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When it comes to senior talent management and
board composition, why do we think of ‘old’ age the
way we do? Fredy Hausammann, Member of the
Amrop Executive Board and Managing Partner of
Amrop Switzerland, argues that it’s time to ring the
changes in a maturing world.

What does this mean for the C-level?
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Fredy Hausammann is a Member
of the Amrop Executive Board,
and Managing Partner of Amrop
Switzerland. He is a published
author on Personal Governance,
and a seasoned executive coach.
For more on Personal
Governance, see our Thought
Leadership section on
www.amrop.com.

The two most misjudged and neglected age groups are from 55 to 60 years old
for operational roles, and from 63 years-old for board roles. We cannot afford to
let this continue, even less so once the demographic reality hits us.

Meet our new Board Member, she’s 62 years young

Thirsty organizations are ignoring a deep talent pool

The iron (supplements) age is upon us
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On a weekly basis, I see
potential candidates aged
between 55 and 60
severely discriminated
against, and failing to
make it onto shortlists.
Success and succession

I cannot understand why a 50
year old is preferred over a
55, 56 or 57 year old. At
some firms, you are obliged
to retire at 62, but at many
this expectation is
disappearing and we see
more and more people
encouraged to work up to
65. The majority of the
candidates we see in these
age brackets are as fit as
those candidates five to ten
years younger

Burnout may burn out with time

The Age of No Age:

4

Time for some old age disruption

Management Messages
1

In key senior roles we need a different view of age, work and tenure

2

Executives aged between 55 and 60 years, and board members aged between 60 and
65 years, are the twin spheres in which we must build a more agile view.

4

Demographic changes and the hunt for outstanding talent mean that we will be forced
to embrace the older age brackets in any case. So why not now?
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Keeping an open door to the more mature pool allows organizations to tap a deep well
of brainpower and experience - a key to building the best possible human capital.
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Building diversity of age can and should be part of the renewed focus on the need for
diversity at senior levels.
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Positioning a mature executive not as a rival for the younger executives around him or
her but as a mentor brings the reward of a seasoned leader - willing and able to build
successors.
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It is critical to understand each individual’s complete set of motivational drivers, instead
of assuming that mature executives have a lower motivational drive than younger peers:
they may have less family responsibility and financial pressure, and be less prone to
burnout.
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It’s important to correct the bias that an 60 or 65 year old cannot or will not keep up to
date technically: most important is self-reflection and its learnings. This ability comes
from personality, unrelated to age.
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About Amrop
With over 70 offices in more than 50
countries, Amrop is a trusted advisor in
Executive Search, Board and Leadership
Services. It is the largest partnership of its
kind. Amrop advises the world’s most
dynamic organizations on finding and
positioning Leaders For What’s Next: top
talent, adept at working across borders in
markets around the world.
Amrop works to assure the design and
implementation of diverse, forward looking
and connected boards. We act as Trusted
Advisor to Executive, Supervisory and
Advisory Boards all over the world, across a
spectrum of industries.
Amrop's global Board Services Practice
works along three interconnected lines:
1. Appointments (Chairs, Independent
Directors, Advisory Boards, Committees)
2. Board Evaluation
3. Board Advisory/Board Effectiveness

www.amrop.com/offices
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