15. HUMAN RESOURCES

Our success as a steel and technology group is based on our employees’
particular expertise and high motivation. Hence voestalpine places great
value in a respectful corporate culture as well as the diversity and
individuality of its employees and their qualifications—all of which is
reflected in the guiding principles of the company’s Corporate

Responsibility (CR) strategy.

Corporate Culture

We create a respectful corporate culture in
which we expect and encourage trust, diversity,
self-determination, and personal responsibility.
voestalpine’s culture, as a symbol of our Group-
wide identity, is continually being refined in this
sense.

Diversity

We value the individuality of all our em-
ployees and their capabilities—irrespective of
gender, age, origin, creed, sexual orientation, or
potentialimpairment—and create the conditions
for equal opportunity as well as work that
maintains people’s health and is appropriate to
life’s different phases.

Training and Continuing Education
Targeted measures help voestalpine's em-
ployees gain qualifications and thus broaden
their career opportunities. We believe, further-
more, that both training young people and
encouraging lifelong learning are long-term
determinants of the company’s success.
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13. Human Resources

131 EMPLOYEE STRUCTURE

As of the annual reporting date (March 31, apprentices and 2,679 temporary employees
2020), the voestalpine Group had a global are included, this number rises to a total of
workforce of 47,668 employees. Once 1,337 49,682 full-time equivalents (FTEs).

DEVELOPMENT OF THE NUMBER OF EMPLOYEES

Personnel (excluding apprentices and temporary employees, head counts), per business year

45,046 45,866 47,603 48,792 47,668
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EMPLOYEE STRUCTURE BY EMPLOYMENT CONTRACT

In each case as of the March 371 reporting date; excl. full-time employees
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13. Human Resources

13.1.1 EMPLOYMENT BY COUNTRY AND REGION

voestalpine comprises about 500 Group employees are based in Austria, and 55.2%

companies and sites in 50 countries on five work at sites outside of the country.
continents. A total of 44.8% of the company’s

44.8% Austria

16.3% Germany
6.8% USA

4.3% Brazil
4.3% China
2.5% Netherlands
2.3% Sweden
1.9% Romania
1.7% France
1.5% India
1.3% Belgium
1.3% Great Britain
1.1% Mexico
1.1% Poland

8.8% Other countries

CORPORATE RESPONSIBILITY REPORT 2020
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13. Human Resources

voestalpine is considered an attractive em- most employees at any given site are local
ployer in the countries in which it works. This residents.
facilitates local recruiting, with the result that

WORKFORCE BY REGION

As of the March 31, 2020, reporting date, based on FTEs

0.6%
Africa

Employees in Great Britain were reclassified from
“European Union” to “Rest of Europe.”

2.1%
Rest of Europe

13.3%
Americas

7.8%
Asia

0.6%
Australia and Oceania

75.6%
European Union

German and English are the predominant lan- to the Code of Conduct, the Corporate
guages in the voestalpine Group. Hence the Responsibility Factsheet as well as the Employee
Group's most important publications are issued Magazine.

in these two languages, but they are translated

into multiple other languages also; this applies
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13. Human Resources

13.1.2 YEARS OF SERVICE AND EMPLOYEE TURNOVER

As in years past, in the business year 2019/20
employees who have up to five years of service
with the Group make up the largest employee

YEARS OF SERVICE

group, followed by employees who have been
with voestalpine for a period of six to 15 years.

As of the March 31, 2020, reporting date

All employees excluding apprentices, interns, freelancers, and master’s/doctoral degree candidates

9.5% 5.5%

26-35 years 36 years and more

16.1%

16-25 years 35.3%
5 years and less

33.6%

6-15 years

Numerous measures ensure that both the
knowledge and the experience of our em-
ployees are put to the best use possible, thus
continually enhancing voestalpine’s attractive-
ness as an employer. This also keeps the em-
ployee turnover rate low. In the business year
2019/20, the turnover rate for employment
contracts terminated by mutual agreement or
by the employee was 7.7%. The collection of

data regarding new hires and departures takes
all employees into account (including mana-
ging directors, Management Board members,
temporary absentees; but excluding appren-
tices, interns, freelancers, master’s/doctoral de-
gree candidates). There were 22 applications for
each job opening, thus illustrating voestalpine’s
attractiveness as an employer.

CORPORATE RESPONSIBILITY REPORT 2020
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13.2

13. Human Resources

EQUALITY AND DIVERSITY

Globally, just over 50,000 people (FTEs) work for
voestalpine. Each and every employee is
valuable on account of their individual strengths
and abilities and must be respected. The fact
that voestalpine’s CEO signed the company’s
“Diversity Charter” in February 2018 under-
scores the Group’s approach to both diversity
and equal treatment. voestalpine is committed
to respecting all people with whom it has a
relationship (employees, customers, business
partners)—irrespective of gender, skin color,
nationality, ethnicity, creed or worldview, im-

pairment, age, sexual orientation, and identity.
This commitment and corresponding actions
create a climate of acceptance and mutual
trust. As laid out in the chapter on “Respect and
Integrity” of the voestalpine Code of Conduct,
the Group does not tolerate any discrimination,
whatever form it may take.

NEW STANDARDS IN THE APPLICANT MANAGEMENT SYSTEM

The FABIS applicant management system is a plat-
form for both potential employees and voestalpine
itself that makes it possible to electronically process
and track job openings and applications as well as
the entire application process including all related
communications.

Following the switch to a different provider, the ex-
isting standards that had been used in German-
speaking territories for years were revised and
rolled out internationally. For example, gender-neu-
tral wording was developed for job announcements.
These new standards will be adopted in short order by
all Group companies.

13.2.1 DIFFERENTLY-ABLED INDIVIDUALS

In Austria, companies with more than 25 em-
ployees are required to make jobs available
for differently-abled individuals. A total of 752
voestalpine employees in Austria have reported
that they are subject to the beneficiary classi-
fication under the Austrian Act on the Employ-
ment of Differently-Abled Individuals (Behinder-
teneinstellungsgesetz). For reasons related to
data privacy and protection, outside of Austria
no information is collected on employees’ po-

tential impairment. It goes without saying that
voestalpine fulfills all statutory requirements
regarding the employment and integration of
differently-abled individuals that may apply at
any given location.

A range of measures also ensures respectful
treatment of each other in the Group.
voestalpine supports integration measures out-
side of the Group’s purview as well.
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13.2.2 WOMEN IN voestalpine

It is voestalpine’s stated goal to increase the
percentage of women at all employment lev-
els—whether among apprentices or among
executives. Through actions that differ by region
and company, voestalpine not only makes sure
that it is an attractive company for female ap-
plicants but also creates an environment that is
conducive to their professional advancement
within the Group. As of the annual reporting
date (March 31, 2020), women made up 14.7%
of all employees in the voestalpine Group. The
percentage of female workers is 5.8%; among

13. Human Resources

salaried employees it is 29.1%. As of March 31,
2020, women accounted for 12.5% of female
executives (salaried employees with perma-
nent responsibility for human resources, includ-
ing forepersons, but excluding members of
the Management Board). There was a slight in-
crease in the number of women in most of these
categories. At 47.8%, the percentage of women
among apprentices completing non-technical
training (shown in the “Female apprentices
(other)” category) is particularly high.

WOMANPOWER IN SKILLED TECHNICAL TRADES

At home, voestalpine is a pioneer in educating and
training women in technical trades requiring appren-
ticeships. The company's plant in Linz, Austria, for
instance, welcomed the first female apprentices
in technical trades as early as in 2003. Nowadays,
women are an integral part of most of the Group’s
50 companies: They work as welders, mechanical en-

gineers, electricians, or foundry technicians. In fact,
female apprentices regularly deliver persuasive per-
formances in competitions. At the Upper Austrian
Apprentice Competition 2019, for example, a female
apprentice mechanical engineer of voestalpine Stahl
GmbH took the first prize not just in one category but
in three.

CORPORATE RESPONSIBILITY REPORT 2020
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13. Human Resources

PERCENTAGE OF FEMALE EMPLOYEES

In each case as of the March 31 reporting date

2015/16 2016/17 2017/18 2018/19 2019/20
Women overall 13.1% 13.5% 13.8% 14.4% 14.7%
Female 12.0% 11.5% 12.3% 12.5% 12.5%
executives
Female salaried 28.4% 28.5% 28.8% 28.9% 29.1%
employees
Female wage 3.9% 4.5% 4.9% 5.7% 5.8%
employees
Female 11.8% 12.4% 13.5% 13.4% 15.6%
apprentices
(technical)
Female apprentices 55.2% 50.8% 47.4% 52.7% 47.8%
(other)

SALARIED EMPLOYEE STRUCTURE BY GENDER

In each case as of the March 37 reporting date
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WAGE EMPLOYEE STRUCTURE BY GENDER

In each case as of the March 371 reporting date
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13.2.3 AGE STRUCTURE OF EMPLOYEES

As of the annual reporting date (March 37, the average age by employment contract and
2020), the average age of employees in the gender.
Group was 471.5 years. The following table shows

AVERAGE AGE OF EMPLOYEES

In each case as of the March 31 reporting date

2015/16 2016/17 2017/18 2018/19 2019/20
Wage employees 40.5 40.5 40.4 40.4 40.8
Salaried employees 42.3 42.2 42.4 42.3 42.6
Women 39.8 39.5 39.7 39.9 40.1
Men 414 41.4 41.3 41.4 41.7
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SALARIED EMPLOYEE STRUCTURE BY AGE GROUP

In each case as of the March 31 reporting date
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13.3.1 EMPLOYEE SURVEY

voestalpine regularly conducts a Group-wide
employee survey. The most recent survey was
carried out in the fall of 2019; it was the first
one to be conducted exclusively online. A total
of 77% of the employees invited to participate
provided their feedback. The results show posi-
tive developments at the Group level. Compared
with 20716, the level of commitment rose by 3%
to 56%. This key figure describes the emotional
and intellectual degree of loyalty to a group or
organization and is compiled from the answers
to different questions.

13.3.2 EMPLOYER BRANDING

Its positioning as an attractive employer is very
important to voestalpine. We can drive innova-
tion and compete successfully in the market
only if we have committed and professionally
competent employees.

The regular voestalpine employee survey thus
serves as a barometer of employee satisfaction
and results in the development of internal ac-
tion packages. Numerous external personnel

13. Human Resources

15.5 ATTRACTIVENESS AS AN EMPLOYER

The agreement values in two categories—
“Professional Development Options” and “Direct
Executive"—critical to the survey also increased.
Besides the Group-wide employee survey, in
the future Group companies will also be able to
conduct interim surveys (so-called “pulse sur-
veys”). These provide greater autonomy and
flexibility with respect to the analyses. The Man-
agement Board of voestalpine AG resolved to
make commensurate reports to the participat-
ing companies’ supervisory bodies mandatory
in order to ensure consistent and verifiable im-
plementation of the actions taken in response
to survey findings.

marketing activities such as collaborations with
(primarily technical) universities, participation
in job fairs and career expos, and sponsoring
are carried out to further enhance voestalpine’s
employer branding. A strong presence in all of
the relevant online and social media channels
as well as active reporting about the company
increase voestalpine’s visibility among the tar-
get groups.

ANNUAL EMPLOYEE PERFORMANCE REVIEW

The annual employee performance review has be-
come a key personnel development tool in many
voestalpine companies. A structured, annual con-
versation between supervisor and employee outside
of daily routines provides the basis for positive colla-
boration. Careful preparation, regularity, and docu-
mentation among other things distinguish these re-
views from other kinds of meetings. Annual employee
performance reviews must be conducted Group-wide
with all salaried employees. A recommendation has

been made to introduce suitable instruments of this
nature for wage employees (e.g., team assessment
dialogues) also, but the binding standards do not pro-
vide relevant guidance. While corporate headquar-
ters offers standardized questionnaires and manuals,
adjustments specific to companies and countries
may be made. In the business year 2019/20, a total of
29,121 annual employee performance reviews were
conducted Group-wide.

CORPORATE RESPONSIBILITY REPORT 2020

91



13.4

13. Human Resources

TRAINING AND CONTINUING EDUCATION

voestalpine believes that enhancing employee
qualification levels is instrumental to both
innovation and quality and thus the company’s
success. Numerous measures thus promote em-
ployee training and continuing education and
simultaneously serve to expand employees’
career opportunities. More than EUR 53 million

in total were spent on human resources develop-
ment in the business year 2019/20. A total of
64.4% of all Group employees took part in train-
ing and continuing education programs, and
the total volume of training hours was 781,539;
this equates to an average of 25.4 hours per
trained employee.

13.4.1 EXECUTIVE TRAINING PROGRAMS

voestalpine relies on the so-called “value:pro-
gram” it developed for training current and fu-
ture executives. A total of 198 employees from
26 countries participated in this multi-level
leadership program during the business year
2019/20. Of these, 16.7% were women. What
makes this program special, aside from the skills
training offered by leading international experts
and the broad range of the program’s methods,
is the intensive collaboration by members of
voestalpine’s management—whether as presen-
ters, project managers, or even sparring part-
ners (so to speak)—in exchanges of experience.
This mixture of external and internal know-how

HIGH MOBILITY POOL

along with Group-wide interest in ensuring that
employees possess advanced qualifications
make the value:program extremely successful
and unigue. Among other things, the partici-
pants are required to work on internal projects,
giving project mentors insight into the benefits
of having international teams from the most di-
vergent corporate units and cultures. As a result,
the value:program has focused more intensely
on the issue of diversity and promoted its ad-
vantages; commensurate training modules will
be integrated into the program no later than in
the business year 2021/22.

The High Mobility Pool (HMP) program is being reor-
ganized to foster international talent. As part of the
program, young college graduates with a few years
of professional experience carry out sophisticated
project work worldwide. Purposefulness, flexibility,
self-directedness, knowledge of management meth-
ods, and excellent communication skills are the pre-
requisites for being successful in this program.

It gives young, talented individuals the opportuni-
ty to learn a lot and to use their range of projects to
promote international networks within the Group.
Following two years of successful international
project activity, at the close of the business year
20179/20 six HMP program graduates were offered
long-term employment contracts with voestalpine.
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13.4.2 PROFESSIONAL ACADEMIES

In addition to its proven programs for executives
and specialists, voestalpine also offers training
programs for wage and salaried employees.
These programs not only expand these em-
ployees’ professional qualifications and exper-
tise, they also boost soft skills such as teamwork,
self-reflection, and agility.

HR ACADEMY

13. Human Resources

Topics such as guiding values and corporate re-
sponsibility are explored as well. The voestalpine
Group believes that these capabilities and com-
petencies besides high levels of professional ex-
pertise are important factors in employees’ suc-
cessful future advancement.

voestalpine places great value on employee develop-
ment. The Group offers a wide range of customized
programs for various employee groups, including
professional academies such as the Sales Academy,
the Purchasing Academy, and the voestalpine HR
Academy, which was launched in 2016. The training
program for HR managers and HR specialists at all
Group companies and locations is carried out every
two years. So far, it has produced 60 graduates.

The HR Academy aims to support HR managers in
their active role as the link between executive and
non-executive employees so that all can do their
best to contribute to achievement of the company’s

goals. This conforms to the way the HR Academy
structures the content of its curriculum. Course of-
ferings range from greater familiarity with Group-
wide HR tools (e.g., the employee survey, advertising
materials for employer branding, onboarding
templates, etc.) to practical applications of con-
sulting methods, all the way to advanced topics such
as change management, communications, finance
for HR, and personality tests. The HR dialogue is an
important component of the HR Academy. At this
event, Group and division HR managers discuss
current and future challenges with the program
participants.

CORPORATE RESPONSIBILITY REPORT 2020
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APPRENTICES

As of the annual reporting date (March 31,
2020), the voestalpine Group was training 1,337
apprentices in about 50 skilled trades, the
majority (62.8%) at locations in Austria. A to-
tal of 22.1% of apprentices were being trained
in Germany under the dual system applicable
in that country. Because apprenticeships are
based on defined needs, almost all of the

PROMOTING APPRENTICES’ HEALTH

apprentices who successfully complete their
training are offered full-time positions.
voestalpine clearly believes that it has the duty
to invest in the training of young, skilled workers.
In addition to excellent professional training,
the focus also is on developing personal and
social skills. The Group currently invests more
than EUR 70,000 in training a single apprentice.

The individuals responsible for the apprenticeship
programs offer a range of information on health
issues to apprentices and trainees alike. Some of
voestalpine’s sites create programs that combine a
host of actions and activities in this area. In Zeltweg,
for example, the roughly 53 apprentices will soon be
supported by a dedicated health coach. One of the
trainers is currently acquiring the requisite qualifi-
cations for this position. Health as such has been an
important topic in the apprenticeship programs for
quite some time. It is addressed in both the annual
and the quarterly apprentice reviews as well as in
many lectures, workshops, and events. Apprentices
who like to keep moving can choose among business-
specific running programs, memberships in fitness
centers as well as our very own apprentice soccer
team. The “Apprentice on the Move” program has
already existed in Linz for more than 20 years. It is
continually being redesigned and offers workshops
on issues such as fitness, ergonomics, addiction
prevention, healthy nutrition, and much more.

In Schwébisch Gmind, Germany, some 39 trainees
can choose from among numerous workshops, in-
cluding stress management and cooking classes for
healthy nutrition. Starting in October 2020, a discrete
“health day” will be launched in cooperation with a
fitness center, offering training sessions, vital health
check-ups as well as discounted memberships. At
the plant in Kapfenberg, Austria, the health of 250
apprentices is promoted from the get-go. The curri-
culum for the first apprenticeship year offers a total
of six customized modules ranging from movement
and nutrition, to individual fitness checks, all the way
to issues such as psychic health and self-esteem. This
health project starts with a two-day team-building
seminar. Two trainers in Kapfenberg are health
monitors, who hone the apprentices’ health con-
sciousness again and again through lectures and
frequently playful workshops.
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DIGITALIZATION PROJECTS AS PART OF TRAINING CURRICULA

Digitalization is an important component of all
training at voestalpine. Various digitalization
projects are deployed to impart digital skills to
apprentices as part of their training. Just as in
2017 and 20718, in the summer of 2019 more
than 60 apprentices at the Kapfenberg training
center planned and built a fully automated mi-
niature factory. Five apprentices from Wetzlar,
Germany, participated in this futuristic project
under an exchange program. Thanks to projects
such as the Digital Learning Factory, these
future skilled workers are already preparing now
for the Workplace 4.0.

voestalpine’s training center in Linz also intro-
duces apprentices to the newest cutting-edge
technologies, offering an expanded curriculum
that covers digital learning content and tools.
Working with virtual reality goggles as well as
tablets already is a fixed component of the
program. A new electrical technology lab was
inaugurated at the Krems plant in September
2019. Electrical engineering apprentices can
now spend their entire two-year basic training
in this innovative work environment, building
extensive electrical circuits and controls in state-
of-the-art labs, simulating circuitry, and enga-
ging in other tasks.

voestalpine's APPRENTICE COMPETITION

AND GROUP APPRENTICE DAY

Every year, the Group Apprentice Day gives appren-
tices an opportunity to learn from each other. The
Seventh Apprentice Day was held in Linz in 2079.
A total of 350 apprentices from 40 locations in
Switzerland, Germany, and Austria attended the
event and shaped it also: in discussions with
voestalpine AG’s Management Board; during the
voestalpine quiz; and on a tour of the plant. Our up-
and-coming skilled workers used last year’s annual
creative competition yet again to display their inno-
vative potential.

voestalpine traditionally organizes a competition for
all apprentices from Austria, Germany, and Switzer-
land ahead of the Group Apprentice Day. In 2019,
the apprentices were invited to submit their ideas
for a “futuristic vehicle.” The best submissions were
honored at the Group Apprentice Day on October
30th. Two mechatronics apprentices at voestalpine
Automotive Components in Dettingen, Germany, won
first prize for their “Futuristic Wheels.” They got a lot
of help from their fellow apprentices, for example, in
connection with laser cutting as well as bending and
welding the sheet steel.

CORPORATE RESPONSIBILITY REPORT 2020
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13.7

THE STAHLSTIFTUNG

In 1987, the so-called Stahistiftung (Steel
Foundation) was founded in Linz as an em-
ployee fund with the aim of providing not only
employees of the VOEST-ALPINE Group (as it
was called at the time), who had to leave the
company due to a crisis, but also employees
of companies outside of the Group the oppor-
tunity to reorient themselves professionally while
undergoing up to four years of training and
continuing education in order to offset or at
least alleviate the impact of the job loss.

In the business year 2019/20, about 87% of
the participants looking for work were able to
develop a new professional perspective with the
help of the Stahlstiftung.

As of the annual reporting date (March 31,
2020), a total of 334 individuals were receiving
assistance from the Stahlstiftung, 69.2% of
whom were former employees of the voestalpine
Group. The total number of active Stahlstiftung
participants in the business year 2019/20 was
546, i.e., 2.5% less than a year earlier (560 in-
dividuals). Aside from the participants covered
by the Stahlstiftung in its capacity as a classic
employee fund, in the business year 2019/20 a
total of 62 individuals were supported in connec-
tion with educational leave activities.

EMPLOYEE SHAREHOLDING SCHEME

voestalpine has had an employee shareholding
scheme since 20071, which has been continually
expanded since then. The employee founda-
tion is a stable, key shareholder of voestalpine.
In addition to all Group employees in Austriq,
personnel in Great Britain, Germany, the Nether-
lands, Poland, Belgium, the Czech Republic,
Italy, Switzerland, Romania, Sweden, and Spain
have a stake in voestalpine too. As of March 31,
2020, a total of 25,300 employees held about
23.1 million shares through the voestalpine

Mitarbeiterbeteiligung Privatstiftung, which con-
stitutes 12.9% of the company’s share capital
due to the general bundling of voting rights.
Furthermore, the voting rights of about 3.3
million “private shares” owned by former and
current Group employees, who may freely
dispose of their shares at any time, have been
transferred to the foundation; this equates to an
additional 1.9% of the voting shares. In toto, as
of March 371, 2020, 14.8% of voestalpine AG's
share capital was owned by employees.
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