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8. Employees

The voestalpine Group had 46,351 employees, including 3,816 temporary
employees, 1,350 apprentices, and 2,649 part-time workers as of the

reporting date of March 31, 2013.

Even in economically challenging times (espe-
cially in 2009), voestalpine has been able to keep
the number of employees almost constant by
implementing flexible working time models, re-
duced working hours, utilization of flex-time
credits and vacation accruals, educational leave,
early retirement models, and part-time work for
employees nearing retirement age.

Development of employee numbers

Corporate HR handles personnel issues that are
relevant for multiple companies, divisions, and
regions, for example, contract law, management
development, personnel marketing, employee
surveys, agreements on objectives, remuneration
management for executives, and travel safety.

Personnel headcount (excl. apprentices) per business year
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Andreas Langer, Metal technology/Civil engineering technology, second-year apprentice
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8.1 Employment by countries

voestalpine is a Group that operates internationally and has around 500
Group companies and locations on five continents. As the largest
production sites are in Austria, the majority of the employees—more than
19,500 or 46%—work in Austria as well.

Another 18% of employees work at sites in Ger-
many. However, as the Group's activities become
more and more international, the percentage of
employees in non-German-speaking countries
continues to grow. All employees at voestalpine
sites have the opportunity to organize Work Coun-
cils or to unionize.

Many internal and external voestalpine publica-
tions are provided in various languages. In ad-
dition to German and English, Dutch, Swedish,
and Portuguese and, to some extent, Russian and
Mandarin, are the most important languages for
communications with internal and external stake-
holders.

Examples for publications that are generated in
multiple languages are the Code of Conduct and

the employee magazine mm, which is sent to each

voestalpine employee worldwide and which is

also available as a download via the intranet. 4% 5% 10%
USA Brazil other

countries
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8.2 voestalpine as employer

A high number of job applications, the low fluctuation rate,

and the long average job tenure are proof of the attractiveness of
voestalpine as an employer. In the business year 2012/13, there were an
average of 24 applications for each job vacancy; this was an increase of

20 % compared to the previous year.

The fluctuation rate, which has been low for
years—4.8% in the business year 2012/13-attests
to the high degree of loyalty demonstrated by
voestalpine's employees. Regular rankings and
awards testify to voestalpine's attractiveness as an
employer among entry-level job applicants.

8.2.1 Employee survey

Every three years, voestalpine conducts an
employee survey with the assistance of exter-
nal consultants. The divisions nominate those
companies that are to be included in the sur-
vey. The criteria require that the number of
employees is high enough to guarantee anon-
ymity when the results are analyzed. The last
survey was conducted in October 2013: around
42,000 employees from 153 Group companies
in 21 countries were surveyed, with materials
being translated into 13 languages. The anon-
ymous analysis of the results was carried out
by an independent institute. The responses

regarding employee satisfaction, loyalty, em-

Age structure of the employees

ployee commitment, and identification with
the company were above the industry bench-
mark. The responses from the employee survey
are integrated into a structured dialogue
between management and employees to look
for and implement joint solutions wherever
possible. A tool was developed to ensure the

implementation of the solutions.

8.2.2 Job tenure and age structure
of the employees

As voestalpine has hired an increasing number of
new employees in recent years, the percentage of
employees that have worked in the company for
five years or less has increased commensurately.
At the same time, however, the number of employ-
ees who have worked for voestalpine for more
than 25 years increased as well, attesting to the
high degree of loyalty of voestalpine employees.

In the business year 2012/13, the average age of
all employees was 41.

As of March 31, 2013

30 years old or less

30 - 50 years old More than 50 years old

Women 3.1% 6.9% 2.6%

}100%
Men 18.0% 46.8% 22.6%
Laborers 14.9% 32.2% 15.4%

}100%
Salaried employees 6.1% 21.6% 9.8%




8.3 Equal treatment

More than 46,000 people from more than 50 countries work for voestalpine.
voestalpine's corporate culture recognizes that each person is unique,
valuable, and must be respected for his/her individual capabilities.

Therefore, the voestalpine Group does not toler-
ate any form of discrimination whatsoever. Rather,
the company sees it as an important responsibility
to promote and benefit from the diversity of our
employees.

At voestalpine, all employees are treated equally
regardless of their gender, age, ethnic origin,
religion, sexual orientation, or any disabilities.
The chapter titled “Respect and Integrity"” of the
voestalpine Code of Conduct defines human rights
as fundamental values, based on the principles of
the UN Charter and the European Convention on
Human Rights, that are to be complied with by all
employees.

8.3.1 Persons with disabilities

In Austria, companies with more than 25 em-
ployees are required to make jobs available for
persons with disabilities. For reasons relating to
data protection and privacy, information about
the number of employees with disabilities is not
collected outside of Austria. voestalpine fulfills
the statutory obligations required by the countries
where the respective sites are located.

voestalpine rules out any discrimination of em-
ployees with disabilities.

8.3.2 Women at voestalpine

The percentage of women in the voestalpine
Group overall in the business year 2012/13 was

12.6%. This percentage is low compared to other
business sectors for industry-specific, historical,
and cultural reasons. In the perception of the pub-
lic, work in a steel and industrial goods Group is
still often equated with a high degree of physical
exertion or other work conditions that women
find unappealing. Therefore, it is commensurately
difficult to achieve a balanced recruitment of men
and women.

The percentage of female executives, i.e., salaried
employees who hold positions with staff responsi-
bility, including forepersons but excluding mem-
bers of the Management Board, was 10.1 % in the
business year 2012/13. Within the scope of inter-
nal leadership development efforts, great impor-
tance is being placed on continuing to expand the
percentage of female participants. In the business
year 2012/13, there were 22 women of a total of
146 participants (15.0 %). In the meantime, due to
targeted efforts, women are employed in top lead-
ership positions, for example, as managing direc-
tors or in technical sectors that have traditionally
been dominated by men (e.g., hot-dip galvanizing
or wire production facilities).

Women are also in executive positions in financial
and legal departments of various Group companies.

voestalpine is striving to take appropriate meas-
ures in order to sustainably increase the percent-
age of women in the Group at all levels. However,
there is no female quota in any of the Group com-
panies or at the Group level. Measures include ad-
vancement of women in apprentices occupations
and increased hiring of female graduates of tech-
nical schools and universities. Additionally, Group
companies are undertaking activities in this
regard, some of which are country-specific.
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Women working at voestalpine

2008/09 2009/10 2010/11 2011/12 2012/13
Women total 5,211 4,953 5,093 5,183 5,285
Salaried employees 4,326 4,139 4,201 4,294 4,366
Laborers 885 814 892 889 919
Female apprentices 201 181 186 185 210

Family-work balance

Since 1995, the largest voestalpine site in Linz has
had a company kindergarten for employees’ chil-
dren. 90 children between the ages of one and six
are cared for here in nursery and kindergarten
groups. This facility in the proximity of their work-
place makes it easier for parents to balance work
and family and assists many employees in reenter-
ing the workforce.

Within the scope of the “Vacation at work"” project,
which is available at the Linz site, employee
family members aged six to sixteen can participate
in various activities and workshops for a week.
Additionally, during the summer vacation, the
company organizes summer camps for employees’
children offering various activities.

8.4 Training and continuing education

Ongoing training and continuing education of the employees is an
important instrument at voestalpine to keep the qualifications of the staff

at the top level.

In the area of management training and develop-
ment, voestalpine is focusing on the multi-phase
“value:program”; in the business year 2012/13,
146 executives from 16 countries participated in
this program across the entire Group. 39 % of the
participants came from subsidiaries outside of
Austria. The percentage of women was at 15 %.

In 2011, voestalpine received the Austrian Human
Resources Award from the Austrian Productivity
and Efficiency Center (OPWZ) for creating the

“vision stage" module; it was also nominated for
the European Human Resources Award.

voestalpine also runs the "High Mobility Pool”
development program for university graduates
with a few years of professional experience. After
the successful Europe-wide recruitment of partici-
pants for the class of 2011, the internationaliza-
tion of the program was continued. For the class
of 2013, participants were recrueted from Brazil,
China, Canada, and Mexico.



The total cost for personnel development in the
business year 2012/13 was EUR 45.9 million.
In the business year 2012/13, more than half of
all employees participated in either training or

continuing education. Group-wide, voestalpine

employees underwent a total of 749,274 hours of

training, an average of 31.9 hours per trained em-
ployee.

8.5 Occupational safety

Occupational safety is a core issue for voestalpine, with the prevention of
work-related accidents taking top priority.

The majority of voestalpine companies has certi-
fied occupational safety and health management
systems. For example, in 2012, Villares Metals,
Brazil, successfully completed the OHSAS 18001
certification.

A key measure undertaken to improve occupation-
al safety is increasing awareness and providing
regular training and continuing education for all
employees. Ongoing training and supervision are
integrated into day-to-day work in all Group com-
panies. In addition to providing information, the
objective of the training is primarily to motivate
employees to practice safe behavior. For example,
this training involves the correct use of personal
protective gear.

voestalpine also endeavors to ensure that life and
health of employees of independent contractors
are protected. The relevant guidelines are binding
for external companies.

Recording and analyzing work-related accidents
and near misses is essential for accident preven-
tion.

Due to various measures and systematic safety
management, the number of accidents and the
associated time lost has been falling continually
in recent years. In the business year 2012/13,
time lost due to work-related accidents was 1.8 %
below the previous year's figure.

Work-related accidents per million work hours
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in the respective business year
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voestalpine endeavors to eliminate any risks for
itsemployees in all areas relevant to occupation-
al safety. The growing internationalization of
the voestalpine Group also results in increasing
travel and longer stays abroad by employees. In
order to protect employees who are traveling,

a security team was put in place; it has devel-
oped appropriate safety guidelines and emer-
gency plans. In addition to general recommen-
dations, they contain numerous, concrete tips
about the subject of safety and behavior in
emergencies.

225

2012/13
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8.6 Apprentices

As of the reporting date of March 31, 2013, voestalpine was training
1,350 apprentices Group-wide. 85.6% of the young people were being
trained in technical skilled trades. voestalpine has one of the largest

apprentice training programs in the industrial sector in Austria.

At the Linz site, voestalpine Stahl's 13,000th apprentice was celebrated

in early September 2012.

In its concept for the training of apprentices,
voestalpine is pursuing a Group-wide strategy;
currently, 36.3% of the apprentices are being
trained at sites outside of Austria. Another impor-
tant aspect is the promotion of internationality by
way of an informal Group exchange program.

In the fall of 2012, a website was created for ap-
prentices; information about all of the offered ap-
prenticeship occupations and all of the locations
in Austria and Germany that provide apprentice-
ship training can be downloaded from this site
(www.voestalpine.com/lehre). Additionally, the
HR online presence was again expanded with a
greater emphasis on social media like Facebook,
where voestalpine has a career page.

Post-apprenticeship employment

At voestalpine, 100% of all apprentices who com-
plete their training are given employment contracts.
This proves how efficiently the training is geared to
company-internal requirements and illustrates what
an attractive employer voestalpine is among entry-
level employees.

Steel sounds

The locations in Austria and Germany that train
“Steel Sounds”

campaign aimed at apprentices. In this crea-

apprentices implemented the

tive competition, the young people were able to
explore the world of steel and submit videos, in
which they created sounds using everyday steel
products.

The best sounds were selected online and inte-
grated into a song that had been composed for
voestalpine. Due to the target group, the cam-
paign was conducted on the Internet. “Steel
Sounds” was chosen from among 500 submissions
for the German Award for Online Communication
in the “Recruiting Campaign” category.

Objective

An important objective for voestalpine is the ad-
vancement of women in the apprenticeship occu-
pations as well, particularly in the technical skilled
trades. One of the measures being undertaken in
this regard is voestalpine’s regular participation in
Girls’ Day, a project that introduces young women
to various professions. As of the reporting date of
March 31, 2013, 210 voestalpine apprentices were
female; half of them were being trained in the
technical skilled trades.




8.7 Employee shareholding

The voestalpine employee shareholding scheme developed in Austria
was launched in 2001 and has now been expanded to Group companies
in Germany, Great Britain, Poland, Belgium, and the Netherlands.

About 100 Group companies are included in the scheme.

As of the end of the business year 2012/13, 22,400
employees hold 23 million shares of the company
through the voestalpine "“Mitarbeiterbeteiligung
Privatstiftung.” With a holding of 13.35% of the
share capital, due to the general bundling of
voting rights, employees are the second largest
core shareholder of voestalpine AG.

The "Mitarbeiterbeteiligung Privatstiftung” also
manages 1.8 million private shares held by former
and active Group employees; this corresponds to
around 1.05% of the voting shares. Thus, currently
14.4% of voestalpine AG's share capital is owned
by its employees.

Employee participation can mean different
things

In 2000, the term “employee participation” gene-
rally meant merely profit-sharing in the form of
cash payment by way of bonuses (and not much
has changed since then). Employee participation
at voestalpine, however, is “employee share-
holding "-true equity participation, where employ-
ees share in the company's assets.

The principle of sustainability

In order to ensure that employee shareholding re-
mains stable in the long term, employees, as co-
owners of the voestalpine Group, commit them-
selves to retain their voestalpine shares during the
entire duration of their employment by the Group.
They can sell their shares only after they have left
voestalpine. In recent years, a good two thirds of all
employees who left the company permitted their
voestalpine shares to remain in the Mitarbeiter-
beteiligung Privatstiftung, the foundation that
manages employee shares.

Source:

voestalpine Mitarbeiterbeteiligung Privatstiftung:
We have played a part in this.

Pages 25 - 26
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8.8 The Stahistiftung (Steel Foundation)

in Austria

In the 1980s, the crisis in the nationalized industries in Austria led to the
establishment of the voestalpine Stahlstiftung. On November 5, 2012,

it celebrated its 25th anniversary. Since its establishment, around 6,600
persons have become members of the Stahlstiftung and received assis-

tance in their search for new jobs.

Within the scope of the Stahlstiftung, former em-
ployees of the voestalpine Group companies have
up to four years to complete training and continu-
ing education to upgrade their skills or to start a
new career path. These measures support former
employees to the greatest possible degree in their
search for a new job.

As of March 31, 2013, 453 persons were being as-
sisted by the Stahlstiftung. This corresponds to a
reduction of 10.6 % compared to the previous year.
Since it was established in 1987, 85 % of partici-

pants who were looking for work were able to find
a new job with the help of the Stahlstiftung. The
Stahlstiftung can also be utilized by other com-
panies; most recently, the percentage of external
participants was at around 37 %.

Group companies outside of Austria provide for-
mer employees with assistance, which is utilized
as needed-in Germany, for example, by way of
so-called transfer companies.

More detailed information is available online at www.stahlstiftung.at

Sequence of assistance provided by the Stahlstiftung

Termination of employment
by mutual agreement

\ocational orientation

v v

Active job search

v v

Training 3 or 4 years

Active job search

v

v

Establishment of a company
up to 3 years

v




8.9 Prizes and awards received

2013

2012/13

2012

2012

2012

201112

20M

20M

20M

European Good Practice Award for
voestalpine Rotec.

The award was presented for the
“"Rotec Production System" projects
for the improvement of work stations,
occupational safety, and definition of
standards for the entire Rotec Group.

Career's Best Recruiters: Gold seal and
first place for the iron/metal industry.

Villares Metals, Brazil, successfully
completed the OHSAS 18001 certification.

Styrian Integration Award 2012:
Honorary award for sustainability for
voestalpine Tubulars, Kindberg site.

trendence Graduate Barometer 2012:
Top ten placement as one of Austria's
most popular employers (ranking by
IT/engineering graduates).

Career's Best Recruiters: Gold seal and
first place for the iron/metal industry.

Austrian Human Resources Award of
the OPWZ (Austrian Productivity and
Efficiency Center) for creating the
“vision stage" module and nomination
for the European Human Resources
Award.

trendence Graduate Barometer 2011:
Austria's most popular employer (rank-
ing by IT/engineering graduates).

Universum Top 50 Ideal Employer,
2011 Student Survey.

2010/M1

2010/M1

European Good Practice Award in
Safety and Health at Work for the
Zeltweg site (voestalpine Weichen-
systeme GmbH and voestalpine
HYTRONICS GmbH).

Career's Best Recruiters, gold seal and
first place for the iron/metal industry.
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