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1. Remuneration policy
(Article 450 of CRR)

1.1. The bodies that oversee remuneration

The competent specialised departments, the Management Board, the Remuneration Committee of the Supervisory
Board, and the Supervisory Board of the Bank, which also adopts the Remuneration Policy for the Members of the
Supervisory Board of NLB and the Members of the Management Board of NLB (hereinafter: Remuneration Policy for
members of the Management Body) and Remuneration Policy of employees of NLB and NLB Group (hereinafter:
Remuneration policy for employees), are involved in the decision-making process on the formulation, changes, and
amendments to the Remuneration Policies. In accordance with the Companies Act (ZGD-1), the remuneration policy of
the members of the Supervisory Board of the Bank and of the Management Board of the Bank must be after approval
by the Supervisory Board of the Bank submitted to the General Meeting of Shareholders of the Bank for approval.
Voting on the Remuneration Policy at the General Meeting of Shareholders of the Bank is consultative.

On 10 April 2025, the Supervisory Board of NLB d.d. adopted the fifth version of the Remuneration Policy, effective
from 1 January 2026. The Remuneration Policy was submitted for voting at the General Meeting of NLB d.d. on 16
June 2025, where 56.8% of the votes cast were in favour and 43.21% were against.

Members of Remuneration Committee as per 31 December 2025:
e Shrenik Dhirajlal Davda, President,
e Mark William Lane Richards, Vice President,
e |slam Osama Zekry, member
e Andre-Marc Prudent Toccanier, member
e Sergeja Kocar, member.

In 2025, the Remuneration Committee of the NLB Supervisory Board held six regular meetings.

An external contractor — a legal advisor for corporate law, who is a permanent associate of the Bank, also participates
in the formulation, preparation, or implementation of the Remuneration Policy.

Considering local legislation and other regulations, the remuneration policy is also implemented at the level of all
members of the Group through the management and control system of the Group.

Both remuneration policies regulate the remuneration of identified employees, i.e., those employees who, within the
scope of their work tasks and activities, can significantly influence the Bank’s risk profile, and sets the framework of the
remuneration for all other employees in the Bank and in the Group.

The Bank conducts a self-assessment annually in order to establish the appropriateness of the definition of identified
employees. Employee self-assessment is carried out based on qualitative and quantitative criteria laid down in the
second paragraph of Article 220 of the Banking Act (ZBan-4) and Commission Delegated Regulation (EU) No
2021/923, so that each employee is assessed according to the previously mentioned criteria.

The competent specialised department shall at least annually, considering the above criteria, draw up a proposal on
the basis of which the Bank’s Management Board, subject to approval of the Supervisory Board, that adopts the self-
assessment of the identified employees. In the Remuneration policies are as identified employees included members of
the Management Body, senior management, and other employees who, within their powers and responsibilities, can
influence the Bank’s risk profile.

The annual self-assessment of identified employees at NLB d.d. and at NLB Group level as of 31 December 2025 was
approved by the Supervisory Board at its meeting held on 09 April 2026.



1.2. Design and structure of the remuneration system for identified staff

The Remuneration Policies shall be consistent with the strategic goals of the Bank and the Group, its organisational
culture and values, its long-term interests, the ESG factors, measures to prevent conflicts of interest, and its risk
strategy appetite.

The Remuneration Policies have been designed so as not to stimulate excessive risk-taking by members of the
Management Bodies whether financial, operational, regulatory or reputational, including risks resulting from mis-selling
or unethical selling of products. the Bank shall ensure that the Remuneration Policy is compatible with adequate and
efficient risk management and that it stimulates prudential management.

Efficient management of risks and capital at all levels is crucial for maintaining the profitable operation of the Group
over the long run.

The Variable Remuneration is based on the achievement of the goals of the Group and the Bank and the goals of each
individual and is awarded and paid in the form of money and/or Instruments. These goals are intended for the
achievement of long-term value creation and sustainable results and combine financial goals with ESG goals.

The Group contributes to sustainable financing by factoring in ESG risk considerations in its business strategies, the
risk management framework and internal governance. The Group’s ESG risk management follows the ECB and EBA
guidelines and best practice.

The Bank / the Group is committed to improving the sustainability of its operations and measures, manages and
reports on its performance in accordance with the applicable EU regulations and the UN Convened NZBA
commitments signed by the Bank.

The following stakeholders are involved in the decision-making process on the formulation, changes, and amendments
to the remuneration policy:

e The competent specialised departments prepare and coordinate proposals, check the compliance of the policy
with regulations, policies, risk-taking, and perform a central review of compliance with regulations, policies,
procedures, internal acts, etc.

e The Management Board of the Bank, within the scope of its powers, inter alia, the adequacy of remuneration
practices on lower levels within the Bank and throughout the Group that are consistent with prudent and effective
risk management and are gender neutral.

e The Remuneration Committee is an advisory body of the Supervisory Board and shall also have the duty to:

e carry out expert and independent assessments of the remuneration policies and practices and make
recommendations to the Supervisory Board to include development of STl and LTI programmes which
promote effective risk management and ensuring that policies are gender-neutral, support equal treatment and
consider ESG factors.

e prepare proposals for all decisions of the Supervisory Board in relation to Remuneration, including review of
Basic Salaries, Performance Criteria setting, evaluation of achievement of Performance Criteria targets and
approval of annual Remuneration Report.

e The Risk Committee is an advisory body of the Supervisory Board and shall also have the duty to:

e advise on the Bank’s general present and future risk appetite and on the risk management strategy;

e help to supervise the Senior Management regarding the implementation of the risk management strategy;

e without interfering with the duties of the Remuneration Committee, check whether the Variable Remuneration
adequately takes into account relevant risk management considerations including but not limited to capital
adequacy, liquidity, ESG etc., and the probability and timing of the Bank’s revenues, and make
recommendations to ensure prudential remuneration policies and practices.

e Supervisory Board of the Bank is responsible for adopting and maintaining the Remuneration Policy and for
supervising its implementation. The Supervisory Board reviews remuneration proposals and recommendations
from the Remuneration Committee and is responsible for adopting decisions on Remuneration of Management
Board members. In accordance with the EBA guidelines, the Bank's Supervisory Board is responsible for adopting
and maintaining the remuneration policy and for overseeing its implementation, thereby ensuring its full
implementation at both the Bank and Group levels.



e The General Meeting of the Bank, after the confirmation of the Remuneration policy of the members of the
Management Board by the Supervisory Board of the Bank in accordance with the Companies Act (ZGD-1) a
voting of the bank’s shareholders is conducted to approve the policy. The vote on the remuneration policy at the
General Meeting of Shareholders of the Bank is consultative.

Changes to the Remuneration Policies in 2025

The remuneration policy is reviewed and coordinated annually, following the requirements of binding regulations and
guidelines.

Remuneration Policy for members of the Supervisory Board of the Bank and members of the Management
Board of the Bank

In 2025, the Bank amended the Remuneration Policy, which was adopted by the Supervisory Board on 10 April 2025
and submitted for voting at the General Meeting on 16 June 2025, when it was voted for. The Remuneration Policy is
valid from 1 January 2026 onwards.

The significant changes of the fifth version compared to the fourth version of the Remuneration Policy are:
e the inclusion of “step-in” criteria or “gateway” criteria (regulatory step in criteria and performance-related step
in criteria) for the award of STl and LTI,
e the definition of the procedure for determining the variable remuneration budget for the variable remuneration
of Management Board members;
e the clear definition of the roles of individual stakeholders in the processes related to the remuneration of
Management Board members.

Remuneration Policy of Employees in the Bank and in the Group

In accordance with the Remuneration Policy for employees of NLB and the NLB Group, the Remuneration Committee
of the Supervisory Board of the Bank and Supervisory Board of the Banka must check the adequacy of the
Remuneration policy at least once a year as part of the monitoring and control of the implementation. At the meeting on
19 June 2025, the Supervisory Board of the Bank adopted the third version of the Remuneration policy which is valid
from 1 January 2026. According to the provisions of the Remuneration Policy, it was sent to the NLB Group member in
order to be adopted by its relevant bodies by the end of 2025.

The significant changes of the Remuneration Policy are as follows:

e the roles of individual stakeholders including Risk function in remuneration-related processes are more clearly
defined to enhance governance and oversight

e the identification process of identified employees who have significant impact on risk profile in NLB d.d. and in
NLB Group is determined in more details including defining activities and roles of functions or committees

e categories of identified employees in NLB Group members are newly determined

e fix and variable remuneration for identified employees and for other employees are explained in more details
including roles of certain committees or functions in remuneration-related processes

e aretention bonus for identified employees is newly defined

e step-in criteria or gateway criteria (Regulatory and Performance-related) for NLB d.d. (and guidelines for NLB
Group) for awarding variable remuneration were introduced to ensure that variable remuneration is granted
only when predefined conditions are met,

e performance criteria and determining the performance of employees are divided and, in more details, defined
for category of identified employees and other employees, including roles of certain committees or functions
(including provisions for NLB Group member) and goals for NLB d.d., organisational unit and personal goals
are listed

e aclear process for setting the Bonus Pool for variable remuneration for identified employees is established

e provisions related to awarding, deferring and paying out the variable remuneration are enhanced with
timelines, related stakeholders and includes guidelines for NLB Group members

e the Remuneration Policy will be implemented in strategic NLB Group members while observing the local
regulations too. In non-strategic NLB Group members provisions as defined in this Remuneration policy will be
implemented through employment agreements (except provisions related to deferral and instruments).



The guaranteed variable remuneration for members of the Management Board and other identified employees

The Remuneration Policy for members of the Management Body determines that the guaranteed variable remuneration
can be specified in the employment contract of a new Management Board member prior to the contractual start date,
and only for the first year of employment. There will be no obligation for the Bank to pay any guaranteed variable
remuneration in circumstances when the Supervisory Board has decided to not pay any Variable remuneration to the
Management Board members due to Bank capital and liquidity considerations.

The guaranteed variable remuneration of a new Management Board member hereunder is limited to 1.5 times their
Gross Monthly Salary as defined in their employment contract and is not included in the calculation of the ratio between
the fixed and variable components of the total remuneration for the first performance period. The provisions on malus,
retention and clawback do not apply to the guaranteed variable remuneration, and the total amount of the guaranteed
variable remuneration shall be paid in cash and shall not be deferred.

The remuneration policy stipulates that the employment contract may specify a guaranteed variable remuneration for
an identified employee only for the first year of employment, in accordance with the long-term interests of the bank.
When a guaranteed variable remuneration is awarded upon employment of a new employee before the start of the first
performance period, this guaranteed variable remuneration is not included in the calculation of the ratio between fixed
and variable components of the total remuneration for the first performance period. The provisions of the remuneration
policy on malus, retention, and clawback of the variable part of the salary do not apply to the guaranteed variable
remuneration. The entire amount of the guaranteed variable remuneration is paid in cash and is not deferred.

Compensation for early discontinuation of the term of office of a member of the Management Board

Any payment to an individual Management Board member in connection with early termination of their employment
contract shall reflect the performance of that individual during a specific period and shall not reward them for failures or
possible breaches at the Bank.

According to the above, it may not be stipulated in the contract on the employment of a member of the Management
Board with the Bank that a member of the Management Board is entitled to a compensation for early termination of the
term of office if they are dismissed by the Supervisory Board due to:
e a severe violation of the obligations; or
¢ the inability to manage business; or
e due to a vote of non-confidence issued by the General Meeting of the Bank, except in the case when such a vote
of no confidence is obviously ungrounded.

Furthermore, it may not be stipulated in the contract on the employment of a member of the Management Board with
the Bank that a member of the Management Board is entitled to a compensation for early termination of the term of
office:

o if they are re-employed by the Bank or the Group after the termination of the term of office; or

e in the event of a regular termination of the term of office.

It may be stipulated in the contract on the employment of a member of the Management Board with the Bank that a
member of the Management Board is entitled to a compensation for early termination of the term of office only if
dismissed for other business or economic reasons (the proposal of the President of the Management Board for the
dismissal of a member of the Management Board shall be deemed one of such other business or economic reasons -
the second paragraph of Article 23 of the Bank's Articles of Association). The compensation for early termination of the
term of office from the previous sentence, stipulated in the contract on the employment of a member of the
Management Board with the Bank, may not exceed the amount which is calculated using the following general formula:
Gross Monthly Salary of such member of the Management Board, payable on the basis of the month prior to the
termination of the term of office, multiplied by 12.

Prior to the payment, the Supervisory Board may reduce (whereby it takes into account the relevant circumstances) the
compensation for early discontinuation of the term of office of a member of the Management Board (even to zero) due
to:
e unsuccessful performance of the Bank, when the total amount of severance pay for employees is determined,
taking into account the Bank’s capital base, and if the following circumstances exist:



e when the Bank is granted state aid or is subject to early intervention or resolution measures pursuant to the
Resolution and Compulsory Winding-Up of Banks Act (ZRPPB-1); or

e if a request has been filed for the initiation of regular insolvency proceedings of the Bank, as defined in Article
2(1)(47) of the Directive 2014/59/EU; or

e where significant losses lead to the situation that the Institution no longer has a sound capital base and,
following this, the business area is sold or the business activity is reduced.

e unsuccessful performance of the Management Board member, if the following circumstances exist:

e where the relevant member of the Management Board no longer meets appropriate standards of fitness and
propriety; or

e where the relevant Management Board member participated in or is responsible for conduct which resulted in
significant losses for the Bank;

e where the relevant Management Board member acts contrary to internal rules, values or procedures based on
intent or gross negligence.

In the sense of point 172 b (i) and point 167 of the EBA Guidelines, the compensation for early termination of the term
of office is not considered in the calculation of the ratio between the Variable Remuneration and Fixed Remuneration,
and it is not subject to deferral and payment in Instruments. The details of the compensation for early termination of the
term of office are defined in the contract on the employment of a member of the Management Board with the Bank.

Severance pays to identified employees

Severance pays for identified employees, who are not members of the Management Board, are considered variable
remuneration. The severance pays to the identified employees are paid by the Bank in accordance with the labour law
regulations and the collective agreements and are therefore not considered in the calculation of the ratio between
variable and fixed components of remuneration, thus not subject to deferment and payment in instruments.

1.3. The ways in which current and future risks are considered in the remuneration processes

Before awarding and payment of variable remuneration (including deferred part), the Bank considers adjustment
criteria resulting from risk management through the performance monitoring system based on KPI & KRI goals at the
level of the Group. As criteria, e.g., compliance with adopted policies, methodologies, policies, requirements of
regulators and auditors, and authorisations related to the work of an identified employee.

As defined in the Remuneration policies before paying the variable remuneration, the Bank shall check whether the
strength of the capital base of the Bank and/or the Group is endangered and whether the variable remuneration would
be unsustainable given the financial condition of the Bank as a whole and/or the Group as a whole.

Variable remuneration shall not be awarded or paid out when the effect would be that the capital base of the Bank
and/or the Group would no longer be sound. If the soundness of the Bank’s/the Group’s capital base could be at risk
due to allocating and paying the variable remuneration, the Bank shall take the following measures within the required
scope:

¢ reduce the bonus pool for the previous business year, even down to zero, and appropriately consider such a
reduction when awarding the variable remuneration for the previous business year;

e use the necessary measures to adjust the performance, particularly the maluses for the reduction of previously
awarded but not paid deferred variable remuneration;

e reduce the previously paid remuneration based on the agreement on the return of the variable remuneration.



1.4. The ratio between fixed and variable remuneration set in accordance with point (g) of Article
94(1) CRD

Remuneration of the members of the Supervisory Board

In relation to their function members of the Supervisory Board may only receive remuneration that is compliant with the
relevant resolutions of the Bank’s General Meeting. The Bank’s General Meeting may determine and change the
remuneration of the members of the Supervisory Board independently from the Remuneration Policy, and may change,
repeal, or replace any of its resolutions in relation to the remuneration of the Supervisory Board members at any time,
or adopt a new resolution in relation to the remuneration of the Supervisory Board members.

All remuneration of the members of the Supervisory Board defined in resolutions of the Bank’s General Meeting shall
constitute fixed remuneration.

Remuneration of the members of the Management Board
The Remuneration Policy for management bodies is designed to attract, retain, and motivate high calibre members of
Management Bodies. When remunerating its Management Board member, the Bank follows the principles of:

e appropriate Remuneration (Remuneration of the Management Board members is comparable with the trend of
salaries on the market and competitive to the remuneration of the Management Board members in comparable
regional institutions);

e linking Performance Bonus to achievement against Performance Criteria

The Remuneration of a Management Board member shall consist of:

e A Fixed Part of the Salary, which reflects the relevant professional experience, responsibilities, and duties of a
member of the Management Board, as defined in the job description of the member of the Management Board. It
is determined based on periodic benchmarking against comparable regional banks with regard to the
function/area covered by an individual member of the Management Board.

e A Performance Bonus, which reflects sustainable and risk-adjusted performance. The amount of the Performance
Bonus of a Management Board member depends on Performance Criteria which comprise:

e the achievement of the financial goals of the Group;

e the achievement of the financial and or strategic business goals specifically set for each Management Board
member with respect to individual functional responsibilities;

e the personal goals of the Management Board member.

The Performance Bonus is divided into short term incentive (STI) and long term incentive (LTI).

For the term of office of a member of the Management Board, the Bank can provide for the components of the fixed
part of the remuneration which are presented in Report on Remuneration for Management Body in business year 2025.

For the term of office of a member of the Management Board, the Bank can provide for the following components of the
variable part of the remuneration:

e  STI - not more than nine average gross monthly salaries of the Management Board member
e LTI - not more than three average gross monthly salaries of the Management Board member
e Guaranteed variable remuneration

e Compensation for early termination of the term of office

e Compensation for the non-competition period.

The Bank can also arrange with the Management Board member that the Bank covers (or compensates the
Management Board member if they paid it by themselves) also any applicable taxes, contributions, and other duties
related to the handover of the variable remuneration in instruments to the Management Board member and/or any
taxes, contributions, and other duties related to the payment of liabilities from these instruments.

The ratio between the gross salary of the Management Board member and the maximum variable part of the salary of
the same Management Board member is 1:1.

The sum of variable remunerations of an individual Management Board member which is factored into the calculation
of the ratio between the variable and fixed remuneration for an individual business year in line with the relevant



Remuneration Policy must not exceed 100% of the sum of fixed remunerations of the individual Management Board
member for this business year.

Remuneration of other identified employees

A salary of an identified employee comprises:
e The fixed part of the salary, which consists of:

basic salary — the basic monthly salary of an individual employee, as set in their employment contract (in
accordance with the Employment Relationships Act and collective agreements);

salary allowances: according to the Employment Relationships Act, allowances are set for special working
conditions related to the distribution of working time and special workload. The types of allowances are
specified in the Branch Collective Agreement and their amount is set in the Tariff Attachment and in the NLB
Collective Agreement;

salary compensation: the allowance received by the employee because of absence from work for the reasons
defined by labour law regulations applicable at the time (conditions and amount specified in the related
regulations);

reimbursement of costs: reimbursement of commuting costs and meal allowance defined in the internal Rules
on the reimbursement of the work-related costs and other remunerations, reimbursement for use of own
assets for working from home (amount determined by in the rules governing work from home);

bonuses: according to the Personal Income Tax Act (ZDoh-1), a bonus is defined as any benefit in kind
provided to the employee by the employer. Bonuses represent the basis for the calculation of benefits (social
security contributions of the employee and the employer, and personal income tax), and consequently has the
effect of reducing the employee’s net salary;

voluntary supplementary pension insurance (hereinafter: ‘PDPZ’) — in line with the concluded contract on
establishing PDPZ between the Bank and the trade union of the Bank the employer pays a certain amount to
all employees. PDPZ does not represent an incentive part of the benefit, as the amount paid cannot be paid to
the employee before regular retirement;

other remuneration arising from collective agreements (such as holiday allowance, jubilee award, solidarity
assistance, etc.).

e The variable part of the salary, which for identified employees consists of:

the part depending on the performance of the Bank or the Group (for the identified employees able to affect
the risk profile of the Group within the scope of their powers) or depending on the performance of the Bank
(for other identified employees);

the part depending on the performance of the organisational unit of the identified employee;

the part depending on the individual performance of the identified employee; and

severance pay, which is considered variable remuneration.

The ratio between the variable and fixed part of the salary for identified employees differs depending on the category of
identified employee, as defined in the Remuneration Policy, where identified employees are entitled to from a minimum
of three to a maximum of six salaries.



1.5. Description of the ways in which the institution seeks to link performance during a
performance measurement period with levels of remuneration

a. An overview of main performance criteria and metrics for institution, business lines, and individuals

Criteria for assessing the performance of members of the Management Board

The members of the Management Board are entitled to STI based on their achievement of financial and non-financial
Short-term Performance Criteria and/or LTI based on their achievement of financial and non-financial Short-term
Performance Criteria and Long-term Performance Criteria, under the terms and conditions of the Policy.

The following targets in the ratios given below shall be used for assessing the performance of a member of the
Management Board in an Accrual Period (for both STl and LTI):

¢ financial goals of the Group: 50%;

¢ financial or development goals in the areas covered by the member of the Management Board: 30%;

e personal goals of the member of the Management Board: 20%.

The following targets in the ratios given below shall be used for assessing the performance of the Chief Risk Officer
(CRO) in an Accrual Period (for both STI and LTI):
e financial goals of the Group: 20%);
e goals of the risk management function (CRO): 60%; the goals in this indent are independent from the
performance of the business areas that the member of the Management Board supervises;
e personal goals of the member of the Management Board: 20%.

Short Term Performance Criteria for STI and LTI consist of the following:

e The Group financial goals
The financial performance indicators are set based on the Annual Budget of the Group approved in advance by
the Supervisory Board for the following Business Year.

¢ Financial and other development goals in the areas covered by the member of the Management Board
The financial and development performance indicators specified for the areas covered by the member of the
Management Board are set to support the long-term stability and development orientation of the Bank by
motivating the Management Board member in the implementation of key strategic projects including but not
limited to operations enhancement, enhancing customer satisfaction, fulfilling ESG commitments.

e Personal goals
Performance criteria set as the personal goals supports the personal development of each individual member of
the Management Board, also supports employee development and engagement, organisational culture, and
abiding by the values of the Group.

The Short-term performance criteria and the methodology for assessing the performance of the management board
members are determined by the supervisory board before the financial year for which the Short-term performance
criteria are determined.

10



Goals Weights Goals for 2025

Financial goals of | 50% Financial goals as set by Supervisory Board for each business year:

the Group (CRO 20%) *  Netrevenues

*  Cost/income ratio (CIR)*

Return on equity after tax (ROE a.t.), normalised*

Cost of risk

Net fees and commission income

Financial intermediation margin

Additionally, for Management Board members by area of responsibility:

+ total revenues of subsidiaries and net fee and commission income
(payment systems, card operations and ATM operations) for the
Management Board member responsible for NLB Group
management and payments;

* netrevenues and net fee and commission income of companies for
the Management Board member responsible for the corporate and
investment banking area;

* netrevenues and net fee and commission income in retail banking
for the Management Board member responsible for retail banking.

Goals in the areas | 30% Financial or development goals in the areas covered by the member of the
covered by the (CRO 60%) Management Board:

member of the * Implementation of the Group strategy in the area under the
Management responsibility of the Management Board member*

Board * Implementation of the ESG goals agreed in the sustainability

implementation plan in the areas that fall under the responsibility of the
member of the Management Board*

*  Achieving the customer satisfaction index*

»  other strategic goals of the Management Board member, which are set
for each year by the Supervisory Board for each board member and
refer to the area within the competence of that board member*

Personal goals 20% Personal goals related to:

» Acting in accordance with the Group values

*  Achieving the employee engagement/satisfaction
Employee development and succession planning

»  Personal development of the Management Board member

*For CRO targets relate to the risk area

The Long-term performance criteria and the related methodology for assessing the performance of the management
board members in the subsequent performance period are determined by the Supervisory Board prior to the LTI
accounting period The following targets in the ratios given below shall be used to determine the performance of an
individual member of the Management Board during the Subsequent Performance Period (i.e., to determine the
fulfilment of Long-term Performance Criteria for the payment of LTI):

Targets for LTI CRITERIA WEIGHT
1. Relative total shareholder return the performance indicator is determined based on | 50% (20% for CRO)
(RTSR) the RTSR performance of the Bank in comparison
with a peer group of comparable banks
2. Goals that derive from the Bank’s | -measuring the desired organisational culture 50% (20% for CRO)
long-term strategy and are -ensuring equal pay for equal work or work of
related to the sustainability and equal value regardless of gender and measuring
development of the Bank and are | and reducing gender pay gap
linked to the promotion of -Increasing sustainable lending

organisational culture, employee
development and customer
relations

Cost of risk (for CRO only) average realised negative deviation of Cost of 60%
Risk relative to plan established for STI over
Subsequent Performance Period

1"




Criteria for assessing performance of other identified employees
Identified employees are entitled to an annual variable part of the salary based on the achievement of financial and
non-financial performance criteria, under the conditions specified in the Remuneration Policy.

The Management Board sets the goals of the Bank and the Group for each business year and the Bank’s Supervisory
Board approves them.

The concrete targets which derive from the targets of the Bank and/or the goals of the Group of the organisational unit
where the identified employee assumes risk are defined by their direct superior officer for each business year and
include the following areas:
e business goals of the organisational unit, project goals, cross-functional goals, which are cascaded on the top
bottom principle;
¢ financial goals of the organisational unit (where are specified).

Personal goals of an identified employee are defined by their direct superior officer for each business year.

The following goals apply in the following ratio to determining the performance of an individual identified employee:

Bank / the Group | OU goals Personal goals
goals
Identified employees 50% 30% 20%
Identifigd employt_aes*in control/ 20% 60% 20%
supervisory function

*Performance measures for control or supervisory functions are designed based on the objectives of their function and responsibilities. Variable
remuneration is awarded or paid to them based on the achievement of objectives related to their functions, and these must be independent of the
performance of the organisational parts they supervise.

b. An overview of how amounts of individual variable remuneration are linked to institution-wide and
individual performance

The Remuneration Policy stipulates that the decision on whether the performance criteria have been met and the
decision on the payment of variable remuneration for the members of the Management Board and identified employees
in control/supervisory function is made by the Supervisory Board, and for other identified employees by the Bank’s
Management Board. A Management Board member who does not achieve personal goals is not entitled to the STI or
LTI for certain performance period, regardless of whether the goals of the Bank and the goals of the organisational unit
have been achieved.

The same identified employee who does not achieve personal goals is not entitled to the annual variable part of the
salary, regardless of whether the goals of the Bank and the goals of the organisational unit have been achieved.
Likewise, an employee is not entitled to the annual variable part of the salary insofar as it grossly violates the values of
the Group defined in the NLB Group Code of Ethics. Likewise, prior to the awarding of the variable part of the salary to
the identified employees, the adjustment of this variable part of the salary to performance and risks is carried out,
considering the performance criteria and adjustment criteria specified in the relevant Remuneration Policy.

When assessing the performance of the members of the Management Board, the Supervisory Board also considers the
prevailing situation and outlook for the local, regional, as well as global banking sector and economies and the
achievement of the goals of the members of the Management Board, taking into account their activities in pursuing the
Bank’s best interest.

In the event of exceptional economic uncertainty or other extraordinary circumstances (in the past, such uncertainty
and extraordinary circumstances arose due to the spread of COVID-19) that could jeopardise the solid capital base of
the Bank and/or the Group in the future, the Supervisory Board may postpone the decision on awarding and/or paying
the variable remuneration (or part thereof) to the Management Board member until such exceptional circumstances
cease; and the same Management Board for identified employees.

An interview regarding the achievement of results for the previous year and the agreement on goals for the next year is

conducted with identified employees, based on the Group’s strategy, the Bank’s goals, and the Bank’s development
and project goals. During the year, the achievement of goals is also checked, especially those related to strategic
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projects on individual level with individual identified employees as on a collective level, on the Bank’s committees, and
on the Supervisory Board.

Definition of the amount of variable remuneration for members of the Management Board

The Supervisory Board shall assign the STI or LTI to the members of the Management Board for an individual
accounting period (i.e. a business year) (or decide not to assign them) no later than three months after the adoption of
the Group’s annual report for that accounting period (i.e., a business year).

Variable part of salary
The amount depends on achievement of performance criteria: | For a business year STl is maximum nine
e ifthe goals are partially achieved, STl or LTI can be average gross monthly salaries of a

between 40% and 60%, member of the Management Board and
e ifall the goals are achieved, STl or LTI can be LTl is maximum three average gross
between 60% and 80%, and monthly salaries of a member of the

e ifall the goals are exceeded, it can be up to 100% of | Management Board
the maximum STl or LTI.

If personal goals are not achieved, the Board member is not
entitled to the STl or LTI.

Definition of the amount of variable remuneration for identified employees

The amount of the variable part of the salary of an individual identified employee for an individual business year is
determined in the Remuneration Policy for the employees, considering the fulfilment of the objectives of the Bank or the
Group, organisational unit goals and personal goals, whereby the amount of the variable part of the salary of an
individual identified employee for an individual business year can amount to a maximum of:

e six salaries for identified employee in category 1 (these are identified employees who belong to senior
management in the business part of the Bank and assistants to the Bank’s management);

o five salaries for identified employee in category 2 (these are identified employees in the business part of the Bank
at level B-2 and regional managers of the Group);

e three salaries for identified employee in category 3 and 4 (these are identified employees in non-business part of
the Bank, who are managers and employees who would not otherwise belong to any category from this article,
but in accordance with the second paragraph of Article 189 Banking act or Commission Delegated Regulation
(EU) No. 2021/923 are treated as having a significant impact on the Bank’s risk profile and identified employees in
the supervisory or control function.

Awarding and payment of the STI and LTI of the Management Board and variable part of the salary for the other
identified employees for 2025

Regarding awarding and payment of the STI and LTI for business year 2025 for the Management Board members and
the variable part of the salary for identified employees in control or supervisory functions the Supervisory Board will
take decision after the confirmation of the Annual Report for business year 2024 in his session on 9 April 2026. After
that, the Management Board took a decision on awarding and payment of the variable part of salary for business year
2025 for other identified employees on his session held on 21 April 2026.

Awarding and payment of the variable part of the salary for the members of the Management Board for 2025

At its meeting on 9 April 2026, the Supervisory Board considered the business results for 2025 and the evaluation of
the results achieved by the members of the Management Board of the Bank and identified employees in the control or
supervisory function, thereby setting the starting point for the awarding of the variable part of the salary for the business
year 2025 for members of the Management Board and identified employees in the control or supervisory function, and
on the payment of the deferred part of the variable part of the salary for 2019, 2020, 2021, 2022, 2023 and 2024.

The Supervisory Board to the members of the Management Board of the Bank has:

e 50% of the variable part of the salary for the business year 2025 awarded in cash, whereby the first half of the
monetary part of the STl and LTIl was paid out on 16 April 2026, and for the rest of the monetary part of the STI
and LTI, a deferral period of five years applies;

e 50% of STl and LTI for the business year 2025 awarded in instruments, the content of which is derived from the
draft “agreement on the awarding and payment of part of STl and LTI for the business year in instruments.” The
number of these (awarded) instruments shall be calculated by dividing the STI and LTI paid in instruments by the
average price of the Bank’s share before awarding and by rounding the result down to the nearest whole number.
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Half of the instruments that were awarded to the board member were handed over on 16 April 2026, and the rest
of the instruments are subject to a 5-year deferral period.

Awarding and payment of the variable part of the salary for the other identified employees for 2025

For other identified employees, the Management Board decided on its session on 21 April 2026 on the awarding and
payment of the variable part of the salary for 2025, and the payment of the deferred part of the variable part of the
salary for 2019, 2021, 2022, 2023 and 2024.

The Management Board has thus decided that for each identified employee whose variable part of the salary for the
business year 2025 exceeds EUR 50,000 and/or comprises more than 1/3 of his total remuneration for the business
year 2025:

e 50% of his variable part of the salary will be awarded in cash, whereby the first half of the cash part of the variable
part of the salary is paid out on 23 April 2026, and for the rest of the cash part of the variable part of the salary, a
deferral period of five years applies;

e 50% of the variable part of the salary for the business year 2025 is awarded in instruments, the content of which
is derived from the draft “agreement on the awarding and payment of part of the variable part of the salary for the
business year 2025 in instruments,” whereby the number of these (awarded) instruments is determined as
follows, that 50% of his variable part of the salary for the business year 2025 is divided by the average price of the
Bank’s share before the awarding and the result is rounded down to the nearest whole number. Half of the
instruments awarded to each identified employee were handed over on 23 April 2026, and the rest of the
instruments are subject to a 5-year deferral period.

The Management Board has decided that for each identified employee whose variable part of the salary for the
business year 2025 does not exceed EUR 50,000 and/or not comprises more than 1/3 of his total remuneration for the
business year 2025 the variable part of the salary will be awarded in cash, and was paid out on 23 April 2026 in total.

The deferred part of the variable part of the salary or STI and LTI for members of the Management Board for
the years 2019, 2020, 2021, 2022, 2023 and 2024 and for other identified employees for the year 2019, 2021,
2022, 2023 and 2024

The Bank for identified employees whose variable remuneration exceeded EUR 50,000 or one third of their total annual
remuneration for 2019 and 2020 was awarded in 2022 when new Banking Act entered into force. The new Banking Act
stipulates that at least 50% of the variable part of the salary of each individual whose variable remuneration exceeds
EUR 50,000 or one third of their total annual remuneration, consist of ordinary or preferred shares of the Bank, or
share-related instruments, or equivalent non-monetary instruments.

With the new Banking Act, the basis for awarding part of the variable part of the salary in share-related instruments
were provided, the Bank created an instrument for the purpose of awarding the non-monetary part of the variable part
of the salary, the content of which is formulated in the “agreement on the awarding and payment of variable part of the
salary for the individual business year in instruments,” and where is additionally stated that instrument gives its holder
the yields equal to the dividends the NLB d.d.’s share gives its holder, which was approved by the Supervisory Board of
the Bank at the meeting on 10 April 2025.

Supervisory Board of the Bank thus, at the session on 9 April 2026, adopted the resolution for each member of the
Management Board that:

¢ all conditions for the payment cash obligation on instruments for business year 2019 handed over on 16/5/2023 to
current and former members of the Management Board of NLB d.d. are fulfilled and shall be paid out on
16/6/2026

¢ all conditions for the handing over of the fourth fifth of deferred non-cash variable part of salary for the business
year 2019 to current and former members of the Management Board of NLB d.d. are fulfilled which shall be made
on 16/05/2025

¢ all conditions for the payment of the cash obligation on instruments for the business year 2020 - the first fifth
handed over on 16.5.2023 to current and former members of the Management Board of NLB d.d. are fulfilled and
shall be paid out on 16/6/2026

¢ all conditions for the payment or handing over of the fourth fifth of deferred non-cash variable part of salary for the
business year 2020 to current members of the Management Board of NLB d.d. are fulfilled which shall be made
on 16/5/2026
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all conditions for the payment of the cash obligation on instruments for the business year 2021 - the first fifth
handed over on 12/5/2023 to current members of the Management Board of NLB d.d. are fulfilled and shall be
paid out on 12/6/2026

all conditions for the payment and handing over of the fourth fifth of deferred variable part of salary for the
business year 2021 to current and former members of the Management Board of NLB d.d. are fulfilled shall be
made on 12/5/2026

all conditions for the payment and handing over of the third fifth of deferred variable part of salary for the business
year 2022 to current members of the Management Board of NLB d.d. are fulfilled and shall be made on 21/4/2026
all conditions for the payment cash obligation on instruments for business year 2022 — non deferred part handed
over on 21/4/2023 to current members of the Management Board of NLB d.d. are fulfilled and shall be made on
21/5/2026

all conditions for the payment and handing over of the second fifth of deferred variable part of salary for the
business year 2023 to current members of the Management Board of NLB d.d. are fulfilled. The payment of the
cash variable part shall be made on 20/4/2026 and handing over of the instruments for the business year 2023 to
current members of the Management Board of NLB d.d. shall be made on 18/4/2026.

all conditions for the payment and handing over of the first fifth of deferred variable part of salary for the business
year 2024 to current members of the Management Board of NLB d.d. are fulfilled. The payment of the cash
variable part shall be made on 20/04/2026 and handing over of the instruments for the business year 2024 to
current members of the Management Board of NLB d.d. shall be made on 18/4/2026.

The Management Board has adopted the resolution for other identified employees that:

identified employees whose variable remuneration for the 2025 business year does not exceed EUR 50,000 and
does not account for more than 1/3 of their total remuneration for this business year shall be awarded the variable
part of salary in cash in total without deferral on 23 April 2026;

identified employees whose variable part of salary for the 2025 business year exceeds EUR 50,000.00 and/or
accounts for more than 1/3 of their total remuneration for this business year, 50% of the variable part of salary
was awarded in cash, with the first half of the cash part of the variable salary was paid out on 23 April 2026 and
half of the instruments was handed over on 23 April 2026; the remaining part of the variable part of the salary is
subject to a 5-year deferral period;

All conditions have been fulfilled for the payment of the cash obligation under the Instruments handed over on 13
May 2023 in respect of the first fifth of the deferred part of the variable remuneration for the business year 2019,
which shall be paid on 16 June 2026, and for the handing over of the fourth fifth of the deferred non-cash part of
the variable remuneration for the business year 2019, which shall take place on 15 May 2026.

All conditions have been fulfilled for the payment of the cash obligation under the Instruments handed over on 13
May 2023 in respect of the first fifth of the deferred part of the variable remuneration for the business year 2021,
which shall be paid on 15 June 2026, and for the payment of the fourth fifth of the deferred cash part of the
variable remuneration for the business year 2021, which shall be made on 13 May 2026, and for the handing over
of the fourth fifth of the deferred non-cash part of the variable remuneration for the business year 2021 to the
identified employees concerned, which shall take place on 13 May 2026.

All conditions have been fulfilled for the payment of the cash obligation under the Instruments handed over on 21
April 2023 in respect of the non-deferred part of the variable remuneration for the business year 2021, which shall
be paid on 21 May 2026, and for the payment of the third fifth of the deferred cash part of the variable
remuneration for the business year 2022, which shall be made on 21 April 2026, and for the handing over of the
third fifth of the deferred non-cash part of the variable remuneration for the business year 2022 to the identified
employees concerned, which shall take place on 21 April 2026.

All conditions have been fulfilled for the payment of the second fifth of the deferred cash part of the variable
remuneration for the business year 2023, which shall be made on 28 April 2026, and for the handing over of the
second fifth of the deferred non-cash part of the variable remuneration for the business year 2023 to the identified
employees concerned, which shall take place on 28 April 2026.

All conditions have been fulfilled for the payment of the first fifth of the deferred cash part of the variable
remuneration for the business year 2024, which shall be made on 28 April 2026, and for the handing over of the
first fifth of the deferred non-cash part of the variable remuneration for the business year 2024 to the identified
employees concerned, which shall take place on 28 April 2026.
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c. Information on the criteria used to determine the balance between different types of instruments
awarded including shares, equivalent ownership interest, options, and other instruments

The purpose of the instrument is to encourage the long-term orientation of the behaviour of the identified employees,
especially in the part of risk management, because by linking part of the variable part of the remuneration to long-term
monitoring of performance, the sustainable and prudent behaviour of the employees, and thus the long-term business
of the Bank is encouraged.

The instruments that present the part of the variable remuneration of the identified employee are determined by the
Supervisory Board in accordance with the applicable regulations.

If the variable remuneration of an identified employee for an individual business year exceeds EUR 50,000 gross
or/and is higher than one-third of his/her total remuneration for the respective business year, at least 50% of it must — if
that is obligatory in accordance with the relevant regulations — consist of instruments, and the identified employee may
only transfer these instruments upon the Bank’s permission, which may only be issued after at least three years have
passed since the acquisition (this refers both to the non-deferred and the deferred part of the variable remuneration).

By awarding and paying, in the cases specified by the Remuneration Policies, a part of variable remuneration of the
identified employees in the form of NLB shares or instruments the value of which is linked to the value of the NLB
share, and this Instrument gives its holder yields equal to the dividends the NLB’s share gives its holder, and is subject
to the award period and the conditions regarding the holdership of the instruments after they have been acquired, as
specified herein (the variable part of the salary of a identified employee for each business year shall be awarded (or it
is decided that it shall not be awarded) no later than three months after the adoption of the Annual Report of the NLB
Group for the respective business year; the identified employee may only transfer the instruments with the Bank’s
approval that can only be issued after the expiry of a three-year period from the acquisition date, as the Bank
guarantees and stimulates the identified employees to pursue long-term business and development goals when
managing the Bank, thus supporting the Bank’s strategy and long-term sustainability of operations.

If part of the Variable Remuneration of a certain identified employee consists of ordinary or preference shares of the
Bank, or instruments related to shares or equal non-cash instruments, the Variable Remuneration shall be set
according to the criteria whereby the Bank ensures compatibility with a prudent and efficient risk management.

The Bank shall determine the Instruments to be used for part of the Variable Remuneration of the identified employees
in accordance with Remuneration Policies and the regulations applicable at the time.

Unless another type of Instrument is determined pursuant to the preceding paragraph, the part of the Variable
Remuneration of an identified employee consisting of Instruments shall be awarded and paid, under the terms and
conditions of the Remuneration Policy, in Instruments with the following properties:

e The value of the Instrument is linked to the value of the NLB'’s share.

e The Instrument gives its holder yields equal to the dividends the NLB’s share gives its holder, provided that if
any limitations are prescribed in relation to the yields of the Instrument by applicable regulations, such
limitations shall be applied to the yields of the Instrument.

e Any yields payable prior to the handing over of the Instrument to the member of the Management Board shall
be treated as received and owned by the Bank and shall not be paid to the member of the Management Board
(or to any later holder of the Instrument).

With prudent management and governance of the Bank, a long-term growth is guaranteed, which is among other
reflected in the value of the NLB share that follows the performance results. So, the Bank’s goals must be set in a
reasonable and strategic manner to enable a higher and consistent growth of revenues and ensure further growth and
strengthening of the Bank.

d. Information of the measures the institution will implement to adjust variable remuneration in the event
that performance metrics are weak, including the institution’s criteria for determining “weak”

performance metrics

The award and payment of the variable remuneration depends on adjustment criteria which result from risk
management through the system for monitoring performance based on KPIl and KRI targets at the level of the Group.
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The criteria applied shall include compliance with the adopted policies, methodologies, orientations, regulators’, and
auditors’ requirements, as well as authorisations linked to the work of the Management Board member.

Under the remuneration policies effective from 1 January 2026, the Bank additionally introduced step-in or gateway
criteria (regulatory and performance-related) for the award of short-term incentives (STI) and long-term incentives (LTI),
i.e. variable remuneration, to identified employees, thereby ensuring that variable remuneration is awarded only if the
predefined conditions are met.

In assessing the work performance of members of the Management Board, the Supervisory Board also considers the

year-on-year situation of the local, regional, and global banking and economic market and assesses the achievement

of the goals of the members of the Management Board considering their activities in pursuit of the best interests of the
Bank.

In 2026, before awarding variable remuneration to Management Board member the Supervisory Board or the
Management Board and before awarding variable remuneration to identified employees the Management Board for
2025, and in accordance with the provisions of the Remuneration Policy, adjusted this variable remuneration for
performance and risk based on KPIs and KRI targets and decided that due to prior risk adjustment prior to the award,
in accordance with the provisions of the relevant Remuneration Policy, the amount of the variable part of the salary for
the 2025 business year can be paid out to all member of the Management Board and to identified employees.

1.6. The ways in which the institution seeks to adjust remuneration to take account of long-term
performance

Members of the Management Board and other identified employees shall be entitled to the annual variable part of the
salary which shall be awarded and/or paid based on their achieving the financial and non-financial performance criteria
and other terms and conditions specified in the Remuneration Policy.

The decision whether all the criteria have been achieved to pay the variable part of salary to members of the
Management Board and the identified employees heads in control or supervisory functions shall be adopted by the
Supervisory Board, whereas for other identified employees this decision shall be adopted by the Management Board of
the Bank which reports to the Bank’s Supervisory Board on the matter.

Awarding of the variable part of the salary

Prior to awarding variable remuneration to an identified employee, the Bank shall make an adjustment of such variable
remuneration to performance and risks, considering the adjustment criteria based on the KPI and KRI goals, and the
criteria listed in the table below.

Prior to the award of STl and/or LTI to a member of the Management Board, the Supervisory Board shall adjust the STI
and/or LTI to reflect the achievement of performance and risk criteria (as determined by the Risk function or as
specified in the Policy — e.g. the financial performance of the Bank or the NLB Group, the conduct of the member of the
Management Board, a negative fit and proper assessment, etc.), as set out in the table below.

Likewise, prior to the award of variable remuneration to identified employees who are heads of control or supervisory
functions, the Supervisory Board shall carry out an adjustment to performance and risk, taking into account the criteria
set out in the table below, which specifies the cases in which the Supervisory Board shall reduce the variable
remuneration for identified employees in control or supervisory functions prior to the award thereof (including to zero).
For other identified employees, the Management Board of the Bank shall, due to prior risk adjustment before the
award, reduce the amount of variable remuneration (including to zero). If reduction to zero is not mandatory according
to the table below, the competent body determines the reduction of the variable remuneration on the basis of the
circumstances of each case.

The amount of the variable remuneration to be awarded, its composition, the share of variable part of the remuneration
to be deferred, and the period of payment deferment pursuant to Remuneration Policy shall be determined by the
Supervisory Board for the member of the Management Board and other identified employees — heads in control or
supervisory function, and by the Management Board for other identified employees.
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Table 1 — Cases in which the amount of variable remuneration is reduced (potentially down to zero)

Mandatory Reduction of
reduction of variable
Ser. Circumstances variable remuneration,
No. remuneration to potentially to
zero zero

The Bank's performance shows material negative trends that result from
1 the decisions adopted by the employee performing special work in the X
accounting period, to which the variable remuneration is related
Fraud or abuse by the identified employee
Sewere violations of the Bank's regulations or internal documents by the
identified employee
The actions of the identified employee show signs of a criminal offence
The actions of the identified employee in the accounting period, to which
the variable remuneration is related show signs of a minor offence
The actions of the identified employee in the accounting period, to which
6 the variable remuneration is related reduce or damage the Bank's X
reputation
Violation of obligations arising from the employment relationship by the
7 identified employee in the accounting period, to which the variable X
remuneration is related
Non-diligent conduct of the identified employee, which is intentional or
8 arises from severe negligence in the accounting period, to which the X
variable remuneration is related, causing material damage to the Bank
The actions of the identified employee in the accounting period, to which
9 the variable remuneration is related, result in a conflict of interest with the X
Bank's business interests
Corruptive actions of the identified employee resulting in or increasing the
non-transparency in the adoption of business decisions
The cooperation of such identified employee in, or their responsibility for,
the actions that led to significant losses for the Bank
12 Fit & Proper assessment of such identified employee is negative X
The actions of such identified employee is contrary to the Code of Conduct

a |~ W N

10

11

13 in the NLB Group X

14 The Bank's soundness of the capital base could be at risk due to allocating X
and/or paying the variable remuneration

15 Considering the financial position of the Bank as a whole, the variable X
remuneration would not be sustainable

16 The financial performance of the Bank and/or the business unit in which the %
identified employee is employed is poor or negative

17 The Bank and/or the business unit in which the identified employee is X

employed, is particularly unsuccessful in the area of risk management
The actions of the identified employee in the accounting period, to which
18 the variable remuneration is related, contributed to the Bank being imposed X
a regulatory fine
Note: The cases in which an individual option can be used are marked with a cross. Variable remuneration in this table represents also STI or LTI, which
refers only to the members of the Management Board.

The variable remuneration of identified employee for an individual business year shall be awarded and paid total in
cash, provided that it does not exceed EUR 50,000 gross, and is not higher than one-third of their total remuneration
for the respective business year.

If the variable remuneration of identified employee for an individual business year exceeds EUR 50,000 gross or/and is
higher than one-third of their total remuneration for the respective business year, at least 50% of it must consist of
instruments, and the identified employee may only transfer these instruments upon the Bank’s permission, which may
only be issued after at least three years have passed since the acquisition (this refers both to the non-deferred and the
deferred part of the variable remuneration).

At least 50% of the variable remuneration of the identified employee awarded for an individual business year (or at
least 60% if it is higher than 15 times the average annual gross remuneration at the Bank for the business year before
the award") shall be deferred for a period of at least five years starting on the day of payment of the non-deferred part
of this variable remuneration.

" Each individual member of the Group uses 15 times the average annual gross remuneration in that member of the Group in its
remuneration policy
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The non-deferred part of variable remuneration is paid no later than three months after the adoption of the Annual
Report of the NLB Group for the business year to which the variable remuneration relates, provided also that the
Supervisory Board of the Bank adopts a decision on the awarding (or non-awarding) of the variable remuneration for
the members of the Management Board of the Bank for the said business year.

The deferred part of the variable remuneration shall be paid in proportion. It shall be paid under the terms and
conditions of this Policy, in fifths, as follows:

o the first fifth of the deferred part of the variable remuneration shall be paid no later than three months after one
year has passed from the payment of the non-deferred part of the variable remuneration, provided the following
conditions have been cumulatively met before the first fifth of the deferred part of the variable remuneration is
paid: (i) one year has lapsed after the payment of non-deferred part of the variable remuneration; and (ii) the
Group has adopted its annual report for the financial year before the financial year in which one year lapses after
the day of payment of non-deferred part of the variable remuneration; and (iii) the Supervisory Board of the Bank
has decided on the payment of the variable remuneration to the members of the Management Board of the Bank
which (a) refers to the same financial year as the part of the variable remuneration indicated in this indent, and (b)
falls due in the same financial year as the part of the variable remuneration indicated in this indent;

e the second fifth of the deferred part of the variable remuneration shall be paid no later than three months after two
years have passed from the payment of the non-deferred part of the variable remuneration, provided the following
conditions have been cumulatively met before the second fifth of the deferred part of the variable remuneration is
paid: (i) two years have lapsed after the payment of the non-deferred part of the variable remuneration; and (i)
the Group has adopted its annual report for the financial year before the financial year in which two years lapse
after the day of payment of the non-deferred part of the variable remuneration; and (iii) the Supervisory Board of
the Bank has decided on the payment of the variable remuneration to the members of the Management Board of
the Bank which (a) refers to the same financial year as the part of the variable remuneration indicated in this
indent, and (b) falls due in the same financial year as the part of the variable remuneration indicated in this indent;

e the third fifth of the deferred part of the variable remuneration shall be paid no later than three months after three
years have passed from the payment of the non-deferred part of the variable remuneration, provided the following
conditions have been cumulatively met before the third fifth of the deferred part of the variable remuneration is
paid: (i) three years have lapsed after the payment of the non-deferred part of the variable remuneration; and (ii)
the Group has adopted its annual report for the financial year before the financial year in which three years lapse
after the day of payment of the non-deferred part of the variable remuneration; and (iii) the Supervisory Board of
the Bank has decided on the payment of the variable remuneration to the members of the Management Board of
the Bank which (a) refers to the same financial year as the part of the variable remuneration indicated in this
indent, and (b) falls due in the same financial year as the part of the variable remuneration indicated in this indent;

o the fourth fifth of the deferred part of the variable remuneration shall be paid no later than three months after four
years have passed from the payment of the non-deferred part of the variable remuneration, provided the following
conditions have been cumulatively met before the fourth fifth of the deferred part of the variable remuneration is
paid: (i) four years have lapsed after the payment of non-deferred part of the variable remuneration; and (ii) the
Group has adopted its annual report for the financial year before the financial year in which four years lapse after
the day of payment of non-deferred part of the variable remuneration; and (iii) the Supervisory Board of the Bank
has decided on the payment of the variable remuneration to the members of the Management Board of the Bank
which (a) refers to the same financial year as the part of the variable remuneration indicated in this indent, and (b)
falls due in the same financial year as the part of the variable remuneration indicated in this indent;

o the fifth fifth of the deferred part of the variable remuneration shall be paid no later than three months after five
years have passed from the payment of the non-deferred part of the variable remuneration, provided the following
conditions have been cumulatively met before the last fifth of the deferred part of the variable remuneration is
paid: (i) five years have lapsed after the payment of non-deferred part of the variable remuneration; and (ii) the
Group has adopted its annual report for the financial year before the financial year in which five years lapse after
the day of payment of non-deferred part of the variable remuneration; and (iii) the Supervisory Board of the Bank
has decided on the payment of the variable remuneration to the members of the Management Board of the Bank
which (a) refers to the same financial year as the part of the variable remuneration indicated in this indent, and (b)
falls due in the same financial year as the part of the variable remuneration indicated in this indent.

If the competent body of the Bank defines a deferral period that is longer than five years, the previous paragraph
applies mutatis mutandis.
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Malus, retention, and return of the variable part (clawback)

The table below sets out the cases when the Supervisory Board members of the Management Board due to
subsequent risk adjustment before its maturity for payment, reduces the amount of the cash portion of an individual
part of the deferred part of the STl or LTI or the number or value of the instruments that consists of an individual part of
the deferred part of the STl or LTI (may also be reduced to zero). In the case where, in accordance with the table
below, the reduction to zero is not mandatory, the Supervisory Board determines the reduction of an individual part of
the deferred part of the STl or LTI depending on the circumstances of the case.

The Supervisory Board to the identified employees - heads of supervisory or control functions, and the Management
Board for other defined employees, due to subsequent adjustment to the risk before its maturity reduces the deferred
part of the variable remuneration in cash or the number or the value of instruments that make up an individual part of
the deferred part of variable remuneration (possibly to zero). If a reduction to zero is not mandatory according to the
table below, the competent authority shall determine the reduction of an individual part of the deferred part of the
variable remuneration according to the circumstances of the case.

If the relevant circumstances are not sufficiently clear to allow for deciding on whether a part of the deferred part of STI
or LTI (as applicable) of the Management Board member is to be paid out or not, or the amount that is to be paid, the
Supervisory Board can decide that such part of STI or LTI shall not fall due upon initially set maturity and it may defer
the decision on whether, in what amount and when it is to be paid until the relevant circumstances are clarified. In the
case referred to in the previous sentence, the Supervisory Board decides whether the part of the deferred part of STl or
LTI (as applicable) is to be paid or not, the amount that is to be paid and when, once the relevant circumstances have
been sufficiently clarified.

Also, the Management Board decides if the circumstances of a case are not clear enough to allow for deciding on
whether the deferred part of the variable remuneration of identified employee is paid out or not, or in what amount it is
to be paid, the Bank can decide, that the deferred part of the variable remuneration shall not fall due upon the initially
set maturity and it may defer the decision on whether, in what amount, and when to pay the deferred part of the
variable until the circumstances are clarified. In the case from the previous sentence, the Bank decides whether the
deferred part of the variable remuneration is to be paid or not, and in what amount it is to be paid, and when — once the
relevant circumstances have been clarified to its satisfaction.

If the case of a circumstance from item 7, 12, 15, or 16 of the table from the Policy occurs or is revealed and the (non-
deferred or deferred) part of the variable remuneration has already been paid, the Bank has the right to demand, within
a period of three years from the payment of the part of the variable remuneration from identified employee to return
such part of variable remuneration, partially or in full, with mutatis mutandis application rules from Remuneration Policy.
Furthermore, the Bank has the right to demand, within a period of three years from the payment of the part of the
variable remuneration from identified employee to return such a part of the variable remuneration, partially or in full, if it
is established after the payment that identified employee significantly contributed to poor or negative financial
performance of the Bank or used fraud or taken any other intentional action or caused, through gross negligence, great
losses to the Bank. Decisions referred to in this paragraph regarding the variable remuneration of members of the
Management Board and identified employees of control functions or supervisory functions shall be made by the Bank’s
Supervisory and Management Boards, regarding the variable remuneration of other identified employees.
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Table 2 — Cases in which the amount of deferred variable remuneration is reduced (potentially down to zero)

reduction of an individual
individual portion of the
ser portion of the deferred part of
" Circumstances deferred part of the variable
No. . .
the variable remuneration,
remuneration to potentially to
zero zero
The Bank's and/or the NLB Group’s performance in the period of deferred payment
1 shows material negative trends that result from the decisions adopted by the identified X
employee
2 Fraud or abuse by the identified employee
3 Severe violations of the Bank's regulations or internal documents by the identified
employee
4 The conduct of the identified employee shows signs of a criminal offence X
5 The conduct of the identified employee in the accounting period to which the variable X
remuneration refers show signs of a minor offence
6 An action of the identified employee in the accounting period to which the variable X
remuneration refers reduces or damages the Bank's reputation
7 The nullity of the annual report is established with a binding effect and the grounds for X
nullity refer to the items or facts on which the variable part of the salary is based
8 Violation of obligations arising from the employment relationship by the identified X

employee in the accounting period to which the variable remuneration refers
Uneconomical practices of the identified employee which are intentional or arise from
9 sewere negligence in the accounting period to which the variable remuneration refers, X
causing material damage to the Bank and/or the NLB Group
An action of the identified employee in the accounting period to which the variable
remuneration refers results in a conflict of interest with the Bank's business interests
Corruptive actions of the identified employee resulting in or increasing the non-
transparency in the adoption of business decisions
It is established in a special auditor’s report that the criteria for defining the variable
12 part of the salary were applied incorrectly or that the critical accounting, financial and X
other data and indicators were incorrectly established or applied
13 The variable remuneration was not awarded in accordance with this Policy
If a new fact is revealed that could change the decision on the award or the amount of
the variable remuneration

10

11

14

Involvement of the identified employee in or their responsibility as a identified employee

15 X
for actions leading to significant losses for the Bank and/or the NLB Group

16 The fit & proper assessment of the identified employee is negative X
The conduct of the identified employee is in contravention of the Code of Conduct of

17 X
the NLB Group

18 The solid capital base of the Bank and/or the NLB Group could be at risk due to paying X
the variable remuneration

19 Considering the financial position of the Bank as a whole and/or of the NLB Group as a X
whole, the variable remuneration is not sustainable
Financial performance of the Bank and/or the NLB Group and/or the business unit in

20 : o : . . X
which the identified employee is employed is bad or negative

21 The Bank and/or the Group and/or the business unit in which the identified employee is %
employed is particularly unsuccessful in the area of risk management

22 The actions of the identified employee in the accounting period to which the variable %

remuneration refers contributed to the Bank being imposed a regulatory fine

Note: The cases in which an individual option can be used are marked with a cross. Variable remuneration in this table represents also STl and LTI which
refers to members of the Management Board only.

1.7. Main parameters and rationale for any variable components scheme and any other non-cash
benefit in accordance with point (f) of Article 450(1) CRR

The variable part of the remuneration refers to the payment, which depends on the achieved results, and which are
directly related to the achievement of the goals of the Group, the Bank, and individual goals and is allocated and paid
out in the form of cash and/or instruments. These objectives are aimed at achieving long-term value creation and
sustainable results and combine financial objectives with environmental, social, and governance objectives.

The Group contributes to sustainable financing by integrating ESG risks into its business strategies, risk management

framework, and internal management. Thus, ESG risk management follows the guidelines of the ECB and the EBA and
is included in all relevant processes.
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‘Sustainability’ refers to managing the direct impact of the ESG while ensuring ethical and efficient operations. Our goal
of improving sustainability is achieved by measuring, managing, and reporting in accordance with relevant EU
regulations and UN principles. Effective risk and capital management at all levels is crucial for maintaining the long-
term profitable operations of the Group.

In defining the objectives for 2025 to the members of the Management Board, financial and non-financial performance
indicators are determined which were approved by the Bank’s Supervisory Board at the meeting on 17 January 2025,
and derive from the budget plan that was approved at the meeting on 12 December 2024 as presented:

e Financial indicators of the Group or the Bank (achievement of planned values):
e Net revenues,
e Cost/income ratio (CIR),
e Return on equity after tax (ROE a.t.), normalised,
e Cost of risk,
e Net fees and commission income,
e Operational business margin,
e financial goals for individual members of the Management Board
e and other financial and non-financial indicators for each member of the Management Board were driven by the
targets consists of:
e implementation of the strategy,
e implementation of set targets according to the Sustainability development plan (ESG),
e Net Promotor Score measurement,
e behaviour in accordance with the values of the Group,
o the engagement measurement, development plan, and succession plan.

A detailed disclosure of the financial goals of the Group and the individual goals of the members of the management
Board and their achievement is described in the Report on the remuneration of the members of the Management Body
for the financial year 2025.

1.8. The total remuneration for each member of the Management Body or senior management

The total remuneration of the members of the Management Body has already been disclosed by name and by type of
remuneration in the Annual Report in Chapter 8. Related-party transactions on page 576 and in the Report on the
remuneration of the members of the Management Body for the financial year 2025.

1.9. Information on whether the institution benefits from a derogation laid down in Article 94(3)
CRD in accordance with point (k) of Article 450(1) CRR

The derogation provided for in Article 94 (3) (b) of the CRD may apply to the Bank, that derogation shall be applied by
the Bank to the principle set out in Article 94 (1) (I) and (m). At the Bank there are 67 employees for whom the
derogation applied. The amount of total remuneration for identified employees for 2025 amount of 10,130,000 EUR,;
where fix remuneration amounts to 8,065,000 EUR and variable remuneration 2,065,000 EUR.

1.10. Large institutions shall disclose the quantitative information on the remuneration of their
collective Management Body, differentiating between executive and non-executive members
in accordance with Article 450(2) CRR

The total remuneration of the members of the Management Body has already been disclosed by name and by type of
remuneration in the Bank’s 2025 Annual Report in Chapter 8, Related-party transactions on page 576.
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1.11. Quantitative information on remuneration
(Article 450.1 g h, and i of CRR)

The Supervisory Board decided about the variable part of the salary for business year 2025 after the confirmation of the Annual Report for business year 2025 in his session in
April 2026. After that, the Management Board decided on awarding and paying the variable part of the salary for the business year 2025 for other identified employees.

Consequently, REM templates were amended.

Table 3 — EU REM1 — Remuneration awarded for the financial year for NLB Group

in EUR
31.12.2025 MB Supervis?ry MB Managemc.ent Other senior Other identified
function function management staff
a b [ d
1 Number of identified staff 10 7 267 191
2 Total fixed remuneration 925,039 4,390,797 25,497,617 7,056,800
3 Of which: cash-based 925,039 4,390,797 25,497,617 7,056,800
4 (Not applicable in the EU)
EU-4a Fixed Of which: shares or equivalent ownership interests - - - -
5 remuneration Of which: share-linked instruments or equivalent non-cash instruments - - - -
EU-5x Of which: other instruments - - - -
6 (Not applicable in the EU)
7 Of which: other forms - - - -
8 (Not applicable in the EU)
9 Number of identified staff 10 7 267 191
10 Total variable remuneration - 3,177,142 7,743,628 1,662,179
11 Of which: cash-based - 1,588,571 6,620,976 1,662,179
12 Of which: deferred - 992,857 671,698 -
EU-13a Of which: shares or equivalent ownership interests - - - -
EU-14a Variable Of which: deferred - - - -
EU-13b remuneration Of which: share-linked instruments or equivalent non-cash instruments - - - -
EU-14b Of which: deferred - - - -
EU-14x Of which: other instruments - 1,588,571 1,122,652 -
EU-14y Of which: deferred - 992,857 549,300 -
15 Of which: other forms - - - -
16 Of which: deferred - - - -
17  Total remuneration (2 + 10) 925,039 7,567,938 33,241,244 8,718,979
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Table 4 — EU REM2 — Special payments to staff whose professional activities have a material impact on institutions’ risk profile (identified staff) for NLB Group

in EUR

MB Supervisory MB Management Other senior  Other identified

31.12.2025 function function management staff

a b c d

Guaranteed variable remuneration awards

Guaranteed variable remuneration awards - Number of identified staff - - 1 -

2 Guaranteed variable remuneration awards -Total amount - - 3,365 -

Of which guaranteed variable remuneration awards paid during the financial year,
that are not taken into accountin the bonus cap

Severance payments awarded in previous periods, that have been paid out during the
financial year

Severance payments awarded in previous periods, that have been paid out during the
financial year - Number of identified staff

Severance payments awarded in previous periods, that have been paid out during the
financial year - Total amount

Severance payments awarded during the financial year

Severance payments awarded during the financial year - Number of identified staff - - 5 3

Severance payments awarded during the financial year - Total amount - - 238,477 112,353

Of which paid during the financial year - - 238,477 112,353

© |00 |N|[®

Of which deferred - - - R

Of which severance payments paid during the financial year, that are not taken into
accountin the bonus cap

11 Of which highest payment that has been awarded to a single person - - 97,662 77,150




Table 5 — EU REM3 — Deferred remuneration for NLB Group

N EUK

Total amount of
deferred

Amount of
performance
adjustment made in

Amount of
performance
adjustment made in

Total amount of
adjustment during the
financial year due to ex

Total amount of
deferred remuneration

Total of amount of
deferred
remuneration

31.12.2025 remuneration Of which due to Ofvyhlc.h the financial year to the financial year to po'st implicit awarded before the awarde(.i for
awarded for . vesting in deferred adjustments . previous
. . . vest in the deferred . . financial year actually .
Deferred and retained remuneration previous ) . subsequent . remuneration that (i.e.changes of value of . . N . performance period
financial year . remuneration that . . paid out in the financial
performance financial years . was due tovestin  deferred remuneration that has vested but
. was due to vest in the year . .
periods X . future performance due to the changes of is subject to
financial year . ) . .
years  prices of instruments) retention periods
a b [ d e f EU-g EU-h
1 MB Supervisory function - - - - - - - -
2 Cash-based - - - - - - - -
3 Shares or equivalent ownership interests - - - - - - - -
4 Share-linked instruments or equivalent non-
cash instruments
5 Other instruments - - - - - - - -
6 Other forms - - - - - - - -
7  MB Management function 6,875,884 1,286,128 5,689,756 - - 1,163,774 1,286,128 -
8 Cash-based 2,578,029 833,868 1,744,161 - - - 833,868 -
9 Shares or equivalent ownership interests
10 Share-linked instruments or equivalent non-
cash instruments
11 Other instruments 4,297,855 452,259 3,845,595 - - 1,163,774 452,259 -
12 Other forms -
13 Other senior management 14,653,498 4,791,616 9,861,882 - - 2,158,278 4,801,154 -
14 Cash-based 8,058,250 4,011,112 4,047,138 - - - 4,020,651
15 Shares or equivalent ownership interests
16 Share-linked instruments or equivalent non-
cash instruments
17 Other instruments 6,595,248 780,504 5,814,745 - - 2,158,278 780,504 -
18 Other forms -
19 Other identified staff 2,041,244 1,225,269 815,975 - - 22,789 1,225,269 -
20 Cash-based 2,005,640 1,225,269 780,371 - - - 1,225,269
21 Shares or equivalent ownership interests
22 Share-linked instruments or equivalent non-
cash instruments
23 Other instruments 35,604 - 35,604 - - 22,789 - -
24 Other forms -
25 Total amount 23,570,626 7,303,013 16,267,613 - - 3,344,841 7,312,551 -
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Table 6 — EU REM4 — Remuneration of 1 million EUR or more per year for NLB Group

in EUR

31.12.2025

Identified staff that are high earners
as set out in Article 450(i) CRR

a

1,000,000 to below 1,500,000

3

1,500,000 to below 2,000,000

2,000,000 to below 2,500,000

2,500,000 to below 3,000,000

3,000,000 to below 3,500,000

3,500,000 to below 4,000,000

4,000,000 to below 4,500,000

4,500,000 to below 5,000,000

Olo|N|O|O|~hWIN|=

5,000,000 to below 6,000,000

-
o

6,000,000 to below 7,000,000

N
N

7,000,000 to below 8,000,000

Table 7 — EU REMS — Information on remuneration of staff whose professional activities have a material impact on institutions’ risk profile (identified staff) for NLB Group

in EUR
Management body remuneration Business areas
31.12.2025 Independent
MB MB . .
. Investment Retail Asset Corporate internal
Supervisory Management Total MB . . . All other Total
. . banking banking management functions control
function function .
functions
a c d e f g h i j
1 Total number of identified staff 10 17 7 75 22 31 66 257 458
2 Of which: members of the MB 10 17
3 Of which: other senior management 7 38 9 23 35 155 267
4 Of which: other identified staff - 37 13 8 31 102 191
5 Total remuneration of identified staff 925,039 7,567,938 8,492,977 738,786 6,886,430 2,473,180 3,916,180 6,336,816 21,608,831 41,960,223
6 Of which: variable remuneration - 3,177,142 3177142 303,153 1,571,513 530,958 855,077 1,160,803 4,984,303 9,405,807
7 Of which: fixed remuneration 925,039 4,390,797 5,315,835 435,633 5,314,917 1,942,221 3,061,103 5176,013 16,624,528 32,554,416
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