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Employees

Goals

> �Vonovia is an attractive employer for current, potential and former 
employees.

> �Vonovia is committed to employee development and produces 
outstanding specialists and managers.

> �Vonovia puts a shared culture of diversity, performance and 
appreciation into practice in an agile organization that is open 
to change. 

Employees — Content
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Our Approach to Employees 
 102-8, 102-41, 103-1, 103-2, 103-3, 401-1, 402-1, 407-1

At Management Board level, the CEO is responsible for 
our HR work, which is centrally established as a shared 
service within the HR Management department. Austria 
reports to the HR Management department in Germany 
through dotted lines, while Sweden – as the company 
there was listed separately until only recently – has not 
been formally incorporated into the reporting line, but 
rather submits reports and other information as and when 
required. The management of occupational health and 
safety is described in the chapter Occupational Health and 
Safety (  p. 91  et seqq.). 

Management Approach 103-1

Vonovia is growing, successfully continuing with the 
expansion witnessed in recent years. This is a strategy 
that we remain committed to – both in Germany and 
throughout Europe. In order to grow, we need qualified 
and motivated employees throughout the company to 
accompany us as we progress along this path in the long 
term. Due to the shortage of skilled workers, the demand 
for employees is high, especially in the trade and creative 
areas of the Vonovia technical service (VTS) and the 
residential environment. This is why we are positioning 
ourselves as an attractive employer that responds to, and 
addresses, the changing requirements of the up-and-
coming generations. This sort of focus can be a decisive 
factor as we compete for qualified skilled workers. We are 
investing in digitalization in order to adapt our HR man-
agement structures and processes to reflect these current 
developments. Digital transformation comes hand-in-
hand with a whole range of new tasks and challenges for 
our HR management. This is a challenge that we have to 
master, because a modern communications approach and 
HR work that focuses on the long term are essential 
factors in the success of our growth strategy. By way of 
example, our works agreement on mobile working – intro-
duced in 2019 in some areas of the Group – is already 
bearing fruit, and during the coronavirus pandemic, it was 
possible to apply the system to other areas at very short 
notice.

The process of integrating the BUWOG Group and 
Victoria Park into Vonovia SE has now been completed. 
This merger is creating new tasks for our HR manage-
ment – for example, the need to develop a common 
corporate culture and foster it in the long run. In this 
Sustainability Report, we have reported on the measures 
taken by BUWOG in Austria and Victoria Park in Sweden 
in two separate chapters, but will be integrating them 
more closely into our Group reporting in the future.

> �High employee satisfaction rate of 72% 
confirmed in employee survey

> �(Senior) management development  
programs and management training scheme 
implemented

> �Measures to integrate refugees into the 
training system continued

> �Works agreement on mobile working intro-
duced at the holding company

> �Increase in the proportion of women at the first 
level below the Management Board

What we achieved in 2019
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We are continuously expanding the range of services that 
we offer our customers. We offer many of these services 
using our own resources. This “insourcing” approach helps 
us to meet our social responsibilities at all of our locations. 
In times of uncertain labor markets, we create stable and 
reliable employment with fair wages for various qualifica-
tion levels. The majority of our employees (90%) work 
under permanent employment contracts. We do not 
outsource positions abroad and we only employ tempo-
rary workers in exceptional cases. We aim to fill vacant 
positions as quickly as possible. As a result, we endeavor 
to position ourselves as an attractive employer (in the 
sense of an employer brand) for applicants on the labor 
market and to boost this image internally with our existing 
employees. 

This results in material topics for Vonovia in relation to 
employees. These have been added to the materiality 
matrix according to their relevance:

> Training and education
> Occupational health and safety
> Work-life balance
> Diversity and equal opportunities

Training and education (  p. 87 et seqq.): We search for 
applicants both within and outside of the company in 
order to fill vacant positions with the right employees. We 
particularly encourage existing employees to fill specialist 
and management positions and provide specific training 
for this.

Occupational health and safety (  p. 91 et seqq.): We aim to 
retain employees in the long term and protect them from 
health hazards at work. This means that implementing 
comprehensive occupational safety programs to prevent 
occupational accidents is a top priority.

Employees by Contract Type*

fixed term 651 (10.2%)

permanent 9,028 (89.8%)

* �Fixed-term employment contracts excluding interns, trainees, students, 
temporary staff, marginal employees, employees with pre-retirement 
part-time work arrangements, those on leave of absence, part-time 
employees, those on parental leave, members of executive bodies and 
external staff

The number of people we employ in the Group as a whole 
(excl. Hembla) rose by 136 in 2019, from 9,923 (December 
31, 2018) to 10,059 employees (December 31, 2019) – an 
increase of approximately 1.4%. The staff turnover rate 
came to 17.8%. 102-8, 401-1

We aim to assign every employee to the field of activity in 
which their strengths lie. It is also our objective to system-
atically develop our employees’ skills. The elements of 
performance, appreciation, responsibility and team spirit 
are at the forefront of our HR work and our corporate 
culture. Vonovia’s working environment is based on the 
core labor standards of the International Labour Organiza-
tion (ILO convention) and the principles of the UN Global 
Compact (UNGC). Within the company, the general 
principles are laid down in the Code of Conduct, a key 
component of Vonovia’s business ethics. As our business 
activities are limited to the housing and, as a result, the 
labor markets in Germany, Austria and Sweden, the 
company is also subject to the stringent national legisla-
tion that applies in each case, such as the German General 
Act on Equal Treatment (AGG).

The Management Board of Vonovia SE has also published 
a   Declaration of Respect for Human Rights. This declaration 
highlights the importance of diversity and equal opportu-
nities as well as our zero tolerance approach to discrimi-
nation of any kind. At the same time, it strengthens our 
commitment to recognized human rights standards. These 
requirements also apply to companies that we acquire and 
incorporate into our Group structures.

Employee Numbers by Area (Vonovia Germany)

1,450 Real estate service

819 Customer service

5,757 Technical service/
residential environment

1,505 Holding company/Immo
bilien Treuhand/other areas

10,059 
employees in the Group as a 

whole (+ 1.4%)

https://investoren.vonovia.de/download/companies/deutscheanningtonimmo/Compliance/2020_Vonovia_Position_on_Human_Rights.pdf
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Work-life balance (  p. 96 et seq.): Employees increasingly 
want to strike a healthy balance between their profes-
sional lives and life outside of work. We have taken 
numerous supportive measures to help them do so.

Diversity and equal opportunities (  p. 98 et seq.): Diver-
sity is a key topic at Vonovia; we respect and encourage 
diversity in the company as it has a positive impact on our 
business operations in all areas. We thus ensure equal 
opportunities for our employees and a working environ-
ment that is free of discrimination, where appreciation, 
tolerance and respect are the underlying principles.

In the following chapters we will deal with these topics in 
more depth and explain their relevance to Vonovia. We 
will describe the management approach, challenges, 
opportunities and risks, targets, measures and indicators 
for each topic.

Co-determination is also a material topic. Corporate 
co-determination and employee surveys conducted 
throughout Vonovia help us to evaluate our internal 
corporate approach and achieve continuous improve-
ments in employee satisfaction. We ensure that all appli-
cable laws are adhered to at all of our locations; for 
example, laws relating to individual and collective employ-
ment law. Employees at Vonovia have the right to elect 
their own representatives. Employees appointed as 
employee representatives are not disadvantaged or 
favored in any way. Employees are also free to associate 
themselves with trade unions and to exercise their free-
dom of association in accordance with the law. No corre-
sponding breaches were determined at any of our loca-
tions in 2019. 102-41

In all of Vonovia’s business areas, we ensure constructive 
dialogue between management and employees based on 
trust, for example, through the works council members. In 
the event of significant changes within the company, we 
inform our workers within the legally prescribed notice 
periods. 402-1, 407-1

Challenges, Opportunities and Risks 103-1

Challenges

The ongoing construction boom and the steady influx of 
people into urban areas have been dominating the real 
estate sector for some time now. These social develop-
ments also present Vonovia’s HR management with 
continually changing duties. The transformation of the 
company also brings new challenges along with it, such as 
the integration of new subsidiaries. In particular, the high 
annual recruitment figures that we are aiming to achieve 
in order to be able to cover our need for staff require a 
great deal of commitment.

Opportunities

> �The diversity in our employee structure, which is shaped 
by the many different cultural and social backgrounds of 
our employees, helps to strengthen our employer brand, 
supports our customer orientation and enables us to 
provide better support for our tenants – for example, in 
their native language.

> �Compared to other large companies, especially the 
DAX 30 companies, Vonovia’s training rate in Germany 
(we do not provide training in Austria or Sweden) is well 
above average at 5.0%. This high training rate allows us 
to respond comparatively well to the tense situation on 
the labor markets.

Risks

> �The number of applications is falling, while the quality of 
applicant profiles is declining and applicants do not 
meet our requirements. This can result in increased 
financial and staff outlay to recruit suitable employees.

> �Tense labor markets, especially in the trades, mean that 
there is no guarantee that skilled and management 
positions can be filled to meet the demand and provide 
the services we offer. It is becoming even more import-
ant for Vonovia to position itself as an attractive 
employer.

Public debates on Vonovia’s business model have as yet 
only affected isolated cases of employee recruitment.

5% 
training rate
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Objectives, Measures and Indicators 103-2, 

103-3

Our aim is to meet the mounting and constantly changing 
requirements of the working world, harness synergy 
potential and find employees who are a perfect fit for the 
positions on offer. This means that one of the most 
important HR tasks is to attract new and qualified employ-
ees – and to make sure that they stay at Vonovia in the 
long term. The work of our HR management team also 
focuses on targeted training and education.

An employee survey conducted in 2019 shows that we are 
on the right track: 72% of the survey participants rate their 
own job within the company as very good. 81% say that 
they want to stay with Vonovia for a long time to come. 
We engaged the independent service provider Great Place 
to Work to conduct the extensive employee survey in 
order to find out just how satisfied our employees are, and 
to be able to develop as needed in a targeted manner. We 
received around 6,300 responses out of a total of almost 
8,800 surveys sent out – a participation rate of 72%. Great 
Place to Work allocated all of the questions to five key 
aspects, and Vonovia achieved a good score with regard to 
“credibility,” “respect,” “fairness” and “team spirit” and 
only fell slightly behind the benchmark with regard to 
“pride.” The survey also revealed that the rapid growth 
experienced in recent years has been a challenge. This 
serves as motivation for us to improve our performance 
even further. We are using the results of the survey to 
achieve this and are developing measures as part of a 
structured follow-up process.

We recruited numerous new employees in 2019 using  
both internal and external recruitment measures. We 
intend to continue with this approach in 2020 based on 
the employer branding concept initiated in 2018, which 
serves as a guideline for our recruitment activities. Target 
group-specific communication with candidates was 
expanded in 2019 as part of the employer branding con-
cept, which includes the use of new images and text for 
our various business areas. We have decided to particu-
larly highlight our company’s innovative ability, the impor-
tance of team work and workplace safety. Ensuring that 
our new hires get off to a good start with us is a top 
priority. This prompted us to start developing an onboard-
ing process in 2019. The process will be further expanded, 
consolidated and digitalized in the period leading up 
to 2021.

Our overriding objective is to implement a long-term 
approach to HR work that promotes corporate growth and 
covers personnel requirements to the greatest extent 
possible. We confront this issue through targeted recruit-
ing, training and education, health management and 
occupational health and safety measures as well as 
measures to improve work-life balance and to ensure 
equal opportunities by:

> �Developing and expanding the skills of employees in a 
targeted manner using needs-based training courses 
and programs

> �Ensuring long-term employee performance by doing our 
best to protect our people from health hazards at work

> Allowing our employees to strike a work-life balance
> �Using the opportunities offered by diversity to give us a 

competitive edge and ensuring equal opportunities at all 
levels

Developing and Expanding Skills of Employees in a 
Targeted Manner

We are stepping up our training activities in a targeted 
quest to find up-and-coming young talents. We aim to use 
this approach to cover Vonovia’s need for employees, 
especially in the trades. We are constantly enhancing our 
training schemes because training allows us to manage 
the qualifications that our young employees have and to 
plan according to our requirements.

In addition, we are continuing to focus on human capital 
development and expanding our range of further training 
courses to provide our employees with the best possible 
support in increasing their professional and personal 
potential. Our work focuses on the targeted development 
of (up-and-coming) managers and the structured expan-
sion of succession planning.

Preserving Employee Performance

We aim to offer our employees a safe and healthy working 
environment. In order to achieve this, we continually put 
into practice and expand our Group-wide occupational 
health and safety standards and measures. The aim is to 
use personal protective equipment and recurring safety 
briefings to keep the number of occupational accidents at 
a minimum. We have made a conscious decision not to 
set quantitative targets in this area, as there are numerous 
factors that cause occupational and commute-related 
accidents that are impossible to control (e.g., force 
majeure, accidents caused by third parties or also miscon-
duct). We also help our employees to stay in good health 
as part of a comprehensive health management program 
and by offering numerous preventative measures.
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Allowing Our Employees to Strike a Work-Life Balance

Our employees are attaching increasing importance to 
being able to strike a balance between work and home life. 
This is why we are committed to promoting family life in 
order to develop a range of services that meets our 
employees’ needs. We also now offer various working 
hours models that even trainees can make use of.

Making the Best Possible Use of the Opportunities 
Offered by Diversity

We see the diversity of our workforce as a huge strength 
for our company and also as an opportunity. We are 
therefore doing our best to promote diversity and, for 
example, are making targeted moves to recruit female 
employees to our traineeships. We are working on contin-
uously increasing the proportion of women in manage-
ment. We have also expanded our commitment to include 
refugees in our training program even further, and in the 
period under review, 33 refugees underwent training at 
Vonovia. The proportion of trainees with migration back-
grounds is also high throughout the company. 

Outlook for 2020

We will continue to strive to recruit new employees and 
retain them over the long term. This will involve:

> �Maintaining the high training rate
> �Adopting a zero tolerance approach to discrimination by 

adhering to codes of conduct, systematically investigat-
ing misconduct and ensuring equal pay

> �Implementing measures from the structured bottom-up 
process between now and the time of the 2021 employee 
survey

> �Forging ahead with digitalization, in particular through 
the expansion of the IT landscape in human resources 
management and the introduction of SAP Success
Factors in order to provide holistic and digitally sup-
ported backing for the employee life cycle

> �Establishing and expanding management development 
programs and leadership training schemes at all levels

> �Using structured succession planning to further increase 
the proportion of women in management, with a target 
of 30% by December 31, 2021, for the two management 
levels below the Management Board

33 
refugees  

in training
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Training and Education
 103-1, 103-2, 103-3, 404-3

Management Approach 103-1

Vonovia’s business success is based to a decisive degree 
on the work of its qualified employees. We develop and 
expand key skills by taking targeted measures to train our 
employees. This is the only way that Vonovia can guaran-
tee high-quality work for its customers.

Traineeships

Vocational training is a key pillar of Vonovia’s recruitment 
strategy, which we use:

> �To safeguard the company’s competitive standing
> �To ensure the availability of qualified up-and-coming 

young talents, especially in the trades, over the long 
term

> �To further expand the technical service by focusing on 
vocational training in the trades

> �To keep key expertise within the company and build new 
knowledge, e.g., on digitalization

> �To make the company independent of the external labor 
market, particularly in the trades/technical service

We believe that this commitment has a positive impact on 
Vonovia’s public image, because it allows us:

> To create secure jobs
> To take social responsibility
> To make ourselves more attractive as an employer

Further Training

Doing our best to foster our employees’ potential, ensur-
ing that our top performers remain loyal to the company 
and promoting systematic succession planning are top 
priorities for us. Consequently, targeted further training is 
a central component of our HR management system. 

We want:

> �To provide our employees with the ideal qualifications 
for their work with regard to their technical, method-
ological and personal skills

> �To support employees with their current tasks
> �To prepare them for future tasks

Important aspects of our human capital development 
work are:

> Leadership
> Succession planning
> Talent management
> Further training
> Assessment and feedback

We are systematically developing and expanding our work 
in these areas. This will allow us to secure our existing 
workforce of employees and managers, as required by our 
operations, identify junior managers and prepare them for 
future management responsibilities.

The Vonovia Academy and our HR development instru-
ments are important tools in this respect. Within this 
context, training courses and programs are tailored to suit 
our needs and goals and include training and specialist 
seminars, management development courses and certified 
qualification schemes. This allows us to fill positions with 
internal candidates wherever possible and help every 
employee find the position that is right for them. This 
approach also helps improve the motivation and satisfac-
tion of our employees. Structured human capital develop-
ment also helps to improve the company’s efficiency and 
profitability and prepare Vonovia for future tasks and 
challenges.
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Establishment in the Organization 103-2

The training & HR development department is responsible 
for training and education at Vonovia. This department 
maintains close contact with other business areas and 
with our external training providers to ensure the best 
possible quality.

Challenges, Opportunities and Risks 103-1

Challenges Initial training 
 
 

> �Declining numbers of applicants and increasing training obstacles such as lacking 
educational qualifications of applicants

> Increasing demands that new generations of employees are placing on their employers 

  
 
 
 

Further training 
 
 
 

> �Constantly changing tasks and challenges for Vonovia employees due to the diverse 
nature of the business model and continuous growth

> Rising number of employees
> Different requirements of individual markets in terms of employee skills 

Opportunities Initial training 
 
 
 
 
 
 
 
 
 

> �Setting ourselves apart from the competition on the market by offering an attractive 
working environment

> �Implementing innovative recruitment methods to address additional target groups, e.g., 
those who have left a course of study before completing it

> �Long-term expansion of the HR structure, preservation of key expertise and securing 
our own competitive standing by offering very good employment prospects for trainees

> New perspectives and approaches by integrating refugees
> �Development of individual solutions to support individual trainees, for example, by 

using training measures to prepare them for professional life or by offering training and 
tutoring services for dual study courses 

  
 
 

Further training 
 
 

> �Using trends such as digitalization to boost competitive standing and promote the 
development of new skills and products

> Individual support for employees in the form of suitable further training 

Risks Initial training 
 

> �Increased financial and staff outlay due to traineeships being terminated prematurely, 
e.g., due to a lack of targeted career advice for young people 

  Further training   

Objectives, Measures and Indicators 103-2,  

103-3, 404-3

Traineeships

Vonovia offers a wide range of vocational traineeships. In 
Germany, we are currently offering training in 14 different 
occupations and dual-degree programs at 22 locations.

Unit 2019 2018 2017

Trainees as of December 31 (in Germany)  Number 473 470 462

	 of which commercial Number 145 137 144

	 of which technical trade Number 328 333 318

Share of trainees in total workforce (in Germany) in % 5.0 5.3 5.5

Proportion taken on (in Germany) in % 68.8 81.1 72.7

14 
traineeships and study courses 

are available at Vonovia
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Since our employee numbers are currently growing faster 
than our trainee numbers and we do not offer training in 
Austria or Sweden, the training rate declined by 0.3 per-
centage points against the previous year. Nevertheless, 

we remain one of the few companies in the DAX 30 
increasing their training rate further.

We are using numerous training measures to make 
Vonovia more attractive as an employer:

Description of 
objective Description of measures

Expansion of 
the traineeship 
program

Further development of the traineeship concepts
> Adaptation to reflect current developments and requirements of the working world, e.g., digitalization
> Focus on the skills and qualifications actually needed 

Development and strengthening of the employer brand through intensive and innovative commitment to training marketing 

Promoting diversity in the workforce
> �Targeted recruitment of girls and women 

for technical occupations, e.g., “trainee speed 
dating” and Girls’ Day

> �Target-group-oriented measures to recruit trainees, 
e.g., young parents, athletes, those who have left a 
course of study before completing it

> �Measures to integrate refugees into the training 
system

> �Filling 10% of the training roles with the children of 
our tenants (Aktion Mieterkind) 

 

 

Internal succession planning
> Offering attractive prospects and awarding permanent contracts to trainees who have completed their training 

Further Training

When it comes to further training, we offer our employees 
training sessions and specialist seminars, management 
development courses, talent management schemes and 

certified qualification courses that are tailored to suit our 
needs and objectives. The aim of these measures is to 
provide our employees with the best support for their 
everyday work and to enable personal development 
though on-the-job training.

Description of 
objective Description of measures

Updates to the 
further training 
scheme

Target group-specific adaptation of the further 
training scheme to reflect changes in the require-
ments of the working world and the needs of various
employee groups
> �Training courses and programs, blended learning 

programs, e-learning seminars
> �Training on the topics of communication, cultural 

diversity and dealing with difficult situations, 
sustainability

> �Specific training courses, including effective 
rhetoric for women and women in leadership 
positions, motivational leadership, communication 
training for gardeners and technicians 

Expansion of internal further training for the custom-
er service department
> �Regular training and coaching sessions, including 

onboarding and basic training, department-specific 
specialist and communication training and training 
for specific systems 

Further development of the tools and methods used 
to convey content, e.g., e-learning 

 

Target:

10%
of trainees 

are children of tenants

3,069
employees 

took part in further training  
in 2019
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Description of 
objective Description of measures

Raising employee awareness of sustainability issues
> �Certified real estate technician course covering aspects such as the causes of, preventing and eliminating mold and damp, heat 

insulation and the German Energy Saving Ordinance (EnEV)
> �Incorporation of cultural and social issues into the further training courses, e.g., demographic change, energy efficiency and 

renewable energies 

 

Group-wide implementation of human capital development instruments to support employees and managers in their further 
development
> �Annual employee appraisals with a manager: discussing performance and assessing potential for further development; agreeing 

on specific development measures and targets
> �HR routines/meetings between managers and their supervisors/the Management Board: discussing annual results and 

identifying high-potential employees; agreeing individual development plans and planning succession guidelines
> �Summer employee appraisal with a manager: confidential feedback sessions and discussing cooperation; deriving measures to 

improve cooperation where necessary 

Targeted 
development of 
(up-and-coming) 
managers and 
expansion
of succession 
planning

  

> Giving managers the human capital development skills they need
> �“Fit für Führung” (Fit for leadership) program to develop a shared understanding of leadership in the entire value-add area 

(blended learning)
> �Support programs for all levels of management: senior management support program on social responsibility, management 

talent for middle management, basic leadership training for up-and-coming managers 

> Identification of suitable employees in HR meetings and routine work 

The Vonovia Academy
The Vonovia Academy forms a key element of our human 
capital development measures. It continuously offers 
employees a range of training and coaching opportunities, 
specialist and management seminars and certified qualifi-

cations – such as dual study courses or master craftsman 
training – adapted to meet the specific needs of our 
departments. Special in-house training courses include 
“the starter pack for successful entry into management” 
and the training series “basic leadership training.”

 
 


Vonovia Academy

> �Training courses on 
specific leadership 
issues

> �Basic leadership 
training

> Coaching

> Talent program
> Potential analysis
> Succession planning
> �Individual develop-

ment plans

Training courses and 
specialist seminars Leadership Certified qualifications Talent management

> �Communication and 
personal skills

> Subject-specific skills
> Methodological skills

Human capital development tools
(annual appraisals, HR meetings/retreats, summer appraisals)

Mission statement, values and leadership philosophy

The Pillars of the Vonovia Academy

> �Certified construction 
managers

> �Specialist real estate 
managers for residential 
property ownership

> �Certified real estate 
technicians

> �“Customer Service Represen
tative for Residential Real 
Estate” certification (Chamber 
of Industry and Commerce)

> �“Residential Real Estate Care
taker” certification (Chamber 
of Industry and Commerce)
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Occupational Health and Safety
 103-1, 103-2, 103-3, 403-2, 403-4, 403-5, 403-6

Management Approach 103-1

Vonovia employees work in a variety of fields – ranging 
from office work to installation and gardening. They face 
physical and mental stressors that can influence their 
performance. This is why we ensure that potential threats 
to our employees are minimized through comprehensive 
health management and professional occupational health 
and safety structures so that they can work in a healthy 
environment. After all, Vonovia’s economic success 
depends on the long-term performance of its employees. 
Our health management efforts also focus on the well-
being of older employees, as their performance is becom-
ing increasingly important due to the shortage of skilled 
workers.

Health Management

As part of our comprehensive health management system, 
we systematically design work processes and structures in 
such a way that they promote the health and well-being of 
our employees and maintain their performance and 
motivation over the long term so that we can keep them in 
the company.

Establishment in the Organization 103-2

The Health and Social Affairs team is responsible for 
developing and implementing health management 
measures.

Occupational Health and Safety

We want to create a working environment for our employ-
ees in which they are protected to the best degree possi-
ble against risks, hazards and occupational accidents – 
regardless of the time, place or type of work. The risks  
that our employees at the headquarters face are relatively 
low compared to the employees working in our technical 
service or residential neighborhood organization in 
craftsmen and gardening positions. We conduct regular 
risk assessments in order to identify possible hazards and 
minimize risks by taking targeted, and primarily preventive 

measures. These include regular safety instructions and 
the frequent updating of instructional documents and 
operating manuals, as well as adherence to applicable 
laws and guidelines. Each individual employee and each 
manager bears responsibility for their own safety and that 
of their colleagues. 403-2

Establishment in the Organization 103-2

We use our occupational health and safety organization to 
ensure that our high safety standards are maintained 
throughout the company. We ensure the extensive trans-
fer of knowledge through a process of regular specialist 
dialogue between the Group companies. We take the 
existing occupational safety structures of the companies 
that we integrate and transfer them into our own organi-
zation. We expand processes, for instance reviews and 
instructions, to cover new employees and locations and 
document this. 403-2

Facility management is responsible for coordinating 
occupational health and safety and initiates and supports 
measures at the holding companies.

Internal coordinators for occupational health and safety 
have been appointed in each of Vonovia’s Group compa-
nies and manage occupational safety issues. They also 
attend scheduled on-site visits conducted by the Employ-
er’s Liability Insurance Association Verwaltungsberufs
genossenschaft or the occupational health and safety 
authorities.

Company representatives are appointed by the Manage-
ment Board and act as the central point of contact for all 
employees. Company representatives exchange informa-
tion with the internal coordinators on a regular basis and 
work with them on central occupational safety issues.

Occupational safety committees (OSC) meet regularly at 
the Group companies and investigate occupational safety 
optimization opportunities. They work closely with 
external occupational safety and occupational health 
experts and adapt occupational safety measures to 
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current developments, such as workplace requirements, 
applicable laws, (accident prevention) guidelines, techni-
cal requirements and legal acts. Once a quarter the 
company representatives discuss new developments and 
the implementation of measures with occupational safety 
experts, occupational medical officers, safety officers and 
the works councils at the OSC meetings. 403-4

The technical service and residential environment service 
have their own occupational health and safety organiza-
tion due to the large number of trades at Vonovia and the 
special occupational health and safety requirements that 
apply to these trades. 

Company representative

Staff 

Management Board 

Real estate
service  

(nationwide)

Immobilien 
Treuhand 

(nationwide)

Holding 
company 
(Bochum)

Customer 
service  

(Duisburg)

Customer 
service 

(Dresden)

Residential 
environment 
(nationwide)

Technical 
service 

(nationwide)

Modern- 
ization 

(nationwide)

North
East

West
Central

Southeast
South

BAD GmbH BAD GmbH BAD GmbH

West

BAD GmbH

East

AMD TÜV AMD TÜV AMD TÜV AMD TÜV

Accident reports to facility management 

Group-wide assistance from Health and Social Affairs team, HR management

OSC OSC OSC OSC OSC OSC

Accident reports to  
technical service

Occupational Safety at Vonovia
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Challenges, Opportunities and Risks 103-1

Challenges Health management 
 

> �Introduction and implementation of a Group-wide program in Germany, e.g., massages 
and membership of fitness center chains 

  
 
 
 
 
 
 

Occupational health and safety 
 
 
 
 
 
 

> Changes in occupational health and safety requirements
> Country-specific differences
> Raising awareness of occupational health and safety in day-to-day work
> �Increasing a sense of responsibility for occupational health and safety at all levels of 

the hierarchy
> �Technical transformation of machinery and equipment, e.g., moving to battery-powered 

devices 

Opportunities Health management 
 
 
 
 
 
 

> �Making Vonovia more attractive as an employer by ensuring a comprehensive health 
management program and offering a wide range of options, e.g., for work-life balance

> �Improved management of the challenge of satisfying employee needs for sports 
activities and relaxation opportunities at a large number of locations by entering into 
various fitness partnerships

> �Expanding the range of services on offer by making use of digital platforms, e.g., 
web-based fitness exercises, our health portal and sending information out via email 

  
 
 
 
 
 
 
 
 

Occupational health and safety 
 
 
 
 
 
 
 
 

> �Reducing or preventing occupational accidents by raising awareness of how to deal 
with potentially dangerous situations and “safe behavior”

> Reducing possible time lost
> �Ensuring more environmentally friendly ways of working and minimizing emissions with 

the aid of electronic devices
> �Optimizing existing work equipment, e.g., solutions for working in an (even) more 

dust-free environment
> �Strengthening Vonovia’s positive image both internally and externally by demonstrating 

competence and authority in the area of occupational health and safety 

Risks Health management 
 
 

> �Loss of valuable skills and experience as a result of employees having to leave the 
company prematurely due to the physical strain of the trade profession, which Vonovia 
can only reacquire in a time-consuming and costly process 

  
 
 

Occupational health and safety 
 
 

> �Possibility that processes and procedures could be extended by excessive caution and 
that productivity could fall as a result

> High-risk activities could be misjudged as they become routine 

Objectives, Measures and Indicators 103-2,  

103-3, 403-5, 403-6

Protecting and maintaining our employees’ health and 
boosting their satisfaction are matters that are very 
important to us. In order to achieve this, our health 
management system offers various measures – from 
ergonomic stations to a health portal and preventative 
medical check-ups. The colorectal cancer prevention and 
fitness center membership services are very popular.

Occupational safety requirements are continually develop-
ing at Vonovia as a result of the changes to work flows and 
activities as well as work/operating equipment and 
materials. We constantly analyze safety instructions and 
operating manuals on dealing with and how to behave in 
dangerous situations, and update these when necessary. 
These requirements are necessary to raise awareness 
among our employees about safety in the workplace and 
to protect them.
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Health Management

Description of 
objective Description of measures

Implementation 
of a compre-
hensive health 
management 
system 
 
 

Development and implementation of (preventative) measures to maintain our employees’ performance, health and motivation in 
the long run
> Preventative medical check-ups such as colorectal cancer prevention
> Vaccinations
> Massages
> Partnerships with fitness centers
> Service hotline providing advice and coaching to employees and managers (psychosocial counseling) 

Promoting 
healthy  
lifestyles

Training sessions, e.g., seminars at the Vonovia Academy
> On dealing with stress
> On preventing burnout
> On dealing with complaints, conflict and difficult situations involving customers
> For managers to help them promote the health of their employees 

Health tips
> �“Zeit für Gesundheit” (Time for Health) portal for 

health-related information, e.g., nutritional advice, 
BMI calculator, fitness exercises for the office and 
advice for the next medical checkup

> �Company sports events such as internally 
organized running events and soccer competitions 

> �Corporate integration management following 
longer absences from work due to illness to slowly 
get employees accustomed to day-to-day working 
life again

  
 
 

 

> Ergonomic workstations and nutrition
> State-of-the-art office equipment in Bochum, e.g., including electric standing desks
> Free water and extended range on offer in the canteen to promote a balanced diet at the company headquarters in Bochum 
 

Vonovia’s “Zeit für Gesundheit” 
(Time for Health) portal 
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Occupational Health and Safety

Description of 
objective Description of measures

Implementation 
and updating 
of Group-wide 
occupational 
health and safety 
standards

Adapting occupational health and safety standards and management to reflect new developments
> E.g., changes in legislation, accidents, new areas of activity or integration measures
> �Performing mandatory safety inspections, for example, on portable electrical operating equipment and ladders, on a regular 

basis
> Optimizing the portfolio of personal protective equipment on an ongoing basis
> Introducing a skin protection scheme 

 

Raising employee awareness of safety at work
> Training courses
> Initial and follow-up briefing sessions
> �Training sessions on “Occupational Safety for 

Managers – corporate duties and liability risks”
> �Expansion/adjustment of the training on offer to 

reflect the activities actually performed in practice 
in the company

> �Annual meeting of safety officers (Vonovia SE, 
real estate service and Immobilien Treuhand) to 
discuss implemented and planned measures

> �Optimizing standards for the storage of hazard-
ous substances in the residential environment 
organization to achieve higher operational safety 
and to improve protection for employees and the 
environment 

 

Implemen-
tation of risk 
assessments 
conducted by 
external service 
providers 
 
 
 
 
 
 
 
 
 
 
 

Event-driven repeat risk assessments on specific locations and activities

VTS:
> Preparation of the risk assessment for mental stress
> Nationwide comparison of a total of 16 trade-specific risk assessments involving technical managers at all locations
> Gradual development/switch from trade-related risks to activity-based risk assessments
> �Establishment of an expert team with the service provider AMD TÜV Rheinland to facilitate even closer coordination with 

occupational health and safety specialists and occupational medical officers
> �Effectiveness checks conducted by the occupational health and safety specialists to optimize occupational health and safety 

directly on location on construction sites in joint discussions with technicians and their managers

Residential environment:
> �Mental strain, biological substances ordinance, interior and glass cleaning, hazardous substance management

Real estate service and Immobilien Treuhand:
> �Activities as managers, landlords, technicians, caretakers, sales personnel and residential property managers, and at new 

locations across Germany, as well as in connection with work on flat roofs 

50
managers

throughout the Group trained on  
occupational health and safety
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Work-Life Balance
 103-1, 103-2, 103-3, 401-3

Management Approach 103-1

Vonovia’s economic success depends on the performance 
and motivation of its employees. Developments in recent 
years show that employees and applicants are increas-
ingly interested in a good work-life balance. We have 
therefore been particularly committed to promoting family 
life for several years, and allow our employees to strike a 
balance between work and home commitments by offer-

ing a range of tools designed to meet their specific needs. 
As we compete with other companies to attract qualified 
employees, this is a key success factor for attracting and 
retaining staff over the long term.

Establishment in the Organization 103-2

The Health and Social Affairs team is responsible for 
coordinating measures for balancing work and home life.

Challenges, Opportunities and Risks 103-1

Challenges 
 

> I�ncreasing work-life balance expectations and working time models have an influence on employee motivation and 
applicants 

Opportunities 
 
 

> �Work-life balance arrangements strengthen the company’s reputation as an attractive employer as it competes for qualified 
employees

> Retaining employees in the company for the long term 

Risks  

Objectives, Measures and Indicators 103-2, 

103-3

We develop company-wide and location-specific mea-
sures to help our employees with childcare or caring for 
family members. We are underscoring our commitment in 
this area with our membership in “Erfolgsfaktor Familie” 
(Success Factor: Family), a corporate program organized 
by the German Federal Ministry for Family Affairs, Senior 
Citizens, Women and Youth.

We are certain that these measures to help employees 
balance their work and family commitments have a 
positive impact and that our employees are keen to make 
use of them. This is evident, for example, from the large 
number of male employees who took parental leave 
(in Germany) in 2019: around 60% of a total of 
272 employees. 401-3
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Description of 
objective Description of measures

Development  
of a needs-based 	
system

Childcare
> �Cooperation with family service providers and 

external service providers for childcare: day care 
center, vacation schemes, day care

> Cooperation with day care centers
> �Establishment of parent-child offices in Bochum 

and Duisburg 

 

Caring for family members
> Cooperation with family service providers
> �Arranging home-based and hospital care assistants 

and services
> �Advice regarding financing care and senior-friendly 

living
> Arranging assisted living
> Information on legal aspects of care
> �Psychosocial counseling on how to deal with illness 

and the need for care in the family 
 

Making work 
more flexible

Expanding the range of working time models
> Introducing different working time models and part-time agreements that can also be used by trainees
> Individual work schedules for athletes
> Greater flexibility in the working hours framework 

  
 

Making working conditions more flexible
> Works agreement on mobile working at the holding company 

Full-time employees: 
9,121

Part-time employees: 
938

Employees on parental leave: 
272 in total

of which 164 are male
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Diversity and Equal 
Opportunities

 102-8, 102-12, 103-1, 103-2, 103-3, 405-1, 405-2, 406-1

Management Approach 103-1

Vonovia is explicitly committed to a plural society in which 
diversity is respected and applied in practice. We offer our 
employees a work environment in which appreciation, 
tolerance and respect are fundamental values and which is 
free from prejudice. Remuneration at Vonovia is based on 
performance-related and market-related factors and does 
not take the gender of the employee into account. 

In the chapter Employee Key Figures (  p. 125 et seqq.), we 
report the ratio of men’s to women’s salaries at Vonovia. 
The gender pay gap, which results in women earning 
more, is due to the disproportionately large proportion of 
men in technical occupations and a more balanced gender 
split in the commercial occupations. 405-2

We employ people from all age groups and genders, 
various nationalities and cultures and with a whole range 
of educational backgrounds. We also employ people with 
varying levels of disability. Ensuring that all people are 
treated equally and their individuality is respected is an 
integral part of the way we operate. This allows us to 
benefit from the different perspectives and ways of 
thinking which result from our employees’ social, cultural 
and linguistic backgrounds in a respectful and open 
atmosphere. This means that for us, diversity is also a 
clear competitive advantage. Our employees come from 
74 different countries – testimony to the diversity that we 
are committed to. This international workforce is also a 
good fit for the diversity among our customers and has a 
positive effect in our interactions with them.

There were no incidents of discrimination at Vonovia in 
2019. 406-1

In 2013, we also signed the Diversity Charter and under-
scored our company’s commitment to diversity.

2,401 7,658
female

(= 23.9%)

male

(= 76.1%)

Employees by gender

Employees by age

40–49 
2,496 (24.8%)

20–29 
1,632 (16.2%)

30–39 
2,735 (27.2%)

Employees by Gender and Age Group  
102-8, 405-1

Under 20 6 (0.1 %)

60–65 574 (5.7%)

Over 65 69 (0.7%)

50–59 
2,547 (25.3%)
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Establishment in the Organization 103-2

The Recruitment & HR Marketing and Training & Human 
Capital Development departments are responsible for 
promoting diversity within the company.

Challenges, Opportunities and Risks 103-1

Challenges  

Opportunities 
 
 

> Diversity in the workforce (e.g., cultural background, languages, religion, etc.) facilitates communication with customers
> �Diverse experience and outlooks allow employees to learn from each other and foster the company’s continuous 

development 

Risks  

Objectives, Measures and Indicators 102-12, 103-2, 103-3

Description of 
objective Description of measures

Compliance
with (inter)na
tional regulations

International guidelines
> ILO core labor standards
> �UN Global Compact
> Diversity Charter 

National guidelines (Germany)
> General Act on Equal Treatment 

 

Voluntary commitments
> Code of Conduct
> Declaration of Respect for Human Rights 

Targeted recruit-
ment of female 
employees 
 

Targeting of women and girls specifically for occupations in the trade profession and offering a low entry threshold
> Internships/introductory training
> Girls’ Day
> “Ausbildungsbotschafter” (training ambassador) program organized by the Chamber of Commerce (IHK) 

Recruitment of 
refugees 
  

Inclusion of refugees in the recruitment process
> Cooperation with the German Federal Employment Agency
> Application days as part of a pilot project 

Increasing the 
proportion 
of women in 
management  
 
 
 

> �Implementing the diversity concept in the 
composition of management and control bodies 
(Declaration on Corporate Governance, Corporate 
Governance Report   –   AR 2019, p. 36 et seqq.)

> �Target: to have 30% women at the first and second 
management levels below the Management Board 
by the end of 2021 

Anti-
discrimination 
training 

> �Mandatory training for all employees on the 
General Act on Equal Treatment and the Code of 
Conduct 

 

Target:

30%
women 

in first and second management levels  
by the end of 2021

https://reports.vonovia.de/2019/annual-report/company-shares/corporate-governance.html

