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|. Executive Summary

Stanton Chase Intemnational is one of the world's
leading executve search companies with over T0
offices and more than 350 specialised consultants
araund the globs. In order o Ba able o provids ts
customers with a more accurate picture of the cument
mood im specific markets and countries, Stanton
Chase regularfly conducts extenswe opimon polls
among top managers in vanous key countries. The
am of these surveys 15 the ¢lose monitonng and
analysis of national and intermational trends and
elopments. One such survey was camed out in
December 2010 and January 2011 in Austnia. 1,500
top managers took part in the survey. The results
carrelate |l“-\.-':'_,-' with the :r|-.:::hl=. l1.-:||-| i!l';,-' Starton
Chase executive search specialists in thair day to day
contacts with the country's leading executives

he

tanton Chase Manager Barometer included 23
multiple choice questions in three different categones
Respondents were asked to give their opinions on

general economic developments, personal career

issues and ther willingness 1o maka a career move
The group of respondents was also represe g0
the key private industry sectors - consumer goods
technology, industry, financial services, life sciences
and healthcara (including the public sechor)

The key results
The three maostimportant indings of the survey are

1. Caution despite the wpturn: Ausina's top
executves signalled high expectations for the
urrent fiscal year Owver B0 per cent of the
managers sunveyad ware confident of succassiul
performance N the coming m This
optimism was however tempersd by caution
Only  half of the 1500 decision makers
participaling in the survey regard the ecomnomil
upturn as sustainable

Z. High level of willingness to move jebs. a high
parcantage of the managers survéyed axpressad
willingness to change jobs. Vwhen asked about
their level of interest in considenng a new career
opportunity, 82 per cent said it was high to very
high. We can thus conclude that the actual

willingress to change jobs 1B high. Yeél the

dacisive mobivabng factor for moving to angothear
company i3 not the wich for a higher salary, but
the desire for gregter |ob satisfaction. “Austna’s
companies need to brace themselves®™ says
meadhunter Franz Rois, Fartner at  Stanton
Chase, “Current job salisfaction levels among top
manajers are not particulady high™ The survey
resulls indicate a particulardy high  leve of
willingness to change jobs among managers in
the consumer goods sector, where just under
90 per cent are “very inferasted” or “interested” ir
a changa of employer. On & je, half of all
respondents noted that ther wilingness o
change jobs had actually grown in the previous
marths

3. High level of willingness to move abroad
Austria’s b i exacutvas are maores walling o move
abroad (G5 per cent) for a mew job than o
relocate within Austna (63 per cent). Over half

the respondents would be interested in taking up

A

a position inAsia, USA or Russia
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[I. Current situation and future
expectations

A positive financial year
thiat 54 per cent of respondents consider the situation

On average, respondents take a highly positive view e
to have improved in comparison to 2008

of the overall economic situation for the cumrent
financial year. In answer to the question, "How
optimisbc are you with regard to economic recovary Mood in companies compared to 2009
in Austria over the next 12 months?", 83.1 per cent of
respondents wera "optimistic™ and 2.3 per cent were
“highly aptirmistic™. Onby 146 per cent had a more
nagalnee view regarding the immediate future Sl

29.204 better
54%

Economic recovery 2011

worse
13.8%
pessimistic -
highy ~ 14.6% optimistic
optimistic 83.1%
2.3%

Lack of confidence in stability of
economic upturn

n contrast to the cleary positve expectations for the
near future, respondents were more cautious with
regard to the longer term prospects. In response o
the queastion "Do you think the economic upturn 15
sustainable?, 50.8 per cent said , while 48 2 per
cent said "no”. Again, it was top executives in the life
scences sector who were most optimistic. 57 per
cent of executves in this sector take a positve view
of the longer term situation. Managers i the
technology sector emisage a more negabve trend,
with 565 per cent answenng this question with “no”

Minor differences wera obsernved in the way tha
different professional groups assess the situation
The most positive view was taken by top executives
in the life sciences/ealthcare sector, where 90.5 per
cant of respondents anticapated a positive upwwand
trend in the coming months and only 95 per cant
wiare less optimistic. At the other end of the scale
were managers in the technology sector. Here, 83.8
per cent rated the situstion in the near future as

pasitve, while 161 per cent said they were lass Alga of iMerast hare 15 one detaled resull cear
oplimistic. Resulls from ather sectors fell bebweaen the differanceas amerged in the results for the prvate and
two, consumer goods (875 per cent optimistic/ighly public sectors: 714 per cent of respondents in the
ophimishc), I'Ile.Z-,t:"_w,- {865 per cent) and financia public sector shared the apinien that the economic
senvices (855 per cent). These opinions are also upturm 15 not sustainable. This B particulary
reflected in the employment situation in companies In interesting gwen that 7.4 per cent of them also

thesa sectors, Howevear, the sun/ey resulls also show claimadto take a positive view of tha next 12 months

Sustainability of economic upturn
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lIl. Career drivers

Job satisfaction: new challenges
more important than benefits

What factors are regarded by top managers a5 being
kay to job satisfaction? According to news reports
regarding the economic crisis, the answer is quie
csimple: salary and benefits. Yel the Stanton Chase
Manager Barometer showed rather a different picture
wiath intangible factors taang préecedence over ther
material counterparts. The overwhalming majority
(84 5 per cent) of our top executives considered the
"challenge™ and the "opportunity for personal growth™
ina job as “veryimportant™ factors for job satisfaction

In comparison, only 32 per cent of those sunveyed
ranked “promotion opportunities”™ & “very important”
(with respondents from the financial seraces sector
leading the held here at with 457 per cent). Again,
only just under 29 per cent (286 per cent to be
precise) rank the “salary and benefits package” as
“vary important”

Second place among the “very important™ factors for
job satisfachion came freedom to make “autonomous
decisions”™ (BE per cent) This was followad by
“corporate culture” with G2.5 per ¢ent and being green
‘ranagement responsibility” by the company, which
was considered to be “very important™ by 60 8 per cent
of respondents

Stressis a minor factor

Stress appears to play anly a very minor rode in the
cabisfaction stakes, possibly because most top
executives have already leamed how bo deal with it
Only just ower 13 per cent (134 per cent] of
respondents said stress played a “very important role”

Key factors for willingness to change jobs
0%

Challzngzsparsimal srowth

Degres of autonony/imdependence
R ate cuktere

Bl anazament respamsibilivy
Work-ife balance

Giood relationship with supsvior
Promotion opporbumities

Salary & bansfits packass

Stress leval

lob secuyity

Younger top executives also clearly attach a high
value to estabhishing a balance between their
professional and ther private lives: 464 per cent of
respondents in the 30-39 age group considar “work-
life balance” to be a wvery important factor in job
satisfaction. Only 388 per cent of respondents aged
B0 and over rated this factor so highly. In sector berms,
respondents from the industry sector rated thes factor
highest: G3.9% of top executives in this sector balieve
that work-life balance is vary important

Job security no longer counts

Ower last few wears, greater diversity and
changeability have bacome common characternstics of
executve careers in Austna. This s reflacted in the
opinion of the 29 6 per cent of respondents who no
longer attach any significant importance to job
security. This igure was even higher for executives in
the financial sewvices sector, at 42.9 per cant. This
trend 15 particulany stromng among youngear executnes
45 4 per cent of respondents aged A0-29 regard job
security as unimportant. One regson for this may lie in
the fact that younger people are often more flexible
because they are not tied to a specific locabon by
family commitments, Another reason could be that top
executives like to think of themsahles as being fexible
and adaptable and are confident of being able to
quickly find a new posiion. The fact that this result is
particulary high for the inancial sennces sector may
be a reflection of the constant high demand for
financial experts, which makes it relatvely easy for
executives in this sector to find new jobs quickly

B
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Reaching career goals: networking
instead of training

More surprising results emerged from a question
regarding attitudes to the methods used to gain
access to top positions in Austman companies
Survey parbicipants were asked to select the factors
which they consider to be essential to reaching
career goals, 704 per cent said that they set store by
widening their “network”. Mext by some distance
came “training couwses to develop professional and
personal skills® at 505 per cent, closely followed by
“more sell-marketing” wiath just under 48 par cent. The
latter appears to be parficulardy important for top
executives in the public services sector, where 714
per cent of respondents identified self-marketing as
the most important factor

In response to the question on how Survey
participants go about identifying career opportunities,
the clear maonty (766 per cent) selected
"natworking” &5 their main approach. In second place,
howevar, came “execulive search consultant™ with
57.7 per cent, well ahead of other methods (such as
job listings) Execulve search services are very
popular with top executves, particulady in the
consumer goods sachor, where B5 per cent of
respondants made use of this oplion

An interesting age-related trend emerged here: the
older the axecutves, the less use they make of job
listings and the greater the importance of executive
search services. For younger executives, however,
parsonal networks remain the most popular source of
II'I1UFITI.3'.IIIII‘| DI Mesy Career l:.ijUl";L,HIl_IEE

What do | do to reach my career goals?

Best career opportunities in the

technology sector

Although top exetutnves in tha technology sactor are
thamselves rather cautious wath respect to fulure
expectations, this sector is clearly regarded by top
managers in other sectors as one of the most
promising felds. In response to the question as to
which sector of busingss offers the best career
opportunities for top executives, an average of 691
per cent of respondents shared the opinion that the
best opportunities lay in the technology sector
Responderts from all sectors gave precedance to the
technology sector, wath the exception of hife stiences
axecutryes, who saw the greatest patential in their
i sechor

The sumvey results revealed clear differences in
attitude betweaen the younger and older generaticns
While the majonty of 30-38-year-clds (63.9 per cent)
and 40-49-year-olds (705 per cent) felt the best
caresr opportunities lay in the technalogy sector, /1.8
per cant of respondents in the S0-59 age aroup
considerad thase tolie inthe life sciences

D% A0%  I0%  ADE 40N S0E  BDE DN BDS
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derelop nw personal and professional skills
mors self-marketing
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How do | find out about career opportunities?

network

eacutive search consultants
Job markst listings

other {pleass spacify}
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Business sectors with the best chances of promotion

Technology

Life Sziences & Healthcare
mdustry

Professional Sevvices
Consumer Goods
Fimancial Sevvices

Publiz $actor, Education & Hon-profit

6% 0% 3I0E 40 S0E BD%  FON  BDE

Astria’s managers sea the grestest nmeed for
additional top executives in their own and other
comparies in a sales (B1.8 per cent) and a general
management capacity (508 per cant). A further point
revealed by the sumvey is that only 256 per cent of
executives consider there to be an increased demand
for top managers inthe IT sector

What companies look for: efficiency
& creativity

In order to determine levels of sabsfachon among
Agstna’s leading execulsves, it was also wsaful bo find
out how they assess their companies reguirements
What qualities do companies require of a top
manager? Again, the indings were dear. effidency
and creativity are the definite winners when it comes
to defining the gualites which are moast sought after by
Austna’s companies in their search for top staff (at
least in the opinion of top executives themselves). On
average across all sectors, 731 per cent of
respondents regard the abiity "o make structures
mora efficient and increase productivity™ as very

The most sought-after qualities in a top manager

Ability to make struchires move efficient and morease
productivity

Ability to promots creativity and hmovation to opsn up new
markets

Changz manazement
Fleibility/ adaprabilivs
Clear waluss

Kobilitz

Kulticultural speavisnce

important. An average of 68,1 per cant of respondents
also view abiality to “promote creativity and innovation
to open up new markets” & very important. In third
place came workforce “mobility”, which 62.5 per cent
of survey participants rated important (closely followad
by “multicultwral expenenca” with 61.2 per cent)

However, some discrepancies do emerge when it
comes to the aspect of “clear values™. While 85.6 per
cent of executives hold the opinion that having clear
values is an impartant factor, 42.9 per cent of public
senicas respondants consider this to be wnimportant
Analysed by age group, results show that “only® 794
per cent of 30-3%-year-olds see this a5 an important
quality, while this Sgure is higher for 40-to-43-year-
olds (871 per cent). 97.3 per cent of respondents in
the 50-59 age group consider clear values to ba of
even greater importance

Al only 50.7 per cent, the level of importance attached
to "feabibly and adaptabiity” was unsxpectadly low
This i& quate surprising grien that feabibty s a qualdy
asked for in almost every job advertisement, and it
could have been assumed that it would be rated more
highly than the other factors mentioned

1% 0%  30% 40 S0E B DR BD%
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V. Willingness to change jobs

Dwring the economic cnsis, promotion and caresr
prograssion wera not a key prionty in some sechors
The global recession left many execulives womied
about their jobs and about their employer's prospects
in general. These misgvings were of cowrse
particulary evident in the inancial senices sactor. So
with the crisis seemingly over at least for now, how
are Ausiria's business elite reacting to the changed
circumstances? The most important conclusion from
the results of the Stanton Chase survey in this regard
5 that — along with a more oplimishc mood on the
markets and in business {see Section Il = A positive
financial year) — there is now a greater willingness an
the part of top managers to change jobs. This
willingriess 15 however dependant on a8 number of
factors, which also allow conclusions to be drawn on
the underying causes. It would seem that employvers
have failed to pay sufficient attention in the past to the
will-being of their top executives. Indeed, this would
appear o ba the only wahd explanabion for the
following sunvey rasults

81 per cent interested in new
career opportunities

Interast in a new carear opportunity is very high, 81.8
per cent of all respondents say they are interested
and 34 .8 per cent even descrbed themselves as “very
interested” in new opanings. Managers in the 40-49
age group expressad the strongest inkerest in a carasr
mowve, with 85 6 per cent stating they were “interested”
of ‘very interested” in such an option. In the
evaluation of resulls by sector, executves in the
public sector are most willing to change: 57.1 per cent
of this group descabed themselves as  “very
interested” in @ new canser opportunity

In recent months, the level of wilingness to change
has grown, This was confimead by some 43 par cant
of sunvey participants, Somewhat surprisingly, the
result for respondents from the public sector was
again high here, with 714 per cent staling their
interest has grown. Career mobility, on the other
hand, dropped by around 9.4 par cent

Motivation to move jobs

To realize personal goals
Dissatisfaction with anrentemplover
ORpRoYmity t adyance cavesy
Linempleyment

Higher salary

Other {please spacify}

New career opportunities
(question 13)

Very interested
35%

Interested
47%

No response
5%

Not interested
13%

Motivation: personal goals and
dissatisfaction with employer

The molrvation o change jobs does nol however
result solely from the fact that the economy has
picked wp. It i also linked to a general feeling of
dissatisfaction amongst top executives with their
cumant situation. That's why respondents are more
likely to risk changing jobs, particularly If they sea an
opportunity  to “realise personal  goals®t o are
“dissatisfied” with their current employer. The former
was named as a man motivating factor by 707 per
cent of survey participants, wath 69 per cart also
lishing “dissatisfaction with current amployer” as a key
reason for changing jobs. Particpants were also
asked whether a higher salary would be a possible
motivation to move on. As was the case for “Job
Satisfachon” (see page 6). monsay doas not appear to
be as important @ motvating factor as it s ganerally
assumed to be. Only 293 per cent of survey
participants said they would move to another
company as a resull of the “opportunity to sam a
higher salary”™ . In terms of age, execulives up to the
age of 39 wers mora likely o make a career move for
this reason (40,2 per cent)

1% 20%  30E  40%  SDM BDM  TOE  BDR




Interastingly, a further detailed result that emerged
from the survey reveals something about the attitude
of public sector managers. while 857 per cent cite
dissabisfachon as a motwating factor for changqing
jobs, only 57.1 per cent of respondents in this group
rate achieving personal goals as the most important
factor behind a career move

The main barriers: competition and
relocation

Equally importart as the desire to change jobs
however, are the reasons that prevent people from
actually danng to do 50. The survey participants were
asked o choose from eight possible barners (o a
career move (multiple answers could be gven). The
strongest argument by far against a career move was
relocation, which was named by around 36 per cent of
respondents. In second place (with 359 per cent) was
the assumption that there were "o many exacutives
already on the market”, 23 per cent of respondents
also cited competence issues as a bamer to moving to
a different sector

Again, of all the sectors, the result for the public sector
stands out: 429 per cent of respondents In this group
descrnbed  being confronted with &  “different
managament style combined with new  sklls,
competences, cultures and ways of working™ as the
main barmer to & carear move

When asked to choose from a list of key factors that
wiould affect their “decision o move o a new

Barriers to changing job

Relocation
Too many top SeEcutives on the market
Chanezs of sactor

¥irtual organisations

Change n lsadership stels n combmationwith new
skills, compatences, cultuves and ways ofworking

Moveased business travsl

All the abows factors

company”, 456 per cent of respondents across all
sectors listed “more responsibility®, while over 54 per
cent named having “a more important role within the
company” as the most important factor. Thesa are
alga the factors identified ac plawing a major rale in
“job satisfaction”

The responses to this quastion also show that those
executives who actually named “problems with moving
job® generally consider these problems to Be on the
employer side. It would seem they do not considar the
main barmers to changing jobs to be of particular
relevance to their own decision to take up a new
position. Top managers do not even regard an
“international relocation” as a factor that weighs either
in favour of or against a new position: 658 per cent of
respondents view this factor a5 “uremportant™, wihila 83
per cent also do not regard a “move to a different
sector” as a barmer

A mobile management elite:
international relocation preferred

Aystna's executves are bacoming increasingly maobila

both nationally as well as intermaticnally. About two
thirds would be prepared te relocate within Austnia to
take up a new position or to make a carser move
Similany, 634 per cent confirmed that thay would be
operi bo ralocation

D 3 1DE 1FE I0H 15EH 30E 3% 40
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Willingness to relocate

« [0 @ NekEhbouring coomiry
L ithin &ustria

o B amore distant coimbry
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As far as resulls from spechc seclors are concerned,
exaculives in the industny sector showed a high level
of willingness to relocate within Austria (743 per cent)
Only in the ife scences sector did the majonty (52 4
par cent) of respondents say that they would not
consider such a move

The most common response to the question regarding
willingrness to take up a new position I a naighbournng
country was clear. 662 per cent of all respondents
saidthat they would consider such a move

Howievear, when it comes to moving further afield, &9
fo the USA, the Middle East, Asia or Russia, the ratio
of raspondents who wowld be opan to such a move is
roughly equal to those who would not consider doing
s0. Interestingly, the share of respondents from the
public sector who say they would be willing to move
abroad 15 considarably higher than the ather sectors at
71.4 per cent

Relocation preferences & age group
Wilingness to relocate naturally declines with age
Almost 72 per cant of SO-year-olds are howevear willing
to move within Austna. By comparison, anly 60 per

Preferred international locations

UsE

Asia{China, hdia}
Kliddl= East
Eastsm Europs
Latin America
Africa

LIS coumirias
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cant of respondents aged 39 and under axpress a
preference for relocating within Austria. However, this
relationship changes when it comes to the option of
relocating to a neighbounng country: only 61 per cent
of over 505 would be open to such a move as
opposed to 71 per cent of respondents aged 39 and
under. The differance i even more dramatic with
regard to willingness to take up a new position further
afiedd. Only 36 per cent of top executives aged 50 and
over would considering relocating to a country that
was further away, compared wath almost 62 per ceant
of their compatriots aged 39 and under

USAremains the most popular choice

Whan it comes to considenng a career move (o a
country  further afeld or a different continent,
executnes tend o prer’er the “classic™ choices, Most
respondents (868 per cent) noted that their strongest
preferance would be for @ move to the USA, followed
by Asia [China, Inda) with 804 per cent and the
Middle East with 45 per cent, Only 20,1 per cent would
consider working in Africa. Even fewer (188 per cent)
would be prepared to move to a job in a CIS cowntry
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