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[ MOVES FORWARD:

Using all employment
possibilities

Offering employers suitable solutions

We support employers who request our services in filling vacancies. Each
registered vacancy means an opportunity to end the impending or exist-
ing unemployment of applicants.

Our aim is satisfied employers — with regard to our guidance, advising,
our placement suggestions, and all our services.

Vil
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E We support
employers

N\ Needs-based services for employers

The demand in companies for qualified employees is increasing, but in some occupations
and regions there are increasingly fewer applicants for filling job and training place vacan-
cies.

After the BA's Employers’ Service aligned itself strategically to this changed market situation,
2016 was marked by the consolidation of the range of services for companies that was ap-
propriately further developed. There are proven and new e-services available for customers
with extensive or regular personnel requirements (e.g. large-sized enterprises, temporary
employment agencies). Through the increase in the use of such e-services, cooperation
between the two parties becomes more efficient. This makes it possible for the Employers’
Service to more intensively attend to companies that are at a disadvantage in the competi-
tion for skilled workers, e.g. because of a lack of resources, and need intensive support to
secure their personnel requirements.

The focus of the range of services for employers is on the traditional placement process.
Placement suggestions from the BA’s pool of applicants are submitted on the basis of re-
quirements profiles for job and training place vacancies. However, the development of the
labour market means that it is increasingly more difficult to exactly match applicants for var-
ious occupations and fields of activity. Against this backdrop, it is often not possible to fill a
vacancy quickly.

\\Using the potentials of all groups of applicants to fill vacancies

In the search for suitable employees for its clients, the Employers’ Service therefore factors
in all available applicants, including those who at first glance do not conform exactly to a
company’s requirements. Here it is no longer simply a matter of vocational qualifications,
experience or proof of abilities and skills. It is more and more frequently a matter of identi-
fying talents and development potentials, soft skills and social competencies that qualify
applicants for filling a vacancy.

This aim is also served, for example, by the ESF programme for the integration of long-term
unemployed claimants in the SGB |l benefits system, which started in 2015. Employment
opportunities for long-term unemployed persons are identified systematically in companies
by special company canvassers, who are employed specifically for this programme and are
financed within the scope of the programme, and the companies are sensitised to the po-
tentials of this group of persons and motivated to employ them.
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\ We support employers

The integration of refugees is also a focal point of the cooperation with companies. The
Employers’ Service informs and advises companies searching for personnel on the legal
questions of employment and important operational framework conditions. In this way, un-
certainties and misgivings with regard to this group of applicants are abolished and doors
are opened for their successful occupational integration.

\\Advisory service for large-sized enterprises

The BA’s advisory service for large-sized enterprises, which is a service offer aligned es-
pecially to the needs of large companies, has established itself further. Along with needs-
based advice for large companies on subjects such as developments in the labour market,
applicant potential, securing skilled workers, and the coordination of vacancies, the focus
was on cooperation within the scope of projects, in particular on socio-politically important
subjects such as the employment of refugees, people with disabilities and long-term unem-
ployed persons
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[El We are intensifying
our advisory services

N\ Professionalisation of labour market advisory services for companies

If filling job and training vacancies becomes more difficult due to a lack of suitable applicants,
subjects such as alternative recruiting strategies, measures for long-term staff retention and
personnel development strategies become more and more important for companies. There-
fore, along with traditional personnel placement, the Employers’ Service offers labour mar-
ket guidance services. Areas of activity are identified jointly with companies on the basis of
current operational situations that contribute to securing personnel requirements in the long
term — e.g. through initial training for young adults or by recruiting qualified skilled workers
from abroad.

\\Training guidance

One effective measure for companies to secure their personnel requirements in the long
term consists of implementing strategically aligned personnel development. The training
advisory service of the Employers’ Service is tackling this challenge.

With “help for self-help” in mind, it guides employers towards identifying the potentials of
employees in the company, making better use of those potentials, and further developing
them systematically in the framework of in-company further training. The guidance sensitises
them to the realisation of forward-looking, systematic further training management. In addi-
tion, the focus is placed on groups of employees that are often overlooked in in-company
further training activities, e.g. those with lower skills, older employees, or part-time employ-
ees. In this way, training guidance also makes a contribution to sustainable employment, to
the prevention of unemployment, to reducing employees’ need for assistance, and to open-
ing up access opportunities for unemployed persons.

Not all guidance and support requirements that are identified within the scope of labour
market and training guidance can be covered by the BA's Employers’ Service. For this rea-
son, with the goal of holistic guidance in mind, subject-related internal interface partners or
external guidance providers from the regional networks are brought in.

N\ Internal partners

These include above all the representatives for equal opportunity on the labour market
(BCAs). They support guidance for companies and sensitise employers in questions of fam-
ily-oriented personnel policies and the realisation of measures on the compatibility of work
and private life. Among other things, companies are shown opportunities for part-time vo-
cational training or the advantages of converting mini-jobs into employment subject to social
security contributions. Employers profit from this in a double sense: the company becomes
attractive to qualified applicants and at the same time it creates good preconditions for long-
term staff retention.
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\ We are intensifying our advisory services ﬁ m

Another important partner is the Technical Advisory Service. It provides support and guid-
ance for companies where the optimum design of workplaces is concerned, e.g. in the case
of employees who have restrictions due to illness or a disability. This guidance not only con-
tributes to enabling the recruitment and employment of persons with disabilities, but also to
maintaining their capability and willingness to work in the long term.

The “Zentrale Auslands- und Fach-
vermittlung” (ZAV, International and
Specialized Services) also cooper-
ates closely with the Employers’ Ser-
vice in the matter of advising
companies on acquiring personnel
abroad. Itis integrated in the advisory
and support service for employers if
personnel requirements cannot be
covered with domestic applicants.

\\External network partners

The BA’s external network partners
primarily include employers’ associ-
ations, chambers, social insurance
providers and business development
agencies, but also regional initiatives and not-for-profit associations that have special advi-
sory skills.

One important partner is the “Neue Qualitat der Arbeit” (New quality of work) initiative, which,
as an overlapping network, brings companies, institutions, networks and associations to-
gether on the subject of “the future of work”. Under the motto “Securing the future, shaping
work”, the initiative contributes to embedding the subjects of personnel management, equal-
ity of opportunity and diversity, health and knowledge, and competence in society.

The ZAV as a specialised placement provider in the framework of the
\ Employers’ Service for particularly affected severely disabled academics

As part of a three-year project, the “Arbeitgeber-Service fiir schwerbehinderte Akademiker”
(AG-S sbA, Specialist Placement Service for Severely Disabled Academics) has taken on
the task of improving the integration of this group of persons into the labour market. Along
with holistic guidance for customers, there is also a separate budget for integration allow-
ances and trial employment. Use of modern communication channels is also a component
of the project, so that customers can now be advised via video chat as well, for example.
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[ MOVES FORWARD:

Being an attractive employer
and an efficient service
provider

Trendsetting as an employer

The BA has set itself the target of being an attractive employer that offers
interesting and multifaceted work to committed, engaged and motivated em-
ployees. The working environment should be appreciative, modern, health
conscious and reliable.

For its customers, the BA wants to be an efficient service provider, offering
individual solution approaches for different circumstances — and at the same
time always friendly, competent and oriented towards the common good.
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E We ensure attractive
working conditions

Organising good working relationships and working conditions — promoting

\ competence, health and engagement

Vil

In order for the BA to be able to ensure its business success in the long term, it is important
to promote the competence, health and engagement of staff — in brief, their employability
—in all life phases.

The internal health management system that was introduced in the BA in 2006 was concep-
tually further developed with the Health Strategy 2025, anticipating the effects resulting from
digitalisation, demographic change and increasing diversity in the workforce. The focus is
on promoting mental health in the workplace by employee-oriented management and or-
ganising collaboration.

The BA’s engagement index is an important instrument as well in the context of health man-
agement for realising business and personnel policies. Although a survey was not conducted
in 2016, work on the design of an organisational culture characterised by appreciation was
carried out over all levels. This action is based on the findings of the 2015 engagement sur-
vey and the comments on it.

N\ Ensuring capability for employment

Diversity

Individual capability for employment

Engagement

Promotion of
capability and willingness
to work

Individual and institutional

Digitalisation

Health . Competence
Promotion of physical :  : Personnel development

and mental health Systematic and

Holistic competence-based
and preventive s

Good working results

Demography

Source: Federal Employment Agency
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N\ Project “Wissen sichern und férdern” (Securing and promoting knowledge)

Securing the knowledge and experience of individual members of staff and making them
useful for everyone will be one of the most important tasks in the coming years. As a result
of the age structure in the workforce, around 25 per cent of the BA's employees will be re-
tiring in the next ten years. At the same time, the BA must react with agility and flexibility to
the challenges on the labour market — for this purpose, the competence, health and engage-
ment of employees must be supported. Continuous passing on of knowledge and the tar-
geted and structured transfer of knowledge upon a change of job, a longer period of absence,
or upon retirement provide essential support for the efficiency of the teams.

A recommendation for action on knowledge transfer was prepared on the basis of a one-
year project at ten operative services locations, in order to support a uniform and structured
procedure in the BA. Along with many practical examples from the project, the process of
knowledge transfer was defined and instruments for individual application recommended.
Managers in particular play a major role in actively developing the advantages of knowledge
transfer for facilitating the familiarisation of new staff and avoiding errors and duplicate work.
With the further development of the project results, the first steps were taken towards se-
curing practical knowledge in the BA. In November, there was a meeting of experts for sen-
ior managers with speakers from administration and industry.

AN Important personnel ratios

Figures are rounded off

Ratio of severely
disabled persons

Proportion of women
in managing positions

31% 16% 41%
Ratio of part-time Employees with a Employees aged 50+
employees migration background'’

Source: Federal Employment Agency
'Data based on voluntary information provided in the framework of an internal employee survey in 2013

Using valuable
resources

Continuously securing
knowledge and for-
ward-looking personnel
planning form the basis for
maintaining efficiency in
the teams and of the BA
as a whole.
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AN BA’s employee capacity in full-time employment equivalents

Total Unemployment Basic income Family benefits
insurance and basic support for office
income support! jobseekers?

Previous Actual Previous Actual Previous Actual Previous Actual

year year year year
Total 96,300 98,800 54,100 54,100 38,400 40,900 3,800 3,800
Of whom permanently employed 84,600 85,900 47,700 47,400 33,800 35,400 3,100 3,100
Of whom temporarily employed 11,700 12,900 6,400 6,700 4,600 5,500 700 700
For reporting purposes only®
Students 1,200 1,300
Trainees 1,000 1,600
Source: Federal Employment Agency As of: December 2016

!Employment agencies, regional directorates, special agencies and head office (including internal services and services
for basic income support for jobseekers)

2 Joint institutions and overlapping tasks for basic income support for jobseekers

2 Junior staff are shown in the total numbers for reporting purposes only
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N\ Compatibility of work and family on a partnership basis

Within the scope of the BA’s life phase-oriented personnel policies, there are already vari-
ous offers addressing the compatibility of work and family or private life. Changes in the
attitudes of employees, digitalisation and demographic change also demand the continuous
further development of the BA’'s personnel policies. What do employees think and expect
with regard to the subject of the compatibility of work and family or private life and its organ-
isation on a partnership basis? What special expectations can be found at the management
level? How do employees see their workplace in 2025?

The possibilities and limits of support for families on a partnership basis today 74

and in the future were discussed in 14 workshops with employees from the Support for families on a

BA's family benefits offices and employment agencies in three districts. Partial partnership basis

aspects of the World of Work 4.0 were addressed there taking an innovative Off . )

ers for partnership-based compati-

approach. It can be stated as the result of the workshops that the desire for bility of work and family or private life

self-determination and flexibility is growing regardless of gender. There exists are an important contribution to se-

both a uniform, equitable role image, as well as a uniform increase in expec- curing the employability and engage-
) ) o ) ) . ment of employees. Expectations and

tations with regard to the compatibility of work and family or private life. The needs were discussed in 14 work-

workshop findings will be included in the development of a goal formation 2025 shops and processed for the further

development of personnel policies for

on support for families on a partnership basis, in order to satisfy employees designing the World of Work 4.0.

increasing wishes for flexibility regarding time and place in harmony with cus-
tomers’ interests and the operative completion of the BA’s tasks.

N\ German Education Prize: BA awarded seal of excellence and a special prize

For the third time, the BA has been awarded the seal of excellence of the German Education
Prize (Deutscher Bildungspreis) in competition with a total of 150 companies. The intention
of the initiators — the TUV SUD Akademie and EuPD Research Sustainable Management —
is that companies support and further develop their employees in the framework of strategic
and structured education and talent management. The award confirmed that is the case in
the BA, and that it focuses on the support and further development of its personnel.

In addition, the BA was awarded one of two special prizes that were conferred for the first
time this year: for the development at short notice of educational programmes tackling the
subject of “asylum and refugees”. In the business year, the BA qualified thousands of em-
ployees within a very short period in dealing competently with these subjects and the asso-
ciated challenges. The jury regarded this as foresight, which it honoured specifically with
first place in the special prize.
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E We provide our services
efficiently

Targets — investments in training were intensified further in order to improve

N\ customers’ occupational prospects

B BA Annual Report 2016

In 2016, the labour market continued to offer favourable conditions for integration work in
employment agencies and jobcenters. The high demand for labour was accompanied by an
increased inclination towards employment and growing labour migration from other European
countries. In view of this, the demands on customers, and thus the demand for training, in-
creased as well. At the same time, the inflow of refugees is a great challenge for employment
agencies and jobcenters: employment is an essential key for successful social integration.
Because it was hardly possible to predict the inflow of refugees regionally, in the review the
target figures were considered differentially on the basis of customers’ nationalities.

The target system of unemployment insurance intensified its focus on those customers who
are dependent in particular on the BA’'s support services: young people with and without a
lower secondary school leaving certificate, unemployed persons who have already been
unemployed for some time, and SMEs. On the whole, the integration-oriented targets were
not reached in full in 2016. However, in just about one in three cases, it was possible to pre-
vent impending unemployment before it occurred. In roughly half of the cases, unemployment
—where it had already commenced — was ended again in the form of taking up employment.
Even if the target of placement on the training market was not achieved in full, the results
were improved in comparison with the previous year.

Starting and retaining employment, maintaining, improving or restoring employability, and
independent securing of a livelihood are embedded in the target system of basic provision
as a central concern. In 2016, on average of 3.24 million persons of working age received
basic provision benefits in the joint institutions. In comparison with the previous year, the
number of claimants fell only slightly, because in the course of the year, more and more ref-
ugees with prospects of remaining in Germany were dependent on basic income support
benefits. In 2016, about one in four claimants of working age started employment subject to
social security contributions. This is a slightly poorer balance than in the previous year. Of
the 250,000 customers on average over the year from the eight countries of origin of refu-
gees with the highest entry rates — Afghanistan, Eritrea, Iraq, Iran, Nigeria, Pakistan, Soma-
lia and Syria — about one in seven were integrated into the training or labour market. However,
because of a lack of formal qualifications, the chances for many customers to overcome
neediness continue to be limited. The stock of long-term benefit recipients fell slightly in
2016 as well.
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Positive financial development — lower expenditure as a result of the good
N\ development of the economy and on the labour market in Germany

The BA ended the 2016 business year with an operative surplus in the amount of €5.46 bn.
Expectations were therefore exceeded by €3.67 bn. The net working balance consists of
income in the amount of €36.35bn and expenditure in the amount of €30.89bn. The budget
surplus was used to build up the reserves for unemployment insurance. Pay-as-you-go re-
serves for insolvency payments and support for winter employment reached a level of
€1.99bn. The BA’s reserve level improved to €11.45bn.

AN Financial development in unemployment insurance scheme

Amounts shown in billion euros, rounding differences possible

5.0
26 31
1.0
0 _m e - J— Budget balance after transfer to

I -0.2 pay-as-you-go reserves

-8.1

11.5
6.5
2.6 2.4 3.4 I
0.0 0.0
—H = —.— General reserve

2.8 3.0 3.0 3.0 3.0 3.0 3.0
-2 B =u =§ = = =§ Contribution rate in per cent

3238 2976 2897 2950 2,898 2795 2605

41 3.7
B m o+ o3 16 17 18
——— . _Wm___W_  conomic growth (real GDP)
2010 2011 2012 2013 2014 2015 2016 in per cent

Unemployment in thousands

Source: Federal Employment Agency
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The largest share of the BA’s revenue, 86 per cent, comes in the form of contributions from
companies and employees. The high level of employment led to contribution income ex-
ceeding €30bn (€31.19bn) for the first time.

An essential factor for the positive financial results was low expenditure. Lower expenditure
than expected was necessary for active employment support, continued payment of wages
and for administration. The positive situation on the labour market in Germany also led to
many people being able to end their unemployment. Unemployment benefits on unemploy-
ment amounted to €14.40bn, which was € 1.05bn less than expected.

In the area of active employment support, despite the intensified integration efforts for ref-
ugees with good prospects of remaining in Germany, expenditure was €1.45bn less than
budgeted. The reason for this is primarily the targeted application of payments under active
employment support, which in the first place benefits those affected. The continuing positive
framework conditions on the training and labour market intensified this.

N\ BA 2020 — further steps by the BA in the direction of “World of Work 4.0”

In November 2016, the dialogue process on the “White Paper Work 4.0” was concluded by
the “Bundesministeriums fir Arbeit und Soziales” (BMAS, Federal Ministry of Labour and
Social Affairs) with a conference. Against this backdrop, the BA updated its contribution,
taking account of the BA 2020 development programme. An overview of the results of the
analysis and the BA’'s conclusions follows:

\\Digitalisation accelerates structural change

With the World of Work 4.0, existing occupations and activities will be changed and new
occupations created. Jobs switch between branches and sectors. At the same time, there
are potentials for substitutability that affect occupations and regions differently. According
to a study by the “Institut fir Arbeitsmarkt und Berufsforschung” (IAB, Institute for Employ-
ment Research), in 2013 in Germany about 15 per cent of employees in work subject to so-
cial security contributions are exposed to high potential substitutability (already today, over
70 per cent of activities in an occupation can be replaced technically by computers). Reali-
sation of the potential depends on additional factors (e.g. acceptance of digital offers and
cost structures), so that a differentiated consideration of labour market dynamics is neces-
sary. For this reason, substantiated “market knowledge” is becoming more and more impor-
tant for the BA.

\\Work 4.0 comes with chances and challenges

B BA Annual Report 2016

New forms of employment, e.g. crowdworking and clickworking, and flexible working hours,
can generate new employment opportunities and chances for improved compatibility of fam-
ily and work. Opening up new chances of participation for specific target groups is possible,
for example through the use of technical assistance systems such as data glasses and load
robots. At the same time, the potential “blurring of work boundaries” poses new demands



\ We provide our services efficiently @

-
-
-
-
-
-
L]
-

on health and data protection. New forms of employment and social models give rise to
questions of payment to secure an existence and social security.

\\Lifelong education as the key — vocational guidance is becoming more important

The digital world of employment will lead to new challenges for employees, their qualifica-
tions, skills and competencies. Education and further training will therefore play a central
role. Skills that were acquired informally can also increase the chances of participation,
particularly in the integration of specific target groups into the labour market. Further training
necessities, potentials and possibilities must be identified at an early stage.

\\Intensification and professionalisation of vocational guidance — the BA as “guide”

Vocational guidance is becoming a key business field for the BA. Further training oriented
towards vocational qualifications is still one of the BA’s main business topics (project for
securing skilled workers). The focus is on the development of preventive approaches (“Leb-
ensbegleitende Berufsberatung” (Lifelong vocational guidance) project). In addition, it is
important to make occupational skills and competencies that were acquired on a non-formal
basis more transparent (“Berufliche Kompetenzen erkennen” project aimed at identifying
occupational skills and competencies). The operative business is supported through the
digitalisation of services and information offers, e.g. through a new online portal, the “An-
tragsportal Leistungen Online” (APOLLO, Application portal for online benefits) and the
“Berufsentwicklungsnavigator” (BEN, Occupational development navigator). The BA's guid-
ance expertise will have to be developed further. Constantly changing conditions on the
labour market require the continuous professionalisation of guidance experts.
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\\BA must set a course towards “World of Work 4.0” at an early stage

The BA will have to develop continuously in order to meet the pending challenges of the
World of Work 4.0 and the external and internal demands. Along with securing the core
business, it must use and develop innovative formats and think further (e.g. “two-speed IT”).
Complex challenges will only be solved jointly with labour market partners. Networking is
becoming increasingly important for the BA and will have to be developed further, e.g. in the
form of social collaboration platforms or open innovation.

N\ IT as part of the core business

IT is anchored in the BA’'s overall organisation more firmly than ever — it is part of the core
business. The BA's success not only depends directly on the quality, availability and perfor-
mance of IT, through digitalisation of the processes, IT is actively involved in organising the
BA’s business on a large scale.

The IT Strategy 2020 supports the service commitments of the BA 2020 development pro-
gramme with the development of online offers. It satisfies the demand for efficacy, economy

N\ Figures, data and facts

120 11m

operative processes postal items per month

i B o

emails per month bank transfers per

160,000 month
networked PCs (approx. EUR 8 m)

u IT personnel G scrers
@]  (of which 7,000 virtual)

Source: Federal Employment Agency
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and sustainability through stable, performant and efficient IT. The stability of the availability
of the IT will be clearly improved with the realisation of its strategic goals

Further development of the BA 2020 online offers and digitalisation of the
N\ business processes

The digital agenda describes the BA's shift to an innovative service provider in the public
sector, aligned towards the development programme BA 2020, the Federal Government’s
Digital Agenda, changes in customer behaviour, and technological developments.

The BA Online 2020 programme was set up for the realisation of the strategy. The core is
the service commitment to “meet customers where they are”, and thus to realise new, user-
friendly online offers.

In addition, customer requests are to be satisfied quickly, efficiently and in greater quality
through the digitalisation and automation of end-to-end processes. Implementation is done
in single steps. New e-services were already launched in recent years, and important mile-
stones were achieved in 2016 as well with the introduction of APOLLO and the “Anwend-
ungsportal und Online-Kundenzugang” (APOK, Application portal and online customer
access).

N\ Functional extension of the occupational development navigator

Within the scope of the BA Online 2020 programme, the BA has been developing the “Beruf-
sentwicklungsnavigator” (BEN, Occupational development navigator) successfully since
2014. In an initial stage, a platform was created that makes aggregated information on oc-
cupations, as well as on further training opportunities and vacancies, available to users in
the form of job descriptions, entry requirements, and skills and competencies.

In the follow-up project, BEN Phase 2, work on further milestones has been taking place
since 2015. For example, the existing BERUFENET online application was redeveloped and
an expert system for vocational issues with a comparable functional scope was created in
a modern design on the basis of the BA portal framework.

BERUFECHECK, an innovative self-exploration tool for adults, was launched as an addi-
tional module. With this online self-assessment tool, users are given the opportunity to re-
flect on their personal aptitude and their interest in a particular occupation. In this way,
BERUFECHECK supports not only the personal application process, but also the guidance
discussion in the agency.

BEN has been fully integrated into the BA’s newly launched online portal and will be available

in future to users with all functions via the BA's website 2 www.arbeitsagentur.de (in the
“Karriere und Weiterbildung” section).
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N\ APOLLO - bundles the new online services (e-services) for cash benefits

In the framework of business process management, the processes for identical business
transactions are to be unified and digitalised for all access channels. In future, customer
issues regarding benefits will be handled through an online portal. These include, for exam-
ple, online applications for cash benefits (unemployment benefits, short-time working ben-
efits, insolvency payments, occupational training allowance, integration allowance) and
online procedure services (notifications of change, transmission of decisions, notification of
payment details and scheduling).

The portal’s functions will also be available via mobile devices. Application forms for unem-
ployment benefits, forms for notifying changes, e.g. changes of address, changes to bank
account details, for notifying absences, or deregistering, and the questionnaire for employ-
ers to check the preconditions for being granted an integration allowance were made avail-
able in a first step. A targeted user guide, plausibility tests and spoken texts for help and
information provide support for completing forms and enable efficient processing of incom-
ing applications and notifications.

The application portal started up in mid-2016 and will be extended with functionalities three
times each year up to 2018.

N\ APOK - the BA’s new life situation-oriented online portal

B BA Annual Report 2016

Information was processed individually for customers from existing diverse online applica-
tions, such as JOBBORSE, BERUFENET and BERUFETYV, in a digital application and cus-
tomer portal with a modern customer-friendly interface. With APOK, the BA launched a
uniform and customer-centred online portal that is dynamically oriented towards customers’
life situations and requirements.

Up to now, individual online applications have differed considerably with regard to visual
appeal and user guidance — without a central access point. For this reason, the new portal
offers a uniform layout for all relevant contents, intuitive usability with mobile accessibility
on all web-enabled devices. In its concept, APOK also takes new customer channels into
account, such as De-Mail. Optimising customer service through the use of new technologies
such as chats or co-browsing is also to be offered.
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E Corporate Governance
Report

N\

—_

Good corporate management, greater efficiency and transparency are extremely important
for public sector companies and organisations as well. For this reason, the management of
these companies and organisations must be oriented towards the further development of
modern governance structures. In connection with the Federal Government’s investment
policy, the “Bundesministerium der Finanzen” (Federal Ministry of Finance) has created the
“Public Corporate Governance Code”, a compilation of the principles of good corporate
management. The BA would like to provide information about its governance structures on
the basis of this Public Corporate Governance Code. The Corporate Governance report is
now being published in its seventh year.

. Preamble

The BA submits its corporate governance report for the 2016 business year based on the
Federal Government’s Public Corporate Governance Code. The aim is to create transpar-
ency and traceability with respect to corporate management and monitoring.

In accordance with Point 6.1 of the Public Corporate Governance Code, the BA's Executive
Board and its Board of Governors declare that its recommendations have been and will be
complied with as a basic principle. Deviations arise from the circumstance that statutory
regulations take precedence over the Public Corporate Governance Code.

The stringent separation of the responsibility of corporate management for the operative
business and of the self-government board for control and advice is established legally.

N\ 2. Executive Board (Section 381 SGB III)
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The Executive Board manages the BA, carries out its business and represents it in and out
of court. It consists of a chair and two other members. In accordance with Section 9 et seq.
of the rules of procedure of the BA’'s Executive Board, the chair of the Executive Board de-
termines the guidelines of day-to-day management, taking account of the objectives set by
the Executive Board with the consent of the Board of Governors, or agreed upon with the
“Bundesministerium fiir Arbeit und Soziales” (BMAS, Federal Ministry of Labour and Social
Affairs). He or she monitors the implementation of the Executive Board’s resolutions and
compliance with the key points of corporate management. Members of the Executive Board
and managers report to the Chair for this purpose. Each member of the board is responsible
for the business divisions assigned to him or her, carries out the duties assigned to them
within the corporate management guidelines independently, and in doing so represents the
Executive Board internally and externally. All members of the Executive Board have equal
rights in carrying out these tasks. The BA is managed by the Executive Board as a “collegial
body”. In this respect, the chair of the Executive Board represents the Executive Board in-
ternally and externally.

The BA has not in fact taken out pecuniary damage liability insurance for the members of
the Executive Board — but has had D&O insurance since 1 January 2013.

No loans were made to the members of the Executive Board or of the Board of Governors.
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Within the scope of corporate governance, the Executive Board has developed an institu-
tionalised risk management system for the BA through which it obtains regular information
about the risks that have occurred and about possible future risks. The objective is to plan
preventive measures for safeguarding the organisation. Every six months, the chair of the
Executive Board passes this information on to the steering committee of the Board of Gov-
ernors. In accordance with the management principle described above, in this risk manage-
ment system, the responsibility for identifying risks and the measures planning resulting from
them continues to lie with the business divisions.

Corruption prevention as part of the performance of duties by the legal/data protection/ com-
pliance departments is directly assigned to the Executive Board. The BA is a member of
Transparency International.

At the suggestion of the Board of Governors, the members of the Executive Board are nom-
inated by the Federal Government and appointed by the Federal President. The members
of the Executive Board are in public employment. The term of office of the members of the
Executive Board is five years. Several terms of office are permitted (Section 382 SGB ).

In addition, the legal status of the members of the Executive Board is regulated, in particu-
lar with regard to pay, by contracts that the Federal Ministry of Labour and Social Affairs
concludes with the members of the Executive Board and that require the approval of the
government (Section 382(6) SGB IlI).

N\ 3. Board of Governors (Sections 371, 373 SGB Ill)

\\3.1 Organisation and tasks

The Board of Governors has 21 members and is made up, in equal numbers, of members
representing employees, employers and public corporations. Each group can nominate up
to five alternate members. Alternate members have the rights and duties of a member for
the period in which they represent a member. A member representing a public corporation
cannot preside over a self-government body.

The Board of Governors supervises the Executive Board and the administration and advises
them in all questions relating to the labour market. It approves the budget prepared by the
Executive Board (Section 71a SGB |V). The definition of the strategic alignment and the BA's
business objectives are also subject to approval by the Board of Governors (Article 4 of the
Charter of the BA).

For the purpose of preliminary deliberation on topics, the Board of Governors has estab-
lished two committees (Section 14 of the Rules of Procedure of the Board of Governors):

« Committee | for strategic decisions, questions related to the budget and to self-government,

e Committee Il for the subjects of labour market policy, labour market research and cash
benefits.
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Both these committees are also concerned with the audit reports from Internal Audit and of
the Federal Audit Office and in this way act as an audit committee.

To ensure continuous and prompt cooperation with the Executive Board, the Board of Gov-
ernors has formed a presidium consisting of the Chair, the Deputy Chair and the spokes-
person of the group of public corporations of the Board of Governors (Article 6 of the

Charter of the BA).

Committees and the presidium cannot take decisions on behalf of the entire Board of Gov-
ernors. Resolutions are reserved for the Board of Governors.

The Board of Governors and its committees check the quality and efficiency of their activity.

\\3.2 Appeals procedure (Sections 377 et seq. SGB Ill)

The members of the Board of Governors are appointed by the Federal Ministry of Labour
and Social Affairs. In the process, men and women are to be considered with the aim of
their equal participation in the groups. Staff of the BA cannot be members of the Board of
Governors.

The following are eligible to submit nominations for members of the groups of

¢ employees: unions that have signed wage agreements and their associations,

« employers: employers’ associations that have signed wage agreements and their federa-
tions that are of key significance for representing the interests of employees or employers.

The following are eligible to submit nominations for the members of the group of public cor-
porations in the Board of Governors

¢ the Federal Government: three members
* the Federal Council: three members, and
¢ the umbrella association of local authority self-regulatory corporations: one member.

The term of office of the members of the Board of Governors is six years (Section 375 SGB
).

B BA Annual Report 2016



\ Corporate governance report @

The members of the Board of Governors carry out their activities in an honorary capacity.
They may not be hindered in taking over or exercising the honorary office or be put at a
disadvantage on account of taking over or exercising such an office (Section 371(6) SGB
111). They are not subject to any instructions of the organisation by which they were delegated
(Article 2(3) of the BA's Charter).

In its recommendations to the administrative committees, the Board of Governors shows
that a collision of interests is to be avoided. It generally recommends that members disclose
their concerns if a conflict of interests exists or if partiality in view of the pending consulta-

tion is suspected.

No service or work contracts have been signed with the members of the Board of Governors.

N\ 4. Remuneration

\\4.1 Remuneration of the Executive Board

During the previous year, the business of the BA was conducted by Mr Frank-J. Weise (Chair
of the Executive Board), Mr Detlef Scheele (member of the Executive Board) and Mr Rai-
mund Becker (member of the Executive Board). In 2016, salaries paid to the members of
the Executive Board amounted to around €881,000.

\\4.2 Remuneration of members of the Board of Governors

The members of the Board of Governors did not receive any remuneration. The BA reim-
burses members and representatives for their cash expenses and grants an allowance (Sec-
tion 376 SGB lll), which is currently €26 for each session day.

N\ 5. Auditing

The provisions of the Federal Budgetary Regulations apply analogously to the preparation
and execution of the budget as well as to the BA’s other fiscal management activities.

The general principles of fiscal management of the Federal Government are to be followed
(Section 77a SGB V).

The BA’s annual financial statement is audited by the Federal Audit Office.
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E Awards and prizes

\ April

BA’'s comprehensive education and talent management system awarded
the quality seal of the German Education Prize (TUV SUD) and in-
cluded in the group of excellence enterprises. Additional special prize
for the key nationwide programme on the subject “Asylum and Refu-
gees” and for excellent management development

Awarded the ADC “Nail” in bronze for the BA’'s “Corporate Sound”

\ June

The action programme “Perspektive Wiedereinstieg” (Re-entry Per-
spectives) of the “Bundesministerium fiir Familie, Senioren, Frauen
und Jugend” (BMFSFJ, Federal Ministry for Family Affairs, Senior
Citizens and Youth) and the BA awarded a prize at the Global Summit
of Women as best example for successful cooperation between pub-
lic institutions and companies (public-private partnership)

\ August

BA’s recruiting awarded 3rd place in the public service group within
the scope of the “Best Recruiter in Germany” study

\ September

The BA’s online employers’ magazine Faktor A awarded two silver
medals in the “External Communication” category at the Fox Awards
(dapamedien Verlag) and in the “Layout” category (Fox Visual)

\ October

Presented with the reddot award in the category “Communication
Design” for the BA's “Corporate Sound”

The “Arrival” app, which was developed jointly with Bayerischer Rund-
funk broadcasting corporation (BR), the Goethe-Institut and the “Bun-
desamt fir Migration und Flichtlinge” (BAMF, Federal Office for
Migration and Refugees) to provide refugees with orientation and
assistance for their initial period in Germany, was presented with the
“LeadAward” in gold in the “Online” category as “Startup of the year”

BA awarded employers signet “Top4Women” in silver
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