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1. GENERAL PROVISIONS

1.1.

1.2.

1.3.

1.4.

1.5.

This Remuneration Policy (the ,,Policy“) of UAB FM] ,Orion Securities” (the ,,Company*)
sets out the principles and requirements the Company follows when setting and paying out
remuneration, bonuses and other payments awarded to employees for performance, as well
as other benefits granted, thereby ensuring efficiently managed payroll costs and creating
incentives for employees to contribute to the implementation of the Company’s long-term
objectives and strategy.

The Policy has been prepared in accordance with (i) the Law on Markets in Financial
Instruments of the Republic of Lithuania (the ,,Law*), (ii) the Labour Code of the Republic of
Lithuania, (iii) the Law on Equal Treatment of the Republic of Lithuania, (iv) the Law on Equal
Opportunities for Women and Men of the Republic of Lithuania, (v) the European Banking
Authority Guidelines of 22 November 2021 on sound remuneration policies under Directive
2019/2034 (EBA/GL/2021/13), (vi) Directive (EU) 2023/970 of the European Parliament and
of the Council of 10 May 2023 on strengthening the application of the principle of equal pay
for equal work or work of equal value between men and women through pay transparency
and enforcement mechanisms, and the legal acts of the Republic of Lithuania implementing it,
as well as other legal acts of the Republic of Lithuania and the European Union governing the
Company’s activities, and supervisory authorities’ guidelines and positions. In the event of
any discrepancy between this Policy and mandatory provisions of legal acts, the provisions of
the relevant legal acts shall apply.

The Policy has been prepared taking into account the Company’s size, organisational
structure, the nature, scale and complexity of its activities and the risks it assumes, and the
fact that the Company’s average on- and off-balance-sheet assets (the off-balance-sheet
items being assessed as referred to in Annex | to Regulation (EU) No 575/2013 of the
European Parliament and of the Council of 26 June 2013), calculated over the four-year
period preceding the last day of the financial year, do not exceed EUR 100 million.

Variable Remuneration awarded to Risk Takers does not exceed EUR 50 thousand and
represents less than one quarter of their annual remuneration. Where a Risk Taker would be
awarded annual Variable Remuneration not meeting the criteria set out in this clause, Article
15(8), (11) and (13) of the Law shall apply to such award of Variable Remuneration.

The Remuneration system applied by the Company is governed by:

1.5.1. this Policy, as the set of core principles guiding the design of the Company’s
remuneration system;

1.5.2. individual agreements with Employees, which establish the Remuneration of each
specific Employee.

2. DEFINITIONS

2.1.

In this Policy, unless the context clearly requires otherwise, the following capitalised terms
have the meanings set out below:

Remuneration an employee’s earnings consisting of Fixed Remuneration and
Variable Remuneration.

Employees the Company’s employees, including the Company’s
management bodies, and tied agents.

Director the head of the Company’s administration.

Fixed Remuneration the wage established in each Employee’s employment contract
and other long-term payments not related to performance. Fixed
Remuneration consists of (i) base salary (as defined in clause
5.4 of the Policy) and (ii) additional benefits (as defined in
clauses 5.5-5.7 of the Policy).

Variable Remuneration all remuneration that is not classified as Fixed Remuneration.
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Control Functions the risk management and compliance functions.

Risk Takers Employees whose professional activities and/or decisions may
have a material impact on the risk assumed by the Company.
These Employees are identified in accordance with the criteria
set out in Chapter 4 of the Policy.

3. REMUNERATION PRINCIPLES

3.1

3.2

3.3.

34.

The Company’s remuneration system is designed applying the following principles:

3.1.1. equivalence — Employees are assessed according to the responsibilities assigned to
them, performance, education, competencies, knowledge, skills, value created, etc.,
and positions of equivalent value are remunerated similarly;

3.1.2. transparency — each Employee must be clear about how their Remuneration is
determined and on which of the Employee’s performance results, competencies and
qualifications its amount depends;

3.1.3. flexibility — where it is necessary to hire or retain an Employee of significant
importance to the Company’s activities, or to manage risks arising from Employee
substitutability or turnover, the Company may take decisions applying exceptions to
this Policy, without however breaching the essential principles on the award of Fixed
and Variable Remuneration to Risk Takers.

3.1.4. Equal pay is paid for equal work or work of equal value, irrespective of the
employee’s gender or other characteristics protected by law.

3.1.5. Remuneration is determined on the basis of objective and gender-neutral criteria
related to the value of the position, responsibility, qualifications, competencies and
performance.

The Policy aims to promote responsible business conduct, fair treatment of clients and the
avoidance of conflicts of interest in relations with clients, so that monetary and/or non-
monetary forms of remuneration do not become incentives for employees to serve their own
or the Company’s interests to the detriment of clients’ interests.

The Policy is consistent with the Company’s chosen business and risk strategy, its objectives
(including objectives related to environmental, social and governance (ESG) risk), values and
organisational culture, risk culture and the long-term interests of the Company as a going
concern:

3.3.1. when awarding and paying out Variable Remuneration, the results of the Company’s
internal capital adequacy and liquid-asset assessments are always taken into
account, which help ensure the internal capital and liquid assets needed to cover
risks that have arisen or may arise;

3.3.2. when awarding Variable Remuneration, Employees are not encouraged to take
excessive risk — Variable Remuneration is awarded by assessing both the
quantitative and the qualitative results of each employee;

3.3.3. Variable Remuneration is awarded while ensuring a sustainable capital base for the
Company, thereby safeguarding the interests of the Company’s clients, shareholders
and other stakeholders.

The Policy is a gender-neutral remuneration policy, i.e. based on equal remuneration for
employees of any gender for equal work or work of equal value. A single Remuneration
system applies to all Employees, without discriminating against them on the grounds of
gender, age, nationality, race, social status, religion, sexual orientation and the like:

3.4.1. The Company applies a system for evaluating work of equal value based on objective
and gender-neutral criteria.

3.4.2. The criteria for evaluating positions, the methodology for setting remuneration and the
principles for reviewing remuneration are documented and available to employees.
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4. IDENTIFICATION OF RISK TAKERS

4.1.

4.2.

4.3.

4.4.

4.5.

4.6.

4.7.

The purpose of the Risk Taker identification process is to identify Employees whose decisions
or functions may have a material impact on the risk assumed by the Company.

In order to identify Risk Takers, the Company carries out an assessment every year.
Employees who meet, or are likely to meet, the Risk Taker criteria set out in clauses 4.3 and
4.4 of the Policy for at least three months of the financial year for which the assessment is
carried out are treated by the Company as Risk Takers (e.g. due to temporarily held positions
or the implementation of particular projects in the Company).

Criteria for identifying Risk Takers
An Employee is deemed to be a Risk Taker if any of the following qualitative criteria is met:

4.3.1. the Employee is a member of a management body;

4.3.2. the Employee is a member of senior management. Senior management includes the
Company’s Director as well as other Employees responsible for the day-to-day
management of the Company;

4.3.3. the Employee holds a managerial position related to the performance of a Control
Function;

4.3.4. the Employee holds a managerial position related to the prevention of money
laundering and terrorist financing;

4.3.5. the Employee is responsible for managing a material risk within the Company;
4.3.6. the Employee is responsible for heading one of the following areas:

i economic analysis;

ii. information technology;

iii. information security;

iv. outsourcing arrangements relating to critical or important operational
functions;

4.3.7. the Employee has the authority to take decisions approving or vetoing the offering of
new products.

In addition, an Employee is deemed to be a Risk Taker if any of the following quantitative
criteria is met:

4.4.1. the Employee was awarded, in or for the previous financial year, total Remuneration
of EUR 500,000 or more?;

Assessment of Risk Takers

In carrying out the assessment, the Company relies on the qualitative and quantitative criteria
set out in clauses 4.3 and 4.4 of the Policy, which, taking into account the Company’s size
and the activities it carries out, are sufficient to identify Risk Takers.

When applying the quantitative criteria set out in clause 4.4 of the Policy that are based on
Employees’ Remuneration, the Company takes into account the Fixed Remuneration
awarded for the previous financial year and the Variable Remuneration awarded to
Employees over the previous financial years (i.e. the Company takes into account all
monetary and non-monetary Fixed and Variable Remuneration components). In addition, the
Company takes into account other standard terms-of-employment packages that are usually
not considered at the individual level (e.g. benefits applied to Employees generally).

Taking into account its size, business model and the risk it assumes, and in order to identify
Risk Takers, the Company includes the following information in the assessment
documentation:

4.7.1. the reasons underpinning the assessment and its scope — the assessment specifies
which of the Company’s units’ Employees are assessed, why only certain

'Remuneration assessed before deduction of applicable taxes.
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4.8.

4.9.

units/functions are assessed (pursuant to clause 4.7.2 of the Policy), why certain
Employees, although meeting the criteria set out in clauses 4.3 and 4.4 of the Policy,
should not be treated as Risk Takers, and other information included at the
Company'’s discretion;

4.7.2. the criteria by which the risk posed by the Company’s business strategy and activities
was assessed (e.g. why certain of the Company’s business areas are considered not
to pose a risk to the Company’s activities or to pose only an immaterial risk, etc.);

4.7.3. the results of the Risk Taker identification process. The Company includes (i) the

number of identified Risk Takers, distinguishing the number of Risk Takers identified
for the first time, (ii) the names, surnames, positions and functions of those Risk
Takers in the Company, (iii) how the Risk Takers are distributed across the Company
by business area, (iv) a comparison with the results of the Company’s Risk Taker
assessment in previous years.

An Employee who meets the criteria set out in clauses 4.3 or 4.4 of the Policy may be

excluded from Risk Takers only where the assessment referred to in clause 4.7 of the Policy

sets out the reasons why the Employee’s professional activities have been assessed as
having no material impact on the Company’s risk profile or the assets it manages, and
provided that the Company’s Management Board approves such exception.

The structural units/functions involved in the Risk Taker identification process and their

functions and responsibilities:

Management Board — reviews the results of the assessment referred to in clause 4.7

of the Policy and, on that basis, takes decisions on classifying
Employees as Risk Takers

— oversees the Risk Taker identification process

— approves and reviews all exceptions applied to Employees as
referred to in clause 4.7.1 of the Policy

— initiates a review of the list of Risk Takers in the cases referred
to in clause 4.10 of the Policy

Risk Management Committee — carries out the assessment of the risk posed by the
(RMC)

Company’s business strategy and activities referred to in
clause 4.7.2 of the Policy

Compliance

— under the annual compliance monitoring plan, oversees the
conformity of the Risk Taker assessment process with the
applicable legal requirements

— performs the advisory and monitoring functions in respect of
the Company’s employees within the Risk Taker identification
process

— provides the Management Board with recommendations on
improving the Risk Taker identification process

Legal

— advises on the application of legal acts related to the
identification of Risk Takers

— reviews and, where necessary, contributes to preparing the
assessment referred to in clause 4.6 of the Policy

4.10.

The Company’s assessment is carried out after the end of each financial year, no later than
before the formation of the Variable Remuneration Pool. The list of Risk Takers must also be
reviewed and updated:

4.10.1. each time the Company’s organisational structure is changed;

4.10.2. each time the Company begins to offer new services;

4.10.3. upon a material change to the client-servicing or work-organisation processes and the

responsibilities for those processes.
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4.11.

4.12.

Where the assessment establishes that an Employee is a Risk Taker, that Employee is
included in the list of Risk Takers, the form of which is attached as Annex No. 1 to this Policy.

The Company retains the results of the assessment referred to in clause 4.7 of the Policy in
accordance with the Company’s established document-retention procedure.

5. REMUNERATION STRUCTURE

5.1.

5.2.

5.3.
54.

The Company applies Fixed Remuneration and Variable Remuneration. Remuneration is set,
calculated and paid in accordance with this Policy and the terms and procedures set out in
internal documents.

On termination of employment, Employees are paid only the severance payments established
by applicable legal acts. The Company does not enter into any contracts or arrangements for
additional payments payable on termination of employment.

Fixed Remuneration
Fixed Remuneration consists of base salary and additional benefits.

Base salary is set in accordance with the job-evaluation system applied by the Company.
Position levels and groups are set by assessing the value of the position to the Company on
the basis of objective and gender-neutral criteria covering:

5.4.1. Skills (know-how):
5.4.1.1. professional and technical knowledge;
5.4.1.2. work experience;
5.4.1.3. leadership and coordination competencies;
5.4.1.4. collaboration and communication abilities.
5.4.2. Problem solving:
5.4.2.1. level of autonomy;
5.4.2.2. complexity of the problems solved;
5.4.2.3. need for analytical judgement and decision-making.
5.4.3. Accountability:
5.4.3.1. impact of decisions on the Company’s activities;
5.4.3.2. responsibility for financial, human and other resources;
5.4.3.3. responsibility for the protection of confidential information and data;
5.4.3.4. regulatory and reputational risk.
5.4.4. All positions are grouped according to the magnitude of their impact on the Company.

5.4.5. Positions are divided into remuneration groups (grades) for which remuneration
ranges are set.

5.4.6. A minimum and maximum remuneration amount is set for each position group.
Remuneration ranges are reviewed at least once a year. Remuneration ranges are
indicative. In exceptional cases, remuneration may be set outside the range where
this is justified by objective business needs, the employee’s competencies or other
important circumstances.

5.4.7. Anindividual employee’s fixed remuneration is set, and reviewed at least once a
year, taking into account:

5.4.7.1. the position group and level;
5.4.7.2. the employee’s position within the set remuneration range;
5.4.7.3. the employee’s competencies, qualifications and professional experience;

5.4.7.4. performance appraisal results;
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5.5.

5.6.
5.7.

5.8.

5.9.

5.10.

5.11.

5.4.7.5. the Company’s remuneration budget and financial capacity.

5.4.8. The criteria for evaluating positions, the position groups and the remuneration ranges
applicable to them are detailed in a separate document, the ,Position Matrix with the
Fixed Remuneration System“. An Employee has the right to obtain from their direct
manager information on the criteria for setting remuneration, to be informed of the
remuneration range applicable to their position, and to obtain information on the
average pay in the group of employees performing equal work or work of equal value.

Additional benefits are long-term benefits, payments and allowances that the Company may
grant at its initiative to a large proportion of Employees or to Employees performing specific
functions (i.e. benefits not awarded on the basis of a specific Employee’s individual
performance). Additional benefits are based on predefined criteria, reflect Employees’
professional experience and are irrevocable for the set benefit period and/or while the person
holds the specific position for which a particular additional benefit was assigned.

Additional benefits are considered part of Fixed Remuneration.

Fixed Remuneration also includes payments that are mandatory under the legal acts of the
Republic of Lithuania and other payments forming part of the standard terms-of-employment
package.

Variable Remuneration

All Remuneration that is not classified as Fixed Remuneration is considered Variable
Remuneration.

Variable Remuneration may be awarded and paid both to Risk Takers and to all other
Employees. The amount of Variable Remuneration is set individually for each employee,
taking into account the Company’s performance, the employee’s achieved quantitative and
qualitative results, the achievement of set objectives and other objective criteria applied
during the performance appraisal. For these reasons, Variable Remuneration may differ
between employees holding the same position.

Employees may also be granted benefits of financial value that are not related to monetary
bonuses, i.e. non-monetary benefits (reimbursement of part or all of training costs, internal
Company events, etc.). The package of indirect financial benefits is selected taking into
account the Company’s financial situation and strategy, as well as the principles of fairness
and transparency.

For clarity, Variable Remuneration is awarded at the Company’s initiative and discretion and
is treated as a reward for positive results, but is not considered variable wages within the
meaning of the Labour Code of the Republic of Lithuania. No provision of the Policy may be
construed as granting any Employee a right to guaranteed Variable Remuneration of any
amount upon the (non-)achievement of any indicators, the (non-)fulfiiment of conditions or the
(non-)occurrence of any circumstances, or as establishing an agreement between the
Employee and the Company on the award of the variable part.

6. REMUNERATION OF EMPLOYEES PERFORMING CONTROL FUNCTIONS

6.1.

6.2.

6.3.

The remuneration of Risk Takers performing a Control Function must be sufficient to ensure
that the employees the Company hires for those functions are sufficiently qualified and
experienced, i.e. remuneration must meet market standards for employees of the relevant
qualification and be sufficiently attractive to retain them.

Given the nature of the Control Function, the Company may, where it decides it necessary,
apply stricter requirements to the ratio of the fixed and variable parts for Risk Takers
performing a Control Function (i.e. decide that the applicable ratio will be lower than for other
Risk Takers, or set a separate maximum possible ratio of the variable part to the fixed part).

The Remuneration of Risk Takers performing a Control Function must reflect the scope of
their duties and responsibilities. The Remuneration of managers responsible for a Control
Function must depend on the achievement of the objectives linked to their functions,
independently of the results of the business areas they control.
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6.4.

The Variable Remuneration part awarded to managers responsible for a Control Function is
based on specific objectives set for that function and is not determined solely on the basis of
the Company’s overall performance criteria.

7. PERFORMANCE APPRAISAL

7.1.

7.2.

7.3.

74.

7.5.

7.6.

Employees’ performance is appraised annually, no later than before the submission of a
proposal to award Variable Remuneration to an Employee.

The appraisal of Employees’ performance is documented by Employees completing annual
performance report forms and direct managers submitting their assessments of such reports.

When proposing to award Variable Remuneration to an Employee, account must be taken of:
7.3.1. the Company’s annual performance (financial and non-financial);

7.3.2. the achievement of the annual objectives set for the unit in which the Employee
works;

7.3.3. the achievement of the personal objectives agreed during the Employee’s annual
appraisal.

Performance is appraised on the basis of both quantitative criteria set according to the risk
assumed by the Company (e.g. profit, revenue, productivity, costs, the Company’s product
market share, the number of clients and the assets entrusted by them, the number of
transactions, etc.) and qualitative criteria (e.g. the Employee’s compliance with legal acts and
the Company’s internal rules and values, the fulfilment of set objectives and tasks, feedback
from direct managers and clients, the absence of client complaints).

The weighting of quantitative indicators in an Employee’s overall performance appraisal does
not exceed 50%.

Employees’ remuneration is reviewed regularly, taking into account:
7.6.1. changes in the position;
7.6.2. performance appraisal results;

7.6.3. market remuneration data.

8. AWARD OF VARIABLE REMUNERATION

8.1.

8.2.

In order to avoid conflicts of interest and to avoid encouraging Employees to take excessive
risk, the Company applies the following measures:

8.1.1. Variable Remuneration is not linked to the sales of a specific product (i.e. Employees
do not receive different levels of incentive depending on the specific product or
product category sold by the Employee);

8.1.2. when awarding Variable Remuneration, the Company does not rely on quantitative
indicators alone — the Company always assesses both qualitative and quantitative
indicators;

8.1.3. Employees’ performance objectives are not based solely on financial or commercial
aspects, disregarding the interests of the Company’s clients.

Variable Remuneration awarded in one calendar year may not exceed:

8.2.1. inrespect of Risk Takers — 25% of the sum of the Fixed Remuneration elements
received for the same calendar year for which the Variable Remuneration was
awarded or, where the provisions of Chapter 11 of the Policy apply, more than 25% of
the sum of the Fixed Remuneration elements received for the same calendar year for
which the Variable Remuneration was awarded;

8.2.2. inrespect of other Employees who are not Risk Takers — 100% of the sum of the
Fixed Remuneration elements received for the same calendar year for which the
Variable Remuneration was awarded.
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9. VARIABLE REMUNERATION POOL

9.1.

9.2.

Each year the Company forms a Variable Remuneration Pool intended for the payment of
Employees’ Variable Remuneration. The Variable Remuneration Pool is formed after the end
of the financial year, having assessed the Company’s performance and, in accordance with
the procedure set out in Chapter 7 of the Policy, having carried out the appraisal of
Employees.

When forming the Variable Remuneration Pool, the Company complies with all of the
following requirements:

9.2.1. ittakes into account the ratio of the variable and fixed parts of employees’
remuneration, in order to comply with the set ratio of the variable and fixed parts;

9.2.2. Variable Remuneration is awarded only after the Company’s internal capital and
liquid-asset assessment has been carried out using data as at the last day of the
previous financial year. The Company assesses the impact of Variable Remuneration
on these indicators and the recommendations of the competent authorities and,
where applicable, the European supervisory authorities on the distribution of Variable
Remuneration;

9.2.3. when assessing a specific Employee’s qualitative performance — Variable
Remuneration is awarded only after the annual performance appraisal has been
carried out and the Employee’s results over the last 2 years have been reviewed.
Where the Employee has worked for a shorter period than specified in this clause, the
entire period of the Employee’s work at the Company is assessed;

9.2.4. the awarded Variable Remuneration, except for the exception set out in Chapter 11 of
the Policy, is paid out no later than within 1 month from the date of the relevant
decision to award Variable Remuneration to the Employee, and only if, from the date
of the award to the date of payment, no material changes have occurred at the
Company that could adversely affect the Company’s compliance with the applicable
capital adequacy and liquid-asset requirements. Where, during the period from the
award to the payment of Variable Remuneration, material changes occur at the
Company that could result in the Company failing to comply with the applicable
capital adequacy and/or liquid-asset requirements, the awarded Variable
Remuneration may be reduced and/or not paid by decision of the Company’s
Management Board (in the case of Risk Takers) or by decision of the Company’s
Director (in the case of all other Employees).

10. ADJUSTMENT OF VARIABLE REMUNERATION

10.1.

10.2.

10.3.

10.4.

Variable Remuneration is reduced, not paid or not awarded if the Company’s financial
performance is negative or deteriorates. The decision is taken by the Company’s
Management Board (in respect of Risk Takers) or the Director (in respect of other
Employees).

The Company applies a mechanism for reducing Variable Remuneration and/or clawing back
paid-out Variable Remuneration (clawback) where an Employee who was awarded Variable
Remuneration:

10.2.1. through their activities contributed to the occurrence of material losses of the
Company or is responsible for such losses;

10.2.2. is no longer considered fit to perform their duties; or

10.2.3. committed fraud or another criminal offence, or seriously breached legal acts or the
Company’s internal rules or values.

Under the mechanism, up to 100% of paid-out Variable Remuneration may be clawed back
and/or the not-yet-paid (deferred) part of Variable Remuneration may be reduced accordingly
(down to zero).

The clawback mechanism applies for 2 years from the payment of the relevant part of
Variable Remuneration. For Risk Takers subject to the deferral set out in Chapter 11 of the
Policy, it applies throughout the deferral and vesting (entry-into-effect) period of the deferred
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part, but not shorter than 2 years, and in the cases referred to in sub-clause 10.2.3 —up to 5
years from payment or vesting.

10.5. The adjustment of Variable Remuneration may not result in an increase of the initially
awarded (or already reduced) Variable Remuneration.

11. DEFERRAL OF VARIABLE REMUNERATION

11.1.  This Chapter applies only to Risk Takers and only where the Variable Remuneration awarded
to them exceeds EUR 50 thousand and represents more than one quarter of their annual
remuneration.

11.2. Atleast 50% of the awarded annual Variable Remuneration is deferred and, where its amount
is large, at least 60%. The deferral period is 3 years; for members of the Company’s
Management Board and the Director a 4-year period applies.

11.3. The non-deferred part of Variable Remuneration is paid out immediately. The deferred part
vests (enters into effect) evenly over the entire deferral period (on a pro rata basis), no more
than once a year.

11.4. Atleast 50% of Variable Remuneration (of both the immediately paid and the deferred part)
must consist of shares of the investment firm, other ownership instruments, share-linked
instruments or other equivalent non-cash instruments (and other instruments, as set out in
Article 15%(8) of the Law) or, subject to authorisation by the Bank of Lithuania, other
instruments.

11.5. Ateach vesting of the deferred part, that part may be reduced (down to zero) on the grounds
set out in Chapter 10 of the Policy and taking into account the Employee’s and the
Company’s performance for the relevant period.

11.6. Risk Takers are prohibited from personally hedging (through insurance or risk-transfer
strategies) against a reduction in Variable Remuneration.
12. IMPLEMENTATION AND CONTROL OF THE POLICY

12.1.  The structural units/functions involved in the process of setting the Policy and Variable
Remuneration and their functions and responsibilities:

Management Board — oversees the setting and payment of Risk Takers’
Remuneration and other related matters

— takes decisions on each award of Variable Remuneration to
Risk Takers

— takes decisions on the formation of the Variable Remuneration
Pool

— takes decisions on the reduction, non-payment, non-award
and clawback of Variable Remuneration

— checks how the Remuneration requirements for Risk Takers
are implemented and assesses the applied Remuneration
policy and practice, including their impact on the Company’s
risk, capital and liquidity position

— periodic review of the Policy

— other functions and responsibilities assigned to the Company’s
Management Board in the Policy

Risk Management Committee — assesses whether the Variable Remuneration proposed to be
awarded to Risk Takers, as well as to other Employees, would
not breach the Company’s compliance with the applicable
internal capital adequacy and/or liquid-asset requirements

Director — ensures the conformity of Employees’ employment contracts
with this Policy

— ensures Employees’ signed acknowledgement of this Policy
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— awards Variable Remuneration to Employees who are not
considered Risk Takers

— takes decisions on the reduction and/or clawback of the
variable part of remuneration for Employees who are not
considered Risk Takers

Direct manager of the Risk — carries out the Employee’s appraisal

Taker

— submits proposals on the award of the Employee’s variable
part of remuneration to the Company’s Management Board (in
the case of Risk Takers) or the Company’s Director (in the
case of all other Employees)

Compliance — within its competence, contributes to ensuring that the Policy

and Remuneration practice are aligned with the Company’s
risk management strategy and framework

— at the frequency set in the Company’s compliance plans,
assesses how the Policy and Remuneration practice comply
with the requirements set out in legal acts and the Company’s
internal documents, and whether they are compatible with the
Company’s risk culture

— informs the Company’s Management Board of any
compliance-related risk identified in respect of the Policy and
Remuneration practice and of any identified instances of non-
compliance

Legal

— advises on the application of legal acts related to the setting of
Remuneration

— reviews and, where necessary, contributes to the review of
and amendments to the Policy

Risk Taker — completes the annual performance report forms needed to

assess the Risk Taker’s performance

12.2.

12.3.

12.4.

12.5.

Periodic review of the Policy

When carrying out the review, the Company’s Management Board must assess whether the
Policy, the overall Remuneration policy and practice and the processes:

12.2.1. operate as intended — in particular, whether the Policy is complied with in the
Company, whether Remuneration payments are appropriate and consistent with the
Company’s business strategy, and whether sufficient account is taken of the
Company’s risk profile, long-term and other objectives;

12.2.2. comply with the legal acts, principles and standards applicable to the Company;
12.2.3. do not restrict the Company’s ability to ensure a sound capital base.

If periodic reviews reveal that the Policy is not operating as planned, the Company’s
Management Board must ensure that a corrective action plan is proposed, approved and
implemented in a timely manner.

The results of the internal reviews carried out and the corrective actions taken on the basis of
the findings are documented in written reports. The Company ensures that this report is
available to the Company’s Management Board, the Director, the Company’s Risk
Management Committee and other persons performing supervisory and administrative
functions (e.g. compliance, legal).

When approving the Policy and its amendments, reviewing the Policy and overseeing how the
Policy and Remuneration requirements are implemented, the Company’s Management Board
takes into account the assessment of the Policy and the applied Remuneration practice by the
Company’s compliance officer.
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13. REMUNERATION TRANSPARENCY

13.1.
13.2.

13.3.

13.4.
13.5.

13.6.

Employees have the right to receive information on the criteria for setting remuneration.

Employees have the right to be informed of the remuneration range applicable to their
position.

Employees have the right to receive information on the average pay in the group of
employees performing equal work or work of equal value.

Information is provided in compliance with personal data protection requirements.

Employees’ right to receive information on pay may not be restricted by internal rules or
contractual arrangements.

Employees have the right to receive information on the assignment of their position to a
specific position group and the criteria applied to the evaluation of the position.

14. MONITORING OF THE GENDER PAY GAP

14.1.
14.2.

14.3.

The Company analyses the pay gap between men and women at least once a year.

The analysis is carried out taking into account position groups and groups of employees
performing work of equal value.

Where unjustified pay differences are identified, an action plan is prepared to eliminate them.

15. PAY TRANSPARENCY IN THE RECRUITMENT PROCESS

15.1.

15.2.
15.3.

Candidates are provided with information on the proposed pay or its range in the job
advertisement or by other means before the job interview or, where this is not possible, no
later than during the first job interview.

Candidates are not asked about their previous pay.

Job advertisements state the proposed pay or its range, except for the exceptions provided
for in legal acts.

16. DISCLOSURE REQUIREMENTS

16.1.

In accordance with the provisions of Regulation (EU) 2019/2033 of the European Parliament
and of the Council, the Company collects, analyses and discloses the information provided for
in legal acts on the operation of the remuneration system.

17. FINAL PROVISIONS

17.1.

17.2.

17.3.

17.4.

17.5.

The provisions of this Policy do not and may not be regarded as establishing individual terms
of employment for particular Employees; furthermore, this Policy does not create, and may
not be construed as creating, any employment-related obligations for the Company.

This Policy is approved by the Company’s Management Board. The Policy is an integral part
of the Company’s risk management framework.

The Policy must be reviewed at least once a year (and more frequently where necessary) in
order to identify any shortcomings or non-compliance with legal acts. Where shortcomings or
non-compliance with legal acts are identified, they must be remedied by amending and/or
supplementing this Policy.

This Policy enters into force on the date of its approval and may be repealed, amended
and/or supplemented by decision of the Company’s Management Board.

Employees are made aware of the Policy and its amendments by the means established in
the Company.
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Annex No. 1. List of positions of employees whose professional activities have a material

impact on the risk profile of the firm or the assets it manages.
UAB FM] ,,Orion Securities“

Risk Takers (positions)

Position

Member of the Management Board

Director

Compliance Officer

Risk Manager

Head of Corporate Clients

Head of Origination

Head of the Capital Markets

Head of the Private Banking

Chief Financial Officer

Head of the Family Wealth Management

Head of IT




