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Remuneration Report.

The Remuneration Report summarizes the principles that
are applied to determine the remuneration of the Board
of Management of Daimler AG, and explains both the level
and the structure of its members’ remuneration. It also
describes the principles and level of remuneration of the
Supervisory Board.

In carrying out this review, the Presidential Committee and
the Supervisory Board consult independent external advisors,
above all to facilitate a comparison with remuneration
systems common in the market. If the review results in a need
for changes to the remuneration system for the Board of
Management, the Presidential Committee submits the relevant
proposals to the entire Supervisory Board for its approval.

Principles of Board of Management remuneration

On the basis of the approved remuneration system, the
Supervisory Board decides at the beginning of the year
on the base and target remuneration for the individual members
of the Board of Management and decides on the success
parameters relevant for the annual bonus in the coming year.
Furthermore, individual goals are decided upon for each
member of the Board of Management for the respective areas
of personal responsibility; those goals are then taken into
consideration after the end of the financial year when the annual
bonus is decided upon by the Supervisory Board.

Goals. The remuneration system for the Board of Management
aims to remunerate its members commensurately with their
areas of activity and responsibility and in compliance with applicable law, so that Daimler is an attractive employer also
for first-class executives. By means of adequate variability, the
system should also clearly and directly reflect the joint and
individual performance of the Board of Management members
and the sustained performance of the Group.
Practical implementation. For each upcoming financial year,
the Presidential Committee at first prepares a review by the
Supervisory Board of the system and level of remuneration
on the basis of a comparison with competitors. The main focus
is on checking for appropriateness, based on a horizontal and
vertical comparison. In the horizontal comparison, the following
aspects are given particular attention in relation to a group
of comparable companies in Germany:
– the effects of the individual fixed and variable components,
that is, the methods behind them and their reference
parameters;
– the relative weighting of the components, that is,
the relationship between the fixed base salary and the
short-term and long-term variable components;
– the ratio of an average employee’s income to that
of a member of the Board of Management;
and the resulting target remuneration consisting of base salary,
annual bonus and long-term variable remuneration, also with
consideration of entitlement to a retirement pension and fringe
benefits.
The vertical comparison focuses on the ratio of Board of
Management remuneration to the remuneration of the senior
executives and the entire workforce of Daimler AG in Germany,
also in terms of development over time. For this purpose, the
Supervisory Board has defined the group of senior executives
with the use of the Company’s internal levels of hierarchy.

For the long-term variable component of remuneration,
the Supervisory Board sets an amount to be granted for
the upcoming financial year in the form of an absolute
amount in euros and sets the respective performance targets.
In this way, the individual base and target remuneration and
the relevant performance parameters are set by the beginning
of each year.
After the end of each year, target achievement is measured
and the actual remuneration is calculated by the Presidential
Committee and is submitted to the Supervisory Board
for its approval.
The system of Board of Management remuneration in
2013. The remuneration system comprises a fixed base salary
(approximately 29% of the target remuneration), an annual
bonus (approximately 29% of the target remuneration), and
a variable component of remuneration with a long-term
incentive effect (approximately 42% of the target remuneration).
The spectrum of target achievement and the reference
parameters remained unchanged. Only 50% of the annual bonus
is paid out in the March of the following year. The other 50%
is paid out a year later with the application of a bonus-malus
rule (so-called deferral), depending on the development
of the Daimler share price compared with an automotive index
see pages 22 f, which
(Dow Jones STOXX Auto Index)
Daimler AG uses as a benchmark for the relative share-price
development. Both the delayed payout of the portion of the
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annual bonus (with the use of the bonus-malus rule) and
the variable component of remuneration with a long-term
incentive effect with its link to additional, ambitious com
parative parameters and to the share price reflect the recommendations of the German Corporate Governance Code
and give due consideration to both positive and negative
developments. The details of the system are as follows:
The base salary is fixed remuneration relating to the entire
year, oriented towards the area of responsibility of each
Board of Management member and paid out in twelve monthly
installments.
The annual bonus is variable remuneration, the level of which
is primarily linked to the operating profit of the Daimler Group
(EBIT). For the past financial year, the annual bonus was also
linked to the target for the respective financial year determined
by the Supervisory Board (derived from the level of return
targeted for the medium term and the growth targets), the actual
result compared with the prior year, the individual performance
of the Board of Management members and the achievement
of compliance targets. Optionally, additional key figures/assessment bases and targets can be included.
Primary reference parameters:
– 50% relates to a comparison of actual EBIT in 2013
with EBIT targeted for 2013.
– 50% relates to a comparison of actual EBIT in 2013
with actual EBIT in 2012.
Amount with 100% target achievement
(target annual bonus):
In the year 2013, 100% of the base salary.
Range of possible target achievement:
0 to 200%, that is, the annual bonus due to EBIT achievement
has an upper limit of double the base salary and may also
be zero (see below). Both primary reference parameters, each
of which relates to half of the bonus, can vary between 0%
and 200%. The limits of this bandwidth are defined by a deviation
of plus or minus 2% of the prior-year revenue.
On the basis of the resulting degree of target achievement,
an amount of up to 10% can be added or deducted, depending
on the aforementioned predefined key figures/assessment
basis. Since 2012, non-financial targets have been used
as a basis for assessment; for the past financial year, those
targets were employee and customer satisfaction, diversity
as well as the further development and permanent establishment
of the corporate value of integrity. Furthermore, the Super
visory Board has the possibility, based for example on the agreed
targets that have been set, to take account of the personal
performance of the individual Board of Management members
with an addition or deduction of up to 25%.
Once again in 2013, further individual targets were agreed upon
with the Board of Management with regard to the development
and sustained function of the compliance management system.
The complete or partial non-achievement of individual com
pliance targets can be reflected by a deduction of up to 25% from
the individual target achievement. However, the compliance
targets cannot result in any increase in individual target achievement, even in the case of full accomplishment.
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The Performance Phantom Share Plan (PPSP) is a variable
element of remuneration with long-term incentive effects.
At the beginning of the plan, the Supervisory Board specifies
an absolute amount in euros in the context of setting the
individual annual target remuneration. This amount is divided
by the relevant average price of Daimler shares calculated
over a long period of time, which results in the preliminary number
of phantom shares allocated. Also at the beginning of the
plan, performance targets are set for a period of three years.
Depending on the achievement of these performance targets
with a possible range of 0% to 200%, after three years, the
phantom shares allocated at the beginning of the plan are converted into the final number of phantom shares allocated.
After another plan year has elapsed, the amount to be paid
out is calculated from this number of phantom shares and
the applicable share price at that time. The share price relevant
for the payout under this plan is also relevant for allocating
the preliminary number of phantom shares for the plan newly
issued in this year.
Reference parameters for Plan 2013:
– 50% relates to the Group’s return on sales compared with
a group of competitors (BMW, Fiat, Ford, Honda, Paccar,
Renault, Toyota, Volvo and Volkswagen). For the measurement
of this success criterion, the competitors’ average return
on sales is calculated over a period of three years, whereby
the best and worst values are not taken into consideration.
The extent that Daimler’s return on sales deviates by up to +/-2
percentage points from the average thus calculated is
deemed to be the range of target achievement. This means
that target achievement is 200% if Daimler’s return on
sales is 2 percentage points or more above the competitors’
average. Target achievement is 0% if Daimler’s return on
sales is 2 percentage points or more below the competitors’
average.
– 50% relates to the Group’s return on net assets in relation
to the cost of capital. This criterion stands for the value
created by the Group. In a defined range between 6% and 8%
and between 8% and 16% (since the 2013 plan), appropriate
performance factors are allocated to the individual figures
for return on net assets in a linear relationship. This means
that target achievement is 200% if Daimler’s return on net
assets is 16% or more. Target achievement is 0% if Daimler’s
return on net assets is 6% or less.
Value upon allocation:
Determined annually in relation to a market comparison;
for 2013, approximately 1.3 to 1.6 times the base salary.
Range of possible target achievement:
0 to 200%, that is, the plan has an upper limit.
It may also be zero.
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Value of the phantom shares on payout:
The value of the phantom shares to be paid out depends
on target achievement measured according to the criteria
described above and on the share price relevant for the
payout. This share price is limited to 2.5 times the share price
at the beginning of the plan. In addition, the amount to be
paid out is limited to 2.5 times the absolute euro amount specified
at the beginning of the plan, which is relevant for the preliminary number of phantom shares allocated. During the four-year
period between the allocation of the preliminary phantom
shares and the payout of the plan proceeds, the phantom shares
earn a dividend equivalent in the amount of the actual
dividend paid on ordinary Daimler shares.
Guidelines for share ownership. As a supplement to these
three components of remuneration, “Stock Ownership
Guidelines” exist for the Board of Management. These guidelines require the members of the Board of Management to
invest a portion of their private assets in Daimler shares over
several years and to hold those shares until the end of their
Board of Management membership. The number of shares to
be held was set when the Performance Phantom Share Plan
was introduced in relation to double the then annual base salary
for each ordinary member of the Board of Management and
triple the then annual base salary for the Chairman of the Board
of Management. In fulfillment of the guidelines, up to 25%
of the gross remuneration out of each Performance Phantom
Share Plan is generally to be used to acquire ordinary shares
in the Company, but the required shares can also be acquired
in other ways.
Appropriateness of Board of Management remuneration.
In accordance with Section 87 of the German Stock Corporation Act (AktG), the Supervisory Board of Daimler AG once
again had an assessment of the system of Board of Management remuneration carried out by an external remuneration
expert in 2013. The result was that the remuneration system
as described above was confirmed as being in conformance with
the requirements of applicable law. The remuneration system,
which in 2013 was fundamentally unchanged from 2012 and 2011,
had already been approved by the Annual Shareholders’
Meeting in 2011.
New recommendations of the German Corporate Governance Code/Adjustment of the remuneration system with
affect as of January 1, 2014. According to the recommendation newly included in the German Corporate Governance Code
as amended on May 13, 2013, the maximum amount of Board
of Management remuneration is to be limited, both overall and
with regard to its variable components.
When the amended Code of May 2013 took effect, the
remuneration agreements with the members of the Board
of Management already called for limits on the components
of remuneration, which however, did not completely meet
the requirements of the new recommendation. Effective
January 1, 2014, the members of the Board of Management
approved the inclusion in their current contracts of service
of limits in line with Clause 4.2.3 Paragraph 2 Sentence 6
of the Code. In the adjustment agreements, percentage limits
with reference to the base salary were agreed upon also
for the annual bonus payments that had not yet been paid
for financial years 2012 and 2013. The percentage limit

referring to the grant value for the remuneration from the longterm and share-based component of remuneration, the
so-called Performance Phantom Share Plan, was also extended
to future dividend equivalents falling due from tranches
issued before January 1, 2014 and still running.
In addition to these also retroactive arrangements (i.e. limitation
of the total amount to be paid out from the annual bonus of
a financial year to 2.35 times the base salary of the respective
financial year and the inclusion of the dividend equivalent in
the limit of the PPSP), the maximum limit of total remuneration
for the Board of Management was set as of financial year
2014 at 1.9 times the target remuneration for its members
and 1.5 times the target remuneration for its Chairman.
The target remuneration consists of the base salary, the target
annual bonus and the grant value of the PPSP, excluding
fringe benefits and retirement benefit commitments. With the
inclusion of fringe benefits and retirement benefit commitments from the respective financial years, the maximum limit
of total remuneration increases by these amounts. The
possible cap on the amount exceeding the maximum limit
takes place with the payment of the PPSP issued in the
relevant financial year.
In addition, effective January 1, 2014, the bandwidth
of possible target achievement for the annual bonus was
adjusted as follows:
For the primary reference parameter defining 50% of the
annual bonus, “comparison of actual EBIT in the financial year
with the EBIT targeted for the financial year,” the limits of
the unchanged possible bandwidth of 0 to 200% are defined
as of 2014 as a deviation of +/- 3% from prior-year revenue
(previously 2%).
Furthermore, the Supervisory Board decided, with first-time
application for PPSP 2014, to redefine the competitive
group relevant for the performance measure “return on sales”
to include all stock-exchange-listed vehicle manufacturers
with an automotive proportion of more than 70% and an investment-grade rating. Another increase in the criteria is that
within the context of the unchanged possible bandwidth
of 0 to 200%, target achievement of 100% is only granted with
an average return on sales of 105% of the competitive group.
Moreover, the previous “return on net assets” performance
measure has been replaced with the development of the price
of Daimler shares compared with the share-price development of the competitive group newly defined for the calculation
of “return on sales.” The limits of possible target achievement
of 0 to 200% are defined by a deviation of +/- 50% from the average share-price development of the competitive group.
The system of remuneration of the Board of Management
otherwise remains unchanged.
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Board of Management remuneration in 2013
Total Board of Management remuneration in 2013. The total
remuneration granted by Group companies (excluding retirement
benefit commitments) to the members of the Board of Management of Daimler AG is calculated as the total of the amounts of
– the base salary in 2013,
– the half of the annual bonus for 2013 payable in 2014,
– the half of the medium-term share-based component
of the annual bonus for 2013 payable in 2015 with its value
at the balance sheet date (entitlement depending on
the development of Daimler’s share price compared with
the Dow Jones STOXX Auto Index),
– the value of the long-term share-based remuneration
at the time when granted in 2013, and
– the taxable non-cash benefits in 2013.
For both of the share-based components – the second
50% of the annual bonus and the PPSP with a long-term orientation – the amounts actually paid out can deviate significantly
from the values described depending on the development of
the Daimler share price and on the achievement of the relevant
target parameters. Upward deviation is possible only as far
as the maximum limits described above. Both components can
also be zero.

The remuneration of the Board of Management for the year 2013
amounts to €32.1 million (2012: €28.2 million). Of that total,
€9.1 million was fixed, that is, non-performance-related remuneration (2012: €7.5 million), €12.1 million (2012: €9.3 million)
was short- and medium-term variable performance-related remuneration (annual bonus with deferral), and €10.9 million was
variable performance-related remuneration granted in 2013 with
a long-term incentive effect (2012: €11.4 million).  C.46
When comparing with the prior-year figures, with regard to
the total of base salary, the annual bonus and the PPSP granted,
it is necessary to consider effect pro rata over time of the
appointment of Mr. Troska taking effect as of December 13, 2012.
The granting of non-cash benefits in kind, primarily the
reimbursement of expenses for security precautions and the
provision of company cars, resulted in taxable benefits for
the members of the Board of Management in 2013 as shown
in the table  C.47.

C.46
Board of Management remuneration in 2013
Base salary

Short and medium-term variable
remuneration (annual bonus)
Short-term
Medium-term

Long-term variable remuneration
(PPSP)
Number
Value when granted

Total

(2013: at share price €44.39)
(2012: at share price €48.23)

In thousands of euros
Dr. Dieter Zetsche

2013
2012

2,008
2,008

1,707
1,426

1,707
1,426

63,643
68,273

2,825
3,293

8,247
8,153

Dr. Wolfgang Bernhard

2013
2012

715
715

590
508

590
508

25,458
27,309

1,130
1,316

3,025
3,047

Dr. Christine Hohmann-Dennhardt

2013
2012

715
715

590
526

590
526

25,458
27,309

1,130
1,317

3,025
3,084

Wilfried Porth1

2013
2012

715
715

608
508

608
508

25,458
27,309

1,044
1,229

2,975
2,960

Andreas Renschler2

2013
2012

755
755

623
536

623
536

28,420
30,487

1,226
1,460

3,227
3,287

Hubertus Troska

2013
2012

715
37

590
24

590
24

25,458
–

1,130
–

3,025
85

Bodo Uebber3

2013
2012

866
866

736
636

736
636

30,433
32,647

1,199
1,402

3,537
3,540

Prof. Dr. Thomas Weber

2013
2012

715
715

626
490

626
490

27,031
28,998

1,200
1,399

3,167
3,094

Total

2013
2012

7,204
6,526

6,070
4,654

6,070
4,654

251,359
242,332

10,884
11,416

30,228
27,250

1 Taking into account supervisory board remuneration of €85,734 (2012: €88,460).
2 Taking into account supervisory board remuneration of €35,646 (2012: €10,913).
3 Taking into account supervisory board remuneration of €152,197 (2012: €173,048).
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Commitments upon termination of service
Retirement provision. The pension agreements of some
Board of Management members include a commitment
to an annual retirement pension, calculated as a proportion
of the former base salary and depending on the number
of years of service. Those pension rights were granted until
2005 and remain valid; they have been frozen at that level,
however. Payments of these retirement pensions start upon
request when the term of service ends at or after the age
of 60, or are paid as disability pensions if the term of service
ends before the age of 60 due to disability. The respective
agreements provide for a 3.5% annual increase in benefits
(with the exception that Wilfried Porth’s benefits are adjusted
in accordance with applicable law). The agreements include
a provision by which a spouse of a deceased Board of Management member is entitled to 60% of that member’s pension.
That amount can increase by up to 30 percentage points depending on the number of dependent children.
Effective as of January 1, 2006, we replaced the pension
agreements of the Board of Management members with a new
arrangement, the so-called pension capital system. Under
this system, each Board of Management member is credited
with a capital component each year. This capital component
comprises an amount equal to 15% of the sum of the Board
of Management member’s fixed base salary and the actual annual
bonus, multiplied by an age factor equivalent to a rate of
return of 6% until 2015 and 5% as of 2016 (Wolfgang Bernhard
and Wilfried Porth: 5% for all years). These contributions to
pension plans are granted only until the age of 60. The benefit
from the pension plan is payable to surviving Board of Management members upon retirement at or after the age of 60,
or as a disability pension upon retirement before the age
of 60 due to disability.
In 2012, Daimler introduced a new company retirement benefit
plan for new entrants and new appointments for employees
paid according to collective bargaining wage tariffs as well as for
executives: the “Daimler Pensions Plan.” As before, the new
retirement benefit system features the payment of annual contributions by Daimler, but is oriented towards the capital
market, combined with Daimler’s commitment to guarantee
the total of contributions paid. The Supervisory Board of
Daimler AG has approved the application of this system for
all newly appointed members of the Board of Management
(so far, Hubertus Troska). Accordingly, each member of the Board
of Management is credited with a capital component each
year. This amount is calculated from 15% of the total of the base
salary and the actual annual bonus. These contributions to
retirement provision are granted until the age of 62. The benefit
from the pension plan is payable to surviving Board of Management members upon retirement at or after the age of 62,
or as a disability pension upon retirement before the age
of 62 due to disability.

Payments under the pension capital system and
the Daimler Pensions Plan can be made in three ways:
– as a single amount;
– in twelve annual installments, whereby interest accrues
on each partial amount until it is paid out;
– as a pension with an annual increment (see above
Daimler Pension Plan pursuant to applicable law).
The contracts specify that if a Board of Management member
passes away before retiring for reason of age, the spouse
or dependent children is/are entitled to the full committed
amount in the case of the pension capital system, and to
the credit amount reached plus an imputed amount until the
age of 62 in the case of the Daimler Pensions Plan. If a Board
of Management member passes away after retiring for reason
of age, in the case of payment of twelve annual installments,
the heirs are entitled to the remaining present value. In the case
of a pension with benefits for surviving dependents, the
spouse/registered partner or dependent children is/are entitled
to 60% of the discounted terminal value (pension capital),
or the spouse/registered partner is entitled to 60% of the
actual pension (Daimler Pensions Plan).

C.47
Non-cash benefits and other fringe benefits
2013

2012

151

151

In thousands of euros
Dr. Dieter Zetsche
Dr. Wolfgang Bernhard

90

63

Dr. Christine Hohmann-Dennhardt

84

191

Wilfried Porth

93

114

Andreas Renschler1

511

152

Hubertus Troska2

603

4

Bodo Uebber

112

112

Prof. Dr. Thomas Weber

210

156

1,854

943

Total

1 Taking into account jubilee money of €62,995.
2 Taking into account jubilee money of €59,714. For the fulfillment
of disclosure obligations pursuant to Section 285 No. 9a of the German
Commercial Code (HGB), this amount is reduced by €155,000 for the
year 2013. The corresponding fringe benefits were granted and borne
by a subsidiary and are thus not included in the amounts to be disclosed
in the annual financial statements of the parent company, Daimler AG.

For the measurement of the total commitment, the targeted
level of retirement provision – also according to the period
of Board of Management membership – and the resulting
annual and long-term expense for the Company are taken into
consideration for each member of the Board of Management.
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Departing Board of Management members with pension agreements modified as of the beginning of 2006 receive, for the
period beginning after the end of the original service period and
for the last time upon reaching the age of 60, payments in
the amounts of the pension commitments granted as described
in the previous section. Departing Board of Management
members are also provided with a company car, in some case
for a defined period. These payments are made until the age
of 60, possibly reduced due to other sources of income, and are
subject to annual percentage increases described above
in the explanation of these pension agreements.
Service costs for pension obligations according to IFRS
amounted to €2.5 million in 2013 (2012: €2.4 million). The present
value of the total defined benefit obligation according to IFRS
amounted to €70.1 million at December 31, 2013 (December 31,
2012: €81.7 million). Taking age and period of service into
account, the individual entitlements, service costs and present
values are shown in the table.  C.48
Commitments upon early termination of service. In the case
of early termination of a service contract without an important
reason, Board of Management service contracts include commitments to payment of the base salary and provision of a
company car until the end of the original service period at a maximum. Such persons are only entitled to payment of the performance-related component of remuneration pro rata for the
period until they leave the Company. Entitlement to payment
of the performance-related component of remuneration with
a long-term incentive effect is defined by the conditions
of the respective plans.

Sideline activities of Board of Management members.
The members of the Board of Management should accept
management board or supervisory board positions and/or any
other administrative or honorary functions outside the Group
only to a limited extent. Furthermore, they require the consent
of the Supervisory Board before commencing any sideline
activities. This ensures that neither the time required nor the
remuneration paid for such activities leads to any conflict
with the members’ duties to the Group. Insofar as such sideline
activities are memberships of other statutory supervisory
boards or comparable boards of business enterprises, they
are disclosed in the notes to the annual company financial
statements of Daimler AG and on our website. In general, Board
of Management members have no right to separate remuneration for board positions held at other companies of the Group.
Loans to members of the Board of Management.
In 2013, no advances or loans were made to members
of the Board of Management of Daimler AG.
Payments made to former members of the Board of
Management of Daimler AG and their survivors. Payments
made in 2013 to former members of the Board of Management
of Daimler AG and their survivors amounted to €14.6 million
(2012: €15.4 million). Pension provisions for former members
of the Board of Management and their survivors amounted
to €217.0 million at December 31, 2013 (2012: €225.9 million).

The total of the payments described above including fringe
benefits is limited to double the annual remuneration and may
not exceed the total remuneration for the remaining period
of the service contract.

C.48
Individual entitlements, service costs and present values for members of the Board of Management
Annual pension
(as regulated
until 2005)
as of age 60

Service cost
(for pension,
pension capital and
Daimler Pensions Plan)

Present value
of obligations
(for pension,
pension capital and
Daimler Pensions Plan)

In thousands of euros
Dr. Dieter Zetsche

2013
2012

1,050
1,050

–
872

29,896
39,597

Dr. Wolfgang Bernhard

2013
2012

–
–

401
265

1,774
1,494

Wilfried Porth

2013
2012

156
156

223
156

6,579
6,472

Andreas Renschler

2013
2012

250
250

423
309

9,798
10,243

Hubertus Troska

2013
2012

–
–

272
5

2,488
2,227

Bodo Uebber

2013
2012

275
275

714
510

10,127
9,974

Prof. Dr. Thomas Weber

2013
2012

300
300

426
333

9,444
11,701

Total

2013
2012

2,031
2,031

2,459
2,450

70,106
81,708

Dr. Hohmann-Dennhardt has no entitlement to a company retirement benefit.
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Remuneration of the Supervisory Board
Supervisory Board remuneration in 2013. The remuneration
of the Supervisory Board is determined by the Shareholders’
Meeting of Daimler AG and is governed by the Company’s Articles
of Incorporation. The new regulations for Supervisory Board
remuneration approved by the Annual Shareholders’ Meeting
in April 2011 specify that the members of the Supervisory
Board receive, in addition to the refund of their expenses and
the cost of any value-added tax incurred by them in per
formance of their office, fixed remuneration of €100,000. The
Chairman of the Supervisory Board receives an additional
€200,000 and the Deputy Chairman of the Supervisory Board
receives an additional €100,000. The members of the Audit
Committee are paid an additional €50,000, the members of the
Presidential Committee are paid an additional €40,000 and
the members of the other committees of the Supervisory Board
are paid an additional €20,000; an exception is the Chairman
of the Audit Committee, who is paid an additional €100,000.
Additional payments are made for activities in a maximum
of three committees; any persons who are members of more
than three such committees receive additional payments
for the three most highly paid functions. Members of a Supervisory Board committee are only entitled to remuneration

for such membership if the committee has actually convened
to fulfill its duties in the respective year. The individual
remuneration of the members of the Supervisory Board is
shown in the table.  C.49
The members of the Supervisory Board and its committees
receive a meeting fee of €1,100 for each Supervisory
Board meeting and committee meeting that they attend.
No remuneration was paid for services provided personally
beyond the aforementioned board and committee activities,
in particular for advisory or agency services, except for the
remuneration paid to the members of the Supervisory Board
representing the employees in accordance with their contracts
of employment.
The remuneration of all the activities of the members
of the Supervisory Board of Daimler AG in the year 2013
was thus €3.0 million (2012: €3.0 million).
Loans to members of the Supervisory Board. In 2013,
no advances or loans were made to members of the Supervisory
Board of Daimler AG.

C.49
Supervisory Board remuneration
Name

Function(s) remunerated

Total in 2013

In euros
Dr. Manfred Bischoff

Chairman of the Supervisory Board, the Presidential Committee and the Nomination Committee

373,200

Erich Klemm1

Deputy Chairman of the Supervisory Board, the Presidential Committee and the Audit Committee

308,700

Dr. Paul Achleitner

Member of the Supervisory Board and the Nomination Committee

127,700

Sari Baldauf

Member of the Supervisory Board and the Nomination Committee

127,700

Dr. Clemens Börsig

Member of the Supervisory Board and the Audit Committee

163,200

Michael Brecht1

Member of the Supervisory Board and the Audit Committee

164,300

Prof. Dr. Heinrich Flegel

Member of the Supervisory Board (until April 10, 2013)

Dr. Jürgen Hambrecht

Member of the Supervisory Board and of the Presidential Committee

29,597
152,100

Petraea Heynike

Member of the Supervisory Board

107,700

Jörg Hofmann1

Member of the Supervisory Board and of the Presidential Committee (since April 10, 2013)

139,051

Andrea Jung

Member of the Supervisory Board (since April 10, 2013)

78,377

Dr. Thomas Klebe1, 3

Member of the Supervisory Board and of the Presidential Committee (until April 10, 2013)

52,456

Gerard Kleisterlee

Member of the Supervisory Board

106,600

Jürgen Langer1

Member of the Supervisory Board

107,700

Dr. Sabine Maaßen1

Member of the Supervisory Board (since April 10, 2013)

78,377

Wolfgang Nieke1

Member of the Supervisory Board (since April 10, 2013)

78,377

Ansgar Osseforth4

Member of the Supervisory Board (until April 10, 2013)

Valter Sanches2

Member of the Supervisory Board

107,700
107,700

29,597

Jörg Spies1

Member of the Supervisory Board

Elke Tönjes-Werner1

Member of the Supervisory Board (since April 10, 2013)

Lloyd G. Trotter

Member of the Supervisory Board

105,500

Dr. h. c. Bernhard Walter

Member of the Supervisory Board and Chairman of the Audit Committee

213,200

Dr. Frank Weber

Member of the Supervisory Board (since April 10, 2013)

78,377

Uwe Werner1

Member of the Supervisory Board (until April 10, 2013)

29,597

Lynton R. Wilson5

Member of the Supervisory Board (until April 10, 2013)

33,251

77,277

1 T he employee representatives have stated that their board remuneration is to be transferred to the Hans-Böckler Foundation,
in accordance with the guidelines of the German Trade Union Federation.
The Hans-Böckler Foundation is a German not-for-profit organization of the German Trade Union Federation.
2 Mr. Sanches has directed that his board remuneration is to be paid to the Hans-Böckler Foundation.
3 Dr. Klebe also received remuneration and meeting fees of €9,700 for his board services at Daimler Luft- und Raumfahrt Holding AG.
These amounts are also to be transferred to the Hans-Böckler Foundation.
4 Mr. Osseforth has directed that a portion of his board remuneration is to be paid to a
German Foundation for adult education (“Treuhandstiftung Erwachsenenbildung”).
5 Mr. Wilson also received remuneration of €3,654 for his board services at Mercedes-Benz Canada Inc.
and Mercedes-Benz Financial Services Canada Corp.
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