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From all European countries, AUSTRIA

enjoys an excellent position in the field of

Research and Development. To achieve a

ranking among the top 3 most innovative

economies, we must continue to streng-

then the innovation system. This does not

only necessitate investing in the research

sector, but also in the structures that create

an innovative climate for equal opportuni-

ties. Equal opportunities for men and wo-

men as well as an increasing number of

women in research and development are

important elements of a future-orientated

innovation culture.

In this respect, the FEMtech programme of

the Federal Ministry for Transport, Innova-

tion and Technology (BMVIT) plays a major

role in supporting women’s careers in rese-

arch and development and providing rese-

arch institutes instruments to develop and

improve equal opportunities.

The present publication provides an over-

view on measures development and rese-

arch-intensive businesses and non-universi-

ty research institutes have already imple-

mented within the frame of FEMtech 

Career and on their experiences have been.

It presents a broad range of activities taken

by these businesses and research

institutes. In so doing, they significantly

contribute in bringing the subject of “equal

opportunities” closer to the Austrian R&D

sector.

Doris Bures
Federal Minister for Transport, 
Innovation and Technology

F o r e w o r d  •  F e d e r a l  M i n i s t e r

>> Targeted action creates awareness 
for equal opportunities <<



FEMtech   5

FEMtech Career facilitates projects implementing equal

opportunity measures and helping female researchers achieve

their career objectives. It focuses on structure-modifying

approaches for the sustainable improvement of equal

opportunities of men and women in Research and Development.

The target group of the programme line are research and

technology-intensive businesses and non-university research

institutes. FEMtech Career started in 2004. Since then, it has

funded a large number of different projects. Reason enough to

take stock and ask companies and research institutes to share

their experiences. 

In this brochure, persons in charge of the FEMtech Career

projects as well as representatives of the management of twelve

sponsored companies share their practical insights. What was the

main reason for submitting a project? Which measures were im-

plemented? How did it go and what does it take to be successful?

What were the hurdles to overcome and what advice can they gi-

ve to others?

These questions were discussed within the frame of personal

interviews and then collated in company profiles.

The selection of practical examples is based on measures that

were rated as innovative. In this context, innovative approaches

were defined as any steps constituting an absolute novelty for the

company while tackling the subject of equal opportunities for the

first time. In addition, measures supporting equal opportunities for

women with a special focus on R&D, a large-scale inclusion of in-

dividuals at different levels, and balanced individual and structural

support were selected. The aim of the brochure is to provide

suggestions and ideas for the implementation of equal opportunity

measures and to show how it works and what the benefits are.

The introduction of equal opportunities for men and women in a

company is a project which is often difficult to comprehend and

which is often approached with a certain amount of scepticism.

This is due to the common assumption that income equality and

equal opportunities for men and women are already established in

the company. However, differences and discrimination are not

always obvious. It is all the more important to improve one’s

awareness and to check whether this observation actually reflects

the practical experiences of employees in that specific corporate

environment.

It is often necessary to persuade people of the benefits of equal

opportunity measures and to clearly underline the added value for

the company. The businesses and research institutes selected in

this brochure have recognised that activities to increase equal

opportunities constitute a strategy against the shortage of

engineers and contribute to improving working conditions as well

as work-life balance. Mixed teams also boost effectiveness and

innovative power and create major competitive advantages, which

future-orientated businesses and research institutes cannot afford

to lose. Hence support through FEMtech Career constitutes a

major incentive.

We would like to say a big thank you to businesses and research

institutes for sharing their time and experiences with us!

We hope you find this brochure both interesting and enjoyable to

read.

Your Project Team

Gertraud 
Oberzaucher, BMVIT

Beatrix Hausner,
ÖGUT

Sybille Reidl,
JOANNEUM RESEARCH

Birgit Woitech,
JOANNEUM RESEARCH

>> Companies show us the way:
Success through equal opportunities <<

F o r e w o r d  •  P r o j e c t  T e a m
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> >  L o o k i n g  b a c k  t o  f i v e  s u c c e s s f u l  y e a r s

Effective imp
the executives working in natural scientific and

technical non-university research, the proportion

of females was just under 4% at senior manage-

ment level as compared to above 7% for acade-

mic and scientific staff in 2008.

>> Creating basic conditions 
for women
FEMtech Career targets research and technolo-

gy-intensive businesses and non-university 

research institutes in the natural scientific and

technical sector that are willing to change the 

basic conditions for women. Companies that are

convinced that female technicians and scientists

can bring new perspectives into innovation pro-

cesses, leading to optimal solutions and greater

success against competitors, will also consider

strategies to find these women. Those research

institutes and companies that have experienced

that they can attract qualified women and can 

encourage girls to choose technical education

and training through their specific outward pre-

sentation and work climate should make their 

experience available to other businesses and 

institutions. 

Equal opportunities of men and women are the-

refore a matter of personnel policy for many sub-

sidised companies. Almost half of non-university

research institutes also include this issue in their

image advertising, even though a gender-specific

outward presentation is rather seldom used.

The most frequent measures in this context 

are staff development measures, which are

especially implemented by research and techno-

logy-intensive businesses. Such programmes 

invariably focus on how to attract women as 

engineers or scientists and their professional 

career development. To increase the proportion

of females in technical occupations, small com-

panies often invest in junior staff development

(e.g. job creation for female trainees, undergra-

duates and post-graduates).

Large companies and research institutes are in-

creasingly relying on structural measures to steer

the corporate culture towards equal opportuni-

ties. Besides approaches for the integration of

equal opportunities into operational standard pro-

cedures (e.g. gendered quality management

(QM) system, gender-equitable collective agree-

ments, etc.), research institutes in particular carry

out gender training or gender mainstreaming

courses for better sensitisation and awareness of

equal opportunities.

Another topic discussed by sponsored compa-

nies in connection with equal opportunities at

work is work-life balance. Most companies try to

improve basic conditions via flexible working time

regulations. A few companies also try (out) new

and flexible forms of childcare to support working

parents, successfully, as can be seen from a few

selected examples in this brochure.

>> Sustainability through
structural implementation 
FEMtech Career is an exceptional programme

line for research and technology-intensive compa-

nies and non-university research institutes. It con-

stitutes neither classic research sponsoring, be-

cause it does not support specific research pro-

jects, nor is it a typical human resources sponso-

ring that provides money for the education and

training of individuals. FEMtech Career supports

measures that sustainably contribute to increa-

sing equal opportunities in the company while

also bringing about structural changes in

businesses and research institutes. The main

goal is that companies and research institutes

sustainably deal with the topic of equal opport-

unities at a structural level. To support this pro-

cess even better, the subsidy amount was dou-

bled from initially EUR 25,000 to EUR 50,000 in

March 2008. This should enable companies and

research institutes to implement a varied bundle

of measures that ensure the sustainability of the

projects. 
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FEMtech Career makes it possible for research

and technology-intensive companies and non-uni-

versity research institutes across Austria to recei-

ve financial support for the structural implemen-

tation of equal opportunities for men and wo-

men. Since its kick-off in 2004, there has been a

growing interest in this project line. 51 projects

were sponsored so far. A total of 75 applications

were submitted. The sponsored applicants inclu-

de small and medium-sized companies as well as

large companies and research institutes from al-

most all Austrian provinces.

The proportion of females in the working popula-

tion across all sponsored companies is 21%; it is

much lower at the top, with only 8% of all mana-

gers being female. Thus the number of women

in the sponsored businesses and research institu-

tes is comparatively above-average; the propor-

tion of females in all R&D-intensive businesses

and institutes was just under 16% in 2007. 

According to the current Gender Booklet, among

Non-University Research

Enterprise

Non-University Research

Enterprise

and more
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pulses
Supported were innovative measures for equal

opportunities of men and women that are imple-

mented for the first time by the submitting rese-

arch and technology-intensive businesses and

non-university research institutes. In the meaning

of sponsoring, the measures are to be incorpora-

ted into standard operations at the end of the

project, no longer requiring further financial sup-

port. The goals defined within the frame of a new

application must be new or at least significantly

expanded goals, necessary prerequisite is the

successful completion of a first project. 

In order to actively encourage companies and re-

search institutes to submit applications, they are

informed regularly about FEMtech Career and ad-

ditionally receive comprehensive support within

the frame of application advisory services. Appli-

cations can be submitted on an ongoing basis,

because each tailored project is evaluated indivi-

dually by external experts. The decisive factor for

the approval of a project is the quality of the appli-

cation. There are “FEM tech Career Guidelines

for the Preparation of a Grant Application” availa-

ble at www.femtech.at. The guidelines also inclu-

de examples of measures that can help develop

concepts for a FEMtech Career grant application. 

>> Requirements for (more)
equal opportunities 
Even if the level of knowledge about equal op-

portunities differs considerably, many of the

interviewed businesses and research institutes

are meanwhile convinced that mixed teams are

more productive and more innovative. All com-

panies and research institutes that submitted

an application are aware of the importance of

equal opportunities. Financial support plays an

important role in looking into the subject of

equal opportunities for the first time. The main

factor, however, is the attitude of the manage-

ment. If the management supports the imple-

mentation of equal opportunities, a lot can be

achieved. If, on the contrary, the management

is more reserved about it, even so the Human

Resources Department is committed to equal

opportunities, it is generally possible to imple-

ment a few of interest selected points. Without

support from senior management, the sustaina-

bility of the enacted measures is significantly

threatened. Hence the commitment of the ma-

nagement is absolutely necessary for the su-

stainable implementation of equal opportunities

and should not be delegated to individual fema-

le employees in terms of a top-down process. 

However, research and technology-intensive

companies and non-university research institu-

tes that successfully implemented FEMtech

Career projects, also reach their limits when it

comes to motivating young women to embrace

technical careers. Many of the companies inter-

viewed stressed the importance of stimulating

nursery school children’s interest for different

subjects and of giving boys and girls the oppor-

tunity to get to know a broad range of occupa-

tions. For this purpose, nursery school educa-

tors and teachers should receive additional trai-

ning in the field of technology to allay children’s

fears of the subject and also be trained in gen-

der competence.

Futhermore parents should be encouraged to

support the career choice of their children unre-

servedly and to foster atypical career choices.

Initiatives for gender-sensitive career orienta-

tion and for the promotion of technical interest

are fundamental. This is where FEMtech Ca-

reer can provide positive impulses in that com-

panies can be motivated to specifically target

girls and young women by either organising in-

dependent activities or participating in accor-

ding projects and programmes (e.g. generation

innovation) or events (e.g. Girls´ Day).

The research and technology-intensive compa-

nies and non-university research institutes por-

trayed in following implemented diverse mea-

Recruiting 

Non-University Research

Enterprise

Staff
development

Work-Life-
Balance 

Corporate
Culture 

sures to increase equal opportunities of men

and women. In this respect, FEMtech 

Career was a major driving force and the bene-

fits and impact of such measures could be cle-

arly demonstrated. In the end, all participants

were convinced that innovation and competiti-

veness necessitate a “broad” employee mix

and that women are indispensable. The integra-

tion of women results in increased corporate

creativity and innovative power.
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BDI BioDiesel International AG: “Excluding or even just
hindering women also means not using our potential 
to the full. No company can afford this.”
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P o r t r a i t  “ B D I ”

>> Equal opportunities 
in companies
The starting point for initially dealing with equal

opportunities for men and women was the low

proportion of women in technical and manage-

ment positions and the experience that only

very few women were applying for a job with

BDI. As a rule, trainees were also male. With

respect to competition for qualified staff, these

were important reasons for the Human Resour-

ces director to become active. Additionally, a

look beyond our borders showed that, in other

European countries, even areas like process en-

gineering do not need to be as male-dominated

as in Austria.

For the project management this was a major

impetus to tackle female career advancement

at BDI. An additional contributing factor can be

ascribed to the fact that the company strongly

focuses on R&D. To secure future growth and

increase innovative capacity, more (female) ju-

nior staff members were needed for R&D jobs. 

>> FEMtech Career project:
Women´s career advancement
programme for BDI scientists
The idea to submit an FEMtech Career applica-

tion actually came from a department head in

the R&D division and included a total of four

bundles of measures, of which three were rela-

ted to R&D.

To train junior research staff, a trainee and awa-

reness programme specifically targeted at

schoolgirls and female university students was

developed. Teenagers were provided an insight

in natural scientific and technical occupations via

lectures in schools, participation in Girls´ Day,

and guided tours of the company for school

groups. The plan was to acquire female students

for work placements at BDI through cooperation

with the Graz Institute of Technology (TU Graz),

active participation in female or gender-specific

events as well as direct approach. In addition, a

female scientist was appointed as point of con-

tact for junior staff. 

Another integral element of the awareness pro-

gramme is the company-wide gender network

which was set up in cooperation with VTU. To

promote the career development of female

scientists in R&D, participation in vocational trai-

ning programmes was enabled. The fourth part

of FEMtech project concerned structures and

processes in the company and was aiming at im-

proving departmental work. 

The CEO was informed about the progress of

the internal project in monthly meetings of the

R&D division. Moreover, there was a direct ex-

change between the project manager and the

Chairman of the Board. However, at the organi-

sational level, there were no plans of directly 

involving senior management in the project.

BDI
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OBJECT OF THE COMPANY &
MARKET POSITION

>> Full service provider of systems
for the production of BioDiesel

>> Market and technology leader in
the development of multi-feedstock
systems

>> R&D in the field of extraction of
BioDiesel from algae, biomass to
liquid

CORPORATE-POLICY CHALLENGES
IN THE PAST YEARS

>> Strong personnel increase: from
40 employees in 2003 to 121 in 2008

>> Initial public offer in 2006

>> Development of Research and
Development

OCCUPATIONS

>> Mainly technical qualifications
(process engineering, chemistry,
electrical engineering), trend
towards university or technical
college degree

>> Continuous increase in the
proportion of women: 2001: 28%,
2008: 35%

>> Higher proportion of women in
R&D department (70%), in technical
field only 25%, in measuring and
control engineering and in process
engineering (almost) only men

>> Innovative approach:
Reflection workshops
Two workshops were held to prompt reflection

on internal structures as well as possible cau-

ses for the low proportion of females among

executives. Besides the Human Resources di-

rector, employees of the R&D department at-

tended the workshops. The first workshop was

difficult to organise.There were reservations re-

garding the participation of the Human Resour-

ces director. The attendees were wondering

how they should behave towards him and how

openly they could speak. These initial inhibi-

tions could be overcome during the workshop

and many items were discussed that needed to

be improved or changed. In the following

workshop, a time schedule and action plan we-

re developed because not everything could be

implemented immediately or within the FEM-

tech project. 

>> Experiences
The main themes particularly included work-life

balance and the development of 

suitable maternity leave models, which are dealt

with within the frame of a separate project.

However, other suggestions could be imple-

mented immediately. For the participating 

scientists, these workshops provided a frame-

work to exchange views about corporate struc-

tures and available development opportunities

and to discuss personal perspectives. Due to

the open atmosphere of the workshop, subjects

could also be discussed, which are viewed as

an impairment for career advancement. 

For the project manager, implementation expe-

riences were without exception positive. Predic-

tions according to which it would not be possi-

ble to find female trainees did not materialise. In

fact, it’s quite the opposite. The project mana-

ger could show that it was no problem to find

interested students. The trainee vacancies only

need to be advertised and published accordin-

gly. In this respect, the female scientists´perso-

nal contacts in the company proved 

beneficial. The board director reported of a de-

partment head coming to her for the first time

with the request to get a female trainee for his

male-dominated department. A sure sign that

the project  was recognised in the company.

The apprehension that no ideas or only unfulfilla-

ble requests would be brought out during the

workshops did not materialise. Suggestions

were very practical and a lot could be implemen-

ted very well. The project manager noticed that

it was easier for some women to participate in a

group of women only. According to her observa-

tions, women are often more reticent to speak

out in large meetings. Speaking times tend to

be more dominated by men.

Women themselves also partly regard their con-

cerns as less important.

The project manager was surprised at how acti-

vely the management was participating in the

series of lectures. What was first only planned

as an exchange on a small scale, quickly develo-

ped into something much “larger”. A positive si-
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de effect was that male colleagues were no lon-

ger concerned that something was being done

only for women and that they were not included 

or addressed.

>> Results & sustainability 
Thanks to the FEMtech project, the number of

female trainees increased, one of which was al-

ready hired by the company as a permanent

member of staff. The management had a very

positive impression of Girls´Day. The company

will also continue to participate. 

As the board director and the project manager

could observe, communication has also chan-

ged.

Hence documents or letters are meanwhile for-

mulated in such a way as to address both gen-

ders, without according instructions being ne-

cessary. Unlike in former times, the differentia-

ted address or name is no longer dismissed as

unimportant, rather it is taken seriously and im-

plemented.

Based on positive experiences with the work-

shops, improvements were also made regarding

staff development. In addition to performance

appraisal, individual strengths (and weaknesses)

are also discussed in regular staff development

interviews, and according training and 

development requirements are filtered out. In

order to tackle the topic of work-life balance 

and maternity leave models, the company is

planning to submit a follow-up application.

>> Tips & recommendations
A key factor of success for the board director is

to show that these projects benefit the compa-

ny from an economic perspective beyond equal

opportunities for men and women.

Hence, in her opinion, it is important besides fe-

male and gender-equity aspects to also incorpo-

rate corporate-policy goals into the project. The

prerequisite is that the management does not

only view the project positively, but also actually

supports it. For this reason, respective expecta-

tions and target objectives must be jointly defi-

ned in advance. 

The project manager found out it was worth loo-

king for specific starting-points that may contain

inconsistencies, first questioning them, and

then thinking about measures how to achieve

medium-term to long-term changes. In addition,

she recommends not hesitating to bring up the

subject with the management. She was surpri-

sed at the existing readiness to tackle gender is-

sues. 

BDI BioDiesel 
International AG
Parkring 18 
8074 Grambach/Graz, Austria
www.bdi-biodiesel.com 

Contact: Drin Heike Frühwirth
Foundation year: 1996
Annual turnover 2008: EUR 95.1 m 
Total number of employees in the
company in 2008: 121
Percentage of women in technical
positions 2008: 25%
Percentage of women in executive
positions 2008: 10%
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dTech Steyr Dynamics & Technology Services GmbH: 
“It would be very good for a business if it could achieve its
target of 20% female technicians. For the simple reason
that the culture is different, the mentality is different, and
you can achieve more when you work together”.
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P o r t r a i t  “ d T e c h  S t e y r ”

>> Equal opportunities 
in the company
dTech Steyr is a young small enterprise opera-

ting in the field of Research and Development.

Strategies and ideas on work culture exist in

the minds of employees, but there is no strate-

gy document or mission statement. The perso-

nal and professional experience of the mana-

ging director, however, was that women deal

with problems differently, find different solu-

tions, and are capable of multitasking. These

were exactly the skills he was after for his tech-

nical team, because employees in smaller com-

panies often have a broader area of work, can-

not specialise as much as in larger companies,

and therefore must carry out or take over seve-

ral tasks at the same time.

>> FEMtech Career project:
Team strengthening through
proactive mentoring of female
students
It was the management’s wish to expand the

current mindsets and work processes through

the participation of women in technical projects

that finally prompted the company to apply for

an FEMtech project. The goal of the project was

the step-by-step integration of women into em-

ployment via work placement /dissertation/per-

manent employment. This makes it possible to

gradually prepare staff for the “optimal” job and

to adjust the corporate environment to the per-

sonal needs of employees. The FEMtech project

was managed by a branch office manager. The

managing director was actively involved during

the entire duration of the project.

He also participated in the recruitment of female

trainees and conducted a pre-hiring and closing

interview with each trainee over good and bad

experiences during the work placement, feed-

back, expectations, etc. Both managed trainees

personally.

>> Innovative approach: Work
placements for students
In order to increase the percentage of women

at dTech Steyr, work placements were offered

specifically to female students within the frame

of the FEMtech project. To get in touch with

interested women at an earlier time-point in

their studies, various channels (job boards at

universities/technical colleges, Internet job fo-

rums, AMS) were used. Work placements, dis-

sertations, and vacancies were also advertised

in specialised training centres. Work place-

ments provided an insight into work at dTech

Steyr, enabling young women to experience

technology as an interesting line of work.

At the beginning of the generally two to two

and half month-work placement, trainees were

trained on the software system for approx. a

week. Then they were given the possibility to

“grow into” a concrete project. During work

placements and dissertations, they were men-

tored by specialists and were given insights in-

to business management processes to acquire

the necessary practical technical-scientific spe-

cialist knowledge and interdisciplinary qualifica-

tions.

For this purpose, they also participated in mee-

tings with clients. Continuous improvement

dTECH
STEYR
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measures for the implementation of work pla-

cements/dissertations were jointly elaborated

with the employees in periodic reviews. At the

end of their work placement, the trainees pres-

ented their work to all other employees within

the frame of a corporate evening, which was a

positive contribution to their identification with

the company and the work contents. Following

her work placement, an undergraduate worked

for one more year with dtech Steyr within the

frame of an additional occupation.

>> Experiences
dtech Steyr started with the FEMtech project at

a time of severe shortage of female technicians.

The company was planning to achieve two work

placements, one dissertation, and to hire one

permanent employee.The project was first diffi-

cult to handle and expectations turned out to be

too high. Today, the managing director knows

how difficult it is to attract female employees

and would set himself more modest objectives.

Efforts were rewarded only towards the end of

the project. A few female students applied,

which could be acquired for a work placement

following an interview. The trainees fulfilled the

expectations required of them. They handled

situations differently, were very accurate and

interested in their work. In this respect, the

young woman also challenged the employees

of dTech Steyr with another work culture.They

wanted to perform their work 100% and were

not satisfied with a 90% solution.

The trainees’ mentors were also challenged to

learn because cooperation with women

was unusual to them and led to misunderstan-

dings. For instance, the project manager, as he

usually did at the beginning of a work place-

ment, handed out a huge stack of documents to

a trainee, which was meant as reference materi-

al. The trainee, however, thought she had to

work through the documents and complained

that it was too difficult for her on the next day.

Upon which the project manager clarified the

misunderstanding. 

The managing director also recorded major dif-

ferences between female and male students. In

his opinion, female students put themselves

much more under pressure to carry out a task

optimally and while doing so, also overtaxed

themselves. On the one hand, this may be the

result of the minority status of women and the

experience that they have to prove themselves

continuously in a male environment. On the ot-

her hand, this also results from the need to un-

derstand the whole already at the beginning of a

task specification. Male students handle techni-

cal challenges in that they just begin to experi-

ment and gradually move forward. In the mana-

ging director’s experience, they do not want to

have all steps explained at the beginning of a

task. In order to support female students during

a work placement, one should give them first an

overview of the overall concept of the task spe-

cifications so they do not think they have to

work it out by themselves. In addition, mentors

are called for to take the pressure off the traine-

e’s shoulders, which she may be putting on her-

self, and to communicate that in a development

P o r t r a i t  “ d T e c h  S t e y r ”

dTech Steyr Dynamics &
Technology Services GmbH
Steyrerweg 2 
4400 Steyr, Austria
www.dtech-steyr.com

Contact: Peter Fischer
Foundation year: 2001
Annual turnover 2008: EUR 850,000
Total number of employees in the
company in 2008: 10
Percentage of women in technical
positions 2008: 0
Percentage of women in executive
positions 2008: 0
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process a lot is likely to go wrong and unfore-

seeable events may occur. The dTechSteyr trai-

nees rewarded the company with excellent

work performance.

>> Results & sustainability
Through the FEMtech project, dTech Steyr was

able to acquire four female trainees: an School

of higher technical education graduate, a me-

chanical engineer and two mathematicians.

Three of them also worked for dTechSteyr again

in summer 2009 because their experiences had

been very good during their first work place-

ment. The company is hoping that one of these

trainees will eventually become a permanent

employee. Furthermore, the project resulted in

a research prize for a bachelor dissertation (im-

plementation of a tool for the simulation of

structures with optimised distribution of forces,

Haßmann 2007).

The managing director could see for himself

that women approach technical subjects diffe-

rently and that it is good for teams if they do not

consist solely of men. Female students are not

at a disadvantage in their placement work as

compared to their male colleagues; sometimes

they even work better. 

Within the frame of another project, it is now

planned to create basic conditions to improve

compatibility between engineering and family. 

At dTechSteyr, women should be able to go on

maternity leave for two or three years without

problems and interesting part-time jobs will be 

created. Overall, this should enable an individual

life and career planning taking into account family

situation. Additionally, in another FEMtech 

project, a female employee is to be recruited to

develop a new business field to become more

independent from the currently crisis-ridden

automotive sector. Because there are currently

many more female technology graduates than

at the beginning of the first FEMtech project,

there are good chances to find a suitably quali-

fied employee. This executive position is also

more likely to attract women in the future.

>> Tips & recommendations
The managing director does not readily provide

advice as how to increase the proportion of

women in his company to avoid loosing the few

female technicians on the market to his compe-

titors. His recommendation is to bind women to

the company at an early stage, best during their

period of education. Generally speaking, it is

also important to communicate that there are

varied career opportunities in the technical field,

at different qualification levels, which are intere-

sting for girls and women and offer better ca-

reer opportunities than classic female occupa-

tions. Furthermore, work-life balance models

are also necessary, so that women can envisage

combining a technical job while raising a family.

OBJECT OF THE COMPANY &
MARKET POSITION

>> Computer simulations and high-
tech IT services primarily for the
automotive industry, machinery and
plant construction, Focus: Dynamics
and strength calculation

>> Niche player, operating
nationally and internationally

CORPORATE-POLICY CHALLENGES
IN THE PAST YEARS

>> Growth to the limits of its
capacities, two locations economic
crisis

OCCUPATIONS

>> Calculation specialist engineers
from the following fields: motor
vehicle construction, technical
physics, information sciences,
microsystem engineering, and
mechatronics
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Infineon Technologies Austria AG: 
“Defining processes that can also be
carried on after the FEMtech project 
has ended!”
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P o r t r a i t  “ I n f i n e o n ”

>> Equal opportunities 
in the company
The internationally operating company is an offi-

cial proponent of equal opportunities and diver-

sity. In the Business Conduct Guidelines which

every employee has to sign on joining the 

company, Infineon Austria avows acting accor-

ding to defined moral and ethical principles.

Infineon Austria has been dealing with the sub-

ject of women in technology since autumn

2001. 

In the run-up to the FEMtech Career project,

gender-differentiated data on employment con-

ditions in the company were collected. Results

showed a low proportion of women in

technical and management positions.The

management realised that, for that account, a

broad range of ideas and innovations were

getting lost and decided to increase the propor-

tion of women within the frame of direct corpo-

rate goals.

>> FEMtech career project: 
FIT – Women in Technology 
The “FIT – Women in Technology“ project was

kicked off in spring 2005. The goals of the pro-

ject were to integrate more women into techno-

logy or technical occupations, acquire female

trainees for technical occupations, and create

more family-friendly working conditions for men

and women. Accordingly, the following activities

were planned: 

• Design of a maternity leave package

• Guidelines for a more gender-neutral linguistic

usage

• Implementation of gender mainstreaming in all

planning and decision making steps

• Establishment of an in-house network for wo-

men

• Creation of a special website to make all infor-

mation regarding the “FIT – Women in Techno-

logy” project available to employees.

A special position was created for the implemen-

tation of the project. The core team consisted of

the board director, the Human Resources mana-

ger, female technicians and corporate communi-

cations staff.

>> Innovative approach: 
Variety of measures
Infineon Austria wanted to employ more wo-

men in technical positions, while at the same

time promoting the issue of “Women in Tech-

nology” at a social-political level. For this reason, 

the company opted for a project with various

points of action which were to induce a fast

and comprehensive achievement of equal op-

portunities while at the same time making the

subject known outside the company. Through

increased contacts with educational institutions,

the integration of the project into schools and

universities, and job fairs, Infineon Austria was

able to make women interested in jobs in the

technical field. In this connection, e.g. the

“Shadowing Film” was produced within the fra-

me of an initiative of the European Union. In

cooperation with other international high-tech

companies, Infineon Austria produced a film in

which young women work along seasoned en-

Infineon 
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gineers for one day. Today, the film still contri-

butes to presenting various technical occupa-

tions to young women in a vivid way.

The maternity leave package contributed to im-

proving the situation of male and female em-

ployees at work and at home. For this, a bundle

of measures was developed, including major

topics like staff review before maternity leave,

keeping in touch with the company during ma-

ternity leave, definition/adjustment of mutual

conceptions, facilitating return after maternity

leave, development/maintenance of qualifica-

tions, furtherance of the acquisition of qualifica-

tions and vocational training also during mater-

nity leave.The package laid a special emphasis

on female career advancement. To create more

family-friendly and female-friendly working con-

ditions, Infineon set up a network for women.

The current measures were discussed within

the frame of network meetings and new ideas

were generated. This e.g. resulted in an internal

mentoring programme for technicians. The net-

work worked out milestones necessary to

achieve the goals. Furthermore, the project

was managed and supplemented by valuable

inputs from employees. Another measure con-

cerned the implementation of gender mainstre-

aming in all planning and decision making

steps. For this purpose, guidelines on gender-

neutral linguistic usage were elaborated.

Through lectures, workshop series or the so-

called FIT breakfast on International Women’s

Day, the company raised staff awareness for

the subject.

With the creation of a special FIT homepage on

the Intranet, all project information was made

available to employees. The homepage served

as a platform for general exchange as well as

the obtention of information (legal require-

ments, training offers, status quo of individual

work packages, links to important institutions,

etc.)

>> Experiences
The results of the project showed very positive

effects. The HR manager pointed out, however,

that a lot of awareness-raising work was and is

necessary 

to effect changes in the minds of employees

and to eliminate barriers for both women and

men.

>> Results & sustainability
The change in the company can be documen-

ted in the increase of women in technical jobs

at Infineon Austria (from 5.6% in 2005) to 7.3%

in the 2008. 

In addition, awareness of the subject in the

company has increased, especially among

male colleagues. Through different initiatives

and measures as well as newly introduced

processes and programmes, the company was

not only successful with respect to increasing

the proportion of women in individual speciali-

sed areas after two project years, but it was al-

so in a position to specifically promote and sup-

port women.

There was a significant increase in the number

of female trainees at Infineon Austria: While in

September 2005 9.1% were female, the pro-

portion of women increased to 39% by March

Infineon Technologies 
Austria AG
Siemensstraße 2
9500 Villach, Austria
www.infineon.com 

Contact: Christiana Zenkl
Foundation year: 1999
Annual turnover 2008: EUR 1.2 bn 
Total number of employees in the
company in 2008: 2,900
Percentage of women in technical
positions 2008: 7.3%
Percentage of women in executive
positions 2008: 3%
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P o r t r a i t  “ I n f i n e o n ”

2007. With respect to new female staff recruit-

ment, the company registered a total increase

of 5.4% within two years. Among the newly

hired trainees in September 2007, 5 out of 10

trainees were female. The company currently

employs 21 trainees, 11 female – of which nine

are working in technical fields, like e.g. electri-

cal industrial engineering, mechanical enginee-

ring, IT and mechatronics, and in electrical indu-

strial engineering/mechatronics as dual appren-

ticeship.

The purpose of the project was to define pro-

cesses that can be carried on in the company at

the end of the project. Through the creation of

an internal homepage, all information concer-

ning the project are still available to all staff. At

the end of the project, the appraisal interview

prior to maternity leave was incorporated into

daily operations. Infineon Austria was signifi-

cantly involved in the opening of an additional

group of the “Sonnenstrahl” (“Sunbeam”) chil-

dren’s group to secure additional day care pla-

ces for children of employees. 

Within the frame of site visits, the company

continues to reach out to girls interested in

technical jobs. Girls´Day is a fixed date in the

company’s diary. Furthermore, numerous addi-

tional activities are used to enthuse girls for

technology. In this respect, the SEMI High Tech

U(niversity), a programme lasting several days

and in which schoolgirls can playfully try their

hand at technical activities, is worth mentio-

ning. Until now, Infineon Austria has already

carried out this internationally recognised pro-

gramme twice, once with over 50% of girls,

and once as a girls-only programme. The com-

pany will also continue to participate in national

and international events on Good Practice Sha-

ring at the end of the project. 

And last but not least, the FIT network set up

within the frame of the project increased to 22

networkers (all women from different depart-

ments and different hierarchy levels) over the

past two years.

>> Tips & recommendations
The management recommends informing all

employees about such projects.

This constitutes a particular challenge in a large

company. To speed up implementation, as ma-

ny employees as possible should also be inclu-

ded into the project. Infineon Austria makes it

clear that the subject of equal opportunities ne-

cessitates time and space and ongoing aware-

ness-raising.

OBJECT OF THE COMPANY &
MARKET POSITION

>> Semi-conductor and system
solutions

>> Markets: Automotive electrical
engineering, industrial electrical
engineering, chip cards and security
electrical engineering, mobile tele-
phone systems, broadband access

>> Market-leader for power
semiconductors, industrial electrical
engineering, chip cards, cabled
communications

CORPORATE-POLICY CHALLENGES
IN THE PAST YEARS

>> Flexibility management (variable
elements of income, flexible
working times, and flexible share of
hired temporary staff)

>> Women in Technology

>> R&D development, innovation
offensive 

>> Cost optimisation programme,
staff reduction, and last, but not
least, short hours

OCCUPATIONS

>> Much less women than men,
especially in R&D areas, and in
higher technical positions in
production
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NXP Semiconductors Austria GmbH: “To change a
male-dominated corporate culture into a more
gender-equitable one takes time and hard work”.
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P o r t r a i t  “ N X P ”

>> Equal opportunities 
in the company
NXP Semiconductors Austria GmbH is an inter-

nationally-orientated company. The concept of

equal opportunities was set forth in the “Sustai-

nability Policy” as one of the corporate objecti-

ves in 2005 (as the company was still part of

Philips). This includes characteristics like gender,

origin, education, as well as further criteria that

make up differences between persons. Within

the frame of an analysis of the composition of

employees according to diversity criteria, NXP

noticed that few women were employed by the

company. Accordingly, the goal was set to incre-

ase the proportion of female employees from

15% to 20% within five years. Within three

years, the proportion of women already rose to

18%. 

>> FEMtech Career project:
Increasing the proportion of
women in qualified/technical
positions.
In 2007, the company decided to increase the

proportion of women faster, especially in techni-

cal and executive positions.This increase was

mainly promoted by setting recruitment goals

and directly addressing department heads. The

main problem was the relatively small number of

potential external candidates. This was especial-

ly the case for female graduates in mechanical

engineering 

NXP 
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and electrical engineering. By actively contacting

the company, FEMtech made NXP aware that it

was necessary to set specific goals to achieve a

stronger increase in the proportion of women.

The two goals within the FEMtech project were,

on the one hand to recruit more women for the

company and, on the other hand, to bring about

changes in the strongly male-dominated work

culture. For this purpose, a brochure depicting

the female technicians working in the company

was prepared, and gender-communication cour-

ses were offered. 

The project was directed by two HR managers,

one of which was responsible for the headquar-

ters in Vienna, the other for the branch office in

Gratkorn. Implementation was realised in coope-

ration with the PR department. The CEO was in-

volved well beyond the project life span and sig-

nificantly contributed to the major decisions ma-

de within the frame of the project.

>> Innovative approach: Fema-
le technician brochure & gender
communication courses
In order to make the company known among

female technicians, the CEO, the Human Re-

sources director and the PR department jointly

decided to produce a brochure depicting quali-

fied female employees working for the compa-

ny. The idea was to distribute it at job fairs and

similar events. The idea for the brochure came

from the Human Resources director and the PR

department. Women who were already wor-

king for NXP were asked why they were wor-

king for the company. The main statements of

the women were printed in a 13-page brochure

together with a short description of their career

and their roles at NXP. In addition, the women

had their pictures taken and were shown in

their work environment. On the last page of the

brochure, advice for female applicants was

presented in summary form. Overall ten female

technicians in different positions, age groups,

and life situations were presented. The basic

idea of the brochure was to convey something

personal and individual and to make women

“feel” like working at NXP. 

NXP also tried to support the women already

employed by the company by helping them 

position themselves better.

The CEO´s priority was to improve communica-

tion between men and women in the company.

For this purpose gender communication cour-

ses were offered aiming at raising awareness

of gender-specific behaviour and communica-

tion patterns. The first courses were only direc-

ted at women to allow them to exchange expe-

riences without male influences. Gender

workshops for executives are also in planning.

These will be addressed to a mixed audience.

>> Experiences
The experiences of NXP with the project were

very positive. The management views the deci-

sion to proceed in small steps as the right one

for the company. Both measures in the frame of

the FEMtech project became a topic of discus-

sion at NXP. Meanwhile, a dialogue about equal

opportunities was initiated, which comes from

employees themselves. The Human Resources

P o r t r a i t  “ N X P ”

NXP Semiconductors 
Austria GmbH
Gutheil-Schoder-Gasse 8–12
1102 Vienna, Austria
www.nxp.com 

Contact: Karin Margetich
Foundation year: 2006
Annual turnover 2008: EUR 191.9 m 
Total number of employees in the
company in 2008: 653
Percentage of women in technical
positions 2008: 9%
Percentage of women in executive
positions 2008: 9%
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director did not expect such self-initiative. Hen-

ce the goal of NXP to achieve direct benefits

through concrete actions was achieved. The

company would also like to implement the 

next step on equal opportunities in this form.

>> Results & sustainability
The “Women in Technical Jobs Brochure” was

distributed at job fairs in universities. The depic-

ted women also held lectures at career informa-

tion events about available technical careers for

women. On such occasions, the brochure was

also handed out. A total of 500 brochures were

handed out. Due to high demand, the brochure

has already been reprinted. 

More than half of all female employees at NXP

in Austria attended the gender communication

courses. The training generally had an impact at

the individual behaviour level. The major part of

attendees commented in the feedback que-

stionnaire that the training had significantly con-

tributed to positioning themselves better in a

male-dominated environment. Younger collea-

gues had a strong benefit from the participation

of experienced colleagues telling about their

personal experiences. As a whole, the HR direc-

tor reported that the gender communication

courses had created a stronger bond between

the women. 

As for male executives, such courses resulted

in making equal opportunities a topic of discus-

sion and making them interested in attending a

similar training for men.

>> Tips & recommendations
For the management, the prerequisite for the

successful implementation of equal opportunity

measures, is that senior management is suffi-

ciently informed about the subject beforehand

and implements the subject top-down. Additio-

nally, adequate resources must be released and

partial goals must be set so that success can be

documented. Practical measures help raise ac-

ceptance of the subject in the company and can

thus progressively and sustainably contribute to

changing the work culture. Furthermore, in the

words of the HR director, you need to be patient

because the implementation of equal opportuni-

ties means being able to persuade others.

OBJECT OF THE COMPANY &
MARKET POSITION 

>> Development and production of
miniature loudspeakers for the
telecommunications sector

>> Development competence centre
for semiconductor chips for the
automotive and identification
industry

>> Global market leader 

CORPORATE-POLICY CHALLENGES
IN THE PAST YEARS

>> Spin-off from former semicon-
ductor product line of Philips 

>> NXP launch

OCCUPATIONS

>> Mechanical engineering, electro-
nic engineering, technical physics,
software development 
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ÖIAT – Austrian Institute for Applied 
Telecommunications: “Quality is achieved when 

all employees can bring their own 
perspectives into the company”.
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P o r t r a i t  “ Ö I A T ”

>> Equal opportunities 
in the company
In the first years following the foundation of OI-

AT, only men were working in R&D. For this re-

ason, equal opportunities of men and women in

the small company were not an issue at that

time. However, the missing gender mainstrea-

ming competence as well as the lack of a fema-

le perspective started to be viewed increasingly

problematic. As a company focussing on ICT, a

differentiated approach which adequately takes

the female users view into account, could not

always be ensured. Another aspect is that in

public calls for tender, gender competence was

becoming more and more important. Besides

an increase in the proportion of female scien-

tists, it was hence decided within the frame of

the first FEMtech project 2004/05 to carry out

specific training to support the development of

gender mainstreaming knowledge. Additionally,

corporate image was adopted and a more gen-

der-neutral language usage was to be introdu-

ced. The project was very successful in terms

of recruiting female workers. At the end of the

project, three new female employees could be

hired. 

Meanwhile, the proportion of women is around

70% and the number of employees has more

than doubled since the institute’s foundation.

The core challenges for business development

are now the training and development of quali-

fied junior scientific staff as well as the impro-

vement of work-life balance.To support these

projects, another FEMtech Career application

was submitted in mid 2007.

>> FEMtech Career project:
Junior scientists and measures
for an improved work-life
balance at OIAT
As a returner with two small children requiring

childcare, the project manager often found it

difficult to participate in e.g. evening courses,

workshops, or also conferences because chil-

dren could not be looked after within the frame

of “standard” day care. This was nothing new

for her colleagues either. As a result, they star-

ted thinking about how this problem could be

solved and women and men with children are

better supported in the company. They then

tried different models before finding a suitable

childcare solution. 

Additionally, there were plans to expand the 

research department and to attract young

scientists to the company. In order to grant 

women and men the same opportunities, and

to address them equally, a guide was first 

prepared for the advertisement and specific

management of work placements and disserta-

tions. This guide also includes a requirement

profile for female applicants. This requirement

profile sets forth among other things which

qualifications candidates should bring to meet

ÖIAT
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the demands of project work optimally. Further-

more, two vacancies per year for dissertations

and work placements were created for univer-

sity or technical college students. Additionally, 

a management plan for female trainees and

undergraduates was elaborated. 

In addition to content implementation, the pro-

ject manager was appointed Equal Opportunity

Commissioner of the OIAT to support structural

implementation. As such, she is responsible for

raising awareness of gender-specific issues and

for implementing measures in the company.

Additionally, she is involved in the application

process. In order to fulfil this task, she attended

various training courses. The FEMtech project

was designed in cooperation with the manage-

ment. The project manager was then responsible

for the implementation and the administration

of of the project. Project progress was docu-

mented in the weekly Jour fixes report.

>> Innovative approach: Mobile
childcare
To support the work-life balance of female

employees, individual requirements and needs

of the employed women (and men) were

collected. The existing working time flexibility, in

combination with the possibility to work from

home in specific cases, was already a major

help. Problems always arose when unforeseea-

ble events occurred or evening courses or

workshops made longer working hours neces-

sary. Hence different mobile child care models

were considered. It was dispensed with care at

the OIAT office due to a lack of suitable premi-

ses as well as too close proximity of the chil-

dren to their respective parents. The provision

of places in child care facilities in case of neces-

sarys failed due to implementability and finan-

cing. The third variant considered and finally

implemented was mobile childcare at home

with qualified childminders. For this purpose,

mainly via personal recommendations, a pool of

meanwhile four child carers was set up. These

can be contacted at short notice, but they are

also available for longer absences, like e.g.

conferences lasting over several days. In the

case of business meetings, OIAT takes over the

costs.

>> Experiences
An important experience for the project director

was that it is necessary to bring up the subject

of equal opportunities or equality over and over

again. It is not self-explanatory, rather requires

that employees are continuously exposed to the

issue. In this respect, small companies have an

advantage, because it is less expensive to reach

all all employees. The preparation of the guide

was an important learning process in terms of a

future-orientated and equal opportunity-orienta-

ted staff development. Through collective re-

flection about what is really needed, how poten-

ÖIAT – Austrian Institute for
Applied Telecommunications

Margaretenstraße 70/2/10
1050 Vienna, Austria
www.oiat.at

Contact: 
Bernhard Jungwirth, M.Ed.
Foundation year: 1997
Annual turnover 2008: EUR 623,000
Total number of employees in the
company in 2008: 7
Proportion of women in R&D 2008: 80%
Percentage of women in executive
positions 2008: 0%
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tial applicants can be found and addressed, how

they can be managed, gender issues can be

brought up, which may have met with opposi-

tion in another discussion form. 

In a small institute, it is also possible to better

meet the specific requirements of employees.

This has proved the right approach in choosing

the best possible solution for mobile childcare.

The project manager is aware that childcare

requirements are continuously changing due to

children becoming older or because new

employees join the company with new/other

requirements. In this respect, the question for

her was whether a more in-depth dealing with

flexible working hours and childcare are needed.

She believes that she has found the right solu-

tion at the moment, which does not mean that

they should not keep on thinking about it. 

>> Results & sustainability
The FEMtech project was very successful in the

recruitment of female junior staff. The number

of trainees could be increased from two

originally planned junior scientists to four; there

are plans to take on another trainee. The use of

the guide for applications has already become

institutionalised. A gender-neutral language 

is also getting increasingly implemented. 

The mobile child care model initially tried in a

test phase has established itself in the

meantime.

>> Tips & recommendations
Making equal opportunities for men and women a

main focus of interest in the company is one of

the primary conditions for the implementation of

concrete projects. In small companies, many

things can get lost in daily business. In her

experience, it is necessary to consciously take

time to deal with the subject and to grapple with it.

One possibility to do this are team meetings in

which the issue of equal opportunities is an inte-

gral element of the agenda. Another possibility are

staff interviews, during which the subject can also

be raised. Involving different persons is even more

valuable. In conclusion, the project manager,

pointed out that equal opportunities are (still) not

self-evident. It is something that must always be

demanded and claimed and that necessitates new

impulses. 

OBJECT OF THE COMPANY &
MARKET POSITION

>> Providing advice and supporting
companies, consumers, non-profit
organisations and the public sector
in the safe and efficient use of
information and communications
technologies

>> Internet Ombudsmann, 
e-Commerce quality mark as well as
applied Research and Development
in the field of safe Internet, mobile
phone use and e-Learning

CORPORATE-POLICY CHALLENGES
IN THE PAST YEARS

>> Strong growth resulting in
expansion of research activities and
building of a pool of qualified junior
female scientists 

>> High dependency on develop-
ments in the ICT sector and on the
public sector

OCCUPATIONS

>> Interdisciplinary access:
technology, communications, law,
pedagogics

>> Employee requirements:
Translation of ICT specialist know-
ledge for users
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PROFACTOR GmbH: “It has to be very
clear that women are welcome in the
company and this must be credibly
conveyed to the outside world.”
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>> Equal opportunities 
in the company
Right from the start, PROFACTOR had few scien-

tific and technical staff. Already before the FEM-

tech project, the management was planning to

increase the proportion of women because wo-

men bring in other qualities into a team than

men. Work experiences with the few female

technicians were very positive and were viewed

as an enrichment. In order to increase the propor-

tion of women, PROFACTOR cooperated e.g.

with FIT (Women in Technology). Over the past

years, PROFACTOR succeeded in communica-

ting to the outside world that equal opportunities

are important for the company and that the com-

pany is interested in employing women. Scienti-

fic staff as well as the commercial director serve

as role models and make PROFACTOR as an em-

ployer more attractive to women. In the mission

statement of PROFACTOR, however, equal op-

portunities are not explicitly an issue. Rather, the

company generally emphasizes that all employ-

ees are valued. On the other hand, the Careers

page specifically underlines that at PROFACTOR,

women are welcome in technology and science.

>> FEMtech Career project:
Optimally using the potential of
female technicians in our
company
To increase the proportion of women among

scientific and technical staff, a FEMtech project

was finally carried out to obtain a female per-

spective in various fields of research besides the

male perspective. Equal opportunities also beca-

me more of an issue in the company due to an

impending shortage of engineers. 

Applying with FEMtech Career made it possible

for the company to focus current activities and

plans, expose them to third-party evaluation, and

last but not least, to also implement it. Due to

external funding, the project also enjoyed greater

significance inside the company. The aim was to

encourage girls to study technical subjects and

to offer female technicians an interesting job at

PROFACTOR. For this purpose, the following ac-

tivities were organised:

• Cooperation with Powergirls, children´s univer-

sity, Schlaufuchs Akademie, and Girls’ Day: 

Female technicians delivered insight into their

work to children and adolescents, preparing it

according to the specific target group.

• Increased search for female trainees and un-

dergraduates

• Design of a concept to make jobs more attrac-

tive to women within the recruitment process:

gender-sensitive job advertisements, special

marketing concepts, etc.

• Analysis among female technicians and execu-

tives on the working situation of men and wo-

men at PROFACTOR

• Increasing know-how through education/occu-

pational training of the HR manager and exe-

cutives with respect to gender-sensitive HR

work

Furthermore, there was a number of other activi-

ties designed to bring the issue of Women and

Technology closer to the public, in the media, on

PROFACTOR
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mes were: How was PROFACTOR perceived in

the recruitment process? What could be impro-

ved? Why did one join PROFACTOR? How are

women doing in the company? Where do they

see improvement potentials? How could more

women be reached? The survey was positively

received by the female technicians. The core

results of the survey were that women at PRO-

FACTOR felt equally treated. It also revealed

that mixed teams may need longer for decision-

finding, but at the same time, they are more in-

novative and achieve better results. Overall, mi-

xed teams must be managed differently. Wo-

men at PROFACTOR would like a more intensi-

ve induction when they first join the company.

In addition, they would like more time for orga-

nisational processes. Another result of the sur-

vey was a vending machine with snacks, which

now benefits both men and women. The sur-

vey also showed that women attract women.

The fact that there already was a female techni-

cian on the team was perceived as very positi-

ve by female applicants. In addition, it became

apparent that female employee satisfaction is

very high right after joining the company, decre-

ases after a while, only to rise again later. The

HR manager concluded that this must be coun-

tered to prevent impending staff fluctuation.

>> Experiences
The results of the staff survey were very infor-

mative for the HR manager´s future work. Exter-

nal support played a major role in the professio-

nal implementation of the survey. Overall, the

managing director perceives staff prejudice to-

wards women as very low and describes the

work climate as appreciative. With the increase

in the proportion of women, however, gender-

specific differences also became more obvious:

women have other management needs than

men, because their conversation style is diffe-

rent, discussions are more often conducted at

the relationship level and can become more

emotional. Women also require more informa-

tion, are sometimes more sensitive, and hence

address other issues or highlight other pro-

blems. These different ways of looking at things

resulted in discussions and awareness raising.

In addition, gender turned out to be a sensitive

issue. While women are more represented in

media work, male colleagues sometimes feel

somewhat neglected. 

The project partly had to struggle with resource

and capacity shortages. Sometimes, it was diffi-

cult to persuade employees of the benefits of

working with children and adolescents, because

the impact of this work is only visible in the long

term.Thanks to useful positive feedback from

customers or from private contacts, employees

could be motivated for the project. Also a posi-

tive feedback in the press acted as a catalyst.

Acording to the HR manager, the activities to

stimulate the technical interest of children and

adolescents were also successful. 

>> Results & sustainability
The awareness and sensitivity of executives for

gender issues have increased as a result of the

project. Through the FEMtech project, it beca-

me clear to them that it is not about privileging

women, but about benefitting the whole team.

P o r t r a i t  “ P R O F A C T O R ”

PROFACTOR GMBH
Im Stadtgut A2
4407 Steyr-Gleink, Austria
www.PROFACTOR.at 

Contact: Elfriede Stumptner
Foundation year: 1995
Annual turnover 2008: EUR 12 m 
Total number of employees in the
company in 2008: 84
Percentage of women in technical 
positions 2008: 12%
Percentage of women in executive
positions 2008: 17%

the homepage, at job fairs, etc. in order to be an

attractive employer for women (Social Responsi-

bility, positive recruiting). The FEMtech project

team at PROFACTOR consisted of four persons:

The HR manager directed the project, work with

children and adolescents was assumed by a re-

search assistant, the Head of Corporate Commu-

nications was responsible for the project PR, and

the commercial director was the in-house mana-

ger of the project who supervised and supported

the project progress in the background.

>> Innovative approach: 
Staff survey
Within the frame of the FEMtech project, a

staff survey on the work situation of men and

women at PROFACTOR was carried out among

female technicians and executives with the

help of a business consultant. Main survey the-
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Overall, PROFACTOR was able to increase the

proportion of female technicians, however, still

not to the desired extent.On the other hand, the

planned number of trainees was even excee-

ded, especially due to close cooperation with

Linz University. Following their work placement,

the trainees also wrote their dissertation at

PROFACTOR; a trainee then transferred to Prin-

ceton University, USA. The promotion of techni-

cal interest in children and adolescents had a

broad impact, strengthened the positive image

of PROFACTOR, and increased the regional pro-

minence of the company. PROFACTOR will now

continue to carry on these activities after the

end of the project. 

The survey carried out within the frame of the

project gave gender issues a different weighting

as this would have been the case for an in-hou-

se project without survey. However, results we-

re less differentiated and gender-specific than

expected. Still, differences appeared in the arti-

culation of individual requirements, which are

more likely to be articulated by women than by

men. In order to follow up on the results of the

staff survey with action, PROFACTOR is plan-

ning another FEMtech project focusing on fema-

le employee retention, attractiveness as em-

ployer, executive staff development, and career

models.

>> Tips & recommendations
PROFACTOR advises companies wishing to in-

crease their proportion of women to start with

trainees. On the one hand, this makes the entry

into a technical field easir for girls and women

because they can already gather work

experiences at an early stage. On the other

hand, the workforce has the possibility to gather

work experiences with women.The main

condition, however, is an appreciative corporate

climate. The management must ensure that job

interviews and work placements are conducted

and managed properly. 

When a company carries out a staff survey, it

should be clear, that results must also be follo-

wed by actions. Otherwise, employees may feel

their trust is being abused. However, companies

do not need to worry about too high expecta-

tions. Employees know that not every articula-

ted wish can be fulfilled. Furthermore, the com-

pany has to make sure that with a sufficient

number of interviewed persons, the anonymity

of a single employees is ensured. This is proble-

matic with small numbers of women, hence the

group of interviewees at PROFACTOR was en-

larged to include executives and project mana-

gers.

OBJECT OF THE COMPANY &-
MARKET POSITION

>> Research company in the field of
production technology of industrial
fundamental research until
application

>> Leading group for applied
production research in Austria,
operating regionally, nationally, and
internationally

CORPORATE-POLICY CHALLENGES
IN THE PAST YEARS

>> Mastering growth

>> Shortage of female technicians

>> Change management

>> Gender ratio strongly male-
dominated

OCCUPATIONS

>> Scientists, scientific assistants,
technicians, laboratory staff (School
of higher technical educational, 
skilled workers)

>> In technology, women work in
areas like chemistry and energy,
very seldom in the mechatronics,
robotics, software development,
mathematics, construction, and
mechanical engineering fields



Salzburg Research Forschungsgesellschaft mbH:
“Companies want to sell their products to men
and women; this is why we build interdisciplinary
teams”.
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P o r t r a i t  “ S a l z b u r g  R e s e a r c h ”

>> Equal opportunities 
in the company:
Salzburg Research has been conducting staff

surveys every second year since 2001, and can

document increased work satisfaction, among

other things due to highly flexible working

hours. Individual part-time models with telewor-

king can be agreed, which have increasingly

turned Salzburg Research into an interesting

employer. A large number of equal opportunity

measures were not least initiated via FEMtech

projects and have been a major element in staff

development ever since. 

The first FEMtech project, implemented in

2005/2006, dealt with awareness-raising and visi-

bility of gender issues (wording in written sub-

missions, mission statement, documents, forms,

works agreements, etc.). Today, the entire QM

system is written in a gender-sensitive style: e.g.

for the constitution of job interview panels, it is

mandatory to ask at least one man and one wo-

man. In addition, the proportion of women

among scientists could be increased not least

through the help of various FEMtech projects.

Four female technicians were hired and suppor-

ted on joining the company (conference atten-

dance to get to know the community, training on

scientific writing, mentoring, etc.). This way, the

junior scientists could be bound to the company

in the long term. With the continuous growth of

the company, strategic staff development and

quality management became more and more

necessary for the company. Another FEMtech

project was started to incorporate gender

aspects into these development processes. 

>> FEMtech Career project:
kids_JOIN_tech
The trigger for the second FEMtech project was

the issue of work-life balance. Within the frame

of the project “kids_JOIN_tech”, a survey of de-

mand for a company nursery school was carried

out across the whole technology centre in Salz-

burg (Techno-Z). Furthermore, the company de-

veloped a parental leave programme for employ-

ees taking parental leave. A parent brochure

for employees of Salzburg Research was prepa-

red, and employees claiming maternity protec-

tion and/or parental leave additionally get the so-

called Salzburg Research Parental Leave Folder.

The folder contains specific documents like

guidelines, timesheets, and relevant paragraphs

of the works agreement. Current statutory basis

and general information around maternity protec-

tion, parental leave, parental part-time work re-

gulation, and returning to employment are desi-

gned to provide employees with initial informa-

tion. 

Both FEMtech projects were managed by a se-

nior executive. They were special projects inclu-

ding the management which was very well infor-

med about the projects and showed above-ave-

rage commitment. The managing director sup-

ported presentations at team and divisional

manager meetings and attended important mee-

tings with Techno-Z and the land of Salzburg for

the initiation of childcare facilities. In addition,

the management appropriated additional resour-

ces e.g. for the printing of brochures as the

FEMtech funds were already exhausted.

Salzburg
Research 
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>> Innovative approach:
Childcare facility with natural
scientific focus
The project managers conducted a potential

analysis for the building of a childcare facility at

Techno Z. As a first step, they visited childcare

facilities and conducted talks with companies,

company nurseries, childcare facility operators,

and the Family Department of the Salzburg

land, to find out how a childcare facility could

be launched. An analysis of childcare offers in

the neighbourhood resulted in childcare

facilities with waiting lists. The project

managers also contacted large companies

nearby to find further proponents of the 

project. In addition, talks were conducted with

the operators of Techno-Z to explore suitable 

premises. 

Finally, the approx. 900 employees at TechnoZ

were asked in a questionnaire about their

expectations on a childcare facility and whether

they intended to use them. The questionnaire

also included questions on main theme prefe-

rences (natural science, languages, creativity)

and the extent of care. 56 persons registered

their interest. The majority wished an all-year-

round nursery school with a crèche, opening ti-

mes from 6:00 am to 7: 00 pm, and a focus on

English.

The project was starting to take shape as the

KOKO Association visited the Techno-Z premi-

ses that could be provided for a childcare facili-

ty. As a KoKo nursery school had to close in the

city for structural reasons, it was decided to re-

house it at the Techno-Z. The wishes specified

in the requirement analysis were taken into ac-

count when designing the childcare facility, in-

cluding its pedagogic orientation. Besides ex-

tended and all-year-round opening times, the

childcare facility focuses on English and natural

scientific research. Techno-Z staff are entitled

first to any nursery school places becoming va-

cant.

>> Experiences
Setting up a nursery school was a very motiva-

ting project for the project managers. Through

various talks with different stakeholders, the

project could be successfully implemented and

brings direct benefits for the employees of Salz-

burg Research.

For the implementation of the internal parental

leave programme, a workshop with Salzburg

Research employees was organised at the be-

ginning. Participants were colleagues with chil-

dren, employees on leave, and young employ-

ees that may take up childcare jobs in the next 

few years. By so doing, the project managers

wanted to ensure that useful measures are 

developed, which are also accepted by employ-

ees. It appeared that the subject of parental lea-

ve was an emotional and very personal matter

associated with different experiences, which

must be taken into account in developing a 

parental leave programme. Further personal 

discussions were necessary to better identify

requirements and wishes. 

Salzburg Research
Forschungsgesellschaft mbH
Jakob-Haringer-Straße 5/III
5020 Salzburg, Austria
www.salzburgresearch.at 

Contact: Siegfried Reich
Foundation year: 2000
Annual turnover 2008: EUR 5 m 
Total number of employees in the
company in 2008: 78
Percentage of women in technical
positions total: 29.3%, in scientific
management: 16.7%
Percentage of women in executive
positions 2008: 27.3%
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Experience gained within the project showed

that employees that become parents and have

to reconcile professional and private goals re-

ceived the offer positively and made use of it.

The project showed that initiatives of this type,

may bring benefits for employees in the long

term, but eventually not an short notice. Ove-

rall, both project managers enjoyed valuable

experiences in project management and parti-

cipation processes, which will also be benefici-

al in future technically-orientated research pro-

jects.

>> Results & sustainability
Today, employees going on parental leave at

Salzburg Research receive a parent brochure

and the Salzburg Research Parental Leave

folder with all important information as well as

a welcome gift from the management for their

newborn child. In addition, the company provi-

des coaching and vocational training both du-

ring parental leave and for returners. Overall,

the situation of returners could be significantly

improved through the FEMtech project. 

Meanwhile, a parental leave mentoring pro-

gramme was also set up. Anyone going on 

parental leave has a contact person in the

company who keeps them up to date. 

Based on the initiative of Salzburg Research,

the foundation stone was laid for the company

nursery school at Techno-Z. Various concepts

were designed and presented and the require-

ment analysis necessary for a positive respon-

se of the City of Salzburg was carried out. The

employees of Salzburg Research now have the

possibility to use the company nursery

school. 

Another research project with gender-focus

is already approved. The technologically-

orientated FEMtech-FTI project “FEMroute”

deals with the inclusion of gender-specific re-

quirements in mobility-supporting services.

Furthermore, the project managers can also

imagine implementing a mentoring program-

me in the company.

>> Tips & recommendations
If a company is thinking about setting up a

company nursery school, it is advisable to con-

tact companies with company nursery schools

to get more information on the different appro-

aches. In addition, it is necessary to deal with

the (regional or location-specific) statutory con-

ditions. It is also important that childcare or pa-

rental leave projects equally benefit men and

women. Today, work-life balance is as impor-

tant an issue to men as to their female collea-

gues. Part-time work and teleworking are an

attractive model especially for men who are

seeking the best way to reconcile professional

and private goals. 

The managing director of Salzburg Research,

Siegrid Reich, is convinced that it pays out for

companies to lay the emphasis on mixed te-

ams. Thus men and women can gather expe-

riences while working together and possible

prejudices are eliminated. In parallel, aware-

ness-raising measures, especially observing a

gender-neutral style, are necessary. Compa-

nies can thus contribute to raising the propor-

tion of women among female technicians.

OBJECT OF THE COMPANY &
MARKET POSITION

>> Research in the fields of network
technologies, mobile systems,
knowledge-based systems and
social sciences 

>> Regional market leader
operating regionally, nationally and
internationally

CORPORATE-POLICY CHALLENGES
IN THE PAST YEARS

>> Growth

>> New controlling systems, quality
assurance

>> Shortage of female technicians

OCCUPATIONS

>> The network technology field is
exclusively a male domain

>> Women are especially working in
the social scientific field



Technikon Forschungs- und Planungsgesellschaft mbH:
“The combined employment of junior scientists as
trainees and vocational training of non-technicians in the
technical field was a good idea and a great challenge at
the same time.”
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>> Equal opportunities 
in the company
The management of the internationally operating

small company confirmed that equal opportunities

are an integral element of corporate philosophy.

Ensuring the same entry opportunities while elimi-

nating gender-specific stereotypes are as signifi-

cant for Technikon Forschungs- und Planungsge-

sellschaft as social equality or equal pay for equal

work. The management ensures that women and

men in all areas and at all levels can enjoy the 

same career opportunities and can have access

to management and decision-making positions. 

>> FEMtech career project:
Technology innovators for
Austrian SMEs
In 2004, as the company was employing several

female non-technicians (graduates) in the project

management for chip development, the manage-

ment realised the urgent need for action. Both

for the projects with a technology-orientated

content, and for the organising managers it was

important to have a very basic knowledge of 

semiconductor technology. To provide for the

further development of the project managers

and to prevent their replacement by non-techni-

cal staff, the management suggested that the

employees should attend a technical-orientated

vocational training programme including the fol-

lowing activities:

• Technical vocational training of female non-

technicians in the company

• Development of career plans for those non-

technicians in the field of technology-orientated

innovation management

• Hiring at least two female trainees from the

technology-orientated innovation management

branch of study to jointly develop the further

education programme for non-technicians 

• Strategic further training for non-technicians in

the technical field

• Inclusion of technical contents into internal

customer guidelines by the project managers

A project manager was appointed to manage

and implement content.

>> Innovative approach:
Technical vocational training for
non-technicians
For every non-technician who was selected for

technical vocational training, a specific career

plan was created and strategically spread over

a period of 12 months. Based on the career

plans, steps for the technical and personal coa-

ching of the female non-technicians were desi-

gned.

The first concrete implementation was elabora-

ted and realised by the female junior scientists.

Training design was accompanied by personal

coaching. In addition, the junior scientists per-

Technikon 
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formed an analysis of the actual situation when

dealing with innovation management at Techni-

kon Forschungs- und Planungsgesellschaft.

This was coupled with a strategic analysis of in-

novation management conditions in SMEs in

the region (prominence, experiences, open-

mindedness, evaluations). This resulted in a

strategy for the implementation of an effective

innovation management system for the compa-

ny as well as a strategy with action plans for

implementation in the company. The female ju-

nior scientists who developed the curriculum

for the technical vocational training of non-tech-

nicians could bring in their theoretical knowled-

ge while gathering practical work experiences

at the same time. 

In order to communicate the project internatio-

nally, it was presented via the European Associ-

ation for Women in Science, Engineering and

Technology, which has established a branch of-

fice in the premises of Technikon Forschungs

und Planungsgesellschaft since 2005. The idea

to support this organisation came from two em-

ployees and was backed up by the manage-

ment. Ever since, Technikon Forschungs- und

Planungsgesellschaft has been financing the

staff and Web site of the European Association

for Women in Science, Engineering and Tech-

nology, and provides the necessary infrastructu-

re free of charge. The project was also present-

ed as best-practice example to Micro Electronic

Cluster, Carinthia – a network for companies

from the microelectronics, electrical enginee-

ring and mechatronics sector – aiming at en-

couraging SMEs to implement projects in simi-

lar areas with similar target objectives.

>> Experiences
The managing director was convinced that the

length and the intensity of the project were ade-

quate.To his surprise, however, he had to realise

that the vocational training programme develo-

ped within the frame of the project was not sub-

sequently accepted to the extent that could ha-

ve been expected. The complexity of technical

requirements in the area of work (cellular phone

platform with Ericsson, security technologies

with Nokia, IC process technology with SEZ,

etc.) were a strong challenge for the employees

undergoing vocational training. The combination

of learning modules from the social and techni-

cal scientific competence field had to be

adjusted to each employee on an individual

basis regarding volume and complexity. 

In practice, these steps necessary for success

seldom occur.

>> Results & sustainability
Within the frame of their work placement, the

junior scientists prepared a report on “innovati-

ve climate” in SMEs. This report was also used

as training material for non-technicians. This la-

ter was used to create guidelines for customer

contact. Likewise, within the frame of the pro-

ject, a concrete innovation project in the techni-

P o r t r a i t  “ T e c h n i k o n ”

Technikon Forschungs- und
Planungsgesellschaft mbH
Burgplatz 3a
9500 Villach, Austria
www.technikon.at 

Contact: Klaus-Michael Koch
Foundation year: 1999
Annual turnover 2008:
EUR 1.12 m
Total number of employees in the
company in 2008: 14
Percentage of women in technical
positions 2008: 64%
Percentage of women in executive
positions 2008: 50%
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cal field was elaborated, dealing with coopera-

tion between a research institute and a produc-

tion company. The analysis included the evalua-

tion of innovation processes in the company

with respect to a planned market launch of the

innovation product. The female students spon-

sored by Technikon Forschungs- und Planungs-

gesellschaft confirmed in their feedback that

they had benefitted from working in a concrete

innovation project. In addition, the project provi-

ded participating female employees with addi-

tional qualifications which helped them in their

daily work in a technical environment, and fur-

thermore also ensured higher employability on

the labour market. Based on the project, a plan

for the further employment of junior scientists

was designed. Within the frame of a FEMtech

Career project, the company now employs four

female trainees. The managing director reitera-

ted that the FEMtech project had been the trig-

ger for raising awareness of equal opportunities

in the company. Meanwhile, Technikon For-

schungs- und Planungsgesellschaft is known as

a company that promotes female junior scien-

tists. This is also communicated to the outside

world, as demonstrated in newspaper articles

and job offers as well as participation in Girls’

Day.

>> Tips & recommendations
The managing director stressed that it is a chal-

lenge to keep the enthusiasm of the initial pha-

se alive over a longer time span regarding tech-

nical vocational training of non-technicians. Simi-

lar to what has been successfully applied to

language courses, learning phases should alter-

nate with short breaks. Learning in small teams

of 3-4 persons is advisable. Furthermore, all em-

ployed practical measures, like e.g. laboratory

courses, or supporting documents like scripts

should be available in a suitable grading in terms

of complexity and difficulty level. Modules

matching individual skills and interests promote

a sense of achievement and increase learning

success.

OBJECT OF THE COMPANY &
MARKET POSITION

>> Private ICT research service
provider and innovation manager
for product developments and
technology-orientated change
processes

>> International operator, largest
private research coordinator in the
EU

CORPORATE-POLICY CHALLENGES
IN THE PAST YEARS

>> Recruitment of technicians in a
strongly cyclical ICT market

OCCUPATIONS

>> Computer science, telematics,
electrical engineering, applied ma-
thematics, Innovation Engineering



vatron Gmbh: “When there is a good mix
of women and men, it definitely increases
creativity and innovative power.”
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P o r t r a i t  “ v a t r o n ”

>> Equal opportunities 
in the company
In the foundation phase of vatron gmbh, equal

opportunities of men and women was a low-

priority issue. Due to the increasing difficulty to

find junior staff in the field of mechatronics, but

also especially due to the conviction of the ma-

naging director, that mixed teams produce bet-

ter results within a short time, the first project

for the advancement of women was started in

2002/03. The “Austrian Women and Technolo-

gy Project” was about collecting ideas and im-

plementing steps. The project was run by se-

nior management; besides the managing direc-

tor, the HR manager, the financial director, as

well as the chairman of the work council were

involved. The project started with a one-day

Gender Mainstreaming Workshop. Discussions

were very emotional, however, at the end, the

idea prevailed to make a first attempt at recrui-

ting female skilled workers. The result of these

activities was the successful hiring of the first

technician in 2002. She settled down in her

area within a short time and significantly contri-

buted to positive developments in the next

years. Meanwhile, equality of men and women

is part of the core values of the company. 

To further increase the proportion of research

staff, the FEMtech project completed in 2005

focussed on the promotion of junior staff. The

main goal was to attract (aspiring and already

trained) technicians. Besides a regular participa-

tion in Girls´ Day, a mentoring programme for

female summer trainees was initiated and the

company was presented to students of techni-

cal colleges and universities. Further themes of

the first application were the gender-sensitive

formulation of job advertisements and their pro-

pagation. Meanwhile all measures are an inte-

gral element of staff development. The suc-

cessful mentoring programme for summer trai-

nees was to be extended to include boys. Ho-

wever, for capacity reasons, no male trainees

has been taken on so far.

>> FEMtech Career project:
Sustained development of
equal opportunities at vatron
After successfully attracting the first technicians

to the company, the managing director was also

concerned about the according advancement of

these women. Part of the second FEMtech pro-

ject 2006/07 was therefore the introduction and

implementation of a “Cross-Mentoring 

Programme” for the preparation of technicians

for future executive roles. Within the frame of a

comprehensive approach, the work environment

was also to be analysed with respect to a better

“work-life balance” for all employees, and con-

crete implementation measures were to be 

developed. Project management was ensured

by the managing director; the remaining 

members of senior management (divisional ma-

nagers) were also involved.

>> Innovative approach: 
Cross-Mentoring
The starting point of the vatron cross-mentoring

project was a relevant initiative of the Upper

Austria land within the frame of the Human Re-

sources network. Over a six-month period, fe-

vatron 
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male (junior) executives of Upper Austrian com-

panies were offered career management and

development opportunities by an external men-

tor. A special aspect in this respect was the

cross-company approach: In addition to nomina-

ting the mentees, the companies also had the

task to provide mentors. They preferably had to

be board executives – either managing, HR, fi-

nancial or divisional director. The so-called

“Matching Process”, i.e. the bringing together

of mentors and mentees was realised by an ex-

ternal consultant. The paired up mentoring par-

ticipants were then responsible for the design

of a concrete process sequence. Funding was

ensured via a participation fee of the compa-

nies. The companies also carried any costs in-

curred for regular meetings between mentees

and mentors. For the managing director of va-

tron, this mentoring programme was the best

he had ever experienced. Not only did he acqui-

re extensive experience as a result. In his opi-

nion, participating in this programme was also a

decisive step on the management path for the

selected female technician. Through external

support, issues could be discussed differently

and sensitive items openly addressed. This is

much more difficult in the case of an internal

mentoring programme. Mutual dependencies

may create inhibitions which may impair or pre-

vent the process. Based on this very successful

pilot phase, vatron decided to continue to parti-

cipate in the cross-mentoring programme. Bet-

ween the years 2007 and 2008, another female

technician and the financial director as men-

tees, and two members of the top manage-

ment (second managing director, business unit

director) as mentors, participated in the pro-

gramme.

>> Experiences
Experiences gained from implementing the pro-

ject are viewed by the managing director as

very positive. The measures for the advance-

ment and recruitment of female junior staff, re-

sulted in a close partnership with the university,

the coordination agencies for the advancement

of women and gender research, as well as tech-

nical universities. This enabled the company to

attract good staff via summer work placements

and dissertations and to bind them to the com-

pany. In addition, positive word-of-mouth adver-

tising and recommendation of the company wit-

hin the student and graduate body is much mo-

re valuable that any PR action. However, the

path to a meanwhile broad acceptance of equal

opportunities was not easy. The project was in-

itially met with strong opposition and scepticism

among male executives and the company

owners regarding the benefit and significance of

women-advancement measures.

From today’s perspective, the managing director

describes this phase as very critical.

The broad rejection front could only be dispelled

thanks to good experiences following the hiring

of the first female technicians who initially had

to face prejudice on the part of her male collea-

gues. Thus it was difficult for some to accept a

woman as an equal member of the team. As a

rule, these conflicts were solved by the women

themselves. Many already had had to assert

P o r t r a i t  “ v a t r o n ”

vatron gmbh
Stahlstraße 14
4031 Linz, Austria
www.vatron.com 

Contact:
Wilhelm Hofmann, MBA
Foundation year: 1998
Annual turnover 2008: EUR 29.9 m 
Total number of employees in the
company in 2008: 182
Percentage of women in technical
positions 2008: 7%
Percentage of women in executive
positions 2008: 1%
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themselves in a male-dominated environment at

a university or technical college.

>> Results & sustainability
Overall, the measures contributed to increasing

the proportion of women in research. Mean-

while, eleven female technicians are working in

the company; among summer trainees, the pro-

portion of men and women are almost equal. In

addition, attracting applications from women no

longer necessitates additional efforts. All job

offers automatically run via the contact network,

ensuring that they also reach female technici-

ans. Vatron has used the increased public atten-

tion to position itself as an attractive employer

in the technical field. Within the company, the

women have formed a network.They meet

once a month to exchange experiences and

support each other.

In the eyes of the managing director, the work

climate in the company and problem-solving

competence have changed significantly. Pro-

jects are solved faster and the quality of the so-

lutions is better, when men and women work in

a team. People have also become more appreci-

ative.

>> Tips & recommendations
According to the managing director, companies

that consciously focus on the recruitment and

advancement of female and male staff have a

clear advantage. The main condition is that the

management supports the measures. Without

backing and acceptance from the top, chances

of success are significantly reduced. In this re-

spect, the management should at least give its

approval. However, it is better if it can be con-

vinced of the importance to grapple with equal

opportunities of men and women. Practical

examples from another company can be very

helpful in this respect. For the managing direc-

tor, they are the best way to translate theoreti-

cally abstract considerations in a clear and prac-

tical fashion. Besides practical inputs, they pro-

vide tangible arguments and evidence for the

use of specific measures, which are not that ea-

sy to refute with counterarguments. Further-

more it shows that great impacts can also be

achieved even with simple means, and that as a

rule, it is worth the effort.

OBJECT OF THE COMPANY &
MARKET POSITION

>> Development, production and
commissioning of mechatronic
measuring and control instruments
for industrial plants

>> Market niche: tight customer
portfolio and few competitors, 
primarily operating internationally

>> Market leader for process
simulators and electrode regulation
systems

CORPORATE-POLICY CHALLENGES
IN THE PAST YEARS

>> Strong growth 

>> Measures for a better “work-life
balance”

>> Economic crisis

OCCUPATIONS

>> Technicians and natural
scientists from various fields:
mechatronics, mechanical
engineering, electronic engineering,
physics, mathematics, informatics,
as a rule with university or technical
college degree

>> Low proportion of women in
technical positions, but significant
increase since 2002 (from one
woman in 2002 to eleven in 2008)
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P o r t r a i t  “ V R V i s ”

>> Equal opportunities 
in the company: 
In the start-up phase of the company, the low

proportion of women was not a subject of di-

scussion. After attending various gender con-

ferences, the manager became aware of the is-

sue. In spite of this, no concrete activities to-

wards equal opportunities were undertaken be-

fore the FEMtech project.

In internal company discussions, assumed dif-

ferences between male and female technicians

were examined. The managing director viewed

computer designers as frequently introverted

and also interested in technical matters in their

spare time, allowing them to acquire additional

qualifications, which could be interesting for

the company. On the other hand, he experien-

ced female computer design students as inter-

ested in many things and more communicative.

They brought important social competences in-

to the company. However, he often missed ad-

ditional technical qualifications in job interviews

because female students did not only spend

their spare time in front of their computers. 

The managing director realised that this had 

to be taken into account when a woman was

applying for a job. Women should be given 

the opportunity to catch up on technical qualifi-

cations. This would allow the company to use

the social skills that male technicians were 

lacking.

>> FEMtech Career project:
FEMinVis
The purpose of the FEMtech project was to

increase the proportion of female technicians at

VRVis, because women positively change the

work climate and bring new aspects into techni-

cal development processes. From a financial per-

spective, the project was also attractive. In some

tenders, projects with female project managers

were more likely to be sponsored. In order to

acquire female project managers, it was initially

necessary to train junior scientists. The only

female scientist in the company at the time

hence submitted an FEMtech application and

took over the project management. 

The following activities were planned:

• Setup of an undergraduate and trainee net-

work, advancement of junior staff: nine female

students were to be given the possibility to get

a work placement or write a dissertation over a

period of two years.

• Creation of two jobs for scientific assistants:

Besides their studies, female students were to

work on long-term VRVis projects and grow 

into scientific work.

• Concomitant PR and marketing

• Reflection on experiences in the VRVis 

management team

The FEMtech project was regarded by the ma-

nagement as an experiment in which it was not

VRVis 

VRVis – Center for Virtual Reality and Visualization 
Research GmbH: “Innovation feeds on alternatives
and different perspectives.”
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further involved. The entire responsibility lay on

the shoulders of the project manager.

>> Innovative approach: 
Web site: Women in computer
design
As a part of PR work on the project, the project

manager designed a Web page which inter-

ested female students and undergraduates

could use to contact the company. Additionally,

the whole FEMtech project was presented. The

Web site was placed prominently on the start

page of VRVis so interested female students

could get information on the FEMtech project.

This Web site significantly contributed to the

success of the project. It was the best way to

communicate to the outside world that VRVis is

interested in women and offers them opportu-

nities for work placements, dissertations, and

work experience in the field of computer de-

sign. In addition, VRVis trainees and undergra-

duates had the opportunity to present themsel-

ves with a short CV, the results of their projects

and their publications. Thereby other female

students interested in a work placement or wri-

ting their dissertation at VRVis should be moti-

vated to apply. Those women who had already

researched or published at VRVis were to en-

courage female students to try it as well.

>> Experiences
Through the FEMtech project, the proportion of

women among scientists was increased and se-

ven trainees and two undergraduates could be

acquired. Especially the Web site was key to

the increase in the proportion of women, becau-

se it motivated women to apply with VRVis.

Work experiences with the women were very

positive, the students were very ambitious, and

this also brought about some changes in the

mindset of male colleagues regarding equal op-

portunities in the company. 

During the course of the FEMtech project, the

project manager also noticed that female stu-

dents partly lacked self-confidence. On a Techni-

cal University meeting, one student was intimi-

dated by the self-presentation of colleagues,

even though she was by no means inferior, and

was even ahead of them in some things. The

project manager ascribed this to the partly still

low acceptance of women in the men’s world of

technology. To assert oneself as a technician 

necessitates high self-confidence, because the

technical skills of women still continue to be

questioned. 

Not all measures of the FEMtech project could

be implemented as planned. To set up a net-

work of female technicians, the project manager

initiated a mailing list to provide interested 

female students with an exchange forum and i

nform them about interesting job offers. Female

technician meetings were also planned. The 

response to the mailing list was rather low. The

project manager had to realise that she could

not ensure networking on her own. Hence the

mailing list was shut down. Retrospectively, the

project manager has a somewhat differentiated

view of her involvement in the FEMtech project.

The management of the project to increase the

proportion of women in the company had little

scientific reference and hardly contributed to

her own professional career development. It 

also cost time in which male colleagues carried

out research projects promoting their scientific

P o r t r a i t  “ V R V i s ”

VRVis – Centor for Virtual 
Reality and Visualization 
Research GmbH
Donau-City-Straße 1
1220 Vienna, Austria
www.vrvis.at 

Contact: Katja Bühler, 
Karin Kraft
Foundation year: 2000
Annual turnover 2008: EUR 3 m 
Total number of employees in the
company in 2008: 36
Percentage of women in technical
positions 2008: 12%
Percentage of women in executive
positions 2008: 19%
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reputation. Hence she does not regard applying

for a follow-up project and the sustainability of

the current project as her task, rather as the

task of the company. It is the company which, in

the end, benefits most from positive experiences. 

>> Results & sustainability
Thanks to the FEMtech project, the number of

female scientists at VRVis could be increased

from one to four. One of the former FEMtech

female students already held a technical college

degree and was encouraged by VRVis to take

examinations at the Vienna Technical University

to be admitted to doctoral studies. Another

FEMtech student who was also employed at

VRVis, is currently working as an assistant lectu-

rer at Berlin University. The project was therefo-

re very successful in increasing the proportion

of women at VRVis. To further support this

trend, the managing director would like to parti-

cularly allow female students to get a work pla-

cement or write their dissertation. 

At the Technical University, VRVis still offers

work placements and paid dissertations to stu-

dents writing their dissertation. They are em-

ployed full-time during their dissertation and re-

ceive the same salary as a Junior Researcher. 

The Web site also still exists

(http://medvis.vrvis.at/projects/feminvis/), howe-

ver, it is not longer directly linked to the start pa-

ge and is no longer updated since the end of the

project. It is therefore more difficult to find for

interested female students and now hardly con-

tributes to further increasing the proportion of

women at VRVis.

>> Tips & recommendations
The increase in the number of female technici-

ans must lie in the interest of the company and

be strategically pursued by management. It may

not be left up solely to female scientific staff. A

company planning a project to increase the pro-

portion of women should include women in

conception and implementation, but not burden

them with the entire work and responsibility for

structural change and ensuring sustainability.

The manager advises companies without wo-

men in the technical field so far to identify any

persons responsible for personal development

and to promote awareness-raising on equal op-

portunities. 

When working with students, it is important to

believe in them and to tell them that they are

doing their job well, because women in techni-

cal jobs work partly differently from men. They

tend to be less obsessed with detail, but bring

in new perspectives and often promote/encou-

rage cooperation through their social skills.

OBJECT OF THE COMPANY &
MARKET POSITION:

>> Non-university research institute
in the field of computer design,
visualisation of technical and
medical data, Visual Computing

>> Market leader in Austria,
operating primarily nationally, but
also internationally

CORPORATE-POLICY CHALLENGES
IN THE PAST YEARS

>> End of the dotcom era

>> Switch from sponsored
competence centre to contract 
research for the industry

OCCUPATIONS

>> Basic research-orientated and
application-orientated computer
specialists

>> Women are more often
employed in fundamental research



VTU Holding GmbH: “The objective is not only to
create equal opportunities, but also to bring about 
a change in the way gender issues are perceived.”
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P o r t r a i t  “ V T U ”

>> Equal opportunities 
in the company
Since its foundation in 1990, VTU had been stri-

ving to treat women and men in the company

on equal terms. In the company’s view, equal

opportunities are basically established: men

and women get equal jobs and equal pay, and

have the same career opportunities. The staff

development team is aiming to create basic

conditions that make it easier for women to re-

turn to employment, and also offer men the

possibility to reduce their working time or to

use parental leave. Hence specific activities or

measures to increase equal opportunities for

men and women were not realised until the

first FEMtech Career project, and gender is-

sues were rather unimportant. The trigger for

dealing more extensively with the subject was

that while the proportion of women in the com-

pany was approx. 25–30%, yet in technical and

executive jobs, it was much lower. In particular,

there were no female employees in research.

As a result of the debate about background and

reasons for this situation, the company consi-

dered increasing the proportion of women at

VTU in the long term, to better meet the recur-

ring shortage of personnel. Another trigger was

the planned expansion and development of the

research division, in connection with the con-

cern to attract qualified process engineers. In

addition to the implementation of female-speci-

fic measures, the company decided on sustai-

nability grounds to specifically deal with gender

issues and to set up according competences.

>> FEMtech Career project:
Advancement of women for
VTU – FEM4VTU
For the development of a new research division,

technical staff was recruited and found in the

person of a young process engineer. She had ga-

thered experience in the company while writing

her dissertation, and therefore perfectly matched

the job description on account of her qualifica-

tions and previous experiences. To advance her

career to management level was finally the trig-

ger for the submission of an FEMtech applica-

tion. The main goal of VTU was the technical and

personal qualification of the process engineer as

well as the development of her management

skills through internal and external measures. In

addition, the FEMtech project was used for the

development of gender competences, reflection

on internal structures, as well as awareness-rai-

sing of executives. 

The first step was to appoint an Equal Opportu-

nity Commissioner. Her job is to detect and ad-

dress inequalities in corporate daily life and to

work out solutions for improvement in coopera-

tion with the management. At the same time,

she was responsible for the coordination of the

FEMtech project. The project was initiated by

the managing director. The elaboration and pro-

cessing were jointly performed by the HR mana-

ger and later, the Equal Opportunity Commissio-

ner. The inclusion of the members of manage-

ment occurred via the advancement of the fema-

le process engineer and via the participation in

VTU 
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the Gender-Jour-fixe. Meanwhile, this forum –

originally planned only internally – has developed

into a local company-wide gender network

which also remained in existence after the end

of the FEMtech project.

>> Innovative approach:
Gender network
In order to strengthen the exchange of ideas

the project manager of the BDI FEMtech pro-

ject was invited to the Gender-Jour-fixe. There

the idea appeared to create a gender network

to discuss technical aspects from a female per-

spective at regular intervals. The purpose is to

create a platform on which gender issues can

be addressed, and women can present their re-

search work, while at the same time fulfilling

the economic aspects of local company net-

working. 

The framework was initially set through brains-

torming. The intention was to train employees

through content lectures, but also to promote

personal contact between employees. The

lectures had to provide a broad range of sub-

jects and not be limited to women or gender is-

sues. To strengthen local ties, events took

place in the venues of both participating com-

panies, preferably in the late afternoon or early

evening. This initiative was positively received

by both VTU and BDI who promised to give

their support. The measure was specifically ai-

med at scientists and trainees as participants.

Via personal contacts to universities and techni-

cal colleagues, females studying biotechnology,

chemistry, or process engineering were invited

to give them the opportunity to get to know the

companies. In addition to the staff of local com-

panies, the invitation was also extended to ot-

her companies. After a preparation phase, the

first venue took place in 2007. Feedback was

very positive. In addition to strengthening local

partnerships, the events made it possible for

scientists of the company to get to known ex-

perts from the university, other companies, or

also research institutes. These are important

steps in the establishment and consolidation of

own professional networks.

>> Experiences
An important experience of the project manager

was that women’s advancement and equality

measures necessitate a good deal of communi-

cation. The prevailing mood towards the FEM-

tech project was rather positive. Personal con-

cerns, however, conjured up emotions ranging

from scepticism to opposition, right down to re-

jection. In order to address them, it was neces-

sary to spend time and consciously deal with

them. Furthermore, the project manager did not

succeed in establishing gender as a regular item

on the agenda of management meetings. The

external gender seminar for executives could

not either be realised in the planned form due to

a shortage of time. Instead, however, an internal

seminar was realised in cooperation with BDI,

which two managing directors attended: an im-

portant step to promote gender awareness

among executives.

>> Results & sustainability
The most visible results of the FEMtech project

in the eyes of the manager include the training

P o r t r a i t  “ V T U ”

VTU Holding GmbH
Parkring 18
8074 Grambach/Graz, Austria
www.vtu.com

Contact: Andrea Ahn
Foundation year: 1990
Annual turnover 2008: approx. EUR 20 m 
Total number of employees in the
company in 2008: 196
Percentage of women in technical
positions Employees in 2008: 20%
Percentage of women in executive
positions 2008: 10%
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of the management skills of the process engi-

neer as well as the events taking place within

the frame of the gender network. Additionally,

the project once again emphasized how much

potential and abilities women in the company

have. In this respect, the started activities are li-

kely to carry on. The way people deal with equal

opportunities has also changed. Awareness may

not have completely changed, but the topic is

more discussed. 

Further activities are also in planning. The pro-

ject was very successful in terms of increasing

the proportion of women. The staff of the R&D

division could be increased by four new female

members.

>> Tips & recommendations
The managing director recommands to look

specifically for areas in which equal opportuni-

ties are not yet practised, in which, however, no

major opposition is to be expected when sub-

mitting a first application.

The first successes pave the way for follow-up

measures. The project manager is convinced

that the management has to back the projects

and must view them positively. In talking with

colleagues, she thinks it is necessary to con-

front the persons openly and to accept criticism.

It can be processed within the frame of work-

shops or seminars, and persuasion employed. 

It is important for the project manager to switch

from mere women’s advancement to gender is-

sues and to clearly stress the benefits for the

company. She welcomed the involvement of

open-minded parties and multiplicators. Internal-

ly, these persons can promote the subject of

equal opportunities in their respective depart-

ments. 

External experts and mutiplicators provide expe-

rience and knowledge. The combination of tech-

nical and gender-specific themes attracts keen

interest while allaying fears. In a relaxed frame-

work, it is thus possible to discuss, approach

and further deal with gender issues.

OBJECT OF THE COMPANY &
MARKET POSITION

>> Development, planning and
supply of production plants for the
chemical and processed industry

>> Market leader in Austria,
competitor on international markets

>> Sites in Germany, Switzerland
and Italy

CORPORATE-POLICY CHALLENGES
IN THE PAST YEARS

>> Staff shortage, especially of
qualified technicians and
researchers

>> Recruitment of junior staff

OCCUPATIONS

>> University and technical college
graduates from the process
engineering, technical, chemistry,
biotechnology fields

>> Low percentage of women
among process engineers, a bit
more female chemists



Wood K plus – Competence Centre for Wood Composite
Materials And Wood Chemistry: “If I want to be
innovative, I need a broad range of skills in my teams. 
For this reason, it is essential to have women on board.”
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P o r t r a i t  “ W o o d  K  p l u s ”

>> Equal opportunities 
in the company
Equal opportunities became an issue with the

reorganisation of the Competence Centre in

2005. Before that time, efforts had already been

made in partial areas of the company to achieve

a balance in the number of male and female em-

ployees. It had also been thought about how the

reentry of employees after parental leave could

be improved. Individual part-time models to

enable a better work-life balance were created.

In addition, an Equal Opportunity Commissioner

was hired as liaison officer for female employ-

ees. She is the first point of contact for all em-

ployees in matters regarding equal opportuni-

ties. Generally speaking, the Equal Opportunity

Commissioner is responsible for equal opportu-

nity and gender issues. 

Equal opportunities are well established at the

Competence Centre, which is not least due to

the open-mindedness of relatively young execu-

tives, often based on their own experience of

being working parents. Another point is that

women as a group are relatively well represent-

ed, hence the proportion of women in the com-

pany is about one third. However, equal oppor-

tunities do not form an integral part of the mis-

sion statement.

>> FEMtech Career project:
Wood Kplus – Competent in
Gender Mainstreaming 1
For Wood K plus, the FEMtech project was the

possibility to structure and institutionalise 

current activities. An incentive for the project

was also to increase the attractiveness of the

company for new female employees. The purpo-

se was to raise awareness for gender-specific is-

sues and to make the company more attractive

to women in order to bring highly-qualified tech-

nicians into the Competence Centre. 

For this purpose, the following activities were or-

ganised: 

• Increasing gender competence of executives

through mandatory course on equal treatment,

role stereotypes, awareness-raising for gender

& diversity, etc. followed by reflection in a fol-

low-up workshop.

• Seminar on role behaviour and self-marketing

for employees to reflect on their behaviour pat-

terns in professional life and to actively pinpo-

int and ward off discriminating behaviour from

colleagues and superiors.

• Review of internal and external communica-

tions in terms of gender conformity (QM docu-

ments, Wood Newsletter, homepage), as a

gender-neutral language may also generate

gender-neutral images in people’s minds.

• Gender-relevant contributions in internal Wood

Newsletters to show how gender mainstrea-

ming can be put in practice.

• Definition of the duties and responsibilities of

the gender liaison officer: her role is to help re-

solve conflicts at an early stage and to contri-

bute to a positive corporate culture taking into

account gender issues.

The management initiated and ordered the FEM-

tech project and discussed project ideas toget-

her with other members of the management bo-

ard. This made it possible to involve all persons

Wood K
plus
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concerned from the very beginning, which facili-

tated project implementation. The gender liaison

officer designed and managed the project and in-

volved further employees in the concept deve-

lopment to create broad acceptance for the pro-

ject. The project was a regular topic in board 

meetings. During the project life span, the gen-

der liaison officer left the company and the pro-

ject management was given to an area manager.

A part-time employee took over the tasks

of the gender liaison officer. Quality manage-

ment was also involved in the project implemen-

tation.

>> Innovative approach:
Employee training on role
behaviour and self-marketing
A special feature of the FEMtech project at Wo-

od K plus was the employee training on role be-

haviour and self-marketing. In the course of

their professional career, both project managers

experienced that women sometimes stood in

their own way when it comes to career and ca-

reer success. This starts with little things occur-

ring in professional life. For instance, in the

course of her career, the area manager fre-

quently noticed that when the secretary was on

holiday, female graduates were more likely to

be asked to take over a “secretarial role” than

their male counterparts. 

In addition, she noticed that mainly women cle-

ared the table after attending meetings while

men generally did not. Why do women more

often voluntarily take over tasks that signal a

subordinate role? And why do men, as a matter

of fact, assume that they should not be dealing

with small chores of daily work routine? To exa-

mine these questions, the project managers

wanted to offer employees of the Competence

Centre a seminar showing where the traps are

and how they can be avoided. Contacts to an

Equal Opportunity Commissioner were used to

find trainers. Finally a whole-time course was

organised for female employees.

At the beginning of the seminar, terms like gen-

der, equal treatment, gender mainstreaming,

etc. were explained. Then employees were fa-

miliarised with the token effect that shows the

consequences of having a minority status in a

group.The afternoon was dedicated to self-

assertiveness and self-presentation in external

relationships. 

Furthermore, the dilemmas of women in exe-

cutive positions were discussed, and the most

frequent conflicts women in technical jobs are

faced with were highlighted. Employees collec-

tively developed strategies to resolve these

conflicts. The course was very well received by

employees. Optional coaching was also offered

to sustainably support women.

>> Experiences
Overall, the FEMtech project met the interest of

the company. While revising all documents with

a view to using a more gender-sensitive style,

the persons implementing the task partly met

with opposition. This also came from employ-

ees themselves, which e.g. did not want to be 

called Dr. in. Hence, a gender-neutral language

was only implemented on the website. As a

P o r t r a i t  “ W o o d  K  p l u s ”

Wood K plus – Competence
Centre for Wood Composite
Materials and Wood
Chemistry

St.-Peter-Straße 25
4021 Linz, Austria
http://www.wood-kplus.at

Contact: Boris Hultsch
Foundation year: 2001
Annual turnover: EUR 6.8 m
Total number of employees in the
company in 2008: 72
Percentage of women in technical
positions Employees in 2008: 33%
Percentage of women in executive
positions 2008: 33%
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second FEMtech project focusing on executive

training for female employees was being consi-

dered, male executives pointed out that it

should not result in a discrimination of male

employees.

The FEMtech project was also struggling with

organisational problems when the change in the

project management occurred during the course

of the project. Everything was put on hold for a

short while because the areal manager did not

have time for her new duties and could only ma-

ke it by reallocating other work. Overall, employ-

ees committed to the equal opportunity project

had to struggle with time shortage. It is unclear

who could lead another FEMtech project. The

area manager is busy with her executive role,

the gender liaison officer is a part-timer whose

time resources besides her regular job are very

limited. Undergraduates cannot take on a pro-

ject manager role. 

>> Results & sustainability
For the management, the discussions on project

contents during the application for the FEMtech

project were already very interesting, constructi-

ve, also partly controversial, and raised 

awareness for the subject. This was consolida-

ted by the executive seminar in the

project, and should now be sustainably imple-

mented in a follow-up workshop.

Generally speaking, the project resulted in rai-

sed awareness for gender differences and re-

flection on one´s own behaviour. Employees le-

arnt to avoid gender traps and to question com-

pany structures. Thanks to the project, gender

became a major issue at Wood K plus, not least

through the gender liaison officer. Thanks to the

project, prejudices about “gender” issues could 

be eliminated. For the future, the area manager

is planning to set up a network of “wise wo-

men” across all company sites to promote ex-

change and reflect on how to improve equal op-

portunities in the company. Younger employees

can tap this network if they need support.

>> Tips & recommendations
The managing director thinks it is important to

include executives in projects on equal

opportunities. Responsibility for the success of

such projects may not be delegated to operatio-

nal staff. The projects should be well integrated

in the company and be embedded in internal

communication structures and cultures, so they

can have a sustainable impact.

He advises companies to participate in FEMtech

and to deal sensitively with gender issues. If

companies want to carry out gender courses,

this requires preparation and there must be ac-

ceptance for the subject, otherwise these semi-

nars do not make much sense. Hence executi-

ves should be involved from the beginning. An

important factor for successful equal opportuni-

ty measures is the quality of the measures

themselves, which must be first analysed,

discussed, and adopted. It is necessary to deal

with the requirements of all employees, so that

positive gender approaches and measures do

not get misunderstood or undermined.

OBJECT OF THE COMPANY &
MARKET POSITION

>> Research in the field of wood
composite materials, wood
chemistry, in strong cooperation
with the Austrian industry

>> Market leader, operating
regionally, nationally, and
internationally

CORPORATE-POLICY CHALLENGES
IN THE PAST YEARS

>> Strong staff growth, yet at the
same time shortage of female
technicians and high fluctuation due
to undergraduates being head-
hunted by other companies

>> Four locations

>> Increasingly applied research at
the end of the kPlus programme

OCCUPATIONS

>> Plastic engineering, wood tech-
nology, chemistry, biology, business
management

>> Above-average proportion of
men in wood technology & -indu-
stry; women are more frequently
employed in chemistry
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>> Objectives of FEMtech
FEMtech is a programme for the promotion of

equal opportunities in Research and Technology.

The purpose of the programme is to specifically

support women and to change the framework

conditions in industrial and non-university rese-

arch to such an extent that they equally fulfil the

requirements of men and women. By increasing

the proportion of women in these institutions and

improving their career position, FEMtech would

like to make a contribution to the increased reali-

sation of female innovation potentials and to bet-

ter equal opportunities of men and women in

society.

>> In the interest of women and
companies
To improve job entry and the realisation of perso-

nal career goals of female scientists and technici-

ans, industrial research businesses and non-uni-

versity research institutes are subsidised when

they implement gender-specific activities (FEM-

tech Career). The specific advancement of young

scientists and technicians starting employment is

achieved through the close cooperation of com-

panies and training facilities (FEMtech Career

Paths). Viewing research work and products from

a gender viewpoint, diversifies the product range

and brings market potentials. Hence the integra-

tion of the gender dimension is supported in Re-

search and Development (FTI projects). Through

specific support measures, the attractiveness of

the company for women is increased, which can

counter the shortage of specialist staff. The com-

panies benefit from the competences and per-

spectives of qualified women in mixed-gender te-

ams. Better qualified and more motivated wo-

men provide more innovation potential for com-

panies, which benefits Austria as an innovative

location.

>> How FEMtech works
The FEMtech programme provides a wide range

of synchronised measures: 

FEMtech ACTIVITIES: FEMtech supports activi-

ties for awareness-raising and visibility of women

in Research and Technology. Activities are e.g.:

FEMtech network meetings, Forum NaWi)(Tech,

FEMtech Expert Database, FEMtech Expert of

the Month

FEMtech FUNDING: Financial resources and

advice are provided within the frame of the three

programme lines: FEMtech Career – FEMtech

Career Paths – FEMtech FTI projects

FEMtech KNOWLEDGE: FEMtech provides

relevant data and information, presents studies

and publications as well as thematic abstracts 

on national and international research in the

subject area. FEMtech Knowledge includes 

data, gender discussion, FEMtech publications,

literature 

Women in 
Research  

and Technology

FEMtech
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>> FEMtech Career
As compared to the rest of Europe, Austria ranks

second but last regarding the employment of fe-

male scientists in industrial research. In executive

positions, women are hardly ever represented.

FEMtech Career would like to reverse this trend

and contribute to the competitiveness of R&D

companies. Within the frame of FEMtech Career,

research and technology-intensive businesses

and non-university research institutes can submit

applications for projects improving the situation

of women and their career opportunities.The acti-

vities include various levels like Organisation and

Management, Human Resources, as well as Re-

search & Development. The programme focuses

on the sustained improvement of structures as

well as basic entry conditions in the respective

organisation.

>> Application advisory and grant processing

SUSANNE REITHER

FFG Structure Programmes

Tel.: +43 (0)5 77 55-2306

E-Mail: susanne.reither@ffg.at 

>> FEMtech Sponsor advisory and acquisition

BETTINA STURM

FEMtech Competence Centre

Tel.: +43 (0)1 219 91 09-10

E-Mail: b.sturm@dzconsult.at

>> FEMtech Career Paths
To meet the demand for female scientists and

experts in R&D companies in the future, more

young women need to be acquired for scientific

and technical jobs in companies. For this purpo-

se, female students are supported and managed

on starting employment. The programme line

FEMtech Career Paths promotes cooperation

between universities and/or technical colleges

and research and technology-intensive compa-

nies to specifically attract junior scientists to R&D

companies. Within the frame of these coopera-

tions, selected students are prepared for a career

in research already during their studies. A training

facility implements a motivation and qualification

programme in cooperation with at least two com-

panies. Besides the transfer of practical know-

how, key qualifications with a high relevance for a

career in the industry are conveyed.

>> FEMtech FTI projects
The result of research and innovation depends on

how well new ideas and products can establish

themselves on the market and reach clients. The

different life realities and requirements of men

and women can have a relevant impact on the

development of technologies and products and

hence on marketing success. Innovations and

market potentials are created when research and

development deal explicitly with the require-

ments of female and male customers. This way,

market potentials can be better exhausted, mis-

guided developments and investments in techno-

logy and product development can be prevented.

Through FEMtech FTI projects, awareness and

interest for “gender” issues are to be raised in

research projects, and the quality and solution

requirement compliance increased. At the same

time, acceptance for products and technologies

by women can be increased.

>> FEMtech Organisation – 
The FEMtech Competence
Centre
In summer 2008, the FEMtech Competence

Centre took over the implementation and strate-

gic further development of the programme

“FEMtech – Women in Research and Technolo-

gy”. 

The FEMtech Competence Centre views itself as

a platform for the realisation of equal opportuni-

ties of women in research and technology. To 

implement this project, the FEMtech Team brings

broad interdisciplinary expertise together. 

The FEMtech Competence Centre is funded by

the organisations ÖGUT, JOANNEUM RESE-

ARCH, Bohmann Druck und Verlag and Draxl &

Zehetner Consulting Network. The FEMtech

grants (applications and grant processing) are de-

alt with by the Austrian Research Promotion

Agency (FFG). The task and purpose of the FEM-

tech Competence Centre is to change frame-

work conditions in Research and Technology in

such a way that they equally fulfil the require-

ments of men and women. According to the re-

sults achieved by FEMtech, activities and measu-

res are continued but also adapted and expan-

ded. This allows the FEMtech programme to be

continuously developed. 

The three FEMtech
programme lines 
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Gertraud Oberzaucher

Federal Ministry for Transport, Innovation and Technology (BMVIT)

Tel.: +43 (0)1 711 62-653414 

E-Mail: gertraud.oberzaucher@bmvit.gv.at

Inge Schrattenecker 

Content responsibility and overall coordination FEMtech

Austrian Society for Environment and Technology – ÖGUT GesmbH

Tel.: +43 (0)1 315 63 93-12 

E-Mail: inge-schrattenecker@oegut.at

Helene Schiffbänker 

Scientific Management

JOANNEUM RESEARCH

Tel.: +43 (0)1 581 75 20-2826 

E-Mail: helene.schiffbaenker@joanneum.at

Robert Lichtner 

Management of PR and Awareness Activities FEMtech

Bohmann Druck und Verlag

Tel.: +43 (0)1 740 95-481 

E-Mail: robert.lichtner@bohmann.at

Bettina Sturm 

FEMtech Grant advisory and acquisition 

D&Z Consulting

Tel.: +43 (0)1 219 91 09-10 

E-Mail: b.sturm@dzconsult.at

Andrea Rainer 

FEMtech Application advisory and grant processing

Austrian Research Promotion Agency (FFG)

Tel.: +43 (0)5 77 55-2307 

E-Mail: andrea.rainer@ffg.at
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