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“Knowing is not enough; we must apply. Willing is not enough; we must do.” 

Johann Wolfgang von Goethe 

 

 

“When it is obvious that the goals cannot be reached, don’t adjust the goals, adjust the action 
steps.”  

Confucius  

 

 

“Because I am a woman, I must make unusual efforts to succeed. If I fail, no one will say, ‘She 
doesn't have what it takes’; They will say, ‘Women don’t have what it takes’. 

Clare Boothe Luce  
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1. Introduction 
 

1.1 Objectives of the UNICAFE project 
 

Women in many countries give the majority of higher education graduates, but their number 
decreases significantly when they begin to build up their scientific career at the university. Women 
usually face great difficulties in developing professional careers in equal opportunities in academic 
research. Compared to their share among PhD degree holders (EU-25: 41%)1 they are 
underrepresented at the general level of participation in research, and their proportion is 
decreasing when rising on the hierarchical scale of university management. This phenomenon has 
been frequently described since the ETAN report2 which presented the “scissors diagram” valid for 
all countries examined, representing the “leaky pipeline” characteristic of the research career 
regarding female scientists. We do not know exactly the extent of these disadvantages, and we do 
not have suitable indicators for measuring them either in any of the countries involved.  

 
Table 1. Partners of the project 
Participant organisation name Short name Country 

Hungarian Science and Technology Foundation HSTF Hungary 

Budapest University of Technology and Economics BME Hungary 

Graz Medical University MUG Austria 

Semmelweis University  SE Hungary 

Istanbul Technical University ITU Turkey 

University of Oulu  OUL Finland 

Tallinn University of Technology TUT Estonia 

University of 'Tor Vergata' URTV Italy 
 

The overall aim of the “Survey of the University Career of Female Scientists at Life Sciences 
versus Technical Universities” project was to deepen the quantitative knowledge base of female 
scientists in the higher education sector in Europe by carrying out an innovative pilot survey to 
enhance the existing knowledge on the career patterns of female researchers at universities. The 
survey mapped the situation of female scientists in universities working under different economic, 
social and political conditions: a) new member states – post-socialist countries from Central and 
Northern Europe: Hungary and Estonia; b) old member states in Northern, Central and Southern 
Europe: Finland, Austria and Italy; c) one candidate country, Turkey. The participating countries 
were chosen with the intention of giving the best possible coverage of the different circumstances 
existing in Europe. Two types of universities or faculties were selected – engineering (technical 
sciences) and life sciences – where the situation of women researchers is traditionally very difficult 
from the point of view of equal opportunity policy. The target was to compare wages, access to 
funding, working conditions, promotion, training, child-care and maternal allowances at the partner 
universities. The survey was carried out with special regard to gender differences in research 
careers, critical areas where women are underrepresented, leading university positions, access to 
funding and work-life balance. 

 
                                                 
1  Commission staff working document (2005). Women and Science: Excellence and Innovation - 
Gender Equality in Science, Brussels, 11.3.2005, SEC(2005) 370. 
2  Osborn, M. et. al. (2000). ETAN Expert Working Group on Women and Science: Science policies in 
the European Union: Promoting excellence through mainstreaming gender equality, European Commission. 



 

The results of the survey are meant to support the preparation of equal opportunities policies and 
the implementation of gender mainstreaming in daily practices at the universities in order to reach 
efficient benchmarking and monitoring of gender mainstreaming policies and practices at the 
university level; to encourage university managements to introduce gender sensitive statistical data 
collection to be carried out yearly, and to urge the production of sex-disaggregated statistics, 
including yearly recruitment statistics; to put forward recommendations to the management of 
universities on how to enhance the role and place of women scientists in leading positions at 
universities; to raise awareness of the difficulties female researchers face during their career; and 
to review the best university practices for the equal treatment of female and male scholars. 

 

 

1.2 Methodology 
 

This comparative mapping exercise was a pilot action with an extraordinary opportunity to compare 
the gender mainstreaming policies and equal opportunities strategies—if any—at the universities 
and the working conditions of female researchers in such different environments.  

 

The two scientific fields selected for the mapping, engineering (technical sciences) and life 
sciences, are areas where the situation of women researchers is traditionally very difficult from the 
point of view of equal opportunity policy and these are fields where women are significantly 
underrepresented. This is especially true for engineering where the proportion of women is the 
lowest in all hierarchical categories in all European countries.3  

 

Survey tools (in Annex 2): 

• The same dataset was to be collected by each partner university.  

• An online questionnaire was prepared to be filled in by the scientists (both female and male) of 
the partner universities, and the answers were put into SPSS.  

• Each partner university carried out 16 interviews, 8 with men and 8 with women, at different 
career levels. 

• The most interesting interviews were expanded into case studies, 2 female and 2 male cases 
from each partner university. Some female researchers were identified as role models. 

• Each partner prepared a report about the results of the survey at its university in English and in 
its national language.  

• This comparative report was written about the results of the whole survey.  

 

 

Main challenges of the survey 
 

The most important issue for the partners was to find the common indicators for the survey. The 
Frascati Manual’s4 classification of scientific fields was used, which lists six main fields of science: 

                                                 
3  European Commission (2006): European Commission (2006). She Figures 2006, Brussels. 
4 OECD (1993). Frascati Manual 1993 – Proposed Standard Practice for Surveys of Research and 
Experimental Development, OECD, Paris, 1994. 



 

Natural sciences, Engineering and Technology, Medical sciences, Agricultural sciences, Social 
sciences and Humanities. 

 

For higher education statistics UNESCO’s International Standard Classification of Education, 
ISCED was used, which suggests the following nomenclature:  

• Science and Technology (S&T) including Life science, 42;  

• Physical sciences, 44;  

• Mathematics and statistics, 46; Computing, 48;  

• Engineering and engineering trades, 54;  

• Manufacturing and processing, 54 and Architecture and building, 58.  

 

Statistical data was collected at each partner university for the academic years of 1994/1995, 

1999/2000 and 2004/2005, except for Partner 3 MUG, where the years concerned are 2004/2005 

and 2006/2007, because it had been established as an autonomous university only in 2004. The 

staff categories used are researchers, technicians and other. The position categories of the staff 

concerned were the usual EU-conform Grade A, B, C, D (in annex); head of department; deputy 

dean; dean of faculty; vice rector; rector; member of the scientific board or similar body. The 

qualifications gathered are Bachelor’s degree, Master’s degree, MD degree, PhD degree (or its 

equivalent) and member of the Academy of Sciences. The age groups were specified as 25-, 25-

34, 35-44, 45-54, 55-64 and 65+. The Survey Guide defined that the following sex-disaggregated 

data had to be collected (number and proportion as well): staff by category and age, staff by 

hierarchical position, staff by highest academic qualification, members of decision-making 

boards/panels, pay data in the different positions, citation index and number of publications, 

number of international projects, number of national projects. The partners also tried to collect 

information on recruitment procedures (composition of recruitment panels, data on 

applications/admissions), promotion procedures (who decides, applications and actual promotions) 

and projects (How many projects do women and men have as project leaders?; What is the 

duration and budget of the projects considering the gender of the leader?). 

 

Compromises had to be made about the uniformity of the statistics as well, because the 
universities participating in the project could not gather all the same indicators. There are some 
universities that have no available data for publications, projects, recruitments, and there are some 
universities are lacking sex-disaggregated data about staff from earlier years. For this reason the 
comparative analysis of the statistical data gathered had to be limited to the hierarchical structures 
at the faculties involved, not having enough harmonised data to compare in the other categories. 

 

The online questionnaire does not give the opportunity to the research team to control the 

female/male ratio of respondents. Conceptual differences among partners and their countries 



 

created confusion for the respondents while they were answering questions such as the definition 

of A,B,C,D grades.  

 

 

 

 

 

 

 

 



 

2. Brief summary of the situation in Europe 
 

The approach towards gender mainstreaming was first determined as a European goal in the 
Commission Communication (1996), entitled “Incorporating equal opportunities for women and 
men into all Community policies and activities”, which aims at more efficient action on equal 
opportunities. The Treaty of Amsterdam (1997) declared the realisation of equal opportunities for 
women and men one of its main aims. 

 

The European Commission (EC) integrated the gender dimension into its research and 
technological development (RTD) policy as well. The Communication entitled “Women and 
Science: mobilising women to enrich European research”5 outlines the measures to be undertaken 
by the Commission to take the gender dimension into account within the European research policy. 
In the communication “Towards a European Research Area”6 the importance of increasing the 
proportion and role of women in science was also emphasised. Since the adoption of the Women 
and Science Action Plan by the European Commission in February 1999, policies to promote 
women in science, to integrate the gender dimension into the research content and to close the 
existing gender gap in research have become an important part of European research policies, 
supported both by the European Parliament and most of the national governments. The 
enhancement of the role of gender in science was also specified as a tool for reaching the 
objectives of the Lisbon strategy7 specified in 2000.  

 

In order to enhance the knowledge on gender issues in science and technology and to map the 
situation in different sectors and geographic areas several expert groups8 have been created to 
deal with the issue of women in science in the past 6 years, providing valuable reports and urging 
action to promote women in scientific careers and the inclusion of the gender aspect in research.  

 

Scientific careers and gender equality has been considered to be of high importance for the 
development and competitiveness of European research and their role increased as the 
Commission was forming the frames of the 6th RTD Framework Programme. 

 

The proportion of women among PhD (ISCED 6) graduates in 2004 was 43% in the 25 EU 
member states. In 2003 the proportion of female PhD graduates was 60.5% in the field of 
education; 51.4% in humanities and arts; 43.1% in social sciences, business and law; 40% in 
science, mathematics and computing; 21.9% in engineering, manufacturing and construction; 
49.6% in agriculture and veterinary sciences; and 51.1% in health and welfare. (European 
Commission [2006]. She Figures 2006. 39.)  

 

                                                 
5  European Commission (1999). Communication from the Commission ”Women and Science” 
Mobilising women to enrich European research, COM(1999) 76 final, Brussels, 17.02.1999. 
6  Communication from the Commission to the Council, the European Parliament, the Economic and 
Social Committee and the Committee of the Regions: Towards a European Research Area, Brussels, 18 
January 2000, COM (2000) 6. 
7  This strategy aims to make the European Union by 2010 “the most competitive and dynamic 
knowledge-based economy in the world capable of sustainable economic growth with more and better jobs 
and greater social cohesion”.  
8  ETAN Expert Working Group on Women in Science (1998), Helsinki Group on Women and Science 
(1999), Women in Industrial Research Initiative (2002), Enwise (Enlarge Women in Science to East) Expert 
Group (2002). 



 

Women constituted 44% of the total employed personnel, 50% of those with a tertiary education 
employed as professionals or technicians and 29% of employed scientists and engineers in 2004. 
The number of employed scientists and engineers was 8,731 million, 7,751 millions of them were 
working in the old member states (European Commission [2006]. She Figures 2006. 20.). 

 
Table 2. Proportion of female researchers by sector, 2003 

Country 
Higher Education 

Sector (%) 
Government 
Sector (%) 

Business Enterprise 
Sector (%) Total 

Austria 30 35 10 21 

Belgium 36 33 18 28 

Bulgaria 38 50 48 47 

Croatia - - - 42 

Cyprus 31 40 22 31 

Czech Republic 33 33 20 28 

Denmark 31 35 25 28 

Estonia 45 60 24 43 

EU-25 35 35 18 29 

Finland 53 41 18 30 

France 34 32 20 28 

Germany 25 27 12 19 

Greece 37 39 35 37 

Hungary 37 40 25 35 

Iceland (FTE) 43 42 33 39 

Ireland 39 31 20 31 

Israel 25 - - - 

Italy 31 39 19 29 

Latvia 53 56 54 53 

Lithuania 49 50 37 48 

Luxembourg 43 29 14 17 

Malta 24 22 - - 

Netherlands 29 25 9 17 

Norway 38 36 19 29 

Poland 41 41 28 39 

Portugal 46 58 30 44 

Romania 40 49 42 43 

Slovakia 41 45 31 41 

Slovenia 33 43 28 34 

Spain 38 45 27 36 

Sweden 44 36 25 36 

Switzerland 28 24 17 21 

Turkey 37 28 25 36 

United Kingdom 37 32 - - 



 

European Commission (2006). She Figures 2006. 28. 

 

The proportion of women among researchers in 2003 in the EEA9 and EU candidate countries is 
shown in Table 2. Looking at the total figures this proportion is the highest in Latvia, Lithuania and 
Bulgaria, and the lowest everywhere in the private sector. Apparently women are better 
represented among the researchers of the new member Central and Eastern European countries, 
and this is fortunate, but unfortunately their situation is not more favourable than in Western 
Europe, because on the one hand the highest proportion of women can be found in those fields 
and countries where the lowest proportion of the GDP is spent on R&D and on the other because 
women often substitute those men that abandoned a scientific career due to its low prestige and 
income in the past 15 years.10  

 
Table 3. Proportion of female researchers by field of science in the non-profit sectors, 2003, EU-25 (%)  
 Higher Education Sector Government Sector

Natural sciences 29.1 31.0 

Engineering and technology 21.3 22.3 

Medical sciences 39.9 49.7 

Agricultural sciences 39.7 43.1 

Social sciences 39.3 44.3 

Humanities 38.3 50.4 
European Commission (2006). She Figures 2006. 42, 44. 

 

The following scissors diagram offers one of the proofs for the vertical segregation of women and 
men in the scientific career, which is typical of all European countries, however, with differences at 
each level.  

 

 

 

 

 

 

 

 
Diagram 1. Proportions of men and women in a typical academic career, EU-25, 1999-2003 

                                                 
9 European Economic Area. 
10 Blagojević, M., Havelková, H., Sretenova, N., Tripsa, M. and Velichová, D. (eds) (2003): Waste of 
talents: turning private struggles into a public issue, Women and Science in the Enwise countries, European 
Commission, 2004. 



 

European Commission (2006). She Figures 2006. 55. 

 

 

 

 

 

 

 

 



 

3. Results of the survey 
 

3.1 The situation in the partner countries 
 

The representation of women among researchers is the highest in Estonia, followed by Turkey, 
Hungary, Finland, Italy and Austria. In each country the private sector has the lowest proportion of 
female scientists, as usual.  

 
Table 4. Proportion of female researchers by sector, 2003 

Country 
Higher Education 

Sector (%) 
Government 
Sector (%) 

Business Enterprise 
Sector (%) Total 

Austria 30 35 10 21 

Estonia 45 60 24 43 

Finland 53 41 18 30 

Hungary 37 40 25 35 

Italy 31 39 19 29 

Turkey 37 28 25 36 
European Commission (2006). She Figures 2006. 25, 28. 

 

Women are especially underrepresented in engineering and technology as well as natural 
sciences, similarly to other European countries.  

 
Table 5. Proportion of female researchers in the higher education sector by field of science, 2003 
 Austria Estonia Finland Hungary Italy Turkey 

Natural sciences 21,6 34,4 n/a 28,4 n/a 37,4 

Engineering and 
Technology 

12,6 29,9 n/a 18,0 n/a 33,8 

Medical sciences 35,8 61,5 n/a 45,3 n/a 39,2 

Agricultural sciences 40,9 42,3 n/a 31,3 n/a 34,5 

Social sciences 36,3 54,5 n/a 37,5 n/a 37,5 

Humanities 42,8 63,6 n/a 47,8 n/a 36,6 
European Commission (2006). She Figures 2006. 42. 

 

 

3.2 Introduction of the participating universities 
 

Budapest University of Technology and Economics (BME) 
 

The legal predecessor of Budapest University of Technology and Economics (BME) was founded 
in 1782, and as such it was the first institute in Europe to train engineers at a university level. Its 



 

students included John von Neumann, Edward Teller, the Nobel Prize-winners Jenő Wigner, 
Dénes Gábor and György Oláh. BME, as a prestigious Hungarian higher education institute is 
committed to differentiated, multilevel, high-standard education, founded on intensive basic 
training, research, development and innovation, and scientific qualification in technical and natural 
sciences and in certain fields of economic and social sciences. BME has 8 faculties and 7 
knowledge centres. Recently there are altogether 23,000 students attending the university, more 
than 4,000 of whom are female. In the year 2005 academic staff of the university comprised of 
1,124 full-time employees, among them 222 women. This research project of UNICAFE does not 
focus on the Faculty of Economic and Social Sciences. 

 

Istanbul Technical University (ITU) 
 

ITU was established in 1773, during the reign of the Ottoman Empire as the Royal School of Naval 
Engineering. The Engineering School was formed in 1883. Its university status was granted by the 
Turkish government in 1928. The Engineering Academy had continued to provide education in the 
fields of engineering and architecture until it was renamed Istanbul Technical University in 1944. 
Finally, in 1946, ITU became an autonomous university. Today ITU is one of the largest technical 
universities in Turkey with approximately 21,000 students, one-third of whom are enrolled in 
graduate programmes. With a 235-year history of providing technical education within a modern 
educational environment and with the assistance of a strong academic staff, ITU is identified with 
architectural and engineering education in Turkey. As a higher education and research institution 
dedicated to the advancement of basic and applied sciences, ITU’s mission is to educate the 
technological leaders and entrepreneurs of the future in a rich intellectual environment which is 
sensitive to both local and global issues. Out of the 20,827 students 6,562 are women (31%) and 
the rest—14,265—are men (69%). Regarding graduate female students this ratio increases up to 
37,4% which explains why the proportion of female academics staff at ITU is 36%. 

 

Medical University of Graz (MUG) 
 

The Medical University of Graz is a university with a long-standing tradition: in 1863, a Medical 
Faculty was established in Graz, and ever since much emphasis has been laid on medical 
research and the education of new physicians. In January 2004, the former Faculty of Medicine 
was turned into an autonomous university. The core competencies of the Medical University of 
Graz are high-standard training and education, research at an international level, and the 
continuous improvement of high-quality medicine. As for facts and figures: there are approx. 4,900 
students, 350 graduates annually, 20 clinical departments; 16 pre-clinical institutes and 3 centres 
in the pre-clinical sector. 

 

Semmelweis University (SE) 
 

Semmelweis University, the only university in Hungary dedicated solely to health science studies 
from undergraduate to professional level, is one of the most important education centres and at the 
same time the largest health care institution in the country. Semmelweis University has a more 
than  200-year-old tradition of academic excellence and commitment to the education of 
physicians. In Hungary it is one of the most important education centres with a reputation for 
practice-orientated training of surgeons and doctors, which training is based on the latest results of 
scientific research. It offers an exciting mixture of courses and research opportunities closely linked 
to current health care practice. The university has 5 faculties (Faculty of Medicine, Faculty of 
Dentistry, Faculty of Pharmacy, Faculty of Physical Education and Sports Science, College of 



 

Health Care), 33 institutes and 29 clinics. The total number of full-time students is over 10,000. The 
teaching staff comprises of 2,200 full-time employees. 

 

Tallinn University of Technology (TUT) 
 

Founded as an engineering college in 1918, Tallinn University of Technology acquired university 
status in 1936. TUT is one of the largest universities in Estonia, providing an interdisciplinary 
higher education and technological advancement. TUT is the also a leading public university in 
Estonia: 80% of Estonian top managers are graduates of this institution. Tallinn University of 
Technology is the oldest and largest engineering and business university in Estonia. The university 
provides excellent professional skills and know-how based on contemporary science and research 
achievements as well as the international trends of industry and social needs of society. TUT has 
over 11,000 students and personnel of 1,750 (incl. affiliated institutions). The university offers a 
wide variety of educational degree programmes at the bachelor, master and doctoral level, which 
include both traditional and new fields of modern technology and business. The university is 
organised into 8 faculties, 33 departments and 110 chairs, 1 university research centre and 9 
faculty research centres, and 9 affiliated institutions. 

 

University of Oulu (OUL) 
 

The University of Oulu was founded in 1958. The first faculties were philosophical, technical and 
medical faculties. Today the University of Oulu is one of the largest universities in Finland. The 
University of Oulu trains experts and professionals for specialised fields in 8 fields of study and 45 
different programmes. University graduates enter the job market as experts of environment, 
economics, technology, medicine, education, and the humanities. The university cooperates 
closely with industry and commerce, and has broad connections with many international research 
and educational institutions. In the year 2006 the university employed 3,053 persons, among them 
244 professors. There were 16,729 students and a total of 1,668 degrees were awarded, including 
143 doctoral degrees. The University of Oulu has internationally recognised expertise in the areas 
of information technology and wireless communications, biotechnology and molecular medicine, as 
well as northern and environmental issues. These areas are defined as the special research focus 
areas that encompass the entire university. The research project of UNICAFE deals with the 
Faculties of Medicine and Technology of the University of Oulu. 

 

University of Rome ‘'Tor Vergata’ (URTV) 
 

The University of Rome ‘Tor Vergata’ is a public university. It was established in 1981. Located in 
the southeastern suburb of Rome, easily reachable by underground, the University of Rome ‘Tor 
Vergata’ is an independent academic establishment which combines a liberal arts tradition with 
emphasis on career orientation in the field of economics, engineering, sciences and medicine. The 
University of Rome ‘Tor Vergata’ is one of the largest research-based institutions in Italy. It is an 
international centre for research and education and it is well-known for its scientific studies. 
Recently the activity of technology transfer and cooperation with other public and private 
organisations in different fields has obtained an increasingly important role. The University of ‘Tor 
Vergata’ offers 6 degree courses (in humanities, medicine, engineering, sciences, economics and 
law). These courses assure an educational and training content comparable to international and 
European systems. A good balance between the scientific faculties and those of the humanities 
makes academic relations extremely fruitful and stimulating. It offers many extra-curricular 
activities to broaden the students’ learning horizons (such as 75 Master’s courses and 65 PhD 



 

courses). With its 41,000 students, the University of ‘Tor Vergata’ wishes to be distinguished as a 
residential university in which professors and students alike live in close contact in an environment 
that is stimulating for all. The research project of UNICAFE concerns the Faculties of Medicine and 
Technology. 

 

 

 



 

3.3 Gender policies and situation at the universities 
 

The aim of this chapter is to compare different university strategies on the basis of EU-conform 
gender policy. Due to the EU-conform gender policy there is a regulated gender policy in the old 
Member States. Almost all the partner universities in the project have a sort of Equal Opportunity 
Committee or Council. From this point of view the situation in the new Member States is better in 
Hungary, but it is not controlled uniformly: Semmelweis University does not have an Equal 
Opportunity Committee as opposed to the Budapest University of Technology and Economics 
where such a committee has been set up in 2005. However, neither the Tallinn University of 
Technology  nor the Istanbul Technical University has an Equal Opportunity Committee. 

 

 

University strategies 
 

Austria 
 

According to the University Act of 2002, the Medical University of Graz had to install its own 
facilities for the advancement of equality and diversity. In 2004, the Working Group on Equal 
Treatment (“Arbeitskreis für Gleichbehandlungsfragen”) was constituted. It has the legal mandate 
to deal with anti-discrimination on the grounds of sex, ethnicity (“race”), religion or belief, age or 
sexual orientation and to advise and assist staff and students in gender equality and women’s 
advancement issues. In cases of sex discrimination, the working group can take legal action and 
appeal to an arbitration panel (“Schiedskommission”). In cases of discrimination (on all possible 
grounds) or negligence of duties in women’s advancement, the working group and the affected 
person can appeal to a governmental institution (“Bundes-Gleichbehandlungskommission”).  

 

The Organisational Unit for the Coordination of Equality Tasks (gender equality, diversity 
management, promotion of women and gender research (Gender-based Medicine, Women and 
Men’s Health) is called GENDER:UNIT and was established in January 2006: The GENDER:UNIT 
supports the Working Group on Equal Treatment and at the same time is responsible for the (co-
)conception, (co-)implementation and coordination of the various strategic and operational targets 
of the university in the fields of equality and diversity. In this second field, the Unit reports to the 
Rector. On 15 November 2006, a representative for child-care was appointed according to the 
regulation on women’s advancement (“Frauenförderungsplan”), who is supported by the 
GENDER:UNIT.  

 

 

 

Estonia 
 

The Gender Equality Act entered into force on 1 May 2004. The purpose of this Act is to ensure the 
principle of equal treatment as provided for in the Constitution of the Republic of Estonia, and to 
promote gender equality as a fundamental human right and a general good in all areas of social 
life. By transposing EU equality standards into its national laws, Estonia initiated a very formalistic 
reform. A Gender Equality Commissioner was appointed in 2004 at national level. At the Tallinn 
University of Technology there is no specific policy regarding the treatment of gender issues, nor is 
there an Equal Opportunity Committee.  



 

 

Finland 
 

The equality work at the University of Oulu is well-organised. Each faculty has a working group on 
equality issues, and the chairperson of the group is a member of the Equality Committee. The 
Equality Committee prepares the Plan of Equality, promotes and monitors the implementation of 
the measures formulated in the Plan as well as informs the university administration of its work and 
compiles annual reports. The faculties define the goals and means for the equality work 
independently, and the departments make their plans according to their specific needs. The 
realisation of equality in faculties and departments is discussed at result negotiations between the 
department and the dean, and between the working group and the administration of the university. 
(Oulun yliopiston tasa-arvosuunnitelma vuosille 2004-2006.) 

 

The new term of the Equality Committee began in 2007. In the Plan of Equality of the University of 
Oulu the central development areas are: promoting a democratic university culture; perceiving 
equality work as a part of leadership and management; promoting men’s and women’s career as a 
researcher; successfully combining work and family life; influencing educational choices by student 
counselling; ensuring the realisation of equality by implementing a new salary system. In 2006 the 
main issue was the development of communication in the equality work. Equality pages were 
designed for the University website (http://www.hallinto.oulu.fi/yhallint/tasa-arvosuunnitelma.html). 
One significant theme in the equality work was also the unrestricted nature of the university. (Oulun 
yliopiston tasa-arvosuunnitelma vuosille 2004-2006.) 

 

Hungary 
 

The equality issues at the workplace are legislated by the CXXV Act of 2003, Law on Equal 
Treatment and Promoting Equal Opportunities. It stipulates that state-owned companies employing 
more than fifty people are required to draft an Equality Plan. The Act obliges universities to 
incorporate the promotion of equality in their annual personnel development plan or labour 
protection plan.  

 

Although the Budapest University of Technology and Economics wrote its own Plan for Equal 
Opportunities in 2005, there is only one mention of women in it: “plan for equal opportunities also 
applies to women”. This would only mean a formal equality between the sexes, not a real gender 
equality, since the monitoring of the implementation of the measures is excluded. An Equal 
Opportunity Committee consisting of seven members was elected in 2005. Its task is to control 
equality at the university.  

 

The Semmelweis University has not developed any specific policy regarding the treatment of 
gender issues, it only follows the general Hungarian Law.  

 

Italy 
 

In the Italian juridical system, positive actions were introduced in 1991 with the purpose of reaching 
a substantial equality between men and women in the labour market by creating the Equality 
National Committee and the Equality Counsellors as bodies with surveillance and control tasks. 
The Italian Parliament approved a new law on 8 March 2000 concerning parental leaves, which 
stimulates the use of leave for parents for children and relatives’ care and which supports bodies 



 

subscribing favourable contracts for carrying out familiar responsibilities (reversible part-time, tele-
working, flexible timetables). In 1997-1998, on proposal of the Minister for Equal Opportunities of 
the Prodi Government, a working group on “Culture of the Differences and Women Studies in the 
University Institution” was established within the Ministry for University and Scientific Research in 
order to analyse didactics and research problems, along with professors’ careers, from a gender 
point of view. In 1999 the newly appointed Minister for Equal Opportunities selected a Counsellor 
for university policies. A protocol was signed on 18 December 1999, between the Minister for 
Equal Opportunities and the Conference of Rectors of Italian Universities (Conferenza dei Rettori 
delle Università Italiane), which also provides support to the gender dimension in the scientific 
research and a greater gender equality in the development of the professors’ careers. Since 
December 2000 a national steering committee has been formally established at the Ministry for 
University and Scientific Research as a working group to advise and make proposals on all issues 
regarding women and science. Therefore a “Commissione Pari opportunità” (Committee for equal 
opportunities) has been created at the University of ‘Tor Vergata’ in 2003 which is an organization 
that works analyses the actual situation and encourages women to apply for top-level positions. 
The primary function of the members of the commission for equal opportunities is to promote 
“positive actions” on behalf of the university in order to grant equal opportunities in the educational 
and working fields, according to the European policies and government directives ratified on 7 
March 1977, law no. 125/91. 

 

Turkey 
 

Secular education has been a primary and central institution to the process of nation building in 
Turkey. Consequently, equal opportunities in education in general and the education of women in 
particular are secured as legal rights by law. This is reflected in the Equality of Opportunity section 
of the Basic National Education Act, which states that the opportunity of education is equal for all 
women and men and institutions of education are open for everyone, regardless of their language, 
religion, race or sex. Thus, there are no legal impediments to exclude women and girls from 
accessing the right to education. According to the same Act, schools at all levels are co-
educational. 

 

All schools, at the primary and secondary school levels, are subject to the same curricula and rules 
and procedures, which are regulated by the Ministry of Education. Article 10 of the Constitution, as 
amended in May 2004, includes a clause on gender equality as the basis of the law and prohibits 
gender-based discrimination. It now expressly stipulates that the State has a duty to guarantee 
equality between men and women. 

 

According to Article 3308 of the Act on Apprenticeship and Vocational Education, there is no 
discrimination between men and women.  

 

Academic institutions, particularly through the activities of gender and women’s studies 
programmes and centres, play a major role in shaping public opinion regarding human rights and 
equality of women. Basically there are two types of such entities within the universities: (i) 
interdisciplinary graduate programmes, which undertake research and offer masters degrees on 
women studies, (ii) research and implementation centres for women’s problems, which in addition 
to degree programmes also offer training programmes. The Higher Education Council has been 
actively promoting the creation of such centres at universities. 

 

 



 

Promotion in science and at university 
 

Budapest University of Technology and Economics 
 

At the university appointment rights is according to the Law on Higher Education. The positions of 
university professors, associate professors, research professors, scientific consultants and 
research fellows must be filled through public calls for proposals. People with and without a public 
servant contract at the university are allowed to submit applications that are ranked by the Senate 
in accordance with the judgement of the Board of the Faculty. Before the evaluation of an 
application for a professor’s position the expert opinion of the Hungarian Accreditation Committee 
must also be obtained. The applications that meet the requirements for obtaining the position are 
ranked by the Board of the Faculty, which is assisted by a committee of experts from the faculty. In 
the case of university professors the Habilitation Committee of the University must be consulted. 
These positions can only be obtained with an employment contract for a definite period.  

 

The application that satisfied the majority of the members of the Board of Faculty can be regarded 
as supported. If there is more than one such applicant, the one with the highest rate of support 
should be regarded as the accepted one. Whenever an applicant is unable to gain the support of 
the majority of all the members of the Board, the application should be regarded as rejected by the 
Board of the Faculty. 

 

In the case of assistant lecturers, assistant professors, research workers, assistant research 
workers and department engineers the head of department may decide in his/her own competence 
– these appointments do not require an open call, thus get no publicity. These positions may be 
obtained with definite term (for 3 and half years) and indefinite term employment contracts.   

 

There are no official data or central records on the advancement processes of the university. 

 

Istanbul Technical University  
 

There are two integrated levels which define the career promotion at universities in Turkey. The 
Higher Education Law No. 2547 defines the general framework and conditions for academic 
promotions, and also universities have the right to define their own criteria for promotions. Higher 
Education Law no. 2547 sets the conditions of appointment and promotion, public calls are made 
for the positions. 

  

The principle of equality between the sexes is also regulated under Article 70 of the Constitution 
where it is provided that “every Turkish citizen has the right to enter public service. No criteria other 
than the qualifications for the office concerned shall be taken into consideration for recruitment into 
public service.” This means promotion policy has no differentiation regarding gender. 

 

Candidates apply for the position of research assistantship, after an assigned jury evaluation (a) 
selected candidate(s) is/are proposed to the Faculty Administrative Board and final decision is 
taken by this board for the announced position. 

 



 

For Assistant Professorship positions; a jury composed of both the Faculty members and external 
academics evaluate the applicants who hold a PhD degree and other necessary requirements. The 
Faculty Administrative Board appoints the successful candidate(s) based on the jury report 
evaluations. 

 

For Associate Professorship positions there are two levels in the application process. In the first 
one an “associate professorship degree” is given by the central jury established by the Inter-
university Council. Firstly candidates apply to their universities for initiating this process, this is 
followed by the university sending the application to the Inter-university Council. A national jury is 
composed of selected academics from different universities according to the related fields. 
Successful candidates receive an “Associate Professorship” title at the end of the process. On the 
second level if a person would like to be an “Associate Professor” at a certain university that 
university has to announce open positions. Then those candidates who already hold an “Associate 
Professorship” title apply for the open position and are evaluated by the university jury established 
by the University Administrative Board. The final decision is taken by this board according to jury 
evaluation reports. 

 

For Professorship positions, universities announce open positions for the candidates who are 
eligible to apply according to the Law 2547 and university promotion requirements. Applications 
are evaluated by the jury established by the University Administrative Board. Final decision is 
taken by this board according to jury evaluation reports. 

 

Medical University of Graz 
 

Human resource development and professional career development are part of the regulation on 
women’s advancement (“Frauenförderungsplan”) of the university. The development of—gender 
sensitive—career models is planned. E.g. contracts with a duration of 6 to 7 years can be followed 
by a fixed-term contract. Scientific PhD programmes are at the core of career agreements: the 
university plans the implementation of a clinical PhD program, which will be the precondition for a 
fixed contract.  

 

Until now, the Working Group on Equal Treatment and the GENDER:UNIT (Organisational Unit for 
the Coordination of Equality Tasks, Promotion of Women and Gender Research) were active in 
advanced trainings, career advice and counselling, networking, information for scientists in leading 
positions and female scientists, and addressing qualified female scientists. Female scientists shall 
be promoted in accordance with further activities, e.g. through:  

• A Coaching-Mentoring programme for female scientists at different career stages (kick off 
in 2008);  

• Promotion of the participation of woman scientists in advanced trainings, conferences, 
symposia etc.; 

• Promotion concerning the acquisition of (third-party) funding;  

• Installing university child-care allowing flexibility for clinical and research routine;  

• Presenting successful female scientists at the Medical University of Graz as role models;  

• Supporting the creation of woman scientists` networks.  

 

Semmelweis University 
 



 

In Hungary there is a law for state institutions to set a codified Regulation of Organisation and 
Operation that, among others, contains the conditions of employment and promotion at the 
institution. This law applies to the Semmelweis University as well. The Regulation of Organisation 
and Operation is accessible for the public in printed and digital form. In principle each employment 
and promotion should and does follow these basic rules. The informal background of the decisions, 
naturally, is not known by the public. Similarly, there is no gender-specific data available.  

 

Tallinn University of Technology 
 

Scientific career choices are limited by academic staff grades. According to the university 
regulation of the selection of academic personnel, all positions of teaching and research staff are 
filled for up to 5 years by public calls for application with equal conditions for all applicants. The 
positions of professors are established and eliminated on the proposal of a faculty council. The 
decision is made by the TUT Council.  

 

The teaching staff can be selected or appointed to the positions of professor, associated professor, 
assistant, lecturer or teacher. Research staff can be selected or appointed to the positions of 
leading researcher, senior researcher or researcher. Professors and leading researchers are 
elected by the TUT Council, the rest of the teaching and research staff is elected by the faculty 
council. The dean is elected by the faculty council. Since the promotion decisions are mostly made 
by the faculty councils, there is no official data on promotion procedures inside the university.  

 

University of Oulu 
 

In academia the male dominance is emphasised in professorate. Although the proportion of 
women has increased, they are still in minority among professors. Similarly there have only been a 
few female deans at the Finnish universities, and the number of women is also low in other 
administrative positions. The particular problem in the female researcher career is the post-
doctoral stage, when their progress slows down. (Oulun yliopiston tasa-arvosuunnitelma vuosille 
2004-2006.) 

 

The Equality Committee has assessed, that despite the equal level of education, women still do 
more routine and less challenging work than men. In the new planning period the promotion of 
female careers needs to be invested in, along with the development of personnel politics, 
management and leadership. The measures are as follows (Oulun yliopiston tasa-arvosuunnitelma 
vuosille 2004-2006):  

• Aiming at nominating both male and female candidates for administrative and scientific 
positions; 

• The recruitment criteria must be defined in advance and not to be added during the 
recruitment process; 

• Recruiting the representative of the minority gender in cases where applicants are equal in 
competence and suitability; 

• Taking measures to change working conditions that are not suitable for men/women in 
order to enhance the proportion of the minority representatives; 

• Nominating both men and women as consultants for appointments in an equal proportion; 

• Aiming at nominating equally men and women as reviewers of Master’s, Licentiate and 
Doctoral theses and as opponents; 



 

• In the fields where the proportion of minority gender representatives is less than 40% of the 
officials, the proportion of the minority must be systematically increased. 

 

University of Rome ‘Tor Vergata’ 
 

In Italy, and in the case of Tor Vergata University, participation in hindering the endurance of the 
“glass ceiling” must focus on the new intake of male and female students. Like the male and 
female didactic staff, they need to consider their situation at university under the gender profile. 
Analytical questionnaires have provided clear evidence that many university professors, both male 
and female, lack knowledge of the gender issue. Furthermore, they do not even appear to notice 
the extent to which documented inequality between men and women in the same jobs persists in 
the university environment, both at a research team and career level (regarding the speed of 
career progression, position reached, high-level positions etc.). 

 

Trans-disciplinary courses on the gender question are needed to develop a new gender sensitivity. 
These would be on the enduring inequality, by now evident between men and women; on the 
persistent phenomenon of naturalising male and female cultural behaviour, attitudes, and so on, 
which are absorbed as unchangeable facts, thus consolidating gender inequality; on the ways in 
which gender oriented action styles, thought processes and judgments are introduced. As noted, 
gender is linked to socio-cultural identity construction processes and, therefore, to sexual 
differences. Gender perspective education crosses all disciplines and knowledge and cuts into the 
very same research practices. Education focused on gender sensitises one’s viewpoint on 
“equality” between men and women in the university environment. 

 

 

Bodies and committees – women in decision-making positions 
 

Budapest University of Technology and Economics 
 

There are two main platforms for decision-making at BME. The Senate (formerly the Council of 
University) is the highest authority, it is the governing council of the whole university and has 4-7 
members from each faculty. It had one female member on the Faculty of Transportation 
Engineering in 1999/2000 and in 2004/2005, one on the Faculty of Mechanical Engineering in 
2004/2005 and one on the Faculty of Civil Engineering in 1999/2000 and in 2004/2005.  

 

Decision-making at faculty level is executed by the Board of the Faculty, which determines the 
promotions and appointments as well. There is only a deficient list of data regarding the gender 
pattern of these Boards of Faculty, especially concerning the Faculty of Mechanical Engineering 
and Civil Engineering, and the academic year 1994/1995. In total 12.5% of the members were 
women in the academic year 1994/1995, 14% in 1999/2000 and 15.4% in 2004/2005.  

 

There are very few women among the heads of department as well, 2 out of 86 in 1994/1995, 4 out 
of 92 in 1999/2000 and 3 out of 77 in 2004/2005. There were absolutely no female heads of 
department at the Faculty of Natural Sciences, the Faculty of Electrical Engineering and 
Informatics and the Faculty of Chemical Technology and Biotechnology in the 3 years this study 
refers to. (6 out of 81 heads of department were female in the academic year 2005/06 – 7.4%.) 
Only one woman dean has been appointed in the history of the university: Éva Gilicze-Köves who 
was Dean at the Faculty of Transportation Engineering from 1997 to 2006. Since 2006 BME has 



 

no female deans. In the history of the  225-year-old university there has never been a female rector 
or vice-rector. 

 

Istanbul Technical University 
 

Istanbul Technical University has always been interpreted as a male-dominated institution from the 
outside, depending on its strong engineering and technology background. For centuries ITU had 
no female persons in decision-making mechanisms as the number of female staff was not really 
creating a critical mass. In the 1960’s with the formation of a new constitution and university law 
promoting the autonomy of universities as well as the increasing interest of women in academia, 
pioneers started to emerge at the university. The first female dean was Prof. Hande Suher at the 
Faculty of Architecture (1969). In the 1990’s several examples emerged: Director of Fine Arts 
Department (1983) Dean of Faculty of Science and Letters Faculty (1991), Vice Rector (1992), 
Director of Social Sciences Institute (1993), Dean of Mechanical Engineering Faculty (1995), 
Rector (1996-2004), Dean of Faculty of Aerospace (1997), Dean of Faculty of Mechanical 
Engineering (1995-2002), Dean of Faculty of Architecture (1997-2000), Director of Social Sciences 
Institute (1997-2000), Director of Social Sciences Institute (2000-2003), Director of Social Sciences 
Institute (2003-2006), Vice Rector (2000-2004), Vice Rector (2002-2003), Vice Rector (2003-
2004), Director of Foreign Languages School (1996-2002), Director of Fine Arts Department (1997-
2005, Director of Musical Conservatory (2001-2004, 2004-2007), Director of Institute of Sciences 
(2004-), Dean of Faculty of Science and Letters (2005-), Director of Musical Conservatory (2007-). 
There have been many department heads in different faculties since the 1960s. At the moment 
only a few department heads are female.  

 

As it was stated at the beginning of this section there is no segregation between male and female 
academics in terms of taking part in all university functions and activities. However, there has 
always been a kind of hidden approach towards the leadership of female academics at the 
university. When the leader is female she has a tendency to increase female participation at top 
level of administration across the university. But this has happened only once in the  235-year 
history of ITU. Therefore, ITU has always been dominated by male academics as rectors, vice 
rectors and deans etc. The last case emerged just after the female rector had completed her term. 
Between 2000-2004 there was a female rector with two female vice rectors. ITU has had a male 
rector and no female vice rector since 2004. 

 

Medical University of Graz 
 

The decision-making boards at MUG are the Rectorate, the Senate and the University Council. 
Women are under-represented in all decision-making positions at the Medical University of Graz.  

 

 

 
Table 6. Women in decision-making at MUG 

Name  total female male % female % male

Rectorate 4 0 4 0 100 

Senate 19 4 15 21 79 

University Council 9 3 6 33 67 
Sources: Petz Petra, Draft to Gender Impact Assessment, Medical University of Graz, October 2007(data of 



 

July 2007) 
 

Semmelweis University 
 

There are 7 women and 36 men in the decision-making boards of the university. The membership 
of such boards is based on position and since leading positions are predominantly occupied by 
males the chance of the equal representation of women cannot be implemented. Until recently, 
decision-making boards of the Faculties included representatives of employees of different levels: 
together with student representatives, there were a certain number of assistant professors, senior 
lecturers, associate professors and professors elected to the boards. As at the lower levels of 
hierarchy the number of women is higher, a greater proportion of women employees participated in 
the decision-making activities of such boards. This mode of representation has been changed and 
now only the highest ranks of faculty members are included in the boards, which decreases the 
representation of women. 

 

Tallinn University of Technology 
 

The share of women in the decision-making boards is marginal, partly reflecting the low number of 
women in leading academic and managerial positions, as the latter forms the main basis for a 
membership in decision-making boards. 

 

The University Council consists of the rector, the vice rectors, the faculty deans, the heads of 
departments, the directors of institutes, faculty representatives, and the members of the student 
union. There are currently 37 members in the university council, 4 of them are women. One female 
member of the council is the director of Kuressaare College of TUT, the remaining 3 members are 
the representatives of the student union.  

 

The University Government consists of the rector, the vice rectors and the faculty deans. As all the 
members of the Rectorate and also the deans are men, the government with 16 members has no 
female members. The Curatorial Board has 11 members, 1 of them is a woman. 

 

The Academic Committee has 12 members. The only female member of the committee is the 
representative of the student union. The Development and Budget Committee has male members 
exclusively. The Research Committee has 16 members, among them 1 woman (representative of 
the student union). There are 2 women in the Study Committee consisting of 15 members. 

 

The highest academic positions are mostly held by men. In 2004/2005, only 3% of all professors 
and 3% of all heads of departments were women, and there were no women among deans and 
(vice) rectors. The situation has not changed over the past 2 years. There are still no women in the 
top administrative positions. 

 

On the faculty level all decisions are made by faculty councils, which means they are also the 
decision-making body for appointing, selecting and promoting personnel. All Faculty Deans are 
men, and there are only 3 female heads of department at the 34 departments of the university’s 8 
faculties. 

 



 

University of Oulu 
 

The Equality Act states that the proportion of men and women in government committees, advisory 
boards and other corresponding bodies must be at least 40% unless there are special reasons for 
the contrary. The proportion of women in the University Board is currently 27%. The Board consists 
of rector and vice rectors, deans of the Faculties, staff members, students members and 
representatives of industry and commerce. The proportion of women in different categories of 
members is following: 0/1 of the rectors, 1/3 of the vice rectors, 0/6 of the deans, 2/6 of the staff 
members, 2/4 of the student members, and 1/2 of the representatives of the industry and 
commerce. 

 

In the Faculty Council of the Faculty of Technology the proportion of women is 31%. 5 out of the 8 
female members are student members. In the Faculty Council of the Faculty of Medicine the 
proportion of women is 37%. The figures include the chairpersons. 

 

University of Rome ‘Tor Vergata’ 
At the University of Rome ‘Tor Vergata’ decision-making positions have always been taken by 
men: Rector and Deans of Faculty are men and at the end of 2007 only 3 out of 27 heads of 
department are women.  

 

 

 

 

 

 

Pay gap 
 

Budapest University of Technology and Economics 
 

BME does not have available gender-disaggregated data about incomes for the academic years of 
1994/1995 and 1999/2000, only for 2004/2005. The payment situation that year gives a diverse 
picture. Looking at data for the university as a whole, there seems to be no significant pay gap, 
unless we take executive allowances into consideration. But if we do take them into account, the 
average salary of men is higher, simply because most of the executive positions are held by men.  

 

Istanbul Technical University 
 

According to The University Personnel Law Nr. 2914 and the Public Servants’ Law Nr.657, the 
Turkish higher education system does not discriminate against female and male staff in terms of 
salaries and/or other related payments. There is, however, no data on the incomes due to 
additional payments and women constitute a small minority in top-level managerial positions. 

 

Medical University of Graz 
 

Due to Austrian data protection regulations, these data cannot be provided.  



 

 

Semmelweis University 
 

Salaries of civil servants are regulated by law in Hungary. Employees are categorised mainly by 
education; the income categories have a rather narrow interval of salaries. Thus compensation for 
different jobs is similar regardless of age and gender. Although no data exists on salary distribution 
by gender, the common opinion is that men’s and women’s salaries do not differ. The pay gap may 
be present in other forms of income such as grants and informal resources such as gratuities. 

 

Tallinn University of Technology 
 

There is a slight payment gap in the average income of men and women. Women in academic 
positions earned in average 95% of the income of men. The gap gets slightly bigger if we consider 
additional payments received for additional (administrative) assignments, e.g. heads of 
departments, which mostly increments the salary of men, as most of the heads of departments are 
men.  

 

University of Oulu 
 

The University of Oulu has moved into a new salary system as part of a reform of the State payroll 
system. The transition is recent and partially ongoing, so the gender effects of the change are not 
yet to be seen. In the new salary system the salary is negotiated with the closest superior and 
reviewed annually. The amount of the salary thus depends partially on the person’s negotiating 
skills, confidence, and relationship with the superior. 

 

The goals of the pay policy in the OUL are defined in the Plan of Equality of the university. The pay 
policy aims to be fair, equal and supportive. The salary system is developed from a seniority 
increment-based system towards a system that is based on the job requirements and person’s 
competence, skills, performance and results. The assessment of the job requirements and 
personal performance, and the transparency of the salary system promote the fair and equal pay 
policy at the university. The realization of gender equality must be ensured in the implementation of 
the new salary system. 

 

University of Rome ‘Tor Vergata’ 
 

The real pay gap at the University of Rome ‘Tor Vergata’ does not exist, the salaries for the 
positions are equal, regardless of gender. The problem that needs to be considered is that the 
women do not hold top-level positions.  

 

Work-life balance and family-friendly working place 
 

Budapest University of Technology and Economics 
 

The balance of the areas of work, learning and private life is a great challenge at all institutional 
levels. It has a particularly poor culture in Hungary, which might explain why the university has no 
coherent policy directed to this matter. It is so in spite of the fact that a university infrastructure for 



 

developing a central policy does exist, as the university has sport facilities, holiday resorts, a 
theatre and an orchestra. The idea of a family-friendly workplace would not be an alien notion to 
the university, since it has a kindergarten and a nursery school for the children and grandchildren 
of the employees. Yet the university has not worked out a solid concept for the relations regarding 
parents staying at home with their children, which is still a question of agreement between the 
leader of the given unit and the employee. The law allows both parents to resort to child 
allowances alternatively, but according to surveys this opportunity is used by women mostly. 
Women receive child-care allowance (GYES) after each child as a subjective right in 2007. It can 
be requested in two cases: i) if the parent had not been employed prior to the birth of the child; or 
ii) for another year after the child reached the age of two. The sum is the equivalent to the smallest 
sum of the current old-age pension, from which 8.5% is deducted as pension contribution. At 
present this amounts to HUF 25,80011 per month, and HUF 51,600 in the case of twins. If the 
parent had not been employed prior to the birth of the child, the child-care allowance may be 
claimed from the date of the birth of the child until the age of three or until the age of 10 in the case 
of children with chronic illnesses or serious disabilities. The parent (either the mother or the father) 
may not carry on any gainful employment before the child is one year old, but after that may work 
even 8 hours a day. After the age of one the child may be placed in any institution providing day-
care without any temporal limitation, but if the child-care allowance is paid for one of the 
grandparents the child may not spend more than 5 hours a day in an institution. 

 

If the parent had been employed prior to the birth of the child, he/she is entitled for a much higher 
amount of allowance called child-care fee (GYED), and after the expiration of the entitlement the 
parent may claim GYES. GYED is 70% of the annual income, but not more than HUF 87,000 a 
month, and may be granted for two years. It is not a subjective right, but is bound to insurance 
relationship (8.5% pension contribution and personal income tax is deducted). 

 

At BME there is a nursery school and a kindergarten. The expenses of these institutions are born 
by the respective departments where the parents work, and these costs must be distracted from 
the bonus funds of these departments. Everybody accepted that the incurred costs are to be paid 
by those concerned, but a more fair system could be formed by establishing a uniform support 
mechanism. Upon what grounds can we claim that the costs of those who take their children to the 
university kindergarten are covered by the university, but not that of those who must take their 
children to a private kindergarten due to for example transport considerations? As it is the group of 
assistant and associate professors that is interested in this matter, this support—or its 
withdrawal—is not a negligible question.   

 

Istanbul Technical University 
 

The university administration has been helpful for the allocation of academic staff to academic 
activities and sensitive to individual constraints as ITU has enough academic staff in almost all 
departments. This gives flexibility to the administration to tailor the teaching programmes  
accordingly. Therefore female academic staff has been in comfort in terms of teaching hours and 
times as have their male counterparts. Full-time academic staff at the university must have 10 
hours teaching load in a semester. This includes undergraduate and graduate courses and 
master’s and PhD student loads. Administrative duties also have a certain amount of load 
exempted from this total load. For example, the rector has no obligation for teaching but vice 
rectors and deans have a 5-hour teaching load. 

 

                                                 
11  Approximately EUR 100. 



 

The university provides more than 300 on-campus residential units for academic staff. For 
research assistants about 100 small residential units are provided. ITU has been able to provide 
3,000 dormitory places to its students since 1998. As ITU has over 900 academic staff, the 300 
capacity for residential needs may not seem sufficient but still a third of the staff has a chance to 
stay on campus. ITU schools give excellent opportunities for the staff to send their children to 
state-of-the art educational institutions. This is also combined with the city-wide transportation 
system of ITU. Istanbul is a big metropolitan area with serious traffic problems. ITU provides city-
wide transportation to its entire staff to save them from losing time on different transportation 
systems. They arrive and leave the campuses on time.  

 

ITU provides very good sport facilities on its campuses for tennis, basketball, swimming, fitness, 
etc. Therefore students and staff have good opportunities for sport and social activities on ITU 
campuses. ITU also provides lunch options across its campuses to students, academic staff and 
administrative staff at different costs and quality levels. Residential units, schools, sport and social 
facilities with some shopping opportunities create a suitable environment for the staff to keep the 
balance between their work and personal lives. 

 

In Turkey the length of paid maternity leave is 16 weeks, but then the parents do not have child-
care allowance. They get a child-care payment once after that period and they can prolong the 
maternity leave which is unpaid.  

 

Medical University of Graz 
 

In 2006, the Medical University of Graz spent about EUR 144,000 for activities on the compatibility 
of job/study and family/private life. One very important activity to disburden students with jobs and 
students with children was the creation of the “Virtual Medical Campus”. This Internet platform 
allows students to study a vast variety of teaching contents in digital form at any time and place, 
thus reducing compulsory attendance. At the moment, about 50% of all teaching lessons are 
substituted by virtual lessons. Teachers have to follow exact guidelines on how to prepare virtual 
lessons, and students can contact teachers virtually. The Virtual Medical Campus is evaluated 
continuously. Students follow the changes in a very constructive way, and they value the new 
possibilities of learning and studying. 

 

The GENDER:UNIT works implicitly on topics related to work-life balance (see http://www.meduni-
graz.at/genderunit/) in the sense of gender mainstreaming and intends to carry out a survey on 
workplace health to detect the (un)healthiness of work-life balance at the university.  

 

The new department for Strategic Human Resources Development also focuses on work-life 
balance and started its activities with a lecture on the burnout syndrome.  

 

There are some institutes at the Medical University of Graz which do research on topics that are 
related to work-life balance, such as the Institute for Social Medicine and Epidemiology and the 
Institute for Psychology and Psychotherapy. Many projects and publications focus on public health. 
At the Institute for Social Medicine and Epidemiology, there are working groups on health care 
systems and female health care systems, epidemiology and research on public health care 
systems. However, no projects or data are known that would focus on work-life balance for 
employees of the Medical University of Graz.  

 



 

In 2006, the Medical University of Graz had a cooperation on child-care (called “unikid”) with the 
Karl-Franzens University of Graz.  

 

In the future, working and studying parents should have access to flexible child-care depending on 
their actual requirements. The compatibility of job and private life with particular consideration of 
the working conditions of medical doctors and researchers shall be picked out as a central theme 
and shall be implemented.  

 

At the end of 2006, GENDER:UNIT started a project called “kinderCAMPUS” (“kidsCAMPUS”) on 
the development of flexible child-care facilities. This project is carried out together with the 
representative for child-care at the university and supported by the Vice Rector for Strategy and 
Innovation. This child-care facility shall be an integrative part of the planned Medical Campus. 
Before the Campus is realised, (flexible) child-care is available on a limited scale.  

 

In Austria the maternity leave is 8 weeks before and 8 weeks after birth. Since 2008 there have 
been three different models of child-care allowance. Model I: The parental leave is 30 months for 
one parent, or 36 months if child-care is shared by the parents. The child-care allowance under this 
model is EUR 14,53 per day or EUR 436 on average per month. Model II: The parental leave is 15 
months for one parent, or 18 months if child-care is shared by parents. The child-care allowance 
under this model is EUR 20,80 per day or EUR 624 on average per month. Model III: The parental 
leave is 20 months for one parent, or 24 months if child-care is shared by parents. The child-care 
allowance under this model is EUR 26,60 per day or EUR 798 on average per month. 

 

Semmelweis University 
 

In principle, part-time work arrangement is supported at the university mainly for young mothers or 
people on old age pension. There is a significant difference in organisation of work activities 
between basic science and theoretical institutions where employees participate only in research 
and teaching, and health care institutions where employees participate also in patient care. Work-
life balance is much easier to maintain in workplaces where activities do not require the continuous 
presence of the employee. Thus in teaching, while it is crucial to attend classes, the teacher is free 
between classes; in research, activities also permit a rather liberal time-utilisation. The organisation 
of a hospital setting is more rigorous and allows less flexibility for employees of patient care. 
Moreover, researchers who work in teaching hospitals have the triple responsibilities of teaching, 
research, and patient care. The research activities themselves usually involve patients in hospitals 
which limits the time when research can be done.  

 

Tallinn University of Technology 
 

There is no central policy at the university regarding work-life balance. According to Estonian law 
both parents can take a parental leave until the child is 3 years old. During the parental leave the 
employment contract stops and the employee receives compensation according to the Parental 
Benefit Law. The father has a right for a 10-day parental leave during the mother’s maternity leave 
or during the two months after the birth of a child. The parental leave system in Estonia is 
generous both in terms of length and compensation. The maximum length of the leave is three 
years, during which time the employer holds the job for the employee. Since 2004 455 days of the 
total leave had been fully compensated at a rate of 100% of the worker’s salary for the previous 
calendar year; this period increased to 575 days in 2008.  

 



 

Parental benefit can be received by one of the parents raising the child or guest parent or 
guardian. The law allows both parents to receive parental benefits alternatively, but currently this 
opportunity is used by women mostly. 

 

The university has no kindergarten yet, but there are plans to open one during the coming years. 
There is already a self-organised nursery at university’s family hostels.  

 

The university has a sports centre on the grounds of the university campus, which the employees 
can use for free or for a lower cost during certain hours. The university plans to expand the sports 
centre by building a public swimming pool that can also be used by its own employees.  

 

The university’s personnel department keeps in contact with the parents staying at home with small 
children. Personnel department provides the home-staying parents with assistance in registration 
of their parental leave and returning back to work after their parental leave. The university registers 
all its employees’ children and organises various children events, such as parties and visits to 
children movies or puppet theatre, especially during the Christmas period. 

 

The university’s personnel policy (2007-2015) which will be approved by University Council in 
December 2007 states: 

• Members of academic and administrative staff should value informal, friendly and assisting 
atmosphere and should not discriminate each other based on the other’s appearance, age, 
gender, background, disability or any other quality; 

• The university keeps in contact with staff members on paternal leave and promotes their 
return to the job and contributes to the preservation of their qualifications;  

• Enables flexible working arrangements;  

• Establishes a nursery for its staff members. 

 

University of Oulu 
 

Successful balancing of work or studies with other areas of life is one of the central challenges of 
equality and family politics. Despite the legislative measures that have been implemented to 
promote this, practice changes slowly. In Finland maternity leave is 105 days. Parental leave is 
158 days. Paternity leave is 18 days. After the parental leave comes a paid (not full pay) child-care 
leave with full job security (for either parent) until the youngest child is 3 years old. 281 days in total 
are provided with pay and a flat rate allowance during the 3 years. Parental and child-care leaves 
are mainly used by women. Men use few paternity, parental and child-care leaves. Shifting 
parental and child-care leaves within the family could facilitate women’s progress in career and 
research. A positive attitude towards family life and the work community’s support are crucial in 
balancing work and family. (Oulun yliopiston tasa-arvosuunnitelma vuosille 2004-2006.)  

 

The use of parental and child-care leaves cannot influence the continuation of a temporary contract 
during or after the leave, and the professional assessment emphasising previous years must not 
lead to a discrimination of any kind. The measures stated in the Plan of Equality of the University of 
Oulu are as follows:  

• Collecting the statistics regarding the use of the family leaves by gender, position and 
faculties; 



 

• Informing the male employees of their possibilities to paternal and parental leaves and the 
possibility to stay at home when the child is sick; 

• Encouraging the use of the above-mentioned leaves by e.g. superior training; 

• Superiors and supervisors need to understand the researchers’ different situations. 

 

University of Rome ‘Tor Vergata’ 
 

University action is made in an effort to help families to balance their professional and family lives. 
This considers opening a kindergarten at the university. By opening this, families (especially 
women) would find a place to leave the children while they are working. This policy encourages 
women to return to their professional career as soon as possible and would make it possible to find 
the balance between family and the career. In Italy the maternity leave is 150 days. Parental leave 
is 300 days, and there is not paternity leave. 450 days are granted in total with pay. After a period 
of compulsory maternity leave, Italian law establishes that parents have the right to be absent from 
work (also simultaneously) until their child reaches eight years of age, and for an overall period of 
ten months. 

 

The situation at the University of Rome ‘Tor Vergata’ is improved by opening the kindergarten. 
With this new institution it has become a more family-friendly working place and the situation 
mentioned above applies to this paragraph as well.  

 

 

Best practices 
 

The partner universities have completely different types of best practices, and similar types of bad 
practices.  

 

Budapest University of Technology and Economics  
 

The management of the university supports all kinds of activities—conferences, exhibitions, 
research—relating to gender and concerning scientific research and education. An exhibition on 
the female scientists teaching and doing research at BME was opened at the university on 8 March 
2007. A conference on the same theme was also organised together with the exhibition. Another 
exhibition is about to be opened on 20 November 2007 entitled “Student Life” at the 225-year-old 
BME that makes a separate case presenting the curiosities concerning female students. 

 

The management of BME gave a positive response to the call of the WiTEC European Association 
for Women in Sciences, Engineering and Technology for joining the organisation. As a result, BME 
has been participating in the work of WiTEC since the autumn of 2002. In November 2003 the 
university hosted a symposium that WiTEC organised in Budapest and was opened by rector.   

 

The positive attitude of the university management towards the issue is a most important factor in 
introducing the topic into the university public discourse and in raising awareness of the question. 
Raising awareness and changing the attitudes and gender stereotypes play a crucial role in 
shaping the general approaches of male and female researchers. Unfortunately even female 



 

researchers tend not to know or to refuse the problem due to a lack of proper information. For the 
sake of the gender cause the university leadership supported the following programmes. 

 

As a result of a survey initiated by the EU, an Enwise report with the title “Squandered 
Opportunities” was realised. To promote this study, a conference was held by the Department of 
Innovation Management and History of Technology of the Faculty of Economic and Social 
Sciences of BME, the Department of Research R&D Office of BME, the Hungarian Science and 
Technology Foundation (HSTF) and WiTEC Hungary (WiTEC – European Association for Women 
in Science, Engineering and Technology) with the title “The Situation of Female Scientists in 
Technological Sciences in the European Union and in Hungary”. The conference was opened by 
the BME vice rector, dr. Miklós Zrínyi. 

 

The BME also hosted a series of 10 lectures with the title “Lectures on Gender Research” between 
16 January and 27 February 2004, which was organised jointly by the Department of Innovation 
Management and History of Technology, WiTEC and the Government Office for Equal 
Opportunities.  

 

Istanbul Technical University 
 

At ITU there is no pay gap, 30% of the academic staff and of the students are women, and women 
have a good representation at decision-making positions. There are schools for staff children, 
residential units and sport facilities in the campus. The university policies include equal 
opportunities for research and academic promotion, equal opportunities for academic scholarship 
programmes and equal teaching load organised and tailored according to the needs of academic 
staff. Women have been visible at very high administrative positions. A woman academic was 
elected and served as the rector of the university for two terms. 

 

Medical University of Graz 
 

In 2005 and 2006, the Medical University of Graz took part in the pilot and full investigation and 
evaluation of equality and women’s advancement at Austrian universities, carried out by the 
Austrian Agency for Quality Assurance (AQA). The results are implemented continuously.  

 

From 2004 to 2006, the Medical University of Graz participated in and shared the costs of the 
programme “Potentials 2: Women at the University” (“Potenziale 2. Frauen an der Universitaet”), 
supervised by the Coordination Centre for Women’s Studies, Gender Research and Affirmative 
Action for Women of the Karl-Franzens University of Graz. The contents of “Potentials 2” were 
gender-oriented trainings for female junior scientists and a career programme for female scientists 
aiming at a gender-symmetrical university culture. Participants in the programme received a 
certificate.  

 

The Medical University of Graz aims to integrate Gender Based Medicine and Women´s Health in 
the education. In the summer term 2006, a special study module on “Gender Medicine” took place, 
comprising gender theory and various specialities which were presented considering the gender 
aspect.  

 



 

In 2006, the Medical University of Graz successfully participated in the programme “excellentia” by 
the government: honouring the fact that the percentage of female professors had been increased, 
the government provided an amount of about EUR 67,000 to the university.  

 

To monitor efforts in implementing equality and diversity policies, an Equality Controlling project 
(“Gleichstellungscontrolling”) was planned and introduced into the university’s development plan 
for 2006-2020 (“Entwicklungsplan”, http://www.meduni-graz.at/leitbild/pdf/entwicklungsplan.pdf, 30 
Oct 2007.). Gender Controlling is designed to promote the conscious implementation of gender 
aspects into organisational and controlling procedures and to make equality developments visible, 
evaluable and re-organisable. 

The major features of the Gender Controlling will be: 

• a gender-sensitive screening of the University’s strategic targets; 

• an analysis of the status quo by means of a Gender Impact Assessment;  

• the designation of responsible persons for realisation (top- and mid-management level) for 
the Controlling process and the anchoring of the Controlling in steering instruments;  

• the continuous monitoring of decisions and measures based on controlling indicators;  

• a target-performance comparison and the reflection of results and the need for changes. 

Political will, continuity, resources for the process, a time frame and expert monitoring 
(GENDER:UNIT, Working Group on Equal Treatment) are prerequisites for the project. The 
Gender Impact Assessment was closed at the end of 2007, and the Controlling implementation 
process was deepened at the beginning of 2008.  

 

Given the fact that women in leading science and research positions are noticeably under-
represented, the GENDER:UNIT is also planning and designing a Mentoring programme for female 
scientists comprising coaching and skills-training packages.  

 

Semmelweis University 
 

An undergraduate course was introduced in 2006 into the Semmelweis University curriculum on 
gender issues: together with biological and psychological characteristics of gender differences 
social inequalities have also been discussed. The course is very popular among medical students 
and the number of students who take the course has been increasing from semester to semester. 
The Institute of Behavioural Sciences studied gender issues (health status, quality of life, gender 
inequalities) through two major research grants, one national and one international. The results 
were published in monographs, national and international journals and conferences; they are also 
included into gradual and postgraduate education. 

 
Tallinn University of Technology 
 

As an indirect influence of the research carried out during the current project, the personnel 
department has initiated a change in university policy regarding the duration of the election period 
of the employees on parental leave. The majority of the university’s research staff is employed on 
temporary working contracts for 5 years. At the same time the women staying at home with 
children cannot compete in equal terms with other candidates. That is the reason why the 
personnel department has made a suggestion that the period of election should not be connected 
to the period of the contract. Although according to the law the employment contract has to be 
terminated, yet the period of election should be prolonged by the time spent on maternity leave.  



 

 
University of Oulu 
 

The active equality work at the university as a whole can be considered a best practice.  

 

University of Rome ‘Tor Vergata’ 
 

The committee Pariopportunità that is established at the university is definitely one of the positive 
steps that can help women to obtain their rights as men do. This committee is mostly focused on 
the problems of women in politics and other institutions and promotion of the women to decision-
making positions. Some of the activities are the following: “Women at the different faculties at the 
University: Economy, Law, Engineering, Humanities, Medicine and Sciences” for the young female 
colleagues and students; “Women Without Compromise”; “Women at ‘Tor Vergata’: statistical data 
and considerations”, “Women in Science” and much more. The most important thing is that this 
committee offered a scholarship to an exceptionally talented female student from China, in the field 
of mathematics. It is the intention of the university to promote women to the traditionally male-
dominated professions.  

 

Facts show that the top-level positions at the university are really hard to reach for women, but 
there are examples of women who reach very high-level positions outside the university, e.g. one 
of them is a full-time female professor at the faculty of Engineering. In the Italian Space Agency 
Technical Scientific Committee she is holding the position of vice president. Also, this is the 
Committee that is in charge of all Italian Agencies. The second very important position is the vice 
president of the Armed Forces Communications and Electronic Association (AFCEA), Rome. She 
is the first woman to hold this position, in this typically male-dominated field and it is considered a 
huge achievement. Meanwhile, in the United States of America she became an executive vice 
president of the Aerospace and Electronic Systems Society. In this organisation, she is the first 
woman to have been ever at this position, and even more importantly, the first European woman. 
Also, in Italy, she is holding the position of the President of the Centre for Tele-infrastructure at the 
national level. This example shows that there are very capable and important women at the 
university, and they have to have a chance to show their abilities even at the university level. 

 

 

Bad practices 
 

Budapest University of Technology and Economics  
 

There are not enough female scholars at BME and they are under-represented at board/senior 
level. The funding bodies, academic committees, panels and other decision-making bodies are 
male-dominated. BME lacks a gender-sensitive evaluation system and work-life balance policies. 
Another concern is the ageing of academic and research staff (75% of female professors at the 
BME are over 60). 

 

Istanbul Technical University 
 

• Neither male nor female rectors have been able to create a rule at the university for positive 
segregation towards female academics throughout the years. 



 

• There has been a decline in research promotion at ITU in recent years in terms of research 
budget (the public funding in research budget which went down to 21MYTL from 31M YTL). 
The long term research fellowships, publication awards programmes have been suspended 
since 2004.  

• Female participation at the top level of administration depends on the rector’s priorities 
which have been usually shaped according to their gender. 

• Currently there are no gender awareness programmes  or Equal Opportunity Committees. 

 

Medical University of Graz  
 

Despite the existence of quotas and commitments to gender equality and Gender Mainstreaming, it 
seems difficult to satisfy the gender mainstreaming and/or diversity philosophy in its thoroughgoing 
sense of structural change in all university fields at all levels and in all decision processes. To 
identify those areas with the most urgent need for action, 

1) structures must be carefully monitored, and 

2) managers and staff must be carefully sensitised to gender and diversity issues. 

 

Members of the Working Group on Equal Treatment, staff of GENDER:UNIT and all other persons 
who engage in equality issues are frequently confronted with all kinds of well-known resistances to 
equality efforts. Accordingly, there are tendencies to go on placing equality issues beside 
mainstream and thereby jeopardising them. If there is at least one person in the top management 
(especially in the Rectorate), who is (politically) willing to look at the inveterate structures, to 
contribute to their visualisation and to change them according to the targets cited in the beginning, 
real structural efforts in the sense of overall fairness can and will be made.  

 

The under-servicing of women and the non-consideration of gender issues by specialists, 

researchers and medical practitioners is a long-standing problem that has been well documented. 

Medicine has been a basically male domain (i.e. has always been practised by men, has been 

developed from a masculine point of view and experience) for a long time. Hence current western 

medicine often does not work adequately for women or persons with diverse biographical 

background, e.g. in terms of sex, age, socialisation, education, religion... Historically, the Medical 

University of Graz in this respect is no exception – gender sensitive education and research is still 

to be further developed and elaborated in the various specialities, and there is an urgent need to 

address issues of gender throughout all aspects of medical education and science. Therefore, 

GENDER:UNIT suggests the obligatory implementation of Gender Medicine foci (Gender Based 

Medicine, Women’s and Men’s Health) in curricula.  

 

Semmelweis University 
 

One example of bad practice: the case of N.N. The majority of employees of the Semmelweis 
University in the field of research and teaching have a contract for a definite period of time. At the 
end of the period there is an evaluation process that is the basis of promotion, prolongation or 
termination of the contract. In the evaluation process formal accomplishments such as the number 



 

of international publications, the sum of impact factors and the number of citations are assessed. 
N.N. was a middle-aged assistant professor with a four-year contract. Unexpectedly, she became 
pregnant. She gave birth to a child and spent two years on maternity leave according to the 
Hungarian customs. If someone is on maternity leave, her monthly allowance is paid by a central 
state agency and not by the employer, in this case the Semmelweis University. Still, the SU 
counted the two years maternity leave into the assessment period and demanded the same 
number of publications as from those who worked throughout the whole period. Since she 
suspended her job activities including research and publication during her maternity leave she was 
naturally unable to produce the formal achievements necessary to the positive assessment. 
Despite her appeal her contract was terminated at the end of the four-year period during which she 
was not even paid by the university for two years. 

 
University of Rome ‘Tor Vergata’ 
 

Considering the fact that the URTV has never had a woman as its rector, this is one of the bad 
practices at the university. Nor has the dean of the Faculty ever been a woman. This is also 
unacceptable, but it is the case at the University of Rome ‘Tor Vergata’. Meanwhile, some of the 
heads of department are women, but those are the highest positions reached by women.  

 

 

Summary of the university policies 
 

There is a plan for gender equality and an equal opportunities committee at MUG, OUL, URTV and 
BME, but there is none at ITU, SE and TUT. Despite the fact that universities have only little 
experience regarding a plan for gender equality, those in old member states can already present 
good achievements. The gender policy of OUL in Finland and MUG in Austria excel among all 
participants. Remarkably though even at those institutions where gender equality belongs to the 
main policies of the university the hierarchical situation of women shown by the statistical data is 
only slightly better than in other cases. One of the reasons for this might be that the realisation of 
real, substantial changes in equal opportunities requires long years of consistent policy and 
implementation work.   

 

The general perception is that academics, both men and women, do not openly recognise gender 
differences in the provision of equal opportunities for reaching a successful academic career. 
However, it is quite obvious that a traditional disposition for the extension of domestic role division 
into the professional academic field keeps existing. There seems to be a silent opposition on behalf 
of male academics against supporting female academics’ career, which is partly but 
simultaneously supported by female academics themselves. The female position is evidently 
weaker than the male in pursuing academic recognition by promotion as their role and work in the 
family sphere—in parallel to research activities—is taken for granted and, consequently, women 
scientists are not trusted to perform their academic responsibilities efficiently. Apparently it is still 
more difficult for women to rise to the top in science and lead important research projects. Women 
are rarely elected as professors or as members of the decision-making bodies.  

 

At the same time the long-term prejudiced attitudes have slowly started to change in favour of the 
better recognition of women in academic roles – this change mainly concerns the younger 
generation of scientists. Furthermore, a couple of older female academics have been quite 
straightforward in expressing their critical opinion and pointed at unequal opportunities for making 
an academic career in their fields by openly discussing the significantly smaller number—or 
complete lack thereof—of female professors in the academic staff.  



 

 

Academics involved in full-scale research are less involved in daily domestic activities. Men 
traditionally tend to use more the domestic services provided by their partners, whereas female 
academics have in several occasions sacrificed their career for the family. The younger 
generations are holding more egalitarian attitudes towards household duties, however, in 
combination with the still persisting traditional role models: also younger men prioritise a 
professional career more than women of the same generation, who are making a greater effort in 
sharing themselves between work and family. 

 

One of the obstacles of having a smooth scientific career path in the past and today, concerning 
primarily women academics, has been the starting of a family. Especially having children may 
cause breaks of different durations in their academic performance as well as the permanent 
change of their career path from research to predominantly academic teaching responsibilities. 
Women may have clearly different priorities not only compared to men but compared to others in 
the same gender group as well, having different strategies – with a supportive family the scientific 
career can be continued. 

 

Both men and women consider managerial duties a burden, mostly for scarce time left for research 
activities. The main problem during the coming years at the universities as a whole concerns the 
high average age of the personnel. As the salary level in the university is not really competitive in 
the labour market, the motivation for young, qualified engineers and medical doctors to stay in the 
university is very low. Male researchers leave the universities for better wages, so female 
researchers can take their place. This is a general phenomenon that can be identified in all 
participating countries.  

 

No significant differences were found between the situation at the medical and at the engineering 
faculties and universities in this respect.  

 

 

 



 

3.4 Hierarchical structures 
 

The data gathered at the universities show that a variety of the so-called scissors diagram is valid 
for each of the institutions. As it is shown by the diagrams below the phenomenon of the leaky 
pipeline is apparent in both fields included in the study.12 Remarkably among the engineering 
faculties the institution showing the highest level of gender equality reflected in the hierarchy of 
staff is the Istanbul Technical University, in spite of on the one hand its being a ‘newcomer’ in the 
list of associated states to the EU research programmes and on the other the fact that a clause on 
gender equality as the basis of the law prohibiting gender-based discrimination was only 
introduced in Turkey's constitution in 2004. At the engineering faculties in general the biggest gap 
between the career of women and men is at BME. In the field of medical sciences Semmelweis 
University has the smallest gap between the proportion of women and men at the higher levels of 
the hierarchy.  

 
Diagram 2. Careers at the faculties of civil engineering, 2004/2005 

 
Diagram 3. Careers at the faculties of mechanical engineering, 2004/2005 

                                                 
12  There are some engineering faculties at ITU (Mines, Naval Architecture and Ocean Engineering, 
Aeronautics and Astronautics, Maritime), at BME (Transportation Engineering) and at TUT (Power 
Engineering) that do not exist at the other universities included in the study so they are not shown in this 
comparison. The engineering faculties of OUL and URTV are not divided into smaller fields, so they are only 
included in the summary diagram on page 48. 
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Diagram 4. Careers at the faculties of architecture, 2004/2005 
 

 

Diagram 5. Careers at the faculties of chemical engineering and related sciences, 2004/200513 

 
Diagram 6. Careers at the faculties of electrical engineering and information technology, 2004/2005 
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Diagram 7. Careers at the faculties of natural sciences, 2004/2005 
 

 
Diagram 8. Careers at the faculties of medical sciences, 2004/2005 
 

 

 

 

 

 

 

 

 

 

 

 

Diagram 9 summarises the career of women and men in all engineering faculties. It shows that the 
biggest gap at level D and especially at level C is at BME, but at level B and A (where the 
difference between men and women is the highest) the scissors of the universities are closer to 
each other, except for ITU that has the smallest difference among the proportion of women and 
men at these levels.  

 

 

 

 

 

                                                                                                                                                               
13 BME: Faculty of Chemical Technology and Biotechnology, ITU: Faculty of Chemical and 
Metallurgical Engineering, TUT: Faculty of Chemical and Materials Technology.   
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Diagram 9. Careers at the faculties of engineering, 2004/2005 
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3.5 The questionnaire survey 
 

The survey results presented in this chapter are not representative for the universities concerned, 
they only apply to the groups of respondents.  

 

The respondents 
 

The project questionnaire was answered by 786 researchers, 243 from Hungary, 159 from Austria, 
157 from Finland, 123 from Turkey, 55 from Italy and 49 from Estonia. 375 respondents are female 
and 391 male, 20 people did not state their gender.  

 

The highest number of answers came from the Budapest University of Technology and Economics 
and the lowest from Semmelweis University.  

 
Table 7. Respondents at each partner university 

  BME MUG ITU14 SE TUT OUL URTV Total 

N 115 58 42 6 25 112 33 391 Male 

% 57 37 36 17 53 72 65 51 

N 88 99 76 29 22 43 18 375 Female 

% 43 63 64 83 47 28 35 49 

Total N 203 157 118 35 47 155 51 766 

 % 27 21 15 5 6 20 7 100 

 

The majority of respondents (234 people) are 31-40 years old, 184 respondents are over 50, 177 
under 30 and 164 between 41 and 50 years.  

 
Diagram 10. Age of respondents  

                                                 
14 The gender-based proportion of the ITU academic staff is the following: 36% women and 64% men, while 
the questionnaire respondents’ profile is 65% female and 35% male. 



 

 

Respondents are highly qualified, the vast majority has an M.Sc, PhD or MD degree. Their 
educational background is engineering in 46%, medical sciences in 28% and  natural sciences in 
25%. 

 
Table 8. Highest degree of respondents 

  BA MA M.Sc EdS PhD MD Total
N 3 13 119 0 195 55 385 Male % 60 45 56 0 52 45 52 
N 2 16 93 2 183 67 363 Female % 40 55 44 100 48 55 49 

Total N 5 29 212 2 378 122 748 
 
Table 9. Field of highest degree 

  Medical 
sciences Engineering Natural 

sciences Total

N 99 187 97 383Male 
% 47 54 52 52 
N 113 158 90 361Female 
% 53 46 48 49 

Total N 212 345 187 744 
 % 28 46 25 100 

 

 

PhD students 
 
Table 10. Scholarships by field of degree 

   
Medical 
sciences Engineering

Natural 
sciences Total 

N 6 24 16 46 Yes 

% 30 38 48 39 

N 14 40 17 71 No 

% 70 63 52 61 

Male 

Total N 20 64 33 117 

N 14 28 17 59 Yes 

% 45 47 53 48 

N 17 31 15 63 No 

% 55 53 47 52 

Female 

Total N 31 59 32 122 
 

Altogether 119 male and 123 female PhD students answered the questions. 39% of the men and 
48% of the women have a scholarship, the majority of them had one for 12 or 36 months.  

 

 



 

 
Table 11. “Do you get the support and advice you need from your supervisor?” 
   BME MUG ITU SE TUT OUL URTV Total 

N 22 13 5 1 5 17 3 66 Yes 

% 63 93 38 100 71 55 50 62 

N 13 1 8 0 2 14 3 41 No 

% 37 7 62 0 29 45 50 38 

Male 

Total N 35 14 13 1 7 31 6 107 

N 33 19 11 2 8 12 5 90 Yes 

% 83 70 79 67 100 86 100 81 

N 7 8 3 1 0 2 0 21 No 

% 18 30 21 33 0 14 0 19 

Female 

Total N 40 27 14 3 8 14 5 111 
 

Female respondents consider in a significantly bigger percentage than male ones that they get the 
support they need from their supervisors, which might be a consequence of their lower 
expectations, because it does not seem realistic that they in fact do get much more support than 
men.  

 
Table 12. “Do you see yourself as researcher in 5 years?” 
   BME MUG ITU SE TUT OUL URTV Total 

Male Yes N 20 12 5 0 5 18 5 65 

  % 57 80 38 0 83 62 71 61 

 No N 15 3 8 1 1 11 2 41 

  % 43 20 62 100 17 38 29 39 

 Total N 35 15 13 1 6 29 7 106 

Female Yes N 27 20 8 3 4 8 5 75 

  % 68 77 50 100 50 53 100 66 

 No N 13 6 8 0 4 7 0 38 

  % 33 23 50 0 50 47 0 34 

 Total N 40 26 16 3 8 15 5 113 
 

The answers given about the intentions to continue working as a researcher are similar for both 
sexes; the majority of them see themselves as researchers in 5 years' time as well. It would be 
interesting to compare in a separate research study the processes during the PhD programmes, or 
how many of the students loose their motivation to become a researcher during the doctoral 
course.  

 

 

 



 

 

Careers, promotions 
 

Supervision 
 

As it can be seen in the tables below men tend to supervise more students than women, although 
it has to be taken into account that 189 male respondents are more than 40 years old whereas this 
count is only 159 for women.  

 
Table 13. MA students supervised in the last 5 years 
   BME MUG ITU SE TUT OUL URTV Total 

Male 0 % 49 52 43 60 17 41 26 43 

 1 to 5 % 35 36 40 20 26 30 30 33 

 6 to 10 % 9 5 10 0 35 11 26 12 

 11 to 15 % 2 2 7 0 17 11 7 7 

 More than 15 % 5 5 0 20 4 7 11 6 

 Total N 100 42 30 5 23 98 27 325 

Female 0 % 66 57 46 9 10 65 39 50 

 1 to 5 % 25 32 27 36 55 21 28 30 

 6 to 10 % 3 6 18 32 25 6 22 12 

 11 to 15 % 0 2 2 23 5 3 6 4 

 More than 15 % 6 2 8 0 5 6 6 5 

 Total N 71 82 63 22 20 34 18 310 
 
Table 14. MD students supervised in the last 5 years 
   BME MUG ITU SE TUT OUL URTV Total 
Male 0 % 47 32 55 50 100 73 68 58 
 1 to 5 % 31 42 32 0 0 16 9 24 
 6 to 10 % 9 13 10 17 0 2 14 8 
 11 to 15 % 3 3 0 33 0 2 9 3 
 More than 15 % 10 11 3 0 0 7 0 7 
 Total N 102 38 31 6 19 90 22 308 
Female 0 % 60 59 74 75 94 68 83 67 
 1 to 5 % 28 21 17 25 6 27 17 22 
 6 to 10 % 4 11 7 0 0 0 0 5 
 11 to 15 % 0 3 0 0 0 0 0 1 
 More than 15 % 8 7 2 0 0 5 0 5 
 Total N 72 75 54 4 16 37 18 276 
 
Table 15. PhD students supervised in the last 5 years 
   BME MUG ITU SE TUT OUL URTV Total 
Male 0 % 55 59 51 33 61 54 23 52 

 1 to 5 % 40 37 43 50 30 40 61 41 

 6 to 10 % 5 2 6 0 9 4 13 5 



 

   BME MUG ITU SE TUT OUL URTV Total 
 11 to 15 % 0 0 0 0 0 2 0 1 

 More than 15 % 0 2 0 17 0 0 3 1 

 Total N 102 46 35 6 23 105 31 348 
Female 0 % 67 56 52 46 57 62 56 58 
 1 to 5 % 28 36 39 55 38 33 33 36 
 6 to 10 % 3 5 9 0 5 5 11 5 
 11 to 15 % 1 2 0 0 0 0 0 1 
 More than 15 % 1 1 0 0 0 0 0 1 
 Total N 76 87 64 22 21 39 18 327 
 

Publications 
 

The hypothesis that women publish less than men is substantiated by the results shown in Tables 
16 to 18.  

 
Table 16. Articles published in the last 5 years 
   BME MUG ITU SE TUT OUL URTV Total 
Male 0 % 5 2 5 0 4 6 6 5 

 1 to 5 % 30 51 50 0 54 29 39 37 

 6 to 10 % 22 18 13 33 29 21 21 21 

 11 to 15 % 8 13 5 33 4 12 12 10 

 More than 15 % 35 16 28 33 8 32 21 28 

 Total N 112 55 40 6 24 110 33 380 
Female 0 % 16 8 11 0 5 5 6 9 
 1 to 5 % 45 38 39 74 73 43 78 47 
 6 to 10 % 21 28 27 22 14 31 6 24 
 11 to 15 % 8 8 9 0 5 7 6 7 
 More than 15 % 11 17 14 4 5 14 6 12 
 Total N 83 95 71 27 22 42 18 358 
 
Table 17. Reviews published in the last 5 years 
   BME MUG ITU SE TUT OUL URTV Total 
Male 0 % 49 43 39 17 22 52 41 45 

 1 to 5 % 38 47 47 33 65 41 38 43 

 6 to 10 % 8 8 11 17 9 3 3 7 

 11 to 15 % 1 0 3 17 0 2 7 2 

 More than 15 % 5 2 0 17 4 3 10 4 

 Total N 106 49 36 6 23 106 29 355 
Female 0 % 65 58 56 48 5 77 50 58 
 1 to 5 % 32 36 31 52 90 18 44 37 
 6 to 10 % 1 3 8 0 5 0 0 3 
 11 to 15 % 0 1 3 0 0 0 0 1 
 More than 15 % 1 3 2 0 0 5 6 2 
 Total N 78 81 64 21 19 39 18 320 
 
Table 18. Conference abstracts written in the last 5 years 
   BME MUG ITU SE TUT OUL URTV Total 



 

   BME MUG ITU SE TUT OUL URTV Total 

Male 0 % 11 8 27 17 17 16 10 14 

 1 to 5 % 31 35 35 33 57 30 37 34 

 6 to 10 % 15 17 24 0 9 24 20 18 

 11 to 15 % 15 14 0 0 17 8 10 11 

 More than 15 % 28 27 15 50 0 22 23 23 

 Total N 112 52 34 6 23 98 30 355 

Female 0 % 21 12 11 0 0 15 6 12 

 1 to 5 % 41 33 32 75 76 54 65 44 

 6 to 10 % 13 18 19 21 10 22 18 17 

 11 to 15 % 14 8 11 0 5 0 6 8 

 More than 15 % 11 29 26 4 10 10 6 18 

 Total N 80 93 72 24 21 41 17 348 
 

Employment, promotion 
 

Most of the respondents have a permanent full-time position in one of the universities.  

 
Table 19. Employment status of respondents by country 
  Hungary Austria Turkey Estonia Finland Italy Total 

Permanent position, 
full-time N 111 90 62 29 66 37 395 

Temporary position, 
full-time N 104 51 43 18 55 10 281 

Permanent position, 
part-time N 9 5 3 1 5 2 25 

Temporary position, 
part-time N 15 8 2 0 13 0 38 

Degree student, not 
employed N 3 3 11 0 15 4 36 

Total N 242 157 121 48 154 53 775 
 
Diagram 11. Employment status by gender and university (N male = 389, N female = 373) 
Male: 



 

 

 
Female:  

 

Diagram 11 demonstrates that while in total 56% of men have a permanent full-time position, this 
ratio is only 46% for women. 86% of men and 84% of women work full-time, which seems 
balanced, however, it varies largely by institution and length of contracts. At BME and OUL the 
majority of women have a temporary full-time position, while the majority of male respondents are 
employed with a permanent full-time contract at all universities. 7% of male and 9% of female 
respondents work part-time. There are only male part-time workers at SE, TUT and URTV, only 
female at ITU and of both genders at BME, MUG and OUL.  

 
Table 20. Application for promotion in the past 36 months (“Have you applied for a promotion?”) 
   BME MUG ITU SE TUT OUL URTV Total 

N 30 9 9 2 13 20 7 90 Yes; I have 
succeeded 

% 26 16 22 33 52 18 21 23 

N 8 7 2 0 0 7 0 24 Yes; I did not 
succeed 

% 7 12 5 0 0 6 0 6 

Male 

No N 76 41 30 4 12 83 26 272 
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   BME MUG ITU SE TUT OUL URTV Total 
% 67 72 73 67 48 75 79 70 

Total N 114 57 41 6 25 110 33 386 
N 17 18 12 3 6 3 4 63 Yes; I have 

succeeded % 20 19 17 10 29 7 22 17 
N 6 12 3 0 4 7 0 32 Yes; I did not 

succeed % 7 12 4 0 19 16 0 9 
N 60 67 57 26 11 33 14 268 No 

% 72 69 79 90 52 77 78 74 

Female 

Total N 83 97 72 29 21 43 18 363 
 

Promotions are a key investigation area of gender equality, because the phenomenon of the glass 
ceiling is usually manifested when it comes to hierarchical advancement. Table 20 above indicates 
that 70% of the men and 74% of the women who answered the question did not apply for a 
promotion in the last 36 months. By far the highest proportion of respondents—both women (29%) 
and men (52%)—who did apply and also succeeded at work at TUT. Failed applications constitute 
only 6% among men and 9% among women in total, but this picture is quite diverse in institutional 
breakdown. Men made no unsuccessful applications at SE, TUT and URTV, which result is the 
same for women except for TUT where it is 19%, the highest percentage among all universities. A 
balanced 12% of both male and female respondents failed at promotion at BME and MUG, but at 
BME men outnumber women in successful application, whereas at MUG women have a unique 
3% higher success rate than men. Men have significantly more success in promotion than women 
(more than a 10% lead) at SE, TUT and OUL.  

 
Table 21. Reasons for an unsuccessful application, % of each gender, N= no. of answers to the question  
 Male Female Total N 

Less qualified than other applicants 30 33 31 250 

Poor interview performance 18 17 17 242 

Stereotyped, negative opinions regarding 
your gender 7 20 13 243 

Teaching record not really valued by the 
council 29 30 30 245 

Research record not really valued by the 
council 35 35 35 246 

Administrative work not really valued by the 
council 26 20 23 239 

Student support work (supervising) 16 24 20 232 
 

The perceived reasons for an unsuccessful application differ among male and female respondents 
in some aspects. The answers concerning the evaluation of the interview performance, the 
teaching record and the research record are basically similar regardless of gender. In the 
meantime women perceived stereotyped opinions much more frequently regarding their gender 
and 33% of them felt less qualified than other applicants, which is more than the 30% for men. 6% 
more men than women think that their administrative work was not really valued during the 
promotion process.  

 
Table 22. Reasons for not applying for promotion, % by gender, N= no. of answers to the question  



 

 Male Female Total N 

Satisfied with current position 69 68 69 496 

Did not feel prepared to apply for a more 
senior position 34 47 40 421 

Lack of support from senior staff 27 26 27 406 

Would result in less time for other demands 
in one’s life 31 34 32 402 

Lack of clarity about procedures for 
promotion 22 32 27 397 

Lack of clarity about required criteria for 
promotion 25 35 29 399 

Already in most senior position 33 22 28 433 
 

The majority of both female and male respondents did not apply for promotion because they were 
satisfied with their current position, and they marked the lack of support form senior staff as well in 
similar proportion. There are considerable gender differences in the other reasons listed. Women 
stated more frequently that they did not feel prepared for a more senior position and that the 
promotion procedures and criteria were not clear to them, and a bit more of them marked that it 
would result in less time for other demands in their lives. More male applicants were already in the 
most senior position, which can partly be due to the fact that 112 male respondents were over 50 
and only 72 women.  

 
Table 23. Number of career breaks including doctoral studies 
   BME MUG ITU SE TUT OUL URTV Total 

N 85 39 20 4 24 78 24 274 0 

% 75 70 57 67 96 72 80 73 

N 27 15 13 2 1 23 6 87 1 or 2 

% 24 27 37 33 4 21 20 23 

N 2 2 2 0 0 7 0 13 3 or more 

% 2 4 6 0 0 6 0 4 

Male 

Total N 114 56 35 6 25 108 30 374 
N 53 56 35 14 7 21 7 193 0 

% 62 58 56 54 35 55 44 56 
N 27 32 27 11 12 15 6 130 1 or 2 

% 31 33 43 42 60 39 38 38 
N 6 8 1 1 1 2 3 22 3 or more 

% 7 6 2 4 5 5 19 6 

Female 

Total N 86 96 63 26 20 38 16 345 
 

Career breaks are important in the advancement of a scientist, given that the number of 
publications (or other tangible results like patents, etc.) is crucial in all kinds of evaluations, where 
breaks are usually not taken into account so a period without working can reduce the perceived 
productivity of the researcher, regardless of its reason. A vast majority of male respondents, 73% 
in total, had no career breaks at all, ranging from 57% at ITU to 96% at TUT. Career breaks are 
more frequent among female respondents, even though in total only 44% of them had any. The 



 

only university where more than 50% of women had 1 or 2 career breaks is TUT and the less 
breaks are shown at BME and MUG. As Table 24 indicates the breaks had a negative effect on the 
career of more female than male respondents, but they considered it positive in almost equal 
proportion.  

 

 
Table 24. Influence of career breaks on the career (“Has/Have your career break(s) had an influence on your 
carreer?”) 
   BME MUG ITU SE TUT OUL URTV Total 

N 9 6 1 0 0 14 0 30 Yes; positive 

% 10 13 3 0 0 15 0 9 

N 7 5 6 1 0 0 0 19 Yes; negative 

% 7 11 21 17 0 0 0 6 

N 21 6 8 1 2 15 2 55 No 

% 22 13 28 17 8 16 8 17 

N 57 28 14 4 22 65 24 214 Not applicable 

% 61 62 48 67 92 69 92 67 

Male 

Total N 94 45 29 6 24 94 26 318 
N 6 8 5 0 0 4 1 24 Yes; positive 

% 8 11 10 0 0 11 7 8 
N 9 13 12 5 5 6 6 56 Yes; negative 

% 12 17 25 22 26 16 40 19 
N 21 17 7 6 8 4 2 65 No 

% 27 23 15 26 42 11 13 22 
N 41 37 24 12 6 23 6 149 Not applicable 

% 53 49 50 52 32 62 40 51 

Female 

Total N 77 75 48 23 19 37 15 294 
 

 

Workplace 
 

Administration 
 
Diagram 12. Average share of administrative work in the working time (N male = 312, N female = 292) 
Male: 



 

 
Female: 

 

The share of administrative tasks in the working schedule is an often discussed topic in academia. 
The majority of respondents have less than 25% administration in their workload. Surprisingly male 
respondents seem to spend more time on administrative work than female ones, as indicated by 
Diagram 12.  

 

Working schedule 
 
Table 25. Possibility to take days off (“Do you take days off?”) 

   BME MUG ITU SE TUT OUL URTV Total
Under 

30 
31-
40 

41-
50 Over 50 Total

Not at all N 18 4 7 0 8 6 4 47 6 13 15 12 46 

Sometimes N 78 32 27 6 14 68 22 247 51 72 45 76 244 

Regularly N 18 19 5 0 3 33 5 83 24 29 12 18 83 

Male 

Total N 114 55 39 6 25 107 31 377 81 114 72 106 373 
Female Not at all N 7 10 12 8 3 6 1 47 11 12 11 12 46 
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   BME MUG ITU SE TUT OUL URTV Total
Under 

30 
31-
40 

41-
50 Over 50 Total

Sometimes N 56 63 37 16 16 23 14 225 51 74 57 41 223 
Regularly N 25 24 22 4 2 14 3 94 31 29 18 16 94 
Total N 88 97 71 28 21 43 18 366 93 115 86 69 363 

 

Younger respondents take days off more regularly than older ones, especially men. In general the 
majority of both female and male respondents can take days off sometimes or regularly.  

 
Table 26. Flexible working hours (“Are you given the opportunity of flexible working hours?”) 

   BME MUG ITU SE TUT OUL URTV Total
Under 

30 
31-
40 

41-
50 Over 50 Total

Not at all N 34 9 7 0 7 1 3 61 7 26 17 10 60 

Sometimes N 40 23 16 4 10 32 13 138 20 38 26 52 136 

Regularly N 40 25 17 2 8 77 15 184 55 51 32 45 183 

Male 

Total N 114 57 40 6 25 110 31 383 82 115 75 107 379 

Not at all N 13 11 8 3 3 2 2 42 14 10 11 7 42 

Sometimes N 29 38 30 22 13 17 10 159 27 54 41 35 157 

Regularly N 46 49 35 3 5 24 6 168 52 52 34 29 167 

Female 

Total N 88 98 73 28 21 43 18 369 93 116 86 71 366 
 

In general, women and men have similar access to flexible working hours (Table 26). The highest 
percentage of regular flexible schedule is at OUL, with 70% for men and 56% for women. This 
option is most used by the younger generation, regularly by 67% of male and 56% of female 
respondents under 30, and it is decreasing as the age of the respondents advances.  

 
Table 27. Working from home (“Do you work from home?”) 

   BME MUG ITU SE TUT OUL URTV Total
Under 

30 
31-
40 

41-
50 Over 50 Total

Not at all N 43 18 21 1 6 16 5 110 27 40 22 20 109

Sometimes N 51 33 13 3 14 68 21 203 40 58 38 65 201

Regularly N 19 6 5 2 5 25 6 68 15 17 14 21 67 

Male 

Total N 113 57 39 6 25 109 32 381 82 115 74 106 377
Not at all N 36 25 21 5 1 9 8 105 32 36 24 13 105
Sometimes N 45 54 38 22 17 26 9 211 52 62 51 43 208
Regularly N 7 18 12 1 3 7 1 49 9 16 10 14 49 

Female 

Total N 88 97 71 28 21 42 18 365 93 114 85 70 362
 

In total only a 29% of both genders never works from home, ranging from 54% at ITU to 15% at 
OUL for men and from 44% at URTV to 5% at TUT for women. The most regular homeworkers are 
to be found at more advanced ages in both sexes, with 20% for both men and women over 50. 
More men than women under 30 work from home (18% against 10%).  

 



 

Atmosphere 
 
Table 28. Feeling of isolation from your colleagues 

   BME MUG ITU SE TUT OUL URTV Total
Under 

30 
31-
40 

41-
50 Over 50 Total

Not at all N 59 29 20 5 14 66 19 212 47 66 36 61 210

Sometimes N 48 25 16 1 9 40 7 146 29 45 33 38 145

Regularly N 5 2 3 0 1 3 3 17 6 4 2 5 17 

Male 

Total N 112 56 39 6 24 109 29 375 82 115 71 104 372
Not at all N 51 47 34 8 9 22 10 181 55 54 31 40 180
Sometimes N 32 42 28 18 11 18 7 156 30 50 48 27 155
Regularly N 5 9 8 2 0 2 0 26 6 11 6 2 25 

Female 

Total N 88 98 70 28 20 42 17 363 91 115 85 69 360
 
Table 29. Feeling distanced from your family 

   BME MUG ITU SE TUT OUL URTV Total
Under 

30 
31-
40 

41-
50 Over 50 Total

Not at all N 35 21 21 5 16 57 12 167 39 58 24 44 165

Sometimes N 57 26 12 1 7 48 18 169 33 45 42 48 168

Regularly N 21 9 6 0 1 3 0 40 10 11 7 11 39 

Male 

Total N 113 56 39 6 24 108 30 376 82 114 73 103 372
Not at all N 51 40 33 9 14 23 14 184 53 61 36 32 182
Sometimes N 31 46 35 16 7 16 3 154 31 48 42 32 153
Regularly N 6 12 4 3 1 3 1 30 9 6 8 7 30 

Female 

Total N 88 98 72 28 22 42 18 368 93 115 86 71 365
 

Table 28 indicates that 50% of the women and 43% of the men feel themselves isolated from their 
colleagues at least sometimes. Both men and women in the age group between 41 and 50 feel 
definitely more isolated than those in the other age groups (only 51% and 37% do not feel isolated 
at all). Table 29, however, demonstrates that male respondents feel themselves less distanced 
from their families than women. In both sexes the age group with the highest percentage of 
respondents feeling distanced from their family at least sometimes is the one of 41-50 years (67% 
for men and 58% for women).  

 

Working conditions 
 
Table 30. “How satisfied are you with the infrastructure?” 

   BME MUG ITU SE TUT OUL URTV Total
Under 

30 
31-
40 

41-
50 

Over
50 Total

Not satisfied at all N 9 3 5 1 0 8 2 28 4 9 5 10 28 

Not satisfied N 26 12 15 3 7 24 11 98 15 24 25 33 97 

Satisfied N 73 29 18 2 17 68 18 225 53 67 40 62 222 

Very satisfied N 5 12 2 0 1 10 2 32 8 12 6 6 32 

Male 

Total N 113 56 40 6 25 110 33 383 80 112 76 111 379 



 

   BME MUG ITU SE TUT OUL URTV Total
Under 

30 
31-
40 

41-
50 

Over
50 Total

Not satisfied at all N 6 8 7 7 2 6 1 37 10 11 11 5 37 
Not satisfied N 22 31 26 11 11 14 7 122 27 35 27 31 120 
Satisfied N 50 53 38 11 8 22 9 191 50 60 45 35 190 
Very satisfied N 5 5 1 0 1 0 1 13 4 8 1 0 13 

Female 

Total N 83 97 72 29 22 42 18 363 91 114 84 71 360 
 

Female respondents are less satisfied with the infrastructure than male ones; 56% of them gave a 
positive response as opposed to the 67% for men (Table 30). The highest percentage of satisfied 
respondents among women are clearly at BME (66%) and among men at MUG (73%), at TUT 
(72%) and at OUL (71%). Respondents at SE are the least satisfied compared to the other 
universities. Satisfaction with the infrastructure among respondents decreases as their age 
advances, in the case of women from 59% for respondents under 30 to 49% for those over 50 and 
in that of men from 76% for respondents under 30 to 61% for those over 41.  

 
Table 31. “How satisfied are you with intellectual mentoring?” 

   BME MUG ITU SE TUT OUL URTV Total
Under 

30 
31-
40 

41-
50 

Over
50 Total

Not satisfied at all N 19 3 8 1 0 9 1 41 9 16 10 5 40 

Not satisfied N 27 13 11 1 7 28 7 94 23 26 14 29 92 

Satisfied N 53 35 18 3 16 53 19 197 39 54 41 62 196 

Very satisfied N 9 4 4 1 2 10 2 32 8 16 3 5 32 

Male 

Total N 108 55 41 6 25 100 29 364 79 112 68 101 360 
Not satisfied at all N 11 10 4 2 0 4 0 31 3 9 10 8 30 
Not satisfied N 22 28 21 9 9 10 2 101 21 38 29 12 100 
Satisfied N 46 47 35 17 11 23 10 189 59 51 38 40 188 
Very satisfied N 5 9 11 0 2 5 2 34 8 13 7 6 34 

Female 

Total N 84 94 71 28 22 42 14 355 91 111 84 66 352 
 

The evolution of the opinion of male and female respondents about mentoring is different through 
the various age groups. While men's opinion is increasingly positive from young to older age, 
ranging from 56 to 66%, 74% of women under 30 are satisfied with mentoring, then the percentage 
decreases to 53% in the age group between 41-50 and reaches 70% again for respondents over 
50. Men are most satisfied with mentoring at TUT (72%), URTV (72%) and MUG (71%), women at 
URTV (86%), OUL (67%) and ITU (65%).  

 
Table 32. “How satisfied are you with time available for research?” 

   BME MUG ITU SE TUT OUL URTV Total
Under 

30 
31-
40 

41-
50 

Over 
50 Total

Not satisfied at all N 31 7 12 2 0 14 5 71 11 26 20 13 70 

Not satisfied N 39 20 16 2 6 46 18 147 27 42 28 49 146

Satisfied N 36 26 13 2 14 43 9 143 33 39 26 43 141

Very satisfied N 8 3 0 0 5 8 1 25 9 8 2 6 25 

Male 

Total N 114 56 41 6 25 111 33 386 80 115 76 111 382



 

   BME MUG ITU SE TUT OUL URTV Total
Under 

30 
31-
40 

41-
50 

Over 
50 Total

Not satisfied at all N 15 15 9 5 1 5 0 50 16 12 14 8 50 
Not satisfied N 22 38 41 21 10 18 7 157 19 56 44 35 154
Satisfied N 37 34 19 2 8 19 9 128 46 33 23 26 128
Very satisfied N 13 11 4 0 3 0 2 33 12 15 4 2 33 

Female 

Total N 87 98 73 28 22 42 18 368 93 116 85 71 365
 

Most of the respondents are not satisfied with the time they have for research; however, with 
considerable differences regarding universities though. The most satisfied male respondents are at 
TUT (76% of the answers positive) and at MUG (52%), and the females at URTV (61%) and at 
BME (57%). Respondents under 30 are more satisfied with the time they have for research than 
the other age groups.   

 
Table 33. “How satisfied are you with funding?” 

   BME MUG ITU SE TUT OUL URTV Total 
Under 

30 
31-
40 

41-
50

Over 
50 Total

Not satisfied at all N 18 9 15 3 2 21 7 75 11 30 15 18 74 

Not satisfied N 58 20 18 1 16 61 14 188 35 48 44 59 186

Satisfied N 31 24 7 2 4 24 9 101 31 29 14 26 100

Very satisfied N 3 1 1 0 3 1 2 11 2 4 1 4 11 

Male 

Total N 110 54 41 6 25 107 32 375 79 111 74 107 371
Not satisfied at all N 23 37 25 5 3 10 3 106 29 29 24 20 105
Not satisfied N 31 40 35 22 16 22 8 174 40 53 43 36 172
Satisfied N 26 18 10 1 2 8 5 70 22 23 12 13 70 
Very satisfied N 6 3 0 0 1 1 1 12 1 8 3 0 12 

Female 

Total N 86 98 70 28 22 41 17 362 92 113 85 69 359
 

The vast majority of respondents, 70% of men and 77% of women are not satisfied with the 
funding conditions of their work. The most satisfied male respondents are at MUG (46% satisfied) 
and the females at BME (37%). 

 

 

Financial issues, competition 
 

Reactions were quite balanced to the question about what factors would improve the situation of 
applicants for research funding. The following percentages represent the answers that state the 
measure effective or very effective.  

 



 

Diagram 13. Measures to improve competitiveness for research funding 

 

Participation in national programmes 
 

Tables 34 to 37 show the respondents' participation in national projects. Half of the respondents 
are employed in a national project, but 10% more men than women are team leaders in a national 
project. 66% of male and 57% of female respondents have applied for a national project. Men's 
success rate is 8% higher than women's. Men are the most successful at URTV and women at 
ITU.  

 
Table 34. “Are you currently a team leader of a national project?” 
   BME MUG ITU SE TUT OUL URTV Total 

Yes % 34 32 26 50 20 34 36 32 

No % 66 68 74 50 80 66 64 68 

Male 

Total N 114 57 42 6 25 112 33 389 
Yes % 19 27 29 7 23 19 12 22 
No % 81 74 71 93 77 81 88 78 

Female 

Total N 85 98 76 29 22 42 17 369 
 
Table 35. “Are you currently employed in a national project?” 
   BME MUG ITU SE TUT OUL URTV Total 

Yes % 49 54 45 60 76 47 44 50 

No % 51 46 55 40 24 53 56 50 

Male 

Total N 115 57 42 5 25 111 32 387 
Yes % 44 50 57 62 64 48 71 52 
No % 56 51 43 38 36 52 29 48 

Female 

Total N 87 97 76 29 22 42 17 370 
 
Table 36. “Have you ever applied for a national project?” 
   BME MUG ITU SE TUT OUL URTV Total 

Yes % 65 64 62 80 58 71 65 66 Male 

No % 35 36 38 20 42 30 36 34 

Less administration
Improved infrastructure

Internal collaboration
International cooperation

Less teaching
Experience abroad

Clearer application procedures

0

10
20
30
40
50
60
70
80
90

100

84 83
89 88

47

87

79
84

92
88 91

66

91
87

84
87 89 90

56

89
83

Male Female Total

%



 

Total N 114 56 42 5 24 112 31 384 
Yes % 49 61 67 41 68 57 50 57 
No % 51 39 33 59 32 43 50 43 

Female 

Total N 86 97 75 29 22 42 18 369 
 
Table 37. “Have you been successful in applying for a national project?” 
   BME MUG ITU SE TUT OUL URTV Total 

Yes % 59 55 63 60 56 62 72 60 

No % 41 45 37 40 44 38 28 40 

Male 

Total N 111 53 41 5 25 110 32 377 
Yes % 40 54 64 41 59 53 59 52 
No % 61 46 36 59 41 48 41 48 

Female 

Total N 86 93 72 27 22 40 17 357 

Participation in international programmes 
 

Nowadays international cooperation in science is indispensable to be competitive as a researcher. 
The following data describes the activity of respondents in international projects.  

 
Table 38. “Are you currently a team leader of an international project?” 

   BME MUG ITU SE TUT OUL URTV Total 
Yes % 13 11 7 40 12 16 6 13 

No % 87 89 93 60 88 84 94 88 

Male 

Total N 111 56 41 5 25 112 33 383 
Yes % 2 12 8 0 5 7 6 7 
No % 98 88 92 100 96 93 94 93 

Female 

Total N 88 98 76 29 22 41 17 371 
 
Table 39. “Are you currently employed in an international project?” 

   BME MUG ITU SE TUT OUL URTV Total 
Yes % 29 44 31 60 67 34 30 36 

No % 71 56 69 40 33 66 70 64 

Male 

Total N 114 57 42 5 24 111 33 386 
Yes % 30 32 46 31 50 28 50 36 
No % 70 68 54 69 50 72 50 64 

Female 

Total N 87 99 76 29 22 43 16 372 
 

On average only 7% of female and 13% of male respondents are leaders of an international 
project. MUG has by far the highest proportion of female project leaders, and the proportions are 
the lowest in Hungary. 36% of both women and men that answered the question are employed in 
an international project; men have the highest ratio at TUT, SE (out of 5 respondents only) and 
MUG, while women at TUT, URTV and ITU.  

 
Table 40. “Have you ever applied for an international project?” 



 

   BME MUG ITU SE TUT OUL URTV Total 
Yes % 49 52 48 60 56 52 58 51 

No % 51 48 52 40 44 48 42 49 

Male 

Total N 110 56 42 5 25 112 31 381 
Yes % 33 36 43 31 68 48 33 39 
No % 67 64 57 69 32 52 67 61 

Female 

Total N 87 98 75 29 22 42 18 371 
 
Table 41. “Have you been successful in applying for an international project?” 

   BME MUG ITU SE TUT OUL URTV Total 

Yes % 43 36 42 50 44 45 61 44 

No % 57 64 58 50 56 56 39 56 

Male 

Total N 110 53 38 6 25 110 33 375 

Yes % 28 29 43 25 38 40 24 33 

No % 72 71 57 75 62 60 77 67 

Female 

Total N 82 91 68 28 21 40 17 347 
 

Significantly more men than women have submitted international proposals on average, but at TUT 
this ratio is reversed and 12% more women than men have done so. Women are the most diligent 
in this sense at TUT, followed by OUL, and men at SE (out of 5 respondents only) and URTV. 
There is less gender difference in success rates than in submissions, men are in total 11% more 
successful than women, which means a bigger gap than in the case of national proposals. The 
highest proportion of successful male applicants are at URTV and the female ones at ITU, just as 
in the case of national projects.  

 

 

Success factors in science 
 

The following diagrams illustrate the assessment of the importance of some selected factors of 
success in science, showing the proportions of the answers stating them important or most 
important.  

 
Diagram 14. Success factor in science by country 



 

 

Diligence, a professional and supporting workplace, the quality of supervision, excellent networks 
and good academic environment are considered very important in all partner countries, gathering 
more than 90% of positive answers, followed by talent with 87%. Talent is considered valuable in 
the highest proportion among Italians, the Finnish and Estonians, while diligence by Estonians, 
Turks, Austrians and Hungarians. Financial conditions also play an important role according to the 
majority of respondents in each country. Good family background is perceived important mainly in 
Estonia and Italy, followed by Finland. Less importance was given to the participation in national 
policy-making in each country.  

 
Diagram 15. Success factor in science by gender 

 

Women and men have a similar opinion about the importance of the factors listed, although a 
bigger part of female than male respondents consider almost all factors important. The only 
significant differences (more than 5%) are concerning family background, which is much more 
important according to men, and the excellent networks, which are considered more important by 
female respondents.  
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Promotion mechanisms of gender equality 
 
Table 42. Opinions stating the measure effective or very effective (N=number of respondents) 
   BME MUG ITU SE TUT OUL URTV Total 

% 57 63 65 40 43 38 26 51 Male 

N 81 38 31 5 21 58 19 253 

% 50 58 40 31 33 43 75 48 

Gender awareness 
programmes 

Female 

N 68 72 57 26 21 28 12 284 

% 40 33 39 50 35 18 21 33 Male 

N 84 36 31 6 20 56 19 252 

% 45 40 36 44 32 42 64 41 

Gender exclusive 
networks 

Female 

N 66 73 56 25 22 26 11 279 

% 45 39 40 67 71 30 45 43 Male 

N 85 36 30 6 21 63 20 261 

% 59 52 55 79 77 53 73 60 

Gender exclusive 
grants 

Female 

N 69 73 56 24 22 30 11 285 

% 83 98 79 83 100 80 78 85 Male 

N 90 45 34 6 22 76 23 296 

% 87 89 81 96 95 91 77 88 

Improved flexibility of 
work practices 

Female 

N 76 82 63 26 22 33 13 315 

% 89 93 85 100 100 82 92 89 Male 

N 91 45 34 6 22 76 25 299 

% 82 86 83 100 90 85 92 86 

Improved child-care 
facilities 

Female 

N 76 87 64 23 21 33 12 316 

% 66 69 55 75 57 44 29 56 Male 

N 79 36 31 4 21 62 21 254 

% 64 66 55 46 57 65 60 61 

Formal mentoring 
schemes 

Female 

N 69 74 56 26 21 31 10 287 

% 22 38 25 50 76 18 43 30 Male 

N 86 40 32 6 21 62 21 268 

% 44 49 49 70 86 39 88 53 

Gender quotas 

Female 

N 68 74 53 27 21 28 8 279 

% 61 67 90 100 100 65 60 70 Male 

N 82 42 30 4 21 62 20 261 

% 80 74 71 85 86 86 91 78 

Greater transparency 
of internal workload 

Female 

N 71 82 62 26 21 28 11 301 

Greater transparency 
f ll ti

Male % 65 60 78 100 100 56 65 67 



 

   BME MUG ITU SE TUT OUL URTV Total 

N 78 42 32 5 21 64 20 262 

% 81 73 77 72 90 89 100 79 Female 

N 69 80 62 25 21 27 11 295 
 

Gender awareness programmes are considered an effective measure for promoting gender 
equality by half of the respondents. Gender exclusive networks do not seem to be popular for 
either sex, but gender exclusive grants are effective according to 60% of female respondents. The 
two measures that received more than 80% by both women and men are the improved flexibility of 
work practices and the improved child-care facilities, the latter being the best measure according to 
women and men alike: 47.2% of women and 41.5% of men consider it very effective. More than 
half of both female and male respondents think that formal mentoring schemes are effective. 70% 
of male respondents say that gender quotas are not effective, nonetheless the result changes from 
university to university, from 24% at TUT to 82% at OUL. On the other hand, 53% of female 
respondents find gender quotas effective, ranging from 39% at OUL to 88% at URTV. This 
outcome about gender quotas is very interesting, especially because the Scandinavian 
respondents are the ones that value this measure the least, as they may have the longest 
experience with it. Gender transparency of the internal workload and of resource allocation is seen 
positively by the respondents, but not to the same extent. Workload transparency is effective 
according to 78% of women (the lowest is 71% for ITU and the highest 91% for URTV) and 70% of 
men (60% for URTV – 100% for SE and TUT). Transparent resource allocation is believed efficient 
by 67% of the male and 79% of the female respondents.  

 

 

Private life, work-life balance 
 

Only 18 (4.7%) out of 382 male respondents and 13 (3.6%) out of 366 female respondents belong 
to an ethnic minority.  

 
Table 43. Marital status of respondents 
  BME MUG ITU SE TUT OUL URTV Total 

N 14 11 16 2 5 15 5 68 Unmarried, single 

% 12 19 38 33 20 14 15 18 
N 17 13 1 0 4 15 1 51 Unmarried, living 

with partner % 15 22 2 0 16 14 3 13 
N 74 32 25 4 15 76 24 250 Married 

% 66 55 60 67 60 69 73 65 
N 1 0 0 0 0 0 0 1 Married, separated 

% 1 0 0 0 0 0 0 0 
N 3 1 0 0 1 2 1 8 Divorced, living 

alone % 3 2 0 0 4 2 3 2 
N 4 1 0 0 0 0 2 7 Divorced, living with 

partner % 4 2 0 0 0 0 6 2 

Male 

Widowed, living 
alone

N 0 0 0 0 0 1 0 1 



 

  BME MUG ITU SE TUT OUL URTV Total 
% 0 0 0 0 0 1 0 0 
N 0 0 0 0 0 1 0 1 Widowed, living with 

partner % 0 0 0 0 0 1 0 0 
Total N 113 58 42 6 25 110 33 387 

N 12 26 18 7 9 9 6 87 Unmarried, single 

% 14 26 24 27 41 21 33 24 
N 23 16 4 2 1 7 1 54 Unmarried, living 

with partner % 27 16 5 8 5 16 6 15 
N 38 47 44 9 7 24 6 175 Married 

% 44 48 59 35 32 56 33 47 
N 2 3 0 1 0 0 1 7 Married, separated 

% 2 3 0 4 0 0 6 2 
N 8 6 5 6 4 2 4 35 Divorced, living 

alone % 9 6 7 23 18 5 22 10 
N 2 1 1 1 0 0 0 5 Divorced, living with 

partner % 2 1 1 4 0 0 0 1 
N 1 0 2 0 1 1 0 5 Widowed, living 

alone % 1 0 3 0 5 2 0 1 
N 0 0 1 0 0 0 0 1 Widowed, living with 

partner % 0 0 1 0 0 0 0 0 

Female 

Total N 86 99 75 26 22 43 18 369 
 

There are some significant gender differences concerning the marital status of the respondents. 
The proportion of unmarried, single respondents is 6% higher, in total 23.6% among women than 
among men. 13.2% of male and 14.6% of female respondents are unmarried but living with a 
partner. Married people constitute 47.4% of female and 64.6% of male respondents, while those 
divorced and living alone are 9.5% among women and only 2.1% among men. Mentioning the 
extremes single women are 41% of respondents from TUT but only 14% of those from BME, and 
men 38% from ITU and 12% from BME, whereas the pool of married is 59% of female respondents 
from ITU and merely 32% of women from TUT, while 73% of the male respondents from URTV 
and 55% from MUG. MUG has the highest proportion (22.4%) of male respondents living with a 
partner without marriage and BME the same for women (26.7%). Divorce among women is the 
most frequent at SE and among men at BME. 

 

Diagram 16 clearly illustrates that in total more male than female respondents have children. The 
only university where a higher proportion of female than male respondents have children is ITU.  

 
Diagram 16. Percentage of respondents having children (N male = 382, N female = 365) 



 

 

Comparing the results by age group (Table 44) it comes out that already under 30 more male than 
female respondents have children (17% versus 14%), in the age group between 31-40 years the 
difference grows to 17%, in the age group between 41-50 it is 19% and above 50 9%. Hopefully 
the smaller difference in the age group 31-40 compared to that in 41-50 means that the gap might 
be slowly closing.  

 
Table 44. Respondents having children by age group 
   Under 30 31-40 41-50 Over 50 Total 

N 14 71 59 102 246 Yes 

% 17 63 81 93 65 

N 68 42 14 8 132 No 

% 83 37 19 7 35 

Male 

Total N 82 113 73 110 378 
N 13 52 52 59 176 Yes 

% 14 46 62 84 49 
N 81 62 32 11 186 No 

% 86 54 38 16 51 

Female 

Total N 94 114 84 70 362 
 
Table 45. “Family responsibilities prevent me from spending as much time on my work/studies as I would like 
to.” 
   BME MUG ITU SE TUT OUL URTV Total 

N 5 0 2 0 0 1 0 8 Agrees strongly 

% 4 0 5 0 0 1 0 2 

N 17 9 6 0 1 22 6 61 Agrees 

% 15 17 14 0 4 20 19 16 

N 27 16 9 4 2 24 9 91 

Male 

Neither agrees, 
nor disagrees 

% 24 30 21 67 8 22 28 24 
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   BME MUG ITU SE TUT OUL URTV Total 
N 45 18 16 1 10 49 11 150 Disagrees 

% 40 34 38 17 40 45 34 39
N 15 5 5 1 11 8 1 46 Disagrees 

strongly 
% 13 9 12 17 44 7 3 12
N 5 5 4 0 1 6 5 26 NA 

% 4 9 10 0 4 6 16 7
Total N 114 53 42 6 25 110 32 382 

N 1 9 7 5 0 2 2 26 Agrees strongly 

% 1 9 9 18 0 5 11 7 
N 19 16 16 7 6 12 6 82 Agrees 

% 22 16 21 25 27 28 33 22 
N 19 21 23 1 3 7 2 76 Neither agrees, 

nor disagrees % 22 21 31 4 14 16 11 20 
N 37 34 25 14 8 12 6 136 Disagrees 

% 43 34 33 50 36 28 33 37 
N 8 15 3 1 5 6 1 39 Disagrees strongly 

% 9 15 4 4 23 14 6 11 
N 3 4 1 0 0 4 1 13 NA 

% 3 4 1 0 0 9 6 4 

Female 

Total N 87 99 75 28 22 43 18 372 
 

18% of male and 29% of female respondents agree with the statement that family responsibilities 
prevent them from spending as much time on their work/studies as they would like to, which points 
out that women still bear more family/household burden than men.  

 
Table 46. “My work/studies prevent me from spending as much time with my family as I would like to.” 
   BME MUG ITU SE TUT OUL URTV Total 

N 22 8 6 0 0 10 2 48 Agrees 
strongly 

% 19 14 14 0 0 9 6 12 

N 41 21 15 2 3 40 11 133 Agrees 

% 36 37 36 33 12 36 34 35 

N 24 10 4 2 3 29 8 80 Neither 
agrees, nor 
disagrees % 21 18 10 33 12 26 25 21 

N 18 14 12 0 10 23 6 83 Disagrees 

% 16 25 29 0 40 21 19 22 

N 6 1 2 1 8 4 2 24 Disagrees 
strongly 

% 5 2 5 17 32 4 6 6 

Male 

NA N 3 3 3 1 1 4 3 18 



 

   BME MUG ITU SE TUT OUL URTV Total 

% 3 5 7 17 4 4 9 5 

 Total N 114 57 42 6 25 110 32 386 

N 8 11 9 5 1 4 0 38 Agrees 
strongly 

% 9 11 12 17 5 9 0 10 

N 29 35 24 6 8 11 7 120 Agrees 

% 33 35 32 21 36 26 39 32 

N 18 25 24 3 3 14 7 94 Neither 
agrees, nor 
disagrees % 21 25 32 10 14 33 39 25 

N 25 22 15 8 5 10 3 88 Disagrees 

% 29 22 20 28 23 23 17 24 

N 6 4 3 7 5 1 1 27 Disagrees 
strongly 

% 7 4 4 24 23 2 6 7 

N 1 2 0 0 0 3 0 6 

Female 

NA 

% 1 2 0 0 0 7 0 2 

 Total N 87 99 75 29 22 43 18 373 
 

47% of male and 42% of female respondents agree with the statement that their work/studies 
prevent them from spending as much time with their families as they would like to. This outcome, 
added to the previous one, shows that while most of the men feel the pressure of the second 
statement only, women tend to suffer from both phenomena.  

 

Surprisingly a higher percentage of male than female respondents with children (23% versus 19%, 
no. of male = 237, no. of female = 171) stated that they did not get the child-care they needed 
during the past year, 28% of men and 42% of women did get it, and for the rest of the respondents 
it was not applicable.  

 

 

Connection between family and success 
 

Investigating some factors of success among the respondents over 40 (348 people) in light of 
having a family brought some interesting results.  

 
Table 47. “Have you been successful in applying for an international project?” 

   Has children 
Does not have 

children Total 
N 98 7 105 Yes 

% 64 35 60 

Male 

No N 56 13 69 



 

% 36 65 40 

Total N 154 20 174 
N 46 15 61 Yes 

% 45 39 43 
N 56 24 80 No 

% 55 62 57 

Female 

Total N 102 39 141 
 

A higher percentage of both men and women with children have had a successful international 
project application compared to those not having family.  

 

 

 

 
Table 48. “Are you currently a team leader of an international project?” 

   Has children 
Does not have 

children Total 
N 22 4 26 Yes 

% 14 18 14 

N 136 18 154 No 

% 86 82 86 

Male 

Total N 158 22 180 
N 12 2 14 Yes 

% 11 5 9 
N 96 40 136 No 

% 89 95 91 

Female 

Total N 108 42 150 
 

Slightly fewer male respondents with children are team leaders of an international project than 
those without children, but for women it is the other way round.  

 
Table 49. PhD students supervised in the last 5 years 

   Has children
Does not have 

children Total 
N 44 6 50 0 

% 30 30 30 

N 85 11 96 1 to 5 

% 58 55 58 

N 15 1 16 6 to 10 

% 10 5 10 

Male 

11 to 15 N 0 1 1 



 

% 0 5 1 

N 2 1 3 More than 
15 

% 1 5 2 

Total N 146 20 166 
N 33 11 44 0 

% 33 31 32 
N 55 20 75 1 to 5 

% 55 56 55 
N 9 4 13 6 to 10 

% 9 11 10 
N 2 1 3 11 to 15 

% 2 3 2 
N 2 0 2 More than 15

% 2 0 2 

Female 

Total N 101 36 137 
 

There seems to be no big correlation between having a family and the number of PhD students 
supervised neither in the case of men, nor in that of women. 

 
Table 50. Articles published in the last 5 years 

   
Has 

children 
Does not have 

children Total 

N 3 2 5 0 

% 2 9 3 

N 53 7 60 1 to 5 

% 33 32 33 

N 31 3 34 6 to 10 

% 19 14 19 

N 15 4 19 11 to 15 

% 9 18 10 

N 58 6 64 More than 
15 

% 36 27 35 

Male 

Total N 160 22 182 

N 6 0 6 0 

% 6 0 4 

N 35 20 55 1 to 5 

% 33 48 37 

N 28 15 43 

Female 

6 to 10 

% 27 36 29 



 

   
Has 

children 
Does not have 

children Total 

N 10 2 12 11 to 15 

% 10 5 8 

N 26 5 31 More than 15

% 25 12 21 

Total N 105 42 147 
 

Male respondents having children definitely publish more than those not having any. There are no 
female respondents without children who did not publish in the past 5 years. There is a higher 
proportion of women without children among those who published 1 to 10 articles in the past 5 
years, but a lower proportion of them than that of women with children published more than 10. All 
this means that having children and family might increase productivity in publishing.   

 

 



 

3.6 Interviews 
 

The interview survey had two main objectives:  

• Typifying the career paths and promotion prospects of academic staff working in the 
technical and medical education and research at the partner universities; 

• Try and test the method of qualitative life trajectory interview on the given target population 
and in the given field.  

 

114 interviews were made in the project. All partners made 16 interviews except for the University 
of Oulu – the Finnish partner made two additional ones as well. The aim was to map the university 
academic staff by gender, age and position. These aspects could not be followed in all the cases, 
but all partners made an effort to do so.  

 
Table 47. Interviews made by each partner 

Age Grade Female Male Position 

D 1 1 Assistant / junior research fellow Up to 35 

D 1 1 Assistant / junior research fellow 

A 1 1 Professor 

B 1 1 Associated professor / senior research fellow 

B 1 1 Associated professor / senior research fellow 

C 1 1 Assistant professor / lecturer / research fellow 

36 to 55 

C 1 1 Assistant professor / lecturer / research fellow 

Over 55 A 1 1 Professor 

Total  8 8  

 

 

Career path 
 

According to the interviews, the following types of career path may be traced at the partner 
universities: 

1. Careers successful in all intents and purposes, scientific degrees and promotions, 
advancement coming in due time. The balance between publications, tenders and tutorial 
activity is satisfactory. Stable family background. It is independent from gender, but naturally 
more men belong to this category than women simply because there are more men than 
women among tutors. 

2. Although scientific degrees are attained in due time, career advancement is slower or hindered. 
We found two subcategories: 

a. The tutor is satisfied with the level he or she could reach and is not interested in further 
advancement. It is independent from gender. 

b. The tutor intends to get further in the hierarchy, but she/he simply runs into a wall, and 
does not even have an idea whom to turn to. This type is represented by the group of 
young tutors under 35 – both men and women.  



 

3. This type is made up of those who do not aspire either to executive positions or scientific 
honours, but have good industrial connections or hold a position at a company where they are 
able to realise their achievements. We could find only men in this category.  

4. A different kind of career path can be found among some male and female researchers who 
continued their studies after having worked 10-20 years in non-academic professions after 
graduating from a vocational school or university. The interest and possibility of post-graduate 
studies and a university career arose years after the basic degree.  

5. There have been interviews made at all partner universities with women whose studies and 
university career slowed down due to family reasons; however, there were no men that alluded 
to their family responsibilities when speaking about the decline in their scientific career.  

6. A special sort of career path is the interrupted one. The researchers of Tallinn Technical 
University drew the partners' attention to this type, which has developed due to the change of 
regimes in Eastern Europe in 1990-1991. Many currently middle-aged (over 50) academic staff 
working at the university, either in research or teaching or both, who had been caught in the 
middle of the societal transformation and the subsequent restructuring of the academic system, 
which had resulted in uncompleted dissertations and the emerging need for reworking their 
manuscripts. It has to be noted that all dissertations defended in the Soviet system as 
Candidate of Sciences were qualified in the new academic system as equal to a PhD. This did 
not concern the almost finished manuscripts, which qualified only for a master's degree in the 
new system. This restructuring certainly affected individual paths by the postponement of the 
defence and sometimes discontinuation. 

 

The career paths and conditions of the interviewed people were different, but the interest for their 
own field was common in all cases.  

 

There seems to be a clear division of academic responsibilities in the schools of engineering under 
observation, prioritising either teaching or research. The current perception and future vision of the 
position and related tasks or ambitions depend on this division. The first group focuses on 
developing the teaching skills and methods, the second is devoted to scientific research on 
particular topics shared in research teams. The higher the academic (and managerial) position, the 
wider is the scope of responsibilities, including those of academic performance, supervision of PhD 
students, working on research strategies and funding schemes, integration into prioritised fields of 
research and recruiting new members as well as shaping the academic atmosphere and social 
climate of institutes and teams. 

Present position  
 

The majority of the interviewees are satisfied with their present position. Some of the female 
interviewees admitted that they faced a lot of difficulties to achieve the position they are holding at 
the moment. Numerous men and women mentioned the fixed-term contracts as an obstacle. 
Fixed-term contracting has a negative effect on the career progress and on one’s concept of the 
university career as a career choice. Fixed-term contracts mean a weak position in the labour 
market, and they deprive people of having the basis of the long-term research work that is 
necessary for scientific qualification. In addition to fixed-term contracts the lack of research 
positions and funding was experienced as generally problematic. The lack of funding has been and 
still is a big obstacle in career progress and education especially after obtaining the PhD. One of 
the women described the system as interesting: a huge number of doctors is produced, but 
afterwards there is nothing between the post-doctoral positions and professorship (the post-
doctoral posts are available only soon after the dissertation). The lack of positions, the fragmentary 
funding and the uncertainty of the future set special challenges for family planning, although the 



 

attitude towards e.g. maternity leaves during post-graduate studies has become more permissive 
in the past 15 years.  

 

 

Access to resources  
 

Some interviewees of each partner university complained about low salaries. One of the young 
Hungarian female lecturers just about to attain her PhD degree is uncertain about her future: “I 
think about my future years a lot. To tell you the truth, the Faculty is in a really bad financial 
situation and the salary they are able to offer is horribly low. Sometimes I would like to stay but 
sometimes I would like to go.” One Italian female associate professor said that the wage was not 
coordinated with the effort, commitment and engagement that the job demands. At the 
Semmelweis University one of the main reasons to leave the field of medical research was that 
researchers must find better-paid jobs. This job would often be research as well, only not at a state 
university but at an influential pharmaceutical company. 

 

In the Estonian partner's opinion one of the greatest problems in recruiting young academics in the 
field is the salary policy, which cannot keep pace with the salaries offered in the private sector that 
became increasingly involved in research not as a client for academic universities but rather as a 
competitor. Staff at public universities are forced to sell their labour force to different academic 
institutions in order to earn a decent income; they also work on individual contracts in projects as 
the university taxes institutional projects far too highly, resulting in a lack of motivation of individual 
researchers to be affiliated to the university. Inadequate salary policy concerns particularly young 
researchers and PhD students. 

 

The opinion of a successful Hungarian female associate professor is the following: “I do not get 
any kind of support from my workplace, I have to raise everything somehow on my own. I have 
never enjoyed professional support and I have never ever had a supervisor since my PhD degree. 
No one has ever paved the way for me, so my life has been quite full of struggles. My salary is 
guaranteed, but that’s all we have the money for; but this is not only about me, this is the 
Hungarian reality at the moment, where we have to fight for everything.”  

 

Nearly everybody sees tender competitions as the most important way of gaining the sources 
necessary for researches.  

“I can publish if I work, and I can work if I have the money for that, and I have the money, if I 
compete. Since we keep submitting tender applications, thankfully we have enough money, so it 
does not constitute a problem” – answered one of the Hungarian female associate professors 
adding: “Moreover, since we have been participating EU tenders, we have made a positive point in 
all the tenders, because you can find WOMEN in capital letters in the Gender Issues part.”  

 

“Position alone does not ensure appropriate financial resources. You can only gain the financial 
resources you need if you scrape it out for yourself. It is extremely hard to get the money for the 
research. You must apply for tenders; this is the only way to get financial support. I enjoy holding 
lectures abroad and achieving scientific results. What I like the least is the constant hunt for 
money. Especially in the case of the money that might be spent on education, because tender 
resources are not allowed to be spent on educational aims. In order to catch up with the state-of-
the art level you must beg for donations. 30% of my daily routine consists of searching for sources 
for education” – declared another Hungarian female professor, head of department.  



 

 

Only female interviewees from MUG mentioned that they had access to all meetings and 
conferences (three times, although two had to pay for them themselves), good access to all 
resources, good access to materials and equipment, easy access to books and literature and a 
good network.  

 

Problems include access to funding and problems with funding, other financial problems such as a 
lack of financial support from their institute and a lack of pharmaceutical companies backing their 
research, problems with the office space (not suitable or hard to get), bureaucracy for getting 
material and equipment, bad organisation and lack of information. 

 

The male interviewees from MUG mentioned that access to resources was limited due to 
bureaucracy, lack of money for research, lack of time, short business hours of the library, bad 
information flow, limited workspace, difficulties to find good cooperation partners within the 
university, difficulties in accessing material (including biological material from patients), bad PC 
equipment and problems with getting funds. Three men mentioned that they had very good access 
to resources. One considers the access to the clinic as a privilege for a natural scientist at a 
medical college. Only one man said that he had very good equipment from the university. 

 

Most of the interviewees from the ITU stated that they had no difficulty obtaining necessary 
resources for their academic activities. Some of them pointed out that ITU had rich human 
resources, an excellent library and IT systems which were compatible with counterparts all over the 
world. It is believed that access to financial resources has become easier and spatial conditions 
and infrastructure have become much better since 1995. There is still extensive need for external 
research funding. 

 

It was not mentioned that it was harder for women than for men to acquire resources, but both men 
and women pointed out that the work (both the administrative tasks and others like planning, 
management, etc.) to be invested in proposals is difficult for them and takes time away from 
research.  

 

 

Publications  
 

Generally all the interviewees mentioned that their publications are the results of teamwork, which 
means co-authorship.  

 

Some mentioned problems with English, others that publishing was always difficult and exhausting. 
The biggest problem highlighted was the lack of time. Research, teaching and other responsibilities 
take up so much time that there is not enough material or time to write as much as researchers are 
expected to. 

 

Some researchers consider publications a kind of measure, but they should be very cautious with 
it; in particular, the number of publications in itself can be deceptive. The quality of the 
publications—among a lot of other things—is more important. Someone might publish fewer 



 

articles, but might put very good questions and give great ideas to others, which can also be most 
useful. So the demand for publications makes the quality suffer.  

 

No gender differences emerged in the interviews concerning publications, all the thoughts were 
essentially similar.  

 

 

Work-life balance  
 

The greatest difference between genders could be found in the attitudes towards the family and 
the balance between family and work. When speaking about their private life nearly everybody 
mentioned the importance of family. Women emphasised those who helped them so that they 
could successfully advance in their careers while giving birth to and bringing up their children and 
the ways they did so. The balancing of work and other areas of life is the simplest among women 
who do not have children or elderly to take care of, or among men who do not have families.  

 

With children the balancing requires a constant effort and good networks to succeed. Some 
women noted that the return from maternity leave is not always simple from the point of view of an 
individual female researcher or her work community. The household responsibilities are in general 
shared, but women do more housework and spend more time on domestic issues. Women who 
live in a relationship said that they received support from their partner. Most of the family men said 
that they participate in the household, but the tendency is that women work more in this sphere. On 
the other hand, men stressed the sacrifice of their wives in favour of their families. Nearly 
everybody marked it as a conflict source that they felt their family was neglected because of their 
work. 

 

Most of the women researchers who decided to have a child did research and wrote and published 
articles while they were on maternity leave. It shows that it is more difficult for women to reconcile 
the private and working life than it is for men.  

 

The female researchers of MUG raised another problem: researchers are expected to work more 
than normal office hours and that too much work prevents them from having a normal family life. 
They suggested to have flexible child-care and day-care facilities inside the campus of the 
university and flexible working hours. The biggest problems of the male researchers of MUG were 
the lack of time for the family and themselves and having to work extra hours. Some had to cut 
back on the time they could devote to their family. One wanted more time for science. They 
suggested flexible working hours, assistants that would help them with administrative and 
organisational work and child-care centres. 

 

For young female researchers working at medical universities the long working hours and the 
weekend work shifts make it difficult to find partners because they have little free time for private 
life, friends and entertainment. For young women with a spouse the greatest dilemma is whether to 
assume the responsibility of having a child or to delay it. They try to find a time for having a child 
during a period when their career break would be minimal. Some respondents found their PhD 
studies to be the optimal period while others consider the PhD degree as the condition of having a 
child.  

 



 

All interviewees of ITU stated that they established a good balance between their professional life 
and personal life. Female academics share all the responsibilities with their husbands but when it 
comes to child-care it is women’s responsibility along with professional or family support. Male 
academics having a working wife find themselves in a similar situation as female academics. But if 
their wife is not working they have no responsibility for child-care and household duties.  

 

The importance of finding other activities that can relax the person was mentioned by a lot of male 
and female professors from several regions of the EU, as it makes being a good scientist rather 
difficult if one cannot vent the stress while living under the pressure of the existing problems and 
finding possible solutions for them. Nevertheless, only a few interviewees connected other aspects 
to work-life balance than the question of one’s family.  

 

 

Critical areas  
 

Regarding the equal opportunities of men and women, men mainly consider opportunities equal. 
Academics do not openly recognise gender differences in the chances of building a successful 
academic career. However, through a closer analysis of the interviews it becomes apparent that 
gender stereotypes still exist in terms of the traditional roles in the family and the professional 
hierarchy. Neither female nor male interviewees have indicated in any way that men and women 
scientists would have a distinct or not equally good intellectual qualities.  

 

Some female interviewees from medical universities had experienced discrimination because they 
were not medical doctors. Some men from the medical universities said that women were more 
active in patient care than in research, that women tended to have unclear visions about their 
career, and they were less confident. Women find it harder to advance their career primarily in the 
clinical fields, particularly in specialties that are considered more suitable for men, such as surgery. 
While the inequality of women is not evident in research, in the strongly hierarchical medical 
system it is rather detectable. Since gender discrimination is mainly connected to the medical 
practice someone working only in research would not experience the disadvantages of it. At UTRV 
in medicine women face other problems as well, for example they are not as much appreciated by 
patients as their male colleagues. The reasons for this are numerous: culture, heritage, customs. A 
lot of women also told that they had to work harder and commit themselves more just because they 
were women.  

 

Some researchers think men and women can equally wish to get into executive positions, as it is a 
question of habit. The tutors expressed diverse opinions concerning the difficulties women have to 
face if they were eager to become leaders. One of the opinion groups can be described as “women 
are not that good at leading”. Although they agree that it is not because of their intellectual capacity 
or temperamental properties, but because of the family roles. A lot of male and female 
interviewees added that in their opinion women were not that motivated to gain executive positions 
in large numbers. Female scientists are satisfied with having their own competencies, within which 
they can make decisions. It is important to be able to grasp the problems within their own elbow-
room but they do not want to grasp, direct or supervise the elbow-rooms of others. Some 
interviewees think that masculine women are better and more rational at organising things, and this 
might apply to their lives as well. A young male assistant professor affirms the same: women are 
more down-to-earth than men, they are not daydreaming about becoming a leader and then doing 
this and that. They might be able to judge the dangers of being in a leading position that is why 
they do not apply for it.  



 

 

So some of the female lecturers think that women are not so willing to reach executive positions as 
men: they have the feeling that women are not so ambitious concerning leading positions. Actually, 
the majority of the male interviewees denied aspiring to an executive position as well. The only 
question is that if it is so, why can we find much more men in leading positions than women. 

 

Only few of them can see a solution: a lot of female scholars think gender equality is a hopeless 
case. While the family is mainly associated with women—and this is something that cannot be 
changed, it is encoded into women—it will remain a problem. Others think the homeworking and 
flexible working schedule might be a great help for researchers.  

 

Most of the respondents refused the introduction of a quota system or at least doubted its 
efficiency because if it fails in some cases. the advancement of the worthy would be questioned as 
well as a consequence. It would be much more important to somehow encourage the girls at 
elementary and secondary schools to confidently pursue a scientific career. Nonetheless, we also 
found researchers who would support the quota system and consider it as a useful tool for 
promoting women so that they could catch up with men. In their opinions women and men face an 
absolutely different situation in science. They think men have much better chances than women. It 
is hard to find an institutional answer to promote gender equality. However, those quotas 
prescribed in other fields for women eventually help them. One of them, who often travels to 
Brussels to evaluate EU tenders, claims: “...there are strict rules ensuring that a given percentage 
of the members of evaluating committees are women. I must admit that these women are always 
able to perform these tasks. We might be able to find men who are more competent, but those 
women are competent too. So it does not mean that fewer capable people get into these 
committees because women must be represented. But for those quotas much fewer women would 
have the chance to manifest themselves.” She believes the application of these quotas is 
appropriate, even though it concerns some of the women. They say that those who are really good 
could make it without the quotas. But it is not so simple – if a woman does not get the necessary 
support from her workplace and family during the crucial periods, she would find herself in a more 
difficult situation than her male colleagues.  

 

The ageing of the staff is also one of the crucial areas and weak points of the universities' strategy, 
as it was already mentioned in the analysis of university policies as well. However, a professor 
mentioned that he could experience strong reservations not only against women but against the 
young as well.  

 

 

Criteria and excellence  
 

In women’s opinion the qualities of an excellent researcher are enthusiasm, interest, creativity, 
persistence, flexibility, determination, versatile acquaintance, solid educational base and research, 
ambition, thoroughness, vision and hard work. As for the qualities of an excellent researcher men 
considered them to be richness of ideas, persistence, thorough acquaintance with one’s subject, 
patience, will to learn new things, good social skills, flexibility, good networks and know-how to 
apply for funding. 

 



 

The most interesting definition of a good scientist was given by professor Salvatore Nicosia: “A 
good scientist has to have wide culture, extraordinary memory and a lot of fantasy.” Also they have 
to be committed to the work they are doing and love it.   

 

 



 

3.7 Role models 
 

Presenting female role models is a very effective way of encouraging young women to pursue a 
scientific career; therefore, it is a pity that still so few of them are visible.  

 

One female role model was chosen form each partner university in a way that their different life 
stories all involved scientific fields, as well as diverse elements such as careers ascending 
continuously or with breaks, being married or divorced, with or without children, etc.   

 

 

1. A female professor of BME (in grade A), over 55 years of age  
 

Career path 

 

The milestones of her scientific career are the following: degree in electronic engineering from the 
university BME in 1973; university doctor in 1980; PhD degree in 1995; habilitated at BME in 2004; 
D.Sc of the Hungarian Academy of Sciences in 2005. She has been working for the department 
since 1973. She has been a professor and a head of department since 2005. She had a slowdown 
in her career due to maternity leave; she has two children. She went through a hard period when 
they were building their house; they had to rent a flat for eight years. Her career speeded up when 
her children started to attend secondary school. After her graduation, one of her professors 
advised her to continue with her PhD studies. She was very interested in the field of research at 
the department. She changed her interest in her field, because she did not like computer 
programming. 

 

Financial problems were the main obstacles at the beginning of her career. She had no significant 
achievements at that time. She was very interested in her research area. Her career was 
supported by two mentors: by the above-mentioned professor, a head of department at BME and 
by a French professor who assisted her career at international level. She is convinced that every 
researcher (male or female) needs support from one or more mentors in order to achieve a 
scientific career. Her colleagues have the highest regard for her as they elected her head of 
department. She received several awards such as the Teacher of the Year in 1995, the Széchenyi 
Professor Scholarship in 1997, the DATE design contest award in 2000, the Harvey Rosten Award 
of excellence for outstanding work in the field of thermal analysis of electronic equipment in 2001. 

 

In her opinion, her biggest professional achievement is a spin-off company created by the 
department ten years ago which runs successfully. She believes that the performance of scientists 
is equally evaluated regardless of their gender. Her plan for the next five years is to enhance 
competitiveness of the department at the international level in the most important fields.  

 

Work, career progress 

 

She is a professor and a head of department, which  are both highly recognised positions. The 
negative side of being in managerial position is that she dislikes hunting after money, but she has 
to do it as the department has financial difficulties. They permanently have to submit project 
proposals in order to have access to financial resources. She enjoys holding conference 



 

presentations abroad and achieving results in research. She is the first female head of department 
at the faculty. Her promotion was supported by the above-mentioned professor, a head of 
department. It depends on personality and not on gender how much someone desires a leading 
position.  

 

Access to resources 

 

She works in her own office. Her closest colleagues are situated next door. She considers her 
research to be a teamwork and she has very good experiences in it. The work is evaluated in 
meetings and in person. She works twelve hours a day, but she does it exclusively at the 
university. She has easy access to all the meetings important for her work thanks to her French 
mentor who supported her career in the beginning. She believes that male and female scientists 
have no equal opportunities to achieve a scientific career because women have to give birth to 
children and keep house. That is the case even if men help them a lot. 

 

Publications 

 

She and her colleagues are very successful at publishing their results. In her field, research 
presents a teamwork, thus every result has to be collective. She finds the number of publications a 
good indicator. Awards also have to be evaluated as the achievements of a scientist. In her 
opinion, the spin-off company is an achievement as well. She believes that an excellent scientist is 
necessarily a workaholic. 

 

Work-life balance, mobility 

 

She is married with two children, both adults. She devoted much time to her family, but her 
husband helped her a lot when their children were younger. Her parents have passed away, but 
she had had to look after them for ten years. During that time she used to spend two hours a day 
with them. She regularly travelled to France to do research. She spent some months there, and 
she did not have any problems as she took her daughter with her. Her parents supported her very 
strongly throughout her career. She sacrificed some important work not to let her family down, but 
she was basically able to combine her family and work responsibilities. Distance work and flexible 
working hours would help researchers effectively. She thinks that she was fortunate concerning her 
family, colleagues and flexible work. These elements are essential for women so that they can 
have a scientific career. Nowadays, work is easier due to the Internet. 

 

Leaving research career 

 

She knows some people who have left their research career due to financial reasons. This reason 
is a typical one for leaving. It is not evident that a woman can have a career at this department. 
She has a female colleague who had no mentors, and her female boss forced her into the 
background due to professional jealousy, thus she could not make a career. 

 

Critical areas 

 



 

There are only a few women in leading positions in sciences because their families and colleagues 
do not support them. Basically, men have more chances in their scientific careers. Harassment has 
never happened at the department, but she was in a disadvantaged situation because of her 
gender. It is difficult to find solutions to improve gender equality in science. In her opinion, the 
implementation of policy actions would help, and it would be fair to increase the number of women 
in some areas. The European Commission, for example, recommends target figures in order to 
increase the participation of women in the evaluation panels of the Framework Programme. 

 

Criteria of excellence 

 

An excellent scientist has to be persistent and has to speak foreign languages. Writing skills are 
also very important. Industrial application is also considered a scientific success. In Hungary, unfair 
evaluation can happen when awarding prizes as it is strongly influenced by politics. Nevertheless, 
awarding is fair at the international level. 

 

 

2. A female associate professor at MUG (in grade B), over 55 years of age  
 

Career path 

 

She studied Natural Sciences. After graduation she was unemployed and got support from the 
Austrian Office for Unemployed People (“Arbeitsmarktservice Österreich”). With the help of this 
support she worked for 6 months at the Institute of the Medical University of Graz. Then she got a 
job as an assistant at this institute. She got a lot of support from her boss, who unfortunately died. 
This was very hard for her because there were only four people at the institute, and they had to 
take care of a lot of patients. Parallel to her studies and work, she took courses. She started a 
project which became the topic of her doctorate work. At this time she had a son and took one year 
off. After that, she continued her studies, hiring babysitters for her baby, and focusing most of her 
energies on building her career. She faces a lot of opposition for two reasons – first, because she 
is a woman, and second, because she is not a medical doctor. For these reasons it was not 
possible for her to take over a department at the hospital. Everything she achieved is due to her 
own hard work and not the favours of others. Her motivation to go into research was simply to 
survive and carve out a niche for herself in the area of psychology, which is a very difficult task. 
Her goal is to become the head of a clinic.  

 

Current position 

 

She is an associate professor. Additionally, she is a project manager at an institute abroad, where 
she manages a lot of group projects without an assistant. She is most proud of her status as a 
professor at this institute. She is the only woman in her field in the whole of Europe. 

 

Access to resources 

 

She has very little access to financial resources. There is no big pharmaceutical company backing 
her work. She gets some money from scholarships and some from the provincial government but 
mostly she struggles to get the necessary funds together. 



 

 

Publications 

 

At the moment she has very little time for publications. Her biggest success was an  800-page 
publication with a renowned publishing company. 

 

Work-life balance 

 

She is divorced and lives alone with her one son, aged 13. The most challenging time for her was 
during her studies and research, because there was no time or place for the child. She had to work 
at night, take him with her to work and coordinate her schedule around his schedule at school. 

 

Critical areas 

 

She had to face a lot of gender discrimination and even insults at work. In theory, men and women 
have equal rights and chances for top positions, but the reality is very different. Women have a 
different way of argumentation and often are misunderstood or looked down upon by men. Women 
with families are also disadvantaged because it is impossible to give 100% in one’s family and 
100% in one’s career. 

 

Criteria of excellence 

 

She believes that she has a lot of self-confidence and perseverance. Perseverance is the single 
most important quality for a scientist. 

 

 

3. A female professor of ITU (in grade A), over 55 years of age  
 

Career path 

 

She focused on and wanted to be an architect and get her education at ITU from as early on as 9 
years of age. Afterwards she was enrolled at ITU and pursued a successful student life; she was 
widely encouraged to follow an academic career. She did accordingly and began at Black Sea 
Technical University in Trabzon, Turkey due to family reasons and personal wishes of some of her 
professors. Her career path was full of hard work: not as a result of competing with others but only 
herself. She took a 6-month career break for pregnancy, which she does not consider a loss, rather 
a part of the normal flow of life. After that she started to work at ITU in 1974, where she still works 
as a professor. When she was a student she had some professors as role models and was 
primarily motivated by the academic staff at ITU and encouraged and supported by her family to 
follow an academic career. 

 

She believes an academician of applied sciences should operate in three fields: research, 
education and application. For this reason she thinks that an academic should also contribute to 



 

the administration in order to secure the system’s well-being. She tried to contribute to all these 
fields by doing research, writing publications through her academic career and working in 
administration as a vice rector of ITU for 4 years and a rector for 8 years along with her other 
posts. She plans to focus more on education and research in the following 5 years, and also on 
higher education at the international level with her new post at the European Universities’ 
Association (EUA). She is also planning to contribute to higher education on the macro level within 
Turkey with new projects concentrating on synchronisation with European higher education and 
increase Turkey’s competitiveness capability in this field. 

 

Current position 

 

She is currently a professor, working on education, research and development activities. She is 
involved in education at undergraduate and graduate level and doing research through the 
research centres she is directing. Also she is active at international institutions related to higher 
education and also directing a foundation on architectural education. She is trying to open up 
opportunities for younger researchers, which she thinks is a very important component of her work.  

 

Access to resources 

 

Within the institutional work she did not have any obstacles in securing the resources; however, for 
her own research there were more obstacles but she mobilised all the possible resources in order 
to reach her goals. In some cases this resulted in using a personal budget for academic research 
and activities. She has access to collaborative work and she is also open to that. 

 

Publications 

 

She explains her publications in different categories, starting from publications that form the basis 
of academic life, which starts with her PhD thesis, publications from research and collaborative 
work which also intends to give opportunities for younger researchers and publications with her 
master’s and PhD students. One of her achievements is having introduced the new field of 
“computer-based design” to Turkey and having done research and written publications in this field. 
The only obstacles she faced in the publication field are the ones she made for herself in order to 
spare more time for other academic activities. She had 25 articles appear in international refereed 
journals, more than 60 congress/symposium papers and more than 40 invited papers. She has 
been the primary name on her own research work; on common work together with her students 
she prefers to be the second name. Within her field, academic publication is not the common 
practice. Publication is mainly made through conference/symposium presented papers and mainly 
application or the research itself has more importance. She is personally working on changing it 
towards increasing academic publication. 

 

Work-life balance 

 

She is married and has one son. Her husband is a professor in the civil engineering department. 
They support each other in both family and work issues. She wanted to have more children but 
they both had a very busy schedule so they had to have only one. Therefore they provided the 
best possible environment for their son. Her son is 33 years old so there are no dependants in her 



 

private life. She has had professional help for household-related issues and child-care so she 
could spare time for her work. 

 

Her workload has always been on a 24-7 basis, because she prefers to work to her maximum and 
creates her own workflow. She is involved in numerous collaborative projects and she believes she 
is very well supported by her colleagues and collaborators. Her family and her husband have 
encouraged her all her life to pursue an academic career. She has got a solid basis to overcome all 
the obstacles. She thinks she chose a harder over an easier path and succeeded even at the 
hardest during her academic career which is a source of great satisfaction for her. 

 

Critical areas 

 

She never personally faced any sort of discrimination (gender, age, ethnicity, etc.) starting from her 
early years, through her university education at a male-dominated faculty as well as her academic 
life. She thinks there might be a small minority who would discriminate but she has not heard 
anything to generalise and call discrimination. She thinks the Turkish academic environment 
generally presents equal opportunities to men and women especially in obtaining an academic 
rank. She also added that some women academics may not have as propitious conditions as hers 
in means of getting support and encouragement from family and colleagues, which might result in 
career breaks or slowdown, due to children, or other private life-related responsibilities.  

 

Criteria of excellence 

 

She believes that first of all one needs to have an endless passion for learning and science. She 
thinks it is necessary to focus on having new and innovative ideas, to explore and to learn. In 
Turkey to be an extraordinary academic requires a lot of effort and sometimes sacrifice especially 
when thinking of its inadequate financial yield. Among the necessary specialties for an excellent 
academic she lists passion, being focused, not giving up and working very hard for a happy family 
and working environment. 

 

 

4. A female professor of OUL (in grade A), between 36 to 55 years of age 
 

Career path 

 

She graduated as a Master of Science in Engineering in 1981. The motivation for studies and a 
university career in the technical field was built on her interest in mathematical subjects in school 
and the experience of being different in comparison with the regular girls and their areas of 
interest. She was interested in big things in her environment. As an example she mentions a 
factory in her locality. It was more common that people disliked the factory because of the smell it 
emitted, but the interviewee found the factory challenging. After graduating she worked outside the 
university for a year, and then she returned to university and began her post-graduate studies. She 
has encountered prejudices from the beginning of the master’s studies. One professor asked in the 
first lecture: “What are you girls doing in this field of science?” She was one of the six female 
students among 50 students. The question annoyed her and challenged her to prove the professor 
wrong. She succeeded, and later he became the supervisor of her doctoral thesis. The cooperation 
was constructive. After the first year of her post-graduate studies, her supervisor retired. The 



 

cooperation with the new professor and supervisor was troubled, and the situation did not get 
better for ten years. She experienced marginalisation, her ideas were not taken seriously, the 
superior closed rather than opened prospects for her as a respectable researcher, she was called 
names and the language was rude. Despite the difficult conditions, she defended her doctoral 
thesis in 1991. In the 1990’s she worked for 9-10 years as an academic researcher. She became a 
docent in 1997. The application procedure was also not without problems as her superior did not 
want her to apply for the docentship. In order to prevent it he interfered with the application 
procedure although the procedure is application-based and not invitation-based. In 1994 she 
managed to get her first professor position for 8 months.  

 

Current position 

 

She applied for and was appointed to the current professorship in 2001. She was the only woman 
among ten applicants. Together with the professorship she was appointed to the head of the 
laboratory. She has gained merit in positions of trust in the Academy of Finland in 1998-2006 and 
in Scandinavian research fund Nordforsk. In 2006 she was elected vice rector of the university, and 
at the same time deputy head of the department as well. In five years’ time she plans to continue in 
her current position, although other options are not completely out of question. 

 

Currently she works as a professor, deputy head of department, head of laboratory and she is one 
of the three vice rectors of the university. The amount of work is extensive, partly because she is in 
the middle of building a research environment in her department, and partly because of the high 
administrative post. Her weekly working hours are 72 to 75. She says that she noticed that some 
other women in her department did equally long days whereas the men in general did not. Despite 
all the difficulties, the interviewee likes her work and likes to work. She has ambitions. One reason 
she mentions that motivates her to seize every opportunity is her principle that a woman should 
take what is offered if she considers it important, otherwise it will not be offered again. She also 
emphasises that she wants to choose her tasks, i.e. she does not want someone else deciding for 
her. She says this every time when people say they did not want to burden her with something. 

 

Work-life balance 

 

She does not have any children which has made the balancing of work and other areas of life 
simpler. Both she and her husband have responsibilities in taking care of their parents. The 
interviewee says that her husband has always been a considerable support. The interviewee has 
also found support and a means to cope in conversations with her sisters, colleagues, superiors 
and work counsellors. The interviewee feels that she has too little time to take care of her health.  

 

 

Critical areas 

 

She considers one of the obstacles in women’s university career to be the problem of not being 
seen and heard in connections that are most significant for one’s career. Besides the official 
networks men construct their unofficial networks that are put together of men who are the most 
important in their opinion. Women are not taken seriously in any circles, and they have to do a lot 
of credibility work because of their gender. This may make, for example, applying for funding a 
harder and a more time-consuming process than it is for men. 



 

 

Criteria of excellence 

 

In her opinion, the main qualities of an excellent researcher are the following: versatile 
acquaintance, ambition, enthusiasm, thoroughness in work, determination and making choices.  

 

 

5. A female associate professor of SE (in grade A), between 36 to 55 years of age  
 

Career path 

 

The interviewee graduated from the University of Medicine in 1991 after which she remained at the 
maternity clinic to work there for additional seven years. After the birth of her second child she 
went to work for a drug manufacturing company so that she could properly support her family. She 
returned to her former profession after four years because she felt the need to provide treatment 
and aid. Her family did manage to buy a little house out of the money she earned at the drug 
company. Having done research involving psychiatric drugs, she turned to child psychiatry. She 
got a job as an assistant lecturer, which was a major fall in status for her in contrast to her position 
in the drug company. She worked in a paediatric psychiatric hospital and later another four years in 
a foundation hospital. She completed her examinations there and left for another psychiatric 
hospital that invited her to organise a paediatric ward that the hospital had been lacking. She spent 
three years there. She began research activities when she was studying at the university and 
continued research while working at the maternity clinic. After a long break she took up research 
once again when coming to the university’s paediatric clinic, because she felt she needed the 
intellectual challenge. She has always done research in her fields of interest and does not believe 
obligatory PhD research to be a useful practice. She is currently conducting research in various 
areas. 

 

Current position  

 

She is an associate professor. She came to the university’s paediatric clinic in 2004 and set up the 
institution’s own paediatric ward. 

 

Work-life balance 

 

She has two children. She worked in the UK for a year and a half with her first child after her first 
husband died, but then returned because she did not want to be separated from her parents. Her 
first child was born during her university years, the second just after her graduation. She currently 
lives with her second husband and their younger child, the older having become independent.  

 

She generally deals with the “classic” female chores around the house but her husband also takes 
part in household activities. She makes a conscious effort to keep the balance between her 
workplace and the home environment but often has to work at home as well. During the summer 
she travels to the countryside with her family for six weeks and does not concern herself with work 
at all. It is on these occasions that she really feels she is a good mother. It stresses her if she has 



 

to work all day long, having to sacrifice her role as a mother. She often feels that life is lacking the 
variety that intellectual life is supposed to offer. She feels she could not have as many children as 
she had wanted (4-5) because of her work. Her family and the spiritual well-being of her children 
are more important to her than her scientific work. 

 

Access to resources 

 

She is constantly working; prefers to do so at home. Ideally she would have the opportunity to work 
on the creative process of writing at home and could restrict the workplace to be the centre only of 
her organisational and administrative duties. She is satisfied with her current working conditions. 
However, her well-functioning computer and nice environment could be realised only through 
successful applications to various tenders. 

 

Publications 

 

She has had numerous publications. She has many ideas that she would like to investigate but has 
no time for. In her opinion Eastern European researchers have a significant disadvantage 
compared to the Anglo-Saxons. The given field of research is also an important factor in a 
successful publication. Some articles are easily accepted in journals with high impact factor indices 
while others are rejected even by those with low indices. In her opinion the examination of pupils’ 
publications would be a more accurate measuring system. 

 

Critical areas 

 

There are no equal opportunities, she says. For example, despite the fact that more women work 
in the field most of the lecturers at conferences are men. Women who dedicate themselves to 
building a career are increasingly inclined not to have children. Women are much less mobile, 
cannot go abroad without their families even to conferences. She herself could go to work for a 
much better salary in the UK but stays because of her husband’s job. In clinical fields women work 
much harder, and men’s circumstances are much more adequate for doing research. 

 

Criteria of excellence 

 

A flexible state of mind is obligatory. One should be open, intuitive, enduring, a good organiser and 
good at teamwork, and at self-managing. One must know how to write successful publications. In 
her opinion scientific success is equivalent to the success of one’s pupils. One is successful if one 
has many pupils, widely-known publications, and is invited to conferences. 

 

 

6. A female professor of TUT (in grade A), between 36 to 55 years of age  
 

Career path 

 



 

The choice of profession was rather accidental for the interviewee, her main interest having 
actually been in architecture. Her diploma-level studies (lasting 5 years) in civil engineering were 
interrupted by maternity leave. She continued her studies on post-graduate level but due to the 
birth of her second child she did not finish them. She graduated from a master’s level ten years 
later, after the transformation of society and the academic system, and in 2004 she defended her 
doctoral thesis. Her academic career has developed from the assistant position she took after 
finishing her diploma to the position of professor and director of the institute.  

 

Current position 

 

In her current position as a professor and director she enjoys most teaching and being engaged 
with students. She perceives her managerial duties as a burden, mostly for scarce time left for 
research activities. Administrative work is time-consuming, which for her personally means taking 
responsibility for all of her staff. The main problem for her, which needs to be dealt with in the 
institute during the coming years concerns the high average age of the personnel. As the salary 
level in the university is not competitive in the market, the motivation for young qualified engineers 
to stay at the university is very low. She also feels that the doctoral students should be more 
integrated into the activities of the institute, but as the doctoral students are usually engaged in 
various positions in the labour market outside the university—partly as a result of low financing 
especially in comparison to the salary levels in the labour market—they often have a limited 
capacity to contribute into the research activities in the institute.  

 

Access to resources 

 

Except for financial resources (salaries), the interviewee assessed the access to necessary 
equipment in the institute as satisfactory, especially in comparison to previous periods.  

 

Publications 

 

Since her taking the position of the director, her time and energy necessary for publishing has 
been reduced substantially. This troubles her a lot. She conceives a limited number of the highest 
level academic journals in her field (according to national academic policy criteria) also as a 
problem, which results in very long publication periods. On the other hand, the motivation for her to 
publish elsewhere than the (officially) highly rated academic journals is very low because of the 
academic quality evaluation criteria on national level, based overwhelmingly on the existence of 
high level publications. 

 

Work-life balance 

 

She has two grown-up children and three grandchildren. Throughout her academic career she has 
felt sufficient support from her husband and parents in family duties and she is satisfied with that. 
However, now in the position of a director she feels that her family might be suffering from her long 
working days, e.g. eating junk food instead of a proper meal cooked by the mother.  

 

Critical areas 

 



 

Although her career was interrupted by child-care twice and due to the simultaneous change of the 
academic system this finally resulted in the need for her to defend two different academic degrees 
(master and doctorate) instead of just one (candidate of sciences in the Soviet system, now 
equalled with PhD), she now concludes that nothing was left undone. She herself has felt no 
gender-based discrimination in her career, which she explains partly with a low level of competition 
in her academic field.  

 

Criteria of excellence 

 

Diligence, skills to delegate the duties and lead the group and curiosity are the main substantial 
criteria of excellence for her. She also considers the raising of additional (project) funds as one of 
the criteria of excellence for professors not justified as this activity prevents them from 
concentrating on more substantial matters. 

 

 

7. A female associate professor of UTRV (in grade B), between 36 to 55 years of age  
 

Career path 

 

After receiving her bachelor’s degree in medicine at the age of 22 she entered the school 
specialising in paediatrics. She had various working experiences in France, in the United States 
and in Sweden.  

 

Current position 

 

At the moment she is covering the role of Associate University Professor.  

 

Work-life balance 

 

The interviewee has two children and is a divorcee. The end of her first marriage was determined, 
in part, by the career: ”My first husband didn’t work in the sanitary field and he didn’t accept my 
lack of timetables or my sudden departures.” She is happy now about her family life because her 
current husband works in the medical field and is more comprehensive and he collaborates with 
her.  

 

Moreover, she asserts that now, contrary to the past, family commitments are more important for 
her than the professional ones: ”In retrospect, I would not deprive my family of a lot of time 
because my work often was not recognised.”  

 

According to the teacher, the problem to conciliate domestic and professional life in the past was a 
problem specifically for women: ”But now men are more present in the family’s life and they share 
domestic problems. The institutions must help people to conciliate job and family; at the moment 
the personal sacrifice is needed to carry on both activities.  



 

 

We need an organisation that helps to make the management of daily life easier: in many foreign 
countries, for example, there is a bus that drives children to school or to sports practice. My family 
helped me a lot. I couldn’t afford many things with my wage which isn’t in accordance with the 
engagement that this job demands.”  

 

She affirms that in her professional choices she has always been supported by her family of origin, 
economically and emotionally.  

 

Critical areas 

 

She declares that she really likes her job but she thinks that as a woman, she has always had to 
face great difficulties: ”The accesses to this profession are discriminating at the beginning, women 
must work harder and they must face more sacrifices. To give an example, I have always been the 
only woman in a group of men. They have always treated me more harshly, therefore, I have had 
to fight, always with honesty. I have written also a biography in collaboration with others 
researchers, ‘Women in white’, about the difficulties in the scientific feminine world. The publisher 
of the book is a Swedish university professor who works in the Ministry of the Equal Opportunities.  

 

Based on her professional experience, the interviewee thinks that the academic pyramid is 
composed mostly of men: ”Men decide who must be placed in the key roles. There isn’t an open 
mentality, men think more to exploit women because women are great workers and they have a 
tremendous organisational capacity that men don’t have.” According to the university professor 
male colleagues further neglect women’s personal problems even if they are concerned about 
family problems.  

 

She is satisfied with and enthusiastic about her profession but she asserts that women meet more 
obstacles in undertaking a scientific career and she thinks that the academic world is in prevalence 
a male world governed from a male dome.  

 

 

 

 



 

4. Methods, policies, models 
 

 

4.1 Proposed methods, tools, policies and models of intervention to support the career of 
women in research  

 

The promotion of women’s scientific career is of a serious economic and labour market interest. 
Ensuring equal opportunities is crucial for the operability of society and the economy, it secures the 
realisation of equal treatment of men and women in the field of science and education policy, 
harmonised with similar measures of other policy areas. Society may not lack women’s capacities 
and their participation in leadership. In spite of the fact that there are no legal obstacles in the way 
of the realisation of gender equality, international comparative studies (Enwise report, ETAN 
report) and the university reports of the partners reveal that in practice female researchers are 
under-represented in technical and medical research and development in general and especially in 
some fields, types of occupation, sectors and in executive positions. That is why harmonised 
support of the scientific careers of women is a preferential objective.  

 

 

General suggestions of the partner universities  
 

General suggestions regarding the management of technical and medical universities in order to 
implement gender equality at the university:  

 

 1. Equality and diversity targets in the mission statement of the university, publicly accessible on 
its website, which formulates and (re)affirms the existence of a political will to mainstream 
gender equality and managey diversity.  

 2. Tools and measures to raise the gender awareness in the management and staff of the 
university: 

 a) Gender trainings for the heads of the university, the scientific and administrative units, the 
departments and all staff members so that superiors, supervisors and colleagues 
understand the different situations in a researcher’s life and career; 

 b) Conscious cooperation between equality units of top management, human resources, 
organisational development and human resource development units, research and 
education creating increased sensitivity of all university members towards furthering 
equality, diversity and promotion of women. 

 3. Implementation of short-, medium- and long-term tasks covering: 

 a) The issues of working conditions, salaries, career advancement, training, 
maternity/paternity and child-care allowances; 

 b) Sex disaggregated data collection and monitoring of university structures and processes: 
staff (considering, for example, different career levels and working fields), pay gaps, age 
gaps, promotions, drop-outs. 

 4. Compilation of a gender equality plan both at a faculty and a university level.  

 5. Appointment of responsible organisational units and persons for implementing the gender 
equality plans:  



 

 a) Establishing a formal structure at all faculties and at a university level for ensuring gender 
equality, including for example Equal Opportunity Committee, Working Group on Equal 
Treatment, contact persons, Unit of Gender Equality and Diversity; 

 b) Providing the financial incentives for these; 

 c) PR activities at the university concerning gender policy;  

• Events, supporting the creation of women scientists’ networks; 

• Information materials, guidelines and manuals on Gender Mainstreaming and 
diversity management for several contexts (science, education, patient care, 
human resource development…); 

 d) Development of mentoring programmes for female scientists at different career stages; 

 e) Providing coaching and trainings for (prospective) women scientists; 

 f) Showing role models; 

 g) Encouraging and assisting female students to start a scientific career; 

 h) Ensuring the possibility to balance work and life for all employees, e.g. through offering 
non-discriminating ways of flexible working schedules, through installing university child-
care (kindergarten, crèche…) allowing for needs of parents in clinical and research routine, 
etc.  

 6. Affirmative actions: 

 a) Designing career models compatible with the goals of equality and diversity; 

 b) Awarding outstanding female researchers; 

 c) Transparent gender sensitive information policy and publicity. 

 

 

Special suggestions to medical universities 
 

 1. Bringing gender issues into research by: 

 a) The recognition of gender (medicine) competence as a core skill for medical experts; 

 b) Gaining and circulating gender (medicine) expertise; 

 c) Recognising gender medicine as a future field of excellence; 

 d) Networking activities in fields of research incorporating gender medicine; 

 e) Supporting the creation of networks to “uncover” expertise in the field of gender medicine. 

 2. Implementing gender mainstreaming in the field of education works through: 

 a) Recognition of gender (medicine) competence as one of the core clinical skills that 
students must acquire; 

 b) Development and existence of learning targets integrating gender medicine (gender-based 
medicine, women’s and men’s health); 

 c) Implementation of gender medicine (gender-based medicine, women’s and men’s health) 
in curricula, e.g. in study modules, seminars, lectures… (ideally obligatory); 

 d) Gender-related contents in exams; 

 e) Providing gender medicine topics as fields of research for students. 



 

 

 

Proposals for the concrete arrangements  
 

Below we list the main issues identified and the proposals and recommendations we received from 
the male and female scholars of the partner universities concerning the effective ways to begin 
with and the measures to be taken.  

 1. Including the gender aspect in the evaluation of scientific excellence: 

 a) Unfold the real situation by taking into account the experiences of all the female scientists 
of the organisation and realise an evaluating system that includes gender aspects; 

 b) Conduct a survey on the university experiences of female researchers and lecturers of the 
university on a representative sample of employees; 

 c) Organise discussion groups (with male and female participants) on gender questions with 
special regard to the evaluating systems in force; 

 d) Create an online forum that allows the circulation of opinions within the university 
community; 

 e) Promote gender studies and research in the form of issues and improve their recognition; 

 f) Employ internal and external experts on gender issues; 

 g) Select neutral and objective criteria for evaluating scientific work. The university should 
examine the present practice and promote the vindication of these neutral evaluating 
criteria and proceedings, which are based on the real merits of the individual and not on 
social stereotypes;  

 h) Promote the idea of alternative work, and make the characteristic “feminine” skills and 
properties equal and equally accepted to the characteristic “masculine” skills and properties 
in work culture; 

 i) Make the necessary steps to ensure the acceptance of childbirth and maternity leave, so 
that it would not mean a disadvantage in the career advancement of women. Unfortunately, 
women with families are considered to be less committed to their workplaces than their 
male colleagues. 

 

At all partner universities men give the majority of the members of the different boards and 
committees, women are represented only in a small number at the highest levels of management.  

 2. Including the gender aspect in the election of the members of boards:  

 a) The university boards and committees should represent the proportion of male and female 
scholars at the given faculty. This should be reflected in the nomination process as well. In 
case of vacancy it should be obligatory to have both a female and a male candidate. 

 

At the universities women typically feel isolated and suffer from a lack of self confidence and 
recognition in a male dominated environment. 

 3. Encouraging women:  

 a) Motivate successful female lecturers and researchers to be the mentors of the younger 
ones and to help them through their relationships and networking. 



 

 b) Emphasise the public appearances and acceptance of professionally recognised women. 
Ensure that women and their accomplishments could gain greater publicity at the 
university.  

 c) Found prizes for female engineers and scientists and give publicity to the awarding 
ceremonies. 

 

There are no strategies developed for promoting work-life balance. It is hard to return to work after 
a pause in the career. 

 4. Developing strategies for work-life balance at the university:  

 a) Support the issue of promoting work-life balance in the case of both men and women. 

 b) Urge men to undertake greater responsibilities in their family lives; 

 c) Inform the male employees of their possibilities to paternal and parental leaves and the 
possibility to stay at home when the child is sick; 

 d) Map and evaluate the organisational culture typical of workplaces concerning work 
schedules, the length and flexibility of work hours and the timing of meetings. 

 e) Make employers aware of the difficulties women have to face after returning from maternity 
leave; 

 f) Set mentors to women returning to work; 

 g) Make it possible for women prior to going on a maternity leave to discuss the ways the 
employer can help in their returning to work; 

 h) Offer flexible work conditions for women returning to work; 

 i) Several mothers with small children suggested that there should be a place for looking after 
children, where the children of young mothers on maternity benefit or grant could get 
professional care. This might function as a playhouse, where the children could get 
professional care for the morning or the afternoon on the grounds of the university, and the 
mothers could have the possibility to visit their departments to gain fresh information, or join 
the research activities; 

 j) It would also be important for young female researchers to establish a club where they 
could meet to share their professional problems, knowledge, experiences of various 
tenders or even the different regulations of child-care. Thus, female networks that are well-
tried for the men should be organised. This could well promote the flow of information 
especially if it is supported by establishing a web surface for communication; 

 k) It would be useful to make it possible to make more and more administrative duties 
accessible through the Internet to hasten the pace of university administration and 
information flow in order to save time.  
 

 5. Designing incentives and funding schemes that include special arrangements for women 
academics to support research and development and teaching. These should include but 
should not be limited to the following:  

 a) Research funding; 

 b) Upgrading the research infrastructure; 

 c) Simplifying application procedures for research projects; 

 d) Granting of research awards; 

 e) Bestowing teaching awards; 



 

 f) Granting awards for published papers. 

 

 

Proposals to the government-level decision-makers in order to improve the policy 
environment 
 

 1. Creating understanding and awareness in academia and society at large for the importance of 
women and their contributions in all segments of life by organising:  

 a) Educational and training programmes in order to develop a new way of thinking about the 
gender issues (for example, interdisciplinary courses focused on the problems of gender 
issues); 

 b) Social/cultural activities; 

 c) Special research projects;  

 d) Ways to bring successful role models to the public’s attention. 

 2. Developing policies to enhance the role of women in academia and creating a suitable 
environment to encourage women academics to take part in decision-making processes and 
apply for top-level administrative positions at a national level.  

 3. Developing gender neutral cultural behaviour and attitude at the workplace, or at least one that 
is not completely masculine. 

 

 

 

4.2 Recommendations on a methodology of mapping a university concerning gender 
equality in science15 

 

 1. Introduction of gender sensitive statistical data collection to be carried out yearly, and of the 
production of sex-disaggregated statistics, including yearly recruitment statistics (number and 
proportion as well): 

 a) Staff categories – researchers, technicians and other; 

 b) Position categories – EU-conform Grade A, B, C, D; 

 c) Staff by hierarchical position – head of department; deputy dean, dean of faculty, vice 
rector, rector;  

 d) Members of decision-making boards/panels – member of the scientific board or similar 
body; 

 e) Staff by highest academic qualification – gathered are bachelor’s degree, master’s degree, 
MD degree, PhD degree (or equivalent) and member of the Academy of Sciences; 

 f) The age groups of the staff – specified as 25-, 25-34, 35-44, 45-54, 55-64 and 65+; 

 g) Pay data in the different positions; 

 h) Citation index and number of publications; 

 i) Number of national projects; 
                                                 
15  The pilot tools used in this project are in Annex 2.  



 

 j) Number of international projects; 

 k) Recruitment procedures: composition of recruitment panels, data on 
applications/admissions; 

 l) Promotion procedures: who decides, applications and actual promotions; 

 m) Projects: How many projects do women and men have as project leaders?; What is the 
duration and budget of the projects by gender of the leader? 

 n) Statistics regarding the use of the family leaves by gender, position and faculties. 

 2. Conducting an analysis about the experiences of researchers and lecturers using a 
representative sample of female and male employees: 

 a) Make a questionnaire survey; 

 b) Interview the scholars; 

 c) Analyse the responses to the questionnaires and interviews employing internal or external 
gender experts. 

 3. Based on this analysis the management of the university (with the help of the gender experts) 
can identify the short-, medium- and long-term strategies regarding gender equality and define 
the tasks necessary to optimise the gender policy at the university and monitor its 
implementation. 

 

 

 



 

5. Closing remarks 
 

When filling in the survey some of the respondents drew our attention to problems related to the 
topic which are far beyond the jurisdiction of the university. Many of them believe that the most 
important step would be to set positive examples from the lowest levels of education, to show clear 
and valuable examples of successful female careers in science, invention, planning, etc., and the 
media should keep this topic on the agenda and present successful female careers. On the other 
hand parents should be encouraged more forcefully not to be in despair if their daughters should 
not only play with dolls but assemble things, dismantle and put together their bikes, repair cars, 
thus showing some talent for construction, and they should help and support these girls in their 
orientation toward technological careers in their choice of profession.  
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7. Annex 1. Glossary of positions 
 

The position grades were identified according to European Commission (2006). She Figures 2006 

http://ec.europa.eu/research/science-society/pdf/she_figures_2006_en.pdf 

 

Academic staff A, B, C, D: 
A: The single highest grade/post at which research is normally conducted 
B: Researchers working in positions not as senior as top position (A) but more senior than newly 

qualified PhD holders 
C: The first grade/post into which a newly qualified PhD (ISCED6) graduate would normally be recruited 
D: Either postgraduate students not yet holding a PhD (ISCED6) degree who are engaged as 

researchers, or researchers working in posts that do not normally require a PhD 
 

These grades include in the participating countries the following positions:17 

 

Austria  
Source of data: Federal Institute Statistics Austria, R&D surveys  

Description  National description  

Grade A:  Professoren  

Grade B:  Universtätsdozenten  

Grade C:  Assistenten  

Grade D:  Sonst. Wissensch. Personal, Wissenschaftliche Hilfskräfte  
 

Estonia  
Source of data: Statistical Office of Estonia, Education data  

Description  National description  

Grade A:  Professors Emeriitprofessor (Professor emeritus), Abi-, kaas-, 
ase- või erakorraline professor (Assistant, co-, substitute or 
extraordinary professor),  

Grade B:  Vanemteadur (Senior researcher), Dotsent (Senior lecturer)  

Grade C:  Teadur (Researcher), Lektor (Lecturer), Vanemõpetaja (Senior 
teacher)  

Grade D:  Assistants, teachers, others  

 

Finland 
Source of data: Statistics Finland  

Description  National description  

Grade A:  Professor and associate professor  

                                                 
17 source: WiS database July 2004 – notes. 



 

Grade B:  Senior assistant and lecturer  

Grade C:  Assistant and full-time fee-paid teacher  

Grade D:  Researchers  
 

Hungary  
Source of data: R+D survey Hungarian Central Statistical Office  

Description  National description  

Grade A:  Egyetemi tanár (Professors)  

Grade B:  Docens (Associate professor)  

Grade C:  Adjunktus (Senior lecturer) and Tanársegéd (Lecturers)  

Grade D:  Researchers excluding PhD students 

 

Italy  
Source of data: MURST-Ministry for University and Scientific and Technological Research 
database  

Description  National description  

Grade A:  Full professor  

Grade B:  Associate professor  

Grade C:  Academic researcher  

Grade D:  PHD student 
 

Turkey  

Description  
National description  

Grade A:  Professors  

Grade B:  Associate professor  

Grade C:  Senior assistants  

Grade D:  Assistants and lecturers  
 

 

 



 

8. Annex 2. Survey tools 
 

8.1 Statistical table 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

8.2  
 

 

Total
≤40 41-50 ≥51 Total ≤40 41-50 ≥51 Total

Positions
Grade A
Grade B
Grade C
Grade D
Head of department
Deputy dean
Dean of faculty
Vice rector
Rector
TOTAL
in %
Degrees
Master degree
MD
PhD degree/over
Member of the Academy of Sciences
TOTAL
Councils
Members of the University Council / University Board
Members of the Senate
Members of the Faculty Council
Members of the Department Councils
Board members deciding on employment
Projects
Leaders of national projects 
in %
Leaders of  international projects 
in %
Project budgets – national, €
Project budgets – international, € 
Wages (EUR, gross)
Grade A
Grade B
Grade C
Grade D
Head of department
Deputy dean
Dean of faculty
Vice rector
Rector

Female Male
semester yyyy/yyyy



 

 

8.3 Interview questions 
Topic 1: Career Path             Please describe your career path until now. 
 
                 Subheadings : Motivation and the person who motivated  
                                         Breaks, obstacles and the strategies to overcome 
                                         Professional achievement 
                                         Goals (for the next 5 years) 
 
Topic 2: Current Position      What is your position now? 
                 
                 Subheadings: Responsibilities as scientist, administrator, team leader, etc. 
                                         Work load 
                                         Supports 
                                         Meaning 
 
Topic 3: Access to resources  Do you have enough? 
                  
                 Subheadings: Money, equipment, space, time, training, health, etc. 
                                        What is missing? 
                                        Access to teams and cooperation 
 
 
Topic 4:  Publications              What would you like to tell us about your publications?  
                                   
                   Subheadings: Achievements 
                                          Obstacles 
                                          Authorship - first, second, third 
                                          Common practice 
 
Topic 5:  Work-life balance      How do you balance work and life? 
                    
                   Subheadings: Family - children, partnership, dependents 
                                          Household obligations and strategies (division of labour, help, etc.) 
                                          Combinations for work and family responsibilities (mobility, etc.) 
                   
Topic 6: Critical areas            Have you ever experienced any kind of discrimination at work? 
                     
                   Subheadings:  Gender 
                                            Other (age, ethnicity, sexual preference, etc.) 
                                            Institutional policy and common practice 
                                            Do you think women and men have equal opportunities for career  
                                            progress? 
 
 
Topic 7: Criteria of Excellence  What qualities does one need to be an excellent scientist? 



 

8.4 Online questionnaire 
 

 

Questionnaire  
 

Position and Employment  
1. Higher educational 
institution   
2. Status  

 
A: The single highest grade/post at which research is normally conducted 
B: Researchers working in positions not as senior as top position (A)  
but more senior than newly qualified PhD holders 
C: The first grade/post into which a newly qualified PhD (ISCED6) graduate 
would normally be recruited 
D: Either postgraduate students not yet holding a PhD (ISCED6) degree who 
are engaged as researchers, 
or researchers working in posts that do not normally require a PhD  

3. Highest degree  
 

4. Field of highest 
degree   
5. Year of graduation  

 
6. Number of years 
you were in studies  including bachelor degree and interruptions  
7. Questions about academic position and academic work place  
7.1 How many years of 
work experience do 
you have?   

7.2 How many 
workplaces have you 
had until now?  

incl. the present one  

8. Employment status 
 

9. If you have a 
temporary 
employment contract,
what is the period in 
months?  

 

10. How many times 
did you apply for a 
permanent position 
in your institution or 
elsewhere?  

None=0  

11. Did you apply for a 
job promotion during 
the past 36 months?   

12. What do you think were the main factors contributing to 
the negative outcome of your job promotion applications?  
12.1 Less qualified 

Yes No  



 

than other applicants  
12.2 Poor interview 
performance  Yes No  
12.3 Stereotyped, 
negative opinions 
regarding your gender  

Yes No  

12.4 Teaching record 
not really valued by 
the council  

Yes No  

12.5 Research record 
not really valued by 
the council  

Yes No  

12.6 Administrative 
work not really valued 
by the council  

Yes No  

12.7 Student support 
work (supervising)  Yes No  
Questions for those who did not apply for promotion  
13. What were the main factors contributing to your decision 
NOT to seek a career promotion or a permanent position?  
13.1 Satisfied with 
current position  Yes No  
13.2 Did not feel 
prepared to apply for a 
more senior position  

Yes No  

13.3 Lack of support 
from senior staff  Yes No  
13.4 Would result in 
less time for other 
demands in your life  

Yes No  

13.5 Lack of clarity 
about procedures for 
promotion  

Yes No  

13.6 Lack of clarity 
about required criteria 
for promotion  

Yes No  

13.7 Already in most 
senior position  Yes No  
14. What is the 
average share of 
administrative work 
in your working time? 

 

 
Degree studies and career  
These 4 questions are for PhD students only  
15. Do you have a 
scholarship?  Yes No  
16. If yes, for how 
many months do you 
have the scholarship?  

17. Do you get needed 
advice and support Yes No  



 

from your supervisor? 
18. Do you see your 
future as researcher 
after a 5-years period?  

Yes No  

 
Working time and career breaks  
19. How many career 
breaks did you have 
(doctoral studies 
included)?  

None=0  

20. If you summarise 
these breaks, how 
much time were it in 
months?  

 

21. Did carieer breaks 
influence your further 
carieer?  

NA=Not applicable  

22. What aspects of academic environment flexibility  
have you experienced?  
22.1 Possibility to take 
days off  Not at all Sometimes Most of time  
22.2 Flexible working 
hours  Not at all Sometimes Most of time  
22.3 Working from 
home  Not at all Sometimes Most of time  
22.4 Feeling of 
isolation from your 
colleagues  

Not at all Sometimes Most of time  

22.5 Feeling distanced 
from your family  Not at all Sometimes Most of time  
Job satisfaction  
23. How satisfied are 
you with the 
infrastructure?  

NA=Not applicable  

24. How satisfied are 
you with intellectual 
mentoring?   

25. How satisfied are 
you with time available 
for research?   

26. How satisfied are 
you with funding?   
Funding and success factors  
27. What are the main factors that would improve 
research funding applicants?  
27.1 Less 
administration  NA=Not applicable  
27.2 Improved 
infrastructure   
27.3 Internal 
collaboration   



 

27.4 International 
cooperation   
27.5 Less teaching  

 
27.6 Experience 
abroad   
27.7 Clearer 
application procedures   
28. Participation in national projects  
28.1 Are you currently 
a team leader of a 
national project?  

Yes No  

28.2 Are you currently 
employed in a national 
project?  

Yes No  

28.3 Have you every 
applied for a national 
project?  

Yes No  

28.4 Have you been 
successful in applying 
of a national project?  

Yes No  

29. Participation in international projects  
29.1 Are you currently 
a team leader of an 
international project?  

Yes No  

29.2 Are you currently 
employed in an 
international project?  

Yes No  

29.3 Have you every 
applied for an 
international project?  

Yes No  

29.4 Have you been 
successful in applying 
of an international 
project?  

Yes No  

30. In your opinion, what are  
the main factors for achieving success in scientific work?  
30.1 Talent  

 
30.2 Persistence, 
diligence   
30.3 Good family 
background   
30.4 Good financial 
conditions   
30.5 Residence  

 
30.6 Professional, 
supporting workplace   
30.7 Participation in 
national policy   
30.8 Fortune, luck  

 



 

30.9 The quality of 
supervision   
30.10 Excellent 
networks   
30.11 Good academic 
environment   
31. How many MA 
students have you 
supervised in the last 5 
years?  

 

32. How many MD 
students have you 
supervised in the last 5 
years?  

 

33. How many PhD 
students have you 
supervised in the last 5 
years?  

 

34. How many articles 
did you publish within 
the last 5 years?   

35. How many reviews 
did you publish within 
the last 5 years?   

36. How many 
meeting abstracts did 
you have within the 
last 5 years?  

 

Promotion of gender equality  
37. Opinions regarding the effectiveness of measures to address 
gender equality issues in Science and Engineering Research  
37.1 Gender 
awareness programs  NA=Not applicable  
37.2 Gender exclusive 
networks   
37.3 Gender exclusive 
grants   
37.4 Improved 
flexibility of work 
practices   

37.5 Improved child 
care facilities   
37.6 Formal mentoring 
schemes   
37.7 Gender quotas  

 
37.8 Greater 
transparency of 
internal workload   

37.9 Greater 
transparency of 
resource allocation   

 



 

Personal data  
38. Sex  

Male Female  
39. Age  

years old  
40. Are you a member 
of an ethnic 
or national minority in 
your country of origin?  

Yes No  

41. Marital status  
 

42. Do you have any 
children?  Yes No  
If yes,  
43. How many children 
do live with you now?  
44. How many children 
are under 3?   
45. How many children 
in your household are 
between 3 and 7 years 
old?  

 

46. How many children 
are between 7 and 18 
years old?   

47. Did you get all 
child day care you 
needed during the past 
12 months?  

NA=Not applicable  

48. To conclude, could you tell your opinion about following statements?  
48.1 My work/studies 
prevent me from 
spending as much time 
with my family as I 
would like to.  

 

48.2 Family 
responsibilities prevent 
me from 
spending as much time 
on my work/studies as 
I would like to.  

 

e-mail  
optional, not mandatory  

 
Thank you  

submit
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