
ESRS S1 

ESRS S4

We promote equal opportunities and

innovation for our customers, business

partners and employees alike.

ACTIONS 
//	 Offers in the areas of flexibility, family, 

health, and development 
//	 grenke Engagement-Score
//	 Diversity, inclusion and equal opportunities
//	 Work scheduling models 
//	 Remote work and New Work approaches

OUR HIGHLIGHTS

33.8%
Top management positions 
held by women (grenke AG)

2,439
Employees

59.3% 
of active specialist 
reseller partners have 
been working with us 
for > 3 years

34,548 
Active specialist  
reseller partners

82%
Employee satisfaction

546,750
SME customers2.98%

adjusted gender pay 
gap (Germany)

TOP KPIs AND TARGETS

TOP KPIs Defined target Status Target value 2030

grenke 
Engagement Score

Increase employee sat-
isfaction and strengthen 
diversity

Score of 2.2  
(largely satisfied)

Fluctuation rate Increase employee 
retention

< 16.3% (sector average 
for the financial and 
insurance services sector 
in 2023)

Average number of 
contracts per active spe-
cialist reseller partner

Increase in long-term 
partnerships

Two additional contracts 
per specialist reseller 
partner compared with 
the 2025 reference year

Improvement Reduction Ongoing Unchanged

//	 Physical and mental health
//	 Customer satisfaction and safety
//	 Responsible marketing practices
//	 Attractive financing solutions for  

SME leasing
//	 AI-supported tools and ELLA (grenke AI)

7.8%
Fluctuation rate

Social
 contribution
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1+3

2

1

2

3

Employment conditions

IRO +/– Scope Time horizon Value chain Measures and policies Management via TOP KPI

Risk of fluctuation and 
loss of employees 
due to unattractive re-
muneration structures

R
// House of Benefits 
// Health and Safety Policy

Fluctuation rate

Insufficient workplace 
health and safety 
measures

I – Potential
// Health and Safety Policy
// Mental Health First Aider training

grenke Engagement Score

Secure employment 
and an attractive 
working environment

I + Actual
// House of Benefits 
// Health and Safety Policy

grenke Engagement Score

Workplace health and 
work-life balance

I + Actual
// House of Benefits
// Health and Safety Policy

grenke Engagement Score

Impairment of our 
business operations 
and strategic agenda 
due to social risks

R // Health and Safety Policy grenke Engagement Score

Equal treatment and equal opportunities for all – employment and inclusion of people with disabilities/measures to pre-
vent violence and harassment in the workplace/diversity

IRO +/– Scope Time horizon Value chain Measures and policies Management via TOP KPI

Promoting innovation 
and productivity 
through a diverse 
working environment

I + Actual // House of Benefits grenke Engagement Score

Career opportu-
nities and further 
development of our 
employees

I + Actual
// House of Benefits
// Annual appraisal process

grenke Engagement Score

Other work-related rights – child labour/forced labour/data protection

IRO +/– Scope Time horizon Value chain Measures and policies Management via TOP KPI

See above under “Secure employment and an attractive working environment”

I Impact  R Risk  O Opportunity	   Short-term (< 1 year)    Medium-term (1–5 years)    Long-term  (> 5 years)	   Upstream    Own operations    Downstream	
			 

ESRS S1  
Own workforce
Our material impacts,  
risks and opportunities
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Impact materiality

Not significant
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Significant
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significant
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3.7 ESRS S1 – Own workforce

Summary at a glance

This chapter outlines our strategies, goals, 
policies, initiatives, and performance indicators 
related to our workforce, and addresses key 
risks such as staff fluctuation, talent shortages, 
and health and safety concerns. We mitigate 
these risks through our compensation frame-
work, enhanced Health@grenke programmes, 
and the grenke Integrity Line, while our Code of 
Conduct safeguards human rights. Employee 
satisfaction is reinforced by a stable Engage-
ment Score of 2.2, the grenke Talent Lab learn-
ing platform, structured development paths, and 
flexible working and remote work models. The 
chapter also provides detailed insights into our 
workforce composition and market-competitive 
compensation.

SBM-3: Material impacts, risks and 
 opportunities related to our own workforce 

Our success is largely driven by the commitment 
and capabilities of our employees – “Team gren-
ke” – which comprises all individuals employed 
on a full-time or part-time basis or holding a 
permanent or fixed-term employment contract 
with one of our subsidiaries. Our workforce pre-
dominantly consists of employees of grenke AG. 
We also take into account temporary workers, 
self-employed individuals and third-party service 
providers. All individuals in our workforce who 
may be significantly affected by our business 
activities fall within the scope of the disclosure 
requirements in accordance with ESRS 2. 

As part of our materiality assessment, we have 
identified the impacts, risks, and opportunities 
related to our workforce and continue to address 

and anticipate them on an ongoing basis. Since 
the 2024 financial year, we have expanded and 
validated our material topics but have not ob-
served any significant year-on-year changes. 

Employee satisfaction continues to strengthen 
grenke’s reputation as an attractive employer. 
At the same time, increased staff fluctuation 
driven by uncompetitive remuneration structures 
poses a risk to business continuity. The short-
age of skilled professionals in the labour market 
may hamper recruitment efforts and lead to an 
innovation gap, as the talent needed to develop 
new ideas and technologies remains scarce (see 
Section ESRS 2 – Our materiality assessment 
procedures).

A healthy, appealing work environment, secure 
jobs, occupational health and safety, diversity ini-
tiatives, and a transparent, development-oriented 
corporate culture are all key contributors to our 
business success. Our engagement in inclusion, 
support for women in leadership positions, and 
the creation of career and development opportu-
nities also have a positive impact on our success 
in these areas. 

A lack of workplace health and safety meas-
ures poses a potential medium-term risk to our 
business operations. Failure to comply with 
safety standards and work schedule regulations 
can lead to greater staff fluctuation and produc-
tivity losses. Poor working conditions may lead 
to physical and mental health issues such as 
burnout, which can compromise employee well-
being and diminish their performance. Together, 
these factors can weaken the Company’s overall 
performance. We are therefore committed to 
continuously developing and improving relevant 
policies and initiatives. 

The material negative impact identified in relation 
to potentially insufficient health and safety meas-
ures in the workplace reflects a widespread or 
systemic issue present across many industries. 
We are also not aware of any circumstances 
suggesting that employee groups with specific 
features or circumstances are at elevated risk. 
Additionally, our Climate Action Plan, aimed at 
reducing environmental impacts, has not shown 
any adverse effects on our employees.
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Material negative impacts – systemic and individual (SBM-3)

Sub-topic Negative impact Systemic and individual

Employment conditions Insufficient workplace health and 
safety measures

Systemic – the occurrence of this negative 
impact on our workforce could have far-reaching 
consequences, as it may adversely affect em-
ployees’ health, reduce productivity and ultimately 
weaken the Company’s overall performance.

Following a thorough review of our business 
activities, we can confirm that we do not engage 
in any activities that present a significant risk of 
forced, compulsory, or child labour. We regard 
respect for human rights as a core element of 
our corporate responsibility and are firmly com-
mitted to upholding them (see the grenke Code 
of Conduct and ESRS 2 – Our Company policy).

S1-1: Our policies related to own workforce

In the 2025 financial year, we adjusted our 
 business policies to reflect our position on 
respecting and protecting human rights, thereby 
ensuring that we manage the related impacts, 
risks, and opportunities concerning our work-
force responsibly. 

To ensure and uphold the highest ethical 
standards, we clearly defined provisions in our 
grenke Code of Conduct. These exclude child 
and forced labour, modern slavery, and human 
trafficking throughout our entire value chain, and 
set out our stance on how our products and 
services should be handled (see Section ESRS 
2 – Our Company policy under “Policies and 
frameworks”). The Code of Conduct outlines 
our commitment to responsible corporate gov-
ernance and respect for human rights, including 
workers’ rights. The Vice President Compliance 
oversees its implementation. We are committed 

to providing an attractive, healthy, and sustain-
able work environment – one that has a positive 
effect on our employees and at the same time 
reduces potential risks. We are also committed 
to ensuring equal opportunities and supporting 
the personal development of our apprentices 
and work students.

grenke’s Code of Conduct explicitly rejects 
 human trafficking, forced labour, compulsory 
labour, and child labour, and prohibits all such 
practices. We work proactively to eliminate 
discrimination and strictly prohibit any form of 
disadvantage or marginalisation of individuals 
on the grounds of ethnic origin, religion, belief, 
nationality, sexual orientation or identity, preg-
nancy or parenthood status, marital status, 
age, disability, or chronic illness. 

Our Code of Conduct sets qualifications, skills, 
and experience as the foundation for recruit-
ment, placement, training, and promotion. 
grenke maintains up-to-date records on re-
cruitment, training, and promotion to provide a 
transparent overview of opportunities available 
to employees and their career development. 
Our detailed recruitment process ensures 
that we do not disadvantage specific groups. 
Our top management assumes responsibili-
ty for equal treatment and equal opportunity 
in the workplace, and our Code of Conduct 

establishes a clear, Company-wide policy to 
promote equality at work.

We have no concrete political commitments 
relating to inclusion or support measures for peo-
ple from groups that are particularly vulnerable 
within our own workforce.

Our principles of conduct relate to the following 
material impacts and opportunities affecting our 
workforce: 

Positive impact: Promoting innovation and 
productivity through a diverse working 
environment
grenke fosters a respectful and fair working envi-
ronment, strengthening employee trust and satis-
faction. This, in turn, supports higher productivity 
and reduced staff fluctuation.

Positive impact: Workplace health and 
work-life balance 
Flexible work scheduling models help support 
employee satisfaction and retention, while pro-
moting health and the compatibility of work and 
family life.
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Negative impact: Insufficient workplace 
health and safety measures 
Failure to comply with safety standards and work 
schedule regulations can lead to greater staff 
fluctuation and productivity losses. Inadequate 
work conditions may lead to mental and physical 
health issues, impairing employee health and 
reducing performance.

The grenke Code of Conduct applies to all gren-
ke employees. The policy focuses on the Com-
pany’s own operations. The Company has not 
committed itself to complying with any standards 
or third-party initiatives as part of implementing 
the concept. Stakeholder interests were incorpo-
rated into the drafting of the Code of Conduct, in 
particular through the Human Resources, Com-
pliance and Corporate Development functions. 
Our Code of Conduct is publicly available on our 
website. 

To monitor the effectiveness and implementation 
of the Code of Conduct and to identify potential 
adverse impacts on human rights, grenke oper-
ates a reporting procedure (whistleblowing sys-
tem). The grenke Integrity Line allows confidential 
reporting of concerns, including human rights 
violations, discrimination, and racism. grenke re-
views all reports carefully and protects reporting 
persons from disadvantage and discrimination 
(see Section ESRS G1 – Business conduct).  

Employees may also submit reports to the Hu-
man Resources department at any time. grenke 
reviews the effectiveness of human-rights-relat-
ed prevention and remedial measures and the 
reporting procedure on an annual basis.  

Through its holistic Health and Safety Policy 
(see Section ESRS 2 – Our Company policy), 
grenke commits to maintaining and promoting 
workplace health and safety by means of Com-
pany safety officers, regular preventive health 
checks, and safety measures. grenke actively 
promotes health beyond statutory require-
ments. An example is grenke’s adaptation of the 
physical work environment to support the health 
and safety of employees, customers, and other 
visitors with disabilities. The policy’s objective, 
which applies to all companies in Germany, is to 
maintain, improve, and foster employee health 
and safety through efficient and systematic occu-
pational health and safety practices and actions 
taken to promote health in the workplace. The 
Health and Safety Policy relates to the following 
material impacts and opportunities affecting our 
own workforce: 

Negative impact: Insufficient workplace 
health and safety measures
Insufficient workplace health and safety meas-
ures may lead to mental and physical health 
conditions that reduce employee performance. 
Overall, this may weaken the Company’s overall 
performance.
 
Positive impact: Workplace health and 
work-life balance 
By creating a healthy working environment, we 
can support a balanced relationship between 
professional and private life.

The Health and Safety Policy applies to the em-
ployees of all companies in Germany. The policy 
focuses on the Company’s own operations. The 
Vice President Work Environment is responsible 
for implementing the Health and Safety Policy at 
the highest organisational level. The Company 
has not committed itself to complying with any 
standards or third-party initiatives as part of im-
plementing the concept. The Human Resources 
and Work Environment departments contributed 
their perspectives to form the Health and Safety 
Policy. We publish the policy on the grenke 
website, where it is accessible to all stakeholders 
(www.grenke.com/en/esg/downloads/).

We also offer a wide range of training oppor-
tunities to ensure an appropriate workforce 
capacity and to reduce staff fluctuation. All of our 
employees have access to our internal learning 
management system, the grenke Talent Lab,  
which provides more than 197 training courses 
across IT, administration, legal, sales, and other 
subject areas. Two-thirds of the courses are 
“on demand” training, while the remaining third 
consists of live sessions, usually available in both 
German and English. In the reporting year, em-
ployees completed an average of 22.5 learning 
hours. In addition, during the 2025 financial year, 
we organised our international “Learning Week” 
featuring 70 topic-specific educational offers, 
hosting a total of 2,451 participants worldwide. 

Our workforce-related policies are regularly 
reviewed and updated, taking our employees’ 
interests and views into account. We ensure 
this through the co-development and regular 
review with the key relevant departments and 
committees. Our policies are also guided by the 
following international frameworks:
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//	 Universal Declaration of Human Rights
//	 Charter of Fundamental Rights of the Europe-

an Union
//	 UN Guiding Principles on Business and Hu-

man Rights
//	 Children’s Rights and Business Principles
//	 UN Global Compact
//	 Core Labour Standards of the International 

Labour Organization (ILO)

Through the concepts and policies outlined 
above, we ensure that any material impacts 
affecting our employees are taken into account 
and address the risks related to our own work-
force (MDR-P).

S1-2: Our methods for engaging our own 
workforce 

We recognise our employees are key stake-
holders in shaping our strategic actions and 
initiatives. Based on this understanding, we place 
strong emphasis on supporting their wellbeing 
and actively incorporating their interests and 
perspectives into decisions and activities aimed 
at managing impacts on grenke and its em-

ployees. In 2025, we were once again certified 
and recognised as a “Top Employer Germany”,  
demonstrating the high quality of our human 
resources work.

We gather employee perspectives through annu-
al employee surveys, regular appraisal discus-
sions with line managers (annual appraisals), and 
a range of additional dialogue formats.

Annual employee appraisal

15

4 2

3

Employee approval
The employee takes �nal note 

of the documented annual 
appraisal. Both parties can 

access it at any time.

1:1 meeting
In face-to-face meetings, 

managers and employees share 
their assessments and give 

each other feedback on their 
collaboration. Development areas 

for the next year can also be 
identi�ed.

De�nition of expectations
Managers and employees 

de�ne the main responsibilities 
and tasks that they want 

to look back on.

Employee 
self-assessment

The employee carries out a 
self-assessment with regard 

to their own performance and 
the requirements anchored in 

the respective job pro�le.

Assessment from 
the manager

The manager assesses the employee‘s 
performance and the requirements set 

out in the job pro�le.
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Surveying our employees is an important basis 
for evaluating our attractiveness as an employer. 
We therefore survey our employees annually on 
how they perceive grenke as an employer. As 
part of the Group-wide survey, we determine the 
grenke Engagement Score (GES) and define it as 
a TOP KPI (see Chapter 1 Group fundamentals 
under “Non-financial performance indicators” 
in the Combined Management Report). The 
GES measures satisfaction across engagement, 
identification, and retention, as well as overall 
satisfaction with the Company, using a scale 
from 1 (high satisfaction) to 7 (low satisfaction), 
reflecting grenke’s objective of maintaining a con-
sistently satisfied workforce. The target applies to 
our own staff and our business operations. Our 
aim is to achieve a grenke Engagement Score of 
at least 2.2 each year as an absolute target level. 
Multiple departments contribute to jointly achiev-
ing this target. The Human Resources depart-
ment is responsible for conducting the employee 
survey with external partner Cubia AG. The Head 
of People Experience serves as the point of con-
tact, while operational responsibility lies with the 
Vice President Human Resources and the COO, 
in line with the allocation of responsibilities. Com-
pared to the previous year, the score remained 
largely unchanged at 2.2 (2024: 2.1) (MDR-T).

By measuring employee satisfaction, we gain 
insights into whether our efforts to work effective-
ly with our workforce are achieving the intended 
results. The survey focuses in particular on en-
gagement, identification, loyalty, and strategy.

In addition, annual appraisal meetings provide 
employees with an opportunity to discuss con-
cerns and feedback directly with their line man-
ager. We ensure these interactions are effective 
by evaluating the grenke Engagement Score and 
the individual dialogue with employees during 
appraisal meetings.

We have not entered into any agreements with 
employee representatives concerning the ob-
servance of human rights in relation to our own 
workforce.

S1-3: Our grievance and remedy mechanisms 
for negative impacts

Our workforce has access to channels that allow 
concerns or needs to be raised and reviewed 
directly with the Company. 

grenke is committed to identifying, reducing, 
and, where possible, fully remedying negative im-
pacts on our workforce, while actively promoting 
diversity and inclusion. In support of this, grenke 
has established complaint mechanisms through 
which employees can contact us. The main 
points of contact are line managers through reg-
ular employee discussions, the annual appraisal, 
and the respective HR Business Partner. Our 
grenke Integrity Line also serves as a confidential 
channel for reporting concerns and breaches, 
including human rights violations, discrimination, 
and racism (www.grenke.com/en/grenke-in-
tegrity-line/). We ensure that all employees can 
access these channels and that we review every 
report carefully. We protect reporting individu-
als from disadvantage and discrimination and 
use internal communication, including training 
measures, to ensure employees are aware of this 
reporting option. The Compliance department 
records and sanctions reported issues and con-

cerns. In this way, we ensure the further handling 
and processing of reports at grenke (see Section 
ESRS G1 – Business conduct).

We safeguard the effectiveness of these chan-
nels through clearly defined processes and 
requirements governing both the operation of the 
reporting system and the handling of incoming 
reports. We inform employees about the pur-
pose, functioning, and protective mechanisms 
of the whistleblowing system through targeted 
training and supporting information materials, 
with the aim of building trust and encouraging 
appropriate use.

In addition, as part of a holistic health and safety 
concept, we implement specific measures to 
reduce the identified negative impact of insuffi-
cient workplace health and safety measures. This 
concept includes measures to support physical 
and mental health, such as Health Day 2025, the 
“Mental Health First Aider” initiative and train-
ing, bi-monthly information sessions on topics 
including mental health, resilience, depression, 
and burnout prevention, as well as the monthly 
RunDay Monday, a joint running activity.
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S1-4: Actions to reduce material risks and 
seize opportunities related to our own work-
force 

An unappealing working environment, insuffi-
cient occupational safety, health and diversity 
measures, and a lack of transparency in corpo-
rate culture and communication increase risks 
in grenke’s operational business. A negative 
work environment and employee dissatisfaction 
weaken grenke’s reputation as an attractive 
employer. This particularly affects the retention of 
existing employees and the ability to attract new 
talent. Staff fluctuation and capacity shortages 
can increase process error rates and jeopardise 
the continuity of business operations. At the 
same time, a shortage of qualified professionals 
can hinder recruitment and lead to an innova-
tion backlog, as the required talent to develop 
new ideas and technologies is unavailable. Our 
Company is built on our employees, which is 
why we believe they have an influence on both 
our business and strategic risks. 

We take the following measures to mitigate the 
risk of social factors impairing our business oper-
ations and strategic agenda. These measures are 
available to all employees and are implemented 
in the short, medium, and long term (MDR-A): 

Attractive remuneration and benefits   
Employee attrition resulting from remuneration 
that is not aligned with market levels and there-
fore not competitive can lead to significant staff 
fluctuation. Fair and transparent remuneration 
increases employee motivation. To provide more 
transparency regarding the appropriateness of 
our remuneration, we launched the Compensa-
tion Raster project in the 2023 financial year  and 
continued this project in 2025. We also carried 
out a salary benchmarking exercise to ensure our 

remuneration is aligned with market standards. 
We also offer a wide range of benefits, including 
bike leasing, a subsidy for occupational disability 
insurance, exclusive discounts through a cor-
porate benefits platform, meal allowances, and 
free use of the grenke Bank credit card offering. 
These benefits are designed to support and 
enhance our employees’ financial security and 
overall wellbeing.

Family-friendly offers 
We recognise the importance of a healthy 
work-life balance and support all employees in 
balancing work and family life. This support in-
cludes childcare and dependent-care subsidies, 
flexible work schedules, hybrid working, and 
opportunities for sabbaticals and workations. At 
our Baden-Baden and Karlsruhe locations, we 
also offer Parents Connect, our platform that 
facilitates the exchange and networking among 
employees on parental leave.

Health promotion (Health@grenke)  
The health of our employees has the highest 
priority. We provide all employees with a com-
prehensive programme to support physical and 
mental wellbeing. The programme includes 
ergonomic workstations, sports groups, regular 
health checks, mental health training, and the 
opportunity to qualify as a Mental Health First 
Aider (see Section ESRS S1 – Own workforce 
under “Additional actions”).
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Mental 
Health

MHFA further training

Mental health awareness training

MHFAs as initial contact persons

Info calls on various topics 
(e.g. resilience, burnout,...)

Physical 
Health

Basics

Bike leasing

Sana health check for managers

Team sports events (B2Run) + sports groups

Expansion of ergonomic workstations

Allowance for workplace glasses + eye test at HQ

First Aider training

Health Day

Occupational 
disability insurance

Approach to physical and mental wellbeing

Individual development and  
career advancement  
We invest in the personal and professional 
growth of our employees. Through our buddy 
programme, a broad range of training oppor-
tunities, internal mentoring programmes, and 
support for individual career paths, we create the 
conditions for long-term success.

Engagement and corporate culture  
We foster an open and respectful corporate 
culture where all employees feel valued and 
empowered to reach their full potential. Initiatives 

such as Family Day in Baden-Baden, support for 
local projects such as CompleGRENKE in Italy, 
and regular team-building activities strengthen 
cohesion and engagement.

Transparent work schedules 
The digital recording of work hours across all 
grenke companies in Germany helps to ensure 
we comply with the legal requirements and sup-
ports transparent and fair work schedules.

Promotion of diversity and inclusion 
We actively promote a diverse and inclusive 
workplace, where all employees enjoy equal 
opportunities – regardless of gender, origin, age, 
or sexual orientation. 

These measures aim to mitigate negative im-
pacts on employees and related risks. grenke 
has not identified any new material opportunities 
for the Company and has therefore not imple-
mented measures to leverage material oppor-
tunities relating to its own workforce. Our core 
actions and initiatives addressing the identified 
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House of Bene�ts

Many more
bene�ts

// Flexibility
The job should be 
compatible with the 
employee's personal life.

Hybrid work model/
Additional vacation days 
for births, relocation, 
weddings, etc.

Childcare allowance/
Reduction in work 
hours for special life 
situations

Bike leasing, occupational disability insurance at special conditions, numerous discounts via the Corporate Bene�ts 
platform, meal allowances, free grenke credit card, etc.

Allowance for 
preventative training/
Trained mental health 
�rst aiders

External and internal 
training opportunities/
Access to LinkedIn 
Learning

// Family
Work and family life 
should be reconcilable for 
all grenke employees.

// Health
A healthy organization 
requires healthy employees.

// Development
We help develop 
the potential of 
our employees.

A transparent, attractive salary model as the foundation

risks and supporting our strategic fields of action 
aim to increase employee satisfaction and reten-
tion, strengthen diversity, increase the proportion 
of women at grenke, and support talent devel-
opment. The Human Resources department is 
responsible for managing impacts and for imple-
menting measures to address negative impacts 
and promote positive impacts.

We firmly believe that grenke’s success is in-
trinsically tied to the wellbeing, satisfaction, and 
growth of our employees. We recognise our role 
as an employer and are committed to fostering 
an attractive, inclusive, and forward-looking 
work environment. Our comprehensive range of 
employee offers, which we refer to as our “House 
of Benefits”, forms the foundation for a positive 

employee experience. It includes a transparent, 
performance-based remuneration model, along 
with a wide range of other benefits in the areas 
of flexibility, family, health, and personal devel-
opment. Our actions focus on our own business 
operations and are designed for the short, medi-
um, and long term. 

House of Benefits
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grenke provides all necessary resources to 
effectively address and reduce material negative 
impacts on its employees while further promoting 
positive impacts. These resources include both 
financial- and personnel-related resources, par-
ticularly within the Human Resources and Work 
Environment departments. The Work Environment 
department is responsible for creating a safe and 
healthy work environment. Within Human Re-
sources, the Corporate People Experience team 
leads initiatives to promote employees’ mental 
and physical health (see the diagram “Approach 
to physical and mental health”). Through the 
annual survey process and the regular update of 
IROs as part of the double materiality assessment, 
we continuously assess how successfully these 
management measures have been implemented. 
In the 2025 financial year, no significant capital 
expenditure was incurred to implement actions 
related to employee satisfaction, retention, and 
development.

We continuously assess the effectiveness of our 
initiatives and use the resulting insights to fur-
ther enhance our programmes and processes. 
Our key measurement tools include the annual 
employee survey and the grenke Engagement 
Score derived from it. These tools provide valu-
able insights into the strengths and weaknesses 
of our corporate culture and highlight opportu-
nities for improvement. We also use regular em-
ployee discussions, annual appraisal meetings, 
team meetings, (standardised) exit interviews, 
and anonymous feedback channels to gather 
employee views and concerns, identify issues, 
and incorporate them into our decision-making. 
Additionally, we monitor the staff fluctuation rate 
as an indicator of retention and analyse the rea-
sons for resignations to identify potential areas 
for improvement.

To ensure that our practices do not cause mate-
rial negative impacts on employees, compliance 
with laws, rules, and internal policies forms the 
foundation of our business conduct. Breaches of 
applicable laws may result in reputational dam-
age, sanctions, and financial losses. To prevent 
this, grenke operates a compliance management 
system and implements all necessary measures 
to ensure compliance with legal and regulatory 
requirements. grenke’s core principles of conduct 
and operational processes are documented in 
internal rules and regulations and mandatory. 
In its internal and external activities, grenke 
ensures that its actions align with internationally 
recognised standards and principles, such as 
the United Nations Global Compact and the core 
conventions of the International Labour Organ-
ization (ILO). grenke expects all employees to 
comply at all times with internal rules and policies 
as well as with applicable laws and regulatory 
requirements. 

To determine appropriate responses to negative 
impacts such as workplace accidents, sickness 
absence, or complaints, we systematically collect 
and analyse relevant data. This analysis helps us 
identify patterns and root causes and supports 
the development of targeted measures to miti-
gate or eliminate identified risks. 

S1-5: Our targets to manage material nega-
tive impacts and enhance positive impacts 

We have defined clear, results-oriented objectives 
to increase employee satisfaction, retention, and 
development. These objectives are described in 
detail in Chapter 1 Group fundamentals under 
“Non-financial performance indicators” in the 
combined management report and are based 
on and aligned with our Code of Conduct and 
sustainability strategy. The following are our key 
targets and indicators (MDR-T):

Fluctuation rate  
We use the staff fluctuation rate as an indicator 
of sustainable human resources management 
and our attractiveness as an employer. Our aim is 
to reduce staff fluctuation over the long term and 
increase employee retention. We are targeting 
a staff fluctuation rate that is below the average 
rate for the financial and insurance services 
sector in Germany (relative target level). In 2023, 
the sector average was 16.3 percent (based on 
the latest available information from the German 
Federal Statistical Office 2025). We are pursuing 
this target over the short, medium, and long term 
and apply it to our own workforce across our 
business operations, working in close coordi-
nation with the Human Resources department 
to achieve it. Human Resources calculates the 
staff fluctuation rate based on HR statistics as a 
cumulative annual average based on employee 
entries and exits (TOP KPI; see Chapter 1 Group 
fundamentals in the combined management 
report). The calculation of fluctuation is based on 
the number of departures during the year divided 
by the average cumulative annual number of 
employees. SAP SuccessFactors serves as the 
data source, and we report this indicator on a 
quarterly basis (MDR-M).  
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In the 2025 financial year, the Group-wide 
average fluctuation rate was 7.8 percent (2024: 
8.9 percent). During the year, 190 employees left 
grenke (2024: 204).

grenke Engagement Score  
The grenke Engagement Score forms the foun-
dation for evaluating our attractiveness as an 
employer. Our goal is to continuously improve 
this score and to achieve a minimum value of 2.2 
over the short, medium, and long term. In the 
2022 base year, we recorded a score of 2.0. In 
the 2025 financial year, we achieved a score of 
2.2.

Number of training days  
We aim to increase the number of training days 
per employee and ensure that our employees 
have the skills and competencies required for 
their roles. Our target range is 3.5 to 4 training 
days per employee (absolute target level). It 
applies to grenke’s own workforce and our own 
business operations. We are working to achieve 
this target from a short-, medium- and long-term 
perspective in close coordination with the Human 
Resources department. Human Resources 
counts the number of training days annually by 
tracking completed training activities. In the 2025 
financial year, the average number was 2.81 days 
per employee (2024: 2.96 days), with a Group-
wide training participation rate of around 98.36 
percent (2024: 98.82 percent). Based on this 
number, we did not achieve our defined target 
level in the 2025 financial year.

Diversity metrics 
Since 2021, we have emphasised the impor-
tance of gender diversity in our Company by 
setting targets for our bodies, Board of Direc-
tors, Supervisory Board, and top management. 
We define top management as the first and 
second management levels below the Board of 
Directors. For the Supervisory Board, our aim 
is to achieve a women’s representation rate of 
33.0 percent (relative target level) over the long 
term. This target applies to our employees and 
across our own business operations.  We work 
to achieve this target in close coordination with 
the Human Resources department. Human 
Resources systematically collects and monitors 
data on women’s representation across bodies, 
the Board of Directors, the Supervisory Board, 
and top management. In the 2025 financial year, 
women accounted for 17 percent of the Super-
visory Board, remaining below our target of 33.0 
percent (see Section ESRS S1 – Own workforce 
under “Diversity metrics”).

When defining our objectives and identifying 
opportunities for improvement, we consider the 
views of our employees and their representatives. 
This is done through our employee survey, the 
grenke Engagement-Score, and our material-
ity assessment process. To monitor progress 
towards our objectives, we measure the relevant 
metrics annually, covering all grenke employees. 
We then derive comparative values and assess 
developments over time.

S1-6: Characteristics of our employees

In the 2025 financial year, we employed an 
average of 2,439 people (2024 headcount: 
2,295). This included 1,021 employees in 
Germany (2024 headcount: 966) and a further 
1,418 employees at international locations (2024 
headcount: 1,330). The HR Analytics department 
collects and analyses the data on our work-
force (see the Group KPIs in this annual report 
2025). The number of employees, measured by 
headcount and including employees on maternity 
and parental leave, is calculated as a cumula-
tive annual average. This figure is determined 
by summing the total number of employees (by 
headcount) from January to December and divid-
ing the result by twelve months. SAP Success-
Factors serves as the data source, and we report 
this indicator on a quarterly basis (MDR-M).

All data presented in the report are stated in 
headcount and as average values for the report-
ing period. The average number of employees is 
published in the annual report as well as in the 
quarterly and half-year financial reports.

Number of employees by headcount and 

gender

Number of 
employees 2025 2024 2023

Male 1,105 1,056 1,003

Female 1,334 1,239 1,154

Others 0 0 0

Total number of 
employees

2,439 2,295 2,157
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Total annual average number of employees by headcount, gender, and type of employment

2025 2024 2023

Female Male Total Female Male Total Female Male Total

Number of employees 1,334 1,105 2,439 1,239 1,056 2,295 1,154 1,003 2,157

Number of permanent employees 1,334 1,105 2,439 1,239 1,056 2,295 1,154 1,003 2,157

Number of temporary employees 0 0 0 0 0 0 0 0 0

Number of employees without guaranteed working hours 0 0 0 0 0 0 0 0 0

Number of full-time employees 1,059 1,060 2,119 999 1,014 2,013 945 965 1,910

Number of part-time employees 276 45 321 240 42 282 210 38 248

Number of entries 214 200 414 263 234 497 251 273 524

Number of departures 86 104 190 95 109 204 113 97 210

Development of the annual average number of employees by headcount in grenke’s core markets: Germany (DE), France (FR) and Italy (IT)

2025 2024 2023

DE FR IT Total DE FR IT Total DE FR IT Total

Number of employees 1,021 235 217 1,473 966 218 206 1,390 896 194 213 1,303

Number of permanent employees 1,021 235 217 1,473 966 218 206 1,390 896 194 213 1,303

Number of temporary employees 0 0 0 0 0 0 0

Number of employees without 
guaranteed work hours

0 0 0 0 0 0 0

Number of full-time employees 810 220 191 1,221 782 202 184 1,168 736 177 200 1,113

Number of part-time employees 211 15 26 252 184 16 22 222 160 17 13 190
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Number of employees by headcount and 

region 

Number of 
employees 2025 2024 2023

Country

Germany 1,021 966 896

France 235 218 194

Italy 217 206 213

Finland 70 61 51

Poland 51 52 54

Portugal 68 67 64

Spain 94 91 87

United Kingdom 103 97 90

S1-7/S1-8: Characteristics of non-employee 
workers, collective bargaining coverage, and 
social dialogue

All of our employees are employed by grenke. 
However, to secure specialised expertise for 
projects, for example in IT, we collaborate with 
staffing agencies who provide us temporary 
personnel on demand.

Our employment relationships are not subject to 
collective bargaining agreements.

S1-9: Diversity metrics

We view diversity and equal opportunities as 
core principles and key drivers of our Company’s 
success. We track the development of women’s 
representation in leadership roles and actively 
promote a balanced gender distribution across 
all areas of the Company. Since 2021, we have 
been pursuing targets to advance gender diver-
sity within our bodies, the Board of Directors, the 
Supervisory Board, and top management. The 

target of 25 percent women on the Board of Di-
rectors, set by the Supervisory Board, was again 
achieved during the financial year. As of Septem-
ber 2025, the Board of Directors comprised one 
woman and three men. Further details on the 
composition of the Supervisory Board and the 
Board of Directors can be found in the Report of 
the Supervisory Board.

Women’s representation on the Supervisory 

Board and Board of Directors (in percent)

2025 2024

Target (%) Result (%) Result (%)

Supervisory 
Board

33 17 17

Board of 
Directors*

25 25 25

* As of December 31, 2024 and  December 31, 2025, the Board of 
Directors consisted of three men and one woman. However, there was a 
change in the composition of the Board of Directors during the reporting 
year. One member of the Board of Directors was female on both dates.

In 2025, the proportion of women in top man-
agement at grenke AG was 33.8 percent (2024: 
32.4 percent), with top management defined as 
the first and second management levels below 
the Board of Directors. As a result, we exceeded 
our target of 30.0 percent – 24 of the 71 top 

management positions were held by women.  
Group-wide, the proportion of women was 28.7 
percent (2024: 27.2 percent), with 69 women 
holding 239 positions. We continue to pursue our 
target of at least 30.0 percent across the entire 
grenke Group.

Women’s representation in top management (in percent)

2025 2024 2023

Target (%) Result (%) Target (%) Result (%) Result (%)

grenke AG 30 34 30 32 34

grenke Group 30 29 30 27 28
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More than half (65 percent) of our workforce is 
between 30 and 50 years old. The age distribu-
tion in detail is as follows:

Distribution of employees by age (in percent)

2025 2024 2023

Under 30 years 20% 22% 22%

30 to 50 years 66% 64% 64%

Over 50 years 14% 14% 14%

Diversity strategy with target-setting and 
statement of the Board of Directors (Section 
289f [2] No. 6)
For the Corporate Governance Statement in 
accordance with Section 289f (2) No. 6 HGB, we 
report in Chapter 8 of the Annual Report 2025 
and refer to the 2024 declaration of compliance 
by the Board of Directors and Supervisory Board 
with the German Corporate Governance Code 
(GCGC) pursuant to Section161 AktG.

S1-10: Adequate wages

All employees receive appropriate remuneration 
in line with the relevant reference benchmarks.

To ensure that our remuneration practices are 
transparent and measurable and to meet the 
requirements of the EU Pay Transparency Di-
rective, we launched the Compensation Raster 
project in the 2023 financial year. The objective 
of this initiative is to analyse employee salaries by 
role and hierarchy, and to conduct benchmarking 
to ensure fair, market-aligned remuneration. We 
first defined objective criteria and assigned them 
to employees to create homogeneous groups 
with comparable salary conditions and to identify 
deviations. Salaries are then compared against 
external benchmarks to ensure remuneration is 

in line with the market. Initially, this project was 
carried out at our German entities. In 2025, we 
expanded the project to nine additional countries 
(France, Finland, the United Kingdom, Ireland, 
Italy, Spain, Brazil, Portugal, and Poland), and it 
has now reached its final phase. 

In 2026, we plan to further expand the pro-
ject, broaden the analyses, and take targeted 
action to close any remaining pay gaps. We are 
confident that these efforts will not only support 
gender equality but also position grenke as a 
leader in this area. We will continue the project 
in 2026 to facilitate the reporting of robust data 
on the appropriateness of our remuneration 
in the future (see MDR-M and the Appendix 
under “Phase-in”). Any individual deviations at 
the employee level will continue to be closely 
monitored and reviewed on an ongoing basis to 
ensure transparency and equal opportunities on 
a sustainable basis.

S1-11: Social protection 

grenke offers all employees protection in the 
event of illness, unemployment, work accidents 
and disability, parental leave, and retirement 
within the framework of statutory regulations. We 
also comply with relevant national regulations 
at our subsidiaries and take the appropriate 
actions.

S1-12: Persons with disabilities

We foster an inclusive environment for all 
employees, including those with apparent or 
non-apparent disabilities, as well as those who 
are neurodivergent. To accommodate everyone’s 
needs, we ensure accessible workplaces, such 
as step-free entrances, lifts, accessible toilets, 
and parking spaces. We also provide suitable 
conditions and flexible work arrangements tai-
lored to the individual needs of our employees. 

Information on the number of employees with 
disabilities or neurodiverse conditions is collected 
on a voluntary basis and subject to data protec-
tion regulations, particularly the EU GDPR (see 
Appendix under “Phase-in”). 

S1-13: Training and skills development metrics

We offer training and skills development opportu-
nities to our employees. We understand person-
nel development to mean the targeted, individual 
support of our employees at all hierarchical 
levels. During the annual review meeting between 
employees and line managers, we discuss and 
assess performance, potential, and competen-
cies, and derive individual training needs and 
development requests. These outcomes are then 
incorporated into the annual training plan. Since 
2022, the performance appraisal process has 
also included the first management level below 
the Board of Directors. The table below presents 
the share of regularly performed performance 
and career appraisals across the grenke Group.
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Performance and career appraisals

2025 2024 2023

Male Female Male Female Male Female

Percentage of employees 
with regular performance 
and career development 
reviews 

47.7% 52.3% 48.5% 51.5% 46.3% 53.7%

Training rate grenke 
Group 

98.4% 98.8% 99.0%

Average number of train-
ing hours per employee

22.50 23.65 29.39

We provide our employees a full range of training 
and professional development opportunities (see 
www.grenke.com/en/esg/social/). We measure 
engagement by tracking the average number of 
training days per employee for both voluntary 
and mandatory training during the reporting 
period. In the 2025 financial year, the average 
amounted to 2.8 days (2024: 3 days), with a 
Group-wide training participation rate of around 
98.4 percent (2024: 98.8 percent).

S1-14: Health and safety metrics

We set out our approach and requirements 
for safeguarding the health and safety of our 
employees in our Health and Safety Policy (see 
www.grenke.com/en/esg/downloads/). This 
guideline applies to all grenke entities in Germa-
ny. We also comply with the applicable health 
and safety regulations at our subsidiaries and 
make suitable offers available. All of our employ-
ees benefit from these measures. In Germany, 
we appoint designated officers for occupational 
health, workplace safety, and fire protection to 
maintain, promote, and enhance health and 
safety in the workplace. Their responsibilities are 
based on the German Occupational Safety Act 
(ASiG), in conjunction with the German Statutory 

Accident Insurance (DGUV) Regulation 2, state 
building codes, regulatory requirements, and ISO 
9001.

As in previous years, there were no fatalities 
among our employees due to work-related inju-
ries or illnesses during the reporting year. Overall, 
high-risk occupational hazards are considered 
extremely low and do not represent a material 
risk within grenke’s business model or day-to-
day operations. 

In the 2025 financial year, employees Group-
wide recorded an average of 9 sick days (2024: 
9 days). A total of 5 reportable occupational 
accidents were recorded among employees 
(2024: 13 accidents). The rate of reportable 
occupational accidents among employees stood 
at 0.2 percent.

Work-related accidents are distributed over the 
individual Group entities as follows: 

Work-related accidents as of December 31, 

by reported accidents 

2025 2024 2023

grenke AG 4 7 3

GRENKEFACTORING 
GmbH

0 0 0

GRENKE BUSINESS 
SOLUTIONS GmbH & 
Co. KG 

1 1 2

GRENKE digital GmbH 0 2 0

GRENKE Investitionen & 
Verwaltungs KGaA

0 0 1

grenke Bank AG 0 3 0

Total 5 13 6
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S1-15: Work-life balance metrics

In 2025, our employees made use of the avail-
able options for individual, life-phase-oriented 
work schedules and workplace models as 
follows: All employees in Germany are potentially 
entitled to parental leave, with the exception of 
those on parental leave or long-term absence. 
This exclusion also applies to our Special Life 
Situations and Welcome Newborn work sched-
ule models for family-related leave, due to events 
such as newborn arrival or caring for relatives. 
Employees who are still in their probationary 

period are not eligible. Trainees and students, on 
the other hand, are eligible.

Of 1,079 eligible employees, 7 percent took 
parental leave in the 2025 reporting year. Leave 
for other family-related reasons (Special Life 
Situations/Welcome Newborn) was taken by 5.2 
percent of 1,008 eligible employees. Only em-
ployees at our German entities were included in 
the analysis. We plan to include additional grenke 
entities in the future, which was not possible in 
the reporting year due to technical reasons. 

Use of work schedule models by headcount

2025 2024 2023

Male Female Male Female Male Female

Parental leave 18 58 21 58 19 57

Return from parental 
leave

16 25 21 30 18 26

Newborn arrival 17 0 17 0 8 0

Special life situations 12 23 10 16 5 9

S1-16: Compensation metrics (gender pay 
gap), including salary disparities

In 2025, consulting firm Lurse conducted a pay 
equity analysis for grenke’s German entities 
based on median salaries from 2024. The analy-
sis considered objective factors such as age, job 
role, and job family. In the future, we plan to ex-
pand the calculation to include all grenke entities. 

The adjusted gender pay gap for total annual 
compensation was 2.98 percent. This is signif-
icantly below the internal tolerance threshold of 
5 percent and the German national average of 6 
percent (German Federal Statistical Office, 2024). 
The analysis confirmed that there is no structural 
discrimination, and grenke received a two-year 
certification in recognition 

The unadjusted gender pay gap for total annual 
compensation was 17.52 percent, aligning with 
the market average of approximately 16 per-
cent (German Federal Statistical Office, 2024). 
To calculate this, we assessed the difference in 
average wage levels between female and male 
employees. For technical reasons, initially only 
the German entities are included in the calcula-
tion; we plan however to include the employees 
of other entities in the future. The calculation 
followed the formula set out in ESRS S1-16 AR 
98, based on annual base salary and total annual 
remuneration (including variable pay components 
and other benefits). To fulfil the requirements of 
the EU Pay Transparency Directive, the analysis 
will be repeated in 2026. In the 2025 finan-
cial year, 9 more countries were added to the 
Compensation Raster project (see S1 – Own 
workforce under “Adequate wages”). Another 9 
countries will follow in 2026, resulting in reporting 
in 19 countries starting in 2027.

g
re

nk
e 

G
ro

up
 /

/ 
A

nn
ua

l R
ep

or
t 

20
25

145

Group key figures Letter from the CEO Report of the  
Supervisory Board

Share and  
investor relations

Combined  
management report

Consolidated  
financial statements

Annual financial  
statements of grenke AG

Financial calendar  
and contact

Combined management report

Group fundamentals

Economic report

Group Sustainability Statement 2025

Changes in the Company’s  
governing bodies

Risk report

Opportunities and outlook report

Acquisition-related disclosures

Corporate Governance Statement/ 
Report on Corporate Governance

Management report of grenke AG



The total compensation ratio compares the 
annual total pay of the highest-paid individual 
(excluding members of the Board of Directors) 
with the median annual total pay of all Group 
employees (excluding the highest-paid individu-
al). In the reporting year, the ratio was 6.45. The 
calculation factored in base salaries and variable 
compensation as components of the Group-wide 
total reward system (TRS) for all employees at 
Group level. 

S1-17: Incidents, complaints and severe 
 human rights impacts

No serious human rights issues or incidents 
occurred involving our own workforce. Serious 
human rights incidents involving the Company’s 
own employees in violation of the UN Guiding 
Principles on Business and Human Rights, the 
ILO Declaration on Fundamental Principles 
and Rights at Work, or the OECD Guidelines 
for Multinational Enterprises also did not occur 
during the reporting period. No fines, sanctions, 
or compensation payments were incurred due to 
serious work-related human rights incidents.

Furthermore, the number of reported cases of 
work-related discrimination, including harass-
ment, was zero.

The number of reports submitted via channels 
through which company employees can raise 
concerns (including grievance mechanisms) was 
23. 

There were no complaints filed with the OECD 
National Contact Points for Multinational Enter-
prises.

Moreover, no material fines, sanctions, or com-
pensation payments were incurred in connection 
with incidents and complaints.
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