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In fiscal year 2024 we implemented a restructuring as part of the “Koralle” program. The new Volkswagen 
Financial Services AG (VW FS) was formed as a financial holding company effective July 1, 2024. 
Volkswagen Bank GmbH became a wholly owned subsidiary of VW FS and Volkswagen Leasing GmbH 
was spun off to Volkswagen Bank GmbH. As a result of the restructuring, the present group is a group 
within the meaning of section 27(1) of the InstitutsVergV. 

As a significant institution, VW Bank has been subject to supervision by the European Central Bank 
since July 1, 2024. From this time, VW FS was therefore required to implement the InstitutsVergV as 
amended August 4, 2017 and in its fourth amended version of September 24, 2021 across the group. 

Under section 16(1) of the InstitutsVergV, information regarding the remuneration policy and 
practices must be disclosed. The disclosure obligations are based on Article 450 of Regulation (EU) 
No. 2019/876 (CRR II) of May 20, 2019 amending Regulation (EU) No. 575/2013 (CRR I) and are 
supplemented by the EBA ITS/2020/04 implementing technical standards of June 24, 2020. Article 450 of 
the CRR specifies that certain quantitative and qualitative information must be disclosed for those 
categories of staff whose professional activities have a material impact on the risk profile of the 
organization (“risk takers”). This remuneration report includes the relevant information for fiscal year 
2024 for the regulatory scope of consolidation, including the foreign branches and subsidiaries. 

Reporting is on an accrual basis. In other words, the report covers details of payments relating to expenses 
that were incurred in the period commencing July 1, 2024. It therefore also includes payments, such as 
payments of proportionate variable remuneration for the second half of 2024, that were made in 2025 for 
this period commencing July 1, 2024. The remuneration report is published on the website of VW FS. 

REMUN ERATION GOVERNANCE 
The Board of Management, which comprises the Board members of the institution, is responsible for the 
design of the employee remuneration system. The remuneration of the members of the Board of 
Management is specified in their respective employment contracts and is the responsibility of the 
Supervisory Board. 

VW FS follows the management remuneration system operated by Volkswagen AG. The basic 
principles of this system are enshrined in writing in organizational policies and are reviewed each year 
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by VW FS to ensure that they remain appropriate. The works council agreement on variable remuneration, 
which was drawn up in cooperation with employee representatives to implement the requirements laid 
down in the InstitutsVergV, establish a common understanding and create more transparency for 
employees, was also applied in 2024. 

Deloitte Legal Rechtsanwaltsgesellschaft mbH has been engaged as an external consulting firm. 
After consulting the Supervisory Board, a Remuneration Officer and a deputy were appointed for 

VW FS. The primary responsibility of the Remuneration Officer is to ensure that there is appropriate, 
permanent and effective monitoring and control of the remuneration systems and employee 
remuneration. Remuneration Officers have to monitor continuously the appropriateness of the 
remuneration of employees who are not members of the Board of Management. This is documented in 
the annual Remuneration Control Report. In addition, they have to support the Supervisory Board and 
the Remuneration Committee in the performance of their monitoring and design duties for all 
remuneration systems. 

A report on the design of the remuneration system and its appropriateness is submitted once a year 
to the Supervisory Board of VW FS. VW FS has established a Remuneration Committee in accordance with 
section 25d(12) of the Kreditwesengesetz (KWG – German Banking Act ). 

The Remuneration Committee carries out the duties laid down in the KWG and in the InstitutsVergV. 
It supports the Supervisory Board in appropriately designing the Institution’s remuneration systems 
for members of the Board of Management. Furthermore, it provides support in monitoring the 
appropriate design of the remuneration systems for employees, in particular for the heads of the risk 
control function and the compliance function as well as for the employees who have a significant 
influence on the overall risk profile of the company. It also evaluates how the remuneration systems 
affect risk, capital and liquidity management and is intended to ensure that the remuneration systems 
are aligned with the business and risk strategy, which takes into account corporate values and 
corporate sustainability risks. Furthermore, the Remuneration Committee supports the Supervisory 
Board in the proper inclusion of the internal control functions and all other relevant areas in the design 
of the remuneration systems. 

The Remuneration Committee consists of the Chair of the Supervisory Board and two other members 
of the Supervisory Board, one of whom is an employee representative. According to the rules of 
procedure of the Committee, at least one member must have sufficient expertise and professional 
experience in the area of risk management and risk control, in particular with regard to mechanisms for 
aligning the remuneration systems with the overall risk tolerance and strategy and with the company's 
own capital resources. The Committee met twice in fiscal year 2024 and prepared relevant draft 
resolutions for the Supervisory Board. 

BASIC PRI NCI PLES  OF REMUN ERATION 
The remuneration strategy is significantly shaped by the business and risk strategies, which take 
corporate culture and sustainability risks (ESG) into account. This fosters a responsible and risk-
conscious behavior among employees. 

The business and risk strategy is based on the overall MOBILITY2030 strategy of the Group’s Financial 
Services division. Within MOBILITY2030, special attention is paid to the topic of ESG in the strategic 
dimension “Sustainability” with the overall goal “We drive the transition to emission-free mobility along 
the Volkswagen Group’s ESG principals.” 

The remuneration policy ensures that customer and consumer rights and interests are taken into 
account. The system also helps to ensure that the company has adequate human resources in terms of 
both quality and quantity. 

The remuneration policy for all employees is gender-neutral, i.e. employees are paid the same 
regardless of their gender for the same work or work of equal value (equal pay). For VW FS, it can be 
said that the remuneration policy supports equal pay in practice. In addition to the application of the 
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Pay Transparency Act, there are various internal committees to ensure equal pay (e.g. “Remuneration 
Committee” and “Remuneration Commission”). The neutral framework is formed by the company 
agreement “Variable Remuneration”, the existing salary bands and the job evaluation. The 
remuneration processes stipulate that not a supervisor alone can decide on the remuneration of an 
employee, but that a remuneration adjustment is always decided on the principle of multiple control. 
In addition, awareness of the purposes of the Allgemeines Gleichbehandlungsgesetz (AGG – German 
General Equal Treatment Act) is raised in each individual round of remuneration. In addition, the 
Diversity Guideline applies, which, in addition to gender diversity, also considers the topics of age, 
cultural background, sexual identity and inclusion. 

The remuneration system comprises fixed and variable components. There is a reasonable ratio 
between the components, ensuring that there are no incentives to take excessive risks. In general, the 
maximum ratio is 1:1. In this regard, the sole shareholder made a decision in accordance with section 6 
of the InstitutsVergV in conjunction with section 25a(5) sentence 5 of the KWG that there will be a 
maximum ratio of 1:2 between the fixed and variable remuneration components for the members of 
the management, of the upper management and top management, and the senior management team. 

The remuneration systems are designed such that they are not in conflict with the monitoring 
functions of the control units (e.g. risk management, compliance, back office and internal audit). In 
particular, there is no risk that a conflict of interests will arise. Overall, remuneration in the control 
units focuses on the fixed remuneration component, enabling these units to have an appropriate level 
of human resources in terms of quantity and quality. As a rule, employees are not granted any 
guaranteed variable remuneration or retention bonuses. Exceptions may be agreed in justified 
individual instances and in compliance with section 5(5) and 5(7) of the InstitutsVergV. If 
compensation or severance payments are made, they are consistent with the long-term interests of VW 
FS, section 5(6) of the InstitutsVergV and the severance payment framework. The corresponding 
payments are subject to the special deferral and payment conditions, if they fall within the scope of 
section 20 of the InstitutsVergV. 

VW FS recognizes a provision for variable remuneration in the fiscal year to which it is attributable 
based on the accrual principle. Variable remuneration is only measured and paid out when the criteria 
specified in section 7 of the InstitutsVergV are met at group level and are compatible with the annual 
results. Risk-bearing capacity, multi-year capital planning and financial performance are taken into 
account. VW FS AG must ensure that it has adequate capital and liquidity, and that it maintains over 
the long term, or re-establishes, compliance with the combined capital buffer requirements in 
accordance with section 10i of the KWG. The total amount of variable remuneration comprises the 
variable remuneration at VW FS and the equivalent remuneration at all the subsidiary institutions or 
branches in the group. 

The employees are forbidden to limit or remove the risk focus of variable remuneration by means 
of hedging or other countermeasures. This includes both external hedging measures by colluding with 
third parties and internal collusion with other employees. 

REMUN ERATION SYSTEM 
The remuneration system comprises fixed and variable remuneration components, benefits and 
occupational pension benefits. Reasonable remuneration in line with customary market practices is paid. 

The remuneration framework is based on the significance of the role undertaken by the person 
concerned. It takes into account the requirements relating to specified assessment criteria applicable 
throughout the Group and a classification based on employee level and salary group. These categories 
are allocated basic salary bands and a bonus framework relevant for all the functions in these employee 
levels and salary groups. The remuneration structure for control functions is also based on the 
significance of the function. Action is taken to ensure that responsibilities of the same significance are 
given the same remuneration structure and also that there are no limitations on control activities. 
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When determining the levels of remuneration, any evaluation takes into account both standard market 
rates and the remuneration levels and structures in the Volkswagen Group to ensure that employees can 
transfer between the companies. The remuneration framework is structured in such a way that there is 
no incentive to take excessive risks.  

FIXED (NON-PERFORMANCE-REL ATED) REMUN ERATION 
The collective agreement between Volkswagen AG and IG Metall is applied by way of a follow-on 
collective agreement to those employees of VW FS who are subject to the collective agreement. 

The non-payscale employees of VW FS are remunerated above the payscale. The individual monthly 
salary ensures a level of basic remuneration that is sufficient for the employees to meet their living 
expenses and that allows them to focus on the interests of the company without becoming dependent 
on variable remuneration. The basic remuneration recompenses the employees for their work. The 
underlying remuneration bands are reviewed on a regular basis and adjusted if required. Within this 
framework, VW FS aims to pay remuneration at market rates to attract and retain employees with 
suitable skills and qualifications.  

VARIABLE (PERFORMANCE-RELATED) REMUN ERATION 
For payscale employees, variable (performance-related) remuneration is granted in accordance with the 
collective agreement. However, under section 1(4) of the InstitutsVergV, this does not represent variable 
remuneration within the meaning of this regulation. 

The remuneration system rewards individuals for their contribution and enables employees to 
share in the success of VW FS and the Volkswagen Group as a whole. The variable remuneration within 
the meaning of the InstitutsVergV for salaried employees not covered by a collective agreement 
comprises two components: an annual bonus and a long-term bonus. The basis for variable 
remuneration is measured on an annual basis (annual bonus) and over a number of years (long-term 
bonus) and consists of performance at group / institution, organizational unit and individual levels. 
The relevant key performance indicators and metrics are derived from the business and risk strategy 
and take into account the key figures specified for risk, capital and liquidity. Negative contributions to 
earnings reduce the amount of variable remuneration, including in situations in which employment 
contracts are terminated (prematurely). The bonus amount is accounted for and paid to employees 
after the relevant annual financial statements for the fiscal year concerned have been formally 
approved, generally in May of the subsequent year. The variable remuneration is granted to employees 
as a cash benefit; it is not a fixed component of the annual salary, but a voluntary benefit, allowing 
employees to share in the success of the business. 

All employees entitled to a bonus participate, depending on their individual salary group. The 
amount of the annual bonus depends on the performance of the institution and is calculated on the 
basis of a one-year measurement period. The annual bonus is decided by Board of Management or the 
Supervisory Board. Performance is calculated using the standardized return on equity (ROE) of VW FS 
Group (including Volkswagen Bank). The annual bonus is determined based on the individual target 
amount of the employee eligible for the bonus and the two weighted components of the annual bonus. 
This consists of the KPI component on the one hand and the individual component on the other. The 
KPI component is determined by financial and non-financial KPIs, consisting of the overall financial 
target achievement multiplied by the ESG factor The individual component consists of the payout 
factor for the overall performance category as part of performance management and the KPI 
component. 

Determination of the individual component bonus is thus based on quantitative and qualitative 
factors. Following the same approach used by Volkswagen AG, the standard process of holding special 
meetings to agree targets applies to all managers worldwide. These meetings are used not only to 
determine the targets for the forthcoming fiscal year but also to evaluate the extent to which the 
previous year’s targets have been met. They also assess how well the manager has performed. The 
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individual payout factor is determined in a comparative review process from a number of angles 
involving the HR department, the line manager and the relevant member of the Board of Management. 
The determination is made on the basis of firmly defined premises and orientation values for the 
various combinations of performance evaluation and degree of target achievement at reasonable 
discretion. This ensures that negative variances in the personal performance contribution reduce the 
variable remuneration and may even lead to it being forfeited altogether. 

In a second step, the preliminary level of target attainment/annual bonus is multiplied by a risk 
factor reflecting the utilization of the limit at Group and institution level. The risk factor is specified 
once a year by the Managing Directors and the Supervisory Board of VW FS at their reasonable 
discretion, taking into account the utilization of the limit. The combination of the ROE and a risk factor 
ensures that both the financial performance and the level of risk taken on by the company are 
appropriately factored into the calculation of the annual bonus. 

The introduction of the individual bonus component in the annual bonus is a new feature in fiscal 
year 2024. As a result, the personal performance factor has been eliminated. The maximum target 
achievement of the annual bonus for a fiscal year is limited to 175%. 

The ESG factor introduced in fiscal year 2023 is composed in equal parts of the decarbonization 
index (DCI) at Group level for the Environment aspect (E) and the proportion of women in management 
at brand level for the Social aspect (S). The Governance (G) criterion is already taken into account by 
the culture and integrity component. The DCI serves as a measuring instrument for the CO2 emissions 
of brands producing passenger cars and light commercial vehicles throughout their entire life cycle. 
The aim is to achieve a sustainable reduction in carbon and to offset carbon dioxide (CO2) emissions in 
order to create a zero-carbon global economy in the long term. The product life cycle analysis 
(environmental footprint) analyzes the environmental impact of a product over its entire life cycle and 
factors this into the DCI. This involves a holistic approach: from vehicle development through the raw 
materials required and logistics, down to production, from the first to the last kilometer on the road, 
and from deregistration to recycling. 

The proportion of women in management measures the proportion of women in management 
compared with the total number of managers. Companies with diverse teams are more successful and 
consistently generate higher returns. VW FS is therefore striving to increase the proportion of women 
in management. The ESG factor can range between 0.7 and 1.3. The achievement of the targets for 
criterion E is determined annually by the Volkswagen Group and made available to the Group brands. 
The target achievement for criterion S is determined by the Board of Management or the supervisory 
board on the basis of the previously defined target values. The calculated value for the annual bonus is 
additionally multiplied by the ESG factor determined for the respective financial year and then results 
in the individual starting value for the annual bonus. 

The long-term bonus takes into account internal and external success parameters and rewards the 
development of the Group’s value and management performance. With the focus on earnings per share, 
share price and dividends, it links the profitability of the Group to investor interests on the basis of a 
three-year assessment period. All employees entitled to a bonus participate, depending on their 
individual salary group. The absolute amount of the long-term bonus is capped at 250% of target 
achievement for a fiscal year. 

The payment of the variable remuneration components of an employee should not only depend on 
purely economic parameters, but also on compliance with the culture and integrity requirements that 
exist in the Volkswagen Group and at VW FS. Against this background, a check is carried out to 
determine whether a correction needs to be made based on the culture and integrity requirements in 
the Volkswagen Group and at VW FS (“culture and integrity corrective”). The decisive factor for the 
culture and integrity corrective is whether relevant misconduct occurred during the assessment period. 
The check is based on the factors of individual misconduct and organizational fault. Upper 
management is additionally subject to the rule that – if misconduct is subsequently discovered that, if 
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it had been discovered at the outset, would have given rise to a culture and integrity corrective of 
100% – the company has the right to claw back the full gross amount of the payout amount at its 
reasonable discretion. 

OTH ER B EN EFITS  
In addition to fixed and variable remuneration components, VW FS also grants social security benefits 
to its employees. These are non-discretionary arrangements that are based on Group- or Bank-wide 
regulations and therefore do not represent incentives to take inappropriate risks.  

REMUN ERATION SYSTEM OF TH E BOARD OF MANAG EMENT 
The Supervisory Board of VW FS is responsible for determining the remuneration of the members of the 
Board of Management of VW FS. The remuneration of the members of the Board of Management 
comprises fixed and variable remuneration. In addition, other benefits are granted in line with 
customary market practice. The amount of the remuneration is commensurate with the duties and 
performance of the members of the Board of Management. The management remuneration system 
operated by the Volkswagen Group is used to measure the variable remuneration. This system is based 
on a multi-year assessment. The variable remuneration of members of the Board of Management is 
determined by the Supervisory Board in accordance with section 7 of the InstitutsVergV. In addition, the 
special requirements for risk takers are applied to members of the Board of Management.  

SPECIAL CONSI DERATIONS  FOR RISK TAKERS  
Special requirements in the InstitutsVergV apply to risk takers, i.e. those employees whose professional 
activities have a material impact on the overall risk profile. Each year, VW FS must carry out its own 
independent risk analysis to identify the risk takers. The analysis encompasses all subsidiary companies 
and the branches of VW FS. 

The risk takers were identified for the financial year 2024 based on section 18 of the InstitutsVergV in 
conjunction with the Directive 923/2021/EU in addition to Directive 2013/36/EU. For VW FS, 60 functions 
(including five members of the Board of Management and 12 Supervisory Board members 1 ) were 
identified as risk takers. An additional 50 functions were identified for the VW FS Group (including 
foreign subsidiaries). 

The management remuneration system operated by the Volkswagen Group is also used to measure 
the variable remuneration for the risk takers. The special requirements laid down in the InstitutsVergV 
apply to the payment of this variable remuneration. Some of it must be extended over a number of years 
and also linked to the long-term performance of the business. An amount of 40% of the variable 
remuneration for risk takers is granted immediately. The remaining 60% is deferred over a retention 
period of four to five years. In the case of members of Board Management, the retention period is five 
years. If the variable remuneration computed for a fiscal year is below the exemption limit for the fiscal 
year specified by the competent supervisory authority, the bonus amount is treated as a cash amount for 
immediate payment. In the case of risk takers, the variable remuneration determined for a fiscal year 
does not give rise to the establishment of any claim for a corresponding bonus or the establishment of a 
corresponding entitlement. The bonus value is solely a value for use in calculations and only confers a 
right to have the bonus determined without error. A proportion of 50% of the portions granted or 
deferred depends on a sustained change in the enterprise value of VW FS (sustainability component). The 
amount paid out from the sustainability component is based on a KPI-related determination of 
enterprise value that reflects the changes in adjusted Tier 1 capital. It is subject to an additional holding 
period of twelve months. 

The deferred portion of variable remuneration for risk takers is subject to a penalty review before it is 
paid out. It is possible for the variable remuneration to be reduced or withdrawn altogether, depending 

 
1 Including nine Volkswagen Group employees and three external employees. 
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on the findings of the penalty review, e.g. in cases of improper conduct or breaches of duty. In addition 
to the penalty review, back testing is also performed, i.e. a subsequent review of whether the variable 
remuneration originally determined is still applicable. 

The Board of Management decides at its discretion whether deferred tranches will be reduced or 
withdrawn. For members of the Board of Management, this decision is taken by the Supervisory Board. 

In addition, the remuneration system for risk takers at VW FS specifies that variable remuneration 
already paid can be claimed back under certain conditions and entitlements to payment expire if there 
is negative deviation in the contribution to profit pursuant to section 18(5) in conjunction with section 
20(5) of the InstitutsVergV (claw-back). 

The malus review in respect of the deferred payments for risk takers in accordance with section 20(5) 
of the InstitutsVergV was applied in the 2024 fiscal year. The payments of deferred portions of variable 
remuneration relating to prior years were unabridged. 

DISCLOSURE OF REMUN ERATION DETAILS 
The details required in accordance with the disclosure obligations specified in section 16 of the 
InstitutsVergV in conjunction with Article 450 of Regulation (EU) No. 575/2013 are presented below. The 
tables include discrepancies caused by rounding. Aggregate figures are reported in order to comply with 
the requirements relating to materiality, data protection and confidentiality, as specified in section 16 
of the KWG. 
 
Aggregated quantitative disclosures on remuneration, broken down by division (number of employees 
as of December 31, 2024 for the period commencing July 1, 2024) 
 

I N F O R M A T I O N  O N  R E M U N E R A T I O N  I N  A C C O R D A N C E  W I T H  S E C T I O N  1 6 ( 1 )  N O .  3  O F  T H E  I N S T I T U T S V E R G V  

 
          

          

Fiscal year 2024 
in Number/€ 

Supervisory 
Board1)

Executive 
Board

Invest-
ment

banking
Retail

banking
Asset

management
Corporate 
functions

Independent 
control 

functions Other divisions Total           
Number of 
members 12 5           

Total number of 
FTEs   - 758.00 46.00  515.50

 
 

207.00 7,336.00  8,862.50
Total 
remuneration 91,920 3,692,105   - 34,005,284 2,784,192 27,273,925 12,843,791 400,667,825 481,359,042
of which total 
fixed 
remuneration 91,920 2,395,924 - 29,054,779 2,378,868 23,303,374 10,973,986 349,227,789 417,426,641
of which total 
variable 
remuneration - 1,296,181 - 4,950,504 405,324 3,970,550 1,869,805 51,440,036 63,932,401
  

 

 
The table includes discrepancies caused by rounding. 

1) In accordance with a resolution passed by the shareholders´ meeting, the members of the Supervisory Board who are not employees of the Volkswagen Group are 
generally entitled to annual remuneration. This remuneration is independent of the performance of the Bank. The members of the Supervisory Board who are 
employees of the Volkswagen Group receive a lump-sum remuneration from VW Bank. If they are also members of other supervisory boards of Group companies of 
Volkswagen AG, remuneration received for these functions is deducted from their entitlement. 
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R E M U N E R A T I O N  G R A N T E D  T O  R I S K  T A K E R S  F O R  T H E  F I S C A L  Y E A R  B Y  T Y P E  O F  R E M U N E R A T I O N  ( R E M 1 )  

 
      

   Number/€  
MB Supervisory 

function1) 
MB Management 

function  
Other senior 

management2) 

Other 
identified staff 

        
  

Fixed 
remuneration 

Number of identified staff3) 12 5 58 14
Total fixed remuneration 91,920 2,395,924  8,686,676 1,516,965 

of which: cash-based 91,920 2,395,924 8,686,676 1,516,965 
of which: shares or equivalent ownership interests 0 0 0 0
of which: share-linked instruments or equivalent non-
cash instruments 

0 0 0 0

of which: other instruments 0 0 0 0
of which: other forms 0 0 0 0

Variable 
remuneration 

Number of identified staff3) 12 5 58 14
Total variable remuneration  - 1,296,181 4,144,766 511,901
of which: cash-based  - 648,090 2,596,758 385,751

of which: deferred 0 388,854 928,805 75,690
of which: shares or equivalent ownership interests 0 0 0

of which: deferred 0 0 0
of which: share-linked instruments or equivalent non-
cash instruments 

0 648,090 1,548,008 126,150

of which: deferred 0 648,090 1,548,008 126,150
of which: other instruments 0 0 0

of which: deferred 0 0 0
of which: other forms 0 0 0

of which: deferred 0 0 0
Total remuneration   91,920 3,692,105   12,831,442 2,028,866 

 
The table includes discrepancies caused by rounding. 

1) In accordance with a resolution passed by the shareholders´ meeting, the members of the Supervisory Board who are not employees of the Volkswagen Group are 
generally entitled to annual remuneration. This remuneration is independent of the performance of the Bank. The members of the Supervisory Board who are 
employees of the Volkswagen Group receive a lump-sum remuneration from VW Bank. If they are also members of other supervisory boards of Group companies of 
Volkswagen AG, remuneration received for these functions is deducted from their entitlement. 

2) Senior management of VW FS and Managing Directors of subsidiaries and branches 
3) The number of risk takers shown here does not include any employees receiving remuneration under collective bargaining agreements, as these are expressly 

excluded from the requirements of the IVV in accordance with section 1(4) of the IVV. 
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S P E C I A L  P A Y M E N T S  T O  R I S K  T A K E R S  ( R E M 2 )  

Number/€ 
MB Supervisory 

function
MB Management 

function
Other senior 

management1)

Other
identified staff      

 
Guaranteed variable remuneration  
Guaranteed variable remuneration – Number of identified staff - - - -

Guaranteed variable remuneration awards -Total amount - - - -

of which guaranteed variable remuneration awards paid during the 
financial year, that are not taken into account in the bonus cap 

- - - -

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 out 
during the financial year - Number of identified staff 

- - - -

Severance payments awarded in previous periods, that have been paid out 
during the financial year - Total amount 

- - - -

Severance payments awarded during the financial year 

Severance payments awarded during the financial year - Number of identified 
staff 

- - - -

Severance payments awarded during the financial year - Total amount - - - -

of which paid during the financial year - - - -

of which deferred - - - -
of which severance payments paid during the financial year, that are not 
taken into account in the bonus cap 

- - - -

of which highest payment that has been awarded to a single person - - - -
 

 
1) Senior management of VW FS and Managing Directors of subsidiaries and branches 
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D E F E R R E D  R E M U N E R A T I O N  O F  R I S K  T A K E R S  ( R E M 3 )  

 
         

 € 

Total amount 
of deferred 

remuneration 
awarded for 

previous 
performance 

periods

of which due 
to vest in the 
financial year

of which 
vesting in 

subsequent 
financial years

Amount of 
performance 

adjustment 
made in the 

financial year 
to deferred 

remuneration  
that was due 
to vest in the 
financial year

Amount of 
performance 

adjustment 
made in the 

financial year 
to deferred 

remuneration 
that was due 

to vest in 
future 

performance 
years

Total amount 
of adjustment 

during the 
financial year 

due to ex post 
implicit 

adjustments 
(i.e. changes of 

value of 
deferred 

remuneration 
due to the 

changes of 
prices of 

instruments)

Total amount 
of deferred 

remuneration 
awarded 

before the 
financial year 
actually paid 

out in the 
financial year

Total amount 
of deferred 

remuneration 
awarded for 

previous 
performance 

period that 
has vested but 

is subject to 
retention 

periods
         

MB Supervisory function 
Cash-based  -  -  - -  -  -  - -
Shares or equivalent ownership  
interests  -  -  - -  -  -  - -
Share-linked instruments or 
equivalent non-cash instrument  -  -  - -  -  -  - -
Other instruments  -  -  - -  -  -  - -
Other forms  -  -  - -  -  -  - -
MB Management function -  -  - - -  -      -   -
Cash-based  - - -  -  -  - -  -
Shares or equivalent ownership  
interests - - - - - - - -
Share-linked instruments or 
equivalent non-cash instrument  -  -  -  -  -  -
Other instruments - - -  -  -  -  -  -
Other forms - - - - - - - -
Other senior management1) -  -  - - - -
Cash-based - - -  -  -  - -  -
Shares or equivalent ownership  
interests  -  -  -  -  -  -  -  -
Share-linked instruments or 
equivalent non-cash instrument  - - -  -  - - - -
Other instruments  -  -  -  -  -  -  -  -
Other forms  -  -  -  -  -  -  -  -
Other identified staff - - - - - - - -

Cash-based - - - - - - - -

Shares or equivalent ownership  
interests 

- - - - - - - -

Share-linked instruments or 
equivalent non-cash instrument 

- - - - - - - -

Other instruments - - - - - - - -

Other forms - - - - - - - -
Total amount - - - - - - - -

 
The table includes discrepancies caused by rounding. 

1) Senior management of VW FS and Managing Directors of subsidiaries and branches 
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R I S K  T A K E R S  W I T H  T O T A L  R E M U N E R A T I O N  >  € 1  M I L L I O N  ( R E M 4 )  

  

   Number Identified staff that are high earners as set out in Article 450(1i) CRR  

1,000,000 to less than 1,500,000 0
1,500,000 to less than 2,000,000 0
2,000,000 to less than 2,500,000 0
2,500,000 to less than 3,000,000 0
Total 0

 

D I S C L O S U R E S  O N  T O T A L  R E M U N E R A T I O N  O F  R I S K  T A K E R S  ( R E M 5 )  

           

 

Management body remuneration Business areas 

MB 
Supervisory 

function 1)

MB 
Manage-

ment 
function Total MB

Investment 
banking

Retail
banking

Asset
Manage-

ment
Corporate
functions

In-
dependent 

internal
control

functions
All

others Total 
  
 

Total number of identified staff 2) 12 5 17 0 0 0 27 15 30 89
Of which: members of the MB 12 5 17
Of which: other senior management 0 0 0 25 7 26
Of which: other identified staff 0 0 0 2 8 4

 
Total remuneration of identified staff  91,920 3,692,105 3,784,025 0    0 0 4,977,806 2,843,414  7,039,089 18,644,333 

Of which: variable remuneration 0   1,296,181 1,296,181 0 0 0 1,338,353 829,950 2,488,364 5,952,848 
Of which: fixed remuneration 91,920 2,395,924 2,487,844 0 0 0 3,639,453 2,013,464 4,550,724 12,691,485  

 
The table includes discrepancies caused by rounding. 

1) In accordance with a resolution passed by the shareholders´ meeting, the members of the Supervisory Board who are not employees of the Volkswagen Group are 
generally entitled to annual remuneration. This remuneration is independent of the performance of the Bank. The members of the Supervisory Board who are 
employees of the Volkswagen Group receive a lump-sum remuneration from VW Bank. If they are also members of other supervisory boards of Group companies of 
Volkswagen AG, remuneration received for these functions is deducted from their entitlement. 

2) The number of risk takers shown here does not include any employees receiving remuneration under collective bargaining agreements, as these are expressly 
excluded from the requirements of the IVV in accordance with section 1(4) of the IVV. 

 


