Remuneration and Nomination Committee Charter

The Remuneration and Nomination Committee of
Bank Mandiri functions under the Remuneration and
Nomination Committee Charter, which clearly defines
the roles, responsibilities, and scope of duties of the
Committee. The Charter serves as a key reference to
ensure that the Committee performs its functions in a
structured, consistent, and governance-aligned manner,
in accordance with best practices. The Charter was
last updated on 16 December 2025, pursuant to Board
of Commissioners Decree No. KEP.KOM/010/2025.

The Remuneration and Nomination Committee Charter
contains, among others:
1. General Purpose
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Basic Regulations
Duties, Responsibilities, and Authority
Composition, Structure, and Membership

Requirements
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Meetings

Reports and Recommendations
Performance Evaluation
Closing

Committee Duties and Responsibilities
The Remuneration and Nomination Committee has the
following duties and responsibilities:

1. Related to Nomination Function

a.

Evaluate and provide recommendations to
the Board of Commissioners on the Board of
Directors’ proposal regarding the Company'’s
organizational structure.

Provide recommendations to the Board of
Commissioners regarding the composition
of positions of members of the Board of
Directors and/or Board of Commissioners
and/or Supervisory Board.

Identify candidates for members of the Board
of Directors and/or candidates for members of
the Board of Commissioners both from within
and outside the Company who are eligible to
be proposed/appointed as members of the
Board of Directors or members of the Board of
Commissioners.

Develop or evaluate and provide input to the
Board of Commissioners regarding policies.
criteria and qualifications required in the
Nomination process in accordance with the
Company’s strategic plan.

Develop a system and procedure for the
election and/or replacement of members
of the Board of Directors and/or Board of
Commissioners to be submitted to the GMS.
Provide proposals for the appointment,
dismissal, and/or replacement of members of
the Board of Directors and/or members of the
Board of Commissioners to the GMS.

Assist the Board of Commissioners in
obtaining and/or analyzing data on prospective

candidates for members of the Board of
Directors from the talent pool of executives
one level below the Board of Directors.

Having a data base and talent pool of
candidates for members of the Board of
Directors and candidates for members of the
Board of Commissioners.

Develop, implement, and analyze the criteria
and procedures for dismissal of the Board of
Commissioners and/or the Board of Directors.
Assess independent parties who will become
members of the Supporting Committee
of the Board of Commissioners and
provide recommendations to the Board of
Commissioners.

Related to Performance Management Functions

a.

Develop or evaluate and provide input to
the Board of Commissioners regarding the
Performance Assessment Policy for members
of the Board of Directors and/or members of
the Board of Commissioners.

Prepare proposals for individual performance
assessment system for members of the Board
of Directors and/or members of the Board of
Commissioners.

Evaluate the proposed Key Performance
Indicators (KPI) of individual members of the
Board of Directors.

Assisting the Board of Commissioners in
performance assessment of members of
the Board of Directors and/or members
of the Board of Commissioners based on
benchmarks that have been prepared as
assessment materials.

Related to Remuneration Function

Provide

recommendations to the Board of

Commissioners regarding:

a.

Assisting the Board of Commissioners in
proposing an appropriate remuneration
system for members and/or members of
the Board of Commissioners in the form
of a payroll/honorarium system, provision
of facilities. benefits. bonuses/incentives/
tantiem, pension system, assessment or
evaluation of the system and the options
provided.

Evaluate the remuneration policy based
on performance, risk, fairness with peer
groups, goals and long-term strategies of the
Company, fulfillment of reserves as stipulated
in laws and regulations and potential future
income of the Company.

Evaluate the Remuneration Policy for
Employees that requires approval/response
from the Board of Commissioners.

Ensure that the Remuneration Policy is in
accordance with applicable regulations
including the Regulations of the Minister
of State-Owned Enterprises, Regulations of



the Financial Services Authority, and other
relevant prevailing laws and regulations.

e. Submitting evaluation results and
recommendations to the Board of
Commissioners regarding the Remuneration
Policy for the Board of Directors and/or Board
of Commissioners to be submitted to the GMS.

f.  Submitting the overall Remuneration Policy
for Employees to be submitted to the Board of
Directors.

g. Conduct periodic evaluations of the
implementation of the Remuneration Policy.

4. Related to Development Function

a. Prepare proposals for Development Programs
for members of the Board of Directors and/
or members of the Board of Commissioners/
Supervisory.

b. Conducting periodic reviews of the Company’s
Talent Management System, as well as
monitoring and evaluating its implementation.

c. Evaluate the system and procedure of Talent
Classification conducted by the Board of
Directors.

d. Validating and calibrating the Talents
proposed by the Board of Directors to the
Board of Commissioners/Supervisory Board
(Selected Talent) to produce a list of Talents to
be nominated by the Board of Commissioners/
Supervisory Board to the GMS/Minister of
SOEs (Nominated Talent).

e. Evaluate the Company's Representative
Candidates who will be proposed as members
of the Board of Directors or members of
the Board of Commissioners of Financial
Services Institutions (FSls) in the Financial
Conglomeration, before being submitted to
the GMS/Minister of SOEs.

5. Prepare and submit an annual work plan and budget
to the Board of Commissioners to be determined
prior to the current financial year. Furthermore, a
copy of the annual work plan and budget shall be
submitted by the Board of Commissioners to the
Board of Directors of the SOE for their information.

Remuneration and Nomination Committee Authority
The Remuneration and Nomination Committee has the
following authority:

1. Communicating with the Management and work
units within the Company as well as members
of the Financial Conglomeration to obtain
information, clarification and requesting the
required documents and reports.

2. Requesting the Company to conduct surveys
according to the needs of the Remuneration and
Nomination Committee.

3. Accessing all relevant information concerning
the Company and members of the Financial

Conglomeration related to the performance of
its duties and functions, including records or
information on employees, funds, assets, and other
resources.

4. Obtaining input and or suggestions from outside
parties of the Company relating to their duties.

5. Performing other authorities granted by the Board
of Commissioners.

Remuneration and Nomination Committee Tenure

The tenure of members of the Remuneration and
Nomination Committee as members of the Board of
Commissioners, shall not be longer than the tenure of
the Board of Commissioners as stipulated in the Articles
of Association and can be re-elected for the next 1
(one) period. Whereas the tenure of the Remuneration
and Nomination Committee members from Non-
Commissioner Independent Parties is the latest 3
(three) years and can be extended 1 (one) time during 2
(two) years of tenure, by not eliminating the rights of the
Board of Commissioners to terminate at any time.

Remuneration and Nomination Committee Reporting
The Remuneration and Nomination Committee must
report the implementation of duties that are carried
out for each assignment given and/or for any problems
identified that require the attention of the Board of
Commissioners or at least twice in 1 (one) year.

Remuneration and Nomination Committee
Qualifications and Experience

Members of the Remuneration and Nomination
Committee have at least the following qualifications:

1. General Requirements

a. Having integrity, character and good morals.

b. Does not have personal interests/relationships
that can cause conflict of interest against the
Company.

2. Competence Requirements

a. Having sufficient expertise, ability, knowledge
and experience related to their duties and
responsibilities, specifically related to the
provisions of the Bank’s remuneration and/or
nomination system and succession plan.

b. Able to work together and to communicate
well and effectively and are willing to provide
sufficient time to carry out their duties.

c. Have adequate knowledge of the Company'’s
Articles of Association, laws and regulations
in the banking sector, Capital Market, SOEs
and other relevant laws and regulations.

d. Willing to increase competencies continuously
through education and training.

e. The qualifications and professional
background of the Chairman and Members of
the Remuneration and Nomination Committee
are as follows.



