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Executive Summary

The Arvensis Battery Talent Report provides unique
insights into the opportunities and challenges in
the battery sector regarding its core talent groups.

It covers the sentiment of talent regarding the
importance of diversity, their qualifications and
compensation levels as well as the drivers and
motivations to remain or not remain with their
current employer.

It concentrates on the mid-career section, the most
sought-after talent pool in this vertical.

This is the executive summary providing the key highlights of the research
in terms of trends and opportunities. The full report can be obtained by
contacting Arvensis Partners.



Scope of Research

More than 200 battery professionals from around the world responded to 
the survey during September 2021. 

81% of respondents are employed in core battery technology companies. 
The remaining respondents were in full-time battery related education or 
adjacent markets. 

78% of respondents have been in battery related employment between 
one and ten years with 22% in battery employment for 10 years or more

Key Research Areas
The research focused on 4 key areas: 

1. Workplace satisfaction and employee engagement 

2. Diversity, Equality and Inclusion 

3. Employer branding 

4. Compensation 

The report also reveals  hidden interdependencies between each of these 
four topics. We have used the lens of talent attraction and talent retention 
to uncover more insights. These insights will enable employers to make 
informed decisions in these areas which could be used to mitigate staff 
shortage now and in the future. 



1: Workplace Satisfaction and Employee 
Engagement

The significant majority of the battery sector workforce are satisfied with 
their employers, with approximately half of respondents satisfied with 
their salary. 

The top reason to leave their current employer was cited as the culture of 
leadership. 

The most active group checking job boards and competitor career pages is 
the segment earning $100,000 to $150,000. 

The top reasons to be satisfied with their current employers were company 
culture and purpose of their specific roles. 

Overall, there is a significant appetite for ongoing training and education as 
well as willingness to relocate internationally for the right roles.

2: Diversity, Equality and Inclusion
The overall score for perceived diversity in the battery sector presents an
opportunity. Just under half of respondents have answered that their
organisation is more diverse or as diverse as their previous employer.

The large majority of respondents were highly qualified with Master’s
degree or PhDs in relevant fields, with a significant majority of women who
responded, falling into this category. It is noteworthy however, that female
respondents are underrepresented overall in the senior leadership ranks of
Director, VP or C-Level.

Proportionally, women held fewer leadership roles even though on
average they were qualified to a higher degree than their male
counterparts.

Diversity regarding ethnic origin was not assessed during the survey but
was found to be high, based on secondary research using publicly available
data and comparable to similar sectors.



3: Employer Branding

Around three quarters of all respondents answered that they check jobs
boards at least once per month with a large proportion checking weekly.
However, only a quarter took action in the last 12 months to apply for a
role and even fewer took part in interviews.

It leads us to the conclusion that, by and large, the employer branding in
these target companies fails to convert prospective candidates into
applicants. Given the relatively low importance of salary found amongst
battery professionals in this survey, and their high focus on purpose,
leadership style and company culture; there is an increased importance to
convey purpose and culture at the first touch point in any channel.

Further primary interviews were held to understand the relationship of the
disconnect between job board views and low application rates. These
interviews revealed that the primary purpose of this behaviour is to
benchmark their current positions and employers.

4: Compensation 
Nearly half of the respondents answered that their salaries including bonus
were below $100,000 despite the high level of academic education and
sector related qualifications. Notable also was the low percentage
receiving company contributed pension schemes whilst most receive
healthcare as the most common benefit.

Over half of respondents answered that they were very satisfied or
satisfied with their compensation.

The average satisfaction rating with salary and benefits was ranked 2.7 out
of 5.



Key Trends and Considerations

The battery sector is enjoying exponential growth whilst
relying on a relatively small and restricted talent pool
where the average age is young and tenure short.
However, the workforce is highly educated, deeply
engaged, self-directed and motivated.

This leads to a unique set of challenges and opportunities
for the battery sector:

1: Unlike in other sectors such as IT, banking and
consulting, pay is of lower importance to this talent pool.
This talent’s driving forces are purpose and cultural fit.

Clearly communicate your company’s purpose, mission
and business strategy as part of your employer branding.
This will help attract and retain highly sought-after talent.

2: Your target talent looks at your career pages but does
not submit their applications. They remain a passive
talent pool. This indicates several issues. Your employer
branding, talent acquisition strategy and your job
descriptions require attention in order to generate
results.

Review and revive your branding to reflect the true
purpose of your organisation. Review your talent
acquisition strategy to include proactive engagement
channels to motivate the passive and silent majority
within the total talent pool. Invest in stand-out career
pages to and job descriptions to convey your branding
and inspire your target talent pool to apply.

3: Ethnic diversity is high yet gender diversity is low. Highly
educated, talented women and men may view your
company as an unattractive employer if there is a lack of
women at board and leadership level.

Review your diversity strategy and proactively engage
female board members and leaders. Female board
representation and leaders are vital to give female talent
the confidence that your company is a workplace where
diversity and inclusion is taken seriously. Mandate your
hiring teams and recruitment partners to produce diverse
shortlists.

4: The battery sector enjoys a talent pool that is highly
mobile and willing to move. This is linked to the relative
young age and possibly again to the purpose-driven nature
of the talent.

Build a solid talent attraction strategy in other regions and
invest into a solid relocation program.

5: Continuing education and training are of real
importance to this talent pool.

If you need to differentiate your business and attract
better talent, you should consider offer further training as
part of the package and make a training partnership public.

For further information or to request the detailed research report please contact www.arvensis.org



Foreword

Introduction
The battery sector is at the core of global decarbonisation efforts. As an industry it
is innovating at fast pace, growing exponentially and facing the associated
challenges of funding, scaling production, securing raw materials and attracting
talent.

As the founders of Arvensis Partners (Arvensis) we are passionate about climate
technology and sustainability-led recruitment. Arvensis is a purpose-led
recruitment and executive search firm, supporting clients in core sustainability
markets such as battery, battery recycling, mining and energy. This stems from our
desire to be part of the change, to provide value to our clients and candidates
alike. This report evidences our commitment to enable clients and candidates
make better decisions about their talent strategies and career paths.

Clients have told us that they are unclear as to why critical technical roles
remained unfilled, why application rates are so low and why recruitment takes so
long.

Talent acquisition is one of the few areas in business that can be full of
ambiguities. It is a process that is often difficult to control unlike other critical
areas of commercial operations like procurement, materials supply and project
planning. Each of these can be designed, vendors engaged, orders made and
deliveries assured. Talent and the acquisition of it can often be fraught with
uncertainty.

We have responded to this challenge by running the first ever battery talent
survey to produce a quantitative, research-based report for HR leaders and hiring
managers.

With this research and report we will empower the readers with an understanding
of the key trends and drivers in this talent pool. This will enable the industry to
better recruit, retain and lead this rapidly expanding workforce.

The Battery Talent Report 2021 is based on robust and proprietary data sets and
reveals the state of the battery talent landscape. Crucially, it provides insight into
the sentiments of the most sought-after talent pool in this sector, the mid-career
technical professionals.

We are delighted to bring to market our first talent report and trust you find the
insights valuable.

Regards,

Julia Reichel Dermot O’Mahony
Founder Co-Founder



Scope of the Research

Data Collection: 
More than 200 battery professionals from around the world responded to a survey 
during September 2021. Additional secondary research using publicly available 
data sources such as company websites, career pages etc was conducted as well 
as additional qualitative research with a random target group of respondents. 

Battery professionals:
81% of respondents are employed in core battery technology companies. The 
remaining respondents were in full-time battery related education or adjacent 
markets.

Experience of respondents:
78% of respondents have been in battery related employment between 1 and 10 
years with 22% in battery employment for 10 years or more.



Workplace Satisfaction and employee 
engagement 
Q: Survey participants were asked questions on how satisfied they are with their
employer. They were asked to respond on a scale from the choices of completely
satisfied, quite satisfied, somewhat satisfied and ambivalent or dissatisfied.

83% of all respondents stated that they are satisfied, quite satisfied or completely
satisfied with their workplace.

17% of all respondents said that they were ambivalent or dissatisfied with their
workplace.

The overall satisfaction rating was 3.5 out 5 points

Q: Survey participants were asked why they chose a positive satisfaction rating.
They were asked to respond on sustainability focus of the business, compensation,
career path, job security, commuting time, leadership style, company culture and
purpose of their role.

When asked why they were satisfied with their current employer, the top 3
reasons cited are:

#1 they had purpose in their role (note: purpose of role, rather than purpose of
company)

#2 the company culture is positive

#3 that their career path is appealing to them

Q: Survey participants were asked why they chose a positive satisfaction rating.
They were asked to respond on sustainability focus of the business,
compensation, career path, job security, commuting time, leadership style,
company culture and purpose of their role.

When asked why they chose a negative satisfaction rating, the relevant group
cited the following top 3 reasons:

#1 poor company culture

#2 dissatisfaction with the leadership style that they work under

#3 dissatisfaction with their compensation



Workplace Satisfaction: Employee Engagement, 
Purpose and Culture

Q: Survey participants were asked how long they have worked at their current
organisation:

54% have worked for the current organisations for less than two years.

28% have worked for their employers for between 3-5 years.

5% have been with their employer for between 6-10 years.

2% have been with the current organisations for more than 10 years

Q: Survey participants were asked how important is further education in battery
technology to them? Participants were given the options of choosing from the
following answers a little, a moderate amount or a great deal.

60% of respondents stated that further education in battery technology meant a
lot or a great deal to them.

Of this segment those who stated that further education in battery technology
meant a great deal to them (32%) the majority are in the income range of $50,000-
$100,000 p.a.

54%
28%

5%
2%

Less than 2 years

3-5 years

6-10 years
10 years + 

Very Important

Not Important

60%

40%



Workplace Satisfaction: 
Key Conclusions
A high percentage of respondents are satisfied in their work. It
is interesting to note that for those who are satisfied, the
attributes that are ranked as being important to them are
related to leadership style, culture and the purpose of both
their role and that of the company.

For those who are dissatisfied, their experience of a poor
company culture is a number one sense of dissatisfaction. They
are experiencing the effect of poor company culture through
the leadership that they work under which is typically cited as
the number one reason for people to leave the companies that
they work for. Their dissatisfaction also manifests in their
dissatisfaction with their compensation.

What is quite unique about the results of the survey and which
is highly relevant to this new and emerging battery sector, is
that so many participants have worked for their company for
such a short period of time. Some 93% of all respondents have
worked at their current employer for less than five years. Few
other industries face the challenges of hiring and training so
many new employees in such a short period of time. The digital
and software sector may be the closest comparable centre.
That sector faces similar issues when start-ups emerge and
often have to scale rapidly. However, programming and coding
expertise is an already widely established discipline and is
mature from an engineering perspective. In the battery sector,
this is not the case as new and emerging battery chemistries
emerge, advances in manufacturing techniques are
continuously unfolding and the market into which products are
to be sold is evolving almost on a quarterly basis.

Workplace Satisfaction: 
Recommendations

Investigate your company's culture to diagnose what 
the current culture is and what hinders cohesion in 
your workforce. For example, you could conduct an 
anonymous survey to measure employees’ 
engagement, satisfaction with the compensation and 
gain their feedback on how to improve their work 
environment.

Respond by providing leadership training for your 
management and director level professionals to help 
them clearly communicate the purpose of the 
business to all levels of your organisation. The aim is 
to break down barriers between different levels of 
the business which, given the young age of the talent 
pool, is key for retention. 

Actively encourage the emergence and development 
of a psychologically safe work environment.

Encourage informal conversations between small 
groups of employees representing a cross-section of 
the organisational leadership and workforce.

Benchmark your compensation levels and benefits to 
understand if it is competitive. However, with a 
relatively low focus on salary in this cohort, ancillary 
benefits like training, flexible hours, parental leave 
and similar might be a quick, easy win. 

Consider offer further training as part of the package 
and make a training partnership public



Diversity, Equality and Inclusion 

Q: Survey participants were asked how diverse they think their department is

. They were asked to respond on a scale from extremely diverse with excellent,
innovative diversity initiatives across entire organisation, much more diverse, some
proactive diversity policies and initiatives, somewhat diverse, as diverse as I would
expect and have experienced previously.

44% of all respondents said that their workplace is either much more diverse or
extremely diverse when compared with their previous employer.

Of this segment:

80% of all respondents said their satisfaction level with their
employer is satisfactory, very satisfactory or extremely
satisfactory.

76% of all respondents said that their satisfaction regarding the
compensation was either satisfactory, very satisfied or extremely
satisfied.

39% had applied for a new job in the last 12 months.

66% of respondents are in this segment who stated their workplace is not or is
only moderately diverse.

Of this segment:

Only 14% stated that they were satisfied, very satisfied or
extremely satisfied with their compensation.

Only 32% were quite satisfied or completely satisfied with their
employer.

41% had applied for a new job in the last 12 months.

Less Diverse 

More diverse or 
extremely diverse 

66%
44%



Diversity, Equality and Inclusion 

Q: Survey participants were asked their gender.

18% of respondents answered that they were female, 82% answered they were
male.

Q: Survey participants were asked how diverse they perceived their workplace to
be.

When participants were asked to rank how diverse their
workplace is, those that nominated their workplaces as being
much more diverse or extremely diverse made up the largest
segment at 44%.

The split between men and women who cited that their
workplace was much more diverse or extremely diverse is 50%
of women versus 42% of men. We infer that women are more
aware of and sensitive to differing levels of diversity in the
spaces where they work.

32% stated that their workplace is as diverse as they previously
encountered in their previous employer.

23% cited that their workplace is either not diverse or is
moderately diverse.

Q: Survey participants were about their seniority and qualification.

Non-leadership positions are held by 50% of female respondents
compared with 32% of male participants.

Of this segment in non-leadership positions: 80% of female
participants have PhD's. 35% of male participants have PhD’s.

Leadership positions are held by 33% of female respondents
compared with 55% for male respondents.

Of this segment in leadership positions: 50% of women in
leadership roles have PhDs 31% for men in comparable
leadership positions.

‘Women battery
professionals make
up 18%.’ 50% of
women said they felt
their workplace were
diverse or very
diverse, compared to
42% of the men.’

’Even though 80% 
of female 
respondents had 
PhD, they only 
held 33% of the 
leadership 
positions.’

Female

Male

18%

82%



Diversity, Equality and 
Inclusion: 
Key Conclusions

Diversity and inclusion in the workplace itself are unlikely
to be a key driver for employee satisfaction. However, it is
likely that business and HR leaders who actively promote
diversity also promote other policies and practices which
lead to higher employee engagement, participation and
motivation.

With respect to diversity, the battery sector appears to
miss the opportunity to consciously build a diverse
workforce in gender terms. Given the low years of tenure
in a relatively young workforce with specific qualifications
where the female cohort is over-represented, it is
interesting to note that employers did not attract more
gender diverse talent from the battery sector or suitable,
aligned industries.

Women also appear to be under-promoted to senior
positions compared with their male colleagues. Given the
parity in educational status, true diversity is in question.
The recommendations overleaf focus on creating a more
suitable culture so that gender diversity can flourish even
in senior level to the organisation.

Diversity, Equality and 
Inclusion: 
Recommendations

Actively promote women from within your company into leadership
roles and / or actively recruit women from external companies into
leadership roles.

Encourage your hiring teams and recruitment partners to produce
diverse shortlists.

Identify and allocate male and female mentors for high performing
female employees to accelerate their development and promotion.

Offer parental leave for both male and female employees.

Offer greater flexibility in the choice of working from home
particularly to female employees as they are typically primary carers
within their home environment.



Employer Branding

Q: Survey participants were asked how often they check career pages or job
boards. Participants were given the options of choosing from the following
answers almost monthly, almost weekly and never in the last 12 months.

78% of all respondents are checking job boards at least once a month (25%
weekly/53% monthly).

Further Detail:

• Of this segment 66% are satisfied with their employer versus
34% who aren’t.

• Of this segment the reasons for wanting to move are ranked as
follows:

• #1 better company culture

• #2 a more purpose led company

• #3 better career path growth

• #4 reason is better pay. This is despite many stating that they are
happy with their pay (84%).

Q: Respondents were also asked how many jobs they had applied for?

54% had not applied at all

23% had applied to up to 3 jobs

6% had applied for more than 3 jobs

11% had taken part in an interview process

Q: Respondents were asked if they would consider an international relocation as
part of their job search:

85% said yes, they would

15% said no, they would not

6% 

11% 

54% 

Not applied at all 
Up to 3 
applications

3  applications +

Interviewed but 
rejected offer

Yes

NO

Weekly

Monthly  Less than 
monthly 

53%

25%

22%



Employer Branding

No definitive trend emerged to explain why so many
respondents are looking at career pages and job
boards, as the majority are satisfied with their
employer and with their pay.

Further primary interviews were held to understand
the relationship of the disconnect between job board
views and low application rates. These interviews
revealed that the primary purpose of this behaviour is
to benchmark their current positions and employers.

It follows that only a small percentage actually
followed through with applications or interviews.

This is a very positive trend for talent retention
however a negative for talent attraction and the
recommendations following take both objectives into
account.

Key Conclusions Recommendations
For leaders who are seeking to negate the effects
of this 'great resignation', that many analysts and
HR leaders predict for 2022, the insights gained
from respondents who are dissatisfied with their
employers are valuable to mitigate this risk.

Their experience of perceived poor company
culture and leadership are key drivers of their
sense of dissatisfaction. Of note is that many are
seeking out employers where sustainability and a
greater sense of purpose is evident within the
company culture. This is consistent with the
general mindset of highly scientific talent who
dedicate themselves to their subject their entire
careers, in this case decarbonisation and
electrification.

Clearly communicate your company’s purpose,
mission and business strategy as part of your
employer branding. This will help attract and retain
highly sought-after talent.

Review and revive your branding to reflect the true
purpose of your organisation. Review your talent
acquisition strategy to include proactive
engagement channels to motivate the passive and
silent majority within the total talent pool. Invest
into stand-out career pages to and job descriptions
to convey your branding and inspire your target
talent pool to apply.

If your key challenge is attraction, you could build a
talent attraction strategy in regions where talent is
dense to harvest talent from competitors. We
recommend that you also invest into a solid
relocation program to provide a positive
experience for your required talent from beginning.



Battery Sector Compensation and Benefits

$50,000 to $100,000 p.a.

Of the 61% in this segment, the following years of 
experience applies:

Relevant experience is found to be as follows:

0 - 5 years battery sector experience: 43% 
of all respondents

5 - 10 years battery sector experience: 15% 
of all respondents

10+ years battery sector experience: 3% of 
all respondents

$100,000 to $150,000 p.a.

Of the 18% in this segment, the following years of 
experience applies:

Relevant experience is found to be as follows:

0 - 5 years battery sector experience: 5% of 
all respondents

5 - 10 years battery sector experience: 7% of 
all respondents

10+ years battery sector experience: 6% of 
all respondents

$150,000 to $200,000 p.a.

Of the 6% in this segment, the following years of 
experience applies:

Relevant experience is found to be as follows:

0 - 5 years battery sector experience: 1% 
of all respondents

5 - 10 years battery sector experience: 2% 
of all respondents

10+ years battery sector experience: 3% 
of all respondents

$200,000 to $250,000+ p.a.

Of the 11% in this segment, the following years of 
experience applies:

Relevant experience is found to be as follows:

0 - 5 years battery sector experience: 3% 
of all respondents

5 - 10 years battery sector experience: 2% 
of all respondents

10+ years battery sector experience: 6% 
of all respondents

Benefits packages:

Over 70% receive private healthcare plans however only 45% receive pension plans and even fewer any further 
elements such as Life Insurance Plans, car allowance or relocation benefits. 

Salary levels & corresponding years of experience:



Battery Sector Compensation



Battery Sector Compensation

Seniority:

37% are at non-leadership levels within their organisations.

35% are at management level.

15% are directors.

3% at Vice President level.

10% are at C-suite level

37% 

15% 

10% 
3% 

Level of education:

12 % have bachelor degrees as the highest level of education.

45% have a master as the highest level of education.

38% have a doctorate as the highest level of education.

Participants rank highly in having educational qualifications which
are related to battery technologies with 58% citing that their
qualifications are related to the technologies that they work with.

Women account for almost double the number of PhD qualified
participants at 58% versus 34% for male participants.

Male participants have the highest number of graduates with
masters’ degrees at 47% versus 33% for women.

‘Women account
for almost double
the number of
PhDs compared to
their male
counterparts.’



Conclusion

Undoubtedly talent attraction and retention are key challenges for the
battery sector and require definite action by business leaders to address
their combine effects.

The employer market is split between large legacy firms and smaller, sleek,
purpose-driven start-ups. The former carry legacy DNA and need to
rebrand themselves to facilitate the change to carbon neutral offerings.
The latter have sustainability and carbon-neutrality at the core of their
values.

However, both constituents face the same challenge when it comes to
attracting and retaining the best technical talent. The mid-level talent pool
is relatively young, passionate, mobile, qualified in emerging subjects and
trained in emerging technologies. The leadership teams are typically
harvested from existing legacy firms who have invested in relevant
technology as early adopters.

Arvensis knows that in markets like the battery sector, subject matter
expertise, high technical academic qualifications and exceptional soft skills
are often a pre-requisite for mid and senior level staff to be successful.

This creates a limited talent pool with often only a handful of suitable
candidates in a particular country or region. This is the largest constraint to
filling critical technical roles.

Technical experts generally are focused on the success of their current
project given their complete dedication to the subject. They are highly
passive. This is the talent that is not applying for roles or even engaging in
any kind of search activity whilst satisfied with their current role and
project.

Employers find it exceptionally difficult to reach the passive talent pool,
proven by the high satisfaction rates and low application rates.

This means employers who have aggressive growth plans, need to become
creative in their talent acquisition and build a solid, multi-channel, KPI-
driven talent acquisition strategy to mitigate the relative cost of open
positions.

The data gathered and analysed over the last 12 months has allowed the
Arvensis team to create this report with the view to provide unique
insights for hiring managers, business leaders and HR leaders to make
informed talent acquisition and hiring decisions.

For further information please visit www.arvensis.org.

With our research
and report, we
aim to help
employers
understand the
challenges better
and to take
mitigating action
to ensure business
continuity and
commercial

success.

http://www.arvensis.org/

