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Note:
ANNUAL REVIEW

The HR Department shall be considered the owner
of this Policy.

The HR Department shall review the policy on a
yearly basis in close involvement with the Risk &

Compliance Committee, the Internal Audit
department, and the Secretary of the Board.
The annual review will ensure that the

remuneration system operates as intended and is
compliant with local regulatory requirements, and
meets international principles and standards and
shall be performed with the close involvement of
control functions which review will be broadly
based on the following:

(@) the Risk & Compliance Committee will be
entrusted to assess how the variable
remuneration structure affects the risk profile
of the Bank, and how the remuneration
structure affects the Bank’s compliance with
relevant Qatar Central Bank (“QCB”) and
Qatar  Financial Markets  Authority
(“QFMA”) instructions and regulations.

(b) the internal audit function should annually
carry out an independent audit of the design of
this Policy and the financial indicators
relevant to remuneration in order to review the

overall impact.

Control functions review, where needed, shall be
based on an overall review without having access
to individual employee records and/or
remuneration to maintain utmost confidentiality.

Any amendments to the remuneration policy will be
subject to the approval of the Governance,
Nomination and Remuneration Committee (the
“GNR”) on behalf of the Board of Directors (the
“BOD”) which has the general responsibility to
ratify the GNR’s approval of the current policy.

1. PURPOSE

Ahli Bank Remuneration Policy (the
“Policy”) creates effective remuneration
environment and aims at creating
sustainable, value for Ahli Bank (the
“Bank”). This Policy applies to all
Employees of the Bank and its
subsidiaries.

11

1 See QCB Governance Instructions QCB Circular No. 25/2022.
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1.2

13

14

1.5

The Policy’s objective is to maintain sound
corporate governance of the remuneration
and reward process, as well as confirming
and maintaining shareholder value and is
part of the owverall human resources
policies.

Effective Remuneration Policy balances
‘Employee Productivity and Employee
Motivation’ with ‘optimum Reward’.

In addition, the policy aims to ensure the
following:

(@) The Bank is able to attract, develop
and retain high performing and
motivated  employees in  an
increasingly competitive Qatar skills
market.

(b) Attracting Qatari talent for the Bank
is able to meet Qatarisation targets.

(c) Employees are attracted through a
competitive remuneration package
aligned to the market.

(d) The Bank has the right balance of
fixed and variable remuneration
which includes fixed pay and annual
performance bonus.

(e) Employees are motivated to perform
in the best interests of the Bank and
its stakeholders to create sustainable
results and are not driven by short-
term reward only.

(f) Employees are compensated for the
services they provide to the Bank in
performing  their  employment
responsibilities.

This Policy, together with the Bank’s
incentives and benefits structures support
effective risk management through the
following:

(@ Alignment of the Bank’s, Vision,
Mission, Goals, Values and critical
long-term objectives.

(b) Alignment of Bank, Investors,
Customers, Employee and
Stakeholders’ interests.

(c) Delivering a governance structure for
setting long-term Bank goals and
communicating these goals to staff.
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1.6

1.7

1.8

(d) Ensuring that the overall bonus pool
is in accordance with the Bank’s
actual performance indicators and
profitability, and that the
remuneration planning is an integral
part of budgeting and liquidity
planning.

(e) Ensuring that there is no abuse of the
reward system by any level of
management by applying proper
governance on the reward and
remuneration determination.

(f) That remuneration of control
functions in the Bank including the
risk ~ management,  compliance
management, internal audit and the
legal affairs does not compromise the
independence of these functions and
is not solely determined based on the
Bank’s overall performance and
results?.

This Policy should be consistent with the
Bank’s overall risk appetite, across all risk
areas of credit, market, operational,
liquidity, and reputation...etc.

The further purpose of this Policy is to
ensure transparency across the Bank’s
overall reward strategy. Generally,
individual  performance arrangements
between the Bank and its employees set
clear and measurable objectives. These
objectives should be set in a hierarchical
basis, cascading  from  Division,
Department, and individual level to
support the Bank’s annual objectives and
strategy.

The Bank ensures additional transparency
by quarterly reporting to QCB, and by
submitting its Annual Report and
Remuneration Report to GNR and QCB.

BASIC PRINCIPLES

This Policy is based on the following
general principles:

(@) Transparency: The remuneration
policy shall be defined in the present
document and shared with key
stakeholders.
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3.2

4.2

(b) Fairness: The individual benefits will
be based on the effective contribution
to the results of the Bank.

(c) Long-term Alignment of Interests:
The aim of the Policy is to create a
win-win environment where the long-
term financial interest of the Bank,
employees and other stakeholders are
aligned.

(d) Bank Financial Stability: The
incentive remuneration shall under no
circumstances expose the Bank to

undue increased financial or
operational  risks,  which  are
inconsistent with the actual financial
results.

SCOPE OF THE POLICY

The objective of this Policy is to lay down
the principles governing how the
remuneration of the Bank’s (and the
Bank’s group) employees shall be
established, applied and monitored.

While the BOD is cognizant of the risk-
taking element of banking activities, the
overall philosophy of this Policy is to
promote sound and effective risk
management, as well as a long-term
perspective, and to discourage excessive
risk taking by the Bank’s employees. In
particular, consideration has to be given to
the business strategy, objectives, values
and interests of the Bank as well as the
maintenance of a sound capital base.

REMUNERATION BREAKDOWN

Variable Pay is the Bank’s performance-
based remuneration and is intended to
motivate and reward high performers who
contribute significantly to sustainable
results for the Bank, perform according to
set expectations and generally create value
(Customers, Income, Operational,
Technology, and People).

The percentage balance between Fixed and
Variable Pay is fundamental to the
‘Performance Characteristics or Profile” of
the Bank, and may be reviewed by the
GNR and recommended to the Board if
required. It may be uniform across all
employees or the Board may decide that
certain positions or groups of Employees
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4.3

4.4

4.5

6.2

should be remunerated with a different
percentage of Fixed and Variable.

Percentages of Variable to Fixed
remuneration may be reported to the GNR
for all Employee grades.

Pension or End of Service Benefits are
constructed in accordance with local and
GCC regulation and Bank policy in force
at this time. Local Pension Schemes have
an Employee and Bank contribution (for
Qatari or GCC nationals). End of Service
Benefits for Expatriates based on the terms
of their employment contracts and
applicable HR policy from time to time.

Other Benefits are set and adjusted from
time to time in line with the Market and
overall Reward Strategy.

FIXED REMUNERATION

Fixed Pay is the total salary and benefits
that the Employee receives on a monthly
basis. This is contracted and only varied
when there are:

(@) Salary or Benefits Adjustments (Cost
of Living, Merit, or changes to
Allowances for example).

(b) Promotions or Job Changes (Mostly
associated with additional
responsibilities and a Grade change).

VARIABLE REMUNERATION

Variable Remuneration is that portion of
Remuneration that is variable based on
Employee and Company Performance.

There are two types:

(@) Annual Performance Bonus: This is
based on the Employee’s Annual
Objectives and Performance
Appraisal, set against a backdrop of
overall company performance for one
year. This system is intended to
measure how well both Employees
and the Bank do against the Annual
Targets set as part of the Budget
Planning process.

(b) Sales Incentives: Sales Incentives or
Commission Plans are designed to
directly link Sales Performance with
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6.3

6.4

7.2

7.3

Reward. This system encourages
Salesmen to do more business, to
deliver increased volume.

There are two aspects to Sales Incentives
or Commission Based Remuneration:

(@ It may increase Risk as it encourages
‘Volume over Quality’, ‘Short-term
over Long-term’, and ‘Short-cuts
over Best Practice’.

(b) Claw-Back of the ‘commission’ or
‘incentive’ is a feature of this system.
Incentives may be recuperated from
the Salesman or Sales Manager if the
business turns out to be:

(M Poor quality

(i) Unsustainable

(iii)
An example of this would be Loans that
fell quickly into default. Or where there
was miss-selling. Currently, the Bank do

not operate Sales Incentive or Commission
Based Reward schemes.

Unethical

CORPORATE GOVERNANCE

The GNR committee will review the
Remuneration  Policy and changes
recommended by the chief executive
officer (the “CEO”) based on HR or other
control department recommendations to
reflect certain corporate governance
requirements, together with all matters
relating to remuneration of employees.

Besides its general role to review and
approve this policy and to have it ratified
by the BOD, the GNR is entrusted to
ensure that the Remuneration Policy is in
line the remuneration landscape, is
competitive to attract talent, and is
compliant with QCB Instructions. The
GNR reviews this policy periodically and
monitors its implementation®.

The GNR shall, at all times, be bound by
the relevant governance instructions with
respect to remuneration as detailed in QCB
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and QFMA governance instructions
(“Governance Instructions”)“.
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appraisal interview, the Employee and
Manager review and document the
previous year’s performance and set the
new objectives for the coming year.
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8.2

8.3

8.4

8.5

8.6

There may be a decision to increase the
Employee’s fixed salary. Such increase
must be approved by the GNR Committee
with any increase are usually taking affect
at the date as determined by the GNR. The
following key factors are normally taken
into account for the increase in the fixed
salary:

(@ Bank’s Financial Performance and
Delivery.

(b) Individual
Performance.

(c) Relevant Market Data.

Behaviour &

(d) Economic Factors such as Inflation,
Cost of Living etc.

(e) Affordability and available budget.

The five basic components of
remuneration in the Bank:

(@) Fixed Pay (Basic Salary, Statutory
Bonus).

(b) Social Allowances.
(c) Benefits (Housing, Transportation).

(d) Variable Pay (Annual Performance
Bonus).

(e) Pensions (End of Service Pay).

Standard inflation salary increments for
employees shall follow the increase trend
as per Qatar’s average inflation index.

Employees of the Bank should have annual
performance objectives in place that
support their department and organisation
goals.

Employee’s Performance should be
formally appraised by their managers, and
reviewed by the managers’ managers.

REWARD STRATEGY

The Bank’s Reward Strategy should be set
by HR and the CEO and agreed by the
GNR. It determines and defines the
direction in which ‘Total Rewards’ should
progress in order to support the Business
Strategy. It should state the ideas, the
initiatives, how they will help the business
and the pace of implementation. They
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9.2

10.
10.1

10.2

should clearly support the Bank’s aims and
future strategy.

The Bank’s Reward Strategy may be
determined by the following:

(@) The extent to which it is believed that

(b) The extent to which the business can

PERFORMANCE BASED REMUNERATION

Performance Based Remuneration should
not promote Risk. This policy is to
highlight and avoid, reward encouraging
risk-taking, particularly at senior levels.

Performance Based Remuneration should
be granted to reflect the Bank’s financial
results, the relevant department and the
individual’s performance. However, other
criteria other than financial results need to
be considered when determining the
individual’s  bonus; e.g. upholding
company Vvalues, compliance with
regulations, upholding Bank regulations,
policy and procedures and so oné.
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10.3

10.4

10.5

11.
111

12.

121

A discretionary assessment has to be
applied to ensure that less objective
measures are considered. This is generally
the role of the Bank’s CEO in conjunction
with the GNR.

Performance Based Remuneration should
be based on a direct assessment of the
Bank’s results against previous years
targets. For example:

() ROAE.

(b) Non-Interest Income to Total Income.

(c) Costto Income Ratio.
(d) NPL Ratio.

(e) Assets per Employee.
() RAROC'.

As a control with respect to the
performance based approach, the total
bonus pool shall be based on a percentage
of the Bank’s net profit as may be
approved by the Board for any given year.

SIGN-ON OR GUARANTEED BONUS

Sign-on or Guaranteed Bonus are only
used in exceptional cases and will be
recommended by HR and CEO and
approved by GNR. This is a highly
infrequent practice to secure particular
skills into the Bank.

MATERIAL RISK TAKERS AND CONTROL
FUNCTIONS

The Bank should identify two categories of
Employees to which this remuneration
policy should pay regard:

(@) Control Function Employees -
compliance, audit, risk and legal
department employees®.

(b) Material Risk Takers — Employees
whose work entails their taking
business Risks on behalf of the Bank.
This includes investments and credit.

olaill cligl
ahlibank

oals AT Glaal (5 i sl Gall an
053 oA Ny Qe Cpme B A guinsa
Aiad e AV U pae il it i )

LBl g caland yill A4S gal)

S el e dalal slikdl s of sy

L) Calaal Jiie elid) bl il apl
1Bl s e Jali s dslod)

et lusall (3 gia Jass sia e diladl ()
) ) 33l Glaiall e Jaall (@)
daall
LJaall ) Al A (<)
B adall (a5l A (&)
1 5 Janal) Jlall Ll e iladl (2)
K RER
A i ce oY1 e il gy slaie yaiS
S gbal & siall Lot ) ALLIN 381 5
ngg‘)by\u@amuméﬂ\
4 gacaal) 5 gNad) g SLidly Glaily) 5 e
Sodall g Gl BlaalY)l 3le adand
ler 52 9 o Al Vs 8 45 ganaall
o) Gt 5l 5 2 ) 351 sall 3513 (g S
ds.:ug RA.\L.A MJLAA]\ b.JA_, ¢daall) L%st_"\_’
liall 5adse Ol Hlga b sl pdaind g Al

Ll jhlaall e Agpwall aillagll
A8 ) caida gl g

adall oy (Al (il gall pitid cli) 23 O s
il o Al KA Aulis a e agd

Sl

Al 3V sl ga — A ) Cailla ) ) lels ()
Os3all Byl Lhladly @Al
B sl

— 430 sl Hhlaal e Al gl il Sl ()
dead o agles (s shaiy (plll () 5k sall

7 Governance Instructions, QCB Circular No. 25/2022, Principle 7: Compensation System, P. 32, point No. 5/1.
/5 @3y Aasill 32 Amisall (SlBEL allas 17 @3y Tl (U Slas 8yins e s3liall 2022/25 @8) pueasl) AaSsmll laglas”

8 Governance Instructions, QCB Circular No. 25/2022, Principle 7: Compensation System, P. 33, point No. 5/8.
8/5 08y &zl (33 Axiall (B allas:7 @8, Tadl «(GS,L Jhad (8yim0 e 53lall 2022/25 03) ppanill AaSomll Slasai®

11

3-10

4-10

5-10

-11
1-11



12.2 In both cases, the Bank ensures that these
employees are remunerated for delivering
the best performance in their specific roles
and that the promise of Performance Bonus

does not compromise their:

(@) Obijectivity and independence in the
case of control functions.

Decision making and risk taking in
the case of Material Risk Takers.

(b)

Criteria for identification of Material Risk
Takers can be briefly stated as follows:

12.3

(@  Qualitative:

(i) Employees considered as senior
management who exercise certain
level of authority within the Bank and
who are responsible, and accountable
to the executive management body,
for the day-to-day management of the
Bank business.

(i) Employees with managerial
responsibility over the Bank’s control
functions (Internal  Audit, Risk
Management,  Compliance  and
Legal).

(iii) Employees with managerial
responsibilities for specific risk

categories, including voting members
within relevant Committees, credit
risk exposures, authority on certain
transactions and authority on the
introduction of new products.

Quantitative:

(b)

(i) Employee whose total remuneration
in the preceding financial year is
considered as “Significant”
(Including monthly remuneration &
the yearly performance based bonus).

(if) The employees who have been
awarded the highest total
remuneration in the preceding

financial year within the Bank.

(iii) Employees who are reported on a
yearly basis with their respective
successors due to criticality of such
roles.
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Remuneration shall be based on the actual
profits of the Bank and not on future risks
which impact profitability especially
where profits are based on projected and
unrealised profits, of which time of
realisation is not confirmed at the time of
profit calculation.

The Bank’s remuneration structure is
always based on its actual profitability and
does not take into account unrealised
projected profits which future collection
may be subject to certain risk factors. In
the unlikely cases of assessing bonuses
which are proposed based on risk taking
projections, the GNR shall base its
recommendation to the Board of Directors
on the Risk and Compliance Committee
review and assessment of such bonuses.

REMUNERATION OF THE EXECUTIVE
MANAGEMENT TEAM

Is designed to attract and retain first class
Executive Managers. We annually assess
the Market practices around Executive
Remuneration.

Executive  Management are  those
Managers indicated on the Annual Report
and are mostly, but not always reporting
directly to the CEO.

Executive Management Remuneration will
be agreed between the CEO and the GNR
committee and is subject to QCB approval.

ANNUAL BONUS OF THE BOARD

Board Members are entitled to an annual
bonus which is governed by the Board
remuneration policy as may be amended
from time to time.

REMUNERATION AND ANNUAL BUDGET
CYCLE

During the annual budget plan, which
typically takes place August / September:

(@) Bank Targets and Bonus Incentives
for the following year should be
presented to the GNR for approval.
This will include:

(i) a range of Bank Performance
Measurements.

(ii) a range of Employee Performance
Ratings.

olaill cligl
ahlibank

el Ly A Aladl) #1 )Y ) slélal) st
Yol i Al dddtad) Hllad) el
dadsie 2Ll e Aals L Y1 il 1) Logus

LY Gl

Gladll aaly i ) il el cilSa (S iy
B ) Adaall e dad sidl) 2L YT o) Y
bl o Jaial i leduast aasdy
Aa il 380 sal) pyiil dlaing uall VLAY a
Sle g bl Jaad clad g e 2l
e Odaall Y daxiall gl 53 s o Al
A )Yy lalaall dial ayis deal e

A sl

A5 3 )y (5 8 clilka
:\i)\ i \j ‘—’Aﬁj aaas UK oda
Sl agiy g o doV1 AN (e i) G sl
S )Ly (8 saall il jlan (5 s sl e
:\ﬁﬁ.\sﬂ\ E)\A\g\

s O sSAa (g yaall e il 5 )oY Calls
50l sl G )

(te Ll g 2y 1)y (BLEY) A g
s aadd ol oo dpanl) 5y k.
i peaall 46 o slaSA)

;U.s‘g\ u.u.‘e.dz\zi‘g.'wd\ SJ)L!J\

6 s ila e J ganll sl sliac Y s
G ¢ alanally Al S Ao pad,

DAY 5 (e g3

g gl A Jaal) g clBlal) B ) g0

Al Lo Bale (o2l 4 gl 4 el Jaglads DA
s omii [uhane ] el G

[l sl il Gl (e g ()

Lalll e AU il Lalall 58l
o Loy Jady g calaie S

il sall el il )3 e de sana (i)

4-12

5-12

2-13

3-13

-14
1-14



15.2

16.
16.1

16.2

16.3

(iii) estimated costs.

(b)  Finance and HR should agree any
recommendations to increase or
change the Remuneration structure
for the following year. This will
include:

(i) any recommendations on Salary or
Benefits changes.

(ii) this  will include the monthly
provisioning of a ‘Bonus Pool’ with
the expectation that the Bank’s results
are met.

These recommendations will be presented
via the CEO to the GNR committee for
approval.

CLAW BACK®

Claw back is a term normally triggered for
the recovery of a payment from the
employee who received advance payment
or commission for an expected business
revenue  through  Sales Incentives
Schemes, or Commission-Based schemes.
Currently, Ahli Bank does not operate
Sales Incentive or Commission Based
Reward schemes.

The Claw back Policy provides the Bank
with the ability to recover payments or
commissions paid in advance, upon the
occurrence of certain triggering events
including, but not limited to, employee
misconduct, poor job  performance,
unsound business or a general decline in
revenue. The Bank may also seek recovery
of the incentive payment if it is later
discovered that the employee falsified the
numbers to gain advantage.

Clawback of Annual Bonus

(@ Annual Bonus is Non-Contractual
and Supplemental incentive. The
Bank has no legal obligation to pay
bonuses, especially where the Bank’s
financial performance established as
weak.

(b) Once Bonuses are paid for a
particular period and performance,
under the Annual Performance Bonus
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16.4

16.5

17.

171

17.2

15

scheme, “Claw back” shall not be
applicable.

() In the unlikely event that
circumstances emerged and the Bank
decided retrospectively that the bonus
that had been paid was unjustified,
the recourse for the Bank to
recuperate bonuses would be through
legal action for criminal or negligent
acts.

Recovery Process

(@) If the Bank determines to seek
recovery of a Sales Incentive
Payment or Commission paid in
advance to an Employee, the Bank
shall have the right to demand that the
Employee repay such Incentive
Compensation to the Bank in the
following cases:

(i) Employee Misconduct.

(ii) Poor Job Performance.

(iii) Falsified Business figure for
unlawful advantage.

(iv) Failure to achieve business targets.

(v) Unsound Business results.

(vi) Decline in the Bank revenue.

In the event that the Employee does not
reimburse the Bank for the Incentive
Compensation, the Bank shall have the
right to pursue legal options for the
recovery of the payment, and enforce the
repayment from outstanding or future
compensation.

ANNUAL PERFORMANCE AND APPRAISAL
PROCESS

The Bank provides the employees and line
managers with a simple and fair
performance management process to
define objectives at Start-of-Year, conduct
Mid-of-Year review, and complete the
End-of-Year appraisal in an efficient and
timely manner.

Each employee shall be informed at the
end of the year of the individual criteria
that govern his/her remuneration and how
his/her performance is assessed by direct
line management. The Employee and
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19.
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direct line manager shall sign the
assessment confirming the valuation.

Each single
assessment  will
Employee File.

Performance
be archived

Appraisal
in the

REMUNERATION OF EXECUTIVE

MANAGEMENT

Executive Management are paid greater
remuneration for their ability to steer the
Bank away from Risk and towards profit.
They tend to have greater responsibility
and impact on strategic direction, the
longer-term success, the management of
business risk and the final financial
position at year end.

There is potential for Annual Bonus to
drive short-term thinking and
inappropriate risk taking. This needs to be
taken into consideration in two places:

(@) Performance Objectives: The
Performance Objectives of the
Executives needs to include

recognition for any longer term or
strategic elements of their roles.

(b) In the event where the Bank wants to
recover the bonuses which it had
settled to an employee of the Bank,
the matter shall be raised before the
GNR to decide whether or not to refer
the matter to the competent court for
the issuance of a court ruling in that
regard.

The above approach would only be
required and would only be feasible, where
the Executives had been tasked with
specific longer term goals e.g. ‘Major
Transformation Project’ or a ‘2 - 3 Year
Strategy’ that would not be proven in the
12 months of the annual appraisal.

ANNUAL BONUS APPROVAL PROCESS

In accordance with the Governance
Instructions,  Executive  management
bonuses shall be notified to QCB along
with a detailed explanation of the criteria
and performance indicators which the
Board of Directors relied on to calculate
such bonuses in accordance with QCB
related instructions and if no objection was
received by the Bank within a period of
one month from the submission date to
QCB, the Board may then proceed and
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20.
20.1

20.2

21,
211

21.2

approve the bonuses in preparation for
submission to the Bank’s general assembly
for its approval'®. The Bank should be
provided by QCB approval, as applicable
by QCB*.

DEVIATION FROM PoLIcY

In extraordinary circumstances, deviations
from this Remuneration Policy may arise.
Such deviations may include sign-in
bonus, exit bonus, or other change the term
and termination provisions of contracts
entered into with members of the executive
management.

Deviations from the standards of this
Policy are subject to prior approval of the
GNR and the Board of Directors where
applicable.

CONCLUSION

This policy is designed to reassure
stakeholders that Ahli Bank are aware of,
and take seriously, the application of good
remuneration and reward strategy. It is a
fundamental part of corporate governance
and should be defended against any
attempts at circumvention, regardless of
reason or position.

Total Reward is an important part of
encouraging and maintaining a high
performance  culture. As  such
Remuneration needs to be finely tuned,
well understood, properly managed and
expertly governed.
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