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Introduction 

This report has been carried out with the aim of optimising SME Environment project on 
assisting the participation of women researchers employed by small and medium sized enterprises 
in the new member states and accession countries in FP6 projects in environment and energy 
fields at the highest possible degree. 

In order to reach the above objective the report will describe the current situation of women 
researchers in the studied area; select the necessary concepts and analytical tools necessary to 
carry out an ex ante assessment of the project impacts; examine the direct and indirect impacts of 
the projects; and draw consequences on the characteristics need to be built in the project. 

The report intends to provide practical information rather than l’art pour l’art analysis since, the 
consequences will be applied during the planning, execution and evaluation of the project. 

Description of  current situation 

Following studies in the field of women in science and women in the private sector, we can 
extrapolate the situation to have picture of the situation of women in environmental SMEs in the New 
Member States and Acceding Countries. 
Several statistics and deep researches show the great impact of the communist period on the 
participation of women in sciences. The importance of education, and access to it, has led to the 
emergence of a considerable proportion of highly-qualified women active in all public spheres 
and notably in science. In addition, this gender policy included the equal right to and the 
obligation of full- time employment, as well as access to education regardless of gender. 
Furthermore, this policy was supplemented by the availability of childcare facilities, legal 
protection and state support for the working mother. 

After the political changes, the situation turned dramatically as in the research and development 
system, and in the working possibilities of women in general. 

A deep analysis among CEE countries was carried out to see the situation of women in research 
(ENWISE project): 

“The prospects of young female scientists are very bleak due to the unavailability of 
funding, the rigid patterns of promotion and recognition, and the lack of appropriate 
welfare policies, all of which are potential causes of brain drain. This report shows 
that even in the countries where the overall presence of women and men as 
researchers is fairly balanced, there are gender differences in the concentrations 
across the various R&D sectors and fields of science, whereby women are squeezed 
out of competitive, high-expenditure R&D systems, but absorbed into struggling 
low-expenditure systems as a kind of back-up human resource”1 

In European scientific research, women are still under-represented, especially in senior positions. 
Private industry is funding 56 % of all European scientific research. Every second researcher is 
based in industry - by now, only 15 % of the industrial researchers are women. To analyse and 
improve the role and the participation of women in industrial research the European commission 
has started the new WIR - Women in Industrial Research initiative. As first step a high level 
expert group Women in Industrial Research group has been established to provide advice to the 

                                                 
1 Annex1:http://europa.eu.int/comm/research/science-society/women/enwise/pdf/enwise-report_3.pdf , ENWISE report, 2003 



European Commission, European Member states and industry on moves to support women 
research scientists working in industry.2 

 
Table 1Gender distribution of researchers from the Enwise countries within each country and 

R&D sectors, head count and percentage, 2001 (Source: EC, 2003b) 

 
 

 

Methodological and statistical work undertaken by the European Commission in co-operation 
with the Statistical Correspondents of the Helsinki Group on Women and Science resulted in 
“She Figures” (EC, 2003a). 

                                                 
2 http://europa.eu.int/comm/research/science-society/women/wir/index_en.html 



Figure 1 Statistical data on women researchers in the New Member States (Source: EC, 2003a) 

 

 
 

By presenting the results from these indicators, this publication describes some of the common 
trends in the employment of European women and men scientists and researchers: 

• There are broadly equal numbers of men and women working in science and technology 
occupations when a wide definition of S&T is examined. 

• On the other hand, women are consistently under-represented as PhD graduates, as 
researchers – especially in the Business Enterprise Sector, among senior university staff and 
as members of scientific boards. 

• Only a third of researchers in higher education and government research institutions are 
women. Furthermore only 15% of researchers in the business enterprise sector are women. 

 

“Two other aspects of success and fairness that are central to the scientific system 
are explored. The first of these is the attribution of research funds. The figures reveal 
a general pattern whereby the success rates are slightly but consistently higher for 



men than for women. Statistical tests show that these differences are in fact 
significant for several countries. The second aspect is concerned with the 
representation of women in scientific decision-making and therefore examines the 
sex composition of scientific boards. The indicators show that women are under-
represented in all countries, with only one exception.”3 

To conclude, it is demonstrated that the situation of women in the private research sector is weak 
and need to be reinforced. European research cannot allow such a waste of talent and human 
resource. Balanced development is needed for the two pillars to improve the situation, namely 
giving the floor and equal possibilities in one hand, and encourage women on the other hand. 
The first pillar is getting a great political impetus already, now the second one needs more 
attention. With appropriate education and trainings, women can be competitive in applying and 
realising projects in the research field, to complement this men dominated area and participate in 
the efforts to reach the Lisbon goals. Environment, as a very complex and interdisciplinary field 
needs the creativity and the different view of women to find solutions and new approaches. 

                                                 
3 EC, 2003a 



Table 2 Gender distribution in the 6th Framework, Programme, Source: EC (2005) 

 
 



 

 

Basic concepts for managing gender issues 

Most of the companies would say they provide equal opportunity for genders since they are 
applying a neutrality policy. Often women are the main advocates of this type of policy because 
they would feel uncomfortable having a positive discrimination in their professional carrier. It is 
true that women have the necessary skills to professionally compete with men. However, many 
research have concluded that policies often have different impacts on men and women since they 
have specific working characteristics. Thus an equally applied neutral policy may result in unequal 
impact on the two genders. This approach is called gender-blindness and results in indirect 
discrimination. Since many of the existing policies applied are more favourable for men than 
women there is a general widespread systematic discrimination existing and resulting in the 
previously described current situation. 

Mainstreaming is a management tool to handle gender issues efficiently (Fitzgerald, 2002). 
According to mainstreaming equality should not be treated separately from decision-making, but 
as an integral part. Thus through the planning and design gender impacts should be considered 
and applied in the decision-making. An element of mainstreaming is called a good practice. In 
case of equal employment opportunities good practices cover strategies to attract, recruit, retain 
and promote women. Examples for good practices in women employment are (non-
comprehensive, keyword list): 

• Diversity programmes – integrated programmes 
• Awareness of different working styles 
• Quarterly diversity network meetings 
• Flexible work arrangements  

• reduced work schedules, family care leave, care for dependants while 
travelling, flexible work schedules, job sharing, working from home 

• Top management leadership, clear on business benefits, work/life balance, 
change organisational style, ‘style workshop’ for working in a diverse work-style 
environment 

• Time management practices  
• Flexibility of work organisation 

• Flexibility of working hours 
• Compressed working weeks 
• Teleworking 

• Reduction of working time; part-time work 
• E.g. until her children is 10-12 years old 
• Optional part-time return to work after giving birth 
• Yearly basis working time reduction 

• Management of pregnancy and maternity 
• Part-time work option 
• Maternity, paternity, parental leave 
• Special childcare service (e.g. for meetings) 
• Career breaks (with opportunities for training or substituting others in order to 

remain updated) 
• Telework 
• Childcare vouchers 



• Crèche  
• Recruitment, promotion, wages and a mixed workforce 

• Diversified workforce for good teamwork and smooth functioning 
• Gender preferred recruitment  (when other factors equal) 
• Personal mentorship to help promotion 

• Network building 
• Networks 
• Conferences  
• Mentoring up (younger manager introduce equality issues to senior managers) 
• IT supported networks 
• Internet databases 

• Continuous training 
• Management training (based on different styles) 
• Time management, team work (because of more tasks) 

• Partnership between companies and schools 
• Company visits 
• Awareness raising on science and technology education opportunities 
• Study grants 

 

An efficient tool to assess gender impacts is called the gender impact assessment (GIA). GIA 
is applied to compare and assess, according to gender relevant criteria, the current situation and 
trend with the expected development. This is carried out through four dimensions (EC, 1997):  

• Participation 
• Resources 
• Norms and values 
• Rights  
 

Gender Impact Assessment of  SME Environment 

A simplified gender impact assessment will be carried out for the direct and indirect impacts of 
the SME Environment project. This will be done through four matrices. 

 
Table 3 Classification of gender impact assessment categories in the SME Environment project 

 Current situation and trend Expected development 

Direct Impacts 

(participation in the e-learning 
course) 

I III 

Indirect Impacts  

(employment of women 
researchers at CEE SMEs) 

II IV 

 

The following tables will provide the results of a simplified GIA in the mentioned four 
categories. 



 
Table 4 I – Current situation and trend – direct impact 

 Comparison of gender relevant criteria 

Participation There are much less women in the target group of the course 

Resources Less time (for taking part in conventional courses), or interrupted time 
(during maternity break) 

Slightly less access to Internet 

Less money (due to general discrimination in salaries) 

Norms and values “women are to take care of family, it is unnecessary for them to learn” 

Rights It is assumed that there are no legal barriers for women to take part in 
the course. 

In some cases it is possible that family members may not allow women 
to take part due to above mentioned norms.  

 

 
Table 5 II – Current situation and trend – indirect impact 

 Comparison of gender relevant criteria 

Participation There are approximately equal graduates in both genders.  

There are fewer postgraduates among women. 

There are even fewer women employed in the for-profit research. 

Women are at a lower number members of formal or informal 
professional networks. 

Resources Due to the above reason women are more in the lack of postgraduate 
research knowledge than men.  

Women have less time for carrier due to family. 

Women have less capital to start own business. 

Women have less contact capital in formal or informal professional 
networks. 

Women have different type of management and work style than men 
(and currently the latter is the more widespread). 

Norms and values “women are less reliable workers due to current or future family 
enrolments” 

Rights There are generally no direct discrimination, however indirect 
discrimination survives through gender-blindness and applied 
neutrality policies.  

 

 

 



 

 

 
Table 6 III – Expected development – direct impact 

 Comparison of gender relevant criteria 

Participation The course should train higher ratio of women than their participation 
in the target group. 

Resources The course should provide a flexible time arrangement, inexpensive 
opportunity to learn. 

Norms and values The course should be directly offered to women and widely 
communicate that it is a special course tailor made to women’s needs.  

Rights The course should be directly offered to women and widely 
communicate that it is a special course tailor made to women’s needs. 

 

 

 
Table 7 IV – Expected development – indirect impact 

 Comparison of gender relevant criteria 

Participation The course should be offered to graduate students and women at 
maternity break as well in order to help their (re)introduction to the 
market. 

The training material should introduce companies good practices how 
and why to employ women. 

Resources The training material should provide specific information on different 
work style of genders and their best utilisation.  

Links should be offered to women’s scientific networks as well as 
venture capital opportunities. 

The course should provide sufficient knowledge to increase women 
researcher’s chance to find employment or strengthen their company. 

Norms and values The training material should raise awareness on the benefits of women 
employees. 

Rights The training material should raise awareness on the practice of 
mainstreaming. 

 

 

The next chapter will describe the consequences on the planning and execution of the SME 
Environment e-learning course activities. 

 

 



 

Consequences on SME Environment 

The course will be, besides general promotion, directly offered to women. Special target groups 
could be graduate students and women on maternity leave. It will provide flexible time 
arrangement with “easy to follow, interrupt and return” flow of the materials with guiding visuals, 
summaries, etc. in order to help the process of learning even if it is sometimes interrupted. The 
course will be free of charge during the project period and solutions will be considered in order 
to keep it inexpensive even after the project period. The course will provide competitive 
knowledge in order to help women’s efforts for the introduction and reintroduction to the 
market. 

The training material will introduce companies in good practices how and why to employ 
women. It will list the benefits of employing women as well as provide good management 
practices to provide really equal opportunities for women. This will be done by providing specific 
information on the work characteristics of different genders. The material will also offer 
information on women’s networks and venture capital opportunities.  

The dissemination will communicate that women are a distinguished target group of the course 
as well as promote the gender specific content of the training material. 

The evaluation process will address whether the goals have been met also by objective 
indicators and by offering women a special section of the evaluation form measuring their 
satisfaction. 

 

 



 

References 

EC (1997) A Guide to Gender Impact Assessment, European Commission, Equality between 
women and men, Directory-General for Employment, Industrial Relations and Social 
Affairs UNIT V/D.5, October 1997, 7pp. 

EC (2003)a, “She Figures” - Women and Science - Statistics and Indicators, European 
Commission, Directorate- General for Research, Science and Society, research report, 116 
pp. 

EC (2003)b, Waste of talents: turning private struggles into a public issue, Women and Science in 
the Enwise countries, ENWISE report, 2003, A report to the European Commission 
from the Enwise Expert Group on women scientists in the Central and Eastern 
European countries and in the Baltic States. 

EC (2005) Women and Science: Excellence and Innovation - Gender Equality in Science, 
Commission Staff Working Document, Brussels, 11.3.2005 ,SEC(2005) 370, 15 pp. 

Fitzgerald, R. (2002) Making mainstreaming work, European Policies Research Centre, University 
of Strathclyde, Scientific report, 16 pp. 

 

Other information sources: 

The Women in Industrial Research Initiative (WIR) - 
http://europa.eu.int/comm/research/science-society/women/wir/index_en.html 

Women & Science -  Statistics and Indicators 
http://europa.eu.int/comm/research/science-society/women/wssi/index_en.html 
http://europa.eu.int/comm/research/science-society/women/wssi/pdf/table2-2004.pdf 

Cordis Women and Science - http://www.cordis.lu/improving/women/home.htm 

Women and science – Women in Industrial Research - 
http://europa.eu.int/comm/research/science-society/women-science/industrial_en.html 

 


