EUROPEAN EXECUTIVE
REMUNERATION TRENDS

2016

13™ SEPTEMBER 2016
ATHENS

g&;ﬁﬁ% MAKE TOMORROW, TODAY @3 MERCER

UNLEASH YOUR POTENTIAL



AGENDA
WHAT WE’'LL COVER TODAY

BEEOBER

Pulse Survey Participant Profile
Base Salary Reviews

Short Term Incentives (STI) Programs
Long Term Incentives (LTI) Programs

Pay Mix and New Models

© MERCER 2016




EUROPEAN EXECUTIVE REMUNERATION TRENDS

2016
HIGHLIGHTS

© MERCER 2016



PARTICIPANT PROFILE

71 participants took part in Mercer’s 2016 Executive Remuneration Pulse Survey (“MERG Survey”)

Participation Breakdown, by Industry

Participation Breakdown, by Country
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BASE SALARY REVIEW

2013-2016 SALARY TRENDS, CEO & LEVEL 1 (EXCO)
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Source: Mercer Executive Remuneration Pulse Survey 2013-2016
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BASE SALARY REVIEW

2013-2016 SALARY TRENDS,

Level 3 freezes Level 3 Increases
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BASE SALARY REVIEW

2016 CEO SALARY INCREASES BY SECTOR VS SURVEY
MEDIANS AND QUARTILES
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BASE SALARY REVIEW

BREAKDOWN OF PERQUISITES PROVIDED TO
EXECUTIVES

Other perquisite; 5%
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BASE SALARY REVIEW

ACTIONS TAKEN BY ORGANIZATIONS FOR EXECUTIVE
SALARY REVIEWS

Reduced salary for some executive roles | 2%

Delayed Salary Review 6%

Implement Salary Freeze 11%

Implement Salary Review as Normal 93%
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BASE SALARY REVIEW

FACTORS DETERMINING SALARY

Individual performance

Survey data/
Market benchmark/
Position in salary range
Organization performance
Inflation

Job level

Length of service

Source: Mercer Executive Remuneration Pulse Survey 2016
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GREECE BASE SALARY REVIEW

INDUSTRY DIFFERENTIALS

All Industries index 100
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Source: Mercer Greece Total Remuneration Survey 2016
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STI PROGRAMS

DRIVERS FOR MAKING CHANGES TO STI

PROGRAMS

Align with corporate governance best practices / industry / peer group
practices

Differentiate awards based on individual performance

Align with guidelines from institutional shareholders / regulators or
legal requirements

Retain key/top talent

Prepare for uncertain business outlook in 2016

Respond to recent market share volatility

Respond to Say on Pay vote (past or future)

Reduce Costs

Other

71%
60%

43%

Top Executives
Other Executives

Source: Mercer Executive Remuneration Pulse Survey 2016
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STI PROGRAMS

METHODS TO DETERMINE STI AMOUNT FOR 2016

Top Executives Other Executives
How do companies determine STl payment?
2014 2015 2016 2014 2015 2016
Payout will be determined solely by performance / results 86% 71% 92% 88% 74% 90%
Discretion (upward) may be used to determine actual payout 5% 13% 4% 4% 11% 0%

Discretion (downward) may be used to determine actual
payout

3% 11% 4% 3% 11% 8%

Uncertain 7% 5% 0% 5% 5% 2%

Source: Mercer Executive Remuneration Pulse Survey 2014-2016
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STI PROGRAMS

CHANGES TO PERFORMANCE MEASURES WEIGHTING
2016 VS. 2015

Top Executives Other Executives

® Increase No Change mDecrease H [ncrease No Change mDecrease
Corporate (Financial) W 50% (n=10) Corporate (Financial) W 60% (n=10)
Corporate (Non-Financial) 63% (n=8) Corporate (Non-Financial) 50% (n=8)
Business Unit/Division (Financial) 67% (n=9) Business Unit/Division (Financial) 50% M (n=10)
Business Unit/Division (Non-Financial) 75% (n=8) Business Unit/Division (Non-Financial) 60% o} = (n=10)
Individual &Ko) 70% (n=10) Individual 56% (n=9)
m 67% (n=3)

Other m 67% (n=3) Other

Source: Mercer Executive Remuneration Pulse Survey 2016
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STI PROGRAMS

CHANGES TO THE FORM OF PAYOUTS UNDER STI

PROGRAMS

Form of Payouts

STI Payouts in Cash...

==¢="Tully in Cash
== Partially in Cash

>— ¢ 60%
—e

15% 14%
.\6;/07 4_.

2014 2015 2016

STI Payouts in Shares or Share Units...

==¢==\/oluntary Deferral of STI
== Mandatory % of STI Paid in Shares/Share Units

11% 11%
11%

6%

3% 3%
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Source: Mercer Executive Remuneration Pulse Survey 2014-2016
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STI PROGRAMS

CHANGES TO THE CONDITIONS OF PAYOUTS UNDER STI
PROGRAMS

STI Payout Conditions

Performance Considerations in Conjunction Malus and Clawback Provisions
with Mandatory Deferral

==¢=Mandatory Deferral + Payout Subject to Future Performance ==¢=ntroduction of Clawback Provision (after vesting)

—@—Mandatory Deferral Only, Payout Not Subject to Future Performance ##=Introduction of Malus Conditions (prior to vesting)

0,
9% 15%
7%
6%
9%
0,
6% 6% 8%
—
7% L u
6% 6%
3%
2014 2015 2016 2014 2015 2016

Source: Mercer Executive Remuneration Pulse Survey 2014-2016
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LTI PROGRAMS

DRIVERS FOR MAKING CHANGES TO LTI PROGRAMS

73%

Align with Corporate Governance Best Practices / Industry / Peer Group Practices 20%
0

Retain Key/Top Talent .
yro Top Executives

. .
Differentiate Awards Based on Individual Performance 3?)1;) Other Executives
0
Align with Guidelines from Institutional Shareholders / Regulators or Legal 27%
Requirements 26%

Prepare for Uncertain Business Outlook in 2016

Respond to Say on Pay (past or future)

Manage Share Usage / Share Reserve

Reduce Costs

Other

Source: Mercer Executive Remuneration Pulse Survey 2016
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LTI PROGRAMS

ACTIONS FOR MEASURES AND GOAL-SETTING IN
PERFORMANCE SHARE/UNIT OR CASH LTI PROGRAMS

How are goals set for LTI programs? 2014 2015 2016 YoY Trend

Use 1 or 2-year performance goal(s) followed by time-based vesting to

the end of the full performance cycle 15% 8% 14% ’
Pesonte ot s comehao of sl e e o YSEMN dak e o G
tL;]seepr(:r:rt;(I)trir-ri/aczz‘r?(:repceyr(lzIc()_:‘rmance goal(s) that is (are) fixed for the duration of 210 37% 24% ’
Use a mix of 1-year and multi-year performance goals 7% 9% 0% ’
Change measures used (e.g., add, subtract or refine) 32% 5% 13% ’
Extend performance cycle (e.g. increase from 3 to 4 years) 5% 9% 6% ’
Other 6% 6% 8% ’

Source: Mercer Executive Remuneration Pulse Survey 2014-2016
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LTI PROGRAMS

CHANGES TO PERFORMANCE MEASURES WEIGHTING 2016
VS. 2015

m Increase No Change  mDecrease
Relative Performance Measures % 95% 2rI
Absolute Performance Measures I% 97%
Market-Based Performance Measures 100%
Financial Performance Measures 89%

Source: Mercer Executive Remuneration Pulse Survey 2016
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LTI PROGRAMS

ACTIONS TAKEN BY ORGANIZATIONS WITH RESPECT TO

LTI GRANTS IN 2016

Top Executives

Other Executives

Differentiate grant sizes based on individual
performance

Use special retention grants
23%

18%

Increase participation in the LTI program 20%

S
S

6%

Reduce participation in the LTI program 12%

22%

8%

Other 13%
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28%

33%

46%

= 2016
= 2015
S0% 2014

30%

13%

15%
15%
26%

13%
13%
11%

Source: Mercer Executive Remuneration Pulse Survey 2016
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PAY MIX AND NEW MODELS

CHANGES OF PAY COMPONENTS’ SHARE IN TOTAL

REMUNERATION

Increased the weight of base salary Increased the weight of bonus
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Source: Mercer Executive Remuneration Pulse Survey 2013-2016
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PAY MIX AND NEW MODELS

NEW MODELS USED TO DEAL WITH EXECUTIVE

COMPENSATION

Strengthened the linkage between performance management and compensation
No change related to difficult market environment

Increased payout for highest performance ratings

Improved base salary management systems

Reduced payout for lower performance ratings

Increased more non-financial performance measures

Introduced /strengthened malus/clawback conditions

Reduced the difficulty/toughness of performance conditions
Increased the difficulty/toughness of performance conditions
Introduced individual risk-related factors in performance management
Changed the expected distribution of performance ratings

Increased the use of Human Capital Metrics in decision makihng
Created a separate bonus pool for high performers

Other

42%

38%

Source: Mercer Executive Remuneration Pulse Survey 2016
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LEGISLATION

DISCOURAGE REWARD
RISK PERFORMANCE

« Corporate governance: are boards sufficiently independent?

 Stricter definitions of independence and separation for audit,
compensation and nomination functions

« But there is an elephant in the room
* US vs Nordics
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STAKEHOLDERS

BOARDS SHAREHOLDERS

* More frequent engagement with shareholders
« Shareholder representative bodies
* Type of shareholder base: pension funds vs VC

« USvs UK
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OBJECTIVES

ALINGMINET WEALTH
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CONSIDERATIONS

MORE BIG
BONUS SALARY



lb lee @ 1795 w143 W20 A 35 CONTINIOUS
\"A NO LONGER A “PROCESS”

ANY WAY GOES

Recommend Approve of ;ﬂﬁaﬁlin
to a friend CEO 307 Ratings

SELF MANAGEMENT

PURPOSE VS PERCEPTION

VS PERFORMANCE
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QUESTIONS?

ANTONIS CHRISTIDIS
Partner, Business Leader
Talent Information Solutions
Europe

+30 6936 948065
Antonis.Christidis@mercer.com

KRIS AMIRALIS
Better Future

MERCER Affiliate in Greece

+30 211 411 0900
kamiralis@BetterFuture.gr

© MERCER 2016

BETTER
FUTURE

UNLEASH YOUR POTENTIAL

25, Chrysostomou Smyrnis Str
152 33 Halandri, Greece

& MERCER

31



MAKE ®& MERCER
TOMORROW
TODAY



