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Observations by the KoF panel with respect to gender and equality aspects: 

 Roughly 80% of our senior lecturers and professors are male, which reflects male 

dominated structures, culture, processes and procedures. Gender inequality is 

highlighted but there seems to be no approach to address the problem. 

 It seems to be widespread perception that any initiative addressing the under-

representation of women is illegal. 

 Uneven awareness of gender issues and their implications, and failure to learn from 

the best practices internally and internationally. 

 The composition and gender profile of the department board (members who are 

allowed to vote) is unsatisfactory. 

 

Observations by the Equal Opportunities group:  

- Even though it is called equal opportunities and includes, among others, also ethnical, 

age and sexual expression aspects, reality focusses most often on gender imbalance. 

This is natural as this is our biggest problem at the department and valid independent 

from the other aspects. On the other hand, we observe, e.g. that parental leave affects 

fathers in similar ways as mothers. 

- Lack of transparency hinders equality; this regards decisions on all levels, including 

hiring processes. 

- The proportion of women working in academia drops tremendously after the postdoc 

level (or a few years after). We suspect the current employment conditions, 

insufficient career perspectives and the working atmosphere to be main reasons for 

females changing to other occupations. 

- So far, it proved difficult to implement measures aimed at improving the gender 

balance due to the changed legal situation and lack of support. It would be appreciable 

that we would get practical help in identifying legal activities as well as world-wide 

best practices and common methods that were mentioned by the KoF panel. 

 



Actions we and/or the KoF panel (marked by *) suggest: 

Regarding leadership 

 A quota of females participating in deciding bodies, ideally gender balanced*. The 

final goal set by the government is between 40 and 60 % (valid also for 

employments, course teachers etc.). We could start from our current value and 

increase the quota we aim at every year as we increase the % of females working 

at our department. If we do not change the leadership, the way of thinking will not 

change and we will stay where we are.  

 Courses in equal opportunities / gender issues, such as unconscious gender bias 

training* and acceptable leadership behaviour, for all staff that is in boards, leading 

a group or supervising students. Note: This seems to be even more important than 

to require equal male-female distribution in the various processes and positions as 

it could be shown that those women who are now available for leadership positions 

often made it there because they adapted, and they show an adjusted way of 

thinking, i.e. also discriminate against their gender-mates. 

 Leadership development courses for women* and other target groups 

Regarding employment & career 

 Set-up milestones, e.g. “in the next xx years we will hire yy females” to increase 

the female to male-ratio. Follow-up of these milestones and critical evaluation. 

 Require a minimum % of females applying for a position*, otherwise the position 

cannot be filled. Agreeing that a minimum of 40 % might be unrealistic in physics, 

the faculty recommends using the % corresponding to the proportion of females 

working at the level below the announced position, i.e. if there are 20 % female 

lecturers, then at least 20 % of the applicants for a professor position should be 

female. We could use search groups to identify suitable candidates. However, this 

procedure must not lead to the result that we hire a less suitable candidate with 

the argument of gender. But we also have to avoid incidents as lately, when after 

an announcement for 1 professorship the top and the 3rd candidate, both male, 

were (or will be) hired and the one ranked 2nd is not offered a position, albeit 

female. 

 In the hiring process, the recruitment committee shall ideally consist of an even 

distribution of male and female members and also include members of minority 

groups (e.g. of other ethnicity). Practically, we could require a minimum number 

of females and raise it stepwise until we reach equality. 

 We think that adding another criterion next to research excellence and teaching 

qualification, in the sense of ”role model”, and by this evaluating a more complete 

profile would help to increase the % of females. 

 Map current distribution of salaries for staff on different levels, check for gender-

dependent trends and take measures to delete these.  

 Mentoring and networking programmes for different target groups. Especially 

networking does not work so well if organised on faculty level, and also in 



mentoring it is often helpful if the mentor is closer and has more insight into the 

own department. (** The faculty will return to a mentoring programme for females 

only; the legal department says neither yes nor no to this. One could criticise it as 

positive discrimination against men.) 

Regarding general measures and activities 

 Check outcome of KoF evaluation for other departments of TekNat faculty; 

network to learn from each other and find solutions together 

 We are in contact with the faculty equal opportunity group and specialists to find 

out what is legally possible, what they can do on their level and how they can 

support us in our work here at the department. 

 Closer contact to equal opportunity groups on faculty and university level to ensure 

information flow and updates on legal issues and activity plans. Ideally 

participation in international networks, such as GENERA, that allow to support 

each other. 

 We need updated statistics from administration / HR that help to follow the 

following aspects: 

o % of females currently employed at the different levels (PhD students, assistant 

lecturer, lecturer, professor, researcher, research assistant (foass)) 

o % of females applying and receiving jobs at the different levels 

o % of female PhD students starting vs. finishing 

o % of females in leadership positions and deciding bodies 

 Continue with our annual equal opportunities call*, where approx. 2 MSEK are 

distributed to support individuals as well as to realise general measures. (We start 

collecting statistics on how funding has been used, but it is difficult to measure 

impact quantitatively. We are open to new ideas on what could be funded.) 

 Invitation of researchers and lecturers belonging to minority groups to inspire and 

act as role models. This should happen regularly and be widely visible, therefore 

be coordinated on department level. Also, the speakers for the newly started 

department colloquium should be of varying background and male and female 

speakers should be equally often invited. 

 

We would like to point out that the Equal Opportunities group can only make suggestions. Any 

measure aiming at changes in organisation or handling of processes needs to come from the 

leadership.  

When discussing the different topics, we realised that it would probably be more useful to be 

involved in the other discussion groups rather than forming a separate one.  

A full analysis of the KoF report and a more detailed study of possible measures that could be 

implemented at our department in order to improve the equal opportunities situation and 

especially the gender balance goes beyond our available time and resources and we would be 

grateful for support. 


