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2013 compensation highlights and key changes

Performance achievements and performance award pool

A year ago, we committed to continue adapting our business to
better serve clients, reduce risk, deliver more sustainable perfor-
mance and enhance shareholder returns. In 2013, we made good
progress in achieving all these goals and finished the year ahead
of the majority of our performance targets.

Our business divisions posted strong results for 2013. Our ad-
justed Group profit before tax increased 44 % year on year to CHF
4.1 billion. Our industry-leading fully applied Basel Il common
equity tier 1 (CET1) capital ratio increased by 300 bps to 12.8%,
surpassing our 2013 target. Fully applied Basel Ill risk-weighted
assets were reduced to CHF 225 billion, mainly due to disposals
and other risk reduction in our Non-core and Legacy Portfolio,
exceeding our 2013 year-end target and in line with our target for
2015. We significantly deleveraged our balance sheet, reducing
total assets by CHF 250 billion. Maintaining cost discipline is criti-
cal to our long-term success. In 2013, we achieved our CHF 2
billion gross cost reduction target announced in July 2011.

A year ago, our 2012 performance award pool was significantly
affected by the LIBOR matter, negatively impacting awards in the
Investment Bank, in some areas of the Corporate Center, as well as
the awards to the Group CEO and the other Group Executive Board
(GEB) members. Based on the strong performance in 2013, we nor-
malized our performance award levels for those areas most nega-
tively affected last year and reduced gaps to market pay levels, lead-
ing to a performance award pool for 2013 of CHF 3.2 billion, which
is 28% higher than for 2012. However, reflecting the reduced
awards and longer deferrals in recent years which have resulted in
decreased charges in 2013 for prior-year deferrals, the cost of per-
formance awards was flat year on year on an accounting basis (IFRS).

While stability and predictability in our compensation frame-
work are important, we have made some refinements to our
framework in 2013 in response to the competitive environment
and feedback from our shareholders.

Refinements to the GEB compensation framework

We introduced individual caps on performance awards of a maxi-
mum of five times the base salary for the Group CEO and a maxi-
mum of seven times the base salary for other GEB members.
These caps are in addition to the overall GEB pool cap of 2.5% of
adjusted Group profit before tax that we introduced last year.

We changed the GEB's performance award deferral mix by in-
creasing the weighting of the equity portion under the Equity
Ownership Plan (EOP) to at least 62.5% from 50% of the de-
ferred amount and by decreasing the Deferred Contingent Capi-
tal Plan (DCCP) portion to 37.5% from 50%.

We increased the DCCP's phase-in CET1 capital ratio trigger to
10% from 7% for all GEB members including the Group CEO so
that, if this capital ratio falls below 10%, the affected deferred per-
formance awards would be written down to zero.

We based all GEB performance awards, including for the Group
CEO, on financial and qualitative measures that were clearly defined
and quantified in terms of relative weightings.

Refinements to the compensation framework
for employees below GEB level

We changed the performance award deferral mix by increasing
the weighting of the EOP portion to 60% of the deferred amount
from 50% and reducing the DCCP portion to 40% from 50%.

Reflecting market dynamics, we raised the threshold of com-
pensation levels subject to deferrals. We introduced deferral rates
ranging from 40% to 75% compared with the previously flat rate
of 60%, and better aligned performance award conditions to the
firm’s targets. In general, this means employees at the lower end
of the compensation scale benefited from lower levels of deferral
than in previous years, while those at the higher end of the com-
pensation scale were subject to higher levels of deferral.

The combined effect of the changes to deferral rates and
threshold for all employees below the GEB level resulted in addi-
tional compensation expenses of CHF 0.2 billion for 2013.

Key regulatory developments

The “Ordinance against excessive pay in stock exchange listed
companies,” issued by the Swiss Federal Council in November
2013 and effective from 1 January 2014, requires Swiss listed
companies to submit the compensation of the GEB and Board of
Directors (BoD) to shareholders for a binding vote annually. The
Human Resources and Compensation Committee and BoD are
being provided with regular updates on the impact and proposed
implementation of the Ordinance. The first vote on BoD and GEB
compensation will be held at the 2015 Annual General Meeting
of Shareholders (AGM).

Another key regulatory development is the impact of the Euro-
pean Union’s Capital Requirements Directive IV on affected em-
ployees and the related implementation of the performance
award cap for 2014 for this population. As a result of these re-
quirements, we will submit for approval at the 2014 AGM a pro-
posal concerning the award cap for variable compensation for
affected employees.

Details regarding both of these measures will be provided as
part of the agenda for the AGM.

- Refer to the “Regulatory and legal developments” section of our

Annual Report 2013 for more information



Dear shareholders,

We are on track with the implementation
of our ambitious strategy. To ensure this
continues, we further anchored our
strategy and a culture of accountability
into our compensation framework during
2013.

We have built on the important strides we
took in 2012 with the adoption of a
revised compensation model founded on
incentivizing disciplined capital manage-
ment and with performance awards
based on risk-adjusted profitability. In
2013, the Human Resources and Com-
pensation Committee reviewed the firm’s
compensation model to ensure it contin-
ues to reinforce our employees’ focus on
medium- and longer-term performance,
and in response to the competitive
environment and feedback from our
shareholders. Consequently, we made
two key refinements to our plans during
2013. Firstly, we increased the weighting
of the Equity Ownership Plan (EOP) to
sharpen employees’ focus on future
shareholder value creation. The increased
weighting of the EOP underlines our
commitment to deliver attractive returns
to our shareholders and employees alike.
Secondly, we raised the forfeiture trigger
level of the Deferred Contingent Capital
Plan (DCCP) for the Group Executive
Board (GEB), thereby significantly

increasing the sensitivity of their compen-
sation to a possible common equity tier 1
(CET1) capital ratio reduction.

We aim to foster a true culture of
accountability at all levels of the firm. We
strive to embed this core value into our
daily actions including integrating
safeguards on pay with appropriate
governance oversight. To this end we
made the following amendments to our
compensation policies: we introduced a
cap on the proportion of fixed to variable
compensation for GEB members in
addition to the cap of 2.5% of adjusted
Group profit before tax for the GEB
performance pool implemented a year
ago. We now disclose in more detail the
parameters we considered and how they
were weighted in this year’s GEB perfor-
mance award assessment process.

Below GEB level, we established greater
differentiation in the deferral rates of the
performance awards at the individual level
based on total compensation. While
deferral rates have been reduced for
some, improving market competitiveness,
the marginal deferral rate at the higher
end of the scale has been increased,
placing more compensation at risk.
Furthermore, we continue to take a strong
stance on long-term accountability with

our performance award plans. The lengths
of our vesting periods are demanding
compared with the industry, with plan
durations of three to five years for the
GEB and two to five years for employees
below GEB level. These lengthy deferral
periods are designed to ensure appropri-
ate risk-taking.

In 2013, we increased profits and
shareholder returns. Our business
divisions posted strong results and were
profitable in every quarter, demonstrating
that our business model has the flexibility
to deliver in a variety of market condi-
tions. Our employees met the continued
challenges affecting our industry with
energy, determination and commitment,
enabling us to deliver for both our clients
and shareholders. While the performance
of our businesses improved significantly
during 2013 and we finished the year
ahead of many of our targets, we remain
fully committed to moderation in
performance-related pay.

In 2013, adjusted Group profit before tax
increased 44%. Reflecting the firm'’s
strong performance, the Board of
Directors (BoD) is recommending a 67 %
increase in the dividend for shareholders.
By way of comparison, we took the
decision to increase the overall perfor-
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mance award pool 28% to CHF 3.2
billion. The increase compared with 2012
also reflects the fact that a year ago we
addressed issues of the past that weighed
on our performance. This resulted in pay
that was understandably at the lower end
of the scale compared with the industry.
While the performance award pool
increased 28%, the actual recognized
performance award expenses remained
flat compared to 2012, reflecting the
lower awards in recent years and the
strong deferral component in our
compensation plans.

Looking ahead, we will continue to assess
and refine our compensation framework
to promote sustainable performance, risk
alignment and competitive pay position-
ing against the backdrop of increasing
regulation and a changing business
environment. We intend to strike and
maintain a balance whereby we reward
employees effectively and responsibly. To
ensure our continued success, we need to
attract and retain the best people to
deliver sustainable performance for our
shareholders. As part of our endeavors,
we will remain responsive to our share-
holders and seek out opportunities to
engage with them on compensation
matters.

As a result of the implementation of the
Ordinance against excessive pay issued
by the Swiss Federal Council, from
2015 onwards we will not only have an

advisory vote on the compensation
report, but will also seek shareholder
approval on the compensation for the
GEB and BoD. Revised Articles of
Association, outlining the framework
for the binding approval, will be
presented at the upcoming Annual
General Meeting (AGM). Furthermore,
in accordance with the EU Capital
Requirements Directive 2013, the BoD
will propose, via a shareholder advisory
vote, a cap of 2:1 for variable versus
fixed compensation for UK-based
employees whose professional activities
could have a material impact on the
firm’s risk profile in the UK.

The BoD and | would like to offer our
sincere thanks to our shareholders for
the time they took to meet with us and
share their views on compensation.
Over the following pages you will find
details of UBS's compensation programs
and decisions for 2013, for which we
will seek your support at our AGM in
May 2014.

(;}/{m

Ann F. Godbehere

Chair of the Human Resources
and Compensation Committee of
the Board of Directors




2013 performance and compensation funding

Our performance in 2013 demonstrated both the strength of our business model, which is designed to provide sustain-
able and attractive results with a much lower capital and risk profile, and the focused and disciplined manner in which
we continue to implement our strategy. As a result, the performance award pool for 2013 was increased to CHF 3.2

billion, 28% higher than in 2012.
Our performance in 2013

Overall for 2013, we reported an adjusted’ Group profit before
tax of CHF 4.1 billion, a net profit attributable to UBS sharehold-
ers of CHF 3.2 billion and diluted earnings per share of CHF 0.83.

In 2013, we further enhanced our position as one of the
world’s best-capitalized banks, exceeding our year-end capital
target. On a fully applied basis our Basel Il common equity tier
1 (CET1) capital ratio increased 300 bps to 12.8%, ahead of our
2013 target of 11.5%. We achieved this improvement primarily
through reductions in fully applied risk-weighted assets (RWA)
of CHF 33 billion to CHF 225 billion at year-end. Our capital
strength gives us the flexibility to execute our strategy effec-
tively. Additionally, it reinforces client confidence while allowing
us to address the challenges of the past and to absorb unex-
pected events. We also continued to successfully deleverage
our balance sheet, reducing total assets by CHF 250 billion. Our
funding, liquidity and leverage ratios remain comfortably above
our regulator's current requirements. In line with one of our
strategic objectives to improve efficiency, during the year we
surpassed our CHF 2 billion gross cost savings target announced
in the second half of 2011, although substantial work remains
to be done to achieve the gross cost savings targets we an-
nounced in 2012. As a result of our improved performance, the
Board of Directors (BoD) is recommending a 67% increase in
the dividend for shareholders for 2013 to CHF 0.25 per share.
This is consistent with our commitment to progressive capital
returns to our shareholders.

Basel Ill CET1 capital ratio

Summary of financial performance for 2013 and 2012

CHF billion 2013 2012

Operating profit/(loss) before tax as reported 33 (1.8)
Impairment of goodwill and other non-financial assets 00 . 31
Ot R Sy
Netrestructurlngcharges08 ,,,,,,,,, o
Other (O 2) ,,,,,,,, (10) .
Operating profit/(loss) before tax (adjusted)’ 4.1 2.9

Operating profit/(loss) before tax (adjusted)’ for the Group
and business divisions

CHF million
4’250 .................................................................... 4'141 .....
................................................................ 2,885 -
2 ’|25 2’0752 42.5 ..................................... = ... ..
' 1,5431,512
....... 917, ...
594 543 585 398
0

(2,271)
(3.751)
Wealth Wealth Retail & Global  Investment Corporate Group
Management Management Corporate Asset Bank Center
Americas Management
W 2012 2013

1 For 2013, adjusted operating profit/loss before tax excludes each of the following items, to the extent appli-
cable, on a Group and business division level: an own credit loss of CHF 283 million, gains on sales of real estate
of CHF 288 million, net losses of CHF 167 million related to the buyback of debt in public tender offers, net
restructuring charges of CHF 772 million, a gain on sale of Global Asset Management's Canadian domestic
business of CHF 34 million and a net gain on sale of remaining proprietary trading business of CHF 31 million.
For 2012, the items we excluded were an own credit loss of CHF 2,202 million, gains on sales of real estate of
CHF 112 million, net restructuring charges of CHF 371 million, a credit related to changes to the Swiss pension
plan of CHF 730 million, a credit related to changes to our retiree benefit plans in the US of CHF 116 million and
an impairment of goodwill and other non-financial assets of CHF 3,064 million. Refer to the “Group perfor-
mance” section in our Annual Report 2013 for more information on adjusted results.

Basel Il RWA

%

phase-in 185
I fully applied

~15.3

-

+320 bps

- I

Fully applied, CHF billion

~258

225

31.12.12 pro-forma 31.12.13

31.12.12 pro-forma 31.12.13
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Our business divisions posted strong results for the year,
demonstrating that our model has the flexibility to adapt and
perform well in a variety of market conditions. Our success has
given our clients even greater confidence in the firm. Net new
money inflows into our wealth management businesses to-
taled CHF 54 billion for the year, an increase of 14% year on
year. We were recognized as the largest and fastest growing
large-scale wealth manager in the world'. Wealth Manage-
ment Americas achieved new records with invested assets of
USD 1 trillion?, adjusted? profit before tax of USD 1 billion* and
with revenue per financial advisor at over USD 1 million. Our
Retail & Corporate business showed sustained profitability de-
spite considerable pressure on net interest margins, and aver-
age client deposit volumes increased year on year. Global Asset
Management recorded a stable performance in challenging
markets with an 8% increase in adjusted® profit before tax,
although it did experience net new money outflows, excluding
money market flows, of almost CHF 5 billion. The Investment
Bank delivered significantly higher adjusted?® profit before tax
of CHF 2.5 billion, achieving an adjusted? return on attributed
equity of 31%, significantly above its target of greater than
15%. This was achieved while operating well within strict RWA
and balance sheet targets. All business divisions operated with-
in their cost/income ratio targets and focused on using re-
sources efficiently. In the Corporate Center, profit before tax
was negatively affected by continuing elevated charges for
provisions for litigation, regulatory and similar matters primar-
ily in Non-core and Legacy Portfolio, by negative treasury in-
come and by restructuring charges. However, reduction of
RWA in Non-core and Legacy Portfolio was ahead of our tar-
gets and was executed in a manner that protected shareholder
value, allowing the Group to exceed its capital ratio target.

Performance award pool funding

Business performance is the basis of our compensation funding
framework. We measure our performance in a variety of ways,
including profitability, quality of earnings, contribution before
performance award and economic contribution before perfor-
mance award, which is a risk adjusted measure of performance.
In addition to the key performance metric of risk-adjusted profit-
ability, we use a number of criteria to assess the performance of
each of our business divisions and Corporate Center. Examples
include the following:

— In our wealth management businesses, we use criteria such as
the level of net new money generated, cost/income ratio and
gross margins.

— In Retail & Corporate, we consider factors such as net new busi-
ness volume growth, net interest margin and cost/income ratio.

1 Scorpio Partnership Private Banking Benchmark 2013, based on 2012 data for banks with assets under
management of over USD 500 billion. 2 Invested assets of USD 970 billion. 3 Refer to the chart “Operat-
ing profit/ (loss) before tax (adjusted) for the Group and business divisions” on the previous page for details
on adjusted results. 4 Full year adjusted profit before tax of USD 991 million.
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— In Global Asset Management, we use criteria such as net new
money growth rate, gross margin and cost/income ratio.

— In the Investment Bank, we consider factors such as pre-tax
return on attributed equity, cost/income ratio and capital utili-
zation.

— For Corporate Center — Core Functions, we look at factors such
as risk and capital management and cost reduction.

— For Corporate Center — Non-core and Legacy Portfolio, we
consider RWA reductions and exit costs.

Certain risk-related objectives are common across all business
divisions and Corporate Center, while others may vary. Risk-relat-
ed objectives include, for example, adherence to risk investment
guidelines, Group risk policies and value-at-risk limits, and the
avoidance of significant operational risk events.

Each business division’s performance award pool is accrued as a
percentage of the pre-performance award pool profit. This figure is
then risk adjusted by factoring in a risk capital charge as well as fur-
ther considerations of relevant risk metrics. The percentage is further
affected by items such as changes in performance during the year,
quality of earnings, affordability and market positioning. The per-
centage increases or decreases as performance declines or improves.
If a business division’s profits increase, the proportion of profits we
allocate to pay performance awards is generally reduced. In good
years, this helps to prevent excessive compensation and allows us to
return more capital to shareholders. In lean years, it provides us with
the flexibility to make adequate provisions to retain key employees.
For the purposes of performance award pool funding, business divi-
sion performance is adjusted for items which do not reflect their un-
derlying performance, such as gains related to divestments or sales of
real estate, restructuring charges and gains or losses on own credit.

We assess the performance of the Group using criteria such as
risk-adjusted profits, performance relative to the industry and gen-
eral market competitiveness. We also consider progress against our
strategic initiatives, including risk-weighted asset reduction, balance
sheet reduction, delivery of cost efficiencies and capital accretion.
We look at the firm’s risk profile and culture, including the extent to
which operational risks and audit issues are identified and resolved
and the quality and success of the firm’s risk reduction initiatives.

In determining performance award funding at all levels we take
the following key risks into account, as applicable: credit, market,
liquidity, funding, operational, including legal and compliance, and
reputational risk. We consider as well the number of operational
risks and audit recommendations that are effectively resolved.

The Human Resources and Compensation Committee (HRCC)
monitors the forecasted full-year performance award pool on a
regular basis. This includes a regular review of year-to-date accruals
to ensure alignment to the overall performance of the firm and tak-
ing account of the competitive environment.

At the end of each year, the Group CEO, after consultation with
the business division CEOs, develops the final performance award
pool recommendation for the year. If the Group CEO believes that
a business division’s performance award pool does not properly re-
flect its achievements, the Group CEO can recommend a change to



the size of the pool. The proposal is then submitted to the HRCC
for consideration.

The HRCC considers all recommendations in the context of the
firm’s overall performance, capital strength and risk profile, market
positioning and trends of the businesses and geographies in which
we operate. The HRCC ensures recommendations are in line with
our strategy and the philosophy and objectives embodied in our
Total Reward Principles to create sustainable shareholder value. The
HRCC can either accept the Group CEQ’s proposal, or adjust it ei-
ther downwards or upwards before submitting it to the BoD for
final approval.

2013 performance award pool and expenses

The performance award pool for 2013 was CHF 3.2 billion, an
increase of CHF 0.7 billion, or 28%, compared with 2012. The
pool reflects our overall increased profitability, the quality of earn-
ings, and our progress towards achieving our strategic objectives.
Our 2012 performance award pool was significantly affected by
the LIBOR matter, negatively impacting awards in the Investment

Performance award expenses

CHF billion
+28%' J/
3.2
3.0 3.0
1.3  Amortization 0.7 Amortization
of prior- of prior-
25 year awards year awards
Awards
Awards expenses for
for performance
performance year
Awards year deferred
Awards expenses for to future
for performance periods’
performance year (incl.
year deferred accounting
to future adjustments)
periods?
(incl.
accounting
adjustments)
Performance 2012 Performance 2013
award pool award pool
T Flat |
Flat

1 Excluding add-ons such as social security. 2 Estimate. The actual amount to be expensed in future periods
may vary, for example due to forfeitures.

Bank, some areas of the Corporate Center as well as the awards
to the GEB including the Group CEO. In 2013, we finished the
year ahead of many of our strategic and financial targets. We
normalized performance award levels in areas negatively affected
last year and reduced gaps to market pay levels in light of our
absolute and relative achievements. Our achievements in 2013
and the proposed increase in distributions to our shareholders
illustrate the continuing shift in the relationship between com-
pensation, capital and dividends. The performance award pool
includes all discretionary, performance-based variable awards for
2013.

The “Performance award expenses” chart below compares
the performance award pool with the performance award ex-
penses for the financial year 2013. Performance award expenses
remained flat at CHF 3.0 billion and included expenses related to
2013 compensation awards and amortized expenses related to
awards made in prior years. The 2013 expenses reflected increas-
es for current year performance awards, offset by decreased am-
ortized expenses from prior years' awards.
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2013 compensation for the Group CEO and the
other Group Executive Board members

Group Executive Board (GEB) awards are made at the discretion of the Board of Directors (BoD). The BoD takes into
account the overall performance of the Group and the available performance award pool funding. For GEB members
in office for 2013, performance awards were up 20% year on year, whereas the overall performance award pool for all

employees increased 28%.

Key features of our 2013 compensation framework for the Group Chief Executive Officer (Group CEO) and

the other members of the GEB

The Human Resources and Compensation Committee (HRCC) reviews the performance of
our Group CEO and other GEB members against the Group’s performance targets.

The GEB's performance awards are based on financial and non-financial performance
measures and consider performance of the individual and the Group overall.

—1In 2013, the Group CEO/GEB performance scorecard was introduced. This is based on a

set of financial and qualitative measures, and provides a framework for a balanced assess-

ment. Group level, business division, regional, functional and qualitative performance
measures are included in combination, depending on the individual GEB member’s remit

— Compensation plan forfeiture provisions enable the firm to reduce the unvested deferred
portion if the compensation plans' relevant performance conditions are not achieved.
This means

— the vesting of EOP awards depends on both Group and divisional performance

— DCCP awards only vest in full if the firm delivers an adjusted profit before tax and our
phase-in common equity tier 1 (CET1) capital ratio does not fall below 10%. This is a
higher threshold than the 7% CET1 capital ratio trigger applicable in 2012. Like last
year, annual interest is only paid if UBS achieves an adjusted profit before tax during
the vesting period

Our compensation framework contains a number of features designed to ensure
that risk is appropriately managed with safeguards to limit inappropriate risk-taking.
Our framework has

— a balanced mix of shorter-term and longer-term performance awards with a focus on
deferral

— a cap on the total GEB performance award pool of up to 2.5% of adjusted Group profit
before tax

— individual caps on the proportion of fixed to variable pay for the Group CEQ and other
GEB members

— a share ownership policy under which each GEB member must build up and hold a
minimum of 350,000 shares. The Group CEO must build up and hold a minimum of
500,000 shares

— an evaluation of the risk control effectiveness and adherence of each GEB member as
part of their individual qualitative assessment

— employment contracts that generally include a six-month notice period

— provisions that enable the firm to trigger forfeiture of some, or all, of the unvested de-
ferred performance award if an employee commits certain harmful acts or employment is
terminated for cause. Generally, we regard the following as harmful acts:

— contributing substantially to a significant downward restatement of the Group's or a
business division’s results, or to the Group incurring significant financial losses

—engaging in conduct and/or failing to discharge supervisory or managerial
responsibilities that results in detriment to UBS, including reputational harm

— engaging in conduct that materially violates legal and regulatory requirements or
internal policies and procedures

— improperly disclosing confidential or proprietary information

— soliciting UBS employees or clients



2013 compensation framework for GEB members

Of the annual performance award up to 20% is paid in the form of immediate cash, and 80% is paid as a longer-term performance award, with 50% paid in deferred equity and
the remaining 30% in deferred notional bonds.

Illustrative example

2013

Payout of performance award

30%

16%

17%

2012 Payout of performance award ms—
Replicates many of the features of loss-absorbing bonds. DCcp
Award cliff vests in year 5, subject to forfeiture if a capital ratio 40%

trigger or viability event occurs. The awards are subject to 20%
forfeiture for each financial year if UBS does not achieve an
adjusted Group profit before tax.

Notional interest payments will be made annually in years
where the firm achieves an adjusted Group profit before tax.
Awards are subject to continued employment and harmful acts
provisions.

Notional shares awarded.

Award vests in equal installments in year 3, 4 and 5, subject to
both Group and divisional performance over the three financial
years before vesting. The amount forfeited may be up to 100% of
the installment due to vest.

Awards are subject to continued employment and harmful acts
provisions.

immediate cash? mmm/|At least 80% of performance award at risk of forfeiture

Up to 20%
of performance
award paid in

Up to 20% paid out immediately, subject to a cash cap of
CHF/USD 1 million. To the extent that less than 20% is paid in
immediate cash, the excess amount will be delivered in EOP.

Base
salary

40%

immediate cash? mmmm/|At least 80% of performance award at risk of forfeiture

of performance

Up to 20%
award paid in

2014 2015 2016 2017 2018 2019

500,000 shares for Group CEO
350,000 shares for other GEB members

GEB members are required to hold a certain number of UBS
shares as long as they are in office.

This holding has to be built up within a maximum period of five
years from the date of their appointment to the GEB.

2012
Share

retention

2013 2014 2015 2016 2017 2018

500,000 shares for Group CEO
350,000 shares for other GEB members

1 At least 50% of the performance award is granted under EOP.

2 UK Code Staff receive 50% in the form of blocked shares.
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Base salary

Each GEB member receives a fixed base salary, which is reviewed
annually by the HRCC. GEB salaries, excluding the Group CEO,
were unchanged from CHF 1.5 million (or currency equivalent),
which was set by the BoD in early 2011. Since his appointment,
the Group CEO’s base salary was set at CHF 2.5 million.

Pensions and benefits

Pensions contributions and benefits for GEB members are in line
with local practices for other employees.

-> Refer to “Note 28 Pension and other post-employment benefit
plans” in the “Financial information” section of our Annual
Report 2013 for details on the various major post-employment
benefit plans established in Switzerland and other countries

How we set variable compensation levels for our Group
CEO and other GEB members — performance scorecard
assessment

The Group CEO and other GEB members are eligible to receive an
annual performance award at the full discretion of the BoD. In
2013, we enhanced our performance assessment approach based
on a balanced scorecard. We assess an individual’s performance
against a number of financial and qualitative key performance
indicators (KPI).

The financial factors determining the Group CEO’s annual dis-
cretionary performance award are based on Group performance.
For other GEB members, the financial criteria are split between
Group performance and that of their relevant business division
(BD) and/or region. Those who lead Group control functions, or
who are solely regional CEOs, are assessed based on the perfor-

Overview of the quantitative and qualitative measures on which the performance scorecard is based

The quantitative factors are aligned with the Group's strategic plan. They are mainly
based on the Group measures, supplemented with business division, regional or
functional KPI for business division, regional or Corporate Center GEB members, and
include the following:

— Group return on equity (as reported)

— adjusted Group profit before tax

— fully applied common equity tier 1 (CET1) capital ratio

— business division and/or regional KPI (if applicable)

— functional KPI (for Corporate Center GEB members)

Both regional and functional KPI may consist of some qualitative measures.
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The qualitative factors assess how effective the Group CEO/GEB member is in respect of
the following:

— clients — evaluates how effective the individual is in increasing client satisfaction and
maintaining high levels of satisfaction over the long term. This includes promoting cross-
business division collaboration and fostering the delivery of the whole bank to our clients

— people and culture — assesses the extent to which the individual actively develops
successors for the most senior positions, facilitates talent mobility within the firm
and promotes a diverse and inclusive workforce. Furthermore, this measure evaluates
the individual's ability to reinforce a culture of accountability and responsibility,
demonstrating our commitment to being a responsible corporate citizen and acting
with integrity in all our interactions with our stakeholders

— risk control — evaluates how effective the individual is in ensuring risk management
and control principles are fully implemented and adhered to through an effective
risk management and control framework. It also captures the degree to which risks are
self-identified

— regulatory compliance — focuses on the individual’s success in ensuring regulatory
compliance with the various regulatory frameworks in which we operate. It also
evaluates how well the individual helps shape the firm's relationships with regulators
through ongoing dialogue

— execution effectiveness — assesses how the individual contributes to the development
and execution of our strategy. The measure also looks to ensure there is success across
all business lines, functions and regions, as applicable, through specific objectives, initia-
tives, timeframes and metrics

— brand and reputation — assesses the individual’s protection of our reputation and full
compliance with our standards and principles, particularly our Code of Business Conduct
and Ethics



Weightings of financial and qualitative measures

in % Group CEO BD/Regional CEO Functional heads
Key performance indicators (KPI) Weighting

Group RoE, adjusted Group profit before tax and Basel Il CET1 ratio (fully applied) 65 35 45
Business division/regional KPI 30

Functional KP!I 20
Financial 65 65 65
Qualitative 35 35 35
Total 100 100 100

mance of the Group and of the functions or of the regions they
may oversee. Quantitative factors, such as business division finan-
cial, regional and functional measures, account for 65% and
qualitative factors for 35% of the assessment. The qualitative fac-
tors considered are the same for the Group CEO and other GEB
members.

The table above provides an overview of the quantitative and
qualitative KPI on which the scorecard is based.

The weighting of the quantitative factors between Group,
business division, regional and functional KPI varies depending on
the GEB member’s role, with a significant weighting on Group KPI
for all GEB members.

The degree of achievement of these financial measures, cou-
pled with the assessment of performance against the qualitative
measures, gives an overall score that determines the starting point
for a GEB member’s annual performance award. Target total com-
pensation is reviewed against the market value of the respective
role. Scoring at target would generally result in a total compensa-
tion around the median of the industry peer group. Where the
performance is below target, the score is reduced (and can be
0%), which then results in a total compensation below market
median. If the performance exceeds the target, the score increases,
resulting in a total compensation that can be above market medi-
an. While this method represents a more formulaic approach than
in the past, it is not intended to be mechanical. The HRCC does not
abdicate its responsibility to exercise sound judgment and applies
an appropriate level of discretion that may result in the outcome of
the above scorecard or compensation level being adjusted up-
wards or downwards by up to 20%. The HRCC's final compensa-
tion recommendations for GEB members are based on the score-
cards, the assessment against each individual’s market value for
the role and the CEO’s overall recommendation, excluding his own
performance award. The HRCC's recommendations are then re-
viewed, and must be approved by the BoD, which retains full dis-
cretion in determining the variable compensation levels for GEB
members and may decide not to grant any performance awards.
The HRCC and BoD go through a similar process in setting the
compensation for the Group CEO.

Caps

The total potential GEB performance award pool is capped at 2.5%
of the firm’s adjusted Group profit before tax, thereby linking over-
all GEB compensation to the firm’s profitability. As the Group’s ad-
justed profit before tax for 2013 was CHF 4.141 billion, the GEB
2013 performance award pool was capped at CHF 104 million.

The actual total performance award pool for 2013 was CHF 63
million, representing 1.5% (in 2012: CHF 52 million or 1.8%) of
the Group’s adjusted profit before tax. Furthermore, 100% of a
GEB member’s deferred compensation is subject to performance
conditions.

For 2013, we also introduced individual compensation caps on
the proportion of fixed pay to variable pay. The Group CEQ’s per-
formance award is capped at five times base salary. Performance
awards of other GEB members are capped at seven times base
salary.

For 2013, GEB member and Group CEO performance awards
were, on average, 3.7 times the base salary (2012: 3.2 times).

Benchmarking against peers

The HRCC reviews GEB compensation and benefits levels against
those of a peer group of companies selected based on the compa-
rability of their size, business mix, geographic mix, and the extent to
which they are our competitors for talent. The HRCC also considers
the practices of these peers that may influence their pay strategies
and pay levels and their respective regulatory environments.

Year-on-year consistency of the peer group is considered an im-
portant element by the HRCC. In 2013, it reviewed our peer group
and determined it remained appropriate. The group consists of the
following 12 companies: Bank of America, Barclays, BNP Paribas,
Citigroup, Credit Suisse, Deutsche Bank, Goldman Sachs, HSBC, JP
Morgan Chase, Julius Baer, Morgan Stanley and Nomura.

Overall, total compensation of GEB members is targeted at
the median of the industry peer group, adjusted for individual
and Group performance.
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Comparability assessment against main peers

Benchmarking ensures that our executive compensation is appropriate relative to our industry peer group. The key benchmarking

criteria are summarized in the following table.

Business Geographic Competitors HQ location: HQ location:
Firm Size' mix? mix3 for talent* regulatory® geography®
Bank of America (@) © (@) [ © ©
Barclays © © [ [ © ©
BNP Paribas © (0] © © o O
Citigroup (@) (@) () [ © ©
Credit Suisse [ [ [ [ [ J o
Deutsche Bank [ [ () [ O o
Goldman Sachs () (@) () () () (o)
HSBC (0] (@) () (] () ()
JP Morgan Chase (@) (@) (@) [ ()} O
Julius Baer (0] (@) (@) © [ [
Morgan Stanley [ [ © [ © ©
Nomura O © (@) () O O

O Less comparable © Moderately comparable [ J Comparable

1 Size: evaluated in terms of revenue, profitability, assets and employee size. This would potentially impact management complexity outside of the impact of product mix and geography.
and size of major businesses. This would impact pay strategy, pay levels and approach and, importantly, risk profile.
4 Competitors for talent: firms from which UBS recruits and/ or firms which recruit from UBS.
6 HQ location/geography: culture and practice that impacts pay strategy, levels.

perspective. This impacts executive role definition and management complexity.
regulatory environment based on home regulator.

2013 deferral of performance awards

In line with our focus on generating sustainable performance, at
least 80% of a GEB member’s performance award is deferred. In
2012, in light of the firm’s overall results for the year, and, based
on a recommendation from the Group CEO, 100% of the GEB's
2012 performance award was deferred.

For 2013, a minimum of 50% of the overall performance award
is awarded under the Equity Ownership Plan (EOP), a longer-term
performance award. EOP awards vest in three equal installments
from years three to five, subject to performance conditions being
met.

Thirty percent of the overall performance award is awarded
under the Deferred Contingent Capital Plan (DCCP), another lon-
ger-term performance award which vests only in year five. No-
tional interest is paid for each year provided the firm achieves an
adjusted Group profit before tax for that year. In addition to a
phase-in CET1 capital ratio trigger of 10%, DCCP awards are sub-
ject to an additional performance condition. If UBS does not
achieve an adjusted Group profit before tax for any year during
the vesting period, GEB members forfeit 20% of the award for
each loss-making year. This means 100% of the award is subject
to an additional risk of forfeiture in addition to the capital ratio
trigger.

12

2 Business mix: in terms of type
3 Geographic mix: evaluated not only in terms of mix, but also from a European Headquarters (HQ)
5 HQ location / regulatory: impact of the

For each GEB member a maximum of 20% of the overall per-
formance award can be paid out in the form of immediate cash,
subject to a cap of CHF/USD 1 million (or currency equivalent).
Any amount above this is paid in notional shares under the EOP.
In addition, for GEB members considered “UK Code Staff” for
the year 2013, 50% of any immediate cash must be delivered in
vested shares which are blocked until 1 September 2014, and
each EOP installment vesting on 1 March will be blocked for a
further six months.

The average deferral period for deferred awards for GEB
members in 2013 was 4.4 years. Our compensation plans have
no upward leverage, such as multiplier factors, and therefore do
not encourage excessive risk-taking.

- Refer to the “Our deferred variable compensation plans” section

of this report for more information

- Refer to the “Our compensation model for employees other than

GEB members” section of this report for more information on UK
Code Staff

Share ownership requirements
We aim to align GEB members’ interests with those of our share-

holders. To ensure GEB members remain focused on the longer-
term success of the firm, we require the Group CEO to hold a



Overview of compensation process for the Group CEO and the other GEB members

The HRCC is involved in all stages of the performance and total compensation decision-making process for the Group CEO
and the other GEB members with final approval by the Board of Directors

Objective setting

Performance
assessment’

Compensation decisions

Delivery

Financial measures

Financial measures based
on Group, business division,
regional and/or functional
performance depending
on the role of the GEB
member

Targets for financial
measures are based on the
strategic plan

Financial measures

The measures are
assessed based on actual
results, whereby the
HRCC determines the
score

(see graph for scorecard
for the Group CEO and
highest paid GEB member
on the following pages)

0-130%

Qualitative measures

The qualitative factors
measure how the executive

Qualitative measures

The HRCC determines to
what extent the executive

When determining actual pay levels,

the following is factored in by the HRCC:

— scorecard result

— market value

— internal valuation

— other parameters deemed relevant

Total compensation is targeted at the
median of the peer group, based

on market performance. Variance

to median is dependent on over- or
underperformance, as reflected in the
assessment/scorecard

Final compensation decision is at the
discretion of the BoD

Performance award is paid in a shorter-
term, immediate cash performance
award and in a longer-term deferred
performance award which is deferred
up to five years

has met each of the
qualitative factors, resulting
in one total score:

— clients

— people and culture

— risk control

—regulatory compliance

— execution effectiveness

— brand and reputation

achieves the financial results

1 The HRCC has the discretion to adjust the scoring/compensation level up- or downward by a maximum of 20%. Use of this discretion is still bounded by the defined total compensation caps.

minimum of 500,000 UBS shares and the other GEB members to
hold a minimum of 350,000 UBS shares. These shareholdings
must be built up within five years from the date a GEB member is
appointed and must be retained for as long as they remain in of-
fice. The number of UBS shares held by each GEB member is de-
termined by adding any vested or unvested shares to privately held
shares. GEB members are not permitted to sell their UBS shares
until the abovementioned thresholds have been reached. As of the
end of 2013, all GEB members who have been in office for at least
five years achieved their required share ownership levels.

Overview of GEB compensation determination process
The illustration above provides an overview of how GEB compen-

sation is determined under the governance and oversight of the
HRCC and the BoD.

2014 2015 2016 2017 2018 2019

500,000 shares for Group CEO
- || 350,000 shares for other GEB members

2013 compensation

The performance awards of the Group CEO and each other mem-
ber of the GEB are based on the achievement of both financial
targets and qualitative performance objectives, as described ear-
lier in this section.

As part of Mr. Ermotti's performance assessment, a 65%
weighting was accorded to Group financial performance, and
35% was accorded to his performance against the qualitative cri-
teria. In the case of Mr. Orcel (the highest paid GEB member for
2013), a 35% weighting was accorded to Group financial perfor-
mance, 30% to Investment Bank performance and 35% to quali-
tative criteria.

A "Target score achievement” on the overall balanced score-
card supports market median level compensation.

13
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2013 compensation for the Group Chief Executive Officer

The table below summarizes the factors on which Mr. Ermotti’s
performance was assessed as Group CEO for 2013 by the HRCC
in consultation with the Chairman.

The BoD recognized that under Mr. Ermotti’s leadership, Group
financial performance for 2013 was strong and was driven by
progress towards the successful implementation of the firm's am-
bitious strategy — a strategy focused on sustainable performance,
best-in-class capital ratios, and vigilance on operational risk and on
effectiveness and efficiency. In terms of the Group financial tar-
gets, the firm delivered significantly increased adjusted Group
profit before tax, up 44% compared with the prior year. The Group
also achieved an increased return on equity, up significantly on
2012. The firm’s share price development in 2013 also reflected
investor confidence in the firm’s progress and future success.

Additionally, UBS further enhanced its position as one of the
world’s best-capitalized banks, exceeding its year-end capital ratio
targets. The firm surpassed its Basel lll risk-weighted assets reduction
target for the year and also continued to successfully deleverage its
balance sheet. The firm’s Basel lll funding, liquidity and leverage ra-
tios remained comfortably above regulatory requirements in 2013.

UBS's business divisions posted strong results for the year and
were profitable in every quarter. The firm’s success continued to give
clients great confidence in UBS’s strategy. This was demonstrated by
net new money inflows into the firm's wealth management busi-
nesses, which increased by 14% year-on-year to CHF 54 billion.

Scorecard for the Group CEO

Against the qualitative criteria, the BoD considered Mr. Ermot-
ti's successes in promoting a Group-wide initiative to embed the
firm’s principles of client focus, excellence and sustainable perfor-
mance further into the fabric of the firm. This effort will be key to
ensuring the right behaviors and culture which will be essential to
supporting UBS'’s success going forward. The assessment also rec-
ognized his consistent focus on protecting and improving the
firm’s reputation, and the clear improvement in the firm’s stand-
ing with its key regulators.

In addition to the strategic, financial and qualitative accom-
plishments noted above, the BoD also recognized the positive im-
pact that Mr. Ermotti had in effectively addressing operational risk
remediation requirements and also resolving a number of key le-
gal matters from the past.

Reflecting his achievements and strong performance in 2013,
the BoD approved the proposal from the HRCC to grant Mr. Er-
motti a performance award of CHF 7.9 million, bringing his total
compensation (excluding benefits and contributions to retire-
ment benefit plan) for the year to CHF 10.4 million. Based on the
compensation framework, he received 13% of his performance
award in cash CHF 1.0 million. The remaining 87% of his perfor-
mance award was deferred under EOP (57% of his performance
award) and under DCCP (30% of his performance award). The
future actual pay-outs under EOP and DCCP are dependent upon
the firm’s forthcoming performance, as described earlier in this
section.

Group Group RoE 6.7% 20%
(65%)
Adjusted Group profit before tax 4.1 billion 25%
Basel Ill CET1 ratio (fully applied) 12.8% 20%

Qualitative factors

Clients, people and culture, risk control,
regulatory compliance, execution effectiveness,
brand and reputation

35%

o W m

Assessment relative to plan

Threshold Target Stretch

Threshold Target Stretch

1 Financial factors and target levels were based on internal performance objectives in our 2013 Operating Plan. These financial targets and ranges do not necessarily correspond to UBS's Group targets announced in

October 2012, most of which are applicable from 2015.
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2013 compensation for the highest paid GEB member

Andrea Orcel, the CEO of the Investment Bank, was the highest-
paid GEB member for performance year 2013. The financial per-
formance results and qualitative achievement assessment of Mr.
Orcel as determined by the Group CEO are summarized in the
table below. The HRCC and the BoD supported the overall assess-
ment.

During his first full year as CEO of the Investment Bank, Mr.
Orcel proved himself an effective leader and drove positive perfor-
mance throughout a very successful year for the business. Mr.
Orcel executed a fundamental turnaround in the Investment
Bank’s performance in 2013. He guided the business and its em-
ployees through a period of intense and sometimes challenging
transformation following the announcement of the acceleration
of the implementation of the firm’s strategy in late 2012. In 2013,
a more client-focused, less complex, and less risky Investment
Bank delivered significantly higher profitability and outperformed
on all its targets. The business achieved an adjusted profit before
tax of CHF 2.5 billion for the year. It delivered an adjusted return
on attributed equity of 30.6%, significantly above its 2013 target.
It operated successfully below its relatively restrictive risk-weight-
ed asset and funded asset targets. The Investment Bank remained
highly focused on using its resources effectively and efficiently
and achieved its cost / income ratio target for the year.

The Investment Bank reinforced its position among the global
market leaders in its core businesses of advisory, research, equi-

Scorecard for the highest paid GEB member

ties, foreign exchange and precious metals. Further, Rates and
Credit has transformed into a successful client-centric and capital-
light business with a strong focus on improved IT effectiveness
which has also led to best-in-class execution. The Investment
Bank’s turnaround performance was recognized with numerous
industry awards, and most importantly, was applauded by clients.
In line with the firm’s strategy, the Investment Bank continued to
work in close collaboration with all the firm’s other businesses, in
particular its wealth management businesses, to deliver the best
of UBS to clients and drive sustainable returns for the benefit of
UBS's shareholders.

In judging his achievements in relation to qualitative factors,
the Group CEO considered that Mr. Orcel displayed a strong focus
on ensuring the business delivered on the firm’s principles of excel-
lence, client focus and sustainable performance, and his consistent
promotion of the highest standards of employee conduct and be-
havior whilst at the same time addressing issues from the past.

Reflecting his significant achievements and strong perfor-
mance in 2013, the BoD approved the proposal from the Group
CEO and the HRCC to grant Mr. Orcel a performance award of
CHF 9.0 million, bringing his total compensation (excluding ben-
efits and contributions to retirement benefit plan) for the year to
CHF 10.5 million. 89% of his performance award was deferred,
with 59% under EOP and 30% under DCCP.

-> Refer to the “2013 performance and compensation funding”

section of this report for information on financial performance
achievements in 2013

Group Group RoE 6.7% 10%
(35%)
Adjusted Group profit before tax 4.1 billion 20%
Basel Ill CET1 ratio (fully applied) 12.8% 5%
1B ROAE (adjusted) 31% 10%
divisional
(30%) Cost/income ratio 3% 10%
Basel Il RWA (fully applied) 62 billion 10%

Clients, people and culture, risk control,
regulatory compliance, execution effectiveness,
brand and reputation

35%

Threshold Target Stretch

Threshold Target Stretch

1 Financial factors and target levels were based on internal performance objectives in our 2013 Operating Plan. These financial targets and ranges do not necessarily correspond to UBS's Group targets announced in

October 2012, most of which are applicable from 2015.
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Total compensation for GEB members for the
performance years 2013 and 2012

The table below shows the total compensation for GEB members
for the performance years 2013 and 2012.

- Refer to the “Supplemental information” section of this report
and “Note 34 Related parties” in the “Financial information”
section of our Annual Report 2013 for information on vested and
unvested shares and options for GEB members

Employment contracts

Employment contracts for GEB members do not provide for
“golden parachutes,” that is, special severance terms, including
supplementary contributions to pension plans. All employment
contracts for GEB members contain a notice period of six months,
except for one which contains a 12-month notice period. If a GEB
member leaves the firm before the end of a performance year
they may be considered for a discretionary performance award
based on their contribution during the time worked in that per-
formance year following the principles outlined above. Such
awards are at the full discretion of the BoD, which may decide not
to grant any awards.

Total compensation for GEB members for the performance years 2013 and 2012

CHF, except where indlicated’

Annual Annual
performance  performance
award award Contributions
Immediate under under to retirement
Name, function For the year  Base salary cash? EOP3 DCCp* Benefits® benefit plans® Total
Sergio P. Ermotti, Group CEO 2013 2,500,000 1,000,000 4,530,000 2,370,000 127,300 202,822 10,730,122
Sergio P. Ermotti, Group CEO (highest-paid) 2012 2,500,000 0 3,660,000 2,440,000 69,500 201,088 8,870,588
Andrea Orcel (highest-paid) 2013 1,500,000 1,000,000 5,300,000 2,700,000 727,048 202,822 11,429,870
Aggregate of all GEB members who were in officeat ... 2013 ..... ! 6873360 ...... 9949062 . 33894646 . 18790161 ...... 1548784 ...... 1347784 . 82'403'796 .
the end of the year’ 2012 16,273,460 0 31,355,592 20,903,728 640,683 1,233,719 70,407,181
Aggregate of all GEB members who stepped down ... 2013 ............. 0 ............. O ............. O ............ O ............. O ............. 0 ............. 0 .
during the year® 2012 1,593,288 0 0 0 105,865 14,799 1,713,952

1 Local currencies are converted into CHF using the exchange rates as detailed in “Note 36 Currency translation rates” in the “Financial information” section of our Annual Report 2013.

2 Under the 2013 compensation

framework, 20% is paid out in immediate cash, subject to a cash cap of CHF/USD 1 million. Due to applicable UK Prudential Regulation Authority regulations, the immediate cash includes blocked shares for Andrea Orcel.
For the performance year 2012, no immediate cash was paid. 3 For EOP awards for the performance years 2013 and 2012, the number of shares allocated at grant has been determined by dividing the amount communi-
cated by CHF 18.60 and USD 20.88 (for notional shares) for 2013, and by CHF 15.014 and USD 15.868 (for actual shares) and by CHF 13.97 and USD 14.77 (for notional shares) for 2012, based on the average price of
UBS shares over the ten trading days prior to and including the grant date (28 February 2014 and 15 March 2013 respectively). For notional shares granted under EOP 2012 the number of notional shares has been adjusted
for the estimated value of dividends paid on UBS shares over the vesting period. 4 DCCP awards vest after the five-year vesting period. The amount reflects the amount of the notional bond excluding future notional inter-
est. For DCCP awards for the performance year 2013, the notional interest rate is set at 5.125% for awards denominated in USD and 3.500% for awards denominated in CHF. For DCCP awards for the performance year 2012,
the notional interest rate is set at 6.25% for awards denominated in USD and 5.40% for awards denominated in CHF. 5 Benefits are all valued at market price. 6 This figure excludes the mandatory employer’s social secu-
rity contributions, but includes the portion related to the employer's contribution to the statutory pension scheme. The employee contribution is included in the base salary and annual incentive award components. 7 11 GEB
members were in office on 31 December 2013 and on 31 December 2012 respectively. 8 2012 includes three months in office as a GEB member for Alexander Wilmot-Sitwell and 10 months in office as a GEB member for
Carsten Kengeter.

Fixed and variable compensation for GEB members'’

Total for the

Total for the year year ended
ended 2013 Not deferred Deferred? 20123
CHF million, except where indicated Amount % Amount % Amount % Amount

Total compensation

Deferred Contingent Capital Plan (DCCP)

1 The figures refer to all GEB members in office in 2013.
Annual Report 2012.

2 This is based on the specific plan vesting and reflects the total award value at grant which may differ from the accounting expenses. 3 Year 2012 as reported in
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Loans

GEB members may be granted loans, fixed advances and mort-
gages. Such loans are made in the ordinary course of business on
substantially the same terms as those granted to other employ-
ees, including interest rates and collateral, and do not involve
more than the normal risk of collectability or contain other unfa-
vorable features.

-> Refer to the “Supplemental information” section and “Note 34
Related parties” in the “Financial information” section of our
Annual Report 2013 for information on loans granted to current
and former GEB members

Share and option ownership/entitlements of GEB members on 31 December 2013/2012"
Number of Potentially Potentially
on unvested Number of Total number conferred voting  Number of conferred voting
Name, function 31 December shares/at risk?  vested shares of shares rights in % options? rights in %*
Sergio P Ermotd, 2013 453460 69,900 °23,360 0025 o 0.000
Group Chief Executive Officer 2012 220,928 41,960 262,888 0.013 0 0.000
Markus U Diethelm, 2013 A2AT 108,007 650424 0032 o 0.000
Group General Counsel 2012 506,132 126,098 632,230 0.030 0 0.000
JohnA Fraser, 2013 645324 268945 14,269 0044 756647 0.037
Chairman and CEO Global Asset Management 2012 617,529 315,270 932,799 0.045 884,531 0.042
Lukas Gahwiler, 2013 204800 2727 521,527 00%6 o 0.000
CEOQ UBS Switzerland and CEO Retail & Corporate 2012 412,199 95,537 507,736 0.024 0 0.000
UlrichKérmer, 2013 688923 208887 897,810 0044 o 0.000.
Group Chief Operating Officer and CEO UBS Group EMEA 2012 605,284 121,837 727,121 0.035 0 0.000
Philp J.Lofts, 2013 601,553 157447 759,000 0037 500741 0.024
Group Chief Risk Officer 2012 542,402 169,789 712,191 0.034 536,173 0.026
Robert . McCann, 2013 892872 05971 %8843 0046 o 0.000
CEQ Wealth Management Americas and CEQ UBS Group Americas 2012 658,470 18,112 676,582 0.032 0 0.000
TomNaratl, 2013 422516 263027 685543 0033 ~ 867,087 0042
Group Chief Financial Officer 2012 340,757 233,603 574,360 0.027 935,291 0.045
AndreaOreel, 2013 1209775 0 1209775 0059 o 0.000
CEO Investment Bank 2012 1,755,691 0 1,755,691 0.084 0 0.000
ChiWonYoon, 2013 202,762 anias 943,905 0046 ~ 538035 0026
CEO UBS Group Asia Pacific 2012 478,986 370,760 849,746 0.041 578,338 0.028
sirg Zeftner, 2013 624415 13920 638335 0031 = 203,003 0.010
CEO UBS Wealth Management 2012 522,500 38,329 560,829 0.027 203,093 0.010
2013 7,088,817 1,619,974 8,708,791 0.422 2,865,603 0.139
Total 2012 6660878 1531295 8192173 0391 3,137,426 0.150

1 This table includes all vested and unvested shares and options of GEB members, including related parties. 2 Includes shares granted under variable compensation plans with forfeiture provisions. The actual number

of shares vesting in the future will be calculated under the terms of the plans. Refer to the "Deferred variable compensation plans” section in this report for more information on the plans.

participation and other compensation plans” in the “Financial information” section of our Annual Report 2013 for more information. 4 No conversion rights are outstanding.

3 Refer to “Note 29 Equity
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2013 compensation for the Board of Directors

Members of the Board of Directors (BoD) receive fixed fees for their services, of which 50% is paid in blocked UBS shares
unless they elect to receive 100% in blocked UBS shares. The BoD members do not receive variable compensation. This
reinforces their focus on long-term strategy, supervision and governance. It also helps them to remain independent of
the firm’s senior management. The Chairman, as a non-independent BoD member, receives an annual base salary, UBS

blocked shares and benefits.
Chairman of the BoD

Our compensation framework provides for the Chairman of the
BoD, Axel A. Weber, to receive an annual base salary of CHF 2
million and 200,000 UBS shares, blocked from distribution for
four years, as well as benefits. The shares are not designed or in-
tended as variable compensation. The value of the 200,000 UBS
shares awarded for 2013 was CHF 3,720,000. Accordingly, his
total compensation, including benefits and pension fund contri-
butions for his services as Chairman from January to December
2013 was CHF 6,069,516.

This share component ensures that the Chairman’s pay is
aligned with the longer-term performance of the firm. The Chair-
man’s employment agreement does not provide for special sever-
ance terms, including supplementary contributions to pension
plans. Benefits for the Chairman are in line with local practices for
other employees. Determining the Chairman’s compensation is
the responsibility of the Human Resources and Compensation
Committee (HRCC), which conducts an annual assessment and
takes into consideration fee and/or compensation levels for com-
parable roles outside of UBS.

Given the continued improvements in our share price since the
inception of our compensation framework for the chairman role
in 2009, the HRCC has, in agreement with the Chairman, revisit-
ed the framework for 2014 and decided to limit the upside and
cap the Chairman’s total compensation at the current level of CHF
5.7 million. Following market practice for company chairmen, we
have implemented a pay mix shift where a larger part of the
Chairman’s compensation will be paid in cash (currently foreseen
to be approximately 60%). The balance of the overall compensa-
tion will be delivered in UBS shares which will continue to be
blocked from distribution for four years.

Independent BoD members
With the exception of the Chairman, all BoD members are deemed to

be independent directors and receive fixed base fees for their servic-
es, with 50% of their fees in cash and the other 50% in blocked UBS

shares that are restricted from sale for four years. Alternatively, they
may choose to have 100% of their remuneration paid in blocked UBS
shares. In all cases, the number of shares that independent directors
are entitled to receive is calculated using a discount of 15% below
the prevailing market price at the time of issuance. In addition to the
base fee, independent BoD members receive fees known as commit-
tee retainers that reflect their workload in serving on the firm’s vari-
ous board committees. The Senior Independent Director and the Vice
Chairman of the BoD each receive an additional payment of CHF
250,000. In accordance with their role, independent BoD members
do not receive performance awards, severance payments or benefits.
Base fees, committee retainers and any other payments received by
independent BoD members are subject to an annual review: a pro-
posal is submitted by the Chairman of the BoD to the HRCC, which
then submits a recommendation to the BoD for final approval.

The “Remuneration details and additional information for inde-
pendent BoD members” table on the following page shows the re-
muneration received by independent BoD members between the
2013 and 2014 Annual General Meetings of Shareholders (AGM).
Fees have remained unchanged during this period, and have been
kept largely at the same level since 1998. Remuneration levels for
BoD members, other than the Chairman, ranged from CHF 375,000
to CHF 1,075,000. Total remuneration for the independent BoD
members for the period between the 2013 and 2014 AGMs was
CHF 7.6 million, which was flat compared with the prior period.

In accordance with normal practice, two BoD members chose to
receive 100% of their fees, less applicable deductions, in UBS shares.

Loans

Loans to independent members are made in the ordinary course of
business at general market conditions. Loans to non-independent
members are made in the ordinary course of business on substantially
the same terms as those granted to other employees, including inter-
est rates and collateral, and do not involve more than the normal risk
of collectability or contain other unfavorable features.
- Refer to the “Supplemental information” section of this report and

“Note 34 Related parties” in the “Financial information” section

of our Annual Report 2013 for information on loans granted to

current and former BoD members

Total payments to BoD members

CHF, except where indlicated’ For the year Total

Aggregate of all BoD members 2013 13,694,516
2012 11,802,434

1 Local currencies are converted into CHF using the exchange rates as detailed in “Note 36 Currency translation rates” in the “Financial information” section of our Annual Report 2013.
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Compensation details and additional information for non-independent BoD members
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Contributions

Annual share to retirement
Name, function? For the year Base salary award Benefits® benefit plans* Total
Axel A. Weber, Chairman 2013 2,000,000 3,720,000 89,446 260,070 6,069,516
- 012 1322581 2003995 69867 171898 3,568,341
Kaspar Villiger, former Chairman 2013 - - - - -
S 2012 354167 200000° 54926 - 609,093

1 Local currencies are converted into CHF using the exchange rates as detailed in “Note 36 Currency translation rates” in the “Financial information” section of our Annual Report 2013. 2 Axel A. Weber was the only
non-independent member in office on 31 December 2013 and on 31 December 2012 respectively. Kaspar Villiger did not stand for re-election at the AGM on 3 May 2012. 3 Benefits are all valued at market
price. 4 This figure excludes the mandatory employer’s social security contributions, but includes the portion related to the employer’s contribution to the statutory pension scheme. The employee contribution is includ-
ed in the base salary and annual incentive award components. 5 These shares are blocked for four years.

g Remuneration details and additional information for independent BoD members
< CHE except where indicated’
=]

i< m

- - E

s BizgEr i b

C Bl ESEREE S period . y

T g£€ LEE 22 < AGM to Committee Additional Share Number of
Name, function? X 288 828 8&8 & AGM Basefee  retainer(s) payments Total  percentage’ shares**
Michel Demaré, M M M 2013/2014 325,000 400,000 250,000° 975,000 50 30,834
Vice Chairman M Mo 2012/2013 325000 300,000  250,000° 875000 50 34,233
David Sidwell, M C 2013/2014 325,000 500,000 250,000 1,075,000 50 33,997
Seior Independent Dirctr v Caopos msow 0000 250000 1075000 0 w05t
Reto Francioni, M 2013/2014 325,000 50,000 375,000 50 11,859
member el SRR oramors SRt S S EEIRIE RSt i
Rainer-Marc Frey, M M 2013/2014 325,000 300,000 625,000 100 37,394
member I Mo M 20122013 325000 300000 625000 00 46,367
Ann F. Godbehere, M C 2013/2014 325,000 500,000 825,000 50 26,091
member et - - w0izp013 aomoo w000 5000 o B
Axel P. Lehmann, M 2013/2014 325,000 200,000 525,000 100 31,403
member S Mo M 20122013 325000 300000 625000 00 46,367
Wolfgang Mayrhuber, 2013/2014 - - - - -
former membar e g = w013 3o oo 500 W 20530
Helmut Panke, M M 2013/2014 325,000 300,000 625,000 50 19,765
member | reed - SRR - E R R 600 o 2
William G. Parrett, C M 2013/2014 325,000 350,000 675,000 50 21,347
member e R - p R 600 R 26208
Isabelle Romy, M M 2013/2014 325,000 300,000 625,000 50 19,765
member R T - 0122013 335000 oo 62500 o e
Beatrice Weder di Mauro, M M 2013/2014 325,000 400,000 725,000 50 22,928
member e R - p 0122013 300 oo ss000 o 22406
Joseph Yam, M M 2013/2014 325,000 250,000 575,000 50 18,184
member S - R R oo ss000 o 22496
Total 2013 7,625,000
Total 2012 7,625,000

Legend: C = Chairperson of the respective Committee, M = Member of the respective Committee

1 Local currencies are converted into CHF using the exchange rates as detailed in “Note 36 Currency translation rates” in the “Financial information” section of our Annual Report 2013. 2 There were 11 independent BoD members
in office on 31 December 2013. Reto Francioni was appointed at the AGM on 2 May 2013 and Wolfgang Mayrhuber did not stand for re-election at the AGM on 2 May 2013. There were 11 independent BoD members in office on 31
December 2012. Isabelle Romy and Beatrice Weder di Mauro were appointed at the AGM on 3 May 2012 and Bruno Gehrig did not stand for re-election at the AGM on 3 May 2012. 3 Fees are paid 50% in cash and 50% in blocked
UBS shares. However, independent BoD members can elect to have 100% of their remuneration paid in blocked UBS shares. 4 For 2013, shares valued at CHF 18.60 (average price of UBS shares at SIX Swiss Exchange over the last
10 trading days of February 2014), and were granted with a price discount of 15% for a new value of CHF 15.81. These shares are blocked for four years. For 2012, shares valued at CHF 15.03 (average price of UBS shares at SIX Swiss
Exchange over the last 10 trading days of February 2013), and were granted with a price discount of 15% for a new value of CHF 12.78. These shares are blocked for four years. 5 Number of shares is reduced in case of the 100%
election to deduct social security contributions. All remuneration payments are subject to social security contributions/withholding tax. 6 This payment is associated with the Vice Chairman or the Senior Independent Director function,
respectively.
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Our compensation model for employees
other than GEB members

The elements that make up total compensation consist of a base salary and a performance award. The performance
award may comprise a shorter-term immediate cash performance award as well as a longer-term performance award
which is deferred into UBS notional shares and UBS notional bonds. Furthermore, pension contributions and benefits

are paid in line with local practices.
Base salary

The base salary reflects the skills, role and experience of an employee
as well as local market practices. It is fixed and usually paid monthly
or semi-monthly. Between 2011 and 2013 we made only limited sal-
ary increases. We have determined to bring salaries in line with the
market, although this will vary greatly between functions and loca-
tions. With effect from March 2014, base salaries were increased by
a total of CHF 157 million, an increase of 2.5%. This return to
healthy increases, reflective of competitive trends, supports our posi-
tion in the market on salaries. Nonetheless, increases will continue to
be focused on those who were promoted, are considered to be high
contributors, or who delivered a very strong performance or took on
increased responsibilities. This practice is broadly in line with devel-
opments in the industry as a whole. As a firm, we focus on total
compensation. For example, 2014 performance award pools will
consider salary increases granted earlier in the year. We will continue
to review salaries and performance awards in light of market devel-
opments, performance, affordability and our commitment to deliver
sustainable returns to our shareholders.

Pensions, benefits and employee share purchase program

We offer certain benefits such as health insurance and retirement
benefits. These benefits vary depending on the location, but are
competitive within each of the markets in which we operate.
While pension contributions and pension plans vary across loca-
tions and countries in accordance with local requirements and mar-
ket practice, pension plan rules in any one location are generally
the same for all employees in that location, including management.
Our employee share purchase program, the Equity Plus Plan,
allows employees to contribute up to 30% of their base salary
and/or up to 35% of their performance award toward the pur-
chase of UBS shares. All employees below the rank of Managing

Compensation elements

Director are eligible to participate. Employees can purchase UBS
shares at market price and they receive one matching share for
free for every three purchased through the program. Shares pur-
chased under the Equity Plus Plan are generally restricted from
disposal for a maximum of three years from the time of purchase.
The matching shares vest after three years, with vesting being
subject to continued employment with the firm.
-> Refer to “Note 28 Pension and other post-employment benefit

plans” in the “Financial information” section of our Annual Report

2013 for more information on the various major post-employment

benefit plans established in Switzerland and other countries

Performance award

Most of our regular employees are considered for an annual dis-
cretionary performance award. The level of performance award
depends on the firm's overall performance, the performance of
the employee’s business division, and the individual’s perfor-
mance, and is at the complete discretion of the firm.

For 2013, reflecting the improved performance of the firm, the
performance award for employees across the Group was on aver-
age approximately 52% of the base salary (2012: 37%).

Benchmarking

Given the diversity of our businesses, the companies we use as
benchmarks vary with, and are dependent on, the relevant
business divisions and locations, as well as the nature of the
positions involved. For certain businesses or positions, we may
take into account other major international banks, additional
large Swiss private banks, private equity firms, hedge funds and
non-financial firms. Furthermore, we also benchmark employee
compensation internally for comparable roles within and across
business divisions and locations.

Shorter-term
performance award

Base salary Immediate Notional shares
performance award (EOP)
+ in form of cash +
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Deferral of performance awards

To help ensure our employees are focused on the longer-term prof-
itability of the firm, we require that a significant part of their per-
formance award be deferred for up to five years if their total com-
pensation exceeds CHF/USD 300,000, an increase from CHF/USD
250,000 in 2012. This increase, together with the introduction of
graduated deferral rates, aligns our deferral levels closer to the
market. For participants in our deferral schemes at the highest
levels of compensation, the effective deferral rate has been in-
creased, while for others at lower levels of compensation it has
been decreased. The deferral increases at higher marginal rates in
line with the value of the performance award, with the lowest
deferral rate set at 40% of the performance award and the high-
est rate at 75%, compared to the previously flat rate of 60%. In
addition, the portion paid out in immediate cash is capped at
CHF/USD 1 million. Any immediate cash award in excess of the
CHF/USD 1 million cap is deferred as notional shares under the
Equity Ownership Plan (EOP). The effective deferral rate therefore
depends on the value of the performance award and the value of
the total compensation.

Determination of individual performance award

Of the deferred annual performance award, 60% is deferred in
UBS notional shares under the EOP and the remaining 40% is
deferred in notional bonds under the Deferred Contingent Capital
Plan (DCCP). Global Asset Management employees receive 75%
of their deferred performance awards in notional funds under the
EOP and the remaining 25% under the DCCP. The average defer-
ral period of the deferred awards for employees below GEB level
for 2013 was 3.5 years.

-> Refer to the “Our deferred variable compensation plans” section
of this report for more information about the terms of our
deferred variable compensation plans, including the forfeiture
provisions to which they are subject, and the terms applicable to
Global Asset Management employees

- Refer to “Note 29 Equity participation and other compensation
plans” in the “Financial information” section of our Annual
Report 2013 for more information on specific local plans with
deferral provisions that differ from those described here

The illustration below provides an overview of how we deter-
mine an individual performance award and the governance and
oversight processes conducted by senior management and the
HRCC as part of that process.

Regular oversight by the HRCC

Process

Group and divisional
performance

Upon setting the pool, the following are also taken
into account:

— market position as well as industry pay trends and practices
— performance relative to market

Competitive
environment

Final performance
award pools

Final individual allocation at the discretion of the firm based

on individual contribution (absolute and relative), taking

into account UBS's principles and behaviors

Individual allocation to ensure an appropriate pay-for-performance
differentiation

Individual
performance

Individual

performance
award

Group and divisional risk-adjusted performance
drive performance award pool funding via monthly accruals

Most employees will receive a
performance award fully in cash
Employees with a total compensation
exceeding CHF/USD 300,000
receive part of their individual
performance award over time

Governance

Quarterly review by Group CFO
and Group HR Head

HRCC regularly updated on
Group and divisional performance
and full-year performance award
forecast

Group CEO and HRCC receive
advice and data on market trends

Group
Final Group performance award Group CEO approves divisional pools
pool is allocated to divisions RS and proposes to HRCC
Further allocations within HRCC recommends final pool to
the divisions to business areas | B | the BoD

Pay-for-performance review
by Group CEO and HRCC

HRCC approves compensation
framework for both GEB and
below GEB and informs the BoD

Individual GEB member
compensation approved by
the BoD
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Other variable compensation components

To support hiring or retention, particularly at senior levels, we may
offer certain incentives separate from the annual performance
awards. These include the following:

— Replacement payments to compensate employees for deferred
awards forfeited as a result of joining UBS. Such payments are
prevailing industry practice and are often necessary to attract
senior candidates who generally have a significant portion of
their awards deferred at their current employer and where
continued employment is required to avoid forfeiture.

— Retention payments made to key employees to induce them to
stay, particularly during critical periods for the firm.

— On a very limited basis, guarantees may be required to attract
individuals with certain skills and experience. These awards,
which are fixed incentives to which our standard deferral ap-
plies, are paid regardless of future events, but are limited to the
first performance year.

— Sign-on payments that may be offered to employees hired late
in the year to replace performance awards that they would
have earned at their current employer but have forfeited by
joining UBS. In addition, in very limited circumstances, certain
candidates may be offered sign-on payments to increase the
chances of their accepting an offer.

— Severance payments made to employees in redundancy cases
when asked to leave as part of a reduction in the workforce.
These are governed by location-specific severance policies. At
a minimum, we offer severance terms which comply with the
applicable local laws (“legally obligated severance”). In certain
locations, we may provide severance packages that are negoti-
ated with our local social partners that go beyond these mini-
mum legal requirements (“standard severance”). In addition,

Fixed and variable compensation for Key Risk Takers’

we may make severance payments that exceed legally obligat-
ed or standard severance payments (“supplemental sever-
ance”) where we believe that they are aligned with market
practice and appropriate under the circumstances.

Compensation for financial advisors in Wealth Manage-
ment Americas

In line with market practice for US brokerage businesses, the com-
pensation system for financial advisors in Wealth Management
Americas is based on production payout and awards. Production
payout, paid monthly, is primarily based on revenue generated.
Advisors may also qualify for year-end awards, most of which are
deferred for between six and 10 years. The awards are based on
strategic performance measures which may include production,
length of service, net new money brought in, and/or production
related to advisory fees and financial planning. Production payout
rates and awards may be reduced if financial advisors make re-
peated or significant transaction errors and/or demonstrate neg-
ligence or carelessness or otherwise fail to comply with the firm’s
rules, standards, practices and policies and/or applicable law.

Key Risk Takers

Identifying Key Risk Takers is important to ensure we incentivize
only appropriate risk-taking. Key Risk Takers are defined as those
employees who can materially set, commit or control significant
amounts of the firm’s resources and/or exert significant influence
over its risk profile. This includes employees who work in front
office roles, logistics and control functions. We currently have 543
individuals classified as Key Risk Takers. We also include employ-
ees with a performance award exceeding CHF/USD 2 million

Total for the

Total for the year year ended

ended 2013 Not deferred Deferred? 20123

CHF million, except where indicated Amount % Amount % Amount % Amount
Total compensation

. 1041 ,,,,,,,,,, 0w R o G .

Number of beneficiaras caz T T o1

. |xedcompensat|on ..............................................................................................................................................

bt salary ............................................................... Sy Sy S o PR G .

Varlablecompensatlon .................................................. e Sy a S o g e

1 Includes employees with a performance award exceeding CHF/USD 2 million (Highly Paid Employees).
accounting expenses. 3 Year 2012 as reported in our Annual Report 2012.
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(Highly Paid Employees) in this category if they have not already
been identified as Key Risk Takers. All 11 GEB members are Key
Risk Takers, and their compensation is disclosed separately in this
report.

Key Risk Takers identified at the beginning of the performance
year are subject to a performance evaluation by the control func-
tions. Since the performance year 2010, the vesting of their de-
ferred awards has been contingent on meeting Group and/or di-
visional performance conditions. Like all other employees, Key
Risk Takers also are subject to forfeiture or reduction of the de-
ferred portion of their compensation if they commit harmful acts.

The same compensation measures apply to all Group Manag-
ing Directors (GMDs), regardless of whether they are classified as
Key Risk Takers or not. GMDs receive part of their annual perfor-
mance award under the EOP and the DCCP, with the vesting of
their deferred EOP awards contingent on the same performance
conditions to which Key Risk Takers are subject.

Although most Key Risk Takers are subject to higher marginal
deferral rates under the new graduated deferral scheme, all Key
Risk Takers are subject to the mandatory deferral of at least 50%
of their performance award which applies regardless of whether
or not the UBS deferral threshold has been met, in order to com-
ply with regulatory requirements.

We believe that we comply fully with the relevant Swiss Finan-
cial Market Supervisory Authority (FINMA) requirements regarding
risk takers, and we also consult with our other key regulators on
the topic.

UK Code Staff

In accordance with guidance from the UK Prudential Regulation
Authority (PRA) and Financial Conduct Authority (FCA), we have

identified 156 employees, consisting of senior management and
employees whose professional activities could have a material im-
pact on the firm’s risk profile in the UK, as so-called “UK Code
Staff.” Compensation measures that apply to UK Code Staff are
generally similar to those applied to Key Risk Takers. However, due
to specific UK PRA/FCA requirements, 50% of UK Code Staff per-
formance awards that are paid out immediately are delivered in
UBS shares, which are blocked for six months. In addition, any
notional shares granted to UK Code Staff under the EOP for their
performance in 2013 will be subject to an additional six-month
blocking period upon vesting.

Control functions and Group Internal Audit

To monitor risk effectively, our control functions, Risk Control
(including Compliance), Finance and Legal, must be independent.
To support this, their compensation is determined independently
from the revenue producers that they oversee, supervise or sup-
port. Their performance award pool is not based on the perfor-
mance of these businesses, but instead reflects the performance
of the firm as a whole. In addition, we consider other factors such
as how well the function has performed, together with our mar-
ket positioning. Decisions regarding individual compensation for
the senior managers of the control functions are made by the
function heads and approved by the Group CEO. Decisions re-
garding individual compensation within Group Internal Audit
(GIA) are made by the Head of GIA and approved by the Chair-
man. The compensation for the Head of GIA is approved by the
HRCC.

Sign-on payments, replacement payments, severance payments and guarantees

Of which Of which
expenses  expenses to be
recognized recognized in
Total 2013 in2013* 2014 and later Total 20124 Number of beneficiaries
CHF million, except where indicated 2013 20124
Total sign-on payments 18 9 8 17 165 182
G R R g R .
R, KeyR/sk el g S R PR g .
Total replacement payments 67 3 63 9 209 203
B R PR PR RS o g .
ofwh/chKeyR/sk el o S e SRS R
Total guarantees 34 14 21 40 52 68
gL P PR FREEEE R R .
ofWh/chKelesk e e S o o g
Total severance payments? 138 129 9 319 2,291 2,321
b e g R [ g g .
ofwh/chKeyR/sk kel S g R o .

1 Expenses for Key Risk Takers is the full-year amount for individuals in office on 31 December 2013. Key Risk Takers include employees with a performance award exceeding CHF/USD 2 million or more (Highly Paid Employ-

ees). 2 Severance payments include legally obligated and standard severance, as well as supplemental severance payments of CHF 24 million.

ed in Annual Report 2012.

3 Expenses before post vesting transfer restrictions. 4 Year 2012 as report-
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Our deferred variable compensation plans for 2013

To ensure our employees’ and stakeholders’ interests are aligned, we grant part of our performance awards in UBS notional
shares and UBS notional bonds. To help ensure our employees are focused on the medium- and longer-term profitability of
the firm, all variable compensation plans require a significant part of an employee’s performance award above a total
compensation threshold to be deferred for up to five years and include forfeiture provisions. Compensation is closely linked
to longer-term sustainable performance. All our variable compensation plans feature performance conditions.

Equity Ownership Plan (EOP)

The EOP is a mandatory deferral plan for all employees with total
compensation greater than CHF/USD 300,000. These employees
receive at least 60% of their deferred performance award under
the EOP in notional shares and are eligible to receive reinvested
dividend equivalents. EOP awards granted to Global Asset Man-
agement employees have a different vesting schedule and defer-
ral mix, as shown in the table below, and are granted as cash-
settled notional funds. For 2013, approximately 5,300 employees
received EOP awards. EOP awards are granted annually.

Overview of our deferred compensation plans

The plan includes provisions that enable the firm to trigger for-
feiture of some, or all, of the unvested deferred portion if an em-
ployee commits certain harmful acts or in most cases of termi-
nated employment.

The vesting of an EOP award granted to GEB members,
GMDs and Key Risk Takers (including Highly Paid Employees)
depends on both Group and divisional performance. Group per-
formance is measured by the average adjusted Group return on
tangible equity (ROTE). Divisional performance is measured by
the average adjusted divisional return on attributed equity
(ROAE). For Corporate Center employees, it is measured by the

Equity Ownership Plan

Beneficiaries
compensation greater than CHF/USD 300,000

Deferral mix GEB members: at least 62.5%

Global Asset Management employees: at least 75%

All other employees: at least 60%

Vesting schedule

GEB members, Key Risk Takers and all employees with total

GEB members: vests in three installments in years 3, 4 and 5

Deferred Contingent Capital Plan

GEB members, Key Risk Takers and all
employees with total compensation greater
than CHF/USD 300,000

GEB members: 37.5%
Global Asset Management employees: 25%
All other employees: 40%

Vests in full in year 5

Global Asset Management employees: vests in three installments in years 2, 3 and 5
All other employees: vests in equal installments in year 2 and 3

Share price [ )
e g’“ Forfeiture clauses )
9GS
£ § £ Harmful acts )
=2
8 ‘E 2 Performance conditions GEB members, GMDs and Key Risk Takers (including Highly Paid Employees):

Number of UBS shares delivered at vesting depends on the achievement of both Group

and respective divisional performance conditions’
Profitability as funding driver [ J

Instrument

1 Includes Global Asset Management employees who are GMDs, Key Risk Takers (including Highly Paid Employees).
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UBS notional shares? (eligible for dividend equivalents)

[ ]

[ J
Depends on whether a trigger event or viability
event has occurred and, for GEB members, also on
profitability

[ J

Notional bonds and interest

2 Notional funds for Global Asset Management employees.



average of the RoAE for all business divisions excluding the Cor-
porate Center (“Continuing Businesses ROAE"). By linking the
vesting of EOP awards with a return on equity over a two- to
five-year time horizon, we focus our employees on developing
and managing the business in a way that delivers sustainable
returns. We believe that Group RoTE provides a more consistent
basis to measure performance than the Group’s return on share-
holders’ equity (RoE), which also includes goodwill and intangi-
bles.

The Group’s published RoE targets can be converted into RoTE
targets by deducting the current balance of goodwill and intan-
gibles from the Group’s total equity base, resulting in an adjusted
RoTE approximately 1 to 2 percentage points higher than our ad-
justed RoE of 8.3%. Our 2015 RoE target of 15% or greater is the
equivalent of RoTE of 17% or greater, calculated based on our
estimated tangible equity. However, given elevated operational
risk RWA, we may not achieve this target until 2016. The thresh-
old for the Group RoTE has been increased for the 2014 perfor-
mance year to 8% from 6%, and takes into consideration the
continued financial effects of restructuring.

Return on tangible equity — comparison with EOP
performance thresholds
In %

2013 2014 2015 2016

W RoTE excluding net restructuring, amortization/impairment, own credit and other adjustments
as per financial disclosures on adjusted Group results

I EOP RoTE performance threshold applicable for March 2014 grants

M UBS RoE targets — estimated RoTE equivalent
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If the average adjusted Group RoTE achieved is equal to or above
the 8% threshold, the EOP award will vest in full, subject to the
relevant business divisional threshold also being met. If the Group
ROTE is 0% or negative, the installment will be fully forfeited for the
entire firm regardless of any division’s particular performance. If the
average adjusted Group RoTE falls between 0% and 8%, the award
will vest on a linear basis between 0% and 100%, again subject to
the relevant business divisional threshold being met.

The purpose of the business divisional threshold is to reduce the
amount of the EOP award that vests for any business division that
does not meet its performance target. Therefore, if the business

divisional return on attributable equity (ROAE) threshold (see table
below) is met, no adjustment is made to the EOP award. If, how-
ever, the RoAE falls below the threshold but is above 0% for any
business division, the award will be partially forfeited. The extent of
the forfeiture depends on how much the actual RoAE falls below
the threshold for that business division, and can be up to 40%. If
the actual ROAE for a business division is 0% or negative, the in-
stallment will be fully forfeited for that business division. The HRCC
assesses the achievement of the performance conditions.

The example below shows how we determine the percent-
age vesting.

Performance conditions for EOP awards granted in February 2014

Installment vesting after Applicable performance period

GEB

2014,2015 and 2016

2016, 2017 and 2018

GMDs and Key Risk Takers (including Highly Paid Employees)

2014 and 2015

2014, 2015 and 2016

Group RoTE threshold

Group RoTE threshold >8%
Business divisional RoAE thresholds (or, for Corporate Center employees, Continuing Businesses ROAE threshold)

Wealth Management >50%
Wealth Management Americas >22.5%
Retail & Corporate >17.5%
Global Asset Management >25%
Investment Bank >15%
Corporate Center >20%

EOP performance conditions for GEB members, GMDs and Key Risk Takers (including Highly Paid Employees)

Group performance s Divisional performance

% vesting
based on
Group RoTE

100% vesting at a
Group RoTE of = 8%

LT 0% forfeiture if ROAE is
based on at or above threshold
business
divisional
ROAE/
Continuing

Partial forfeiture of up to

40% determined on

a linear basis if ROAE between
threshold and 0%

Businesses
ROAE

Partial forfeiture determined on
a linear basis if Group RoTE
between 0% and 8%

Illustrative example (assuming constant share price)

Assume an EOP award of CHF 100,000 granted to an Investment Bank employee due
to vest in 2017, and an actual average adjusted Group RoTE and Investment Bank RoAE
(averaged over the performance years 2014 to 2016) of 4% and 7.5%, respectively.

To determine the percentage of shares that vest

— the award is reduced by 50% due to Group
performance (as a 4% Group RoTE is 50% of the
Group RoTE threshold) and

— the award is reduced by a further 20% due to the
Investment Bank’s divisional performance (the 7.5%
ROAE represents half of the 15% Investment Bank
ROAE threshold).

-50%
of 100K

100
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50
40
100% forfeiture at a 100% forfeiture if
Group RoTE of < 0% ROAE < 0%
Installment about ~ Adjustment Vesting based Adjustment Amount vesting
to vest due to Group on Group due to business
performance performance divisional
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Deferred Contingent Capital Plan (DCCP)

The DCCP is a mandatory deferral plan for all employees with
total compensation greater than CHF/USD 300,000. Such em-
ployees receive 40% of their deferred performance award under
the DCCP, with the exception of Global Asset Management em-
ployees, who receive 25% of their deferred performance awards
under the plan. For 2013, approximately 5,300 employees re-
ceived DCCP awards. DCCP awards are granted annually.

Employees are awarded notional bonds with annual interest
payments. UBS will only pay interest for the performance years in
which the firm generates an adjusted Group profit before tax. For
years in which UBS does not achieve an adjusted Group profit
before tax, no notional interest will be paid. The notional interest
rate is 5.125% for awards denominated in US dollars and 3.500%
for awards denominated in Swiss francs. These interest rates are
based on the most recent issuance of our low-trigger loss-absorb-
ing capital (February 2014 denominated in euros with a coupon
of 4.75%) adjusted for differences in currency and tenor.

Awards vest in full after five years subject to there being no
trigger event. Awards granted under the DCCP forfeit if our
phase-in common equity tier 1 (CET1) capital ratio falls below
10% for GEB members and 7% for all other employees. This

writedown threshold is higher than the 5% for public holders of
our low-trigger loss-absorbing capital notes. In addition, awards
are also forfeited if a viability event occurs, that is, if INMA pro-
vides a written notice to UBS that the DCCP must be written
down to prevent the insolvency, bankruptcy or failure of UBS, or
if UBS receives a commitment of extraordinary support from the
public sector that is necessary to prevent such an event. For GEB
members, an additional performance condition applies. If UBS
does not achieve an adjusted profit before tax for any year during
the vesting period, GEB members forfeit 20% of their award for
each loss-making year.

The plan includes provisions that enable the firm to trigger for-
feiture of some, or all, of the unvested deferred portion if an em-
ployee commits certain harmful acts or in most cases of termi-
nated employment.

- Refer to “Performance awards granted for the 2013 performance
year,” “Performance award expenses in the 2013 performance
year” and “Total personnel expenses for 2013” in the “Supple-
mental information” section of this report for more information

- Refer to “Vesting of outstanding awards granted in prior years
impacted by performance conditions” and “Discontinued plans”
section of this report for more information on past awards
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Our Total Reward Principles and
compensation governance

The Human Resources and Compensation Committee (HRCC) takes into account the philosophy and objectives embodied
in our Total Reward Principles. These influence how we structure compensation and provide funding for our perfor-
mance award pool. They reflect our focus on pay for performance, sustainable profitability, sound governance and risk
awareness, and support the firm’s strategy by promoting and rewarding behavior that enhances the firm’s position and
reputation. Compensation should help foster a sense of engagement among employees and serve to align their
long-term interests with those of clients and shareholders. Our Total Reward Principles were reviewed most recently by

the HRCC on 30 August 2013.

We must clearly link pay with performance. To maintain this link,
the key performance indicators we use to measure our progress in
executing our strategy are taken into account when determining
the size of each divisional performance award pool and are used
as a basis for setting the performance conditions of our compen-
sation plans. A balanced mix of fixed and variable compensation
ensures appropriate risk-taking and behavior that produces sus-
tainable business results.

Overview of HRCC's governance

Ensuring we have strong governance and oversight of our com-
pensation process is the responsibility of the HRCC. The HRCC is
a committee of the Board of Directors (BoD) and consists of four
independent BoD members. On 31 December 2013, the HRCC
members were Ann F. Godbehere, who chairs the committee,
Michel Demaré, Rainer-Marc Frey and Helmut Panke.

Total Reward Principles

The four Total Reward Principles establish a framework for managing performance and integrating risk control.
They also specify how we structure compensation and provide necessary funding for our performance award
pool. These principles apply to all employees, but may vary in certain locations due to local laws and regulations.

Foster effective
individual performance
management

and communication

Attract and engage
a diverse, talented
workforce

Total
Reward
Principles

Support
appropriate
and controlled
risk-taking

. Allocation of per-
Funqlng_b_ased ol formance award based
profitability on performance
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Align reward
with sustainable
performance

At least 50% of performance
award deferred and at risk of
forfeiture for senior employees

Among its other responsibilities, the HRCC, on behalf of the BoD
reviews our Total Reward Principles

reviews and approves annually the design of the total compen-
sation framework, including compensation programs and plans
reviews performance award funding throughout the year and pro-
poses the final performance award pool to the BoD for approval
together with the Group CEO, proposes base salaries and an-
nual performance awards for other GEB members to the BoD,
which approves the total compensation of the GEB

together with the Chairman of the BoD, proposes the compen-
sation for the Group CEO

approves the total compensation for the Chairman of the BoD
together with the Chairman, proposes the total individual
compensation for independent BoD members for approval by
the BoD



The Group CEO and the Chairman of the BoD may not attend
any parts of committee meetings when specific decisions are
made about their own individual compensation. These decisions
are at the discretion of the HRCC and the BoD. Base fees and
committee retainers received by independent BoD members are
subject to an annual review. A proposal is submitted by the Chair-
man of the BoD to the HRCC, which then submits a recommenda-
tion to the BoD. The BoD has the ultimate responsibility for ap-
proving the compensation strategy proposed by the HRCC.

The HRCC held seven meetings and five calls in 2013 with an
average attendance of 94%. The HRCC reappointed Hostettler,
Kramarsch & Partner to provide impartial external advice on com-
pensation-related matters. The company has no other mandates
with UBS. Compensation consulting firm Towers Watson, ap-
pointed by Group Human Resources, continued to provide the
HRCC with data on market trends and benchmarks, including in
relation to GEB and BoD compensation. Various subsidiaries of
Towers Watson provide similar data to Group Human Resources in
relation to compensation at lower levels of the organization. Tow-
ers Watson has no other compensation-related mandates with
UBS.

Compensation authorities

The Risk Committee’s role in compensation

We are engaged in a risk management business and our success
depends on prudent risk-taking. We will not tolerate inappropriate
behavior that can harm the firm, its reputation or the interests of
our many stakeholders. The Risk Committee, another BoD com-
mittee, works closely with the HRCC to ensure our approach to
compensation reflects risk management and control. The Risk
Committee supervises and sets appropriate risk management and
control principles and receives regular briefings on how risk is fac-
tored into the compensation process. It also monitors Risk Con-
trol's involvement in compensation and reviews risk-related aspects
of the compensation process.
- Refer to our corporate governance website at
www.ubs.com/corporate-governance for more information

The BoD has the ultimate responsibility for approving the compensation strategy proposed by the HRCC, a BoD committee that
determines the appropriate level of resources for compensation matters.

Compensation recommendations

Recipients developed by

Group CEO

Other GEB members

Key Risk Takers Responsible GEB member together with
functional management team
Variable compensation
Recipients recommendations developed by
Employees Responsible GEB member together with

functional management team

Approved by

Chairman of the BoD Chairperson of the HRCC HRCC
Independent BoD members Chairman of the BoD and HRCC Chairman of the BoD
(remuneration system and fees)

Chairman of the BoD and HRCC BoD

HRCC and Group CEO BoD

Divisional pools: HRCC
Overall pool: BoD

Approved by

Divisional pools: HRCC
Overall pool: BoD

Communicated by
HRCC

Chairman of the BoD

Group CEO

Line manager

Communicated by
Line manager
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Supplemental information

This section provides an overview and further context regarding our compensation strategy and framework. It also
provides further information required to comply with statutory disclosure requirements.

Performance awards granted for the 2013 performance year

The “Total variable compensation” table shows the amount of
variable compensation awarded to employees for the perfor-
mance year 2013, together with the number of beneficiaries for
each type of award granted. We define variable compensation as
the discretionary, performance-based award pool for the given
year. In the case of deferred awards, the final amount paid to an
employee is dependent on performance conditions to which parts
of these awards are subject and consideration of relevant forfei-
ture provisions. The deferred share award amount is based on the
fair value of these awards on the date of grant.

The "Deferred compensation” table on the following page
shows the current intrinsic value of unvested outstanding de-
ferred variable compensation awards subject to ex-post adjust-
ments. For share-based plans, the intrinsic value is determined
based on the closing share price on 30 December 2013. For no-
tional funds, it is determined using the latest available market
price for the underlying funds at year-end 2013, and for deferred

Total variable compensation’

cash plans, it is determined based on the outstanding amount of
cash owed to award recipients. All awards made under our de-
ferred variable compensation plans listed in the “Deferred com-
pensation” table are subject to ex-post adjustments, whether
implicitly, through exposure to share price movements, or explic-
itly, for example, through forfeitures instigated by the firm. Ac-
cordingly, their value can change over time. The amounts shown
in the column “Relating to awards for prior years” already take
into account ex-post implicit adjustments that have occurred as a
result of share price movements between the respective dates on
which these awards were granted and 30 December 2013.
- Refer to “Note 29 Equity participation and other compensation
plans” in the “Financial information” section of our Annual
Report 2013 for more information

Performance award expenses in the 2013 performance year

The performance award expenses include all immediate expens-
es related to 2013 compensation awards and expenses deferred

Expenses deferred to

Expenses future periods Adjustments? Total Number of beneficiaries
CHF million, except where indicated 2013 2012 2013 2012 2013 2012 2013 2012 2013 2012
Cash performance awards 1,942 1,411 1] 0 (24) 0 1,918 1,411 46,593 46,709
Deferred Contingent Capital Plan - 152 VR 48 361 o 0 500 506 5286 6317
Deferredcashplans3 .................................... S S PR P g o T s
UBS share plans 19 135 50 383 o u 751 540 4931 5866
Equity Ownership Plan — notional funds 19 8 37 0 o o 56 8 370 506
Total performance award pool 2,305 1,724 912 774 17 24 3,234 2,522 46,620 46,732
Expenses deferred to
Expenses future periods Adjustments Total
CHF million, except where indicated 2013 2012 2013 2012 2013 2012 2013 2012
Total variable compensation — other* 152 424 340 494 (101)3 (137)° 391 781
Expenses deferred to
Expenses future periods Adjustments Total Number of beneficiaries
CHF million, except where indicated 2013 2012 2013 2012 2013 2012 2013 2012 2013 2012
Total WMA financial advisor compensation® 2,334 2,087 592 706 0 0 2,926 2,793 7,137 7,059

1 The total “performance award" paid to employees for the performance years 2013 (CHF 3,234 million) and 2012 (CHF 2,522 million). Expenses under “Total variable compensation — other” and “Total WMA financial
advisor compensation” are not part of UBS's performance award pool. 2 Adjustments relating to post-vesting transfer restrictions and other adjustments 3 Deferred cash plans include specific regional deferred cash
plan which is not part of the Group’s compensation delivery framework. 4 Replacement payments and retention plan payments including the 2012 Special Plan Award Program. 5 Included in expenses deferred to
future periods is an amount of CHF 101 million (prior year CHF 137 million) relating to future interest on the DCCP. As the amount recognized as performance award represents the present value of the award at the date
granted to the employee, this interest amount is adjusted out in the analysis. 6 Financial advisor compensation consists of grid-based compensation based directly on compensable revenues generated by financial ad-
visors and supplemental compensation calculated based on financial advisor productivity, firm tenure and other variables. It also includes costs related to compensation commitments with financial advisors entered into
at the time of recruitment, which are subject to vesting requirements.
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to 2013 related to awards made in prior years. The chart shows
the amount at the end of 2013 of unrecognized awards to be
amortized in subsequent years. This was CHF 1.6 billion for
2013, compared with CHF 1.7 billion at the end of 2012.

The table below shows the value of actual ex-post explicit
and implicit adjustments to outstanding deferred compensation
in the financial year 2013. Ex-post adjustments occur after an
award has been granted. Ex-post explicit adjustments occur
when we adjust compensation by forfeiting deferred awards.
Ex-post implicit adjustments are unrelated to any action taken
by the firm and occur as a result of share price movements that
impact the value of an award. The total value of ex-post ex-
plicit adjustments made to UBS shares in 2013, based on the
approximately 14 million shares forfeited during 2013, is a re-
duction of CHF 234 million. This includes partial forfeiture of
the vesting installment of Performance Equity Plan 2010 of
48% due to performance conditions not fully achieved. The to-
tal value of ex-post explicit adjustments made to UBS options
and share-settled stock appreciation rights (SARs) in 2013,
based on the approximately 0.1 million options/SARs forfeited
during 2013, is a reduction in value of CHF 1 million. The size of
implicit adjustments is mainly due to an increase in the share
price. However, the share price as of year-end means that many
of the options previously granted remain out of the money.
Hence, the majority of outstanding option awards had no in-
trinsic value as of the end of 2013.

Amortization of deferred compensation

CHF billion
(6%)
(13%)
A4 l
0.7
0.8
0.2

31.12.12 Amortized Forfeited Annual 31.12.13 Expected
Unrecognized awards Unrecognized  amortization
awards to be granted awards tobe  of prior year
amortized including amortized awards in 2014
including awards awards tobe  including awards
granted in granted in to be granted in
1Q13 for the 1Q14 forthe  1Q14 for the
performance performance  performance
year 2012 year 2013 year 2013"2

1 Related to performance awards and including special plan awards.
2 Estimate. The actual amount to be expensed in future periods may vary, for example due to forfeitures.

Deferred compensation'?

Relating to awards  Relating to awards for of which exposed to  Total deferred compen-

CHF million, except where indicated for 2013 prior years? Total  ex-post adjustments sation at year-end 2012
Deferred Contingent Capital Plan 500 465 965 100% 506
EqU|ty0wnersh|pPIan751 ................... o Yaes o S
EqmtyOwnershlp Dl Cp JPEREE sy oo 582.
Diccontined deforrod compensatlon plans“ ...................................... R e B R oo o
Total 1,307 4,292 5,599 5433

1 This is based on specific plan vesting and reflects the economic value of the outstanding awards, which may differ from the accounting expenses. 2 Refer to “Note 29 Equity participation and other compensation
plans in the “Financial information” section of our Annual Report 2013 for more information. 3 This takes into account the ex-post implicit adjustments, given the share price movements since grant. 4 Cash Balance
Plan (CBP), Senior Executive Equity Ownership Plan (SEEOP), Performance Equity Plan (PEP), Incentive Performance Plan (IPP) and Deferred Cash Plan (DCP).

Ex-post explicit and implicit adjustments to deferred compensation in 2013

Ex-post implicit adjustments

Ex-post explicit adjustments* to unvested awards®

CHF million 2013 2012 2013 2012
31.12.13 31.12.12 31.12.13 31.12.12

UBS notional bonds (DCCP) (27)

b s (EOPIPPPEPSEEOP)Z ,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,, (234) ,,,,,,,,,,,, (2“) S (178)

UBSoptlons (KESOP)andSARs (KESAP)Z .......................................................................... (1) ................ (16) .........................................

B rorion funds (EOP)3 ....................................................................................... (20) .................. ( 8) ................. G o

1 Compensation (performance awards and other variable compensation) relating to awards for previous performance years. 2 IPP, PEP, SEEOP, Key Employee Stock Appreciation Rights Plan (KESAP) and Key Employee
Stock Option Plan (KESOP) are discontinued deferred compensation plans. 3 Awards granted under this plan are cash-settled and 100% susceptible to ex-post implicit adjustments. 4 Ex-post explicit adjustments are
calculated as units forfeited during the year, valued at the share price on 30 December 2013 (CHF 16.92) and on 28 December 2012 (CHF 14.27) for UBS shares and valued with the fair value at grant for UBS options.
For the notional funds awarded to Global Asset Management employees under the EOP, this represents the forfeiture credits recognized in 2013 and 2012. For DCCP the fair value at grant of the forfeited awards during
the year is reflected. 5 Ex-post implicit adjustments for UBS shares are calculated based on the difference between the weighted average grant date fair value and the share price at year-end. The amount for notional
funds is calculated using the mark-to-market change during 2013 and 2012.
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Personnel expenses

Expenses

Relating to Relating to awards

CHF million

awards for 2013

for prior years Total 2013

Salaries

6,268

Cash performance awards

of which: guarantees for new hires

Variable compensation — other’

retention plan and other payments 32 210 242 128 46
Contractors 190 0 190 214 217
Social security 732 60 792 768 743
Pension and other post-employment benefit plans* 887 0 887 18 831
Wealth Management Americas: Financial advisor compensation™*® 2,334 806 3,140 2,873 2,518
Other personnel expenses 609 22 631 682 758
Total personnel expenses® 13,477 1,705 15,182 14,737 15,634

1 Refer to “Note 29 Equity participation and other compensation plans” in the “Financial information” section of our Annual Report 2013 for more information. 2 Replacement payments are payments made to
compensate employees for deferred awards forfeited as a result of joining UBS. This table includes the expenses recognized in the financial year (mainly the amortization of the award). 3 Includes legally obligated
and standard severance payments. 4 2012 included a credit of CHF 730 million related changes to our Swiss pension plan and a credit of CHF 116 million related changes to retiree benefit plans in the US. Refer
to "Note 28 Pension and other post-employment benefit plans” of the “Financial information” section of our Annual Report 2013 for more information. 5 Financial advisor compensation consists of grid-based
compensation based directly on compensable revenues generated by financial advisors and supplemental compensation calculated based on financial advisor productivity, firm tenure, assets and other variables. It
also includes costs related to compensation commitments with financial advisors entered into at the time of recruitment, which are subject to vesting requirements. 6 Includes restructuring charges of CHF 156 mil-
lion for the year ended 31 December 2013 and CHF 358 million for the year ended 31 December 2012. Refer to “Note 32 Changes in organization” in the “Financial information” section of our Annual Report 2013

for more information.

Total personnel expenses for 2013

The table “Personnel expenses” shows our total personnel ex-
penses in 2013 for our 60,205 employees. It includes salaries,
pension contributions and other personnel costs, social security
contributions and variable compensation. Variable compensation
includes discretionary cash performance awards paid in 2014 for
the 2013 performance year, the amortization of unvested de-
ferred awards granted in previous years and the cost of deferred
awards granted to employees who are eligible for retirement in
the context of the compensation framework at the date of grant.

The performance award pool reflects the value of discretionary
performance awards granted relating to the 2013 performance
year, including awards that are paid out immediately and those
that are deferred. To determine our variable compensation ex-
penses, the following adjustments are required in order to recon-
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cile the performance award pool to the accounting expenses rec-

ognized in the Group’s financial statements prepared under IFRS:

— reduction for the unrecognized future amortization (including
accounting adjustments) of unvested deferred awards granted
in 2014 for the performance year 2013

— addition for the 2013 amortization of unvested deferred
awards granted in prior years

As a large part of compensation consists of deferred awards,
the amortization of unvested deferred awards granted in prior
years forms a significant part of the IFRS accounting expenses in
both 2012 and 2013.

- Refer to “Note 29 Equity participation and other compensation

plans” in the “Financial information” section of our Annual
Report 2013 for more information



Vesting of outstanding awards granted in prior years impacted by performance conditions

The tables below show the extent to which the performance conditions of awards granted in prior years have been met and the per-

centage of the award which vested on 1 March 2014.

Vesting of awards with performance conditions

Performance Equity Plan 2011

Performance conditions Performance achieved % of installment vesting
Cumulative economic profit and relative shareholder return  For the period from 2011 to the end of 2013 the HRCC 40%

for the period 2011—2013. The percentage applied to determined that the EP multiplier is 50% and the TSR

determine the number of UBS shares to be delivered multiplier is 80%, which results in a multiplier of 40%

at vesting is calculated by multiplying the economic profit
multiplier (“EP multiplier”) with the total shareholder
return multiplier (“TSR multiplier”), rounded to a full
percentage

Cash Balance Plan 2012

Performance conditions Performance achieved % of installment vesting
The award is adjusted based on Group RoE. The last installment was adjusted upward by 1.3% based 101.3%
If Group RoE is below 0%, the actual Group RoE deter- on the compound actual Group RoE over 2012 and 2013

mines the extent of the downward adjustment.

If Group RoE is between 0% and 6%, no adjustment
will be made. If Group RoE exceeds 6%, the award is
adjusted upwards in line with the actual Group RoE,
up to a maximum of 20%

Equity Ownership Plan 2010/2011 and 2011/2012 and Senior Executive Equity Ownership Plan 2010/2011 and 2011/2012

Performance conditions Performance achieved % of installment vesting
Adjusted operating profit before tax for the business As the Group and the business divisions reported an 100%

division or, for Corporate Center, adjusted Group operating  operating profit for 2013, the profitability performance

profit before tax condition has been met and the third installment of the

EOP awards and SEEOP 2010/2011 awards and second
installment of EOP and SEEOP 2011/2012 awards will vest
in full
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Discontinued deferred compensation plans

The table lists discontinued compensation plans. UBS has not granted any options since 2009. The strike price for stock options award-
ed under prior compensation plans has not been reset.
- Refer to “Note 29 Equity participation and other compensation plans” in the “Financial information” section of our Annual Report 2013 for
more information

Years
granted

Cash Balance Performance Senior Execu- Special Plan Deferred Cash  Incentive Key Employee  Senior Exe-
Plan (CBP) Equity Plan tive Equity Award Plan (DCP) Performance Stock Appreci-  cutive Stock
(PEP) Ownership Program Plan (IPP) ation Rights Appreciation

Plan (SEEOP) (SPAP) Plan (KESAP) Rights Plan

and Key (SESAP) and

Employee Senior Exe-

Stock Option cutive Stock

Plan (KESOP) Option Plan

(SESOP)
2010-2012 2010-2012 2010-2012 2012 only 2011 only 2010 only 2002-2009 2002-2009

Eligible
employees

GEB members

GEB members

GEB members

Selected Manag-

Investment Bank

GEB members

Selected employ-

GEB members

Perfor-
mance
conditions

Restric-
tions/
other
conditions

and GMDs ing Directors and  employees whose ~ and other senior  ees (approximate-  and Group
GMDs in the total compen- employees ly 17,000 em- Managing Board
Investment Bank  sation exceeded (approximately ployees between
CHF 1 million 900 employees) 2002 and 2009)
Cash Performance Shares Shares Cash Performance Share-settled Share-settled
shares shares stock apprecia- stock apprecia-
tion rights (SAR) tion rights (SAR)
or stock options  or stock options
with a strike price  with a strike price
not less than the  not less than the
fair market value  fair market value
of a UBS share on  of a UBS share on
the date of grant  the date of grant
CBP 2011: The number of Dependent on Dependent on None Dependent on None None
dependent on the  UBS shares whether the busi-  the level of share price at
return on equity  delivered can be  ness division reduction in the end of the
between zero and  makes a loss (the  risk-weighted five-year period
CBP 2010: two times the amount forfeited  assets achieved
dependent on number of perfor-  depends on the and the average
UBS being mance shares extent of the loss  published return
profitable granted, depend-  and generally on risk-weighted
ing on whether ranges from 10%  assets in the
performance tar-  to 50% of the Investment Bank
gets relating to award portion in 2012, 2013
eco-nomic profit ~ due to vest) and 2014
(EP) and relative
total shareholder
return (TSR) have
been achieved
Subject to Subject to Subject to Subject to Subject to Subject to Subject to Subject to
continued continued continued continued continued continued continued continued
employmentand ~ employmentand  employment employmentand  employmentand ~ employmentand  employment, employment,
harmful act harmful act and harmful act ~ harmful act harmful act harmful act non-solicitation non-solicitation
provisions provisions provisions provisions provisions provisions of clients and of clients and

employees and
non-disclosure of
proprietary
information

employees and
non-disclosure
of proprietary
information

Vesting
period
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Vests in equal
installments over
a two-year period

Vests in full three
years after grant

Vests in equal
installments over
a five-year period

Vests in full three
years after grant

Vests in one-third
installments

over a three-year
period

Vests in full at the
end of five years.
Number of shares
that vest can be
between one and
three times the
number of perfor-
mance shares
initially granted

Vests in full three
years after grant.
SAR and options
expire 10 years
from the date of
grant

Vests in full three
years after grant.
SAR and options
expire 10 years
from the date of
grant
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Total of all vested and unvested shares of GEB members' 2
of which
Total vested of which vesting
2014 2015 2016 2017 2018
Shares on 31 December 2013 8,708,791 1,619,974 1,652,867 2,373,539 1,263,412 1,052,595 746,404
2013 2014 2015 2016 2017
Shares on 31 December 2012 8,192,173 1,531,295 1,811,280 1,652,867 2,373,539 517,001 306,191

1 Includes related parties. 2 Includes shares granted under variable compensation plans with forfeiture provisions. The actual number of shares vesting in the future will be calculated under the terms of the plans. Refer
to the "Deferred variable compensation plans” section in this report for more information on the plans.

Number of shares of BoD members on 31 December 2013/2012"
Name, function on 31 December Number of shares held Voting rights in %
Axel A. Weber, Chairman? 2013 233,333 0.011
Sota 5 00000 .................... o0
Michel Demaré, Vice Chairman 2013 150,412 0.007
otz 116179 .................... 6006
David Sidwell, Senior Independent Director 2013 151,184 0.007
otz 149199 .................... 0007
Reto Francioni, member? 2013 0 0.000
otz EERRIEEEEE 0,000
Rainer-Marc Frey, member 2013 209,044 0.010
Sota 162677 .................... 0008
Ann F. Godbehere, member 2013 113,562 0.006
Sota 81,286 .................... 0008
Axel P. Lehmann, member 2013 185,970 0.009
Sota 139603 .................... 0007
Wolfgang Mayrhuber, former member? 2013 - 0.000
Sota 38957 .................... 0002
Helmut Panke, member 2013 162,244 0.008
s 137792 .................... 0007
William G. Parrett, member 2013 99,914 0.005
Sora 91078 .................... o0t
Isabelle Romy, member? 2013 24,452 0.001
otz o 0,000
Beatrice Weder di Mauro, member? 2013 22,496 0.001
otz o 0000
Joseph Yam, member 2013 48,679 0.002
oty 26183 .................... o1
Total 2013 1,401,290 0.068
Sota ”42 g 0055

1This table includes blocked and unblocked shares held by BoD members, including related parties. No options were granted in 2013 and 2012. 2 Reto Francioni was appointed at the AGM on 2 May 2013. Axel A. We-
ber, Isabelle Romy and Beatrice Weder di Mauro were appointed at the AGM on 3 May 2012. 3 Wolfgang Mayrhuber did not stand for re-election at the AGM on 2 May 2013.

Total of all blocked and unblocked shares of BoD members'
of which
Total unblocked of which blocked until
2014 2015 2016 2017
Shares on 31 December 2013 1,401,290 201,098 204,792 216,451 324,012 454,937
2013 2014 2015 2016
Shares on 31 December 2012 1,142,954 56,624 302,118 204,792 231,501 347,919

1 Includes related parties.
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Vested and unvested options of GEB members on 31 December 2013/2012"
on Total on Total
31 De- number of Number of Year of Vesting Expiry Strike 31 De- number of Number of Year of Vesting Expiry Strike
cember options?  options®  grant date date price cember options?  options®  grant date date price
Sergio P. Ermotti, Group Chief Executive Officer Robert J. McCann, CEO Wealth Management Americas
2003 O and CEO UBS Group Americas
2012 0 2013 0
2012 0
Markus U. Diethelm, Group General Counsel
2013 0 Tom Naratil, Group Chief Financial Officer

2013 867,087 145,962

John A. Fraser, Chairman and CEO Global Asset Management
2013 756,647 170,512 2004 01.03.2007 27.02.2014

01.03.2008 28.02.2015

100,000

2013 0
2012 o Andrea Orcel, CEO Investment Bank
2013 0
Ulrich Kérner, Group Chief Operating Officer and CEO UBS Group EMEA 2012 o
2013 0
2012 o Chi-Won Yoon, CEO UBS Group Asia Pacific
2013 538,035 6,200 2004

Philip J. Lofts, Group Chief Risk Officer
2013 500,741 35,524

28.02.2013

01.03.2011 28.02.2018  CHF 35.66 01.03.2006 Usb 19.53

1 This table includes all options of GEB members, including related parties. 2 No conversion rights are outstanding. 3 Refer to “Note 29 Equity participation and other compensation plans” in the “Financial information”
section of our Annual Report 2013 for more information.
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Vested and unvested options of GEB members on 31 December 2013/2012" (continued)

on Total on Total

31 De- number of Number of Year of Vesting Expiry Strike 31 De- number of Number of Year of Vesting Expiry Strike
cember options?  options®  grant date date price cember options?  options®  grant date date price
Chi-Won Yoon, CEO UBS Group Asia Pacific (continued) Jiirg Zeltner, CEO UBS Wealth Management (continued)

6,200 2004 01.03.2005 27.02.2014  CHF 44.32 230 2006 08.09.2008 08.09.2016  CHF 65.76

350,000 2009 01.03.2012 27.02.2019  CHF 1135 149 2005 09.09.2007 09.09.2015  CHF 50.47
S 1272005 05.12.2007 05.12.2015 CHF59.03
Jirg Zeltner, CEO UBS Wealth Management 7006 2006 01.03.2007 28.02.2016 CHF 6597
2013 203,093 4,972 2004 01.03.2007 27.022014 CHF4432 7,003 2006 01.03.2008 28.02.2016 CHF65.97
S 706 2005 01.03.2006 28.02.2015 CHF4758 7,003 2006 01.03.2009 28.02.2016 CHF6597
S 7003 2005 01.03.2007 28022015 CHF4758 110 2006 03.03.2008 03.03.2016 CHF 6591
S 7003 2005 01.03.2008 28022015 CHF4758 242 2006 09.06.2008 09.06.2016 CHF 61.84
R 93 2005 04.03.2007 04.03.2015 CHF4789 230 2006 08.09.2008 08.09.2016 CHF 65.76
S 161 2005 06.062007 06.062015 CHF4597 221 2006 08.12.2008 08.12.2016 CHF67.63
S 149 2005 09.09.2007 09.09.2015 CHFS047 7105 2007 01.03.2008 28.022017 CHF67.00
S 127 2005 05122007 05122015 CHF59.03 7105 2007 01.03.2009 28.02.2017 CHF67.00
S 7106 2006 01.03.2007 28022016 CHF6597 7103 2007 01.03.2010 28.022017 CHF67.00
S 7103 2006 01.03.2008 28022016 CHF6597 223 2007 02032009 02.03.2017 CHF67.08
Coy 7103 2006 01.03.2009 28022016 CHF6597 42628 2008 01.03.2011 28.02.2018 CHF 3566
S 110 2006 03.03.2008 03.032016 CHFés91 90,000 2009 01.03.2012 27.02.2019 CHF11.35

242 2006 09.06.2008 09.06.2016  CHF 61.84

1 This table includes all options of GEB members, including related parties. 2 No conversion rights are outstanding. 3 Refer to “Note 29 Equity participation and other compensation plans” in the “Financial information”
section of our Annual Report 2013 for more information.
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Loans granted to GEB members on 31 December 2013/2012"

CHE except where indlicated?
Name, function

el
o]
=)
he]
=
<

on 31 December Loans?
Ulrich Korner, Group Chief Operating Officer and CEO UBS Group EMEA (highest loan in 2013) 2013 5,181,976
Markus U. Diethelm, Group General Counsel (highestloanin2012) 2012 5,564,012
Aggregate of all GEB members 2013 18,763,976
- 2012 18,862,820

1 No loans have been granted to related parties of the GEB members at conditions not customary in the market. 2 Local currencies are converted into CHF using the exchange rates as detailed in “Note 36 Currency
translation rates” in the “Financial information” section in our Annual Report 2013. 3 All loans granted are secured loans, except for CHF 311,308 in 2012.

2 Loans granted to BoD members on 31 December 2013/2012"
e
<0 HF, except where indicated?
on 31 December Loans®*
Aggregate of all BoD members 2013 1,520,000
2012 500,000

1 No loans have been granted to related parties of the BoD members at conditions not customary in the market. 2 Local currencies are converted into CHF using the exchange rates as detailed in “Note 36 Currency
translation rates” in the “Financial information” section in our Annual Report 2013. 3 All loans granted are secured loans. 4 CHF 1,520,000 for Reto Francioni in 2013. CHF 500,000 for Michel Demaré in 2012.

g Compensation paid to former BoD and GEB members’
2 CHF except where indlicated’
For the year Compensation Benefits Total
Former BoD members 2013 0 0 0
e woin G g o
Aggregate of all former GEB members® 2013 0 27,809 27,809
e woin R s 25465
Aggregate of all former BoD and GEB members 2013 0 27,809 27,809
e oy R s 25465

1 Compensation or remuneration that is connected with the former member’s activity on the BoD or GEB or that is not at market conditions. 2 Local currencies are converted into CHF using the exchange rates as
detailed in “Note 36 Currency translation rates” in the “Financial information” section in our Annual Report 2013. 3 Includes one former GEB member in 2013 and 2012.
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Information sources

Reporting publications

Annual publications: Annual report (SAP no. 80531): Published
in both English and German, this single volume report provides a
description of our Group strategy and performance, the strategy
and performance of the business divisions and the Corporate
Center, risk, treasury and capital management, corporate gover-
nance, responsibility and senior management compensation, (in-
cluding compensation to the Board of Directors and the Group
Executive Board members) and financial information, including
the financial statements. Review (SAP no. 80530): The booklet
contains key information on our strategy and financials. It is pub-
lished in English, German, French and Italian. Compensation Re-
port (SAP no. 82307): The report discusses our compensation
framework and provides information on compensation to the
Board of Directors and the Group Executive Board members. It is
published in English and German.

Quarterly publications: Letter to shareholders: The letter pro-
vides a quarterly update from executive management on our
strategy and performance. The letter is published in English,
German, French and Italian. Financial report (SAP no. 80834): The
quarterly financial report provides an update on our strategy and
performance for the respective quarter. It is published in English.

How to order reports: The annual and quarterly publications are
available in PDF format on the internet at www.ubs.com/investors
in the “Financial information” section. Printed copies can be or-
dered from the same website in the “Investor services” section,
which can be accessed via the link on the left-hand side of the
screen. Alternatively, they can be ordered by quoting the SAP
number and the language preference where applicable, from UBS
AG, FAUK-AUL, P.O. Box, CH-8098 Zurich, Switzerland.

Other information

Website: The “Investor Relations” website at www.ubs.com/
investors provides the following information on UBS: news releas-
es, financial information (including results-related filings with the
US Securities and Exchange Commission), corporate information,
including UBS share price charts and data and dividend informa-
tion, the UBS corporate calendar and presentations by manage-
ment for investors and financial analysts. Information on the in-
ternet is available in English and German.

Result presentations: Our quarterly results presentations are
webcast live. A playback of most presentations is downloadable
at www.ubs.com/presentations.

Messaging service/UBS news alert: On the www.ubs.com/
newsalerts website, it is possible to subscribe to receive news
alerts about UBS via SMS or e-mail. Messages are sent in English,
German, French or Italian and it is possible to state theme prefer-
ences for the alerts received.

Form 20-F and other submissions to the US Securities and
Exchange Commission: We file periodic reports and submit
other information about UBS to the US Securities and Exchange
Commission (SEC). Principal among these filings is the annual re-
port on Form 20-F, filed pursuant to the US Securities Exchange
Act of 1934. The filing of Form 20-F is structured as a “wrap-
around” document. Most sections of the filing can be satisfied by
referring to parts of the annual report. However, there is a small
amount of additional information in Form 20-F which is not pre-
sented elsewhere, and is particularly targeted at readers in the US.
Readers are encouraged to refer to this additional disclosure. Any
document that we file with the SEC is available to read and copy
on the SEC's website, www.sec.gov, or at the SEC's public refer-
ence room at 100 F Street, N.E., Room 1580, Washington, DC,
20549. Please call the SEC by dialing +1-800-SEC-0330 for fur-
ther information on the operation of its public reference room.
Please visit www.ubs.com/investors for more information.
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Corporate information

The legal and commercial name of the company is
UBS AG. The company was formed on 29 June
1998, when Union Bank of Switzerland (founded
1862) and Swiss Bank Corporation (founded
1872) merged to form UBS AG.

Contacts

UBS AG is incorporated and domiciled in
Switzerland and operates under the Swiss Code
of Obligations and Swiss Federal Banking Law
as an Aktiengesellschaft, a corporation that has
issued shares of common stock to investors.

The addresses and telephone numbers of our
two registered offices are:

Bahnhofstrasse 45, CH-8001 Zurich, Switzerland,
phone +41-44-234 11 11; and

Aeschenvorstadt 1, CH-4051 Basel, Switzerland,
phone +41-61-288 50 50.

UBS AG shares are currently listed on the SIX Swiss
Exchange and the New York Stock Exchange.

Switchboards

For all general queries.

Zurich +41-44-234 1111
London +44-20-7568 0000
New York +1-212-821 3000
Hong Kong +852-2971 8888
www.ubs.com/contact

Investor Relations

UBS's Investor Relations team supports
institutional, professional and individual investors
from our offices in Zurich and New York.

UBS AG, Investor Relations,
P.O. Box, CH-8098 Zurich, Switzerland

investorrelations@ubs.com
WwWw. ubs.com/investors

Hotline +41-44-234 4100
New York +1-212-882 5734
Fax (Zurich) +41-44-234 3415

Corporate calendar

Media Relations

UBS'’s Media Relations team supports global media
and journalists from offices in Zurich, London,
New York and Hong Kong.

www.ubs.com/media

Zurich +41-44-234 8500
mediarelations@ubs.com

London +44-20-7567 4714
ubs-media-relations@ubs.com

New York +1-212-882 5857
mediarelations-ny@ubs.com

Hong Kong +852-2971 8200
sh-mediarelations-ap@ubs.com

Office of the Company Secretary

The Company Secretary receives queries on
compensation and related issues addressed
to members of the Board of Directors.

UBS AG, Office of the Company Secretary,
P.O. Box, CH-8098 Zurich, Switzerland

sh-company-secretary@ubs.com

Hotline +41-44-235 6652
Fax +41-44-235 8220

Imprint

Shareholder Services

UBS's Shareholder Services team, a unit of the
Company Secretary office, is responsible for
the registration of the global registered shares.

UBS AG, Shareholder Services,
P.O. Box, CH-8098 Zurich, Switzerland

sh-shareholder-services@ubs.com

Hotline +41-44-235 6652
Fax +41-44-235 8220

US Transfer Agent
For all global registered share-related queries
in the US.

Computershare,
P.O. Box 43006, Providence,
RI'02940-3006, USA

Shareholder online inquiries:
https://www-us.computershare.com/investor/
Contact

Shareholder website:
www.computershare.com/investor

Calls from the US +1 866-541 9689
Calls from outside the US +1-201-680 6578
Fax +1-201-680 4675

Publication of the first quarter 2014 report
Tuesday, 6 May 2014

Annual General Meeting of Shareholders
Wednesday, 7 May 2014

Publication of the second quarter 2014 report
Tuesday, 29 July 2014

Publication of the third quarter 2014 report
Tuesday, 28 October 2014
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Cautionary Statement Regarding Forward-Looking Statements | This report contains statements that constitute “forward-looking statements,” including
but not limited to management's outlook for UBS's financial performance and statements relating to the anticipated effect of transactions and strategic initiatives
on UBS’s business and future development. While these forward-looking statements represent UBS's judgments and expectations concerning the matters de-
scribed, a number of risks, uncertainties and other important factors could cause actual developments and results to differ materially from UBS'’s expectations.
These factors include, but are not limited to: (i) the degree to which UBS is successful in executing its announced strategic plans, including its efficiency initiatives
and its planned further reduction in Basel Il risk-weighted assets (RWA); (ii) developments in the markets in which UBS operates or to which it is exposed, includ-
ing movements in securities prices or liquidity, credit spreads, currency exchange rates and interest rates and the effect of economic conditions and market devel-
opments on the financial position or creditworthiness of UBS’s clients and counterparties; (iii) changes in the availability of capital and funding, including any
changes in UBS's credit spreads and ratings, or arising from requirements for bail-in debt or loss-absorbing capital; (iv) changes in or the implementation of finan-
cial legislation and regulation in Switzerland, the US, the UK and other financial centers that may impose more stringent capital (including leverage ratio), liquid-
ity and funding requirements, incremental tax requirements, additional levies, limitations on permitted activities, constraints on remuneration or other measures;
(v) uncertainty as to when and to what degree the Swiss Financial Market Supervisory Authority (FINMA) will approve reductions to the incremental RWA resulting
from the supplemental operational risk capital analysis mutually agreed to by UBS and FINMA effective 31 December 2013, or will approve a limited reduction of
capital requirements due to measures to reduce resolvability risk; (vi) possible changes to the legal entity structure or booking model of UBS Group in response to
enacted, proposed or future legal and regulatory requirements, including capital requirements, the proposal to require non-US banks to establish intermediate
holding companies for their US operations, resolvability requirements and the pending Swiss parliamentary proposals and proposals in other countries for manda-
tory structural reform of banks; (vii) changes in UBS'’s competitive position, including whether differences in regulatory capital and other requirements among the
major financial centers will adversely affect UBS's ability to compete in certain lines of business; (viii) the liability to which UBS may be exposed, or possible con-
straints or sanctions that regulatory authorities might impose on UBS, due to litigation, contractual claims and regulatory investigations; (ix) the effects on UBS's
cross-border banking business of tax or regulatory developments and of possible changes in UBS's policies and practices relating to this business; (x) UBS's ability
to retain and attract the employees necessary to generate revenues and to manage, support and control its businesses, which may be affected by competitive
factors including differences in compensation practices; (xi) changes in accounting or tax standards or policies, and determinations or interpretations affecting the
recognition of gain or loss, the valuation of goodwill, the recognition of deferred tax assets and other matters; (xii) limitations on the effectiveness of UBS's inter-
nal processes for risk management, risk control, measurement and modeling, and of financial models generally; (xiii) whether UBS will be successful in keeping
pace with competitors in updating its technology, particularly in trading businesses; (xiv) the occurrence of operational failures, such as fraud, unauthorized trad-
ing and systems failures; and (xv) the effect that these or other factors or unanticipated events may have on our reputation and the additional consequences that
this may have on our business and performance. The sequence in which the factors above are presented is not indicative of their likelihood of occurrence or the
potential magnitude of their consequences. Our business and financial performance could be affected by other factors identified in our past and future filings
and reports, including those filed with the SEC. More detailed information about those factors is set forth in documents furnished by UBS and filings made by
UBS with the SEC, including UBS’s Annual Report on Form 20-F for the year ended 31 December 2013. UBS is not under any obligation to (and expressly disclaims
any obligation to) update or alter its forward-looking statements, whether as a result of new information, future events, or otherwise.

Rounding | Numbers presented throughout this report may not add up precisely to the totals provided in the tables and text. Percentages and percent changes
are calculated based on rounded figures displayed in the tables and text and may not precisely reflect the percentages and percent changes that would be derived
based on figures that are not rounded.

Tables | Within tables, blank fields generally indicate that the field is not applicable or not meaningful, or that information is not available as of the relevant date
or for the relevant period. Zero values generally indicate that the respective figure is zero on an actual or rounded basis.
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