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Foreword

Women continue to be under-represented in senior positions in
many fields despite the fact that they make up nearly half of the
workforce and more than half of new university graduates in the
EU. This report examines the current situation and recent trends as
regards women'’s participation in decision-making across Europe. It
emphasises theimportance of having more women in top positions
in the private sector.
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Today, only one out of 10 board members of the largest companies listed on the national
stock exchange of EU Member States is a woman and progress has been slow in recent
years. The disparity is widest at the very top where only 3% of such companies have a
woman directing the highest decision-making body. We have to deplore that women'’s
talents are not being tapped to their full potential. If Europe is to achieve its goal of
becoming a dynamic and competitive knowledge-based economy in a globalised world
then we have to make better use of women'’s talents and skills.

There is an increasing body of research showing that gender diversity pays off and that
there is a positive correlation between women in leadership and business performance.

More and more organisations are active in promoting the advancement of women’s
careers and this report highlights some good practices, such as the use of specific tools
to foster the leadership potential of women - role models, mentoring and networking. |
thank the European Network of Women in Decision-making in Politics and the Economy,
which the Commission established to promote and raise awareness on initiatives in this
area, for their valuable contribution to this work.

| encourage governments, social partners and the private sector to work hard to ensure
gender balance in senior positions, which is good for our businesses and the economy. |
encourage talented women to take on the challenge of board membership in companies
and to put themselves forward as candidates for top jobs.

In 2010, the European Commission will renew its commitment to make further progress
towards gender equality and present a follow-up strategy to its Roadmap for Equality
between Women and Men. The promotion of gender balance in decision-making will
continue to be one of its core priorities.

Viviane Reding
Vice-President of the European Commission
Justice, Fundamental Rights and Citizenship
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Executive summary

As Europe collectively strives to recover from the recent recession and build a platform for
future growth and stability, this report serves as a reminder of why gender equality issues
should be kept at the forefront of the policy debate. One crucial resource for future growth
in Europe lies in the untapped economic potential of women and their full integration into
the decision-making process in all areas of the economy is crucial.

The report examines the current situation and recent trends regarding the gender balance
in key decision-making positions across Europe. It also considers some of the ways in
which the advancement of women can be supported or accelerated in order to bring
about a fundamental shift in the gender balance in these positions of influence so that
the men and women of Europe can have an equal voice in working together towards a
better future.

Wherever possible, the report is based on a quantitative analysis of the situation with
the majority of data being drawn from the Commission database on women and men in
decision-making' and collected between June and October 2009.

A balanced economy? Women and men in positions of influence

The role of the financial sector in triggering the current economic crisis has brought its
key decision-makers sharply into the focus of the public eye and the lack of women in
prominent positions is striking. In 2009, the central banks of EU Member States all had a
male governor and their key decision-making bodies comprise 82% men and just 18%
women. The situation is similar in the main financial institutions of the European Union
where the combined decision-making bodies of the European Central Bank, European
Investment Bank and European Investment Fund have an 85:15 male to female ratio and
all three bodies are led by men.

The corporate world is increasingly aware that a good gender balance at all levels can
be beneficial to business but the rate at which women are being integrated into senior
positions remains painfully slow. Amongst the largest companies listed on the stock
exchanges across Europe, men account for 89% of board members and women just 11%.
Norway stands out as the only country where there is anything approaching gender
equality, with 42% women and 58% men on the boards of the largest listed companies — a
direct result of the legal quota implemented in 2006.

More efforts are needed to encourage women entrepreneurs. Women currently make
up around 45% of all persons in employment but only a third of all those who are
self-employed.

Strength in science, research and development is key to the innovative and competitive
future of Europe but the talents of women in this area remain underutilised. Despite
accounting for 45% of PhD graduates in 2006, women accounted for just 18% of the most
senior researchers in the same year.

1 http://ec.europa.eu/social/main.jsp?catld=764&langld=en
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There is also a significant gender imbalance amongst those representing the interests
of businesses and their workers. Amongst the social partner organisations at European
level, the decision-making bodies of trade union organisations include just less than 23%
women members whilst the employers’ organisations have less than 12%.

Improving the gender balance in senior positions

The persistent gender gap at senior level across all areas of the economy stems from
outdated perceptions of the different roles of men and women in life and in work. The
shifts in attitude and culture necessary to support change are progressively permeating
the corporate world but it is proving difficult to shift the status quo. The report looks at
how role models, mentors and networks can be used to promote the advancement of
women. It also looks briefly at the use of quotas and other means of improving the gender
balance on company boards.

Political decision-making — who speaks for the citizens?

Following the elections in June 2009, the European Parliament has the most gender
balanced assembly since its inception in 1979, with 35% women and 65% men. The share
of women in the European Parliament is around ten percentage points higher than the
average for the single/lower house of national parliaments around the EU.

The new European Commission announced in November 2009 includes nine women (33%)
and eighteen men (67%), the best gender balance yet for an incoming Commission.

The gender balance in national governments is improving steadily with the share of
women in EU governments up from 16% in 1994/5 (EU-15) to 26% in 2009 (EU-27).

Public administration and the judiciary

In many European countries men outnumber women by at least two to one in the top two tiers
of the civil service. Moreover, there appears to be a tendency for women to be given senior
positions in ministries with “soft” portfolios rather than those with key economic functions.

Although it employs more or less equal numbers of men and women, there is a significant
disparity at senior levels of the European Commission Civil Service where men account for
81% of the top two administrative grades and 76% of the top two assistant grades. The
difference is much lower in the smaller service of the European Parliament where women
hold 41% of the most senior positions. However, the imbalance is most pronounced in the
service of the Council of the EU, the smallest of the three services, where there are 84%
men and just 16% women in the top two levels of the hierarchy.

At the top of the judiciary, the judges of supreme courts in all EU countries comprise 31%
women and 69% men. The European Court of Justice has just four women amongst the
twenty-seven judges nominated by Member States.
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“An equal participation of women and men in decision-making processes is a democratic and economic
necessity. In the current economic situation it is all the more important to mobilise all talents. This is not
the time to waste skills and production potential because of outdated perceptions of women’s and men’s
roles and leadership abilities.”

Report on Equality between women and men, European Commission, 2009

Introduction
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Across Europe, and indeed the world, governments spent much of 2009 trying to deal
with recession and rising unemployment as a consequence of the crisis that developed
from the near collapse of the financial system. In such times it would be easy to put issues
such as gender equality to one side and focus on recovery but this is a short-sighted view.
An ever increasing body of research shows that gender equality is a key factor in achieving
long-term sustainable economic growth and at the same time it is undeniable that the
economic potential of women has not yet been realised. So at a time when growth is weak,
itis surely more important than ever to take steps to ensure that women are at the heart of
the recovery and in order to provide a basis for a stronger Europe going forwards.

The extent of the gender gap in Europe’s labour market is striking - 59.1% of working-age
women are in employment compared to 72.8% of men (2008 figures), women earn 17 per
cent less than men for each hour worked and are often in lower quality jobs or involuntary
part-time jobs (31.1% of employed women work part-time compared to 7.9% of men).
Research commissioned by the Swedish presidency of the EU (2009)?, made some estimates
of the economic impact of labour market equality (which is assumed to mean equal levels
of employment, equal pay, and equal shares of part-time work and self-employment) in the
EU and found that it could boost GDP of Member States by an average of 27%. Even though
a hypothetical analysis, it demonstrates the potential economic benefits of increasing
female employment and working towards gender equality in all aspects of working life.

One of the key areas that needs to be addressed is the persistent under-representation
of women in leadership positions and key decision-making bodies, from parliament to
corporate boardrooms. In politics, equal representation of women is a democratic right —
thedecisions thataffect thelives of all citizens should be taken by a group of representatives
that reasonably reflects the composition of the population. In business, the current lack
of women in senior positions derives, inter alia, from historical stereotypes of the different
roles of men and women that are surely redundant today. Moreover, there is an increasing
body of evidence that shows that gender diversity pays and that companies with more
women in the boardroom may have higher levels of profitability.

This report examines the gender balance in decision-making positions throughout the
economy and represents a contribution from the Commission towards collecting and
disseminating information on gender equality issues. The report also considers some
of the tools and initiatives that are being used to break down the barriers that serve to
exclude women from top positions. In doing so, attention is drawn to the work of the
European Network of Women in Decision-making in Politics and the Economy, which was
established by the European Commission as a platform to exchange ideas, information
and experience, mutual learning and sharing of good practice. The report also includes a
brief update of the gender balance in European and national politics, publicadministration
and in the judiciary.

2 Gender equality, economic growth and employment; Asa Lofstrom: http://ec.europa.eu/social/BlobServlet?docld=
3988&langld=en
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Introduction

Commission database, follow-up of the indicators developed at EU level in the
framework of the Beijing Platform for Action and information about data

The report is, as far as possible, based on quantitative analysis of the situation with the
majority of data being drawn from the Commission database on women and men in
decision-making, which is freely available for online consultation®.

The Beijing Platform for Action?, which was adopted in 1995 by 189 states across the
world, identified twelve critical areas for action in relation to the violation of women's
rights and persistent gender inequalities, one of which was the under-representation
of women in the decision-making process. In response, the European Council proposed
regular monitoring of the implementation of the Platform and, as part of this process,
the Council of Ministers subsequently adopted two sets of indicators (in 1999 and 2003)
related to women in decision-making®. Where relevant, the report includes tables showing
the development of these indicators through time based on the longest available series
of comparable data.

Throughout the report, figures and tables are labelled using standard codes in place of
country names (see Appendix). Values for EU aggregates are weighted averages based on the
total numbers of men/women from constituent Member States unless otherwise specified.

3 http://ec.europa.eu/social/main.jsp?catld=764&langld=en
4 http://www.un.org/womenwatch/daw/beijing/fwcwn.html
5 A summary of documents relating to indicators and follow-up of the Beijing Platform for Action

can be accessed here: http://ec.europa.eu/social/main jsp?catld=765&langld=en
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“Women are under-represented in all forms of leadership positions: political leadership, the senior civil
service and corporate boardrooms. At the same time, the companies where women are most strongly
represented are also the companies that perform best financially.”

Opinion of the European Economic and Social Committee on Links between gender equality, economic growth and employment
rates, October 2009

Section I:

A balanced economy?
Women and men

in positions of influence
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Across Europe there exists a vast pool of untapped economic potential represented by
those women who are either not participating in the labour market at all or who work
less than they would do if there was better provision for reconciling the work-life balance.
Part of the economic growth enjoyed over recent years can be attributed to the increased
employment of women® and mobilising the remaining resource will be an important
aspect of ensuring further, sustainable economic growth.

Moreover, further benefits can be gained from better utilising the talents of those women
that are already working. Leadership and decision-making positions in all areas of life are
still dominated by men so that the ideas and opinions of women have little chance of
being heard. Yet itis almost self-evident that improving the gender balance in the decision-
making process would have economic benefits. More women in politics would advance
the implementation of equality legislation and policies that would in turn allow more
women to work and on an equal basis with men. In business, there is an ever increasing
body of evidence showing that companies with a good balance between the sexes at
senior level tend to perform better than those that do not’. But it is not just a question of
financial performance, on other measures of organisational excellence, companies with
more women at the top also do better. Moreover, women in senior positions can act as
role models and mentors for the pipeline of future leaders, helping to build aspirations
and support their personal and professional development.

Gender equality in the labour market is a fundamental theme of the European strategy
for growth and jobs and ensuring the full integration of women in the decision-making
process is a key aspect of this objective. The European Commission has an important role
in monitoring the situation and progress towards policy goals and this section of the
report looks at the current gender balance in key areas of economic decision-making and
how it has developed over recent years.

6 The OECD estimates that a quarter of Europe’s annual growth since 1995 is attributable to narrowing the gap
between the employment rates of men and women. Gender and sustainable development —
Maximising the economic, social and environmental role of women, OECD, 2008. http://www.oecd.org/datao-
ecd/58/1/40881538.pdf

7 Examples of studies linking corporate performance to the representation of women on boards include:

« The Bottom Line: Corporate performance and women’s representation on boards, Catalyst, New York, 2007
http://www.catalyst.org/publication/200/the-bottom-line-corporate-performance-and-womens-represen-
tation-on-boards

« Women Matter: Gender diversity, a corporate performance drive, McKinsey & Company, France, 2007
http://www.mckinsey.com/locations/swiss/news_publications/pdf/women_matter_english.pdf

18


http://www.oecd.org/dataoecd/58/1/40881538.pdf
http://www.oecd.org/dataoecd/58/1/40881538.pdf
http://www.catalyst.org/publication/200/the-bottom-line-corporate-performance-and-womens-representation-on-boards
http://www.catalyst.org/publication/200/the-bottom-line-corporate-performance-and-womens-representation-on-boards
http://www.mckinsey.com/locations/swiss/news_publications/pdf/women_matter_english.pdf

Section I: A balanced economy? Women and men in positions of influence

1. Banking and finance - a very male crisis?

Beijing follow-up indicators

The proportion of women among Governors of the Central Banks

National banks, EU-15 average 6.7% 0.0% 0.0%
National banks, EU-27 average : 0.0% 0.0%

The proportion of women among members
of the decision-making bodies of the Central Banks*

National banks, EU-15 average 17.6% 15.8% 16.7% 19.4%
National banks, EU-27 average 15.6% 16.3% 16.0% 17.7%

*In 2007 and previous years only the “highest” decision-making body of each central bank was included. Since the
allocation of responsibility between different decision-making bodies varies in each central bank, the data did not|
lhave a wholly consistent coverage. 2008 data covers all decision-making bodies that are formally constituted within
the statutes of the bank and which have the power to take decisions, without referral to a higher authority, that set|
or influence national policy, determine the policy/strategy of the bank or the framework within which it operates
(statutes), or control the overall function of the organisation (day-to-day management/administration). Individuals|
who are members of more than one of these bodies are only counted once.

1.1.  EU central banks still have no women governors but the number of women
in key positions is improving

The role of the financial sector in triggering the current economic crisis has brought its key
decision-makers into the public eye. Since the start of the financial crisis, the central banks
in each country have played a key role in protecting the savings of citizens, adapting
monetary policy and orchestrating the supply of money in order to avert a prolonged
period of downturn. Yet, as regulators or guardians of the financial system they could
also be seen as having had an unwitting role in the crisis because they failed to curb the
excessive risk taking that led to the near collapse of a number of large financial institutions.
What the public will see when they look at who is responsible is that the top people in
central banks are almost all men and that women have very little input to the decision-
making process.

Across Europe in 2009, every central bank has a male governor and more than four out of
every five members of key decision-making bodies are men. The central banks of Germany,
Cyprus, Luxembourg, Austria and Slovenia do not have a single female representative
on the main decision-making bodies and it is only in Hungary (33%), Sweden (41%) and
Serbia (38%) where women account for at least one in three members (Figure 1). The
situation is no different in the three main financial institutions of the EU (European Central
Bank, European Investment Bank and European Investment Fund), which all have a man
at the helm and an 89:11 male to female ratio amongst the combined members of their
key decision-making bodies.
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Figure 1 - Women and men in the highest decision-making bodies of central banks, 2009
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1.2.  Why so few senior women in the finance sector?

A recent study of the financial sector in the UK8, commissioned by the Equality and Human
Rights Commission, found that women are under-represented and disadvantaged
compared to men and that the sector was characterized by a greater occupational
concentration by gender than the economy as a whole. Women are prominent in
administrative and secretarial jobs but are significantly under-represented in managerial
jobs, including those at senior level.

A culture of long working hours, imposed largely by peer pressure, can make working
in the sector difficult for employees of either sex who want to combine work and family
life, even when employers claim to accommodate flexible working arrangements for
parents. A series of interviews with female managing directors at leading City (of London)
investment banks® found that almost half were childless and that of those with children
and a partner, a quarter had a partner who had taken on the role of primary carer for the
family unit. These proportions give an indication of the work-life compromises necessary
to reach the top in this sector.

Major financial institutions tend to recruit more or less equal numbers of male and
female graduates and yet the number of women that progress to the top is limited. Some
suggest that, in the mid-career period, women are more likely to evaluate their work-life
balance and conclude that the disadvantages of pushing for promotion (long hours and
competitive environment) outweigh the benefits of the challenge and financial reward™

8 Employment and earnings in the finance sector: A gender analysis. Hilary Metcalf and Heather Rolfe, National
Institute of Economic and Social Research. Research commissioned and published by the Equality and Hu-
man Rights Commission, UK, 2009. http://www.equalityhumanrights.com/uploaded_files/download__fi-
nance_gender_analyis_research.pdf

9 Sealy, R., 2008, Role models and career aspirations for senior females in investment banks, unpublished paper,
Cranfield, UK.
10 Women can’t bank on the city, Sunday Times, 3 May 2009.

http://business.timesonline.co.uk/tol/business/career_and_jobs/recruiter_forum/article6209923.ece
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and to some extent this helps to perpetuate the imbalance at the top. Whilst there remain
few women in senior posts there will continue to be a lack of role models for the next
generation of female talent to follow. Many companies do take gender issues seriously
and make efforts to accommodate flexible working patterns but this may not be enough
— until there is a change in the underlying culture, the gender imbalance at the top will
inevitably persist.

1.3. After the crisis — an opportunity for change

In the aftermath of the financial crisis, various commentators and even government
ministers have suggested that the calamitous collapse of some of the major institutions
might have been mitigated had there been more women on the boards to moderate the
risk-taking culture'. This view is given credence by a number of research studies on the
effect of gender on risk-taking, which tend to concur in showing that women are more risk
averse than men'2

There is even evidence from the stock market to support this further. A study™ of
companies from the French CAC40™ suggests that those with the most women in
management positions were also the ones that were affected least during the crisis (in
terms of stock market value), though it must be said that from such a small sample this
cannot conclusively be taken to be a cause and effect relationship. In the banking sector
the study highlights the example of BNP-Paribas, which had nearly 39% female managers
and saw its stock decline in value by 20% during the period studied, compared to Credit
Agricole, which had only 16% women managers and suffered a fall of 50% in its market
value over the same time.

Relating company performance to gender balance as a causal relationship is extremely
difficult because of the gamut of external factors involved. Nevertheless, several studies
have now shown a clear correlation between the share of women in senior positions and
company performance. For example, a comprehensive Finnish study of nearly 13000
limited companies with more than ten employees found that firms with a female CEO
were in practice around 10 percent more profitable than comparable firms with a male
CEO™. A similar effect was found for companies with gender balanced boards compared
to those with all male boards.

In the finance industry, one positive outcome from the recent crisis is that there is now
a common consensus that the male-dominated culture must change if the sector is to
behave more responsibly in future'. This argument was particularly loudly voiced in
Iceland, whose economy was almost crippled following the collapse of a number of major
banks, and it was noticeable that female CEOs were appointed by the government to lead
both the New Glitnir and New Landsbanki banks that had been rescued by the state. In the
United Kingdom, a parliamentary inquiry into the banking crisis and the role of corporate

1 Sullivan, Kevin and Mary Jordan, In Banking Crisis, Guys get the Blame, Washington Post Foreign Service, 2009.
http://www.washingtonpost.com/wp-dyn/content/article/2009/02/10/AR2009021002398.html

12 Why did the bankers behave so badly?, Anne Sibert, VOX, 2009. http://www.voxeu.org/index.php?q=node/3572

13 Global Financial Crisis: Are Women the Antidote? News article about research by Michel Ferrary,
http://www.ceram.edu/index.php/Latest-News/Latest/Financail-Crisis-Are-Women-the-Antidote-CERAM-Research.html

14 The CAC40 is a benchmark stock market index that includes 40 of the top-100 French listed companies by
market capitalisation.

15 Female leadership and firm profitability. Annu Kotiranta, Anne Kovalainen & Petri Rouvinen, Finnish Business
and Policy Forum, EVA, 2007. http://www.eva.fi/files/2133_Analyysi_no_003_eng_FemaleLeadership.pdf
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governance has spurred a further inquiry, Women in the City's, which is investigating the
lack of women in senior positions, pay inequalities, flexible working practices and the
prevalence of a sexist culture.

Without doubt, the crisis has raised awareness of the gender inequalities that exist in the
finance sector and created a unique opportunity for change. The question is will the industry
take up this challenge and bring about the cultural revolution that is so clearly needed.

2. Diversity in the boardroom
2.1. Women in blue chip companies - progress is too slow

The largest companies listed on the stock exchanges around Europe play a significant role
in global business as well as contributing significantly to the national economies within
which they operate. During the course of the recession, the decisions taken by these
companies have had ramifications not only for their businesses and their employees but
for the whole economy. In all but isolated cases these decisions are taken by a sizeable
majority of men as women are still under-represented on company boards. In 2009,
women account for an average of just 3% of the presidents of the largest companies in
each of the EU Member States and less than 11% of board members. On the positive side,
it must be noted that this is an improvement - in 2003 less than 8% of board members
were women - but clearly there is still a long way to go.

Beijing follow-up indicators

The proportion of women among the presidents/chairpersons of the highest decision-

making body of the largest publicly quoted firms on the national stock exchange
[ 2003 | 2007 | 2008 | 2009 |
10%  1.0% 11%  1.6%
22%  29% 29%  3.0%

The proportion of women among members of the highest decision-making body
of the largest publicly quoted firms on the national stock exchange

[ 2003 [ 2007 | 2008 | 2009
EU-15 average 7.0% 8.9% 9.4% 10.9%
EU-27 average 7.8% 10.3% 10.8% 10.9%

*2003 EU-27 averages include 2004 data for CZ, LT, MT and PL

Across Europein 2009, Norway stands out as being the only country where large companies
have boards with anything approaching gender equality, with just under 42% women
and 58% men - a direct result of the legal quota implemented three years earlier. Within
the EU, Sweden and Finland are the only two countries with more than 20% women on
boards (26.8% and 23.6% respectively). In Luxembourg, Cyprus, Portugal, Italy and Malta,
the companies that make up the blue-chip indices of the local stock exchanges all have
less than one woman in every twenty board members.

16 Treasury Committee inquiry: Women in the city.
http://www.parliament.uk/parliamentary_committees/treasury_committee/tcwomeninthecity.cfm

22


http://www.parliament.uk/parliamentary_committees/treasury_committee/tcwomeninthecity.cfm

Section I: A balanced economy? Women and men in positions of influence

Although the corporate world is increasingly aware that a good gender balance at all
levels can be beneficial for business, the rate at which change is being implemented in the
boardroom remains painfully slow. The latest collection of data for the Commission database
on women and men in decision-making shows just eighteen women presidents of leading
companies in the EU compared to 577 men. Indeed, there are fourteen EU countries' where
not one constituent of the blue-chip index of leading companies has a woman president.
Even in Norway, where there is now a good balance amongst board members, there are only
2 women presidents amongst the 18 nationally registered constituents of the OBX index'®.

Figure 2 - Gender balance amongst board members of the largest publicly listed companies, 2009
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Source: European Commission, DG EMPL, Database on women and men in decision-making.
2.2. Does size matter?

Women are clearly under-represented at the top of large, high profile corporations. But is this
representative of the economy as a whole, where small and medium sized companies as well
as larger companies outside the main blue-chip index are often the mainstay of employment
for large proportions of the workforce? Unfortunately, data on board composition broken
down by company size are not readily available but some 2005 data for the Netherlands
(summarised in Table 1) suggest that the total share of women on company boards tends to
be slightly lower in smaller companies — from 5.6% in the top-25 companies to 3.8% in the top-
5000. Interestingly, executive boards appear to have fewest women in the largest companies
(top-25) but a more or less constant ratio elsewhere - albeit only 3% - and it is the gender
balance amongst members of the supervisory board that noticeably deteriorates outside the
top-100 companies, which are those most in the public eye. If this pattern is repeated in other
countries then it should be a cause for concern because it means that the pool of women
gaining experience at the top of smaller companies is perhaps smaller than expected, thereby
making it harder to fill the void in the larger, more prominent companies.

17 The fourteen countries are: Belgium, Denmark, Germany, Greece, France, Cyprus, Luxembourg, Hungary, the
Netherlands, Austria, Portugal, Romania, Sweden and the United Kingdom. The data refer to presidents of
nationally registered companies listed in the primary blue-chip index of the local stock exchange, up to a
maximum of 50 companies. For example, in the UK there are 3 women chairmen of FTSE-100 companies but
all of these companies are outside the top 50 in terms of size.

18 The OBX Index is a stock market index which lists the 25 most liquid companies on the main index of the Oslo
Stock Exchange in Norway.
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Table 1 - Representation of women on company boards by size of company in the Netherlands, 2005

Women members (%)

| | Executiveboard | Supervisory board | Total
1.8 8.7 5.6
3.1 8.5 6.0
3.0 55 43
3.0 49 3.8

Source: Background information for symposium Balancing the boardroom, November 2007, the Hague.

2.3. More women entrepreneurs are needed - men are twice as likely to start
their own business

Across the European Union, the employed population is made up of around 55% men and
45% women. Yet this distribution is not reflected amongst the twenty-three million or so
people that are self-employed where there is a 2:1 male to female ratio (67% men, 33%
women)'. This pattern is fairly consistently reproduced across countries, including others
outside the EU, and it is only in Luxembourg, Portugal, Austria and in Croatia that more
than 40% of the self-employed are women, whilst at the other extreme men account for
more than 80% of the self-employed in Ireland, Malta, Macedonia and Turkey (Figure 3).

Figure 3 - Self-employed persons by gender, 2008
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Source: Eurostat, Labour Force Survey.
Different studies and surveys? show that women are more likely to decide whether or not

engage into self-employed activities based on the perceived ability to reconcile work and
family life, including the protection granted in the event of maternity.

19 Eurostat, Labour Force Survey, 2008 data.

20 See point 3.1 of the Impact Assessment Report accompanying the proposal for a Directive of the European
Parliament and of the Council on the application of the principle of equal treatment between men and
women engaged in an activity in a self-employed capacity and repealing Directive 86/613/EEC, Document
SEC(2008) 2529, http://www.europarl.europa.eu/oeil/file.jsp?id=5697052
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At EU level Directive 86/613/EEC?' aims atimplementing the principle of equal treatment
between men and women in self-employed activities. It is nevertheless commonly
agreed that this Directive had little practical impact. The Commission adopted in 2008
a proposal to amend Directive 86/613/EEC aiming in particular to grant self-employed
women and assisting spouses the possibility to benefit from a maternity leave of the
same duration as provided for employees in Directive 92/85/EC (14 weeks). The proposal
also provides that Member States remain free to maintain or adopt specific measures to
prevent or compensate for disadvantages linked to sex in access to self-employment
and entrepreneurship.

Once adopted, this new Directive will contribute to the response to the challenge of
increasing women'’s participation in self-employment and entrepreneurship.

The European Commission undertakes a range of initiatives to support women
entrepreneurs and is actively working with Member States to try to find ways to overcome
the issues that tend to discourage women from working independently. A 2008 study??
commissioned by DG Enterprise and Industry found that the obstacles confronting
potential women entrepreneurs can be grouped into three main headings:

« Contextual obstacles: educational choices, traditional views and stereotypes about
women, science and innovation.

- Economic obstacles: the innovation sector requires substantial investment and women
may be seen as less credible financially than men.

+ Soft obstacles: lack of access to technical scientific and general business networks, lack
of business training, role models and entrepreneurship skills.

The“Small Business Act” (SBA) for Europe of June 200823 recognises the importance of SMEs
in the economy and provides a framework for actions to promote female entrepreneurship.
One oftheactions proposed inthe actis the European Network of Female Entrepreneurship
Ambassadors, which aims to use established female entrepreneurs to inspire women of
all ages to set up their own businesses and was launched during the Swedish presidency
of the EU in October 2009%. Other measures on the SBA agenda include a mentoring
scheme for women, to be launched in 2010, and steps to promote entrepreneurship
among women graduates. Moreover, the Act urges Member States to offer mentoring and
support to female entrepreneurs and to exchange good practices. The SBA, in conjunction
with the General Block exemption Regulation?, also allows Member States to grant up to
a million Euro of State aid to support small enterprises set up by women.

21 Council Directive 86/613/EEC of 11 December 1986 on the application of the principle of equal treatment
between men and women engaged in an activity, including agriculture, in a self-employed capacity, and on
the protection of self-employed women during pregnancy and motherhood, OJ L 359, 19.12.1986, p. 56,
http://eur-lex.europa.eu/LexUriServ/LexUriServ.do?uri=CELEX:31986L0613:EN:HTML

22 Evaluation on policy: Promotion of Women Innovators and Entrepreneurship, European Commission, DG Enter-
prise & Industry, 2008 http://ec.europa.eu/enterprise/newsroom/cf/document.cfm?action=display&doc_
id=3815&userservice_id=1&request.id=0

23 http://ec.europa.eu/enterprise/policies/sme/small-business-act/index_en.htm
24 http://ec.europa.eu/enterprise/policies/sme/promoting-entrepreneurship/women/index_en.htm
25 http://ec.europa.eu/competition/state_aid/reform/gber_final_en.pdf

25


http://eur-lex.europa.eu/LexUriServ/LexUriServ.do?uri=CELEX:31986L0613:EN:HTML
http://ec.europa.eu/enterprise/newsroom/cf/document.cfm?action=display&doc_id=3815&userservice_id=1&request.id=0
http://ec.europa.eu/enterprise/newsroom/cf/document.cfm?action=display&doc_id=3815&userservice_id=1&request.id=0
http://ec.europa.eu/enterprise/policies/sme/small-business-act/index_en.htm
http://ec.europa.eu/enterprise/policies/sme/promoting-entrepreneurship/women/index_en.htm
http://ec.europa.eu/competition/state_aid/reform/gber_final_en.pdf

More women in senior positions - Key to economic stability and growth

3. Science, research and development - time to plug the leaky pipe

The Lisbon Strategy — the EU’s action plan for economic, social and environmental
renewal between 2000 and 2010 - aimed to turn Europe into a “dynamic and competitive
knowledge-based economy”?. Achieving that objective demands that Europe stays at the
forefront of scientific and technological innovation and development and this need was
recognised at the 2002 Barcelona Summit, which called for investment in research to be
increased from 1.9% to 3% of GDP by 2010.

A High Level Group (HLG) on Human Resources for Science and Technology convened
in 2003 to review the measures that would be necessary to achieve that goal reported
some striking figures on the shortage of human resources in the science, engineering
and technology fields (SET) across Europe and estimated that an additional 500 thousand
researchers would be needed. The HLG noted the severe under-representation of women
in many areas of scientific research and commented - as others had before - that
women remained the most obvious source of the additional resources needed. The final
recommendations of the group did not hold back in stressing the need for action:

“The proportion of women in SET careers is unacceptably low in many European countries.
Although considerable efforts have been devoted to the analysis of this problem and lip-service
has been paid in many policy declarations, we feel that it is now time to act. Europe simply
cannot reach the level of SET resources needed for its development without finding ways to
remove its anachronistic science gender imbalance.”

Source: Conclusions and recommendations of the High Level Group on Human Resources for Science and
Technology appointed by the European Commission in 2003.

The European Commission, through its “women in science” activities, has been working
since 1999, together with the Member States, to address the issue of the under-
representation of women in research, particularly in senior positions. In 2005, the EU
set a goal of having 25% women in leading positions in public sector research? and the
Commission’s Roadmap for Equality between women and men®, released in the following
year, reiterated the need for the implementation of policies to achieve this goal. However,
evidence indicates that the target is still some way off. A 2008 report by the Commission’s
expertgroup onWomen In Research Decision Making (WIRDEM)? highlighted the dearth of
women in senior positions within both the academic and business research communities,
noting that “Only 15% of full professors in European universities are women, and women are
under-represented on decision-making scientific boards in almost all European countries.” *

3.1. The current situation of women in science

The latest available She Figures, which is a Europe-wide data collection that looks at the
situation of women in science from tertiary education through to the job market, report

26 Lisbon European Council, 23-24 March 2000, Presidency conclusions.

27 Council Conclusions, 18 April 2005.

28 A Roadmap for equality between women and men, 2006-2010, European Commission, 2006.
http://ec.europa.eu/social/main.jsp?catld=738&langld=en&publd=12&furtherPubs=yes

29 Mapping the maze: Getting more women to the top in research.

30 The WIRDEM report used data from She Figures 2006. More recent data from She Figures 2009 show

an improvement and indicate that in 2007, 19% of full professors were women.
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that in 2006 the community of scientific researchers in the EU comprised 70% men and
30% women.?' This represents a marginal improvement compared to the 2003 data when
women accounted for 29% of researchers®?, though the coverage (of countries) is not
quite the same so that the figures may not be fully comparable. Indeed, the preliminary
She Figures report notes that although the rate of increase in the number of researchers
between 2003 and 2006 is higher for women, the fact that there are far fewer women
researchers to start with means that it could take a very long time to bring about a
significant improvement in the gender balance.

The problem is not the lack of female talent, rather the so-called “leaky pipeline” whereby
women drop out of scientific careers in disproportionate numbers at every level. In 2006,
women accounted for 45% of PhD (ISCED 6) graduates but the gender gap becomes
increasingly pronounced throughout the academic career such that, in the same year,
82% of the most senior researchers were men and just 18% women?'. This progressive
dichotomy is particularly pronounced in the science, engineering and technology sector
(SET) where women represent just 11% of full professors (Figure 4) despite accounting
for 36% of the most highly qualified pool of resources from which the sector recruits

(PhD graduates).

Figure 4 - The proportion of men and women at different stages

of a career in science and technology, 2006

100%
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-l Men /l
80%
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0% w w w w w w
ISCED 5A ISCED 5A ISCED 6 ISCED 6 Grade C Grade B Grade A
students graduates students graduates
ISCED 5A Tertiary level education suitable for employment in research
ISCED6  Tertiary level education leading to advanced research qualification (PhD)
Grade C  First research grade for recent PhD graduate
Grade B Mid level research grades
Grade A  Top level researchers

Source: She Figures 2009.

31 She Figures 2009. Statistics and Indicators on Gender Equality in Science, European Commission, 2009.

32 She Figures 2006. Women and Science, Statistics and Indicators, European Commission, 2006
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3.2. Addressing the gender imbalance in science and research

The prevailing gender imbalance in science and research remains an important obstacle
to the European objectives of enhancing equal opportunities in the field, increasing
competitiveness, and maximising the innovation potential of Europe and it is clear
that action is necessary. Some examples of initiatives that have been taken by Member
States include the establishment of Ministries for gender equality, committed gender
mainstreaming, the establishment of a women in science unit, networks for women in
science, role models for women in science, gender equality plans in universities and
special funding for women in science.

A Commission study published in 2008 attempted to correlate the implementation of
such measures with the level of female representation and found mixed results.?®* For
example, countries with a unit for women in science are more likely to have high numbers
of women in professorial grades. However, this does not mean that the units have helped
to secure promotions for these women: it could also be that the greater influence exerted
by these women in senior positions impacts on policy and leads to the creation of such
units. The study noted that measures to promote women are most likely to be in place
in low innovation countries where the business enterprise sector is not well developed
but high numbers of women work in low-paid research jobs in the government or higher
education sectors. However, the under-representation of women in science is most acute
in the business enterprise sector, where wages are higher. There is, therefore, a concern
that as less innovative countries develop, and the business sector increases in importance,
then the problem of gender inequality in science could actually get worse and the report
recommends action to counteract this possibility.

Recognising achievements in science - the Nobel Laureates are mostly men

The Nobel Prizes are the most prestigious of awards made to celebrate achievements in
science. In October 2009, three of the nine Nobel Laureates created in physics, chemistry,
and physiology or medicine were women. Two of the four awards in literature, peace and
economics also went to women, making a total of five out of thirteen - a record number
and one to be celebrated. Indeed, this result is quite remarkable - of the total of 535 Nobel
Laureates in scientific fields since 1901 just 16 are women (3%), whilst in non-science fields
women account for 25 of the 267 Laureates (9%).

33 Benchmarking policy measures for gender equality in science. European Commission, DG Research, 2008.
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Figure 5 - Nobel prize winners since 1901 by gender
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Source: http://nobelprize.org/index.html

3.3. TheICT sector needs to attract more women

The ICT sector contributes 5.3% of the EU’s GDP, 4% of its jobs and 20% of economy-wide
labour productivity growth.3* What's more, the ICT sector is one of the most innovative
and research intensive sectors in the EU, accounting for 25% of business sector research.
However, continued growth in the sector runs the risk of being limited by a crippling skill
shortage with some estimates projecting that there will be a shortage of 300000 qualified
staff by 2010. In a sector that has a reputation for being dominated by men, actively
encouraging more women to enter and remain in the sector could represent the best way
of fulfilling the anticipated requirement.

The leaky pipeline appears to be a serious problem in the ICT sector as women opt
out of computing related areas from an early stage. At the pre-university stage there is
little or no discrepancy between gender in terms of participation in science, technology
and ICT topics. However, at a university level, men seriously outnumber their female
counterparts, which immediately limits the available resource of qualified women®.
Working culture, principally resulting from stereotypical assumptions about IT-related
jobs, appears to play a significant role - the sector lacks female role models, has male
orientated company procedures and is characterised by long working hours and evening
and weekend work.

In recognition of this problem, the European Commission has published a best practice
guide that illustrates different approaches to plugging the leaky pipeline and breaking
down stereotypes at all stages of a career*®. The Code of Best Practices for Women and ICT was
launched on International Women's Day 2009 (8" March) and within six months has been

34 http://ec.europa.eu/information_society/activities/itgirls/info/index_en.htm
35 Women and ICT. Status and the way ahead. European Commission, DG Information Society and Media, 2008.
36 European Code of Best Practices for Women in ICT. European Commission, DG Information Society

and Media, 2006.
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supported by twenty-eight signatories including big corporations, SMEs, consultancies,
NGOs, research councils and even a telecom regulator®.

Across Europe there are many different groups working to promote women and ICT but, in
general, the initiatives that they co-ordinate are undertaken independently and therefore
miss some of the benefits and impact that concerted action can bring. In anotherimportant
initiative, the Information Society Directorate of the European Commission announced in
October 2009* the launch of the European Directory for Women in ICT (EUD)%*, which
aims to provide an interactive electronic platform that will bring these groups together
under one roof, building a community and forum for networking, exchange of knowledge,
information on jobs and legislation, mentoring opportunities and so on.

4. Representing the interests of businesses and their workers
4.1. Chambers of Commerce and Industry

Chambers of commerce and industry are forms of networks - local organisations of
businesses — whose goal is to further the interests of businesses. Typically, the members
of each chamber (local businesses) elect a board of directors or executive council from the
membership to set policy for the chamber. The board or council then hires a president,
CEO or executive director and support staff to run the organisation.

A survey* carried outin 2004 by Eurochambres - the European Association of Chambers
of Commerce and Industry - found that women led less than 11% of regional/local
chambers and only 3% of national level associations. The study also noted that women
represented a significant part of the workforce of national chamber associations but
were under-represented at management level. A further study in 2007 addressed the
issue of the low participation of women in chamber boards and interviewed 2400
women about their personal considerations, experiences and attitudes*. Around two
thirds of those interviewed worked up to 5 hours per month for their chamber but most
noted that the impact on family/private life and time for their business was a barrier to
their involvement.

4.2. Social partners

The social partners are the trade unions and the employers (or their representative
organisations) engaged in social dialogue. At European level, employers’and trade union
organisations exist both as cross-industry bodies as well as on a sectoral basis, defending
the specific interests of their members in a particular branch of the economy.

In 2009, women are better represented in the European level trade union organisations,
where they account for more than a fifth of the members of governing bodies, than in the
employers’organisations where men still occupy nearly nine out of every ten positions. The
trade unions also have more women at the top with more than a quarter of organisations
(28%) having a woman president compared to just 3% of the employers’ organisations.

37 Proceedings of the workshop More Women, Better Jobs and Boosting Growth, 8 October 2009, Brussels.
38 European Directory for Women in ICT.

39 Women in business and decision-making. The situation in chambers across Europe. Eurochambres, 2004.
40 Women on the board. Results from the survey. Austrian institute for SME research, 2007.

30


http://ec.europa.eu/information_society/activities/itgirls/doc/workshop_proceedings.pdf
http://www.ictwomendirectory.eu/
http://www.echwomennetwork.eu/Objects/2/Files/WiB_Chambers_final.pdf
http://www.kmuforschung.ac.at/de/Projekte/Women on Board/Women on Board.pdf

Section I: A balanced economy? Women and men in positions of influence

Beijing follow-up indicators

The proportlon. of women among presidents 2004 2007 2009
of the trade union organisations (European level only)

Average of European trade union organisations 16.7% 18.8% 27.8%

The proportion of women among members
of governing bodies of the trade union organisations 2004 2007 2009
(European level only)

Average of European trade union organisations 19.8% 23.3% 22.7%

The proportion of women among presidents

of the employers’ organisations (European level only)

Average of European employers’ organisations 5.7%

The proportion of women men among members
of governing bodies of the employers’ organisations 2004 2007
(European level only)

Average of European employers’ organisations 7.7% 8.0% 11.7%

Note: Follow-up indicator originally referred to social partner organisations at national level but data in this table
refer only to European level bodies (cross-industry and sectoral organisations)

The social partner organisations take the issue of gender equality seriously and in 2005
the four cross-industry European social partners (BUSINESSEUROPE, UEAPME, CEEP and
ETUC) adopted a Framework of actions on gender equality*', which included four areas
for priority action to be addressed by national organisations - addressing gender roles,
promoting women in decision-making, supporting work-life balance and tackling the
gender pay gap. The implementation of the Framework was followed through an annual
report, monitoring what was being done in each country and at European level, and a final
evaluation report published in 2009%.

41 ETUC: European Social Dialogue Committee: Framework of actions on gender equality.
http://ec.europa.eu/employment_social/dsw/public/actRetrieveText.do?id=10551

42 Framework of actions on gender equality - Final evaluation report 2009. http://www.etuc.org/a/6709
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The preceding section has demonstrated the persistent gender gap in many areas of the
economy, particularly at senior level. The talents of women, who make up nearly half of
the workforce, are clearly not being tapped to anything like their full potential. If Europe
is to achieve its goal of becoming a dynamic and competitive knowledge-based economy
in a globalised world then this needs to change.

The necessary shifts in attitudes and culture that underpin progress towards gender equality
at all levels are progressively permeating the corporate world. Nevertheless, the imbalance at
senior level persists and it is proving difficult to shift the status quo. With so many menin place,
it is not easy for women to gain the opportunities to make their mark and the lack of women
in top positions means that there are few sources of inspiration for the next generation of
potential leaders. If the proportion of women in top positions can be lifted significantly —
often 30% is touted as the key threshold - then the obstacles that women currently face will
be removed and a natural balance should develop and become the new status quo.

The question is how to actively promote the advancement of women in order to reach this
tipping point? One thing is clear - it is not a one-sided issue. Talented and ambitious men
cannot be expected to hold back or stand aside in the interests of gender equality. Rather,
women need to be better equipped to compete with men by becoming more ambitious
and ready to promote other women. Helping women to help themselves, for example by
strengthening leadership and networking skills, are therefore key elements of the process.

This section briefly considers the barriers that women face in reaching leadership positions
and some of the initiatives that companies are already taking to promote the integration
of women in their businesses. It then looks in more detail at some of the specific tools that
are being used to help foster the leadership potential of women - role models, mentoring
and networks — and how quota systems may be used to hasten the attainment of the
critical mass. Throughout, it also considers the work and views of the European Network
of Women in Decision-making in Politics and the Economy*, which was established by the
European Commission to provide a European platform to promote and raise awareness of
initiatives in this area.

The European Network of Women in Decision-making in Politics and the Economy

The Commission’s Roadmap for Equality between Women and Men (2006-2010)* has
amongst its priorities the promotion of women in decision-making. One of the actions
to put this commitment into practice was the establishment of a European Network
of Women in Decision-making in Politics and the Economy. The network includes
representatives of 15 existing European-level (and/or international) networks active in
promoting the advancement of women. A full list of members is included in the Appendix.

The added-value of the European Network lies in its potential for facilitating partnerships
and synergies between existing European networks and all stakeholders. As a network of
networks, it provides a platform for European-level cooperation, exchange of information
and experience, debate, mutual learning, and the sharing of good practice. The members
give visibility to Community action in this field, disseminate the results of their exchanges
in the relevant circles, and act as a relay in the relevant forums to foster gender balance in
decision-making.

43 http://ec.europa.eu/social/main.jsp?catld=762&langld=en
44 http://ec.europa.eu/social/main.jsp?catld=422&langld=en
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During the first year, the discussions focused on the importance of three inter-related
topics in relation to the promotion of women in decision-making: the use of mentoring,
networking and role models. Members of the network exchanged good practice examples,
in particular from the private sector. A précis of some of the points discussed on each of
the topics is given at the end of the relevant section below.

1. What are the barriers that women face in getting to the top?

Although many of the structural barriers that might impede women in their attempts
to climb the corporate ladder have been removed through legislation to promote
gender equality and to combat discrimination, there is no denying the reality that men
continue to predominate in the upper tiers of management. The barriers that remain
derive from a combination of stereotypical attitudes and perceptions, which continue to
compartmentalise people and leadership qualities by gender, and the existing imbalance
itself, which is self-supporting and restricts access to female role models and mentors for
the pipeline of potential women leaders.

In 2002, a study by Catalyst and The Conference Board Europe interviewed 500 senior
women from corporations and professional firms across Europe®. When asked about
barriers to the advancement of women, two thirds highlighted stereotypes and
preconceptions of women’s roles and abilities as the most important obstacle they faced,
closely followed by a lack of suitable female role models, a lack of relevant management
experience, family commitments, and a lack of mentoring opportunities.

Without dedicating a whole report to the issue, the range of gender-based stereotypes
that can influence attitudes towards women in senior positions and as leaders can be
considered in two broad groups. The first and most fundamental stereotype relates to the
traditional division of labour, which separates the responsibilities of providing for, and
caring for, the family unit between men and women and leaves women in the home. Even
though the fact that 45% of the EU labour force is now female* amply demonstrates that
women contribute equally as providers, this stereotype underpins the view that women
should take primary responsibility for raising the family and engenders doubts about
their capacity to fulfil this role together with a professional career, particularly at senior
level. A study*” by Eurochambres in six EU Member States reports that 90% of the women
interviewed agreed that men are in a better position to progress in their career because
women drop out due to family constraints, and 80% saw motherhood as an obstacle to
their career.

The second group of stereotypes relate, on the one hand, to gender-based personal
characteristics and, on the other, to perceptions of what it takes to be successful in
business and to be a good leader. Preconceptions as to the professional capabilities of
men and women tend to pigeon-hole women into certain occupational roles and sectors
of employment and exclude them from management positions. The Eurochambres
study shows that nearly two thirds of the women interviewed had heard women being
described as less credible in business than men, and only slightly fewer heard that women
had difficulties with decision-making. The association of strong leadership and business

45 Women in Leadership: A European Business Imperative, Catalyst and the Conference Board Europe, 2002.
http://www.catalyst.org/publication/92/women-in-leadership-a-european-business-imperative

46 Eurostat, Labour Force Survey, 2008.

47 Eurochambres interviewed women entrepreneurs (41%) and managers (59%) in six EU Member States.

http://www.eurochambres.be/Content/Default.asp?PagelD=216
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skills with stereotypical male characteristics also makes life difficult for women, though
the recent crisis in the financial sector has raised many questions about this model and
could yet prove to be a trigger towards a shift in attitudes.

2. What are companies doing to promote gender equality?

Legislation has already lowered the barriers facing women in the workplace and further
developments may contribute to a continued, but gradual, breakdown of stereotypes - for
example, making leave arrangements equally available to men and women should help to
diminish the view that early-stage child care is solely a female responsibility. However, the
most important initiatives to promote gender equality in business will have to come from
within — from the people that currently take the decisions inside companies because they
are the only ones that can directly influence company policy on recruitment and career
progression and the selection of their peers and successors.

A 2007 study*® looking at what companies are already doing to better integrate women
into their businesses identified four phases within which the different initiatives can
be grouped (Table 2). The first step is to be aware of the situation within the company
by introducing continuous monitoring of all human resource issues from a gender
perspective, including the setting of targets against which progress can be measured. The
second is to ensure that the company implements policies that facilitate a good work-life
balance and allow all employees - whether female or male - to actively participate in
family life without sacrificing their career development. The third covers initiatives that aim
to provide the type of support needed to develop a career and which are currently lacking
for many women - this includes the development of networks as well as coaching and
mentoring. The final step relates to specific actions to help prepare women for leadership
positions through appropriate training and hands-on experience.

The report concluded that many of the companies studied were taking steps within the
first three stages of support but that little was being done for that crucial final stage of
actively preparing women for leadership. Companies that already have a woman CEO are
more likely to provide leadership experience for women in the leadership pipeline but the
report warns that, in general, until the proportion of women in senior positions reaches
that critical 30% threshold then the culture and practices of the company are unlikely to
be conducive to supporting the advancement of women. Company executives need to
recognise this and take action accordingly.

48 Inspiring women: Corporate Best Practice in Europe, The Lehman Brothers Centre for Women in Business, London
Business School, 2007. http://www.london.edu/assets/documents/facultyandresearch/May_2007_Corporate_
Best_Practice_Report.pdf

36


http://www.london.edu/assets/documents/facultyandresearch/May_2007_Corporate_Best_Practice_Report.pdf
http://www.london.edu/assets/documents/facultyandresearch/May_2007_Corporate_Best_Practice_Report.pdf

Section II: Improving the gender balance in senior positions

Table 2 - Company initiatives to promote the integration of women

Measurement and reporting Gender balance on recruitment panels
of gender equality Representation at different levels of management

Career progression

Salary differences

Targets and accountability

Uptake of flexible work options
Enabling workers to balance Work-family responsiveness
professional and family lives Flexible work options

Leave programmes

Re-entry programmes
Creating supportive networks Mentoring

Coaching

Formal network programmes
Preparing women to be leaders Training

Talent management

Stretch assignments:

 lead important projects

+ lead business critical projects

« overseas assignments

Source: Adapted from Inspiring women: Corporate Best Practice in Europe, The Lehman Brothers Centre for
Women in Business, London Business School, 2007.

3. Role models - an inspiration for the next generation of women leaders

Reaching the top of any profession requires a combination of hard work, determination and
talent, though for most people it is also crucial to have the right network of contacts and
visibility in the right places. Whilst self-belief is invaluable, most people also need some kind of
tangible reassurance that their career goals and aspirations are actually achievable. Personal
experiences and observations of the working environment and the people that currently
occupy higher positions on the career ladder can be influential in this respect. Statistics
show that women are progressively less well represented as the level of seniority increases
to the point that only 11% of company board members are women. The women that do
get promoted into senior positions therefore find themselves increasingly surrounded by
men and with fewer and