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The GARCIA project 

Gendering the Academy & Research (GARCIA) is a 
European Commission (FP7) funded action-research 
project aimed at:  
• promoting structural change in favour of gender 

equality in academic institutions.  
• by focusing on the early stages of scientific 

careers in a number of contrasting countries. 
 
It started in February 2014, and will run for a 
duration of 36 months. 
 

3 



 
The GARCIA consortium is made up of 
seven universities & research centres 

 • University of Trento (IT) 

• University of Louvain-la-
Neuve (BE) 

• Radboud University 
Nijmegen (NL) 

• University of Iceland (IS) 

• University of Lausanne (CH) 

• Slovenian Academy of 
Sciences and Arts (SI) 

• Joanneum Research 
Institute (AU) 
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CONTEXTUALISING ACADEMIC CAREERS: RATIONALE 

Women’s access to and experience of early stage 
academic careers will vary according to:  

• Structural characteristics of the labour market 
and care arrangements in different national 
(local) contexts. 

• Societal (local) level gender norms in relation to 
women’s labour market participation patterns. 

• Organizational characteristics of academic 
institutions and scientific careers in different 
national (local) contexts.  
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CONTEXTUALISING ACADEMIC CAREERS: RATIONALE 

We have constructed our gender equality action 
plans on the idea that:  

“The structural characteristics of the labour market 
and care arrangements, gender norms and the 
organizational characteristics of academic 
institutions and scientific careers may vary quite 
considerably in different national (local) contexts” 
(Le Feuvre, 2015: p. 3) 

These background / contextual characteristics will 
affect women’s access to academic careers.  
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CONTEXTUALISING ACADEMIC CAREERS: HYPOTHESES 

• The structure of opportunity available to different 
categories of women (single / married / divorced, 
with or without children or other care 
responsibilities) differs significantly among the 
GARCIA countries, but also within each national 
context, by education level, social origin, etc.  

• These societal / regional level gender norms are 
deeply embedded in the career structures of 
academic institutions, which tend to reflect the 
normative employment (and family 
disinvestment) patterns usually associated with 
white, middle-class men in each national setting.  
 

7 



CONTEXTUALISING ACADEMIC CAREERS: HYPOTHESES 

• However, since societal gender regimes can be 
more or less strongly differentiated and 
hierarchical in different contexts, one can 
presume that women’s ability to conform to the 
inherently “masculine” expectations associated 
with academic excellence and promotion criteria  
will vary considerably from one country to 
another, as will the symbolic rewards and 
penalties associated with different forms of 
gender transgression. 
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CONTEXTUALISING ACADEMIC CAREERS: HYPOTHESES 

• The structural changes currently effecting 
academic labour markets in most national 
settings (reduced structural funding, standardised  
performance indicators, increased competition 
for funding, increasing student numbers, 
promotion of international mobility, etc.) are 
likely to destabilise the dominant professional 
ethos associated with these previously “male 
bastions” and to lead to increasing levels of 
internal segregation, by gender, but also by 
generation, type of contract and nationality, etc.  
(Le Feuvre, 2015: p. 12-13) 
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CONTEXTUALISING ACADEMIC CAREERS: INDICATORS 

It is therefore important to map the employment, 
care, gender and occupational regimes that exist in 
each national context, before analysing women’s 
academic career patterns.  

• Employment policies & practices (incl. fiscal) 

• Care policies & practices 

• Equal opportunity policies & practices 

• Scientific career policies & practices 

+ Contextual indicators for each GARCIA country 
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Contextual overviews 

11 



AUSTRIA – CONTEXTUAL OVERVIEW 

• Conservative welfare system  

• Modified breadwinner model (one-and-a-half earner households) 

• Employment rates of men and women have become more similar over 
the last 10 years. In 2013, 82% of women are in employment 

• High rate of part-time jobs among women  

• Gender pay gap = 23% -> the highest of all the GARCIA countries 

• Women’s increasing labour market participation rates have not 
modified the traditional division of domestic & care work:  women are 
expected to earn a secondary income, to supplement the male salary  

• Gender division of labour sustained by generous child related benefits, 
including extensive parental leave, generally taken by mothers (due to 
low income loss compensation rates), and by a lack of available and 
affordable childcare facilities, along with taxation rules that penalize 
dual-income households.  
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BELGIUM - CONTEXTUAL OVERVIEW 

• Corporatist welfare model founded on the central role of social partners 
and collective negotiations 

• A normative dual earner/female part-time gender regime 

• Labour market highly feminised, but with significant horizontal & vertical 
segregation 

• Persistent attribution of “care” activities to women 

• Numerous family policies in favor of work-life balance, based on two 
potentially conflicting principles:  

– De-commodification, via working hour regulation (reduction of 
working time, interruption, leave for family reasons, etc.)  

– De-familialisation, via measures aimed at providing families with the 
opportunity to externalize part of their care responsibilities (early 
childcare facilities, extended school hours, service-vouchers, etc.)  

• Conflicting normative expectations and opportunities 
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ICELAND - CONTEXTUAL OVERVIEW 

• Top ranking in the World Economic Forum’s Global Gender Index 

• Nordic welfare system, despite lower spending on social services than in 
other Scandinavian countries 

• Dual breadwinner gender regime is now widespread 

• Highest rate of women's labour market participation rates of all OECD 
countries, with relatively low levels of female part-time employment 

• Persistent horizontal gender segregation (public / private sectors) 

• Women still shoulder the main part of domestic and care work. 

• Comprehensive provision of reasonably priced childcare services: 

– Parental leave Act (2000) -> 3 months non transferable leave for each 
parent + an additional 3 months that can be shared  

– -> Around 90% of fathers used their non-transferable share of the 
parental leave (on average 101 days).  
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ITALY - CONTEXTUAL OVERVIEW 

• Southern European welfare system = ‘deficit’ of social policies + reliance 
on family support to manage social risks  

• Very low female employment rate & very low fertility rates 

• Male breadwinner model still widespread, despite regional variations 

• High levels of horizontal and vertical gender segmentation  

• insider/outsider scenario  

– Some employees / employment sectors well protected by welfare 
system, others very flexible and precarious 

• Widespread prevalence of rather traditional gender roles 

• Women caught in the intergenerational solidarity trap:  

– lack of adequate public support for families 

– unfavorable attitudes towards working mothers 

– unequal distribution of domestic and care tasks within the family 

• Strong trade-off between work and family for women/mothers. 
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NETHERLANDS - CONTEXTUAL OVERVIEW 

• Hybrid welfare system (social democratic + conservative elements) 

• High level of horizontal segregation in education and in the labour market 

• High rates of women’s labour market participation, but with one of the 
highest rates of female part-time work in Europe 

• Modified male breadwinner model (one-and-a-half earner system) 

• Women considered to have primarily responsibility for childcare  

• Some recent initiatives in favour of working mothers / parents 

– The Childcare Act (2005), provides working parents with income-
related tax deductions of childcare costs 

• Strong collective consensus in favour of a so-called “Combination 
scenario” -> underlying model for Dutch labour and equality policies: 

• Partners should share paid work and unpaid work (care) almost 
equally. 

 

16 



SLOVENIA – CONTEXTUAL OVERVIEW 

• Hybrid welfare system (combination of conservative-corporative elements 
and of the social-democratic elements, including a powerful public/state 
sector, public healthcare provision, etc.) 

• Dual breadwinner / female carer model 

• Woman have historically had high labour market participation rates 

• Female part-time employment rates significantly below the EU-27 average 

• Widespread system of affordable childcare facilities 

• Well developed system of social benefits and allowances 

• Unequal gender division of housework and childcare 

• Impact of the crises on the welfare system:  

– Fiscal Equilibrium Act (2012) changed eligibility criteria for direct and 
indirect family benefits and reduced promotions in the public sector 

– Labour Market Regulation Act (2013) – increased labour market 
flexibility 
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SWITZERLAND – CONTEXTUAL OVERVIEW 

• Hybrid welfare system (combining elements of liberal and corporatist 
models) 

• Evolution towards a modified male breadwinner gender regime 

• High rates of women’s labour market participation, but with one of the 
highest rates of female part-time work in Europe (just below the 
Netherlands) 

• High levels of horizontal and vertical segregation in education and in the 
labour market 

• Women still in charge of 80% of domestic and care activities 

• Relatively large gender pay gap, particularly at the upper reaches of the 
occupational hierarchy 

• Very low levels of public childcare provision, and extremely expensive 
private childcare provision 

• Fiscal policies unfavorable to dual-earner households. 

 

 18 



Employment and labour market 
policies & practices 
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Employment rate of women aged 25-49 years, 

by marital status, GARCIA countries, 2011 
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Employment rate of women aged 25-49 years, 
by highest level of education attained (ISCED), 

GARCIA countries, 2013 
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Percentage of part-time and full-time 
employment amongst men and women aged 

25-49, GARCIA countries, 2013 
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Care policies & practices 
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Fertility rates, mean age of women at birth of 
1st child, and maternity / paternity / parental 
leave arrangements, GARCIA countries, 2012 
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Labour market participation patterns of 
couples 29-45 years, by family configuration, 

GARCIA countries, 2012 
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Source: UNECE data base 

 



Equal opportunity policies & 
practices 
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Composition of the European Gender Equality 
Index, 2015 
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Source: EIGE, 2015: 12 
 



 

Gender Equality Index scores and Global Gender 
Gap Index rankings, GARCIA countries, 2012 

 

28 



Gender Equality Index scores in the domain of 
work, GARCIA countries, 2012  
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Overviews on equal opportunity 
policies & practices 
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AUSTRIA - Equal opportunity policies and practices 

• 1993: Federal Law on Equal treatment of Men and Women  

• 1998: Commitment of federal, provincial and local levels to de-facto 
equality of women and men 

• 2004: Equal Treatment Act and Federal Equal Treatment act entirely 
revised according to  European anti-discrimination directives 

• 2006: Women and Technology Program promotes the involvement 
of women in trades and technical professions 

• 2008: Introduction of gender budgeting with an amendment  of the 
Austrian Federal Constitution 

• 2010: Adopted a National Action Plan for Gender Equality in the 
Labour Market 
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AUSTRIA - Women & science EO policies and practices 

Austrian science and innovation 
system - main stages 

• Before 2003 the main focus of 
promoting women in science 
was the higher education 
sector 

• Since 2003, more effort into 
raising the share of women 
researchers 

• Currently, the focus is on 
barriers to gender equality in 
science, technology and shifts 
towards more cultural barriers 
to the participation of women, 
which are inscribed in the 
institutions of the science and 
innovation system  

 

 

Main actions:  

• 1991: Creation of Working Groups on EO in various Universities 

• 1995: Decree of the first affirmative action plan for the Federal 
Ministry of Science and Research 

• 2000: Inter-ministerial working group for gender Mainstreaming  

• 2002: University Act 2002 -> contains legal protection instruments & 
affirmative action instruments for the reduction of structural 
inequalities 

• 2004: Comprehensive program (fForte) to promote women in 
(industrial) research 

• 2009: University Law Amendment Act sets a 40 % quota for the 
underrepresented sex at all university committees and the Austrian 
Research Promotion Agency introduces gender criteria in application 
procedures 

• 2010: Universities have to state in the Performance Agreements with 
the Federal Ministry of Science, Research and Economy objectives 
and measures to improve the position of women as well as to 
support work-life balance 

• 2010: Uniko Task Force “Gender and Diversity” for gender 
mainstreaming.  

• 2012: Affirmative Action Plan of the Federal Ministry of Science, 
Research and Economy adopted as a legally binding document 
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BELGIUM - Equal opportunity policies and practices 

At the federal (national) level: 

• 2002 – Creation of the Gender Equality Institute, responsible for 
coordinating the National Action Plan 

At the regional level: 

• The EO Directorate of the Ministry of the Federation Wallonia-
Brussels deals with questions of EO in the context of the 
competencies of the Wallonia-Brussels. Missions include: 

– Promoting and stimulating a gender equality dynamic 

– Offering a resource center open to exchange, reflection and creation 

– Support the voluntary / non-profit sector in its research and 
undertakings 

– Initiate innovative experiments in the service of a concrete equal 
opportunity policies, particularly in developing innovative tools.  
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BELGIUM - Women & science EO policies and practices 

• The Federation Wallonia-Brussels is committed to taking measures aimed 
at encouraging gender equality in scientific careers: 

– A subsidy of 150,000 Euros granted to universities, for the 
appointment of a “gender contact person” within each institution 

– A “Women & Science” Committee was inaugurated in 2008 to share 
experiences and identify concrete problems and obstacles confronting 
women researchers and to propose regulatory modifications to the 
public authorities, as well as actions aimed at furthering gender 
equality in scientific and academic careers 

• On the local level (Université catholique de Louvain):  

– In 2006: the “European Charter for Researchers” and the “Code of 
Conduct for the Recruitment of Researchers” (Euraxess initiative) 

– In 2014: The rector’s team has named a woman faculty member to the 
post of adviser for gender policy 
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ICELAND - Equal opportunity policies and practices 

• 1976: First Equality Act 

• 1991: Gender Equality Complaints Committee operates as a platform for 
act of no observance or law-breaking of Equality Act 

• 2000: Foundation of the Centre for Gender Equality 

– The function of the Center is to provide advice and training  in the field of 
gender equality for governmental and municipal authorities, institutions, 
companies, individuals and NGOs 

• 2011-2014: Equality Act (Parliamentary resolution) promotes the 
implementation of a strategy to enforce gender budgeting  
– -> pilot projects developing procedures and methods for the preparation of gender 

budgets are put into practice 

• 2011-2014: Within the Ministry of Finance and Economic Affairs gender 
budgeting has developed from a pilot project in 2009 to a 3-year plan.  
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ICELAND - Women & science EO policies and practices 

National level 

• Gender equality in the field of science 
and research is structured by law and 
resolutions.  

• Both law and policies broadly cover the 
structural presupposition of gender 
equality within science and research 

• 2006: Gender Equality Fund -> aim to 
rectify the gendered imbalance of 
research  

• 2013: 5 grants for researcher studying 
gender equality issues in Iceland 

 

 

 

University of Iceland 

• 1990: Centre for 
Women’s and Gender 
Studies 

• 1996: Establishment 
of Gender Studies 

• 2014: 4th Equality 
Program based on 3 
priorities: gender 
equality, disability 
rights and anti-
discrimination 
policies 
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ITALY - Equal opportunity policies and practices 

• 2006 - National Code for Equal Opportunities: 

– gathers all the laws in force on gender equality and women’s empowerment -> 
the promotion of EO in all areas of society 

– Introduces the principle of gender mainstreaming 

• 2011/2012 -  New measures to enhance women in leadership positions:  

– gender balanced promotion in local government 

– mandatory quotas in boards of companies listed in the Stock Exchange 

– mandatory quotas in companies owned by the public administration (at least 
20% for the first year, and 33% for the following years) 

• According to the Shadow Report (2014), the recent economic crisis has weakened 
the position of the EO Department  

• The current government (2014- ) decided not to nominate a specific Minister for 
EO, leaving the competence under responsibility of the Prime Ministers’ Office.  

• Lack of attention to gender equality at national level mirrored also at local level. At 
regional level, the Councilors for equality are likely to disappear 
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ITALY - Women & science EO policies and practices 

 The university system lacks policies and practices explicitly targeted to promote 
gender equality in academia and/or women in science.  

• Recently, the Department for EO has carried out several actions: 

– the Government coordinated and co-funded four projects (the projects financed by 
the FP7): 1) PRA.G.E.S. “PRActising Gender Equality in Science” (2009); 2) WHIST 
“Women Careers Hitting the Target” (2009); 3) STAGES “Structural Changes to 
achieve gender equality in science” (2012); 4) and TRIGGER “TRansforming 
Institutions by Gendering contents and Gaining Equality in Research” (2013).  

• In 2013 - the pro-tempore Minister for EO signed, a Memorandum of 
Understanding with the Ministry of Education, University and Scientific 
Research aimed at promoting EO in science, thus creating the first National 
strategy to increase the participation of women and girls in science and 
technology education, training, research and employment 

• Lack of coordination In promoting EO programs between university structures & 
implementation of monitoring and evaluation tools coupled with limited 
resources 
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NETHERLANDS - Equal opportunity policies and practices 

• 1976: First emancipation / gender equality plan  

• 1981: Issue of equality taken up by the Ministry of Social Affairs and Employment 

• 2007: The Ministry of Education, Culture and Science is responsible for women’s 
emancipation 

• Emancipation policy continues to focus on women’s labour market participation 
and women’s economic independence 

• The Emancipation Policy brief for the period 2013-2016 priories women’s labour 
market participation, differences between boys & girls in the field of education, 
girls and LGBT rights 

• Measures mainly focus on increasing numbers, and less on more structural 
changes 

• Resistance to quotas 

– Politically, there is resistance to the more radical measure to improve the 
underrepresentation of women by compulsory quotas -> target figures are 
preferred 
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NETHERLANDS - Women & science EO policies and 
practices 

National level   

• 1996-2006: Law on equal representation of women in 
HE aims to improve the number of women in higher 
positions in HE -> target not reached in 2005 

• 1999-2002: Aspasia programme to stimulate women 
assistant professors to get promoted to an associate 
professorship 

• 2002: Aspasia incorporated into a general funding 
programme.  

• Currently, universities receive a financial bonus when 
women are awarded a research grant 

• Presence of programs to stimulate upward mobility of 
women researcher in STEM disciplines (i.e.: the Athena 
program of NWO; programs of the Dutch foundation 
Fundamental Research on Matter - FOM). 

• Programs at university level (i.e. Rosalind Franklin 
Fellowship Program – University of Groningen) 

 

Radboud university 

• 1985: Foundation of the 
Institute for Gender Studies 

• In the 1990s affirmative 
actions were introduced 

• 2000: EQUAL project. 
Introduction of gender 
sensitive selection processes 

• 2001: Creation of the 
Network for Female Full 
Professors 

• 2008: Charter Talent to the 
Top 

• 2012: Network for women in 
lower ranks (FP7 Framework 
program STAGES) 
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SLOVENIA - Equal opportunity policies and practices 

• 1992: Office for women’s politics, later to become Office for Equal Opportunities 

• 1997: First gender mainstreaming activities at government level with a pilot project 
involving several ministries to train state employees on gender equality policy and the 
concept of gender mainstreaming. 

• 2002: EO fully institutionalised with the adoption of the first Equal Opportunities Act 

• 2002: Resolution on the National Programme for Equal Opportunities (2005-2013) 
which lists  gender mainstreaming as a priority 

– 2013: Evaluation of the programme -> persistence of vertical segregation and lack 
of women in decision making positions 

• 2004: Constitutional Act Amending Article 43 of the Constitution authorised the  
legislator to establish legal measures to promote EO to stand as candidates in local and 
state elections -> Quotas for the lists of candidates added to the Election of Slovenian 
Members to the European Parliament Act (2004), the Local Elections Act (2005) and 
the National Assembly Elections Act (2006)  

• 2012: Office for EO transformed from an independent public body to an EO 
Department within the responsibility of the Ministry of Labour, Family and Social 
Affairs -> at present Ministry of Labour, Family, Social Affairs and Equal Opportunities) 
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SLOVENIA - Women & science EO policies and practices 

• 2001: Commission for Women in Science at the Ministry of Higher 
Education, Science and Technology. 

– 2011: The Commission carried a large-scale study on 
“Differences in working conditions in science in Slovenia” 

– 2011: Guidelines for the use of gender-sensitive language 

• Since 2005: maternity and parental leaves recognise as a factor 
that may impact on scientific career development. 

– Leaves are taken into account in selection processes for 
research projects and post-doctoral projects. 
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 SWITZERLAND- Equal opportunity policies and 

practices 

• 1976: Federal Commission for Women's Issues created by the Federal Council 
1996: Federal Law on Gender Equality  

• 2002: The Federal Office for Gender Equality launches a Fairplay-at-home 
campaign, followed, a year later, by Fairplay-at-work. These initiatives include 
a whole range of measures to promote work-life balance. 

• 2004: After 60 years of campaigning, paid maternity leave legislation is 
adopted 

• Despite having a very poor record in combatting gender discrimination, once 
equal opportunity legislation has been adopted, Switzerland performs 
relatively well on the policy implementation criteria 

– 2003: The Federal Office for Gender Equality produced a computer program 
(Logib), which enables all companies and public sector administrations to check 
their own gender pay gap. This support the implementation of the Federal Law on 
Public Markets, which requires any company with 50 or more employees to prove 
respect for the equal pay principle.  
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 SWITZERLAND - Women & science EO policies and 
practices 

• 1992: All universities have created a delegate position on women's issues or a 
commission for equality. 

• 1992: The Swiss National Science Foundation decided to promote gender 
equality through a national research program 

• 1998: The Federal Council decides to promote EO in universities 

• 2000: The federal "Equal opportunities for women and men in universities” 
programme enabled the creation of Equal Opportunity Offices in all 
universities 

• 2001: The Swiss National Science Foundation:  

– abolished the biological age limit for women wishing to receive a research 
grant  

– introduced an impressive range of measures to improve women’s access to 
research positions.  

• 2008: Biological age limits are replaced by a so-called “academic age” for men 
and women in the regulations for the allocation of research grants. 

 

 

 

44 



Scientific career policies  
& practices 
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Women’s share of advanced research degrees, 
by field of study in GARCIA countries, 2012 
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Average weighted total yearly salary of 
researchers in GARCIA countries, by sector of 

activity and sex, 2007 
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All currencies expressed in PPS – purchasing power standard 



 
The structure of academic careers in Germany, 

France, the United States and the UK.  
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Source: OECD 



Number and proportion of female academic 
staff in GARCIA countries, by grade, 2010 
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The academic scissor curve, EU average,  
2002-2010  
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Percentage of male and female academic staff in 
grade A positions and proportion of female heads 

of HES institutions in GARCIA countries, 2010 
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The gender gap in securing research funding, 
EU average 2002 (red) and 2010 (blue) 
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SHE Figures, 2013: p. 119.  
 



Average weighted total yearly salary of 
researchers, selected countries, by sex + level of 

experience, 2007 
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All currencies expressed in PPS – purchasing power standard 



Proportion of women in research jobs by % of 
GDP spent on R&D (PPS / FTE), EU 2009 
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CONCLUSIONS 

• The labour market participation patterns and care 
arrangements of women vary significantly by 
level of qualification and by national context; 

• The requirements of an academic career may be 
similar to or radically different from the gender 
norms of a particular national (local) context;  

• In addition, the organisational structure of 
academic institutions varies by country, adding to 
the need to contextualise all analyses of women’s 
academic careers.  
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CONCLUSIONS 
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Overcoming 

structural barriers 

to gender equality in 

academic careers 
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Statistical Indicators for each 
GARCIA country at a glance 

 
 

Appendix 1 
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 Austria 

• Population        8.47 mio 
• GNI/capita         US$ 50,430  
• Fertility rate         1.4    
• Women in labour force     47% 
• % of women working part-time  45% 
• Weeks of maternity leave     16 
• Gender pay gap       36% 
• Rank in Global Gender Gap Index   36th 

• Female tertiary level students   53% 
• Women researchers      29% 

59 



 Austria 
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Belgium      -        -     - 

• Population        11.23 mio 
• GNI/capita         US$ 47,030  
• Fertility rate         1.8    
• Women in labour force     46% 
• % of women working part-time  43% 
• Weeks of maternity leave     15 
• Gender pay gap       21% 
• Rank in Global Gender Gap Index   10th 

• Female tertiary level students   55% 
• Women researchers      33% 

 

61 



 Belgium           -      
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 Iceland 

63 

• Population        325.671 
• GNI/capita         US$ 43.930  
• Fertility rate         2  
• Women in labour force     48% 
• % of women working part-time  32% 
• Months of maternity leave    9 

– Mother 3, father 3 and 3 to be shared 

• Gender pay gap       23% 
• Rank in Global Gender Gap Index   1st 

• Female tertiary level students   62% 
• Women researchers      37% 

 



 Iceland 
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 Italy 

• Population        61.34 mio 
• GNI/capita         US$ 34,280 
• Fertility rate         1.4    
• Women in labour force     42% 
• % of women working part-time  32% 
• Weeks of maternity leave     22 
• Gender pay gap       27% 
• Rank in Global Gender Gap Index   69th 

• Female tertiary level students   57% 
• Women researchers      35% 
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 Italy 
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Netherlands 

• Population        16.80 mio 
• GNI/capita         US$ 47,440 
• Fertility rate         1.7    
• Women in labour force     46% 
• % of women working part-time  77% 
• Weeks of maternity leave     16 
• Gender pay gap       42% 
• Rank in Global Gender Gap Index   14th 

• Female tertiary level students   51% 
• Women researchers      24% 
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Netherlands 

68 



 Slovenia 

• Population       2.06 mio 
• GNI/capita        US$ 22,750 
• Fertility rate        1.6    
• Women in labour force    46% 
• % of women working part-time 13% 
• Weeks of maternity leave    15 
• Gender pay gap      5% 
• Gender Inequality Index Rank   23rd 

• Female tertiary level students  58% 
• Women researchers     36% 
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 Slovenia 
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Switzerland 
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• Population        8.08 mio 
• GNI/capita         US$ 86,600 
• Fertility rate         1.5    
• Women in labour force     46% 
• % of women working part-time  61% 
• Weeks of maternity leave     14 
• Gender pay gap       22% 
• Rank in Global Gender Gap Index   11th 

• Female tertiary level students   49% 
• Women researchers      30% 

 



Switzerland 
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