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I. GENERAL PROVISIONS

Purpose

Art. 1. (1) (Supplemented by GMS resolution dated 25.06.2026) This Remuneration Policy of
First Investment Bank AD (“Remuneration Policy” or “The Policy”) aims to establish the basic
principles and provisions in the formation of employee remuneration at First Investment Bank
AD (“Fibank” or “the Bank™), with a view to attracting and retaining highly qualified personnel,
and motivating them to achieve high results at a moderate level of risk and in line with the
Bank's long-term sustainable development goals to protect depositors in the Bank, shareholders
and other investors in financial instruments issued by it.

(2) The policy of the Bank in determining remunerations shall be to consider not only the
financial results, but also the ethical standards and corporate values underlying the Code of
Ethics of the Bank, as well as the sound and effective risk management.

Scope

Art. 2. (1) This Policy shall apply to all categories of employees in Fibank and to all forms of
remuneration, including salaries and other financial and material incentives.

(2) The Policy shall also apply to the Bank's subsidiaries that fall within the scope of
consolidated reporting, subject to the local legislation in force and in accordance with the
requirements of the relevant sector.

(3) The Policy shall not apply to subsidiaries under paragraph (2) headquartered in the Republic
of Bulgaria or in another Member State where other specific remuneration requirements apply
to them under EU legislation, or to subsidiaries headquartered in a third country, where, if they
were established in the Republic of Bulgaria or in another Member State, other specific
remuneration requirements under EU legislation would apply.

(4) The exceptions under paragraph (3) shall not apply where the subsidiary is an asset
management company or a company providing investment services and activities under Art.6
(2), items 2-4, 6 and 7 of the Markets in Financial Instruments Act, and where the subsidiary
employees are authorized to carry out professional activities having a direct and significant
impact on the risk profile of the group.

Related regulations

Art. 3. This Remuneration Policy is compliant with the applicable legislation, incl.:
1. The Credit Institutions Act;

2. The Labor Code;

3. The Commerce Act;

4. The Public Offering of Securities Act;

5. Regulation (EU) No 575/2013 of the European Parliament and of the Council of 26 June
2013 on prudential requirements for credit institutions and investment firms and amending
Regulation (EU) No 648/2012 (Regulation (EU) No 575/2013);

6. Commission Delegated Regulation (EU) 2021/923 of 25 March 2021 supplementing
Directive 2013/36/EU of the European Parliament and of the Council with regard to regulatory
technical standards setting out the criteria to define managerial responsibility, control functions,
material business units and a significant impact on a material business unit’s risk profile, and
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setting out criteria for identifying staff members or categories of staff whose professional
activities have an impact on the institution’s risk profile that is comparably as material as that
of staff members or categories of staff referred to in Article 92(3) of that Directive (Delegated
Regulation (EU) 2021/923);

7. Commission Delegated Regulation (EU) No 527/2014 of 12 March 2014 supplementing
Directive (EU) No 2013/36/EU of the European Parliament and of the Council with regard to
regulatory technical standards specifying the classes of instruments that adequately reflect the

credit quality of an institution as a going concern and are appropriate to be used for the purposes
of variable remuneration (Delegated Regulation (EU) No 527/2014);

8. Ordinance No 4 of the BNB of 21 December 2010 on the Requirements for Remunerations
in Banks (Ordinance No 4 of the BNB);

9. Ordinance No. 48 of the FSC 0f 20.03.2013 on the Requirements to Remuneration
(Ordinance No. 48 of the FSC);

10. Ordinance No 7 of the BNB of 24 April 2014 on the Organisation and Risk Management
of Banks (Ordinance No 7 of the BNB);

11. EBA Guidelines on sound remuneration policies under Directive 2023/36/EU
(EBA/GL/2021/04);

12. EBA Guidelines on the applicable notional discount rate for variable remuneration
(EBA/GL/2014/01);

13. EBA Guidelines on the benchmarking exercises on remuneration practices, the gender pay
gap and approved higher ratios under Directive 2013/36/EU (EBA/GL/2022/06);

14. EBA Guidelines on Internal Governance under Directive 2013/36/EU (EBA/GL/2021/05).

Principles

Art. 4. In determining the remuneration of its employees, the Bank shall follow policy and
practices which:

1. reflect the pursuit of good corporate governance and increasing the economic value of the
Bank;

2. correspond to the Bank's risk profile and promote sound and effective risk management so
as not to encourage risk-taking above the acceptable levels for the Bank;

3. meet the Bank's business strategy, values and long-term objectives, including objectives
related to environmental, social and governance (ESG) risks;

4. are aimed at avoiding conflicts of interest and at equal treatment of all employees;

5. ensure proportionality — conformity with the risk profile and business strategy of the Bank,
and distribution of payment among employees in accordance with the organizational structure,
the hierarchical levels, and the nature of activity and responsibilities.

6. provide for determining the remuneration of employees with supervisory functions (who
have the necessary powers and independence of the controlled units) according to the objectives
achieved, and regardless of the results of the units controlled;

7. stimulate the performance of duties at high professional standards and in compliance with
regulatory requirements;

8. support the maintenance of a sustainable capital base;
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9. are transparent and accessible to employees, and are subject to disclosure in accordance with
applicable regulatory requirements;

10. are gender neutral and also ensure non-discrimination based on race, color, ethnic or social
origin, genetic characteristics, religion or belief, belonging to a national minority, property
status, place of birth, disability, age or sexual orientation.

Art. 5. When developing the Policy, it has been taken into account that working conditions in
the Bank are healthy and safe, and generally do not differ from those in other companies of the
banking sector across the country.

II. CATEGORIES OF EMPLOYEES

Art. 6. (1) For the purposes of this Policy, employees at the Bank are divided into the following
categories::

1. identified staff, whose professional activities have a significant impact on the Bank’s risk
profile:

1.1. members of the Supervisory Board;
1.2. members of the Management Board;
1.3. employees responsible for management of essential business units;

1.4. employees responsible for managing independent control functions such as compliance,
risk management and internal audit;

1.5. Employees whose remuneration or impact on the Bank’s risk profile are comparable to that
of employees above.

2. other staff — all employees outside the above categories of identified staff.

Art. 7. (1) First Investment Bank shall determine identified staff on an individual basis, as well
as on a consolidated basis, in accordance with this Policy and the qualitative and quantitative
criteria of Delegated Regulation (EU) 2021/923.

(2) Determining identified staff on a consolidated basis shall carried out by First Investment
Bank AD based on information provided by the subsidiaries included in the scope of prudential
consolidation, as well as in accordance with the EBA Guidelines on the benchmarking exercises
on remuneration practices, the gender pay gap and approved higher ratios under Directive
2013/36/EU (EBA/GL/2022/06).

(3) (New, as per GMS resolution dated 25.06.2026) The Management Board shall approve a
list of identified staff annually, after prior consultation with the Remuneration Committee. The
list shall be prepared by the Human Capital Management Department, in coordination with the
Compliance - Regulations and Standards and Risk Management Departments.

III. REMUNERATION

Art. 8. (1) The remuneration levels shall be set in a way that allow the Bank to recruit, motivate
and retain employees with necessary qualifications and experience.
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(2) Remuneration shall cover all forms of payments or incentives made by the Bank for
activities performed by employees. Remuneration may include a fixed and variable component.
In accordance with the decisions of competent bodies in the Bank, remuneration may also be
paid in shares of the Bank, including in the cases of Art. 112 (3) and (4) of the Public Offering
of Securities Act, or in shares acquired by the Bank under share repurchase programs.

(3) The Bank's policy shall be to adhere to an optimal ratio (balance) between fixed and variable
remuneration with a sufficiently high proportion of the fixed component and depending on the
categories of staff, so as to provide a greater flexibility with respect to the variable component,
including the possibility of its non-payment.

(4) The Bank shall ensure that the salaries of employees from the units with control functions
(compliance, risk management, internal audit) are at sufficiently high levels so that they are
performed by highly skilled and experienced staff, and no conflicts of interest occur.

Fixed remuneration

Art. 9. (1) Employees shall be provided fixed remuneration in the form of salary, determined
individually for each employee depending on the assessment of the position (level in the
hierarchical structure, structural unit, responsibilities, etc.), the competencies and work
performance of the employee. Salary shall include basic and additional remuneration (for length
of service and professional experience, academic degrees, etc.).

(2) (Amended by GMS resolution dated 25.06.2026) Members of the management and control
bodies in the Bank shall receive fixed remuneration, taking into account, above all, the
functions, duties and responsibilities related to the position held, and the overall responsibility
of the person as a member of a management or control body of a credit institution, also taking
into consideration the criteria adopted in this Policy for achieved results in the Bank's activities.

(3) (Amended by GMS resolution dated 25.06.2026) Additional cash and non-cash
remunerations, incentives, social payments and benefits may be provided, including such
related to retirement, beyond those required by law, and/or for the performance of additional
functions (such as participation/membership/chairing of boards and committees) and/or other
functions related to current work, as well as for contribution, or duration of holding a position.

(4) (Supplemented by GMS resolution dated 25.06.2026) The levels of remuneration for similar
management positions in the country, the applicable national and EU legislation, as well as
other factors that are important for ensuring competitiveness in accordance with market
conditions and good practices, shall also be taken into account.

(5). (new, as per GMS resolution dated 25.06.2026) In order to ensure prudent management of
the Bank's assets and liabilities and to achieve other regulatory, financial or economic
objectives, the payment of certain types of fixed remuneration may be subject to requirements
similar to those for variable remuneration, e.g. a retention period, as specified in a contract with
the respective member of the Bank's management body or other employee.

Art.9.1. (new, as per GMS resolution dated 25.06.2026) The amount of permanent gross
remuneration for members of the management and control bodies of the Bank shall be
determined in compliance with the principles of this Policy and taking into account the
provisions of Art. 9, para. 2 above, including knowledge, skills, commitment and long-term
contribution of the person to the Bank's activity as member of the management or control body,
within the applicable maximum limits. In all cases, the total amount of remuneration for




<& Fibank

MopBa uHBecmuyuonHa 6aHka

members of the Supervisory Board and members of the Management Board of the Bank may
not exceed EUR 10,350,000 (ten million three hundred and fifty thousand euros) per year.

Variable remuneration

Art. 10. (1) The variable remuneration shall be based on the operating results and the targets
achieved, taking into account the level and time horizon of the risks assumed, the cost of capital,
and the necessary liquidity.

(2) The variable remuneration shall be provided based on the criteria for evaluating of
performance, as a combination of the assessments for the performance of employee, the
structural unit in which the employee works, and of the Bank as a whole.

(3) Depending on the employee’s position, the assessment shall encompass a sufficiently long
period of time so as to cover the long-term performance of his activity. The payment of the
variable compensation shall be allocated over a period, reflecting the economic cycle and the
risks undertaken by the Bank.

(4) (New, as per GMS resolution dated 25.06.2026) To stimulate the achievement of business
objectives, performance results shall be taken into account, measured against planned targets
and aligned with the assumed risk. The total amount of variable remuneration for employees of
the Bank shall be determined by the Management Board. For the identified personnel, this
amount shall be subject to approval by the Supervisory Board upon proposal of the
Remuneration Committee, and for members of the management and control bodies of the Bank
— subject to approval by the General Meeting of Shareholders.

Art. 11. The Bank shall determine variable remuneration for identified staff taking into account
current and potential risks related to the activities performed (risk adjustment).

Art. 12. (1) (Supplemented by GMS resolution dated 25.06.2026) The assessment shall be
based on an appropriate set of criteria, promoting the implementation of business objectives
and the long-term stability of the Bank, and including both financial (quantitative) and non-
financial (qualitative) criteria.

(2) (New, as per GMS resolution dated 25.06.2026) Quantitative criteria shall include indicators
such as:

e Dynamics and volume of the loan portfolio;

¢ Dynamics and volume of the deposit base;

e Market share;

e Net profit;

e Dynamics and volume of interest income and fee and commission income;

e Return on equity (ROE);

e Cost to income ratio (CIR);

¢ Quality of the loan portfolio;

e (apital adequacy and liquidity ratios.

(3) (New, as per GMS resolution dated 25.06.2026) Qualitative criteria shall include indicators
such as:

e Compliance with internal rules and limits;
e Compliance with the Bank's Code of Ethics;
e Customer satisfaction;




<& Fibank

MopBa uHBecmuyuonHa 6aHka

e Leadership and management qualities;

e Teamwork;

e Contribution to maintaining the good reputation of the Bank;
e Cooperation with other structural units.

(4) (New, as per GMS resolution dated 25.06.2026) Depending on the activity and functions
performed, appropriate methods, scoring models or other systems for comprehensive
assessment may developed and implemented, subject to approval under Art. 20 of this Policy.
They may also include other indicators to balance short-term and long-term objectives with the
relevant incentives.

(5) The remuneration of employees performing independent control functions shall be
determined according to the achievement of objectives related to such functions, as well as to
the specific monitoring and control tasks they perform, and shall be independent of the results
of structural units controlled by them.

Art. 13. (1) The Bank shall form the variable remunerations in a manner that does not restrain
the maintenance and improvement of its capital base.

(2) (Supplemented by GMS resolution dated 25.06.2026) In the event of inability to maintain a
stable capital base or significant deterioration in the financial situation and/or when the criteria
for achieved results are not met, methods may be applied to partially or completely limit
variable remuneration, e.g. reducing deferred remuneration (withholding) or restoring already
paid or acquired remuneration (refund).

Art. 14. (1) Identified staff shall not be allowed guaranteed variable remuneration.

(2) Identified staff may not use hedging or insurance strategies aimed at neutralizing the effect
of the risk adjustment mechanisms applied by the Bank when determining remuneration.

Ratio between variable and fixed remuneration

Art. 15. (1) (Amended by GMS resolution dated 25.06.2026) The amount of variable
remuneration of identified staff cannot exceed the amount of fixed remuneration.

(2) (Amended by GMS resolution dated 25.06.2026) By exception, in accordance with Art.3a
of Ordinance No. 4 of the BNB or other applicable regulations, the General Meeting of
Shareholders of the Bank may determine a higher amount of variable remuneration, but not
more than double the amount of fixed remuneration.

Art. 16. (1) At least 50% of the variable remuneration of identified staff, shall be paid in
instruments in accordance with Ordinance No. 4 of the BNB:

1. shares, other share-linked instruments or equivalent non-cash instruments;

2. instruments within the meaning of Art. 52 or Art. 63 of Regulation (EU) No 575/2013
or other instruments which can be fully converted to Common Equity Tier 1 instruments
or written down, as far as such instruments adequately reflect the credit quality of the
bank as a going concern and are appropriate to be used for the purpose of variable
remuneration in accordance with Delegated Regulation (EU) No 527/2014.

(2) The requirement under paragraph (1) shall apply equally to the deferred and non-deferred
part of variable remuneration.

(3) (Supplemented by GMS resolution dated 25.06.2026) An appropriate retention period shall
be determined for instruments under para (1), in order to align remuneration provided with the
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long-term interests of the Bank. That retention period shall be at least 6 months for identified
staff, and before its expiration employees shall not be allowed to dispose of and/or sell the
instruments.

(4) (New, as per GMS resolution dated 25.06.2026) The payment of variable remuneration in
the instruments under para (1), including in shares, shall contribute to the development of the
Bank and to the achievement of its long-term goals, by ensuring the commitment of identified
staff to such goals.

Art. 17. (1) A mechanism for deferred payment of at least 40% of the variable remuneration of
identified staff shall be applied, with a minimum period of four to five years. The period shall
be determined depending on the economic cycle, the nature of the activity and the associated
risks, as well as by the position of the respective employee.

(2) The deferral mechanism shall include proportionate allocation of the deferred variable
remuneration, or its gradual increase over the period of deferral.

(3) Application of a discount rate shall be allowed for instruments deferred for no less than five
years, based on the EBA Guidelines on the applicable notional discount rate for variable
remuneration (EBA/GL/2014/01), provided that such instruments do not exceed 25% of the
variable remuneration.

Art. 18. Where appropriate, the provisions of Art.12a of Ordinance No. 4 of the BNB
concerning exemption from requirements for payment in instruments, retention and deferral of
variable remuneration shall apply.

Art. 19. (Supplemented by GMS resolution dated 25.06.2026) The variable remuneration of
staff under Art.6, paragraph (1), item 2 may be 100% cash and not subject to deferral. It may
be paid on an ongoing basis, through various incentive schemes other than those specified in
Art. 10 et seq., as approved by the Management Board.

Art.19.1. (New, as per GMS resolution dated 25.06.2026) The remuneration system shall be
developed in accordance with applicable regulations, taking into account the specific status of
the Bank as a credit institution and in accordance with the provisions, conditions and principles
established by this Policy. Information on contracts, terms and benefits shall be provided in
accordance with Art. 25 below.

IV.IMPLEMENTATION AND CONTROL BODIES

Art. 20. (1) The Management Board of the Bank shall be responsible for the implementation
and application of this Policy when determining staff remuneration in Fibank.

(2) The Management Board shall take all additional necessary actions to ensure compliance of
this Policy with the requirements of current legislation, including obtaining consents or
approvals, notifying competent authorities, etc.

(3) For the purposes of paragraph (2) above, the Management Board, with the approval of the
Supervisory Board, may adopt additional rules, procedures, methodologies and policies and/or
follow the decisions of the General Meeting of Shareholders.

Art. 21. (1) The Supervisory Board shall control the implementation of this Policy..
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(2) A Remuneration Committee shall function to the Supervisory Board which shall support its
activities of control over the implementation of this Policy and its subsequent amendments.

(3) The Remuneration Committee shall prepare and propose decisions regarding remuneration,
taking into account the impact on risk and the long-term interests of shareholders, investors and
other stakeholders.

(4) The Remuneration Committee shall function in accordance with Rules of procedure,
adopted by the Supervisory Board of the Bank.

(5) Independently of the Remuneration Committee, the Risk Committee to the Supervisory
Board of the Bank shall perform checks whether the incentives defined in the Remuneration
Policy take into account the risks, capital, liquidity, as well as the probability for realization of
the projected revenues and their allocation in time..

Art. 22. (1) In accordance with the three lines of defense model, separate structures within the
Bank shall participate and complement each other in the control and implementation of this
Policy.

(2) The Human Capital Management Department shall provide support with regard to overall
implementation of this Policy, as well as to amendments, additions and reporting.

(3) The Risk Management Department shall support the Remuneration Committee and the Risk
Committee in determining appropriate risk-based performance indicators and risk adjustment
methods, as well as measures for the impact of variable remuneration structure on the Bank's
risk profile.

(4) (Amended by GMS resolution dated 25.06.2026) The Compliance — Regulations and
Standards Department and the Legal Department shall support the activity by ensuring
compliance with applicable regulatory requirements and agreements.

(5) The Finance Department shall support the activity with regard to planning and budgeting of
remuneration.

(6) The Internal Audit Department shall conduct annual reviews of this Policy’s
implementation.

Art. 23. For the determination and management of remuneration, procedures approved by
competent bodies shall apply in accordance with applicable legislation and in compliance with
the principles and requirements set out in this Policy.

V. DISCLOSURE AND REPORTING

Art. 24. (1) This Policy shall be made available to all employees.

(2) The Bank shall comply with the disclosure requirements by publishing this Policy, as well
as any subsequent changes to it, on the Bank’s website at: www.fibank.bg.

Art. 25. (1) (Amended by GMS resolution dated 25.06.2026) Fibank, as a public company,
shall report the implementation of this Policy to its shareholders with the annual financial
statements (Report on the implementation of the Remuneration Policy under Art. 100n of the
Public Offering of Securities Act). The Bank shall comply with the sectoral requirements
applicable to it as a credit institution, and make disclosures on the implementation of this Policy

and its remuneration practices in accordance with Art. 450 et seq. of Regulation (EU) No.
575/2013.



http://www.fibank.bg/

<& Fibank

MopBa uHBecmuyuonHa 6aHka

(2) (Amended by GMS resolution dated 25.06.2026) Disclosures shall be made in compliance
with applicable regulatory requirements, depending on the type of information.

(3) This Policy shall be submitted to the regulatory authority: the Bulgarian National Bank.

ADDITIONAL PROVISIONS

§ 1. For the purposes of this Policy, “employees” shall mean persons working under labor
contracts the Bank, as well as such working under management and control contracts.

§ 2. Subsidiaries of the Bank that are excluded from the scope of this Policy shall have
remuneration policies in place, consistent with the respective sectoral regulations and
requirements applicable to them.

FINAL PROVISIONS

§ 3. This Remuneration Policy of First Investment Bank AD repeals the Remuneration Policy
of 2011, last amended and supplemented by decision of the Supervisory Board dated
24.04.2024.

§ 4. (1) This Policy, as well as any subsequent amendments and supplements to it, shall be
approved by the General Meeting of Shareholders, upon proposal of the Supervisory Board.

(2) (New, as per GMS resolution dated 25.06.2026) Changes to this Policy shall enter into force
from the date of the respective resolution of the General Meeting of Shareholders for their
adoption.

(3) The Policy shall be reviewed at least once every four years, and updated as necessary.

§ 5. The Supervisory Board, upon proposal from the Remuneration Committee, shall be
responsible for the interpretation of this Policy and for its adaptation, where necessary, to
changes in legislation, best practices and supervisory requirements.

§ 6. This Remuneration Policy of First Investment Bank AD was adopted by resolution of the
General Meeting of Shareholders dated 05.12.2025 and is effective from the date of its
adoption, last amended and supplemented by GMS resolution dated 25.06.2026., upon proposal
by the Management Board, following prior consultation with the Remuneration Committee and
approval by the Supervisory Board by resolution dated 21.05.2026
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