
2025M T U  A E R O  E N G I N E S  A G

Management  
compensation report



MTU Aero Engines AG  Management compensation report 2025 2

Management compensation report The compensation report describes the principles applied in determining the compensa-
tion for the Executive Board and Supervisory Board of MTU Aero Engines AG, and states 
the amount and composition of that compensation. The management compensation 
report complies with the provisions of Section 162 of the German Stock Corporation Act 
(AktG) and was prepared jointly by the Supervisory Board and the Executive Board.

Principles of the compensation system for members of the  
Executive Board
“At the proposal of the Personnel Committee of MTU Aero Engines AG, the Supervisory 
Board decides on a system of compensation for the members of the Executive Board, 
including the material contractual elements such as the total amount of the compensa-
tion and its breakdown into non-performance-related and performance-related compo-
nents. The Personnel Committee reviews the appropriateness and market alignment of 
the Executive Board compensation on a regular basis. For this, it also uses the expertise 
of independent external compensation experts with regard to both the compensation 
system and the structure of the target direct compensation compared with relevant stock 
market segments. In the case of MTU, cross-comparisons are made by reference to the 
DAX stock market segment (peer group for cross-group or horizontal comparison). In 
accordance with the statutory requirements, the compensation system is resubmitted to 
the Annual General Meeting for approval no later than every four years or, in deviation 
from this, in the event that the Supervisory Board identifies a need for modifications. 
(ESRS 2 GOV-3-29e)”1

The current compensation system was designed in accordance with the requirements 
of the act to implement the Second Shareholders’ Rights Directive (ARUG II) and the 
German Corporate Governance Code (GCGC) and was approved by 56.51% at the Annual 
General Meeting on May 8, 2024 (agenda item 8). It has been applied on this basis since 
fiscal year 2024. From the Supervisory Board’s perspective, the relatively low approval of 
the remuneration system was due, in particular, to the authorization of the Supervisory 
Board to grant an additional, performance-related compensation component in special 
exceptional circumstances. Other points identified included the adjustment of the max-
imum remuneration and individual aspects of the measurement of target achievement 
for performance-related remuneration components. In the run-up to the 2024 Annual 
General Meeting, the Supervisory Board addressed the criticisms of the compensation 
system and published its considerations in this regard: https://www.mtu.de/fileadmin/
EN/5_Investor_Relations/9_1_Annual_General_Meeting/2024_AGM_A_04_Top_8__further_info_re-
muneration_system_MTU.pdf.

1	 This disclosure is part of MTU Aero Engines AG’s Group Sustainability Statement for fiscal year 2025.

https://www.mtu.de/fileadmin/EN/5_Investors/9_1_Annual_General_Meeting/2024_AGM_A_04_Top_8__further_info_remuneration_system_MTU.pdf
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In response to feedback on the compensation system from investors and shareholders, 
the Supervisory Board resolved in fiscal year 2024 to no longer use its authorization to 
grant additional, performance-related compensation in special exceptional circumstanc-
es from the 2025 fiscal year onward. 

In accordance with Section 120a (4) of the German Stock Corporation Act (AktG), the 
compensation report 2024 was submitted to the Annual General Meeting for approval on 
May 8, 2025 and was approved by 85.15% of the votes cast.

Changes within the Executive Board
After the announcements by Lars Wagner (CEO), Peter Kameritsch (Chief Financial Officer 
and Chief Information Officer) and Michael Schreyögg (Chief Program Officer) that they 
would not be standing for reappointment once their current tenures were over, the 
Supervisory Board appointed Katja Garcia Vila as of April 1, 2025, Dr. Johannes Bussmann 
as of July 15, 2025 and Dr. Ottmar Pfänder as of January 1, 2026 as new members of the 
Executive Board. 

Effective from July 1, 2025, Katja Garcia Vila succeeded Peter Kameritsch as Chief Finan-
cial Officer and Chief Information Officer following his resignation from the Executive 
Board with the Supervisory Board’s approval.

Effective from September 1, 2025, Dr. Johannes Bussmann succeeded Lars Wagner as 
Chief Executive Officer following his resignation from the Executive Board with the Super-
visory Board’s approval.

Effective from January 1, 2026, Dr. Ottmar Pfänder succeeded Michael Schreyögg as Chief 
Program Officer following his resignation from the Executive Board with the Supervisory 
Board’s approval.

Principles of total compensation
The table below shows the basic components of the current, approved compensation 
system:

Structure of the compensation system (total target direct compensation)

Non-performance-relat-
ed components

Fixed compensation
Contractually agreed fixed compensation, paid in 12 equal 
installments

Fringe benefits
– Taxable reimbursements of expenses 
– Cash equivalent of payments in kind 
– Insurance premiums

Pension arrangements

As of January 1, 2021, newly appointed Executive Board 
members receive an annual cash pension allowance for 
their own pension provision instead of a defined benefit 
commitment to a company pension

Performance-related 
components *)

Short-term incentive (STI) 
(performance-related 
component excluding 
long-term incentive)

Performance period: 1 year 
Financial and ESG performance criteria: 
– 50% EBIT (adjusted) 
– 30% free cash flow (adjusted) 
– 20% ESG targets 
Capped at 0%–200% 
Strategic targets taken into account by multiplier (0.8-1.2) 
Cap: 240% of the target amount

Performance Share Plan 
(PSP/LTI)  
(performance-related 
component as long-term 
incentive)

Performance period: 4 years 
Financial and ESG performance criteria: 
– 40% relative total shareholder return (rTSR) 
– 40% earnings per share (EPS) (adjusted) 
– 20% ESG targets 
Capped at 0%–200% 
Cap (incl. share price performance and dividend payments): 
250% of the target amount

*)	� Resolution by the Supervisory Board in 2024 financial year: Waiving the ability to grant this performance-related component 
from the 2025 financial year onwards. According to the original authorization, the Supervisory Board had the option to offer 
additional performance-based remuneration in exceptional circumstances, taking into account a cap of 80% of the base 
remuneration.
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“The share of the ESG targets in the variable compensation is 20% for both the STI and 
the PSP/LTI, regardless of a possible strategic multiplier. (ESRS-2 GOV-3 29d)”2

Structure of the total target compensation

Corporate Governance @ MTU 1

SSttrruuccttuurree ooff tthhee ttoottaall ttaarrggeett ccoommppeennssaattiioonn

Fringe benefits

Pension benefitsShort-term incentive

Performance Share Plan

1% - 2%

5% - 22%16% - 26%

29% - 39% Fixed compensation 25% - 35%

Note: If a member of the Executive Board receives a payment to compensate for the loss of remuneration 
claims against the previous employer in connection with their initial appointment, the proportions of the 
individual components may differ. The same is true in the event of application of the option to grant 
performance-related compensation for exceptional circumstances; an option that was originally granted but 
no longer utilized by the Supervisory Board.

All amounts are rounded to full euros, unless otherwise specified. Due to rounding, it is 
possible that individual amounts in the compensation report may not correspond exactly 
to the totals stated and that the percentages presented may not correspond exactly to 
the absolute amounts they refer to. 

Compensation components and structure
The compensation of the Executive Board members is made up of non-performance-re-
lated and performance related components, the sum of which constitutes the total 
compensation of an Executive Board member. 

2	 This disclosure is part of MTU Aero Engines AG’s Group Sustainability Statement for fiscal year 2025.

Non-performance-related components
The non-performance-related compensation is paid monthly and comprises fixed 
compensation, fringe benefits, and pension benefits. The fringe benefits include reim-
bursement of expenses and remuneration in kind such as the use of a company car for 
business and private purposes, or an annual medical check-up, including taxes paid on 
these in individual cases. 

The members of the Executive Board are included in the directors’ and officers’ liabili-
ty insurance policy taken out by MTU. This insurance policy provides for the statutory 
deductible for the Executive Board stipulated by Section 93 (2) sentence 2 of the German 
Stock Corporation Act (AktG).

Executive Board members appointed for the first time before fiscal year 2021 earn vested 
entitlements to a direct defined benefit commitment. Executive Board members appoint-
ed for the first time after January 1, 2021 receive a pension allowance in the form of a 
lump-sum payment for their own pension provision, which is paid out annually in cash, 
instead of an entitlement to a direct defined benefit commitment. 

Additional information on the contractual structure of the pension arrangements can be 
found in the following section headed Rules when terminating the contracts of members of 
the Executive Board/Pension arrangements. 

Performance-related components
The performance-related compensation is generally made up of the short-term incentive 
(STI – Short-Term Incentive) component and Performance Share Plan (PSP or LTI – Long-
Term Incentive) component. 

The payout of the performance-related compensation component with a short-term in-
centive effect – annual performance remuneration (STI) – takes into account the achieve-
ment of the financial performance criteria – EBIT (adjusted) and free cash flow (adjusted) 
– as well as the non-financial performance criteria – the so-called ESG targets (ESG – 
environmental, social and governance) – the qualitative criteria of the strategic multiplier 
defined for the respective fiscal year. 

The payment of the performance-related compensation component with long-term 
incentive effect – the Performance Share Plan (PSP/LTI) – takes into account the develop-
ment of the MTU share price, the achievement of financial performance criteria – relative 
total shareholder return (rTSR) and earnings per share (adjusted) – and the non-financial 
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performance criteria – the ESG (environmental, social and governance) targets. This is 
intended to ensure that corporate governance focuses on the sustainable success of the 
company, its investors, and other stakeholders.

In order to appropriately reflect structural changes in MTU’s business activities in the 
incentive system, the Supervisory Board has the option of, at its reasonable discretion, to 
substitute individual financial and/or non-financial performance criteria and their respec-
tive weighting with equivalent performance criteria that are also the subject of external 
financial or non-financial reporting. If the performance criteria are adjusted in this way, 
this is generally done before, or at the latest at the beginning of the fiscal year for which 
the short-term incentive (STI) or the Performance Share Plan (PSP/LTI) is granted. For the 
reporting year and the following year, the Supervisory Board did not identify any struc-
tural changes in business activities that would have given it cause to substitute individual 
financial and/or non-financial performance criteria or their weighting in the STI or PSP/LTI.

Short-term incentive (STI)
The short-term incentive (STI) with a one-year assessment period (performance period) 
is granted for each fiscal year as performance-related compensation with short-term in-
centive effect. It amounts to around 40% of the Executive Board’s target performance-re-
lated direct compensation and is intended to reward the achievement of operational 
targets that are of particular importance to MTU’s development. 

The compensation component is granted to the members of the Executive Board for 
each fiscal year (assessment period) in the amount of the target amount defined indi-
vidually in the Executive Board employment contract. The payout of the annual per-
formance-related remuneration (STI) is based on the achievement of the target values 
determined by the Supervisory Board for the fiscal year for the financial and non-fi-
nancial (ESG targets) performance criteria or the criteria of the strategic multiplier. The 
Supervisory Board uses the latter to provide the Executive Board with a balanced range 
of objectives that are intended to reward the achievement of operational and strategic 
objectives. The targets for the strategic multiplier are designed in a way to ensure they 
cover as broad a spectrum as possible and take into account the various divisions com-
prehensively.

The Supervisory Board determines the weighting and the target minimum and maxi-
mum values for the specific financial and non-financial (ESG targets) performance criteria 
at the latest at the beginning of the respective fiscal year. After the end of the fiscal year, 
the value actually achieved for each financial performance criterion and non-financial 
performance criterion (ESG targets) is compared with the target value previously set.

The target achievement is 0% if the result realized is below the minimum value set by the 
Supervisory Board for the respective financial performance criterion and non-financial 
performance criterion (ESG targets). If the minimum value is not reached, no payment is 
made for the criterion in question. When the minimum value is reached, the payout ratio 
corresponding to the target achievement is 50% for the criterion in question. When the 
target value set is reached, the payout ratio corresponding to the target achievement is 
100% for the criterion in question. If the defined maximum value is reached or exceeded, 
the payout level for the respective criterion corresponding to the target achievement is 
200% (cap). Between these three defined points, linear interpolation is applied. The STI 
overall target achievement is calculated as the arithmetic mean of the weighted payout 
ratios for the financial and non-financial performance criteria determined for the assess-
ment period (performance period).

The Supervisory Board defines the criteria for the strategic multiplier in the form of spec-
ified targeted states, which it determines as either achieved or not achieved based on its 
detailed analysis of the relevant topics during the assessment period. For each criterion, 
it defines a fixed decimal contribution for the strategic multiplier. If criteria are met, the 
base value of the strategic multiplier is increased from 0.8 up to a maximum value of 1.2 
(if all criteria are met). The overall target achievement for the STI is scaled by applying 
the strategic multiplier set for the fiscal year, and the STI payout ratio is calculated on 
this basis. The contractually defined, individual STI target amount is multiplied by the STI 
payout ratio and, after deduction of the relevant taxes, paid out to the individual Execu-
tive Board member as a cash payment in the following year, taking into account the cap 
of 240% of the respective contractual STI target amount at the grant date (STI cap). 
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When calculating the target achievement of the financial and non-financial performance 
criteria, the Supervisory Board must, at its due discretion and in justified special circum-
stances, take into account exceptionally positive and negative developments that have 
no specific connection to the Executive Board’s performance. Only significant business 
changes that are not taken into account conceptually in the objectives can be considered 
as exceptional developments. Generally unfavorable market developments explicitly 
do not constitute exceptional developments. For the reporting year, the Supervisory 
Board did not identify any justified special circumstances that gave it cause to adjust the 
target achievement of the STI criteria at its due discretion relative to the methodological 
requirements of the compensation system.

The individual STI target amount per Executive Board member, the target values set by 
the Supervisory Board for the financial performance criteria, non-financial performance 
criteria (ESG targets) and strategic multiplier criteria, the target achievement determined 
on this basis, the overall target achievement, the resulting STI payout ratio and the corre-
sponding payout amounts are shown below.

Financial and non-financial performance criteria of the short-term incentive (STI)
For the reporting year, the Supervisory Board defined the following financial and non- 
financial performance criteria with their corresponding weighting in the context of the 
overall target achievement:

	⁄ EBIT (adjusted) – 50% (financial performance criterion)
	⁄ Free cash flow (adjusted) – 30% (financial performance criterion)
	⁄ ESG targets – 20% (non-financial performance criterion).

Short-term incentive (STI)

EBIT (adjusted) – financial performance criterion
The earnings indicator EBIT determined in accordance with IFRS standards is adjusted 
for the following special items: 

	⁄ “Effects from purchase price allocation,” 
	⁄ “Effects from the upshare of the IAE-V2500 program participation,”
	⁄ “Effects from the GTFTM fleet management plan,” 
	⁄ “Material aperiodic cash flows”

In this context, the qualification of an item as a special item to be adjusted in the calcula-
tion of adjusted earnings before interest and taxes (adjusted EBIT) is always carried out 
by mutual agreement between the Executive Board and the Supervisory Board. 

Background information and quantified details of the special items for which adjust-
ments were made in the reconciliation to adjusted EBIT in the reporting year can be 
found in the management report in the section headed Economic report / Results of opera-
tions / Reconciliation to adjusted key financial performance figures – Results of operations.

Free cash flow (adjusted) – financial performance criterion
Free cash flow (adjusted) does not fall under the regulation of the International Financial 
Reporting Standards (IFRSs) and is explicitly regarded as a supplement to the key figures 
reported in accordance with IFRSs and is calculated as follows: MTU calculates free cash 
flow from the sum of cash flows from operating activities and cash flows from investing 
activities calculated in accordance with IFRSs, with the cash flows from investing activities 
adjusted for the following special payment items, as in previous years: 

	⁄ Cash flows in connection with interest-bearing sales financing and financial invest-
ments as part of liquidity management,

x =

xlevel of target achievement (0% – 200%)

Overall level of target achievement (0% – 240%)

Payout amount
(Cap: 240% 

of the target 
amount)50% EBIT

(adjusted)

Strategic
multiplier
(0.8 – 1.2)

30% Free
Cashflow
(adjusted)

20% ESG

Individual
target amount
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	⁄ cash flows in connection with the acquisition of shares in OEM or MRO programs, in 
accordance with the respective materiality threshold determined by the Supervisory 
Board,

	⁄ cash flows in connection with the acquisition or sale of significant shareholdings, in 
accordance with the materiality threshold determined by the Supervisory Board. 

In this context, the qualification of an item as a special item to be adjusted in the deriva-
tion of free cash flow (adjusted) is always carried out by mutual agreement between the 
Executive Board and the Supervisory Board. 

Background information and quantified details of the special items for which adjust-
ments were made in the reconciliation to adjusted free cash flow in the reporting year 
can be found in the management report in the section headed Economic report / Financial 
position / Liquidity analysis / Reconciliation to adjusted key financial performance figures – 
Financial position.

ESG targets – non-financial performance criterion
The ESG performance criteria are defined by the Supervisory Board for each fiscal year, 
taking into account MTU’s sustainability strategy. To this end, the Supervisory Board 
selects up to three non-financial performance criteria (ESG targets) and defines quantifi-
able target values to be achieved within the STI assessment period (performance period). 
The inclusion of ESG targets in the STI underscores the ambition of the company’s man-
agement and Supervisory Board to achieve sustainable business development that takes 
appropriate account of the interests of all ESG stakeholders and thus boosts the MTU 
Group’s future viability.

List of ESG criteria

Environmental 
management Social commitment Compliance

Growth & 
resilience

Product responsibility 
& quality

Innovation
Employer
attractiveness Employees & diversity

Responsible 
procurement Digital

An explanation of the non-financial performance criteria selected for the reporting year 
and how they were determined in the context of target achievement can be found in the 
following section headed Development of performance-related components.

STI strategic multiplier
In addition to the financial and non-financial performance criteria (ESG targets), the 
Supervisory Board sets criteria for the Management Board for the fiscal year, whose 
achievement determines the strategic multiplier in a range of 0.8 to 1.2 (80% to 120%). 
The criteria address specific targets for initiatives that the Executive Board and Super-
visory Board regard as being particularly relevant to MTU’s strategic development, but 
whose achievement is expected to be in conflict with ambitious, short-term financial and 
non-financial performance goals on a regular basis.

Examples of topics for the selection of criteria for the strategic multiplier:

Establishment and 
development of business 
relationships with strategic 
business partners (customers, 
suppliers, development 
partners, etc.)

Further development of 
technology, production and 
location strategies

Further development and 
introduction of (digital) 
solutions

Organizational and 
cultural change

An explanation of the performance criteria selected for the reporting year in the context 
of the strategic multiplier can be found in the following section headed Development of 
performance-related components.

Performance Share Plan (PSP)/long term incentive (LTI)
The Performance Share Plan (PSP/LTI) with a four-year assessment period (performance 
period) is granted for each fiscal year as performance-related compensation with a 
long-term incentive effect. It amounts to around 60% of the Executive Board’s target 
performance-related direct compensation and is intended to reward the achievement of 
medium- and long-term targets that are of particular importance to the development of 
MTU’s enterprise value. 

The compensation component is granted to the members of the Executive Board in the 
form of conditionally allocated virtual shares (performance shares) for each fiscal year 
in the amount of the target amount defined individually in the Executive Board employ-
ment contract. The number of conditionally allocated virtual shares (performance shares) 
is calculated from their fair value and the respective contractual target amount for the 
PSP/LTI at the grant date. The Performance Share Plan (PSP/LTI) is paid out based on the 
extent to which the target values set for it by the Supervisory Board for the financial per-
formance criteria and the non-financial performance criteria (ESG targets) are achieved. 
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The Supervisory Board determines the weighting and the target value, minimum value 
and maximum value for the specific financial performance criteria and non-financial per-
formance criteria (ESG targets) no later than the beginning of the fiscal year in question. 
After the end of the fiscal year, the value actually achieved for each financial perfor-
mance criterion and non-financial performance criterion (ESG targets) is compared with 
the target value previously set.

The target achievement is 0% if the result realized is below the minimum value set by the 
Supervisory Board for the respective financial performance criterion and non-financial 
performance criterion (ESG targets). If the minimum value is not reached, no payment is 
made for the criterion in question. When the minimum value is reached, the payout ratio 
corresponding to the target achievement is 50% for the criterion in question. When the 
target value set is reached, the payout ratio corresponding to the target achievement 
is 100% for the criterion in question. If the maximum value set is reached or exceeded, 
the payout ratio corresponding to the target achievement is 200% for the criterion in 
question. Between these three defined points, linear interpolation is applied. The PSP/
LTI overall target achievement level is calculated as the arithmetic mean of the weighted 
payout ratios for the financial and non-financial performance criteria determined for the 
assessment period (performance period).

Depending on the extent to which the target values of the financial and non-financial 
performance criteria set by the Supervisory Board for the PSP/LTI are achieved within the 
four-year assessment period (performance period), the number of virtual shares (per-
formance shares) conditionally allocated for the fiscal year is modified, and a maximum 
of 200% of the originally granted number of virtual shares (performance shares) can be 
achieved. After the end of the assessment period (performance period), the respective 
payout amount of the PSP/LTI granted for the reporting year is calculated by multiplying 
the number of virtual shares finally allocated by the sum of the average MTU share price 
in the 60 trading days prior to the end of the assessment period (performance period) 
and the dividend payments per share made during the assessment period (performance 
period). After deduction of the relevant taxes, the resulting PSP/LTI payout amount is 
paid out to the individuals in question as a cash payment in the following year, taking 
into account the cap of 250% of the respective contractual target amount for the PSP/LTI 
at the grant date (PSP/LTI cap). 

When calculating the target achievement of the financial and non-financial performance 
criteria, the Supervisory Board must, at its due discretion and in justified special circum-
stances, take into account exceptionally positive and negative developments that have 

no specific connection to the Executive Board’s performance. Only significant business 
changes that are not taken into account conceptually in the objectives can be considered 
exceptional developments. Generally unfavorable market developments explicitly do not 
constitute exceptional developments. For the reporting year, the Supervisory Board did 
not identify any justified special circumstances that gave it cause to adjust the target 
achievement of the PSP/LTI criteria at its due discretion relative to the methodological 
requirements of the compensation system.

The individual PSP/LTI target amount per Executive Board member, the corresponding 
number of provisionally allocated virtual shares (performance shares), and the target val-
ues set by the Supervisory Board for the financial performance criteria and non-financial 
performance criteria (ESG targets) are presented below.

Financial and non-financial performance criteria of the Performance Share Plan 
(PSP/LTI)
For the reporting year, the Supervisory Board defined the following financial and non- 
financial performance criteria with their corresponding weighting in the context of the 
overall target achievement:

	⁄ relative TSR (rTSR) – 40% (financial performance criterion)
	⁄ earnings per share (EPS) (adjusted) – 40% (financial performance criterion)
	⁄ ESG targets – 20% (non-financial performance criterion).

Performance Share Plan (PSP)

÷

= ×

=

×
=

+ +
Fair Value

Target amount(EUR)
(per Executive Board 

Employment Agreement)

Number of 
Conditionally 

Vested Virtual Shares

∅ Share price
60 trading days before the

end of the performance
period plus dividends

Payout amount 

Cap 250% of 
target amount

Performance period: 4 years

Final number of 
virtual shares

(Comparison to STOXX® 
Europe Total Market 
Aerospace & Defense)

Financial year

40% Relative TSR
40% EPS (adjusted) 20% ESG

(EUR)

n+4

FYn+3FYn FYn+1 FYn+2

Overall level of target achievement (0 – 200%)
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Relative TSR (rTSR) – financial performance criterion
Relative total shareholder return (rTSR) is recognized as an external performance crite-
rion geared to the capital market. It focuses on a relative measurement of MTU share 
performance against listed companies from the same industry environment and thus 
the direct alignment of the PSP/LTI with the interests of MTU shareholders. This rewards 
long-term and sustainable outperformance by the MTU share compared with relevant 
companies from the same industry environment. 

The relative TSR (rTSR) compares MTU’s TSR performance with the TSR performance of 
the companies in the STOXX® Europe Total Market Aerospace & Defense based on the 
percentile ranking method. In the context of the PSP/LTI, the relative TSR (rTSR) is there-
fore defined as the ranking of MTU’s TSR performance compared to the TSR performance 
of the companies in the STOXX® Europe Total Market Aerospace & Defense Index. In 
order to determine the relative TSR target achievement, the TSR performance of the MTU 
share during the performance period is determined and the TSR performance of the 
companies of the STOXX® Europe Total Market Aerospace & Defense (benchmark index) 
is compared. MTU’s TSR performance is the share price performance plus notionally 
reinvested gross dividends. In a similar way to how MTU’s TSR performance is deter-
mined, the TSR performance of each company in the benchmark index (STOXX® Europe 
Total Market Aerospace & Defense) is determined and ranked on this basis. The average 
value of the 60 trading days before the respective reference date – start and end of the 
assessment period (performance period) – is used for the relative TSR start value and 
end value.

In the event that the selected benchmark index is significantly restructured, adjusted or 
discontinued during the performance period, MTU’s Supervisory Board reserves the right 
to select an alternative benchmark index at its reasonable discretion and, if necessary, 
to calibrate the target achievement curve. No such developments relating to the bench-
mark index had to be taken into account for the reporting year.

Earnings per share (EPS) (adjusted) – financial performance criterion
Adjusted earnings per share (adjusted EPS) do not fall under the regulation of the Inter-
national Financial Reporting Standards (IFRSs) and are explicitly regarded as a supple-
ment to the key figures reported in accordance with IFRSs and is calculated as follows: 

Earnings per share (EPS) (adjusted) are calculated in accordance with the (IFRS-)regulat-
ed calculation of basic earnings per share, but taking into account adjusted net income 
instead of IFRS net income.

The starting point for deriving adjusted net income is the financial performance criteri-
on of adjusted earnings before interest and taxes (adjusted EBIT) described in the STI. 
Firstly, the adjusted earnings before income taxes is derived from this by adding the net 
interest income and the interest portion of the other financial income/expense to the ad-
justed EBIT. None of the other components of financial income/expense, especially those 
that are influenced by the U.S. dollar exchange rate, such as the effects of exchange-rate 
hedging, are taken into account here. Adjusted net income is in turn calculated on the 
basis of adjusted earnings before income taxes by reducing it by the “normalized” taxes 
on income. The “normalized” taxes are derived from the average Group tax rate of 
27% (previous year: 27%) determined as part of the Group’s operational planning. The 
after-tax earnings contributions from companies accounted for using the equity method 
included in the adjusted net profit before income taxes are not part of the tax base.

Background information and quantified details on the reconciliation to adjusted net 
income can be found in the management report in the section headed Economic report/
Results of operations/Reconciliation to adjusted key financial performance figures – Results of 
operations.

The target value for the adjusted earnings per share (EPS [adjusted]) set by the Super-
visory Board for the respective reporting period is the arithmetic mean of the adjusted 
earnings per share (EPS [adjusted]) derived from the Group’s operational planning 
for the grant year of the PSP/LTI tranche and the three subsequent years. The target 
achievement for EPS (adjusted) is correspondingly calculated as the arithmetic mean of 
the realized adjusted EPS figures determined during the four-year assessment period 
(performance period) on the basis of the external, audited financial reporting compared 
to the defined target value. 



MTU Aero Engines AG  Management compensation report 2025 10

ESG targets – non-financial performance criterion
The ESG performance criteria are defined by the Supervisory Board for each fiscal year, 
taking into account MTU’s sustainability strategy. To this end, the Supervisory Board se-
lects up to three non-financial performance criteria (ESG targets) and defines quantifiable 
target values to be achieved within the PSP/LTI assessment period (performance period). 
The inclusion of ESG targets in the PSP/LTI underscores the ambition of the company’s 
management and Supervisory Board to achieve sustainable business development that 
takes appropriate account of the interests of all ESG stakeholders and thus boosts the 
MTU Group’s future viability.

List of ESG criteria

Environmental 
management Social commitment Compliance

Growth & 
resilience

Product responsibility 
& quality

Innovation
Employer
attractiveness Employees & diversity

Responsible 
procurement Digital

An explanation of the non-financial performance criteria selected for the reporting year 
can be found in the following section headed Development of performance-related compo-
nents.

Further rules on compensation

Pension arrangements
All Executive Board members appointed prior to fiscal year 2021 receive contributions 
under direct defined benefit pension commitments. The structure of these commitments 
is outlined below in the section headed Rules when terminating the contracts of members of 
the Executive Board. Instead of such direct defined benefit commitments, Executive Board 
members appointed for the first time after January 1, 2021 receive an annual, earmarked 
contribution for their own pension provision. 

Malus and clawback clauses
Further, the compensation system for the Executive Board contains malus and claw-back 
rules. This enables the Supervisory Board, at its discretion, to reduce performance-relat-
ed components that have not been paid out (malus clause) or claim reimbursement of 
performance-related components that have already been paid (clawback clause). The 

regulations for malus or clawback are to be applied in the event of serious breaches – 
e.g., of the Code of Conduct or compliance guidelines. Moreover, the rules serve to 
retroactively correct the measurement of performance-related compensation compo-
nents that have already been determined and paid out if this was based on consolidated 
financial statements qualified as being incorrect* and the corresponding corrected 
consolidated financial statements would have resulted in a lower amount being paid out. 

Share ownership guidelines
Under the applicable share ownership guidelines, the CEO and other members of the 
Executive Board are required to acquire shares in MTU equivalent to 200% (CEO) and 
100% (other Executive Board members) of their base remuneration within a transition 
period of four years from their initial appointment. All Executive Board members met the 
key requirements of the share ownership guidelines in the year under review. Executive 
Board members still within their four-year transition period are expanding their share 
portfolio as required in line with the planned schedule. Shares acquired in accordance 
with the share ownership guidelines are subject to a two-year lock-up period once a 
member leaves the Executive Board.

Departure from the defined compensation system in the interests of MTU’s  
well-being
Under Section 87a (2) sentence 2 of the German Stock Corporation Act (AktG), in spe-
cial and exceptional circumstances (e.g., in the event of a serious financial or economic 
crisis), the Supervisory Board may temporarily depart from the defined compensation 
system if this is in the long-term interests of MTU. In this context, generally unfavorable 
market developments are explicitly not considered special and exceptional circumstances 
permitting temporary departure from the compensation system. Departure from the 
compensation system is only possible on the basis of a corresponding resolution by the 
Supervisory Board, based on a proposal by the Personnel Committee, after careful exam-
ination of its necessity. Even in such cases, the compensation must still be geared to the 
long-term and sustainable development of MTU and reflect the success of the company 
and the performance of the Executive Board. 

* 	 Retrospective qualification / adverse audit report
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Maximum compensation
In accordance with Section 87a (1) sentence 2 no. 1 of the German Stock Corporation 
Act (AktG), the Supervisory Board has set a maximum level of compensation for each 
member of the Executive Board. This comprises all fixed and variable components (fixed 
compensation, fringe benefits, pension arrangements, performance-related compensa-
tion). The maximum compensation caps the total compensation granted for a given fiscal 
year, regardless of the relevant payout date. It amounts to €8.5 million for the CEO and 
€5.0 million for the other Executive Board members. 

The arrangement takes into account the stipulation that this limitation be kept stable 
over several years and, in the opinion of the Supervisory Board, explicitly implies no ref-
erence to the target compensation level. When defining the maximum remuneration, the 
Supervisory Board was guided by common practice for the DAX stock market segment 
relevant for MTU (cross-comparison). Furthermore, they took into account the possibility 
of actuarial peak effects related to existing direct pension commitments. (https://www.
mtu.de/fileadmin/EN/5_Investor_Relations/9_1_Annual_General_Meeting/2024_AGM_A_04_
Top_8__further_info_remuneration_system_MTU.pdf)

Development of performance-related components

Short-term incentive (STI)

Target achievement for STI 2025

Weighting

Minimum 
value 

(50% target 
achieve-

ment)

Target value 
(100% target 

achieve-
ment)

Maximum 
value 

(200% target 
achieve-

ment) Actual value Payout ratio

Financial performance 
criteria

EBIT (adjusted) 50 % €920 million
€1,150 
million

€1,323 
million

€1,351 
million 200.00 %

Free cash flow 
(adjusted) 30 % €190 million €250 million €295 million €378 million 200.00 %

Non-financial 
performance criteria

CO2 abatement 
through sustainable 
measures (10 %) 5.90 kt CO2 7.40 kt CO2 8.50 kt CO2 8.86 kt CO2 (200.00 %)

Training days per 
employee (10 %) 2.25 days 3.00 days 3.60 days 3.49 days (181.67 %)

ESG targets 20 % 190.84%

Weighted overall 
target achievement 198.17%

Strategic multiplier 0.8 1.0 1.2 1.2 1.2

STI payout ratio 237.80%

https://www.mtu.de/fileadmin/EN/5_Investors/9_1_Annual_General_Meeting/2024_AGM_A_04_Top_8__further_info_remuneration_system_MTU.pdf
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Financial performance criteria of the short-term incentive (STI)
A target value (payout ratio 100%) of €1,150 million, a minimum value (payout ratio 50%) 
of €920 million, and a maximum value (payout ratio 200%) of €1,323 million were set 
for the EBIT (adjusted) financial STI performance criterion. In the reporting year (as-
sessment period / performance period), the maximum value was exceeded at a realized 
EBIT (adjusted) of €1,351 million, which means a payout ratio of 200% for this financial 
performance criterion. In accordance with the defined weighting of the financial and 
non-financial STI performance criteria, the payout ratio of the EBIT (adjusted) criterion is 
incorporated in the weighted overall STI target achievement at a share of 50%.

A target value (payout ratio 100%) of €250 million, a minimum value (payout ratio 50%) 
of €190 million and a maximum value (payout ratio 200%) of €295 million were set for 
the reporting year for the free cash flow (adjusted) financial STI performance criterion. In 
the reporting year (assessment period / performance period), the maximum value was 
exceeded at a realized free cash flow (adjusted) of €378 million, which means a payout 
ratio of 200% for this financial performance criterion. In accordance with the defined 
weighting of the financial and non-financial STI performance criteria, the payout ratio of 
the free cash flow (adjusted) criterion is incorporated in the weighted overall STI target 
achievement at a share of 30%. 

Non-financial performance criteria – ESG targets – of the short-term incentive (STI) 
“For the reporting year, two equally weighted non-financial STI performance criteria were 
set as ESG targets. The ‘CO2 abatement through sustainable measures’ criterion from the 
environmental management area and the ‘training days per employee’ criterion from the 
employer attractiveness or employees & diversity areas.

The ‘CO2 abatement through sustainable measures’ criterion describes the reduction 
of emissions resulting from sustainably implemented energy efficiency measures (e.g., 
use of heat pumps) and climate-neutral substitution of existing energy requirements 
(e.g., use of photovoltaic systems) compared to emissions in 2019 (reference figure). 
The Supervisory Board selected the criterion to give a targeted boost to MTU’s “ecoRo-
admap” climate protection strategy, which aims to continuously reduce emissions from 
production and maintenance activities at MTU. With this strategy, MTU is contributing to 
the achievement of the targets in the Paris Climate Agreement. All major production and 
maintenance facilities controlled by MTU are taken into account here (sites: Munich, Ha-
nover, Ludwigsfelde, Rzeszów, Vancouver, and Nova Pazova). Target achievement for the 
‘CO2 abatement through sustainable measures’ criterion is measured for the 12-month 
performance period from December 1, 2024 to November 30, 2025. The separation of 

this performance period from the fiscal year is needed to safeguard the time-consum-
ing process of recording, evaluating and assuring the quality of an extensive amount of 
decentralized reporting data. The calculation is based on the emissions factors for the 
reference year 2019, the year in which savings began to be measured as part of MTU’s 
“ecoRoadmap” climate protection strategy.

A target value (payout ratio 100%) of 7.40 metric kilotons of CO2, a minimum value 
(payout ratio 50%) of 5.90 metric kilotons of CO2, and a maximum value (payout ratio 
200%) of 8.50 metric kilotons of CO2 were set for the reporting year for the ‘CO2 abate-
ment through sustainable measures’ non-financial STI performance criterion. For the 
year under review (assessment period / performance period from December 1, 2024 to 
November 30, 2025), the target was exceeded with achieved “CO2 abatement through 
sustainable measures” of 8.86 metric kilotons of CO2. This corresponds to a payout ratio 
of 200.00% for this non-financial performance criterion. “In accordance with the defined 
weighting of the financial and non-financial STI performance criteria, the payout ratio of 
the “CO2 abatement through sustainability measures” criterion is incorporated into the 
weighted overall STI target achievement at a calculated share of 10% (weighting of ESG 
targets: 20%). (ESRS E1-13)”3

The “training days per employee” criterion expresses the average duration of training 
achieved per employee at the German MTU sites (Munich, Hanover, Ludwigsfelde). 
The Supervisory Board selected the criterion to give a targeted boost to the strategic, 
forward-looking focus on proactive learning and individual development – as it considers 
learning and training to be a prerequisite for the recruitment and retention of employ-
ees who realize their potential and put their ideas into practice. This will further deepen 
and anchor the established leadership values of “we transform,” “we empower” and “we 
create trust” by giving the employee development process a central management focus. 
Integrating ambitious employee development in a period characterized by business 
growth and limited human resources must be recognized as a complex challenge. The 
target achievement for the “training days per employee” criterion is measured for the as-
sessment period (performance period) between January 1, 2025 and December 31, 2025.

A target value (payout ratio 100%) of 3 days, a minimum value (payout ratio 50%) of 2.25 
days and a maximum value (payout ratio 200%) of 3.60 days were set for the reporting 
year for the “training days per employee” non-financial STI performance criterion. For the 
reporting year (assessment period / performance period of January 1, 2025 to December 
31, 2025), the target value was exceeded at a realized 3.49 “training days per  

3	 This disclosure is part of MTU Aero Engines AG’s Group Sustainability Statement for fiscal year 2025.
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employee”, which, on the basis of linear interpolation, means a payout ratio of 181.67% 
for this non-financial performance criterion. In accordance with the defined weighting of 
the financial and non-financial STI performance criteria, the payout ratio of the “training 
days per employee” criterion is incorporated into the weighted overall STI target achieve-
ment at a calculated share of 10% (weighting of ESG targets: 20%).

The target achievement of the equally weighted non-financial performance criteria (ESG 
targets) “CO2 abatement through sustainable measures” of 200.00% and “training days 
per employee” of 181.67% results in an arithmetic mean of 190.84%, which, taking into 
account the weighting of the ESG targets, is incorporated in the weighted STI overall 
target achievement at 20%. (ESRS 2 GOV-3 29a, 29b, 29c)”4

Weighted overall target achievement of the short-term incentive (STI)
Taking into account the target achievement of the financial and non-financial STI perfor-
mance criteria defined for the reporting year and their weighting, the weighted overall 
STI target achievement is 198.17%.

Short-term incentive (STI) strategic multiplier
In addition to the financial and non-financial STI performance criteria described, the Su-
pervisory Board has defined five additional criteria, achievement of which scales the STI 
strategic multiplier from 0.8 to 1.2. 

4	 This disclosure is part of MTU Aero Engines AG’s Group Sustainability Statement for fiscal year 2025.

The strategic multiplier criteria defined for the reporting year and the Supervisory 
Board’s assessment of their achievement are described below:

Criteria – strategic multiplier Determination of target achievement

Strategic 
multiplier 

contribution

STI strategic multiplier base amount 0.80

1.	 Technology options and scenarios 
related to the basic structure of the 
program consortium are available for 
the 2nd generation GTF.

The Supervisory Board considers the above criterion to 
have been fully met in the reporting year. 
In fiscal year 2025, the technology options targeted 
with the criterion were identified and evaluated. 
Additionally, scenarios related to the basic structure of 
the program consortium are available, providing a 
sound basis for further planning and implementation 
of decisions. In November 2025, the consortium 
partners P&W, JAEC and MTU expressly and publicly 
confirmed their intention to work together.

+0.08

2.	 An industrialization concept has been 
defined to increase rates in the EJ200 
engine program.

The Supervisory Board considers the above criterion to 
have been fully met in the reporting year. 
In fiscal year 2025, a feasible industrialization concept 
for increasing the production rate of the EJ200 engine 
has been created and documented under this criterion. 
The anticipated demand levels were defined in 
consideration of the probability of occurrence and the 
feasibility of the increased production rates for primary 
components and unmachined parts was confirmed. 
The measures required for this purpose have been 
identified and the respective investments are 
underway.

+0.08

3.	 The schedule for the expansion of the 
MRO site in Fort Worth and the future 
portfolio have been defined. An 
industrialization plan is in place for the 
ramp-up phase.

The Supervisory Board considers the above criterion to 
have been fully met in the reporting year. 
Significant progress was made in the expansion of the 
Fort Worth site in fiscal year 2025. The portfolio 
(LEAP-1A and LEAP-1B and GEnx) was defined in 
consideration of the strategic focus areas and has 
been negotiated with the OEMs. Procurement for 
machinery and tooling has been initiated and the shop 
layout has been finalized. An in-depth industrialization 
plan and qualification plans for the ongoing expansion 
are in place. As a result, the foundations have been 
established for a successful expansion and the 
safeguarding of operational capability.

+0.08
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Criteria – strategic multiplier Determination of target achievement

Strategic 
multiplier 

contribution

4.	 Ramp-up of the new MRO site in 
China/Jinwan is complete: The 
introduction of SAP is complete and 
the first PW1100G-JM engines have 
been delivered following a successful 
shop visit.

The Supervisory Board considers the above criterion to 
have been fully met in the reporting year.
In fiscal year 2025, the ramp-up of the new MRO site in 
Jinwan/China targeted with this criterion was 
successfully completed. The SAP ERP system has been 
successfully launched. Construction was completed on 
schedule, allowing the first PW1100G-JM engine repairs 
to be successfully dispatched to the order system and 
delivered.

+0.08

5.	 The initialization phase of the 
end-to-end business and IT 
transformation project has been 
successfully completed: By the end of 
2025, the governance structure had 
been established, the business 
process model defined and the 
ongoing initiatives established. A 
supporting change management 
system has been established, 
providing the basis for upcoming 
project phases.

The Supervisory Board considers the above criterion to 
have been fully met in the reporting year. 
In fiscal year 2025, the initialization phase of the 
end-to-end business and IT transformation project was 
successfully completed. A clear governance structure 
was established and areas of responsibility and 
decision-making channels were defined. The business 
process model is in place and forms the basis for the 
definition of coordinated sub-processes during the 
next program phase. Existing initiatives have been 
integrated so that uniform alignment can be ensured. 
In addition, a comprehensive change management 
system has been established to prepare the 
organization for the next steps.

+0.08

STI strategic multiplier determined 1.20

Overall, the Supervisory Board was able to determine that the targets for all five defined 
criteria had been achieved for the year under review and thus that the STI strategic mul-
tiplier was 1.2.

Short-term incentive (STI) payout ratio
Taking into account the weighted overall STI target achievement of 198.17% and the stra-
tegic multiplier determined of 1.2, this results in an STI payout ratio of 237.80%.

Performance Share Plan (PSP)/long term incentive (LTI)

Target achievement PSP/LTI 2025

Weighting

Minimum value 
(0% or 50% 

target 
achievement)

Target value 
(100% target 

achievement)

Maximum 
value 

(200% target 
achievement)

Financial performance criteria

Relative total shareholder return (rTSR) 40% 25th percentile 50th percentile 75th percentile

Earnings per share (EPS) (adjusted) 40% 14.21 € 17.77 € 20.43 €

ESG performance criteria

Remaining CO2 emissions (10%) 0,0% 10,4% 18,3%

Women in management (10%) 15,0% 17,0% 19,0%

ESG targets 20%

As of January 1, 2025, the members of the Executive Board were conditionally allocated 
virtual shares (performance shares) under the Performance Share Plan (PSP/LTI) in accor-
dance with their respective contractual PSP/LTI target direct compensation component 
and the grant date fair value of €314.15 per virtual share (performance share). 



MTU Aero Engines AG  Management compensation report 2025 15

The following table shows the virtual shares (performance shares) conditionally allocated 
to the current tranches: 

Current LTI tranches 

Tranche

Target 
amount 

in €

Grant date 
fair value 

in €

Number of 
provisionally 

allocated 
virtual shares

Maximum 
number of 

possible 
performance 

shares

Maximum 
possible 

payout 
amount 

(250% of 
target 

amount) 
in €

Lars Wagner 1) 2025 1,392,000 2) 314.15 4,431 8,862 3,480,000

2024 1,392,000 166.34 8,369 16,738 3,480,000

Dr. Johannes 
Bussmann 3) 2025 556,522 314.15 1,772 3,544 1,391,305

2024

Peter Kameritsch 4) 2025 684,000 5) 314.15 2,178 4,356 1,710,000

2024 684,000 166.34 4,113 8,226 1,710,000

Katja Garcia Vila 6) 2025 513,000 314.15 1,633 3,266 1,282,500

2024

Dr. Silke Maurer 2025 684,000 314.15 2,178 4,356 1,710,000

2024 684,000 166.34 4,113 8,226 1,710,000

Michael Schreyögg 2025 684,000 314.15 2,178 4,356 1,710,000

2024 684,000 166.34 4,113 8,226 1,710,000

1)	� Executive Board member until August 31, 2025.
2)	� A partial amount of EUR 464,000 is allocated to the period following departure from the Executive Board.
3)	� Executive Board member since July 15, 2025.
4)	� Executive Board member until June 30, 2025.
5)	� A partial amount of EUR 342,000 is allocated to the period following departure from the Executive Board.
6)	� Executive Board member since April 1, 2025.

Further information on the development of the fair value of performance shares granted 
in the reporting year under the PSP/LTI can be found in the Notes to the Consolidated 
Financial Statements in section 27. Other provisions. 

Financial performance criteria of the Performance Share Plan (PSP/LTI)
For the financial performance criterion of relative TSR (rTSR – MTU’s percentile ranking 
compared with the TSR performance of the companies in the STOXX® Europe Total Mar-
ket Aerospace & Defense Index), the target value for the LTI/PSP tranche granted in the 
reporting year (payout ratio of 100%) was set at the 50th percentile, the minimum value 
(payout ratio 0%) at the 25th percentile and the maximum value (payout ratio 200%) 
at the 75th percentile. The Supervisory Board set the target, minimum and maximum 
values after careful consideration of the various practices in place internationally, with 
the aim of ensuring that the compensation of the members of the Executive Board is 
competitive, in particular in comparison with the relevant practices on the DAX, the stock 
exchange segment relevant to MTU (www.mtu.de/fileadmin/EN/5_Investor_Relations/9_1_
Annual_General_Meeting/2024_AGM_A_04_Top_8__further_info_remuneration_system_MTU.
pdf).

In accordance with the defined weighting of the financial and non-financial STI perfor-
mance criteria, the payout ratio of the rTSR criterion is incorporated in the weighted 
overall PSI/LTI target achievement at a share of 40%.

A target value (payout ratio 100%) of €17.77/share, a minimum value (payout ratio 50%) 
of €14.21/share and a maximum value (payout ratio 200%) of €20.43/share were set for 
the reporting year for the EPS (adjusted) financial PSP/LTI performance criterion. 

In accordance with the defined weighting of the financial and non-financial STI perfor-
mance criteria, the payout ratio of the EPS (adjusted) criterion is incorporated in the 
weighted overall PSP/LTI target achievement at a share of 40%.

Non-financial performance criteria – ESG targets – of the Performance Share Plan 
(PSP/LTI)
“For the reporting year, two equally weighted non-financial PSP/LTI performance criteria 
were set as ESG targets, the ‘remaining CO2 emissions’ criterion from the environmental 
management area and the ‘women in leadership’ criterion from the employees & diversi-
ty area.

The “remaining CO2 emissions” criterion expresses the residual Scope 1 and 2 CO2 emis-
sions from MTU’s production and maintenance activities targeted at the end of the four-
year PSP/LTI assessment period (performance period) for 2028. The Supervisory Board 
selected the criterion to give a targeted boost to MTU’s “ecoRoadmap” climate protection 
strategy, which aims to continuously reduce emissions from production and mainte-
nance activities at MTU. With this strategy, MTU is contributing to the achievement of the 
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targets in the Paris Climate Agreement, based on the requirements of the Science Based 
Targets initiative (SBTi). In accordance with the SBTi requirements, the 2024 base value of 
50.2 metric kilotons of CO2 must be reduced by 5.72% a year, corresponding to a reduced 
CO2 value of 47.3 kilotons of CO2 for the year 2025. All major production and mainte-
nance facilities controlled by MTU in 2025 are taken into account here (sites: Munich, 
Hanover, Ludwigsfelde, Rzeszów, Vancouver, and Nova Pazova). The target achievement 
for the “remaining CO2 emissions” criterion across the four-year assessment period (per-
formance period) is measured by comparing remaining emissions between December 
1, 2024 and November 30, 2025 (reference period) and between December 1, 2027 and 
November 30, 2028 (target period). The separation of this performance period from the 
fiscal year is needed to safeguard the time-consuming process of recording, evaluating 
and assuring the quality of an extensive amount of decentralized reporting data. For the 
non-financial PSP/LTI performance criterion of “reduction of remaining CO2 emissions”, 
the following targets were defined in the target period (December 1, 2027– November 
30, 2028) compared with the reference period (December 1, 2024– November 30, 2025): 
a target value (payout ratio 100%) of 42.40 metric kilotons of CO2, a minimum value (pay-
out ratio 50%) of 47.30 metric kilotons of CO2, and a maximum value (payout ratio 200%) 
of 38.70 metric kilotons of CO2. The definition of minimum, target, and maximum values 
expresses the ambition of not exceeding the base value, reduced by 5.72%, despite sig-
nificant business growth.

In accordance with the defined weighting of the financial and non-financial PSP/LTI per-
formance criteria, the payout ratio of the “remaining CO2 emissions” criterion is incorpo-
rated into the weighted overall PSP/LTI target achievement at a calculated share of 10% 
(weighting of ESG targets: 20%). (ESRS E1-13)”5

The “women in leadership” criterion expresses the relative proportion of female manag-
ers targeted at the German MTU sites (Munich, Hanover, Ludwigsfelde) at the end of the 
four-year PSP/LTI assessment period (performance period). The Supervisory Board se-
lected the criterion to give a targeted boost to gender equality in a professional context 
and thus to promoting equal opportunities. 

5	 This disclosure is part of MTU Aero Engines AG’s Group Sustainability Statement for fiscal year 2025.

A target value (payout ratio 100%) of 17.0%, a minimum value (payout ratio 50%) of 
15.0% and a maximum value (payout ratio 200%) of 19.0% were set for the reporting year 
for the “women in leadership” non-financial PSP/LTI performance criterion. The definition 
of minimum, target and maximum values expresses the ambition of bringing the propor-
tion of female managers in line with the relative proportion of female employees within 
the assessment period (performance period).

In accordance with the defined weighting of the financial and non-financial PSP/LTI per-
formance criteria, the payout ratio of the “women in leadership” criterion is incorporated 
in the weighted overall PSP/LTI target achievement at a calculated share of 10% (weight-
ing of ESG targets: 20%) (ESRS 2 GOV-3 29a, 29b, 29c). »6

Weighted overall target achievement for the Performance Share Plan (PSP/LTI)
The PSP/LTI performance-related compensation component granted for the reporting 
year will be paid out as planned after the level of target achievement for the four-year 
PSP/LTI assessment period (performance period) has been determined in 2028. 

Further information on the development of obligations in connection with performance 
shares granted under the PSP/LTI in the reporting year can be found in the Notes to the 
Consolidated Financial Statements in section 27. Other provisions.

6	 This disclosure is part of MTU Aero Engines AG’s Group Sustainability Statement for fiscal year 2025.
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Compensation of individual members of the Executive Board

Compensation for the reporting period
The members of the Executive Board were granted the following total target compen-
sation for the reporting year; the performance-related compensation components were 
based on theoretical target achievement of 100%. 

Further information on the development of target compensation can be found in the 
section headed Vertical comparison.

Total target compensation

Members of the Executive Board

Lars Wagner 1) 
Chief Executive Officer until 

August 31, 2025

Dr. Johannes Bussmann 1) 
Chief Executive Officer 

since September 1, 2025 
Member of the Executive 
Board since July 15, 2025

Peter Kameritsch 1) 
Chief Financial Officer and 
Chief Information Officer 

until June 30, 2025

Katja Garcia Vila 1) 
Chief Financial Officer and 
Chief Information Officer 

since July 1, 2025 
Member of the Executive 
Board since April 1, 2025

Dr. Silke Maurer 
Chief Operating Officer

Michael Schreyögg 
Chief Program Officer

in €
2025 2024 2025 2024 2025 2024 2025 2024 2025 2024 2025 2024

Fixed compensation 733,336 1,100,004 463,772 330,000 660,000 495,000 660,000 660,000 660,000 660,000

Pension allowance 2) 153,043 165,000 200,000 200,000

Fringe benefits 17,312 39,479 5,008 5,033 9,595 9,126 11,944 10,347 33,775 29,911

Total non-performance-related compensation 750,648 1,139,483 621,824 335,033 669,595 669,126 871,944 870,347 693,775 689,911

Proportion of non-performance-related compensation in % 22% 24% 38% 30% 28% 44% 43% 36% 34% 29%

STI 618,667 928,000 463,768 228,000 456,000 342,000 456,000 456,000 456,000 456,000

LTI (PSP) 928,000 1,392,000 556,522 342,000 684,000 513,000 684,000 684,000 684,000 684,000

Additional ad hoc performance-related compensation in special 
exceptional cases 3) 800,000 400,000 400,000 400,000

Total performance-related compensation 1,546,667 3,120,000 1,020,290 570,000 1,540,000 855,000 1,140,000 1,540,000 1,140,000 1,540,000

Proportion of performance-related compensation in % 46% 64% 62% 51% 64% 56% 57% 64% 56% 64%

Pension expenses (IAS 19) 4) 1,056,879 588,570 201,931 200,267 187,851 185,617

Proportion of pension expenses in % 32% 12% 18% 8% 9% 8%

Total target compensation 3,354,194 4,848,053 1,642,114 1,106,964 2,409,862 1,524,126 2,011,944 2,410,347 2,021,626 2,415,528

1)	� During the period under review, Executive Board members received prorated compensation due to some members joining the Board and some members leaving the Board during the year.
2)	� Executive Board members who were appointed to the Executive Board for the first time after January 1, 2021 receive a pension allowance for their own pension provision.
3)	� Resolution by the Supervisory Board in 2024 financial year: Waiving the ability to grant this performance-related component from the 2025 financial year onwards.
4)	� A defined benefit commitment is granted to Executive Board members who were appointed for the first time before the 2021 financial year.
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Compensation granted and owed
The following table contains an individual breakdown of the compensation of each Exec-
utive Board member for the reporting year. The non-performance-related compensation 
is reported as compensation granted and corresponds to the amounts paid in the report-
ing year. The performance-related compensation is reported as compensation granted 
and owed, and thus corresponds to the amounts to be received in the following year for 
the reporting year.

The long-term PSP/LTI performance-related remuneration granted in the reporting year 
will be reported in the compensation report for fiscal year 2028 due to its four-year as-
sessment period (performance period). 

Total compensation granted and owed

Members of the Executive Board

Lars Wagner 1) 
Chief Executive Officer until 

August 31, 2025

Dr. Johannes Bussmann 1) 
Chief Executive Officer 

since September 1, 2025 
Member of the Executive 
Board since July 15, 2025

Peter Kameritsch 1) 
Chief Financial Officer and 
Chief Information Officer 

until June 30, 2025

Katja Garcia Vila 1) 
Chief Financial Officer and 
Chief Information Officer 

since July 1, 2025 
Member of the Executive 
Board since April 1, 2025

Dr. Silke Maurer 
Chief Operating Officer 

Michael Schreyögg 
Chief Program Officer

Total 

in € 2025 2024 2025 2024 2025 2024 2025 2024 2025 2024 2025 2024 2025 2024

Fixed compensation 733,336 1,100,004 463,772 330,000 660,000 495,000 660,000 660,000 660,000 660,000 3,342,108 3,080,004

Pension allowance 2) 153,043 165,000 200,000 200,000 518,043 200,000

Fringe benefits 3) 17,312 39,479 5,008 5,033 9,595 9,126 11,944 10,347 33,775 29,911 82,198 89,333

Total non-performance-related compensation 750,648 1,139,483 621,824 335,033 669,595 669,126 871,944 870,347 693,775 689,911 3,942,350 3,369,337

Proportion of non-performance-related 
compensation in % 34% 28% 36% 38% 32% 45% 45% 38% 39% 32%

STI 4) 1,471,189 2,133,472 1,102,840 542,184 1,048,344 813,276 1,084,368 1,048,344 1,084,368 1,048,344 6,098,226 5,278,504

LTI (PSP) 5)

Additional ad hoc performance-related 
compensation in special exceptional cases 6) 800,000 400,000 400,000 400,000 2,000,000

Total performance-related compensation 1,471,189 2,933,472 1,102,840 542,184 1,448,344 813,276 1,084,368 1,448,344 1,084,368 1,448,344 6,098,226 7,278,504

Proportion of performance-related 
compensation in % 66% 72% 64% 62% 68% 55% 55% 62% 61% 68%

Total compensation granted and owed 2,221,838 4,072,955 1,724,664 877,217 2,117,939 1,482,402 1,956,312 2,318,691 1,778,143 2,138,255 10,040,575 10,647,841

Pension expenses (IAS 19) 7) 1,056,879 588,570 201,931 200,267 187,851 185,617 1,446,661 974,454

Total compensation including pension expenses 3,278,717 4,661,525 1,724,664 1,079,148 2,318,206 1,482,402 1,956,312 2,318,691 1,965,994 2,323,872 11,487,236 11,622,295

1)	� During the period under review, Executive Board members received prorated compensation due to some members joining the Board and some members leaving the Board during the year.
2)	� Executive Board members who were appointed to the Executive Board for the first time after January 1, 2021 receive a pension allowance for their own pension provision.
3)	� Fringe benefits include charges to taxable income covering benefits in kind amounting to €65,982 (previous year: €55,290) , premiums for insurance policies taken out on behalf of members of the Executive Board amounting to €7,001 (previous year: €6,786) 

and membership dues amounting to €9,216 (previous year: €27,257).
4)	� The payment is made after approval of the consolidated financial statements in the following year.
5)	� The LTI from the PSP (tranche 2025) will be reported as compensation granted or owed after the end of the four-year performance period in fiscal year 2028.
6)	� Supervisory Board resolution in fiscal year 2024: ability to grant this compensation relinquished from fiscal year 2025 onward.
7)	� A defined benefit commitment is granted to Executive Board members who were appointed for the first time before the 2021 fiscal year.
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Members of the Executive Board did not receive any compensation for supervisory board 
and similar appointments at Group companies. The Group did not grant any loans to 
members of the Executive Board in the reporting period or the previous year. 

The compensation of the members of the Executive Board did not have to be adjusted 
due to a malus or clawback in either the reporting period or the previous year. Moreover, 
there was no need to temporarily depart from the defined compensation system due to 
specific exceptional circumstances. 

The compensation of the members of the Executive Board did not have to be adjusted 
due to exceeding the maximum compensation set in either the reporting period or the 
previous year. 

Former Executive Board members who were active during the past ten years received 
pension payments of €926,515 in the reporting year (Reiner Winkler €613,727; Dr. Rainer 
Martens €312,788).
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Vertical comparison
The following table shows the change in the individual compensation of the Executive 
Board and Supervisory Board members, the earnings indicators for the company and the 
Group and the average compensation of the workforce. The following aspects are to be 
taken into account here:

	⁄ Unlike the rest of the workforce, the Executive Board’s target direct compensation is 
so far reviewed and, if necessary, adjusted not on an annual basis but at less frequent 
intervals and thus has to take into account a multi-year adjustment for inflation.

	⁄ The impact of performance-related compensation components varies greatly in the 
vertical comparison because of the differentiated compensation structures, and no 
conclusions can be drawn from these about the development of the target direct 
remuneration.

	⁄ The retention of profits within foreign subsidiaries means that MTU Aero Engines AG’s 
net profit after tax calculated in accordance with the German Commercial Code (HGB) 
is of limited use as an indicator of the MTU Group’s performance and therefore as 
a reference for the development of the performance-related compensation compo-
nents. Accordingly, the Group’s EBIT (adjusted), which is also used as the financial per-
formance target for performance-related remuneration components for the Executive 
Board and all of the German workforce, is reported here as additional information.

	⁄ In all compensation groups evaluated, the calculation of the annual changes in com-
pensation excludes company pension schemes. 

Vertical comparison

2025

Change 
2025 vs. 2024 

in % 2024

Change 
2024 vs. 2023 

in % 2023

Change 
2023 vs. 2022 

in % 2022

Change 
2022 vs. 2021 

in % 2021

Compensation granted and owed to Executive Board members active as  
at December 31, 2025

Dr. Johannes Bussmann 1) 1,724,664 -

Katja Garcia Vila 2) 1,482,402 -

Dr. Silke Maurer 3) 1,956,312 –16% 2,318,691 41% 1,638,685 -

Michael Schreyögg 1,778,143 –17% 2,138,255 34% 1,597,026 –20% 1,991,578 9% 1,830,669

Earning indicators

Adjusted Group EBIT (IFRS) 1,351 28% 1,053 29% 818 25% 655 40% 468

Net profit of MTU Aero Industries AG (German Commercial Code [HGB]) 950 92% 494 294% –255 –195% 267 35% 198

Average compensation of the worldforce

Employees in Germany 4) 101,662 2% 99,265 5% 94,380 6% 88,870 2% 87,118

1)	� Executive Board member since July 15, 2025.
2)	� Executive Board member since April 1, 2025.
3)	� Executive Board member since February 1, 2023.
4)	� Includes the active workforce in Germany (permanent employees, including employees on parental leave working part-time) standardized to full-time equivalents (FTEs) based on the following compensation elements: non-performance related basic salary 

and, depending on employment group, collectively agreed one-time payments or performance-related variable compensation (profit-sharing bonus, bonuses I and II, STI and PSP/LTI or RSP/LTI).
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Vertical comparison

Change 
2025 vs. 2024 

in %

Change 
2024 vs. 2023 

in %

Change 
2023 vs. 2022 

in %

Change 
2022 vs. 2021 

in %

Compensation of former Executive Board members

Peter Kameritsch –17% 34% 1) –20% 1) 9% 1)

Dr. Rainer Martens 1% 1% 1% 34%

Lars Wagner –18% 34% 1) 53% 1) 9% 1)

Reiner Winkler 1% 1% - 2)

Compensation granted and owed to present Supervisory Board members

Gordon Riske (Chairman of the Supervisory Board, Personnel Committee and Nomination Committee) (since May 5, 2022) –1% 0% 55% - 3)

Josef Mailer (Deputy Chairman of the Supervisory Board) 
(Supervisory Board member since Okctober 15, 2015) –2% 0% 0% 74%

Ute Wolf (Chair of the Audit Committee and member of the Personnel Committee and Nomination Committee since May 8, 2024) 
(Supervisory Board member since May 11, 2023) 22% 148% - 2)

Dr. Christine Bortenlänger (member of the Audit Committee since April 22, 2021) 0% –2% 0% 97%

Dr. Johannes Bussmann (Supervisory Board member until May 8, 2025) –51% - 4)

Kai Eisenblätter (Supervisory Board member since May 11, 2023) 3% 46% - 2)

Daniele Frijia (Supervisory Board member since August 17, 2022) 0% 2% 152% - 3)

Dr. Marc Haltrich (Supervisory Board member since May 11, 2023) 3% 46% - 2)

Anita Heimerl (Supervisory Board member since July 17, 2018) 3% –3% 3% 67%

Dr. Detlef Kayser (Supervisory Board member since May 8, 2025) - 5)

Dr. Rainer Martens (Supervisory Board member since January 26, 2021) 3% –3% 3% 77%

Claudia Sowa-Frank (Supervisory Board member since May 11, 2023) 0% 57% - 2)

Dr. Peter Weckesser (Supervisory Board member since May 8, 2025) - 5)

Univ.-Prof. Dr. Marion A. Weissenberger-Eibl (Supervisory Board member until May 8, 2025) –66% –3% 3% 67%

1)	� To ensure better comparability, the relative changes in the period from fiscal 2021 to fiscal 2024 relate to the period of active membership on the Executive Board.
2)	� First-time payment in fiscal year 2023.
3)	� First-time payment in fiscal year 2022.
4)	� First-time payment in fiscal year 2024.
5)	� First-time payment in reporting period.
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Rules when terminating the contracts of members of the  
Executive Board

Regulations in the event of joining or leaving during the year
If an individual joins or leaves the company during the fiscal year, entitlements to fixed 
remuneration and STI and PSP/LTI performance-related remuneration components are 
granted pro rata temporis – unless agreed individually otherwise.

Rules regarding changes within the Executive Board during the 
reporting period
Lars Wagner left the Executive Board early on August 31, 2025 and Peter Kameritsch 
also departed early on June 30, 2025. For the period between each members’ departure 
and the end of their contractual term in office on December 31, 2025, they each received 
prorated target compensation for their earlier work on the Executive Board. For the 
period following his departure, Lars Wagner received prorated fixed remuneration in 
the amount of €366,668, fringe benefits of €11,327 and a proportionate STI of €735,595. 
Lars Wagner also received company pension benefits amounting to €181,320. Lars 
Wagner left the company early on October 31, 2025; for this reason, the aforementioned 
amounts comprise half the amount of the remuneration for the period from August 31, 
2025 to October 31, 2025 and a severance payment. The respective prorated remunera-
tion components granted to Peter Kameritsch include fixed remuneration of €330,000, 
fringe benefits of €3,906 and a STI of €542,184. Peter Kameritsch also received company 
pension benefits amounting to €148,752. In all cases, the granting of variable remuner-
ation components, the calculation of the target achievement rate and the subsequent 
payouts are based exclusively on the plan conditions originally defined.

Pension arrangements
The active members of the Executive Board in the reporting year who were appointed 
before fiscal year 2021 earn vested entitlements to company pension benefits in accor-
dance with the “MTU Pension Capital – Pension Provisions for Members of the MTU Aero 
Engine’s AG Executive Board” plan. The benefit target is to provide a pension amounting 
to 60% of the fixed basic compensation after 15 years of service on the Executive Board. 

To replace any MTU pension entitlements earned by individual Executive Board members 
prior to their appointment to the Executive Board, they are granted an initial transfer 
amount equal to their individually earned pension capital. Once the initial transfer 
amount has been determined, a pension account is opened for each eligible member 
of the Executive Board, to which further capital units are credited annually. The annual 
capital units are determined on the basis of the individual Executive Board member’s 
contribution and an age-related factor. The age-related factor represents an interest rate 
of 6% p.a. until the age of 60. As a rule, the contribution period is limited to 15 years of 
service on the Executive Board and ends when the member reaches the age of 60. From 
the age of 61, the pension capital earns interest at 4% p.a. until the pension is drawn (= 
bonus amount) up to the age of 65. The total of the accrued capital units, plus the initial 
transfer amount and any bonus amounts credited, make up the pension capital available 
to finance post-employment benefits. 

If benefits are payable because a member of the Executive Board becomes disabled or 
dies before reaching the fixed retirement age of 60, 50% of the benefits earnable up to 
the fixed age limit are added to the accrued balance on the pension account, taking into 
account the promised contribution period. The amount credited is based on the contri-
bution paid at the time of exit.

When an insured event occurs, the pension capital is generally granted as a one-time 
payment. At the request of the Executive Board member and subject to the Group’s 
approval already granted, a lifelong annuity may be granted, with 1% adjustment p.a. 
Alternatively, at the request of the Executive Board member, the capital may be drawn in 
10 installments, with a 4% increase in each case.

Executive Board members appointed for the first time after January 1, 2021 receive a 
pension allowance in the form of a lump-sum payment for their own pension provision, 
which is paid out annually in cash, instead of an entitlement to a direct defined benefit 
commitment. Granting the pension allowance instead of direct commitments relieves 
MTU of the actuarial opportunities and risks related to defined benefit commitments.

Basic details of the above-mentioned commitments and benefits are shown individually 
in the following table:
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Existing post-employment benefit entitlements

Members of the Executive 
Board 
in €

Initial transfer 
amount 1)

Guaranteed 
capital 2)

Annual 
contribution

End of 
contribution 

period

Annual 
pension 

amount 3)

Lars Wagner 207,344 207,344 362,641 31.08.2025 424,682

Peter Kameritsch 461,573 461,573 148,752 30.06.2025 245,867

Michael Schreyögg 365,627 365,627 378,089 31.12.2025 354,995

1)	� Entitlements earned up to the time of the change in the pension plan - Michael Schreyögg: July 1, 2013; Peter Kameritsch 
and Lars Wagner: January 1, 2018.

2)	� Level of benefits to which the insured party would have been entitled under the previous pension plan.
3)	� All entitlements to company pension benefits (excluding employee-funded capital account), taking the respective 

contribution period into account.

The differences in the annual contributions to the pension accounts result from the re-
maining periods of service until the end of the respective maximum contribution period, 
the respective age-related factors, and the individual amounts of pensionable compensa-
tion.

The following table shows the service cost for the reporting year and the previous year, 
and the corresponding levels of provisions, recognized in accordance with IFRS for mem-
bers of the Executive Board:

Allocations to pension provisions and total amounts recognized

Members of the Executive Board 
 
 
 
in €

Year Service  
cost 

(IFRSs)

Carrying amount 
of pension 

provisions as of 
Dec. 31 (IFRSs) 1)

Lars Wagner 2025 1,056,879 2) 5,487,761

2024 588,570 4,942,257

Peter Kameritsch 2025 201,931 5,024,736

2024 200,267 5,846,312

Michael Schreyögg 2025 187,851 6,590,764

2024 185,617 6,687,857

Total 2025 1,446,661 17,103,261

2024 974,454 17,476,426

1)	� Where appropriate, the provisions include obligations relating to claims arising from the individual employee-funded capital 
accounts (“Pension Capital Aufbaukonto”) from previous service periods.

2)	� Regular allocations to provisions require allocations to be distributed evenly up until the age of 62; the contribution period 
is shortened to end on December 31, 2025 due to their departure from the company and the present value of the reduced 
vested entitlements were recorded as of the reporting date. 

The defined benefit obligations (DBO) for former members of the Executive Board, mea-
sured in accordance with International Financial Reporting Standards (IFRSs), amount to 
€19,452,318 (previous year: €21,551,775).
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Early termination of contracts of service

Severance payment 
Members of the Executive Board whose contract of service is terminated early by MTU 
are entitled to receive a severance payment equivalent to the total of the prorated fixed 
compensation, prorated short-term incentive (STI) and prorated compensation under 
the Performance Share Plan (PSP/LTI) for the original remaining term of their contract. 
The severance payment is capped at twice the departing Executive Board member’s total 
annual compensation (“severance payment cap”). 

If the contract of service is terminated by MTU for compelling cause, no severance pay-
ment is made. In this case, all PSP/LTI tranches expire without compensation. 

In the event of a change of control (CoC), Executive Board members have the right 
to resign from their office as a member of the Executive Board for cause. Under the 
contracts of service for members of the Executive Board, a change of control is deemed 
to have occurred if a shareholder, alone or on the basis of voting rights attributable to 
that shareholder pursuant to Sections 33 et seqq. of the German Securities Trading Act 
(WpHG), acquires the majority of the voting rights in the company and this results in 
material disadvantages for the Executive Board. Material disadvantages are, in particular, 
if the Executive Board member is removed, if the member’s responsibilities and duties 
are significantly altered, or if the Executive Board member is asked to accept a reduction 
in employment benefits or to agree to premature termination of the respective contract 
of service. In such case, each member of the Executive Board shall have a special right 
of termination, which is to be exercised within a period of six months, with a period of 
notice of three months to the end of a month. If a member of the Executive Board makes 
use of the special right of termination, or if the Executive Board member’s contract of 
service is terminated by mutual consent within nine months of the change of control, the 
Executive Board member receives a severance payment corresponding to the benefits 
still to be awarded up to the end of the contract term originally agreed. For the calcula-
tion of the severance payment, 100% target fulfillment is agreed for the variable com-
pensation components. The maximum amount of the severance payment is limited to 
the severance payment cap. 

Incapacity to work and death
In the event of incapacity to work due to illness, accident or another reason for which the 
Executive Board member is not responsible, the Executive Board member shall continue 
to receive their fixed compensation for a period of 12 months, but no longer than until 
the end of the Executive Board contract of service. The short-term incentive will also 
continue to be granted. If the temporary incapacity to work lasts longer than 12 months, 
the payment amount determined from the PSP/LTI at the end of the performance period 
is reduced proportionately. This is calculated from the following ratio: the number of full 
months of incapacity for work beyond the 12-month period in relation to the total perfor-
mance period of 48 months. 

If the Executive Board member dies during the term of the Executive Board contract 
of service, the spouse, registered partner or dependent children receive the (pro rata) 
fixed compensation for the month of death and the three months following the month 
of death. A pro rata claim up to the end of the month of death arises for STI. In this case, 
the payout ratio of 100% and the strategic multiplier of 1 are taken into account and 
multiplied by the individual target amount. With respect to the tranche(s) of the Perfor-
mance Share Plan (PSP/LTI) prior to the expiration of the performance period, all virtual 
performance shares will be forfeited, and a compensatory payment will be made for the 
virtual performance shares. Here, the conditionally allocated number of virtual shares is 
multiplied by the average MTU share price of the last 60 trading days before the date of 
death, and the dividends paid within the performance period up to that point are added.

Performance-related compensation in the event of early termi-
nation of the contract of service
If the appointment is revoked by MTU for compelling cause, the Executive Board mem-
ber shall not receive any short-term incentive (STI) for the fiscal year in progress at the 
time of end of membership of the Executive Board if the contract of service is terminated 
without notice. 

If the Executive Board contract of service ends by termination by MTU without notice 
for cause in accordance with Section 626 (1) of the German Civil Code (BGB) or by the 
resignation of the mandate by the Executive Board member without a mutually agreed 
arrangement, or if the appointment is revoked by the Supervisory Board for cause 
pursuant to Section 84 (4) of the German Stock Corporation Act (AktG) before the end of 
the performance period, all performance shares of the PSP/LTI shall be forfeited without 
compensation (“bad leaver”).
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If a member of the Executive Board ends their term of office after their contract of 
service has expired, whether at the instigation of MTU or the Executive Board member, 
the current PSP/LTI tranches granted during their term of office will be paid out to the 
respective Executive Board member after the assessment period (performance period) 
and in accordance with the relevant target achievement pursuant to the PSP/LTI plan 
conditions described (“good leaver”).

Compensation of the Supervisory Board
The rules governing Supervisory Board compensation are laid down in the articles of as-
sociation of MTU Aero Engines AG. The compensation is relative to the size of the Group 
and the duties and responsibilities of the Supervisory Board members. 

Pursuant to Article 12 of the current articles of association of MTU Aero Engines AG, 
members of the Supervisory Board receive fixed annual compensation of €80,000, 
payable after the end of the fiscal year. The chair of the Supervisory Board receives three 
times and the deputy one-and-a-half times the amount of fixed compensation. In addi-
tion to this compensation, members serving on one of the Supervisory Board’s commit-
tees receive an additional €20,000 for the fiscal year and a further €40,000 for the fiscal 
year if they chair a committee. Supervisory Board members who are also members of the 
Nomination Committee receive an additional €10,000, while the chair of this committee 
receives an additional €20,000. Furthermore, members of the Supervisory Board receive 
an attendance fee of €3,000 per meeting of the Supervisory Board and its committees, 
limited to €3,000 per day. Expenses incurred in connection with the exercise of their 
office are reimbursed, as is any value-added tax payable on compensation. The members 
of the Supervisory Board do not receive any share-based compensation.

The following table contains an individualized breakdown of the compensation of each 
Supervisory Board member in the reporting year (figures exclude value-added tax). The 
fixed annual payment and compensation for committee membership are disclosed as 
compensation owed and comprise the compensation for the reporting year paid out at 
the start of the following year. 
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The attendance fees are disclosed as compensation granted and are the amounts paid to 
each member in the reporting year.

Compensation granted and owed to the Supervisory Board for 2025

Supervisory Board members Fixed annual payment
Compensation for 

membership in committee Attendance fees Total compensation

in € in % in € in % in € in % in € in %

Gordon Riske (Chairman of the Supervisory Board, Personnel Committee and Nomination Committee) 240,000 67% 90,000 25% 30,000 8% 360,000 100%

Josef Mailer (Deputy Chairman of the Supervisory Board) 1) 2) 4) 120,000 61% 40,000 20% 36,000 18% 196,000 100%

Ute Wolf (Chair of the Audit Committee) 1) 3) 80,000 38% 90,000 43% 39,000 19% 209,000 100%

Dr. Christine Bortenlänger 2) 80,000 60% 20,000 15% 33,000 25% 133,000 100%

Dr. Johannes Bussmann (until May 8, 2025) 28,444 83% 6,000 17% 34,444 100%

Kai Eisenblätter 4) 80,000 77% 24,000 23% 104,000 100%

Daniele Frijia 1) 4) 80,000 63% 20,000 16% 27,000 21% 127,000 100%

Dr. Marc Haltrich 80,000 77% 24,000 23% 104,000 100%

Anita Heimerl 4) 80,000 77% 24,000 23% 104,000 100%

Dr. Detlef Kayser (since May 8, 2025) 51,778 78% 15,000 22% 66,778 100%

Dr. Rainer Martens 80,000 77% 24,000 23% 104,000 100%

Claudia Sowa-Frank 2) 4) 80,000 60% 20,000 15% 33,000 25% 133,000 100%

Dr. Peter Weckesser (since May 8, 2025) 51,778 74% 18,000 26% 69,778 100%

Univ.-Prof. Dr. Marion A. Weissenberger-Eibl (until May 8, 2025) 28,444 83% 6,000 17% 34,444 100%

Total 1,160,444 280,000 339,000 1,779,444

1)	� Member of the Personnel Committee.
2)	� Member of the Audit Committee.
3)	� Member of the Nomination Committee.
4)	� These employee representatives have declared that they will donate their Supervisory Board compensation to the Hans-Böckler-Stiftung, in accordance 

with the guidelines of the Confederation of German Trade Unions.
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Note: This is a translation of the German original. Solely the original text in German 
language is authoritative.

Independent Auditor’s Report

To MTU Aero Engines AG, Munich
Report on the audit of the remuneration report

We have audited the attached remuneration report of MTU Aero Engines AG, Munich, for 
the financial year from January 1 to December 31, 2025, including the related disclosures, 
prepared to meet the requirements of Section 162 AktG [Aktiengesetz: German Stock 
Corporation Act].

Responsibility of the Management Board and the Supervisory Board
The management and the Supervisory Board of MTU Aero Engines AG are responsible 
for the preparation of the remuneration report, including the related disclosures, in 
accordance with the requirements of § 162 AktG. The management and the Supervisory 
Board are also responsible for such internal control as they have determined necessary 
to enable the preparation of the remuneration report that is free from material misstate-
ment. whether due to fraud or error.

Auditor’s responsibilities
Our responsibility is to express an opinion on this remuneration report, including the 
related disclosures, based on our audit. We conducted our audit in accordance with the 
German Generally Accepted Standards for Financial Statement Audits 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, in the remuneration report. The procedures selected 
depend on the auditor’s professional judgement. This includes an assessment of the 
risks of material misstatement, whether due to fraud or error, in the remuneration re-
port, including the related disclosures. In assessing these risks, the auditor considers the 
internal control system relevant for the preparation of the remuneration report, includ-
ing the related disclosures. The objective 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 management and the Supervisory Board, as well as evaluating the 
overall presentation of the remuneration report, including the related disclosures.

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

Opinion
In our opinion, on the basis of the knowledge obtained in the audit, the remuneration 
report for the financial year from January 1 to December 31, 2025, including the related 
disclosures, complies in all material respects with the financial reporting requirements of 
Section 162 AktG.

Other matter – formal examination of the remuneration report
The substantive audit of the remuneration report described in this independent auditor’s 
report includes the formal examination of the remuneration report required by Section 
162 (3) AktG, including issuing an assurance report on this examination. As we have 
issued an unqualified opinion on the substantive audit of the remuneration report, this 
opinion includes the conclusion that the disclosures pursuant to Section 162 (1) and (2) 
AktG have been made, in all material respects, in the remuneration report.

Limitation of liability
The terms governing this engagement, which we fulfilled by rendering the aforemen-
tioned services to MTU Aero Engines AG, are set out in the General Engagement Terms 
for Wirtschaftsprüfer and Wirtschaftsprüfungsgesellschaften [German Public Auditors 
and Public Audit Firms] as amended on 1 January 2024. By taking note of and using the 
information as contained in this auditor’s report, each recipient confirms to have taken 
note of the terms and conditions laid down therein (including the limitation of liability 
of EUR 4 million for negligence under Clause 9 of the General Engagement Terms) and 
acknowledges their validity in relation to us.

Munich, March 17, 2026

KPMG AG  
Wirtschaftsprüfungsgesellschaft 
[Original German version signed by:]

Huber-Straßer			   Hanshen 
Wirtschaftsprüferin		  Wirtschaftsprüfer 
[German Public Auditor]		  [German Public Auditor]


