




















WOMEN IN SCIENCE AND TECHNOLOGY

activities of the Integration Team was the development of an
equality concept for RWTH Aachen, which has recently been
awarded by a nationwide expert committee in the framework
of the “Female Professorship Programme” by the German Fed-
eral Ministry of Education and Research. The concept comprises
measures and target agreements that will make it possible to
establish equal and sustainable structures at the university.

The Integration Team closely cooperates with the Equal Oppor-
tunity Commissioner of RWTH Aachen and the Chairs for
Gender Studies. The importance of equality and diversity issues
at RWTH Aachen University is also reflected in the establish-
ment of a new Vice-Rectorate for Human Resources
Management and Development. It is the first Vice-Rectorate
held by a female professor and is concerned with the attrac-
tion and retention of staff, especially of excellent, international
and diverse scientific personnel.

Percentage of women according to status groups
and faculties at RWTH Aachen University in 2007/ 08
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The adoption of a coherent gender and diversity policy is thus
supported by all bodies of the university. First successes, like
the increase of the percentage of female professors (from 4,6 %
to 8,5% since the start of the Excellence Initiative) through
a proactive recruiting policy, will only serve as a stimulation and
as a challenge for all involved.

Status groups in all faculties according to sex
at RWTH Aachen University in 2007/ 08

94,1%
100 88,9%—
80 —677% 07,3% 69,4%
[ 59,3%
) \v|/
40,7%
33,3% 3,1% .
| s 30,6%
11,1%
20 5,3%
0
> N & & &
N ~ S S S S
N 3 3§ Q L &
S SO
& o :
@ female
@ Male

=
=
=
m
=
[
—
-<
o
=
o
-
o
m
[




Tallinn University of Technology

TUT is one of the largest universities in Estonia, providing inter-
disciplinary higher engineering education. It is also the main
research centre of technical, social and economic sciences in
Estonia. Engineers are prepared practically in all the engineer-
ing fields and industrial economics needed in Estonia. Innovation
and technology policy are an important constituent part of con-
temporary education in the above areas. TTU has about
50 bilateral cooperation agreements with foreign universities.
With about 14 000 students (of which 10% are postgraduate
students) and 1200 employees (academic staff 780) TTU offers
diploma, bachelor, master and doctorate programs. The
academic part of the university is organised into 9 faculties,
30 departments, 3 centres of strategic competence. Seven insti-
tutions are affiliated to the university including colleges and R&D
institutes. Participation in the EU and other international and
research projects in TEMPUS, INCO, PHARE, LEONARDO,
SOCRATES, NORDPLUS and VISBY and The 6th Framework,
has grown into multilateral joint agreements with universities
in many European countries. Vocational training tasks carried
out at the university are an essential part of the overall deve-
lopment at every department.Each faculty, department or
centre within Tallinn Technical University maintains a number
of international research contacts and is involved in international
scientific/educational projects in their respective subject areas.
Information http://www.iro.ttu.ee

Short summary of the statistical data at TUT

The total number of personnel in engineering and technology
in TUT has risen during 1994/1995...2004/2005 from 410 to
551; whereas the number of women in academic positions has
nearly doubled during the period (from 79 to 141) and the
number of men has increased by approximately a quarter (from
331 to 410). The faster increase of the number of women has
resulted in a small change in gender distribution: from 19 %
female / 81 % male employees in 1994/1995 to respectively
26% /74 % in 2004/2005. During the whole period, slightly
more than half of the total staff has been aged 51 or more (51 %
in 2004/2005), the share of younger employees (under 40)
has increased during the periods under investigation from 25 %
to 32 % in parallel to a decrease of the middle age group (from
25%to 17%).1n 2004/2005, the largest age and gender group
was formed by men aged 51 or more (41 % from total staff,
225 persons), the youngest group of men formed slightly more

than a fifth of the total staff (22 %, 123), and the medium aged
group of menis | | 9% (62 persons) of the total staff. The age
distribution among women was more equal: in 2004/2005 the
youngest and oldest age group of women had similar sizes
(both 53 persons, 10% of the total staff), 35 women belonged
to the medium age group (6 % of the total staff).

The share of staff with a PhD degree has decreased slightly
during the period, from 71 % to 67 %, mainly because of the
increased number of young employees with a master’s degree.
There were || members of the Academy of Sciences in
200472005, all of them men aged over 51. The share of men
with PhD degrees is higher (73 % of all male employees) than
that of women (49 %) in all age groups, however, the difference
is decreasing for the younger generations — in the younger age
group 42 % of men and 36 % of women have PhD degrees in
comparison to the oldest age group where respectively 89% of
male and 62 % of female staff members have a PhD degree. In
general, the share of employees with a master’s degree is higher
amongst women (33 %) than amongst men (19 %), the same
holds for a bachelor degree (18 %, men: 8%). In the fields of
engineering and technology, the highest academic positions are
mostly held by men. In 2004/2005, only 3 % of all professors
and 3 % of all directors of an institute were women, and there
were no women among deans and (vice)rectors. Before their
forties, the women succeed in their academic career mostly up
to the grade C position: 96 % of the women in youngest age
group had a grade C or D position, in case of men the same
figure is 76 %. Also in later years the career of a woman usually
ends with the grade B position: the position is held by 37 % of
women in the age of 41-50, and 43 % of women aged 51 and
older. While 27 % of all women had a grade B position in
2004/2005, the same figure for men was 43 %; the grade A
position was held by 2 % of women and 2| % of men. The small
group of female professors were all 5| or older, whereas the
same age group formed 70 % of the male professors, 19 %
of male professors were 41-50 years and 10% were 40 or
younger.

Likewise, in the decision making boards the share of women
is marginal, partly reflecting the low numbers of women in leading
academic and managerial positions as the latter forms the main
basis for a membership in decision making boards. 94 % of all
board members are men; considering the total share of women
and men among the staff, the male members form | | % of all
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male employees and female board members form 2% of all
female employees thus the female employees are less repre-
sented in decision making boards than male employees. In
2004/2005 there were slight payment gaps in the average
income of men and women. In positions A-C women in all
represented age groups earned on average 97 % of the income
of men. Only in position D where the women are more rep-
resented than men (except age group > 40), the income of
women formed in average |03 % of the income level of men.
The situation has not changed significantly since 1994/1995,
when women in academic positions earned on average 95 %
of the income level of men. However, in 1999/2000 the aver-
age income level of women was higher in most of the academic
positions (in A, B, D: 106 % of men'’s income level), only in
position C it was lower than men’s average income (95 %).
Although having lower academic positions, fewer PhD degrees
and lower income level, women are comparably successful
with men in international research. In 2004/2005, there was
on average 1,88 international publications and 0,23 inter-
national project leads per woman. For men, the respective
figures are 1,07 and 0,29. However, on a national level men
have shown more results in research than women: 0,76 pub-
lications and 1,09 projects have been led by men, for women,
the respective figures are 0,55 and 0,33.

The state of the art

The current situation regarding the gender policy at the univer-
sity involves the ageing of academic and research staff of the
university, a small number of female researchers and profes-
sors at TUT. Women are mostly employed in teaching positions
and have a small representation in decision-making bodies. The
university does not currently have a work-life balance policy.
university’s the development strategy for 2006-2010 foresees
the development of an internationally competitive personnel
policy, in which the university aims at the following targets: —
The number of research staff will grow at least 7% in a year
during the period of 2006-2010 — The university will guarantee
its academic sustainability, a rational personnel structure, decrease
the ageing of academic and research staff, incl. a worthy substi-
tution for ageing professors and associated professors.

Promotion in science and at university 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 appli-
cants. The positions of professors are established and removed
on the proposal of a faculty council. The decision is made by
TUT Council. The teaching staff can be selected or appointed
to the positions of professor, associated professor, assistant, lec-
turer 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
in 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 in
the faculty councils, there is no official data on promotion pro-
cedures inside the university.

Bodies and committees — women in decision-making posi-
tions The share of women in the decision making boards is
marginal, partly reflecting the low numbers of women in leading
academic and managerial positions as the latter forms the main
basis for membership in decision making boards. University
Council — University council consists of the rector, vice-rectors,
faculty deans, heads of departments, directors of institutes,
faculty representatives, and the members of the student union.
There are currently 37 members in the university council, of
which 4 are women. One female member of the council is the
director of Kuressaare College of TUT, the remaining 3 mem-
bers are the representatives of the student union. University
Government — University government consists of the rector,
vice-rectors and faculty deans. As all the members of the Rec-
torate and also the deans are men, the government with
6 members has no female members. Curatorial Board has
I'l members, of which | is female. Academic committee has
I2 members. The only female member of the commiittee is the
representative of a student union. The development and budget
committee has only male members. Research committee has
|6 members, of which only one female (representative of a stu-
dent union). Study committee has |5 members, among them
2 female members. The highest academic positions are mostly
held by men. In 2004/2005, only 3% of all professors and 3 %
of all heads of the 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 among
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the top administrative positions. All decisions on the faculty level
are made by faculty councils. Faculty council is also the decision-
making body for appointing, selecting and promoting personnel.
All Faculty Deans are men. Out of 34 departments of the uni-
versity’s 8 faculties there are 3 female heads of departments.
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* via EU Bookshop (http://bookshop.europa.eu);
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Following the publication of “Wake-Up Call for European Industry” (EU DG Research, 2003), representatives
from companies, universities, and the European Commission’s DG Research joined forces in a working group
— called Women in Science and Technology (WiST) — to promote gender diversity in the field of science and
technology. The activities of this group concluded with the publication of the report “Women in Science and
Technology: a Business Perspective” (EU DG Research, 2006). A number of companies expressed interest
in continuing activities with gender experts and the European Commission, but with a focus on two new
objectives: how to reduce the leaky pipeline for women in science and technology; and how to build a business
case for work-life balance.

The WiST2 working group was thus established, giving more companies the opportunity to join the group,
and at the same time expanding its scope to universities, which is where the leak begins in the “women in
science and technology pipeline”. This report is the result of the collaborative effort of the working group
- it analyses the business case of the work life balance policies that have been adopted by companies in
order to stop the leak.
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