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1. Summary report and Comments by the President and Vice President of COPEC

Building on the awareness raised at the Management Committee in late 2004, in 2005 COPEC launched several initia-
tives to improve its dialogue with EIB staff, managers and the Management Committee as a means to obtain a more 
detailed picture of the main concerns and issues throughout the organisation. 

The Food for Thought Luncheon initiative gave a unique opportunity for staff members from all levels of the bank to 
raise their concerns directly with members of the Management Committee. We would like to thank all of the partici-
pating Management Committee members for hosting these discussions and for being receptive to what they heard. The 
staff survey undertaken on March 8, to coincide with International Women’s Day, identified the most popular issues of 
concern to those staff who responded that they would like COPEC to take forward and the Gender Sensitivity Train-
ing exercise attended by the Bank’s Director Generals and Directors also gave an insight into the culture of the Bank 
in relation to equal opportunities.

Several recurrent themes emerged in all of these different processes, in particular including a concern that more 
needed to be done to ensure the promotion process is fair and based on merit rather than positive discrimination in fa-
vour of any particular nationality group or gender. Regarding work-life balance issues, concerns were raised regarding 
the “long hours” culture at the EIB; that taking parental leave can negatively impact on future career opportunities as 
well as the issue of the Crèche and the need for additional capacity.  Of more general concern were a number of issues 
relating to career progression generally and specifically issues with the recruitment and retention of suitably qualified 
females at management grades and some of the Bank specific problems in attracting such people to apply. 

COPEC raised a number of these issues through notes to HR and the Management Committee and by offering its 
support to the Joint Crèche Working Group. The committee was also made aware of the future need to address non-
gender specific equal opportunities issues that was a recurring theme through all of the consultations and a significant 
recommendation from the Gender Sensitivity Consultants.

Although the Bank has introduced a number of policies to facilitate gender equality there seems to be a great disparity 
between policy and practice as well as reality and perception. On the one hand, there is a widely-held perception that 
the Bank is pursuing a positive discrimination policy favouring women in recruitment and promotion decisions. On 
the other hand, staff statistics still show that women remain underrepresented in management functions. This paradox 
suggests that the Bank’s recruitment and promotion decisions still lack sufficient transparency, consistency and quality 
control and are not perceived to be undertaken on performance-and competency -based criteria.  As a result, certain 
hasted and well-intended efforts by EIB managers to improve the gender balance in recent years may have improved 
the statistics in certain areas and grades, but have failed to develop a sustainable pipeline of competent women with 
management potential across the Bank. This might explain why despite such efforts, the percentage of females at Senior 
Cadre level returned in 2005 to the same level as in 1999

During 2006 COPEC will continue to lobby for change, not only in policy but also in culture and practice. A significant 
contribution to this will be the report of the Equal Opportunities consultant which will form the basis of a report to 
the EIB’s Board of Directors in the summer. In addition the Food for Thought luncheon programme will continue, a 
further meeting with the Director Generals on the challenges and opportunities on gender equality will also take place 
and the Bank will host an international conference for the Organisational and Information Network on diversity in 
large public and private sector organizations.

COPEC would like to thank all those who have supported and contributed to the success of its initiatives and invites all 
staff to participate in its activities, provide feedback and new ideas.  We would also like to thank the current and alumni 
COPEC committee members as well as Vice President Roth, representing the Management Committee, for all their 
valuable contributions and personal commitment. 

Andrew Vince    Shiva Dustdar
President      Vice President



Issue              Number of votes   Percent votes
Crèche    30   38%
Career development  51   65%
Internal mobility   27   35%
Women in management  40   51%
 Work/life balance  50   64%
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2. Activity Report

2.1 Consultation with staff 

2.1.1 Staff  survey on 8 March 2005 - International Women’s Day

To coincide with International Women’s Day an electronic staff survey was undertaken on the theme “COPEC Lob-
bying for You”. Respondents were asked to mark which of five key issues they would like COPEC to lobby for and 

to give us additional comments and suggestions. The five issues listed were: 

The crèche
Improve Career Development
Improve internal mobility
Improve representation of women in management positions
Improve work/life balance.

Respondents were allowed to vote on more than one issue. A total of 78 responses were received and the votes were 
cast as follows:

On the basis of this survey the issues that most of the respondents would like COPEC to lobby for are improving ca-
reer development and improving work life balance. However in addition to voting many of those participating in the 
survey gave additional comments and suggestions that revealed common concerns and themes.

The crèche was not perceived as the most pressing issue for COPEC to lobby on partly because this issue was 
being addressed by the Joint Crèche Working Group. However those respondents who commented on the crèche 
all saw it as a positive reflection on the Bank as an equal opportunities employer and a key issue for the retention 
of staff. COPEC is continuing its support for the Working Group on the crèche as the development of additional 
capacity is of obvious relevance to supporting working parents and the Bank’s equal opportunities policies.

Improve career development was the most popular issue possibly as it applies to men as well as women. There 
was an overriding concern that staff are not realising their full potential and that women are not being promoted 
particularly into grades D and C at the same rate as men. Positive suggestions included developing career plans for 
individual staff members and more staff training. Concerns were also expressed at the wasted potential of highly 
qualified support staff. These issues are of continuing concern to COPEC and COPEC’s Career Development 
Working Group has put forward a series of suggestions on this issue to HR.

Most respondents did not identify improving internal mobility as a separate issue to career development or saw 
it as a related issue.

Improving the representation of women in management positions was the most controversial of the topics. Re-
spondents fell into two broad categories, the first with a perception that women were being discriminated against 
when it came to promotions and those with a concern that the Bank is using positive discrimination to promote 
women over men. That these two opposing perceptions exist at the same time reflects a broader concern over the 
transparency of the promotions process for all staff (this is further discussed under section 2.4.1 Report on the 
Gender Sensitivity Training). A more detailed analysis of promotion statistics is needed to see if there is any gender 
bias operating in the promotions process. This is likely to form part of the consultant’s analysis of equal opportuni-
ties at the Bank, which commenced in 2005 and should be delivered in the first half of 2006.

Improve work/life balance. This formed the second most popular issue for COPEC to lobby for changes. Key 
concerns related to managers perception of those staff taking parental and maternity leave and a resistance to part-
time and teleworking options. The “overtime culture” issue also was of key concern for all staff seeking a work life 
balance while wanting to maintain a positive profile with their managers.






























