb OyTW BKITHOYEHI
Ha  OCHOBI  pilleHHA  YnpaBniHCLKOrO  KOMITeTy
MaTepuHcbKkoro baHky BignoBigHO 4O pernaMmeHTOBaHuX
paMoK He ni3Hiwe 31 XXOBTHSA. YnpaBniHHA NepcoHanom
MaTepPUHCBLKOI KomnaHii/ Npyna ynpassiHHS
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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,

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

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

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

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

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

In the case of employees subject to the group
remuneration policy, eligibility for any deferred

MoroaxeHo
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CraTtyc fOKyMeHTa
[lata norogXeHHs1 JOKyMeHTa

NMPOAYKTMBHICTIO MWCbMOBO MOBIAOMMSAE  3auikaBneHi
OOUiIpHI KOMNaHil Npo Taki 3MiHM Ta iX BNAMB Ha Uini, a
TaKOX Ha opraHisauiiHi, ynpasniHCbki Ta noB'a3aHi 3
nocagamu CTPYKTYpU NoKa3HUKIB 3 METO0
NiaTBEPAXEHHS.

OcHoBM [Ons MpefcTaBfieHUX BULLE MpUHUMMNIB Ta
HanpsIMiB CTUMYJIOBaHHS 3aTBEPAXKYHOTbCSA 3aranbHUMM
36opamn MaTtepuHcbkoro baHky, npu LbOMY yKnageHHs!
MNCbMOBMX LINbOBUX Yrof Ha MOTOYHUM PiK MOXITMBO
nicns NPUAHATTS LMX OCHOB.

BuHaropoga 3a pesynbTatamu  AiANbHOCTI,  sika
MPUCYOXYETbCA  Ha  OCHOBI  OUiHKM  pesynbTaTiB
OiSINbHOCTI, paxyeTbCs Ha NPOMOPLiAHIA  OCHOBI 3
ypaxyBaHHSIM KOHTPObHOro nepioay:

TPY4OBI BiGHOCMHW, BCTAHOBIEHI MPOTSArOM POKY,

- 3aKiHYeHHS1 CTPOKOBOrO TPYAOBOro JOrOBOpY,

- 3BiflbHEHHs1 MpauiBHMKA Ha YyMOBax TPyOOBOro
3aKkoHoAaBcTBa YKpaiHu,

- MPUNUHEHHST TPYLOBUX BIQHOCKH Yy 3B'A3KY 3 BUXO40M
npauiBHMKa Ha NEHCIt,

- CMepTb MpauiBHUKa,

- MPUMNUHEHHS BIGHOCUH poBoTOAaBLEM 3 NMPUYNHM, LLO
MOB’sI3aHi 3 MOro QisNbHICTIO,

- nepeBegeHHs Ha poboTy / 3 pobOTK, BKIOYEHOI B
CUCTEMY 3a0XOYEHHS, i3 3ayBa)KEHHAM, WO KOMnu
nponopuiiHa cyma BuHaropogu 3a pesynbTatamu
JisANbHOCTI MeHLWa 3a aBaHc(n) 3a BuHaropoay 3a
pesynbTataMmn AiSnbHOCTI, BUMMAYeHUn NPOTAroM
POKY, NpaLiBHUK NOBUHEH Byae NOBEPHYTHU Pi3HNLIIO.

MpauiBHMK He Mae npaBa Ha BMHaropony, 3acHOBaHy Ha
pesynbTatax poboTu, SKLO BiH HE 3aAMAETbCSA XXOLHOK
poboyoto fianbHICTIO i, ogHoYacHo, He Gepe y4vacTi y

BUKOHaHHI NOCTaBfeHWxX Linen 4epe3 BIACYTHICTb
pesynbTariB.
3a BigcyTHOCTi  bakTUYHUX pesynbTaTtiB  poboTu

npauiBHUK He Mae npaBa Ha BMHaropogy Ha OCHOBI
pesynbTaTiB, HaBiTb AKLWO BiANOBIAHI LiNi Ha piBHI rpynu
BMKOHYIOTbCH, 3a paxyHOK 0AaTKOBUX 3yCUnb X Koner Ta
He3anexHo Bif iX y4acTi.

Y pasi npunvHeHHs poboTM B OUIHIOBAHOMY pOL
npauiBHMK Mae npaBO Ha BMHAropogy, 3acHOBaHy Ha
pesynbTartax poboTu, nuiie 3a kaneHgapHe niBpiyys, B
OCTaHHIN OeHb SKOro iCHYOTb TPYOOBI BIGHOCUHW, | AKLLO
Ha Ler OeHb npauiBHMK He 3BINIbHAETbLCA Big poboTw.
BukntoYeHHs Big BULLE3A3HAYEHOr0 MOXIMNUBI BUKITHOYHO
BignoBigHO pgo nonoxeHb [loniTMkn  BUHaropoau
BaHkiBCbKOT rpynu.

MpaBo Ha BuWHaropody, 3acHOBaHy Ha pesynbTaTtax
OiSANbHOCTI, NPUNWHAETBCA Yy BUMNAAKy, SKWO TpyOoBi
BIOHOCMHU MNPUMUHAOTLCA Nig Yac BMNpoOyBanbHOro
TepMiHy, abo 3a HeraH1M pilleHHsiM poboToaasusi, abo
AKWO Take TMPUMNUHEHHS 3YMOBIIEHE MNPUYMHAMM,
MOB’siI3aHUMU 3 NMOBEAIHKOI NpaliBHMKA.

Y BMNagKy NpauiBHUKIB, HA SKMX NOLUMPIOETLCS rpynoBa
noniTuka BMHaAropogu, NpaBo Ha OyAb-AKYy BiACTPOYEHY
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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
furthermore, if

company of the Banking group and,
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 CEO or the employee:

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

- fails to meet the criteria pertaining to suitability or

conformity.

the Supervisory Board of OTP BANK Plc. is authorised
to decide with regard to the clawback of performance-
based remuneration settled/paid out to the person
concerned in respect of a period affected by a
circumstance giving grounds for clawback.

Assessment of prudent operation

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

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

CraTtyc fOKyMeHTa
[lata norogXeHHs1 JOKyMeHTa

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

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

in the case of financial enterprises not classed
as asset management companies: for factoring
companies, continuous growth in the
accumulated recovery of the receivables
portfolio transferred to the factoring company;

MoroaxeHo
14.01.2026

YacTuUHY(-M) BUNNAT, 3acHOBaHWX Ha pesynbTaTax
OiSANbHOCTI, K We He Oynu cnnadveHi, CKacoBYETbLCH,
SKWO poboTta NPUNUHAETBCA OO0 OaTM MNpPU3HAYEHHS
BiCTpPOYEHOro BHeckKy. BiacTtyn Big BuwiesasHadeHOro
MOXXITMBUI BUKIMOYHO BigMOBIAHO A0 NMosioXxeHb [MoniTukn
BUHaropoaun baHkiBcbkol rpynu.

AKwo TpyaoBi BiAHOCUHU NPUNUHAIOTBCA B iHTEpecax Ta
3a iHiuiaTuBo poboToaaBus Yepe3 TPYAOBi BiAHOCUHM,
Wo matTb OyTn BCTAHOBMEHI 3 iHLWOK KOMMaHiet-
yneHom BbaHKIBCbKOI rpynu, i, KpiM TOro, SIKLWLO TPYAOBI
BIOHOCUHU NPUNUNHSAIOTLCA Yepes Te, Lo NpaLiBHUK CTaB
neHcioHepom abo SAKWO TPyAoBi BiQHOCWMHM MPUMNUHEHI
BHacnigoK CMepTi npauiBHMKa, NMpaBo Ha BMHaropoay,
3acHOBaHy Ha pesynbTaTax JLisnbHOCTI, BKMAKYaK4m
npaBo Ha BiOCTpo4uKy, 30epiraeTbCsi, a ouiHKa
pesynbTatiB poboTM Ta po3paxyHkM BigbyBaloTbCs
BiNOBIAHO OO0 3ararnbHWUX NpaBun.

Axkwo CEO abo npauiBHMK:

- 6paB y4yactb Yy Oyaob-skii  npakTudi, Ska
crnpuynHUna 3HauvHi 36utkn, Ta / abo
- He BignoBigae kpuTepiam npugaTtHocTi  abo
BiANOBIAHOCTI,
Harnsgoea paga OTP BANK Plc. ynoBHoBaxeHa
npunmatm pilleHHS oo BiALLKOAYBaHHSA
3aboproBaHoOCTi 3a BMWHaropogdy, Lo po3paxoBaHa/

BMNIIayeHa 3auikaBreHin ocobi 3a nepion, B Akomy Oynu
obcTaBuMHYK, WO Aa0Tb NiACTaBu Ans BigWKOAYBaHHS.

OuiHKa po3cyanueoi poboTu

MPUIUHATHICTL  BIACTPOYEHUX nNnaTtexiB Ha  PiBHI
BaHkiBCbKOI rpynn BU3HAYaETLCHA 3anexHo Big CTaHy
Kanitany Ta ouikyBaHux ciHaHcoBux pesynbTaTtis OTP
BANK Plc. Ta baHkiBcbky rpyny - Harnsgosow pagoto,
SIKa TaKoX MOXe NPUNHATM PiLLEHHSI MPO 3MEHLLEeHHS abo
BIOCTPOYKY  BMHAropoauM Ha OCHOBi  pesynbTaTiB
OiANbHOCTI.

Kputepii po3cyanuBoi  AisnbHOCTI  AOYIpHIX KOMMNaHIn
BaHky Ta BaHkKiBCbKOT rpynu:

-y BUNagKy 3 KpeguTHUMU YCTaHOBaMu, BUKOHaHHS
BMMOMM  WOAO0  AOCTATHOCTI  perynsatMBHOIO
KanitTany, He BpaxoBYyHO4YM 3aryyeHHs Kanitany,
34iNCHeHe ANna OOMNOBHEHHA KanitTany B poku nicng
POKy, L0 criyrye ocHoBot gnsi cnnatn (T + 1, T + 2,
T + 3, Ta iH.), @ TaKkoXX HaKOMMYEHi BUTpPaTK Ha PU3UK
LLIOAO LiNbOBOro NokasHvka B POKU Nicnsi poky, Lo
CNY>XUTb OCHOBOIO AN NnaTexy,

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

- Yy BUNAZKy diHaAHCOBMX MNIANPUEMCTB, SKi He
KnacugikytoTbCa K KOMMNaHii 3 ynpaBniHHA
aKTMBamu: Ons akTOPUHIOBMX KOMMaHin
MoCTilHe 3pOCTaHHA HAaKOMWYEeHOro CTATHEeHHSA
noptdens aebiTopcbKoi 3aboproBaHoCTI,
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In the case of leasing companies, the Stage 3
rate applicable to the entire portfolio.

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

Throughout the full outstanding period of deferral, the
impacts occurring in the meantime related to the activity
of the person under the scope of the Group
Remuneration Policy, must be assessed, and the
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 of the
Board of Directors based on the proposal of the OTP
BANK Plc.’s - 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
OTP BANK Plc.’s Chairman of the Board of Directors,
the OTP BANK Plc.’s CEO and the division heads) after
becoming aware of the positions of the

— Internal Audit Directorate,

— Compliance and Financial Monitoring Directorate,

MoroaxeHo
14.01.2026

CraTtyc fOKyMeHTa
[lata norogXeHHs1 JOKyMeHTa

nepegaHoro akTOPUHIOBIN KOMMaHii; y Bunagky
Ni3NHroBMX KOMMaHin, cTaBka 3 cTagii
3aCTOCOBYETLCS 40 BCbOro nopTdhens.

MonepenHs ouiHka pu3MKy MOBUHHA OyTW MpoBedeHa B
TOMYy poui, B sikomy Mae OyTu 3gificHeHa Bwunnara,
npoTtarom 45 gHIB nicns YeproBux 3aranbHUX 360piB, WO
3aKpmBaloTb poboUMIA pik, L0 Nepeaye poky, B SKOMY Mae
BiobyTMcs Bunnata. Ha nigcrasi piweHHs Harnsgosoi
pagu B TOMY poLi, B AKOMY Hanexutb BunnaTa, po3mip
BIONOBIOHOrO  BIACTPOYEHOrO0  BHECKy Moxe 6yTtu
3MEHLUEHUI, MOTEHLINHO 0 HynS.

[MpoTarom ycbOro HenoralwleHoro nepiogy BiACTPOYKM
MOBUHHI OYyTW OLiHEeHi Hacnigku, wWo Biabynucsa Tum
Yacom, NoB’s3aHi 3 AianbHICTI0O 0cobu B pamkax [pynosoi
NONITUKM BUHAropog, a TakoX OOUINbHICTb BiACTPOYEHOT
BMNNaTU BUHAropoam Ha OCHOBI pe3ynbTaTiB AisnbHOCTI.

Lono pgouipHix komnaHii baHkiBCbKOI rpynn, npaso
KePiBHUKIB Ta MeHexepis BU3HAYEHNX Ha
KOHCOMIAOBaHOMY pPiBHIi  Ha BIACTPOYEHi YaCTUHK

BMHAropogu Ha OCHOBI pe3ynbTaTiB AiSNbHOCTI, a Takox
po3Mip  Takoi  BMHaropogu  (BKIOYaluYM  HOpMY
MOTEHLINHOIO 3HWXEHHS) Bu3Hayae [onosa Pagu
anpektopis OTP BANK Plc Ha ocHoBi nponosuuii
"eHepanbHoro anpektopa OTP BANK Plc.

OuiHka iHOuBIAYyanbHUX PU3KKIB

CTocoBHO KepiBHUKIB, SiKi NignagaoTb nig Aito pynosoi
NONiTUKM BUHAropoau, NpaBo Ha BiACTPOYEHi BUNnaTn Ha
iHOMBIAyanbHOMY pPiBHI BU3HAYa€ETLCA Ha OCHOBI OLHKM
iHOMBIgyanNbHMX PU3UKIB, MOB’A3aHUX 3  AISNbHICTIO
3alikaBneHux ocio, SK Le A0KNagHO BUKNaOeHO HKYe:

- BWKOHaHHA 3000B’A3aHb, WO BUMIMBAKTbL i3
TPYAOBMX BIiOAHOCWH, OOTPMMaHHS 3aKOHOOABCTBA
YKpaiHu, WO 3acTocoByeTbCA OO poboTw,
HOPMaTUBHUX  OOKYMEHTIB,  BMKOHaBYMX Ta
yNpaBniHCbKNX IHCTPYKUIN Ta NpodecitHUX BUMOT,
LLIO 3aCTOCOBYIOTLCA 40 nocaau,

- BIQNOBIAHICTE OYiKyBaHHsM poboTodaBus  LoAo
ynpaBniHCbKOT NoBeaiHKN npauiBHKKa,

- ornaa poboTun 3auikaBneHux oci6 Ta
dyHKUiOHanbHMX obnacten (BUSBNEHHS CEPNO3HMX
NMOMMWINOK, 3MOBXWBaHb, HENMPaBOMIPHMX AiA 4K
HeJonikiB, pe3ynbTaTiB MNOTEHUIMHUX  LiNbOBUX
nepeBipok, 3aMOBINEeHnX YnpaBniHCbKUM
KOMITETOM).

OuiHka pusukiB, NOB’AA3aHUX 3 AiANbHICTIO BigNOBIAHNX
KepiBHMKIB BaHKiBCbKOI rpynu Ta MeHegxepis, Ta
pekoMeHaaLlis, WO rPYHTYETbCA Ha HWUX, MOBUHHI
BMKOHyBaTUCA npotdarom nepiogis T+1-T+3 (nepioais
T+1-T+4 gna Nonosu Pagu gupektopis OTP BANK Plc.,
leHepanbHoro pgupektopa OTP BANK Plc. i gns
KepiBHMKIB Nigpo3ainis) Anst no3uuin:
- [enapTamMeHT BHYTPILLHLOIO ayauTy,
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— IT and Bank Security Directorate,
— Legal Directorate,
— Collection and Work-out Directorate.

Based on the positions of the owner’s governing body
and the functional areas, the Parent Bank’s Human and
Organizational Development Directorate draws up a
proposal for the OTP BANK Plc.’s Chairman of the
Board of Directors, 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 based on the
proposal of the OTP BANK Plc.’s CEO.

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
and Organizational Development Directorate within 30
days of the annual General Meeting of OTP BANK Plc.,
but by 30 June at the latest.

Evaluation of indicators

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

Each year, the Supervisory Board approves

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

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

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

Within individual-level targets, quantitative targets are

assessed by taking the following into account:

CraTtyc fOKyMeHTa
[lata norogXeHHs1 JOKyMeHTa
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- [enaptameHT komnnaeHcy Ta  iHAHCOBOro
MOHITOPUHTY,

- [OenaptameHT iHgoOpMauinHOI Ta  6HaHKIBCbKOI
6esneku,

- OpuanyHuii genapTameHT,
- [enaptameHT 360py Ta BPEryntoBaHHSA KpeauTiB.

Ha ocHoBi nosuuii kepiBHOro opraHy BriacHuka Ta
PYHKLiOHaNbHMX nigposgainis, HupekTopaTt 3
OpraHi3auiiHOro po3BUTKY Ta YNPaBMiHHA IHOOCHKUMM
pecypcamn MaTtepuHcbkoro baHky cknagae nponosuiio
ana Tonosn Pagu gupektopis OTP BANK Plc., akun
NOTiIM MPUMMaE pileHHA Woao Bunnatu kowTie abo,
3anexHo Big 00CTaBWH, 3MEHLUEHHS BiACTPOYEHMX
nnaTtexis Ana ocib, BM3HAYEHWX Ha KOHCOMi4OBaHOMY
piBHi, Ha OCHOBI npono3uuii NeHepanbHOro AgupekTopa
OTP BANK Plc.

LLono kepiBHMKIB BaHKiB Ta kepiBHUKIB GaHKIBCLKUX rpym,
BignoBigHO A0 rpacpika BiACTPOYKK, 3auikaBrneHi ocobu
NMMCbMOBO NOBIAOMMSATECS NPO NPAaBO Ha PidHi BUNNaTu
Ta iXx po3mip 3rigHO 3 piweHHaM [wupektopaty 3
OpraHis3auiiHoOro po3BUTKY Ta YNPaBMiHHA FHOOCHKUMM
pecypcamu npoTtarom 30 gHiB nicns wopidHmMx 3aranbHuX
360piB OTP BANK Plc., ane He nisHiwe 30 yepBHs.

OuiHKa NoKa3HUKIB

LWoao uinen Ha iHCTUTYUiIMHOMY PiBHIi, 3aNpPoBaXyETbCA
Tak 3BaHuUi nokasHk RORAC+ Ha piBHi rpynu (ROE / ER
3 ypaxyBaHHAM  pU3WUKY), SKUA  [OMOBHIOETLCSA
nokasHukom C/I.

Lopoky Harnsgosa paga cxsanioe
- KOHKPETHi MOKa3HWKN BULLMX KEPIBHUKIB AOYipHiX
KOMMaHin, BU3HAYEHMUX Ha KOHCOMiJOBAHOMY PiBHI,
Ta XapaKTepUCTUKM LNX NMOKa3HUKIB,

- Tak 3BaHy "Oibnioteky KPI", cknageHy [pynoto
ynpaBniHHA  MPOAYKTUBHICTIO 3  ypaxyBaHHAM
pekoMeHpauii BnacHuka pJdaHux, us 6ibnioTteka
MICTUTb PIi3Hi AOCTYMNHI MOKa3HUKA AN KOXHOMo
cyb'ekta / ycTaHOBW, iX BW3HAYEHHS, @ TaKOX
OAMHULIIO BUMIPY Ta BACHUKIB AaHUX.

Y pamkax UinboBUX MOKa3HWKIB Ha iHAMBIAyanbHOMY
PiBHi, Y pasi AKICHMX UinbOoBUX 3aBAaHb, O4iKyBaHHS
MOBWHHI  OyTM BM3HA4YeHi B NUCbMOBIN  chopmi.
AHanoriyHMM 4YMHOM OLUjiHKa TaKoX MpPOBOAUTLCA B
NMMCbMOBIN  OPMi  Ha NOriYHIA  OCHOBI. BuKOHaHHSA
LiNnbOBOro 3aBAaHHS MoXe ouiHoBatuca Big 0% ao
100%.

B mMexax UinboBMX NOKa3HWKIB Ha iHAMBIAYanNbHOMY PiBHi
KifTbKICHI LinbOBi NOKa3HMKN OLHIOITLCA 3 ypaxXyBaHHAM
HaCTynHOro:
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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.

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 annual fulfilment value of the
indicator between the tolerance threshold and
100%, by taking actual efforts (or the lack
thereof) by the employee made to accomplish
the given quantitative target into consideration.
In the event of fulfilment equal to or above the
tolerance threshold, the assessing manager
shall justify the deviation decision in each case,
which justification, in the case of a foreign
Banking group subsidiary, must also be
approved by the Chairman of the governing body
of the company employing the given employee,
after the Chairman of the Board of Directors of
OTP BANK Plc. 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 based on the proposal
of the OTP BANK Plc.’s CEO.

For employees identified at the consolidated
level, the deviating assessments are submitted
to the Chairman of the Board of Directors of OTP
BANK Plc. by the Head of the Human
Organizational Development Directorate, based
on a preliminary examination of the compliance
of assessments based on the proposal of the
OTP BANK Plc.'s CEO. For employees
identified at the sub-consolidated and local level,
these are examined by the head of the given
subsidiary’s functional area serving an HR
function, and if deemed to be non-compliant,
they start consultation with the assessing
manager.

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

CraTtyc fOKyMeHTa
[lata norogXeHHs1 JOKyMeHTa

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

for the Private Banking aquisition NNM (Net New
Money) indicators, and the Treasury result, the
minimum level is 60%, the tolerance threshold is
90%

For inversely proportional indicators, the
minimum level is 110% and the tolerance
threshold is 105%,

For cost indicators, the minimum level is 100%
and the tolerance threshold is 100%.
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—[aHnn nokasHWK OUIHIOETLCHA 3a ABOMa MOPOroBMMMU
3Ha4YeHHAMM (NOpPIr BUKOHAHHS (MiHIManbHUA piBEHb),
nopir 4onycky).

—BukoHaHHA 3agaHOro MoKasHUKa HWXYe Mopory
BUKOHaHHS AopiBHIOE 0% BUKOHAHHS.

—BukoHaHHA MiX MOpPOroM BWKOHAHHS Ta MOPOrom
Jonycky aBnsie coboto pakTUYHY OLLIHKY NOKa3HMKA.

—Y pasi BWKOHaHHA, piBHOro abo 6inble nopory
OonycKky, MeHemkep abo KepiBHMK, SKUIA peanisye
npaBa poboTodaBusi, Mae MpaBO MPUNAHATK PiLIEHHS
NpO piYHE BUKOHAHHS NOKa3HMKa Mi>K MOPOroM JOMYCKyY
Ta 100%, 3 ypaxyBaHHAM [oKnageHux ¢aKTU4HuX
3ycunb  (abo iX BIiOCYTHICTb), CHAPAMOBAHWX Ha
OOCArHEHHS JaHOI KiNbKiCHOI LiNi, WO po3rnsiaaceTbes.

—VY pasi BUKOHaHHS, WO AopiBHIOE abo nepesuLLye nopir
OOMYCKY, OLIHIOYMIA MEeHeQKep 0OI'PYHTOBYE PilLIEHHS
NPO BiOXWMEHHSI B KOXXHOMY KOHKPETHOMY BUMAAKy, sK
OOrpyHTYBaHHS, Yy BMNagKy AOYipHbOI  KOMMaHii
iHO3eMHOI BaHKIBCbKOI rpynu, Take pilleHHs TakoX Mae
OyTV cxBaneHe rofoBOK KEPIiBHOrO opraHy KoMMaHii,
LLIO HanMaEe JaHoro npauiBHKKa, Nicnsa Toro, Sk Fonosa
Pagn gupektopis OTP BANK Plc. npunHsBe piweHHs
CTOCOBHO BCiX pilleHb WoJ0 BigXWUIeHb ANs KepiBHUKIB
Ta BukoHaBUiB OTP Ta govipHix koMnaHin, BU3Ha4YEeHMX
Ha KOHCOMiJOBaHOMY piBHi, Ha OCHOBI nponoawuuii
"eHepanbHoro anpektopa OTP BANK Plc.

—[0na npauiBHUKIB, BM3HAYEHMX HA KOHCOMILOBaHOMY
piBHi, BigXuneHHs OuiHKM nopgatoTbes [onosi Paawn
anpektopis OTP BANK Plc. kepisHvkoM [dupekTopaty
3 OpraHisauiiHoro po3BuTKY Ta ynpasriHHA NOACLKUMUY

pecypcamMm Ha OCHOBi nonepegHbOol MNepeBipKu
BIONOBIAHOCTI  OLHOK, Ha  OCHOBI  npono3uii
leHepanbHoro paupektopa OTP BANK Plc. Ons
npauiBHuKIB, iAeHTUdiKkoBaHUX Ha

CcybKOHCONIAOBAaHOMY Ta MICLEBOMY PIiBHSAX, OLHKM
nepesipsie KkepiBHUK yHKLiOHanbHOi obnacti gaHol
OOYipHbOT KOMNaHIT, Wo BUKOHYE (DYHKLIT ynpaBniHHA
nepcoHaromM, i SKLLO BOHM BBaXXalOTbCS TaKMMU, LLIO HE
BigNoBigaloTb BUMOram, NoYNHaOTLCA KOHCYmnbTauil 3
MeHeKepOoM, LLO MPOBIB OLiHKY.

[n§a KinbKiCHUX NOKa3HWKIB MeXi Aiana3oHy OLiHKW Taki:

LLIOAO 3aCTOCOBYBaHMX (MPAMMX) MOKA3HUKIB MoOpir
BMKOHaHHS (MiHiMarnbHUi piBeHb) cTaHoBUTL 90%,
a nopir gonycky - 95% y KoxHomy Bunagky,

Onst nokasHwukie lMpuBaTHOro GaHkiHry npuabdaHHSA
UHI (umcti HOBI rpouwli), i Ana pesynbTaTy
KasHauyenctesa MiHiManbHU piBeHb CTaHOBUTb
60%, a nopir gonycky - 90%

IOna  obepHeEHO  MpPOMOPUiIAHMX  MOKa3HMKIB
MiHiManbHui piBeHb cTaHoButb 110%, a nopir
ponycky - 105%,

[Ona nokasHukiB BUTPaT MiHiManbHUM piBEHb
ctaHoBuTb 100%, a nopir gonycky - 100%.
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- Superior manager / competence-based
assessment is carried out on a scale from 1 to 6,
where 4 represents 100% fulfilment.

Decisions and omissions not named in the employee’s
individual objective, but falling with the scope of
responsibility (tasks and powers assigned to the
affected manager or its organizational unit by
Organisational and Operational Rules (OOR), included
in the job description, tasks performed in connection
with committee membership, and powers ecercised), in
case of failure of measures required by control
functions, as well as the non-compliance with the
standards of conduct required by Code of Ethics, the
individual's annual total performance evaluation result
will be weighted by applying a multiplier of 0-1. based
on the decision of the Chairman of the Board of
Directors of OTP BANK Plc. based on the proposal of
the OTP BANK Plc.” CEO, furthermore in case of
Subsidiaries’ managers by employer except for CEO.
The manager exercising the employer's right is obliged
to justify if the final evaluation result differs from the
annual calculated (resulting from the evaluation of
institutional and individual objectives) performance in
case of the employee belongs under his/her control. In
the explanatory memorandum it is necessary to indicate
which of the measures or ethical expectations described
in the OOR, job description, requirements of the
committee, board tasks, collegiate or control functions
the identified employee did not comply with and in what
manner.

The above-mentioned reduction in employer evaluation
compared to the individual performance evaluation
calculated from the results of institutional and individual
evaluations must be applied taking into consideration
the following:

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

- Final evaluation reduction greater than 30%: a
significant business or reputational loss at Core
or Group level as a result of a decision or
omission made in connection with the
responsibilities, job title, membership of any
committee or management body by the Internal
Control Forum (ICF) in connection with a
reduction proposal made by the Internal Control
Forum (ICF) regarding the “Governance and
risk culture” indicator, or up to 100% withdrawal
in case of receiving a written warning or in case
of failure of measures required by control
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- OuiHka  KepiBHMKA/  OUiHKA  KOMNETEHTHOCTI
nNpoBOAMTBLCA 3a LWKanoto Bia 1 fo 6, ae 4 o3Havae
100% BWKOHAHHS.

PiweHHsa T1a  0Ge3pignbHicTb, He  3a3Ha4yeHi B
iHaOMBiQyanbHiN MeTi NpauiBHMKa, ane nignagarTb nig
cchepy BignoBiganbHOCTI (3aBAaHHSA Ta NMOBHOBAXEHHS,
noknageHi Ha BignoeigHoro kepiBHMka abo 1ioro
opraHisauiHun nigpo3gin OpraHizauiiHo-onepaTUBHUMHA
npasunamu (OOI1), BKNOYEHI 4O NOocagoBoil IHCTPYKLUT,
3aBOaHHs, SIKi BUKOHYIOTbCH Y 3B'SI3Ky 3 UNEHCTBOM Y
KOMITETi | MNOBHOBAXEHHAMW), Yy pasi HEBUKOHAHHS
3axogiB, WO BMMaralTbCA (QYHKUIAMU KOHTpOMo, a
TaKoX MOXNMBE HEAOTPUMAaHHSA CTaHAAPTIB NOBEAIHKM,
aki Bumararotbca Kogekcom ETuku, piyHWMIA 3aranbHui
pe3ynbTaT OUiHKM edheKkTUBHOCTI ocobun Byae 3BaXeHo i3
3acTtocyBaHHAM koediuieHTy 0-1. Ha nigcTaBi pilleHHA
lonoen Pagn ampektopie OTP BANK Plc. Ha OCHOBI
npono3auuii MeHepanbHoro aupektopa OTP BANK Plc., a

TakoX Yy BUNagKy KepiBHUKIB [OYipHiIX KOMNaHin
pobotogaBsuemM, Kpim [eHepanbHOro  gupekTopa.
KepiBHuk, skun  peanisye npaBo pobotoaasus,
30608B’A3aHun obrpyHTYyBaTH, AKLLO pesynbTart
NiOCYMKOBOI  OLLiHKM Bipi3HAETLCSA BiO piYHOI
pPO3paxyHKOBOI  (OTpUMaHoOi B  pe3ynbTaTti  OUiHKM
IHCTUTYLINHNX Ta iHOMBIOyanbHMX uinen)

pe3ynbTaTUBHOCTI, SKLWO MNpauiBHUK 3HaxoauTbCcsa nNig
MNOro KOHTpOMeM. Y MOsICHIoBanbHi 3anucui HeobxigHo
BKkasaTu, sKMx i3 3axopiB abo EeTUYHUX OuiKyBaHb,
onucaHux OO, nocagoBiu iIHCTPYKLii, BUMOrax KomiteTy,
3aBOaHHSX pagu, KonerianbHUX YU KOHTPOSIbHUX
dyHKUiAX, igeHTUdIKoBaHWA npauiBHUK He BUKOHYBaB i
SIKUM YMHOM.
BuwesasHauyeHe  3HWXKEHHS  OUiHKM  poboToaaBus
MOPIBHAHO 3 iHAMBIAYanbHOK OLHKOK edeKTUBHOCTI,
poO3paxoBaHOK 3a pesynbTataMy HCTUTYLINHOI Ta
iHOMBIgyanbHOI  OUiHKW,  cnig — 3acTtocoByBatm 3
ypaxyBaHHSIM HacTYyMHOro:
—  makcnmyM 30% 3MeHLLEHHS MiACYMKOBOT OLLiHKN:
Ha OCHOBI BMNUBY Ha eqeKTUBHICTb bi3Hecy
yepes piweHHa abo 6e3nisnbHicTb, 3pobneHi y
3B’A3Ky 3 060B’A3kaMu, MOCaAo0, YNEHCTBOM Y
Oyab-AKOMY KOMITETi UM KepiBHOMY opraHi, abo y
pasi HEBMKOHAHHA  3axofis, HeobXigHMX
YHKLISAMU KOHTPOII0, @ TaKOX Y pasi NOBeAiHKM,
sKka nopylye nonoxeHHa Kogekcy ETuku;

—  3MEHLLEHHS NiACYMKOBOI OLiHKK Binblue HiX Ha
30%: 3HauHi BTpaTh Ang GisHecy abo penyTauii
Ha piBHi OCHOBHOro nigpo3ainy abo BaHkiBCbKOT
rpynu B pesynbTarTi pilleHHs abo 6e3aisanbHOoCTI,
MPURHATUX y 3B’'A3Ky 3 o6OB’A3kamu, Ha3BOM
nocagu, YNeHCTBOM Yy Byab-9KOMY KOMITETI 4m
KepiBHOMYy opraHi ®POpymMOM BHYTPILUHBLOrO
koHTponto (ICF) y 3B’A3Ky 3 npono3uuieto woao
CKOPOY€EHHS, BHECEHO POPYMOM BHYTPILLHBOIO
koHTponto (ICF) woao nokasHuka «YnpasmniHHS
Ta KynbTypa pu3sukis», abo no 100% BigknunkaHHA
y pasi OTpMMaHHS MUCbMOBOMO MNOMepPeaXeHHs
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functions, or in case of an extremely serious
violation of the provisions of the Code of Ethics.

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

General rules for correction requests

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

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

a) Legislative amendment concerning negatively
affecting business expectations,

b) Extraordinary geopolitical circumstances,

¢) Natural disaster,

d) Effect of uncontrollable
fluctuations,

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

f) Pandemic situation,

g) Technical correction.

exchange rate

Within the frameworks of the annual, individual level
performance assessment, the head of Strategic and
Finance Division and the head of Human and
Organizational Development 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 Chairman of the Board of
Directors of OTP BANK Plc. based on the proposal of
the OTP BANK Plc.’ 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.

MoroaxeHo
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abo y pasi HeBMKOHaHHS 3axoAiB, HeoOXigHUX
KOHTpONMbHUMK  PyHKUisMKN, abo y  pasi
Haa3BMYaMHO CEPMO3HOIo NOPYLUEHHS MOMOXEHb
Kogekcy ETuku.
Mig yvac ouiHoBaHHA [onoBa Pagu gupektopis OTP
BANK Plc. cnoyaTKy OLiHIO€ 3aCTyMHUKIB reHepasnbHOro
anpektopa OTP Bank Plc. Ta kepiBHMKIB NepLIOro piBHS
OOMIpHiIX koMMNaHin BaHKIBCbKOI rpynu, NOTiM OLHIOETECA
HVXXYe KepiBHMLUTBO Ta NnpauiBHUKN.

3aranbHi npaBuna AnA 3anuTiB Ha KOPUTryBaHHA

3anuT Ha KOpUryBaHHSI MOKa3HUKIB OLiHKN eDEKTUBHOCTI
mMoxe ByTv nogaHum y 3B'A3Ky 3 HenepegbadvyBaHUMK Ta
06'eKTBHUMN OBCTaBMHaAMM.

O6cTaBMHamMK, €Ki MOXyTb BWKIMKaATKU MOTpedy vy
KOpUryBaHHi, MOXyTb OyTW, 30KpeMa, ane He BUKIIIOYHO,
HaCTYMHi:

a) 3akoHogaBya  MornpaBka, WO  CTOCYETbCA
HeraTMBHOIO BMAMBY Ha O4iKyBaHHs GisHecy,

b) HagssuuawnHi reononitnyHi 06¢cTaBuHN,

c) CTuxiviHe nuxo,

d) BnnvB  HEKOHTPONbOBAHUX KOMMBaAHb  KypcCy
obBMmiHy BantorT,
e) HapssuyariHe i oboB'a3koBe pilleHHSsI

MaTepuHcbkoro baHky, L0 BUHMKIIO HecnoaisaHo
B MpOUECi MMaHyBaHHsA, Ta siKe HeraTMBHO
NMo3HAYaETbCS HA BUKOHAHHI MIaHy,

f) Mangemiuna cuTyauiq,

g) TexHiyHe KopuryBaHHs.

Y pamkax LWOpPIYHOI  OUiHKM  edEKTUBHOCTI  Ha
iHOuBigyaneHOMY piBHi kepiBHUK Bigainy CtpaTteriyHoro
Possutky Ta ®PiHaHciB Ta kepiBHUK [upektopaty 3
opraHisauiiHoro po3BUTKY Ta YynpasniHHA OACLKUMU
pecypcamn (gani — [pyna 3 kopuryBaHHs) nicns
KOHCYmnbTauil 3 KepiBHUKOM nigposainy, LWo 3A4iNcCHI0E
npodecinHnii  Harnsg, MoOXyTb HadaTu pekoMmeHaauil

woao KOpUryBaHHS NMOKa3HUKIB €EKTUBHOCTI.
KopuryBaHHs MoXe  3acTOCOByBaTuUCsl  TilbkM 00
MoKasHWKIB, ouiHeHa  edgeKTUBHICTb  skux, 0e3

KOpUryBaHH{, He gocsrae nopory gonycky. OcrtatodHe
piweHHs  Kowmicii npunmaeteca [onosoo  Pagm
anpektopis OTP BANK Plc. Ha ocHoBi nponosuuii
"eHepanbHoro anpektopa OTP BANK Plc..

AKwo ouiHeHa ePeKTUBHICTb 3MIHIOETLCS Mif, Yac OLiHKK
3anuTy Ha KOPUryBaHHsI, HiSKMX NodanblUnX BiAXUIEHb,
NnoB'sA3aHNX 3 OOCATHEHHAM KpUTEpito edheKTUBHOCTI, He
NOBMHHO OyTn. Y UbOMY BMNagKy BigKOpUroBaHe
3Ha4YeHHs1  e(eKTMBHOCTI Ta  3aranbHOMPUAHATUIA
NMokasHWK edeKkTUBHOCTI 30iraloTbcs. TakMM 4YMHOM, B
UbOMY BWMAAKy KepiBHWUK, KWW peanisye npa.a
pobotogaBus, He MOXe 3acTOCOByBaTW mnojanblue
BiAXWMNEHHS.
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The correction may be initiated by the concerned
manager, or in case of Bank Group subsidiaries by the
manager excercising the employer’s rights, in case of
domestic subsidiary by the employer after obtaining the
support of the head of the division providing
professional management, with a detailed request
including justification forwarded to the head of the HQ
HR.

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

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

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

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

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

Rules on the settlement of performance-based
remuneration

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

MoroaxeHo
14.01.2026
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KopuryBaHHa mMoxe OyTu iHilinoBaHO BignoBigHUM
MeHemxkepom abo, y BuNagky [OYipHIX KOMMaHin
BaHkiBCbKOT  rpynu, MeHemKepoM, SKUA  pearnisye
iHTepecn poboTodaBud, y BWMAgKy 3 BHYTPILIHLOK
OOYIpPHBOI0 KOMMaHieto, poboTogaBLEM NICAS OTPUMAaHHS
nigTPUMKN  KEPIBHUKA Nigpo3ainy, skui 3abesnevye
npodpeciiHe ynpaBniHHSA, 3 AOKMNagHUM  3anuToMm,
BKIIOYAKO4M OBrpyHTYBaHHS, cnpsiMoBaHe kepiBHUKY HR
"onoBHOro ogoicy.

3anuT Ha KOpuryBaHHs HagaeTbca OO0 5 06epesHsa
HaCTYMNHOro LiNbOBOrO POKY.

KaHampaT Hagae NOACHEHHSA 40 NOAAHOro HUM 3anuTy Ha
KOpUryBaHHA B MUCbMOBOMY BuUrnsdi  (3acobamwu
BHYTPILLUHLOI E€MNeKTPOHHOI MOowWTK). Y MOACHEHHI YiTKO
BKa3yeTbCA MpUYMHA NOAAHHS 3anuTy Ha KOPUryBaHHS i
KITHOYMOBI MOKa3HUKM e(EKTUBHOCTI, Ha $Ki BNSIMHYNO
KopuryBaHHs. [iACHICTb Ta OOrpyHTOBAHICTb NOSACHEHHS
00 3anuTy Ha KOpUryBaHHsI MOBWHHI OyTW OGrpyHTOBaHI
aBTOPOM 3anuTy, B paMmKax $KOro MOXyTb OyTu
pPO3rNaHyTi TiNbkW Ti  nNpono3uuii, WO nigkpinneHi
uncdpamn Ta BignoBigalTb 3MICTy MMaHiB i haktam,
BPaxXOBYIOTb HENPSAMi HACMigKN 3anuTy Ha KOPUryBaHHS i
BPaxoBYIOTb BCi hakTopu, IO BNANBAIOTb HA BUKOHAHHS
nnaHie.

3anntn Ha KoOpuryBaHHS oOujiHIoOTbCA  Komicieo 3
KOpUryBaHHA mnicns npoBefeHHs 3aranbHux 36opis, Ha
SKUX 3aKpMBAETbCA OaHMK biHAHCOBUIM PiK, B pamkax
OUiHKN edpekTnBHOCTI. OLiHKa He NPOBOAUTLCSA NPOTATOM

POKYy.

Mpn BuNNati aBaHCOBOI BMHAropoau 3a BUKOHAHHSA
po60oTK, KOpUryBaHHA MOXYTb He BpaTtuca go yearu.

Lo cTocyetbcs  KpuTepiiB  po3cyanuBoi  poboTu
YyCTaHOBK, TO KOpuUryBaHHA OyayTe posrnagartucs
BIQNOBIAHO A0 BuMLe3a3Ha4YeHoi npoueaypu.

lpasuna po3paxyHKy euHaz2opodu 3a

pe3ynbmamamu dissnnbHocmi

IHamBigyanbHa edeKkTUBHICTb OLHIOETLCH ABiYi Ha pik Ha
OCHOBI MiBpiYHOro ¢pnew-3BiTy Ta piYHOro 3BiTY Ha
3aranbHux 36opax OTP BANK Plc., wo 3akpuBaloTb
OaHni pobouni pik.

Y BUnagky MeHeXepiB Ta KepiBHUKIB, AKi NignagatoTb nig
Ail0 rpynoBoi NoniTukn BuHaropoam BaHKiBCbKOI rpynu,
He Moxe OyTu 3dincHeHo nepegonnaty Ha 6asi niBpiYHOI
OLiHKN.

Y BuMNagky MeHeaxepiB Ta KepiBHUKIB BHYTPILLHIX
OOYIpHIX KOMMaHin, ¢ki nepebyBaloTb Mg NpAMUM
KOHTPOSEeM i He nignagatoTb nig gito Monitukn BUHaropog,
BaHkiBCbKOT rpynu, 3acToCcoBYETbCS (pikcoBaHa Ta 3MiHHa
BMHaropofa (sk npasuno, 60% dikcoBaHa YacTuMHa Ta
40% 3MmiHHa YacTuHa BUHaAropoan).

Y BuMNagky MeHedxepiB Ta KepiBHUKIB BHYTPILLHIX
OOYipHIX KOMMNaHin, ki nepebyBaloTb Nig NPsSMUAM
KOHTpONieM i He nignagatTb Mig rpynoBy MOMITUKY
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may be made in relation to the semi-annual
assessment. If total performance exceeds 50%, the rate
of the advance is 50%.

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

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

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

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

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

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

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

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

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

Cratyc oKyMeHTa MoroaxeHo
[aTta noromkeHHs1 JOKyMeHTa 14.01.2026

BuHaropof baHkiBCbKOi rpynu, moxe OyTu 3aincHeHa
nepegonnara 3rigHo 3 MiBPIYHOK OUiHKOK. AKLWO
3aranbHa edekTuBHICTL nepesuwye 50%, gons aBaHCy
ctaHoBUTb 50%.

IT-piweHHsa HR, moaynb SuccessFactors PM

Lini Ta 3aBgaHHA, WO IKCYOTbCA Ta OLHIOWTBCA B
moayni SuccessFactors PM (gani: SF).

LLlo cTocyeTbCcsa fOMipHIX KOMMNaHiN B paMkax baHkiBCbKOT
roynn OTP, To B cuctemi SF BigbGyBaeTbca npoLec
ynpaBniHHA  edEeKTUBHICTIO pobOTU nNpauiBHUKIB Y
HaCTynHUX cdepax:

— TMpauiBHUKM, Ha AKMX nowwmproeTbes [loniTuka
BMHAropogmn, BU3Ha4eHi Ha BCiX PIiBHAX, KEPIBHUKM,
Ha SKMX MOLUMPIETLCA MNepcoHanbHa cdepa Aaii
MoniTMkn  BMHaropoan, MeHemKepU  OOMipHIX
KOMMaHin (paHiwe nuwe KepiBHWKN, BU3HAYEHi Ha
KOHCOMIAOBaHOMY piBHi, | KepiBHMKM BigAainis
nigTpPUMKN),

— KepiBHukn piBHs B-1, Ha AKMX He MOLIMPHOETHCS
nepcoHanbeHa cdepa gaii MNMonitukn BuHaropoaw,

— KepiBHMkiB nepwworo piBHA NO3ULIA  AOMIPHIX
KOoMnaHin, ski nepebyeBalTb nig 6e3nocepedHim
KOHTpONiem, sKi He nignagatoTb nig aito Monitvkn
BMHaAropoau.

MeHeoxepn Ta  KEpiBHUKM,  3a3Ha4yeHi  HWK4e,
NPOAOBXYTb YyKNagaTu naneposi yrogu, ge dopma
OLiHKM pe3ynbTaTiB AiAnbHOCTI, cTBOpeHa B poboyomy
npoueci SuccessFactors, pogaeTbCs SK A0AaTOK.
IHaMBigyanbHUA OOCTYN A0 POPMU OLIHKM pesynbTaTis
pobOoTM HagaeTbCa MpauiBHUKOBI, KEPIBHUKY, SKUR
30INCHIOE OUiHKY, Ta KepiBHWUKY /[ KepiBHUKY, SKUA
3[iMcHIoe NpaBa poboToaaBLs.

BcTaHoBNeHHA iHCTUTYUIMHUX Uinen y cuctemi SF €
3aBaaHHAM MaTepuHcbkoro baHky, i BOHV peecTpyroTbCs
HR Bigainom MatepuHcbkoro baHky.

Mpn BM3HA4YeHHi LINbOBMX MOKa3HWKIB  BiAMNOBIAHI
MEHeIKepn Ta  KepiBHUKM  BUOWMpalOTb  KiMbKIiCHI
nokasHukm 3 6ibniotekn KPI, 3atBepmpkeHoi Harnagosoto
pagoto MaTepuHcbkoro bBaHky, ikcyroun  UinboBi
3aBOaHHA Ha  OCHOBIi  nepeniky  pekomeHaaLin,
NigroToBMeHNX PYHKUiOHaNbHUMN cthepamm
MatepuHcbkoro  baHky, gki  HagcunawTbCcsa 40
CYNPOBOKYOHOro  npauiBHMKa  OOYipHBOI  KOMMaHil
CYNPOBOIKYIOUMUM npawiBHUKOM HR Bigainy
MaTtepuHcbKkoro baHky.

CEO pouipHix koMnaHi BU3Ha4aloTb iHAMBIQyanbHi Lini
B chepax, Lo 3HAaXoA4ATbCA B iX YNPaBIiHHI, BUXOASUN 3i
CBOiX KOMMETEHLi, BU3HAYEHUX B OpraHisauifiHomy Ta
onepauinHoMy perrnameHTi, BUKOPUCTOBYIOYU CUCTEMY
SF.

OuiHka Uuinem nOTOYHOrO POKY MOYMHAETBCHA 3
CaMOOLiHKN, $IKa 3aTBEPIXYETbCA KEPiBHUKOM, SKUN
3[JCHIOE OLiHKY, Ta 3aBepllyeTbCcsi poboTOAaBUEM B
cuctemi SF.
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9.4 Characteristic of OKR

OKR-based system (goals and it's key result) is to
assess activiies of employee based on the
implementation of relevant OKR sets accordingly to the
Bank’s strategy.

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

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

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

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

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

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

- Approval of the proposed OKR makes by the
Management Board of the Bank.

- After approval of OKR, all
informed.

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

employees are

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

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

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

MoroaxeHo
14.01.2026

CraTtyc fOKyMeHTa
[lata norogXeHHs1 JOKyMeHTa

9.4 Xapaktepuctuka OKR

OuiHka 3a cuctemoto OKR (objectives and key results,
uinel Ta iX KIOYOBUX pesynbTaTiB) MOMsirae B
OUiHIOBaHHI  AisANbHOCTI  MNpauiBHMKA Ha  nigcTasi
BUKOHaHHA HuMm BignosigHux OKR, BcTaHOBMNEHUX
BigNOBIAHO Ao cTparterii baHky.

OKR BcTaHOBMOOTLCA ANS KepiBHUKIB piBHA B-1 i B-2 ta
AnNs iHWKX NpauiBHUKIB.

Mpouec BctaHoBneHHs OKR BigbyBaeTbes BignoBigHO
00 HaCTYMHOro anropuTmy:

- l[onoBa Ta Ynenu [lpaBniHHA LwWoOKBapTanbHO
BM3HA4alOTb CTpaTerivHi Lini.

- [paeniHHg 3 B-1 i B-2 (abo camocTilnHO) Ha
3acigaHHi, 6asyoumnch Ha pesynbTaTax nonepeHix
nigrotoBumnx 3ycrpiven BusHavyae OKR Ha kBapTan.

- 3anponoHoBaHi OKR Ta BignoBigHi iM KMOYOBI
nokasHukn (KR) BHocATbCcA fo 6naHky excel abo y
BiAANOBIAHIN cUCTEMI.

- 3BegeHi GrnaHkM HagcunarTbCs B €rEeKTPOHHOMY
BUrNsdi  3acobamy  enekTPOHHOI  MowTu Ao
[enaptameHTy ynpaBniHHA nepcoHanom abo
PO3MILLYIOTLCA B E€MNEKTPOHHIA CUCTEMi  OLHKM
nepcoHany gnga posrnagy MNMpaeniHHAM BaHky.

- 3atBepaxeHHs 3anponoHoBaHux OKR 3pgilicHioe
MpaBniHHAM BaHky.

- Micna 3atBepaxeHHa OKR
npauiBHUKMN.

- [licna  3akiH4eHHa  3BiTHoro nepiogy OKR
ouiHtooTbes lMpaBniHHaM baHky. BrnaHkn OKR i3
3adhikcoBaHMMN pesyrnbTaTamu BUKOHAHHA LUinen
HaaCUNalTbCA B €MEKTPOHHOMY BUrnsai 3acobamum
€neKTPOHHOI nowTn Ao [enapTaMeHTy ynpaBniHHA
nepcoHanoMm abo po3MillyOTbCA B €MNeKTPOHHIN
CUCTEMI OLLIHKW NepcoHany.

iHdbopmytoTbCA  BCi

3a piweHHsm Monoswu MNpaeniHHA noctaHoBka OKR moxe
OyTu Npu3ynMHeHa Ha NeBHWI Nepioa.

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

Po3paxyHok sk KinbkicHMX, Tak i akicHux KR BigbyBaeTbcs
32 KOXEH TMepioa OUuiHKM AianbHOCTI OKpemo (He
HaKoNU4yBanbHO).

Biocotok BukoHaHHs koxHoro OKR pospaxoByeTbcs sk
cepegHboapuMeTUyHEe BUKOHaAHHSA BIAMOBIAHWMX NOMY
KR, npu ubomy BCi KR (B T.4. KiNbKiCHi) po3paxoByOTbCS
3a nepiog, a He HakonuyyBanbHuUM nigcymkoMm. KR
BCTa@HOBIIOKTLCA K KpuTepii BukoHaHHs OKR.

B iHauBigyanbHUX BUNagkax, 3a pilUeHHSM KepiBHUKa,
KinbKicHi KR MOXyTb po3paxoByBaTUCb HaKkonuyyBasribHO
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if such results approved by the Management Board of
the Bank.

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

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

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

(IC-3) Control for correctness of the setting and
evaluation performance of OKR for employees is
entrusted to the Chairman of the Board, Members of the
Board, an employee of the Human Resource
Directorate.

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

Regular

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

Legend:

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

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

KE (Effectiveness) means the work efficiency indicator
of the Bank (depends on the results of the Bank's work,
the results of the work of various areas of
activity/structural divisions and the work of employees).
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
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CraTtyc fOKyMeHTa
[lata norogXeHHs1 JOKyMeHTa

3a YMOBM MOrOKEHHA Takmx pesynbTaTis lNMpasniHHAM
BaHky.

Po3spaxyHOK BWKOHaHHS KifnbKiCHUX i 4gkicHux KR
NMPOBOANTBLCS SK BiOHOLIEHHSA (PaKTMYHOrO 3HaYeHHsa OO
NIaHOBOro MO KOXHOMY MokasHuky KR i HaBnaku ans
3B0pOTHIX KR. PiBeHb BWKOHAHHS KOXHOMO MOKa3HMKa
MOXIMBUIA y gianasoHi Big 0% o 100%.

BaranbHuin  BigcoTok BMKOHaHHA OKR 3a kBapTan
pPO3paxoBYETLCHA AK cepefHboapudPMeTUYHE BUKOHAHHS
Bcix OKR, BCTaHOBMNEHUX Ha 3BITHWUI Nepioa.

BukoHaHHa OKR 3a pik po3paxoByeTbCA  §iK
cepegHboapudMeTnyHe BUKOHaHHS kBapTanbHux OKR
(nepiogn, konmm OKR He BCTaHoBMOBaNuUCb, He
BPaxoBYOTbCH).

(IC-3) KoHTponb 3a KOPEKTHICTIO BCTaHOBMEHHA Ta
ouiHkoto OKR ans npauiBHUKiB NoknageHui Ha Fonosy
MpaBniHHS, UneHiB MpaBniHHSA, npauiBHMKa
[enapTameHTy ynpaBniHHS NepcoHarnom.

10. MopspoKk po3paxyHKy perynspHux npemin 3a
3aranbHOOGaHKIBCbKOD CUCTEMOK  (MiCAYHMX,
KBapTalbHUX TOLL0)

Regular

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

Je:

PS (Position Salary) — nocagosun oknaj npadiBHuKa
CTaHOM Ha KiHeUb nepioay, WO OUiHIETLCA (Y IPH.).

BR (Bonus Ratio) — «koediuieHT npemiloBaHHA B
3anexHocTi Big4 Tuny nigpo3Ainy, nepiogu4HoCTi Ta
3anmaHoi nocagm 3 ypaxyBaHHSAM nepiogy npemitoBaHHs
(micaup, kBapTan Towo) (Qogatok 1).

KE (Effectiveness) - nokasHuk edekTnBHOCTI poboTu
BaHky (3anexuTb Big pesynbrtaTiB poboTtn baHky,
pesynbTaTiB  pobOTU Pi3HWX HanpsAMKIB  AifnbHOCTI/
CTPYKTYPHUX NiApo3AiniB Ta [AianbHOCTI MpauiBHUKIB).
3HayeHHs1 nokasHuMka Moxe OyTu pisHMM Anst PisHMX
nigposainis i 3aTBEPAXKYETLCA Cnyx60BuM
po3nopsimpKeHHaM 3a  nignucom [onoeu [MpaBniHHA
BaHky. Akwo iHwe He 3aTtBepakeHo Cnyx6oBuUM
posnopsampxkeHHsam, KE gopisHioe 1.0.

% — BiACOTOK BMKOHaHHSA Uinen. Metoguka pospaxyHKy
BiCOTKaA BMKOHAHHS Linen mMoxe 3MiHoBaTUCh 3rigHO 3i
Cnyx60BUM po3nopagKeHHAM, 3aTBEpPIKEHNM [[0N0BOIO
MpaBniHHS.

CuctemaTuyHi (perynspHi) npemii 3a
3aranbHODOaHKIBCLKOD ~ CMCTEMOK  PO3PaxOBYHOTLCS
nponopuinHO BignpauboBaHOMY yacy, Bunnara

3[IACHIOETLCS  KOXXHOFO  OCTaHHbOro pobo4yoro AHs
Opyroro micsauda nicns 3akiH4eHHs1 3BITHOro nepioay (3a
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evaluation results) together with a regular salary
payment for the respective month.

11. Annual
system)

bonus calculation (for bank-wide

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

Annual

ABR | x
bonus

KE | x| %

Legend:

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

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

Ke (Effectiveness) means the work efficiency indicator
of the Bank (depends on the results of the Bank's work,
the results of the work of various areas of activity/
structural divisions and the work of employees). This
indicator can be different for different units. It is
approved by the Bank’s CEO order. If other is not
approved by the order KE equals 1.0 by default.

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

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

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

MoroaxeHo
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YMOBUM CBOEYACHOI0 NOAaHHS iHdopmaLii no niggeaeHnm
nigcyMkam) ogHOYacHO 3 BUNnaToto 3apobiTHOT nnaTu 3a
BiAANOBIAHUI MiCSILLb.

11. Po3paxyHOK BMHaropoau 3a nigcymMmkamm po6ortum
3a pik (3a 3aranbHOGaHKIiBCbKOK CUCTEMOIO)

PoapaxyHOK CyMKn pivHOT npemii 34iMCHI0OETLCS 3rigHO 3
HaCTynNHOK (POPMYIOL0:

Annual

bonus =|PS|x

ABR | x | KE | X | %

Oe:

PS (Position Salary) — cepepgHin nocagoBui oknag
npauiBHvka 3a nepiog 3 01 ciyHa no 31 rpyadHs, y rpH.
PospaxoByeTbCsa Sk cepeaHe apudMeTUYHEe NOCagoBumX
oknagiB 3a 12 MicsuiB 3BIiTHOMO POKYy - Y pO3paxyHOK
OepeTbCsl OKkMag CTaHOM Ha OCTaHHE YMUCIIO KOXHOrO
Mmicsaus.

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

KE (Effectiveness) — nokasHuk edeKkTMBHOCTI poboTwu
BaHky (3anexwutb Big pesynbraTtiB pobotun banky Ta
pesynbTatiB  pobOTU Pi3HMX HaNpPsMKIB  OisinbHOCTI/
CTPYKTYPHMX MigpO3AiniB Ta AisNbHOCTI MpauiBHUKIB).
3HayeHHs1 nokasHuMKa Moxe OyTu pisHMM Ans Pi3HMX
nigposainis i 3aTBEPAXKYETLCA Cnyx60BuM
po3nopsimpKeHHaM 3a  nignucom [onoeu [MpaBniHHA
Banky. Akwo iHwe He 3aTtBepakeHo Cnyx60BUM
po3snopsampkeHHsam, KE gopisHioe 1.0.

% — BIOCOTOK BMKOHaHHA uinen. Metoguka po3paxyHKy
BiACOTKa BUKOHAHHSA UiNen MoXe 3MiHIOBaTUCh 3rigHO 3i
Cnyx60BUM po3nopagKeHHAM, 3aTBEpPIKEHNM [[0N0BOIO
MpaeniHHs.

BuHaropoga 3a  nigcymkamum  pobotm  3a  piK
pPO3paxoBYETLCA MPOMOPLIHO BignpauboBaHOMYy 4acy,
BMMMAYyeTbCA B 3aNexXHOCTI Big pe3ynbTaTiB gisfbHOCTI
BaHky, HasiBHOCTi Blo4XeTy Ta Ha niacTasi Haka3sy "onosu
MpaeniHHa BaHky Ta Harnagosoi paau baHky.

BuHaropoga 3a pesynbtatamum poboTu 3a pik Ans
npauiBHUKIB BUNMAYyeETLCA Ha HACTYMNHWUA piKk Micns
3BIiTHOrO, ane He paHiwe Hix Gyge npoBedeHa Bunnarta
piYHOI npemii npauiBHMKaM Mig rpyrnoBOO MOMITUKOK
BMHaropogu (y pasi ii noromkeHHa MaTepuHCbKUM
BaHkom).

12. MopspoK Ta NPUHUMNKU CUCTEMU iHAMBIAYanNbHOI
OLiHKM pe3ynbTaTiB AiANbHOCTI
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Individual performance evaluation system means an
employee’s performance evaluation based on the
fulfillment of quantitative goals and keeping the quality
standards.

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

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

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

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

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

Conditions for employees on the bank-wide KPI system

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

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

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

Cratyc oKyMeHTa MoroaxeHo
[aTta noromkeHHs1 JOKyMeHTa 14.01.2026

OuiHka 3a iHOWBiOyanbHOK CUCTEMOK MOMnsArae B
OUiHIOBaHHI  AiANbHOCTI  MNpauiBHMKA Ha  nigcTasi
OOCSITHEHHS HMM  KiNbKiCHUX 3aga4y Ta [OOTPUMMaHHSA
SAKICHUX CTaHOapTiB.

Cuctema iHAMBigyanbHOi  MOTMBaUii Moxe OyTu
BMNpoBafKeHa Yy HampsMKy npodaxy OaHKIBCbKMX
NPOAYKTIB, KasHayewncTBa, MOBEPHEHHSA npobnemMHol
3aboproBaHoCTi abo iHWOMY HanpsiMKy, pesynbTaTtu
pob0oTKn AKOro BNNMBaKTb Ha NpUByTOK BaHky.

Po3mip oTpumaHoi npemii 6a3yeTbcs Ha pesynbTarTi
iHOMBIgyanbHOI pobOTK NpauiBHWKa y 3BITHOMY nepioai:
ue moxe OyTu BMHaropoda 3a BiACOTOK yperyrnboBaHol
3aboproBaHoCTi, 3a o0bcar npogaxy nNpoAyKTiB,
pesynbTaTt TOpriBfi LiHHMMK NanepamMm Ta iHwWe.

CTBOpEHHS HOBOI ab0 BHECEHHSI 3MiH B YMOBW MOTOYHOI
iHOMBigyanbHOI  CUCTEMW  MpPEMIilOBaHHS  MOBWHHO
000B’sI3KOBO  Morofkyeatucb 3  [enapTameHTOM
ynpaBsniHHSA nepcoHanom 3 nigTBEPOXKEHHAM
edeKTMBHOCTI 3a AO0MOMOrOK MPOrHO3HUX PO3pPaxyHKiB
pesynbTatiB  ManbyTHbOI AiANbHOCTI Ta HagaHHAM
nnaHoBOro (poHAy NpeMitoBaHHS.

BeegeHHsa HOBOI iHOUBIQyanbHOT cuctemn abo BHECEHHS
3MiH [0 iCHy04OT cucTeMu Moxe ByTK peanizoBaHo Yepes
Hakas/ cnyxboBe pO3NOPsKEHHSA 3a  MiANMCOM
BiQNOBiAANbLHOrO 3a HanpsaMoK AianbHocTi  YneHa
MpaeniHHsa Ta/ abo Nonosu lMpaeniHHA Ta 060B A3KOBO
avpekTopa [lenapTaMeHTy ynpaBniHHSA NePCOHAoM.

13. YMoBM BKNIOYEHHA npauiBHUKIB [O CUCTEMM
MaTepianbHOro CTUMynOBaHHA

YMOBM Ons  npauiBHWMKIB  Ha  3aranbHOGAHKIBCHKIl
cuctemi KPI
O60B’aA3k0BUM ans HapaxyBaHHS i BUMNaTH
cuctemMaTUYHUX (perynsapHux) npeMin Ta BMHaropos 3a
nigcymkamn poboTu 3a pik 3a 3aranbHOOAHKIBCLKOH
cUCTEMOI0:

nocTaHoBKa Uinen Ta nigsefeHHs NiACYMKIB 3a 3BITHUN
nepioA, LLO OLHIETLCS;

AN BUNNATM  perynspHux  npemin  (MiCAYHMX,
KBapTanbHux) OOOB'A3kOBMI ©Oe3nepepBHUN CTax
po6oTu npauiBHuka B baHky He MeHLwe 3 micsauiB (AKWwo
iHwe He nepenbadeHo B nponosuuii no poboTi (job-
offer) abo koHTpakTi npauiBHuka). [lpn ubOMY,
pO3paxyHOK  perynspHoi  npemii  NpoBOAUTLCA,
NMOYMHaKUM 3 NOBHOro 4-ro BignpaLboBaHOro Micsus 3
Jatn npuriomy, MpPONopLUitHO [0 BiAnpauboBaHOro
yacy (3rigHO NOBHMX MicsLiB) Y 3BITHOMY nepiofi 3a
BMKIOYEHHAM BunpobyBanbHOro nepiogy. Bunnata
npemii 3a nepLi Tpu Mmicsui poboTn He 3AINCHIETLCS.
Bunnata npemin kepiBHukam piBHa B-1, B-2,
3actynHukam B-1 Ta kepiBHMKam Bigainis npsmoro
nignopsgkyBaHHa  [onosi  [lpaBniHHA,  YneHam
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When transferring Bank employee to any other
subsidiary company of OTP Group and vice versa,
calculating the amount of bonus is conducted at a
rate of total continuous service of the employee
within the OTP Group.

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

For the employees of the front-office of the Retail
Business division monthly bonus is paid every last
working day of the month which follows after the
reporting month, for the employees of the front-office of
the Corporate Business division, monthly bonus is paid
for the month following 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
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MpaBniHHsA, B-1 3giicHIOETbCA 3 MEepLIoro OHs Ha
nocagi B AT «OTI BAHK»;

Mpn nepeBepeHHi npauiBHuka BbaHky 00 Oyab-Akoi
iHwoi komnaHii 'pynn OTI1 Ta HaBnakK, 004YMCNEHHS
po3Mipy npemii Ta BUHaropog nNPOBOAUTLCA i3
po3paxyHKy cymapHoro 6e3nepepBHOro ctaxy pobotu
npadiBHuka B pamkax pynu OTI1.

OOOB’A3KOBOIO YMOBOK [AJI1 OTPUMaHHS Npemin Ta
BMHaropog 3a Oydb-gKow CuUCTEMOK MoOTMBaUil €
HasBHICTb TpyaooBMX B3aemoBigHocuH 3 baHkom abo
iHwoto komnaHrieto pynn OTI Ha MOMeHT Bunnatu
npemii abo BMHaropoaun. Y BunaaKy, Ko gaHa ymoBa He
BMKOHYETbCS, PIlIEHHA LWOAO 34iINCHEHHs BuNnaTtu
NpUMNMaeTbLeA BiOMNOBIAHO o iHOuBIQyanbHOro
noromxeHHs Fonosu MNpaeniHHs/YneHa MNpaBniHHS.

Onsa npauiBHMKIB OpoHT-0gicy HanpsiMky Po3gpiGHun
GisHec, BunnaTa LWOMICSAYHUX Mpemin BiaOyBaeTbCs
KOXXHOTO OCTaHHbOro pobo4yoro [AHA HacTymnHOro 3a
3BiTHUM MicAueM, Ans npauiBHUKIB  PPOHT-0dicy
Hanpsamky KopnopatmneHun 6isHec, Bunnarta LWoMiCAYHUX
npemin BiabyBaeTbCA Ha HACTyNHWA MicAub nicns
3BiTHOrO MicsAUs, ANS iHWWX KaTeropin npauiBHUKIB
TEPMiH BMNNaTV npemii BCTAHOBMEHUM Yy BigNoOBiAHMX
pernaMeHTyr4Mx JOKyMEHTax.

Y pasi nepeBegeHHs1 nNpauiBHUKIB Yy nigpo3anin/ Ha iHwy
cxeMy npemitoBaHHs/ nocagy 3 iHWOW nepiognyHicTio/
npoueaypor  MpeMiloBaHHA MNpeMis  HapaxoBYETbCSA
nponopuiHo o BignpauboBaHOro 4vacy (i3 pospaxyHky
aKTUYHOT KiNbKOCTI KaneHdapHUX [HIB) 3a KOXHUM
nepiog Npu HasiBHOCTI BUKOHAHHA OOOB’SI3KOBMX YMOB
BKITIOYEHHS MpauiBHUKIB OO0 CUCTEMM MartepianbHOro
CTUMYITHOBaAHHS.

Y Bunagky, Konu npauiBHUK MpauloBaB HEMNOBHWUA
pobouni OeHb, pO3paxyHOK nNpemii NpoBOAUTLCSA
NponopuifHO BignpauboOBaHOMY 4Yacy i3 pO3paxyHKy
aKTUYHOI KifTbKOCTi MOBHMX Ta HEMOBHUX KaneHaapHUX
OHiB nepeOyBaHHsA Ha nocagi (OKpiM NpavuiBHKKIB, B AKX
pO3Mip Npemii HanpsMy 3aneXxuTb Big ocobucToro bisHec
pesynbTary).

Y Bunagky gosrotpuBanoi (6inbw Hix 55% poboyoro
yacy 3a 3BiTHMM nepiog) BIOCYTHOCTI MpauiBHMKA
(xBopoba, 0COBMCTI MPUYMHM TOLWO), NPeMii NpaLuiBHUKY
He po3paxoBYOTLCA | HEe BUNMNaYyoTbes. [1pn po3paxyHKy
Yacy [JOBroTpuBarnoi BiACYTHOCTIi He BpPaxOBYETbCS
nepiog npoctoto, Mobini3auii, AeKpeTHOi BignycTku
npauiBHuMka (Bignyctka no Jgornagy 3a  AUTUMHOM,
niKapHAHWW MO BariTHOCTI i nororam), OCKiNbKM 3a Ui
nepiogm Npemisi He pO3pPaxoBYETLCH.

Mpu pos3paxyHKy npemin npaudiBHWka, Yy BuUNagky
HasiBHOCTi OHIB BiACYTHOCTI y nepiod MK AeKpeTHUMU
BignycTkamu (gHsMuM MoBinisauii/ npocToiB), AKWO nepiog
BigCyTHOCTI OyB ©e3nepepBHUN, i MpauiBHUK He
BMKOHYBaB NOCaZoBi 00OB’s13KM, BECb Nepiog BiACyTHOCTI
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during this period employee has working days — bonus
is paid only for these working days.

General bonuses conditions of bank employees

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

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

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

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

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

The bonus is paid depending on the budget availability
and based on the order of Bank’s Chairman of the Board
or acting the Chairman of the Board (in case of absence
the CEO).

The Bank may suspend bonus payment, decrease it's
size or base amount not only for certain employees but
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CraTtyc fOKyMeHTa
[lata norogXeHHs1 JOKyMeHTa

BBa)KAETbCS AOBroTPMBAOK BiACYTHICTIO NpeMis 3a uen
nepioa He HapaxoBYETbCA. AKLO Y NpauiBHWKa Yy BKa3aHi
nepiogn 6ynu poboui gHi — NpeMis HapaxoBY€ETbCA NuLLe
3a Ui poboui aHi.

3aranbHi YMOBM NpeMitoBaHHA BCiX NpaLuiBHUKIB BaHKy

Bunnarta 6yab-sikoi cMcTemMaTuyHol (perynsipHoi) npemii
npauiBHMKaM MPOBOAUTLCS TiNTbKM 3a TIE CUCTEMOLO, SiKa
BiOMOBiAae 3alMaHii HMM nocagi. AKWO npauiBHUK
JonyLUeHnI 40 BUKOHaHHS iHWKnX 06oB’sa3kiB abo nocaau,
pO3paxyHOK Npemii 3a LM BUKOHAHHSIM He MPOBOAUTLCS.

MpauiBHukam, ski nepebyBanum Ha nikapHAHOMY MO
BariTHOCTI Ta nonorax, BignycTui N0 A0rnsiay 3a AUTUHO,
y skmx 6ynu npocToi, ski 6ynu mobinisoani abo 6ynu
3BiNbHEHI/ NPUNHATI NOPSAKOM NepeBeaeHHs oo/ 3 byab-
akoi komnadii pynu OTI, npemii HapaxoBylTbCS
NponopuinHO BignNpaLbOBaHOMY 4acy i3 po3paxyHKy
daKTUYHOI KiNbKOCTI KaneHaapHUX AHiB NnepebyBaHHA Ha
nocagi B baHky.

Y pasi CyTTeBOro MOPYLUEHHA TPyaoBOI OUCLMNITIHK
(cbakt HesikicHoro abo HEeCBOEYaCHOro BMKOHAHHS
3aBAaHb, BCTAHOBMEHMX KepiBHMKOM, abo Ha nigcta.i
pO3nopsiAYO-pPeErynaTMBHOIO OOKyMeHTa (Hakasa,
PO3NOPSMKEHHS, NnaHa, rpadika BUKOHaHHSA pobiT abo
YMHHOTO 3aKOHOAABYOro/ HOPMATMBHOIO akTa)), NpaBuI
BHYTPILLHBLOrO  TPyOOBOro  po3nopsgky  (Tpyaosa
avcuunnida npauiBHUKIB pernamMeHTyeTbes [paBunamum
BHYTPILLHbLOrO TpyZdoBOro posnopsagky banky) 6e3
NOBaXXHMX MPUYMH, CyMa npemii Moxe 6yTu 3amiHeHa abo
ckacoBaHa B MOBHOMY 00cCA3i 3a  pilleHHAM
6e3nocepedHbOro KepiBHMKa npaudiBHuMka (B T.4. nO
KOprnopaTuBHIA MOWTi) Ta Ha nigcTasBi MMCbMOBOrO
OOI'pYHTYBAHHA  MOPYLWEHHS  3rigHO 3  YWHHUM
3aKOHOOABCTBOM YKpaiHM Ta 3a NOromxeHHsaM YneHa
MpaBniHHA — Kkypatopa abo [onoeBu [lpaBniHHA Ta
avpekTopa [lenapTaMeHTy ynpasriHHA NepCOHarnoM.

Akwo npunuHeHHs TPyAoBMX BIAHOCWH MoOB'A3aHe 3
BMXOLOM MpauiBHMKA Ha NeHcito abo cMepTio, NpaBo Ha
OTPMMaHHA npemii  36epiraetbca. AKWO  TPyOOBi
BIOHOCWHU MPUNUHEHO Y 3B'A3KYy 3i CMepTIo npaliBHMKa
abo y pasi cmepTi NpauiBHMKa, SIKU CTaB NEHCIOHEPOM,
npaBo Ha OTPUMaHHS nnaTexy 3a BigkIageHoH
yacTuHot 36epiraetbcs. OTpymaTty BMHaAropogy y pasi
3BEPHEHHSI MOXe cnagkoemeupb(ui), SKui/ski mMae/toTb
NpaBo Ha CnagLMHy 3rigHo i3 3aKOHO4ABCTBOM YKpaiHM.

3a ogvH i TOM camuii NPOMDKOK Yacy He Moxe OyTu
HapaxoBaHo Aekinbka BUAIB perynsapHUX npemin.

Mpemia BuNnavyeTbCcAa B 3anexHOCTi Big HasBHOCTI
GrooKkeTy Ta Ha nigctasi Hakasy [onosu [NpaBniHHSA
BaHky abo ynoBHoBaxkeHOi ocobwu (y pasi BiaCyTHOCTI
"onosw MNpaBniHHS).

BaHk Moxe Npu3ynuHATK BUNNaTy Npemin, 3MeHLlyBaTu
iXx po3mip abo 6GaszoBuiA po3Mip, SK OKPEMUM
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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 decision of OTP BANK
Plc can be determined additional positions) in the target
sheets necessarily set an indicator Superior's
evaluation or competencies evaluation.

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

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

15. Couching and feedback during the business year

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

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

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

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

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

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

Cratyc oKyMeHTa MoroaxeHo
[aTta noromkeHHs1 JOKyMeHTa 14.01.2026

npauiBHMKkam, Tak i nigposginy B uinomy. 3aByacHe
nonepemkeHHa npauiBHMKIB MNpO MOBHe/ 4acTKoBe
NPU3YNUHEHHA BUMNMNatM NpeMin He € OBO0B’A3KOBUM.
BkasaHi 3MiHM He po3rnagaroTbCs K 3MiHA CYTTEBUX
yMOB npaLii.

14. OCHOBHi NPUHLUUNN OLiHKU PO3BUTKY
KOMMeTeHLin

Ona MNpaeniHHa BaHky (3a piweHHam, BAT OTI BAHK,
YropwmHa MOXyTb BWM3HayeHi [oOaTKoBi nocagu) B
OGnaHky uinen ob60B’A3KOBO BCTAHOBMHOETLCS MOKA3HUK
OuiHka kepiBHUKa (Superior's evaluation) abo ouiHka
KOMMETEHLIN.

IHTEPB'I0 LWOAO0 aHani3y po3BUTKY BCiX KOPMOpaTUBHUX
KOMMeTeHLii NpOBOAUTLCA B HACTYNMHOMY 3a 3BiTHUM

poui.

Cepen KOMNeTEHUiN, WO OUiHEHi Ha HanHwk4mMi 6Gan
PEKOMEHAOBAHO BU3HAYMTU OOHY KOMMETEHLilo [0
poO3BUTKY, Sika Dyae po3BMBATMCS NPOTArOM HACTYMHOro

POKY.

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

MpoTArom poKy KepiBHUK Chigkye 3a BUKOHaHHAM
nignernMMn MNocTaBneHux uinen Ta uineh 3 po3BUTKY
KOMMETEHLINn MO KOHTPOMbHUM TOYKaM, aHarnisye
pesynbTatu, Ha4a€e KOXXHOMY NpauiBHUKY Ta OTPUMYE Bif,
HbOrO 3BOPOTHIW 3B’A30K.

Y Bunagky HeoOXigHOCTI KepiBHWK pas3oM 3 mignernvm
Koperye nnaH gin onsg OOCArHeHHs NocTaBreHnx Uinewu,
IHCTPYKTYE Ta HaB4ae nignernoro.

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

Mpemii 3a BUKOHAHHS1 0COBNMBO BaXXNMBOTO 3aBAAHHA Y
BUMMSA4i OOHOPAa30BOI BMHAropoAM HapaxOBYHOTbCA
npauiBHMKY Y BUNagky:
e BUKOHAHHSA BaXXNUBOI pob0TH, sIKy HEMOXNNBO Byro
3annaHyBaTu paHiwe;
e pearnisauig 3aBAaHb, NPOEKTIB, SIKi MalOTb 0COONNBO
BaXKnNuBe 3HaveHHs Ansa baHky;
e BUKOHaHHsS HenepegbavyeHUx nnaHamu CKagHUX
€KOHOMIYHMX, iHXeHepHUX abo iHLWKMX po3paxyHkiB,
LLO CTOCYIOTbCA AisnibHOCTI baHKy Ta BNnNnBatoTb Ha
NOTEHUINHWIA NO3UTUBHWUIA pe3yrnbTaTt 3 PiHaHCOBOI
Ta/abo opraHisauifiHOT TO4OK 30py Ta iH.

Cyma npewmii  BM3HavyaeTbCcd  iHAMBIQyanbHO, 3
ypaxyBaHHsaM iHaHCOBUX MoxnueocTteh baHky (B
Mexax OrokeTy BUTpaT Ha onnaty npadi) Ta moxe 6ytu
BMNNayeHa Ha niactasi Haka3y no baHky 3a HasiBHOCTI
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the structural unit head’s written substantiation (or in the
electronic approval system) of the necessity of bonus
payment and subject to approval by the Head of HR
Directorate, Chairman of the Board or Member of the
Board. The following payments are exceptions:
compensation of taxes withheld for the received gifts
(performed if there is approving of the Head of HR), the
compensation due to the untimely increase in salary or
incorrect calculation of premiums (carried out if there is
approving of manager with board level no lower than B-
2).

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

17. Terms of payment and responsibility

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

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

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

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

One version of original order is passed to Staff Payroll
Unit of Accounting and Statutory Reporting Directorate

MoroaxeHo
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CraTtyc fOKyMeHTa
[lata norogXeHHs1 JOKyMeHTa

MMCbMOBOrO  OBrpyHTyBaHHa  (abo B cucTemi
€MNEeKTPOHHOrO MOrOMKEHHS) KEepiBHUKA CTPYKTYPHOro
nigpo3ainy 3a noromkeHHAM aunpektopa [enaptameHTy
ynpaeniHHsA nepcoHanom, Fonoewu MpaeniHHA abo YneHa
MpaBniHHA.  BUWKMAOYEHHS  CTAHOBNATBCA  HACTYMHI
BMMNATK: KOMMEHcalis MoAaTKiB 3a OTPMMaHi NogapyHKu
(3mincHroeTbeA npu NOrOKEHHI anpekTopa
[enapTtamMeHTy ynpasriHHA NepcoHarnom), KoMneHcauis y
3B’A3Ky 3 HECBOEYACHUM MIQHATTSAM NOCaJ0BOro okKnagy
abo HeKOpEeKTHUM po3paxyHKoM npeMii (34iNCHIETLCA
Npy HasIBHOCTI MOrOMKEHHS KepiBHUKA PIBHA HE HUX4e
B-2).

Ona sunnatn npemii cknagaeTbcsa cnyxboBa 3anucka
abo cnyxboBa 3anucka y BHYTPILLUHEOMY
KOprnopaTMBHOMY MNporpamMHoMy 3abeaneyeHHi ans
OLHKWN AiSANIbHOCTI YM HagcunaeTbCcs MO KOpnopaTUBHIN
NOLLITI.

17. CTpoku BUNnaTu Ta BignoBiganbHicTb

Ons  po3spaxyHKy npemin KepiBHUKN  CTPYKTYPHMX
nigposainis nepefawTs A0 YNpasmiHHA 3 ynpaBniHHA
BMHAropogow  Ta  pe3ynbTaTUMBHICTIO  OiSANbHOCTI
nepcoHany [lenaptameHTy ynpaBfiHHA MepCcoHanomM
BIJOMOCTi, MOrofXeHi Ha nanepoBmx HoOCiAX abo B
nporpamHoMy 3abe3neveHHi KopnopaTuBHOT
iHdbopmauinHoT Mepexi/ abo KOopnopaTMBHOK MOLLTOH
ONnA  OUuiHKM [OiFnbHOCTI Yy BCTaHOBNeHOMY B baHky
nopsaky (NOroaxye KepiBHUK piBHA He Hwxk4de B-2 Ta
KepiBHUK piBHEM BULLE).

[Ona npauyiBHMKIB, 4AKi NpemiloTbCA  BigNOBIAHO OO0
3aranbHODOaHKIBCbKOI CMCTEMWM CTPOK nofadi 3BefeHux
BiJOMOCTEN MO perynsapHuM npemiamM — A0 KiHUs Micsaus,
HacTyrnHOro 3a 3BiTHUM, AN iHAMBIOyanbHUX CUCTEM
mMoTuBauii — 3a 10 poboumx AHIB OO KiHUA MicAus
HaCTYMNHOro 3a 3BiTHUM. AKLIO BiAOMICTb HEe Hadinwna B
poboTy BYacHo, Bunnara npemii Mmoxe b6yTn nepeHeceHa
Ha HacCTyMNHWI 3BITHUI Nepiog.

BignoBiganbHiCTb 3a cBOEYacHe Ta BipHE NoAaHHS AaHuX

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

KepiBHMKN CTPYKTYPHUX NiApO3Ainis.

YnpaeniHHA 3 ynpaBniHHA BUHAroponoto Ta
pesyrnbTaTUBHICTIO LisANbHOCTI nepcoHany
[enapTameHTy ynpaBniHHS NepcoHanoMm rotye Hakas npo
BMNNaTty npemin 3a nignucom Fonoswu [lMpaeniHHsa abo
YNOBHOBaXeHOi ocobu. OpHovacHo BignoBiganbHUN
npauiBHUK YnpaBniHHSA 3 ynpasriHHA BMHaropook Ta
pesynbTaTUBHICTIO  AiANbHOCTI  nNepcoHany BHOCUTb
HeobxigHi gaHi oo cuctemn SAP HR ons npoBeaeHHs
PO3paxyHKy.

OavH NpuMIpHUK opuriHany Hakasy nepegaeTbcs [0

Bigoiny pospaxyHkiB 3 nepcoHanom [lenapTaMeHTy
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not later than 5 working days before salary outpayment
or approved by qualified electronic signature (QES) on
accessible platform for HR Directorate and Staff Payroll
Unit.

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

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

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

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 (with changes)
in chapter 2. Section 1. (hereinafter referred to as
BRNBU No. 153).

Basic principles formation of remuneration policy

The Bank's remuneration policy and its implementation
should:

1) be aimed at ensuring sustainable development,
align with the Bank's strategy, contribute to the
functioning of a comprehensive, adequate and effective
risk management system and not encourage the
acceptance of risks that exceed the acceptable level for
the Bank;

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

The 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,
Cratyc oKyMeHTa MoroaxeHo
[aTta noromkeHHs1 JOKyMeHTa 14.01.2026

Byxrantepcbkoro obniky Ta 3BiTHOCTI He Mi3HiWwe Hixk 3a 5
poboumnx AHiB OO gatn Bunnatu 3apobiTHOI nnatn abo
MOroAXyeTbCsA KBanigpikoBaHMM €MNeKTPOHHVM MianMCcoM
(KEM) Ha cninbHin nnatdopmi gns [denaptameHTy
ynpaeniHHA nepcoHanomMm Ta Bigginy pospaxyHkiB 3
nepcoHarom.

BignoBiganbHicTb 3a cBoe4yacHy 00pobKy nopaHoi
iHpopmauii  Hece  YnpaBniHHA 3 ynpassiHHS
BUMHAropogow  Ta pe3ynbTaTUBHICTIO  AiANbHOCTI
nepcoHany [lenaptaMeHTy ynpaBsmiHHA nepcoHanoM 3a
YMOBM  CBOEYACHOTNO OTpMMaHHSA  iHdopmauii  Big
Bi4NOBIAANbLHOro KEpiBHUKA.

BignosiganbHicTb 3a cBOEYacHy BUMnaTy Npemin 3rigHo 3
Hakazamn Hece Bigoin pospaxyHKkiB 3 nepcoHanom
HenaptameHTy Byxrantepcbkoro obniky Ta 3BiTHOCTI 3a
YMOBU CBOEYACHOro MOAAHHS OOKYMEHTIB Ha BuNnaty
Bi4NOBIAHO 40 YMHHOI pefakuii «[pouenypu 34iNCHEHHS
HapaxyBaHb Ta YTpUMaHb, NOB’A3aHUX 3 PO3PAXYHKaMK 3
nepcoHanomy.

18. Bumoru oo nonoxexb i 3BiTiB Npo BMHaropoay
Ynenis lMNpaBniHHA Ta BnnuBoBUX oCi6 BaHky
sripHo 3  «[llonoxeHHsAM nNpo  NONITUKY
BUHaropoau B 6aHky», 3aTB. MM HBY Ne153 Big
30.11.2020 (i3 3miHamu).

Y uboMy po3fini TEPMIHW BXMBAKOTbCA B 3HAYEHHSIX,
HaBedeHuX y [MonoxeHHi Npo NONITUKY BWHAropogu B
BaHky, 3ate. MM HBY Ne 153 Big 30.11.2020 (i3 3miHamwn)
y nyHkTi 2. Po3sginy 1 (Hagani — NN HBY Ne 153).

OCHOBHi noniTUkKu

BUHaropoau

npuHuMnu  OpMyBaHHA

MoniTuka BuHaropoau B baHky Ta il peanisauig maoTb:

1) 6yTm cnpsimoBaHMMM Ha 3abe3nedeHHs cTanoro
pO3BUTKY, y3rofxyBaTucs 3i cTpaTterieto baHky, cnpuaTtn
YHKLOHYBaHHIO KOMMMEKCHOI, ageksaTHOI  Ta
edeKTNBHOI CUCTEeMU YMpaBMfiHHA puU3MKaMn Ta He
3a0x04yBaTU A0 MPUUHATTS PU3KKIB, AKI NEepeBULLYIOTb
ponyctumui ansa baHky piBeHb;

2) O6yTM reHOepHO HewTpanbHUMW Ta BU3HaYaTuCa 3
ypaxyBaHHAM HeobOXigHOCTi AOTPUMAaHHS  NpUHLMNY
pPiBHOI onnaty npaui npauiBHWUKIB YOMOBIYOI Ta XiHOYOT
cTaTi 3a piBHYy poboTy Y poboTy OAHAKOBOI LLIHHOCTI.

BusHauyeHHs Ta peanisauis nonitukn BuHaropoau B baHky
3[IACHIOETLCS 3 ypaxyBaHHsIM PoO3Mipy, OCOGNMBOCTEN
aisnbHocTi BaHky, xapaktepy 1 obcsriB 6aHKiBCbkMX Ta
iHWKX piHaHcoBMX nocnyr, npodino pusuky baHky,
CUCTEMHOI BaXXnMBOCTi baHky Ta gisnbHOCTi BaHKiBCbKOT
rpynu, Jo cknagy AKOT BXOOUTb BaHk,
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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, reviews
at least once a year and, in the manner determined by
it, evaluates and controls the implementation of the
remuneration policy, which must determine the criteria
for:

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

2) establishment of a 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;

3) application of the procedure for cancellation/refund of
accrued/paid variable remuneration for/in previous
periods.

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;

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

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) written notification to the Bank's shareholders (at
least once a year) and to the National Bank (at least
once a year and at its request) on the identification of
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OOTpUMaHHA/BUKOHAHHA cTpaTerii baHky, 6i3Hec-nnany,
OlopKeTy Ta Aeknapauii CXUNbHOCTI 40 PUSKKIB.

Mpouenypw, BM3HaA4YeHi NONITUKOK BUHaropoau baHky,
MalTb  OyTM  YiTKMMK,  3aJOKyMEHTOBaHMMKM  Ta
NpoO30pVMM, NErkUMn Ans po3yMiHHS Ta MOHITOPWUHIY
OOTPUMaHHS.

MoniTmka BUHaropoam BU3Ha4ae 3actocyBaHHA baHkom:

1) npakTvkn ikcoBaHOI BUHAropoau, sika He 3anexXuTb
Big dpiHaHcoBoro pesynbtaty baHky, 4OCArHeHHa uinen,
BMKOHAHHS MOBHOBaXeHb (YKIHOYaKun TaKy MpakTUKy
LLIOA0 HOBUX NpaLiBHUKIB);

2) npakTMkM 3MIiHHOI BMHaropoau 3a
HaOXoMKeHHA  (goxoau), CTpPoKM Ta
OTPVMMaHHS SKNX € HEBU3HAYEHUMU;

3) Bummatm B pas3i 3BiNbHEHHS [0 3’CYBaHHSA
e(eKTUBHOCTI QisANbHOCTI, HOCArHEHHS Linen, BUKOHaHHS
NMOBHOBaXEHb.

NMOTEHLiNHI
MNMOBIPHICTb

Harnsgosa paga baHky BM3Havae, 3aTBepaxye, He
pigle ogHOro pasy Ha pik nepernsgae Ta y BU3Ha4eHoOMy
Hel nopsagky 34iMCHI0E  OUiHKY Ta KOHTponb  3a
peaniszauieto NOMITUKN BMHAropoau, sika Mae BU3Ha4vaTu

KpuTepii ans:
1) BCTaHOBNEHHA  (pikCOBaHOI  BMHAropoan, sika
BigoOpaxkae piBeHb npodpeciiHoro  pgoceigy Ta

opraHi3auiHOl BignoBiganbHOCTI 3 ornsiay Ha nocagosi
000B’A3KM NpauiBHUKA;

2) BCTaAHOBIIEHHSA 3MIHHOI BMHaropoaw, sika Bigobpaxae
nocnigoBHe Ta BMBaXKeHe 3 ypaxyBaHHAM pu3nkiB BaHky
BMKOHaHHs 00OB'A3KIB, a TaKkoX pe3ynbrar, Lo
nepeBuLLlye BUMOTK nocagoBux 060B’s13KiB NpauiBHYKa;

3) 3acTtocyBaHHA MOPSIAKY CKacyBaHHA / MOBEPHEHHS
HapaxoBaHoi / BUNNa4yeHoi 3MiHHOI BUHaropoau 3aly
rnornepenHi nepioau.

MoniTuka BMHaropoam Ma€e MiCTUTU NOPSIAOK BU3HAYEHHS
0cib, npodecinHa AiNbHICTb AKMX Mae 3HAYHUIN BNINB Ha
npodine pu3auky baHky, Ta BKNoYaTN Taki NMUTaHHA:

1) BM3HayeHHs opraHiB ynpaseniHHa/  nigposginis/
nocagoBuMxX OCIO, BiAMOBigaNbHUX 3a BM3HAYEHHS1 OCIO,
npoecinHa AiANbHICTE AKX Ma€ 3HaYHWA BNMMB Ha
npodink pu3anky baHky;

2) BW3HAYEHHS SKICHUX | KiMbKICHUX KpuTepiiB Ans
BM3HA4YeHHs Ocib, npodpeciina AiANbHICTE AKMX Mae
3Ha4HWI BNNUB Ha Npodinkb pusuky baHky;

3) odopMneHHss pe3ynbTaTiB  BU3HAYEeHHA  OciO,
npodeciHa AiANbHICTE AKX Ma€e 3HaAYHWA BNIMB Ha
npodine pu3aunky baHky, 3aTBEepAXEHHS X nepeniky;

4) nepioguyHicTb (He pigwe opHoro pasy Ha pik)
nepernsgy nepeniky ocib, npodgecinHa QianbHICTb AKNX
Ma€ 3Ha4HUI BNNMB Ha Npodpinb puamnky baHky;

5) nucbmoBe noOBIQOMMEHHS akuioHepam baHky (He
piglwe ogHoro pasy Ha pik) Ta HauioHanbHomy BaHky (He
pigwe OoAHOro pasy Ha pik Ta Ha WOro BMMOrY) Mpo
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persons whose professional activities have a significant
impact on the Bank's risk profile and their list.

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 risk acceptance, the financial
results of the Bank's activities, compliance with the
capital adequacy and liquidity requirements.

The remuneration policy determines, taking into account
the requirements established by BRNBU No. 153, 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 BRNBU No. 153.

The Supervisory Board sets the remuneration of the
Chairman and Members of the Board, the head and
employees of the internal audit division, the chief risk
officer, the chief compliance officer.

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

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

Regulations on remuneration of Members of the Board,
influential persons (hereinafter - the provisions on
remuneration) describes the system of remuneration of
Members of the Board, influential persons.

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

1) determines the basic principles of the system of
remuneration of Members of the Board, influential
persons introduced in the Bank, components of
remuneration (introduction of only fixed remuneration or
combination of fixed and variable remuneration),
structure of such remuneration (types of fixed and
variable remuneration), criteria for determining the
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BM3HAYeHHs 0cCib, npodeciiHa [ianbHICTb SKUX Mae
3Ha4yHMI BNAMB Ha Npodinb pusnky baHky, Ta ix nepenik.

baHk Hapae iHdoOpMaUilo LWOAO BU3HAYEHHSA OCiO,
npodecinHa AiANbHICTE AKX Mae 3HaYHWA BNMMB Ha
npodine pusmky baHky, Ta nepenik Takux ocib
HauioHanbHoMy BaHKy Ha noro Bumory.

MoniTvka BMHaropoan Mae CTUMYySoBaTN YNEHIB OpraHis
yrnpaeniHHS, BNMBOBKX OCi0 AiATK B iHTepecax baHky Ta
He NpurMMaT HagMipHUX PUSKKIB.

MoniTuka BMHaropoAn Mae BU3Ha4YaTM  MNOPSOOK
NPUAHATTSA  piweHb nNpo Bunnaty/ BigcTpodeHHs/
3MeHLeHHs)/  ckacyBaHHS/ NOBEPHEHHSA 3MiHHOT

BMHAropoau, a TakoxX MOXe BU3Hayatv oopmMu BUNMIaTu
3MiHHOI BMHaropoaw.

baHk npuimMae pilleHHa WoAo BuANatuU  3MiHHOI
BMHAropoau 3 ypaxyBaHHSAM MPUNRHATUX BaHKoMm puaukis
i pesynbTaTtiB NPUUHATTA  PU3KKIB, iHAHCOBOrO
pesynbTaTty OianbHOCTI baHKy, 4OTPUMaHHSA BUMOT LWOO0
OOCTaTHOCTI KaniTany Ta 4OCTaTHOCTI NiKBigHOCTI.

MMoniTka BMHaropoaM BU3HAYae 3 ypaxyBaHHSAM
yctanoBneHux MM HBY Ne 153 sumor obcsr iHopmauii
Npo BMHaropogy, WO BKMAYAETbCA OO0 PIYHOro 3BiTY
BaHky. O6car iHdopMmaLii npo BuHaropoay, Wo niansarae
BKITIOMEHHIO OO0 pivyHOro 3BiTy baHKy, He Moxe OyTu
MeHLUMM, HixX ycTaHosneHo MM HBY Ne 153.

Harnsgosa paga baHky BCTaHOBNIOE PO3Mip BUHaropoau
Nonosu Ta YneHis MNpaBniHHSA, KepiBHUKA Ta npauiBHUKIB
nigpo3ainy BHYTPIWHBOro ayauTy, TOMOBHOTO PU3MK-
MeHexepa, roffloBHOMO KOMMNNaeHc-MeHeokepa.

[MpaBniHHA BCTAHOBIIIOE pPO3MIP BMHAropoau iHLWNX
npauiBHukiB bBaHky, £Kkwo iHwe He nepegbayveHo
3aKOHO4ABCTBOM YKpaiHu Ta/abo ctatytom BaHky.

18.1. Bumoru go nonoxeHb Npo BMHaropoay YneHis
MpaBniHHA, BNAAIMBOBUX OCi6 Ta BigoOpakeHHA iX B
pernameHTytounx aokymeHtax AT “OTIN BAHK”.

lMonoxeHHa npo BuHaropody UYnediB [pasniHHS,
BMIMBOBUX OCIO (gani — MONoXeHHs Npo BUHaropony)
onucye cuctemy BuHaropogu YnedHiB [paBniHHS,
BMIMBOBUX OCiO.

18.1.1. TlonoxeHHs npo BWHaropoay € BHYTPIWHIM
OokymeHToM BaHky, sakui:

1) BM3Hayae OCHOBHI 3acaau 3anpoBaxeHol B baHky
cuctemn BuHaropoam YnediB [paBniHHS, BRNMBOBUX
ocib, cknagoBi BUHaropoau (3anpoBamXEHHS nuLle
(ikcoBaHOI BMHAropoau 4Yu noegHaHHa ikcoBaHoi Ta
3MiHHOT BUHAropoAam), CTPYKTypy Takoi BuHaropoau (Bmau
dikcoBaHOi Ta  3MiHHOI  BuMHaropogm),  Kputepii
BM3HAYEHHs po3Mipy Ta/abo nopsgok po3paxyHKy
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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 about the incentive program for
Members of the Board, influential persons (if any), which
includes information on the conditions for monetary
and/or non-monetary incentives, and the causal link
between performance of work and the variable
remuneration of a member of the Management Board,
influential person;

3) contains the principles and parameters of the system
of non-monetary incentives (if the bank has such a
system);

4) contains information on additional retirement
payments (including cases of early retirement of
members of the Management Board, influential
persons) and the procedure for paying remuneration in
case of discharge of an employee before retirement (if
the Bank introduces such payments to Members of the
Board, influential persons);

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

6) determines the procedure for compiling, approving
and publishing the report on remuneration of Members
of the Board, influential persons (hereinafter - the report
on remuneration);

7) contains information

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

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

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

9) determines the procedure for partial payment,
deferral, reduction / cancellation of the variable
remuneration (its parts), including such a procedure in
the terms of contracts with Members of the
Management Board, influential persons if there is a
variable component in the remuneration structure;

10) determines the procedure for returning the paid
variable remuneration (parts thereof) by Members of the
Management Board and influential persons, and
including such a procedure in the terms of contracts with
them;
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po3mipy BuHaAropoanM (OKpemo LoA0 KOXHOro Buay
ikcoBaHOI Ta 3MiHHOI BMHAropoau), NOpPSO4OK OLHKM
BMKOHAHHS LMX KPUTEPIIB;

2) MiCTUTb iHGOpMaLilO WoAo Nporpamu CTUMYITHOBaHHS
UneHis lNMpaBniHHs, BNNMBOBUX OCi6 (3a HAsiBHOCTI), Aka
BKMOYa€e iHopMaLilo Npo yMOBM 3axofiB POLUOBOrO
Ta/abo HEerpowoBOro CTUMYMOBAHHA, | MPUYMHHO-
HacnigkoBOro 3B'A3Ky MiXK edeKTUMBHICTIO poboTu Ta
3MiHHOK BMHaropool 4neHa [lpaBniHHSA, BRAMBOBOI
ocobu;

3) MiCTMTb MpuHUMNM Ta napameTpu cucTemu
HerpoLoBOro CTUMYINIOBaHHA (3a HasaBHOCTI B bBaHky
Takoi cuctemm);

4) mMicTuTb iHdbopMaLLito NPO AOAATKOBI NEHCINHI BUNNaTy
(BKnoYa4M BUMAOKM OOCTPOKOBOIO BUXOAY Ha MEHCIH0
UneHis NpaBniHHA, BNIMBOBUX OCi0) Ta NOPAA0OK BUMMaTH
BMHaAropoau B pasi 3BiNbHEHHSA NpaLiBHMKa 0O BUXo4y Ha
neHcito (y pasi 3anpoBagxeHHs baHkom Takux Bunnat
Unenam lNpaBniHHA, BNNnBoBMM 0cobam);

5) BM3Ha4ae po3nofin MOBHOBaXeHb OO0 MPUNHATTS
piLLeHb NPO BUHAropoay;

6) BM3HA4Ya€ nNOpAAOK CKnaaaHHA, 3aTBepKeHHA Ta

ONPUNIOOHEHHS  3BiTY Npo  BuWHaropogy YneHis
MpaBniHHA, BAAMBOBMX oOcCi6 (gani — 3BT npo
BMHaropoay);

7) MicTUTb iHdOpMaLito WoJo

nonitTMkn baHky CTOCOBHO CTpPOKY Aii A40roBopis
(koHTpakTiB) 3 YneHamu [NpaBniHHA, BNAMBOBUMMU
ocobamu (nucbmoBi TPyQoBi Aorosopm
(kOHTpaKTK) yKknagawoTbCcs y BUnNagKax
BM3HaYEHUX 3aKOHOOABCTBOM YKpaiHu),

Ta BKIMIOYEHHSA OO TakuMx OOroBopiB (KOHTPakTiB)
YMOB MpO BUMNMATK 3i 3BiNlbHEHHS (3a HAasiBHOCTI);

8) micTuTb iHdopMaLito Npo NOpAJoK i YMOBM BUMNATH
BMHaropoaun, c¢opmu BuNnatu BuHaropogu (rpowmma/
HErpoLLOBMMUW iIHCTPYMEHTaMM) Ta CTPOKM BUNNATY;

9) BU3Ha4ae NopsiAoK YacTKOBOI BUMNMATH, BiACTPOYEHHS,
CKOPOYEHHs/ cKacyBaHHS 3MiHHOI  BuHaropogm (i
YaCTUWH), BKIOYEHHS TaKOro NOPSAKY A0 YMOB AOrOBOpIB
i3 YneHamn [lpaBniHHg, BnnuBoBMMKM ocobamn 3a
HasiBHOCTI B CTPYKTYpi BUHAropoaum 3MiHHOI CKnaaoBol;

10) BWM3Ha4Yae nNOPSAOK MNOBEpPHEHHA  YneHamwu
MpaeniHHSA, BAAMBOBUMKM O0coBGamMu BUMNNAY€HOi 3MiHHOI
BMHaropoau (il YacTUH), BKNIOYEHHSA Takoro nopsiaky Ao
YMOB [1OrOBOpIB i3 HUMU;
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11) 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;

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

13) determines taking into account the requirements
established by BRNBU No.153, the amount of
information contained in the report on remuneration and
the amount of information on remuneration that may be
disclosed, including consent to such disclosure in the
terms of contracts. The amount of information about the
remuneration that to be made public cannot be less than
that established by BRNBU No. 153.

14) determines that in order for the Bank to make
payments of variable remuneration [including partial
payment, deferral, reduction/ cancellation of payment of
variable remuneration (parts thereof)], a management
accounting system (including analytical records
accounts) or an escrow account with appropriate
contractual conditions are used;

Supplement to subsection 14)

For the payment/ deferral/ reduction/ cancellation of
variable remuneration (its parts) to Members of the
Management Board, influential persons, the use of a
management accounting system is assumed.
The rules of internal management accounting are
established by the Bank independently in an internal
regulatory document signed by the Chairman of the
Bank's Management Board.

15) may establish the procedure for the operation of the
account specified in subclause 14, and the inclusion of
this procedure in the terms of contracts with Members
of the Management Board, influential persons.

Points of the chapter 18.1.1 are described in the
Banking Group Remuneration Policy, Bylaws on Labor
Remuneration for OTP BANK JSC Employees too and
first subparagraph of point 7) is described 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;
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11) MiCTUTb MOAICHEHHA MeToAiB, AKi 3acTocoBye baHk
ONA  BCTAHOBMEHHS1  BUKOHAHHSA  KPUTEPIiB  OLiHKK
edekTuBHOCTI poboTn YneHie [MpaBniHHSA, BNNMBOBUX
ocib;

12) MiCTUTb iHWI yMOBW, SiKi HE cynepedaTb NpUHLMNam
CUCTEMM BMHAropoau, BU3HayeHuM uieto [NoniTukoto;

13) Bu3Ha4yae 3 ypaxyBaHHsM ycTaHoBnenux [N HBY
Ne 153 Bumor obcar BiZOMOCTEN, WO MICTATLCA Y 3BiTi
npo BMHaropoay, Ta obcar BigoOMOCTEN Npo BUHAropoay,
WO MOXyTb OYyTVM ONPUNIOAHEHI, BKMIOYEHHSA 3roaM Ha

Take OnNpunlgHeHHs f[o ymoB pgorosopis.  Ob6cesr
BigomocTen npo BUHaropogay, o nignsirae
ONPUITIOOHEHHIO, HEe MOXe OyTu  MEeHWMM, HiX

yctaHosneHo MM HBY Ne 153.

14) Bu3Havae, WO Ans 34iNcHeHHA baHnkom Bunnat
3MiHHOI BMWHaropoau [BKIOYaKYM 4YacTKOBY BunnaTy,
BiOCTPOYEHHS, CKOPOYEHHS / CcKacyBaHHs Bunnatu
3MiHHOI BuHaropoau (ii 4acTWMHW)] BUKOPUCTOBYETLCS
cucTemMa ynpasniHCLKOro 06MiKy (BKNIOYaK4YM pPaxyHKM
aHanitmyHoro  obniky) abo  eckpoy-paxyHoK i3
BIANOBIAHWMW JOrOBIPHMMW YMOBaMU;

[donoBHeHHs o nignyHkTy 14)

[nsa 3piicHeHHs BunnaTu / BiACTPOYEHHS / 3MEHLUEHHS /
ckacyBaHHS 3MiHHOT BUHaropoam (ii 4yactuH) gnsa YneHis
MpaBniHHS, BMNSIMBOBUX ocib nepeabavaeTtbcs
BMKOPUCTaAHHA  CUCTEMW  YMpaBIiHCbKOrO  0OOmiKy.
MpaBuna BHYTPIWHLOrO YNpaBniHCLKOrO 06niky BaHk
BCTAQHOBIIIOE CaMOCTINHO BHYTPILWHIM  perynaTuBHUM
OOKyMeHTOM 3a nignucom Monosu MNpasniHHA BaHky.

15) moxe BcTaHOBMOBaTM MNOPAAOK (PYHKUIOHYBaHHS
paxyHKy, 3a3HayeHoro B MignyHKTi 14, Ta BKMOYEHHS
Uboro nopsiaky A0 YMOB [JOroBopiB i3 YneHamu
MpaeniHHsA, BNMBOBUMU ocobamu.

MignyHkTy nyHkTy 18.1.1 Po3giny 18 BigobpaxeHi Takox
y pynosin nonituui BuHaropoau baHky, MNonoxeHHi npo
onnaTy npaui npadisHukis AT «OTI BAHK», a nepwa
yacTMHa nignyHkTy 7) nyHkty 18.1.1 Posginy 18 uiei
Monitukm - BigobpaxeHo y CtatyTi AT «OTIN BAHK» Ta B
“MonoxeHHi npo MNpaBniHHA".

18.1.2. lMonoxeHHs Npo BMHaropody Mae:

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

2) BignosigaT noniTuui ynpaeniHHA puankamu Ta 6yTu
HaLUineHUM Ha HeJoNyLEeHHS CTUMYMIOBaHHSA NPUNRHATTS
PU3KKIB, SKi NepeBuLLYIOTb JONYCTUMUA Y BaHKy piBeHb
PU3NK-aneTuTy;

3) MICTUTH iHcbopmaLito woa0
HenpoBedeHHA MepioguMyHOl  He3anexHoi
OUiHKM BUNNaTu BUHaropoau B baHky;

nposefeHHs/
30BHIiLUHBLOI

ABTOp JOKYMeEHTa Galyna Leonidivha CHEMUS

38 cTop.



©otp

MoniTMka Npo ouiHKy AiAnbHOCTI Ta MaTepianbHe cTuMynoBaHHA npauisHukiB AT «OTIT BAHK» /
Policy on the performance evaluation and the incentives for OTP BANK JSC employees

Supplement to 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.

4) meet the requirements of the banking legislation of
Ukraine, the legislation on joint stock companies and
NBU's requirements (with changes and additions);

5) comply with the system of distribution of powers in
decision-making (checks and balances) created in the
Bank, corporate governance, code of conduct (ethics)
of the bank;

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 reasonable coefficients (ratios) between
the fixed and variable parts of remuneration, taking into
account that the variable remuneration of a member of
the Board/ influential person for the corresponding
financial year may not exceed 100% of the amount of
his/her fixed remuneration;

8) determine that variable remuneration is paid only if its
payment does not have a negative impact on the
financial condition of the Bank, the results of the Bank's
activities (achievement of planned performance
indicators), as well as on the condition that such
payments will not have a negative impact on the
sustainable development of the bank;

Supplement to subparagraphs 6) and 8):

The remuneration of the Members of the Board,
influential persons is reasonably justified in relation to
similar (or commensurate) market indicators of the size
and terms of payment of remuneration in the framework
of the approval of the establishment / change of
remuneration for the Board Members, influential
persons by the Parent Bank, taking into account the
analysis by the Parent Bank data remuneration of
similar positions in the labor market on the database of
Korn Ferry or another provider.

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

9) determine that the payment of part of the variable
remuneration is deferred for a period, which is
determined by the Supervisory Board (for Board
Members, head and employees of the Internal Audit
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[JonoBHeHHs o nignyHKTy 3)

MepiognyHa Hes3anexHa 30BHIlUHA OuiHKa BuMnaTn
BMHaAropogn cTocoBHO YneHiB [MpaBniHHSA, BAAMBOBMX
oci6 B baHKy He npoBoauTbCs, NpoTe Moxe OyTu
npoBefeHa 3a pilweHHam Harnsagosoi pagu baHky.

4) BignosigaTu BMMOram ©OaHKIBCbKOro 3aKOHOAABCTBaA
YKpaiHu, 3akoHO4aBCTBa NPO akuioHepHi ToBapucTea Ta
Bumoram NN HBY Ne 153 (3i 3MiHaMu Ta AONOBHEHHAMM);
5) Bignosigatn cTBOpeHin y baHky cuctemi posnoginy
MOBHOBaXEHb Yy MPUWHATTI pieHb (CTpUMyBaHb i
npoTuBar), KOPMOPaTMBHOIO  YNpaBniHHA, KOAEKCY
noBediHkn (eTukn) BaHky;

6) BM3HavaTM, WO BuHaropoga Ynedis [lpaBniHHS,
BMMMBOBUX OCIO Mae OyTuM pPO3yMHO OOBI'pPYHTOBAHOM
CTOCOBHO aHanoriyHmx (abo CniBMipHUX) PUHKOBUX
NOKa3HWKIB PO3MIpiB i yMOB BUNNaTU BUHAropoau;

7) BU3Ha4aTn 0Or'pyHTOBAHI KoedilieHTn
(cnmiBBigHOWEHHSA) MK  (DiKCOBaHOK Ta  3MiHHOM
YacTMHaMM BMHAropoam 3 ypaxyBaHHSAM TOro, WO 3MiHHa
BMHaropoga Ynewna [lpaBniHHA/ BNNUBOBOI 0OCOGWM 3a
BIONOBIAHWA (DIHAHCOBMIN PiK HE MOXe nepeBuLLyBaTU
100% po3mipy 1oro/ii chikcoBaHOI BUHAropoau;

8) BM3HayaTW, WO 3MiHHA BMHAropoga BWMMavyeTbCs
TiNbKM 3a yMOBW, WO T1i BUNMata He CNpUYnHSE
HeraTMBHOroO BMNMBY Ha piHaHCOBMI CcTaH baHky,
pesynbTatn AiSANbHOCTI BaHky (DocArHeHHs
3annaHoBaHMX MOKa3HWUKIB e(peKTUBHOCTI AianbHOCTI), a
TaKOX 3a YMOBM, WO Taki BWNMATU He MaTUMyTb
HeraTMBHOIO BMIMBY Ha CTanui po3BMTOK baHky;

HonoBHeHHs o nignyHkTiB 6) Ta 8)
BuHaropoga UYnenis [paBniHHA, BAAMBOBUX  OCi6
PO3yMHO OGI'PYHTOBYETLCS CTOCOBHO aHarnoridyHux (abo

CMiBMIPHUX) PWHKOBUX MOKa3HWKIB pO3MIipiB i YyMOB
BMANATU  BUHAropoamu B pamKax  MOro4KeHHs
BCTAHOBMEHHS/  3MiHM  BWHaropoan pgna  Ynenis

MpaeniHHA, BAIMBOBUX OCi6 3i cTOpoHN MaTepuHCcbKoro
BaHky, 3 ypaxyBaHHAM aHanizy MaTepuHcbkoro BaHky
OaHNX BUHAropoam aHanoriyHux nocag Ha pyHKy npaui Ha
6a3i gaHmx Korn Ferry abo iHworo npoangepa.

Posmip cikcoBaHOi BMHaropoan SBNSETbCA OOCTATHIM
ans Toro, wob baHk maB 3mory peanisyBaTu CBOE MpPaBo
He BuNnavyBaTuM 3MiHHY BuWHaropody (y TOMY u4mchi
BUTpeOyBaT MOBEPHEHHS BXE BUMMAYEHOi 3MiHHOI
BMHAropoau), KO He BUKOHYHTbCS YMOBM, AOTPMMAaHHS
AKMX € HeoOXigHUM [Ons Takoi 3MIHHOI BWHAropoAaw.
Kntouosumm KpUtepiem [OCTaTHOCTI dikcoBaHol
BMHaropoau € 1i BignoBigHICTb npodpecinHoMmy aocsiay,
BM3HA4YeHMM (YyHKLiOHanbHMM 00OOB’si3kaM 0ocobu Ta
piBHIO ii BignoBiganbHOCTI.

9) BU3Ha4aTu, WO BMNIaTa YacTMHU 3MiHHOI BUHAropoau
BIACTPOYYETLCA Ha nepiod, $SKMW  BU3HAYaETLCH
HarnsgoBoto papgoto Badky (gnst YnewiB [MpaeniHHS,
KepiBHMKa Ta MpauiBHUKIB Migpo3ainy BHYTPIWHLOro

ABTOp JOKYMeEHTa Galyna Leonidivha CHEMUS

39 cTop.



©otp

MoniTMka Npo ouiHKy AiAnbHOCTI Ta MaTepianbHe cTuMynoBaHHA npauisHukiB AT «OTIT BAHK» /
Policy on the performance evaluation and the incentives for OTP BANK JSC employees

Division, Chief Risk Officer (CRO), Chief Compliance
Officer (CCQ)), or by the Management Body (for all
other influential persons) and may not be less than four
years. The share of variable remuneration to be
deferred is determined by the Supervisory board (for
Board Members, influential persons) and must be at
least 40% (for the case specified in subclause 2 of
clause 20 of Section Il BR NBU Ne 153) or 60% (for
cases defined in clauses 21, 22 of Section Il of BR NBU
Ne 153);

Supplement to 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 exceptions can be
add after the prior approval by Parent Bank.

10) determine that the Supervisory Board
makes/decides to review in the direction of reduction of
dismissal payments, reduction/ cancellation of payment
of variable remuneration, return of already paid variable
remuneration in case of detection of the facts given in
subclauses 1-5 of clause 12 of Section 1l of BR NBU Ne
153 (are listed below):

The remuneration policy and terms of agreements
concluded between the Bank and members of
Management Board, influential persons should provide
for a reduction/cancellation/return up to 100% of the
variable remuneration (both the current variable
remuneration and the amounts accrued/paid for/in
previous periods), as well as define specific criteria for
applying such a reduction/cancellation/refund of the
variable remuneration and the form of payment of the
variable remuneration.

Supplement to subparagraph 10)
The Supervisory Board has the right to make decisions
according to the Group Remuneration Policy and Parent

Bank’s decision on:

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

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

¢ determining the amount of severance payments.

These criteria should at least include the following
cases:

MoroaxeHo
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ayamTy, ronoBHoro pusnk-meHemkepa (CRO), ronosHoro
komnnaeHc-meHeaxepa (CCO)), abo lNpasniHHAM (Ans
iHLLIMX BNNMBOBUX OCIB) Ta HE MOXe CTAHOBUTM MeHLle
HDXK YOTMpPK pOKW. YacTka 3MiHHOI BMHAropoau, ska mae
OyTu BigcTpoYveHa, BM3Ha4aeTbCcs HarnmagoBow pagoro
BaHky (ans Ynenie [MpaBniHHA, BNNMBOBMX OCI0) Ta
MOBWHHa CTaHOBUTU He MeHwe 40% (ana Bunagky,
BM3Ha4veHoro B NignyHkTi 2 nyHkTy 20 poaginy Il MM HBY
Ne153) abo 60% (ans Bunagkis, BU3HAYEHMX Y MyHKTaX
21, 22 pozginy Il MM HBY Ne 153);

[onoBHeHHs o nianyHKTy 9)

BMNNata YacTUHW 3MIHHOI BMHaropoan Moxe 6yTu
BiACTpOYEHa Ha MNEBHUN nepiod, AKMN BU3HAYAETLCSA
(pynoBOO NONITUKOIO BUHAropoawu, ska 3aTBepaXyeETbCH
Harnsgosoto pagoto banky (ona YnediB [NpaBniHHS,
BNIIMBOBUX 0Ci6). YacTka 3MiHHOI BUHaAropoau, sika Mae
OyTn BiOCTpodeHa, BU3HAYaAETbCA TaKoX 3rigHO 3
I"pynoBoto NoniTUKow BUHAaropoaun. 3MiHM Ta BUKITHOUYEHHS
MOXYTb OYTW BHECEHi nicns nonepeaHboro NnoroaXXeHHs
MaTtepuHcbknm baHkom.

10) BmsHavatu, wo Harnsgoea paga baHky npunmae
pilleHHs Wwoao nepernagy y 6ik 3MeHweHHa BunnaTt 3i
3BiflbHEHHS, CKOPOYEHHS / CKacyBaHHSA BUMMaTU 3MiHHOI
BMHAropoaun, MOBEPHEHHS BXe BUMMAYEHOI 3MiHHOI
BMHaAropogn B pasi BUsBMEHHS OakTiB, HaBegeHUX Yy
nignyHkrax 1-5 nyHkty 12 posginy Il MM HBY Ne153
(BKasaHi Hux4e):

MoniTMka BMHaAropogn Ta YMOBW LOrOBOPIB, YKIageHWX
Mk bBaHkom i YneHamu [lpaBniHHA, BRNAMBOBUMU
ocobamu, maloTb nepeadadaTt 3MeHLLEHHS / CkacyBaHHS
/ noBepHeHHs 4o 100% 3miHHOT BUHaropoau (K NOTOYHOI
3MiHHOI BMHaropoau, TakK | CyMm, HapaxoBaHux [
BUNNayeHux 3aly nonepegHi nepiogu), a Takox
BM3HA4aTW KOHKPETHI KpUTepii ANs 3aCTOCyBaHHA Takoro
3MeHLWeHHss / cKkacyBaHHSA /| MOBEPHEHHs 3MiHHOT
BMHaropoau Ta gopMm BUNNaTn 3aMiHHOT BUHAropoau.

HonoBHeHHs go nianyHkTy 10)

Harnsgosa paga baHky mae npaBo NPUNHATK pilleHHS

3rigHo 3 ['pynoBoto NOMITUKO BUHAropoau Ta BignosigHo

00 piweHb MatepuHcbkoro baHky wopao:

e BUMMATU 3MiHHOI BUHaropoau 4acTKOBO,
BiACTPOYEHHS ii BUNMaTN, CKOPOYEHHS/CKacyBaHHsS Ti
BUMNMNaTK (3 ypaxyBaHHAM pe3ynbTaTiB AianbHOCTI,
iHaHcoBoOro ctaHy baHky);

e [OBEPHEHHS BXe cnnayeHoi 3MiHHOT BUHaropoam (y
pasi ii cnnaty Ha nigcTasi iHpopmalii, sika 3rogom
BUSIBUNIACs  HEMpaBWIIbHOK/HEOOCTOBIPHOK)  Ta
BCT@HOBMEHHSI CTPOKY TaKOro MOBEPHEHHS;

e BM3HAYEHHA PO3Mipy BUNNAT 3i 3BINbHEHHSA.

MOBUHHI LOHAMMeEHLUe BKOYaTU Taki

Ui kputepii
BMNaOKu:
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1) deterioration (negative dynamics) of the Bank's
performance indicators;

2) failure to achieve sufficiently the planned results of
the Bank's activities;

3) there are potential risks in the Bank's activities that
may lead to a significant deterioration in the bank's
financial condition or reputation;

4) The National Bank has made a decision on:
classifying a Bank as a problem Bank;
classifying a Bank as insolvent;
revocation of a banking license and liquidation
of the Bank;
withdrawal of a systemically important bank
from the market on the grounds specified in
clause 15 of Section VIl "Final Provisions" of the
Law of Ukraine On Banks and Banking
Activities;

5) member of the Management Board/influential

person:

was a participant in actions or responsible for
actions/inactions that led to significant losses of
the Bank;

violated the standards of generally accepted
and well-established business practices/
professional ethics, the Bank's code of conduct
(ethics);

lost an impeccable business reputation;
received a variable reward based on
information that later turned out to be unreliable.

Points of the chapter 18.1.2 are described in the
Banking Group Remuneration Policy too.

18.2 Requirements for remuneration reports

18.2.1 The remuneration report shall contain the
information on:

1) the amount of remuneration that was accrued/ paid
for/ in previous periods and/or should be paid to the
Members of the Board, influential persons based on the
results of the reporting financial year (with a breakdown
to fixed and variable components of remuneration, in
monetary form and non-monetary instruments (if
available));

2) the terms of the payment of remuneration (actually
paid remuneration and deferred (if any) in terms of
deferral periods);

3) a description of non-monetary instruments (if any) in
which the remuneration is to be paid to Members of the
Board, influential persons;

4) the facts of the Bank's use of the right to reduce/ to
cancel/ return the variable remuneration previously paid
to the Members of the Board, influential persons;

MoroaxeHo
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1) noripweHHs (HeraTMBHa [AuHaMika) MOKa3HWUKIB
eheKTMBHOCTI AignbHocTi baHky;
2) HepoCArHeHHss B [OCTaTHIA  Mipi  3annaHoBaHMX

pesynbTartiB gisnbHOCTI baHky;
3) HasiBHI MOTEHUiNHI pu3ukn y AaisnbHocTi baHky, wo

MOXYTb MPU3BECTM [0 3HAYHOrO MOTiPLUEHHS
¢iHaHCOBOro CTaHy 4YM [0 NOripWeHHa penyTauii
BaHky;

4) HauioHanbHM 6aHK NPUAHSIB PiLLIEHHS NPO:
BigHeceHHAa BaHky [0 kaTeropii npobnemHumx;

BiIHECEHHS BaHky ao KaTeropii
HEennaToCNPOMOXHUX;

BiAKNUKaHHA OaHKIBCbKOI MiLeH3ii Ta nikeigauito
BaHky;

BMBEOEHHSA 3 PUHKY CUCTEMHO BaXnMBoro baHky
3 nigcTas, BM3Ha4YeHux nyHktoMm 15 poaginy VII
“MpukiHueBi nonoxeHHs” 3akoHy YkpaiHu “Tlpo
GaHkM | GaHKIBCbKY OisiNbHICTL”;

5) UYneH lMpaBniHHA / BNNnBOBa ocoba:
oyB(byna) Y4aCHUKOM ain abo
BignosiganbHum(od) 3a Aaii / pgonyctus(na)
6e3nisnbHICTb, AKi NPU3BenM A0 3Ha4YHUX BTpaT
BaHky;
nopyLivB(na) ctaHgapTy 3aranbHONPUAHATOI Ta
yCTaneHoi [AinoBoi npakTukn / npodecinHoi
€TUKKN, KOLEKCy NoBediHKkn(eTukn) baHky;
BTpaTMB(na) 6e3goraHHy AinoBy penyTauito;
oTpumMaB(na) 3MiHHy BWHaropody Ha nigcTasi
iHdopMmauii, sKa 3roaom BUsiBUNAacs
HeOCTOBIPHOIO.

MignyHkTy nyHkTy 18.1.2 Po3sginy 18 uiel MNonitnku Takox
BigobpakeHi y 'pynosin nonituui BuHaropoamn bawky.

18.2 Bumoru go 3BiTiB Npo BUHaropoay
18.2.1 3BiT npo MICTUTH
iHdbopMaUito woao:

1) cym BuHaropogm, aki 6ynu HapaxoBaHi/BunnadeHi 3aly
nonepefHi nepioan Ta/abo mawTb OyTM BUNMAdYeHi
yneHam  [lpaBniHHSA, BNAMBOBMM  ocobam  3a
pesynbTataMmu 3BiTHOTO (PiHAHCOBOrO pPOKy (y po3pisi
dikcoBaHUX | 3MIHHWX CKnMagoBWx BuUHaropogu, Yy
rpoOLWOoBIN POPMi Ta HErpowoBMMM HCTPYMeHTamu (3a
HasiIBHOCTI));

BMHaropogy noBUHEH

2) cTpoKiB BMNMaTh BUHAropoamn (PakTu4yHO BUMNNAYeHoi
BMHaropoau Ta BiACTPOYEHOI (3a HAsiBHOCTI) B poO3pisi
nepiofis BiACTPOYEHHS);

3) onucy HerpowoBuX IHCTPYMEHTIB (3@ HasfABHOCTI), Y
AKMX Mae OyTM BuNNayveHa BMHAropoga YreHam
MpaeniHHA, BANIMBOBUM ocobam;

4) cpakTiB BUKOpUCTaHHA BaHkOM npaBa Ha CKOpOYeHHs/
ckacyBaHHs/ MOBEPHEHHS paHille BUMMA4YeHoi 4vneHam
MpaeniHHA, BNAIMBOBUM 0cobGaM 3MiHHOI BUHAropoau;
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5) violations of the terms of the remuneration provisions
(if any) identified by the Bank and measures or
decisions applied as a result of such violations.

All information on the amounts of remuneration (in terms
of fixed and variable components) is provided in the
report on remuneration as a whole (collectively) for all
Members of the Board, 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 should additionally contain
generalized information for the relevant financial year
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
should additionally contain generalized information for
the relevant financial year on:

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

2) the presence / absence of reasonable grounds for
payment / deferral / reduction / refund of the variable
remuneration by/ to influential person.

18.2.3 The remuneration report must contain the
following information regarding payments in cash and /
or non-monetary instruments (if any) made in favor of
Members of the Management body, influential persons
in the reporting financial year:

1) the amounts of payments related to hiring / dismissal;
2) the market value of remuneration paid by means of
financial incentives, in the event that the Bank performs

the corresponding payments.

18.2.4 The remuneration report must contain the
following information about remuneration in the form of

Cratyc oKyMeHTa MoroaxeHo
[aTta noromkeHHs1 JOKyMeHTa 14.01.2026

5) BusBneHnx baHkom nopyLueHb YMOB MOSIOXEHHS Mpo
BMHaropoay (fKwo Taki Oynn) Ta 3acTocoBaHuX 3a
HacnigkamyM Takux nopylleHb 3axodiB abo MpUUHATUX
pilleHb.

Yca iHpopmauis wono cyM BuHaropoau (B pospisi
ikCOBaHMX | 3MiHHMX Ti CKNagoBUX) HABOOUTBLCA B 3BiTi
npo BMHaropody B Liflomy (CYyKyrnHO) 3a BCiMa YfieHamu
MpaeniHHA, BNIMBOBMMK 0cobamun 6e3 geTanisauii Takmx
CyM Yy pO3pi3i KOXHOIO OKpemoro uneHa [lpaBniHHs,
BMSIMBOBOI ocobu.

18.2.2 3BiT npo BuHaropogy UYneHiB [lpaBniHHA
AO0AaTKOBO Mae MICTUTM ysaranbHeHy 3a BianoBigHWN
hiHaHCOBUI pik iHbOpMaLito LWoAO:

1) dakTnyHoi npucyTHocCTi 4neHa [lpaBniHHA Ha
3acigaHHsIX NpaBniHHA Ta NOro KOMITETIB, 40 CKnagy sKnx
Takui 4neH [lpaBniHHSA BX0AWUTb, abo MNPUYMHU KOro
BiJCYyTHOCTI;

2) nigTBepaXeHux akTiB HENPUUHATHOI NOBEAiHKM
yneHa [lpaBniHHA (BKMOYaKuYM Ti, WO MOBIAOMIIEHI
KOHIAEHUINHMM LIMASXOM) | BXUTUX 3a pesynbTtaTamu
poscnigyBaHHSA 3axodiB y pasi HasBHOCTI BMMMBY TaKuX
dakTiB/3axo4iB  Ha  BMMMATy  BUHaropoauM  UrneHy
MpaBniHHA BaHky;

3) HasBHOCTI/BiACYTHOCTI 06r'pyHTOBaHMX NigcTaB LWoao
BMNNaTKU /BigCTPOYEHHS)/  3MEHLUEHHS/  MOBEPHEHHS
3MiHHOI BUHaropoawu yneHa lNpaBniHHS.

3BiT Npo BMHaropody BMAMBOBUX OCIO [OAATKOBO Mae
MICTUTW y3aranbHeHy 3a BignoBiAHWMW IHAHCOBUIA PiK
iHdpopmauiito Wwoao:

1) nigTBepoXeHux pakTiB HEMNPUNHATHOI MOBEAiHKM
BMMMBOBOI 0COOW (BKMOYawuM Ti, WO MOBIAOMIEHI
KOHDIAEHUINHMM LWIASXOM) | BXUTUX 3a pesynbTraTamu
poscrnigyBaHHs 3axoAdiB 3@ HasIBHOCTI BMMMBY Takux
dakTiB/ 3axodiB Ha BuNnaty BMHaAropoau BMNUBOBIN
oco0i;

2) HasiBHOCTI/ BiACyTHOCTI 06r'pyHTOBaHMX NigcTaB Wono
Bunnatu/  BIACTPOYEHHSA/ 3MEHLUEHHsI/ MNOBEPHEHHS
3MiHHOT BMHaropoam BNMBoBI(0k) 0cobi(ot).

18.2.3 3BiT nNpo BWMHaropogy MOBUHEH MICTUTU Taky
iHpopmauio wopo BunmaT y rpowosin dopmi Ta/abo
HerpoLloBMMU iHCTpYMEeHTamu (3a HasiIBHOCTI),
34iNCHEHNX Ha KopucTb YneHiB lMpaBniHHSA, BNIMBOBUX
ocib y 3BiTHOMY hbiHaHCOBOMY poLi:

1) cymn BUNNaT, NoB’A3aHMX i3 NPUAHATTSAM Ha poboTy/
3BifIlbHEHHS;

2) pUHKOBY BapTiCTb BUHAropog, Bunna4YeHnx 3acobamm
MaTepianbHOro CTUMYNIOBAHHS, Yy pasi 34iNCHEeHHS
BbaHkom BignoBigHMX Bunnar.

18.2.4 3BiT Npo BMHaropogy MOBMHEH MICTUTU TaKy
iHpopMauito Wwoao BuHaropoau y dhopMi yvacTti YneHis
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influential
retirement

participation of Members of the Board,
persons in the program of additional
payments (if there is a program) if:

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

2) participation in the program with fixed contributions -
regarding the 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 Management 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 Management Board,
influential persons, such payments should be reflected
by the Bank in the remuneration report as part of the
fixed remuneration of the members of the relevant
Management 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
them consideration by the remuneration committee (if
such a committee has been established in the bank).

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

The Bank places the provisions on remuneration on its
own website within 15 working days from the date of
their approval / amendments to them with the possibility
of viewing them.
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MpaBniHHA, BNNMBOBUX OCIO y nporpami A0AaTKOBUX
NEeHCIMHUX BUNNaT (3a HasBHOCTI Nporpamu) y pasi:

1) yyacTi B nporpami 3 ¢hikcoBaHUMM BUNnaTtaMmum — LWoao
3MiH y 3annaHoBaHuX BUNnarax, Wwo Bigdynmcst npoTsirom
3BIiTHOrO (piHAHCOBOrO POKY;

2) yyacTi B nporpami 3 ¢ikcoBaHMMM BHECKAMWN — LLOAO
cnnadeHnx baHkom BHeckiB cTOcOBHO YneHiB MNpaBniHHS,
BMMBOBUX OCIO NPOTArOM 3BiTHOro PiHAHCOBOIO POKY.

18.2.5 3BiT Npo BuHaropogy Mae MICTUTM iHGOpMaLLito
Woao HagaHHA baHkoM NpoOTArom 3BiTHOrO diHAHCOBOTO
POKy Mo3uK, KpeauTtiB abo rapaHTii uneHam [NpaBniHHS,
BNNMBOBUM ocobaMm (i3 3a3Ha4YeHHAM CyM i BiACOTKOBMX
CTaBOK).

Y uinomy (cykynHo) 3a Bcima yneHamu NpaeniHHA baHky,
BMMBOBMMK ocobamu, 6e3 geTanisauii B po3pisi KOXXHOro
oKpeMoro YneHa lMpasniHHs, BNA“BOBOT 0cobu B 3BIiTi PO
BMHAropogy HaBOAWUTLCH BCH iH(opmauis, BU3Ha4veHa
nyHktamn 18.2.3-18.2.5.

LLlo cTocyeTbca KoMMneHcalin 3a BigpsaXeHHs, [O6oBUX
Ta iHWKWX BMAATKIB, WO MOXyTb OyTW MOB’A3aHUMMK i3
BMKOHAHHAM 0coboto  dyHKUil uneHa [paBniHHS,
BMNIIMBOBWX OCI0, TO Taki BUNnIaTK matTb BigobpaxaTtncs
BaHkoM y 3BiTi Npo BMHaropoay K cknagosi ikcoBaHoOT
BMHAropoam YneHis BignosigHoro MNMpaBniHHSA, BASIMBOBUX
ocib.

18.3 TMMopsAgok po3pobneHHA, 3aTBepAXeHHA Ta
onpunogHeHHA NoJfioXXeHb NpPo BUHaropoany

Harnsposa papa baHky 3aTtBepiKye MOMOXEHHA npo
BuHaropogy Ynenie [lpaBniHHA, BnnuBoBMX OCI6 3a
noJaHHAM Ta nicns X po3rnsgy KOMiTeToOM 3 BUHaropoau
(sKwo Takum komiTeT y BaHKy CTBOpPEHO).

Migpo3ain  KOHTpONK  3a  OOTPUMaHHSAM  HOPM
(OenaptameHT KOMMNaeHcy Ta diHaHCOBOrO
MOHITOPUHIY) Ta 3 ynpaBniHHA pwusmkamu (Biggin 3
yrnpaBmiHHA  onepauiiHuMu  pu3uKamu), a TakoX
nigposginn  banky, BignosiganbHi 3a poboTy 3
nepcoHanom (JenapTameHT ynpaBfiHHA MEepPCcoHarnom),
BeAeHHs byxrantepcbkoro obniky (FfonoeHun Gyxrantep/
HenaptameHT Oyxrantepcbkoro o06niKy Ta 3BiTHOCTI),
nnaHyBaHHA OlomkeTy ([denaptameHT diHaHCciB) Ta
3abe3neyveHHss OpUAMYHOI  nigTpumkn  (KOpmnandHun
JenapTamMeHT), nonepeaHbLO po3rnaaalnTb Ta
Y3roXYyH0Tb NOJOXEHHSA NPO BUHAropoay.

BaHk po3Mmilllye NONOXeHHs1 MPO BMHAropoy Ha BMacHiIn
BebOcTOpiHUi npoTarom 15 pobouymx pAOHIB i3 AOHA iX
3aTBEPAKEHHSI/BHECEHHST 4O HUX 3MiH i3 3a6e3ne4YeHHsM
MOXINMBOCTI IX nepernsagy.

ABTOp JOKYMeEHTa Galyna Leonidivha CHEMUS
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18.4 Procedure for development, approval and
publication of remuneration reports

The Supervisory Board approves the reports on the
remuneration of the Members of the Management
Board, influential persons upon submission and after
them consideration by the remuneration committee (if
such a committee has been established in the Bank).
The Bank shall publish reports on the remuneration paid
to the members of the Management Board, influential
persons during the reporting financial year on its own
website within 15 working days from the date of their
approval by the authorized body of the Bank with the
possibility to view them.

19. Documentation

Appendix 1. Base amounts of the systematic (regular)
bonuses and annual remuneration.

Appendix 2. Structure and weight of indicators for
position under Group Remuneration Policy Structure
and weight of indicators for position under Group
Remuneration Policy.

Appendix 3. Bonus payment types.

20. Internal control

18.4 TMopsAgok po3pobneHHA, 3aTBepOXeHHA Ta
onpunraHeHHs 3BiTiB NPo BUHaropoay

Harnagoea paga baHky 3artBepaXxye 3BiTU  npo
BMHaropogy Ynewie [paBniHHA, BRAMBOBMX OcCib 3a
nogaHHAM i nicna X po3rnsggy KoMiTeToM 3 BUHaropoau
(Ko Takum KomiTeT y BaHKy CTBOpPEHO).

baHKk poamilwye 3BiTM NpPO BMHaAropogy, BuMnavyeHy
yneHam [lpaBniHHA, BMAMBOBUM ocobam MpoTSArom
3BIiTHOrO (piHAHCOBOro POKY, Ha BNacHii BebGCTOpiHLI B
Mepexi I[HTepHeT npoTtarom 15 pobounx gHiB i3 AHSA iX
3aTBEpPAXKEHHST YNOBHOBaXXeHWM opraHom baHky i3
3abe3neyvyeHHAM MOXMIMBOCTI iX nepernagy.

19. [lokymeHTauifA

Hopatok 1. basosi po3Mipn  CcUCTEMATUYHUX
(perynsipHmMx) npemin Ta BWHaAropod Mo mMigcymMkam
poboTH 3a pik.

HopaTtok 2. CTpykTypa i Bara nokasHuKiB 4ns no3uuin nig
rPyrnoBOO MONITMKOK BMHAropoau.

HopaTtok 3. Tvnu npemitoBaHHS.

20. BHyTpiWHiN KOHTpONb

Onuc
Hasea konTponio/ peneBaHTHOro Onwuc KoHTponto/ BignoBiganbHun 3a MocunaHHsA Ha
Ne Name of control pusuky/ Description of KOHTponb/ NyHKT/
Description of control Responsible of control Link to item
relevant risk
IC-1 zﬁuﬁiﬂiﬁpﬁ’oﬁ?xywom Puavk BTpatu KoHTponb 3a MpauisHuky OenapTameHTy Posgain 9, nyHkT.
BCTAHOBHIOOTLCS Ha yacy Ha KOPEKTHICTIO (hiHaHCIB, NpauiBHUKN 9.1/
MiACTaBi NOKA3HNKIB, BUMPaBIEeHHS po3paxyHky 3a HanpsiMKy YnpasniHHs
3aTBEPIKEHMX BIOMKETOM, nomunok/ KinekicHumun KPI/ pusukamu/
noknapaeTecaHa Risk of losing time ~ Control for correctness  Employees of the Finance
AenapramenT cpiHaHcis, to correct mistakes  of calculation of Directorate, employees of Section 9
NPaUIBHUKIB HANPAMKY quantitative KPI the Risk Management aragraph. 9.1
YnpaeniHHsA puankamu/ division paragraph. 9.
Control of the calculation of
quantitative KPIs, which are
established on the basis of
indicators approved by the
budget, is entrusted to the
Finance Directorate,
employees of the Risk
Management division
IC-2 KoHTponb 3a Pwusuk BTpatn KoHTponb 3a MpauiBHuk flenaptameHTy Posain 9, nyHkT.
BCcTaHoBneHHaM KPI Ta yacy Ha KOPEKTHICTIO ynpaeniHHsi nepcoHanom/ 9.1/
OL|iHIOBaHHSA OifANbHOCTI BUMpPaBneHHs BcTaHoBneHHs KPI ta
npaLiBHKKIB Ha MiacTaBi nomMunok/ OL|iHKOI BUKOHAHHSA
BUKOHaHHS HUMM KiNbKICHMX KPI/
Ta akicHux KPI/
. Risk of losing time Control for‘ correctness Section 9,
Control_for KPI setting and to corect migtakes of KPI s_ettlng and Employee of the Human paragraph. 9.1
eva}ltljgtlon of employegs evaluation Resource Directorate
activities based on their performance of KPI
performance of quantitative
and qualitative KPI
Pwusuk BTpatn . .
IC-3 KoHTponb 3a yacy Ha KoHTponb 3a ["onosa lMpaBniHHg, YneHun Po3gin 9, nyHkT
BCTaAHOBMEHHSAM Ta OLiHKOO BUNPaBIEHHS KOPEKTHICTIO MpaBniHHSA, NpayiBHMK 94,/
OKR/ nOMUMOK/ BCTAHOBMEHHSA Ta [enapTameHTy ynpaBniHHs
ouiHkoto OKR gnsa nepcoHanom/
KepiBHUKIB piBHA B-1 i
Cratyc oKyMeHTa MoroaxeHo ABTOp JOKYMeEHTa Galyna Leonidivha CHEMUS
[aTta noromkeHHs1 JOKyMeHTa 14.01.2026

44 cTop.



©otp

MoniTMka Npo ouiHKy AiAnbHOCTI Ta MaTepianbHe cTuMynoBaHHA npauisHukiB AT «OTIT BAHK» /

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

Control for setting and

evaluation performance of

OKR

Risk of losing time
to correct mistakes

1C-4 KoHTponbe goTpumaHHsa Puauk BTpatu
BUMOT NONITUKK/ yacy Ha
BUMpPaBIIEHHS
nomunok/
. . Risk of losing time
Control of policy compliance to correct mistakes
Cratyc oKyMeHTa MoroaxeHo
[aTta noromkeHHs1 JOKyMeHTa 14.01.2026

B-2 ta ans iHWnx
npauiBHukis /

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

KoHTponb piBHs
OOTPUMaHHSA
BCTaHOBIEHMX
napameTpis
MaTeprHCbKkMM
BaHkoM ans noswuuin
nif, rpyrnoBoto
NoniTUKOK
BMHAropoau, KOHTPOmb
OOTPUMaHHs
BCTaHOBIEHMX
napamMeTpiB Ans iHWKnX
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.

ABTOp JOKYMeEHTa

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

MpauiBHUK
OenaptameHTy
ynpaBniHHA
nepcoHanom/

Employee of the Human
Resource Directorate

Section 9,
paragraph 9.4.

Po3zgin 9, nyHkT
9.1/

Section 9,
paragraph 9.1.

Galyna Leonidivha CHEMUS
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"On amendments to the Regulation on Remuneration Policy
in the bank”).

6aHky Ykpainu Big 27 rpyaHs 2023 poky Ne 189 «[Mpo BHeceHHs
3MiH Ao NonoxeHHs Npo NoniTUKy BUHAropoau B 6aHKy»)

P.9.3:

pages 12, 21 — change of the threshold for Cost indicators,
pages 15-16 - requirements for KPI of positions under the
Group remunaration policy

Po3nin 9.3

cTopiHkn 12, 21 — 3MiHa nopory Ans NokasHuKiB BUTPAT,
cTtopiHkn 15-16 — Bumorun go KPI noauuin nig 'pynosoto
NoMiTMKOI NpPeMitoBaHHSA

P. 4:

page 5 - general provisions page

P.9:

pages 14, 19-23 - main principles of bonuses for bank-
wide KPI system

Po3agin 4:

CTOpiHKa 5 - 3aranbHi NONOXEHHS

Posgin 9:

CTOpPiHKM 14, 19-23 - OCHOBHI NPUHLMNN NPEMIiOBAHHSA 3a
3aranbHobaHkiBCbkoto cuctemoro KPI

P.9.3:

pages 15-16 — KPI structure of indicators

Appendix 1

page 49 - Base amounts of the systematic (regular)
bonuses and annual remuneration

Poagin 9.3:

cTopiHkn 15-16 — cTpykTypa KPI nokasHukis,

Hopatok 1

cTopiHka 49 — Ba3oBi po3mipy cucteMaTUyHUX (pPerynspHmX)
npemivi Ta BUHaropoau 3a nigcymkamm poboTtu 3a pik

Cratyc goKymMeHTa
[lata norogXeHHs1 JOKyMeHTa

MoroaxeHo
14.01.2026
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Appendix 2 HDopatok 2
to Policy on the performance evaluation and the pgo lNoniTvka Npo ouiHKY AiANbHOCTI Ta MaTepianbHe
incentives for OTP BANK JSC employees ctumynioBaHHs npauisHukisa AT «OTI BAHK»

CTpyKTypa i Bara nokasHUKIB A4NA NO3uULiN Nig rpynoBoto NONiTUKOK BUHaropoau
Weight of indicators for position under Group Remuneration Policy Structure and weight of indicators for
position under Group Remuneration Policy

SUBSIDIARIES
KPI Foreign Foreign (business and support) Forign additional level managers
s Subsidiary CEO Subsidiary DCEO™* (business, support)*
Indicators Weight Indicators Weight Indicators Weight
Institutional | level | level | level
Total group leve Total group leve Total group leve
level . g . p_ 100% . g . p_ 100% . g . p_ 100%
(entity) indicators: (entity) indicators: (entity) indicators:
Indicators Weight Indicators Weight Indicators Weight
Numerical indicators 90% Numerical indicators 0% Numerical indicators 0%
Individual Individual targets Individual targets Individual targets
level Competence 10%| Competence 20%, Competence 20%
Total individual level Total individual level Total individual level
indicators: 100% indicators: 100% indicators: 100%
Performance evaluation Performance evaluation Performance evaluation
Group level targets 50% Group level targets 40% Group level targets 25%
Individual targets 50% Individual targets 60% Individual targets 75%

* In case such manager has responsibilities within any of the areas of Risk management, Security, Compliance or
Internal audit, the weight of group (entity) level targets are 20% and the weight of individual level targets are 80%.

MapameTpn MOXyTb BYTW 3MiHEHI 3rigHO 3 pilueHHsIM MaTepuHcbkoro baHky Ta maTb OyTy 3aTBEpAXKEHI HAKa3oM
"onoBu npaBniHHA | BHeceHi B AaHy NoniTnky npn HacTynHoMy oHoBreHHi/ Parameters can be changed based on

Cratyc oKyMeHTa MoroaxeHo
[aTta noromkeHHs1 JOKyMeHTa 14.01.2026

ABTOp JOKYMeEHTa
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Parent Bank's decision and should be approved by CEO’s order and added to the Policy in the next update

DouipHi koMmnaHii
Ynenw lNMpaenivna (GizHec Ta L. .
.. ™ i .. e IHWi pieHi kepiBHUYTEE
KPI CEO pouipHiX KOMNaHiK nigrpuMmua) gouipHix komnaHin® . ,
(Biznec, nigTpumea)™
IHCTHTY L i TMOKAZHUKM Bara MOKAZHUKK Bara MOKAZHUKK Bara
HHHA
. 3aranom NOKaZHUKK 3aranom NOKa3HMKK 3aranom NOKa3HMKM
[rpynoBuid) N 100% . 100% . 100%
g rpynu (Komnawii): rpynu (komnanii): rpynu (Komnanii):
piBeHE
MOKA3HUKM Bara MOKa3ZHUKK Bara MOKa3ZHUKK Bara
KinsricHi yini KinekicHi wini KinbkicHi yini
. 90% 80% 30%
I"'q"B'F_‘_Ya IHgMBigyaneHi wini IHgmBigyaneHi wini IHguBigyaneHi wini
NbHUA
piseHt KomneTeHwuii 10% HomneteHuii 20% HomneteHuii 20%
3aranom 3aranom 3aranom
IHAMBIOYANbHI LiAi: 100% IHOMEaY aMBHI IR 1005 IHAWBIAYanbHI Lini: 100%
Ouinka eghekmueHocmi OuiHka echekmueHocmi OuiHka eghekmueHocmi
Lini rpynoeoro pieHAa 50% Lini rpynoeoro pieHA 40% Lini rpynoeoro pieHa 25%
IHoMBigyanbHI Lini 50% IHAMBIAYaNbHI Lini 60% IHAMBIAYaNbHI Lini 75%
*V pasi, AKLWLO TaKMIA KepiBHMK Mae 000B'A3KK B OOHIN i3 chep YNPasniHHA puavHamu, [enapTameHTy iHfopmauifHoi
Ta baHriBceKOT Dezneky, [enapTamMeHTy KOMMAAEHCY Ta GiHaHCOBOro MOHITOPUHIY abo JdenapTameHTy
BHYTPILWHBOIO ayauTy, Bara Winel Ha pieHi rpynu (opradisauii) cTaHoBWMTL 20%, a Bara iHAMBIAYaNbHMX Wineild — 80%.
Cratyc oKyMeHTa MoroaxeHo ABTOp JOKYMeEHTa Galyna Leonidivha CHEMUS
[aTta noromkeHHs1 JOKyMeHTa 14.01.2026
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Appendix 3 HDopnatok 3
to Policy on the performance evaluation and the pgo Nonituka NPo OUIHKY AiSANbHOCTI Ta MaTepianbHe
incentives for OTP BANK JSC employees ctumynioBaHHs npauisHukisa AT «OTIT BAHK»

Tunu npemitoBaHHsA/ Bonus payment types

PerynsapHi npemii

OaHopasosi
3a OCOGNHUEO BaXNUEBEI 3aBAaHHA

Crparteri4Hi wini Work-out
Treasury
POS

Retail front office

IHauBeigyanbHi Uini

CepeaHE 3Ha4YeHHA

3aranbHobaHKIBCbKI Liini IHanBigyansHi KPI, SME run-down
Onepaujiinuii npubyTok OKR, SLA Mortgage run-down
BistecKPI Call Centre

— Collection

I BcTaHoeAoOTLCA BCTaHOBMIOIOTECA Litigation

| CEQ/ YneHom R Verification i T.a.

| . KepiBHUKOM

| MNpaBniHxa

Bonus payment methodology
Regular bonuses

One-time bonuses
for the tasks of especial
importance

Strategic goals Individual goals Work-out
Treasury
POS
Retail front office

SME run-down

average value

Bank’s indicators Individual KPI, Mortgage run-down
Operation profit OKR, SLA Call Centre
Business KPI Collection
- Litigation
Set by CEQ/ Board } Verification and etc.
Set by manager
Member }
Cratyc oKyMeHTa MoroaxeHo ABTOp JOKYMeEHTa Galyna Leonidivha CHEMUS
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