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Sign-off by the management body on the Pillar Il disclosures

I, Hedi Ben Mahmoud, Member of the Board of Directors, Member of the Management Board and Chief
Risk Officer of Belfius Bank SA, certify, on behalf of the Board of Directors, that, to the best of my
knowledge, the pillar 3 disclosures, for the period ended 31 December 2025, give a true and fair view of
the assets, liabilities and financial position of Belfius.

Brussels, 25/06/2026
For the Management

Board
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Regulatory framework and Pillar 3 disclosure

The third pillar — market discipline — of the capital adequacy regulations develops a set of qualitative
and quantitative disclosures allowing market participants to make a better assessment of capital, risk
exposure, risk assessment processes, and hence the capital adequacy of the institution.

As from January 2026, the Pillar 3 quantitative information is available via the Pillar 3 Data Hub of the
EBA in addition to being published on the Belfius website (www.belfius.be), under “Results and
Reports”. The Pillar 3 Data Hub will facilitate centralized access by all stakeholders to prudential data
from all European Economic Area institutions. On the European Data Access Portal (EDAP), you can
easily access Pillar 3 disclosures of all institutions across the European Union and European Economic
Area.

All qualitative information required under the Pillar 3 is consolidated within this report, available via the
Pillar 3 Data Hub of the EBA and on the Belfius' website (www.belfius.be). The Risk Report, also available
via the Pillar 3 Data Hub of the EBA and on the Belfius' website, provides additional details regarding
risk management at Belfius Bank.

The information provided in this report has not been subject to an external audit, but has been signed
off by Belfius' Chief Risk Officer. The quality of information is guaranteed by a strong process of
validation within the Belfius Bank SA Management Board, Risk and Audit Committee and the Board
of Directors.

In accordance with Article 432 of the CRR, Belfius Bank may omit one or more of the required
disclosures where the information provided by those disclosures is not applicable to its operations.
Belfius Bank explains the reasons for omitting any disclosure in this Pillar 11l Report.

The Pillar 3 disclosures under the CRD /CRR framework only deal with parent companies, subsidiaries
and associated companies in the financial sector, and exclude insurance companies. This means that
disclosure requirements for Belfius Insurance are generally not included in this report. Belfius
Insurance prepares its own Solvency Report (SFCR report).

In the quantitative templates, most data fields have been filled in, with fields left blank when the value
is “0". Financial amounts are published in Euros.

General aspects of the Group's remuneration policy and the Identified Staff's remuneration
characteristics (remuneration mix, ex-ante and ex-post adjustments, and application of variable
remuneration in the financial year) are examined below.
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1. Remuneration policy

Information requirements are met thanks to the chapter Remuneration of the Risk Report, the
quantitative tables EU REM1, REM2, REM3, REM4 and REM5 and the qualitative table MRA.

11. Template EU REMA — Remuneration policy

l. Introduction

The Remuneration Policy establishes the framework for remuneration within Belfius Group, applicable
to all staff across Belfius Group.

This Policy is written to ensure that the remuneration structure aligns with Belfius Group's business
strategy, objectives, values, and long-term interests. It promotes robust and efficient risk management
across all activities and entities, while implementing a performance-based reward system that
incorporates appropriate risk adjustments for specific staff categories.

[l Governance

The remuneration governance is aligned with regulatory requirements, including the Belgian Banking
Law and the EBA Guidelines, as well as sector-specific laws applicable to Belfius entities. It ensures a
balanced and sustainable approach to compensation practices

The remuneration framework is subject to oversight by the Board of Directors, supported by the
Remuneration Committee, to ensure alignment with regulatory requirements and Belfius Group’s risk
appetite. Key decisions regarding remuneration are submitted to the Board for approval, following the
Remuneration Committee's recormmendations.

HR and the Independent Control Functions collaborate in implementing and monitoring this
framework, each within their respective responsibilities. The Risk Management Function provides
independent input to the remuneration governance process, in accordance with internal procedures
on risk-based compensation.

Board of Directors

The Board of Directors is responsible for adopting and maintaining the remuneration policy; its
periodic assessment and its modification as the case may be; and overseeing its implementation to
ensure it is fully operating as intended and aligned with the institution’s overall corporate governance
framework, corporate and risk culture, risk appetite and the related governance processes.

Remuneration Committee

The Board of Directors has established a Remuneration Committee. The Remuneration Committee
works as an advisory committee for the Board of Directors with respect to matters concerning
remuneration.

In particular (but not limited to), the Remuneration Committee advises on:

- the design of, the overseeing and compliance with, the review, updating and amendment of
the Policy, including its gender neutrality,

- thestructure and governance of the incentive programs, as well as

- the remuneration of members of the Management Board and the senior officers in the
independent control functions, and

- the principles for remuneration of other identified staff.

The Remuneration Committee examines whether the incentives created by the remuneration policy,
including the promotion system, are not such as to encourage excessive risk-taking within Belfius
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Group or promote behavior which is not in line with the strategy, objectives, corporate culture, values,
risk culture and long-term interests of Belfius Group. It also ensures that the Policy does not give rise
to conflicts of interest, in particular to the detriment of a sound capital base and of customers’ interests.

The Remuneration Committee also assesses the mechanism to ensure sound and effective risk
management; the achievement of performance targets; and the need for ex-post risk adjustment,
including the application of malus and clawback arrangements.

Control functions

In support of the Remuneration Committee and the Board of Directors, the Control Functions check
the remuneration policy at different levels:

e Risk

The risk management function assists in and provides input on the definition of suitable risk-
adjusted performance measures (including ex-post adjustments), as well as in assessing how
the variable remuneration structure affects the risk profile and culture of Belfius Group.

e Compliance

The compliance function should analyze how the remuneration policy affects the institution’s
compliance with legislation, regulations, internal policies and risk culture and should identify
all compliance risks and issues of non-compliance.

The findings of the compliance function should be taken into account by the Board of Directors
during the approval, review of procedures, and oversight of the remmuneration policy.

e Internal Audit

The internal audit function should carry out an independent review of the design,
implementation, and effects of the institution’s remnuneration policies on its risk profile and the
way these effects are managed.

The Independent Control Functions are also responsible for reporting the above stated reviews
and assessments to the Remuneration Committee.

Human Resources

The human resources function drives and informs on the drawing up and the evaluation of the
remuneration policy for Belfius Group, including the remuneration structure, remuneration levels and
incentive schemes, in a way that would not only attract and retain competent staff but also assure that
the remuneration policy is aligned with Belfius Group's risk profile.

Legal

The role of the legal function consists of monitoring changes to the applicable legal and regulatory
framework and analyzing their impact on the remuneration policy.
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Il Core principles
Fairness

At Belfius Group, pay differentiation is based on objective and transparent criteria that reflect individual
responsibilities, role differences, and market pay levels.

Remuneration decisions are made impartially and without discrimination, self-interest, favoritism, or
prejudice. These decisions are rational and objective, considering both horizontal and vertical fairness:

- Horizontal Fairness: staff performing the same function or a function with similar job
requirements receive comparable levels of total remuneration, with objective differentiation
factors such as individual performance, experience, qualifications, and skills considered.

- Vertical Fairness: Differences in total remmuneration between job levels are justified according
to objective factors such as the complexity and risk of the role, decision-making responsibility,
sphere of impact, and market benchmarks.

Diversity

Allroles are linked to gender-neutral job descriptions, which are graded following an analytical, gender-
neutral grading methodology. All staff have access to each level of this classification, regardless of
gender, ethnic origin, political views, sexual orientation, age, or any other discriminatory factors.

Consistent pay principles and structures are implemented for equivalent positions, irrespective of
gender or any other characteristic that could lead to discrimination.

Planet and Society

To ensure that Environmental, Societal, Governance (ESG) and related matters, risks, and opportunities
are integrated across all our business lines, Belfius Group has defined a transition acceleration policy to
promote responsible investment and corporate social responsibility.

Variable remuneration may include criteria related to any of the purposes set out in the Transition
Acceleration Policy or to other specific objectives, such as energy consumption, waste generation,
ethical conduct, contributing to a positive ESG impact, or ESG awareness.

The completion of these objectives is annually reviewed in the determination of variable remuneration
for this staff. The inclusion of ESG criteria promotes a balanced assessment of performance and ensures
that remuneration contributes to the Group's long-term resilience and stakeholder trust, in line with
the Corporate Sustainability Reporting Directive (CSRD) and the Group's sustainability strategy.

Avoidance of conflicts of interest

Conflicts of interest with regard to the remuneration policy and remuneration awarded are identified
and appropriately mitigated. This includes establishing an internal reporting system, implementing
appropriate controls, and adhering to the four-eyes principle.

Belfius Group ensures that no material conflicts of interest arise for staff, including staff in control
functions.

We strive to drive alignment between the interests of Belfius Group, our staff, clients, and other
stakeholders.
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V. Remuneration Framework

A fixed remuneration is given to all staff, and a variable remuneration is awarded to certain categories
of staff. This structure ensures fair and competitive compensation while aligning individual
contributions with the Group's overall goals and regulatory standards.

Fixed remuneration

For all staff, the fixed component is the main component of the remuneration package. Fixed
remuneration is set on the assumption that the staff member may not receive a bonus, and this is the
sole source of income.

Base salary levels are intended to compensate staff members based on their level of (organizational)
responsibility, professional experience and specific competencies and are aligned with prevailing
market rates for equivalent positions. The fixed salary is reviewed annually and compared against a
salary grid that reflects the staff's tenure.

Variable remuneration

Additionally, Belfius Group may reward its staff through variable pay designed to attract, retain, and
motivate staff without encouraging inappropriate risk-taking. Performance-based remuneration is
derived from a predetermined bonus pool and is awarded in a manner that promotes sound risk
management and does not induce excessive risk-taking.

Specific legal and regulatory provisions regarding variable remuneration apply for certain categories
of staff.

Specific rules also apply to staff members who join Belfius during the performance year. New joiners’
variable remuneration at Belfius is pro-rated based on their start date within the performance year, in
line with applicable banking regulations.

Eligibility also depends on performance management requirements: a documented performance
agreement and a completed performance evaluation are mandatory—no variable pay can be granted
if objectives were not set and assessed.

Pension benefits

Belfius offers each staff member an extralegal pension plan of the Defined Contribution type. The
company contributes a premium to provide a lump sum upon retirement or in the event of death
before retirement. Additionally, certain staff members may also be eligible for a Defined Benefits plan
under dynamic management, depending on their historical employment origin.

V. Key Risk Takers

The remuneration governance framework adheres to the principles outlined in applicable regulations,
including the Belgian Banking Law and the EBA Guidelines. It also complies with sector-specific laws
where relevant for Belfius entities..

The remuneration framework applicable to Key Material Risk Takers is subject to the oversight of the
Board of Directors, supported by the Remuneration Committee, which ensures its alignment with the
applicable regulatory requirements and Belfius Group's risk appetite. The identification of KRTs and
the validation of any relevant remuneration decision concerning this population are submitted to the
Board of Directors for approval on the advice of the Remuneration Committee.
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HR and the Independent Control Functions are jointly involved in the implementation and monitoring
of this framework in accordance with their respective responsibilities. The Risk Management Function
provides independent input to the remuneration governance process in line with the internal
procedure on the Risk Management Function’s role in the determination of variable remuneration for
Key Risk Takers.

VI. KRT - Identification

The identification of staff as Key Risk Takers (KRTs) is conducted annually in accordance with the
applicable European regulatory framework. This procedure adheres to the legal qualitative and
quantitative criteria, as well as specific internal criteria, and is subject to a semi-annual review and
update process (refer to our Key Risk Taker Identification Process for further details).

Staff members identified as KRTs are formally notified of their status as part of the annual KRT
identification process, which is overseen by the Board of Directors.

Within the KRT population, two categories are distinguished: (i) Senior Executives and Key Executives
(hereinafter referred to as SE/KE) and (ii) Executives and Employees . Only staff members meeting the
relevant regulatory and internal criteria within these groups are identified as KRTs.

VII. KRT - Remuneration principles
The total remuneration of staff identified as KRT is structured into the following components:

Fixed Remuneration

e Base salary: A fixed compensation reflecting the role, responsibilities, seniority and required
level of expertise of the KRT.
e  Other fixed benefits.

Variable Remuneration

A variable remuneration (performance-based bonus) is granted to Key Risk Takers for a given
performance year.

When applicable (ie. for SE/KE), the variable remuneration is performance-based. It is granted in
accordance with the Belfius Group Remuneration Policy and is strictly aligned with regulatory
requirements applicable to KRT, with independent input from the Risk Management Function to
ensure that risk, conduct and compliance aspects are properly considered.

Executives/ Employees

For Executives and Employees, the Belfius Group applies several distinct variable remuneration
mechanisms, each governed by specific Collective Labor Agreements (CLA) or internal budget notes
that define budgets, eligibility, and allocation rules.

Senior Executives and Key Executives

For Senior Executives and Key Executives, the variable remuneration is determined based on the
evaluation of the achievement of objectives and indicators outlined in their Performmance Contract.

The variable remuneration is subject to collective and individual performmance and is based on criteria
that reflect the core values and growth drivers of Belfius Group. These criteria include both quantitative
and qualitative indicators across the following areas:

- Financial Outcome: Achieving financial targets and sustainable growth
- Risk and Conduct: Ensuring robust risk management and ethical conduct.
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- Positive Impact: Contributing to the broader societal and environmental goals of the
organization

- Operational Excellence: Improving efficiency and operational effectiveness.

- Client Focus: Enhancing customer satisfaction and loyalty.

- Employee Engagement: Fostering a motivated and committed workforce.

VIII. KRT - Variable remuneration framework
Key principles

The variable remuneration framework is determined on the basis of on the benchmark study and
circumstances specific to the company.

The variable remuneration target is expressed as a percentage of the annual fixed remuneration, which
is determined based on the staff member's status or set as a fixed target amount that also varies
according to the staff member’s status.

The variable remuneration may be lower/higher than the 100% target if targets have not been achieved
or have been exceeded or in accordance with mandatory statutory, regulatory or contractual
provisions.

The variable remuneration for each KRT is in any case limited to the higher of the following two
amounts:

50% of their annual effective fixed remuneration, except for Belfius Asset Management, where
it is capped at 100% of their annual effective fixed remuneration.
- €50 000, provided this amount does not exceed the annual effective fixed remuneration

Variable remuneration can, at any time, be reduced or cancelled by Belfius Group.

Composition of the variable part

Executives/ Employees (KRTs)

Variable remuneration is determined based on both quantitative and qualitative KPIs. Managers of
KRT staff ensure that regulatory requirements are met when evaluating performance.

For Salesemployees, there is a variable remuneration based on predefined quantitative and qualitative
targets, set at the beginning of the performance year. The amount is determined according to the level
of achievement of these predefined targets, in line with the company’s remuneration framework and
performance principles.

For Audit and Compliance staff, the variable remuneration is determined according to the nature of
the responsibilities of their position. It is performance-related and granted on a discretionary basis,
considering individual contributions and qualitative assessment.

Senior Executives / Key executives

Variable remuneration is made up of two parts that are assessed separately based on several financial
and non-financial, quantitative or qualitative criteria, which are detailed in the Performance Contract:

- Collective performance assesses Group-level results and priorities covering institution-wide
objectives (which represents 70% of total performance)

- Individual performance assesses both business-unit-specific objectives and the individual's
personal contribution, behaviors and leadership (which represents 30% of total performance)

Belfius Bank — Pillar Il Report FY 2025 10/ 16



These criteria are defined in coordination with key departments, including Finance and Risk, and
validated by the Board of Directors upon the recommendation of the Remuneration Committee.

Evaluation

The performance evaluation is initially conducted and proposed by the direct report (N-1) and
subsequently reviewed by the Management Board member responsible for the staff member's
business line and finally approved by the Management Board.

Specific provisions for control functions

The independent control functions (General Auditor and Compliance Officer) do not receive objectives
related to the collective performance component assessing Group-level results and priorities covering
institution-wide objectives. This is also the case for the actuarial function at Belfius Insurance.

IX. KRT - Payment modalities
Principles

The variable remuneration of staff identified as KRT is structured to ensure alignment with the long-
term interests, risk profile, and financial sustainability of Belfius Group.

As a result, variable remuneration is, where applicable, partially deferred over time with 50% or 60%
paid in instruments with a mandatory one-year retention period to reflect sustained performance and
sound risk behavior.

Deferred portion of the variable remuneration

If deferral applies, it applies from the first euro of performance-related remuneration. The following
deferral levels apply depending on the KRT's total amount awarded:

Direct Report of the Management Board - Above EUR 200,000:

e ©60% of the variable remuneration is deferred over 5 years,
e paid as50% in cash and 50% in financial instruments,
e and subject to malus and clawback.

Year Pay-out yy+1 yy+2 yy+3 yy+4 yy+5 yy+6 yy+7 TOTAL
Cash 20.00% 6.00% 6.00% 6.00% 6.00% 6.00% 50.00%
Financial instrument > 20.00%  6.00% 6.00% 6.00% 6.00% 6.00% 50.00%

TOTAL payout per year 20.00%  26.00%  12.00% 12.00% 12.00% 12.00% 6.00% 100.00%
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Direct Report of the Management Board - Above EUR 50,000 and up to EUR 200,000:

e 50% of the variable remuneration is deferred over 5 years,
e paid as50% in cash and 50% in financial instruments,
e and subject to malus and clawback.

Year Pay-out yy+1 yy+2 yy+3 yy+4 yy+5 yy+6 yy+7 TOTAL
Cash 25.00%  5.00% 5.00% 5.00% 5.00% 5.00% 50.00%
Financial instrument > 25.00%  5.00% 5.00% 5.00% 5.00% 5.00% 50.00%

TOTAL payout per year 25.00%  30.00%  10.00% 10.00% 10.00% 10.00% 5.00% 100.00%

All other KRT staff members Belfius Bank SA entities subject to prudential consolidation, including
0.3% ‘high earners’ - Above EUR 50,000 and up to EUR 200,000:

e 40% of the variable remuneration is deferred over 4 years,
e paid as 50% in financial instruments and 50% in cash,
e and subject to malus and clawback.

Year Pay-out yy+1 yy+2 yy+3 yy+4 yy+5 yy+6 TOTAL
Cash 30.00% 5.00% 5.00% 5.00% 5.00% 50.00%
Financial instrument > 30.00% 5.00% 5.00% 5.00% 5.00% 50.00%
TOTAL payout per year 30.00% 35.00% 10.00% 10.00% 10.00% 5.00% 100.00%

Attribution (granting), acquisition (vesting) and retention of the deferred remuneration

Variable remuneration is attributed following validation by the Board of Directors of the performance
achieved. At this stage, the amount is formally attributed to the employee, without however conferring
immediate full availability for all its components:

- The non-deferred part (cash and instruments) becomes the property of the beneficiary

immediately upon attribution:

e The cash component is freely available from the moment of attribution.

e The instruments component is subject to a one-year retention period, during which it
cannot be transferred or used.

- The deferred part is not acquired automatically. It is acquired progressively, over the deferral
period, in successive annual tranches. Each vesting instalment (annual tranche) is subject to
an annual review of performance, risk alignment and compliance with legal and regulatory
requirements, including the mechanism described under the Risk Gateway. When a tranche
is acquired (vesting), the beneficiary becomes the legal owner of both the cash component
and the instruments component. However:

e The cash component is paid at the time of acquisition (vesting);
e The instruments component, although acquired (vesting), is subject to a one-year
retention period from the date of acquisition before it can be freely transferred or used.

Acquired amounts remain subject to clawback arrangements.
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Terms for acquisition or payment of the deferred remuneration

Malus

Notwithstanding the statutory and regulatory provisions:

the total attributed but not yet acquired part of the variable remuneration (both in cash and

in the form of the instrument for variable remuneration) will be reduced to zero (€ 0.00) in the

cases stated in art. 8 annex Il of the Banking Act (such as active participation in fraud).

the total attributed but not yet acquired part of the variable remuneration (both in cash and

in the form of the instrument for variable remuneration) relating to the year in which it was

obtained may, upon a reasoned decision of the Board of Directors, on the proposal of the

Remuneration Committee, be reduced to zero (€ 0.00) in situations where:

e in the year preceding the acquisition year, the minimum standards of the Risk Gateway
parameters, as laid down by the Board of Directors, have not been achieved,;

e theamount of the variable remuneration is not acceptable in view of the financial situation
of Belfius Bank or the company in question in its entirety and is not justified by the
performance of Belfius Bank or the company in question, the business unit to which the
staff member belongs and the performances of the staff member himself or herself.

the total attributed but not yet acquired part of the variable remuneration (both in cash and

in the form of the Instrument for Variable Remuneration) may, upon a reasoned decision of

the Board of Directors, on the proposal of the Remuneration Committee, be reduced to zero

(€ 0.00) and be definitively lost if the staff member is no longer bound by an agreement with

Belfius Bank or the company in question except in the case of:

e termination of the agreement with the staff member for reasons that the staff member in
question is eligible for an (early) state pension;

e termination of the agreement with the staff member on account of the death of the staff
member in question.

If Belfius Bank or the company in question deems it necessary to apply one of the paragraphs above
in this article, the staff member will be notified by registered letter as to the reasons why this decision
has been taken.

Clawback

Notwithstanding the statutory and regulatory provisions:

the total paid and/or acquired part of the variable remuneration (both in cash and in the form

of the instrument for variable remuneration) will, upon a reasoned decision of the Board of

Directors, on the proposal of the Remuneration Committee, be claimed back by Belfius Bank

or the company in question in cases provided for in art. 8 annex Il of the Banking Act (such as

active participation in fraud). Belfius Bank or the company in question may make use of this
right up to 7 years after allocation.

with regard to the Instrument for Variable Remuneration, the total amount acquired but not

vet paid of the variable remuneration may, upon a reasoned decision of the Board of Directors,

on the proposal of the Remuneration Committee, be reduced to zero (€ 0.00) and be
definitively lost when, in relation to the acquisition year:

e the minimum standards of the Risk Gateway parameters, as laid down by the Board of
Directors, have not been achieved;

e theamountofthe variable remuneration is not acceptable in view of the financial situation
of Belfius Bank or the company in question in its entirety and is not justified by the
performance of Belfius Bank or the company in question, the business unit to which the
staff member belongs and the performances of the staff member himself or herself.

with regard to the Instrument for variable remuneration, the total amount acquired but not

vet paid of the variable remuneration may, upon a reasoned decision of the Board of Directors,
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on the proposal of the Remuneration Committee, be reduced to zero (€ 0.00) and be

definitively lost as the result of a decision by the Board of Directors, if the staff member is no

longer bound by an agreement with Belfius Bank or the company in question except in the

case of :

e termination of the agreement with the staff member for reasons that the staff member in
question is eligible for an (early) state pension;

e termination of the agreement with the staff memlber on account of the death of the staff
member in question.

12. Template EU REM1-Remuneration awarded for the financial year

. MB Supe.rwsory 33 Manageme Other senior Otheridentified staff
Figures in EUR function function management

1 Number of identified staff 12 7 60 197
2 Total fixed remuneration 1.260.450 5.027.491 16.801.830 34.870.872
3 Of which: cash-based 1.260.450 3.730.314 13.607.505 27.904.523
4 (Not applicable in the EU)

EU-4a . . Of which: shares or equivalent ownership interests

———Fixed remuneration - - - - -

5 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 1.297.176 3.194.325 6.966.349
8 (Not applicable in the EU)
9 Number of identified staff 6 60 197
10 Totalvariable remuneration 1.5633.153 3.601.700 5.797.887
11 Of which: cash-based 766.577 1.198.463 264.937
12 Of which: deferred 459.945 595.240

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 766.576 2.403.236 5.532.950

EU-14b Of which: deferred 459.944 595.219

EU-14x Of which: other instruments

EU-14y Of which: deferred
15 Of which: other forms
16 Of which: deferred
17 Total remuneration (2 + 10) 1.260.450 6.560.644 20.403.530 40.668.759

13. Template EU REM?2 - Special payments to staff whose professional
activities have a material impact on institutions' risk profile (identified
staff)

MB Supervisory MB Management Other senior

Other identified staff

Figures in EUR function function management

Guaranteed variable remuneration awards

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

2 |Guaranteed variable remuneration awards -Totalamount \ | [

Of which guaranteed variable remuneration awards paid during the financial year,
3 [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
4 [thefinancialyear - Number of identified staff

Severance payments awarded in previous periods, that have been paid out during
5 |thefinancialyear - Total amount

Severance payments awarded during the financial year

6 |Severance payments awarded during the financial year - Number of identified staff 1 4 1
7 |Severance payments awarded during the financial year - Total amount 117.306 1.488.130 93.246
8 |Of which paid during the financial year 117.306 1.488.130 93.246
9 |Ofwhich deferred

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

11 |Of which highest payment that has been awarded to a single person
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1.4. Template EU REM3 - Deferred remuneration

Figures in EUR
Deferred and retained
remuneration

Totalamount of
deferred
remuneration
awarded for previous
performance periods

Of which due to vest
inthe financial year

Amount of
performance
adjustment made in
the financial year to
deferred
remuneration that

Amount of
Ofwhichvestingin  performance
subsequent financial adjustment made in
years the financial year to

deferred

remuneration that

was due tovestinthe was duetovestin
future performance
years

financialyear

EU-h
Total of amount of
deferred remuneration

f EU-g
Total amount of Totalamount of
adjustment during deferred
the financial year due remuneration awarded for previous
to ex postimplicit awarded beforethe  performance period that
ECITRENS financial year actually has vested butis
(i.e.changes of value paid out in the subject to retention
of deferred financial year periods
remuneration due to
the changes of prices
of instruments)

1 MB Supervisory function

2 Cash-based
Shares or equivalent

3 ownership interests
Share-linked instruments or
equivalent non-cash

4 .

5 Other instruments

6 Other forms

7 MB function 4.569.757 925.259 3.644.496

8 Cash-based 2143285 488461 1654823
Shares or equivalent

9 ownership interests
Share-linked instruments or
equivalent non-cash

10 i 2.426.472 436.798 1.989.673

11 Other instruments

12 Other forms

13 |Other senior

14 Cash-based
Shares or equivalent

15 ownership interests
Share-linked instruments or
equivalent non-cash

16 i

17 Other instruments

18 Other forms

19  |Otheridentified staff

20 Cash-based
Shares or equivalent

21 ownership interests
Share-linked instruments or
equivalent non-cash

22 i

23 Other instruments

24 Other forms

25 Total amount

15. Template EU REM4 - Remuneration of T million EUR or more per year

Identified staff that are high earners as set outin

Article 450(i) CRR

1 000 000 to below 1 500 000

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

OO |IN|oO |0~ W(N]|-

5 000 000 to below 6 000 000

=
o

6 000 000 to below 7 000 000

[y
[

7 000 000 to below 8 000 000

To be extended as appropriate, if further
payment bands are needed.
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16. Template EU REM5 - Information on remuneration of staff whose
professional activities have a material impact on institutions’ risk
profile (identified staff)

Management body remuneration

Business areas

) MB . Im‘:lependenk
MB Supervisory .o Jement  Total MB Investment Retail Asset Corporate internal All other
function P banking banking management  functions control
Figures in EUR functions

1  |Total number of i staff

2 Of which: of the MB

3 Of which: other senior 10 22 8
4 Of which: other staff 35 48 47
5 |Total ion of i staff 1.260.450, 6.560.644| 7.821.094| 15.636.318| 12.614.320 16.546.803| 12.804.253
6 Of which: variable 0 1.533.153 1.533.153 281.122 2.949.054 1.360.876 3.084.961
7 Of which: fixed 1.260.450 5.027.491 6.287.941| 15.355.195 9.665.266 15.185.927 9.719.291
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