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KEY GROUP FIGURES
OF DEUTSCHE WOHNEN SE

Income Statement 2021 2020 Change
Contractual rents in € million 843.6 837.6 0.7%
Earnings from Residential Property Management in € million 733.0 720.4 1.7%
Earning from disposals before

valuation gains due to disposal in € million 174.5 308.7 -43.5%
Earnings from Nursing and Assisted Living in € million 85.7 82.0 4.5%
Management costs in € million -115.3 -105.9 8.9%
EBITDA (adjusted) in € million 886.1 1,010.1 -12.3%
EBT (adjusted) in € million 689.4 82353« -16.3%
EBT (as reported) in € million 1,776.4 2,252.23 -21.1%
Earnings after taxes in € million 919.0 1,553.13 -40.8%
Earnings after taxes® € per share 2.45 4.343 -43.7%
FFO I in € million 553.6 540.54 2.4%
FFO | (basic) * € per share 1.54 1.554 -0.6%
FFO | (diluted) * € per share 1.54 1.554 -0.6%
FFOII in € million 652.7 802.4 4 -18.7%
FFO Il (basic) * € per share 1.82 2314 -21.2%
FFO I (diluted) * € per share 1.82 2314 -21.2%
Balance Sheet Dec. 31, 2021 Dec. 31, 2020 Change
Investment properties in € million 28,730.5 28,069.5 661.0
Current assets in € million 3,411.7 1,745.9 1,665.8
Equity in € million 17,203.4 13,841.33 3,362.1
Net financial liabilities in € million 9,073.2 10,840.1 -1,766.9
Loan-to-value ratio (LTV) in % 28.6 37.0 -8.4
Total assets in € million 33,232.2 30,805.9 2 2,426.3
Share Dec. 31, 2021 Dec. 31, 2020 Change
Share price (closing price) € per share 36.98 43.69 -15.4%
Number of shares (excluding owns shares) million 396.93 343.77 15.5%
Market capitalization (excluding own shares) in € billion 14.7 15.0 -2.0%
Net Asset Value (NAV) Dec. 31, 2021 Dec. 31, 2020 Change
NAV in € million 21,588.7 17,852.9 8 20.9%
NAV € per share 54.39 51.93°3 4.7%
Fair Values Dec. 31, 2021 Dec. 31, 2020 Change
Fair value of residential properties 2 in € million 27,629 26,168 1,461
Fair value per m? of residential and usable space 2 € perm? 2,899 2,683 7.9%

Based on the weighted average of approximately 358.50 million outstanding shares in 2021 (excluding own shares) and approximately 347.85
million in 2020.

o

Only takes into account residential and commercial buildings, excluding Nursing and Assisted Living without right of use arising from leases,
measured in accordance with IFRS 16.

w

Prior-year figures changed based on finalization of purchase price allocation of the QUARTERBACK transaction.

=~

Calculation method changed: Interest income from loans to the QUARTERBACK Group is no longer included in FFO and is under adjusted
EBT. The prior-year figures were changed accordingly.



Deutsche Wohnen is one of the leading publicly listed real estate
companies in Europe and is part of the Vonovia Group. The company
is listed on the German stock exchange MDAX index. Our focus is on
the management and development of our real estate portfolio, which
is largely located in metropolitan regions of Germany. In addition, as
part of our project development business, we create new homes in
strategic core and growth regions. Our portfolio consists of:

~154,000

residential and commercial units

~€27.6 9,580

billion overall value spaces in care homes

1,2

billion overall value of
assisted living apartments



REMUNERATION REPORT

Pursuant to Section 162 of the German Stock Corporation Act (AktG) in conjunction with Article 9
(1) (c) (ii) of the SE Regulation, the Management Board and Supervisory Board of Deutsche Wohnen
SE have prepared a report on the remuneration granted and owed by the company and by entities within
the same Group (Section 290 of the German Commercial Code — HGB) to each individual current and
former member of the Management Board and of the Supervisory Board in the fiscal year 2021, and
presents this report for approval by the 2022 ordinary Annual General Meeting.

Remuneration System 2021 and Consequences of
the Combination of Deutsche Wohnen and Vonovia
on Long-Term Variable Remuneration

The Annual General Meeting of June 1, 2021 approved the new remuneration system for
2021 presented by the Supervisory Board for the Management Board. However, in view of
the combination with Vonovia SE (the “combination”), the Management Board employment
contracts originally concluded and applicable to the incumbent managing directors were not
converted to the new remuneration system for the reporting year.

The Supervisory Board will present to the Annual General Meeting a remuneration
system for 2022 that takes into account the company’s affiliation to the Vonovia Group
and the integration of the entities.

The most recent long-term remuneration component (long-term incentive — LTI) was
conceptually based on the relative performance of the return on stocks and the
development of the return on real estate as key indicators of the entity’s sustainable
profitability. As a result of the combination, this LTI remuneration lost its incentivizing effect.
Following the combination and the consequences for the company’s position on the capital
market, it was no longer able to set out fair remuneration for the performance of the
Management Board members. Therefore, the Supervisory Board approved the provisions of
the Business Combination Agreement of August 1, 2021 between Vonovia SE and the
company, which provided for an early and full payment of the LTI remuneration granted to
the Management Board and all other executives.

This report does not present in detail the way in which the LTI remuneration components
promote the long-term development of the company (see the Remuneration system 2021).
The long-term variable remuneration of the members of the company’s Management Board
will be restructured by the remuneration system for 2022, which is to be presented.

(") Remuneration system
\.,/


https://ir.deutsche-wohnen.com/websites/dewohnen/English/4600/remuneration.html

Remuneration during the Reporting Period —
Company and Group Entity

Pursuant to Section 162 (1) AktG, this report sets out the remuneration granted and owed
by the company. These are amounts of money paid and remuneration granted in stocks
by Deutsche Wohnen SE that were actually received by the Management Board members
in the year under review or were due for payment in the reporting year. Other Group
companies of Deutsche Wohnen SE or Vonovia SE, to whose Group the company joined
during the reporting period, did not grant the members of the Management Board or of the
Supervisory Board any fees or remuneration for services during the reporting period and
did not undertake to do so. This does not apply to minor remuneration for Supervisory
Board mandates in subsidiaries, which is fully included in the remuneration granted by the
company and is therefore not listed separately below.

Remuneration of Current and Former Members of the Management
Board The following remuneration table shows the remuneration granted and owed to
Management Board members in the reporting year in accordance with the accrual principle
pursuant to Section 162 AktG.

In€ Fixed Remuneration Variable
Remuneration
4-Year-Variable
(LTI, RSU and
1-Year Variable SOP 2014,
Name and Position Year Basic Remuneration Fringe Benefits (STI) 2017 Tranche)
Management Board
Michael zahn (CEO) 2021 1,150,000 37,000 500,000 8,844,0002
2020 1,025,000 37,000 610,000 1,500,000°
Philip Grosse (CFO) 2021 450,000 20,000 300,000 4,087,500 *
2020 450,000 23,000 366,000 137.0005
Henrik Thomsen (CDO) 2021 450,000 18,000 300,000 1,968,750 ©
2020 450,000 19,000 75,000 0
Lars Urbansky (COO) 2021 375,000 18,000 200,000 1,559,5008
2020 300,000 22,000 183,000 0
Lars Wittan (former
CFO) 2021 0 0 0 2,383,000°
2020 0 0 274,500 494,000 »

1 Special payments of rent cap compensation are allocated to long-term remuneration; ratios of total remuneration for Michael Zahn, taking into
account the CoC severance payment: Fixed remuneration: 6.50%; 1-Y var. = 2.74%; 4-Y var. = 50.78%; CoC severance payment = 39.98%

2 €1,344,000: SOP 2017 tranche; € 7,500,000: LTI payment of 2018-2021 tranches
3 € 1,500,000: SOP 2016 tranche
4 €400,000: SOP 2017 tranche; € 3,687,500: LTI payment of 2018-2021 tranches
€ 137,000: SOP 2016 tranche
€ 1,968,750: LTI payment of 2019-2021 tranches
€ 3,560,000: severance payment agreed (paid 01/2022); including € 410,000 of the 4-year variable RSU
€ 1,062,500: LTI payment of 2019-2021 tranches; € 497,000: RSU
€ 633,000: SOP 2017 tranche; € 1,750,000: LTI payment of 2018-2019 tranches
0 € 494,000: SOP 2016 tranche

B ©© o~ O



Special Payments

Special Ratio of Short- Ratio of Long-

Payments on Term Term Variable
Variable Ratio of Variable

Basis Change-of- Fixed Remunerat Remunerati

(Rent Cap Control Retirement Total Remuneratio ion to Total on to Total
n to Total
Compensation) Severance Benefit Remuneration Remuneration * Remuneration * Remuneration *
Payments

428,000 7,300,000 0 18,259,000 10.83% 4.56% 84.61%

0 0 0 3,172,000 33.48% 19.23% 47.29%

76,000 0 0 4,933,500 9.53% 6.08% 84.39%

0 0 0 976,000 48.46% 37.50% 14.04%

0 07 0 2,736,750 17.10% 10.96% 71.94%

0 0 0 544,000 86.21% 13.79% 0.00%

0 0 0 2,152,500 18.26% 9.29% 72.45%

0 0 0 505,000 63.76% 36.24% 0.00%

183,000 0 0 2,566,000 0.00% 0.00% 100.00%

0 0 0 768,500 0.00% 35.72% 64.28%




Fixed Remuneration

The fixed remuneration of the Management Board members is customary for the market
and appropriate basic remuneration for their activities and is an underlying prerequisite for
the appointment of skilled and experienced persons to the Management Board. The
principle of basic remuneration corresponds to the remuneration system for 2021.

Fringe Benefits

The fringe benefits approved for and granted to Management Board members during the
reporting period include the private use of work equipment (company car, laptop,
smartphone and other equipment), the ability to make use of third-party bonus programs
(airlines, hotels, etc.), health and long-term care insurance grants and other
pension/insurance instruments (e.g. occupational disability, accident). The fringe benefits
are customary for the market and correspond to the remuneration system for 2021.
Vacation entitlement and benefits from D&O insurance and other insurance policies are not
calculated or financially portrayed. There were no claims for continued salary payments for
temporary incapacity for work.

Annual Variable Remuneration

The annual variable remuneration includes the short-term incentive (STI) remuneration

paid for the performance in the previous fiscal year. The STI remuneration was limited to

125% of the individual target remuneration. The STI target remuneration was: € 500 k for
Michael Zahn, € 300 k for Philip Grosse, € 300 k for Henrik Thomsen and € 200 k for Lars
Urbansky.

The following parameters were used to determine the STI remuneration paid out in the reporting
year in relation to the fiscal year 2020:

STI Parameter for 2020 Weighting in %

1 FFO | per share 40
Cost ratio (personnel costs and non-personnel operating costs in relation
to contractual rents) 10
Net institutional sales margin 30

Development of the equity story, customer and employee satisfaction,
and implementation of the
4 strategic sustainability program 20

The performance targets set for the STI remuneration were realistic and ambitious; the
targets of the financial performance targets correspond to the targets of the corporate
planning approved by the Supervisory Board. Financial and non-financial targets were set
uniformly for all Management Board members (no individual targets). The performance
targets were set and measured by adjusting for extraordinary developments (e.g. M&A
transactions, rent cap in Berlin). The extent to which the respective financial performance
targets were achieved was calculated on the basis of the consolidated net result for 2020.
The Supervisory Board determined the achievement of the non-financial performance
targets on the basis of internal company reports and evaluations.

The STI performance targets also promote the long-term development of the company.
The financial performance targets were chosen in such a way as to encourage the
Management Board to optimize the key, ongoing corporate governance figures that are
relevant to the entity’s value and dividend strength. The ESG and sustainability goals
encourage the Management Board to ensure good corporate governance and the
company'’s social responsibility toward its customers, employees and the general public, in
particular with regard to climate-friendly corporate governance.



Therefore, the approach is already systematically in line with the remuneration system for
2021. At its meeting on March 15, 2021, the Supervisory Board set a target achievement
rate of 125% for the Management Board for the financial and non-financial performance
targets for the fiscal year 2020. Only 100% of the STI remuneration was paid out as all
Management Board members waived any further claims in view of the subdued business
situation at the time of payment (Berlin rent cap, coronavirus crisis).

Four-Year Variable Remuneration

The four-year variable remuneration includes the long-term incentive (LTI)
remuneration paid for the activities in the fiscal year, which was variably agreed with a
four-year performance period for the activities in the each of the fiscal years 2018 through
2021. In view of the combination with Vonovia SE, all LTI remuneration agreed for the
years 2018 through 2021 was paid in full in the reporting year. The Supervisory Board’s
decision, taken together with the conclusion of the second Business Combination
Agreement with Vonovia SE, to pay out in full (corresponding to a 250% target
achievement) was largely based on the circumstance of the combination and its disruptive
impact on the long-term remuneration system. The LTI remuneration was based on the
four-year relative price performance of Deutsche Wohnen stocks and the return on real
estate (increase in net asset value plus dividends). With the Business Combination
Agreement and the positioning on the acquisition offer of Vonovia SE, the company
decided to integrate the businesses of the Deutsche Wohnen Group into the Vonovia
Group.

The Management Board members Lars Urbansky and Henrik Thomsen received the value
of phantom stocks — Restricted Share Units (RSU) — for a total period of four years,
which were granted every April 1 when they first assumed the office of company Board
Members. The Restricted Share Units represented the virtual value of the Deutsche
Wohnen share based on a 30-trading day reference price as of the granting date and the
gross dividends accrued (under the law of obligations). RSUs are no longer in place as
instruments of remuneration and were no longer a component of the 2021 remuneration
system.

During the reporting period, after the specified four-year waiting period expired, the
Management Board members Michael Zahn and Philip Grosse and the former
Management Board member Lars Wittan also exercised the stock options allocated to
them under the stock option plan (SOP 2014) for 2017 that was introduced in 2014; the
stock value received is also recognized as part of the four-year, long-term remuneration.

The breakdown of the total four-year variable amount paid out on the options of the SOP
2017, the LTI remuneration for 2018-2021 and the RSU is shown for each Management
Board member in the corresponding footnotes to the table.



Special Payments

Rent Cap Compensation: Following the decision of the Federal Constitutional Court on the
invalidity of the Berlin law on the capping and reduction of apartment rents in Berlin (“Berlin
rent cap”), the Management Board members Michael Zahn and Philip Grosse and the
former Management Board member Lars Wittan received amounts from stock price-related
agreements, which the Supervisory Board resolved with them in April 2020 in order to
compensate for the remuneration-distorting effects of the unconstitutional Berlin rent cap.
This was done by allocating RSUs (phantom stocks) based on stock prices (reference
prices — 30 trading days) on the dates that the Berlin rent cap was introduced and
repealed. The announcement and enactment of the Berlin rent cap had a decisive negative
impact on the relative Deutsche Wohnen stock price performance compared to the relevant
reference index. The Supervisory Board therefore extended the LTI assessment periods in
order to ensure that the introduction and the repeal of the Berlin rent cap were taken into
account in step with each other (compensation for a reversal of impairments following the
decision of the Federal Constitutional Court) and to compensate for the one-off negative
effect by allocating the RSU.

Change-of-Control Severance Payments: In view of the combination, the Management
Board members Michael Zahn and Henrik Thomsen exercised their right to terminate their
contracts early and to claim a change-of-control severance payment.

Ratio of Remuneration Components to Total Remuneration The ratio of fixed
remuneration and variable remuneration components to total remuneration is based on the
remuneration granted and owed within the meaning of Section 162 AktG.

In accordance with Section 162 AktG (the accrual principle) there may be deviations from
the target remuneration ratio subject to the company’s remuneration system. In the case of
taking up a position during the year, the fixed remuneration in the first year of service was
extrapolated to the full year and compared in such a way that the effect of only partial
remuneration in a year of entry is compensated.

The special payments resulting from the rent cap compensation were allocated for the
purpose of determining the long-term variable remuneration ratios. The change-of-control
severance payment (to Michael Zahn) was disregarded to ensure better comparability of the
ratios; further information on this is provided in footnote 1 to the remuneration table for
2021. No further statistical adjustments were made. In addition to the payment of STI and
LTI remuneration, which is generally delayed compared to the respective year of service,
the early payment of LTI remuneration is added in the reporting year, which heightens the
distortive effect.

Remuneration of Current and Former Members of the

Supervisory Board

The Supervisory Board members receive function-related fixed remuneration (basic
remuneration and committee remuneration with increases for a position of chairperson or
deputy-chairperson). This remuneration is regulated in Section 10 (7) of the Articles of
Association as amended by the resolution of the Annual General Meeting of June 1, 2021
and is reflected in the remuneration system for 2021 for the Supervisory Board. Variable
remuneration is not planned.



The following function-related fixed remuneration was paid (excluding VAT) on the basis of
the company’s Articles of Association.

Matthias Hinlein (Chairperson) 2021 € 247,500.00
2020 € 255,000.00
Jurgen Fenk (Deputy Chairperson) 2021 € 116,875.00
2020 € 95,000.00
Arwed Fischer 2021 €80,833.34
2020 € 43,750.00
Kerstin Gunther (since June 5, 2020) 2021 € 52,500.00
2020 -
Tina Kleingarn 2021 €82,916.67
2020 €77,916.67
Dr. Florian Stetter 2021 € 105,000.00
2020 € 105,000.00

Dr. Andreas Kretschmer
(former member of the Supervisory Board, until 2021 € 63,750.00
June 5, 2020)

2020 € 127,500.00

Remuneration for Supervisory Board activities is paid out following the ordinary Annual
General Meeting for a past fiscal year, i.e. at the time of payment it reflects the
remuneration for this past fiscal year. If a term of office begins or ends during the year,
remuneration is calculated pro rata. Not included are the proportional costs for the D&O
insurance maintained by the company for the benefit of the Supervisory Board members.
Special payments and retirement benefits are not granted to members of the Supervisory
Board.

Comparative Presentation of the Annual Change in Remuneration,

the Company’s Earnings Development, Comparison with Employee
Salary Development

The following table shows the annual change in the remuneration of the members of the
Management Board and the Supervisory Board, the economic performance of the company
in relation to various core parameters, including the consolidated result, and the comparison
with the development of employee salaries.



Comparative Presentation of the Development of the Remuneration of the Members of
the Management Board and the Supervisory Board Remunerated in the Reporting Year

with the Performance of the Company and the Development of Employee Salaries

Total
Remuneration
Changes in Reporting
Year
in Remuneration 2017 on 2016 2018 on 2017 2019 on 2018 2020 on 2019 2021 on 2020 2021in €
Management Board — Total
Accrual
Michael Zahn (CEO) 5.81% 99.05% -27.64% -0.03% 475.63% 18,259,000
Philip Grosse (CFO) * 21.05% 54.35% 13.15% 34.99% 405.48% 4,933,500
Henrik Thomsen (CDO) 2 - - - 15.25% 403.08% 2,736,750
Lars Urbansky (COO) 3 - - - 57.16% 326.24% 2,152,500
Lars Wittan (COO) * 3.91% 58.96% -23.62% -43.28% 233.90% 2,566,000
Management Board —
Accrual Adjusted for Early
LTI (2018-2021) and
Severance Payments
Michael Zahn (CEO) 5.81% 99.05% -27.64% -0.03% 9.05% 3,459,000
Philip Grosse (CFO) * 21.05% 54.35% 13.15% 34.99% 27.66% 1,246,000
Henrik Thomsen (CDO) 2 - - - 15.25% 41.18% 768,000
Lars Urbansky (COO) ® - - - 57.16% 115.84% 1,090,000
Lars Wittan (COO) * 3.91% 58.96% -23.62% -43.28% 6.18% 816,000
Supervisory Board
Matthias Hunlein
(Chairperson) -3.70% 23.08% 127.60% 40.05% -2.94% 247,500
Jurgen Fenk (Deputy
Chairperson) - - 362.22% 9.62% 23.03% 116,875
Arwed Fischer - - - - 84.76% 80,833
Kerstin Glnther — — - - - 52,500
Tina Kleingarn — — - 78.10% 6.42% 82,917
Dr. Andreas Kretschmer (until
June 5, 2020) 4.26% 24.49% -7.65% -9.47% -50.00% 63,750
Dr. Florian Stetter 2.86% 26.67% 6.58% 3.70% 0.00% 105,000
Development of Business
Performance
FFO1°© 12.61% 10.90% 12.24%° 1.12% 1.75%
Total shareholder return
24.66% 11.90% -6.77% 22.43% -13.00%
Net asset value © 26.55% 19.02% 11.29% 8.10% 21.39%
Consolidated result 6 8.63% 5.63% -14.05% -3.52% -40.50%
Average Remuneration of
Employees (Full-Time
Equivalent Basis)
Employees
(excluding care staff) 6.09% -0.51% 5.27% 11.87% 1.93%
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Relative comparison.

Management Board since September 1, 2016, extrapolation of accruals for the full year 2016 (initial value = € 114 k).
Management Board since October 1, 2019, extrapolation of accruals for the full year 2019 (initial value = € 118 k).
Management Board since April 1, 2019, extrapolation of accruals for the full year 2019 (initial value = € 241 k).
Management Board since September 30, 2019, extrapolation of accruals (fringe benefits and fixed remuneration) for the full year 2019 (initial value = € 355.5 k).
Determination method changed during the fiscal year. Using the previous method, the result is an increase of 11.5%.

The comparative presentation of the development of the remuneration of the members of
the Management Board and the Supervisory Board in office during the reporting year with
the performance of the company and the development of employee salaries relates to the
total remuneration accrued in the fiscal year in each case.



The relative changes compared to the previous year are shown. Annual FFO | and real
estate values — as NTA and NAV respectively — were used as reported in each case.
Adjustments made during the five-year reference period are therefore not taken into
account in the calculation. The development of the total shareholder return was calculated
for each fiscal year on the basis of the start and end prices for the year and the dividend
granted in that year. Shareholders who had invested since the beginning of the reference
period and submitted their shares under the Vonovia SE acquisition offer generated a
58.2% return on shares.

Development of the Remuneration of the Management Board Members

The development of the remuneration of the Management Board members according to the
accrual principle was predominantly influenced by the four-year variables actually paid out,
in particular the initial serving of the options from the SOP 2014 in 2018, the combined
payment of LTI remuneration for 2018—-2021 in the reporting year, and the special
payments. For the purposes of comparison, the developments adjusted for LTI (2018—
2020) payments and severance payments are also shown.

Development of the Remuneration of the Supervisory Board Members

The development of the remuneration of the Supervisory Board members according to the
accrual principle was predominantly influenced by the subsequent payment of remuneration
for the respective year of service, as well as by the change in participation in the
Supervisory Board committees and by changes of office (chairperson, deputy chairperson).
During the five-year reference period, material adjustments to the remuneration structure for
the Supervisory Board were made only in 2017 and in 2021 due to corresponding
amendments to the Articles of Association.

Development of Employee Salaries

The average development of employees’ remuneration, based on full-time equivalence,
was calculated by looking at the agreed contractual remuneration of all employees at the
end of each year who were in active employment with a Group company in the five-year
period up to the end of the reporting year, excluding trainees, Berufsakademie students,
interns, temporary employees and marginal employees. Since the integration was only
carried out in the last five years, those employees working in the nursing division are not
included.

Stock and Stock Options

The company launched a stock option plan in 2014 (SOP 2014); options from this plan were
issued for the last time in 2017. During the reporting period, the Management Board
members Michael Zahn and Philip Grosse exercised 26,506 and 7,952 options respectively
and the former Management Board member Lars Wittan exercised 14,136 options. With
these options exercised, the SOP 2014 is fully completed.

The options of the SOP 2014 entitled the beneficiaries to purchase shares in the company
at the lowest issue price (€ 1). Under the SOP 2014, stock options were allocated to the
beneficiaries once a year in the years 2014 through 2017; the exercising of these options
was based on the degree to which the following targets were achieved (weighting in
brackets): increase in (i) NAV (adjusted) per share (40%), (ii) FFO | (excluding disposals)
per share (40%) and (iii) relative performance of the EPRA/NAREIT Germany stock price
(20%). To take into account an individual target, a threshold — 75% achievement of the
target — had to be exceeded over a period of at least four years in order to exercise 50%
of the options allocated to the target. At most, every target was — prior to its



weighting — taken into account with a target achievement level of 150%. In each case, the
waiting period ended on the fourth anniversary of the date of issue. The exercise period
ended three years after the end of the waiting period, and for the last time in 2021.

In accordance with the contract, in the reporting year, the following amounts were granted
to the Management Board members entitled to exercise the option (the stock price at the

time the option is exercised less the lowest issue price): Michael Zahn: € 1,344 thousand;
Philip Grosse: € 400 thousand; and Lars Wittan (former Management Board member):

€ 633 thousand.

The company did not issue any other stocks or stock options in the reporting period.

No Recovery of Variable Remuneration Components
There was no reason to recover variable remuneration components in the reporting period.

Deviations from the Remuneration System

The remuneration system for 2021, which was approved by the Annual General Meeting,
was not applicable to the remuneration granted to the Management Board members in the
reporting period due to their contracts previously in force (Section 26j (1) (3) of the German
Introductory Act to the AktG — EGAKLtG). The early and full payment of variable long-term
remuneration components presented in this report was based on the combination of the
company with Vonovia SE. The remuneration system for 2021 was applied to the
Supervisory Board.

Remark on the Consideration of the Last AGM Resolution on the
Remuneration Report

The Annual General Meeting has so far not passed a resolution on a remuneration
report. This remuneration report was now to be prepared for the first time in accordance
with Section 162 AktG.

Compliance with Fixed Maximum Remuneration of the Management Board
Members

Stipulations on maximum remuneration under the remuneration system for 2021 were not
applicable in the reporting period (Section 26j (1) (3) EGAktG). The maximum remuneration
in the remuneration system for 2021 is linked to the performance period of the fiscal year.
Severance payments for the loss of an office are not recognized. Therefore, these
provisions would nevertheless have been complied with in the reporting period: The
remuneration granted in the reporting period relates to services provided by Management
Board members in the years 2017 through 2021. In relation to the fiscal years 2017 through
2021, the maximum remuneration under the remuneration system for 2021 was not
exceeded for the chairperson (€ 5.5 million) or for the ordinary Management Board
members (€ 3.5 million).

Special Disclosures on the Remuneration of the
Management Board Members

Third-Party Remuneration Commitments

The full payment of the LTI remuneration and the terms of the transfer of Management
Board member Philip Grosse to the Management Board of Vonovia SE as reported here
are in line with the Business Combination Agreement of August 1, 2021, which Vonovia SE
and the company concluded with a view to the combination of the two entities. The
conditions of the transfer are set out in the next section. Otherwise, no third parties
(including Group companies) granted or promised any remuneration to the Management
Board members in the reporting period with regard to their work for the company. This does
not include minor, fully included remuneration for Supervisory Board mandates in
subsidiaries.



Early Termination Benefits — Changes to Commitments, Including
Termination Benefits to Retired Management Board Members

The Management Board contracts of all Management Board members contained
change-of-control provisions, according to which — and as a result of the combination
of the company with Vonovia SE — the members were entitled to terminate their
employment contracts and to claim severance payments amounting to three times the
contractual annual remuneration, up to the maximum value of the remuneration for the
remaining term of their contracts.

e  The employment contract with the Management Board member Philip Grosse was
terminated early by means of a termination agreement. In accordance with the
aforementioned Business Combination Agreement and as announced in the
acquisition offer of Vonovia SE, he took on a Management Board position at
Vonovia SE with effect from January 1, 2022. Upon the change taking effect and
subject to a waiver of the immediate exercising of change-of-control termination
rights, the Management Board member Philip Grosse was promised a conditional
severance payment of € 4,867 thousand. He can only claim this severance
payment if his Management Board position at Vonovia SE ends within one year
due to circumstances that are contrary to the agreement, for which he is not
responsible and that significantly affect his position as a Management Board
member. In these cases, Vonovia SE would also pay a severance payment of up
to twice the Vonovia annual remuneration, but no more than triple the Vonovia
annual remuneration less the severance payment committed by Deutsche
Wohnen SE

e  Asaresult of the combination, the Management Board Chairperson, Michael
Zahn, exercised his right to terminate his employment contract and to claim a
severance payment on the basis of a change of control. Michael Zahn received a
change-of-control severance payment of € 7,300 thousand, which was due and
paid out in December 2021

e  The Management Board member Henrik Thomsen also exercised his right to
terminate his employment contract and to claim a severance payment on the
basis of a change of control. In the reporting period, Henrik Thomsen received a
commitment of a final payment of € 3,560 thousand in order to meet his claims;
the payment was due in January 2022 (and is therefore not shown in the table
“Remuneration of Current and Former Members of the Management Board”). In
addition to the change-of-control severance payment, this amount also includes
an RSU settlement of approximately € 410 thousand

e With effect from January 1, 2022, a new employment contract was concluded with
the Management Board member Lars Urbansky; Mr. Urbansky did not receive a
severance payment

Benefits Upon Regular Termination
No benefits — in particular severance payments — are committed in the event of
regular termination of Management Board employment contracts.
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Group Business Model

Deutsche Wohnen SE, with its subsidiaries (hereinafter referred to as “Deutsche Wohnen”
or the “Group”), is currently one of the largest listed real estate companies in Europe in
terms of real estate assets. Since October 2021, Vonovia SE has been the largest
shareholder in Deutsche Wohnen, accounting for around 88% of all voting shares.

The real estate portfolio has a fair value of around € 27.6 billion  and comprises around

154,000 residential and commercial units. Our real estate portfolio also includes care € 27 6 bn
homes with a fair value of around € 1.2 billion and approximately 9,580 spaces and -
apartments for assisted living. Our investments focus on residential properties in
metropolitan areas and conurbations in Germany. The continued development of our
portfolio is based on economic growth, positive net immigration and insufficient new
construction activity in these regions. Due to demographic trends in particular, we consider
expansion to include care homes to be a further growth area.

total value of our real estate
portfolio

Organization and Group Structure

Deutsche Wohnen SE is structured as a classic holding company. In organizational terms, a
distinction is made between management and asset companies that deal with the following
core business areas:

Deutsche Wohnen SE

Management and central units

Residential Property Disposals/Acquisitions

Nursing and Assisted Living
Management

New Construction

Strategic Shareholdings

Residential Property Management

Our portfolios are largely managed by our wholly owned subsidiaries. Their activities include
portfolio development, the management of lease agreements, customer support and
technical maintenance of the portfolio. In addition to on-site quality management with in-
house employees, infrastructural facility management services primarily include traditional
janitorial services.

Our core business
is the management of our own
properties.

1 Excludes advance payments, properties under construction and undeveloped land



Nursing and Assisted Living

Retirement and care homes are operated under the brands KATHARINENHOF and
PFLEGEN & WOHNEN HAMBURG. These facilities provide full residential care, the aim
being to maintain an active lifestyle and residents’ independence to the greatest possible
extent. Senior citizen-friendly services are also provided within the context of assisted
living.

Disposals/Acquisitions

We release capital as part of residential privatization in the strategic core and growth
regions and, in doing so, strengthen our liquidity position. Given the current positive market
environment, we also carry out opportunistic block sales to institutional investors from our
Core+ and Core regions. At the same time, we continuously review suitable acquisition
opportunities for real estate and plots of land in metropolitan areas and conurbations.

New Construction

With our subsidiaries and our 40% stake in QUARTERBACK and through targeted project
developments, we are creating new real estate holdings in the strategic core and growth
regions. Properties are also developed for sale.

The range of services includes the purchasing of land, the procuring of building rights,
project conception, construction management and the tracking of warranties.

Strategic Shareholdings

In addition to our core business areas, we offer property-related services through
subsidiaries and strategic investments. This strengthens our contact with our customers