





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 hoth 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).

e Stock exchange listings: New York, Milan, Mexico, Buenos

Alires.

* Intensive use of technology to design industry-leading
products.

* Integrated R&D network: four dedicated research centers
in Argentina, ltaly, 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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WOMEN IN SCIENCE AND TECHNOLOGY

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-ife 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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ToTAaL

A brief corporate profile

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:

e 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).

*  HRtools such as Career Committees for women, individ-
ual monitoring of high potentials, job succession plans etc.

e 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.
Furthermore, 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.

* Adedicated 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 “creches” (day care) with a capacity of
| 08 beds for the children of our employees working at the
Head office.

*  Aflextime 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

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 | 70 countries, supported
by a consolidated workforce of over 316 000 people.

Toyota has been operating in Europe since the early [960s.
In 2008, the Company sold | 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.

[tis 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 :

Better workload mgt,
increased efficiency

Working time management

Access to flexible
work arrangements

Work Life Balance

Improved work environment:
- good working conditions
- services to ease life

Employee vitality activities
Convenience services

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;

e 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.

Basic statistics in TME

Workforce age breakdown
EMCs headcount breakdown/age

4559 <5

S‘T, ™

35-44 ’
%

2534
56%

Headcount breakdown/gender

in EMCs European Manufacturing Companies

(Production)

Women
10%

Men
90%

TME= Toyota Motor Europe

EMC = European Manufacturing Companies

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

>60 <25
1,5%

,6%

4
45-59 ‘
19,8%

35-44
31,4%

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

Women
26%

Men
4%

NMSCs = National Marketing & Sales Companies

TLS=Toyota Logistic Services
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%% United Technologies

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%.

us.

* 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 s 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

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 3| 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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University profiles

1



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 | 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 | 184 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

Eidgendssische Technische Hochschule Ziirich
Swiss Federal institute of Technology Zurich

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 |6 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 scientific
contribution has to be confirmed by the international research
community. Thus ETH Zurich strongly supports international
co-operation in all fields of research and education. As a long-
term strategy, it also devotes special attention to structurally
and economically underdeveloped countries.

(0-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:/Avww.equal.ethz.ch) that provides sup-
portand 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
universities 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:/Avww.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.

The leaky pipeline at ETH Zurich
(Students and staff as head headcount)

95%
100 i
83% 82%
16%
0 1% 74.% | 92%
% 83%
60— % 3%
o bk 0% %
H m %
0 —799% : I 8%
26%
2%
7% 18%
0 5%
© © & &S S S
%S\\\’@\ %§ ‘1@\@ %@S\\S Q\Q@Q Q\Q@Q
NS N D & N
& A \5‘5@ § ©

e female 2005 e Female 2007
= Male 2003 e |3le 2007

=
=
=
m
s
[
—
-<
o
=
o
-
o
m
[




RWTHAACHEN
UNIVERSITY

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 | I3 women
and over 5 500 international students from 130 countries, are
enrolled in over 00 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 | 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
institutional 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://Awvww.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

Rectorate

Integration
Team

Equal Gender
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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.

Percentage of women according to status groups
and faculties at RWTH Aachen University in 2007/ 08
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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.

Status groups in all faculties according to sex
at RWTH Aachen University in 2007/ 08
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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%).1n 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 menis | | 9% (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 || members of the Academy of Sciences in
200472005, 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 2| % of men. The small
group of female professors were all 5| 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 | | % 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 |03 % 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
6 members has no female members. Curatorial Board has
I'l members, of which | is female. Academic committee has
I2 members. The only female member of the commiittee is the
representative of a student union. The development and budget
committee has only male members. Research committee has
|6 members, of which only one female (representative of a stu-
dent union). Study committee has |5 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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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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