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Compensation report 2021

The compensation report under Section 162 of the German Stock Corporation Act (AktG) describes the 
main features of the compensation system as well as the individual compensation of the current and former 
members of the Executive Board and Supervisory Board of FUCHS PETROLUB SE for the financial year 2021. 

The current compensation system for the members of the Executive Board of FUCHS PETROLUB SE has 
been in place since financial year 2021. It was adopted by the Supervisory Board, after being prepared by 
the Personnel Committee, at its meeting held on March 8, 2021 and approved by the Annual General 
Meeting held on May 4, 2021. The compensation system for the members of the Supervisory Board, which 
is regulated in Section 16 of the Articles of Association, was also approved.

Compensation for members of the Executive Board

Overview of the compensation system

1. General
The compensation of the members of the Executive Board is largely based on the following criteria:

	■ duties of the individual board member,
	■ performance of the Executive Board,
	■ economic situation of the company,
	■ success and future outlook of the company,
	■ reasonableness of the compensation, taking into account a horizontal and vertical comparative analysis.

The compensation system for members of the Executive Board thus creates incentives for successfully 
implementing the corporate strategy and for the company’s long-term performance.

a. Setting the level of compensation
By law, the Supervisory Board is the body responsible for setting, reviewing and implementing compensa-
tion/the compensation system for members of the Executive Board. The Personnel Committee is respon-
sible for preparing the relevant Supervisory Board decisions.

Based on the compensation system, the Supervisory Board sets the target and maximum compensation 
for the members of the Executive Board in advance for a period of several years. It also defines the long-
term targets geared toward sustainable company success to determine the performance factor in advance 
for a period of several years. These targets are guided by the strategic guidelines at the FUCHS Group 
(FUCHS) and relate to the Executive Board. Using a horizontal and vertical comparative analysis, the Super-
visory Board ensures that Executive Board compensation is appropriate. The Personnel Committee prepares 
the resolutions.

In the December of a calendar year, the Supervisory Board’s Personnel Committee prepares a recommen-
dation on the Executive Board’s target achievement with regard to the performance factor. The Supervisory 
Board then makes a decision at its December meeting based on this recommendation. The Supervisory 
Board makes the final decision on the amount of variable compensation for the past financial year at the 
Supervisory Board meeting in March, which is also when a resolution is passed on the approval of the 
annual financial statements. 
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Horizontal analysis:
The level of compensation was set in 2020 based on a peer group of various MDAX companies selected 
on the basis of belonging to the chemicals industry, the nature of their business, and their main shareholder 
(listed companies with one family as majority shareholder). Characteristics such as company size, profitabil-
ity and compensation structure were also taken into account. Taking these criteria into consideration, the 
members of the Executive Board are offered compensation that is standard for the market while also being 
competitive and in line with regulatory requirements. The peer group comprises Brenntag AG, Dürr AG, 
Knorr-Bremse AG, Lanxess AG and Symrise AG. 

Vertical analysis:
The internal company compensation structure is also applied when setting compensation for Executive Board 
members. The vertical review is prepared in accordance with the recommendation of the German Corporate 
Governance Code with two comparison groups. Firstly, the ratio of Executive Board compensation to staff 
costs for all Group employees is considered. Secondly, compensation for senior executives within the Group 
is compared. This peer group comprises the members of the Group Management Committee (excluding 
members of the Executive Board) and the managing partners of the Group companies.

b. Review of the compensation system
The system for compensating members of the Executive Board is reviewed by the Supervisory Board each 
year. The Personnel Committee conducts a horizontal and a vertical analysis. If changes are required, the 
Personnel Committee prepares a recommended resolution for the Supervisory Board. 

In accordance with the provisions of Section 120a of the German Stock Corporation Act (AktG), the com-
pensation system must be submitted to the Annual General Meeting for approval if any material changes 
are made and at least every four years. If the Annual General Meeting does not approve the compensation 
system, a revised compensation system must be presented for resolution no later than the subsequent 
Annual General Meeting.

c. Conflicts of interest
Given that the Supervisory Board is responsible for setting, reviewing, and implementing the compensation 
system for members of the Executive Board, potential conflicts of interest are in principle avoided. If conflicts 
of interest were to occur in the future, FUCHS PETROLUB SE’s general regulations for handling conflicts of 
interest on the Supervisory Board apply. 

2. Compensation components
Compensation for members of the Executive Board comprises non-performance-based and perfor-
mance-based components. These components are made up of the following elements:

	■ Non-performance-based compensation:
	■  Fixed compensation
	■  Additional benefits
	■  Pension expenses

	■ Performance-based compensation:
	■  STI (short-term incentive) means short-term, one-year compensation,
	■  LTI (long-term incentive) means long-term, multi-year compensation.

Where contracts are concluded or terminated during the year, fixed compensation and perfor-
mance-based compensation are granted on a pro rata basis.
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a. Non-performance-based compensation
Non-performance-based compensation is fixed compensation based on the full year and is paid in 13 equal 
installments (two installments are paid in November). Annual fixed compensation for the Chairman of the 
Executive Board is € 880 thousand and € 550 thousand for the other members of the Executive Board.

In addition to fixed compensation, contracts also provide for additional benefits. 

These include the following:

	■ benefits in kind in the form of the personal use of a company car,
	■ benefits in kind in the form of accident insurance.

In terms of pension commitments, the following distinctions are made:

	■ The pension commitments for Executive Board members appointed before January 1, 2016, equal a 
percentage of the average fixed compensation of the last three years before the termination of the 
contract of employment. This percentage does not exceed 40 % and increases successively with the 
duration of service of the Executive Board member. The corresponding pension provision is determined 
using the projected unit-credit method. Current service expenses, which may be subject to significant 
variability depending on the market interest rate, are recognized as annual pension expenses.

	■ From January 1, 2016, there have been pension commitments in place for new members of the 
Executive Board via the Allianz provident fund. There are no additional obligations other than the 
requirement to pay contributions to assigned pension funds. The annual payments are recognized 
as pension expenses.

Executive Board members are entitled to receive a regular pension if their Executive Board contract ends with 
or after completion of their 65th year of age.

b. Performance-based compensation
Performance-based compensation is calculated on the same basis for the STI and LTI using the fol-
lowing formula:

FVA × performance factor × individual share

The Chairman of the Executive Board receives an individual share of 0.64 % of the value calculated, 
and other members of the Executive Board each receive an individual share of 0.32 %. Perfor-
mance-based compensation is paid in March after the Supervisory Board meeting to approve the 
previous financial year’s annual financial statements.

FVA (FUCHS Value Added)
The FVA is the key performance indicator of the FUCHS Group. It is based on the variable compen-
sation for local, regional and global management.  

As an economic benefit, FVA embodies a holistic approach that looks at both profit and capital 
employed. It is therefore an expression of the strategic objectives and geared towards the long term:

EBIT
weighted average cost of capital   

(WACC)
capital  

employed 
FVA = – ×
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EBIT (earnings before interest and tax) is the relevant profit indicator. EBIT illustrates operating per-
formance and is not affected by financing or tax effects.

Capital employed is reflected in the net assets and financial position. Capital expenditure is largely influ-
enced by capital expenditure on property, plant and equipment and on intangible assets, as well as by 
changes in net operating working capital (NOWC). Property, plant and equipment and acquisitions are 
monitored on the basis of investment appraisals, while NOWC is monitored through targeted manage-
ment of its components (inventories as well as accounts receivables and trade payables). The capital 
employed for a financial year is determined on the basis of the Group’s interest-bearing financial resources 
and is calculated as an average of the parameters of the portfolio at five quarterly figures, starting from 
December 31 of the previous year.

Capital employed is thus calculated over five reporting dates as followed:

net pension 
provisions

Total equity
financial 
liabilities

goodwill amortization 
from previous years  

(until 2004: € 85 million)

capital  
employed

cash and 
cash 

equivalents
=–+ + +

 
To calculate the costs of capital employed, the weighted average cost of capital (WACC), which is 
determined on the basis of the capital asset pricing model (CAPM), is used. The level of WACC is 
reviewed annually on the basis of up-to-date capital market data as of the end of the reporting period, 
and adjusted accordingly. The WACC is included in the FVA as a pretax interest rate because the 
earnings component is also taken into consideration as a pretax figure (EBIT). 

Only when the recorded earnings are higher than the costs of the capital employed is value created 
and entitlement to variable compensation arises.

The FVA for the financial year in question is determined when the annual financial statements are 
adopted and the consolidated financial statements approved.

Performance factor
The performance factor measures the annual attainment of agreed long-term targets. It is the same 
for all members of the Executive Board and is determined by the Supervisory Board. The performance 
factor ranges from a minimum of 0.75 (equivalent to a target attainment of 75 %) to a maximum of 
1.25 (equivalent to a target attainment of 125 %). Besides profitable growth and efficient cash man-
agement, the performance factor takes account of technical expertise and therewith the continuing 
penetration of markets with specialty lubricants. Other aspects are compliance with good corporate 
governance, ongoing personnel development, the establishment and further development of a sus-
tainability concept and the creation of stakeholder value with a view to FUCHS’s social responsibility. 
These targets are guided by the strategic guidelines at FUCHS and relate to the Executive Board.

An overall picture of the level of target attainment and thus the performance factor is compiled in Decem-
ber of each year. The Supervisory Board makes this decision on the basis of the target attainment proposed 
by the Personnel Committee.
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Variable compensation comprises the following:

	■ 45 % short-term incentive (STI),
	■ 55 % long-term incentive (LTI).

As both the STI and the LTI are dependent on the FVA and the performance factor, both are designed to 
take account of long-term company success and thus of a multi-year assessment basis. The distinction 
between the two is relevant with regard to the further obligation to use the LTI. 

Members of the Executive Board must invest over half of the LTI in FUCHS PETROLUB SE preference shares (ISIN 
DE000A3E5D64) within two weeks of it being paid. As recommended by the German Corporate Governance 
Code, this ensures that variable compensation is predominantly share-based, taking into account the tax bur-
den. This means that the preference shares acquired do not represent additional compensation for members 
of the Executive Board. As required under the German Corporate Governance Code, the preference shares 
acquired are subject to a four-year freeze on sales. The vesting period begins when they are posted to the 
individual securities accounts and must be observed in full even if the Executive Board contract is terminated 
prematurely. During this period, the shares held by members of the Executive Board will be exposed to all the 
risks and rewards of capital market performance. The preference shares are acquired jointly for all members 
of the Executive Board in order to ensure standard acquisition terms.

c. Target and maximum compensation
Target compensation is the total amount paid to an Executive Board member for a financial year when 
target attainment is 100 % for all compensation components. In the compensation system, target attain-
ment is expressed by the performance factor. A target attainment of 100 % corresponds to a performance 
factor of 1.0. Target compensation is 2.5 times fixed compensation. Target compensation is € 2,200 thou-
sand for the Chairman of the Executive Board and € 1,375 thousand for ordinary Executive Board members. 
Target total compensation comprises individual additional benefits and pension expenses as well as target 
compensation.  

Maximum compensation is four times the amount of fixed compensation. The maximum compensation is 
€ 3,520 thousand for the Chairman of the Executive Board and € 2,200 thousand for ordinary Executive Board 
members. The total maximum compensation comprises individual additional benefits (appropriate company 
car and accident insurance), pension expenses and maximum compensation. The pension commitments for 
Executive Board members appointed before January 1, 2016, do not exceed 40 % of the average fixed com-
pensation of the last three years before the ending of the contract of employment. Pension commitments for 
the other members of the Executive Board are defined contribution plans and amount to € 220 thousand 
annually. In light of the volatility of the annual actuarial calculation of the provision expenses for the members 
of the Executive Board appointed for the first time before January 1, 2016, the maximum amount for the total 
of individual additional benefits and provision expenses is €600 thousand for the Chairman of the Executive 
Board and €400 thousand for the ordinary members of the Executive Board. This results in a maximum total 
compensation (section 87a (1) sentence 2 no. 1 AktG) of €4,120 thousand for the Chairman of the Executive 
Board and €2,600 thousand for the members of the Executive Board.
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The following table shows the share of target and maximum compensation (excluding additional benefits 
and pension commitments in each case) and of target and maximum total compensation (additional bene-
fits and pension commitments allocated to fixed compensation in each case) made up of fixed compen-
sation, the STI, and the LTI:

Breakdown of target and maximum compensation and of target and maximum total compensation

in % Target compensation
Maximum  

compensation
Target total  

compensation
Maximum  

total compensation

Fixed compensation 40 25 ≈ 48 36 

Variable compensation 60 75 ≈ 52 64 

thereof STI 27 34 ≈ 23 29 

thereof LTI 33 41 ≈ 29 35 

 
The share of target total compensation attributable to fixed compensation and to variable compensation 
may vary due to annual fluctuations in the additional benefits and pension commitments granted. As a 
general rule, the target amounts of the variable compensation components will exceed the fixed compen-
sation components (basic compensation, additional benefits, and pension commitments). The compensa-
tion system ensures that the LTI always accounts for a higher share than the STI. This way, along with the 
long-term nature of the FVA model and the performance factor, the Supervisory Board gears Executive 
Board compensation towards the company’s long-term development.

3. Contractual agreements
a.  Contractual terms and commitments in the event of premature termination
The basic regulations of Executive Board compensation were agreed with the members of the Executive 
Board in their employment contracts. Additional agreements are concluded with members of the Executive 
Board regarding variable compensation and the criteria relevant to measuring the performance factor. These 
are valid for multiple years. 

Subject to prior mutual agreement, the term of the employment contracts is equal to the period of appoint-
ment. The requirements under stock corporation law and the recommendations of the German Corporate 
Governance Code are observed when appointing and reappointing members of the Executive Board. Initial 
appointments are generally not for more than three years. Reappointments are for a maximum of five years.

If Executive Board employment is terminated prematurely without cause, in accordance with the recommen-
dations of the German Corporate Governance Code, the employment contracts provide for a compensation 
payment that is limited to a maximum of twice the annual compensation (sum of total compensation for last 
two financial years) and does not recompense more than the remaining term of the contract of employment 
(cap); whereby no premature payment of performance-related variable compensation is made in the event of 
premature contract termination. The contracts do not provide for any extraordinary termination rights or 
redundancy payments in the event of a change in control. This also applies if a member of the Executive Board 
is permanently unable to work. If a member of the Executive Board is temporarily unable to work, the mem-
ber will continue to be paid the contractually agreed compensation for a duration of six months.
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b.  Extraordinary developments and variable compensation
In the event of extraordinary developments, the Supervisory Board can adjust the variable compensation 
calculated in accordance with the specifications above and set it higher or lower.

c.  Clawback regulations for variable compensation
FUCHS PETROLUB SE is contractually entitled to recover, in full or in part, variable compensation compo-
nents already paid to members of the Executive Board. The right of recovery applies if, after payment of 
the variable compensation, it becomes apparent that the key indicators for this purpose had to be corrected 
retrospectively due to objective errors in accordance with the rules governing accounting and would have 
resulted in no or lesser compensation on the basis of the corrected indicators.

d.  Accepting board positions within and outside the Group
If members of the Executive Board accept Supervisory Board or other board positions at companies affiliated 
with FUCHS PETROLUB SE, they are not compensated for this separately. If, in exceptional cases, compen-
sation for a position within the Group cannot be excluded, depending on the nature of the compensation 
this is offset against the Executive Board member’s other compensation or the Executive Board member 
assigns it to FUCHS PETROLUB SE.

Supervisory Board or similar positions at external companies must be approved by the Supervisory Board. 
The Supervisory Board will make a decision on whether to offset the compensation for the individual case 
in question. It has so far chosen not to do so.

e. Post-contractual non-compete clause
Members of the Executive Board are subject to a 12-month post-contractual non-compete clause. FUCHS 
PETROLUB SE can waive this before the ending of the employment relationship. If it does so, the right to 
compensation lapses one year after the declaration, regardless of whether the employment relationship 
remains in effect. The Executive Board member will receive compensation equal to one half of the contrac-
tually agreed compensation for the duration of the non-compete clause. For the variable components, this 
is based on the average for the last three years. Other income is taken into account in compensation. Com-
pensation is deducted from any redundancy payment in accordance with the recommendation of the 
German Corporate Governance Code.

Individual compensation for members of the Executive Board 
The compensation granted and owed to the members of the Executive Board for their activities in the 
financial year 2021 pursuant to Section 162 (1) first sentence of the German Stock Corporation Act (AktG) 
was in accordance with the compensation system. 

Compensation is granted already at the point when the activity underlying the compensation has been 
fully performed (earnings-oriented approach). This means that the variable remuneration for the underlying 
activity in the 2021 financial year is reported as having been allocated in the reporting year, even though 
the payment will not be made until March 2022. This ensures transparent and comprehensible reporting 
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and safeguards the link between performance and remuneration in the reporting period. This principle also 
applies accordingly to the presentation of the target (total) compensation and the maximum (total) com-
pensation. 

The measurement parameters for variable compensation (STI and LTI) for members of the Executive Board 
are as follows:

Measurement parameters for variable compensation (STI and LTI)

Variable compensation (STI and LTI)       
Individual component  

Share of Chairman of 
the Executive Board

Share of ordinary  
member of the  

Executive Board

  0.64  % 0.32  %

2021 financial year    

FVA in EUR million 205   

Performance factor  € thousand € thousand

min 0.75 985  492 

max 1.25 1,641 820 

Performance factor 2021 1.10 1,444 722

2020 financial year    

FVA in EUR million 165 € thousand € thousand

Performance factor    

min 0.75 792 396

max 1.25 1,320 660

Performance factor 2020 1.2 1,267 634 

By way of an overall assessment, the Supervisory Board set the performance factor for the financial year 
2021 at 1.10. The key criteria for setting the performance factor for the 2021 financial year are as follows, 
with the sub-targets weighted equally:

	■ The sub-target of profitable growth coupled with efficient cash management was rated with a performance 
factor of 1.10, taking into account the positive FVA development. In the financial year 2021, the FUCHS Group 
was able to significantly exceed its targets for sales revenue, EBIT and FVA formulated at the beginning of 
the year. The forecast free cash flow, on the other hand, could not be achieved. Net operating working 
capital had increased significantly as a result of the expansion of business activities, higher sales prices, 
significantly higher raw material costs as well as stockpiling due to interruptions in the supply chain. Capital 
expenditures were capped – after completion of the investment initiative – at the level of depreciation and 
amortization. The FVA significantly exceeded the original expectations.

	■ The sub-target of continued progress made in penetration of the markets with specialty lubricants com-
bined with the expansion of technical competence was rated with a performance factor of 1.15, taking 
into account the opportunities leveraged in the growth markets as well as digitalization. A central element 
of FUCHS2025 is the segment-based business strategy, which was rolled out further in 2021. In the 
customer and market segments that are approached holistically and globally, the first successes are 
emerging. A decisive success factor is greatly improved communication and cooperation between the 
national subsidiaries. Digitalization has been strengthened by providing the necessary structures and the 
“FUCHS goes digital” project is making good progress. Digitalization tools such as sensors for metal-
working fluids and tank telemetry have been more strongly integrated into the business model and 
systematically developed further.   
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The establishment and further development of a sustainability concept and the further creation of stake-
holder value with a focus on FUCHS’s social responsibility, continuous human resources development as 
well as compliance with good corporate governance was given a performance factor of 1.05. Sustainabil-
ity is a central component of strategy development within the framework of FUCHS2025. FUCHS has taken 
the lead in European lubricant industry working groups to develop sustainability standards. With the 
inclusion of all stakeholders in the upstream and downstream value chain, a significant contribution is made 
with regard to the “Green Deal” and the associated regulations. In addition, the group of companies 
included was expanded with regard to compensation through climate protection certificates. Standardiza-
tion within FUCHS was strengthened by implementing further processes as part of FUCHS2025. This in 
turn has a positive effect on corporate governance by making it easier to comply with and monitor enter-
prise-wide requirements.

The pre-tax WACC relevant to the variable compensation for the financial year 2021 is 9.5 %.

The details of the compensation of the individual members of the Executive Board in the financial years 
2020 and 2021 and the pension expenses can be taken from the following tables. 

Total compensation for members of the Executive Board

  
Stefan Fuchs  

Chairman of the Executive Board 
Dr. Lutz Lindemann 

Member of the Executive Board

    2021 2020 2021 2020

  in T €
in % 

TC
in %  

AktG in T €
in % 

TC in T €
in % 

TC
in %  

AktG in T €
in % 

TC

Fixed  
compensation Base compensation 880 33 38 880 36 550 35 42 550 38

 Additional benefits 19 1 1 18 1 26 2 2 23 1

 Pension costs – – – – – – – – – –

 
IAS current service 
expenses 330 12  290 11 272 17  247 17

 Total 1,229 46  1,188 48 848 54   820 56

Variable  
compensation

Short-term variable 
compensation           

 STI for 2021 650 24 28 – – 325 21 25  –

 STI for 2020 – – – 570 23 – – – 285 20

 
Long-term variable  
compensation           

 LTI for 2021 794 30 34 – – 397 25 31 – –

  LTI for 2020 – –  697 29 – – – 349 24

 Total 1,444 54  1,267 52 722 46  634 44

 
Total compensation 
(TC) 2,673 100  2,455 100 1,570 100  1,454 100

  

Total compensation 
without current 
service expenses 
pursuant to Section 
162 of the German 
Stock Corporation 
Act (AktG) 2,343  100 2,165  1,298  100 1,207  

Total compensation of the Executive Board in financial year 2021
The total compensation excluding current service expenses pursuant to Section 162 of the German Stock 
Corporation Act (AktG) is only relevant for the members of the Executive Board who were appointed for 
the first time before 1 January 2016, i.e. for Stefan Fuchs, Dr. Lutz Lindemann and Dr. Ralph Rheinboldt. 
For the other members of the Executive Board, Dr. Timo Reister and Dagmar Steinert, there are no differ-
ences with regard to the disclosure of total compensation with/without IAS current service expenses 
because they receive an annual amount as a pension expense.
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Total compensation for members of the Executive Board

  

Dr. Timo Reister 
Member of the  

Executive Board

Dr. Ralph Rheinboldt 
Member of the  

Executive Board

    2021 2020 2021 2020

  in T €
in % 

TC in T €
in % 

TC in T €
in % 

TC
in %  

AktG in T €
in % 

TC

Fixed  
compensation Base compensation 550 36 550 39 550 37 43 550 40

 Additional benefits 20 1 20 1 17 1 1 16 1

 Pension costs 220 15 220 15 – – – – –

 IAS current service expenses – – – – 215 14  189 14

 Total 790 52 790 55 782 52  755 54

Variable  
compensation

Short-term variable  
compensation          

 STI for 2021 325 22 – – 325 22 25 – –

 STI for 2020 – – 285 20 – – – 285 21

 
Long-term variable  
compensation          

 LTI for 2021 397 26 – – 397 26 31 – –

  LTI for 2020 – – 349 25 – – – 349 25

 Total 722 48 634 45 722 48  634 46

 Total compensation (TC) 1,512 100 1,424 100 1,504 100  1,389 100

  

Total compensation without 
current service expenses 
pursuant to Section 162  
of the German Stock  
Corporation Act (AktG) 1,512  1,424  1,289  100 1,200  

Total compensation for members of the Executive Board

  

Dagmar Steinert 
Member of the  

Executive Board Total

    2021 2020 2021 2020

  in T €
in % 

TC in T €
in % 

TC in T €
in % 

TC in T €
in % 

TC

Fixed  
compensation Base compensation 550 36 550 39 3,080 35 3,080 38

 Additional benefits 12 1 13 1 95 1 90 1

 Pension costs 220 15 220 15 440 5 440 5

 IAS current service expenses – – – – 817 9 726 –

 Total 782 52 783 55 4,432 51 4,336 53

Variable  
compensation Short-term variable compensation         

 STI for 2021 325 36 – – 1,950 22 – –

 STI for 2020 – – 285 20 – – 1,710 21

 
Long-term variable  
compensation         

 LTI for 2021 397 26 – – 2,382 27 – –

  LTI for 2020 – – 349 25 – – 2,093 26

 Total 722 48 634 45 4,332 49 3,803 47

 Total compensation (TC) 1,504 100 1,417 100 8,764 100 8,139 100

  

Total compensation without  
current service expenses pursuant 
to Section 162 of the German  
Stock Corporation Act (AktG) 1,504   1,417  7,947  7,413  
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The additional benefits comprise the following benefits for all members of the Executive Board:

	■ benefits in kind in the form of the personal use of a company car,
	■ benefits in kind in the form of accident insurance.

The variable compensation for 2021 will be finalized at the Supervisory Board meeting in March 2022. 
Variable compensation is paid after the Supervisory Board meeting, with the requirement to acquire pref-
erence shares taking effect after this. Accordingly, the following table does not contain any information on 
preference shares acquired as part of variable compensation for the financial year 2021. As of December 
31, 2021, a total of 29,998 preference shares would have had to be acquired at the closing price of €39.92 
per preference share. 

The preference shares acquired as part of variable compensation and the freezing periods applicable for 
these are shown in the table. Note that the freezing period on the preference shares acquired under variable 
compensation was only three years until the financial year 2019. 

Preference share program variable compensation (LTI)

Year of compensation LTI 2017 2018 2019 2020

Year share acquired 2018 2019 2020 2021

Time of acquisition 3/22/2018 3/21/2019 3/20/2020 3/10/2021

End of the blocking period 3/21/2021 3/20/2022 3/19/2023 3/9/2025

Price at acquisition in € 46.23 38.66 34.08 43.31

Price at end of the blocking period 40.92    

Performance until end of blocking period – 11 %    

Performance until 12/31/2021  3 % 17 % – 8 %

     

Preference shares Shares Shares Shares Shares

Stefan Fuchs 9,519 11,434 9,001 8,045

Dr. Lutz Lindemann 4,760 5,717 4,505 4,026

Dr. Timo Reister 4,760 5,717 4,505 4,026

Dr. Ralph Rheinboldt 4,760 5,717 4,505 4,026

Dagmar Steinert 4,760 5,717 4,505 4,026

     

Shares with blocking period 1/1/2021 28,559 34,302 27,021  

Shares acquired in 2021    24,149

Blocking period expired in 2021 – 28,559    

Shares with blocking period 12/31/2021 0 34,302 27,021 24,149

It should be clarified that the LTI arithmetically consists of a cash portion and a share portion. The cash 
portion is used to repay the tax burden attributable to the LTI, the share portion serves the obligation to 
acquire preference shares. Taking into account a flat-rate tax charge of 51 % (income tax taking into account 
the top tax rate, solidarity surcharge and church tax), the net amount of the LTI paid out is to be invested 
entirely in preference shares. The flat-rate tax burden of 51 % must also be taken into account for the STI. 
Thus, a net view of the total variable compensation (45 % STI and 55 % LTI) ensures that the variable com-
pensation is granted predominantly share-based.

No loans have been granted to members of the Executive Board. 
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The members of the Executive Board have received no benefits or commitments from third parties with 
respect to their work as Executive Board members.

The following table shows the total compensation (including service cost IAS) for the financial year 2021 in 
relation to the total target compensation.

Target and maximum total compensation for the 2021 financial year

Members of the  
Executive Board Total compensation

Minimum total 
compensation

Total target com-
pensation (TTC)

Maximum total 
compensation

 in € thousand in % of the TTC in € thousand in € thousand in € thousand

Stefan Fuchs 2,673 105 1,229 2,549 3,869 

Dr. Lutz Lindemann 1,570 94 848 1,673 2,498 

Dr. Timo Reister 1,512 94 790 1,615 2,440

Dr. Ralph Rheinboldt 1,504 94 782 1,607 2,432

Dagmar Steinert 1,504 94 782 1,607 2,432

 
The total compensation of the members of the Executive Board is lower than the total maximum 
compensation for the respective Executive Board member. The target total compensation was 
exceeded by the Chairman of the Executive Board by 5 % and undershot by the regular members of 
the Executive Board by 6 % each.

Pensions for the Executive Board
Regarding pension expenses, the following distinction is made between the members of the Execu-
tive Board:

	■ Stefan Fuchs, Dr. Lutz Lindemann and Dr. Ralph Rheinboldt joined the Executive Board before January 1, 
2016. Therefore, the current service cost according to IFRS is reported as a pension expense.

	■ Dr. Timo Reister and Dagmar Steinert were appointed to the Executive Board as of January 1, 2016, 
and so they receive pension provisions through the Allianz provident fund. There are no additional 
obligations other than the requirement to pay contributions to assigned pension funds.

The present value of pension commitments for defined benefit commitments less plan assets, which equates 
to the provision amount, is shown in the table.   14 Present value of pension commitments
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Present value of pension commitments as per IFRS

 
December 31, 2021 Present value Fund assets Pension provisions

in € thousand    

Stefan Fuchs 7,703 3,729 3,974

Dr. Lutz Lindemann 6,032 3,690 2,342

Dr. Ralph Rheinboldt 4,664 2,402 2,262

Total 18,399 9,820 8,578

 
 
December 31, 2020 Present value Fund assets Pension provisions

in € thousand    

Stefan Fuchs 8,224 3,297 4,927

Dr. Lutz Lindemann 6,135 3,223 2,912

Dr. Ralph Rheinboldt 4,954 2,136 2,818

Total 19,313 8,656 10,657

Compensation of former members of the Executive Board and their surviving dependents
The compensation of former Executive Board members and their surviving dependents in 2021 
amounted to € 571 thousand (571). The pension provisions required for this – pension obligation less 
plan assets – came to € 2,703 thousand (3,608). The corresponding pension provision is determined 
using the projected unit-credit method. Current service expenses, which may be subject to significant 
variability depending on the market interest rate, are recognized as annual pension expenses. The 
former members of the Executive Board were not subject to any obligation to invest any element of 
the compensation in shares of the company.

Of the former Executive Board members, Dr. Georg Lingg and Dr. Alexander Selent have ceased their 
activities within the last ten financial years. In the 2021 financial year, Dr. Lingg did not receive any pension 
payments yet due to his age; Dr. Selent received a pension payment of €103 thousand. 

Comparative presentation of the compensation and earnings development
The following comparative presentation shows the annual change in the total compensation of the current 
and former members of the Executive Board, the company’s earnings performance and the average com-
pensation per employee of the Group over the last five financial years. Secondly, compensation for senior 
executives within the Group is compared. This peer group comprises the members of the Group Manage-
ment Committee (excluding members of the Executive Board) and the managing partners of the Group 
companies.

The vertical compensation comparison is strongly influenced by exchange rates, company acquisitions, and 
changes at the local companies, and is therefore subject to fluctuations. 

  15 Relative change in compensation and profit over time

14FUCHS Compensation report 2021



Relative change in compensation and profit over time

Comparative presentation of total compensation and total compensation excluding current service expenses  
IAS pursuant to Section 162 of the German Stock Corporation Act (AktG)

  Change Change

Current members of the Executive Board 2021 2021 vs. 2020 2020 vs. 2019

Total compensation in € thousand in % in %

Stefan Fuchs 2,673 9 9

Dr. Lutz Lindemann 1,570 8 10

Dr. Timo Reister 1 1,512 6 7

Dr. Ralph Rheinboldt 1,504 8 10

Dagmar Steinert 1 1,504 6 7

Total compensation without current service expenses IAS pursu-
ant to Section 162 of the German Stock Corporation Act (AktG)    

Stefan Fuchs 2,343 8 6

Dr. Lutz Lindemann 1,298 8 6

Dr. Ralph Rheinboldt 1,289 7 6

Former members of the Executive Board    

Dr. Alexander Selent (retired) 103 1 1

Average salary of employer    

Employees in the FUCHS Group 70 9 – 3

Senior executives of the FUCHS Group 263 12 2

Profit trend at FUCHS  in € million  in € million  in € million

FVA 205 24 – 5

Earnings after tax (HGB) 202 22 – 8

Comparative presentation of total compensation and total compensation excluding current service expenses  
IAS pursuant to Section 162 of the German Stock Corporation Act (AktG)

 Change Change Change

Current members of the Executive Board 2019 vs. 2018 2018 vs. 2017 2017 vs. 2016

Total compensation in % in % in %

Stefan Fuchs – 20 0 – 6

Dr. Lutz Lindemann – 17 0 – 4

Dr. Timo Reister 1 – 11 0 21

Dr. Ralph Rheinboldt – 18 0 – 5

Dagmar Steinert 1 – 11 0 22 

Total compensation without current service expenses IAS pursu-
ant to Section 162 of the German Stock Corporation Act (AktG)    

Stefan Fuchs – 21 0 – 8

Dr. Lutz Lindemann – 19 0 – 7

Dr. Ralph Rheinboldt – 19 0 – 7

Former members of the Executive Board    

Dr. Alexander Selent (retired) 7 1 1

Average salary of employer    

Employees in the FUCHS Group 1 0 1

Senior executives of the FUCHS Group – 10 – 2 – 9

Profit trend at FUCHS  in € million  in € million  in € million

FVA – 31 0 – 3

Earnings after tax (HGB) – 2 – 13 – 5

1 Total remuneration corresponds to total remuneration excluding service cost IAS pursuant to Section 162 of the 
German Stock Corporation Act (AktG)
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Compensation for members of the Supervisory Board

Overview of the compensation system
The compensation of the Supervisory Board members is definitively based on Section 16 of the Articles of 
Association of FUCHS PETROLUB SE; no ancillary or supplementary arrangements exist. The compensation 
rules apply equally to the shareholder representatives and to the employee representatives on the Super-
visory Board.

1.  Procedure for reviewing the structure and amount of compensation
The Supervisory Board regularly reviews the compensation paid to its members. The structure and amount 
of compensation of the Supervisory Board is reviewed in terms of its appropriateness, taking account of 
compensation at other comparable companies. As the work of a Supervisory Board member fundamentally 
differs from the work of a company employee, compensation of the Supervisory Board is not compared 
with company employees’ compensation on a vertical basis. 

Appropriate compensation of the Supervisory Board ensures that FUCHS PETROLUB SE can continue to 
attract exceptionally qualified candidates to the Supervisory Board. Compensation of the Supervisory Board 
therefore makes a long-term contribution to promoting the corporate strategy and the company’s long-
term performance.

2. Conflicts of interest
Due to the statutory division of powers, members of the Supervisory Board are involved in the process 
of reviewing their compensation system. To avoid the conflict of interest that this entails, the decision 
on the final compensation system is by law made by the Annual General Meeting and the corre-
sponding resolution proposal is submitted by the Executive Board and the Supervisory Board.

3. Compensation components
a. Fixed compensation
The members of the Supervisory Board receive a fixed compensation of €85 thousand, payable after the 
end of the financial year. The granting of a pure fixed compensation is consistent with the prevailing prac-
tice in other listed companies. Pure fixed compensation of Supervisory Board members is also provided for 
in Suggestion G.18 sentence 1 of the German Corporate Governance Code (DCGK).

b.  Increased compensation for the Chairmen and Deputy of the Supervisory Board
The Chairman of the Supervisory Board receives double and the Deputy receives one and a half times the 
annual fixed compensation. The increased compensation reflects the increased time spent by the Chairman 
and Deputy and equates to Recommendation G.17 of the German Corporate Governance Code (DCGK).

c. Obligation to purchase preference shares
At least 20 % of the fixed compensation must be invested in preference shares of the company with a 
vesting period of four years, with this vesting period continuing even when they leave the Supervisory 
Board. Members of the Supervisory Board are reimbursed up to € 600 for the costs of holding the prefer-
ence shares, where evidence of these costs is provided.

d. Compensation for committee activities
The members receive fixed compensation of €20 thousand payable after the end of the financial year for 
their work on the Audit Committee, and the same in the amount of €10 thousand for their work on the 
Personnel Committee. The Chairmen of the Audit and Personnel Committees each receive double the 
aforementioned amounts. The increased compensation takes into account the increased time spent on 
committee activities and equates to Recommendation G.17 of the German Corporate Governance Code 
(DCGK). Members of the Nomination Committee do not receive any separate compensation.
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e.  Compensation or joining or leaving the Supervisory Board during the year
Supervisory Board and committee members who have not been a member of the Supervisory Board or 
committee for a full financial year receive pro rata compensation.

f. Date of payment
The compensation for the immediately preceding financial year is paid after the meeting of the Supervisory 
Board at which it is decided to approve the financial statements for the immediately preceding financial 
year. The presentation is based on the earnings-oriented approach. Accordingly, the remuneration for the 
2021 financial year is reported as having been allocated in the reporting year because the activity under-
lying the remuneration has been rendered in full, even though the payment will not be made until March 
2022. 

Individual compensation for members of the Supervisory Board
In the financial year 2021, the compensation system for the Supervisory Board was applied in accordance 
with the regulations set out in Section 16 of the Company’s Articles of Association. The details of the 
granted and payable compensation of the individual members of the Supervisory Board in the financial 
year 2021 are shown in the following table.
 

Compensation granted and owed in the 2021 financial year

Current members of the Supervisory Board
Fixed  

compensation
Compensation for 

board activities
Total  

compensation

in € thousand    

Dr. Kurt Bock 170 20 190

Dr. Susanne Fuchs 128 30 158

Jens Lehfeldt 85 – 85

Dr. Christoph Loos 85 20 105

Ingeborg Neumann 85 50 135

Conelia Stahlschmidt 85 – 85

Total 638 120 758

Former members of the Supervisory Board did not receive compensation in financial year 2021.

The preference shares acquired and the vesting periods for these are shown in the table:
  18 Supervisory Board preference share program
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Since financial year 2021, members of the Supervisory Board receive a pure fixed compensation, of which 
at least 20 % must be invested in preference shares of the company. It is paid after the meeting of the 
Supervisory Boardat which it is decided to approve the annual financial statements for the immediately 
preceding financial year. The obligation to purchase preference shares with a vesting period of four years 
takes effect thereafter. The freezing period also applies even if the Supervisory Board contract is terminated. 
Accordingly, the table does not contain any information on preference shares acquired as part of variable 
compensation for the financial year 2021. As of December 31, 2021, a total of 3,822 preference shares 
would have had to be acquired at the closing price of €39.92 per preference share.

Until the financial year 2019 (share acquisition 2020), the vesting period was five years, with this freezing 
period expiring upon leaving the Supervisory Board.  

No loans have been granted to members of the Supervisory Board.

Comparative presentation of the compensation and earnings development
The following comparative presentation shows the annual change in the compensation granted and payable 
to the current and former members of the Supervisory Board, the company’s earnings performance and 
the average compensation per employee of the Group over the last five financial years. 

Preference share programme variable remuneration, LTI Supervisory Board

Year of membership of the  
Supervisory Board 2015 2016 2017 2018 2019 2020

Year share acquired 2016 2017 2018 2019 2020 2021

Time of acquisition 5/9/2016 5/9/2017 5/14/2018 5/9/2019 5/7/2020 3/10/2021

End of the blocking period 5/8/2021 5/8/2022 5/13/2023 5/8/2024 5/6/2025 3/9/2025

Price at acquisition in € 36.92 48.12 45.16 34.61 34.82 43.31

Price at end of the blocking period 43.86      

Performance until end of blocking period 19 %      

Performance until 12/31/2021  – 17 % – 12 % 15 % 15 % – 8 %

       

Preference shares Shares Shares Shares Shares Shares Shares

Current members       

Dr. Kurt Bock – – – – 380 432

Dr. Susanne Fuchs – – 200 427 292 287

Jens Lehfeldt – – – – 190 216

Dr. Christoph Loos – – –  – – 142 

Ingeborg Neumann 212 278 305 427 292 216

Cornelia Stahlschmidt – – – – – 142 

Total 212 278 505 854 1,154 1,435

       

Former members       

Lars-Eric Reinert – – –  – – 76 

Dr. Erhard Schipporeit – – –  – – 113 

Total – – –  – – 189

       

Shares with blocking period 1/1/2021 212 278 505 854 1,154  

Shares acquired in 2021      1,624

Blocking period expired in 2021 – 212 – – – – –

Shares with blocking period 12/31/2021 0 278 505 854 1,154 1,624

Supervisory Board preference share program
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Relative change in compensation and profit over time

Comparative presentation of the compensation of the Supervisory Board 

  Change Change

Current members of the Supervisory Board 2021 2021 vs. 2020 2020 vs. 2019

 in € thousand in % in %

Dr. Kurt Bock 190 7 50

Dr. Susanne Fuchs 158 17 23

Jens Lehfeldt 85 8 52

Dr. Christoph Loos 105 62 –

Ingeborg Neumann 135 14 18

Cornelia Stahlschmidt 85 63 –

    

Former members of the Supervisory Board    

Lars-Eric Reinert – – – 66

Dr. Erhard Schipporeit – – – 66

Dr. Jürgen Hambrecht – – –

Horst Münkel – – –

Dr. Manfred Fuchs – – –

    

Average salary of employer    

Employees in the FUCHS Group 70 9 – 3

    

Profit trend at FUCHS Group in € million in € million in € million

FVA 205 24 – 5

Earnings after tax (HGB) 202 22 – 8

Comparative presentation of the compensation of the Supervisory Board 

 Change Change Change

Current members of the Supervisory Board 2019 vs. 2018 2018 vs. 2017 2017 vs. 2016

 in % in % in %

Dr. Kurt Bock – – –

Dr. Susanne Fuchs – 8 55 –

Jens Lehfeldt – – –

Dr. Christoph Loos – – –

Ingeborg Neumann – 8 – 2 – 5

Cornelia Stahlschmidt – – –

    

Former members of the Supervisory Board    

Lars-Eric Reinert – 11 2 1

Dr. Erhard Schipporeit – 7 13 28

Dr. Jürgen Hambrecht – 68 2 1

Horst Münkel – 69 2 1

Dr. Manfred Fuchs – – – 65

    

Average salary of employer    

Employees in the FUCHS Group 1 0 1

    

Profit trend at FUCHS Group in € million in € million in € million

FVA – 31 0 – 3

Earnings after tax (HGB) – 2 – 13 – 5
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D&O insurance
FUCHS PETROLUB SE has taken out D&O insurance (pecuniary loss liability insurance), which covers the 
work of the members of the Executive and Supervisory Boards. For the Executive Board, the insurance 
policy provides for a deductible of 10 % of the loss or 1.5 times the individual fixed compensation. Since 
financial year 2021, there is no longer a deductible for the members of the Supervisory Board. 

Mannheim, March 17, 2022

Dr. Kurt Bock   Stefan Fuchs

Chairman of the    Chairman of the  
Supervisory Board  Executive Board
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Auditor’s Report
To FUCHS PETROLUB SE, Mannheim
We have audited the remuneration report of FUCHS PETROLUB SE, Mannheim, for the financial year from 
January 1 to December 31, 2021 including the related disclosures, which was prepared to comply 
with § [Article] 162 AktG [Aktiengesetz: German Stock Corporation Act].

Responsibilities of the Executive Directors and the Supervisory Board
The executive directors and the supervisory board of FUCHS PETROLUB SE are responsible for the 
preparation of the remuneration report, including the related disclosures, that complies with the 
requirements of § 162 AktG. The executive directors and the supervisory board 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 misstatement, whether due to 
fraud or error.

Auditor’s Responsibilities 
Our responsibility is to express an opinion on this remuneration report, including the related disclo-
sures, based on our audit. We conducted our audit in accordance with German generally accepted 
standards for the audit of financial statements promulgated by the Institut der Wirtschaftsprüfer 
(Institute of Public Auditors in Germany) (IDW). Those standards require that we comply with ethical 
requirements and plan and perform the audit to obtain reasonable assurance about whether the 
remuneration report, including the related disclosures, is free from material misstatement. 

An audit involves performing procedures to obtain audit evidence about the amounts including the related 
disclosures stated in the remuneration report. The procedures selected depend on the auditor’s judgment. 
This includes the assessment of the risks of material misstatement of the remuneration report including 
the related disclosures, whether due to fraud or error. In making those risk assessments, the auditor con-
siders internal control relevant to the preparation of the remuneration report including the related disclo-
sures. The objective of this is to plan and perform audit procedures that are appropriate in the circumstances, 
but not for the purpose of expressing an opinion on the effectiveness of the company’s internal control. 
An audit also includes evaluating the appropriateness of accounting policies used and the reasonableness 
of accounting estimates made by the executive directors and the supervisory board, as well as evaluating 
the overall presentation of remuneration report including the related disclosures.

We believe that the audit evidence we have obtained is sufficient and appropriate to provide a basis for 
our audit opinion.

Audit Opinion 
In our opinion, based on the findings of our audit, the remuneration report for the financial year from 
January 1 to December 31, 2021 including the related disclosures, complies in all material respects 
with the accounting provisions of § 162 AktG. 

Reference to an Other Matter – Formal Audit of the Remuneration Report  
according to § 162 AktG
The audit of the content of the remuneration report described in this auditor’s report includes the formal 
audit of the remuneration report required by § 162 Abs. [paragraph] 3 AktG, including the issuance of a 
report on this audit. As we express an unqualified audit opinion on the content of the remuneration report, 
this audit opinion includes that the information required by § 162 Abs. 1 and 2 AktG has been disclosed 
in all material respects in the remuneration report.
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Restriction on use
We issue this auditor’s report on the basis of the engagement agreed with FUCHS PETROLUB SE. The 
audit has been performed only for purposes of the company and the auditor‘s report is solely intended 
to inform the company as to the results of the audit. Our responsibility for the audit and for our auditor’s 
report is only towards the company in accordance with this engagement. The auditor’s report is not 
intended for any third parties to base any (financial) decisions thereon. We do not assume any responsi-
bility, duty of care or liability towards third parties; no third parties are included in the scope of protection 
of the underlying engagement. § 334 BGB [Bürgerliches Gesetzbuch: German Civil Code], according to 
which objections arising from a contract may also be raised against third parties, is not waived.

 
Mannheim, March 17, 2022

PricewaterhouseCoopers GmbH 
Wirtschaftsprüfungsgesellschaft

 
Dirk Fischer  ppa. Stefan Sigmann 
Wirtschaftsprüfer  Wirtschaftsprüfer
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