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Possible rounding differences in this remuneration report may lead to slight discrepancies. 
 
This remuneration report has been set up in German and English language. In case of any discrepancy between 
the German and English version, the German version shall prevail. 
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Introduction 
 

Introduction 

Drägerwerk Verwaltungs AG is the general partner of Drägerwerk Verwaltungs AG & Co.KGaA (“Dräger”) and 
acts through its Executive Board. The Executive Board of Drägerwerk Verwaltungs AG acts as the managing 
body of Dräger. The remuneration report outlines the key elements of the remuneration system of the Executive 
Board of Drägerwerk Verwaltungs AG and the Supervisory Board of Drägerwerk Verwaltungs AG & Co. KGaA in 
a transparent manner and discloses the amount and structure of remuneration. These individual disclosures 
are made in relation to granted, owed, and guaranteed remuneration of the Executive Board and the 
Supervisory Board for fiscal year 2021. In addition, this remuneration report also describes the system according 
which the individual remuneration components are calculated and how they support the long-term 
development of the Company. The remuneration report has been prepared jointly by the Executive Board and 
the Supervisory Board of Dräger Verwaltungs AG. The disclosures in the remuneration report are provided in 
accordance with Sec. 162 of the German Stock Corporation Act (AktG) as well as the principles and 
recommendations of the German Corporate Governance Code (GCGC) as amended on December 16, 2019. 
 
The current Executive Board and Supervisory Board remuneration system may be downloaded on the 
Drägerwerk AG & Co. KGaA website at www.draeger.com/single_entity. In addition, the remuneration report 
is available from www.draeger.com/remunerationreport. The remuneration report was audited by 
PricewaterhouseCoopers GmbH Wirtschaftsprüfungsgesellschaft in accordance with the terms of Sec. 162 (3) 
AktG. The respective audit report is available at www.draeger.com/single_entity. 
 

REVIEW OF FISCAL YEAR 2021 
The Supervisory Board of Drägerwerk Verwaltungs AG conducted a detailed review of the Executive Board’s 
remuneration system following far-reaching changes to the German Stock Corporation Act resulting from the 
German Act Implementing the Second Shareholder Rights Directive (ARUG II) and the amendment to the 
GCGC. One particular focus of this review was the remuneration system, against the backdrop of changing 
regulatory requirements. As a result, the remuneration system most recently presented to the annual 
shareholders’ meeting on May 10, 2019, was adjusted with regard to the terms and conditions of Executive Board 
members’ pensions and approved by the Supervisory Board of Drägerwerk Verwaltungs AG on February 23, 
2021. 
 
The new Executive Board remuneration system was approved by the annual shareholders’ meeting on May 7, 
2021, by a majority of 89.2 % and was applied to all Executive Board contracts effective January 1, 2021.  
 
The appointment of Gert-Hartwig Lescow as CFO and Executive Board member for IT and Vice Chairman of 
the Executive Board for five years beginning on April 1, 2021, and ending on March 31, 2026, was also approved 
in fiscal year 2021 by resolution of the Supervisory Board of Drägerwerk Verwaltungs AG on December 9, 2020. 
The underlying Executive Board contract in relation to this contract extension also complies with the presented 
remuneration system. 
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Executive Board remuneration 

Principles 

PRINCIPLES OF THE EXECUTIVE BOARD REMUNERATION SYSTEM 
Dräger aims to provide detailed information on the remuneration of the Executive Board, as this forms part of 
exemplary governance and transparency for its shareholders. 
 
The structure of the remuneration system is primarily based on the corporate principles of Dräger. Dräger 
wants to and will remain an independent, self-determined, pioneering, value-creating, and attractive company. 
This is the basis for Dräger’s medium-term company goals: net sales growth and balanced regional distribution, 
innovation leadership, the expansion of system business, and differentiated sales channels. 
 
The pillars of long-term success at Dräger are steady growth and stable and sustainable financial performance. 
The Company is managed with the help of a value-based management system founded on the performance 
indicator Dräger Value Added (DVA). Basing the management of the Company on DVA is aimed at generating 
profitable growth and increasing both operating efficiency and capital efficiency.  
 
Already since 2010, Dräger has geared the management of the Company toward a long-term, sustainable 
increase in company value. Dräger has introduced the company-related ratio Dräger Value Added (DVA) as a 
key performance indicator to measure this. DVA is the result of EBIT in the last 12 months less calculated cost 
of capital (basis: average capital employed in the last 12 months). DVA management is an integral part of all 
relevant management processes at Dräger. The maxim of value added is particularly important for the 
definition of strategies, planning, regular reporting, and when making investment and business decisions. 
Consequently, performance-related variable remuneration of the Dräger management also primarily reflects 
DVA. Quantitative targets have been defined so as to have a direct and positive impact on DVA, the cash flow, or 
selected strategic targets. This approach generally ensures that the variable remuneration of the Executive 
Board and all other participants in the Top Management Incentive program is based on the success of Dräger 
as a whole or in the respective regions or countries. The short-term incentive targets of the Executive Board are 
based on the targets for the top management. 
 
The Executive Board remuneration system plays a significant role in the implementation of Dräger’s value-
oriented corporate strategy. Due to its relevance for the Company’s management, DVA is also an integral part 
of the Executive Board’s remuneration. The remuneration of the Executive Board members is coupled to its 
short- and long-term development. By implementing this system, the Supervisory Board of Drägerwerk 
Verwaltungs AG ensures that a major incentive is offered for value-oriented company management. 
 
Dräger’s Executive Board remuneration comprises fixed and variable components, which means that the 
members of the Executive Board are remunerated appropriately related to their performance and their area of 
responsibility and in consideration of the Company’s situation. 
 
Fixed components include the fixed annual base salary, additional benefits, and the company pension. The 
company pension system in particular has undergone restructuring since the introduction of the new 
remuneration system on January 1, 2021. The previous performance-based company pension system has now 
been replaced by an externally financed, insurance-based pension scheme with a guaranteed minimum return. 
 

Variable components include an annual bonus and a multi-year bonus. The latter is itself divided into two 
components: a mid-term bonus (MTB) with a performance period of three years and a long-term bonus (LTB) 
with a performance period of five years. In addition, in the case of special and extraordinary services by an 
Executive Board member, a special payment can be granted that encompasses a future incentive element. 
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Members of the Executive Board, like all other employees of Dräger, are also able to participate in the Dräger 
employee share program. 
 
 
The following chart provides an overview of the remuneration components and their relevant parameters. 
Subsequent sections of the report explain the structure and application of these components in detail for fiscal 
year 2021: 
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Overview of the components of the remuneration system 
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In fiscal year 2021, no use was made of the option provided for in the remuneration system to grant a special 
payment with a future incentive element for special and extraordinary services. 
 
The remuneration complies with the relevant remuneration system in the sense that no deviations from the 
remuneration system were recorded. 
 

DEFINITION OF THE SPECIFIC TOTAL TARGET REMUNERATION, APPROPRIATENESS OF EXECUTIVE BOARD 
REMUNERATION 
Definition of the specific targets 

The Supervisory Board defines specific total target remuneration in accordance with the requirements of the 
remuneration system for each member of the Executive Board. The Supervisory Board ensures that the total 
target remuneration is proportionate to the tasks and performance of the respective member of the Executive 
Board, and that it reflects the size, area of activity, and economic and financial situation of the Company. 
Standard remuneration can only be exceeded if there is a good reason. 
 
The Supervisory Board reviews remuneration on an ad hoc basis to ensure that it is appropriate using horizontal 
and vertical comparisons. Given that there were no adjustments to any of the Executive Board members’ total 
target remuneration in fiscal year 2021, there was also no reason and no need to conduct a review. 
 
The table below details the target remuneration for each member of the Executive Board for fiscal year 2021. 
The target remuneration is equal to the remuneration allocated for the fiscal year under the assumption of 
target achievement of 100 % for variable remuneration components. 
 
      

Target remuneration of Executive Board members for 2021 

      
in € thousand Stefan Dräger Gert-Hartwig Lescow Toni Schrofner Rainer Klug Dr. Reiner Piske 

Basic annual salary 600.0 495.0 400.0 400.0 400.0 

Additional benefits 13.4 24.4 17.2 11.7 22.0 

One-year variable remuneration      

Annual bonus  770.0 460.6 385.0 385.0 385.0 

Long-term variable remuneration      

MTB  420.0 251.3 210.0 210.0 210.0 

LTB  350.0 209.4 175.0 175.0 175.0 

Share-based remuneration 1.1 1.1 1.1 1.1 1.1 

Pension scheme 300.0 247.5 180.0 160.0 160.0 

Total remuneration 2,454.5 1,689.3 1,368.3 1,342.8 1,353.1 
      

 

MAXIMUM REMUNERATION 
Maximum remuneration 

In the current remuneration system, the Supervisory Board has set a maximum limit for the total of the annual 
base salary, company pension, additional benefits, annual bonus, and long-term bonus of EUR 20 million for 
the entire Executive Board in accordance with Sec. 87a (1) Sentence 2 No. 1 AktG. The Supervisory Board 
believes that this amount creates sufficient leeway for the future single-year payment of long-term components 
earned and accumulated over the course of several years. Irrespective of this maximum remuneration, there 
are also limits to each single variable remuneration element. The review of whether the sum of the 
remuneration of the Executive Board exceeds this amount and must therefore be reduced accordingly can only 
be carried out after the payment of all remuneration components (in particular the long-term bonus). This will 
take place for the first time after the end of the performance period of the tranche 20212025 of the long-term 
bonus, that is after the payment in fiscal year 2026. 
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Remuneration in fiscal year 2021 
Fixed remuneration components 

Remuneration in fiscal year 2021 

FIXED REMUNERATION COMPONENTS 

Basic annual salary 
The base annual salary is the fixed remuneration component for the full year. It is based on the tasks and area 
of responsibility of the respective Executive Board member and is paid in 12 monthly installments.  

Defined benefit plans 
The pension commitments were transferred into an externally pre-financed insurance-linked scheme with a 
guaranteed minimum return effective January 1, 2021. The amount of the pension commitment once the 
recipient reaches the age of 67 is equivalent to the insurance benefits guaranteed by a pension reinsurance 
policy. Insurer surpluses are used exclusively to increase the insurance benefits. In the first appointment 
period, the ongoing pension contributions to which the Company has committed amount to 35 % of the base 
annual salary for each year of service until the departure of the Executive Board member. The amount increases 
by five percentage points with each contract extension. The maximum pension contribution is 50 % of the basic 
annual salary. When insurance benefits become due, the insured party is entitled to insurance benefits in the 
amount defined in the pension reinsurance policy. 
 
Under the former pension scheme, all Executive Board members were granted an annual pension contribution 
of up to 15 % of the basic annual salary. Furthermore, under the deferred compensation option, an additional 
annual contribution of up to 20 % of the basic annual salary per year was possible. Depending on the Group 
EBIT margin, the annual pension contribution of Gert-Hartwig Lescow increased by up to 15 % of the income 
eligible for retirement benefits. In years in which the Group EBIT margin exceeded 5 % of net sales, Stefan 
Dräger received a further contribution of 50 % on his deferred compensation, but no more than 8 % of his 
basic annual salary. Gert-Hartwig Lescow also received a further contribution that was as high as his deferred 
compensation, but no more than 5 % of his basic annual salary. 
 
The vested rights granted up to December 31, 2020, in the form of the pro rata pension entitlement up until 
this date, are confirmed and retained in the full amount.  
 
For this reason, the following table refers to outdated pension commitments. It contains valuation adjustments 
for each individual Executive Board member in the form of additions in fiscal year 2021 and the present values 
of the pension obligations as of December 31, 2021. For reasons of consistency, the values are in accordance 
with the German Commercial Code (HGB): 
 
   

Outdated defined benefit plans according to HGB 

   
in € thousand Allocation of pension obligations Present value of pension obligations HGB 

Stefan Dräger 669.1 5,690.6 

Gert-Hartwig Lescow 363.9 2,412.2 

Toni Schrofner 73.7 725.7 

Rainer Klug 32.3 277.8 

Dr. Reiner Piske 72.5 297.3 

Total 1,211.5 9,403.7 
   

 
Unlike the previous pension commitments, which were settled by Drägerwerk AG & Co.KGaA, the new pension 
commitments are settled by Drägerwerk Verwaltungs AG, the general partner. Given that Drägerwerk 
Verwaltungs AG does not belong to the group of consolidated companies accounted for under the International 
Financial Reporting Standards (IFRS), and given that the annual financial statements are prepared according 
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to the German Commercial Code (HGB), the disclosures regarding the new pension commitments are provided 
in the following table according to the German Commercial Code (HGB). 
 
       

New defined contribution plans according to HGB 

       

in € thousand 
Basic annual 

salary 

Contribution in %  
of basic annual 

salary Contribution 
One-time 
payments 

Sum of 
Contribution and 

One-time 
payments 

Present value of 
pension 

obligations HGB 

Stefan Dräger 600.0 50% 300.0 633.3 933.3 886.0 

Gert-Hartwig Lescow 495.0 50% 247.5 1,160.2 1,407.7 1,348.8 

Toni Schrofner 400.0 45% 180.0 0.5 180.5 156.4 

Rainer Klug 400.0 40% 160.0 0.5 160.5 137.7 

Dr. Reiner Piske 400.0 40% 160.0 0.5 160.5 137.3 

Total 2,295.0 46% 1,047.5 1,795.0 2,842.5 2,666.2 

       

 
The members of the Executive Board have been put at a disadvantage as a result of the switch to the new re-
insurance based pension scheme. This disadvantage was offset by an additional one-off payment by Drägerwerk 
Verwaltungs AG into the new pension scheme. 

ADDITIONAL BENEFITS  
The additional benefits that the Executive Board members receive in addition to the aforementioned 
remuneration include contributions for pension, care, and health insurance premiums and preventative health 
care, as well as a company car for business and private use. The Executive Board members are responsible for 
paying the incurred payroll tax. The Company has also taken out group accident insurance for Executive Board 
members and pays the premium for the Directors & Officers (D&O) insurance; these policies do not constitute 
part of the Executive Board’s remuneration. The D&O insurance includes a deductible that has been set since 
2010 at one-and-a-half times the amount of gross fixed annual remuneration in accordance with Sec. 93 (2) 
Sentence 3 AktG. No further commitments were made for additional benefits in fiscal year 2021. 
 

VARIABLE REMUNERATION COMPONENTS 
Variable remuneration components 

Variable remuneration is based on the achievement of Dräger’s operative and strategic targets, thereby offering 
a significant incentive to implement the corporate strategy. The selected targets focus predominantly on the 
stable and sustainable financial value development of Dräger. For this purpose, members of the Executive 
Board are granted annual and multi-year bonuses. The annual bonus features a performance period of one 
year. The multi-year bonus is divided into a mid-term bonus with a three-year performance period and a long-
term bonus with a five-year performance period. With the exception of the individual targets agreed for the 
Executive Board within the scope of the annual bonus, the targets underpinning variable remuneration are also 
applied to Dräger’s Top Management Incentive program. This ensures that incentives remain in sync and that 
the corporate strategy is implemented in a uniform manner. 

Annual bonus 
Members of the Executive Board are granted an annual bonus to incentivize the achievement of the company 
goals. The performance period is the fiscal year.  
 
Performance with regard to the annual bonus is measured on the basis of two sub-targets, which are added 
together to form a single target. Individual targets and KPI targets are defined as sub-targets before the start of 
the fiscal year. The level of achievement for each sub-target can vary from 0 % to 200 %, making it possible for 
no annual bonus to be earned at all. In the event of significant overachievement, the maximum possible level 
of achievement is capped at 200 %. Total target achievement as calculated at the end of the fiscal year is 
multiplied by the two target amounts and the respective weightings and results in a cash payment amount. The 
cash payment is also limited to 200 % of the target amount. The selected individual targets and the KPI targets 
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primarily address key management indicators in the safety division and medical division and therefore build 
on the key performance indicators that are relevant to Dräger’s corporate management.  
 

 
The specific minimum, target, and maximum values are reported individually and transparently for each target 
and for each Executive Board member below. 

Individual targets 
The “individual targets” sub-target carries a weighting of approximately 55 % of the annual bonus. The target 
achievement of the members of the Executive Board is determined on the basis of the individual targets defined 
for the respective member of the Executive Board before the start of the past fiscal year. The defined individual 
targets are detailed in the table below. The ambitious individual targets are related to the areas of responsibility 
of the members of the Executive Board and ensure that responsibilities are clearly allocated. The target 
categories for the individual remuneration granted and owed in fiscal year 2021 were EBIT, free cash flow, net 
sales, and the contribution margin for the year 2020.  
 
EBIT forms the basis for calculating DVA, which is the main management indicator within the Dräger Group. 
DVA facilitates the profitable growth that the Dräger Group strives for and helps achieve key strategic goals. The 
definition of specific EBIT targets for both the medical and safety division also makes it possible to strengthen 
the individual divisions’ focus. As a result, it helps ensure the success of the Company as a whole. 
 
In addition, a free cash flow target is also defined for the Chairman of the Executive Board and the Vice-
Chairman of the Executive Board. Free cash flow describes the amount of funds freely available to the Company 
and fosters the profitable growth that Dräger strives for by improving the Company’s internal financing 
potential.  
 
Furthermore, a net sales target is agreed for the Executive Board member responsible for the safety division. 
With business development in the safety division extremely heterogeneous, this target is aimed at offering an 
additional incentive for growth to expand and cement the current market position in accordance with strategic 
targets. 
 
The Executive Board member for Sales and Human Resources has a key function as an intermediary between 
the medical and safety divisions and the customer. Sales are managed on a decentralized basis within the 
respective subsidiaries, which are grouped together into three regional clusters. A target contribution margin 
is defined for each of these clusters. The contribution margin is the difference between income and variable 
costs. It creates an incentive to establish cost-efficient structures, helping to ensure the long-term value 
development of Dräger. 
 
No collective targets for the whole Executive Board were agreed upon for the reporting year. The level of target 
achievement was defined by a Supervisory Board resolution following the end of the fiscal year. 
  



11 

EXECUTIVE BOARD REMUNERATION 
Remuneration in fiscal year 2021 

 

The following individual targets resulting from 2020 were agreed upon for the members of the Executive Board 
with regard to the individual remuneration granted and owed in fiscal year 2021: 
 
        

Individual targets for annual bonus 2020 (to be granted in 2021) 

        

 
Weighting  

in % 
Threshold 

in € million 
Target value  
in € million 

Maximum 
value in € 

million 
Actual value 
in € million 

Target 
achievement  

in % 

Total target 
achievement  

in % 

Stefan Dräger / Gert-Hartwig Lescow        
EBIT of the medical division  33.3% 1.2 31.2 71.2 329.4 200.0%  

EBIT of the safety division  33.3% 10.5 35.5 60.5 67.2 200.0%  

Free cash flow  33.4% -1.0 49.0 99.0 196.9 200.0% 200.0% 

        

Toni Schrofner        
EBIT of the medical division  100.0% 1.2 31.2 71.2 329.4 200.0% 200.0% 

        

Rainer Klug        
EBIT of the safety division  66.7% 10.5 35.5 60.5 67.2 200.0%  

Net sales of the safety division 33.3% 1,041.0 1,096.0 1,162.0 1,104.1 112.2% 170.8% 

        

Dr. Reiner Piske        

Contribution margin Europe  33.4% 396.5 426.9 457.3 716.7 200.0%  

Contribution margin Americas  33.3% 95.0 111.5 128.0 147.5 200.0%  

Contribution margin Africa, Asia, and Australia  33.3% 202.7 221.7 240.7 277.1 200.0% 200.0% 

        

 

KPI targets 
The payment from the annual bonus is also based on the level of achievement of the “KPI targets” sub-target, 
which carries a weighting of approximately 45 %. For this sub-target, the Supervisory Board chooses a group of 
KPIs every year and defines applicable target ranges and weightings for each KPI. In terms of the KPI targets 
for the remuneration granted and owed in fiscal year 2021, the Supervisory Board primarily focused on net sales 
targets. A total of three different net sales targets were defined, addressing specific focus issues within each of 
Dräger’s divisions that were of particular strategic importance. Incorporating these targets into the annual 
bonus incentivizes growth—particularly in relation to these focus issues—and makes a significant contribution 
to Dräger’s intended continuous development in both divisions. 
 
The level of target achievement for this sub-target is also defined by a Supervisory Board resolution following 
the end of the fiscal year. 
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The variable remuneration granted and owed in fiscal year 2021 was based on the following KPI targets defined 
for 2020: 
 
        

KPI targets for annual bonus 2020 (to be granted in 2021) 

 

        

Stefan Dräger / Gert-Hartwig Lescow / 
Toni Schrofner / Rainer Klug / Dr. Reiner Piske 

Weighting  
in % Threshold Target value  

Maximum 
value Actual value 

Target 
achievement  

in % 

Total target 
achievement  

in % 

Net sales of equipment and services—
Monitoring (indicated / target value = 100%) 33.4% 83.0 100.0 112.0 158.0 200.0%  

Net sales of new products—medical division  
(in € million) 33.3% 80.0 120.0 160.0 257.4 200.0%  

Net sales of new products—safety division  
(in € million) 33.3% 27.3 40.3 53.3 42.9 119.9% 173.3% 

        

Overall annual bonus target achievement 
Based on the full achievement of individual targets and KPI targets, the individual remuneration granted and 
owed for fiscal year 2021 resulted in the following payments: 
 
      

Summary of annual bonus for 2020 (to be granted in 2021) 

      

 
Target amount in 

€ thousand 

Achievement of 
individual targets in % 

(weighting: 55 %) 

Achievement of 
KPI targets in % 

(weighting: 45 %) 
Total target 

achievement in % 
Payment in 

2021 in € thousand 

Stefan Dräger 770.0 200.0% 173.3% 188.0% 1,446.7 
Gert-Hartwig Lescow 440.0 200.0% 173.3% 188.0% 826.7 

Toni Schrofner 385.0 200.0% 173.3% 188.0% 723.3 
Rainer Klug 385.0 170.8% 173.3% 171.9% 662.0 
Dr. Reiner Piske 385.0 200.0% 173.3% 188.0% 723.3 

      

Multi-year bonus  
Dräger offers members of its Executive Board mid- and long-term variable remuneration in the form of the 
multi-year bonus, in addition to the annual bonus, to promote the long-term development of the Company. The 
bonus is divided into a mid-term bonus (MTB) with a performance period of three years and a long-term bonus 
(LTB) with a performance period of five years. The target amount for the multi-year bonus is allocated as follows 
to the mid-term bonus and the long-term bonus: 
 
 

 
 
 
 
 
 
 
 
 
The relevant parameter for both components is DVA at Group level. Coupling mid- and long-term variable 
remuneration with the achievement of the Group DVA target creates a strong incentive for the long-term value-
based management of the Company.  
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Mid-Term Bonus 
Target achievement for the mid-term bonus is measured over a period of three years: the fiscal year in question 
and the two preceding fiscal years. As an example, fiscal years 2018, 2019, and 2020 are included in the 
calculation of the 2018 to 2020 mid-term bonus granted and owed in 2021. Target achievement can vary from 
0 % to 250 %, making it possible for no mid-term bonus to be earned at all. In the event of significant 
overachievement, the maximum possible level of achievement is capped at 250 %. The cumulative Group DVA 
value must be positive over a period of three years to activate the payment of the mid-term bonus. Cash payment 
of the mid-term bonus is limited to 250 % of the target amount and is calculated by multiplying the target 
amount by the level of achievement in the three-year Group DVA target. 
 
The Supervisory Board previously defined Group DVA target ranges for fiscal years 2019 and 2020 as part of its 
approval of the budget. After the end of the performance period for the 2018 to 2020 mid-term bonus tranche, 
target achievement was defined by comparing the cumulative Group DVA values achieved during the 
performance period with the defined cumulative target ranges. The defined target ranges result in the following 
target achievement curve for the 2018 to 2020 mid-term bonus tranche: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
The following table provides an overview of the defined minimum, target, and maximum values for the three-
year Group DVA target in relation to the 2018 to 2020 mid-term bonus tranche paid out in 2021, as well as actual 
target achievement and the resulting payment amounts. 
 
        

Summary of mid-term bonus tranche 2018–2020 (to be granted in 2021) 

        

 
Target amount 
in € thousand  

Threshold for  
three-year 

Group DVA  
in € million 

Target value of  
three-year 

Group DVA  
in € million 

Maximum value 
of  

three-year 
Group DVA  
in € million 

Actual value of  
three-year 

Group DVA  
in € million 

Target 
achievement  

in % 

Payment  
in 2021  

in € thousand 

Stefan Dräger 420.0      665.5 
Gert-Hartwig Lescow 240.0      380.3 
Toni Schrofner 210.0 0.0 150.0 375.0 237.7 158.5% 332.8 

Rainer Klug 210.0      332.8 
Dr. Reiner Piske 210.0      332.8 
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Long-Term Bonus 
Target achievement for the long-term bonus is measured by looking forward over five-years and divided into 
tranches. Target achievement can vary from 0 % and 250 % here, too, making it possible for no long-term bonus 
to be earned at all. In the event of significant overachievement, the maximum possible level of achievement is 
capped at 250 %. The cumulative five-year Group DVA value must be positive to activate the payment of the 
long-term bonus. Cash payment of the long-term bonus is limited to 250 % of the target amount and is 
calculated by multiplying the target amount by the level of achievement in the five-year Group DVA target. 
 
At the beginning of the performance period, the Supervisory Board defined a Group DVA target on the basis of 
the five-year budget that is to be achieved at the end of the performance period. The level of target achievement 
is calculated by comparing the actual cumulative Group DVA values with the pre-defined target value.  
 
The long-term bonus was allocated for the first time in 2019 for the 2019 to 2023 tranche, meaning that the first 
full payment of this bonus will not be made until 2024. When this system was introduced and targets were set 
for the performance period, the Supervisory Board also defined interim targets for the years 2019 to 2022. If 
these targets are achieved, the members of the Executive Board receive an advance payment of 50 % of the 
respective annual target amount of the long-term bonus tranches. This advance payment is then deducted from 
the final bonus amount. The final payment is calculated on a one-off basis as five times the target amount 
multiplied by final target achievement, which is limited to 250 %. 
 
If this calculation results in a positive balance for the member of the Executive Board in question, this amount 
is to be paid out to the respective Executive Board member. If the balance is negative, excess amounts received 
by the Executive Board member are to be paid back. In the case of the latter, the Supervisory Board can decide 
at its own discretion and in consideration of overall circumstances whether and to what extent the negative 
balance can be reasonably offset against other claims or other future variable remuneration payments without 
requiring the approval of the Executive Board member. 
 
The payment is only made if the respective member of the Executive Board fulfills his or her contract in full. 
 
The additional table shows the advance payments paid in 2021 for the 2020 interim target as part of the 2019 to 
2023 tranche:  
 
      

Long-term bonus tranche 2019–2023 (interim target for 2020) 

      

 
Target amount  
in € thousand 

Interim target for DVA 
2020 

in € million 

Actual value of DVA 
2020 

in € million 
Interim target reached 

 

Payment (advance 
payment in 2021) 

in € thousand 

Stefan Dräger 350.0    175.0 
Gert-Hartwig Lescow 200.0    100.0 

Toni Schrofner 175.0 -18.1 296.9 yes 87.5 
Rainer Klug 175.0    87.5 
Dr. Reiner Piske 175.0    87.5 

      
 
The Supervisory Board defined the following target amounts for the 2021 to 2025 long-term bonus tranche, as 
well as minimum, target, and maximum values for the five-year Group DVA target. It will not be possible to 
present comparisons with target achievement for this tranche until 2026, the year of payment. 
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Long-term bonus tranche 2021–2025 

     

 
Target amount  
in € thousand 

Threshold for 
five-year Group DVA  

in € million 

Target value of  
five-year Group DVA  

in € million 

Maximum value of  
five-year Group DVA  

in € million 

Stefan Dräger 350.0    

Gert-Hartwig Lescow 200.0    

Toni Schrofner 175.0 250.0 500.0 875.0 

Rainer Klug 175.0    

Dr. Reiner Piske 175.0    

     

Share-based remuneration 
Members of the Executive Board have the opportunity to benefit from Dräger’s employee share program. 
Participants receive one preferred share free of charge from Dräger for every three preferred shares they 
purchase using their own funds. A maximum of 20 share packages can be purchased using own funds. The 
holding period for these preferred shares—including those that participants acquired themselves—is two years. 
 
In fiscal year 2021, the Supervisory Board gave the members of the Executive Board the option of receiving a 
portion of their variable remuneration in shares in accordance with the terms of the employee share program 
instead of as a cash payment. This portion was set at 30 % for the Chairman of the Executive Board, 25 % for 
the Vice Chairman of the Executive Board, and 20 % for ordinary members of the Executive Board. All members 
of the Executive Board can make use of this option for the first time in payment year 2022. If a member of the 
Executive Board exercises this option but no employee share program is offered, the board member in question 
will receive the payment amount withheld for this purpose in cash at the end of the calendar year with a 10 % 
premium. 
 
The following table shows the share-based remuneration granted and owed in fiscal year 2021, as well as the 
development of the number of locked shares: 
 
       

Share-based remuneration in 2021 

       

 
Number of 

share parcels 

Price 
per share  

in € 

Purchase prices  
per share parcel  

in € 

Number of 
preferred shares 

received 

Price on date of  
entry per  

preferred share 
in € 

Total share-based 
remuneration  

in € 

Stefan Dräger 20 55.55 166.65 20 55.55 1,111.00 
Gert-Hartwig Lescow 20 55.55 166.65 20 55.55 1,111.00 

Toni Schrofner 20 55.55 166.65 20 55.55 1,111.00 
Rainer Klug 20 55.55 166.65 20 55.55 1,111.00 
Dr. Reiner Piske 20 55.55 166.65 20 55.55 1,111.00 
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Statement of changes in locked/unlocked shares in 2021 

     

 
Number of locked shares 

January 1, 2021 
Additions to locked shares 

in 2021 Unlocked shares in 2021 
Number of locked shares as 

at December 31, 2021 

Stefan Dräger 240 80 80 240 

Gert-Hartwig Lescow 240 80 80 240 

Toni Schrofner 80 80 - 160 

Rainer Klug 80 80 - 160 

Dr. Reiner Piske 160 80 - 240 

     

REMUNERATION-RELATED LEGAL TRANSACTIONS 
Remuneration related legal transactions 

Third-party payments 
In the fiscal year, no payments were made or promised by a third party to any member of the Executive Board 
in relation to duties as member of the Executive Board. 
 

Group internal board positions and additional activities 
The payment of the basic annual salary is considered to settle any and all claims to remuneration for positions 
on executive or supervisory bodies within the Group or the assumption of (voluntary) functions within an 
association at the request of the Company. If a member of the Executive Board receives remuneration for 
activities of this nature, said remuneration will be deducted in full from the basic annual salary. 
 
The advance approval of the Supervisory Board is required for any additional activities. The Supervisory Board 
is solely responsible to determine whether and to what extent a deductions is made for any remuneration from 
additional activities. 
 
In fiscal year 2021, no members of the Executive Board received remuneration in relation to the assumption of 
positions on executive or supervisory bodies within the Group or the assumption of (voluntary) functions within 
an association at the request of the Company. 
 

Payments in the event of premature termination of service contracts—severance payments 
If a member of the Executive Board’s term ends due to the appointment being revoked for grave cause (Sec. 84 
[3] Sentence 1 AktG), the Company can terminate the contract with one month’s notice to the end of a calendar 
month and exempt the member of the Executive Board from their duties in exchange for continued payment 
of salary. 
 
The employment contracts of all active Executive Board members contain regulations for the early termination 
of their contracts without good cause. They limit compensation to the total remuneration, consisting of the 
fixed annual salary, variable remuneration, any special payments, and additional payments, for a maximum of 
two fiscal years (severance cap) and may never exceed total remuneration for the remaining term of the 
respective service contract.  
 
Executive Board members have no claim to compensation if they are at fault for the termination of the service 
contract. 
 
None of the members of the Executive Board resigned or had their contracts terminated in fiscal year 2021, 
neither prematurely nor otherwise.
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Individual disclosure of Executive Board remuneration 
Remuneration of current members of the Executive Board 

Individual disclosure of Executive Board remuneration 

REMUNERATION OF CURRENT MEMBERS OF THE EXECUTIVE BOARD 
The following tables present the granted and owed remuneration of the members of the Executive Board in 
accordance with Sec. 162 AktG. The amounts presented for fiscal year 2021 are the basic annual salary paid for 
the fiscal year; the additional benefits accrued for the fiscal year; the annual bonus for 2020 paid in fiscal year 
2021; the mid-term bonus paid in fiscal year 2021 as calculated on the basis of performance in fiscal years 2018, 
2019, and 2020; advance payments on the 2020 to 2024 long-term bonus tranche; and the preferred shares 
credited to the members of the Executive Board for fiscal year 2021.  
 
     

Remuneration granted and owed in the fiscal year 

     
 2021 2020 

Stefan Dräger, Executive Board member since March 1, 2005,  
Chairman of the Executive Board in € thousand in % in € thousand in % 

Basic annual salary 600.0 20.7% 600.0 29.4% 

Additional benefits 13.4 0.5% 12.9 0.6% 

Total fixed remuneration 613.4 21.1% 612.9 30.0% 
One-year variable remuneration     

Annual bonus for 2019   1,223.4 60.0% 

Annual bonus for 2020 1,446.7 49.9%   

Long-term variable remuneration     

MTB 2017–2019   28.4 1.4% 

MTB 2018–2020 665.5 22.9%   

LTB advance payment 175.0 6.0% 175.0 8.6% 

Share-based remuneration 1.1 0.0% 1.0 0.0% 

Total variable remuneration 2,288.3 78.9% 1,427.8 70.0% 

Total remuneration 2,901.7 100.0% 2,040.7 100.0% 
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Remuneration granted and owed in the fiscal year 

     
 2021 2020 

Gert-Hartwig Lescow, Executive Board member  
since April 1, 2008,  
CFO and Executive Board member for IT, Vice-Chairman of the 
Executive Board in € thousand in % in € thousand  in % 

Basic annual salary 495.0 27.1% 480.0 36.3% 

Additional benefits 24.4 1.3% 24.7 1.9% 

Total fixed remuneration 519.4 28.4% 504.7 38.2% 
One-year variable remuneration     

Annual bonus for 2019   699.1 52.9% 

Annual bonus for 2020 826.7 45.2%   

Long-term variable remuneration     

MTB 2017–2019   16.2 1.2% 

MTB 2018–2020 380.3 20.8%   

LTB advance payment 100.0 5.5% 100.0 7.6% 

Share-based remuneration 1.1 0.1% 1.0 0.1% 

Total fixed and variable remuneration 1,308.1 71.6% 816.3 61.8% 

Total remuneration 1,827.5 100.0% 1,321.0 100.0% 
     

 
     

Remuneration granted and owed in the fiscal year 

     
 2021 2020 

Toni Schrofner, Executive Board member  
since September 1, 2010,  
Executive Board member for medical division in € thousand in % in € thousand  in % 

Basic annual salary 400.0 25.6% 400.0 41.4% 

Additional benefits 17.2 1.1% 31.2 3.2% 

Total fixed remuneration 417.2 26.7% 431.2 44.7% 

One-year variable remuneration     

Annual bonus for 2019   431.6 44.7% 

Annual bonus for 2020 723.3 46.3%   

Long-term variable remuneration     

MTB 2017–2019   14.2 1.5% 

MTB 2018–2020 332.8 21.3%   

LTB advance payment 87.5 5.6% 87.5 9.1% 

Share-based remuneration 1.1 0.1% 1.0 0.1% 

Total fixed and variable remuneration 1,144.7 73.3% 534.3 55.3% 

Total remuneration 1,561.9 100.0% 965.5 100.0% 
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Remuneration granted and owed in the fiscal year 

     
 2021 2020 

Rainer Klug, Executive Board member since August 1, 2015,  
Executive Board member for safety division in € thousand in % in € thousand in % 

Basic annual salary 400.0 26.8% 400.0 43.2% 

Additional benefits 11.7 0.8% 11.8 1.3% 

Total fixed remuneration 411.7 27.5% 411.8 44.4% 
One-year variable remuneration     

Annual bonus for 2019   412.5 44.5% 

Annual bonus for 2020 662.0 44.3%   

Long-term variable remuneration     

MTB 2017–2019   14.2 1.5% 

MTB 2018–2020 332.8 22.3%   

LTB advance payment 87.5 5.9% 87.5 9.4% 

Share-based remuneration 1.1 0.1% 1.0 0.1% 

Total fixed and variable remuneration 1,083.3 72.5% 515.2 55.6% 

Total remuneration 1,495.1 100.0% 927.0 100.0% 
     

 
 
     

Remuneration granted and owed in the fiscal year 

     
 2021 2020 

Dr. Reiner Piske, Executive Board member  
since November 1, 2015,  
Executive Board member for Sales and Human Resources in € thousand in % in € thousand in % 

Basic annual salary 400.0 25.5% 400.0 40.0% 

Additional benefits 22.0 1.4% 26.3 2.6% 

Total fixed remuneration 422.0 26.9% 426.3 42.7% 

One-year variable remuneration     

Annual bonus for 2019   470.3 47.1% 

Annual bonus for 2020 723.3 46.2%   

Long-term variable remuneration     

MTB 2017–2019   14.2 1.4% 

MTB 2018–2020 332.8 21.2%   

LTB advance payment 87.5 5.6% 87.5 8.8% 

Share-based remuneration 1.1 0.1% 1.0 0.1% 

Total fixed and variable remuneration 1,144.7 73.1% 573.0 57.3% 

Total remuneration 1,566.7 100.0% 999.3 100.0% 
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REMUNERATION OF FORMER EXECUTIVE BOARD MEMBERS 
Remuneration of former Executive Board members 

In fiscal year 2021, former Executive Board member Dr. Herbert Fehrecke, who left the Executive Board within 
the past 10 fiscal years, was granted and owed fixed remuneration in the form of pension contributions of 
EUR 21.7 thousand. For the 14 additional former members of the Executive Board, who left the Executive Board 
more than 10 years ago, fixed pension contributions amounted to EUR 3,318.0 thousand (2020: EUR 3,302.0 
thousand). 
 
The pension obligations to former members of the Executive Board calculated according to IAS 19 amounted to 
EUR 38,682.7 thousand as at the end of the reporting year (2020: EUR 42,279.9 thousand). 
 
No other fixed remuneration, additional benefits, and variable or other remuneration was granted or owed to 
former members of the Executive Board in fiscal year 2021. 

REIMBURSEMENTS 
Reimbursements 

If Executive Board remuneration is paid by Drägerwerk Verwaltungs AG, it is entitled to claim reimbursement 
from Drägerwerk AG & Co. KGaA monthly pursuant to Sec. 11 (1) and (3) of the articles of association of 
Drägerwerk AG & Co. KGaA. Pursuant to Sec. 11 (4) of the Company’s articles of association, the general partner 
receives a fee, independent of profit and loss, of 6 % of the equity disclosed in its financial statements, payable 
one week after the general partner prepares its financial statements, for the management of the Company and 
the assumption of personal liability. In fiscal year 2021, this fee amounted to EUR 110.6 thousand (2020: 
EUR 115.9 thousand) plus any applicable value-added tax.  



21 

SUPERVISORY BOARD REMUNERATION 
Supervisory Board remuneration system 

 

Supervisory Board remuneration 
Supervisory Board remuneration system 

Supervisory Board remuneration 

Supervisory Board remuneration system 

PRINCIPLES OF THE SUPERVISORY BOARD REMUNERATION SYSTEM 
Through its obligations to oversee and advise the Executive Board of the general partner, the Supervisory Board 
contributes to furthering the Company’s business strategy and to its long-term development. Providing 
appropriate Supervisory Board remuneration ensures that the Company is and remains able to recruit qualified 
candidates to serve as members of the Supervisory Board of the Company; in this way, the remuneration of the 
Supervisory Board also contributes to furthering the Company’s business strategy and to its long-term 
development. 
 
The annual shareholders’ meeting of Drägerwerk AG & Co. KGaA has defined the Supervisory Board 
remuneration of Drägerwerk AG & Co. KGaA in the articles of association since fiscal year 2011. Following the 
most recent revision to the Supervisory Board remuneration system, the adjusted remuneration system was 
approved by the annual shareholders’ meeting on September 30, 2020, by a majority of 90.02 % of the votes 
cast. Where the general partner and the Supervisory Board believe, upon reviewing Supervisory Board 
remuneration, that there is reason to modify said remuneration, they present to the annual shareholders’ 
meeting a proposal for changes to the remuneration system or the amount of remuneration and for a 
corresponding amendment to Sec. 21 of the articles of association; irrespective of any amendment, a proposal 
is presented to the annual shareholders’ meeting regarding passage of a resolution (where applicable, merely 
confirming the existing status) on the remuneration of the Supervisory Board, including the remuneration 
system for the Supervisory Board, every four years pursuant to Sec. 113 (3) AktG. 

SUPERVISORY BOARD REMUNERATION SYSTEM 
The articles of association represent the entire agreement on the remuneration of the Supervisory Board; there 
are no ancillary agreements. In accordance with Sec. 21 (1) of the articles of association of Dräger–
werk AG & Co. KGaA, each Supervisory Board member receives compensation for expenses incurred plus 
annual remuneration, which is composed of fixed remuneration EUR 25,000 and variable remuneration. The 
variable component is calculated based on the Company-related indicator DVA and is set at 0.015 % of DVA or a 
maximum of EUR 20,000. 
 
Pursuant to Sec. 21 (2) and (3) of the articles of association of Drägerwerk AG & Co. KGaA, the remuneration 
of members of the Supervisory Board is based on the following principles: Its Chairman is entitled to three 
times and the Vice-Chairman to one and a half times the amount of the amount received by an ordinary 
Supervisory Board member. The members of the Audit Committee receive an additional fixed annual 
remuneration of EUR 10,000 and the Chairman of the Audit Committee an additional EUR 30,000. The 
members of the Nomination Committee do not receive any additional remuneration. 
 
Remuneration is tied to the duration of appointment. Members of the Supervisory Board who have not belonged 
to the Supervisory Board for a full fiscal year shall receive one-twelfth of the annual remuneration for every 
month or portion thereof when they have served in this capacity. This shall apply analogously to members of 
Supervisory Board committees. 
 
Members of the Supervisory Board are not paid a per diem. The Company concludes a D&O financial loss 
liability insurance policy, a liability insurance policy, and a legal expense insurance policy for Supervisory Board 
members; they are not part of the Supervisory Board’s remuneration. The deductible for Supervisory Board 
members is one and a half times their fixed annual remuneration. 
 
Employee representatives on the Supervisory Board who are employed by a Dräger Group company receive their 
regular remuneration from the respective Group company. In fiscal year 2021, they had the opportunity to 
participate in the employee share program along with all other employees in Germany. 
Individual disclosure of Supervisory Board remuneration 



22 

SUPERVISORY BOARD REMUNERATION 
Individual disclosure of Supervisory Board remuneration 

 

Individual disclosure of Supervisory Board remuneration 

The table below presents the remuneration granted and owed in fiscal year 2021 to each individual member of 
the Drägerwerk AG & Co. KGaA Supervisory Board. According to the Company’s articles of association, 
Supervisory Board remuneration is due for payment after the end of the annual shareholders’ meeting of the 
subsequent fiscal year. The disclosures relating to fiscal year 2021 therefore concern Supervisory Board 
appointments for fiscal year 2020. 
 

                 

Supervisory Board remuneration Drägerwerk AG & Co. KGaA 

                 

 2021 2020 

 
Fixed 

remuneration 
Variable 

remuneration 

Remuneration 
of the 
Audit 

Committee 

Total 
remu- 

neration 
Fixed 

remuneration 
Variable 

remuneration 

Remuneration 
of the 
Audit 

Committee 

Total 
remu- 

neration 

 in k € in % in k € in % in k € in % in k € in % in k € in % in k € in % in k € in % in k € in % 

Stefan Lauer  
(Chairman) 60 46% 60 46% 10 8% 130 100% 60 86% 0 0% 10 14% 70 100% 

Siegfrid Kasang 
(Vice-Chairman) 30 43% 30 43% 10 14% 70 100% 30 75% 0 0% 10 25% 40 100% 

Nike Benten 20 50% 20 50%   40 100% 20 100% 0 0%   20 100% 

Maria Dietz 20 50% 20 50%   40 100% 20 100% 0 0%   20 100% 

Daniel Friedrich 20 40% 20 40% 10 20% 50 100% 20 67% 0 0% 10 33% 30 100% 

Prof. Dr. Thorsten 
Grenz 20 33% 20 33% 20 33% 60 100% 20 50% 0 0% 20 50% 40 100% 

Astrid Hamker 20 50% 20 50%   40 100% 20 100% 0 0%   20 100% 

Stephan Kruse 20 50% 20 50%   40 100% 20 100% 0 0%   20 100% 

Uwe Lüders 20 40% 20 40% 10 20% 50 100% 20 67% 0 0% 10 33% 30 100% 

Thomas Rickers 20 50% 20 50%   40 100% 20 100% 0 0%   20 100% 

Bettina van Almsick 20 50% 20 50%   40 100% 20 100% 0 0%   20 100% 

Dr. Reinhard Zinkann 20 50% 20 50%   40 100% 20 100% 0 0%   20 100% 

Total 290  290  60  640  290  0  60  350  
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In fiscal year 2021, the six members of the Supervisory Board of the general partner, Drägerwerk Verwaltungs 
AG, received the following remuneration: 
 
             

Supervisory Board remuneration Drägerwerk Verwaltungs AG 

             
 2021 2020 

 Fixed remuneration 

Flat fee for  
out-of-pocket 

expenses 

Total 
remu- 

neration 
Fixed 

remuneration 

Flat fee for  
out-of-pocket 

expenses 

Total 
remu- 

neration 

 in k €  in % in k €  in % in k €  in % in k €  in % in k €  in % in k €  in % 

Stefan Lauer  
(Chairman) 60 86% 10 14% 70 100% 60 86% 10 14% 70 100% 

Maria Dietz 15 60% 10 40% 25 100% 15 60% 10 40% 25 100% 

Prof. Dr. Thorsten Grenz 15 60% 10 40% 25 100% 15 60% 10 40% 25 100% 

Astrid Hamker 15 60% 10 40% 25 100% 15 60% 10 40% 25 100% 

Uwe Lüders 15 60% 10 40% 25 100% 15 60% 10 40% 25 100% 

Dr. Reinhard Zinkann 15 60% 10 40% 25 100% 15 60% 10 40% 25 100% 

Total 135  60  195  135  60  195  

             

 
 
   



24 

MULTI-YEAR COMPARISON OF REMUNERATION AND EARNINGS DEVELOPMENT 
Individual disclosure of Supervisory Board remuneration 

 

Multi-year comparison of remuneration and earnings development 

Multi-year comparison of remuneration and earnings 
development 

The following multi-year comparison compares the individual and average annual change in granted and owed 
Executive Board and Supervisory Board remuneration, the earnings development of the Company, and the 
average remuneration of all employees in the Group’s Germany region expressed as full-time equivalents. 
Employee remuneration as presented in the multi-year comparison includes all wage and salary elements, 
including social contributions, as in the case of Executive Board remuneration.  
 
       

Multi-year comparison of the remuneration and earnings development for the members of the Executive Board 

       

in € thousand 2021 2020 

Change 
2021/2020 

in % 

Change 
2020/2019 

in % 

Change 
2019/2018 

in % 

Change 
2018/2017 

in % 

Executive Board members       
Stefan Dräger 2,901.7 2,040.7 42.2% 50.6% -12.8% -21.3% 

Gert-Hartwig Lescow 1,827.5 1,321.0 38.3% 42.1% -8.2% -12.3% 

Toni Schrofner 1,561.9 965.5 61.8% 16.8% -10.8% -18.4% 

Rainer Klug 1,495.1 927.0 61.3% 18.7% -21.2% -10.6% 

Dr. Reiner Piske 1,566.7 999.3 56.8% 32.7% -14.5% -3.2% 

       

Employees       

Average 87.3 86.5 0.9% 4.0% 3.0% 3.8% 

       

Earnings development       

Net sales Group 3,328,418.9 3,406,275,9 -2.3% 22.5% 7.2% 0.9% 

EBIT Group 271,682.1 396,598.4 -31.5% > +100% 6.3% -59,8% 

DVA Group 171,755,5 296,929.0 -42.2% > +100% -23,6% > -100% 

+ Net profit/- net loss of  
Drägerwerk AG & Co. KGaA 1 123,400.2 -103,549.7 > +100% > -100% > +100% > -100% 

       
1 Net loss in 2020 due to expenses from the termination of participation capital 
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Multi-year comparison of the remuneration and earnings development for the members of the Supervisory Board 

       

in € thousand 2021 2020 

Change 
2021/2020 

in % 

Change 
2020/2019 

in % 

Change 
2019/2018 

in % 

Change 
2018/2017 

in % 

Supervisory Board members  
of Drägerwerk AG & Co. KGaA       
Stefan Lauer (Chairman since May 4, 2018) 130.0 70.0 85.7% 31.2% 74.2% 11.4% 

Siegfried Kasang (Vice-Chairman) 70.0 40.0 75.0% 0.0% -28.5% 9.2% 

Nike Benten 40.0 20.0 100.0% 0.0% -34.7% 21.6% 

Maria Dietz (since May 4, 2018) 40.0 20.0 100.0% 50.0%   

Daniel Friedrich 50.0 30.0 66.7% 0.0% -26.1% 10.8% 

Prof. Dr. Thorsten Grenz 60.0 40.0 50.0% 0.0% -21.0% 6.6% 

Astrid Hamker (since May 4, 2018) 40.0 20.0 100.0% 50.0%   

Stephan Kruse (since May 4, 2018) 40.0 20.0 100.0% 50.0%   

Uwe Lüders 50.0 30.0 66.7% 12.5% -12.9% 11.4% 

Thomas Rickers 40.0 20.0 100.0% 0.0% -34.7% 11.4% 

Bettina van Almsick 40.0 20.0 100.0% 0.0% -34.7% 91.0% 

Dr. Reinhard Zinkann 40.0 20.0 100.0% 0.0% -34.7% 11.4% 

       

Supervisory Board members of 
Drägerwerk Verwaltungs AG       
Stefan Lauer (Chairman since May 4, 2018) 70.0 70.0 0.0% 27.3% 120.0% 0.0% 

Maria Dietz (since May 4, 2018) 25.0 25.0 0.0% 50.0%   

Prof. Dr. Thorsten Grenz 25.0 25.0 0.0% 0.0% 0.0% 0.0% 

Uwe Lüders 25.0 25.0 0.0% 0.0% 25.0% 0.0% 

Astrid Hamker (since May 4, 2018) 25.0 25.0 0.0% 50.0%   

Dr. Reinhard Zinkann 25.0 25.0 0.0% 0.0% 25.0% 0.0% 

       

Employees       

Average 87.3 86.5 0.9% 4.0% 3.0% 3.8% 

       

Earnings development       

Net sales Group 3,328,418.9 3,406,275.9 -2.3% 22.5% 7.2% 0.9% 

EBIT Group 271,682.1 396,598.4 -31.5% > +100% 6.3% -59,8% 

DVA Group 171,755.5 296,929.0 -42.2% > +100% -23,6% > -100% 

+ Net profit /- net loss of  
Drägerwerk AG & Co. KGaA 1 123,400.2 -103,549.7 > +100% > -100% > +100% > -100% 

       
1 Net loss in 2020 due to expenses from the termination of participation capital 
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Report of the independent auditor 
 

Report	of	the	independent	auditor	on	the	formal	audit	of	the	remuneration	report	

pursuant	to	§	162	Abs.	3	AktG		

To Drägerwerk AG & Co. KGaA, Lübeck 

Opinion	

We have formally audited the remuneration report of Drägerwerk AG & Co. KGaA, Lübeck, for the 

financial year from January 1 to December 31, 2021 to determine whether the disclosures 

pursuant to § [Article] 162 Abs. [paragraphs] 1 and 2 AktG [Aktiengesetz: German Stock Cor-

poration 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 Responsibilies” section of our auditor’s report. As an audit firm, we have complied with 

the requirements of the IDW Quality Assurance Standard: 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 misstatement, whether due to fraud or error. 

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. 
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REPORT OF THE INDEPENDENT AUDITOR 
 

 

We planned and performed our audit to determine, through comparisson 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. 

Hamburg, February 22, 2022 

PricewaterhouseCoopers	GmbH	
Wirtschaftsprüfungsgesellschaft 

Dr. Andreas Focke Marko Schipper  
Wirtschaftsprüfer Wirtschaftsprüfer 
(German Public Auditor) (German Public Auditor) 
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