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About the study
In August 2018, Deloitte surveyed 15,000 people from ten
European countries to gauge the attitudes of employees. The
ten countries were France, Germany, Italy, the Netherlands,
Poland, Romania, Spain, Sweden, Switzerland and the United
Kingdom. The online survey was conducted from a sample
of the Research Now SSI database. Participants were all
members of the active working population and were either in
employment or seeking work. All were aged 25 or over. The
HNL HUK NLUKLY THRL%\W VM [OL ZHTWSL YLiLJ[LK [OL THRL%
up of the current working population.
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) C\TTHY` VM RL` hUKPUNZ
Switzerland’s labour market is in very good shape, with low
unemployment, high salaries and a skilled labour force.
However, major challenges lie just over the horizon. The trend
represented by digitalisation will increasingly force employees
[V KL]LSVW UL^ HUK KPkLYLU[ ZRPSSZ& >LHU^OPSL$ HNHPUZ[
a backdrop of demographic change and the ageing of society,
companies will need to make better use of so far unexploited
pools of labour.
This study focuses less on the outlook for companies
and more on what lies ahead for employees. The aim
is to analyse their needs, attitudes and motivations and
identify approaches to the challenging labour market trends
[OH[ SPL HOLHK& DOL Z[\K` PZ IHZLK VU [OL hUKPUNZ VM H Z\Y]L`
of 15,000 people across ten European countries, including
1,000 respondents in Switzerland. All participants were aged
25 or over and were either in employment or seeking work.
DOL Z[\K` THRLZ h]L ZWLJPhJ YLJVTTLUKH[PVUZ MVY
HJ[PVU [V [HJRSL [OL JOHSSLUNLZ PKLU[PhLK& >VZ[ VM [OLZL
recommendations need to be addressed by companies
but also merit consideration by the government
and individual employees.
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Recommendation #1: Rethink
the value of older workers

Recommendation #2:
Understand motivating factors

Companies urgently need to change their
thinking on the value of older workers.
Businesses that continue to view older
workers as a disadvantage and focus solely
on younger age groups when recruiting are
making a strategic mistake. Compared with
the average of all age groups, older workers
HYL TVYL SPRLS` IV[O [V VkLY Z\IZ[HU[PHS
untapped potential and to be highly skilled
HUK TV[P]H[LK$ HZ [OL hUKPUNZ VM [OL Z\Y]L`
show. Companies can also rely on older
^VYRLYZ [V IL TVYL iL_PISL$ WHY[PJ\SHYS`
with regard to salary expectations and
working hours.

It’s not just about pay, though. Companies
[OH[ VkLY H ^VYRPUN LU]PYVUTLU[ IHZLK
on trust and respect, a culture of competent
leadership, and varied tasks with clearly
KLhULK YLZWVUZPIPSP[PLZ LUOHUJL [OLPY
employees’ motivation and satisfaction.
Such an environment may also make
employees more willing to carry on working
until later in life, remain loyal to their
employer and engage in continuing training/
\WZRPSSPUN& lU HKKP[PVU$ [OLYL PZ L]PKLUJL
[OH[ KPkLYLU[ HNL NYV\WZ TH` IL TV[P]H[LK
I` KPkLYLU[ MHJ[VYZ& 6VTWHUPLZ ZOV\SK
[OLYLMVYL KPkLYLU[PH[L ^OLU YLJY\P[PUN
HUK VkLY H IYVHKLY YHUNL VM TV[P]H[PUN
factors.
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Recommendation #3: Redesign
employment models
6VTWHUPLZ VkLYPUN HS[LYUH[P]LZ [V [OL
traditional full-time model of employment
TH` ^LSS hUK P[ LHZPLY [V YLJY\P[& 9VY L_HTWSL$
such models may be more attractive
to women or encourage older employees
to continue working beyond retirement age.
It is therefore worthwhile for companies
to rethink their traditional models of
LTWSV`TLU[ HUK VkLY UL^ VULZ$ PUJS\KPUN
part-time working, freelancing and portfolio
careers.

7=;GEE=F<9KAGF "*/ 4A>=DGF?
learning is more important
K@9F =M=I
Digital change in the world of work,
along with longer life expectancy and the
expected future increase in the retirement
age, require employees to be retraining
throughout their lives. If employees are
to be prepared for these future trends,
Z[HRLOVSKLYZ T\Z[ JVSSHIVYH[L [V VkLY
future-oriented and state-run education
and training within schools and universities
and in the workplace, raise workers’
awareness, support them and actively
promote continuing training/upskilling.
But ultimately, it is employees themselves
who take responsibility for their own future
and actively shape their working life.

Recommendation #5: Take
digitalisation seriously
It is important neither to underestimate
nor to overestimate the importance of
digitalisation. Companies that make their
Z[Hk H^HYL VM [OL PZZ\LZ$ VWWVY[\UP[PLZ HUK
threats represented by digitalisation at an
LHYS` Z[HNL HYL SPRLS` [V hUK [OVZL Z[Hk TVYL
willing to take part in continuing training
and to upskill. This willingness is essential
if employees are to develop the right skills
and meet the demands of digital change.
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2 Labour market challenges
On average, 41,000 jobs are created in Switzerland each month and 38,000 jobs disappear.1
This means that the labour market is undergoing continual structural change, with roles
and occupations changing and, with them, the demands made on workers.
New skills requirements
Over the past 20 years or so, Switzerland’s economy has
become markedly more service-oriented and knowledgeintensive, primarily as a result of advances in technology.
Since 2000, the number of third sector (service sector)
jobs has grown by more than 600,000, compared with a rise
of just 30,000 in the number of jobs in the second sector
(industry).2 Three-quarters of all Swiss employees now
work in the third sector, and fewer and fewer are carrying
out routine tasks. Jobs are becoming more varied, more
interactive and more complex, so those in the labour market
now need new skills. Demand is growing for employees
with highly developed skills in the areas of creativity, social
intelligence and digital technology, making changes in initial
and continuing training for current and future employees
more important.3 Companies, too, are facing challenges:
some sectors, including ICT and the health sector, are already
hUKPUN P[ KPjJ\S[ [V YLJY\P[ Z[Hk&4
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Demographic imbalance
However, the challenge for employers is not simply to recruit
Z[Hk ^P[O [OL YPNO[ ZRPSSZ I\[ HSZV [V YLJY\P[ HKLX\H[L U\TILYZ
VM Z[Hk [V TLL[ M\[\YL Z[HjUN KLTHUKZ& DOL C^PZZ 9LKLYHS
C[H[PZ[PJHS ?jJL "9C?# LZ[PTH[LZ [OH[ I` *(,($ KLTVNYHWOPJ
change will see the number of retired people in the country
rising to 2.6 million, from 1.6 million at present. The number
VM \UKLY%*(%`LHY%VSKZ ^PSS HSZV YPZL$ I\[ VUS` MYVT )&/ TPSSPVU
[V )&1 TPSSPVU&5 lUKLLK$ *(). ^HZ [OL hYZ[ `LHY PU ^OPJO TVYL
Swiss workers left the labour market than entered it.6 This
means that over the next few years, the labour supply is set
to shrink markedly. Assuming this trend continues, the Swiss
labour market will face a shortfall of around half a million
^VYRLYZ I` *(+(&
There are a number of potential ways the country could
remedy this impending labour shortage.7 First, Swiss
employees could be required to work for longer, either
by extending their weekly working hours or by raising
[OL YL[PYLTLU[ HNL& @VSP[PJHSS`$ OV^L]LY$ [OPZ VW[PVU ^V\SK
not currently gain the necessary support. Average working
time has been falling for years, and increasing numbers
VM LTWSV`LLZ HYL UV^ VW[PUN [V ^VYR ML^LY OV\YZ& >\JO

Better use of existing potential
[OL ZHTL PZ [Y\L VM [OL SLUN[O VM [OLPY ^VYRPUN SPML$ ^P[O
steady growth in early retirement, while a proposal to raise
[OL WLUZPVU HNL ^HZ YLJLU[S` KLMLH[LK H[ [OL WVSSZ& DOL
second option – bringing more skilled workers into the
country – is unrealistic. Improvements in the economic
situation in Europe (particularly in Germany) have driven down
migration from the European Union over recent years, making
Switzerland less attractive to migrant labour. However, even
if this situation were to reverse, there would still be political
constraints on the country’s ability to recruit all the skilled
labour it needs from abroad. Third, it is theoretically possible
that many jobs will be automated over the coming years as
a result of technological advances, largely or even wholly
hSSPUN [OL NHWZ PU [OL SHIV\Y THYRL[ JH\ZLK I` KLTVNYHWOPJ
JOHUNL& ;V^L]LY$ [OPZ VW[PVU$ [VV$ PZ \UYLHSPZ[PJ& >HU` QVIZ Z[PSS
do not lend themselves to automation, or can only partially
be automated. This is particularly true of jobs in the health
ZLJ[VY HUK VM RUV^SLKNL%PU[LUZP]L VJJ\WH[PVUZ& >LHU^OPSL$
over recent years, technological advances have consistently
created more jobs than they have made redundant.8
It is therefore highly unlikely that automation will fully
compensate for the impact of demographic change.

DOL hUHS VW[PVU PZ [V THRL IL[[LY \ZL VM L_PZ[PUN I\[ \U\ZLK
pools of labour. This is both realistic and achievable over
the next few years. The main potential is represented
by individuals who are not currently working but would
like to be (the unemployed) and those who are in work but
would like to work longer hours (the underemployed). The
pool of unused potential also includes what might be called
the “reserve army of labour” (“Stille Reserve”) – individuals
who are seeking work but are not immediately available
for work or are available but not actively seeking work. As
Chart 1 shows, around 852,000 people fall into one of these
categories, equivalent to the additional national labour that
could be deployed on the labour market.
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Chart 1. Potential additional labour (2017)
Permanent resident population age 15+
7’116’000

Infobox for Chart 1

*Q(-&Q&&&
Not underemployed employees
60%

'Q.-*Q&&&
5%

3%

Other nonemployed groups

3% 1%

28%

Reserve
army of
labour

Source: FSO, Deloitte Research
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357’000
()*Q&&&
198’000
63’000

Unemployed: PUKP]PK\HSZ KLhULK I` [OL lU[LYUH[PVUHS =HIV\Y ?YNHUPZH[PVU
as unemployed, that is, individuals aged between 15 and 74 who are not in work,
have been actively seeking work over the past four weeks and are available for work.
Available for work but not seeking work: individuals not in work who would
like to be in work and are available over the coming two weeks but who are not
actively seeking work.

Potential unused labour force (12%)
Underemployed
Unemployed
Available for work but not seeking work
Seeking work but not immediately available
for work

Underemployed: working age individuals who normally work less than 90%
of standard hours but who would like to work longer hours and are available
to work longer hours within the next three months.

852’000

Seeking work but not immediately available for work: individuals not in work
who have been actively seeking work over the past four weeks or who have found
a job they have not yet started but who are not available over the coming two
weeks.
Other non-employed groups: pensioners, non-working spouses, individuals
in education and training, the long-term unemployed and other groups not
in employment who do not form part of the “reserve army of labour” (“Stille
Reserve”).
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Activating the reserve army of labour and
the pool of the underemployed
The scope for making use of this theoretical potential
varies from group to group. There is likely to be little scope
for plugging gaps in the labour market using those who
are currently unemployed. Although Swiss unemployment
looks high in absolute terms, at 234,000, that represents
just 3% of the working age population. Switzerland therefore
has one of the lowest unemployment rates internationally.
>VYLV]LY$ [OL THQVYP[` VM [V[HS \ULTWSV`TLU[ PZ SPRLS`
to be structural unemployment and therefore independent
VM LJVUVTPJ [YLUKZ$ ZV [OL LkLJ[P]L WV[LU[PHS VM [OPZ NYV\W
to provide additional labour is limited. Some structural
unemployment is inevitable in any economy, simply because
PUKP]PK\HSZ TV]PUN IL[^LLU QVIZ JH\ZL i\J[\H[PVUZ HUK
automatic short-term unemployment.
The scope for recruiting from the two sub-groups
represented by the reserve army of labour is likely
[V IL SHYNLY& DOL hYZ[ VM [OLZL Z\I%NYV\WZ JVTWYPZLZ
individuals seeking work but who are not immediately
available for work because of family circumstances or
because they are undergoing training. Constituting a potential
pool of 63,000 individuals, this sub-group is the smaller
of the two. The larger sub-group is made up of individuals

Interaction between the state,
;GEH9FA=J 9F< =EHDGO==J
who are not actively seeking work but who would like
to be in work. Almost half of this group is made up of people
HNLK -- HUK V]LY& >HU` OH]L HSYLHK` YLHJOLK YL[PYLTLU[
age and are receiving their pension so are not actively
seeking work but could imagine working. Women are overrepresented here, making up 60 per cent of this group;
the main reason why most are not seeking work is that they
have family responsibilities.
DOL hUHS$ HUK SHYNLZ[$ NYV\W VM WV[LU[PHS LTWSV`LLZ PZ THKL
up of the underemployed, who number 357,000. Threequarters are women, because women are more likely to work
part-time. One advantage of seeking to make use of this
group is that the underemployed are already in the labour
market, which is likely to boost the scope for tapping into
existing but unused potential. However, in many cases, there
appears to be a mismatch between supply and demand.
lM [OLZL PUKP]PK\HSZ HYL [V IL \ZLK [V hSS SHIV\Y ZOVY[HNLZ$
[OL hYZ[ WYPVYP[` PZ MVY JVTWHUPLZ [V VkLY [OLT TVYL OV\YZ&
This mismatch could then be at least partly resolved with
appropriate retraining or upskilling.

The key issue, then, is how Switzerland can ensure that
it both makes better use of the potential pool of labour
HUK IL[[LY YLiLJ[Z [OL KLTHUKZ VM [OL SHIV\Y THYRL[ MVY
skills. This involves the state, which needs to adapt some
of the statutory framework, but also employees themselves
in terms of acquiring new skills and competencies.
Companies, too, have a part to play: foreseeable demographic
and technological change will force them to make better use
of the existing pool of labour, both internal and external,
including appropriate training measures.
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3 Approaches
So far, public debate around possible solutions to the need to retrain
employees and make better use of the existing potential pool of labour
has focused primarily on the views and suggestions of companies and
WVSP[PJPHUZ& DOPZ Z[\K` [HRLZ H KPkLYLU[ HWWYVHJO$ OV^L]LY$ HUK WVY[YH`Z
the situation of workers themselves with a view to identifying possible
HWWYVHJOLZ [OH[ YLiLJ[ [OLPY ULLKZ$ H[[P[\KLZ HUK TV[P]H[PVUZ&
15,000 people from ten European countries were surveyed on their current and future employment situation;
all were either in employment or seeking work and were aged 25 and over.* In Switzerland, 1,000 people took
WHY[ PU [OL Z\Y]L`& DOL hUKPUNZ Z\NNLZ[ h]L WVZZPISL YLJVTTLUKH[PVUZ MVY HJ[PVU [OH[ JV\SK OLSW JVTWHUPLZ
[HJRSL [OL JOHSSLUNLZ PKLU[PhLK& >VZ[ VM [OLZL YLJVTTLUKH[PVUZ HYL HKKYLZZLK I` JVTWHUPLZ I\[ HSZV TLYP[
consideration by government and by individual employees..

Rethink the value of older workers
DOL hYZ[ HWWYVHJO JVUJLYUZ VSKLY ^VYRLYZ& :P]LU [OLPY
growing importance to the labour market, older workers are
increasingly the focus of public debate. The context is usually
[OL KPjJ\S[ Z[H[L VM [OL SHIV\Y THYRL[$ [OV\NO [OL TLKPH VM[LU
seek to dramatise this with individual case studies. As data
WYV]PKLK I` [OL C^PZZ C[H[L CLJYL[HYPH[ MVY 8JVUVTPJ 4kHPYZ
(SECO) shows, older workers actually stand a lower than
average chance of being made unemployed, although once
[OL` ILJVTL \ULTWSV`LK$ [OL` hUK P[ OHYKLY [V hUK HUV[OLY
job.9 >HU` LTWSV`TLU[ HNLUJPLZ JVUhYT [OPZ WYVISLT&10
The reasons for this are many and varied. High salary
expectations and higher pension contributions are often cited,
but employers’ prejudices against older workers – ranging
MYVT PUHKLX\H[L TV[P]H[PVU HUK H SHJR VM iL_PIPSP[` [V V\[KH[LK
specialist skills and knowledge – also play a major part.
Another Deloitte survey, of executives and HR directors,
indicates that one-third of Swiss companies see older workers
as a competitive disadvantage. This is substantially higher
than the international average (20 per cent).11 Against this
background, it is unsurprising that the Deloitte CFO Survey
MVY *()0 HSZV hUKZ Q\Z[ *( VM C^PZZ JVTWHUPLZ THRPUN \ZL
of alternative pools of labour – including older workers –
to tackle the skills shortage.12

* France, Germany, Italy, the Netherlands, Poland, Romania, Spain,
Sweden, Switzerland and the United Kingdom
10
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Companies urgently need to rethink their attitude to older
workers. Businesses that continue to perceive them
as a disadvantage and focus solely on younger age groups
when recruiting are making a strategic mistake for two
reasons.
First, as a result of demographic change, older workers now
make up an increasing proportion of the total labour force
but also, along with women, represent the greatest potential
for plugging gaps in the labour market. As Section 2 shows,
they are disproportionately represented in the reserve army
of labour. The international survey underpinning this study
paints a similar picture. 27% of over-50s in Switzerland would
like to continue working beyond retirement age, and as Chart 2
shows, this group includes a higher than average proportion of
highly skilled workers. 51% would like to continue their current
working arrangements, while 35% wish to carry on working but
to reduce their hours.

Chart 2. Proportion of over-50s who would like to continue working beyond
retirement age13
“How would you like to continue working if you could choose freely?”

Share of participants older than 50 who
wish to continue working after statutory
retirement

2% 1%

Continue working as before

12%

Reduce working hours

46%
27%

51%

Continue working as before and
as soon as a pension can be drawn,
continue to work as a freelancer
or self-employed person
Work as a freelancer or start
a business soon

Average of all
educational levels

35%

Other

University of applied
sciences or university
degree

Source: Deloitte Research

Second, and confounding all the clichés, older workers are more motivated than
younger workers. Our survey found that this is particularly the case in Switzerland.
As Chart 3 shows, 85% of respondents aged 55 and over say they are motivated
H[ ^VYR$ H OPNOLY hN\YL [OHU MVY V[OLY HNL NYV\WZ&
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Chart 3. Swiss employees’ satisfaction with their job

78% 76% 82%

85%
63%

I feel
motivated
<35

70% 74%

81%

My work is
appreciated
35–44

79% 79%

86% 89%

I like my work
45–54

55+

gDVV THU` JVTWHUPLZ HYL UV[ WYV]PKPUN JVU[PU\PUN [YHPUPUN MVY Z[Hk V]LY -($
preferring to recruit ‘new blood‘ – younger employees who are cheaper and,
HSSLNLKS`$ TVYL iL_PISL HUK OPNOLY WLYMVYTPUN& GL[ WHY[PJ\SHYS` H[ [PTLZ VM ZRPSSZ
shortages and increasingly rapid change, companies need ‘old hands’ with
experience. And older employees are often more loyal to their employer than
younger ones.”

Andreas Rudolph,
Managing Director,
Lee Hecht Harrison Switzerland

Source: Deloitte Research

DOL KPkLYLUJLZ HYL L]LU TVYL THYRLK PU YLZWVUZLZ JVUJLYUPUN HWWYLJPH[PVU
and satisfaction at work: 81% of over-55s believe their work is appreciated,
compared with just 63% of under-35s.

“Employees aged 55+ are an important resource
making them valuable, top performers with a lot
of specialist knowledge.”

Bettina Kurth,
Head Human Resources,
Swiss Life Switzerland
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Recommendation #1: Rethink the value of older workers
Increasing life expectancy and an ageing workforce pose new challenges to companies but also represent substantial, and partially untapped, potential. The traditional career model
[OH[ ZLLZ WLVWSL hUPZOPUN [OLPY [YHPUPUN PU [OLPY *(Z$ LUKPUN [OLPY JHYLLY KL]LSVWTLU[ PU [OLPY ,(Z HUK YL[PYPUN PU [OLPY .(Z PZ NP]PUN ^H` [V KPkLYLU[ TVKLSZ& 4Z H YLZ\S[$ JVTWHUPLZ ULLK
to adapt their HR strategy, workplace guidelines and leadership approaches to accommodate longer working lives. Older workers increasingly form the focus of such reassessments.
?SKLY ^VYRLYZ VkLY OPNOLY [OHU H]LYHNL \U[HWWLK WV[LU[PHS HUK HYL HSZV TVYL OPNOS` ZRPSSLK HUK TV[P]H[LK [OHU H]LYHNL& 5\ZPULZZLZ [OH[ JVU[PU\L [V ]PL^ VSKLY ^VYRLYZ HZ H
disadvantage and focus solely on younger age groups when recruiting are making a strategic mistake. To avoid falling into this trap, they need to create an integrated corporate culture
^P[O H KP]LYZL ^VYRMVYJL [OH[ JHU ^VYR PU H JVTTP[[LK HUK LjJPLU[ ^H`& l[ PZ PTWVY[HU[ [OH[ JVTWHUPLZ YL]PZP[ [OL T`[O [OH[ VSKLY ^VYRLYZ HYL PUiL_PISL HUK PUJHWHISL VM SLHYUPUN UL^
skills: willingness to continue to learn is a question of mindset, and is not age-related.
Companies should bear three particular aspects in mind in creating this integrated corporate culture.
9PYZ[$ [OL HWWYVWYPH[L JVUKP[PVUZ ULLK [V IL JYLH[LK [V YLiLJ[ [OL ULLKZ VM HSS HNL NYV\WZ& ?U [OPZ IHZPZ$ ^VYRPUN [PTL$ ^VYRWSHJL HYYHUNLTLU[Z HUK QVI JVU[LU[ JHU [OLU IL HKHW[LK&
DOPZ TH`$ MVY L_HTWSL$ PU]VS]L HU LYNVUVTPJ ^VYRZ[H[PVU VY iL_PISL ^VYRPUN OV\YZ [OH[ ^PSS LUHISL HU LTWSV`LL [V JHYL MVY JOPSKYLU VY NYHUKJOPSKYLU&
CLJVUK$ JHYLLY TVKLSZ ULLK [V LUHISL LTWSV`LLZ [V JVU[PU\L ^VYRPUN MVY SVUNLY I\[ HSZV [V ^VYR TVYL iL_PIS`& @VZZPISL ZVS\[PVUZ PUJS\KL eIV^ JHYLLYZf "PU ^OPJO ^VYRSVHK$
responsibility and pay are reduced by stages), job-sharing with younger colleagues to promote knowledge transfer, or coaching and mentoring roles. A pool of interested retired
employees could also be created so that a company can bring them back on a ‘gig’ basis and access their expertise when needed.
Third, the HR process in relation to recruitment is crucial. This process – from initial advertisement to the recruitment channels used and the interview process – should be designed
so that no single age group is systematically disadvantaged (e.g. by reducing unconscious bias through training for recruiters).
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Understand motivating factors
The second recommendation involves motivating factors.
In general terms, the more motivated a company’s employees
are, the more likely they are to be willing to stay with the
company and, for example, continue working beyond
YL[PYLTLU[ HNL& >VZ[ JY\JPHSS`$ [OL` HYL HSZV TVYL SPRLS` [V IL
willing to undergo appropriate continuing training/upskilling.
And, as other research shows, a motivated workforce may
IL JY\JPHS [V [OL hUHUJPHS Z\JJLZZ VM JVTWHUPLZ VWLYH[PUN
in a highly competitive environment.14

gDOL THPU KPkLYLUJLZ PU ILOH]PV\Y YLSH[L [V HNL NYV\W& FOLU
`V\UNLY ^VYRLYZ HYL KPZZH[PZhLK ^P[O [OLPY QVI$ [OL` [LUK [V HJ[ VU
that dissatisfaction by changing jobs. Older workers, by contrast,
tend to try to accommodate and make the best of things.”

Boris Billing,
Head of Personnel Development, Zürcher Kantonalbank

What, though, are the factors that most motivate employees?
As Chart 4 shows, the key motivating factors from the
viewpoint of Swiss employees are competent leadership,
H JSLHY KLhUP[PVU VM YLZWVUZPIPSP[PLZ$ HUK ILPUN [Y\Z[LK
by colleagues. It is striking that job security and stability
and renumeration feature lower down the list (fourth
and seventh respectively), whereas in most other European
JV\U[YPLZ$ [OLZL MHJ[VYZ YHUR hYZ[ VY ZLJVUK&

4Z ^HZ [V IL L_WLJ[LK$ [OLYL HYL THYRLK KPkLYLUJLZ IL[^LLU HNL NYV\WZ PU C^P[aLYSHUK "ZLL JOHY[ -#& BLT\ULYH[PVU
and scope for skills development are much more important to the under-35s than to the over-55s. The contrast between
HNL NYV\WZ PU YLSH[PVU [V QVI ZLJ\YP[` PZ HSZV YH[OLY Z\YWYPZPUN2 [OL V]LY%--Z HYL ZPNUPhJHU[S` SLZZ JVUJLYULK HIV\[ QVI ZLJ\YP[`
than other age groups, which can be attributed to the relatively low level of unemployment in this age group. A recent report
I` C86? UV[LZ$ OV^L]LY$ [OH[ VSKLY ^VYRLYZ [LUK [V OH]L TVYL KPjJ\S[` hUKPUN H UL^ QVI PM [OL` ILJVTL \ULTWSV`LK$
^P[O V]LY%-(Z [HRPUN VU H]LYHNL [^PJL HZ SVUN [V hUK H UL^ QVI [OHU )-% [V *,%`LHY VSKZ&15 >VYLV]LY$ [OL VSKLY \ULTWSV`LK
as a group are disproportionately likely to be long-term unemployed.

DOPZ KPkLYLUJL TH` IL H[[YPI\[HISL PU WHY[PJ\SHY [V [OL OPNO
average salary levels and low unemployment in Switzerland.
lU H WYVZWLYV\Z LJVUVT` V[OLY MHJ[VYZ NHPU PU ZPNUPhJHUJL&
>VYLV]LY$ C^PZZ LTWSV`LLZ KV UV[ ZLLT WHY[PJ\SHYS` JHYLLY
oriented: career path prospects in the company, ‘being my
own boss’ and leading teams rank much lower.

CWLJPhJ PU[YPUZPJ TV[P]H[PUN MHJ[VYZ HYL HSZV PU[LYLZ[PUN& DOL KLNYLL VM fTH[JOf IL[^LLU HU PUKP]PK\HSfZ YVSL HUK [OLPY WLYZVUHS
values is the third most important motivating factor for older workers, with meaningful work (seeing a purpose in what they
do) actually heading the list. These factors are less important to younger workers, ranking eighth and sixth respectively on the
SPZ[& l[ PZ HSZV Z\YWYPZPUN [OH[ iL_PISL ^VYRPUN [PTL PZ UV[ H RL` TV[P]H[PUN MHJ[VY MVY LP[OLY `V\UNLY VY VSKLY ^VYRLYZ$ HS[OV\NO
PUJYLHZPUN U\TILYZ VM ;B KLWHY[TLU[Z ZLL iL_PISL OV\YZ HZ HU PTWVY[HU[ PUJLU[P]L ^OLU YLJY\P[PUN& DOPZ HWWSPLZ [V HSS [OL
European countries surveyed.
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2@9IK *% 79FCAF? G> EGKAM9KAF? >9;KGIJ :O ;GLFKIO16
CH

DEU

FRA

ITA

GBR

ESP

NLD

POL

ROM

SWE

Competent leadership

1

4

3

9

3

10

7

10

2

1

(B;7G :;QD?I?ED E< G;HFEDH?8?B?I?;H

2

3

4

6

4

5

5

6

4

6

Being trusted by colleagues, co-workers, clients and supervisors

3

5

6

4

2

3

2

4

10

2

Job security and stability

4

2

2

1

1

1

1

2

3

3

Seeing a purpose in what I do

5

6

8

3

5

7

4

5

6

4

Doing something in line with my personal values

6

8

7

8

8

9

6

7

7

10

Remuneration

7

1

1

2

7

2

3

1

1

5

(B;7G 7D: L;BB :;QD;: =E7BH

8

7

5

5

6

4

10

3

5

8

Scope to broaden my skills

9

9

9

7

9

11

11

8

8

9

Flexibility to change tasks and working environment

10

10

12

13

10

12

9

15

14

13

Flexible working hours

11

11

13

11

11

8

13

13

12

11

Social acceptability

12

14

11

12

13

13

8

12

11

7

Having to deal with complex problems and challenging tasks

13

12

15

14

14

14

12

11

16

14

Clear (job) growth opportunities (career path)

14

13

10

10

12

6

14

9

9

12

Working with people from diverse backgrounds, ages, gender, etc.

15

15

14

15

15

15

16

14

13

16

Being my own boss

16

16

17

16

16

17

15

16

15

15

Leading a team

17

17

16

17

17

16

17

17

17

17

Source: Deloitte Research
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Chart 5. Ranking of motivating factors by age group
CH total

<35

)+$**

*+$+*

55+

Competent leadership

1

5

2

1

5

(B;7G :;QD?I?ED E< G;HFEDH?8?B?I?;H

2

3

1

3

2

Being trusted by colleagues, co-workers, clients and supervisors

3

2

3

4

4

Job security and stability

4

1

4

2

7

Seeing a purpose in what I do

5

6

7

5

1

Doing something in line with my personal values

6

8

6

6

3

Remuneration

7

4

5

7

8

(B;7G 7D: L;BB :;QD;: =E7BH

8

9

9

8

6

Scope to broaden my skills

9

6

8

9

9

Flexibility to change tasks and working environment

10

10

12

11

10

Flexible working hours

11

13

11

10

11

Social acceptability

12

11

10

12

13

Having to deal with complex problems and challenging tasks

13

14

14

13

12

Clear (job) growth opportunities (career path)

14

12

13

16

16

Working with people from diverse backgrounds, ages, gender, etc.

15

15

15

14

14

Being my own boss

16

15

16

15

15

Leading a team

17

17

17

17

17

Source: Deloitte Research
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“The younger generation of employees are much
quicker to change jobs, but they don’t want
to be changed themselves.”

Beat Bühlmann,
General Manager, Evernote EMEA

Motivated, optimistic but training neglected | The voice of the workforce in Switzerland

Recommendation #2: Understand motivating factors
?]LYHSS$ P[ PZ L]PKLU[ [OH[ KPkLYLU[ HNL NYV\WZ WLYJLP]L TV[P]H[PUN MHJ[VYZ PU KPkLYLU[ ^H`Z& 6VTWHUPLZ [OLYLMVYL ULLK [V ]PL^ HNL NYV\WZ KPkLYLU[S` HUK [V VkLY [OLPY ^VYRMVYJL
H IYVHKLY YHUNL VM TV[P]H[PUN MHJ[VYZ& 6VTWHUPLZ VWLYH[PUN HJYVZZ KPkLYLU[ JV\U[YPLZ ^PSS HSZV OH]L [V [HRL JV\U[Y`%ZWLJPhJ MHJ[VYZ PU[V JVUZPKLYH[PVU& ;V^L]LY$ YLNHYKSLZZ VM HNL$
YLT\ULYH[PVU PZ UV[ [OL THQVY TV[P]H[PUN MHJ[VY& DOL Z\Y]L` ZOV^Z [OH[ H ^VYRPUN LU]PYVUTLU[ [OH[ PZ IHZLK VU [Y\Z[ HUK YLZWLJ[$ JVTWL[LU[ SLHKLYZOPW HUK H JSLHY KLhUP[PVU VM
responsibilities, is more important across the board.
Companies also need an approach that focuses on the full spectrum of employee experience and motivation and takes account of all the factors that contribute to employee
satisfaction, commitment, well-being and productivity.
lU [OPZ YLZWLJ[$ JVTWHUPLZ ZOV\SK ]PL^ [OLPY ^VYRMVYJL HZ J\Z[VTLYZ& =PRL [OL fJ\Z[VTLY L_WLYPLUJLf PU THYRL[PUN$ [OL MVJ\Z ZOV\SK IL VU H WVZP[P]L fLTWSV`LL L_WLYPLUJLf YLiLJ[PUN
the full range of employee perceptions and experiences at work. Continually measuring employees‘ experiences is vital for companies and can now be achieved through a wide range
of digital tools and apps. Continual measurement of these aspects is crucial to comprehensive understanding in this area and is something that can now be achieved with a wide range
of digital tools and apps.
5HZLK VU [OLZL YLZ\S[Z$ PUKP]PK\HS L_WLJ[H[PVUZ$ ULLKZ HUK TV[P]H[PUN MHJ[VYZ "LTWSV`LL QV\YUL`Z# JHU IL PKLU[PhLK MVY KPkLYLU[ HNL NYV\WZ \ZPUN KLZPNU [OPURPUN TL[OVKZ& DOLZL
LTWSV`LL QV\YUL`Z JHU MVYT [OL IHZPZ VM ZWLJPhJ TLHZ\YLZ$ MVY L_HTWSL PU [OL HYLHZ VM SLHKLYZOPW VY YLT\ULYH[PVU& ES[PTH[LS`$ H WVZP[P]L LTWSV`LL L_WLYPLUJL JHU IVVZ[ ^VYRMVYJL
motivation and productivity, commitment and satisfaction.
In the area of leadership, companies need to formulate an approach for understanding employees‘ expectations, for example through a ‚leadership charter‘. Executives can then utilise
[YHPUPUN HUK JVHJOPUN [V SLHK LkLJ[P]LS` HUK JVTWL[LU[S` HNHPUZ[ [OL IHJRKYVW VM KPNP[HSPZH[PVU HUK KP]LYZP[`&
lU [LYTZ VM YLT\ULYH[PVU$ TVYL JV\SK IL KVUL [V KL]LSVW H WLYZVUHSPZLK HUK OVSPZ[PJ YLT\ULYH[PVU Z`Z[LT [OH[ YLiLJ[Z H YHUNL VM WYLMLYLUJLZ& 9VY L_HTWSL$ IVU\ZLZ HUK V[OLY
incentives could be paid more frequently, and in smaller instalments, than traditional annual payments. Alternatively, employees could be given the choice between various pay
components.
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Redesign employment models
Alongside the issues of age and motivating factors,
employment models need to be rethought as they, too, are
crucial in making better use of potential pools of labour.
This is particularly true in relation to older workers who
in principle would be willing to continue working beyond
retirement age. However, it may also apply to young
people who are open to entering the labour market if the
employment model is right or may even be a way of boosting
younger workers’ loyalty to their company.
The Swiss labour market is currently dominated by
traditional employment models. As Chart 6 shows, 51%
of survey respondents are in full-time employment, with 41%
in ‘non-traditional’ employment models and 8% currently
seeking work. Among the non-traditional models, parttime working is the most common, followed by freelancing
and self-employment. A breakdown by gender shows that
women are more likely to work part-time and men more
likely to opt for full-time working. Compared with the other
European countries in the survey, Switzerland has the lowest
proportion of full-time employees and the highest proportion
of part-time employees, the reverse of the situation in
Romania, where just 3% of employees work part-time and
the vast majority (82%) work full-time. Of all the countries
surveyed, in fact, Romania has the lowest proportion
of part-time workers and the highest proportion of full-time
workers.17
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“Becoming self-employed or launching a
portfolio career following redundancy is much
more obvious for blue-collar workers than for
academics.”

Andreas Rudolph,
Managing Director,
Lee Hecht Harrison Switzerland

However, given the choice, 62% of survey respondents
(including jobseekers) would opt for non-traditional
employment models, as Chart 7 shows. It is striking that
H ZPNUPhJHU[ WYVWVY[PVU VM M\SS%[PTL LTWSV`LLZ d HYV\UK
25% – would not want to work part-time but would prefer
to be self-employed or freelance, or to have some kind
of combination of employment and self-employment (a
WVY[MVSPV%JHYLLY#& DOPZ WYVhSL PZ WHY[PJ\SHYS` THYRLK HTVUN
the over-55s, with just 28% expressing a preference to
work full-time if they could choose. Given the choice,
27% would choose part-time working, 15% freelancing,
10% self-employment and 18% a portfolio career.

Motivated, optimistic but training neglected | The voice of the workforce in Switzerland

Chart 6. Proportion of the working population by employment
models – today

P@9IK ,/ 5IGHGIKAGF G> K@= NGICAF? HGHLD9KAGF
by employment models – preferred

Traditional
model

Non-traditional models

Not working but
looking for a job

Traditional
model

Non-traditional models

51%

41%

8%

38%

62%

63%

“Demand for part-time work among
men over 40 has so far been
very limited, whilst the younger
generation have already accepted
this model as an option and are
increasingly making use of it.”

46%
40%

37%

43%

29%
17%
15%
2%

Full-time
employee

6%

7%

11%

Part-time Self-employed
Freelancer
employee
with
employees

Female
Source: Deloitte Research18

Male

12%
9%

6%

6%

Not working
but looking
for a job

Full-time
employee

9%

13%

15%

12%

Part-time Self-employed
Portfolioemployee
with
Freelancer career
employees

Female

Patrick Stolz,
Head Human Resources Personal &
Corporate Banking and Switzerland, UBS

Male
19

Source: Deloitte Research
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Recommendation #3: Redesign employment models
lM JVTWHUPLZ VkLY [OLPY LTWSV`LLZ H JOVPJL VM LTWSV`TLU[ TVKLSZ$ [OL` TH` hUK P[ LHZPLY [V YLJY\P[ Z[Hk MYVT H ^PKLY WV[LU[PHS SHIV\Y THYRL[& 9VY L_HTWSL$ TVKLSZ JHU IL KLZPNULK
to boost women’s employment or increase the hours they work or else to enable older employees to continue working beyond retirement age. Redesigning and widening the range
of employment models therefore goes hand in hand with implementation of recommendation #1 on older employees. It is important for companies to redesign traditional employment
models to make them more attractive to new groups of workers.
;H]PUN H ^VYRMVYJL THKL \W VM PUKP]PK\HSZ YLWYLZLU[PUN KPkLYLU[ LTWSV`TLU[ TVKLSZ d WLYTHULU[ LTWSV`LLZ$ MYLLSHUJLYZ$ JVU[YHJ[VYZ HUK JYV^K ^VYRLYZ "[OL fLTWSV`LL LJVZ`Z[LTf#
d WYV]PKLZ H THQVY HK]HU[HNL PU [LYTZ VM iL_PIPSP[` HUK ZWLLK PU KLWSV`PUN Z[Hk ^P[O [OL YLX\PZP[L ZRPSSZ ^OLU HUK ^OLYL [OL` HYL ULLKLK& lU [OL J\YYLU[ I\ZPULZZ LU]PYVUTLU[$ Z\JO
iL_PIPSP[` JV\SK NP]L H JVTWHU` H KLJPZP]L JVTWL[P[P]L LKNL&
Successful recruitment and integration of employees across a range of employment models requires solid strategic HR planning based on analysis of the future of work and
PKLU[PhJH[PVU VM [OL ULJLZZHY` YLZV\YJLZ HUK ZRPSSZ& C\JO WSHUUPUN YLSPLZ VU JVVWLYH[PVU IL[^LLU [OL ;B KLWHY[TLU[$ [OL WYVJ\YLTLU[ KLWHY[TLU[ HUK [OL hUHUJL KLWHY[TLU[ HUK
can be supported operationally with digital tools.
However, it is important to ensure that the selection process for alternative groups of employees is not run solely by the procurement department, which is currently the case for
TVZ[ JVTWHUPLZ& l[ PZ ]P[HS [OH[ [OL ;B KLWHY[TLU[ PZ HSZV PU]VS]LK$ [V LUZ\YL [OH[ UL^ YLJY\P[Z LTIVK` [OL ULJLZZHY` ]HS\LZ HUK h[ PU ^P[O [OL JVYWVYH[L J\S[\YL& 4S[LYUH[P]L WVVSZ
of employees should also be integrated as strongly as possible into the company and in HR processes; for example, they should also have access to continuing training/upskilling
opportunities.
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Lifelong learning is more important
K@9F =M=I
Closely linked to the better use of existing labour potential
is the issue of the right skills. Digitalisation is demanding new
skills, and workers are having to adapt, retrain and upskill.
This is particularly true of those wishing to enter the labour
market and those wanting to work longer hours or defer
[OLPY YL[PYLTLU[& CVTL JVTWHUPLZ HYL HSYLHK` hUKPUN P[
KPjJ\S[ [V YLJY\P[ LTWSV`LLZ ^P[O [OL YPNO[ ZRPSSZ$ HZ CLJ[PVU *
explained.
This challenge becomes greater the longer individuals live.
As health improves and average life expectancy rises, so the
length of an individual’s working life is likely to increase over
the long term. And even if a higher retirement age is currently
unlikely to gain political support in Switzerland, having people
living longer will also see them working for longer in the
medium to long term. This will require employees to be willing
to undergo continuing training/upskilling on an ongoing basis.

Chart 8. Skills areas in need of improvement
“Looking to the future, to remain employable, which of the following skills do you
K@AFC OGL EA?@K F==< KG <=M=DGH0R

Advanced IT skills

17%

Technical knowledge
Foreign languages
Learning skills

43%

23%

43%

26%

38%
39%

40%

Communication skills

45%

Basic IT skills

45%

Problem-solving skills
Teamwork
T 7C 7BG;7:M FGEQ9?;DI

38%
34%

52%

35%
64%

23%

24%

16%

19%

15%

21%

14%

13%
12%
11%
8%
6%

8%
6%
9%
4%
7%

Hard skills

I would need to improve my existing skills
I would need to aquire new skills
0EI G;B;K7DI <EG C; IE QD: 7 @E8
Source: Deloitte Research
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“People often
overestimate the level
of their own social
competencies.”

The continuing training/upskilling process starts with identifying the skills
areas involved. A self-assessment by Swiss employees shows that they
perceive their greatest weakness in the area of ’hard skills’: just 17% consider
they have advanced IT skills, 23% good technical skills and 26% good
language skills. By contrast, more than half believe they have adequate skills
levels in the ’soft skills’ areas of teamwork and problem-solving and see no
need for further training/upskilling in these areas to protect their future
position on the labour market. It is, however, questionable how far this selfassessment is actually realistic. In our interviews with HR experts, criticism
centred particularly on this optimistic self-assessment of teamwork and
problem-solving skills. Nevertheless, self-perception drives the willingness
to undergo further training, as can be seen in Chart 9.

Chart 9. Proportion of employees not undergoing training/upskilling
by educational level
Share of respondents who did not participate in any form of training
GI LHJCADDAF? 9;KAMAKO AF K@= H9JK '( EGFK@J

40%

Overall 30% of Swiss employees did not
WHY[PJPWH[L PU HU` [YHPUPUN VY \WZRPSSPUN HJ[P]P[` PU
the past 12 months (European average: 29%).
39%

22%

26%
17%

Giuseppe Martinelli,
3=9< G> 1<=;;G 8K9TF?
German Switzerland,
Adecco

Compulsory
education

g?\Y WYPVYP[` HZ H JVTWHU` PZ UV[ VUS` [V YLJY\P[ Z[Hk ^P[O ZWLJPhJ
technical expertise, but also and particularly to have a workforce
with good learning and problem-solving skills. In just a few years’
time, the expertise we are looking for today will already be out of
date.”

Hans Werner,
Head of Group Human Resources, Swisscom
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(Obligatorische
Schulzeit)

Vocational
General
Professional
Universities
education and education schools
education
(Tertiärstufe:
training
(Sekundarstufe
(Tertiärstufe:
universitäre
(Sekundarstufe
II:
höhere
Hochschulen,
II:
Allgemeinbildung) Berufsbildung) Fachhochschulen)
Berufsbildung)

Source: Deloitte Research
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Nearly a third of the surveyed Swiss employees have not
undergone any training or upskilling over the past 12 months,
H hN\YL [OH[ W\[Z C^P[aLYSHUK HIV]L [OL 8\YVWLHU H]LYHNL&
Chart 9 illustrates the correlation with educational level:
LTWSV`LLZ ^P[O OPNOLY%SL]LS ZJOVVS SLH]PUN X\HSPhJH[PVUZ HYL
more likely to undergo continuing training.

Chart 10. Reasons for non-participation in continuing training/upskilling
“Why did you not participate in any form of training/upskilling activity?”

5% 3%
58%

6%

To engage individuals who are not currently engaging in such
[YHPUPUN$ [OL hYZ[ Z[LW PZ [V PKLU[PM` [OL YLHZVUZ MVY UVU%
participation or the barriers to learning.
Around half of those who have not participated in continuing
training say they see no need to do so (see Chart 10). Here,
[VV$ [OVZL ^P[O SV^LY%SL]LS X\HSPhJH[PVUZ [LUK [V IL V]LY%
represented. A priority is to raise this group’s awareness
VM [YHPUPUN& 4 M\Y[OLY [OPYK ZH` [OL` OH]L UV [PTL VY hUK
the costs of training too high.

58%
45%

13%
53%

20%

Lowskilled

Mediumskilled

Highskilled

6L9DAS;9KAGF D=M=D
Had no need
Had no time
Costs too high
(EJB:DNI QI ?D H9>;:JB;
No relevant topics
Other
Source: Deloitte Research

“People often associate IT skills such as programming as the
necessary skillset needed as a result of digitalisation. However
for the majority of people learning agility and problem-solving
skills will be much more important.”

Volker Stephan,
Region HR Head Europe/Country HR
Manager Switzerland, ABB
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Chart 11 breaks down barriers to learning by age group. Here, the major barrier cited is a lack of time. Whether this is perceived
as an external factor (one created by the employer) or a personal factor (one for which individuals take responsibility) is
SPRLS` [V IL PU[LYWYL[LK KPkLYLU[S` MYVT VUL PUKP]PK\HS [V HUV[OLY& ?]LYHSS$ OV^L]LY$ L_[LYUHS MHJ[VYZ d PUJS\KPUN [OL HIZLUJL
VM H Z\WWVY[P]L ^VYRPUN LU]PYVUTLU[ HUK \UH[[YHJ[P]L SLHYUPUN TL[OVKZ d HYL NLULYHSS` ZLLU HZ H TVYL ZPNUPhJHU[ IHYYPLY [OHU
personal factors. Employees are therefore more likely to perceive barriers to learning as being created by their employer.

It is striking that the over-55 age group records the lowest
values in almost every category and the under-35 age group
the highest values. Older workers therefore tend to perceive
fewer barriers to learning or reasons not to learn than younger
ones. The over-55s complain most about a lack of advice
as to the area in which they should undergo training or upskill.

Chart 11. Barriers to learning

Not having
dedicated time
for learning

Unsupportive
working
environment
where lack of
knowledge is
stigmatised

Lack of
guidance
about what
to learn

Unattractiveness
of the learning
method available

External factors
<35

35–44

Source: Deloitte Research
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45–54

Lack of interest
in the topics

Lack of
interest in
learning

25%
19%
17%
16%

36%
Not wanting to
seem lacking in
knowledge

Personal factors
55+

“The attitude that the over-50s
do not need continuing training
anymore is dangerous.”
25%
26%
22%

40%
31%
32%
28%

42%
34%
32%
27%

44%
29%
34%
28%

45%
36%
30%
34%

55%
38%
33%
33%

57%
52%
40%
32%

Share of all respondents considering the following factor a barrier to learning ‘to a large/moderate extent’

)?R9JBIM
in learning
something new

Hans Werner,
Head of Group
Human Resources,
Swisscom
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;V^L]LY$ VUJL [OL ZRPSSZ [OH[ HYL SHJRPUN JHU IL PKLU[PhLK
and barriers to learning overcome, the next question
PZ ^OV ^PSS hUHUJL [OL [YHPUPUN& 6OHY[ )* ZOV^Z ^OV$
in the view of survey respondents, currently bears the main
YLZWVUZPIPSP[` [V hUHUJL [YHPUPUN JVTWHYLK ^P[O ^OV ZOV\SK
bear that responsibility. Half of Swiss respondents report
that employers currently bear the main responsibility, with
a quarter citing the state and a further quarter employees
[OLTZLS]LZ& DOLZL hN\YLZ HYL PU ZOHYW JVU[YHZ[ ^P[O [OL
European average.
DOPZ PZ PU THYRLK JVU[YHZ[ ^P[O [OL hUKPUNZ HZ [V ^OV ZOV\SK
ideally bear the main responsibility: 46% of respondents
believe the state should bear the main responsibility, almost
as many the employer, and only 11% the individual employee
him/herself. The European picture is similar, except that
the actual position and the ideal diverge less. The call for
the state to take responsibility for this issue is, therefore,
particularly marked in Switzerland, so employees cannot
be said to be taking responsibility for their own career –
H hUKPUN [OH[ NP]LZ WSLU[` VM MVVK MVY [OV\NO[&

g>HPU[HPUPUN LTWSV`HIPSP[` PZ JY\JPHS [V LHJO LTWSV`LLfZ PU[LYLZ[Z HUK [OLPY
responsibility. They need to show an interest in continuing training. The employer
ULLKZ HZ MHY HZ WVZZPISL [V Z\WWVY[ Z\JO [YHPUPUN$ hUHUJPHSS` VY I` NP]PUN ^VYRLYZ
time to train. But the initiative must come from the employees themselves.”

Daniella Lützelschwab,
Head of Labour Market and Labour Law, Swiss
Employers Confederation

“If we take responsibility for initial and continuing training seriously, we should
also be providing training that helps employees to develop their skills more
LkLJ[P]LS` IV[O ^P[OPU [OL JVTWHU` HUK VU [OL SHIV\Y THYRL[$ L]LU ^OLU Z\JO
training has little or no direct relevance to their current job.”

Rahel Bühlmann,
Leadership & Competence Manager,
IKEA Switzerland
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Chart 12. A lack of self-responsibility
Share of respondents considering who should have primary responsibility for training
Financing training
50%
45%

44%
42%

Providing training
46%
42%

37%

48%

46%
39%

45%
41%

15%

14%

Ideal

Current

35%

47%
44%

26%
24%
17%

17%

14%

Current

Ideal

11%
Current

Europe
State
Source: Deloitte Research
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Ideal
Switzerland

Employers

Individuals

Current
Europe

10%
Ideal
Switzerland

In terms of providing opportunities for continuing training
or upskilling, Switzerland is close to the European average,
with 47% of all survey respondents believing the state
should bear the main responsibility, while just 10% believe
it is primarily the responsibility of employees themselves.
DOPZ KPkLYZ VUS` ZSPNO[S` MYVT [OL HJ[\HS WVZP[PVU& ;LYL [VV$
however, employees’ sense of self-responsibility is declining
and the role of the state is becoming more important.
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To ensure that employees are totally prepared for future trends requires both interaction between the state education and training system (schools and universities) and willingness
on the part of companies to raise employees’ awareness of lifelong learning, support them and actively promote continuing training/upskilling.
It is important to realise that most careers no longer follow a linear path throughout an individual’s working life but are increasingly dynamic, multilevel and multidimensional.
Employees need to be aware of the continual shortening of the ’half-life’ of their skills and expertise, which makes lifelong learning essential if they are to maintain or improve their
employability. They also need to take greater responsibility for their own future and career and to invest more of their own resources into continuing training/upskilling. However,
the survey results indicate a decline in this sense of responsibility among employees, making it even more important that employers raise their workers’ awareness and support them.
This change in mindset combined with the necessary employer support could, for example, focus on a joint discussion of job descriptions, with individual employees drawing up
H WLYZVUHS KL]LSVWTLU[ WSHU [OH[ YLiLJ[Z JOHUNLZ PU [OLPY ^VYRPUN LU]PYVUTLU[ HUK KPZJ\ZZPUN [OPZ HZ WHY[ VM [OLPY WLYMVYTHUJL THUHNLTLU[& DOL ULJLZZHY` ZRPSSZ TVKLSZ HUK
VJJ\WH[PVUHS WYVhSLZ ULLK [V IL M\[\YL%VYPLU[LK$ LUZ\YPUN [OH[ LTWSV`LLZ \WZRPSS PU YLSL]HU[ HYLHZ& @YVhSLZ ULLK [V MVJ\Z HKLX\H[LS` VU ZVM[ ZRPSSZ d Z\JO HZ SLHYUPUN ZRPSSZ$ JVSSHIVYH[PVU
and problem-solving – since these are the skills that are becoming increasingly important to employers.
Learning should also be incorporated within standard working time, with responsibility taken by the employees themselves, while the company and managers provide support.
Continuing training and upskilling should be available in a range of formats and follow the 70-20-10 rule: the bulk of learning (70%) should be informal and take place on the job, with
20% acquired through social interaction and just 10% acquired in traditional learning situations. Therefore, learning and development departments need to recalibrate their role so that
they focus less on developing content and more on the strategic design of learning and on managing the entire ’learning ecosystem’.
>VYL NLULYHSS`$ VIZ[HJSLZ [V SLHYUPUN d ^OL[OLY WLYZVUHS VY L_[LYUHS d ZOV\SK IL PKLU[PhLK HUK YLTV]LK$ ^P[O [OL HPT VM THRPUN SLHYUPUN HZ Z[YHPNO[MVY^HYK HZ WVZZPISL& 9VY L_HTWSL$
\ZLY%MYPLUKS` HUK PU[LYHJ[P]L SLHYUPUN WSH[MVYTZ TH` IL \ZLK$ VY JVTWHUPLZ JHU ZL[ HZPKL h_LK X\V[HZ HUK I\KNL[Z MVY SLHYUPUN&
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Take digitalisation seriously
There is hardly any issue around today that is being as hotly
debated as digitalisation. This is not surprising given the
degree to which, over recent years, digital devices and
technologies have transformed the economy and society.
The debate is being fuelled by politicians and academic
research studies, with many commentators warning of the
negative impact digitalisation is having, or will have, on the
SHIV\Y THYRL[ ZWLJPhJHSS`&20 These sources express fears
that technological progress will make human labour largely
redundant.
Such fears are not new, they have been voiced since the
hYZ[ lUK\Z[YPHS BL]VS\[PVU PU [OL SH[L )0[O JLU[\Y` I\[ OH]L
never been borne out. On the contrary, technological change
has always created more jobs in the medium term than it
has made redundant, and studies assume that this is likely
to continue in the near future.21 What are clearly changing,
OV^L]LY$ HYL QVI WYVhSLZ HUK [OL ZRPSSZ HUK L_WLY[PZL [OL`
YLX\PYL& >VYLV]LY$ PU THU` JHZLZ [OLYL HYL UV NLVNYHWOPJHS
boundaries to the distribution of these new occupations –
indeed some of these new jobs could be created anywhere
in the world.

As Chart 13 shows, respondents in Switzerland are largely
unconcerned about digitalisation. Just 13% believe that their
job will be completely automated over the next ten years,
placing Switzerland at the bottom of the European countries
surveyed. However, most of the experts we interviewed
believe this is over-optimistic, arguing that the actual number
will be higher. While only the future will prove which of these
views is correct, in general, it is good that respondents
tend to be positive in their assessment of these challenges,
especially in Switzerland, Sweden and the Netherlands.

“Over the next 10 years automation
NADD E9C= EO BG: I=<LF<9FK%R
38%
33%

15%

17%
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14%

CH
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GER
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Source: Deloitte Research
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Michael Bruggmann,
Head of Human Resources Swisscom
Enterprise Customers, Swisscom

Chart 13. Self-assessment of the risk
I=HI=J=FK=< :O 9LKGE9KAGF

13%

“Employees are aware that automation is changing
their work. One of the reasons why Swiss workers
HYL SLZZ JVUJLYULK [OH[ LU[PYL QVI WYVhSLZ ^PSS ZPTWS`
disappear is because they have above-average levels
of education and training. And in our ICT sector,
continual change is now the norm.”

26%

27%

28%
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Over the next 10 years, automation will…
…give me an opportunity to develop my skills

49%

…improve the quality of my work

42%

…make me more productive in my work

42%

…allow me to focus on the more interesting and valuable
aspects of my job

31%

…make my current skills outdated

26%

…reduce the job opportunities available to me

25%

…make my job redundant

“In Switzerland, many topics are continuously evolving - including digitalisation,
but at a faster pace. The question will be how quickly we as a society, as well as
the corporate world, can adapt to the consequences of digitalisation. Here, an
accelerated, more agile response will be a success factor.”

13%

Patrick Stolz,
3=9< 3LE9F 7=JGLI;=J 5=IJGF9D # 2GIHGI9K=
Banking and Switzerland, UBS

Source: Deloitte Research

The generally positive assessment of technological change
PZ HSZV YLiLJ[LK PU YLZWVUZLZ [V H M\Y[OLY X\LZ[PVU "ZLL
Chart 14). Almost half of respondents agree that over the
next ten years, automation will give them an opportunity to
develop their skills, while 42% believe automation will improve
the quality of work and productivity. By contrast, around
a quarter of respondents believe that job opportunities will
decline over the next ten years.

It is reassuring that Swiss employees take a predominantly positive view
of automation and are not overly frightened that it will make their job
redundant. However, the challenges associated with digitalisation must
not be underestimated. Although technological change is likely to continue
to create jobs, the structure of the economy will also continue to change.
The use of technology in Swiss companies is on the increase, and the
demands in terms of employees’ skills are changing.22 Participation in
continuing training and lifelong learning will become crucially important.
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As Chart 15 shows, employees’ attitudes to automation
and digitalisation are linked to their willingness to undergo
continuing training. Employees who either believe that
nothing will change (the optimists) or that everything will
(the pessimists) are less likely to engage in further training.
Chart 15. Correlation of willingness to undergo continuing
KI9AFAF? 9F< 9KKAKL<=J KG 9LKGE9KAGF
Over the next 10 years my job...
38%

32%

27%

24%

62%

68%

73%

76%

…will be
exactly the
same as
today

…will change
only a little

…will evolve
slowly

Did participate in training
Source: Deloitte Research
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44%

56%

…will require
K;GM :?S;G;DI
skills

…will
not exist
anymore

Did not participate in training
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Recommendation #5: Take digitalisation seriously
Until now, companies’ responses to digitalisation have focused primarily on putting new technologies in place and using automation to optimise processes. They have
tended to neglect the impact on the culture of the organisation and on the workforce. Companies need to rethink their structure, processes and behaviour if they are
[V L_WSVP[ M\SS` [OL WV[LU[PHS [OH[ KPNP[HSPZH[PVU VkLYZ& DV IL Z\JJLZZM\S P[ PZ PTWVY[HU[ [OH[ L]LY`VUL PU [OL JVTWHU` d L_LJ\[P]LZ HUK LTWSV`LLZ HSPRL d \UKLYZ[HUKZ [OL
impact of digitalisation.
At company level, changes need to be transparent and communicated on an ongoing basis. Alongside traditional communications channels, companies can use a range
VM PU[LYHJ[P]L TL[OVKZ Z\JO HZ IYPLhUNZ VU KPNP[HSPZH[PVU HUK PUUV]H[PVU$ ^P[O ZWLJPhJ JHZL Z[\KPLZ MYVT [OL JVTWHU` VY fS\UJO HUK SLHYUf WYLZLU[H[PVUZ MYVT N\LZ[
speakers representing innovative businesses or start-ups. The issues addressed need to be as practical and accessible as possible so that they inspire employees.
Examples could include tenders for digitalisation projects, participation in hackathons, the deployment of change champions, or the introduction of digital innovation
awards.
At employee level, the impact of digitalisation on individual jobs needs to be demonstrated as clearly as possible. It is also important to portray the future interaction
IL[^LLU O\THU HUK THJOPUL YVSLZ& DOPZ JV\SK IL HJOPL]LK I` KL]LSVWPUN HUK KPZJ\ZZPUN M\[\YL QVI KLZJYPW[PVUZ HUK WYVhSLZ ^OPJO ^V\SK OLSW [V PKLU[PM` HYLHZ
needing further development. Employees could also be motivated to engage in their own professional development on a targeted basis. This issue should be discussed
regularly in the context of performance management and is very closely linked with companies’ responsibility to support their employees in continuing training
(recommendation #4).
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