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vV
ABSTRACT

The abstract of this thesis is divided into three substantial categories:
»  The change of values and basic conditions
»  The effects of long-term accounts and sabbaticals on the motivation of employees

»  The employees’ prospects and the improvements within the enterprise

The change of values and basic conditions

The demographic development in a society, as well as the short-term and volatile changes that
occur in economies and politics require both the employer and the employees to have a high

level of flexibility and adaptability.

In the future, the labour market will see decreasing numbers of young and qualified
employees. Companies will need to search for qualified experts more intensively and as a

result experienced employees within companies will be of increased importance to employers.

Today’s employment market in Austria is dominated by employers, which can be proven by
the current unemployment rates. However, there are some predictions that the situation will
change by the year 2010 as the dominance of the market changes. One reason for the current
situation is the expected but still missing immigration of human capital from EU association

countries.

Therefore the competitive position of each enterprise will depend more and more on its
human resource strategy. The companies which are able to provide each group of employees a
suitable time model depending on factors like age or working experience, will receive the
possibility to use the full potential of their workforce. Potentially the employees will be better

qualified, productive and motivated.



The effects of long-term accounts and sabbaticals on the motivation of the emplovees

Basically it is realistic to increase the motivation of the whole working personnel,
independent of the employees’ own motivation, age or qualification. For this it is crucial to
remember the “incentive-contribution-theory” of March/Simon, which describes the following
assumption: An employee will keep or increase his/her level of motivation, as long as the
received benefits and incentives are more valuable than the efforts necessary for their working

achievements.

Since this thesis focuses on “motivation”, it is built around the process-theoretical motivation
assumption of Porter and Lawler. Porter’s and Lawler’s assumption is suitable, as the aspects
of motives/motivation — incentives — achievement — satisfaction are included in the input-

output cycle.

Rewards do not need to be exclusively of material or financial nature and will not be the only
kinds of rewards or instruments for incentives in the future. This is related to the financial
situation of several companies, which have to manage financial bottlenecks. Non-material
incentives, such as the implementation of a flexible “working time management”, will
become more and more important. With these systems it will be possible, to fulfil the needs

and requirements of the new patchwork-biographies.

The prospects of using emplovees and the improvement of results within the enterprise

The interest in sabbaticals and the use ratio for employees has been examined by a WEB-
inquiry. This inquiry showed a high degree of acceptance. Furthermore the enterprises have
the opportunity to realise financial savings, force regulations of substitution and to generate
optimisations of processes.

Because of these arguments and the relatively unproblematic realisation, the companies
should initiate the attempt and introduce these flexible working models in their working time

offer.

If the benefits for the enterprises, or advantages like the motivation and acceptance of the
employees do not increase, than the test phase can easily be stopped. However, in
consideration of the inquiry results and the calculation of the case study, it can be maintained

that the implementation of a sabbatical will be a successive surplus value for all participants.



ABBILDUNGSVERZEICHNIS

Abbildung 1: Demografische Entwicklung der Bevolkerungspyramide................
Abbildung 2: ArbeitSZeItVArIiAnten ........cccueevuierieeriieeieeieeeieeriee e eseee e eseeeeseeenes
Abbildung 3: Innovative Arbeitszeitmodelle ............cccveevviieiiiieiiiiiiiieeeeee,
Abbildung 4: DN-Akzeptanz der Arbeitszeitmodelle ............ccoeceeiiiniiininnnnnen.
Abbildung 5: Vom Normalarbeitsverhédltnis zur Patchwork-Biografie..................
Abbildung 6: Patchwork-Biografie ...........cccceeviieiiiiniieiiecieeeececee e
Abbildung 7: Griinde fiir eine Arbeitszeitinderung ...........ccceevveeeeiveeecieeniieenieeens
Abbildung 8: Work-Life-Balance.............ccoccooiiiiiiniiiieceeeeeeeen
Abbildung 9: Ausgangsinteressen und Ziele flexibler Arbeitszeit.............c..c.......
Abbildung 10: Arbeitszeitinderung mit Gehaltsanpassung ............cccceeveeeveennvennen.
Abbildung 11: Berufs- und Freizeitorientierung .........c.eeeeveeeeeeeeeiiveescneeenieeeeieeenns
Abbildung 12: AnsparmOglichKeiten ............ccceeeuieiiiiiiieniiiiee e,
Abbildung 13: Finanzierungsmodell .............ccccoeviiiiiiiiiniieieeee e,
Abbildung 14: FinanzierungsmOglichKeit ............c.ccovveeviierieeiiiinieciieeeeeeeeie e,
Abbildung 15: Nutzungsmuster von Freizeit nach Altersgruppen..........ccceeeunene.
Abbildung 16: Ansétze zur Beeinflussung der menschlichen Arbeitsleistung.......
Abbildung 17: Prozessorganisation der Kunden-Wertschopfungskette.................
Abbildung 18: Modell von Porter/Lawler ...........ccceevievieniienieeieeeeeeeeeeee e
Abbildung 19: Immaterielle Anreizmoglichkeiten...........cccoeeevveeiieeniiieniieeeien,
Abbildung 20: Web-Umfrage ,,Genereller Sabbatical-Wunsch® ................c..c.......
Abbildung 21: Web-Umfrage ,,Interesse an ldngerer Sabbatical-Mdglichkeit™.....

<

Abbildung 22: Web-Umfrage ,.Interesse an lingerem Durchrechnungszeitraum*

Abbildung 23: Web-Umfrage ,,Alterskategorie®...........cceeuvevviienieeciienieeieeeie e

VI



VII

TABELLENVERZEICHNIS
Tabelle 1: Chronometrische ArbeitSZeitvariation.............eecverueerierierieenienieneeseneeseeee e 17
Tabelle 2: Chronologische ArbeitSZeitvariation ...........c..ecveecueerieeiiieniieeiieseeeieeeee e sneeaeens 17
Tabelle 3: ArbeitSZEItVEITEIIUNG ......cccuviieiie et erre e e e e e 17
Tabelle 4: ArbeitSZEItVOIUMEN ......ccceiiiiiiiiiiieie ettt 17
Tabelle 5: Unternehmensziele vs. MitarbeiterinteresSSen. . ...coueeuereerieerierieniienieniesieenieeie s 19
Tabelle 6: Arbeitszeitmodell - JahresarbeitSzeit...........oeouevieriiiiiiieniiieeseeeeeeee 22
Tabelle 7: Arbeitszeitmodell - Langzeitkonto ..........ccveeeiiieiiiieiiiecciie e 22
Tabelle 8: Arbeitszeitmodell - Sabbatical ............cocieiiiiiiiiiii e 22
Tabelle 9: Aspekte von Anspar- und Finanzierungskonten.............coceveevenienennienienenniennenn 61
Tabelle 10: Chancen und Risiken fiir das Unternehmen .............cocooeeviriiinieninienencecne 73
Tabelle 11: Chancen und Risiken fiir den Dienstnehmer .............cccccooiiiiiiiiiniiiiiniieee, 74
Tabelle 12: Formen der MOtIVAtION. ........coiiiiiiiiieeiieeie ettt ettt et 76
Tabelle 13: Kategorisierung der MotivationStheorien...........cuevvvierireriierieeiieeie e 83
Tabelle 14: Grundséatzlicher Wunsch nach einem 1-Monats-Sabbatical..............ccccceeerueneee 103
Tabelle 15: Alterskategoriezuordnung - Grundsitzliches Interesse..........ceevvveevveeecieeeennens 103
Tabelle 16: Interesse nach einer ldngeren Sabbatical-Mdoglichkeit ..o 103
Tabelle 17: Alterskategoriezuordnung - Langerer Sabbatical-Wunsch ...........ccccoecenienennin. 103
Tabelle 18: Interesse nach einer ldngeren Finanzierungsmdoglichkeit............cccoeevveriiennennen. 104
Tabelle 19: Alterskategoriezuordnung - Langere Finanzierungsmdglichkeit........................ 104
Tabelle 20: Gehaltsverdnderung Brutto-Netto fiir den DN .........ccccooiiiiiiniiniiniiiicnee 111
Tabelle 21: DG-Ersparnis p. M. UNd P. @. ...ooueeiiriiniieiinieneeeeeceeeesieesie et 112
Tabelle 22: DG-Ersparnis je nach Unternehmensgroflie und Modell .........cccceevieiieniinennn. 113
Tabelle 23: Krankenstandsquoten nach Beschiftigungsgruppe 2003 .........cccccoveeevveviienneennen. 114
Tabelle 24: Kostenreduktion durch Krankenstandsvermeidung ...........cccccoeeveeviiiencieencneenns 115
Tabelle 25: Relativierung der AbSenzKOSten.........cccueevuiiiiieiiiiiieieeeee e 115
Tabelle 26: GeSaAMEKOSIENEISPATIIIS .....euvietieriieeiieeiieetieeiieeieeeteeteeseeeteesaeeseesneeenseesnneenseas 116



VIII

ANHANGVERZEICHNIS
Anhang 1: Inhaltstheoretische Motivation - Maslows Bediirfnishierarchie ....................... XIX
Anhang 2: Inhaltstheoretische Motivation - Alderfers ERG-Theorie ..........ccccceeveriencenennen. XX
Anhang 3: Inhaltstheoretische Motivation - Herzbergs Zwei-Faktoren-Theorie................... XXI
ANhaNG 4: ANTCIZIMATIIX 1...eieniieiiieiieiie ettt ettt et e et e et e st e e bt e s b e ebeesnbeesaeeenseenneas XXII
Anhang 5: Ergebnis-Darstellung Web-Umfrage ...........ccoeceieiiiiiiiniiiiiienieeieeeeeee XXIII

Anhang 6: Web-UmfTage ........cooueoiiiiiiiiiiiiee et XXIV



Abkiirzung

Allg.
AN
Ang.
Arb.
ASVG
ATZ
AZ
AZM
BV
Bzgl.
Bzw.
D. h.
DG
Div.
Dzt.
EGB
Etc.
EU
EURATOM
Evtl.
EWG
FK
I.d.R.
IIR
IMP
Int.
ISG
Kstd.
KV
Lt.
MA
Mind.
MOEL
Mtl.
OECD
OGB
OGfe
PJ
Sog.
TZ

U. a.
U.U.
Usw.
VB
Vs.
Wifi
Wifo
WKO
Z.B.

ABKURZUNGSVERZEICHNIS

Bedeutung

Allgemein

Arbeitnehmer

Angestellte

Arbeiter

Arbeits- und Sozialversicherung
Altersteilzeit

Arbeitszeit

Arbeitszeitmodelle
Betriebsvereinbarung

Beziiglich

Beziehungsweise

Das heif3t

Dienstgeber

Diverse/r

Derzeit

Européischer Gewerkschaftsbund
Et cetera

Europiische Union

Europiische Atomgemeinschaft
Eventuell

Européische Wirtschaftsgemeinschaft
Fiihrungskraft

In der Regel

Institute for International Research
Innovative Management Partner
International

Institut fiir Gesundheitsmanagement
Krankenstand

Kollektivvertrag

Laut

Mitarbeiter

Mindestens

Mittel- und Osteuropédische Lander
Monatlich

Organization for Economic Co-operation and Development

Osterreichischer Gewerkschaftsbund
Osterreichische Gemeinschaft fiir Europapolitik
Personenjahre

So genannt

Teilzeit

Unter anderem

Unter Umstédnden

Und so weiter

Vollbeschéftigt

Versus

Wirtschaftsforderungsinstitut
Wirtschaftsforschungsinstitut
Wirtschaftskammer Osterreich

Zum Beispiel

IX



