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Disclosure pursuant to Article 450 CRR  
(Remuneration and incentive systems and practices) 

 

QUALITATIVE DISCLOSURE 
 

Table EU REMA – Remuneration policy 
Qualitative disclosures

1. Name, composition and mandate of the main body 

(management body or remuneration committee as applicable) 

overseeing the remuneration policy and the number of meetings 

held by that main body during the financial year.

2. External consultants whose advice has been sought, the body 

by which they were commissioned, and in which areas of the 

remuneration framework.

3. A description of the scope of the institution’s remuneration 

policy (eg by regions, business lines), including the extent to 

which it is applicable to subsidiaries and branches located in 

third countries.

4. A description of the staff or categories of staff whose 

professional activities have a material impact on institutions' risk 

profile.

(a) Information relating to the bodies that oversee remuneration. Disclosures shall include:

At the end of 2022, the Remuneration Committee was composed of 5 members: 

The members of the Remuneration Committee, which was instituted based on local and global regulations, are all non-executive within UniCredit Bank Austria. Of the five members of the 

Remuneration Committee, two members are independent pursuant to Section 28a para 5b of the Austrian Banking Act, whereby the Chairperson of the Remuneration Committee and the 

remuneration expert (possible in personal union) meet the independence criteria of Section 28a para 5b of the Austrian Banking Act in any case. The delegated employee representatives are to 

be qualified as independent insofar as they do not realize further dependency criteria beyond their employment.

All members meet the requirements of professionalism, in accordance with current normative and regulatory dispositions. Some members have specific technical know-how and experience on 

financial matters or remuneration policies. 

In order to foster the adherence to the Group Remuneration Framework and also to be compliant with the relevant local regulations (§39c BWG), the Supervisory Board assesses the topics on 

Remuneration, within the dedicated Remuneration Committee. This Committee has been set-up by Bank Austria's Supervisory Board with decision-making powers since the complexity of the 

business and size trigger the obligation to it. In 2022, the Remuneration Committee met once and passed further decisions in the form of circular votes.

                                                                                                                                                                                                                                                                      

The Remuneration Committee consists of the following 5 Supervisory Board members:

• three elected members 

• two representatives of the employees’ council.

No external advisors have been commissioned by the Remuneration Committee in 2022.

The principles of UniCredit Bank Austria AG's Remuneration Policy apply across the organization and shall be reflected in all remuneration practices applying to various employee categories 

across businesses, including staff belonging to external distribution networks, considering their remuneration peculiarities.

With specific reference to Material Risk Takers, the People & Culture function establishes guidelines and coordinates a centralized and consistent management of compensation and incentive 

systems. In compliance with both Group Remuneration Policy and local regulation (Austrian Banking Act and FMA Letter on 39 para. 2, 39b and 39c of Austrian Banking Act), UniCredit Bank 

Austria AG and its Legal Entities apply compensation framework for all employees, with local adaptations based on specific regulations and/or business specifics.

As a result of the analysis on Group and Local Material Risk Takers and as approved by the Management Board of UniCredit Bank Austria, and finally by the Remuneration Committee and in 

compliance with Delegated Regulation (EU) n. 923/2021 issued by the European Commission, the following categories of employees have been defined as Material Risk Takers for the year 

2022:

All members of the management body, including the supervisory board, CEO and all board members, as well as senior management who exercise executive functions within an institution and 

who are responsible and accountable to the management body, for the day-to-day management of the institution.

Moreover, additional positions with managerial responsibility over the institution's control functions (Internal Audit, Risk Management, Compliance) or material business units were identified, as 

well as other roles with authority to make decisions which may have a material impact on the Bank’s risk profile.

Finally, other Material Risk Takers have been identified based on having specific authorities in accordance with CRD V or being responsible for specific topics within the entity (e.g. legal, human 

resources, manager responsible for remuneration policy, etc.).

 



 

Bank Austria Group Disclosure (Pillar III) re. Art. 450 CRR as of 31 December 2022   3 

1. An overview of the key features and objectives of 

remuneration policy, and information about the decision-making 

process used for determining the remuneration policy and the 

role of the relevant stakeholders.

2. Information on the criteria used for performance 

measurement and ex ante and ex post risk adjustment.

3. Whether the management body or the remuneration 

committee where established reviewed the institution’s 

remuneration policy during the past year, and if so, an overview 

of any changes that were made, the reasons for those changes 

and their impact on remuneration.

4. Information of how the institution ensures that staff in 

internal control functions are remunerated independently of the 

businesses they oversee.

(b) Information relating to the design and structure of the remuneration system for identified staff. Disclosures shall include:

UniCredit Bank Austria's compensation governance model aims at assuring clarity and reliability of remuneration decisional processes by controlling group-wide remuneration practices and 

ensuring that decisions are made in an independent, informed, and timely manner at appropriate levels, avoiding conflicts of interest and guaranteeing appropriate disclosure in full respect of 

the general principles defined by regulators.

Relying on the governance model, UniCredit Bank Austria AG follows the Group Remuneration Policy which sets the framework for a coherent and consistent design, implementation, and 

monitoring of compensation practices across the entire Group.

Within this common policy framework, guidelines are defined to implement compensation programs and plans that reinforce sound risk management policies and the long-term strategy and 

generally pursue long-term value creation and sustainability of the company. In doing so, UniCredit Bank Austria AG effectively meets the specific and evolving needs of the different businesses, 

market contexts and employee populations while ensuring that business and people strategies are always appropriately aligned with the remuneration approach, including external networks 

and agents, where applicable, as foreseen by regulation.

On an annual basis, the UniCredit Bank Austria AG Remuneration Policy is reviewed and updated by the People & Culture function with the involvement of Risk Management and other relevant 

functions (e.g. CFO) and is validated by the Compliance function for all compliance-related aspects, before being submitted to the Management Board and Remuneration Committee for 

approval. Once approved, the UniCredit Bank Austria AG Remuneration Policy is formally adopted by the competent bodies in the relevant Legal Entities in Austria in accordance with the 

Articles 39b, 39c and 39d of the Austrian Banking Act, as well as Annex to the 39b and the FMA Letter on 39 para. 2, 39b and 39c of Austrian Banking Act.

The UniCredit Bank Austria AG Incentive System is fully based on the Group Incentive System framework, with a bonus pool approach and links bonuses to company results at Group and 

country/division level, ensuring a strong connection between profitability, risk and reward.

To align to regulatory requirements, specific indicators measuring annual profitability, capital and liquidity results have been set at Group, divisional (e.g. CE/Central Europe) and local level as 

Entry Conditions. The combined evaluation of the Entry Conditions at Group, divisional and local level defines possible scenarios that allow the confirmation, reduction or cancelation of the 

bonus pool for each cluster. The ex-ante malus condition (Zero Factor) applies in case the specific metrics on profitability, capital and liquidity are not achieved at Group, divisional and local 

level. Specifically, the Zero Factor is applied to the Material Risk Taker population, whereas for the non-Material Risk Taker population, a significant reduction will be applied.

In general, the Group and UniCredit Bank Austria AG reserve the right to activate ex post malus and claw-back mechanisms, namely the reduction/cancellation and the return respectively of 

any form of variable compensation in case of verification of behaviors adopted by the employees as described in the Focus "Compliance Breach, Malus and Claw-back".

To ensure consistency with the Group Risk Appetite Framework and the economic sustainability of the Group’s and country/division results over time, the bonus pool may be revised 

up/downwards, on the basis of the overall “quality of performance”. The methodology envisages the assessment performed by Group CRO based on specific dashboards (covering all relevant 

risks) at group level. The overall appraisal of Risk Sustainability will lead to the application of 5 possible multipliers in the range of 50% - 120% at Group level. Furthermore, a discretionary 

adjustment of up to 20% may be applied by the Board of Directors of UniCredit while there is no limit to a downward discretionary adjustment of the bonus pool. Locally, the bonus pool can 

only be confirmed or decreased.

In 2022, the Management Board and Remuneration Committee reviewed the institutions' Remuneration Policy.

Main changes of the 2022 UniCredit Bank Austria AG Remuneration Policy compared to the previous year were driven by the aim to ensure the remuneration strategy may attract Directors, 

Executives, and key people for the long-term objectives of the Group, while complying with the latest regulatory updates. These changes included, among others: The Material Risk Takers 

identification process and methodology update, considering the new Group Guidelines; introduction of the new funding KPI - Operating EVA in order to take more into account the cost of capital; 

significant threshold for specifically high variable remuneration was introduced > EUR 175,000 or 100% of fix remuneration in line with the FMA Circular on Remuneration Policies and 

Practices; Implementation of the new CEO UniCredit Bank Austria scheme, embedding both short- and long-term performance measurements; new scheme for Group Risk Taker with an overall 

threshold > EUR 50,000 or one third of total annual remuneration; implementation of new Local Risk Taker schemes based on local regulation, introducing the use of 50% of phantom shares 

within each scheme.

The KPI Bluebook, the framework that supports the definition of Scorecards providing a set of performance indicators and guidelines, provides specific guidelines related to the selection of goals 

for the Corporate Control Functions, to ensure their independence (e.g. avoid KPIs linked to economic measure, use KPIs independent of results of monitored areas to avoid conflict of interests). 

To support the design of remuneration and incentive systems, also the following “compliance and sustainability drivers” have been defined, in line with applicable regulation to also address the 

independency of Corporate Control Functions:

- avoid bonuses linked to economic results for Corporate Control Functions and set, for the employees in these functions, individual goals that shall reflect primarily the performance of their 

own function and that will be independent of results of monitored areas, to avoid conflict of interest.
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5. Policies and criteria applied for the award of guaranteed 

variable remuneration and severance payments.

The Group Incentive System is based on a bonus pool approach. To ensure consistency with the Group Risk Appetite Framework, the bonus pool may be revised up/downwards, on the basis of 

the overall “quality of performance”. The methodology envisages the assessment performed firstly by Group Risk Management based on specific dashboards at Group level. The CRO dashboards 

include indicators covering all relevant risks, such as credit, market and liquidity and the risk position assumed, the adherence to regulatory requirements and the relationship between risk and 

profitability. The specific metrics are measured with reference to the respective relevant thresholds (limit, trigger, and target), established in line to the Group Risk Appetite Framework. For 

each bonus pool cluster, the Group CRO function provides an overall assessment on the dashboards and the evaluation brings to the definition of a “multiplier” to define the adjustment of each 

bonus pool, which could fall in the range of 50%-120%. Negative and neutral “multipliers” (i.e., 50%, 75% and 100%) are directly applied to bonus pool. In case of positive CRO “multipliers” 

(i.e., 110% and 120%) the possibility to grant a further growth in the bonus pool is confirmed only in case of positive EVA (profit higher than cost of capital) or EVA greater than budget value, if 

the latter is negative. Positive “multipliers” are representing the upper bound of the bonus pool theoretical value and subject to managerial evaluation, considering the broader context of the 

company. UniCredit Bank Austria risk function verifies the achievement of so-called entry conditions (profitability, capital, and liquidity) and issues a statement, based on which local 

Remuneration Committee confirms and approves or proposes a decrease of the bonus pool.

(d) The ratios between fixed and variable remuneration set in accordance with point (g) of Article 94(1) CRD.

For all staff a general 1:1 fix to variable cap is applied, with the exception of specific business roles approved by General Assembly held on April 7th, 2022, to which 2:1 fix to variable cap may 

be applied.

Mentioned business roles in 2022, were: CEO, Head of Corporates, Head of Retail, Head of Financing & Advisory, Head of Markets & Treasury, Head of Global Transaction Banking, Head of Large 

Corporates, Head of Small and Medium Corporates, Head of Real Estate, Head of Commercial Strategy, Head of Retail Network, Head of Alternative Channels, Head of Products & Service, Head 

of Customer Value Management and Head of Private Banking.

For Control functions: Internal Audit, Compliance and Risk and People and Culture a lower 80% fix to variable cap is applied. 

(c) Description of the ways in which current and future risks are taken into account in the remuneration processes. Disclosures shall include an overview of the key risks, their measurement and how these measures affect remuneration.

Guaranteed variable remuneration or so-called sign-on bonus is a non-standard compensation and as such, the compensation elements are considered as exceptions and limited only to specific 

situations, as appropriate based on the regulation in force from time to time (e.g. recruitment of new staff and limited to the first year of employment and cannot be awarded more than once 

to the same person). Non-Standard Compensation are managed by People and Culture function with the involvement of Compliance and are approved according to the internal framework. 

With regards to severance payments, according to the regulatory requirements, a specific Policy on payments to be agreed in case of early termination of a contract was firstly submitted for 

approval to the 2015 Annual General Meeting by the Group. Subsequently, updates were submitted for approval to the Annual General Meetings of April 11, 2019, and April 15, 2021.
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1. An overview of main performance criteria and metrics for 

institution, business lines and individuals.

2. An overview of how amounts of individual variable 

remuneration are linked to institution-wide and individual 

performance.

3. Information on the criteria used to determine the balance 

between different types of instruments awarded including 

shares, equivalent ownership interest, options and other 

instruments.

(e) Description of the ways in which the institution seeks to link performance during a performance measurement period with levels of remuneration. Disclosures shall include:

The 2022 Group Incentive System, as approved by UniCredit Board of Directors on February 21st, 2022, is based on a bonus pool approach, similarly to last years, which is compliant with the 

most recent national and international regulatory requirements and links bonuses with company results at Group and country/division level, ensuring a strong connection between profitability, 

risk and reward. The bonus pool is set at Group level and then cascaded down for each division following the external reporting structure. It is initially proposed during the budgeting phase as a 

percentage of the pre-defined Funding KPI (i.e. Operating EVA (1)). In such a definition, the following elements are considered: business context and perspectives, previous years amount and 

forecasts of profitability. The Bonus Pool is finally approved by the Remuneration Committee.

Furthermore, bonus pool size takes into consideration any recommendation issued by European or local regulators on variable remuneration. Individual bonus will be allocated managerially, 

considering the individual performance appraisal and/or the Reference Value (considering the internal and/or external benchmarking analysis on similar roles, the seniority, the maximum ratio 

between variable and fixed compensation), adjusted according to the actual available bonus pool.

Moreover, each participant has to complete the mandatory trainings courses and, for impacted roles, the customer due diligence periodic review (Know Your Customer) and the MiFID Customer 

Profiling, within a pre¬defined threshold in order to be entitled to the bonus.

Individual performance appraisal is based on an overall outcome that reflects the deterministic evaluation of the financial KPIs and the qualitative assessment of non-financial goals including 

the behaviors adopted to achieve them. The setting of the annual objectives (known as Goal Setting is supported by a structured framework that includes a catalogue of performance indicators 

(the “KPI Bluebook”) annually certified by relevant Group key functions (i.e. People & Culture, Finance, Risk Management,

Compliance, Group ESG Strategy & Impact Banking). Different categories of the KPI Bluebook represent financial and non-financial goals and are mapped into clusters of business, to help 

identifying the most relevant standardized KPIs (all certified by relevant functions), with specific focus on risk-adjusted, sustainability-driven metrics and economic measures.

To the Group Material Risk Takers it is possible to assign from four to eight goals with an adequate financial/non-financial mix, also in terms of number of objectives assigned and the weight 

given to each cluster (financial/non-financial). The goals are mandatorily selected from the KPI Bluebook.

Corporate Values and behaviors considered as relevant are considered by the manager for the overall performance appraisal.

For the Executives with Strategic Responsibilities, according to their roles, the 2022 goals were considering the following drivers for performance: Net Revenues (Rev-LLPs Costs Efficiency; 

Organic Capital generation; ROTE w/ CET1 underpin; ROAC; UniCredit Unlock Strategy/Execution; Sustainability (e.g., Green, and social transition, DE&I), Winning the right way together (related 

to Corporate Values, conduct and compliance/risk culture). 

(1) Operating EVA defined as Net Operating Profit - Cost of Capital. Cost of Capital is the average Allocated Capital multiplied by the Cost of Equity (Ke) plus the additional Tier 1 corrective 

factor.

Individual variable remuneration is driven primarily by institution-wide performance, to determine the size of the available bonus pool (the larger the profitability level of the institution, the 

higher the available bonus pool), and secondly by individual performance considering individual Pay-for-Performance principles (the higher the individual performance rating, the higher the 

variable remuneration awarded to individuals). The bonus pool may be revised up/downwards, based on the overall “quality of performance”, in order to ensure consistency with the Group Risk 

Appetite Framework and the economic sustainability of the Group’s and country/division results over time. The methodology envisages the assessment performed by Group Risk Management 

based on specific dashboards at Group and local level.

The individual bonus is composed of more than 50% in shares for Senior Management (1) and of 50% cash and 50% shares for the remaining Group Material Risk Takers. It is paid out over a 

period up to six years, ensuring alignment with shareholders’ interests and malus and claw-back conditions, as legally enforceable.

The balance between shares and cash is guided by the specific regulatory requirements on the matter.

(1) Staff members which are Senior Management of the Legal Entities of Group Material Business Units (MBUs) as well as all Executive Vice Presidents in the Group Legal Entities. This includes, 

regardless of the banding: Group CEO, Heads of Group Businesses/Divisions (e.g. Commercial Banking, CIB, CEE), Heads of Group Competence Lines (e.g. Group Compliance, Group Human Capital, 

etc.), Group CEO reporting lines and all other Senior Management roles in Group Legal Entities (as defined by Bank of Italy) receiving a significant amount of variable remuneration.
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4. Information of the measures the institution will implement to 

adjust variable remuneration in the event that performance 

metrics are weak, including the institution’s criteria for 

determining “weak” performance metrics.

1. An overview of the institution’s policy on deferral, payout in 

instrument, retention periods and vesting of variable 

remuneration including where it is different among staff or 

categories of staff.

2. Information of the institution’ criteria for ex post adjustments 

(malus during deferral and clawback after vesting, if permitted by 

national law).

The Incentive System methodology foresees specific “Entry Conditions” set at both Group and country/division level that impact bonus pool size. The combined evaluation of the Entry 

Conditions at Group and local level (also depending on weak performance metrics) defines four possible scenarios that allow the confirmation to increase, reduce or cancel the bonus pool for 

each cluster:

A. In case the Entry Conditions are not met at both Group and local levels, the malus condition is activated, triggering the application of Zero Factor on both current year bonus and previous 

years deferrals. For the other employees, a significant reduction will be applied.

B. In case the Entry Conditions are not met only at Country/Division level, a floor might be defined for retention purposes and in order to maintain the minimum pay levels needed to play in 

the market.

C. In case the Entry Conditions are not met only at Group level, the gate is “partially open”, with the possibility to payout a reduced Bonus Pool.

D. In case the Entry Conditions are met both at Group and Country/Division level, the gate is “fully open”, meaning the Bonus Pools may be fully confirmed.

The entry conditions of each year act as ex ante malus for the deferrals in payment in the year and, in case the entry conditions are not met both at Group and local level activating the Zero 

Factor, the deferrals are cancelled.

(f) Description of the ways in which the institution seeks to adjust remuneration to take account of longterm performance. Disclosures shall include:

Malus and claw-back mechanisms may apply in the case of verification of behaviors adopted in the reference period (performance period), for which the employee:

- contributed with fraudulent behavior or gross negligence to the Group incurring significant financial losses, or by his/her conduct had a negative impact on the risk profile or on other 

regulatory requirements at country/division level.

- engaged in misconduct and/or fails to take expected actions which contributed to significant reputational harm to the Group or to the country/division, or which were subject to disciplinary 

measures by the Authority.

- is the subject of disciplinary measures and initiatives envisaged in respect of fraudulent behavior or characterized by gross negligence during the reference period.

- infringed the requirements set out by articles 26 and 53 of Italian Banking Act (TUB), where applicable, or the obligations regarding the remuneration and incentive system.

Malus mechanisms are also applied to consider the performance net of the risks assumed or achieved, the performance related to the balance sheet and liquidity situation.

With reference to the payout structure of the Group Incentive System 2022, the Material Risk Takers population will be differentiated into four clusters, using a combined approach of position 

and compensation:

• for Local Risk Takers (LMRTs) whose variable remuneration is above 50K EUR or 1/3 of total annual remuneration; 60% of variable remuneration is paid upfront and 40% is deferred                                                                                                                                       

• for Local Risk Takers whose variable remuneration is above the significant threshold > 175K EUR or 100% of total fix remuneration, 40% of variable remuneration is paid upfront and 60% of 

variable remuneration is deferred; Variable remuneration of Local Risk Takers crossing mentioned thresholds is split into 50%/50% cash/phantom shares                                                                        

• for all Group Risk Takers (GMRTs), the higher portion of the variable remuneration is deferred (60%) if the variable remuneration is already above 50K EUR and 60% of variable is paid in 

UniCredit shares              

• for the CEO of UniCredit Bank Austria, a unique deferral scheme is applied, embedding both short-term (STI) and long-term performance conditions (LT); similarly to the GMRT scheme, 60% of 

variable remuneration is deferred, however, subject to additional re-assessment of the long-term performance conditions for the first three years within the STI scheme                                                                                                                                                                                                                                            

• for all Risk Takers, a deferral period of minimum of five years is applied 

The first tranche of shares belonging to upfront payment for Group Material Risk Taker and the CEO, is subject to a two-year retention period, whereas the rest of shares belonging to the 

deferred portion of payment are subject to a one year retention period.                                                                                                                      

Variable remuneration is vesting in a ratable manner on a year-to-year basis, following the logic of deferral, after which retention periods mentioned above are applicable.

All the installments are subject to the application of malus and claw-back conditions, as legally enforceable.

 



 

Bank Austria Group Disclosure (Pillar III) re. Art. 450 CRR as of 31 December 2022   7 

3. Where applicable, shareholding requirements that may be 

imposed on identified staff.

1. Information on the specific performance indicators used to 

determine the variable components of remuneration and the 

criteria used to determine the balance between different types of 

instruments awarded, including shares, equivalent ownership 

interests, share-linked instruments, equivalent non cash-

instruments, options and other instruments.

For the purposes of this point, institutions that benefit from such 

a derogation shall indicate whether this is on the basis of point 

(a) and/or point (b) of Article 94(3) CRD. They shall also indicate 

for which of the remuneration principles they apply the 

derogation(s), the number of staff members that benefit from 

the derogation(s) and their total remuneration, split into fixed 

and variable remuneration.

(j) Large institutions shall disclose the quantitative information on the remuneration of their collective management body, differentiating between executive and non-executive members in accordance with Article 450(2) CRR.

Please refer to tables REM1, REM3 and REM5.

(g) The description of the main parameters and rationale for any variable components scheme and any other non-cash benefit in accordance with point (f) of Article 450(1) CRR. Disclosures shall include:

The variable component of remuneration is mainly determined by the Operating EVA as performance indicator of operative performance.

The Group Incentive System provides for a balanced structure of upfront (following the moment of performance evaluation) and deferred payments, in cash and/or shares for Group Material 

Risk Takers. The distribution of share payments considers the applicable regulatory requirements regarding the application of share retention periods.

For Group and Local Material Risk Takers, the annual variable remuneration has to be deferred if it:

- is above 50,000 EUR or

- represents more than one third of the total annual remuneration and is deferred over a period of five years.

Below this threshold, no deferral mechanisms will be applied, according to the relevant regulatory provisions.

For Group Material Risk Takers which are subject to deferral of variable remuneration, 60% of variable remuneration is composed of shares and deferred over a period of five years. For Local 

Risk Takers, 50% of the variable remuneration is paid in phantom shares and tied to the UniCredit Group share price. Phantom Shares are not real shares, but part of a variable remuneration 

calculated based on the same logic as UniCredit shares and tied to the share price of the Group. Phantom Shares have a minimum retention period of one year after vesting and are always 

paid out in cash. The same malus and claw-back conditions apply to all parts of variable remuneration.

(h) Upon demand from the relevant Member State or competent authority, the total remuneration for each member of the management body or senior management.

Please refer to tables REM1, REM3 and REM5.

(i) Information on whether the institution benefits from a derogation laid down in Article 94(3) CRD in accordance with point (k) of Article 450(1) CRR.

Derogation based on point (b):

Total number of beneficiaries: 180

Total remuneration: € 18,604,514.71

  of which fixed: € 15,256,750.22

  of which variable: € 3,347,764.49

Share ownership guidelines set minimum levels for company share ownership by relevant Executives (1), aiming to align managerial interests to those of shareholders by assuring appropriate 

levels of personal investment in UniCredit shares over time.

At the end 2011, the Board approved the share ownership guidelines applied to the Chief Executive Officer, to General Manager and Deputy General Manager roles, if any, and in March 2017, 

extended the application to Senior Executive Vice President and Executive Vice President positions:

- 2 x annual base salary for the Chief Executive Officer

- 1 x annual base salary for a Senior Executive Vice President

- 0.5 x annual base salary for an Executive Vice President.

The established levels should be reached, as a rule, within five years from the appointment to the above-indicated Executives categories within the scope of the guidelines and should be 

maintained until the role is held. The achievement of the share ownership levels should be accomplished through a pro-rata approach over a 5-year period, granting the minimum amount of 

shares each year, taking into consideration potential vested plans.

Involved Executives are also expected to refrain from entering schemes or arrangements that specifically protect the unvested value of equity granted under incentive plans (so called 

“hedging”).

Such clauses are contained in all relevant incentive plan rules and apply to all beneficiaries, since involvement in such schemes undermines the purpose of limiting the risk.

Any form of violation of share ownership guidelines as well as any form of hedging transaction shall be considered in breach of Group compliance policies with such consequences as provided 

for under enforceable rules, provisions, and procedures.

Local adaptations based on specific regulations and/or business shall be envisaged consistently with the global approach at Group level.

(1) Considering the application, from 2016, of the new ratio between the variable and the fixed components of remuneration (which cannot exceed the limit of one third for Material Risk 

Takers within Italian Control Functions, while fixed remuneration is expected to be the predominant component for the Control Functions of other geographies), share ownership guidelines are 

not applied to Executives who are part of Corporate Control Functions.
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QUANTITATIVE DISCLOSURE 
 

EU REM1 - Remuneration awarded for the financial year 
 

Remuneration in € a b c d

MB Supervisory function
MB Management 

function 

Other senior 

management
Other identified staff

1 Number of identified staff 12 8 30 171

2 Total fixed remuneration 292,952 3,584,256 7,315,158 17,341,758

3 Of which: cash-based 292,952 3,584,256 7,315,158 17,341,758

4 (Not applicable in the EU) - - - -

EU-4a Of which: shares or equivalent ownership interests - - - -

5 Of which: share-linked instruments or equivalent non-cash instruments - - - -

EU-5x Of which: other instruments - - - -

6 (Not applicable in the EU) - - - -

7 Of which: other forms - - - -

8 (Not applicable in the EU) - - - -

9 Number of identified staff - 8 30 119

10 Total variable remuneration - 3,000,000 4,783,934 3,577,397

11 Of which: cash-based - 1,200,000 2,560,476 2,547,067

12 Of which: deferred - 600,000 741,153 393,423

EU-13a Of which: shares or equivalent ownership interests - 1,800,000 2,223,458 284,771

EU-14a Of which: deferred - 1,200,000 1,482,305 189,847

EU-13b Of which: share-linked instruments or equivalent non-cash instruments - - - 745,559

EU-14b Of which: deferred - - - 298,224

EU-14x Of which: other instruments - - - -

EU-14y Of which: deferred - - - -

15 Of which: other forms - - - -

16 Of which: deferred - - - -

17 292,952 6,584,256 12,099,091 20,919,154

Variable 

remuneration

Total remuneration (2 + 10)

Fixed 

remuneration
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EU REM2 - Special payments to staff whose professional activities have a material impact on institutions’ risk profile (identified staff) 
 

Remuneration in € a b c d

MB Supervisory function
MB Management 

function 

Other senior 

management
Other identified staff

Guaranteed variable remuneration awards 

1 Guaranteed variable remuneration awards - Number of identified staff - - - -

2 Guaranteed variable remuneration awards -Total amount - - - -

3 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

4 Severance payments awarded in previous periods, that have been paid out during the financial year - Number of identified staff - - - -

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

Severance payments awarded during the financial year

6 Severance payments awarded during the financial year - Number of identified staff - - 2 1

7 Severance payments awarded during the financial year - Total amount - - 1,423,988 163,078

8 Of which: paid during the financial year - - 1,423,988 163,078

9 Of which: deferred - - - -

10 Of which: severance payments paid during the financial year, that are not taken into account in the bonus cap - - - -

11 Of which: highest payment that has been awarded to a single person - - 754,252 163,078  
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EU REM3 - Deferred and retained remuneration 
 

in € a b c d e f EU - g EU - h

Deferred and retained remuneration

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 of amount of  

deferred remuneration 

awarded for previous 

performance period that 

has vested but is subject to 

retention periods

1 MB Supervisory function - - - - - - - -

2 Cash-based - - - - - - - -

3 Shares or equivalent ownership interests - - - - - - - -

4

Share-linked instruments or equivalent 

non-cash instruments - - - - - - - -

5 Other instruments - - - - - - - -

6 Other forms - - - - - - - -

7 MB Management function 4,227,794 2,103,374 2,124,420 - - 1,338,778 1,878,497 1,444,167

8 Cash-based 1,288,392 503,681 784,711 - - - 723,980 -

9 Shares or equivalent ownership interests 2,939,402 1,599,693 1,339,709 - - 1,338,778 1,154,517 1,444,167

10

Share-linked instruments or equivalent 

non-cash instruments - - - - - - - -

11 Other instruments - - - - - - - -

12 Other forms - - - - - - - -

13 Other senior management 5,504,030 1,576,795 3,927,236 - - 1,319,465 1,966,303 2,032,364

14 Cash-based 1,925,846 697,710 1,228,136 - - - 1,012,799 -

15 Shares or equivalent ownership interests 3,309,571 877,811 2,431,760 - - 1,266,862 950,137 2,030,186

16

Share-linked instruments or equivalent 

non-cash instruments 268,614 1,274 267,340 - - 52,603 3,368 2,178

17 Other instruments - - - - - - - -

18 Other forms - - - - - - - -

19 Other identified staff 2,379,426 710,288 1,669,139 - - 601,400 1,673,001 882,827

20 Cash-based 984,020 356,960 627,060 - - - 1,370,245 -

21 Shares or equivalent ownership interests 1,395,406 353,328 1,042,079 - - 601,400 302,756 882,827

22

Share-linked instruments or equivalent 

non-cash instruments - - - - - - - -

23 Other instruments - - - - - - - -

24 Other forms - - - - - - - -

25 Total amount 12,111,251 4,390,456 7,720,795 - - 3,259,643 5,517,802 4,359,358  
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EU REM4 - Remuneration of € 1 million or more per year 
 

a

€
Identified staff that are high earners 

as set out in Article 450 (1) (i) CRR

1 1 000 000 to below 1 500 000 2

2 1 500 000 to below 2 000 000 1

3 2 000 000 to below 2 500 000 -

4 2 500 000 to below 3 000 000 -

5 3 000 000 to below 3 500 000 -

6 3 500 000 to below 4 000 000 -

7 4 000 000 to below 4 500 000 -

8 4 500 000 to below 5 000 000 -

9 5 000 000 to below 6 000 000 -

10 6 000 000 to below 7 000 000 -  
 

 

EU REM5 - Information on remuneration of staff whose professional activities have a material impact on institutions’ risk profile (identified staff) 
 

a b c d e f g h i j

Remuneration in €

MB Supervisory 

function

MB Management 

function
Total MB Investment banking Retail banking Asset management Corporate functions

Independent 

internal control 

functions

All other Total 

1 Total number of identified staff 221
2 Of which: members of the MB 12 8 20
3 Of which: other senior management 6 6 - 13 5 -
4 Of which: other identified staff 43 51 51 5 22 -
5 Total remuneration of identified staff 292,952 6,584,256 6,877,208 7,672,380 7,371,366 6,443,240 4,656,924 6,874,336 -
6 Of which: variable remuneration - 3,000,000 3,000,000 2,297,110 1,696,000 1,330,600 1,306,793 1,730,827 -
7 Of which: fixed remuneration 292,952 3,584,256 3,877,208 5,375,270 5,675,366 5,112,640 3,350,131 5,143,508 -

Management body remuneration Business areas

 



 

Bank Austria Group Disclosure (Pillar III) re. Art. 450 CRR as of 31 December 2022   12 

 
 
 

Declaration pursuant to the EBA Guidelines 2016/11 on  
disclosure requirements under Part Eight  

of Regulation (EU) No 575/2013 
 
 
 

The undersigned Georgiana Lazar (as member of the management board of UniCredit Bank Austria AG) and Andreea Marica (as Manager charged with preparing the report of remuneration and 
incentive systems and practices) 
 
 

CERTIFY 
 
 
that, pursuant to the EBA Guidelines 2016/11 on disclosure requirements under Part Eight of Regulation (EU) No 575/2013 (“CRR”), paragraph 4.2 – section C, disclosures provided according to the 
aforementioned Part Eight have been prepared in accordance with the internal control processes agreed upon at management body level. 
 
 
Vienna, 30 June 2023 
 
 
 
 
 
 
 
 
   Georgiana Lazar          Andreea Marica 
  Member of the Management Board       Head of P&C Performance, Reward & Organizational Excellence 

People & Culture 


