Diversity concept Bertrandt Aktiengesellschaft Diversity

at Bertrandt

We develop and promote an inclusive culture in our company that recognises diversity as

Bertrandt sees itself as an enrichment and enables all employees to realise their full potential and
make their full contribution. Bertrandt is committed to equal opportunities and equal rights and
promotes an open, respectful environment. Bertrandt AG pursues a Group-wide diversity strategy. As
an expression of this open and inclusive corporate culture, we also take diversity in the Group into
account when making personnel decisions - at all levels, including the Management Board and

Supervisory Board.

Based on the conviction that a diverse workforce strengthens the innovative power of our Group and
makes a significant contribution to our joint business success, our diversity strategy strengthens an
inclusive culture, regardless of the various dimensions of diversity such as age, gender, disability,
ethnic or cultural origin, religion, industry experience and level of education. For this reason, it also
provides an important framework for filling management positions in the company and also supports
the strategic management of diversity in the Supervisory Board and Management Board. We also

take into account both voluntary and legally standardised targets in our diversity strategy.

With the diversity concepts for the Supervisory Board and Management Board, Bertrandt AG strives
for a diverse composition of these bodies, especially with regard to the criteria of educational or
professional background, gender, origin and age, in order to bring together different fields of
experience and origin in the Supervisory Board and Management Board and thus contribute to good
corporate governance through diversity of opinion and knowledge. By taking into account the
selected diversity criteria in the composition of the bodies, the aim is to encourage a diversity of
expertise and opinions in the bodies. Diversity of expertise on the boards should promote the
members' understanding of the company's current business situation, diversity of opinions on the
boards should enable their members to adopt perspectives other than their usual ones and to better

recognise opportunities and risks when making decisions.

We focus on the following key criteria as part of the concept:




Age

Gender

Internationality, global mindset
Management experience
Industry experience
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Educational background
A. Age

The Supervisory Board and Executive Board should have a balanced age structure. This enables
forward-looking and consistent succession planning and is a key component of sustainable corporate
management and monitoring. Upper age limits apply to the Supervisory Board and Executive Board.
An age limit of 64 years applies to members of the Executive Board at the time of appointment.
Members of the Supervisory Board who are elected by the shareholders may not have exceeded a

standard age limit of 75 years at the time of their election.

B. Gender

Gender diversity also plays a crucial role, as it allows us to benefit from a larger talent pool, develop a
more comprehensive understanding of key customer needs as an organisation and allows different

perspectives to contribute to innovative solutions and more robust decisions.

In accordance with the statutory provisions, Bertrandt has defined specific quotas for the Supervisory

Board, the Management Board and the two management levels below them.

C. Internationality and global mindset

As an independent international engineering services company with a global customer structure, we
attach great importance to supporting our customers at their international locations and working on
projects across national borders. For Bertrandt and its more than 14,500 employees at over 50
locations worldwide, internationality and the associated global mindset is one of our key success
factors. Our diversity concept therefore stipulates that the composition of the Supervisory Board and
Management Board is based on internationality through international experience or origin. The
benchmarks here are our customers' international projects and the locations that are
organisationally and culturally relevant for our employee development. The key regions for both

criteria are currently Europe, America, Asia and Africa.



D. Management experience

Key prerequisites for high-performance management teams are both the diversity of individual skills
profiles and the balance between an internal and external management perspective. For this reason,
the Supervisory Board and Executive Board as a whole should have in-depth knowledge and
experience in the following areas or sectors that are important for the company: Automotive
industry, controlling/risk management, expertise in the field of accounting, expertise in the field of

auditing, ESG/sustainable corporate governance, human resources and employee matters

Our diversity concept aims to take up inspiration and innovation from outside in the company's key
core areas and take current trends into account, while also ensuring sustainability, reliability and

continuity in line with our corporate culture.

E. Industry experience

In-depth knowledge of the company's key sectors and divisions is of fundamental importance for the

efficient management and monitoring of the Group.

F. Educational background

In order to translate the enormous innovative potential of an engineering and technology company
into sustainable corporate success, educational interdisciplinarity is a key element of our diversity

concept for both the Executive Board and the Supervisory Board.
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