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Remuneration Report

The Remuneration Report outlines the key principles applied in determining the total remuneration of the 
members of the Executive Board of GEA Group Aktiengesellschaft and sets out the structure as well as the 
level of remuneration for each individual Executive Board member. Furthermore, it specifies the underlying 
principles and the level of remuneration awarded to the members of the Supervisory Board. Details can be 
found in this chapter under “Remuneration of the Supervisory Board members”.

The Remuneration Report includes details of the remuneration of board members in accordance with the 
requirements stipulated in the German Commercial Code (GCGC) as well as the applicable German and 
international accounting standards. 

General information on the remuneration awarded to the members 
of the Executive Board 

Acting on the recommendation of the Presiding Committee, the Supervisory Board determines the total 
remuneration of the individual Executive Board members and resolves on the remuneration system 
applicable to the Executive Board. The Supervisory Board reviews the appropriateness of the remuneration 
at regular intervals. Criteria for determining the appropriateness of the remuneration include the responsibilities 
of the individual Executive Board members, their respective personal performance, the business situation, 
the success and the future prospects of the company, as well as the level of the remuneration compared 
with peer companies and the remuneration structure in place in other areas of the company.

The Supervisory Board implemented the current remuneration system on January 1, 2019. All members of 
the Executive Board were remunerated under this system in the reporting period. Details can be found 
under “Current remuneration system“. Until the end of fiscal year 2019, a number of individual members of 
the Executive Board were still remunerated in accordance with the previous remuneration system, which was 
implemented in fiscal year 2012. Details can be found in this chapter under “Previous remuneration system”.

Current remuneration system

In fiscal year 2018, the Supervisory Board comprehensively revised the Executive Board remuneration 
system that had been in place since the beginning of 2012 with the support of an independent external 
remuneration expert in order to incorporate new regulatory requirements and investor expectations in 
Executive Board remuneration policies. As a result, the current remuneration system, on which the 
remuneration of all incumbent Executive Board members is based, is strongly aligned with share price 
performance. Moreover, it strengthens the position of the Supervisory Board in the event of gross breaches 
of duty committed by Executive Board members through malus and clawback provisions. 

The current remuneration system was approved by a majority of 93.85 percent of the shareholders at the 
Annual General Meeting on April 26, 2019. It is characterized by the following basic principles:

 • Simpler and more comprehensible due to the reduced number of remuneration components and 
performance targets.

 • Clear focus on shares by more strongly tying the payout of the multi-year variable remuneration to 
GEA’s long-term (share price) performance and by introducing additional share purchase and holding 
obligations (“share ownership guidelines”).

 • Focus on performance by setting performance targets that are even more strongly geared towards 
financial and sustainable performance.

 • Transparency by publishing the target ranges and performance target calibrations for the current 
fiscal year ex ante in the current Remuneration Report (see “Calibration of financial performance 
targets and modifier criteria in relation to the 2021 bonus”) for the performance targets applicable in 
the fiscal year 2021.
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 • Sanctioning deliberate and gross breaches of duty committed by Executive Board members 
by means of malus and clawback provisions, giving the Supervisory Board – for the very first  
time – the possibility of reducing variable remuneration components for the fiscal year in which the 
respective breach occurred, potentially down to zero.

 • Waver of contractual provisions in relation to change of control events and the granting of 
special bonus payments.

The current remuneration system was revised again in recent months, primarily to ensure its compliance 
with the German Corporate Governance Code as amended on December 16, 2019, which came into force 
on March 20, 2020, as well as the statutory amendments to implement the second EU Shareholders’ Rights 
Directive. The Supervisory Board will submit the amended remuneration system, which is to apply on a 
uniform basis to all members of the Executive Board from January 1, 2022, i.e. from the start of the second 
term of office of CEO Stefan Klebert, to the Annual General Meeting for fiscal year 2020 for approval.

Current remuneration system – structure and components
The total remuneration awarded to the members of the Executive Board under the current remuneration 
system comprises one fixed and two variable components (“direct remuneration”) as well as commitments 
under the company pension scheme. Moreover, the Executive Board members are granted fringe benefits.

Fixed remuneration and fringe benefits
The fixed remuneration accounts for the major proportion of the non-performance-related remuneration 
of the Executive Board members and consists of a fixed annual salary that is disbursed in twelve equal 
monthly installments.

In the year under review, the contractually fixed annual salary awarded to Stefan Klebert amounted to  
EUR 1,200 thousand, Marcus A. Ketter was awarded EUR 680 thousand while Steffen Bersch and Johannes 
Giloth each received EUR 600 thousand. To help mitigate the economic impact of the Covid-19 pandemic, 
members of the Executive Board each waived 10 percent of their fixed salary during a six month period over 
the past fiscal year. As a result, the actual fixed annual salaries in the reporting period amounted to EUR 
1,140 thousand for Stefan Klebert, EUR 646 thousand for Marcus A. Ketter and EUR 570 thousand for 
Johannes Giloth.

Steffen Bersch and Johannes Giloth were each awarded their fixed annual salaries for 2020 on a pro rata 
basis. Steffen Bersch left the group at the end of February 29, 2020, while Johannes Giloth took up his 
position on the Executive Board on January 20, 2020.

In addition, the Executive Board members receive fringe benefits. In the year under review, the latter mainly 
comprised the value of the use of a company car, accident insurance premiums, and – in individual  
cases – the reimbursement of costs incurred for travel, accommodation, relocation, subsistence, as well as 
tax advisory services and legal consultancy.

Pension benefits
Another non-performance-related remuneration component under the current remuneration system is a 
company pension scheme based on a contribution-oriented defined benefit plan. For a detailed explanation 
of these pension commitments, please refer to the section on “Pension commitments”.
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Bonus (annual variable remuneration)

Performance targets

EBITDA before restructuring measures
ROCE

Weighting

50 percent, respectively

Modifier

Multiplicative link
Range of 0.8 to 1.2

Payout

0 to 200 percent of the target value

The members of the Executive Board receive variable annual performance-related remuneration (bonus) the 
amount of which is subject to the achievement of two financial performance targets as well as a modifier 
that is to be determined by the Supervisory Board. Accounting for 40 percent of variable target remuneration 
and 24 percent of total target remuneration respectively, the bonus represents the variable remuneration 
component that carries less weight than the Performance Share Plan.

In this context, the key indicators weighted at 50 percent, respectively, are earnings before interest, taxes, 
depreciation and amortization (EBITDA) as well as return on capital employed (ROCE), each adjusted for 
restructuring measures. At the same time, the short-term performance targets of compensatory relevance 
are key financial performance indicators and, as such, integral components of the current management 
system. Please refer to the section “Fundamental information about the Group” under “Management 
System” for definitions of the individual components. Contrary to the definitions of the key financial 
performance indicators, each of the parameters used for remuneration purposes is also adjusted for the 
effects of transactions – namely acquisitions and divestments – that require the approval of the Supervisory 
Board or its committees. This adjustment is made once in the year in which a relevant transaction takes 
place, provided that the latter is already included in the budget for the following fiscal year. Otherwise, the 
effects of the corresponding transaction must also be adjusted in the key figures for the next fiscal year.

As a combination of earnings and return indicators, both key performance indicators support GEA’s 
corporate strategy, which is geared towards profitable growth. The respective targets are defined by the 
Supervisory Board at the start of each fiscal year. Subsequently, target achievement is measured on a 
straight-line basis within the 0 to 200 percent target range.

An additional modifier allows the Supervisory Board to look beyond financial target achievement, while 
also taking into account the individual achievements of the members of the Executive Board as well as the 
body’s collective performance. In this context, assessment is based on pre-defined criteria that may notably 
include the following aspects:

 • Individual performance of the respective Executive Board member (e.g., important strategic accomplishments 
within his/her area of responsibility, individual contributions to major cross-departmental projects, 
relevant financial accomplishments in his/her area of responsibility, realization of key projects)

 • Collective performance of the Executive Board (e.g., accomplishment of important strategic corporate 
goals including mergers and acquisitions, cooperation with the Supervisory Board, long-term strategic, 
technological or structural development of the company), as well as

 • Stakeholder concerns and sustainability aspects (e.g., in the fields of occupational safety and health, 
compliance, conditions of production, energy and environment, customer satisfaction, concerns of 
the workforce, corporate culture)

The modifier ranges between 0.8 and 1.2 and may therefore result in an upward or downward adjustment 
of the bonus awarded to the members of the Executive Board (bonus-/malus system).

The overall degree of target achievement in relation to the bonus is calculated as the weighted sum of the 
EBITDA before restructuring measures and ROCE target achievement levels multiplied by the modifier. The 
resulting amount may be equivalent to 0 percent up to a maximum of 200 percent of the target amount (cap). 
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The target bonus amounts to EUR 720 thousand for Stefan Klebert, EUR 408 thousand for Marcus A. 
Ketter, and EUR 360 thousand for Steffen Bersch and Johannes Giloth, respectively. This remuneration 
component was also granted to Steffen Bersch and Johannes Giloth on a pro rata basis since Steffen Bersch 
left and Johannes Giloth joined the Executive Board during the year on February 29, 2020 and January 20, 
2020, respectively. 
 

Bonus scheme – how it works

Target value 

One-year performance period

Financial targets  
(0% – 200%)

50%

50%

EBITDA

ROCE

Payout in cash 
(cap at 200% of target value)

 ×

 ×

 +

 =

Individual  
performance

Collective  
performance of the 

Executive Board

Stakeholder &  
sustainability 

aspects

Modifier  
(0.8 – 1.2)

The limited modifier range severely restricts the Supervisory Board’s capability to use discretionary 
intervention for the purpose of impacting the bonus. The catalog of criteria governing the modifier ensures 
strong alignment with performance while providing transparency in the event of potential adjustments. 

In the event of extraordinary termination for good cause by the company in accordance with section 626 (1) 
of the Bürgerliches Gesetzbuch (BGB – German Civil Code), the bonus is forfeit. In all other cases involving 
the departure of an Executive Board member during the planned duration of his/her term of office, the 
respective Board member is entitled to the prorated bonus earned up to the date of his/her departure.

Target achievement and modifier multiplier applicable to the 2020 bonus 
In fiscal year 2020, EBITDA before restructuring measures and adjusted for effects from acquisitions totaled 
EUR 534.7 million, which corresponds to a 165.7 percent target achievement level (previous year:  
114.0 percent). ROCE in fiscal year 2020 (also adjusted for restructuring measures and effects from 
acquisitions) amounted to 17.3 percent (previous year: 10.6 percent), equivalent to a target achievement 
of 200 percent (previous year: 153.2 percent). Overall, this results in a target achievement level of 182.8 percent 
for the 2020 bonus (previous year: 133.6 percent).

For the purpose of the 2020 bonus, the Supervisory Board has set a modifier multiplier of 1.14 for Stefan 
Klebert (previous year: 1.18), 1.14 (previous year: 1.18) for Marcus A. Ketter and 1.14 for Johannes Giloth. 
In each case, these multipliers correspond to the average of the individual evaluations of the modifier 
criteria defined in advance for the members of the Executive Board by the Supervisory Board. The modifier 
applicable to the 2020 bonus was based on the following targets and assessment criteria:

Modifier targets and assessment criteria applicable to the 2020 bonus  
(range: 0.8-1.2) S. Klebert M. A. Ketter J. Giloth

Individual performance Succession planning
Discretionary assessment by the Supervisory Board taking into 
account, among other things, criteria for promoting diversity in 
management positions

•

Global production strategy
Discretionary assessment by the Supervisory Board  •

Risk management system
Discretionary assessment by the Supervisory Board taking into 
account, among other things, the status of implementation 
and performance against the current system and processes

•

Collective performance 
of the Executive Board

Stabilization of the CREATE organization
Discretionary assessment by the Supervisory Board • • •

Stakeholders and 
sustainability aspects

Customer satisfaction 
Largely discretionary assessment by the Supervisory Board • • •

Employee satisfaction 
Assessment based on degree of improvement or deterioration, 
as the case may be

• • •

Different arrangements were agreed with Steffen Bersch given his departure on February 29, 2020. Details 
can be found in this chapter under “Agreements governing the departure of former Executive Board members”.
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Calibration of financial performance targets and modifier criteria in relation to the 2021 bonus*
For the purpose of the 2021 bonus, the Supervisory Board has calibrated the following financial performance 
targets:

For the key performance indicator EBITDA before restructuring measures, 100 percent target achievement 
is given if the EBITDA before restructuring measures amounts to EUR 555 million in the fiscal year 2021. 
The target achievement corridor ranges from EUR 455 million, which would correspond to a target 
achievement of 0 percent, to EUR 655 million, which would correspond to a target achievement of  
200 percent. Linear interpolation is performed between these values.

A target achievement of 100 percent should be given for the key performance indicator ROCE in the fiscal 
year 2021 if ROCE is 18.0 percent. Here, the target achievement corridor ranges from 13.0 percent (target 
achievement would correspond to 0 percent) to 23.0 percent (target achievement would correspond to 
200 percent). Linear interpolation is performed between these values.

The Supervisory Board has defined the following modifier targets and assessment criteria for the 2021 bonus:

Modifier targets and assessment criteria applicable to the 2021 bonus 
(range: 0.8-1.2) S. Klebert M. A. Ketter J. Giloth

Individual performance Diversity concept 
Discretionary assessment by the Supervisory Board,  
taking into account certain parameters defined in advance  
by the Supervisory Board

•

Inventory management program 
Largely discretionary assessment by the Supervisory Board, 
taking into account certain parameters defined in advance  
by the Supervisory Board

•

Information security program 
Largely discretionary assessment by the Supervisory Board, 
taking into account certain parameters defined in advance  
by the Supervisory Board

•

Collective performance 
of the Executive Board

ESG target concept 
Largely discretionary assessment by the Supervisory Board, 
taking into account certain parameters defined in advance  
by the Supervisory Board

• • •

Stakeholders and 
sustainability aspects

Employee satisfaction 
Discretionary assessment by the Supervisory Board,  
taking into account certain parameters defined in advance  
by the Supervisory Board

• • •

Customer satisfaction 
Discretionary assessment by the Supervisory Board,  
taking into account certain parameters defined in advance  
by the Supervisory Board

• • •

*)  This section is not part of the independent audit.
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Performance Share Plan (long-term variable remuneration)

Performance targets

Earnings per share (EPS) growth:
Relative total shareholder return (TSR) compared with the companies in the STOXX® Europe TMI Industrial Engineering index: 
25th percentile = 0 percent
50th percentile = 100 percent 
75th percentile = 200 percent 
Ex post publication of actual target achievement in the Remuneration Report

Weighting

50 percent, respectively

Performance period

3 years

Payout

0 to 200 percent of the target value

The second variable remuneration component is a Performance Share Plan, which is forward-looking and 
covers a three-year period. The performance period of the second tranche of the Performance Share Plan 
granted for fiscal year 2020 comprises the 2020, 2021 and 2022 fiscal years. The Performance Share Plan 
places a clear focus on the development of shareholder return. As a consequence, remuneration is strongly 
aligned with the long-term and sustainable performance of the company as well as the interests of GEA’s 
shareholders. Accounting for a proportion of 60 percent of variable target remuneration and 36 percent of 
total target remuneration, the Performance Share Plan is given more weight than the bonus, the other 
component of variable remuneration.

At the start of each fiscal year, the members of the Executive Board are granted a certain number of 
phantom performance shares on a preliminary basis. This number is calculated by dividing the contractual 
target value of long-term variable remuneration by the fair value of the performance shares at grant date, 
with the figure being rounded to the nearest whole number. The final number of phantom performance 
shares is ascertained at the end of the three-year performance period and subject to the achievement of 
the equally weighted performance targets EPS growth and total shareholder return (TSR) compared with 
the companies in the STOXX® Europe TMI Industrial Engineering index.

The contractually defined target value under the Performance Share Plan amounts to EUR 1,080 thousand 
for Stefan Klebert, EUR 612 thousand for Marcus A. Ketter and EUR 540 thousand for Steffen Bersch and 

Johannes Giloth, respectively. This remuneration component was also granted to Steffen Bersch and 
Johannes Giloth on a pro rata basis since Steffen Bersch left and Johannes Giloth joined the Executive Board 
during the year on February 29, 2020 and January 20, 2020, respectively.

Performance Share Plan – how it works

Target value
Payout in cash

(cap at 200% of target value)

Fair value
Ø share price

(3 months)

Allocation of  
phantom shares

Final number of  
phantom shares

Three-year performance period  
(target achievement 0 – 200%)

EPS growth 
(50%)

 ×

 ÷

 =  ×

 =

 +  =Relative TSR 
(50%)

EPS growth is determined based on the compound annual growth rate (CAGR) over the three-year 
performance period. Like EBITDA and ROCE, EPS is adjusted for restructuring expenses incurred in the fiscal 
year in question as well as for effects of transactions involving corporate acquisitions and divestments that 
require the approval of the Supervisory Board or its committees. Details can be found in this chapter under 
“Bonus (annual variable remuneration)”. Subsequently, linear interpolation is performed on a straight-line 
basis within the 0 to 200 percent target range.

Total shareholder return (TSR) refers to the share price development plus notional reinvestment of gross 
dividends over the performance period. Thus, TSR measures the level of return generated for GEA 
shareholders over a certain period of time. For the purpose of computing the level of target achievement, 
the TSR performance of GEA’s shares is compared with the TSR performance of the companies included in 
the STOXX® Europe TMI Industrial Engineering index, measured on the basis of three-month averages. 
Computing the average helps even out share price fluctuations at the respective cutoff date. The ascertained 
TSR performance of all peer companies is ranked, whereupon GEA’s relative position is determined by 
referring to GEA’s ranking within this peer group. If GEA is positioned at the median (50th percentile), this 
equals 100 percent target achievement. Should GEA’s score be at the 25th percentile or below, the degree 
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of target achievement is equivalent to 0 percent. If GEA scores at the 75th percentile or above, the degree 
of target achievement is 200 percent. The degree of target achievement in-between these percentile 
markers is measured by means of linear interpolation.

Target achievement curve relative Total Shareholder Return

0%

100%

200%

Target achievement

25%
25th percentile

(1st quartile)

50%
50th percentile

(median)

75%
75th percentile

(3rd quartile)

Ranking

The final number of virtual performance shares is computed by multiplying the number of provisionally 
granted phantom performance shares by the overall degree of target achievement from EPS growth, taking 
into account capital measures during the performance period as well as relative TSR. The final payout is 
then determined by multiplying the final number of performance shares with the average share price over 
the three months preceding the end of the performance period, taking dividends into account. The amount 
paid out is limited to 200 percent of the target value.

To further enhance transparency, the final target achievement levels pertaining to EPS growth and relative 
TSR, as well as the target range applicable to EPS growth are published in the Remuneration Report 
following the end of the respective performance period. Hence, the relevant information on the tranche 
awarded for fiscal year 2020 under the Performance Share Plan will be provided in the company’s 2022 
Annual Report.

No payment of the 2020 tranche granted under the Performance Share Plan has been made yet, since it is 
forward-looking and computed over a period of three years; payout will not be made until fiscal year 2023. 
Based on the knowledge and information available as of December 31, 2020, the currently outstanding 
tranche under the Performance Share Plan (2019 tranche and 2020 tranche) is expected to outperform 
their targets. 

Granting and calibration of EPS growth under the 2021 tranche*
As part of the third tranche of the Performance Share Plan granted for the current fiscal year (2021 tranche), 
the members of the Executive Board were each granted the following number of performance shares on 
the basis of a fair value per performance share of EUR 21.32 at the grant date of January 1, 2021:

Participants Tranche 2021 Contractual target value (in EUR) Number of performance shares granted

Stefan Klebert 1,080,000 50,664

Marcus A. Ketter 612,000 28,710

Johannes Giloth 540,000 25,332

Total 2,232,000 104,706

The 2021 tranche of the Performance Share Plan is based on the following calibration of the financial 
performance target EPS growth, as resolved by the Supervisory Board: A target achievement of 100 percent 
is awarded if the annualized EPS growth rate in the performance period, which covers the fiscal years  
2021 – 2023, is 13.0 percent. The target achievement corridor for EPS growth ranges from a CAGR of  
8.0 percent during the performance period, which would correspond to target achievement of 0 percent, 
to a CAGR of 18.0 percent for the period 2021 – 2023, which would correspond to target achievement of 
200 percent. Linear interpolation is performed between these values.      

*)  This section is not part of the independent audit.
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Malus & clawback
Under the current remuneration system, the Supervisory Board is given the possibility of reducing variable 
remuneration at its reasonable discretion if a member of the Executive Board has been found to have 
knowingly committed a gross violation of his or her statutory or contractual obligations or essential internal 
guidelines and policies. On the one hand, the target bonus and/or the number of performance shares 
allocated for the fiscal year in which said gross violation has taken place may be reduced to zero prior to 
the end of the performance period, if necessary (malus provisions). On the other hand, the amount already 
paid out for the respective fiscal year under the bonus and/or Performance Share Plan by the time the 
Supervisory Board resolves to reduce variable remuneration may be reclaimed, with the Executive Board 
member’s repayment obligation being restricted to the net amount paid out (clawback provisions). For instance, 
criteria governing a reduction in variable remuneration include the severity of the violation, its impact on 
the company as well as the degree of fault that lies with the respective member of the Executive Board.

Share ownership guidelines
Under the current remuneration system, the members of the Executive Board are obliged to acquire GEA 
shares and hold them until the end of their period of service. The purpose of these share ownership 
guidelines (SOG) is to further strengthen GEA’s equity culture and incentivize Executive Board members to 
sustainably increase the company’s enterprise value for the benefit of the shareholders. In this way, the 
members of the Executive Board directly participate in the performance of the company. Furthermore, this 
scheme sends a clear signal to GEA’s employees, its shareholders and its other stakeholders, emphasizing 
the trust the Executive Board puts in GEA’s strategic orientation and sustainable success.

The CEO, Stefan Klebert, is obliged to hold shares in the amount of 150 percent of his fixed annual gross 
salary while Marcus A. Ketter and Johannes Giloth are required to hold stock totaling 100 percent of their 
respective fixed annual gross salary. Until the SOG target is fully met, 25 percent of the net amount paid 
out within the framework of variable remuneration (bonus and Performance Share Plan) must be invested 
by Executive Board members in shares each year until their respective stockholding obligation is fulfilled. 
The first acquisition of shares under the Share Ownership Guidelines was to be made in March 2020 
concurrently with payment of the 2019 bonus. However, this was not carried out for reasons related to 
capital market regulations.  

Remuneration structure and levels
Since the introduction of the current remuneration system in fiscal year 2019, direct target remuneration, 
i.e. the sum total of basic salary, target bonus and the target value of long-term variable remuneration, is 
based on the following amounts: CEO EUR 3.0 million p.a., CFO EUR 1.7 million p.a. and ordinary Executive 
Board members EUR 1.5 million p.a. The specification of the respective level of direct remuneration was 
based on a market comparison conducted at the end of 2017. The market comparison took into account 
the companies listed in the MDAX as well as an industry peer group made up of engineering companies 
(Airbus, Aurubis, BMW, Continental, Daimler, Dürr, Hella, Jungheinrich, KION, Krones, Leoni, MTU Aero 
Engines, Norma, Rheinmetall, Salzgitter, Schaeffler, Siemens, thyssenkrupp, Volkswagen). Following the 
recommendations of the GCGC, the Supervisory Board not only took into account a horizontal comparison, 
but also considered a vertical comparison juxtaposing Executive Board remuneration with the compensation 
awarded to the senior management and the general workforce. 
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The following chart shows the direct target remuneration levels as well as the respective maximum direct 
remuneration awarded to the members of the Executive Board:

Target remuneration and maximum direct remuneration levels
(in EUR thousands)

CEO CFO Ordinary Executive 
Board Member 

Target Maximum

40% 25%

24%
30%

1.6

36%

45%

1,200 1,200

720
1,440

1,080

2,160

Target Maximum

40% 25%

24%
30%

Cap: 200%

Cap: 200%

Cap: 200%

Cap: 200%
Cap: 200%

Cap: 200%

1.6

36%

45%

680 680

408
816

612

1,224

Target Maximum

40% 25%

24%
30%

1.6

36%

45%

600 600

360
720

540

1,080

Multi-year variable remuneration (Performance Share Plan) Annual variable remuneration (bonus) Base salary

3,000

4,800

1,500
1,700

2,720
2,400

The Supervisory Board regularly reviews whether the Executive Board remuneration is appropriate and in 
line with the market. The last time such a review was carried out was when the current remuneration 
system was revised in December 2020. The peer groups used for this purpose were the MDAX and an 
industry peer group consisting of the following engineering companies: Airbus, Aurubis, BMW, Continental, 
Daimler, Dürr, Hella, Jungheinrich, KION, Krones, Leoni, MTU Aero Engines, Norma, Rheinmetall, Salzgitter, 
Schaeffler, Siemens, thyssenkrupp, Volkswagen. In addition, the Supervisory Board again carried out a 
vertical comparison of the remuneration of the Executive Board. 

Previous remuneration system

The previous remuneration system, most of which had already been replaced at the end of fiscal year 2018 
and was fully replaced at the end of fiscal year 2019, was explained in detail in the annual report for fiscal 
year 2019 and in the annual reports for the preceding years. An overview of the components of the 
previous remuneration system are presented below, as they are still relevant for the outstanding tranches 
of the long-term share price component, and as they are reflected in the prior-year comparative figures 
presented in this remuneration report. 

 • Annual fixed remuneration, which was paid out monthly as a non-performance-related basic 
remuneration. 

 • Fringe benefits comparable to those granted under the current remuneration system. 
 • Annual variable remuneration (bonus) whose level depends on the achievement of specific targets set 

by the Supervisory Board, and which would correspond to the amount of annual fixed remuneration 
in the event of a target achievement level of 100 percent. These bonuses comprised three elements 
that included both a one-year and a multi-year basis for assessment: 

 • The amount of the individual bonus component was calculated on the basis of three to five 
individual annual targets, which were tied to the sustainability of corporate governance, as 
determined for the respective fiscal year by the Supervisory Board. This component had a weighting 
of 40 percent within variable remuneration bucket.

 • A multi-year component, also weighted at 40 percent, for which the performance measurement 
included the last three fiscal years. The period of assessment covered the respective fiscal year just 
ended, for which the multi-year component was granted, as well as the two preceding fiscal years. 
The key performance indicators for the multi-year component were the cash flow driver margin 
(CFDM) and return on capital employed (ROCE), the target achievement levels of which were 
multiplied to determine the overall target achievement level. 

 • In the case of the long-term share price component included in the previous remuneration system 
– which had a weighting of 20 percent within the variable remuneration – the performance 
measurement was also carried out over a three-year assessment period, albeit on a forward-
looking basis. The performance period covered the relevant fiscal year for which the long-term 
share price component was granted as well as the two subsequent fiscal years. With regard to the 
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long-term share price component, performance was measured by comparing the performance of 
the GEA share price, adjusted for dividends, with the performance of the STOXX® Europe TMI 
Industrial Engineering (TMI IE) index over the three-year performance period. This comparison was 
computed on the basis of the respective arithmetic mean closing prices on the last 20 trading days 
preceding the start of the three-year performance period. 

The following table summarizes the respective weightings and assessment periods applicable to the variable 
components under the previous remuneration system:

Variable remuneration 
component Target Weighting Cap* Overall cap*

Assessment period

2017 2018 2019 2020 2021

Individual component Individual targets 40% 200% 240% One year

Multi-year component Combination  
of cash flow 
driver margin 
and ROCE

40% 250% Backward-looking (3 years)

Long-term  
Share price component

Share price in 
relation to TMI IE

20% 300% Forward-looking (3 years)

*) As a percentage of the respective variable remuneration component (“cap”) and/or the target bonus (“overall cap”)  

The 2018 tranche of the long-term share price component will be paid out in March 2021. The target 
achievement level computed for the 2018 tranche amounts to -5.1 percent. In the actual year under 
review, the 2017 tranche in the amount of EUR 15 thousand was paid out on the basis of a 2.3 percent 
target achievement level. As of December 31, 2020, the target achievement levels of the tranches under 
the long-term share price component that were still outstanding amounted to 86.4 percent (previous year: 
88.2 percent) for the 2019 tranche (performance period 2019 to 2021) and -5.1 percent (previous year:  
3.1 percent) for the 2018 tranche (performance period 2018 to 2020).

No further variable remuneration components under the former remuneration system will be outstanding 
following settlement of the 2019 tranche of the long-term share price component in spring 2022. 

Pension commitments

Stefan Klebert, Marcus. A. Ketter and Johannes Giloth
As the standard form of occupational pension, the current remuneration system provides for a contribution-
oriented defined benefit pension plan. The pension commitment vests immediately and includes pension, 
surviving dependents’ as well as incapacity benefits. As part of their retirement benefits, the accrued capital 
is available to the Executive Board members from age 62 onwards. If an Executive Board member leaves the 
company due to incapacity to work, he/she is entitled to receive incapacity benefits. Should a member of 
the Executive Board pass away before reaching the age of 62, his/her surviving dependents, i.e., his/her 
surviving spouse or partner or the surviving children are entitled to surviving dependents’ benefits. The 
amount of disability and surviving dependents’ benefits is equivalent to the accrued pension capital. If a 
member of the Executive Board dies after the occurrence of a pension event, his/her surviving dependents 
are entitled to receive the residual capital.

For meeting its pension commitments, the company sets up a pension account for each Executive Board 
member and deposits the contractually agreed pension contributions into this account on a monthly basis. 
Monthly pension contributions are granted for each month during the term of the Executive Board service 
agreement. The monthly pension contributions made amount to EUR 33,333.00 (gross) for Stefan Klebert, 
EUR 25,000.00 (gross) for Marcus A. Ketter and EUR 16,666.67 (gross) for Johannes Giloth. In addition, the 
members of the Executive Board have the possibility of participating in a deferred compensation scheme 
up to a maximum amount of EUR 100 thousand per year.

The pension capital available upon retirement, and thus the amount of pension benefit, is calculated from 
the pension contributions paid into the pension account up to the time of retirement, including the 
performance of the pension account during the investment period. The company guarantees a nominal 
return of premium, i.e., at least the aggregate amount of the company-funded pension contributions and 
the deferred contributions are available at the time the pension capital falls due. The latter may be paid  
out as a lump sum or in up to 20 annual installments, with outstanding installments continuing to earn 
1 percent interest per year. 
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Pension commitments under this program were made to Stefan Klebert, Marcus A. Ketter and Johannes 
Giloth. The pension commitments to Steffen Bersch under the previous remuneration system will continue 
to apply and remain unchanged, although Steffen Bersch switched to the new remuneration system as of 
January 1, 2019.

Steffen Bersch 
The contractual pension benefits of Steffen Bersch amount to a maximum of EUR 200 thousand p.a. Under 
this arrangement, maximum pension benefits will be paid once his service agreement ends when or after 
he reaches the age of 62 or in the event of his permanent incapacity to work. As Steffen Bersch’s service 
agreement ended with his departure on February 29, 2020, and, thus, before one of the above conditions 
for payment of his pension was met, Steffen Bersch has vested rights to a pro rata annual pension in the 
amount of EUR 90,791.06 that becomes payable once he reaches the age of 62. His pro rata annual 
pension is composed of two elements: First, vested benefits in the amount of EUR 12,784.68 that do not 
result from deferred compensation and were earned while Steffen Bersch was working for companies of 
GEA Group prior to his appointment to the Executive Board. In addition, Steffen Bersch has earned vested 
pension benefits in the amount of EUR 78,006.38 during his four years and two months of service as an 
Executive Board member. In order to earn the maximum pro rata annual pension of EUR 200 thousand p.a., 
Steffen Bersch’s tenure on the Executive Board would have had to last 10 years. His regular pension will be 
adjusted annually in line with the consumer price index.

The company covers the employer’s contribution to the state pension scheme payable for Steffen Bersch’s 
voluntary enrollment in the scheme.

In addition, Steffen Bersch is entitled to vested benefits in the amount of EUR 23,428 p.a. from personal 
contributions made prior to his appointment to the Executive Board in connection with his participation in 
GEA’s executive pension scheme.

The surviving dependents’ benefits defined in Steffen Bersch’s service agreement essentially provide for a 
lifelong widow’s pension as well as an orphan’s pension. The widow’s pension provides for totals 60 percent 
of Steffen Bersch’s retirement pension. The orphan’s pension is a specific percentage of the retirement 
pension and its amount depends on the number of children and whether they are full or half orphans. In 
principle, entitlement to an orphan’s pension expires on reaching the legal age, but at the latest on reaching 
the age of 25 if the child in question is still in full-time education and/or in vocational or professional 
training. Collectively, the widow’s and orphan’s pensions may not exceed the level of the retirement pension.

Pension plan reinsurance and capitalization option
As the contractual pension commitments made to the members of the Executive Board under the previous 
remuneration system were only partly protected against insolvency, namely in the amount of the sum 
covered by the Pensions-Sicherungs-Verein (PSV – Pension Protection Fund), the Supervisory Board decided 
in 2014 to take out pension plan reinsurance policies to secure the proportion of the pension commitments 
not covered by the PSV for the benefit of the individual Executive Board members. At the same time, the 
members of the Executive Board were granted a capitalization option. The level of the capitalization 
amount is equivalent to the pension liabilities ascertained by applying the basis of calculation used for the 
purpose of preparing the consolidated financial statements. This option to capitalize may be exercised 
upon retirement, but no earlier than age 62. It is possible to exercise this option in part or several times. 
Each exercise of the capitalization option entails a corresponding reduction in entitlements regarding the 
contractually guaranteed benefits for surviving dependents. There is no reinsurance for the members of the 
Executive Board who are remunerated in accordance with the current remuneration system.
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Pension scheme contributions and provisions for pension obligations
The company has set aside pension provisions to cover the future entitlements of the Executive Board 
members. The additions to pension provisions for active Executive Board members created by the end of 
the 2020 fiscal year in accordance with IFRS are listed individually in the table below. The corresponding 
amounts comprise the service cost as well as the interest cost.

(in EUR)

Pension benefits p. a.
(as of 12/31/2020;  
annual entitlement  

upon retirement)

Annual pension 
entitlements
earned as of 
12/31/2020

Addition to 
Pension provisions
 in fiscal year 2020

Present value 
of pension

 benefits as of 
12/31/2020

Stefan Klebert1 172,500 42,500 400,000 2,810,624

Marcus A. Ketter1 164,234 24,234 300,000 2,584,411

Johannes Giloth1 127,823 9,489 189,785 2,231,450

Steffen Bersch2 114,219 114,2193 171,484 2,982,553

Total 578,776 190,442 1,061,269 10,609,038

1)  The entitlements result from the sum of the contributions at the respective time, divided into a maximum of 20 annual installments, excluding investment return. 
2)  Steffen Bersch stepped down from the Executive Board on February 29, 2020; along with his pension benefits in his capacity as a member of the Executive Board, he is entitled to  
 vested benefits in the amount of EUR 23,428 p.a. from personal contributions made under GEA’s executive pension scheme prior to his appointment to the Executive Board (calculated  
 on the basis of a retirement age of 62).
3) Pension benefits earned up to the date of Steffen Bersch’s departure, i.e. February 29, 2020. 

Premature termination of appointment, termination rights,  
change of control events and effects on remuneration

The system stipulates that, if the appointment of an Executive Board member is revoked for good cause 
with legal effect in accordance with section 84 (3) of the AktG or if an Executive Board member validly 
resigns from office pursuant to section 84 (3) of the AktG, the Executive Board member’s service agreement 
will – as a rule – end on expiry of the statutory notice period pursuant to section 622 (1) and (2) of the 
Bürgerliches Gesetzbuch (BGB – German Civil Code). However, if the appointment is revoked due to an 
individual’s inability to properly manage the company as defined in section 84 (3) of the AktG, the notice 
period runs until the end of the eight months period.

In both of the aforementioned cases involving the early termination of his/her appointment, an Executive 
Board member will first of all receive the variable remuneration he/she has earned up until the date of his/
her departure. Moreover, the departing Executive Board member receives a severance payment in the 
amount of the total remuneration agreed for the remaining term of the service agreement to compensate 
for his/her early departure from the company, but no more than two years’ remuneration (severance 
payment cap). These benefits lapse if the appointment of the Executive Board member is terminated for a 
compelling reason warranting termination without notice in accordance with section 626 BGB. 

For computing severance pay entitlements, the remuneration system provides for a target achievement 
level of 100 percent applicable to any unvested remuneration for the current and future fiscal years, as the 
case may be. 

The service agreements concluded with the Executive Board members do not provide for termination or any 
other rights in the event of a change of control, nor any benefits associated therewith.
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Agreements governing the departure of former  
Executive Board members

Steffen Bersch
Steffen Bersch left GEA Group by mutual agreement at the end of February 29, 2020. Within the framework 
of a termination agreement, both, his appointment as member of the Executive Board of GEA Group 
Aktiengesellschaft and his service agreement were terminated at that date. 

Until the date of his departure, Steffen Bersch continued to receive his fixed monthly salary as well as the 
employer’s contribution to the state pension scheme. His bonus for fiscal year 2019 and the long-term 
share price component for fiscal year 2017, which is still granted under the previous remuneration system, 
were calculated in accordance with the provisions of his service agreement and were paid out in March 
2020. The long-term share price component for fiscal year 2018 will be disbursed in March 2021. The 2019 
tranche awarded to Steffen Bersch under the Performance Share Plan will be computed on the basis of the 
provisions set forth in his service agreement and paid out in March 2022. 

For fiscal year 2020, Steffen Bersch received a pro-rata bonus in the amount of EUR 60 thousand for the 
months of January and February that was uniformly computed on the basis of a 100 percent target 
achievement level. The pro-rata bonus fell due and was paid out upon his departure on February 29, 2020. 
Steffen Bersch was granted the 2020 tranche under the Performance Share Plan, which will be computed 
in accordance with the provisions set forth in his service agreement and disbursed pro rata temporis in 
March 2023.

In connection with his mutually agreed premature departure from the company, Steffen Bersch did not 
receive any severance pay or any other benefits of a compensatory nature.

Steffen Bersch’s pro rata annual pension upon retirement amounts to EUR 90,791.06. In addition, Steffen 
Bersch is entitled to vested benefits in the amount of EUR 23,428.00 from personal contributions made 
prior to his appointment to the Executive Board in connection with his participation in GEA’s executive 
pension scheme. Details can be found in this chapter under section “Pension commitments”. Steffen 
Bersch has declared that the pension plan reinsurance taken out to partially secure his claims or entitlements 
to pension benefits need no longer be continued to the extent that there is over-collateralization.

Remuneration of the members of the Executive Board

Total remuneration in 2020 and 2019
In the past fiscal year, the total remuneration paid to the active Executive Board members of GEA Group 
Aktiengesellschaft amounted to EUR 7,812,468. This comprised both an amount of EUR 2,425,355 for 
fixed salaries and an amount of EUR 5,289,699 for variable remuneration. The amounts under the 
Performance Share Plan are based on the fair value of the entitlement at grant date (January 1, 2020) and 
amounted to EUR 1,080,000 for Stefan Klebert, EUR 612,000 for Marcus A. Ketter, EUR 511,890 for 
Johannes Giloth and EUR 87,288 for Steffen Bersch, i.e., a total of EUR 2,291,178 in the year under review. 
Since the 2020 tranche of the Performance Share Plan granted to Steffen Bersch and Johannes Giloth is 
payable on a pro rata basis due to the departure of Steffen Bersch on February 29, 2020 and the joining of 
Johannes Giloth on January 20, 2020, the fair value on the grant date for the calculation of the remuneration 
was reduced accordingly.

In fiscal year 2019, the total remuneration paid to the active Executive Board members amounted to 
EUR 8,851,636. This comprised both an amount of EUR 3,463,589 for fixed salaries and an amount of 
EUR 5,101,557 for variable remuneration. The amounts under the Performance Share Plan and the long-
term share price component are based on the fair value of the entitlement at grant date (January 1, 2019) 
and amounted to EUR 1,080,000 for Stefan Klebert, EUR 378,937 for Marcus A. Ketter, EUR 540,000 for 
Steffen Bersch, and EUR 111,972 for Martine Snels, i.e., a total of EUR 2,110,909 in the year under review. 
Neither Jürg Oleas, Niels Erik Olsen nor Dr. Helmut Schmale, who each departed in the first and/or second 
quarter of 2019, were granted any performance shares and/or long-term share price components.
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The following table shows an individualized breakdown of fixed remuneration, variable components and 
other income: 

(in EUR)
Fixed  

remuneration1 Variable components
Non-cash 

benefits
Pension 

subsidies Total

Bonus 
(current 

remunera-
tion system)

Performance 
Share Plan2 

(current 
remunera-

tion system)

Individual 
component

(previous 
remuneration 

system)

Multi-year
component 

(previous 
remunera-

tion system)

Long-term 
share price 

component3  
(previous 

remuneration 
system)

Stefan Klebert 1,140,000 1,440,000 1,080,000 – – – 10,958 – 3,670,958
  Previous year 1,200,000 1,132,661 1,080,000 – – – 18,328 – 3,430,989
Marcus A. Ketter 646,000 816,000 612,000 – – – 19,516 – 2,093,516
  Previous year 418,602 398,933 378,937 – – – 41,454 – 1,237,926
Johannes Giloth4 539,355 682,521 511,89012 – – – 30,533 – 1,764,299
  Previous year – – – - – – – – –
Steffen Bersch5 100,000 60,00010 87,28813 – – – 2,959 1,246 251,493
  Previous year 600,000 542,234 540,000 – – – 109,098 7,477 1,798,809
Martine Snels6 – – – – – – 9,22414 – 9,224
  Previous year 600,000 – – 277,920 46,080 111,972 34,725 – 1,070,697
Niels Erik Olsen7 – – – – – – 22,97814 – 22,978
  Previous year 212,253 225,00011 – – – – 50,278 – 487,531
Jürg Oleas8 – – – – – – – – –
Previous year 167,411 – – 142,29911 – – 5,779 –  315,489

Dr. Helmut 
Schmale9 – – – – – – – – –
Previous year 265,323 – – 225,52111 – – 16,517 2,834 510,195

Total 2,425,355 2,998,521 2,291,178 – – – 96,168 1,246 7,812,468
Previous year 3,463,589 2,298,828 1,998,937 645,740 46,080 111,972 276,179 10,311 8,851,636

1)  To help mitigate the economic impact of the Covid-19 pandemic, Stefan Klebert, Marcus A. Ketter and Johannes Giloth each waived 10 percent of their fixed salary during a six  
 month period over the 2020 fiscal year.
2) No payment of the 2020 tranche granted under the Performance Share Plan was made in the reporting year, since it is computed over a three-year period from 2020 to 2022. The  
 bonus attributable to the Performance Share Plan is based on the fair value of the entitlement at grant date (January 1, 2020).
3) No payment of the 2019 long-term share price component was made in the reporting year, since it is computed over a three-year period from 2019 to 2021. The bonus attributable to  
 the long-term share price component is based on the fair value of the entitlement at grant date (January 1, 2019).
4) Johannes Giloth took up his position on the Executive Board on January 20, 2020. 
5) Steffen Bersch stepped down from the Executive Board on February 29, 2020.
6) Martine Snels stepped down from the Executive Board on December 31, 2019.
7) Niels Erik Olsen stepped down from the Executive Board on March 31, 2019.
8) Jürg Oleas stepped down from the Executive Board on February 17, 2019.
9) Dr. Helmut Schmale stepped down from the Executive Board on May 17, 2019.
10) For fiscal year 2020, Steffen Bersch received a pro rata bonus computed on the basis of a 100 percent target achievement for the period from January 1, 2020 until his departure on  
 February 29, 2020.
11) The amounts in each case represent the entitlement computed on the basis of a target achievement of 85 percent for Jürg Oleas and Dr. Helmut Schmale and 100 percent for  
 Niels Erik Olsen for all bonus components for the period from January 1, 2019 until the respective date of departure.
12) Due to Johannes Giloth joining on January 20, 2020 and the resulting reduction in the payment of the 2020 tranche under the Performance Share Plan, the fair value at grant date  
 was reduced accordingly to EUR 23.79 (rounded) per performance share.
13) Due to the departure of Steffen Bersch on February 29, 2020 and the resulting reduction in the payment of the 2020 tranche under the Performance Share Plan, the fair value at grant  
 date was reduced accordingly to EUR 4.06 (rounded) per performance share.
14) The non-cash benefits were granted for the periods in which Martine Snels and Niels Erik Olsen were still in active service.

Supplemental disclosures relating to share-based remuneration for the period 2018 to 2020
During the fiscal years 2019 and 2020, the Executive Board was awarded share-based remuneration under 
the current remuneration system in the form of an annual tranche of the Performance Share Plan. Details 
of the existing entitlements of the members of the Executive Board under this remuneration component 
are shown in the table below.

Performance shares
Performance shares granted at 

vesting date (in number of shares)

Fair value (in EUR) 
as of

12/31/2020

Fair value (in EUR) 
as of

12/31/2019

Stefan Klebert
    2019 tranche
    2020 tranche

50,358
43,028

1,837,161
1,491,437

  
                                  2,116,496
                                                _

Marcus A. Ketter
    2019 tranche
    2020 tranche

17,669
24,383

644,600
845,164

                                       742,610
                                                 –

Johannes Giloth
    2019 tranche
    2020 tranche

–  
21,5141                 

–
706,9002

                                                   – 
                                              –  

Steffen Bersch
    2019 tranche
    2020 tranche

25,179
21,5143

918,580
120.5414

                                    1,058,248
                                                  –

Total Tranche 2019
Total Tranche 2020

93,206
110,439

3,400,341
3,164,042

                                     3,917,354
–

1) Payout reduced pro rata temporis in March 2023 due to appointment in January 20, 2020.
2) Based on a reduced fair value of EUR 32.86 per performance share (rounded) as of December 31, 2020.
3) Payout reduced pro rata temporis in March 2023 due to departure on February 29, 2020.
4) Based on a reduced fair value of EUR 5.60 per performance share (rounded) as of December 31, 2020.

80GEA Annual Report 2020

Remuneration Report



In fiscal years 2018 and 2019, each Executive Board member was granted share-based remuneration in the 
form of the long-term share price component under the previous remuneration system. Details of the 
existing entitlements of the members of the Executive Board under this remuneration component are 
shown in the table below.

Long-term share price component
(in EUR)

Fair value as of
12/31/2020

Fair value as of
12/31/2019

Jürg Oleas1 0 8,225

Dr. Helmut Schmale² 0 4,606

Steffen Bersch3 0 3,754

Niels Erik Olsen4 0 3,754

Martine Snels5 103,704 121,245

Total 103,704 141,584

1)  Termination of Executive Board service agreement in February 2019.
2)  Termination of Executive Board service agreement in May 2019.
3)  Termination of Executive Board service agreement in February 2020.
4) Termination of Executive Board service agreement in March 2019.
5) Termination of Executive Board service agreement in December 2019.

In fiscal year 2020, total expenditure for share-based remuneration under the two remuneration systems 
(i.e., the sum total of the fair value of share-based remuneration awarded in the fiscal year in question as 
of balance sheet date and the change in fair value in relation to entitlements under share-based 
remuneration in the fiscal year in question) that was recognized in the consolidated IFRS financial statements 
amounted to EUR 1,212 thousand for Stefan Klebert (previous year: EUR 2,116 thousand);  
EUR 747 thousand for Marcus A. Ketter (previous year: EUR 743 thousand); EUR 707 thousand for Johannes 
Giloth (no grant in the previous year); EUR -19 thousand for Steffen Bersch (2019 and 2020 tranches of the 
Performance Share Plan and outstanding long-term share components; previous year: EUR 1,058 thousand), 
EUR -17 thousand for Martine Snels (previous year: EUR 117 thousand); EUR 0 thousand for Jürg Oleas 
(previous year: EUR 0 thousand); EUR 0 thousand for Dr. Helmut Schmale (previous year: EUR 0 thousand); 
and EUR 0 thousand for Niels Erik Olsen (previous year: EUR 0 thousand). Further information on the 
Performance Share Plan and the long-term share price component is outlined in note 6.3.3 of the 
Consolidated Financial Statements.

Remuneration of former Executive Board members and their surviving dependents
In fiscal year 2020, former Executive Board members and their surviving dependents received remuneration 
of EUR 4,977 thousand (previous year: EUR 11,377 thousand) from the GEA Group, of which  
EUR 4,977 thousand (previous year: EUR 4,708 thousand) were pension payments and EUR 0 thousand 
(previous year: EUR 6,669 thousand) were severance payments for Executive Board members who left  
in 2019 and 2020; this is explained in detail in the remuneration report. The GEA Group formed  
pension provisions (gross value) of EUR 95,145 thousand (previous year: EUR 100,697 thousand) as of 
December 31, 2020, for former Executive Board members and their surviving dependents, including those 
who left the Executive Board during the fiscal year 2020. In the year under review, Jürg Oleas exercised his 
capitalization option with regard to the full pension benefits he was entitled to as of January 1, 2020. The 
capitalization amount of EUR 8,575,416.00 was paid out in January 2020. 

Remuneration of the Supervisory Board members

The remuneration of the Supervisory Board members consists solely of fixed remuneration. It does not 
include a performance-related component.

In the year under review, the expenses incurred for the Supervisory Board amounted to EUR 1,403 thousand 
(previous year: EUR 1,389 thousand). Pursuant to section15 (1) of the Articles of Association, each member 
of the Supervisory Board receives a fixed annual remuneration of EUR 50 thousand payable after the end 
of each fiscal year, in addition to the reimbursement of their expenses. The Chairman of the Supervisory 
Board receives two-and-a-half times and his deputy one-and-a-half times this amount. In accordance with 
section 15 (2) of the Articles of Association, members of the Presiding Committee and the Audit Committee 
each receive an additional EUR 35 thousand. In accordance with section 15 (2), the members of the 
Technology Committee each receive an additional EUR 25 thousand. The chair of each committee receives 
twice the respective amount. No separate remuneration is paid to members of the Mediation Committee 
or the Nomination Committee. Pursuant to section 15 (5), the members of the Technology Committee are 
entitled to receive remuneration in the amount stated in paragraph 2 (as amended) from fiscal year 2019 
onwards. Members who join or leave the Supervisory Board and/or its committees during the year only 
receive a pro rata amount for the period of their membership. After the end of the fiscal year – pursuant 
to section 15 (3) of the Articles of Association – the Supervisory Board members also receive an attendance 
fee of EUR 1 thousand for each meeting of the Supervisory Board, the Presiding Committee, the Audit 
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Committee or the Technology Committee they attend. In fiscal year 2020, the Supervisory Board held eight 
meetings, the Presiding Committee met four times, the Audit Committee convened on nine occasions and 
the Technology Committee met twice.

The following table shows the individual breakdown of the remuneration and its respective components 
awarded to members of the Supervisory Board and/or the Presiding Committee, the Audit Committee and 
the Technology Committee in 2020 compared with the previous year:

(in EUR)

Supervisory 
Board  

remuneration

Presiding 
Committee 

remuneration
Remuneration 

Audit Committee

Remuneration 
Technology  
Committee

Attendance 
fee Total

Dr. Perlet 125,000 70,000 35,000 – 21,000 251,000

  Previous year 125,000 70,000 35,000 – 18,000 248,000

Löw* 75,000 35,000 – – 12,000 122,000

  Previous year 75,000 35,000 – – 13,000 123,000

Bastaki 50,000 35,000 – – 12,000 97,000

  Previous year 50,000 35,000 – – 12,000 97,000

Eberlein 37,432 – 52,404 – 15,000 104,836

  Previous year 50,000 – 70,000 – 12,000 132,000

Gröbel* 50,000 35,000 – – 12,000 97,000

  Previous year 50,000 35,000 – – 13,000 98,000

Hall 50,000 35,000 – – 11,000 96,000

  Previous year 50,000 35,000 – – 12,000 97,000

Hubert* 50,000 35,000 – 25,000 11,000 121,000

  Previous year 50,000 35,000 – 25,000 15,000 125,000

Kämpfert 50,000 – 35,000 – 16,000 101,000

  Previous year 50,000 – 35,000 – 12,000 97,000

Kerkemeier* 50,000 – – – 8,000 58,000

  Previous year 50,000 – – – 6,000 56,000

Prof. Dr. Köhler 12,568 – 16,257 – 2,000 30,825

  Previous year – – – – – –

Krönchen* 50,000 – 35,000 25,000 19,000 129,000

  Previous year 50,000 – 35,000 25,000 14,000 124,000

Spence 50,000 – – 25,000 10,000 85,000

  Previous year 50,000 – – 25,000 8,000 83,000

Dr. Zhang 50,000 – – 50,000 10,000 110,000

  Previous year 50,000 – – 50,000 9,000 109,000

Total 700,000 245,000 173,661 125,000 159,000 1,402,661

  Previous year 700,000 245,000 175,000 125,000 144,000 1,389,000

*)  The company and the external employee representatives remit their respective remuneration to the Hans Böckler Foundation in accordance with applicable guidelines.

82GEA Annual Report 2020

Remuneration Report



„Engineering for a better world“ is the driving and energizing principle connecting GEA’s workforce. As one of the largest systems  
suppliers, GEA makes an important contribution to a sustainable future with its solutions and services, particularly in the food,  
beverage and pharmaceutical sectors. Across the globe, GEA’s plants, processes and components contribute significantly to the reduction 
of CO2 emissions, plastic use as well as food waste in production.

GEA is listed on the German MDAX and the STOXX® Europe 600 Index and also included in the DAX 50 ESG and MSCI Global  
Sustainability indexes.

We live our values.
Excellence • Passion • Integrity • Responsibility • GEA-versity

GEA Group Aktiengesellschaft
Peter-Müller-Straße 12
40468 Düsseldorf, Germany
Tel.: +49 211 9136-0

gea.com
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