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Atypical representations of women

•  Empowered women, working outdoors, with technical 
equipment, in professional outfits and poses like men on 
parental leave, this is a minority theme and has not yet 
reached mainstream status.

  

  

Asymmetry

Women and men are often represented in an asymmetrical 
fashion, for example the woman as the passive and the man as 
the active. The gendered representations on the front pages of 
two reports analysed give evidence of this, linking notions like 
“environmentally friendly” or “sustainable” to women and “big 
business” and “power and action” to men. The front cover of 
a sustainable development report shows a woman from behind 
looking up a huge wind turbine that dominates the page. The 
image of the woman is half cut off and given less than 1/8 of the 
page. In her hand she holds something like a binder or some 
kind paper work. She wears a white blouse and a white helmet 
which corresponds to the whiteness of the turbine (a phallic 
symbol?) and the blue sky. We do not know who she is or what 
her profession is. She might as well be a visitor who for safety 
reasons has to put on the helmet. Her role is observation. Key 
symbols: clean (white), renewable energy (wind), caring for the 
future (woman). On the contrary, a company’s annual report 
(business) gives an illustration of a masculine domain: the tanker 
and the engineer/worker in the harbour and on board. No white 
colour here except for the name of the company on a tanker. 
The man wears blue overalls/jacket, a green helmet, protective 
spectacles and yellow gloves and he talks into a walkie-talkie. He 
is shot from the front, looks competent and confident and right 
at the viewer. He is almost in the centre and takes up half of the 
picture. His is in an active position. Key symbols: big business 
(tanker), action and competency (outfit and pose).

A picture entitled “Off-shore friendship” 
shows two women in intimate embrace, 
wearing yellow helmets and sunglasses, 
with their backs to the sea. They are 
laughing into the camera. We cannot see 
their eyes because of the dark sun 

glasses. The function of this picture seems to be to liven up the 
seriousness of the business and brings emotion to the topic. 
Asymmetry comes in since men are never shown in such inti-
mate poses

•  Male as the norm – This is a recurring theme, even in good-
practice company material.

  

   

Atypical representations of men

•  Men as fathers, (domestic) care-takers – This is a minority 
theme and has not yet reached mainstream status.

Typical representations of women

•  Women hidden in the back – Sometimes pictures show 
women hidden in the back, not visible at the first glance on 
the picture. Or the homepage shows solely men and only 
when you click on the suggested hyperlink a woman comes 
into the picture. Does this not send a clear message?

• Women as users, consumers, (domestic) care-takers
•  Women working indoors, as secretaries, contact and clerical 

persons 
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readers with the impression, that though the plant manager is 
a woman, engineering still is a male domain.

Language 

Asymmetrical representation can also manifest itself in the 
language used. The English material analysed in general uses 
gender sensitive forms, referring to persons of unknown 
or unspecified gender as “he or she” or “he/she”. One German 
company, however, insists on using the masculine generative 
form, a practice that is considered to be overtly sexist and 
discriminatory. This is surprising, disappointing and unsatisfac-
tory since this company in the last couple of years has been 
actively involved in several activities to increase the proportion 
of women in their engineering work force. A short paragraph 
in the beginning of their brochures tries feebly to justify this 
practice by suggesting that it makes it easier to read if women 
are not made visible linguistically: “Zur besseren Lesbarkeit ver-
wenden wir im Text dieser Broschüre männliche Bezeichnungen. 
Die Aussagen beziehen sich selbstverständlich auf Frauen und 
Männer gleichermaßen.“ The English version reads, “For reasons 
of convenience, the text of this brochure may have a masculine 
linguistic bias. Naturally, however, all statements refer to both men 
and women.” They cannot be bothered, in other words.

A text that uses male, female or neutral formulations where it 
is appropriate is not difficult to read. What may be challenging 
in the beginning, after decades and centuries of “male as norm” 
wording and thinking, is to change this sexist way of putting 
the male as the norm and create texts that give an appropriate 
view of reality, namely making male and female actors visi-
ble and use neutral wording in cases where gender is not so 
important. To use only the masculine form is unacceptable for 
a company that is trying to address women. “Better readabil-
ity” can come across as a lame excuse for not really wanting 
to think about the issue and it can be seen as a sign for a “we 
don’t want to change” attitude. The added paragraph makes 
it worse. It uses a rhetorical trick that does not work, as many 
linguistic and psychological research experiments have shown. 
The hidden message is: “Women are not worth mentioning, 
at least not for us!”

Symmetry

This well-balanced illustration shows 
a young woman and a middle-aged man 
of different skin colour, both wearing 
white helmets, business outfit and smiling 
at us confidently, self-assertively and 
directly.  

More examples for symmetrical representations are given in 
the “Recommendations”.

This picture shows men on an oil platform posing in the “tough 
guys” stereotype. It must be acknowledged, though, that it is 
no longer on the company’s website. 

In a brochure informing students about degree courses two 
pictures illustrating “Agrarwissenschaften” and “Biologie” show 
two people studying “nature”: the young man wears a white 
lab coat and gloves and inspects a caterpillar on a leaf using 
tweezers; the young woman is in the field, in the sun, with a 
summer top, looking at a flower: one possible interpretation: 
“men do serious studies in the laboratory, women studying 
biology just walk around and look at pretty flowers.” In this 
brochure you can also find a woman in a summer top looking 
out of the picture and smiling at us and a man, also looking out 
of the picture and smiling at us, but he wears a lab coat and 
protective spectacles.

The next two cases illustrate how the same category in a company 
magazine, each using half a page, can become asymmetrical and 
gendered depending on which gender the person portrayed 
is attributed to. Most obvious is the fact that he is an “expert” 
whereas she is introduced with her name only.
 
 

The portrait of the male person is introduced with “A day 
with… a Technical Career Ladder Expert”. It gives an insight 
into what a day of a group manager for welding in this compa-
ny’s Japanese branch may look like. Text and pictures support 
the impression that it is “a man’s world”.

The portrait of the female person is named “A day with… 
Robyn Duhe”. So she is not represented as a technical expert 
but we get to know her name. It gives an insight into what a 
plant manager’s day in USA may look like. Notable is that all 
five engineers she meets in “one-to-one annual performance 
evaluation meetings” are men and that all the pictures illustrat-
ing her day show her interacting with men only. This can leave 
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Faulkner, Wendy (2001): “The Technology Question in 
Feminism: A View from Feminist Technology Studies”. 
In: Women’s Studies International Forum 24 (1), pp. 79-95.

Fill, Alwin (2007): Das Prinzip Spannung. 
Sprachwissenschaftliche Betrachtungen zu einem universalen 
Phänomen. Tübingen: Gunter Narr Verlag

Kopp-Schmidt, Gabriele (2004): Ikonographie und 
Ikonologie: Eine Einführung. Köln: Deubner

Lang, Siegfried K. (1982): Die geisteswissenschaftliche, 
ikonografisch-ikonologische und strukturalistische Methode der 
Bildbetrachtung. Braunschweig: Hochschule für Bildende Künste

Lubar, Steven (1998): “Men/Women/Production/
Consumption”. In: Horowitz, Roger; Mohun, Arwen (Eds.): 
His and Hers. Gender, Consumption, and Technology, 
Charlottesville: University Press of Virginia, pp. 7-37.

Mayring, Phillip (1988): Qualitative Inhaltsanalyse. 
Grundlagen und Techniken. Weinheim: Deutscher 
Studienverlag

Messaris, Paul (1997): Visual Persuasion: The Role of Images 
in Advertising. London: Sage

Metz-Göckel, Sigrid; Kamphans, Marion (2002): Info-Papier 
No 3: Zum geschlechterbewussten Sprachgebrauch. 
BMBF-Projekt “Neue Medien in der Bildung – Förderbereich 
Hochschule“, Dortmund, www.dimeb.informatik.uni-
bremen.de/documents/projekt.gender.Infopapier_No3a.pdf 
[29.5.2007] 

Millum, Trevor (1975): Images of Woman: Advertising in 
Women’s Magazines. London: Chatto & Windus

Mulvey, Laura (1989): Visual and Other Pleasures. London: 
Macmillan

Rittelmeyer, Christian; Parmentier, Michael (2001): 
Einführung in die pädagogische Hermeneutik. Darmstadt: 
Wissenschaftliche Buchgesellschaft

Spender, Dale (1980): Man Made Language, London: 
Routledge & Keagan Paul

Stahlberg, Dagmar; Sczesny, Sabine (2001): “Effekte des 
generischen Maskulinums und alternativer Sprachformen auf 
den gedanklichen Einbezug von Frauen”. In: Psychologische 
Rundschau, Vol. 53 (3), pp. 131-140.

Streeter, Thomas et al. (nd): A Web Essay on the Male 
Gaze, Fashion Advertising, and the Pose. In: www.uvm.
edu/~tstreete/powerpose/index.html [29.5.2007]

Conclusion

How we use words, concepts and images of the languages we 
speak, has definite effects on our understandings and percep-
tions, our behaviour and consequently our social and physical 
environment in which we live and work. This is mainly due to 
the fact that language reflects but likewise shapes and constructs 
our perceived realities (Spender 1980). 

External and internal communication of companies and univer-
sities still too often reflects a masculine image of the engineering 
and technology fields. Since language affects our perceptions 
of people, it also influences how we perceive engineering and 
technologies in general, the roles of engineers and of other 
actors in the engineering world, and in particular of women 
engineers in research.

Especially in such an overwhelmingly masculine domain as engi-
neering and technology research it is of special importance 
to make women actors audible and visible – as experts, lay 
experts, involved parties– by using non-sexist and non-discrimi-
natory language and images (Wächter 2009b) in internal and 
external communications, by better promoting and spotlighting, 
through picture and word, the actuality of the competencies, 
commitments and contributions of women. 

Companies and governmental institutions as equal opportu-
nity employers value, consider and communicate internally and 
externally gender diversity and inclusiveness as part of their 
corporate or institutional identity and culture. They are able to 
tap the large and innovative talent pool that is made accessible 
by gender mainstreaming, through the competent use of the 
power of words and presentation of images, the same exper-
tise used in the promotion and selling of their products and/
or services. They communicate to their audience inclusivity 
rather than exclusivity.
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•  Show a balanced number of women and men to illustrate 
that you value diversity and are aiming for equal opportu-
nities among your work force.

•  Show gender diverse sport activities and show women in 
sport activities as well.

•  Show a diverse workforce: gender, age, ethnicity, minori-
ties, disabilities in empowered positions at work and do not 
reproduce clichés of the “poor victim”.

•  Extend gender sensitivity training to all your employees, 
management included.

•  Also address and show fathers when you talk about child 
care, family and reconciling it with work life.

•  Present re-entry not as a women’s issue but as a topic also 
of concern for male employees.

Language

•  Show that you value and appreciate diversity by making 
your female employees visible, also linguistically.

•  Use gender appropriate wording – not only when you 
write about “Sekretärinnen”. 

•  Use (male/female) and “he or she”, “him or her” in all job 
announcements to bring gender diversity to the readers’ 
minds.

•  Insist that your communications and PR staff gets training in 
gender appropriate writing.

•  Learn, explain, teach and train staff (management included) 
the reasons why using gender specific language is important.

•  If you use Latin words make sure there is no hidden gen-
der bias. Male form: alumnus, plural: alumni. Female form: 
alumna, plural: alumnae.

Statistics and Graphics

•  Include data on the composition of your work force at all 
levels: gender, age, ethnicity, minorities, and disabilities.

•  Disaggregate statistical data and show percentages for male 
and female groups.

•  Show gender disaggregated data also for employment type 
(full/part time), employment contract (permanent/tempo-
rary).

•  Avoid stereotypes in words, images, icons and graphics.
  

Thaler, Anita; Wächter, Christine (2007): Engineer your 
future – Toolbox zur Erhöhung des Technikerinnenanteils 
in steirischen Betrieben. Graz: IFZ – Interuniversitäres 
Forschungszentrum für Technik, Arbeit und Kultur 

Wächter, Christine (2009a): “Heiße Kartoffeln und Kalte 
Duschen. Ein kritischer Kommentar zur Forschungs- 
und Förderungspolitik im Themenfeld ‘Frauen und 
Technik’”. In: Thaler, Anita; Wächter, Christine (Eds.): 
Geschlechtergerechtigkeit in Technischen Hochschulen 
– Theoretische Implikationen und Erfahrungen aus 
Deutschland, Österreich und Schweiz, München, Wien: 
Profil Verlag, in print.

Wächter, Christine (2009b): “Blocks and Hurdles, Chutes 
and Slides: Women Engineers in the Automotive Industry“. 
In: Bammé, Arno; Getzinger, Günter; Wieser, Bernhard 
(Eds.): Yearbook 2008 of the Institute for Advanced Studies 
on Science, Technology and Society, München, Wien: Profil 
Verlag, in print.

Wajcman, Judy (1991): Feminism confronts Technology, 
Cambridge: Polity Press

Williamson, Judith (1978): Decoding Advertisements: 
Ideology and Meaning in Advertising. London: Marion Boyars

Wilson, Fiona (1992): “Language, Technology, Gender, and 
Power”. In: Human Relations, Vol. 45 (9), pp. 883-904.

Wulf, William A. (1998): “Diversity in Engineering“. 
In: The Bridge, Vol. 28 (4), www.nae.edu/nae/bridgecom.
nsf/weblinks/NAEW-4NHMBG?OpenDocument 
[19.11.2008]

Recommendations

If companies want to reach out to more women to estab-
lish a more gender balanced work force in all fields of their 
enterprise, websites and print material are important means 
to address external and internal audiences (cf. Thaler/Wächter 
2007). Communicate inclusivity, offer information and send 
empowering messages to women who are interested in SET 
professions: to do this it is important to make empowered 
women visible in both the pictures and in the language used. 
Special attention has to be paid to (mostly) unintentional, hidden 
stereotypical representations of male and female employees. 
The following are recommendations to help ensure a more 
gender inclusive representation and communication.

General

•  Especially in fields where women engineers are underrep-
resented make their visibility common place, not only in 
special, infrequent gender editions.
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Remi, Project Engineer, 

Oslo, Norway

Bachelor in Engineering

Cybernetic/Automation

“I really enjoy inter-

acting with so many 

interesting people.”

   Mari, Senior Electrical 

Engineering, 

Oslo, Norway

Master of Science in 

Electrical Engineering

“It was the technology 

that attracted me.”

•  Do not show women nor men in stereotypical or depre-
ciatory ways:

 •  Do not emphasize women’s bodies;
 •  Do not show only men
  •  in portraits or as the boss;
  •  in public functions, positions.
 •  Do not show women
  • only in the office, on the phone, at the computer;
  • as responsible for house work and children;
  • simply as users and customers only;
  • erotic, sexual poses and outfits;
  • as the passive person.
• Show empowered women and men equally.
 •  Show men as secretaries, cleaners, assistants… as well.
 • Show women 
  •  as engineers, managers, trainers, competent leaders…

as well;
  •  as experts, technical specialists, technical-ladder-

leaders members;
  •  work on site as well, interacting with technical equip-

ment, machines, tools, wearing helmets, protective 
spectacles, gloves… 

     

•  Find more images of women in non-traditional fields in 
the website www.iwitts.com/html/html/master_gallery.html 
[29.3.2007]

Additional recommendations for Universities

•  Use pictures that show female and male students/research-
ers to illustrate degree courses.

•   If you show male professors/assistants, also show female 
professors/assistants.

•  Show more women than your statistical data might suggest;
•  For degree courses with majority female students show 

men as well.

Perspectives and Poses

Using gender sensitive illustrations does not mean counting 
heads or strictly showing a man, a woman, a man… but pay-
ing attention to the following aspects: 
• place women and men equally and symmetrically;
• do not represent women as appendages;
•  if there are only a few women in a group picture, make 

them more visible by placing them in the front and centre 
of the picture;

•  make sure not to reproduce stereotypes concerning style of 
clothing, poses, technical equipment, environment, and do 
not show women in “emotional poses”, as “sexy women” 
and men as “serious workers”, as “tough guys”;

•  if you use bottom-up perspectives, use them for women 
and men;

  

•  avoid top-down perspectives, if you use them use them for 
women and men, but this practice is not recommended – 
straight on is preferable. 

Contents and Contexts 

• Ensure symmetry;
• Show women and men
 • in symmetrical empowered positions;
 • in similar situations, outfits, poses on all pictures;
 • looking, smiling, laughing at the viewer;
 •  in the office and in meetings and in training situations;
 • in the field, on the platform, on the oil rig.
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5.  Pictures of female and male interns and students send 
a message to young women that they are welcome to 
participate in taster programs or do an internship in your 
company. Also give information about your participation in 
special events like “Girls’ Day” and the like.

6.  Show female role models and make women visible who have 
won awards or accolades for their SET accomplishments. 

  

Josef von Fraunhofer prize  Fraunhofer: 

Hugo Geiger Prize

 

7.  Emphasize any measures and programs that facilitate Gen-
der Mainstreaming, Diversity and the reconciliation of work 
life and private life for all your employees. Represent them 
as important pillars of your organizational philosophy and 
culture.

8.  Give information about care support (child care, elder care, 
care for dependent others) and show men on parental 
leave as well.

9.  In your videos make sure that SET women also have active 
parts. If you show private lives show female and male 
employees, not only women.

10.  The link “About us” should show women and men in order 
to underscore that the company culture is gender inclusive 
and values female employees as well.

11.  Under “Contact” do not show only a woman since this 
stresses the cliché of women as secretaries and phone 
operators.

 

•  For degree courses with majority male students show 
women as well.

•  Show ethnic and age diversity (international and older stu-
dents/researchers).

Language and Statistics

•  Use gender sensitive language throughout, do not put women 
in brackets, do not use masculine generative forms.

• Use “Schülerinnen und Schüler” or “SchülerInnen”
  “Studienanfängerinnen und -anfänger” or “Studienan-

fängerInnen”
  “Mitarbeiterinnen und Mitarbeiter” or “MitarbeiterInnen”
 “Dozentinnen und Dozenten” or “DozentInnen”
  “Professorinnen und Professoren” (if you have more than 

one female professor)
 “Absolventinnen und Absolventen” or “AbsolventInnen”
 “FH-AbsolventInnen”
 “Neuinskribierende” or “Neueingeschriebene”
 “WissenschaftlerInnen”, “GeisteswissenschaftlerInnen”,
 “Ingenieur- und NaturwissenschaftlerInnen” 
• Show gender disaggregated data.
• Split general data into data for males and females:
 “X Professorinnen und X Professoren”
 “X Dozentinnen und X Dozenten”
 “X Abvolventinnen und X Absolventen”
 “X FH-Absolventinnen und X FH-Absolventen
 “X Neueinschreiberinnen und X Neueinschreiber”
 “X Mitarbeiterinnen und X Mitarbeiter”

Additional recommendations specifi cally aimed 
at engendering websites

1.  Show biographies, in text and pictures or/and in film, to 
make successful women and men engineers and research-
ers in your company equally visible. Ask women and men 
likewise about work and private/family life and how they 
reconcile those aspects.

2.  Use gender sensitive language in your job descriptions and 
give examples of all gender.

3.  Give information about specific programs for women, like 
mentoring programs, career planning seminars, welcome 
events for beginners, and point out that training schemes are 
open to male and female employees likewise, to empha-
size that women are welcome in your company.

4.  Providing information about career paths, further training 
and specific programs on offer that support the careers of 
your female employees shows that you value diversity and 
also that you are interested in addressing SET women as 
potential employees.
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Appendix

Company Access Web adress

Air Liquide 29.2.2008 www.airliquide.com/

Bosch Group 29.2.2008 www.bosch.com/content/language2/html/index.htm

www.bosch.de/start/content/language1/html/867.htm

The Dow Chemical Company 13.2.2008 www.dow.com/

EDF 7.3.2008 www.edf.fr/259i/Homefr.html

www.edf.fr/92053i/Home-fr/Meta-Plan/EDF-Group.html

Eni 18.2.2008 www.eni.it/en_IT/home.page

Fraunhofer Gesellschaft 8.3.2008 www.fraunhofer.de/index.jsp

Gaz de France (before it became GdF-Suez) 18.2.2008 www.gazdefrance.com/EN/public/page.php?iddossier=1310

L’Oréal 17.2.2008 www.loreal.com/_en/_ww/index.aspx

Schlumberger 22.2.2008 www.slb.com/

SHELL 11.3.2008 www.shell.com/

Thomson 11.3.2008 www.thomson.net/GlobalEnglish/Pages/default.aspx

TOTAL 9.3.2008 www.total.com/

United Technologies Corporation 23.2.2008 http://careers.utc.com/diversity.asp; www.utc.com/index.htm

Xerox 14.2.2008 www.xerox.com/go/xrx/template/013.jsp?Xcntry=AUT&Xlang=de_AT

University Access Web address

ETH Zürich 3.3.2008 www.mavt.ethz.ch/

www.mavt.ethz.ch/outreach/index

www.mavt.ethz.ch/outreach/berufsbilder

www.mavt.ethz.ch/outreach/mittelschuelerinnentage

www.mavt.ethz.ch/outreach/infotagematuranden

www.mavt.ethz.ch/outreach/engineeringweek

RWTH Aachen 2.3.2008 www.rwth-aachen.de/go/id/hi/

www.fst.rwth-aachen.de/

www.zlw-ima.rwth-aachen.de/mitarbeiter/mitarbeiter.php?id=37
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Theoretical overview
Claartje Vinkenburg, Clem Herman, Suzan Lewis, & Stefan Fuchs

In this section we provde a brief theorical overview as background for the experts’ research and analysis. We describe earlier empirical 
research and conceptual work related to reducing the leaky pipeline for women in S&T, as well as building the business case for 
work-life balance, the two main objectives for the WiST2 working group.

Reducing the leaky pipeline 

It is widely acknowledged that there are a number of inter-
secting factors contributing to the so-called “leaky pipeline” 
for women in Science, Engineering and Technology occu-
pations which begins in the education system and continues 
into employment (Blickenstaff, 2005; Phipps, 2008). Once 
in employment, there are a number of key attrition points, 
most notably after maternity and at mid-career level, when 
women either leave or fail to achieve the career progression 
experienced by their male colleagues (Hewlett et al., 2008; 
Simard, 2008). Moreover, increasing the recruitment, reten-
tion and advancement of women in S&T has now become 
widely recognised as a crucial business issue, which requires 
a multi-pronged approach. There are no quick fixes to such 
a long standing challenge and while links with education, men-
toring schemes, the encouragement of role models, succession 
planning and related schemes are all important, there is now 
a greater emphasis on uncovering and challenging aspects of 
organisational cultures that continue to perpetuate inequalities 
despite good intentions and a plethora of so-called work-life 
balance policies (Lee, Alemany & Faulkner, 2007). 

Expectations of professional career development typically 
assume a linear trajectory of uninterrupted employment, 
based on the traditional model of male ‘breadwinner’. While 
this model is increasingly atypical, many aspects of organisational 
cultures, especially in male dominated sectors, still operate 
with these assumptions in mind. Merely enhancing diversity 
of groups does not in itself necessarily enhance performance. 
It is also necessary to create the right conditions to leverage 
the potential advantages of diversity (Kochan et al., 2003), and 
there is now increasing interest in examining the cultural issues 
that contribute to the persistence of gender inequalities in S&T, 
recognising that changes in legislation or policies alone are not 
sufficient to change underlying gendered practices and cul-
tural norms, whether this is in industry or within the scientific 
research community. 

Many women in S&T at some point take a career break (e.g. 
maternity leave, parental leave, care leave, sabbatical, etc.), in 
order to handle work/family trade-offs. While this is an effective 
short-term strategy for many, taking a career break is a deviation 
from the traditional model described above. Assumptions 
influenced by gender stereotyping shape and influence 

decision making by women professionals and their managers 
at this crucial time and can have implications for career pro-
gression and development. Most research about career breaks 
within S&T occupations tends to focus on women who have 
taken several years out of paid work and who are seeking to 
return to a different employer (Herman & Ellen, 2004; Herman, 
2006; Institute Of Physics, 2004; Panteli 2006; People Science 
and Policy Ltd and Institute for Employment Research Univer-
sity of Warwick, 2002; Shaw et al., 1999; Tomlinson et al., 
2005) with little attention paid to those who return from short 
periods of maternity leave. Yet the decisions that women make 
at the time of maternity, including whether or not to work part 
time on returning to work, can often determine what options 
they might have at a later stage in their careers. These crucial 
decisions are not made in isolation but are influenced by the 
social, political, cultural and economic situations in which women 
are located, and include for example their work status, the availa-
bility of care networks, national welfare policies as well as personal 
ambitions and preferences (Tomlinson, 2006). 

Most “work-life” initiatives remain at the level of formal policies. 
Less attention is paid to ways in which policies are implemented 
and the need for culture change to support implementation. 
Yet it is increasingly recognised that the most difficult barriers 
to break down in S&T workplaces relate to organisational 
culture, including stereotypes and unwritten rules that can 
make it difficult for women to “fit in” to and prosper (Miller, 
2004). An important aspect of organisational culture relates to 
the deeply entrenched assumptions about men and women, 
and ideal workers. There is accumulating evidence from all 
occupational sectors that formal policies alone, without attention 
to deep seated organisational values and rules, tend to have limi-
ted impact (Hyman, Baldry, Scholarios, & Bunzel, 2003; Lewis, 
2001; Lewis & Smithson, 2006; Rapoport, Bailyn, Fletcher, & 
Pruitt, 2002). Consequently there is a widespread implementa-
tion gap between policy and actual practice across Europe and 
beyond (Gambles, Lewis & Rapoport, 2006; Lewis & Cooper, 
2005; Lewis & Smithson, 2006). In particular, even if flexible 
or work-life policies are articulated as policies for men and 
women, they are often assumed to apply only to women, who 
by implication are regarded as deviating from the prevai ling 
model of “ideal” employees (Bailyn, 2006) and/or because 
women – and mothers in particular – are considered needing 
support for their domestic commitments (Connell, 2005).
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Formal policies that aim to enable individual women to 
manage their employment and personal lives, but do not 
challenge assumptions about how most people in the organi-
sation  “should” work in order to be productive, can at best 
make changes around the margins (Lewis, 1997; 2001). They 
leave unchallenged basic organisational culture, especially the 
gendered assumptions and unwritten rules which underpin 
take-for-granted aspects of everyday working practices. These 
practices and related assumptions were usually appropriate at 
an earlier time, for example when workforces were largely male 
and men had the back-up of full time home makers. However, 
perpetuating these practices and assumptions inappropriately 
can not only undermine opportunities for men and women to 
integrate work and family life in satisfying ways, hence sustaining 
gender inequities, but can also undermine workplace effective-
ness and productivity (Bailyn, 2006; Rapoport et al., 2002). 

Counterproductive, gendered assumptions about ideal workers 
can be explained in terms of theory of gendered organisations 
(Acker, 1990; Bailyn, 2006; Britton, 2000; Gambles et al., 
2006; Rapoport et al., 2002; Swanberg, 2004). This theory 
contends that women’s secondary position in the labour mar-
ket in many contexts can be attributed to the gendered nature 
of organisations. That is to say, it is not due to overt discrimi-
nation or to women’s characteristics or patterns of labour 
market participation per se, but to the unintended effects of daily 
working practices and assumptions that can appear to be gender 
neutral but are grounded in a male model of work. These 
every day working practices and the assumptions on which they 
are based can be traced to the ideology of separate, gendered 
spheres, that is, the public sphere of work as a man’s world and 
the private sphere of the family as women’s domain and 

responsibility (Bailyn, 2006; Haas & Hwang, 2007; Rapoport 
et al., 2002). This separation of family and working life that 
began with industrialisation, produced gendered structures that 
are remarkably resilient despite changing gender roles and rela-
tionships (Crompton, Lewis, & Lyonette, 2007).  

In the context of the separate spheres ideology organisational 
structures tend to be built around a cultural picture of the ideal 
worker as someone who can work as though they have no 
social or caring obligations outside work – a male model of 
work. This affects how commitment is defined and compe-
tences are valued (Lewis, 1997; Rapoport et al., 2002; Rees 
& Garnsey, 2003; Swanberg, 2004). Commitment is widely 
constructed in terms of work primacy, such that time to spend 
at work is unlimited, and the demands of family, community 
and personal life are secondary. The myth of separate and 
gendered spheres also leads to the valuing of certain types 
of behaviour more than others. There is often an assump-
tion that stereotypically masculine characteristics are necessary 
to be effective in the workplace. Thus traditionally masculine 
values and behaviours such as competitiveness and the ability to 
work long hours, come to be associated with the ideal worker, 
especially in the field of S&T (Miller, 2004) while more traditio-
nally feminine characteristics and skills such as interpersonal skills 
and collaboration are often undervalued in workplace settings. 
Ideas of competence thus become conflated with hegemonic 
masculinity (Bailyn, 2006). That is, assumptions about com-
petence are so linked with the idealized images of men and 
masculinity that it makes it difficult for women’s achievements 
to be recognized unless women work in masculine ways, 
(Bailyn, 2006; Rapoport et al., 2002; Rees & Garnsey, 2003). 
These expectations are deeply embedded in workplace struc-
tures. The deconstruction of structures and cultural norms at 
work and their underlying assumptions is a first step in analysing 
a workplace using a gender theory lens.

Separate spheres ideology and gendered organisations help 
to produce and reinforce gendered components of individual 
identity (Acker, 1990; Lewis, 1991). Although both women and 
men increasingly achieve their sense of identity from both the 
public sphere of work and the private sphere of family, the con-
cept of the ideal worker who always puts work before family as 
well as social representations of the ideal mother make it more 
difficult for men to modify work for family and for women with 
young children to conform to both organisational assumptions 
about ideal workers and societal definition of ideal mothers 
(Lewis, 1991).

This, in turn, is related to beliefs about what is fair and equitable 
and therefore the outcomes that women and men feel entitled 
to expect in the workplace (and other contexts); that is sense 
of entitlement (Lewis & Smithson, 2001; Major, 1989). Sense 
of entitlement is theorised as developing through processes 
of social comparison, whereby individuals consider what they 
put into and get out of a situation (for example putting in long 
working hours and getting out advancement) and determine 
whether this is fair in comparison with what they perceive to be 

Separate Spheres Ideology

Family

Family

Work

Work
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gendered cultures. For example the oil/gas industry which is 
more male dominated may differ from pharmaceutical compa-
nies where there are more women scientists.
 
While a thorough, context specific analysis of gendered cultures 
and normalized assumptions may assist in generating ways to 
reduce the leaky pipeline, another albeit related approach is to 
build a so-called business case for work-life balance. This may 
result in taking the “forced choice” out of the challenge of com-
bining work and family, and in making it evident that achieving 
and maintaining WLB literally pays off, for the employer and 
employee. This will be further explored in the next section.

Building The Business Case for Work-Life Balance

Research relating work-life balance to individual and organisa-
tional performance is surprisingly scarce, especially considering 
the massive uptake of work-family initiatives by contemporary 
employers. Kelly, Kossek, Hammer et al. (2008) provide an 
overview of scientific research on the effects of work-family ini-
tiatives on work-family conflict and business outcomes. While 
many employing organisations have adopted work-family poli-
cies, programs and benefits, their review shows there are few 
conclusive answers as to what the effects are of organisational 
work-family initiatives on work-family interaction (interference 
as well as enrichment) and other work-related outcomes. What 
is clear from this review is the crucial importance of the organi-
sational culture – the more supportive supervisors and peers 
are, the more likely it is that the degree of work-home inter-
ference is reduced for employees who use work-life balance 
practices (Dikkers et al., 2004). A series of interesting studies 
has been published on the crucial role of the manager in creating 
a supportive and inclusive environment for those employees (often 
professionals) who have a reduced workload (Kossek & Lee, 
2008; Lirio et al., 2008; Ryan & Kossek, 2008), resulting in 
lower turnover and more commitment.

Beyond reducing interference and turnover, using specific types 
of work-life balance practices may in fact have positive con-
sequences for individual performance. Working Families and 
Cranfield University produced a report in 2008 on “Flexi-
ble Working and Performance” in the U.K., indicating for the 
most part a positive relationship between working flexibly (i.e. 
flexitime or remote working) and performance. While part 
time work clearly has negative consequences on career out-
comes in terms of progression and salary (Román, 2006), it 
does appear to make for increased efficiency and productivity 
(Clifton & Shepard, 2004). This effect may disappear however 
when corrected for overall quality of management (Bloom & 
van Reenen, 2006). However, it is clear that the relationship 
between work-life balance and performance will vary, depending 
on the particular type of practice used as well as the criterion 
measure used for performance.

Lyness and Judiesch (2008) in an article entitled “Can a manager 
have a life and a career?” present a cross-national examination 
of the career advancement potential of managers related to 
their work-life balance. Using multiple self- and other ratings, 
they found that managers who were rated higher in work-life 

other people’s ratios of inputs and outputs (Lewis & Smithson, 
2001; Major, 1989). It is also influenced by what is perceived 
to be normative and feasible. Cultural norms such as that of 
the ideal, committed worker who can spend unlimited time 
at the workplace, impact on what is viewed as normative and 
ideal; and hence on sense of entitlement to be rewarded for 
some workplace behaviours (such as working long hours) more 
than others (working efficiently and spending less time at the 
workplace) (Lewis & Smithson, 2001). Gendered experiences 
have a significant influence on what is perceived as normative, 
appropriate and feasible. Women tend to feel more entitled 
than men to take up family friendly provisions. However they 
do not necessarily feel entitled to rewards such as promotion 
or even interesting work if they do so because of the normative 
ideal of the full time worker. Thus the development and conse-
quences of gendered sense of entitlement reinforces gendered 
organisational processes whereby women and men may have 
different expectations and be differentially rewarded.

Gendered organisational theory has been developed and taken 
forward in a very practical way by various authors (Bailyn, 2004; 
2006; Bailyn & Harrington, 2004; Rapoport et al., 2002), who 
demonstrate that working practices that reproduce gender 
inequities can also undermine workplace effectiveness. Building 
on this insight they developed an action research process for 
changing workplace practices and assumptions to meet a dual 
agenda of gender equity and workplace effectiveness. The aim 
is for systemic change; that is changes in structures, cultures 
and practices, rather than more superficial policy development. 
This process, which they call collaborative interactive action 
research (CIAR), involves using a dual agenda lens to examine 
workplace practices, underlying (usually gendered) assumptions 
and their consequences, both intended and unintended. This 
approach has been used in a number of contexts to bring about 
positive organisational changes in working practices to make 
workplaces more equitable and effective (Bailyn, 2006; Lewis 
& Cooper, 2005; Rapoport et al., 2002). The importance of 
examining everyday working practices in specific workplace 
contexts rather than attempting to generalise about gendered 
practices more broadly is highlighted by this work. While the 
process of change can be generalised across organisations, the 
solutions developed by this process are context specific. This 
focus on specific workplace cases is a promising approach for 
examining potential routes to systemic change in S&T organi-
sations that could begin to challenge gendered organisations. 

Studies about women in S&T have tended to focus on parti-
cular industries such as IT or engineering and have been largely 
located in Western Europe, North America and Australia with 
only a few cross cultural studies. Yet gendered practices and 
cultural norms are clearly not homogenous and are located in 
specific temporal and spatial contexts – a cross-cultural analysis 
of S&T employment across the EU offers the potential to 
understand how technological or scientific career opportuni-
ties can be shaped by different contexts and offers the chance 
to share solutions and good practice. And within the broad 
spectrum of S&T industries there may be quite different 
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With more than 40 000 employees in 75 countries, Air Liquide 
is the world leader in industrial and medical gases and related 
services. The Group offers innovative solutions based on con-
stantly enhanced technologies and produces air gases (oxygen, 
nitrogen, argon, rare gases…), and many other gases including 
hydrogen.

The Group contributes to the manufacturing of many every-
day products: bubbles in sparkling beverages, protective 
atmosphere for packed foods, oxygen for hospitals and home-
care patients, ultra-pure gases for the semiconductor industry, 
hydrogen to desulfurize fuels.

Research and Development is a major component of innova-
tion. It is divided among 8 research centres – in France, Germany, 
the United States and Japan and by “satellite teams” working 
directly at our customers’ sites. Over 920 researchers of more 
than 25 nationalities make up a talent reservoir for the Group.

In a close and ongoing relationship with the most prestigious 
university research laboratories and academic research cen-
tres and working directly with key industrial partners, R&D’s 
employees are continuously improving our gas production 
technologies, developing new applications and services and 
contributing to the entire Group with their technical expertise. 
A new patent application is filed each working day.

Diversity in all its forms

Convinced that diversity is a strategic business issue, and 
a source of creativity and dynamism, Air Liquide encourages it 
in all its forms: nationalities, skills, career paths, gender.
Through its diversity policy, the Group wishes to strengthen 
the position of women and allow them to get the most out 
of their personal and professional development.
In 2004, 77 % of Group employees were men. Senior Group 
management therefore decided to put diversity firmly in the spot-
light, in the form of an action plan specifically aimed at women.

The efforts Air Liquide has introduced over the last several years 
are beginning to bear fruit: women represent 19 % of engineers 
and executives worldwide and in five years (2003 to 2007) the 
percentage of women engineers and managers hired in the 
Group went from 24 to 30 %. In 2007 France reached 39 % 

and several countries have already passed the Group’s objec-
tive of 40 %. Finally, the percentage of women among junior 
engineers and managers was 46 % for the Group.

Gender balance 

at Air Liquide

No of women Total Percentage 

of women

Board 2 12 17%

Executive committee 1 10 10%

Management 3 000 10 000 33%

All employees 10 000 43 000 22%

Changing mindsets from the top down

The business case for gender diversity

Augustin de Roubin – Vice-President, HR – Air Liquide Group 

In 2007, women made up roughly 6 % of all senior managers, 
recalls Augustin de Roubin, Vice-President of HR at Air Liquide. 
This top management group consists of around 250 people. 
Today, the proportion of women in this group has doubled 
to 12 %. The company is not going to stop there either. ‘Our 
goal for 2008-2009 is to continue to increase the number of 
women in the top 250” says Augustin de Roubin. 

Up from 2007, for the first time in the Group’s history, nine 
women were appointed to manage subsidiaries (Chile/Fin-
land/Lebanon/Switzerland/Belgium Large Industries/ Vitalaire 
GmbH/ Healthcare Australia / AL Santé France / Direction des 
Techniques Avancées).
 
Diversity comes under Augustin de Roubin’s remit, a move 
designed to ensure it is taken seriously. When vacancies open 
up in the top 250, Augustin de Roubin makes sure there is at 
least one woman candidate to consider. ‘If we cannot find that 
person internally, then we will look outside.’ 
In the framework of Air Liquide’s policy to encourage the hir-
ing and promotion of women, and to strengthen their place 
and responsibilities in the company, “Awareness-raising and 
Exchange days on Gender diversity were organised in France 
(400 managers), Japan, and Spain. It will be developed in other 
European countries.
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This was aimed at the top 250 most senior people in the 
organization. But the goal is to train all of the managers. ‘The 
programme was a great success,’ Augustin de Roubin says, 
‘it tried to make managers understand the main differences 
[between men and women at work] and the main issues.’ 
As for the future, Augustin de Roubin intends to keep the 
momentum going.

Work-life balance

In the meantime Air Liquide set up an action plan to promote 
work-life balance, to facilitate the day to day life for men and 
women, in order to harmonize careers and family life. Here 
are some actions:

CESU: In 2007, the monthly child premium for kids between 
0-3 years of 60 EUR  has been replaced by the “Chèque Emploi 
Service Universel” of 141 EUR  net.

Pre & post maternity/adoption or parental leave interview: 
before departure for maternity /adoption or parental leave, 
each employee will have an interview with his/her manager 
and the human resources manager, in order to plan and specify 
the organisation of work, make sure needs and consideration 
are taken into account as well as to remind them, if necessary 
of employer and employee’s rights during this period.

Another interview is carried out between the employee and 
the manager when he/she comes back to work.

Promotion Plan: An employee on maternity leave is main-
tained in the annual promotion plan review

Annual Performance Appraisal: An item on work life-balance 
has been added in the Annual Performance Appraisal form, 
to be discussed by manager and employee during this interview.
And in day to day working life we try to avoid meetings in the 
early morning as well as in the late afternoon.

Air Liquide considers Diversity as “a performance factor” – 
therefore it is a strategic issue for our business.
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The Bosch Group at a Glance

The Bosch Group is a leading global supplier of technology and 
services. According to preliminary figures, some 282,000 asso-
ciates generated sales of roughly 45 billion euros in the areas 
of automotive and industrial technology, consumer goods, and 
building technology in fiscal 2008. The Bosch Group comprises 
Robert Bosch GmbH and its more than 300 subsidiaries and 
regional companies in over 60 countries. If its sales and service 
partners are included, then Bosch is represented in roughly 
150 countries. This worldwide development, manufacturing, 
and sales network is the foundation for further growth. Each 
year, Bosch spends more than 3 billion euros for research and 
development, and applies for over 3,000 patents worldwide. 
With all its products and services, Bosch enhances the quality 
of life by providing solutions which are both innovative and 
bene ficial. Ninety-two percent of the share capital of Robert 
Bosch GmbH is held by Robert Bosch Stiftung GmbH, a chari-
table foundation. 

Additional information can be accessed at www.bosch.com

Equal opportunities in the Bosch Group 

Equal opportunities are a relevant competitive advantage and 
contribute to secure the sustainability of our company. They 
address among others:

• perception of Bosch as an attractive working place;
•  utilization of the potential of all employees at an 

optimum;
•  diversity as an advantage in a competitive market;
•  appreciation of the power of diverse cultural teams.

History of equal opportunities at the Bosch Group

In 1994, the board set the goal to increase the share of women 
in leadership positions. Since then several activities were started 
in different countries (e.g. in Germany establishment of a sus-
tainable project group and steering committee “Equal 
Opportunities” as well as an independent women‘s network: 
women@bosch). In 2008 the first international executive 
women meeting took place, and from 2009 on target figures 

for women participation will be included in the HR balance 
score card. These activities show a sustainable positive effect 
over the years (fig. 1). The measures with regards to work-life 
balance address at the same time men and women.

The overall percentage of women in the Robert Bosch GmbH 
lies around 21 % varying among business units as well as hier-
archy levels.

Equal opportunities comprise:

•  regarding cultural diversity as an asset and appreciate the 
value of our employees regardless of their age, gender, origin 
and religion;

•  equal career advancement for women with the goal to 
increase the number of women in leading positions at all 
hierarchical levels;

•  utilization of the offers of Work-Life-Balance programs of 
our company, equitable for men and women. 
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Our activities:

Recruitment of women:
•  girls’ day (www.girlsday.de) for school girls;
•  recruiting seminars/workshops for young women with 

focus on technical professions as well as presence at and 
contact with universities;

•  member of the German Association of Women Engineers 
and member of MINT; 

•  cyber mentoring: experienced technical female engineer of 
Bosch is mentor for a interested school girl.

Career advancement of women: 
•  several mentoring / cross-mentoring programs for women, 

executive women and young women in technical and com-
mercial apprenticeship;

•  business women’s program and coaching; 
•  network women@bosch;
•  contact person for equal opportunities at various Bosch 

locations.

Work-life balance programs:
•  Part-time and flex-time: supporting the acceptance of working 

part-time or flex-time within the company and offering dif-
ferent models with flexibility in both working duration and 
working place.

•  Interview manual for parental leave and “keep-in-contact” 
programs for employees on parental leave.

•  Child-care:  location-oriented measures, cooperation with 
local municipalities, supporting parents initiatives, child care 
and camps during school holidays.

•  Family activities: excursions for parents and kids on the 
weekend.

•  Elder care: lectures on the topic of elder care and offering 
the service of a person, who supports our employees in 
the organisation of care measures.

Awards

•  2005   Federal Award “Family as success factor”: Special Prize
•  2006  Victress Award: 1. Placement 
•  2006  Baden-Württemberg Award “Corporate Equal 

Opportunities”: 1. Placement

Statement from top management: 

Equal opportunity as a form of fairness

“Our success as a company hinges not least on our ability to 
actively exploit and develop the wide range of competence, 
experience, and talent of all our associates, both male and 
female. The advancement of women‘s careers is a key element 
of this ability, helping us as it does to increase our competitive-
ness and to strengthen our common identity in a culturally 
diverse company. lt is our managers‘ task to promote women‘s 
careers and to create an environment in which collaboration 
on all levels is characterized by equality opportunity. In doing 
so, they contribute directly to the process of cultural change 
that has been set in motion by the Bosch values: equal oppor-
tunity is one manifestation of fairness, and is part of our 
corporate culture.“ 
 Mr. Fehrenbach, Chairman of the Board of Management

“We want to persuade well trained, highly qualified women to 
join our company, and we want to be an attractive employer 
for them. Whether male or female, our associates have many 
different needs and expectations of their employer. lt is our goal 
to support the development of their potential, while also giving 
them the chance to achieve a meaningful work-life balance. 
Apart from consistently promoting associate development, we 
therefore work actively to allow the demands of family and 
career to be reconciled. In this context, our efforts to put child-
care in place and our plentiful offers of flexible working hours 
are intended equally for associates of both genders, and are 
designed to enable both men and women to achieve a more 
varied and balanced life coupled with a high level of professional 
motivation.”
 Dr. Malchow, Director of Human Resources and 
 Social Services

Figure 2 Female employees working in part-time 
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COMPTUUR Ltd

COMPTUUR Ltd. was established at the beginning of 1995. 
The company acts in the field of information systems (IS), 
covering the whole spectre.

The company has special handling methods in project manage-
ment, system analysis and design and also for creating distributed 
databases, the open client-server and WWW-based solu-
tions.

Most of the employees have experience conducting more 
than thirty different serious information systems deve lopment 
projects.

The company develops consulting, is engaged in product deve-
lopment (the products have client-server and/or Web-based 
solutions), does contract work (analysis, design) and mediates 
the ORACLE. 

The company also carries out specialist training.

COMPTUUR Ltd. is a project based company and most of the 
workers are from Department of Informatics, Faculty of Infor-
mation Technology of Tallinn University of Technology.

Women/Men ratio is 1:2. Max is 17 men and 8 women. 

We have quite a flexible schedule for work-life balance and 
the right to work at home. This is especially good for families 
with little children.
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The Dow Chemical Company

Building a Culture of Work Life Flexibility

Dow’s Global Work Life Strategic Intent:
“Innovative Work Life practices are consistent with Dow’s Mis-
sion, Vision and Values, and are essential to delivering our strategy. 
A supportive Work Life culture actively demonstrates Dow’s respect 
for its people, and the time and talent they invest to make our 
company successful. Through innovative practices we will enable 
Dow to recruit the best people, develop their talents, inspire their 
ideas, and retain their skills and knowledge, while providing them 
time and resources to pursue personal goals, be with their fami-
lies and support their communities.”

Darlene MacKinnon, Director Diversity and Inclusion

Women in Science and Technology 

Dow is a diversified chemical company that combines the 
power of science and technology with the “Human Element” 
to constantly improve what is essential to human progress. 
Because we know that the diversity of our employees gives us 
a distinct competitive advantage, our vision is to build a work-
force that reflects the populations we recruit from in the places 
we do business today and tomorrow. Internally we focus on 
building an inclusive culture to enable every employee to 
flourish, grow, and contribute at their best. In this context 
women in Science and Technology are a key talent pool for 
Dow. In Europe, women account for 27 % of the Dow employee 
population, with 16 % of first level leaders being women.

The Importance of Work Life Flexibility

A key enabler of our Diversity & Inclusion strategy is Work 
Life Flexibility. Evolving technology, changing family struc-
ture, increasing globalization, an aging workforce and differing 
personal values redefine the workplace every day. A global 
employee survey identified Work Life Effectiveness and Flexi-
bility as a top driver of employee engagement at Dow. External 

and internal data showed that a successful approach to work 
life flexibility would bring the following benefits:
•  Optimize productivity – A flexible work culture has been 

proven to be a more productive work culture.
•  Enhance employee engagement – Shown repeatedly to 

increase productivity.
•  Deliver results – Employees who are satisfied with their 

working arrangements tend to outperform those who are 
unsatisfied with their arrangements.

•  Reduce stress – Dependent care, commutes, personal 
development and other factors impact the level of stress 
for both male and female employees, which can reduce 
engagement and productivity.

•  Enhance recruitment and retention – In an increasingly 
competitive job market, flexibility helps to enhance our 
ability to attract and retain highly qualified people.

Our Approach

Rather than focusing on programs and policies, our goal is to 
drive cultural change so that flexibility becomes an accepted 
option to enhance business results and personal and profes-
sional development. We therefore designed our approach 
according to the following criteria:
•  Business-based to ensure that the exceptional business 

standards we set for ourselves can be preserved, while we 
also achieve our important personal goals. 

•  Flexible enough to adapt to complex individual and busi-
ness needs around the world. 

•  Structured to provide a clear and consistent implemen-
tation process that ensures fairness and equity among 
employees and across businesses and functions. 

•  Implemented locally in coordination with business and 
functional requirements applied in the geographies with 
respect to national law and regulation. 

The Off ering

The offerings related to Work Life Flexibility at Dow are varied, 
providing a wide range of flexibility options to employees. They 
include a variety of Flexible Work Arrangements (FWA) as well 
as other key enablers of flexibility.® Trademark of The Dow Chemical Company 

(“Dow” or an affi liated company of Dow).
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In keeping with country practices and law, offerings may vary 
by country. FWA typically available:
•  Informal flexibility: Occasional, incident-driven, day-to-day 

flexibility in a full-time schedule. 
•  Flex time: Workday start and end times differ from the 

workgroup’s standard, yet the same number of hours per 
day is maintained.

•  Part-time/less than full-time: Working less than the standard 
country-specific work week, and getting compensated at 
a reduced level commensurate to hours worked.

•  Job Sharing: Full-time position shared by two people, 
generally with both working less-than-full-time.

•  Telecommuting: Working from a remote location one or 
more days a week.

•  Meeting-free flexibility: Establishing blocks of time by work-
group, division or organization when no meetings are 
scheduled.

•  Leave programs: Dow offers a variety of personal leave 
options to help employees manage important needs.

Flexibility Enablers

•  IT flexibility enablers: A comprehensive IT structure which 
provides flexibility in where and when work is done.

•  Good Health for the Whole Self: Dow sponsored health 
programs and a comprehensive intranet site providing 
further resources on a range of health related topics.

•  Networks: The Women’s Innovation Network (WIN) is one 
of six employee networks at Dow. Established in 1989, and 
with a global presence, WIN creates a forum for networking 
and a vehicle to foster a culture of inclusion, empowerment 
and Work Life Effectiveness. 

The Implementation

Implementation of these offerings is supported by a commu-
nication and training program designed to increase awareness 
and use of the different options for flexibility. It includes:
•  Flexibility workshops for leaders: Rolled out geographically 

at the onset of our initiative, the workshops were designed 
to gain people leader support and to equip them to suc-
cessfully manage flexibility in their teams.

•  An Intranet site dedicated to FWA describing the different 
options, models to get started and strategies for implemen-
tation for use by employees and their supervisors.

•  An article series titled “Faces of Flexibility” shares success 
stories which highlight the different flexibility arrangements 
used by Dow employees globally. 

•  In keeping with the criterion of local implementation, various 
locations around the world develop their own communi-
cation and awareness initiatives.

The Results

Support
The results of our Global Employee Opinion and Action Survey 
show increases in positive responses to the statements relative 
to flexibility (European data):
•  There is equal opportunity for people to have a successful 

career at Dow regardless of their differences or back-
grounds (3% increase).

•  The leader I report to enables flexible and innovative solu-
tions to managing work and personal life (2% increase).

•  Work related stress does not interfere with my ability to do 
my job well (5% increase).

Recognition
•  In September 2008, Working Mother magazine named The 

Dow Chemical Company one of the 2008 Working Mother 
100 Best Companies for the second consecutive year. 

•  In November 2008, Dow Benelux was among the Best 
Organizations for Working Parents in the Netherlands. 

About Dow

With annual sales of $58 billion and 46 000 employees world-
wide, Dow is a diversified chemical company that combines the 
power of science and technology with the “Human Element ” 
to constantly improve what is essential to human progress. The 
Company delivers a broad range of products and services to 
customers in around 160 countries, connecting chemistry and 
innovation with the principles of sustainability to help provide 
everything from fresh water, food and pharmaceuticals to paints, 
packaging and personal care products. References to “Dow” 
or the “Company” mean The Dow Chemical Company and its 
consolidated subsidiaries unless otherwise expressly noted. 
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The EDF Group is a leading player in the European energy 
industry, active in all areas of the electricity value chain, from 
generation to trading, and increasingly active in the gas chain in 
Europe. Leader in the French electricity market, the Group also 
has solid positions in the United Kingdom, Germany and Italy. 

In the electricity sector, it has the premier generation fleet and 
customer portfolio in Europe, and operates in strategically tar-
geted areas in the rest of the world. The Group is also the leading 
network operator in Europe, giving it a sound business model 
evenly balanced between regulated and deregulated activities. 

The vocation of EDF R&D is to contribute to improving per-
formance among EDF Group operating units and to identify and 
prepare new growth drivers for the medium and long terms. 
The EDF R&D activities are mainly focused on generation, 
networks, energy efficiency and saving, power regulation and 
markets, simulation and information technologies.

EDF R&D has a committed policy of working with partners in 
France and Europe, especially the countries where the Group 
is active, as well as in other parts of the world. 

EDF R&D key data 

In 2008, the Staff is made up of 
• 2 000 people of whom 30 % women
• 1 560 researchers and managers of whom 27 % women
• 200 PhD students of whom 34 % women

Key milestones on gender policy

•  1983: The “Roudy” law (July 1983, the 13th ; OJ n°83 635) 
launches a debate about gender equality. 
The law provides that corporations of more than 
50 employers shall present an annual gender assessment 
in terms of employment, training, recruitment, wages. 

•  1999: Agreement between EDF management and trade 
unions on working time reduction. Though not pertaining to 
gender equality, its enforcement influenced female recruit-
ment in 1999 and 2000.  
That reached 37 % in 1999 and 41 % in 2000 at EDF R&D 
level, while it varied between 28 % and 44 % since 1983. 
In 2002 it decreased to 28 % . This rate is still higher than 
that of women in the areas where EDF recruits (“grandes 
écoles”; engineering schools ; scientific universities)

•  2004: Agreement on 13th July, on gender equality. 
This agreement was deployed in all EDF entities. Signed for 
three years (renewable) it pertains to wages equality; 
employment and recruitment sex ratio; careers, training, 
working time, working conditions.  
Creation of a female managers’ network in EDF

•  2005: Diversity project deployment, including gender 
equality.

• 2006: EDF R&D diversity policy Implementation.

•  2007: Renewal of the existing agreement on gender equality 
(2008-2011).

•  2008: EDF R&D gender action plan Implementation (2008-
2011).

• 2009: EDF R&D “Concierge Service”.

EDF Group
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Mission

Eni is an integrated energy company with operations in approxi-
mately 70 Countries. With a staff of 78,880 employees, Eni 
operates in the areas of oil and natural gas research, produc-
tion, transport, transformation and marketing, as well as 
petrochemistry, engineering and construction.

Technological innovation is a Key element of Eni’s Corporate 
strategy involving all phases of its manufacturing cycle in terms 
of existing hydrocarbon reserves, improved safety for the people 
who work in Eni plants and for the nearby communities, logistic 
chain efficiency and environmental compatibility, prevention 
environmental impact mitigation and recovery, promotion of 
new development opportunities in the countries where Eni 
operates.

Commitment for Sustainable Development

Eni is responding to the dynamics of global change by focusing 
on two key elements: its capacity to create confidence in the 
markets and amongst citizens and, at the same time, its intrin-
sic nature as an integrated energy company that is capable of 
operating in a sustainable manner with respect to all its stake-
holders and overall society.  

Sustainability is an integral part of Eni’s history and culture and 
is the driving force behind the continuous improvement pro-
cess which guarantees the Sustainability of results over time. 

Eni has adopted a conceptual sustainability model: the valori-
sation, care for safety and health, and engagement of its people 
are the centre of it. Innovation, not only in technology, but also 
in management and partnerships, was identified to be one of 
the drivers to achieve sustainability objectives. 

Corporate culture and Governance represent the framework 
for the model, that includes environment, climate change and 
energy efficiency. 

A special role is reserved to relations, as long as the engage-
ment of communities Eni operates in, custumers, suppliers and 
other public and private stakeholders is one of the fundamen-
tal values of Eni’s business. 

Since 2007 Eni is listed in the Dow Jones Sustainability Index 
and in the FTSE4Good Index. These indexes include the Com-
panies that best perform in terms of sustainability. In 2008, the 
Dow Jones Sustainability Index selected Eni as global leader for 
the Oil & Gas sector.

The Value of Diversity

“...I have always believed that the secret to being a good 
ma nager is to be able to handle human resource diversity within 
the organization. An organization is weak if it is composed of 
people with the same cultural and social background. Diversity 
is a positive value. And Eni is rife with diversity.”
 Paolo Scaroni, Eni’s CEO, interviewed by Angela Wilkinson

Eni is a “kaleidoscope” of diversities. Its nature of an international 
company and the integration of businesses gives rise to the con-
stant comparison with a plurality of different cultures and skills, 
which the company is committed to improve at this best. New 
activities were initiated to make the international mobility on a global 
scale easier and to coordinate the systems of management of the 
international resources, while the spreading of tools continued in 
view of supporting the development of local resources.
Eni’s Code of Ethics makes specific reference to the right of 
people to have the same job opportunities, in a climate of 
mutual respect for each person’s dignity, honor and reputation, 
and the duty of all colleagues to respect diversity within the 
company.  
As regards gender differences, in particular, Eni is committed to 
ensuring that there are no discrimination in hiring against women 
and in sustaining their professional development using systematic, 
formally structured  assessment methodologies aimed at enhancing 
professional merit.
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Employees by gender and professional category 2008

Men Women

Italy Abroad Italy Abroad

Senior managers 1,298 227 119 14

 

Managers 7,968 2,938 1,706 448

Employees 14,538 12,896 5,463 4,171 

Workers 8 ,350 18,401 38 305

Total 32,154 34,462 7,326 4,938

Eni had 78.880 employees in service in 2008. Against a 4 % 
total increase in population compared to 2007, men increased 
by 3 %, whilst  there are 11 % more women. The number of 
female senior managers rose by 24 % against a rise in male 
senior managers of 3 %.  

Being able to rely on highly motivated people with advanced 
technical skills is key to the success of our business. Eni is com-
mitted to creating conditions in which people can fully develop 
their potential.
Valuing diversity, creating an inclusive work environment, pro-
viding opportunities to combine professional and private life, 
are some of Eni’s commitments to its people.
To support these commitments, in the last two years the com-
pany has launched several employee survey initiatives to assess 
the needs and expectations of its staff with respect to their life 
in the workplace.
During 2007 and 2008, as part of a broader project for the 
up grading of our sustainable development model which also 
in cluded a climate analysis involving more than 38,000 em ployees, 
Eni developed two important “listening projects” aimed at internal 
stakeholders, in an effort to identify areas for improvement and 
to promote
employee engagement and widespread opportunities to apply 
individual skills: the Diversity project (“Diversity: Organizational 
structure, practice and culture”) and the Welfare project.

The Diversity project was carried out in collaboration with the 
SDA Bocconi School of Management, that launched a network 
of companies engaging in the management of diversity-related 
issues. People of different age groups, gender, geographic origin 
and professional background were involved in this project 
through targeted interviews and focus groups.

Work–life balance and wellbeing of Eni’s people

More interviews and focus groups were conducted as part of 
the Welfare project, and once the results of both initiatives were 
analyzed, the following programmes were developed:
•  an action plan to support parenthood both in terms of infor-

mation (legal framework, benefits for new parents, mother 
and baby health) and of organization (actions to support 
women during the optional extended maternity leave 
period and at the time of resuming work);

•  new training programmes for women, to strengthen their 
personal and managerial skills, and for unit managers, to 
develop – among others – additional leadership skills focusing 
in particular on the value of diversity;

•  “Nido Scuola Eni” project for the creation by 2010 of a child 
daycare facility for approximately 140 children aged 0 to 
6 years within Eni’s San Donato Milanese site. The primary 
objective is to provide excellence in child care, ensuring 
a child-centered approach and educational continuity 
between the two school services;

•  a broader offer of summer camps in resorts for employees’ 
children during summer months, and creation of summer 
camps in town;

•  other time & money saving initiatives which may help in 
daily activities, such as laundry service, shopping service, or 
takeaway provided by the company’s catering service.

Along with these practical initiatives in support of employees’ 
daily working life, Eni also conducts ongoing monitoring pro-
grammes based on established indicators of diversity 
management in general, through our KPIs for the measure-
ment of the company’s sustainability performance.
Quantitative data related to employee presence and develop-
ment are also used as indicators to direct Eni’s internal processes 
in a perspective of fair and effective recognition and utilization 
of individual talents and specific skills.
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The Fraunhofer-Gesellschaft

The Fraunhofer-Gesellschaft is a recognized non-profit organi-
zation which takes its name from Joseph von Fraunhofer 
(1787–1826), the illustrious Munich researcher, inventor and 
entrepreneur. Founded in 1949, the research organization 
undertakes applied research that drives economic develop-
ment and serves the wider benefit of society. Its services are 
solicited by customers and contractual partners in industry, 
the service sector and public administration. The organization 
also accepts commissions from German federal and Länder 
ministries and government departments to participate in future-
oriented research projects with the aim of finding innovative 
solutions to issues concerning the industrial economy and 
society in general. 

At present, the Fraunhofer-Gesellschaft maintains more than 
80 research units, including 56 Fraunhofer Institutes, at 40 dif-
ferent locations in Germany. The majority of the 13 000 staff 
are qualified scientists and engineers, who work with an annual 
research budget of 1.3 billion Euros. Affiliated research centers 
and representative offices in Europe, the USA and Asia provide 
contact with the regions of greatest importance to present and 
future scientific progress and economic development.

Figure 1  The TOP 10 Employers for the best 25% of German Students 

of Engineering and Sciences in 2007

(http://www.terrapersonal.de/media/pdf/Die_beliebtesten_

Arbeitgeber_2007.pdf)

 

Ranking Company preferred by (%)

1 Fraunhofer-Gesellschaft 27,6

2 Max-Planck-Gesellschaft 26,9

3 BMW 19,3

4 Porsche 16,9

5 Audi 15,6

6 Siemens 15,6

7 Robert Bosch 13,0

8 EADS 13,0

9 Auswärtiges Amt 9,3

10 McKinsey 9,2

Figure 2 Percentage of Women in the Scientific Staff
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As an employer, the Fraunhofer-Gesellschaft offers its staff the 
opportunity to develop the professional and personal skills that 
will allow them to take up positions of responsibility within their 
institute, in other scientific domains, in industry and in society. 
Students working at the Fraunhofer Institutes have excellent 
prospects of starting and developing a career in industry by virtue 
of the practical training and experience they have acquired. 
This is well known among students of engineering and science. 
Among the group of Germany’s best students in that field 
Fraunhofer is the most interesting employer (Fig. 1). 

Nevertheless, Fraunhofer still does not get as many women as 
it would like to have (Fig. 2). At the moment the percentage of 
women in research is around 19 %, also due to the small number 
of women studying engineering or sciences in Germany. 

To access the talent pool the Fraunhofer-Gesellschaft offers 
especially enthusiastic and talented young people the opportunity 
to take part in the Fraunhofer Talent School. The only one of its 
kind in Germany, it hosts three weekends a year of intensive 
workshops on research and technology. In 2009 we will have 
more than 400 participants. The workshop’s contents were 
devised by Fraunhofer scientists specifically for youth participants. 
Proof of the concept’s success is the approx. 200 applications 
received from young people around the country. And: 50 % of 
applications and participants are women.

Other activities aim to attract more young families: so we often 
have a kindergarten at the campus or close by in cooperation 
with other partners, special programs during holidays or a lot 
of possibilities for teleworking. However, in our understanding 
gender mainstreaming does not only focus on HR-strategies 
but also includes the integration of gender aspects in research 
projects. Within Fraunhofer, special emphasis is put on the market 
relevance of gender aspects. Respective gender-sensitive market 
analysis instruments are therefore developed and tested. At the 
same time, the relevance of gender aspects from the point of 
view of the market is analysed through surveys.

The project “Gender Aspects in Research” funded by the Federal 
Ministry of Education and Research (BMBF) and pursued at 
the Fraunhofer was devoted to identifying and analysing con-
crete examples for gender aspects in promising future fields 
of research such as life sciences, transport and traffic, micro-
electronics and information and communication technology, 

surface and material sciences, production technology and work 
organisation, energy and environmental sciences. Futhermore, 
the project’s target was to develop a suitable and transferable 
concept for the systematic integration of gender aspects in 
research organisations. One of the key factors for success was 
to establish best practices examples within the organization. 
The Fraunhofer-Gesellschaft will proceed to research “Gender 
and Diversity Aspects in Research” scientifically and, at the same 
time, will consider “diversity” in its human resource develop-
ment programme targeted towards equal opportunities. 

Prof. Marion Schick, Senior Vice President Personnel and Legal 
Department of the Fraunhofer-Gesellschaft: 

“The most important challenge that I see for our research 
organization is to increase the number of female scientists. 
To encourage more women to participate in the development 
of leading-edge innovative technologies, it is crucial to establish 
a family-friendly working environment. It must be made easier 
for mothers and fathers to combine their scientific profession 
with family commitments. Organizational structures need to be 
modelled in a way that female and male scientists feel equally 
at ease and motivated to achieve their full working potential. 
Fraunhofer-Gesellschaft’s “GenderChancen” project, supported 
by BMBF, will provide insight into how these gender-equivalent 
structures should be organized, supported and tested.”
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Company profi le

Schlumberger is the world’s leading supplier of technology, 
integrated project management and information solutions to cus-
tomers working in the oil and gas industry worldwide. Employing 
more than 87 000 people representing over 140 nationalities and 
working in approximately 80 countries, Schlumberger provides 
the industry’s widest range of products and services from explo-
ration through production. Schlumberger Limited has principal 
offices in Paris, Houston and The Hague and reported consoli-
dated revenues of $27.16 billion in 2008. 

Workplace diversity

Cultural diversity has been a key focus at the company for over 
40 years and gender diversity has been firmly on the Schlum-
berger corporate agenda for the last 15 years.

Currently, the company employs 14 000 women in total, 8 500 
of them within the engineering and management staff. This rep-
resents 18 % of the company’s workforce in 2008 compared to 
just 6 % in 1994.

This progress has been accomplished through the consistent 
direction and leadership of the company’s top management 
team. “We believe no one nationality or gender has a monop-
oly on creativity and talent”, says Schlumberger Chairman and 
Chief Executive Officer Andrew Gould. “The reason to bring 
the focus strongly onto gender was, and remains, business 
driven.”

In 2008, women comprised 29 % of all field engineer recruits 
and more than 30 % of recruits within the Schlumberger 
research and engineering centers. Women from various areas 
of expertise have continued to advance within the company. 
Today women comprise 19 % of the non-management pro-
fessionals and 8 % in the executive ranks.  

”In Schlumberger, diversity is a fundamental principal and value. 
While we are truly diverse if you look at our nationalities, we still 
have the ‘gender’ dimension to master,” notes Schlumberger 
Vice President of Personnel Catherine MacGregor.

Changing approaches to career management

To meet the needs and concerns of the changing workforce, 
Schlumberger listens to its employees, learns valuable lessons 
through experience, and works to adapt policies and take on 
initiatives that make Schlumberger an even better company 
to work for.

During 2007, the company conducted a survey of women 
working in the field environment. The results pointed out that 
there was opportunity to make some changes for the better, 
and subsequent actions have resulted in improved accom-
modations, introduction of coveralls designed especially for 
women, and increased organizational flexibility to accommo-
date a wider range of personal situations for career planning 
and placement.

The work/life balance and dual careers

Schlumberger has recently introduced updated global maternity, 
paternity, and adoption guidelines that provide more support to 
families. The company continues to work on addressing dual 
career challenges and works closely with the Permits Founda-
tion, an international non-profit corporate initiative to promote 
access of work permits for accompanying spouses and partners 
of international staff. www.permitsfoundation.com

CEO 

Field Engineers, Technical Staff and Scientists

Advanced Professionals, and First-time Managers 

of  Operations, Sections, Departments

Senior Managers

Executives

19%

16%

8%

8% 

Women at Schlumberger in 2008
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Role models for the next generation of women 
in science and technology
The Faculty for Future program was initiated by the Schlum-
berger Foundation in 2004 to support women scientists from 
developing and emerging economies in fulfilling their potential 
as researchers and teachers. 

To date, the program has supported over 93 women from 
more than 33 countries in advanced graduate studies in science 
and engineering at top universities worldwide.

The Faculty for the Future fellows plan to return to their home 
countries at the end of their studies to continue their academic 
careers and research. As teachers, these outstanding women 
will contribute to the ultimate vision of the program which is 
attracting more women into science and technology careers. 
www.foundation.slb.com/fftf  
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Shell

Shell operates in more than 110 countries and has 104 000 
employees worldwide. It has six global business segments, in 
which Science, Engineering and Technology positions are criti-
cal for Shell’s success:
•  Downstream
•  Exploration & Production
•  Gas & Power
•  Renewables & Hydrogen
•  Trading
•  Global Solutions.

Due to our global operations, the workforce that we draw from 
is more diverse than ever before, especially in the growth markets 
and regions where we operate. The average age of workers is 
rising, and the number of women in our workforce continues 
to increase. As employee value propositions and societal expec-
tations continue to change, our future, sustained success 
depends on our ability to attract, motivate and retain this 
increasingly diverse pool of talent.

We underpin our efforts by targeted metrics that monitor 
progress and assure action takes place because we are an 
organisational culture where what’s get measured gets done. 
One measure that we monitor on a global basis is the represen-
tation of women in senior leadership. Another is the diversity 
in the nationality of senior leadership. A third is our Diversity 
and Inclusion Indicator, which monitors inclusion across our 
work environment and comes from five questions within our 
annual People Survey.

As a company in the global energy business, Shell is a key 
player in the huge energy challenge currently facing the world. 
We estimate that, by the middle of this century, the world will 
need twice as much energy for half the CO2, and we see it as 
our job to help deliver it – safely, responsibly and profitably. 
To help meet the world’s future energy challenges, we have 
a clear strategy in place. We need to increase the efficiency 
of our operations, invest in new geographical heartlands and 
innovative technologies, and continue to develop low-CO2 
energy. To do this successfully, we need to be able to recruit 
the most talented people, against a background of increasingly 
hot competition for talent. We also need to continue to work 
effectively with governments and other key stakeholders – 
a group that will be constantly expanding as we move forward. 

Finally, we need to incorporate into our strategies the changing 
demographics of the global working population.

Shell has a global target for the employment of women in sen-
ior roles of 20 %. At year-end 2008, women held 13.6 % of 
senior leadership positions. While we have made progress 
against this target since we began our D&I journey, there is 
still much to do.

Up to now, one of the key challenges in working towards our 
target has been that, within technical disciplines, female profes-
sionals are in short supply. We have made greater progress with 
respect to female representation in commercial areas. Shell is 
putting in place a number of positive actions to help us make 
further progress against our key target – by focusing on the 
recruitment, development and advancement of women.

Within Europe, Middle East, Africa and Russia, these measures 
include the appointment in March 2008 of a Recruitment 
Manager with a brief to take responsibility for female recruitment, 
co-coordinating Shell’s efforts within the region to target suitably 
experienced female talent. This is an extension of previous, pro-
active efforts to reach female talent, and ask them to think about 
working for us. As a result, we are building a network of senior 
females with the technical skills we need, both those working in 
comparable industries and those in other sectors.

As part of this effort, the female recruitment co-coordinator 
works closely with Shell’s businesses to find out their needs 
and to encourage the creation of ‘Designate’ roles as part of 
their succession planning. The co-coordinator works closely 
with the rest of our Recruitment organisation to ensure that 
our efforts to reach technically qualified female talent via chan-
nels that can be made gender-specific (such as head hunting), 
are matched by general attraction and recruitment efforts. This 
approach enables us to create diverse shortlists, which include 
well-qualified female candidates. In this way, we ensure we are 
truly inclusive in our approach to talent. In the end, however, 
we have to be clear that the best person for the job is the one 
who gets the job – regardless of gender or any other factor.

Hand in hand with our recruitment efforts, Shell also continues 
to focus on talent development and retention for the female 
colleagues within the organisation. In 2005, Shell initiated 
a study on the progression and retention of women in order to 
gain greater understanding of the barriers and develop recom-
mendations to accelerate progress.

The study found that, while the recruitment figures for women 
were healthy, turnover among females tended to be higher. 
It also identified several factors at work here, including lack of 
senior female role models, women’s commitment to family 
or personal responsibilities, stereotyping and preconceptions 
of women’s roles and abilities, and a lack of visible and signi-
ficant job assignments and mentoring.
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Interventions recommended by the study included:
•  Qualified women to be included wherever possible on 

shortlists for senior vacancies.
•  Further support for women in their careers at Shell, inclu-

ding the establishment of women’s networks and, where 
possible, the development of opportunities for flexible 
working.

•  Measures to strengthen senior leadership accountability for 
progression and retention of women.

These key recommendations have now been embedded into 
our ways of working and our measures show that we are con-
tinuing to make progress towards our target on the progression 
of women.

Importance of Diversity and Inclusion

Shell first made a formal commitment to diversity and inclusion 
in 1997. At that time it set out its vision – for the Group to be 
widely perceived by both internal and external stakeholders as 
a company that values diversity, and as a company of choice for 
men and women of all ethno-cultural backgrounds.

From the start, the Group saw this commitment as crucial 
to business success. “The Group will benefit from diversity 
through better relationships with customers, suppliers, part-
ners, employees, government and other stakeholders, with 
positive impact on the bottom line,” it stated.

Ten years on, we have made considerable progress against 
that vision, but we understand that there is still a great deal 
to be done.

By linking and integrating our D&I values into the Group’s 
priori ties, as well as into key business and people processes, 
systems and practices, we help embed it into the culture of our 
company so that it becomes ‘the way we do business’. This 
works in the following ways:

•  Striving to integrate D&I into our mainstream business means 
translating our core values of honesty, integrity and respect 
for people into action. As we work towards this goal, it will 
help us achieve improved business performance.

•  Embedded within the Shell People Standards are core com-
ponents that support the creation of a work environment 
where differences are valued and everyone has an oppor-
tunity to develop to their full potential.

•  D&I is a further elaboration of Shell’s General Business 
Principles. In addition, it is a key enabler in the delivery of 
our business strategy of ‘More upstream, more profitable 
downstream’.

•  Annual D&I plans aim to embed D&I principles and prac-
tices into all aspects of our business activities and are an 

integral part of the Human Resources functional plan. We 
work to ensure that examples of excellence and best prac-
tice are shared, which contribute to sustained success and 
enhanced employee engagement.

Shell Chief Executive Jeroen van der Veer has written :
“The journey to embed diversity and inclusion into Shell will last 
for many years. We have already come some way, but there is 
more to do, and I would like to see us accelerate our progress. 
Diversity and Inclusion is, for me, how people from different 
backgrounds, different geographies and different cultures work 
together in an inclusive style that result in better teamwork. 
I am convinced that a diverse team is best placed to understand 
our environment and our stakeholders. In other words, if we 
are successful in implementing diversity and inclusion, we are 
stronger than the competition. What I also see is that the best 
people like to work for a company that is not only very serious 
about diversity and inclusion, but successful in its implementa-
tion. There is always more to do. So let’s celebrate what we 
have done well in the past, but realise that everybody, including 
myself, can still do more. By integrating diversity and inclusion 
into the mainstream of our business, we can translate our core 
values of honesty, integrity and respect for people into action, 
and improve our global performance.”

Work-life balance initiatives

To enable staff to manage their work life balance, Shell offers 
a number of policies including:
• Flexible working
•  Breaks without pay
•  Maternity leave
•  Paternity Leave
•  Adoption Leave
• Time off for dependents.

These policies are in line with the statutory rights for the respec-
tive countries. For example, in the UK, Shell’s maternity policy 
explains your rights before and during pregnancy and after you 
have had your baby, the leave and benefits you will receive, 
and the procedures you need to follow.

The Maternity Policy is intended to:
•  retain your skills and experience if you take Maternity Leave;
•  give you an incentive to stay with Shell after Maternity Leave;
•  continue to encourage your career development if you 

have childcare responsibilities;
•  complement our other Diversity and Equal Opportunities 

policies and practices.
 



108

Tenaris

Company overview

Product range
Tenaris is a leading global manufacturer of seamless steel pipe 
products and provider of handling, stocking and distribution 
services. It is also a leading regional supplier of welded steel 
pipes for gas pipelines in North & South America.
Based on manufacturing facilities in four continents and a net-
work of customer service centers in over 20 countries, Tenaris 
is serving four principal market segments: Oilfield Services, 
Pipeline Services, Process & Power Plant Services and Indus-
trial & Automotive Services.

Strong Presence with both global and local reach
•  Annual manufacturing capacity: 6,000,000 tons of steel 

pipes.
•  Manufacturing facilities in 15 countries.
•  Service and distribution network in 25 countries.
•  Human capital: 22,500 employees.
•  Annual net sales: US$ 12.1 billion (2008).
•  Stock exchange listings: New York, Milan, Mexico, Buenos 

Aires.
•  Intensive use of technology to design industry-leading 

products.
•  Integrated R&D network: four dedicated research centers 

in Argentina, Italy, Japan and Mexico:
 –  more than 200 scientists and engineers staffing the 

research facilities, nearly half holding Master or Doctoral 
degrees;

 –  collaboration with selected external R&D laboratories, 
product testing centers and universities.

 

Gender diversity in Tenaris

Statistics

Female by category (only white collar)
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Management opinion on gender diversity issues
Company’s objective is to improve Gender Diversity in Tenaris, 
including the entire Talent Supply Chain: attraction, retention, 
development and internal promotion of women. 

In order to design specific initiatives/ measures in this sense, 
a Gender Diversity Committee has been recently established, 
at global level, composed of members from different functional 
areas / professional background and different regions. 

Initiatives and policies related to work-life balance
Work-life balance has become a relevant aspect, which is why 
it has been treated as a separate subject in the global employee 
opinion survey our company has recently conducted. Results 
are currently under analysis and, based on employees’ input, 
dedicated initiatives will be built.
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A brief corporate profi le

Total is the 4th largest petroleum company, and among the 
biggest integrated chemicals producers in the world with 
97 000 employees in 130 countries. 

The Group is active all along the petroleum chain, from the 
Upstream (oil and natural gas exploration, development and pro-
duction as well as LNG) to the downstream (refining, marketing, 
trading and shipping of crude oil and refined products).

In the chemicals segment, Total manufactures both Base chemi-
cals (petrochemicals and fertilizers) and Specialty Chemicals 
(processed rubber, resins, adhesives and metal-plating), and is 
preparing the future of energy by helping to develop renewable 
energies (wind power, solar energy, biomass) and alternative 
motor fuels. 

Diversity in TOTAL

In 2003, the Group embarked on an extensive Diversity policy 
with a view to improving the representation of women and 
non French nationals amongst the high potentials, middle and 
top management. Feminisation comes with the many chal-
lenges generally faced in a masculine dominated industry like 
ours. The recognition and promotion of our local talents are 
also central to understanding the local political and economic 
challenges, as well as to securing our licence to operate in the 
various countries.

Diversity reflects three core values:
•  competitiveness: broaden our scope of recruitment and 

advancement to better manage our global business inter-
ests, become more innovative and more creative; 

•  fairness: help each employee realise their full potential;
•  legitimacy: respond to current expectations of employees and 

the company in matters of corporate social responsibilities.

Principal actions to promote diversity:
•  Creation of a Diversity Council – The Diversity Council 

was created in May 2004, chaired by a member of the 
Executive committee. It is composed of twelve members, 
representing our core businesses (upstream, downstream 
and chemicals) as well as diverse ethnic and 

cultural backgrounds, genders, and occupational fields. The 
missions of the council are to act as a focal point on all diver-
sity initiatives, to promote the Group’s diversity policy 
across all its activities and geographical zones, to propose 
new actions and to establish and follow up diversity indica-
tors. Monitoring the evolution of feminisation is indeed one 
of the main priorities of the Council.

•  Signing of a global agreement on equal opportunities with 
our European unions. This agreement extends the gender 
diversity policy to all categories of employees (both mana-
gerial and non managerial staff). 

•  HR tools such as Career Committees for women, individ-
ual monitoring of high potentials, job succession plans etc.

•  Communication tools such as a diversity kit, brochures, 
Intranet site dedicated to diversity.

•  Training/sensitation sessions : on stereotypes, non-discrim-
ination etc.

•  Participation in studies related to feminisation at the French 
as well as international level.

Basic statistics on feminization global indicators (2008):

Recruitment of “cadres” (managers)   25 %
“cadres” 20 %
High potentials 18 %
Top Executives  10 %

Statement from Christophe de Margerie, CEO of TOTAL, on 
the importance of the issue of gender diversity:
    
“The subtle charms of our differences must not distract us from 
the underlying business imperative: our determination to pro-
mote the best talents, whether technological, operational 
or human. These, happily, are evenly distributed in our com-
pany, as in life, across both genders. To render this obvious to 
all will open the way to accepting – and then celebrating – all 
our different diversities.”
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Work-life balance

People are increasingly focused on their quality of life. Aside from 
economic and career considerations, there is growing demand 
for a “good quality of life” among well-educated people, who 
are now more reluctant to sacrifice their personal life for work 
and who are seeking a better balance between the two. It is 
worth noting that this trend is affecting not only the younger 
generation, but also more senior employees who did not feel 
this way in their youth. Corporations and employers are 
expected to take this demand into consideration and integrate 
it, like any other sociological trend, into their HR policies. 
Further more, work-life balance is also becoming a powerful 
recruitment and retention tool for international corporations, 
especially when dealing with the younger generations.

Work-life balance does not mean working less, and is certainly 
not meant to cause a decline in output. Instead, it strives to 
achieve a balance in the work process without compromising 
quality output.

TOTAL is working on this expectation and has considered 
several initiatives, primarily in the areas of domestic services 
and flexible working time.

•  A dedicated extranet service, called “Only you”. From the 
offices, one has the opportunity to manage some of the 
demands of everyday life e.g. shopping, child care oppor-
tunities…This website helps employees based in our Paris 
offices to find practical solutions.

•  Availability of 3 “crèches” (day care) with a capacity of 
108 beds for the children of our employees working at the 
Head office.

•  A flextime agreement was signed in October 2005 between 
Total and the unions, applicable to employees working in 
France. The agreement covers three types of flexible working 
time –“personalized choice”, “family reasons” and “end of 
career” – each with its own terms and regulations. These 
are designed to provide participating employees with 
arrangements compatible with their individual situation.

•  Possibility for telecommuting in several entities/units.

•  Total is one of the signatories of the Parenthood Charter, 
designed by the French government to encourage busi-
nesses to take their employees’ family responsibilities into 
account more effectively. As a signatory, the Company has 
committed to deploying resources and systems that will 
help parents achieve a better work-life balance. The issue 
does not concern women alone. According to a study con-
ducted in February 2008*, more than 80 % of managers 
who are fathers in France want to see tangible measures 
in the workplace and new managerial practices to combine 
career and parenthood. The Charter addresses these con-
cerns with three key commitments:

 •  Change mindsets about parenthood within companies, 
notably by raising awareness among Human Resources 
Directors and other managers.

 •  Create a favourable environment for employees who 
are parents, particularly expecting mothers.

 •  Ensure equal career opportunities for people with 
children.
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Toyota Motor Corporation is one of the world’s leading auto-
mobile manufacturers, offering a range of models from small 
passenger vehicles to trucks. Globally Toyota today operates 
53 manufacturing companies in 27 countries and regions excluding 
Japan, and markets vehicles in more than 170 countries, supported 
by a consolidated workforce of over 316 000 people.

Toyota has been operating in Europe since the early 1960s. 
In 2008, the Company sold 1 112 021 units in Europe. Since 
1990, Toyota has invested over 7 billion EUR throughout 
Europe, and currently employs about 82 000 people, both 
directly and through retailer channels. The European head-
quarters are located in Brussels-Belgium and handles the 
wholesale marketing of Toyota and Lexus vehicles, Parts & 
Accessories, and manages Toyota’s European Manufactur-
ing and Engineering operations. Operations in Europe are 
supported by a network of 31 National Marketing and Sales 
Companies covering 56 countries, more than 3 000 sales out-
lets and nine manufacturing plants.

With regards to Research and Development, Toyota is con-
tinuing to focus its efforts on three key areas; Environment, 
Safety and Energy conservation. In particular, it has positioned 
Hybrid as a core technology that can contribute to resolving 
environmental issues and it remains committed to leading the 
advancement of such technologies. Consequently Toyota is 
enhancing its hybrid vehicle line up and engaging in research 
and development of plug-in hybrids. 
Toyota is currently revising its entire engine and transmission 
line-up in Europe. This has seen the introduction of several 
new technologies that improve fuel efficiency and reduce CO2 
emissions, both for petrol and diesel engines. Already 9 Toyota 
models benefit from this new ‘Toyota Optimal Drive’.
As part of its response to energy diversification, Toyota recently 
launched a Flex Fuel vehicle in Brazil i.e. a vehicle capable of 
running on fuel that consists of a percentage of bio-ethanol 
mixed with gasoline, or on bio-ethanol alone.

Generally Toyota continues to invest in the development of 
new, more fuel-efficient vehicles & technologies, dedicating 
world-wide nearly 6 billion EUR a year to R&D.

In Europe, Toyota has a very clear R&D mission :
•  Plan, develop and produce attractive cars of superior quality 

that fulfil the European customers’ needs.
• Develop new technologies.

Established in 1987 in Zaventem, the Technical Centre is home 
to Toyota Europe’s research and development, purchasing, and 
production engineering activities. Early in 2006, Toyota inaugu-
rated the expanded Technical Centre.
The Centre currently represents a total investment of 140 mil-
lion EUR. 

Diversity is part of our values

The two main pillars of the Toyota Way are the quest for Con-
tinuous Improvement and Respect for People. 
Diversity is part of respect.
It is clearly stated in our contribution towards sustainable devel-
opment whereby we support equal employment opportunities, 
diversity and inclusion for our employees.
Toyota believes that an effective workplace is one that allows 
people of different ages, genders, ethnic groups and cultural 
backgrounds to work together as a team, with each individual 
reaching their full potential.
Our activities have lately focused more on gender diversity, 
as it is there that we face the biggest gap. With the support of 
the European Social Fund, the company worked in partnership 
with the Hasselt University not only to highlight the business 
case but also to understand which work life practice would best 
help and fit within our working culture. HR processes were 
reviewed and awareness workshops have taken place with 
our line managers within this project.
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Work-life balance (WLB) Activities

Within TME, WLB revolves around two main pillars :

For each of these pillars, TME has decided to adopt tailor-made 
solutions. In the fact-finding phase, we worked closely with the 
Hasselt University on the development of a methodology aiming 
to assess which Work-Life practice could best suit both men 
& women. As a result, the following measures were adopted:
•  better workload management notably through standardi-

zation of processes;
•  promotion of a selected number of Work Life practices 

within the Company (ex. Part-time, Flexible Working 
Arrangements allowing by adapting working hours to work-
load and recuperate accordingly, extension of gliding hours, 
decrease of overtime etc..);

•  employee vitality measures, such as the promotion of sports 
activities and team events;

•  convenient services; such as dry cleaning, ironing etc. acces-
sible in the office.

These measures were complemented by a corporate direction 
setting on WLB and an action plan promoting the access and 
effective use of flexible work arrangements (part time, parental 
leave etc.). In addition strong rules on overtime management 
have been introduced to better manage workload along side 
office standardization of repetitive tasks. The action plan fully 
takes into account the fact that WLB acts as a motivation driver 
and a contribution to enhanced operating efficiency highlighting 
the importance of role models.

Improved work environment:
- good working conditions

- services to ease life

Employee vitality activities
Convenience services

Working time management

Work Life Balance

Workforce age breakdown
EMCs headcount breakdown/age

Workforce age breakdown
TME, NMSCs, TLS headcount 
breakdown/age

Basic statistics in TME 

25-34
56%

< 25
12%

45-59
5%

45-59
19,8%35-44

27%

> 60
1,5%

< 25
4,6%

25-34
36,7%

35-44
37,4%

Headcount breakdown/gender
in EMCs European Manufacturing Companies 
(Production) 

Headcount breakdown/gender 
in TME, NMSCs, TLS 
(Office Environment) 

Women
10%

Men
90%

Women
26%

Men
74%

TME= Toyota Motor Europe
EMC = European Manufacturing Companies 
NMSCs = National Marketing & Sales Companies
TLS= Toyota Logistic Services
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Company Overview

United Technologies Corporation (UTC), based in Hartford, 
Connecticut, USA, is a diversified company providing high 
technology products and services to the global aerospace and 
building industries. UTC operates in more than 40 countries 
with over 220 000 employees. 

The inventive spirit of UTC founders served to launch not only 
several business units but also created industries. Willis Car-
rier invented air conditioning, thus starting the company that is 
still the world’s leading seller of air conditioning 50 years later. 
Elisha Otis invented the modern safety elevator, allowing man-
kind to build upward and invent the modern city. And then, 
there’s Igor Sikorsky’s invention – the rotary winged aircraft, 
more commonly called the helicopter. There are equally com-
pelling accomplishments and storied histories in Pratt & Whitney, 
Hamilton Sundstrand, Fire & Security and UTC Power.

United Technologies is a company with a business model funda-
mentally driven by innovation and a key element of innovation 
is a diverse culture, a culture in which all employees bring 
their unique expertise and experiences to that creative process. 
In order to deliver today’s most advanced technologies, innova-
tive thinking and disciplined research, UTC needs highly skilled 
workers in the fields of science, technology and engineering.

Female statistics:

Global
• executive representation: 16 %.

U.S.
• managerial representation: 16 %;
• professional exempt level representation: 24 %.

Top management statement – 
Advancement of Women
“UTC truly exemplifies how workforce diversity enhances 
achievements in both our business and in our communities. 
The contributions and advancement of women is a critical busi-
ness issue. It’s not only an obvious one, but one that is essential 
to our future success. We are very proud of the great strides 
we have made over the years, but recognize that there is still 
a lot of runway ahead.” – Dr. Michael McQuade, Chief Tech-
nology Officer, UTC.

Work Life

Underlying UTC’s diversity strategy is the belief that to recruit 
and maintain a top-notch workforce, attention must be paid 
to supporting associates as they balance their work and per-
sonal responsibilities. 

Flexible work arrangements (FWA) are one way to provide 
that support. UTC employees participate in a variety of flex-
ible work schedules. These schedules have allowed United 
Technologies to retain valuable talent and, in many cases, have 
had an added benefit of increasing productivity and employee 
morale. These arrangements can include, and are not limited 
to: flex time, job sharing, part-time, compressed workweeks, 
remote work and telecommunication.

One of UTC’s divisions Pratt & Whitney, defines their com-
mitment to FWA this way, “We like to say Our Power Comes 
from Our People; our employees are our competitive advan-
tage in a very competitive industry. Making sure this is a great 
place to work helps us attract and retain world-class talent. 
To that end, Pratt & Whitney is committed to providing ways 
for employees to meet the demands of their work and per-
sonal lives, while always providing the highest quality service 
to both internal and external customers.” – Beth Amato, Vice 
President Human Resources, P&W.
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Xerox Corporation (NYSE:XRX) is the world’s leading 
document management technology and services enterprise. 
A $17.6 billion company, Xerox provides the document indus-
try’s broadest portfolio of offerings. Digital systems include 
color and black-and-white printing and publishing systems, 
digital presses and “book factories,” multifunction devices, laser 
and solid ink network printers, copiers and fax machines. 
Xerox’s services expertise is unmatched and includes helping 
businesses develop online document archives, analyzing how 
employees can most efficiently share documents and know-
ledge in the office, operating in-house print shops or mailrooms, 
and building Web-based processes for personalizing direct mail, 
invoices, brochures and more. Xerox also offers associated 
software, support and supplies such as toner, paper and ink. 
The company’s operations are guided by customer-focused 
and employee-centered core values – such as environmental 
sustainability, citizenship, diversity and quality – augmented by 
a passion for innovation, speed and adaptability. 

Diversity at Xerox

Xerox has a long history of fostering a diverse workforce. The 
company’s commitment to an inclusive workplace is reflected 
in its professional development, training and support programs, 
including its partnerships with six independent employee cau-
cus groups like The Women’s Alliance and the Black Women’s 
Leadership Council. In addition, Xerox was among the first to 
offer flexible work arrangements through the use of flex-time, 
job-sharing and telecommuting; child-care subsidies, domestic 
partner benefits, and other employee assistance programs. 

In 2008, women made up 31 percent of Xerox’s total U.S. 
work force of 34,127 and 31 % of Xerox senior executives are 
women. Four women serve on the Xerox board of directors, 
including Anne Mulcahy, Xerox chairman and chief executive 
officer, and Ursula Burns, president of Xerox. In R&D in Europe 
in 2009, women made up 27 % of the workforce and 29 % of 
management in research. 

Xerox’s commitment to women at all levels of employment is 
reflected in its many work/life benefits. The company offers 
various work arrangements to help employees balance their 
lives – such as flex time, job sharing and telecommuting – and 
benefits such as child-care subsidies, child-care counseling and 

referral, adoption assistance, first-time homebuyer’s assistance, 
tuition reimbursement, domestic partner benefits, and other 
employee assistance programs.

“Diversity is about more than race and gender. It’s about more 
than numbers. It’s about inclusion. Diversity means creating an 
environment where all employees can grow to their fullest 
potential.”
 Anne M. Mulcahy, chairman and chief executive officer, 
 Xerox Corporation
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Budapest University of Technology 
and Economics (BME)

The legal predecessor of Budapest University of Technology 
and Economics was founded in 1782, and it was the first insti-
tute in Europe to train engineers at university level. BME, as 
a prestigious Hungarian higher education institute is committed 
to differentiated, multilevel, high-standard education, founded 
on intensive basic training, research, development and inno-
vation, and scientific qualification in technical and natural sciences 
and in certain fields of economic and social sciences. BME has 
eight faculties and 7 knowledge centers. The university has 23 
000 students, among them more than 4 000 females. In the 
academic year 2006/2007 the university academic staff com-
prised 1 124 full-time employees, among them 222 women. 

Women could study in the universities of Hungary since 1895 
but women were forbidden to study at the faculties of law, 
engineering, veterinary medicine and economics. The demo-
cratic wave after 1945 meant a turning point in the situation: 
the democratic Hungarian parliament issued a law, creating 
equal opportunities for women to study at universities and col-
leges. As a result, with the exception of the military and 
theological colleges, all institutions of the higher education 
opened their doors to female students. 

The technical faculties and Faculty of Natural Sciences employed 
altogether 1184 teachers and researchers in the academic year 
2004/2005. Only 157 of them were women, which means 
a proportion of 13 % (without data of Faculty of Economics and 
Social Sciences). The available data supply doesn’t contain infor-
mation about the number of researchers by age groups. 

There are two main platforms for decision-making at BME. 
The Senate (former Council of University) is the highest authority, 
it is the governing council of the whole university and has 
4-7 members from each faculty. It had one female member on 
the Faculty of Transportation Engineering in 1999/2000 and in 
2004/2005, one on the Faculty of Mechanical Engineering in 
2004/2005 and one on the Faculty of Civil Engineering in 
1999/2000 and in 2004/2005. 

Decision-making at faculty level is executed by the Board of the 
Faculty, this determines the promotions as well. The decisions 
at faculty level are made by the Board of the Faculty, which also 
come to decision on appointments. We  have insufficient data 
regarding the gender pattern of these Boards of Faculty, espe-
cially concerning the Faculties of Mechanical Engineering and 
Civil Engineering, and the academic year 1994/1995. In the 
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aggregate 12.5 % of the members were women in the aca-
demic year 1994/1995, 14 % in 1999/2000 and 15.4 % in 
2004/2005. 

There are very few women among heads of department as well, 
2 out of 86 in 1994/1995, 4 out of 92 in 1999/2000 and 3 out 
of 77 in 2004/2005. In the academic year 2005/06 in total 6 out 
of 81 heads of departments were women – 7.4 %.

There have been no female heads of department at the Faculty 
of Natural Sciences, and the Faculty of Chemical Technology and 
Biotechnology until nowadays. 

One woman dean has been appointed in the history of the uni-
versity, who was Dean at the Faculty of Transportation 
Engineering from 1997 until 2006. 

Hungarian universities are obliged by law to incorporate pro-
moting equality in the annual personnel development plan or 
labour protection plan. BME did its own Plan for Equal Oppor-
tunities in 2005. In this plan there is only one statement about 
women: ‘plan for equal opportunities applies to women also’. 
Implementation of concrete measures and their monitoring is 
missing. 

In summary the main challenges BME faces in terms of gender 
mainstreaming issues are:
• there are not enough female scholars at BME;
• BME does not have a gender-sensitive evaluation system; 
• under-representation of women at Board/Senior Level; 
•  male dominated funding bodies, academic committees, 

panels and other decision-making bodies; 
• lack of work-life balance policies;
•  ageing of academic and research staff (75 % of the female 

professors are over 60).
BME participated in the UNICAFE FP6 project (www.unicafe.ee), 
which provided a good opportunity to gather adequate statis-
tical data about the current situation. 
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ETH Zurich is a science and technology university 
with an outstanding research record

ETH Zurich, the Swiss Federal Institute of Technology Zurich, is 
the study, research and work place of 18 000 people from 
80 nations. Some 360 professors in 16 departments teach mainly 
in the engineering sciences, architecture, system-oriented sci-
ences, mathematics and natural sciences areas. ETH Zurich is 
committed to providing its students with excellent specialist edu-
cation and outstanding all-round leadership skills. 
Twenty-one Nobel prize winners are connected with ETH 
Zurich. Maintaining and developing its top standing in interna-
tional competition among top universities is an important task 
of ETH. 

Research

At ETH Zurich teaching and research are closely linked. Equal 
standing is assigned to knowledge-oriented basic research and 
to problem-solving research. Both areas are dedicated to ful-
filling the highest standards, and are long-term oriented. ETH 
Zurich is specially committed to the continuous development 
of that innovative potential within society and industry.

International links

As an institute of higher learning and research, ETH Zurich 
cultivates an international standing. It is aware that its scientifi c 
contribution has to be confi rmed by the international research 
community. Thus ETH Zurich strongly supports international 
co-operation in all fi elds of research and education. As a long-
term strategy, it also devotes special attention to structurally 
and economically underdeveloped countries.

Co-operation

ETH Zurich encourages partnerships and interdisciplinary co-
operation among members of its community, with other 
educational and research institutions, with industry, and with 
the public administration, and it believes in keeping the public 
informed regarding these activities. The sustainable develop-
ment of human society depends on our efforts both to create 
and support a strong and innovative economy.

ETH Zurich is an institution of the Swiss Confederation. 
Together with ETH Lausanne and four research institutes, it 
forms the federally directed, and to a major degree financed, 
ETH domain. The institutions of the ETH domain uphold their 
autonomy and identity on the basis of the ETH Federal Law 
and in the full awareness of their social, economic and cultural 
responsibility to the nation and its citizens.

http://www.ethz.ch

Gender action plan 

ETH Zurich has an Office of Equal Opportunities for Women 
and Men (EQUAL, http://www.equal.ethz.ch) that provides sup-
port and counselling to all ETH members in cases of gender-related 
problems, discrimination and sexual harassment in education and 
the workplace (for efforts to promote a respectful working envi-
ronment, raise gender awareness and provide guidelines in case 
of problems, see http://www.respect.ethz.ch).

There are various programs offered by EQUAL to advance 
women’s careers in science. Femtec provides career support for 
female students. Three programs support female postdocs, 
one of them is an international career-development program 
geared to support women on their academic career path 
(TANDEMplusIDEA for female scientists in science and engi-
neering, a project financed by the EU 6th FP and run by the 
Equal Opportunities/Diversity Offices of the IDEA League 
univer sities ETH Zurich, Imperial College, RWTH Aachen, 
Delft). Moreover, EQUAL offers collegial coaching for female 
doctoral students, arranges mentors, and organizes role model 
events as well as networking events for female doctoral stu-
dents, postdocs and faculty members. Some Departments run 
their own activities supporting women.
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As far as the integration of family and career is concerned, 
ETH provides child care facilities available for ETH members. 
ETH’s Dual Career Advice supports faculty’s spouses/partners 
in their job search when relocating to Zurich 
(http://www.dca.ethz.ch).

EQUAL also provides input on equal opportunities and diver-
sity issues to the ETH executive committee and governing 
bodies when it comes to developing ETH regulations, perfor-
mance objectives etc.
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RWTH Aachen University with its 260 institutes in nine faculties, 
407 professors and over 6 600 personnel is one of the leading 
Technical Universities in Europe and the major employer in the 
region of Aachen. 30 270 students, among them 10 113 women 
and over 5 500 international students from 130 countries, are 
enrolled in over 100 different programmes. RWTH Aachen Uni-
versity is famous for its excellent research and education in 
engineering and science, but it also offers a wide range of sub-
jects in economics, humanities and medicine. Alumni from 
RWTH Aachen are in high demand on the job market; every 
fifth board member of German companies graduated here. 

Teaching and research are characterised by an international, 
innovative and interdisciplinary approach with a strong focus 
on engineering sciences. A close cooperation with industry and 
user-oriented research has led to numerous developments, 
patents and licences. The innovative appeal of RWTH Aachen  
University is also visible in the high number of 1 250 start-ups in 
the Aachen region that have created about 30 000 new jobs. 
The university cooperates in the European network of the 
IDEA League, setting quality standards for research and educa-
tion. The successful concept of RWTH Aachen University has 
been exported internationally through the establishment of 
spin-off universities in Thailand and Oman. 

Within the Excellence Initiative of the German federal and state 
governments RWTH Aachen has been confirmed as one of 
the top universities in Germany in October 2007. The granting 
of three excellence clusters, one graduate school and the 
institu tional strategy “RWTH 2020: Meeting Global Challenges” 
has given impulses to further strengthen science and research 
and to improve the university’s international competitiveness. 
One important element of the concept is the measure “Mobi-
lising People”. It confirms internationalisation and a gender and 
diversity-oriented policy in science and administration as cross-
university tasks. http://www.rwth-aachen.de

As the central stakeholder within the measure “Mobilising People” 
the university has established the department “Integration Team 
– Human Resources, Gender and Diversity Management“ 
http://www.igad.rwth-aachen.de. Based at the rector’s office 
and working at the interface between science and manage-
ment, the department is responsible for the concept 
development of a coherent gender and diversity strategy in all 
areas of research, education and administration. Its main goal 

is to contribute to the establishment of equality and diversity as 
fundamental principles at all levels of decision-making. This 
groundbreaking concept acknowledges, appreciates and deve-
lops the potential of all individuals at every career stage and in 
every position, perceiving their diversity as a chance and poten-
tial for themselves and the university. Aspects of equality and 
diversity are seen not only as a question of justice, but also as 
a means to further improve the scientific output. 

The Integration Team works in the areas of human resources 
and organisational development, work life balance, research and 
teaching. It is concerned with the attraction, retention and deve-
lopment of excellent diverse personnel, and involved in the 
improvement of the compatibility of work and private life. Among 
the introduced measures developed by the Integration Team and 
realised by different institutions are Starter Kits (training pro-
grammes) and Coaching for newly appointed professors, 
a Dual-Career-Service for scientists, and mentoring programmes 
for women on all levels of qualification. Furthermore, the Inte-
gration Team fosters a stronger consideration of gender and 
diversity aspects in research projects at all faculties. In its own 
studies, the team evaluates and analyses existing gender and 
diversity knowledge, competences and projects in all areas of the 
university. It identifies existing activities and develops innovative 
programmes to close the discovered gaps. Among the first 
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activities of the Integration Team was the development of an 
equality concept for RWTH Aachen, which has recently been 
awarded by a nationwide expert committee in the framework 
of the “Female Professorship Programme” by the German Fed-
eral Ministry of Education and Research. The concept comprises 
measures and target agreements that will make it possible to 
establish equal and sustainable structures at the university. 

The Integration Team closely cooperates with the Equal Oppor-
tunity Commissioner of RWTH Aachen and the Chairs for 
Gender Studies. The importance of equality and diversity issues 
at RWTH Aachen University is also reflected in the establish-
ment of a new Vice-Rectorate for Human Resources 
Management and Development. It is the first Vice-Rectorate 
held by a female professor and is concerned with the attrac-
tion and retention of staff, especially of excellent, international 
and diverse scientific personnel. 

The adoption of a coherent gender and diversity policy is thus 
supported by all bodies of the university. First successes, like 
the increase of the percentage of female professors (from 4,6 % 
to 8,5 % since the start of the Excellence Initiative) through 
a proactive recruiting policy, will only serve as a stimulation and 
as a challenge for all involved. 
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Tallinn University of Technology 

TUT is one of the largest universities in Estonia, providing inter-
disciplinary higher engineering education. It is also the main 
research centre of technical, social and economic sciences in 
Estonia. Engineers are prepared practically in all the engineer-
ing fields and industrial economics needed in Estonia. Innovation 
and technology policy are an important constituent part of con-
temporary education in the above areas. TTU has about 
50 bilateral cooperation agreements with foreign universities. 
With about 14 000 students (of which 10 % are postgraduate 
students) and 1200 employees (academic staff 780) TTU offers 
diploma, bachelor, master and doctorate programs. The 
academic part of the university is organised into 9 faculties, 
30 departments, 3 centres of strategic competence. Seven insti-
tutions are affiliated to the university including colleges and R&D 
institutes. Participation in the EU and other international and 
research projects in TEMPUS, INCO, PHARE, LEONARDO, 
SOCRATES, NORDPLUS and VISBY and The 6th Framework, 
has grown into multilateral joint agreements with universities 
in many European countries. Vocational training tasks carried 
out at the university are an essential part of the overall deve-
lopment at every department.Each faculty, department or 
centre within Tallinn Technical University maintains a number 
of international research contacts and is involved in international 
scientific/educational projects in their respective subject areas. 
Information http://www.iro.ttu.ee 

Short summary of the statistical data at TUT

The total number of personnel in engineering and technology 
in TUT has risen during 1994/1995…2004/2005 from 410 to 
551; whereas the number of women in academic positions has 
nearly doubled during the period (from 79 to 141) and the 
number of men has increased by approximately a quarter (from 
331 to 410). The faster increase of the number of women has 
resulted in a small change in gender distribution: from 19 % 
female / 81 % male employees in 1994/1995 to respectively 
26 % / 74 % in 2004/2005. During the whole period, slightly 
more than half of the total staff has been aged 51 or more (51 % 
in 2004/2005), the share of younger employees (under 40) 
has increased during the periods under investigation from 25 % 
to 32 % in parallel to a decrease of the middle age group (from 
25 % to 17 %). In 2004/2005, the largest age and gender group 
was formed by men aged 51 or more (41 % from total staff, 
225 persons), the youngest group of men formed slightly more 

than a fifth of the total staff (22 %, 123), and the medium aged 
group of men is 11 % (62 persons) of the total staff. The age 
distribution among women was more equal: in 2004/2005 the 
youngest and oldest age group of women had similar sizes 
(both 53 persons, 10 % of the total staff), 35 women belonged 
to the medium age group (6 % of the total staff). 

The share of staff with a PhD degree has decreased slightly 
during the period, from 71 % to 67 %, mainly because of the 
increased number of young employees with a master’s degree. 
There were 11 members of the Academy of Sciences in 
2004/2005, all of them men aged over 51. The share of men 
with PhD degrees is higher (73 % of all male employees) than 
that of women (49 %) in all age groups, however, the difference 
is decreasing for the younger generations – in the younger age 
group 42 % of men and 36 % of women have PhD degrees in 
comparison to the oldest age group where respectively 89% of 
male and 62 % of female staff members have a PhD degree. In 
general, the share of employees with a master’s degree is higher 
amongst women (33 %) than amongst men (19 %), the same 
holds for a bachelor degree (18 %, men: 8 %). In the fields of 
engineering and technology, the highest academic positions are 
mostly held by men. In 2004/2005, only 3 % of all professors 
and 3 % of all directors of an institute were women, and there 
were no women among deans and (vice)rectors. Before their 
forties, the women succeed in their academic career mostly up 
to the grade C position: 96 % of the women in youngest age 
group had a grade C or D position, in case of men the same 
figure is 76 %. Also in later years the career of a woman usually 
ends with the grade B position: the position is held by 37 % of 
women in the age of 41-50, and 43 % of women aged 51 and 
older. While 27 % of all women had a grade B position in 
2004/2005, the same figure for men was 43 %; the grade A 
position was held by 2 % of women and 21 % of men. The small 
group of female professors were all 51 or older, whereas the 
same age group formed 70 % of the male professors, 19 % 
of male professors were 41-50 years and 10 % were 40 or 
younger. 

Likewise, in the decision making boards the share of women 
is marginal, partly reflecting the low numbers of women in leading 
academic and managerial positions as the latter forms the main 
basis for a membership in decision making boards. 94 % of all 
board members are men; considering the total share of women 
and men among the staff, the male members form 11 % of all 
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male employees and female board members form 2 % of all 
female employees thus the female employees are less repre-
sented in decision making boards than male employees. In 
2004/2005 there were slight payment gaps in the average 
income of men and women. In positions A-C women in all 
represented age groups earned on average 97 % of the income 
of men. Only in position D where the women are more rep-
resented than men (except age group > 40), the income of 
women formed in average 103 % of the income level of men. 
The situation has not changed significantly since 1994/1995, 
when women in academic positions earned on average 95 % 
of the income level of men. However, in 1999/2000 the aver-
age income level of women was higher in most of the academic 
positions (in A, B, D: 106 % of men’s income level), only in 
position C it was lower than men’s average income (95 %). 
Although having lower academic positions, fewer PhD degrees 
and lower income level, women are comparably successful 
with men in international research. In 2004/2005, there was 
on average 1,88 international publications and 0,23 inter-
national project leads per woman. For men, the respective 
figures are 1,07 and 0,29. However, on a national level men 
have shown more results in research than women: 0,76 pub-
lications and 1,09 projects have been led by men, for women, 
the respective figures are 0,55 and 0,33. 

The state of the art

The current situation regarding the gender policy at the univer-
sity involves the ageing of academic and research staff of the 
university, a small number of female researchers and profes-
sors at TUT. Women are mostly employed in teaching positions 
and have a small representation in decision-making bodies. The 
university does not currently have a work-life balance policy. 
university’s the development strategy for 2006-2010 foresees 
the development of an internationally competitive personnel 
policy, in which the university aims at the following targets: – 
The number of research staff will grow at least 7 % in a year 
during the period of 2006-2010 – The university will guarantee 
its academic sustainability, a rational personnel structure, decrease 
the ageing of academic and research staff, incl. a worthy substi-
tution for ageing professors and associated professors.

Promotion in science and at university Scientific career 
choices are limited by academic staff grades. According to the 
University regulation of the selection of academic personnel, 
all positions of teaching and research staff are filled for up to 5 years 
by public calls for application with equal conditions for all appli-
cants. The positions of professors are established and removed 
on the proposal of a faculty council. The decision is made by 
TUT Council. The teaching staff can be selected or appointed 
to the positions of professor, associated professor, assistant, lec-
turer or teacher. Research staff can be selected or appointed 
to the positions of leading researcher, senior researcher 
or researcher. Professors and leading researchers are elected 
in the TUT Council, the rest of the teaching and research staff 
is elected by the faculty council. The dean is elected by the faculty 
council. Since the promotion decisions are mostly made in 
the faculty councils, there is no official data on promotion pro-
cedures inside the university. 

Bodies and committees – women in decision-making posi-
tions The share of women in the decision making boards is 
marginal, partly reflecting the low numbers of women in leading 
academic and managerial positions as the latter forms the main 
basis for membership in decision making boards. University 
Council – University council consists of the rector, vice-rectors, 
faculty deans, heads of departments, directors of institutes, 
faculty representatives, and the members of the student union. 
There are currently 37 members in the university council, of 
which 4 are women. One female member of the council is the 
director of Kuressaare College of TUT, the remaining 3 mem-
bers are the representatives of the student union. University 
Government – University government consists of the rector, 
vice-rectors and faculty deans. As all the members of the Rec-
torate and also the deans are men, the government with 
16 members has no female members. Curatorial Board has 
11 members, of which 1 is female. Academic committee has 
12 members. The only female member of the committee is the 
representative of a student union. The development and budget 
committee has only male members. Research committee has 
16 members, of which only one female (representative of a stu-
dent union). Study committee has 15 members, among them 
2 female members. The highest academic positions are mostly 
held by men. In 2004/2005, only 3% of all professors and 3 % 
of all heads of the departments were women, and there were 
no women among deans and (vice)rectors. The situation has not 
changed over the past 2 years. There are still no women among 
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the top administrative positions. All decisions on the faculty level 
are made by faculty councils. Faculty council is also the decision-
making body for appointing, selecting and promoting personnel. 
All Faculty Deans are men. Out of 34 departments of the uni-
versity’s 8 faculties there are 3 female heads of departments. 
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Women in science and technology 
Creating sustainable careers

Following the publication of  “Wake-Up Call for European Industry” (EU DG Research, 2003), representatives 
from companies, universities, and the European Commission’s DG Research joined forces in a working group 
– called Women in Science and Technology (WiST) – to promote gender diversity in the field of science and 
technology. The activities of this group concluded with the publication of the report “Women in Science and 
Technology: a Business Perspective” (EU DG Research, 2006). A number of companies expressed interest 
in continuing activities with gender experts and the European Commission, but with a focus on two new 
objectives: how to reduce the leaky pipeline for women in science and technology; and how to build a business 
case for work-life balance.  

The WiST2 working group was thus established, giving more companies the opportunity to join the group, 
and at the same time expanding its scope to universities, which is where the leak begins in the “women in 
science and technology pipeline”. This report is the result of the collaborative effort of the working group 
- it analyses the business case of the work life balance policies that have been adopted by companies in 
order to stop the leak.
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