Employee Satisfaction

Understanding the Topic

Employee satisfaction is a universal benefit to any company; it's good for both employees
and the success of the business. When employees are satisfied, they will be more engaged
and committed to the goals and mission of the company, reducing turnover, increasing
productivity and enhancing business performance. This is why the topic is always a priority

at Aroundtown.

In an always-evolving market, the task of attracting and retaining today’s top talent has
become increasingly competitive. Conclusive evidence shows that today’s employees place
greater importance on factors such as career development, education, work-Llife balance,
well-being, and diversity and inclusion. Employees have also become more mobile in search-
ing for an organization who can better match their needs and values.

We have made significant transformations to our human resources strategy, strengthened
by the consolidation of our resources with GCP in 2021, to provide an employee-focused
approach which can respond effectively to the diverse and changing voice of our workforce.
From our extensive training program to our recreational facilities, we aim to offer a wide
variety of benefits to enrich the professional lives of our employees. We are always looking
for ways to improve our attractiveness as an employer, to recruit and retain the talent we
need to grow as a Company.

Managing the Topic

The core components of our strategy to reinforce high motivation among staff are nurturing
our strong, values-based culture; providing compelling opportunities for professional devel-
opment; supporting the health and wellbeing of our staff; and driving for greater diversity
and inclusion. Taken together, this approach aims to increase employee satisfaction.

Outstanding leadership is crucial in this regard. Our managers are expected to exemplify
our core values of mutual respect and clear communication. This standard of behavior usu-
ally shows positive effects on our commercial success, as well as on staff performance. We
maintain a horizontal organizational structure, with a widespread culture of transparent

and regular feedback between employees and managers. Furthermore, our Employee Code
of Conduct establishes expectations for all staff to abide by the values of openness, trust,
teamwork, and acceptance of diversity in all their dealings with one another and with our
tenants and other stakeholders. Adherence to the of Conduct is @ mandatory requirement
of all employee contracts.

Employee satisfaction

In 2022, we conducted a survey of our employees in Germany, the results of which will guide
our strategy to improve workplace satisfaction. The results were a clear indication of the
engagement of our employees, with a 72% response rate from across the company. From this,
we have identified priority areas for improvement in our HR policies,and we have formulated
an action plan for 2023 to act on this feedback. This will include further employee surveys to
provide more opportunities for feedback and communication,and increased communication
about Aroundtown’s overall strategy and vision, and the promotion path opportunities which
employees can pursue within our organization.

In 2022, we have also expanded our employee engagement programs. We initiated our quar-
terly HR roundtables in April 2022, holding 3 sessions for both employees and management
across the year. These allow leaders and employees to come together and discuss upcoming
HR topics, supporting better communication and engagement within our organisation.

Employee engagement

To ensure straightforward communication with staff across the group, we have implement-
ed Rexx as our employee engagement tool. Through this platform, employees are able to
manage personal data, holiday and home office requests, sick leave, and book training and
participation at other company events. The software is used by AT and GCP employees, and
we are continuing to roll out new features to make the system more user friendly. Our goal
is to create a centralized HR system across all our locations of operation, so that all our
employees have easy access to the information they need.

The Operations and Service center at GCP also use Rexx as a digital performance manage-
ment program. Managers receive training on using the tool to provide performance feedback,
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and can then provide ratings and reviews digitally through Rexx. In 2023, we plan to launch
the performance review tool across the Aroundtown departments, aiming to deliver 80%
of performance reviews with this method. Streamlining this review process will allow our
employees to receive personal feedback more consistently, helping them to improve and
progress towards their own goals.

Payments and benefits

We offer competitive remuneration and benefits to leverage employees’ performance po-
tential. Compensation is structured according to competencies and responsibilities, and is
supplemented by target-linked performance incentives. Our wider benefits package (beyond
compulsory pension plans) includes extended annual leave entitlements in line with length
of service, birthday and anniversary gifts for all staff, retail discounts for all employees and
free gym access for Berlin-based staff.

To support the wellbeing of our employees, we offer a flexible package of benefits and
working provisions. We offer hybrid working arrangements to support home-working up to
two days a week, and flexible work hours. We also support part-time working, granting even
greater flexibility for our employees to balance their work around their lives and families.
Such part-time arrangements are specific to the employee’s needs.

We keep our benefits package under constant review to ensure it continues to meet the
evolving needs of our employees. Our recent partnership with an external childcare platform,
for example, provides employees with a range of approved activities, holiday camps; and
tutoring and counselling options to support them and their families.

Questions from our employee survey

Relationships with Colleagues

I get support from my colleagues when | need it

| experience a strong team spirit with my colleagues

The trust is high between my colleagues and me

My colleagues take responsibility and perform their work with quality
My colleagues and | manage conflicts effectively

I have good friends at work

Autonomy

| feel responsible for the quality of my work

I believe that hybrid working works well for me personally.

I believe that hybrid working works well for our organization.

I have a reasonable amount of influence over how my work will be
carried out

I have the opportunity to adjust the work pace according to my
needs

I have a reasonable amount of influence over decisions that affect
my work
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Performance
To guide the implementation of our sustainability strategy and track our progress, we have de-
veloped several long-term goals that we are continuing to work towards:

¢ Be among the top 10 most attractive employers in the commercial real estate sector
in Germany by 2030

¢ Maintain staff turnover at or below the national average
¢ Implement an employee engagement tool

* Maintain zero incidents of discrimination

We track several key performance indicators on a yearly basis to monitor our performance and

contribute to our long-term goals:

Key performance indicator

865 o
20%

Turnover rate
(2021: 20%)

486

New hires
(2021: 350)

1,705

Employees
(2021:1,631)

As of 31 December 2022, Aroundtown employed 1705 people, of which 82.9% are based in
Germany with the remainder located in Luxembourg, Cyprus, the UK and the Netherlands. Our
turnover rate of 20% is defined to include voluntary and involuntary departures. Considering
voluntary departures only, the turnover rate was 13.6%.

Goals Status Progress

In 2022 we substantially expanded our employee
engagement and communications programs,and
continued to integrate our digital management

Be among the top 10 most
attractive employers in the

Commercial real estate Ongoing platform to simplify employees’ experiences.
sector in Germany by 2030 These and other similar measures strengthen
our position as an attractive employee.
In 2022 we continued to embed the use of our
Implement an employee Ongoing employee engagement system Rexx,and began
engagement tool to expand its utility. Digital performance reviews
will be launched through the tool in 2023.
In 2022 we improved the intranet portal to
allow reporting of incidents of discrimination,
Maintain zero incidents of . to allow even greater internal transparency. We
Ongoing

discrimination continue to be proud of our strong track record

on anti-discrimination and have maintained
zero incidents of discrimination.

Priorities for 2023

One of our key aims for 2023 is to continue to strengthen our channels for organizational com-
munication. This isn't just a one-way street; as well as ensuring company goals and resources
are clearly available to employees, we will seek to increase the opportunities for employees to
have their voices heard and participate in key company initiatives. We will repeat our employee
survey,and expand this program with surveys on particular topics relevant to each department.
Our Activate the Base’ program will also be expanded, to ensure employees have opportunities
to engage with and participate in our ESG and Sustainability goals.

Another focus will be continued improvement of our digital HR platforms. Following the launch
of our digital performance management program, we will be launching digital performance
evaluations in 2023. This will allow paper-free, role specific performance reviews. Our target is
to achieve deliver digital evaluations to 80% of staff across the year. More broadly, we will focus
on making the Rexx platform a centralized, user-friendly hub for HR information, across all our
departments and countries of operation.
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DATA TABLES

KEY FIGURES
NUMBER OF EMPLOYEES

Total number of employees (perma-
nent and temporary)

Female

Male

Total number of permanent employees

Female

Male

Total number of temporary employees

Female

Male

Total number of full-time employees

Female

Male

Total number of part-time employees

Female

Male

UNIT

2020 2021 2022

AT AT & GCP AT & GCP
659 1631 1705
319 800 804
340 831 901
542 1265 1326
257 648 656
285 617 670
117 366 379

62 152 148

55 214 231

564 1462 1543
231 673 681
333 789 862

95 169 162

63 127 123

32 42 39

KEY FIGURES
NEW EMPLOYEE HIRES AND

EMPLOYEE TURNOVER
(excluding internal promotions)

Total number of new employee hires

Female

Male

Age group <30

Age group 30-50

Age group >50

RATE OF NEW EMPLOYEE HIRES

UNIT

2020 2021 2022
AT & GCP AT & GCP

156 350 486

59 139 196

97 211 290

11 129 155

140 179 264

5 42 67

Female % 38 40 40
Male % 62 60 60
All employees % 24 21 29

EMPLOYEE INITIATED TURNOVER

Total number of employee turnover n/a 257 288
Female n/a 121 135
Male n/a 136 153
Age group <30 ! n/a 68 72
Age group 30-50 n/a 149 165
Age group >50 n/a 40 51
Employee Initiated Turnover Rate % n/a 13 13.60
Female % n/a 47 46.88
Male % n/a 53 53.13
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DATA TABLES

KEY FIGURES
EMPLOYEE TURNOVER

Total number of employee turnover

Female

Male

Age group <30

Age group 30-50

Age group >50
RATE OF EMPLOYEE TURNOVER

UNIT

2020 2021 2022
AT AT & GCP AT & GCP
166 416 422
89 194 190
77 222 232
30 108 98
118 229 233
18 79 91

Female % 54 47 45
Male % 46 53 55
All employees % 9 20 20

RETENTION

Retention Rate % n/a 77 78
Retention Rate Female % n/a 78 79
Retention Rate Male % n/a 76 76

KEY FIGURES UNIT 2020 2021 2022
PARENTAL LEAVE AT AT & GCP AT & GCP
Employees that were entitled to 659 1631 1705

parental leave

Female 319 800 804
Male 340 831 901
Employees that took parental leave 27 96 83
Female P 19 69 66
Male 8 27 17
Employees that returned to work in the

reporting period after parental leave 20 56 39
ended

Female 12 32 24
Male 8 24 15
Return to work rate of employees that % 78 90 76
took parental leave

Female % 63 86 67
Male % 100 96 100
Employees that returned to work after

parental leave ended that were still 19 29 M
employed 12 months after their return

to work #

Female 11 17 24
Male 8 12 17
Retention rate of employees that took

parental leave ended that were still o

employed 12 months after their return % E] & 7
to work

Female % n/a 57 77
Male % n/a 92 77
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