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PROJECT  BACKGROUND  

 

 2002:  ESA Equal Opportunities and Diversity  
   policy. 

 2002:  Appointment by Council of a new Senior  
  Advisor on  EOD. 

 2003: 1st session EOD Follow-Up Committee 

 2004:  Specific action Plans per Directorates 

 2007 ESA Harassment Prevention Policy 

 2008:  KLM studies on health and risk assessment  
  in ESTEC. 

 2009:  Quality of working life studies in all ESA  
   establishment. 

   Life at ESA Project and Action Plan 

   WHIST project 
 

   

 



ESA EOD POLICY 

 Increase female representation at A grade level, in 

technical posts and at managerial level;  

 

 Career development focusing on coaching in 

communication and leadership;  

 

 Increase managerial commitment to support cultural 

change at ESA ; 

 

 External partnership with private and public sector to 

promote cooperation and exchange best practises.  

 

 

 



 

 

Female representation in managerial positions 
 

                                                                                           A-Grade female representation 

                                                                  at corporate level in September 2009 
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ESA KEY FIGURES 



OBJECTIVES ESA 
WHIST EXPERIMENTAL ACTIVITY 

 

 To increase awareness on gender and diversity 

management; 
 

 

 To create optimal conditions to allow women at 

ESA to fully develop in a friendly environment. 

 

  To change behaviours and culture. 

 

 



 

 

 

 

 Pilot survey on 

expatriate partnerôs 

work 

Communication 

campaign on 

behavioural standards 

at ESA and on gender 

diversity   

Corporate behavioural 

guidelines integrating 

the gender dimension 

Institutional Committee 

promoting optimal quality 

of working life of women  

ESA  
EXPERIMENTAL ACTIVITY 



ESA  
EXPERIMENTAL ACTIVITY 

A1 Institutional Committee 

promoting optimal 

quality of working life. 

   Look for alliances and support; 

   Create institutional space for gender related 

workplace issues. 
 

A2 Corporate behavioural 

guidelines integrating 

the gender dimension. 

   Promoting a community of practise; 

   Link action to knowledge: produce internal            

guidelines. 
 

A3 Communication 

campaign on 

behavioural standards 

at ESA and on gender 

diversity. 

Promote best practises; 

Increase awareness on gender dimension; 

Look for alliances and support. 
 

A4 Pilot survey to support 

expatriate partner s 

work. 

Promote Work life balance; 

Alleviate expatriation constraints. 



ACTION 1 

INSTITUTIONAL COMMITTEE 

 Results 

 

 Committe involved in internal events: seminars, newcomer 
programmes, workshops. 

 

 Feedbacks on behavioural guidelines (A2) and on 
communication campaign (A3). 

 

 Training Managing Diversity pilot on 17 February 11. 

 

 Members paper to DG on Agenda 2015 to integrate the 
« Life at ESA » spirit in ESA top priorities. 

 

 A new Senior expert on Diversity Management will be 
appointed in 2012 to ensure the continuity of the Gender 
and Diversity policy of ESA. 

 



Obstacles  

 

· Difficult to maintain the impetus of the members  

· More « supporters » than « promoters » 

· Key to enlarge the group and create synergies and 
local networks 

 

Opportunities 

 

· Positive experience of horizontal cooperation 

· Cross-fertilisation of know-how 

· A beginning of appropriation of the topics 

· No formal « institutionalisation » of the Committee 
for more flexibility and freedom of speech 

 

ACTION 1 

OBSERVATIONS 



ACTION 2: GUIDELINES ON 

BEHAVIOURAL STANDARDS AT ESA  

Results 

 

Å Behavioural Guidelines: « the written rules » 

Å DG statement 

Å What do we expect from each other 

Å Best practises and examples of misbehaviour 

Å Role of the management and HR to monitor and improve the 

quality of working life with a particular attention on women. 

 

Å 4 principles of behaviours at ESA:  

ÅRespect, Dignity and Fairness 

ÅIntegrity and Ambassadorship 

ÅCross-Cultural Sensitivity 

ÅWorking together  

 

Å General consultation of all staff: first time at ESA 



Obstacles  

 

· Fear of demagocic approach 

 

Opportunities 

 

· Increase of awareness 

· Collaboration 

· New alliances 

· Transparency 

· Ownership 

 

ACTION 2 

OBSERVATIONS 



OWNERSHIP  CO-DESIGN 
CO-

RESPONSIBILITY 



ACTION 3 

COMMUNICATION CAMPAIGN  

 Results 

 

 

 Posters on Behavioural standards 
 

 Goodies 
 

 Wiki-site on the guidelines  
 

 Women at ESA serie 
 

 Gender and Diversity section on Intranet  



Obstacles  

 

· Resistance to change 

· Long validation process 

· Internal context: reorganisation 

 

 

Opportunities 

 

· Increase of awareness 

· Early prevention 

· Co-responsibility 

· Visibility of women 

 

 

ACTION 3 

OBSERVATIONS 



ONE EXAMPLE OF POSTER 



LIFE AT ESA BEHAVIOUR GUIDE  



WIKI ON THE BEHAVIOUR GUIDE  



Description 

 

·Online survey with 25 questions 

·7 family/partner oriented questions 

·510 expatriates have responsded to the survey 

·469 expatriates have fully completed the 

survey    

·131 women (25.7%) 

·379 men (74.3%) 

·  A representative and fair sample of the ESA 

expatriate population of 1517 staff. 

 

 

ACTION 4 SURVEY ON PARTNER 

WORK SUPPORT 



ACTION 4: SURVEY ON PARTNER  

WORK SUPPORT  



ACTION 4 

KEY FIGURES 

Results 

 A majority of expatriates in science and engineering: 
65.4% (31.5% for women) 

 Women more in lower level responsibilities, business 
management and administrative services.  

 Women have same previous experience than men of 
expatriation 

 Easier adaptation of women (62%/ men 48%) 

 Less traditional family models for women  
· 20% w/ partner/ men: 8.2% 

· 29% single / men 10,3% 

· 46.6% have children / men: 73.6% 

·  26%% moved w/family / men: 63,6% 

 Higher uncertainty rate on mobility for women 

 

 

 



 ACTION 4 

 KEY FIGURES 

Professional Domain   Women Men  Total   % Women   %Men  

Engineering 50 229 279      18      82 

Scientists and Astronauts  7 45 52      13.5      86.5 

Administrative Services 52 19 71      73.5       26.5  

Business Management 

Services 11 23 34      32.5      67.5  

Management 11 63 74      15      85 



Risk areas for women 

· Language barrier 

· Lack of social life 

· Logistical issues 

· Partner/Spouse integration  

· Culture shock 

Success factors: 

· Adaptability + 

· Family support + 

· Language capabilities -  

· Cross-cultural awareness - 

· Personal desire + 

· Resilience + 

· Previous experience + 

 

ACTION 4 

KEY FINDINGS 



CONCLUSIONS 

 ESA experimentation successful as there are 

already follow-up actions; 

 Increase of awareness: less « complex » from 

women to be visible; 

 Promotion of a better work-life environment: staff 

aware that the organisation is proactive to  

   protect equal opportunities, dignity and integrity; 

 Knowledge raised on the need to support staff 

and their partners in the expatriation process. 

 

 

 



RECOMMENDATIONS 

 

 Limits of « institutionalisation » : motivation and recognition  

are main success factors. 

 Gender dynamics can be integrated into the wider angle but 

not exclusively; 

 Necessary to have a gender mix in Equal Opportunities 

initiatives; 

 Essential in innovative initiatives to have visible top 

management commitment; 

 Increasing visibility of women role models is an extremely 

powerful tool to influence women to pursue careers in Science 

and Engineering and further develop their leadership. 

 Challenging to implement social innovation in a time of 

crisis. 
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