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Introduction
In the framework of the European social dialogue project “Follow-up of the CER / ETF
Joint Recommendations ‘Better Representation and Integration of Women in the
Railway Sector’: Implementation – Evaluation – Review” three thematic seminars have
been organised during the year 2011. The seminars addressed topics, which have
been identified as crucial issues for women in the railway sector. The following table
gives an overview of the seminars:
Topic

Date

Location

How to attract and retain women in the rail sector,
especially in technical professions

13.-14. April

Berlin

15.-16. June

Brussels

Work organisation and work life balance
19.-20. September Rome

Gender pay gap and career opportunities for women

The seminars had the primary function of deepening and widening the knowledge of
the participants with view to the addressed topics. Representatives of railway companies and trade unions active in the railway sector1of ten different European countries
came together to share knowledge and experiences. A key element of the seminars
was the mutual learning of the participant as their work and national context broadly
differs. The seminars objectives were as follows:
•

The identification of problems and barriers within the sector and the organisations (companies and trade unions) with view to women in general and to
the topics of the seminar in particular

•

The discussion of the progress made and backlashes related particularly to the
representation of women in the railway sector and generally to the situation of
women in society

•

The building of a network of people supporting gender equality issues in the
sector

•

The presentation and discussion of good practices

•

The development of innovative solutions

•

The discussion of adaptations of the Joint Recommendations

The three seminars were similarly structured. The research team of the Austrian
Institute of SME Research supported the Steering Committee in designing the
seminars and moderated them. The seminars included presentations, plenum
discussions as well as group work exercises, using creativity techniques. The seminars
dealt with the different topics through a theoretical, practical and experience-based
approach.

1

Some of them already participated in the former ETF-CER project.

This report presents the outcomes of the seminars by means of photo-minutes together
with handouts of all presentations (original versions of the handouts in French and
German can be found in the annex). The compilation of the minutes follows the
chronology in which the seminars took place. Next to this report, a summary report
summarising briefly the seminars by means of short descriptions of the content of the
presentations and the outcomes of the group discussions is available.
The feedback of the participant concerning the seminars was (very) positive. They
assessed the presentations as very interesting and were very satisfied with the design
of the workshops. On a scale ranging from one (“excellent”) to five (“unsatisfactory”),
they scored the added value from the seminars by 1.8 and the global satisfaction by 2.
The seminars met the expectations of the participants, gave them opportunity to
network with colleagues from other countries, and offered them new insights relevant to
their work. The seminar in Rome (1.7) and Berlin (1.8) got a better score in average
than the one in Brussels (2.0).
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WIR – Women In Rail

1st Thematic Seminar
HOW TO ATTRACT AND RETAIN WOMEN IN THE
RAILWAY SECTOR ‐ ESPECIALLY IN TECHNICAL
PROFESSIONS?
HOW TO ENSURE ACCESS FOR WOMEN?

PROGRAMME

Date: April 13/14,2011
Location: Berlin, Hotel Alexander Plaza

[AGENDA]
Wednesday, April 13, 2011
Attracting women in the railway sector
Morning session (Moderation: Sabine Trier)
9:00
9:30
10:15
10:45
11:15
11:30

12:00

Welcome, presentation of the WIR-project, aims and agenda of seminar
Sabine Trier, ETF
Tour de table
Women in the railway sector in Germany: a historical review
Birgit Reinhardt, Deutsche Bahn AG
Working as a woman in the railway sector: personnel experiences
NN, Interview: Eva Heckl
Coffee break
Women in technical positions (facts & figures)
Eva Heckl, SME Research Institute Austria (external expert)
Good practices of enterprises active in training and educating girls in
male-dominated professions
Jutta Saf, Sprungbrett

12:45

Lunch

Afternoon session (Moderation: Eva Heckl / Aliette Dörflinger)
Technical studies for women
14:15

Prof. Dr. Juliane Siegeris, Hochschule für Technik und Wirtschaft (HTW)
Berlin

15:00

Opening workshop (short introduction, methods, aims)

15:15

Attracting women in technical positions / in the railway sector: barriers
and potentials
Working groups and plenum discussion

16:15

Coffee break

16:30

How to attract women in the railway sector (especially in technical
professions)?
Plenum discussion

17:30

Reflection and closing

18:00

End of day 1

DAY 1
[TOPIC] HOW TO ATTRACT WOMEN IN THE RAILWAY SECTOR

[PRESENTATIONS]

1. Women in the railway sector in Germany: a historical review1
Birgit Reinhardt, Deutsche Bahn AG
2. Working as a woman in the railway sector: personal experiences
Interview: Eva Heckl
3. Women in technical positions (facts & figures)
Eva Heckl, SME Research Institute Austria
4. Good practices of enterprises active in training and educating girls in
male-dominated professions
Jutta Saf, Sprungbrett
5. Technical studies for women
Prof. Dr. Juliane Siegeris, Hochschule für Technik und Wirtschaft (HTW)
Berlin

1

Original German version can be found in the annex

Women in the German Railway Services

Deutsche Bahn AG
Birgit Reinhardt
HZ
Deutsche Bahn – HZ – Birgit Reinhardt
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Women in the German Railway Services before the First World War

 Since the early 1870s, an increasing number of women were
employed by railway companies. They were either unmarried or
widows and had no children under age.

 9 January 1902: The first

 1873: Some women worked at ticket offices, in telegraphy and in
luggage handling; daily wages were paid for the first time.

 7 February 1882: Berlin's local railway services opened their first



ticket offices and employed 27 female staff at its stations.

 The first women who worked for the railway companies were
daughters of railway workers. Later the companies also employed
railway workers' wives.

 From 1898 women were allowed to obtain civil servant (officer)
status under certain conditions:

-

Qualification from a girls' grammar school or equivalent

-

42 to 60 working hours per week, including nights and weekends

Life-long marriage ban (celibacy): marriage led to a woman's dismissal
and forfeiture of her pension entitlement

 Women's wages were far below men's wages

Deutsche Bahn – HZ – Birgit Reinhardt





"infant care institution" was
opened for pre-school
children of railway officers
and workers.
A foundation for unmarried
daughters of deceased
workers and officers provided
funding for their education.
Courses of spa therapy
treatment for sick children
Orphanages for children of
deceased railway officers
The railway services gained
an increasingly good
reputation as employers due
to their policy of functioning
as family employers

Women in German Railway Unions before World War I

 1905: Union of Female Railway Officers of the
Prussian-Hessian State Railway Services was
founded.

 The first chairwoman was Minna Neumann.
 1909: 238 out of 400 female railway officers
were members of the local organisation.

 1912: 15 district unions, with a membership of
778 women, i.e. 71%
The aims:

- To prevent men from overruling women
- To abolish the marriage ban for female
railway officers

- To create public awareness about
women's employment in the railway
services

- To ensure the recognition of women's
work in society

Deutsche Bahn – HZ – Birgit Reinhardt

Women in the German Railway Services
between World War I and 1939


3 March 1917: Standardised regulations for "female war
assistants" on the wearing of uniforms
15% of employees in Prussian-Hessian railway administration
were female.



Wages for "female war assistants" were below those of railway
officers, i.e. 1,200 marks compared with 1,836 marks p.a.





End of war: most "female war assistants" were made redundant.
1922: Female railway officers were given permanent tenures.
1923/24: Staff cuts: female railway officers were forcibly made
redundant.




1932: "Law on the Legal Position of Female Civil Servants".



Until autumn 1939 women could only be employed in positions
which "by their nature required female staff", i.e. telegraphy, social
services, laboratories and hospitals.

1933: The Nazi minister of propaganda Goebbels outlined a new
direction in a speech:
A woman's place is to be a mother and to bring up sons.

Deutsche Bahn – HZ – Birgit Reinhardt

Women in the German Railway Unions
between World War I and 1939

 There was virtually no organisational representation
for women, and women were banned from union
membership

 "Female war assistants", however, did succeed in
gaining membership and started to assert their rights.

 Unions started to recruit female members among
workers.

 After the war interest in union membership declined.
 1919: The German Railway Workers' Trade Union
was founded; female railway officers entered Trade
Union IV (Non-Technical Railway Officers); this was
accompanied by the dissolution of independent
unions for female railway officers.

 1933: Female railway officers were forced to dissolve
Trade Union IVa and to join the Association of
German Railway Officers.

 From 1933 female railway officers no longer featured
on the job scene.
Deutsche Bahn – HZ – Birgit Reinhardt

Women in the German Railway Services
during World War II

 During the first year of World War II women were recruited for the German railway services,
Reichsbahn.

 1941: Women were permitted to start careers as technical assistants, as it was anticipated
that more staff would be needed over the next few years.

 As the railway services were competing on the labour market with the arms industry, a policy
of "equal pay for equal work" was introduced.

 1943/44: Staff shortages, so that more and more women were employed in all walks of life,
which led to continuous adjustments of "decrees and regulations".

 End of 1943: 190,000 women were working in nearly all areas of the railway services.
Working hours: 54 to 56 per week
Women were permitted to work night shifts.

 1944: "Regulation on the Deployment of Female Staff in the Total War Effort”: 30% of all
female railway staff had to be seconded to the war effort.
Exceptions: Dispatchers, telecommunications workers, switch operators, train conductors,
ticket office staff where a certain amount of training was required, so that it was impossible
to use prisoners.

 From 1945: Men returned from the war, so that women were considered supernumerary.
Deutsche Bahn – HZ – Birgit Reinhardt

From 1945: Women in the East and West German Railway Services

Deutsche Reichsbahn (East Germany)

Deutsche Bundesbahn (West Germany)

 Equal pay for equal work
 Women received training by the East German railway

 The US Zone of Occupation wanted to dismiss all








services (Reichsbahn) during the first years after the
war.
1949: The German Demographic Women's
Association reported on the "Pankow-Heinersdorf
Women's Railway Station": all its female employees
had apparently undergone or were still taking further
vocational training.
Development of a dense network of child care centres
Women admitted to executive functions: women in
technical railway colleges and academies (1960: 20%,
1963: 21.8%); steady increase in the female
proportion of students at railway engineering colleges
(1960: 5.2%, 1963: 8.9%)
1965: a quarter of all railway employees were women
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female railway officers who were married and therefore
provided for.
No equal pay; it was planned that labour should be
divided in the same way as under the Weimar
Republic.
Under Control Act No. 32 women could be used for the
reconstruction effort, but were not given opportunities
to obtain qualifications.
August 1948: Record level of employment: 602,000;
but 45,000 railway workers were made redundant by
March 1949 (mainly women).
Mid-1950s: "Charming stewardesses" (train
secretaries) were employed.
1966: Women were permitted to become train
conductors and operational service inspectors.
1970: Operational, transport and administrative
services became accessible to men and women alike.
1972: First female doctor employed by railway services
1980: No mention of women in annual report

Deutsche Bahn – HZ – Birgit Reinhardt

Sources (text and images):
¾ Die Eisenbahn in Deutschland – Von den Anfängen bis zur Gegenwart
by Lothar Gall and Manfred Pohl
C.H.Beck‘sche Verlagsbuchhandlung, Munich 1999

¾ Unterm Flügelrad – Frauen bei der Eisenbahn
Regine Zennss-Reimann,
Series: Bausteine für das MVT, Museumspädagogischer Dienst Berlin and
Museum for Transport and Technology 1993
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Women in technical professions –
facts and figures on gender segregation

WIR Seminar, Berlin, 13th of April 2011
Eva Heckl

www.kmuforschung.ac.at

Labour market segregation
Horizontal segregation
¾ Women tend to be found in similar occupation
groups and economic sectors
¾ Concentration for women even higher

Vertical segregation
¾ Women more concentrated at the lower or
intermediate levels of hierarchies and professions
¾ Men over-represented in senior level positions

www.kmuforschung.ac.at
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Top ten sectors for women and men
in % of
all
women

Rank Women

in % of
all men

Men

1 Retail trade

12,2 Specialised construction activities

7,2

2 Education

Public administration and defence;
11,4 compulsory social security

7,1

3 Human health activities

10,0 Retail trade

6,0

Public administration and defence;
4 compulsory social security

Crop and animal production,
hunting and related service
7,4 activities

4,8

Social work activities without
5 accommodation

3,9 Construction of buildings

4,7

Food and beverage service
6 activities

Land transport and transport via
3,9 pipelines

4,4

Crop and animal production,
hunting and related service
7 activities

3,8 Wholesale trade

4,2

8 Residential care activities

3,5 Education

3,8

9 Wholesale trade

Wholesale and retail trade and
repair of motor vehicles and
2,6 motorcycles

2,9

10 Other personal service activities
TOP 10

3/11

Food and beverage service
2,3 activities
61,1 TOP 10

2,8
47,9

Source: Eurostat, LFS 2009, EU 27

www.kmuforschung.ac.at

Male dominated sectors
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Specialised construction
activities
Construction of buildings
Mining of coal and lignite
Civil engineering
Other mining and quarrying
Repair and installation of
machinery and equipment
Fishing and aquaculture
Manufacture of basic metals
Forestry and logging
Land transport and
transport via pipelines
0%

20%

40%
male employees

www.kmuforschung.ac.at

60%
female employees

80%

100%

Women dominated sectors
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Activities of households as employers of domestic
personnel
Manufacture of wearing apparel
Social work activities without accommodation
Residential care activities
Other personal service activities
Human health activities
Education
Undifferentiated goods- and services-producing activities
of private households for own use
Travel agency, tour operator reservation service and
related activities
Libraries, archives, museums and other cultural activities
0%

20%

40%

60%

female employees

80%

100%

male employees

www.kmuforschung.ac.at

Technical sectors
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Scientific research and development
Information service activities
Manufacture of electrical equipment

Manufacture of computer, electronic and optical products
Architectural and engineering activities; technical testing and
analysis
Warehousing and support activities for transportation
Manufacture of motor vehicles, trailers and semi-trailers
Computer programming, consultancy and related activities

Manufacture of machinery and equipment n.e.c.
Manufacture of other transport equipment

Land transport and transport via pipelines
Repair and installation of machinery and equipment
Civil engineering
0%

20%

40%

female employees

www.kmuforschung.ac.at

60%

80%

male employees

100%

Share of female employees in principal railway
enterprises, 2008
Number of
principal
railway
enterprises
Belgium
Czech Republic

Number of
employees in
principal
railway
enterprises

Number of
female
employees

Share of
female
employees in
%

1

38,587

3,542

9.2

23

56,054

25,556

45.6
10.6

Greece

3

6,801

719

Spain

8*

28,159

2,495

8.9

Italy**

-

91,500

10,295

11.3

Latvia

14

5,112

2,679

52.4

1

10,717

3,978

37.1

Lithuania
Austria*

27

14,167

1,054

7.4

Poland

43

117,077

32,546

27.8

Slovenia

1

7,984

1,122

14.1

Slovakia

12

33,468

8,566

25.6

Finland

1

9,922

1,290

13.0

Sweden

31

16,604

4,374

26.3

-

52,000

9,000

17.3

United Kingdom*

7/11

Source: Eurostat, Railway transport - enterprises, economic performances and employment, 2010
*

data from 2007

** data from 2005

www.kmuforschung.ac.at

Explanations for gender segregation (I)
• Comparative advantages: the biological argument
– Physical differences
– Differences in how the brain works
¾ correlation with gender inequality
¾ technological progress evens the role of physical
characteristics

• Under-investment
– Under-investment in education because of domestic
production (anticipation of work discontinuity)
¾ young women tend to be better educated than men

www.kmuforschung.ac.at
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Explanations for gender segregation (II)

9/11

• Socialisation and stereotypes
– Preferences are socially constructed – gender
stereotypes
– Give orientation – statistical discrimination
¾ explanations very general or detailed ex post
¾ education and the media can remove association
between occupations and gender

• Entry barriers and organisational practices
– Legal barriers
– Practices of recruitment
– Practices of promotion (old-boys-network)
¾ The more formal / transparent personnel practices, the
weaker the association between job and workers’ sex
www.kmuforschung.ac.at

Explanations for gender segregation (III)
• Differential income roles
– Unequal commitment to securing monetary income
– Pin money stereotype
– accept lower wage to combine role of mother and
wage earner
¾ Equal share of household burden
¾ Childcare facilities

www.kmuforschung.ac.at
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Reasons to tackle gender segregation

•
•
•
•
•

Accessing the full talent pool
Customer‘s perspective
Minimising risks and costs
Being „the employer of choice“
Gender equality correlates with profitability

www.kmuforschung.ac.at

Thanks for your attention!
Website:

www.kmuforschung.ac.at
E-Mail:

e.heckl@kmuforschung.ac.at
Mitglied bei / Member of
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Women in technical positions
girls/women in technical vocational apprenticeships
Dipl.Sp.in Jutta SAF | Verein sprungbrett | Vienna

Berlin, 13. April 2011

1

about sprungbrett
Ä sprungbrett-employees: experts for
the enhancement of girls/young women
in the labour market
Ä emphasis on so called non-traditional
vocations
Ä counselling of girls/young women
between age 12 to 21.
Ä core issues in sprungbrett’s
counselling work are: occupational
choice, empowerment and lobby work
for girls/young women

2

sprungbrett business
consulting
Ä topics: vocational apprenticeship,
recruiting, coachings, monetary aids
Ä counselling enterprises in technical
vocational apprenticeship of girls and
young women
Ä about 1.000 companies in Vienna +
surrounding
Ä Recruiting applicants in name of comp.
Ä Lobbying

3

traditional vocational
choice: girls

13.04.2011

4

traditional vocational
choice: boys

13.04.2011

5

motivation of girls/young
women
Why girls/young women are interested in
technology?
Ä well considered decision
Ä capability and talent
Ä career and better chances in the labour-market
Ä non-traditional career
Ä positive role-models: (family of origin, social
surrounding, famous women in science and technology)
Ä being enhanced and counselled about different labour
opportunities
Ä experience in practical work (enterprises/schools)
Ä excursions in enterprises
6

motivation of enterprises
Why enterprises are interested in female workers?
Ä having a better choice when recruiting both sexes:
more applicants
Ä awareness of equal opportunity rights
Ä customer´s aspects
Ä requested quotas of females in governmental enterprises
Ä challenges that open up new perspectives
Ä to improve the social climat
Ä mixed teams are more profitable (diversity aspect)

7

examples of good practise
How enterprises promote girls/young women in technical
vocations

8

explicit management
targets
Oebb Shared Service Center Austria
Ä Gender Charta
Ä Advertisments with slogans of
explicit callings for female applications
Ä Cooperations with girl´s associations
Ä demand to present female applicants
in the final round of the application
procedure

explicit management
targets
chimney sweeper in Vienna
Ä Action plan for women and work
electrical installations engineering, Fa. Hawlan Wien
Ä „Electrical installations engineering from women to women“
Governmental enterprise technology sector
Ä Till 2015 the enterprise will have a quota of 20 % of women
in technical positions

positive role models
Wiener Linien GmbH & Co KG
Ä apprentice girls are promoted on posters, www, …
Ä presentations of apprentice girls at vocational fairs
Ä first female instructor of mechatronics

positive role models
Firma Vermessung Angst
(surveying technician office)
Ä One of 2 chief clerks is
female and responsible for
the apprentice girl
Installations and building
technology Company
Ä Compability of motherhood
and career (vocation:
installations and building
technology specialising in
gas and sanitary
technology)

awareness of gender
roles
Peugeot Wien
Ä Mr. Haberler: „The argument of physical strength for the
job in car repair shops is antiquated: Hard work is replaced
by technology.“
Mazda Rainer
Ä apprentice girls are not expected to fullfill handlings known
as typically female
Ä not to brew coffee
Ä cleaning is NOT a woman´s job

accompanied externe
coaching
During vocational apprenticeship trainers and vocational
girls can be coached. Aims of these coachings are to avoid
dropouts and to provide good conditions for both sides.
„Fonds Soziales Wien“
Ä Initial vocational apprenticeship of a girl (ITTechnikerIn) is accompanied by sprungbrett
continuously
Malermeister (painter)
Ä enhance the two vocational girls
Ä counselling the chief

Girls/young women
need…
Ä equal treatment and equal
rights
Ä being respected and accepted
Ä instructors who speak up for
them and who consequently
take actions
Ä female collegues/females to
speak to (female mentors)
Ä fair and correct division of
work
Ä future perspectives
Ä clean toilets and easy to reach
15

Girls/young women
don´t like…

Ä rough tone
Ä special treatment
Ä to have to be better than males (120% einsatz..)
Ä pin up posters
Ä sexualised wordings/ jokes, unappropriate, tasteless jokes
(this is also part of sexual discrimination and punished by
the Austrian Equal Treatment Comission)
Ä sexual harrasment (i.e. starred at, to be touched,and
stories about penis´length )

16

Girls/young women
don´t like…

Ä to have to be better than males
Ä rough tone
Ä special treatment
Ä pin up posters
Ä sexualised wordings/jokes, unappropriate, tasteless jokes
(sexual discrimination and punished by the Austrian Equal
Treatment Comission)
Ä sexual harrasment (i.e. starred at, to be touched,and
stories about penis´length )

17

factors of success
RECRUITMENT

Ä In the advertisment of vacancy:
„Girls/young women are especially welcome!!!“
„Applications of females are preferred.“
Ä Try to admit at least 2 girls/women in the beginning of
apprentising girls
Ä Before you recruit girls/women, discuss the admission of
females in all firm levels

factors of success
INTEGRATION OF NEW EMPLOYEES
Ä take prejudices seriously
Ä Prepare and discuss the employment/admission of the first
girl/woman with your crew/employees
Ä Don´t believe that the premier employment of a girl/young
women is NOT a topic in your team
Ä Sanitary facilities: check up conditions of shower and
changing rooms (law in Austria: more than 5 men & women
Æ often an excuse)
Ä Discuss the topic sexual harassment on both sides:
females and all employees

factors of success
REDUCE PREJUDICES
Reducing stereotypes
Ä professional training on gender-topics
Ä positive role models
Ä best-practise examples

CORRECT WORDING
Ä gender-neutral definitions
Ä avoid masculinized words

bad practises

Ä Pin up posters (2 photos:
gollner/lindner geritzer)
Ä „No change“ (dirty toilets..)
Ä One female in between of 40
male workers
Ä Disappointment in apprenticing a
woman: stopping to employ
further females
Ä pregnancy as argument against
an employment of women:
Vereinbarkeit von Mutterschaft
und Beruf

award
Ä amaZone is an annual prize for enterprises which
are committed to the vocational training of girls and
women in technical professions
Ä Initiative for the visibility of businesses
Ä Aims: convince and sensibilize industrial und technical
enterprises that it is a profitable step to train women

18.10.2011

22

sponsors

In laufenden Kooperationen mit:

18.10.2011

23

Thank you for your
attention!

Association sprungbrett (=springboard)
1150 Vienna, Pilgerimgasse 22-24
www.sprungbrett.or.at
sprungbrett@sprungbrett.or.at
Phone: 0043(0)1/789 45 45
Counseling Hours : Mo thru We 13pm-17pm, Thr 9am-19pm
18.10.2011
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Frauenstudiengang Informatik und Wirtschaft
1.

Frauenstudiengang in Berlin

Gegründet auf Initiative der
Hochschule
40 Plätze zu jedem
Wintersemester
Aufnahme nach NC und Wartezeit
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../14#CGPAHGD
130 Bewerbungen
40 Studienanfängerinnen
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Studienanfängerinnen
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2009
8 Mütter – 20 %
6 Migrantinnen – ca. 16 %
9 abgeschlossene Berufsausbildung
5 Studium (mit und ohne Abschluss)
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Frauenstudiengang Informatik und Wirtschaft
Warum haben Sie den Studiengang gewählt
(Mehrfachnennungen möglich)?
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Frauenstudiengang Informatik und Wirtschaft
Wie ist die Resonanz
in der Presse ?
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Frauenstudiengang Informatik und Wirtschaft
Wie ist die Resonanz bei den Unternehmen ?

• Studentenprojekt mit SAP
• Studienreise zu HP im April (nächste Woche)
• Exkursionen zu Daimler, T-Systems, KPMG, INIT,
Vattenfall, gematik, Flammsyscomp und Charité
• Praktika u.a. bei KPMG, SAP, INIT, ...
• Kooperation mit Microsoft (im Aufbau)
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Frauenstudiengang Informatik und Wirtschaft

WERBUNG ÜBER:
•
•
•
•
•
•
•

Webportale
Presse
Radio
Schulen
BIZ
Verbände
und und und
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Frauenstudiengang Informatik und Wirtschaft
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Frauengerechte
Lehre
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Frauenstudiengang Informatik und Wirtschaft
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Frauenstudiengang Informatik und Wirtschaft
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Frauenstudiengang Informatik und Wirtschaft

Vielen Dank !
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[GROUP WORK] Attracting women in technical positions / in the railway sector:
barriers and potential

[GROUP WORK] Method

[GROUP WORK] Results: „why are women underrepresented in technical professions?“

[GROUP WORK] Results: „why are women underrepresented in the railway sector“

[GROUP WORK] Results: „why should more women enter the sector? What’s the
potential behind?“

[PLENUM DISCUSSION] How to attract more women in the railway sector
(especially in technical professions)?

Thursday, April 14, 2011
Work culture and gender equality: How to retain Women in (technical
professions) the rail sector?
Morning session (Moderation: Eva Heckl)
9:00
9:10

10:00
10:45
11:00
12:00

Welcome and agenda
Opening, reflection of day before
Aliette Dörflinger, SME Research Institute Austria (external expert)
Work culture, corporate culture and gender stereotypes: theoretical input
Birgit Reinhardt, Deutsche Bahn AG
Coffee break
Company good practice example in the automotive industry
Ute Hasler, Works Council Daimler AG
Lunch

Afternoon session (Moderation: Aliette Dörflinger)
13:30

Opening workshop (short introduction, methods, aims)

13:45

Identification of main hampering factors to arrive at a corporate culture
which supports gender equality
Plenum discussion

14:30
14:45

Coffee break
How to create a corporate culture which supports gender equality?
Plenum discussion
Reflection of the results and their implications (for the social dialogue)

15:30

Reflection of the seminar
Plenum

15:50
16:00

Closing remarks
ETF/CER
End of seminar

DAY 2

[PRESENTATIONS]

Input
1. Work culture, corporate culture and gender stereotypes: theoretical input2
Céline Freund, Deutsche Bahn AG
2. Company good practice example in the automotive industry3
Ute Hasler, Work council Daimler AG

2
3

Original German version can be found in the annex
Original German version can be found in the annex
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Rank
Women
2
9
27
168
474

2

1

4

5

6

225

8

345

Women

1
17
87
70
22
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879

10

978

Rank
12

Men

116
413

691

12

759

AW
23

454
953

1897

14

499
692

1166
1188

16

573
886

643
3852

18

213
240
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981

19

205
90
872
13
34
88

2659

Rank
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1321

20
346

22

546

24

741
5265

570
526

54

1096

108
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26

1451
209

3
1

1

5
13
2
15
20
68
37
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288
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169
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66
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32
17
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14
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10
28
9
3
3
1
1
1
2
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Men

1
9
7
1
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57
28
186
116
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555
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5651
8296
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9252
5884
4026
4159
2550
2067
2571
1157
1435
1529
2237
1843

AW
38

3371
2337
1989
929
569
940
306
693
159
120
24
11
2
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[PLENUM DISCUSSION] Identification of main hampering factors to arrive at a
corporate culture which supports gender equality

[PLENUM DISCUSSION] Method

[PLENUM DISCUSSION] „Reversed“ question

[PLENUM DISCUSSION] Results of the „reversed“ question

[PLENUM DISCUSSION] Results of the „reversed“ question

[PLENUM DISCUSSION] Results of the „reversed“ question

[PLENUM DISCUSSION] Results: How to create a corporate culture which supports gender
equality? – topics to be addressed

[PLENUM DISCUSSION] Results: How to create a corporate culture which supports gender
equality? – examples of already implemented measures

[PLENUM DISCUSSION] Results: How to create a corporate culture which supports gender
equality?

[REFLECTION] Feedback to the seminar - Method

[REFLECTION] Feedback to the seminar – Overview results

[REFLECTION] Feedback to the seminar – overview results

