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In our latest Human Resources Report, we again present selected highlights 
from our global HR work. Our HR work focuses on developing our employees 
and on recruiting new colleagues. This report is intended to show by way of 
illustrative examples what it means to be part of Infineon.

Happy reading!

Infineon Human Resources Report 2014
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www.infineon.com/human-resources-report-2014/en/ 
ifx-company-movie.html



5

For 15 years, Infineon Technologies has been developing 
semiconductors and system solutions that make everyday 
life more efficient, more mobile, and more secure.
Through our three Focus Areas, Energy Efficiency, Mobility, 
and Security, we concentrate on important growth markets. 
Our segments, Automotive, Industrial Power Control, Power 
Management & Multimarket, and Chip Card & Security offer 
the right products for these markets. In fiscal year 2014, In-
fineon generated revenue of €4,320 million (previous year: 
€3,843 million).

Semiconductors are an indispensable part of our modern 
world. If we want to let future generations have a future 
worth living, we need intelligent and resource-saving solu-
tions for sustainable progress. In September 2014, Infineon 
was included in the Dow Jones Sustainability Index for the 
fifth time in succession. This highly respected sustainability 
index considers not only economic, but also ecological and 
social criteria. Every year, the output of the over 2500 largest 
listed companies around the world are analyzed to this end.

A look into the future: Acquisition of International Rectifier
With the planned acquisition of International Rectifier, we 
have a significant task ahead of us in the coming fiscal year. 
The US semiconductor manufacturer has a workforce of 
over 4,000 employees in 20 countries. Our human resources 
work will focus on structuring and guiding the transition 
process, especially with regard to organization, talent and 
culture, in order to ensure that the integration process is 
successful and adds value.

Our roots: 15 years of corporate history
On April 1, 2014, Infineon celebrated its 15th anniversary. 
Officially, Infineon Technologies AG came into being on 
April 1, 1999, but in fact our history began as far back as 
1946, when Siemens decided to build its first semiconduc-
tor research laboratory in Pretzfeld. That‘s where our roots 
are. We have captured the sometimes turbulent times since 
the Company‘s formation in an interactive timeline. 

www.infineon.com/timeline

15 years of Infineon

Who we are – Infineon at a glance

As of September 30, 2014, Infineon had 29,807 employees around the world, of whom 16,072 in Asia-Pacific (incl. 
Japan), 13,179 in Europe, and 556 in the Americas. Infineon‘s headquarters are in Neubiberg on the outskirts of Munich, 
Germany.

556 
Americas

16,072 
Asia

13,179 
Europe
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Interview with CEO Dr. Reinhard Ploss 

15 years of Infineon

How we prepare for the future

www.infineon.com/human-resources-report-2014/en/ 
interview-reinhard-ploss.html
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Why innovation is important to us

The future doesn’t arrive, we create the future.

For technology companies such as ours, innovation and 
technical expertise are core brand values. That was already 
the case when our company was demerged from Siemens 
AG 15 years ago. Our name – an amalgamation of “unlim-
ited” (Latin “infinitus”) and eternity (Greek “aeon”) – sug-
gests that creative talent never stops reinventing itself. This 
is why our behavior compass contains a clear commitment 
to innovation as a contribution to customer success.

Creativity is driven by many factors, and diversity is a criti-
cal component in helping ideas to develop freely. Sure, di-
versity is not the only source feeding the power to innovate, 
it is also helped along by accuracy, consistency, freedom of 
thought, and sometimes simply chance. 

The more complex our environment, the greater the need 
to shape it with good yet cost-efficient products. Each 
decade faces its own challenges, of course. As a result of 
digitalization, however, society is confronted with a sea 
change, which is already becoming evident in some areas. 

Infineon’s Focus Areas of Energy Efficiency, Mobility, and 
Security are not only relevant to the future, but extremely 
innovation-driven.

We promote innovation in many different ways: for exam-
ple, by employing people from 83 nationalities or through 
our culture, where values such as openness, trust, and mu-
tual learning play an important role. And also by opening 
up experimental space with suitable partners and creating 
incentives to embark on unknown journeys, we support 
what we believe is important: to help our customers attain 
success with innovative and efficient solutions. Not least, 
our childcare and Little Tech initiatives are aimed at pre-
serving children’s urge to explore, encouraging them to 
have fun with technology, and enabling creative trial and 
error. Behind all our ideas are people and their stories. We 
have compiled some of them in this report.

Quality and productivity mindset in everyday life
When I joined Infineon in 2008, I had zero experience 
in a wafer fabrication working environment. I was 
supposed to be assigned to M3 deposition but just 
before I started Mr. Liang Kar Kaan called me and 
asked me to report to his department, Module 6. Mr. 
Thinagaran welcomed me in his shift. When Infineon 
launched the INSTALL VALUE program, I gained 
additional knowledge and ideas on how to improve 
my QUALITY and PRODUCTIVITY mindset. Once I 
even took over the trainer role and explained to my 
colleagues the value that the program held for them. 
The values I’ve learned from the program I apply in 
my daily routine.
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Arunjai Mittal
Member of Management Board
Responsible for: Regions, Sales, Marketing, 
Strategy Development and M&A
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Infineon
 
… and career
Is your own career a good example for careers at Infineon – 
and if yes, how?  
One significant element in my career has been the availa-
bility of opportunities and my willingness to gain exposure 
and experience in various locations. Having worked in 
many different regions, functions and areas has helped me 
to gain experience that has been key to my personal and 
professional development. I started my career two decades 
ago. Back then it was less common to move around that 
much, but looking at Infineon today I would say that Infine-
on does offer many opportunities with our global presence 
and operations.

… and responsibility
What is the value-add you would stress?
What comes to my mind first and foremost is the respon-
sibility to develop and live by ‘our feedback culture’. It 
encompasses two aspects: The ability to give feedback and 
to receive feedback. I consider this very open dialogue the 
basis for a responsible way of working together.

… and talent
Which aspects are relevant?
As a guideline I personally consider four aspects most rele-
vant: Attitude, aptitude, skills and experience. Some people 
may have a lot of experience, but not the right attitude. 
Others may have absolutely no experience, but a high apti-
tude that allows them to learn and adjust very fast.
Looking at Infineon I highly value our company’s behavioral 
model and aim to live by it every day. I find it fascinating 
that the core idea of the eight behaviors remains valid re-
gardless of the function and business context one is in.

Interview

Three topics, nine questions on Infineon, 
Regions and Diversity
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High Performance Behavior Model

   We commit.

We innovate.

We partner.

   We perform.

Be passionate
about profit

Focus on the
customer

Drive value
through

innovation

Be ambitious
and 

manage risks

Strive for
excellence

Team up for
best results

Foster your
talents

Trust and respect 
others

Regions

… and opportunities
Where are they and how can employees grab them? 
As we are operating in a global business, being close to our 
customers is essential for the success of Infineon. Whether 
you are in R&D, manufacturing or sales and marketing, 
proximity to the customer gives you a unique chance to 
understand the customers’ systems, their end markets and 
act as a solution provider. I am convinced that having the 
right expertise in the right spot at the right time is a major 
success factor. That’s why I encourage colleagues to focus 
on the regions and grab the opportunities that they offer.

… and challenges
How does Infineon support customer understanding on a 
global scale?
With P2S - Product to Systems - we are strengthening 
our focus on systems rather than products. This is clear 
throughout the organization, however we often feel chal-
lenged by the question of how to do it even better in our 
everyday work. Part of this challenge is due to the fact that 
not every employee can have the same understanding of 
what “a system” means. Communication is of major impor-
tance in order to achieve the necessary change in perspec-
tive. Only when each one of us has the necessary infor-
mation can we truly understand the trends and customer 
needs that are the basis for our actions – regardless of each 
person’s position and function.

… and intercultural competencies
What matters?  
In my experience I’ve found that listening is crucial. As 
management guru Stephen R. Covey put it – “Seek first 
to understand, then to be understood”. All this of course 
applies not only to intercultural competence but also to 
dialogue between humans in general. I remember a time 
when employees in the regions would look to a company’s 
headquarters and try to orient towards the headquarters’ 
mindset and value systems. Nowadays the perspective has 
changed: It’s now the people in the headquarters who look 
to the regions, seeking to understand their culture, mindset 
and needs.
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Diversity

… and design
What does Infineon focus on? 
Diversity is a fundamental building block for our success. 
In order to be successful globally you need to have the 
capabilities to understand differences. We are doing well in 
terms of cultural diversity, but gender diversity is a different 
story. The focus should be on the reason for diversity. Only 
if we constantly remind ourselves of the benefits will we be 
able to reach our goal of having the right people on board 
to solve problems with their different ways of thinking and 
providing the brainpower to deal with the upcoming di-
verse challenges.

… and complexity
How does it add to the success of Infineon?  
At Infineon we are very good at dealing with complexity. Be 
it business, technological or product complexity, it doesn’t 
scare us, since we are operating in a very complex environ-
ment. Diversity only increases complexity if you don’t know 
what it is good for, if you leverage diversity it even makes 
dealing with complexity a lot easier. We will always have 
to deal with complexity: It’s in our environment and in our 
business. However, we have to think about how we can 
adapt to changing markets and challenge the way we are 
doing things.

… and company culture
What role does it play in a global company?
We all know that culture plays a very important role in our 
everyday work, as we do business globally. The important 
question is: How do we live our culture? Understanding our 
customers by using diversity is part of the answer. At Infine-
on we have very diverse people in different functions and 
with different skills. Even though we might be a company 
head-quartered in Germany, we have quite nicely devel-
oped the ability to understand and integrate other cultures. 
We need to leverage this diversity since it will give us the 
flexibility to adapt and operate successfully globally, well 
into the future.
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High Performance Behavior Model

   We commit.

We innovate.

We partner.

   We perform.

Be passionate
about profit

Focus on the
customer

Drive value
through

innovation

Be ambitious
and 

manage risks

Strive for
excellence

Team up for
best results

Foster your
talents

Trust and respect 
others

As Global Head of Human Resources at Infineon, Dr. 
Thomas Marquardt has been responsible for global HR 
activities for more than ten years. His work has a strong 
international focus, comprising both strategic and opera-
tional HR aspects. He qualified as an attorney, and before 
joining Infineon he spent 16 years working for Deutsche 
Bank in various HR management positions. In this inter-
view, Dr. Marquardt shares some personal insights into 
the job application process.

Dr. Marquardt, do you remember your very first job inter-
view? What did you take on board at the time?
It was an assessment center, in 1987, at Deutsche Bank. 
Two things in particular were important to me: Firstly, I 
wanted to learn a lot for myself from that process, because 
ultimately this kind of situation is about both sides getting 
to know each other. I am not the only one presenting myself 
at that moment; the impression the company and potential 
new colleagues have of me is also important. Secondly, you 
should always portray your true self. You can only get to 
know each other by being perfectly honest.

Let’s assume the following dilemma: two candidates are 
equally suitable for a job. What do you do?
My immediate response would be: let’s take them both! If 
someone is a good match for us, we try to make sure they 
stay with us. If we don’t have a suitable vacancy, our Talent 
Attraction Team kicks into action. The candidate is added to 
our database and will be notified as soon as a new interest-
ing opportunity arises.

What is the most interesting aspect of job interviews in 
your view?
I find it stimulating to talk to people from widely different 
backgrounds. The trick is to be open to what my interview 
partner has to contribute. The values someone believes in 
certainly play a critical role. One way to find out how well 
a candidate is suited to our company is to use the Infineon 
Behavior Model, which contains eight specific behavior 
descriptions that guide our day-to-day activities.

Interview with

Dr. Thomas Marquardt, 
Global Head of Human Resources
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Is there anything a candidate has said that has particular-
ly impressed you?
A short while ago I spoke to an applicant who was interest-
ed in Infineon because of our energy efficiency and sustain-
ability activities. In areas such as sustainability and energy 
efficiency, we work toward improving the lives of many 
people on a daily basis. The search for suitable candidates 
may not always be easy, but fortunately Infineon has a lot 
to offer.

What topics do you cover to present Infineon during job 
interviews?
Firstly, I talk about the fact that Infineon is a high-tech 
company. We have a wealth of technical expertise and 
are working on innovative products in the relevant core 
markets. Secondly, we are a global company with a local 
presence and involvement throughout the world. Then I in-
troduce our high-performance culture. Good performance 

is important to us and rewarded accordingly. Last but not 
least: the working conditions. We want our employees to 
enjoy working for Infineon and to have opportunities for 
further development. Health is a key factor in this regard, in 
relation to the most stringent safety requirements in pro-
duction and all other functions.

What questions do applicants ask most frequently?
They are mostly curious about our corporate culture. My 
response is to point out one of our fundamental principles: 
We want to enable each individual to be successful so that 
ultimately Infineon as a whole can be successful. One con-
sequence of that is, for example, that we maintain a culture 
where many different viewpoints are shared.
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HR Excellence

Successful employees –  
successful company

People Excellence 

Infineon aims to achieve sustainable success and to cre-
ate excellent performance and values for its different 
stakeholders. We have embraced this aim by making the 
high-performance company one of our corporate princi-
ples.

To this end, the Company needs competent, committed, 
and successful employees. For this reason, our mandate 
in HR is people excellence: We support management and 
employees in creating their own success and in making 
the Company successful in this way. This entails various 
approaches and projects, which we have combined into 
three pillars in our HR strategy: “leadership,” “talents,” and 
“workforce.”
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1 Leadership
Managers are responsible for leading their reports to suc-
cess and for supporting them in their professional develop-
ment. They do so by selecting suitable employees for the 
tasks to be performed, setting them clear goals and defin-
ing expected outcomes, providing the necessary resources 
and – where appropriate – supporting them in performing 
their duties, for example with constructive feedback. HR 
encourages and enhances this leadership and feedback 
culture by giving advice to ensure commitment and top 
performance.

2 Talents
Each employee has unique skills and potential. Infine-
on needs the full breadth of their input to be innovative, 
successful and ready for the future. For this reason, we are 
especially interested in identifying, developing, and utiliz-
ing the different aptitudes and talents of our employees. 
To this end, we offer different areas of responsibility, career 
paths, and skills development opportunities. Together 
with the line managers, we want to create a Company-wide 
diversity-based talent culture and thus ensure the technical 
and leadership skills of the future.

3 Workforce
Infineon aims to be an employer that is both attractive and 
competitive. In pursuing this aim, it addresses issues such 
as compensation, including the ability to adapt to global 
cost structures and economic cycles, and embraces the 
“soft” factors of corporate culture. Infineon has committed 
itself to being a “great place to work” and has developed an 
HR strategy fully geared toward creating a success-focused 
environment of incentives and demands. In short, a top 
performance culture.

To perform its role as enabler of top performance, the HR 
function continuously develops its own capabilities. In ad-
dition to its traditional role of expert for personnel admin-
istration, we are increasingly called on to act as consultant 
and strategic partner: Our input is required to deal with the 
HR aspects of implementing Infineon’s strategy, when man-
agers want to put their organization on a successful basis 
for the future and select, develop, and motivate the right 
employees to meet their objectives. To give management 
and HR enough time for their essential tasks, we are contin-
uously professionalizing the administrative basis: With the 
HR Operational Excellence program, we ensure stable and 
efficient HR processes and tools worldwide.

Ultimately, the quality and success of our HR work critical-
ly depends on the smooth interaction of our HR business 
partners, HR competence centers, and HR service centers: 
We want to be business partners and work with our internal 
customers to achieve shared success, by combining cus-
tomer proximity and business know-how with professional 
HR solutions and programs and well-organized HR services.

HR excellence: HR work to foster joint success



16



17

Excellent leadership is one of the foundations of Infine-
on’s success. Good leadership is essential for each individ-
ual to do their work competently and thus contribute to 
the Company’s success. By the same token, our employ-
ees expect to be able to develop their skills and capabil-
ities in a conducive environment. Creating an attractive 
working environment and ensuring the long-term com-
mitment of employees are key management responsibili-
ties at Infineon.

How we define excellent leadership
Leadership has to do with conveying a sense of purpose, 
and probing the reasons why we do things. Leadership 
should give employees guidance as to why we, as a com-
pany, do what we do, what social contribution we want to 
make by doing it, and how each employee can help.

Leadership is aimed at achieving outcomes and successes 
and for this reason deals with the question as to “what.” 
Managers create the conditions for employees to be suc-
cessful. This includes, for example, formulating clear expec-
tations and goals, monitoring target achievement, clarify-
ing roles and responsibilities, and providing resources.

In addition, managers clearly show what they expect in 
relation to the right behavior at work and as part of a team 
while personally embracing this kind of behavior. In this 
way, they respond to the question as to “how” and thus 
very specifically promote a culture inspired by mutual trust 
and feedback.

Since excellent leadership helps us attain our most impor-
tant operational and strategic goals, it receives the appro-
priate support and is measured accordingly. We keep track 
of the development of our leadership and feedback culture, 
for example through our regular “Great Place to Work” 
employee survey.

Leadership

in a high-performance company
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Shawn Slusser:
Over my career at Infineon, I have learned many valuable 
leadership lessons that I now keep in mind to help me be a 
better leader. Using different leadership styles is the most 
important lesson I have learned. I would say most often I 
find myself relying on a “participative” leadership style. I 
strive to bring a team together to review a situation and 
then come to a joint plan for moving forward. While this has 
been a successful style for me, I learned that it’s not always 
appropriate for the situation a team is facing.

For example, in times of crisis like the 2009 Detroit automo-
tive market collapse, I quickly learned the value of using a 
different leadership style. In this situation, quick decisions 
and clear direction were needed to survive the crisis. A shift 
to a “directive” leadership style was necessary to provide 
the team with quick decisions and direction. What I will 
never forget from this experience is that you cannot rely on 
a single leadership style to yield the best results. Too often, 
I see leaders who rely only on a single leadership style 
regardless of the situation. As a leader, you must have the 
awareness to identify the situation and adjust your leader-
ship style to match what’s needed.

Shawn Slusser, Vice President Automotive Segment 
at Infineon North America has been with the 
company for 17 years. Running the automotive 
business for the Americas, he is an experienced 
leader with valuable insights – gained not only in his 
day-to-day business but also during exceptionally 
challenging times.
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How we set and attain our goals and create 

systematic foundations

We have laid down our corporate purpose in the Infineon 
Compass. It documents what we aim for (our purpose), how 
we will get there (our way), and what determines our ac-
tions (our values). In the High-Performance Behavior Model, 
we have put together the methods and conduct needed to 
achieve that. The two together provide us with the neces-
sary guidance in our daily work – on a global basis. Finally, 
in the High-Performance Monitor, we have defined our 
key strategic objectives and systematically linked them to 
each other. It gives us a basis for consistently choosing our 
actions.

In spite of the need to have divisions, clusters, and func-
tions in the Segments with international operations, we 
want to work with increasing dedication on establishing a 
globally uniform Infineon culture. The HR department, as a 
service-based business partner to the Segments, Corporate 
Functions, and Operations, supports the strategic business 
objectives along the human resources roadmap.

How we develop our corporate culture 

Open dialog with transparent objectives

We value good leadership as a key factor to ensuring suc-
cess in a highly competitive and extremely dynamic market 
environment. Leadership begins at home: only those who 
know themselves can lead others with openness, respect, 
and trust. This applies to direct leadership – and by anal-
ogy to indirect leadership, which is about enabling your 
own managers to lead their employees. Leadership is not 
possible without sincere communication and constructive 
feedback.

Our annual staff dialogs, STEPS (Steps to Employees’ 
Personal Success), and leadership dialogs are two tools 
we have developed to allow continuous feedback between 
managers and employees. Both tools are based on a similar 
structure and allow transparent targets to be agreed.

High-performance company
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Manager

STEPS DIALOG

LEADERSHIP DIALOG

Employees

Feedback through open and constructive dialog
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What is the leadership dialog?

Similar to STEPS, where the line manager gives personal 
feedback to the employee, managers also have the oppor-
tunity to get input about their leadership behavior from 
their employees. At the leadership dialog, the employees 
tell their line managers how they perceive them in terms of 
their day-to-day leadership behavior. The leadership dialog 
has been developed as a facilitated team meeting.

The team members can decide for themselves whether to 
tell their line manager about their personal perceptions on 
a one-to-one basis or as group feedback. In the latter case, 
it may be presented by a team spokesperson. The facilitator 
– normally the HR adviser assigned to the team – chairs the 
meeting and ensures that the feedback rules are observed. 
By signing a symbolic “contract,” the employees or the 
team document how they can help their line manager to 
attain their goals.

Development Conferences

Development conferences are designed specifically to drive 
the development of our talents and managers. To allow 
them to build career opportunities at Infineon worldwide, 
the tried and trusted regional and global development 
conferences of the business areas have for three years been 
complemented by regular exchanges across organizational 
boundaries. In line with our business requirements, this al-
lows us to cultivate our “One Infineon” approach to an even 
greater extent and to reduce the silo mentality.

This process offers many advantages to participating man-
agers. When a work assignment is completed successfully, 
but the division concerned does not offer any follow-on 
prospects, the global development conference broadens 
the perspective. This allows us to provide better support, 
especially to employees with excellent technical skills, 
who have only had limited opportunities to network within 
the organization because of the nature of their previous 
tasks. Questions such as “Who could be the right mentor?”, 
“Which exciting project could be taken on?” increase the 
opportunities available to those employees and also their 
future expertise.
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Eva Kern
Senior Manager Learning & Development

“In the vast majority of cases, it turns out that our self-im-
age and how we are perceived by others are not worlds 
apart. Assuming honesty in how they deal with themselves, 
most of our line managers have a good idea of personal 
strengths as well as of areas for improvement.”
At Infineon, leadership dialogs are held once every two 
years. They should be seen as an opportunity, because the 
employees give their line managers valuable information 
about their actual leadership conduct. Since it happens 
in real-life situations rather than textbook scenarios, the 
feedback given by their employees on a basis of trust gives 
line managers important specific pointers as to how they 
can further their personal development.

Carrie Zhang
Senior Purchasing Manager, Infineon Wuxi

“For the team leader, it provides a good opportunity to find 
out what the team members really think. I was surprised 
by how frank they were about my leadership qualities, my 
behavior, and about things they liked and things I should 
change. For me, that was proof of the high level of trust 
within my team. I was very happy to receive frank, honest 
feedback and I am sure that we can grow together as a 
high-performance team within the Infineon family.”

But leadership dialog facilitators also know that good 
leadership dialogs evolve and therefore need continuity. 
Stephan Kolibius (Manager Learning & Development) has 
facilitated many leadership dialogs: “After two or three 
leadership dialogs, the employees have the confidence 
to really broach any subject. The teams progress, learn to 
manage themselves better all the time, and that’s what it’s 
all about.”

Rick Ruiter
Director System Application Marketing and Standards, 
Infineon Livonia

“Managers like to think that their teams are always upright 
and honest with them. The leadership dialog involves all 
team members and thus creates a much broader basis 
of trust. The team members first discuss their individual 
viewpoints amongst each other and then with the team 
leader. That makes it much easier to highlight strengths 
and development potential. The leadership dialog gave us 
the opportunity to discuss openly how we can improve the 
way we interact with each other. We also made plans about 
how I can use my strengths and possible improvements for 
my own benefit and to boost the team’s performance. I can 
recommend the staff dialog to every team.”

Give me Five!
All managers with five or more reports receive 
regular team feedback
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Two thought bubbles that indicate what is going through managers’ and employees’ minds 
as the date of the leadership dialog approaches. But there is no need for butterflies or 

worries before a leadership dialog meeting.

I wonder what they are going to tell me …

How will the team rate me?

Are there things I’m not even aware of?

Have I thought of everything?

Should I tell XXX now how annoying I find it  
when he rushes through the office in the morning 

without a word of hello?

I would really like to talk about XXX, but maybe  
I’m the only one who sees it like that.

XXX probably already knows that XXX…

Great to have the opportunity to tell XXX 
personally what’s bothering me.
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How you can become part of our team

There are three different ways to pursue a career at Infine-
on: Firstly, as individual contributor by providing expertise 
in a classic area of the Company, such as finance, purchas-
ing, or sales. Secondly, as a technical expert on our Techni-
cal Ladder career path. And thirdly, as a (junior) manager 
on the management career path. A fourth career option – 
that of project manager – is under preparation.

Transparency and the ability to plan are of equal impor-
tance to both employees and the Company. This is why we 
offer structured career paths. Let’s take the Technical Lad-
der as an example. On the basis of a clearly defined skills 
matrix, which objectively defines the requirements and 
core competences at each level, we provide clarity about 
what we expect from, say, a Senior Engineer or Senior 
Fellow.

By defining the skills we require as a global enterprise on 
the basis of a strategic process, we make it easier for all 
employees to find their way. Where and how employees 
can develop their own careers at Infineon must not be left 
to chance. We want qualified employees to realize their po-
tential with Infineon on a sustainable and long-term basis. 
Personal and corporate success should go hand in hand. 
For this reason, we invest a lot of time and resources in em-
ployee development – for example through our worldwide 
annual STEPS dialogs, the global development conferenc-
es, or the two-yearly management dialogs.

Talents – individual development

Realizing potential – in planned and 
transparent ways
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Martina Da Rold, Senior Staff Engineer Power 
Management & Multimarket Application & Systems 
“After I came back to Infineon in part-time at the end 
of my parental leave, I have been promoted to Senior 
Staff Engineer. What I enjoy about the Technical 
Ladder? My technical know-how is valued and at 
the same time I can widen it through a broad range 
of high-level trainings, which allow me to develop 
myself beyond my technical expertise.”

Technical Ladder 

The career path specifically for technical experts

3,193 Employees on the Technical   
Ladder at 30.09.2014 

With the specific Technical Ladder career path, we offer a 
development model specially designed for technical ex-
perts who focus on ideas development and implementation 
– always in unison with the Company’s business require-
ments.

The Technical Ladder has eight steps, from Senior Engineer 
to Senior Fellow. By strategically planning how to deploy 
resources, we ensure that we can always access the right 
skills, at the right time, and in the right place. From the 
business strategy, we derive the demand for technical 
experts, and then in turn the nominations for technical 
experts.

But what exactly makes a technical expert? The skills are 
described in the Technical Ladder Competency Matrix. Line 
managers accompany the personal development of their 
reports using the annual STEPS (“Steps to Employees” Per-
sonal Success”) dialogs. Nominations to join the Technical 
Ladder and development assessments within the Technical 
Ladder career are therefore carried out on the basis of indi-
vidual performance and talent.

The career paths have been designed in such a way that 
they provide optimal support to employees in their devel-
opment. Transparency and flexibility are important in this 
context, which is why it is possible to switch career paths.
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Peter Stamminger, Head of Operational Excellence 
“With the Technical Ladder we ensure that we have 
a strategic view on the competencies we need to 
be successful. Our technical know-how is key for 
innovation and revenue. We have to strengthen our 
efforts to be prepared for future challenges.”

How much learning and development is worth to us

Harnessing knowledge – globally and efficiently

Maria Cotorogea, Principal IPC 

“Technical Ladder: For me, it’s an opportunity to network 
and to share my knowledge.”

Marcus Janke, Lead Principal CCS 

“25 years of security technology – I have turned my hobby 
into my job.”
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As a founding member, Johannes Schoiswohl, Senior Man-
ager Application Engineering, played a key role in setting up 
the Power Academy of the Power Management & Multimar-
ket (PMM) division.

“Initially, the main focus was on establishing how the ex-
tensive know-how implicitly anchored in our organization 
can be made transparent and accessible to others. We then 
developed the special format of the Power Academy on 
that basis.”

Originally, the Power Academy had been designed for peo-
ple with direct customer contact – mainly in sales or in the 
area of field application engineering – or to provide support 
in such areas, for example marketing or application tech-
nology. But we soon realized that there was great interest 
from other areas, such as R&D.

“We are delighted that the Power Academy is attracting 
such great interest. We have continuously been adding to 
the training schedule since its inception about three years 
ago,” says Johannes Schoiswohl.

In this regard, the Power Academy’s main focus is P2S – 
product to system. It is driven by the basic idea that Infine-
on’s success in the market increases as its understanding of 
the customers’ areas of application grows. It is not enough 
for this system know-how to be held only by those who 
have direct customer contact. The areas of the organiza-
tion that are further in the background, such as research 
and development or procurement, also have to develop 
this understanding. For this reason, the training units are 
structured according to application systems. For example, 
participants can immerse themselves deeper in the solar, 
server, or mobile devices systems and benefit from the 
wealth of experience the trainers have gained from their 
direct collaboration with customers.

Accordingly, the training programs have been adapted so 
they can convey complex matters. They take on different 
formats, from short introductory videos through personal 
question and answer sessions to concrete sample exper-
iments in the laboratory. “We want to develop applica-
tion-based technologies. That sounds very dry at first, but 
once you have gained a vivid insight into the application at 
the customer’s site, it immediately becomes easy to trans-
fer the knowledge to your own daily work environment,” 
says Johannes Schoiswohl in summary of the benefits for 
participants. The Power Academy has now also been coor-
dinated with the annual staff dialog, STEPS, so that training 
requirements are even more tailored to the personal needs 
of individual participants and its benefits last even longer.

How we develop our employees around the world

Power Academy – full steam ahead for 
knowledge transfer
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How we share our knowledge

Academy Connect 
as a central learning platform

With our Academy Connect platform, we set global stand-
ards and share our knowledge worldwide. In this way we 
want to increase our own productivity, create added value, 
and promote our “One Company” approach by sending 
consistent messages. In total, eleven functional academies 
with a global reach collaborate on this learning program. 
This close consultation prevents duplicated effort and 
redundant structures. In 2014, the Finance Academy was 
launched globally as a new element. Developed by our 
own experts for the finance area, the webinars and training 
events include examples from the day-to-day operations at 
Infineon and refer to current Infineon guidelines.

Other academies have been established in procurement, 
manufacturing, quality management, and logistics, for 
example. On the PMM Power & RF Academy learning plat-
form, the sales, marketing, and application development 
areas operate closely together for our Power Management 
& Multimarket segment. Employees can use this platform to 
reinforce and enhance their technical skills.

Money spent on furthering the skills of our employees is an 
investment in the future.

Further training expenses 
(€ million)

1 �incl. the further training expenses of the academies 
in the relevant areas

7.6

2012

7.3

2013

8.5

20141
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What was segment profit margin again?
How do I calculate product costs?
These kinds of questions are easy to answer now: one 
visit to the Finance Academy will sort you out. The online 
platform, which went live in June, has a lot to offer. Project 
manager Magaly Thierry explains exactly what to expect.

Magaly, what is the Finance Academy? 
The Finance Academy is a global platform for all finance 
staff at Infineon – whether they are based in Germany, 
Singapore, Villach, or Milpitas. Here you find all the training 
and information you may need. What is more, within its 
community you will find the right finance expert for any 
question.

Who is this offering aimed at?
Globally, there are around 650 finance employees. Our 
training programs are suitable for all – from trainees who 
have just joined, to experts with many years of experience. 
Of course people from other departments can also take 
part in the training. Since the material is easy to compre-
hend, some of our non-financial colleagues could also learn 
a thing or two.

What prompted the idea to create the Academy? 
Previously, each finance department did its own thing. 
The people there devised and organized their own training 
courses. This often led to a lot of additional effort. Now we 
coordinate these training events centrally, for all the peo-
ple involved in finance. What this means is that all training 
comes from a single source at last!

How do I picture this Academy? Does all the training take 
place online? Or in the conference room, face to face?
On our platform, we provide web-based training, docu-
ments for downloading, and in future classic classroom 
training. At the Academy, I can select the training courses 
according to subject or role. For example, I can generate a 
list of training events on accounting and financial control, 
or I can let the system surprise me with what it has in store 
for a local accountant or Division controller.

What’s special? All training has been developed by Infineon 
experts for the finance community – each element includes 
examples that relate to Infineon and refers to current 
Infineon guidelines. This shows that we have listened to our 
colleagues and increased the added value of the platform 
enormously. Google or Wikipedia can’t do that!

What topics are covered by training courses?
The Academy offers training on all finance areas, ranging 
from the basics to accounting and financial control, report-
ing, tax, treasury, the internal control system/risk manage-
ment, processes and tools, charts of accounts, and many 
more.

What next?
The development of the Finance Academy is far from com-
plete. We will continuously develop new training courses, 
add new functions to the website, and try to continue to 
align it with the needs and demands of our colleagues.

All training from a single source at last!

Launch of the Finance Academy

Magaly Thierry initiated the Finance Academy
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Since when have you been working on the Academy? 
We developed the concept in November and December 
2013. To this end, we conducted many interviews with 
colleagues from all operating departments, Regions, and 
Divisions – thus rounding up the entire finance organiza-
tion: What is important to you? What should it look like? 
What training topics are relevant to you? What does a good 
intranet site look like? At the beginning of the year we suc-
cessfully tested our beta version.

Further training is worth a lot to us: In fiscal year 
2014, we invested €8.5 million (2013: €7.3 million) 
in training and development. The main focus areas 
were specialist training that gave employees an 
opportunity to expand their knowledge and ability 
to innovate, project management training, as well 
as programs that specifically highlight the issues 
around our leadership and feedback culture. In 
addition to these training events, we provide a 
growing number of further training measures, such 
as web-based training, internal further training 
courses, mentoring programs, innovation events, 
and technical symposiums, which take place at all 
major Infineon locations around the world.
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Talent is important to keep our actions focused on the busi-
ness. But building a talent culture that matches our values 
and our strategy is just as important as talent itself.

Turning talents into high performers

Talent is important to keep our actions focused on the 
business. But building a talent culture that matches our 
values and our strategy is just as important as talent itself. 
We want to make sure we attain our medium- and long-
term goals, for example in Asia, with our own talent base. 
Through clearly structured career paths, our employees 
with technical qualifications can become recognized 
experts or managers, ready to take on responsible jobs, for 
example in manufacturing.

We launched two programs to this end in 2011 and 2012: 
ENGINE for the management career and TechStar for the 
Technical Ladder career path.

Both of them provide a systematic and at the same time 
compact introduction to our corporate philosophy and the 
key factors of our success. Through job rotation, training 
events, knowledge transfer across all divisions, project 
responsibility, and mentoring we support the cooperation 
between sales, marketing, and development.

Talents – global, local, and always focused on the individual

Developing Infineon

In fiscal year 2014, 33 percent of the participants of the ENGINE program and
25 percent of the participants in the TechStar program advanced another step in their careers.

ENGINE Program TechStar Program

25%33%
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Tan Ban Heng, Head of Center of Competence – 
Test Engineering, Kulim

“The ENGINE program is about shaping our Asian leaders (AP 
talent pool) for the global markets of tomorrow and bringing 
together the talents from different locations by fostering a 
team with a drive for change and results. After the 2-year 
campus program developed in conjunction with SMU (Singa-
pore Management University), I am able to further encourage 
my functional team to strive for change and results as part of 
our High Performance Company philosophy.”

Thorsten Meyer, Principal ATV, Germany 

“First of all, I have enjoyed the program a lot. It was a great 
experience. Being in Asia for the first time and getting to 
know so many different people from different parts of Asia 
as well as different parts of Infineon certainly has broad-
ened my horizon. The TechStar training itself was very 
helpful, too. It was very well organized. We had excellent 
trainers. And I could already use some of the skills I have 
learned in the training in my everyday work as a technical 
leader.”

Promoting talent
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Infineon China offers its employees a talent management 
program developed specifically for the Chinese market.

Core aspects of the initiative are:
�� The China Talent Council, where managers, heads of 
divisions, and HR managers from different areas sit at the 
same table. The Talent Council meets every six months 
to assess the target achievement to date and define the 
strategy going forward.

�� The annual China Talent Event, during which partici-
pants, together with the management team, spend three 
days attending talks presented by internal and external 
speakers, taking part in workshops where they develop 
certain issues, and going on plant tours to learn more 
about Infineon. This year, the event, which was held at 
the beginning of May, was attended by 38 talents and 
34 members of management. Guest speakers from the 
Danish pump manufacturer Grundfos rounded off the 
program.

�� The mentoring program, under which 31 senior manag-
ers support their mentees by providing regular coaching 
throughout their development. 

Through its talent management program, Infineon gives 
its Chinese employees specific development opportunities 
and in this way expands its local talent pool in this impor-
tant Asian market for the long term.

Diversity

Embracing difference
Recruiting, retaining, and developing talent 
dovetails into our global diversity management. 
The more complex our world, the more successful 
those companies that promote the diversity of 
their employees. A 2011 study by the Fraunhofer 
Gesellschaft confirmed that Infineon has an 
open and dynamic corporate culture. It has to be 
cultivated by each and every one of us to ensure that 
all employees – regardless of age, disability, ethno-
cultural background, gender, religion, worldview, 
or sexual identity – are given every assistance in 
translating their personal success into corporate 
success.

Talent management in China
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Women in management

Female/male employees (Infineon worldwide in 2014, in percent)

 
 

11.4%
2011

12.3%
2012

12.1%
2013

12.5%
2014

15.0%
goal 2015

20.0%
goal 2020

Our very ambitious aim is to increase the proportion of 
women in middle and top management positions to 15 
percent in total by 2015. As a result, we raised the propor-
tion of women in management from 9 percent in 2006 to 
12.5 percent in fiscal year 2014. Although we are behind on 
our self-set target, we remain committed to this goal in the 
long term: to increase the proportion to 15 percent by 2015 
and to 20 percent by 2020. An important aspect on our way 
to reaching this goal is the changes we make to the organi-
zation that facilitate the successful development of careers 
for female managers.

* �At Infineon, the management function includes not only the leadership of employees but also leadership through 
specialist expertise as defined in the internal job evaluation system.

12.5 

87.5  

4,530
Middle and senior 

level*

24.3 

4,950

75.7  

Entry level  
management*

45.7 

20,327

54.3  

Non-management 
staff

37.1 

29,807

62.9  

Total
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Gender diversity

Gender diversity has been made an issue to be addressed in 
our annual STEPS staff dialogs, in the recruitment process, 
and in all relevant management seminars. Established in 
2011, our gender diversity network branched out to re-
gional satellites in Dresden, Graz, Munich, Regensburg, and 
Villach in 2013 and 2014. Because of the many local activi-
ties, they play an important role in driving cultural change 
in the Company.

The launch of the Spoorthi initiative marked the start of 
highlighting gender diversity in India; following a successful 
first event in Singapore (2013), another female leadership 
forum was established in Kulim. Women in management 
are also affected by the issue of returning to work after 
parental leave. Our “return to work after parental leave” 
process at Infineon in Germany has been extremely well 
received. Through initiatives such as the “parent time 
breakfast,” we encourage ways to stay involved with the 
Company.

Stimulating interest in technology 
– Technology is fascinating
By encouraging them to take part in our Girls‘ Day, 
we try to get girls interested in technical professions. 
Alexandra Kiener‘s (fourth from right) résumé is a 
good example of how an interest in technology can 
be kindled and lead to a successful career.
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“The start of it all was when I attended Infineon’s Girls’ Day. 
The most fascinating aspects for me were how the tiny 
chips are produced and the many different applications 
they are used for. I found that really interesting! That was 
the first time I could envisage working in a technical job.”

For Alexandra Kiener, Girls’ Day 2002 was the initial spark 
that eventually landed her a technical job – even though 
she majored in English and French at school. “I had always 
found learning languages easier at school than physics 
or maths,” says Alex, twelve years down the line. Despite 
that, after attending the Girls’ Day, she opted for a course 
in microsystems technology at Regensburg University. And 
she hasn’t looked back. The reason: “It’s quite nice to know 
languages, but a technical area to work in is much more 
interesting!”

In the technical university’s cleanroom while etching with 
hydrofluoric acid. On Alex’s way to taking a technical pro-
fession, her older sister also played a role: she, too, studied 
microsystems technology. “I spent a day shadowing my 
sister at university to get a feel for student life and accom-
panied her to lectures. By watching her, I saw that a techni-
cal course can be really fun.”

It didn’t take long to make the decision: Alexandra Kiener 
enrolled in 2008 at what is now the University of Applied 
Sciences (OTH) in Regensburg for a course in microsystems 
technology, and Infineon became a regular port of call 
during her studies: She came back as a working student. 
She also wrote her Bachelor’s thesis at Infineon and at the 
beginning of 2012 went to the Morgan Hill location (Califor-
nia) for a six-month placement. “The opportunity to spend 
time there was an enriching experience: I learnt a lot and 
took in a lot. The colleagues were friendly and supportive. 
They even helped me outside of work, for example when 
opening a bank account or with my American driver license. 
The good level of English I’d attained at school was a great 
help, of course!”

Back from the States, Alex started as a SPRINT trainee at 
Infineon’s Regensburg location in October 2012. The one-
year trainee program led her to process development in 
the sensor backend – the very same unit she’d got to know 
on Girls’ Day! Today Alexandra Kiener works as a process 
development engineer in package development of a sensor 
line.

Her team guide from Girls’ Day 2002 is her boss today – 
Ingrid Bollmann: “For me it’s a kind of reward to see that 
our Girls’ Day gets the girls interested in technology and 
even persuades them to take a technical course at univer-
sity or pursue a technical career. We have also made it an 
objective of our GENDER DIVERSITY NETWORK in Regens-
burg to raise awareness of technology and its many facets 
among young people in kindergartens and schools. For us 
as a location for innovation, this is an important aspect of 
securing our future.”

Profile Alexandra Kiener
Participant in Girls‘ Day at Infineon: 
2002 through 2004
Tertiary education: 
Bachelor of Science in microsystem technology at 
OTH
Profession: 
Process development engineer for sensor packages 
at Infineon in Regensburg

From Girls’ Day to Infineon
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Why we look out for suitable employees

Welcome to the pool

Responding with foresight and flexibility – this principle 
helps us not only in the development of innovative prod-
ucts for our customers. We use it in exactly the same way in 
our HR strategy, because the labor market changes all the 
time. Companies with the ability to adapt to the changes 
early can shape their future successfully for the long term.

To achieve our ambitious financial targets, we need the 
right people in the right place. This is nothing new. But 
against the backdrop of demographic change, it is becom-
ing imperative for any company to be in contact with a suffi-
cient number of suitable candidates. This requires a shift in 
focus: from vacancies to talents.

Both our employer branding and our recruitment activities 
follow this approach. By taking extensive measures in 2014, 
we created the conditions for balancing the requirements 
of our companies and their unique regional attributes in a 
globalized working environment.

Our aim is to create a transparent talent pool for Infineon 
worldwide. Its cornerstones are a new sourcing strategy, a 
simplified application procedure, an optimized database, 
and an accelerated process.

Of course Infineon’s talent pool is not limited to our recruit-
ment efforts, but all other HR marketing activities – such as 
alliances with universities and colleges – are also included. 
Partnership and cooperation are key factors for ensuring its 
success.
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Our talent attraction management (TAM) team actively 
approaches suitable candidates. With fresh ideas, from 
video job advertisements through interactive contact main-
tenance, we make sure our Company is visible on many 
different levels. This allows young talents as well as experts 
to genuinely check whether Infineon is the right company 
for them.

Modular and user-friendly information and training offer-
ings help achieve the necessary clarity and speed in the re-
cruitment process – for hiring managers, business partners, 
and not least the input-providing service departments. 
The new process and the associated IT platform allow all 
stakeholders to make better use of the talent pool than ever 
before. Fast, transparently, accurately, and consistently. 
This benefits employees and companies alike.

How we win new talent

New appointments  
(Infineon worldwide in 2014, in percent)

Employee turnover rate  
(Infineon worldwide, incl. voluntary resignations  
and other reasons for leaving)

WorldwideAge profile GermanyGender profile

50.7 49.3  
73.6

under 30 8.7%

2.1%

8.9%

3.4%24.7
30 – 50

1.7
over 50 2013 20132014 2014
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Staff departures by regions  
(Infineon 2014)

New appointments by region  
(Infineon 2014)

2.511  Total
464  Europe (thereof 298 in Germany)
2.009  Asia-Pacific (thereof 255 in China)
5  Japan
33  America

4.991  Total
838  Europe (thereof 527 in Germany)
4.047  Asia-Pacific (thereof 378 in China)
17  Japan
89  America

Every year in the fall, Japanese students throughout the 
country simultaneously embark on “shukatsu,” the labori-
ous process of finding their first job. Shukatsu starts in the 
third year of university and takes one and a half years in 
total. At the end of this process, the students hope to get 
an informal job offer from an employer, to be followed by a 
formal job offer. In Japan it is quite common for employees 
to work for the same company for their whole lives. What is 
more, companies prefer to recruit their staff directly from 
university. For the students, this means: those who don’t 
get an offer while they’re still studying will face consider-
ably more difficulties a year later. And for the companies: 
at the same time each year, all employers in the country 
compete fiercely for the best recruits.

Infineon Japan has developed a special recruitment pro-
cess for this purpose. A core element is the new graduate 
recruitment committee, which consists of 13 Infineon 
employees from different parts of the company who accom-
pany the recruitment process as part of a dedicated effort. 
The activities comprise, among other things, attendance at 
selected career fairs, individual interviews, networking, and 
tours of the company’s site. The success confirms that this 
is a good approach: Out of 120 applications during the last 
shukatsu, three candidates were selected to join the team 
of Infineon Japan.

Fully committed to winning new employees

Recruitment at Infineon Japan
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How we show why it’s good  
to work for us

Since semiconductor production facilities require high lev-
els of investment, we have rather few locations compared 
with other multinational companies. As a B2B company, 
our communications are by their nature not addressed to 
end consumers, which in turn means that the public is less 
aware of our Company.

In Asia, where local companies are preferred as employ-
ers, especially in the B2B segment, we aim to increase 
brand awareness in order to emphasize our strengths as 
an employer. To this end, we have developed a dedicated 
employer value proposition concept for the Asian region, 
which expresses the core values of our employer brand in 
this market.

The score on which the Chinese HR team in Asia is working 
is called “employer value proposition.” Its purpose is to 
show why Infineon in Asia is an attractive employer. Rep-
utation plays an important role, and this starts with the 
name. Patiently Bi Jing explains to her German colleagues 
why Infineon has to be reinvented in Chinese, or at least 
needs a tagline: “A single word has no meaning in Chinese.” 
Only two or, even better, three words will provide the con-
text to give the phrase meaning in written Chinese.

 

The new name evokes positive associations, because it 
contains the Chinese corporate logo, which means: “Elites 
are gathered here, and together we take off into the lim-
itless sky.” Together with senior management, Infineon 
employees, and a consulting firm, the name “Infineon” was 
translated to tie in with the special needs of the Asian labor 
market.

Sometimes the differences between the Chinese and Euro-
pean cultures could not be greater. Where the one is quick 
and ready to implement, the other is thorough and keen to 
discuss. “These are of course only the tips of two icebergs 
– each of the two working cultures has many other charac-
teristics. According to Bi Jing, cultural work is what she and 
her team produce, with the aim of combining the best of 
both worlds.

“For me personally, the open and honest feedback and 
discussion culture is an important experience, something 
I will take from Europe back to my own country. It is my 
responsibility as a manager to set an example by living this 
culture. And success has proved us right. We don’t give peo-
ple a dressing-down because they make the odd mistake. 
Unexpected events can happen at any time, it’s the long-
term result that matters.”

Asia’s economy is booming. Both local companies and large 
multinationals want to do business in the Asia-Pacific re-
gion. To do so, they need talented, reliable employees. The 
growth market creates an oversupply of vacancies, much to 
the delight of the many employees of the up-and-coming 
middle class as well as migrant workers.

For employers, it means they have to get creative, seeing 
that there is fierce competition for good people, from pro-
duction staff through senior management.

Talent – more than the sum of its parts 

Making Infineon sound good worldwide

英才汇聚
飞而凌云
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“I’m a conductor during the day 
and an octopus at night.”
Bi Jing‘s baton is invisible, her stand, a modern 
office desk, can be found either in Shanghai or 
in Neubiberg, there is no score to play from. And 
yet, this young Chinese manager, who works at 
Infineon‘s headquarters in Munich, is convinced 
she is doing the job of a conductor. „My orchestra 
extends beyond the 10 employees in my team in 
China – to make high-quality music, we need the 
voices of our international colleagues as well. I 
make sure that they come in at the right time so that 
their individual voices and timbres create a uniform 
whole.

103
from Europe

2
Others

103
from Asia

71 Europe

65 APAC
1 Japan

208 assignees (Infineon worldwide 2014)
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“Our value added is appreciation and development oppor-
tunities,” says Bi Jing. “I’ve experienced it myself.” She has 
been with Infineon for over ten years. Her career started in 
2004 in the Commercial Development Department. She was 
soon given responsible tasks. “I was asked whether I’d like 
to take my next career step in the HR area. My line manager 
believed I could do it and promised to support me. And he 
kept his word.”

Her team has since grown from 5 to 10 people. Whereas 
initially, their task was to implement European programs, 
they now have to pilot projects for which there is no blue-
print. “I am very loyal,” admits Bi Jing, “when I’ve found a 
job that suits me, why should I change it?!” And she adds 
with a grin: “After all, I also married my first boyfriend.”

International Assignment Services (IAS) is the name of the 
program Infineon has put in place to support its employees 
when they transfer to a foreign location. The responsibility 
for this important function has been assigned to Singapore. 
Bi Jing knew therefore that she would not have to worry 
about accommodation, tax issues, or visas. That certainly 
helped. In the end, she and her husband took the decision 
together. One motivation was that the grandparents of their 
son Raimond Cao offered to provide support during her 
nine-month stay in Germany.

Bi Jing is proud that they rally behind her. “I’m glad to have 
my family and the tremendous support they have given 
me.”

Now Bi Jing has regular video chats, although she knows 
that’s only a substitute. “China offers many opportunities 
at the moment. We can achieve a lot for ourselves and 
our country. I hope my son will also see it that way in the 
future.“

Although the young Raimond Cao is more interested in 
numbers than in music, but if Bi Jing tells him about her 
many different tasks at work. “He doesn’t get the conductor 
metaphor yet, the transference is too much to grasp for a 
five-year-old. For him, I’m a kind of octopus – with a large 
head and many arms.”
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Johannes Schoiswohl, Senior Manager Application En-
gineering, has been back in Villach since August, after 
spending three and a half years in San José in California. 
Although he quickly managed to slot back into the rhythm 
of his home location, the experiences he gained in Silicon 
Valley will stay with him for a long time. “It’s only when you 
really live in a place for a while that you begin to under-
stand the foreign culture in the context of everyday life. To 
us Europeans, Americans seem more prepared to take risk, 
they are faster at making decisions, and do things by trial 
and error more often. You learn to deal with these differ-
ences much better, if you see for yourself what day-to-day 
business in America is like.”

The cooperation with our colleagues in California brings 
tangible benefits for both sides: “I was able to apply the 
application engineering expertise I had gained in Villach 
directly at the customer’s premises. Conversely, my col-
leagues in Austria now benefit from the fact that I have 
a better understanding of what may be going on in the 
background as a result of having experienced everyday 
life in the USA.” Johannes Schoiswohl would not want to 
have missed out on his long-term assignment to California, 
because this kind of experience is invaluable for coopera-
tion in an international team and for exchanging views and 
information across borders.

San José – Villach
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We work in international teams and exchange expert 
know-how across borders. It is easier to make allowance for 
regional features when you meet face to face. We want to 
open up the flow of knowledge in both directions in order 
to sustainably improve the end result. To ensure that our 
employees can fully concentrate on cooperating with their 
colleagues, the International Assignment Services (IAS) 
team takes on all duties associated with a move abroad. 
The IAS team in Singapore is in charge of this challenging 
task. Insourcing leads to a much higher level of cost trans-
parency, as well as giving managers access to better advice 
and facilitating more extensive pooling of the necessary 
services.

st international assignments were for an average of two 
to five years in fiscal year 2013/2014. All segments and 
almost all hierarchy levels are represented, although most 
delegates come from the production areas. Since employ-
ees usually take their families with them on international 
assignments, one of the main tasks the IAS team has to deal 
with is to support the organization of childcare. As a multi-
national company, we want to step up our involvement in 
this area.

Close contact with universities is important to us. Proximity 
to research plays a role not only in the R&D department. Be-
cause of our expertise in semiconductor electronics, many 
engineers have teaching assignments at recognized uni-
versities at home and abroad. Our aim is for Infineon to be 
included in the group of preferred employers. To this end, 
we attend university career fairs, invite people to explora-
tory visits at our Company, and present specialist papers at 
conferences and career days to inform them of the benefits 
of joining Infineon.

There are many ways to join our Company. The options in-
clude university-level work-study courses, working student 
jobs, or traineeships. An internship may also be a good way 
to get to know each other. In our Company, everyone, what-
ever their level, is given real-life assignments to experience 
what professional life is like. A taster day may very well lead 
to a career.

How we create a home from home for our employees

Why we cooperate with universities

46.6%
academics

11%
in an apprenticed profession

Qualification levels  
(Infineon employees worldwide 2014)
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Alice Schorb, former apprentice office management assis-
tant & foreign language correspondence clerk, Munich 

“I’ve always known that I want to work for an international 
company. Where else would you get such deep insight into 
other cultures and such close contact with people in other 
countries? This is why Infineon is my no. 1.”

Robin Hötte-Flormann, apprentice electronics technician 
for industrial engineering, Warstein

“I’ve been really interested in natural sciences for a long 
time now. So it’s great I can stay involved during my train-
eeship. And with excellent career prospects to boot!”

Our trainees

Employees in training (Germany, Austria, and Malaysia, September 30, 2014)

280

104 

668 

vocational trainees and students on work-study  courses

interns

working students
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In June 2014, two Malaysians embarked on their training 
under Malaysia’s first work-study program. This training 
path was established by Infineon and the German-Malay-
sian Chamber of Commerce and Industry. The Chamber of 
Commerce and Industry and a consortium of 17 companies 
led by Infineon spent two years setting up the program. The 
training corresponds to the German program that finishes 
with a qualification as industrial business management as-
sistant (IHK) or logistics business assistant (IHK). The curric-
ulum for the program was developed with the involvement 
of not only the German-Malaysian Chamber of Commerce 
and Industry, but also the Malaysian Education Ministry and 
Infineon as sparring partner from business.

Our new Malaysian trainees were chosen above the other 
applicants after going through a full-day selection process 
in the Infineon Melaka Learning and Development Depart-
ment. In workshops, Infineon introduced itself as a poten-
tial new employer, while the applicants presented them-
selves before Infineon trainers from different departments. 
A month later, the program began for the two trainees. The 
first three weeks were devoted to theoretical training at the 
German-Malaysian Institute in Kajang, Selangor.

The next three years until they qualify will offer a very var-
ied program for the trainees: only 25% of the professional 
training will feature theory; they will spend three quarters 
of their time at Infineon gathering practical experience in 
various corporate units. This mix of conveying theoretical 
knowledge and practical know-how will be complemented 
by a study trip to Singapore, where they will take a look at 
Infineon’s sales organization.

The German work-study training program has model status 
around the world. The establishment of this training path 
in Malaysia is aimed at improving the country’s general 
training landscape. Expectations are high: in cooperation 
between the local government, German and Malaysian 
companies, further training programs are to follow, which 
are expected to have a lasting positive impact for Malaysia’s 
working population. Infineon is therefore strongly commit-
ted to implementing the training offering throughout the 
country in conjunction with the German-Malaysian Cham-
ber of Commerce and Industry and sequa, a non-profit 
organization that acts as a link between private business 
and cooperative development initiatives. The organization 
of training and development programs will remain a focus 
for Infineon and the 17 other companies involved.

Launch of work-study training program at Infineon Malaysia
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A truly excellent team is never just a group of people work-
ing in isolation. To ensure lasting success, you have to turn 
top players into a top team. With well-organized teams, 
clear agreements, and properly defined responsibilities, we 
can achieve more in the long term than through excellent 
standalone performance.

We therefore do not want to do without direct collabora-
tion, especially in major projects. Through personal con-
tact, we want to strengthen the culture of trust, which is 
essential if we want to harness the potential for ideas and 
expert knowledge of our employees for Infineon.

Workforce – collaboration without borders

Creating value through collaboration
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Around 400 colleagues took part in a live chat on May 13, 
2014. In response to one of the key questions, namely how 
we can achieve good collaboration in an organization as 
large as ours, Dr. Ploss pointed out that efficient collabora-
tion can only be achieved on the basis of clear structures 
and responsibilities. Especially colleagues cooperating 
across geographical and departmental boundaries need 
them to ensure smooth cooperation. Another factor is that 
diversely organized teams benefit from their different skills, 
approaches, and ways of thinking.

Asked about the most important success factors for good 
collaboration, the participants cited “open communication” 
as the number one priority, followed by personal contact. 
Both results show how important it is to exchange views 
and information personally, even in the age of digital com-
munications. Another area that was highlighted was the 
need to formulate expectations clearly and to deal honestly 
with capabilities and problems. Collectively, they are all 
elementary prerequisites for trustful and open commu-
nication. According to Dr. Ploss, it is exactly this clarity in 
roles and responsibilities presented by the participants that 
makes it possible in the first place for a company the size of 
Infineon to maintain a true culture of good collaboration.

Culture of good collaboration is one of our key 
success factors
Collaboration between corporate units and across 
international borders is an important focus at 
Infineon. But what is the reality? Do we really make 
full use of the potential of good collaboration in 
our daily working lives? CEO Dr. Reinhard Ploss 
discussed this issue with colleagues around the 
world in a chat entitled „How can we make our 
collaboration even better?“
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Openness as a basis for good cooperation with employee 
representatives

Open feedback is also important to us whenever we engage 
in constructive dialog with our employee representatives at 
the plants. Co-determination is an important aspect of our 
HR work. Together, we create the basis for successfully im-
plementing our key issues on a basis of trust in the respec-
tive bodies, in particular the Central Works Council and the 
Executive Staff Representation Committee.

A number of years ago, we set up the High Performance 
Award as a way of rewarding successful examples of 
horizontal collaboration across departments. All Infine-
on employees can apply, including cross-functional or 
trans-regional groups. The critical factor is that the team 
can demonstrate success in a project that qualifies in terms 
of the award motto, which changes every year. The jury 
consists of a varying group of ten senior Infineon managers 
from different areas and geographies of the Company.

The three winning teams are handed their awards at the 
annual High Performance Forum. There they receive a 
donation budget of €10,000 each, which they can give to a 
charitable cause.

The winner of the 2013 High Performance Award is the 
cross-functional team that developed the XMC1000 micro-
controller. What is special about this project: The develop-
ment processes of the Automotive Division are not normally 
suitable for such a project. Despite that, the team success-
fully brought together experts from very different functions, 
departments, and locations within a short space of time 
– and solved all the technical, organizational, and cultural 
challenges quickly and without any problems.

The motto for 2014: “Creating value through collaboration: 
How to best take advantage of our know-how and experi-
ence”

Successful collaboration

Stephan Zizala and his manager Peter Schäfer
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How our employees get involved

Rewarding and supporting commitment

A culture of mindfulness is driven by people who share their 
own success and – in spite of being top performers – don’t 
overlook the fact that many others need help. Many of our 
employees privately get involved in voluntary initiatives. As a 
company, we also promote social engagement – for example 
by making donations to children’s facilities or specifying that 
the prize money from the High Performance Award has to 
benefit a charitable organization.

Here are some examples: Employees of Infineon Malacca col-
lected money and care packages for the victims of Typhoon 
Haiyan, which destroyed the city of Tacloban in the Philip-
pines. Employees of the Infineon Bristol Design Center in the 
UK took part in the “Below the line” donations campaign to 
raise awareness of life below the poverty line.
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We are clearly committed to business success. Our global 
compensation strategy reflects this commitment. Since we 
cannot meet our corporate targets without our employees, 
it is of course important to share our success with them in 
accordance with their performance. We do so by paying a 
fixed annual salary as well as variable components (a bonus 
in relation to target achievement in each case). Our bonus 
guidelines are derived from key indicators used to measure 
company performance: ROCE (return on capital employed), 
FCF (free cash flow), and segment margin results.

The annual performance bonus is intended to let employ-
ees participate in our business success and promote prof-
it-based and business-focused actions at all levels. The aim 
is to strike a balance between market-related compensation 
and the special individual performance of our employees. 
That is the starting point of our philosophy. We pay our 

employees on the basis of work-related criteria, such as the 
weighting of the job, performance, and experience.

Infineon has a long-standing tradition of offering company 
benefits, which are also provided in different ways on a 
voluntary basis. No distinction is made between full-time 
and part-time employees in this regard. All benefits are an 
integral part of the overall compensation system and reflect 
our responsibility vis-à-vis employees. The type and extent 
of the benefits are defined according to the respective re-
gional statutory requirements and normal market practice.

How we share our success with our employees

Success as a benchmark

2012 2013 2014

Personnel Expenses by region  
(Fiscal year 2014)

Personnel expenses in € million  
(Infineon worldwide)

 
 

54,6% Germany
20,9% Rest of Europe
19,0% Asia-Pacific
4,6% America
0,9% Japan

1,276 1,367
1,490

186.5 213 217 
Social costs 
included
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As of May 1, 2014, collectively bargained payscale salaries 
in Bavaria (Germany) were increased by 2.2 percent. Adjust-
ments to the payscale salaries impact not only on the more 
than 3,000 payscale employees in the bargaining district 
of Bavaria, but also on the above-payscale employees in 
the Campeon operations (incl. Augsburg, Erlangen, and 
Großostheim) and in Regensburg, because the collective 
bargaining agreement also determines the minimum in-
come of above-payscale employees.

Asked about the criteria that determine individual com-
pensation increases for above-payscale employees, Maik 
Metzdorf, Head of HR Compensation & Benefits, gave the 
following explanation: “Infineon uses two main criteria, 
individual performance and market position, i.e., a com-
parison with positions in other companies at the same 
job level.” Infineon is prepared to go to great lengths to 
determine comparable market positions. Based on various 
benchmarking studies, comparisons are made with numer-
ous companies in the sector and related industries.

In the long-term, Infineon is in favor of remaining gov-
erned by the collectively bargained payscales in Bavar-
ia and therefore also of accepting the agreed levels of 

pay – including the minimum gap between payscale and 
above-payscale salaries. Moreover, for reasons of com-
petitiveness, we make sure that employee categories for 
which comparable firms sometimes pay considerably lower 
compensation do not get any large-scale individual increas-
es in addition to the automatic progression. All in all, these 
efforts are intended to ensure that we remain attractive as 
an employer.

Above-payscale compensation – making individual performance and market 
benchmarking count

Maik Metzdorf
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Award winners – The valuable ideas of our employees

From left: Christiane Kersting (Managing Director of the Idea 
Management Center), Jens Houdelet (Ideas Manager at Infineon 
Dresden), Werner Schmidt (President of the Idea Management Center)

Benefit / Premium Pay  
(Infineon wordwide in € million)

Proposals  
(Infineon worldwide)

Fiscal Year

10/11

11/12

12/13

13/14 1.9
48.9

1.8
46.5

1.9
65.1

1.9
64.3

Fiscal Year

10/11

11/12

12/13

13/14 6,079
11,218

9,431
15,266

22,014
36,981

17,123
23,726

Benefit

Premium pay

Submitted proposals

Implemented proposals

Infineon believes that, for an innovative company in a 
highly dynamic market, it is essential to involve employees 
in shaping the company. One aspect of this is our YIP – Your 
Idea Pays program, under which 11,218 improvement 
suggestions were submitted in 2014. Through the YIP ideas 
management program, Infineon wants to coax ideas from 
employees and assist in implementing them.

This is how it works: Irrespective of their area of work or hi-
erarchy level, employees can submit their ideas, which are 
assessed and rewarded on the basis of a number of criteria. 
Often, proposals are submitted by international teams. The 
categories range from simplification through automation 
to (test) optimization. The program is coordinated by 30 
contacts at 22 locations.

Infineon’s ideas management program is also impressive 
when compared to other companies. At the conference of 
the Idea Management Center held in March 2014, Infine-
on stood on the podium for having won third place in the 
prime category of “best ideas management.”

In fiscal year 2014 alone, Infineon paid out €1.9 million in 
bonuses to idea providers. An investment that will deliver 
returns.
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Great Place to Work®

Every year, the Great Place to Work® Institute organizes the 
“best workplace” competition in over 40 countries. The aim 
of the survey is to improve the quality of the workplace, 
strengthen competitiveness, and enhance the company’s 
attractiveness as an employer. It is in these core categories 
that our convictions make an impact. We want our values 
to make an appreciable contribution to the Company’s 
success.

The Great Place to Work® (GPTW) survey is our regular 
checkup to test our management and feedback culture. 
This is where we see the main emphasis for successfully 
achieving the required quality and productivity increases 
and mastering our future strategic orientation (from prod-
uct to system focus).

To ensure that we continue to develop, we have to live our 
corporate values worldwide and make them tangible for 
each individual. For this reason, we continue to pursue on 
a global basis GPTW’s focus on leadership, which started 
in 2012. The main actions in this context are: Quality and 
timely implementation of the STEPS dialogs, the continuing 
roll-out of the leadership dialog to GG14+ level managers, 
continued leadership training, as well as the use of feed-
back tools, such as the High Performance Behavior Model. 
In addition, the different locations have their own specific 
focus areas.

In the fall of 2013, 5,574 out of 7,706 employees from all 
regions took part in the GPTW survey, giving a response rate 
of 72% (2011: 85%). In Germany, we are now among the top 
20% of the best participating companies (ranked 117 out of 
588) (2009: top 60%).

Workforce – healthy employees in an attractive environment 

Infineon as a great place to work

www.infineon.com/human-resources-report-2014/en/ 
hand-in-hand-we-thrive.html
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Our health management system is guided by the require-
ments of a high-performance company, thus contribut-
ing to health and wellbeing at work. The necessary data 
is gathered through regular surveys and health checks. 
But the main objective of our global programs, such as 
H.A.P.P.Y. (Healthy Active People Program for You“) or 
Fit4Health, is to provide offerings that are beneficial 
to health. Especially managers with direct reports are 
responsible as role models for dealing considerately with 
health and fitness issues. With our Leadership & Health 
and Fit2Lead programs, we support managers in demon-
strating to their employees the value of health and how 
it can be enhanced.

The reason is that this value leads to measurable business 
success. In 6 guiding principles, we recognize the link 
between health and business success. All involved parties 
are to be encouraged to take health aspects into account in 
management processes, decision-making, and implemen-
tations in their area of responsibility.

Prevention is better than cure

The health of employees at Infineon’s Cegléd location in 
Hungary enjoys high priority. In addition to the regular 
sports activities, blood donation campaigns, flu vaccina-
tions, and eye tests that are available, a very special health 
program was carried out at the end of March 2014. For three 
whole days, the health truck – a program sponsored by the 
Hungarian government – was on site to provide information 
on a range of health issues.

The truck’s payload included: 34 free offers, on the basis of 
which employees could get specific information about their 
health and tips for healthier living and prevention options.

Over 400 employees took part in the program and in this 
way benefited from the talks, demos, examinations, and 
not least copies of a comprehensive health guide, which 
each participant was able to take home.

Most people only see a doctor when there is something 
wrong. The visit to the health truck revealed: preventive 
healthcare is not difficult and can prevent a number of 
illnesses from occurring later on.

How we keep in good health

www.infineon.com/human-resources-report-2014/en/ 
health-at-infineon.html
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Health? Good!
Health is a precious asset. We want our employees 
to feel good and be in fine, even excellent, health. 
People who come to work happy, relaxed, and fit 
can work with motivation and face the day-to-day 
challenges with strength. In times of ever increasing 
speed, health and wellbeing act more than ever as 
early warning systems. For this reason, periods of 
higher and lower workloads should be distributed to 
achieve a balanced mix.

The health truck of employees
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How to combine work and private life

Given the many different individual life patterns – of 29,807 
employees from 83 nationalities – achieving a good work-
life balance is not a trivial task. It is this work-life balance 
that ultimately determines how easily a corporate culture 
of equal opportunities can be realized. From the Company’s 
perspective, we take care to develop good and affordable 
solutions, such as trust-based working hours, part-time 
working, parental leave, or teleworking for both men and 
women.

What comes as standard in Europe, is also gaining in sig-
nificance in the Asia-Pacific region. At most of our ten 
APAC sites, there is an option through WORK FROM HOME 
programs or flexible working hours to accommodate the 
employees’ personal needs. That our efforts are produc-
ing results has been highlighted by the “Best Companies 
For Mums 2014” award, which companies in Singapore 
received for their mother-friendly working policies. Almost 
40 working mums nominated Infineon on the basis of their 
own good experience with our part-time working models 
and childcare facilities.

Workforce – looking at people holistically 

Valuing both work and private life

Nationalities (Infineon worldwide 2014)
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Part-time managers? A good option, for men as 
well as women, to support the family.

In the past year, I worked on a 80% part-time basis: 
at 3 p.m. every day I fetched my children from the 
crèche and looked after them for the rest of the 
afternoon. This allowed my wife to focus on her 
career. For this model to work, you need to be well-
organized, especially as a member of management, 
and practice open communication within the 
department. I prioritized even more than before 
and delegated tasks to employees, which in turn 
gave them additional development opportunities. 
I am glad that Infineon agreed so flexibly to 
accommodate my private needs and we found a 
workable solution together.
Markus Ladurner, Head of Development for Body 
Power, Villach, Austria

Age profile (Infineon worldwide 2014)

Age in years/proportion of employees

Best aging programs are also becoming increasingly relevant, because changed demographic and employment policy 
conditions mean that we want to retain the technical expertise of our employees for as long as possible.

17–25

26–30

31–35

36–40

41–45

46–50

51–55

56–60

>60

15.3%
15.2%

16.4%
16.1%

13.2%
11.5%

7.2%
4.3%

0.8%
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Lei Kong Yen Sharon, Material Planner, Singapur 

“Infineon helped me to manage my family life even better. 
I am now able to schedule my day to meet the needs of my 
kids and we have benefited so much from the flexi-hour 
scheme. Before, I had to stretch my energy to the maxi-
mum, to cope with two kids and their homework afterwork. 
Now, I can proudly tell everyone I am living a balanced 
lifestyle – all this without a maid or external help.”

Salimah Bte Almi, Quality Operator, Singapur 

“Being part of the Silver Project makes me feel proud and 
appreciated. I love my job and my colleagues, and am glad 
that I can work for Infineon for another 2 years before I 
retire. For me, this was the best decision because I do not 
feel like staying at home and putting my feet up. I can earn 
some more money to fulfill a big dream of mine and open a 
little bakery, where I would like to sell homemade cakes.”

In Singapore, Malaysia, and Taiwan, there is a silver work-
force agreement, which enables older employees to work 
beyond the legal retirement age, if they choose.

9,517    
(2013: 8,669)

783 Part-time  
work included

(2013: 663)

12 Part-time  
work included

(2013: 7)

381 Part-time  
work included
(2013: 166)

5 Part-time  
work included
(2013: 3)

1,529   
(2013: 777)

17,409  
(2013: 16,222)

1,335  
(2013: 1,057)

Workforce 2014 (Infineon worldwide)

Permanent employees Temporary employees
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All major German and Austrian locations and the company 
in Singapore have either their own company kindergartens, 
or they cooperate with nearby childcare facilities. Since 
2010, all locations in Germany have been awarded the 
auditberufundfamilie (work-life balance audit) certificate. 
Austria followed in 2013. On March 12, 2013, our Campeon 
childcare facility was officially named “Haus der kleinen 
Forscher” (house of little researchers). It is the fifth institu-
tion out of a total of 1,200 in the network of the “Haus der 
kleinen Forscher” foundation to receive this award from the 
Chamber of Industry and Commerce.

In September 2012, we opened the International Day Care 
Center in Villach, a facility that provides childcare in differ-
ent languages. The educational concept emphasizes certain 
aspects in order to familiarize children with science and 
technology through play. Children of school-going age can 
apply for a place at the International School Carinthia in 
Villach, which Infineon was significantly involved in estab-
lishing.

Striking a balance between  
work and family
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Asia-Pacific

15,936 
(2013: 13,517)

8,221
(2013: 7,218)

935 (CN)
(2013: 915)

813 (CN)
(2013:700)

7,715
(2013: 6,299)

Europe

13,179 
(2013: 12,587)

3,136
(2013: 2,971)

10,043
(2013: 9.616)

6,623 (GER)
(2013: 6,361)

2,265 (GER)
(2013: 2,159)

America

556 
(2013: 499)

373
(2013: 343)

183
(2013: 156)

Japan

136 
(2013: 122)

112
(2013: 102)

24
(2013: 20)

Employees by region 
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