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Remuneration report
Letter from the Chair of the Nomination and Remuneration Committee

Dear Shareholders,

I am pleased to present Kempower’s Remuneration 
Report for the financial year 2025. The report has been 
reviewed by the Nomination and Remuneration 
Committee and approved by the Board of Directors. 
The newly updated Remuneration Policy will be 
presented at the Annual General Meeting in May 2026, 
where Shareholders will also make an advisory 
decision on the adoption of the Remuneration Report. 

The company’s Remuneration Policy is guided by 
fairness, competitiveness and the implementation of 
the company’s growth strategy. Compensation must 
also take into account the company’s 
internationalization and the resulting requirements, 
which are likewise reflected in the remuneration. 
We aim to give all Kempowerians an inspiring 
workplace and equal opportunities to develop their 
competencies and do meaningful work in promoting 
the green transition. Our remuneration practices aim 
at aligning the interests of employees with 
shareholders, and the employee share savings plan 
established in December 2023 encourages all 
Kempowerians to acquire and own shares at the 

company. The committee’s work is also guided by our 
objectives related to diversity, equity, inclusion, and 
belonging (DEIB) and company culture.

2025 was an active year for the Nomination and 
Remuneration Committee. Kempower appointed 
a new CEO in May 2025. The new CEO, Bhasker Kaushal, 
joined Kempower with more than 20 years’ experience 
with global companies, driving strategy development, 
services, and technology leadership, as well as 
delivering revenue growth. The company has also 
strengthened its Global Leadership Team. These 
changes are designed to strengthen Kempower’s 
innovation and technological leadership in the electric 
vehicle charging industry, accelerate customer 
responsiveness and position the company for 
long-term success. 

In February 2025, Kempower announced the 
establishment of a new share-based long-term 
incentive plan (LTI) for a selected target group of 
approximately 50 employees and resolved on a new 
plan period 2025-2028 for the employee share savings 
plan covering all employees as well as continuation of 
the restricted share unit plan. In the Performance Share 

Plan 2025–2027, the rewards are based on the Absolute 
Total Shareholder Return (TSR) of the Kempower share, 
Group Revenue and CO2 emission reduction / Revenue. 

2025 was a year of turnaround back to faster growth 
and better profitability. I want to thank all our 
employees for making this turnaround possible. I am 
proud of what we have achieved together and excited 
about the opportunities ahead. We remain committed 
to accelerating innovation, strengthening customer 
experience, and ensuring responsible growth across all 
our markets. I’m confident that with our dedicated 
team, we will continue at the forefront of making 
e-mobility possible also in 2026. 

Tuula Rytilä
Chair of the Nomination 
and Remuneration Committee

2 Kempower Annual Report 2025



Introduction
This remuneration report for 2025 is prepared in 
accordance with the Finnish Corporate Governance 
Code 2020 (the “Corporate Governance Code”). In this 
report, Kempower presents the salaries, fees and other 
financial benefits paid to the members of the 
Company's Board of Directors and the CEO during the 
financial year 2025 and based on the financial year 
2025. In addition, the report describes the decision-
making on remuneration and the key principles 
governing it at Kempower.

Description of the 
decision-making process
The Annual General Meeting makes the final decision 
on the remuneration of the Board of Directors annually. 
Kempower's Nomination and Remuneration 
Committee prepares the remuneration policy and any 
material changes to it, and the Board of Directors 
approves it for presentation to the Annual General 
Meeting.

The remuneration policy was presented for the first 
time at the 2022 Annual General Meeting. Kempower's 
remuneration policy is presented at the company's 
Annual General Meeting at least every four years and 
whenever significant changes are proposed.

Kempower's Nomination and Remuneration 
Committee prepares proposals for the remuneration 
of all members of the Board of Directors, and the 
Annual General Meeting makes the final decision on 
the remuneration of the Board of Directors annually.

The Board of Directors decides on the remuneration of 
the CEO and other members of the Leadership Team 
and the grounds for it. The remuneration of the CEO 
and the members of the Leadership Team consist of 
a monthly salary, benefits, an annual bonus and long-
term share-based incentive program. In addition, all 
Kempower employees are included in an annual bonus 
program (short-term incentive) that includes 
company-level targets as well as individual targets. In 
addition, both the management and all employees 
can participate in Kempower's long-term share 
savings program.

Remuneration principles 2025
In accordance with its remuneration policy, Kempower 
targets to reward its executives in a way that 
encourages and commits them to execution of the 
Company's strategy and the creation of shareholder 
value. Rewarding and remuneration development are 
assessed on the basis of the Company's success, 
general economic development and the industry's 
remuneration practices. In addition to a fixed salary, 
the key remuneration principle is performance-based 
variable compensation. Kempower's total 
remuneration consists of the following:

• Annual base salary
• Short-term incentive (STI)
• Long-term incentive scheme (LTI)
• Other financial benefits

During the financial year 2025, the remuneration policy 
was followed in the remuneration of the Board of 
Directors and the CEO. It was not resolved to defer, 

deny, or recover all or part of the remuneration of 
the members of the Board of Directors or the CEO.

Remuneration and business 
development 2021–2025
The table below describes how the remuneration paid 
to the members of Kempower's Board of Directors and 
CEO has developed proportionally during its previous 
financial years compared to the development of the 
average remuneration of the Kempower Group's 
employees and the financial development of the 
Kempower Group during the same period. 

The Company's financial development is expressed by 
presenting the development of the Kempower Group's 
revenue and order intake between the financial years 
2021–2025.

In the beginning of the review period the number of 
Board members was seven (7). In the 2025 Annual 
General Meeting the number of Board Members was 
increased to be eight (8). The Board has three 
committees: the Audit Committee, Nomination and 
Remuneration Committee and Technology Committee. 
The number of members of the committees in 2025 
were four (4) in Audit Committee, four (4) in Nomination 
and Remuneration Committee and four (4) in 
Technology Committee.

In recent years, the Board has expanded from seven in 
2021 to eight members in 2025, and its composition has 
become increasingly diverse and international, 
enhancing its strategic capacity. This evolution is 
reflected in the higher overall Board remuneration.
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2025 2024 2023 2022 2021

Board fees EUR 607,850 515,175 327,674 245,375 217,792
CEO fees EUR* 842,344 477,608 493,456 361,085 192,792
Remuneration of employees (average) EUR** 77,664 75,190 70,845 68,196 74,431
Revenue TEUR 251,295  223,697 283,614 103,644 27,400
Order intake TEUR 303,534  218,339 275,305 208,891 37,388
*Fees include the CEO transition during the period from 2 June to 2 December.
**wages,  salaries and bonuses paid according to the financial statements divided by the number of full-time employees.



Board remuneration 
during the financial 
year 2025
Kempower Corporation’s Annual General Meeting 
decided on May 7, 2025, that the Chair of the Board will 
be paid EUR 100,000 per year, the Deputy Chair EUR 
80,000 per year and the other members of the Board 
EUR 60,000 per year. Entitlement to the Board's annual 
fee accrues over time and is paid in equal monthly 
installments (annual fee / 12). In addition, a separate 
meeting fee is paid to the members of the Board of 
Directors for attending a meeting as follows:

• The meeting fee is EUR 700 per meeting if the 
meeting is held in the home country of the member 
of the Board of Directors or if the meeting is 
a virtual meeting,   

• The meeting fee is double (EUR 1,400) per meeting if 
the meeting is held on the same continent as where 
the home country of the member of the Board of 
Directors is located but not in his or her home 
country, and 

• The meeting fee is triple (EUR 2,100) per meeting if 
the meeting is held on a different continent from 
where the home country of the member of the Board 
of Directors is located.    

Travel expenses are reimbursed in accordance with 
Kempower’s travel policy.

In addition, the Chair of the Audit Committee is paid 
EUR 10,000 per year in addition to the Board fee and the 
Chair of the Nomination and Remuneration  
Committee and the Chair of the Technology 
Committee are paid EUR 5,000 per year.

No options, shares or other share-based 
remunerations have been granted to the members of 
the Board of Directors for their work as Board members.

No other financial benefits have been paid to the 
members of the Board of Directors in addition to the 
annual fee and meeting fees decided by the Annual 
General Meeting. There are no pension contributions 
related to the remuneration of the company's Board 
of Directors.

Remuneration of 
the CEO during the 
financial year 2025
During the financial year January 1, 2025 – December 31, 
2025, Tomi Ristimäki was holding the position of a CEO 
of Kempower Group between January 1 to June 1, 2025, 
and Bhasker Kaushal, who joined Kempower as a new 
CEO for the Group, from June 2, 2025, onwards.

Fees paid during the financial 
year 2025
The remuneration of the CEO Tomi Ristimäki consisted 
of a base salary, fringe benefits, an annual bonus 
related to the achievement of business objectives and 
two types of long-term incentives: Personnel issue 2021 

based share subscription and Performance share plan 
2022-24. CEO Bhasker Kaushal’s remuneration 
consisted of base salary and fringe benefits. He was 
included in both short-term and long-term plans as of 
the start of the employment and therefore there are no 
paid short- and long-term incentives for Bhasker 
Kaushal in 2025. 

The CEO is part of Kempower's general annual bonus 
program. In the financial year 2025, the CEO Tomi 
Ristimäki was paid a performance bonus based on 
the achievement of the targets under the 2024 bonus 
program, where the CEO’s STI percentage was 
50 percent in a target level and 100 percent in 
a maximum level. 

The targets of the annual bonus from 2024 were based 
on Kempower Group's Revenue and Order Backlog, 
total weight 70% of targets, North American business 
Revenue and Order backlog with weight 15% and 
Product Gross Margin, with weight 15% of targets. Due to 
a challenging year 2024 for the company, both the 
Group and the North America Revenue and Order 
Backlog targets ended up below minimum threshold 
resulting in 0% outcome. As the only successful target 
Product Gross Margin was achieved with maximum 
200% result leading to a bonus payout of 15% out of 
maximum. A total of EUR 48,843, was paid to the CEO 
Ristimäki in April 2025, and corresponding to 1.7 month’s 
basic salary.
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Remuneration paid to members of the Board of Directors during 
the financial year 1.1.–31.12.2025:
Board Member Annual fees (EUR) Meeting fees Total annual fees (EUR)

Vesa Laisi, Chair of the Board 105,000 7,700 112,700
Michael Hajesch 39,250 5,600 44,850
Teresa Kemppi-Vasama, Board Member 60,000 7,700 67,700
Antti Kemppi, Vice Chair of the Board 80,000 7,700 87,700
Olli Lauren, Board Member 60,000 13,300 73,300
Eriikka Söderström, Board Member 70,000 7,700 77,700
Tuula Rytilä, Board Member 65,000 9,800 74,800
Barbara Thierart-Perrin, Board Member 60,000 9,100 69,100
Total 539,250 68,600 607,850



In October 2021, the company had carried out a 
directed share issue made in deviation from the 
shareholders’ pre-emptive subscription rights to 
engage personnel of Kempower. The amount of shares 
subscribed by the CEO Ristimäki was 15 768. The lock-up 
period for subscribed shares ended on January 1, 2025.

In 2022 the Board of Directors of Kempower decided to 
establish a new share-based incentive plan consisting 
of three-year performance periods covering the 
financial years 2022–2024. During the performance 
period 2022–2024, the rewards were based on the Total 
Shareholder Return of the Kempower share in 
2022–2024, and Group Revenue in 2024. The maximum 
allocation of shares as a reward to the CEO Ristimäki  

was 14,000 Kempower’s shares including also the cash 
proportion. The final achievement of the plan after 
the performance period was 64% of the maximum 
allocation, and was paid out as 4,722 Kempower shares 
and 47,010 euros as a monetary reward that was used 
to cover income taxes.

The CEO Bhasker Kaushal has been allocated 47,709 
shares from the Restricted Share Unit pool. The reward 
payment will take place in the Summer 2028.

The company continued salary payments to CEO Tomi 
Ristimäki  until December 2, 2025 according to his 
contract,, and he received a Severance payment of 

171,000 euros in January 2026, which equals to his 6 
months salaries. 

Reimbursements were made to both CEOs in 
accordance with the company's travel policy and 
other policies

The CEO Kaushal’s annual fixed base salary for 2026 will 
remain the same as in 2025, 580 000 euros and STI 
bonus target percentage will remain as 65%.

Fees payable in the financial 
year 2026 based on the financial 
year 2025
Both the CEO Tomi Ristimäki and the CEO Bhasker 
Kaushal were part of Kempower's short-term incentive 
(STI) plan, under which the performance bonuses will 
be paid in April 2026. Based on the 2025 bonus plan the 
STI percentage for CEO Tomi Ristimäki was 60% in a 
target level and 120% in a maximum level. For the CEO 
Bhasker Kaushal the STI target was 65% in the target 
level and 130% in the maximum level. A total amount of 
approximately EUR 179 091 will be paid to Tomi Ristimäki 
as a bonus, which corresponds to a fixed base salary 
of 6.5 months, and for Bhasker Kaushal a total amount 
of approximately EUR 289,310 which corresponds to 
fixed base salary of 5.4 months.

The targets of the annual bonus to be paid to Tomi 
Ristimäki and Bhasker Kaushal on the basis of the 
financial year 2025 were based on the Kempower 
Group's Revenue and Order backlog, total weight 70% 
of targets, Group’s EBIT, total weight of 15% and North 
American Revenue and Order backlog with 15% weight.

The performance bonus to be paid to the CEO Tomi 
Ristimäki for the financial year 2025 is based on the 
Board's decision to pay the STI on the target level. 
The performance bonus to be paid to the CEO Bhasker 
Kaushal is based on the Board’s assessment and 
decision on the achievement of targets.
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Remuneration and benefits paid to the CEO during the financial year 
1.1.2025–31.12.2025

Variable components of 
remuneration, EUR /year

CEO renumeration
EUR /year

Name
Fixed basic salary 

EUR /year
Fringe  

benefits
Share-based 

incentives, EUR /year
Performance bonus 

based on the year 2024 Total

Tomi Ristimäki  300,977  16,625 100,279  48,843  466,724 
Bhasker Kaushal  338,333  37,287  —  —  375,620 

CEO STI Targets
Performance period Payable Performance metrics Weight Result

2024 2025 Revenue + Order backlog on 31.12.2024  70 % 0
North America Revenue + Order backlog on 31.12.2024  15 % 0
Gross Margin, products  15 %  200 %

2025 2026 Revenue + Order backlog on 31.12.2025  70 %  145 %
North America Revenue + Order backlog on 31.12.2025  15 %  200 %
EBIT  15 %  0 %



Long-term incentive plans

Performance Share Plans (PSP)
The Performance Share Plans consist of a three 
year performance period, covering the selected 
financial years. 

The aim of the Performance Share Plan is to align the 
objectives of the shareholders and key employees for 
increasing the value of the company in the long-term; 
to commit the key employees to work for the company, 
and to offer them a competitive incentive scheme that 
is based on earning and accumulating shares. 
The program is for company’s management and 
selected target group.

Performance Share Plan 2022-2024 
In 2022, the Board of Directors of Kempower decided to 
continue share-based incentive plan with new three-
year period 2022–2024. 

During the first three year performance period the 
rewards were based on absolute Total Shareholder Return 
with 50% weight and Revenue at the end of 2024 with the 
weight of 50%. An extraordinary super maximum earnings 
opportunity of 125% was included in this first PSP period. 
From this plan the TSR target achieved 3% above the 
minimum threshold and Revenue exceeded the super 
maximum level of 125% leading to a final result of 64% of 
the maximum. The rewards were paid in May 2025. 

Performance Share Plan 2023-2025
In 2023, the Board of Directors of Kempower decided to 
continue share-based incentive plan with new three-
year period 2023–2025. 

During the performance period, the rewards were 
based on the Total Shareholder Return of the 
Kempower share in 2023–2025 and Cumulative Group 
Revenue in 2023–2025. The value of the maximum 
rewards originally allocated to the CEO Ristimäki 
corresponded to a total of approximately 12,400 
Kempower’s shares including also the cash proportion.

Performance Share Plan 2024–2026
In December 2023, the Board of Directors of Kempower 
decided to continue the share-based incentive plan 
with new three-year period 2024–2026. 

During the performance period, the rewards are based on 
the Absolute Total Shareholder Return of the Kempower 
share in 2024–2026; Group Revenue in 2024–2026, and 
CO2 emission reduction / Revenue in 2024–2026. The value 
of the maximum rewards originally allocated to the CEO 
Ristimäki corresponded  to a total of approximately 14,000 
Kempower’s shares including also the cash proportion.

Performance Share Plan 2025–2027
In February 2025, the Board of Directors of Kempower 
decided to continue share-based incentive plan with 
new three-year period 2025–2027.

During the performance period, the rewards are based 
on the Absolute Total Shareholder Return (TSR) of the 
Kempower share in 2025–2027; Group Revenue in 
2025–2027 and CO2 emission reduction / Revenue. The 
value of the maximum rewards originally allocated to 
the CEO Tomi Ristimäki corresponded to a total of 
approximately  41,500 Kempower’s shares including 
also the cash proportion and to the CEO Bhasker 
Kaushal 65,750 Kempower’s shares.
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Plan Payout year Performance metrics Weight Result

PSP 2022-2024 2025 Absolute Total Shareholder Return  50 %  3 %
Revenue at the end of 2024  50 % 125%*

PSP 2023-2025 2026 Absolute Total Shareholder Return  40 %  0 %
Cumulative Revenue 2023–25  60 %  34 %

PSP 2024-2026 2027 Absolute Total Shareholder Return  30 %
Cumulative Revenue 2024-26  60 %
ESG: -CO2 emission/ EUR Revenue  10 %

PSP 2025-2027 2028 Absolute Total Shareholder Return  30 %
Revenues 2025, 2026 and 2027  60 %
ESG: -CO2 emission/ EUR Revenue  10 %

PSP 2026-2028 2029 Absolute Total Shareholder Return  45 %
Revenue 2028  45 %
ESG: -CO2 emission/ EUR Revenue  10 %

* target 50%, max 100%, extraordinary supermaximum in 2022–24 plan 125%, not implemented in other plans

2022 2023 2024 2025 2026 2027 2028

Share Issue Restriction period

PSP 2022–2024

PSP 2023–2025

PSP 2024–2026

PSP 2025–2027

PSP 2026–2028

Maximum allocation of shares per Share based plan period 
(current status after pro-rating Ristimäki's maximum allocation)

Participant PSP 2023-25 PSP 2024-26 PSP 2025-27 RSUP 2024-27

Tomi Ristimäki 12,072 8,967 12,734
Bhasker Kaushal 65,750 47,709



Performance Share Plan 2026–2028
In December 2025, the Board of Directors of Kempower 
decided to continue share-based incentive plan with 
new three-year period 2026-2028.

During the performance period, the rewards are based 
on the Absolute Total Shareholder Return (TSR) of the 
Kempower share in 2026–2028; Group Revenue in 2028 
and CO2 emission reduction / Revenue. 

Employee Share Savings Plan (ESSP)
In 2023, the Board of Directors of Kempower decided to 
establish an Employee Share Savings Plan (ESSP) for all 
Kempower and its subsidiaries employees. The 
objective of the Employee Share Savings Plan is to offer 
the employees of Kempower Group an opportunity to 
invest a part of their regular salary in Kempower 
shares. By encouraging the employees to purchase 
and own the company’s shares the company is 
pursuing to strengthen the connection of interests 
between the employees and the shareholders, and to 
increase the employees’ motivation and commitment 
to the company. 

The Employee Share Savings Plan consists of annually 
commencing plan periods, each one comprising of 
a 12-month savings period and a holding period 
following the savings period. The ESSP is offered to all 
Kempower employees and management in countries 
where there are no legal or administrative constraints 
for participation. The employees will have an 
opportunity to save a proportion of their salaries 
consistently and invest those savings in Kempower 
shares. After three-year saving period the Company 
rewards for the commitment by granting 

the participating employees a gross award of one 
matching share for every two (2) savings shares 
acquired with their savings. 

In 2025, the Board of Directors decided on a possibility 
for the participants to invest their short-term incentive 
(STI) to the third plan period in addition to the savings 
made from their salaries.

Restricted Share Unit Plan 2024-2027
In December 2023, the Board of Directors resolved to 
establish a Restricted Share Unit Plan for selected key 
employees of the group. The purpose of the plan is to 
align the interests of the company’s shareholders and 
key employees to increase the company’s value in the 
long-term, to commit key employees at the company, 
and to offer them a competitive incentive plan based 
on receiving the company’s shares. 

The plan is intended to be used as a tool in situations 
seen necessary by the Board of Directors, for example 
ensuring retention of key talents to the company, 
attracting a new talent or other specific situations 
determined by the Board of Directors. 

The Board of Directors may allocate rewards from the 
Restricted Share Unit Plan 2024—2027 during financial 
years 2024—2027. The value of the rewards to be 
allocated during 2024 on the basis of the plan 
corresponded to a maximum total of 20,000 shares of 
Kempower, including also the proportion to be paid in 
cash. In February 2025, the Board of Directors decided 
to increase the maximum allocation by 100,000 shares 
and in December 2025 by 150,000 to ensure there is 

flexibility in the pool for key hires and retention 
purposes. 

The rewards will be paid by the end of May 2027, 2028, 
2029, 2030 or 2031, but always so, that there is at least 
three (3) years between the determination and the 
payment of the reward. The reward is based on a valid 
employment or director contract and on the continuity 
of the employment or service.

Termination, severance pay and pension
The CEO has been elected until further notice. 
The period of mutual notice of the Kempower’s CEO 
contract is six months and the CEO has an obligation 
to work during the notice period, unless otherwise 
agreed in writing.

If the CEO is terminated at the initiative of Kempower, 
the CEO is entitled to a lump sum equal to six months' 
monthly salary under certain conditions.

The CEO's retirement age is determined by 
the Pensions Act. No special supplementary pension 
benefits have been agreed with the CEO.

Based on the Board’s decision, the CEO Tomi Ristimäki 
will be considered a good leaver for the purposes of 
long-term incentives. The possible rewards from the 
incentive plans shall be pro-rated up to the 
Termination Date and treated in accordance with the 
terms and conditions provided for in the applicable LTI 
schemes. After the pro-rating of the values of the 
maximum rewards originally allocated to Tomi 
Ristimäki, the corrected maximum allocations remain 

12 072 shares for PSP 2023-25, 8967 shares for 2024-26 
plan and 12 734 shares for the 2025-27 PSP plan.
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