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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. 



 

 

V 

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

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 employees 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.  
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