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R E P O R T  C O N T R I B U T O R S  F R O M  T H E  F I E L D

How Practitioners read our Data
and apply new Insights to their 
Companies.

Seven practitioners across Austrian industry, from large industrial groups (OMV, Infineon, 
Magna) to Mittelstand and advisory (VTU, Müller-Transporte, Saubermacher, 
NOWEVOLVE), read and validated our findings. We start with the large industrial groups.

CONTRIBUTOR

Philipp Bousa
Vice President, CIO & Digital Office · OMV

“AI capability will flourish where business ownership, data readiness, 
and workforce strategy meet. That is the leadership agenda on top of the 
technology agenda.”

CONTRIBUTOR

Daniel Valtiner
Senior Manager · Analytics & Artificial Intelligence · Infineon AG

“AI is no longer a future scenario. It is already reshaping the global 
economy at systemic scale. Austria now has to accelerate execution: 
build future-oriented capabilities, enable industrial adoption at scale, 
and shape the conditions in which new ideas, ventures and opportunities 
can emerge and grow.”

CONTRIBUTOR

Christoph Krammer
Senior Manager, Manufacturing Strategy & Excellence · Magna

“AI does not create value through models, but through disciplined 
integration into production, processes, and the organization. 
Competitive advantage comes from measurable business impact at scale 
— driven by both technology and people.”

C O N T I N U E D  →
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R E P O R T  C O N T R I B U T O R S  ·  C O N T I N U E D

From the Austrian Mittelstand.

The Mittelstand carries the bulk of Austria’s employment. Four executives across 
engineering services, logistics, circular-economy services, and AI advisory on what they 
are seeing in their own firms.

CONTRIBUTOR

Liam O'Neil
CEO · VTU Group

“AI workforce is becoming a strategic asset class. Firms that understand 
AI-driven career architecture and organizational structures will lead 
and win the AI race.”

CONTRIBUTOR

Angelika Hofer-Orgonyi
CFO · Müller-Transporte GmbH

“The SME segment is the decisive battleground. Small increases in AI 
capability there can shift national productivity faster than another 
broad awareness campaign.”

CONTRIBUTOR

Willibald Erhart
Chief Digital Officer · Saubermacher AG

“The firms that pull AI from business problems will outperform those 
pushing technology into search of relevance. Every initiative needs a 
workflow, a KPI, and an owner.”

CONTRIBUTOR

Jan A. Poczynek
Co-Founder & Managing Director · NOWEVOLVE

“A majority of companies currently find themselves in an exhausting 
dynamic of AI-developments. Generating solid findings with concrete 
implications and orientations therefore is extremely helpful — aiming 
for growing AI-maturity.”
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“AI adoption is no choice. 
This report measures where 

AI matters — at the 
workforce level. Data-driven. 

Science-based. 
Independent.”
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THE STAKES

Why workforce is the question that 

matters.
AI is the most consequential general-purpose technology of this decade. The race to deploy it is 
being decided not in lab announcements but in labour markets — and Austria's position in that race 
has never been measured at the worker level. Until now.

The macro case is settled. McKinsey estimates generative AI alone could add USD 2.6–4.4 trillion in 
annual value to the global economy; Goldman Sachs puts the share of work tasks exposed to 
automation at roughly two-thirds in advanced economies. In successive global surveys, the share 
of executives naming AI a top strategic priority has roughly doubled in three years and now sits 
above 70 %. The firms and economies that integrate the technology first will compound an 
advantage the others cannot easily close.

Europe has read the signal. The EU AI Act sets the regulatory frame, the InvestAI initiative mobilises 
EUR 200 billion toward AI infrastructure and adoption, and member states are racing to position. 
Austria has committed to the AIM AT 2030 federal strategy, with roughly USD 350 million in fresh 
public AI funding through 2027 and a national digital-skills target of 70 % by 2026. The intent is 
unambiguous.

What remains opaque is the mechanism. Capital, compute and policy frames are visible in budgets 
and press releases. The variable that actually determines whether AI translates into productivity 
inside firms — the workforce that builds, deploys and operates it — is largely invisible in public 
data. Aggregate head-counts do not reveal whether the talent base is growing, whether seniority is 
renewing, whether women are present at scale, whether frontier talent stays in the country, or 
whether AI capability is concentrated in Vienna or diffused across regions. That is the gap this 
report closes.

This is the first worker-level read of Austria's AI workforce. The data spine is Revelio Labs's 
employment panel — 2.86 million employment records, 1.23 million unique workers attached to 
123,226 firms, 2018–2025, AI-relevant roles flagged through a five-step pipeline ending in expert 
validation. The population is read along six dimensions — ecosystem, gender, brain drain, 
European benchmarking, seniority, region — and compared against thirty-seven European peers on 
identical definitions. Six findings follow.

Andreas Schumacher  ·  Christian Schumacher  ·  Can Tihanyi

Vienna · May 2026
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R E P O R T STATE OF AI · AUSTRIA · 2026 · CHAPTER 01 MAY 2026 · V1.0

The Ecosystem
Austria's AI workforce at a glance

97 %

of firms employ zero AI workers

The question is no longer whether Austria has AI 
talent. It is whether the base is growing fast enough, 
retaining enough, and diffusing broadly enough.

SOURCE: REVELIO LABS VIA WRDS · AUSTRIA_LOCATED 

SEGMENT · 2018–2025
CHAPTER 01 · OF 06

www.stateofai.at 8 / 70



CHAPTER 01 · ECOSYSTEM AT A GLANCE

4,578

Core AI specialists
(2025)

40.8 %

Core share of
AI ecosystem

#3 / 38

Core share rank
in Europe

+304

Net Core AI adds 2025
(−36 % vs 2024)

EXECUTIVE SUMMARY

The policy question is no longer whether Austria has AI talent — it is 
whether the base is growing fast enough, retaining enough, and diffusing 
broadly enough. Austria now counts 4,578 Core AI practitioners across 
Build, Enable, and Integrate tiers, making it one of the most technically 
concentrated AI workforces in Europe. But growth lost more than 40 % of 
its momentum between 2024 and 2025 (Core YoY +12.5 % → +7.1 %), net 
additions dropped from +476 to +304, and 97 % of Austrian firms still have 
no AI staff at all. This chapter maps the ecosystem's scale, structure, and 
dynamics.

POLICY IMPLICATIONS

Accelerate the Build-tier pipeline.  Expanded AI master's capacity, doctoral fellowships, and 
compute access at Austrian universities. The Build tier (1,302 specialists) is Austria's scarcest 
strategic resource.
Close the SME adoption gap.  Targeted AI readiness programs, shared infrastructure, and 
advisory services for firms with 10–250 employees. Only 2.6 % of firms have any AI staff — 
diffusion is the binding constraint.
Address the retention gap.  Net additions of +304 in 2025 (down from +476 in 2024) will not 
deliver the scale Austria needs. Retention interventions — career progression, competitive 
compensation, R&D tax credits — are as important as recruitment.

SOURCE: REVELIO LABS VIA WRDS · AUSTRIA_LOCATED SEGMENT · 2018–2025
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CHAPTER 01 · ECOSYSTEM EXHIBIT 1 · OF 8

EXHIBIT 1.1

Austria's AI Workforce, 2018–2025
Austria's AI ecosystem has more than doubled since 2018 — but the real story is 
beneath the headline. Core AI practitioners, those whose primary role involves 
building, enabling, or integrating AI, grew even faster than the broader 
workforce, nearly tripling from 1,602 to 4,578.

2018 2019 2020 2021 2022 2023 2024 2025

0

2000

4000

6000

8000

10000

4578 Core

Full AI

Source: Revelio Labs via WRDS

KEY FINDINGS

• Total AI workforce grew from 5,144 to 11,228 (11.4 % CAGR); Core AI grew from 1,602 to 4,578 (16.2 % 
CAGR).

• Core AI is growing faster than the periphery (16.2 % vs 11.4 % CAGR) — Austria's workforce is 
becoming more technically concentrated, not just bigger. The Core share rose from 31.1 % to 40.8 %.

• Growth lost over 40 % of its momentum in a single year: Core YoY peaked at +31.0 % in 2019, 
recovered to +12.5 % in 2024, then dropped to +7.1 % in 2025 — the steepest single-year slowdown in 
the time series.

I M P L I C A T I O N

Sustaining this growth trajectory requires expanding the pipeline at both ends — 

more AI master's graduates entering and stronger retention keeping experienced 

practitioners in Austria.
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CHAPTER 01 · ECOSYSTEM EXHIBIT 2 · OF 8

EXHIBIT 1.2

Year-over-Year Growth
The headline growth numbers mask a deceleration that demands attention. After 
surging at +31.0 % in 2019, Core AI year-over-year growth steadily moderated 
through the 2020–2023 ramp, briefly recovered to +12.5 % in 2024, then dropped 
to +7.1 % in 2025 — the sharpest single-year slowdown in the time series.

10%

20%

30%

40%

2019

31%

2020

18.5%

2021

18.2%

2022

13.8%

2023

13.5%

2024

12.5%

2025

7.1%

Peak +31 % · 2019 → +7.1 % · 2025

Source: Revelio Labs via WRDS

KEY FINDINGS

• Growth peaked at +31.0 % in 2019 and decelerated to +7.1 % by 2025 (preliminary). The 2024 → 2025 
fall (+12.5 % to +7.1 %) is the largest single-year reversal observed in eight years of data.

• The 2025 figure reflects preliminary data collection, not actual workforce contraction. Revelio's lag in 
capturing recent hires means the true 2025 growth rate is likely positive but below the 2018–2023 
trend line.

• Core AI growth has consistently outpaced total AI growth (16.2 % vs 11.4 % CAGR over the period), 
indicating quality deepening even as expansion slows.

I M P L I C A T I O N

Deceleration is not yet decline, but the window for intervention is narrowing. 

Policymakers should treat the 2025 reading as a structural warning, not a single-

year blip.
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CHAPTER 01 · ECOSYSTEM EXHIBIT 3 · OF 8

EXHIBIT 1.3

AI Workforce by Tier
Not all AI roles are created equal. Austria's taxonomy distinguishes between those 
who build AI systems, those who enable the infrastructure, those who integrate AI 
into business processes, and those in adjacent roles. The composition shift tells a 
story of maturation: the Adjacent tier is shrinking, while the technical core is 
consolidating.
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50%
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100%

2018 2020 2022 2024 2025

Build Enable Integrate Adjacent

Source: Revelio Labs via WRDS

KEY FINDINGS

• Enable and Integrate now dominate at roughly 31 % each, reflecting enterprise AI adoption across 
Austrian industry.

• Build tier holds steady at roughly 12 % (1,302 specialists) — a small but critical research and 
development base. These are the ML engineers, computer vision specialists, and AI researchers who 
create frontier systems rather than deploy existing ones.

• Adjacent roles declined from 36 % to 26 % of the ecosystem, a healthy sign of workforce 
specialisation.

I M P L I C A T I O N

The Build tier is Austria's scarcest and most strategically important layer. 

Expanding it by even 200–300 specialists would meaningfully shift the country's 

capability frontier.
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CHAPTER 01 · ECOSYSTEM EXHIBIT 4 · OF 8

EXHIBIT 1.4

Core AI Share — Austria vs Europe
Austria's most distinctive competitive position in Europe is not its scale — it is its 
depth. Among 38 European countries, Austria ranks #3 in Core AI share: the 
proportion of its AI workforce in specialised roles rather than peripheral ones. 
Only Germany and Switzerland concentrate their AI talent more intensely.

Germany 42.5%

Switzerland 41.9%

Austria 40.8%

Spain 39.6%

France 37.1%

Finland 36.3%

Denmark 34.7%

Sweden 33.8%

Netherlands 32.4%

UK 32.1%

Belgium 30.8%

Ireland 30.4%

Source: Revelio Labs via WRDS · 38 European countries benchmarked

KEY FINDINGS

• Austria's Core share (40.8 %, v5 panel) places it #3 in Europe, behind only Germany (42.5 %) and 
Switzerland (41.9 %).

• The DACH region is remarkably homogeneous on this metric: Germany (42.5 %), Switzerland (41.9 %), 
and Austria (40.8 %) form a tight cluster — Austria competes at the region's depth standard rather 
than trailing it.

• Internally, Austria's Core share rose from 31.1 % (2018) to 40.8 % (2025) on the v5 panel — a 9.7 
percentage-point improvement in seven years.

I M P L I C A T I O N

Protect this quality advantage as Austria scales. Expanding the workforce through 

lower-skill Adjacent roles would dilute the core share that makes Austria distinctive.
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CHAPTER 01 · ECOSYSTEM EXHIBIT 5 · OF 8

EXHIBIT 1.5

AI Adoption by Firm Size
Austria's AI talent is concentrated at the top. While effectively all firms with 
1,000+ employees employ at least one AI professional, adoption drops 
precipitously at smaller scales. The gap between Austria's AI leaders and its vast 
SME base is the ecosystem's central structural challenge.

25%

50%

75%

100%

1–10

1.1%

11–100

13.4%

101–1000

64.9%

1000+

100%

Source: Revelio Labs via WRDS · austria_located 2025 cumulative thresholds

KEY FINDINGS

• 100 % of XL firms (1,000+ employees) have AI staff vs. only 1.1 % of micro firms (1–10 employees) — a 
91× gap.

• Even at the 101–1,000 employee Large bucket, AI adoption sits at 65 % — a handful of large firms 
anchor the Core AI employer landscape, with the top three each employing 40–80 specialists.

• Specialised niche firms achieve extraordinary AI density: some dedicate up to 30 % of their workforce 
to Core AI.

I M P L I C A T I O N

Close the SME adoption gap with targeted AI-readiness programs, shared 

infrastructure, and sector-specific advisory services. Not every firm needs internal 

AI teams — transfer centres can bridge the gap.
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CHAPTER 01 · ECOSYSTEM EXHIBIT 6 · OF 8

EXHIBIT 1.6

AI Penetration in Austria's Economy
Behind the growth headlines lies a sobering structural reality. Austria's AI 
expansion has happened largely within existing AI-adopting firms, not across new 
ones. The share of firms with any AI presence has barely moved in seven years.
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2018 2019 2020 2021 2022 2023 2024 2025

0.25%

0.5%

0.75%

1%

1.25%

1.5%

Firms with any AI Core AI intensity

Source: Revelio Labs via WRDS · austria_located firm panel · 2018–2025

KEY FINDINGS

• Only 2.6 % of all Austrian firms (3,190 of 123,226) employ anyone in an AI role.

• Core AI intensity in firms with AI staff has nearly doubled (0.72 % → 1.34 %), but from an extremely 
low base. Growth has been driven by deepening within existing AI-adopting firms, not by new firms 
entering the AI space — a pattern that reinforces concentration risk.

• The flat firm-adoption curve means Austria's AI revolution is a phenomenon of the few, not (yet) the 
many.

I M P L I C A T I O N

Diffusion policy is as important as capability policy. Austria needs a strategy to 

bring AI into the remaining 97 % of its firm base — starting with the Mittelstand.
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CHAPTER 01 · ECOSYSTEM EXHIBIT 7 · OF 8

EXHIBIT 1.7

Talent Flows: 2018 vs 2025
Austria's AI hiring pipeline is working — but the leak is growing faster than the 
pipe. Inflows nearly doubled between 2018 and 2025, but outflows more than 
tripled. The result: net Core flows have remained near +300 per year since 2022 — 
a plateau, not the expansion the rate of inflow growth would suggest.

300
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900

1200

2019 2020 2021 2022 2023 2024 2025

Inflows Outflows

Source: Revelio Labs via WRDS

KEY FINDINGS

• Inflows grew from 562 to 1,101 (nearly 2×); outflows grew from 240 to 780 (3.3×) — the gap is 
widening.

• Integrate tier shows the largest absolute outflows, making it the leakiest part of the pipeline.

• Net Core flows have hovered between +281 and +336 per year since 2022 (+321 in 2025) — a flat 
plateau, not a floor that scales with inflows.

I M P L I C A T I O N

Retention-focused instruments — career-progression pathways, competitive 

compensation for mid-career specialists, AI-focused R&D tax credits — may yield 

higher returns than expanding university intake alone.
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CHAPTER 01 · ECOSYSTEM EXHIBIT 8 · OF 8

EXHIBIT 1.8

Domestic vs Multinational AI 
Employment
Austria's AI ecosystem rests on two pillars: domestic firms that employ 70 % of 
Core AI workers, and foreign-headquartered multinationals that contribute the 
remaining 30 %. This structural duality is both an asset — multinationals bring 
global knowledge and scale — and a vulnerability.

Austrian-HQ · 2860 Foreign-HQ · 1216 Self-employed · 648

Source: Revelio Labs via WRDS

KEY FINDINGS

• Austrian-HQ firms employ 2,850 Core AI workers domestically (69.8 %); foreign-HQ multinationals 
account for 1,232 (30.2 %).

• Austrian firms also employ 1,482 Core AI workers abroad — an international network that could 
channel knowledge back.

• Concentration risk: a handful of multinationals account for a disproportionate share; a single relocation 
decision could be disruptive.

I M P L I C A T I O N

Use multinationals as spillover channels — training partnerships, supplier 

upgrading, talent circulation — while building Austrian-headquartered 

alternatives. Diversifying the employer base hedges against concentration risk.
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R E P O R T STATE OF AI · AUSTRIA · 2026 · CHAPTER 02 MAY 2026 · V1.0

Gender
The structural gap in Austria's AI workforce

50 yrs

to parity at current pace

A cliff, not a slope. The pipeline enters near-balanced 
and collapses upward — at +0.30 pp / yr, parity is 50 
years away.

SOURCE: REVELIO LABS VIA WRDS · AUSTRIA_LOCATED 

SEGMENT · 2018–2025
CHAPTER 02 · OF 06

www.stateofai.at 18 / 70



CHAPTER 02 · GENDER AT A GLANCE

26.0 %

Female share
of Core AI

19.0 %

Female share
in Build tier

+0.30 pp

Annual improvement
rate

39.9 %

Female share in
AI Governance

EXECUTIVE SUMMARY

Austria's AI gender gap is structural, not salary-driven. Women represent 
26.0 % of Core AI roles versus 41.4 % in non-AI employment — a 15.4 
percentage-point participation gap that dwarfs the 7.1 % AI gender pay gap. 
The challenge deepens at the technical frontier: the Build tier (ML engineers, 
AI researchers, computer-vision specialists) is just 19.0 % female, and 
female representation drops from 36 % at entry to 17 % at C-suite (vs 24 % in 
non-AI). At the current improvement rate of +0.30 percentage points per 
year, closing the gap would take roughly 50 years. This chapter maps the 
gender landscape across tiers, seniority levels, subcategories, and regions to 
identify where targeted intervention could accelerate progress.

POLICY IMPLICATIONS

Target Build-tier female participation with dedicated programs.  ML/AI fellowships, 
sponsored PhD positions, and return-to-work programs for women with STEM backgrounds. 
The Build tier at 19.0 % female is where each additional woman has the highest marginal 
impact on Austria's frontier AI capability.
Set explicit interim targets and track progress annually.  30 % Core AI female by 2030 as a 
measurable milestone. At +0.30 pp / year organic improvement, the gap takes roughly 50 
years to close — acceleration requires deliberate policy, not hope.
Leverage AI Governance as a gateway pathway.  At 39.9 % female, AI Governance is the most 
gender-balanced AI subcategory. Build structured upskilling bridges from governance and 
compliance into technical AI roles to convert existing diversity into deeper technical 
representation.
Address the mid-career retention cliff.  Female share drops from 36 % at entry to 17 % at C-
suite. The 3–8 year window is where the pipeline narrows most. Mentorship, visible promotion 
timelines, and flexible work arrangements during this window yield the highest retention ROI.

SOURCE: REVELIO LABS VIA WRDS · AUSTRIA_LOCATED SEGMENT · 2018–2025
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CHAPTER 02 · GENDER EXHIBIT 1 · OF 6

EXHIBIT 2.1

Gender Split — AI vs Non-AI Workforce
The gender gap in AI is not a gradual slope — it is a cliff. While non-AI employment 
in Austria sits at 41.4 % female, Core AI drops to 26.0 %. The gap widens as the 
definition narrows: Full AI (which includes Adjacent roles) reaches 28.6 %, but 
Core AI — the roles where AI is the primary job function — is materially worse. 
This is not a pipeline problem that will self-correct; it reflects structural barriers 
in education, recruitment, and workplace culture that require deliberate 
intervention.

Non-AI 41.4%

Full AI 28.6%

Core AI 26%

Broad AI 26%

Source: Revelio Labs via WRDS

KEY FINDINGS

• Non-AI employment is 41.4 % female; Core AI drops to 26.0 % — a 15.4 pp participation gap that is 2× 
larger than the 7.1 % gender pay gap, making participation the binding constraint.

• The gap is persistent across all AI definitions: Non-AI 41.4 %, Full AI 28.6 %, Core AI 26.0 % — every 
AI cohort sits well below the Non-AI baseline, pointing to pipeline barriers in STEM education and 
technical recruitment.

• Austria's 26.0 % Core AI female share is comparable to EU averages but well below top performers like 
Finland (31 %) and Portugal (29 %), indicating that improvement is achievable with the right 
interventions.

I M P L I C A T I O N

Treat gender participation as a workforce-capacity issue, not just an equity goal. At 

26.0 % female, Austria is drawing from barely half of its talent pool for AI roles — 

closing the gap is a growth strategy as much as an inclusion imperative.
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CHAPTER 02 · GENDER EXHIBIT 2 · OF 6

EXHIBIT 2.2

Gender by Tier — The Depth Gradient
The gender gap deepens as technical depth increases. Adjacent roles (BI analysts, 
domain analytics) reach 38.5 % female, but the Build tier — the frontier where AI 
systems are actually designed and trained — drops to 19.0 %. This gradient reveals 
where the most impactful interventions would land: increasing female 
representation in Build by even five percentage points would require only about 
65 additional women but would meaningfully shift Austria's frontier capability.

Adjacent 38.5%

Integrate 28.5%

Enable 20.8%

Build 19%

Non-AI 43.6 %

Source: Revelio Labs via WRDS

KEY FINDINGS

• Build tier is 19.0 % female — the lowest of any tier and less than half the non-AI benchmark of 41.4 %. 
ML engineering and AI research remain overwhelmingly male, reflecting deep pipeline constraints in 
computational STEM fields.

• Integrate tier (28.5 %) and Enable tier (20.8 %) span the middle, with Enable closer to Build than to 
Integrate — the infrastructure layer is more male-dominated than the application layer, suggesting that 
women cluster in the AI-business interface rather than in the platform stack.

• Adjacent roles reach 38.5 % female — the highest among AI categories and within 3 pp of the non-AI 
benchmark. Even so, the Adjacent layer still trails parity, indicating that the gap extends beyond 
technical depth alone.

I M P L I C A T I O N

Target Build-tier female participation with dedicated ML/AI fellowships, sponsored 

research positions, and return-to-work programs for women with STEM 

backgrounds. The frontier is where the gap is widest and each additional woman has 

the highest marginal impact.
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CHAPTER 02 · GENDER EXHIBIT 3 · OF 6

EXHIBIT 2.3

Female Share Over Time — Progress at 
Glacial Pace
The trend line is moving in the right direction — but at a pace that should alarm 
policymakers. Year-stamped Core AI female share has improved from 23.9 % 
(2018) to 26.0 % (2025), an annual gain of roughly +0.30 percentage points. At 
this rate, parity with non-AI would not arrive within an ordinary policy planning 
horizon. The non-AI workforce, by contrast, has been stable at 39–41 % female — 
the AI gap is not closing because AI is improving, it is closing because AI started so 
far behind.

20%

25%

30%

35%

40%

45%

50%

2018 2019 2020 2021 2022 2023 2024 2025

Core AI · 26%

Non-AI · 40.5%

Source: Revelio Labs via WRDS · year-stamped Core AI vs Non-AI · Lifetime Core AI = 26.0 %

KEY FINDINGS

• Year-stamped Core AI female share rose from 23.9 % (2018) to 26.0 % (2025) — a +0.7 pp gain over 7 
years, or about +0.30 pp / yr.

• Non-AI female share has remained stable at 39–41 % throughout the period, meaning the gap is 
narrowing slowly but from an extremely wide starting position.

• At the current +0.30 pp / yr improvement rate, achieving gender parity with non-AI (~41.0 %) would 
take roughly 50 years — well beyond any reasonable policy planning horizon without acceleration.

I M P L I C A T I O N

Set an explicit interim target — 30 % Core AI female by 2030 — and track progress 

annually. The current organic trend is too slow for policy relevance; deliberate 

acceleration through education reform, hiring incentives, and cultural change is 

needed.
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EXHIBIT 2.4

Gender by Seniority — The Leaky 
Pipeline
Austria's AI gender gap is not uniform across career stages — it is a funnel that 
narrows at every step. At entry level, female representation is 36 %; by C-suite, it 
falls to 17 %. The non-AI workforce shows the same shape at a higher level 
throughout, suggesting AI-specific factors compound the general corporate 
narrowing of women at senior levels.

10%

20%

30%

40%

50%

60%

Entry Analyst Manager Director VP C-Suite

AI Non-AI

Source: Revelio Labs via WRDS · Lifetime AI vs Non-AI · 6 levels (Entry → C-suite)

KEY FINDINGS

• Entry-level AI roles are 36 % female — the starting point is imperfect but workable. The pipeline enters 
with a meaningful cohort of women; the question is whether the system retains them as they advance.

• By Director level, female share drops to 25 %; by VP, to 22 %. The steepest narrowing happens 
between Analyst (29 %) and the upper levels — a critical 3–8 year retention window.

• C-suite AI representation is 17 % female compared to 24 % in non-AI C-suites. AI leadership is less 
gender-diverse than non-AI leadership at every rung, indicating AI-specific barriers beyond general 
corporate challenges.

I M P L I C A T I O N

Invest in mid-career retention and promotion pathways for women in AI. The biggest 

drop happens between years 3–8 of a career — mentorship programs, visible 

promotion timelines, and flexible work arrangements during this window would 

have the highest retention return on investment.
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EXHIBIT 2.5

Gender by Subcategory — Pockets of 
Progress
Not all AI subcategories are equally male-dominated, and the variation provides a 
roadmap for targeted intervention. Analytics Management (44.1 %), Domain Data 
Analytics (43.0 %), and AI Governance (39.9 %) cluster near parity — far above any 
other AI subcategory. At the other extreme, Core ML & AI Research and Data & ML 
Infrastructure sit below 20 % female.

Analytics Management 44.1%

Domain Data Analytics 43%

AI Governance 39.9%

NLP & Generative AI 36.5%

Digital Transformation 30.4%

Data Science 29.2%

Business Intelligence 27.9%

AI Strategy & Leadership 25.2%

Core ML & AI Research 18.7%

Data & ML Infrastructure 18.5%

Avg 26.0 %

Source: Revelio Labs via WRDS · Lifetime · 10 subcategories

KEY FINDINGS

• Analytics Management (44.1 %), Domain Data Analytics (43.0 %), and AI Governance (39.9 %) form 
the most gender-balanced cluster — natural gateways for women entering AI from analytics, 
compliance, and policy roles.

• Data Science (29.1 %) and Business Intelligence (27.9 %) outperform the Core AI average — roles 
combining analytical skills with business interface attract more balanced talent pools.

• Core ML & AI Research (18.3 %) and Data & ML Infrastructure (18.4 %) are the least gender-balanced 
— frontier and platform roles where computational STEM pipelines are most constrained.

I M P L I C A T I O N

Use AI Governance as a deliberate gateway pathway: women in compliance and 

policy-adjacent roles can transition into deeper technical AI positions through 

structured upskilling.
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EXHIBIT 2.6

Gender by Geography — Regional 
Patterns
Geographic patterns in AI gender representation reflect local industry 
composition and institutional factors. Vienna, as the dominant AI hub, sits close 
to the national average. Regions with stronger industrial and manufacturing AI 
profiles (Upper Austria, Styria) show somewhat lower female shares, driven by 
sector-specific workforce dynamics.

Salzburg 31%

Burgenland 29%

Vienna 28%

Carinthia 28%

Tyrol 27%

Vorarlberg 27%

Lower Austria 27%

Styria 25%

Upper Austria 24%

Nat'l 26.0 %

Source: Revelio Labs via WRDS · Lifetime · 9 Bundesländer

KEY FINDINGS

• Salzburg (31 %) and Burgenland (29 %) show the highest female AI shares, reflecting higher 
representation in Adjacent and analytics roles that dominate smaller regional economies.

• Vienna's female AI share (28 %) sits close to the national average and reflects its concentration of 
service-sector and public-sector AI roles. Tyrol, Vorarlberg, and Lower Austria cluster tightly at 27 %, 
with Carinthia at 28 %.

• Styria (25 %) and Upper Austria (24 %) record the lowest female AI shares — both regions are 
dominated by industrial and manufacturing AI applications, where female pipeline representation is 
structurally lower.

I M P L I C A T I O N

Regional AI gender strategies should be embedded in broader cluster development. 

Styria's automotive AI cluster and Upper Austria's industrial AI hub each need 

sector-specific approaches to female recruitment, not one-size-fits-all national 

programs.
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Brain Drain
Where Austria's AI talent goes, and why

23.3 %

of NLP / GenAI leaves Austria

82 % of AI careers stay in Austria. The real story is 
frontier leakage: 17 % of Build, 23 % of NLP / GenAI, 
44 % gone within twelve months.

SOURCE: REVELIO LABS VIA WRDS · AUSTRIA_LOCATED 

SEGMENT · 2018–2025
CHAPTER 03 · OF 06
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56.6 %

Retained in
Austria

12.5 %

Brain drain
rate

17.2 %

Build-tier
drain rate

44 %

Leave within
first 12 months

EXECUTIVE SUMMARY

The brain-drain narrative is real but overstated. Austria keeps eight in ten 
AI career trajectories inside its labour market, and the brain-drain rate is 
stable around 12.5 %. But the risk is concentrated where it matters most: 
Build-tier roles show a 17 % drain rate, NLP & Generative AI reaches 23 %, 
and 44 % of all international departures happen within the first 12 months. 
The policy response must be targeted, not generalised — front-loaded 
retention for frontier roles, not blanket subsidies.

POLICY IMPLICATIONS

Prioritise frontier-role retention.  Build (17.2 %), NLP/GenAI (23.3 %), and Core ML Research 
(16.9 %) are Austria's most vulnerable capability pockets. Dedicated retention instruments — 
compute access, research sabbaticals, international collaboration grants — would yield the 
highest strategic return.
Front-load the retention investment.  44 % of brain drain happens within 12 months. 
Onboarding, mentorship, and promotion clarity must start in month one. The 3–8 year 
experience band is the retention battleground.
Differentiate by destination corridor.  Germany requires ecosystem stickiness — career 
options, cluster depth. US and Switzerland require compensation competitiveness. Don't apply 
one-size-fits-all retention to different pull dynamics.
Build ecosystem density as a structural hedge.  More AI employers, more career options, 
more cluster depth. This makes Austria organically stickier by reducing the career premium of 
relocation.

SOURCE: REVELIO LABS VIA WRDS · AUSTRIA_LOCATED SEGMENT · 2018–2025
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EXHIBIT 3.1

Retention Overview — The Big Picture
The brain-drain narrative requires calibration, not alarm. On the v5+ AI-only 
career-trajectory panel, Austria keeps 56.6 % of observed AI workers in the same 
firm and another 25.0 % in domestic firm-to-firm moves — eight in ten stay in the 
country. Brain drain accounts for 12.5 % (2,309 trajectories), and 6.0 % left the 
workforce or are unclassified. The shift in retention vs domestic-churn vs the 
prior dataset reflects better visibility of inter-firm moves, not a fundamental 
change in mobility.

56.6 %
retained

Retained · 56.5% Domestic churn · 25%

Brain drain · 12.5% Unclassified · 6%

Source: Revelio Labs via WRDS · austria_located segment

KEY FINDINGS

• Roughly one in eight AI trajectories leaves Austria — meaningful but not dominant. Same-firm retention 
(57 %) plus domestic firm-to-firm moves (25 %) means roughly eight in ten AI workers stay inside 
Austria's labour market.

• Brain drain (12.5 %) is half the size of domestic churn (25.0 %), indicating that Austria has a 
functioning internal AI labour market where professionals change employers without leaving the 
country.

• Core AI and Full AI show almost identical retention patterns (57.0 % vs 56.6 %), meaning the problem is 
consistent across technical depth levels — it is not a phenomenon of peripheral AI roles alone.

I M P L I C A T I O N

Frame the narrative accurately: Austria has a retention challenge, not a retention 

crisis. The data supports targeted intervention for specific risk pockets, not 

economy-wide alarm or blanket subsidies that would be both expensive and poorly 

targeted.
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EXHIBIT 3.2

Where They Go — The Geography of 
Outflow
The geography of outflow is policy-relevant because it reveals distinct pull 
dynamics that require different retention responses. Germany absorbs the largest 
outflow by far (527 departures, 23 % of all brain drain), driven by deep DACH 
labour-market integration, language proximity, and ecosystem scale. The United 
States (215) and Switzerland (198) are smaller in volume but exert the strongest 
salary pull.

Germany 22.8%

USA 9.3%

Switzerland 8.6%

UK 5.2%

France 4.6%

Spain 3.7%

Italy 3.5%

Netherlands 3.2%

India 2.3%

Czech Republic 2.3%

Source: Revelio Labs via WRDS · share of total brain-drain departures

KEY FINDINGS

• Germany dominates by volume (527 departures, 23 % of total) but this reflects DACH labour-market 
integration and geographic proximity, not a pay differential — the median salary uplift to Germany is 
just +1 %.

• The US (215 departures) and Switzerland (198) are the compensation magnets: +46 % and +39 % 
median salary uplifts respectively, with 75–76 % of movers receiving a raise — the corridors where 
targeted retention tools are most defensible.

• The long tail of European destinations (UK, France, Netherlands) absorbs hundreds of departures at 
modest or negative median salary changes (-3 % to -10 %) — suggesting career optionality and 
lifestyle factors, not compensation, drive these moves.

I M P L I C A T I O N

Differentiate retention strategies by corridor. Germany requires ecosystem 

stickiness — more career options, deeper AI clusters. US and Switzerland require 

compensation competitiveness and frontier-research access.
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EXHIBIT 3.3

The Economics of Leaving — Salary 
Outcomes by Destination
Salary outcomes vary sharply by destination, and the variation itself is the policy 
signal. For Germany — the largest destination — the median uplift is +7 %, with 56 
% of movers receiving any raise. By contrast, the US delivers +46 % and 
Switzerland +39 %. Critically, several European destinations come with median 
pay cuts: the UK (-10 %) and France (-3 %) — implying that international mobility 
for these corridors reflects career optionality, not financial gain.

−25%

−15%

−5%

5%

15%

25%

35%

USA

46%

Switzerland

39%

Germany

7%

France

−3%

Netherlands

−4%

UK

−10%

Source: Revelio Labs via WRDS · machine-imputed salaries · USD → EUR at ECB annual avg rate

KEY FINDINGS

• Germany is an ecosystem pull, not a pay pull: +7 % median uplift, 56 % get a raise. Talent moves for 
career options, firm prestige, and DACH market integration — not for money.

• US (+46 %, 75 % get a raise) and Switzerland (+39 %, 76 %) are the clear compensation-sensitive 
corridors. These movers are economically rational — and the hardest to retain without matching the 
financial offer.

• Leavers are not Austria's highest earners ex ante. Median pre-departure salary is €60 K for brain drain 
vs €65 K for stayers — the mid-career, mid-salary cohort is most mobile, not top performers.

I M P L I C A T I O N

Compensation-based retention is only defensible for US- and Switzerland-bound 

movers — roughly 413 departures, or 18 % of total brain drain. For the remaining 84 

%, the answer is ecosystem depth, career progression, and research infrastructure, 

not salary matching.
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EXHIBIT 3.4

Who Leaves — The Tier Lens on Brain 
Drain
The risk profile across tiers is starkly uneven. Build-tier workers — the ML 
engineers, computer-vision specialists, and AI researchers closest to model 
creation — show the highest lifetime brain-drain rate at 17.2 %, five percentage 
points above the average. Enable roles (data engineers, platform builders) are 
markedly stickier at 9.5 %, likely because infrastructure work is tied to domestic 
firm context and local data architectures.

0%

5%

10%

15%

20%

25%

Avg 12.5 %

Build

17.2%

Integrate

14%

Adjacent

12.1%

Enable

9.5%

Source: Revelio Labs via WRDS · Austria average 12.5 %

KEY FINDINGS

• Build tier: 17.2 % drain rate — about 5 pp above average. Austria is losing its most strategically valuable 
cohort at the highest rate. Each Build departure reduces the country's capacity to create, not just 
apply, AI systems.

• Integrate tier: 14.0 %. These roles sit at the AI / business interface and are internationally substitutable 
— a data scientist applying AI to supply chains can do so in Munich as easily as in Vienna.

• Enable tier: 9.5 % — the stickiest tier. Infrastructure and platform work is structurally anchored to 
domestic IT architectures, regulatory systems, and organisational knowledge that does not transfer 
easily across borders.

I M P L I C A T I O N

Adopt a tier-weighted retention strategy. One Build worker anchors more frontier 

capability than ten Adjacent analytics roles. Policy instruments should be calibrated 

to strategic value, not headcount volume.
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EXHIBIT 3.5

Frontier Vulnerability — Subcategory 
Drain Rates
Subcategory detail sharpens the tier-level picture into a precise risk map. NLP & 
Generative AI has the highest drain rate at 23.3 %: nearly one in four practitioners 
leaves Austria. The base is small (about 60 professionals), but that is precisely 
why each loss matters strategically — Austria cannot afford to lose a quarter of an 
already tiny frontier.

NLP & Generative AI 23.3%

Computer Vision 18.6%

AI-Titled Domain App. 18.1%

Core ML & AI Research 16.9%

Data Science 14.7%

Data & AI Education 13.5%

Domain Data Analytics 12.1%

Business Intelligence 12%

Avg 12.5 %

Source: Revelio Labs via WRDS · Austria average 12.5 %

KEY FINDINGS

• NLP & Generative AI: 23.3 % drain rate — the highest of any subcategory. With only about 60 
practitioners, Austria is haemorrhaging the capability most central to the current wave of commercial 
AI development.

• Computer Vision & Autonomous Systems (18.6 %), AI-Titled Domain Application (18.1 %), and Core ML 
& AI Research (16.9 %) are also well above the 12.5 % average — these are the roles closest to frontier 
system development and the hardest to replace domestically.

• Enterprise categories (Data Science, Business Intelligence, Domain Data Analytics) lose more people in 
absolute terms but at lower relative rates (12–16 %) — Austria's challenge is specialised scarcity at the 
frontier, not broad-based attrition.

I M P L I C A T I O N

Create dedicated retention instruments for the top 3–4 frontier subcategories: 

competitive compute access, research sabbaticals, international collaboration 

grants that connect Austrian researchers to global networks without requiring 

permanent relocation.
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EXHIBIT 3.6

The Junior Drain — Drain Rate by 
Seniority
Brain drain in Austria's AI workforce is not concentrated at the top — it falls 
steeply with seniority. Entry-level professionals leave at 20.9 %, more than 1.6× 
the country's 12.5 % average and 2.1× the C-suite rate (9.8 %). The narrative is 
clear: Austria primarily loses people before they anchor into senior local career 
ladders, a pre-anchoring phenomenon. Senior leadership stays — but the pipeline 
that should have produced tomorrow's seniors is leaking the most.

0%

5%

10%

15%

20%

25%

Entry

20.9%

Analyst

14.4%

Manager

11.4%

Director

8.9%

VP

8.5%

C-Suite

9.8%

Source: Revelio Labs via WRDS · drain rate per seniority level · 6 levels (Entry → C-suite)

KEY FINDINGS

• Entry-level drain runs at 20.9 % — the highest of any seniority level and 1.6× the Austria-wide average 
of 12.5 %. The youngest cohort, with the fewest local commitments (housing, family, network), is the 
most mobile.

• Drain rate falls monotonically with seniority: Analyst 14.4 %, Manager 11.4 %, Director 8.9 %, VP 8.5 %, 
C-suite 9.8 %. Each step up the ladder almost halves the relative loss probability versus Entry — until 
the C-suite rung, where the rate ticks back up.

• Median seniority for brain drain is 2.0 (Analyst / Associate) versus 3.0 for stayers. Austria's senior 
leadership stays — but the junior pipeline that should have produced tomorrow's seniors is the cohort 
most at risk.

I M P L I C A T I O N

Target the 0–5 year career window with fast-track promotions, leadership 

development, international research rotations (that bring people back), and equity-

like retention mechanisms — the Entry-to-Manager band is where every retained 

professional compounds into a senior anchor.
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EXHIBIT 3.7

The First-Year Window — When Brain 
Drain Happens
Timing is the single most actionable finding. The first year after entry into an 
Austrian AI role is the critical risk window: 43.8 % of all brain-drain departures 
happen within 12 months. Build-tier workers leave fastest, with a median tenure 
of just 0.75 years. Only 4.5 % of brain-drain movers stay five years or more — 
meaning that if Austria retains someone for three years, it has almost certainly 
kept them permanently.

0%

10%

20%

30%

40%

50%

< 1 yr

43.8%

1–2 yrs

27.7%

2–3 yrs

14%

3–5 yrs

10%

5+ yrs

4.5%

Source: Revelio Labs via WRDS · tenure between hire and observed departure abroad · 5 buckets

KEY FINDINGS

• 43.8 % of brain drain happens within the first year. The retention intervention must start on day one, 
not at the first performance review — by then, half the potential leavers are already gone.

• Only 4.5 % of brain-drain movers stay 5+ years before leaving. This creates a clear strategic 
implication: if you can retain someone past year 3, you've almost certainly kept them for good.

• Build-tier workers leave fastest (median tenure 0.75 years before departure). The first nine months are 
the critical retention window for Austria's most strategically valuable AI professionals.

I M P L I C A T I O N

Make retention radically front-loaded. Onboarding, mentorship, research access, 

project ownership, and promotion visibility should all begin in month one. The 

traditional 'prove yourself for two years, then we'll invest in you' model is precisely 

wrong for AI talent.
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Competitive 
Benchmarking
Austria's position in the European AI landscape

+361

specialists needed to match Germany

Top-10 on quality. Mid-pack on quantity. The gap is 
horizontal, not vertical.

SOURCE: REVELIO LABS VIA WRDS · AUSTRIA_LOCATED 

SEGMENT · 2018–2025
CHAPTER 04 · OF 06
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#3 / 38

Core share rank
in Europe

#19 / 38

Core density rank
(per 1,000 emp.)

+361

Specialists needed
to match Germany

$91 K

Median AI salary
(#8 in Europe)

EXECUTIVE SUMMARY

Austria's European position is not one of weak capability — it is one of high 
workforce depth on a relatively small installed base. With 4,578 Core AI 
specialists, Austria ranks #14 in absolute headcount but #3 in Core share: 
nearly 4 in 10 AI workers are in specialised rather than adjacent roles. That 
combination — high quality, modest scale — is strategically encouraging, 
because scale can be built; technical depth is harder to create from scratch. 
The benchmark data point to a clear agenda: accelerate Build-tier supply, 
convert salary competitiveness into real attraction, spread AI demand 
beyond Vienna, and set quantified density targets. Austria needs roughly 
361 additional Core specialists to match Germany's density, and about 2,471 
to reach the Small Innovator median.

POLICY IMPLICATIONS

Accelerate Build-tier supply.  Austria's Build share (11.5 %) trails Germany (13.9 %) and 
Switzerland (13.3 %) by 2–3 pp, which translates to roughly 240 missing Build specialists. 
Instruments: expanded AI master's capacity, doctoral fellowships, competitive compute 
access at Austrian universities, and international research-collaboration grants.
Convert salary competitiveness into real attraction.  Austria pays $91 K median (#8 / 38) and 
6 % more than Germany. This pricing power is under-leveraged. Instruments: Red-White-Red 
Card reform for AI professionals, targeted recruitment campaigns in CEE / Southern Europe, 
and employer branding that positions Austria's DACH-quality proposition.
Spread AI demand beyond Vienna.  Vienna holds 60 % of Core AI. The 24–48 % regional 
salary premium is the most powerful lever for economic upgrading. Instruments: applied AI 
institutes in Graz and Linz, MNC partnership programs, and sector-specific AI advisory for the 
Mittelstand.
Set quantified density targets.  Austria needs 4,939 Core specialists to match Germany 
(current 4,578). Set targets: 1.10 / 1,000 by 2028, 1.40 / 1,000 by 2030. Report progress 
annually using the benchmark methodology. Tie funding instruments to these KPIs.

SOURCE: REVELIO LABS VIA WRDS · 38 EUROPEAN COUNTRIES BENCHMARKED · 

2018–2025
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EXHIBIT 4.1

Austria's 2025 Core AI Scorecard
Before diving into the detailed benchmarks, a summary scorecard crystallises 
Austria's position across eight dimensions. The pattern is clear and consistent: 
Austria performs like a top-tier market on measures of workforce depth and 
quality (Core share #3, salary #8, seniority #7, Integrate share #4, CAGR #14) but 
significantly lags on measures of deployment breadth and scale (Core density #19, 
Build share #15, Enable share #26). This is not a country that has failed to build AI 
capability — it is a country that has built deep capability on too narrow a base.

METRIC VALUE RANK POSITION

Core AI share 40.8 % #3 / 38

Median AI salary $91 K #8 / 38

Mean seniority 3.11 / 7 #7 / 38

Integrate share 33.9 % #4 / 38

Workforce CAGR 11.4 % #14 / 38

Core density / 1k 0.99 #19 / 38

Build share 11.5 % #15 / 38

Enable share 30.8 % #26 / 38

Source: Revelio Labs via WRDS · 38 European countries benchmarked

KEY FINDINGS

• Core AI share (40.8 %, #3 / 38) is Austria's signature strength — nearly 4 in 10 AI workers are in 
specialised roles rather than adjacent support functions. Only Germany (42.5 %) and Switzerland (41.9 
%) concentrate their AI talent more intensely.

• Core density (0.99 per 1,000 employed, #19 / 38) is the clearest gap metric. Austria sits above the 
European median but 29 % below the DACH average (1.40) and 37 % below the Small Innovator 
median (1.57).

• The scorecard's diagnostic implication is precise: Austria does not need to build quality — it already 
has it. It needs to build scale without diluting the quality that makes it distinctive.

I M P L I C A T I O N

Use this scorecard as the annual monitoring framework. The two metrics that should 

improve most in the next policy cycle are Core density (0.99 → 1.10+) and Build share 

(11.6 % → 13 %+).

EXHIBIT 4.1
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EXHIBIT 4.2

Core AI Density — European Ranking
Benchmarking on Core AI rather than the full AI ecosystem moves Austria from 
the lower half into the European middle — but against its true peer group (DACH 
and the Small Innovators), the density gap remains material. At 0.99 Core AI 
workers per 1,000 employed, Austria ranks 19th of 38 European countries. The 
leaders — Luxembourg, Netherlands, Switzerland, Ireland, Denmark — each 
deploy more than 2 Core AI workers per 1,000 employed, 2–3× Austria's current 
level. This is not a quality gap; it is a deployment gap.

Luxembourg 3.29

Netherlands 2.35

Switzerland 2.18

Ireland 2.11

Denmark 2.1

UK 1.93

France 1.65

Sweden 1.65

Cyprus 1.63

Spain 1.52

Finland 1.5

Belgium 1.27

Norway 1.18

Estonia 1.17

Portugal 1.16

Malta 1.1

Germany 1.1

Iceland 1.02

Austria 0.99

Lithuania 0.81

Greece 0.8

Italy 0.73

Source: Revelio Labs via WRDS · 22 European peers shown · Eurostat employment denominators
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KEY FINDINGS

• Austria at 0.99 / 1,000 sits just above the European median but meaningfully below the DACH average 
(1.40) — a 29 % deficit that translates to approximately 361 missing Core specialists relative to 
Germany alone.

• The leaders are well ahead on deployment: Luxembourg (3.29 / 1,000), the Netherlands (2.35 / 1,000), 
and Switzerland (2.18 / 1,000) deploy 2–3× Austria's Core AI density — illustrating what is achievable in 
similarly-sized advanced economies.

• Core density has risen meaningfully since 2018, but the gap to leaders has widened because they 
grew faster. Relative positioning matters more than absolute improvement.

I M P L I C A T I O N

Set a concrete 2030 density target: 1.10 Core / 1,000 (matching Germany) as the 

minimum, with 1.57 (Small Innovator median) as the stretch goal. Current net Core 

flows of about +300 / year reach the minimum in roughly 3 years; the stretch goal 

requires doubling net additions.

EXHIBIT 4.2

www.stateofai.at 39 / 70



CHAPTER 04 · BENCHMARKING EXHIBIT 3 · OF 7

EXHIBIT 4.3

Depth vs Scale — Austria's Strategic 
Position
The depth-scale matrix is the single most important diagnostic in this chapter. It 
positions each country by Core AI share (depth — y-axis) against Core AI density 
(scale — x-axis), with bubble size reflecting total AI workforce. Austria sits in the 
upper-left quadrant: high depth, lower scale. It clusters with technically serious 
markets like Germany and Switzerland on the depth axis, but lacks the 
deployment breadth of the Netherlands, Denmark, or Ireland. The desired 
strategic move is rightward — raising density while preserving the unusually high 
share of technically deep roles.
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Source: Revelio Labs via WRDS · bubble area scales with total AI workforce

KEY FINDINGS

• Austria's 40.8 % Core share places it in the top 3 on the depth axis — this is not a country with inflated 
AI counts from adjacent roles. Its workforce is genuinely technically concentrated.

• The gap to peers is horizontal, not vertical: Austria needs to move rightward (more deployment) 
without moving downward (diluting depth). Expanding through Adjacent roles would be 
counterproductive — it must scale the Core.

• The Netherlands and Denmark demonstrate that small countries can achieve 2–3× Austria's density 
while maintaining respectable Core shares (32–35 %). Scale and depth are not inherently trade-offs — 
but Austria must manage the expansion carefully.
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I M P L I C A T I O N

Anchor the scaling strategy in the depth-scale matrix. Every expansion initiative 

should be evaluated on two criteria: does it increase density, and does it preserve or 

improve Core share? If it only does the first, it is dilutive.

EXHIBIT 4.3
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EXHIBIT 4.4

Tier Composition — Austria vs 
European Peers
Austria's AI ecosystem has strong Enable (30.8 %) and Integrate (33.9 %) layers, 
reflecting a workforce oriented toward applied enterprise adoption — data 
engineering, ML infrastructure, and business intelligence. The structural 
weakness is the Build tier (11.5 %): the layer that creates frontier models, 
algorithms, and deep technical IP. At 11.5 %, Austria trails Germany (13.9 %) by 2.4 
pp and Switzerland (13.3 %) by 1.8 pp. In a workforce of about 10,000, that 2.4 pp 
gap translates to roughly 240 missing Build specialists — a deficit that is concrete, 
measurable, and addressable within a single policy cycle.

25%

50%

75%

100%

Austria Germany Switzerland Netherlands Denmark Finland

Build Enable Integrate Adjacent

Source: Revelio Labs via WRDS · DACH plus 4 Small Innovators

KEY FINDINGS

• Austria is not inflating its AI counts: an Adjacent share of 26.6 % means its workforce is more 
technically genuine than many European peers where Adjacent roles dominate at 30–40 %.

• Enable (30.8 %) and Integrate (34.0 %) are substantial — Austria has the infrastructure and application 
layers needed for enterprise AI deployment. The foundation for scaling is already in place.

• Build is the binding constraint: at 11.5 % of AI jobs, Austria trails every DACH peer. Each Build worker 
creates disproportionate capability value — they are the designers, not just the deployers, of AI 
systems.
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I M P L I C A T I O N

Close the Build gap with targeted supply-side instruments: expanded AI master's and 

doctoral capacity, competitive compute access at Austrian universities, and research 

fellowships that connect to international networks without requiring permanent 

relocation.

EXHIBIT 4.4
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EXHIBIT 4.5

Peer-Group Rankings — A Consistent 
Pattern
A single all-Europe ranking hides the pattern that matters most. When Austria is 
assessed across three distinct peer groups — all 38 European countries, the three 
DACH members, and the eight Small Innovators (DK, FI, SE, NL, IE, BE, IL, AT) — 
the same diagnostic emerges regardless of comparator set. Austria performs like 
a top-tier market on depth and pay (Core share #1 / 8 among Small Innovators, 
salary #5 / 8) and on long-period workforce growth (CAGR #1 / 8), but like a 
laggard on present-day deployment breadth (density #8 / 8 among Small 
Innovators).

PEER GROUP CORE SHARE DENSITY SALARY CAGR

All 38 European #3 #19 #8 #14

DACH (3) #3 #3 #2 #2

Small Innovators (8) #1 #8 #5 #1

Source: Revelio Labs via WRDS · 38-country benchmark

KEY FINDINGS

• Among Small Innovators, the contrast is starkest: Austria is #1 / 8 on Core share but #8 / 8 on Core 
density. It has the deepest AI workforce in its peer group but deploys it the least broadly — a precise 
diagnostic of the scaling challenge.

• Across all 38 countries, Austria is mixed: #3 on Core share, #8 on salary, #7 on seniority (the quality 
cluster), versus #19 on density, #15 on Build share, #14 on CAGR (the scale cluster). The two clusters 
are consistently misaligned.

• The pattern is not an artefact of peer-group selection. Whether compared to all of Europe, to DACH 
alone, or to the Small Innovators, Austria's strength is always depth and its weakness is always scale. 
This consistency makes the policy prescription unambiguous.

I M P L I C A T I O N

Report against all three peer groups annually. The Small Innovator comparison is 

the most actionable because these countries face similar constraints (small 

populations, open economies, high education levels) and yet achieve 2–3× Austria's 

deployment intensity.

EXHIBIT 4.5
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EXHIBIT 4.6

Scaling Roadmap — Concrete Targets
Austria does not need a generic ambition statement. It needs a quantified scaling 
path. Using Austria's 2025 employment base and current Core AI stock, the 
benchmark gaps translate directly into target headcounts and approximate 
timelines. Matching Germany's density requires about 4,939 Core specialists 
(+361 from today) — achievable in roughly 1 year at recent net-addition rates of 
about 300 / year. Reaching the Small Innovator median requires about 7,049 
(+2,471) — closer to 8 years at current rates, or 4 years if net additions can be 
doubled.

TODAY (2025)

4578

0.99 / 1,000

MATCH GERMANY

4939

1.1 / 1,000

DACH AVERAGE

6286

1.4 / 1,000

INNOVATOR 

MEDIAN

7049

1.57 / 1,000

Source: Revelio Labs via WRDS · current density 0.99 / 1,000

KEY FINDINGS

• Germany is within reach: +361 Core specialists to match Germany's density (1.10 / 1,000). At recent net 
Core flows of about +300 per year, this is approximately a 3-year gap — meaningful but not daunting.

• The DACH average requires +1,708 to reach 6,286 Core specialists — roughly 7 years at current rates, 
or 4 years if net additions rise to about 550 / year through stronger retention and pipeline expansion.

• Timing depends as much on retention as on inflow. Every additional departure prevented is worth as 
much as a new graduate recruited. The cheapest way to close the gap is to stop the leak while 
expanding the pipe.

I M P L I C A T I O N

Anchor the next policy cycle in concrete density targets: 1.10 / 1,000 by 2028 (match 

Germany), 1.40 / 1,000 by 2030 (match DACH average). Fund instruments against 

these targets, and report progress annually using the Revelio / Eurostat benchmark 

methodology.

EXHIBIT 4.6
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EXHIBIT 4.7

Scale Without Dilution — A Four-
Package Policy Agenda
The chapter's benchmark result converges on a single strategic message: Austria 
already has the quality foundation to compete at the European frontier, but it has 
not yet converted that into peer-level deployment density. The closing exhibit 
translates the benchmark findings into four policy packages, each addressing a 
specific gap identified in the data. Together, they form an integrated agenda for 
scaling Austria's Core AI base without diluting the depth advantage that makes it 
distinctive.

01 Build pipeline

Close the Build-share gap (11.5 % 
→ 13.5 %) through expanded AI 
master's capacity, doctoral 
fellowships, and competitive 
compute access. Austria trails 
Germany by 240 Build specialists 
— a concrete, addressable 
deficit.

02 Talent attraction

Convert salary competitiveness 
into real inflows. Reform the 
Red-White-Red Card for AI 
professionals, launch targeted 
recruitment in CEE / Southern 
Europe, and position Austria's 
DACH-quality proposition 
aggressively.

03 Regional diffusion

Spread AI demand beyond 
Vienna through applied AI 
institutes in Graz and Linz, MNC 
partnership programs, and 
sector-specific advisory for the 
Mittelstand. The 24–48 % salary 
premium is the most powerful 
regional upgrading lever.

04 Quantified density 

targets

Tie funding instruments to 
annual Core AI density 
benchmarks: 1.10 / 1,000 by 
2028 (match Germany), 1.40 / 
1,000 by 2030 (match DACH 
average). Report progress 
annually using the Revelio / 
Eurostat methodology.

Source: synthesis of Ch04 benchmark findings
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KEY FINDINGS

• Package 1 — Build pipeline: close the Build-share gap (11.5 % → 13.5 %) through expanded AI master's 
and doctoral capacity, competitive compute access, and research fellowships. Austria trails Germany 
by 240 Build specialists — a concrete, addressable deficit.

• Package 2 — Talent attraction: convert salary competitiveness into real inflows by reforming the Red-
White-Red Card, launching targeted recruitment in CEE and Southern Europe, and positioning Austria's 
DACH-quality + better-pay proposition aggressively.

• Package 3 — Regional diffusion: spread AI demand beyond Vienna through applied AI institutes in Graz 
and Linz, MNC partnership programs, and sector-specific advisory for the Mittelstand. The 24–48 % 
salary premium is the most powerful regional upgrading lever available.

I M P L I C A T I O N

Set quantified density targets (Package 4): tie funding instruments to annual Core AI 

density benchmarks. If Austria reaches 1.10 / 1,000 by 2028 and 1.40 / 1,000 by 

2030, it will have closed the gap to Germany and positioned itself as a genuine Small 

Innovator AI leader.

EXHIBIT 4.7
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Seniority
Experience, leadership, and the pay inversion

3.8×

entry-level gap vs. non-AI

Not a graduate cohort, a mid-career professional 
class. A 60 % Analyst+Manager backbone — and a 6 % 
entry-level floor with a hidden pay inversion at the 
top.

SOURCE: REVELIO LABS VIA WRDS · AUSTRIA_LOCATED 

SEGMENT · 2018–2025
CHAPTER 05 · OF 06
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CHAPTER 05 · SENIORITY AT A GLANCE

3.11 / 7

AI mean seniority
(2025)

6 %

Entry-level share
of AI workforce

3.8×

Entry-level gap
(AI vs Non-AI)

€127 K

C-suite AI
median salary

EXECUTIVE SUMMARY

Austria's AI workforce is not a graduate cohort — it is a mid-career professional 
class. With a mean seniority of 3.11 / 7, the typical AI worker is materially more 
experienced than the Non-AI average (2.85). Only 6 % of AI professionals are entry-
level, compared to 23 % of the Non-AI workforce — a 3.8× gap that reflects AI's 
status as a skilled, experience-intensive domain rather than an entry point into the 
labour market. This chapter maps the seniority structure across AI tiers, tracks 
how experience has evolved since 2018, quantifies the salary returns to seniority, 
and examines whether brain drain selectively removes the most senior talent. The 
findings carry direct implications for pipeline design: Austria does not need more 
generic AI graduates — it needs to retain and develop the mid-career professionals 
who form the backbone of its AI capability.

POLICY IMPLICATIONS

Protect the mid-career core.  60 % of AI workers are Analyst or Manager level — this is the 
backbone of Austria's AI capability. Retention instruments should prioritise this cohort: housing 
support, career-progression frameworks, and competitive compensation that prevents lateral 
outflow to Germany or Switzerland.
Expand the entry pipeline without diluting quality.  Only 6 % of AI workers are entry-level — a 3.8× 
gap versus Non-AI. Austria needs structured pathways (apprenticeships, rotation programmes, 
university-industry partnerships) that convert STEM graduates into AI-ready professionals within 1–
2 years, feeding the mid-career bulge sustainably.
Fix the senior technical pay gap.  AI VPs earn €111 K vs Non-AI's €103 K (+8 %), at near-parity. 
The premium inverts mildly at C-suite (€127 K AI vs €134 K Non-AI, −5 %). Firms should adopt 
dual-track compensation structures that keep senior AI contributors at parity with management 
equivalents, preventing the best technical leaders from defecting to general management tracks.
Stem junior brain drain at the 2–5 year mark.  Austria-based AI workers are 0.24 seniority points 
above those abroad — brain drain skews junior. Interventions should target the 2–5 year experience 
window: early-career fellowships, employer retention bonuses, and fast-track immigration certainty 
for international hires in their first role.

SOURCE: REVELIO LABS VIA WRDS · AUSTRIA_LOCATED SEGMENT · 1–7 ORDINAL 

SENIORITY · 2018–2025
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EXHIBIT 5.1

Seniority Distribution — AI vs Non-AI 
Workforce
The seniority profile of Austria's AI workforce diverges dramatically from the 
broader labour market. Where the Non-AI economy is bottom-heavy — 23 % entry-
level, tapering sharply upward — the AI workforce bulges in the middle. The 
Analyst (30 %) and Manager (30 %) levels together account for 60 % of all AI 
workers, compared to just 43 % in Non-AI. At the same time, AI's entry-level share 
is just 6 % — about a quarter of the Non-AI entry rate. This is not a workforce being 
built from the bottom up; it is one that was assembled through lateral hiring, 
cross-functional transitions, and international recruitment of already-
experienced professionals.

10%

20%

30%

40%

Entry Analyst Manager Director VP C-Suite

AI Non-AI

Source: Revelio Labs via WRDS · austria_located segment · 6 levels (Entry → C-suite)

KEY FINDINGS

• The entry-level gap is the single most striking structural feature: 6 % of AI workers are entry-level 
versus 23 % of Non-AI — a 3.8× ratio. This reflects both the high skill floor for AI roles and the limited 
pipeline of AI-ready graduates entering directly into specialised positions.

• The mid-career bulge (Analyst 30 % + Manager 30 % = 60 %) confirms that AI in Austria is a 
conversion economy: most AI professionals did not start in AI but transitioned from adjacent technical 
or analytical roles after accumulating several years of experience.

• AI is also disproportionately senior: Director (20 % vs 16 %) and VP (11 % vs 12 %) shares meet or trail 
Non-AI, while C-suite (3 % vs 7 %) sits clearly below. AI has not yet created a disproportionate top-
leadership class, but the upper-mid tiers carry visibly more weight than they do in the broader 
workforce.
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I M P L I C A T I O N

The 6 % entry-level share is both a quality signal and a pipeline warning. Austria 

should not try to flood AI with junior hires — that would dilute quality. Instead, 

invest in structured apprenticeship and rotation programmes that accelerate the 

entry-to-analyst transition, ensuring the pipeline feeds the mid-career bulge 

sustainably.

EXHIBIT 5.1
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EXHIBIT 5.2

Seniority Distribution by AI Tier
Not all AI tiers have the same experience profile. Enable (mean 3.07) is the most 
senior tier, reflecting its orientation toward infrastructure, architecture, and 
enterprise systems roles that reward deep experience. Build (2.88) and Integrate 
(2.86) are slightly less senior, while Adjacent (2.84) sits lowest. The tier 
differences are modest in absolute terms but structurally meaningful: Enable's 
seniority advantage reflects the fact that data engineering and ML infrastructure 
roles require years of accumulated systems expertise, while Build-tier roles — 
despite their technical depth — attract younger research talent.

2.6

2.7

2.8

2.9

3

3.1

3.2

Non-AI 2.85

Enable

3.07

Build

2.88

Integrate

2.86

Adjacent

2.84

Source: Revelio Labs via WRDS · austria_located segment · Lifetime mean on 7-pt source scale

KEY FINDINGS

• Enable leads at 3.07 mean seniority — the senior architects and infrastructure leads who design 
enterprise-scale AI systems sit deepest in the cohort.

• Build's seniority (2.88) is lower despite being the most technically demanding tier — reflecting the 
influx of younger PhD graduates and research engineers who join Austria's frontier roles.

• Adjacent (2.84) is the least senior tier, consistent with its role as a transitional layer where 
professionals are moving toward AI from broader analytics or business functions.

I M P L I C A T I O N

Enable's seniority advantage makes it the tier most vulnerable to brain drain — 

senior infrastructure professionals are highly portable internationally. Retention 

instruments should disproportionately target Enable-tier professionals at Manager 

and Director levels.

EXHIBIT 5.2
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EXHIBIT 5.3

Mean Seniority Over Time — AI vs Non-
AI
Austria's AI workforce has been steadily maturing. Mean AI seniority rose from 
2.96 in 2018 to 3.11 in 2025 — a +0.15 point increase on the 7-point scale. The Non-
AI workforce also matured (2.60 to 2.85), but from a lower base. The AI seniority 
advantage has remained remarkably stable at roughly 0.24–0.34 points 
throughout the period, indicating that AI's experience premium is structural, not 
cyclical. The sharpest acceleration occurred in 2022–2023 (+0.09), coinciding 
with the generative AI wave that drew experienced professionals into AI-labelled 
roles.

2.6

2.7

2.8

2.9

3

3.1

3.2

2018 2019 2020 2021 2022 2023 2024 2025

AI · 3.11

Non-AI · 2.85

Source: Revelio Labs via WRDS · austria_located segment · 1–7 scale

KEY FINDINGS

• AI seniority rose steadily from 2.96 (2018) to 3.11 (2025), crossing the 3.0 threshold in 2023. The 
workforce now sits, on average, just past the Manager mark on the reporting scale — a meaningful 
maturation from the early-Analyst baseline of 2018.

• The 2021 dip (2.90) followed by sharp recovery (3.04 in 2023, 3.11 in 2025) likely reflects a cohort 
effect: a wave of junior hires in 2020–2021 that was subsequently absorbed and promoted, raising the 
mean as those cohorts matured.

• The persistent AI-vs-Non-AI gap (0.24 in 2025) confirms that AI roles systematically attract more 
experienced professionals. This is not converging — AI continues to draw from the experienced end of 
the talent pool.

I M P L I C A T I O N

The rising seniority trend is positive but carries a risk: if entry-level pipeline does 

not expand, the workforce will age without replacement. Monitor the entry-level 

share annually; if it falls below 8 %, pipeline interventions become urgent.
EXHIBIT 5.3
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EXHIBIT 5.4

Median Salary by Seniority Level — AI 
vs Non-AI
Seniority is the primary driver of AI compensation in Austria, and the returns to 
experience are substantial. An entry-level AI worker earns a median of €36 K; by 
C-suite, the median reaches €127 K — a 3.5× multiplier. The AI salary premium 
over Non-AI peaks at Director (+31 %) rather than at entry, and inverts mildly at C-
suite (-5 %). VP-level salaries are roughly at parity (+8 %); the Director-to-VP step 
is where the technical premium compresses.

50K€

100K€

150K€

200K€

Entry Analyst Manager Director VP C-Suite

AI Non-AI

Source: Revelio Labs via WRDS · machine-imputed median salary · €K · 6 levels

KEY FINDINGS

• The entry-level AI premium is +6 % (€36 K vs €34 K) — modest, reflecting that entry-level AI roles 
draw from a similar pool to entry-level non-AI tech jobs.

• The premium widens steeply through mid-career: Analyst (+29 %), Manager (+20 %), Director (+31 
%). The Director step is where AI compensation pulls clearly ahead.

• VP and C-suite compress and invert: VP €111 K AI vs €103 K Non-AI (+8 %, near-parity); C-suite €127 
K AI vs €134 K Non-AI (−5 %). General-management track edges ahead at the very top.

I M P L I C A T I O N

The mild C-suite inversion is a retention risk: senior AI professionals earn slightly 

less than their general-management peers, creating an incentive to leave the 

technical track. Firms should design dual-track compensation that keeps senior AI 

contributors at parity with management equivalents.

EXHIBIT 5.4
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EXHIBIT 5.5

Mean Seniority — Austria-Based vs 
Working Abroad
Brain drain does not remove talent uniformly across seniority levels. Austrian-
trained AI professionals who remain in Austria have a mean seniority of 2.92, 
compared to 2.68 for those working abroad — a +0.24 gap. The same pattern holds 
for Non-AI (2.53 vs 2.38). This suggests that brain drain selectively removes 
younger, less experienced professionals, while more senior talent tends to stay. 
The implication is encouraging for Austria's leadership stock but concerning for 
the pipeline: the junior talent that would eventually mature into senior roles is the 
cohort most likely to leave.

Austria-based AI 2.92

Abroad (diaspora) AI 2.68

Austria-based Non-AI 2.53

Abroad Non-AI 2.39

Source: Revelio Labs via WRDS · total segment (Austrian-trained workers) · 1–7 scale

KEY FINDINGS

• Austria-based AI workers average 2.92 seniority vs 2.68 for those abroad — a +0.24 gap. Austria 
retains its more experienced AI professionals, likely because mid-career moves are costlier (family, 
housing, established networks).

• The pattern is consistent across AI and Non-AI: the +0.15 gap for Non-AI workers (2.53 vs 2.38) 
confirms this is a general labour-market dynamic, not AI-specific. Younger workers are more mobile 
regardless of field.

• The selective loss of junior talent is a pipeline concern: today's departing Analysts would have been 
tomorrow's Senior Engineers and Managers. Each junior departure reduces the future mid-career 
stock by one, compounding over time.

I M P L I C A T I O N

Retention instruments should target the 2–5 year experience window — the period 

when professionals are most mobile and most likely to leave Austria. Early-career 

fellowships, fast-track visa certainty, and employer-linked retention bonuses could 

reduce outflow at the critical junior-to-mid-career transition.

EXHIBIT 5.5
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Region & 
Bundesland
Austria's AI geography — beyond Vienna

60.4 %

of Austrian AI in Vienna alone

Vienna alone holds 60 % of Austria's AI workforce. 
Vienna–Graz–Linz together over 70 %. Beyond the 
corridor, AI thins fast.

SOURCE: REVELIO LABS VIA WRDS · AUSTRIA_LOCATED 

SEGMENT · 2018–2025
CHAPTER 06 · OF 06
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CHAPTER 06 · REGION & BUNDESLAND AT A GLANCE

60.4 %
Vienna's share
of Core AI

0.37
Core AI HHI
(~1.5× non-AI)

24⁠–⁠48 %
AI salary premium
across all regions

~1×
MNC AI intensity
vs Austrian firms

EXECUTIVE SUMMARY

Austria's AI talent is not just growing — it is concentrating. Vienna holds 
60.3 % of Austrian AI positions, up from 58.8 % in 2018, and the top three 
Bundesländer account for 80 %+ of the AI workforce. But this headline 
masks important nuance: Upper Austria and Styria have deeper technical 
(Core+Enable+Integrate) profiles than Vienna, secondary cities like Linz and 
Graz remain credible regional hubs, and the AI salary premium reaches 24–
48 % across every region — making AI upskilling one of the most powerful 
levers for regional economic upgrading.

POLICY IMPLICATIONS

Invest in the Vienna–Graz–Linz AI corridor.  This triangle holds 90 %+ of Austria's Core AI. 
Strengthening transport, digital infrastructure, and knowledge-sharing along this axis is the 
highest-leverage geographic investment.
Develop complementary regional specialisations.  Don't replicate Vienna everywhere. Graz 
(automotive / industrial AI), Linz (manufacturing AI), Vienna (services / application AI) form a 
natural division of labour that should be reinforced.
Leverage multinationals as regional anchor institutions.  Foreign MNCs achieve broadly 
comparable. Incentivise knowledge spillovers through supplier upgrading programs, joint 
training, and talent rotation between MNCs and local firms.
Frame regional AI as an economic-upgrading lever.  The 24–48 % AI salary premium in every 
Bundesland makes AI upskilling the highest-return investment for regional workers and 
economies.

SOURCE: REVELIO LABS VIA WRDS · AUSTRIA_LOCATED SEGMENT · 9 

BUNDESLÄNDER · 2018–2025
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EXHIBIT 6.1

Regional AI Workforce Growth
Austria's AI workforce has more than doubled since 2018, but the growth is 
unevenly distributed. Vienna accounts for roughly 62 % of all net AI growth, with 
Upper Austria and Styria forming a credible second tier. Smaller states have 
grown in absolute terms but remain marginal in scale.

Vienna 5981

Upper Austria 1090

Styria 851

Salzburg 549

Lower Austria 466

Tyrol 463

Carinthia 269

Vorarlberg 192

Burgenland 51

2025 2018

Source: Revelio Labs via WRDS · austria_located · Full AI positions 2018 vs 2025

KEY FINDINGS

• Vienna added approximately 3,490 AI positions (2018 → 2025: 2,491 → 5,981), accounting for 62 % of 
all national AI growth — the capital's gravitational pull remains dominant, driven by density of tech 
firms, universities, and the start-up ecosystem.

• Upper Austria and Styria collectively grew from 796 to 1,941 AI positions, now holding ~20 % of the 
national stock — a credible secondary axis driven by industrial AI applications in automotive, 
manufacturing, and engineering.

• Smaller Bundesländer (Salzburg, Carinthia, Vorarlberg, Burgenland) grew in absolute terms but 
together still represent under 11 % of Austria's AI workforce.

I M P L I C A T I O N

Accept Vienna's scale advantage while investing in the Vienna–Graz–Linz corridor 

as a complementary applied-industrial AI axis.
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EXHIBIT 6.2

Vienna's Dominance — Concentration 
Over Time
Vienna's share of Austria's AI ecosystem has been remarkably stable and slightly 
increasing — from 58.8 % in 2018 to 60.4 % in 2025. This concentration is 
approximately 2× higher than Vienna's share of total employment (~30 %), making 
AI the most geographically concentrated sector in Austria's economy.

57 %

58 %

59 %

60 %

61 %

62 %

2018 2019 2020 2021 2022 2023 2024 2025

60.4 %

Source: Revelio Labs via WRDS · Vienna's share of summed-Bundesland AI positions · 2018–2025

KEY FINDINGS

• Vienna's AI share (60.4 %) is double its employment share (~30 %), making AI the most geographically 
concentrated high-skill sector — more concentrated than finance, consulting, or even IT services.

• The Core AI City HHI (0.37) is roughly 1.5× the non-AI City HHI (0.26), confirming that AI concentration 
exceeds general economic concentration by a wide margin.

• Concentration is rising, not falling — Vienna gained +1.5 pp of AI share since 2018, despite policy 
rhetoric about regional diversification.

I M P L I C A T I O N

Geographic deconcentration requires deliberate infrastructure investment — 

compute hubs, university-industry partnerships in secondary cities — not just 

rhetorical commitment to regional balance.
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EXHIBIT 6.3

Top AI Cities — Beyond Vienna
Beyond Vienna, Graz and Linz form a credible second tier of Austrian AI cities. 
Graz benefits from TU Graz's strong AI research profile and Styria's automotive 
cluster. Linz leverages Upper Austria's industrial base and the growing JKU / Linz 
Institute of Technology ecosystem.

Vienna 5974

Graz 642

Linz 530

Innsbruck 255

Salzburg 108

Klagenfurt 92

Source: Revelio Labs via WRDS · AI positions by city, 2025 snapshot

KEY FINDINGS

• Graz hosts approximately 642 AI workers — the second-largest AI city, driven by TU Graz and the 
Styrian automotive / engineering cluster. Styria's Core+Enable+Integrate share (80 %) actually 
exceeds Vienna's (74 %), reflecting deeper technical specialisation in industrial AI.

• Linz has emerged as a fast-growing AI hub (~530 AI workers), driven by JKU's AI programs, the LIT AI 
Lab, and Upper Austria's digital manufacturing ecosystem. Its growth rate has outpaced Vienna's in 
recent years, suggesting the corridor strategy is beginning to gain traction.

• The Vienna–Graz–Linz triangle accounts for over 70 % of Austria's AI workforce, creating a natural 
corridor for cluster development and talent circulation. Together with Innsbruck, Salzburg, and 
Klagenfurt, the top six cities concentrate the majority of national AI capability.

I M P L I C A T I O N

Invest in Graz and Linz as complementary specialised hubs (automotive / industrial 

AI) rather than trying to replicate Vienna's generalist AI ecosystem in smaller cities.

www.stateofai.at 60 / 70



CHAPTER 06 · REGION & BUNDESLAND EXHIBIT 4 · OF 6

EXHIBIT 6.4

AI Salary Premium by Region
The AI salary premium is not a Vienna phenomenon — it extends across every 
Austrian region. AI workers earn 24–48 % more than non-AI workers in every 
Bundesland, making AI upskilling one of the most powerful levers for regional 
economic upgrading.

Tyrol +48%

Salzburg +37%

Carinthia +35%

Upper Austria +34%

Styria +34%

Vienna +28%

Vorarlberg +26%

Lower Austria +24%

Burgenland +1%

Source: Revelio Labs via WRDS · median imputed salary · AI vs non-AI by Bundesland

KEY FINDINGS

• The AI salary premium ranges from 24 % to 48 % across the eight non-outlier Bundesländer 
(Burgenland sits at +1 % on a small AI sample skewed to low-paying tourism / retail roles) — this is not 
a Vienna-specific effect but a structural premium that applies broadly, making AI skills the single most 
valuable career upgrade regardless of location.

• The premium is largest in Tyrol (48 %), Salzburg (37 %), and Carinthia (35 %), and lowest in Lower 
Austria (24 %) and Vorarlberg (26 %) — counter to a popular narrative, the capital (Vienna 28 %) does 
not pay the highest AI premium. Scarcity value pushes the premium higher in tourism- and Alpine-
economy regions where AI talent is rarer.

• The consistency of the premium across regions means that regional AI development benefits local 
workers directly through substantially higher wages, creating strong individual incentives for AI 
upskilling.

I M P L I C A T I O N

Frame regional AI development in terms of the salary premium: AI upskilling is the 

highest-return investment an individual worker or regional economy can make, with 

24–48 % wage gains regardless of geography.
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EXHIBIT 6.5

Multinational vs Domestic AI Intensity 
by Region
Multinationals play a disproportionate role in regional AI ecosystems. Foreign-
headquartered firms show 2–4× higher AI intensity than Austrian-headquartered 
firms across most regions, acting as anchor institutions that import global AI 
practices and talent.

0.5%

1%

1.5%

2%

2.5%

3%

3.5%

Vienna Upper Austria Styria Tyrol Salzburg Carinthia

Foreign MNC Austrian-HQ

Source: Revelio Labs via WRDS · AI share of employment by Bundesland · MNC vs domestic firms

KEY FINDINGS

• AI intensity is broadly comparable between domestic Austrian-HQ firms and foreign-HQ multinationals 
— the long-published 2–4× MNC premium does not hold up under the v5+ panel. The ratio sits near 1× 
in Vienna, Upper Austria and Styria, with a domestic premium in Salzburg and Burgenland and a 
marginal MNC premium in Vorarlberg and Carinthia (small-sample). Foreign-HQ employers are not the 
systematic AI-intensity advantage they were assumed to be.

• In secondary regions, multinationals often account for a disproportionate share of the local AI 
ecosystem — a single MNC R&D centre can be the anchor institution around which a regional AI cluster 
forms.

• The gap between MNC and domestic AI intensity represents both a spillover opportunity (knowledge 
transfer from MNCs to local firms) and a concentration risk (dependency on a handful of foreign 
employers).
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I M P L I C A T I O N

Use multinationals as regional AI anchor institutions. Incentivise supplier 

upgrading, joint training programs, and talent rotation between MNCs and local 

firms to convert MNC AI intensity into broader ecosystem capability.
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EXHIBIT 6.6

Tier Composition by Bundesland
Tier composition varies significantly across Bundesländer, reflecting local 
industrial specialisation. Upper Austria and Styria show higher Build shares than 
Vienna, driven by their manufacturing and engineering orientation. Vienna keeps 
a balanced profile with comparatively more Adjacent roles, reflecting its 
concentration of consulting, financial services, and tech headquarters.

25%

50%

75%

100%

Vienna Upper Austria Styria Tyrol Salzburg

Build Enable Integrate Adjacent

Source: Revelio Labs via WRDS · tier composition by Bundesland · 2025

KEY FINDINGS

• Styria leads on Build (17 %) and Upper Austria follows (13 %), versus Vienna's 11 % — industrial R&D 
centres demand deep technical Build roles for manufacturing and engineering AI applications.

• Aggregate Core+Enable+Integrate share reaches 80 % in Upper Austria and Styria, versus 74 % in 
Vienna — meaning the technical core is denser outside the capital, even though absolute headcount 
remains highest in Vienna.

• This complementary specialisation is an asset: a national AI ecosystem benefits from having both 
application-focused (Vienna) and capability-focused (Graz, Linz) poles.

I M P L I C A T I O N

Support secondary hub development through university-industry partnerships and 

regional AI competence centres. Leverage existing industrial strengths — 

automotive in Styria, manufacturing in Upper Austria — as AI application domains.
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M E T H O D O L O G Y   ·   B A C K  M A T T E R

How this report
was built.

Dataset, prior use in the published AI-workforce literature, the Austrian sample, the 

five-step role taxonomy with Fleiss’ κ = 0.84 inter-rater reliability, and the broader 

research programme behind the measurement standards used here.

A  ·  DATASET

Data spine: Revelio Labs Workforce 

Intelligence

The data spine of this report is Revelio Labs Workforce Intelligence, an individual-level workforce panel 

that standardises public professional records (LinkedIn, XING and equivalent networks) into a globally com

parable position-history schema. The data are accessed under academic licence via Wharton Research 

Data Services (WRDS) at WU Vienna.

Each position record carries a standardised occupational classification drawn from Revelio’s v3 role universe 

of approximately 17,000 fine-grained categories, plus a machine-imputed annual salary in EUR (ECB 

annual averages), machine-predicted binary gender, education, seniority on a 1–7 scale, and a resolved 

corporate parent linking each position to a firm. The panel is observed at quarterly frequency from 2018 

onward and is constructed at the unique-worker level, supporting both cross-sectional snapshots and within-

worker longitudinal analysis.

DATA USE

All analyses report aggregates only; no individual-level records appear in this publication. Personal data are 

processed under WRDS academic licence terms at WU Vienna.
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B  ·  USE IN PUBLISHED LITERATURE

Prior use in the published AI-workforce 

literature

Individual-level workforce panels of this type have become a standard empirical data source in the published 

AI-workforce literature. Babina, Fedyk, He and Hodson (2024, Journal of Financial Economics) use Revelio 

to identify firm-level AI investment among S&P 500 firms; Tambe (2025, Management Science) studies AI 

reskilling on similar individual-level data; Marchetti and Puranam (2026, Strategic Management Journal) 

use it to study firm cultures; and Cheng (2025, Information Systems Research) leverages a parallel platform-

data spine to study AI labour shocks.

Earlier waves of the AI-skills literature establish the underlying empirical strategy: Alekseeva et al. (2021, 

Labour Economics) and Acemoglu et al. (2022, Journal of Labor Economics) document the AI wage 

premium and labour-demand effects of AI exposure.

The Revelio data have been validated independently against external benchmarks. Cai et al. (2024, Review 

of Accounting Studies) show that Revelio’s firm-level aggregates correlate strongly with hand-collected SEC 

disclosures, and Liang et al. (2025, Journal of Business Finance & Accounting) demonstrate close tracking 

of official labour statistics. The occupational exposure measures used in the brain-drain and complemen

tarity chapters anchor on Eloundou et al. (2024, Science) and Felten et al. (2023, Strategic Management 

Journal).

C  ·  THE AUSTRIAN SAMPLE

Sample, segment, and coverage

The Austrian sample drawn from this panel comprises 2.86 million position records covering 1.23 million 

unique workers across 188,265 firms over the 2018–2025 period. The primary segment is austria_located, 

defined as every position physically located in Austria and conceptually comparable to Eurostat’s place-of-

work employment definition. Brain-drain and diaspora analyses use the total segment of all Austrian-trained 

workers, regardless of current location. Cross-country benchmarks are constructed from direct WRDS 

aggregate queries covering 38 European peer economies.

Coverage: Revelio’s Austrian coverage is approximately 22.5 percent of Eurostat official employment, 

reflecting LinkedIn and XING penetration in the DACH region. Within-country trends are robust; absolute 

cross-country headcount comparisons should be read with this coverage caveat. Time period: 2018–2025, 

with 2025 figures preliminary owing to Revelio’s profile-backfill lag.

Salary metric: median machine-imputed annual EUR salary (ECB annual averages); aggregate medians 

align with published Austrian salary surveys, but individual-level salary uncertainty remains high. Gender 

classification: machine-predicted by Revelio at ~95% aggregate accuracy; binary; all figures are machine 
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classifications, not self-reported identities. Brain drain is defined empirically as the next observed position 

being located outside Austria, not as permanent emigration.

THREE SLICES OF THE MAY 2026 REFRESH

Three views of the same Revelio Labs refresh, each shaped to its question.

1. The Austrian workforce panel — Chapters 1, 2, 5, 6. Every position physically located in Austria, 2018–

2025. country = 'Austria'. 2.86M positions · 1.23M unique workers · 188,265 firms · ~22.5% Eurostat 

coverage.

2. The AI career trajectory panel — Chapter 3 (Brain Drain). Every Austrian-trained AI worker’s full career 

path. 19,037 AI users · 131,947 positions across 80+ destination countries.

3. The cross-country benchmark — Chapter 4 (Benchmarking). Direct WRDS aggregate queries. 38 countries 

× 8 years × 4 tiers.
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D  ·  MEASURING AI WORKERS

A five-step construction pipeline

We identify AI workers by mapping each position’s v3 occupational code into a three-tier role taxonomy: 

Build, Enable, and Integrate. The taxonomy is constructed through a five-step pipeline applied identically 

to the Austrian sample as in the authors’ broader research programme:

STEP 

01
Revelio v3 base taxonomy

Start from Revelio’s standardised occupational classification system: ~17,000 fine-grained role 

categories mapped consistently across firms and over time.

17,000 → candidate set

STEP 

02
Skill- and keyword-based filtering

Identify the candidate universe of AI-related roles using a combination of skill endorsements and 

title keywords drawn from prior AI-workforce research (Alekseeva et al. 2021; Acemoglu et al. 

2022; Babina et al. 2024).

STEP 

03
Ensemble coding

Combine rule-based classifiers with LLM-assisted coding to produce an initial tier assignment 

(Build / Enable / Integrate) for every candidate role.

STEP 

04
Independent expert validation

Two to three independent academic experts in AI and data science (external to the author team) 

manually review every role. Disagreements are resolved through discussion.

STEP 

05
Inter-rater reliability

Three-coder agreement on the resulting classification reaches Fleiss’ κ = 0.84, within the “near-

perfect agreement” range (Landis & Koch 1977).

Fleiss' κ = 0.84 · "near-perfect" (Landis & Koch 1977)

The three tiers

Build — 25 roles that create AI capability from first principles (AI Research Scientist, Machine Learning Engineer, Deep 

Learning Engineer, Generative AI Engineer).

Enable — 60 roles covering infrastructure, deployment, and governance that keep AI systems running at scale (MLOps 

Engineer, AI Solutions Architect, Cloud Platform Engineer, Data Governance Specialist, AI Quality Analyst).

Integrate — 257 roles that embed AI in products, decisions, and business processes (AI Product Manager, Data 

Scientist, AI Strategist, AI Designer, Analytics Lead).

“Core AI” covers the ~120 roles flagged include_in_core = 1 across Build / Enable / Integrate. “Full AI” adds the outer 

Adjacent ring (BI, domain analytics, decision support) for ~370 roles in total.
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CAVEATS

• Revelio is not a census — coverage varies across countries and over time.

• 2025 is preliminary; year-over-year comparisons involving 2025 should be read with Revelio’s collection lag in mind.

• Machine-predicted gender is binary — non-binary identities are not separately represented.

• Salary data are imputed medians; reliable at the cohort level, not for individual comparisons.

• Brain drain is defined as the next observed position being outside Austria; it is not a permanent emigration measure.
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E  ·  RESEARCH PROGRAMME

Part of an ongoing research programme

The dataset, construction pipeline, and role taxonomy applied here are not built for this report. They are the 

same instruments the authors use in an ongoing programme of research on AI workforce composition, firm 

value, and worker-level career adaptation under generative-AI exposure. The Austrian application requires 

no recoding of the role universe and no re-validation of the taxonomy: the five-step construction pipeline, 

the expert-validation protocol, and the inter-rater reliability evidence carry over directly.

This study therefore inherits the same measurement standards as the authors’ broader workforce-AI 

research and applies them to the Austrian labour market.
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