THE LATEST FROM THE EMPLOYERS IN BANKING
Information for the members of Employers in Banking
3 July 2020 – Dr. Balz Stückelberger, CEO
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measures
2. Working from home
For and against, specific questions, examples of regulations

3. Wage equality
Offers from Employers in Banking for analyses and external reviews
4. Social partnership
Agreement on Conditions of Employment for Bank Staff (VAB) and the Agreement on the Recording
of Working Time (VAZ)
5. “skillaware”
Offer for banks to develop employee competences
6. Political matters
OPA, paternity leave, gender quotas, bridging pensions
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Key figures and labour costs
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1. COVID-19

COVID-19: FEDERAL COUNCIL RECOMMENDATIONS
•
•

The recommended action issued by the Federal Council have impacted the working environment significantly
The fight against the pandemic currently centres on tracing chains of infection

Preliminary phase

Lockdown

Easing
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MANAGING COVID-19 FROM THE EMPLOYER'S PERSPECTIVE
Lockdown

Employers in Banking
measures

Questions

Banks’ response

Situation

Preliminary phase
-

Pandemic spreads
Travel warnings issued for certain countries
First cases appear in Switzerland
FOPH issues initial recommendations

-

Pandemic goes global
Sharp rise in cases in Switzerland
Public life “comes to a halt”
Recommendation to work from home if possible

Easing
- Ongoing global pandemic situation
- Few cases in Europe/Asia, concerns about a second
wave
- Easing only with a precautionary measures plan in place

- Recommendation to work from home if possible

- Travel restrictions issued
- Hygiene measures brought in
- Split offices, working from home in some
cases
- Online meetings

-

Maintain operations
Implement COVID-19 loans
Around 80% of employees work from home
Extend technical infrastructure
Online meetings
Modify workflows

-

Maintain operations
Implement precautionary measures plan
Around 50% of employees work from home
Gradual return to the office, split operations
Online meetings
Testing
Concepts of “new normal” was of working

- Employer’s duty of care (health and safety)
- Continued payment of wages to employees in
quarantine
- Employer’s right to issue instructions
(e.g. regarding holiday destinations)

-

Balance private life with working from home
Employees with childcare responsibilities
Modification of working hours
Taking holidays, overtime compensation
Management/organisation when working from home
Short-time work
Mental health

-

Coordinate the return to the office
Comply with distancing rules in the office
Rules governing working from home (esp. compensation?)
Taking holidays
Implementing contact tracing
Changes to hygiene rules going forward

-

Employment law Q&A
Share experiences on preventative measures
Employment law hotline
Keep members up to speed

Up to mid-March 2020

-

Set up social partners’ task force
Provide access to SECO Task Force
Sunday work permits
Modify CLA (six-day week)
Share experiences
Employment law hotline
Keep members up to speed

Mid-March to end of April 2020

- Lobby on behalf of banking industry regarding “easing
strategy”
- Draft precautionary measures plan
- Employment law hotline
- Keep members up to speed
- Webinars on working from home
- Share experiences

From May 2020
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COVID-19: CONTACT TRACING
•
•

The fight against the pandemic centres on tracing and breaking chains of infection
There is a difference between official and voluntary tracing

1. Official infection tracing measures

2. Voluntary tracing through use of the tracing app

Testing

Swiss Covid app

A person tests positive for Covid-19

Person voluntarily uses tracing app

Tracing

Alarm (close contact with an infected person)

“close contacts” are identified and contacted (cantonal authorities)

User reports to the authorities (voluntary)

Outcome
Close contacts without symptoms: Quarantine

Close contacts with symptoms: Isolation

• As these are official measures, people can claim compensation for loss of
earnings if quarantined or placed in isolation (unless working from home is
an option).
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Entitlement to a test (free)

Outcome
Voluntary quarantine

Officially ordered quarantine

• Use of the app is voluntary.
• The basic rule is that anyone who goes into quarantine following an alarm is
not entitled to claim continued salary payments (if working from home is not an
option).
• People are allowed to claim compensation for loss of earnings if quarantine is
officially ordered.
Arbeitgeber Banken

COVID-19: SWISSCOVID TRACING APP
•
•

The SwissCovid tracing app recognises close contacts and can warn users if a close contact is infected
Use of the app is voluntary. Employers in Banking recommends using the app

The position of Employers in Banking on the SwissCovid app
• Employers in Banking recommends the voluntary use of the app because it can detect and
break chains of infection.
• Employers cannot make use of the app mandatory for employees. However, Employers in
Banking advises employers to recommend the app to their employees.
• Staff should be instructed to inform their employer immediately if they receive a warning so
that further measures (working from home or quarantine) can be discussed.
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COVID-19: “RETURN TO THE OFFICE”
•
•

Working from home is no longer a recommendation, although it remains important
The employer must comply with distancing rules and hygiene measures at the office
• The recommendation to work from home if possible was lifted by the Federal Council with effect
from 22 June 2020. However, working from home will remain an important tool in containing the
pandemic.
• Employers now decide whether and to what extent employees will work at the office or continue
to work from home.
• Employers are (still) responsible for protecting employees’ health, as laid out in employment law.
• The distancing rule (now 1.5 m) and the hygiene regulations also continue to apply.
• Employers must review in particular whether the distancing rules can be observed, e.g. in openplan offices. If this is not possible, some working from home or physical protection measures
(partition walls) should still be considered.
• Special measures for people at high risk were lifted with effect from 22 June 2020. These
persons may return to the office (they can even be obliged to return).
• Employers in Banking recommends explaining the protective measures to people at high risk
when they return to the office and addressing specific issues where possible.
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COVID-19: QUESTIONS ABOUT HOLIDAYS
•
•

Employees still have to take holidays in spite of the special situation
Holidays in Europe are allowed – however, employees run the risk of restrictions (e.g. quarantine)
• Accumulation of outstanding holidays entitlement: The employer should make sure employees take their
holidays to avoid an accumulation of holidays towards the end of the year.
• Right to issue instructions: The employer can order employees to take holidays.
• Cancellation of planned holidays: The inaccessibility of a holiday location is not a reason for cancelling
approved leave or not taking holidays. The legal purpose of holidays as a means of recreation can be fulfilled
regardless of the destination.
• Holiday outside Switzerland: The Federal Council has recommended since 13 March 2020 that people should
avoid travel outside the country if possible. The travel warning was lifted for the Schengen Area and the UK on
15 June 2020. This means it is possible to go on holiday in large parts of Europe.
• Quarantine: Entry into Switzerland from certain countries has been subject to ten days of mandatory quarantine
from 6 July 2020. The list of countries concerned is updated on an ongoing basis (for example, it currently
includes Sweden, Serbia, Israel). People entering the country must report to the cantonal authorities within two
days. Non-compliance with mandatory quarantine is an offence under the Epidemics Act. Employees have no
entitlement to salary or compensation for lost earnings on returning from holidays in risk countries.
• Please note: The situation can change at short notice. Employees bear the risks arising from all the restrictions
at the holiday destination and on their return to Switzerland (no salary entitlement during quarantine, closure of
airports, flight cancellations, prohibition of travel etc.).
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COVID-19: MASKS MANDATORY ON PUBLIC TRANSPORT
•
•

The wearing of masks on public transport has been mandatory since 6 July 2020
Employees must wear protective masks when going to and from work. The employer is responsible for ensuring this on business trips.

• Wearing a protective mask on public transport in Switzerland has been mandatory for all persons
aged 12 and above since Monday, 6 July 2020.

• There are no sanctions for failing to comply with this requirement. Travellers are called on to act
responsibly.
• Employers need to know whether they are obliged to distribute protective masks:
• employees are responsible for their own mask when commuting to and from work. If
employees use public transport for their daily commute, they are therefore responsible for
obtaining their own protective masks.
• If employees are instructed by their employer to go on a business trip using public transport,
the employer is responsible for ensuring they have the requisite masks. The employer may
provide the masks or compensate the employee for purchasing the masks (flat-rate expense
allowances are now expected to include the cost of buying protective masks. The relevant
regulations are decisive.)
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COVID-19: PRECAUTIONARY MEASURES PLANS
•
•

Facilities open to the public require a precautionary measures plan
In the banking sector, only the counter areas and self-service zones are classified as “accessible to the public”. Banks without such
facilities do not require a specific precautionary measures plan.
• Facilities open to the public have required a precautionary measures plan since 27 April 2020.
• Employers in Banking has created a sample precautionary measures plan for the banking sector in
response to the Federal Council’s lockdown-easing strategy. The plan was developed in consultation
with the banking sector’s social partners.
• Since 19 June 2020, there have been uniform requirements for organised precautionary measures in
businesses accessible to the public. They are included in the annex to the COVID-19 Ordinance on
the special situation.
• The obligation to observe precautionary measures continues to apply to facilities accessible to the
public. In the case of banks this only applies to customer foyers and self-service zones.
• Banks without such facilities therefore do not require a specific precautionary measures plan.

• Employers in Banking has adapted the current precautionary measures plan to in the light of the
rules in place on 22 June 2020. The current precautionary measures plan for the banking sector can
be found at www.arbeitgeber-banken.ch.
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2. WORKING FROM HOME

WORKING FROM HOME: PROS AND CONS
•
•

There are pros and cons of working from home. The key is to have the right balance and to adopt clear rules
The cons may predominate in the case of an extended spell of mainly (>50%) working from home

Pros

Cons

•

Higher employee satisfaction

•

Management becomes harder

•

Less distraction

•

Lower recognition through reduced presence

•

Higher productivity and efficiency

•

Lower productivity through poor discipline

•

Reduced cost of office space

•

Blurred boundaries between work and private life

•

Smaller environmental impact through reduced
commuting

•

Fewer informal contacts

•

Lower identification with the employer

•

Extra time by not having to commute to work

•

Life/work balance improved
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WORKING FROM HOME: SPECIFIC QUESTIONS
Entitlement to/enforcement of working from home
• There is no entitlement to work from home. Nor can the employer unilaterally oblige employees to work
from home, with the exception of special situations (e.g. Covid-19 pandemic).
• That’s why there must always be an agreement to introduce home-working (this can also be a verbal
agreement).
Working time/recording of working time
• The provisions of employment law on working at night and on Sundays as well as daily and weekly
maximum hours etc. also apply when working from home.
• Employees working from home must also record their time (unless they are not required to under VAZ).
• Employers can define a working time model and ban overtime when working from home (unless extra
hours are expressly required).

Health protection
• The employer’s duty of care and health protection also applies when employees work from home.
• The employer must inform employees about the ergonomics of a suitable workplace.
• However, the employees are themselves responsible for setting up their workplace. Employers cannot be
expected to monitor workplaces.
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WORKING FROM HOME: SPECIFIC QUESTIONS
Life/work balance
• Working from home can improve the life/work balance.
• However, active or sustained childcare is incompatible with the employee’s working responsibilities and
should therefore be banned by the employer while the employee is working from home.
Technical disruptions
• The employer bears the risk of technical disruptions that lie outside the employee’s responsibility (e.g.
interrupted internet access).
• The employer may request that the employee come to the office in the event of protracted disruptions.
Data protection and business confidentiality
• Working from home increases the risk of infringements of data protection and business confidentiality.
• The employer must therefore issue instructions (workplace requirements (e.g. separate room) or
infrastructure (e.g. only use PCs with virus protection, only access company programs and data
securely), label documents that can be used at home and business cases that can be processed when
working from home).

15

Information for member institutions of Employers in Banking – valid as of: 3 July 2020

Arbeitgeber Banken

WORKING FROM HOME: SPECIFIC QUESTIONS
Liability
• The employee is liable for the negligent or deliberate loss of data or the destruction and loss of the
employer’s infrastructure (e.g. laptop)
Cross-border employees
• If the employee lives in an EU/EFTA state and works more than 25% from home, social security payments
become due in the other country.
• We therefore recommend limiting working from home for cross-border staff. Working from home can also
be excluded for cross-border staff for factual reasons (e.g. security).
Compensation
• The employer must compensate the employee for “expenses necessarily incurred” through working from
home in accordance with Art. 327a CO.
• However, if the employee works from home on a voluntary basis and has the option of going to the office,
no expenses are necessarily incurred. The employer is therefore not liable for expenses related to
working from home.
• It is thus important to emphasise the voluntary nature of any arrangements for working from home.
• Mandatory working from home due to Covid-19 does not entail any responsibility to cover costs, as the
purpose of the measure is to protect employee health (Employers in Banking takes the view that this also
applies post lockdown, if the maximum number of people in offices is limited to protect employee health,
meaning some employees must work from home).
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WORKING FROM HOME: ISSUING RULES
Principle

17

•

Working from home has (to date) frequently been handled on an ad-hoc basis. That is allowed. However,
we recommend regulating the key points in a directive or set of rules or at least documenting them in a
suitable format with the employee (e.g. e-mail).

•

Tip: Do not define the rules on working from home as a supplement to the employment contract or even
integrate it in the employment contract, because otherwise future changes will require the agreement of
the employees.

•

Employers in Banking can provide templates for such rules (e-mail template and instructions on the
following slides, the Employers in Banking office can also provide a detailed set of rules for alternating
teleworking (order at info@arbeitgeber-banken.ch)
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WORKING FROM HOME: ISSUING RULES
Example of a minimal solution by e-mail*
We hereby confirm that you may, as requested, work from home from x.x.xxxx every [weekday(s)] until the employer
rules otherwise. The same working conditions and obligations remain in force as in the office. Working hours can be
allocated flexibly. Block times and availability must be observed in accordance with the [internal regulations, working-hour
regulations or staff regulations].
Extra hours may not be worked from home, unless the employee is expressly asked to do so. Nor is work at night-time or
on Sundays permitted at home. Active and sustained childcare is not compatible with working from home.
Please ensure the ergonomic adequacy of your home workplace to protect your health.
It is important to have a separate room for your sole use and you need to ensure that no-one can access your business
documents or see your screen. You are not permitted to take confidential documents or client documents home or to
print them out at home.
Please note that you have a workplace on our premises available to you at all times. As a result, you will not be
reimbursed for any costs or expenses arising from working from home.

*This is a sample and not a recommendation by Employers in Banking

18

Information for member institutions of Employers in Banking – valid as of: 3 July 2020

Arbeitgeber Banken

WORKING FROM HOME: ISSUING RULES
Example of a directive or regulation*
- At the employee’s request, the line manager can allow him or her to work from home for up to X% of his or her working time.
- Working from home is voluntary and subject to the following conditions:
- The hours in which the employee works at home are set with his or her line manager.
- Core working hours (when availability is ensured) must be set and observed.
- Working hours must be documented (unless the requirement to record working hours is waived in accordance with the
Agreement on the Recording of Working Time (VAZ)).
- The employee may not work extra hours from home (unless explicitly instructed to by the line manager)
- Working at night and on Sunday from home is also prohibited.
- The employee has a separate room exclusively for his or her own use when working from home.
- The employee has an ergonomically satisfactory workplace.
- The employee guarantees the secure handling of business documents and data when working from home.
- The employer provides no compensation for costs and expenses incurred due to working from home, as the employee
has a workplace available at the employer’s premises.
- Working from home and active childcare are not compatible.
- The employee may revoke the home-working arrangements at any time subject to a suitable notice period. This
arrangement may be revoked with immediate effect at any time if the above conditions are not observed.
*This is a sample and not a recommendation by Employers in Banking
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3. WAGE EQUALITY

WAGE EQUALITY: OVERVIEW
•
•

The revised Gender Equality Act has been in force since 1 July 2020
The employer has new responsibilities with respect to wage equality

Key changes to the Gender Equality Act
• Employers with more than 100 staff must:
• perform an internal wage equality analysis
> by 30 June 2021 at the latest
• have an independent body review the outcome of the internal analysis
> by 30 June 2022 at the latest
• inform the employees and (if listed) shareholders about the outcome of the wage analysis
> by 30 June 2023 at the latest
• The wage analysis must be carried out every four years.
• If an analysis shows that wage equality applies, there is no need to perform any further analyses.
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WAGE EQUALITY: INTERNAL ANALYSIS
•

Employers in Banking offers its members a package solution for carrying out an internal wage equality analysis

Internal wage analysis: What Employers in Banking offers
• The internal wage analysis must follow a “scientific and legal methodology”.
• Employers may select analytic tools at their own discretion.

• Employers in Banking offers a package solution for a fixed price of CHF 6,000 in conjunction with
the Competence Center for Diversity and Inclusion of the University of St. Gallen (CCDI)
for the performance of the wage analysis (“we pay fair”).
• There is also the opportunity for participating in CCDI diversity benchmarking at the same time
and receive a report on the status of diversity in your company, including facts and recommended
action points.
• Further information: www.we-pay-fair.ch
• Contact person for the banking sector package solution:
Prof. Dr. Gudrun Sander
Director of the Competence Centre for Diversity & Inclusion (CCDI)
University of St. Gallen
Tel.: +41 71 224 75 52
gudrun.sander@unisg.ch
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WAGE EQUALITY: EXTERNAL REVIEW (I/II)
•

Employers in Banking offers its members a sector solution for the external review of their internal wage analysis

External wage analysis: What Employers in Banking offers
• The internal wage analyses must be performed by an independent external body (either an auditor,
equal opportunities organisation or employee representative body)
• The social partners in the banking sector have established an expert body for wage equality in the
banking sector – “Fachstelle für Lohngleichheit in der Bankbranche” (FLB). This body is available
to perform the internal analyses for members of Employers in Banking.
• The equivalence of this sector solution is recognised by the Federal Office of Justice (so there is no
need for an auditor’s review)

• The company Comp-On AG HR Solutions has been mandated with coordinating the expert body.
The audits of the wage analyses are performed by SGS.
• Data protection and confidentiality are guaranteed. The social partners receive no information
about wage analyses.
• Members of Employers in Banking will receive confirmation of compliance with wage equality
issued by the social partners in the banking sector and signed by SGS.
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WAGE EQUALITY: EXTERNAL REVIEW (II/II)
•

The external sector review solution is simple and pragmatic and offers a confirmation with a high degree of credibility

Advantages of the external sector review solution
✓ Simple, pragmatic review procedure tailored to the requirements of the banking sector
✓ Recognised by the Federal Office of Justice
✓ No need to involve an auditor
✓ Data protection and confidentiality of results guaranteed: The social partners of the banking sector
have no insight into the results of the analyses or reviews
✓ Sector certification: High credibility of the certificate issued by the social partners of the banking
sector (Employers in Banking, Bank Employees Association, Swiss Association of Commercial
Employees) and signed by SGS
Contact:
Fachstelle Lohngleichheit in der Bankbranche
c/o Comp-On AG HR Solutions
D: Loran Lampart, loran.lampart@comp-on.ch, 079 247 57 63
F: Marc Pieren, marc.pieren@comp-on.ch, 078 815 09 79
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4. SOCIAL PARTNERSHIP

SOCIAL PARTNERSHIP
•
•

The VAB will remain unchanged until the end of 2022
With respect to the VAZ, the questionnaire on psychosocial stress factors will be replaced by a qualitative study

Agreement on Conditions of Employment for Bank Staff (VAB)
• The next VAB negotiations will be taking place in spring 2022 as decided by the social partners.
• The current VAB will thus remain unchanged until at least 31 December 2022.

Agreement on the Recording of Working Time (VAZ)
• The social partners have decided to shelve the survey on psychosocial stress factors for now, as
participation has been low in recent years.
• It will be replaced by a qualitative study on the effects of not recording time. The University of Applied
Sciences and Arts Northwestern Switzerland is looking for interview partners (employees who do not
record their time) for the qualitative study (further information at www.arbeitgeber-banken.ch).

26

Information for member institutions of Employers in Banking – valid as of: 3 July 2020

Arbeitgeber Banken

5. SKILLAWARE

SKILLAWARE
•

Through the “skillaware” project, Employers in Banking, in cooperation with the social partners, offers valuable support in
competence development to banks and bank employees

Self-assessment
• A revised version of the self-assessment for basic competences is available from 1 July 2020 at
www.skillaware.ch.
• There are now additional options including evaluation by a third person.
Consulting offers
• Skillaware «gotobank» online: Offers digital workshops. Members of Employers in Banking can
choose from an extensive catalogue of topics on competence development
• Podcast «skills@home»: Podcast series by skillaware on various topics related to training of own
competences
• Skillaware “walk-in” digital: Offers short online consultations for bank employees delivered by
skillaware careers advisors
• Digital factsheets on competence development and skills training
• Further information on offers available at www.skillaware.ch
• Contact for enquiries and advice: info@skillaware.ch
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6. POLITICAL MATTERS

OCCUPATIONAL PENSION REFORM
•
•

The Federal Council proposal on 2nd pillar reform willl lead to a dilution of the proven 3-pillar model
Employers in Banking rejects the proposal and has developed a counterproposal in cooperation with other industry associations

Details of the proposal
• The Federal Council wants to reform the 2nd pillar on the basis of the ideas of the “social partner
compromise”.
• Among other things, the compromise involves, lowering the conversion rate from 6.8% to 6.0%.
• Supplements would be paid for 15 years to compensate the transitional generation, financed by
higher salary contributions.
Position of Employers in Banking
• Employers in Banking welcomes the lowering of the conversion rate but opposes the compensatory
measures. The flat-rate supplements financed by salary contributions are a costly and non-systemic
pay-as-you-go addition to the 2nd pillar.
• Employers in Banking has developed a “middle way” in cooperation with other industry associations
as a potential alternative.
• This compromise also involves lowering the conversion rate to 6.0%.
• However, the transitional generation would be financed using the dedicated pension fund reserves.
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OCCUPATIONAL PENSION REFORM: COMPARISON OF MODELS

1.6 bn.
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3.05 bn.

1.3 bn.
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PATERNITY LEAVE
•
•

Employers in Banking rejects rigid regulation of paternity leave at a constitutional or legislative level
Paternity leave needs to be established either at the company level or as part of a collective labour agreement (CLA)

Indirect counterproposal
• A popular initiative is demanding four weeks of paternity leave.
• The indirect counterproposal by the parliament is for two weeks of paternity leave within six months
of the birth of the child.
• The leave would be financed through the system for compensation of loss of earnings (EO) in the
same way as maternity leave. The costs would amount to approx. CHF 230 million p.a.
• The vote on the indirect counterproposal will be taking place on 27 September 2020.
• The popular initiative has been withdrawn only conditionally. If the indirect counterproposal is
rejected, the popular initiative will be back on the table.
Position of Employers in Banking
• Employers in Banking rejects rigid regulation of paternity leave, advocating regulation at a
company or CLA level instead.
• Employers in Banking therefore rejects the popular initiative and the indirect counterproposal.
• However, the association will not stand against the indirect counterproposal in the election
campaign.
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COMPANY LAW/ GENDER QUOTAS
•
•

The reform of company law includes reference thresholds for gender representation in the EB and BoD of major companies
The “comply or explain” principle applies

The reference thresholds in the new company law
• In its 2020 summer session, the parliament set reference thresholds for gender representation at
major stock corporations* in its company law reform.
• Reference thresholds:
• 30 percent of each gender on the Board of Directors
• 20 percent of each gender on the Executive Board
• In the event of non-compliance with the reference thresholds, the remuneration report must provide
an explanation and outline measures to improve the ratio of the underrepresented gender.
• The obligation to explain initially applies for five years after the new legal provision takes effect
(scheduled to come into effect in mid-2021)

*In accordance with Art. 727 para. 2 CO (two of the criteria fulfilled: >20 m. balance sheet total, > 40 m. sales revenue,
> 250 FTE)
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PRE-PENSION BENEFITS FOR THE OLDER UNEMPLOYED
•
•

In its summer session, the parliament approved pre-pension benefits for the older unemployed
The referendum period runs until September 2020

Conditions for receiving benefits
• Discontinuation of unemployment benefits following the 60th birthday
• Residency in Switzerland at the time of making the claim
• Insured in the AHV for a minimum of 20 years, 5 of which are after the 50th birthday;
average minimum income of CHF 21,330 during 20 of those years
• Assets of under CHF 50,000 (single people) and under CHF 100,000 (married couples)
• Not in receipt of a retirement or disability pension
Calculation of pre-pension benefits
• Restricted to 2.25 times the amount for general living expenses as per supplementary benefits (EL):
• Single people: CHF 43,762/year (19,450 x 2.25)
• Couple/person with a child: CHF 65,643/year (29,175 x 2.25)
Costs and financing
• The costs of the pre-pension benefits will most likely be in the region of CHF 150 million per annum.
They will be financed by the federal government.
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7. LABOUR MARKET

KEY FIGURES FOR THE BANKING SECTOR EMPLOYMENT MARKET
•

Headcount in the banking sector is still declining slightly. The decline is due to a large extent to the outsourcing of employees in
corporations that are not included in the SNB statistics.
The proportion of women in banking is still growing.

•

Employment overview
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COMPARISON OF LABOUR COSTS
Labour costs per hour by economic sector (salary, employer contributions, social benefits, professional
training costs) in francs
PROVISION OF FINANCIAL SERVICES
PROVISION OF FINANCIAL AND INSURANCE SERVICES
FINANCE AND INSURANCE-RELATED ACTIVITIES
INSURANCE
INFORMATION AND COMMUNICATION
FREELANCE, SCIENTIFIC AND TECHNICAL SERVICES
EDUCATION AND TEACHING
ENERGY SUPPLY
PUBLIC ADMINISTRATION, DEFENCE; SOCIAL INSURANCE
REAL ESTATE
TOTAL
MANUFACTURING SECTOR/PRODUCTION OF GOODS
ART, ENTERTAINMENT AND LEISURE
WATER SUPPLY; SEWERAGE AND WASTE DISPOSAL MANAGEMENT
MINING, QUARRYING
TRADE; MAINTENANCE AND REPAIR OF MOTOR VEHICLES
HEALTH AND SOCIAL SYSTEM
PROVISION OF OTHER SERVICES
TRANSPORT AND STORAGE
CONSTRUCTION INDUSTRY/BUILDING
PROVISION OF OTHER ECONOMIC SERVICES
HOSPITALITY / ACCOMMODATION AND CATERING

100
93
88
84
80
76
74
74
74
62
62
60
59
57
57
56
56
56
56
54
48
38
0.00
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COMPARISON OF LABOUR COSTS
Hourly labour costs, international comparison (gross salaries, employers’ social contributions,
professional training costs) in euro
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Disclaimer
The content published in this document is for information purposes only and is not to be construed as general or personal advice. It is neither a
recommendation nor a call to engage in any action. In spite of the meticulous preparation and processing of the information, neither Employers in
Banking nor the author accept any liability for the accuracy and/or completeness of the content therein.

About Employers in Banking
The Employers Association of Banks in Switzerland (Employers in Banking) represents the interests of the banking sector in employer issues in
relations with the government, authorities, social partners and media.
The association is committed to attractive and competitive operating conditions in labour and social law in the Swiss financial centre and advises
its members on employer issues. As a social partner and supporter of the banking sector collective labour agreement (Agreement on Conditions of
Employment for Bank Staff, VAB) and the Agreement on the Recording of Working Time, it promotes harmonious labour relations in the banking
sector through committed dialogue with employee organisations.

Contact:
Dr. Balz Stückelberger, CEO
balz.stueckelberger@arbeitgeber-banken.ch
061 295 92 95
www.arbeitgeber-banken.ch
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