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We believe in creating products that 
inspire people to move, run and explore. 
The impact of creating footwear and 
apparel cannot be understated, but our 
greatest impact is felt in the way we 
treat each other.

The Oniverse – which is what we call those who make 
up the On team – is filled with people committed to 
creating an inclusive, equitable workplace experience 
for all. That’s why our goal for 2021 was to lay the nec-
essary foundations for continued growth and account-
ability as an organization. Transparency is critical to 
creating positive change, so we will continue to hold 
ourselves accountable by reporting on the progress we 
are making on an annual basis.

7.1. REPRESENTATION

Since our last report, the Oniverse has grown by more 
than 50% – from 744 team members in December 
2020 to 1158 in December 2021. We’ve made progress 
on our internal data collection by collecting more inclu-
sive gender identity response options and representa-
tion data in a more holistic way. This means we can be 
transparent in the makeup of the Oniverse, while also 
taking steps towards continuing to increase diversity.

Gender Identity
Throughout our initial stages of rapid growth, we’re 
proud to share that we’ve maintained an equal gender 
balance as a company overall, and among our leaders.* 

*Leaders are identified as any team 
member who has at least one direct re-
port.

+ 414
> 50%

Teammates

Company growth 2021 vs. 2020

Growth

Transparency is 
critical to creating 
positive change.

Sahra Kaboli-Nejad Ph.D.
Global Head of Diversity & Inclusion
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Race/Ethnicity
We’ve seen an increase in the representation of People 
of Color among our U.S. and Canadian teams – includ-
ing an almost doubling of the number of People of Color 
in our leadership team*.

*Again, leaders are identified as any team 
member who has at least one direct report. 

Representation of People of Color 
in the North America team

65
+13

Nationalities in 2021

Nationalities vs. 2020

+6.8%
+8.9%

Overall team

Leadership team

Nationality
We’d also like to recognize the increasingly internation-
al make-up of the Oniverse – with the number of na-
tionalities we represent growing by 13 between 2020 
and 2021, reaching 65 different nationalities. 

While we know there is still a lot to be done, we’ve tak-
en the following steps to recruit from, and empower, 
underrepresented groups:  

1.	 Ensuring a minimum of 30% of all candidates at the 
manager phone interview stage of the recruitment 
process are from underrepresented communities. 
This goal is increased to 50% when hiring for a lead-
ership role. 

2.	Implementing software platforms that help our team 
reach underrepresented talent, while ensuring that 
talent is passing through our process at an equitable 
rate. 

3.	Holding an annual review of our entire hiring process 
to ensure inclusivity. 

4.	Conducting a review of our job descriptions and 
giving hiring managers and recruiters the resourc-
es needed to create inclusive job descriptions and 
combat common biases.
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7.2. TEAM MEMBERS’ EXPERIENCE 

As much as we are focused on building a diverse team, 
we also know the importance of creating an environ-
ment where everyone can thrive, make an impact and 
be celebrated. 

Pay Equity analysis
As part of our efforts to ensure On's inclusive culture, 
we conducted a Global Pay Equity Analysis focused 
specifically on gender. The goal was to establish wheth-
er there is a difference in pay at On that is influenced or 
driven by gender. 

To answer this question, we followed the Swiss Gov-
ernment's Gender Pay methodology, based on a re-
gression model. This model ↗ determines the wage 
gap between men and women (we recognize that 
gender is not binary; however, we did not have a large 
enough sample size to include additional gender iden-
tities) with similar professional characteristics and is 
analyzed across countries, functions, and levels. 

The results verified that there is no existing Gender Pay 
Gap in the Oniverse. We also confirmed that the com-
pensation increases awarded in March 2022 were not 
influenced by gender.*

We are committed to pay equity and will continue to 
conduct this analysis annually, expanding it as addition-
al data becomes available.  

Engagement Survey 
To make sure we stay on the right track, we carry out 
an annual engagement survey. This gives our team a 
chance to voice their opinions and feelings, helping 
to shape our culture and priorities. In our March 2021 
survey, “Diversity and Inclusion” scored highly across 
team members:

On team results**

90% can be their authentic 
selves at work
85% say On values diversity
90% feel part of a team

**“Agree” or “Strongly agree” Data from 
March 2021 Engagement Survey.

*For the data obtained in Switzerland we have had an indepen-
dent review done by PWC Switzerland on the basis of article 
13d of the Gender Equality Act (GEA) and article 7 of the Ordi-
nance on the Examination of the Equal Pay Analysis.

In the 2021 engagement survey, 90% of On team mem-
bers said they “agree” or “strongly agree” that they can 
be their authentic selves at work (+9% compared with 
the Culture Amp all industries global benchmark ↗), 
while  85% of On team members “agree” or “strongly 
agree” that On values diversity (+5% compared with 
Culture Amp all industries global benchmark). Ninety 
percent of the On team members surveyed “agree” or 
“strongly agree” that they feel part of a team (+7%  com-
pared with Culture Amp all industries global bench-
mark).

SPARK
We know how important growth and progression is to 
our team. That’s why we ensure everybody has access 
to a full range of personal development opportunities, 
which we call SPARK sessions. In 2021, we hosted 21 
SPARK sessions focused on diversity and inclusion. 
These included live workshops and webinars on every-
thing from biases to inclusive language, and featured 
inspirational speakers such as Rahaf Khatib ↗ and Kev-
in Truong ↗. We also introduced inclusive leadership 

best practices into our Leadership OnBoarding Days.

Key Partnerships 
It is worth pointing out that the progress we’ve made 
in diversity and inclusion wouldn’t be possible with-
out a handful of key partners. In 2021, we began our 
fellowship program with Scope of Work ↗, a talent de-
velopment agency for young BIPOC creatives. We al-
so joined the Stonewall Institute Diversity Champions 
Programme ↗ and built a partnership with GLAAD ↗ 
– both have provided training and resources on accel-
erating inclusion and increasing LGBTQ+ community 
representation. We also worked with Tidal Equality ↗ to 
deliver a coaching series focused on inclusivity in sto-
rytelling and content creation.

634 the number of On teammates who 
attended a SPARK session in 2021

7.3. COMMUNITY IMPACT 

When we move together, we make a difference. That’s 
why, as well as looking internally, we are working to 
drive change externally, too. With this in mind, in 2021, 
we launched Right to Run ↗: A social-impact partner-
ships program bringing together grassroots communi-
ties and organizations making an impact in the realms 
of safety, access, awareness and inclusion, in running 
and movement.

While we made a conscious decision to focus Right 
to Run on our partners instead of us, transparency and 
accountability are vital when it comes to social-impact 
programs. 

In 2021, we:
	— Partnered with 10 organizations globally  
(learn more about them below)

	— Donated over $90,000 USD to support program-
ming, purchase of necessary equipment, and more. 

	— Donated over 1,000 pounds (0.45 metric tons) of 
clothing to charitable partners

	— Impacted 43,000 community members

2022 goals: 

Increase the number of 
community members 
impacted to 100,000 

Double the number of 
partnerships we build 
globally
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https://www.ebg.admin.ch/dam/ebg/en/dokumente/lohngleichheit/infos-zu-analysen/standard-analysemodellzurueberpruefungderlohngleichheitzwischenf.pdf.download.pdf/methodological_approachformonitoringcompliancewithwageequalitybe.pdf
https://www.cultureamp.com/science/insights
https://runlikeahijabi.com/
https://www.kevintruong.com/About
https://www.kevintruong.com/About
https://www.scopeofwork.co/
https://www.stonewall.org.uk/diversity-champions-programme
https://www.stonewall.org.uk/diversity-champions-programme
https://www.glaad.org/
https://www.tidalequality.com/
https://www.on-running.com/en-us/on/righttorun
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You can find all the latest stories, updates 
and learn more about our Right to Run 
partners and the inspiring work they are 
doing to drive change on our website ↗.
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48 for Change ↗ 
uses running to bring awareness to the systemic 
inequalities in our society, championing educational 
equality, positive change and healthy lifestyles.  

Ainsley’s Angels ↗
believes everyone deserves to be included in 
running and movement, and is dedicated to building 
awareness about the USA’s special needs community 
in all aspects of life.

Achilles Canada ↗
uses running to help break down barriers between 
able-bodied people and people with disabilities 
through specialized programs and social events.         

Back on my Feet ↗
combats homelessness through the power of fitness, 
community support, essential employment and 
housing resources.

Colour the Trails ↗
works to remove barriers and create accessibility for 
the Black, Indigenous, and People of Color community, 
focusing on social change and sharing successes 
locally and globally. 

Equity Design ↗
uses physical activity to close the health and equity 
gap among underserved and underestimated 
populations by creating long-lasting healthy 
connections to fitness. 

This work is just the beginning. We have set high 
goals for 2022, including increasing the number 
of community members impacted to 100,000 and 
continuing to grow on the number of partnerships 
we build around the world. At the time of 
publication, we have built 17 partnerships globally:

Free to Run ↗
uses outdoor sports to develop female leaders in 
areas of conflict, providing them with the tools they 
need to become drivers of positive change in their 
own communities.

The Fresh Air Fund ↗
provides safe, fun, engaging and enriching summer 
experiences for children from New York City’s 
underserved communities.

The Outrunners ↗
from Hackney, London, aims to create an equal 
Hackney, where everyone is included and no-one is 
left behind. 

PlayTogetherNow ↗
aims to help ease refugees’ arrival in Austria and to 
integrate newcomers into society through regular 
recreational activities.

Portland Frontrunners ↗
aims to promote good health and provide an 
opportunity for positive social interaction through 
running, walking, and club events in a supportive, 
LGBTQIA+ community.  

Rising Hearts ↗
is an Indigenous-led, grassroots organization devoted 
to elevating Indigenous voices and promoting 
intersectional collaborative efforts across all 
movements.

The Run Beyond Project  ↗
works with students in need as they attempt to 
complete a Goal Race that, at the outset of the 
program, they often consider impossible. 

The Running Charity ↗ 
develops resilience, confidence and self-esteem 
to improve the lives of young people who are 
experiencing houselessness or are at risk of 
houselessness.

Running in the Dark 
aims to make running accessible to people with 
disabilities and helps to make them feel included and 
seen by society.             

Sportegration ↗ 
organizes projects for locals, expats and refugees 
in and around Zurich, using sport as a vehicle for 
successful social integration.          

We Are Queer ↗ 
creates a safe space for the LGBTQIA+ community to 
achieve desired fitness results through one-on-one 
personal training and/or nutritional coaching.
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https://www.48forchange.org/
https://www.ainsleysangels.org/
https://achillescanada.ca/
https://backonmyfeet.org/
https://colourthetrails.com/
https://www.equitydesigninc.com/
https://freetorun.org/
https://freshair.org/
https://www.theoutrunners.co.uk/
https://www.playtogethernow.at/
https://pdxfrontrunners.com/
https://www.risinghearts.org/
https://therunbeyondproject.com/
https://therunningcharity.org/
https://www.sportegration.com/
https://wearequeer.nl/
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Topic Accounting metric Category Unit of measure Code Data Reference
Management of Chemicals in 
Products

Discussion of processes to maintain compliance with restricted 
substances regulations. 

Discussion and analysis n/a CG-AA-250a.1 100% of Tier 1 and Tier 2 suppliers have agreed to the On Chemical Management & Testing 
Guidelines

FY21  report: Chemical management

Discussion of processes to assess and manage risks and/or hazards 
associated with chemicals in products.

Discussion and analysis n/a CG-AA-250a.2 By SS23, 100% of apparel collection will be PFAS-free. Footwear, especially the outdoor col-
lection, is on track with phasing out C6 PFAS chemistry, by 2027, in line with our goal.

FY21 report: Chemical management

Environmental impacts in 
supply chain

Percentage of (1) Tier 1 supplier facilities and (2) supplier facilities 
beyond Tier 1 in compliance with wastewater discharge permits and/
or contractual agreements.

Quantitative Percentage (%) CG-AA-430a.1 100% of our Tier 1 suppliers were in full compliance.

Percentage of (1) Tier 1 supplier facilities and (2) supplier facilities 
beyond Tier 1 that have completed the Sustainable Apparel Coalition's 
(Higg FEM). Assessment or an equivalent environmental data assess-
ment.

Quantitative Percentage (%) CG-AA-430a.2 90% of our Tier 1 suppliers (by volume) have completed our Supplier Environmental Frame-
work (SEF).

FY21 report:
Supplier environmental impact

Labor conditions in the supply 
chain

Percentage of (1) Tier 1 supplier facilities and (2) supplier facilities 
beyond Tier 1 that have been audited to a labor code of conduct, (3) 
percentage of total audits conducted by a third-party auditor.

Quantitative Percentage (%) CG-AA-430b.1 100% of Tier 1 supplier facilities have had audit oversight (due to COVID-19 lockdowns, other 
audit reports were accepted due to the inaccessibility for onsite visits). 0% of Tier 2. 100% of 
audits conducted by third parties and/or other brands.

Supplier code of conduct ↗
 
FY21 report:
Supplier social impact

Priority non-conformance rate and associated corrective action rate 
for suppliers. Labor code of conduct audits.

Quantitative Rate CG-AA-430b.2 Two supplier partners did not meet our basic expectations and we exited. One partner we 
worked closely with showed a willingness to improve and invest.

FY21 report:
Supplier social impact

Description of the greatest (1) labor and (2) environmental, health, and 
safety risks in the supply chain.

Discussion and analysis n/a CG-AA-430b.3 The most common findings relate to wages and benefits (documentation), hours of work 
exceeding local law, and safe and healthy working conditions (correct PPE, ventilation, 
documentation etc.)

FY21 report:
Supplier social impact

Raw materials sourcing Description of environmental and social risks associated with sourc-
ing priority raw materials.

Discussion and analysis n/a CG-AA-440a.1 Described with our three key pillars for moving towards fossil-free circularity. FY21 report: Our environmental 
strategy

Percentage of raw materials third-party certified to an environmental 
and/or social sustainability standard, by standard.

Quantitative Percentage (%) by weight CG-AA-440a.2 Cotton: 95% organic, recycled, or petrol-free
Recycled polyester: 50% total recycled content.
Recycled polyamide: 60% total recycled content.

FY21 report: Materials and trace-
ability

Suppliers Number of (1) Tier 1 suppliers and (2) suppliers beyond Tier 1. Quantitative Number CG-AA-000.A -29 Tier 1 supplier factories (map to be updated by end of 2022)
-130 Tier 2 supplier factories.

FY21 report: Transparency
Transparency map ↗

Sustainability Accounting 
Standards Board (SASB)
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https://assets.ctfassets.net/628ldvrkioqn/4dRlcdwsSptv2NgAN4bOEN/57a4b4e0282bfc61adab88ab9a29833c/On_AG_Supplier_Code_of_Conduct_EN.pdf
https://www.on-running.com/en-ch/transparency/

