YTBEpXKOEHO peLlleHnem
Coseta gupektopos NAO «3Hen Poccusay
Ne 13/22 ot 28.07.2022 r.

Monutuka
Nno BO3HarpaXxgeHuo n BO3MeLLeHUIo
pacxoaoB (KOMMeHcauui) YneHos
MCMNONMHUTENbHbIX OPraHOB U UHbIX KITH4YeBbIX
pykoBoaswmx pabotHukoB My6nuyHoro
aKuMoHepHoro obuectBa «3Hen Poccusa»

1. OBLUUE NMONOXEHUA

1.1. Hactoswas MNonuTtuka no
BO3HarpaXKgeHUi0 1  BO3MELLEHMIO  pacXonoB
(komMneHcaumMn) YNEeHOB UCMONHUTENbHBLIX OPraHoB
M WHbIX KIOYEBbLIX PYKOBOASLIMX pPabOTHMKOB
MybnnyHoro akuMoHepHoro obulecTBa «3Hen
Poccusi» (nanee — lMonutuka), paspaboTaHHas
MAO «3Hen Poccusa» (panee — O6wecTBO) B
COOTBETCTBMM C OEWNCTBYHLLMMU HOPMaTUBHBbIMU
npaBoBbIMK akTamun Poccuiickon ®Pepepaunn,
Kogekcom kopriopaTMBHOro ynpasneHus badka
Poccun, YctaBom OO6uwectBa M nokanbHbIMU
HopmaTuBHbIMK akTamu O6LlecTBa, onpenensieT
MPUHUMMBLI U NOAXOAb! K BO3HArpaXKaeHMo YNeHoB
NCMOSHUTENbHBIX OPraHoOB M WHbIX KMOYEBbIX
PYKOBOASALLMNX paboTHUKOB ObuwecTsa,
yCTaHaBnMBaeT MopsaoK onpeaeneHns pasmepa
nx BO3HarpaxageHui u(unu) dopm onnatbl Tpyaa
COOTBETCTBEHHO, @ TaKKe pernameHTupyeT uHble
BMAbl BbINMAT, NbrOT M CouUManbHbIX FapaHTuM,
NpefoCTaBnsieMbIX yKasaHHbIM NULaMm.
Hactosawen [llonutnkon He  perynupyeTcs
BO3HarpaxxgeHve uneHoB CoBeTa OMPEKTOPOB
OOuwecTBa, ycTaHOBNEHWe pasmMepa, nopsiaka u
yCIoBuMI BbINNaThbl KOTOpOro aBnseTcs
komneTteHumen OO6wero cobpaHns akUMOHEPOB
O6uwecTBa.

1.2. Mon NCMNONHUTENbHBIMU opraHamu
Obulectea B uUenax Hactosiwen [lonutukn
NoHUMAaloTCS:

- eOVHONWYHbIA  UCMOMHUTESNbHBIA  OpraH —
"eHepanbHbI anpekTop ObLecTBa;

- YneHbl KONnmnernanbHoro WCMNOMHUTENBHOroO

opraHa — uneHsbl MpaBnexusa ObLecTsa.

Mog kmoYeBbIMKM PYKOBOAAWMMU paboOTHUKaMM
ObuwectBa B Uenax Hactosawen [lonutukn
noHnmatotca pabotHukm OOwecTBa, KoTopble
3aHMMalOT 3HAYUMble MNO3ULMU B CTPYKType
WCMOSTHUTENBbHOIO PYKOBOACTBA W  OKasblBalOT
HenocpeacTBEHHOE BNUsSHME Ha 3(PPEKTUBHOCTb
(PUHAHCOBO-3KOHOMMYECKOWN OesaATenbHOCTH
ObuwecTBa:

- "eHeparnbHbIN QUPEKTOP;

- 3amecTuTenNb reHepanbHOro AupekTopa —
[unpekTop no reHepauuu;

- 3amecTuTenb reHeparnbHOro gupekTopa —
DrHaAHCOBbBIN ANPEKTOP;

- 3amecTuTenNb reHepanbHOro AupekTopa —
OvpekTop No nepcoHany M OpraHu3auMoHHOMY
pa3BUTUIO;

Approved by the decision
of the Board of Directors of PJSC Enel Russia
Ne 13/22 dated 28.07.2022

Policy
on remuneration and reimbursement of
expenses (compensations) of the members of
the executive bodies and other key managers
of Public Joint Stock Company Enel Russia

1. GENERAL PROVISIONS

1.1. The present Policy on remuneration and
compensation due to members of the executive
bodies of PJSC Enel Russia and other key
managers of PJSC Enel Russia (hereinafter —
Policy), developed by PJSC Enel Russia
(hereinafter — Company) in accordance with the
effective regulatory legal acts of the Russian
Federation, Bank of Russia Code of Corporate
Governance, Company’s Charter and local
regulatory acts of the Company, defines principles
and approaches to remuneration of members of
the executive bodies and other key managers of
the Company, sets out the procedure for
determining the remuneration amount, and (or)
forms of labor remuneration accordingly, as well as
regulates other types of payments, benefits and
social guarantees provided to the persons
specified.

The present Policy does not regulate the
remuneration of members of the Company Board
of Directors, the determination of the amount,
procedure and terms of payment of which is the
competence of the General Meeting of
Shareholders of the Company.

1.2. For the purposes of this Policy executive
bodies of PISC Enel Russia shall mean:

- sole executive body — General Director of the
Company;

- all members of the collective executive body —
members of the Executive Board of the Company.
For the purposes of this Policy key managers shall
mean employees of PIJSC Enel Russia that occupy
important positions in the executive management
structure of PJSC Enel Russia and directly
influence efficiency of the Company financial and
economic activity:

- General Director;

- Deputy General Director - Head of
Generation;
- Deputy General Director — Head of

Administration, Finance and Control;
- Deputy General Director — Head of People
and Organization;



- 3amecTuTens reHepanbHOro Anpekropa —
Kommepueckuin anpekTop;

- 3amecTuTenb reHeparnbHOro AnpekTopa —
Ounpektop no 6e3onacHoCTY;

- 3amecTuTenb reHepanbHOro aMpekropa -
Oupektop N0  NpaBOBbIM BOMpocam n
KoprnopaTUBHbLIM OTHOLLIEHUSIM.

[Hanee no Tekcty [lonnTnkn — KMOYEBLIE
pykoBoauTenu Obuiectaa.
1.3. lMepeyeHb KMOYEBLIX pykKoOBOAUTENEWN

O6uwecTBa, ykasaHHbIn B M. 1.2. Monutnkn, MoxeT
ObITb M3MeHeH No pelueHntio CoBeTa AMPEKTOPOB
O6uwectBa npu YyCnoBuM npenBapuTeNbHOMO
paccMOTPEeHUss AaHHoro Bonpoca KomuTteTom no
Kagpam 1 BosHarpaxaeHusim CoBeTa AMPEKTOPOB
O6LwecTBa.

1.4. B uensx Hactosiwen [lonutukn nop,
BO3HarpaXXgeHMem  YrieHOB  UCMONHUTENbHbIX
opraHos n NHbIX KNK4eBbIX pykoBoaALLNX

pabotHukoB O6wecTBa MNOHMMAKTCA Kak Bce
dopmbl onnaTbl Tpyda, Tak M WHble BbiNnaThl,
NbroThbl 1 coumnarnbHble rapaHTUX, He OTHOCALLMECS
K cucteme onnatbl Tpyda ObuectBa cornacHo

3akoHoaatenocTBy  Poccuiickon — ®epgepauun
n(unu)  nokanbHblIM ~ HOPMATWBHBIM  aKTam
O6LwecTBa.

1.5. YcTaHoBneHMe pasmepa, nopsgka u

YCNOBMI BbINfaTbl BO3HArPaXXAEHUN KIHOYeBbIM
pykoBoanTensMm O6LiecTBa OCYLLECTBSETCS MO
peweHuto Coseta aupektopoB ObuiectBa npu
YCNOBMW  NpPeABapUTENbHOrO  pPaccMOTPEHUs!
OaHHbIX BonpocoB KomuteToM no kagpam W
BO3HarpaxxgeHusm CoBeTa ONpPEKTOpOoB
O6buwecTBa.

1.6. CoBeT anpektopoB ObLLiecTBa coXpaHsieT
3a coboi MpaBO B UCKIMIOYUTENBLHBIX Cry4vasx, B
3aBMICMMOCTM oT cTpaTermyeckmx "
NMPOU3BOACTBEHHbIX 3agav, yCcTaHaBnvBaTtb
pasmMep, yCroBMs W MNOpPsAoOK  Bbinnathbl
BO3HArpaXKgeHuin  Kr4YeBbIM  PYKOBOAUTENAM
O6uecTBa OTNMYHbBIE OT YKa3aHHbIX B HACTOALLEN
MonuTuke, npu ycrnoBuM nNpeaBapUTENbLHOro
paccMOTPEHUss AaHHoro Bonpoca Komutetom no
Kagpam 1 Bo3HarpaxaeHusm CoBeTa OUMPEKTOPOB
O6uwecTBa.

B cnyyae ecnu KAOYEBbIM  PYKOBOOUTENEM
O6uwecTBa sBMSETCS NUUO, HanpaBreHHoe AN
paboTbl B ObLecTBe (MpUHMMALOLLEN CTOPOHE) MO
OOroBOpYy O MpefocTaBneHun Tpyaa paboTHUKOB
(nepcoHana), 3akntoveHHoMmy mexgy ObecTBom
M YacTHbIM areHTCTBOM 3aHATOCTU WUNn ApYyrum
IOPUAMNYECKMM NULIOM, KOTOPble B COOTBETCTBUM C
3akoHogartenscTBoM Poccuickon degepaumm o
3aHATOCTM HaceneHus B Poccuiickon ®epepaunm
BrpaBe  OCYLEeCTBNATb  AesTeNnbHoCTb Mo
npepocTaBneHunto Tpyaa paboTHUKOB (nepcoHana)
UNM  NULO, KOTOPOE SIBNSAETCA WHOCTPAHHLIM
rPaXXgaHWHOM, TO YPOBEHb BO3HarpaxgeHus u

- Deputy General Director — Head of Energy
and Commodity Management;
- Deputy General Director — Head of Security;

- Deputy General Director — Head of Legal and
Corporate Affairs.

Hereinafter referred to as key managers of the
Company.

1.3. The list of the key managers of the
Company, specified in the cl. 1.2. of this Policy,
may be amended by the decision of the Board of
Directors of the Company subject to preliminary
consideration of this issue by the Human
Resources and Remuneration Committee of the
Board of Directors of PJSC Enel Russia.

1.4. For the purposes of this Policy
remuneration of members of the executive bodies
and other key managers of the Company shall
mean both all forms of labor remuneration and
other payments, benefits and social guarantees,
not related to the Company compensation
practices according to the legislation of the
Russian Federation and (or) internal regulatory
documents of the Company.

1.5. The amount, conditions and procedure of
remuneration payment to the members of
executive bodies and other key managers of the
Company shall be determined by the Board of
Directors of the Company, subject to preliminary
consideration of these issues by the Human
Resources and Remuneration Committee of the
Board of Directors of the Company.

1.6. The Board of Directors of the Company
reserves the right in exclusive cases depending on
strategic and production tasks, to determine the
amount, conditions and payment procedure of
remunerations, benefits and social guarantees
different from those specified in this Policy, subject
to the preliminary consideration of this issue by the
Human Resources and Remuneration Committee
of the Board of Directors of the Company.

In the event that the key manager of the Company
is a person sent to work in the Company (the
receiving party) under a contract for the provision
of labor of employees (personnel) signed between
the Company and a private employment agency or
other legal entity that, in accordance with the
legislation of the Russian Federation on
employment in the Russian Federation has the
right to carry out activities to provide labor of
employees (personnel), or a person who is a
foreign citizen, the level of remuneration and
reimbursement of expenses (compensation) of
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BO3MELLEHMS pacxonoB (KOMMEeHcauui) Takoro
KIMOYEBOro PyKOBOOUTENSI MOXET OTNMyaTbCcs OT
npasun, yTBEPXKOEHHbIX HacTodALen MonuTnkon.

1.7. Boinnata BO3HarpaxneHusi Krio4eBbIM
pykoBogutenam O6uiecTtBa oOcCyLlecTBNseTca B
OeHexHon dopme, npegycMoTpeHHon TpyaoBbIM
kopekcom P®.

2. OCHOBHbIE NMPUHUUNbI NONTUTUKA

2.1 Cuctema BbIMnaTbl BO3HArpaxgeHUn wu
BO3MELLEeHUA pacxodoB (KOMMeHcauun) YneHoB
NCMOSHUTENbHbIX OPraHoB M WHbIX KIOYEBbIX
PYKOBOASALLMNX paboTHUKOB ObuwecTtBa
OCHOBLIBAETCS Ha CrneayLwnx NnpuHUmMnax:

- Npo3paYyHOCT MEXaHU3MOB OnpeaeneHus
pasmepoB BO3HarpaxxgeHus YneHoB
NCMNOMHUTENBHbIX OopraHoB n KMoYeBbIX
pykoBoguTtenen OOLwecTBa pernameHTauum Bcex
BMOOB  BbIMMaT, NbMOT W MNPUBUNEIAN,
npegocTaBnsieMblX TakMM nuuam (cormacHo n.
4.1.3. Kopgekca KopnopaTUBHOIO YynpaBneHus
BbaHka Poccuu), a Takke npo3pavyHOCTM CUCTEMBDI
BbINNaTbl  BO3HarpaXkgeHUn U  BO3MELLEHUS
pacxoaoB (komneHcavummn) yreHoB
NCMNOMHUTENbHbIX opraHoB n KMNoYeBbIX
pykoBoguTtenen Ob6uLecTBa. HacToswas
MonuTuka onpenensieT BCEBO3MOXHbIE 3NTEMEHThI
BO3HArpaXKgeHusi, KOHKpeTusMpyeT nepeyeHb
pacxodoB,  MOAMNEXalWMX  BO3MELLEHUO, U
yCTaHaBMNMBaeT YpOBEHb OOCHyXMBaHWS, Ha
KOTOPbIN MoryT npeTeHaoBaTb YNEeHbI
NCMNOMHUTENBHbIX OpraHoB " KrnoyeBble
pyKOBOANTENN ObuecTBa. ObuwecTtBo
obecneunBaeT packpbiTue HacToswen MNonutukn
ONS 3aUHTEepPecoBaHHbIX NnL;

- 3aKpenneHnMn B cUCTEMe BO3HarpaxkaeHus
YNIEHOB WCMOSHUTENbHbLIX OPraHoB W KIHYEBbIX
pykoBoguTenen ObuwecTtBa B3aMMOCBA3N
BO3HaArpaxgeHuss Cc  pe3ynbtatoM  paboThbl
OO6uwecTBa, a Takke NUYHBIM BKIaA0M KITHOYEBbIX
pykoBoguTtenen O6LlecTBa, B JOCTUXKEHME 3TOMO
pesynbTata (cormacHo n. 4.3. Kopgekca
KopnopaTuBHOro ynpasneHus baHka Poccun);

- [OCTaTo4yHOCTH " COpa3mMepHOCTU
BbIMMa4nBaemMblX BoO3HarpaxgeHuni: (1) uensam,
crosiwmum nepeq O6uwecteom, (2) Bo3naraemon Ha
YNIEHOB WCMOSHUTENbHbLIX OPraHoOB U KMHYEBbIX
pykoBogutenen ObLecTsa OTBETCTBEHHOCTU U (3)
YPOBHIO MPUHMMAEMbIX UMW PUCKOB (COrMacHo .
4.1.1. Kopgekca KoprnopaTUBHOIO YynpaBneHus
BaHka Poccun). [JaHHbIA NpyHLMN O3HA4aeT, YTo
O6uwecTBo 06ecneynBaeT JOCTATOUHLIA YPOBEHb
Bbinnaynsaemoro OO6LLECTBOM BO3HArpaXgeHus
ONS MPUBMEYEHUs, MOTMBaUMK Ha 3 EKTUBHYIO
paboty 1 yaepxaHusa nuvy, obnagarowmx
HeobxoauMbIMU ans ObuwecTtBa
npodheccuoHarnbHbIMM KayecTBamm n
KBanudpukaumen, a Tawke 4to OOWecTBO

onpegensetr nonuMTUKYy B obBnactM BbiNnaThl
BO3HArpaXxgeHum ©n  BO3MELEHUs  pacxoaoB
(komneHcaumn) KIntoYeBbIX pykosogutenen

such key manager may differ from the rules
approved by this Policy.

1.7. Payment of remuneration to key managers
of the Company is carried out in monetary form
provided for by the Labor Code of the Russian
Federation.

2. GENERAL PRINCIPLES OF THE
POLICY
2.1. The system of remuneration and

reimbursement of expenses (compensations) to
the members of the executive bodies and other key
managers of the Company shall be based on the
following principles:

- transparency of  mechanisms  for
determining the remuneration of members of
executive bodies and key managers of the
Company, regulation of all types of payments,
benefits and privileges granted to such persons (in
accordance with cl. 4.1.3 of the Bank of Russia
Corporate Governance Code), as well as
transparency of the system of payment of
remuneration and reimbursement of expenses
(compensations) of the members of the executive
bodies and key managers of the Company. This
Policy defines any and all elements of the
remuneration, specifies the list of expenses subject
to reimbursement, and establishes the level of
service that members of the executive bodies and
key managers of the Company can claim. The
Company shall ensure the disclosure of this Policy
to interested persons;

- fixing in the system of remuneration of
members of the executive bodies and key
managers of the Company the link between
remuneration and the result of the Company's
performance and the personal contribution of key
managers of the Company to the achievement of
this result (in accordance with cl. 4.3 of the Bank of
Russia’s Code of Corporate Governance);

- sufficiency and proportionality of the
payable remunerations to: (1) the Company's
goals, (2) the responsibility of the members of the
executive bodies and key managers of the
Company and (3) the level of risks they take (in
accordance with cl. 4.1.1 of the Bank of Russia's
Code of Corporate Governance). This principle
means that the Company provides a sufficient level
of remuneration paid by the Company for
attracting, motivating to work efficiently and
retaining persons who have the necessary
professional qualities and qualifications for the
Company, and that the Company determines a
policy on remuneration and reimbursement of
expenses (compensations) of key managers of the
Company, taking into account the current stage in
the development of the Company, the nature and
scope of its activities and the level of risks



O6uecTBa, C y4eTOM TEKYLLEro 3Tana B pa3BuTum
O6uwectBa, xapaktepa W Macwtaba ero
OEeATENbHOCTU U YPOBHSA MPUHUMAEMbIX PUCKOB.
Mpu onpegeneHun BosHarpaxaeHun OBLecTBO
NPOBOAWUT  CPABHUTEMbHBLIA  aHanu3  YPOBHS
BO3HArpaXxgeHusi B COMOCTaBUMbIX KOMMAHUAX W
B3BELUEHHO MOAXOAMUT K MO3ULMOHUPOBAHMUIO
LEeneBoro YpOBHsS BO3HArpaXgeHuss C y4eToMm
n3bpaHHon cTpatermm pasutus O6LlectBa W
OTBETCTBEHHOCTM 3@ €€  OCYLleCTBMEHUe,
BO3flaraeMo Ha KIIlOYEeBbIX pyKoBOAUTENEN
O6uwecTta. Cuctema Bo3HarpaXxaeHus KIoyeBbIX
pykosBoautenen OOuwlecTBa, HaueneHa Ha
OOCTKEeHNe onTuManbHoro 0GanaHca Mexay
B3aMMOCBSI3bl0 BO3HArpa)aeHus ¢ pesynbratamu
aesitenbHocTn OOWecTBa M NWMYHLIM  BKIAZOM
KaXkgoro knwoyeBoro pykosoguTtens O6uwectBa B
OOCTWKEHNE 3TOro pesynbrara.

2.2. BHe 3aBMCMMOCTM OT TMPUHATBIX B
O6wecTBe npouenyp v NOAXOA0B K onpeaerieHnto
M NPUMEHEHUIO TexX WU  WHbIX  BUOOB
BO3HarpaxxaeHusi, ObLiecTBo cTpemuTcst nsberatb
BO3HMKHOBEHUSA  KOH(MWKTA UWHTEpecoB npwu
onpefeneHun  BO3HarpaxgeHust  KOHKPETHOro
nuua, B YaCTHOCTU Npu OBCYXXOAEHUU U MPUHATAN

pelleHns no pasMepy BO3HarpaxgeHus c
yyacTMeMm nvua, BO3HarpaXxgeHue KoToporo
obcyxpaetca (cormacHo n. 228 Kopekca

KopropaTuBHOro ynpaeneHusi baHka Poccun).

2.3. B cooTtBetctBUM Cc Kogekcom 3TUKW,
npuHsaTbiM B MAO «BHen Poccusiy, O6wectBo
CTPEMUTCA He  JOoNnycTuTb  NbbIX  copm
ONCKPUMUHAUMM MO NPU3HaKy Bo3pacTta, nona,
CeKcyanbHOW OpWEeHTauuu, pacbl, COCTOSIHUS
3[0pOBbS, HaLMOHanNbHOCTN, NOMNTUYECKNX
B3rMsIAOB, PENUIMO3HbIX ybexaeHun u T1.4., B
YacTHOCTM B MpoLecce onpefeneHus pasmepa u

coctaBa BO3HarpaxaeHus KINOYEeBbIX
pykoBoauTenen O6wWecTBa, a Takke Inbrot "
coumanbHbIX rapaHTui, yCTaHaBNMBaeMbIX

KINo4YeBbIM PYyKOBOAUTENAM O6uiecTBa.

3. BO3HAIPAXXAEHWE N BO3MELLEHUE
PACXOOOB  (KOMMEHCALMW)  YNEHOB
MCNONMHUTENbHbLIX OPFAHOB OBLLIECTBA

3.1 BosHarpaxaeHue n
pacxonoB (komneHcauui) €OVHONNYHOTO
NCMONHUTENBHOTO opraHa — [eHepanbHOro
anpektopa ObuwectBa onpegerneHo B [nase 4
«BosHarpaxxgeHme © BO3MeELLeHWe PacxoaoB
(komneHcauui) Krno4eBbIX PYKOBOOALLNX
paboTHukoB Ob6LecTBa» MNonuTuku.

BO3MelLleHne

3.2. BosHarpaxgeHue 3a MUCMOnHEeHne
obsizaHHocTen uneHa [MpaBneHus O6uwectBa u
BO3MELLEHME paCXOQOB (KOMMEHcauUun) 4dneHam
MpaBneHus OOWecTBa He OCYLLECTBSETCA B
CBA3M C TeM, 4TO u4reHbl [MpaBneHusa sBNATCA
KInoyeBbIMU pyKOBOASALLMMM paboTHUKaMM

accepted. When determining remuneration, the
Company shall hold comparative study of the
remuneration level in similar companies and take a
balanced approach to positioning the target level of
remuneration taking into account the Company
development strategy and responsibility for its
implementation laid upon the relevant key
managers. The system of remuneration of key
managers of the Company is aimed at achieving an
optimal balance between the link of remuneration
to the results of the Company's activities and to the
personal contribution of each key manager of the
Company into achievement of this result.

2.2. Regardless of the procedures adopted in
the Company and approaches to the definition and
application of certain types of remuneration, the
Company shall aim at avoiding conflict of interest
when determining the remuneration of a particular
person, in particular when discussing and deciding
on the amount of remuneration with the
participation of a person whose remuneration is
being discussed (in accordance with cl. 228 of the
Bank of Russia's Code of Corporate Governance).

2.3. In accordance with the Code of ethics
adopted by PJSC Enel Russia, the Company
seeks to avoid any form of discrimination for
motives tied to age, gender, sexual preferences,
race, state of health, nationality, political opinions
and religious beliefs, etc., in particular during the
process of determining the amount and
composition of remuneration of key managers of
the Company, as well as benefits and social
guarantees established for key managers of the
Company.

3. REMUNERATION AND REIMBURSEMENT
OF EXPENSES (COMPENSATIONS) OF THE
MEMBERS OF THE EXECUTIVE BODIES OF
THE COMPANY

3.1. Remuneration and reimbursement of
expenses (compensations) of the sole executive
body — General Director of the Company is defined
in the Chapter 4 of this Policy “Remuneration and
reimbursement of expenses (compensations) of
the key managers of the Company”.

3.2. Remuneration for the performance of the
duties of a member of the Executive Board of the
Company and reimbursement of expenses
(compensations) of the members of the Executive
Board of the Company is not exercised due to the
fact that the members of the Executive Board are
key managers of the Company receiving



OO6uwecTtBa, nonyvalwWuUMM BO3HarpaxaeHue B
cooTBeTCTBUM C ycnosuamu [nasbl 4 MNonutuku.

4, BO3HAIPAXXOEHME U BOSMELLEHUE
PACXOOOB (KOMMEHCALMW) KNIOYEBbIX
PYKOBOAALLUUX PABOTHUKOB OBLLECTBA

4.1. Cucrtema BO3HarpaxgeHusi 7]
BO3MELLLEHUS pacxofoB (KOMMNEHCaLMN) KINOYEBbIX
pykoBoauTenen OO6uwectBa npegycmaTpmBaeT
B3aUMOCBSI3b UX BO3HArpaykgeHusi n KOMNeHcaLumn
C pesynbTatamm paboTbl O6LWEecTBa U UX JINYHLIM
BKIAgOM B [OCTWXKEHMEe 3TUX pesyrbTaToB, a
Takke 3aHMMaemon B O6LiecTBe AOMKHOCTU U

obcToATeNnbCTBAMW, WU3MOXKEHHbIMM B N. 1.6
Monutnku.
4.2. O6uwecTtBo, cornacHo n. 4.1.1 Kopekca

KOpnopaTtmnBHOIro yrnpaBlieHUdA baHka Poccuu,

cTpemutcsl, 4ToObl YpPOBEHb BO3HarpaxaeHus,
npenoctaBnsgemoro  O6GLIECTBOM  KIMOYEBbLIM
PYKOBOOUTENSM, cospgasan JOCTaTOYHYHO

MOTMBaUMO Ans  ux adekTuBHOM padoThl,
nossonss O6wecTBy nNpuBrekaTb U yOoepXuBaTb
KOMMETEHTHbIX n KBanuuLMpoBaHHbIX
akcneptoB. [lpu aTtom, O6wectBo wu3beraet
yCTaHOBMeHUs GonbLlero, Yem 3To Heobxoaumo,
YPOBHSs1 BO3HarpaxkaeHusl, a Takke HeonpaBAaHHO
GonbLuoro paspbiBa mMexay YPOBHSIMM
BO3HArpaXgeHusl  yKasaHHbIX 1L U WHbIX
pabotHukoB OO6wecTtBa. B ykasaHHbIX Lensax
OOuwecTBo NpoOBOAUT CPaBHUTEMbHBIN  aHaNu3
YPOBHSI BO3HarpaXKAeHUs aHanormyHbix nuy B
COMOCTaBUMbIX KOMMAHWAX, a TakkKe y4nTbiBaeT
YpPOBEHb BO3HarpaxxgeHum Taknx nmu,
cnoxusuncsa B ObLiecTse 1 oTpacnum B LLESOM.

4.3. Mpu onpegeneHMn  BO3HarpaxageHust
kntoyeBbIx pykosBoguTenen ObwecTtea, ObwecTso
cTpemuTcs obecneunBaTb pasymHoe n
0B0OCHOBaHHOE COOTHOLWEHWE  (DUKCUPOBAHHOWM
YacTu M MEepeMeHHOW YacTu BO3HarpaxaeHws,
3aBuCsLLEN OT pe3ynbTaTtoB pabotel ObecTea B
LuenoM W JM4YHOro (MHAMBMAyanbHOro) BKNaga
KIMO4eBOro pyKOBOAMTENS.

4.4, CocTaBnswolwme 3MeMeHTbl  CUCTEMbI
BO3HArpaXgeHus  KIIOYEBbIX  pyKoBoAUTENewn
ObuwecTBa:

- (pukcmpoBaHHasi  4acTb  BO3HarpaxgeHus
(gomkHocTHOM oknaa);

- nepemeHHas yacTb BO3HarpaxaeHus
(MpemunaneHble  ¥© WHble  CTUMynupyloLlime
BbINNaThl).

4,5, PNKCUPOBAHHAA YACTb

BO3HAIPAXKAEHWA (QOMKHOCTHOW OKINAL)

45.1. [omkHOCTHOM oknag siBnsieTcss 6as3oBbIM
3NTIEMEHTOM BO3HarpaxaeHus KITHOYEBbIX
pykoBogutenen OO6OwectBa W npeacraenseT
cobon (pmKcupoBaHHLIN pa3mep BO3HarpaxaeHus
TaKoro nuua 3a BbINOMHEHNEe CBOUX OOMKHOCTHbIX

remuneration in accordance with the terms of
Chapter 4 of this Policy.

4. REMUNERATION AND REIMBURSEMENT
OF EXPENSES (COMPENSATIONS) OF THE
KEY MANAGERS OF THE COMPANY

4.1. The system of remuneration and
reimbursement of expenses (compensations) for
key managers of the Company provides for the link
between their remuneration and compensations
and the results of the Company's performance and
their personal contribution to the achievement of
these results, as well as the position held in the
Company and the circumstances set forth in cl. 1.6
of this Policy.

4.2. The Company in accordance with the cl.
41.1. of the Bank of Russia’s Corporate
Governance Code seeks to ensure that the level of
remuneration paid by the Company to the
members of executive bodies and other key
managers should be sufficient to motivate them to
work efficiently and enable the Company to attract
and retain competent and duly qualified experts. At
the same time, the Company avoids setting the
level of remuneration any higher than necessary,
as well as an excessively large gap between the
level of remuneration of any of the above persons
and that of the other Company’s employees. For
these purposes, the Company performs a
comparative analysis of the level of remuneration
of similar persons in comparable companies, and
takes into account the level of remuneration of
such persons established in the Company and the
industry as a whole.

4.3. When determining the remuneration of the
Company's key managers, the Company strives to
ensure a reasonable and justified ratio between its
fixed part and its variable part that is dependent on
the Company’s performance results and key
manager’s personal (individual) contribution to the
achievement thereof.

4.4, The components of the remuneration
system for key managers of the Company are:

- fixed part of remuneration (base salary);

- variable part of the remuneration (bonus and
other incentive payments).

45.  FIXED PART OF THE REMUNERATION
(BASE SALARY)

4.5.1. The base salary is the basic element of the
remuneration of key managers of the Company
and represents a fixed amount of the remuneration
of such a person for the performance of his duties
for a calendar month without taking into account
bonus and other incentive payments.



00s13aHHOCTEN 3a KaneHgapHbii mecsu, 6e3 yyeta
npemMmmanbHbIX U UHbIX CTUMYNUPYIOLLKX BbiNnar.

45.2. CornacHo n. 41.3 Kopekca
KopnopaTusBHoro ynpaenexus baHka Poccun npu
onpefeneHun pasmepa AOMMKHOCTHOro oknaja
CoBeToM aupekTtopos Ob6LLecTBa NpMHMMAaETCs BO
BHUMaHWe crneaylwmil Npo3paydHblii  MEXaHun3m
onpeaeneHus pasmepa Bo3HarpaXkaeHus:

- YpoBEHb KOMMETEHUUW W  KBanudmkauum
COOTBETCTBYIOLLEro nvua, ero UHAMBuAOyanbHble
HaBbIKW U ONbIT;

- obbem u cdepa OTBETCTBEHHOCTU, YPOBEHb
NpMHNMMaeMblX UM PUCKOB;

- JWYHBIN BKNag B [OOCTWKEHWE pe3ynbTaToB
OO6uwecTBa;

- [Ae’cTBylOLME NPaKTUKM onnarhbl
CpaBHUMbIX KOMMNaHnsIX Ha
aHanorm4Horo YpoBHSi.

Pasvep [OOMKHOCTHOrO oOKnaga  KN4YeBoro
pykoBoautens O6LiecTBa Npu Ha3Ha4YeHUM ero Ha
OOIMKHOCTb ycTaHaBnmBaeTcs PeweHnem CoBeTa
anpektopoB O6LLecTBa 1 oTpaXkaeTcs B TPY4OBOM
AOoroBope, 3akrnyeHHoM Mexgy OOwecTtBom w
COOTBETCTBYHOLMM KIOYEeBbIM pyKoOBOAUTENEM
O6ulecTBa.

Tpyaa B
OOJMKHOCTAX

4.6. NMEPEMEHHAA YACTb
BO3HAIMPAXOEHNA (MPEMWATBbHBLIE N UHBIE
CTUMYTNNPYIOLWME BbIlMATbI)

4.6.1. TllpemMuanbHble U UHbIE CTUMYNUpYOLWNE
BbiNIiaTbl  SBMSOTCA  MEPEMEHHOM  4acTbio
BO3HarpaXaeHust  KIO4YEBbIX  pyKoBoAUTENeEWn
O6uwecTBa, obecne4vnBatoLLemn
3aMHTEPECOBAHHOCTL KIHOYEBbLIX PYKOBOAUTENEWN
B peanusaumm cTpaterum passutust M OusHec-
nnaHa O6uecTBa, 3a CYET 3aBMCMMOCTI pa3mepa
Takon nNepemMeHHOW 4YacTu BO3HarpaxaeHus oT
OONTOCPOYHbIX W KPATKOCPOYHbLIX pe3ynbTaToB
paboTbl ObLLiecTBa B LEenoM 1 BEMUYUHBI FINYHOTO
BKIlaga KIo4YeBOro pyKoBOAUTENS B LOCTUXEHME
pesynbTaTtoB ObLyecTsa.

4.6.2. [lpemunanbHble U WHblE CTUMYNUPYLOLLME
BbINMaThl, B TOM YMCIE Nporpamma KpaTKoCpOYHON
n OONrOCPOYHON MoTMBaLuUn KIMoYeBbIX
pykoBoauTenen OO6ulecTBa, OCyLLeCTBNSeTCS B
cooTBeTcTBUM C N. 4.6. HacToswen Monutuku Ha
OCHOBaHUM pe3ynbTaTtoB BbIMOSTHEHUS
NMoCTaBMeHHbIX LUernen, B TOM 4YuUCrie C y4eToM
cnenyoLwero: TekyLen 9KOHOMUYECKON cuTyaumm,
ocobeHHocTel ¢HMHaHCOBO-X03ANCTBEHHOMN
OEATENbHOCTU WM OPraHU3auMOHHOM CTPYKTYpbI

O6LwecTBa, NPUHSATBIX B ObuecTtBe
KoprnopaTuBHbIX LieHHOCTENn, rOpU30HTOB
nraHMpoBaHus JeATenbHOCTU O6uecTBa,

OXnoaemMon MOTMBaLMOHHOM 3peKTMBHOCTN U
CTOMMOCTU peanunsaumMmM TakoW nporpamMmbl, a
TaKkKe UHbIX CYLLECTBEHHbIX OOCTOSATENbLCTB.

4.5.2. Inaccordance with cl. 4.1.3. of the Bank of
Russia’s Corporate Governance Code when
defining the amount of base salary the Board of
Directors takes into account the following
transparent mechanism of determining the amount
of remuneration:

- level of competence and qualification of the
relevant person, his/her individual skills and
experience;

- scope and area of responsibility, level of risks
taken;

- personal
performance;
- current compensation practices at comparable
companies for positions of similar level.

contribution into the Company’s

The amount of the base salary of the key manager
of the Company when appointed to the position is
established by the decision of the Board of
Directors of the Company and reflected in the
employment contract signed by the Company and
the relevant key manager of the Company.

THE
OTHER

4.6. VARIABLE PART OF
REMUNERATION (BONUS AND
INCENTIVE PAYMENTYS)

4.6.1. Bonuses and other incentive payments
are a variable part of the Company key managers'
remuneration that ensures interest of key
managers in the Company development strategy
and business plans implementation, at the
expense of dependence of such variable part
amount on long-term and short-term Company
performance at large and scope of personal
contribution of the key manager into the Company
performance.

4.6.2. Bonus and other incentive payments,
including short-term and long-term incentive plans
of key managers of the Company, are carried out
in accordance with cl. 4.6. of this Policy based on
the objectives’ achievement, as well as taking into
account the following: the current economic
situation, the specifics of the Company's financial

and economic activities and organizational
structure, corporate values, adopted by the
Company, the horizons for planning the

Company's operations, the expected motivational
efficiency and cost of implementing such a plan,
and other significant circumstances.



4.6.3. [lepemMeHHas 4acTb BO3HarpaxgeHus
KnoyeBbIx pykosoauTenen ObLiecTBa BKOYaET B
cebs:

- KPaTKOCPOYHbIA 3NEeMEHT — NpeMuss no
pesynbTatam paboTbl 3a rog;

- OONrOCPOYHBLIN 3MIEMEHT — npemus Mo
pesynbtatam fgedartenbHoctn O6wectBa 3a
TpexneTHUn nepuog;

- WHble BbiMnaTtel No peweHntio CoseTa
anpektopoB O6LLecTBa.

46.4. C uenbo obecnevyeHnss pasyMHOro
COOTHOLUEHUS hUKCUpoBaHHOM YacTtu "
nepemMeHHbIX yacren BO3HarpaxxgeHus,
3aBUCALLNX OT pesynbTaTtoB pabotel ObwecTBa 1
NNYHOrO  BKMaga  KIOYEeBOro  PYyKOBOAWUTENS
O6uwectBa B  KOHEYHbLIN  pe3ynbTat, npu
onpeaeneHum 6a3oBoro pasmepa
BO3HarpaxaeHns ! Kno4yeBoro pykoBoauTens
O6wecTBa [OMKHO NPUMEHATBCA criegyloLlee
COOTHOLLEHME 4acTen Bo3HarpaxgeHus (% ot
obulero rogoBoro goxofda, B Cymme cocTaBnsieT
100%):

- 50%-65%
BO3HarpaxaeHus;
- 15%-20% KpaTKoCpo4yHas nepemeHHas
YacTb BO3HarpaxaeHus;

- 20%-35% ponrocpoyHas
YacTb BO3HarpaxgeHusl.

465 B cnyyae BblABNEHUs hakToB
MaHWUMyNMPOBaHUSA MokasaTensmMm OTYETHOCTM
Obuwectea WM UHbIX  HeAOOPOCOBECTHLIX
OENCTBMI CO CTOPOHLI KITHOYEBbLIX pyKOBOAUTENEN
O6uwecTBa, HauemneHHbIX NUWb Ha dopmarnbHoe
OOCTUXEHNE LeneBbIxX nokasartenew
aearenbHoctn O6wWecTBa U  COBEPLUEHHBLIX B
ywepb [OonrocpoyHbIM MHTEPEcaM aKLMOHepOoB

domkcmpoBaHHas yacTb

nepemMeHHas

OO6wectBa, WHpopMmaums O Takmx dpakTax
He3ameqnuTenbHO npegocraensietcs CoBeTy
avpektopoB  Obuwectsa. [lo  pesynbtatam
paccMOTpeHnst  ykasdaHHbix  daktoB  CoBer

anpektopoB OOlWlecTBa BrpaBe WHULMMPOBATL
Bo3BpaLleHme OOLecTBy cpeacTB (NMpemMuanbHbIX
BbINMAT), HenpaBoMEpHO Nony4YeHHbIX
KItoueBbIMU PYKOBOAUTENSMMA ObuwecTtBa
BCNEACTBME MaHUMYNUPOBaAHMSA MoKa3aTensamm
OTYETHOCTHU ObuiecTtBa nnm MHbIX
HeJoOpPOCOBECTHBIX  AEWCTBMA CO  CTOPOHbI
COOTBETCTBYOLWMX §UL B COOTBETCTBUM C
HOpMamu TpygoBoro 3akoHogaTenoctea P®.

4.6.6. TpynoBble [OroBOpbl C  KMAHOYEBbIMU
pyKoBOANTENSIMU O6buwecTBa OOIMKHbI
npegycmatpuBaTb 00SI3aHHOCTb YKa3aHHbIX JUL,
BO3BpaTUTb O6wecTBy HenpaBoMEepHO
nony4YeHHble cpeacTBa (MpemuasnbHble BbIMnaThl)
BCNEACTBME MaHuMNynupoBaHUsS MoKasaTensiMm

4.6.3. The variable part of remuneration of key
managers of the Company shall include:

- short-term element — bonus for the results
of the performance over the year;

- long-term element — bonus for the results
of the Company performance over a three-year
period;

- other payments by the decision of the
Board of the Directors of the Company.

4.6.4. For the purposes providing a reasonable
ratio of the fixed and variable parts of the
remuneration that depend on the Company
performance and personal contribution of the key
manager into the performance, the following ratio
of the remuneration parts when determining the
base remuneration amount? of the Company key
manager (% of the total annual income, summed
up comprises 100%) shall be applied:

- 50%-65% fixed part of remuneration;

- 15%-20% short-term variable part of

remuneration;
- 20%-35% long-term variable part of
remuneration.
46.5. In case it is revealed that there is

manipulation of the Company reporting indicators
or other bad faith actions on the part of the key
managers of the Company aimed solely at
achieving formally any of the targets set forth in
respect of the Company’s business and which
were detrimental to the long-term interests of
Company shareholders, information on such facts
shall be immediately submitted to the Board of
Directors of the Company. Following the results of
such facts consideration the Board of Directors of
the Company shall be entitled to suggest on
initiating the process of paying back the monetary
funds (bonuses) wrongfully received by the
Company key managers as the result of
manipulation of the Company reporting indicators
or other bad faith actions on the part of the relevant
persons in accordance with the labor legislation
standards in Russia.

4.6.6. Employment contracts signed by key
managers of the Company shall provide for the
obligation of these persons to pay back to the
Company the wrongfully received monetary funds
(bonuses) as the result of manipulation of the
Company reporting indicators or other bad faith
actions.

! Ba3oBbIM Pa3MepPOM BO3HArpPaXKAEHWsS SIBMSIETCA CyMMa CreayloLmx arneMeHToB: (i) 4OrKHOCTHBIX OKnadoBs 3a 12 mecsiues, (ii)

6a3oBoro pasmepa npemuv no pesynbtatam paboTbl 3a rog u (iii) 6a3oBbIi pasmep npemuy No pesynbTaTtam AesTernbHOCTU

OG6LlecTBa 3a TPEXIIETHUIA NEPUOA.

2 The base remuneration amount is the sum of the following elements: (i) base salaries for 12 months, (ii) the base bonus amount for

the performance over the year and (iii) the base bonus amount for the results of the Company performance over a three-year period.
7



OTYETHOCTH ObuwlecTtBa
HeJo06pPOCOBECTHbLIX AENCTBUMN.

mnn NHbIX

4.7. NMPEMWUA MO PE3YJIbTATAM PABOThI
3ATO[ (KPATKOCPOYHbLIVN SNIEMEHT)

4.7.1. Komutet
BO3HarpaxgeHusim
HeobxoaMMoCTH

Obuwectea no kKagpam n

paspabarbiBaerT, npwm
npvBenekas He3aBUCUMBbIX
KOHCYIbTAHTOB, WHOUBMAYyalbHbIE  KITHOYEBLIE
nokasartenu 3hPEKTUBHOCTM (nanee -
nokasatenu, KrNa, uenu) Ha kaneHgapHeIN rog 4ns
Kakgoro knwoyeBoro pykoogutens O6wectsa u
npeacraBnaetr ux 0asoByl cTpykTypy (6e3
KONMMYEeCTBEHHbIX NOKa3aTenen) Ha paccMOTpeHWEe
CoBety aupektopoB O6ulectBa He no3gHee 31

nekabps roga, npeLecTBYyOLLErO rogy
BbINOSNHEHNS ycTaHaBnuBaeMbix KM3.
4.7.2. Komuter OOwectBa no kagpaM U

BO3HarpaxxaeHusam npencraenset utoroblie Ko
(c  KONMMYECTBEHHbIMM  MokasaTensMuv)  Ha
yTBepxxaeHne CoBeTa AMPEKTOPOB He nosgHee 31
MapTa oLUeHMBaeMoro roga.

4.7.3. TllokasaTenu JOMKHbI ObITb akTyanbHbIMU
M yBsA3aHHbIMM co cTparterven OO6uwecTtBa, a
uenesble 3Ha4veHns TpeboBaTenbHbIMMU.
MokasaTenu MoryT ObITb:

- ¢MHaHCOBO-3KOHOMMYECKME: EBITDA,
ynctad  npubbinb, CpPeacTBa  OT  OCHOBHOM
AeATenbHOCTW, MOCTOSIHHbIE pacxodbl U T.4.;

- He (WHaHCOBbIE: MOBLILIEHNE YPOBHS
6e30MacHOCTM, CHUXKEHUE KonmyecTBa aBapuiHbIX
crnyvaeB, a Takke Uenu, OOCTUXEHUE KOTOPbIX
ABMNSETCA CcTpaTermyeckum QakTopoM ycnexa

ornpefesieHHoOro  HanpasneHus  OeATesflbHOCTU
O6uwecTBa.
4.7.4. [Onga Kaxkgoro nokasarens MoryT

yTBEPXAaTbCs crneaytoLme nnaHoBble 3HaYeHWs:
- ponyctumoe (MVMHUManbHOE) 3HayeHue,
npu OoCTUXeHun Kotoporo % BbinonHeHus Ko
paBeH 80%;

- uenesoe 3HayeHue, npu [OCTWKEHUU
koToporo % BeinonHeHust KMN3 paseH 100%;

- MakcumarnbHoe 3HayeHwe, npu
OOCTWXEHUN KoToporo % BeinonHeHus KMN3 paseH
120%.

Ecnu daktnyeckoe 3HauyeHne KIS He gocturno
AonycTMMOro (MUHMManbHOro) 3HayeHus, 10 %
BbinonHeHuns Ko paseH 0.

Ona pacyeta % BbIMNONHEHNS KONUYECTBEHHbLIX
KMa MOXeT NPUMEHATLCSA NUHenHas
NHTepnonauus.

JonyctyMo HasHayeHve uenn C nIaHoBbIMU
3HaYeHUSIMM BbINOSTHEHO / He BbINOMHEHO. B aTom
cnyvae, npu OOCTMKEHUN 3HaYeHns
«BbINOJIHEHOY, % BbIiNoNHeHus KMN3 paseH 120%.

4.7.5. basoBas
KI1t04eBOro

cymMma  npeMumu
pykoBoauTens

Kaykgoro
Ob6ulecTtBa

4.7. BONUS FOR THE RESULTS OF THE
PERFORMANCE OVER THE YEAR (SHORT-
TERM ELEMENT)

4.7.1. The Human Resources and Remuneration
Committee shall develop, engaging external
advisors if required, individual key performance
indicators (hereinafter — indicators, KPI, targets) for
the calendar year for each key manager of the
Company and shall submit them in their basic
structure (without figures) for consideration to the
Board of Directors of the Company no later than
December, 31%t of the year preceding the year
being assessed.

4.7.2. The Human Resources and Remuneration
Committee shall submit the complete KPIs (with
figures) for approval by the Board of Directors of
the Company no later than March, 315 of the year
being assessed.

4.7.3. Indicators shall be updated and relate to
the long-term strategy of the Company, and target
values shall be exacting. Indicators can be:

- financial and economic: e.g. EBITDA, net
profit, income from core activity, fixed expenses,
etc.;

- non-financial: e.g. increase of safety level,
decrease of emergencies number and targets,
achievement of which is a strategic factor of
success of particular business activity of the
Company.

4.7.4. For each indicator the following planned
values can be approved:

- tolerance  (minimum) value, when
achieving it, % of KPI achievement equals to 80%;
- target value, when achieving it, % of KPI
achievement equals to 100%;

- maximum value, when achieving it, % of
KPI achievement equals to 120%.

If actual KPI value fails to achieve the tolerance
(minimum) value, then % of KPI achievement
equals to 0.

To calculate % of quantitative KPI achievement a
linear interpolation can be applied.

It is admissible to assign targets with planned
values achieved/ not achieved. In case of the
"achieved" value, % of KPI achievement equals to
120%.

4.7.5. Base amount of the bonus of each key
manager of the Company shall be approved by the

8



yTBepxaaeTcs peweHnem CoBeTa OMPEKTOPOB
ObwectBa npu ycnosun npensapuUTENbHOMO
paccMoTpeHns aaHHoro sonpoca KomuTtetom no
kagpam u BosHarpaxaeHusiMm CoBeTa AMPEKTOPOB
O6uwecTBa n chmkcupyeTcst B Tpy40BOM LOIOBOPE,
3aKMIOYEHHOM C  KITIOYEeBbIM  PYKOBOAUTENEM
Ob6uLecTBa.

dakTnyeckasi cymMMa MNpeMUU MOXET [OCTUraTb
150% ot 6a30BoW CyMMBbI.

B cnyyae usameHeHus 6a3oBoi CyMMbl Npemun B
TeYeHwue roaa, k pac4eTy NpMHMMaeTcsi nocrnegHee
YTBEPXOEHHOE B OLIEHNBAEMOM roly 3Ha4YeHue.

4.7.6. ®dakTuyeckas cymma npemMun KroyeBoro
pykoBoamntens O6wectBa nNoO pesynbTaram
paboTbl 3a rof paccyMTbiBaeTCs Mo CreayroLlen
dopmyne:

®CIM = BCI * Y (% BbInonHeHus KIM3 * Bec KIM3J)
* KOppPEeKTUpYyoLWMiA dhakTop, rae:

- OCIl - daktnyeckas cymma npemMmuM no
pesynbTaTtam paboTbl 3a rof;

- BCIl - ©GasoBas cymma
pes3ynbTaTtam paboThl 3a rog;

- % BbinonHeHus KMN3 — daktnyeckmin npoueHT
BbinonHeHuns KIN3, paccunTaHHbIv B 3aBUCMMOCTM
OT AOCTUrHYTOro pesynbTara;

- KoppekTupylowmi ¢aktop (MHOXUTENb UMK
obwnii  3HamMeHaTenb) eAuHbIA  Onsa  BCeX
KrnoyeBbIX pykoBoautenen OO6LlecTBa, KOTOPLIN
MOXeT ObITb MPUMEHEH K pe3ynbTaTy LOCTUXKEHMS
roJoBbIX Liernierl B MOMEHT pacyeTa/yTBepPXOeHUs
pasmepa ©OoHyca. MakcumanbHoe 3HadeHue
KoppekTupytouiero caktopa cootseTctyeT 1,25 1
3aBuUCUT oT dhakTnyeckux OOCTUXKEHUN
OLEeHMBaeMoro roga.

npemMmn  no

4.7.7. [Ona uenem pacdeta pasmepa rogoBou
npemmmn " ee BbiMNaTtbl 3a OLLeHVIBaeMbIVI rog

reHepanbHoOMy AnpekTopy O6bLwecTtBa
yCTaHaBnMBaeTcs cnegyoLwmn nopsaoK
OencTBui:

- B CPOK He nosgHee 25 kaneHOapHbIX OHEN
nocrne yTBEPXOEHUA/MPUHATMA K  CBEOEHMIO
CoBeTom ONPEKTOPOB O6buecTtBa
KOHCONuaupoBaHHoro byxrantepckoro 6anaHca u
KOHCONMMOUPOBAHHOIO OT4YeTa O nNpuUbbLINAX WU
ybbITKax 3a OTYETHbIA rofd, NOArOTOBIIEHHbLIX B
COOTBETCTBUA co CTaHgapTamu MC®O,
Mpeacepatens CoseTa gupektopoB O6LiecTBa,
nmbo uWHOe InuuUOo, YMOMHOMOYEHHOE Ha TO
Cosetom aupektopoB OO6uiectBa noaBOAUT
pesynbtatbl BbinonHeHna K13 [eHepanbHbIM
anpektopom OO6ulecTBa 3a OTYETHbIM rog Ha

OCHOBE [JaHHblX, cobpaHHbIX [eHepanbHbIM
avpektopom  O6uwectBa UM ocTanbHbIMU
KroYeBbIMKU  pykoBoauTensamu  OGwectBa, WU
MPOM3BOAMT pacyeT pasmepa MpPeMun Mo

pesynbTataM paboTbl 3a OTYETHbI rog AnA
"eHepanbHoro aupekropa O6LiecTBa, nocne 4ero
npegcrasnsaet MNpencenaTtento KomuteTta
OO6uwecTBa Mo kagpam 1 BO3HArpaXxgeHusiMm oT4eT
06 wucnonHeHun rogosbix KIM3 [eHepanbHbIM

decision of the Board of Directors of the Company,
subject to preliminary consideration of this issue by
the Human Resources and Remuneration
Committee of the Board of Directors of the
Company and entered into the employment
contract signed with the Company key manager.

Actual bonus amount can reach 150% of the base
amount.

In case the base bonus amount changes within a
year, the last value approved in the year being
assessed shall be taken for calculation.

4.7.6. Actual bonus amount for the results of
performance over the year of the key manager of
the Company shall be calculated according to the
following formula:

ABA = BBA * Y (% of KPI achievement * KPI
weight) * correction factor, where:

- ABA - actual bonus amount for the results of
performance over the year;

- BBA - base bonus amount for the results of
performance over the year;

- % of KPI achievement — actual percent of KPI
achievement calculated depending on the result
achieved,;

- correction factor (multiplier or general
denominator) unified for all the Company key
managers, which can be applied to the result of
annual targets achievement at the moment of the
bonus amount calculation/approval. Maximum
amount of the correction factor equals to 1,25 and
depends on actual achievements of the year being
assessed.

4.7.7. For the purposes of the annual bonus
amount calculation and its payment for the year
being assessed to the General Director of the
Company the following procedure shall be
established:

- within 25 calendar days after the Board of
Directors of the Company approves/takes into
consideration the consolidated balance sheet and
consolidated profit and loss statement for the
reporting year, prepared according to IFRS
standards, the Chairperson of the Board of
Directors of the Company or any other person
authorized by the Board of Directors for these
purposes, summarizes the results of execution of
the KPIs by the General Director of the Company
on the basis of the data collected from the General
Director of the Company and other key managers
of the Company, and calculates the amount of the
bonus for the results of performance over the
reporting year for the General Director of the
Company, after that submits to the Chairperson of
the Human Resources and Remuneration
Committee of the Company Board of Directors a
report on achievement of annual KPI's by the
General Director of the Company and calculation
of his actual amount of the bonus for the reporting
year;



anpektopom O6LiecTBa M pacyeT aKTUyYecKom
CYMMbI €ro NpemMuun 3a OTYETHBLIN rog;

- Mpeacepatens Komuteta O6wectea no
Kagpam W BO3HarpaxgeHusiM  Cco3bliBaeT MU
NpoBOAWT B CPOK He nosgHee 15 kaneHOapHbIX
OHEN C [JdaTbl MNOMyYEeHUs yKasaHHOro OT4veTa
3acepgaHne Komwuteta OOwectBa no kagpam u
BO3HArpaXgeHnsM C Uenbio  BbIpaboTkM K
npencTaBrneHuss peKkoMeHZauum  (3akniyveHun)
CoBety pgupektopoB OOwectBa Mo Bonpocam
yTBEpXOEeHMS oT4yeTa o} BbINOMHEHUN
reHepanbHbiM anpektopom Obuwecta KM3 n
pac4yeT ero rogoBov NpemMuu;

- Mpeacepatens CoBeTa OVPEKTOPOB
O6uwecTBa BkNtOYaeT B MNOBECTKY OGnuxkanwero
3acepgaHnss Coseta aupektopoB O6uiectBa

BONpPOC 006 yTBEPXAEHUN OTYeTa 00 MCMOSNTHEHMM
rogoBblx  KMNO  reHepanbHbiM  AMPEKTOPOM
ObuwectBa M pacuyeTa pasmepa €ro rogoBOK
npemumu.

4.7.8. [Ona uenen pacyeta pasmepa rogoBou
npeMnn 1M ee BbINfaTbl OCTaNbHLIM KIHOYEBLIM
pykoBoanTensm O6LiecTBa 3a OUEHMBAEMbIN rog
yCTaHaBnmMBaeTcs crnegyoLwun nopsaok
DEencTBUN:

- B CPOK He nosgHee 25 kaneHgapHbIX OHEWN
nocrne yTBEPXOEHUA/MPUHATUMS K CBEOEHMIO
CoseToMm ONPEKTOpPOB OOwecTBa
KOHconuaupoBaHHoro Byxrantepckoro 6anaHca u
KOHCONMONPOBAHHOIMO OT4YeTa O MNpUbLINAX W
ybbITKax 3a OTYETHbIA oA, MOArOTOBSIEHHBLIX B
COOTBETCTBUMU co cTaHgapTamm MC®O,
reHepanbHbii  anpektop OO6wecTBa nogBoauT
pe3ynbTatbl BbiNonHeHust KIMN3  kntoveBbIMK
pykoBoanTensamm O6LLecTBa 3a OTYETHbIN roa U
npousBoguT pacyeT pasMepa npemun no
pesynbTataM paboTbl 3a OTYETHbIM rog Ans
Kaxkgoro krntoyeBoro pykosoautenss O6uiectsa,
nocne Jero npegctaenseT [lpeaceparento
Komuteta ObuwecTBa no Kagpam "
BO3HarpaxgeHusim ot4yeT 00 UCMONTHEHUN FOAOBbIX
KM3 kntoyeBbiMmn pykoBoguTenammn O6wiectsa U
pacyeT hakTU4eCcKor CyMMbI MPeEMUM 3a OTHETHLIN
rog;

- Mpeacepatens Komuteta O6uectBa Mo
KagpamM W  BO3HarpaXxgeHusiM CO3blBaeT W
nposogut 3acepaHne Komuteta OOwectBa no
KaZpam 1 Bo3HarpaxkgeHusiM B Cpok He no3aHee 15
KaneHgapHbIX AHEN ¢ AaThbl NOMYYeHUs yKasaHHbIX
OOKYMEHTOB c Lenbto BblpaboTKK n
npeacTaBneHus pekoMeHgauun  (3aknioyveHuin)
Coety pupektopoB OOuwectsa no Bonpocy
YTBEPXKAEHUS OTHETOB O BbINOMHEHNM KITHOYEBBLIMU
pykoBoguTenammn ObulecTBa ycraHoBneHHbIx KIM3
N pacyeToB pasMepa NpemMum 3a OTYETHbIN rog Ans
Kaxkgoro Kro4eBoro pykosoantens ObLecTBa;

- Mpencenartens CoBeTa ONPEKTopoB
OO6uwecTBa BKMOYaeT B MOBECTKY Onumkanwero
3acegannss Coseta gupektopoB O6uwecTtBa
BONpoc 06 yTBepXKaeHnn 0T4ETOB 00 MCMONTHEHMM
rogosblx KMO knioveBbiMM  pyKOBOAUTENSAMMU

- The Chairperson of the Human Resources and
Remuneration Committee of the Board of Directors
of the Company shall convene a meeting of the
Company Human Resources and Remuneration
Committee to be held within 15 calendar days upon
such report receipt for the purposes of
development and giving recommendations
(opinions) to the Board of Directors of the
Company on the issues of the report approval on
KPI achievement by the General Director of the
Company and calculation of his annual bonus;

- The Chairperson of the Board of Directors of
the Company shall add to the agenda of the next
meeting of the Board of Directors of the Company
issues on the report approval on KPI achievement
by the General Director of the Company and
calculation of the annual bonus amount.

4.7.8. For the purposes of the annual bonus
amount calculation and its payment to the other
key managers of the Company for the year being
assessed the following procedure shall be
established:

- within 25 calendar days after the Board of
Directors of the Company approves/takes into
consideration the consolidated balance sheet and
consolidated profit and loss statement for the
reporting year, prepared according to IFRS
standards, General Director of the Company
summarizes the results of execution of the KPIs by
the key managers of the Company for the reporting
year, calculates the amount of the bonus for the
results of performance over the reporting year for
each key manager of the Company and submits to
the Chairperson of the Human Resources and
Remuneration Committee of the Company Board
of Directors a report on achievement of annual
KPI's by the key managers of the Company and
calculation of the actual amount of the bonus for
the reporting year;

- The Chairperson of the Human Resources and
Remuneration Committee of the Board of Directors
of the Company shall convene a meeting of the
Company Human Resources and Remuneration
Committee to be held within 15 calendar days upon
receipt of the specified documents for the purposes
of development and giving recommendations
(opinions) to the Board of Directors of the
Company on the issues of the approval of reports
on KPI achievement by the key managers of the
Company and calculations of the amount of bonus
for the reporting year for each key manager of the
Company;

- The Chairperson of the Board of Directors of
the Company shall add to the agenda of the next
meeting of the Board of Directors of the Company
issues on the report approval on KPI achievement
by the key managers of the Company and

10



OO6uwectBa 1 pacyeToB pasmepa npemMunm 3a
OTYETHbIM  rog  ANS  Kaxgoro  Kr4eBoro
pykosogutensa ObuecTsa.

4.7.9. HauucneHue v Bbinnata rogosor NpemMmmm
KntoyeBbIM pyKOBOOUTENAM ObuwecTBa
npoM3BoaUTCA B TeuvyeHue nATn paboyumx OHewn
nocne nognucanus MNMpoTtokona pelwweHuss CoseTa
anpektopoB OOulecTBa 00 yTBEpXAEHUN OT4YeETA
06 ncnonHeHun rogosbix KNS AaHHbIMKU NULAMM.

4.8. NPEMWA no PE3YIIbTATAM
AEATENBHOCTW 3A TPEXIETHUAW MNMEPUOL
(OONrOCPOYHbIN SNEMEHT)

4.8.1. [lpemupoBaHue KMoYeBbIX
pykoBogutenen OO6wectBa Mo pesynbTatam
neaTenbHoCcTn 3a TpexneTHuin nepuvoa

OCYLLECTBMSIETCA B COOTBETCTBUM C «[1porpammon
OOMrOCPOYHOTO  MPeMUMpoBaHust»  (ganee  —
Mporpamma), yTBepxxgaemon peweHnem CoBeTa
ONPEKTOPOB ObuwecTea npu YyCroBUK
npeaBapuTENbHOIO  PacCMOTPEHUA  OAHHOrO
Bornpoca Komutetom no Kagpam n
BO3HarpaXxgeHuam CoserTa ONpPEeKTopoB
O6uwecTBa.

4.8.2. Tllporpamma ycTaHaBnMBaeT npasuna u
NnopsagoK pacyeToB MpPU HaYUCNEHUW U BbinnaTte
npemMuu KrnodeBbiM pykoBogutensam ObLiecTsa no

pesynbTatam gesitenbHoctn  OO6uwlectBa 3a
TpexneTHUn nepmoa.
lMporpamma HanpaeneHa Ha obecneyeHve

BbICOKOW CTEMNeHn y4acTusi U COrfiacoBaHHOCTU
OencTBuA KntouveBbix pykoogutenen OO6wecTtea
ONs OOCTWXKEeHUA obLen cTpaTternyeckon Lenm
O6LwecTBa, 3aknO4YeHHON B CO34aHUM LIEHHOCTU
ang  akumoHepoB ObuiectBa B OOMNrOCPOYHON
nepcrnekTuee.

4.8.3. [lporpamma yTBEpXOaeTcH ong
OOCTVDKEHUS] CNeayOLWNX Lenen:

- obecneyeHne KOHKYPEHTOCMNOCOOHOCTH
O6uwecTBa Ha pbiHKe Tpyaa;

- NnooLLpeHne MNPUBEPNKEHHOCTU  KIMHOYEBbIX
pykoBoauTenen ObuectBa K AOCTUXKEHUIO 0BLLNX
uenen, cooencTeysa KoopauvHaumm u MHTerpauuu

AedaTesIbHOCTU Pa3nnNYHbIX nop,pas,u,eneHMVl
O6uwecTBa;
- MoBbILLEHNE  YPOBHS NosANbHOCTU "

MoTuBaUnn y4aCTHUKOB npOFpaMMbI.

4.9. HbIE BbIMJIATbI

B ocobbix cnyyasix, no peweHuto CoeTta
AvpekTopoB O6LLecTBa BO3MOXHbI MHbIE BbIMMaThbI
KIMHOYEBbIM PYKOBOAUTENSIM ObwecTBa
(Hanpumep, BbiNnaTa eQUHOBPEMEHHON NMPEMUK B
pamkax npouecca nepecMoTpa 3apaboTHbIX nnar,
nT.a.).

4.10. MEPECMOTP BO3HAIPAXXAEHWA

calculations of the annual bonus amount for the
reporting year for each key manager of the
Company.

4.7.9. The accrual and payment of annual bonus
to the key managers of the Company shall be done
within five business days after the Minutes of the
Board of Directors of the Company as regards
approval of the report on annual KPI achievement
by the key managers of the Company and annual
bonus amount is signed.

4.8. BONUS FOR THE RESULTS OF THE
PERFORMANCE OVER A THREE-YEAR
PERIOD (A LONG-TERM ELEMENT)

4.8.1. Bonus awarding for the results of the
performance over a three-year period due to the
key managers of the Company is carried out in
accordance with the "Long-Term Incentive Plan”
(hereinafter — Plan), approved by the Board of
Directors of the Company for each three-year
period subject to preliminary consideration of this
issue by Human Resources and Remuneration
Committee of the Board of Directors of the
Company.

4.8.2. The Plan shall establish the rules and
procedure of calculation when making an accrual
and paying bonuses to the Company key
managers for the results of the Company
performance over three years.

The Plan shall be aimed at ensuring the strong
involvement and alignment of the Company key
managers to achieve the common strategic
objective of the Company, which consists in value
creation for the Company's shareholders in the
long-term perspective.

4.8.3. The Plan shall be approved to achieve the
following objectives:

- to ensure the Company's competitiveness at
the labor market;

- to encourage commitment of the key managers
of the Company in achieving common objectives
and contributing to coordination and integration of
the activity of various Company units;

- to increase the level of engagement and
motivation of the Plan participants.

4.9. OTHER PAYMENTS

In special cases by the decision of the Board of
Directors of the Company it is possible to make
other payments to the key managers of the
Company (e.g. the payment of Una Tantum bonus
in line with salary revision process, etc.).

4.10. REMUNERATION REVIEW
11



4.10.1. Ananus " nepecmMoTp YPOBHSA
BO3HArpaXgeHust  KIoYeBbIX  PyKOBOAUTENEMN
Obuwectea 06bIMHO MpPOM3BOAUTCA He Yalle
OIHOro pasa B rof.

a) PeweHune 06 M3MeHeHUn YPOBHS
BO3HarpaxxaeHuss  eHeparnbHOro  gupekTopa
ObuwectBa npuHumaetr CoBeT  AOMPEKTOPOB
O6wectBa npu  ycnoeuM  npenBapuTeNbHO

paccMOTPEHUss AaHHoro Bonpoca KomuTteTtom no
Kagpam 1 BosHarpaxaeHusim CoBeTa AMPEKTOPOB
O6uecTBa.

6) 3a ucknoyeHeM criyyaeB, yka3aHHbIX B MyHKTE
C) Hwke, pelweHne 006 WNIMEHEHUN YPOBHS
BO3HarpaxgeHus ocTanbHbIX KInoYeBbIX
pykoBoauTenen O6ulecTBa npuHUMaeTcs
leHepanbHbIM  gupektopoM  OO6wiecTtBa, B
COOTBETCTBMM C MNPUHUUNEMU, WU3MNOXEHHBIMU B
nyHkte 4.5.2. TMonutukn, npu cobniogeHum
cnegyoLLero 06sa3aTensHOro YCIOBMSI:
yBENUYEHne YpOBHS BO3HArpaKgeHus KryeBoro
pPyKOBOAUTENS O6uwecTBa, BKITtOMatoOLLEro
PMKCUPOBAHHYKD  4YacTb  BO3HarpaXgeHus u
KPaTKOCPOYHbLIA 3MeMeHT MNepeMeHHOW 4Yactn —
npemMmto no pesynbtatam paboTbl 3a rog, He
JomkHo npesblwate 10% OT Tekyllero YpoOBHS
BO3HarpaXgeHus  Kr4yeBOoro  pykoBoguTens
O6wectBa nnC YpoOBEHb  MHMNSAUMM B
Poccuinckonn  ®epepaummn  3a  npegbiayLiunin
KaneHgapHboli rog. Mo pelweHunto MeHepanbHOro
anpektopa OO6wecTBa U3MEHEHWE  YPOBHS
BO3HArpaXKgeHusi  KIK4YeBOrO0  pyKOBOOUTENS
OO6uwecTtBa MOXET ObiITb 3aMEHEHO Ha BbINnaTty
eguHoBpemeHHon  npemun. Pasmep  Takowm
€AVHOBPEMEHHOW NPEeMUM HE OOSMKEH NMpeBblllaTh
10% ot obLyero Bo3HarpaxgeHus (Cymma TekyLen
rogoBo (PUKCMPOBAHHOW YacCTW BO3HArpakgeHus
n 6a3oBOV CyMMbl rOOBOW MPEMUn) KIHOYEBOro
pykoBoautens  O6wectBa NNOC  YPOBEHb
MHdbnaumm B Poccuiickon  depepaumm  3a
npeablaywnin  kaneHaapHeli rog. MameHennsa B
BO3HArpaXxgeHuu, OCYLLUECTBMSIEMblE B paMKax
OenermpoBaHnsi NOIHOMOYMIA B COOTBETCTBUU C
nyHKTOM 0), eXerogHo OOBOAATCA OO CBeOeHWs
KomuteTa no kagpam un BosHarpaxxgeHnsm Coseta
anpektopo O6uiectBa [0 KOHUa MapTa roga,
cnegywoLwero 3a OTYETHbIM.

C) Cosetr  aupektopoB  ObuiectBa B
NMPUBEAEHHbIX HWKE Cry4Yasix COXpaHsieT CBOM

nornmHoMo4usA no nepecMoTpy YPOBHA
BO3HarpaxgeHua KIto4YeBbIX pyKOBO/J,I/ITeJ'IeIZ
ObuwecTra npmn ycnosun npenBaputeribHoOro

paccMOTPEHUss AaHHoro Bonpoca KomuTtetom no
Kagpam 1 BosHarpaxaeHusim CoBeTa AMPEKTOPOB
O6uwecTBa:

- npyv MPUHSATUN  peLleHnst O
CPOYHOro TPYAOBOrO AOrOBOPA;

- npu nepeBode Ha ApYryw [OOMKHOCTbL B
O6buwecTse;

npoaneHun

4.10.1. Analysis and review of the level of
remuneration of key managers of the Company is
usually performed not more often than once a
year.

a) The decision on revision of remuneration of the
General Director of the Company shall be made by
the members of the Board of Directors subject to
preliminary consideration of this issue by the
Human Resources and Remuneration Committee
of the Board of Directors of the Company.

b) Except in the cases foreseen in point c) below,
the decision on revision of remuneration of the
other key managers of the Company shall be
made by the General Director of the Company in
line with the principles, described in article 4.5.2.
of the Policy, in compliance with the following
required condition: an increase in the level of
remuneration of the key manager of the Company,
which includes a fixed part of remuneration and
the short-term element of the variable part — bonus
for the results of the performance over the year,
shall not exceed 10% of the current level of
remuneration of the key manager of the Company
plus the inflation rate in Russian Federation for the
previous calendar year. By decision of the General
Director of the Company, a change in the level of
remuneration of the key manager of the Company
may be replaced by the payment of a one-time
bonus. The size of such a one-time bonus shall not
exceed 10% of the total cash (the sum of the
current annual fixed part of the remuneration rate
and the base of annual bonus) of the key manager
of the Company plus the inflation rate in Russian
Federation for the previous calendar year.
Changes in remuneration implemented in the
framework of the delegation of authority under
point b) shall be annually reported to the Human
Resources and Remuneration Committee of the
Board of Directors of the Company by end of
March following the reporting year.

¢) The Board of Directors of the Company retains
its competence over review of the remuneration
level for the key managers of the Company in the
following cases, and subject to preliminary
consideration of this issue by the Human
Resources and Remuneration Committee:

- when deciding on the fixed-term employment
contract renewal;

- when transferring to another position in the
Company;
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- npu CYyLLEeCTBEHHOM N3MeHeHun
dYHKUMOHanNbHbIX  0BA3aHHOCTEn UM cdbepbl
OTBETCTBEHHOCTU;

- B WHbIX cnyqaﬂx I'IpVIBeD,eHHbIX B yCTaBe
O6LecTBa.

5. IblfOTbl U COUWUAJIbHbLIE TAPAHTUW,
NMPEAOCTABNAEMbBIE KNIOYEBbLIM
PYKoBOAALMM PABOTHUKAM OBLLECTBA

5.1. Ha kntoueBbix pykoBoantenen Obuiectea
pacnpoCcTpaHslOTC BCe fbroTbl U rapaHTum,
npenycMoTpeHHble 3akoHo4aTeNbCTBOM
Poccuiickon ®epepauuu.

5.2. B uenax nosbiweHns ahpekTUBHOCTU U
KayecTBa BbINONHEHUS KntoYeBbIMU
PYyKOBOAUTENSIMU ObuwecTea CBOMX
obsizaHHocTen, OOLWECTBO NpedocTaBnsieT UM
OOMNOSHUTENbHbIE  NbIMOTbl U couMarbHble
rapaHtTun. lepedeHb AOOMOSNHUTENbHBLIX NbFOT U
coumanbHbIX rapaHTUn YTBEPXOaeTCs pelleHneM
CoBeTta pgupektopo OO6uiecTBa npu ycrioBum

npeaBapuTeNnbHOrO  pPacCMOTPEHWUs  AaHHOro
Bornpoca Komutetom no Kagpam n
BO3HarpaXxgeHuam CoserTa ONpPEeKTopoB
O6uwecTBa.

- in case of significant change of functional
responsibilities and areas of accountability;

- in other cases specified by the Charter of the
Company.

5. BENEFITS AND SOCIAL GUARANTEES
PROVIDED TO THE KEY MANAGERS OF THE
COMPANY

5.1. The key managers of the Company shall
be covered by all benefits and guarantees provided
for by the laws of the Russian Federation.

5.2. In order to improve performance and
quality of obligations performance by the key
managers of the Company, the Company shall
provide them with additional benefits and social
guarantees. The list of additional benefits and
social guarantees shall be approved by the
decision of the Board of Directors of the Company
subject to the preliminary consideration of this
issue by the Human Resources and Remuneration
Committee of the Company.
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