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Abstract
This article assesses whether women face the same challenges in the European

Commission as men by examining the career paths to top political and administrative

positions. Drawing on a unique dataset, it investigates whether and, if so, how and

when, women are disadvantaged. First, we analyze the characteristics and experience

of all Commissioners and Directors General (2004–2019) to delineate the career

paths to the top positions in the organization. Secondly, we compare pathways to find

that men outnumber women in all pathways. For Commissioners women are very sig-

nificantly under-represented in one of three pathways and for Directors General in two
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of three pathways. We identify how women are disadvantaged and the extent to which

the results support arguments in the comparativist literature on gender.
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Introduction
Albeit from a low base, the European Commission has made significant progress in
addressing the lack of female representation among Commissioners and Directors
General. Since the first women Commissioners were appointed in 1989 and the first
female Director General in 1990, there has been a substantial improvement in the
gender balance at both leadership levels. While around a third of the members of the
Barroso, Juncker, and Von Der Leyen Commissions, were women, the proportion of
female Directors General has grown from 12% under Barroso I to 36% under Juncker
to near parity in 2024 under Von Der Leyen (Chappel and Waylen, 2013; Hartlapp
and Blome, 2022; Hartlapp et al., 2021; Kassim, 2021) (see Figure 1). However, the dra-
matic reduction in the number of women initially nominated for the Von Der Leyen II
Commission reveals that the trend is not monotonic. In any case, headline percentages
only tell part of the story. Although a necessary indicator, they say little about whether
it is as easy for women to advance their careers as men, whether they have the same char-
acteristics and experience, or whether they had to be better or more highly credentialized
than their male counterparts to reach the top.

Figure 1. Percentage of women Commissioners and Directors General.

Notes: The number of terms served by women: 53 as Commissioners and 35 as Directors General.

Includes double entries for women who served in more than one commission.

Source: Updated from Hartlapp and Blome (2022: 62).
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This article addresses these questions through a systematic mapping and comparison
of the routes taken by men and women to the top offices in the European Commission. It
aims to fill an important gap in the literature in two ways: by examining the individual
traits and characteristics of top officeholders, their experience before and after joining
the Commission, and the impact of formal rules, informal norms, and processes in
their selection, and by investigating their career paths as a succession of career stages.
Thus we address the four questions posed in the introduction to the special issue
(Frech, 2025); that is, where we find evidence of female disadvantage, we seek to identify
what they are, whether they arise from individual choices or organizational rules, struc-
tures or norms (who?), in which career phase they arise (when?), and the processes at
work (how?).

The Commission is an important subject for such an analysis. Occupying a central
position in the European Union (EU) system, the Commission has a high political
profile and far-reaching influence. It has also sought to promote gender equality within
the Union and internationally, and since the mid-1990s, to reduce vertical segregation
within its ranks. Efforts have been directed both at political level, where Commission
Presidents have urged national capitals to include more women when they forward
their nominees for the college, and toward the administration, where through successive
gender action programs, it has attempted to increase the number of women serving as
Directors General (Hartlapp and Blome, 2022; Hartlapp et al., 2021). More broadly,
while scholars have focused on gender and parliaments, the career paths and under-
representation of women in executive institutions remain under-researched (but see
e.g. Annesley et al., 2019; Paxton et al., 2010; Sabharwal, 2015).

The article utilizes a two-step approach to examine routes to the top. The first step
investigates the traits and experience of all Commissioners and Directors General
(2004–2019) to determine if there are distinct pathways leading to these positions. The
second considers whether men and women are equally represented on each pathway.
This approach offers two advantages over the existing literature. There is no presumption
that men and women take dissimilar routes or that women are disadvantaged. Rather, it
treats as empirical questions any differences in the levels of success between men and
women, and the disadvantages that (if any) women face. Furthermore, institution-specific
characteristics, such as rules, processes, and organizational culture, are factored into the
research design. Whether, for example, the institution recruits only the highly educated or
specialists rather than generalists, is taken into account by examining the career pathways
of all top officeholders, whether they are men or women.

Drawing on a comprehensive dataset that includes information on background, experi-
ence, and careers across three Commission Presidencies from Barroso I (2004–2009) to
Juncker (2014–2019), the article investigates the career paths of the institution’s political
leadership and its top administrators. As well as providing a holistic view of how gender-
equal or not the Commission as an institution has become, the scope of the analysis makes
it possible to address theoretical expectations concerning both female politicians and
bureaucrats. Although there is significant common ground between the literatures on pol-
itics and administration, there are also specific arguments that relate to the differing
demands and career requirements of each.
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The analysis of the career paths to the posts of Commissioner and Director General
shows that there are three distinct routes to each position, differentiated by educational
and professional backgrounds, and by pre-Commission and in-Commission experience.
Moreover, not only are there more men than women in all pathways, but the preponder-
ance of men is especially marked in one of the Commissioner pathways and two of the
Directors General pathways. In other words, men significantly outnumber women on no
fewer than half of the routes to top positions. Furthermore, the career pathways to polit-
ical and administrative leadership positions are both gendered, but they are gendered in
different ways for reasons.

The contribution of the article to existing scholarship on gender, careers, and the EU
institutions is fourfold. Empirically, the article advances understanding of the career
dynamics of Commissioners and Directors General, and how they are gendered.
Methodologically, our examination demonstrates the benefits of examining the career
paths taken by all top officeholders in an institution, before comparing the experiences
of male and female officeholders. By advancing understanding of both the conditions
that enable a successful career and the barriers that can impede career development, it
highlights in practical terms, how a more gender-equal Commission is possible.
Theoretically, the study shows that, in the Commission’s case at least, the gender narra-
tives in the comparativist literature only partially apply, suggesting that greater attention
needs to be directed toward specifying the conditions under which the mechanisms iden-
tified in the existing scholarship come into operation and whether they apply in an inter-
national context.

Gender and careers in the European Commission and beyond
Although the comparativist literature on gender and scholarship on gender in the
European Commission have considerably advanced our understanding, each leaves
important areas unexplored.

Scholars in the comparativist literature tend to fall into two schools. The first high-
lights individual factors, such as personal traits and backgrounds, contending that individ-
ual capital (party experience, connections, and educational qualification) drives careers.
According to this school, women with comparable qualifications or experience to men
generally wait longer before they are appointed or promoted, and typically need
greater experience or better educational credentials than their male counterparts (Verge
and Astudillo, 2019).

Another individual factor is partisan orientation. Ideology influences how group
orientation is approached, with left parties offering greater support to women (Caul,
1999; though see Childs and Webb, 2012; Wäckerle, 2020). Partisan positions also
matter when they lead to networking opportunities and the chance to accumulate political
capital. Men have been “more likely to enjoy fast-tracked political careers” (Murray,
2010: 445).

A second school emphasizes the importance of institutional factors. According to this
school, women are treated differently in selection, the allocation of tasks, and promotion,
which shapes experience and opens or closes pathways to top positions. Informal norms,
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as well as formal rules on recruitment and promotion, define the pathway to the top.
Portfolios can be gendered, with responsibility for “male” policy areas (economic
affairs, defense, employment, equipment, and budget) reserved for men, while health,
social welfare, education, family, culture, and consumer affairs, are considered
“female” (see also Krook and O’Brien, 2012: 842).

Specialization is also a factor. In specialist systems, such as the Netherlands, Finland,
France, and the United States, ministers are recruited because of their expertise. In gen-
eralist systems—the UK and other Westminster-style systems—mobility between portfo-
lios is common, and fewer women tend to occupy executive office (Davis, 1997: 38–65;
Siaroff, 2000: 199).

Partisan ideology is not only an individual trait but matters where parties and party
politics structure career opportunities. Leftist governments are more likely to nominate
women (Erzeel and Celis, 2016; Däubler et al., 2025), implement internal quotas
(Krook, 2010), and choose female candidates, deputies (Davidson-Schmich, 2014),
and ministers (Claveria, 2014). The partisan pattern holds in the European Parliament
(EP) where party positions interact with national interests (Sundström and Stockemer,
2022). However, conservative parties more often promote women to senior positions
(Santana and Aguilar, 2018).

The organizational and institutional context also embeds wider societal norms.
Responsibilities associated with management can create biases against women managers
(Eagly and Karau, 2002), especially when effective leadership is linked to male charac-
teristics. More general cultural factors affect female representation when they influence
(political) institutions (Inglehart and Norris, 2003: 140–141). More women are present
in the executive in well-established democracies with longer trajectories of femocratic
cultural factors such as egalitarian role models (Tremblay, 2007: 544) and civil liberties
(Paxton et al., 2010). Yet, even here “politics is still very largely viewed as a ‘man’s
world’” (Jalalzai and Krook, 2010: 19).

Although it highlights important reasons for the under-representation of women, the
comparativist literature tends to rely on analysis of a single career point, such as candidate
selection, rather than how careers develop over several phases—the starting point of this
special issue. The separation into two schools increases the reluctance to embrace both
individual and organizational factors in modeling how career trajectories are shaped.
Moreover, the domestic focus of the comparativist literature leaves open the possibility
that the mechanisms or effects that operate at the national level do not apply in the
same way in an international context (see Holmes et al., 2019).

For example, in an international environment, education abroad or foreign policy expert-
ise may count as important individual capital. Similarly, for a mission-driven or techno-
cratic organization, which is often the case for international organizations, the subject
rather than the higher credentials may be more important. On the organizational side, port-
folios may be gendered differently in an international body, either because international
institutions are more distant from prevailing societal norms or because certain responsibil-
ities are considered more or less powerful. In the case of the Commission, the perception of
a male and female portfolio could be linked to an EU-specific division of competence and
powerful portfolios (Hartlapp and Blome, 2022: 59). At the limit, the co-existence of
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multiple national cultures could work to dilute or redefine the influence of traditional gender
stereotypes. A further dimension is the role played by member states in the appointment of
top officeholders, since their decisions may also be gendered.

Like the comparativist literature, scholarship on the European Commission also offers
important insights, but gender and careers are often examined separately. Scholars focus-
ing on the first have investigated gendering and gendered practices concerning the
Commission as an institution (Hartlapp et al., 2021), as well as leadership and leadership
performance (Müller and Tömmel, 2022), gender mainstreaming (Hafner-Burton and
Pollack, 2009), and antidiscrimination (e.g. Kantola, 2010). They have considered how
women have organized and exerted influence through “velvet triangles” (Jacquot,
2015; Woodward, 2004), and the role of key women Commissioner and administrators
(Müller and Tömmel, 2022). Gender has featured in some studies of personnel and
administration within the institution (Ban, 2013; Kassim et al., 2013; Spence and
Stevens, 2006). However, scholars investigating gender in the Commission have not gen-
erally examined career paths.

Meanwhile, scholarship on the careers of top officeholders in the Commission does
not always highlight gender. Work on Commissioners, for example, has tended to
focus on their education, previous occupation, and party affiliation (Spence and
Edwards, 2006). In regard to Directors General, the main scholarly question has been
the extent to which careers are “European” rather than national (Eymeri-Dozans and
Georgakakis, 2008; Georgakakis and Lasalle, 2008; Page, 1997). With few exceptions
(Hartlapp and Blome, 2022; Kassim et al., 2013), scholars of careers in the
Commission rarely address gender.

Top offices in the European Commission
The Commission is a hybrid political and administrative body, organized into two levels: the
College, a collective body that constitutes the political leadership of the institution, and the
permanent administration or “services,” organized into departments or Directorates-
General (DGs), each with a three-level management hierarchy of Director General,
Director, and Head of Unit. Before mapping the routes of officeholders to these positions,
it is important to outline their respective duties and method of appointment.

The selection process for Commissioners

The College, composed since 2004 of one Commissioner from each member state and
headed by the President of the Commission, embodies the Commission’s mission to tran-
scend narrow national perspectives by taking decisions collectively in the general interest
of the EU. Commissioners represent the public face of the institution to other EU bodies,
governments, third countries, and other actors. The role of Commissioners is essentially
political, though not formally partisan. The cabinets—the private offices that advise,
assist, and support each Commissioner also carry out “political work” (Mérand, 2021).
Cabinet members are selected by the Commissioner, subject to rules requiring multi-
national composition and the inclusion of a certain number of Commission official.
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The procedure by which Commissioners are appointed has evolved significantly since
Maastricht (Kassim, 2021). The Commission President is nominated before, and inde-
pendently of, other members of the Commission by the European Council. The Lisbon
Treaty, which came into effect in 2009, calls on the European Council to “take into
account” the results of the elections to the EP. Commissioners are formally selected by
the incoming Commission President, who also decides on the allocation of portfolios
(Kassim et al., 2013; Hartlapp et al., 2021), but there is an important limitation: the
Commission President is a “constrained selector” (Scherpereel, 2021: 1) since he or
she can only select Commissioners from the nominees put forward by each national
capital. Although since Romano Prodi (MacRae, 2012: 310), candidate Commission
Presidents have publicly requested that member governments include more women,
the reluctance to do so on the part of national capitals has perpetuated a gender imbalance
(Kassim, 2021).

Once chosen by the President, candidate Commissioners undergo parliamentary hear-
ings before the EP. Members of European Parliament (MEPs) can and do reject candi-
dates if they are not persuaded of their suitability or for political reasons. Only after
this the EP votes to approve the incoming College or not.

Since national governments have a key role in the process, how they choose their
nominees and whether their choice is gendered is of key relevance. Individual factors,
such as education, partisan affiliation, or prior experience in national politics, are poten-
tially significant. The inclination to nominate women is also likely to be influenced by
prevalent cultural norms in each member state, which may also reflect or be reflected
in national gender regimes—the extent to which women are present in political office,
public sector employment, or active in the labor market. By contrast, the distribution
of responsibilities is in the hands of the Commission President. The extent to which
women appointed to the College are allocated “female” or “male” portfolios by the can-
didate Commission President, or whether a different form of gendering is in evidence in
the Commission, is also important.

The selection of Directors General

Although their work also has a political dimension, Directors General, including the
Secretary General—the Commission’s top official—are senior civil servants. They
provide policy advice to the Commissioner, they oversee the development of policy
initiatives, policy management, and implementation, and they organize and manage a
department.

The Commission administration was established as a meritocratic civil service, where
the ambition was that laureates from a competitive entrance exam—the “concours”—
would join the services and work their way up the hierarchy throughout a career
(Kassim et al., 2024). Although the pure career model was compromized historically
(Kassim, 2018), appointments to senior management positions are internal decisions,
made primarily based on technical and administrative expertise.

An important feature of the Commission administration is that an overwhelming
majority of its staff—no fewer than 97% (Connolly and Kassim, 2019)—have worked
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somewhere else for 5 years or more before joining. Some senior managers are appointed
to the Commission in mid-career, so do not make their way up through the ranks from
entry-level. Others are recruited externally to senior management roles, either as part
of the recruitment that accompanies enlargement ensuring that accession states are repre-
sented across the administrative hierarchy or to “open” positions.

Mapping the career pathways of Directors General makes it possible to determine
which of these routes have been taken, and to identify their characteristics and experi-
ence. Since the Commission has sought to improve gender balance at senior levels
through gender action plans and other measures (Hartlapp et al., 2021), comparing
career pathways makes it possible to determine whether it is as easy for women to
advance their careers as men and whether there is evidence that women are
disadvantaged.

Empirical patterns in career pathways
The empirical analysis is based on detailed data on the backgrounds and organizational
experience of the entire population of Commissioners and Directors General over
15 years.

Data

The Position Formation in the EU Commission (PEU) database, which includes informa-
tion on persons and positions in the Commission (1957–2021) (Hartlapp, 2021), has been
supplemented by detailed career data from publicly available sources such the CVs on
personal and EU institution websites, which includes information on the educational
background (level, discipline, and international orientation) and professional experience
(sector, mandates, and portfolio). The unit of analysis is the positions held by
Commissioners and Directors General.

The rationale for focusing on the last three full Commissions is that the number of
female Commissioners only approached levels of significance in the first Barroso
Commission—9 of 27 (see Figure 1). The dataset comprises 114 Commissioner and
135 Directors General positions.

For each individual, the key career data include age or cohort, educational back-
ground, subject of highest qualification, prior professional experience, mobility within
the Commission and cabinet membership. Features relating to personal background
and pre-Commission political careers are stable for an individual, while those that
concern the career path inside the Commission change with each new position inside
the organisation. Therefore, Commissioners who have served in different Commissions
or Directors General who have led more than one Directorate- General are included in
the data twice or more. There is a total of 14 active variables with 36 (Commissioners)
and 41 (Directors General) modalities.

The analysis investigates the most important career paths to administrative and polit-
ical top positions to identify what is typical for the Commission against expectations from
the comparativist literature on professional paths and gender representation. To avoid the
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possibility that the clusters could be defined by gender rather than by the career paths
taken, gender and nationality were excluded from the data used to identify the number
and the composition. Once the career paths have been identified, it is then possible to
look at their gender composition and, where women are under-represented to address
the “what?”, “who?”, “when?”, and “how?” questions outlined above.

Analysis

Multiple Correspondence Analysis (MCA), a method to describe large qualitative data-
sets, was chosen for the analysis of data that covers a small but exhaustive population
with a limited number of women. Other methods, such as a logit regression, would not
be sufficiently robust and would require knowledge or priors on the career pathways.
In the absence of evidence on common career pathways, MCA makes it possible to iden-
tify and explore commonalities or associations among variables’modalities—in this case,
career information—and the main polarizations among statistical individuals that result
for a population of the size of Commissioners and Directors General. The technique is
a form of factor analysis for qualitative variables, which identifies groups or clusters
that share characteristics. MCA gathers individuals sharing the same characteristics
and opposing individuals with distinct features, creating clusters of statistical individuals
from the population of Commissions and Directors General. Where clusters overlap, the
identification of individuals with a particular cluster is based on a hierarchical clustering
algorithm which groups statistical individuals that are more alike.

MCA, performed with the FactoMinerR and missMDA packages, is applied to the two
datasets. The active variables are either standard descriptors of individual-level career
properties, such as educational attainment, or characteristics that are particularly import-
ant for career paths in the Commission, such as international orientation or stints in cabi-
nets (see the Supplemental Appendix for a list and further discussion). The origin of the
figure describes a (hypothetical) average Commissioner or Director General. Features
that are widely held by individuals are situated closer to the origin.

MCA generates “axes” that are linear combinations of all variables’ modalities in our
initial dataset—“meta-variables” in short—as interpreted through the analysis of modal-
ities contributions. In the analysis, only the first two axes that contribute most to the
explanation of similarities and differences in the dataset are retained. MCA also generates
an “individual cloud”, which complements the axis-based analysis, and gives a better
sense of “who is in this social space”. A hierarchical clustering algorithm is then
applied to gather statistical individuals that are more alike. Researcher judgement is
used to identify the number of clusters among those proposed. Here, clusters are
groups of individuals sharing a similar pathway to leadership positions in the
European Commission.

The analysis shows, first, that there are three main career pathways each for
Commissioners and for Directors General and, second, that the routes are gendered.
Men dominate, that is, they account for more than 50%, in all six career pathways
both administrative and political. Among Commissioners, women account for 30%
over the entire period. One path overwhelming favors men (86%), while in the other
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two women are present in the same proportion as their overall presence among
Commissioners (32% and 33%). In the case of Directors General, male advantage over
the whole period is even more substantial: they account for 81%. Two administrative
pathways are overwhelmingly dominated by men (91% and 87%). On the remaining
pathway—the most favorable in terms of female representation—women account for
just under a third (31%).

Commissioners. Table 1 shows the background descriptives for the entire population of
Commissioners from 2004 to 2019. The average age on entering the Commission is
52. They are highly educated—57% have a Master’s degree and 37% have a PhD—

Table 1. The education and professional backgrounds of Commissioners, 2004–2019.

Variables Modalities N %

Gender Female 34 30%

Gender Male 80 70%

Level maximum of education Licence/BA and less (ISCED 6) 7 6%

Level maximum of education Master (ISCED 7) 65 57%

Level maximum of education PhD (ISCED 8) 42 37%

Higher education abroad No 65 57%

Higher education abroad EU countries 31 27%

Higher education abroad Other countries 25 22%

Economics degree Yes 40 35%

Law degree Yes 40 35%

Political science Yes 28 25%

Private sector experience before EC Yes 77 68%

National public administration before

Commissioner appointment

Yes 69 60%

National public administration specialized in

EU matters before Commissioner

appointment

Yes 32 28%

Average length of national public

administration career (standard deviation)

(only individuals with national

public administration

experience)

69 11 years

(6.7)

EU public administration before

Commissioner appointment

Yes 18 16%

National Parliamentary Mandates (average) Yes (average calculated only for

individuals with a mandate)

83 73% (4)

National Minister Mandates (average) Yes (average calculated only for

individuals with a mandate)

82 72% (2)

EU Parliamentary Mandates (average) Yes (average calculated only for

individuals with a mandate)

24 21% (2)

Average age to become Commissioner

(standard deviation)

Numeric 114 52 (7.1)

EC: European Commission.
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and just over a third (35%) have a background in economics. A similar proportion has a
background in law (see Thomsen and King, 2020 for a comparison with pathways to pol-
itical office in the United States). In terms of pre-institutional experience, just over
two-thirds had worked in the private sector. 61% had served in national administration
for an average of 11 years and 28% had worked in an EU-related portfolio while in
national administration. A large majority had held political office, in parliament or gov-
ernment, and 21% in the EP.

Figure 2 shows the results of the MCA analysis of career paths for Commissioners.
The horizontal axis shows more political versus more administrative pathways.
Political career paths typically feature a postgraduate qualification in law, as well as par-
tisan positions, with multiple mandates in national parliament and stints in government.
Individuals enter the Commission as Commissioners and have little or no experience of
administration. By contrast, the administrative route includes an economics degree and a
PhD. The pre-institutional career phase is longer and spent mainly in national

Figure 2. Clusters of commissioners 2014–2019, including statistical paragons (Multiple

Correspondence Analysis, MCA).
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administration, while partisan affiliation is short if it exists at all. Inside the Commission,
these individuals have held office in the social and environmental policy fields or have
moved between different areas. The vertical axis shows private and public career profiles.
Public sector career paths—shown toward the top of the figure—typically include a post-
graduate qualification in law, are longer and include experience in EU and foreign affairs.
Private sector experience is more prominent toward the bottom and is often combined
with training in economics. Consequentially, the upper left quadrant features political
and public sector careers more likely to have qualifications in law, the upper right quad-
rant are public sector and administrative careers more likely to be highly qualified (PhD in
Economics), the lower right quadrant are administrative careers with private sector
experience and more likely to be qualified in economics, and the lower left quadrant
are political careers with private sector experience (Masters in law).

Three clusters, each designating a career path, can be distinguished in Figure 2. The
name of a Commissioner acts as a statistical paragon that best exhibits the characteristics
of the cluster (see the Supplemental Appendix 3 for details).

• Cluster 1, “National politicians,” features the 32 men and 8 women long-serving poli-
ticians who have held high-ranking office. With a Master’s degree (mostly in law),
Commissioners in this cluster have the lowest levels of educational attainment
across all three clusters, and are less likely to have studied abroad. The
pre-Commission career was spent mainly in the private sector, though half have
also worked in national administration, and political experience includes at least
three mandates in national parliament and significant ministerial service. Credentials
are strongly political and less based on education.

• Cluster 2 includes “European politicians,” numbering 18 men and 10 women, with
either a pre-Commission career in national politics and/or experience as an MEP.
Individuals in this cluster have typically worked in the private sector and have less
experience of public administration (25%). The cluster is distinguished by the level,
subject and especially the place of study: no member has less than a Master’s
degree, all hold a qualification in political science, and the individuals in this cluster
are more likely to have studied in another EU country (53%).

• Cluster 3 are “Administrators,” who were appointed to political roles at a later career
stage: two-thirds are men (29) and one-third women (16). Commissioners in this
cluster are likely to have a PhD (51%), hold an economics degree (44%), and to
have studied outside the EU (22%). They have experience in the private (61%) and
especially the public sector (98%), where half specialized in EU affairs. This is the
least political cluster: less than half have held elected office.

In short, women are under-represented in all three Commissioner clusters, substantially
so in the first, and to a significant (though lesser) extent in the second and third.

Contrary to the expectations from the individual characteristics school in the comparativist
literature, the results do not suggest that women are older when they are appointed to the
college or more experienced than their male counterparts. They are least well represented
among “National politicians” where the average age at appointment to Commissioner was
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oldest. However, women are most strongly present in the two clusters with the highest levels
of educational attainment—“European politicians” and “Administrators.” Since 12 out of 20
female Commissioners were nominated by left parties (for their first term), there is some
support for the claim of the institutional school that left parties are more likely to nominate
women. Further analysis is needed to control for nominations by left governments and coali-
tion governments. Men tended to hold the most powerful trans-sectoral or general portfolios,
with the exception of competition, and the most important sectoral responsibilities. Fisheries
were the only sectoral portfolio where there was gender balance.

Directors General. Table 2 indicates that, over the period studied, women account for 19%
of Directors General. Directors General (like Commissioners) are highly educated.
Almost half (47%) have a background in economics, while 1 in 10 studied at the
College of Europe in Bruges. Three quarters have worked in national administration,
though more than a third have private sector experience (36%). Many started their

Table 2. Educational and professional backgrounds of Directors General, 2004–2019.

Variables Modalities N %

Gender Female 26 19%

Gender Male 109 81%

Level maximum of

education

Licence/BA and less

(ISCED 6)

11 8%

Level maximum of

education

Master (ISCED 7) 93 69%

Level maximum of

education

PhD (ISCED 8) 31 23%

Higher education abroad No 61 45%

Higher education abroad EU countries 64 47%

Higher education abroad Other countries 10 7%

Economics degree Yes 63 47%

Law degree Yes 49 36%

Political science Yes 29 22%

College of Europe Yes 15 11%

Private sector experience

before EC

Yes 46 (NA= 6) 36%

Public sector experience

before EC

Yes 97 (NA= 5) 75%

Cabinet experience Yes 80 59%

Number of cabinet

mandates

(only individuals with cabinet

experience)

2.3 mandates Standard

deviation= 1.15

Average age to become

director general

Numeric 53.7 years Standard

deviation= 4.9

Average age to enter EC Numeric 33 years Standard

deviation= 9.3

EC: European Commission.
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career in the Commission at an early age—33, which is near to the average age for staff
joining the Commission—and the average age at which they were appointed to the pos-
ition of Director General is 54. Just under 60% had served in a Commissioner cabinet,
thereby gaining experience of “political work” (Mérand, 2021).

Figure 3 shows the characteristics of career paths for Directors General. To the left of
the horizontal axis are individuals that entered the Commission from the national

Figure 3. Clusters of directors general 2014–2019, including statistical paragons (Multiple

Correspondence Analysis, MCA).
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administration later and with a shorter career inside the Commission before their appoint-
ment. Cross-departmental mobility and cabinet experience are limited. Toward the right
are long-term EU bureaucrats with shorter pre-Commission careers, greater experience of
horizontal mobility, which includes more (traditionally understood) “female” policy
areas, and service in cabinets. The vertical axis contrasts two routes to the top. They
also show the difference between two distinct generations. While many of those at the
top have PhDs, and entered the Commission later in life, having worked typically in
public administration, those toward the bottom hold Master’s degrees, enter earlier,
and have less pre-institutional experience. The Commission phase of their careers is
longer and features some horizontal mobility. Thus, the upper left quadrant describes
older and long careers in national administration, the upper right older and long
careers in EU, the lower right quadrant younger and careers in EU, the lower left
younger and careers in national administration.

Three types of career paths can be identified in Figure 3.

• Cluster 1 are “Latecomer Eurocrats,” and with 4 women and 39 men, is the most
male-dominated. A significant number are from 2004 to 2007 enlargement countries.
And 84% have a Master’s degree. This cluster has the fewest with legal training (26%)
and the most with a background in political science (30%). This group has two notable
markers: pre-Commission public sector service; and the lowest levels (47%) and
number of (under two mandates) of cabinet experience.

• Cluster 2, “Political bureaucrats,” includes 5 women and 33 men. Economics (45%)
and law (47%) are the predominant disciplines studied by members of this cluster. And
97% have public sector experience, though just over a quarter have worked in the
private sector. The two most notable characteristics are the very high level of educa-
tion—63% hold a PhD—and significant cabinet experience. Nearly three in four had
worked in a cabinet, for two-and-a-half mandates on average.

• Cluster 3, “Long-standing EU civil servants” is the most female group, with 17
women and 37 men. More than half trained as economists, with law the second
most studied subject, and 2 in 3 had studied abroad, including 24% at the College
of Europe. And 60% have pre-Commission private sector experience and 36% in
public administration. In the Commission, 61% have cabinet experience of on
average under two-and-a-half mandates. The career paths of this group of Directors
General more likely include experience in social and environmental DGs. The three
most notable markers of career paths are international study, private sector experience,
and length of service in the European Commission.

Women are not only under-represented overall, but they are also outnumbered in all path-
ways and only have a significant presence in one. In the most female cluster,
“Long-standing EU civil servants,” women served longer in the Commission than their
male counterparts before becoming Director General, in line with the expectation of
the individual characteristics school that women are older and more experienced when
they reach leadership positions. More generally, across all 3 clusters, female Directors
General are more mobile than their male counterparts: 2 DGs for women, 1.5 for men
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among “Latecomer Eurocrats”; 4 DGs for women, 3.4 for men among “political bureau-
crats”; and 4.2 DGs for women, 3.3 for men among “Long-standing EU civil servants.”
International education is also an important marker among women who became Directors
General. Since it mirrors the findings for Commissioners, this suggests that internation-
alization is a marker of female career paths across political and administrative careers,
and that women are differently credentialized by their international education.

Since the share of women Directors General is lower than for Commissioners, the
working culture in the Commission appears to constitute a particular challenge. The
expectation that women are more likely to lead in female portfolios appears to be sup-
ported by the data. Of the 19 female Directors General all but four—Sabine Weyand
(DG at TRADE), Nadia Calvino (DG BUDG), Helga Schmid (EEAS), and Ditte Juul
Jørgensen (ENER)—became Directors General for the first time in a “female” portfolio:
JUST, SANTE, and internal services.

Finally, “Long-standing EU civil servants”—the most female cluster—is character-
ized by a high percentage of individuals with cabinet experience. Like the “political
bureaucrats” cluster, which is substantially more male, the share of individuals with
cabinet experience is much greater than in the Commission as a whole for the period
in question. Notably, 62% of Directors General in the Juncker Commission (N= 31)
had worked in cabinet, while only 8% of other individuals with equivalent (or longer)
experience of working in the Commission had done so (author’s calculation using data
collected as part of the 2018 survey of Commission staff Where now? Where next?.

Discussion
It is significant that in a powerful organization like the Commission, there is mixed
support for some of the classic narratives on gender and careers. This holds for the the-
orized effects of individual level factors as well as for organizational and institutional
factors on career paths.

For Commissioners, there is indicative evidence that women are more likely to be
nominated by governments on the left. While three countries (Bulgaria, Denmark, and
Sweden) have only had female Commissioners over the 3 mandates, no fewer than 11
member states—Croatia (joined the EU in 2013), Estonia, Finland, France, Germany,
Hungary, Latvia, Malta, and Portugal, Slovakia and Spain—have had only male
Commissioners. The link between left ideology and support for female careers theorized
for national parties as selectors in the representation chain (e.g. Caul, 1999; Claveria,
2014; Davidson-Schmich, 2014) receives tentative support from our analysis in the
case of the Commission. Also, in line with the expectations of the comparativist literature,
career pathways for women are more specialized. Female Commissioners are more likely
to have held political positions in EU and/or foreign policy. If not over-credentialized,
they are differently credentialized. Also, there is strong evidence of differences
between career paths relating to pre-institutional experience with evidence that the
route via politics rather than via the private sector or national administration, is signifi-
cantly less available to women than to men. On average, the political experience of
female Commissioners is shorter than for men: just over 15 years as opposed to 19 years.
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Turning to Directors General, women are far less likely to have advanced on career
paths characterized by long pre-institutional service in public administrations, or very
high educational attainment. More typically, these pathways include study abroad,
which reflects either the self-selection of internationally oriented individuals or that
studying abroad, whether inside or outside Europe, serves as an important signal for
an international organization. It also includes private sector experience and long
service in the Commission.

On organizational and institutional level factors, the findings present a more nuanced
picture. There is some evidence of gendering of portfolio responsibilities (for the EP, see
Dodeigne et al., 2025). The first senior management position for female Directors General
(15 of 19) tends to be to a “female” portfolio in the traditional sense. However, while in
the domestic context, holding a female portfolio can have a scarring effect, limiting
women to less important and influential policy responsibilities, this is not the case in the
Commission. The Commission’s mobility policy makes it possible to move into “male” port-
folios, since senior managers are encouraged to change department every 5 to 7 years.

Findings are also nuanced in relation to specialization. Female Directors General tends
to have been more mobile than their male colleagues, and perhaps less specialized in
terms of portfolio content. While work culture is likely to be more important for
Directors General, due to the time that they serve in the institution, the environment
does seem to favor generalists and, unlike at the national level, is not an obstacle to
female advancement. However, although cabinet experience is a significant feature of
the careers of all Directors General, only 50% of women who have made it to the top
have served in a cabinet compared to 61% of men. The successive efforts of
Commission Presidents to improve the gender balance in the private offices of
Commissioners since Prodi have been highly significant.

In sum, careers are gendered both for Commissioners and for Directors General, but not
necessarily in line with gender narratives in the comparativist literature. For individual level
factors, there is little evidence that women need to be better qualified than their male counter-
parts, and other aspects of educational experience, especially study abroad, appear to matter
more. In terms of organizational and institutional explanations, and also, contrary to the
observation made in the comparativist literature, the career pathways of women in the
Commission are not specialized in the ways that are often observed in national bureaucracies.
Women have served longer in the Commission and their first senior management position is
more likely to be a female portfolio. However, they are not bound to careers in female port-
folios and are more mobile across portfolios than their male counterparts in the Commission
or than senior role holders in national bureaucracies with more specialized career paths. At
the same time, the career pathways taken by women tend to be less politicized than by men,
with shorter periods in partisan positions at the national level (Commissioners) and fewer
stints in cabinets (Directors General).

Conclusion
Although the number of women occupying leadership positions in the Commission has
increased substantially, exploration of the career paths taken by men and women reveals
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the extent to which routes to the top remain gendered. This is all the more relevant as illu-
strated by the nominations for Von Der Leyen II. Trends observable in simple head
counts can be easily reversed. We have therefore engaged more broadly with the
factors that drive gendered career paths. Drawing on a dataset of all the individuals
appointed over the course of three Commission mandates, this article shows that there
are distinct pathways to the positions of Commissioner and Director General, and that
women are under-represented on all.

In relation to the questions outlined by Frech (2025), the analysis shows that women
do confront significant challenges. In the case of Commissioners, the two career path-
ways on which women are most present have the highest levels of educational attainment,
while one—the “European politics” routes—includes private sector experience and
national parliamentary experience, and in the other—the “Administrator” route—the
public sector features strongly. Therefore, individual educational and professional
choices partly answer the “who?” and the “what?” while “pre-institutional” experience
provides an answer to “when?”. National governments are also part of the “who?” and
the “how?” on account of their role in the selection process. The national pipeline has
a strong influence in shaping who serves in national parliaments and government
office in the pre-Commission phase, domestic opportunity structures therefore need
also to be investigated to provide a full answer to the “who?” and the “how?” of the chal-
lenges faced by women.

For Directors General, the challenge confronting women is even more formidable,
since a female presence is only significant on one of the three pathways—“long-standing
EU civil servants.” The routes via national administration—“latecomer Eurocrat”—or
“political bureaucrat,” which combines a PhD with higher education abroad and
cabinet service, are taken by far more men than women. In these two cases, the
“who?” and the “what?” challenge comes from individual choices over education and
organizationally defined opportunities for entry (the “how?”). The “when?” in turn is
influenced by the pre-institutional career phase for “latecomer Eurocrats” and by the
core institutional phase for “political bureaucrats.”

The article has contributed to the existing literature on gender and careers in four ways.
Empirically, it has provided the first systematic mapping of career pathways to leadership
positions in the Commission. Methodologically, it has introduced an approach to exam-
ining career pathways that can be used to explore whether and how women can advance
their careers as easily as men without presuming female disadvantage. Theoretically, our
results highlight that organizational features and appointment procedures specific to the
EU interact with individual-level characteristics. Female career paths in the Commission
are distinct from national-level career pathways since they are shaped by the EU oppor-
tunity structure and more specifically by those in the Commission. This is most clearly
visible for education where the subject and location (international) matter more than
the level of education alone. But it is also notable that politicization and specialization
matter less in an organizational structure where gendered portfolios and mobility play
out differently. These findings are significant given the dearth of theorizing in regard
to EU career paths. It also underlines how the EU is a distinct political system (Hix,
2011) with its own (European) political class (Dodeigne et al., 2024). Thus, although
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understanding (female) career paths in the EU can draw to some extent from theorizing in
comparative politics, the specificity of the EU context must also be acknowledged
(Fortin-Rittberger, 2025). Practically contribution is in showing where and what action
needs to be taken if gender parity is to be achieved. Importantly, national capitals need
to demonstrate their commitment to gender balance. Nominations for Von Der Leyen
II show how changes in the political environment in member states can lead to reverses.
With Directors General, since the main route for women is through long service in the
Commission, the institution needs to take measures to improve the internal pipeline or
actively seek to broaden the pool from which it recruits senior managers.

The above discussion suggests avenues for future research. How gender interacts with
nationality, especially given the importance of national politics and administration as a
pipeline, need to be further explored. Also, although individual choices are an important
factor, the extent to which structures of opportunity, especially relating to education and
training, or horizonal mobility within the Commission, are gender neutral requires further
investigation. Moreover, while the above analysis has addressed a single institution,
similar investigations could be undertaken of the career pathways in other EU bodies
and institutions. In particular, it would be interesting to examine the extent to which inter-
nationalized education and specialization in EU or foreign affairs that matter for success-
ful women in the Commission also apply in the case of senior officeholders elsewhere in
the EU system, and indeed in other administrations—international, national, and subna-
tional. Finally, this article has only considered developments up to the first Von Der
Leyen Commission. Analysis of ongoing developments will reveal whether, beyond
the headline percentages that institutions employ as indicators, career paths have really
changed, and what action has been taken to address the challenges described above.

Declaration of conflicting interests
The authors declared no potential conflicts of interest with respect to the research, authorship, and/
or publication of this article.

Funding
The authors received no financial support for the research, authorship, and/or publication of this article.

ORCID iDs
Sara Connolly https://orcid.org/0000-0001-6714-3493
Miriam Hartlapp https://orcid.org/0000-0002-2696-2748

Data availability statement
For data see as Hartlapp (2021) https://www.polsoz.fu-berlin.de/en/polwiss/forschung/international/
de-fr/Datenbanken/PEU-Datenbank/index.html

Supplemental material
Supplemental material for this article is available online.

Alayrac et al. 41

https://orcid.org/0000-0001-6714-3493
https://orcid.org/0000-0001-6714-3493
https://orcid.org/0000-0002-2696-2748
https://orcid.org/0000-0002-2696-2748
https://www.polsoz.fu-berlin.de/en/polwiss/forschung/international/de-fr/Datenbanken/PEU-Datenbank/index.html
https://www.polsoz.fu-berlin.de/en/polwiss/forschung/international/de-fr/Datenbanken/PEU-Datenbank/index.html
https://www.polsoz.fu-berlin.de/en/polwiss/forschung/international/de-fr/Datenbanken/PEU-Datenbank/index.html


References
Annesley C, Beckwith K and Franceschet S (2019) Cabinets, Ministers, and Gender. New York:

Oxford University Press.
Ban C (2013) Management and Culture in an Enlarged European Commission: From Diversity to

Unity?. Basingstoke: Palgrave Macmillan
Caul M (1999) Women’s representation in parliament. Party Politics 5(1): 79–98.
Chappel L and Waylen G (2013) Gender and the hidden life of institutions. Public Administration

91(3): 599–615.
Claveria S (2014) Still a ‘male business’? Explaining women’s presence in executive office. West

European Politics 37(5): 1156–1176.
Connolly S and Kassim H (2019) An administration of lawyers? The European Commission:

Where now? Where next? Research Briefing N° 2. Available at https://warwick.ac.uk/fac/soc/
pais/research/projects/wherenowwherenext/the_juncker_commission_briefing_2_an_administr
ation_of_lawyers_final.pdf (last accessed 15 October 2024).

Däubler T, Lühiste M and Chiru M (2025) Do public attitudes on gender equality affect candidate
selection in proportional representation systems? Evidence from European Parliament elections.
European Union Politics 26(1): 45–65.

Davidson-Schmich LK (2014) Closing the gap: Gender and constituency candidate nomination in
the 2013 bundestag election. German Politics and Society 32(2): 86–105.

Davis RH (1997) Women and power in parliamentary democracies. Cabinet appointments in
Western Europe, 1968–1992. Lincoln, Nebraska: University of Nebraska Press

Dodeigne J, Erzeel S and Randour F (2025) Putting the European Parliament’s gender exception-
alism to the test: MEPs’ specialisation in masculine and feminine policy domains in parliamen-
tary questions. European Union Politics 26(1): 115–144.

Dodeigne J, Randour F and Kopsch S (2024) The (de-)Europeanization of the political class in
the European parliament: A longitudinal analysis of members of the European parliament’s
career patterns (1979–2019). Journal of Common Market Studies (early view). DOI: 10.
1111/jcms.13643.

Eagly AH and Karau SJ (2002) Role congruity theory of prejudice toward female leaders.
Psychological Review 109(3): 573–598.

Erzeel S and Celis K (2016) Political parties, ideology and the substantive representation of women.
Party Politics 22(5): 576–586.

Eymeri-Dozans J-M and Georgakakis D (2008) Les hauts fonctionnaires de l’Union européenne.
In: Belot C, Magnette P and Saurugger S (eds) Science Politique de L’Union Européenne.
Paris: Economica, 285–312.

Fortin-Rittberger J (2025) Forum: What is special about women in EU institutions? European
Union Politics 26(1): 185–202.

Frech E (2025) Gendered EUropean careers? Representation and the challenges in women’s polit-
ical careers. European Union Politics 26(1): 3–22.

Georgakakis D and Lasalle M (2008)Where have all the lawyers gone? Structure and transforma-
tions of the top European Commission officials’ legal training, EUI RSCAS, 2008/38. Available
at: https://cadmus.eui.eu/handle/1814/10032 (last accessed 15 October 2024).

Hafner-Burton EM and Pollack MA (2009) Mainstreaming gender in the European union: Getting
the incentives right. Comparative European Politics 7(1): 114–138.

Hartlapp M (2021) Position Formation in the EU (PEU) database. Available at: https://www.
polsoz.fu-berlin.de/polwiss/forschung/international/de-fr/Datenbanken/PEU-Datenbank/index.
html (accessed 15 October 2024).

42 European Union Politics 26(1)

https://warwick.ac.uk/fac/soc/pais/research/projects/wherenowwherenext/the_juncker_commission_briefing_2_an_administration_of_lawyers_final.pdf
https://warwick.ac.uk/fac/soc/pais/research/projects/wherenowwherenext/the_juncker_commission_briefing_2_an_administration_of_lawyers_final.pdf
https://warwick.ac.uk/fac/soc/pais/research/projects/wherenowwherenext/the_juncker_commission_briefing_2_an_administration_of_lawyers_final.pdf
https://warwick.ac.uk/fac/soc/pais/research/projects/wherenowwherenext/the_juncker_commission_briefing_2_an_administration_of_lawyers_final.pdf
https://doi.org/10.1111/jcms.13643
https://doi.org/10.1111/jcms.13643
https://cadmus.eui.eu/handle/1814/10032
https://cadmus.eui.eu/handle/1814/10032
https://www.polsoz.fu-berlin.de/polwiss/forschung/international/de-fr/Datenbanken/PEU-Datenbank/index.html
https://www.polsoz.fu-berlin.de/polwiss/forschung/international/de-fr/Datenbanken/PEU-Datenbank/index.html
https://www.polsoz.fu-berlin.de/polwiss/forschung/international/de-fr/Datenbanken/PEU-Datenbank/index.html
https://www.polsoz.fu-berlin.de/polwiss/forschung/international/de-fr/Datenbanken/PEU-Datenbank/index.html


Hartlapp M and Blome A (2022) Women in the commission: Patterns and shapers of descriptive
representation. In: Müller H and Tömmel I (eds) Women and Leadership in the European
Union. Oxford: Oxford University Press, 55–73.

Hartlapp M, Müller H and Tömmel I (2021) Gender equality and the European commission. In:
Abels G, Kriszan A, MacRae H and van der Vleuten A (eds) Routledge Handbook to Gender
and EU Politics. London/New York: Routledge, 133–145.

Hix S and Høyland B (2011) The Political System of the European Union. Houndmills/
Basingstoke: Palgrave Macmillan.

Holmes G, Wright KAM, Basu S, et al. (2019) Feminist experiences of ‘studying up’: Encounters
with international institutions. Journal of International Studies 47(2): 210–230.

Inglehart R and Norris P (2003) Rising Tide. Gender Equality and Cultural Change Around the
World. Cambridge: Cambridge University Press.

Jacquot S (2015) Transformations in EU Gender Equality. From Emergence to Dismantling.
London: Palgrave Macmillan UK.

Jalalzai F and KrookML (2010) Beyond Hillary and Benazir: Women’s political leadership worldwide.
International Political Science Review/Revue Internationale de Science Politique 31(1): 5–21.

Kantola J (2010) Gender and the European Union. Basingstoke: Palgrave Macmillan.
Kassim H (2018) The European commission as an administration. In: Ongaro E and van Thiel S

(eds) The Palgrave Handbook of Public Administration and Management in Europe.
London: Palgrave Macmillan UK, 783–804.

Kassim H (2021) The European Commission: From Collegiality to Presidential Leadership. In:
Hodson D, Puetter U, Saurugger S, etal (eds) The Institutions of the European Union.
Oxford: Oxford University Press, Retrieved 21 Nov. 2024, from https://www.oxfordpoliticstro-
ve.com/view/10.1093/hepl/9780198862222.001.0001/hepl-9780198862222-chapter-5.

Kassim H, Connolly S, Alayrac P, et al. (2024) The administration of the European Commission.
In: Brandsma GJ (ed) Handbook on European Union Public Administration. Edward Elgar
Publishing, 108–137.

Kassim H, Peterson J, Bauer MW, et al. (2013) The European Commission of the Twenty-first
Century. Oxford: Oxford University Press.

Krook ML (2010) Quotas for Women in Politics. Gender and Candidate Selection Reform
Worldwide. Oxford: Oxford University Press.

Krook ML and O’Brien DZ (2012) All the president’s men? The appointment of female cabinet
ministers worldwide. The Journal of Politics 74(3): 840–855.

MacRae H (2012) Double-speak: The European Union and gender parity. West European Politics
35(2): 301–318.

Mérand F (2021) The Political Commissioner: A European Ethnography. Oxford: Oxford
University Press.

Müller H and Tömmel I (2022) Women and Leadership in the European Union. Oxford: Oxford
University Press.

Murray R (2010) Linear trajectories or vicious circles? The causes and consequences of gendered
career paths in the national assembly. Modern & Contemporary France 18(4): 445–459.

Page E (1997) People Who Run Europe. Oxford: Oxford University Press.
Paxton P, Hughes MM and Painter MA (2010) Growth in women’s political representation: A lon-

gitudinal exploration of democracy, electoral system and gender quotas. European Journal of
Political Research 49(1): 25–52.

Sabharwal M (2015) From glass ceiling to glass cliff: Women in senior executive service. Journal
of Public Administration Research and Theory 25(2): 399–426.

Alayrac et al. 43



Santana A and Aguilar S (2018) Bringing party ideology back in: Do left-wing parties enhance the
share of women MPs? Politics & Gender 15(03): 547–571.

Scherpereel JA (2023) Pursuing ‘full gender equality’ in the European commission: The case of a
constrained selector. European Politics and Society 24(3): 317–335.

Siaroff A (2000) Women’s representation in legislatures and cabinets in industrial democracies.
International Political Science Review/Revue Internationale de Science Politique 21(2): 197–215.

Spence D and Stevens A (2006) Staff and personnel policy in the commission. In: Spence D and
wG E (eds) The European Commission. London: John Harper, 173–208.

Sundström A and Stockemer D (2022) Political party characteristics and women’s representation:
The case of the European parliament. Representation 58(1): 119–137.

Thomsen DM and King AS (2020) Women’s representation and the gendered pipeline to power.
American Political Science Review 114(4): 989–1000.

Tremblay M (2007) Democracy, representation, and women: A comparative analysis.
Democratization 14(4): 533–553.

Verge T and Astudillo J (2019) The gender politics of executive candidate selection and reselection.
European Journal of Political Research 58(2): 720–740.

Woodward AE (2004) Building velvet triangles: Gender and informal governance. In: Christiansen T
and Piattoni S (eds) Informal Governance in the European Union. Cheltenham: Edward Elgar
Publishing. Retrieved Nov 21, 2024. https://doi.org/10.4337/9781843769729

44 European Union Politics 26(1)


	 Introduction
	 Gender and careers in the European Commission and beyond
	 Top offices in the European Commission
	 The selection process for Commissioners
	 The selection of Directors General

	 Empirical patterns in career pathways
	 Data
	 Analysis
	 Commissioners
	 Directors General


	 Discussion
	 Conclusion
	 References


<<
  /ASCII85EncodePages false
  /AllowTransparency false
  /AutoPositionEPSFiles true
  /AutoRotatePages /All
  /Binding /Left
  /CalGrayProfile (Dot Gain 20%)
  /CalRGBProfile (sRGB IEC61966-2.1)
  /CalCMYKProfile ()
  /sRGBProfile (sRGB IEC61966-2.1)
  /CannotEmbedFontPolicy /Warning
  /CompatibilityLevel 1.4
  /CompressObjects /Tags
  /CompressPages true
  /ConvertImagesToIndexed true
  /PassThroughJPEGImages true
  /CreateJobTicket false
  /DefaultRenderingIntent /Default
  /DetectBlends true
  /DetectCurves 0.0000
  /ColorConversionStrategy /LeaveColorUnchanged
  /DoThumbnails false
  /EmbedAllFonts true
  /EmbedOpenType false
  /ParseICCProfilesInComments true
  /EmbedJobOptions true
  /DSCReportingLevel 0
  /EmitDSCWarnings false
  /EndPage -1
  /ImageMemory 1048576
  /LockDistillerParams false
  /MaxSubsetPct 5
  /Optimize true
  /OPM 1
  /ParseDSCComments true
  /ParseDSCCommentsForDocInfo true
  /PreserveCopyPage true
  /PreserveDICMYKValues true
  /PreserveEPSInfo true
  /PreserveFlatness false
  /PreserveHalftoneInfo false
  /PreserveOPIComments false
  /PreserveOverprintSettings true
  /StartPage 1
  /SubsetFonts true
  /TransferFunctionInfo /Apply
  /UCRandBGInfo /Preserve
  /UsePrologue false
  /ColorSettingsFile ()
  /AlwaysEmbed [ true
  ]
  /NeverEmbed [ true
  ]
  /AntiAliasColorImages false
  /CropColorImages false
  /ColorImageMinResolution 300
  /ColorImageMinResolutionPolicy /OK
  /DownsampleColorImages true
  /ColorImageDownsampleType /Average
  /ColorImageResolution 300
  /ColorImageDepth -1
  /ColorImageMinDownsampleDepth 1
  /ColorImageDownsampleThreshold 1.50000
  /EncodeColorImages true
  /ColorImageFilter /DCTEncode
  /AutoFilterColorImages true
  /ColorImageAutoFilterStrategy /JPEG
  /ColorACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /ColorImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000ColorACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000ColorImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasGrayImages false
  /CropGrayImages false
  /GrayImageMinResolution 300
  /GrayImageMinResolutionPolicy /OK
  /DownsampleGrayImages true
  /GrayImageDownsampleType /Average
  /GrayImageResolution 300
  /GrayImageDepth -1
  /GrayImageMinDownsampleDepth 2
  /GrayImageDownsampleThreshold 1.50000
  /EncodeGrayImages true
  /GrayImageFilter /DCTEncode
  /AutoFilterGrayImages true
  /GrayImageAutoFilterStrategy /JPEG
  /GrayACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /GrayImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000GrayACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000GrayImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasMonoImages false
  /CropMonoImages false
  /MonoImageMinResolution 1200
  /MonoImageMinResolutionPolicy /OK
  /DownsampleMonoImages true
  /MonoImageDownsampleType /Average
  /MonoImageResolution 1200
  /MonoImageDepth -1
  /MonoImageDownsampleThreshold 1.50000
  /EncodeMonoImages true
  /MonoImageFilter /CCITTFaxEncode
  /MonoImageDict <<
    /K -1
  >>
  /AllowPSXObjects false
  /CheckCompliance [
    /PDFX1a:2003
  ]
  /PDFX1aCheck false
  /PDFX3Check false
  /PDFXCompliantPDFOnly false
  /PDFXNoTrimBoxError false
  /PDFXTrimBoxToMediaBoxOffset [
    33.84000
    33.84000
    33.84000
    33.84000
  ]
  /PDFXSetBleedBoxToMediaBox false
  /PDFXBleedBoxToTrimBoxOffset [
    9.00000
    9.00000
    9.00000
    9.00000
  ]
  /PDFXOutputIntentProfile (None)
  /PDFXOutputConditionIdentifier ()
  /PDFXOutputCondition ()
  /PDFXRegistryName ()
  /PDFXTrapped /False

  /CreateJDFFile false
  /Description <<

    /BGR <>
    /CHS <FEFF4f7f75288fd94e9b8bbe5b9a521b5efa7684002000500044004600206587686353ef901a8fc7684c976262535370673a548c002000700072006f006f00660065007200208fdb884c9ad88d2891cf62535370300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c676562535f00521b5efa768400200050004400460020658768633002>
    /CHT <FEFF4f7f752890194e9b8a2d7f6e5efa7acb7684002000410064006f006200650020005000440046002065874ef653ef5728684c9762537088686a5f548c002000700072006f006f00660065007200204e0a73725f979ad854c18cea7684521753706548679c300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c4f86958b555f5df25efa7acb76840020005000440046002065874ef63002>
    /CZE <>
    /DAN <>
    /DEU <>
    /ESP <>
    /ETI <>
    /FRA <>
    /GRE <>

    /HRV <>
    /HUN <>
    /ITA <>
    /JPN <>
    /KOR <FEFFc7740020c124c815c7440020c0acc6a9d558c5ec0020b370c2a4d06cd0d10020d504b9b0d1300020bc0f0020ad50c815ae30c5d0c11c0020ace0d488c9c8b85c0020c778c1c4d560002000410064006f0062006500200050004400460020bb38c11cb97c0020c791c131d569b2c8b2e4002e0020c774b807ac8c0020c791c131b41c00200050004400460020bb38c11cb2940020004100630072006f0062006100740020bc0f002000410064006f00620065002000520065006100640065007200200035002e00300020c774c0c1c5d0c11c0020c5f40020c2180020c788c2b5b2c8b2e4002e>
    /LTH <>
    /LVI <>
    /NLD (Gebruik deze instellingen om Adobe PDF-documenten te maken voor kwaliteitsafdrukken op desktopprinters en proofers. De gemaakte PDF-documenten kunnen worden geopend met Acrobat en Adobe Reader 5.0 en hoger.)
    /NOR <>
    /POL <>
    /PTB <>
    /RUM <>
    /RUS <>
    /SKY <>
    /SLV <>
    /SUO <>
    /SVE <>
    /TUR <>
    /UKR <>
    /ENU (Use these settings to create Adobe PDF documents for quality printing on desktop printers and proofers.  Created PDF documents can be opened with Acrobat and Adobe Reader 5.0 and later.)
  >>
  /Namespace [
    (Adobe)
    (Common)
    (1.0)
  ]
  /OtherNamespaces [
    <<
      /AsReaderSpreads false
      /CropImagesToFrames false
      /ErrorControl /WarnAndContinue
      /FlattenerIgnoreSpreadOverrides false
      /IncludeGuidesGrids false
      /IncludeNonPrinting false
      /IncludeSlug false
      /Namespace [
        (Adobe)
        (InDesign)
        (4.0)
      ]
      /OmitPlacedBitmaps false
      /OmitPlacedEPS false
      /OmitPlacedPDF false
      /SimulateOverprint /Legacy
    >>
    <<
      /AddBleedMarks true
      /AddColorBars false
      /AddCropMarks true
      /AddPageInfo true
      /AddRegMarks false
      /BleedOffset [
        9
        9
        9
        9
      ]
      /ConvertColors /NoConversion
      /DestinationProfileName ()
      /DestinationProfileSelector /NA
      /Downsample16BitImages true
      /FlattenerPreset <<
        /PresetSelector /MediumResolution
      >>
      /FormElements false
      /GenerateStructure true
      /IncludeBookmarks true
      /IncludeHyperlinks true
      /IncludeInteractive false
      /IncludeLayers false
      /IncludeProfiles false
      /MarksOffset 6
      /MarksWeight 0.250000
      /MultimediaHandling /UseObjectSettings
      /Namespace [
        (Adobe)
        (CreativeSuite)
        (2.0)
      ]
      /PDFXOutputIntentProfileSelector /NA
      /PageMarksFile /RomanDefault
      /PreserveEditing true
      /UntaggedCMYKHandling /LeaveUntagged
      /UntaggedRGBHandling /LeaveUntagged
      /UseDocumentBleed false
    >>
    <<
      /AllowImageBreaks true
      /AllowTableBreaks true
      /ExpandPage false
      /HonorBaseURL true
      /HonorRolloverEffect false
      /IgnoreHTMLPageBreaks false
      /IncludeHeaderFooter false
      /MarginOffset [
        0
        0
        0
        0
      ]
      /MetadataAuthor ()
      /MetadataKeywords ()
      /MetadataSubject ()
      /MetadataTitle ()
      /MetricPageSize [
        0
        0
      ]
      /MetricUnit /inch
      /MobileCompatible 0
      /Namespace [
        (Adobe)
        (GoLive)
        (8.0)
      ]
      /OpenZoomToHTMLFontSize false
      /PageOrientation /Portrait
      /RemoveBackground false
      /ShrinkContent true
      /TreatColorsAs /MainMonitorColors
      /UseEmbeddedProfiles false
      /UseHTMLTitleAsMetadata true
    >>
  ]
>> setdistillerparams
<<
  /HWResolution [2400 2400]
  /PageSize [612.000 792.000]
>> setpagedevice


