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1 Overview 
 
The Austrian educational system is very complex and the educational time lasts a long time. Science 
1970 the Austrian university system is based on access to education for all people (“Kreisky Ära”), but 
the reality shows, that in Austria are big differences between children of less privileged and graduated 
people. Also there are differences between men and women. Economic less privileged students get 
scholarship. Everybody has the possibility to study. In spite of this, most students work beside their 
studies. Till 2000 nearly no private university exists, science 2000 some are founded. 
 
To understand the following presentation, you have to recognise, that the Austrian universities are 
changed in 2003 by legalisation. This reform organises the universities as legal entities independent of 
the Federal Government. The government want to save money, so they decided this structural and 
organizational change – the so-called “Autonomie der Universitäten”. Many experts estimate negative 
consequences for young researchers, women and children of less privileged people. 
 
In the old system you started the university career as “Vertragsassistent” or University-Assistant. You 
had to work in research, teaching and administration. In this time you could fulfil your doctor work, 
“Habilitation” and your publications (sometimes till 14 years time). Also in this system you was 
depend on the professor and the institute. Most decisions were made in forums consisting of one third 
professors, one third assistants and one third students. Being entitled to have a say was replaced with 
political and economic influences by the reform. The number of students was grown in the last ten 
years, but the financial base of the universities stayed the same. 
 
The New Employment Law for the Academic Staff (“neues Dienstrecht”) requires and rewards 
mobility within an academic career. Academic staff, except full professors, only gets a contract of 
limited duration (usually for 4 years). It seems reasonable to suppose that the requested mobility could 
have negative consequences for the career progression of female scientists, who still undertake the 
responsibility for the reconciliation of family and work. The question is if forced mobility (caused by 
contracts of limited duration) is a suitable strategy to promote academic mobility. This is one opinion 
in the current discussion. Another opinion1 is more optimistic in the context of the representation of 
women on the academic staff. Until now the university career was shaped by the average male 
biography (a linear career after the degree without any interruptions). The new employment law offers 
jobs for persons, who do not have a linear biography. There are many female graduates (Ph.D.) who 
work in university projects or in the non-academic research and development and they could return to 
university. The “Habilitation” is no longer a pre-condition for becoming a professor, which is an 
advantage because there is no time to qualify for a university lecturer when being employed in the 
industry for example.  
 
The university reform affects the organisation of the institution. A new committee, the “University 
Council” (“Universitätsrat”) is responsible for very important decisions (for example the election of 
the chancellor of the university and the budget of the university). The members of this committee are 
elected by the universities and the Federal Minister for Education, Science and Culture and one 
member is elected by the other members. The influence of politicians and economy is grown. Every 
committee of the 21 universities2 is male-dominated. Only one third of all members in these 
committees at the 21 universities are women3.One could say that there is no gender-balance on these 
committees which will affect decision making.  

 
Until these organizational changes (organising universities as individual legal entities with a view to full 
university autonomy) were undertaken, equal treatment and affirmative action at universities were widely 
anchored.  
 
                                                 
1 Head of the Inter-University Women’s Coordination Centre for the University of Graz, the Technical University and 
the University of Art in Graz and feminist researcher, 16.4.2003 
2 Three medical universities were seperated from the universities and newly founded, which was possible because of 
the university reform. 
3 Another problem is the presence of men who are members of fraternities (“Burschenschaften”). Another criticism of 
the composition of the committees is the over-representation of members of the industry who could abuse their position 
to determine the university research for their own profit.  
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The biggest problem is that two systems exist yet – like two classes: the old one, with good conditions and 
the new one, for young people, which is paid not very well and young people have no perspectives. 

 
 
 

2 Educational Level/Qualifications 
2.1 Data Analysis 
Highest qualifications achieved by gender: 
The qualification level in Austria has risen constantly during the past 40 years which was caused by the so 
called “Bildungsexpansion” in the 1960’s. This extensive investment in middle and higher qualifications 
enabled children especially from the countryside and working-class children to achieve a higher 
qualification level. Women gained more from this structural change in the Austrian educational system. 
The following comparing table illustrates this development concerning the highest qualification level in 
1971 and 2000:4

 
Table 1: Development of the highest qualification level by gender 
 Women 

1971 
Women 
2000 

Men 1971 Men 2000

Compulsory school  73% 41% 49% 26%
Apprenticeship  13% 26% 36% 45%
Technical colleges without entrance requirement for 
higher education 

9% 13% 5% 7%

Upper level schools with entrance requirement for 
higher education 

5% 15% 7% 15%

University 1% 6% 4% 8%
Sources: Statistik Austria; for 1971 national census, for 2000 “Mikrozensus”. 
 
In 2001 the rate of academics (Universities, Universities of Art, and Technical Colleges of Higher 
Education) among the working population aged 25 to 64 years old (according to the Labour-Force-Concept 
definition: gainfully employed and unemployed people) was altogether 8.2%, the proportion of female 
academics was 7.3%.5 In 2001 there were 3.372.900 working people – 1.472.800 women and 1.900.100 
men6. In 2001 there were 276.578 academics, 107.514 female academics and 169.064 male academics 
among the working population. 
 
Percentage of girls studying science subjects at secondary schools: 
The Austrian school system is rather inflexible. That means that there is very little possibility to choose 
subjects within the different types of schools. There are only very few lessons which can be chosen by the 
pupils (optional subjects). In Austria there are different types of schools which put the main emphasis on 
different main subjects. The following table gives information about the enrolment in 1st, 2nd and 3rd level 
education for the academic year 2001/2002 by gender.7  
 
Table 2: Enrolment in 1st, 2nd and 3rd education level by gender 
 Pupils in 

total 
Female 
pupils 

Male pupils 

Total for all schools 1.209.127 582.975 626.152 
Compulsory schools 686.276 325.768 360.508 
Higher general secondary schools 186.347 100.869 85.478 
General schools (total) 872.623 426.637 445.986 
Apprentice training colleges (2000/01) 132.613 45.091 87.522 
Intermediate technical and vocational 
colleges 

49.410 25.829 23.581 

Technical, trades, and art 15.438 2.987 12.451 

                                                 
4 Bundesministerium für soziale Sicherheit und Generationen (Ed.) 2002: 152. 
5 Bundesministerium für Bildung, Wissenschaft und Kultur (Ed.): 2003: 10. 
6 Data from: Statistik Austria: Statistisches Jahrbuch 2003: 161; please cf. to: www.statistik.at (23.4.2003). 
7 Data from: Education at a Glance, please cf. to: www.bmbwk.gv.at/schulstatistik (7.4.03). 
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Business 12.765 7.889 4.876 
Domestic science & commercial 9.373 8.593 780 

Social care 1.515 1.428 87 
Agriculture and forestry (2000/01) 10.319 4.932 5.387 

Higher technical and vocational colleges 126.495 63.920 62.575 
Technical, trades, and art 57.178 13.835 43.343 

Business 42.460 26.635 15.825 
Domestic science & commercial 23.511 22.034 1.477 

Agriculture and forestry (2000/01) 3.346 1.416 1.930 

Colleges of social work 1.257 988 269 
Technical and vocational schools (total) 309.775 135.828 173.947 
Teacher Training (total) 26.729 20.510 6.219 
 
The rate of girls starting with higher general secondary schools was 54%. Girls/women show a strong 
tendency to attend schools of intermediate or higher education. They are underrepresented in apprentice 
training colleges. The female proportion in intermediate technical and vocational colleges and higher 
technical and vocational colleges rose constantly during the past years, but there is a strong gender-specific 
segregation: In technical, trades, and art women are underrepresented and in business, domestic science 
and commercial, and social care women are overrepresented as well as in Colleges of social work. 
Noticeable is the overrepresentation of female pupils in teacher training. In this context it is interesting that 
(like at universities) women are confronted with a glass ceiling. The base (teachers) is female, the top is 
male. Two out of three teachers are female but principals are to a considerable extent male. In primary 
schools 89% of the teachers are female but only 57% of the principals are female. In schools where there is 
a gender balance in the teaching staff (in higher general secondary schools and higher technical and 
vocational colleges) the top is male dominated as well.  
 
The following table gives information about “higher school graduates” in 2002 (students in final year), this 
graduation contains the entrance requirement for higher (university) education:8  
 
Table 3: Higher school graduates by gender 
 Total amount of 

graduates 
Female graduates Male graduates 

Total higher 38.754 22.208 16.546 
Higher general secondary 
school  

16.181 9.539 6.642 

Higher technical and 
vocational colleges 

20.631 10.819 9.812 

Higher teacher training 
colleges (Kindergarten, 
Child and youth care) 

1.942 1.850 92 

 
 
The following tables9 give information about numbers of first year students (winter semester 2000), 
numbers of students (winter semester 2000), numbers of first degrees (academic year 2000/01) and 
numbers of Ph.D. (academic year 2000/01) by subject and gender at Austrian universities10. 
 
The first table shows the data of first year students in the winter semester 2000 by subject and gender: 
 
Table 4: First year students by subject and gender 
Subjects* In total Men Women 
Theology 433 231 202 
Doctoral candidates (Theology) 62 47 15 
Jurisprudence 3.058 1.353 1.705 
Doctoral candidates (Jurisprudence) 760 383 377 
Social and Economic Sciences 11.340 5.670 5.670 
Doctoral candidates (Social and Economic Sciences) 655 394 261 
Medicine 2.850 1.055 1.795 
                                                 
8 Data from: Education at a Glance, please cf. to: www.bmbwk.gv.at/schulstatistik (7.4.03). 
9 Data from: Bundesministerium für Bildung, Wissenschaft und Kultur (Ed.): 2003. 
10 Universities of Art are not included in these tables.  
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Philosophical-humanistic sciences 7.159 1.953 5.206 
Historical-cultural sciences 2.038 689 1.349 

Philological-cultural sciences 3.532 783 2.749 
Translator and interpreter education 629 83 546 

Natural Sciences 3.387 1.389 1.998 
Pharmacy 385 71 314 

Sports sciences and physical education 282 155 127 
Human and Natural Sciences in Total 17.412 5.123 12.289 
Doctoral candidates (Human and Natural Sciences) 1.479 556 923 

Civil engineering, architecture and regional development planning 1.760 1.070 690 
Mechanical engineering 609 539 70 

Electrical engineering 424 392 32 
Technical-natural sciences 2.923 2.216 707 

Technical Sciences in total 5.716 4.217 1.499 
Doctoral candidates (Technical Sciences) 587 475 112 
Coal and steel industrial sciences 322 240 82 
Doctoral candidates (Coal and steel industrial sciences) 35 30 5 
University of Natural Resources and Applied Life Sciences (Vienna) 539 259 280 
Doctoral candidates (Natural Resources and Applied Life Sciences) 127 79 48 
Veterinary Medicine 260 46 214 
Doctoral candidates (Veterinary Medicine) 83 25 58 
Individual studies (first degree)** 246 105 141 
Total*** 45.964 20.288 25.676 

Doctoral candidates (among the total amount) 3.788 1.989 1.799 
* Subjects are clustered; the organization of subjects and faculties differs by each university. 
** These individual studies are combinations of different subjects which have to be approved by the 
faculty where the major part of the chosen subjects belongs to.  
*** Among this number there were 3.336 bachelor students in winter semester 2001. The bachelor of Arts/Science was 
newly invented at Austrian universities.  
 
More women than men have begun their studies (first degree and Ph.D.). In total there were 45.964 women 
and men beginning their studies, that is 44.1% male students and 55.9% female students. But this data 
shows two tendencies: First the gender-specific choices of subjects and the under-representation of women 
in doctoral studies. In the winter semester 2000 3.788 students have begun their doctoral study, which are 
52.5% male doctoral students and 47.5% female doctoral students. 
Noticeable is the under-representation of women in technical sciences and in coal and steel industrial 
sciences and as well the over-representation of female students in human and natural sciences, especially in 
philosophical, philological and cultural subjects. 63% of the medicine students are female and 79% of the 
veterinary medicine students are female.  
 

2.1.1  Best Practice “Encouraging female pupils to study technical and natural-science 
subjects” 
In Austria there is a project called “FIT - Frauen in die Technik”11 in six Austrian cities, where there are 
universities which offer technical and natural-science subjects. The project was initiated in 1990 in Graz to 
encourage girls to choose technical professions (apprenticeship). In 1993 the project started cooperation 
with the Technical University of Graz to encourage young women to choose a technical or natural-science 
subject at university. Now the main target group are girls in high schools (especially upper level schools 
with entrance requirement for higher education). There are female students (technical and natural-science 
subjects) who carry out so called “Informationstage” (days of information) who have had a pedagogical 
training (teaching methodology) and they have the additional task to represent women in technical and 
natural-science subjects as role-models and to serve as an example in cooperation with project and (female) 
universities representatives of the subjects. In Graz and Styria there are 48 technical and natural-science 
subjects which are offered by the University of Graz, the Technical University of Graz, the 
Montanuniversität Leoben (Coal and steel industrial sciences) and the Technical Colleges of Higher 
Education. A fruitful cooperation with schools is rather difficult to establish but is extremely important for 
the girls/young women for they have to be released from the lessons to take part at the days of information 
(4 in total). In Austria there are very few schools which offer natural-science lessons and laboratories for 
example. At these schools the inhibition level towards natural sciences of girls is evidently low. The 

                                                 
11 Information based on an interview (key informant) with the project coordinator, 25.3.2003. 
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Federal Government of Austria is currently planning to reduce lessons, probably natural-science lessons. 
Teachers, parents and pupils are afraid that there would be even less time for an adequate teaching which 
could reduce the girl’s shyness towards natural sciences. At the moment there is a stagnation in the number 
of female first year students for technical and natural-science subjects. To reduce the drop-out a mentoring-
project will be established very soon which will be an extended version of the existing contacts between 
pupils and students who are carrying out the days of information. 
On of the initiators of the project “FIT” points out that one reason for the under-representation of female 
students and the high rate of drop-out lies in unsuitable didactic concepts and content of natural and 
technical sciences causes at universities which excludes girls/women. She argues for a reform of the 
syllabus which would have the effect of promoting women and would lead to a different understanding of 
technology (sustainability, “social digestibility”).12. 
 
The following table shows the numbers of students by subject and gender in the winter semester 2001/2002 
(and how much work is still to do to secure a change in the gender-specific choice of subjects). 
 
Table 5: Number of students by subject and gender 
Subjects In total Men Women 
Theology 2.555 1.561 994 
Doctoral candidates (Theology) 399 322 77 
Jurisprudence 17.808 8.817 8.991 
Doctoral candidates (Jurisprudence) 2.695 1.571 1.124 
Social and Economic Sciences 55.933 30.754 25.179 
Doctoral candidates (Social and Economic Sciences) 2.002 1.328 674 
Medicine 19.959 8.473 11.486 

Philosophical-humanistic sciences 31.039 9.365 21.674 
Historical-cultural sciences 10.706 3.900 6.806 

Philological-cultural sciences 13.661 3.175 10.486 
Translator and interpreter education 3.001 427 2.574 

Natural Sciences 17.457 7.936 9.521 
Pharmacy 2.524 612 1.912 

Sports sciences and physical education 2.546 1.450 1.096 
Human and Natural Sciences in total 80.934 26.865 54.069 
Doctoral candidates (Human and Natural Sciences) 6.701 2.883 3.818 

Civil engineering, architecture and regional development planning 11.078 7.551 3.527 
Mechanical engineering 4.422 4.150 272 

Electrical engineering 3.239 3.010 229 
Technical-natural sciences 13.836 11.406 2.430 

Technical Sciences in total 32.575 26.117 6.458 
Doctoral candidates (Technical Sciences) 2.382 1.972 410 
Coal and steel industrial sciences 2.306 1.850 456 
Doctoral candidates (Coal and steel industrial sciences) 181 156 25 
University of Natural Resources and Applied Life Sciences (Vienna) 4.096 2.504 1.592 
Doctoral candidates (Natural Resources and Applied Life Sciences) 520 338 182 
Veterinary Medicine 1.716 419 1.297 
Doctoral candidates (Veterinary Medicine) 321 97 224 
Individual studies (first degree)** 1.343 696 647 
Total* 234.428 116.725 117.703 

Doctoral candidates (among the total amount) 15.203 8.669 6.534 
* Among this number there were 4.030 bachelor students in winter semester 2001. 
 
There were 234.428 men and women studying at Austrian universities (winter semester 2001), that is 
49.8% male and 50.2% female students. Women are underrepresented in doctoral studies; only 43% of all 
doctoral students are women. The gender-specific choice of studies is noticeable and if one considers the 
data relating to first year students (see table above) there is little hope of change, in the choice of subjects 
has not changed much. 
 
 
The table below shows the number of first degrees (diploma) by subject and gender in the academic year 
2000/01: 

                                                 
12 Wächter 2003: 69-77. 



PERIPHERIE Institut für praxisorientierte Genderforschung 7 
 

 
Table 6: Number of first degrees by subject and gender 
Subjects In total Men Women 
Theology 239 150 89 
Jurisprudence 1.861 910 951 
Social and Economic Sciences 2.796 1.520 1.276 
Medicine 1.410 602 808 

Philosophical-humanistic sciences 1.800 425 1.375 
Historical-cultural sciences 575 200 375 

Philological-cultural sciences 774 133 641 
Translator and interpreter education 127 18 109 

Natural Sciences 1.085 415 670 
Pharmacy 207 40 167 

Sports sciences and physical education 192 101 91 
Human and Natural Sciences in Total 4.760 1.332 3.428 

Civil engineering, architecture and regional development planning 916 615 301 
Mechanical engineering 401 385 16 

Electrical engineering 275 264 11 
Technical-natural sciences 621 521 100 

Technical Sciences in total 2.222 1.792 430 
Coal and steel industrial sciences 164 148 16 
University of Natural Resources and Applied Life Sciences (Vienna) 440 263 177 
Veterinary Medicine 148 31 117 
Individual studies (first degree) 78 48 30 
Total 14.118 6.796 7.322 
 
In the academic year 2000/01 14.118 students got a degree: 48.1% male students and 51.9% female 
students finished their studies. Compared with the number of students (see table above) female students 
have been more successful in getting a degree.  
 
The seventh table shows the number of students who have been awarded a Ph.D. in the academic year 
2000/01 by subject and gender: 
 
Table 7: Number of Ph.D. by subject and gender 
Subjects In total Men Women 
Theology 36 29 7 
Jurisprudence 261 162 99 
Social and Economic Sciences 202 136 66 

Philosophical-humanistic sciences 177 86 91 
Historical-cultural sciences 146 64 82 

Philological-cultural sciences 97 29 68 
Translator and interpreter education 2 0 2 

Natural Sciences 316 184 132 
Pharmacy 32 9 23 

Sports sciences and physical education 9 5 4 
Human and Natural Sciences in Total 785 380 405 

Civil engineering, architecture and regional development planning 43 37 6 
Mechanical engineering 84 81 3 

Electrical engineering 57 56 1 
Technical-natural sciences 221 189 32 

Technical Sciences in total 405 363 42 
Coal and steel industrial sciences 24 23 1 
University of Natural Resources and Applied Life Sciences (Vienna) 96 62 34 
Veterinary Medicine 55 20 35 
Total 1.864 1.175 689 
 
1.864 students have been awarded a Ph.D., that is 63% male and 37% female graduates. Compared to the 
number of Ph.D.-students (see second table) men are more successful in being awarded a Ph.D. Men are 
more likely to begin a doctoral study and they also seem to be more likely to successfully complete a 
doctoral study. This must be considered as a major problem in increasing the amount of female scientists at 
universities for the doctoral degree is an absolute precondition for a career at a university or a scientific 
career. 
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2.2. Career destination statistics (career tracks) 
Austria took part at the research project “Higher Education and Graduate Employment in Europe”; the 
focus was on the link between graduation and employment (published in 200113). The Austrian part was a 
survey on 11.000 graduates (academic year 1994/95).14 The majority of the graduates questioned (79%) 
were gainfully employed. 8% were self-employed or freelances/freelancers. 4% were looking for a job. 4% 
(mostly women) named family or child care as their main occupation. The rate of unemployed academics 
was 4%. The majority of the employed academics had a full-time employment (87%), only 13% worked 
part-time. Seven out of ten employments were not fixed term. 45% were employed in the private sector, 
33% in the public sector and 11% worked for non-profit organizations. The authors of the survey came to 
the conclusion that neither the career tracks nor the acquired qualifications and competences of the 
Austrian graduates gave no grounds for critique or worry. But fine tuning based on accurate survey and 
evaluation (especially concerning vocational education) was considered as necessary.  
 
Data from “Education at a Glance” (published by the OECD every year) for Austria (for the year 2001) 
showed that there is a general connection between employment and education: The higher the qualification 
level the higher the rate of employment and the lower the risk of unemployment:15

 
Table 8: Percentage of male and female graduates by employment and unemployment 
 Male academics Female academics 
Rate of Employment 94% 84% 
Rate of Unemployment 1.9% 2.3% 
 
Recently published data (fixed date: March 2003) show that there is a major increase in the rate of 
unemployment among graduates. 6.535 academics were unemployed, that was 12.8% more than in March 
2002, especially young academics (aged under 29) were affected. Male academics (3.586) showed a bigger 
increase than female academics (2.949). Graduates from law studies and business management show the 
highest proportion of unemployment, followed by graduates from medicine and trade sciences, psychology, 
architecture and among candidates for a teaching post.16

 
 

3 Labour Market Participation 
3.1  Introduction 
The employment rate of women in the year 2001 was approximately 50% (men: approximately 67%)17. 
The rate of women’s labour force participation was rising constantly during the past years, but very often 
due to an increase of part-time occupations. But in general the integration of women in the national labour 
market remains poor. Social benefits are in general linked to gainful employment or to marriage as marital 
status. These socio-political determinants support the male breadwinner model which is based on gender-
specific division of labour. A proposed definition18 of this social situation is the following: “The male life 
course is characterised by paid work and protected against losses of income by the system of social 
security. Women provide the required care work as mothers and wives and only take on paid work to the 
extent permitted by their caring functions.” The gainful employment is based on the average male working 
pattern, where interruptions of occupation and part-time employment does not exist. A recent published 
study19 allows drawing the conclusion that the average male working pattern begins to show slight 
dissolving tendencies20 (in this case: among men with higher education). In the current generation of 
university assistants there are some men who try to undertake child care obligations and therefore accept 
                                                 
13 Gugenberger/Kellermann/Sagmeister 2002. 
14 Based on the summary published in: Bundesministerium für Bildung, Wissenschaft und Kultur (Ed.) 2002, Vol. 1: 
158-165. 
15 Based on the data published in: Bundesministerium für Bildung, Wissenschaft und Kultur (Ed.) 2002, Vol. 1: 166-
167. 
16 Online Newspaper “Der Standard”; http://derstandard.at/druck.asp?id=1297022 (12.5.2003). 
17 Data from Labour Force Survey for 2000/2001, carried out by Statistik Austria (Ed.) 2001.  
18 Kapeller/ Kreimer/ Leitner 1999: 25. 
19 Buchinger/ Gödl/ Geschwandtner 2002: 202.  
20 These dissolving tendencies can be linked to changes in the national labour market – the catchphrase is “flexibility” - 
and the number of life-long employments in the same company or office are declining (dissolving of the male average 
professional biography).  
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delays in progression, but the authors of this study point out that these cases they interviewed have to be 
regarded as exceptions to the normal cases.  
Women show interruptions of employment during their life cycle (due to child care) and are very often 
found in atypical employments. That can be described as “typically female working patterns”21 which 
cause dependency on male partners or spouses. There are some major disincentives identified: 
� education and further education, 
� the regional labour market, 
� child care facilities, 
� the women’s personalities, 
� the traffic situation, 
� norms and attitudes (towards the women’s role).22 

These factors collide with or cause the problems of reconciling employment and family work/child care. 
Still there are strict and clear areas of responsibility for men and women: Women are regardless of whether 
they are employed or not, responsible for house work and family work (child care). Men only help out with 
house work and/or child care. In the year 2000 the proportion of parents who interrupted their employment 
(parental leave) because of child care obligations showed the traditional division of labour between the 
sexes: 98% of the parents who took parental leave were female and only 2% were male23. Approximately 
60% of all women run the mutual household all by themselves, but recent data show that men’s 
commitment is about to increase. In addition to their own household, many women help out in or run 
relatives´ households or care for older relatives (parents or parents-in-law). Women show a higher total 
working time (paid and unpaid work) than men and they have a smaller amount of free time at their 
disposal (please refer to chapter 6 on Time Use Issues).  
 
The educational level has been rising constantly from the 1960’s (the starting point was the policy of the 
expansion of education). Especially women’s educational levels have been rising disproportionately 
compared to men’s educational levels (please refer to chapter 4 on Educational Issues). Women seem to be 
less successful in transferring their better attainments into better positions (or in qualified and/or full-time 
employment at all). There still is a gender-specific choice of education (at schools, in apprenticeships and 
at universities or higher education) and a gender-specific choice of jobs with little option for progression. 
At universities the proportion of male and female students is equilibrate (for approximately 10 years); more 
women than men begin university study, but there still is a gender-specific choice of subjects24. Generally 
academia is still a male dominated work place (as well as middle and top management positions). Female 
participation has risen, but in all categories above students (especially university lecturers and professors) 
female employees are still a minority25. 
 
The question of child care is an important factor for women’s labour force participation. Women undertake 
the family child care (as well as family care) to a major extent, as mentioned above and that has to be 
regarded as a result of a still existing traditional division of labour between the sexes. The scarce provision 
of institutionalized child care facilities supports this social pattern. Women’s and mother’s demands for 
suitable and affordable public provided child care places have not been meet yet. There have been some 
governmental efforts to improve and increase public child care places during the 90ties (“Kindergarten-
Milliarde”) The measures showed positive consequences for institutionalised child care places for children 
aged three to six but not for younger ones and schoolchildren (six years and older)26. The reconciliation of 
employment and child care (especially for children aged under three years) is still an individualized 
problem – it is up to mothers (and in some rare cases fathers) to organize suitable child care places. The 
family (and therefore predominantly women) has a dominant role in any area of care work and the welfare 
state (the national social system) supports the family in fulfilling these caring obligations27. There is a 
description of parental leave, child-care provisions and other cash benefits to be found in chapter 7. Data 
on the economic situation of families show that children can lead to poverty although there are various 
social benefits supporting parents. Obviously these social benefits cannot compensate the financial 
problems of families with children or single-parents. Calculations prove that households with children are 

                                                 
21 Kapeller/ Kreimer/ Leitner 1999: 25. 
22 Kapeller/ Kreimer/ Leitner 1999: 26. 
23 Bundesministerium für soziale Sicherheit und Generationen (Ed.) 2002: 69. 
24 Bundesministerium für soziale Sicherheit und Generationen (Ed.) 2002: 28-30. 
25 Poulsen: 2002 (download: http://www.women-eu.de/download/PoulsenTPo2-05.pdf; 13.5.2003). 
26 Kreimer/ Schiffbänker forthcoming: no page references. 
27 Kreimer/ Schiffbänker forthcoming: no page references. 
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economically discriminated compared to childless households. Families with three or more children are 
highly endangered to exist slightly beyond poverty or descend below the poverty line. These families have 
approximately 30% less per-head-income than the average household has. The danger of descending below 
the poverty line is naturally higher for single-parents (mothers in most of the cases). According to the 
income-related definition of poverty (ECHP) 5% of households without children, 12% of families with one 
child and 21% of the families with three or more children are endangered by poverty28.  
 
There has been a major change in the regulation of child care allowance because a new law concerning 
parental leave allowances was passed in 2002. The old regulation for benefits (“Karenzgeld”) was linked to 
gainful employment before the birth of a child, it was an exemption of employment combined with no 
more payment but with benefits for persons in parental leave as a substitute or a compensation. The 
maximum duration was 2 years and it was possible to claim part-time work until the 4th birthday of the 
child. The new law is valid for children born after the 1st of January 2002. This new regulation is the so 
called “Kinderbetreuungsgeld” (child-care allowance) and it is no longer linked to employment and the 
receiving is possible until the child is 30 months and there is the possibility of a prolongation if the parents 
both undertake the caring obligation (36 months)29. The receiving of the new child-care allowance is no 
longer linked to employment: every Austrian citizen, citizens of the European Economic Area and other 
foreign citizens (if they have been legal residents for a period of five years or are employed) can make a 
claim30. A possible advantage is the higher limit for an “additional earning” (€ 14.600) in the new 
regulation (old regulation: € 290 per month). That could enable parents to work part-time. Kreimer/ 
Schiffbänker31 come to the conclusion that for employees the new regulation is more complicated, because 
“time-off regulation and child care allowance follow a different logic” and the different duration of these 
two regulations is identified as the main problem: Employed parents can take parental leave up to two 
years, afterwards they loose the protection against dismissal and the right to return to the job. The duration 
of child-care allowance is two and a half years; that is half a year longer than the protection against 
dismissal.  
 
After a long period of parental leave re-entry in to labour market is very difficult and many women do not 
return to employment at all. Data (for the year 2001)32 show that 40% of all women do not return to labour 
market after a period of parental leave. 67.700 women quitted their parental leave in 2001: Only 28% took 
up a full-time occupation and about 21% took up a part-time occupation (very often a so called 
“insignificant” occupation with a very low pay and poor claim for social benefits). The return of mothers to 
occupations in the civil service was significantly higher. Women with a higher education were more likely 
to take up a standard occupation – the proportion of female graduates returning to a full-time employment 
was 75%.  
 
It has been expected that the new child-care allowance would support the traditional division of labour 
although the regulation was invented to reduce this traditional division and increase the labour market 
participation of mothers. A recently carried out survey33 draws the conclusion that the new regulation is 
supporting the traditional division. For the first time the employment participation of young women (25 -35 
years) dropped and mothers used to stay in parental leave for a longer time than before (1.5 years before 
the new regulation, now: 2.5 years) without being employed (both full-time and part-time). Due to this 
longer stay of mothers fathers were even more likely not to take parental leave than they were before. 
 
The fact that in general women interrupt their employment and very often take up a part-time occupation34 
afterwards leads to negative effects:  
� Discrimination connected to career progression and therefore income (please refer to chapter 3 on 

Pay Gap Issues) 
� A smaller pension and therefore the danger of old-age poverty 

                                                 
28 Cf.: http://www.bmsg.gv.at/bmsg/relaunch/familie/contenct/familienforschung/armutsrisiko/; 16.5.2003. 
29 Cf.: http://www.bmwa.gv.at/BMWA/Themen/Arbeitsrecht/Arbeitsrecht/Elternkarenz/default.htm; 11.2.2003. 
30 Kapeller et al. 2002: 8. 
31 Kreimer/ Schiffbänker forthcoming: no page references. 
32 Lehner/ Prammer-Waldhör 2002. 
33 Lutz 2003. 
34 The highest rate of part-time employment show married women who have one child or children (please cf. to chapter 
2.2 on Employment Issues). 
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The national legislation protects from discrimination connected to promotion (Act on Equal Treatment, 
1979 and Federal Act on Equal Treatment which allows positive action plans for the promotion of women 
in the public sector, 1993) but data on the proportion of men and women in middle or top management 
positions show a clear gender-imbalance. Women are found in lower professional hierarchical levels than 
men – even if they show equal educational levels35. Data from a survey carried out in 1996 showed that the 
standard career of women is a “steady-state-career” (four out of ten women). The standard careers of men 
are “progression oriented” (45% of the men but only 25% of the women have been found in these kinds of 
employment)36. One could draw the conclusion that the legal framework, as mentioned above, does exist 
but obviously the reality contains clear discrimination and social conditions with discriminating effects on 
the progression of women (for instance: gender-specific choice of occupation, prejudices or the 
fundamental problem of the division of labour). It’s ineffective, because it is very difficult to take a case to 
court. 
 
The Austrian Government (a coalition of the Austrian People’s Party and the Austrian Freedom Party) is 
currently working on a reform of the pension system37. Planned and impending cuts of already acquired 
pension contribution years, a change in the calculation38 and the unrevised fact that times of care are 
almost not included and are valued very low (child-care is still assessed as unpaid work) incurred major 
displeasure and led to expressions of disapproval (strikes). The new regulation and especially the proposed 
calculation of pensions discriminate against women because in general they stay at home for a longer 
period of time than three years39 and most of the mothers take up part-time employment afterwards which 
leads to a smaller pension and the general pay gap between men and women causes a lower pension for 
women. In the year 2001 the net annual income (“Pension”) was € 12.340. The net annual income of men 
was € 15.380 and that of women was € 9.80040.  
 
 
3.2 Data Analysis 
According to the Labour Force Survey for the years 2000 and 200141 there were 3.851.000 available for 
work (154.000 unemployed and 3.697.000 gainfully employees). The employment rate was 48.2% (in 
total: 3.851.000 gainfully employed persons) (men: 55.4%, women: 41.5%) in 2001 related to the total 
population of 7.986.000. Related to the population aged over 15 years there was an employment rate of 
58% (men: 67.4%, women: 49.5%). Of the 3.697.000 in employment 17.3% worked part-time and 82.7% 
worked full-time. 
 
Table 9: Percentage by gender in full time work and in part time work:42

2001 In total Proportion of women Proportion of men 
Full time employees (36-59 and more weekly working hours) 82.7% 35.5% 64.5% 
Part time employees (1 – 35 weekly working hours) 17.3% 86.1% 13.9% 
 
In 2001 the employment rate of women with children aged less than 15 years was 74.1% in total. The 
employment rate of female singe parents was 87.2% and the employment rate of married women was 
71.9%43. 
 
Employment by age groups 
Both women and men show a strong professional integration between the age of 25 and 54 years. But the 
male employment rate is significantly higher than the female one. The employment rate of men aged 
between 25 and 54 years was more than 90% and the employment rate of women was 77% in the year 
2000. 

                                                 
35 Bundesministerium für soziale Sicherheit und Generationen (Ed.) 2002: 45. 
36 Bundesministerium für soziale Sicherheit und Generationen (Ed.) 2002: 55. 
37 Spring 2003 
38 The reform foresees a new calculation based on 40 years of employment, the old pension calculation includes the so 
called “best fifteen years”, the years in which the highest personal income has been achieved.  
39 Women have to return to full-time employment after three years of parental leave/child care to not in order to loose 
pension; cf.: http://diestandard.at/druck/asp?id=1301076, 16.5.2003. 
40 Rechnungshof (Ed.) 2002: 6. 
41 Statistik Austria (Ed.) 2001. 
42 Own calculations based on Labour Force Survey: Statistik Austria (Ed.) 2001. 
43 www.statistik.at; 24.3.2003. 
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The table shows the employment rate of women and men between the age of 15 and 64 years for the year 
200044: 
 
Table 10: Percentage by age groups, employment rate and gender 
Age group 15-24 25-29 30-39 40-49 50-54 55-59 60-64 

Female rate in percent 50 78 79 73 65 26 8 

Male rate in percent 61 88 96 95 88 64 17 

 
Table 11: Employment by gender and sector for the year 2000:45

Sectors Rate of employed women in 
percent 

Absolute 
numbers 

Rate of employed men in 
percent 

Absolute 
numbers 

Agriculture and 
forestry 

6 100.200 6 118.700 

Production 14 229.400 43 914.800 
Services 80 1.302.600 51 1.112.800 
 
 
Table 12: Employment by gender and occupations (focus on science careers) for the year 2001:46

Occupational group according to ISCO-88 (COM) Number of 
women 

In 
Percent 

Number of 
men 

In 
Percent 

Major group 1: Legislators, senior officials and 
managers 

48.100 3.4 116.200 6.4 

Major group 2: Professionals 170.300 11.9 146.600 8.1 

21 Physical, mathematical and engineering science 
professionals 

6.600 0.5 28.800 1.6 

22 Life science and health professionals 14.400 1.0 13.900 0.8 

23 Teaching professionals 84.600 5.9 42.200 2.3 

24 Other professionals 64.800 4.5 61.700 3.4 

Major group 3: Technicians and associate 
professionals 

233.300 16.3 247.000 13.6 

31 Physical and engineering science associate 
professionals 

21.900 1.5 143.300 7.9 

32 Life science and health associate professionals 99.800 7.0 15.300 0.8 

33 Teaching associate professionals 38.400 2.7 6.100 0.3 

34 Other associate professionals 73.100 5.1 82.200 4.5 

Major group 4: Clerks 344.200 24.0 163.200 9.0 

Major group 5: Service workers and shop and market 
sales workers 

315.000 22.0 158.100 8.7 

Major group 6: Skilled agricultural and fishery 
k

5.800 0.4 14.200 0.8 

                                                 
44 Bundesministerium für soziale Sicherheit und Generationen (Ed.) 2002: 156. 
45 Data from: Bundesministerium für soziale Sicherheit und Generationen, Frauensektion/Bundesministerium für 
Bildung, Wissenschaft und Kultur (Ed.) 2002: 40-41 and 151. 
46 Data from: Rechnungshof (Ed.) 2002: 251, 253 and own calculations. 
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workers 

Major group 7: Craft and related trades workers 48.900 3.4 559.900 30.8 

Major group 8: Plant and machine operators and 
assemblers 

56.700 4.0 242.500 13.3 

Major group 9: Elementary occupations 207.600 14.5 139.300 7.7 

Major group 0: Armed forces None 0.00 30.500 1.7 

Total 1.431.900 100.0 1.818.800 100.0 

 
Flexible working 
In Austria the “Arbeitszeitsgesetz” (law on working hours) defines “normal” working hours, which are 
38,5 or 40 hours per week and eight hours per day. This law allows some exceptions for flexible working 
hours but that requires an agreement between the works council and the employer concerning working 
hours conditions; single employees cannot call in flexible working hours. In case of child care leave there 
is the possibility to work part-time but this requires an individual agreement with the company for it is not 
a legal right.  
Civil servants and employees with a contract of limited duration in the civil service (e.g.: university staff 
with corresponding contracts as civil servants) have the possibility for a child care leave (“Karenzierung”) 
or a part-time employment until the child starts school (child aged six or seven years).  
 
The transition to flexible working hours or new forms of work is seen as contributing to a better 
reconciliation of work and family. A model of flexible working forms is the so called flexitime 
(“Gleitzeit”). One fifth of all gainfully employed men and women are offered the possibility of flexitime. 
From this amount three quarters have set periods outside fixed working hours in which they may choose to 
start or end work (“Blockzeiten” bzw. “Kernzeiten”). Teleworking is considered as the newest 
phenomenon in this transition. Teleworking in Austria is male dominated. According to a specific 
calculation (work is conducted at home and at the computer for at least one working day which is 8 hours 
per week) there were 57.800 teleworkers (male: 44.400, female: 13.400). Corresponding to the total rate of 
employed persons that is a rate of 1% for women and a rate of 2% for men. The data shows that this kind 
of work is not a very common one. Teleworkers are highly skilled in general: Four out of ten female 
teleworkers and three out of ten male have a university degree.  
 
One third of all gainfully employed women are working part-time. Working part-time is determined by 
factors like age, marital status and occupational group. Married women aged between 30 and 44 years 
show the highest rate of part-time work. Men who work part-time are mostly between 20 and 30 years and 
their marital status is mostly either divorced or single. 47

 
The highest rates of part-time work achieve gainfully employed married women and partners who have 
children. The lowest rates achieve gainfully employed women without children and women who are single 
mother. Single mothers who have one child aged less than 15 years are more likely to work full-time than 
married women or women who have partners due to their financial situation. Single parents (for the most 
part women) or families with three or more children have a higher risk of poverty. This is the problem of 
reconciling child care and work and as well the problem of the gender pay gap, which is very high in 
Austria.48

 
On the one hand the reasons for working part-time are gender-specific: Six out of ten women name family 
duties as a reason for working part-time but only 17% men name this reason. On the other hand the reasons 
depend on the age-group: Young or younger women and men name their education as a main reason for 
working part-time and older employees very often do not wish to work full-time.  

                                                 
47 Bundesministerium für soziale Sicherheit und Generationen, Frauensektion/Bundesministerium für Bildung, 
Wissenschaft und Kultur (Ed.) 2002: 48-49. 
48 Bundesministerium für soziale Sicherheit und Generationen, Frauensektion/Bundesministerium für Bildung, 
Wissenschaft und Kultur (Ed.) 2002: 49-54. 
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Discrimination against part-time employees was eliminated by the amendment of Austrian law to EU-law: 
There is an explicit ban on discrimination against part-time employees.  
 
 
Dual Careers / Dual Careers in Science 
In Austria there does still exist the model of the male bread winner. Due to social conditions dual careers 
are rare if the couple has child/children because the reconciliation of work and child care is difficult and 
the reconciliation is seen as the mother’s task. In general the employment or career of men is regarded as 
more valuable and that has the effect that more women follow their spouses if they accept employment in 
another town or country. Practical experiences49 show that many women become pregnant during that time, 
follow their spouses and stay at home with their babies. The consequences of this absence from their 
profession must be seen as a major obstacle for professional re-entry and progression. Another practical 
experience is that women/mothers very often reject job offers which are linked to frequent journeys 
because they fear that they cannot combine this job with their duties as a wife. Usually men do not take 
these considerations into account. 
This socially accepted model of the division of labour between the sexes has unpleasant consequences 
especially for women but men as well, who wish to take child care leave since male employees would be 
seen as not interested in their career progression. All female employees (regardless if they have children or 
plan to have children or if they do not want to have children) are seen as potential mothers and are 
therefore confronted with prejudices and with unequal treatment or discrimination. The reconciliation of 
work and family is not a company aim and there are not enough suitable child care facilities. These two 
factors; combined with the social pressure of traditional division of labour; cause major pressure to take a 
longer child care leave. Mothers are; so to speak; expected to fulfil their “mother role”, which means to 
stay at home while her child is (very) little.  

Because of this there are very few child care facilities for small children (aged less than three years) and 
their opening hours are not suitable for full-time working parents. What makes it even worse is that there is 
no legal right to a child care place in Austria which has the consequence that there are too few child care 
facilities. The existing child care facilities for small children are very expensive or have a low quality. 
Therefore mothers/fathers would appreciate a financial allowance or cheaper facilities (but of course of 
good quality). There are hardly any company “kindergartens” because Austrian companies usually are too 
small (the number of parents is too small)50. If the work place is not in the local town parents still prefer to 
use child care facilities which are situated in their local town. A third reason for the non-existence of 
company “kindergarten” is that it might cause troubles if the company knows too much about the 
child/family situation. Flexible working hours in case of a child’s sickness would be another contribution 
to a better reconciliation of work and family. The decreasing number of kindergarten of firms is caused in 
Austrian politics. It was not from interest to give them money. 
Due to this problematic situation and to the social expectation child care takes place at home in the most 
part. Data from the year 199551 show that housekeeping and family child care is characterized by strong 
gender specific division of labour.  
 
The following table shows the distribution of childcare within families in 1995:52

 
Table 13: Percentage of the distribution of childcare by gender 
Childcare duties Mostly or all alone Together with others (mostly grandmothers) Rarely or never 

Rate of women in percent 52 42 6 

Rate of men in percent 4 58 38 

                                                 
49 According to a key informant (Professional Association for Blue and White Collar Workers, Graz), 8.4.2003. 
50 In Austria there are pre-dominantly small and medium sized enterprises. From 300.000 companies approximately 
299.000 are small and medium sized (according to the newspaper “Der Standard”, 12.5.2003). 
51 There are no more recent data available.  
52 Bundesministerium für soziale Sicherheit und Generationen (Ed.) 2002: 163. 
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Re-entry of women into the labour market after child care leave and their progression in general have a 
legal base in the Law on Equal Treatment (for the private sector) and the Federal Law on Equal Treatment 
for the public sector, especially the Affirmative Action Plan for Women (“Frauenförderplan”) which allows 
a special promotion of female employees and a quota regulation. These laws ought to prevent 
discrimination. But practical experiences show some consequences of this discriminating gender-specific 
division of labour. Male employees have a higher rate of in-house further vocational training measures and 
they therefore show better progression. Women show a significantly higher rate of part-time work. These 
part-time jobs are very often with a poor salary, very often fixed-term jobs and therefore with low 
expectation of progression. An additional problem is the lower pension of women which is a result of these 
conditions especially because times of child care are not taken full into account for the calculation of the 
pension.  

When it comes to the Austrian situation “Dual Careers in Science” is unknown to a key informant from 
the universities of Graz53 and there is no literature to be found about this topic. It seems that this has not 
become a common topic by now and there seem to be only a small number of couples who both pursue a 
career. In the U.S.A. “dual careers in science” is a well-known topic and field of research but in Austria the 
discussion is about to begin. There is no consideration about dual scholarships for instance but there is 
more thought to enable a mobile scientist to take his/her family with him/her (financial support included in 
scholarships). 
 
There are two surveys on careers of female and male top managers and differences between life concepts of 
men and women. One survey showed the link between frequency of marriage and educational level and the 
existence of a significant difference between women and men: The higher the educational level of women 
the lower the likelihood, that they will marry, but men’s likelihood to marry increases with rising 
educational and professional level (97% of the interviewed men had a traditional family life). The authors 
come to the conclusion, that the family and especially the spouses enable their careers by supporting and 
relieving them.54 A recent published survey on male and female comes to similar results: Only 72% of 
female managers live together with a partner or are married, only 50% have children, the proportion of 
divorced women is above-average (compared to the population). 97% of the male managers (still as much 
as some years ago) live in a traditional family (have a partner or are married).55

 
 
Impact of Partnering and Parenting on Labour Market Participation 
Due to the strong gender pay gap women are more likely to undertake the child care, work part-time or stay 
unemployed. In Austria (as described above) dual careers are very rare. Employed women are confronted 
with twofold or actually threefold burden for they are responsible for housework and child care regardless 
if they are employees (part-time or full-time) or unemployed.  
Data from 199256 showed that women undertake more housework and child care than men: The daily 
average of employed women was six hours and the daily average of unemployed women was nine hours of 
housework and child care. The daily average of housework and child care which was done by men was one 
and a half hours (no matter if their wife or partner was employed or unemployed).57

 
The proportion of women who are housewives (without any employment) has declined during the past 50 
years. In 1951 27% of all women were housewives related to the total female population. In the year 2000 
the rate was 15%. Today (only) two out of 1.000 men are housemen, until 1971 there was not a single 
houseman found in statistics.  
The following table shows the division of labour between husband and wife or partners with at least one 
child aged less than 15 years:58

 

                                                 
53 Head of the Inter-University Women’s Coordination Centre for the University of Graz, the Technical University and 
the University of Art in Graz and feminist researcher, 16.4.2003 
54 Diem-Will et al. 1996, quoted by Buchinger/ Gödl/ Gschwandtner 2002: 30-31. 
55 Ziegler 2003. 
56 There is no more recent survey on Time Use in Austria (please cf. to chapter 6 on Time Use Issues). 
57 Bundesministerium für soziale Sicherheit und Generationen (Ed.) 2002: 162-163. 
58 Bundesministerium für soziale Sicherheit und Generationen, Frauensektion/Bundesministerium für Bildung, 
Wissenschaft und Kultur (Ed.) 2002: 258. 
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Table 14: Division of labour between husband and wife or partners with at least one child aged less 
than 15 years by employment of women 
Weekly division; husband or male partner full-time 
employee; wife or female partner full-time, part-time 
employee or not employed 

Paid work1) Housework and 
family work1)2)

Total working 
time1)3)

 Hours and 
minutes per 
day 

Hours and minutes 
per day 

Hours and 
minutes per 
day 

Monday-Sunday    
Wife (full-time employed)    
Wife 4,42 5,41 10,23 
Husband 6,44 2,12 8,56 
Wife (part-time employed)    
Wife 3,26 6,18 9,44 
Husband 6,58 1,57 8,55 
Unemployed wife    
Wife 0,27 8,43 9,10 
Husband 7,10 1,56 9,06 
Source: Mikrozensus 1992. 
1) Including going to work and returning (commuting time); going to shops, kindergarten etc. and returning 
2) Housework, craftsman’s occupations, child caring, care for elder people; 
3) Paid work and housework and family work in total 

 
 
3.3 Policy Analysis on Science Careers 

3.3.1 Some general remarks on science careers 
The Austrian “Rechnungshof” (Auditor General’s Department) publishes annual reports, which give 
information about earnings of the civil servants and average income of the population for business, 
occupational groups and positions.59

 
In 2001 6.600 women and 28.800 men were working as physical, mathematical and engineering science 
professionals. 14.400 women and 13.900 men were working as life scientists and health professionals.  
 
Gainful employed persons in Group 1 of the International Standard Classification of Occupations 
(Legislators, senior officials and managers) achieved the highest average gross annual income (mittleres 
Bruttojahreseinkommen). Female gainful employees achieved the highest average gross annual income as 
professionals (Group 2).  
 
Female professionals, who have full-time employment, have a gross income of 32.940 € a year and male 
professionals, who have full-time employment, have a gross income of 44.610 €. There is a significant pay 
gap between male and female professionals.  
 
In 2002 the Federal Ministry for Social Affairs published a report on gender-specific differences regarding 
demographic structures, education, employment, income and the reconciliation of family and work60. One 
third of females gainfully employed are working part-time (from 1 up to 25 hours). The highest proportion 
of part-time workers are married women, who have children (44.9%). The proportion of women working 
part time is especially high in the following age groups:  
30 – 34 years: 39.8% 
35 – 39 years: 43.0% 
40 – 44 years: 37.5% 
 
Female professionals (scientists) contain the smallest proportion of part-time workers (13.7%), compared 
to other occupational groups (up to 30%). The rate of male professionals (scientists) working part-time is 
rather high (5.1%) compared to men employed in other occupational groups. 
 
                                                 
59 Rechnungshof (Ed.) 2002. 
60 Bundesministerium für soziale Sicherheit und Generationen, Frauensektion/Bundesministerium für Bildung, 
Wissenschaft und Kultur (Ed.) 2002. 
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In a recent published Austrian study about female scientists61 the authors point out that, on the one hand 
female university graduates are less likely to have children but, on the other hand, they very often chose 
different ways of life, described as avoiding traditional gender roles in their partnerships and families.  
 
There is no data about fertility rates of Austrian female scientists available. The fertility rate of Austrian 
women is 1.25 children per women. The fertility rate of foreign women living in Austria is slightly more 
than 2 children per women62. For the year 2001 “Statistik Austria”63 produced data about the fertility rate 
and the highest completed education of the mother. In 2001, 75.458 children were born. The following 
table shows the proportion of children born by highest completed education level of the mother: 

                                                 
61 Papouschek/ Pastner 2002. 
62 Bundesministerium für soziale Sicherheit und Generationen, Frauensektion/Bundesministerium für Bildung, 
Wissenschaft und Kultur (Ed.) 2002: 21. 
63 Data received on request from “Statistik Austria”. 
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Table 15: Proportion of children born by highest completed education of the mother, 2001 
Highest completed education Absolute 

numbers 
In 
Percent 

Compulsory School 14.533 19.26 
Apprenticeship (“Lehre”) 27.696 36.70 
Secondary School without entrance requirement for higher education (which is 
similar to the British A Level) 

12.617 16.72 

Upper level schools with entrance requirement for higher education 10.874 14.41 
Academy for teacher-training 3.372 4.47 
University, University of Arts 5.055 6.70 
Unknown 1.311 1.74 
 
In a recently published German survey64 (conducted from 1998 to 2001) on professional mobility and way 
of life65 the author comes to the conclusion that the higher the educational level, the greater the willingness 
for mobility due to professional reasons. Two thirds of the sample of mobile persons and their partners (n = 
901) said that family and partnership are the most influential factors for the willingness to be mobile and 
that especially the presence of children reduce this willingness. 75% of the examined mobile women 
(average age is 36 years) do not have children. 
 
In a recent published Austrian survey on mobility and career of scientists66 the authors come to similar 
conclusions for the Austrian situation. Especially at the beginning of a career, scientists, both at 
universities and in non-academic research, show a high mobility (aged about 25 years). At about 45 years 
there is a second period of intense mobility linked to career progression. The authors point out that this is a 
“pressure to be mobile” because of the small numbers of Austrian universities. This “pressure to be 
mobile” is smaller in non-academic research. The authors come to the conclusion that motherhood must be 
regarded as a major obstacle to mobility (especially long-term research stays and moves to other 
towns/countries). Many of the examined female scientists (n = 25 women and 25 men) had been very 
mobile as singles or as partners – when a child is born they get loss mobile. The examined male scientists 
show a continuous mobility – no matter if they are single, partners or fathers and their partners and/or 
children come with them if they are moving to another town/country. The majority of the examined female 
scientists were not accompanied by their partners. The “uninterrupted male working biography” seems to 
be the norm. The proportion of female singles is higher than that of the examined men, and more women 
(18) than men (10) do not have children. The gender-specific division of labour seems to be unbroken 
because the examined female scientists are responsible for house work and child care. The impossibility or 
difficulty of reconciling work and family and the expected twofold or even threefold burden is a major 
reason for the decision against having children or to postpone pregnancy.  
 

3.3.2 Research &Development 
The gross domestic expenditure on research and experimental development was 1.95% in the year 2002 
that is € 4.2 billions (42.1% from the public sector, 39% from the industry, 18.6% from foreign investors67 
and 0.3% from private, charitable institutions). Although the gross domestic expenditure on research and 
experimental development (research quota) has been constantly rising during the past years it has not 
reached the scheduled amount of 2.0% for 2002 (scheduled amount for 2005 is 2.5%).68  
The Austrian research scene is characterised by the dominant position of the universities on the one 
hand, and by the predominant by small and medium-sized structure of enterprises carrying out research on 
the other. By international comparison, the non-university research institutions are with few exceptions 
structured in small units. They are highly heterogeneous with regard to their special field, and they are 
predominantly funded by the state.  
There is room for improvement as one regards the cooperation of the enterprise sector with science. New 
initiatives and programmes address this issue. They aim at intensifying the cooperation between the 
                                                 
64 Germany and Austria are rather comparable (society, gender roles, labour market, academic field). 
65 Schneider 2002. 
66 Vogt/ Hebenstreit/ Winter 2002. 
67 EU-Programmes (Research, Technological Development and Demonstration), foreign enterprises with an Austrian 
research location;  
68 www.statistik.at/fachbereich_forschung/txt.shtml, 6.5.2003. 
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country’s two large research systems, the universities and the private sector.69 There are several initiatives 
to improve or establish the cooperation between industry and science. For instance the programme 
“AplusB” (A is for Academics and B is for Business) supports scientists who found a research firm and 
there were 18 “Centres of competence” (“K-ind”, “K-net”) and networks invented to improve applied 
research.70  
The following table shows personnel engaged in research and experimental development by sectors of 
performance in 1998 (in full-time equivalents):71

 
Table 16: Personnel engaged in research and experimental development by sectors of performance 
Sector of performance In full-time equivalents In Percent 
Academic sector (Universities) 8.670.1 27.7 
Federal sector and federal funded institutions 2.104.4 6.7 
Private charitable (non-profit-making character) institutions  148.4 0.5 
Business Enterprise Sector (Companies, industries, cooperating institutions) 20.384.6 65.1 
In total 31.307.6  
 
 
At the time of the latest full R&D survey (carried out by “Statistik Austria”), for the year 1998, Austria had 
2.743 institutions carrying out research and development, with approximately 31.300 employees 
(calculated in full-time equivalents, see above). From those employees, approximately 22% were female 
and 78% were male. About 60 % of these employees (18.715 full-time equivalents) are scientists, i.e. they 
have an academic or equivalent education (86% male, 14% female). 25 % (7.919 full-time equivalents) 
were staff with other post-secondary diplomas, i.e. technicians and equivalent staff (75% male, 25% 
female). The remaining approximately 15 % (4.674 full-time equivalents) were other supporting staff (50% 
male, 49% female).72  
 
The universities as a whole are the largest research institution in Austria. Approx. 42 % of the total higher 
education budget, i.e. approx. EURO 815 million or 69 % of total public R&D expenditure, were 
statistically accounted for by university research in 2001. In 1994, Fachhochschule programmes (technical 
colleges of higher education) were established to supplement university education. They are 
professionally oriented and have a shorter duration of studies. There is a great demand for these 
programmes: 60 study programmes have already been approved in the fields of tourism, business studies, 
technology, information technology and multimedia. The number of students has risen from approx. 700 in 
10 study programmes in 1994 to approx. 10.000 in the academic year 1999/2000. Scientific Institutions 
under the Responsibility of the Federal Ministry for Education, Science and Culture: Federal Scientific 
Institutions also carry out research tasks, in addition to the broad range of services they offer. The 
amendment of the Forschungsorganisationsgesetz (FOG 2000 – Research Organisation Act) regulates the 
organisation of their restricted legal capacity. The reasons can be estimated in limited resources and as 
question of power. The Federal Ministry for Education, Science and Culture is responsible for several 
institutions for instance the ZAMG – Central Institute for Meteorology and Geodynamics and the GBA - 
Geological Survey of Austria. The Austrian Academy of Sciences (ÖAW) is a research institution with its 
own legal basis. Currently it has 21 institutes, 2 research institutes and 34 scientific commissions, which 
make it the largest non-university institution for basic research in all scientific fields. The Academy 
employs about 600 staff, 71% of which are academics or equivalent, and it is primarily funded by Federal 
Ministry for Education, Science and Culture. International research cooperation is a special priority for the 
Academy of Sciences. Transfer of scientific research results into exploitation in industry has been 
intensified by the Academy of Sciences by establishing cooperation between industrial research, university 
institutes and the Academy of Sciences. The Federal Ministry for Education, Science and Culture finances 
a large number of research institutions by means of base funding and funds them through commissioned 
research (non-university research institutions). These are predominantly research institutions registered 

                                                 
69 http://www.bmbwk.gv.at/start.asp?OID=7549#, 19.2.2003. 
70 Insert „Forschung Spezial“ in the newspaper „Der Standard“, 7.4.2003. 
71 Survey carried out by „Statistik Austria“, data for 1998 for “Science and Technology”, table: 5.02, URL: 
www.statistik.at (Statistisches Jahrbuch 2003). 
72 Survey carried out by „Statistik Austria“, data for 1998 for “Science and Technology”, table: 5.05, URL: 
www.statistik.at (Statistisches Jahrbuch 2003). 
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as associations which mainly concern themselves with human medicine, social sciences and the 
humanities.73  
 
The following table shows the proportion of male and female employees (in full-time equivalents) engaged 
in research and experimental development in the Business Enterprise Sector (in total 1.317 institutions) 
in 1998:74

 
Table 17: Proportion of male and female employees engaged in research and experimental 
development in the Business Enterprise Sector 
 In total Male Male proportion in 

percent* 
Female Female proportion in 

percent* 
Scientists and engineers 11.716.1 10.754.2 91.8 961.9 8.2 
Qualified non-scientific 
personnel 

6.318.6 5.309.1 84.0 1.009.5 16.0 

Non-scientific personnel 2.349.9 1.408.6 59.9 941.3 40.1 
In total 20.384.6 17.471.9 85.7 2.912.7 14.3 
 
 

3.3.4 Flexible Working in Science Careers 
In principle choosing flexible working time is possible for employees at universities (especially university 
assistants and professors); 40 hours per week is the normal and stipulated working time for a full time post 
and 20 hours is the normal and stipulated working time for a half time post. In the so called old 
employment law for academic staff 75 there is no overtime, but there is a research allowance. There is no 
daily limit of working time but there is a so called “Blockzeit” (25 hours a week and five hours a day 
which must be spent at the institute when holding a full time post of 40 hours a week as a university 
assistant76) and the remaining working time is flexible. It depends on the culture of the institute whether 
this working time have to be obeyed or not. University professors are completely flexible in their working 
time.77 What is stipulated in their contracts is the amount of research, teaching and administration to be 
undertaken and at the university clinics the amount of care78.  
 
In a recently published Austrian study about scientific careers at universities and the reconciliation of work 
and family79 female and male scientists at different career levels were questioned about working conditions 
(n = 31). The authors call the result the “working time without borders” (entgrenzte Zeit). All scientists 
said that they work far more than 40 hours; the estimated average working time is from 50 (assistants) to 
80 (professors) hours a week and working in the evening or during the night is very common and 
widespread. On the one hand, the scientists appreciate the possibility of autonomous time management and 
working places (at the institute, at home). On the other hand, they talk about the problem of balancing their 
career and private life/family and that they do not have a “normal life”. The “working time without 
borders” seems to be regarded as an individual problem. There is no collective discussion about the 
problems. The reconciliation of work and private life/family is regarded as an individual problem as well 
(especially for women with caring duties) – scientific careers demand for an unlimited effort of time and 
there is no discussion about this precondition. The authors come to the conclusion that the assumption of 
the incompatibility of a scientific career and a family has the function of an ideology – science as a 
“system” ought to be questioned in the sense of Gender Mainstreaming to make a change and one should 
make an issue out of “men/fathers and the reconciliation of work and family”. 

                                                 
73 http://www.bmbwk.gv.at/start.asp?OID=7549#, 19.2.2003. 
74 Survey carried out by „Statistik Austria“, data for 1998 for “Science and Technology”, table: 5.12, URL: 
www.statistik.at (Statistisches Jahrbuch 2003). 
75 Within the current ongoing structural and organizational changes (University Law 2002) there was a change in the 
Employment Law for the Academic Staff. The so called New Employment Law for the Academic Staff only offers 
contracts of limited duration (no tenure track) and no more research allowances. 
76 Depending on the professor’s wishes. 
77 According to information received from a female university assistant at the University of Graz (key informant), who 
is member of the Working Group on Equal Treatment Issues.  
78 According to a key informant (Head of the Inter-University Women’s Coordination Centre for the University of 
Graz, the Technical University and the University of Art in Graz and feminist researcher), 16.4.2003. 
79 Buchinger/ Gödl/ Gschwandtner 2002: 126-206. 
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In the above mentioned publication80 there are some new data about part-time working personnel at 
Austrian universities. Women show the highest proportion of part-time employees at universities in general 
and women show the highest proportion at the lowest level which is the post of an assistant with a contract 
of limited duration (“Vertragsassistentin”, “Vertragsassistent”). In total there are 1.156 assistants with a 
contract of limited duration and 966 of them work part-time which is a quota of 84% and the female quota 
is 44%. Except for this group of university personnel, the part-time proportion of Austrian university 
teachers is extremely low. 
To get an impression of the data concerning part-time employment it is necessary to look at the personnel 
in general. The Affirmative Action Plan for Women at the Federal Ministry for Education, Science and 
Culture was implemented in 1995 and it stipulates gender-specific data collection every second year (data 
available for 1997 and 1999).  
 
Table 18: Distribution of university teachers according to gender and position:81

 Men 
1997 

Women 
1997 

Female proportion 
in percent 

Men 
1999 

Women 
1999 

Female proportion 
in percent 

University Assistants 4.800 1358 22.1% 3.022 1.186 28.2% 
Lecturers    1.953 274 12.3% 

Associate Professors 485 32 6.2% 232 20 7.9% 
Full Professors 1.109 45 3.9% 413 29 6.6% 

University Professors (lower 
paid posts)* 

   237 13 5.2% 

University Professors 
(higher paid posts)* 

   686 33 4.6% 

Subtotal 6.394 1.435 18.3% 6.543 1.555 19.2% 
Assistants with limited 

contracts 
644 457 41.5% 654 502 43.4% 

Lecturers with limited 
contracts 

   27 4 12.9% 

Professors with limited 
contracts (lower paid posts) 

* 

   2 0 0.0% 

Professors with limited 
contracts (higher paid posts) 

* 

   5 0 0.0% 

Total 7.038 1.892 21.2% 7.231 2.061 22.2% 
* Since these are informal terms there is no specific definition for lower and higher paid posts which have been created 
in the course of the implementation of the new service contract law at Austrian universities. University professors 
negotiate their conditions with the Federal Ministry. There are very few university professors with new service 
contracts since this has been a recent implementation (and interestingly enough there are only male professors).  

                                                 
80 Buchinger/ Gödl/ Gschwandtner 2002. 
81 Buchinger/ Gödl/ Gschwandtner 2002: 56. 
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Table 19: Part-time employees according to gender and position, 1999:82

 Men Women Female proportion in percent 
Assistants with limited contracts 542 424 43.9% 
University Assistants 10 27 73.0% 
Associate Professors 1 0 0% 
Full Professors 4 0 0% 
Lecturers 6 9 60.0% 
University Professors (lower paid posts) 1 0 0% 
University Professors (higher paid posts) 1 0 0% 
 
 
Due to the new law on child care allowance (“Kinderbetreuungsgeld”) the recipients are allowed to earn 
money (up to a certain amount). According to a key informant83 this is an advantage for scientists with a 
small child for they can keep some teaching assignments and stay in touch with their institute.  
 
There is a specific problem linked to the re-entry of scientists (especially after maternity or child care leave 
or after returning from a stay abroad) that machinery, laboratory equipment and laboratory places are 
occupied by colleagues or new staff members. In general there is nearly no support for re-entrees.  
 
There is some improvement in the child care facilities offered by the universities. The Federal Ministry for 
Education, Science and Culture made an initiative possible: In four cities (Vienna, Graz, Salzburg, Linz) 
there is a organisation for students and staff members with children (“UniKid - Lehren und Forschen mit 
Kind”)84 and at five universities (see above and Klagenfurt) there are child care facilities (kindergarten, day 
nursery).  
 
The situation in non-academic research institutions is similar to the one at universities: The reconciliation 
of caring obligations and occupation is regarded as an individual problem (of women) due to the lack of 
provision of suitable child care places in Austria. Supporting structural conditions for parents do not exist 
(with very, very few exceptions). In some non-academic research institutions flexible working time and 
part-time employment for parents is possible. Again, the reconciliation of family obligations and 
employment is solved by the persons affected and the successful reconciliation depends on the “culture of 
the institute”.85  
 

3.3.5 Career progression in science careers 
The situation of women at Austrian universities can be illustrated with the picture of a pyramid and the 
career progression of female scientists can be described as a “leaky pipeline”.  
 
The proportion of female first-year students at Austrian universities has risen constantly. In the year 2001 
57.9% of the first-year students were female. In the academic year 2000/2001 the proportion of female 
students, who obtained their first degree, was 51.9% and the proportion of female students who made their 
second degree (Ph.D.) was 37%. At the base of the academic pyramid there work the so called 
“Vertragsassistent/innen”, who have a contract of limited duration, the female proportion in this group of 
the academic staff was 43.4% in the academic year 2000/2001. The second position, which is usually and 
very often the beginning of a university career, is the position of a university assistant 
(“Universitätsassistent/in”). The female proportion was 31.4%. The precondition to become a university 
professor at Austrian universities, which is the highest position in a university career, is the so called 
“Habilitation” (to qualify for a professorship). In the winter semester 2003/4 the female proportion of 
“Habilitation” was 19% and the female proportion of university professors was 6.8%86. 
 

                                                 
82 Buchinger/ Gödl/ Gschwandtner 2002: 59. 
83 Head of the Inter-University Women’s Coordination Centre for the University of Graz, the Technical University and 
the University of Art in Graz and feminist researcher, 16.4.2003 
84 Cf.: http://www.unikid.at/
85 Papouschek/ Pastner 2002: 275-276. 
86 Bundesministerium für Bildung, Wissenschaft und Kultur (Ed.) 2002, Vol. 1: 95. 
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Not only the vertical segregation (as described above) is enormous, but also the horizontal segregation is 
alarming. There is a strong gender-specific choice of studies. The following table87 illustrates this fact (data 
for the winter semester 2001/2002):  
 
Table 20: Proportion of students by gender and faculty 
Extremely female 
dominated studies 

Female proportion 
of the students 

Extremely male dominated studies Male proportion 
of the students 

Faculty for Cultural 
Sciences, University of 
Klagenfurt 

73% Faculty for Mechanical Engineering, 
Technical University, Vienna 

93% 

Faculty for Human and 
Cultural Sciences, University 
of Vienna 

71% Faculty for Electrical Engineering and 
Information Engineering, Technical 
University, Vienna 

93% 

Veterinary-medical 
University, Vienna 

75% Faculty for Mechanical Engineering, 
Technical University, Graz 

95% 

  Faculty for Electrical Engineering and 
Information Engineering, Technical 
University, Graz 

93% 

 
One could think that a high proportion of female students, especially when there is a high proportion of 
women for Ph.D. degree as well, would mean a higher proportion of female university teaching 
professionals. But recent data show that this is not the case. The proportion of women is excessively low. 
The glass ceiling phenomenon exists and it is even worse in male dominated studies.  
 
In Graz, which is the capital of Styria, there are three universities: The Technical University, the 
„Universität Graz“ and the „Kunst Universität“ (University of Arts). Very soon, due to the university 
reform in Austria, there will be a fourth university, the “Medical University”, which was part of the 
“Universität Graz” until now. The data from the universities of Graz should illustrate the situation of 
women at Austrian Universities in general for the situation is quite similar and comparable for all of the 18 
universities in Austria.  
The female proportion of students is high in medical sciences (60.7% of the students in the winter semester 
2001 are female), human sciences (70.5%) and at the university of arts (six in total in Austria) and in some 
subjects at the natural-scientific faculty (psychology, pharmaceutics). 
 
At the technical universities the proportion of women depends on the faculties: For example the faculty of 
architecture is, as far as student members are concerned, female dominated: 55.9% of first-year students in 
the winter semester 2001/2002 were women and the female proportion of first degrees was 42.3%. At the 
other four faculties (civil engineering, mechanical engineering, electrical and information technology 
engineering, and technical natural-scientific faculty) the proportion of women among the students is 
extremely low.  
For every university and every faculty in Graz is also true for Austrian universities in general, it can be 
said, that the higher the professional position the smaller the proportion of women.  
This report is keenly interested in life sciences, medical sciences and technical natural sciences. 

                                                 
87 Data from: Bundesministerium für Bildung, Wissenschaft und Kultur (Ed.) 2002, Vol. 1: 98. 
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Table 21: Female proportion in selected subjects (students and academic staff), data for the winter 
semester 200188

Faculty and University First-year 
students  

First 
degrees 

University 
assistants 

University 
professors 

Natural-scientific faculty, University of 
Graz 

70.3% 68.9% 25.6% None 

Medical faculty, University of Graz 66.7% 55.3% 37.8% 3.0% 
Technical natural-scientific faculty, 
Technical University 

25.2% 15.5% 17.6% None 

 
 
In non-academic research institutions leading positions are pre-dominantly filled by male employees as 
well as the middle management in bigger institutions. Many female employees are to be found in 
precarious and unsecured posts or in fixed-term jobs (project related). The questioned scientists (n = 22, 
four institutions, qualitative interviews) claimed that they do not see possible career progressions in their 
institutions like they can be found at universities (hierarchical progression) because of flat hierarchies. In 
particular women made some requests: better working conditions, unlimited employment contracts, higher 
income and no more unpaid additional work. In principle to go to a job in the business enterprise sector 
(private sector) is possible but harder for women because of the lack of networks and existing contacts. 
Many of the questioned scientists do not wish to go to a job at the university (too hierarchical and 
bureaucratical, too little application oriented). Many of the questioned scientists claim that it is not possible 
to go to the university: The tradition of tenure tracks at Austrian universities lead to a “closed system” (no 
vacant posts)89 and the qualification criteria at universities are different (theoretical and methodological 
orientation, formal qualifications, publications, stays abroad, participation in conferences) and these 
criteria cannot be easily fulfilled by employees in non-academic institutions.90  
 

3.3.6 Equal treatment and positive action at Austrian universities 
Suitable measures are in place against the vertical and the horizontal segregation by various players of the 
university. Due to structural and organizational changes (the so-called “Autonomie der Universitäten”, 
“Universitätsreform” 2003) concerning the Austrian University system the legal situation of universities is 
changing. The aim is to organise the universities as legal entities independent of the Federal Government. 
This means that the universities are newly founded. The consequences of these changes for the situation of 
female scientists/teachers cannot be estimated yet. But it is very likely that they are going to have negative 
repercussions.  
 
Two examples might give an impression of the changes and of their possible consequences: 
� The New Employment Law for the Academic Staff (“neues Dienstrecht”) requires and rewards 

mobility within an academic career. Academic staff, except full professors, only gets a contract of 
limited duration (usually for 4 years). It seems reasonable to suppose that the requested mobility 
could have negative consequences for the career progression of female scientists who still 
undertake the responsibility for the reconciliation of family and work. The question is if forced 
mobility (caused by contracts of limited duration) is a suitable strategy to promote academic 
mobility. This is one opinion in the current discussion. Another opinion91 is more optimistic in the 
context of the representation of women on the academic staff. Until now the university career was 
shaped by the average male biography (a linear career after the degree without any interruptions). 
The new employment law offers jobs for persons who do not have a linear biography. There are 
many female graduates (Ph.D.) who work in university projects or in the non-academic research 
and development and they could return to university. The “Habilitation” is no longer a pre-

                                                 
88 Bundesministerium für Bildung, Wissenschaft und Kultur (Ed.) 2002, Vol. 2: 103-104. 
89 Due to the New Employment Law for the Academic Staff this condition will change soon and it is likely that posts 
are going to be vacant soon. The “Habilitation” (qualification as a university lecturer) was abolished as a requested 
qualification for an application as a university professor.  
90 Please cf. to: Papouschek/ Pastner 2002: 269-271. 
91 Head of the Inter-University Women’s Coordination Centre for the University of Graz, the Technical University and 
the University of Art in Graz and feminist researcher, 16.4.2003 
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condition for becoming a professor which is an advantage because there is no time to qualify for a 
university lecturer when being employed in the industry for example.  

� The university reform affects the organisation of the institution. A new committee, the “University 
Council” (Universitätsrat) is responsible for very important decisions (for example the election of 
the chancellor of the university and the budget of the university). The members of this committee 
are elected by the universities and the Federal Minister for Education, Science and Culture and one 
member is elected by the other members. The influence of politicians and economy is grown. 
Every committee of the 21 universities92 is male-dominated. Only one third of all members in 
these committees at the 21 universities are women93.One could say that there is no gender-balance 
on these committees which will affect decision making.  

 
Until these organizational changes (organising universities as individual legal entities with a view to full 
university autonomy) were undertaken, equal treatment and affirmative action at universities were widely 
anchored.  
Since 1993 there has been the “Federal equal treatment act” for the civil service and an “Equal treatment 
act” for the private sector. The “Federal equal treatment act” for the civil service is valid for the 
universities. This is of great importance since this act includes protection from discrimination as well as 
regulations providing for the advancement of women. The “Equal treatment act” for the private sector only 
protects from discrimination and does not include any regulations for the promotion of women. The 
“Federal equal treatment act” for the civil service enables a quota regulation, depending on the 
qualification of the applicant. A level of 40% representation of women in all positions and employment 
groups of Federal Government agencies should be reached through preferential employment of women in 
the Federal Civil Service, preferential promotion of women, and preferential training and continuing 
education for women.94  
At universities several institutions were installed: 
� the Federal Government Equal Opportunities Commission, 
� Equal Opportunities Task Forces, 
� Equal Opportunities Representatives, 
� “contact” women.95 

 
Several measures have been put in place by women who were committed to equal treatment, apart from the 
“Federal equal treatment act” for the civil service, which enables a quota regulation.  
Since 1991, every university has had “Working Groups for Equal Treatment Issues” (Arbeitskreise für 
Gleichbehandlungsfragen), which makes sure that women are not being discriminated against during 
recruitment because of their gender. Members of working groups for equal treatment issues have 
significant power in personnel affaires96. 
The efforts concerning the establishment of equality at universities have been enabled or supported by the 
“Affirmative Action Plan for Women” (1995, amended in 2001), this was set out by the Federal Ministry 
for Education, Science and Culture.  
Since 2000 the Gender Mainstreaming strategy has been applied at universities (as one part of the civil 
service). Several work groups on Gender Mainstreaming at interministerial and ministerial level have been 
set up.97  
Further measures to promote equality and for the advancement of female scientists include: 
� Implementing the Gender Mainstreaming strategy in research programmes and the promotion of 

research (promotion of gender-specific research, increase the proportion of female researchers). 
� Improve child care facilities at universities. 
� Promotion of up-and-coming young female scientists through special programmes and scholarships: 

                                                 
92 Three medical universities were separated from the universities and newly founded, which was possible because of 
the university reform. 
93 Another problem is the presence of men who are members of fraternities (“Burschenschaften” are male intrigue with 
a long tradition in Austria). Another criticism of the composition of the committees is the over-representation of 
members of the industry who could abuse their position to determine the university research for their own profit.  
94 European Commission 1999: 36 (www.cordis.lu/improving/women/communication.htm, 25.2.2003). 
95 Austrian Report for the Helsinki Group on Women and Science 2002 
(www.cordis.lu/improving/women/reports.htm, 24.2.2003) 
96 European Commission 1999: 37 (www.cordis.lu/improving/women/communication.htm, 25.2.2003). 
97 Austrian Report for the Helsinki Group on Women and Science 2002 
(www.cordis.lu/improving/women/reports.htm, 24.2.2003). 
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Charlotte Bühler-Programme: The aim of this scholarship (invented in 1992)is to increase the 
proportion of women who qualify as university lecturers (“Habilitation”). 
Hertha Firnberg-Programme: This programme (invented in 1998) offers young women university 
graduates (post-doctoral) a job (for 3 years) where further scientific qualifications can be acquired. 
Dissertations programmes of the Austrian Academy of Sciences: This is a programme which 
supports both female and male Ph.D.-students in Austria as well as abroad. The committee tries to 
ensure that the number of women receiving a scholarship is at least in proportion to the percentage of 
female applicants: Since the invention of this programme in 1995, 127 female and 133 male Ph.D.-
students have received a scholarship. 
APART (Austrian Programme for Advanced Research and Technology) and APART-extra: Both 
scholarships (post-doctoral) are offered in cooperation with the Austrian Academy of Sciences. 
APART was initiated in 1993 and APART-extra in 2000. The committee tries to ensure that the 
number of women receiving a scholarship is at least in proportion to the percentage of female 
applicants but the proportion of women receiving the APART scholarship was smaller than the 
proportion of male scientists. The APART-extra (a three-year research scholarship) is envisaged for 
scientists who had an alternative way of studying or had child care obligations which caused a delay. 
Since the invention three women and one man, have received the APART-extra award. 

� Public awareness raising measures: 
Gabriele Possanner-Staatspreis and Gabriele Possanner-Förderpreis:  
The state award and the two advancement awards were initiated in 1997 and are awarded every other 
year for scientific output which promotes equality and gender democracy. 

� Measures which promote women’s studies, feminist studies and gender studies through supporting the 
contents and the involved teaching professionals and researchers: 
Käthe Leichter-Visiting Professorship: Invented in 1999 for the Faculty of Arts of Vienna 
University this visiting professorship is dedicated to gender research. 
Oktavia Aigner-Rollett-Visiting Professorship: It was invented in the academic year of 1999/2000 
for the three universities in Graz (Universität Graz, Technical University, and University of Arts). One 
faculty of one of the involved universities (according to a principle of rotation) can invite a lecturer 
(gender studies) for one semester. 

� Support of scientific events: The promotion amount for events related to gender studies and feminist 
research was € 76.233,- in 1999, € 82.556,- in 2000 and € 74.853,- in 2001.  

� Support of publications of female scientists: A fund promotes publications by female scientists 
(monographs, anthologies, journals). 

� Invention of a focal research subject “Women in Science and Research” in 1997 to promote the 
equality between men and women in Science and Research.  

� Publication series “Articles on the Advancement of Women in Science”: It is published by the Federal 
Ministry for Education, Science and Culture, the first one was published in 1992 and until now 15 
books have been published. These series aim to document and investigate the situation of women in 
science. 

� In 1999 a “white paper on the promotion of women in science” was published by the Federal Ministry 
for Science. Since then some of the proposed measures have been inplemented like the promotion of 
research of female scientists, promotion of gender studies, and improvement of child care facilities at 
universities due to the efforts of the Federal Ministry for Education, Science and Culture and the 
European Social Fund. The Women’s Coordination Centres at three universities (Innsbruck, Salzburg, 
Klagenfurt) were extended, so called “Kinderbüros” (child care facilities) were established at the 
universities in Vienna, Graz and Salzburg and “FIT – Women in Technologies”, a programme to break 
down gender-specific attitudes in the selection of degree courses was extended to every university 
location in Austria. The promotion programme “FFORTE – Women in Research and Technology” was 
initiated in the year 2000. This programme sets up various measures for the promotion of women in 
natural sciences and technology.  

 

3.3.6.1 CASE STUDY “Gender Mainstreaming at Universities” (ESF) 
The programme “Potenziale, Barrieren und Chancen” (“Potentials, Barriers and Chances”) takes place at 
the three universities in Graz (2001-2003)98. The aim of the programme is to establish a gender-fair 
organizational culture, to increase the number of female staff in higher posts, to promote equality of 

                                                 
98 Home Page of the programme: http://www.kfunigraz.ac.at/kffwww/chancen.html 
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opportunities and to finally produce gender equality. The programme was worked out and organized by the 
Inter-University Women’s Coordination Centre, Graz (the competent office for women’s affairs for the 
three universities in Graz) and the Vice-Chancellor for Lecturing, Human Resource Development and 
Promotion of Women at the University of Graz. The programme is funded by the ESF (European Social 
Fund) and the Federal Ministry for Education, Science and Culture.  
The starting point of this programme was empirical knowledge about the male dominated hierarchy in 
scientific fields and about the organizational culture of universities (patriarchal institutions): The 
traditional way of recruiting up-and-coming young scientists, who are very likely to be male (male-male 
promotion) or the widespread and common discrimination against female applicants, especially for well-
paid posts with a high status and reputation (professorships).  
 
The following data analysis shows the necessity for the programme and the gender-imbalance regarding 
the proportion of students and staff at the universities involved. The University of Graz consists of six 
faculties; the following table shows the proportion of male and female students (residents and foreign 
students in the winter semester 2001)99. 
 
Table 22: Proportion of male and female students by faculty 
Students In total Men Women 
Theological Faculty 525 307 218
Jurisprudence 4.126 2.055 2.071
Social and Economical Faculty 6.117 3.296 2.821
Medical Faculty 4.629 1.820 2.809
Human-scientific Faculty 8.175 2.413 5.762
Natural-scientific Faculty 5.841 2.150 3.691
In Total 29.413 12.041 17.372
 
The female proportion (residents and foreign students) among the students was 59% in the winter semester 
2001/2002. At the Theological Faculty (42%) and at the Social and Economical Faculty (46%) the female 
proportion was smaller than the male proportion. Among the students of law there was a gender balance. 
At the Medical Faculty the proportion of women was 61%, at the Natural-scientific Faculty the proportion 
of women was 63% and at the Human-scientific Faculty the proportion of women was 70.5%. 
 
The following table shows the proportion of the academic staff in the Universities of Graz for the academic 
year 2001/2002: The proportion of women was approximately 34% (813 women, 1590 men).100

 
Table 23: Proportion of male and female academic staff by position 
Academic staff In total Men Women Female proportion in percent*
Professors  289 259 30 10.4
Lecturers  401 334 67 16.7
Assistants  368 210 158 42.9
Other academic staff** 1.345 787 558 41.5
In Total 2.403 1590 813 33.8
* Female proportion in percent related to the number of persons in the prevailing group. 
** For instance: teachers with university contracts, scientific civil servants, tutors, guest lecturers; 
 
The management positions are male dominated (85%)101. The chancellors of all three universities are male, 
but at the University of Graz there are two male and two female vice-chancellors102. The members of the 
University Council have already been elected and the committee shows a very strong imbalance - the 
distribution of male and female members is 7 to 2.  
 
 

                                                 
99 Bundesministerium für Bildung, Wissenschaft und Kultur (Ed.) 2002, Vol. 2: 193. 
100 Bundesministerium für Bildung, Wissenschaft und Kultur (Ed.) 2002, Vol. 2: 99. 
101 Please cf. to: Vizerektorat für Lehre, Personalentwicklung und Frauenförderung der Universität Graz, 
Interuniversitäre Koordinationsstelle für Frauen- und Geschlechterforschung Graz, Arbeitskreis für 
Gleichbehandlungsfragen der Universität Graz (Ed.) 2003: 10. 
102 The period of office is about to end, and the application procedure is about to begin (May 2003). 
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The following table shows the proportion of male and female students (residents and foreign students) by 
faculty (winter semester 2001/2002) at the Technical University, Graz.103  
 
Table 24: Proportion of male and female students by faculty at the Technical University, Graz 
Students In total Men Women 
Faculty for Architecture 1.674 961 713
Faculty for Civil Engineering 2.157 1.746 411
Faculty for Mechanical Engineering 2.584 2.451 133
Faculty for Electrical Engineering 1.507 1.403 104
Faculty for Technical-natural Sciences 3.392 2.832 560
In total 11.314 9.393 1.921
 
The proportion of women among the students are very low (about 17%) in general, but at the Faculty for 
Architecture 43% of the students are female. 
 
 
The following table shows the proportion of the academic staff at the Technical University, Graz for the 
academic year 2001/2002: The proportion of women was approximately 13% (159 women, 1.041 men).104 
The University Council consists of five male and two female members.  
 
Table 25: Proportion of the academic staff at the Technical University, Graz by position 
Academic Staff In total Men  Women Female proportion in percent*
Professors  167 164 3 0.2
Lecturers  124 118 6 0.5
Assistents  337 280 57 1.7
Other academic staff** 572 479 93 16.3
In total 1.200 1.041 159 13.3
* Female proportion in percent related to the number of persons in the prevailing group. 
** For instance: teachers with university contracts, scientific civil servants, tutors, guest lecturers; 
 
In the winter semester there were 721 female students (51.5%) and 679 male students (48.5) at the 
University of Art, Graz for 2001105. 
 
 
The following table shows the proportion of the academic staff at the University of Art, Graz for the 
academic year 2001/2002: The proportion of women was approximately 30% (144 women, 338 men).106 
The University Council consists of three male and two female members. 
 
 
Table 26: Proportion of the academic staff at the University of Art, Graz by position 
Academic Staff In total Men Women Female proportion in percent*  
Professors 128 102 26 20.3
Lecturers 11 7 4 **
Assistants 11 10 1 **
Other academic staff*** 332 219 113 34.0
In total 482 338 144 29.9
* Female proportion in percent related to the number of persons in the prevailing group. 
** Numbers are too small. 
*** This group is rather big due to the teaching of music and art (theatre), for instance: teachers with university contracts (57 men, 
40 women), temporary lecturers (103 men, 53 women), guest lecturers (58 men, 20 women); 
 
At the Universities there are several measures for the promotion of equality by Gender Mainstreaming 
measures (please cf. to page 26).  

                                                 
103 Bundesministerium für Bildung, Wissenschaft und Kultur (Ed.) 2002, Vo. 2: 194. 
104 Bundesministerium für Bildung, Wissenschaft und Kultur (Ed.) 2002, Vol. 2: 99. 
105 Bundesministerium für Bildung, Wissenschaft und Kultur (Ed.) 2002, Vol. 2: 114. 
106 Bundesministerium für Bildung, Wissenschaft und Kultur (Ed.) 2002, Vol. 2: 101. 
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Each university has a Positive Action Plan (due to the Federal Law on Equal Treatment) which is arranged 
differently in some points (for instance the quota regulation107 is valid for all public institutions). The 
University of Graz has a financial system of incentive; it rewards university institutes which take 
measurable action against the under-representation of women.108 The duty to report (included in the 
Positive Action Plan) asks for gender-specific details (like access to technical labs, machines by gender). 
The evaluation of teaching (filled in by students) asks for the gender-sensitiveness and gender-competence 
of the teaching personnel. Gender Mainstreaming, equality, equal treatment and the promotion of women 
are part of the quality management of the University of Graz.  
 
The programme “Potenziale, Barrieren und Chancen” consists, on the one hand, of structural measures 
(Gender Mainstreaming) to establish a gender-fair organizational culture and, on the other hand, of 
affirmative action measures for the promotion of women. There are different target groups: 
� creation of awareness of discrimination against women (the whole staff), 
� sensitization of the academic executive officers like leaders of institutes, 
� improving child care facilities at the universities (improvement of the reconciliation of work and 

family), 
� supporting female scientists, to enable networking and empowerment (human resource 

development measure), 
� supporting the members of the “Working Groups for Equal Treatment Issues” (Arbeitskreise für 

Gleichbehandlungsfragen). 
 
The measures set by the programme have an impact on different areas or organizational levels at the three 
universities in Graz:  
� organizational culture, 
� reconciliation of work and family, 
� teaching/studies (gender-sensitive teaching methodology), 
� staff recruitment and development, 
� equality politics, 
� steering committees, 
� top management (information about Gender Mainstreaming and equality)/other staff (development 

of gender-competence), 
� members of the “Working Groups for Equal Treatment Issues” (training and support), 
� students (workshop about the possibility of a scientific career), 
� up-and-coming scientists. 

 
According to those involved, the different measures work out well or very well. For instance, at the 
University of Graz the top management (especially: Chancellor and Vice-Chancellor for Lecturing, Human 
Resource Development and Promotion of Women) supports the Gender Mainstreaming measures and the 
programme “Potenziale, Barrieren und Chancen” and invites male staff to join workshops on Gender 
Mainstreaming. The Working Groups for Equal Treatment Issues at the three universities are very powerful 
and the Inter-University Women’s Coordination Centre is the driving force behind. There are various 
workshops, lectures and seminars offered for different target groups. University child care facilities were 
improved and it is planned to carry out ascertainment of demands regularly and to adjust the offer to the 
current demand of child care. The workshops on the possibility of scientific career were running to 
capacity. The consequences of these measures on the organizational culture (towards a gender-fair 
institution) and on an increase in female employees remain to be seen for these (structural/institutional) 
changes can only take place on a fairly long-term basis. The ongoing process of reform (New Employment 
Law for the Academic Staff, University Act 2002) has to be regarded as a major uncertainty factor. 
Well evaluated and documented is the measure for up-and-coming scientists within the programme. There 
are three courses of one year offered for the female staff from all three universities (Ph.D.-students, post-

                                                 
107 The quota regulation is a binding guideline (enabled by the Federal Law on Equal Treatment) to increase the 
number of female employees; the aim is a female proportion of 40% in the prevailing hierarchical level. To achieve 
this aim, the female applicant is preferentially employed (precondition: equal suitability of the highest qualified female 
and male applicants); please cf. to: Hey forthcoming: no page references. 
108 The assessment basis takes the number of women among three groups (Ph.D.-graduates, scientists qualified as a 
university lecturer, women who are offered a chair) into account and relates it to the number of graduates and weights 
it with percentages (0.2, 0.3, 0.5). Three institutes which show the best performance are rewarded additional 
allocations of funds; please cf. to: Hey forthcoming: no page references.  
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docs, employees qualifying for a university lecturer, employees funded by third party resources and staff 
employed for projects) and they were running to capacity. The course consists of seminars with either 
personality development contents or contents which are related to the organization of science (informal and 
formal knowledge). There is coaching (individual), supervision (in groups/topics) and financial support 
(for instance: to attend a conference or training) offered, which also is a contribution to networking and 
empowerment. The courses are embedded in the university culture by involving the employee’s present 
superiors and by the other measures of the programme (to sensitize and create awareness for the necessity 
of gender equality). Female employees who attended these courses reported on positive and direct 
effects109: 
� Acquisition of skills (to deal with scientific organization and the university as employees) 
� Acquisition of informal and formal knowledge, for example: information about staff meeting, New 

Employment Law for the Academic Staff, career perspectives (especially: members of the 
Working Groups on Equal Treatment Issues) 

� Networking: knowing other female employees offers the possibility for the exchange of 
experiences and to support each other 

� More secure in the profession or more secure in career planning/perspective (dependent on the 
prevailing position); but this occupational empowerment is confronted with a tight financial 
situation and with hardly any vacant posts at Austrian universities 

� Being disseminators for the promotion of women and Gender Mainstreaming at universities (at the 
prevailing institutes). 

 
The individual promotion of female (up-and-coming) scientists in combination with Gender Mainstreaming 
measures (gender-fair organizational culture) can be seen as extremely promising to bring about a major 
change.  
 
 
The recently published Austrian Report on Universities110 describes the Gender Mainstreaming strategy 
as accompanying the university reform process. The aim is to protect the existing legal and organizational 
framework, which enables equal opportunities and the promotion of women. These legal standards should 
be integrated into the new autonomy model. 
� The “University Act 2002” regards equal opportunities and the promotion of women as a criterion 

for the allocation of funds (global budget). Equal opportunities and the promotion of women are 
anchored in the principles and tasks of the universities (performance of gender equality as one 
indicator for the allocation of funds). 

� In case of the suspicion of discrimination of women in personnel recruiting the Working Groups 
for Equal Treatment Issues can intervene. 

� The “Federal Government Equal Opportunities Act” is still valid for the academic staff. 
� The existence of Working Groups for Equal Treatment Issues is guaranteed for the future. 
� Affirmative action plans as a part of the “Federal Government Equal Opportunities Act” are to be 

issued and co-ordinated by each university. Existing institutions such as “(Inter-University) 
Women’s Coordination Centres and Offices” can continue their tasks and even enhance their tasks 
(development of further positive actions as described above, reconciliation of work and family by 
establishing flexible child care facilities, which are adapted to the needs of scientists) 

 
It would be very interesting to get an impression of the interior view on this topic111. The interviews 
showed that the successful implementation of demands like equal treatment, gender mainstreaming, 
promotion of women into the new university-structure is dependent on the people involved; the 
implementation is an ongoing process which seems to be successful in the end; the new university law 
offers the possibility to arrange and organize fields and tasks new and the women involved in this process 
can help to a certain extent to form the promotion of women in the newly structured and organized 
universities.  

                                                 
109 The evaluation of this component of the programme was carried out with questionnaires and qualitative interviews; 
please cf. to: Kastner 2003. 
110 Bundesministerium für Bildung, Wissenschaft und Kultur (Ed.) 2002, Vol. 1: 99-100.  
111 Key informants: Head of the Inter-University Women’s Coordination Centre for the University of Graz, the 
Technical University and the University of Art in Graz and feminist researcher, 16.4.2003; Head of the Office for 
Equal Treatment and Gender Studies at the University of Innsbruck, 30.6.2003. 
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There are however negative consequences for the female university staff and deterioration in the promotion 
of women caused by the ongoing reform process. The results of the ongoing reform processes can not be 
estimated at present. In general the promotion of women and especially the Affirmative Action Plans for 
Women do not seem to be in danger for the Federal Ministry for Education, Science and Culture ordered 
that achieved standards in the promotion of women have to be kept during and after the reform process.  
There are three tricky questions: 
� The Affirmative Action Plans for Women have to be negotiated after the new foundation of the 

universities112. During this negotiation deterioration could take place, for instance the quota 
regulation (the involved committees are male dominated).  

� A passage in the new law is regarded as very dangerous: This passage protects the existing 
institutions for the promotion of women, but there is mention of ONE institution which is the 
competent authority for the promotion of women, for equal treatment, by gender studies and for 
the reconciliation of work and family. At the moment there are several institutions at every 
Austrian university for these different tasks which are in danger because there is mention of only 
one institution for these tasks. 

� The progression in equal treatment is going to be an indicator for the performance of every 
university. A part of the budget is variable and dependent on several indicators (the progression in 
equal treatment is one of the indicators). There is no strict and exact guideline for the definition of 
these indicators by the Federal Ministry for Education, Science and Culture. These indicators have 
to be negotiated (at the time of the interview the negotiating parties have not been fixed; the result 
of this negotiation will be a question of lobbying).  

 
There are two obvious deteriorations: 
� Until this reform there was a right of veto in personnel of the Working Groups for Equal 

Treatment Issues in case of real or suspected discrimination of female applicants. A veto had put 
off the personnel decision, in many cases for a very long time. This possible hold-up in decisions 
regarding personnel was used as a means of exerting pressure to prevent discrimination. This right 
of veto was a remarkable right (compared to the German system for instance) for the promotion of 
women. In the ongoing university reform process this right of veto was changed: There is only a 
very, very short period of objection so there is no more danger of a major delay in decisions 
regarding personnel in case of a veto by the Working Groups for Equal Treatment Issues.  

� As mentioned above the involved committees are male dominated (the academic senate and the 
“University Council” [Universitätsrat] which is comparable to a supervisory board). The members 
of the academic staff (in the academic senate) are pre-dominantly professors (who are pre-
dominantly male). The professors always had the majority in this committee, but due to changes 
they now have the absolute majority. The say of the non-professorial teaching staff was limited. 
This is a classic example of structural discrimination of women, because a group with a high 
proportion of women was disempowered.  

 
According to this key informant113 the autonomy of Austrian universities does not only have negative 
consequences, because it offers possibilities to improve some conditions. At the University of Graz for 
instance, there is an internal discussion about the definition of professorial chairs: Some professorial chairs 
could be invented with a focus on research and some with a focus on teaching. That could be regarded as a 
promotion of women for many female scientist put emphasis on teaching (which is at the moment rather 
regarded as negative than as a special qualification).  
 
 

3.3.6.2 Best Practice “Working Group Women & Physics” 
A very interesting project is the “Working Group Women & Physics”114, which is a working group 
embedded in the “Austrian Physical Society” to promote and support women in physics. The major aims 
are to examine the reasons for the under-representation of women in physics and to develop strategies and 

                                                 
112 The new foundation of Austrian universities is the precondition for the implementation of the new University Law 
(Universitätsgesetz 2002).  
113 Head of the Inter-University Women’s Coordination Centre for the University of Graz, the Technical University 
and the University of Art in Graz and feminist researcher, 16.4.2003. 
114 Information based on an interview with an Austrian member of this Working Group (Ph.D.-student), 11.3.2003. 
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measures for the promotion of women and the equality of opportunity. The working group took part at the 
“International Conference on Women in Physics”, organized by the “IUPAP” (International Unit of Pure 
and Applied Physics), and held in Paris in 2002. This conference made headlines in the journals on natural 
sciences and physics and was therefore a contribution to the creation of awareness on the topic of the 
under-representation of women in physics or natural sciences. One of the results of the conference was 
resolutions115 directed at different institutions and organizations (schools, universities, research institutes, 
industrial laboratories, national governments, granting agencies, IUPAP).  
The analysis of the reasons for the under-representation of women (which is a world-wide phenomenon) in 
physics is extensive: The first point is that (similar to Germany) the Nazi-dictatorship forced many 
scientists (at that time there were many female scientists working in Austria and Germany) to escape and 
they have not been invited to return officially. A second point, but linked to the first one, is that famous 
female physicists do not appear in school books, female role-models (for instance female natural sciences 
teachers) are missing and the natural sciences lessons are not arranged practical and application oriented 
and not very true-to-life, which is considered as problematic for female pupils. The third point is that a job 
outline for physicists does not really exist. That causes the under-representation of female students. 
Discriminations against female students by male professors might take place, but what is worse, is that 
there are so few female students; there is no “critical mass” which could initiate a major change. The 
proportion of female students for the first degree is well under 20% and there are hardly any female 
doctoral students. The family-orientation of women is considered as an influential factor on the decision 
not to commence a doctoral study and not to continue a research career for there is the expectation of being 
mobile, especially at a post-doctoral level. It is seen as very important to motivate female students to do the 
doctorate, to invent scholarships for women and force the promotion of women in research116 and to 
support the reconciliation of work and family by flexible working times and childcare facilities at the 
universities which are not restricted to the university staff, because that would mean that doctoral students 
are excluded from this offer.  
 

3.3.6.3 Best Practice “Mentoring Program for Scholars at the University of Vienna” 
The “Project Centre for the Advancement of Women” at the University of Vienna is currently carrying out 
an ESF-project called “Mentoring Program for Scholars at the University of Vienna”.117 This project is 
very interesting, because it is based on a well founded theoretical background: a survey carried out by two 
Austrian feminist researchers118. The “Project Centre for the Advancement of Women” is a special 
institution at the university that carries out measures for the promotion of women; and there is a second 
institution for “Gender Research”. The promotion of women is based on the results of gender research, like 
it is to be found in this mentoring-project: a survey formed the base for a project and the concept responds 
to the theoretical and empirical results. The survey focused on possibilities and limits of mentoring in the 
academic area and especially on the dangers of “traditional-couple-mentoring” of an experienced mentor 
and a young mentee with the danger of a relationship of dependence and the danger of being dependent on 
the goodwill of a professor/mentor. To avoid these empirically proofed dangers mentoring takes place in 
small groups, the group consists of different scientists (not the same subjects, different career levels), and 
men and women (professors) are mentors. The project (in the small groups) aims to provide emerging 
female scholars with access to supportive relationships and formal and informal networks. In addition there 
is supervision and coaching for the process of reflection because the project aims to a change in the 
promotion structure at the university. Through the creation of relationships to mentors, the programme 
aims at improving and strengthening access for doctoral students, post-docs, and habilitation scholars to 
professional careers and positions within academia. Participating in the project are 49 mentees and eleven 
mentors (Faculties of Natural Sciences and Mathematics, Law, Human und Social Sciences and 
Humanities and Cultural Sciences). There is an in depth evaluation because the pilot project should be 
institutionalized after the runtime of 3 years (2001-2003).  
 
                                                 
115 Cf.: http://www.if.ufrgs.br/~barbosa/conference.html 
116 A programme was successfully invented: „DOC-FFORTE (Women in Research and Technology) which aims for an 
increase of female Ph.D.’s and the presentation of women in higher positions in technical-natural professions, the non-
academic research and the private sector; please cf. to: http://www.oeaw.ac.at/stipref/info-
/1_stipendien/doc/doc_fforte.html 
117 Information based on an interview with a key informant (staff member in the “Project Centre for the Advancement 
of Women” at the University of Vienna), 11.6.03. 
118 Schliesselberger 1998. 
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3.3.7 Science Mobility by Gender and Discipline 
According to an interview with a key informant119 the attitude towards mobility in Austria has changed a 
lot during the past years. A major influence was the application for membership of Austria to the European 
Union and being a member because of the exchange programmes offered by the EU (especially ERASMUS 
and SOKRATES) which enabled mobility and exchange of students, teachers, researchers and cooperation 
between researchers. Mobility got more and more important to the labour market, now it is regarded as a 
supplementary qualification (both in the academic field and in the industrial research and development 
sector). One of the consequences is that there is a small group of students and university staff which is very 
mobile and there is a bigger group of immobile persons. The idea is to “train mobility” at the level of 
students and support improvements to student mobility or promote the mobility of teachers and researchers. 
The major problem which has to be faced is the financial situation of Austrian universities. At the moment 
there was a budget cut of 20% for the universities. That cut forces university staff to apply for scholarships 
and financial support offered by other institutions (EU-programmes, Fulbright scholarships, Federal 
Ministry for Education, Science and Culture120). Due to the difficult budget situation the exchanges of 
teachers and researchers get shorter and shorter (usually a few weeks, one semester is very rare). For those 
staff who wish to visit other institutions, it is very difficult to get support from their institute. Researchers 
who do a lot of teaching are not very likely to be mobile. Due to the critical financial situation the 
university institutes do not appreciate to their teaching staff if it apply for a visiting professorship or a 
research stay. Female academic staff is in general more involved in teaching than male staff, which could 
have a negative consequence on the mobility of female staff. When it comes to the support of incoming 
teachers and researchers it differs at which “level” the stay takes place. The university tries to support and 
promote the networking and the social integration of the visiting researchers and a “well-come-package” is 
offered with useful information. Based on the experiences with intern-ships offered by the University of 
Graz for all levels of staff, female teachers and researchers appreciate offers for exchange which are well 
structured and prepared. Budget cuts might have negative and unintended consequences for the mobility 
and therefore the success of female scientists.  
 
The “Hochschulbericht 2002”121 reports on the strategies to improve the international relations of the 
Austrian universities. First of all there are measures set in place to make academics (students and staff) 
aware of the importance of international mobility and cooperation in higher education and research like 
homepages, events and folders. One of the most important institutions in this context is the 
“Österreichischer Austauschdienst” (Austrian Exchange Service)122, which offers a database concerning 
information about scholarships, possibilities of exchange and cooperation. The Austrian universities were 
presented at the EAIE (European Association of International Educators) to improve international 
cooperation. This institution offers support for incoming students (especially from the ERASMUS-
programme) to find accommodation. A “housing office” would be helpful at universities especially for 
incoming researchers and visiting professors123.  
A very important point is the improvement of the transferability and the recognition of diplomas and 
qualifications. Austria takes part in the European network “NARIC” (National Academic Recognition 
Information Centre), NARIC Austria is situated in the Federal Ministry for Education, Science and Culture. 
Austria undertakes an active role in the simplification of academic mobility. To improve the quality of 
teaching the ECTS (European Credit Transfer System) was implemented at Austrian universities and this 
invention should be completed by the start of the academic year 2002/2003.  
Austrian universities, especially the universities in Graz and Vienna, have strong connections to and 
cooperation with eastern universities (Hungary, Slovakia and the Czech Republic).  
 
Visiting Professors: From the winter semester 1999/2000 until the summer semester 2002 976 foreign 
visiting professors were teaching at Austrian universities and Austrian universities of arts (18 universities 
in total). These visiting professors came from 59 states, most of these scientists were either German (43%) 
or from the U.S.A. (12%). 
                                                 
119 Key informant (Vice-Chancellor for International Relations of the University of Graz), 20.3.2003. 
120 See for instance the “MOEL-programme for middle, east and south-east European countries” which offers research 
and teaching stays for academics; please cf. to: http://members.eunet.at/oefg/index.html.  
121 Bundesministerium für Bildung, Wissenschaft und Kultur (Ed.) 2002b: 297-304. 
122 http://www.oead.ac.at 
123 According to an expert from the University of Graz: Vice-Chancellor for International Relations, 20.3.2003. 
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In the academic year 2001/2002 there were 369 visiting professors (85 female visiting professors) teaching 
at Austrian universities and at the Universities of arts there were 90 visiting professors (25 female visiting 
professors). At that time there were 2.077 professors (221 female professors) teaching at these 
universities.124

 
There is no accurate data available for “other level of staff by gender”, because the exchange of personnel 
very often takes place in an informal way. That means that contacts and existing cooperation lead to 
invitations for stays at partner universities and because of its informal nature there is no data available125.  
 
Students: From 1997/1998 until 1999/2000 there were 12.857 stays abroad, which were promoted by 
several scholarships. 11.199 of these students had their stay abroad before finishing their studies (first 
degree) and 1.658 graduates went abroad. In the winter semester 2001/2002 there were 4.150 (1.195 
incoming, 2.955 outgoing) students in exchange programmes at Austrian Universities (without Universities 
of Art).  
Most of the promoted stays abroad were from the following subjects: 
Humanities 30% and Social- and Economic Sciences 25% and more women than men had stayed abroad.  
The most popular countries were EU-countries (with around 67% of the stays), especially Great Britain, 
Northern Ireland, France, Spain and Italy as well as North-America (14%) and middle and east European 
countries (8%).  
 
Doctoral students: There is data available for resident and foreign doctoral students by gender but not by 
nationality for the winter semester 2001/2002. In total there were 234.428 students (all studies) and among 
this number there were 15.203 doctoral students. There were 116.725 men (8.669 male doctoral students) 
and 117.703 women (6.534 female doctoral students). In total there were 15.203 doctoral students. 12.558 
of them were residents (male: 7.082, female: 5.476) and 2.645 were foreign doctoral students (male: 1.587, 
female: 1.058).  
There is data available about Austrian degrees for the academic year 1999/2000 (first degree and Ph.D-
students) and stays abroad during their studies by gender. The following table shows the degree (Ph.D.) of 
residents by subject (doctoral studies) and gender and stay abroad during the study. In total there were 
1.466 degrees (without universities of art):126

 
Table 27: Degree (Ph.D.) of residents by subject, gender and stay abroad during the study 
Ph.D.-Degree in academic year 1999/00 (in total 1.466) Men Women In total 
Stay abroad 258 163 421 
No stay abroad 501 291 792 
No data available (missing cases) 167 86 253 
 
54% of the students have not been abroad during their doctoral studies and more men than women did their 
studies exclusively in Austria. More men (61%) than women (39%) took part in an exchange programme 
or went abroad.  
 
 
There is data available127 on the IHP-Programme (Improving the Human Research Potential and the Socio-
economic Knowledge Base-Programme) and especially on the promotion of training and mobility of 
researchers (fixed date: November 2001): 

                                                 
124 Bundesministerium für Bildung, Wissenschaft und Kultur (Ed.) 2002, Vol. 2: 99-102. 
125 According to an expert from the University of Graz: Vice-Chancellor for International Relations, 20.3.2003. 
126 Bundesministerium für Bildung, Wissenschaft und Kultur (Ed.) 2002, Vol. 2: 307. 
127 Please cf. to: Bundesministerium für Bildung, Wissenschaft und Kultur (Ed.) 2002, Vol. 1: 120-121, source: 
European Commission. 
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Table 28: IHP-Programme 
 Participation in 

total 
Austrian 
participation 

Rate of success in 
total, in percent 

Austrian rate of 
success, in percent 

Training networks 3.504 80 38.5 37.5 
Marie-Curie-Individual 
scholarships outgoing 

3.433 56 42.4 44.6 

Marie-Curie-Individual 
scholarships Incoming 

 57 36.6 42.1 

Marie-Curie Industrial 
scholarships 

426 23 58.8 26.1 

Marie-Curie Training 
centres 

757 16  68.8 

 
 
4 Pay Gap Issues 
4.1 Data Analysis 
First of all the availability of suitable data is not very much in Austria. Combined data (data from different 
institutions; earnings, groups of occupations and levels of qualifications by gender) is available from the 
year 1996/1997 and a recent publication gives information about the situation in the year 2000128. And 
there is the “Rechnungshofbericht”, which gives information about earnings in 2000 and 2001.  
 
Austria shows one of the highest gender wage differential among the European countries. In 1999, 
Austrian women’s average earning reached only 65 % of that of their male compatriots. This wage gap 
decreased during the 1980s but again increased in the 1990s, although female employment rates had been 
rising.129

 
Most of the increase of female labour market participation has been realized in part-time jobs, which not 
only decreases gross earning but also chances to get promoted, and thus access the better paid jobs. 
The single breadwinner model, however, seems to have been part and parcel of the “conservative-
corporatist” welfare state system in Austria, and its remnants are the very obstacles for a closing of the 
gender pay gap in Austria 130 In Austria exist no general minimum wages. 
 
National level averages (full time/part-time): The average gross annual income in the year 1999 of 
female employees was € 14.774 and of male employees was € 24.614. The income increase of male 
employees was higher, than that of female employees. From 1998 until 1999 the income of men increased 
by 2.5% and of women by 1.5%. The increase in income was extremely low in respect of female blue 
collar workers (0.6%) and extremely high in respect of the male public officials (5.0%).  
 
A better comparison of the income of male and female employees is offered by the standardized average 
gross annual income which considers the days of income. Statistical disruptive elements like days or 
periods of unemployment can be neutralized. The income of women based on this calculation was € 16.162 
and that of men was € 25.421.131  
 
For the year 2001 there are the following data available:132

� The average gross annual income of employees (including trainees) was € 20.480 (women: € 
14.860, men: € 24.940).  

� The average annual net income was € 15.420 (women: €11.660, men: € 17.860).  
� The average gross annual income of employees (without trainees) was € 21.120 (women: €15.304, 

men: € 25.592).  
� The average net annual income of employees (without trainees) was € 15.533 (women: € 11.964, 

men: €18.258).  
                                                 
128 Bundesministerium für Wirtschaft und Arbeit (Ed.) 2002a. 
129 Pastner 2002: 2. 
130 Kapeller et al. 2002: 5. 
131 Bundesministerium für soziale Sicherheit und Generationen, Frauensektion/Bundesministerium für Bildung, 
Wissenschaft und Kultur (Ed.) 2002: 60. 
132 Data received on request from „Statistik Austria“, 25.2.2003. 
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� The average gross annual income increase from 2000 to 2001 to 1.7% (women: 2.2%, men: 2.0%) 
– the increase in the income of men was lower than from 1998 to 1999 but the increase for women 
was higher (see above).  

 
Full-time employees (employed for the whole year) achieved in 2001 a gross (annual) income of € 27.920 
(women: € 23.440, men: € 30.370)133. Part-time employees achieved in 2001 a gross (annual) income of € 
16.180 (women: € 15.080, men: € 26.870)134. 
 
Part-time and full-time pay gap: In the year 2000 the gross monthly income (median135) of women was € 
1.479 and of men was € 2.172, this is a gender pay gap of 31.9%. The following table gives information 
about the earnings of full-time and of part-time employees (gross monthly income, median in €) and about 
the gender pay gap (in percent):136

 
Table 29: Monthly Earnings of full-time and of part-time employees by gender and the gender pay 
gap 

 Women Men Gender Pay Gap 
Part-time 1.319 1.889 -30.2 
Full-time 1.507 2.182 -30.9 
 
What this table shows is that part-time employment, which is female dominated, is not exclusively 
responsible for the pay gap. Other reasons must be considered as responsible. One of the most important 
impacts on income is progression during one’s career. The average male full-time employee is promoted to 
the next higher level of income during his career, while the average female employee (full-time) does not 
show a progression during her career (age groups 25-29 and 30-39). The longer a career lasts, the bigger 
the gender pay pap gets. This gap is primarily caused by the double burden of reconciling work and family 
for women and that child care is seen as the mother’s duty. This social norm is supported by the situation 
of public child care facilities in Austria, for there is no legal claim to a child care place. In Austria the 
„male bread-winner model“ still exists and that is why women are more likely to give up their job when 
having children. 
 
Earnings by educational level: The following table gives information about the income (gross monthly 
income) of full-time employed (30 hours per week and more) women and men by educational level and the 
pay gap, 2000:137

 
Table 30: Monthly income of full-time employed women and men by educational level and the pay 
gap 
 Women Men In total  
 Income* Income* Income* Income gap in 

percent** 
University 2.553 2.794 2.696 -8.6 
Upper level schools with entrance requirement for higher 
education 

1.794 2.783 2.268 -35.5 

Technical colleges without entrance requirement for higher 
education 

1.626 2.695 1.899 -39.7 

Apprenticeship/Examination for the master’s diploma 1.442 2.064 1.893 -30.1 
Compulsory school 1.222 2.009 1.653 -39.2 
No completed school/training 1.121 1.836 1.568 -39.0 
* One twelfth of the gross annual income; median. 
** n percent of the income of men. 
 

                                                 
133 Rechnungshof (Ed.) 2002: 5.  
134 Rechnungshof (Ed.) 2002: 289. 
135 The median can be considered as more exact than the average because extremely low and extremely high incomes 
distort the average. The median gives information about the income of 50% who earn more and of 50% who earn less 
than the median.  
136 Gregoritsch et al. 2002: 27. 
137 Gregoritsch et al. 2002: 38. 
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Qualifications have a big impact on the income of women and men. Jobs which ask for a compulsory 
school certificate offer female employees (even if they are employed full-time) less income than men. In 
this qualification group the gender pay gap is around -40%. The gender pay gap is low in the group of 
university graduates. Female full-time employees in this group earn around 9% less than men. In this 
highly qualified group of occupations there is the so called glass ceiling phenomenon which causes the 
better incomes of men. 
 
The part-time pay gap is also very high at every level but it differs from the full-time gaps:138  
 
Table 31: Part-time employment by educational level and the pay gap 
Educational level Income gap in percent of the male income 
University -30.7 
Upper level schools with entrance requirement for higher 
education 

-19.1 

Technical colleges without entrance requirement for 
higher education 

-25.3 

Apprenticeship/Examination for the master’s diploma -30.4 
Compulsory school -34.1 
No completed school/training -54.8 
 
Noticeable is the much higher pay gap for part-time employed female graduates (-30.7%).  
 
 
Earnings by occupation: 
The following table gives information about the gross annual income of female and male employees in the 
year 2001 (full-time) by occupation:139

 
Table 32: Gross annual income of female and male employees (full-time) by occupations and the pay 
gap 
Groups of 
Occupations 
(ISCO-88) 

Number of 
Women 

Average 
Income 

Median Number 
of Men 

Average 
Income 

Median Pay Gap*** 

1 Legislators, 
senior 
officials and 
managers 

32.400 38.400 34.220 101.400 65.330 55.340 -38.2 

2 
Professionals 

118.400 35.160 32.940 124.700 49.720 44.610 -26.2 

3 Technicians 
and associate 
professionals 

133.700 27.520 26.490 208.500 41.300 36.250 -26.9 

4 Clerks 181.800 27.730 25.030 137.600 38.930 33.380 -25.0 
5 Service 
workers and 
shop and 
market sales 
workers 

122.700 19.020 17.750 115.200 29.280 26.530 -33.0 

6 Skilled 
agricultural 
and fishery 
workers 

(2.900)* (16.058) (15.180) 10.200 25.460 24.120 (-37.1) 

7 Craft and 
related trades 
workers 

28.300 19.720 18.900 400.600 30.050 27.460 -31.2 

8 Plant and 
machine 
operators and 
assemblers 

34.800 20.030 19.840 181.400 28.940 27.740 -28.5 

                                                 
138 Gregoritsch et al. 2002: 39. 
139 Rechnungshof (Ed.) 2002: 93, 94. 
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9 Elementary 
occupations  

70.900 18.230 18.060 85.300 25.940 24.140 -25.2 

0 Armed 
forces 

No 
information** 

No 
information** 

No 
information** 

14.100 27.100 27.580 No 
information** 

In total 725.900 26.250 23.440 1.379.000 36.480 30.370 -22.8 
* This is a small group of unclassified persons, the number is estimated. 
** According to information from the Federal Ministry for National Defence (16.4.2003) there are currently 210 
female soldiers in the Austrian Armed Forces. Due to a legislative amendment in January 1998 women are now 
allowed to become soldiers. The first female soldiers (trainees) joined the Armed Forces on the 1st of April 1998.  
*** In percent related to the median income of men. 
 
A lot more men than women had a full-time employment in 2001 (almost 50% more) and they had a much 
higher income in every occupational group than female employees had. Noticeable is the under-
representation of women in the (well paid) group 1 (Legislators, senior officials and managers) and the 
over-representation of women in group 4 (Clerks) and group 5 (Service workers and shop and market sales 
workers) and the very high pay gap in these two groups. Noticeable is of course the over-representation of 
men in group 7 (Craft and related trades workers) and group 8 (Plant and machine operators and 
assemblers) and there as well the very high pay gap compared to female employees in these occupational 
groups.  
 
Earnings by qualification level: The following table gives information about the professional positions 
related to qualification levels and the average gross annual income of female and male employees in 
2001:140

 
Table 33: Professional positions related to qualification levels and the average gross annual income 
of female and male employees 
Professional positions  Number 

of Women 
Average 
Income of 
Women 

Median 
of 
Women 

Number 
of Men 

Average 
Income of 
Men 

Median 
of Men 

Pay 
Gap*

Workers 380.500 13.190 12.620 880.00 24.240 23.770 -46.9 
Labourers, unskilled 

workers (outside 
agriculture and forestry) 

153.800 12.120 11.440 103.500 19.550 19.910  

Labourers, unskilled 
workers in agriculture and 

forestry 

(2.200) (9.620) (9.240) (4.000) (16.630) (15.290)  

Semi-skilled workers 158.100 13.520 13.120 287.600 22.470 22.670  
Skilled workers 63.500 14.950 14.170 435.400 25.560 24.820  

Foremen/forewomen, 
masters 

(2.8009 (15.990) (12.080) 49.500 33.380 32.270  

Employees (private 
sector) 

727.900 19.650 17.390 593.700 41.540 34.630 -49.8 

Employees with unskilled 
or semi-skilled occupation 

106.300 12.550 11.540 44.300 22.410 21.180  

Employees with skilled 
occupations 

244.000 15.810 14.780 119.500 30.190 26.490  

Employees with middle 
occupations 

244.200 21.360 20.190 133.700 35.340 31.620  

Employees with higher 
occupations 

85.600 26.110 24.830 145.100 44.020 39.240  

Employees with highly 
qualified occupations 

39.100 33.230 30.380 100.200 52.090 46.850  

Leading employees 8.700 41.830 31.960 50.900 73.320 61.060  
Employees in civil service 323.600 25.430 24.310 345.100 34.680 30.510 -20.3 
Servants with unskilled or 

semi-skilled occupations 
(like workers) 

24.600 16.770 17.320 31.000 23.970 23.700  

Servants with foremen or 
forewomen or masters 

(2.400) (18.110) (18.550) 41.600 28.180 27.550  

                                                 
140 Rechnungshof (Ed.) 2002: 84, 87. 
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occupations 
Servants with unskilled 

occupations 
8.600 19.200 19.160 5.300 24.850 24.500  

Servants with simple 
occupations 

39.800 18.290 19.370 52.900 19.750 22.520  

Servants with middle 
occupations 

118.000 22.870 23.290 84.400 33.110 32.190  

Servants with higher 
occupations 

118.600 31.070 30.480 95.500 40.630 39.100  

Servants with highly 
qualified or leading 

occupation 

11.600 42.670 44.570 34.400 64.040 58.680  

In total 1.431.900 19.240 17.210 1.818.800 31.870 27.250 -38.8 
* In percent related to the median income of men. 
 
 
Basic Wages: According to a key informant (trade union) the gender pay gap is also caused by bonus 
payments or for example additional allowances, which are very usual in Austria. It is a fact that more men 
are members of Trade Unions and that is why men are more successful obtaining through their demands in 
pay negotiations.  
 
Data from 1996 show differences in overtime worked and additional allowances by gender (proportion of 
overtime and additional allowances of the income):141

 
Table 34: Differences in overtime worked and additional allowances by gender 
1996 Proportion of monthly overtime in percent Proportion of monthly additional allowances in percent 
Women 3.1% 0.8% 
Men 7.6% 3.2% 
 
Similar and more recent data are not available but it can be assumed, that there have not been major 
changes in this field for the gender pay gap is still very high and almost unchanged over the past few years. 
The demand to consider this bonus system as discriminating against women does exist. But in the National 
Report “Towards a Closing of the Gender Pay Gap” 142 the authors come to the conclusion that 
unfortunately the bonus system as a central part of the wage system which causes a pay gap has not been 
picked up by the Austrian Unions until now.  
 
The differences between the wage rates per hour by gender might be revealing as well. There is data for the 
year 1999 (“Mikrozensus 2000”):143

 
Table 35: Differences between the wage rates per hour by gender 
 All 

Women 
All 
Men 

Women in 
private sector 

Men in 
private 
sector 

Women in 
public sector 

Men in 
public 
sector 

Average net wage rate per 
hour* 

7.5 8.9 7.0 8.7 8.3 9.7 

Gender pay gap** -15,8%  -19.5%  -14.4%  
Average net wage rate per 
hour; full time workers*** 

7.4 8.9 6.9 8.7 8.3 9.7 

Gender pay gap** -16.9%  -20.7%  -14.4%  
* The Austrian Mikrozensus only asks for the net wage. Therefore the gender wage gap is relatively narrow (due to 
progressive income tax). 
** In percent related to the wage rate per hour of men, based on data, own calculations. 
** See *; all employees working at least 38 hours a week. 
 
 

                                                 
141 Gregoritsch/Kalmár/Wagner-Pinter 2000: 58. 
142 Kapeller et al. 2002: 22. 
143 Data from: Kapeller et al. 2002: 11, Table 2 and own calculations (pay gap). 
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4.3.3 Differences between academic and business sector 
Slightly more than 40% of all employees are women. The public and the private sector show clear 
differences in this respect. 58.5% of all employees in the public sector are female, only 34.6% of all 
workers in the private sector are women.144  
 
A major difference between the public and the private sector can be found in the legal framework: The Act 
on Equal Treatment (1979) prohibits any kind of direct or indirect discrimination against an individual on 
the ground of sex in the private sector. In 1993 the Federal Act on Equal Treatment was implemented in 
the public sector.145 This law calls for positive actions for women and makes the quota regulation in the 
public sector possible. In the private sector there does not exist a legal right to positive action for women. 
Such a plan could be laid down in an agreement between the works council and the employer. At the 
moment in Austria there are not more than 10 companies with a plan for positive action for the promotion 
of women and these companies are semi-private146.  
In 1992 the legal right to implement “company promotion of women” (a positive action plan) and 
“measures for reconciling caring obligations and occupation” in an agreement between the works council 
and the employer was defined in the “Arbeitsverfassungsgesetz” (labour constitutional law), §92 ArbVG 
for the private sector. In 1999 (seven years after the implementation of the relevant paragraph) two 
employees of the Austrian Federation of Trade Unions (Österreichischer Gewerkschaftsbund) carried out a 
survey about this labour right among members of works councils in 206 companies in Styria, a federal state 
of Austria. 1.000 questionnaires have been sent to companies’ works councils, 206 questionnaires have 
been analyzed. Approximately 63% of the questioned women were familiar with the meaning of promotion 
of women, but only 48% of the questioned men. The majority of the questioned persons (especially men) 
were not familiar with the meaning, the purpose and the aim of company plans for the promotion of 
women. 95% of the questioned members of works councils claimed to have no company plan for the 
promotion of women, 5% claimed to have one but investigations revealed that these companies did not 
have any measures for the promotion of women, but in general the questioned members of works councils 
agreed on the importance of the promotion of women. The following conclusions have been drawn to 
support the implementation of positive action plans in companies: 
� creation of awareness for members of works councils; especially for chairmen (most of the 

workers councils have a chairman), 
� supporting the implementation of measures, 
� vocational training measures (information about equal treatment and positive action), 
� implementing further laws147. 

 
The “weaker” Act on Equal Treatment is in force for non-academic research institutions; that means that a 
positive action plan for the promotion of women could be laid down in an agreement between the works 
council and the employer148, but fact is that these institutions are very small and usually do not have a 
workers council. Positive action plans could be implemented in non-academic institutions and the private 
sector but in fact there are hardly any.  
 

4.3.3.1 Best practice “Equal Treatment Ombudswomen” 
The “Equal Treatment Commission” is an independent administrative body which is activated before 
labour court proceedings or which operates in parallel with such proceedings and may express opinions or 
recommendations without binding force. The procedures before the Commission can be compared to soft-
law mechanisms comprising elements of mediation or arbitration.149 It showed that this Commission was a 
first step but not enough. 12 years ago the very first Ombudsperson was set up in Vienna. To enable access 
for women all over Austria 4 more Ombudspersons (with offices in 4 regions in Austria) have been set up. 
Since there is regional access to these Ombudswomen there have been a lot more complaints (to the 
Commission, to employers) than before (when there only was an office only in Vienna). It is easier for the 

                                                 
144 Kapeller et al. 2002: 10. 
145 Kapeller et al. 2002: 6. 
146 According to a key informant (Professional Association for Blue and White Collar Workers, Graz), 8.4.2003. 
147 Information received from the two female employees of the ÖGB (Austrian Federation of Trade Unions), who 
carried out the survey. 
148 Papouschek/ Pastner 2002: 273. 
149 Pleas cf. to: Research Centre for Gender Equality (KETHI) 2002: 48-52. 
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Ombudswomen to investigate in companies or support women and to network with other institutions on a 
regional level.  
 
The national legal framework (for equal treatment, equal pay) is actually sufficient and adequate but the 
problem is that the laws are not observed. There is no awareness and no obeying of this existing (and EU 
responding) legal framework. The problems are prejudices on women’s role (i.e.: they are not interested in 
a career because one day they will become pregnant), the gender-specific division of labour and the 
gender-specific socialization (i.e.: women very often simply do not ask for pay rises or additional payments 
or they do not complain about sexual harassment because they think that only the fact of being raped 
counts as sexual harassment), general in transparency and lack of payment (payment is made a taboo 
subject); 
 
The “(Regional) Ombudswomen for Equal Employment Opportunities” offer: 
� Counselling and advice for women who feel discriminated against at their work place (application, 

payment, progression, sexual harassment) only in cases where the women ask for help and support  
because the Ombudswomen do not have the legal right to investigate without obtaining a consent 
from a person affected; 

� Supporting and accompanying women to negotiations with employers or, where women fill a 
complaint to the “Equal Treatment Commission” (which can examine all issues concerning equal 
pay and equal treatment, including sexual harassment) or in negations at the labour court; 

� Information on the “Law on Equal Treatment” for the private sector (1979: prohibiting any kind of 
direct or indirect discrimination against an individual on the grounds of sex);  

� Workshops (i.e.: workers councils, NGOs) for the creation of awareness, transferring information 
on these issues;150 

 
Their annual activity report (2001) gives statistics/ information on counselling and advising for 2001151: 
 
Topics  Number of cases (consultations) 
“Law on Equal Treatment” 5760 
Labour Law 46 
Social Insurance Law 27 
Other questions on equal treatment 421 
In total 6254 
 
Their annual activity report (2001) also gives statistics/ information on the “Law on Equal Treatment” by 
facts of the cases: 
 
Facts of the cases  Number 
Information on the “Law of Equal Treatment” 1520 
Discrimination in the context of a new employment 359 
Discrimination in the context of payment 835 
Discrimination in the context of voluntary social payments (additional payments) 31 
Discrimination in the context of training or vocational training; further education 58 
Discrimination in the context of professional progression 618 
Discrimination in the context of (other) working conditions 598 
Discrimination in the context of terminating an employment 397 
Regulation/rule of gender-neutral job advertisement 60 
Discrimination in the context of linguistic unequal treatment 101 
Discrimination in the context of sexual harassment 1183 
In total 5760 
 
A similarity between the academic and the private sector can be seen in the proportion of women and 
men in the higher levels of occupation (like professors, heads of research institutes, managers): The picture 
of a pyramid illustrates the proportion of women in well paid jobs with possibilities for progression. The 

                                                 
150 Information based on an interview with the “Regional Ombudswoman for Equal Employment Opportunities”, 
21.5.2003. 
151 Bundesministerium für Soziale Sicherheit und Generationen, Bundesministerium für Wirtschaft und Arbeit: Bericht 
gemäß §10a Gleichbehandlungsgesetz 2001. Berichtsteil und Praxisteil. Ohne Ort, ohne Jahr: 5 and 6. 
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universities and the non-academic research sector as well as the business enterprise sector are male 
dominated regarding the higher levels of occupation.  
 
The availability of national data on women and technology/women in industrial and non-university 
research is very poor; there are no (quantitative or qualitative) surveys on reconciliation, progression, and 
re-entry.152 There are currently made some efforts by the Federal Ministry for Traffic, Innovation and 
Technology: 
� The new annual Austrian Report on Research and Technology has a chapter (called “Gender 

Mainstreaming”) on women in Austrian research and technology; the very first report with a 
chapter on women and technology/women in research in this annual report. 

� The creation of a coordination centre for the promotion of women in R&D. 
 
These two efforts are probably caused by the report “Women in industrial research: A wake up call for 
European industry” which proof the urgent need for action based on statistics in Austria. The report153 
gives information on the limited presence of female employees in Austrian industrial research and 
development and in the population of all researchers in Austria. 
Some efforts are also made by companies (best-practice) to establish measures for the promotion of 
women. But there are some structural problems linked to the promotion of women, which have to be taken 
account of the Austrian situation:  
� There is no legal basis for private sector initiatives (like it does exist in the public sector).  
� There are some one-off actions taken by some companies but there are no constant initiatives or 

programmes. 
� There is no national strategy for the promotion of women in the private sector (as it exists at 

universities). 
� The question of defining Gender Mainstreaming criteria has not been answered by now. 

The field of industrial research (women’s and men’s careers and progression, satisfaction with the 
occupation, working culture) has not been examined – a quantitative and qualitative survey on these topics 
could be a starting point. Clearly there is a lack of women in exemplary functions (like to a certain extent 
in universities) and a lack of supporting structures and networks. The experiences made by and the 
measures set in the public sector (i.e.: universities) could be an example for the promotion of women in the 
private sector (industrial R&D). 

 
 

5 Implementing EC Laws 
 
Gender Mainstreaming 
“Interministerielle Arbeitsgruppe Gender Mainstreaming” 
The strategy to establish gender equality led to the establishment in 2000 of the “Interministerial Working 
Group on Gender Mainstreaming” for the realization of Gender Mainstreaming on a federal level in the 
year 2000. Members of the working group are representatives of the Federal Ministries, the Supreme 
Constitutional Court, Higher Administrative Court, Auditor General’s Department and the parliamentary 
management. Tasks are: Carrying out and evaluating Gender Mainstreaming pilot projects, carrying out 
Gender Mainstreaming training, checking for gender differences and mainstreaming of laws and by-
laws.154  
 
“GeM-Koordinationsstelle” 
This is an office for the coordination of gender mainstreaming, promoted by the European Social Fond and 
situated in the Federal Ministry for Economy and Labour. It was established within the framework of the 
objective 3 programme. Its tasks are: provision of information, networking and providing an advice 
service. 

                                                 
152 According to a key informant (female sociologist, staff scientist in a private research institute in Vienna, main focal 
subjects: women’s labour market participation, changes in work organization and qualification criteria, gender 
mainstreaming; is currently working on women in Austrian research and technology for a chapter in the annual 
Austrian Report on Research and Technology, ed. by the Federal Ministry for Traffic, Innovation and Technology), 
26.5.2003. 
153 Please cf. to: European Commission: 2003: 16 and 17. 
154 Cf.: www.imag-gendermainstreaming.at 
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Various non-governmental projects and initiatives 
Feminist projects (like women advisory services) work on the implementation of Gender Mainstreaming in 
many different ways; some are linked to the European Union, like “Observatoria”, a project about the 
closing of the gender pay gap155.  
 
Legal Issues 
When it comes to the women’s subject level of laws, the ban on night work by women is interesting. When 
Austria joined the EU in 1994 it still had in place this ban. An amendment was inevitable. The formal ban 
was abolished on the 31st of July 2002, because of the principle of equal treatment and the new law was 
implemented on the 1st of August 2002. There are still exceptions to this law: the ban still exists for 
pregnant women and mothers, who breast-feed a child and for persons aged less than 18 years. This 
amendment was important because of the bonus payments which are envisaged for night work. 
 
According to a key informant156 the Austrian laws in general corresponding to EU-law. Article 141 on 
equal pay for equal work was already implemented in Austria by the “law on equal treatment” which was 
passed in 1979. Before 1979, collective contracts with different payment for men and women, did exist. 
Two equal treatment guidelines issued by the EU have to be turned over in Austria: First, the burden of 
proof in cases of sexual discrimination was changed by the EU and has to be amended because the person 
who experienced discrimination has to satisfy the burden of proof in Austria. Second, in Austria there is an 
upper limit on compensation in cases of sexual discrimination. These two regulations are going to be 
changed by the end of 2003. But there are difficulties in putting the law on equal treatment into practice, 
which means, that discrimination because of gender still exists.  
 
The European Union recommends guidelines to strengthen national labour markets157. One 
recommendation is the elimination of pay differences between men and women due to actual 
discrimination. Especially equal value work makes room for interpretation and therefore discrimination. 
An example (“best-practice”) to fulfil this requirement (equal pay for equal value work) is an initiative of 
the Trade Union for Metalworking and Textile Industry. They published a manual on Gender 
Mainstreaming in collective contracts.158 The manual is especially about employees´ assessment as a 
particular salary grade by evaluation and assessment of posts. The aim is to eliminate discrimination 
because of unequal assessment of men’s and women’s occupations and to prevent the (very widespread) 
higher valuation of men’s occupations in the metal and the textile industry159.  
 
“Commission on Equal Treatment” 
There is a Commission on Equal Treatment in the Federal Ministry for Social Affaires and there are 
lawyers for equal treatment issues located in five Austrian cities (Vienna, Graz, Innsbruck, Klagenfurt, 
Linz). Their work is based on the law of equal treatment for the private sector. The lawyers offer an advice 
service for women (and men) who experienced discrimination in their workplace (private sector) and offer 
support in cases of negotiations with employers or in cases of complaints directed to the commission on 
equal treatment160 (please cf. to page 19). 
 
The Austrian law on free movement now corresponds to EU-law (article 39 on free movement). There have 
been problems with the allowance of foreign periods of coverage with regard to family allowance, parental 
leave allowance and maternity leave allowance but these amendments have been carried out. EU-nationals 
are equal to Austrians before the law. The right to family allowance and child care allowance are not 
related to employment; Austrian citizenship or EU-citizenship is a precondition. Only non-EU-nationals 
have to have spent two years in Austria or have to be in an employment to receive family allowance and 
child care allowance.  
The right to a pension depends on the employment contract and on host law. Normally foreign rights to a 
pension (EU-member states; non-EU-member states with an agreement) are chargeable for Austrian rights 

                                                 
155 Cf.: http://www.netzwerk-frauenberatung.at/observatoria/ 
156 Key informant (Professional Association for Blue and White Collar Workers, Graz), 8.4.2003. 
157 Bundesministerium für Wirtschaft und Arbeit 2002b: 79-80. 
158 Österreichischer Gewerkschaftsbund, Gewerkschaft Metall – Textil 2003. 
159 For the construction of male and female occupations and the consequences of this labelling process please cf. to: 
Kapeller et al. 2002. 
160 http://www.bmsg.gv.at/bmsg/relaunch/gleichbehandlung/content/index.htm, 12.5.2003. 
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to pension, because if a person is employed in Austria she or he is liable to take out compulsory insurance. 
The amount of pension income corresponds to national law, in some cases an employee acquires two rights 
to a pension (one in Austria and one in her/his home country). Austrian citizens have the possibility of 
voluntary continued pension insurance if they keep their domicile in Austria during the stay abroad.  
Gainfully employed persons have health insurance, the spouse is not insured but there is the right to a co-
insurance free of charge in case of caring for a mutual child for at least four years. There is the possibility 
of a co-insurance, that is liable to costs if there is no mutual child.  
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