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ULI Statement on Diversity, Equity and Inclusion

Pursue unrelenting efforts to shape the built environment toward
diverse, equitable, inclusive communities

CONNECT talent and INSPIRE a welcoming and LEAD in tackling
opportunity for staff, inclusive culture in the real structural and systemic
membership, and estate industry, barriers across real
leadership at ULI to better underscoring business estate through
represent the communities benefit for members and committed engagement,
we serve through targeted, their organizations through actionable insights, and
measurable organization- outreach, education, and best practices

wide actions programs of work



Why We're Here
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SURVEY

Today's agenda:
= The Global Real Estate DEI Survey 2021

= How companies are moving the needle on
DEI

= Discussion + QRA

A survey of diversity, equity and inclusion practices and
benchmarking metrics among commercial real estate firms globally

Urban Land
U] institute
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Housekeeping

Participants will remain on
mute during the webinar

Chat will be disabled

Questions can be asked
through the Q&A feature
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Introduction/methodology

The Global Real Estate DEI Survey is the most comprehensive study of diversity, equity and inclusion management
practices and data benchmarking in the commercial real estate industry.

« ANREV, INREV, NAREIM, NCREIF, PREA, REALPAC, ULI, and Ferguson

Partners partnered on this effort to bring to the industry a unified, Participant Breakdown:

global research report designed to provide data and thought Business REPE/REIM; 59%
; : ; ; : : : Classification REIT/REOC; 18%
leadership around the topics of diversity, equity, and inclusion Other: 23%
- : c h Asia-Pacific; 7%
« Data was collected in September and October of 2021, and the final e Ej'rzpjc;'ﬁc% °
report was delivered in December 2021 North America; 77%
. . Total Global # of <50 Employees; 16%
« 175 survey responses were obtained, representing: Full-Time Employees | 50-149 Employees; 25%
. _ . O,
o 435,000+ full-time employees 150-599 Employees; 25%
- >600 Employees; 34%
o $2.4 trillion of assets under management
o A wide variety of firm sizes, operating regions, and business Gross Global <$3bn; 33%
Real Estate AUM $3-$9.9bn; 25%

classifications

$10-$29.9bn; 19%
>$30bn; 23%
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Executive Summary of Key Findings

* 92% of firms have a program or initiatives dedicated to improving DEI (47% have a formal program while another
45% have some programs/policies in place); large firms are more likely to have formal DEI programs than smaller firms

* The most common desired outcomes included greater representation at the senior leadership level and across the
organization more broadly; however, some also highlighted more behavioral outcomes (better morale, retention, etc.)

* Organizational support:
o 26% have a dedicated DEI budget; another 63% leverage the budget of another department for DEl initiatives
o One-quarter of firms report having at least one employee fully dedicated to DEI; that percentage increases to
55% among larger firms (>600 employees)
o 62% report use of a cross-functional DEI committee typically comprised of 7-16 individuals (median of 10)

* Top 3 most impactful policies reported by respondents:
o Ensuring there are individuals from underrepresented groups in the candidate pool before making a hiring decision
o Offering programs that provide work/life balance (e.g., childcare, flexible work arrangements)
o Communicating the importance of DEI to employees

* In both Europe and North America, the ratio of men to women is approximately 60/40 overall; however, there are
marked disparities at the senior echelons where women represent only ~15-20% of executives

« Similarly, in North America approximately 70% of the participant workforce is white while 30% represents POC and
multi-racial professionals; however, the senior and executive levels are approximately 85% white
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Global Real Estate DEI Survey

There are three focal areas that the survey provided insight into:

a % RECRUITMENT » The survey highlighted the fact that more than 50% of all Junior
talent are women

» The survey highlighted:
» 58% of employees are men and 42% are women
» In Asia the numbers are similar with 53% men and 47% women
» NRE Men (59%) and Women ( 41%)

?g REPRESENTATION » The survey highlighted:
e » 13% Ethnic Diversity at the board level

» In Asia 26% of board members are women, where in Europe
and North America the number is 14% and 21% respectively

» 15% Ethnic Diversity at the Executive Management level(NRE 33%
Female and 25% Ethnic Diversity)

» 16% Senior level professionals

nuveen



Real Estate 2021 IED Strategy

There are five fundamental focus areas Nuveen Real Estate has targeted to enhance our inclusive and
equitable culture.

ENTRY LEVEL » ijgctlve: Partner v.v1t-h local high sqhools to build awareness and create diverse
a HIRING pipelines through training, mentorship, and job readiness
+ Tap into diverse talent pipelines by partnering with national IED
organizations, HBCUs and Majority Institutions
* Provide global internal internships
- RETENTION AND
G W’B DEVELOPMENT OF » Objective: Provide professional development opportunities, mentorship, and
CURRENT DIVERSE sponsorship to grow and retain diverse talent
TALENT
m @ EXTERNAL > Objective: Partner with external affinity groups, and HR to further support
2 ALLIANCES professional development, recruitment, metrics, and IED best practices
m @ METRICS AND > Objective: Establish individual, team, and business level goals that align with
ACCOUNTIBILITY Nuveen’s efforts to measure and assess IED progress
VENDOR » Objective: Ensure our vendor and third-party supplier demographics match
Ml Q=== DIVERSIFICATION our IED principals

nuveen
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Noteworthy Accomplishments to date:

= »

N,

¥

i

« Partnered with Project Destined ° #100BlackInterns

High School . partnered with REAP on + #TalkAboutBlack
Pipeline recruitment and professional * Local internship programs
u % development * Summer programs
« Partnered with REEX * Volunteer opportunities
ENTRY TEVEL ggézln;zzd high school informational session, pilot programs and
HIRING College + Participated in an inaugural real estate networking event panel with
Recruiting Morehouse College.
+ Partnering with Morehouse, Spelman, and Clark Atlanta for Fall 2021
semester to recruit new hires & future internship candidates.
* Focus groups with current U.S. + Integrating an ID&E lens on core
a Oxy IED talent people evaluation and development
processes.
* Reinforce internal professional
development programs that * Gender balanced shortlists when
RETENTION AND serve to support current hiring
DEVELOPMENT OF diverse talent
CURRENT DIVERSE « Female Development Programs:
TALENT + Sponsored IED talent for REAP  Becoming Program

+ Early Career Female
Development Program

external training/development
program

nuveen
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Real Estate IED - Accomplishments to date:
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EXTERNAL &
AT LIANCES COLLEGE
* 30% Females on decision making bodies
a @ » Improve gender diversity in investments incrementally each year
» Hold leaders accountable to deliver gender diversity goals

METRICS AND * Promote transparency through regular Town Hall updates
ACCOUNTIBILITY + Adopt an annual IED performance goal for People Managers

A
sy

Exploring opportunities to
a expand engagement with
diverse vendors globally Social

Asocute Development
Commuity Engagement

VENDOR in alignment with
DIVERSIFICATION 1o ice strategy

Health, Safety and Wellness

Governance

Compliance
Customes Jatisfaction
Ethacs

Privacy and

Data Security

nuveen
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Important information

The information presented herein is confidential and proprietary to Nuveen Real
Estate. This material is approved for one-on-one presentations by authorized
individuals only and, accordingly, this material is not to be reproduced in whole or in
part or used for any purpose except as authorized by Nuveen Real Estate. This
material is to be treated strictly as confidential and not disclosed directly or indirectly
to any party other than the recipient. This material is not approved for public use or
distribution.

This material is not intended to be a recommendation or investment advice, does not
constitute a solicitation to buy or sell securities, and is not provided in a fiduciary
capacity. The information provided does not take into account the specific objectives
or circumstances of any particular investor, or suggest any specific course of action.
Financial professionals should independently evaluate the risks associated with
products or services and exercise independent judgment with respect to their clients.

This document is not directed at or intended for any person (or entity) who is citizen
or resident of (or located or established in) any jurisdiction where its use would be
contrary to applicable law or regulation [or would subject the issuing companies or
products to any registration or licencing requirements]. Nuveen Real Estate is a
name under which Nuveen Real Estate Management Limited provides investment
products and services. Issued by Nuveen Real Estate Management Limited (reg. no.
2137726), (incorporated and registered in England and Wales with registered office
at 201 Bishopsgate, London EC2M 3BN) which is authorised and regulated by the
Financial Conduct Authority to provide investment products and services. Telephone
calls may be recorded and monitored.

Past performance is no guarantee of future results.

These materials are provided solely for use in private meetings and are intended for
informational and discussion purposes only. These materials are only for use by the
intended party and may only be circulated only to persons whom they may lawfully
be distributed. Persons who do not fall within such descriptions may not act upon the
information contained in these materials. Any entity responsible for forwarding this
material to other parties takes responsibility for ensuring compliance with local laws,

and in particular any applicable financial promotion rules.

The information presented in these materials is believed to be materially correct as at
the date hereof, but no representation or warranty (express or implied) is made as to
the accuracy or completeness of any of this information. Data was taken from
sources deemed reliable, but cannot guarantee its accuracy. The statements
contained herein reflect opinions as of the date written and are subject to change
without further notice. Nothing set out in these materials is or shall be relied upon as
a promise or representation as to the past or future.

This document is not a prospectus and does not constitute an offer to the public. No
public offering or advertising of investment services or securities is intended to have
taken effect through the provision of these materials. It is not intended to provide
specific investment advice including, without limitation, investment, financial, legal,
accounting or tax advice, or to make any recommendations about suitability for any
particular investor.

Nuveen Real Estate is a real estate investment management holding company
owned by Teachers Insurance and Annuity Association of America (TIAA) . Nuveen
Real Estate securities products distributed in North America are advised by UK
regulated subsidiaries or Nuveen Alternatives Advisors, LLC, a registered investment
advisor and wholly owned subsidiary of TIAA, and distributed by Nuveen Securities,
LLC, Member of FINRA and SIPC. Nuveen, LLC ("Nuveen") provides investment
advice and portfolio management services through TIAA and over a dozen affiliated
registered investment advisers. Nuveen Real Estate is an investment affiliate of
Nuveen.

GPP-1994510PN-E0122X
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DEI: 20 ACTIONS FOR REAL PROGRESS

1. Form a DEI committee including key business leaders

2. Hire an expert consultant

3. Settargets and track progress

4. Refine job descriptions for wider appeal

5. Require at least 1 diverse candidate in final round interview

6. Partner with organizations to boost recruiting pipeline

7. Set objective and measurable performance standards for each level

8. Establish mentors for all team members

9. Conduct training on unconscious bias and inclusive leadership

od ’OO
10. Listen to team via anonymous surveys | h |[ [
| |

| FCP|
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Overview of Key Themes

Level the playing field — apply a differentiated (stages of life) approach to eliminate the
practical barriers (such as childcare, flexibility, language) encountered, and increase
understanding and acceptance of differences in individual’s behavior through awareness.

Recruitment & retention — 1, refine the approach applied to attract female and international
talent, develop and activate talent pools, and address the internal decision-making process
on new hires. 2, identify what the organisation needs to do in order to retain these talents.

Communications & awareness — 1, communicate the why & what of I&D (through
storytelling) to bring the organisation along on the journey. 2, offer inclusion & bias
awareness training to managers and employees throughout VLK.

Workforce planning — develop a long-term perspective regarding the talent VLK needs for
future roles - including identifying the positions to be filled in the future, the potential female
talents for these roles, the development needs of these talents - and set these talents up for
success.



1, Level the playing field — Proposed actions

S A life cycle approach Leading by example Hybrid WoW

Across the stages of the life cycle - Managers create awareness when Guidelines on flexibility can be aligned Broader VLK-wide awareness of the
from being an intern to a young talent they facilitate discussion on the life with the hybrid way-of-working life-cycle stages - and the support VLK
to being pregnant to being a parent cycle challenges. Managers create model. offers — can be addressed through a
and having young children to caring acceptance when they lead by communication campaign.

for parents or family to menopause to example.

retirement — employees need support.

2, Recruitment & Retention - Proposed actions

Diverse candidate pool Selection process Biases in process KPIs on team composition

To broaden the diversity of candidates To increase diversity in the outcome, Address biases by creating awareness As a standard part of the agenda

in the hiring pool, recruit from a wider mandate that there must be diversity of biases in selection, interview and management review composition of
range of educational backgrounds and in the selection pool and hire for decision-making processes through their team and work towards

work experiences, especially for junior diversity. training, and ensure the decision- increasing diversity in line with
level roles. makers in the process are diverse. specific KPls.

3, Communications & Awareness - Proposed actions

The perception of VLK in the outside The perception of VLK within our The language used in our vacancy text VLK’s managers are instrumental in
world has an impact on the talent we organisation has an impact on the is key to attracting diverse talent. creating and maintaining an inclusive
attract. talent we retain. culture and a diverse workforce.

4, Workforce Planning - Proposed actions

Throughflow Talent management Succession planning Role models & mentors

Activate internal mobility and give Roll-out the high potential female Focus on succession planning for the Role models are pivotal in inspring the
attention to the throughflow of talent management programme across medium to long term, with the next generation of leaders and
diverse talent. VLK. objective to develop and grow diverse mentors also have a key role to play.

talents to take the next career step.

Kempen




