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PR E AMB LE
The OeNB pursues an equal opportunities strategy with a view to promoting gender equality in the
workplace. In particular, it is committed to fostering modern, gender-neutral career opportunities
and roles. This action plan is an active contribution to establishing diversity as a core element of the
OeNB’s corporate culture.

F IE LD S O F A CTI ON
The OeNB’s first legally binding action plan for the advancement of women has been drawn up in
line with the Austrian Federal Equal Treatment Act and defines a set of measures to be implemented
from 2016 to 2021. It comprises four fields of action for the effective promotion of equality at the
OeNB that have been identified in a comprehensive needs analysis based on qualitative interviews
with management and several group discussions with OeNB staff. These fields of action are: (1)
corporate culture, (2) external recruiting, (3) balancing work and family life, (4) promoting highpotential employees and career opportunities.

Field of action 1:
Corporate culture and role models
All staff members – and managers in particular – should be aware
of their individual responsibility for making diversity work at the
OeNB. Employees’ behavior, words and actions should contribute
to making modern, gender-neutral professional roles an integral
part of the OeNB’s corporate culture. The OeNB’s commitment
to diversity is also reflected by its external communication, with
the use of inclusive language in its human resource policy being a
case in point.

Field of action 2:
External recruiting
The OeNB aims at achieving a gender balance in its staff. To attain
this goal, the OeNB’s Human Resources Division is specifically
targeting qualified female candidates in external recruiting.
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Field of action 3:
Balancing work and family life
The OeNB has a vested interest in ensuring that its employees may
balance their careers and family lives. Its 2012 certification under
the “work and family” audit program aptly proves its commitment
to a family-friendly human resource policy. The measures defined
in the action plan on the advancement of women are considered
to complement the OeNB’s efforts in this area.
Women’s career paths should not be adversely affected by their
taking maternity leave or working part time. As a case in point,
the OeNB is committed to keeping staff up to speed during such periods of absence or reduced
presence. When returning from a leave of absence, OeNB employees always have the opportunity to
work in the same area with an analogous status and function unless this is not possible for specific
reasons (e.g. reorganization or higher-ranking job title).

Field of action 4:
Promoting high-potential employees and career opportunities
Identifying and promoting high-potential employees are both a

management task and the direct responsibility of every employee.
Managers should support staff members in developing their
strengths. To ensure a gender balance in all key and leadership roles,
it is vital to take timely measures for promoting high-potential
employees and building a talent pipeline. At the same time,
employees are encouraged to proactively seek and take the
opportunities offered. Fostering internal mobility ties in with the
objectives of this field of action.
The OeNB is committed to achieving the objective of gender balance as mandated by law. To increase
the share of women in management and expert career tracks, it is necessary to address and attract
qualified female candidates and to ensure a transparent appointment procedure. In line with legal
provisions, the decision on the best candidate for a particular position must be based exclusively on
the criteria listed in the job description.
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OeNB managers are called upon to assign top priority to the pursuit of the objectives stated in this
action plan for the advancement of women. At the same time, OeNB employees are encouraged and
invited to actively support the OeNB equalities officers by pointing out examples of both effective
measures and obstacles to a corporate culture championing equality and diversity.
The Governing Board of the OeNB adopts the amendments to the action plan for the advancement of
women 2016–2021, following its evaluation in the first quarter of 2020. The measures set forth
therein will be in force until end-2021.

Vienna, April 28, 2020

Oesterreichische Nationalbank
Governing Board

Robert Holzmann

Gottfried Haber

Governor

Vice Governor

Eduard Schock

Thomas Steiner

Member of the Governing Board

Member of the Governing Board
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Report on the measures for the advancement of women in the OeNB
2006–2013
From 2006 to 2013, the Women’s Platform for Success, an independent forum for discussing genderspecific issues, proved a powerful catalyst for internal reform, accomplishing a number of milestones.
The Equal Opportunities project, running from 2006 to 2008, produced the following results: an
evaluation of working time models, improved access to information for staff on leave, temporary
replacement of staff on parental leave, transparency in appointment processes, gender-balanced
participation in the in-house development center and the launch of courses and communication
measures to improve awareness.
In 2008, the OeNB introduced panel interviews for selecting heads of units.
In 2009, a set of gender-specific key indicators was implemented, on which the OeNB continues to
base its gender monitoring to establish the share of women in the OeNB workforce.
In 2010, the OeNB – upon the platform’s initiative – started to disclose the number of female and
male candidates as well as the gender distribution in panel interviews for management positions both
in the proposals submitted to the Governing Board and in the staff mailings.
In 2011, the choice of part-time models already in place was supplemented by the option to work
90%. That same year, the OeNB started to prepare for certification under the “work and family” audit
program. In addition, the platform initiated an exchange of ideas with external women’s networks
and participated in relevant events.
Apart from bringing about institutional change, the Women’s Platform for Success above all managed
to raise awareness through numerous events, intranet content and contributions to the OeNB’s staff
magazine. The OeNB equalities officers are committed to carrying on this tradition, e.g. through
their work in the open task force for equal opportunities issues, which focuses on various topics.
In 2012, the OeNB was awarded the “work and family” basic certificate. In this context, the OeNB
appointed an audit officer and an audit project team. On November 10, 2015, the OeNB was
successfully re-certified and included into the respective audit network. But even prior to
certification, a variety of measures to enable staff to balance work and family life had been
implemented. The OeNB has been offering different part-time work schedules for many years now,
a company kindergarten and teleworking options, to give a few examples.
In 2013, a “family day” on the bank’s premises met with great success. Also in 2013, the OeNB
enabled staff to combine part-time work with teleworking, on the one hand, and to use their company
mobile phones while on leave.
Since January 1, 2014, the OeNB has been subject to the Austrian Federal Equal Treatment Act.
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L E GAL BA SIS A ND MAN D AT E
From January 1, 2014, the OeNB has had to comply with the provisions of the Federal Equal
Treatment Act. This Act protects all OeNB employees against direct or indirect discrimination on
the grounds of gender, ethnicity, religion or belief, age or sexual orientation. Furthermore, this Act
prescribes a 50% share of women in the total number of permanent OeNB staff, in all salary bands as
well as management and expert career tracks.
Based on the legal definition, women are underrepresented in total staff, in individual salary bands
and functions if their share in permanent staff is less than half. If women are underrepresented in an
organization, senior management has to adopt a binding action plan for the advancement of women
that covers a period of six years and must be updated every two years. Such a plan must spell out the
human resources as well as organizational and training measures the organization intends to take to
eliminate underrepresentation.
The Federal Equal Treatment Act obliges public sector institutions to give preference to female
applicants for a job over equally qualified men until an institution has reached a participation rate of
women of at least 50%.
To fulfill this mandate, equalities officers are appointed for five years each to support senior
management and to mediate in the event of complaints about discrimination. The OeNB equalities
officers act on their own initiative, independently and maintain strict confidentiality. In line with a
decision of the Governing Board of December 17, 2013, the equalities officers may convene an open
task force to discuss specific topics with interested co-workers with a view to defining effective
measures to enhance diversity.
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O BJ ECT IVE S AND I MPLE MENT ATIO N
The Federal Equal Treatment Act prescribes a 50% participation rate of women in total staff that has
to be met at all levels of the management and expert career tracks. Chart 1 illustrates how the share
of women in OeNB staff changed between 2010 and 2015.
 For the OeNB to meet the mandatory long-term target, the share of women in total employees
as well as in all relevant salary bands and career tracks is meant to increase by 1 percentage point
per year.
 This shall be done by implementing the measures laid down in the action plan for the
advancement of women on the one hand, and by women receiving preferential treatment in new
recruitments and appointments on the other. Preferential treatment of women refers to women
who are at least equally qualified as the best suitable male candidate for a particular job.
 With regard to salary bands and career tracks where the 50% share of women has already been
reached, it is important to ensure that this share does not drop below 50% when staff is newly
recruited or appointed. The responsibility for raising the share of women in staff rests with the
OeNB managers at the relevant decision-making levels.
Chart 1: Share of women in OeNB staff from 2015
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The measures adopted with this action plan on the advancement of women support these objectives
and are regularly monitored (chart 2) and, if necessary, adjusted and extended.
Chart 2: Process and schedule of the action plan for the advancement of women 2016–2021
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ME ASURE S B Y FIE LD OF A CT IO N
Field of action 1:
Corporate culture and role models
Raising awareness among staff is key to fostering a
corporate culture that rests on an open-minded, modern
attitude toward diversity. Yet, the adoption of such an
attitude cannot be prescribed; it has to be cultivated of
our own free will. Regular communication activities
support in particular OeNB managers in their efforts to
establish modern, diversity-oriented role models in the
workplace.
1.1

Opportunities for in-house debate of topics related to diversity management

At least once a year, all employees have the opportunity to attend a large-scale in-house event
concentrating on diversity management that is organized by the equal opportunities officers. To
successfully integrate additional perspectives and experiences, the officers may invite external experts
or propose joint projects. Smaller ad hoc workshops are organized to address specific topics to foster
a diversity-oriented corporate culture.
1.2

Equality and diversity – an integral part of the seminar program

To ensure overall resource and cost efficiency, the dissemination of the cornerstones of the OeNB’s
equality and diversity mandate is integrated into the tailor-made training program offered by the
Human Resources Division:
− Induction and orientation day for new staff members: presentation by the equalities officers
− Seminar program for newly appointed managerial staff: presentation by the equal opportunities
officers of the objectives and measures laid down in the action plan for the advancement of women
1.3

Regular information in in-house media

The equal opportunities officers effectively use the available in-house means of communication, such
as its dedicated site on the OeNB intranet. Besides, they regularly contribute to the OeNB staff
magazine and inform staff about topical issues via e-mail. Also, the Human Resources Division’s new
employee welcome kit contains an overview of the tasks fulfilled by the equal opportunities officers.
The OeNB’s website www.oenb.at draws potential job applicants’ attention to the Federal Equal
Treatment Act and its applicability to the OeNB and provides contact information for the equal
opportunities officers (this information is only available in German).
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1.4

Modern roles based on inclusive language

By law, any personnel-related information has to be in inclusive language. To underline the OeNB’s
modern and diversity-oriented corporate image, inclusive language should also be used in external
corporate communication. The OeNB’s Press Office, which is responsible for the content published
on both the Internet and intranet, monitors and executes the use of inclusive language in these media.
Furthermore, the style guides for German and English OeNB publications, which are available to all
communicators and authors on the intranet, contain recommendations for inclusive language. The
use of photo material and other images likewise constitutes an important means to transport genderneutral roles in the workplace.
1.5

Internal monitoring at the department level

In addition to the mandatory biannual evaluation of measures, the equalities officers report bank-wide
indicators defined in the action plan for the advancement of women to the Governing Board and the
Directors of the OeNB departments. The findings are broken down by department.
1.6

Large-group seminar on diversity management

In 2017 and again in 2019, the Human Resources Division, supported by the equalities officers,
organized the OeNB’s Diversity Day – a group seminar for up to 100 employees to discuss diversity
and inclusion. The next Diversity Day is scheduled to take place in 2021.
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Field of action 2:
External recruiting
The most important goal in recruiting is to raise the share
of women in total staff, especially in male-dominated
business areas. Only by attracting as many potential
candidates for a particular position as possible can the
OeNB ensure that it will hire the best talent available.
Here, the OeNB generally focuses on HR marketing and
counts on individual managers’ networking, e.g. with
relevant training and research institutions. Keeping a
gender-neutral attitude in job interviews plays a pivotal
role, too.
2.1

Recruiting to focus on women

The OeNB seeks to enhance its recruiting efforts to attract more job applications from women by
branding the OeNB as an institution that is committed to offering women and men equal
opportunities and a sound work-life balance.
2.2

New format for recruiting interns from MINT fields

Increasing the overall number of female employees is key to ensuring that more women are
represented at all levels of the corporate hierarchy. In light of the ongoing digitalization, the OeNB,
like most enterprises, is increasingly seeking mathematics, informatics, natural sciences and
technology (MINT) qualifications in candidates applying for jobs not only in established IT-intensive
areas such as statistics and treasury operations but also in other business areas. In 2019, the OeNB
launched a new external recruitment format called OeNB Insights that specifically targets female
MINT students, as these tend to be underrepresented in universities’ MINT programs. From 2020
onward, this event is scheduled to take place every other year, alternating with OeNB recruiters’
presence at job fairs. OeNB Insights participants may apply for additional internships in relevant
OeNB business areas.
2.3

Target to achieve a gender mix in short-listed job applicants

To raise the share of women in total staff, at least one woman must be among potential new hires that
are invited to a job interview provided women that meet the basic qualifications stated in the job
description had applied. New hires will continue to be chosen based on merit, but in line with the
Federal Equal Treatment Act preference is to be given to women over equally qualified men as long
as women account for less than 50% of the OeNB’s total staff.
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Field of action 3:
Balancing work and family life
The OeNB is aware of the importance a sound balance
between work and family life has for the performance of a
company, which is why it offers a variety of flexible
working time arrangements to its staff. In other words,
employees may choose to work part or full time, depending
on their current personal situation. People returning from
a leave of absence, such as parental leave, benefit from this
choice in particular. For such arrangements to take effect,
they have to be approved by the respective line managers
and the Human Resources Division.
Apart from part-time work schedules, the OeNB allows flextime for all employees and also offers
regular teleworking schemes as well as the option to occasionally work from home. Supported by the
necessary telephone and IT equipment, telecommuters may work from home on predefined days of
the week. By allowing employees to choose where to work, a company may accommodate employees
in different stages of their lives. Teleworking must be approved by the respective line managers and
the Human Resources Division.
The OeNB moreover enables – and encourages – fathers of newborns or newly
adopted children to take a month of paid leave. These options have been
available to OeNB staff for some time now and are listed in the action plan
underlying the OeNB’s certification as a family-friendly employer under the
“work and family” audit program. Nevertheless, these family-friendly options
have been incorporated also as an explicit measure in this action plan for the
advancement of women 2016–2021.
3.1

Drawing up guidelines for a return-to-work interview

Employees returning to work after having been on parental leave are at an important crossroads as far
as the future of their career is concerned. As a new working parent, employees need to find a balance
between work and personal life and settle into a new routine. It is important to ensure, from an equal
opportunities perspective, that women’s and men’s career paths do not start to diverge at this point.
Drawing up guidelines for a return-to-work interview with working parents will help both employees
and managers to facilitate this transition by guaranteeing that all relevant aspects are covered, planning
ahead effectively and supporting employees in rebuilding relationships and resuming responsibilities
in the organization.
3.2

Scheduling meetings so that they accommodate flexible working

To ensure equal opportunities, regular meetings should be scheduled in such a way that employees
in part-time working arrangements can attend too. When no such consideration can be given,
employees should be informed of meeting content.
OeNB action plan for the advancement of women 2016–2021
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Field of action 4:
Promoting high-potential employees and career opportunities
The OeNB has already implemented numerous
effective measures in several fields of action of this
action plan – especially with regard to combining
work and family life. Based on the current indicators
(see page 7), the OeNB will have to take further
action to attain the mandatory gender balance in all
expert and management career tracks. To this end,
it is essential to both increase the share of women in
total staff and offer tailor-made measures to promote
and raise the profile of high-potential employees.
Senior managers that embrace the idea of a gender
balance bringing economic and social benefits to
their organization doubtlessly play the most effective
part in institutionalizing the practice of equal
opportunities. This action plan therefore explicitly
emphasizes the promotion of high-potential
employees and career opportunities.
4.1

Management shadowing

In 2016, the OeNB introduced a new staff development tool. Management shadowing involves
employees turning into mentees for a brief spell during which they get the chance to accompany a
manager in charge of a different business area and thus gain insights into various management tasks.
With managers and mentees reflecting on their own management style together and engaging in
discussions of management tasks in general – especially during the feedback talk that concludes the
shadowing exercise, this measure is set to also have a positive influence on the OeNB’s management
culture in the medium term. To advance women in leadership, the OeNB complements this format,
starting in 2020, with a day of training and individual coaching sessions for mentees, with the pilot
geared exclusively to female staff.
4.2

Special training programs

The OeNB is proud of its highly competent staff. Given the highly specialized tasks a central bank has
to fulfill, continuous education and training are a critical key to top performance. In line with this
action plan, an appropriate share of the centralized training budget is earmarked each year to offer
one or two trainings on the promotion of equal opportunities for women and men. Consulting with
the equalities officers, the Human Resources Division decides on the concrete training measures
during its annual planning process.
Should the OeNB establish general programs for following up on or identifying high-potential
employees in the future, it is important to ensure a gender balance among the participants.
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4.3

Raising the share of women in the expert career track

The Governing Board has mandated OeNB managers to proactively take targeted measures to
promote high-potential employees in their business areas, i.e. in addition to the bank-wide measures
offered by the Human Resources Division, to help attain the mandatory target that women account
for 50% at all levels of the expert career track.
4.4

Raising the share of women in the management career track

In the same vein, it is important to develop and systematically cultivate employees demonstrating
leadership potential in a forward-looking manner to ensure an adequate pipeline of female and male
talent when management career track positions open up. The key drivers in this respect are training
opportunities offered by the Human Resources Division, staff proactiveness and management action
to ensure gender diversity in all recruiting areas.
Moreover, in 2018, the OeNB took special care to optimize the wording of job advertisements.
Drawing on external expertise, the OeNB subjected job advertisements to a linguistic analysis to
identify and raise awareness of words denoting key competences so as to avoid an unconscious gender
bias in its job advertisements.
The findings of this analysis fed into the OeNB’s new skills framework. The phrasing of skills profiles
in future job advertisements will be based on this framework, which also specifies the key
competences required of OeNB managers, providing both a common understanding and transparent
assessment of candidates’ competences in the recruiting process. Preliminary evidence will help the
OeNB analyze the usability of this framework and adapt it to meet new requirements. The Human
Resources Division will provide information on the new skills framework in its internal
communication to raise awareness across all business areas.
4.5

Diversity on the selection jury for positions in the career tracks

To guarantee a minimum degree of diversity in the selection juries for positions in the expert and
management career tracks, the OeNB has committed itself to appointing at least one woman to any
body that is in charge of selecting candidates for either an expert or a management career track
position.
4.6

Systematic criteria to inform decisions by selection juries

Appropriate instruments should support the selection jury in providing all candidates with
constructive feedback and help the jury stay focused on the criteria mentioned in the job description.
To this effect, the OeNB is evaluating proposals to be phased in in stages. The resulting findings will
feed into the equalities officers’ work.
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4.7

OeNB equalities officers’ right to information

The following measures help the equalities officers in fulfilling their mandate on behalf of the
Governing Board:
− In response to complaints but also on their own initiative, the OeNB equalities officers may view
applications as submitted to the Human Resources Division by internal and external candidates
for any position, especially also in the expert and management career tracks.
− The Human Resources Division informs the OeNB equalities officers of the gender distribution,
broken down by Executive Directorate, of nominations to a position in the expert career track
before these nominations are submitted to the Governing Board for approval.
− The Human Resources Division informs the OeNB equalities officers in a timely manner – at least
before the candidates make their presentations in front of the selection jury – of the gender
distribution of the shortlisted candidates.
− The OeNB equalities officers are informed by e-mail of the candidate the jury has selected in a
timely manner, i.e. before the Governing Board endorses the nomination.
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