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Appendix 1.
Wiitten outline of discourse and
text analysis presented in Paper |

Gender, discourse and regimes of justification

Mathias Wullum Nielsen

Danish Centre for Studies in Research and Research Policy
Aarhus University

M: mwn@ps.au.dk

This working paper contains a written outline of the empirical analysis pre-
sented in the article ‘Justifications of Gender Equality in Academia: Compar-
ing Gender Equality Policies of Six Scandinavian Universities. As mentioned
in the article, the analysis is based upon a data set of selected gender equal-
ity strateqies, policies and other relevant documents of six Scandinavian uni-
versities. More specifically, | have investigated the documents of Aarhus Uni-
versity in a Scandinavian context including five other universities as a com-
parative analytical frame of reference.'? These Universities are: The Universi-
ty of Bergen, the University of Copenhagen, Lund University, the University of
Oslo and the University of Uppsala. The selected sample of texts has been
gathered from the University websites in the period July-August 2012. Before
presenting the analysis, | briefly touch upon a number of the central analyti-
cal concepts employed in the analysis.

Intertextuality, voice and genre

Fairclough draws a distinction between the ‘external’ and the ‘internal’ rela-
tions of a text. /ntertextuality refers to the external level and focuses on the
relation between a text and what has been written elsewhere’ (Fairclough
2003: 37). In the following analysis, | will draw attention to the intertextual re-
lations combining the selected body of documents with other texts. Another

' This study is part of a larger case study drawing attention to the structural chal-
lenges characterising female researchers’ career possibilities at Aarhus University.

? References for the complete corpus of organizational documents can be found in
the bottom of the document.
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Appendix 8:
Invitational and follow up email for
Survey Study 2 (in Danish)

Invitational email

i

Follow up email for the survey study (In Danish):

forholdet mellem arbejds- og familieliv for forskningsansatte ved Aarhus Universitet. Dette er en vaesentlig del aof
ataindsamlingen som skal bruges til analyser og anbefalinger for Aarhus Universitet i forskningsprojektet STAGES,
som er finansieret under EUs 7. rammeprogram.

o

Vi vil derfor gerne bede om din hieelp fil ot & et dackkende og retvisende billede af forholdene som de opleves pé
Aarhus Universitet indenfor undersegelsens temaer. Vi hdber meget, at du vil bruge cirka 10 minutter p& at besvare
vores elekironiske spargeskema, som du kan filgd via linket herunder (web-adressen kan ogsé& kopieres over i din
browser).

https://www.survey-xact.dk/answergkey=9C8F57KD27 Q2

Vi h&ber pé din hjeelp og er meget taknemlige, hvis du vil hjeelpe os. P& forhdnd tak, vi ser frem til at modtage din
besvarelse.






Appendix 9:

Written outline of background
document analysis

presented in Paper 2

This document summarizes the national legislative frameworks and policy
initiatives, which | refer to in the article Scandinavian approaches to gender
equality in academia: A comparative study. Additionally it offers a brief in-
troduction to each of the six universities’ strategies for governing and promot-
ing issues of gender equality as well as the related organizational interven-
tions.

1. Scandinavian legislations and policies on
Gender Equality in academia

Denmark

In the Danish Gender Equality Act (2000), the mainstreaming obligations of
public organizations are stipulated as follows: “Public authorities shall within
their respective areas of responsibility seek to promote gender equality and
incorporate gender equality in all planning and administration” (part 4). The
implementation strategy of this provision, however, is unclear, and there are
no binding sanctions if public organizations fail to fulfil their responsibilities
(Borchorst 2008, p. 12; Emerek & Jergensen 2011, p. 25). One of the initia-
tives already implemented is a measuring tool obligating state institutions
and state-owned undertakings with more than 50 employees to report their
status on gender equality every second year. This obligation was facilitated
to collect information on institutional gender equality initiatives and monitor
gender distributions across job categories (Danish Gender Equality Act 2000,
Part 5.1). Aside from this, a statutory instrument introduces a legal opportunity
for employers, authorities and organizations to:

.. take experimental- and development initiatives for a period of up to 2 years
to attract the under-represented sex. It is lawful to establish courses or training
activities of up to 6 months duration if the aim is to promote gender equality in
employment, training and management. In advertisements it is lawful to en-
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courage the under-represented sex to apply for employment or training (Euro-
pean Commission, 2005).

Even though this instrument is rarely used, there are some recent examples
relevant to this study. The Universities of Copenhagen and Aarhus have been
taking positive actions to promote the representation of female researchers
in associate and full professorships (I return to this below).

In the period 2008-2009 the Danish Council for Independent Research
allocated an amount of 13.9 million euros (104 million DKK) specifically di-
rected at female research managers. These resources were granted for tal-
ented female senior researchers in order to support their qualification for pro-
fessorship positions (Danish Ministry of Science, 2009). In 2010, the council
established another research programme under the name “Sapere Aude’.
The main objective of this programme has been to encourage and retain the
most talented young researchers (men and women) in the fields of academ-
ia. However, in the first years of this research programme very few female
researchers applied for grants, and in order to overcome this problem, wom-
en are now specifically encouraged applying for funding via this pro-
gramme. Since 2008, the Danish council for strategic research has also
committed the steering groups of the strategic research centers and strategic
research alliances applying for research funding to include representatives
of both sexes (Bergman, 2013).

Norway

The Norwegian Higher Education Act from 2000 stipulates that “Universities
and university colleges shall make active, targeted and systematic efforts to
ensure gender equality in all categories of employment at the institution”
(Norwegian Act relating to University and University Colleges 2005, Section
6-2). This provision binds the Norwegian universities to develop institutional
gender equality action plans, while a related stipulation in the Norwegian
Gender Equality Act obligates the institutions to report recent gender equali-
ty activities as well as gender balance numbers on an annual basis (Act re-
lating to Gender Equality 2005, section Ta). The Norwegian “Ombud” for
equality and discrimination (henceforth LDO) is responsible for ensuring that
the public universities comply with these stipulations. More specifically, LDO
has the option of monitoring the annual reports, and if the content of a report
is deficient, it may ultimately lead to the imposition of a fine (NOU 2011, 47).
It is, however, relevant to note that LDO is nhot empowered to sanction any
breach of the provision binding universities to develop action plans (NOU
2011, p. 47).
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A national Committee for gender equality in science with an annual
budget of approximately 400,000 euros (3 million NOK), was established in
2004 to support research institutions in the implementation and promotion of
gender equality initiatives and activities. Additionally, the Ministry of educa-
tion and research has launched an incentive system aiming to promote the
share of women researchers in senior lecturer, associate- and full professor
positions within the academic fields of math, science and technology (NOU
2011, p. 73).! This initiative was introduced on a three year trial basis (2010-
2012) and involved an annual budget of approximately 1,330,000 euros (10
million NOK) (Aukland, 2012). In 2007-2011 the Ministry of Education and
Research also introduced an annual Gender Equality award aimed at en-
couraging research and higher education institutions to prioritize and
strengthen their work on gender equality (Gender Balance in Research
2012). The Gender Equality award included a grant of approximately
266,600 euros (2 million NOK) for the Norwegian university making the big-
gest effort to promote gender balance in research.

Additionally, The Research Council of Norway recently launched the so-
called BALANSE programme. The initiative aims to enhance the proportion
of women in research management positions and involves an expected
budget framework of approximately 7.8 million euros (58 million NOK) for
the period 2013-2017 (Norwegian Research Council 2013/2013b). The Re-
search Council of Norway has also initiated a number of structural change
initiatives aimed at increasing the share of grants allocated for female re-
searchers. These initiatives, among others, include the establishment of more
gender balanced evaluation committees and the introduction of moderate
gender quotas in the allocation of research grants. According to the council,
the initiatives have been very successful leading to an increased share of
female applicants as well as grant receivers (Norwegian Research Council,
2009).

As stipulated in the first paragraph of section three in the Norwegian
Gender Equality Act “The Act shall promote gender equality and aims in par-
ticular at improving the position of women”. This section opens an opportuni-
ty for universities to promote affirmative action in favour of female research-
ers. The provision, however, is to be interpreted in accordance with the direc-
tives of the European Commission? curtailing the application of affirmative
action to include situations where two applicants are equally qualified for a

' This incentive system currently includes nine research institutions.
2 This directive is included in the European Economic Area Agreement (EEA)
through its article 70 and therefore includes Norway.
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position (European Commission 2012, article 2 [4]). In the period 1998-2004,
the Norwegian government, on the basis of this provision, earmarked eighty
post-doctoral research grants and 20 professorships exclusively for female
researchers within male-dominated research disciplines. These initiatives led
to a legal controversy with The European Free Trade Associations (EFTA) sur-
vey authority (Schutter 2010, p. 669), and in January 2003 the EFTA court
ruled that Norwegian Universities were no longer allowed to earmark profes-
sorships exclusively for women. In the wake of this verdict, affirmative action
and economic incentives have been reserved to include recruitment proce-
dures that are in accordance with the EU directives outlined above.

Another provision in the Higher education act stipulates that “If one sex is
clearly under-represented in the category of post in the subject area in ques-
tion, applications from members of that sex shall be specifically invited” (Act
related to University and University Colleges Section 6-3). The act also pre-
scribes that both sexes shall be represented in expert assessment commit-
tees, and commits universities to take gender equality into consideration
when appointments for research positions are made.

Sweden

In the Swedish Higher Education Act, the institutional mainstreaming obliga-
tion is stipulated as follows: “In the activity of universities, equality between
women and men shall always be taken into account and promoted” (Swe-
dish Higher Education Act, 2011), and in accordance with the Discrimination
Act from 2008, Universities and other educational institutions ‘shall actively
work to promote equal rights and prevent and interfere harassment related
to gender (..)” (Swedish Discrimination Act 2008, Chapter 2). More specifical-
ly, all institutions with at least 25 employees are obligated to review gender
pay differentials and develop specified gender equality action plans includ-
INng practical measures promoting equality and preventing harassment every
third year. The national Discrimination Ombudsman is responsible for ensur-
INg that the universities comply with these stipulations and succeed in devel-
oping systematic and targeted action plans. If this is not the case, fines can
be imposed on the employer (DO, 2012).

In addition to this, the Discrimination Act opens an opportunity for positive
action “if the treatment of the person concerned is part of an effort to pro-
mote equality in working life (..)”. Much like the case of Norway, the Swedish
Government has been embroiled in a legal controversy with the European
Court of Justice over initiatives of affirmative action. In the year 1995, 32 full
professorships and 73 postdoctoral fellowships were created by the Swedish
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government to boost the share of women in the upper ranks of academia.
Male researchers were allowed to apply for these positions but could only be
employed if no suitable female candidate was available. This measure was
turned down by the European Supreme court in 2000 on the basis of the so
called “Abrahamsson case” (Numhauser, 2001; CORDIS, 2001).

A glance over the most recent Swedish higher education policy initiatives
also reveals that the Swedish Government has been very active; especially
during the former electoral period (2006-2010) (Nyberg, 2010). In February
2007, the Swedish Government appointed a temporary committee (2007 -
2010) to promote gender equality in higher education. The committee had a
budget framework of approximately 7.2 million euros (60 million SEK) at its
disposal for the purpose of supporting organizational gender equality initia-
tives and activities (Swedish Ministry of Integration and Gender Equality,
2009). In addition to this, the Swedish Innovation Agency has earmarked a
budget of 35 million® euros (300 million SEK) for the period 2007-2014 to an
implementation programme promoting female researchers’ mobility and
qualification routes in Science and Research (Vinnova, 2007). The Swedish
Research Council has also initiated new measures aimed at enhancing the
gender balance in the allocation of research grants. Among others, these
measures include an establishment of more gender balanced evaluation
committees, a continuous monitoring of gender distributions among research
applicants, and a number of potential initiatives aimed at recruiting research
applicants of the underrepresented sex.

2. Gender distributions at the six universities

Table A.9.1 below provides an overview of the women currently employed
in research at the six Scandinavian universities. It is relevant to note that the
Norwegian and Swedish research systems include a number of academic
positions that do not comply exactly with the international position catego-
ries outlined in Table A.9.1. The Swedish research system, for instance, in-
cludes the position categories “docent” and “amanuens”. These employment
titles are used for academic as well as administrative staff with a doctorate
education. The translation of unclear academic position categories into in-
ternational position categories has been done in correspondence with the
local gender equality consultants of each university. However, this translation
may represent a smaller degree of uncertainty in regard to the comparability

* Including co-financing, the programme constitutes an impressing budget of ap-
proximately 60 million euros.
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of the numbers. In addition, Copenhagen has estimated its gender distribu-
tions in full-time equivalents, while this is not the case for Aarhus, Bergen,
Copenhagen, Lund and Uppsala. This difference may also represent a
smaller degree of uncertainty.

Table A.9.1. Share of female research staff at the six Scandinavian Universities, 2012

(percent)

Aarhus Copenhagen Bergen Oslo Uppsala Lund
PhD 51 56 57 55 48 46
Post doc-level 43 45 55 47 44 49
Associate professors 31 34 39 43 40 40
Professors 15 21 24 27 24 23

3. Central and local approaches to gender
equality

Denmark

Aarhus University’'s main gender equality action plan is presented as an “in-
spirational catalogue” developed and written by an appointed “taskforce”.
The overriding purpose of this document is to commit the local organization-
al entities (faculties and departments) to engage actively in gender equality
issues. The action plan includes a few cross-university measures initiated at
the central level of the organization, and on the fourth page of the document
a reference is made to an agreement obligating the faculties to define tar-
gets for gender balance, and develop local action plans including specified
declarations of intent, costs incurred and persons responsible. A search
through the university website and sub-sites, however, reveals that no docu-
ments specifying the targets or measures of the main areas (faculties)” are
available. With the exception of an incentive programme offering financial
support for academic environments promoting female researchers (this pro-
gramme extends from 2010-2014 and involves a budget of approximately

“ This lack of faculty-level initiatives may be due to the recent comprehensive or-
ganizational transformation changing the university structure from nine faculties to
four closely connected main areas. Obviously, this structural transformation has had
some consequences for the gender equality activities taken at faculty and depart-
ment level, as faculties have been merged, and new allocations of responsibility
are therefore needed.
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1.1 million euros, Aarhus University allocates no funding for activities initiated
at the faculty or department level (Aarhus University, 2009).

The University of Copenhagen’s main gender equality action plan (2009)
mainly focuses on three comprehensive measures taken at the central level
of the organization, while a supplemental statement developed by the uni-
versity task force for gender equality outlines a larger catalogue of ideas di-
rected at the faculties and departments. This document also offers sugges-
tions for cross-university initiatives. Additionally, a formulation in the supple-
mental statement underlines that initiatives should be implemented at facul-
ty and department level. The document states that “it is the remit of HR and
Organizational Development to ensure that faculties and departments im-
plement specific initiatives to fulfil the University’s overall objective of more
women in associate professorships and professorships” (University of Copen-
hagen, 2009). A formulation in the main gender equality action plan also
underlines that initiatives should be implemented at faculty and department
level (University of Copenhagen, 2009). The statement, however, does not
include any further specifications on the responsibilities delegated to these
entities. In the period 2008-2012 the university earmarked approximately
268,000 euros for faculty-based talent development-programmes. Moreover,
a comprehensive amount of resources have been allocated for gender
equality related activities initiated at the central level of the organization
(University of Copenhagen, 2009). A search through the university website
reveals that only two out of six faculties have developed specified up-to-
date action plans. A 2011 evaluation report, however, reveals that local ac-
tions on gender equality have been initiated at all of the faculties (University
of Copenhagen, 2011).

Sweden

Lund University’s gender equality action plan is structured around a number
of main action areas, which create the basis for systematized and strateqic
work at faculty and department level (Lund University, 2011). The university
has also developed a supplemental document outlining specified examples
on how to translate the general statements of the main action plan into
specified actions and initiatives at department and faculty level (Lund Uni-
versity, 2010). As pointed out in Lund’s pan-university action plan, the organi-
zational work on gender equality “adheres to the university’s decentralized
model for decision making” (Lund University, 2011). Lund, in other words,
does not allocate strateqic resources for gender equality work at the decen-
tralized levels of the organization. Instead, the university’s policy framework
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suggests that these investments should be integrated into the annual budg-
eting of the faculties and departments. However, a cross-university initiative
including an overall amount of 4.5 million SEK (0.54 million euros) has re-
cently been earmarked for co-financing visiting professors of the underrepre-
sented gender (Lund University, 2013). Despite a 2011 organizational policy
stipulation committing the university management to prepare specified an-
nual statements concerning recent gender equality developments at faculty
and department level, such documents are still absent (Lund University
2011).° Yet, a search through the university’s website reveals that specified
and up-to-date action plans are available at all faculty websites and at a
number of the department sub-sites.

The Uppsala GE action plan reveals one of the most extensive and sys-
tematized approaches found in the study (Uppsala 2011). The assigned re-
sponsibilities connected to the institutional targets and measures outlined in
this document stand out quite distinctly, while a comprehensive annual re-
port follows up on the activities initiated by the faculties and departments.
This document, among others, follows up on the objectives and measures
stated in the local action plans and include detailed descriptions of the gen-
der equality related activities taken at faculty level (e.q. Uppsala 2012). In
2011, Uppsala distributed approximately 21,600 euros for local initiatives
promoting gender equality and gender awareness.® and in the period 2008-
2011, an annual amount of approximately 540,000 euros was allocated as
direct financial support for female researchers in academic environments
with a skewed gender distribution (Uppsala 2012). A search through the uni-
versity’s website reveals that specified and up-to-date action plans are
available at most of the faculty websites as well as at a number of the de-
partment sub-sites.

Norway

At the Universities of Oslo and Bergen the faculties are also obligated to de-
velop local gender equality action plans containing measures and recruit-
ment objectives based on local challenges. Much like Uppsala, the Oslo’s
gender equality policy framework indicates an extensive and systematized
organizational approach to the topic. The pan-university action plan distin-
quishes between central and local actions and includes specified targets re-

® |t is however relevant to note that the development of such documents, according
to the university's gender equality consultant, will be initiated in 2013.

® For instance, the university has granted funds for the development of a teaching
material on gender awareness in research supervision (Uppsala, 2011b).
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lated to both levels of action (Oslo, 2010). As in the case of Uppsala, the uni-
versity prepares annual reports on gender equality issues including infor-
mation about the most recent activities and developments at faculty level
(e.g. University of Oslo, 2012). Bergen’s gender equality plan revolves around
a number of general organizational commitments and targets. At the same
time, these commitments can be viewed as suggestions for institutional in-
terventions at faculty and department level (Bergen, 2011). Bergen also pre-
pares annual statements on the preceding years work on gender equality.”
These statements, however, are less specified and do not include reflections
on faculty level activities. A search through the university websites reveals
that up-to-date faculty action plans are available for 6 out of 8 faculties at
the University of Oslo, whereas this is only the case for 3 out of Bergen's 6
faculties.

Both of the Norwegian universities have adopted a GE governance
model combining a number of centralized interventions with a strategy that |
have coined /ncentive-based compliance, encouraging the faculties to en-
gage in local activities of this concern. More specifically, this means that the
centralized funding of local university initiatives requires a 50% faculty co-
financing. In this sense, the local entities are encouraged to allocate their
own funds for this purpose. In 2011, the University of Oslo allocated approxi-
mately 336,000 euros for local GE initiatives, while the University of Bergen
allocated circa 450,000 euros in 2012. This means that the overall share of
resources spent on local initiatives at these universities amounts to the dou-
ble (University of Oslo, 2012) 8

7 These statements are included in the annual report following up on the universi-
ty’s strategic work and accomplishments (University of Bergen, 2011).

® The 2012 numbers are based on an email correspondence with the GE consult-
ant of Bergen University.
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4 Outlining institutional activities on gender
equality”

Aarhus University

As mentioned already, the action plan of Aarhus University is presented as
an /nspirational catalogue including an agreement obligating the faculties to
develop local action plans. However, a few concrete actions initiated at the
centralized level of the organization are also included in the document.
These initiatives aim at a) creating the basis for a more equal gender repre-
sentation on councils, boards and committees, b) implementing a mentoring
programme for both sexes, and c) creating a meal scheme enabling univer-
sity staff to order and purchase food to take home after work (Aarhus Univer-
sity, 2009).

Additionally, the university, in 2010, initiated an incentive programme of-
fering financial support for academic environments promoting female re-
searchers. This programme included an advertisement of ten new associate
professorships and temporary professorships. More specifically, the university
management covered expenditures related to one year of initial appoint-
ment as postdoctoral researcher for each of the ten associate professorships,
and in addition to this offered a one-off payment of 100,000 DKK (13,408
euros), intended for release time for independent research activities. Each of
the 10 permanent professorships came with two and a half year of financial
support covering the departments’ expenses for salaries (Aarhus University,
2010, p. 11).

University of Copenhagen

Copenhagen’s gender equality statement is presented as a 3-point action
plan (see outline of the action plan in Section 5, Table A.9.2). This means that
the statement mainly focuses on three measures initiated at the central level
of the organization. The 3-point plan extends over five years (2008-2013)
and includes the following measures: a) financial incentives for faculties and
departments hiring female senior researchers, b) internationalization scholar-
ships directed at young female researchers and c¢) the establishment of tal-
ent and leadership development programmes directed at potential female

? As mentioned earlier, most of the pan-university action plans offer a comprehen-
sive number of suggestions for activities and interventions at the decentralized lev-
els of the organizations (see Section 5, Tables A.9.2-A.9.7). However, this presenta-
tion limits its focus the most central pan-university gender equality interventions.
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candidates for positions as dean, head of faculty or head of department.
Additionally, the university has developed an interdisciplinary mentoring
programme for young female researchers (University of Copenhagen, 2008).

The University of Copenhagen’s incentive programme is built around a
“reward principle” releasing extra professorships (woman or man) for facul-
ties appointing female professors. Moreover, the university has set up a cen-
tral bonus pool offering additional rewards for each of the faculties increas-
iIng the ratio of newly hired female professors by 5 percentage points com-
pared to the year before the initiation of the 3-point plan. This bonus reward
includes an amount of 3 million DKK (402,268 euros) for the Life Sciences,
Health and Science, 2 million DKK (268,179 euros) for the Humanities and
Social Sciences, and 1 million DKK (134,089 euros) for Theology, Pharma-
ceutical sciences and Law.

The University of Copenhagen has also allocated an annual amount of
approximately 12 million DKK (1,609,075 euros) for the establishment of 16
internationalization scholarships directed at female post docs, assistant pro-
fessors and associate professors. A cross-university development pool of 2
million DKK (268,179 euros) has also been allocated for financing local tal-
ent development programmes for female researchers (University of Copen-
hagen, 2009).

Lund University

As outlined in Table 3 (Section 5), Lund University’s gender equality action
plan is structured around a number of main action areas which create the
basis for systematized and strategic work at faculty and department level.
Moreover, the university has developed a supplemental document outlining
specified examples on how to translate the general statements of the main
action plan into specified actions and initiatives at department and faculty
level (Lund University, 2010). In opposition to the rest of the universities, Lund
does not allocate strateqic resources or funding for gender equality work at
faculty and department level. As emphasized in the supplemental document
mentioned above, these investments should be integrated into the annual
budgeting of the faculties and departments. The faculty of science at Lund
University has, for instance, introduced a local incentive programme includ-
ing a 100% financial aid for departments and centers hiring female profes-
sors. A recent cross-university initiative including an overall amount of 4.5
million SEK (0.54 million euros) has also been earmarked for (co-)financing
visiting professors of the underrepresented gender
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Gender awareness in teaching and leadership

An interesting feature of Lund’s work on gender equality concerns the focus
on gender awareness raising initiatives. On page three in the gender equali-
ty action plan it is stated, that “(..) gender perspectives and gender aware-
ness in teaching and learning will have a prominent place in the qualifying
training (..) at Lund University”, and in a related document specifying the de-
tails of Lund’s gender awareness initiatives it is stated that “[a] gender per-
spective shall illuminate how social factors contribute to create unequal
conditions for women and men” (Lund University, 2007) (my translation). In
other terms, Lund expands the usual approaches to gender equality by
combining specified organizational interventions related to matters such as
recruitment and leadership with a long-range aim of creating more gender-
sensitive and inclusive environments through specified teaching and learn-
iINg approaches.

The leadership programme “AKKA” (Academic Women’s Responsibility)
represents another pivotal pan-university initiative related to the long-range
aim of creating more gender-sensitive and inclusive environments. This pro-
gramme aims to increase postdoctoral researchers’ knowledge on academ-
ic leadership. The programme includes an integrated perspective on re-
search management focusing attention to the different conditions and op-
portunities characterising male and female researchers’ work-life and career
paths at Lund University. The AKKA initiative started out as a women-only
programme with a capacity of 30 participants per year. However, in the lat-
est phase of the programme, male researchers have also been allowed to
participate (Lund University, 2011b).

Uppsala University

As outlined in Table 4 (Section 5), Uppsala’s work on gender equality consti-
tutes one of the most extensive and systematized approaches found in this
study. The assigned responsibilities connected to the institutional targets and
measures presented in the gender equality plan stand out quite distinctly,
while a comprehensive annual report follows up on the activities initiated by
centers, faculties and department and in this sense serves to document and
monitor the ongoing efforts to promote gender equality within the organiza-
tion. One might suggest that the clear and systematized structure of Uppsa-
la’s work to promote gender equality indicates that a high degree of direct
responsibility is delegated to the local entities. This assertion is also consistent
with the concrete faculty activities outlined in the comprehensive annual re-
ports.
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In 2011, Uppsala distributed approximately 180,000 SEK (21,640 euros)
for local initiatives promoting gender equality and gender awareness. The
university, for instance, granted funds for the development of a cross-
university teaching material on gender awareness in research supervision
(Uppsala, 2011b). In the period 2008-2011, an annual amount of 4.5 million
SEK (541,000 euros) was also allocated as direct financial support for female
researchers in academic environments with a skewed gender balance.
These resources were, among others, spent on leadership programmes for
women, and financial incentives encouraging faculties to hire female senior
researchers. In addition, female associate professors were given financial
support for further qualification, and women undertaking research man-
agement tasks were offered release time for research (Uppsala University,
2012)

Uppsala has also developed a web-database providing indicators on
key gender topics. The main purpose of the database is to offer information
on organizational statistics in a gender perspective. The gender equality in-
dicators are available to all employees and students as a self-assessment
tool highlighting the cross-university as well as local gender distributions
(Uppsala University, 2012).

University of Bergen

Bergen’s gender equality work can be divided into three main areas of ac-
tion (for an outline of the action plan see Table 4, Section 5), a) recruitment
of permanent female research personnel, b) integration of the gender per-
spective into all management activities, and ¢) a more gender balanced dis-
tribution of research funds.

According to the latest report documenting Bergen’s annual activities
and achievements (Bergen, 2012) 4.5 million NOK (604,368 euros) have
been allocated for various types of institutional gender equality initiatives in
2011."° Centralized funding for local initiatives requires a faculty co-
financing of 50%, and in this sense, the local entities have also been encour-
aged to allocate their own funds for this purpose.

1% The numbers outlined in Table A.1.1. (Appendix 1) in the article Scandinavian
approaches to gender equality in academia: A comparative study refers to the
Bergen's allocation of funds for gender equality activities in 2012. According to the
university’'s gender equality consultant, Bergen allocated 0.55 million euros for cen-
tralised activities and 0.45 million for faculty activities in 2012. This presentation will
focus on the activities taken at Bergen up to and including the year 2011.
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Allocation of funds

As in the case of the University of Uppsala, Bergen has implemented a num-
ber of initiatives which aim at qualifying female researchers for positions as
full professor. These initiatives include allocation of funds for release time
from teaching and administrative responsibilities and financial recovering of
travel expenses. Moreover, the university has initiated a career development
programme directed at female researchers.

Changing recruitment practices

In the period 2007-2009, the Bergen also allocated incentive funds covering
50% of the first year expenses when faculties with less than 40% female re-
searchers appointed women for positions as part time or temporary profes-
sors. In addition to this, the departments received an amount of 100,000 NOK
(13,430 euros) in financial support each time a women was hired for a senior
research position (University of Bergen, 2007). The current gender equality
action plan also urges the academic environments with low shares of female
researchers (40% or less) to advertise academic positions as associate pro-
fessorships rather than full professorships in order to ensure the widest possi-
ble range of female applicants. An interesting feature of Bergen'’s recruit-
ment practice also concerns the use of “moderate gender quotas”. On the
university website it is stated, that employees shall use moderate gender
quotas when choosing applicants for research positions announced in aca-
demic fields with a skewed gender distribution (40% women or less).'' Addi-
tionally, the university commits faculties with a skewed gender balance to
use “search committees” in order to recruit relevant female applicants when
permanent academic positions are announced.

University of Oslo

As outlined in Table 6 (Section 5), the University of Oslo has developed a
comprehensive action plan including two main action areas directed at en-
hancing gender equality among research staff. These main actions areas
aim to a) increase the share of women in academic positions, and b) make
gender equality a clearer management priority. The Oslo action plan distin-
quishes between central and local actions and includes specified targets re-
lated to both levels of action. As mentioned earlier, the university prepares

" According to Bergen’s gender equality consultant, moderate quotas are used 2-3
times a year.
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annual reports outlining the recent year's gender equality activities as well as
statistical developments in the gender distributions from PhD level to full pro-
fessorship level.

Allocation of funds

According to the latest annual gender equality report (University of Oslo,
2012), the university has allocated 2.5 million NOK (335,760 euros) for local
gender equality initiatives. As in the case of Bergen, Oslo’s allocation model
requires a faculty co-financing of 50%, which means that the overall amount
of resources spent on local initiatives approximately amounts to the double.
A big share of Oslo’s centralized resources for gender equality has been
spent on initiatives directed at qualifying female researchers for full profes-
sorships.12 For instance, the university has allocated funds for release time,
financial support for expenses related to travelling, and research assistance,
while several of the local entities have established network related activities
and mentoring schemes. The university has also allocated 1.5 million NOK
(201,456 euros) for a financial incentive programme promoting female sen-
ior researchers within the academic areas of Science, Health and Technolo-
gy (University of Oslo, 2012).

Changing recruitment practices

Similar to the University of Bergen, Oslo also urges academic environments
to implement gender equality measures related to recruitment practices.
Faculties with a skewed gender distribution are for instance recommended
to advertise academic positions as associate professorships rather than full
professorships, and a recent report evaluating the faculty practices shows
that all of the faculties actually make use of this possibility (62% always, 29%
often and 9% sometimes) (University of Oslo, 2013).

In the main action plan it is also stated, that “Position plans must be
drawn until 2020 for announcements and recruitment to permanent aca-
demic positions, based on expected departures and the gender composition
of academic environments, and the recruitment base” (University of Oslo
2010, p. 1). According to the above mentioned evaluation report, approxi-
mately 62% of the faculties are currently including a gender perspective
when developing recruitment plans for the years to come.

'21n 2011, 20 women researchers received a qualification grant at the University of
Oslo.
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The university also opens up the opportunity for faculties to use moderate
gender quotas, and according to the annual gender equality report (2012), it
Is reasonable to assume that this measure is employed by several of the fac-
ulties. As in the case of Bergen University, Oslo also commits male dominat-
ed faculties to use search committees in order to recruit relevant female
candidates when permanent academic positions are announced. According
to the 2013 evaluation report, 53% of the university’s decentralized entities
make use of this possibility (University of Oslo, 2013).

5. Outline of institutional gender equality action
plans

The tables below summarize the gender equality related activities and initia-
tives taken by the six universities. Most actions are presented in their original
state; however a few descriptions are presented in a summarized form.

Table A.9.2. Aarhus University (2009-2015)

Size of Staff: 11,000
Enrolment: 40,000

Recommended - Flexible workplaces - making home office resources (computers, online access and remote
initiatives network access available to staff)
(Local level)

Career development inferviews for temporary positions
- Coaching schemes (career consulting - both women and men).
- Further education (project management etc. — both women and men).
- Compensatory time [PhD supervision + post doc & Ass. Prof. supervision).
- Collegial supervision

- Assessment of academic production (taking time available into account — e.g. parental
leave efc.).

- Establishing child care facilities
- Subsidy for taking spouse and children abroad

- Management training (Including awareness on gender equality in general administrative
and professional management training).

Initictives already  Action plan
launched

More equal representation on councils, boards and committees
(Central level)

- Mentoring scheme for both sexes
- Meal scheme enabling university staff to order and purchase food to take home after work

Other

- Financial incentives for hiring female researchers
10 associate professorships: One year pay for each researcher + 100,000 DKK for
release fime for research.

- 10 MSO-professorships (2.5 year pay per researcher)
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Delegations at An agreement made between the rectorate and the deans obligates the faculties to define
faculty level targets for gender balance and develop local action plans including specified declarations of
infent, descriptions of parties involved, costs incurred and persons responsible.

Table A.9.3. University of Copenhagen (2009-2013)

Size of Staff: 7,000
Enrolment: 35,000

Recommended
initiatives
(Local level)

(Cross-university
level)

Launched initiatives
(Central level)

Implemented over a
five year horizon

(2009-2012)

Delegations at faculty
level

Advertising strategic professorships

Advertising strategic associate professorships

Creating strategic assistant professorships without time limit

Special recruitment positions for women (in areas where women are underrepresented).
Career planning

Specific managerial talent programmes for women

Mentoring scheme

Department bonus for hiring female researchers

Refaining women ass. prof. and full prof.

Assessment of academic production {taking time available into account — eg. parental
leave efc.).

Exemption from teaching (one full time research term).

Women on evaluation committees

Awareness of gender when establishing academic committees and research committees
Advertised research positions {non-advertised positions tend to go to men).

Gender awareness in appointment of doctorates, prizes efc.

HR delegated to ensure implementation of specific initiatives at faculty/department level
Work environment assessment (including gender perspective)

Maternity fund (for employees on external benefits)

Improved and updated statistics on gender distribution {in terms of applicants,
appointments and salaries).

Financial incenfives for departments/faculties {appointment of women professors by a
faculty releases an extra professorship - for a period of five years).

Central bonus pool (faculties, increasing the ratio of newly appointed women professors
by 5 percentage points in two years receive a DKK 1-3 million bonus).

16 internationalisation scholarships are established, equivalent to approx. DKK 12
million p.a. for 5 years).

Interdisciplinary mentoring scheme

DKK 2 million development pool {for funding talent development of the underrepresented
gender).

Leadership development programmes (for positions as head of department, dean, head
of faculty).

Many of these initiatives need to be implemented at faculty and department level, and it is

going to be a long haul. To speed up the process of increasing the number of women

researchers, and on the basis of a catalogue of ideas presented by a specially appointed
task force, the Rectorate has prepared the "3-point plan" described below as a supplement
to the local initiatives.
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Table A.9.4. University of Lund (2011-2012)

Size of Staff: 7,200
Enrolment: 47,000

Action areas

Delegations at
local levels

Discrimination: All students and employees must be knowledgeable about the content of
the action plans against discrimination as harassment and sexual harassment.

Equal treatment:  Systematic and purposeful efforts to increase gender equality and
diversity when recruiting and accepting students.

Recruitment and promotion:

Active recruitment and career planning contribute to diversity and an even gender
distribution. Career planning and promotion, special training initiatives are implemented
on an ongoing basis.

Leadership:

Continued investments will be made in leadership development, particularly for the
underrepresented gender, as a means of achieving gender equality and diversity.

When appointing faculty management positions including executive committee
appointments, consideration shall be given to gender equality and diversity.

Persons with leading positions will be educated on the Discrimination Act and its practice,
as well as be given the opportunity to develop their expertise in terms of gender equality,
diversity and equal treatment at Lund University.

Pay rates and other terms of employment:

Work to create equal terms of employment for the underrepresented gender will continue.
This means that:

pay rates adhere to the university's pay policy programme

more women are to be employed as professor

shortterm contracts among the underrepresented gender will be particularly monitored
staff appraisals will highlight issues of career planning

when planning and locating work, opportunities for combining parenthood and
employment at Lund University will be given special consideration

Gender perspective and inter-sectional perspective:

Gender perspectives and gender awareness in teaching and learning will have a
prominent place in the qualifying fraining in higher education teaching and learning at

Lund University.

Targeted and systematic work towards gender equality, equal treatment and diversity is
carried out at the university.

Allocation of responsibility adheres to the university's decentralised model for decision-making
and responsibility.

Systematic and targeted work to achieve gender equality, equal treatment and diversity
requires regular evaluation, follow-up and analysis of the set policy. The results will be
presented annually in a gender equality declaration.
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Table A.9.5. University of Uppsala (2011-2012)

Size of Staff: 6,200

Enrolment: 23,000

Standing
assignments
(Central)

Gender equality work at Uppsala is integrated into all university activities. The work primarily
consists of standing assignments in various parts of the organization. The action plan includes a
list of activities formulated as standing assignments to various entities and officers responsible.
These assignments are formulated in general terms in order to be applicable to all operations.
How the assignments have been made more concrete is to be accounted for in the annual
follow-up.

The Gender Equality Committee

The Committee shall:

- prepare gender equality matters in advance of meetings of the Vice Chancellor and of the
University Board, efc..

- take part in overarching cooperation regarding gender equality issues within and outside
the University.

- maintain contact with the Ministry, the National Agency for Higher Education, the
Discrimination Ombudsman, and other universities/university colleges.

- initiate its own evaluations of activities in accordance with the Gender Equality Plan and
the demands of the government.

- develop proposals for the University Board regarding the Gender Equality Plan, including
annual follow-ups and revisions.

- allocate economic grants for activities to promote gender equality within the University.

- work to ensure that all employees have equal rights to competence development regardless
of gender.

- work to ensure that male and female employees receive equal pay for work of equal value.

- work to ensure a work environment free of harassment, sexual harassment, and
discrimination based on gender.

- work to ensure a study environment in which students, regardless of gender, are offered
good opportunities to pursue their studies and to encounter teachers of both genders at all
levels.

Human Resources
The Human Resources Division shall:

- analyse regulations and practices regarding pay and other terms of employment applied
within the University every three years, as well as pay differentials between women and
men performing work to be regarded as the same or equivalent. The purpose of this survey
is to discover, remedy, and prevent unfair differences between women and men.

- draw up an action plan for equal pay in which it reports the results of the survey and
analysis described in Sec. 10, and carry out and revise the pay analysis and pay survey
under Ch. 3 Sec. 11.

Equalities office
The Equalities Office shalll:

- offer competence-enhancing training in issues involving practical gender equality work
- inform heads of departments/equivalent about this Gender Equality Plan
- cooperate with University Administration in matters involving gender equality.

- provide information, advice, competence development, and training in the field of gender
equality for departments, faculties, and University leadership, as well as for students and
employees.
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Standing
assignments
(Local)

Targets

Planning Division

The Equalities Office shalll:

infegrate gender equality work into the University’s quality work.

Work and study conditions

Opportunities to combine studies, research, and other work at the University with caring
for children must be provided for both men and women. Special guidelines have been
established for this purpose and are available in the Uppsala University Parental Policy.

Students at Uppsala University must encounter instruction from teachers/supervisors of both
genders. This applies to entire study programmes and subject studies worth 30 credits.
Departure from this regulation must be justified in writing in connection with the annual
follow-up of the gender equality plan.

Leadership positions, investigative and decision-making bodies

Nominations for investigative and decision-making bodies must be preceded by
discussions about what competence and what qualifications are needed, how assignments
can be distributed among more individuals, and what specific methods are to be applied
to recruit more individuals of the underrepresented gender

Uppsala University must achieve gender balance in leading positions and in investigative
and decision-making bodies. Those nominating individuals for boards must not designate
which nominee(s) are to be regular and deputy members respectively. When only one
individual is to be nominated for a board, one man and one woman must be put forward.
Departure from these nominating regulations must be justified in writing.

In collegial elections via an assembly of electors, where the ultimate decision is to be made
by a superior instance, the assembly of electors must be charged with nominating at least
one candidate of each gender, in order to provide the deciding instance with latitude for
selection.

Recruitment

In each recruitment group/equivalent at the University, one member must be assigned
special responsibility for monitoring gender equality matters.

Vacant positions must be described in gender-neutral terms. The announcement should be
done in such a way as to aftract a broad spectrum of applicants. Prospective applicants of
the underrepresented gender should be actively sought. Each body at the University that
submits proposals for employing a specific individual must provide a written account of
how the gender equality aspect has been considered.

In employment procedures requiring expert panels, both women and men must be
appointed as experts. Departure from these regulations must be justified in writing

Targets 2011-2012

By the end of the period 2011-2012, the following high priority targets complementing the
standing assignments must have been reached:

Work and study conditions

A template for drawing up gender equality plans at disciplinary
domains/faculties/departments/equivalents must have been created and implemented in
operational planning work.

Routines for economic support for faculties organizing formal networks, mentoring, or
buddy systems for doctoral candidates who are women must have been created and
implemented.

Evaluation of the University’s gender equality indicators must have been carried out and
possible improvements implemented.

Gender awareness in teaching

A function as developer of gender awareness in teaching, with subject expertise in the
various disciplinary domains, must have been created. Further development of the gender
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Measures 2011

Measures 2012

perspective in the basic course in tertiary-level teaching, training for supervisors, and other
aspects of activities at the Division for Development of Teaching and Learning must have
been implemented.

Recruitment

An impact analysis of the implementation of the employment form ‘general fixed-term
employment’ from a gender equality perspective must have been completed.

Training in equal recruitment primarily for members of recruitment groups and routines for
raising the competence of members in recruitment groups must have been developed and
implemented.

Follow-up of measures taken in connection with the initiative {Power Pack for Gender
Equality) must have been completed for possible revision and continuation.

Measures from the report (Recruitment Processes at Uppsala University in a Gender
Equality Perspective) and routines for competence-based recruitment must have been
developed and implemented.

create templates for gender equality plans for disciplinary
domains/faculties/departments/equivalents. Officer in charge: Director of Human
Resources

create routines for allocation of economic support for faculties that organize formal
networks, mentoring, or buddy systems for doctoral candidates who are women. Officer in
charge: Director of Human Resources.

complete, evaluate, and arrange training about the University's web-based gender equality
indicators. Officer in charge: Director of Human Resources

create forms for and launch a Gender Helpdesk function sited at the Equalities Office and
disseminate information about this function throughout the organization. Officer in charge:
Director of Human Resources

create a platform for the creation of and begin trial activities for a function as developer of
gender awareness in teaching. Officer in charge: Director of Human Resources in
collaboration with the Director of the Division for Development of Teaching and Learning

devise forms for continuous exchange with the Division for Development of Teaching and
Learning regarding further development of the gender perspective in the Division’s
programmes/course offerings and other activities. Officer in charge: Director of Human
Resources in collaboration with the Director of the Division for Development of Teaching
and Learning

develop training in gender-balanced recruitment primarily for members of the University’s
recruitment groups and formulate measures based on the report (Recruitment Processes at
Uppsala University in a Gender Equality Perspective). Officer in charge: Director of Human
Resources in consultation with the heads of the disciplinary domain offices

perform follow-up of measures implemented in the Vice Chancellor’s initiative (Power Pack
for Gender Equality} for possible revision. Officer in charge: Director of Human Resources
in consultation with the Planning Director and heads of the disciplinary domain offices

implement template for gender equality plan in work with operational planning. Officer in
charge: Director of Human Resources

implement routines created for allocating economic support for faculties that organize
formal networks, mentoring, or buddy systems for doctoral candidates who are women.
Officer in charge: Director of Human Resources

implement routines fo ensure that the web-based gender equality indicators are used in
University activities. Officer in charge: Director of Human Resources

evaluate the first year of the Gender Helpdesk function. Officer in charge: Director of
Human Resources

evaluate trial activities for the function as developer of gender awareness in teaching.
Officer in charge: Director of Human Resources in collaboration with the Director of the
Division for Development of Teaching and Learning

initiate measure for gender-balanced recruitment based on the report (Recruitment
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Processes at Uppsala University)Officer in charge: Director of Human Resources in
consultation with the heads of the disciplinary domain offices

Delegations at Each department/equivalent must appoint a gender equality group and a gender equality
local levels officer.

Each faculty and department/equivalent with at least 25 employees must draw up a gender
equality plan every three years. It must be grounded in the pan-University plan, and, for
departments, the corresponding faculty-level plan. The gender equality plan must be made

available via the department/equivalent website.

Table A.9.6. University of Bergen (2011-2015)

Size of Staff: 3,000
Enrolment: 16,000

Central actions Main goal A: Recruitment of permanent female research personnel
- Aclearer profiling of the university as an attractive work place for both sexes in all phases
of life.

- Allocate funds for release time / operating grants for female researchers with
extraordinary responsibilities with regards to teaching, work in committees and
supervision.

- Making female professors role models and mentors.
- Organize courses in promotion applications for female associate professors.
- Mentoring scheme for female post docs

- Qudlity assurance of announcement texts and appointment processes with regards to
gender equality

- In academic environments where women are underrepresented among research staff,
academic positions must normally be announced as associate professorships rather than
professorships o ensure a wide range of applicants and effective new hiring.

- Organizing search committees in relation to announce permanent research positions and
management positions in order to recruit female candidates.

- Integrate considerations on gender equality into the strategic planning of research.

Main goal B: Recruitment of women for top management positions and integration of gender

- Promoting women’s participation in management programmes directed at future research
managers.

- Integrate an introduction to the universities gender e

- Ensure that new managers are familiarized with the institution's central and policies on
gender equality

- Integrate considerations on gender equality into all university strategies and plans.

- Take maternal leave into account when assigning research awards as well as grants.

Main goal C: A more balanced distribution of research funds

- Devise an overview of female researchers’ management of or participation in externally
funded projects.

- Organizing courses on application processes for research funding. It is the managers’
responsibility that female researchers are encouraged to participate.

- Developing stafistics on gender equality with regards to research funding

- Ensure that considerations on gender equality are integrated into the strategic planning of
research.

- Devise an overview of women'’s activities as supervisors or co-supervisors.
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Targets Main goal A

At least 50% of all appointments for research positions at all faculties must be directed at
women during the period (2011-2015).

Main goal B

Management at all levels must promote the objectives of the university’s policy on gender
equality.
Main goal C: A more balanced distribution of research funds

The University should work systematically to prevent an unequal distribution of research funds
among male and female research staff.

Delegations at All faculties (as well as the museum and the university library) must develop local gender
faculty level equality action plans on the basis of the university’s main strategy on gender equality.

Table A.9.7. University of Oslo (2010-2012)

Size of Staff: 7,000
Enrolment: 27,000

Central actions Main goal A: Increasing the share of women in academic positions

- Profiling of the University as an atractive and female-friendly workplace.

- Allocate funds for release time / operating grants for women who hold the position of
associate professor.

- Organize courses in promotion applications for female associate professors.

- Execute a mentoring/coaching programme for female postdoctoral fellows and associate
professors.

- Organize a management development programme that focuses on increasing the
recruitment of women to academic management positions.

- Allocate central gender equality funds for locally-initiated recruitment measures directed
towards academic staff.

Main goal B: Gender equality must be a clearer management priority
- Management development programme that provides academic and administrative
management general competence on gender and equality.

- Ensure that managers, employees and students are familiarized with the institution's central
and local action plans, and measures for gender equality, and against sexual harassment.

- Ensure that managers at all units that contribute to recruitment, selection, qualification
assessment and appointment fo academic positions exploit every opportunity for moderate
quotas of qualified women, and that all deviations are reported.

- Ensure that the gender equality perspective is a routine part of the writing of all strategy
and planning documents at every level of the organization.

- Ensure that gender equality is a set topic at strategic management meetings

Local actions Main goal A: Increasing the share of women in academic positions
Local actions

- Position plans must be drawn until 2020 for announcements and recruitment to permanent
academic positions, based on expected departures and the gender composition of
academic environments, and the recruitment base.

- In academic environments where women are underrepresented among research staff,
academic positions must normally be announced as associate professorships rather than
professorships to ensure a wide range of applicants and effective new hiring.

465



Targets

Delegations at
faculty level

- Use "search committees" for all announcements of permanent academic positions and
academic management positions to identify and recruit relevant national and international
female applicants.

- Motivate and actively facilitate conditions for women holding the position of associate
professor who want to qualify as a professor.

- Motivate and facilitate conditions for women who want to qualify for permanent positions.

- Ensure that the gender equality aspect is taken into consideration when making decisions
regarding research strategy.

Main goal B: Gender equality must be a clearer management priority

- Execute an introductory programme for all new employees that includes the University's
gender equality policy and goals.

- Use performance reviews actively also as a gender equality policy measure.

- Use leaving interviews to chart why female researchers leave the University.

- Offer newly-hired female associate professors and postdoctoral fellows a personal mentor
/ contact person.

- Assess local mentoring schemes for women in recruitment and associate professor
positions.

Main goal A: Increasing the share of women in academic positions
- The share of women among permanent employees in academic positions must increase fo

40 % during the period.

- The share of women among adjunct professors / associate professors in a parttime
position (20 %) must increase.

- The share of women in academic management positions must increase.
- The share of women who quality as a professor must increase.

Main goal B:

- The University's follow-up of its responsibility for gender equality will be charted in 2012.

- All units on the faculty level, museums and centres under the responsibility of the Board
must have gender equality action plans, and annual reports must be submitted on work
with gender equality.

- All central management courses must provide an introduction to gender equality policy
and rules.

All units on the faculty level, museums and centres under the responsibility of the Board must

have gender equality action plans, and annual reports must be submitted on work with gender

equality.
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Appendix 10:
Gender composition at department
level, Aarhus University

Table A.10.1. Female share of post docs, associate professorships and full professorships
distributed on the departments of Arts (ultimo 2012), percent

Department Full professors Associate professors  Assistant professors
Culture and Society 27 32 41
Education 50 50 77
Aesthetics and Communication 35 52

Source: Nielsen et al. (2013b).

Table A.10.2. Female share of post docs, associate professorships and full professorships
distributed on the departments of Health (ultimo, 2012), percent

Department Full professors Associate professors  Assistant professors
Biomedicine 11 37 44
Public Health 20 46 80
Clinical Medicine 10 29 50
Odontology 40 47 50
Legal Medicine 67 33 0

Source: Nielsen et al. (2013b).

Table A.10.3. Female share of post docs, associate professorships and full professorships
distributed on the research departments of the School of Business and Social Sciences
(ultimo, 2012), percent

Department Full professors Associate professors Assistant professors
AU Herning (interdisciplinary) 33 20 20
Law 26 42 67
Business Administration 7 30 44
Psychology 20 38 57
Political Science 17 17 50
Economics 11 24 20
Business Communication 50 69 78

Source: Nielsen et al. (2013b).
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Table A.10.5. Female share of post docs, associate professorships and full professorships
distributed on the Departments of Science and Technology (ultimo, 2012), percent

Department Full professors Associate professors Assistant professors
Agroecology XX* 29 43
Bioscience 4 18 43
Computer Science 6 12 9
Physics and Astronomy 20 3 28
Food Science 17 57 78
Geoscience 11 11 21
Animal Science 50 47 75
Engineering 0 30 33
Chemistry 9 8 9
Mathematics 14 4 8
Environmental Science 50 36 0
Molecular Biology 0 21 32

*Agroecology in 2013 held neither male nor female professors.
Source: Nielsen et al. (2013b).
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