
 
 

    
 
 
 
 
 

Project no.: 036695 
 

Project acronym: UNICAFE 
 

Project title: Survey of University Career of Female Scientists at Life Sciences versus Technical 
Universities 

 
 
 
Instrument: Specific Support Action 
 
Thematic Priority: Science and Society 
 
 
 

Deliverable 6 
 
 

Due date of deliverable: Month 12 
Actual submission date: Month 12 

 
 
Start date of project: November 1, 2006      Duration: 2 years 
 
 
Organisation name of lead contractor for this deliverable: Partner 4 
        
 
 
 
 
 
 
 
 

 

Project co-funded by the European Commission within the Sixth Framework Programme 
(2002 2006)Dissemination Level  

PU Public  
PP Restricted to other programme participants (including the Commission Services)  
RE Restricted to a group specified by the consortium (including the Commission Services)  
CO Confidential, only for members of the consortium (including the Commission Services) x 



 
 
 

©  
 

2

 

 
 
 
 
 
 
 
 
 
Survey of the University Career of Female Scientists at Life Sciences versus Technical Universities 

UNICAFE is supported by funding under the Sixth Research Framework Programme of the 
European Union SAS6-CT-2006-036695 

 
 
 
 

Report of the University of Oulu 
 
 
 
 
 
 
 
 
 
 
 
 

Report produced by: 
Anu Kangas 

Vappu Sunnari 
University of Oulu 

October  2007 
 
 
 

© 



 
 
 

©  
 

3

 
 
 
Contents 
 
 
 
1. Introduction to the university...................................................................................................... 4 
2. Situation of women in science in the country ............................................................................ 7 
3. Statistical background at the university ................................................................................... 19 
3.1. Excel tables from the file: template_statistical data_pm_univ.xls........................................ 35 
3.2. Short summary of the statistical data .................................................................................. 40 
4. Gender policy at the university ................................................................................................41 
4.1. The state of the arts............................................................................................................. 41 
4.1.1. Promotion in science and at university ............................................................................ 41 
4.1.2. Bodies and committees – women in decision-making positions...................................... 42 
4.1.3. Pay gap ........................................................................................................................... 43 
4.1.4. Work-life balance and family friendly working place........................................................ 43 
4.1.5. Best practices – bad practices  (Best practice is policy, best practices are examples of 
positive interventions)...................................................................................................................... 44 
5. Results of the questionnaires ..................................................................................................45 
5.1. Demographic characteristics of the university samples....................................................... 45 
5.2. Career related characteristics of the university samples by sex.......................................... 46 
5.2.1. Career/Promotion ............................................................................................................ 47 
5.2.2. Promotion /pursuing a PhD degree (In the case of PhD students).................................. 48 
5.3. Work or workplace related characteristics of the sample by sex......................................... 48 
5.3.3.1. Assessing factors influencing the applicant’s status.................................................... 50 
5.3.3.2. Participation in national projects .................................................................................. 51 
5.3.3.3. Participation in international projects ........................................................................... 52 
5.4. The opinion of the researchers in the university samples about scientific performance ..... 52 
5.5. Scientific achievement/performance of the researchers...................................................... 53 
5.6. The opinion of the researchers in the university samples about supporting gender equality 
in science ........................................................................................................................................ 54 
6. Conclusions of the interviews..................................................................................................56 
6.1. Summary table .................................................................................................................... 56 
6.2. Summary of the interviews .................................................................................................. 56 
7. Case studies............................................................................................................................ 63 
8. Summary of results, suggestions for policies at the university ................................................ 68 
9. References .............................................................................................................................. 71 
10. Annex: Short summaries of interviews ................................................................................ 73 
 

 

 

 

 

 



 
 
 

©  
 

4

1. Introduction to the university 
 

The University of Oulu was founded in 1958. After it was founded, the University of Oulu has 

grown rapidly. In the mid-1960’s it was the fourth largest university by staff and budget, and the 

seventh largest by the number of students, which was 2000 (Oulun yliopiston historia, p. 87). Ten 

years later the number of students was 6500 (ibid., p. 99). The first faculties were philosophical, 

technical and medical faculties. Today the University of Oulu is one of the largest universities in 

Finland. The University of Oulu trains experts and professionals for specialized fields in eight fields 

of study and 45 different programmes. University graduates enter the job market as experts of the 

environment, economics, technology, medicine, education, and humanities. The University 

cooperates closely with industry and commerce, and has broad connections with many 

international research and educational institutions. In the year 2006 the University employed 3053 

persons with 244 professors. There were 16 729 students and a total of 1668 degrees was 

awarded, including 143 doctoral degrees. 

The University of Oulu has internationally recognised expertise in the areas of information 
technology and wireless communications, biotechnology and molecular medicine, and 

northern and environmental issues. These areas are defined as the special research focus 

areas that encompass the entire University.  

At the University of Oulu, basic and applied research is conducted in over 70 fields of science. 

Internationally high-level research is characteristically multidisciplinary. 

 

University of Oulu has six faculties and 14 separate units. 

Faculties: 

• Faculty of Humanities 

• Faculty of Education 

• Faculty of Economics and Business Administration 

• Faculty of Science 

• Faculty of Medicine 

• Faculty of Technology 

 

Units: 
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• Research coordination units:  

o Biocenter Oulu (Biotechnology) 

o Infotech Oulu (Information Technology) 

o Thule Institute (Northern and Environmental Issues) 

• Independent units:  

o Institute of Electron Optics  

o Library 

o Language Center  

o Laboratory Animal Center  

o Learning and Research Services 

o Center for Micro- and Nanotechnology 

• Regional Units 

 

The research project UNICAFE concerns the Faculties of Medicine and Technology. 

 

The Faculty of Medicine is founded in 1960 and it trains Licentiates of Medicine (physicians), 

Licentiate of Dentistry (dentists) and Masters of Nursing. In Finland the basic degree in Medicine 

and Dentistry is exceptionally the Licentiate degree, which in other fields is a postgraduate 

degree1.  The degree programs in the Faculty of Medicine are Medicine; Dentistry; Health Care 

Administration; Nursing Science; Health Care Teacher; Clinical Laboratory Science; Radiography; 

and Welfare Technology. In addition to basic training, the Faculty organizes professional training in 

numerous fields of specialization in medicine and dentistry.  

The Faculty graduates Doctors of Medicine, Dentistry, Nursing and Philosophy. The Faculty has 

defined the focus areas of research to consist of Cancer biology and cancer diseases; 

Cardiovascular diseases; Connective tissue research; cartilage and bone diseases; Environment 

                                                 
1 The higher education degree system in Finland consists of four degrees: Bachelor’s degree, Master’s 
degree, Licentiate degree and Doctor’s degree. The Bachelor’s degree is the lower university degree; the 
Master’s degree is the higher university degree; and the Doctor’s degree is the highest degree. Between 
Master’s degree and Doctor’s degree there is a Licentiate degree. The Licentiate degree is a postgraduate 
degree in all other sciences except for the Medicine and Dentistry. In Medicine and Dentistry the Licentiate 
degree is the first degree and in that sense equals to Master’s degree in other fields.  
 



 
 
 

©  
 

6

and health; Life span and gerontological research; and Neuroscience.  The focus areas cover at 

least 80 % of all research in the Faculty.  

The departments and clinics of the Faculty are set with the University hospital. 

In the year 2006 the total of staff consisted of 547 persons with 186 members of teaching staff. 

There were 1316 undergraduate students. A total of 280 degrees was awarded, including 48 

doctoral degrees and 72 post-graduate professional degrees. The post-graduate education is 

divided into scientific and professional post-graduate training. Nearly 20% of all medical graduates 

continue the studies to prepare a dissertation and complete a doctorate. Professional post-

graduate training means specialization2. About 50% of all Finnish medical doctors have specialized 

and about 20% of them also subspecialize. 

The Faculty of Technology is also founded in 1960. It functions as a multidisciplinary body that 

concentrates on technical sciences. The Faculty is divided in five departments, and education is 

provided in eight different degree programs that are Architecture; Mechanical Engineering; Process 

Engineering; Electronics; Information Engineering; Information Networks; Industrial Engineering 

and Management; and Environmental Engineering. 

The Faculty is involved in research in all focus areas of the University of Oulu. International 

research is carried out particularly in the fields of applied electronics and communication 

technology. The Faculty has strong research cooperation with the business sector, research 

institutes and the public sector. 

In the year 2006 the number of the total staff was 714 with 180 members of teaching staff. There 

were 4021 undergraduate students. A total of 352 degrees was awarded, including 35 doctoral 

degrees.  

The Faculties of Medicine and Technology are viewed more closely in Chapter 3 “Statistical 

background at the university”.  

 

                                                 
2 Specialist training is open for persons who have the right to practice medicine in Finland. The specialist 
training can and should be applied once the physician has been chosen for a resident of the specialty. The 
training is mainly practical training and it consists of a two year foundation course (general training) and four 
years of specialist training. During the training the residents take part in practical work as well as a wide 
selection of instructional courses and symposia —as a participant as well as a speaker. It is also stated in the 

curriculum that they must participate in research work during the residency. As a result, many of the resident 
doctors publish their academic thesis during or after their residency. In order to qualify as a specialist, 
students must also pass the national exam for a Specialist Degree in Medicine. For a subspecialist degree, 
further 2 years of training and national exam are needed. 



 
 

2. Situation of women in science in the country 
 

The first university in Finland was established in 1640 in Turku, the former capitol of Finland. The 

university was later moved to Helsinki. Nowadays there are 21 universities in Finland. All 

universities are state-owned and subordinate to the Ministry of Education. 

In Finland women received the general right to university studies in year 1901. Exceptionally 

certain university studies had been open to a woman since 1870’s, but it had presupposed 

receiving a separate permission including a release of one’s gender. (Sunnari et al. 2005, 83.) The 

first female docent was appointed in 1906 with special dispensation. In 1916 university positions 

opened for women (http://www.helsinki.fi/akka-info/tiedenaiset/english/landmarks.html). The first 

female professor was nominated in 1927 as Professor Extraordinary in General History. Three 

years later the second female professor was appointed, in Obstetrics and Gynaecology, and she 

was also the first female holder of a permanent chair. (Engman 2005, 47-48.) 

Historically the Finnish women’s participation in the public sphere has been exceptional in a global 

context. The tradition of women’s participation in labour force, politics, and formal education is 

longer than in most European countries. Some sources suggest that as early as in the beginning of 

the 20th century there were more female university students in Finland than in any other European 

country. (Husu, 2001, 13-15.) Finnish Federation of University Women was founded in 1922 to 

clear prejudices around female scientists regarding their intellectual abilities and capabilities to 

scientific work (Husu, 2005, 70). 

Studying was common among Finnish women as early as in the 1910-1930’s. In 1908 as much as 

21,4 % of all students were women at the university of Helsinki. After the Second World War the 

proportion of female students was over 40 %. The corresponding figures were 15-30 % in other 

industrialized countries.3 From the mid-1980’s women have taken more university degrees than 

men. (Husu, 2005, 32; 2001, 74.) In Table 2.1. is presented the proportion of women among 

students in Finnish universities between 1981 and 2005. The proportion of women varies by field. 

In table 2.2 is presented the proportion of female Master’s students in different fields in 2002-2005. 

The most female-dominant fields are the fields of Education, Humanities, Veterinary and Health. 

There are least female students in the fields of Engineering, manufacturing and construction.  

                                                 
3 The general outlines of the Education system of Finland is following: at the age of 7 children begin the 
tuition free primary school that is meant for the whole age group.The basic education is compulsory. Most of 
the children participate also in the pre-school at the age of 6. The primary school lasts 9 years after which 
the students move to second level of education, i.e. to gymnasium or vocational training schools. The third 
level of education is divided into polytechnics and universities. University students are mainly gymnasia 
graduates. All Finnish universities are state-owned and tuition free. 
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Table 2.1. The tendency of the number of Master's degree students in Finnish universities  

The tendency of the number of master's degree students in universities (Full-time 
course, part-time course and correspondence course together)  
Year Male Female Total Proportion of women (%) 

1981 31 236 27 901 59 137 47,2% 
1990 44 280 46 847 91 127 51,4% 
2000 59 472 65 595 125 067 52,4% 
2005 58 391 64 855 123 246 52,6% 

     
Source: KOTA database, Ministry of Education Finland 

 

Table 2.2. The proportion of female master's students by field of science   

The proportion of female Master's students in all universities in Finland according to the field of 
study by the ISCED categorization on all the courses (2002–2005)  

2002 2003 2004 2005 2005 
ISCED broad fields / fields of 

science  Women % Women % Women % Women % Number of 
women 

Teacher training and 
education science 

80,7% 80,8% 81,0% 81,2% 7 680 

Arts 59,3% 60,3% 61,3% 62,5% 2 132 
Humanities  76,2% 76,1% 76,3% 76,2% 17 824 
Social and behavioural 
science 

68,0% 67,9% 68,1% 68,5% 9 818 

Business and administration 44,9% 45,4% 44,9% 45,5% 6 745 
Law 54,9% 56,0% 57,4% 57,8% 1 843 
Science 42,7% 43,0% 43,5% 42,5% 8 497 
Engineering, manufacturing 
and construction 

19,3% 19,4% 19,6% 19,7% 5 489 

Agriculture, forestry and 
fishery 

58,0% 58,7% 59,5% 59,0% 1 532 

Veterinary 90,9% 91,6% 92,9% 93,0% 306 
Health 74,7% 74,0% 73,7% 71,7% 4 825 
Personal services 48,8% 50,5% 48,7% 48,8% 296 
In total  52,6% 52,7% 52,8% 52,9% 66 987 
      
Source: KOTA database, Ministry of Education Finland  

 

In the beginning of the 21st century women constitute the majority of the university students. Table 

2.3 shows the distribution of Finnish university students by degree and gender in 2005. 
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Table 2.3. Finnish University students by degree and gender 2005    
Finnish university students by degree and gender 2005 
  Number   %  
Degree  Total Women Men Women Men 
            
Bachelor's degree 24 615 14 447 10 168 58,7 41,3 
Master's degree 126 657 66 987 59 670 52,9 47,1 
Doctor's specialization 2 644 1 707 937 64,6 35,4 
Licentiate degree 4 418 2 018 2 400 45,7 54,3 
Doctoral degree 17 727 9 408 8 319 53,1 46,9 
              
Total  176 061 94 567 81 494 53,7 46,3 
       
Source: Statistics Finland, Vaaka vaaterissa?     

 

The proportion of women of new Doctors has increased being currently nearly 50 %. In the 1980’s 

women’s share of the Doctors was 22%, at the end of 1990’s around 40 %, and in the year 2000 it 

was 45,2 %. (Husu 2001, 75.) The proportion varies by field: In medical4 sciences the majority of 

new Doctors are women (63 %), but in engineering the proportion of women is still under 30 %. In 

Figure 2.1 is presented the change in women’s proportion among postgraduate students by field of 

science between 1990 and 2005. Women complete their postgraduate studies on average at 2 

years older age than men (33.5 / 31.7 respectively). Again there are variations according to the 

field: in medical and technical sciences women tend to complete their doctorate at 1-3 years 

younger age than men. (Husu 2001, 75-76.) 

Figure 2.1. The change in proportion of female postgraduate students by field between 1990 and 2005 

The changing of women’s proportion among Finnish postgraduate students by field of science 
between 1990 and 2005
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Source: KOTA database, Ministry of Education Finland 

                                                 
4 In this report medical sciences include medical sciences, dentistry and health science. 
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The proportion of women decreases in the higher levels of academic hierarchy. Women’s 

university career does not proceed the same way as men’s career. In the Table 2.4 is presented 

the proportions of female researchers in different fields. For comparison there are also presented 

the proportions of female postgraduate students by field of science in 2005. The decrease in the 

proportion of women is clearly seen. 

 

Table 2.4: the distribution of university researchers by field of science in Finland 
2005  
     
Distribution of researchers, 2005  
Field of science Researchers Women Proportion of women Proportion of female postgraduate students 
Natural sciences 798 189 23,7% 47,0% 
Engineering and 
technology 

786 113 14,4% 26,4% 

Medical sciences 527 197 37,4% 74,6% 
Agricultural 
sciences 

88 32 36,4% 58,5% 

Social sciences 356 113 31,7% 61,1% 
Humanities 402 189 47,0% 67,8% 

In total 2 957 833 28,2%   

     
Source: KOTA database, Ministry of Education Finland  
 

Women are a minority among the university research and teaching staff in spite of their dominance 

among the students in average. In Figure 2.2 is presented a typical university career path in 

Finland. It shows the percentage of men and women among new students, Master’s and doctoral 

degrees, and among university teaching staff. The figure shows that the proportion of men and 

women are nearly even in most of the points. The most significant differences can be seen in the 

proportions of Master’s degrees, senior assistant and professor posts. Women complete more 

Master’s degrees (60 %), but the setting turns around in senior assistant posts where the 

proportion of men is 62 %. Among the professors the proportions of men and women are even 

further apart. The proportion of women is 22 % and the proportion of men is 78 %. For comparison, 

in Figure 2.3 is presented the typical university career in EU-25 countries. In European level the 

gender scissors appear in average at an earlier stage of the university career and the difference is 

greater in the high end but the general outlines of the figures are very alike. 
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Figure 2.2. Typical university career path in Finland 

Typical university career path in Finland 2005
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Source: KOTA database, Ministry of Education Finland 
 

Figure 2.3. Typical university career path in EU-25 countries in 2003. 

Typical university career path in EU-25 countries in 2003

15

85

32

4243

59

68

58

41

57

0

10

20

30

40

50

60

70

80

90

Master's degree Doctoral degree Assistants and
fee-paid teachers

Senior assistants
and lecturers

Professors

%

Women

Men

 

Source: She Figures 2006 

 

The proportion of female professors has increased in time, but the rate of increase seems to be 

slowing down. In 1990 women’s share of the professors was 9,8 %, and in 1997 13,7 %. The 

associate professor post was abolished in 1998 and because of it, the proportion of female 

professors climbed up rapidly in one year being 18,4 % in 1998. The proportion however 

decreased the following year being 17,9 % in 1999. In 2000 the proportion of female professors 

was 20 %. (Husu 2001, 77-78.) 

The profile of the typical university career path varies by field. In Figures 2.4 a) and b) is presented 

the typical university career paths in engineering and medical sciences. The field of engineering is 

distinctively male-dominant except for the fee-paid teacher and lecturer posts where the majority is 
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women. The field of medicine is female-dominant for other parts but the professor posts, where the 

proportion of women is 33 %. 

Figure 2.4. a). Typical university career path in Engineering in Finland 

Typical university career path in technical sciences in Finland 2005 
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Source: KOTA database, Ministry of Education Finland 

 

Figure 2.4. b). Typical career path in Medical Sciences in Finland 

Typical university career path in medical sciences in Finland 2005
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Source: KOTA database, Ministry of Education Finland 

 

Women are in a slight majority in the population. The total population on Finland was 5 276 955 in 

2006, and the number of women was 2 693 213 (51 %).  

Women have formed the majority of the labor force with a higher education degree since the mid-

1990’s. (Husu 2005, 32). In 2000 the proportion of women with a higher education degree was 

38,1 % of all employed while the proportion of men was 29,7 %. In 2004 the corresponding figures 

were 40,9 % and 31,2 % respectively. Women are in majority among employees with Master’s 

degree: the proportion of women was 50,1 % in 2000 and 52,2 % in 2004. The proportion of 
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women decreases from majority to minority among the employees with a doctoral degree, although 

the proportion has increased. In 2000 the share of women among employees with a Doctor’s 

degree was 31,6 % and in 2004 36,3 %. (Statistics Finland.) The figures are shown in Table 2.5. 

Table 2.5.: Highly educated employed in Finland 
 
Highly educated employed in Finland in 2000 and 2004 
 

2000 

 
Total higher 
degrees 

% of 
employed 

Master's 
degree % 

Doctoral 
degree % 

Men  341 386 27,9 93 134 49,9 8 137 68,4 
Women 409 065 38,1 93 652 50,1 3 759 31,6 
       

2004 

 
Total higher 
degrees 

% of 
employed 

Master's 
degree % 

Doctoral 
degree % 

Men  358 846 31,2 102 670 47,8 9 726 63,7 
Women 452 007 40,9 112 340 52,2 5 533 36,3 
Source: Statistics Finland, StatFin service     

 

Majority of Finnish women are employed. The proportion of employed women was 67 % in 2005 

(Vaaka vaaterissa 2006, 32). Historically women’s participation in the labour market can be 

explained by necessity. After the Second World War Finland was poor because of e.g. 

reconstruction and war indemnity, and the women’s input in labour market was needed. The 

structural change from agricultural society into industrial and post-industrial society happened so 

rapidly in Finland that there was no time in forming of a male breadwinner model that was strong 

elsewhere in Europe. When women could afford to stay home, the climate favoured women’s 

participation in waged work. The day care system was built up at the same time. (Tuori & Silius 

2002, 78; 107.) 

The majority of women are also mothers. There are advanced social measures such as paid 

maternity, parental and paternity leaves, subjective right to day care for children under school age 

and right to child care leave for children under 3, and free school meals that facilitate combining 

work and family life (Husu 2001, 15; Tuori & Silius 2002, 107-108.) Yet women working full-time 

still often carry a double burden as they are expected to have the main responsibility in taking care 

of the household and children as well (Tuori & Silius 2002, 109). 

The principle of equal pay for equal work was established in both public and private sectors5 in 

1962. The principle of equal pay for work of equal value was incorporated into Finnish legislation in 

                                                 
5 In Finland the labour market is usually divided into public sector and private sector. The public sector 
consists of government sector and municipal sector which are usually presented separately. The private 
sector consists of private companies. All universities are state owned, and they belong to the government 
sector. 



 
 
 

©  
 

14

1987 in the Act on Equality Between Women and Men. Despite the legislation, the equal pay for 

women and men has not been realized. (Tuori & Silius 2002, 70.) 

The average difference in men’s and women’s wages in Finland has for long been 20 % in favour 

of men, meaning that women’s euro is 80 cents. (Petäjäniemi 2006, 15; Tuori & Silius 2002, 70.) 

The average wage of women was around 2200 euros in 2005, while the average wage of men was 

around 2800 euros the same year. In 1990 the corresponding figures were 1200 euros and 1500 

euros, so the pay gap has remained the same, or has even slightly increased. The pay gap within 

the same job was around 10 % in 2005. (Vaaka vaaterissa 2006, 59.) The difference exists in all 

sectors and in all levels of education. In academic teaching posts the average pay gap is 4 %. In 

Table 2.6 is presented the average income of men and women by sector in 2000 and 2005, and in 

Table 2.7 the average monthly income in euros of the university teaching staff and researchers by 

title in 2005.6 

Table 2.6. Average salaries by sector     
        
Monthly salaries (full-time and full-paid) by sector 2000 and 2005 (euros)  
        
  2000 2005 
  Men Women Pay gap Men Women Pay gap 
Public 
sector     %     % 
Government 2 411 1 927 20,1 2 943 2 398 18,5 
Municipalities 2 124 1 796 15,4 2 550 2 156 15,5 
Private 
sector 2 261 1 824 19,3 2 760 2 246 18,6 
        
Source: Statistics Finland, Vaaka vaaterissa?    

 

Table 2.7. Regular monthly income in government sector by title in Finland 2005  
      
Regular monthly income by title in 2005 (euros)   
      
Grade Title   Men Women Difference 
A Professor   5053 4844 4,1% 
B Senior assistant 3103 2995 3,5 % 
B Lecturer   3479 3307 4,9 % 
C Assistant   2263 2163 4,4 % 
C Fee-paid teacher 2506 2524 -0,7* % 
D Researcher 2541 2364 7,0 % 
D Postgraduate student 1923 1853 3,6 % 
*negative figure means that women’s salary is larger in given category 
Source: Statistics Finland, StatFin service   

                                                 
6 The salary system of the state salaries has undergone a fundamental reform in 2005. The old seniority 
increment based system has been replaced with a new system where the salary is determined by the 
competence and performance of the employee. The transition is recent and partially ongoing, so the gender 
effects of the change are not yet to be seen. 
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The labour market is segregated by gender. The proportions of men and women are roughly even 

in only 10 % of the jobs. Female-dominated fields are less paid than male-dominated. (Tuori & 

Silius 2002, 70.) Women are in majority in education, humanities, health and social services, trade 

and service sector while men are in majority in engineering and technology, construction, transport 

and industry. (Statistics Finland.)   

It is characteristic to Finnish labour market that the majority of employees in the public sector are 

women and the majority of employees in the private sector are men (Tuori & Silius 2002, 115; 

Statistics Finland). When looking at the distribution of research personnel by gender in different 

sectors in 2005, the proportion of women was highest in the public sector, and the proportion of 

men in the private sector (Table 2.8). The total proportion of women was less than 50 % in all 

sectors.  

Table 2.8. Research personnel by post     

Research personnel in Finland 2005 Total 
Women 
% Researchers 

Women 
% 

Other R&D 
personnel 

Women 
% 

Total   77275 34,2 50773 30,2 26502 41,7 
                
Companies 40802 22,5 26122 17,7 14680 30,9 
Industry   28764 21,9 19523 17,2 9240 31,9 
Other fields 12038 23,8 6598 19,4 5440 29,1 
                
Public sector 10680 48,2 6156 42,7 4524 55,7 
Governmental administrative branches 9719 47,5 5463 41,8 4256 54,7 
Other public institutions 207 54,1 159 44,0 48 87,5 
Private non-profitable activities 754 56,6 534 51,5 220 69,1 
                
Higher Education sector 25793 46,9 18495 43,7 7298 54,9 
Universities 19674 42,7 14861 41,3 4813 47,3 
University hospitals 2801 66,3 1680 53,8 1121 84,9 
Polytehcnics 3318 55,1 1954 53,7 1364 57 
Source: Statistics Finland       

 

The proportion of women among research personnel was highest in the public sector, 48,5 % of all 

research personnel; 42,7 % of researchers; and 55,7 % of other research personnel (excluding 

researchers). The least women was in companies, where the proportion of women is 22,5 % of all 

research personnel; 17,7 % of researchers; and 30,9 % of other research personnel. The highest 

proportion of female research personnel was found at the University hospitals, where the 

proportion was 66,3 % of all research personnel. The proportion of female researchers was highest 

in the higher education sector, 43,7 %, and the proportion of women in other research personnel 

was highest in other public institutions, 87,5 %.  

In total, the proportion of women of all research personnel in all sectors was 34,2 %. Within the 

research personnel women’s share of researchers was 30,2 % and 41,7 % of other research 
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personnel. To conclude, the figures show that the proportion of women in research personnel was 

highest in the public and higher education sectors, and furthermore among personnel other than 

researchers. Women were in minority in all research personnel and researchers. The smallest 

proportion of women was among researchers in the company sector.  

In Table 2.9 is presented the distribution of research personnel with a university degree in different 

sectors in Finland in 2005. The proportion of women among research personnel with a Doctor’s 

degree was 34,1 %. Again the highest proportion of women can be found in the public sector, 35,9 

%, and the lowest in the company sector, 21,6 %.  

Table 2.9. Research personnel by education 
Doctor's degree Other university degree 

Research personnel in Finland 
2005 Total Total Women 

Women 
% Total Women 

Women 
% 

Total   77275 10165 3464 34,1 29975 10383 34,6 
                  
Companies 40802 1457 314 21,6 15988 3371 21,1 
Industry   28764 849 178 21,0 10619 2190 20,6 
Other fields 12038 607 136 22,4 5369 1181 22,0 
                  
Public sector 10680 1834 679 37,0 4148 1905 45,9 
Governmental administrative 
branches 9719 1616 600 37,1 3699 1628 44,0 
Other governmental institutions 207 49 12 24,5 90 60 66,7 
Private non-profitable activities 754 167 67 40,1 359 217 60,4 
                  
Higher Education sector 25793 6874 2471 35,9 9839 2471 25,1 
Universities 19674 5873 1996 34,0 7399 1996 27,0 
University hospitals 2801 621 284 45,7 886 284 32,1 
Polytehcnics 3318 380 191 50,3 1554 191 12,3 
Source: Statistics Finland        

 

It is also characteristic for the Finnish labour market that atypical, fixed-term and part-time 

contracts more common among women than among men. Part-time work is common especially 

among young women (under 25 years). In 2005 50 % of young women worked part-time, when in 

1990 the corresponding figure was 23,6 %. To compare, in 2005 the proportion of young men 

(under 25) working part-time was 28 %, and in 1990 it was 14 %. The main reasons for working 

part-time were studying and the absence of full-time work. The part-time contracts are typical in 

female dominant fields, but in all fields the proportion of part-time women is in generally bigger that 

the proportion of part-time men. (Vaaka vaaterissa 2006, 35-36.) 

In 2005 20 % of women had fixed-term contracts. 72 % of them worked with fixed-term contracts 

because they did not have a permanent position. To compare, in 2005 13 % of men worked with 

fixed-term contract, and 63 % of them because they did not have a permanent position. The fixed-

term contracts are most common in the public sector, where the majority of employed are women, 
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but the difference between proportions of men and women is the greatest in the private sector, 

where on the other hand the majority of both men and women work. (Vaaka vaaterissa 2006, 35-

36; Naiset ja miehet Suomessa 2005.) Fixed-term contracts are very typical in universities. In 2006 

36,4 % of the university staff had temporary contracts (TIEKE 2007). 

Equality issues in working places are legislated in Finland. Overt discrimination “on the basis of 

sex” has been legally prohibited and sanctioned since 1986 by the Act of Equality between Women 

and Men. (Husu 2001, 13-15.) The legislation covers recruitment, employment and salary, and also 

the ending of contracts (Tuori & Silius 2002, 73).  

In 1995, the Equality Act was amended by adding an equality quota paragraph. The Act now states 

that the minimum percentage of both women and men in government committees, advisory boards 

and other corresponding bodies shall be 40, unless there are special reasons for contrary. The 

quota paragraph has lead to the increase of the proportion of women in the decision-making 

bodies (Statistics Finland). The quota paragraph does not however concern presiding officers. In 

table 2.10 is presented the share of women in the central Finnish R&D decision-making bodies. 

The figures include the presiding officers. The proportion of women varies between 34,8 % and 

54,5 %. Women are in minority in all but two decision-making bodies, the Research Council for 

Culture and society and the Research Council for Health under the Academy of Finland. 

Table 2.10. Women in Finnish R&D decision-making bodies 2005   
    
Women in R&D decision-making 

Name of Body  

Number 
of 

members 
Number of 

women  

Proportion of 
female members 

(%) 
The Academy of Finland Governing Board 7 3 42,9% 
Research Council for Biosciences and Environment 11 5 45,5% 
Research Council for Culture and Society 11 6 54,5% 
Research Council for Health 11 6 54,5% 
Research Council for Natural Sciences and 
technology 11 5 45,5% 
The Science and Technology Policy Council of 
Finland 23 8 34,8% 
Board of Finnish Funding Agency for Technology 
and Innovation (TEKES) 9 4 44,4% 
    
Source: Organizations mentioned 

 

Another amendment to the Equality Act since 1995 concerns equality planning. All employers with 

a staff of at least 30 must include measures to promote equality between women and men at the 

workplace in the annual personnel and training plan or the action programme for labour protection. 

This concerns all universities, research institutes and equivalents. (Husu 2001, 88; Statistics 

Finland.) In 2005 the Equality Act was again amended. The equality planning in workplaces was 
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specified, and currently the implementation of the equality plans has to be checked annually and 

revised in necessary parts. The neglect of making and checking an equality plan is also 

sanctioned. 

The Academy of Finland accepted a Gender Equality Action Plan in 2000, which consolidates and 

articulates the Academy policy in this field and sets up new concrete measures to promote gender 

equality throughout the Academy’s research funding and research management. The Plan is 

based on the principle of mainstreaming, and it sets up a target of 40 % of the minority gender for 

appointments, the principle of positive discrimination: preferring the minority group candidate in 

cases where two candidates are equally merited. (Husu 2001, 89.) 

Most of the universities have established Equality Committees, and accepted Equality Plans or 

equality issues are included in other plans such as Personnel Development Plans (Husu 2001, 89). 

University of Oulu has had a Plan of Equality since 1997, and parts from the current Plan is 

included in chapter 4 “Gender policy at the University” of this report.  

 



 
 

3. Statistical background at the university 
 
University of Oulu was founded in 1958. In the first semester in 1959 the University had 424 

students, 263 men and 161 women. The number of students grew rapidly. Currently there are 

nearly 17 000 students in the University of Oulu, and nearly half of them are women. The 

proportion of women has always been relatively large. In 1959, the share of female students was 

38 %. 35 years later in 1993 the proportion was 49,1 % and it has stayed around 50 % to present 

day. In 2005 the University of Oulu had 16 076 students with a share of 48,2 % of female students. 

(Kota database; Oulun yliopiston historia 1998, 265.) The proportion of male and female students 

in the University of Oulu between 1960 and 2005 are presented in Figure 3.1. 

 

Figure 3.1. The proportion of male and female students in the University of Oulu 1960-2005 

Proportion of students by gender in the University 
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Source: Oulun yliopiston historia 1958-1993 (years 1960-1980); KOTA database, Ministry of Education Finland (years 1990-) 

 

There are six faculties in the University of Oulu: Technology, Medicine, Science, Education, 

Humanities and Economics. The biggest faculties by staff, teaching staff and students in 2005 are 

the Faculty of Technology, Medicine and Science. The Faculty of Technology has the most staff 

and students, and the Faculty of Medicine has the most teaching staff.  

 

The gender distribution of students in the University of Oulu differs from the general tendency in 

the Finnish Universities: the University of Oulu has throughout its history had more male students 

than female students. The proportion of male students has varied between 51,9 – 71,2 %. The 

prevalence of male students has been explained e.g. by the presence of the Faculty of Technology 

within the University. (Oulun yliopiston historia 1998, 269.) The gender distribution of all students in 
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the university has been nearly even from the 1980’s but it varies a great deal between faculties. 

Figure 3.2. shows the gender distribution of students by faculties in 2005.  

Figure 3.2. Male and female students by faculties 

Students by faculties in the University of Oulu 2005
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Source: KOTA database, Ministry of Education Finland 

 

In the Faculty of Medicine the majority of the students have been women from the 1980’s when the 

proportion of women was 55 %. In 2005 the share of female students was nearly 70 %. In the 

Faculty of Technology the situation is the opposite: the vast majority of students are men with a 

proportion of 81,3 % in 2005. Regardless of the considerable majority of male students, in 2005 the 

proportion of female students was higher than ever, 18,7 %. The distribution of male and female 

students in Faculty of Medicine between 1980 and 2005, and in the Faculty of Technology 

between 1960 and 2005 is presented in Figures 3.3 a) and b). 

Figure 3.3 a). The proportion of male and female students in the Faculty of Medicine in the University of Oulu between 1980 and 2005 
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Source: Oulun yliopiston historia 1958-1993 (year 1980); KOTA database, Ministry of Education Finland (years 1990-) 
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Figure 3.3 b). Students in the Faculty of Technology in the University of Oulu between 1960 and 2005 

Proportion of students by gender in the Faculty of 
Technology in the University of Oulu 1960-2005
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Source: Oulun yliopiston historia 1958-1993 (years 1960-1980); KOTA database, Ministry of Education Finland (years 1990-) 

 

The gender distribution of staff in the University of Oulu has similarities with the students’ gender 

distribution. When looking at the university as a whole the gender distribution is nearly even. In 

2006 the proportion of women was 50,5 %. The faculties differ from each other by the gender 

distribution. In the Faculty of Medicine and the Faculty of Technology the general gender 

distribution of the staff resembles the gender distribution of the students. In the Faculty of Medicine 

the majority of the staff is women while in the Faculty of Technology the majority of the staff is 

men. The proportion of female staff in the Faculty of Technology is only 26 %. (Annual Report of 

the University of Oulu 2006.) The proportion of women further decreases among the teaching staff 

(12 %). The distribution of teaching staff by gender in different faculties in the University of Oulu in 

2005 is presented in figures 3.4 a) to f).  

Figure 3.4 a). Teaching staff in the Faculty of Technology 

Budget-funded teaching staff by gender in the Faculty 
of Technology in the University of Oulu 2005
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Source: KOTA database, Ministry of Education Finland 
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Figure 3.4 b). Teaching staff in the Faculty of Medicine 

Budget-funded teaching staff by gender in the Faculty 
of Medicine in the University of Oulu 2005
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Source: KOTA database, Ministry of Education Finland 

Figure 3.4 c). Teaching staff in the Faculty of Humanities 

Budget-funded teaching staff by gender in the Faculty 
of Humanities in the University of Oulu 2005
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Source: KOTA database, Ministry of Education Finland 

Figure 3.4 d). Teaching staff in the Faculty of Education  

Budget-funded teaching staff by gender in the Faculty 
of Education in the University of Oulu 2005
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Source: KOTA database, Ministry of Education Finland 
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Figure 3.4 e). Teaching staff in the Faculty of Science  

Budget-funded teaching staff by gender in the faculty 
of Science in the University of Oulu 2005
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Source: KOTA database, Ministry of Education Finland 

Figure 3.4 f). Teaching staff in the Faculty of Economics  

Budget-funded teaching staff by gender in the Faculty 
of Economics in the University of Oulu 2005
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Source: KOTA database, Ministry of Education Finland 

 

The first female professor in the University of Oulu was appointed in 1963 in Botany. In addition to 

her, one female professor was nominated in the 1960’s. In 1970 the proportion of female 

professors was 2 %, and ten years later in 1980 around 5 %. In the beginning of the 1990’s the 

proportion was 10 %. (Oulun yliopiston historia 1998, 248.). The growth rate has remained the 

same or has even slightly decreased when coming to the 21st century: in 2005 the share of female 

professors was 16 % in the University of Oulu. The proportion of female professors varies by 

faculty, but in every faculty the majority of the professors are men. In 2005, the proportion of 

female professors in the faculty of Medicine was 21 % and in the faculty of Technology 6 %. In 

table 3.1 is presented the distribution of professors by field in the University of Oulu.  
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Table 3.1. Professors by faculty In the University of Oulu 2005 
     
Professors by faculty in the University of Oulu 2005 
     
Faculty Professors Women % Women % Men 
Humanities 20 6 30,0 70,0
Education 17 7 41,2 58,8
Economics 10 1 10,0 90,0
Natural sciences 68 7 10,3 89,7
Engineering 53 3 5,7 94,3
Medicine 61 13 21,3 78,7
     
Source: KOTA database, Ministry of Education Finland   
 

The typical university career path in the University of Oulu can be divided into two sections by 

gender distribution. Women are in majority among new students (57 %) and in Master’s degrees 

(59 %). The proportions are nearly 50-50 % in Doctor’s degrees, but after that women fall into 

minority. The proportion of women among fee-paid teachers is 42 %, assistants 32 %, lecturers 41 

%, senior assistants 27 % and among professors 16 %. This is presented in Figure 3.5: Typical 

university career in the University of Oulu 2005. The gender scissors appear at Doctoral degree 

stage, and the proportions of men and women are further apart than in Finland in general (cf. 

Figures 2.2 and 2.3 in Chapter 2).  

 

Figure 3.5. Typical university career path in the University of Oulu 

Typical academic career path in the University of Oulu 2005
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Source: KOTA database, Ministry of Education Finland 

 

The profile of the typical university career varies by faculty. In the Faculty of Technology men are in 

clear majority at all stages of a typical university career, beginning from new students (66 %), 

Master’s and Doctoral degrees (79 % both), assistants (83 %), lecturers (87 %) and senior 
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assistants (94 %). The proportion of male professors was also 94 % in 2005. In the Faculty of 

Medicine the gender distribution varies considerably along the typical university career path. 

Women are in majority among new students (62 %) and in Master’s and Doctoral degrees (74 and 

68 % respectively). Among assistants and lecturers the proportion of men and women is nearly 

even women representing a slight minority (45 and 46 % respectively). The majority of senior 

assistants are women (60 %), but the proportion decreases sharply among professors (21 %). The 

typical university career paths in engineering and medical sciences in the University of Oulu are 

presented in Figures 3.6 a) and b). 

Figure 3.6 a). Typical university career path in engineering in the University of Oulu 

Typical academic career in engineering in the University of Oulu 2005
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Source: KOTA database, Ministry of Education Finland 

 

Figure 3.6 b). Typical university career path in medical sciences in the University of Oulu 

Typical academic career in medical sciences in the University of Oulu 
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The average age of the personnel in the University of Oulu was 41 years in 2005. The average age 

varies by Faculties: In the Faulty of Technology the average age of the staff was the lowest, 36,9 

years. The highest average age was in the Faculty of Education, 44,7 years.  

The professors have the highest average age, 52,1 years. Lecturers form the second group with an 

average age of 47,8. Senior assistants are in average 42,2 years, fee-paid teachers 39,1 years, 

and assistants 32,5 years. The average age of the research staff is 34,4 years, and the average 

age of the postgraduate students is 29,8 years. 

In the Faculty of Technology the average age of professors is 51,4 years (men) and 50,8 years 

(women). The average age of lecturers is 49,5 years (men) and 52,5 years (women), senior 

assistants 42,8 years (men) and 46,3 years (women), assistants 34,4 years (men) and 30,4 years 

(women), researchers 34,7 years (men) and 32,5 years (women), and postgraduate students 29,4 

years (men) and 27,8 years (women). 

In the Faculty od Medicine the corresponding figures are: professors 54,9 years (men) and 51,4 

years (women), lecturers 53 years (men) and 46 years (women), senior assistants 36 years (men) 

and 41,5 years (women), assistant teachers (equals to senior assistant in grade) 43 years (men) 

and 44,1 years (women), assistants 32,9 years (men) and 34,1 years (women), researchers 39,1 

years (men) and 33,6 years (women), and postgraduate students 31,2 years (women). The 

distribution of staff by age in different positions is presented in Table 3.2 and Figures 3.7 a) - d). 

Table 3.2. Research and teaching staff by age in the Faculties of Technology and Medicine in the University of Oulu 2005 
            
Research and teaching staff in the Faculty of Technology by age 2005   

    <40 
% of 
total 40-49 

% of 
total ≥50 

% of 
total TOTAL 

Grade Title Men Women   Men Women   Men Women     
A Professor 8 0 13,3 12 3 25,0 36 1 61,7 60

B 
Senior 
assistant 16 2 51,4 8 0 22,9 8 1 25,7 35

B Lecturer 0 0 0,0 7 0 50,0 5 2 50,0 14
C Assistant 39 14 80,3 10 2 18,2 1 0 1,5 66
D Researcher 185 68 84,3 26 6 10,7 13 2 5,0 300
  TOTAL 248 84 69,9 63 11 15,6 63 6 14,5 475
            
Research and teaching staff in the Faculty of Medicine by age 2005   

    <40 
% of 
total 40-49 

% of 
total ≥50 

% of 
total TOTAL 

Grade Title Men Women   Men Women   Men Women     
A Professor 0 1 1,4 12 5 23,9 42 11 74,6 71

B 
Senior 
assistant 18 12 42,3 6 18 33,8 7 10 23,9 71

B Lecturer 0 1 20,0 0 1 20,0 2 1 60,0 5
C Assistant 12 23 70,0 2 10 24,0 1 2 6,0 50
D Researcher 11 48 72,8 4 13 21,0 2 3 6,2 81
  TOTAL 41 85 45,3 24 47 25,5 54 27 29,1 278
            
Source: University of Oulu           
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Figure 3.7 a). The distribution of male research and teaching staff in the faculty of Technology 2005 
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Figure 3.7 b). The distribution of female research and teaching staff in the faculty of Technology 2005 
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Figure 3.7 c). The distribution of male research and teaching staff in the faculty of Medicine 2005 

Distribution of male research and teaching staff by age in 
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Figure 3.7 d). The distribution of female research and teaching staff in the faculty of Medicine 2005 

Distribution of female research and teaching staff by age 
in the Faculty of Medicine 2005
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The majority of the university staff has a university degree. In 2005 the proportion of staff with a 

Master’s degree was 34,2 %. 25 % of the staff had doctoral degree. The proportion of Bachelor’s 

degree was 3,7 %. In the Faculty of Technology 35,8 % of the staff had Master’s degree and 23,7 

% had doctoral degree. The proportion of Bachelor’s degree was 1,9 %. In the Faculty of Medicine 

24,7 % of the staff had Master’s degree and 32,1 % had doctoral degree. The proportion of 

Bachelor’s degree was 3,5 %. The distribution of staff by degree is shown in the Table 3.3. The 

figures show clearly that the proportion of women is the largest in the Bachelor’s degree and 

decreases towards the doctoral degree.  

Table 3.3. Staff with a university degree    
       
Staff with a university degree in the University of Oulu 2005  
       
  Total University of Oulu  
Degree  Men Women Total % Women % of total staff 
Doctoral degree 539 275 814 33,8 25 
Master's degree 528 586 1114 52,6 34,2 
Bachelor's degree 49 72 121 59,5 3,7 
TOTAL   1116 933 2049 45,5 62,9 
  Faculty of Technology  
Degree  Men Women Total % Women % of total staff 
Doctoral degree 146 27 173 15,6 23,7 
Master's degree 194 68 262 26,0 35,8 
Bachelor's degree 9 5 14 35,7 1,9 
TOTAL   349 100 449 22,3 61,4 
  Faculty of Medicine  
Degree  Men Women Total % Women % of total staff 
Doctoral degree 79 77 156 49,4 32,1 
Master's degree 39 81 120 67,5 24,7 
Bachelor's degree 1 16 17 94,1 3,5 
TOTAL   119 174 293 59,4 60,3 
       
Source: University of Oulu     
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In Table 3.4 is presented the number of publications7 in the Faculties of Technology and Medicine 

in 2005. The number of men’s and women’s publications includes all authors in a publication, 

hence the total number of publications is smaller than the total of men’s and women’s publications. 

In the table is also presented the publication per person ratio that shows the publication data with 

relation to the number of the research staff (grades A-D personnel; see Chapter 3.1). The figures 

show that in 2005 men had more international publications per person in both Faculties of 

Technology and Medicine, and more national publications in the Faculty of Medicine. In the Faculty 

of Technology women had more national publications per person. Quantitatively men had more 

publications in both Faculties. In the Faculty of Technology there were in average two men per 

international publication in 2005, and nearly as much in the Faculty of Medicine. 

Table 3.4: Publication data 2005         
National and international publications in the Faculties of Technology and Medicine in the University of 
Oulu 2005 
         
 Faculty of Technology   
     publication/person ratio   
  Men Women Total Men Women Total   
Number of publications (national) 125 89 94 0,3 0,9 0,2   
Number of publications (international) 1 034 162 511 2,8 1,6 1,1   
         
 Faculty of Medicine   
     publication/person ratio   
 Men Women Total Men Women Total   
Number of publications (national) 372 206 349 3,1 1,3 1,3   
Number of publications (international) 1 064 637 608 5,4 4,0 2,2   
Source: University of Oulu         

 

In Table 3.5 is presented project data in 1999/2000 and 2004/2005 in the Faculties of Technology 

and Medicine. The figures concern projects that have begun during the mentioned periods. In the 

Faculty of Technology the majority of project leaders are men. The proportion of women has 

increased in five years’ time from under 4 % to 9 %. In the Faculty of Medicine women have moved 

from minority to majority among project leaders. The proportion of women has grown from 40 % to 

nearly 60 %. 

 

                                                 
7 The publication data is sorted by national and international publications and it includes 
- national: scientific monographies published in a national publication  (excluding 
departments' publications and dissertations); articles in national scientific journals (referee publication); 
articles in national edited publications; articles in the University's own series publication; 
- international: scientific monographies published abroad; articles in foreign or international scientific journals 
(referee publication); articles in foreign or international edited publications. 
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Table 3.5: Project data 2005         
Project leaders and running times in the Faculties of Technology and Medicine in the University of Oulu 
1999/2000 and 2004/2005 
         
Faculty of Technology 1999/2000   2004/2005     
  Men Women Total Men Women Total   
Project leaders 30 1 31 132 13 145   
Project running times (mean) 69 mths     33 mths 32 mths     
Projects running for the time 
being (number) 27 1 28 99 10 109   
         
Faculty of Medicine 1999/2000 2004/2005   
  Men Women Total Men Women Total   
Project leaders 6 4 10 23 33 56   
Project running times (mean)       36 mths 41 mths     
Projects running for the time 
being (number) 6 4 10 15 19 34   
         
Source: University of Oulu         

 

 

In the University of Oulu, the University Board is the highest decision-making body. The board 

appoints the professors. The composition of the Board is the following: 

Rector (Chairman of the Board) 

3 Vice Rectors 

6 Deans of the Faculties 

6 members of the staff 

4 student members 

Total 20 members 

The members of the staff are elected. The student union selects the student members. 

Rector nominates the docents. Rector is elected by an electoral collegial body, which consists of 

members of the University Board and the Faculty Councils, directors of separate departments and 

the chief of administration. Rector has three Vice rectors. 

There are Faculty Councils in each faculty. The Faculty Council decides on employment of 

teachers and researchers. There are 14-26 members in the Council depending from the size of the 

faculty. The members consist of professors, other staff members and students. The Council elects 

the Dean of the Faculty among the members of the Council. Dean leads the Council. 

Department Councils and the Heads of Department are responsible for departments’ 

management. 
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In Table 3.6 is presented the decision-making positions and bodies in the University of Oulu, the 

Faculties of Technology and Medicine with the proportion of women in 1994/1995, 1999/2000 and 

2004/2005. The figures include presiding officers. In 2005 women were in minority in all levels of 

decision making, except for one department council where the proportion of women is 50 %. The 

proportion of women has decreased in the highest decision-making positions and bodies between 

2000 and 2005. The proportion of women has also decreased in the Faculty Council of the Faculty 

of Technology. In different departments the proportion of women has increased in some and 

decreased in some. In the Department of Process and Environmental Engineering the proportion of 

women in the Department council has increased the most. In the Faculty of Medicine the 

proportion of women in the Faculty Council has increased, but decreased among the Heads of 

Department. 

Table 3.6. Decision-making persons in the University of Oulu, the Faculty of Technology and the Faculty of Medicine  
Women in decision-making in the University of Oulu 1994/1995, 1999/2000 and 2004/2005 
          
Decision-making positions/body 1994/1995 1999/2000 2004/2005 

  Men Women % Women Men Women % Women Men Women
% 
Women 

University of Oulu                   

University Board       15 5 25 16 4 20

Rector 1 0 0,0 1 0 0,0 1 0 0,0

Vice Rectors 2 0 0,0 1 1 50,0 2 1 33,3

The Faculty of Technology                   

Dean  1 0 0,0 1 0 0,0 1 0 0,0

Vice Dean 1 0 0,0 1 0 0,0 1 0 0,0

Faculty Council       21 5 19,2 22 4 15,4

Head of Department 5 0 0,0 5 0 0,0 5 0 0,0

Department Council                   

Architecture 11 5 31,3 11 7 38,9 9 9 50,0
Electrical and Information 
Engineering 24 2 7,7 23 3 11,5 23 3 11,5

Mechanical Engineering 20 3 13,0 23 1 4,2 21 2 8,7
Process and Environmental 
Engineering 15 1 6,3 18 4 18,2 16 5 23,8
Industrial Engineering and 
Management - - - 9 5 35,7 11 3 21,4

The Faculty of Medicine                   

Dean  1 0 0,0 1 0 0,0 1 0 0,0

Vice Dean 1 0 0,0 1 0 0,0 1 0 0,0

Faculty Council       20 5 20,0 16 11 40,7

Head of Department 5 3 37,5 6 4 40,0 7 4 36,4

Head of Clinic       15 1 6,3 14 2 12,5
          
Source: University of Oulu     
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In Table 3.7 is presented the number of applicants for positions and the number of accepted 

applicants for positions in the Faculties of Technology and Medicine in 1999/2000 and 2004/2005. 

In general the number of female applicants has doubled in the Faculty of Technology, but the 

number of accepted female applicants has remained the same between 1999/2000 and 

2004/2005. In other words, women’s success rate has decreased. The proportion of women 

among accepted applicants for positions was 12 % in 1999/2000 and 15 % in 2004/2005, and 

among accepted applicants for professors 14 % in 1999/2000. In 2004/2005 there were no female 

applicants for professors. In the Faculty of Medicine the success rate for both men and women has 

increased, and the proportion of accepted female applicants has dropped from 60 % to 53 % in five 

years’ time. The proportion of accepted female applicants for professors has decreased from 50 % 

to 43 %. 

Table 3.7. Applicants for positions in the Faculty of Technology and the Faculty of Medicine  

         
Applicants for positions in Faculty of Technology 
  1999/ 2000 2004/ 2005 
  Men Women % 

Women 
Total Men Women % 

Women 
Total 

All applicants for positions 67 7 9 % 74 58 15 21 % 73 
Accepted applicants for positions 30 4 12 % 34 23 4 15 % 27 
All applicants and accepted for 
docents 

6 1 14 % 7 3 1 25 % 4 

All applicants for professors 13 2 13 % 15 10 0 0 % 10 
Accepted applicants for 
professors 

6 1 14 % 7 5 0 0 % 5 

Appointed by invitation 0 1 100 % 1 3 0 0 % 3 
         
         
Applicants for positions in Faculty of Medicine 
  1999/ 2000 2004/ 2005 
  Men Women % 

Women 
Total Men Women % 

Women 
Total 

All applicants for positions 58 65 53 % 123 42 67 61 % 109 
Accepted applicants for positions 14 21 60 % 35 26 29 53 % 55 
All applicants and accepted for 
docents 

4 10 71 % 14 16 6 27 % 22 

All applicants for professors 17 10 37 % 27 9 7 44 % 16 
Accepted applicants for 
professors 

3 3 50 % 6 4 3 43 % 7 

Appointed by invitation 1 2 67 % 3 0 2 100 % 2 
         
Source: Minutes of the meetings of the Faculty Councils 

 

The State salary system reform has been implemented extensively in 2005, including in the 

University of Oulu. Under the old system, the monthly salary was the sum of the basic salary 

(salary grades A1 - A34), a cost-of-living allowance (6 or 9 per cent of the basic salary) and age 

increments based on years of service (0-6 increments over a period of 18 years totalling at most 28 
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per cent of the sum of the basic salary and the cost-of-living allowance). The new salary systems 

are agency-specific, but drawn up according to general principles. The salary is made up of a basic 

salary based on the demands of the job, plus a personal component based on personal 

performance and competence, which can be a maximum of 50 per cent of the basic salary 

depending on the contract clauses for each sector. The level of requirements of the job and the 

performance of the employee will be reviewed annually in individual discussions on performance 

and professional development. In some cases, the new systems also take account of experience 

through a component based on years of service. (Ministry of Finance Finland.) 

In Table 3.8 is presented men’s and women’s average wages by post in the Faculties of 

Technology and Medicine in the University of Oulu in 2005 (old salary system). The figures are 

average salaries and they include possible project supplement that are common in the Faculty of 

Technology. In the Faculty of Technology female professors and senior assistants had better 

salary than their male counterparts. In case of professors the difference was slight, 0,4 %. In the 

Faculty of Medicine female professors had also better salaries than their male counterparts by 4,4 

%. Also the female assistants earned more than male assistants in the Faculty of Medicine. In all 

other posts men have bigger salaries. The average pay gap was smaller in the Faculty of Medicine 

- 9,6 % while in the Faculty of Technology it was 10,3 %. The biggest differences could be found 

among the senior assistant posts in the Faculty of Technology and among lecturer posts in the 

Faculty of Medicine. When looking at the average gaps by gender, in the Faculty of Technology the 

average pay gap was the same being 10,3 %. In the Faculty of Medicine the average pay gap was 

13,4 % for men and 3,9 % for women.  

Table 3.8. Men's and women's average wages by post 2005    
       
Average wages by post in the Faculties of Technology and Medicine 2005 (euros) 
       
Faculty of Technology Men N Women N gap %  
Professors 4940 56 4959 4 -0,4*  
Lecturers 3388 12 2925 2 13,7  
Senior assistants 2651 32 3183 3 -20,1  
Assistants 1909 50 1853 16 2,9  
Research personnel 2493 175 2270 56 8,9  
Post-graduate students 2370 49 2000 20 15,6  
       
Faculty of Medicine Men N Women N gap %  
Professors 4760 54 4969 17 -4,4  
Lecturers 3828 2 3026 3 21,0  
Senior assistants 3042,5 31 2863 40 5,9  
Assistants 1888 15 1951 35 -3,3  
Research personnel 2427 17 2103 58 13,3  
Post-graduate students - - 1511 6    
*negative figure means that women’s salary is better in given category 
Source: University of Oulu       
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The fixed-term work contracts are characteristic to universities because of the universities’ type of 

activity: research, teaching and postgraduate education. In the university of Oulu the proportion of 

fixed-term contracts of all contracts was 60,2 % in 2006 (61,7 % in 2005). The average length of a 

contract was 6 months and the majority of fixed-term employees were men. The majority of fixed-

term researchers were also men. (Annual report of the University of Oulu 2006.) 
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- = not available                      
Source: Personnel information register,  University of Oulu; Annual report of the University of Oulu 2000 and 2005; Minutes of Board and Council meetings in question 
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PERSONNEL - FACULTY OF MEDICINE   
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- = not available                      
Source: Personnel information register, University of Oulu; Annual report of the University of Oulu 2000 and 2005; Minutes of Board and Council meetings in question 
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RESEARCH - Faculty of Technology 
1994/ 1995 1999/ 2000 2004/2005 

  Men Women Total Men Women Total Men Women Total 
Publication data              
Number of publications (national) - - - - - - 125 89 94 
Number of publications (international) - - - - - - 1 034 162 511 
Citation index* (cumulative) - - - - - - - - - 
Project leaders (national & international,          
projects that have started during 99/00, 04/05)  - - - 30 1 31 132 13 145 
Project budgets  of national - - - - - - - - - 
Project budgets of international   - - - - - - - - - 
Project running times (mean) - - - 69 months    33 months 32 months  
Projects running for the time being - - - 27 1 28 99 10 109 
          
* Without self-citation          
          
RESEARCH - Faculty of Medicine          

  1994/ 1995 1999/ 2000 2004/2005 

  Men Women Total Men Women Total Men Women Total 
Publication data              
Number of publications (national) - - - - - - 372 206 349 
Number of publications (international) - - - - - - 1 064 637 608 
Citation index* (cumulative) - - - - - - - - - 
Project leaders (national & international,          
projects that have started during 99/00, 04/05) - - - 6 4 10 23 33 56 
Project budgets  of national - - - - - - - - - 
Project budgets of international   - - - - - - - - - 
Project running times (mean) - - -    36 months 41 months  
Projects running for the time being - - - 6 4 10 15 19 34 
          
* Without self-citation          
- = not available          
          
Source: University of Oulu          
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INCOME - Faculty of Medicine 
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3.2. Short summary of the statistical data 
 

In the University of Oulu, women are in majority among new students and Master’s degree holders. 

The proportion of women decreases towards the highest academic posts being the smallest in the 

professor post. The proportion of women varies by Faculty, but the professor post is distinctively 

male-dominant in all Faculties, including both the Faculty of Technology and the Faculty of 

Medicine. In the Faculty of Technology the proportion of women was at its largest 34 % among 

new students in 2005. In the professor post the proportion of women was 6 %. In the faculty of 

Medicine the proportion of women varied between 45 % and 60 % before the professor post where 

the proportion of women decreased sharply being 21 %.  

When looking at the staff by university degree, the proportion of women decreases as the degrees 

get higher. Women are in majority among the Bachelor’s degree holders, but in minority among 

Doctor’s degree holders. In the Faculty of Technology women are in minority among the Bachelor’s 

degree holders as well, but the proportion of women further decreases in Master’s degree being 

the least among the Doctor’s degree holders. 

The average pay gap in the Faculties of Technology and Medicine is around 10 % in favour of 

men.  

Women have less international publications per person than men in both the Faculty of Technology 

and the Faculty of Medicine, and less national publications per person in the Faculty of Medicine.  

Women have increased their proportion among project leaders in both Faculties of Technology and 

Medicine.  

Women are in minority among the decision-making positions and bodies. 

The statistics do not allow making further interpretations. The statistics do not tell the reason why 

the proportion of women is so small in the Faculty of Technology in the University of Oulu, and why 

qualified women disappear in the way to the highest positions in academia. 

 

 



 
 

4. Gender policy at the university 
 

In Finland the equality issues in the working places are legislated. The Act of Equality between 

Women and Men was passed in 1987, and it was modified in 1995 and 2005. The Equality Act 

obliges every employer with more than 30 employees to incorporate measures for promoting 

equality in the annual personnel development plan or labour protection plan. The implementation 

of the measures has to be monitored, and the plan has to be checked annually and revised in 

necessary parts. The University of Oulu has had the Plan of Equality provided by the law since 

1997. (Tuori&Silius 2002, 70-72; Oulun yliopiston tasa-arvosuunnitelma vuosille 2004-2006.) 

 

4.1. The state of the arts 
 

The equality work in the University of Oulu is organized. Every Faculty has a work group on 

equality issues, and the chairperson of the group is a member of the Equality Committee. The 

Equality Committee prepares the Plan of Equality; promotes and monitors the implementation of 

the measures that are written into Plan; informs and reports annually of its work to the university 

administration. The Faculties define the goals and means for the equality work independently, and 

the Departments make their plans according to their needs. The realization of equality in Faculties 

and Departments is discussed in result negotiations between the Department and the Dean, and 

between the work group and the administration of the University. (Oulun yliopiston tasa-

arvosuunnitelma vuosille 2004-2006.) 

New term of the Equality Committee began in 2007. In the Plan of Equality of the University of 

Oulu the central developmental areas are: promoting democratic university culture; perceiving 

equality work as a part of leadership and management; promoting men’s and women’s career as 

researcher; successfully combining work and family life; influencing educational choices by student 

counselling; and ensuring the realization of equality in implementation of the new salary system. In 

2006 the main issue has been the development of communication in the equality work. Equality 

pages have been planned for the University website. One significant theme in the equality work 

has also been unrestrictedness in the university. (Oulun yliopiston tasa-arvosuunnitelma vuosille 

2004-2006.) 

 

4.1.1. Promotion in science and at university 
 

In academia the male dominance is emphasized in professoriate. Although the proportion of 

women has increased, they are still in minority among professors. Similarly there have been only a 
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few female Deans in the Finnish universities, and the number of women is low also in other 

administrative positions. The particular problem in the female researcher career is the post doc –

stage, when their progress in the university career slows down. (Oulun yliopiston tasa-

arvosuunnitelma vuosille 2004-2006.) 

The Equality Committee has assessed, that despite the equal level of education, women still do 

more routine and less challenging work than men. In the new planning period the promotion of 

female careers needs to be invested in, along with the development of personnel politics, 

management and leadership. The measures are as follows (Oulun yliopiston tasa-arvosuunnitelma 

vuosille 2004-2006):  

- aiming at nominating both male and female candidates for administrative and 

scientific positions 

- the recruitment criteria must be defined in advance and not to be added during the 

recruitment process 

- recruiting the representative of the minority gender in cases where applicants are 

equal in competence and suitability 

- taking measures to change working conditions that are not suitable for men/women 

in order to enhance the proportion of the minority representatives 

- nominating both men and women as consultants for appointments in an equal 

proportion 

- aiming at nominating equally men and women as reviewers of Master’s, Licentiate 

and Doctoral theses and as opponents 

- in the fields where the proportion of minority gender representatives is less than 40 

% of the officials, the proportion of the minority must be systematically increased. 

 

4.1.2. Bodies and committees – women in decision-making positions  
 

The Equality Act states that the proportion of men and women in government committees, advisory 

boards and other corresponding bodies must be at least 40 % unless there are special reasons for 

the contrary. The proportion of women in the University Board is currently 27 %. The Board 

consists of Rector and Vice rectors, Deans of the Faculties, staff members, students members and 

representatives of the industry and commerce. The proportion of women in different categories of 

members is following: 0/1 of the Rectors, 1/3 of the Vice rectors, 0/6 of the Deans, 2/6 of the staff 
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members, 2/4 of the student members, and 1/2 of the representatives of the industry and 

commerce. 

In the Faculty Council of the Faculty of Technology the proportion of women is 31 %. 5/8 of the 

female members are student members. In the Faculty Council of the Faculty of the Medicine the 

proportion of women is 37 %. The figures include the Chairpersons.  

 

4.1.3. Pay gap 
 

The University of Oulu has moved into a new salary system as a part of a reform of the State 

payroll system. The transition is recent and partially ongoing, so the gender effects of the change 

are not yet to be seen. In the new salary system the salary is negotiated with the closest superior 

and reviewed annually. In parts the amount of the salary thus depends on person’s negotiating 

skills, confidence, and relationship with the superior. 

The goals of the pay policy in the University of Oulu are defined in the Plan of Equality of the 

University. The pay policy aims to be fair, equal and supportive. The salary system is developed 

from a seniority increment based system towards a system that is based on the job requirements 

and person’s competence, skills, performance and results. The assessment of the job 

requirements and personal performance, and the transparency of the salary system promote the 

fair and equal pay policy in the University. The realization of the gender equality must be ensured 

in the implementation of the new salary system. 

 

4.1.4. Work-life balance and family friendly working place 
 

Successful balancing of work or studies with other areas of life is one of the central challenges of 

equality and family politics. Despite the legislative measures that have been implemented to 

promote the balancing, the practices change slowly. Parental and child care leaves are mainly 

used by women. Men use a little paternity, parental and child care leaves. Shifting parental and 

child care leaves within the family could facilitate women’s progress in career and research. 

Positive attitude towards family life and work community’s support are crucial in balancing work 

and family. (Oulun yliopiston tasa-arvosuunnitelma vuosille 2004-2006.) 

The use of parental and child care leaves cannot influence the continuation of a temporary contract 

during or after the leave, and the professional assessment emphasizing previous years must not 

lead to a discrimination of any kind. The measures stated in the Plan of Equality of the University of 

Oulu are as follows:  
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- collecting the statistics regarding the use of the family leaves by gender, position 

and faculties 

- Informing the male employees of their possibilities to paternal and parental leaves 

and the possibility to stay home when the child is sick 

- encouraging the use of above mentioned leaves by e.g. superior training 

- superiors and supervisors need to understand the researchers’ different situations 

 
4.1.5. Best practices – bad practices  

(Best practice is policy, best practices are examples of positive interventions)  

 
The active equality work in the University as a whole can be considered to be a best practice. 
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5. Results of the questionnaires 
 

Based on the proposal / structure prepared by Éva Susánszky and Zsuzsa Szántó  

Semmelweis University, Institute of Behavioral Sciences 

 

5.1. Demographic characteristics of the university samples 
 

The majority of respondents in the University of Oulu were men. The proportion of men was 72 % 

of all respondents.  

The response rate was 21 % in total. Men’s response rate was 23 %, and women’s 17 %.  

 

Most of the respondents were married: 69,1 % of men and 55,8 % of women. The second frequent 

marital status was unmarried. The majority of respondents had a partner with whom they are living 

with: 83,6 % of men and 72,1 % of women. The majority of the respondents had children. There 

were no significant differences between sexes: 58,9 % of men and 57,1 % of women had children. 

The majority of respondents had children living with them: 71,2 % of men and 75 % of women had 

children living with them.  

 

The proportions of men and women in different grades was nearly even: respondents in grade A: 

men 15,5 %, women 14,0 %; grade B men 14,6 %, women 16,3 %; grade C men 19,4 %, women 

20,9 %; and grade D men 50,5 %, women 48,8 %. The average age of men and women was also 

nearly even: 42,11 for men and 40,44 for women. The youngest respondent was 24 years old, and 

the oldest 77 years.   

 

Frequencies: sex, age (mean, standard deviation), marital status, number and age of children 

Sex Male 

N (%) 

Female 

N (%) 

Total 

N (%) 

 112 (71,3) 43 (27,7) 155 (98,7) 

 

Age Mean Standard 

deviation 

Male 42,11 13,489 

Female 40,44 12,986 
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Marital status Male 

N (%) 

Female 

N (%) 

Total 

N (%) 

Not married, single 30 (27,3 %) 16 (37,2 %) 46 (30,1 %) 

Married 76 (69,1 %) 24 (55,8 %) 100 (65,4 %) 

Divorced 2 (1,8 %) 2 (4,7 %) 4 (2,6 %) 

Widow 2 (1,8 %) 1 (2,3 %) 3 (2,0 %) 

Total 110 (100 %) 43 (100 %) 153 (100 %) 

 

 

Number of children Male 

N (%) 

Female 

N (%) 

Total 

N (%) 

42. Children 63 (58,9 %) 24 (57,1 %) 87 (58,4 %) 

43. Children, living with the respondent 52 (71,2 %) 21 (75,0 %) 73 (72,3 %) 

44.Children under 3 15 (20,8 %) 5 (17,9 %) 20 (20,0 %) 

45. Children 3-7 17 (23,9 %) 4 (14,3 %) 21 (21,2 %) 

46. Children 8-18 31 (43,7 %) 12 (42,9 %) 43 (43,4 %) 

 

5.2. Career related characteristics of the university samples by sex 
 
The majority of the respondents, 50 %, were in grade D position. The proportion of the grade C 

respondents was nearly 20 %, and the proportion of the respondents in grades A and B was 15 % 

each. The proportions of men and women in each group were nearly even. 

 

2. status Male 

N (%) 

Female 

N (%) 

Total N (%) 

A 16 (15,5 %) 6 (14 %) 22 (15,1 %) 

B 15 (14,6 %) 7 (16,3 %) 22 (15,1 %) 

C 20 (19,4 %) 9 (20,9 %) 29 (19,9 %) 

D 52 (50,5 %) 21 (48,8 %) 73 (50,0 %) 

Total 103 (100 %) 43 (100 %) 146 (100 %) 
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5.2.1. Career/Promotion 
 

In the last 36 months  Male 

N (%) 

Female 

N (%) 

Total N (%) 

11. applied for a job promotion 27 (24,6 %) 10 (23,3 %) 37 (24,2 %) 

12. Promotion failed 7 (6,4 %) 7 (16,3 %) 14 (9,2 %) 

Reasons of failure    

12.1 Less qualified 4 (66,7 %) 6 (85,7 %) 10 (76,9 %) 

12.2 Poor interview performance 0 0 0 

12.3 Gender stereotypes 0 0 0 

12.4 Teaching record not valued 3 (50,0 %) 4 (57,1 %) 7 (53,8 %) 

12.5 Research record not valued 2 (33,3 %) 4 (57,1 %) 6 (46,2 %) 

12.6 Administrative work not valued 0 2 (28,6 %) 2 (16,7 %) 

12.7 Students support work (supervising) 0 2 (28,6 %) 2 (15,4 %) 

 

24,6 % of men and 23,3 % of women had applied for a promotion during the past 36 months. The 

promotion had failed proportionally more often in case of women than in case of men. 85,7 % of 

women considered the reason for the failure to be less qualification while 66,7 % of men thought 

so. 57,1 % of non-promoted female applicants considered that they did not get promotion because 

their teaching record or research record was not valued by the council. Nearly third of non-

promoted women considered that their administrative work or student support work (supervising) 

was not valued by the council.   

 

In the last 36 months  Male 

N (%) 

Female 

N (%) 

Total N (%) 

13. did not apply for a job promotion 83 (75,5 %) 33 (76,7 %) 116 (75,8 %) 

Reasons of failure    

13.1 Satisfied with current position 59 (73,8 %) 23 (85,2 %) 82 (76,6 %) 

13.2 Did not feel prepared 19 (30,6 %) 7 (33,3 %) 26 (31,3 %) 

13.3 Lack of support 10 (16,1 %) 3 (14,3 %) 13 (15,7 %) 

13.4 Would result in less time 23 (36,5 %) 9 (40,9 %) 32 (37,6 %) 

13.5 Lack of clarity about procedures 11 (17,7 %) 3 (15,8 %) 14 (17,3 %) 

13.6 Lack of clarity about criteria 14 (22,6 %) 5 (26,3 %) 19 (23,5 %) 

13.7Already in senior position 17 (24,6 %) 3 (15 %) 20 (22,5 %) 



 
 
 

©  
 

48

 

The majority of respondents had not applied for a promotion during the past 36 months: 75,5 % of 

men and 76,7 % of women had not applied for a promotion. The majority of these respondents 

were satisfied with their current position. The second frequent reason was “would result in less 

time” that was proportionally more frequent answer among women (40,9 %) than among men (36,6 

%). Approximately one third of both men and women “did not feel prepared”. 22,6 % of male 

applicants and 26,3 % of female applicants were not sure of the selection criteria for promotion. 

 

5.2.2. Promotion /pursuing a PhD degree (In the case of PhD students) 
 

PhD students Male 

N (%) 

Female 

N (%) 

Total N (%) 

15. Scholarship students 13 (37,1 %) 9 (56,3 %) 22 (43,1 %) 

16. Duration of the scholarship (average) 20,5 23,8  

17. Satisfied with the support from the 

supervisor 

17 (54,8 %) 12 (85,7 %) 29 (64,4 %) 

18. Foresees to continue working as researcher 

in the next 5 years 

18 (62,1 %) 8 (53,3 %) 26 (59,1 %) 

 

56,3 % of female and 37,1 % of male researchers had a scholarship. Men had in average a 

scholarship for 20,5 months and women for 23,8 months. Female researchers were more satisfied 

with the support than male researchers, but men saw themselves as researchers after five years’ 

period more often than women (62,1 % and 53,3 %). 

 

5.3. Work or workplace related characteristics of the sample by sex 
 

5.3.1. Flexibility in work 
 

The majority of respondents used the possibility to take days off occasionally, men more often than 

women. Approximately one third of male and female respondents took days off predominantly. 70 

% of men and 55,8 % of women had flexible working hours most of the time. Occasionally 29,1 % 

of men and 39,5 % of women had flexible working hours. The majority of both men and women 

(62,5 % and 61,9 %) worked sometimes from home. Among respondents who did not work from 

home at all, the proportion of women was bigger, and among respondents who worked from home 

all the time, the proportion of men was bigger. The majority of both men and women did not feel 
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isolation from their colleagues at all. Women felt more often than men isolation sometimes and 

most of the time (42,9 % sometimes and 4,8 % most of the time). Most of the male and female 

respondents did not feel isolation from their families. 44,4 % of men and 38,1 % of women felt 

isolation from their families sometimes, and 2,8 % of men and 7,1 % of women most of the time. 

The 

research 

institute 

OUL 

Male 

N (%) 

Female 

N (%) 

Total 

N (%) 

 No Occasion

ally 

Predom

inantly  

No Occasio

nally 

Predomi

nantly  

No Occasion

ally 

Predomin

antly  

22.1 days 

off 

6 

(5,6) 

68 (63,6) 33 

(30,8) 

6 

(14,0) 

23 

(53,5) 

14 

(32,6) 

12 

(8,0) 

91 (60,7) 47 (31,3) 

22.2 

flexible 

working 

hours 

1 

(0,9) 

32 (29,1) 77 

(70,0) 

2 (4,7) 17 

(39,5) 

24 

(55,8) 

3 (2,0) 49 (32,0) 101 

(66,0) 

22.3 

working 

from 

home 

16 

(14,

7) 

68 (62,4) 25 

(22,9) 

9 

(21,4) 

26 

(61,9) 

7 (16,7) 25 

(16,6) 

94 (62,3) 32 (21,2) 

22.4 

isolation 

from 

colleague

s 

66 

(60,

6) 

40 (36,7) 3 (2,8) 22 

(52,4) 

18 

(42,9) 

2 (4,8) 88 

(58,3) 

58 (38,4) 5 (3,3) 

22.5 

isolation 

from 

family 

57 

(52,

8) 

48 (44,4) 3 (2,8) 23 

(54,8) 

16 

(38,1) 

3 (7,1) 80 

(53,3) 

64 (42,7) 6 (4,0) 

 

5.3.2. Satisfaction with work 
   

Questions 23-26: central tendencies, standard deviation (comparison of the opinions by sex/age/ 

status). 

How satisfied are you with infrastructure, intellectual mentoring, time available for research and 

funding? 
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1= Not at all satisfied, 2= Not satisfied, 3= Satisfied, 4= Very satisfied 

 

The opinions of men and women differed in a statistically significant way in case of infrastructure 

(p=0,010). Men were the most satisfied with the infrastructure, and women were significantly less 

satisfied (means 2,73 and 2,38). Women were most satisfied with the intellectual mentoring. Men 

and women were both least satisfied with funding (means 2,05 and 2,00).  

There were no statistically significant differences in different age groups. The youngest 

respondents (under 35) were most satisfied with the infrastructure (mean 2,79); the respondents in 

the age groups 35-49 and 50-64 were the most satisfied with the intellectual mentoring (means 

2,74 and 2,48); and the oldest respondents (over 65) were the most satisfied with the time 

available for research (mean 3,00). Respondents in all age groups were in average least satisfied 

with funding (means 1,89 – 2,14). The youngest and the oldest respondents were the most 

satisfied with funding in comparison with other age groups. 

There were no statistically significant differences between grades. The grade B respondents were 

in general the most satisfied. The respondents in all grades were the most satisfied with the 

intellectual mentoring (means 2,67 – 2,75) and the least satisfied with the funding (means 1,89 – 

2,14). They were the second least satisfied with the time available for research (means 2,18 – 

2,59).  

 

5.3.3. Research/tenders 
 

5.3.3.1. Assessing factors influencing the applicant’s status 
 

Questions 27.1-27.7 central tendencies, standard deviation (comparison of the opinions by 

sex/age/ status). 

What are the main factors that would improve research funding applicants? 

Less administration, Improved infrastructure, Internal collaboration, International cooperation, Less 

teaching, Experience abroad, Clearer application procedures. 

1= Not at all effective, 2= Not effective, 3= Effective, 4= Very effective 

 

Men and women differed in their opinions in a statistically significant way in cases of improved 

infrastructure (p=0,001) and international cooperation (p=0,016). Women considered both of these 

to have greater influence on the applicant’s status compared with men (means 3,33 and 2,93; 3,38 

and 3,10). In both men’s and women’s opinion less teaching would least improve the applicant’s 

status (means 2,48 and 2,71). Men consider that experience abroad would most benefit the 
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applicant’s status (mean 3,24), and women consider international cooperation to be the most 

significant factor (mean 3,38).  

In different age groups there were no statistically significant differences. In general the experience 

abroad was considered to be the most influential factor  (total mean 3,26) and less teaching to be 

the least influential (total mean 2,55). The youngest respondents (under 35) considered the 

experience abroad to be the most influential factor (mean 3,39), and less teaching to be the least 

influencing factor (mean 2,54). In the age group 35-49 the most influential factor was international 

cooperation (mean 3,27), and the least influential factor was less teaching (mean 2,71). In the age 

group 50-64 the most influential factor was experience abroad (mean 3,15), and the least 

influential less teaching (mean 2,43). In the age group over 65 the most influential factor was 

experience abroad (mean 3,50), and the least influential factor less teaching (mean 2,25). The 

second important factors were by age groups internal collaboration (age group under 35); less 

administration (age group 35-49); improved infrastructure (age group 50-64); and clearer 

application procedures (age group over 65). 

There were no statistically significant differences between the grades. The experience abroad was 

considered to be the most influential factor by the grade A and D respondents (means 3,14 and 

3,37). In grade C respondents’ opinion the clearer application procedures was the most important 

factor (mean 3,29), and internal collaboration and less administration was considered the most 

important factor by the respondents in grade B (mean 3,32 both). The factor less teaching was 

considered to be the least influential in all grades (means 2,45 – 2,67). Grade A respondents 

considered all mentioned factors less influential than did the respondents in other grades. The 

second important factors were by grade international cooperation (grade A); experience abroad 

(grade B); less administration and international cooperation (grade C); and international 

cooperation (grade D). 

 

5.3.3.2. Participation in national projects 

National research project Male 

N (%) 

Female 

N (%) 

Total N (%) 

28.1. Team leader 38 (33,9 %) 8 (19,0 %) 46 (29,9 %) 

28.2. Participating researcher 52 (46,8 %) 20 (47,6 %) 72 (47,1 %) 

28.3  Has already participated in a tender 79 (70,5 %) 24 (57,1 %) 103 (66,9 %) 

28.4 Successful application 68 (61,8 %) 21 (52,5 %) 89 (59,3 %) 

 

Women are less frequent a project leader in national projects. 33,9 % of male and 19 % of female 

respondents had led a national project. Women were in a slight majority in case of participating 
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researchers, and men had already participated in a tender and had successful applications more 

often than women. 

 

5.3.3.3. Participation in international projects 

International research project Male 

N (%) 

Female 

N (%) 

Total N (%) 

28.1. Team leader 18 (16,1 %) 3 (7,3 %) 21 (13,7 %) 

28.2. Participating researcher 38 (34,2 %) 12 (27,9 %) 50 (32,5 %) 

28.3  Has already participated in a tender 58 (51,8 %) 20 (47,6 %) 78 (50,6 %) 

28.4 Successful application 49 (44,5 %) 16 (40,0 %) 65 (43,3 %) 

 

Men had been more involved in international projects than women. The proportions did not vary a 

great deal except for the team leaders where the proportion of men was 16,1 % and the proportion 

of women 7,3 %. 

 

  

5.4. The opinion of the researchers in the university samples about scientific 
performance 

 

Questions 30.1-30.11 central tendencies, standard deviation (comparison of the opinions by 

sex/age/ status). 

In your opinion, what are the main factors in achieving success in scientific work? 

Talent, Persistence, Good family background, Good financial conditions, Residence, Professional 

supporting workplace, Participation in national policy, Luck, The quality of supervision, Excellent 

networks, Good academic environment. 

1= Most important, 2= Important, 3= Indifferent, 4= Not important, 5= Absolutely irrelevant. 

 

Men’s and women’s opinions differed statistically significantly in three factors: the quality of 

supervision, excellent networks and good academic environment. Women considered all these 

three factors to have more significance in scientific success than men. In general women regarded 

all factors more important than men except for the good family background which was more 

important factor in men’s view. Both groups considered persistence and diligence to be the most 

important factor in scientific success (means 1,76 and 1,60). Both men and women considered 

participation in national policy to be less important (indifferent) factor (means 3,10 and 2,88). Other 
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significant factors were talent (means 1,80 and 1,84) and good supporting workplace (means 1,85 

and 1,67). Other less important factors were luck (means 2,57 and 2,44), good family background 

(means 2,52 and 2,70) and residence (means 2,70 both).  

The differences between different age groups were statistically significant in cases of talent 

(p=0.002) and the quality of supervision (p=0,000). Older respondents (50-64 and over 65) 

considered talent to be the most important factor in scientific success (means 1,60 and 1,38; total 

mean 1,82), and the younger respondents (under 35 and 35-49) considered the quality of 

supervision to have the most influence (mean 1,65 and 1,72; total mean 1,84). Participation in 

national policy was considered to be the least influential factor in all age groups (means 2,97 – 

3,13). The most unanimous the respondents were in case of the excellent networks: the means of 

different age groups varied between 2,00 and 2,03.  

There were no statistically significant differences between different grades. Persistence was the 

most important factor in grades D and C (means 1,72 and 1,69). In grade B respondents’ opinion 

the most influential factor was professional supporting workplace (mean 1,68) and the grade A 

respondents considered talent to be the most important factor (mean 1,64). The least influential 

factor in all groups was considered to be participation in national policy (means 2,95 – 3,18). There 

were differences between groups in case of factors the quality of supervision, excellent networks 

and good academic environment. In cases of the quality of supervision and good academic 

environment the grade A respondents considered them clearly less influential than the respondents 

in other groups in average (means 2,09 / total mean 1,83; 2,23 / total mean 1,90). In case of 

excellent networks the respondents in lower grades, i.e. grades D and C considered this factor in 

average more influential than respondents in higher grades (means 1,89 and 1,96 / total mean 

2,01). 

 

5.5. Scientific achievement/performance of the researchers 
 

Scientific performance during the last 5 years Male 

N (%) 

Female 

N (%) 

Total N 

(%) 

31. Supervising MA students 98 34 132 

32. Supervising MD students 90 37 127 

33. Supervising PhD students 105 39 144 

34. Number of publications 110 42 152 

35. Number of reviews 106 39 145 

36. Number of abstracts for conferences 98 41 139 
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Within the last five years men had supervised more MA students than women (8,83 and 3,06). Men 

had supervised more MD students than women (4,09 and 1,92). Men had supervised more PhD 

students than women (1,70 and 1,18). Men had published more articles than women (13,53 and 

8,14). Men had published more reviews than women (2,37 and 1,59). Men had more conference 

abstracts than women (10,72 and 6,95). In case of articles (Q 34.) the difference between men and 

women was statistically significant (p=0,004). 

Age was a significant factor also, the differences between groups were statistically significant: Q 

31. p=0,001; Q 32. p= 0,000; Q 33. p=0,000; Q 34. p=0,005; and Q 36. p=0,013. In the age group 

In case of reviews the difference was not statistically significant. The respondents in the age group 

over 65 had supervised most students (MA 40,17; MD 40,40; and PhD 3,50). The respondents in 

the age groups 35-49 and 50-64 had the most publications (articles15,22 and 15,86; reviews 2,68 

and 3,18; abstracts 10,51 and 14,94 in average). The respondents in the age groups under 35 and 

over 65 had the least publications (articles 7,83 and 11,5; reviews 1,27 and 1,88; and abstracts 

6,69 and 6,25 in average).  

There were no statistically significant differences between groups of different grades. The grade D 

respondents had supervised most MA and MD students (8,48 and 5,11). The respondents in 

grades A and B had supervised most PhD students (1,86 both). The grade A respondents had the 

most publications (articles 14,57; reviews 3,30; and abstracts 13,89 in average), and grade C 

respondents had the least (articles 8,59; reviews 1,48; and abstracts 7,44 in average).  

 

5.6. The opinion of the researchers in the university samples about supporting 
gender equality in science 

 

Q. 37.1-37.9 central tendencies, standard deviation (comparison of the opinions by sex/age/ 

status). 

Opinions regarding the effectiveness of measures to address gender equality issues in research 

Gender awareness programs, Gender exclusive networks, Gender exclusive grants, Improved 

flexibility of work practices, Improved child care facilities, Formal mentoring schemes, Gender 

quotas, Greater transparency of internal workload, Greater transparency of resource allocation. 

1= Not all efficient, 2= Not efficient, 3= Efficient, 4= Very efficient 

 

Women considered all mentioned measures more effective than men. The differences were 

statistically significant in cases of formal mentoring schemes (p=0,031), greater transparency of 

internal workload (p=0,033) and greater transparency of resources allocation (p=0,001). These 

measures women considered significantly more effective than men (means formal mentoring 

schemes 2,45 and 1,97; greater transparency of internal workload 2,82 and 2,39; greater 
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transparency of resources allocation 2,93 and 2,25). Both groups considered improved child care 

facilities to have the most effect (means 3,04 and 3,21); and both men and women considered 

gender quotas to have the least effect (means 1,66 and 1,96). The second least effective measure 

was gender exclusive networks in both men’s and women’s opinion; and the second most 

influential measure was improved flexibility of work practices in both men’s and women’s opinion.   

In different age groups the differences between groups were statistically significant in cases of 

gender awareness programs (p=0,015) and gender exclusive networks (p=0,030). The gender 

awareness programs were considered to have more effect in the younger age groups (under 35: 

mean 2,26; and 35-49: mean 2,25), and less effective in the older age groups (50-64 and over 65: 

mean 1,50 both). The gender exclusive networks were considered the most effective in the age 

group 35-49 (mean 2,19) and the least effective in the age group 50-64 (mean 1,39). The 

respondents in the age group over 65 had the most positive attitude towards gender quotas: the 

mean in that group was 2,50 while the total mean for gender quotas was 1,76. Respondents in all 

age groups considered the improved child care facilities as the most effective measure (means 

varied from 2,75 to 3,27). In case of the least effective measure the opinions varied by age: the 

youngest respondents, i.e. respondents in age groups under 35 and 35-49, considered in average 

the gender quotas as the least effective measure (means 1,79 and 1,75) and the oldest 

respondents, i.e. respondents in age groups 50-64 and over 65 considered the gender awareness 

programs as the least effective (means 1,50 both groups). Improved flexibility of work practices 

was considered the second effective measure in all age groups but the oldest. In their opinion the 

greater transparency of internal workload was the second effective measure.  

Among respondents in grades A-D the differences between groups was statistically significant in 

case of greater transparency of resources allocation (p=0,037). The respondents in grade D 

considered it more effective (mean 2,73) than the respondents in other age groups. The least 

effective it was considered to be among the grade C respondents (mean 2,00). With regard to 

other measures the respondents in grade B had in general the most positive attitude towards the 

effectiveness of the mentioned measures except for the gender awareness programs, gender 

exclusive networks and gender exclusive grants.  In these cases the grade B respondents had the 

smallest means. In all grades the improved child care facilities was considered the most effective 

measure. The second effective measure was considered to be the improved flexibility of work 

practices in all grades. The least effective measure divided opinions. The respondents in the higher 

positions (A, B) considered the gender exclusive networks as the least effective measure (means 

1,67 and 1,45; total mean 1,83) while the respondents in the lower positions (C, D) considered it to 

be the gender quotas (means 1,42 and 1,80; total mean 1,75).  
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6. Conclusions of the interviews 
 

6.1. Summary table 
Interview summary 

Interview 

number 

Main group of 

respondents 

Position Age Comment 

OUL_1 male 4 36-55  

OUL_2 female 4 36-55  

OUL_3 female 4 Under 35  

OUL_4 male 3 36-55  

OUL_5 female 2 Over 55  

OUL_6 female 3 36-55  

OUL_7 female 3 Under 35  

OUL_8 male 2 36-55  

OUL_9 female 2 36-55  

OUL_10 male 4 36-55  

OUL_11 male 2 Under 35  

OUL_12 male 3 Under 35  

OUL_13 female 2 Over 55  

OUL_14 female 1 36-55  

OUL_15 female 1 36-55  

OUL_16 female 1 36-55  

OUL_17 male 1 36-55  

OUL_18 male 1 Over 55  

 

6.2. Summary of the interviews 
 

The interviewed ten women represent different age groups and stages of career. There are two 

post graduate students (grade D), two Doctor’s degree holders (grade C), three docents (grade B), 

and three professors (grade A). It was possible for women to come forward for the interview, and 

most of the interviewees are these volunteers. This selection may be seen in the contents of the 

interviews.  

 

The career paths and conditions of the interviewed women were different. The interest for the own 

field was common to all. Four of the women had pursued their career willfully and target-oriented 
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with a long term perspective, and three women described the journey to a researcher career as 

“drifting” (OUL_3 and OUL_9) or seizing a job opportunity. The women who had pursued their 

career had shown a special interest in their field already at early age, and they had worked with 

determination to progress. They were also the ones who had progressed the furthest. Women, who 

described their career path as “drifting” or seizing a job opportunity, had not pursued their career 

with a great determination, but had seen the researcher career as a natural or most meaningful 

continuation of the studies. These differently motivated career paths have in common a sort of 

straight line profile: soon after Master’s degree seeking into post graduate studies; working as a 

fee paid teacher, an assistant or a researcher at the university; 1-2 years’ stay abroad before and 

after Doctor’s degree. After dissertation women are typically placed as senior assistants, lecturers 

or researchers. The possible child birth(s) usually take place at this stage, before and after taking 

the Doctor’s degree. It is also typical for women to work outside the university at this stage. 

Women have performed as acting professors. The average time from dissertation to full 

professorship is among the interviewed women 10 years (median). These women have had breaks 

in their university career because of maternity leaves (three women), working outside the university 

(two women), and short periods of unemployment (one woman). Women have tried to keep full 

maternity leaves. Five of the women have also been abroad as a student or researcher from 

around one year to a few years’ period. It is noteworthy that the term straight line career path does 

not refer here to a trouble-free, uninterrupted or ready career path, but presents a certain kind of 

generalized type of progress in comparison with the following other type of career path. Regarding 

some career paths it would be more proper to talk about struggle to progress or to survive. The 

career progress may also have stopped just before the professorship. 

A different kind of career path can be found with women who continued their studies after having 

worked 10-20 years in non-academic profession since graduation from vocational school or 

university. The interest and partially possibility for the post-graduate studies and university career 

has arisen years after the basic degree. Two of the women’s studies and university career has 

further slowed down because of family reasons.  

 

The experienced obstacles in career were connected with the stage of career and the hierarchical 

position. In the grade D, the lowest step of the hierarchical ladder, the women in postgraduate 

student position had not experienced obstacles in their career. In grade C the other woman had 

changed her field after Master’s degree, and she had made her dissertation under different faculty. 

The change of field at such a late stage may have negative effect on the woman’s career 

prospects and chances to become a professor. This may affect on her career plans. A woman in 

grade B working in a teaching position, felt that the amount of teaching responsibilities hinder 

making research and that way the career progress. Other women working in a teaching position 



 
 
 

©  
 

58

regretted not having enough time for research because of the amount of the teaching 

responsibilities. In the grade A there had been experienced more obstacles in relation with gender 

in career progress and working in a position. The most usual obstacles were calling girl and 

underestimation, hostile attitude and language, and problems with the flow of information. In a 

historical view, the things may have changed for the better as the youngest of the grade A 

representatives had not experienced obstacles in the same scale as her older colleagues. The 

different social-economic backgrounds including geographic position and educational family 

background may also have an effect on the different experiences. Some of the women that had 

proceeded furthest had experienced difficulties already during the post-graduate studies.  

Other mentioned obstacles were fixed-term contracts. Fixed-term contracting has a negative effect 

on the university career progress and on women’s concept of the university career as a career 

choice. Fixed-term contracts mean weak position in the labour market, and they take the bottom 

out of the long term research work that is necessary for scientific qualification. In addition to fixed-

term contracts the lack of researcher posts and funding was experienced as generally problematic. 

The lack of funding has been and is a big obstacle in career progress and education especially 

after dissertation. One of the women described the system interesting: a huge amount of Doctors is 

produced, but after the post doc positions there are nothing before the professorship. The post doc 

posts are available only briefly after dissertation. The lack of posts, the fragmentariness of funding 

and uncertainty of the future set special challenges for women and family planning, although the 

attitude toward e.g. maternity leaves during post-graduate studies has become more permissive in 

15 years’ time.  

 

The women’s plans and prospects for the next five years differed. For most of the women (seven 

women) the continuation of the university career seemed a probable alternative. Most of them also 

contemplated going abroad. One of the women is retiring, but she plans to continue making 

research after the teaching responsibilities have passed. Two of the young women considered their 

future as clearly open. 

 

The main task of the grade D post-graduate students is to do their research. Women in grade C 

are typically Doctor’s degree holders, and their tasks include making research, teaching and 

supervising Master’s degree students. Grade B women are typically docents, and their tasks 

include making research, teaching and supervising post-graduate students. Women in grade A are 

professors, and their tasks include research, teaching and management. The amount of work, work 

load and responsibility increase as the position gets higher. In grade D and C women were 

generally satisfied with the amount of work, although it was plenty. In grade A and B the amount of 

work and work load clearly increased over the normal office hours. Women seemed to have more 



 
 
 

©  
 

59

work than men. Women in teaching positions complained that the amount of teaching 

responsibilities take too much time from research if not prevent it completely. The hierarchical 

position seemed to be significant in experiences of support as well. Women in grade D and C 

reported receiving sufficiently support and guidance, but in grade A and B the there was less 

support and more conflicts. The reasons mentioned were competition, gender, personality and 

context factors, and age. All of the women reported that they receive support from their families 

and friends. The general tendency seemed however to be that the household chores are women’s 

responsibility, and the man’s part is to assist. All of the interviewed women liked their work, even 

with all the difficulties.  

 

As to the resources the lack of time, lack of funding and lack of supervisors were experienced the 

most significant deficiencies. The majority of interviewed women told that they had not had 

difficulties in accessing teams and cooperation. When there had been problems, they had been 

experienced within own work community rather than in relations outside. In grade A there could be 

seen marginalization or exclusion in teams that are most significant from the point of view of one’s 

work and position.  

 

The interviewed women were in general satisfied with their publications. There are great 

differences in different fields of science in how significant the publishing is. The biggest mentioned 

problem was the lack of time. The type of research, teaching and other responsibilities take so 

much time that there is not enough material or time to write as much as women are expected to. 

This was experienced as an unfair practice. Regarding the order of names in a publication, the 

usual practice is that the writer’s name comes first and the professor’s name the last, and there are 

no unnecessary names in the publication. The practices are open to various interpretations, but the 

general opinion is that the practices are fair. 

 

The balancing of work and other areas of life was the simplest among women who did not have 

children or elderly to take care of. With children the balancing requires constant effort and good 

networks to succeed. Some women noted that the returning from the maternity leave is not always 

simple from the point of view of an individual female researcher or her work community. The 

household responsibilities were in general shared, but women did more housework and spent 

more time in domestic issues. Women, who lived in a relationship, told that they receive support 

from their partner.  

 

Few women reported having experiences of discrimination. Most of the women did not report of 

such experiences, and even less of experiences that would have had significance from the point of 
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view of their career. There were no mentions of discrimination among grade D interviewees. 

Woman in grade C told that she had suspected that her male colleague has bigger salary than she. 

Women in grade B reported more experiences of discrimination. There had been experiences of 

exclusion in the work community and of bypassing in appointment. In grade A the women had 

experienced discrimination more often, in worse forms and longer periods of time. The 

discrimination has appeared as underestimation, calling girl, questioning, excluding from the most 

significant communication from the point of view of one’s work and position in the high levels of 

hierarchy, and bypassing in appointments. Age may be a significant factor, because the youngest 

of the grade A women had not experienced discrimination in the same scale as her older 

colleagues. It may also be due to other factors.  

 

Regarding the question of men’s and women’s equal opportunities to progress in university career, 

the position seemed to be significant. Almost all women in D, C and B grades considered men’s 

and women’s opportunities nearly or fully equal. In general they had not thought about it. Women 

in grade A felt more clearly that the opportunities are not equal. In interviewees’ opinion, women’s 

possibilities are diminished by men’s mutual networks; not be taken seriously, which also 

complicates receiving of funding; and men’s preference for men e.g. in admitting grants and 

appointments to positions. Women were also described as being too nice and conscientious; 

general thought and action culture prefers the masculine way of thinking and acting; family and 

children slow down or prevent the women’s career progress. Women’s career development has 

benefited from situations, where the assessment has been gender blind. 

 

In women’s images the qualities of an excellent researcher are enthusiasm, interest, creativity, 

persistence, flexibility, determination, versatile acquaintance, solid educational base and research, 

ambition, thoroughness, vision and hard work.  

 

There were eight interviewed men, two from each grade (A, B, C and D). In men’s career paths 

there could be seen three different tendencies that limit in different ways. Five of the men had 

progressed or were progressing along a so called typical career path: soon after Master’s degree 

seeking into post graduate studies; working as a fee paid teacher, an assistant or a researcher at 

the university. Men in grade A had also spent periods abroad as students and researchers. After 

taking the Doctor’s degree men are typically placed as senior assistants or researchers. The 

average time from Doctor’s degree to full professorship among the interviewed men was 9,5 years 

(median/average).  

In three men’s case the post-graduate studies were carried on at a relatively old age, after forties. 

Family factors did not come up as a reason for the slow pace of the career progress.  
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Four of the men had changed the field of study during Master’s or post-graduate studies or after 

dissertation.  

 

Most of the men (seven men) have always worked at the university except for two under year’s 

periods elsewhere, and one of the men (grade A) had worked outside university for around 5 years 

in a notable scientific research institute. Two of the older men (grades D and C) have had a total of 

2-3 years period of unemployment during the recent years. Half of the men considered the 

researcher career as a natural or most meaningful continuation of the studies, the other half were 

motivated especially by their interest for the field. Two of the men mentioned also a personal, 

health related motive. The most significant mentioned obstacle in career was the change of field 

that was relevant especially to those men, who had changed the field during postgraduate studies 

or after. Other mentioned obstacles were fixed-term contracts and the fewness of paths to the 

highest positions. Most of the men were interested to continue working at the university, although 

some of them considered also other options. One of the men is retiring, but he plans to continue to 

do research.  

 

Men in grades D, C and B were mainly satisfied with the amount of work, and it was mainly 

possible to do within the frames of normal office hours. In the grade A the amount of work was 

greater, and especially applying for funding was experienced to take a lot of time. Most of the men 

were also satisfied with the support. The access to teams and cooperation was experienced mainly 

non-problematic with some exceptions. The other grade A man has a membership in a world wide 

network of researchers who represent the top in their fields. Both of the male professors mentioned 

good networks as qualities of an excellent researcher.  

 

Men were mainly satisfied with their publications. Practices as with women. 

 

The balancing of work and other areas of life was the simplest among men, who did not have 

families. Family men said that they participate in the house work, but the tendency was that women 

do more house work. 

 

Most of the men did not report experiences discrimination, and there were even less mentions of 

discrimination that would have had influence on career. One of the men had experienced 

discrimination by his older colleagues who have worked longer in the University of Oulu. In his view 

women also encounter discrimination from this direction. The discrimination has appeared as e.g. 

problems in communication in connections most significant from the point of view of work / 

position. Some of the other men told being aware of discrimination by gender also. Men in the 
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leadership position said that they try to take into consideration students’ different situations and to 

be fair in their treatment, but the other one also wished that he had more male students. On the 

other hand he said that he has nothing against women as they are adaptable in studies. 

 

As to the equal opportunities of men and women, men mainly considered opportunities equal. The 

main obstacles in women’s career was thought to be the unwillingness of women to proceed to the 

highest and most responsible positions on one hand, and the tradition that favours men and the 

male dominance in the decision-making bodies on the other hand.    

 

The qualities of an excellent researcher was considered to be richness of ideas, persistence, 

thorough acquaintance with one subject, patience, will to learn new things, good social skills, 

flexibility, good networks and know-how to apply for funding. 

                 



 
 

7. Case studies 
Interview 

number 

Main group of 

respondents 

Position Age Comment 

Case 1 female 1 36-55  

 

The interviewee graduated as Master of Science in Engineering in 1981. The motivation for studies 

and university career in technical field was built on the interviewee’s interest in mathematical 

subjects in school and the experience of being different in comparison with the regular girls and 

their areas of interest. She was interested in big things in her environment. As an example she 

mentions a factory in her locality. It was more common that people disliked the factory because of 

the smell it spread, but the interviewee found the factory challenging. After graduation she worked 

outside the university for a year, and then she returned to university and began her post-graduate 

studies. She has encountered prejudices from the beginning of the Master’s studies. One professor 

asked in the first lecture: “What are you girls doing in this field of science?” The interviewee was 

one of the six female students among 50 students. The question annoyed the interviewee and 

challenged her to show to the professor. She succeeded, and later he became the supervisor of 

her doctoral thesis. The cooperation was constructing. After the first year of post-graduate studies 

the interviewee’s supervisor retired. The cooperation with the new professor and supervisor was 

troubled, and the situation did not get better for ten years. She experienced marginalization; her 

ideas were not taken seriously; the superior rather closed than opened prospects for her as a 

respectable researcher; she was called names and the language was rude. Despite the difficult 

conditions, the interviewee defended her Doctoral thesis in 1991. In the 90’s she worked for 9-10 

years as an Academy researcher. She became a docent in 1997. The application procedure was 

also not without problems as the interviewee’s superior did not want her to apply for the 

docentship. In order to prevent it he interfered with the application procedure although the 

procedure is applicant-based and not e.g. invitation-based. In 1994 the interviewee managed her 

first professor post for 8 months. She applied for and was appointed to the current professor post 

in 2001. She was the only woman among ten applicants. Together with the professor post she was 

appointed to the Head of laboratory. She has gained merit in positions of trust in the Academy of 

Finland in 1998-2006 and in Scandinavian research fund Nordforsk. In 2006 she was elected as 

the Vice rector of the University, and at the same time as the Deputy Head of the Department. In 

five years’ prospect, the interviewee plans to continue in her current position, although other 

options are not completely out of the question. 

Currently the interviewee works as a professor, Deputy Head of Department, Head of laboratory 

and she is one of the three Vice rectors of the University. The amount of work is extensive, partially 

because she is in the middle of building a research environment in her department, and partially 

because of the high administrative post. Weekly working hours are 72-75. The interviewee says 
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that she has noticed that some other women in her department do equally long days whereas the 

men in general do not. Despite all the difficulties, the interviewee likes her work and likes to work. 

She has ambition. One reason she mentions what motivates her to seize every opportunity is her 

principle that a woman should take what is offered if she considers it important, because it will not 

be offered again. She also emphasizes that she wants to choose her works, i.e. she does not want 

that someone else decides for her. She says this every time when people say they did not want to 

burden her with something. 

The interviewee does not have children which has made the balancing of work and other areas of 

life simpler. Both she and her husband have responsibilities in taking care of their parents. The 

interviewee says that her husband has been a considerable support now and before. The 

interviewee has also found support and means to cope in conversations with her sisters, 

colleagues, superiors and work counselor. The interviewee feels that she has too little time to take 

care of her health.  

One of the obstacles in women’s university career the interviewee sees the problem of not been 

seen and heard in connections that are most significant for the career. Besides the official 

networks men construct their unofficial networks that are put together of men who are the most 

important in their opinion. Women are not taken seriously in all circles, and they have to do a lot of 

credibility work because of their gender. This may make e.g. applying for funding a harder and a 

more time consuming process than it is for men. 

In the interviewee’s opinion, the qualities of an excellent researcher are at least the following: 

versatile acquaintance, ambition, enthusiasm, thoroughness in work, determination and making 

choices.  

 

Interview 

number 

Main group of 

respondents 

Position Age Comment 

Case 2 male 1 Over 55  

 

The interviewee began his medical studies in 1965. The motivation for the field was born in the age 

of 9 when the interviewee’s mother died. The interviewee began his scientific career in the third 

year of his studies and has continued ever since. He graduated as a Licentiate of Medicine in 1973 

and defended his dissertation the same year. In 1976-77 the interviewee was in the US as a 

scholarship post-doc student. He worked as an assistant professor from 1978, and he was 

appointed to that post in 1980. In 1987 he was appointed to the current professorship that he has 

managed ever since. The only interruption in this professorship is one year’s post as a senior 

researcher of Academy. There have been no significant obstacles or breaks in the career. 
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Currently the interviewee works as a professor and a Head of Department. The interviewee 

describes his amount of work by stating that his work is his hobby and his hobby is his work, and 

because of it he does not count hours. The main responsibilities are keeping the department 

running and seeking funding. The interviewee does not experience the work load heavy, he feels 

that he is experienced and has gained good results, and he knows what he is doing. 

The interviewee’s unit has been successful in research, and because of it there have been ample 

resources. Some of the equipment has been bought jointly by departments. The scientific research 

in the interviewee’s field is team work, and in interviewee’s opinion successful research is never 

done in one place. The interviewee is a member in an informal world wide researcher network that 

he also calls the “invisible college”. The network consists of internationally top-level mostly male 

scientists in the field. 

The interviewee regards publishing as an important part of scientific work. He feels that there is no 

point in doing research without publishing. The publishing should happen in a highest possible 

forum, and he encourages his staff to do this. The place of the interviewee’s name in a publication 

is usually in the last place, which is the place of the responsible supervisor in their department. 

The interviewee is married with two adult children. His parents are in a relatively good condition 

and living on their own. The interviewee feels that he has always been active in the house, and 

especially during his wife’s specialization. When he worked as a researcher, he could stay home 

with children and go to work after his wife came from work. The interviewee has always been 

engaged in sports. He cycles to work, 12 kilometers in one direction, and in the past ran 

marathons. Other hobbies include music and guitar playing. 

The interviewee feels that the nature of research in his field is not very sensitive to e.g. the so 

called critical themes of the interview. He says that he has always tried to take into consideration 

students’ and staff’s different situations, e.g. single parenthood. He considers the coffee room 

joking as natural, and in his opinion the atmosphere in the department is good, including a “certain 

tension between men and women”. 

The interviewee considers the qualities of an excellent scientist to be: knowledge of all the sides of 

one’s field; good management skills; good teamwork and achieving result. 

 

Interview 

number 

Main group of 

respondents 

Position Age Comment 

Case 4 female 3 Under 35  

 

The interviewee graduated as a Master of Science in 1998. After graduation she was encouraged 

to apply for an open researcher post. The research areas and the possibility to work for herself 

interested her, and as she did not feel herself sufficiently talented to become a top-level researcher 
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in her own field, she took the job opportunity and began to do her doctoral studies. In 2004 she 

defended her doctoral thesis. After finishing her doctoral studies the interviewee worked abroad as 

a visiting researcher for a while. The interviewee does not feel that she has had obstacles in her 

career. She considers herself lucky. There have been no breaks in the interviewee’s career. When 

asked about professional achievement, she feels that she has established a certain kind of 

foothold in the scientific community which appears, for example, as invitations to speak in 

international meetings. The interviewee also takes pleasure in supervising young talented 

students. The prospects for the next five years are currently open. The interviewee is not sure, 

whether she will continue the researcher career. In case she will continue, either here or abroad, 

she is interested in progressing as far as possible. She feels that career progress is important from 

the point of view of self-respect. The interviewee mentions that the change of faculty after Master’s 

degree may become a significant factor in the way to the professorship as she cannot teach all the 

subjects in basic education. In general she is not sure whether being female has been an 

advantage or a disadvantage. Her experience is that she has benefited from being a woman in her 

field. 

 

Currently the interviewee works as a senior researcher. Her main responsibilities are making her 

own research and supervising Master’s students’ theses and studies; meeting international 

researchers and maintaining contacts; studying. The amount of work is adjustable, and in the 

interviewee’s opinion normal. The interviewee feels that she gets all the support she needs in the 

work. An important  mean is conversations with colleagues. 

 

The interviewee has in her opinion sufficiently resources to do what she wants, and she has not 

experienced difficulties in accessing teams and cooperation. She however notes that she may be a 

lucky exception and that she knows of cases where the researcher has been left more aside and 

forgotten.  

 

The interviewee is satisfied with her publications. She says that she is not aware of any unfair 

practices, although she has heard individual complaints.  

 

The interviewee does not have a family, and the balancing of work and other areas of life has been 

flexible. She thinks that having a family would probably change her areas of interest and use of 

time, but she does not see it as a factor that prevents or delays starting a family. 

 

The interviewee is quite satisfied with her working community from the point of view of gender 

equality, and she feels belonging to the group even though she is many times the only woman. 
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She considers the overall situation to be good in her department. She says that she has doubted 

that her male colleague gets better salary. With regard to men’s and women’s equal opportunities 

she comments that the opportunities are not equal in all places, but in her opinion the talented 

women will succeed nevertheless. 

 

The qualities of an excellent researcher are: creativity, talent, patience and persistence, general 

interest and curiosity. 
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8. Summary of results, suggestions for policies at the university 
 

The results show that women are in minority among the highest position holders and decision-

making bodies in R&D in Finland, in the University of Oulu, and the Faculties of Technology and 

Medicine. In the same time women are in majority among new university students, Master’s degree 

graduates and postgraduate students, and they form 49 % of new Doctors. The proportion of 

women at different stages of a typical university career varies by field, but in all fields the gender 

scissors appear and women fall into clear minority among the professors at the latest. 

 

There were many kinds of career paths among the interviewed women, and it was not easy to 

categorize them. There were mainly two kind of career paths in the sense of continuity. In the first 

group the career choice was explained in two ways. Some of the women had aimed to the 

university career already before the university studies, and some explained the career choice more 

as seizing an opportunity or as a natural continuation of the studies. These above mentioned 

women’s university career had begun when they were young and continued since. The other group 

consisted of women who had years of work experience in non-academic profession before the 

Master’s and/or postgraduate studies and university career. These women all had children, and it 

had influenced their career choices and career paths. In men’s interviews families did not come up 

the same way as a factor that influences the career progress.  

All women shared an interest for their field as the main motivator for the choice of the university 

career. 

 

The two main gender specific obstacles in a women’s university career that came up in the survey 

were having a family and being a woman in a male-dominant environment and action culture. 

These factors came up as especially concerning women. Men’s obstacles were in their speech 

more related with the change of field of science or research topic(s) . Other mentioned obstacles 

were fixed-term contracting and the uncertainty of funding, and the scarcity of researcher’s posts in 

the university. In addition, the lack of supervision and supervisors was mentioned as a problem. 

Regarding women and families several point was discussed. Childcare and household obligations 

tend to burden women more than men and take more of their time. The successful balancing of 

work and other areas of life requires constant effort and good networks from women.  

In the survey, the family related issues were seen as a significant factor influencing women’s 

university career and gender equality. According to the results of the questionnaire both male and 

female respondents considered the improved child care facilities and improved flexibility of work 
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practices as the most effective measures to address gender equality in reseach. The oldest 

respondents had the most positive attitude towards gender quotas, but in general gender quotas 

and gender exclusive networks were considered less effective means in the questionnaire 

respondents’ opinion in the equality work. The younger respondents thought that gender 

awareness programs would have effect. Men and women were in general unanimous in their 

responses and there were no great differences. Infrastructure was one factor where the men’s and 

women’s opinions differed. Women experienced the infrastructure to be poorer than men, and 

improving the infrastructure would in women’s opinion have significantly more effect on research 

funding applicant’s status than in men’s opinion. Men were most satisfied with the infrastructure. 

Both men and women considered persistence as the most influential factor in scientific success. 

Older respondents considered talent as more important factor than the younger, and the younger 

respondents the quality of supervision. According to the results of the questionnaire, women were 

more statisfied with the intellectual mentoring than women, but in the interviews the lack of 

supervision and supervisors was brought more up by women also.  

 

Regarding factors influencing women’s university career the more difficult issue was being a 

woman in a male-dominated environment and action culture. Most women had not thought about 

men’s and women’s equal opportunities to progress in university career and it seemed that in the 

interview they looked at e.g. their own career in this light for the first time. Women were in general 

well aware of the underrepresentation of women in the highest positions and decision making in 

the university. Their answers reflected this: most women answered at first that the opportunities 

are equal but then they tried to find explanations for the underrepresentation of women. The two 

main explanations were that women do not want to progress to the highest positions, and that men 

dominate in the decision making and favour other men. 

 

Women higher in the hierarchy told more about experiences of discrimination. The discrimination 

had appeared as e.g. underestimation; bypassing in communication, decision-making and 

appointments; not been taken seriously and rude language. Men construct unofficial networks and 

feel natural to contact each other in important decision-making issues, while female colleagues are 

contacted in social matters. Women had benefited from situations where the assesment had been 

gender blind. In the interviews it became obvious that the subject is not easy to talk and tell about. 

People who tell about experiences of discrimination feel that they are in danger of being labeled 

and being further discriminated and isolated.  
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The fragmentariness and uncertainty of funding and the scarcity of researcher’s posts form an 

obstacle in the women’s career. The statistics show that in the Faculties of Technology and 

Medicine in the University of Oulu the proportion of female applicants has increased in a five years’ 

period, but the proportion of accepted applicants has not increased in the same way. In the Faculty 

of Medicine it has decreased. The questionnaire responses showed similar tendency: the 

proportion of women and men who had applied for promotion during the past three years was nerly 

even, yet the proportion of women that had failed was clearly bigger. It seems though that it is 

more difficult for women to be employed by the University. In the University of Oulu the gender 

scissors appear at doctoral degree phase, hence the post doc phase is the most critical from point 

of view of women’s career progress.  

 

There is a further need for the active equality work that has been done in the University of Oulu. 

The topic for future research would be to further explore the women’s career paths and especially 

the critical phases in aim to make more visible the reasons, practices and action culture that 

maintain and reproduce women’s underrepresentation in the highest positions.  
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10. Annex: Short summaries of interviews  
Interview 

number 

Main group of 

respondents 

Position Age Comment 

OUL_1 male 4 36-55  

 

The interviewee began his Master’s studies straight after the matriculation examination. After 

studying a while he changed his major subject and graduated from it. The interviewee went to army 

in the beginning of the studies. The interviewee’s motivation for the researcher career comes from 

his interest in physics and chemistry. After graduating the interviewee has worked at the university 

as an assistant with several fixed-term contracts. There are two unemployment periods in the 

interviewee’s career, totalling 2-3 years. During these periods that interviewee has worked on his 

dissertation that has however not progressed significantly. The interviewee sees the major reason 

for his difficulties in studies to be his attention deficiency that prevents him from concentrating in 

one subject for a sufficiently long time. His focus has also changed. The interviewee considers the 

major obstacle in his career to be the absence of higher positions in his current working place that 

he would be interested in. The interviewee’s goals for the next five years include staying employed 

after his current contract ends next year. Other goals are to find out what is causing the attention 

deficiency and to remove it so that the interviewee could continue his post-graduate studies. 

 

Currently the interviewee works in a grade D position. He is satisfied with the amount of work in the 

sense that it is not stressing. The interviewee feels that he has sufficient access to material 

resources in work. He mentioned the attention deficiency many times when discussing the 

progress in the university career. 

 

The interviewee does not have significant publications. The areas of interest have changed and 

the interviewee’s ideas are not processed to studies. He says the practices concerning publishing 

to be normal.  

 

The interviewee does not have a family and he spends the majority of his time in work. The free 

time activities have become a routine. The interviewee describes himself as a lone wolf and he 

says he has always been like that. 

 

The interviewee has not in his own opinion experienced discrimination at work. Regarding men’s 

and women’s equal opportunities the interviewee seems not to have considered it thoroughly. On 

one hand he thinks that sometimes the lower position is a woman’s own choice. He tells as an 

example about his former female colleague that wanted a job with lower salary because it made 
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possible for her to write articles and work on the dissertation. On the other hand the interviewee 

sees that there are factors other than a person’s own desire that influence the career progress. As 

an example he mentions his former working place where men were responsible for the equipment 

including their use, and ultimately they decided what was reported outwards.  

 

The qualities of an excellent researcher are: richness of ideas and the ability to realize ideas. The 

interviewee does not consider funding as a critical factor. In the interviewee’s opinion the networks 

come significant only after the publishing of the research results. Doing research is lonely work in 

his view. 

 

Interview 

number 

Main group of 

respondents 

Position Age Comment 

OUL_2 female 4 36-55  

 

The interviewee graduated as a nurse and worked as a nurse in a hospital for around 11 years 

before seeking into Master’s training. During the clinical work she had made specialized studies. 

The interviewee’s Master’s studies were on hold for about 5 years because of the change in the 

interviewee’s family status. The interviewee made a conscious choice and put taking care of the 

children in the first place before studies and career progress for a definite period of time. After 

graduating the interviewee continued her studies and is currently a post-graduate student in the 

Faculty of Medicine. She was motivated in the researcher’s career by the growing interest in her 

field and because studying reinforces her possibilities to social influence. The interviewee 

considers her professional achievements to be her scientific publications and presentations, and 

social influencing (replies in e.g. newspapers). The interviewee’s plans for the next five years 

include proceeding with the research in accordance with the research plan. She aims at 

internationalizing and going abroad, and having social influence. The interviewee is interested in 

continuing the researcher’s career after the doctoral degree. 

 

Currently the interviewee works in a grade D position. Her main task is to make her own research. 

The proportion of the teaching responsibilities is 5 %. Besides the research work, the interviewee 

works as a teacher in the Open University. The motivation for the additional job is on one hand 

extra income, and on the other hand gaining merits in teaching. The amount of work varies 

depending on the phase of the research, but the interviewee can regulate it. The interviewee feels 

that she gets both emotional and intellectual support sufficiently and she is satisfied with the 

situation.  
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In the interviewee’s opinion she has enough resources. The only drawback is the post-graduate 

student’s salary, which the interviewee does not experience to be alone enough for living. The 

interviewee needs to have a second job, but she sees the the situation in a positive way as her 

own choice and possibility. Regarding teams and cooperation the interviewee has not encountered 

problems and in her view it depends greatly on oneself. 

 

The interviewee is the only writer in all but one of her publications. She has not experienced unfair 

treatment. The amount of publication could in her view be increased by increasing the cooperation 

between researchers. 

 

The interviewee did not experience the balancing of work and other areas of life problematic in her 

life. Her children are not small anymore and she has a large social network. The possibility to plan 

and adjust the amount of work makes the balancing easier. 

 

The interviewee has not experienced discrimination from any particular direction in her Master’s 

studies or scientific work. As an example of some sort she mentions her former working place, 

where the hierarchical structures and traditional role models prevented the use of the interviewee’s 

knowledge from the Master’s studies. The interviewee had not thought about the question of men’s 

and women’s equal opportunities to career progress. She considered women to be more sensitive 

to role expectations and more responsible, which may slow down their career progress. Overall 

she however considered the opportunities to be equal.  

 

The qualities of an excellent researcher are in the interviewee’s view: persistence, stamina, oratory 

and good sitting muscles.  

 

Interview 

number 

Main group of 

respondents 

Position Age Comment 

OUL_3 female 4 Under 35  

 

After completing her Master’s studies the interviewee has worked as a researcher and post-

graduate student. The choice of field was motivated by the interest in her field of science. The 

interviewee says that she has “drifted” to the researcher career meaning that there are not a lot of 

choices what a graduate in her field can do at least in the North. The alternative career paths 

would include teacher’s profession and a work in R&D in the private sector. There have been no 

breaks in the interviewee’s career. The goals for the next five years are completing dissertation 

and going abroad. The interviewee was not sure whether she will continue the university career 
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after taking the doctoral degree. The fixed-term contracts are one of the reasons that influence the 

career planning for the interviewee and many others in the interviewee’s view. The funding is 

available for the doctoral studies, but not after that. Many of the Doctors change field and educate 

themselves to teachers because they cannot or will not handle the uncertainty. More posts would 

enable making better quality research. 

 

Currently the interviewee works in a grade D position. Her only job is to do her research. The 

amount of work is adjustable. The interviewee feels that she gets both emotional and intellectual 

support sufficiently.  

 

In the interviewee’s view she has enough resources, although “things could always be better”. She 

wishes to have more time, but she has the possibility to use help in work. The interviewee is 

satisfied with the mentoring, and notes the lack of it to be a common deficiency in the university 

environment. The supervisors are busy and they do not have the time to go into a researcher’s 

situation to the necessary extent. There is a need for both emotional and intellectual mentoring. 

The interviewee hopes that there would be a person to whom the young researchers could go and 

talk to about the pressures they have concerning the research.  

The interviewee considers the access to teams and cooperation to be dependent on who is the 

supervisor. In her opinion personal factors have effect.    

 

In the beginning of her career the interviewee published a joint article with a researcher colleague. 

She mentions the type of research as the main obstacle for publishing. In basic research and when 

using many different methods, that results may not be available at once. The interviewee says that 

she has worked hard but she has not have a lot of publishable results. Regarding the practices 

with the names, the person who has worked for the article get his/her name in the publication in the 

interviewee’s department. Sometimes the ground for including someone’s name in the publication 

is that s/he is a supervisor or a financier, or has somewhere in the past participated in the work. 

The interviewee questions the practice of assessing the quality of the research by the number of 

the publications. In her view, if the researcher makes more “profound” research, the results may 

not be available as soon as with another type of research. This means fewer publications. The 

interviewee sees this kind of quality assessment to result in mere writing articles.  

 

The balancing of work and other areas of life has been simple for the interviewee as she has no 

partner or family.  
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The interviewee says she has not experienced discrimination in her work community. She says 

that personal factors can sometimes cause conflicts. In the interviewee’s opinion men and women 

have equal opportunities to progress in the university career although it seems that they dot not 

have. The interviewee contemplates reasons for this discrepancy. She says that maybe all women 

do not want the leading positions because of e.g. family reasons.  

 

The interviewee considers the qualities of an excellent researcher to be enthusiasm, creativity and 

“overoptimism”. An excellent researcher must not be discouraged by anything. The distribution of 

funding and opportunities (use of equipment, working opportunities) is not equal in the 

interviewee’s opinion. The interviewee mentions stiff attitudes, lack of openness, power games and 

inner circle issues as factors behind the unequal distribution. She says both men and women to 

practise unequal treatment.  

 

Interview 

number 

Main group of 

respondents 

Position Age Comment 

OUL_4 male 3 36-55  

 

The interviewee’s field of study is natural sciences. The interest in the field and a personal reason 

motivated him to the career. The interviewee was not interested in research because of the 

difficulty of topics and the absence of existing path in his field of study. The interviewee describes 

the research as looking for the needle in a haystack. The interviewee’s educational path goes from 

Master’s degree to Licentiate degree and further to Doctor’s degree. At the same time he has 

worked as a fee-paid teacher, an assistant and a senior assistant, and short periods with 

scholarship. The interviewee has not had other breaks in his career except a recent unemployment 

period for around two years. During this period the interviewee continued his research. He says 

that he has now got positive feedback from it. The interviewee’s goals for the next five years are to 

write properly of his results. He has changed his area of research after the Licentiate degree, 

which in his view makes his further progress improbable. 

 

At the moment the interviewee works in a grade C position. His main task is research. The amount 

of work is adjustable. The interviewee feels that he gets all the support he needs except for the 

salary which could be better. The interviewee feels that he is expected to accomplish more than he 

is capable of. The interviewee says he has had access to teams and cooperation to the extent 

necessary and mentions the lack of time as a preventing factor. The cooperation with e.g. doctors 

often remains in the level of speech because of it, the interviewee continues. 
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Regarding publications, the interviewee has not published anything yet concerning his current 

research. He says that he has noticed that nowadays articles are published as early as possible, 

before the complete research has been done.  

 

Balancing work with other areas of life has not always been simple for the interviewee. The amount 

of work is and has been big. Having own research project the working is more relaxed yet it often 

occupies the interviewee’s mind. The interviewee says that he did not do a lot of homework when 

the children were small. In his view the reason for it was the common atmosphere of men not doing 

homework. The interviewee has not given up a job opportunity because of his family, but the 

interviewee says that he has not sought e.g. a job abroad either because of his family. 

 

The interviewee says that he has experienced discrimination because of a chronic illness, but adds 

that if all his troubles would count, he would be completely in the margin. In his work community 

there appears “polemic” discrimination in the coffee room, meaning that representatives of some 

tendency are needled. The interviewee would not specify this further, but stating that it does not 

have effect on recruitment or career progress in his view. 

 

The interviewee says that women have difficulties in getting their contracts continued. In a current 

situation, where the majority of employees have fixed-term contracts, it is easier for women in his 

view to get continuation because they are nicer. There is a shortage of women in the technical 

field. Regarding men’s and women’s equal opportunities the interviewee says it takes a lot of 

courage for women to put up with a certain kind of testing and bullying from the professors. He 

says that the shortage of women is currently so great that the staff is advised to treat post-graduate 

students with care.  

In the interviewee’s opinion an excellent researcher finds the needed literature but can also think 

with his/her own brains; s/he makes detailed notes and the results can be repeated; s/he can give 

instructions for cooperation; s/he does not make unnecessary demands; and s/he stays within the 

limits of reason in his/her enthusiasm.  

 

Interview 

number 

Main group of 

respondents 

Position Age Comment 

OUL_5 female 2 Over 55  

 

The interviewee graduated as a nurse and after a few years of work s/he specialized. After 20 

years of clinical work the interviewee continued her studies first in the Open University and the in 

the University as a regular student. The choice of career was motivated by the interviewee’s 
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interest in the field. The interviewee graduated from her Master’s studies and stayed at the 

University as a fee-paid teacher. The interviewee was accepted to post-graduate school and she 

defended her dissertation in 1999. The interviewee could have continued the researcher career 

after taking doctoral degree but her child became ill and as a consequence she prioritised her 

family over her career for a few years. The interviewee has worked as a senior assistant and a 

lecturer. The interviewee has also worked as an educational planner in the Open University. She 

considers that there have not been obstacles in her career. The biggest obstacle she mentions is 

her post that does not enable her to do research in the extent she would like to. The goals for the 

next five years are reducing the amount of work and retiring, and continuing doing research.  

 

At the moment the interviewee works in a grade B position. She answers for the department’s 

teacher education. She referees articles in many international and national publications and is a 

member in many national bodies. The amount of work exceeds the normal office hours and takes 

time from doing research. When asked about support, the interviewee says that she can hire 

external lecturers in order to lighten her work load, but in other ways the amount of concrete 

support is small. Coping with work depends on one’s own resources. The interviewee 

characterizes the University as a hard workplace.  

 

In the interviewee’s opinion the funding is insufficient. The work relies on the employee’s own 

enthusiasm. The interviewee considers her resources to have lasted well but admits that the idea 

of retiring feels good at this stage.  

 

The interviewee feels that she has had a good access to national teams and cooperation to a point 

where she has sometimes had to say no. She has had difficulties in getting into certain circles in 

her own work community, and she has felt lonely. The interviewee does not know the reason why it 

has been so, and thinks it may be because of the tough competition.  

 

The interviewee is satisfied with her articles. She has published her articles in good international 

and national publications. In general she mentions that there is a tendency that a professor’s or 

head of the department’s name does not have to be included in the article if their contribution is not 

actual. 

 

The interviewee has four adult children. She takes care of her ill child and has responsibilities in 

taking care of her mother. The balancing of work with other areas of life has meant for the 

interviewee taking work home and working in the evening and weekends during the whole 

university career. The household responsibilities are divided and the interviewee says she gets full 
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support from her husband to her work. Having a family has had an influence on the interviewee’s 

career in that she has not sought a position abroad while her children were small. She says that 

she is so old-fashioned that she could not have left her family. 

 

When asked about discrimination the interviewee sits silent for a moment and then says it to be ”so 

hidden that it cannot be talked about”. She however states that it exists. It appears in speech and 

deeds: e.g. some achievements are noted and some are forgotten. The interviewee works in a 

female community and considers women to be skilful in discrimination, too. As the reasons for 

discrimination the interviewee sees e.g. independency, i.e. one should preferably agree with the 

persons in the leading positions; and enthusiasm which is not necessary a good thing. She 

considers talking about discrimination difficult because when put into words the things in question 

may seem even childish, and useless because people can always make explanations and the 

individual person is pressed down. It is easier not to talk because talking means also discord and 

disagreement that further complicates life. The discrimination does not directly relate to a person’s 

position or status in the interviewee’s opinion, but naturally people in power can use their position 

to promote chosen persons. Regarding equal opportunities the interviewee considers the 

opportunities to be equal. Success depends on person’s own achievements. In recruitment 

process the conditions for qualification can be adjusted to suit certain persons regardless of their 

gender, the interviewee says.  

 

The qualities of an excellent researcher are in the interviewee’s view: motivation, enthusiasm, 

creativity, endurance, and “inner fire”. An excellent researcher finds the knowledge and 

understanding s/he needs. 

 

Interview 

number 

Main group of 

respondents 

Position Age Comment 

OUL_6 female 3 36-55  

 

The interviewee graduated in the field of Medicine and after that worked in the basic health care for 

around 20 years. She specialized after feeling that she needs new challenges and worked yet 4 

years in the health care. The interviewee began to do research already during her specialization 

period, and after graduating she worked as a part time assistant at the University besides her 

clinical work in the health care. The research became so important in the interviewee’s life that she 

quit her permanent job and moved to Oulu. She started to work as a part time teacher with a fixed-

term contact. After a year from this she defended her doctoral thesis, and she has since then 

worked in her current position. The interviewee was interested in the research already during her 
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basic degree studies, but there was no natural continuation to her studies at that point. At a later 

stage there was an opportunity to do research, but the interviewee’s situation was not favourable. 

She had small children, a full time job and she was the breadwinner of the family. On the other 

hand the interviewee thinks that it was important for her to go to the “field” after graduation to 

collect work experience and skills. She has experienced that her extensive clinical experience has 

benefited her in her current work and her research, although some persons consider it a drawback. 

There have been no breaks in the interviewee’s university career. Other career breaks include four 

maternity leaves. The interviewee’s goals for the next five years include going abroad.  

 

Currently the interviewee works in a grade C position. She is responsible for the theoretical 

education of the basic degree students; consulting in her specialized area; supervising the basic 

degree candidates in their clinical training; and supervising specializing doctors in the special 

health care. The interviewee tries to do research as well, but she says that is tends to remain 

under other responsibilities. The interviewee participates in the further training actively and takes 

active part in the development of the work in her department as well as the work in her field of 

specialty. The interviewee does not experience that she has too much work. She thinks that she 

has self chosen it and can self regulate it. In the interviewee’s opinion the side jobs strengthen her 

expertise and facilitate teaching.  

 

The interviewee considers her resources to be sufficient. She has managed to get all the resources 

she has needed with her own activity, and she feels that she has been able to do all that she has 

wanted. The interviewee considers that she has had good access to teams and cooperation in 

both research and development. 

 

The interviewee is satisfied with her publications. Her research is a part of a world wide research 

project. Her first article was published in the best publication in her field, and her articles have been 

published in good publications as well. In general the interviewee thinks that the publishing 

practices are fair in her department. 

 

The balancing of work and other areas of life has been flexible for the interviewee because she 

has no family living with her at the moment. The situation may change in the future but the 

interviewee feels that the balancing will continue to work out well. 

 

The interviewee says that she has experienced discrimination in her working place. As an example 

she mentions the time when the work community was forming and “there are certain persons who 

want to take that power in an unclear situation”. The discrimination has appeared e.g. as 
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communication breaks that have been solved by direct and open communication. The interviewee 

characterizes the University as a hard working place where one needs to know how to stand up for 

oneself. She does not however consider the discrimination to have affected her career progress. In 

general she states that naturally one needs to have “common views” with one’s professor. The 

interviewee could not say whether there appears discrimination in her department apart from 

individual cases.  

 

The interviewee considers that women have ”relatively good” chances to progress in career in her 

field. The interviewee seems to connect the career prospects with the field of science and indirectly 

think that in male dominant fields, e.g. technical, women’s opportunities are weaker. The 

interviewee thinks about the issue and expresses being aware that there are more men in the 

leading positions in her field as well.  

 

In the interviewee’s opinion an excellent researcher is curious, persistent, determined and social. 

 

Interview 

number 

Main group of 

respondents 

Position Age Comment 

OUL_8 male 2 36-55  

 

The interviewee graduated in the field of natural sciences. During the Master’s studies he worked 

as a fee-paid teacher and an assistant in the University. After graduating he has worked as an 

assistant and a post-graduate student for about 10 years. He defended his doctoral thesis in 2000. 

After taking the doctoral degree the interviewee worked in the private sector for about a year and 

then returned to the University with his research group to his current post. The researcher’s career 

was a natural continuation to the studies. In the interviewee’s view there are two career choices for 

the graduates in his field the other being a researcher and the other a teacher. The interviewee 

says he considered also the subject teacher option, but stayed as a researcher. The career choice 

was partially influenced by his professor’s and other staff’s encouragement. In the interviewee’s 

view there have not been any obstacles in his career, besides the change of field after doctoral 

degree. Because of the change the interviewee has had to learn more new things than people 

usually in this point of career. Regarding the plans for the next five years the interviewee considers 

seeking into a permanent position inside or outside the University. The progress in the university 

career is not his primary goal.  

  

Currently the interviewee works in a grade B position. His main task is the planning and preparing 

projects, and project management development. His working time is the normal office hours, and 
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the interviewee feels that it is sufficient. The working hours are flexible, and the hours made in 

during a busy period are possible to take back as shorter days later. The interviewee feels that he 

gets support from his colleagues and with need from the Head of the Department in form of 

conversations.  

 

The interviewee considers the material resources as sufficient. He could use a more time. The 

interviewee feels that there are lots of interesting things to learn and make use of in the work, but 

there is not enough time. After work the interviewee wants to spend free time with the family. The 

interviewee considers the access to teams and cooperation to have been mainly uncomplicated. 

The access has in some cases been limited because of the interviewee’s educational background.  

 

The interviewee publishes mainly in the role of supervisor. The practice in his view is fair in his 

department: everyone who does his/her share of the work, gets his/her name in the publication; 

and everyone whose name is in the publication, has done something for the publication / research.  

 

Regarding the balancing of work and other areas of life the interviewee says that he has tried to 

leave work in the working place. The (paid) work done at home is nowadays limited to 

contemplation and occasional down writing of thoughts. At some point of the career the working 

pressures made the interviewee to take work home, but now his attitude has changed in the sense 

that now he enjoys free time in the expense of learning new things. The interviewee has the 

responsibility of the house work during his wife’s ongoing studies. He however states that there is 

not very much to do now that the children have grown. The home responsibilities were not divided 

equally clearly before, but the interviewee agrees on that his wife used to have the main 

responsibility of the house work. The existence of the family has influenced the interviewee’s 

career choices by preventing him from applying for vacancies in different localities.  

 

The interviewee does not feel being discriminated. The interviewee’s educational background may 

have been a limit, but the interviewee does not experience it as discrimination. In his view there is 

no discrimination in their work community. The working group is international and consists of “all 

colours”. As to the gendered discrimination the interviewee notes that there have been not many 

women but the proportion of women, “girls”, have increased lately among the Master’s thesis 

workers. The interviewee says that the Master’s thesis workers are selected according to their 

achievements and to the tasks available. With regard to men’s and women’s equal opportunities 

the interviewee answers briefly that yes, the opportunities are equal. “Why would they not be?” he 

asks. 
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The qualities of an excellent researcher include perseverance: the researcher has to be able to 

concentrate on one subject sufficiently long in order to master it. A good researcher is familiar with 

his/her research area and can see it also from a wider perspective in order to be able to direct the 

learning to the right direction. The interviewee stresses the meaning of the mentoring as an 

important factor. 

 

Interview 

number 

Main group of 

respondents 

Position Age Comment 

OUL_9 female 2 36-55  

 
The interviewee graduated in the field of natural sciences. She continued her studies directly after 

Master’s studies in the same research group and graduated as a Doctor in 1996. After the doctoral 

degree the interviewee spent a couple of years abroad as a post doc researcher. She has also 

worked at the University with scholarships and with short contracts as a fee paid teacher, assistant 

and post doc researcher. The interviewee describes her career choice as “drifting” and considers 

the main reasons behind it to be the well-timed job opportunity and her interest for the topic. In her 

opinion the other career choices at that point were a job as a presenting officer in the private 

sector, and it did not interest the interviewee. The interviewee says she had got used to the 

uncertainty of funding and the fixed-term nature of the contracts. She does not see herself working 

elsewhere in case her husband did not have a permanent job. The interviewee is committed to her 

work and research and she does it in order to gain merit and qualify herself for e.g. professorship. 

The interviewee says she has not had obstacles in her career, and no breaks other than three 

maternity leaves. At the time of the interviewee’s first maternity leave the public opinion in the 

University did not favour post-graduate students’ maternity leaves and having children during the 

Doctor’s studies. The interviewee feels that the attitude has changed for the better. Nowadays no 

one would dare to say that there is no coming back from the maternity leave. The reason for this 

change in attitude is in the interviewee’s opinion mainly the young women’s own determination. 

Young female researchers decide for themselves if and when they have children. The 

interviewee’s main goal for the next five years is to get a continuation of funding for herself. 

At the moment the interviewee works in a grade B position. Her main responsibilities consist of 

supervising post-graduate students. Other responsibilities are the laboratory’s financial issues; 

teaching in a small scale; and responsibility for equipment. The interviewee can usually do her 

work within the normal office hours, and occasionally in the evenings and weekends. The amount 

of work has increased by the years, and especially the work related with the supervising happens 

mainly outside the office hours. The interviewee points out that the increase in the amount of work 

shows in the salary. The meaning of work is also a hobby for the interviewee. 
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As to the resources the interviewee considers that they have sufficiently funding, staff and 

equipment at the moment. The lack of time is chronic. She says that they are currently going 

through an intermediate phase in their working community and in the future it will become topical to 

reorganize and prioritize the projects and research directions which will in its part help the situation 

with time. The interviewee says that she has not have difficulties in accessing teams and 

cooperation.  

The interviewee is satisfied with her publications. She has many of them and they have been 

published in good publications. Some of them produce more publications. In general the 

interviewee thinks that the practices are fair in her group. Everyone who actually contribute to the 

research get their names in the publication; and without contribution name is not included in the 

publication.  

The interviewee is married with children. In the interviewee’s opinion she has managed to combine 

the work and other areas of life relatively well, although she says that sometimes she gets 

feedback from her family that her thoughts are too much in the work. All members of the family 

participate in the work at home. The interviewee does not consider that the family had prevented 

her from taking the job opportunities. She emphasizes the meaning of support networks in 

managing with the work and family. 

The interviewee says that she has not experienced discrimination. In general she considers that 

there is no discrimination in their department, but admits that she has never really thought about it. 

With regard to men’s and women’s equal opportunities she says that “in a certain way they are 

equal”. The interviewee works in a female dominant environment and they currently prefer men in 

recruitment. The applicant’s qualities and achievements decide, but when there are two equally 

qualified applicants of different genders, the male applicant is more likely chosen. The interviewee 

thinks that the career progress is more challenging for women, because of e.g. maternity leaves 

that mean a break in the career for a certain period of time. The interviewee considers the 

traditional division of work at home also as an obstacle in a woman’s career. In the interviewee’s 

view there a few men who take care of the domestic issues to the extent that enables the woman 

to concentrate on her work and career progress. The interviewee tries on her part to be sensitive to 

her students’ family matters.  

The qualities of an excellent researcher are: personal motivation and enthusiasm; flexibility with 

regard to working hours and the work load. The interviewee adds yet a certain kind of luck to be at 

the right place at the right moment.  

The interviewee contemplates the obstacles on a woman’s university career. One of the 

shortcomings is the lack of posts. People change field after doctoral degree because of the 

uncertainty of the funding and the lack of career prospects. Age is a factor. There is not much 

funding available for senior researchers. Post doc positions are available only for recently 
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graduated Doctors. The interviewee describes the system interesting: doctors are produced but the 

funding ends with at the doctoral degree. There are not enough posts between the Doctor’s degree 

and professorship. 

 

Interview 

number 

Main group of 

respondents 

Position Age Comment 

OUL_10 male 4 36-55  

 

The interviewee studied first natural sciences but after a year of studies he changed the field to 

technical. He went to army at this stage. After graduating the interviewee worked around 6 months 

outside the University and then returned to work at the University. The choice of the university 

career did not in the interviewee’s experience include great ambition, but he sees it as a job 

opportunity which the interviewee’s acquaintances encouraged to take. The interviewee has 

worked as a researcher and an assistant. The interviewee’s motivation for the researcher’s career 

is built on the academic freedom to think things and innovate, and the freedom from office hour 

routines. The flexible working hours are important for the interviewee. The interviewee also enjoys 

the teaching. The interviewee says that there have not been obstacles in his career, and no 

breaks. The main goal for the next five years is finishing the doctoral studies and defending the 

thesis. After that the interviewee sees his future as open. The interviewee is interested in working 

outside the university. He thinks about his future and notes that there are not many routes to the 

highest posts at the University. The university career interests the interviewee in case there is a 

clear path and resources to progress. 

 

Currently the interviewee works in a grade D position. His main task is research, teaching and 

supervising Master’s students. In addition the interviewee participates in three projects, and says 

that the preparation of project application also takes time. The interviewee feels that the amount of 

work has increased and the number of staff has decreased to the extent that he does not always 

have time to do what he is supposed, e.g. write an article. He however assesses that the amount 

of work is normal and can be mainly done within the office hours. 

 

The interviewee feels that he mainly gets all the support he needs. He experiences the lack of 

supervisors and regular supervising difficult, but says that he understands the busy schedule of his 

superior.  

 

The biggest problem regarding resources is in the interviewee’s opinion the shortage of equipment 

and assisting personnel. There are too few equipment and people have to queue in order to use an 
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equipment. The delay in the access means delay in the work. The interviewee has experienced the 

access to teams and cooperation as uncomplicated.  

 

The interviewee has a few publications. In general he emphasizes the meaning of supervising. In 

his view he has not had difficulties in publishing. The practices with the names vary by case, he 

says. There are cases where someone’s name was included in the publication without an actual 

contribution. The practices are open to various interpretations.  

 

The balancing of work with other areas of life has been flexible because of the academic freedom. 

He does not have a family. 

 

The interviewee does not mention to have himself experienced discrimination. He says it exists, 

and especially discrimination by gender. The interviewee refers to a recent survey in the University. 

The results of the survey showed that women are discriminated, and the discrimination has 

appeared as underestimation and restrictions in the use of equipments. The interviewee says that 

his female superior has experienced discrimination and the equality issues are taken into special 

consideration in their department.  

 

When asked about men’s and women’s equal opportunities to progress in career the interviewee 

answers that the opportunities are not equal. Men and women are not in the same line to begin 

with. He considers the obstacles in women’s career to be on one hand the majority of men in the 

decision-making bodies that leads in the interviewee’s view to men favouring men in the decision-

making situations; and on the other hand women’s reluctance to seek into the highest positions in 

University. The interviewee says that women maybe want to stay in the executing level and do not 

want the highest positions because of the great responsibility. The interviewee contemplates the 

differences of female and male superiors and concludes that women may be more equal in their 

treatment. 

The qualities of an excellent researcher are: perseverance, ability to see the problem from different 

angles; social character.  

Interview 

number 

Main group of 

respondents 

Position Age Comment 

OUL_11 male 2 Under 35  

 

The interviewee studied in the field of technology and worked at the same time as an assistant 

teacher and an assistant. The interviewee explains his early employment by the rapid growing 

phase that was going on in their laboratory at that time. After graduation he continued working at 
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the University and has worked as a project researcher, assistant and senior assistant. The 

interviewee wrote the Licentiate thesis on the basis of his Master’s thesis, but has later changed 

the theme to better correspond with his current tasks and areas of interest. The interviewee feels 

that he is a researcher but also a teacher. The research interests him as a possibility to learn new 

things. When talked about the obstacles in a career, the interviewee mentions the fixed-term 

contracts as a factor he wished was differently and may influence the interviewee’s career plans. 

There have been no breaks in the interviewee’s career. Goals for the next five years include 

getting continuation for the work contract which is ending next year. Other plans include finishing 

doctoral thesis, establishing the reform of the degree structure, and meaningful studies from the 

point of view of work. The interviewee is not at the moment interested in progressing to professor 

or other superior post.  

 

At the moment the interviewee works in a grade B position. His tasks consist of teaching, planning 

and development of teaching, and research. The interviewee has directed his research to support 

and benefit the teaching. The amount of work is appropriate in the interviewee’s view although 

sometimes the work accumulates. The interviewee can influence on the amount and contents of 

work and the working hours are flexible. This freedom the interviewee considers as one of the most 

positive sides in his work. The interviewee feels that he gets all the support he needs and he 

emphasizes the meaning of one’s own activity in getting support.  

 

The interviewee says that he has sufficiently resources. In his view the high quality teaching with 

given resources is possible because of the interviewee’s investment of time and other resources in 

teaching. The only lack he mentions is the lack of permanent position. The interviewee feels that 

he has not had difficulties in accessing teams and cooperation. Sometimes there have been 

troubles but not in a way that would influence career progress in the interviewee’s view.  

 

The interviewee has some publications. He says that most of his time is spent on writing but the 

lack of time prevents taking time and concentrating on the writing of actual articles other than for 

short periods of time. The interviewee considers this as an obstacle. The practices with the names 

are clear with regard to contributions but for some parts very open to interpretations. The 

interviewee considers the practices fair but adds that someone else might disagree. 

 

The interviewee is married and there are two pets in the family. The balancing of work with other 

areas of life requires some planning, and e.g. staying late at work is difficult in a short notice. 

Having a family has influence on the interviewee’s use of time, and he says that had he not a 

family he would probably spend much more time at work. Currently he keeps the work and family 



 
 
 

©  
 

89

separated both having their place and time. The interviewee and his wife share the household 

responsibilities, but the interviewee admits that his wife does more.  

 

As to the discrimination the interviewee says that he has not experienced the kind of systematic 

discrimination that would have influence on career progress. In general level he says that if every 

employee in his department was interviewed, someone would surely report being discriminated. 

The interviewee is not sure whether this would be because someone is actually discriminated or 

not. He claims not to be very perceptive to notice these issues. The interviewee considers that 

men’s and women’s opportunities to career progress are not equal, but adds that in his view one 

could as well ask that are the opportunities equal for couples with / without children; children 

coming from good / poor conditions, and so on. The interviewee sees the reason behind men’s and 

women’s unequal opportunities the tendency of all systems - the majority of men in the highest 

university positions in this case - toward self-maintenance and reproduction unless they are not 

attempted to change. 

 

The qualities of an excellent researcher are patience, thirst for learning and that way the familiarity 

with one’s field. Analytic skills and the ability to see meaning between matters. 

 

Interview 

number 

Main group of 

respondents 

Position Age Comment 

OUL_12 male 3 Under 35  

 
The interviewee graduated in the field of technology and worked as a researcher for a year. He 

moved to industry and then back to University. The reason for returning to University was a well-

timed job opportunity and ending of the former contract. The interviewee has worked as a project 

researcher and an assistant. The interviewee has done his doctoral studies since the graduation. 

He explains the choice of career by his basic character. There have been no breaks in the 

interviewee’s career. He mentions however that his research did not proceed for three years at 

some point for family reasons. When discussing the obstacles the interviewee mentions the new 

salary system that is not fair in the interviewee’s opinion in how well it can take into consideration 

individual employee’s skills and personal competence. The interviewee’s goal for the next five 

years is to graduate from his doctoral studies. The current contract ends next year and in that part 

the interviewee’s future is open. The interviewee is interested in having work experience from the 

industry sector, but he would also like to teach at the University. In the interviewee’s view the lack 

of suitable positions in the University affects people’s career plans and the schedule of the doctoral 

studies. 
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Currently the interviewee works in a grade C position. The interviewee’s main tasks consist of 

research and teaching. He says that the teaching responsibilities take time from the research, and 

the research is hence not progressing at the pace it is expected to. The interviewee hopes that the 

teaching and researching would be separated to different posts which would allow concentrating 

either on teaching or research. The interviewee works also as a part time project manager and 

researcher. He describes his work load as too great and says that he works regularly in the 

evenings. The interviewee feels that he gets sufficient support in his work community, but 

experiences that his work contribution is not appreciated outside his department.  

As to the resources the interviewee mentions the chronic lack of time which appears as peaks of 

hurry. The interviewee wishes for a more permanent job and more appreciation. The access to 

teams and cooperation has been uncomplicated for the interviewee in his view.  

The interviewee sees the main obstacle in publishing to be the lack of time. In addition he mentions 

the external funding as problematic, because it many times puts the researcher in front of a difficult 

choice: s/he has to decide whether to invest in writing a good report for the financiers and enhance 

possibilities for getting further funding; or invest in writing a good academic paper on the research 

in the expense of the project report. The interviewee considers the practices with names in a 

publication fair, although the practices vary by case and are open to interpretations. 

The interviewee is married with children. He says that he and her wife share the household 

responsibilities, but it seems, e.g. on the basis what the interviewee said concerning his work load, 

that the interviewee’s wife does considerably more housework. 

Regarding discrimination, the interviewee says he is not sure, but there have been cases where he 

has done something together with someone and the other has taken all the credit fro the work. In 

general level he says that expressing one’s opinion that deviates from the mainstream opinion may 

result in not getting a continuation to the work contract. According to him it is not a gender issue. 

The interviewee considers the men’s and women’s opportunities equal. He seems not to have 

thought about it before. He says that he knows women that have progressed rapidly after 

graduation – in the industry – and he adds that the opportunities may be better for women. 

The qualities of an excellent researcher are in the interviewee’s opinion: thoroughness, top-level 

expert in one’s field. The interviewee says that an ideal researcher does not exist, that different 

types of researchers are needed to make successful research. Scientific expert needs e.g. 

marketing expert and publication expert by his side in the interviewee’s view. 

 

Interview 

number 

Main group of 

respondents 

Position Age Comment 

OUL_13 female 2 Over 55  
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The interviewee studied social sciences for 4 years before seeking into her current field. After 

graduating the interviewee worked six months elsewhere before returning to university to work and 

study. After a year of studies the interviewee’s supervisor left the university and the interviewee felt 

being left alone with her doctoral thesis. The interviewee had difficulties with her professor at the 

time to a point where she felt that the professor was inhibiting her progress. The interviewee says 

that she made her doctoral thesis by herself and that she is satisfied with the result. She was on 

maternity leave twice during her doctoral studies and the studies stretched for that reason. She 

thinks it is a delusion to think that family does not affect a woman’s career progress. The 

interviewee has also studied abroad, first without her family and second time with her family. Even 

now she wonders what she missed of her child’s life during those months she spent abroad without 

her family. The interviewee’s work situation has always been good in her view. Despite the fixed-

term contracts she says that she never needed to worry about getting a job. She has worked as an 

assistant, senior assistant, assistant teacher and acting professor. The interviewee considers the 

greatest obstacle in her career to be the choice of locality. She considers that she would have had 

better chances had she studied and worked elsewhere. She says that the family was the main 

reason for staying. Other obstacles in her career she mentions a recruitment process where she 

feels to have been bypassed because of her gender. Plans for the next five years include possibly 

returning to university. 

 

Currently the interviewee is on leave of absence from her grade B post. 

 

The interviewee is satisfied with her publications.  

 

The interviewee feels that having a family has affected her career. In general she suspects the 

judgment of men and women who claim that having a family does not influence women’s career. 

Usually a doctoral student works on his/her dissertation in the evenings and weekends and in the 

interviewee’s view women with children cannot do this. Women leave the university or put their 

studies to halt until the children grow up. Having a family does not usually restrict men in the same 

way in the interviewee’s opinion. 

 

With regard to equal opportunities the interviewee expresses strongly that the opportunities are not 

equal. She mentions various reasons for the inequality: having a family complicates the career 

progress for women; there are built-in discriminative practices; women do not raise women; women 

are too conscientious; women cannot neglect and do poorly and handle five posts simultaneously 

this way. Women are not taught to act; women think in a different way; common practice favours 

the masculine way; women settle with a lower salary; women are too nice and are afraid of making 
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trouble; some women deceive themselves by denying the significance of gender in order to 

success. In the interviewee’s experience man favour men, and women benefit from situation where 

e.g. their application for funding is assessed gender-blind.  

 

The qualities of an excellent researcher are in the interviewee’s opinion: talented, smart, persistent, 

ambitious, willing to concentrate on one major thing in life and accept that it means excluding many 

things, energetic, capable of holding one’s own, social, cooperative, interested.   

 

Interview 

number 

Main group of 

respondents 

Position Age Comment 

OUL_15 female 1 36-55  

 

 

The interviewee was interested in her field already as a teenager. She graduated from Master’s 

studies relatively rapidly and took the Licentiate degree almost instantly afterwards. The 

interviewee has worked in the university as a fee paid teacher, an assistant, senior assistant, in a 

teaching position and as an acting professor many times.  First time was in 1979 for period of 8 

months. The experience opened the interviewee’s eyes. There were no other women in the Faculty 

council except for one administrative officer; men called her a girl and they did not respect her at all 

in her experience. She adds that the situation seems not to have changed for the better. The 

interviewee has also worked several years as a director of two doctoral schools, and as an 

Academy researcher. She defended her doctoral thesis in the beginning of the 90’s. The 

interviewee’s career has been fragmentary and it consists of numerous fixed-term work contracts.  

She has several children, and she has tried to keep full maternity leave with each child. The 

maternity leaves have sometimes been an alternative to unemployment periods. In her work the 

interviewee starts from hiring employees for as long periods as possible at once.  

 

Currently the interviewee works in a grade A position. Her main tasks consist of management, 

research and supervising students. Resources and resourcing have been built on a solid ground. 

The interviewee regrets that she has not access to forums that would be significant from the point 

of view of her work.  

 

The interviewee does not include her name in a publication if she actually has not contributed to it, 

and sometimes even in cases where she has edited the publication. The reason for this is the 

interviewee’s own experiences as a beginner. She has worked for people above her in position 
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without getting her name published, and she does not want her students to have to experience the 

same. 

 

The interviewee is married with children. The balancing of work and other areas of life has required 

constant effort when the interviewee’s children were small. The interviewee says that she is 

currently having the best years from the point of view of work. She considers herself dependent on 

her cell phone and email. Her art-related free time activities give her means to cope. 

 

Regarding discrimination, the interviewee’s gender has been significant throughout her career. She 

has e.g. benefited from situations where her work has been assessed gender-blind. In her working 

place she is asked by male workers about retiring in a way that does not amuse the interviewee. 

She says that she has to be tight with her position in order to maintain it.  

 

The qualities of an excellent researcher are: solid educational foundation and research, life 

experience and work experience, own profile with a personal touch. 

 

Interview 

number 

Main group of 

respondents 

Position Age Comment 

OUL_16 female 1 36-55  

 

The interviewee was interested in her field already at the age of ten. After six years of studies she 

was asked to work as a fee paid teacher. At the time the interviewee had a summer job abroad and 

she was very happy. She graduated after seven years of studies. She also worked all the time. A 

couple of years after graduation she had a job as an assistant and she made her Licentiate thesis 

in that post. After the Licentiate degree the interviewee and her husband moved abroad. She had a 

scholarship but she applied for a job, and received one from a good company. This period became 

significant in the point of view of work. The interviewee studied beside her work and she graduated 

as a Doctor three years after the Licentiate degree. The family moved back to Finland just before 

the graduation and she received a lecturer post. After some time she was informed that she would 

be appointed as a professor in a state research centre. The post was never filled due to the 

economical situation in the country. The interviewee experienced this as a major crisis in her 

career. Shortly after this the interviewee received an Academy researcher post. The interviewee 

had decided at a relatively early stage that she will become a professor. She applied two times for 

professorship before she was appointed. In the second time the selection was open to 

interpretations and the interviewee was encouraged to appeal which she did not because of her 

family situation. In the third time the interviewee was the only qualified applicant in the group of 
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four. There have been no breaks in the interviewee’s career other than maternity leaves. During 

her career she has actively sought and tested her competence. She has not drifted to where she 

is. She also mentions that the progress in career has meant giving up some things. The 

interviewee plans to continue in her current position for at least the next five years. 

 

Currently the interviewee works in a grade A position. The working time varies by day. The 

resourced working time is not enough. There is work as much as can be done, and the interviewee 

has had to learn to say no. She marks down the hours and tries to keep the working hours close to 

normal office hours. Sometimes she takes work home. In her view the atmosphere in her 

laboratory is good, and she has a network of colleagues from previous places. She receives 

support also from a peer group – work counselling group. There have been conflicts between 

persons outside her immediate work community, and she wishes the cooperation was better in 

case of some people. 

 

As to the resources the interviewee’s department is not in a financially strong condition. There is a 

lack of fee paid teachers. The interviewee has access to available resources, funding is applied for 

the research projects. The interviewee has a relevant negotiation position. They have made a good 

result. In dealing upwards the starting point is to make good ground papers, act objectively and 

expect to be treated objectively. The interviewee has dense networks to different directions. 

 

The interviewee has not time to publish a great deal in her current post. She was surprised to learn 

that publishing was stressed in her salary negotiations related with the new salary system. In her 

field the focus is not on publications. The practices with names vary a great deal, but there is no 

dispute. 

 

The balancing of work with other areas of life was not a question before children. The interviewee 

considers that the balancing has gone surprisingly well. She exercises when the children are in 

their hobbies. They have had a cleaner for the last ten years, and it is paid by the interviewee’s 

husband. Other household responsibilities belong mainly to the interviewee. In the interviewee’s 

opinion she gets strong support from home and relatives. 

 

Regarding the discrimination the interviewee says that in their department they follow every 

possible law and article. She says she hopes that there were more women among the teaching 

staff, but in her view the most competent has been chosen for the post. In her case her age has 

maybe been a more significant factor than gender from the point of view of discrimination and 

career progress.   
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The criteria for an excellent researcher are in the interviewee’s opinion: vision – plans are made for 

the future; the ability to go beyond small things for the sake of the whole; hard work.  

 


