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Dear President, colleagues, ladies and gentlemen, good morning. 
I wish to begin by expressing my thanks to the President of the Global Summit of Women for her courteous invitation to take part in this important event, which brings together women representing governments and companies from the five continents.

I would also like to wish a particularly warm welcome to the delegation of Spanish businesswomen accompanying us at this year's event.

I will, if I may, begin my address with a few brushstrokes depicting the reality which marks our starting point in Europe, where equality between men and women is one of the cornerstone values of the EU, and where principles such as salary equality were written into the founding treaty signed in Rome in 1957.

There is, nonetheless, a considerable gap between the equality enshrined in our legal texts and the reality experienced by men and women in our countries. Although considerable progress has been made in the various States, inequality remains, to a greater or lesser extent, within every field of public life.
The economic sphere is perhaps one of the most resistant to change, and still represents a province of power too far removed from the social demands and changes which have indeed had an impact in other fields, such as education, politics, culture, etc.

The figures are particularly illuminating in this regard: only one in every ten company executives in the EU is a woman, and only 3% of senior management positions are held by women.
Women are over-represented in certain sectors viewed as “feminine” on the basis of persistent stereotypes, such as healthcare and education, sectors where, despite the fact that the majority of the workforce is female, governing bodies are still dominated by men. An example of this may be found in the case of Spanish universities, where women account for 48% of assistant professors, 32% of associate professors, but only 15% of full university professors.
A segregation of the market which, among other factors, gives rise to a 17.8% salary gap between men and women across the EU as a whole.

In other words, women have less decision-making power in economic terms, earn less than their male counterparts, and find it more difficult to balance personal and professional life. The fact is that the rate of employment among women with children in their care is 11 percentage points lower than the figure for women with no such responsibilities. The situation is entirely different in the case of men: those with children in their care have an employment rate 6.8 points higher.
All these figures refer to interconnected circumstances. 
Some months ago, at a prestigious human resources forum in Spain, I was asked with reference to equal access to executive positions if I did not believe in meritocracy. I replied that I did indeed, so much so that I could not understand how it could be that if women make up 60% of those completing higher education, with better grades than their male counterparts, they were then unable to develop their potential and contribute all their talent by running companies and thereby playing their part in the task of economic recovery.
In other words, if a person’s intrinsic merits, setting aside any issues completely unrelated to intelligence and ability, were the only yardstick applied, the reality would be completely different, and undoubtedly better, than that which we find at present.

I am therefore of the opinion that we not only can but must view equality in the world of business and the economy not now simply as an option, but as a pressing need. 
In truth, a commitment to equality means a commitment to a more competitive and efficient society, as clearly illustrated by those countries which have found that their pioneering achievements in equality have also increased their competitiveness, and as a result boosted their current accounts.

Countries such as Norway, placed second on the Human Development Index, has the highest proportion of female executives in Europe, 44%, and currently enjoys the third-highest per capita income worldwide. Further examples are offered by Finland and Sweden.
Meanwhile, the study undertaken by the consultant Catalyst, which in 2008 evaluated the world’s 500 biggest companies, demonstrated that a greater number of women at the senior executive level led to an increase of 40% in profitability on sales, and of 66% in returns on capital investment.

It is, then, clear that when we speak of equality we are addressing a fundamental issue of human rights, but also an issue of human resources, an aspect which is of huge importance in the current economic climate.

Because if we were never part of the problem, we are most definitely now part of the solution, hence the conclusion reached in a Goldman Sachs study that by eliminating inequalities between men and women the Euro Zone could increase its GDP by as much as 9%.

On the basis of these arguments, I would venture to state that a commitment to equality is fundamental if we are to emerge stronger from this crisis.

Once the goal we aim to reach has been set, the issue then to be addressed is how we reach it. And there is more than one answer to that question.
One possible route is to set quotas, given that they represent an effective way of increasing the involvement of women, as has been demonstrated at least in the field of politics, of which I am in a position to speak through our experience in Spain.

In 2007 the Spanish parliament passed the Effective Equality between Men and Women Act, which included a requirement for gender-balanced electoral lists, in the sense that neither sex could account for more than 60% or less than 40% of candidates in elections, within each band of five posts.

Thanks to this Act, 36% of the members of the Spanish Parliament are now women, placing the country seventh in the European league tables in terms of female representation in the legislative authority.

This increase in the number of women sitting in our national, regional and local assemblies means that issues which previously were viewed as “solely women's interests”, pushed into the background in government programmes, are now at the forefront of the Spanish political agenda.

I would like here to quote the former President of Chile and current Executive Director of UN Women, who said that “when one woman enters politics it changes the woman, but when many women enter politics it changes politics”. 
We have in truth enriched our democracy and social harmony through inclusion of the perspective of women in resolving problems. Could this also be transferred to the economic sphere?

Some European countries, such as Norway, or more recently France, have done so. They have set quotas to guarantee balanced representation of men and women on corporate boards of directors. In Germany, although the government has not adopted any such measures, the company Deutsche Telekom has decided that by the year 2015 30% of its executive posts should be held by women on the basis of “honesty and a categorical need for success”, according to its president.
In the case of Spain we have opted to bring in incentives for companies and to promote their self-regulation in incorporating more women within decision-making spheres.

The 2007 Equality Act I referred to earlier calls on companies to achieve a balanced presence of men and women on their boards of directors within 8 years. The process is to this end supported and incentivised through the creation of equality plans which are mandatory for companies with more than 250 workers, and optional for all others.
Balanced representation of men and women on company boards is, meanwhile, one of the indicators taken into consideration in awarding the Business Equality Insignia, a badge of quality and competitiveness which this year for the first time recognises excellence in equality policies on the part of 39 Spanish companies, both large and small. 
Since the Equality Act has been in force, the presence of women on the boards of the blue-chip companies which make up the IBEX 35 has risen from 4% in 2007 to 10.8% in 2010.

The European Commission has also begun interesting efforts in this regard, initially based on corporate self-regulation, promoted through meetings between the Commission and Europe’s leading listed companies. If this measure does not prove sufficient, then the introduction of quotas will be considered.

The Commission has set specific targets. By 2015 at least 30% of the members of Boards of Directors must be women. By 2020 the level should be 40%. 
Irrespective of the options under consideration, what we must not do is to lose sight of the unquestionable and pressing need to achieve this goal.

Because we cannot allow such talent simply to go to waste, to the benefit of no one and to the detriment of us all, men and women alike; because we cannot allow inequality to continue to undermine Human Rights and to weigh down on our economies.

We have seen the consequences of a 100% masculine model; we know that the excuse of a lack of women with the ability to hold executive positions is a fallacy; we know that the discrepancy which exists between the level of women’s education and skills and their subsequent participation in the labour market currently represents one of the greatest weaknesses which we must address from a global perspective.

We have come a considerable way; we know where we are aiming to arrive, and by when; we have all the arguments; let us, then, focus on establishing the most appropriate formulae in order to achieve our goal, a goal both for Human Rights and for the economic progress of our societies. Thank you very much.
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