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INTRODUCTION

The European Commission (EC) has been shaped by successive enlargements; as new countries have joined the European Union (EU), the EC has followed a systematic policy of hiring from new member states in order to ensure that the staff of the Commission remain representative of the citizens of Europe.  In the largest enlargement in its history, in 2004 and 2007, the European Union admitted 12 countries, of which 10 were former Communist countries from Central and Eastern Europe (CEE).  At the same time, the Commission has made a concerted effort to redress its gender balance, and has used the rapid hiring of new staff from CEE to do so.  This study, part of an on-going research project on the impact of this enlargement on the Commission, examines the interaction between these two efforts.  It details the nature of the changes and the management challenges they have presented and speculates on the long-term effect of these changes on the Commission.

DIVERSITY: WHAT IS IT AND HOW IS IT DEFINED WITHIN THE EC?


Demographic change has been both an opportunity and a challenge for employers in all developed countries.  Government policies have enforced standards of nondiscrimination and equal pay, and scholars and managers have conceptualized the broader goal as one of fostering diversity.  According to one expert in the field, the diversity model “seeks to change organizational culture to accommodate diverse groups.  [It] assumes people will develop new ways of working together in a pluralistic environment” (Riccucci, 2002: 2).  Diversity is often advocated for instrumental reasons: it is seen as improving organizational performance by bringing people with diverse perspectives and experiences into the decision-making process (Cox and Blake, 1991).  When looking specifically at gender diversity, however, some feminist critics see this logic as based on essentialist assumptions of gender differences and argue that gender equality policies should instead be based on a broad commitment to social justice (Gatrell and Swan, 2008).  And indeed, some have questioned this “business case” for diversity.  One recent summary of the literature concludes that “knowledge is limited on diversity effects in for-profit firms…and we know even less about the relationship between diversity and results in public agencies” (Pitts and Wise, 2010: 47).

Diversity takes on a different focus in different organizational and political environments.  In the United States, both race and gender are key issues; in India, questions of caste are central; in Malaysia, it is ethnic origin.  Diversity policy is sometimes linked to formal equal employment opportunity or affirmative action policies, often with quotas or goals for hiring underrepresented groups, leading to highly charged political debates about reverse discrimination.  Diversity programs focus not just on hiring but on making the workplace welcoming to people with different backgrounds, whether through cultural awareness education or through formal programs to support parents in the workplace (Riccucci, 2002).  

Within the European Commission, diversity can be seen in a number of ways.  On the one hand, the central management challenge of the EC is managing a diverse, multicultural, and multilingual workforce.  In that respect, it is similar both to other international organizations and to multinational corporations.  Thus each enlargement brings into the organization people from additional countries, who speak additional languages and who may bring different approaches to work-life and to management.  The Commission has dealt with that challenge over many years both by using a selection method that identifies people with international backgrounds, who are not strongly nationalistic in their values, and who will adapt easily to life in a multicultural organization (Ban, forthcoming a).  Within this diverse environment, staff, especially most managers, have developed reasonably effective methods of communicating across both language and cultural divides (Ban, forthcoming b).   

What is interesting to an outside observer is how constrained the conversation about diversity is within the Commission.  The issue of national representation is complex, but the EC pays attention to the numbers of staff from each member state and does a reasonably effective job of ensuring an appropriate balance across all nationalities, not just for new member states, although some countries remain underrepresented (Vifell and Sundström, forthcoming).  But when the subject is demographic diversity, the focus is on gender.  Neither class, race, nor ethnic origin is part of the discussion.  While I cannot necessarily identify class from direct observation, it is obvious that the workforce of the Commission is virtually entirely white.  The only time I have seen a black face, it was in a photo on the cover of a brochure provided to new staff at DG Regional Policy.  When I said I had never seen someone who looked like that in the DG, the respondent admitted that the person in the photo was the only Black staff member, and he was an intern.  Similarly, although many European countries have diverse populations that include significant numbers both of recent immigrants and of children or grandchildren of immigrants (the current president of France among them), the representation of people from such backgrounds is miniscule, and certainly there is no formal outreach program to encourage such people to apply.  There is also no visible focus on employment of people with handicaps.  There is, apparently, no monitoring of EC employment either of minorities or of handicapped people.  And, as one of the people I interviewed reported “The buildings are not accessible, and people are not aware of this issue.”


Gender is, however, very much part of the current dialogue.  Both how the issue of gender is framed and how the Commission responds in terms of its own workforce reflect changing societal values and gender policies within EU member states, which poses the particular challenge that gender issues reflect different cultural assumptions about such issues as child care, which are managed very differently in different member states, in spite of the existence of EU directives on gender (Morgan, 2008).  Women’s workforce participation is also quite different, even among the “old” member states (Fagan and Burchill, 2002).


Within the European Commission, the arrival of the Scandinavians in the 1995 enlargement had a clear impact in the area of gender, as the hiring at the time of that enlargement brought in more women, and it is clear that one of the most significant impacts of that enlargement was to raise awareness of gender issues more broadly within the EU (Prügl, 2006).  The Amsterdam treaty, passed in 1997, built upon the guarantee of equal pay for equal work contained in the Treaty of Rome of 1957 (article 119).  The 1970s and 1980s were a period of increased activism by European women and increased pressure on the European institutions to take gender issues seriously, leading to passage of directives on equal pay
 and equal treatment at work
 and to efforts to encourage harmonization by member states of their policies (Caporaso and Jupille, 2001).  But the Commission was slow to focus on internal gender issues.  Only in the late 1980s were there formal programs focusing on equal opportunities, supported, since 1991, by a unit within DG Personnel and Administration (Now DG Human Resources) (Stevens and Stevens, 2001).  But actual progress was slow.  The effort to address gender imbalance was aided significantly by the “northern enlargement” of 1995.  Not only did more women enter as a result of this enlargement, but also the Scandinavian countries admitted, Sweden and Finland, both took strong positions in support of gender equality policies (Stevens and Levy, 2006; interview data).  And political support for strong gender policies was strengthened, since the 1995 enlargement also increased the number of women in the European Parliament (Roth, 2008).  

In part because of leadership from the Scandinavians, the reforms of the Staff Regulations of the European Commission, which were introduced in 2004 as part of the so-called “Kinnock reforms,” formally put in place for the first time a number of changes designed to make it more possible for staff at all levels to balance work and family life.  These included an extension of maternity leave and of paternal leave, as well as introduction of a special leave for caring for a seriously ill child, compassionate leave to care for a sick relative, and a new six months parental leave.  In addition, under new flexitime arrangements, staff members were given the right to adjust their work schedules, to work part time, or to participate in job sharing.  And the EC committed to providing more nursery and after-school care facilities (European Commission 2002).


At the same time, the Commission put forward the Fourth Action Programme for Equal Opportunities at the European Commission, for the period 2004-2008 (European Commission, 2004b), which reported on the very slow progress to date and called for speeding up the rate of change and for a wide range of activities to increase the numbers of women, encourage women to enter management positions, and address the barriers that women faced in the EC, both in the competitions for entry and in advancing their careers.  The programme called for DG Admin to “continue the practice of setting annual targets for the recruitment of female staff at the AD level and their appointment to middle and senior management” (European Commission, 2004b: 12).  It also called for regular monitoring and evaluation of the implementation of changes and of the results.  So the stage was set for careful attention to gender issues at precisely the time that the Commission was planning to hire over 3,000 new staff (over 10 percent of the EC workforce) from the new member states.
THE IMPACT OF THE 2004-2007 ENLARGEMENT

To understand the changes in gender as a result of the most recent enlargement, it is important to look first at the Communist era, since 10 of the 12 new member states had, little more than a decade previously, made the transition out of Communism.  While the Communist governments were repressive and, in many areas, ineffective, they were quite successful in providing high-quality free education,  and they espoused values of gender equality and, for the most part, lived up to those espoused values.  “Women were expected to work alongside men, do the same jobs, and get the same training, wages and leadership responsibilities” (Fodor, 2005:2).  This meant that large numbers of women received higher education in such fields as science and engineering; that female workforce participation was very high; that child care was widely available, often at the workplace; and that women were at least moderately well-represented in management positions (re labor market participation, see Pollert, 2003; Heyns, 2005).  As a result, some have argued that the CEE countries were in advance of Western democracy in instituting gender equality policies (von Wahl, 2008).  Of course, the reality was far from a Communist paradise.  Gender segregation of the workforce and the concentration of women in the lower status jobs persisted.  But still, women made significant “inroads into traditionally male dominated fields…and their employment rates reached levels unknown in the West” (LaFont, 2001:205).

The transition era was not kind to women in the ex-Communist countries.  They faced increased discrimination in the workforce (Fodor, 2005), especially linked to age (Roth, 2008).   In addition, as factories and other enterprises were closed or privatized, they were no longer able or willing to subsidize social services, so the availability of child care decreased in many countries.  As a result, women’s overall workforce participation declined, although not as drastically as some had predicted (Heyns, 2005).  It “remains more or less on the level of Scandinavian states” (van Wahl, 2008: 28-29).  There was also an immediate and dramatic decline in the numbers of women in national parliaments, in the absence of quotas for women and at a time when the status of members of parliament was enhanced (Bretherton, 2006).  Further, according to feminist scholars, the accession negotiations between the EU and the CEE countries were a lost opportunity.  In spite of the EU’s stated policy of gender mainstreaming, which called for gender impacts to be considered in all policy making, “gender issues came relatively late onto the agenda of negotiations for entry” (van Wahl, 2008), and received inadequate attention, with the focus almost entirely narrowly on employment issues (Locher and Prügl, 2009).

In spite of the challenges women faced during the transition period, the CEE countries as a whole continued to graduate large numbers of women from universities, and young women, as well as men, took advantage of Erasmus programs and other opportunities to gain international experience.  Many young people have mastered several foreign languages and developed the kind of international perspective that is desired for candidates in EU competitions (Ban, forthcoming a), so they did quite well in the competitions for entry-level positions.  Further, in many of the new member states, women were well-represented in middle and senior management positions in government.  My informants had several explanations for why this was the case.  Government jobs were seen as paying less than private sector positions but as providing more security, so, in some cases, couples made the conscious decision that the wife would stay in government while the husband took the gamble on the private sector.  This argument is supported by research showing women over-represented in the government and service sectors and less likely to move into the private sector or become entrepreneurs (Heyns, 2005).  Further, especially in the Baltic countries, which broke off from the USSR and had to create whole new government structures, there were opportunities for women, some of whom moved up to high-level positions when they were quite young.  So when the EU began recruiting at management levels, there were a significant number of women in the potential pool of candidates. 


What difference has the accession of the new member states made in the gender balance within the European Commission?  In some ways, a very dramatic difference, although a detailed analysis of the statistics shows that in some areas the Commission still faces challenges.  The overall trend has been a steady one of increased representation of women, at least since 1995, with the percentage of women increasing from 44 percent in that year up to 53 percent at the end of 2008 (European Commission, 2009).  The increase has been a rather steady increase, but the pace of change was greater after enlargement.  


As table I makes clear, the percentage of women in the professional staff hired from the new member states is, indeed, very high.

TABLE I

PERCENT OF WOMEN FROM EU-12 IN PROFESSIONAL POSITIONS

	
	Percent

female

	LATVIA
	78

	ROMANIA
	75

	ESTONIA
	72

	BULGARIA
	67

	SLOVENIA
	67

	LITHUANIA
	65

	SLOVAKIA
	58

	POLAND
	56

	CZECH REP
	54

	HUNGARY
	51

	MALTA
	49

	CYPRUS
	43

	 
	 

	AVE
	60



As the figures make clear, women made up a majority of those hired into professional positions from all of the former Communist countries of Central and Eastern Europe.  While Malta and Cyprus had numbers below 50 percent, they still had a higher percentage of women than did all but two of the ‘old’ member states in 2010.  The contrast between the ‘new’ and ‘old’ member states is very dramatic.  Table II shows the percentage of women in professional positions from EU-15 countries in 2010 compared to 2004, just prior to enlargement.  As it makes clear, even in 2010 only Finland had more than fifty percent of women among the professional staff, while the Netherlands had a startlingly low 21 percent.  What is particularly striking about these figures is the lack of much progress with only one country, Germany, showing a clear increase of nine percent.  In fact, overall, the percent of women from these countries went up only two percent.  Thus it is clear that, especially at the professional level, absent the enlargement, the Commission would have taken many years to reach the current level of female representation.  Taking the two groups of countries together, the total representation of women in professional positions is currently 38 percent.  
TABLE II
PERCENTAGE OF WOMEN FROM EU-15 COUNTRIES IN PROFESSIONAL GRADES
 BY COUNTRY IN 2004 AND 2010

	 
	2010
	2004

	 
	AD
	A/LA

	 
	 
	 

	FINLAND
	58
	54

	SWEDEN
	47
	45

	PORTUGAL
	42
	42

	SPAIN
	35
	45

	ITALY
	34
	32

	DENMARK
	34
	28

	AUSTRIA
	33
	30

	FRANCE
	33
	30

	GREECE
	33
	33

	GERMANY
	31
	22

	IRELAND
	29
	25

	LUXEMBURG
	29
	21

	BELGIUM
	25
	24

	GRT BRT
	24
	20

	NETHERL
	21
	20

	OVERALL AVE
	32
	30



The change in the representation of women in professional positions is quite substantial.  The perception within the European Commission is that the Commission leadership has consciously used the enlargement to redress the gender balance of the staff, and that was confirmed by my interviews.  Certainly, as discussed above, the history of the CEE countries and the attractiveness of work within the Commission combined to ensure a generally high number of applications from women.  And an informant at the European Personnel Selection Office (EPSO) reported to me that, while women may have had problems competing in the past, they were now scoring at least as high as men in the recent competitions.  The result is clear in the overall statistics, and it is very visible when one looks at the AD 5 level, the current entry level for most professional staff, which is now almost 60 percent female.  Because of the scale of hiring, they make up a large group, a kind of demographic bulge that will gradually move up the steps of promotion.  It will be very important to track their progression and see if the women are, in fact, promoted as rapidly as men, both at the early stages and when they become qualified for management positions.

The Commission will not have to wait for the entry-level officials to move up the ladder, as they also recruited at mid-manager and senior manager levels.  Unfortunately, the published statistics do not distinguish managers from non-managers.  Still, if one looks at the very highest three grades (table III), one can be confident that virtually all of that relatively small group will be senior managers.  Looking first at those in top grades from all member states, the picture is hardly one of gender balance, as only 17 percent are female.  Further, at the very highest level, AD 16 (primarily directors general), only 5 percent are women. 
TABLE III GENDER OF SENIOR STAFF AD 14-16

	 
	FEMALE
	MALE
	 

	16
	2
	34
	 

	15
	50
	184
	 

	14
	73
	400
	 

	 
	125
	618
	743

	 
	17%
	83%
	 



When one breaks these figures down (Table IV), it is clear that here, too, enlargement has meant a significant gender shift.  The contrast is very clear, although the relatively low number of people hired at senior levels means that the effect on the total percentage of women at senior level has been slight. 
TABLE IV GENDER BY NATIONAL GROUP AD 14-16

	 
	FEMALE
	%
	MALE
	%
	TOTAL

	EU-2
	3
	50
	3
	50
	6

	EU-10
	16
	35
	30
	65
	46

	EU-15
	105
	15
	585
	85
	690

	 
	124
	17
	618
	83
	742



At lower grades, and among other employment categories, however, the picture remains quite traditional.  First, the lower level, the AST group (Assistants, formerly B and C grades), remains largely female although even within the AST men dominate the higher grades.  OOne source told me that: 
Those in the higher grades are the ‘older’ men (recruited in the late 1970s and 1980s). In those days, we still had a lot of archivists, librarians, statisticians, etc. who were between an administrator and a secretary (mostly men). The functions occupied by these people are disappearing.  They are in fact not replaced.  Since the reforms, the large majority of the incoming AST are secretaries, who are mostly female (E-mail from an EC senior staff member, January, 2010).  
In fact, in 2010, women made up almost two-thirds of AST staff, with by far the largest group coming from Belgium (3,689 people, of whom 65 percent are women).  In contrast, only 1,825 of AST staff come from the new member states, making up 15% of the total.  As Table V makes clear, they are very heavily female, so at the AST level, enlargement has had no appreciable effect on the gender balance
TABLE V
AST STAFF FROM EU-12 COUNTRIES
	 
	TOTAL
	% FEMALE

	BULGARIA
	155
	83

	CYPRUS
	39
	72

	CZECH
	160
	87

	ESTONIA
	56
	86

	HUNGARY
	250
	78

	LATVIA
	54
	69

	LITHUANIA
	87
	84

	MALTA
	31
	68

	POLAND
	536
	84

	ROMANIA
	265
	83

	SLOVAKIA
	124
	76

	SLOVENIA
	68
	63

	TOTAL
	1825
	 



Officials and temporary agents are far from the only category of European Commission staff.  As of January 1, 2010, there were 23,028 officials and 1,983 temporary agents, which together comprise just over 70 percent of the total EC workforce of 34,939.  By far the largest group among those remaining is contractual agents.  OOf the 6,022 staff in this category, 62 percent are female.  Men dominate at the very bottom, in GFI grades (a relatively small group), and at the top, in GFIV positions (a larger group, about one third of the total).  But the largest group, GFII (with 36 percent of the positions) is the most heavily female (84 percent).  Thus there is at least some evidence that the European Commission still has what some call a “secondary feminized labor force,” (Prügl, 2006) i.e., a two-tiered status, with men still holding the majority of the permanent positions while women make up the majority of the contingent workforce.  Enlargement has had little effect on the contractual agent workforce, as it is dominated by four nationalities: Belgians (by far the largest group), Italians, French, and Spaniards.  There are, thus far, very few people coming from the new member states into these positions.

In sum, the record is clear.  The enlargement has made a significant difference in the gender balance within the European Commission, primarily at the professional level (AD), with women comprising 60 percent of those hired from the new member states since enlargement.  A substantial number of women were also hired at the top grades, although (except for the EU 2 countries of Bulgaria and Romania) they were not a majority of those hired.  But the Commission still exhibits a traditional pattern with a strong majority of women in lower grades and in less permanent employment categories. 
BARRIERS TO WOMEN WITHIN THE EUROPEAN COMMISSION

In many ways, the challenges the EC is facing in trying to improve the gender balance of staff at all levels, including management, are very much the same that both national governments and private-sector organizations have already dealt with.  What is striking, in the case of the Commission, is how recently the focus on gender has gained serious attention.  It was only in 1988 that the first Action Programme was introduced, and only in 1995 has the Commission “set annual targets for the recruitment and appointment of women to A-grade (now AD) posts” (European Commission, 2004b: 4).  My interviews reflect an organization only now in the middle of the change process.  On the one hand, some of the traditional barriers to women remain problematic.  On the other hand, many respondents acknowledged the change, and most supported it.  Overall, of the 100 people interviewed, 30 discussed explicitly the barriers to women, and only slightly over 50 % (16) felt that no barriers remained, while the remainder (14) identified continuing barriers.  

Literature on the challenges faced by women in entering the workforce and the factors blocking women’s promotion to management positions focus both on attitudes, especially discrimination based on negative stereotypes and on policies and practices that make work-life balance difficult for women (Fine et al., 1990).  Both problems are still encountered by women in the Commission, although both are now changing.  Discrimination is seen more as a lingering problem, described by a male manager as “a lot of old-fashioned men around here who don’t accept women in these positions.”  But most of the women I interviewed do not see this as a widespread part of the general culture, and very few report having experienced direct discrimination.  The majority of those who saw continued barriers to women were talking about what some have termed a “glass ceiling” (Naff, 2001; Arulampalam et al., 2007) and others a “labyrinth” (Eagley and Carli, 2007), particularly the structural barriers for women in management, which fell into two groups:  working hours and work-life balance.  What is considered appropriate working hours differs by nationality (Bellier, 1994), but the Commission has reflected the culture dominant in several countries, Belgium in particular, in which extremely long work days are the norm for managers, who are expected to put their work life first and to be available at any time (Lyon and Woodward, 2004).  Thus, managers have routinely scheduled meetings for the evening.  That is a cultural norm that is currently being challenged.  One woman senior manager from a new member state was particularly outspoken on this subject, and was in a high enough position to stand up for herself on the issue, as was clear from this exchange:
It is the most macho organization, sort of anti-feminist organization, I have ever been in, even compared to a U.S. law firm.

[How does that show itself?]

Well, for example, at my level it is usually the guys and they have wives at home who do the shopping and who do the house maintenance and take care of the kids, so they can be here shooting the breeze at eight o’clock and come home to a…well I’m not in that position.

In a follow-up interview, the same woman returned to this subject:

I also don’t go a meeting if it’s called [in the evening].  The only person I don’t do that to is the Commissioner.  But even if called into a meeting at 6 o’clock, of course I don’t go, and I say, “I’m so glad we are meeting in the middle of the night.”  And I really try not to have meetings with multiple people late in the evening.  


But while she was able to confront this issue head-on, others report that evening meetings continue to be an issue.  One HR person told me that “We are trying to change the culture and make [managers] aware of this as a problem, but they just don’t get it.”  The expectation of long hours was mentioned by several people who saw this as one of the main reasons that women are hesitant to apply for management positions.  Clearly, the norm of late meetings is changing, but gradually, and at different rates across DGs.  One woman head of unit in DG Environment reported that awareness there had increased and that meetings are set at a reasonable time.  Her method of coping with the workload (one shared by other heads of unit I interviewed) was to come in very early so that she could go home at 6 or 6:30, but she acknowledged that in “certain corners of the Commission you are still judged by when you go home.”

The greatest division of opinion among the people I interviewed is regarding the availability of family-friendly policies, including child-care, parental leave, and flexible work schedules.  As discussed above, several of these were only recently made available.  The debate is over formal availability versus informal norms and pressures from supervisors not to avail oneself of them.  A number of people expressed their appreciation for more flexible working hours and vacation time, and, at DG Environment, for the crèche (child-care facility) available in the office building.  But two quite senior women expressed their concern that there were still top managers who were not at all supportive of flexible work hours for their management staff or that people were under pressure not to take parental leave.  There has been an increased recognition globally that, in fact, work-life balance issues affect men as well as women (Burke, 2010), and, indeed, some of those commenting on the mixed signals about actually using the services and leave provisions formally provided understood that this had a negative impact on men, as well.  Some recognized the increasing number of what one terms “sort of a new generation type of male” who wants to go home “at a reasonable time in order to help [his] wife or bring the kids to bed.”  But, as a senior manager (male) in DG HR told me:
There’s still an area where we also need to work at, and that is to make it acceptable for men to use these things.  I still see too many occasions where if a woman steps up at 5 o’clock and says, “I have to go to the crèche,” everybody says, “Yeah, of course you have to go.”  And then this is normally accepted.  But if a guy gets up, there’s still this feeling, “Can’t your wife do this?”  And they feel it.


A recent major study of gender issues within the Commission focusing on why fewer women apply for management positions, based on a web-based survey, focus groups, and interviews, finds stronger concerns about negative stereotyping and outright discrimination than I did in my interviews and reports that “the higher the management level the greater the chance that a woman experiences gender-related obstacles” with 65% of senior managers, 57% of middle managers, and 43% of non-managerial women reporting experiencing such obstacles (Research voor Beleid, 2007: 56).  The specific obstacles identified were similar to those discussed above, i.e., negative stereotyping and difficulties combining work and family (including the perception that using parental leave or working part-time was harmful to one’s career and the problem of long working hours).  In addition, respondents mentioned the perception that management recruiting was based on “male networks.”  The report found that women had lower expectations of moving into management and were thus less likely to apply for these positions.  
WHAT DIFFERENCE DOES ‘DIFFERENTNESS’ MAKE?

The increased employment levels of women and increased movement of women into management positions is world-wide, but, even within Europe, it has happened at different rates and with different patterns of cultural adaptation.  Understanding its impact on a culturally diverse organization such as the European Commission requires us to examine several inter-related controversies.  First, there is an underlying argument about the extent and nature of gender differences, which is reflected in different views of the value of diversity to the organization, which is, in turn, linked to debates over different conceptions of representation.  Finally, these all have a bearing on often-unstated definitions of “differentness.” Let us explore briefly each controversy.

The nature of gender differences:  At the heart of the debates about the proper role of women in society and in the workplace are two dramatically divergent views of gender.  On the one hand, essentialists argue that gender differences are innate.  That includes those who have argued that women are by nature too emotional for higher office or are innately less able in such fields as science or math, as well as those asserting that women are superior to men – as more ethical or more caring than men.  Carol Gilligan’s work for example, portrays clear gender differences in moral reasoning, with men favoring reasoning by abstract principles or law while women focus on interpersonal effects of actions (Gilligan, 1982).  On the other hand, those who view gender as a social construct see sex-role socialization from the beginning of a child’s life as channeling them into accepted gender norms.  Gender is one of the earliest identifiers and is central to how we identify and relate to others, which is why the recent story of a Swedish couple who decided to raise their child without telling anyone what the child’s gender was created a furor, with some charging the parents with child abuse (The Local, 2009).  


Some of those who stress the importance of social learning also study the impact of socialization within the workplace and argue that by the time people have moved into management, they have been socialized into the norms and working style of the organization and are not substantially different from male managers (see for example, Kanter, 1993).

Why value diversity:  
Perceptions of gender difference have a direct effect on arguments regarding the advantages of diversity.  If women are not significantly different than men in ability or personality, then opening organizations to them is a matter of simple justice as well as of organizational expediency.  Providing access to women is fairness, and it provides the organization (and the whole economy) with a larger pool of workers.  If, on the other hand, women are different in some way, then diversity is seen as bringing value to the organization, as women will approach the work with different (with the implication of better) values, communication approaches, or management styles.  

Although I did not ask a direct question on gender differences, several respondents spontaneously offered their opinions.  Needless to say, since they were talking to a woman, none of the men I interviewed made negative comments about women.  The only person expressing general gender stereotyping was a woman from a CEE country, who saw women as less willing to take risks, as more careful, and therefore as perhaps slowing organizational progress.  But there was, in fact, a strong pattern to the responses.  In interviews in all the three DGs I studied in depth, as well as with staff from DG HR, several people saw women as contributing to a fundamental change in management behavior within the Commission, as well as benefitting from that change.  Below are three of the most detailed comments about changes in management approach:
[from a woman director] There is … a certain style of doing things in the Commission at a management level, which is fairly gladiatorial.  I have to win an argument, and you have to lose.  Otherwise, I have not justified my position.  Which I think is more uncomfortable for women than for men.  And that is beginning to change, I think.  There is much more a cooperative approach to management, but that is a more gradual thing.  And I think that will mean that management perhaps appeals to more women than it currently does.

[from a woman senior manager in DG HR]  I can see that things are becoming much more comfortable for women, and that there is a management change in relation to what is tolerated and what is not tolerated.  And in the house, in general, it has become les and less tolerated.  The extreme behavior of shouting and roaring and rule by diktat …-at which women aren’t very good.   They’re not very good at shouting and roaring and ruling as a little dictator.  Some can do it, but in most cases not; that’s not their nature.  That extreme behavior is becoming marginalized and less tolerated.  So that’s a big culture change.  And that cultural change is I think not really totally recognized in the house.  They haven’t actually said, “Why did it change like this?”  ….I think that’s a tipping point for women.

[Exchange with a male senior manager in DG HR]  To have women participating in meetings is clearly a change for the better.  You have never had the opportunity to participate in meetings with men only.

In my career, of course I have.
No, no.  Because you were there. 

Oh, well, true. 

Yeah, I’m the only one present here who has, and I can tell you, there’s something missing.

How so?

There is a sort of -- there’s a dimension missing that is not raised to the level when women are not present.  And so I think it’s also in the men’s interest to have diversity.

What dimension is missing?

It’s the dimension to step back and to reflect and to see is it actually useful what we’re doing?  Is it actually answering people’s desires and wishes?  Do we respond to people’s anxieties?  It’s what I would call the people management soft skills that tend to be underestimated when you have a group of men only. 

A fourth informant, a male head of unit, had fought hard to attain full gender parity, only to lose several women staff members because of the mandatory rotation policy, which was a source of considerable frustration for him.  He articulated a somewhat different argument for wanting women on his team: their effect on the people with whom the unit negotiated: 
I particularly believe in gender in the specific area we work in, which is banking, where there is a very, very high testosterone level within the unit, within the team, but certainly outside of the team: the banking financial area.  And I personally believe, and I’ve seen this so often, that it’s very, very important to have female colleagues in the team and also [to] interact in this specific area of financial services.  It tones down the discussion.  It’s easier to communicate, and tactically it’s a very, very powerful weapon talking to the banking sector.  A lot of the bankers, the risk officers, the financial officers, find it very, very difficult to negotiate with females.

Diversity and representation:  The literature on diversity is closely linked to that on representation, which is a complex concept (Pitkin, 1967).  In public administration, the debate has focused on the differences between passive representation, or what some have termed descriptive representation, and active or substantive representation (Mosher, 1968; Dolan and Rosenbloom, 2006); Stevens, 2009).  As Gravier (2008) has made clear, the idea of passive representation is not at all foreign to the Commission, and the processes of setting goals and providing special competitions to recruit staff from the new member states at the time of each enlargement reflect a commitment to the goal of passive representation, ensuring that the workforce of the EC “reflect[s] the EU’s new demographic composition” (Gravier, 2008: 1044).  

Active representation is a much more controversial notion.  It raises two difficult questions:  Do people from specific groups (women, minority group members, or people from specific nationalities) make different decisions inside an organizational setting and should they?  In the US setting, some research has found that minority group membership does make a substantive difference in actions taken, for example, in awarding rural housing loans, and such group members do self-identify as advocates for their group (Selden, 1997), while other studies have found some evidence of active representation or different policy decisions by women, both among “street-level bureaucrats” and women in senior executive positions (Riccucci and Meyers, 2004; Dolan, 2002).  Within the European Commission, active representation based on nationality is a controversial subject; the Commission is self-consciously a supranational organization, so active representation in the sense of taking direct orders from one’s national government or even maintaining too close a relationship with that government is clearly inappropriate.  Still, it is widely acknowledged that there are strong informal nationality networks that are a vehicle for sharing information and that may have some impact on decision-making (Stevens, 2009).  Further, staff from new member states have told me in interviews of cases where they have intervened in policy making to make clear the potential impact of a specific policy recommendation on their country or region.  

Active representation requires several conditions to be met (Dolan and Rosenbloom, 2006).  For women to function as active representatives of gender interests they would either need to be in positions where they could make direct decisions or would need to be able to articulate women’s interests in such a way that policy makers would act upon their recommendations or concerns.  Neither condition is easy to meet.  European Commission officials are only rarely directly responsible for program implementation, which is largely the function of the member states.  In my own interviews, women in senior positions expressed strong support for internal policies and norms that affected women, as discussed above.  But I heard no direct evidence of women strongly pushing gender-based policies.  Stevens (2009) provides some limited support for active representation by officials acting as strong advocates for policies ensuring equal treatment of women.  Others have argued that gender mainstreaming, requiring that the impact on gender be considered across the board in policy making, has not been taken seriously because often there are few women at the table, which is an implicit argument for active representation (Stevens, 2009). That argument has been made explicitly by those criticizing the relative lack of attention to gender in the accession negotiations (Lochner and Prügl, 2009). 

In sum, within the context of the European Commission, passive representation has considerable support, but strong direct active representation, whether based on gender or on nationality, would be seen as a violation of norms.  
Are women from the new member states different?   It is important, whichever definition of representation applies, to look, as well, at where the new women are coming from.  No one, to my knowledge, has looked at the interactions of gender and nationality, within the European Commission or elsewhere, but the issue is worth exploring.  My evidence here is limited, because a relatively small subset of interviewees directly addressed this question, but I see two separate issues.  First, we have already seen above that women coming from the CEE countries were socialized into an environment with different gender policies and values than those in Western European countries.  Does this matter?  And secondly, the combination of gender and nationality may affect how some of those entering, especially a more senior levels, are received by their peers.


First, it is clear that women coming from the new member states were influenced by the gender policies and norms of their countries.  The issue came up frequently both in interviews with these women and in discussion by other officials about gender issues.  It was widely recognized by both groups that, as discussed above, one of the effects of Communism was a large pool of highly educated women.  What was striking about the interviews with senior CEE women, who spent their formative years under these regimes, was their continued sense of pride in that history.  One recounted a story of an interaction with a very senior Commission official who, in a formal setting, presented the statistics about women in the Commission, and, according to her, asked the men their opinion about the increased number of women.  She spoke up and told him:

“Look, this is due to us. To the new member states.  Because even if it was a communist regime, one of the good things happening at that time was that [the head of the government], although he was bad, had a very good idea, and he started to promote to women even since the‘70s.  So this was basically one of the principles of the communist regime in all the eastern countries to promote women.  So we started before you democratic and more civilized countries. Sorry for telling you this but.”  Imagine the men looking at me.  
Other women asserted that there was no discrimination or pay gap in their countries.  As one put it, “the pay was low, but the gap never existed.”  In point of fact, there was a wage gap between genders, which actually declined in some countries during the transition period (Heyns, 2005), but the myth remains powerful for women who began their work lives under Communist governments.  

Women articulated two other differences: first, they were used to seeing women in senior management positions.  And second, in their countries, it was normal and expected for women to work and so there was better social support.  As one person put it, “I didn’t grow up in a culture where I should stay at home when I get married and have children.  It was never like this in my family.”  This person contrasted her country with Germany, where it was difficult for women to work and have children at the same time.  A similar observation came from a senior official (not from a new member state) discussing the low number of Dutch women moving into management.  She met with a group of them and learned that “they’re investing a lot of social capital in spouses, children, grandparents, running the whole place, and they are coming from a society where it is totally expected that the women do this and this leaves them in a kind of a double bind situation.”  In fact, these different cultural assumptions can actually make mutual understanding between western and CEE women difficult, as a senior manager from DG HR found out:
[There was] a seminar for the women senior managers, with Vice President Kallas, he is Estonian, and it is a very equal society in Estonia now, too.  And it was hilarious.  In a way, it wasn’t meant to be funny.  Which was that the senior women, from the older member states, were talking one language, and the senior women from the new member states and the more democratic member states, if you like, were talking a different language.  And they just couldn’t understand each other.  One would say, “What is the problem?”  And the other would say, “But it’s obvious what’s the problem.”  And I thought, “This is very interesting.”
Doubly different?

The fundamental challenge of diversity at both an organizational and individual level is how to integrate people who are seen as “different” along any important dimension into the organization.  In this section, I discuss the interaction between gender and nationality, including the different challenges faced by new staff at entry level and as senior managers.  According to previous research, in general the difficulty of integration and, crucially, of acceptance by the dominant majority group increases with the increased perception of difference.  At a mass level, research has shown that “the integrative effect of enlargement depends on the extent to which acceding nations differ from the present club members…. Recent enlargement has made an already diverse Community even more diverse, particularly with respect to modernization levels and culture” (Delhey, 2007: 273).  There are, in fact, close parallels between the experiences of women and of people coming from the new member states into the European Commission, even apart from the obvious overlap between the two groups.  Both are the focus of formal programs to improve their representation, with targets for hiring and formal efforts of socialization or encouragement.  And both are seen, at least to some extent, as outsiders, who need to prove themselves to be accepted as fully equal and not just as someone brought in to fill a quota.  This was acknowledged by a director in DG HR, speaking about senior managers:
Now and again, for reasons I think that have to do with jealousy and insecurity more than anything else, people can be talked about as the token woman, and it’s the same phenomenon as the token new member state senior manager.  So it’s exactly the same.  It’s a different group, a different population, a slightly different dynamic; but it’s the same sort of problem: it’s validity within the overall context.

The result is that women from the new member states are, in a sense, doubly different, sometimes facing negative stereotypes about both their gender and their national origin.  


In fact, the European Commission has moved from the initial stage of integrating women, in which there are only a hand-full of people entering, who stand out and are, indeed, seen as tokens, to the next stage, in which the traditional majority still dominates but no one can avoid seeing both that there are many more women and that a large number of them do come from the new member states.  This stage often engenders what Kanter has called “transition unease” (Kanter, 1993: 315), which can shade into active backlash or even harassment of newcomers “or trying to put them into their traditional subservient place” (Kanter, 1992:317), including insulting behavior, jokes, or even less than full cooperation (Ban, forthcoming c).  This tendency may be even greater in multicultural organizations, in which, according to Woodward, “since national chauvinism is taboo, gender chauvinism amongst men becomes more pronounced” (Woodward, 1996: 176).

In the transition unease stage, it is not uncommon for the dominant group to over-represent the advantages now given to those previously excluded.  Indeed, inside the Commission, men and women have dramatically different perceptions of who is advantaged, with most women (70% of non-managers) reporting that men can rise higher and faster than women, while only 20% of non-management males agree.  Conversely, 50% of men at the same level think women can rise faster and higher because of equal opportunity policies, while very few women agree.  Even those women already in management positions agree that women face obstacles; 70% of middle managers and 85% of female senior managers felt that men can rise faster (Research voor Beleid, 2007: 50-54).  These findings may appear surprising, but in fact they directly parallel findings in the U.S. of the extent to which people perceive that they are disadvantaged by gender or race, as demonstrated in polling data over more than 20 years (Naff, 2001, especially pp. 134-136).

One result of these different perceptions is the risk of perceived reverse discrimination, even when that is not the case.  In fact, one man told me his director, who is a woman, was a bit concerned because everyone hired in his unit in the last year or so was female, and she wondered if they were going too far the other way.  But, as he put it, “I was involved in quite a few of the interviews and it was simply the case of choosing the best person each time.”

Reactions to national differences are somewhat more complex than those to gender, since nationality is not a simple binary category.  (Indeed, some would assert that neither is gender.  See, for example, Butler, 2004).  In general, while officials are careful not to appear too nationalist themselves, they do not hesitate to criticize and even stereotype other nationalities, both “old” and “new.”  Their comments about the most recent enlargement show decidedly mixed reactions, varying by country.  For example, several people questioned whether Romania and Bulgaria were really ready to enter and asserted that their entry, in 2007, went forward for political reasons, even though they did not fully meet the terms of the Copenhagen criteria.  Such political opposition to enlargement can, of course, translate into mistrust of the new colleagues from these countries.  

It is important to note that new officials who entered as a result of previous enlargements faced, and, in some cases, continue to face, similar negative stereotypes.  Abélès and his colleagues, writing in the early 1990s, reported criticism of the Spanish and Portuguese as “lowering the performance of the Commission by placing in high-level posts people who had no experience of Europe” (Abélès et al., 1993).  Among those I interviewed, a particularly outspoken head of unit had unflattering things to say about senior managers from the new member states, but also about those who arrived as a result of the 1995 enlargement.  When I asked what impact that enlargement had on the Commission, he replied:

I recently analyzed with a couple of colleagues that enlargement and the type of people we’ve recruited.  We actually reached the unanimous decision that we have never recruited a high-flying Swede, Austrian, Dane, or Finn. [n.b.: Denmark actually entered earlier, in 1973.]  Either they don’t exist or they’ve gone elsewhere, but…I’m not saying they’re underachievers or underperformers, but the stars in the Commission don’t come from those countries.  And I’m serious—I mean honestly if you look at the performance, they way in which they present and communicate, they are pretty low-flying…They have no influence on the decision making process either.  


There are no survey results available to compare perceptions of advantage by national origin with those on perceived gender advantage in promotion, but it is clear that many staff from “old” member states perceived their upward movement blocked by the need to hire so many managers from the new member states, even though in many cases DGs created new positions for those arriving (Ban, forthcoming c).  And here one sees the interaction between gender and nationality in the skewed perceptions.  According to a very senior manager who chairs the equal opportunities working group in her DG:
The perception is that the only way you can get promoted and make a career here is if you’re from a new member state or if you’re a woman and even better if you’re both.  And when you look at the statistics, in the last three years, more men were promoted.  Considerably more men.  And more directors [were appointed]… from old member states than from new member states, since the enlargement.

As this quote makes clear, as with women, there is a kind of “transition unease” with the large number of new staff from the new member states, and the two intersect in the perception of those who feel they are disadvantaged.  Sometimes that comes out in humorous ways, as in the case of a young Romanian friend who told me that one of her colleagues (a Belgian) said to her that it was clear that to get ahead one had to be a woman or from a new member state or both, and that the best strategy for him would be to marry someone from a new member state and take her citizenship, but if he did so, the only nationality that would appeal to him would be Romanian.  Needless to say, if this was meant either as a joke or as a “pick-up” line, it was not successful.  But it raises the broader issue of how the new staff, both men and especially women, are being accepted by their peers.  As I have described elsewhere (Ban, forthcoming a), entry-level staff encounter relatively little discrimination or outright hostility.  It certainly is rarely expressed in the formal setting of an interview, but it does occasionally come to the surface in more informal settings, in which I have heard comments about staff coming from “exotic” countries, and, in one case, was told by a woman in HR that the staff coming in to her DG were idiots (nuls, in French), and that they were trying to avoid taking any more of them.  

Women at senior levels face tougher challenges, as do all those coming from the new member states (Ban, forthcoming c).  The Commission is a complex organization, in which there can be a real discrepancy between the formal rules and the way things are actually done.  The learning curve is so long that a senior manager in DG HR told me that only after two years do the new-comers realize just how much they don’t know.  In virtually all organizations, new leaders get tested, as people push them to see what they can get away with and how well the new leaders will stand up for themselves.  This was certainly the case for some of the women from new member states, one of whom told me about having to confront publicly a colleague who was trying to take credit for her work.  She attributed this to her being a woman, but, in fact, I also heard stories from and about men who were being similarly tested.  But the intersection of gender and nationality at senior levels raises a question that is important, but difficult to answer.  A number of senior staff was quite critical of the abilities of their peers from the new member states, found them poorly prepared, and even predicted that a significant number would fail and leave (Ban, forthcoming c).  Given the gender composition of that group (and, another difference, the fact that many are quite young by EC standards), are these criticisms in fact veiled gender comments?  It is, of course, impossible to tell, but it is clear that several CEE women, including those at very high levels, believe that both new member state managers and women are held to a higher standard than men or those from the old member states.  

In fact, both women and directors from the new member states have the same complaint: they are kept away from real responsibility and from the most powerful positions.  They point to the number of women in staff positions, such as human resources and budget, and to the slowness of the Commission to move any CEE staff into Director General (DG) positions.  The EC made a conscious decision not to bring anyone in from the outside into these positions but rather to give them a chance to learn the organization before promoting them. Now, six years after the 2004 enlargement, the first DG from a new member state has been appointed, but there is real impatience among those who might be in line for these positions, as well as within the CEE countries themselves.  

In sum, women coming from the new member states face double challenges in being accepted in the organization.  On the other hand, they also come with strengths, which include not only excellent education and solid experience but, especially for the managers, socialization in a system where it was taken for granted not just that women should work but that they could be in leadership positions (although, as some remarked, even under Communism the very top positions were reserved for men, while women served as deputies and actually did the work).  They appear to be less conflicted about their roles or the need to conform to traditional norms of female behavior, since those were not the norms of their culture.  And they are not shy at all about expressing their opinions or, on occasion, their frustration or impatience.  

CONCLUSIONS


As this research shows, the European Commission is in the midst of a double transition, adapting to the influx of large numbers of women and of staff from the new member countries.  In spite of challenges, which are similar to those found in many organizations, the process is actually proceeding reasonably well.  It is important to look at the people and processes that have facilitated the adaptation.  Leadership is key to any major organizational change and particularly to changes directed at the organizational culture (Schein, 1992).  And, indeed, the leadership needs to start at the very top.  In this respect, credit is due to the President of the Commission, José Manuel Barroso, for pushing the member states to nominate more women to the Commission.  Credit is also due to those commissioners, both men and women, from the new member states, and especially to several women who have been very effective policy leaders.  In fact, the first commissioner from Lithuania, Dalia Grybauskaitė, who left the Commission to run, successfully, for president of her country.  

Even more important are the Directors General, who play a central role in selection of senior managers and who set the tone for their organization.  A number of top managers (both women and people from CEE countries) have told me that their Director General played a very active role in recruiting them and that providing the support and assistance necessary to their successful integration.  Within several DGS, the HR offices have also put into place special regimes for training and integrating newly arriving staff and programs for implementing the EC’s gender goals (See, e.g., DG Markt, 2007).  Staff in DG HR direct the hiring process for senior managers and also coordinate support groups both for senior managers from the new member states (see Ban, forthcoming c) and for women managers.


There is also one hero who emerges from my interviews: the Secretary General of the European Commission, Catherine Day, the highest ranking career professional in the Commission and the first woman to occupy that position.  She formerly worked on enlargement issues and has remained a strong supporter of enlargement.  She plays a central role in the hiring process for top managers and was mentioned by several directors from the new member states as a supporter and mentor.  By her position, she embodies the possibilities for women to attain positions of real power, and she is generous of her time in meeting with groups of women.  Formal reforms (in recruitment, leave time, etc.) are necessary but not sufficient to change culture.  To be taken seriously, they must be supported by strong leadership throughout the organization.  That is increasingly the case, although there remains significant variance across DGs.

Because we are looking at a process of organizational change, it is important to raise questions about the longer-term prospects.  One thing is certain: the large number of people hired at entry level (AD 5), all from new member states and over 50 percent women, make up a demographic bulge – a large group that will move up the promotion ladder.  Especially given the reform of the career ladder that not only brought them in at a lower level than in past hiring but added two grades to the ladder, it will be important to track how quickly they will be able to move up, how many are getting top evaluations as “high-fliers,” and how many get frustrated and leave.  Will the current pattern, in which women still hesitate to apply for management positions, hold for this group as well, especially as they marry and choose to have families?  At the top level, how many CEE directors (men and women) will be promoted to top positions, and will they begin to get what are considered the most prestigious and powerful positions or will they continue to feel that they are not quite accepted as full members of the club?  In fact, one quite possible scenario is that, in 20 years, as the current generation of young people moves up, they (both staff from CEE countries and women) will be the dominant group within the Commission.  How that will change the culture of the Commission remains to be seen.
BIBLIOGRAPHY

Abélès, Marc, Irène Bellier, and Maryon McDonald (1993). Approche Anthropologique de la Commission européenne, Report prepared for the European Commission.  Unpublished.

Arulampalam, Wiji, Alison Booth and Mark Bryan (2007). “Is There a Glass Ceiling Over Europe? Exploring the Gender Pay Gap across the Wage Distribution,” Industrial and Labor Relations, Vol. 60, No. 2 (January): 163-186.
Ban, Carolyn (forthcoming a). « La fabrication des nouveaux « eurocrates » Auto-sélection, sélection et socialisation des fonctionnaires de la Commission européenne des nouveaux pays membres » in Hélène Michel et Cécile Robert, eds. La fabrique des « Européens » : l’Europe : objet, agent et enjeu de socialisation,  Strasbourg : Presses universitaires de Strasbourg.
Ban, Carolyn (forthcoming b). “ ‘Sorry, I Don’t Speak French:  the Impact of Enlargement on Language Use in the European Commission,” in Michel Gueldry, ed. Walk the Talk. Integrating Languages and Cultures in the Professions. Volume 1. The Edward Mellon Press. 
Ban, Carolyn (forthcoming c). « Intégrer la « maison » communautaire. L’arrivée au sein de la Commission des directeurs issus des nouveaux Etats membres. » Revue française d’administration publique, forthcoming, 2010.
Bellier, Irène (1994). « La Commission européenne : Hauts Fonctionnaires et ‘Culture du Management’ ». Revue française d’Administration publique¸ No. 70: 253-262.
Bretherton, Charlotte (2006). “Gender Mainstreaming in EU External Relations: Lessons from the Eastern Enlargement,” in Lister, Marjorie and Maurizio Carbone, eds. New Pathways in International Development: Gender and Civil Society in EU Policy.  Aldershot: Ashgate.

Burke, Ronald (2010). “Do Managerial Men Benefit from Organizational Values Supporting Work-Personal Life Balance?” Gender in Management: an International Journal.  vol. 25, no. 2:  91-99.

Butler, Judith (2004). Undoing Gender. New York and Abington, Oxfordshire: Routledge.
Caporaso, James and Joseph Jupille (2001). “The Europeanization of Gender Equality Policy and Domestic Structural Change,” in Maria Green Cowles, James Caporaso, and Thomas Risse, eds., Transforming Europe: Europeanization and Domestic Change.  Ithaca: Cornell University Press.
Cox, Taylor and Stacy Blake (1991). “Managing Cultural Diversity” Implications for Organizational Competitiveness,” Academy of Management Executive, Vol. 3, No. 3: 45-56.

Delhey, Jan (2007). “Do Enlargements Make the European Union Less Cohesive? an Analysis of Trust between EU Nationalities,” Journal of Common Market Studies, Vol. 45, No. 2: 253-279.

DG MARKT (2007) Action Plan: Practical Proposals to Improve Working Conditions and the Balance between Professional and Private Life in DG MARKT, internal document. Brussels: DG MARKT (European Commission. 
Dolan, Julie (2002). “Representative Bureaucracy in the Federal Executive: Gender and Spending Priorities,” Journal of Public Administration Research and Theory, vol. 12, no. 3: 353-375.

Dolan, Julie and David Rosenbloom (2006).  « La bureaucratie représentative. » Revue française d’Administration publique. No. 118: 251-263.
Eagly, Alice and Linda Carli (2007). Through the Labyrinth: the Truth about how Women Become Leaders. Cambridge, MA: Harvard Business School Press.
European Commission (2002).  Reforming the Commission website: http://ec.europa.eu/reform/2002/chapter03_en.htm#1.

European Commission (2004a).  Bulletin Statistique: le Personnel de la Commission. Brussels : Direction General Personnel and Administration, April.
European Commission (2004b).  Fourth Action Programme for Equal Opportunities at the European Commission, 2004-2008.  Brussels: Direction General Personnel and Administration.  Available at: http://ec.europa.eu/civil_service/docs/4th_action_programme_en.pdf.
European Commission (2009). Rapport Ressources Humaines 2009: Vers une gestion qualitative et prévisionnel des effectifs et des compétences.  Brussels :  Direction General Personnel and Administration.

European Commission (2010).  Bulletin Statistique : le Personnel de la Commission Brussels: Direction General Human Resources and Security, January. 

Fagan, Colette and Brendan Burchill. 2002. "Gender, Jobs and Working Conditions in the European Union." European Foundation for the Improvement of Living and Working Conditions. Available at: http://www.eurofound.ie/publications/files/EF0249EN.pdf.
Fine, Marlene, Fern Johnson, and M. Sallyanne Ryan (1990). “Cultural Diversity in the Workplace,” Public Personnel Management Vol. 19, No. 3 (fall): 305-319.
Fodor, Éva (2005). Women at Work: the Status of Women in the Labour Markets of the Czech Republic, Hungary and Poland.  Geneva: United Nations Research Institute for Social Development. 
Gatrell, Caroline and Elaine Swan (2008).  Gender and Diversity in Management: a Concise Introduction, Los Angeles: Sage.

Gilligan, Carol (1982). In a Different Voice. Cambridge, MA: Harvard University Press.

Gravier, Magali (2008). “The 2004 Enlargement Staff Policy of the European Commission: The Case for Representative Bureaucracy,” Journal of Common Market Studies, vol 46, no. 5: 1025-1047.

Heyns, Barbara (2005). “Emerging Inequalities in Central and Eastern Europe,” Annual Review of Sociology, Vol. 31: 163-197.
Kanter, ,Rosabeth Moss (1993).  Men and Women of the Corporation: New Edition. New York: Harper Collins and Basic Books.

LaFont, Suzanne (2001).  “One Step Forward, Two Steps Back: Women in the Post-Communist States,” Communist and Post-Communist Studies. Vol. 34, No. 2: 203-220.
Lochner, Birgit and Elisabeth Prügl (2009).  “Gender and European Integration,” in Wiener, Antje and Thomas Diez, eds, European Integration Theory, second edition. Oxford: Oxford University Press.

Lyon, Dawn and Alison Woodward (2004). “Gender and Time at the Top: Cultural Constructions of Time in High-Level Careers and Homes,” European Journal of Women’s Studies. Vol 11, No. 2: 205-221.
Morgan, Kimberly, “Toward the Europeanization of Work-Family Policies? the Impact of the EU on Policies for Working Parents,” in Silke Roth, ed.. Gender Politics in the Expanding European Union. New York: Berghahn Books:  37-59.
Mosher, Frederick (1968). Democracy and the Public Service. 2nd ed. New York/Oxford: Oxford University Press.  

Naff, Katherine (2001). To Look Like America: Dismantling Barriers for Women and Minorities in Government. Boulder: Westview Press.
Pitkin, Hanna (1967). The Concept of Representation.  Berkeley: University of California Press.

Pitts, David and Lois Recascino Wise (2010).  “Workforce Diversity in the New Millennium: Prospects for Research,” Review of Public Personnel Administration, Vol. 30, No. 1 (March):44-69.
Pollert, Anna (2003). “Women, Work and Equal Opportunities in Post-Communist Transition,” Work, Employment and Society.  vol. 17, No. 2: 331-357.
Prügl, Elisabeth (2006). “Gender and European Union Politics” in Jørgensen, Knud, Mark Pollack and Ben Rosamond, eds. Handbook of European Union Politics, London: Sage: 433-447.

Research voor Beleid (2007). Comparative Study on the Career Development of Male and Female AD Officials: Final Report. Project number B3216. Leiden: Research voor Beleid. 
Riccucci, Norma (2002). Managing Diversity in Public Sector Workforces, Cambridge: Mass: Westview Press.

Riccucci, Norma and Marcia Meyers (2004). “Linking Passive and Active Representation: the Case of Frontline Workers in Welfare Agencies,” Journal of Public Administration Research and Theory, Vol 14, No. 4: 585-597.
Roth, Silke (2008). “Gender Politics in the Expanding European Union,” in Silke Roth, ed. Gender Politics in the Expanding European Union. New York: Berghahn Books: 1-16.
Schein, Edgar (1992). Organizational Culture and Leadership, 2nd ed. San Francisco: Jossey Bass. 
Selden, Sally Coleman (1997). The Promise of Representative Bureaucracy: Diversity and Responsiveness in a Government Agency. Armonk, NY: M.E. Sharpe.
Stevens, Anne (2009). “Representative Bureaucracy – What, Why and How: Evidence from the European Commission,” Public Policy and Administration, Vol. 24, No. 2: 119-139.

Stevens, Anne and Roger Levy (2006). “Gender and Management in the European Commission,” in Duncan McTavish and Karen Miller, eds. Women in Leadership and Management. Cheltenham: Edward Elgar. 
Stevens, Anne and Handley Stevens (2001).  Brussels Bureaucrats? the Administration of the European Union.  Houndsmills: Palgrave.
“Swedish parents keep 2-year-old’s gender secret” (2009).  The Local. (June 23).  On-line at: www.thelocal.se/20232/20090623/.

Vifell, Åsa Casula and  Sundström, Göran, (forthcoming). «  Loin des yeux, loin du cœur : Recrutement et trajectoires des fonctionnaires suedois dans l’Union européenne » in Michel, Hélène et Robert , Cécile, eds. La fabrique des « Européens » : l’Europe : objet, agent et enjeu de socialisation, Strasbourg : Presses universitaires de Strasbourg.
von Wahl, Angelika, “The EU and Enlargement: Conceptualizing Beyond ‘East’ and ‘West’.” in Roth, Silke, ed. Gender Politics in the Expanding European Union. New York: Berghahn Books: 19-36.
Woodward, Alison (1996). “Multinational Masculinities and European Bureaucracy’ in D. Collinson and J. Hearn, eds., Men as Managers, Managers as Men. London: Sage.
� .  I thank the following organizations for their support of this research:  the University of Pittsburgh (Graduate School of Public and International Affairs, European Union Center of Excellence, and Provost’s Office),  the Université libre de Bruxelles (Institut d’Études européennes), the Public Management Institute of the Catholic University of Leuven, and the European Commission.   Thanks also to Christopher Belasco, my research assistant.  





�   The full research project, which began in 2006 and is still on-going, is based on close to 100 interviews with staff at all levels in the European Commission as well as on 90 interviews conducted in six of the new member states in 2007.  Further information on this research can be found at � HYPERLINK "http://carolynban.net" ��http://carolynban.net�.





�   Council Directive 75/117/EEC of 10 February 1975 on the approximation of the laws of the Member States relating to the application of the principle of equal pay for men and women.  (� HYPERLINK "http://eur-lex.europa.eu/LexUriServ/LexUriServ.do?uri=CELEX:31975L0117:EN:HTML" ��http://eur-lex.europa.eu/LexUriServ/LexUriServ.do?uri=CELEX:31975L0117:EN:HTML�).





�   Council Directive 76/207/EEC of 9 February 1976 on the implementation of the principle of equal treatment for men and women as regards access to employment, vocational training and promotion, and working conditions (� HYPERLINK "http://eur-lex.europa.eu/LexUriServ/LexUriServ.do?uri=CELEX:31976L0207:EN:HTML" ��http://eur-lex.europa.eu/LexUriServ/LexUriServ.do?uri=CELEX:31976L0207:EN:HTML�).





�   Figures taken from European Commission 2010.





�  In 2009, these were AD (administrator) grades and in 2004, prior to the revision of the career structure, they were A and LA (linguistic administrator) grades.





�  Figures taken from European Commission 2010 and European Commission 2004a.  Unfortunately, the figures for 2010 do not separate out either temporary employees or those in linguistic positions.  The latter have historically been more heavily female than AD staff, and it would be useful to see if temporary employees are also more likely to be female than those in permanent positions.  





�   Data are from European Commission (2010).





� .  Data are from European Commission (2010).  One fewer women appear than in table III because one senior women is from a non-EU country, which is rare but not impossible.





