
REMUNERATION FOR THE  
MANAGEMENT BOARD

Consideration of the Management Board 
 remuneration system and approval by the 
shareholders

In addition to the statutory requirements of the German 
Stock Corporation Act and the German Commercial Code, 
the recommendations of the German Corporate Governance 
Code (“GCGC”) were also taken into account, to the great-
est possible extent, in the revision of the 2022 Management 
Board remuneration system. The Supervisory Board has 
merely decided against complying with the recommenda-
tions in G.10 sentence 1 and sentence 2 GCGC. The Super-
visory Board remains skeptical of the recommendation in 
G.10 sentence 1 GCGC that the variable components of the 
Management Board’s remuneration should be predomi-
nantly granted in shares or on a share-based basis, because 
this would expose the members of the Management Board 
to the risk of negative share price developments based on 
market fluctuations over which the Management Board  
has no direct influence. In addition, the recommendation in 
G.10 sentence 2 GCGC that long-term variable remunera-
tion amounts should only be available after four years is not 
complied with. Instead, the remuneration system provides 
for long-term variable remuneration based on a three-year 
assessment period, with payment taking place in each case 
following the Annual General Meeting at the end of the 
three-year assessment period. The Supervisory Board is 
still of the opinion that this sufficiently ensures the desired 
long-term incentive, which would not be increased by a 
longer payment period.

Remuneration  
Report 2022

This year’s remuneration report 2022 contains the presen-
tation and explanation of the remuneration received by the 
current and former members of the Management Board of 
Pfeiffer Vacuum Technology AG (hereinafter: “Company”) 
and the members of the Supervisory Board of the Company 
in the fiscal year 2022. The remuneration report takes into 
account the requirements of the German Commercial 
Code (HGB) as well as the German Stock Corporation Act 
(AktG). In particular, the remuneration report contains all 
disclosures required by § 162 of the German Stock Corpo-
ration Act (AktG) as amended by the Act Implementing the 
Second Shareholder Rights Directive (“ARUG II”). This 
includes explanations of the extent to which and how the 
remuneration system for the Management Board devel-
oped by the Supervisory Board and approved by the Annual 
General Meeting has been implemented. The same applies 
to the implementation of the remuneration system for  
the Supervisory Board, which was approved at the Annual 
General Meeting on May 12, 2021.

On March 24, 2022, the Supervisory Board resolved to 
change certain points of the remuneration system for 
Management Board members that had been adopted in 2021 
and approved by the Annual General Meeting 2021 and to 
submit this amendment to the Annual General Meeting of 
the Company again for approval (“Remuneration  System 
for the Management Board 2022”). The amendment to 
the remuneration system for the members of the Manage-
ment Board relates to the proportional weighting of the 
financial and non-financial performance parameters in the 

performance-related annual bonus (“target bonus”) and in 
the long-term variable remuneration (“LTI”). In the case of 
the target bonus, the financial targets should account for 
not more than 50 % (previously between 70 % and 95 %) of 
the total targets to be pursued. Non-financial performance 
targets should account for at least 50 % of the total targets 
to be pursued (previously not more than 30 % and not less 
than 5%). In the case of the LTI, where the individually deter-
mined key performance indicators are concerned, the non- 
financial targets should also be weighted with at least 50 %, 
while other financial key performance indicators should be 
weighted at not more than 50 %. The intention of these 
changes is to give significantly greater weighting in the 
variable components of the Management Board remunera-
tion to target parameters that are aimed at pursuing long- 
term and sustainable corporate development, particularly 
with regard to ESG (environmental, social and governance) 
targets.  

The appropriately amended 2022 Management Board remu-
neration system was approved by the Company’s Annual 
General Meeting on May 19, 2022 with a majority of 88.74 % 
of the votes present when the resolution was adopted. The 
2022 remuneration system for the Management Board 
approved by the Annual General Meeting has been binding 
on the Supervisory Board since its submission to the Annual 
General Meeting and its corresponding approval. With regard 
to the target bonus, the target agreements with the mem-
bers of the Management Board were entered into before 
the Annual General Meeting was held on May 19, 2022, 
and in view of this, the remuneration system 2021 was 
applicable in this context.  

Also, the remuneration report 2021 was approved by the 
Company’s Annual General Meeting on May 19, 2022 with 
a majority of 81.15 % of the attending share capital. 
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system contains malus and clawback provisions which the 
Supervisory Board may utilize in individual cases. Accord-
ingly, in the event of serious breaches of due diligence by  
a member of the Management Board during the year, the 
Supervisory Board may reduce or completely cancel the 
corresponding variable remuneration components of a 
member of the Management Board or demand full or partial 
reimbursement after payment has already been made. The 
Supervisory Board shall decide on this in each individual 
case at its due discretion and shall in particular take into 
account the severity of the violation and the amount of the 
resulting financial or reputational damage. In the reporting 
period, the Supervisory Board had no reason to make use 
of the malus and clawback provisions.

The Management Board service contracts of Dr. Britta 
Giesen and Wolfgang Ehrk additionally contain provisions – 
also in line with the applicable remuneration system for the 
Management Board – according to which, in the event of 
premature termination of their Management Board service 
contracts, they may not be granted, promised or made any 
payments exceeding the value of two years’ remuneration 
or the value of the benefits payable for the remaining term 
of the Management Board service contracts (termed  
“Severance Payment Cap”). The Management Board ser-
vice contract of Wolfgang Ehrk also stipulates that  benefits 
paid in the event of premature termination of the Manage-
ment Board service contract due to a change of control may 
not exceed 1.5 times the Severance Payment Cap. Benefits 
in this connection were not payable in the reporting year 
because no member of the Management Board resigned.

In line with the requirements of the 2022 Management 
Board remuneration system, the Management Board 
service contracts provide for non-competition clauses. 
According to these, Management Board members may not 
work for or hold an interest in a company that competes 

The Supervisory Board reviews the appropriateness and 
customary nature of the remuneration at a horizontal level 
on the basis of a comparison with suitable other companies 
listed on the TecDAX or the SDAX, taking into account in 
particular the key figures of sales, number of employees 
and market capitalization for this market comparison. In 
this context, the Supervisory Board elected Heidelberger 
Druckmaschinen AG, Deutz AG, Jenoptik AG and Carl Zeiss 
Meditec AG as the relevant peer-group. 

In accordance with the requirements of the remuneration 
system approved by the Annual General Meeting, when 
determining the remuneration of the Management Board 
the Supervisory Board is guided by the following principles:

• The members of the Management Board are to be 
 encouraged to work towards achieving the Company’s 
strategic goals. These goals focus on (i) ensuring sustain-
able and long-term corporate development and value 
 enhancement, (ii) increasing market share and further 
growth, (iii) expanding the global presence, particularly  
in selected growth markets, (iv) pursuing a sales policy 
geared to customer satisfaction, and (v) pursuing sus-
tainability targets, which include in particular increasing 
efficiency in the use of energy and raw materials. As 
part of the variable remuneration, non-financial perfor-
mance criteria that are committed to aspects of corpo-
rate social responsibility and sustainability, are therefore 
defined in some cases in addition to financial perfor-
mance criteria.

• Long-term variable remuneration, in particular, is an 
 essential component of the remuneration structure and 
is intended to support sustainable and long-term corpo-
rate development and the business strategy.

• The remuneration shall take into account the size and 
economic situation of the enterprise.

• The remuneration should be commensurate with the 
 individual’s contribution to performance. Special perfor-
mance should be rewarded with accordingly higher re-
muneration, while failure to achieve performance targets 
should result in a discernible reduction in the level of 
remuneration.

• Compared with enterprises of a similar size, remunera-
tion should be attractive in order to attract and retain 
particularly qualified Management Board members over 
the long term.

• The remuneration should contribute to harmonizing the 
interests of the Management Board members with those 
of the shareholders and other stakeholders. In particular, 
the variable, performance-related remuneration compo-
nents are therefore of major importance.

In line with these principles, and in line with the 2022 
Management Board remuneration system in general, the 
Supervisory Board, supported by its Management Commit-
tee, set the specific target parameters for the members of 
the Management Board in the reporting year and made a 
determination on the individually agreed target achievement 
parameters in each case. In particular, the definition and 
possible adjustment of the variable, performance-related 
remuneration parameters were of decisive importance in 
order to ensure that the remuneration of the Management 
Board members makes an important contribution to pro-
moting the business strategy and the long-term develop-
ment of the Company.

Like the service contracts of the current Management Board 
members, the 2022 Management Board remuneration 
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The target bonus for the members of the Management 
Board is K € 220 for the Chairwoman of the Management 
Board, Dr. Britta Giesen, and K € 140 for Wolfgang Ehrk as  
a further member of the Management Board, assuming  
full target achievement. It should be noted that the above- 
mentioned amounts are the maximum that can be earned 
as a target bonus and that the target bonus can also drop to 
a minimum value of zero. The target bonus is determined 
by the Supervisory Board, supported by the Management 
Committee, according to the achievement of the individual 
performance criteria agreed with the Management Board 
members after the end of the reporting period by deter-
mining the level of actual target achievement and setting  
it in relation to the assumed target achievement of 100 %. 
The target bonus is paid out following the Annual General 
Meeting for the previous year. 

The determination of the target bonus for the reporting 
year was based on the individual target agreements that 
are decided upon between the Supervisory Board and the 
individual members of the Management Board.

The composition of the remuneration granted and due in 
respect of the 2021 target bonus, i.e. the amounts received 
in this respect in 2022, is based on the individual target 
agreements displayed in the below table, the respective 
weightings and the resulting target achievement levels.  
All current and former Management Board members who 
received variable remuneration in this respect in the re-
porting year are listed below.

with the Company or one of its affiliated companies or has 
significant business relations with the Company or one of 
its affiliated companies during the term of their employment 
contract. Furthermore, freelance or consulting work for such 
a company is also not permitted. The service contract with 
Dr. Britta Giesen has a term until December 31, 2023. The 
existing Management Board service contract with Wolfgang 
Ehrk ends on December 31, 2022. In summer 2021, the 
Supervisory Board and Wolfgang Ehrk agreed on a two-year 
extension of the Management Board service contract, which 
will take effect from January 1, 2023 and thus ends on 
December 31, 2024. The new Management Board service 
contract will have no effect on the 2022 reporting year, in 
particular no effect on the amount of remuneration granted 
or due. 

For the reporting year, the Supervisory Board has verified 
that the maximum remuneration stipulated in the 2022 
Management Board remuneration system based on the 
amounts received by the incumbent members of the Man-
agement Board, namely a gross amount of € 1.2 million for 
the Chairman of the Management Board and a gross amount 
of K € 800 for ordinary members of the Management Board, 
was not exceeded in the reporting period. The fact that this 
was not exceeded for the current members of the Manage-
ment Board is evidenced by the specific remuneration 
tables below. Dr. Britta Giesen received remuneration of 
K € 697. Mr. Wolfgang Ehrk received K € 377. 

Unless otherwise stated below, the currently existing 
 Management Board service contracts correspond to the 
adopted remuneration system. 

Fixed remuneration and benefits in kind

Each member of the Management Board receives annual 
fixed remuneration, which is paid in twelve equal install-

ments at the end of each month. If the service contract 
begins or ends during the course of the fiscal year that is 
relevant for payment of the remuneration, the fixed remu-
neration for this fiscal year is paid pro rata temporis.

In addition, the members of the Management Board receive 
benefits in kind, in particular in the form of company cars 
provided, reimbursement of expenses and travel costs, and 
accident insurance. The Company has entered into directors’ 
and officers’ liability insurances (D&O insurance) for the 
benefit of the members of the Management Board, which 
provides for a statutory deductible of 10 % of the amount of 
the loss (§ 93, Sub-Para. 2, sentence 3 AktG). In addition, the 
Company provides the Chairwoman of the Management 
Board, Dr. Britta Giesen, with a driver in certain cases. The 
benefits in kind are generally taxable by the Management 
Board members themselves. In deviation from this, a net 
remuneration agreement exists with regard to the provision 
of a driver for Dr. Britta Giesen, so that taxation in this case 
is borne by the Company. 

Performance-related remuneration components

The performance-related remuneration components com-
prise an annual bonus (“target bonus”) and a long-term 
variable remuneration component based on a three-year 
assessment period (“LTI”).

Target bonus

The target bonus is designed to motivate members of the 
Management Board to achieve demanding and challenging 
financial, operational and strategic targets within a fiscal 
year. The targets reflect the corporate strategy and are 
aimed at increasing the enterprise value. 
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Following the amendment to the Management Board re-
muneration system by the Annual General Meeting in 
2022, the individually agreed targets for the year 2022 do 
not comply with the requirements of the Management 
Board remuneration system 2022. In this respect it should 
be noted that, at the time the individual targets were 
agreed upon, they complied fully with the then applicable 
requirements of the Management Board remuneration 
system 2021. In the future, the target bonus will be config-
ured in accordance with the requirements of the Manage-
ment Board remuneration system 2022. 

The payment of the 2021 target bonus was made after the 
Annual General Meeting on May 19, 2022. 
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TARGET BONUS 2021 

Basic value Weighting

Degree 
of target 

 achievement
Target 

 achievement

 in K €  in %  in %  in K €

Dr. Britta Giesen

Development and revision of a market segment-specific Company strategy 110 50 % 100 % 110

Implementation of a revised compliance management system 66 30 % 100 % 66

Increase of ROCE 44 20 % 100 % 44

220 100 % 220

Wolfgang Ehrk

Fulfillment of product- and service related energy saving targets 35 25 % 93 % 33

Development of an improvement plan for Yreka site 42 30 % 38 % 16

Increasing output of turbo pumps to satisfy increased short-term demand  
in the areas semi-conductors, coating and display 28 20 % 100 % 28

Increasing efficiency in relation to maintenance services 35 25 % 100 % 35

140 100 % 112

Total 360 332



During the fiscal year, the Management Committee and 
subsequently also the full Supervisory Board also dealt 
with the assessment of the target bonus for 2022. The 
individual target agreements, the respective weightings 
and the resulting preliminary target achievement levels  
are shown in the following overview. 

Given the successful business year in terms of sales and 
earnings, and the high level of new orders obtained by the 
Pfeiffer Vacuum Group, it was to be assumed that the 
target achievement levels attained by the members of the 
Management Board in respect of financial goals were fully 
met. In respect of the non-financial targets, the members 
of the Management Board fully met the targets concerned 
the fulfillment of a certain number of visits to customers by 
members of the Management Board and subordinate senior 
management. The situation was similar in respect of the 
target to implement ESG software and associated process 
flows. The measurement of targets in the area of employee 
satisfaction and communication was conducted on the basis 
of employee evaluations and resulted in a target achievement 
level of 97 %. Finally, the members of the Management 
Board fully achieved their individual targets in relation to 
successfully concluding pilot projects related to the intro-
duction of SAP S/4 Hana (Dr. Giesen) and concluding plan-
ning work for a capacity expansion project up to submitting a 
building application (Mr. Ehrk), which meant that target 
achievement of 100 % was to be assumed here as well.
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TARGET BONUS 2022 

Basic value Weighting

Degree 
of target 

 achievement1

Target 
 achievement1

 in K €  in %  in %  in K €

Dr. Britta Giesen

Achievement of a sales target 98 45 % 100 % 98

Achievement of a target for new orders 54 25 % 100 % 54

Achievement of a defined target in the areas of employee satisfaction  
and communication 17 7.5 % 97% 16

Successful completion of two pilot projects in the area of SAP S/4 17 7.5 % 100 % 17

Visits to customers/suppliers 17 7.5 % 100 % 17

Implementation of ESG software and definition of structure/processes  
for collecting related data 17 7.5 % 100 % 17

220 100 % 219

Wolfgang Ehrk

Achievement of a sales target 62 45 % 100 % 62

Achievement of a target for new orders 34 25 % 100 % 34

Achievement of a defined target in the areas of employee satisfaction  
and communication 11 7.5 % 97 % 11

Planning a significant capacity expansion up to the building application stage 11 7.5 % 100 % 11

Visits to customers/suppliers 11 7.5 % 100 % 11

Implementation of ESG software and definition of structure/processes  
for collecting related data 11 7.5 % 100 % 11

140 100 % 140

Total 360 359

1  preliminary



Under the conditions described above, however, the long-
term variable remuneration is not finally determined until 
the end of the three-year assessment period concerned. 
Hence, the long-term variable remuneration promised in 
2020 cannot be paid out prior to the end of the 2022 fiscal 
year. Accordingly, the long-term remuneration promised in 
2021 can be paid out for the first time only upon the end of 
the 2023 fiscal year. In deviation from this, in the event of 
termination of a Management Board service contract there 
are separate due date rules which state that the LTIs will 
also be paid out after the Annual General Meeting which 
resolves on the fiscal year corresponding to the last year of 
service of the member of the Management Board. 

The composition of the remuneration granted and due in 
relation to the various LTIs, i.e. the amounts received in this 
respect in 2022, is based on the individual target agree-
ments, the respective weightings and the resulting target 
achievement levels. In the reporting year 2022, no long-
term variable remuneration was paid out to current or 
former Management Board members in accordance with 
the above-mentioned paragraphs. 

During the fiscal year, the Management Committee and 
subsequently also the full Supervisory Board also dealt 
with the assessment of LTI target achievement for 2022. 
The individual target agreements, the respective weight-
ings and the resulting preliminary target achievement 
 levels are shown in the following overview. 

The aforementioned amounts were recognized in the  
annual financial statements, on the basis of provisional 
target achievement levels, as a provision for the target 
bonus 2022. The final resolution on target achievement for 
the fiscal year 2022 will be adopted on presentation of the 
audited annual financial statements and the consolidated 
financial statements of Pfeiffer Vacuum Technology AG  
for 2022. 

Long-term variable remuneration component/LTI

In addition, at the end of a three-year assessment period 
each Management Board member receives long-term 
variable remuneration (long-term incentive or “LTI”) depend-
ing on the achievement of specific targets determined at 
the beginning of each three-year assessment period. The 
actual amount of the LTI depends on the extent to which 
the Management Board member has been allocated an 
initial value of gross long-term variable remuneration mea-
sured in euros (“allocated starting value”) as of January 1 
of each calendar year within the three-year assessment 
period. 

Whether and to what extent the LTI is paid out at the end of 
a three-year assessment period is determined on the basis 
of the EBITDA development of the Company and the devel-
opment of one or more key performance indicators defined 
for the assessment period in question, each development 
being weighted equally.

To take account of the sustainable development of the 
Company over the entire three-year assessment period, 
the sum of the initial values allocated is subjected to a 
validation process at the end of each assessment period, 
by which the average EBIT achieved over the year is set in 
relation to a target EBIT figure defined in advance by the 
Supervisory Board. If the average EBIT for the three-year 
assessment period differs from the target EBIT in that it  
is less than 75 %, no payment at all is made in relation to 
the LTI. If the average EBIT lies between 75 % and the 
amount of the target EBIT, a pro-rata adjustment is made.  
If the average EBIT in the three-year assessment period 
exceeds the target EBIT, this outperformance is rewarded 
with a pro-rata premium on the contractually agreed gross 
LTI amount, up to a maximum of 125 %. This validation 
applies to all current Management Board members for 
each three-year assessment period starting from 2021.

The contractually agreed target remuneration in relation  
to the LTI after three years is K € 230 for Dr. Britta Giesen 
and K € 160 for Wolfgang Ehrk as a further Management 
Board member, assuming full target achievement without 
taking into account an outperformance reward. It should be 
noted that a maximum of the above-mentioned amounts 
can be earned (without an outperformance reward) and 
that the target remuneration can also drop to a minimum 
value of zero. 
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The successful business year for the Company in terms  
of sales and earnings, also led to full achievement of LTI 
targets by the members of the Management Board in 
respect of all current LTI three-year cycles. In view of this, 
the financial targets that relate to increasing EBITDA above 
the previous year’s level were 100 % fulfilled by all mem-
bers of the Management Board. The situation was similar 
in relation to the financial targets geared at increasing the 
Group’s per capita sales (LTI Dr. Giesen 2021–2023) and 
increasing sales in the service business (LTI 2022–2024). 
The target aimed at increasing employee productivity by 
3 % per year (LTI Mr. Ehrk 2021–2023) and reducing sales- 
related CO2 emissions was also met in full by Management 
Board members. Only the targets for improving on-time 
delivery (LTI Mr. Ehrk 2020-2022) could not be achieved  
in view of the continuing robust development of demand.  
The preliminary target achievement level here was 0 % as 
shown in the preceding table. The positive development  
of earnings was also the reason for recognizing the pre- 
liminary outperformance bonuses that will apply for three-
year periods starting from 2021.

The above-mentioned amounts were recognized in the 
annual financial statements as a provision for the remuner-
ation of the LTIs for 2022. The final resolution on target 
achievement for fiscal 2022 will be adopted on presentation 
of the audited annual financial statements and the consoli-
dated financial statements of Pfeiffer Vacuum Technology 
AG for the fiscal year 2022. 
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DR. BRITTA GIESEN

in 2022

Basic value Weighting

Degree 
of target 
 achieve- 

ment1

Target 
 achieve- 

ment1

Out- 
performance1

Target 
achievement 

incl. out- 
performance1

 in K €  in %  in %  in K €

LTI 2021–2023 Increasing EBITDA  
above previous year’s amount 39 50 % 100 % 39

Increasing group sales  
per capita 38 50 % 100 % 38

Total 77 100 % 77 125 % 96

LTI 2022–2024 Increasing EBITDA  
above previous year’s amount 39 50% 100 % 39

Reduction in CO2 emissions  
per million € Group sales  
of 5 % in 2022 19 25% 100 % 19

Increasing sales  
in the service business 19 25% 100 % 19

Total 77 100 % 77 125 % 96

Total LTI 154 154 192

1   preliminary



Total Management Board remuneration  
in the fiscal year 2022

The following tables show the total benefits granted and 
due to each individual member of the Management Board 
in the fiscal year 2022, i.e. the total benefits actually re-
ceived for fiscal year 2022 and the previous year individually 
for all current and former Management Board members 
who received a remuneration in the reporting year. The 
receipts and benefits are set in relation to the correspond-
ing reference values for the 2021 fiscal year. In accordance 
with the provisions of § 162 of the German Stock Corpora-
tion Act (AktG), the amounts to be disclosed as remunera-
tion granted and due (receipts) are those which became 
due in the reporting period and have already been received 
by the individual Management Board member or those for 
which due payment has not yet been made. 
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WOLFGANG EHRK

in 2022

Basic value Weighting

Degree 
of target 
 achieve- 

ment1

Target 
 achieve- 

ment1

Out- 
performance1

Target 
achievement 

incl. out- 
performance1

 in K €  in %  in %  in K €

LTI 2020–2022 Increasing EBITDA  
above previous year’s amount 27 50% 100 % 27

Improvement of on-time delivery 26 50% 0 %

Total 53 100 % 27 n/a 27

LTI 2021–2023 Increasing EBITDA  
above previous year’s amount 27 50% 100 % 27

Improvement of employee 
productivity 26 50% 100 % 26

Total 53 100 % 100 % 53 125 % 66

LTI 2022–2024 Increasing EBITDA  
above previous year’s amount 28 50% 100 % 28

Reduction in CO2 emissions  
per million € Group sales  
of 5 % in 2022 13 25% 100 % 13

Increasing sales  
in the service business 13 25% 100 % 13

Total 54 100 % 100 % 54 125 % 68

Total LTI 160 134 161

1   preliminary
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REMUNERATION GRANTED OR DUE

Dr. Britta Giesen  
CEO

Wolfgang Ehrk 
COO

Dr. Matthias Wiemer  
Member of the 

Management Board
Manfred Bender1

CEO Total

CEO from Jan. 1, 2021 
Member of the 

Management Board from  
Oct. 1, 2020 from Jan. 1, 2020

from April 1, 2007
until June 30, 2019

from July 1, 2007
until Nov. 27, 2017

2022 2021 2022 2021 2022 2021 2022 2021 2022 2021

 in K €  in K €  in K €  in K €  in K €  in K €  in K €  in K €  in K €  in K €

Fixed remuneration 450 450 250 250 — — — — 700 700

Benefits in kind 26 27 13 14 — — — — 39 41

Total 476 477 263 264 — — — — 739 741

Target bonus 220 55 112 140 — — — — 332 195

LTI 2020–2022 — 58 — — — — — — — 58

Total variable remuneration 220 113 112 140 — — — — 332 253

Other — — — — — — 2.5002 — 2.500 —

Total 696 590 375 404 — — 2.500 — 3.571 994

Pensions — — — — 87 28 — — 87 28

Total remuneration 696 590 375 404 87 28 2.500 — 3.658 1.022

Proportion of fixed remuneration  
in total remuneration 64.7 % 76.3 % 66.7 % 61.9 % 0.0 % 0.0 % 0.0 % n/a 19.2 % 68.5 %

Proportion of variable remuneration in 
total remuneration 31.6 % 19.1 % 29.9 % 34.6 % 0.0 % 0.0 % 100.0 % n/a 9.0 % 24.7 %

Proportion of other remuneration  
in total remuneration 3.7 % 4.6 % 3.5 % 3.5 % 100.0 % 100.0 % 0.0 % n/a 71.8 % 6.8 %

100.0 % 100.0 % 100.0 % 100.0 % 100.0 % 100.0 % 100.0 % n/a 100.0 % 100.0 %

1  Member of the Management Board from April 1, 2004
2  Remuneration



In addition, the remuneration of the incumbent members 
of the Management Board recognized as an expense in the 
annual financial statements and the consolidated financial 
statements in the reporting year 2022 is shown below. 
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REMUNERATION RECORDED IN THE INCOME STATEMENTS

Dr. Britta Giesen  
CEO

Wolfgang Ehrk 
COO Total

CEO from Jan. 1, 2021 
Member of the 

Management Board from Oct. 1, 2020 
COO

from Jan. 1, 2020

2022 2022 2021 2022 2022 2021 2022 2022 2021

Minimum 
value

Maximum 
value

Minimum 
value

Maximum 
value

Minimum 
value

Maximum 
value

 in K €  in K €  in K €  in K €  in K €  in K €  in K €  in K €  in K €  in K €  in K €  in K €

Fixed remuneration 450 450 450 450 250 250 250 250 700 700 700 700

Benefits in kind 26 26 26 27 13 13 13 14 39 39 39 41

Total 476 476 476 477 263 263 263 264 739 739 739 741

Target Bonus 219 — 220 220 140 — 140 112 359 — 359 332

LTI 2020–2022 — — — — 27 — 53 40 27 — 53 40

LTI 2021–2023 96 — 96 77 66 — 66 51 162 — 162 128

LTI 2022–2024 96 — 96 — 68 — 68 — 164 — 164 —

Total variable remuneration 411 — 411 297 301 — 327 203 712 — 738 500

Other — — — — — — — — — — — —

Total 887 476 887 774 564 263 590 467 1,451 739 1,477 1,241

Pensions 50 50 50 50 — — — — 50 50 50 50

Total remuneration 937 526 937 824 564 263 590 467 1,501 789 1,527 1,291



Information on the relative development of the 
remuneration of the Management Board, the 
remuneration of the other employees, and the 
development of the Company’s earnings

The following multi-year overview shows the relative devel-
opment of the remuneration of the members of the Man-
agement Board who were active in the respective fiscal 
year in relation to the remuneration of the previous fiscal 
year, as well as to the remuneration of the Company’s 
senior management (in accordance with the remuneration 
system), the other employees of the Pfeiffer Vacuum Group 
and selected key earnings figures of the Pfeiffer Vacuum 
Group. The remuneration of the members of the Manage-
ment Board on which the overview is based corresponds 
to the total amounts received respectively in the fiscal year 
concerned and the previous year.

Pension commitments for members  
of the Management Board

A pension commitment exists for Dr. Britta Giesen in the 
form of an annual fixed contribution to a provident fund in 
the amount of K € 50. The benefits of the provident fund 
are financed by a life insurance policy pledged to Dr. Britta 
Giesen. 13
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CHANGE IN MANAGEMENT BOARD REMUNERATION IN RELATION  
TO EARNINGS DEVELOPMENT AND EMPLOYEES

2022 vs. 2021 2021 vs. 2020

 in %  in %

Management Board

Dr. Britta Giesen (from October 1, 2020) + 18.0 + 383.61

Wolfgang Ehrk – 7.2 + 32.5

Dr. Eric Taberlet (until December 31, 2020) – 100.0 – 28.2

Nathalie Benedikt (until September 30, 2020) – 100.0 + 8.0

Dr. Ulrich von Hülsen (until June 30, 2019) – 100.0 n/a

Dr. Matthias Wiemer (until June 30, 2019)  210.7 – 78.0

Manfred Bender (until November 27, 2017) n/a 0.0

Key earnings indicators

Group sales + 18.8 + 24.7

Group EBIT + 28.2 + 105.5

Net profit of Pfeiffer Vacuum Technology AG (Annual Financial Statements acc. to HGB) – 10.5 + 185.3

Employees

Senior management + 36.2 2 + 34.33

Other employees of Pfeiffer Vacuum Group4 + 5.3 + 12.4

1   On the basis of receipts linearly extrapolated, a more comparable increase would be 20.9 %.
2   The increase results primarily from filling new roles (CTO & CPCO) within the Group Executive Committee as well as from increased  

bonus payments to the members of the Group Executive Committee.
3  This increase results primarily from appointing a successor to the role of CFO within the Group Executive Committee.
4   On the basis of gross salaries of all Group employees (excluding Management Board and senior management).

n/a: A meaningful statement on this development is not possible in the cases mentioned since no remuneration was granted or due  
in the respective previous year.



REMUNERATION FOR THE  
SUPERVISORY BOARD

The members of the Supervisory Board receive only fixed 
remuneration, which is determined by the Annual General 
Meeting. On May 12, 2021, the Annual General Meeting 
approved the remuneration system presented for the 
Supervisory Board and, in accordance with this, deter-
mined new Supervisory Board remuneration that became 
effective from the beginning of the 2021 fiscal year. 

Accordingly, each member of the Supervisory Board now 
receives annual base remuneration of K € 45 (previously 
K € 35). The Chair of the Supervisory Board will continue to 
receive base annual remuneration of K € 105, while the 
Deputy Chair will continue to receive base remuneration of 
K € 70. In addition to their base remuneration, the members 
of the Supervisory Board will receive, for the first time from 
fiscal 2021, the following annual remuneration for their 
work on Supervisory Board committees: 

• K € 5 each as an ordinary member of a committee,  
and 

• K € 15 as Chair of the Audit Committee, and K € 10 each 
as Chair of another committee. 

This additional remuneration does not accrue if no meet-
ings of the committee concerned were held in that fiscal 
year.

If members of the Supervisory Board are newly elected 
during a fiscal year or withdraw for any other reason, the 
remuneration shall be paid on a pro rata temporis basis. 

Other benefits for former members  
of the Management Board

In June 2022, the Supervisory Board of the Company 
decided to approve a court settlement reached before the 
Higher Regional Court of Frankfurt am Main with the former 
Chairman of the Management Board, Mr. Manfred Bender, 
who vacated his position in November 2017. This settled a 
long-running legal dispute about the correctness of the 
extra ordinary dismissal of Mr. Bender at that time. The 
court settlement provides that Mr. Bender is entitled to a 
severance payment of K € 2,500 in settlement of all claims, 
which Mr. Manfred Bender received in July 2022 subject  
to the deductions required by law. In addition, the settle-
ment contains a provision with regard to the pension com-
mitments to be granted. This states that the pension for 
Mr. Manfred Bender is to be calculated as if the service 
contract had continued until December 31, 2021 without 
termination. Previously, the calculation was based on the 
assumption that the service contract was terminated in 
November 2017. Both benefits, which economically qualify 
as severance payments, are not subject to the 2022 remu-
neration system for members of the Board of Manage-
ment and therefore do not represent an impermissible 
deviation from the maximum remuneration requirements. 

There are final-salary pension commitments to other former 
members of the Board of Management. The IFRS net pen-
sion expenses attributable to this group of persons in the 
past fiscal year amount to K € 840 (previous year: K € 64).

Following a repayment of K € 332 in 2021, a total repay-
ment of K € 377 was made by the Pfeiffer Vacuum Trust e. 
V. in 2022. The net pension obligation (IFRS) that exists for 
former members of the Management Board amounts to 
K € 4,947 (previous year: K € 8,007). Current pensions in 
2022 amounted to K € 468 (previous year: K € 403). Of this 
amount, K € 87 is attributable to Dr. Matthias Wiemer, 
member of the Management Board until June 30, 2019 
(previous year: K € 28). 
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In addition, the remuneration granted and due in 2022  
and 2021, i.e., the remuneration actually received was as 
follows: 

The composition of Supervisory Board remuneration 
 recognized as an expense in 2022 and 2021 is as follows: 
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SUPERVISORY BOARD REMUNERATION 
GRANTED AND DUE   

2022 2021

 in K €  in K €

Ayla Busch,  
Chairwoman of the  
Supervisory Board  130 105

Götz Timmerbeil,  
Deputy Chairman of the  
Supervisory Board 105 0

Minja Lohrer  
(from May 12, 2021) 40 0

Filippo Th. Beck  
(until May 12, 2021) 25 0

Henrik Newerla 55 0

Matthias Mädler  
(until May 12, 2021) 21 0

Stefan Röser 45 0

Timo Birkenstock  
(from May 12, 2021) 33 0

Total 454 105

FIXED REMUNERATION OF THE SUPERVISORY BOARD MEMBERS  

2022 2021

Base 
 remuneration

Remuneration 
for committee 

work
Total  

remuneration

 in K €  in K €  in K €  in K €

Ayla Busch,  
Chairwoman of the Supervisory Board  105 25 130 130

Götz Timmerbeil,  
Deputy Chairman of the Supervisory Board 70 35 105 105

Minja Lohrer (from May 12, 2021) 45 15 60 40

Filippo Th. Beck (until May 12, 2021) — — — 25

Henrik Newerla 45 10 55 55

Matthias Mädler (until May 12, 2021) — — — 21

Stefan Röser 45 0 45 45

Timo Birkenstock (from May 12, 2021) 45 5 50 33

Total 355 90 445 454



In accordance with the resolution of the Annual General 
Meeting, the remuneration attributable to the year 2021 
was paid to the members of the Supervisory Board in Janu-
ary 2022. Therefore, in principle, no remuneration was  
paid to the members of the Supervisory Board in 2021.  
In deviation from this, the remuneration of Supervisory 
Board Chairwoman Ayla Busch for 2020 was not paid until 
January 2021. The other members of the Supervisory Board 
received their remuneration for the year 2021 in 2022 as 
described above. The situation regarding remuneration for 
the year 2022 is similar in view of the fact that this was not 
paid out to the members of the Supervisory Board until the 
beginning of 2023.
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CHANGE IN SUPERVISORY BOARD REMUNERATION IN RELATION  
TO EARNINGS DEVELOPMENT AND EMPLOYEES

2022 vs. 2021 2021 vs. 2020

 in %  in %

Supervisory Board

Ayla Busch, Chairwoman of the Supervisory Board  23.8 n/a

Götz Timmerbeil, Deputy Chairman of the Supervisory Board n/a – 100.0

Minja Lohrer (from May 12, 2021) n/a n/a

Filippo Th. Beck (until May 12, 2021) n/a – 100.0

Henrik Newerla n/a – 100.0

Matthias Mädler (until May 12, 2021) n/a – 100.0

Stefan Röser n/a – 100.0

Timo Birkenstock (from May 12, 2021) n/a n/a

Key earnings indicators

Group sales + 18.8 + 24.7

Group EBIT + 28.2 + 105.5

Net profit of Pfeiffer Vacuum Technology AG (Annual Financial Statements acc. to HGB) – 10.5 + 185.3

Employees

Senior management + 36.2 1 + 34.3 2

Other employees of Pfeiffer Vacuum Group3 + 5.3 + 12.4

1   The increase results primarily from filling new roles (CTO & CPCO) within the Group Executive Committee as well as from increased  
bonus payments to the members of the Group Executive Committee.

2  This increase results primarily from appointing a successor to the role of CFO within the Group Executive Committee.
3   On the basis of gross salaries of all Group employees (excluding Management Board and senior management).

n/a: A meaningful statement on this development is not possible in the cases mentioned since no remuneration was granted or due  
in the respective previous year.



Auditor’s Responsibilities 

Our objective is to obtain reasonable assurance about 
whether the information required by § 162 Abs. 1 and 2 
AktG has been disclosed in all material respects in the 
remuneration report and to express an opinion thereon  
in an auditor’s report.

We planned and performed our audit to determine, through 
comparison of the disclosures made in the remuneration 
report with the disclosures required by § 162 Abs. 1 and 2 
AktG, the formal completeness of the remuneration report. 
In accordance with § 162 Abs 3 AktG, we have not audited 
the accuracy of the disclosures, the completeness of the 
content of the individual disclosures, or the appropriate 
presentation of the remuneration report.

Frankfurt am Main, March 6, 2023

PricewaterhouseCoopers GmbH
Wirtschaftsprüfungsgesellschaft

Christian Kwasni ppa. Samuel Artzt
Wirtschaftsprüfer Wirtschaftsprüfer
(German Public Auditor) (German Public Auditor)

Report of the  
independent auditor 
on the formal audit 
of the remuneration 
report pursuant to  
§ 162 Abs. 3 AktG 

To Pfeiffer Vacuum Technology AG, Aßlar

Opinion

We have formally audited the remuneration report of the 
Pfeiffer Vacuum Technology AG, Aßlar, for the financial  
year from January 1 to December 31, 2022 to determine 
whether the disclosures pursuant to § [Article] 162 Abs. 
[paragraphs] 1 and 2 AktG [Aktiengesetz: German Stock 
Corporation Act] have been made in the remuneration 
report. In accordance with § 162 Abs. 3 AktG, we have  
not audited the content of the remuneration report.

In our opinion, the information required by § 162 Abs. 1  
and 2 AktG has been disclosed in all material respects in 
the accompanying remuneration report. Our opinion does 
not cover the content of the remuneration report.

Basis for the opinion

We conducted our formal audit of the remuneration report 
in accordance with § 162 Abs. 3 AktG and IDW [Institut der 
Wirtschaftsprüfer: Institute of Public Auditors in Germany] 
Auditing Standard: The formal audit of the remuneration 
report in accordance with § 162 Abs. 3 AktG (IDW AuS 870). 
Our responsibility under that provision and that standard is 
further described in the “Auditor’s Responsibilities” section 
of our auditor’s report. As an audit firm, we have complied 
with the requirements of the IDW Quality Assurance Stan-
dard: Requirements to quality control for audit firms [IDW 
Qualitätssicherungsstandard – IDW QS 1]. We have complied 
with the professional duties pursuant to the Professional 
Code for German Public Auditors and German Chartered 
Auditors [Berufssatzung für Wirtschaftsprüfer und vereidigte 
Buchprüfer – BS WP/vBP], including the requirements for 
independence.

Responsibility of the Management Board  
and the Supervisory Board

The management board and the supervisory board are 
responsible for the preparation of the remuneration report, 
including the related disclosures, that complies with the 
requirements of § 162 AktG. They are also responsible for 
such internal control as they determine is necessary to 
enable the preparation of a remuneration report, including 
the related disclosures, that is free from material misstate-
ment, whether due to fraud or error.
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