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Executive summary

In the Netherlands only few women have top positions in business life. The Dutch Constitution has a Law on Equal Opportunity for men and women, nevertheless there is no equality between men and women when it comes to top positions. Fortunately, because of the women organizations, like Woman Capital, this problem of lack of diversity at the top of companies and organizations has been put on the Dutch political agenda. In 2008, Member of Parliament Paul Kalma of the PvdA, Dutch Labour Party initiated a proposal for legal quota of 40% for women in top positions in businesses. With this proposal the Dutch Labour Party is following the footsteps of the Norwegian Parliament which introduced this regulation in 2008. However, many companies and organizations oppose introducing such a quota and there are many other factors holding women back from reaching the top position.


Achieving a top position cannot be reached without confronting the problems which causes the inequality between men and women at top positions. Such problems are for example vertical segregation; the segregation of gender in the hierarchy of jobs. The so-called “glass ceiling”, which implies the existence of a solid barrier that blocks the vertical mobility of women: below this barrier, women are eligible for promotion; beyond this barrier, they are not. The most important problem in the Netherlands is part-time work. In the Netherlands, 3 in 4 women works only part-time, compared to 3 out of 10 women in the EU as a whole. It shows that these problems women face lies within the Dutch business culture/ society and are therefore difficult to change or overcome.

However, in recent years Dutch companies and organizations have decided to take action and have committed themselves to different networks in which they work together with other Dutch companies and organizations. The initiative behind these networks are to change ideas and to develop practical approaches that companies and organizations can use and obtain a male/female balance at the top for example, the Talent to the Top Charter. This Charter is based on cooperation between the Dutch government, corporate businesses and women. The main objective of the Charter is to promote the policy in which both female and male talent is developed to the same degree and in which a more proportional representation of men and women at the top will be realized. Furthermore, diversity at the top of organizations can only be realized when a change in the Dutch culture has been achieved. A change in the society does not come by itself. Gender diversity at the top means a redistribution of power, care and work and thinking about changing attitudes. Change has to be led by political will and decisions, mirroring values and norms in the society and by taken action.
Introduction

In recent years the debate concerning more women at the top has increased greatly. Mainly due to actions of women organizations, the problem on lack of diversity at the top of the companies and organizations has been put on the Dutch political agenda. A manifesto, initiated by Woman Capital, demanding legislation for a 40% quota for women on all non-executive Boards of listed companies, and governmental and semi-governmental organizations has been signed by over 200 women at the top of their professions in The Netherlands. This manifesto has opened the debate on gender diversity at the top and has achieved to put this problem on the foreground and raises awareness among the Dutch population.

This paper will give an overview of the current situation and problems the Netherlands is facing concerning more women at the top. Furthermore, an example will be given of another European country, namely, Norway that has successfully achieved more women at the top. Moreover, an analyzis will be made in order to see if the Netherlands should follow Norway’s example and impose the 40% quota or progress with its actions and initiatives to achieve more gender diversity at the top.

For this paper the research was based on desk-research, reports, studies and articles obtained from newspapers. This subject has just recently been addressed in the mainstream and therefore books written on gender diversity at the top in the Netherlands barely exist. Based on this, the choice was to only use desk-research, articles and different reports written on studies that have been done on gender diversity at the top. In this paper the research method has provided the sufficient information needed in order to write this final research paper and to answer the central question: ‘What do Dutch companies and organizations need in order to achieve gender diversity at the top’?

Before the central question can be answered the different causes and the origin of this problem will be addressed. In this case the different causes are the Dutch government, women, men and the companies. The origin of this problem lies in the Dutch culture. 
A narrow explanation of ‘diversity’ and ‘top’ will be given in order to understand this final research paper. In this report the words diversity and top will be mentioned many times and in general these words have a broad definition. However, in this paper the word diversity refers to the variety, in this case, of men and women on the work floor at higher positions. Diversity is also a reflection of the society in different companies and organizations. It represents the male/female balance of our society in the business world.  The word top refers in this final paper to the highest, in this case, organizational functions of companies and organizations, which in some cases is the board and in other cases the management. 
The first chapter will discuss the current situation of diversity in the Netherlands and ongoing debates in both public and private sector. Also the debate on possible legislation concerning gender diversity will be discussed and an example of a best practice from Norway will be given.

In the second chapter there will be an overview of the problems the Netherlands is facing concerning gender diversity. What problems are holding back the Dutch companies and organizations from achieving more diversity at the top? In this chapter there will also be an example from Norway. How does Norway deal with these problems?
In the third chapter an overview of different actions/ initiatives taken will be analyzed. In this chapter the discussion will be on the implementation of these actions in Dutch society and an evaluation to see if they have been able to help achieve more gender diversity at the top.   

The final chapter will give an overall conclusion of the entire research paper; Will the Netherlands ever achieve gender diversity at the top? Also recommendations will be given on how the Netherlands can achieve more diversity at the top.   
1. The current situation of diversity in the Netherlands

In the Netherlands only few women have a top position. This problem is referred to as the glass ceiling; an invisible barrier which is holding women back from achieving top positions. In order to stimulate more women to a top position, the Dutch government has decided to implement some measures into a policy called the emancipation policy (Wolk van der, J. 2010). The Dutch Constitution has a Law on Equal Opportunity between men and women (WGB – Wet Gelijke Behandeling), nevertheless there is no equality between men and women when it comes to top positions. Gender diversity is part of the emancipation policy of the Dutch government and targets concerning this subject are stimulating economic independence and proportional representation of women in decision-making positions (Rijksoverheid. 2010). Next to the Law on Equal Opportunity between men and women is another important law, The United Nations Women’s Convention (Ministerie OCW, June 2003). This Treaty obligates the Dutch government to commit and take measures that leads to concrete results concerning the extinction of all forms of discrimination against women. According to the UN Women’s Convention, men and women in the Netherlands should be equal (Rijksoverheid. 2010). Other laws and regulations that should promote women’s emancipation in the Netherlands include the use of flexible working hours, legislation on equal treatment at work and arrangements for the horizontal promotion of women (Rijksoverheid. 2010). 
In 2008, Member of Parliament Paul Kalma of the Dutch Labour Party initiated a legal quota for women on top in businesses (Nieuwenhuis,M. 2008). Paul Kalma wanted to reach a numerical of this quota, namely 40% of women on top within 4 years (Nieuwenhuis,M. 2008).  With this proposal the Dutch Labour Party is following into the footsteps of the Norwegian Parliament which has introduced this law in 2008 (Chadwick, N. 2009).  With an estimated 6% of women in top positions, the Netherlands is remaining behind other European countries (Chadwick, N. 2009).  
The Commission Frijns is a monitoring committee and its main aim is to monitor the Dutch Corporate Governance Code and its implementation by listed companies and shareholders and to keep monitoring national and international developments in corporate governance generally. When it comes to diversity at Supervisory Boards or Advisory Boards the Commission Frijns concluded that gender diversity at the top in 2008 was equal to that of 2006. Their only remark was that the Commission would follow diversity with much more attention in the new year of the Code (Monitoring commissie.2009).  Also the Commission decided that they would only encourage commissioners to adopt their own policy on diversity. If the companies fail to meet the goals they set, according to the new code they will only be asked for explanation on why the set goals were not met (De Volkskrant. June 2008). 
Mr Kalma’s goal to reach 40% of women on top has failed, and his attempt to adapt the Corporate Governance Code has also failed when the Commission Frijns – who worked on the revision of the code decided that the percentage of women on top is an internal matter for companies (Domevscek, E. 2009). Mr Kalma is now attempting to legally establish a regulation where companies with more than 250 employees should consist of at least 30% women in the board of directors (Domevscek, E. 2009). If this target can not be reached, companies should justify why the target has not been reached and should come up with a plan of improvement. With a parliamentary majority of the Labour Party (PvdA), the Party of the Christian Democrats (CDA) and the People’s Party for Democracy and Freedom (VVD) the Tweede kamer (Dutch lower house) is expecting that with this new target there will be an acceleration of women towards the top (Kloor, R. van der. 2009). 


By introducing these targets, he hopes that all companies will have met the 30% requirement in 2016. What Mr Paul Kalma is concerned about, is that the 30% requirement can be abolished if it has been reached, "but if this new target proves not to have worked, we will then consider a quota” (Kloor, R. van der. 2009). Although this regulation seems to be getting more structure, and the majority of the Tweede kamer is in favour of this legislation there is still a huge debate going on in the Netherlands. Many people are wondering if women cannot reach the top on their own force. Also by imposing this target, the question will always remain if their success was based on their qualities or because of affirmative action, which in this case means positive steps taken to increase the representation of women and minorities in areas of employment, education, and businesses from which they have been historically excluded. When those steps involve preferential selection - selection on the basis of race, gender, or ethnicity - it is considered affirmative action (Stanford encyclopedia). After all, according to Professor Esther- Mirjam Sent of the Radbound University in Nijmegen “women are only seen as individuals as the team consists for 35% or more of women”. This is the first reason why a target of 30% is not sufficient (Sent, E-M. 2009). If diversity is proved to be a success factor, why are companies not voluntarily hiring more women for top functions? The reason lies in the prejudices on women (Sent, E-M. 2009). Economic experiments indicate that women are less competent and are not seen as leaders (Sent, E-M. 2009). The second reason why a target of 30% is not sufficient enough lies in the fact that 30% is too high. With this high target companies have room to argue that they have not managed to find suitable female candidates (Sent, E-M. 2009). As long as the organization culture is male, these kinds of arguments are easy to find. Moreover, women who adapt themselves to the male organization culture are regarded as competent but unfriendly. And those women who do not adjust are being regarded as incompetent and nice (Sent, E-M. 2009). 
A year ago, a parliamentary majority of the Tweede Kamer was in favour of the target of 30% women on top at companies with more than 250 employees. However, up to this day the Eerste Kamer (House of Lords) has not decided or even looked at the proposal and there is still no legislation. Therefore, approximately 200 women on top positions have signed a manifesto in which they are arguing for a quota of 40% for women on commissioner functions and monitoring functions (Vos, C. 2009). The manifesto has been sent to the members of the Dutch Parliament, the Cabinet and the Social Economic Council. According to Bercan Günel, partner at Woman Capital, “women have been understanding of the fact that change takes time and they have trusted the common sense of organizations. They had hoped that top management would understand the need for diversity. But far too little has been achieved. We are therefore forced to request Parliament to implement quota legislation” (Woman Capital). 
Best practice: Norway

As I mentioned before this quota system has been derived from the example of Norway. In 2005, the government introduced a minimum quota of 40% of women on every corporate board by the end of 2007, with consequences if not met. "A woman comes in, a man goes out. That's how the quota works; that's the law," says Kjell Erik Øie, Deputy Minister of Children and Equality. According to the Norwegian government, “the quota is not simply a strike for equality; it is good for the economy, too” (Roberts, Y. 2008). 
In Norway, the law does allow such affirmative action. Attitudes are different as a result. However, even in Norway the quota went ahead only after years of heated debate and resistance (Roberts, Y. 2008). Ansgar Gabrielsen, 52, a Conservative trade and industry minister, and former businessman, is the unlikely champion of the quota. In 2002, he publicly proposed a 40% quota on publicly listed boards without consulting the cabinet. The law would be established in three years, he announced, only if companies failed to comply. The challenge was huge. Out of the 611 affected companies, 470 did not have a single female board member (Roberts, Y. 2008). The quota was presented less as a gender-equality issue, and more as one driven by economic necessity. He argued that “diversity creates wealth. The country could not afford to ignore female talent”, he said (Roberts, Y. 2008). Norway has a low unemployment rate (currently at 1.5%) and a large number of skilled and professional posts unfilled. "I could not see why, after 30 years of an equal ratio of women and men in universities and having so many women with experience, there were so few of them on boards," he says (Roberts, Y. 2008). Since the law passed, only 10 companies have not yet met the requirements and are facing closure. To what extent can the Netherlands take an example from Norway and to achieve the 40% quota in the board of directions in businesses but also in politics and non-governmental organizations? According to Mrs Celis, a historian and political scientist, “Scandinavian countries have a larger public support for a quota like this” (Broeck, E. Van den. 2010).
 Also in the Netherlands there are much more social problems than in Norway which are of great importance in the fact that women have not been able to obtain a position at the board of directors. As liberal as the Netherlands is there are still many obstacles women have to overcome. By imposing a quota, will not mean that there will be a significant change. Of course it will make sure that there are enough women on top but how effective will these women be if they are not chosen because of their qualities but because companies have to comply with a law. This will not release the Netherlands from the problems women are still facing while trying to reach the top but will only push the problems back. If the Netherlands is concerned on having a gender diverse country, then these problems should be handled first before pushing a quota on companies or organizations. 
The current situation on gender diversity in the Netherlands is chaotic. On the one hand there is a demand for a quota and on the other hand there are many opponents. However, due to the UN’s Women’s Convention, the Netherlands should find a way to make sure that men and women are equal, in this case on a professional level. Following the footsteps of Norway and introducing a quota would be a good beginning but there is just too much resistance from companies and organizations that at this moment it would not work in the Netherlands. So the first step in achieving gender diversity is trying to solve the problems women encounter while trying to get to the top.
2. Problems Dutch women face on their career path.

There are many problems women face on their way to the top positions of organizations and companies in the public and in private sector. In this chapter the most important problems women encounter while they are trying to reach a top executive position will be discussed. This chapter contains the following problems women encounter to reach the top namely, masculinity and femininity in an organization, segregation, the glass ceiling and working part-time. Furthermore, the consequences concerning these problems in the Netherlands and in what way they affect women on their way to the top will be discussed.

2.1. Vertical segregation
 

Vertical segregation is one of the main problems women face when it comes to gender inequality. It has to be said that it is not the most important problem women in the Netherlands encounter during their way to a top position; however, it does impact their decision. Vertical segregation is the segregation of gender in the hierarchy of power in a certain job. Women tend to be found at the low end of vertical segregation in professional occupations. Horizontal segregation is the segregation of gender in the spread of different occupations.  Women are usually found dominating teaching while men dominate engineering. Data from the Eurostat Labour survey shows, when women break horizontal segregation by increasing their presence in a particular occupation, vertical segregation becomes securely established (Sexism and the Glass ceiling. 2010). This is shown by the fact that 3% of all clerks and typists in 1911 were women. By 1971 the situation had reversed and women dominated this area (Sexism and the Glass ceiling.2010).  As soon as the number of woman increased, office work was down graded and became a low paid dead end job. The activities where broken down to suit what was thought as women's abilities (Sexism and the Glass ceiling.2010). 
In the Netherlands, vertical segregation is a contemporary problem. Women can have the same employment as men, work as hard as or even harder than men but will still earn less and will not easily be accepted at a top position in the organization or company they work for.  A consequence of vertical segregation is the wage gap that shows the injustice between men and women’s wages with similar educational background. Because the higher the position the wider the gap.
2.2. Masculinity and femininity in organizations

The masculinity and femininity dimension describes how cultures make a distinction between the different gender roles. Masculinity vs. femininity refers to the importance placed on traditionally male and female values, as understood in most Western cultures. The so-called 'masculine' cultures value competitiveness, assertiveness, ambition, and the accumulation of wealth and material possessions, whereas feminine cultures place more importance on relationships and quality of life (Business cultures. Masculinity vs. femininity. 2010). Masculine cultures tend to be more ambitious and have a need to excel. Also members of these cultures have a tendency to polarize and consider big and fast to be beautiful. In workplaces employees emphasize their work to a great extent (live in order to work) and they admire achievers who accomplished their tasks (Business cultures. Masculinity vs. femininity. 2010). Feminine cultures consider quality of life and helping others to be significant. Working is basically to earn money which is necessary for living. In businesses as well as in private life they strive for consensus and develop sympathy for people who are in trouble. Small and slow are considered to be beautiful (Business cultures. Masculinity vs. femininity. 2010). This dimension indicates the extent to which dominant values in a society tend to be assertive and look more interested in things than in concerning for people and the quality of life. 

The top (non-) executive positions of organizations are mostly male-dominant which means that they tend to have a masculine culture. As mentioned before masculine cultures tend to be more assertive and have a clear distinction of gender roles. This is a men’s job and that is a women’s job. With this mentality it is obvious that a woman will encounter difficulties in obtaining an executive position next to a man. According to Paul van der Broeck, ‘top managers in the Netherlands believe that the only way for a woman to reach the top is to act like a man without showing this’ (Van der Broeck, P. March 2009). But how can one ask a woman to act like a man, but not to show it? This is not what is expected of diversity at top executive positions. 
There is a need for diversity because there is a dominance of male on top positions which means it is extremely masculine and by achieving diversity there will be a mixture of masculinity and femininity at the top. Research has shown that having women in top executive positions will not only create gender equality but it is also good for the economy and it creates wealth (Roberts, Y. 2008). This will not only benefit the company or the organization but also the Netherlands.  Moreover, according to Mr. Paul van der Broeck, “the disappointing perception of the qualities that senior women in management bring with them may be due to the fact that these women have tried to adapt and behave in a masculine way and thus have neutralized any of the complementary “feminine” qualities they have” (Van der Broeck, P. March 2009).This is apparently why managers in the Netherlands are raising the bar unrealistically high for women; the managers in the Netherlands are expecting somewhat from women that is not achievable. For example, women are expected to have kids because it shows stability but they have to be available for 60-plus hours in the week (Van der Broeck, P. March 2009).  
Women need to act like men in order to succeed, but have to hide it. This shows that in the Netherlands there seems to be no encouragement for women to be themselves when they get to the top. Nor appreciation that the organization or corporate culture needs to be gender diverse to make it possible for women to stand out and feel motivated in equal proportion to men (Van der Broeck, P. March 2009). As mentioned before, people from the business world tend to value male characteristics as to those qualities that are considered as fundamentals for success. Result, dominance and decisiveness are valued, while intuition, teamwork and respect return much further on the list of most valuable qualities to success (Glazen plafond voor vrouwen. 2009). A man at the top of a business will appreciate another man with similar qualities as himself rather than a woman who achieves her successes based on opposites qualities (Glazen plafond voor vrouwen. 2009). The practice often leads to tensions between men and women in the labor market, when a woman achieves a desirable position in the work place there is often doubt about whether that position is justified because of merit or because of a quota requirement (Glazen plafond voor vrouwen. 2009).

2.3. The glass ceiling

The term glass ceiling was introduced more than twenty years ago by the Wall Street Journal to describe the barriers that women face in the workplace. Although there are many clear biological and physiological differences between men and women, there is absolutely no justification within those differences for the continuance of the glass ceiling. According to Timothy Sexton, “The glass ceiling exists only as an example of institutionalized prejudice that is based on misplaced fear” (Sexton, T. July 2007). However, the metaphor glass ceiling still exists and it will not disappear any time soon.

When one talks about women in higher positions and the challenges they face while they are trying to reach a higher executive position in the organization they work for, the first word that comes to mind is ‘the glass ceiling’ but what is this so-called glass ceiling? When one refers to a glass ceiling one is talking about the limitation that is blocking in this case women to advance to a higher position in the organization they work for. This limitation is not only blocking them but it also refers to invisible barriers that exist within organizations and which blocks women from attaining higher positions, as it is not instantly visible (University of Westminster. 2010).  
According to Baxter, J, and Wright, E.O., “the image of a glass ceiling suggests that although it may now be the case that women are able to get through the front door of managerial hierarchies, at some point they hit an invisible barrier that blocks any further upward movement it keeps women from rising above a certain level in corporations”.  It applies to women as a group who are kept from advancing higher “because they are women” (Baxter, J. Wright, E.O. 2000, p.276). If the metaphor is taken literally then the “glass ceiling” implies the existence of a solid barrier that blocks the vertical mobility of women: below this barrier, women are able to get promoted; beyond this barrier, they are not (Baxter, J. Wright, E.O. 2000, p.276).  
It emerges from a research taken by McKinsey & Company that while social policies can be more or less favourable to women’s employment, corporate models, which are designed by men, form the pillars on which the glass ceiling is supported (McKinsey & Company. pg.7, 8). 

As mentioned above, the glass ceiling is a term which is used very often when one talks about barriers women face while trying to reach a top position or when one talks in general about gender inequality. However, the term glass ceiling has become a very popular concept it also became the most important definition in the problem of gender inequality (Benschop, Y. 2007. P.15). Also according to Y. Benschop, one can not link every problem in which gender plays a role to the glass ceiling (Benschop, Y. 2007. pg.15). “The glass ceiling is an empty concept and always has been, despite the efforts made by scientist to try and give the term a theoretical meaning” (Benschop, Y. 2007. pg.16).  She also states that the glass ceiling emphasises on the individual which has caused the introduction of mentors, training, special management development programs and so on, all focused on trying to get the women to break through the glass ceiling. Instead of asking questions like; why do barriers exist? Or how barriers were built? And who benefits from keeping the barriers intact? One tries to fix the women and not the organizations where these women end up working (Benschop, Y. 2007. pg.16).   

The social customs and male attitudes constitute an effective barrier for women to rise beyond a certain point. For the reason that this point is invisible until the border is actually achieved, women believe that they have equal rights. But when suddenly the glass ceiling still seems to exist they realize that equal rights are not the same as equality (Glazen plafond voor vrouwen. 2009).
2.4. Double burden
From all the previous mentioned problems the so-called ‘double burden’ is the most difficult problem the Netherlands is facing right now in order for women to get to the top. A study on gender differences concerning employment in the EU shows that 31.6 per cent of women and 7.8 per cent of men work part-time. The European Labor Force Survey (LFS) shows that women in France are the only ones who meet that average at 31.2 per cent. Way above the average with 75 per cent of women working part time is the Netherlands, followed by Germany with 46.4 per cent female part-time workers and Belgium with 40.8 per cent (Expatica 2007). 
In the Netherlands, working part-time for woman has always been a part of the Dutch society and has been “a choice of women themselves not to choose for a top job”, according to Prof. B. Baarsma (Baarsma, B. October 2009). However, one of the requirements for getting a job at the top is working full-time. In comparison with other European countries, the Netherlands is in third place with regard to women’s labor participation: seven in 10 women between the ages of 15 and 65 perform paid work (Baarsma, B. October 2009). But when it comes to women with a part-time function the Netherlands is also at a lonely height. Three out of four women in the Netherlands works part-time, compared to three out of 10 women in the EU as a whole (Baarsma, B. October 2009). It also emerges that the part-time jobs held by Dutch women often involves few hours indeed: 25 hours per week on average compared to almost 35 hours in the EU as a whole (Baarsma, B. October 2009). 

The double-burden refers to the combination of working outdoors and the responsibility of having a household. It is called a double burden because of the fact that women want to start a family by getting married and have children but women also want to have a career at a top position. The burden relates to the fact that they cannot have both because in order to have a job at a top position, women are required to work full-time. However, by having children the idea of having a carreer at the top gets further away because women also want to spend time with their children and therefore decide to work part-time instead of full-time.  According to many critics, ambitious women are not noticed. However, according to Ms Vos “the idea that women are victims of a male conspiracy is not true. Even more with all these new terms like, glass ceiling, glass cliff and unconscious exclusion that are being introduce into the society” (Vos, C. 2009). Of course there is a possibility of a conservative company between the others, but there is no question of a cartel that deliberately excludes women. If a woman wants to reach the top, they will need to commit more than only a full-time commitment. Women who entrust themselves not only by working full-time will have the same chances as men (Vos, C. 2009). The idea of the Dutch government introducing a quota of 30 per cent women at the top is “unnecessary and unwise” according to Ms.Vos. This is because if three out of four women work part-time there are not enough qualified and motivated women to fulfill the 30 percent quota (Vos, C. 2009). It can be said that women choose not to have a career at a top position. If one looks at the numbers it can be said that women voluntary choose not to have a career at the top because in the Netherlands there is a very attractive part-time model. Unlike other European countries one can find enjoyable and challenging part-time jobs in the Netherlands and that is why many women chose for a part-time job (Vos, C. 2009). 
The double-burden as mentioned before is the combination of work and domestic responsibilities. Women remain at the centre of family life. Moreover, women not only choose to work part-time but the demands associated with senior management are the consequences of this double-burden. The dominant model in the business world equates leadership with being always available and total geographical mobility at all times (anytime, anywhere). The model also presumes a linear career path, with no space for career breaks or the rejection of a geographical mobility offer (Mckinsey).      

There have been studies in which employers have acknowledged that they would not object to part-time positions at an executive or supporting level. Around 40 per cent of employers consider part-time work convenient. However, at a managerial level, more than 40 per cent see part-time work as problematic. Career building and having children still falls within the same phase of life. Part-time work outside the home – for example, three days a week – does not exactly promote career development. No questions are asked if women work less after the birth of a child. It is taken for granted that women work part-time, after becoming a mother. Little thought is given to how damaging this choice could be for women’s career prospects (Grünell, M. 2009). According to Ms Grünell “small-scale part-time jobs does not necessarily need to be the only opportunity available to these women”. Moreover, the government should adopt supportive measures to promote flexibility in employment. This could include all type of activities outside of school, so that expectations of childcare at home after 15:00hrs. slowly begins to assume a less pronounced position in relation to Dutch lifestyle and household patterns. Whereas, Vos concludes that even if there would be better and cheaper child daycare or men would be taking more care and responsibility of the children it would not make Dutch women work more (Vos, C. 2009).  They work less than in the past; they work less than other women in the world and less than men. 

2.5. Top talent

There is just one question that has not been asked. What is happening with the female top talent? Not only are there more women attending universities in the Netherlands, these women are performing academically much better than men. The absence of women in top businesses and in the top of virtually all other sectors cannot be explained by inadequate academic performance. An explanation for this is not difficult to find. The biggest obstacle is that many women work part-time. According to two-thirds of top executives part-time work is a very important reason why women do not move up the ladder. Women are more likely to interrupt their careers for children than men, making it for them more difficult to grow in order to develop enough skills and experience. Ultimately at the ‘moment supreme’ many women are lacking ambition to have a top position. That is why the Netherlands together with Pakistan occupy the last place in the international rankings when it comes to women at top positions in the business world.

One possibility that could be considered for women would be putting career development on hold until reaching the age of 45 years, once the children are a bit older and women still have 20 years of service ahead of them. At present, an entire generation of workers is in fact being written off because they fail to pursue a career in time. Consideration should be given to school times, extended office hours for shops and services, less demand for parental assistance at school, more activities such as swimming lessons and music lessons at school, and tax incentives instead of being discouraged according to Ms. Grünell (Grünell, M. 2009). This would alleviate pressure from parents. There would be an increase of women participation in the labor market if the different systems of organizing work and care is better synchronized (Grünell, M. 2009). 

2.6. Best practice: Norway
Norway is a good example for the Netherlands when it comes to gender diversity at the top. They have achieved this by imposing a 40 per cent quota. In Norway the participation of women on the workforce has never been greater. According to the 2004 figures, participation of women with small children is very high. Seventy-two per cent of women with children under the age of three are employed, while the figure for women with children aged 3-6 is 82 per cent (Education and workforce. 2009). Norwegian family and gender equality-policy has been aimed at enabling women and men alike to participate in family and working life. What can be seen as particularly important in this context is the parental leave (including the paternity quota) of 53 weeks at 80 per cent salary compensation, or 43 weeks at 100 per cent salary compensation. Another important fact for reconciliation between work- and family life is having a place for the child in a day-care centre, it is a key factor. One of the highest profiled political goals in recent years has been to achieve full day-care coverage of high quality and at a low price for parents. In 2008, approximately 84 per cent of all children aged 1-5 had a place in a day-care centre. Norway is not only providing its population with these generous arrangements because Norway can afford it. It has to be said that today’s modern societies cannot afford not to. Women’s participation in the labor force has proved to be good for the economy, as well as good for gender equality, and last but not least, good for the children (Lysbakken, A. 2010). According to A. Lysbakken, “the key for success in gender diversity at the top is redistribution of power, care and work and about changing attitudes”. A change in the society does not come by itself, change has to be led by political will and decisions, mirroring values and norms in the population (Lysbakken, A. 2010). 
The Norwegian experience is that affirmative action and legislation in the field of gender equality is needed and leads to change. The freedom for both men and women to have careers and families is basic to a modern society, like the present one (Lysbakken, A. 2010). To reach the level of development; wherein facilitating families and children along with making the economy boost through employing the best talents regardless of gender, is what governments need to design by using clever policies in constructing structures. This will enable people to make real and free choices like having babies along with pursuing a career (Lysbakken, A. 2010). Norway has worked on such schemes and structures since the fifties and thus paved the way for women and girls in the labor market. It has to be said that the use of quotas is not a new measure in Norwegian policy-making. In fact one important measure in the development of gender equality has been the use of quotas. It is a controversial tool, but it has shown to be very effective. The use of quotas is simply a tool to display women’s competences (Lysbakken, A. 2010). 
The Norwegian way of pushing more women into the labor market is a good example for the Netherlands. It shows that with help from the government by having good day-care services and maternity/paternity arrangement women will not hesitate to start working much more than they are doing right now. Norway has also shown that implementing a quota is not bad at all. Of course it can be seen as something controversial and not necessary but Norway’s gender policy proves that it is an effective tool to have more women working full-time and not being worried where to leave the children.
3. Initiatives

For some years now companies and organizations are working together, exchanging ideas and working on best practices that could be used in the different companies and organizations. In this chapter three initiatives will be discussed. It will show what Dutch companies and organizations can do in order to achieve gender diversity at the top. 
3.1. The Ambassador Network

The problems concerning gender diversity at the top of different organizations and companies have not passed by unnoticed in the Netherlands. The Ambassador Network is a group of representatives from different businesses, the government and from the nonprofit sector that annually changes its networks – the first network was held in 2001. The Ambassador Network has several top executives and entrepreneurs participating and personally committing themselves for more than a year. These representatives try to achieve the main target; namely, promoting women to senior positions (Ambassadeursnetwerk. Doelstellingen). Furthermore, due to the commitment of these top- executives the aim of more diversity and a better male/ female balance at the top will lead to concrete actions, both within and outside the organization (Ambassadeursnetwerk. Doelstellingen). Having these top-executives committing themselves is a first step in demonstrating “what Dutch organizations and companies need in order to achieve gender diversity at the top”. This, shows that it is important to raise awareness and spread this around the entire population. It will not only raise awareness in the companies and organizations itself but also outside.  
The method of The Ambassador Network to achieve the objective is divided in three steps. This first step is agenda-setting and mindset; this is necessary in order to raise awareness of these issues among a wider audience as mentioned before. In particular to make it clear that male / female diversity at the top should not be seen as a "women thing". To be specific Dutch organizations and companies need to make sure that achieving diversity at the top is a business interest. This means that diversity and inclusion of women are the foundation of a healthy and innovative organization (Ambassadeursnetwerk. Doelstellingen).  And that it is not meant to be seen as a way to have women at the top because there is a lot of complaint and pressure by women organizations and government to have more women at the top. 
The second step is the actual implementation of various measurements in organizations and companies to improve the flow of women. According to Mr. Frank Heemskerk from the Ministry of Economic Affairs, who participated in the Ambassador Network in 2007-2008, “There is not one cause or one solution. In the end it is about clear goals and a thoughtful strategy. From self-interest and from the unique characteristics of the organization” (Opportunity Advies (2008). P.5). The ambassadors try to disseminate their vision of diversity but also to change their vision in to concrete actions (Ambassadeursnetwerk. Doelstellingen) which leads to the third and last step of the Ambassador Network; to encourage and inspire other organizations. The Ambassador Network inspire the organization by giving them examples such as by demonstrating business interests and by developing good practice that shows that a practical approach works (Ambassadeursnetwerk. Doelstellingen). This will hopefully lead to a chain reaction in which other Dutch companies and organizations can take an example from and implement it in their own organization or company. 
In the end the Ambassador Network shows that “What Dutch companies and organizations need in order to achieve gender diversity at the top” is to have a diversity policy with a clear business case and make clear what the organizational interest is. Furthermore by recognizing talented women and stimulating them by giving tips will help them plan their careers. More attention should be paid to the theme flexibility, because flexibility does not mean working less or working part-time, nor is it a working condition but a condition for success and organizations and companies should ensure both quantitative and qualitative monitoring (Opportunity Advies (2008) p.62).
3.2. Taskforce Part-Time Plus

As mentioned before in order to achieve gender equality there is a need for change. One of these changes should be a cultural change in the organization (Benschop, Y. 2007 p. 8). According to Ms. Benschop “under the name of cultural interventions are often initiatives that should make part-time work possible in top functions and initiatives that should achieve a better balance between work and personal life” (Benschop, Y. 2007 p. 8). Furthermore, one of the biggest problems in the Netherlands is that many women work part-time and due to this there has been an initiative that is called the Taskforce Part-time Plus.

In 2008, the Dutch Ministry of Social Affairs and Employment started with the creation of the Taskforce Part-time Plus, its main target is to stimulate women in the Netherlands - who have part-time jobs of less than 24-hours a week - to work more hours (Taskforce Deeltijd+. 2009). The decision to create this Task Force was taken by the Dutch cabinet, the association of employers and the labor unions in 2007. The underlying reason for the creation of this taskforce was due to the fact that in the Netherlands women join the labor market much later in comparison to other European countries (Taskforce Deeltijd+. 2009). Although it has been shown that around 70 per cent of Dutch women are employed, (Taskforce Deeltijd+. 2009) the bad news for the Dutch economy and for the Dutch society as a whole, is that three-quarters of these women have smaller part-time jobs, i.e. they are working less than 24 hours (Taskforce Deeltijd+. 2009). Furthermore, the difference with the surrounding European countries is dramatic, because on average, the number of part-timers among Europe's working women is only 40 percent and the percentage in the Netherlands is much higher (Taskforce Deeltijd+. 2009). The Task Force's objective is “to find ways to help women make the choices enabling them to work more, and act on them” (Taskforce Deeltijd+. Objective. 2009). Besides, by helping women in fulfilling their potential, both personally and professionally will show “what Dutch organizations and companies need in order to achieve gender diversity at the top”. 
The Taskforce Part-time Plus has created, together with 28 organizations, so-called pilot projects in five different working sectors. With these pilots, employers, Human Resource consultants and part-time workers are looking for practical options to enlarge part-time jobs. The five sectors in which these pilots will be tested are sectors where many women work part-time. These five sectors are the government, Healthcare, Education, Retail and Business services.  Until now the results seem very interesting and useful for the organizations that are running these pilot projects. Also the final results of these pilot projects are being translated into a practical toolkit that employers, staff consultants and employees can work with. However, the final results have not been published yet. These are expected in 2010. This initiative shows that “what Dutch organizations and companies need in order to achieve gender diversity at the top” is to start at least with providing women with the opportunity to keep their part-time job but to work more hours. This will not only ensure the increase of women’s’ participation on the labor market it will also help benefit in terms of health and happiness and improve the balance between the sexes. If the Task Force succeeds, women will not be the only ones to benefit. The change will also be felt in the Dutch economy and society as a whole (Taskforce Deeltijd+. Objective. 2009). 
However, according to a promotional research taken by Samula Mescher, shows that a part-time job at a top position expects one to work at least four days and be flexible or available on the fifth day (Benschop, Y. 2007 p. 8). Although, it is mentioned that Dutch women are willing to work as much as five hours per week more than they regularly do. This, does not increases gender diversity at the top. It only increases the participation of women on the labor market (Taskforce Deeltijd+. Objective. 2009). As long as the traditional male-oriented model is being maintained and in particular the aspect of being available anytime, anywhere. The part-time model will be a barrier between women and a top position. And “although it is questionable if these measurements or initiatives are focused on changing the norms and values that lies at the heart of the organization” like Ms. Benschop mentions (Benschop, Y. 2007 p. 8), “they do intervene in the ‘normal’ work pattern, thus challenging the underlying culture for discussion which silently expects presence and availability” (Benschop, Y. 2007 p. 8). It gives hope for the future that perhaps one day a woman can obtain a top-position at a part-time basis.
3.3. Talent to the top

With the Charter ‘Talent to the Top’, the Taskforce aims to realize and preserve a continuous smooth flow of women into top positions. The Taskforce believes that a widely supported signature and compliance with the Charter will eventually lead to the intended increase of the number of women in top positions (Charter. Preambule). The Charter is based on cooperation between government, corporate business and women. The main objective of the Charter is to promote the policy in which both female and male talent is developed to the same degree and in which a more proportional representation of men and women at the top will be realized (Charter. Preambule). The Charter is established as a result of close cooperation between the Confederation of the Netherlands Industry and Employers (VNO-NCW), Dutch Trade Union Federation (FNV), the Social and Economic Council (SER) and representatives of corporate businesses, the Ministry of Education, Culture and Science (OCW) and the Ministry of Economic Affairs (EZ). It focuses on all employers, meaning listed and unlisted companies, institutions and public organizations in the Netherlands (see annex I) (Charter. Preambule). 
In order to realize more diversity in the top of the organizations, a change in culture is required. This change will only take place when these organizations acknowledge a ‘sense of urgency’ of having more diversity at the top. So “what do Dutch companies and organizations need in order to achieve gender diversity at the top?”, according to the Charter Talent to the top there are basically two ways to achieve this, first you have to follow a list of steps which are described as success factors (appendix II). And secondly you have to implement different kinds of tools that suits your company or organization best in order to achieve diversity at the top (appendix III). The basic principle is that organizations are responsible for the required cultural shift at the top of their organization. Gender diversity at the top will be possible, once this has been achieved. Those who sign this charter do this on voluntary basis, however, there is a commitment attached to it. Within six months after the signature of the Charter, the organization sets clear and measurable targets for more women getting to the top (Charter. Preambule. 2010). The organization also decides on an effective strategy to reach these targets. 
3.3.1. Examples

The Charter Talent to the top provides different case studies that shows the different success factors and tools used by Dutch companies and organizations to change diversity at the top of their company or organization, two examples will be given below. 
3.3.1.1. Ahold

The company Ahold has signed the charter and therefore can be used as an example to illustrate how the two steps (success factors and tools) work. In 2001, Ahold started a Global Diversity Taskforce in order to bring together colleagues from different units to develop action plans to address diversity issues. Currently, diversity is a business requirement at Ahold and diversity has been incorporated in all the thinking levels of the organizational and business culture. Moreover, in 2001 less than 10 per cent of store managers were women. At this moment, more than 50 per cent of the employees are women also women represent 25 per cent of the Supervisory Board and 50 per cent of the Board of Directors. This shows that with a good approach and cultural change diversity at the top can be achieved (Best Practice.Ahold).
3.3.1.2. ING
Another company that has signed the Charter and that can be used as an example is the ING. In 2001, only four per cent in the ING top 200 were women and 12.6 per cent female managers. After implementing the two steps (success factors and tools) (appendix II and III) there was an increase of female managers from 12.6 per cent in 2001 to 16.4 per cent in 2006. Also in 2007 only seven per cent in the ING top 200 were women and 31 per cent had a position in the top management. Currently, women represent nine per cent in the Supervisory Board (Best practice.ING). 
Representation of women at ING
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Source:  Best Practice. ING, Case study. Retrieved September 20th, 2010 from the Talent naar de top Web site:  http://www.talentnaardetop.nl/HRbestpractices/Case-studies/ING.htm
Although, over one hundred companies have committed themselves to the Charter ‘Talent to the top’ and it is concluded that in April 2010, 18.4 per cent at the top of these companies were women (an increase of 1.7 per cent). It has to be said that these initiatives taken to put the advancement of women on the agenda is not moving forward very fast (Stocker, E., Uffelen van, X. 2010). Of course there are many positive results, but the information on the upcoming female management talent is rare. Dutch companies are very slow in publishing the percentage of women in senior management positions and therefore a completely fair comparison is not possible (see annex IV) (Stocker, E., Uffelen van, X. 2010). The previously described actions/initiatives shows that “what Dutch organizations and companies need in order to achieve gender diversity at the top” is a cultural change in the company, an opportunity to be able to have a flexible working schedule and a clear diversity policy to make it all happen. 
4. Conclusion
For many years gender diversity at the top has been a subject that has not received much attention. It can even be said that the population was not aware of the importance of gender diversity at the top. However, in recent years diversity at the top has become a popular debate. Since the Labor Party took the initiative of introducing a legal quota for companies and organizations and the Quota Manifesto was introduced and signed by over 200 female professionals at a top position, diversity at the top has become an interesting and very important matter in the Netherlands. According to the Quota Manifesto, “businesses and public organizations should be required to ensure that women make up 40 per cent of their supervisory and advisory boards”. Even though there are many supporters for this quota there are also many opponents. Achieving gender diversity at the top in the Netherlands by implementing a quota is easier said than done. It is therefore difficult to answer the question ‘What do Dutch companies and organizations need in order to achieve diversity at the top?’, because on the one hand we have some political parties, politicians and women’s organizations which are in favor of introducing a quota, which can be seen as affirmative action when it does not result in equal opportunities for people with equal talents and availability. In that case the road does not lead to the top but it will have people wondering if a woman is there because she is a woman or because she is good.

On the other hand, there are companies and organizations that are against a quota, but know that something needs to change. These Dutch companies and organizations prefer to participate voluntarily with the previously mentioned initiatives/actions rather than being obligated to the 40 per cent legislation. Dutch companies and organizations are taking first steps in recognizing that diversity at the top is very important. 
Although, introducing a quota is what many female organizations want, because the process of having more women at the top is moving too slow. And the Dutch Parliament is also in favor of this quota, if there is no change between now and 2016 the quota will have a good chance of being imposed. For example, the Norwegian way of pushing more women in the labor market is a good example for the Netherlands. It shows that with help from the government by having good day-care services and maternity/paternity arrangements women will not hesitate to start working more than they are currently doing. Norway has also shown that implementing a quota is not bad at all. Of course it can be seen as controversial and not necessary but Norway’s gender policy proves that it is an effective tool to have more women working full-time and not being worried as to where to leave the children.
However, introducing a quota will not solve the main problems the Netherlands has to overcome in order to have more women at the top. Besides, women have only been working in management and other senior positions in large numbers for a relatively short time. It will take some time before they advance upwards onto supervisory and advisory boards. Companies that value diversity should work on improving the flexibility of working hours and, not a quota for the top. Therefore, many Dutch companies and organizations prefer to participate with initiatives such as the Ambassadors Network or have signed the Charter Talent to the top, because these initiatives provide companies and organizations with practical toolkits, different instruments to change their organizational culture step by step and to implement gender diversity at all working levels and prefer not to be obligated to follow the 40 per cent quota because this will mean an immediate drastic change in the company or organization. Also due to the fact that many different Dutch companies and organizations are part of these actions, a great network has been established where these companies and organizations can exchange ideas and learn from each other. 
An organizational change or a different mindset from companies and organizations is not the only objective Dutch organizations and companies need in order to achieve gender diversity at the top. Dutch organizations and companies also need help from other stakeholders. For example, the Dutch government should take a lead in changing the work pattern with regard to combining work and family responsibilities. Taking an example from Norway where there is a great compensation during maternity/paternity leaf, should help enforcing women to work more and not only part-time because working part-time is the biggest obstacle and answer to why there are a few women at top positions in the Netherlands. The combination of work and family is not the best in the Netherlands for many reasons. It is expected of one to work full-time and be available all the time in order to even achieve a top position and as long as this idea does not change women will barely have a chance to prove that they are capable of obtaining a top function.  If women do not want to work full-time, that is of course their own individual choice. It only becomes a problem if they would like to work full-time but there is a barrier – the 'glass ceiling' - preventing them from doing so. This so-called glass ceiling is always mentioned when it comes to gender diversity. According to many supporters of the quota the glass ceiling is what prevents women to climb further after a certain point. In annex IV, third figure you can see companies and organizations with the thickest glass ceiling. Although, it has to be said that companies and organizations should change their policy as well. A change in the society does not come by itself. Gender diversity at the top is a redistribution of power, care and work and about changing attitudes. And once again change has to be led by political will and decisions, mirroring values and norms in the population and by taken action. That is what Dutch companies and organizations need in order to achieve gender diversity at the top. A change of mind-set by everyone, change of the organizational culture, change of the Dutch culture and by taking concrete, solid actions.
Recommendations

As discussed in the previous chapters there are different actions taken, in collaboration with different corporations to try to have more women at the top. Although participating on these actions is on a voluntary basis, it has many participants who are willing to make an effort in having more women at the top of their organization or company. However, it is interesting that even with all these different actions and willingness to make a change there is still some hesitation about whether women are capable of having such a high demanding position, considering the fact that more Dutch women are graduating from universities than men. According to Mary van der Boon, “ there has been a lot of research that concludes that appointing women to senior management ensures more ethical decision-making, more creativity and innovation, better business performance and better employee retention and engagement” (Boon, M van der. July 17th 2007). According to the McKinsey & Company report, “creating and monitoring gender diversity indicators are the first step towards achieving any change” (McKinsey & Company.2007). Research done by Bain & Company in collaboration with Egon Zehnder International shows and recommends that “what Dutch organizations and companies need in order to achieve gender diversity at the top” is a cultural change in order to have a bigger flow of women to the top. “It is time for a cultural change on four fronts: in companies/organizations, by men, by women and in the Dutch culture” (Bain & Company). 
Research shows that it is not the implementation of different instruments but the cultural change in organizations and companies which are crucial for the flow of women to the top. The cultural change in the company should be addressed as a business case. This means implementing the diversity policy into the corporate vision and strategy (Bain & Company). The cultural change in men should be encouraging them to make use of working more flexible and to consider a career break (Bain & Company). The cultural change in women should be prepared to work more hours and give priority to their career in order to reach the top (Bain & Company). Also employers should look for solutions on the short term which will eventually keep women in the process on the long term. The cultural change in the Dutch society should be more stimulation and acceptance for women to work more and achieve a top position. Also the image of the working women and mother should be adjusted (Bain & Company). In appendix V, there are two figures; figure 1 shows three pillars of tools which should be followed in order to reach gender diversity, and graphic 2 shows the importance of those different tools mentioned in figure 1(Bain & Company).   
 At this point the majority of Dutch companies and organizations have chosen to participate with one of these previous mentioned actions and are publishing reports on how they are promoting and changing their gender diversity policy in their organisation. However, it is not as simple as one may think to solve this problem the Netherlands is facing. Gender diversity in the Netherlands, particularly the streaming of women to top positions in business, government and universities, is the furthest behind in comparison to other European countries. The problem lies in engrained, hidden and very powerful bias inherent in every process in the organization. Therefore measures to facilitate the work-life balance should be implemented, an organizational change must be implemented too. 
First of all flexible working hours could be a great first step. Flexibility should form part of the general development of the company’s business model, requiring the company to investigate how to adapt its organization and culture (McKinsey & Company.2007). Most organizations unconsciously favour those who look, act and feel like the present leadership, and they in turn are usually clones of the leaders before them (Boon, M van der. July 17th 2007), which are mostly men, however, by implementing the different tools taken from the research or form the different initiatives, companies can achieve gender diversity at the top, without being obligated to a possible quota. Also companies should ensure that their recruitment, appraisal and career management system do not hold women back in their professional development (McKinsey & Company.2007). 
Finally, women should participate more in coaching, networking or monitoring programs can be very effective in raising women’s awareness of the limitations they impose on themselves and enabling them to manage their careers in a male-centric environment (McKinsey & Company.2007).
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Appendix I: Listed and unlisted companies/organisations (Charter)
Signatories May 28th 2008

1. Accenture
2. Achmea
3. Aegon 
4. Allen & Overy
5. Bain & Company
6. Baker & McKenzie
7. Capgemini
8. Cisco
9. Clifford Chance
10. Delta Lloyd
11. DHV
12. De Nederlandsche Bank
13. DLA Piper
14. Egon Zehnder International
15. Ernst & Young
16. Essent 
17. FNV Vakcentrale
18. Fortis Bank Nederland
19. Fortis ASR Verzekeringen Nederland
20. Gemeente Almere
21. Gemeente Amsterdam
22. Gemeente Den Haag
23. GGz Eindhoven
24. IBM
25. ING
26. Kadaster 
27. Koninklijke BAM Groep
28. Royal Haskoning
29. KPMG
30. KPN
31. Loyens & Loeff
32. McKinsey & Company
33. Mondriaan Stichting 
34. Nauta Dutilh
35. Nederlandse Spoorwegen
36. Océ
37. OVG Projectontwikkeling
38. PCM Uitgevers
39. Politietop Divers
40. PorterNovelli
41. PricewaterhouseCoopers
42. Randstad
43. Rijksoverheid
44. Stibbe
45. TNO
46. TomTom
47. Van Doorne
48. VNO-NCW

Signatories from May 29 th 2008 till january 2010 

49. TU Delft (01-12-2008)
50. Universiteit Utrecht (16-01-2009)
51. Houthoff Buruma (21-01-2009)
52. Twijnstra Gudde (22-01-2009)
53. NV Nederlandse Gasunie (04-02-2009)
54. Vrije Universiteit Amsterdam (06-02-2009)
55. Hogeschool INHOLLAND (23-02-2009)
56. Higher & Company (02-03-2009)
57. De Vroedt & Thierry (06-03-2009)
58. Leids Universitair Medisch Centrum LUMC (14-04-2009)
59. Kennedy Van der Laan (22-04-2009)
60. Radboud Universiteit Nijmegen (22-04-2009)
61. Universiteit van Amsterdam (22-04-2009)
62. Universiteit Leiden (03-05-2009)
63. Abvakabo FNV (15-05-2009)
64. Nationale Ombudsman (25-05-2009)
65. Algemene Rekenkamer (26-05-2009)
66. Eerste Kamer der Staten-Generaal (26-05-2009)
67. APG (03-06-2009)
68. De Haagse Hogeschool (03-06-2009)
69. Tweede Kamer der Staten-Generaal (03-06-2009)
70. CNV Vakmensen (05-06-2009)
72. CNV Onderwijs (05-06-2009)
73. CNV Politievakorganisatie ACP (05-06-2009)
74. CNV Publieke Zaak (05-06-2009)
75. CNV Vakcentrale (05-06-2009)
76. Universiteit van Tilburg (05-06-2009)
77. Provincie Zuid-Holland (09-06-2009)
78. Rijkuniversiteit Groningen (10-06-2009)
79. Universitair Medisch Centrum Groningen (10-06-2009)
80. Boer & Croon (12-06-2009)
81. Erasmus Medisch Centrum (18-06-2009)
82. Universiteit Twente (26-06-2009)
83. Erasmus Universiteit Rotterdam (02-07-2009)
84. CNV Bedrijvenbond (05-07-2009)
85. Academisch Ziekenhuis Maastricht (08-07-2009)
86. UMC St. Radboud (31-07-2009)
87. Algemene Onderwijsbond (AOb) (17-08-2009)
88. Amsterdam RAI (16-09-2009)
89. Universitair Medisch Centrum Groningen (06-10-2009)
90. FNV Bondgenoten (08-10-2009)
91. Nationale Vereniging de Zonnebloem (21-10-2009)
92. AKD Prinsen Van Wijmen (17-11-2009)
93. Hoogheemraadschap van Delfland (20-11-2009)
94. &Samhoud (23-11-2009)
95. Sociaal-Economische Raad (SER) (25-11-2009)
96. Deloitte (26-11-2009)
97. IDTV (14-12-2009)
98. Technische Universiteit Eindhoven (14-12-2009)
99. Defensie (07-01-2010
100. ABN AMRO (24-11-2009)
101. Heineken Nederland BV (02-12-2009) 

Signatories from januari 2010 

102. Simmons & Simmons (05-01-2010)
103. De Baak Management Centrum VNO-NCW (15-01-2010)
104. Connexxion (26-01-2010)
105. FMO (09-02-2010)
106. UWV(08-03-2010)
107. NWO-Algemeen Bestuur (10-03-2010)
108. NMA (10-03-2010)
109. FOM(18-03-2010)
110. Koninklijke Bibliotheek (23-03-2010)
111. NIOZ (24-03-2010)
112. CWI (25-03-09)
113. NWO-werkgever (30-03-2010)
114. Exact (16-03-2010)
115. Klooster & Associates (7 april) 

Appendix II: Success factors
· Visie en strategie van het bedrijf

· Business case
· Betrokkenheid en ondersteuning van topmanagers
· Diversiteit in bedrijfsbeleid integreren
· Diversiteit opnemen in de visie en waarden van het bedrijf
· Doelen

· Doelen voor diversiteit
· Organisatiestructuur

· Organisaties die verbonden zijn met diversiteit (taskforces, raden, coördinatoren …)
· Verantwoordelijkheid

· Beloningen, sancties, promotiecriteria
· Verantwoordelijkheid en bewustzijn van managers
· Communicatie

· Interne en externe communicatie
· Meting en rapportage

· Onderzoek, meten van vooruitgang, rapporteren
Appendix III: Tools
· Loopbaanontwikkeling

· Loopbaanplanning op maat

· Loopbaanonderbreking en herintreden managen
· Motiveren door talentmanagement
· Overige specifieke voorbereiding op leiderschap
· Professionele ontwikkeling

· Speciale training aanbieden
· Promotiebeleid

· Functies opnieuw bekijken
· Selectiecriteria en -commissie wijzigen
· Kansen op een baan aanbieden
· Wervingsbeleid

· Meer vrouwen aantrekken
· Systeem ter ondersteuning

· Imago

· Mentoren en coaches
· Rolmodellen
· Seksebewustzijn creëren
· Dutch mindset veranderen
· Netwerken

· Netwerken opbouwen en ondersteunen
· Werk-privé balans

· Werkschema’s

· Flexibele werkomstandigheden aanbieden
· Kinderopvang

· Faciliteiten voor kinderopvang verzorgen
· Financiële steun voor kinderopvang aanbieden
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Appendix IV
Source: (Uffelen van, X. 2009) 
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Figure 1: http://www.talentnaardetop.nl/HRbestpractices/Onderzoek.htm 
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Graphic 2: http://www.talentnaardetop.nl/HRbestpractices/Onderzoek.htm 
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