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MANAGEMENT SUMMARY

As a global company with around 12,600 employees worldwide, we act as a responsible employer.
Our self-image is defined throughout the Group by a team- and performance-oriented culture with five
central values: respect, ownership, trust, professionalism, and integrity. We support our employees’
career development in a targeted way, starting with professional training to qualify skilled employees
from within our own ranks and thereby counter the shortage of skilled workers. We endeavor to be a
preferred employer worldwide, to retain employees, and to promote their commitment. In order to
achieve this, we have set ourselves clear goals. As a company in the chemicals industry, occupational
health and safety is our top priority.

2025 target: Continuous decrease in the lost time injury frequency rate (LTIFR) by >50%
(reference LTIFR of 2.0 in 2016)

At LANXESS, the concept of Diversity & Inclusion stands for the enriching mix of different nationalities,
cultures and life experiences. One of our central goals is to increase the proportion of women in the
company.

2027 target: 25% women at the first level below the Board of Management

2027 target: 28% women at the second level below the Board of Management

2030 target: 30% women in management below the Board of Management

Our employee turnover rate resulting from voluntary resignations shows the extent to which we are
achieving our goal of being a preferred employer. We continuously aim for a rate below 3.5% across
all countries.
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WORKING AT LANXESS

LANXESS aims to be a sustainable and successful chemi-
cals company in the long term. Our success is based funda-
mentally on our employees’ sense of responsibility, profes-
sionalism, and focus on finding solutions. Our identity as an
employer is defined throughout the Group by a team-ori-
ented performance culture with five central values: respect,
ownership, trust, professionalism, and integrity. These val-
ues always apply everywhere — for all of the roughly 12,600
employees worldwide. We seek to foster a corporate culture
in which safe, responsible, and morally irreproachable ac-
tions and striving for performance complement each other.
In keeping with our company slogan “Energizing Chemis-
try”, LANXESS aims to be a company whose success is
driven by the personal commitment of each individual em-
ployee and by high-performing, diverse teams.

Our goal is to enable our employees to shape their profes-
sional lives actively and create a productive and motivating
environment where they can enjoy working. This makes us
attractive for the next generation of employees and enables
us to counter demographic change and the shortage of

skilled workers while also promoting and developing a di-
verse workforce in which everybody feels included. To live
up to this ambition, our organizational structure in the Hu-
man Resources (HR) department is established strongly at
the local, regional, and global level. In addition, key issues
relating to social concerns and working conditions with re-
gard to sustainability are handled and resolved at the high-
est level globally and across functions and business areas.
The main committee for this is the Sustainability Committee,
which centrally steers all sustainability topics in the Group.
In addition to technical experts, all Board of Management
members are also on this committee. All sustainability re-
lated topics concerning “working at LANXESS” are handled
by the Social & Governance sub-committee, which is
headed by our Labor Director.

I: Further information on our committees and functions
At LANXESS, we focus on people. Our global program "You

Matter” was launched in 2021 and combines all benefits we
offer our employees worldwide.

Health
and Financial
Safety

Empowerment

Occupational Safety,
Health and Wellbeing,
Fair Remuneration

Learning and Development Offers,
Diversity and Equal Opportunities,
Flexible Working Conditions

LANXESS:
Employer
of Choice

Satisfied and Engaged Employees,
Community Engagement

We particularly want to advance three aspects of our work-
ing world, thereby addressing several goals of the United
Nations 2030 Agenda for Sustainable Development (Sus-
tainable Development Goals):

For LANXESS, health and security forms the basis for sat-
isfied, high-performing employees. Occupational health and
safety is therefore the highest priority at LANXESS (SDG 3
— Good Health and Well-Being). We give our employees a
job with future prospects and fair remuneration, regardless
of their gender (SDG 5 — Gender Equality, SDG 8 — Decent
Work and Economic Growth).

For us, actively shaping professional life means helping
employees develop abilities that allow them to do their work
in the best possible way and keep developing both person-
ally and professionally (SDG 4 — Quality Education). With
our diversity and inclusion (D&I) strategy, we promote diver-
sity and equal opportunities within our workforce (SDG 5 —
Gender Equality). Various flexible working (time) models
contribute to a more flexible working life and help to create
an individual work-life balance.

Our goal is to be an employer of choice. This means cre-
ating a productive and positive environment where our em-
ployees enjoy working. We see our employees’ strong com-
mitment and the low turnover on the basis of resignations
as a sign that we are already an attractive employer. With
our corporate citizenship, we further strengthen our em-
ployer brand and our employees’ sense of identification with
LANXESS.

I:' Further information on LANXESS and the SDGs
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1. HEALTH AND SECURITY

Occupational safety

As a company in the chemicals industry, occupational health
and safety is our top priority. Good benefits in the area of
occupational health and safety and care for our employees
have a positive impact on our employees’ satisfaction and
performance.

We work to ensure that our employees and our partner com-
panies’ employees go home just as healthy as they were
when they came to work. Our vision is “zero accidents,” re-
flecting our conviction that all accidents can be avoided. Our
commitment to occupational safety is anchored in our Cor-
porate Policy and in our Position on Human Rights. The
LANXESS Code of Conduct and the corresponding internal
guidelines define expectations for the behavior of our em-
ployees in the area of occupational safety.

L LANXESS Corporate Policy
E LANXESS Position on Human Rights

E LANXESS Code of Conduct

With our Health, Safety & Environment sub-committee
within the Sustainability Committee, the topic of occupa-
tional safety is anchored in the Board of Management and
at all management levels.

Since January 2021, the short-term annual variable remu-
neration of the Board of Management and the first manage-
ment level below the Board of Management has included
the goal of occupational safety. This way, compliance with
occupational safety on the part of all employees and the as-
sociated avoidance of accidents, has a direct influence on
this remuneration component..This reflects the high im-
portance of the safety of our employees and locations. 20%
of the short-term variable remuneration is tied to safety per-
formance indicators in the respective year.
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I: Further information on remuneration of the Board of Management
since 2021

Xact: Global initiative for more safety

Our ambition is to make our production safe, sustainable,
and thus competitive in the long term in every respect. Or-
ganizational responsibility for this lies with our Production,
Technology, Safety & Environment (PTSE) Group function,
whose head reports directly to the Board of Management.
PTSE defines requirements and governs responsibilities for
health and environmental protection, the handling of chem-
icals, plant safety, and workplace safety precautions. Contin-
uous training for our employees and regular reviews of our
health, safety, and environmental management by way of
audits are intended to ensure that the requirements are sys-
tematically and sustainably implemented in our processes.

In addition, our Xact safety initiative pursues the goal of grad-
ually further developing our safety culture. Starting from the
top management, we expect all employees to make efforts
together to improve safety in the Group.

Our ambition is to avoid all accidents. The indicator used for
assessing occupational safety at LANXESS is the lost time
injury frequency rate (LTIFR, known as MAQ [“accidents per
million hours worked"] in Germany). With regard to contin-
uously reducing occupational accidents, we have set our-
selves the goal of reducing the LTIFR, i.e. accidents result-
ing in lost working days per million, by at least half by the
end of 2025 compared to 2.0 in 2016.

2025 target: Continuous decrease in the LTIFR by > 50%
(reference LTIFR of 2.0 in 2016)

Work-Related Injuries to LANXESS Employees
Resulting in Absence from Work (LTIFR)
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1) Continuing operations
2) LANXESS total: 0.6

In 2023, the LTIFR came to 0.6, so that we were able to
confirm our already very good level of the previous year. We
have thus reached our 2025 target of <1.0 for the second
time in a row. We continue to work diligently to stabilize this
level and to keep the MAQ below 1.0 in the long term. There
have been no fatal occupational accidents at LANXESS
since 2012.
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https://lanxess.com/en/Investors/Corporate-Governance/Remuneration
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In accordance with our safety guidelines, each organiza-
tional unit, e.g. a plant, is required to conduct systematic
safety appraisals and risk assessments on a regular basis
and define suitable measures to protect against potential
hazards — this applies to all activities. The employees are
trained accordingly, and the training courses and measures
are regularly monitored.

l:l Further information on the safety initiative Xact

Q) Best practice: CEO Safety Award

For us as a chemical group, the safety of our plants and pro-
cesses is a top priority. Every year, the international CEO
Safety Award honors particularly successful initiatives and
contributions to occupational safety at LANXESS. In 2022,
the PTSE team in Thane (India) received the award for their
safety concept for hazards caused by restricted air circula-
tion. Working in confined spaces is considered a high-risk
activity. This is because potential hazards such as oxygen
deficiency, toxic or explosive atmospheres, and/or high alti-
tudes create challenging working conditions. Parts of the
safety concept include the identification of the respective
hazards of the confined spaces, training plans, provision of
suitable rescue tools and practice-oriented simulation train-

ing for rescue teams.

Health and well-being

Our occupational health management is based on raising all
employees’ awareness of their own health and motivating
them to adopt healthy behaviors in their professional and
personal lives. Our commitment to maintaining and promot-
ing both the physical and the mental health of our employ-
ees is anchored in our LANXESS Corporate Policy.

L] LANXESS Corporate Policy

We attach particular importance to combating stress at the
workplace. As part of the workplace risk assessment, we
evaluate the workplace conditions for each activity world-
wide at regular intervals. Thereby, both physical and mental
stress factors are taken into account. The risk assessments
are repeated on an ad-hoc basis, but at the latest every three
years, to identify and minimize any physical burdens and
sources of stress. In this context, ergonomics at the work-
place is also regularly reviewed and continuously improved.
We also offer our employees worldwide a wide variety of
measures to promote health and well-being, such as medi-
cal check-ups and stress management training, as well as
mental health, fitness, wellness, nutrition-related offers and
impulses for mindfulness.

:l Further information on our health offers
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Fair remuneration for everyone

One key element of our “You Matter” program is fair remu-
neration. As part of our competitive remuneration, we offer
a performance-based remuneration component — the an-
nual performance payment (APP) — in addition to the fixed
salary above the pay scale, and, in most countries, within the
pay scale. With the individual performance payment (IPP),
managers can also reward extraordinary performance by
their employees during the year in a prompt and unbureau-
cratic way. Additionally, we offer long-term variable remu-
neration programs for our managers in Germany, the USA,
India, and China. For all employees in Germany, LANXESS
also offers additional remuneration components in the form
of company benefits such as our employee stock program.

I: Further information on our remuneration components

Our remuneration policy offers competitive pay based on
relevant external benchmarks, level of professional experi-
ence and quality of work, irrespective of the employee’s gen-
der. The fixed annual salary of non-pay-scale employees is
reviewed on the basis of these criteria in our annual salary
review. Salary increases for our pay-scale employees follow
the applicable collective agreements, likewise irrespective of
gender.

In signing the “Women’s Empowerment Principles”
(WEPs), an initiative from the UN Global Compact and UN
Women, we strengthened our commitment to equality be-
tween men and women. This naturally also includes “equal
pay for the same work”.

I:l Further information on the WEPs

The difference between average pay for men and women at
LANXESS is less than +/- 6% for all individual levels. When
the wage gap is broken down by age group — as a proxy
variable for professional experience — the difference be-
tween men and women is even smaller. The goal of our HR
policy is to have no gender-specific differences in pay. Our
diversity & inclusion measures also contribute to this.

E Further information in the ESG Data Factsheet
In 2023, we were included for the third time as one of 484
companies in the Bloomberg Gender Equality Index (GEI),

which recognizes achievements and reporting in the area of
gender-specific wage equality, among other aspects.

l:' Further information on the Bloomberg Gender Equality Index

Remuneration Ratio of Women to Men

%
100
Executive level 106
<M
Management level :
- Middle management level 98
[ 10
= Junior management level 94
[ 97
Non-management level 100
—4 105

Base salary . Total remuneration

Pensions and financial protection

As a responsible employer, the financial security of our em-
ployees is important to us. LANXESS offers its employees in
most countries a company pension and insurance services
for their financial security, such as free accident insurance.
The structure of the company pension is regulated differ-
ently in different countries depending on the state pension
system. LANXESS's pension commitments often go beyond
what is legally required. Employees in Germany can add to
their personal financial security with private pension and in-
surance solutions and, since 2021, also receive a subsidy
for supplementary long-term care insurance.

Further offers support the transition to retirement, such as
the long-term account for pay-scale employees in Germany.
Employees can pay not only money such as bonuses, but
also time credit into this account. This allows them to leave
working life earlier just before retirement while still being
employed at LANXESS and therefore financially secured.
The participation rate was at a high level in 2023 at around
90%.

Another instrument for security that LANXESS offers its em-

ployees in countries such as the USA and India is employer-
funded health insurance.
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2. ACTIVELY SHAPING PROFESSIONAL
LIFE

Supporting development

Only if we continuously invest in initial and further training
for our employees and provide them with clear, globally
binding values and standards, will we be able to take ad-
vantage as a company of the opportunities offered by chang-
ing markets. A wide variety of management and personnel
development tools enable and motivate our employees to
act on the basis of our values, think about topics in a new
way, and implement them rapidly, while developing solu-
tions as a team.

Performance dialog

One key instrument for our personnel development is the
annual performance dialog. This group-wide format for the
performance evaluation of our employees helps our manag-
ers and their employees to compare their mutual expecta-
tions with regard to tasks, goals, responsibilities, and behav-
ior to continuously give one another feedback, and thus im-
proving collaboration. The performance dialog focuses on
an intensive dialog in which the employees’ professional de-
velopment can be discussed on an individual basis. The as-
sessment is also about how goals are achieved. This pro-
motes our corporate culture with its values: respect, respon-
sibility, trust, professionalism and integrity.

Personnel conferences

Our personnel conferences are based on the performance
dialog and give the management the opportunity to con-
tinue the dialog on employees’ performance and develop-
ment throughout the organization. At the conferences, we
apply uniform evaluation standards, discuss (career) devel-
opments, and ensure succession planning on a long-term
basis. Development measures may include job rotations,
management training, or coaching, for example.

Global corporate talent programs

With our corporate talent programs “eXplorer”, and “com-
pass” we offer talent programs across all divisions and hier-
archy levels throughout the Group so as to provide targeted
support to particularly high-performing employees who
have the potential to fill strategically relevant positions.

Strategic HR planning

For our strategic HR planning, we use digital technologies
and algorithms to make data-based decisions for the long-
term development of our organization. We use people ana-
lytics to analyze large sets of HR data, for example in order
to initiate recruitment or succession planning at an early
stage and ensure the necessary transfer of knowledge.

This enables us to remain competitive even in a tight labor
market. As part of strategic HR planning, we simulate the
development of our personnel levels and requirements
based on defined job roles in order to identify possible gaps
and derive suitable measures such as training, job rotation,
recruitment, or transfers. The assumptions we apply when
simulating our personnel requirements are based on data
that we gain using people analytics, such as retirement age,
employee turnover, and other absence. The people analyt-
ics functions also help us make our recruitment goal-ori-
ented and attractive. In this way, we can develop tailored
training and onboarding offers, increase employee reten-
tion, and strengthen our role as an employer of choice.

Particularly in the context of demographic change, it is cru-
cial for us to attract qualified and talented employees. Our
global digital recruitment process and the corresponding
software platform help us make the process of addressing
and acquiring new talent uniform and transparent.

I:' Further information on our recruitment system

I: Further information on new hires (p. 42-44)

Commitment to young talent

Professional training for young people has always been a
high priority for us, both to secure the company’s future and
as part of our social responsibility. It forms the basis of our
strategy to develop specialist staff for the German locations
from within our own ranks. We aim to retain at least 80% of
our apprentices after they have successfully completed their
training. With a rate of 79.55% (previous year: 85%), we
just missed this goal in 2023. Outside Germany (e.g. in Ar-
gentina, Brazil, and India), we offer similar programs to cover
our requirements for the next generation of employees. In
2022, we also offered part-time apprenticeships for the first
time in Germany.

Ongoing target: At least 80% of apprentices hired after
completing their training
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‘9 Best practice: Training for graduates

Dual studies: As part of a dual-study program at LANXESS,
we offer high school students in Germany with a university
entrance qualification the opportunity to obtain academic
knowledge while also starting their professional life.

Graduate trainee program: In addition to the initial train-
ing program, our international graduate trainee program is
another key tool for securing young talent in Germany. Par-
ticularly highly qualified Master’s graduates are prepared for
challenging specialist and management tasks and can gain
valuable experience in Germany and abroad or as part of in-
ternational projects.

Learning and development offers
Our personnel development focuses on continuously pro-
moting our employees’ potential and skills.

Training

Over 95% of all employees worldwide received training in
2023. This included basic training, safety training, and fur-
ther training for career and skills development. On our in-
house learning platform, our employees can find relevant
training offers and materials.

In 2023, our focus in the area of Learning & Development
was on expanding digital learning opportunities. We held
some training courses as face-to-face events again, but also
continued to develop virtual formats. Experience in recent
years has shown us that hybrid formats produce the best
results, as they offer our employees flexibility for their own
further training and support the expansion of our network at
the same time. Our digital learning platform "LinkedIn
Learning”, which was successfully launched in 2021, was
rolled out internationally in the reporting year. As a result,
our employees now benefit from more than 21,000 addi-
tional digital learning opportunities for professional and in-
terdisciplinary development and to strengthen future skills.
In 2023, LinkedIn Learning was able to support employees
in the effective use of the newly introduced Microsoft 365
applications. Our internal network comprises 70 LinkedIn
Learning curators who develop customized learning paths
to increase the quality of digital learning.

In order to keep developing our training offers, ensure their
effectiveness, and align them with the organization’s needs,
it is essential to evaluate the trainings. For example, they are
evaluated using a two-stage survey of the participants. First,
the participants assess their training unit immediately after
the course, and then after 90 days they receive a second
evaluation form. This allows us to capture both short-term
satisfaction with the course and long-term learning effects
and their impact on the participants’ everyday work, so that
we can assess and increase the sustainability of the training
offering.

Management development

Our managers play a key role in the management and fur-
ther development of our company. To equip them for this
task, we support the targeted development of their skills. In
addition to training units in the Group, our global manage-
ment development program also includes digital learning
formats, reflexive elements such as personality assess-
ments, and social learning such as advice from colleagues
and coaching units. The learning content is tailored to the
requirements of different management levels. In addition,
we promote manager development by offering networking
events, and 360-degree feedback followed by coaching.

Social learning

Our employees possess a huge wealth of knowledge. Social
learning is therefore becoming increasingly important and is
supported by us with various different offers. Combined with
personal support, solution-oriented handling of individual
concerns, and development of potential, an external coach
acts as a neutral source of feedback to develop the employ-
ees’ ability to reflect and thereby help supports the employ-
ees to increase their performance management and self-
management.

We also promote social learning by way of mentoring. At
LANXESS, any employee can be a mentor and use their
own experience and expertise to support colleagues with
their personal and professional development. Our formal
online mentoring platform is currently available to managers
at the German locations, as well as in parts of the EMEA re-
gion, in India, and at our locations in North and South Amer-
ica.
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‘Q Best practice: Sharing knowledge

Happy to Share: Our employees have a huge wealth of
knowledge and experience. To make this visible, we regu-
larly offer virtual sessions for sharing knowledge on various
topics following the motto “Happy to Share.”

Knowledge transfer in production: Our goal is to ensure
that valuable expertise is retained in the company despite
demographic changes. To this end, we are working on con-
tinuous digital knowledge management that documents
knowledge using various different media. Initial pilot projects
have been launched for this purpose. Our knowledge trans-
fer program, which includes expert debriefings, learning tan-
dems and a company-specific knowledge database ("Plant
Wiki+"), received the "HR Excellence Award" at the end of
2021.

International assignments

Another key component of our systematic personnel devel-
opment is international assignments. As of the end of 2023,
a total of 33employees, representing roughly 1% of our spe-
cialists and managers, were employed outside their contract
country as expatriates. International assignments not only
support the professional development of our employees;
they also contribute to intercultural expertise and help us un-
derstand diversity better.

Recognizing and valuing diversity

We see diversity as a strategic advantage and believe that
we have a responsibility to enable all of our employees to
shape their professional lives actively. We therefore aim to
develop diversity further at LANXESS and take advantage of
its positive effects for our company and our employees. An
appreciative culture that is equally open to all people helps
us to become more innovative and effective and to acquire
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and retain promising talent. HR processes that promote di-
versity form the basis for this. We take a holistic view of D&,
looking at all relevant dimensions.

In 2023, we continued to offer managers and employees
within the framework of events the "Simply do it" perfor-
mance culture series or the "Performance Dialogue Im-
pulse" to raise awareness of unconscious thinking patterns
and prejudices.

Recognizing and valuing diversity is anchored in our values
and our operational and management principles. We expect
our employees to value diversity and do not tolerate any
form of discrimination, in line with the international labor and
social standards of the International Labor Organization
(ILO). This is stipulated both in our Code of Conduct for em-
ployees and in our Position on Human Rights. In 2023,
there were again no reports and no knowledge of systematic
discrimination against people employed at LANXESS. This
covers skin color, age, gender, sexual orientation, ethnicity,
religion, physical and mental abilities, membership of trade
unions, and political opinions.

l; LANXESS Position on Human Rights

L] LANXESS Code of Conduct

We are a member of several initiatives emphasizing different
aspects of diversity. As a supporter of the Women’s Empow-
erment Principles (WEPs), the “Charta der Vielfalt” (Diver-
sity Charter) and the Rhine-Ruhr Diversity Network, we work
to help incorporate diversity, equity, and inclusion in Ger-
man business and globally. The topic is integrated in our
Sustainability Committee and in the Board of Management
with our Social & Governance sub-committee.

I:' Further information on the “Charta der Vielfalt”

I:' Further information on the Rhine-Ruhr Diversity Network

Ensuring equal opportunities

In 2022, we continued to pursue our strategic concept “Di-
versity & Inclusion” (D&I) for the promotion of diversity,
equal opportunities, and inclusion. It is important to us to in-
tegrate the topic of D&l comprehensively in all HR processes
throughout the employee cycle and to ensure equal oppor-
tunities. Our measures start with standardized recruitment
and onboarding processes to prevent discrimination. We
also address specific target groups and regularly take part
in recruitment events that are specially tailored to women,
for example. Using our mentoring platform, we can increas-
ingly also form intercultural teams.

Our commitment to strengthening diversity at LANXESS is
also reflected in our Group-wide talent programs. In 2023,
we exceeded the non-extended target. With a total of 93
participants in 2023, the rates came to 338% female
(2022: 28%) and 56% non-German participants (2022:
55%).

We also measure our progress with regard to various diver-
sity indicators, such as the proportion of women at different
hierarchy levels, and have set ourselves the goal of steadily
increasing the proportion of women at LANXESS. In the
context of the industry in which we operate, these figures
can be considered proportionate.
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2027 target: 25% women at the first level below the Board
of Management

2027 target: 28% women at the second level below the
Board of Management

2030 target: 30% women in management below the
Board of Management

Since April 2023, Ms. Frederique van Baarle has been a fe-
male member to the Board of Management of LANXESS
AG.

In April 2022, the Board of Management adopted new tar-
gets for the proportion of women at the two management
levels below the Board of Management. According to these
targets, the proportion of female employees is to be at least
25% at the first level and 28% at the second level below the
Board of Management by June 30, 2027. In the 2023 fi-
nancial year, the proportion of women at the first manage-
ment level below the Management Board was 23.1% and
28.4% at the second level below the Management Board.
The target of 28% was therefore even exceeded. Beyond
the statutory we have set ourselves further targets: Among
other things, we would like to have at least 30% manage-
ment positions to be held by women by the end of 2030. At
the end of 2023, the proportion of women in management
was 26.1% (previous year: 25.2%).
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Networks: Our employees take action

Networks can make an important contribution to promoting
diversity, equal opportunities and inclusion.

WInX - our global LANXESS Women Initiative - connects
women at LANXESS across national borders. As part of this
initiative, virtual, hybrid and face-to-face events were held in-
ternationally where participants were able to exchange
ideas. With a "Male Ally Workshop", the Women's Network
Germany showed that the commitment of male employees
to gender diversity and gender equality is also important.
The workshop gave rise to the "HeFor-WInX" network group
for committed men who will support the women's network
in future..

In the USA, a working group called “X-arise” (Against Racial
Injustice and Social Exclusion) was initiated by employees
in 2020. The group aims to raise awareness of the risk of
racially motivated unequal treatment and social exclusion by

providing targeted information, and develops action plans
where necessary.

Flexible working conditions

In order to help our employees actively shape their profes-
sional lives, we are constantly working to expand and im-
prove our offers in relation to work-life balance. With Xwork
— our program for flexible working — we want to enable our
employees whose jobs permit this the opportunity to organ-
ize their work independently and adapt it to their daily life.
Our Xwork models offer flexible concepts with regard to
working hours (flexitime, part-time or trust-based working
hours, job sharing) and the work location (mobile working
and working from home). Our ambitious goal was to derive
and implement specific guidelines or corresponding models
for flexible working conditions from our global Xwork princi-
ples in 95% of all countries where we operate. The cover-
age rate is currently at 96%.
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Alternatives to full-time work

LANXESS offers its employees and managers various part-
time regulations as alternatives to full-time work — as working
time models for different life stages. In this way, LANXESS
supports compatibility of career, family, and private life, for
example for employees on parental leave or those with re-
sponsibility for elderly or care-dependent relatives. Part-time
work is possible in consultation with the employee’s super-
visor.

Since 2019, the “flexitime” model has allowed all non-pay-
scale employees in Germany to reduce their working hours
to 95%, 90%, or 85%. What is special about “flexitime” is
that the volume of working hours resulting from the reduc-
tion is converted into full vacation days. These unpaid vaca-
tion days can be taken together and combined with regular
vacation.

We also allow our managers aged 57 and over to reduce
their working hours while still earning the same pay.

For events such as moving house, weddings, births, or a
death in the family, we usually grant our employees world-
wide paid special leave at short notice, depending on the
legal conditions in the respective country.

The legally defined framework for maternity leave and pa-
rental leave that is taken for granted in Germany, and similar
models in the European Union, are by no means standard
all around the world. In Germany, for example, parents are
entitled to a total of 14 months of basic parental allowance.
The months are freely divisible - one parent can claim a min-
imum of two and a maximum of twelve months for them-
selves. We therefore promote country-specific models for
work-life balance that go beyond the legal requirements at
our locations outside Europe.

I:' Further information on our flexible working offers
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Best practice: Support with childcare

Childcare: In many municipalities in Germany, it is difficult
to find suitable childcare. LANXESS therefore offers its em-
ployees childcare places at various daycare centers in and
around Cologne and offers support with searching for a suit-
able childcare option. At our production location in
Leverkusen, we offer a daycare center where children can
be looked after close to the plant.

Engaging our partners

Dialog with chemicals social partners — trade unions and
employer associations alike — as a principle of consultation
in action is the global practice at LANXESS. As part of this,
we also respect the freedom of association of our employ-
ees in accordance with the International Labour Organiza-
tion (ILO) and the UN Global Compact and comply with col-
lective bargaining agreements. We regularly seek dialog
with employee representative committees in Germany, Eu-
rope and worldwide, provide information on our corporate
objectives and involve employee representatives in organi-
zational changes at an early stage. The latest agenda in-
cluded, for example, Continuing the dialog on jointly shap-
ing the work of the future (including digitization and the in-
troduction of new IT systems). Fair dealings with employee
representatives and trade unions are also a top priority for
us outside Europe.
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3. LANXESS: EMPLOYER OF CHOICE

LANXESS aims to be an attractive and responsible em-
ployer. We are convinced that measures to strengthen our
corporate culture lead to a better business performance, a
strong employer brand, and ultimately to long-term corpo-
rate success due to increased commitment among our em-
ployees. Our goal is to attract candidates who fit with us and
our corporate culture. At the same time, we want to offer our
employees conditions that encourage them to stay with us
in the medium to long term and help fully develop their po-
tential. In summary, we want to be an employer of choice.

Satisfaction and commitment

Regular, structured feedback and analysis of our employees’
satisfaction and commitment are important elements for our
corporate culture. They allow us to evaluate the experiences
of our workforce and initiate measures to attract, retain, and
develop the best employees. In a global, Group-wide survey
of job satisfaction in 2020, a total of 92% of the participating
employees said that they felt committed or very committed
to their work.

We also assess the employee turnover rate on the basis of
resignations as an important indicator of our employees’
commitment.

We regularly analyze the turnover pattern by age, gender,
and region so that we can identify possible unequal treat-
ment at an early stage and take countermeasures where
necessary.

Ongoing target': Employee turnover resulting from volun-
tary resignations below 3.5%.

T Next review in 2023
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In 2023, the rate of employee turnover based on self-termi-
nation was 39% globally (previous year: 4.4%), which un-
fortunately means we missed our target for this year. Retain-
ing employees, especially talent, is increasingly becoming a
challenge as the labor market is clearly changing into an em-
ployee market. It is therefore becoming increasingly im-
portant in terms of HR strategy to retain skilled employees in
the company. Accordingly, we are also intensifying our em-
ployer branding internally and, for example, gearing it indi-
vidually to the different age groups in the company. We also
create a strong sense of belonging among our workforce
through various opportunities to network internally with one
another, and are expanding these opportunities in a tar-
geted manner.

In Germany, the voluntary turnover rate was 2.6% (previ-
ous year: 2.8%). The rate of employees who left the com-
pany at their own request within the first three years of em-
ployment (early turnover) averaged 1.3% worldwide in the
reporting year (previous year: 1.7%).

E Further information on satisfaction, commitment, and employee
turnover (p. 29-30)

In addition to strong commitment and relatively low em-
ployee turnover on the basis of resignations, we view our
performance in relevant rankings and competitions as an-
other indicator of satisfaction among our workforce and the
appeal of LANXESS as an employer.

‘Q Best practice: Awards as a top employer

China: In January 2022, LANXESS was named a “Top Em-
ployer China” for the fifth time in a row by the renowned Top
Employers Institute.

Brazil: In 2023, LANXESS Brasil has been awarded the
best place to work in the chemical and petrochemical indus-
try with the "Incredible Places to Work" for the fourth time in

a row.
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Corporate volunteering programs

Our understanding of our role as a sustainable employer in-
cludes being a good and reliable partner — for our work-
force, but also for people living locally and in the respective
region. We want to take on responsibility here for the devel-
opment of the social environment. Our commitment is
based on our corporate expertise and objectives, and fo-
cuses on the action areas of education, climate protection,
water, and culture. Globally, we provided a sum of around
EUR 0.3 million for our projects in 2023.

E Further information on our corporate citizenship (page 30)

'9 Best practice: Engagement in the coronavirus pan-
demic

As soon as the outbreak of the coronavirus pandemic be-
came known, we immediately made the necessary arrange-
ments to provide disinfectants worldwide. In February 2020,
we donated one ton of our disinfectant Rely+On Virkon to
hospitals in Wuhan, China. This was followed in April by a
total of ten tons for hospitals, authorities, and public institu-
tions in 13 countries around the world. In Germany, we do-
nated the water-soluble powder to the Ministry of Labor,
Health and Social Affairs of the state of North Rhine-West-
phalia and also supplied a total of 470 schools and public

institutions.
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We also give our employees the opportunity to get involved
beyond their own job role as part of corporate volunteering
programs. We believe that volunteering not only has a posi-
tive impact on society, but also helps employees develop
their personality and leadership skills and enriches our cor-
porate culture with this meaningful work. Within our focus
areas, which are based on the SDGs, our employees are al-
ready contributing to

» quality education,

» clean water,

» sustainable cities and communities,

» culture, and

» climate protection.

Since 2008, we have been supporting education under the
umbrella of the LANXESS education initiative. We have ini-
tiated more than 500 projects since then at our locations
worldwide to get young people interested in science at an
early stage. Our employees in Germany enabled high school
students to conduct experiments in modern laboratories for
a day, under expert supervision. At our locations in
Leverkusen, Dormagen, and Krefeld, we initiated four of
these events in total in the reporting year.

We promote climate protection with activities including a
multi-level energy saving project at a children’s home in
Mexico City. The children’s home “Hogar y Futuro” not only
gives children a new home, but also offers lessons to around
300 pre-school children as a non-profit organization. After
replacing the wiring and installing an energy-efficient light-
ing system, we mounted a photovoltaic system on the roof
of the home in 2019 and 2020. We also facilitate lessons
in which the children learn how to save energy and what
possibilities are offered by modern technologies to protect
the environment.

In Porto Feliz, Brazil, our Inorganic Pigments business unit
is involved in several reforestation projects to protect the cli-
mate and water, as well as the living environment of the local
population. Over an area covering around 3,000 m? in total,
seedlings of local trees were planted by hand in two pro-
tected areas at the end of 2020 and another 200 seedlings
were planted on the grounds of three schools.

In 2020, we organized a research competition in China for
the sixth time in a row, giving it the motto “Clean water for a
better life.” We use this competition to promote young aca-
demic talent while also raising public awareness of the im-
portant of water as a resource.
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GLOSSARY

Business unit (BU): Our business units are responsible
for our operating business. They are grouped together in
four segments: Advanced Industrial Intermediates, Engi-
neering Materials, Consumer Protection, and Specialty Ad-
ditives.

International Labour Organization (ILO): The ILO is a
special organization of the United Nations that is tasked with
promoting social justice as well as human and labor rights.

Junior Management: Includes all employees at LANXESS
with lower management grade. This classification defines
their allocation to salary brackets and bonus levels. It is not
linked to a management position, but rather to the evalua-
tion of the position.

Lost time injury frequency rate (LTIFR): The LTIFR
(known as MAQ [“accidents per million hours worked"] in
Germany) is a general accident statistic that determines the
total number of reportable occupational accidents for a de-
fined period and presents this in relation to one million work-
ing hours.

Management: Regardless of the hierarchical level, all em-
ployees with a management grade are classified as man-
agement.

Management in revenue generating functions: This in-
cludes the share of revenue-generating functions in man-
agement (e.g. sales) compared with overall management.
Support functions such as HR, IT, legal are not included.
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Middle Management: All employees at LANXESS with
middle management grade. This classification defines their
allocation to salary brackets and bonus levels. It is not linked
to a management position, but rather to the evaluation of the
position.

STEM positions: Different professions in the fields of sci-
ence, technology, engineering and mathematics.

Sustainable Development Goals (SDGs): The 17 goals
for sustainable development are political objectives of the
United Nations (UN). They were adopted in 2015 and are
intended to help ensure sustainable development world-
wide on an economic, social, and environmental level.

Top Management: Includes the first and second level be-
low the Board of Management (heads of business units and
Group functions, regional managers, and employees in sen-
ior management positions who report to them directly).

UN Global Compact: A global initiative for corporate gov-
ernance. The ten principles of the UN Global Compact
cover topics including human rights, labor standards, the
environment, and anti-corruption.

Women’s Empowerment Principles (WEPs): The
Women’s Empowerment Principles are seven principles for
empowering women at companies. The WEPs are a joint
initiative of UN Women and the UN Global Compact. They
are based on international labor and human rights stand-
ards and are a key instrument for companies’ implementa-
tion of the equality aspects of the 2030 Agenda and the
United Nations Sustainable Development Goals.

Xwork: Xwork comprises all the flexible working models at
LANXESS. This includes formats that offer flexibility in terms
of the work location, as well as programs allowing for a flex-
ible arrangement or reduction of working hours.

“You Matter” program: The full package of benefits that
LANXESS offers its employees.
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