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Opening statements on the occasion
of the FKi Conference April 2022

“The Women’s Career Index (FKi) has been setting standards 
for ten years. For our ministry, the FKi is a good instrument  
to reliably understand the systematic promotion of women 
in the economy. For this commitment, I thank you from the 
bottom of my heart. Because the Index not only creates 
transparency and professional support for companies  
that want to bring more women into management respon-
sibility, it also enables companies to seriously question  
their culture, to redirect it and to create a women-friendly 
working environment.”

Anne Spiegel
Former Federal Minister for Family Affairs,  
Senior Citizens, Women and Youth

Manuela Schwesig
Minister President of Mecklenburg-Western Pomerania; Former  
Federal Minister for Family Affairs, Senior Citizens, Women and Youth

“The Women’s Career Index provides companies with  
the figures, data and facts needed for targeted career  
promotion. Every success of the FKi is a success for  
women in business and thus for equality in our country.”

Franziska Giffey
Governing Mayor of Berlin; Former Federal Minister for Family Affairs, 
Senior Citizens, Women and Youth

“A great initiative that I was happy to support as the former 
Federal Minister for Women and will continue to support  
as Governing Mayor of Berlin. The FKi is now part of the  
standard of good and future-oriented corporate governance.”



FKI – WHAT DO  
WE STAND FOR?
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FKi is the management tool for  
permeability and change in companies

“The lack of diversity in management levels 
threatens to become a competitive disadvan-
tage for German industry. The lack of women 
is just one aspect of this. There is also a lack  
of internationality and younger people. Diversity 
has proven to make companies more innova-
tive, sustainable and successful.”

Barbara Lutz
Founder and Managing Partner of FKi

The FKi was conceptualized between 2012 – 
2015 and has been continuously developed  
with the involvement of the participating  
companies since then. Scientific partners:  
DIW Berlin (the German Institute for Economic 
Research) and TU Berlin (Technical University  
of Berlin). The project was funded by the  
German Federal Ministry for Family Affairs,  
Senior Citizens, Women and Youth. 

Today, the FKi is the established analysis tool  
for more women in leadership and diversity.  

“FKi - Diversity for Success” offers  
decision-makers facts, best practices, 
case studies and an extensive network  
in which thought leaders from politics,  
business and academia continuously  
exchange their experiences and jointly 
initiate concrete measures for diversity 
and inclusion.

To present the link between diversity and 
impact in companies, the Impact of Diverity 
Award & Think Tank was founded. 

Only what can be measured  
can be managed. 

Innovative companies need to know which 
measures effectively lead to more women in 
management positions. FKi provides figures, 
data and facts for this purpose. 

Proven KPI system

The first measurement tool for the develop-
ment of successful women’s careers in Germa-
ny offers companies indicators for the areas of 
new leadership, diversity and transformation. 
Detailed insights into interrelationships and im-
pact mechanisms are revealed. Companies re-
ceive a concrete action plan. The index makes 
the success of these activities measurable.



Status &
Dynamics Commitment Framework

Gender & Gender Identity

Age

Sexual Orientation

Religion & Worldview

Ethnic Origin & Nationality

Social Origin

Physical & Mental Abilities
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The benchmark for permeability  
and transformation in companies

For 10 years, companies have been commis-
ioning us to index their organisations. For this, 
we analyze the company comprehensively and 
use internal figures of personnel management 
and consider measures and their implementa-
tion. For data collection, the companies receive 

The FKi consists of three  
essential dimensions

The 7 Dimensions of Diversity

The dashboard, which  
is made available to  
companies after indexing, 
includes Benchmarking,  
a detailed Potential Analysis 
as well as an evaluation of 
the measures in all Diversity 
Dimensions.

an interactive digital questionnaire. After the 
evaluation, it becomes clear where diversity 
and careers are already successful in the  
company today and where corresponding 
measures are necessary.



WOMEN’S
EMPOWERMENT LGBTQIA+DISABILITY

INTER-
NATIONALITY

AGE &
EXPERIENCE ORIGIN
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FKi analyses for
balanced diversity

In order to assess the balance in the diversity 
dimensions, the information available in the 
HR master data as well as the analysis of  
the measures already taken serve as a first 
analyses. 

Questions in this context are, for example: 

 ∙ Are figures and surveys provided?
 ∙ What is in the mission statement or  

external communication?
 ∙ Is investment made? For example:  

are there budgets for initiatives? 

These questions make it possible to create  
an overview and find starting points.

The classification of activities is done by FKi 
comparative values or by available analyses, 
such as statistical figures on disability and the 
first labour market for disabled people.

The dimensions surveyed within the 
framework of “Balanced Diversity”

Criteria for the classi- 
fication of the respective 
dimension 

 ∙ Survey & Analysis
 ∙ Measures
 ∙ Investment
 ∙ Communication
 ∙ Mission
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An example:
Berliner Wasserbetriebe

Berliner Wasserbetriebe is a great example 
of how a company that does not appear to 
be attractive to women per se has been able 
to achieve continuous improvement through 

targeted measures and their consistent im- 
plementation, which is also reflected in the  
representation of women in the company  
and in management.

Sub-index A: Status & dynamics

Sub-index B: Commitment

Sub-index C: Framework

FKi Overall Index
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“Through many years of cooperation with the  
FKi, we have managed to develop continuous-
ly. We are therefore very pleased to have been 
awarded 2nd place on the FKi. This confirms and 
motivates us to consistently continue on our 
path. At Berliner Wasserbetriebe, we have cre-
ated optimal conditions for women’s careers. 
The advancement of women and equality are 
not just legal requirements for us, but a matter 
of course and part of our organisational culture. 
And we go one step further: our Female Lead-
ership Programme creates a network of strong 
women from all sectors and age groups who 
advance themselves and the company.”

Kerstin Oster
Board member, Human Resources at  
Berliner Wasserbetriebe



NUMBERS – DATA – FACTS



+    1.9  % increase in the proportion of women in leadership 
among multiple participants in the FKi.

+    3.0  % more new hires of female graduates at the
companies indexed by FKi.

+    5.7  % more promotions of women on an average.
This is the highest value since the surveys began.

>>> 300 + <<<
companies have been indexed by the FKi in 
the last 10 years, many of them multiple times

1,796,712
employees have been surveyed
over the last 10 years, 
28 % of them were women.

In 2022 alone, there were 415 telephone interviews
and thus 22,800 minutes of conversation.

namely in

16  countries.
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10 years of FKi and the  
most important key facts

Key facts from the year 2020 / 2021

Despite the significant burdens placed on 
companies and women by the Corona  
pandemic, the companies we indexed did  
not lose a disproportionate number of  

women in 2020. On the contrary, the companies 
were often able to develop women’s careers 
and continue the good results.
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What really works?
Life cycle of the measures

Often, diversity measures are implemented 
without checking their effectiveness, and there 
is great disappointment afterwards. For many 
years, FKi has been analyzing which measures 
particularly successful companies implement 
and what the prerequisites are for these meas-
ures to lead to real change. We call them “cul-
ture-changing measures” that take effect in  
the structures of the companies. 

The offers are often diverse in the companies 
and there are many initiatives and measures 
that are driven by the experts from HR and 

communications, but the commitment and 
especially the necessary structural changes 
remain missing. 

Moreover, measures are subject to a life  
cycle – what works today may already lose  
its effect tomorrow. We track measures from 
their inception as “experimental measures” to 
standard measures that are frequently used 
but no longer have a major impact.

Since 2015 we have been examining 46 indivi- 
dual measures and their effective connection 
in the areas. 

The life cycle consists of  
four dimensions: 

The clusters of measures  
are composed of the areas:
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Current trends and measures
in German companies

Although women’s careers do not fundamen-
tally fail because of parenthood, concrete 
measures and support during pregnancy and 
parental leave are very helpful.

For a number of years, we have seen that pro-
moting parental leave for men is an important 
tool for a modern employer in order to 

 ∙ enable men to access it,
 ∙ make it clear that parental leave  

is not only used by women and 
 ∙ to sustainably change and open  

up the culture. 

Within the family measures, support for the 
care of parents or grandparents is gaining  
importance. Successful companies are  
responding to demographic change and  
the challenges of employees.

It is particularly interesting to note that meas-
ures to support women always benefit men  
as well.

Parental leave is increasingly  
recognized as an important and  
valuable experience for men as well

Working time measures have  
been implemented at a high  
level for many years

Website / regular information for  
employees on parental leave
Crediting parental leave as  
years of work experience
Promoting parental leave for  
men as well

Temporary part-time work with  
the right to return to full-time work

Job Sharing of management positions

Sabbaticals / opportunities for  
langer leaves of absence

Crediting part-time work as  
full-time work

Active promotion of part-time  
work for men

Trust-based working time

Flexible working hour models
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Current trends and measures
in German companies

Over the years, clear trends emerge in the 
measures and indicate which ones are used 
particularly frequently by companies. 

Different aspects come into play in the various 
measures, including those for the advancement 
of women. These are measures that benefit 
women at all levels and generally create great-
er permeability. 

Measures for women in leadership positions 
specifically support their advancement and 
accompany them on this path.

Both men and women benefit from greater 
openness in structures.

Clear understanding of the use  
of measures to promote women 
in leadership positions

Measures to promote women for  
external visibility are gaining  
importance in the War for Talent

Financial support for women’s  
doctorates

Girl’s Day / Future Day
Scholarships awarded to women

Supervision of term papers / thesis  
by women

Enabling active membership  
of women in subject-specific  
networks and associations

Cooperation with schools / universities

Attractive internet presence for 
all genders

Existence of a female talent pool

Equal Opportunity Officer (Diversity 
Officer / Women’s Officer)
Women’s networks in companies

Mentoring programmes for managers

Externally reported quotas for  
women managers

Internally communicated quotas  
for women in management

Score card with relevant indicators  
on women’s employment and share 
in management
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Top measures that  
successful companies apply

For many years, FKi has been analyzing which 
measures are used by particularly successful 
companies. These top measures show a high 
degree of effectiveness when they meet  
conducive framework conditions. We will be 

Scorecard with indicators on  
women’s employment and proportion  
in management

Own investigation(s) in preparation 
for diversity measures

Externally reported quotas  
on female managers Diversity Council with operational units

Flexible working hour models Childcare

happy to support you in designing an individual 
package of measures that perfectly suits your 
company.



DIVERSITY IS NOT A HYPE!



17

Diversity is here to stay
We expect significant increases

“If we do not open up and value the talent pool of women,  
we will have massive problems. There will not only be 

a lack of experts, but also of leaders.”
– Barbara Lutz, FKi conference (2022) –

The following pressure points exist 

 
From 2020

 ∙ 1 million people will retire each year,
 ∙ there are 23.38 million people in the 40–49 

age group living in Germany,
 ∙ there are 6.16 million in the 18–24 age group.*

With this point of time as a reference, the  
demographic gap amongst executives has  
become clearly apparent, with 20 % fewer  
executives under the age of 50 in German 
companies.

*Source: Federal Statistical Office (2020)

The legal requirements not only demand that 
supervisory boards be staffed with women, but 
the focus is shifting to the 1st and 2nd man-
agement levels in companies. This significantly 
increases the number of women required and 
the associated talent development tasks.

 
Investors are watching these developments 
closely. Because if it is true that diverse compa-
nies are more successful, increased investment 
in these companies is the logical consequence. 
In addition, the dimensions of diversity and 
fairness are gaining importance in companies’ 
ESG assessments.

In summary, this suggests that we will see a 
significant acceleration in the promotion of 
women and diversity in German companies  
in the coming years.

Legislation: Leadership Positions Act I, 
Leadership Position Act II

War for Talent

ESG Demands of the investors



INTERNATIONAL  
IN 16 COUNTRIES
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Internationality  
We index in 16 countries and use  
the Global Context Analyzer
International companies not only face the chal-
lenge of establishing diversity in Germany, but 
also of defining their strategies and orientation 
in a wide range of countries as well as finding 
an overarching strategy.

FKi indexes in 16 countries and helps companies 
understand exactly which challenges and levels 
of maturity exist on the topic of diversity. 

Scales with  
discrete levels

Current status and 
trend per parameter

SourceCountry studied

The Global Context Analyzer provides information on the  
attitude of the respective country and society towards diversity.

With this assessment, it is possible to under-
stand what results have been achieved and 
what good planning goals are, even in an  
internal company comparison. 

Corporate Headquarters and countries thus 
find a common foundation on the basis of  
figures, data and facts for further strategic  
discussion.

Overall performance

Economy

Boardroom representation

Policies

Family life

Handicap

LGBTIQA+

Others

developedunder developed

Country Name
Sources: Global Gender Gap Report 2021, The Gender Equality and Governance Index 2020, 
LGBT+ Pride 2021 Global Survey, Global Acceptance Index LGBTI 2021, World Report on Disability 2011 

Investigated 
parameter



14.7   % Women on the Boards of the 
TOP 200 companies in Germany

30.4  % Women on the Supervisory Boards
of the Top 200 companies in Germany

28.4  % Proportion of women in management 
positions in Germany (2020) 2

Proportion 
of female 
managers 
in the USA1

41 %

The diversity status and the feasibility of  
measures in companies as well as in society 
are subject to various framework conditions. 
These factors influence the possibilities and 
highlight the differences that can be observed 
from country to country. 

On the following pages, we take a look at  
some of the differences between Germany  
and the USA.
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Status of diversity
Germany in comparison to the USA

1 Source: https://www.catalyst.org/research/womenin-management/ 
2 Source: Statista



1903
Admission of

women to study

1919
The first elections in

which women are
nominated and
allowed to vote

1977
Women are allowed to

work without their
husband’s consent

2015
Introduction of the

Leadership Positions Act I

2021
Introduction of the

Leadership Positions Act II

1889
Anna Bissell becomes 
America’s first female 
CEO at the Bissell
Corporation

1963
The “Equal Pay Act” is
passed by Congress

1984
Geraldine Ferraro 
becomes the first woman 
to be nominated for 
the Vice-Presidency

1923
First version of an 
equal rights amendment 
is introduced

2012
“Paycheck Fairness Act”

USAGermany
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Status of diversity
Germany in comparison to the USA

In international comparison, Germany 
lags behind many countries when it 
comes to diversity. For example, Coca 
Cola in the USA had a female CEO as  
early as 1934. However, Germany is 
catching up in terms of the level of  
development of diversity and has taken 
far-reaching measures.



OUR SERVICES
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Our range of services
Your partner for diversity

The FKi analyses your figures, data and facts, 
compares them to other companies and pro-
vides concrete recommendations for action. 
Based on this, you can work on your diversity 
goals in a targeted and more successful  
manner. We are happy to support you with  

our consulting services, with analyses of the 
lived corporate culture through in-depth  
explorations, workshops and trainings or  
employer branding measures like being a  
partner for the Impact of Diversity Awards.

FKi Indexing 
With figures, data  
and facts on efficient 
and successful  
diversity management.

Impact of Diversity 
The platform for  
diversity in Germany. 
Award and think tank  
for the exchange be-
tween business, politics, 
science and media. 

Global DEI Consulting 
In 16 countries with  
the Global Context 
Analyzer for more 
transparency and 
comparibility.

Global Forum 
The digital inter- 
national conference 
around the New Way  
of Working: What will 
the world of work look 
like tomorrow?

DEI for Starters 
Know-how around 
diversity. Standardized 
training and workshops 
for companies and 
stakeholders.

Intercultural  
Interviews 
Proven tool to  
collect and analyze 
information not  
available in HR data 
(e.g. LGBTQIA+, origin).



24

Our range of services
Your partner for diversity

FKi Diversity for Success stands for 10 years  
of expertise in diversity management across  
varied organisations.

With the proven index system, we can signif-
icantly advance companies in their efforts to 
achieve more diversity based on figures, data 
and facts. 

In addition,

 ∙ our deep understanding of organisations,
 ∙ our knowledge of internal processes and 

their interdependencies,
 ∙ explorations with employees and
 ∙ our personal experience in listed national 

and international companies,

enable us to advise organisations in a  
targeted, efficient and effective way and  
provide training and tools.

Barbara Lutz
Founder and Managing Partner of FKi
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Contact

Barbara Lutz Index Management GmbH 
Feringastraße 7a 
85774 Unterföhring 
team@fki-diversity.com

www.fki-diversity.com


