
Expansion is a talent decision. HR should be in the driver's seat. Expansion projects tend to start in Finance, 
pass through Legal, and land on HR as a done deal. That's a problem, because the biggest expansion risks are 
often related to workforce. If your target location can't deliver the right talent fast enough and with acceptable 
retention, the business case unravels and productivity lags. 

The location that wins on talent wins on execution.

Switzerland combines flexible labor laws, competitive employment costs, and strong international leadership 
attraction, making it one of the more strategically sound choices for companies building operations in Europe. 
This guide gives HR the practical framework to assess Switzerland as an option for expansion and guide the 
project with confidence. 
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1. SIX HR DECISIONS THAT MAKE OR BREAK YOUR EUROPEAN EXPANSION

Have you evaluated not just the country but the 
specific city or region, factoring in talent 
availability, commuting distances, local 
competition for profiles, and proximity to 
universities or industry clusters?

Have you planned a deliberate hiring mix of local 
hires, cross-border candidates, relocated 
leadership and specialist recruiters, keeping in 
mind that relying on relocated US staff often 
creates cultural friction and slows local team 
building?

Have you modelled the full cost of employment 
beyond base salary, including employer social 
contributions, pension, insurance and 
recruiting costs, since European rates can be 
substantially different than in the US?

Have you structured your ramp-up in waves, 
starting with leadership and foundational 
roles, followed by core execution roles and 
finally scale and support functions?

Have you assessed your employer brand in 
these markets, as even well-established 
companies often need to build local credibility 
when entering a new region?

Have you familiarised yourself with the local labor 
law framework, since European employment law 
differs fundamentally from US at-will 
employment, with notice periods, termination 
protections and works council obligations all 
affecting your flexibility?

2. BENCHMARKING SWITZERLAND: WHAT ACTUALLY MATTERS

When benchmarking locations, many companies miscalculate based on initial numbers. They compare salary tables 
and conclude a market is low-cost on paper. Then they discover they can’t hire critical profiles, or legal processes are 
slow, or dismissal costs make the workforce inflexible. They modeled a spreadsheet instead of the realities of a 
location. 

Here’s a more useful framework for comparing Switzerland to other European options.

1) Talent availability (across skill levels)
Switzerland’s labor market is strongly supported by a dual education system that produces job-ready professionals 
across industries, from machinists and technicians to engineers, IT specialists, and lab technicians. This matters 
because expansion success depends heavily on strong mid-level capability, not just top-tier hires. The Global 
Artificial Intelligence Index places Switzerland 3rd in AI intensity (AI capacity relative to the size of a country’s 
population or economy) after Singapore and Israel, and Zurich has been ranked 2nd for density of AI engineers in 
Europe in the AI Europe Report by Dealroom.

2) Hiring agility
Switzerland’s flexible labor laws make hiring and dismissal comparatively streamlined, with fewer regulatory barriers 
than many other European markets. 

3) Total employment cost (not just salary)
Switzerland’s non-wage labor costs are low compared to neighboring countries, with social security contributions of 
roughly 15% of gross salaries, significantly less than markets like Germany or France. 

4) Workforce stability
Switzerland has one of the lowest numbers of strike days in Europe, reflecting its consensus-oriented labor culture 
and strong social partnership. In other words: low disruption, high predictability.

5) Executive attraction and retention
International leadership attraction is a strategic advantage for Switzerland. According to the IMD World Talent 
Ranking 2025, Switzerland ranks #1 globally for talent competitiveness — a position it has now held for ten 
consecutive years — reflecting its exceptional ability to attract and retain highly skilled international professionals. 
On quality of life, Mercer's Quality of Living City Ranking 2024 places Zurich #1 worldwide, with Geneva at #3, Bern at 
#9, and Basel at #10, giving Switzerland four cities in the global top 10. These factors directly influence offer 
acceptance and retention rates, particularly for senior executive roles where lifestyle considerations weigh heavily in 
relocation decisions. 



3. LABOR COSTS: THE FULL EQUATION

Switzerland is not a low-wage market, but it is often more cost-effective to run than the headline salaries suggest. 
Non-wage labor costs are among the lowest in Europe, which helps keep total employment costs manageable as you 
scale. The median gross monthly salary in Switzerland reached CHF 7’024 in 2024 (Swiss Federal Statistical Office) but 
companies that stop at gross wages miss the full picture: the real benchmarking pitfalls are ignoring productivity, the 
employer social cost burden, and workforce stability.

In Switzerland, basic health insurance is mandatory and is arranged and paid directly by employees, so it does not sit 
on the employer’s benefits budget in the same way it does in the US.

TOP INTERNATIONAL EXPANSION MISTAKES TO AVOID

- Choosing a location because it looks 
cost-effective on a spreadsheet, because talent 
scarcity and hiring difficulty can quickly erase any 
apparent savings.

- Comparing salary levels in isolation, because pay 
should always be analysed alongside productivity 
and output quality.

- Comparing labor costs without including the 
employer’s full social contribution and benefits 
burden, because this is often where the real cost 
difference sits.

- Judging labor law strictness in abstract terms, 
because what matters is how it affects 
day-to-day flexibility in hiring, managing, and 
resizing teams.

- Comparing time to hire without factoring in the 
cost of vacancies, because unfilled roles delay 
launches and create costs elsewhere.

Practical Take-away: 
Benchmark Switzerland against other locations 
using talent availability, hiring agility, total 
employment cost, workforce stability, and 
executive attraction, not salary tables alone. 
This helps you avoid location choices that look 
cost-effective on paper but later derail timelines 
and budgets.
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Practical Take-away: 
Switzerland will look expensive if you benchmark 
salaries alone, but it often becomes cost-efficient 
once you model the full employment equation, 
including productivity, employer social 
contributions, hiring and dismissal costs.

Calculation by PwC Switzerland, calculation basis all countries:
- married, 2 children, no church tax
- Pension meaning mandatory employer/occupational pension plan that causes 

additional employment costs, statutory pension included in social security
- standard deductions considered for income tax purposes
- Figures based on 2024 tax and social security rate
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For high-skill tech roles, the 
comparison often shifts further in 

Switzerland’s favor: machine 
learning and AI professionals 

typically cost around 17% less than 
Bay Area equivalents, and 

blockchain specialists around 26% 
less. 

(Greater Zurich Area White Paper: 
“The Global AI Powerhouse”)

Tech Talent



OVERVIEW OF OBLIGATORY SOCIAL INSURANCE CONTRIBUTIONS
Insurance Employee Employer Self-employed Unemployed

Old-age and survivors’ 
insurance (OASI)

4.35% of salary 4.35% of salary Max. 8.1% Min. CHF 413, 
Max. CHF 20,650

Disability
insurance (DI)

0.7% of salary 0.7% of salary Max. 1.4% Min. CHF 66, 
Max. CHF 3,300

Compensation for loss 
of income, maternity 
benefits, paternity leave

0.225% of salary 0.225% of salary Max. 0.45% Min. CHF 21, 
Max. CHF 1,050

Occupational 
accidents

None Net premium on 
premium-paying income 
that is subject to accident 
insurance (AIA), max.
CHF 148,200 (depending 
on sector and risk) 

Must take out accident 
insurance under the AIA 
(often bundled with health 
insurance providers)

-

Nonoccupational 
accidents

Net premium on 
premium-paying income 
that is subject to accident 
insurance (AIA), max. 
CHF 148,200  (depending on 
sector and risk, from 8 h/week)

None Voluntary insurance through 
the mandatory health 
insurance scheme

-

Health insurance Per capita None (voluntary contributions 
may be possible) 

Per capita Per capita

Unemployment 
insurance

1.1% for portions of income 
up to CHF 148,200, including 
percentage 0.5% for portions 
of income over CHF 148,200

1.1% for portions of income 
up to CHF 148,200, including 
percentage 0.5% for portions 
of income over CHF 148,200

(Non-insurable) -

Occupational 
pension funds

2% to 8% of gross salary 
(depending on age, salary, 
and pension plan regulations)

2% to 8% of gross salary 
(depending on age, salary, 
and pension plan regulations)

Voluntary -

Family 
allowances

Only in the canton of Valais 
(0.17% of payroll)

1.025% to 2.75% of total 
income (depending on 
family compensation fund)

0.3% to 3.3%, capped at 
an annual income of 
CHF 148,200

-

4. SWISS LABOR LAW IN PLAIN TERMS

Switzerland’s employment framework is more flexible and predictable than most European markets and, while it is 
not exactly at-will employment like in the US, it often feels closer to the US model in day to day HR execution than 
many EU jurisdictions. Here's what HR and talent management needs to know operationally.

Contracts:
Employment contracts must comply with the Swiss Code of Obligations. Collective bargaining agreements (CBAs) 
exist but are generally cooperative in nature. Beyond minimum conditions, companies can negotiate flexible individual 
contracts, including non-competes where needed.

Working arrangements: 
Working arrangements in Switzerland are built on clear, employer-friendly rules: employees are entitled to at least 
four weeks of paid vacation. Flexible working hours, overtime, and night or Sunday work are permitted within a 
transparent regulatory framework that makes planning and compliance straightforward.

Hiring and dismissal: 
This is where Switzerland stands out. Termination rules are predictable:

- Probation: typically 3 months / 7 days' notice
- After probation: 1 month notice (year 1), 2 months (years 2–9), 3 months thereafter
- No statutory severance in most cases
- Dismissal costs among the lowest in Europe

Employee representation:
Representation committees exist but operate in an advisory role, and Switzerland’s social partnership model is 
associated with comparatively low industrial action and high predictability, with strike activity generally far lower 
than in more strike-prone European markets such as France, Italy or Germany on many measures.

There is no minimum wage at the federal level, though five cantons (Geneva, Neuchâtel, Jura, Ticino, and Basel-Stadt) 
and certain sectors apply their own minimums. Elsewhere, salary discussions are typically direct between employer 
and employee, giving HR real flexibility. 
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Practical Take-away: 
Switzerland gives you a workforce you can build and adjust with agility. Choose Switzerland if you need to scale 
in waves and adjust headcount, with clearer timelines and fewer constraints than many European markets.

5. HOW TO HIRE IN SWITZERLAND

Switzerland is a small market with high talent density. Hiring works best when you plan while keeping in mind that the 
talent pool is segmented, top candidates move quickly, and timelines are driven by start dates and permits.

Anchor your plan in Switzerland’s labor pool
Start by mapping each critical role to the most realistic talent supply channel, because one sourcing strategy will not 
cover Switzerland.

International executives with global experience
Switzerland attracts senior leaders who have run 
multi-country teams and regulated operations. Use 
this pool for site leadership, scale-up management, 
quality and regulatory leadership, and regional 
functions where credibility and cross-border 
experience matter.

Top PhDs and researchers from ETH Zurich and 
EPFL in Lausanne
This pool is strongest for frontier R&D in AI, 
robotics, material, biotech, medtech, and advanced 
engineering. It is highly network-driven, so direct 
outreach, academic networks, labs, and targeted 
events outperform generic job ads.

Tech talent for research and development
Switzerland has strong engineering and software 
talent, competition is intense for high-demand 
profiles like data engineers, cybersecurity, and 
other tech roles. Specialist recruiters and proactive 
sourcing are often necessary for these roles, 
especially when you need niche stacks or seniority.

Vocational training workforce and applied 
professionals
The dual education system produces job-ready 
talent across skill levels, including technicians, lab 
staff, operators, and precision manufacturing roles. 
This pool is essential for building reliable mid-level 
capability, and it often responds best to clear role 
profiles, stable schedules, and visible career paths.

Practical Take-away: 
Switzerland's apprenticeship pipeline is an 
often overlooked asset. Apprentices often stay 
with employers after completing their training, 
which is a cost-effective way to build 
adaptable, loyal mid-level capacity.



Pick the Swiss-appropriate sourcing approach by role
For many roles, local job ads and referrals work well because Swiss hiring is network-driven and candidates place a 
lot of weight on reputation. For scarce profiles, targeted search is usually necessary, and you will get better results 
with recruiters who are already active in Switzerland and have access to German-, French-, and English-speaking 
candidate networks.

Build realistic timelines 
For critical hires, plan 6-9 months from kickoff to start date, with notice periods usually setting the pace. If you hire 
outside the EU and EFTA, build in permit lead time from the start. Switzerland is often faster because notice periods 
are clear and predictable, and they tend to stay shorter than in many European markets where notice can stretch out 
sharply with tenure.

Keep the process sharp, the Swiss way
Swiss candidates expect a well-run, respectful process with clear job scope, level, and compensation range early on. 
Two to three interview rounds is often enough if the right decision makers are involved, references are taken seriously, 
and the offer comes quickly once you decide.

6. INTERNATIONAL TALENT & PERMITS

Permits are where expansions get delayed most often, mainly because teams start too late. Switzerland helps by 
offering a well-defined immigration process.

EU/EFTA nationals 
Switzerland is not part of the EU, but bilateral agreements include the Free Movement of Persons arrangement, which 
lets EU and EFTA citizens live and work in Switzerland through simplified procedures and without needing a visa. For 
employers, that makes it much easier to build international teams, because you can access a broad talent pool with 
low administrative friction.

Non-EU/EFTA nationals 
Subject to an annual quota system prioritizing highly qualified professionals. The system is business-friendly in 
design. Applications go through cantonal (state) migration offices; with complete documentation, processing typically 
takes no more than 8 weeks.

Key permit types:

L Short-term residence (4 months–1 year, extendable)

B Long-term residence for specific purpose

C Settlement permit  (after 5–10 years)

G Cross-border commuter permit

Practical Take-away: 
Since 1 February 2023, Switzerland has eased 
parts of the work permit process for certain 
skills-shortage roles, and in some cases 
employers can hire non-EU and non-EFTA 
specialists without running the usual labor 
market test. This can make a real difference for 
hard-to-find tech profiles.



Futher Information and publications: 
Publications | S-GE

This guide was produced by the Swiss Business Hub USA of 
Switzerland Global Enterprise (S-GE), the official Swiss 
organization for export promotion and investment promotion, 
mandated by the Swiss Confederation and the cantons. For 
tailored support on your expansion into Switzerland, contact 
Christoph Besmer.

SWITZERLAND IS READY. 
THE QUESTION IS: ARE YOU? 

Switzerland is a strong option for US companies building a European 
footprint, especially when talent quality, predictability, and 
execution speed matter as much as overall cost. The companies that 
expand successfully are the ones that start early, make location 
decisions with hiring realities in mind, and run HR as a core 
workstream from day one.

Switzerland brings practical advantages that show up in execution: 
deep talent across skill levels, international executives, research 
pipelines from ETH Zurich and EPFL, a strong tech market, and a 
vocational workforce that delivers mid-level capability. Add liberal 
labor laws, low industrial friction, and access to EU and EFTA talent, 
and you get a setup that scales smoothly.

This guide gives you the initial questions to answer and the traps to 
avoid. If you need support in your expansion planning and evaluating 
Europe as a location, we are ready to help.

Switzerland Global Enterprise
Stampfenbachstrasse 85
8006 Zurich, Switzerland

T +41 44 365 51 51
s-ge.com

invest@s-ge.com

Christoph Besmer 
Head Investment Promotion
christoph.besmer@eda.admin.ch

Consulate General of Switzerland
Swiss Business Hub USA

May 2026

https://www.s-ge.com/en/publications?field_business_units_target_id%5B0%5D=24

