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In my imagination, in 10 years we will be in a business world where gender diversity will no 
longer be an issue. Companies and public employers will consistently have 40-60 % male 
female representation across all management levels, and a broad gender mix will be the norm. 
In retrospect, I am sure that the current year 2022 will stand out as the breakthrough year for 
this development: Never before has the proportion of women in the management bodies of the 
Swiss economy increased more strongly, never before have so many vacant management posi-
tions, board of directors seats and top management positions been filled with women, never 
before has the awareness of the Swiss economy been higher with regard to diversity. The dams 
have been broken, the advance of women is unstoppable, and sustainable success cannot be 
averted. In everyday business life, I sense that the topic of gender diversity has largely arrived in 
the companies and in the minds of the board of directors and management. And the great com-
mitment of private and public employers is bearing fruit. Last year it seemed that the awareness 
phase would last about 10 years, but the current figures clearly show that we are already on the 
threshold of the acceptance phase, in which the issue of gender diversity will no longer be an 
issue. I assume that the current developments will act as a catalyst and that we will have reached 
the acceptance phase after only 5 years. Nevertheless, despite all the positive developments, it 
should not be forgotten that 54 % of the female members of the Executive Board do not have a 
Swiss passport. The potential of Swiss women is thus far from being exhausted. On the contrary, 
more than half of the vacant management positions are still filled by foreign women managers. 
Many countries – France, Norway, Sweden and the UK, to name just a few examples – are 
already much further ahead on this issue. There, it has been common for women for decades to 
continue working at a high level even with a family and to pursue a career. Switzerland is known 
to have a lot of catching up to do in this regard. There are still many employers who are only at 
the beginning of developing a family-friendly personnel policy and do not yet recognise its added 
value. The level of women’s return to work after maternity leave is still too rarely a goal of HR 
strategy and a measure of the success of managers. Employers with a good diversity culture have 
a clear advantage here, and it will quickly become apparent that they will have fewer difficulties 
in recruiting top talent.

For several years now, I have been following the fact that more and more companies are strength-
ening their management with IT, technology and digitalisation expertise with interest. In global 
competition, digitalisation, respectively the way companies deal with it, is increasingly becoming 
a key factor for business success. That is why more and more companies are bringing this com-
petence into their management. Just 8 years ago, only 10 % of companies employed a CIO, Head 
of Technology and/or Chief Digital Officer in their top management. Currently, 42 % do, and I am 
convinced that more companies will follow.

Admittedly, our schillingreport is a somewhat dry subject. That is why I am delighted every year 
that leaders from business and the public administration can be won to share their thoughts on 
current challenges with us and loosen up the demanding data section a little. I enjoyed reading 
this year’s interviews with a state secretary and six CEOs and hope that you will do the same.

Yours faithfully, Guido Schilling

Editorial
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Executive Summary
Breakthrough on all fronts in the generation project on the way to a balanced gender mix. The SMI companies point the way: In 
their management boards, the share of women climbs by 5 percentage points (+36 %) to 19 %, and on the supervisory board the 
threshold of 30 % is crossed – 3 years before the end of the transition period. Among the 100 largest employers in Switzerland, for 
the first time more companies (34 %) employ at least 2 women on their management boards than none (31 %). At the same time, the 
share of women on their management boards increases by 4 percentage points to 17 % (+31 %). Assuming the same development, 
the companies should reach the required threshold of 20 % by 2024 at the latest, 6 years before the end of the transition period. In 
the private sector, the share of women on the supervisory board rises to 26 % (+2 percentage points); here, too, the threshold of 
30 % will be reached as early as 2024. The public sector already has 23 % women in top executive positions.

The Management Boards of Switzerland’s Private and Public Sector
The 100 largest Swiss employers appointed a woman to 36 % of vacant executive board positions. This figure has never been higher, as last year it 
reached the previous high of 26 %. 69 % of companies employ at least one woman on the executive board. Considering that this figure was 41 % 
just 4 years ago, you can see what a big step companies have taken in this generation project in the past 48 months alone. Never before has it been 
so dynamic and the awareness of the supervisory and management boards regarding a balanced gender mix been as great as it is today. By the end 
of the transition periods – 2025 for supervisory boards and 2030 for management boards – companies will have exceeded the 30 % and 20 % levels 
respectively by far. We are facing the transition to the acceptance phase, in which a balanced gender mix will be the standard, earlier than expected.

Looking at the data in terms of diversity, the 17th edition of the schillingreport shows that – in addition to the very encouraging development in 
terms of gender mix – the proportion of foreigners on the executive boards rises slightly to 44 % (43 % in the previous year). It should be empha-
sized that this stagnation at a high level is supported by 50 % foreign executive board members among the newly appointed board members (40 % 
and 49 % in the previous years). The executive board members are from 30 countries besides Switzerland. Among the new female executive board 
members, the percentage of managers without a Swiss passport is 54 %, with 78 % of these being «nationals», i.e., women who were already 
employed in Switzerland or in a Swiss firm before being appointed to their current position.

SMI leads the Way and already achieves the required Gender Guidelines 
With 19 % female members on the executive boards and 30 % female members on the supervisory boards, the SMI confirms its pioneering role in 
gender diversity. The required thresholds can be considered achieved. On the supervisory boards, SMI companies are already working towards a 
target corridor of 40 to 60 % women. Remarkable: With 19 % women on the management boards, the SMI overtakes the German DAX – newly 
including 40 companies – with 18 % female executive board members. In the old composition with 30 companies, the percentage of women on 
the board is also 19  %. In the DAX supervisory boards, the share of women in the new composition climbs to 35 %, in the old composition to 37 %, 
while the SMI breaks through the 30 % mark in the supervisory boards. All 20 SMI companies employ women on their supervisory boards, only 4 
companies do not yet have a woman on the executive board, with one of them already having announced a new female executive to start in 2022.

Federal Administration with a Peak of 38 % Women in Top Executive Positions 
The share of women in the top senior positions of the public sector grows from 21 % to 23 %. This consistent growth was achieved by 39 % women 
among the newly appointed top executives – the highest figure to date. The driving force behind this development is the Federal Administration, 
which filled 50 % of all vacancies with women for the third time in a row and records a 38 % share of women in top executive positions (37 % in 
the previous year). Looking only at the cantons, they employ 22 % women in senior public official positions (21 % in the previous year), with 38 % 
women among the newly appointed. Walk the talk, you could say, the Federal Administration not only demands it, but exemplifies it.

More and More Companies with Technology/Digitalisation Expertise in the Executive Boards
Until 2014, only 10 % of the 100 largest employers had a technology/digitalisation position at executive management level. In 2018, this figure 
jumped to 28 % and has since steadily increased to the current 42 %. Women hold this role at 6 companies. Digitalisation is becoming a strategic 
dimension for many companies, which can be clearly documented with the strong increase of this function in the executive boards. Seamless 
digital processes, Industry 4.0, remote working and the connection to customers, partners and suppliers are key factors in global competition.

Increasingly older CEOs and CFOs
Over the past 10 years, the average age of CEOs and CFOs has risen steadily. Whereas until 2012 the age of CEOs was 52 and the new CEOs 
were 48, the current figures are 55 and 52, respectively. A similar development can be seen with CFOs. In 2012, they were 49 years old and the 
newly appointed 47 years old; currently the CFOs are 53 years old and the newly appointed 50 years old. At the same time, the average age of all 
executive board members has risen less sharply over the past 10 years, from 51 to 53. In the aftermath of the world financial and euro crises, did 
the supervisory boards increasingly rely on many years of proven professional experience when choosing a CEO or CFO or a new member of the 
executive board? Are experienced senior manager more suitable to deal with the increasing complexity of the economy? Are companies currently 
sufficiently diverse, in terms of age, to master the global challenges? What are the causes of this development?

1



6 schillingreport 2022  | Transparency at the Top – The Management Boards of Switzerland’s Private and Public Sectors © 2022, guido schilling ag

schillingreport 2022

Introduction
For 17 years now, guido schilling ag has collected data on the composition of the executive and supervisory boards of the 
100 largest Swiss companies. Four years ago, we began looking at the public sector, analysing the top management of all 26 
cantons and the federal administration. In addition, guido schilling ag makes a request every 2 years for the 250 largest Swiss 
companies to disclose their statistics on the gender diversity pipeline to determine the potential for women in upper and middle 
management. The schilling report seeks to create «Transparency at the Top», and this is why it is recognised as an independent 
source for in-depth analysis of Switzerland’s management positions.

The statistics on the executive and supervisory boards of Switzerland’s 100 largest employers were gathered by the guido 
schilling ag internal project team. Our own research, personal interviews and direct enquiries, even at companies that do not 
normally make their statistics public, are what make the results of the survey so meaningful. The data completeness rate is 
97 % for the executive boards and 99 % for the supervisory boards. The statistics on the public sector were also gathered by 
the internal project team, and verified by the majority of cantons, as well as the federal administration.

The 250 most important companies were surveyed directly for statistics on the gender diversity pipeline, since this data is 
not publicly available or researchable. The survey of the 100 largest companies and the public sector was completed on 31 
December 2021. Since the statistics on the gender diversity pipeline are only gathered once every two years, that survey was 
completed on 31 December 2020.

Statistics are also gathered on the subgroups of women, foreigners, SMI companies, as well as CEOs and supervisory board 
presidents, to examine trends and developments there.

This year, the schillingreport includes a series of interviews with CEOs, as well as a female representative of the public sector. 
In addition to the data gathered and analysed, these interviews offer interesting and diverse insights.

General Information about the Report
Since five years the survey of Switzerland’s largest employers additionally includes the public sector and the composition of its 
top management, as well as the gender diversity pipeline of the 250 largest Swiss companies. This expanded content included 
some important findings in the first year, and will also reveal exciting developments in the coming years. The internal project team 
used the broadest possible channels to conduct its research for the schillingreport, gathering additional data directly from the 
companies. Even companies that rarely disclose information have provided statistics that are unavailable to the general public. The 
consistency of the data continues to be solid in the report’s 17th year of publication.

Annex

For the schillingreport, an additional Annex has been prepared with comprehensive information on the results of the new surveys of the 
public sector and gender diversity pipelines. The Annex also contains additional information on the educational background of board mem-
bers, languages spoken in the public sector etc., not included in the report, therefore providing a broad overview of the survey samples. All 
of the statistics gathered from 2006 to 2016 for the traditional schillingreport, with an analysis of Switzerland’s 100 largest employers, are 
available in a separate Annex.

2
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3 General Information about the Report

The Samples

A list of all companies included in the survey is found at the end of the Report. For better orientation, several of the samples on the list are 
highlighted by an appropriate colour to distinguish between them.

Private Sector
Switzerland’s 100 Largest Employers

Public Sector
26 Cantons and the Federal Administration

Gender-Diversity-Pipeline
Survey of the 250 Largest Swiss Companies

Executive Boards Supervisory Boards Top Officials 
Federal Chancellor
Cantonal Chancellors
General Secretaries
Department Heads

Federal Councillors / 
Governement 
Councillors

Executive Boards
Senior Management
Middle Management
General Workforce

Supervisory Boards

The sample of the private economy, with the 100 largest Swiss employers, continues to be designated in the survey as the Private Sector, as 
it has been since 2006. The gender diversity pipeline sample, for which the 250 most important Swiss companies were surveyed, is titled 
Gender Diversity Pipeline. The 20 Swiss Market Index (SMI) companies were surveyed separately for both the private sector and the gender 
diversity pipeline. The public sector sample includes all 26 cantons, as well as the federal administration.  The survey of the 100 largest com-
panies and the public sector was completed on 31 December 2021. Since the statistics on the gender diversity pipeline are only gathered 
once every two years, that survey was completed on 31 December 2020.

Regarding the gender diversity pipeline, the situation at the two management levels below the executive board were also examined to 
determine whether there was any potential for the women there to move up to the next level. Senior management refers to the manage-
ment teams of the executive board members, and middle management refers to those who directly report to senior management. Thus, the 
survey provides an overview of the three top operational management levels of the companies. For comparison purposes, the corresponding 
statistics for the entire workforce are examined.

The size of the samples can vary from question to question. This is because the complete data from all individuals is not available for some 
survey questions. With few exceptions, all percentages are rounded off to whole numbers in accordance with accepted rules, since decimal 
places reflect an unrealistic precision.

The survey places special emphasis on new members joining the management boards during the survey period, since this is often the best 
way to identify new developments and trends.

The private sector sample includes both corporate groups as well as subsidiaries that meet the criteria for selection. This apparent duplication 
is necessary because some subsidiaries have a dominant position on the Swiss market. For example, the survey includes both the parent 
company, Zurich Insurance Group, and the Swiss subsidiary, Zurich Versicherungs-Gesellschaft AG. Another example of this in this report is 
UBS AG and Credit Suisse Group AG, with their subsidiaries, UBS Switzerland AG and Credit Suisse (Switzerland) AG. Subsidiaries, branches 
and corporate divisions were consistently omitted in the survey of the supervisory boards.

  Executive Boards/Top Managers/ 
 Gender-Diversity-Pipeline

Private Sector Public Sector Gender-Diversity-Pipeline

2022 2021 2022 2021 2022 2021

 Total companies/organisations surveyed 138 138 27 27 250

 Companies/organisations actually  
 included in the report

119 100 % 119 100 % 27 100 % 27 100 % 145 100 %

 Complete information available 115 97 % 115 97 % 20 74 % 20 74 % 132 91 %

The size of the private sector sample varies over the years due to mergers, takeovers and the structure of SMIs. A company may also undergo 
internal changes so that it no longer meets the criteria for inclusion in the schillingreport. For the private sector, the schilling report currently 
surveys 895 executive board members at 119 companies. For the public sector, 1030 top executives in 26 cantons and in the federal admin-
istration are included in the survey. Of the 249 companies approached for the gender diversity pipeline survey, 129 made their statistics 
available.
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 Supervisory Boards/Top Managers/ 
 Gender-Diversity-Pipeline

Private Sector Public Sector Gender-Diversity-Pipeline

2022 2021 2022 2021 2022 2021

 Total companies/organisations surveyed 99 99 27 27 250

 Companies/organisations actually included  
 in the report

92 100 % 92 100 % 27 100 % 27 100 % 145 100 %

 Complete information available 91 99 % 91 99 % 27 100 % 27 100 % 137 94 %

The sample of the supervisory boards in the private sector is smaller than that of the executive boards, since the supervisory boards of Swiss 
subsidiaries and corporate divisions were not included. Inclusion of these boards would distort the picture of the sample. The schillingreport 
currently surveys 837 supervisory board members at 92 companies. For the public sector, 160 federal/governing council members were sur-
veyed to determine the percentage of women. For the gender diversity pipeline, the supervisory boards of 129 companies were examined.

Breakdown of the Surveyed Companies by Industry

For the private sector, the 2022 schillingreport surveyed 119 companies from 11 different industries. The predominant industries were the man-
ufacturing sector (36), and retail/consumer goods (17). There are 25 companies from the financial services sector, i.e. insurance and banking.

For the gender diversity pipeline survey, 145 companies from 11 different industries were surveyed. The predominant industries in this survey 
were banking and manufacturing, with 33 from each being surveyed. There are 43 companies from the financial services sector, i.e. insurance 
and banking, in this survey.
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What trends do you see in how corporate leadership is evolving?
The trend of location-independent Work Smart has gained momentum with the pandemic, and 
management must adapt to it culturally and organisationally. In addition, the generational 
change will demand that employees be given even more meaningful goals. This also goes hand 
in hand with a stronger delegation of responsibility. This is the only way to keep up with the 
ever-faster innovation cycles.

Automation, digitalisation and the Workplace of the Future are shaping the way we 
work today. How are you addressing these trends?
We have been working for several years on the comprehensive automation of operational pro-
cesses and the digitalisation of planning processes as well as customer interfaces. In addition 
to technical feasibility, this challenges us particularly in the areas of culture, leadership and 
training. However, digitalisation in the area of new business models is still too little addressed – 
here we will also be strongly challenged by the market in the coming years. 

How do you ensure that technology/digitalisation does not remain an expert topic, but is anchored in the value creation of  
the company?
On the one hand, we work with so-called solution teams, in which the employees concerned from line and technology jointly develop the 
solutions and take responsibility up to the implementation. On the other hand, we also have to consistently free up resources to accompany 
the implementation. Our credo is: Only what reaches the railways and the customers can have an effect.

In the course of demographic development, more managers will soon retire than will succeed them. How do you deal with the 
impending staff shortage in your company?
We have to remain attractive as an employer for talent. We also have a structured management development process. In case of the man-
agers, a modern understanding of leadership is important to us: sense in the goals, responsibility in the implementation and dialogue at 
eye level.

What measures have you defined in your company to increase the proportion of women in management?
We have a share of women in the management of almost 60 %. We have therefore not defined any special measures. For me, it is not only 
gender that counts, but diversity in general. It also takes different backgrounds and different generations to find the best solutions for the 
further development of SBB Cargo.   

What should the economy, politics and society do to strengthen the compatibility of work and family in Switzerland?
The framework conditions in Switzerland and at SBB are already very good. Only in the taxation of married couples do we lag behind modern 
lifestyles.

What messages do you have for your top talents regarding their career planning? How do you convey these messages in every-
day life?
Leadership work must create meaning. Enjoying working with people is a central prerequisite. And conveying this only works by example.

We increasingly see that CEOs also hold external directorships. What do you think of this?
A certain outside perspective promotes new ideas, but I see an accumulation of offices as critical for serious work.

Désirée Baer

The business economist with a degree from the 
University of St. Gallen (HSG) has been CEO of SBB 
Cargo since 1 March 2020. From 2017, Désirée Baer 
was CEO of Securitrans Public Transport Security AG, 
the leading provider of security in public transport with 
just under 1000 employees. Before that, Baer spent 
seven years as a member of the Management Board of 
SBB Infrastructure, where she was in charge of various 
areas including production, logistics, fleet management, 
purchasing, sales and IT. Désirée Baer also has manage-
ment experience from management consulting and was 
the managing director of a start-up company.

 «A modern understanding of leader-
ship is important: Sense in the goals, 
responsibility in the implementation 
and dialogue at eye level»
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Management Boards of the Private and  
Public Sectors
The first section of the schillingreport concerns the composition of the executive and supervisory boards of the private sector, and 
that of the posts held by senior executives, as well as those on federal and cantonal government councils of the public sector.

Composition of the Boards

Executive Boards and Senior Managers

Composition of the EBs and Senior Management

Private Sector Public Sector

Overall Sample New Overall Sample New

Number of companies/organisations 119 27

Total members 895 100 % 139 100 % 1030 100 % 119 100 %

Number of women 148 17 % 50 36 % 236 23 % 46 39 %

Number of men 747 83 % 89 64 % 794 77 % 73 61 %

Number of Swiss members 498 56 % 71 51 %

Number of foreigners 397 44 % 68 49 %

Number of new members 139 16 % 119 11 %

Between 2006 and 2016, the proportion of women on executive boards rose from 4 % to 6 %, the proportion of women among newly elected 
executive board members being relatively low. In 2017 the percentage of female members on executive boards leapt from 6 % to 8 % in the private 
sector and dropped back to 7 % in 2018. In 2019 the proportion of women among the new members rose to 9 % with 18 % newly appointed female 
members. In 2021, the share of women on the executive boards in the private sector rose from 10 % to 13 %. This leap was achieved thanks to 26 % 
women among the newly appointed. Currently, 36 % of the vacant executive board seats are filled by women – the highest figure to date. For the 
first time, the share of women on the executive boards has risen by 4 percentage points to 17 %. The public sector achieves a proportion of women 
in top positions of 23 %. At 11 %, the fluctuation in the public sector is lower than in the private sector at 14 %, but the proportion of women among 
the newly appointed top executives is slightly higher at 39 % than in the private sector at 36 %. The public sector, for example, has seen a leap from 
21 % to 23 % female top executives.

The survey only examined the percentage of foreigners in the private sector, since senior public officials are almost exclusively Swiss citizens, and a 
survey of the percentage of foreigners has no relevance. In the private sector, the share of foreigners on executive boards stagnated at 44 %, with 
49 % of the new management board members in the survey year being foreigners. In other words, almost half of the newly appointed executive board 
members do not hold a Swiss passport.

Supervisory Boards and Federal/Governing Councils

Composition of the Supervisory Boards and Federal/Governing Councils

Private Sector Public Sector

Overall Sample New Overall Sample

Number of companies/organisations 92 27

Total members 837 100 % 84 100 % 156 100 %

Number of women 218 26 % 27 32 % 44 28 %

Number of men 619 74 % 57 68 % 112 72 %

Number of Swiss members 534 64 % 53 63 %

Number of foreigners 303 36 % 31 37 %

Number of new members 84 10 %

Of the supervisory board members in the private sector, 26 % are women (2021: 24 %). Among the newly appointed supervisory board members, 32 % 
are women. Almost every third vacant seat on the supervisory boards is filled by a woman. Among those serving on the political boards of the federal 
government and the cantons, 28 % (2021: 26 %) of all federal and governing council members are women, while 43 % (2021: 43 %) of those serving as 
councillors in the federal government alone are women.

The share of foreigners on supervisory boards of the private sector is 36 % (2021: 36 %), while 37 % of the newly elected supervisory board members do not 
hold a Swiss passport. This survey of foreigners was not conducted in the public sector because political officeholders are almost exclusively Swiss citizens.

4
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Areas of Responsibility of Senior Federal and Cantonal Officials, and of 
Executive Board Members

Areas of Responsibility of Top Federal and Cantonal Officials

Overall Sample Federal Chancellor/
Cantonal Chancellors

General Secretaries Department Heads

Existing 911 24 148 746

New 119 3 12 104

Total 1030 27 160 850

In addition to the overall sample, three different areas of responsibilities or function groups are identified at the top levels of the public sec-
tor. The 26 cantonal chancellors and the federal chancellor are examined separately, as are the general secretaries and department heads.

Areas of Responsibility of Executive Board Members 

Executive board members are divided into business and service functions in the survey. The business function includes all turnover-related 
positions at the company and/or all functions in the company’s core business, such as sales, marketing responsibilities, research and develop-
ment, and production. Service functions are all positions that play a supporting role at the company and have no direct impact on sales, such 
as human resources and communication.

Areas of Responsibility of EB Members Areas of Responsibility of New EB Members

Business Function Service Function Business Function Service Function

 Overall Sample 647 72 % 248 28 % 92 66 % 47 34 %

 Men 574 77 % 174 23 % 64 72 % 25 28 %

 Women 73 50 % 74 50 % 28 56 % 22 44 %

While 72 % of executive board members have a business function, the figure for new members is 66 %. Among women, 50 % have a business 
function, while the figure is 56 % for new female members. While the half of the women (50 %) manage a support unit, a more then three 
quarters (77 %) of the male executive board members work in the company’s core business, and just a quarter in managing service units.

Experience of the Board Members

When examining the experience of the board members in the private sector, two essential questions arise: What professional 
experience did the executive and supervisory board members have prior to being appointed to a board? And how long have they 
been at the company? In the public administration, on the other hand, the question of the permeability of the boundary between 
the public and private sector arises.

Private Sector

Executive Boards

Experience of the EB Members Overall Sample New

Size of the sample 882 100 % 139 100 %

Worked at the company beforehand 511 58 % 88 63 %

Sat on another EB beforehand 189 21 % 28 20 %

Worked at the company and sat on another EB 
beforehand

44 5 % - -

No prior experience at the company or on another EB 138 16 % 23 17 %

A total of 63 % of executive board members worked at the company prior to joining the board and were recruited internally. This indicates 
the importance of managing internal talent. Among executive board members, 26 % had sat on the board of another company prior to being 
appointed. By contrast, just 16 % had no relevant experience at the same company or on another executive board. This is due in part to the 
recruitment from large corporate groups of managers who had not held posts on the top management board of the company, but instead on 

4.2

4.3

4 Management Boards of the Private and Public Sectors
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a lower board at the divisional level of corporate management, for example. Among new members, 17 % had neither experience on another 
executive board nor were recruited internally. 63 % of the newly appointed managers were already working at the company when they were 
appointed to the executive board. The number of new managers with experience on another executive board was 20 %.

Average Experience of EB Members On the Current EB At the Company At the Company before 
joining the EB

Overall sample 5 years

Worked at the company beforehand 5 years 17 years 12 years

Worked at the company and sat on another EB beforehand 5 years 12 years 7 years

Sat on another EB beforehand 5 years

No prior experience at the company or on another EB 4 years

There were some particularly interesting findings in the analysis of the average experience of executive board members. An examination of 
the period during which an executive board member has been employed at a company reveals that managers promoted internally must work 
at the company longer (an average of 12 years) before they are appointed to the executive board than members with external experience 
at the same hierarchical level – even if only at an SME. The latter are appointed to the management board after an average of just 5 years.

Supervisory Boards

Background of the SB Members Overall Sample New

Worked at the company beforehand 127 15 % 8 100 %

Previously CEO at the company 18 14 % 3 37.5 %

Previously on the EB of the company 15 12 % - -

Previously EB member and CEO at the company 4 3 % - -

Previously neither EB member nor CEO at the company 90 71 % 5 62.5 %

A total of 837 supervisory board members were surveyed this year. Of these, 127 had already worked for the company before joining the 
board (15 %). Of the latter, 14 % were CEOs, 12 % were part of executive board, and another 3 % held both of these posts. Therefore, expe-
rience at the company is an important factor in being selected to serve on the supervisory board. However, an even more interesting statistic 
is that, before being appointed, 11 % of all 837 supervisory board members sat on the executive board of another company included in the 
schillingreport. 71 people in the sample are members of several supervisory boards, holding a total of 158 seats. In addition, 4 executive 
board members also sit on the supervisory board of another company included in the report.

Average Experience of SB Members On the Current SB At the Company At the Company before 
joining the SB

Overall sample 7 years

Worked at the company beforehand 9 years 22 years 13 years

The average supervisory board member has held the post for 7 years. With an average of 9 years, supervisory board members who worked 
in operations at the company beforehand have a little more seniority. They have been with the company an average of 22 years and were 
appointed to the supervisory board after an average of 13 years. The new supervisory board members were appointed to the strategic 
management board after an average of 14 years.
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Public Sector

In analysing the experience of the senior officials of the public administration, the issue of the permeability of the boundary bet-
ween the public and private sector comes to the forefront. It is also interesting to learn what career experience these individuals 
had prior to taking their current position, and how long they have been working for the cantonal/federal government overall.

Length of Service

Overall Sample Federal Chancellor/
Cantonal Chancellors

General Secretaries Department Heads

7 years 8 years 7 years 7 years

 Women 4 years 6 years 5 years 4 years

 Men 8 years 9 years 8 years 7 years

The average length of service of the individuals surveyed is 7 years. The male cantonal chancellors have served the longest, an average of 
9 years. The survey results show that women have served less time than men overall in those posts. The cantonal chancellors, both men and 
women, stand out here too. The length of service of male cantonal chancellors is on average 3 years longer than their female counterparts.

Experience

Overall Sample Length of Service in 
Current Position

Length of Service in the 
Canton

Years in the Canton 
before Current Position

Previously worked in same canton (continuously) 502 55 % 7 years 18 years 11 years

Did not previously work in same canton 384 42 % 7 years

Before assuming their current post, 55 % of the individuals surveyed worked continuously in the same canton or in the federal administrati-
on. Therefore, more than half of these senior officials were recruited internally. On average, these persons have been working in the federal/
cantonal administration for 18 years, achieved their current post in 11 years, and have been working in it for an average of 7 years. Those 
who had not previously worked in the same canton or in the federal administration have also been working an average of 7 years in their 
current post. Another 3 % were appointed to their position from outside, but had already worked in the same canton and or in the federal 
administration before.

Permeability

Overall Sample Federal Chancellor/
Cantonal Chancellors

General Secretaries Department Heads

Previously worked in the same canton 516 58 % 16 64 % 86 63 % 417 57 %

Previously worked in private sector 265 36 % 4 21 % 34 35 % 225 33 %

Previously worked in the public sector 367 50 % 12 63 % 47 48 % 367 53 %

Previously worked in the private and public sector 99 14 % 3 16 % 17 17 % 99 14 %

Overall, 58 % of the senior officials surveyed already worked for their current cantonal/federal employer prior to taking their current post: 
95 % of them have continuously worked there, while 5 % left the canton/federal administration and returned later. A total of 50 % of these 
individuals once worked in the private sector before taking their current position. 2021 it was a bit less with 47 %. In 2020, this figure was 
49 % and 2019 it was 48 %. The boundary between the private and the public sector increased from 32 % (2021) to current 36 %. A total 
of 64 % had previously worked for another public administration. And 14 % had previously worked in both the private as well as the public 
sector. This means that many public managers have accumulated extensive experience throughout their careers beyond the organisation they 
work for now, facilitating a broader view of the professional world.

Of the 119 people who were newly appointed to their posts in the survey period, 53 % were recruited internally (2021: 63 %). A total of 49 % 
of the new people previously worked in another public administration capacity, while 26 % had experience in the private sector, 13 % in both 
public administration and the private sector, with 25 % having begun their career with their current employer. In most cases, cantonal chan-
cellors are recruited from within the cantons/federal government. In this survey, 64 % of the cantonal chancellors were recruited internally 
for their posts. This figure is 63 % in the case of the general secretaries, and 57 % for department heads. Over half of the general secreta-
ries (52 %) have experience in the private sector, while 47 % of department heads, and a third, or 37 %, of the chancellery supervisors do.
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Age of the Board Members

A person’s age is often equated with their experience. This chapter details the average age of board members and the changes 
in average age over the years.

Private Sector

Executive Boards

 Average Age of the EB Members Overall Sample New

 Overall Sample 53 years 50 years

 Men 53 years 49 years

 Women 51 years 50 years

 Swiss members 53 years 50 years

 Foreigners 54 years 51 years

 SMI 54 years 51 years

Executive board members are on average 53 years old and new executive board members 50 years old. Both average ages have gone up in 
the past few years. The average age of the new members has increased by 4 years since 2008, at which time they were 46 years old. The 
increase in age also became apparent 3 years later in the overall sample: In 2011 the executive board members were 50 years old – 3 years 
younger than today. Female executive board members are now 51 years old, which makes them 2 years younger than their male colleagues 
(53 years). Swiss and foreign executive board members are and 54 years old, respectively. At 51, the new foreign executive board members 
are 1 year older than their Swiss counterparts (50 years).

Supervisory Boards

 Average Age of the EB Members Overall Sample New

 Overall Sample 59 years 55 years

 Men 61 years 57 years

 Women 56 years 55 years

 Swiss members 59 years 56 years

 Foreigners 60 years 57 years

 SMI 60 years 55 years

The age of supervisory board members has remained unchanged at 59 since 2011. They are 4 years older than the new board members 
(55 years). Female supervisory board members are 56 years old – 5 years younger than their male colleagues (61 years). The new female 
supervisory board members are 55 years old and the new male supervisory board members are 57 years old. The Swiss supervisory board 
members are 59 years old thus one year younger than the foreign supervisory board members with 60 years. Among the new supervisory 
board members, foreigners are on average 57 years old, 1 year older than the Swiss (56 years).

4.4

4 Management Boards of the Private and Public Sectors
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What trends do you see, how has corporate governance evolved?
Corporate management has become much more demanding due to the transition from 
shareholder to more complex stakeholder value management. Shareholders’ expectations 
are joined by those of customers, employees, society and the environment. In addition, there 
are new realities such as ESG, the correct and trustworthy handling of data, geopolitical 
uncertainty or the increasing demands on business continuity management due to increasing 
digitalisation. All this requires more holistic strategic clarity and an increased focus on cor-
porate culture, because uniting employees behind a clear purpose cannot be left to chance.

Automation, digitalisation and Workplace of the Future are shaping the way we work 
today. How are you responding to these trends?
We see these trends primarily as an opportunity. Today, our customers can expect freedom 
of choice. For simpler things, many prefer a digital self-service offer. At the same time, they 
expect personal advice and support in more complex life or risk situations. This is exactly what 
we want to offer them, which is why we as Zurich need the right future-oriented skills. That’s 
why we not only provide our employees with the appropriate training, but also involve them 
in a targeted way in shaping our working world of the future.

How do you ensure that technologization/digitalization does not remain an expert topic, but is anchored in the company’s value 
creation?
Technologisation and digitalisation have led to customers and business partners making new demands on us in terms of what, how, when 
and where. As a result, these skills are indispensable. Even if they are not my strategy, they are central to its implementation. The focus 
is on customer excellence, and this has two parts: on the one hand, our own attitude and, on the other hand, the support provided by 
technology and digital skills. Our entire IT project portfolio is aligned and calibrated accordingly.

In the course of demographic development, more managers will soon retire than will succeed them. How do you deal with the 
impending staff shortage in your company?
Just like “Workplace of the Future”, “Workforce of the Future” also enjoys a strong focus in our management. The aforementioned gov-
ernance challenges require investment in our talent of the future. This includes technical as well as management and leadership skills. On 
the one hand, we focus on the transfer of knowledge and have a variety of offers, such as the possibility of an arch career. On the other 
hand, we continuously invest in specific training and development programmes. Good examples of this are our Fit for Future leadership 
programmes for our top 100 managers or our #NextGen programme, which we also use to build up a balanced gender mix at an early 
stage, and other young professional entry opportunities, also in the ICT sector, for example.

What should business, politics and society do to strengthen the compatibility of work and family in Switzerland?
They should work together as well as possible to achieve a broad impact. At Zurich, work-life balance is not a “voluntary extra” for our 
employees. We make sure that we give our employees the flexibility they need to balance work and family life. Career opportunities, includ-
ing part-time positions, flexible and hybrid working, job sharing, sabbaticals and one of the most progressive parental leave models in 
Switzerland are key contributions to equal opportunities and prerequisites for ensuring that the most talented people in our country want 
to work for Zurich and can develop with us, regardless of their life situation.

What messages do you have for your top talents in terms of their career planning? How do you convey these messages in everyday life?
I personally spend a lot of time with our talents, be it in development programmes, in CEO dialogues or via coaching and mentoring 
activities. In my interactions with them, I require an active engagement with the individual profile. A solid career requires a focused invest-
ment in technical depth and in one’s own personality. Other key elements are business acumen, strategic understanding, networking and 
communication. Ambition alone is not enough. It takes planning, energy, bite, consistency, precision, flexibility and patience.

Juan Beer

Juan Beer has been CEO of Zurich Switzerland since 
February 2018. He joined Zurich in 1987 as an 
apprentice and since then has held local and global 
positions in the Zurich Group in underwriting, sales 
and relationship management as well as market and 
customer segment leadership. In his last role as Global 
Head of Group Reinsurance, he successfully realigned 
the Group’s reinsurance strategies, contributing to 
the sustainability of Zurich’s capital base and prof-
itability. Juan Beer holds a commerce and insurance 
degree from Zurich Business School and completed 
an Advanced Management Program at IESE Business 
School in 2013

 «We involve employees in a  
targeted way in shaping our 
working world of the future»
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Public Sector

Top Federal and Cantonal Officials

 Average Age of Top Federal and  
 Cantonal Officials

Overall Sample Federal Chancellor/
Cantonal Chancellors

General Secretaries Department Heads

Sample New Sample New Sample New Sample New

 Overall Sample 53 years 49 years 53 years 45 years 50 years 45 years 54 years 50 years

 Men 54 years 50 years 54 years 41 years 51 years 45 years 54 years 51 years

 Women 51 years 48 years 52 years 46 years 48 years 45.5 years 54 years 49 years

Senior public officials in federal and cantonal administration are on average 53 years old and the new senior officials 49 years. The average 
age of female senior officials is 51 years. The men are 3 years older (54 years). The new female senior officials are 48 and the new male 
senior officials are 50 years old.

The average age of federal chancellors and cantonal chancellors (male and female) has remained unchanged at 52 years since surveying 
began in 2016 until the year before last. Since last year a slight increase to 53 years was observed. Women are 52 years old and thus 2 years 
younger than their male colleagues (54 years).

The average age of general secretaries (male and female) remains unchanged to the previous year at 50 years. Since surveying began in 
2016, the average age has increased by 1 year. Women are 48 years old and thus 3 year s younger than their male colleagues (51 years).

The average age of department heads (male and female) rises slightly compared to the previous year (53 years) to 54 years. Since surveying 
began in 2016 the average age has increased by 2 years. Both women and men are 54 years old.

Length of Employment of Resigned Board Members

This chapter shows how long board members who resigned during the survey period had been employed. This observation offers 
fascinating insights into how women, men, Swiss and foreigners differ in the length of time they stay at their posts. 

Private Sector

Executive Boards

 Average Length of Employment of  
 Resigned EB Members

in EB in EB (not in the 
Company beforehand)

in EB (in the Company 
beforehande)

in the Company

 Overall Sample 133 46 88

 Sample 7 years 6 years 7 years 13 years

 Men 7 years 7 years 7 years 13 years

 Women 3 years 3 years 3 years 14 years

 Swiss members 7 years 7 years 8 years 13 years

 Foreigners 5 years 5 years 6 years 12 years

During the past year, 133 executive board members left their posts. They had been active board members for 7 years on average – same 
length as the previous year. The 17 female executive board members remained 3 years in office, the 116 men 7 years. Consequently, women 
stayed on executive boards for a shorter time than men. In the previous year, men had also been 7 years on executive boards and the women 
who resigned 4 years.

Female executive board members who had been internally recruited stayed 3 years in office. Externally recruited women stayed also 3 years on 
the board. The reverse is true for men: Men who were internally recruited stayed 7 years, externally recruited also 7 years.

The Swiss stayed 7 years on the executive board, foreigners only 5 years. As was seen in both prior years, the Swiss stayed longer on executive 
boards than foreigners.

4.5

4 Management Boards of the Private and Public Sectors | 4.4 Age of the Board Members
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Supervisory Boards

 Average Length of Employment of Resigned SB Members in SB Overall Sample

 Sample 9 years 87

 Men 10 years 74

 Women 7 years 13

 Swiss members 9 years 53

 Foreigners 9 years 34

Last year 87 supervisory board members left their posts. On average they stayed 9 years on the supervisory board – 1 year less than in the 
previous year. The 13 female supervisory board members remained for 7 years, but the 74 supervisory board members who left served for 
10 years (2019 both 11 years). Last year, the Swiss and the foreigners stayed on the supervisory board for 9 years. As was seen in both prior 
years, the Swiss stayed longer on the supervisory board than foreigners.

 

Public Sector

Top Federal and Cantonal Officials

 Average Length of Employment of Top Federal 
 and Cantonal Officials

Overall Sample Federal Chancellor/
Cantonal Chancellors

General Secretaries Department Heads

 Sample 8 years 11 years 11 years 9 years

 Men 8 years 24 years 11 years 9 years

 Women 5 years 4.5 years - 7 years

Last year 102 senior officials in federal and cantonal administration left their post. Data is available on the appointment date for 79 senior 
officials. On average senior officials stayed 8 years in office – same length as last year. Men stayed in their post for 8 years, women 5 years. 
Across all groups, men stayed in office longer than women. For cantonal chancellors, no resignations were recorded. The 10 general secre-
taries stayed 11 years in office. The 61 department heads stayed 9 years on average in office – men 9 years, the women 7 years.

4 Management Boards of the Private and Public Sectors | 4.5 Length of Employment of Resigned Board Members
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Gender Diversity of the Private and Public Sectors
This chapter focuses on the percentages of women in the examined samples of the private and public sectors as well as the gender 
diversity pipeline of the participating companies. The gender diversity pipeline sample, in which the 250 most important Swiss 
companies were surveyed, is different from that of the 100 largest Swiss employers surveyed since 2006. For this report, the figures 
from 2021 were used. For this year’s report, no new figures are available, the figures from 2021 apply. This chapter therefore only 
gives a brief overview this year.

Overview of the Percentage of Women
Level Gender-Diversity-Pipeline Public Sector

SB Presidency 7 %

Supervisory Boards/Government and Federal Council 20 % 25 %

CEO 6 %

Executive Boards/Senior Public Officials 13 % 21 %

Senior Management 18 % 29 %

Middle Management 25 % 29 %

Total workforce 36 % 45 %

For the 145 companies surveyed, the percentage of women on the supervisory board is 20 %, 1 percentage point higher than the figure for 
the last survey in 2019. Supervisory board president positions amount to 7 % (2019: 3 %). While 36 % of the total workforce is made up of 
women, 25 % work in middle management and 18 % in top management. A clear and continuous decline in the proportion of women can 
be observed from one hierarchical level to the next. At the executive board level, this percentage has again fallen sharply; in the companies 
surveyed, women account for 13 %. At each of these levels, the proportion of women has increased between 1 and 3 percentage points 
each since 2019. 6 % of CEOs are women. In the public sector sample, 16 cantons and the Swiss Federation evaluated their percentages of 
women at the levels below senior public officials, and the picture is similar to that of the 145 private sector companies, although with higher 
values. All 26 cantons and the federal administration were evaluated for the senior public officials. In the included cantons, almost half of 
the workforce consists of women with 45 % (2019: 47 %), 29 % at middle management level (2019: 28 %) and 29 % at senior management 
level (2019: 22 %).

Gender-Diversity-Pipeline Private Sector Gender-Diversity-Pipeline Public Sector

The figures above can be easily displayed as a pipeline by means of these graphs, which clearly shows that the percentages of women are 
significantly higher in the lower levels than at management level. The pyramid shape is characteristic of many participating companies and 
their industry values, with large differences in the proportion of women within the industries.
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What trends do you see in how management is evolving?
Among other things, more flexibility, i.e. more context-sensitive leadership. Very fast-moving and 
innovative divisions need to be managed differently than stable, highly structured functions. Then 
the further accentuation of the balancing act between more degrees of freedom and more agile 
self-organisation on the one hand and the need for clear strategic priorities and directions in a 
more volatile world on the other. Finally, the proactive and authentic integration of ESG issues, 
but without drifting into virtue signalling without substance or meaning.

Automation, digitalisation and the Workplace of the Future are shaping the way we work 
today. How are you addressing these trends?
We have corresponding activities being implemented in all areas at Axpo, which we have accel-
erated with the creation of new corresponding management functions. We have also increased 
investments in the relevant areas. On the topic of the workplace, we have observed a strongly 
accelerated development, not least due to the pandemic, e.g. in the use of digital technologies or 
in the forms of work, which we are actively supporting and further accelerating.

How do you ensure that technology/digitalisation does not remain an expert topic, but is 
anchored in the value creation of the company?
Our model is based on allowing digitalisation to take place directly in the operational areas, but also to accelerate and catalyse it accordingly. For 
this purpose, there are (deliberately manageable) new central competence centres that primarily actively support the line, but also challenge it.

In the course of demographic development, more managers will soon retire than will succeed them. How do you deal with the impen-
ding staff shortage in your company?
The war for talent is one of the biggest challenges ahead, and it is not only limited to managers. To this end, we are not only building on the 
internal development of talent, but are also investing specifically in increased measures in employer branding. Thanks to our positioning around 
the expansion of renewable energies, we are confident that we will be able to attract outstanding people on an ongoing basis, also thanks to 
Axpo’s strong purpose.

What measures have you defined in your company to increase the proportion of women in management?
The energy industry was a male domain for a long time, but fortunately that is changing more and more. Last year we reorganised the Executive 
Board and were able to recruit a woman for the COO function. In addition, there is a whole series of measures that are being consistently 
addressed, including the fact that all management functions are also advertised on a part-time basis, special attention is being paid to diversity 
in internal talent development, and a bolder “hire for talent” approach is being supported for certain functions. However, the important principle 
is that performance and suitability for a position are not compromised in favour of diversity. This may lead to longer searches, but not to poorer 
performance, which would be a disservice to the diversity effort.

What should business, politics and society do to strengthen the compatibility of work and family in Switzerland?
Measures such as the widespread availability of crèche places, day schools and more flexible working models have proven their worth, whereby 
these offers should be provided by private actors as far as possible and only receive state financial support where necessary (means-testing).

What messages do you have for your top talents regarding their career planning? How do you convey these messages in everyday life?
Don’t plan. Things always turn out differently than you think, and too much planning obscures the view of unexpected opportunities.

We increasingly see that CEOs also hold external directorships. How do you assess this?
Within a manageable time frame, clearly positive, provided of course there are no conflicts of interest. Through exchange and constant learning, 
ideally from other industries, all parties involved, including the “sending company”, can benefit.

Christoph Brand

Christoph Brand has been Chief Executive Officer (CEO) of 
the Axpo Group since 1 May 2020 and holds a degree in 
economics from the University of Bern. He also completed 
the Advanced Management Programme at INSEAD. From 
2012 to 2020, he held various positions at TX Group (for-
merly Tamedia), most recently as CEO of TX Markets, which 
includes the companies Ricardo, Tutti, Jobs and Homegate. 
Previously, he was CEO of the software company Adcubum, 
CEO of the telecom company Sunrise, CEO at Bluewin and 
held leading positions at Swisscom, most recently as Chief 
Strategy Officer and member of the Group Executive Board. 
Christoph Brand is a member of the following boards of 
directors: CKW AG (Chairman), Scout24 AG. He is also a 
member of the Board of gfm Schweizerische Gesellschaft 
für Marketing.

 «Too much career planning obscures 
the view of unexpected  
opportunities»
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Nationalities in the Private Sector
The internationalisation of companies also brings changes to their management boards. It is not just the best managers in 
Switzerland who are in demand today but the best international managers. A clear sign of this is that English is increasingly becom-
ing the corporate language. This trend merits special consideration. A survey of nationalities in the public sector was not conducted, 
since the public sector employs almost exclusively Swiss citizens, and a survey of the percentage of foreigners is of no relevance.

Executive Boards

Overview of Foreign EB Members

Overview Overall Sample New

Number of companies 119

Total EB members 895 100 % 139 100 %

Number of foreigners 397 44 % 69 50 %

Number of foreigners 397 100 % 69 100 %

Number of women 79 20 % 27 39 %

Number of men 318 80 % 42 61 %

Number of CEOs 119 100 % 11 100 %

Number of foreigners 45 38 % 7 64 %

Number of SMI EB members 183 100 % 29 100 %

Number of foreigners 135 74 % 23 79 %

The proportion of foreigners on executive boards rose continuously by 9 percentage points from 2006 to 2011, from 36 % to 45 %. Since then, 
it appears to have settled at this level and currently stands at 44 %. While foreigners accounted for 60 % of the newly appointed members in 
2016 and 64 % in 2017, the figure was only 38 % in 2018 and 54 % again in 2019. Last year, the share of foreigners among new members 
was 40 %; currently, this number is 50 %. The number of new foreigners on executive boards is slightly lower than the number who have left, 
which explains the lower percentage of foreigners in the overall sample.

After stagnating at 63 % between 2016 and 2018, the proportion of foreigners on the management boards of SMI companies rose to 65 % 
in 2019 and to 67 % in 2020. Currently the figure stands at 74 % again. This share is therefore well above the overall sample, which is 44 %, 
representing a difference of 30 percentage points.

The number of foreigners among the CEOs increased by 4 percentage points and is now 38 % (2021: 34 %). Among the foreigners in the 
overall sample, the percentage of women, at 20 %, is more than the share in the overall average (17 %). Among the new foreign CEOs, 39 % 
are women, which is also slightly higher as in the overall sample (36 %). In 2021, this figure was less with 27 %.

There are no Swiss members on 14 of the executive boards examined in the report (12 %), while all of the executive board members at 22 
of the 119 companies surveyed (19 %) are Swiss. Last year, this figure was higher, by 23 %. Both of these figures are low, which means that 
the companies have mixed management boards in terms of nationality.

6

6.1
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Nationality of Foreign EB Members

Most of the foreign executive board members continue to be from Germany (112 of 397, or 28 %). The 94 Anglo-Saxons (U.S., GB, AUS, CAN, 
IRL) represent a total of 25 % (2021: 24 %). Germans and Anglo-Saxons also represent the majority of the 69 new executive board members. 
The 16 German members account for 23 %, representing an increase from last year (2021: 17 %). In contrast, the 19 Anglo-Saxons now  
represent 28 % (2021: 25 %).

Supervisory Boards

Overview of Foreign SB Members

Overview Overall Sample New

Number of companies 92

Total SB members 837 100 % 84 100 %

Number of foreigners 303 36 % 35 42 %

Number of foreigners 303 100 % 35 100 %

Number of women 96 32 % 15 43 %

Number of men 207 68 % 20 57 %

Number of SB presidents 92 100 % 5 100 %

Number of foreigners 20 22 % 2 40 %

Number of SMI SB presidents 215 100 % 19 100 %

Number of foreigners 132 61 % 11 58 %

At 36 %, the proportion of foreigners on the supervisory board is equal as the previous year and 8 percentage points lower than on the 
executive boards (44 %). At 22 %, the number of foreign supervisory board presidents is 1 percentage point higher than the previous year. 
The number of foreign CEOs increased from 34 % to 38 %. The proportion of women among the foreigners is 32 %, somewhat higher than 
the 26 % in the overall sample, and it has continuously increased since the survey began. Among new foreign members, women represent 
43 %, significantly higher than the 32 % of the overall sample. The 61 % of foreign supervisory board members at SMI companies is 25 points 
higher than that of all foreign supervisory board members (36 %).

At 3 of the companies surveyed (4 %), there are no Swiss supervisory board members, while all of the supervisory board members at 21 of 
the 92 companies surveyed (23 %) are Swiss.
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Nationality of Foreign SB Members

The 76 Germans are also the largest group among the 303 foreign supervisory board members, representing 25 %. The U.S. is the second 
largest group with 17 % (50 people), followed by Great Britain with 9 % (27), and Austrian with 5 % (16). There are a total of 94 Anglo-
Saxons (U.S., GB, CAN, AUS, IRL) representing 29 %. Among those from German-speaking countries, Germany, Austria and Liechtenstein 
make up a total of 31 % of foreign supervisory board members (93 people), which is 2 percentage point more than the Anglo-Saxons. While 
there are more than twice as many Germans on executive boards as U.S. citizens, the situation is different on supervisory boards: Although 
there are also more Germans on supervisory boards, they represent only about 8 percentage point more than the Americans.

This year there are 35 new foreign supervisory board members, reflecting an interesting trend with respect to previous years. In 2018, the 
Germans represented the largest group by far with 31 %, followed by the U.S. with 18 % and the British with 8 %. Overall, Anglo-Saxons 
(U.S., GB, CAN, IRL) represented 31 % (12) of the new supervisory board members, while Germans and Austrians represented a total of 
33 % (13 members). In 2019, members from the U.S. represented 18 % (9) of the new supervisory board members, followed by the Germans, 
who represented 14 % (7), and ahead of the British, who represented 10 % (5). Altogether, the Anglo-Saxon countries represented 36 % of 
the new supervisory board members. In 2020, Germans were again second with 3 new supervisory board members (10 %) behind the U.S. 
with 12 (39 %), but in front of the Anglo-Saxons (British and Canadian), the Netherlands and Spain with 2 seats (6 %) each. Again Germans 
represent the largest group with 20 % (7) ahead of the U.S. Americans with 14 % (5) and the Great Britain. The Anglo-Saxon countries 
(U.S., GB, CAN, IRL) foreign supervisory board members with 26 % (9) than Germans and Austrians together, with 24 %.
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What trends do you see in how leadership is changing in the public sector?
One focus is on coaching employees. Work processes and objectives must be defined in a 
more participatory manner and employees must be equipped with the appropriate compe-
tencies so that they can carry out their tasks independently and in a goal-oriented manner. 
Achieving this interaction in the interplay of physical, hybrid and digital forms of work is a 
challenge for all managers.

Automation, digitalisation and the Workplace of the Future are shaping the way we 
work today. How do you counter these trends?
Many tasks can be done independently of time and place. Previous elements are, for example, 
the expansion of home office, annual working hours or the promotion of part-time work. In 
addition, a comprehensive digitalisation strategy is currently being discussed, the implemen-
tation of which will also take into account new forms of work and cultural elements. 

What areas do you see where the public administration could become leaner, more 
effective and more productive?
Efficient and effective use of resources is a permanent task. At the same time, the needs of our residents are also a maxim. An exclusive 
focus on digitalisation would fall short. It is true that various processes and services must be made more efficient digitally. However, direct 
contact with the population is and remains important. In many cases, a “both/and” approach applies, otherwise various groups would be 
excluded from the services of the administration.

The Confederation is the pioneer in terms of gender diversity in top management. How has this changed in your canton? Are 
there guidelines or measures to increase the proportion of women in top management?
Balanced representation of both genders is a high priority in the canton of Basel-Landschaft. The government council has set itself correspond- 
ing goals in its long-term planning. With the Future Strategy for Gender Equality 2021–2024, the directorates, supported by Gleichstellung BL, 
are implementing various measures. This is showing encouraging results: in 2020, 50 per cent of new entries into management were women.

What should the economy, politics and society do to strengthen the compatibility of work and family in Switzerland?
First and foremost, the compatibility of work and family must be further strengthened, whether this concerns childcare options or the 
further development of day structures that supplement schooling. The increased use of home office and flexible working hours also makes 
an important contribution. Current obstacles such as reservations about job sharing or fiscal disadvantages must be dismantled. 

When you fill positions in top management (Secretary General, Head of Office), what are the most important personal criteria for you?
In addition to professional competencies and management skills, soft factors are very important. A leader must have empathy and interest 
for the task, but especially for the staff. If the latter is missing, no matter how much competence there is, it cannot be compensated for.

In your view, is it an advantage if leaders in administration have experience from the private sector?
I don’t particularly like this categorisation into administration and private sector. Either way, an ideal team needs to have different back-
grounds, skills and perspectives to create sustainable solutions. Experience from an entrepreneurial perspective is certainly an important 
input, but not the only one. Equally, the economic and social perspective is indispensable.  

In the course of demographic development, more managers will soon retire than will succeed them. How do you deal with the 
impending shortage of personnel in your canton?
We are currently developing various measures to further position the canton as a modern and attractive employer. The employment con-
ditions as well as succession planning and talent management are being reviewed. In the process, the canton can also score points with 
the sense of purpose: We work in the service of society. And the close interface with politics can – at least from my point of view – offer 
a further incentive.

Elisabeth Heer Dietrich

Elisabeth Heer Dietrich was elected Landschreiber by 
the Land Council of the Canton of Basel-Landschaft 
in 2018. In her function, she heads the State 
Chancellery and supports parliament, commissions 
and the government in their work. Prior to that, 
she worked for 8 years as Secretary General of 
the Security Directorate in the Canton of Zug. She 
gained international experience as Deputy Head 
of the Strategy Department and Head of the EU/
Schengen Division at the Federal Office of Police. She 
started her professional career in the private sector 
with PricewaterhouseCoopers and F. Hoffmann-La 
Roche AG.

 «In 2020, 50 % of new cadre  
entrants in the canton of  
Basel-Landschaft were women»
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Women

Overview

Executive Board Supervisory Board

Overall Sample New Overall Sample New

Total female members 148 100 % 50 100 % 218 100 % 31 100 %

Number of Swiss women 68 46 % 23 46 % 121 56 % 15 48 %

Number of foreign women 80 54 % 27 54 % 97 44 % 16 52 %

Total female CEOs/SB presidents 9 100 % 4 100 % 6 100 % - -

Number of Swiss women 6 67 % 2 50 % 5 83 % - -

Number of foreign women 3 33 % 2 50 % 1 17 % - -

Total female SMI members 36 100 % 13 100 % 63 100 % 8 100 %

Number of Swiss women 5 14 % 2 15 % 19 30 % 3 37.5 %

Number of foreign women 31 86 % 11 85 % 44 70 % 5 62.5 %

Total female SMI CEOs/SB presidents - - - - 1 100 % 1 100 %

Number of Swiss women - - - - 1 100 % 1 100 %

Number of foreign women - - - - - - - -

Among the female executive board members, there are again less Swiss nationals (46 %) than last year (2021: 48 %). At 56 %, there are also less 
Swiss women on supervisory boards than last year (2021: 58 %), although the figure has levelled off at 60 % over the last 5 years. The proportion 
of foreign women both on executive and supervisory boards has increased continuously over the entire survey period, which suggests that the self- 
image of women pursuing a career is higher abroad than in Switzerland. Socially, politically and corporately Switzerland has a lot of catching up to 
do in this area.

Nationality of Foreign Women on Executive Boards

The U.S. Americans represent the largest group of foreign women: 22 % (18) of all foreign women on executive boards hold an U.S. pass-
port (2021: 22 %). German women are the second largest group (16) at 20 % (2021: 21 %), followed by women from France (15) with 
18.5 % (2021 17 %), Great Britains and Italian (6) with each 7 %, Austria and Sweden each 3 (4 %), and Belgium and Denmark each 
2 (3 %). Among the 50 new members, there are 7 French and U.S. American women each (14 %), from Germany and Great Britain are 
each 3 (6 %). Among the 13 new female SMI executive board members 14 % hold a Swiss passport (2021: 20 %), the 11 foreign women 
are from USA (4), France and Great Britain (each 2), Germany, Italy and Sweden (each 1).
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Nationality of Foreign Women on Supervisory Boards

Among supervisory board members, 56 % are Swiss women. This figure was 58 % last year, and 60 % the year before. Among the 97 foreign 
women on supervisory boards, 37 % (36) are Anglo-Saxon, and more than half of them (22 % or 21 people) hold a U.S. passport. Among 
all women on the supervisory boards, 21 % (20) are German, 5 % (5) are French, while Canadian and Austrian women each represent 4 % 
(4) and Chinese, Swedish, Singaporean and South African 3 % with 3 female supervisory board members each. Another 4 countries are 
represented by each 2 female supervisory board members, or 2 % in each case and 10 countries 1 woman each (1 %). If SMI companies are 
excluded from the analysis, the proportion of Swiss women (102) among the 154 supervisory board members is 66 %. This is explained by 
the fact that 45 % (44) of all 97 of the foreign female supervisory board members work at SMI companies. Therefore, SMI-listed companies 
are the most internationalised with respect to female supervisory board members.
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A Look at Interesting Subgroups
This separate analysis of interesting subgroups and industries is based on extensive findings in the private sector and on the 
gender diversity pipeline, and on a comparison with the overall sample. The analysis is intended as a starting point for a better 
understanding of specific developments and trends in Switzerland.

CEOs and Supervisory Board Presidents 

CEOs and supervisory board presidents warrant special attention. Their statistics were examined separately from the overall survey 
data because they reveal how the path to the top of a company might look.

Overview of CEOs and Supervisory Board Presidents

CEOs

Overview of CEOs Overall Sample New

Number of companies 119

Total CEOs 119 100 % 16 100%

Number of women 9 8 % 4 25 %

Number of men 110 92 % 12 75 %

Number of Swiss members 75 63 % 8 50 %

Number of foreigners 44 37 % 8 50 %

Number of new members 16 13 %

Number of SMI CEOs 21 100 % 4 100 %

Number of women - - -  -

Number of men 21 100 % 4 100 %

Number of Swiss members 9 43 % 2 50 %

Number of foreigners 12 57 % 2 50 %

Number of new members 4 14 %

Among the 119 CEOs, men clearly dominate. In the current survey year, a total of 16 CEOs were newly appointed to their position, which 
corresponds to a share of 13 %. Among the 119 CEOs, men clearly dominate, but this year there has been a strong increase of 4 female CEOs 
to currently 9. They are Désirée Baer (SBB Cargo), Philomena Colatrella (CSS Versicherung), Pia Fach (SV Schweiz AG), Sabine Keller-Busse 
(UBS Switzerland AG), Magdalena Martullo-Blocher (EMS-Chemie Holding AG), Michèle Rodoni (Die Mobiliar), Sabrina Soussan (dormakaba 
Holding AG), Aglaë Strachwitz (McDonald’s Schweiz) und Suzanne Thoma (BKW Energie AG), whereby Sabrina Soussan has already left 
dormakaba Holding AG again.

The number of CEOs who are foreigners equals 37 %, which is considerably lower than in the overall sample (44 %). The foreign CEOs reached 
their peak in 2011 at 44 %, and has since declined. The SMI CEOs are clearly more international: 57 % of them hold a foreign passport 
(2021: 48 %).

7

7.1



27schillingreport 2022  | Transparency at the Top – The Management Boards of Switzerland’s Private and Public Sectors © 2022, guido schilling ag

What trends do you see in how business management is evolving?
External conditions are changing faster and faster, and complexity is constantly increasing. This 
leads to an overemphasis on risks, which require scenario thinking and agility to manage. This 
must not lead us to forget the opportunities, for which time and foresight are indispensable 
in order to make use of them. This is where we as company management are challenged by 
creating internal framework conditions and freedom to also use opportunities and not only to 
manage risks.

Automation, digitalisation and the Workplace of the Future are shaping the way we work 
today. How do you counter these trends?
On the one hand, our connectivity solutions are an important prerequisite for these trends. On 
the other hand, we make the best possible use of them in our processes. In the resulting projects, 
the goals must be clear. If this is ensured, I favour many small agile projects over one big sluggish 
programme in the implementation.

How do you ensure that technologisation/digitisation does not remain an expert topic but is anchored in the value creation of the company?
While the experts need to know what is technically feasible, the benefits of digitalisation should be recognised by those involved in the value 
chain and therefore the impetus for projects should also come from this corner. If there is a lack of support for a project in the value chain, 
caution is advised. The recipe for successful digitalisation thus lies in the optimal interaction of the disciplines and, of course, in specific change 
management.

In the course of demographic development, more managers will soon retire than will succeed them. How do you deal with the 
impending staff shortage in your company?
When many fight over a few management resources, the company becomes a salesman in its own cause. At HUBER+SUHNER, employment 
conditions in line with the market are the “qualifier” – meaningful work content and the company culture are the “winners”. This applies to 
recruiting as well as to retention. In our company, we take these points very seriously and communicate them successfully internally and exter-
nally through employer branding. Socially and politically, we at HUBER+SUHNER are committed to making the labour market play. This requires 
market-ready training, both in terms of orientation and quality, and openness to moderate immigration. If the skilled workers we need are not 
allowed to come to us, then the jobs will go abroad.

What measures have you defined in your company to increase the proportion of women in management?
The first women had to take on a pioneering role. Fortunately, we have this phase behind us. Now we want to broaden the base, in all functions 
and in all positions. The gender-equal framework conditions such as equal pay, equal opportunities, flexible working time models are a matter 
of course at HUBER+SUHNER: I can only say that we are ready. The doors to a successful career in industry are wide open for women, now 
more women need to dare to enter a technical environment. This already starts with the choice of career.

What should business, politics and society do to strengthen the compatibility of work and family in Switzerland?
In terms of minimum requirements that must first be met, flexible working hours for mothers and fathers, flexible crèche models and day 
structures at all schools are needed.

What messages do you have for your top talents regarding their career planning? How do you convey these messages in everyday life?
I believe that fixed ideas are rather a hindrance in career planning. Instead, I urge all the young: Know your strengths and limits, trust your gut, 
stay true to yourself, enjoy what you do – then you will be successful – and keep moving, even if the path doesn’t always seem to point straight up.

We see more and more often that CEOs also hold external board mandates. What do you think about this?
From my point of view, there is nothing wrong with a CEO’s involvement in the supervisory board of another company resulting in a positive 
balance for all involved.

Urs Ryffel

Urs Ryffel, born in 1967, has been CEO at HUBER+ 
SUHNER since 2017. Prior to that, he held various 
positions at the same company since 2002, most 
recently as Head of the Fiber Optics business unit 
and member of the Corporate Executive Board for 10 
years. The ETH engineer started his career in 1992 at 
ABB and Alstom in the power plant sector, where he 
held various management positions in Switzerland, 
Portugal and France until joining HUBER+SUHNER.

 «The doors to a successful career
in industry are wide open for 
women»
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Supervisory Board Presidents

Overview of SB Presidents Overall Sample New

Number of companies 92

Total SB presidents 92 100 % 12 100 %

Number of women 6 7 % 1 8 %

Number of men 86 93 % 11 92 %

Number of Swiss members 72 78 % 11 92 %

Number of foreigners 20 22 % 1 8 %

Number of new members 12 13 %

Number of SMI SB presidents 20 100 % 1 100 %

Number of women 1 5 % - -

Number of men 19 95 % 1 100 %

Number of Swiss members 11 55 % 1 100 %

Number of foreigners 9 45 % - -

Number of new members 2 10 %

There are 6 female supervisory board presidents. They are Wendy Becker (Logitech International SA), Daniela Bosshardt-Hengartner (Galenica 
AG), Nayla Hayek (The Swatch Group Ltd.), Ursula Nold (Migros-Genossenschafts-Bund), Monika Ribar (SBB Schweizerische Bundesbahnen) 
und Doris Russi Schurter (Helvetia Gruppe). The share of women among the supervisory board presidents remains at 7 %.

At 22 %, there are also relatively few foreign supervisory board presidents. Among the new supervisory board presidents, 8 % are foreigners 
(2021: 9 %). 13 % (12) of supervisory board presidents were new to their companies.

Nationality of CEOs and Supervisory Board Presidents

Nationality of Foreign CEOs

Among the 119 CEOs, 75 (63 %) hold a Swiss passport. The 19 Germans (16 %) represent the largest group of foreign CEOs, as they do 
on the executive boards. The 6 American CEOs are the second largest group (5 %). The 4 French CEOs (3 %) come in third. The Dutch and 
South African CEOs place fourth with each 3. Then come Belgium and Austria, each with 2 representatives (2 % each). Among the 16 newly 
appointed CEOs, 8 (50 %) are Swiss, while this figure was 75 % in the previous year. In addition, 4 of the new CEOs are appointed this year 
from Germany, 2 from South Africa, 1 from France and 1 from the Netherlands.
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Nationality of Foreign SB Presidents

The percentage of Swiss supervisory board presidents is higher than that of Swiss CEOs. While 75 (63 %) of the 119 CEOs are Swiss, 72 (78 %) 
of the 92 supervisory presidents hold a Swiss passport. The 7 Germans represent the largest group, representing 35 % of all foreign super-
visory board presidents. They are followed by Belgians and U.S. Americans with each 2 (10 %) supervisory board presidents. The foreign 
supervisory board presidents represent 11 different countries, i.e. most countries are represented just once. A similar pattern can be observed 
in past years.

Experience of CEOs and Supervisory Board Presidents

CEOs

Experience of the CEOs Overall Sample New

Size of the sample 119 100 % 11 100 %

CEO recruited internally 79 66 % 4 36 %

CEO recruited from outside 40 34 % 7 64 %

Of the CEOs, 66 % (2021: 67 %) worked at the company before being appointed. At 36 % (2021: 44 %), this figure is clearly lower for the 
new CEOs.

Average experience of the CEOs As CEO On the Current EB At the Company

Overall sample 5 years

Internally recruited CEOs 5 years 13 years 23 years

Externally recruited CEOs 4 years

On average, the CEOs have held the position for 5 years. Internally recruited CEOs have been at the company an average of 23 years, were 
appointed to the executive board after an average of 13 years, and as CEO after 5 years.

SB Presidents

 Experience of the SB Presidents Overall Sample New

 Size of the sample 92 100 % 12 100 %

 Internally recruited SB president 68 74 % 9 75 %

 Externally recruited SB president 24 26 % 3 25 %

 Member of the same SB beforehand 50 64 % 8 68 %

 Previously CEO of the company 20 26 % 1 8 %

 Previously on the Eb of the company 8 10 % 1 8 %

Prior to their appointment, 74 % (2021: 75 %) of supervisory board presidents worked in operations for the same company or sat on its 
supervisory board. Just 26 % (2021: 25 %) of the presidents were appointed from outside the company. A total of 64 % (2021: 62 %) were 
on the supervisory board, 26 % of them were CEOs (2021: 26 %) and/or 10 % (2021: 12 %) were members of the executive board, prior to 
their appointment as supervisory board president. Among the newly appointed presidents, 68 % (2021: 58 %) were already on the supervisory 
board, and 8 % (2021: 8 %) were CEO beforehand.
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Average Experience of the SB Presidents As SB President On the Current SB At the Company

Overall Sample 7 years

Previously member of this SB 8 years 12 years 21 years

Externally recruited SB president 5 years

On average, SB presidents have been in the post for 7 years, while the average is 8 years for internally recruited presidents. Those presi-
dents who were already supervisory board members have held seats on the current board an average of 12 years, and those who worked in 
operations beforehand have been at the company an average of 21 years. The externally recruited supervisory board presidents have held 
the office 5 years on average.

Age of CEOs and Presidents of SB

CEOs

 Average Age of the CEOs Overall Sample New

  Size of the sample 117 16

 Overall sample 55 years 54 years

 Men 55 years 54 years

 Women 54 years 54 years

 Swiss members 55 years 53 years

 Foreigners 56 years 55 years

 SMI 56 years 56 years

The average age of CEOs is 55 years and has not changed compared to the previous year; it has, however, increased by 3 years since 2012. 
CEOs are on average 2 years older than executive board members. The average age of new CEOs is 1 year higher (54 years) than last year. 
Female CEOs are on average 54 years old and therefore 1 year younger than their male colleagues (55 years).

SB Presidents

 Average Age of the SB Presidents Overall Sample New

 Size of the sample 87 11

 Overall Sample 63 years 60 years

 Men 63 years 60 years

 Women 59 years 54 years

 Swiss members 63 years 60 years

 Foreigners 63 years 54 years

 SMI 65 years 65 years

Supervisory board presidents are on average 63 years old and therefore 4 years older than other members of the supervisory board (59 
years). The average age of presidents increases from the previous year (62 years) and is thus higher as when surveying began in 2010. Newly 
appointed SB presidents are 60 years old. Moreover, they are 3 years older than new members of the supervisory board (55 years). Female 
SB presidents are 60 years old and therefore 6 years older than female board members (54 years).

7 A Look at Interesting Subgroups | 7.1 Overview of CEOs and Supervisory Board Presidents
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Length of Employment of Resigned CEOs and Presidents of SB

CEOs

 Average Length of Employment of 
 the Resigned CEOs

CEO CEO recruited 
 from outside

CEO recruited  
internally

In EB until  
appointment as CEO

 Size of the sample 18 7 11

 Overall sample 8 years 8 years 10 years 5 years

 Men 8 years 9 years 10 years 5 years

 Women - - - -

 Swiss members 5 years 6 years 10 years 3 years

 Foreigners 7 years 9 years - 6 years

Last year, 18 CEOs resigned from office. They had served as CEOs for an average of 8 years – 2 years less than in the year before. There were 
no resignations by a woman in this year. In the previous year, the male CEOs had held their positions for 6 years. Also in the previous year, 
Swiss CEOs had been in office for 5 years, foreigners 7 years. In contrast to the two preceding years, we see that Swiss CEOs remain in their 
posts for one year less than foreign ones. CEOs who were recruited from within the company stayed 10 years in office, which is longer than 
CEOs who were recruited externally (8 years).

SB Presidents

 Average Length of Employment of the Resigned SB Presidents SB President in SB

 Size of the sample 14

 Overall Sample 7 years 11 years

 Men 7 years 11 years

 Women - -

 Swiss members 8 years 11 years

 Foreigners 5 years 11 years

In the past year 14 supervisory board presidents resigned from office. They had served in their function for 7 years on average – 1 year less 
than in the year before. All the presidents who resigned were men. They had been on the supervisory board for 11 years; in the preceding 
year they had served 10 years. Last year, the foreign-born presidents stayed in office for 5 years and were on the board for 11 years since 
they all had been recruited externally. Swiss nationals served as presidents for 8 years and 11 years as board members.

7 A Look at Interesting Subgroups | 7.1 Overview of CEOs and Supervisory Board Presidents
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SMI Companies

The blue-chip SMI is Switzerland’s most important stock-market index and includes the 20 largest SPI (Swiss Performance Index) 
stocks. The SMI accounts for around 85% of the total capitalisation of the Swiss stock market. SMI companies are the leaders in 
internationalisation, but also in other areas. The SMI companies are analysed as a separate subgroup to identify important trends 
in relation to the future evolution of Swiss management boards.

Composition of SMI Executive Boards

Composition of the SMI EB Overall Sample New

Number of companies 20

Total EB members 183 100 % 29 100 %

Number of women 35 19 % 13 45 %

Number of men 148 81 % 16 55 %

Number of Swiss members 48 26 % 6 21 %

Number of foreigners 135 74 % 23 79 %

Number of new members 29 16 %

Number of SMI CEOs 21 100 % 3 100 %

Number of Swiss members 9 43 % 1 33 %

Number of foreigners 12 57 % 2 67 %

Number of new members 3 14 %

At SMI companies, the share of women on executive boards increased by 10 percentage points over 9 years, from 3 % in 2006 to 8 % for 
the first time in 2013. After falling to 6 % in 2014 and stagnating for two years, it has been rising again since 2017 and reached 10 % in 
2019. Last year, SMI companies increased the share of women on executive boards to 14 %. Currently, SMI companies fill 45 % of vacant 
executive board positions with women (2021: 28 %), thus increasing the share to 19 %, which is 2 percentage points above the overall 
sample (17 %).

While the share of foreigners on the executive boards of SMI companies peaked at 68 % in 2013, it fell to 65 % in 2014, and remained 
at 63 % from 2015 to 2018, rising again to 65 % in 2019. In 2020 and 2021, SMI companies recorded a slightly higher figure of 67 % 
and currently reach a peak of 74 % – almost three quarters of SMI executive board members do not hold a Swiss passport. Therefore, 
the composition of executive boards at SMI companies tends to be much more international than the overall sample (44 %). An inter-
esting trend has developed regarding CEOs at SMI companies. Six years ago, the percentage of foreigners among SMI chief executives 
was 71 %. Five years ago, it dropped to 55 %, three years reached 45 %. Currently, SMI companies also record 57 % CEOs with foreign 
passports.

Composition of SMI Supervisory Boards

Composition of the SMI SB Overall Sample New

Number of companies 20

Total SB members 215 100 % 20 100 %

Number of women 64 30 % 9 45 %

Number of men 151 70 % 11 55 %

Number of Swiss members 83 39 % 8 40 %

Number of foreigners 132 61 % 12 60 %

Number of new members 20 9 %

Number of SMI SB members 20 100 % 3 100 %

Number of Swiss members 11 55 % 2 67 %

Number of foreigners 9 45 % 1 33 %

Number of new members 3 15 %

7.2

7 A Look at Interesting Subgroups
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What trends do you see in how business management is evolving?
Two insights that are becoming more and more prevalent, much to my delight: 1. no success 
without people. 2. diverse teams make better decisions. Putting people at the center is one 
of McDonald’s core values. That is why I have been working for this brand with so much 
enthusiasm for 15 years.

Automation, digitalisation and the Workplace of the Future are shaping the way we 
work today. How do you counter these trends?
With openness and reflection, because we need the right balance between innovative spirit 
and sequencing. We need to take our teams along for the ride and show how processes can 
be simplified and repetitive tasks outsourced. I see potential in AI to effectively train our 
employees and develop our business.

How do you ensure that technology/digitalisation does not remain an expert topic but 
is anchored in the value creation of the company?
This is a challenge that we meet through targeted communication and training. It is essential 
to show the “why” and the added value of technology in everyday life; for our employees 
and our guests.

In the course of demographic development, more managers will soon retire than will succeed them. How do you deal with the 
impending staff shortage in your company?
The right mix of talent, ambition and ability is crucial. Young people take on a lot of responsibility at a very early stage, which is why this 
question does not arise for us. A few figures: 75 % of our management are under 45 years old, as are 50 % of our employees in the head 
office management.

What measures have you defined in the Executive Board or have been defined at a higher level in the Group to increase the pro-
portion of women in management?
We are convinced that diverse teams are more successful. This basic attitude is deeply rooted. In addition, these three points are crucial: 
open communication, active mentoring and targeted recruitment. This is how we manage to have a diverse talent pool.

What should business, politics and society do to strengthen the compatibility of work and family life in Switzerland?
In three areas: 1. strengthen the role of fathers in the family. E.g. through extended paternity leave, as we have been offering since 2010. 
2. give women with children equal career opportunities and never see pregnancy as an obstacle. 3. promote more and easier to finance 
childcare.

What messages do you have for your top talents regarding their career planning? How do you convey these messages in everyday life?
For me, all people have talent(s)! The beautiful task of leaders is to align the strengths and ambition of each individual with the structure 
and team developments. For the good of the big picture. This requires a lot of listening as well as transparent communication. And what 
is needed from the employees: the ambition to become a little better every day.

We see more and more often that CEOs also hold external supervisory board seats. How do you assess this?
At McDonald’s, the rule is: focus on your own system. However, a commitment to an NPO is encouraged. I am therefore pleased to be able 
to contribute to families with sick children on the Board of Trustees of the Ronald McDonald Children’s Foundation Switzerland.

Aglaë Strachwitz

Aglaë Strachwitz has been Managing Director of 
McDonald’s Switzerland since 2020. The 40-year-old 
started her career at McDonald’s 15 years ago in 
Austria. Before her appointment as Managing Director, 
she was responsible for the corporate strategy and its 
implementation as Marketing Director with the ma- 
nagement team. In her previous roles at McDonald’s 
Switzerland, Aglaë Strachwitz was Communications 
& Public Affairs Manager and Director of the Ronald 
McDonald Children’s Foundation, which provides tem-
porary homes for families of sick children near hospi-
tals. She joined the McFamily in 2006 at the Children’s 
Foundation in Austria.

 «Young people take on a lot of 
responsibility with us at a very  
early stage»
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Of the samples examined, SMI supervisory boards have the highest share of women with 30 %. This is 3 percentage points higher than the 
previous year. This is explained by the number of women among new SMI supervisory board members, which is 45 %. The percentage of 
foreigners on the SMI supervisory boards has been constant at 61 % since 2 years. The share of newly appointed SMI supervisory board mem-
bers who are foreigners is now 60 %, while last year it was 60 % as well. Of the 20 SMI SB presidents, 11 hold a Swiss passport, or 55 %.

Nationality of SMI Management Boards

Executive Boards

With 54 members, the Anglo-Saxon countries (U.S., GB, AUS and CAN) make up 40 %, or more than a third of the 135 foreigners on SMI 
executive boards. With 22 members (16 %), Germany is in second place after the U.S., which represents 25 % (34 members) and before Great 
Britain with 12 % (16 members). France is fourth with 10 % (13 members).  This picture is different among the new SMI executive board 
members: 21 % of the new foreign SMI executive board members are from Great Britain or the U.S. (each 6 members). The new foreign 
members also include 2 from Germany, France and Austria (each 7 %). A comparison of the overall sample with that of the SMI shows that 
German managers play a minor role in SMI companies, while they clearly dominate among foreigners in the overall sample.

Supervisory Boards

The picture is somewhat similar on SMI supervisory boards. At 40 %, the 54 Anglo-Saxons (U.S., GB, CAN and AUS) also represent the 
dominant share of the 133 foreigners, the largest group among them being the 33 U.S. citizens, representing 25 %. The 20 German mem-
bers are the second largest group with 15 %, and the 14 British members are the third largest with 6 %, closely followed by the 8 French 
members, who represent 6 %: 11 newly appointed foreign SMI supervisory board member, the 5 Anglo-Saxons (3 U.S., and 2 GB) the 
biggest group (27 % and 18 %). Another 6 countries are each represented by 1 (9 %) new member. While there were significantly more 
Americans than Germans on the SMI supervisory boards, there are more Germans (76) than Americans (50) on the supervisory boards 
in the overall sample.
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Areas of Responsibilities of SMI Executive Board Members
Executive board members are divided into business and service functions in the survey. The business function includes all sales-related posi-
tions at the company and/or all functions in the company’s core business, such as sales, marketing responsibilities, research and development, 
and production. The service function includes all positions that play a supporting role at the company and have no direct impact on sales, 
such as human resources and communication.

Areas of Responsibility of SMI EB Members Areas of Responsibility of New SMI EB Members

Business Function Service Function Business Function Service Function

 Overall Sample 126 69 % 57 31 % 17 59 % 12 41 %

 Men 113 77 % 34 23 % 11 69 % 5 31 %

 Women 13 36 % 23 64 % 6 46 % 7 54 %

While 69 % of SMI executive board members have a business function, the figure for new members is 59 %. The number of all SMI executive 
board members is above the overall sample (72 %); the number of newly appointed members is below the overall sample (66 %). Among 
female SMI executive board members, 36 % have a business function, while 46 % of the new female members do.

Experience of SMI Board Members

Executive Boards

Experience of the SMI EB Members Overall Sample New

Size of the sample 183 100 % 29 100 %

Worked at the company beforehand 116 63 % 19 66 %

Sat on another EB beforehand 34 19 % 4 14 %

Worked at the company and sat on another EB beforehand 10 5 % - -

No prior experience at the company or on another EB 23 13 % 6 21 %

A total of 63 % of the SMI executive board members worked at the company prior to joining the board. Among executive board members, 
19 % had sat on another executive board prior to being appointed, while 13 % had no relevant experience at the same company or another 
executive board. Among the new SMI executive board members, 21 % (2021: 17 %) had no relevant experience at the same company or on 
another executive board.

Average Experience of SMI EB Members On the Current EB At the Company At the Company before 
joining the EB

Overall sample 5 years

Worked at the company beforehand 5 years 18 years 13 years

Worked at the company and sat on another EB beforehand 4 years 15 years 11 years

Sat on another EB beforehand 4 years

No prior experience at the company or on another EB 3 years

An analysis of the length of service of executive board members reveals that internally promoted SMI managers have to work longer at 
the company, an average of 13 years, before being appointed to the board than those in the overall sample, who are appointed after just 
12 years. SMI executive board members have 18 years of experience at the company on average, compared to 17 years in the overall sample. 
SMI executive management board members with external executive management experience – even if only at an SME – join the management 
board after 4 years on average, same lenght as in the overall sample.

7 A Look at Interesting Subgroups | 7.2 SMI Companies
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Supervisory Boards

Average Experience of SMI SB Members On the Current SB At the Company At the Company before 
joining the SB

Overall sample 5 years

Worked at the company beforehand 5 years 21 years 13 years

Internally recruited SMI supervisory board members have worked an average of 21 years at the company and were appointed to the super-
visory board after 13 years. The average SMI supervisory board member has held the post for 5 years, which is the same as in the overall 
sample.

Experience of the SMI SB Members Overall Sample New

Worked at the company beforehand 25 12 % 2 10 %

CEO at the company beforehand 8 32 % 1 50 %

EB member beforehand 7 28 % - -

EB member and CEO beforehand 1 4 % - -

Neither EB member nor CEO beforehand 9 36 % 1 50 %

A total of 215 SMI supervisory board members were surveyed this year. 12 % of these members had already been working for the com-
pany before joining the board. Of these, 32 % were previously CEO, 32 % were on the executive board, and 4 % had been both executive 
board members and CEOs. Of all of the 215 supervisory board members, 12 % sat on the executive board of another company included 
in the schillingreport before their current appointment. In addition, 10 members simultaneously sit on 2 SMI supervisory boards and hold 
a total of 20 seats, 11 SMI executive board members each hold 1 supervisory board seat at another SMI company.

Age of SMI Board Members

Executive Boards

 Average Age of SMI EB Members Overall Sample New

 Size of the sample 166 29

 Overall sample 54 years 51 years

 Men 54 years 52 years

 Women 52 years 50 years

 Swiss members 54 years 54 years

 Foreigners 54 years 51 years

 CEOs 56 years 54 years

The executive board members of SMI companies are on average 54, while new board members are 51 years old. The SMI board members are 
the same age on average as in the previous year, but 4 years older (50 years) than in 2006 when surveying began. The new SMI executive 
board members are the same age as in the previous year (51 years). In 2006 their average age was 47. Female SMI executive board members 
are now 52 years old and thus 2 years younger than their male colleagues (54 years). The new female SMI executive board members are also 
50 years old. The new male SMI executive board members are 2 years older (52 years). Swiss SMI executive board members are 54 years 
old. Their foreign counterparts are same age (54 years). The CEOs of SMI companies are 56 years old, while the new CEOs are 54 years old.

7 A Look at Interesting Subgroups | 7.2 SMI Companies
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What trends do you see in how corporate management is evolving?
Using Implenia as an example: in order to manage large, complex real estate and infrastructure pro-
jects internationally, it is becoming increasingly important to work in partnership with customers and 
many other stakeholders. In terms of management, this means setting challenging, fair goals, being 
a role model, acting as a coach and facilitating various forms of teamwork. Trust and appreciation 
promote independent, entrepreneurial action.

How do you approach the trends of automation, digitalisation and working worlds of the 
future? 
We optimise our projects with new, digital methods in development, planning and realisation. Digital 
Lean Construction and BIM (Building Information Modelling) play an important role: planning and 
control of execution are increasingly data-based. This allows us to work more efficiently, effectively 
and sustainably. Artificial intelligence and robotics applications are being used more and more and 
help to automate repetitive tasks, for example. We are also constantly planning and building new, 
modern working environments for our customers. At our “Implenia Connect” headquarters, we work 
in an agile, flexible working environment that optimally supports our collaboration internally, but also 
with customers and partners. 

How do you ensure that technology/digitalisation does not remain an expert topic, but is anchored in the company’s value creation?
By implementing digitalisation in an integrated way in the operating divisions. Digitalisation thus becomes a driver of value creation. The construction 
and real estate sector has not been at the forefront of this for a long time. We are rapidly catching up and, as Implenia, are shaping how development, 
planning and construction will be carried out in the future. Thanks to Digital Lean Construction, BIM and now also Integrated Project Delivery, we are 
building for and with our customers in a more collaborative, precise, faster and more cost-effective way.

In the course of demographic development, more managers will soon retire than will succeed them. How do you deal with the impending 
shortage of staff in your company?
At Implenia, young, committed professionals can quickly take on responsibility, contribute their ideas to innovative projects and learn from experienced 
colleagues. We invest in our talents of different ages with targeted specialist and management training and maintain a very open and collaborative 
corporate culture.

The construction industry is traditionally considered male-dominated. What is the situation like with women in management?
A quarter of our executive board members are women, and one of our four divisions is headed by a woman. As a construction services provider, we 
are active in a variety of professional fields – among others, we employ female crane operators, tunnel boring machine pilots, architects or lawyers. 
With our large, complex projects and good development opportunities, we are attracting more and more outstanding female colleagues from different 
professions who are making a career with us. In addition, we offer flexible working models wherever possible, which allow young parents – fathers as 
well as mothers – to better reconcile work and family life.

What should the economy, politics and society do to strengthen the compatibility of work and family in Switzerland?
Flexible working time models and childcare places are a prerequisite for reconciling work and family life. Economically and due to the shortage of skilled 
workers, it is important that young, well-trained employees remain involved in working life during the family phase.

What messages do you have for your top talents regarding their career planning? How do you convey these messages in everyday life?
Young talents should follow their passion and do what they burn for – that brings success and fun at work. If you are aiming for a management position, 
it is important to gain experience in different areas, teams and countries. I like to pass on these messages specifically in personal conversations. I am 
also always a coach for my direct reports or at training sessions for our managers.

We increasingly see that CEOs also hold external board mandates. How do you assess this?
In principle, it makes sense for CEOs to make their skills and experience available to other companies in the context of board mandates. They expand 
their network and receive new impulses for their leadership work.

André Wyss

André Wyss has been CEO of Implenia since 2018. Prior to 
that, as President of Novartis Operations and a member of 
the Group Executive Board, he was responsible for global 
production, central Group services such as real estate 
and infrastructure, IT, procurement, human resources 
and accounting, and corporate affairs. He was also 
Country President of Novartis Switzerland. After comple- 
ting an apprenticeship as a chemical technician at Sandoz 
and studying economics at the Höhere Wirtschafts- und 
Verwaltungsschule (HWV), he held various management 
positions at Novartis, including President of Novartis USA 
and Managing Director of other country and regional 
companies. In parallel, he completed various executive 
education modules at Harvard Business School.

 «Implemented in an integrated way, 
digitalisation becomes a driver of 
value creation»
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Supervisory Boards

 Average Age of the SB Members Overall Sample New

 Size of the sample 201 17

 Overall sample 61 years 59 years

 Men 62 years 61 years

 Women 58 years 57 years

 Swiss members 60 years 59 years

 Foreigners 61 years 59 years

 SB Presidents 65 years 57 years

The supervisory board members of SMI companies are on average 61 years old, while the new supervisory board members are 59 years 
old. The SMI supervisory board members are the same age as in the previous year and when surveying began in 2010. The new SMI 
supervisory board members were 2 years younger the year before (57 years). The female SMI supervisory board members are 58 years 
old, thus 4 years younger than their male colleagues (62 years). The new female SMI supervisory board members are 57 years old; their 
male colleagues are 4 years old (61 years). Swiss SMI supervisory board members are 60 years old. Their foreign counterparts are 1 year 
older (61 years). The supervisory board presidents of SMI companies are 65 years old, while the new presidents are 57.

7 A Look at Interesting Subgroups | 7.2 SMI Companies
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Overview of the Companies Included in the Report8

Aargauische Kantonalbank •
ABB Ltd. • •
Addex Therapeutics 
Adecco Management & Consulting SA • •
Adval Tech Holding AG
AEVIS VICTORIA SA
Airesis SA
Alcon Switzerland •
Allianz Suisse Gruppe • •
Allreal Holding AG
Alpiq Holding AG •
ALSO Holding AG
Alufleckpack AG
AMAG Automobil- und Motoren AG •
APG SGA SA •
Appenzeller Kantonalbank •
Arbonia AG • •
ARYZTA AG •
Ascom (Holding) AG •
Autoneum Holding AG • •
AXA Winterthur •
Axpo Holding AG • •
Bachem Holding AG
Bâloise-Holding • •
Banca dello Stato del Cantone Ticino •
Bank Cler •
Bank Linth LLB AG •
Banque Cantonale de Fribourg
Banque Cantonale de Genève
Banque Cantonale du Jura AG •
Banque Cantonale Neuchâteloise
Banque Cantonale Vaudoise AG
Banque Profil de Gestion SA
Barry Callebaut AG •
Basellandschaftliche Kantonalbank •
Basilea Pharmaceutica AG •
Basler Kantonalbank •
Belimo Holding AG •
Bell Food Group AG • •
Bellevue Group AG •
Bergbahnen Engelberg-Trübsee-Titlis AG
Berner Kantonalbank •
BKW Energie AG • •
BLS-Gruppe • •
Bobst Group • •
Bossard AG
Bucher Industries AG •
Bühler AG • •
Burckhardt Compression Holding AG •
Burkhalter Holding AG • •
BVZ Holding AG •
Calida Holding AG
Carlo Gavazzi Holding AG
Cembra Money Bank AG •
Chocoladefabriken Lindt & Sprüngli AG •
Cicor Technologies Group
Clariant AG •
Coltène Holding AG •
Comet Holding AG •
Compagnie Financière Richemont SA •
Compagnie financière Tradition
Coop Genossenschaft •
CPH Chemie + Papier Holding AG •
Crealogix Holding AG •
Credit Suisse Group AG • •
CSS Gruppe • •
Dätwyler Holding AG • •
Denner AG • •
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Die Schweizerische Post • •
DKSH Holding AG • •
dormakaba International Holding AG • •
Dosenbach-Ochsner AG •
Dufry AG •
Edisun Power Europe AG
EFG International AG •
Elma Electronic AG •
Emil Frey Gruppe
Emmi AG • •
EMS-CHEMIE HOLDING AG • •
Endress + Hauser AG •
Ernst & Young AG •
ETA SA Manufacture Horlogère Suisse
Evolva Holding AG
F. Hoffmann-La Roche AG • •
Feintool International Holding AG
fenaco • •
Firmenich SA • •
Flughafen Zürich AG •
Forbo International SA •
Franke Holding AG • •
Frutiger AG • •
Galenica AG • •
GAM Holding AG
gategroup •
Geberit AG • •
Generali (Schweiz) Holding AG • •
Georg Fischer AG • •
Givaudan SA • •
Glarner Kantonalbank
Glas Trösch Holding AG •
Glencore plc •
Goldbach Group AG
Graubündner Kantonalbank 
Groupe Minoteries SA
Gurit Holding AG
Helsana Versicherungen AG • •
Helvetia Gruppe • •
HIAG Immobilien Holding AG
Highlight Event & Entertainment AG
HOCHDORF Holding AG
HUBER+SUHNER •
Hügli Holding AG
Hypothekarbank Lenzburg AG •
IBM Schweiz AG • •
Idorsia Pharmaceuticals Ltd.
Implenia AG • •
Inficon Holding AG
Interroll Holding AG •
Intershop Holding AG
Investis Holding AG •
ISS Holding AG • •
IVF HARTMANN AG •
Jet Aviation Management AG •
JOWA AG
Julius Bär Holding AG • •
Jungfraubahn Holding AG •
Kardex AG •
Klingelnberg AG
Komax Holding AG •
Kudelski SA
Kühne + Nagel International AG •
Kuros Biosciences AG
LafargeHolcim Ltd. •
Landis+Gyr AG • •
Leclanché SA
LEM Holding SA
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Leonteq AG
Liebherr-International AG
Liechtensteinische Landesbank •
LifeWatch AG 
Logitech International SA •
Lonza Group AG • •
Luzerner Kantonalbank AG •
Magazine zum Globus AG •
Manor AG • •
McDonald's Suisse Holding SA • •
MCH Group AG
Medartis AG
Meier Tobler AG •
Metall Zug Gruppe •
Mettler-Toledo Holding AG •
Meyer Burger Technology AG
Micarna SA •
Migros-Genossenschafts-Bund • •
Mikron Holding AG •
Mobilezone AG •
Mobimo Holding AG •
Molecular Partners AG
Mövenpick Holding AG •
Myriad Group AG
Nestlé S.A. •
Nidwaldner Kantonalbank •
Novartis AG • •
Obwaldner Kantonalbank •
OC Oerlikon Corporation AG •
Octapharma AG
Orascom Development Holding AG •
Orell Füssli Holding AG •
Orior AG
Panalpina Welttransport (Holding) AG
Partners Group Holding AG • •
Peach Property Group AG
Phoenix Mecano AG • •
Planzer Transport AG •
Plazza Immobilien •
Poenina Holding AG •
Polyphor AG
PostFinance AG • •
PricewaterhouseCoopers •
Privatklinikgruppe Hirslanden • •
PSP Swiss Property AG
Raiffeisen Schweiz • •
Rehau GmbH •
Rieter Holding AG •
Ringier Holding AG • •
Romande Energie Holding SA •
Ronal AG
RUAG International Holding AG • •
Santhera Pharmaceuticals Holding AG 
SBB Cargo AG • •
Schaffhauser Kantonalbank •
Schaffner Holding AG •
Schindler Holding AG • •
Schlatter Holding AG •
Schweiter Technologies AG 
Schweizerische Bundesbahnen SBB • •
Schweizerische Mobiliar Versicherungsgesellschaft AG • •
Schweizerische Nationalbank •
Schwyzer Kantonalbank •
Securitas AG Schweizerische Bewachungsgesellschaft
Selecta Management AG

Sensirion AG
SFS Holding AG • •
SGS SA •
Siegfried Holding AG 
Siemens Schweiz AG •
SIG Holding Ltd. •
Sika AG • •
SIX Group AG • •
SoftwareOne •
Sonova Holding AG • •
SR Technics Group •
SRG SSR •
St. Galler Kantonalbank •
Stadler Rail AG •
Starrag Group Holding AG •
Straumann Holding AG
Sulzer AG •
Sunrise Communications AG •
Suva • •
SV Group AG • •
Swiss Finance & Property Investment AG •
Swiss International Air Lines AG • •
Swiss Life Holding • •
Swiss Prime Site • •
Swiss Re • •
Swiss Steel Group •
Swisscom AG • •
Swissport International Ltd. • •
Swissquote Group Holding AG 
Syngenta AG • •
Tecan Group AG •
Temenos Group AG
Tetra Laval Group •
The Swatch Group Ltd. •
Thurgauer Kantonalbank •
Tornos SA
Triumph International Spiesshofer & Braun 
TX Group • •
u-blox Holding AG
UBS AG • •
Urner Kantonalbank
V-Zug •
Valartis Group AG 
Valiant Holding AG •
Valora Holding AG •
VAT Group AG
Vaudoise Assurances Holding SA
Vetropack Holding AG
Vifor Pharma Management AG
Villars Holding S.A. 
Von Roll Holding AG
Vontobel Holding AG •
VP Bank AG 
VZ Holding AG
Walliser Kantonalbank
Warteck Invest AG •
WISeKey International Holding Ltd. 
Ypsomed Holding AG •
Zehnder Group AG •
Züblin Immobilien Holding AG 
Zug Estates Holding AG •
Zuger Kantonalbank •
Zürcher Kantonalbank • •
Zurich Insurance Group •
Zur Rose •
Zwahlen & Mayr SA

8 Overview of the Companies Included in the Report
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For questions and information:

guido schilling ag
Prime Tower
Hardstrasse 201
CH-8005 Zurich
Tel. +41 44 366 63 33

www.guidoschilling.ch
info@guidoschilling.ch

About guido schilling ag

Executive Search is our Passion. Over the past 30 years, guido schilling ag has grown to become one of the leading executive search 
companies of Switzerland. The company specialises in filling select top positions at the supervisory-board and executive-management level. 
To fulfil this mission, Guido Schilling brings many years of experience as an entrepreneur and member of the supervisory boards of various 
service organisations. He knows his client’s needs because of his own practical experience. Complementing the services of guido schilling ag 
is schilling partners ag, a company in which long-standing successful partners and their teams fulfil executive search orders at the corporate 
management level with a focus on the specific sector.

Strong Partner. As independent and owner-operated businesses, guido schilling ag and schilling partners ag are members of the global 
executive-search network, the IMD International Search Group, which is one of the most renowned networks in the industry.

www.imd-search.com

 10 Contact

 9 Annex
The complete Annex can be viewed and downloaded on the Internet at www.schillingreport.ch. 
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Spitze

guidoschilling
executive search

Die Führungsgremien der Schweizer Wirtschaft und des öffentlichen Sektors

guido schilling ag  Prime Tower  Hardstrasse 201  CH-8005 Zürich
T +41 44 366 63 33  info@guidoschilling.ch  www.guidoschilling.ch 

Transparency at the Top. Since 2006, guido schilling ag has surveyed the 100 largest Swiss companies regarding the composition 
of their executive boards, and since 2010 the composition of their supervisory boards. Since 2016, guido schilling ag has also been 
examining the management boards of the public sector, and the gender diversity pipeline of Swiss industry. The current report can be  
ordered free of charge, and presented upon request.

www.schillingreport.ch


