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| am pleased to present OMV Petrom’s Remuneration Report for 2023. It was a year when the global
economy was still in recovery mode after the largest energy crisis of our times. Moreover, we saw
increasing geopolitical risk, from Ukraine to the Middle East. In this volatile market context, OMV Petrom
demonstrated its resilience and ability to deliver good performance, despite the weaker market
fundamentals. While securing a continuous energy supply, the OMV Petrom team remained focused on
upholding the company’s ESG objectives and commitments, particularly in safety measures and reducing
greenhouse gas (GHG) emissions.

For OMV Petrom, 2023 was a very strong year in terms of strategy delivery. We saw significant progress on
the strategic offshore gas project, Neptun Deep. Following the final investment decision taken in June 2023,
more than 80% of the execution agreements had already been awarded by the end of the year 2023. In low
and zero carbon, we saw an impressive expansion of the company’s renewables portfolio, both in
photovoltaic and wind. On alternative mobility, around 270 fast and ultra-fast charging points were installed
by the end of 2023, with plans to reach 1,000 charging points by the end of 2024.

The past year (2023) also brought increased recognition for OMV Petrom’s shareholders, with the payment
of record high dividends, in total amount of 5.1 billion RON. Also in this financial year, the management
showed increased engagement with the international shareholders community, to continue to understand
their expectations and better adapt to their requirements, through a series of roadshows and constant
meetings.

Further, we are pleased to announce that the mandates of Christina Verchere, Alina Popa, Radu Caprau
and Franck Neel as members of the OMV Petrom Executive Board were prolonged for 4 years. This will
ensure continued delivery of the Strategy 2030. The Executive team has been strengthened by Cristian
Hubati, who was appointed as Executive Board member responsible for Exploration & Production, with
effect from April 17, 2023. We would also like to thank Christopher Veit for his commitment and
engagement at OMV Petrom during his tenure as member of the Executive Board of OMV Petrom, which
ended on April 16, 2023.

The Remuneration Policy of the Executive Board was last approved in 2022, based on the principle that the
remuneration of the Executive Board members should be closely linked to both financial performance and
the company’s efforts in enhancing safety procedures and reducing carbon emissions. Also in the 2023
financial year, the Executive Board’s remuneration is in full accordance with OMV Petrom’s Remuneration
Policy, which can be downloaded here.

On behalf of the entire Supervisory Board, | am continuously impressed by the value that the management
team at OMV Petrom brings to its stakeholders

Alfred Stern
President of the Presidential and Nomination Committee


https://www.omvpetrom.com/en/about-us/corporate-governance-aboutus/documents

The Supervisory Board of OMV Petrom revised the Remuneration Policy for the members of the Executive
Board most recently in 2022. In accordance with Article 106 of Law no. 24/2017 on issuers of financial
instruments and market operations, the 2022 Remuneration Policy was approved by the Ordinary General
Meeting of Shareholders with 92.0% of valid casted votes and 83.6% of the share capital.

In accordance with Article 107 of Law no. 24/2017, the Remuneration Report for the 2022 financial year
was submitted to the Ordinary General Meeting of Shareholders held on April 26, 2023 for a consultative
vote and it was approved by a majority of 99.4% of valid casted votes and 88.2% of the share capital. The
feedback from our investors was taken as an opportunity to further promote detailed disclosure and
transparency of the Executive Board’s and Supervisory Board’s remuneration with the 2023 Remuneration
Report, which is in line with legal requirements and the expectations of our investors.

The main features of the remuneration system of the Executive Board can be summarized as follows:

Table: Remuneration Policy - Executive Board remuneration at a glance

Remuneration
Element

Description

Purpose and Link to
Strategy

Shareholder Alignment

Base Salary

Salary levels take into

Provide a fixed level of

Competitive remuneration

measured based on
annual criteria. The
award is defined as a
Target Annual Bonus
expressed as
percentage of base
salary in general stated
in the plan documents
or in the Executive
Board members’
management
agreements.

remuneration based on
annual financial and
non-financial
performance  criteria
that are relevant to
OMV Petrom’s strategy
and the Oil & Gas
industry. Performance
is measured against
team and individual
goals (summarized as
individual target
achievement) as well
as Company
performance via a
multiplier. The
multiplier is based on
the achievement of
financial KPIs.

account the | earnings reflecting the | to attract, retain and
responsibilities and | scale and complexity of | motivate the Executive
performance of each | the business and the | Board members to lead
member of the | roles and | the Company in
Executive Board, the | responsibilities of each | shareholders’ best
specifics of OMV | Executive Board | interest.
Petrom, and common | member, ensuring
levels of remuneration | competitiveness  with
in European Oil & Gas | the market.
companies of
comparable size.
Remuneration is set at
a competitive level.

Annual Bonus Performance is | Provide variable | Performance criteria are in

line with OMV Petrom’s
strategy and ensure pay
for performance.




members.

European Oil & Gas
industry.

Long-Term A Performance Share | Promote medium- and | Align interests of

Incentive Plan | Plan is employed as a | long-term value | Executive Board and

(LTIP) multi-year variable | creation at OMV | shareholders, ensure pay
remuneration. The | Petrom. Performance | for performance and foster
number of shares that | is measured against | an equity culture.
vest depends on the | key criteria linked to
achievement of internal | OMV Petrom’s strategy | Payouts are subject to
and external financial | and shareholder return. | clawback provisions.
performance criteria, as | The plan also seeks to
well as ESG targets. | prevent inappropriate
Each annual grant is | risk-taking as well as
subject to a | encourages long-term
performance period of | retention and
three years. ownership of Executive

Board members.

Benefits Executive Board | Benefits are in line with | Are part of a competitive
members receive a | common market | remuneration package to
company car with a | practice in the | attract and retain the most
personal  driver, a | European Oil & Gas | qualified Executive Board
phone and are eligible | industry. members.
for additional insurance
coverages.

Retirement A pension allowance | Retirement benefits are | Retirement benefits may

benefits may be granted to | in line with common | be paid by taking into
Executive Board | market practice in the | consideration the

competitive practice in the
industry and attract and
retain the most qualified

(defined as 75% of the
participant’s Target LTI)
and to hold these
shares until retirement
or departure from the
Company.

commitment by putting
Executive Board
members’ personal
assets at stake.

Executive Board

members.
Shareholding The participants of the | Provide long-term Potential impact on
requirement LTIP are required to | alignment between | Executive Board
build up an appropriate | shareholders’ interests | members’ personal assets
volume of shares | and Executive Board | creates an effect

comparable to malus and
clawback.

Clawback

Multi-year variable
remuneration of the
LTIP is subject to

clawback provisions.

Allow adjustment of
outstanding
remuneration  and/or
reclaim remuneration
already paid out in
case of clawback
events.

Promotes long-term
commitment and
responsibility for decisions
and actions even after the
end of  performance
periods and management
agreements.

In addition to the remuneration elements set out in the table above, OMV Petrom offers Executive Board
members a D&O insurance (Directors’ and Officers’ insurance) as well as an indemnity against claims by
third parties.

The remuneration elements applied in 2023 are in line with the Remuneration Policy and there were no
deviations from the procedure for the implementation of the Remuneration Policy in the 2023 financial year.

The following is a detailed description of the remuneration elements as applied in the 2023 financial year.



Details on the 2023 Annual Bonus

In line with the Remuneration Policy, the Annual Bonus rewards financial performance, operational
excellence, and sustainable corporate development at OMV Petrom. At maximum, the payout can amount
to 180% (maximum 120% Individual Target Achievement x 150% Multiplier for Company Performance) of
theTarget Annual Bonus.

Annual Bonus

Individual Company
A Tal;gBet X > Target X ) Performance < = Pay ‘I’;‘ of
LD onus Achievement Multiplier nnua oonus
(0 - 120%) (0 - 150%) (0-180%)

Determination of the payout amount
The Individual Target Achievement is based on Individual and Team Goals weighted with 50% each.

For the Team Goals, the following targets (Operating Cost, HSSE and the reduction of GHG emissions)
have been set for all members of the Executive Board:

Table: Individual target achievement: Team Goals — 2023 Annual Bonus

Team goals Threshold Target Maximum Weighting Target

achieve
ment?

included in the (0% target (100% target (120% target Actual
individual  tar- achievement) achievement) .

. achievement)
get achievement

Operating Cost EUR 3,900 mn EUR 3,700 mn EUR 3,650 mn EUR 3,699 mn 50% 50%

HSSE:
TotalRecordable 14 1.2 11 1.37 10% 1.5%

Injury Rate

Work related zero
HSSE: No work . )

10% 0%
related fatalities | NNV work related 1 fatality

> zero fatalities

HSSE: Process
Safety Event Rate 0.25 0.2 0.18 0.23 10% 4%
(Tier 1 & 2)

GHG reduction:
Reduction of net
absolute GHG 24% 26% 28% 29.5% 20% 24%
Scope 1 & 2
emissions

Actual target
achievement 79.8%
Team Goals

! The target achievement is rounded to one decimal place. Team goals are defined on OMV Group level to align incentives and steering
OMV Group wide.

In addition, every Executive Board member is given individual, personal objectives at the beginning of the
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financial year.

OMV Petrom strives for transparency in relation to pay for performance. However, further disclosure of
individual targets may create a competitive disadvantage to the company, because it renders sensitive
insights into OMV Petrom’s strategy. To ensure transparency while avoiding competitive risk, examples for
individual targets are: strategic development, cost monitoring and reduction aligned with the responsibilities
of each Executive Board member. Individual target achievements range from 80.0% to 119.0%.

The Company Performance Multiplier takes into account OMV Petrom’s performance with 70% and OMV
AG’s performance with 30% weighting. All financial KPIs exceeded the maximum level set and thus
resulted in a target achievement for the Company Performance Multiplier of 150%:

Table: Company Performance Multiplier — 2023 Annual Bonus

Criteria included in Target \EYdnIn
the Company Perfor-  (100% target Weighting ~ Target
150% target ;
mance Multiplier achievement) ( ootarg achievement
achievement)

OMV Petrom
Reported Net Income EUR 900 mn EUR 1,040 mn EUR 1,513 mn 7% 10.5%
1)
OMYV Petrom
Free Cash Flow before EUR 310 mn EUR 360 mn EUR 990 mn 35% 52.5%
dividends 2
OMV Petrom

15.75% 18.10% 26.54% 28% 42%
Clean CCS ROACE
OMV AG ol EUR 2,270 mn EUR 2,610 mn EUR 3,342 mn 3% 45%
Reported Net Income V)
OMV AG
Free Cash Flow before | EUR 1,550 mn EUR 1,780 mn EUR 2,184 mn 15% 22.5%
dividends 2
OMV AG 8.4% 9.6% 12.5% 12% 18%
Clean CCS ROACE
Target achievement
for the Company 150%
Performance
Multiplier

1) The Net Income reported in the OMV Petrom Group resp. OMV Group Consolidated Financial Statements was adjusted for
effects predefined by the PNC resp. Remuneration Committee at the time of grant such as unrealized valuation of hedges,
M&A and EU solidarity tax contribution on refined crude oil.

2 For the Free Cash Flow following adjustments were done in accordance with the predefined PNC resp. Remuneration
Committee framework: impact of inorganic activities, net working capital effect from gas storage activities, EU solidarity tax
contribution on refined crude oil.

Overall target achievement is determined by multiplying the Individual Target Achievement (based on 50%
Individual Goals and 50% Team Goals) with the Company Performance Multiplier. For the 2023 financial
year, the overall target achievements for the Executive Board members range from 119.9% to 149.1%.



Long-Term Incentive

The Long-Term Incentive Plan (LTIP) is a long-term remuneration instrument for members of the Executive
Board that promotes medium- and long-term value creation. It is structured as a Performance Share Plan.

Long-Term Incentive Plan (LTIP)

LTIP
grant value
Share price development
Average Average
oMV AG oMV AG
share price O g share price
- .y "_d{'_/
January 1,year n - i January 1, year n+3 -
March 31, year n March 31,year n+3
FY n FY n+1 FY n+2
= X
Performance period i )
Granted no. of Final no ) Final no.
share equivalents | | ~—~~=""""TTTTTTommmmos of shares of shares
Performance criteria
(OMV Petrom & = e
OMV Group) ) | | ’
Payout or ) Payout
in shares ) in cash

The LTIP is designed as an OMV Group-wide incentive system. Thus, OMV AG shares are used as a
calculation basis.

Both the Long-Term Incentive due in the 2023 financial year which was awarded in 2021 and the Long-
Term Incentive awarded in the 2023 financial year are detailed in the following.

2021 Long-Term Incentive Plan (due in financial year 2023)

For the 2021 Long-Term Incentive Plan performance is measured on 90% company-specific criteria of OMV
Petrom and 10% OMV AG. The performance period for the 2021 LTIP ended in the financial year 2023 and
resulted in an overall target achievement percentage of 76.77%.

The calculation of the actual overall target achievement is summarized in the performance scorecard for
the 2021 LTIP shown below:



Table: Performance scorecard — 2021 LTIP

Threshold Target Maximum Target
" (0% or 25% tar-| (50% or 70% Weighting 9
Criteria . . (100% target Actual achieve-
get achieve-| target achieve- .
achievement) ment
ment) ment)
at or below 1st | at median | at or above at or above
oMV Petrom . . .
Relative TSR quartile (£25th | (=50th percen- | 3rd quartile 3rd quartile 20% 20%
percentile) tile) (=75th (=75th 0 0
percentile) percentile)
OMV AG at or pelow 1st | at median | ator aboye
Relative TSR quartile (£25th | (=50th percen- | 3rd quartile above 10% 3.17%
percentile) tile) (275th threshold 0 Il
percentile)
OMV  Petrom Free
Cash Flow before
dividends (3-year EUR 340 mn EUR 430 mn | EUR 520 mn| EUR 1,004 mn 35% 35%
average)
OMV Petrom Sustaina-
bility Element
Total Recordable Injury 13 0.7 05 05 5% 5%
Rate (TRIR) 3-year
average
OMV Petrom Cumula-
tive Operating Costs
perafing EUR 2,180 mn | EUR 2,080 mn | EUR 1,980 mn| EUR 2,352 mn 5% 0%
2021-2023
OMV  Petrom  Up-
stream Production
. 98 kboe/d 108 kboe/d 118 kboe/d 106.32 kboe/d 5% 3.12%
Volumes 2023 in
kboe/d
OMV Petrom Refinery
Utilization Rate 92% 94% 95% 90.73% 5% 0%
3-year average
Reduction of OMV
Petrom Group Carbon 23% 25% 27% 25.32% 10% 7.48%
Intensity Index Scope 1
I OMV P . . .
Overall O etrom Discretionary proportion to be awarded by
Performance Evalua- ) . - . 5% 3%
tion Presidential and Nomination Committee.
Overall target 76.77%
achievement '

The payout is made after the end of the three-year performance period (January 1, 2021, to December 31,
2023) after March 31, 2024.

The amount due is calculated by multiplying the final number of shares by the average OMV AG share
price from January 1 to March 31, 2024. As this period has not passed at the time of the approval of this
Remuneration Report by the Supervisory Board, the share price of January 1 to February 16, 2024 was
taken as an approximation. This average share price is equal to EUR 39.47. In the 2024 Remuneration
Report, these numbers will be updated based on the final average share price.



2023 Long-Term Incentive Plan (awarded in the 2023 financial year)

The 2023 Long-Term Incentive Plan (2023 LTIP, Performance Share Plan) was awarded in accordance
with the Long-Term Incentive Plan described in the Policy.

Next to financial performance the LTIP 2023 focuses on sustainability targets and links the remuneration
of the Executive Board members also to the achievement of the GHG emissions reduction target of OMV
Petrom.

Performance is measured on 90% company-specific criteria of OMV Petrom and 10% OMV AG.

Performance criteria and their weightings were agreed at the beginning of the three-year performance
period in 2023 as follows. Target achievement will be assessed at the beginning of 2026.

Table: Performance criteria

Criteria Link to strategy and long-term development Weightings
OMV Petrom Assessment of relative value created for

Relative Total Shareholder |shareholders. Common KPI that allows direct 20%
Return (TSR) comparison with peer companies.

Assessment of relative value created for
shareholders. Common KPI that allows direct 10%
comparison with peer companies

OMV AG
Relative (TSR)

Source of capital expenditure commitments which
support sustainable growth based on portfolio and 35%
cost management.

OMV Petrom
Free cash flow (FCF)

OMV Petrom is committed to its diversity targets

Diversity: Increase the L
y as part the overall Sustainability Strategy.

proportion of women at 10%

management level

GHG emissions reduction Supports the overall net absolute GHG reduction 250
0

target goals of OMV Petrom.

Determination of the payout amount

After the three-year performance period, the payout amount and the number of shares designated for this
purpose depend on the level of target achievement for the respective performance criterion. This is deter-
mined by comparing the agreed target levels with the actual levels achieved and is expressed as a
percentage. The measurement of target achievement occurs on a straight-line basis between the threshold,
target, and maximum. The sum of the weighted target achievements results in the overall target
achievement.

The level of target achievement at threshold, target, and maximum for each performance criterion is shown
in the table below:



Table: Level of vesting

Criteria Performance Vesting

Relative TSR Maximum: gt or above 3rd quartile 100%
(=75th percentile)
Target: at median (=50th percentile) 50%
Threshold: at or below 1st quartile 0%
(=25th percentile)

All other targets Maximum 100%
Target 70%
Threshold 25%
Below threshold 0%

The payout is made after the end of the three-year performance period (January 1, 2023, to December 31,
2025) after March 31, 2026.

Shareholding requirements for members of the Executive Board

Participants of the LTIP are required to accumulate an appropriate shareholding which amounts to 75% of
the Target LTI in OMV AG shares and hold these shares until retirement or departure from the Company.
The shareholding requirement is generally met through LTIP payouts. Shares granted to participants under
a LTIP count towards this shareholding requirement, provided that the shares are held in a trustee account.

Information on share-based remuneration

The number of shares for the LTIP depends on the degree to which the performance criteria described
above have been achieved. The payout is made in cash or in the form of shares.

Starting with LTIP 2022 the payout will be made in form of OMV AG shares. Executive Board members are
required to accumulate an appropriate shareholding in OMV AG shares and hold these shares until
retirement or departure from the Company. Until the shareholding requirement is fulfilled, payments from
the LTIP will be made in the form of shares. To the extent the shareholding requirement concerning the
respective LTI tranche is not fulfilled, the transferred shares (net after tax deduction) shall be deposited to
a company trustee account.

All values shown for the respective LTIP tranches until LTIP 2021 do not include a 20% indemnity
allowance, applicable to all working agreements, formerly as a temporary measure, in order to compensate
the transfer of the social security contributions from the employer to the employee based on the fiscal
changes introduced by OUG no. 79/2017.



Current LTIP tranches’
[0

Christina Verchere (since May 1, 2018), Alina Popa (since April 17, 2019), Radu Céprdu (since October 1, 2018),

Chief Executive Officer and President of the Executive  Chief Financial Officer and Member of the Executive Member of the Executive Board responsible for
Board Board Refining & Marketing
Payout Value No. of shares Re:c;:leg e:‘f"s"sa Value No. of shares Rec D:B: iﬁen“ Value No. of shares Re:o;?e: E:Ste nse

LTIP tranches pay pay | pay
LTIP tranche 2023 - 2025 Mareh 31, 2026 749,461 16,636 172,560 310,873 6,900 71.569 310,873 6.900 71,569
LTIP tranche 2022 - 2024 March 31, 2025 525,300 10,603 198,100 214,000 4,319 80,893 214,000 4318 80,693

in EUR 384,384 158,512 165,458
LTIP tranche 2021 - 2023 March 31, 2024 510,000 13,016 _— 205,000 5,232 — 214,000 5,481

Ne. of shares 9,992 4,016 4,192

‘Allvalues shown do not include the 20 % indemnity allowance. If applicable, the indemnity allowance will be includedt in the due compensation shown in the Total Remuneration Table

For the LTIP, the amount awarded for a tranche is converted into a number of shares and then accounted
for the expense recognized at the end of each year. Only after the three-year performance period has
ended, the number of shares due and thus the payout amount due can be determined.

Current LTIP tranches’

InEUR

Cristian Hubati (since April 17, 2023), Franck Albert Neel (since July 1, 2018), Christopher Veit (until April 16, 2023)
Member of the Executive Board responsible for Member of the Executive Board responsible for Gas & | former Member of the Executive Board responsible for
Exploration & Production Power Exploration & Production
Payout Value No. of shares Re“:fe: EO""‘S"SE Value No. of shares REWU';’E: E:p‘e"se value No. of shares HE“’;EE‘; e:"te"“
LTIP tranches payou payou payeul
LTIP tranche 2023 - 2025 March 31, 2026 224,375 4,980 51.648 310,873 6,900 71,569
LTIP tranche 2022 - 2024 March 31, 2025 - - - 200,000 4,037 75,410 250,000 5,046 94,269
In EUR - 150,775 193,285
LTIP tranche 2021 - 2023 March 31, 2024 - - 1 195,000 4,977 E— 250,000 6,380
No. of shares = 3,820 4.897
All values shown do nat include the 20 % indemnity allowance. If appicable, the indemnity allowance wil be included in the due shown in the Total Table.

Total remuneration in 2023 financial year

In 2023, the mandates of Christina Verchere, Alina Popa, Radu Caprau and Franck Neel as members of
the OMV Petrom Executive Board were prolonged for another four years. After careful consideration of the
roles and responsibilities and taking into account current market developments, the target remuneration of
the reappointed Executive Board members of OMV Petrom was reviewed with effect from April 17, 2023.

For each member of the Executive Board, the following overview shows the total remuneration based on
the remuneration components due in the 2023 financial year. The total remuneration due comprises the
Base Salary for the 2023 financial year, and also performance related, variable remuneration components.
The latter consist of the Annual Bonus for 2023 and the LTIP tranche awarded in 2021 and due for the 2023
financial year.

The variable remuneration elements amount to between 27% and 59% of the total remuneration of the
active Executive Board members, while the fixed remuneration amounts to between 41% and 73% of the
total remuneration.

The former indemnity allowance of 20%, applicable to all working agreements to compensate the transfer
of the social security contributions from the employer to the employee based on the fiscal changes
introduced by OUG no. 79/2017 is now made a permanent measure. Therefore, the total remuneration
(including the payout amount of the LTIP tranche 2021-2023 as reported in the table above) of the active
Executive Board members of OMV Petrom is now reported as gross amounts including the former 20%
indemnity allowance and can be seen in the tables below:
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Remuneration levels in 2023

Executive Board remuneration (gross) "

In EUR

Christina Verchere (since May 1, 2018), Alina Popa (since April 17, 2019),
Chief Officer and Board Chief Financial Officer and Member of the Executive Board
Name of the Executive Board member and function
2023 2022 2023 2022
] Base salary 634,462 498,360 376,738 326,745
535
EE ] Benefits in kind
E g E car, accident i and 1,044 697 620 436
£ 5
2 Pension fund substitute / allowances’ 160,339 298,200 33,745 -
gé Annual bonus 695,759 713,410 196,601 184,578
g E LTIP tranche 2021 - 2023 473,261 - 190,214 -
£a
3
S5 LTIP tranche 2020 - 2022° - 542,708 - 218,078
2
Total remuneration 1,964,864 2,053,376 797,918 729,837
Fixed remuneration as % of total remuneration 41% 39% 52% 45%
Variable lion as % of total remuneration 59% 61% 48% 55%

Executive Board remuneration (gross}‘

In EUR

Radu Caprau (since October 1, 2018), Cristian Hubati (since April 17, 2023),
Member of the Executive Board responsible for Refining & Marketing Member of the Executive Board responsible for Exploration & Production
Name of the Executive Board member and function
2023 2022 2023 2022
3 Base salary 380,343 339,075 191,250 -
=5 -
R
EZE Benefits in Kind
g2 car, accident i and 626 436 314 -
83
&5 E i
E® S
see
z Pensicn fund substitute / allowances® 33,745 - 22,950 -
-
g S Annual bonus 171,525 189,229 80,225 -
@
2 E LTIP tranche 2021 - 2023 198,550 - = =
£a
-
'E 2 3
$%5 LTIP tranche 2020 - 2022 - 205,320 - -
g
Total remuneration 784,789 734,060 294,738 -
Fixed remuneration as % of total remuneration 53% 46% 73% -
Variable remuneration as % of total remuneration 47% 54% 27% -

Executive Board remuneration (gross)’

In EUR

Name of the Executive Board member and function

Franck Albert Neel (since July 1, 2018),
Member of the Executive Board responsible for Gas & Power

2023 2022
3 Base salary 374,778 320,037
EQE
)
EZ® Benefits in kind
ggd car, accident I and reimbursed 617 439
2835
2EE 4
e S
=z Pension fund substitute / allowances® 75,745 144,000
H § Annual bonus 192,627 179,109
58
B2
@3
2 E LTIP tranche 2021 - 2023 180,930 -
&
&% LTIP tranche 2020 - 2022° - 202,184
g
Total remuneration 824,697 845,770
Fixed remuneration as % of total remuneraticn 55% 55%
Variable remuneration as % of total remuneration 45% 45%

1) Values shown include 20% indemnity allowance.
2) For Christina Verchere and Franck Albert Neel: The international allowance was shifted to the base salary with effect from April 17, 2023.
3) The payout amount of the 2020 LTIP, reported in the 2022 Remuneration Report, was calculated based on the share price approximation of OMV AG from January 1 to February 17,
2023. The average share price equaled to EUR 46.20. The updated share price, relevant for the determination of the actual payout amount of the LTIP 2020, is based on the average
OMV AG share price from January 1 to March 31, 2023 and equals to EUR 45.05. Therefore, the actual payout amounts of the LTIP 2020 and therefore the total remuneration 2022 lie
below the remuneration disclosed in the 2022 Remuneration Report.
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For the 2023 financial year, the total remuneration of the former members of the Executive Board reported

as gross amounts including the indemnity allowance are shown in the tables below:

Remuneration levels in 2023

Executive Board remuneration (gmss]‘

In EUR

Christopher Veit (until April 16, 2023)

former Member of the Executive Board responsible for Exploration &

Peter Zeilinger (until September 30, 2020)

former Member of the

Board resp for Up:

Production
Name of the Executive Board member and function
2023 2022 2023 2022
® Base salary 86,160 294,687
4
[= -} g
s¢8S
EZE Benefits in kind
g8 \pany car, accident i and 948 1,680
883
-
£T 8
see
= Pension fund substitute / allowances® 65,354 229,487
. c
3 S Annual bonus 40,665 149,451
-
2 E LTIP tranche 2021 - 2023 231,942
Ea
o Qa
ER 3
K § LTIP tranche 2020 - 2022 281,977
Total remuneration 425,068 675,304 281,977
Fixed remuneration as % of total remuneration 36% 78% 0%
Variable remuneraticn as % of total remuneration 64% 22% 100%

1) Values shown include 20% indemnity allowance.

2) The payout amount of the 2020 LTIP, reported in the 2022 Remuneration Report, was calculated based on the share price approximation of OMV AG from January 1 to February 17,
2023. The average share price equaled to EUR 46.20. The updated share price, relevant for the determination of the actual payout amount of the LTIP 2020, is based on the average
OMV AG share price from January 1 to March 31, 2023 and equals to EUR 45.05. Therefore, the actual payout amounts of the LTIP 2020 and therefore the total remuneration 2022 lie

below the remuneration disclosed in the 2022 Remuneration Report.

As part of their fixed remuneration, the Executive Board members receive benefits in kind, including
company car and accident insurance. For international hires, additional allowances (e.g. housing) were
agreed. The respective remuneration components are also reported as gross amounts including the former

20% indemnity allowance.

Remuneration of affiliated companies

In the 2023 financial year the members of the Executive Board did not receive any remuneration from

affiliated companies.

Malus & Clawback

There were no causes for a malus or clawback in the 2023 financial year
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Supervisory Board’s Remuneration

Changes in the Supervisory Board

Johann Pleininger waived his mandate as member of the Supervisory Board of OMV Petrom with effect
from January 1, 2023 (last day in office December 31, 2022). Katja Tautscher was appointed as a new
Supervisory Board member with effect from January 1, 2023. Further, Daniel Turnheim left the Supervisory
Board of OMV Petrom with effect from March 17, 2023 (last day in office March 16, 2023). He is followed
by Berislav Gaso who joined the Supervisory Board with effect from March 17, 2023.

Principles of the Supervisory Board’s Remuneration
Remuneration of the Supervisory Board is based on the system described in the Remuneration Policy
and is approved annually by the Ordinary General Meeting of Shareholders:

Table: Supervisory Board remuneration at a glance

Remuneration Element Description & Operation

Fixed annual remuneration Annual remuneration in the form of cash for Supervisory
Board activities.

Meeting fee Additional fee in cash for participating in meetings of the
committees of the Supervisory Board depending on the
scope, power and responsibilities of these Committees.

Supervisory Board’s Remuneration in 2023 financial year

For 2023, the Ordinary General Meeting of Shareholders approved an annual gross remuneration
corresponding to a net remuneration for each member of the Supervisory Board amounting to EUR 22,000
per year, an additional gross remuneration per meeting corresponding to a net remuneration of EUR 4,400
for each member of the Audit Committee and an additional gross remuneration per meeting corresponding
toa net remuneration of EUR 2,200 for each member of the Presidential and Nomination Committee. The
levels of remuneration apply since the Ordinary General Meeting of Shareholders in April 2023 and are
thus pro-rated accordingly.

The following table shows the remuneration due to the members of the Supervisory Board for the 2023
financial year:
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Supervisory Beard remuneration

In EUR 2022
B R Supervisory Board and , 5
Name of the Supervisory Board member and function Committees’ Fixed remuneration Total Fixed remuneration Total
remuneration remuneration
SB PNC AC Basic fixed Meeting fees Basic fixed Meeting fees
remuneration remuneration
AT S reSsp e d, 2R, P P - 21,503 4,000 25,503 20,000 8,000 28,000
Member and President of the Supervisory Board ' ’ ’ ’ ’ !
3
Reinhard Florey (since November 1, 2022)7, Mt _ DP 21,503 21,200 42,703 3322 0 3322
Member of the Supervisory Board
Berislav Gaso (since March 17, 2023)°, _ _
Member of the Supervisory Board 4 e 3 =R
Niculae Havrile (since March 3, 2020), M . M 21,502 21,200 42,703 20,000 24,000 44,000
Member of the Supervisory Board
Rézvan-Eugen Nicolescu (since April 28, 2021), M M ] 21,503 25200 46,703 20,000 34,000 54,000
Member of the Supervisory Board ' i ’ v B !
Marius Stefan (since April 28, 2021), M M M 21503 25,200 46,703 20,000 34,000 54,000
Member of the Supervisory Board
Katja Tautscher (since January 1, 2023)°,
Member of the Supervisory Board M I 3 2LEIS
Martijn van Koten (since August 1, 2021 )3, M DP® _ 21 503 4000 25 503 20.000 ) 20000
Member of the Supervisory Board ' ’ ’ ’ '
Loz e ioEeer ) Z0E) M _ P 21,503 21200 42703 20,000 24,000 44,000
Member of the Supervisory Board
)
Daniel Turnheim (until March 16, 2023)°, M _ _ 4169 0 4,169 20,000 20,000 40,000
Member of the Supervisory Board

" Abbreviations: P = President, DP = Deputy President M = Member.

“In addition, the members of the Supenvisory Board receive cash reimbursement for expenses actually incurred. Any withholding taxes that may be refundable are notincluded.
*The remuneration of the Supervisory Board members nominated by OMV AG is paid to OMV AG and is offset with the remuneration received from OMV AG or other OMV affiliates
“Member of the AC since November 23, 2022

®Deputy President of the PNC since January 1, 2023,

Development of total remuneration due

The following table provides an overview of the development of the total remuneration due to Executive
Board and Supervisory Board members active in 2023 over the five financial years 2018 to 2023 and
compares this with economic success and the remuneration of employees.

Employee remuneration is based on the average gross earnings for the employees calculated as the
average of the monthly gross earnings (including i.a. salaries, bonuses, increments, holiday allowances)
of OMV Petrom SA employees for the respective financial year reported to the Romanian authority. The
conversion from RON to EUR is performed using the annual average exchange rate.

The development of the total remuneration due to the members of the Executive Board is
heterogeneous: Positive developments from the first to the second year of service and negative
developments from the penultimate to the last year of service are due to pro-rated remuneration for the
first and last year of service. For example, Christopher Veit left the Executive Board of OMV Petrom with
effect from April 16, 2023, and thus will have a pro-rated remuneration for his last year of service.

Given the final payout values for the LTIP 2020 and therefore the resulting total remuneration for 2022
based on the updated share price as explained above, the development of total remuneration 2021/2022
for the Executive Board members differs slightly from the one reported in the 2022 Remuneration Report.
The same will be the case for next years’ remuneration report and the development of total remuneration
2022/2023.
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Comparison of total r

due and the financial performance

Development Development D F D ; Develof
2022/2023 2021/2022 2020/2021 2019/2020 2018/2019
Remuneration of the
Executive Board members In %
Christina Verchere (since May 1, 2018), 24 2 4
Chief Executive Officer and President of the Executive Board Skl 1% 6% 13% 39%
Alina Popa (since April 17, 2019), 24 1
Chief Financial Officer and Member of the Executive Board Lk 5% 57% 28% -
Radu Caprdu (since October 1, 2018), 34 s 1
Member of the Executive Board respensible for Refining & Marketing AL bl 33% 12% 292%
Cristian Hubati (since April 17, 2023), . N ~ R _
Member of the Executive Board respensible for Exploration & Production
Franck Albert Neel (since July 1, 2018), 24 1
Member of the Executive Board responsible for Gas & Power GER 6% 30% % 8%
Christopher Veit (until April 16, 2023) 7% 19% -l R _
former Member of the Executive Board respensible for Exploration & Production
Remuneration of the
Supervisory Board members
Alfred Stern (since September 1, 2021), am 300%" i i B
Member and President of the Supervisory Board
Reinhard Florey (since November 1, 2022), 1 5 5 1
Member of the Supervisory Board UikERS TT% -54% 0% 255%
Berislav Gaso (since March 17, 2023), nia
Member of the Supervisory Board - - - -
Niculae Havrilet (since March 3, 2020), y 1
Member of the Supervisory Board it 2% 25% : -
Ré&zvan-Eugen Nicolescu (since April 28, 2021), 1
Member of the Supervisory Board = 209% - : -
Marius Stefan (since April 28, 2021), 1
Member of the Superviscry Board gl 209% : ° :
Katja Tautscher (since January 1, 2023), o N _ R _
Member of the Supervisery Board
Martijn van Koten (since August 1, 2021), 1
Member of the Supervisory Board 2s8 140% : ° -
Jochen Weise (since November 1, 2016), o
Member of the Supervisory Board i 38% 0% 0% 0%
Daniel Turnheim (until March 16, 2023), 90% 67% 20% 0% 4
former Member of the Supervisory Board 8 B 300%
performance of the C
Reported Net Income (after tax and net financial result) -62% 283% 95% -61% -8%
Remuneration of employees
Average remuneration of OMV Petrom employees 1% 13% 17%7 9% 8%

" Positive developments from the first to the second year of service are due to pro-rated remuneration for the first year of service

2 First pro rated LTIP tranche became due.
* First full year LTIP tranche became due.

* Higher target achievement for Annual Bonus 2021 than for Annual Bonus 2020.
® Developments are due to his departure from the Supervisory Board with effect from April 28, 2021 as well as his re-entrance to the Supervisory Board with effect from November 1, 2022 and the corresponding pro-rated remuneration

© Deputy President of the AC until November 22, 2022

7 The increase in the average remuneration of OMV Petrom employees from 2020 to 2021 results, besides the collective labor agreement increase, mainly from outsourcings in connection with OMV Petrom's E&P division and holiday indemnities shifted from 2020

to 2021 due to vacation postpanements as a result of the pandemic.

Alfred Stern

President of the Presidential and Nomination Committee
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