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Creating an inclusive and dynamic European Research Area
is now the centrepiece of European Union policy on sci-
ence and technology, and developing the full potential of

women in science is a fundamental component. Industry plays a
leading role in research, innovation and development in the
European Union, with some 56% of investment in these areas
coming from private companies. Yet women make up only around
15% of industrial researchers across the EU. 

In order to achieve a competitive, knowledge-based economy, the
Barcelona summit in 2002 set the R&D investment target of 3% of
GDP by 2010, to come mainly from the private sector. To reach this
goal, the number of researchers in Europe will have to increase
enormously. This is a great challenge to improve the numbers and
careers of women in research, especially in industry. 

The report of the Women in Industrial Research (WIR) Expert
Group, Women in industrial research – A wake up call for European indus-
try, reveals the strong under-representation of women researchers
in European industry, reaching a mere 15% on European average,
and only about half the proportion in higher education. There are
significant differences between Member States. At one end of 
the spectrum, women comprise over 28% of industrial researchers
in Ireland, compared with only 9% on Austria. At the same time,
female graduates from European universities now outnumber
men, and in 2000 the proportion of women qualifying in science,
mathematics, computing and engineering increased by 10% on 
the previous year, reaching 41% in science, maths and computing. 

In Europe, the labour supply is getting smaller, and ageing. The
demand for highly qualified and innovative staff is growing, and if the
EU is to reach its Lisbon goal of becoming the most competitive and
dynamic knowledge-based economy in the world it is crucial that this talent
pool of qualified women should realise its potential in all sectors. 

IntroductionContents

For the purposes of this report, ‘researchers’ are defined as
scientists, academics or engineers who are professionals engaged
in the conception or creation of new knowledge, products
processes, methods and systems, and in the management of
relevant projects. This does not include technicians or
administrative staff.
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Clearly, this is not yet the case. Urgent action is needed to mobilise
this neglected reservoir of talent. To this end, there are many ini-
tiatives for companies to consider – and some of them are described
in this brochure.

Openness and transparency within company cultures is a pre-
requisite for developing and encouraging staff potential.
Researching and publishing data on the position and role of
women in the organisation is the first step towards drawing up an
effective policy for gender equality. 

Evidence of the business case for diversity and gender balance grows
stronger by the day. The work of the WIR Expert Group sets 
out a vision for 2010 where companies value and develop 
human talent, and ensure that both women and men have 
a sensible work/life balance. There should be a better gender balance 
of men and women in laboratories and in senior management.

Industry is one of the key movers in R&D, and if companies are to
raise their attractiveness as employers among qualified women, they
must consider the measures outlined here not as optional extras
but as crucial steps for the future. Becoming an ‘employer of
choice’ means being aware of and adapting to changes in society
and culture – an important part of becoming the ‘supplier of
choice’ in a globalised world.

This brochure is not a comprehensive analysis, but a series of case
studies based on data supplied by companies themselves in response
to a questionnaire sent out by the European Commission, mem-
bers of the WIR Expert Group and the European Industrial
Research Management Association (EIRMA).

The examples cover many initiatives in the areas of recruitment,
networking, mentoring, monitoring, diversity, flexibility and fam-
ily friendly policies – to name just some. In order to demonstrate
what these measures mean for women themselves, it includes
interviews with a number of individuals at different stages of their
careers as well as HR representatives in leading R&D companies. 

These examples will offer companies new ideas for practices and
policies that can help them to make the most of female potential
in their workforce and thereby improve their competitive position,
and act as a stimulus for further progress towards equal oppor-
tunities for women in industrial research.

I want to thank all the companies who have supported this work,
the members of the WIR Expert Group, the research team of ULB
and all those companies who have contributed to the preparation
of this brochure, especially Kate Holman (ESN).

Dr RAINER GEROLD

Director, 
European Commission
DG Research, 
Directorate: Science and Society

CHECKLIST:  What companies can do

A STIMULATING, CREATIVE AND GENDER-AWARE

COMPANY ETHOS INVOLVES:

• A commitment from the top to gender equality, 
diversity policies and dignity at work – integrated into
strategy, reporting mechanisms and performance review
systems;

• Monitoring, evaluation, auditing, statistics, surveys, staff
consultation, and analysis of policies;

• An attractive work environment, which encourages inno-
vation, offers career development opportunities, values
output rather than presence and brain hours rather than
body hours;

• A high degree of transparency and two-way 
communications, merit-based open recruitment, 
promotion and staff review procedures;

• Flexible work schedules, opportunities for distance working
if appropriate, alternatives to excessive travelling at certain
times in the life cycle, through use of new technologies or
reassessment of essential job features;

• Sound work/life balance policies: maternity and  
paternity leave, childcare facilities or subsidised care,
emergency leave to care for sick dependents (if not ade-
quately covered by legislation);

• Partnerships arrangements to encourage young women
into science with local schools, colleges and universities,
offering internships, fellowships, role models, mentors,
speakers and work experience and; 

• Modern role models, networking and mentoring schemes.
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MAINSTREAMING DIVERSITY

MANAGEMENT

AstraZeneca has adopted a very structured system of
diversity improvement plans, a logo, slogan and

departmental monitoring, all built into the mainstream
management role.

The drugs firm prizes diversity for the creativity it brings
– and in a global organisation, that means cultural and
national differences as much as gender and ethnic back-
ground. The company recognises the need to recruit
and retain the most creative, innovative and productive 
people from within the pharmaceutical industry and else-
where. And a key constituent of the company’s diverse
workforce is women.

A PLANNED APPROACH TO DIVERSITY

To make diversity work, the company aims to involve its
employees in creating an inclusive organisation, which
works with differences to maximise business benefits.
To this end, it devolves responsibility for diversity to line
managers, rather than keeping it within the realm of
human resource specialists.

Thus, the diversity programme in R&D is implemented
by action teams made up of line managers. This means
the programme is not seen as tokenism but as the
response to a business need. Senior management team
members are given responsibility for developing a diver-
sity improvement plan (DImP) for their area, and progress
against that plan is reviewed each year.

“I feel that this time we have a great way of getting the
diversity message integrated into the R&D organisation,”
says Jenny Holmes, Astra-Zeneca’s R&D Diversity Director.
“First, we have ‘branded’ diversity as a separate programme
with a logo, a slogan: Diverse minds – common goals, and a vision
statement: ‘To build a more inspiring, innovative and cre-
ative culture that everyone wants to belong to and con-
tribute to’.

“Secondly, communication is not just ‘top-down’. We try
to spread diversity awareness to everyone. We use poster
sessions, and our diversity website contains training mate-
rials, questions and answers, and details of the DImPs.
One particularly creative way of awareness raising is inter-
active theatre group performances.

“Thirdly, the diversity concept is one people can buy
into. It’s not about complying with legislation, but is put
over in messages such as ‘Diversity is a business need’, ‘We
must utilise our diversity’, and ‘Diversity helps creativity’.”

Contact: 
Jenny Holmes, R&D Diversity Director, 
AstraZeneca, Alderley Park, Macclesfield SK10 4TF, UK
Tel: + 44 1625 515259
jenny.holmes@astrazeneca.com

Information: 
www.astrazeneca.com
www.astrazeneca.com/annualrep2002/pdf/CRS_report.pdf

AAssttrraaZZeenneeccaaPharmaceuticals

TOTAL NUMBER OF RESEARCHERS :10,000

WOMEN RESEARCHERS: about 50% 

WOMEN IN RESEARCH MANAGEMENT 
POSITIONS: 29% (of research managers)

TOTAL NUMBER OF EMPLOYEES: 58,000 

ANNUAL TURNOVER:  €16 billion 

R&D INVESTMENT: €2.7 billion  

HQ LOCATION:  UK

NUMBER OF R&D LOCATIONS:  
9 – Sweden, UK, USA, Canada, India

PATENTS: between June 1999 and June 2002, 17% 
of AstraZeneca’s patents included female inventors. During 
the same period, 21% of all named inventors were female

Data 2002

ASTRAZENECA WORLDWIDE in figures
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INTERVIEW

THE BENEFITS OF TEAMWORK
“Family friendly policies have made all the difference to my career,” says Annabelle Zaar-Hedin, Director of Clinical Operations at
AstraZeneca’s site at Södertalje, just south of Stockholm. 

“I started work in the pharmaceutical laboratory in 1979. My big break came when my second child was two years old and I was offered
a management position. I thought about it – and turned it down, because of the extra demands it would make, on top of bringing up
two children. Then the company offered me the post at three-quarters time, so I took it, and learned to delegate – to work through my
colleagues. As about 70% of them are women, this has the positive knock-on effect of opening up options for them.”

Zaar-Hedin points out that equal opportunity is a big plus in recruitment, because it means you choose the best person for the job, rather
than worrying about whether they might take a year or two off for family reasons. It is part of taking a long-term perspective. Aiming
for diversity also pays off: “In a relatively small country like Sweden we are dependent on the cultures around us, and a diverse workforce
brings a variety of mindsets to the problems we are tackling.” 

AstraZeneca employs 10,000 people at its Swedish sites, almost half
of them in R&D. “Sweden does have anti-discrimination legislation,
and parental leave is generous – a year per child,” explains Zaar-
Hedin. “The company offers staff a range of options such as part-
time work, flexible hours and telework, and we have parity of numbers
between the sexes – until you get to the top management posts. The
main obstacle now seems to be that women are reluctant to take on
responsibility because of the time commitment it involves – because
even in Sweden childcare is not equally shared. Amongst  younger
staff, a mother might take nine months off work and the father three
months. AstraZeneca has a good record at aiming for equality, but
there is still a lot to do, and it takes time.” 

AAssttrraaZZeenneeccaaPharmaceuticals

INTERVIEW

PLAYING FOR REAL
“The theatre performances are very hard-hitting – they make me squirm in my seat,” says Nicola Marchant, an associate director at
AstraZeneca’s Drug Metabolism and Pharmacokinetic laboratory in the UK. “We have a group of young actors who tour
AstraZeneca sites presenting a set of short plays that bring up various situations to do with diversity – bullying, sex discrimination,
treatment of ethnic minorities and so on. The interesting part is when the spotlight turns on the audience. The acting suddenly stops
and it’s up to the audience to rewrite the script. It really makes you think when you have to step into this crisis situation and say,
‘Stop, do it this way’.”

Interactive theatre is one tool in the pharmaceutical company’s diversity campaign, but not the only one. Dr Marchant – the only
woman in the team of six that manages her laboratory – appreciates working in an atmosphere where there is no taboo on discussing
family life, and a large degree of flexibility to meet childcare responsibilities. “That’s important in a lab that has ten maternity
returnees out of 125 staff,” she says. “I certainly don’t feel there is a glass ceiling. The company aims to achieve a better gender and
nationality balance at senior levels but, as regards men and women, my laboratory is 50/50 already.

“Things have changed so much since I started working in the pharmaceuticals sector in 1988,” she continues. “In those days, I
would be invited to speak at a university conference and then given accommodation in the male block, because everyone assumed a
‘doctor’ was a man. That certainly doesn’t happen any more.”

Specific measures

� Regular monitoring by top management

� Objectives for top management

� Awareness-raising measures for the management, project leaders, etc

� Mentoring internal/cross mentoring programmes

� Special training/coaching for female high potentials 

Women’s network

� Diversity groups

� Childcare

Family services

� Flexible time arrangements

� Teleworking

� Recruitment efforts

� Career planning

Flexible career arrangements

Others
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BBeekkaaeerrtt  GGrroouuppMetal transformation

CROSSING THE GENDER FENCE

Belgian multinational Bekaert finds that its attempts to
bridge the gender divide are hampered by the

traditional image of its core products – barbed wire, steel
cords and fencing – as being a ‘no woman’s land’.

Bekaert is a healthy and lucrative company with a turnover
of €2.8 billion a year. Yet its bread-and-butter business of
adapting metal for a range of everyday uses does not
always set the heart racing, even among specialists.

“Steel wire drawing and metal transformation does not
appeal that much, even to technicians and academics,”
admits Ignace Lefever, Bekaert’s technology liaison officer.
He confirms that this field has long been seen as a “man’s
world”. 

At Bekaert, women have tended to perform
administrative functions in the offices while,
on the shop floor, less than 1% of the
workers are female. Research at the
company has also traditionally been male
dominated. 

SEX APPEAL IN THE LAB

In recent years, Bekaert has been involved
in a drive to attract more women to the
company’s labs, but progress has been
sluggish. Out of a pool of 78 academic-level
researchers only five are female. Women
took part in developing two of the 30
products for which the company sought
patents in the last year.

“One reason why we have not been able to
remedy this situation quickly is the shortage
of qualified personnel. Less than 10% of
graduates with a master’s degree in
mechanical engineering or material
sciences are women,” notes Lefever.

To address the root of the problem, Bekaert has been
taking its message out to young people. “For the last few
years, we have been proactively inviting students (even
middle school ones) to visit the company and participate
in innovation workshops,” says Lefever. “Bekaert is also
present at university contact and orientation days.”

Although getting more women into the ranks of academic
researchers is a longer-term strategy, the company has also
scored some more immediate successes. In the space of
a year, Bekaert has been able to more than treble the
number of female research technicians to 25, or one-
quarter of the total. 

Its drive to recruit more women promises to bear some
fruit in the near future. Since the company introduced
what it calls its equal opportunities career path, it has seen 

a 25% jump in the number of female candidates
responding to job vacancies. Lefever is upbeat about this
trend and believes it will soon translate into a better
gender balance in Bekaert’s labs.

Contact: 
Ignace Lefever,Technology Liaison Officer, 
Bekaert,2 Bekaertstraat,8550 Zwevegem, Belgium
Tel: + 32 56 767174
ignace.lefever@bekaert.com 

Information: 
www.bekaert.com

TOTAL NUMBER OF RESEARCHERS: 8

WOMEN RESEARCHERS: 5 (6%)

TOTAL NUMBER OF EMPLOYEES: 16,836

ANNUAL TURNOVER: €2.8  billion

R&D INVESTMENT: €50 million

HQ LOCATION: Belgium

NUMBER OF R&D LOCATIONS: 1

PATENTS: women helped to develop 2 of the 30 
products for which the company sought patents

Data 2002

BEKAERT in figures
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STEELY DETERMINATION

Being a female metallurgist and
materials engineer, Hilde Delrue is one
of a rare breed – but she has proved her
mettle to her male co-workers. 

Since 2001, the young researcher has
held the position of thermal spray
development manager at Bekaert’s
Advanced Coating Division. Prior 
to that, she worked for two years
managing the metallurgical laboratory
at the Bekaert Technology Centre. 

But her involvement with the Belgian engineering giant goes back to the earliest days of her university career
when she used the company’s labs to conduct experiments for her degrees. She started working full-time for the
company while doing her PhD.

Delrue is casual about being one of a handful of women in a man’s world. “Since the start of my university
studies, when only one in five students was a woman, men have been in the majority. But this has never
bothered me,” she claims.

She says that she built up excellent rapport with her male co-students and rarely encountered prejudice during
her university years. But entering one of the oldest departments at Bekaert required some adjusting.

“I started my Bekaert career in the more 'traditional' wire drawing environment, where people have less
experience with female colleagues or female bosses,” 
she points out. “But I never encountered any
prejudice. It just took these experienced lab analysts
some time to get accustomed to having a woman
who was also younger than them as their ‘boss’.”

Delrue now works in the newer Advanced Materials
Department where the ethos is less deeply engrained. 
“I've entered a newer domain of technologies where
traditions have not yet been established and I feel
there is less of a male/female distinction” she
explains.

The aspiring young researcher is convinced that
Bekaert does offer women a fair chance to climb the
management ladder – but at a price that many
women may not be able to pay. “I think that career
prospects are equal as long as you can put in the
demanded effort and time,” she notes.

BBeekkaaeerrtt  GGrroouuppMetal transformation

Specific measures

� Regular monitoring by top management

� Objectives for top management

� Awareness-raising measures for the management, project leaders, etc

Mentoring internal/cross mentoring programmes

Special training/coaching for female high potentials 

Women’s network

Diversity groups

Childcare

Family services

Flexible time arrangements

Teleworking

� Recruitment efforts

� Career planning

Flexible career arrangements

Others
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BBiiooAAlllliiaannccee  PPhhaarrmmaaPharmaceuticals

WHEN WOMEN TAKE THE LEAD

BioAlliance, founded in 1997, is a relative newcomer on the
biotechnology research map. But what makes it stand out

among its competitors is that its founder and chief executive is
a woman, as are two-thirds of its researchers. 
The company is based in Paris, France, and works specifically in
the field of drug resistance – identified by the World Health
Organisation as a real public health problem. Research focuses
on strategies to overcome drug resistance in the treatment of
cancer and severe infections.
Chief executive and president Dr Dominique Constantini, a
physician with 16 years’ experience in the pharmaceutical
industry, set up BioAlliance with fellow director Gilles Avenard.
The company selects new researchers on merit, according to
their “experience and ambitions”. Staff are entitled to flexible
working and career arrangements and help with childcare.

Contact: 
Dr Dominique Constantini, CEO, 
BioAlliance, 59, bd du Général Martial Valin, 
75015 Paris, France
Tel: + 33 (0) 1 45 58 76 01
dominique.costantini@bioalliancepharma.com

Information: 
www.bioalliancepharma.com

TOTAL NUMBER OF RESEARCHERS: 30 

WOMEN RESEARCHERS: 20 (66%)

WOMEN IN RESEARCH MANAGEMENT: 
CEO, 7 project managers

TOTAL NUMBER OF EMPLOYEES: 35

ANNUAL TURNOVER: €600,000

R&D INVESTMENT: €3,000,000

HQ LOCATION: Paris, France

NUMBER OF R&D LOCATIONS: 
3 – Paris and Chatenay Malabry, France

Data 2001

BIOALLIANCE in figures

Specific measures

Regular monitoring by top management

Objectives for top management

Awareness-raising measures for the management, project leaders, etc

Mentoring internal/cross mentoring programmes

Special training/coaching for female high potentials 

Women’s network

Diversity groups

� Childcare

Family services

� Flexible time arrangements

Teleworking

Recruitment efforts

Career planning

� Flexible career arrangements

Others
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BBiiootteeccnnoollBiotechnology

FINDING BIOLOGICAL EQUILIBRIUM

Biology is one of the few areas of scientific research
in which women are progressing. From university

campuses to company laboratories, women are making
their mark on the life sciences.

Women are certainly in the driving seat at Biotecnol, one
of Portugal’s leading biotechnology research companies.
Of the 20 researchers it employs, 14 are women, and
female researchers developed both the patents the firm
applied for in the last year. “We regard equal treatment
as a normal procedure,” said a company spokesperson.

“I don't feel any difference as a woman, I am not treated
any differently to the men,” says Karin Füssel, head of
the company’s bioassays unit. The German biologist has
been working as a senior scientist at Biotecnol since
1999. Since she joined the company, she says, she has
not encountered invisible barriers to hold women back.

Yet although an impressive three out of seven research
managers (43%) are women, this is still relatively small
compared to the overall proportion of female
researchers (70%) the company employs. 

JUGGLING PRIORITIES

Balancing work and family life in Portugal is easier
than in some other EU countries. Many full-time crèches
exist, and it is standard for Portuguese women to
continue  working when they have children. Although
the company is too small to run its own crèche system
for its female employees, Biotecnol does, however,
allow some flexibility in working arrangements.
“Working rules are flexible enough to be adapted to
some personal needs,” explains Füssel. “Where the
work allows, it is possible, for instance, to work from
home for part of the day.”

Contact: 
Karin Füssel, Biotecnol, Quinta do Marquês (EAN), 
Av. da República, 2780-901 Oeiras, Portugal
Tel: + 351 214469457 
kf@biotecnol.com

Information: 
www.biotecnol.com

TOTAL NUMBER OF RESEARCHERS: 20

WOMEN RESEARCHERS: 14 (70%)

TOTAL NUMBER OF EMPLOYEES: 25

ANNUAL TURNOVER: €224,000

R&D INVESTMENT: €820,000

HQ LOCATION: Portugal

NUMBER OF R&D LOCATIONS: 1

PATENTS: female researchers developed 
both the patents the firm applied for

Data 2002

BIOTECNOL in figures



CLIMATE CHANGE IN THE WORKPLACE

Setting out to be “a socially committed, responsible
company”, DSM makes much of its respect for

employees and for the communities it works in. The
organisation started life in the coal industry just over a
century ago, as Dutch State Mines. Since then its profile
has changed radically. In 2002, DSM sold its
petrochemical business. A new strategy aims to achieve
a turnover of €10 billion by 2005, focusing on the
development of speciality chemicals.

The company’s mission statement highlights investment
in the knowledge and skills of its staff, and opposition to
discrimination on any grounds, including gender and
sexual orientation.

“Our ability to recruit new talent in a labour market in
which the competition, particularly for technical
specialists, is growing increasingly fierce is likely to prove
essential for our success as a business,” recognises DSM.
In 2002, it introduced a new web-based recruitment
system in order to reach a wider pool of candidates. 

ROLLING PROGRAMME

The company, which operates in Europe, the USA and
Canada, has set itself the target of 20% of women in
management posts by 2005. It has a declared equal pay
policy, and offers coaching and mentoring to help
individual staff members fulfil their potential. In 2003,
DSM launched a rolling programme of ‘working climate
analyses’ in all its business groups, lasting until 2006, to
achieve better working conditions.

Yet despite implementing flexible work time and
teleworking arrangements, plus awareness raising for
managers, the company recognises an ongoing problem
when it comes to changing attitudes. For senior mana-
gement, commitment to a career is still measured in terms
of ‘being present’ rather than output and productivity.
“Working flexible hours is still not really accepted,” admits
a DSM human resources spokesman. 

Contact: 
Lizette Willemse, Corporate Human Resources, DSM,
PO Box 6500,  6401 JH Heerlen, The Netherlands
Tel: + 31 45 5782 170
Lizette.Willemse@dsm.com

Information: 
www.dsm.com
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TOTAL NUMBER OF RESEARCHERS: 2,000

WOMEN RESEARCHERS: 400 (20%)

WOMEN IN RESEARCH MANAGEMENT: 
1 R&D director (0.5%); 

20 resource managers (20%); 
50 project managers (10%)

TOTAL NUMBER OF EMPLOYEES: 22,000

ANNUAL TURNOVER: €8 billion

R&D INVESTMENT: €300 million

HQ LOCATION: Heerlen, Netherlands

NUMBER OF R&D LOCATIONS: 50 

Data 2001

DSM in figures

DDSSMM  Life science and performance materials 

Specific measures

� Regular monitoring by top management

Objectives for top management

� Awareness-raising measures for the management, project leaders, etc

Mentoring internal/cross mentoring programmes

Special training/coaching for female high potentials 

� Women’s network

� Diversity groups

� Childcare

Family services

� Flexible time arrangements

� Teleworking

Recruitment efforts

Career planning

Flexible career arrangements

Others



DDTTII DDaanniisshh  TTeecchhnnoollooggiiccaall  IInnssttiittuutteePrivate non-profit

IN SEARCH OF

THE MOTHERS OF INVENTION

Far more women could become successful entre-
preneurs, with innovative and marketable ideas, if they

were aware of the opportunities. This was the conviction
that led the Danish Technological Institute to launch its
Heroines of Tomorrow programme, aimed at increasing
the number of technology-based business start-ups by
women. 

According to DTI Director Jane Wickmann, some 17-
18% of the Danish entrepreneurs who contact the institute
for advice and financial support are female. “We wanted
to make a special effort to motivate more women,” she
explains. The institute gathered a group of potential
self-starters and worked with them through conferences,
workshops, information and case studies. “By the end of
the project period we could see the effect on the figures,
but they rose only for a short period and then dropped
to the same level,” she reports. Nonetheless, a new
company – run by women – has now taken over the
project and runs a range of activities.

DEMAND FOR ENGINEERS

The DTI is an independent body, offering technological
services to business and the community. Set up in 1906,
it is one of the oldest organisations of its type in the
world, as well as one of the biggest. But in common with
many private companies, its efforts to achieve gender
balance among its own technical staff are hampered by
a shortage of qualified female engineers. “The generally
low share of women in this field in Denmark is reflected
in our recruitment of researchers,” admits Wickmann. 

The DTI has also taken steps to encourage female
inventors: people with business ideas who would rather
license them to an existing company to market than start
a business of their own. Here again, the proportion of
women is rising – but too slowly, says Wickmann. “The
biggest problem for Danish women is that they are simply
not aware of the possibilities for success.”

Raising such awareness is a top priority. “Once they have
been woken up they are very eager to use all the support
measures available.” Yet few are in favour of special
treatment – most prefer to attend mixed courses, for
example. “They want to make it on the same terms as
men,” she explains. “But there’s still a lot to do.”

Contact: 
Jane Wickmann, Director, DTI,
Gregersensvej, PO Box 141,
DK-2630 Taastrup, Denmark
Tel: + 45 72 20 20 00
Jane.wickmann@teknologisk.dk

Information: 
www.danishtechnology.dk/

TOTAL NUMBER OF RESEARCHERS: 673 

WOMEN RESEARCHERS: 154 (23%)

WOMEN IN RESEARCH MANAGEMENT: 1 director
(16.6%); 7 technology centre managers (17.7%)

TOTAL NUMBER OF EMPLOYEES: 1,074

ANNUAL TURNOVER: €91.36 million

R&D INVESTMENT: €30 million

HQ LOCATION: Taastrup, Denmark

NUMBER OF R&D LOCATION: 6 in Denmark –
Taastrup, Århus, Herning, Odense, Vejen and

Hirtshals (North Sea Centre), 1 in Sweden

PATENTS: the DTI filed 4 patent applications 
in 2001, and 4 in 2002, but women were 

not involved in their development

Data 2001

DTI in figures

Specific measures

Regular monitoring by top management

Objectives for top management

Awareness-raising measures for the management, project leaders, etc

� Mentoring internal/cross mentoring programmes

Special training/coaching for female high potentials 

Women’s network

Diversity groups

Childcare

Family services

� Flexible time arrangements

� Teleworking

� Recruitment efforts

� Career planning

� Flexible career arrangements

Others
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FROM CAMPSITE TO WEBSITE

IBM's hands-on technology camps are designed to
generate interest in maths and science among girls, and

show them that 'computing is cool'.

The EXITE (EXploring Interests in Technology and
Engineering) programme started in the USA at IBM's
Endicott site, New York, in 1999, and by 2003 had
expanded to 30 locations worldwide. More than 1,000 girls
have taken part, at IBM facilities in Europe, the USA,
Canada, Latin America and Asia-Pacific. In Europe, the
camps take place in Amsterdam, Hursley (England) and
Greenock (Scotland). IBM covers the costs and there is
no charge to those selected to attend.

At the EXITE camps, girls learn about science and
engineering from IBM's leading women technologists
through fun, hands-on activities. In teams, participants
undertake various activities and work together to solve
challenging problems. As well as chatting with others
attending a similar camp in Amsterdam over the internet
and via video conference, participants at the last Hursley
camp learned practical skills such as how to build a
website and take a product from concept, through
development, to its final launch. 

The girls thought the camp was great, and when
questioned in the feedback forms whether women had an
equal chance of becoming scientists, engineers or
technologists, almost 100% answered “yes”. When asked:
“Would you consider a career in technology?” 97% of the
Hursley campers said “yes”. One very significant difference
between the first and last days of the camp was the girls’
increased confidence, which both teachers and parents
noticed. One parent commented: “This is a wonderful
opportunity for young girls to experience first-hand what
working with IT could be like.”

ANNUAL REVENUE: $81 billion

R&D INVESTMENT: more than $5 billion

NUMBER OF R&D LOCATIONS: 8 research, 
22 development

TOTAL OF EMPLOYEES: 325,000

HQ LOCATION: New York, USA

TOTAL NUMBER OF RESEARCHERS: 3,300 

WOMEN RESEARCHERS: 485 (14.7%) 

TOTAL NUMBER OF EMPLOYEES: 100,614
Half the workforce in Europe comprises technical experts 
working with customers to develop innovative solutions

RESEARCH LABS: 1 – Zurich, Switzerland

DEVELOPMENT LABS: 4 – Hursley, UK; Böblingen,
Germany;  Rome, Italy; Paris, France

Data 2002

IBM WORLDWIDE in figures

SOME IBM DIVERSITY AWARDS
2003-1998: National Association of Female Executives: 

Top Company for Women Executives        
2003: European Commission: Excellence in Gender 

Equity Award to IBM Ireland
2002, 1999: Total E-Quality Deutschland e.V: Total 

E-Quality Award to IBM Germany           
2002: Women in Engineering Programs and Advocates Network Founders

Award 
2002-1989: Working Mother magazine: 100 Best and Top 10 Companies for

Working Mothers 
2002, 1999, 1996, 1992: Women Engineer magazine: Top 50 Companies 

for Women 
2002: Sixth place on IESE Family Responsible Employer Index List of best

places to work to IBM Spain 
2002: Skillpass (Italian ICT e-learning and recruiting consultant): 

Dream-company to Work For in Italy 
2000: Catalyst Award for exemplary initiatives to advance women through 

the corporate ranks

IBM IN EUROPE



E-MENTORING FOLLOW-UP

Following on from the camp, IBM continues to support
participants' interest in maths, science and technology
through an online mentoring programme that matches
IBM employees with students and teachers. Each EXITE
participant has a mentor to guide her throughout the
school year following the camp. Girls can keep in close
contact with their IBM e-mentors and ask advice on
school and career issues, or even work on maths and
science projects together.

What impact do the camps have on IBM’s business? “The
goal of the EXITE camps is to increase the number of girls
and women who remain interested in science, technology
and engineering, so increasing the talent pool,” explains
Linda Taylor of IBM UK. “More than half the people
going through university are women, but women make
up only about one-fifth of computing graduates – and this
has declined slightly since 1994. Even women who
graduate in computer science are less likely to be initially
employed in the IT industry, but find opportunities in
other sectors.”

Contact:
Linda Taylor, 
WebSphere Voice Services Manager, 
IBM United Kingdom Limited, Hursley Park, 
Winchester SO21 2JN, UK
linda_taylor@uk.ibm.com

Information:
http://www.ibm.com/ibm/ibmgives/grant/
education/camp.shtml
http://www.3.ibm.com/employment/us/
diverse/awards. shtml#women
http://www.ibm.com/news/us/2003/01/131.html
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INTERVIEW

SOWING THE SEED OF A SCIENCE CAREER
“The thing I remember most about last year’s EXITE camp was seeing how the girls’ confidence level grew,” recalls Emma Grove, 
a member of the organising committee and a web editor who joined IBM UK’s Hursley Park camp near Winchester in the south of 
England in 2002. “As the week progressed, you could hear the noise level steadily rise and when it was over they sent so many cards to say thank you.”

Like the staff, the students – 36 girls from three local schools – had an extraordinary week; learning, through doing, what a job such as software
testing is really like. “IBM’s worldwide EXITE camps are aimed at 12- or 13-year-olds,” Grove continues, “because that is the age when girls
are most likely to lose interest in science and mathematics. Our simple idea is to stop them dropping science later on by showing the relevance
of information technology to all sorts of careers. It is too early for the girls to choose what their career will be, so we are just trying to sow a seed.” 

The questionnaires the students returned seem to say the idea works. But to help scientific careers take root, the week-long summer camp is just
the start of a full year of electronic mentoring. “Each student is paired with a female member of staff, who comes along to the camp for one day
and then offers support with project work for the following year.”

Specific measures

� Regular monitoring by top management

� Objectives for top management

� Awareness-raising measures for the management, project leaders, etc

� Mentoring internal/cross mentoring programmes

� Special training/coaching for female high potentials 

� Women’s network

� Diversity groups

� Childcare

� Family services

� Flexible time arrangements

� Teleworking

� Recruitment efforts

� Career planning

� Flexible career arrangements



16

IImmssttaarr  SSAABiotechnology

MERIT BENEFITS WOMEN AT IMSTAR

French biotechnology firm Imstar is
unusual in more than one way. Not only

is its research team split evenly between
men and women, but a woman also calls the
shots in the boardroom.

Françoise Soussaline, who has worked in
the biology field for some 30 years, set up
Imstar in 1985. Almost two decades on, it has
developed into one of France’s leading
designers and manufacturers of automated
imaging systems for biomedical research,
diagnostics and for drug development.

The 50:50 gender divide came about more
by accident than design, Soussaline explains.
“In a company of 14 employees, there is no gender ‘policy’ per
se. It’s just a normal procedure.”  The firm does offer flexible
working hours, and these are available for men and women
equally. Merit and creativity are the foundations of Imstar’s
philosophy, insists Soussaline. But she suggests that it may be
easier for her to recognise that women have what it takes than
her male counterparts in other firms. “I know that a large
proportion of women scientists potentially have most of the
required qualities and skills,” she says.

However, Imstar, like other research companies, has not
always found it easy to recruit the women it needs. “There are
not enough qualified female researchers graduating from
French – or European – universities,” says Soussaline. “As a
matter of fact, it happens that three of our female scientists
are from the Moscow Academy of Sciences.”

THE SCIENCE OF ENTERPRISE

Echoing the EU’s vision of becoming the most dynamic
knowledge-based economy by 2010, Soussaline is a firm believer
that science can be successfully married to enterprise. “A
good scientist can be a good entrepreneur,” she asserts.

She explains that entrepreneurial scientists are served well by
their technical knowledge, as well as their
ability to see practical applications and
communicate them to the research team.

Soussaline identifies giving workers a sense
of value and achievement as one of the
most important, and rewarding, challenges
she faces in running her company. Towards
that end, the firm has been focusing on
boosting its researchers’ innovative
potential. “Imstar gives priority to the
development of know-how, creativity,
flexibility and innovation at all levels,” she
concludes. 

Contact:
Dr Françoise Soussaline, President CEO, Imstar,
60 Rue Notre Dame des Champs, 75006 Paris, France
Tel: + 33 1 42 34 77 93
fs@imstar.fr

Information: 
www.imstar.fr/

TOTAL NUMBER OF RESEARCHERS: 8

WOMEN RESEARCHERS: 4 (50%)

NEWLY RECRUITED WOMEN RESEARCHERS: 1 (50%)

WOMEN IN RESEARCH MANAGEMENT: CEO 

TOTAL NUMBER OF EMPLOYEES: 14 

TURNOVER: €1.5 million

R&D INVESTMENT: €4 million

LOCATION OF HQ: Paris, France

NUMBER OF R&D LOCATIONS: 2 – Paris  

PATENTS: women developed both 
of Imstar’s 2 new patent applications 

Data 2002

IMSTAR in figures



KEEPING IN TOUCH FROM A DISTANCE

Promoting women’s role in business is an important
part of the work of the Austrian Institute for SME

Research. The organisation not only participates in
projects to support women entrepreneurs and employees,
it also aims to achieve good working conditions for its staff
of 25 researchers – 11 of them female. 

In 1997, the institute launched a pilot project to enable
all employees to telecommute, offering the maximum
possible flexibility in private and working life. Staff can
complete up to 50% of their working hours from a
distance. They need not ‘clock on’ at specific times, but
they must register their telecommuting time on a list.

Other flexibility options enable employees to select their own
hours, or to work part-time. This choice is open to all, and
two male and two female researchers are currently working
between 50% and 90% of full-time. During parental leave,
staff have regular contact with the office and can come into
work for as long as they choose. Two women researchers have
kept in touch by doing about ten hours a week.

REFLECTING SOCIETY

Balancing work with home and caring responsibilities
remains largely a female problem, and the institute
recognises that this is why women are most likely to take
advantage of these schemes. This will remain the case until
jobs like child rearing are more equally shared in society. 

KMU Forschung Austria has more than 50 years of
experience to build on. It recently undertook a project for
the European Commission’s Enterprise Directorate-
General, assessing measures to support women entre-
preneurs throughout the EU and in some other countries. 

Contact: 
Eva Heckl, Researcher, KMU Forschung Austria,
Gusshausstrasse 8, 1040 Vienna, Austria
Tel: + 43 1 505 9761
e.heckl@kmuforschung.ac.at

Information: 
www.kmuforschung.ac.at

KKMMUU  FFoorrsscchhuunngg  AAuussttrriiaaPrivate non-profit

*
TOTAL NUMBER OF RESEARCHERS: 25

WOMEN RESEARCHERS: 11 (44%)

WOMEN IN RESEARCH MANAGEMENT: 1 (25%)

TOTAL NUMBER OF EMPLOYEES: 28

ANNUAL TURNOVER: €1.7 million 

R&D INVESTMENT: €980.000

HQ LOCATION: Vienna, Austria

NUMBER OF R&D LOCATIONS: 1 – Vienna

Data 2002

KMU FORSCHUNG AUSTRIA in figures

INTERVIEW

OPENING THE DOOR TO A RANGE OF OPTIONS
“I am the type of person who prefers direct contact with colleagues, in the office,” says KMU Forschung Austria
researcher Eva Heckl. So, unlike some of her workmates, she does not telecommute, although she does admit to
taking reading home sometimes. 

Heckl works part-time, 25 hours a week, so that she can pick up her two children – aged six and eight – from school most days. The organisation
has the flexibility to offer a range of work organisation options to suit its research staff. “It depends on the kind of worker you are,” she
explains. “The most important thing is for colleagues to accept that there are some people who are not in the office all day long and yet
are taking a full part in the work.”

She sees no reason why this model of work should not be applied in large and small research companies, and already detects signs of gradual
movement in the SMEs she deals with. “In Austria there will be a pool of well-qualified female workers, so enterprises will have to employ
more women as well,” she predicts. Her work focuses on projects that seek to widen opportunities for women, as well as minority groups
such as disabled people, in the workforce.  

These changes in society must also bring greater flexibility for men at work. “When you have children, there are always unexpected problems
coming up,” explains Heckl. “If men have partners who also want to have a successful career, there is pressure at home for them to take
a share in dealing with them.” At the moment, mothers are the ones who are generally expected to stay at home with sick children, for
example. “There needs to be much more acceptance among management and colleagues that men also have a responsibility.”
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Specific measures

� Regular monitoring by top management

� Objectives for top management

Awareness-raising measures for the management, project leaders, etc

Mentoring internal/cross mentoring programmes

Special training/coaching for female high potentials 

Women’s network

Diversity groups

Childcare

Family services

� Flexible time arrangements

� Teleworking

� Recruitment efforts

� Career planning

� Flexible career arrangements


