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Representation of the structure of the compensation system 
for the Management Board of SUSS MicroTec AG 

SUSS MicroTec has already been disclosing the remuneration of the Management Board members on 
an individualized basis for many years. The objective of SUSS MicroTec’s remuneration system for the 
Management Board is to incentivize long-term and sustainable corporate governance. Special 
performance should be rewarded with special remuneration. However, the failure to achieve objectives 
must lead to a tangible reduction in remuneration. In addition, remuneration must be oriented toward 
the size and economic position of the Company. The overall remuneration of members of the 
Management Board consists of remuneration components both independent of performance as well as 
based on performance.  
 
The Supervisory Board is responsible for setting the remuneration of Management Board members. The 
full council of the Supervisory Board determines and monitors the remuneration system for the 
Management Board on a regular basis and finalizes the Management Board contracts.  

 

Fixed Remuneration 
The amount of fixed pay is determined first and foremost by the roles and responsibilities assigned. The 
remuneration components independent of performance consist of the base salary and fringe benefits in 
the form of a company car and subsidies for health insurance and unsolicited retirement insurance. In 
addition, employer pension commitments (retirement, disability, and widow’s pension) in the form of 
direct insurance have been made to single members of the Management Board (endowment insurance).  
 

Performance-based Remuneration 
Performance-based remuneration consists of variable remuneration.  
 

Variable Remuneration 
Since January 1, 2016, variable remuneration may amount to a maximum of 100% of the fixed 
remuneration at the beginning of the respective fiscal year for Mr. Knopp and Mr. Braun, for Dr. Hansson 
the maximum is 110% of the fixed remuneration. This regulation is also valid for the following fiscal 
years. 
 
Of the variable remuneration, 70% is determined according to annual targets, while the remaining 30% 
is determined according to multi-year targets.  
 

Variable Remuneration Based on Annual Targets (Variable Remuneration A) 
The Supervisory Board sets annual targets (order entry, sales, EBITDA, and return on investment (ROI)) 
one fiscal year at a time. The weighting of the target components differs. If only 70 percent or less of the 
targets order entry, sales and EBITDA and less that 90 percent of ROI are achieved, this remuneration 
component is not received. For order entry, sales and EBITDA the maximum amount is received when 
130 percent of the target is achieved. For the ROI the maximum amount is received when 110 percent 
of the target is achieved. If the achievement of an order entry, sales and EBITDA target is between 70 
percent and 130 percent and for the ROI component between 90 percent and 110 percent, the variable 
remuneration is calculated proportionally to the amount achieved.  
 
Remuneration based on annual targets is determined annually. In the interest of promoting long-term 
corporate development, the Management Board members are permanently entitled to only half of 
variable remuneration A. As for the other half of the amount payable (the qualified half), the Management 
Board member is obligated to acquire Company shares during the first trading window after payment of 
the amount payable and to hold them in a registered account in their name for a lock-up period of three 
years, commencing on the last day of the trading window in which the shares were acquired.  
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Variable Remuneration Based on Multi-Year Targets (Variable Remuneration B) 
30% of the variable remuneration applies to multi-year targets, which are, as a rule, are set for a period 
of three fiscal years.  
 
Multi-year targets were set for the first time for the 2010 to 2012 fiscal years. They were then set for the 
2013 to 2015 fiscal years. However, these may be different based on the function and area of 
responsibility of the Management Board member. The targets for the 2016 to 2018 fiscal years are made 
up of a combination of sales and the gross profit margin and apply, on the one hand, to the entire SUSS 
MicroTec AG Group and, on the other hand, to the Bonder division as well as the product lines based 
in the USA. These multi-year targets are weighted separately. The Supervisory Board has defined 
different target achievement thresholds for each target and each fiscal year. The bottom limits of the 
target achievement thresholds vary by target and fiscal year between 84.4 % and 98.0 %, while the 
upper limits fluctuate between 104.1 % and 115.6 %. If the bottom limits of the target achievement 
thresholds are merely reached or the results fall short of this threshold, then the remuneration 
component for that partial target is not received. If the upper limits of the target achievement thresholds 
are reached or exceeded, then the maximum amount for that partial target is received. If the level of 
target achievement for a specific target lies between the two thresholds, then the corresponding 
proportional amount of the variable component is to be determined in relation to the level of target 
achievement. Variable remuneration B, which is based on multi-year targets, is determined annually and 
is completely paid out in the respective fiscal year. 

 

Severance Payments 
In Management Board contracts, a compensation payment has been earmarked for cases where the 
term of a member of the Management Board ends prematurely and without significant cause. This is 
limited to no more than two years of compensation including fringe benefits (severance payment cap) 
and compensates for no more than the remaining term of the employment contract. The Management 
Board contracts do not include approval for benefits arising from the premature termination of the 
Management Board function as a result of a change of control (change of control rule). 
 
 
 


