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Bruxelas, 17 de Dezembro de 2010

A Comissao lanca nova estratégia em matéria de
igualdade de oportunidades

A Comissao Europeia langou hoje uma nova estratégia em matéria de
igualdade de oportunidades para o periodo que decorre até 2014, tendo em
vista consolidar os progressos consideraveis realizados nos ultimos anos.
Esta estratégia assenta em trés principios centrais: atrair, desenvolver e
conservar uma mao-de-obra equilibrada; promover um ambiente de trabalho
mais flexivel; assegurar a apropriacdo da estratégia ao mais alto nivel. Seréo
fixados novos objectivos em termos do numero de mulheres que ocuparéo
lugares de gestdo médios e superiores, bem como em termos do
recrutamento de mulheres para lugares de administrador (AD). Cada servico
da Comisséo elaborard o seu préoprio plano de accdo para alcancar estes
objectivos e a Direccdo-Geral «Recursos Humanos» procederd a avaliagdes
periddicas dos resultados.

«Fizemos progressos consideraveis na promog¢ao de igualdade de oportunidades a
nivel da Comissdo, ja que, desde 1995, multiplicdAmos por cinco o numero de
mulheres que ocupam lugares de gestdo superiores e duplicamos o numero de
mulheres que ocupam lugares de gestdo médios.», declarou Maro§ Seféovic,
Vice-Presidente da Comissdo para as Relacbdes Interinstitucionais e a
Administracdo. «Introduzimos igualmente novas praticas de trabalho flexiveis. Mas
podemos e devemos fazer ainda mais e melhor. Esta estratégia ndo se limita
apenas a fixar objectivos concretos, mas incentivara igualmente uma melhor
utilizacao de praticas de trabalho flexiveis e procurara sensibilizar os gestores a
todos os niveis para a importancia da igualdade de oportunidades para todo o
pessoal. A promog¢do da igualdade de oportunidades é do interesse de todos,
permitindo a Comissao utilizar de forma mais racional os recursos humanos
disponiveis e maximizar a produtividade.»

Atrair, desenvolver e manter um pessoal equilibrado e motivado

A estratégia fixa objectivos plurianuais até 2014. Até essa data, 25 % dos lugares de
gestao superiores deverao ser ocupados por mulheres (contra 21 % actualmente),
com um objectivo correspondente de substituir por mulheres pelo menos 30 % dos
quadros superiores que passam a reforma. Até 2014, 30 % dos quadros médios
deverao ser mulheres (contra 23 % actualmente), devendo 50 % cento dos quadros
médios que passam a reforma ser substituidos por mulheres. Estes objectivos serdo
fixados, pela primeira vez, a nivel de cada Direcgao-Geral. Até 2014, 43 % dos
lugares de administrador (AD) que nao sejam de gestdo deverao ser ocupados por
mulheres. Estes objectivos foram fixados com base em modelos da evolugéo do
pessoal da Comissdo até 2014 e numa analise da reserva de candidatos
disponiveis.
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Promover um ambiente de trabalho mais flexivel e mais orientado para
os resultados

Serao privilegiados métodos de trabalho flexiveis, como o horario flexivel, o
teletrabalho e o trabalho a tempo parcial. Por este motivo sera necessario reforcar a
assisténcia, a orientacdo e a formagao dos gestores em matéria de politicas de
igualdade de oportunidades.

Assegurar a apropriacdo ao mais alto nivel

A questao da igualdade de oportunidades devera ser integrada de forma sistematica
na estratégia de recursos humanos de cada Direccao-Geral. Ha que reforcar os
esforcos de comunicacdo com o pessoal e os quadros superiores deverao
empenhar-se plenamente na realizacado desta estratégia. As Direcgdes-Gerais e 0s
diferentes servigos serdo convidados periodicamente a avaliar os seus resultados
até 2014, em conformidade com um quadro comum de resultados. A Direcgao-Geral
«Recursos Humanos» avaliara os resultados de cada Direcgao-Geral numa base
trimestral e acompanhara de perto as Direccoes-Gerais que nao atingirem os
objectivos fixados. As Direcgbes-Gerais que obtiverem os melhores resultados
receberdo um rétulo de qualidade por um periodo de trés anos.
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COMMUNICATION TO THE COMMISSION

on the strategy on equal opportunitiesfor women and men within the
European Commission (2010 — 2014)

Attracting and retaining the most talented people and making the most of their
skills is a strategic challenge for the European Commission. Making the best
use of the pool of talent which it has, using the creativity and innovation of its staff
to the full and in doing so taking account of the potential of the men and women
who show their commitment on a daily basis is a key issue for the Commission if it
wants to respond efficiently to the challenges of the next few years.

This strategy is also part of the Commission's general action to promote equality
between women and men in Europe and aims to ensure consistency between this
action, particularly the Women's Charter and the Strategy for Equality between
Women and Men 2010-2015", and its own internal policy.

In addition to the prohibition of any discrimination based on gender, the Staff
Regulations of Officials and the Conditions of Employment of Other Servants of the
European Community include the possibility of adopting measures which provide
for specific advantages in favour of the underrepresented gender in order to ensure
full equality between men and women in practice’.

In this context, the European Commission has made significant progress in the
area of equal opportunities. The figures speak for themselves®. The presence of
women in senior management posts has increased more than fivefold, going from
4% in 1995 to 21.4% in 2009, and has doubled at middle management level from
10.7% to 23.2%, whilst 40.4% of non-management AD posts are occupied by
women. Strengthened by the recent enlargements, there are now many more
women in our workforce, with 53.5% of women* in the Commission as a whole,
compared to 44.3% in 1995, and as many as 47% of women in the AD5-AD8
categories, offering a large pool of skills for the future.

Other successes include the rapid increase in flexible ways of working, such as
flexitime and teleworking, and the introduction of provisions which are more
favourable to family considerations such as parental or family leave or new forms
of part-time working.

Efforts have also been made to raise awareness in the Directorates-General and
Services of the importance of promoting equal opportunities and encouraging
recruitment and appointments of a greater number of women. The action plans
adopted by the Directorates-General and Services have also contributed to
creating a more balanced Commission and one which is more flexible in terms of
the organisation of its work.

We are rightly proud of our past and current achievements, but the Commission, as
initiator and guardian of the legislation which aims to ensure equal opportunities for
European citizens, can and should do more. Despite the progress achieved, it is
still the case that there are fewer women in the higher grades and functions.
Merely increasing the pool of women potentially eligible will not be enough to
redress the imbalances which have been observed.

! COM(2010) 78 and COM(2010) 491 final.

? Article 1d

® Commission Staff working paper accompanying this Communication — SEC(2010).

* Officials and temporary or contract staff in active employment — from Human Resources
Report 2010.



Studies® show that structural factors can discourage many talented women from
making the full range of their skills available to the institution. This is because the
family responsibilities which the majority of women have are perceived as being
not particularly compatible with the demands of being a manager. In addition,
women are excluded from many networks and show less confidence in their
abilities. The risk for the organisation is therefore that it overlooks the diversity of
its talent, while the current economic climate, characterised by overstretched
budgets and the stabilisation of our human resources, calls for a stronger policy to
manage all of our talent.

Surrounding ourselves with different profiles which represent European diversity is
also an excellent way of building confidence with, and gaining recognition from,
European citizens and understanding their expectations in order to better serve
them. In addition, the exchange of ideas, experiences and cultures within the
Commission also means that the potential for creativity and innovation, which is
required in order to implement our political priorities and objectives, can be
developed. Complex problems are often better resolved or quality services better
provided by diverse teams rather than homogenous teams®.

These observations prompt us to refocus the equal opportunities policy on the
management and development of our talent, women as well as men, so that the
institution delivers its political priorities and objectives. The growing diversity of our
staff also calls for the development of flexible work organisation in accordance
with the principles of objective-based management. It is also important in this
context that performance is evaluated on the basis of individual performance rather
than physical presence in the workplace. This will enable us to meet the
aspirations and expectations of staff in terms of career prospects, interesting work,
autonomy and balance between work and private life. Management of diversity
must become a real lever for the Commission's performance and be
mainstreamed into all human resource management policies and procedures.

1. PRINCIPLES OF THE EQUAL OPPORTUNITIES STRATEGY WITHIN THE
EUROPEAN COMMISSION

This document presents the new strategy and the ambitions expected of our
institution with regard to equal opportunities for the next four years and highlights
our priorities and objectives. The Commission must aim to be a model employer,
knowing how to best use and develop all its talents and skills and give its staff
every opportunity to contribute to the success of the organisation according to their
merits, skills and professional aspirations, and must offer them a working
environment which fosters their development.

Equal opportunities concerns everyone and must be everyone's business. This
strategy is addressed to more than 35 000 men and women who work every day
for the success of the European Commission, regardless of their place of
employment and regardless of their status, category or function.

® |n particular, comparative study of careers of men and women in the AD category at the
Commission, July 2007.
(http://myintracomm.ec.europa.eu/hr_admin/fr/lequal_opportunities/Documents/comparati
ve_study.pdf)

® The Costs and Benefits of Diversity, European Commission 2003.



It provides for general measures which benefit all staff, relating to identifying talent,
making coaching and mentoring available and providing a flexible working
environment. It also includes targeted transitional measures which are needed to
redress the current imbalances in the representation of women. This strategy aims
to give real meaning to the principle of merit, enabling every member of staff to
contribute to the success of the organisation according to their merits, skills and
professional aspirations. Whilst it capitalises on past successes relating to setting
quantitative objectives, it also seeks to create a more ambitious policy which
includes questions relating to the organisation of work and the working
environment.

In order to meet these different objectives, this strategy is based on the following
principles:

e Commitment of management: Managers are the main key to success and must
be visible models in terms of equality both within and outside the institution.
Creating an environment which favours equal opportunities requires a collective
effort by everyone — Directors-General, Directors and Heads of Unit —in order to
bring about a general change in behaviour.

e Participation of all staff: Staff must be at the centre of this strategy so that they
understand and share the ambition and objectives and become agents for change
at their level.

e Collaboration: Success relies on pooling the ideas and capacities of all
stakeholders. This strategy will support the Directorates-General and Services in
their efforts to ensure that their organisation and operation are in line with the
commitments made under this strategy and favour their implementation.

e Accountability: In return, the Services and individual managers must play an
active part and, as part of local as well as central reporting procedures, they must
report on their performance, including the progress which they have achieved
and not just the actions taken.

2. PRIORITIES FOR ACTION OF THE EQUAL OPPORTUNITIES STRATEGY
WITHIN THE EUROPEAN COMMISSION

Three main areas of work have been identified, which will contribute to achieving
the Commission's ambition by 2014, namely:

1 Managing al talent
2. Flexible, respectful and results-oriented working environment
3. L eadership and accountability



3. MANAGING ALL TALENT

This policy aims to attract, retain, develop and motivate the talent which the
Commission needs in order to be able to perform well and function efficiently.
Demographic trends and budgetary and HR constraints prompt us to anticipate the
consequences. More targeted use should be made of the quantitative and
qualitative data available in order to better understand the problems and/or
constraints which prevent some people from progressing or achieving their
potential within the Commission.

Our aging workforce will mean that a large number of colleagues will be retiring in
the next ten years, a significant proportion of whom are in management positions.
This window of opportunity means that a more pro-active approach can be taken
to redress the current imbalances. Targets for representation at Commission level
will be defined, and each Directorate-General and Service will have to contribute to
achieving these targets according to their baseline situation and other factors
specific to each DG.

Expected results

A civil service where equality issues are at the heart of human resource
management.

A civil service which reflects European citizens and which recognises and values
all of its female and male staff in line with their talents and aspirations.

Means of action

In order to do this, this strategy will ensure that:

3.1. Human resource management takes account of the equal opportunities
dimension: all the European Commission's HR core processes will be analysed
from this perspective, with a view to incorporating this dimension. Three processes
will be targeted: the forward planning of personnel, in order to ensure that future
HR needs take account of gender factors; performance management and
evaluation, in order to assess the existence of imbalances based on gender and to
remedy them if necessary and to ensure that this does not undermine the balance
between work and private life; and reporting, in order to include needs relating to
monitoring the implementation of this strategy.

3.2. A more balanced representation of men and women at all levels is
achieved by using targets: these targets define our medium-term vision and
translate the Commission's commitment in a clear and measurable way. They
are one of the principles governing recruitment and appointments in the civil
service, where merit is still the most important criterion. This means that priority
can only be given to female applicants who are of equal merit. These targets must
not hamper the legitimate aspirations of male members of staff who commit
themselves continuously and actively for the success of the organisation and who
plan to develop their career by going into management.

These objectives are based on data relating to the current situation and on an
extrapolation of trends noted within the Commission. They include factors relating
to recruitment, retirement forecasts based on an average age, and promotion, and
take account of the data on the available pools within the target populations. These
targets are complemented by an indication of the number of appointments to be
made for management posts in replacement of people who are retiring, and the
number of first recruitments to other non-management AD posts (see Annex 1).



By the end of 2014, the Commission should ensure that:

e 25% of senior management posts are occupied by women. This means that 30%
of appointments to replace those going on retirement at the average age of 64
should be women. Monitoring the progress achieved to reach this target will be
part of DG HR's monitoring of appointments to senior management posts.

e 30% of middle management posts are occupied by women. In order to take better
account of their baseline situation and other factors specific to DGs, these targets
are also broken down by Directorate-General and Service. These objectives
establish the principles of both maintaining the performance level of DGs in
relation to the situation observed in 2010 and also bringing the less well-
performing DGs up to the average level established for the Commission for
2014.

With regard to the efforts required, this means that, throughout this period, half of
all appointments to replace those retiring at the average age of 62 must be women.
The annual breakdown of efforts by DG only takes account of departures due to
retirement and is therefore a minimum to be achieved for the DGs. There is nothing
to stop them setting even more ambitious recruitment targets which take account of
other types of departures.

¢ 43% of non-management AD posts are occupied by women. In order to increase
the pool of female talent at source, it is important to increase the number of
women recruited in the AD category. This means for all services, half of AD first
recruitments should be women.

3.3. The recruitment and selection pool of applicants is widened in favour of
the underrepresented gender: the binding measures’ aimed at ensuring the
neutrality of recruitment or selection procedures (such as balanced competition
selection boards and panels who have received equal opportunities training) will be
maintained. External and internal communication measures targeted at
underrepresented groups to encourage them to apply and join the Commission will
be continued.

The neutrality of tests for general competitions organised to recruit AD and AST
staff will be checked by the European Personnel Selection Office (EPSO) with a
view to eliminating any bias which could lead to an abnormal failure rate for men or
women during the different tests and defining corrective measures if necessary.
These measures will aim to attract all talent, both men and women, including in the
AST category.

3.4. Career development is sensitive to considerations relating to equal
opportunities and does not discriminate on the basis of gender: in addition to
the DG's annual monitoring of data to check the neutrality of the performance
management and evaluation process, as well as the certification procedure, a
study will be carried out on the possible impact of various types of career
interruption on career development from a gender perspective. If necessary, this
study will be followed up by recommendations for Directorates-General and
Services with a view to reducing the imbalances observed. In addition, as part of
the rotation of staff posted to Delegations, keeping families together will be
facilitated as far as possible.

" Commission communication concerning the Second Annual Monitoring Report on the
Fourth Action Programme for Equal Opportunities for Women and Men at the European
Commission, SEC(2006) 1184/3.



3.5. Women are encouraged to apply for senior and middle management
posts: there will be better monitoring of people who are potentially eligible for
management posts through a better understanding of the motivation factors and
constraints. To this end, support measures such as mentoring, coaching and/or
general or specific training will be proposed.

Formal bodies such as the Consultative Committee on Appointments and other
existing networks will be mobilised in order to widen the base of potential
applicants for management posts. At central level, an analysis will be made of the
desirability and feasibility of making better use of the potential offered by non-
management posts which involve management responsibilities in order to test
potential applicants and prepare them for management posts, including the
possibility of amending the rules.

4, FLEXIBLE, RESPECTFUL AND RESULTS-ORIENTED WORKING
ENVIRONMENT

Making the most of all talents and skills involves creating a working environment
which favours achieving objectives and not just carrying out tasks or physical
presence. The challenge is to establish a working environment and an
organisational culture in which men and women are offered the best chances of
contributing fully to the success of the organisation.

The emphasis on results means that greater flexibility should be offered to staff for
them to be able to better reconcile work and private life. Management has a key
role to play in promoting such an environment and setting an example. Creating a
working environment where everyone has a place requires a positive change in
attitudes and behaviour. Whilst training for managers is essential, lasting effects
which benefit all staff and the institution are only likely to be achieved through
actions aimed at ensuring that equal opportunities is better taken into account in
the HR policies of the Directorates-General and Services.

Expected results

An environment which favours a proper balance between work and private life for
all staff thanks to increased use of flexible working arrangements in the context of
a working environment that gives priority to achieving objectives.

Managers who are open to flexibility, who promote it in their unit, not only in terms
of the organisation of the work of their service but also in their own practice.

Means of action

In order to do this, this strategy will ensure that:

4.1. Flexible work organisation is promoted in order to facilitate a better
balance between work and private life: DG Human Resources and Security will
analyse the operational consequences of flexible working arrangements in a
context of limited resources. On this basis, and within the budget limits available,
DG HR could propose, if necessary, increasing the use of teleworking, as well as
new measures if necessary.

4.2. An organisation is developed which favours equal opportunities in the
Directorates-General and the Services: in this area, guidance and assistance
measures will be proposed to officials responsible for human resources. These
measures will be based on a common framework which assesses the degree of
inclusion of equal opportunities in their HR policies, procedures and practices.

4.3. The dissemination of good practices between Directorates-General and
Services is facilitated via the network of Equality Correspondents: these
exchanges will be organised by means of collaborative electronic platforms which
aim to facilitate sharing and exchanges between Directorates-General.



4.4. The management of equal opportunities within teams becomes an
essential competence of management staff in terms of people management:
training measures and programmes for management will emphasise the necessary
skills for managing a diverse workforce and developing a flexible working
environment. DG HR will also propose guidance for managers on equal
opportunities.

5. L EADERSHIP AND ACCOUNTABILITY

The success of this strategy lies in long-term commitment at political level
(members of the Commission) as well as at the different levels of management.
For the Directorates-General and the Services, it also involves the ability to
measure progress achieved and identify areas where there is room for
improvement. By doing this, the Directorates-General will have a clearer idea of the
impact of their own initiatives and the extent to which they are in line with the
Commission strategy. In return, this common framework will enable each
Directorate-General to compare itself with the other services. We should also seek
to raise awareness amongst all staff.

Expected results

Active leadership, which is committed on a long-term basis and responsible for the
success of this strategy.

A civil service which has confidence in the institution's commitment and capacity to
achieve its stated objectives on equal opportunities.

Means of action

In order to do this, this strategy will ensure that:

5.1. Equal opportunities is repositioned as a lever and key factor in the
performance of the institution: communication measures will be organised a
regular intervals, aimed at disseminating the ambitions, objectives and expected
results of the strategy, as well its links with personnel policy and its relevance for
different actors

5.2. A framework for implementation is provided within the Directorates-
General and the Services: based on the overall assessment of their situation, the
Directorates-General and Services will draw up a multiannual action plan. These
plans will be their roadmap for achieving their targets for representation. They will
include their priority objectives, as well as specific actions with clear deadlines and
responsibilities. DG HR will hold meetings with families of DGs with a view to
helping to draw up these plans.

5.3. A common framework is provided for measuring performance in terms
of equal opportunities: In cooperation with the Equality Correspondents of the
Directorates-General and also the Joint Committee on Equal Opportunities, DG HR
will establish a framework for measuring performance. It will be used as a tool to
steer and evaluate the Commission's performance as a whole and in each
Directorate-General and Service.

This framework will be based on three areas. The first will concern quantified
performance (representation rates, staff loss rates (men/women), use of flexible
working arrangements). A second area will involve analysing the extent to which
equal opportunities considerations are incorporated in the HR policies of the
Directorates-General and Services. Finally, the third area will take account of the
perceptions of staff which will be canvassed by means of surveys. On this basis,
a composite index showing the performance of each Directorate-General will be
established.



5.4. The contribution of exemplary Directorates-General and Services is
acknowledged: Directorates-General and Services which are particularly
exemplary will be awarded a label for a period of three years by DG HR, in
cooperation with the Joint Committee on Equal Opportunities (COPEC). These
labels, which will be awarded on the occasion of International Women's Day, can
be used to advantage by the DGs concerned in the framework of their
communications to staff.

5.5. Progress achieved and results obtained are reported on: The Directorates-
General and the Services will report regularly on their progress to their
Commissioner and at meetings relating to resource management, amongst others.
DG HR will present a breakdown of progress on a regular basis, as will the
Directorates-General in their annual HR reports, if necessary.

On a more regular basis, DG HR will report on progress during meetings of
Directors-General, resource Directors and the human resources network. DG HR
will report to the College on the implementation of the strategy at the half-way point
in 2012 and at the end of its implementation in 2015. This report will include an
assessment of the performance of each DG including their baseline situation and
other factors specific to each DG. Those DGs which have not achieved their
targets will be identified and will be invited to take corrective measures to improve
their situation.

5.6. Equality Correspondents become the main contact points for equal
opportunities within their Directorates-General: The interservice group which
brings together Equality Correspondents will have the task of contributing to the
design of common tools for steering the strategy. It will also promote the
achievement and dissemination of the strategy's objectives and ensure that
monitoring takes place.

5.7. Partnership with the Joint Committee on Equal Opportunities is
strengthened: in the context of its current mandate, the COPEC will be kept
regularly informed about the implementation of this strategy. Its opinions will be
published on DG HR's website.



ANNEXES

1. REPRESENTATION TARGETS IN SENIOR MANAGEMENT, MIDDLE MANAGEMENT AND
FOR NON-MANAGEMENT AD POSTS IN THE EUROPEAN COMMISSION

r

2010 2011 2012 2013 2014
ey F M F M F M F M F M
SEN MGT 230% | 770% | 239% | 761 % | 248% | 752% | 258% | 742% | 267% | 733%
MID MGT 250% | 750% | 261 % | 739% | 277% | 723% | 281% |709% | 307% | 693%

OTHER 4D 409% | 591% | 422% | 57T8% | 427% | 573% | 430% |570% | 436% | 564%




2. REPRESENTATION TARGETS IN MIDDLE MANAGEMENT BY DIRECTORATE-GENERAL®
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r
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2010 2011 2012 2013 2014
DG F M F M F M F M F M
ALLCOM | 250% | 750% | 261 % | 739% |277% | 723% | 2919% [709% | s07% | 693w
AGRI 259% | 741% | 259% | 741% | 275% | 722% | 296% |704% | 296% | 704%
AIDCO WEW | TIIW | 2EEW | TI2 | 2E5% | 732N | 293% |TOF% | 7% | s8I
BEP&, 100,0% | 0,0% [1000% | 00% [1000% | o00% [1000% | oo [1o000% [ o0
BUDG 240% | TEO% | 240% | 76,0% | 240% | 76,0% | 240% |760% | 280% [ 720

CdPOSP | 00% | 00% | 00% | 00% | 00% | 00% | 00% | 00% | 00% | 00%
LM, 429% | 5T % | 429% | 571% |429% | 571% | 429% |571% | 429% | 570 %
COMM 250% | 750% | 250% | 75.0% | 250% | 75.0% | 292% |708% | 333w | 667 %
COMP 2EBE% | T14% | 286% | 714% |266% | T14% | :0% |[690% | ;0% | 690w

DEY 231% | TEO% | 231% | 769% | 231% | 76O% | 231% | 768w | 3% | 7Eaw
DT 402% | 595% | 423% | 577% |443% | 557% | 454% | 545% | 454 % | 545%
DIGIT 13,3% | 86,7% | 133% | 66,7% |133% | 8679% | 200% |@00% | 200% | @00%
EAC 0% | 690% | 31,0% | 690% |30% | 690% | 30% |[690% | :1.0% | 69.0%
ECFIN MA% | TEA | 237% | TEI% | 237% | TEA% | 263% | 73T | 2B3% | 7ITw
ECHO 231% | TEO% | 231% | 769% | 231% | 76O% | 231% | 7698w | s0s% | 92w
ELARG G | T22% | 276% | 722% |276% | 722 | 27w | TRoe | zrew | Taow
EMPL 194% | B0G% | 194% | 806% | 226% | 774% | 226% |774% | 258% | 742%
ENER 250% | 750% | 250% | 750% | 300% | 700% | 300% |700% | so0% | 7o0,0%
ENTR 179% | 821% [ 179% | 821% [179% | 821% | 205% |795% | 231% | 7689 %
ENY 125% | 675% | 167% | 833% |167% | 833% | 167% |&33% | 250% [ 75.0%
EPSO 2000% | 800% | 200% | 800% |200% | 800% | 200% |@0o9 | 2009 | @00
ESTAT I | TITE | 289% | TI1% | 3E6% | BE4% | 342% |B55% | 365% | 632w
HOME MA% | TEEW | M A% | 7E6% | M4% | 7EE% | 286% |T14% | 2|E% | 14w
HR TEYW | T24% | 2TE% | 724% | 0% | B90% | 30% |690% | ;0% | 90
145 AT E% |B25% | 37T5% |625% | 375% | B25% | 375% |625% | 375% | 625 %
INFSO0 16,7% | 833% | 1685% | 81,3% |229% | 771% | 2299% |[771% | 250% | 75.0%
JRC 145% | 852% | 164% | 836% [197% | 803% | 197% |803% | 213% | 787 %
JUST 535% | 462% | 535% | 462% | 535% | 462% | 533% | 462% | 533% | 482 %
MARE 227% | TT3% | 227% | 773% | 273% | 727% | 273% |727% | ;8% | 682w
MarkT | 226% | 774 | 226% | 774 [ 2269 | 7raw | 2B |vraw | 258 | 7z
MOWE 22T | TTIW% | 227% | 773 | 273% | 72T | 273w | Tare | 27w | T
oIB 100% | 900% | 200% | 800% | 200% | 800% | 300% |700% | so0% | 7o00%
oIL 16,7% | 833% | 167% | 833% | 333% | B679% | 333% |667% | 333% | 66.7%
OLAF 156% | 642% | 211% | 789% | 211% | 789% | 211% |789% | 263% [ 737%
OP 17 6% |824% |176% | 824% [176% | 824% | 235% |765% | 294% | 706 %
PG 143% | 857% |143% | 857% |[143% | 857% | 143% |&57% | 143% | 857 %
REGIO 306% | 6I4% | 333% | 66,7% | 333% | B6,79% | 333% |6657% | 360% | 639w
RELEX 250% | 750% | 250% | 75.0% | 250% | 75.0% | 250% |7s0% | 250% | 73.0%
RTD 194% | B0G% | 209% | 791% [239% | 76,1% | 254% |746% | 284% | 716%
SANCO | 243% | 757 | 270% | 730% |297% | 703% | 297% (703w | 97w | togw
SCIC 419% [ 581% | 41,9% [ 561% |[419% | 561% | 419% [=80% [ ¢19% [ 580 %
5G 269% | 731% | 269% | 731% | 269% | 731% | 308% |692% | s0sw | B9z
=) 00% [1000%| 00% [1000% | 00% [1000% | 00% [1000%| oo |[1000%
TAXUD 235% | TE2Y% | 235% | 7E2% | 235% | 762 | 286% |T14% | 2|Ew | 14w
TRADE 222% | TTE% | 222% | 776% |259% | 7419% | 296% |To4w | 296w | 7o4

3. TRENDS IN REPRESENTATION OF MEN AND WOMEN IN SENIOR MANAGEMENT IN THE
EUROPEAN COMMISSION BASED ON PLANNED REPLACEMENT OF PEOPLE RETIRING

® These figures exclude staff who will be transferred to the European External Action

Service.
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(_:urn?n‘t Current (?urn?nt Retirements | Retirements Adjusted Adjusted _Fimfl Final _Fimfl
DG mall_'::::rzz t ::‘:'::T':: =ituation ;:‘:'::E ':: expected expected replacement | replacement 25:‘:":3':: situation ::‘:":f'::
of F 2010 -% F of M 2011-2014 F | 2011-2014 M |for 2011-2014 F [for 2011-2014 M of F 2014 -%F of M
ALLCOM Sen Mat 78 23.0% 291 14 71 26 59 ar 267 % 239
4. TRENDS IN REPRESENTATION OF MEN AND WOMEN IN MIDDLE MANAGEMENT BASED
ON PLANNED REPLACEMENT OF PEOPLE RETIRING BY DIRECTORATE-GENERAL
Current Current Current Retirements |Retirements | Replacement Replacement Final situation Final Final situation
DG situation situation |=ituation 2010 expected F | expected M | adjusted 50/50 | adjusted 50/50 2014 - Ho of F situation 3014 - Ho of M
12010 - Ho of F| 2010 - % F - Ho of M 2011-2014 2011-2014 | for 2011-2014 F | for 2011-2014 M 2014-%F
2O 283 230% S48 il 160 93 95 347 30,7 % Ta4
AR 14 259% 40 2 5] 4 4 16 296 % 35
AT 11 265 % 30 2 7 4 3 13 HNT% 28
BEP& 1 1000 % ul o u] u] 1] 1 1000 % 1]
BUCG 5 24.0% 18 i 1 1 0 7 250% 15
CdP-OsP u] 0,0 % ul o u] u] 1] u] 0,0 % 1]
CLIMA 3 429 % 4 o 2 u] 2 3 429 % 4
COMB E 250% 18 o 4 2 2 g 333% 16
COMP 12 256 % 30 o 3 1 2 13 31,0% 29
DEY 3 231 % 10 1 2 1 2 3 231 % 10
DT 39 40,2 % a5 3 14 g 9 44 454 % 23
DIGIT 2 133% 13 1] 1 1 0 3 20,0% 12
EAC 9 30% 20 1 1 1 1 9 30% 20
ECFIM g 211 % 30 1 5 3 3 10 263% 25
ECHO 3 231 % 10 o 1 1 1] 4 30,8 % 9
ELARG E 2TER 13 2 1 2 1 E 2TER 13
EMPL E 194 % 25 1 4 3 2 g 258 % 23
EMER 3 250 % 15 2 4 3 3 5] 30,0 % 14
EMTR: 7 179% 32 1] 4 2 2 g 231 % 30
ENY 3 125 % 21 o 5] 3 3 5] 250% 15
EPSC 1 20,0% 4 1] 1] 1] 0 1 20,0% 4
ESTAT 10 26,3 % 25 o 9 4 -] 14 36,5 % 24
HCME 3 214% 11 i 1 1 0 4 256% 10
HR: g FE% 21 o 3 1 2 9 30% 20
145 3 A% 5 i i i 0 3 A% B
INFSCr g 16,7 % 40 2 12 E g 12 250% 36
JRC g 14,5 % 92 1 g 3 a3 13 213% 45
JUST 7 238 % -1 1] 1] 1] 0 7 238 % B
WARE 3 227 % 17 o 3 2 3 7 3G % 15
MARKT 7 226% 24 1] 2 1 1 g 258% 23
MOWE 5 227 % 17 1 2 2 1 B FI% 16
ollz] 1 10,0% k] i 4 2 2 3 30,0% T
QL 1 16,7 % 5 o 1 1 1] 2 3533 % 4
CLAF 3 155% 16 1 4 3 2 E 263% 14
Op 3 176 % 14 1 5 3 3 5 294 % 12
PrC 1 143 % ] o u] u] 1] 1 143 % G
REGID 11 30.6% 23 1] B 2 4 13 3/ % 23
RELEX 1 250% 3 o u] u] 1] 1 250% 3
RTD 13 194 % 24 1] 14 B g 149 284 % 45
SAMCO 9 2435% 25 o 4 2 2 11 297 % 26
SCIC 13 H A% 18 T 4 7 4 13 H A% 15
j2te] 7 269 % 19 2 3 3 2 g 30,8 % 15
S i 00% 1 i 1 i 1 i 00% 1
TaRUD 5 238 % 16 1 2 2 1 E 286 % 15
TRADE 5] 222 % 21 o 3 2 1 g 296 % 19
5. TRENDS IN REPRESENTATION OF MEN AND WOMEN IN NON-MANAGEMENT AD POSTS
BASED ON PLANNED INITIAL RECRUITMENT IN THE EUROPEAN COMMISSION
Current | - rrent | SUrrent Initial Initial Final Final Final
=ituation - _ situation _ _ =ituation - _ situation
DG situation recruitment | recruitment situation
2010 -Ho | 599 p | 2010-H0 | 50090014 F | 2011-201am | 2013-HO | 5544 oy | 2013-Ho
of F of M of F of M
ALLCOM 4226 40,9 % 6.104 A63 558 4.5 436 % 5033
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