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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 employees 
and their capabilities—irrespective of gender, 
age, origin, religion, sexual orientation, or po-
tential disability—and create the conditions for 
equal opportunities as well as work that main-
tains people’s health and is appropriate to life’s 
different phases. 

Training and Continuing Professional 
Development (CPD)
Targeted measures help voestalpine employees 
gain qualifications and thus broaden their ca-
reer opportunities. We believe, furthermore, that 
both training young people and encouraging 
lifelong learning are long-term determinants of 
the company’s success.

HUMAN RESOURCES 14. 

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, the diversity and individuality of its 
employees as well as their qualifications—all of which is reflected in the  
guiding principles of our Sustainability Strategy.
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WORKFORCE STRUCTURE 14.1
As of the annual reporting date (March 31, 
2024), the voestalpine Group had a global 
workforce of 49,082 employees (head counts). 

When 1,513 apprentices and 2,822 temporary 
employees are included, this number rises to 
51,589 full-time equivalents (FTEs).

EMPLOYEE STRUCTURE BY EMPLOYMENT CONTRACT
In each case as of the March 31 reporting date; excl. full-time employees
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voestalpine comprises about 500 Group com-
panies and sites in 49 countries on five conti-
nents. A total of 45.8% of the company’s em-

ployees (FTEs) are based in Austria, and 54.2% 
work at facilities outside of the country.

14.1.1 �EMPLOYMENT BY COUNTRY AND REGION
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voestalpine is considered an attractive employ-
er in the countries in which it works. This facili-
tates local recruiting, with the result that most 

employees at any given location are local res-
idents.

WORKFORCE BY REGION AND GENDER (FROM 10 HEAD COUNTS)
Personnel (excl. apprentices and temporary employees, HEAD COUNTS), as of the March 31 reporting date

Country
Overall Male Female 

Austria 23,345 19,855 3,490
Germany 7,447 6,275 1,172
USA 2,514 2,047 467
Brazil 2,303 2,040 263
China 1,948 1,603 345
Sweden 1,179 965 214
Netherlands 1,133 1,007 126
Poland 877 631 246
France 816 668 148
Romania 809 638 171
Belgium 702 652 50
United Kingdom 701 575 126
Mexico 608 425 183
Italy 553 459 94
South Africa 458 353 105
India 443 402 41
Czechia 343 294 49
Spain 318 256 62
Australia 283 236 47
Türkiye 277 245 32
Hungary 268 225 43
Canada 220 181 39
Indonesia 155 136 19
Singapore 153 90 63
Switzerland 126 110 16
Bulgaria 117 102 15
Thailand 110 66 44
Taiwan 101 80 21
Peru 88 72 16
Lithuania 81 76 5
Japan 70 54 16
Argentina 69 52 17
Colombia 68 51 17
Malaysia 64 38 26
Vietnam 53 35 18
Saudi Arabia 52 48 4
Republic of Korea (South Korea) 45 33 12
Portugal 39 32 7
Ecuador 34 25 9
Slovakia 29 18 11
United Arab Emirates 22 18 4
Egypt 14 11 3
Denmark 14 10 4

14. Human Resources
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German and English are the predominant lan-
guages in the voestalpine Group. Hence voes-
talpine’s most important publications such as 
the present Corporate Responsibility Report, 
the Annual Report, and the quarterly reports 

 are published in these two languages. The Code 
of Conduct, internet posts as well as brochures 
and magazines are translated into numerous 
other languages.

WORKFORCE BY REGION 
As of the March 31, 2024 reporting date, based on FTEs

YEARS OF SERVICE
As of the March 31, 2024 reporting date
All employees excluding apprentices, interns, freelancers, and master’s/doctoral degree candidates

14.1.2 �YEARS OF SERVICE AND EMPLOYEE TURNOVER

In the business year 2023/24, employees 
who had been with the Group for up to five 
years constituted the largest group, followed  

by employees who had been with voestalpine 
for six to fifteen years.
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Numerous measures ensure that the knowl-
edge and experience of employees are utilized 
in the best possible way while also increasing 
employee satisfaction. This also keeps the em-
ployee  turnover  rate as low as possible. In the 
business year 2023/24, the turnover rate for 
employment contracts terminated by mutual 
agreement or by the employee was 7.9%. The 
collection of data regarding departures takes 
all employees into account (managing direc-

tors, Management Board members, and tem-
porary absentees are included; but apprentic-
es, interns, freelancers, and master’s/doctoral 
degree candidates are excluded). There were 
28 applications on average for each job open-
ing, thus illustrating voestalpine’s attractiveness 
as an employer. The following table shows the 
number of departures by region, further broken 
down by employment contract and gender.

DEPARTURES BY REGION
Number of employees who left the company after no more than three years of service,
broken down by employment contract and gender, business year 2023/24
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Africa 472 10 7 2 0

Americas 5,904 844 302 130 60

Asia 3,222 47 0 53 30

Australia and Oceania 283 58 1 7 10

European Union 38,090 843 132 492 282

Rest of Europe 1,111 67 0 40 13
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Approximately 51,600 employees (FTEs) work 
for the voestalpine Group worldwide. Each and 
every person is valuable and must be respected 
for their individual strengths and skills. The fact 
that voestalpine’s then CEO signed the compa-
ny’s “Diversity Charter” in February 2018 under-
scores the Group’s approach to both diversity 
and equal treatment. voestalpine values all of 
its stakeholders, regardless of gender, skin col-

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

EQUALITY AND DIVERSITY14.2

In Austria, companies with more than 25 em-
ployees are required to make jobs available for 
people with disabilities. As of March 31, 2024, 
a total of 594 voestalpine employees in Austria 
reported that they were subject to the relevant 
“beneficiary” classification under the Austrian 
Disability Employment Act (Behindertenein-
stellungsgesetz). For data protection reasons, 
many countries do not record employees’ dis-

abilities. It goes without saying that voestalpine 
fulfills all applicable statutory requirements re-
garding the employment and integration of dis-
abled individuals that may apply at any given 
location. A range of measures ensures, further-
more, that everybody within the Group engag-
es in mutually respectful conduct. voestalpine 
also supports integration measures outside of 
the Group’s purview.

14.2.1 PERSONS WITH DISABILITIES

FEMALE EMPOWERMENT AS A STRATEGIC SPHERE OF ACTION

The initiatives launched in the strategic area of fe-
male empowerment were further expanded. For ex-
ample, new topics are continually being added to a 
specially dedicated intranet area, and the quarterly 
newsletter is very popular. Following its introduction 
in Austria in 2023, the mandatory e-learning course 
“Dealing with sexual harassment in the workplace” 
was also rolled out in Germany and Switzerland af-

ter the content was adapted to their legal situations 
and statutory provisions. The next step is to make an 
adapted version available worldwide. 

Furthermore, one division is testing a newly devel-
oped mentoring concept specifically for women, and 
another is focusing on the topic of parental leave and 
returning to work.

14. Human Resources
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It is voestalpine’s stated goal to increase the per-
centage of women on all levels, from appren-
tices to executives. In particular, the proportion 
of women in management positions is to be in-
creased from the current 14% to 18% by 2030.

“We create the general framework for equal op-
portunity and aim to raise the percentage of 
women in technical fields and/or among techni-
cal apprentices by 2025. We help to make math-
ematics, informatics, natural sciences, and tech-
nology (MINT) more attractive for women and 

seek to increase the percentage of women in 
both job applications and employment.” (In the 
English-speaking world, MINT is known as “sci-
ence, technology, engineering, and mathemat-
ics” – STEM.)

voestalpine ensures through measures adapt-
ed to individual companies and regional cir-
cumstances that potential female applicants 
are interested in the company and that female 
employees are given good development oppor-
tunities.

14.2.2 ��WOMEN AT voestalpine

STEM EXPERIENCES FOR WINNERS OF THE STEM GIRLS CHALLENGE

Every year since 2022, voestalpine companies at var-
ious locations in Austria have been taking part in the 
STEM Girls Challenge, a joint initiative of the Feder-
ation of Austrian Industries, the Federal Chancellery, 
and the Ministry of Economy, which aims to get girls 
interested in STEM subjects (science, technology, en-
gineering, and mathematics).

In this nationwide competition, girls and young wom-
en contribute their ideas for tackling the major chal-
lenges facing our society with the help of STEM. The 

winners receive STEM experiences in companies that 
support the initiative as a prize. For example, a stu-
dent from HTL Eisenstadt was able to shadow an em-
ployee in the Research & Development department 
at voestalpine Wire Technology and learn about all 
facets of this area. Another STEM experience was of-
fered by voestalpine Böhler Welding in Kapfenberg, 
where 14 schoolgirls from Graz not only learned 
about the Group itself, the plant and the products, 
they were also able to try out welding for themselves 
at the Welding Academy.

As of the annual reporting date (March 31, 2024), 
women accounted for 16.0% of all employees 
in the voestalpine Group. The percentage of fe-
male workers among wage employees was 7.1%; 
among salaried employees it was 29.8%. A to-
tal of 14.1% of all managers (salaried employees 
with permanent responsibility to manage others, 
including forepersons but excluding members of 
the Management Board) were women.

A slight increase in the proportion of women was 
therefore recorded in all categories. The percent-
age of women among apprentices completing 
non-technical training is especially high: Fully 
49.6% of all individuals in the category “Appren-
tices (Other)” were female.

14. Human Resources
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PERCENTAGE OF FEMALE EMPLOYEES
In each case as of the March 31 reporting date

2019/20 2020/21 2021/22 2022/23 2023/24

Women overall 14.7% 14.8% 15.4% 15.7% 16.0%

Female  
executives

12.5% 13.6% 12.9% 13.6% 14.1%

Female salaried 
employees

29.1% 29.3% 29.6% 29.7% 29.8%

Female wage 
employees

5.8% 5.8% 6.4% 6.7% 7.1%

Female  
apprentices  
(technical)

15.6% 14.0% 16.5% 16.9% 21.7%

Female  
apprentices  
(other)

47.8% 50.3% 48.1% 50.2% 49.6%

20%

0%

40%

80%

60%

Women Men

In each case as of the March 31 reporting date

100%

SALARIED EMPLOYEE STRUCTURE BY GENDER

2020/21

70.7

29.3

2019/20

29.1

70.9

2022/23

70.3

29.7

2021/22

70.4

29.6

2023/24

70.2

29.8

14. Human Resources



135C O R P O R A T E  R E S P O N S I B I L I T Y  R E P O R T  2 0 2 3 / 2 4

As of the annual reporting date (March 31, 
2024), the average age of employees in the 
Group was 41.6 years. The following table shows 

the average age by employment contract and 
gender.

14.2.3 ��AGE STRUCTURE OF EMPLOYEES

AVERAGE AGE OF EMPLOYEES
In each case as of the March 31 reporting date

2019/20 2020/21 2021/22 2022/23 2023/24

Wage employees 40.8 40.9 40.8 40.9 40.8

Salaried employees 42.6 42.8 42.8 42.8 42.8

Women 40.1 40.6 40.3 40.2 40.3

Men 41.7 41.8 41.8 41.9 41.8

WAGE EMPLOYEE STRUCTURE BY GENDER
In each case as of the March 31 reporting date
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SALARIED EMPLOYEE STRUCTURE BY AGE GROUP
In each case as of the March 31 reporting date
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14.3.1 EMPLOYEE SURVEY

After the voestalpine employee survey was com-
pleted in fall 2022, the 219 companies that took 
part in the survey began the survey review pro-
cess. This included analyzing the results, deriv-
ing suitable measures, and reporting them in an 
internal voestalpine tool. 

In order to support transparency and an ex-
change of experiences between the companies, 
reporting was carried out in English throughout 
the Group. A report was prepared for the Man-
agement Board of voestalpine AG on the basis 
of these measures. A total of 440 measures were 
reported. Although the companies were asked 
to report only the two most important measures, 
some companies mentioned more measures. 
Most of the measures—in addition to the central 
commitment describing the bond with the com-
pany—relate to the three fields of action “Infor-
mation & Communication,” “Appreciation,” and 
“Cooperation between Colleagues.”  82% of all 

reported measures are ongoing and 87% re-
late to all employees (without differentiating be-
tween white collar, blue collar, apprentices, etc.). 
The final implementation status of the measures 
was assessed in March 2024 and reported again 
to the Management Board of voestalpine AG. 
In addition to the Management Board report, 
the review process also provided for reporting 
on the measures to the respective Supervisory 
Board/Advisory Board of the companies.

The next voestalpine employee survey will take 
place in fall 2024. In addition to the 16 ques-
tions asked so far, eight further questions will 
be asked. These cover the topics of “Diversity & 
Inclusion,” “Senior Leadership,” “Corporate Re-
sponsibility,” “Health Promotion,” and “Identi-
fication with the Employer.”  The survey will be 
conducted worldwide in 47 countries in 26 lan-
guages together with an external partner.

ATTRACTIVENESS AS AN EMPLOYER14.3

14.3.2 �EMPLOYER BRANDING

Its positioning as an attractive employer is very 
important to voestalpine. The Group can drive 
innovation and compete successfully in the 
market only if it has committed and profession-
ally competent employees. The regular employ-
ee survey serves as a barometer of employee 
satisfaction and results in the development of 
pertinent internal measures.

To further enhance its employer branding, 
voestalpine also undertakes numerous external 
personnel marketing activities such as collabo-
rations with (primarily technical) universities, par-
ticipation in job fairs and career expos as well as 

sponsoring. A strong presence in relevant online 
and social media channels as well as proactive 
reporting from and about the company boost 
voestalpine’s visibility among target groups. 

2023 also saw the launch of a new image and 
brand campaign in which voestalpine employ-
ees are the main protagonists. All occupation-
al groups, including apprentices, reflect the di-
versity of the Group. In this way, the campaign 
puts future topics such as greentec steel/decar-
bonization, women in technology, training, digi-
talization, sustainability, and innovation within a 
human context.

14. Human Resources
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14.3.3 ANNUAL EMPLOYEE PERFORMANCE REVIEW

The annual employee performance review has al-
ready become a key HR resources development 
tool in many voestalpine companies and is a ma-
terial component of the Group’s management  
culture. A structured, annual conversation be-
tween supervisor and employee provides the 
basis for constructive, respectful collaboration. 

Careful preparation, regularity, and documen-
tation distinguish these reviews from other kinds 
of meetings. To use a visual analogy: The indi-
viduals concerned take a “time-out” from the 
“playing field” of daily routines and move to 
the “edge of the pitch” to reflect jointly on their 
“teamwork” and discuss basics. Annual employ-
ee performance reviews of salaried employees 
are mandatory throughout the Group. A recom-
mendation has been made to introduce suitable 
instruments of this nature (e.g., team assessment 
dialogues) for wage employees also, but the 
binding standards do not provide relevant guid-
ance. The Group-wide guidelines were revised 
and redesigned in the business year 2023/24. 
The voestalpine values of entrepreneurial mind-

set, appreciation in the workplace and sustain-
able action were a particular focus in the devel-
opment of the new guidelines. In addition, they 
are deliberately designed to be diversity-sensi-
tive in terms of content and language in order to 
appreciate and recognize the diversity of peo-
ple within the Group. 

The additional form for managers can also be 
used to reflect on the topic of management in 
discussions with employees who have manage-
ment responsibilities themselves at a level of 
depth corresponding to their ability. The Group 
guidelines thus provide an anchor in terms of 
content and give the organizational units the 
freedom to structure employee performance re-
views according to their individual requirements.

In the business year 2023/24, 33,596 em-
ployee performance reviews were conducted 
across the Group, of which 18,153 were with 
blue collar employees and 15,443 with white 
collar employees.

INDUSTRY WINNER AND FIFTH PLACE  
IN OVERALL BEST RECRUITERS RANKING

In the 2023 study conducted by BEST RECRUITERS, 
voestalpine was recognized among 570 major em-
ployers in Austria for its above-average recruiting 
quality. For the 14th time in a row, voestalpine took 
first place within its industry. In the overall ranking 
across all sectors, it once again took 5th place. The 
2023/24 study surveyed 326 criteria from ten cate-
gories along the candidate journey. These included 

companies’ career websites, mobile recruiting, so-
cial web programs as well as job ad content and 
usefulness. The direct contact with applicants was 
also highlighted. Applications as well as job inquiries 
were sent to each of the randomly selected compa-
nies, and the responses were analyzed as to both 
timeframe and content.

14. Human Resources
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Innovation and high quality are not conceiv-
able without continuing employee training and 
professional development (CPD). Hence train-
ing  courses are an important prerequisite for 
voestalpine’s success. In addition, they pro-
mote employees’ career opportunities at the 
personal level as well as their ability to network 
across departments and locations. Alongside 
proven face-to-face training sessions, digital 
learning formats as well as blended learning 
approaches that combine live online sessions 

and self-directed learning phases have now 
been firmly established.

The total costs for personnel development 
amounted to EUR 69.3 million in the business 
year 2023/24. 87.4% of all employees in the 
Group took part in training and further educa-
tion measures. The training volume in the busi-
ness year 2023/24 amounted to 850,656 hours, 
an average of 19.8 hours per participant.

TRAINING AND CONTINUING  
PROFESSIONAL DEVELOPMENT (CPD)

14.4

voestalpine COACHING

voestalpine is committed to lifelong learning as an 
integral part of employee development. With the 
coaching platform, which has been available since 
May 2023, voestalpine offers time-limited, individual-
ly tailored professional support for personal change 
processes in a professional context. Coaching pro-
motes self-reflection and self-awareness and is solu-
tion- and future-oriented.

Possible reasons for coaching include professional 
role changes, leadership challenges, difficult change 
situations, personal development, career issues, and 
situations of intense stress. The offer is open to all em-
ployees in voestalpine companies worldwide.

The use of voestalpine Coaching is possible after con-
sultation with one’s manager and the establishment 
of an authorization. Employees can use the coach-
ing platform to search for coaches and define their 
preferences. 

Suggestions for suitable coaches are provided taking 
into account the selection criteria. After the selection, 
individual coaching appointments can be arranged, 
which can take place either as online meetings or in 
person.

TRAINING INITIATIVE “COACHING:  
EFFECTIVE USE OF HR MANAGERS”

A training course for HR managers was offered in or-
der to further expand the coaching services. In five 
sessions, which were held in English and German and 
spread across the time zones, the HR managers were 
introduced to the voestalpine Coaching offering and 
received a briefing on how to advise colleagues on 

the topic of coaching. This additional HR training ini-
tiative also served to clarify the difference between 
coaching and consulting as well as to recognize each 
manager’s own coaching skills and their possible ap-
plications.

14. Human Resources



140

NEW FOCUS FOR LEADERSHIP MODULES

The focus of the leadership modules was realigned at 
the various levels of the value:program. On the one 
hand, there is an increased focus on energy leader-
ship, with an emphasis on results-oriented and inspir-
ing leadership (ambidexterity), and the management 
of both personal energy reserves and those of the 
team. 

When it comes to experienced managers, sustainable 
leadership takes center stage. Sustainable leaders 
recognize, among other things, the interconnected-

ness of environmental, social, and economic systems 
and strive to create value for all stakeholders while 
considering the impact on future generations.

The realignment and shift in focus is intended to cre-
ate awareness among future as well as established 
managers, and provide new perspectives to prepare 
them for the constantly changing and growing chal-
lenges in their own organization/society and in the 
market and working environment.

14.4.2 PROFESSIONAL ACADEMIES

In addition to its proven programs for managers 
and specialists, voestalpine also offers training 
programs for wage and salaried employees. The 
given employees expand their professional ex-
pertise in this context and enhance key soft skills 
such as teamwork, self reflection, and agility. 

Topics such as guiding values and corporate re-
sponsibility are explored as well. The voestalpine 
Group believes that, in addition to high levels of 
professional expertise, these competencies are 
important factors in employees’ successful fu-
ture advancement.

14.4.1 MANAGEMENT TRAINING

In the business year 2023/24, voestalpine con-
tinued to rely on its internally developed “val-
ue:program” to train current and future man-
agers. What makes this program special—aside 
from the wide range of methods that leading in-
ternational experts use to teach relevant skills—
is the intensive participation by voestalpine’s 
management (whether as presenters, project 
managers, or sparring partners, so to speak) 
in exchanges of experience. This mixture of ex-
ternal and internal know-how along with the 
Group-wide interest in ensuring that employees 
possess advanced qualifications make the val-
ue:program extremely successful and unique. 
Another one of the program’s cornerstones is the 
participating executives’ international make-up 
and diversity, which enables them to build per-
sonal networks across national boundaries and 
corporate divisions. The fact that the value:pro-
gram participants also work on internal projects 

gives project mentors, in particular, insight into 
the benefits of having international teams from 
the most divergent corporate units and cultures.

In order to meet voestalpine’s high quality stan-
dards, the individual modules are evaluated af-
ter each implementation and adapted if nec-
essary. Changes are made, for example, based 
on feedback from participants, in order to set 
new priorities or to firmly anchor voestalpine’s  
values.

In the business year 2023/24, 171 employees 
from 20 countries took part in this multi-stage 
management development program. As the 
nomination process for the value:program now 
stipulates a minimum proportion of female 
participants, the proportion of women has in-
creased to 32.7%.
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EARLY CAREER PROGRAM (ECP) AND voestalpine VALUES

The Early Career Program (ECP) is a unique train-
ing program for Group companies in Canada, Mex-
ico, and the United States. The fourth iteration of the 
ECP started in February 2023 through an online kick-
off via Webex. The other three modules took place 
at various voestalpine locations in North America  

(Atlanta, Toronto, and Chicago). In order to anchor 
the voestalpine values introduced in the business 
year 2022/23 even more firmly in the entire organi-
zation, the “voestalpine values” program item was 
implemented in the first module of the ECP.

DIGITAL AMBASSADOR QUALIFICATION PROGRAM

voestalpine High Performance Metals DIGITAL SOLU-
TIONS GmbH is organizing a five-day training pro-
gram that provides participants with the necessary 
tools and knowledge to navigate the ever-changing 
digital landscape. 

With four cultural and four technical modules, this 
program is designed to equip participants with the 
skills they need to succeed in an increasingly digital 
world. Topics range from digitalization strategies and 
cybersecurity measures to the use of robotics and ar-
tificial intelligence. Insights into the generation and 

use of machine data also contribute to immediately 
applying what has been learned to personal use cas-
es, allowing participants to experience the effects of 
digitalization first hand. 

Trained Digital Ambassadors actively support their 
company on its digital journey and are part of a con-
stantly growing community that continues to ex-
change ideas even after the program. Since the busi-
ness year 2023/24, the training has also been part of 
the Austrian training program and is therefore avail-
able to employees throughout the Group.

APPRENTICES/TRAINEES14.5
As of the annual reporting date (March 31, 
2024), the voestalpine Group was training 1,513 
apprentices in about 50 skilled trades, the ma-
jority thereof (68.9%) at locations in Austria. 
A total of 15.0% of apprentices were being 
trained in Germany under the dual system ap-
plicable in that country. Because this training 
is based on defined needs, almost all of the 
apprentices who successfully complete their 
training are offered an employment contract. 
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. On average, the Group invests more than 
EUR 90,000 in training each apprentice.

Numerous successes by voestalpine apprentic-
es confirm the quality of their training, such as 
the European vice-champion title in the voca-
tional category of plant electrical engineering 
at the EuroSkills vocational championships in 
Gdansk. voestalpine was also successful at the 
AustrianSkills2023 vocational championships: 
national champion and 1st to 3rd places in the 
plant and operating equipment category. 

This means that voestalpine will once again be 
represented at WorldSkills2024 in France and at 
EuroSkills2025 in Denmark. This shows yet again 
that voestalpine is the industry’s showcase for 
successful skilled worker training. The company 
will offer some 
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GROUP APPRENTICE DAY

The Group Apprentice Day is a special event in an ap-
prenticeship. In the program’s final year, all trainees 
and apprentices are invited to the Group’s headquar-
ters in Linz to spend an eventful day that includes a 
talk with Management Board members, a tour of the 
plant, team challenges, along with a lot of other fun 
and action. Around 400 apprentices in their final year 
of training and their trainers from 40 sites in Austria, 
Germany, and Switzerland took the opportunity to 
meet in person and get to know the Group headquar-
ters in Linz at the voestalpine Group Apprentice Day 
on October 10, 2023. After three years of being held 
virtually, the event took place for the first time as a 
live event at voestalpine Stahlwelt in Linz.

As a highlight, the entire voestalpine Management 
Board answered the apprentices’ questions in a dis-
cussion round. Current topics such as the phased 
plan for greentec steel and the new special steel 
plant at the Kapfenberg site met with particularly 
great interest among the young people. With his key-
note speech, EU Youth Ambassador and whatchado 
founder Ali Mahlodji motivated the young profession-
als to take their future into their own hands. Between 
the program items, there was also an opportunity for 
close exchanges with colleagues from other loca-
tions. It was a festival of appreciation and a powerful 
demonstration of the importance of apprenticeships! 
In recent years, around 4,800 apprentices have taken 
part in the eleven Apprentice Days and experienced 
this unique spirit.

“I CHOOSE voestalpine” APPRENTICE CAMPAIGN

Under the motto “I choose,” in 2022 voestalpine 
launched a completely new apprenticeship cam-
paign that specifically addresses the needs of young 
people. The aim of the cross-media campaign is to 
highlight the future prospects of an apprenticeship 
and to make voestalpine tangible as an employ-
er. voestalpine apprentices are the ambassadors 
and were involved in the development of the cam-

paign. With the new video series “Des hot Sinn,” we 
are continuing the success of the campaign across 
ten communication channels, including our own 
landing page (https://ichoose.voestalpine.com), 
social media, print media, and internal channels. 
TikTok and Snapchat are increasingly being used 
to address the very young target group, including  
our very own Snapchat filter.

500 trainee slots in the next training year (start-
ing in September 2024) in Austria, Germany, and 
Switzerland. One particular aim is to get girls in-
terested in technical professions. The proportion 
of women in technical apprenticeships has dou-
bled in the last ten years and currently stands 

at 22%. Measures such as participation in ca-
reers fairs and visits to schools as well as Girls’ 
Day are intended to further increase the propor-
tion of women, particularly in technical appren-
ticeships.
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THE STAHLSTIFTUNG14.6
The Stahlstiftung (Steel Foundation) was found-
ed in Linz, Austria, in 1987. Its aim was to pro-
vide employees of the VOEST-ALPINE Group (as 
it was called at the time) who had to leave the 
company due to a crisis, as well as employees of 
companies outside of the Group, with opportu-
nities for reorienting themselves professionally. 

Up to four years of training and continuing pro-
fessional development are funded for this pur-
pose. In the business year 2023/24, over 84% 
of the participants looking for work were able to 
develop a new professional perspective with the 
help of the Stahlstiftung. 

As of the March 31, 2024, reporting date, 
Stahlstiftung has assisted 229 individuals, 
67.7% of whom were former employees of the 
voestalpine Group. The total number of active 
Stahlstiftung participants in the business year 
2023/24 was 379, which equates to a decrease 
of 17.9% compared with the previous business 
year (462 individuals). 

The activities of 30 individuals on educational 
leave were also supported during the report-
ing period over and above the participants 
covered by the Stahlstiftung in its capacity as 
a classic employee fund. Additionally, individ-
ual consultations were provided in the business 
year 2023/24 to a total of 154 employees of the 
member companies of the Stahlstiftung to en-
sure their employability.

EMPLOYEE SHAREHOLDING SCHEME14.7
voestalpine has had an employee shareholding 
scheme since 2001, which has been continually 
expanded in the intervening years. In addition 
to all Austrian employees, employees in United 
Kingdom, Germany, the Netherlands, Poland, 
Belgium, Czechia, Italy, Switzerland, Romania, 
Spain, and Sweden also have a stake in “their” 
company. 

The voting rights associated with stock issued 
to employees are combined in the voestalpine 
Mitarbeiterbeteiligung Privatstiftung (employ-
ee foundation for the Group’s employee share-
holding scheme), making this entity a stable, key 
shareholder of voestalpine AG. As of March 31, 
2024, a total of about 26,550 employees have 
a stake in voestalpine AG. They hold about 25.5 

million shares which, due to the general bun-
dling of voting rights, represent 14.3% of the 
company’s share capital (previous year: 14.3%).

In addition, former employees of voestalpine 
hold approximately 0.9 million “private shares” 
via the foundation, i.e., 0.5% of the voting shares. 

The foundation exercises the voting rights of 
these shares, too, as long as the given employ-
ees do not exercise their right to freely dispose 
of the shares. On the whole, therefore, as of  
March 31, 2024, the voting rights of 14.8% of 
the share capital of voestalpine AG are pooled 
in the foundation.
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