
ATTRACTIVE WORKING ENVIRONMENT

If you want to win the future, you can’t be scared 

of the global language. A visit to the Implenia 

Management Programme shows how the “One 

Company” philosophy works. 

“The future won” report on page 73 
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Attractive working 
environment 
More than 6000 people from over 70 nations work at Implenia. 
The company does many things to ensure their health and 
safety. Implenia is also committed to its employees’ wellbeing 
and to their ongoing professional training and development. 
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ATTRACTIVE WORKING ENVIRONMENT

3.1  

Staff structure 

As at end-2013, a total of 6435 employees worked for Implenia (full-time posts including 

temporary workers). Implenia employs people from more 70 diff erent nations. Around 40% 

of these are from Switzerland, 19% from Portugal, 8% from Italy, 7% from Germany and 6% 

from Norway. Long service at Implenia and high levels of loyalty are the norm. On average, 

employees stay at the company for 11.8 years. In 2013 the fl uctuation rate was 11.3%, compared 

with 8.1% in the previous year (excluding seasonal fl uctuations). The percentage of female 

employees (FTE) was slightly higher than in the previous year at 7.5% (2012: 7.2 %).

 Implenia guarantees all of its employees equal treatment regardless of their ethnicity, 

colour, gender, religion or political views. The company follows the guidelines issued by the 

International Labour Organisation (ILO). These deal in particular with employment standards 

relating to equal remuneration and to discrimination in employment and occupation. 

 Implenia works with the Federal Offi  ce for Gender Equality (FOGE) to ensure long-term 

equality of opportunity. The FOGE periodically carries out audits – of salaries for example. 

During the period under review no incidents relating to discrimination were reported. The 

company attributes this success to, among other things, its comprehensive group-wide train-

ing in the Code of Conduct.

Employees from over 70 nations work 
for Implenia. 
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 Temporary 
 Other countries
 Norway 
 Switzerland

 

Full-time equivalents
 Number

Headcount (FTE) 

Office and on-site staff Full-time posts at end-2013

Modernisation & Development  316 

Buildings 1,108

Tunnelling & Civil Engineering 845

Construction Switzerland 2,581

Holding / Management 238

Total employees (FTE, Switzerland and neighbouring countries) 5,088

Implenia Norge 478

Other countries 215

Total employees (FTE, excl. temporary staff) 5,781

Temporary staff 654

Total employees (FTE) 6,435
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3.2  

Encouraging skills and responsibility 

With its “One company, one goal, one spirit” philosophy, Implenia wants to strengthen the 

feeling of togetherness and commitment within the company and encourage cooperation 

across departments, business units and countries. The fl at structure that has been in place 

since February 2013 also promotes effi  cient decision-making and personal responsibility – 

things that make the company more eff ective on the market. 

 Management delegates decision-making power down to the lowest level possible. This 

principle certainly makes processes more effi  cient, but also increases each employee’s sense 

of responsibility and makes jobs at the company more attractive. This is confi rmed by Imple-

nia’s regular place in the list of most attractive employers: in the annual Universum Top 100 

survey, Implenia came 24th in the engineering category in 2012, and 29th in 2013.

Employees (FTE) by country of origin 2013
 (in %)

40%

19.1%

7.6%

6.5%

6.4%

3.6%

3.3%

13.5%
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 France
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 A modern talent-management process and the basic principle of promoting from within 

wherever possible strengthens the sense of togetherness and facilitates careers that span dif-

ferent areas of the business. During the period under review Implenia trained around twenty 

new potential leaders within the “Winning the Future” programme (see p. 73). As the company 

becomes increasingly international, Implenia is also encouraging mobility among its staff  by 

formulating transfer rules for short and long placements in foreign offi  ces.

 Good specialists are hard to fi nd, so considerable resources – in terms of time as well as 

money – are devoted to recruiting new staff . Implenia regularly attends university and col-

lege recruitment fairs to tell young professionals, students and graduates from all disciplines 

about the Implenia Group and the opportunities it off ers for careers and training.

Full-time posts by type of employment 2013
 (in %)

32.4%

63.7%

3.9%

 Offi ce-based
 On-site
 Apprentices
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3.3  

Compensation 

Implenia Switzerland has a fair and transparent compensation policy. For offi  ce staff  each 

function is evaluated in terms of the knowledge, cognitive abilities and problem-solving skills 

required and the responsibility involved. Basic salaries are fi xed on the basis of this evaluation. 

For on-site personnel, Implenia complies with statutory minimum wage requirements and the 

conditions set out in national settlements. In addition to their agreed basic salary, managers 

receive a variable salary component tied to the goals they have been set. Top managers, around 

25 of them throughout the group, are also paid an additional component in the form of shares.

 Employment rules and social benefi ts also meet modern standards and go beyond the 

statutory requirements. Employees get an extra week’s holiday, while fathers can have a week 

of paternity leave and expectant mothers enjoy maternity leave of 16 rather than the statutory 

14 weeks. 

 Pension benefi ts also exceed the statutory minimum. Implenia employees are enrolled 

in a defi ned contribution pension scheme with employer and employee usually paying half 

the contributions each. Between 2005 and 2013 Implenia transferred a total of CHF 38.5 mil-

lion of voluntary payments to shore up the pension scheme’s funding ratio.

 The pension fund’s board of trustees is made up of equal numbers of employee and 

employer representatives, and in recent years it has taken various measures to strengthen 

the fund’s fi nances. Benefi ts were adjusted, for example, and employer contributions raised 

temporarily. The pension plans were standardised and simplifi ed. At the end of 2013, the 

Implenia Pension Fund’s funding ratio came to 100.5%.

 In addition to its statutory pension provision, Implenia runs the “Fondation Patronale” 

pension foundation, which has capital of CHF 11 million. This was set up to mitigate the 

fi nancial consequences of illness, disability and death by paying out pension benefi ts and 

voluntary infl ation supplements, and helping people who have been aff ected by restructuring.
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3.4  

Training and development 

To ensure that employees are prepared for current and future challenges, Implenia off ers 

a modular training and development programme for managers and specialists. Courses, 

on-the-job training and certifi cated apprenticeships are used to provide participants with 

the knowledge they need. Implenia is thus increasing its employees’ expertise and practical 

skills and helping managers use management tools eff ectively. During the period under re-

view, Implenia developed a web-based learning and seminar administration platform with 

a transparent online registration and authorisation process.

Summer internships at Implenia Norge

Every year Implenia Norge goes to various key schools and universities to tell students 
about Implenia and invite prospective engineers to do a summer internship. In 2012 /2013 
a total of 23 students took up the opportunity, enabling them to get to know more about 
the company, its projects and working in the construction industry in general. Of course the 
internships also give Implenia a good opportunity to get to know students, with a view to 
offering them future employment. 

A modular training and development 
programme helps secure new 
management capacity and greater 
expertise. 
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 Employee development is based on the “Management by Objectives” (MbO) approach 

that Implenia established during the period under review. The annual employee meeting, an 

important management tool across Switzerland, is now focused on MbO, and line managers 

are trained in agreeing and assessing objectives. The company has set up a modern, web-based 

employee management system called Iperform, which supports processes like agreeing objec-

tives, employee development, training and e-learning.

 People oft en fi rst join Implenia as apprentices, so good, solid apprenticeship training 

is crucial. As an outstanding organisation for training, Implenia is currently taking care 

of 200 apprentices, mostly in on-site roles. The company off ers most apprentices a job once 

they have fi nished their courses. Again, Implenia goes beyond the statutory requirements 

for apprenticeships. Induction weeks and days ease the transition into life as an apprentice 

and strengthen team spirit. Implenia’s on-the-job training is augmented by a wide variety of 

projects, training trips and development opportunities.

 Cost planning is a key function within the construction process. In conjunction with 

the School of Engineering and Architecture at Lucerne University, Implenia has developed a 

comprehensive training programme for construction cost planning: the Certifi cate of Advanced 

Studies (CAS) in Construction Cost Planning for General and Total Contracting. By running 

this programme Implenia and Lucerne University are doing a lot to position construction 

cost planning as an attractive career. The CAS course was run for the fi rst time in 2012. The 

second run of the course began in May 2013 with eleven participants, fi ve of whom work for 

Implenia. 

 To ensure the management culture – the one-company philosophy – remains consistent, 

all managers are trained together in a two-step programme regardless of which department 

they work for. The fi rst stage, the management development programme which started in 

2014, is designed for employees who are about to embark on their fi rst management job and 

for managers who have just joined the company. The second stage, aimed at Implenia’s senior 

management in Switzerland and Norway, includes numerous modules covering in-depth 

management skills. This programme was run for the fi rst time during the period under review 

(see report on p. 73). Participants are selected on the basis of the Talent Management Process. 
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3.5  

Health and safety 

The construction trades involve a lot of hard physical work, and there are many potential risks 

to be found in workshops and on construction sites. Implenia therefore puts a great deal of 

eff ort into awareness and information campaigns relating to health and safety at work. Within 

the two Construction Business Units – German-Speaking Switzerland and French-Speaking 

Switzerland – where the most employees work and where the risks are greatest, OHSAS 

18001-certifed programmes ensure eff ective measures are in place.

 Implenia gives health and safety training to all new employees in these Business Units 

when they fi rst join. Temporary employees hired through agencies also have to go through 

this initial instruction. In addition, managers on the construction site are responsible for 

informing temporary staff  about the particular dangers and the emergency procedures used 

on site. Foremen and site managers make site personnel aware of current danger areas on a 

monthly basis. 
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 per 1000 FTEs

1  These numbers include all incidents that led to hours 
being lost or a visit to the doctor. Smaller injuries that 
were taken care of directly at the place of work, and 
after which the injured person could continue working 
(“fi rst aid cases”), are not included.
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 The most eff ective and lowest cost approach is to build health and safety considerations 

into the planning and implementation process right from the start. Remedial measures in 

later phases are more restricted and usually lead to higher costs. Implenia aims to act on this 

principle, and in all projects where it is either the developer or total contractor it assumes re-

sponsibility for eff ective accident prevention at the earliest stages of the project. When it comes 

to health and safety, Implenia makes no distinction between its own and other employees. 

Anyone contracted to work on a site where Implenia has responsibility as general contractor 

must comply with all the relevant in-house and statutory health and safety rules.

 Good advance planning can infl uence everything – whether scaff olding is in place cor-

rectly and on time, whether lorries have to drive in reverse, whether there is enough room 

to store materials, etc. Implenia has set itself the target of formulating a standardised safety 

concept for all major projects, based on Suva’s “Health and Safety Plan for Building Sites”. 

The plan is started as soon as the off er is being calculated and then is added to as the project 

progresses. By using this planning tool for its own projects, Implenia aims to achieve a stricter 

safety culture.

Health and safety at work 
are the highest priorities 
for Implenia.
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 In addition to internal measures and awareness campaigns (see chapter 3.5.1), it is vital 

to bring subcontractors on board when trying to achieve health and safety goals. A construc-

tion site will only be safe if all the companies involved pull in the same direction. As a fi rst 

step towards this, we spoke to around 90 representatives of major companies and suppliers at 

a suppliers’ seminar in October 2013 and told them about the issues that general contracting 

would be focusing on in future. 

 In 2013 the number of accidents that occurred on Implenia projects was 143 per 1000 

full-time equivalent (FTE) employees, virtually the same as in previous years. The targeted 

reduction in the number of accidents has not yet been achieved. Implenia remains committed 

to its ambitious target of bringing the number of accidents at work down to a maximum of 

100 per 1000 full-time employees by 2015, thus becoming one of the best in the industry in 

terms of health and safety. 

 Trips and falls remain the commonest type of accident (2013: 30%). Preventing falls 

remains a priority, so Implenia is continuing the “Stolpern und Stürzen” (“Trip, stumble, fall”) 

initiative in conjunction with Suva (the Swiss accident insurance association).

Accidents by type
 (in %) 

accidents at work 2013
Accident category Number Days absent 

Trips and slips 30% 38%

Manual load handling 20% 24%

Tools and equipment 18% 19%

Eye injuries 16% 1%

Others 16% 18%

Total 100% 100%

Non-occupational accidents 2013
Accident category Number Days absent 

House and garden: trips and slips 14% 18%

Sport: ball games 14% 10%

Road traffi c 13% 23%

Sport: winter sports 10% 13%

Sport: other sports 10% 6%

Others 39% 30%

Total 100% 100%
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 The absence rate due to accidents at work, non-work-related accidents and illness came 

to 4.4%, on a par with the previous year. In relation to the Implenia Group as a whole this is 

equivalent to the annual productivity of around 300 persons. Roughly 60% of total absences 

were the result of illness, with another 26% down to accidents at work and 14% caused by 

non-work-related accidents.

 All the accident statistics are overshadowed by three tragic fatalities that occurred in 

2013: two Implenia employees and a contractor died as a result of accidents on Implenia build-

ing sites. These deaths caused great upset at Implenia and reinforced our determination to 

do more for health and safety at work. Following these accidents, Implenia commissioned an 

external analysis to review its safety organisation and in-house regulations as well as their 

practical implementation on Implenia construction sites. Based on the fi ndings of this review, 

a number of measures have been put in place. These include organisational adjustments, the 

introduction of consistent safety standards across all areas, an increase in the number of safety 

offi  cers and more thorough safety checks. Implenia also introduced a Group-wide accident 

reporting process, the results of which are discussed every month at Group Executive Board 

(GEBO) meetings. This guarantees that senior management is always aware of the latest ac-

cident fi gures and categories. 

 In addition to these comprehensive health and safety measures, Implenia is committed 

to various other initiatives designed to enhance employees’ wellbeing. One example is the 

“Über Alkohol im Unternehmen sprechen?” (“talking about alcohol at work”) campaign against 

alcohol abuse, which won the Grand Prix Européen Santé et Entreprise 2012. Implenia also 

looks aft er employees who suff er accidents or illness, and helps them get back to work; it col-

laborates with case management specialists who provide intensive support and rehabilitation 

services.
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 Although it already does a lot, Implenia is currently working on making its operational 

health and safety management even more systematic. This entails developing frameworks, 

structures and processes that help people to work and organise themselves in a way that 

promotes health and safety, and that encourages safer practices among employees.

 An external analysis shows many positive factors at Implenia, including its acceptance of 

social responsibility, its commitment to the common good, and the quality of its absence and 

case management. However, the study reports, these eff orts could be better coordinated and 

standardised throughout the company as a whole. The experts also believe that the increas-

ingly important theme of “overload” needs to be addressed more systematically. Implenia is 

currently assessing the results of the study and evaluating possible measures.

Accident categories
 (as % of all accidents)

Harmful substances and 
impacts

Work machines

Tools and equipmentManual load handling

20%
13%
17%
15%

18%
24%
22%
22%

30%
29%
32%
34%

16%
16%
15%
13%

3%
2%
3%
4%

4%
5%
5%
5%

5%
6%
3%
4%

2%
3%
1%
1%

2%
3%
3%
2%

Trips and slips

Mechanical load handling

Pointed and sharp items

Other causesEye injuries

 2013
 2012
 2011
 2010
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3.5.1  

Raising awareness
Implenia conducts regular awareness campaigns on construction sites to remind site per-

sonnel and technical managers of important health and safety measures and, therefore, to 

reduce the number of accidents in the medium and long term. For instance, the “Safety in 

15 minutes” initiative provided site workers with training on important safety issues. These 

mini-courses were designed centrally and delivered to the workforce on site by their fore-

men. The courses are backed up by internal poster campaigns. The following subjects were 

addressed in 2012 and 2013:

− Neatness and cleanliness on the building site
Around three in ten accidents on building sites are the result of tripping or falling. A neat, 

orderly site cuts down the risk of accidents and reduces search times.

− Use hand rails
Accidents caused by stumbles account for roughly 40% of daily accident benefi t payments. 

Stumbling on stairs is particularly dangerous, so one campaign is dedicated specifi cally 

to safety when using stairs.

− Personal safety equipment
Almost a fi ft h of all accidents result in eye injuries. The message of this campaign is that 

wearing safety goggles and a hard hat can substantially reduce the risk of accidents.

Comprehensive training and awareness-
raising campaigns (see opposite) play 
an important role in the effort to reduce 
the number of accidents.
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− Using ladders properly
Ladders are oft en used incorrectly on construction sites. Part of the training involves 

repairing or disposing of defective ladders.

− Safety charter: say stop!
Implenia was the fi rst construction company to sign the Suva safety charter. Employees 

are trained to recognise when they should stop work for safety reasons.

− Toolbox
In tunnelling operations, weekly “Toolbox” meetings – in which small groups of site 

workers receive training from safety offi  cers – have proved highly eff ective.

− Turbo-sleep
A lot of serious and fatal accidents are a result of tiredness. A 15 minute nap is an eff ec-

tive preventative measure. This campaign was carried out at several Implenia sites in 

collaboration with the bfu.

− Vehicle speed
Most traffi  c accidents happen in built-up areas, so this initiative emphasised vehicle speed, 

leading on from the earlier EcoDrive course.
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  Goal fully achieved   Goal partially achieved   Goal not achieved

Strategy Goals for 2012 /2013 Achievement of goals Status

Use training and 
development to 
nurture employees

– Successfully implement 
CAS Construction Cost 
Planning

– Continue existing train-
ing and development 
offering

– CAS course run for the fi rst time 
in 2012. The second run of the 
course began in 2013 with eleven 
participants (chapter 3.4)

– Training in working techniques, 
accounting, IT, marketing and sales, 
law and languages. Summer 
internships in Norway (chapter 3.4)

Recruiting from 
within

– Implement succession 
planning / talent man-
agement / Implenia 
Academy (Icademy)

– 16 managers were successfully 
trained in the “Winning the 
Future” programme (title story 3, 
chapter 3.2)

– In 2012 and 2013 Implenia was 
involved in the graduates’ congress 
in Zurich and attended the ETH 
contact meeting (chapter 3.2).

– Support for the ETH Foundation 
and the Excellence Scholarship 
Programme

Reduction in the
number of accidents
at work and hours
lost

– Use training and con-
trol measures to reduce 
slips, trips and accidents 
involving tools and 
equipment

– The targeted reduction in the 
number of accidents has not yet 
been achieved. The number of 
occupational accidents remained 
constant in 2013 with 143 per 
1000 FTEs (chapter 3.5)

3.6  

Achievement of goals 2012 /2013

Implenia wants to be the preferred partner for employees.
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Strategy Goals for 2014 /2015 Activities 2014 /2015

Use training and 
development to 
nurture employees

– Develop construction 
specialists into expert 
professionals so they 
can pursue a specialist 
career at Implenia

– Continue building up training pro-
gramme (Icademy) and strengthen 
internal and external positioning

– Training and development courses to 
support the specialist career model 
for construction professionals (project 
managers, construction managers, site 
managers, construction cost planners)

– Introducing a graduate trainee pro-
gramme

Recruiting from 
within

– Develop management 
talent from within the 
company

– Improve the quality of training and 
increase the proportion of those in 
training

– Carry out the “Winning the Future” 
management development programme 
for the second time.

– Carry out the “Winning Performance” 
new managers development programme 
for the fi rst time.

– Promote new talent by training up new 
foremen, overseers and site managers.

Maintain and pro-
mote health and 
safety, efficiency and 
motivation

– Reduce the number of 
occupational accidents to 
less than 100 per 1000 
FTEs, cut the number of 
days lost and manage 
occupational health sys-
tematically

– Constant awareness raising at all levels 
of management about occupational 
accidents

– Introduce safety as component of work 
preparation (safety concept)

– Expand the team of health and safety 
offi cers so there is a greater presence on 
building sites

Goals and activities 2014 /2015

Implenia’s wants to be the preferred partner for employees.
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The future won 

Implenia successfully completed its 

fi rst group-wide management 

development programme, “Winning 

the Future”, during the period un-

der review. The course facilitated net-

working between managers from 

all over Europe, enabled the company 

to fi ll key roles from its own ranks, 

and laid the foundations for ongoing 

management development.
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“This is a very special moment for me and 

for Implenia.” With these words, Anton Af-

fentranger interrupts the lively, multilingual 

hubbub and opens the fi nal day of “Winning 

the Future”. Around 40 people have gathered 

on this aft ernoon in March 2014 at the vener-

able Zunft haus zur Waag building opposite 

Fraumünster church in Zurich to complete 

the fi nal act of the training programme: grad-

uation day. The two dozen participants and 

organisers have been joined for the occasion 

by the members of the Board of Directors and 

Group Executive Board (GEBO). 

“This marks the end of a journey, a long jour-

ney,” says the CEO. More than one and a half 

years have passed since the participants fi rst 

met. There have been a total of fi ve training 

modules, each comprising two and a half days 

of intensive engagement with one of fi ve cen-

tral management themes: strategy, fi nance, 

personnel management, marketing and lead-

ership. “The main aim of Winning the Fu-

ture has been to train the next generation of 

managers,” says Anton Aff entranger. And he 

is pleased to note that this goal was achieved 

even before the end of the programme: no 

fewer than three of the participants were ap-

pointed to the GEBO in 2013 as part of the 

“Daring to Shape the Future” reorganisation. 

“The longer the programme went on, the bet-
ter we got to know each other and the more 
fun it was. One big difference is that I take 
on more responsibility now than I used to. By 
picking me for the programme the company 
showed that it believed in me, and that has 
given me a boost. I liked the leadership 
module best, because it’s something I can use 
every day. I’ve already begun to use some of 
the tools in my everyday working life, but it’s 
an ongoing process.”

Yan Dysli, Project Manager, Buildings Geneva
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“Winning the Future” was Implenia’s fi rst 

group-wide leadership programme. Thomas 

Foery, Head Human Resources, recalls simi-

lar programmes at the predecessor fi rms. 

“But since the merger of Zschokke and the 

Batigroup to create Implenia in 2006, the pri-

ority has been to sort out structural issues and 

concentrate on operations. Training inevita-

bly took a back seat for a while.” The company 

fi rst had to focus on how best to work together 

following the merger. “We had to establish a 

solid foundation before we could build suc-

cessfully,” explains Foery.

Employees obviously have a vital role to play 

in a company’s sustainable development. If 

they can be retained for the long term and if 

their skills can be increased, the business is 

far more likely to do well. This applies in par-

ticular to managers, which is why Implenia 

wants to develop its people and where pos-

sible recruit management personnel from 

within the company’s own ranks. Filling key 

positions with people that already know the 

business is oft en better. 

It was this desire for in-house management 

development that prompted the creation of 

“Winning the Future”. However, seeking out 

talent and developing managers were not the 

programme’s only goals. Aff entranger was 

also keen to bring back a sense of together-

ness to a company that had grown and ex-

panded into other countries in recent years. 

“We wanted to ensure that when we talked 

about strategy and leadership, everyone in 

the group was talking the same language. If 

we understand each other better, we can work 

better together.”

“I learnt a lot from the other participants and 
was able to make my own contributions. This 
exchange of ideas has been really energising. 
It was noticeable how interested our Swiss 
colleagues were in the Norwegian group. We 
were made to feel very welcome, and I’ve 
been able to take some of the input from the 
discussions back home with me. Everything 
that we learnt in the leadership module, for 
example, is now being discussed by our man-
agement team in Norway.”

Petter Vistnes, CEO Implenia Norge
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And so it was that people from completely 

diff erent parts of the company came together 

for the “Winning the Future” programme. The 

feedback has been excellent. “It was great to 

get to know new colleagues, not just from Ger-

man-speaking Switzerland but from all over 

Europe right up to Norway,” says Yan Dysli, 

who has worked for Implenia for seven years. 

“We started as people from diff erent depart-

ments and ended up as one big team,” says 

the project manager from Buildings Geneva. 

Christian Späth backs Dysli up. Construction 

engineer Späth is Area Manager ITU Europe 

and has worked for Implenia in Salzburg for 

almost two years. “The programme brought 

people together who wouldn’t normally 

meet.” Inevitably this has greatly expanded 

people’s personal networks. “For someone like 

me who only joined the fi rm recently, this was 

ideal. Otherwise I’d never have met people 

who work in the Valais or Geneva.”

“Mutual understanding has grown enormous-

ly thanks to the programme,” confi rms Ma-

ria Sommer from HR Development. She was 

responsible for organising the programme. 

“We managed to fi nd a common language and 

to learn about the company’s many diff er-

ent facets. Everyone had really bonded into a 

team by the end. It was almost like a family.” 

This sense of familiarity is palpable today at 

graduation. The atmosphere is very relaxed 

and happy, with people joking and chatting 

together.

“For me personally, the HR and leadership 
topics were very important. I now know 
more, for example, about what I can expect 
from the HR department, but also what they 
need from me. I know the background to the 
new personnel tools and can explain them 
better to my people, so I hope I can contrib-
ute to a better understanding. I also think 
that I can give staff more insight into the 
strategies and purposes of Implenia, because 
I now understand them better myself.”

Jürg Biese, Area Manager ITU 
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“We wanted a course tailored to Implenia 
rather than an off-the-shelf solution, so we 
developed ’Winning the Future’ from the 
ground up with specialists from the Executive 
School of Management, Technology and Law 
at the University of St. Gallen. As we prepared 
each training module we had to take stock 
of where the company stood in relation to 
each specific theme. And this preparation paid 
off: we can now adapt and use individual 
elements from ’Winning the Future’ in our 
regular management training courses.”

Thomas Foery, Head HR 

“The most important thing for me is the net-
work of contacts I’ve made. I work in Austria, 
but thanks to ’Winning the Future’ I now 
know the company’s language and its people. 
This network is for the long term. I particu-
larly liked the strategic part, learning what 
top management mean when they talk about 
vision and strategy. It may seem trivial, but 
even in your day-to-day work it’s important to 
understand where the company wants to go. 
I now try to get this over to my staff.”

Christian Späth, Area Manager ITU Europe



ATTRACTIVE WORKING ENVIRONMENT

The mood may be cheerful now, but there’s 

no doubt that the programme itself required 

a lot of hard graft , and today the participants 

get a chance to present their group work. The 

presentation language is English. Some of 

the participants may have liked to speak in 

their mother tongue, but aft er the fi rst module 

the programme leaders decided to switch to 

the global language. It was the only way to 

integrate all the language groups, including 

the two participants from Norway. The deci-

sion also refl ects the fact that Implenia has 

now become a truly international company. 

Shared goals can only be tackled in a shared 

language, and the participants were happy to 

rise to the challenge. “I was very pleased to 

reactivate my English,” says Jürg Biese, Area 

Manager at ITU.

At the Zunft haus, each group presents a case 

study on a specifi c topic. They have invested 

a lot of time in the work. “We’ve been work-

ing hard on it for the last six weeks,” says Yan 

Dysli. “We’ve had to have conference calls 

across Europe to coordinate it, which is not 

the simplest way of doing things.” So he is 

even happier they managed to complete the 

task, which for him and the other participants 

involved applying theories and tools from the 

various modules to real-life situations within 

the company. Two groups looked at personnel 

management, one at the extended value chain 

in railway construction, and the fourth sub-

jected business areas to a stress test relating to 

planned growth. During their presentations, 

the participants get straight to the points and 

aren’t afraid to discuss controversial points. 

Thanks to this openness, some lively debates 

ensue with members of the GEBO and the 

Board of Directors.

“We regularly support management develop-
ment programmes like this at the national 
and international level. The great thing about 
’Winning the Future’ was that we developed 
the programme from scratch together with 
the company. We also kept on developing the 
course content as we went along. It was strik-
ing how many different cultures were brought 
together – in terms of business disciplines as 
well as language regions. Switching the course 
language to English really helped to integrate 
the Norwegians and French-speaking Swiss 
into the programme and underlined the inter-
nationality of the company.”

Dr. Andreas Löhmer, Director of Corporate Programs 
at the Executive School of Management, Technology 
and Law, University of St. Gallen
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The seriousness with which everyone treats 

these discussions once again refl ects the fact 

that Implenia’s top management fully sup-

ports the leadership training. And it is clear 

that the programme lies particularly close to 

the heart of Anton Aff entranger. The CEO took 

part in every event in person and his commit-

ment was very much appreciated by the par-

ticipants. They were able to see just what it’s 

like to be “one company” and they feel “very 

proud to work for Implenia,” as Yan Dysli puts 

it. Jürg Biese is equally enthused by Winning 

the Future. “Now we have to take this spirit 

into our day-to-day working lives and pass it 

on.” Human Resources boss Thomas Foery is 

also feeling confi dent about the future. “The 

job now is to bring on board the other 300 

or so people at Implenia with management 

responsibility and let them ride the Wining 

the Future wave too”. 

“The programme achieved a lot in terms of 
cross-departmental cooperation. At the start, 
the general contractors, for example, didn’t 
know much about what a tunneler did, and 
vice versa. Mutual understanding has grown 
enormously thanks to the programme. We 
managed to find a common language and to 
learn about the company’s many different 
facets. Everyone had really bonded into a team 
by the end. It was almost like a family.”

Maria Sommer, HR Development and organiser 
of “Winning the Future”


