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DZ BANK

Pursuant to section 16 of the German Regulation Governing Remuneration at Institutions (InstitutsVergV, new
version dated September 25, 2021), DZ BANK is required to disclose information about its remuneration policy
and practices. As an (EU) parent institution, DZ BANK must disclose information at consolidated level. Because
itis an institution subject to the CRR (Regulation (EU) 575/2013), DZ BANK is subject to the disclosure require-
ments specified by article 450 CRR in conjunction with Implementing Regulation (EU) 2021/637 dated
March 15, 2021 and section 16 InstitutsVergV.

Pursuant to article 450 CRR, DZ BANK must disclose certain qualitative and quantitative information for cate-
gories of employees whose activities have a material impact on its risk profile (risk takers).

In 2022, DZ BANK and the following subordinated management units identified the employees whose activities
have a material impact on the risk profile:

*  Bausparkasse Schwibisch Hall AG (BSH)
* DZHYPAG (DZHYP)

*  DVB Bank SE (DVB)

*+  DZPRIVATBANK S.A. (DZ PRIVATBANK)
e TeamBank AG Nurnberg (TeamBank)

* VR Smart Finanz AG (VR Smart Finanz)

Risk takers were identified in accordance with sections 1 (21) and 25a (5b) KWG and on the basis of Commission
Delegated Regulation (EU) 2021/923 of March 25, 2021 supplementing Directive 2013/36/EU of the European
Parliament and of the Council with regard to regulatory technical standards setting out the criteria to define man-
agerial responsibility, control functions, material business units and a significant impact on a material business
unit’s risk profile, and setting out criteria for identifying staff members or categories of staff whose professional
activities have an impact on the institution’s risk profile that is comparably as material as that of staff members or
categories of staff referred to in article 92 (3) of that Directive.

This disclosure contains detailed information on remuneration in the DZ BANK Group at consolidated level for
the 2022 financial year. The information disclosed in this report is subject to the principle of proportionality
pursuant to article 450 (2) sentence 2 CRR. The information is disclosed for the DZ BANK Group in a manner
that is appropriate to its size, its internal organization, and the nature, scope, and complexity of its activities and
without prejudice to Regulation (EU) 2016/679 of the European Patliament and of the Council.

The quantitative information pursuant to article 450 (1) letters g to k and article 450 (2) CRR is published after all
bonus payments have been calculated. This report disclosing the remuneration policy can be found on
DZ BANK’s website in the Investor Relations section under Reports.
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2 Remuneration governance in the DZ BANK Group

2.1 Remuneration strategy of the DZ BANK Group

Section 27 InstitutsVergV requires the senior management of the parent company to define a groupwide remu-
neration strategy. The Board of Managing Directors of DZ BANK must define a remuneration strategy both for
DZ BANK and for the entities in the DZ BANK Group that implements the requirements of InstitutsVergV for
the institutions in the DZ BANK Group.

The DZ BANK Group’s remuneration strategy sets out uniform rules for the groupwide management of remu-
neration that apply to the remuneration systems of the entities in the DZ BANK Group. On the basis of this
framework, each subordinated entity is obliged to document its subgroup’s compliance with the agreed principles
and to present this for inspection by DZ BANK.

Decentralized decision-making powers are one of the features of the balanced management approach taken within
the DZ BANK Group. Systematic coordination between all entities in the DZ BANK Group is necessary to
ensure compliance with InstitutsVergV and other remuneration-related regulatory requirements. Company-law
provisions and local rules — especially in relation to the independence of the subsidiaries — are also taken into
account.

The remuneration strategy is reviewed and, if necessary, amended at least once a year. The following material
changes to the remuneration strategy were made during the year under review.

The transfer of the business of DVB Bank SE to DZ BANK AG on August 12, 2022 meant that DVB’s remaining
employees were transferred to DZ BANK. The remuneration strategy of DZ BANK has applied to them since
the transfer. Any deferred remuneration of the transferred employees resulting from past years will be granted in
accordance with the rules previously in place at DVB.

To mitigate the impact of the rise in consumer prices, the German government provided the option to make an
inflation compensation payment to employees that was not subject to tax or social insurance contributions. In
2022, the entities in the DZ BANK Group exercised this option in some cases and did make such a payment.

2.2 Integration of corporate strategy and remuneration strategy

The integration of the corporate strategy and the remuneration strategy at DZ BANK and in the DZ BANK
Group is ensured by defining entity targets on the basis of the strategic planning. During the annual target agree-
ment process, targets are agreed with the members of the Boards of Managing Directors and the managing direc-
tors in the subgroups. These targets are based on the DZ BANK Group’s strategic planning. The subordinated
entities then filter these targets through to the lower hierarchy levels via a cascading structure, ensuring that the
DZ BANK Group’s strategic objectives can be achieved.

The strategic planning involves drawing up, evaluating, confirming, and/or adjusting the corporate strategy, car-
rying out the strategic financial and capital planning, and integrating them with the risk strategies and other strat-
egies for a planning horizon of four years. All elements are updated annually. The strategic planning process high-
lights the interrelationships between the corporate strategy and the strategic financial and capital planning, the risk
strategies, and other strategies. Sustainability aspects are also discussed during the strategic planning process, for
example with regard to the scenarios and the business environment analyses and KPIs for climate-related and
environmental risks. As part of the planning, which constitutes the operationalization of the corporate strategy
(including the financial and capital planning and integration with the risk strategies and other strategies), the
DZ BANK Group makes sure — taking account of its chosen risk appetite over a medium-term obsetrvation period
— that it always has an adequate level of capital (including to cover stress test scenarios).
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2.3 Corporate culture and sustainability

The remuneration strategy is closely linked to the DZ BANK Group’s corporate culture. The DZ BANK Group
is committed to upholding high ethical and professional standards that are documented in a written set of proce-
dural rules. Its actions ate underpinned by the values of the cooperative movement. These values are taken into
account when defining the strategic requirements in the business strategy. The DZ BANK Group’s code of con-
duct and risk culture policy lay the foundations for the way in which employees and managers treat each other and
customers on a day-to-day basis and the way in which they approach risks.

Sustainability is embedded in the strategy of the DZ BANK Group at several different levels: as a priority topic
for the strategic planning process, as a groupwide area of potential, and as a self-contained implementation package
under the “‘Verbund First 4.0 initiative of DZ BANK.

The sustainability guidelines developed by and for the Volksbanken Raiffeisenbanken cooperative financial net-
work in 2020 provide a framework for all of its sustainability activities. They state that the cooperative financial
network derives its strength from shared cooperative roots and values — such as solidarity, partnership, and trust
—and from an open and transparent culture.

The idea of forming cooperatives to benefit from collective protection against risks and create a link between
financial success and social welfare has been around for more than 170 years, and yet, it has never been more
relevant. Cooperatives operate in a sustainable and responsible manner. They help to put innovative ideas into
practice, support their members, and are firmly rooted in their region. The cooperative financial network’s sus-
tainability guidelines highlight the positive impact of cooperative practices on society in the context of the current
challenges of sustainable development and complement the existing body of corporate values that the group en-
tities uphold. This body of values includes the groupwide code of conduct, which requires all executives and
employees of the DZ BANK Group to act in compliance with the law and ethical standards.

In 2019, DZ BANK AG defined eight values that serve as guiding principles for the further development of its
corporate culture. These include innovation, consistency, performance, courage, partnership, secutity, cosmopol-
itanism, and also sustainability as a hallmark of long-term thinking and responsible conduct. Upholding these
values means always taking the consequences for the bank and its environment into consideration when making
decisions.

Most group entities also have their own corporate principles and values that are typically rooted in the cooperative
values and take account of sustainability. Further details can be found in the sustainability reports and on the
websites of the individual group entities.

The DZ BANK Group’s remuneration systems are designed in a way that supports its sustainability-oriented
culture and strategy. The remuneration does not incentivize excessive risk-taking in any way.

2.4 Remuneration structure
The remuneration of employees in the DZ BANK Group comprises fixed remuneration and, as a rule, variable
remuneration.

The level of fixed remuneration is determined by the importance of the employee’s role, market conditions, and
the employee’s personal abilities. Further remuneration components may also be granted, depending on the entity.
Examples include an occupational pension scheme, an employer-funded capital-formation scheme, travel subsi-
dies, and subsidized travel cards.

The level of variable remuneration reflects — depending on the remuneration system — the employee’s personal
performance, the entity’s success, and the success of the division in which the employee works.

Depending on local custom, the DZ BANK Group offers additional non-cash benefits besides the salary pay-
ments.
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As a rule, variable remuneration does not exceed fixed remuneration at the institutions in the DZ BANK Group.
The exception is DVB, where a resolution adopted by the Annual General Meeting in 2014 capped the variable
remuneration for defined sites and positions at 200 percent of fixed remuneration. This resolution remained in
force until DVB was wound up in August 2022.

In some cases, variable remuneration has been capped at well below fixed remuneration. In the institutions, the
variable remuneration of employees in control units may not exceed 50 percent of their fixed remuneration.

In accordance with section 5 (5) InstitutsVergV, variable remuneration is guaranteed for no more than the first
twelve months after an employee has joined the DZ BANK Group.

Severance pay is granted only within the scope of section 5 (6) InstitutsVergV. Principles governing severance pay
have been defined in the institutions in the DZ BANK Group.

In accordance with the provisions of InstitutsVergV, the remuneration systems includes a ban on hedging in
relation to variable remuneration.

Variable remuneration is subject to the requirements of InstitutsVergV. In accordance with section 18 (1) sen-
tence 3 InstitutsVergV and article 94 (3) CRD, variable remuneration of risk takers that does not exceed €50 thou-
sand is exempted from the special requirements in InstitutsVergV. Moreover, since the introduction of the new
version of InstitutsVergV dated September 25, 2021, these special requirements in InstitutsVergV have not had
to be applied to the variable remuneration of risk takers provided that it does not constitute more than a third of
their total annual remuneration.

In accordance with section 7 InstitutsVergV, the total amount of variable remuneration at DZ BANK AG and in
the DZ BANK Group must be determined in such a way that takes due regard of risk-bearing capacity, multi-year
capital planning, and financial performance and, moreover, must ensure that the adequacy of own funds and
liquidity along with the combined capital buffer requirements pursuant to section 10i KWG are permanently main-
tained or restored. At DZ BANK, these requirements are fulfilled through the use of checklists containing criteria
that have to be met in order for variable remuneration to be paid. All of the criteria have to be met. One of the
key figures used is risk-beatring capacity in the form of capital adequacy. The remuneration systems in the
DZ BANK Group thus take account of current and future risks.

The DZ BANK Group ensures fair remuneration and implements the requirements of the German Remuneration
Transparency Act. The entities that are subject to the Remuneration Transparency Act published a report on fair
remuneration for the first time in 2017. Under this legislation, reporting is required every five years from 2018.
The next report, covering the period 2017 to 2021, will be published with the 2022 management report.

2.5 Remuneration decision-making processes
Various committees and functions in the institutions in the DZ BANK Group are involved in designing and
monitoring the remuneration systems.

The design and implementation of the remuneration system for the Board of Managing Directors of a particular
institution in the DZ BANK Group are decided upon by the Supervisory Board of the institution in question. The
Supervisory Boatds also check that the employee remuneration systems are appropriate.

Each Supervisory Board is assisted in its work by its Remuneration Control Committee, in particular with regard
to the appropriate design and monitoring of the remuneration systems and their conformity with the business and
risk strategies, remuneration strategy, and corporate culture of the DZ BANK Group.

Each Board of Managing Directors decides on the design and implementation of the employee remuneration
systems. The individual members of the Boards of Managing Directors contribute to the implementation of and
compliance with InstitutsVergV in the institutions in the DZ BANK Group through their membership of the
Supervisory Boatds of the subsidiaties.
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In each entity, a remuneration officer assists the Remuneration Control Committee and Supervisory Board with
their monitoring activities and is involved in deployment of the remuneration systems, the development of new
systems, and the refinement of existing systems on a regular basis.

In each entity, the HR division carries out HR-related preparations for the design of the remuneration systems
and the decisions of the Board of Managing Directors, which it also puts into practice. As part of their leadership
and management role, managers deploy the performance management and remuneration tools provided to them.

The control units as defined by section 2 (11) InstitutsVergV are involved in the design and monitoring of the
remuneration systems on an ongoing basis. Each institution in the DZ BANK Group has defined its control units.
The institutions make sure that employees in the control units are remunerated independently of the divisions that
they oversee. Pursuant to section 5 (4) InstitutsVergV, this is the case if the amount of variable remuneration of
employees in the control units and of employees in the organizational units overseen by them is not predominantly
determined by the same remuneration parameters and there is no risk of a conflict of interests.

At DZ BANK, the following divisions are defined as control units: Credit, Group Risk Management & Services,
Group Risk Controlling, Compliance, and Group Audit.

At BSH, it is the Internal Audit, Risk Controlling, and Compliance divisions.

DVB defined its control units as follows: Credit Shipping, Credit Quality Assessment, Group Audit, Group Com-
pliance Oftice, Group Controlling, Group Risk Management, and Operational Services.

The following divisions at DZ HYP are defined as control units: Back Office Corporate Clients, Back Office
Treasury and Public Sector, Risk Controlling, Compliance, Internal Audit, and Finance.

At DZ PRIVATBANK, it is the Risk Controlling, Internal Audit, and Compliance divisions.

2.6 Remuneration Control Committee

Section 25d KWG requires the supervisory bodies of major institutions to appoint a remuneration control com-
mittee. The Remuneration Control Committee (RCC) checks that the remuneration systems for members of the
Board of Managing Directors and for employees are designed appropriately. In particular, it checks that remuner-
ation is designed appropriately for the heads of the risk control and compliance functions and for those employees
who have a material influence on the institution’s overall risk profile. The RCC also assists the Supervisory Board
with checking that the remuneration systems for the entity’s employees are designed appropriately and it evaluates
the impact of the remuneration systems on the management of risk, capital, and liquidity.

The RCC prepares the Supervisory Board’s resolutions on the remuneration of the members of the Board of
Managing Directors, taking particular account of the impact of the resolutions on the entity’s risks and risk man-
agement. It also considers the long-term interests of shareholders, investors, and other stakeholders as well as the
wider public interest.

The RCC helps the Supervisory Board to check that the internal control units and all other relevant divisions are
duly involved in designing the remuneration systems.

The RCC is required to cooperate with the Risk Committee.

The Supervisory Board’s RCC, in cooperation with the remuneration officer, monitors the appropriateness of the
remuneration systems.

In 2022, the RCC at DZ BANK held four meetings. The Supervisory Board was notified of the findings. The
RCC is made up of members of the Supervisory Board. DZ BANK’s RCC comprises a chairman, deputy chair-
man, and four other members.

The RCC at BSH met twice in 2022. BSH’s RCC comprises a chairman and five other members.
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The RCC at DVB met twice in 2022. It comprised a chairman, deputy chairman, and one other member. DVB’s
RCC ceased to exist when DVB was merged with DZ BANK AG.

DZ HYP’s RCC comprises four Supervisory Board members. It has a chairman and three other members, one of
whom is an employee representative. In 2022, the RCC at DZ HYP held three meetings and the Supervisory Board
received reports on these meetings.

At DZ PRIVATBANK, the role of the RCC is performed by the Chairman’s Committee. In the reporting year,
the Chairman’s Committee held three meetings, with RCC matters being discussed at all of them. The Chairman’s
Committee at DZ PRIVATBANK comprises a chairman, deputy chairman, and two other members.

2.7 Remuneration officer

In accordance with the requirements of section 23 InstitutsVergV, a remuneration officer and a deputy remuner-
ation officer have been appointed by the Board of Managing Directors in all entities in the DZ BANK Group that
are deemed major pursuant to section 1 (3c) KWG.

The main tasks of these remuneration officers include the ongoing verification and monitoring of the appropri-
ateness of the remuneration systems, regular and close coordination with the chairman of the Remuneration Con-
trol Committee, and preparation of an annual remuneration control report. To this end, they work closely with
the other control and monitoring functions.

2.8 Relevant stakeholders

When it comes to defining remuneration policy, the relevant stakeholders are the owners and the central employ-
ees’ council. The owners are represented on the Supervisory Board by the shareholders elected by the Annual
General Meeting. This ensures that the owners are involved in the design of the remuneration systems and receive
information about employee remuneration annually. The central employees’ council is involved in the design of
the remuneration systems within the framework of the rights of participation that exist under the German Works
Council Constitution Act (BetrtVG).

2.9 External consultancy

In 2022, all entities in the DZ BANK Group that are deemed major pursuant to section 1 (3c) KWG engaged
external consultants to examine how the remuneration of the Board of Managing Directors compared with the
market standard.

In addition, external consultants were engaged as follows:

Entity Organizational unit that engaged|Aspects of remuneration covered by the
the consultants engagement

DZ BANK / /

BSH HR division Remuneration benchmark

DVB / /

DZ HYP / /

DZ PRIVATBANK / /

2.10 Appropriateness of the remuneration systems

According to section 12 InstitutsVergV, the appropriateness of the remuneration systems must be reviewed at
least once a year. The related internal audit reports, the audit report from the auditor of the annual financial
statements, and the remuneration officet’s remuneration control report have to be used as the basis for this review.

DZ BANK
DZ BANK’s Board of Managing Directors confirmed the appropriateness of the remuneration systems in No-
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vember 2022. Overall, DZ BANK’s remuneration systems are deemed appropriate in accordance with the require-
ments in InstitutsVergV and are consistent with the business and risk strategies. The design, application and, in
particular, the outcome of the remuneration systems show that there are no incentives for employees to take on
disproportionately high risks. The remuneration systems do not run counter to the control units’ monitoring func-
tion. Moreover, the remuneration systems of DZ BANK are consistent with the group remuneration strategy.

The most recent audit report from the auditor of the annual financial statements did not contain any indications
that DZ BANK’s remuneration systems — including the remuneration strategy — were not suited to supporting the
Institution’s strategic objectives or its strategic development or that the remuneration parameters were not aligned
with the business strategy and risk strategy. The bank’s remuneration systems are appropriate and transparent. In
particular, the institution met the requirements pursuant to section 25a (5) KWG regarding the determination of
an appropriate balance between the variable and fixed annual remuneration. There were no indications that the
special requirements for the remuneration systems of major institutions had not been met. With the exception of
insufficient written process documentation, there were no indications that the requirements regarding the defini-
tion of a groupwide remuneration strategy and the groupwide implementation of the regulatory requirements for
remuneration systems had not been met.

The DZ BANK remuneration officer’s remuneration control report for 2022 found that the remuneration systems
were designed appropriately.

In 2022, Internal Audit did not audit DZ BANK’s implementation of InstitutsVergV.

BSH

The review of the appropriateness of BSH’s remuneration systems was based on the internal audit reports, the
audit report from the auditor of the annual financial statements, and the remuneration officers’ remuneration
control report. This review found that BSH’s remuneration systems complied with the requirements of Insti-
tutsVergV. The Board of Managing Directors confirmed the appropriateness of the remuneration systems.

DVB
The report from the auditor of DVB’s annual financial statements for 2022, the audit by Internal Audit, and the

remuneration control report of the remuneration officers found that the remuneration systems were designed in
accordance with the requirements of InstitutsVergV.

DZ HYP

DZ HYP’s Board of Managing Directors confirmed the appropriateness of the remuneration systems in accord-
ance with the requirements in InstitutsVergV in May 2022. The DZ HYP remuneration officer’s remuneration
control report for 2022 found that the remuneration systems were designed appropriately. At its second meeting,
DZ HYP’s RCC reviewed the remuneration policy of DZ HYP and found that the remuneration systems for the
managing directors and employees — particularly senior managers, the head of the risk control function, the com-
pliance function, and risk takers — were designed appropriately. This also applied when taking the impact on the
bank’s management of risk, capital, and liquidity into consideration. The RCC also examined the remuneration of
employees in the control units and found that it complied with the requirements in InstitutsVergV. The most
recent audit report from the auditor of the annual financial statements found that DZ HYP’s remuneration sys-
tems wete appropriate and transparent.

DZ PRIVATBANK

At DZ PRIVATBANK, the appropriateness of the remuneration systems is verified annually by the institution’s
remuneration officer in preparation for the annual remuneration control report to the Supervisory Board. In ad-
dition, Internal Audit carries out an audit every three years (most recently in 2021) as part of DZ BANK’s group
internal audit of the implementation of InstitutsVergV. The review of appropriateness found that DZ PRIVAT-
BANK’s remuneration systems complied with the requirements of InstitutsVergV and with the local regulatory
requirements. The remuneration systems are appropriate and aligned with the business and risk strategies. They
do not incentivize employees to take on disproportionately high risks. The remuneration systems do not run
counter to the control units’ monitoring function and are aligned with the corporate culture.
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3 Design of the remuneration systems at DZ BANK

3.1 General principles

This report describes DZ BANK’s remuneration system. Section 3.2 describes systems with variable components
and other non-cash benefits that apply to employees in the collectively-negotiated (CN) and non-collectively-
negotiated (NCN) wage sectors alike. A description of the remuneration model for employees in the CN wage
sector 1s then provided (see section 3.3), followed by a description of the remuneration systems for employees in
the NCN wage sector. There are differences between regular NCN remuneration (see section 3.4), the remunera-
tion of risk takers below the level of head of division (see section 3.5), and the remuneration system for heads of
division (see section 3.6). The remuneration systems for the foreign branches are presented in section 3.7. Section
3.8 contains a description of the remuneration system for members of the Board of Managing Directors and
section 3.9 describes the remuneration of the members of the Supervisory Board.

DZ BANK ensures fair remuneration and implements the requirements of the German Remuneration Transpar-
ency Act. Internal analysis is carried out every year as part of the bonus and pay review in order to uncover any
discrimination at an early stage and enable corrective action to be taken. The analysis looks at criteria such as age
and period of service, as well as gender. The employee representatives are informed of all pay rises in advance, in
accordance with the company agreement, and are given the opportunity to comment if they suspect arbitrary
decisions or discrimination.

At the level of the members of the Board of Managing Directors, 25 percent of the targets relate to sustainability
criteria. These targets, which are generally qualitative in nature, can be broken down into environmental (10 per-
cent), social (10 percent), and corporate governance (5 percent) topics. For heads of division, at least 12.5 percent
of the targets relate to sustainability (ESG). Sustainability is also taken into account when setting the AG factor,
which means it is relevant to all employees in the NCN wage sector. Consequently, sustainability plays a part in
the remuneration of all such employees. In addition, managerial staff are advised and trained to agree personal
targets with their employees that promote sustainable practices at DZ BANK.

3.2 Systems with variable components and other non-cash benefits

Inflation compensation payment

To mitigate the impact of the rise in consumer prices, the German government provided the option to make an
inflation compensation payment to employees that was not subject to tax or social insurance contributions. In
2022, DZ BANK AG exercised this option in some cases and did make such a payment.

Manager allowance

Pursuant to section 2 (6) sentence 3 no. 2 InstitutsVergV, employees who temporarily assume a more demanding
duty, function, or organizational responsibility may receive an allowance for this. The manager allowance amounts
to 10 percent of the employee’s reference salary. The allowance is paid monthly in addition to the fixed salary in
the form of a non-pensionable allowance. If an employee works part time, the allowance is paid pro rata in line
with the number of hours worked.

Performance recognition bonus

The bank grants monetary bonuses — known as performance recognition bonuses — in order to reward outstanding
performance, creative or innovative ideas, and particulatly exemplary engagement or action to support the corpo-
rate culture.

The performance recognition bonuses are distributed on a discretionary basis by the relevant head of division.
They are awarded for outstanding performance that is not already covered by the employee’s individual target
agreement. Risk takers cannot be awarded a performance recognition bonus.

To underline the exceptional nature of this reward, no more than 5 percent of the employees in a division can
receive the bonus in any one year. The individual payments range from €500 to €5,000 gross.

No variable remuneration in the form of shares or options is granted.

10
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3.3 Remuneration system for employees in the collectively-negotiated wage sector

The remuneration system for employees in the collectively-negotiated CN) wage sector generally applies to any
employee in the CN wage sector who is in an active employment relationship at any of DZ BANK’s offices in
Germany. The remuneration for such employees is governed by a company agreement.

Remuneration structutre

The annual salary of employees in the CN wage sector consists of the following:

—  Twelve monthly salaries (plus any CN or non-collectively negotiated (NCN) allowances)
—  Bonus equal to one month’s salary in April

—  Bonus equal to one month’s salary in November

Monthly salary and bonuses

The monthly salary is determined by the applicable remuneration group (Al to C3) and the number of years of
setvice. The monthly salaty is paid twelve times a year. It may also include CN and/or NCN allowances.

The level of the bonuses in April and November is determined by the monthly salary in the month of payment
according to the CN remuneration table.

There are also financial and non-financial remuneration components that are designed to promote staff loyalty,
such as an occupational pension scheme.

3.4 Remuneration system for employees in the non-collectively-negotiated wage sector

DZ BANK’s NCN remuneration systems are aimed at providing appropriate rewards and additional performance
incentives in the form of fixed salaries and an additional variable remuneration component. The idea is that good
petrformance should pay off.

The remuneration for employees in the NCN wage sector is governed by a company agreement and applies to all
such employees at DZ BANK in Germany (excluding senior managers). The majority (76.7 percent) of employees
are in the NCN wage sector.

In addition to the fixed salary paid as twelve monthly salaries, the remuneration structure for employees in the
NCN wage sector includes a contractually agreed performance- and results-based remuneration component (bo-
nus) and a process for rating role importance (responsibility levels).

There are also financial and non-financial remuneration components that are designed to promote staff loyalty,
such as an occupational pension scheme.

3.4.1 System of responsibility levels

Each role at DZ BANK that is not covered by a CN pay agreement is rated according to knowledge/ability,
problem-solving, responsibility, and strategic importance and then assigned to one of five responsibility levels.
The percentage share represented by the target bonus and the lower and upper limits for the employee’s remuner-
ation depend on the responsibility level to which his or her role is assigned. The upper limits for vatiable remu-
neration are derived from the contractually agreed target bonuses and the upper limits for the bonus factors.
Reflecting the market situation, DZ BANK may define special markets (e.g. the capital markets) for specific divi-
sions, departments, groups, or roles. In these special markets, the target bonus may be agreed as a larger percentage
shate relative to the fixed salary. Under no circumstances may variable remuneration exceed fixed temuneration.
The salary bands for each responsibility level are reviewed regularly and adjusted if necessary. The adjustments are
based on the bank’s market position and financial performance as well as on the wider economic situation.
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The following terms are used with regard to the NCN remuneration system at DZ BANK:

Fixed salary:

The contractually agreed basic salary and any existing special allowances

Target bonus:
Amount agreed by the employee and his or her manager that provides the basis of calculation for the bonus

Reference salary:
Fixed salary plus target bonus

Fixed allowance:

The fixed allowance is derived from the lower limits of the bonus factors (AG factor of 0.8, divisional factor of
0.8, IPF of 0.8). When deducted from the target bonus, it equates to 51.2 percent of the target bonus (0.8 x 0.8 x
0.8 = 0.512). This share of the target bonus is fixed and is paid monthly with the fixed salary.

Fixed remuneration:
Total of fixed salary plus fixed allowance

Bonus factors:
The AG factor and divisional factors reflect the results of the bank/group and divisions. The IPF indicates the
employee’s rate of target achievement.

Bonus:
Variable remuneration component calculated from the bonus factors and the target bonus less the fixed allowance

The factors fall to below 1.0 if performance and success targets of the DZ BANK Group, DZ BANK, or the
divisions and/or individual performance and success targets are not achieved. This reduces the amount of variable
remuneration.

3.4.2 Target agreement and target achievement

The basis for a transparent and clearly documented performance appraisal, and thus for determination of the
individual performance factor (IPF), is a target agreement process that is applied throughout the bank. ‘Manage-
ment by objectives’ is the target agreement system used at DZ BANK and constitutes a key element of the variable
remuneration system. The employee and his or her manager together agree on three to five specific, challenging,
and measurable individual targets by March 1 of the respective year. These targets are given weighting factors and
deadlines. They consist of qualitative targets and quantitative targets based on profitability KPIs. The agreed targets
must be derived from the business, risk, and sustainability strategies.

When calculating the bonus, the aim is to both recognize employees’ high level of dedication and enable them to
share in the success of their division and of DZ BANK as a company. That is why the bonus is determined using
further performance factors in addition to the AG factor and divisional factors.

The IPF ranges from 0.8 to 1.8 and is set on the basis of the employee’s personal target achievement during the
annual performance review with his or her manager. The breadth of the IPF range enables employees to have a
direct influence on their bonus. The divisional factor ranges from 0.8 to 1.2 and is set by the responsible member
of the Board of Managing Directors in consultation with the rest of the Board of Managing Directors on the basis
of the head of division’s suggestion and the division’s results. The AG factor also ranges from 0.8 to 1.2 and is set
by the Board of Managing Directors on the basis of the bank’s and group’s results. This structure also ensures that
employees in the control units are remunerated independently of the employees in the divisions that they oversee.
Because the divisional factor and the individual performance factor of employees in the control units and of
employees in the organizational units overseen by them are subject to different parameters, the amount of variable
remuneration is not predominantly determined by the same remuneration parameters. Fundamentally, there is also
no risk of a conflict of interests because the divisional factors and individual target agreements are determined in
accordance with the divisions’ individual strategies, which pursue different objectives.
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3.4.3 Calculation of the variable component

The IPF is set during the annual performance review by no later than March 1 of the following year on the basis
of target achievement. The divisional factor and AG factor are determined by no later than March 31 of the
following year. The following formula is used to calculate the bonus:

VARIABLE REMUNERATION = TARGET BONUS X IPF X DIVISIONAL FACTOR X AG FACTOR LESS FIXED ALLOWANCE (51.2 PERCENT OF THE TARGET
BONUS)

E

0512 :-2592

The variable remuneration (less the fixed allowance) is paid with the April salary in the year following the year to
which it applies. The fixed salary and the fixed allowance are paid in twelve equal monthly installments.

The variable remuneration may be paid only if the risk-bearing capacity, the multi-year capital planning, and the
financial performance of DZ BANK and the DZ BANK Group permit.

3.5 Remuneration system for risk takers below the level of head of division

For the year under review, risk takers were identified in accordance with sections 1 (21) and 25a (5b) KWG and
on the basis of Commission Delegated Regulation (EU) 2021/923 of March 25, 2021 supplementing Directive
2013/36/EU of the European Parliament and of the Council with regard to regulatory technical standards setting
out the criteria to define managerial responsibility, control functions, material business units and a significant
impact on a material business unit’s risk profile, and setting out criteria for identifying staff members or categories
of staff whose professional activities have an impact on the institution’s risk profile that is comparably as material
as that of staff members or categories of staff referred to in article 92 (3) of that Directive. The regulatory technical
standards and KWG define binding qualitative and quantitative criteria that must be used to identify risk takers.

Using these criteria, 153 risk takers were identified at DZ BANK for the reporting period. A further 113 group
risk takers from subordinate entities were identified for the DZ BANK Group.

The remuneration structure and, in particular, the bonus calculation for all employees below the level of head of
division who have been identified as risk takers for DZ BANK are governed by the remuneration system for
employees in the NCN wage sector (see section 15.3.4).

In accordance with the provisions of InstitutsVergV, some of a risk taket’s variable remuneration is deferred and
subject to a retention period if the variable remuneration exceeds €50 thousand or constitutes more than a third
of his or her total annual remuneration. Of the total variable remuneration, 30 percent of the calculated bonus
amount is paid to the employee with the April salary in the following year. A further 30 percent is subject to a one-
year retention petriod. The other 40 percent of the calculated bonus is deferred over a period of four years. The
deferred variable remuneration is split into four (each amounting to a quarter of the 40 percent). 50 percent of the
deferred variable remuneration is subject to a retention period. During the deferral period, 50 percent of the level
of deferred variable remuneration depends on the bank’s long-term performance. During the retention periods,
this percentage rises to 100 percent. The change in the value of DZ BANK’s shares between April 15 and the
applicable valuation date (April 14) is used to measure long-term performance. If the share price drops by more
than 25 percent, the deferred portion of the bonus amounts to zero. If the share price falls by between 20 percent
and 25 percent, the deferred portion of the bonus amounts to 50 percent; if the shate price falls by 15 percent to
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20 percent, the deferred portion of the bonus amounts to 75 percent. If the share price drops by less than 15 pet-
cent, the deferred portion of the bonus is 100 percent. None of DZ BANK’s shares are traded on the market.
Once a year, an external auditing firm calculates the value of the shares in accordance with the principles for
conducting enterprise valuations pursuant to standard 1 IDW S1) of the Institut der Wirtschaftspriifer in Deutsch-
land e.V. IDW) [Institute of Public Auditors in Germany]. An increase in the share price does not result in higher
variable remuneration.

Above a certain bonus amount, 40 percent of the variable remuneration is paid to the employee and 60 percent is
deferred and subject to retention periods.

If the contribution to profits of an employee, his or her division, or DZ BANK falls short of the agreed targets,
the employee’s variable remuneration is reduced. In these cases, the IPF, divisional factor, or AG factor is set at
below 1.0. If all factors are set at 0.8, the variable remuneration is cancelled. Before it becomes vested, deferred
variable remuneration can be reduced or cancelled if the bonus factors that were originally set no longer appear
appropriate when reviewed (backtesting).

Variable remuneration is forfeited in full if the risk taker has played a significant part in, or was responsible for,
conduct that led to substantial losses, material regulatory sanctions, or a material supervisory measure for the
institution, or if the risk taker was in serious (grossly negligent or intentional) breach of relevant external or internal
rules regarding suitability and conduct. If, in exercising his or her role, the risk taker exhibits conduct that is
immoral or in breach of duty, the IPF is reduced. The IPF can be lowered to zero in individual cases where a
reduction of the IPF to 0.8 appears insufficient in view of the significance of the conduct that is immoral or in
breach of duty. It is not possible to compensate for conduct that is immoral or in breach of duty by making a
positive contribution to profits. Conduct that is immoral or in breach of duty must always lead to a reduction in
the employee’s variable remuneration. In cases where the variable remuneration is forfeited in full, the bank is also
entitled to claw back any variable remuneration already paid to the risk taker.
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3.6 Remuneration system for heads of division

All heads of division at DZ BANK are senior managers and have been identified as risk takers. Because they are
senior managers, they ate not covered by the company agreement for NCN remuneration. Their remuneration is
governed by their employment contracts. In addition to a fixed salary, the remuneration system for heads of divi-
sion includes a variable remuneration component (bonus). The variable remuneration of the heads of division is
set with reference to a maximum achievable bonus. Targets derived from the corporate strategy in the form of
group, bank, divisional, and individual targets are used to determine the bonus level. The maximum bonus is set
in the event of full achievement of each individual target. The DZ BANK Board of Managing Directors is respon-
sible for determining the remuneration system.

Some of the variable remuneration of heads of division is deferred and subject to a retention period. Of the total
variable remuneration, 20 percent of the calculated bonus amount is paid to the head of division with the April
salary in the following year. A further 20 percent is subject to a one-year retention period. The other 60 percent
of the calculated bonus is deferred over a period of five years. The deferred variable remuneration is split into five
(each amounting to a fifth of the 60 percent). The deferred variable remuneration is also subject to a one-year
retention period. During the deferral period and retention periods, 100 percent of the level of deferred variable
remuneration depends on the bank’s long-term performance. The change in the value of DZ BANK’s shares
between April 15 and the applicable valuation date (April 14) is used to measure long-term performance. If the
share price drops by more than 25 percent, the deferred portion of the bonus amounts to zero. If the share price
falls by between 20 percent and 25 percent, the deferred portion of the bonus amounts to 50 percent; if the share
price falls by 15 percent to 20 percent, the deferred portion of the bonus amounts to 75 percent. If the share price
drops by less than 15 percent, the deferred portion of the bonus is 100 percent. None of DZ BANK’s shares are
traded on the market. Once a year, an external auditing firm calculates the value of the shares in accordance with
IDW S1. An increase in the share price does not result in higher variable remuneration.

Unlike in the system for risk takers below the level of head of division, the greater responsibility of heads of
divisions means that 100 percent rather than 50 percent of their variable remuneration is pegged to the value of

DZ BANK’s shares.

Negative contributions to profits are taken into account when setting bonuses and pro rata deferred bonuses,
which may cause the variable remuneration to be reduced or cancelled. Variable remuneration is not vested during
the deferral and retention periods. For a period of seven years after they have been set, all bonus installments that
are already subject to a retention or deferral period can be cancelled, and those that have already been paid can be
clawed back, if the head of division has played a significant part in, or was responsible for, conduct that led to
substantial losses or material regulatory sanctions for the institution, or if the head of division was in serious breach
of relevant external or internal rules regarding suitability and conduct.

Negative contributions to profits are determined using a list of criteria in the following categories:

—  Personal conduct
—  Significant deterioration in DZ BANK’s financial situation during the deferral period

—  Missed targets that are ascertained only subsequently
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3.7 Remuneration systems for foreign branches
At DZ BANKs offices outside Germany, various variable components that differ from the systems used in Ger-
many are paid along with a fixed salary in accordance with local custom and additional benefits.

Depending on the location, non-cash benefits that are typical for the particular market are also paid, for example
housing allowances and healthcare contributions.

The heads of the foreign branches were identified as risk takers for the reporting year. The remuneration system
described above for heads of division is also used for the heads of the four foreign branches.

The individual bonus amounts for employees at the offices outside Germany are calculated on the basis of the
local systems. The remuneration of risk takers in the offices outside Germany is subject to the same principles as
the remuneration of risk takers in Germany.

At the offices outside Germany, the provisions in InstitutsVergV are applied and, if stricter than the InstitutsVergV
provisions, the provisions of local remuneration legislation are also applied.

OVERVIEW OF CURRENT BONUS ARRANGEMENTS IN THE FOREIGN BRANCHES

New York For Group Treasury: target bonus system; calculated in the same way as in the German system on the basis of individual perfor-
mance and the results of the division and bank
For all other divisions: discretionary bonus payment; proposed bonuses reflect individual performance, the results of the branch
and bank, the business unit in which the employee works, the employee’s experience and seniority, market standards, and market
benchmarks

London For Group Treasury: target bonus system; calculated in the same way as in the German system on the basis of individual perfor-
mance and the results of the division and bank
For all other divisions: discretionary bonus payment; proposed bonuses reflect individual performance, the results of the branch
and bank, the business unit in which the employee works, the employee’s experience and seniority, market standards, and market
benchmarks; a target bonus system continues to apply to employees of the former DVB

Singapore For Group Treasury and for capital markets divisions: target bonus system; calculated in the same way as in the German system
on the basis of individual performance and the results of the division and bank
For all other divisions: discretionary bonus payment; proposed bonuses reflect individual performance, the results of the branch
and bank, the business unit in which the employee works, the employee’s experience and seniority, market standards, and market
benchmarks

Hong Kong For Group Treasury and for capital markets divisions: target bonus system; calculated in the same way as in the German system
on the basis of individual performance and the results of the division and bank
For all other divisions: discretionary bonus payment; proposed bonuses reflect individual performance, the results of the branch
and bank, the business unit in which the employee works, the employee’s experience and seniority, market standards, and market
benchmarks

3.8 Remuneration system for members of the Board of Managing Directors

As well as a fixed salary, the remuneration system for the members of the Board of Managing Directors includes
variable remuneration (bonus) that makes up no more than 20 percent of the total salary. The variable remunera-
tion of the members of the Board of Managing Directors is set with reference to a maximum achievable bonus.
Quantitative and qualitative targets derived from the corporate strategy in the form of group, bank, area of board
responsibility, and individual targets are used to determine the bonus level. The basis of measurement for the
bonus covers a period of several years. The maximum bonus is set in the event of full achievement of each indi-
vidual target. The Supervisory Board of DZ BANK is responsible for determining the remuneration system for
the members of the Board of Managing Directors.

Some of the variable remuneration of members of the Board of Managing Directors is deferred and subject to a
retention period. Of the total variable remuneration, 20 percent of the calculated bonus amount is paid to the
member of the Board of Managing Directors with the April salary in the following year. A further 20 percent is
subject to a one-year retention period. The other 60 percent of the calculated bonus is deferred over a period of
five years. The deferred variable remuneration is split into five (each amounting to a fifth of the 60 percent). The
deferred variable remuneration is also subject to a one-year retention period. During the deferral period and re-
tention periods, 100 percent of the level of deferred variable remuneration depends on the bank’s long-term per-
formance.

16



Disclosure of the Remuneration Policy 2022
DZ BANK

DZ BANK uses the change in the value of its shares between April 15 and the applicable valuation date (April 14)
to measure long-term performance. If the share price drops by more than 12.5 percent, the deferred portion of
the bonus amounts to zero; if it drops by between 12.5 percent and 7.5 percent, the deferred portion of the bonus
is 50 percent. If the shate price drops by less than 7.5 percent, the deferred portion of the bonus is 100 percent.
None of DZ BANK’s shares are traded on the market. As appropriate, the Supervisory Board can take account
of movements in the share price that are attributable to exogenous factors (e.g. changes to the regulatory environ-
ment) when setting the deferred portion of the bonus. Once a year, an external auditing firm calculates the value
of the shares in accordance with IDW S1. An increase in the share price does not result in higher variable remu-
neration.

Unlike in the system for risk takers below the level of head of division, the greater responsibility of members of
the Board of Managing Directors means that 100 percent rather than 50 percent of their variable remuneration is
pegged to the value of DZ BANK’s shares.

Negative contributions to profits are taken into account when setting bonuses and pro rata deferred bonuses,
which may cause the variable remuneration to be reduced or cancelled. Variable remuneration is not vested during
the deferral and retention periods. For a period of seven years after the initial payment, all bonus installments that
are already subject to a retention or deferral period can be cancelled, and those that have already been paid can be
clawed back, if the member of the Board of Managing Directors has played a significant part in, or was responsible
for, conduct that led to substantial losses or material regulatory sanctions for the institution, or if the member was
in serious breach of relevant external or internal rules regarding suitability and conduct.

Negative contributions to profits are determined using a list of criteria in the following categories:

—  Personal conduct
—  Significant deterioration in DZ BANK’s financial situation during the deferral period

—  Missed targets that are ascertained only subsequently

A new type of defined contribution (DC) pension plan was introduced for newly appointed members of the Board
of Managing Directors in 2022. Members of the Board of Managing Directors can choose to have the amount of
the DC premium paid in cash, to be used however they wish (‘cash option’).

3.9 Remuneration system for members of the Supervisory Board

The Annual General Meeting of DZ BANK approved the adjustment of the remuneration and attendance fees
for the Supervisory Board with effect from June 1, 2018. Each member of the Supervisory Board receives fixed
annual remuneration, the level of which varies depending on whether they atre a chairperson, deputy chairperson,
or member of a committee. The members of the Supervisory Board committees also receive an attendance fee for
each committee meeting that they attend. There is no variable remuneration.

3.10 Determination of the total amount of variable remuneration at DZ BANK

In accordance with section 7 InstitutsVergV, the total amount of variable remuneration at DZ BANK and in the
DZ BANK Group is determined in such a way that takes due regard of risk-bearing capacity, multi-year capital
planning, and financial performance and, moreover, ensures that the adequacy of own funds and liquidity along
with the combined capital buffer requirements pursuant to section 10i KWG are permanently maintained or re-
stored.

A detailed process has been adopted for this process and the various documents required have been submitted to
the relevant decision-making bodies (Board of Managing Directors, Remuneration Control Committee, and Su-
pervisory Board) for approval.

The performance-based variable remuneration is set at individual level in accordance with the company agreements
concerning the remuneration systems or, where these agreements do not apply, on the basis of individual contracts.
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4 Remuneration systems of the management units regarded as major pursuant to section 1
(3c) KWG

4.1 Relevant subsidiaries according to section 27 in conjunction with section 16 InstitutsVergV
DZ BANK, BSH, DZ HYP, DVB, and DZ PRIVATBANK are major institutions according to section 1 (3c)
KWG. They must fulfill the disclosure requirements pursuant to section 16 (1) InstitutsVergV.

Under the current business model of DZ BANK and the DZ BANK Group, business risk is limited because
earnings are broadly diversified across various customer groups and products. This is thanks to the combination
of different customer groups (retail customers, corporate customers, institutional customers), a broad customer
base (almost 800 cooperative banks and their approximately 30 million customers), a nationwide branch network
(over 8,000 branches), and a comprehensive range of services (including asset management, retail and private
banking, insurance, real estate finance/home savings, corporate banking, capital markets business). The overarch-
ing concept of a network-oriented central institution/financial services group shapes the actions and core business
of the DZ BANK Group and is thus a central pillar of the remuneration strategy as well.

Remuneration is one of the DZ BANK Group’s key HR management tools. The aims of the DZ BANK Group’s
remuneration structure are to

—  give each employee an incentive to contribute personally to the sustainable implementation of the strategic
objectives of the DZ BANK Group and the individual divisions on the basis of targets that are derived from
the corporate strategy and cascaded down through the organization;

—  reward performance without encouraging employees to take unwanted risks;

—  attract talented employees, motivate them, and encourage them to remain in the DZ BANK Group;

—  award equal pay to all employees who are doing the same job, are of equal merit, and have the same level of
expetience, irrespective of gender, age, origin, or other characteristics.

The DZ BANK Group is committed to the principles of sustainable, incentivizing, and risk-oriented remunera-
tion. The remuneration systems also take account of statutory and regulatory requirements.

The remuneration systems of DZ BANK’s subordinated entities that are deemed major pursuant to section 1 (3c)
KWG are described below.
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4.2 Remuneration systems at BSH

This section describes the remuneration systems in the BSH management unit. In addition to the building society,
the BSH management unit includes Schwibisch Hall Kreditservice (SHK) in Germany. The managing directors
of Fundamenta-Lakaskassza Lakastakarékpénztar Zrt. (FLK) in Hungary are also included as group risk takers.

There are differences between the way in which the remuneration systems of managing directors are structured
and the way in which those of employees in the CN wage sector, employees in the NCN wage sector, and risk
takers below the level of the managing directors are structured. These remuneration systems are described below.

Besides the remuneration components listed below, there is no other remuneration in the form of shares, options,
or other components of variable remuneration at BSH, SHK, and FLK.

At BSH and SHK, the Supervisory Board has resolved that the variable remuneration of all employees and the
managing directors — at 100 percent target achievement — may not make up more than 25 percent of the total
remuneration. Under no circumstances may variable remuneration exceed fixed remuneration.

To mitigate the impact of the rise in consumer prices, the German government provided the option to make an
inflation compensation payment to employees that was not subject to tax or social insurance contributions. In
2022, BSH and SHK exercised this option and did make such a payment.

In addition to monetary remuneration, there are non-financial remuneration components at BSH, SHK, and FLK
that are designed to promote staff loyalty, such as skills training, services from the health management team, and
working arrangements that help employees to balance work and family life.

Hungarian remuneration legislation applies to FLK and its subsidiaries Fundamenta-Lakaskassza Pénziigyi
Koézvetité Kft. and Fundamenta Erteklanc Ingatlankézvetité es Szolgaltato Kft.

FLK applies the provisions of the German InstitutsVergV because it is a subordinated entity of BSH. And because
it is a Hungarian building society, it is also subject to European rules that have been implemented in Hungarian
law. FLK applies whichever provisions are the strictest. FLK’s remuneration policy is based on the legal require-
ments.

4.2.1 Target agreement and target achievement

Company performance, as derived from the business, risk, and sustainability strategies, forms the basis for deter-
mining the variable remuneration of employees in the CN and NCN wage sectors. This is done using management-
related KPIs that are important to a building society and reflect current and future risks. By taking RORAC, profit
before taxes, and administrative expenses into account, the remuneration is linked to earnings figures, key risk
indicators, and the liquidity situation.

The entity targets apply across the BSH and SHK entities and are set by the Board of Managing Directors or the
managing directors. Target achievement ranges from 50 percent to 120 percent. The lower limit of 50 percent
ensures payment of the 13th monthly salary guaranteed in the collectively negotiated wage settlement.

For risk takers, company performance is factored into target achievement at 75 percent and the achievement of
group targets is factored in at 5 percent. The risk taker’s individual targets and the targets of the organizational
unit are each factored into target achievement at 10 percent. Target achievement ranges from 0 percent to 120 per-
cent.

The individual targets and the targets of the organizational unit are discussed during the annual review, which
includes a transparent and cleatly documented performance appraisal and the setting of targets. Employees and
managers jointly agree on targets and tasks derived from the business and risk strategies. The targets must be
specific and ambitious, and measurement criteria and deadlines must be defined. Target achievement is then eval-
uated. Remuneration-relevant targets are factored into the determination of variable remuneration. If an em-
ployee’s remuneration was deferred in the past, the original level of target achievement is reviewed.
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Taking account of the individual targets and the targets of the organizational unit ensures that risk takers in the
control units are remunerated independently of the employees in the divisions that they oversee. In the control
units, the first, second and, in some cases, third management levels atre classified as risk takers. The variable remu-
neration of employees in the CN wage sector and of some employees at the lower management level is based
entirely on the achievement of entity targets. It was decided that this group of people do not have a material impact
on the risk profile because decisions are generally made at a higher level or are made collectively within committees.
The control mechanisms implemented mean that the employees have little possibility of influencing the achieve-
ment of entity targets and one individual employee would not have any influence. In view of the low proportion
of variable remuneration relative to total remuneration and the fact that criminal intent would be needed in order
to influence the entity targets, thete is no conflict of interests for employees in the control units when the chance
of higher variable remuneration is weighed up against the risk of criminal activity and its consequences.

The variable remuneration of employees in the control units at FLK is not determined by the same remuneration
parameters as those applicable to the employees whom they oversee. The remuneration of employees in the con-
trol functions is independent of the remuneration in the organizational units that they oversee and is linked to the
achievement of targets that have been set in respect of their tasks. In other words, remuneration parameters relat-
ing to risk management, compliance, security management, and internal audit have to be chosen in such a way that
they do not jeopardize the objectivity and independence of these employees.

The remuneration of employees who perform internal control functions at FLK must predominantly consist of
basic remuneration in order to underline the nature of their responsibilities. Where variable remuneration is de-
cided upon for employees in internal control functions, performance must be determined separately from the
performance of the divisions that they oversee.

4.2.2 Remuneration system for employees in the collectively-negotiated wage sector
The remuneration system for employees in the CN wage sector generally applies to any employee in the CN wage
sector who is in an active employment relationship at any of BSH’s or SHK’s offices in Germany.

The remuneration of employees in the CN wage sector at BSH is based on the applicable collective pay agreements
for the private banking sector and the number of years working in the profession. The annual salary consists of
the following:

— 12 x monthly salary (plus any CN or NCN allowances)

— 2.1 x target achievement bonus (1 monthly salary in November, difference relative to the total amount of the
target achievement bonus in April of the next year)

The remuneration of employees in the CN wage sector at SHK is based on the collective agreement for SHK. The
annual salary consists of the following:

— 12 x monthly salary (plus any CN or NCN allowances)

— 2.0 x target achievement bonus (1 monthly salary in November, difference relative to the total amount of the
target achievement bonus in April of the next year)

The performance-based remuneration includes the 13th monthly salary guaranteed in the collectively negotiated
wage settlement. The variable proportion can be up to 1.2 monthly salaries. The process is governed by a company
agreement.

Outstanding performance of employees in the CN wage sector can be rewarded by assigning them to an appro-
priate CN pay category and by means of allowances.
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4.2.3 Remuneration system for employees in the non-collectively-negotiated wage sector

The remuneration of employees in the NCN wage sector comptises a pensionable basic salary plus a fixed remu-
neration component (not pensionable) and a target achievement bonus. Outstanding performance is recognized
by means of salary increases.

The level of remuneration is oriented to external benchmarks that are collated for BSH regularly.

The target achievement bonus is determined as follows:
Amount paid as a target achievement bonus = target achievement x (target achievement bonus + fixed remuner-
ation)/100 — fixed remuneration

4.2.4 Remuneration of risk takers below the level of managing director at BSH

The remuneration of risk takers below the level of managing director at BSH and SHK (including managing di-
rectors at SHK) comprises a pensionable basic salary, a fixed non-pensionable remuneration component, and a
target achievement bonus.

Target achievement ranges from 0 percent to 120 percent. Target achievement, which is used to determine the
level of variable remuneration, is broken down as follows: 75 percent entity targets, 5 percent DZ BANK Group
target, 10 percent targets for the organizational unit, and 10 percent individual targets. The breakdown for the
managing directors of SHK is the same as for the members of the Board of Managing Directors of BSH;; all targets
are measured over a one-year period. In accordance with the provisions of InstitutsVergV, the remuneration sys-
tem for risk takers includes a ban on hedging.

Because the target system, which reflects the change in enterprise value, is combined with the deferral and reten-
tion of some of the remuneration, the remuneration is also linked to the entity’s long-term performance.

Where the currently applicable exemption threshold of €50 thousand is reached or exceeded, the arrangements
regarding deferrals, retention periods, and malus criteria are the same as in the system for the managing directors.
For a period of two years after the end of the final deferral period, a bonus installment already paid can be clawed
back, and the entitlement to bonus payments can be cancelled, if the risk taker has played a significant part in, or
was responsible for, conduct that led to substantial losses or material regulatory sanctions for the institution or if
the risk taker was in serious breach of relevant external or internal rules regarding suitability and conduct.

The Board of Managing Directors is responsible for determining the remuneration system for risk takers below
the level of the Board of Managing Directors. The control units (Internal Audit, Risk Controlling, Compliance)
and the remuneration officer were involved in designing the remuneration systems.

4.2.5 Remuneration of managing directors

The remuneration of the BSH Board of Managing Directors consists of a basic salary, a non-pensionable basic
salary, and a bonus. Variable remuneration — at 100 percent target achievement — is not more than 25 percent of
the total remuneration.

Target achievement ranges from 0 percent to 150 percent. Target achievement, which is used to determine the
level of variable remuneration, is broken down as follows: 65 percent entity targets, 15 percent sustainability targets
(including HR targets), and 20 percent individual targets, factoring in the contribution to profits of the managing
director’s area of responsibility and group targets. All of the targets are measured over a period of several years
and include the main targets in the corporate strategy. The parameters factored into the remuneration are man-
agement-related KPIs that are important to a building society.

In accordance with the provisions of InstitutsVergV, some of a risk taket’s variable remuneration is deferred and
subject to a retention period if the variable remuneration exceeds €50 thousand. 20 percent of the bonus is paid
immediately in the following year and 20 percent after a one-year retention period. 60 percent of the bonus is
deferred over a period of up to five years, with each payment made after a subsequent retention period of one
year. All amounts earmarked for deferred payment are pegged to the long-term change in the enterprise value as
measured by the change in the notional share price of the building society. The change in the value of the BSH
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Group’s shares and in its enterprise value between April 16 and the applicable valuation date (April 15) is used to
measure long-term performance. None of BSH’s shares are traded on the market. Once a year, an external auditing
firm calculates the value of the shares in accordance with IDW S1. An increase in the share price does not result
in higher variable remuneration.

Negative contributions to profits are taken into account when setting bonuses and pro rata deferrals and at the
end of the retention period, which may cause the variable remuneration to be reduced or not be paid.

Negative contributions to profits are determined using a list of criteria in the following categories:

—  Personal conduct
—  Significant deterioration in the BSH Group’s financial situation during the deferral period

—  Missed targets that are ascertained only subsequently

Variable remuneration is not vested during the deferral period or retention period.

For a period of two years after the end of the final deferral period, a bonus installment already paid can be clawed
back, and the entitlement to bonus payments can be cancelled, if the managing director has played a significant
part in, or was responsible for, conduct that led to substantial losses or material regulatory sanctions for the insti-
tution or if the managing director was in serious breach of relevant external or internal rules regarding suitability
and conduct.

The Supervisory Board is responsible for determining the remuneration system for the members of the Board of
Managing Directors. The remuneration systems were designed in consultation with DZ BANK; the legal affairs
division was involved in drafting the employment contracts for the members of the Board of Managing Directors.
The Remuneration Control Committee of the Supervisory Board monitors the appropriateness of the remunera-
tion systems.

The remuneration of the Board of Managing Directors of FLK in Hungary consists of basic remuneration and a
bonus. Variable remuneration accounts for 33 percent of the basic remuneration.

Target achievement ranges from 0 percent to 150 percent. Target achievement, which is used to determine the
level of variable remuneration, is broken down as follows: 80 percent entity targets, 10 percent targets for the area
of responsibility of the member of the Board of Managing Directors, and 10 percent individual targets. Some of
the entity targets are measured over a period of several years. The criteria for target achievement are derived from
the rules specified in a regulation of the Hungarian government.

A risk taker’s variable remuneration is deferred and subject to a retention period if the variable remuneration
exceeds HUF 15 million. 20 percent of the bonus is paid immediately in the following year and 20 percent after a
one-year retention period. 60 percent of the bonus is deferred over a period of up to five years. Half of each
deferred amount is subject to a subsequent retention period of one year. All amounts earmarked for deferred
payment are pegged to the change in the average profit before taxes for the last five financial years. Negative
contributions to profits are taken into account when setting bonuses and amounts earmarked for deferred payment
and at the end of the retention period, which may cause the variable remuneration to be reduced or forfeited in
tull. In cases where the variable remuneration is forfeited in full, the bank is also entitled to claw back any variable
remuneration already paid to risk takers.

Variable remuneration is not vested during the deferral period or retention petiod.

The Supervisory Board is responsible for determining the remuneration system for the members of the Board of
Managing Directors. The remuneration systems were designed in consultation with BSH. The Remuneration Com-
mittee of the Supervisory Board monitors the appropriateness of the remuneration systems.
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4.3 Remuneration systems at DZ HYP
There were no significant changes to the remuneration systems in the year under review.

4.3.1 Remuneration strategy at DZ HYP

Within the framework of the groupwide remuneration strategy of the DZ BANK Group, the Board of Managing
Directors of DZ HYP drew up a remuneration strategy for DZ HYP that is oriented to achievement of the targets
defined in the bank’s business and risk strategies. The corporate culture is also taken into account.

DZ HYP’s strategy applies to all of the bank’s sites and divisions in Germany. DZ HYP has no subsidiaries and
no branch offices in third countries.

The remuneration strategy is reviewed and, if necessary, amended at least once a year. There were no material
changes to DZ HYP’s remuneration strategy during the year under review.

DZ HYP’s remuneration systems are designed in a way that is geared to the achievement of DZ HYP’s targets
and are in line with the bank’s risk appetite. The main risks at DZ HYP are credit risk and market risk. Other
material risks are operational risk, liquidity risk, equity investment risk, business risk, reputational risk, and actuarial
risk. Because the capital waiver pursuant to section 2a (5) KWG in conjunction with article 7 (1) CRR applies to
DZ HYP,DZ HYP is included in the methods and models used by the DZ BANK Group to measure and manage
risk. DZ HYP’s risk-bearing capacity on a standalone basis is not calculated. Instead, contributions to profits are
included in the DZ BANK Group’s consolidated profit and affect the group’s risk-bearing capacity.

DZ HYP strives for robustness, a focus on values, and sustainability. The remuneration systems take account of
these aims by not offering any incentives to take on disproportionately high risks. They encourage conduct that is
in line with DZ HYP’s system of values. The remuneration models therefore help to strengthen a robust, values-
oriented, and sustainable risk culture.

The integration of the business and risk strategies with the remuneration strategies is ensured by deriving entity
targets from the strategic planning. The strategic planning involves drawing up, evaluating, confirming, and/or
adjusting the corporate strategy, carrying out the strategic financial and capital planning, and integrating them with
the risk strategies and other strategies for a planning horizon of four years. All elements are updated annually.

During the annual target agreement process, targets are agreed with the members of the Boards of Managing
Directors. These targets are based on the DZ BANK Group’s and DZ HYP’s strategic planning. These targets
are then filtered through to the lower hierarchy levels via the cascading structure initiated by the Board of Manag-
ing Directors, helping to ensure that the DZ BANK Group’s and DZ HYP’s strategic objectives can be achieved.

Sustainability targets

In its sustainability strategy, DZ HYP makes a commitment to the UN sustainable development goals (SDGs),
the Paris climate agreement, and the German government’s sustainability strategy. Through its sustainability ef-
forts, DZ HYP aims to maintain prime status in the ISS ESG rating, which it has held since 2014, and to develop
sustainability-oriented products, such as the green Pfandbrief that was successfully issued at the start of 2022. To
achieve this, DZ HYP developed various targets in the key areas of action — sustainable banking business, opera-
tional environmental protection, employees, and corporate citizenship — and defined the related levels of ambition
for achieving them. In addition, KPIs for portfolio composition and for the climate-related and environmental
risks in the portfolio ate being determined and will also be assigned an ambition level.

Of the variable remuneration of the members of the Board of Managing Directors, 15 percent is linked to sustain-
ability targets, i.e. environmental, social, and corporate governance (ESG) targets. The sustainability targets are
generally qualitative in nature for all members of the Board of Managing Directors. Where it appears appropriate,
sustainability targets can also be agreed as part of their area of board responsibility targets and individual targets.
The cascading structure means that corresponding sustainability targets are also included in the target agreements
of a number of heads of division. The sustainability targets at the level of head of division filter through to the
lower hierarchy levels via a cascading structure. Managerial staff are advised and trained to agree personal targets
with their employees that promote sustainable practices at DZ HYP. This is helping sustainable thinking and
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behavior to become embedded at DZ HYP. Consequently, the groupwide remuneration strategy and DZ HYP’s
remuneration strategy comply with the provisions concerning the integration of sustainability risks in article 5 of
Regulation (EU) 2019/2088.

Fair pay

DZ HYP ensures fair remuneration and implements the requirements of the German Remuneration Transparency
Act. DZ HYP’s remuneration systems are gender-neutral, thereby excluding the possibility of gender discrimina-
tion in terms of pay for equal or equivalent work.

4.3.2 Risk takers at DZ HYP

DZ HYP conducted an analysis as at March 1, 2022 in order to identify the risk takers within the meaning of
section 25a (5b) sentence 2 KWG that was based on the criteria set out in section 1 (21) and section 25a (5b)
sentence 1 nos. 1 to 3 KWG and atticles 5 and 6 of Delegated Regulation (EU) 2021/923. The members of the
Supervisory Board, the members of the Board of Managing Directors, and all heads of division at DZ HYP were
identified as risk takers. Below the level of head of division, further employees were identified as risk takers on the
basis of the qualitative criteria in article 5 of Delegated Regulation (EU) 2021/923. The bank’s risk analysis as at
March 1, 2022 identified a total of 105 risk takers.

4.3.3 Design of the remuneration systems at DZ HYP
The remuneration of employees at DZ HYP comprises fixed remuneration and, as a rule, variable remuneration
that is partly dependent on the bank’s success.

The level of fixed remuneration is determined by the collective pay agreement or by the importance of the em-
ployee’s role, market conditions, and the employee’s personal skills.

The level of variable remuneration fundamentally reflects the employee’s personal performance or, depending on
the remuneration system, is based solely or partly on the bank’s success and sometimes partly on the success of
the division in which the employee works.

There is no remuneration in the form of shares or options at DZ HYP. Variable remuneration is not guaranteed.

Severance pay is granted in compliance with the provisions in section 5 (6) InstitutsVergV and DZ HYP’s sever-
ance pay framework. This framework defines gross monthly salary, period of service, and age as the basic criteria.
It allows additional criteria to be applied on a case-by-case basis.

In March 2022, the bank granted variable remuneration in the form of a one-off and voluntary bonus to its em-
ployees in order to mitigate the additional burden they faced due to the coronavirus crisis in 2021. The bonus is
based on the statutory provision introduced for this purpose in section 3 no. 11a EStG.

Variable remuneration is subject to the requirements of InstitutsVergV concerning major institutions pursuant to
section 1 (3c) KWG. In accordance with section 18 (1) sentence 3 InstitutsVergV and article 94 (3) letter b of
Directive 2013/36/EU, the variable remuneration of risk takers at DZ HYP that does not exceed €50 thousand
and does not constitute more than a third of the risk taker’s total annual remuneration is exempt from the special
requirements in sections 20 and 22 InstitutsVergV applicable to risk takers, which implement atticle 94 (1) letters
1, m, and o (2) of Directive 2013/36/EU into German law.

The differences and unique features in the design of the remuneration systems for individual employee groups are
described below.

4.3.3.1 Remuneration system for employees in the collectively-negotiated wage sector

The fixed remuneration of employees in the CN wage sector is based on the collective pay agreement for the
private banking sector. It comprises 12 monthly salaries and a collectively negotiated bonus in the form of one
gross monthly salary (13th monthly salary). On the basis of an overall commitment, all employees in the CN wage
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sector who are not eligible for a target bonus also receive an annual bonus in the amount of half of one gross
monthly salary in December of each year.

In addition to the collectively negotiated remuneration, the employees in the CN wage sector receive variable
remuneration based on the ‘Principles of variable performance-based remuneration’ company agreement, which
is applicable with identical content. Under this agreement, employees in the CN wage sector generally receive
variable remuneration under a profit-sharing scheme that depends solely on the achievement of entity targets. The
profit-sharing scheme is based on the KPIs return on equity (ROE), cost/income ratio (CIR), and risk-weighted
assets (RWAs) and amounts to no more than 0.8 x one gross monthly salary in the event that the bank’s target
achievement exceeds 130 percent. If the bank’s target achievement is between 90 percent and 110 percent, the
variable remuneration under the profit-sharing scheme amounts to half of one gross monthly salary. If the bank’s
target achievement is less than 50 percent, the variable profit-sharing scheme is cancelled.

As an alternative under the ‘Principles of variable performance-based remuneration’ company agreements, em-
ployees receive variable remuneration in the form of a target bonus that depends on the achievement of individual
and entity targets. The target bonus must not exceed three gross monthly salaries. This form of variable remuner-
ation is usually only available to employees in the NCN wage sector. Please refer to the relevant information on
variable remuneration for employees in the NCN wage sector.

4.3.3.2 Remuneration system for employees in the non-collectively-negotiated wage sector

Employees in the NCN wage sector at the Hamburg office receive twelve monthly salaries. On the basis of an
overall commitment, all employees in the NCN wage sector at the Hamburg office who are not eligible for a target
bonus additionally receive an annual bonus in the amount of half of one gross monthly salary in December of
each year. The employees in the NCN wage sector at the Hamburg office who are eligible for a target bonus also
receive an annual bonus in the amount of half of one gross monthly salary on the basis of an individual agreement,
which means that all employees in the NCN wage sector at the Hamburg office receive 12.5 monthly salaries as
fixed remuneration.

The fixed salary of the employees in the NCN wage sector at the Miinster office consists of 12 monthly salaries
and, in some cases, a fixed bonus in December amounting to an average of two monthly salaries on the basis of
an individual agreement. Since August 2018, new employment contracts with employees in the NCN wage sector
at the Munster office have no longer included a fixed bonus.

The ‘Principles of variable performance-based remuneration’ company agreements for the Hamburg and Minster
offices also apply to employees in the NCN wage sector who atre not senior managers. The agreements distinguish
between those employees who receive a target bonus and those who do not. Managers, employees with quantita-
tive sales targets, and employees who are risk takers but not in the aforementioned groups are eligible for a target
bonus. Each year, target agreements are reached with the employees eligible for a target bonus. These agreements
set out qualitative and quantitative criteria as well as divisional and individual targets. The level of variable remu-
neration for employees eligible for a target bonus depends on the individual’s performance and target achievement,
on the success of his or her division, and the entity’s results (measured on the basis of return on equity (ROE),
the cost/income ratio (CIR), and risk-weighted assets (RWAs)). The target bonus must not exceed three gross
monthly salaries. Employees eligible for a target bonus can receive a maximum of 1.5 x the contractually agreed
target bonus or a maximum of around 27 percent of their total annual remuneration as variable remuneration.

The variable remuneration for employees in the NCN wage sector who ate not eligible for a target bonus is based
on the same rules as the variable remuneration for employees in the CN wage sector who are not eligible for a
target bonus; please refer to the relevant information.

The variable remuneration is paid with the April salary in the year following the year to which it applies.

4.3.3.3 Remuneration system for employees in control units
For employees in control units within the meaning of section 2 (11) InstitutsVergV, employment contract provi-
sions or, where applicable, company agreements governing variable performance-based remuneration ensure that
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their variable remuneration cannot exceed a third of the total remuneration, thereby placing the emphasis on fixed
remuneration (section 9 (2) InstitutsVergV).

There are also safeguards in place to ensure that employees in control units are remunerated independently of the
divisions that they oversee (section 5 (4) InstitutsVergV). The company agreements governing variable perfor-
mance-based remuneration stipulate that, in respect of target agreements for employees in control units who are
eligible for a target bonus, there is no overwhelming correlation between their targets and the targets of the or-
ganizational units that they oversee and that conflicts of interest must be avoided.

4.3.3.4 Remuneration system for risk takers below the level of head of division

With regard to the remuneration systems for risk takers who are not members of the Supervisory Board or Board
of Managing Directors, a distinction is made between the level of head of division and risk takers below the level
of head of division.

The remuneration structure and, in particular, the bonus calculation for all employees below the level of head of
division who have been identified as risk takers are governed by the remuneration system for employees in the
NCN wage sector who are eligible for a target bonus.

They receive twelve (Hamburg office: twelve and a half) fixed monthly salaries plus variable remuneration that is
based on the ‘Principles of variable performance-based remuneration’ company agreement.

The variable remuneration for risk takers below the level of head of division is set by the Board of Managing
Directors on the basis of the relevant head of division’s suggestion with reference to a contractually agreed target
bonus. The level of the contractually agreed target bonus is limited to a maximum of three gross monthly salaries.

Quantitative and qualitative targets derived from the corporate strategy in the form of overall bank, divisional, and
individual targets are used to determine the actual bonus level. Target achievement, and thus the variable remu-
neration, depends on the entity’s success (derived from ROE, CIR, and RWAs; target/actual comparison = success
of the bank), on the contribution made by the division, and on the individual target achievement of the risk taker.
New divisional and individual targets are agreed upon and set during a target agreement meeting each year between
the risk taker and head of division. The variable remuneration to be paid to risk takers eligible for a target bonus
equates to a maximum of 1.5 x the contractually agreed target bonus, which means that the variable remuneration
may account for a maximum of around 27 percent of their total annual remuneration.

Besides the aforementioned overall bank, divisional, and individual targets, group targets are agreed with any risk
takers at DZ HYP who are also group risk takers.

The variable remuneration for a particular year is paid in April of the following year.

If the variable remuneration for a year amounts to ot exceeds €50 thousand ot a third of the total annual remu-
neration of a risk taker, the same arrangements as for the heads of divisions apply with regard to deferral, entitle-
ment requirements, and payment requirements.

4.3.3.5 Remuneration system for the level of head of division

All heads of division are senior managers and have been identified as risk takers. Because they are senior managers,
they are not covered by the company agreements governing variable performance-based remuneration. Their re-
muneration is governed by their employment contracts. The bank has set the following remuneration parameters
for measuring the remuneration of heads of division:

They receive fixed remuneration in the form of twelve monthly salaries and variable remuneration that is based
on individual contractual arrangements.

The Board of Managing Directors sets the variable remuneration for the heads of division with reference to a
contractually agreed target bonus. Quantitative and qualitative targets derived from the corporate strategy in the
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form of group, overall bank, divisional, and individual targets are assessed duting the annual target achievement
process and used to determine the actual bonus level.

Target achievement, which is calculated on the basis of ROE, CIR, and RWAs for group and overall bank targets,
ranges from 0 percent to 130 percent; it ranges from 0 percent to 150 percent for divisional and individual targets.
The group and overall bank targets are set by the Board of Managing Directors and are given a 40 percent
weighting; the divisional and individual targets are agreed upon by the responsible member of the Board of Man-
aging Directors and head of division and are given a 60 percent weighting. This means that the variable remuner-
ation may account for a maximum of 142 percent of the target bonus. The amount of variable remuneration of
heads of division may not exceed the sum of their fixed gross annual salary.

The variable remuneration for a particular year is paid in April of the following year.

If the variable remuneration exceeds €50 thousand or a third of the total annual remuneration of a head of division,
some of it is paid immediately, some is deferred, and some is subject to a retention period:

— 20 percent of the calculated bonus is paid immediately in cash in April of the following year.

— 20 percent of the calculated bonus is subject to a one-year retention period. The amount paid after the re-
tention period has ended depends on the bank’s long-term performance during the retention period.

— 30 percent of the calculated bonus (risk amount) is deferred over a period of five years from the end of the
financial year in question. After the end of each of the five years following the financial year in question, one-
fifth of the risk amount is paid, provided that there are no negative contributions to profits. A malus event
may lead to a reduction or even cancellation of the risk amount.

— 30 percent of the calculated bonus is deferred over a period of five years from the end of the financial year
in question and, during an additional one-year retention period, is pegged to the bank’s long-term perfor-
mance.

The relevant portion of the variable remuneration is vested during the aforementioned retention periods.

Long-term performance is calculated on the basis of the change in the value of the shares in the calendar year in
question. If the share price drops by more than 25 percent, the deferred portion of the bonus amounts to zero; if
it drops by between 15 percent and 25 percent, the deferred portion of the bonus is 50 percent. If the share price
drops by less than 15 percent, the deferred portion of the bonus is 100 percent of the calculated amount.

Negative contributions to profits are taken into account when setting bonuses and calculating pro rata deferral
payments. These are determined using a list of criteria in the following categories:

—  Personal conduct
—  Significant deterioration in the bank’s or the DZ BANK Group’s financial situation during the deferral period
—  Missed targets or conduct that results in sanctions or losses

Negative contributions to profits may cause the variable remuneration to be reduced or cancelled. Variable remu-
neration can be clawed back in particularly serious cases.

4.3.3.6 Remuneration system for members of the Board of Managing Directors

The remuneration for members of the Board of Managing Directors is definitively agreed with the Supervisory
Board in writing. The members of the Board of Managing Directors receive twelve fixed monthly salaries plus
variable remuneration.

The variable remuneration of the members of the Board of Managing Directors depends on the achievement of
quantitative and qualitative targets. Target achievement is measured using the average of the past three financial
years for the bank or the DZ BANK Group. The targets ate derived from the corporate strategy in the form of
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group, bank, area of boatrd responsibility, and individual targets and are agreed between the Supervisory Board
and the members of the Board of Managing Directors.

The remuneration system for the members of the Board of Managing Directors does not run counter to the
monitoring function of the member of the Board of Managing Directors responsible for risk management. When
agreeing on the targets with the member of the Board of Managing Directors responsible for risk management,
the Supervisory Board makes sure that there is no significant correlation between the targets of this member of
the Board of Managing Directors and the targets of the organizational units that he or she monitors.

There is no right to a guaranteed minimum bonus. If all agreed targets are achieved in full, the contractually agreed,
maximum achievable bonus is set. Target achievement for each individual target ranges from O percent (target not
achieved) to 150 percent (target exceeded).

Some of the variable remuneration is deferred and subject to a retention period:

— 20 percent of the bonus amount is paid in April of the following year.

— A further 20 percent is subject to a one-year retention period. During the retention period, this bonus install-
ment depends on the bank’s long-term performance.

—  The remaining 60 percent is deferred for five years and split into five parts. After each year of the five years
following the financial year in question, one-fifth of the deferred amount is calculated on the basis of the
change in enterprise value and a one-year retention period is applied. These bonus installments are also
pegged to the bank’s long-term performance during the retention period.

Variable remuneration is not vested during the deferral period or retention period because there is merely an
entitlement during these periods to the accurate calculation of each bonus installment. The change in the value of
DZ HYP’s shares between April 15 and the applicable valuation date (April 14) is used to measure the bank’s
long-term performance. If the share price drops by more than 25 percent, the deferred portion of the bonus
amounts to zero; if it drops by between 15 percent and 25 percent, the deferred portion of the bonus is 50 percent.
If the share price drops by less than 15 percent, the deferred portion of the bonus is 100 percent.

Negative contributions to profits are taken into account when setting bonuses and pro rata deferral payments,
which may cause the variable remuneration to be reduced or cancelled. The list of criteria used to determine
negative contributions to profits comprises a list of types of personal misconduct and factors that resulted in the
significant deterioration of DZ HYP’s financial situation during the deferral period. Missed targets (individual
targets or targets for the area of board responsibility) that are ascertained only subsequently also count as negative
contributions to profits.

For a period of two years after the end of their deferral and retention periods, bonus installments already paid can
be clawed back, and the entitlement to payment of deferred bonus installments can be cancelled, if the member
of the Board of Managing Directors has played a significant part in, or was responsible for, conduct that led to
substantial losses or material regulatory sanctions for the institution or if the member was in serious breach of
relevant external or internal rules regarding suitability and conduct.

4.3.3.7 Remuneration system for members of the Supervisory Board of DZ HYP

Each Supervisory Board member’s remuneration consists of fixed annual remuneration, the level of which varies
depending on whether they are a chairperson, deputy chairperson, or member of a committee. The members of
the Supervisory Board committees also receive an attendance fee for each committee meeting that they attend.
There is no variable remuneration.
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4.4 Remuneration systems at DVB

4.4.1 General principles

The DVB Group’s remuneration system is based on a remuneration strategy (‘Remuneration strategy and princi-
ples of the DVB Group’) that sets out uniform rules for the groupwide management of remuneration and applies
in all companies and at all sites. These groupwide rules governing the remuneration strategy, the remuneration
systems, and the annual setting of targets ensure that the requirements of InstitutsVergV are met by all subordi-
nated companies. Stricter local requirements do not have to be applied.

In 2022, the following units were defined as control units at DVB: Credit Shipping, Credit Quality Assessment,
Group Audit, Group Compliance Office, Group Controlling, Group Risk Management, and Operational Services.
In terms of the remuneration in control units, DVB makes sure that employees in the control units are remuner-
ated independently of the employees in the divisions that they oversee by ensuring that their variable remuneration
is not determined to a significant extent by the same remuneration parameters. The remuneration for risk takers
is based on individual targets, team targets, and bank targets; other employees’ variable remuneration is based
solely on individual targets. This means that there are targets at bank level that apply both to risk takers in control
units and to risk takers in the units overseen by the control units; the targets are different at the other two levels
(individual and team), so 2 out of the 3 factors are ultimately independent of each other. Because employees other
than risk takers only have individual targets, there is no correlation between the targets of such employees in the
control units and those in the units overseen by the control units.

All employees receive a fixed salary, the installments of which vary depending on location and local custom. Em-
ployees also have the possibility of a variable payment in the form of an annual performance-based bonus.

In connection with the merger of DVB Bank SE with DZ BANK AG in August 2022, a number of special ar-
rangements for the variable remuneration for 2022 were agreed. For all employees at the Frankfurt office and for
all employees outside Germany who left the bank as a result of the merger, targets were agreed only for the period
up to the merger. The target achievement of these employees was measured for this period, and the variable
remuneration was paid during the year.

Variable remuneration is generally subject to the requirements of InstitutsVergV. In accordance with section 18
(1) sentence 3 InstitutsVergV and article 94 (3) CRD, variable remuneration of risk takers that does not exceed
€50 thousand for a financial year and does not constitute more than a third of their total remuneration is exempted
from the special requirements in InstitutsVergV.

4.4.2 Remuneration system for employees in the collectively-negotiated wage sector

The remuneration of employees in the CN wage sector in Germany is governed by collective pay agreements for
the private banking sector and for public-sector banks in Germany. Fundamentally, the remuneration of these
employees comprises 13 fixed monthly salaries (including bonuses pursuant to clause 10 of the collective pay
agreement for the private banking sector and the agreements in DVB’s company agreement). A discretionary
bonus may also be granted depending on the success of the bank’s business and the employee’s personal perfor-
mance.

4.4.3 Remuneration system for employees in the non-collectively-negotiated wage sector
Employees covered by this remuneration system receive a fixed salary paid in regular installments plus a contrac-
tually agreed performance- and results-based remuneration component (target bonus).

The fixed salary installments vary depending on location and local custom.

The variable remuneration component can be tailored to the individual on the basis of a target bonus agreement.
The target bonus is set by the Board of Managing Directors and the HR division.

The proportion of target income (basic salary + target bonus) accounted for by variable remuneration is kept to a
level at which the employee does not become financially dependent on it. The fixed component has an even higher
weighting in the control units.
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In addition to departmental targets for the Credit Asset Solution Group (CASG), the bonus calculation reflects
individual performance. Employees’ individual targets consist of not only financial metrics but also non-financial
factors, such as process-oriented targets, involvement in projects, and conduct. The individual targets can be given
different weightings and, like the departmental targets, are documented in writing,

These target levels can vary in terms of weighting. They are currently weighted as follows:

CASG All other divisions
Departmental targets 40% -
Individual targets 60% 100%

The performance factors at departmental level are determined on the basis of management reporting. The indi-
vidual factor and any qualitative departmental targets are set during the annual performance review with the em-
ployee’s manager.

Target achievement is calculated independently for each level/for each target. The individual results are aggregated
and then multiplied by the target bonus to give the payment amount.

The Board of Managing Directors has a number of options at its disposal for adjusting the formula-based bonus
calculation in the event of exceptional citcumstances and/or achievements or if achievements have not yet been
reflected in the targets:

—  Granting of an additional discretionary bonus pool at departmental or team level
—  Granting of a discretionary bonus to individual employees

—  Adjustments due to personal misconduct
4.4.4 Remuneration system for risk takers (below the level of head of division)

The remuneration system for risk takers is fundamentally the same as the remuneration system for employees in
the NCN wage sector.

When the bonus for risk takers is calculated, the entity targets (DVB Group targets) and the departmental targets
are taken into consideration.

All divisions
DVB Group targets 30%
Departmental targets 35%
Individual targets 35%

The performance factors at bank and departmental level are determined on the basis of management reporting.
The individual factor and any qualitative departmental targets are set during the annual performance review with
the employee’s manager.

Target achievement is calculated independently for each level. The individual results are aggregated and then mul-
tiplied by the target bonus to give the payment amount.

The Board of Managing Directors has a number of options at its disposal for adjusting the formula-based bonus
calculation in the event of exceptional circumstances and/or achievements or if achievements have not yet been
reflected in the targets:

—  Adjustment of target achievement at group level using a modifier of plus or minus 20 percentage points
(pretequisite: unforeseeable events outside the bank’s sphere of influence)
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—  Granting of an additional discretionaty bonus pool at departmental or team level
—  Granting of a discretionary bonus to individual employees
—  Adjustments due to personal misconduct

However, the bonus is paid as follows in accordance with InstitutsVergV: The risk taker becomes entitled imme-
diately (in the following year) to 40 percent of the achieved bonus, once it has been set by the Board of Managing
Directors (immediate bonus). Only 50 percent of this amount is paid immediately; the remaining 50 percent is
subject to a one-year retention period, during which it is pegged to the change in the DVB Bank Group’s enterprise
value.

60 percent of the achieved bonus is deferred (deferred bonus) and allocated in five tranches (each equating to
12 percent) over a period of five years. 50 percent of each tranche is subject to a further retention period of one
year and is pegged to the change in the DVB Bank Group’s enterprise value during both the deferral period and
the retention period.

After each deferral period and after the individual tranche’s additional retention period, the risk taker becomes
entitled to payment of the particular bonus installment.

Negative contributions to profits are taken into account when setting bonuses and pro rata deferrals.

Each deferred bonus tranche undergoes a malus process before payment, which involves reviewing the relevant
risk situation and financial performance, compliance with internal policies (e.g. compliance policies, lending poli-
cies), and personal conduct. However, the malus process cannot increase an individual deferred bonus tranche; it
can merely reduce or cancel it.

In the event of serious misconduct on the part of an employee, the Board of Managing Directors will initiate a
clawback process, leading to the variable remuneration being forfeited in full (not only outstanding installments
but also installments already paid).

The DVB Board of Managing Directors is responsible for determining the remuneration system.

4.4.5 Remuneration system for heads of division (below the level of the Board of Managing Directors)
The remuneration system for heads of division is the same as the remuneration system for risk takers below the
level of head of division.

4.4.6 Remuneration system for the Board of Managing Directors

In addition to a fixed salary, the remuneration system for the Board of Managing Directors includes a variable
remuneration component (bonus). The variable remuneration of the Board of Managing Directors is set with
reference to a maximum achievable bonus. Quantitative and qualitative targets derived from the corporate strategy
and strategic planning are used to determine the bonus. Targets ate set at group, bank, divisional, and individual
level and are all measured over a period of several years. The maximum bonus is set in the event of full achievement
of each individual target.

The member of the Board of Managing Directors becomes entitled immediately (in the following year) to 40 pet-
cent of the achieved bonus, once it has been set by the Supervisory Board (immediate bonus). Only 50 percent of
this amount is paid immediately; the remaining 50 percent is subject to a one-year retention period, duting which
it is pegged to the change in the DVB Bank Group’s enterprise value.

60 percent of the achieved bonus is deferred (deferred bonus) and allocated in five tranches (each equating to
12 percent) over a period of five years. After the deferral period, 50 percent of each tranche is subject to a further
retention period of one year and is pegged to the change in the DVB Bank Group’s enterprise value during both
the deferral period and the retention period.
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After each deferral period and after the individual tranche’s additional retention period, the member of the Board
of Managing Directors becomes entitled to payment of the particular bonus installment.

Negative contributions to profits are taken into account when setting bonuses and pro rata deferrals, which may
cause the variable remuneration to be reduced or cancelled. Variable remuneration is not vested during the deferral

period.

Each deferred bonus tranche undergoes a malus process before payment, which involves reviewing the relevant
risk situation and financial performance, compliance with internal policies (e.g. compliance policies, lending poli-
cies), and personal conduct. However, the malus process cannot increase an individual deferred bonus tranche; it
can merely reduce or cancel it. For a period of two years after the end of its deferral period, a bonus installment
already paid can be clawed back, and the entitlement to bonus payments can be cancelled, if the member of the
Board of Managing Directors has played a significant part in, or was responsible for, conduct that led to substantial
losses or material regulatory sanctions for the institution or if the member was in serious breach of relevant external
or internal rules regarding suitability and conduct.

The full DVB Supervisory Board is responsible for determining the remuneration system for the members of the
Board of Managing Directors. Since 2014, the appropriateness of the remuneration systems has been ensured,
primarily by the Remuneration Control Committee of the Supervisory Board.
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4.5 Remuneration systems at DZ PRIVATBANK

At DZ PRIVATBANK, the remuneration of employees in the CN wage sector is governed by the prevailing
collective pay agreement. There is also a remuneration system for employees in the NCN wage sector and a remu-
neration system for risk takers. The Supervisory Board of DZ PRIVATBANK decides on the remuneration of
the members of the Board of Managing Directors of DZ PRIVATBANK on the basis of individual contractual
arrangements.

The remuneration systems generally apply at all locations while taking country-specific aspects into consideration,
for example national legislation and provisions in a collective pay agreement. All offices in Luxembourg and abroad
are included in a points system that is based on a systematic assessment of the importance of a role; remuneration
1s paid in accordance with this system. All aspects of the remuneration systems at DZ PRIVATBANK are designed
to be gender-neutral.

There is a collective pay agreement for employees in the financial sector in Luxembourg. Employees in the CN
wage sector receive a 13th monthly salary payment at the end of the year and a loyalty bonus linked to their length
of service at the bank that is paid in June. It ranges from 20 percent to 85 percent of the basic monthly salary and
is capped at a maximum amount.

In the context of corporate health management, DZ PRIVATBANK offers its employees non-cash benefits that
are designed to promote staff loyalty. These include extensive services run by the health management team, such
as free flu vaccinations, an exercise room, and sports activities.

Certain groups of employees receive an allowance on top of their fixed remuneration that is linked to their role.
The allowance stops if the employee changes role or moves to a different organizational unit. As a rule, allowances
are not pensionable and the amounts are static. Allowances are not based on a statutory obligation but are granted
on a voluntary basis.

None of DZ PRIVATBANK s shares are traded on the market.

DZ PRIVATBANK is required to comply with the requirements in local legislation, the regulatory requirements
applicable at its sites, and the German InstitutsVergV. Although InstitutsVergV does not apply directly to banks
headquartered in Luxembourg, section 27 requires the management body of the parent company (DZ BANK,
Frankfurt) to ensure compliance with the requirements of InstitutsVergV in subordinated entities and thus in
group companies outside Germany, provided that this does not conflict with any company-law provisions or na-
tional rules.

DZ PRIVATBANK is therefore subject to the uniform rules for the management of remuneration derived from
the DZ BANK Group’s remuneration strategy and submits the related documentation about its compliance with
the agreed principles to DZ BANK for review. As a result of this procedure, DZ PRIVATBANK applies the

strictest remuneration rules at the location.

4.5.1 Remuneration system for employees in the non-collectively-negotiated wage sector

The Board of Managing Directors is responsible for determining the remuneration system for employees in the
NCN wage sector. In accordance with the provisions of InstitutsVergV, the remuneration system for employees
in the NCN wage sector includes a ban on hedging, rules on the 1:1 ratio of fixed to variable remuneration, an
explicit ban on guaranteed bonuses (except in the first year of employment, provided that the employee did not
transfer from another entity in the DZ BANK Group), and specific rules on remuneration arrangements for em-
ployees in control units.

The remuneration system for employees in the NCN wage sector includes not only a fixed monthly salary (12 or
12.5 salary payments in Luxembourg, 12.5 in Germany, and 13 in Switzerland) but also a performance- and results-
based remuneration component (reference bonus).
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4.5.1.1 System of responsibility levels

Each role at DZ PRIVATBANK that is not covered by a CN pay agreement is rated according to knowledge/abil-
ity, problem-solving, responsibility, and strategic importance and then assigned to one of four responsibility levels.
The percentage share represented by the reference bonus and the lower and upper limits for the employee’s re-
muneration depend on the responsibility level to which his or her role is assigned. This share ranges from 5 percent
to a maximum of 40 percent of the annual fixed salary. The remuneration of employees in control units is more
otiented toward annual fixed salary. Their possible reference bonus therefore ranges from 5 percent to a maximum
of 20 percent of the annual fixed salary. The total variable remuneration of employees in control departments must
not exceed a third of their total annual remuneration.

4.5.1.2 Calculation of the variable component
The following formula is used to calculate the variable component as part of the annual bonus process:

Bonus = (reference bonus x individual performance factor x segment factor x location factor)

When calculating the bonus, the aim is to both recognize employees” high level of dedication and enable them to
actively share in the success of their segment and of DZ PRIVATBANK as a company. That is why the bonus is
determined using further performance factors in addition to the segment and overall bank targets. The level of
these factors is as follows:

—  Individual performance factor: 0.5 to 1.8
—  Segment factor: 0.8 to 1.2
—  Location factor: 0.8 to 1.2

The Board of Managing Directors sets the segment factors and the location factor. The bank can set an individual
performance factor and the location factor in a particular country (so that it differs from the location factor in
other countries) at zero, if required under local regulatory and statutory provisions. This ensures that it is possible
to cancel an employee’s bonus. The segment factors for the variable remuneration of employees in control units
are not based on the same remuneration parameters as for the employees in the segments overseen by the control
units.

4.5.2 Remuneration system for risk takers (maximum bonus scheme)

The Board of Managing Directors is responsible for determining the remuneration system for risk takers. The
remuneration system for risk takers is fundamentally derived from the remuneration system for employees in the
NCN wage sector.

The remuneration system for risk takers also includes a ban on hedging, rules on the 1:1 ratio of fixed to variable
remuneration, an explicit ban on guaranteed bonuses (except in the first year of employment, provided that the
employee did not transfer from another entity in the DZ BANK Group), and specific rules on remuneration
arrangements for employees in control units.

As is the case in the remuneration system for all employees in the NCN wage sector, risk takers are assigned to
salary brackets. Based on categorization in accordance with Delegated Regulation (EU) 2021/923, they ate genet-
ally assigned to responsibility levels 1 and 2. In the remuneration system for risk takers, variable remuneration is
designed as a maximum bonus scheme. The target agreement system includes quantitative and qualitative targets.
The quantitative targets are derived from the operational planning of DZ PRIVATBANK and of the relevant
segment. There are also additional individual quantitative and qualitative targets.

60 percent of the targets are measured over a petiod of three years; the other targets are measured over a one-year
petiod. Because the maximum bonus scheme is based on aggregation, target achievement for the individual targets
ranges from 0 percent to 180 percent, whereas overall target achievement is limited to 100 percent of the maxi-
mum bonus. If target achievement for a particular target is below 50 percent, the share of the bonus for this target
is zero percent.
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Deferral and retention rules have also been established for risk takers whose bonus exceeds €50 thousand. If the
variable remuneration exceeds this threshold, 20 percent of the bonus achieved is paid immediately in the follow-
ing year. Payment of the remaining 80 percent of the bonus set for the previous year is spread out over a period
of at least five years, taking into account deferral and retention periods for risk takers below the level of head of
segment. For employees at the level of the Board of Managing Directors at subsidiaries of DZ PRIVATBANK
and for managers below the Board of Managing Directors at DZ PRIVATBANK (heads of segment, risk takers
required to report directly to the Board of Managing Directors, and defined high earners) whose bonus exceeds
the threshold of €50 thousand, the deferral period is at least six years (including retention periods). The deferred
bonus is split into four or five pro rata deferrals (each amounting to a quarter or a fifth of the 60 percent). All
amounts earmarked for deferred payment are linked to the long-term performance of DZ PRIVATBANK because
they are pegged to the value of its shares.

Negative contributions to profits are taken into account when setting bonuses and pro rata deferrals, which may
cause the variable remuneration to be reduced, cancelled, or clawed back in a period lasting no more than two
years after payment of the final deferred installment. Variable remuneration is not considered to be vested during
the deferral and retention periods.

4.5.3 Remuneration system of the Board of Managing Directors

The Supervisory Board of DZ PRIVATBANK is responsible for determining the remuneration system for the
members of the Board of Managing Directors. The remuneration of the Board of Managing Directors is set on
the basis of individual contractual arrangements. As well as a pensionable fixed salary, the remuneration includes
a bonus and contributions to an occupational pension.

Depending on target achievement, the bonus for the Board of Managing Directors of DZ PRIVATBANK ranges
from O percent to a maximum of 150 percent of the reference bonus. Quantitative and qualitative targets derived
from the corporate strategy in the form of group, bank, area of board responsibility, and individual targets are used
to determine the bonus level. All targets for the Board of Managing Directors have a historical multi-year meas-
urement period of three years.

Only 20 percent of the bonus achieved is paid immediately in the following year after the annual financial state-
ments have been adopted and the bonus has been set by the Supervisory Board. Another 20 percent is subject to
a retention period of one calendar year and depends on the long-term changes in the enterprise value of
DZ PRIVATBANK. 60 percent of the bonus set by the Supervisory Board for the previous financial year is de-
ferred over a period of five calendar years. To this end, the deferred bonus is divided into five equal installments.
They are paid after taking into account deferral and retention periods. All amounts earmarked for deferred payment
are linked to the long-term performance of DZ PRIVATBANK because they are pegged to its enterprise value.

Negative contributions to profits are taken into account when setting bonuses and pro rata deferrals by means of
backtesting, which may cause the variable remuneration to be reduced or cancelled. Variable remuneration is not
considered to be vested during the deferral and retention periods. For a period of two years after the end of its
deferral period, a bonus installment already paid can be clawed back, and the entitlement to bonus payments can
be cancelled, if the member of the Board of Managing Directors has played a significant part in, or was responsible
for, conduct that led to substantial losses or material regulatory sanctions for the institution or if the member was
in serious breach of relevant external or internal rules regarding suitability and conduct.

4.5.4 Remuneration for supervisory bodies

The Annual General Meetings of the individual companies decide on the remuneration of the members of the
supervisory bodies at DZ PRIVATBANK. This remuneration comprises fixed annual remuneration and, depend-
ing on the size and location of the company, a meeting attendance fee. There is no variable remuneration.
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The following tables disclose information on the amount and breakdown of the remuneration of DZ BANK
including its subordinated companies in accordance with section 27 of the InstitutsVergV. The remuneration
amounts have been rounded in accordance with standard commercial practice. Therefore, the totals shown may
differ slightly from the arithmetical totals of the individual figures.

Total amount of all remuneration pursuant to section 16 InstitutsVergV at consolidated level (aggregated by func-
tion/business areas):

o -

! ,Management body - Management function® takes into account DZ BANK AG's Management Board. Manage-
ment body of the subordinated companies are shown under the business areas.

2 Number as of the reportingdate 31.12.2022

3 Number/full-time equivalents with variable remuneration takes into account beneficiaries who received vari-
able remuneration for the year 2022
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The following detailed information relate to risk takers and are disclosed in accordance with the InstitutsVergV
and Article 450 CRR in conjunction with Implementing Regulation (EU) 2021/637

Remuneration awarded for the financial year in million Euro (REM 1):

31.12.2022
Management Management Other Other
body - body - . . i
4 senior identified
Supervisory Management managements staff
function* function* 9
Number of identified staff® 20.0 9.0 50.0 461.5
Total fixed remuneration in mio. € 0.8 12.6 235 66.1
Of which: cash-based 0.8 9.3 19.9 61.5
Fixed i Of which: shares or equivalent ownership interests - - - -
remuneration
Of which: share-linked instruments or equivalent . . B B
non-cash instruments
Of which: other instruments - - - -
Of which: other forms - 3.4 3.6 4.6
Number of identified staff® - 9.0 50.0 387.5
Total variable remuneration - 2.8 6.7 17.1
Of which: cash-based - 0.6 1.4 13.0
Of which: deferred - - 0.1 1.2
Of which: shares or equivalent ownership interests - - - -
) Of which: deferred - - - -
Variable
remuneration Of which: share-linked instruments or equivalent . 22 53 41
non-cash instruments )
Of which: deferred - 2.2 5.3 4.1
Of which: other instruments - - - -
Of which: deferred - - - -
Of which: other forms - - - -
Of which: deferred - - - -
Total remuneration 0.8 15.4 30.2 83.2

The derogation of Article 94 (32) CRD does not apply. The exception under Article 94 (3b) CRD to compensa-
tion principles 1 and m pursuant to Article 94 (1) CRD was applied in 2022 to 368 employees with total compen-
sation of € 60.1 million (thereof fixed € 50.3 million, thereof variable € 9.8 million). An exception to the com-
pensation principle o pursuant to Article 94 (1) CRD is not applied.

#“Management body - Supervisory function” and “Management body - Management function” take into account
the respective bodies of DZ BANK AG.

*Other senior management comprises the first management level below the Board of Managing Directors of DZ
BANK AG as well as the risk takers in the management of the subsidiaries of DZ BANK AG.

® Number of identified staff: Management bodies are counted as persons; risk takers not belonging to the
management bodies are counted as full-time equivalents
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Special payments to risk takers (REM 2):

31.12.2022
Management Management
body - body - Other senior Other identi-
Supervisory Management management fied staff
function function
Guaranteed variable remuneration awards
Guaranteed variable remuneration awards — Number of identified staff 1.0 - -
Guaranteed variable remuneration awards — Total amount in mio. € 0.5 - -
Of which guaranteed variable remuneration awards paid during the
financial year, that are not taken into account in the bonus cap in - - -
mio. €
Severance payments awarded in previous periods, that have been
paid out during the financial year
Severance payments awarded in previous periods, that have been paid B 10 70
out during the financial year - Number of identified staff ’ ’
Severance payments awarded in previous periods, that have been paid
. X h P - 0.4 2.7
out during the financial year - Total amount in mio. €
Severance payments awarded during the financial year
Severance payments awarded during the financial year - Number of
. o - - 3.0
identified staff
Severance payments awarded during the financial year - Total amount } : 05
in mio. € i
Of which paid during the financial year - - 0.2
Of which deferred - - -
Of which severance payments paid during the financial year, that are
. - - 0.2
not taken into account in the bonus cap
Of which highest payment that has been awarded to a single person - - 0.2
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Deferred remuneration in million Euro (REM 3):

31.12.2022
Total Of which Of which Amount of Amount of Total Total Total of
amount of due to vest | due to vest | performance | performance | amount of | amount of amount
deferred in the in subse- adjustment adjustment adjustment | deferred of deferred
remun- financial quent made made during remun- remunera-
eration year financial in the finan- | in the finan- | the finan- eration tion
awarded years cial cial year to cial year awarded awarded
for previous year to de- deferred due to ex before the for pre-
performance ferred remunera- post impli- | financial vious
periods remunera- tion that cit adjust- | year perfor-
tion that was due to ments actually paid | mance
was due to vest in (i.e.changes | out period that
vest in future of value of [ in the finan- | has vested
the financial | performance | deferred cial but is
year years remuner- year subject to
ation due retention
to the periods
changes of
prices of in-
struments)
Management body — ; . . ) } ; ;
Supervisory function
Cash-based - - - - - - -
Shares or equivalent . . . . . . .
ownership Interests
Share-linked instru-
ments or equivalent - - - - - - -
non-cash instruments
Other instruments - - - - - - -
Other forms - - - - - - -
Management body — 5.0 . 5.0 ) } ; 14

Management function

Cash-based - - - o - - R

Shares or equivalent
ownership Interests

Share-linked instru-
ments or equivalent 5.0 - 5.0 - - - 1.4
non-cash instruments

Other instruments - - = = - - R

Other forms - - - - - - -

Other senior manage-
ment

Cash-based 0.2 - 0.2 - - - 0.1

Shares or equivalent
ownership Interests

Share-linked instru-
ments or equivalent 15.6 = 15.6 = = 0.0 3.9
non-cash instruments

Other instruments - = - - _ - B

Other forms - - - - - - -

Other identified staff 13.7 2.8 10.9 - - 0.0 10.7 238

Cash-based 4.6 - 4.6 - - - 2.2

Shares or equivalent
ownership Interests

Share-linked instru-
ments or equivalent 9.1 2.8 6.3 - - 0.0 8.4 2.8
non-cash instruments

Other instruments - - = = B - R

Other forms - - - - - - -

Total amount 34.4 2.8 31.6 - - 0.0 16.0 238
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Remuneration of 1 million Euro or more per year (REM 4):

31.12.2022

Identified staff that are high earners as set out in

Article 450 (i) CRR

1000 000 to below 1 500 000

7
1 500 000 to below 2 000 000 5
2 000 000 to below 2 500 000 2
Information on remuneration of risk takers (REM 5):
31.12.2022
Managementbody remuneration Business areas -
Manage- Manage- Indepen-
ment ment body Total Invest- Retail Asset Corpo- dent in-
body — - Manage- Manage- ment bankin manage- rate ternal All other Total
Supervisory  ment func- ment body | banking 9 ment functions  control
function tion functions
Total number of 20.0 9.0 29.0 77.8 58.0 149 1085 1303 1220 5405
identified staff
Of which: members
of the management 20.0 9.0 29.0 29.0
body .
Of which: other sen- 70 60 00 90 50 230 50.0
ior management .
Of which: other
identified staff 70.8 52.0 14.9 99.5 125.3 99.0 461.5
Total remuneration
of identified staff 0.8 15.4 16.3 234 13.9 2.3 23.8 24.5 25.4 129.6
in mio. EUR
OF which: variable : 28 2.8 6.2 3.1 03 46 45 5.0 26.6
remuneration
Of which: fixed 08 12.6 13.5 17.2 10.8 2.0 19.2 20.0 204 103.1
remuneration
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