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The project “YesWePlan!” is co-funded by
the Erasmus+ programme of the European
Union and connects different European
partner organisations with the aim of
sharing experiences and best practice
examples for closing the gender gap in
the professional field of Architecture and
Civil Engineering.
www.yesweplan.eu
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Project partners
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AUSTRIA
Federal Chamber of Architects and chartered Engineering Consultants (Coordinator)
www.arching.at
FRANCE
ARVHA Association for the Research on the City and Housing
www.femmes-archi.org
GERMANY
Federal Chamber of German Architects
www.bak.de
OXYS Management UG
www.oxys-management.de
SLOVENIA
Chamber of Architecture and Spatial Planning of Slovenia
www.zaps.si
SPAIN
Polytechnic University of Valencia
www.upv.es
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About the Country Reports
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Country Situation Reports

The present collection of country situation reports intends to give a comprehensive overview on some
relevant aspects regarding the situation of female Architects and Civil Engineers in the project partner
countries.
The project is approaching the topic in several ways: A country situation analysis that is based on a
commonly developed data collection, the exchange and transfer of best practice examples of professional
gender equality and the development of a Career Tracking System that is able to give insight into career
decisions and motives of a representative number of professionals.
Based on the collected information a compendium will be developed that will not only provide the tools
but also recommendations to different relevant stakeholders regarding measures to improve gender
equality in Architecture and Civil Engineering.

For this data collection, Architects
and Civil Engineers are defined as
“professionals with a master’s degree
in Architecture or Civil Engineering
that are authorised to conduct the
profession according to the legal
requirements of their country”.

For basic information about how access
and conduct of profession and professional
competences are regulated and organised
in the different partner countries please
see Part 2: Facts - “The profession
of Architects and Civil Engineers –
Regulation and Organisation”

The data for the country reports
was collected by the project
partners using knowledge
available in their organisation,
research results and interviews
with different national experts.
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1. Basic data

2. Facts

3. Expert Opinions

This section is mainly based on data
available in professional organisations
and universities and shows basic numbers
about professionals, graduates, and
students in the field of Architecture
and Civil Engineering including gender
proportions.

This section is based on knowledge available
in the partner organisations and on research
results and shows basic facts about the
professions and the general situation regarding
professional equality. Some partners were
not able to provide information for both
professional groups covered in the projects
and thus focused their information mainly on
the profession of Architects.

This section is mainly based on studies, expert
interviews, and knowledge available in the partner
organisations and summarises practical experiences,
expert opinions, and study results on the general
situation regarding professional equality.

p. 29

p. 59

As comparable data was not available for
all questions, missing data is shown as
“-“ in the tables. Further explanations are
given in footnotes.

p. 15
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Executive Summary
The country reports show, that the professional systems
for Architects and Civil Engineers in the partner countries
have a similar base, even if there are differences in detail.
In most countries the degree of professional regulation is
higher for Architects than for Civil Engineers. This is one
of the reasons why some of the partners were not able to
fully cover both professions in their reports and therefore
mainly focused on Architects. This focus has to be taken into
account when analysing the contents of the reports, but as
both professions act in similar surroundings, many gender
equality issues are relevant for both professions. The reports
show that the quality requirements for professional access
(master degree, partly professional practice and professional
access examination) are high and that self-employment is
an important form of conduct of both professions, while
employment is often restricted to forms of employment
which can still ensure a certain professional independence.
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Despite of differences in details, the overall system is similar enough to
allow comparisons in regard to the gender equality issues that are raised
in the country reports:
• General legislation on equality of course exists in all partner
countries, but national professional legislation mostly does not
contain any gender issues. In two countries it contains parity
regulations regarding the participation of women in the structures of
the representative professional organisation.
• According to the reports the difference in the scale of the pay gap
is considerable within the partner countries and ranges from about
7% to over 20%. The reasons for the pay gap as such are related to
different facts, such as the high rate of female professionals working
part-time - in all partner countries the percentage of women working
part-time is much higher than the percentage of men - a lot of
unpaid work done by female professionals, a lack of self-confidence
in regard to remuneration negotiations, etc. In all partner countries
the aspect of income transparency is only covered by regulations
on remuneration reports in bigger companies and/or by collective
agreements with minimum wages/wage groups. Also, no income
transparency is given regarding self-employment. Remuneration
guidelines for professional services are partly available to calculate
hourly rates but do not give insight in actual earnings.
• Childcare facilities seem to have increased in all partner countries
during the last years, but especially for pre-school children the
rate of facility care differs, as well as forms and costs of caring
systems. In some of the partner countries the support of family and
friends still plays an important role in the childcare systems. In all
partner countries female professionals still carry the main childcare
responsibilities as also clearly shown by the data for parental leave,
care leave, etc.

• Although the history of (professional) gender equality as well as the
societal and political situation varies within the partner countries, there
are a lot of similarities regarding the current situation and challenges
that female Architects and Civil Engineers have to face: The masculine
image of the building sector, long working hours that are difficult to
combine with family duties, indirect discrimination based on part-time
work, sexism, etc.
• In all partner countries public authorities and educational institutions
seem to be aware of the still difficult situation of women in technical
professions and provide a wide variety of general support measures
for women in technical professions and gender equality programmes
in education. Additionally, solidarity among female professionals –
expressed through networks and other support measures - seems to
be an important tool for improving the situation.

The common conclusion
in all country reports:
There are a lot of further steps
that need to be taken in order to reach
full professional equality.
13
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_1. Basic data
This section is mainly based on data available in professional organisations and
universities and shows basic numbers about professionals, graduates, and students
in the field of Architecture and Civil Engineering including gender proportions.
As comparable data was not available for all questions,
missing data is shown as “-“ in the tables.
Further explanations are given in footnotes.
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1. Basic data

* Architects and Civil Engineers are defined as professionals with a master degree in Architecture or Civil Engineering that are authorised to conduct the profession according to the legal requirements of their country.
1)
In Austria, all licensed architects are self-employed and registered in the chamber. Employment is only permitted under conditions that guarantee professional independence.
2)
As the Engineering profession is only partly regulated in France, there are only rough estimations available and the average proportion of women is about 20%.
3)
This number includes both forms of diplomas in France (DPLG, HMONP)
4)
This number only shows registered architects, as in Germany, only the use of title and authorisation to present building documents is regulated by law and linked to membership in the chamber.

Country

FRANCE

AUSTRIA

_ 1.1

Total population

8.858.775
(2019)

…of which
are female:

50,80%

66.992.699

…of which
are female:

51,64%

…of which
are female:

15,20%

30.000

…of which
are female:

28,60%

1,20%

112.000 2)

…of which
are female:

_2)

_ 1.2

Number
of Architects*

5.741 1)
(2019)

(2018)

(2018)

_ 1.3

Number
of Civil Engineers*

16

1.486 1)

…of which
are female:

5)

As the Engineering profession is only partly regulated in Germany, there are only rough estimations available and the average proportion of women is about 10%.
2016 Deadline for pre-Bologna reform programme
7)
The number of students that enter the Faculty (in Ljubljana or Maribor) does not reflect the number of those who really plan to finish the Master level and become a fully qualified Civil Engineer 		
as many entries aim at receiving the formal status as students of Civil Engineering which leads to better employability and tax advantages.
8)
Draft number
6)

Country Situation Reports

GERMANY

Slovenia

83.100.000

…of which
are female:

50,80%

116.703 4)

…of which
are female:

33,10%

(2018)

_5)

…of which
are female:

2.079.003

SPAIN

(2019)

…of which
are female:

50,22%

47.100.396

…of which
are female:

51,00%

1.539

…of which
are female:

45,16%

50.305

…of which
are female:

31,50%

…of which
are female:

16,30%

(2018)

(2019)

_5)

2.430
(2019)

(2019)

…of which
are female:

23,74%

33.898
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1. Basic data
AUSTRIA

Country

FRANCE

_ 1.4

2019

1.013

52,02%

2019

3.910

37,80%

Graduates
in Architecture

2018

1.055

54,98%

2018

3.869

38,00%

2017

1.099

50,96%

2017

3.728 3)

2016

1.261

49,41%

2016

3.785 3)

2015

1.003

53,04%

2015

3.621 3)

52,21%

2014

3.711
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…of
which
are
female:

…of
which
are
female:

…of
which
are
female:

39,59%
36,99%
31,54%

…of
which
are
female:

37,43%

2014

1.310

2013

1.036

49,03%

2013

3.515 3)

37,13%

2012

1.049

50,52%

2012

—

—

2011

868

47,93%

2011

2.352 3)

48,09%

50,37%

2010

2.432 3)

…of
which
are
female:

3)

…of
which
are
female:

2010

806

2009

680

48,09%

2009

3.083 3)

37,95%

2008

210

42,86%

2008

2.929 3)

37,97%

3)

48,07%

This number includes both forms of diplomas in France (DPLG, HMONP)

Country Situation Reports

GERMANY
2019

—

2018

8.213

2017

7.935

2016

7.520

2015

7.537

2014

7.096

2013

6.758

2012

6.421

2011

6.231

_ 1.16

…of
which
are
female:

…of
which
are
female:

_ 1.16

…of
which
are
female:

Slovenia
—

2019

185

57,00%

2018

198

57,00%

2017

175

58,00%

2016

387 6)

57,00%

2015

222

58,00%

2014

212

58,00%

2013

173

57,00%

2012

184

56,00%

2011

191

54,00%

2010

203

_ 1.16

…of
which
are
female:

…of
which
are
female:

_ 1.16

…of
which
are
female:

SPAIN
56,76%

2019

1.796 8)

54,54%

2018

3.201

64,57%

2017

2.736

54,78%

2016

2.203

59,90%

2015

1.886

65,09%

2014

919

64,16%

2013

2.595

65,76%

2012

2.684

62,30%

2011

3.009

67,98%

2010

2.452

_ 1.16

53,00%
45,58%

…of
which
are
female:

45,58%
43,89%
48,78%

…of
which
are
female:

71,60%
45,13%

_ 1.16

…of
which
are
female:

45,42%
44,53%

2010

5.920

2009

6.302

53,00%

2009

135

71,85%

2009

2.723

—

2008

6.073

51,00%

2008

82

60,97%

2008

2.609

—

6)

2016 Deadline for pre-Bologna reform programme

45,39%
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1. Basic data

80%

% of Female Architects*

10%

* Architects and Civil Engineers are defined as professionals with a master degree in Architecture
or Civil Engineering that are authorised to conduct the profession according to the legal
requirements of their country.
20

Year

FR

AT

2008

2010

2012

SLO

DE

SLO

ESP

20%

Female % of Total

30%

% of Female Graduates in Architecture

AT

FR

AT

40%

ESP

50%

FR

SLO

60%

DE

70%

DE

Percentage
of Female Graduates
in Architecture
and
of Female
Architects*

2014
2016
ESP

FR

AT

DE

DE

SLO

AT

AT

2018

Female % of Total

31,50%	E S P

45,16%

33,10%

37,80%

SLO

FR

15,20%	AT

ESP

SLO

DE

33,10%	DE

38,00%

FR

FR

ESP

ESP

SLO

Country Situation Reports

80%
70%

60%
50%

40%
30%

20%
10%

2019
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1. Basic data
AUSTRIA

Country
_ 1.5

2019

475

Graduates
in Civil Engineering

2018

531

2017

525

2016

520

2015

495

22

2014

506

2013

_ 1.18

…of
which
are
female:

…of
which
are
female:

FRANCE
32,84%

2019

—

20,34%

2018

39.656

25,33%

2017

—

22,50%

2016

30.400

26,06%

2015

—

_ 1.18

—
27,50%

…of
which
are
female:

—
28,50%
—

…of
which
are
female:

22,13%

2014

—

492

19,92%

2013

—

—

2012

498

14,26%

2012

—

—

2011

439

17,77%

2011

—

—

2010

400

21,00%

2010

—

2009

334

16,77%

2009

—

2008

150

16,67%

2008

—

…of
which
are
female:

…of
which
are
female:

—

—
—
—

Country Situation Reports

GERMANY
2019

—

2018

—

2017

10.720

2016

10.256

2015

9.954

2014

8.626

2013

_ 1.18

…of
which
are
female:

…of
which
are
female:

Slovenia
—

2019

85

—

2018

123

31,00%

2017

114

30,00%

2016

268 6)

30,00%

2015

113

28,00%

2014

148

7.859

29,00%

2013

2012

6.636

29,00%

2011

5.955

2010

5.360

2009

5.056

2008

4.677

…of
which
are
female:

_ 1.18

…of
which
are
female:

…of
which
are
female:

SPAIN
30,59%

2019

—

43,09%

2018

—

35,09%

2017

—

34,70%

2016

—

35,40%

2015

—

_ 1.18

—
—

…of
which
are
female:

—
—
—

…of
which
are
female:

31,08%

2014

—

156

42,31%

2013

—

—

2012

156

34,62%

2012

—

—

29,00%

2011

133

41,35%

2011

—

—

28,00%

2010

—

—

2010

—

27,00%

2009

—

—

2009

—

26,00%

2008

—

—

2008

—

…of
which
are
female:

…of
which
are
female:

—

—
—
—
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1. Basic data
AUSTRIA

Country
_ 1.6

57,85%

2019

—

57,89%

2018

18.000

56,60%

2017

18.100

1.952

57,38%

2016

18.100

57,00%

2015

1.966

54,43%

2015

17.900

57,00%

_ 1.7

2019

1.030

28,25%

2019

—

—

Students
in Civil Engineering

2018

1.162

25,13%

2018

—

2017

1.287

28,36%

2017

—

2016

1.177

30,77%

2016

—

—

2015

1.308

26,07%

2015

—

—

Students
in Architecture

24

2019

1.962

2018

1.995

2017

1.940

2016

FRANCE

…of
…of
which
which
are
are
female:
female:

…of
…of
which
which
are
are
female:
female:

—

…of
…of
which
which
are
are
female:
female:

…of
…of
which
which
are
are
female:
female:

60,00%
58,00%

—
—

Country Situation Reports

GERMANY
2019

—

2018

10.075

2017

11.691

2016

Slovenia
—

2019

220

57,53%

2018

226

55,96%

2017

253

11.937

56,25%

2016

2015

11.790

56,04%

2019

—

2018

11.470

2017

11.323

2016

2015

SPAIN
69,54%

2019

20.581

66,37%

2018

20.834

59,68%

2017

20.408

250

64,00%

2016

19.507

49,47%

2015

266

62,03%

2015

—

—

—

2019

_ 7)

_ 7)

2019

—

—

29,89%

2018

_ 7)

_ 7)

2018

—

28,53%

2017

_ 7)

_ 7)

2017

—

11.364

29,42%

2016

183

—

2016

—

—

11.599

30,38%

2015

208

—

2015

—

—

…of
…of
which
which
are
are
female:
female:

…of
…of
which
which
are
are
female:
female:

…of
…of
which
which
are
are
female:
female:

…of
…of
which
which
are
are
female:
female:

50,35%

…of
…of
which
which
are
are
female:
female:

…of
…of
which
which
are
are
female:
female:

50,01%
50,01%

—
—
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1. Basic data
AUSTRIA

Country

FRANCE

_ 1.8

For Comparison:
Registered
Medical Doctors

2018

44.728

…of
which
are
female:

48,00%

2018

22.856

…of
which
are
female:

47,00%

_ 1.9

For Comparison:
Registered Lawyers

26

2018

6.389

…of
which
are
female:

22,50%

2018

68.464

…of
which
are
female:

56,40%

Country Situation Reports

GERMANY

2018

2018

392.400

…of
which
are
female:

150.548

…of
which
are
female:

Slovenia

43,50%

33,82%

2019

2020

8.365

…of
which
are
female:

1.813

…of
which
are
female:

SPAIN

61,54%

46,50%

260.588

…of
which
are
female:

51,10%

254.912

…of
which
are
female:

44,00%

27
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_2. Facts
This section is based on knowledge available in the partner organisations and on research results and shows basic facts
about the professions and the general situation regarding professional equality. Some partners were not able to provide
information for both professional groups covered in the projects and thus focused their information
mainly on the profession of Architects.
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2. Facts
Country
_ 2.1

The professions
of Architects
and Civil Engineers:
Regulation and
Organisation

The professions of Architects and Civil Engineers:
Regulation and Organisation

AUSTRIA
The professions of Architects and Civil Engineers
both fall into the professional category of
“ZiviltechnikerIn” and are based on a federal law
(Ziviltechnikergesetz 2019) regulating the access
to and conduct of the profession as well as the
organisation of the Chamber.

are obliged to CPD, independency, impartiality and
secrecy. The combination of employment and an
active license is only allowed in certain constellations
that do not endanger the independence of the
professional. In all other cases, the license has to be
put on rest during employment.

Architects and Civil Engineers in Austria are selfemployed liberal professionals with a mandatory
membership in one of four regional Chambers of
Architects and Chartered Engineering Consultants,
depending where their office is seated. Professional
access requirements for both professions are a
master degree plus 3 years of professional practice
plus a professional access examination. After the
fulfilment of these requirements, the professional has
to take an oath and is then officially authorized by
the Austrian Federal Ministry.

The Federal Chamber of Architects and Chartered
Engineering Consultants is the umbrella organisation
of the four regional Chambers, in which the
professionals are members. All Chambers are
corporate bodies of public law and are represented
by honorary elected professionals (election every
4 years). They are divided in two sections, one
for Architects and one for Chartered Engineering
Consultants and have different expert groups and
committees. One of them is the Committee of Female
Architects and Chartered Engineering Consultants
which is the main driver of any activities concerning
equality measures. There is no official equality policy.

The authorization enables them to provide planning,
testing, supervising and consulting services for their
entire area of their expertise. They are also entitled to
act as trustees and as representatives before public
authorities and are allowed to issue certain public
documents in their areas of specialisation. They are
not entitled to the execution of workings. Architects
and Civil Engineers can make use of various business
forms. They have to follow a Code of Conduct and

30

Country Situation Reports

FRANCE
The profession of Architects in France is regulated
by the law of 3 January 1977 on Architecture. It is a
profession organised in an Order. Registration on the
Roll of the Order confers the protection of the title
of Architects and the right to practice the profession
throughout the territory. In order to be registered
on the Roll of the Order, the Architect must hold a
French or foreign diploma recognized by the State
and authorizing him to practice, or a recognition of
qualification pronounced by the Ministry of Culture.
Once registered with the Order, the Architect is
subject to the provisions of the code of ethics and
may be sanctioned by the disciplinary chamber
in case of infringement. The regional disciplinary
chambers composed in part of magistrates can take
sanctions ranging from a warning to striking off
the roll. An appeal may be made against sanctions
imposed before the national chamber.
Architects may practice individually in a liberal
capacity; as a partner in an architectural firm
(which may have a civil or commercial form); as a
civil servant or a public servant; as an employee of
research organisations carrying out their activities
exclusively on behalf of the State or local authorities
in the field of town planning and development; as an
employee of an Architect or an architectural firm; as

an employee or partner of a natural person or legal
entity governed by private law building constructions
for their own exclusive use and not engaged in the
study of projects, financing, construction, restoration,
sale or rental of buildings, or the purchase or sale
of land or building materials and components; as
an employee of a collective agricultural interest
company for rural housing.
The Order of Architects is composed of 17 regional
councils and a national council responsible for their
coordination. The regional council is elected for
six years by direct suffrage of all the Architects
registered on the regional roll. The elector may,
on pain of the vote being declared null and void
and unless the number of candidates of one sex
is insufficient, appoint a maximum number of
candidates of each sex equal to half, if necessary,
rounded up to the next whole number for one of the
two sexes, of the number of members of the regional
council to be elected. Similar regulations apply to
the national council (Law on Architecture for parity
representation in regional councils and in the national
council of the Order).

GERMANY
In Germany, the title Architect is protected by law
and therefore the requirements for registration are
stated in the Architects’ laws. If an Architect wants
to act under the title, he or she has to register at
the Chamber of Architects of one of the 16 German
“Länder” (federal states), depending on where the
Architect is settled.
For German Architects, generally a minimum
of 4 years of academic training and 2 years of
professional practice are required for registration.
Registration is based on an assessment carried out
by an independent jury of professionals headed by
a magistrate or a lawyer.
The obligation for further training is anchored in
the Architects’ laws. The Architects’ Chambers are
in charge of the advanced training institutes and
academies.

31

2. Facts

The professions of Architects and Civil Engineers:
Regulation and Organisation comprehensive Gender Equality

Slovenia
Since 2003 Architects, Landscape architects and Spatial
planners are gathered in the Chamber of Architecture and
Spatial planning (ZAPS). Chartered Civil Engineers are
assembled together with other engineering professions in the
Slovenian Chamber of Engineers (IZS).
Today, ZAPS – as an independent non-governmental
organisation – is the closest to the general European practice
of professional association of experts, whose professions are
recognized as regulated professions in the public interest in the
EU, in accordance with the Directive of the European Parliament
and Council (2005/36/EC) on the recognition of professional
qualifications.
ZAPS was established to ensure the professionalism and
protection of public interest in spatial management and
construction, as well as protection of third parties. Chamber
membership is granted based on professional qualifications
(appropriate diploma, internship, and professional examination
after 3 years of work), and is required for preparing design
documents (licensed Architect). The professional title “Licensed
Architect”, “Licensed Landscape Architect” and “Licensed
Spatial Planner” may be used in any word only by a person
registered in the Directory of Licensed Architects, Licensed
Landscape Architects and Licensed Spatial Planners at ZAPS.
Architects that work on e.g. interior design, scenography, etc.,
can work without a license.
Professional access requirements for “Chartered Engineer
– Designer” are a master degree (EOK7) plus 3 years of
professional practice plus a professional access examination.
The authorization enables them to provide structural design,
planning, testing, supervising and consulting services for their
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entire area of their expertise. Chartered Engineers must be
members of IZS and provide training certificates of lifelong
learning (participation at seminars etc).
Authorized Architects and Civil Engineers can perform their
professional duties on an ongoing and permanent basis in one
or more of the following ways:
• as a self-employed entrepreneur or an individual
engaged in a profession independently
• on the basis of employment in a company that fulfils
the conditions/is registered for performing architectural
and engineering activities under the provisions of the
Architecture and Civil Engineering Act (ZAID)
• on the basis of another legal relationship regarding
the performance of work for a company that meets the
conditions/is registered for performing architectural and
engineering activities under the provisions of Act (ZAID),
if the authorized Architect or Engineer is a shareholder
• on the basis of employment as a civil servant, on
behalf of the body governed by public law in which they
are employed (as building officials and inspectors in
governmental bodies (public employees).
The professional tasks of a Chartered Architect are the
architectural design of buildings, especially buildings and open
space, managing the preparation of municipal detailed spatial
plans as well as the participation in the preparation of other
spatial implementing acts in the part related to urbanism and
the professional field of architecture.

The professional tasks of a Chartered Landscape Architect
are landscape architectural design of buildings, landscapes
and open space and participation in the preparation of spatial
implementation acts, in the part relating to the professional
field of landscape architecture.
The professional tasks of an authorized Spatial Planner are to
manage the preparation of spatial implementation acts.
The professional tasks of a Chartered Civil Engineer relate
to the structural and detailed design of facilities (tunnels,
roads, bridges, buildings). Design includes geotechnical and
hydrological design as well as static and dynamic analyses.
The professional tasks of a Certified Architect, a Chartered
Engineer and a Certified Landscape Architect also include
construction supervision, preparation of expert opinions and
studies in the professional field, for which they are authorized,
as well as advising and representing the client and managing
the investment.
There is no official equality policy in the Chamber of
Architecture and Spatial Planning of Slovenia, except an
internal regulation rule: Representatives of both sexes and, as
a rule, representatives of all three sections (Architects, Spatial
Planners and Landscape Architects) must be represented on
the Governing Board. There is also no official gender equality
policy at IZS, however women are represented in the chamber
bodies.

Country Situation Reports

SPAIN
The Law 38/1999 of 5 November on Edification
Regulation defines the legal framework and the
activities Architects perform, being therefore a
regulated profession with specific professional
competences. According to this regulation, an
Architect in Spain has professional competences
addressed to:
• Projecting and directing building works of all
kinds
• Elaborating urban planning instruments of
all kinds and development of their execution
projects
• Other works such as the appraisal of land and
buildings, demolition of buildings, conservation
of buildings and monuments or interior and
exterior decoration of buildings.
Therefore, Architects are the professionals who
are in charge of studying and/or planning the
site, planning the building or group of buildings,
calculating its structure and defining its various
facilities and interior finishes. They also produce the
necessary documentation in all the phases, direct the
work on site and issue all kinds of certifications, for
construction and urban planning works.

In the field of building and urbanism, Architects also
carry out the actions and tasks partly associated
to European Civil Engineering. And in collaboration
with Architects (only), Technical Architects are
professionals who do not design buildings, but
do participate in the management of construction
and urbanization works although it is a different
profession and with no signature capacity.
Architects acquire their professional competences
through academic education with a nominal duration
of six years, including a Final Degree Project. In 1999
the Bologna Declaration established the European
Higher Education Area which, in Architecture, implied
the transformation of the study plan to a new fiveyear degree in Architecture (300 ECTS) and the
completion of a Final Degree Project (30 ECTS)
within the adaptation known as Bologna 1 in 2010.
The following adaptation, known as Bologna 2 in
2014, established the transformation of the studies to
a Degree in Fundamentals of Architecture (5 years,
300 ECTS, including a Final Degree Thesis) and a
Master in Architecture (60 ECTS, including a Final
Master Thesis), which can only be accessed from that
grade, a plan currently performing.

All graduated Architects with a master level in
Architecture e enjoy professional competences.
Thus, being graduated in Spain is equivalent to
being licensed. But registration and membership in
the Architects’ Chamber is mandatory in order to
conduct the profession. Each territory (province,
autonomy) has a regional Chamber of Architects,
which in turn is decentralized into Demarcations
to bring management closer to society. The
Higher Council of Chambers of Architects of Spain
(CSCAE) is the umbrella organisation of the regional
chambers. The Chambers of Architects were created
in 1929 and the Higher Council (CSCAE) in 1931. Since
2017, the CSCAE has a working group on Gender
Equality and a tab on the website ‘A de ArquitectA’.
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AUSTRIA
Article 7(2) of the Austrian Constitution includes
a commitment to gender equality to promote
de facto equality between women and men, in
particular by eliminating existing inequalities.
With this, the federation, the Länder (regions) and
municipalities commit to aim for the equal status
of women and men. A more detailed legal basis is
provided by the „Equal Treatment Act”, a federal
law that prohibits any form of direct and indirect
discrimination in the workplace (payment, CPD,
benefits, etc.) including sexual harassment but also
in other areas such as education, social benefits,
access to goods and services and living space.
The law covers not only gender discrimination but
also discrimination based on ethnicity, religion,
ideology, age and sexual orientation. For the
enforcement of the equal treatment act the
Ombud for Equal Treatment is installed with a
central office in Vienna and four regional offices.
The tasks of the Ombud are regulated in a separate
law. There are no special regulations on gender
equality in the professional law for Architects and
Civil Engineers.

FRANCE
Regarding the Constitutional principle: The third
paragraph of the Preamble to the Constitution
of 27 October 1946 guarantees equal rights for
women and men “in all fields”.
Moreover, according to the second paragraph of
article 1 of the Constitution of 4 October 1958, “the
law shall promote equal access of women and men
to electoral mandates and elective offices, as well
as to professional and social responsibilities”.
The principle of parity allows “the legislator to
establish any mechanism to ensure that women
and men have equal access to electoral mandates
and elective offices as well as to professional and
social responsibilities (...)”.
Regarding professional equality: Article L. 1142-5
of the Labour Code states that it is incumbent on
all employers “to take into account the objectives
of professional equality” and “to take the
measures necessary to achieve them”. Moreover,
article L. 1142-4 of the Labour Code provides that
temporary measures may be taken for the sole
benefit of women with a view to establishing
equal opportunities between women and men,
in particular by remedying de facto inequalities
affecting women’s opportunities. These measures
are based on regulatory provisions in the areas of

Country Situation Reports

GERMANY
recruitment, training, promotion, organisation and
working conditions, the stipulations of extended
branch agreements or extended collective
agreements or the plan for professional equality
between women and men.
In addition, article L. 4121-3 of the Labour
Code provides that risk assessment takes into
account the differential impact of exposure to
risk according to sex and leads the employer
to implement preventive actions and work and
production methods that guarantee a better level
of protection of workers’ health and safety.
Since 2019, companies with 50 or more employees
must publish their Gender Equality Index before 1st
of March. Companies with at least 50 employees
must calculate and publish their Gender Equality
Index on their website.
Gender mainstreaming in all public policies: The
Act of 4 August 2014 on real equality between
women and men defines the objectives of an
integrated equality policy, combining specific
measures and the taking into account of
transversal of equality issues in all public policies.

The German Basic Law, art. 3. states that all persons
shall be equal before the law and that men and
women shall have equal rights. The state shall
promote the actual implementation of equal rights
for women and men and take steps to eliminate
disadvantages that now exist.
No person shall be favoured or disfavoured because
of sex, parentage, race, language, homeland and
origin, faith or religious or political opinions. No
person shall be disfavoured because of disability.
The Act on Equality between Women and Men in the
Federal Administration and in Federal Enterprises
and Courts (Federal Act on Gender Equality) has the
aim to achieve gender equality, to eliminate existing
discrimination on the basis of gender, in particular
discrimination against women, and to prevent
discrimination in the future and to improve the
family-friendliness and reconciliation of family life,
care work and employment for women and men.
The actual realisation of gender equality shall be
promoted in accordance with the provisions of this
Act. Structural discrimination against women shall
be eliminated by means of their specific promotion.
When achieving the aims account shall be taken
of the particular concerns of disabled women and
women at risk of disability within the meaning of

section 2 (1) of the Ninth Book of the Social Code.
In all other respects, section 2, second sentence,
of the Act on Equal Opportunities for Persons with
Disabilities shall apply.
The General Act on Equal Treatment has the purpose
to prevent or to stop discrimination on the grounds
of race or ethnic origin, gender, religion or belief,
disability, age or sexual orientation (Section 1).
Section 2 states that for the purposes of this Act, any
discrimination within the meaning of Section 1 shall
be inadmissible in relation to:
• conditions for access to dependent employment
and self-employment, including selection criteria
and recruitment conditions, whatever the branch
of activity and at all levels of professional
hierarchy, including promotion
• employment conditions and working conditions,
including pay and reasons for dismissal, in
particular in contracts between individuals,
collective bargaining agreements and measures
to implement and terminate an employment
relationship, as well as for promotion; access to
all types and to all levels of vocational guidance,
vocational training, advanced vocational
training and retraining, including practical work
experience; membership of and involvement

→
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in an organisation of workers or employers
or any organisation whose members carry on
a particular profession, including all benefits
provided for by such organisations
• social protection, including social security and
health care
• social advantages, education, and access to and
supply of goods and services which are available
to the public, including housing

Section 33c Social Code, Book I and Section 19a
Social Code, Book IV shall apply to social benefits.
The Company Pensions Act (Betriebsrentengesetz)
shall apply to company pension schemes.
The application of other prohibitions of discrimination
or laws on equal treatment shall remain unaffected
by this Act. The same shall apply, mutatis mutandis,
to provisions under public law, which serve the
protection of specific groups of persons. Only the
provisions governing the protection against unlawful
dismissal in general and specific cases shall apply to
dismissals.
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There are no special regulations in professional laws
for Architects and Civil Engineers.

Slovenia
The general provision is embedded in the
Constitution of the Republic of Slovenia
(Article 14).
The Employment Act (Article 6), states that the
employer must ensure equal treatment, regardless
of nationality, race or ethnic origin, national
or social origin, during the employment or the
termination of the employment contract for the
seeker or job seeker (hereinafter: the candidate),
gender, skin colour, health status, disability,
religion or belief, age, sexual orientation, family
status, union membership, property or other
personal circumstances under this Act, equal
treatment rules and equal opportunities rules for
women and men.
The Labour Resolution Act, Article 133 states
that the employer is obliged to pay equal pay to
workers regardless of gender for equal work and
work of equal value.
As Slovenia is a member of the EU, also the
relevant EU legislation is applicable.
There are no special regulations in professional
laws for Architects and Civil Engineers.

Official
pay gap

SPAIN
Article 14 of the Spanish Constitution proclaims
the right to equality and non-discrimination based
on sex. In addition, article 9.2 establishes the
obligation of the public institutions to promote the
conditions so that the equality of the individual
and of the groups in which it is integrated to
be real and effective. Spain has also confirmed
international Declarations as those by the United
Nations in 1979 or the European Union Treaty of
Amsterdam in 1999.

→
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Official pay gap

The pay gap 2020 - the difference between male
and female income - calculated as an average
of branches and regions is 15.2%. 25 February is
Austria’s equal pay gap day.

Sources
https://www.equal-pay-day.at/at/epd2020/
https://www.statistik.at/web_de/statistiken/index.html
Fact Sheet: Gender Pay Gap in Austria and the European
Union, Chamber of Labour AK Europa 2019

Since then, Spain has legislated in favour of this
equality among women and men in different
territories. Nowadays it is regulated by the Organic
Law 3/2007, 22 March, for Effective Equality
among Women and Men. This Law establishes the
framework for Equality Policies in the country for
all social and working spheres and is compulsory.
Different territories have developed this law in
different aspects, in particular, regarding to gender
violence.
The present government has declared it as a
priority goal and re-established the Ministry for
Equality.
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FRANCE
The average annual income in Architecture in 2016
was 43.349 EUR (Men 48.745 EUR, Women 28.734
EUR, i.e. 41% less for women in fees, which represent
2.394,50 EUR less) from which the costs of renting
offices, maintenance charges, travel and reception
expenses, professional equipment, type of computer
and furniture, and the payment of social security
charges, must be subtracted, which represent about
25% or 1.795 EUR without the charges (a minimum
wage for 6 years of studies!).

2011
Average salary women 17.800 EUR, men 21.400
EUR, average: 19.500 EUR

The rate of feminization of the status of salaried
employees in architectural firms has remained stable
since 2009: In 2014, 55% of employees working in an
architectural firm were women. In 2015, the average
hourly wage was 19,30 EUR for a woman, 23,40 EUR
for a man.

2014
Average salary women 19.100 EUR, men 23.300 EUR,
average: 21.100 EUR

Compared to other occupations, women in France
earn 19.7% less than men do. Female Architects earn
18% less than their male colleagues do.
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2012
Average salary women 18.300 EUR, men 22.500EUR,
average: 20.300EUR
2013
Average salary women 18.800 EUR, men 22.900
EUR, average: 20.800 EUR

GERMANY
The average gross hourly earnings of women in
2018 were 21% lower than those of men. Since
2002, the pay gap between women and men has
been almost constant. The Federal Government
has set itself the goal of reducing the pay gap to
10% by 2030. In 2018, the gender pay gap varied
greatly from one sector to another. Professional,
scientific and technical services and arts,
entertainment and recreation were the sectors
with the highest disparities (31% each), followed by
banking and insurance (28%) and information and
communication (25%). The earnings gap was also
relatively high in manufacturing and distributive
trades such as maintenance and repair of motor
vehicles, where traditionally men are more
represented than women (24%).

Source
https://www.destatis.de/DE/Themen/Arbeit/Arbeitsmarkt/
Qualitaet-Arbeit/Dimension-1/gender-pay-gap.html)
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Slovenia
The average monthly payment of men in 2018
(1.836 EUR) was 3.3% above the average (1.778
EUR) and of women (1.709 EUR) 3.9% below
the average (Source: www.stat.si -Structural
wage statistics for 2018 - Statistical Office of the
Republic of Slovenia)
The average monthly payment of men in 2017
(1.769 EUR) was 2.8% above the average (1.721
EUR) and of women (1.664 EUR) 3.3% below the
average.

SPAIN
According to the World Economic Forum 2017
Global Gender Gap Report, the ratio for wage
equality for similar work in Spain is 0,51 (female
wages/male wages). According to the Spanish
Institute of Statistics (INE), the ratio was 0,79 in
2018 (gross medium income 2.161 EUR for men and
1.708 EUR for women in general).

Source
www.stat.si - Structural wage statistics for 2017 - Statistical
Office of the Republic of Slovenia).

The pay gap in Slovenia has a tendency of
growing.
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FRANCE

The Equal Treatment Act obliges employers with over
150 employees to create a remuneration report for
analysis every two years. This report has to include data
about the number of women and men in the different
remuneration categories, the average remuneration in
the groups, the

In 2015, a survey conducted by “Glassdoor”
revealed that only 37% of French people were
aware of their colleagues’ income. Only one in five
employers communicated internally on salaries
and one in ten shared this information beyond
the company´s borders. However, 77% of the
employees believed that employers should be
coerced to communicate more on the subject in
order to reduce inequalities, particularly between
women and men.

Remuneration for part-time workers on fulltime basis,
etc. The report is anonymous and confidential but
can offer the possibility to initiate a procedure for the
enforcement of claims according to the Equal Treatment
Act. Additionally, the Equal Treatment Act contains
the obligation that any job advertisements have to
be formulated in a gender-neutral form and name the
minimum wage offered for the job and the willingness
to over-pay.
Otherwise there is no obligation to remuneration
transparency and employees have no right to be
informed about the remuneration level of colleagues, in
some cases confidentiality in regard to remuneration is
part of employment contracts.
For Architects and Civil Engineers as self-employed
professionals there are no transparency rules. In public
procurement procedures the estimated procurement
value is public but even this allows very little conclusion
regarding the income of an Architects’/Civil Engineers’
office and many do not work for public contractors
(only).

40

Since 1 March 2019, companies with more than
1.000 employees are obliged to publish their
“gender equality index”. By 2021, all structures
with more than 50 employees will be obliged to do
the same. This index is based on five criteria: the
gender pay gap (40 points), the gap in annual pay
rises (20 points), the gap in promotions (15 points),
increases on return from maternity leave (15
points) and finally the presence of women among
the highest paid in the company (10 points). If
the company falls below 75 points, it will be given
three years to improve the situation, where failing
will incur financial penalties of up to 1% of its
payroll.

Country Situation Reports

GERMANY
The PACTE bill also requires each listed company
to disclose the difference between the level of
compensation of its executives and the average
salary and the median, the threshold below which
half of the employees (in France, 1.710 EUR) are
paid within the same company. These measures
are a first step towards greater transparency of
salaries.

The Act to promote transparency in wage structures
among women and men (Transparency in Wage
Structures Act) has the purpose to enforce the right
to equal pay for women and men for equal work or
work of equal value. In employment relationships, it is
prohibited for less pay to be agreed upon or paid to
any employee based on their gender, for equal work
or work of equal value, than is paid to an employee of
the other gender.
Transparency is to be achieved through individual
entitlement to disclosure (Persons employed
in establishments with a workforce that usually
counts more than 200 employees under the same
employer shall possess an entitlement to disclosure in
accordance with the present Act); internal company
evaluation procedures (Private employers with
a workforce that usually counts more than 500

employees are called upon to use internal company
evaluation procedures to assess their remuneration
provisions and the various remuneration components
disbursed, as well as the way in which they are
applied, on a regular basis, to determine compliance
with the principle of equal pay as laid down by the
present Act); and report on gender equality and
equal pay (Employers with a workforce that usually
counts more than 500 employees, who are required
to file a management report pursuant to the German
Commercial Code, shall file a report on gender
equality and equal pay describing their measures
to promote equality between women and men and
the impact of the former, as well as their measures
to create equal pay for women and men). Employers
who apply no measures within the above shall give
the grounds for this in their report.

Source
Wage transparency for greater equality... But at what price?
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The minimum wage in 2020 is 941 EUR. In general,
salaries are regulated by collective agreement in each
company or institution.

The minimum wage in Spain is 950 EUR. In
general, salaries are regulated by collective
agreement in each company or institution.
Administration is completely accountable.
Regarding Architecture, the Spanish Chambers of
Architects have a guide for honorarium, but which
is not compulsory (nowadays, Architects work
for less money). The payment for Architects is
regulated by private contracts.

The basic salary for public employees is regulated on
national level by wage classes, which are regulated
by The Law on salaries in the public sector. There
is the obligation of equal treatment regardless
of nationality, race or ethnic origin, national and
social origin, sex, color, health, disability, religion
or belief, age, sexual orientation, marital status,
trade union membership, financial status or other
personal circumstances in in accordance with the
Act, regulations on the implementation of the
principle of equal treatment and regulations on equal
opportunities for women and men.
The basic salary is regulated for every position and
task by the (starting) wage class. 10 promotions are
foreseen for each position or title.
There is no obligation to remuneration transparency
and employees have no right to be informed about
the remuneration level of colleagues.
For employees in private companies the salaries are
only regulated in the legal frames of each company,
where a type of work is defined for each payment
range. The minimum income is regulated through
collective agreement of construction trades.
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AUSTRIA
Maternity leave: Employed women are not allowed to
work 8 weeks before birth (if the birth is early or late
this shortens or extends the protection period) and 8
weeks after birth. They do not receive payment from
the employer but an allowance from social health
insurance (calculated based on the income of the last
three months). For Architects and Civil Engineers,
who are self-employed, the allowance depends on
the insurance system they have chosen (private
group insurance or public self-employed insurance).
In both cases, the amount is about 55 EUR/day and
in the second case, it is possible to get operating help
instead, meaning a person to substitute the absent
mother in the office. Only in case of self-insurance,
there is no claim.
Parental leave (“Karenz”) starts right after the end
of maternity leave and is a period without payment
from the employer but with a protection against
termination of the employment contract or dismissal.
It can be shared between parents twice - minimum
duration for one parent is two months - and ends
when the child is two years old.
During parental leave, childcare allowance is paid by
the social health insurance. There are two models
to choose from: The childcare allowance account
which provides up to 12.366,20 EUR or 15.449,28
EUR (if parents share), where parents can choose

the duration (smaller amounts for a longer time and
higher amounts for a shorter time) and the incomerelated childcare allowance (maximum 2.000 EUR/
month) until the child is 12 months or 14 months
(if parents share) old. The system is not limited
to employees but also relevant for self-employed
Architects and Civil Engineers.
Care leave offers the opportunity to take one
additional paid week off work in order to take care
of ill children (+ a second week if the same child that
is ill again is under the age of 12). It is thus only not
relevant for self-employed.
Registered self-employed Architects and Engineers
can get reductions/redemptions from Chamber fees
in case of childbirth.

FRANCE
Pregnant women during their employment contract
benefit from a protective status defined by the Labour
Code and possibly improved by the company’s
collective agreement.
The minimum duration of maternity leave is set at 16
weeks: 6 weeks before the presumed date of delivery
(prenatal leave) and 10 weeks after delivery (postnatal
leave). Its duration varies, depending on the number
of children to be born or already dependent (up to 26
weeks in total from the third child onwards). In case of
illness due to pregnancy or childbirth, as attested by a
medical certificate, the duration of maternity leave is
increased within the following limits: 2 weeks before the
expected date of delivery and 4 weeks after delivery.
It is necessary to have been affiliated to the Social
Security for at least 10 months as an employee, to have
worked 150 hours in the 3 calendar months (or 90 days)
preceding the work stoppage, at least 600 hours in
the 12 months preceding the work stoppage or to have
contributed in the 6 calendar months preceding your
work stoppage on the basis of a remuneration of at least
10.302,25 EUR or to have paid contributions during the
12 calendar months preceding the cessation of work on
the basis of remuneration of at least 20.604,50 EUR
and finally to have stopped working for at least 8 weeks.
The “Caisse Primaire d’Assurance Maladie” pays a daily
allowance (IJ), the amount of which is determined
according to the daily calculation, i.e. the sum of the last
3 gross salaries received before the date of cessation of
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work, divided by 91,25. The amount cannot be less than
9,63 EUR nor more than 89,03 EUR per day.
Maternity leave for freelancers: a minimum of 8 weeks
of leave.
The minimum duration of maternity leave for selfemployed women, identical to that of employees, is
increased to 8 weeks (56 days). The distribution of these
8 weeks is as follows: 2 weeks before birth (prenatal
leave) and 6 weeks after birth (postnatal leave).
The maximum duration is 16 weeks (112 days). The
distribution of these 16 weeks is as follows: 6 weeks
before birth and 10 weeks after. The duration of prenatal
leave must be at least 3 weeks.
Payments of the flat-rate daily allowance and the flatrate maternal rest allowance are therefore subject to a
minimum 8-week break in activity. This provision applies
to leave for self-employed persons whose first payment
is made after January 1, 2019.
As a reminder, self-employed women previously
benefited from compensated maternity leave starting
from 6 weeks of interruption (i.e. 44 days).
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GERMANY
The Maternity Protection Act protects working
mothers before and after the birth of a child. No
one expecting a child is allowed to work during the
last six weeks before giving birth. After giving birth,
women have to stay at home for eight weeks. In the
case of premature and multiple births, this protection
period is extended to twelve weeks. Women are
also financially secure: During the period in which
employment is prohibited, they receive either the
so-called maternity wage or maternity allowance
as well as a subsidy from the employer. From the
beginning of pregnancy until the end of four months
after childbirth, termination of the employment
relationship is not permitted with a few exceptions.
The Parental Allowances and Parental Leave Act
states that mothers and fathers are entitled to
parental benefit if they look after and raise their
children themselves after birth and therefore do not
work more than 30 hours a week. The basic parental
allowance can only be received in the first 14 months
of the child’s life. It is also possible to receive Parental
Benefit-Plus beyond the 14th month of the child’s
life. Parents can receive Parental Allowance-Plus for
up to twice as long as they would be entitled to a
maximum of half of the parental allowance to which
the parent without income would be entitled after
birth: one basic Parental Allowance month becomes

two Parental Allowance-Plus months, from which in
particular part-time parents benefit.
Better reconciliation of family, care and work:
Employees can step out of work in order to
care for a close relative. A short-term absence
is possible for up to ten working days and
employees have a claim to a carers´ grant they
can apply from their relative’s long-term care
insurance fund. A long-term absence is possible
for up to six months but without legal claim
against employers with 15 employees or fewer.
Employees have a right to an interest-free loan
as subsistence support. Family caregiver leave is
possible partially for up to 24 months. An interest
free loan is possible as subsistence support. In
addition, there is no legal claim against employers
with 15 employees or fewer.
There are no special regulations for Architects and
Civil Engineers.

Country Situation Reports

Slovenia
According to The Parental Protection and Family
Benefits Act there are:
• Parental leave (maternity leave, paternity
leave, childcare leave),
• Parental allowance (Parental compensation
for full absence from work is 100% of the basic
salary),
• The right to part-time work and the right
to payment of parental social security
contributions. Maternity leave is intended for
the preparation of childbirth, care and care
of the baby immediately after childbirth and
protection of maternal health at and after the
birth of the baby. Maternal leave generally
begins 28 days before the estimated date of
birth and lasts 105 days. After maternity leave,
parental leave takes a further 260 days – in
total 365 days.
The father has the same right for a parental leave as
the mother – reduced for the number of days already
used by a mother. The minimum is 28 days. The
father is also entitled to a paternity leave at the birth
of the child for a period of 30 days. The right is nontransferable.
Regarding care leave, one parent is entitled to

childcare leave of 260 days immediately after the
end of maternity leave. One parent who nurtures and
cares for a child up to the age of three is entitled to
part-time work.
Family benefits are cash benefits that comprise
Parental allowance, Childbirth assistance, Child
allowance, large family allowance, child care
allowance and partial payment for lost income.
Parents do not receive payment from the employer
but an allowance from Ministry of Labor, Family,
Social Affairs and Equal Opportunities (calculated
based on the income of the last three months).
There are no special regulations in professional laws
for Architects and Civil Engineers.

SPAIN
Paid maternal leave was first established in Spain
in 1931 (six weeks before childbirth and six weeks
after). The legal framework was interrupted by the
Civil War (1936-1939) and Franco’s dictatorship
(1939-1975). In 1976, it was revised and paid
maternal leave was increased by two weeks (14
weeks in total) for the mother. In 1989, it was
revised once more and until present, paid maternal
leave was increased to 16 weeks (from which six
weeks after childbirth are compulsory for the
mother). In the case of multiple birth or adoption,
the leave is increased by two weeks for each child.
Nowadays, after the compulsory six weeks,
mothers can decide whether continuing it or
sharing with their partner (up to 10 weeks).
Paternal leave was not regulated until 2007
(Organic Law 3/2007 for Effective Equality among
Women and Men), where men got 13 consecutive
days of paid paternal leave, in parallel to that of the
mother, to support the balance between personal
and professional life. In 2017, paternal leave was
increased to 4 weeks, in 2018 to 5 weeks, in 2019
to 8 weeks (first 2 weeks are compulsory and
they have to coincide with maternal leave; the
remaining 6 weeks can be taken at any period in
the baby’s first year). From 1 January 2020, fathers
will have 12 weeks of paid paternal leave. The first
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6 weeks are compulsory and they have to coincide
with the compulsory 6 weeks of maternal leave. If
both parents decide to take the remaining weeks,
each parent will get one additional week.
Since 2011, care leave is only regulated in case
of children with serious illnesses (such as cancer,
etc.). In less serious cases, paid leave usually is
only possible for 2-3 days. Daily incidences are not
regulated or organized. There are no professional
special regulations in any case.

→
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Childcare services

Austria provides considerable means for children in
childcare facilities. In some regions the costs are fully
taken over by the municipality, in some regions the
costs depend on parents´ income. An average of about
100 EUR to 450 EUR can be estimated for all-day care
depending on region, income and holder of facility.
The year before entering school attending
“Kindergarten” is compulsory and cost-free for all
children for a minimum of 16 hours per week.
In 2018/19 Austria offered 9.342 institutional childcare
facilities: 4.565 “Kindergarten” (mainly 3-6 years), 2.185
“Kinderkrippen” (up to 3 years), 1.005 “Horte” (after
school facilities) and 1.587 aged-mixed facilities. Three
quarters of Kindergarten-facilities are maintained by
local authorities, facilities for smaller children and agedmixed facilities are mainly privately maintained.
The percentage of pre-school children in childcare was
considerably increased during the last decade (including
“Tageseltern” who take care of a small number of
children in their homes): For 3-year olds from 73.4% to
86.7%, for 4-year olds from 92.2% to 96.4%, for 5-year
olds from 93.8% to 97.5%. For 0- to 2-year olds the
percentage is 29% (including “Tageseltern” who take
care of a small number of children in their homes).
Source
Kindertagesheimstatistik 2018/2019
https://www.statistik.at/web_de/statistiken/index.html
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FRANCE
Since 2019, childcare is compulsory from the age
of 3. From 0 to 3 years of age, parents have access
to individual or collective early childhood care.
Individual childcare arrangements involve nursery
or certified parental assistants who take care of the
child at their home or at the parents’ home. There
are also structures for childcare assistants, mainly
women, to meet with the children: The “maisons
relais maternels”. Collective childcare facilities include
collective early childhood care establishments, i.e.
collective crèches offering regular childcare, drop-in
day-care centres, which offer occasional childcare,
or kindergartens, which provide occasional childcare
for children aged 2 to 6 years by childminders, or
multi-purpose facilities or parental or family crèches,
partly managed by parents. These types of “childcare
facilities” are managed either by the municipality, the
département, the region, an association or a company,
or by families. These structures are highly regulated
in terms of staff numbers, operating rules, the number
of places and of professionals supervising them, the
management function and reception arrangements as
well as the cost of the reception mode for families.

As of 1 January 2017, there are 2.3 million children
under the age of 3 in France. There are currently
56.6 places for every 100 children, i.e. 33 places by
childminders, 33 places by parents’ childminders,
17.8% by early childhood care institutions, 1.7 places
at home by an employee, 4 places in nursery
schools for children under 2 years of age. In 2016,
1.07 million employing parents used the services of
328.000 childcare assistants, 8.500 fewer than in
2015. At the start of the school year in 2016, 96.600
two-year-olds were enrolled in private and public
schools in metropolitan France and the French
overseas departments and territories, i.e. 11.9% of
this age group (compared with 11.5% in 2015). Only
3% of children under 3 years of age were cared for
mainly by grandparents in 2013. Childcare capacity
has increased from 50.5 places in 2010 to 56.6
places in 2015. The wishes of the childcare system
are distributed as follows: 26% of the families wish
to look after the children themselves; 30% wish
to entrust them to a crèche; 19% to a childcare
assistant and 24% of the families do not express any
particular preference. In December 2016, 410.800
families benefited from additional activities, including
268.600 families benefiting from the “PreParE/”
where the cost of a collective structure depends on
the parents’ income and the family’s daily life.

GERMANY
In 2019 the childcare rates vary greatly from
one age group to another: nationwide, 1.9% of
children under the age of one were in day care. In
contrast, over a third of parents of one-year-olds
(37.1%) took advantage of day-care services, with
numbers increasing to almost two thirds (63.2%)
for parents of two-year-olds. Since 1 August 2013,
children from the age of one have a nationwide
legal entitlement to a publicly subsidised childcare
place.
In Germany, one can choose between a
Kindergarten or a “day mother” (childminder).
Kindergartens often have public sponsors, such as
the city or municipality. This means that they have
to meet certain standards. A “day mother” is a
private person. Accordingly, the care provided also
takes place in their private premises, i.e. in their
flat or in rented rooms. In a public Kindergarten,
the rooms belong to the provider and not
to the individual educators. A “day mother”
accommodates a maximum of five children with
the same person. In a Kindergarten, there are
usually several groups, with about two educators
and 25 children.

→
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Since there are no uniform overviews throughout
Germany, parents can expect the following costs
(significant upward deviations being possible):
Kindergarten: 50 to 500 EUR per month. Day
mother: about 6,00 EUR/hour. Costs for childcare
are regulated differently in the federal states. In
Berlin, for example, childcare has been free of
charge since 2018.

Childcare
services

Slovenia
Primary Education is compulsory and is financed
from public funds. It starts at the age of 6.
Parents can choose between a “Kindergarten“
or a private “day mother” (childminder). Public
Kindergartens have public sponsors, such as
municipalities and have to meet certain standards.
The rooms belong to the provider and not to the
individual educators. A “day mother” is a private
person (educator or relatives). Accordingly, the care
provided in private premises.
Every preschool child has potentially access
to childcare services according to the Law of
Kindergartens (ZVrt):
Preschool education in kindergartens takes
place in two age groups:
• First period: children between one and
three years old
• Second period: children from the age
of three until entering school Preschool
programmes are funded by Public funds,
Funds of the founder (municipality),
Parental payments, and Grants and other
resources. There are public and private
kindergartens (subsidized by the state).
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In 2015/16, 78.1% of all children in the age of 1-5 were
attending public or private kindergartens (91% public,
9% private). In 2018/19, 81.7% of all children in the age
of 1-5 were attending public or private kindergartens
(94.4% public, 5.6% private).

Source
www.stat.si / Statistical Office of the Republic of Slovenia

Full costs for the public kindergartens are fixed and
regulated by the government based on the income
of parents. Each community (Municipality) offers a
subvention for children attending the kindergarten.
The amount is determined according to the average
monthly income per person in the family. Maximum
payment rate is 77%.
In 2019/20 the full price for the ages 1-3 was 576
EUR, for the ages 3-5 418 EUR, combined: 446 EUR.
There are 30% lower costs for the second child in the
kindergarten, the third (+) child attends kindergarten
with no costs.

Country Situation Reports

Public supporting measures
for women in technical professions

SPAIN
Compulsory Education in Spain goes from 6 to 16
years old and public schooling is universal and free.
From the age of 0 to 6, education is voluntary. From
the age of 3-6 it is public and free and any child in
this age segment whose parents look for a place
finds a public school near home. From 0 to 3 years
old, finding public school depends on the territory
(Madrid and Navarra have public and free schools for
each child under 3) and based on the family income
(some municipal schools in Barcelona and Valencia
facilitate this kind of schooling for low-income families).
Nevertheless, an important percentage of under 3 year
old children go to private kindergartens. According
to the Early Childhood Education and Care in Europe
2019 edition, in 2016/17, 33.9% of children under 3 years
old attended self-financed private settings. For these
costs a tax reduction in the yearly Tax Declaration
applies. According to NGO Save the Children, 806.167
children under 3 years do not have access to schooling,
mainly out of financial reasons, and are looked after by
their parents; on the contrary, 461.391 children under
3 years old get access to a school place, normally a
private school service. In Madrid, public kindergarten
costs between 65 EUR and 197 EUR, including lunch
service. Private kindergarten in Spain, including lunch,
costs around 350 EUR per month, though it may vary
depending on the Community.

→
AUSTRIA

Country
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Public
supporting measures
for women in
technical professions

Examples:
In 2010 the City of Vienna took a decision to
implement the legal possibility for promotion of
women within public procurement procedures.
This means that contractors with over 20
employees and a contract value over 50.000 EUR
have to fulfil certain requirements in regard to
gender equality/promotion of women but also that
regarding award criteria gender equality aspects
can be taken into account:
https://www.wien.gv.at/wirtschaft/gewerbe/
vergabe-frauenfoerderung.html
With the initiative FEMtech, the Federal Ministry
for Climate Action, Environment, Energy, Mobility,
Innovation and Technology supports women in
research and technology. By increasing the share
of women and by improving their professional
position in these facilities, FEMtech strives to
render a contribution towards the increased
realization of female innovative potential and more
equal opportunities for women and men in society.
FEMtech supports activities designed to raise
awareness and enhance the visibility of women
in research and technology. Activities include:
FEMtech’s database of female experts, FEMtech’s
female expert of the month, FEMtech’s networking
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Public supporting measures
for women in technical professions

AUSTRIA
→

meeting, and FEMtech knowledge
(www.femtech.at)
Mentoring programmes for women in different
professional branches – among them Architecture
– were offered by the Federal Chancellery and
might be restarted after the Corona crisis.

FRANCE
Supporting measures by associations:
• ARVHA: The Association for Research on the City
and Habitat was created in 1994 (law 1901) for the
promotion, research and training in Architecture and
the fight against all forms of discrimination. ARVHA
is a member of WIA since 2005, and implemented a
study on the situation of women in the Architecture
sector in 2012. Further the association is organising
symposiums, exhibitions and actions for the promotion
of female Architects since 1998 and created the annual
prize for female Architects in 2013. ARVHA organises
numerous events in France and abroad and has been
taking part in international conferences on the issue
of Architecture and professional equality for 20 years.
The association has launched the “Women Architects”
prize.
• Women in Architecture FR: The network is presenting
France within the international network “Women in
Architecture“ and is the French interlocutor of the
European Council of Architects (ACE) within the
framework of a working group on Equality Women/
Men in Architecture. The site www.femmes-archi.
org offers a database with 280 female Architects, 39
of whom are foreigners. The network puts measures
in place to facilitate their profession, publicizes the
ARVHA women Architects’ prize, and disseminates it
at international level.
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Public supporting measures:
From the 1980s onwards, the objective of diversifying
girls’ choices of orientation became part of the policy of
gender equality. In 2004, the Gender Equality Charter
introduced the broader concept of “job mix”. Since 2005,
the Education Code (article L. 121-1) provides that “schools,
collèges, lycées and higher education establishments
(...) shall contribute to promoting gender diversity and
equality between men and women, particularly in the area
of guidance”. Since 2013, numerous national initiatives
have been relaunched to promote job diversity, with three
main national frameworks for action: The inter-ministerial
convention for equality between girls and boys, women
and men in the education system signed in 2013; the
platform of actions for the mix of professions launched in
2014, which sets the objective of achieving one third of
mixed professions by 2025 and the framework agreements
signed with Pôle emploi in 2013 and 2015. At the same
time, the objective of gender diversity in the professions
has been introduced in several pieces of legislation and
recently reaffirmed as part of the inter-ministerial plan for
professional equality between women and men (PIEP)
presented on 4 October 2016 before the High Council for
Professional Equality.

Country Situation Reports

GERMANY
Especially for women in STEM courses of study
(mathematics, computer science, natural science, and
technology) there is specific support for scholarships.
Whether a scientific scholarship, a computer
science scholarship or scholarships especially for
women - anyone interested in a MINT scholarship
can search the database “stipendienlotse.de” of
the Federal Ministry of Education and Research
specifically for scholarships that are only aimed at
female applicants and are therefore only awarded
to women. One can also select the desired subject,
region and current educational status to refine the
search. The website mystipendium.de uses a specially
developed algorithm to compare 1.500 scholarship
opportunities with the profiles of the applicants.
However, these scholarship databases are only
two of many. Scholarships are not only available in
Germany, but also abroad, of course, in view of the
international opportunities in STEM professions.
Furthermore, funding is available for internships and
theses. Foundations, such as the Claussen Simon
Foundation, also award scholarships to women who
have completed their secondary education. The
foundations´ aim is to encourage young women to
pursue their interests and to take away important
impulses from special workshops, which should
contribute to their career decision.

A good network is at least as valuable for
young scientists as it is for prospective female
entrepreneurs. For this reason, several initiatives
have been launched to link women in STEM
professions. One example of such a project is the
German Association of Women Engineers (Deutscher
Ingenieurinnenbund e.V.), which organizes an
annual conference to link exhibitors, speakers and
visitors with each other and facilitate an exchange
of ideas. For female computer scientists, in turn,
there is, for example, the Women and Computer
Science section of the “Gesellschaft für Informatik”,
which offers networking opportunities and provides
useful information such as event notes. Other MINT
networks include the Femtec University Career
Centre in Berlin and the international Women in
Technology network, which also organise events.

Slovenia
Since 2018, the Chamber of Architecture and Spatial
Planning of Slovenia (ZAPS) with the working group
„Women in Architecture“, provides a framework to
support women in the profession and to improve
the conditions for professional work in the field of
architecture. The group has also been a part of the ACE
(Architects’ Council of Europe) Work Task.
Already within the framework of the former Yugoslavia,
Slovenia has made a major step forward in the field
of equality of women in society. Gender equality and
the organization of social structure support a woman
in her active social role. Still, the main challenges
remain economic empowerment. Survey research
has shown that certain differences between male and
female architects do exist, but they are mostly a potent
expression of the problem of the whole profession.
In 2019, the Management board of the Slovenian
Chamber of Engineers (IZS) initiated a project
called “Women in Engineering”, a project for female
engineers who are members of IZS. The main goals
of the project are encouraging professional women
engineers to promote their work and career, networking,
investigation of the actual position of women engineers
in Slovenia in comparison to male colleagues and
cooperation with related professional associations. IZS
gives special importance to the promotion of equality of
male and female members.
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Public supporting measures
for women in technical professions

Gender equality programmes
in Education

Country

SPAIN
Since 2007, the Organic Law 3/2007 for ‘Effective
Equality among Women and Men’ provides a
framework to improve the situation of women
in general. After this Law, each Community
has legislated in favour to incorporate gender
perspective to their procedures and nowadays
it is gaining interest from administration and
institutions. In the recent government, it has
been re-established as the Ministry for Equality.
In Architecture, the Higher Council of Chambers
of Architects tries to support a shift in equality.
Universities and Schools of Architecture are
trying to promote women and trying to increase
the number of female students. However, there
is no kind of specific and/or relevant award or
programme to make women in the profession
more visible in Spain.
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_ 2.8

Gender equality
programmes
in Education

→
AUSTRIA
Examples:
“Technik bewegt” is a programme taking place
each November that brings Architects and Civil
Engineers and other Chartered Engineering
professions into school classes to raise the interest
of girls (and boys) in these professions:
http://www.bink.at/technik-bewegt
FEMtech Career – Equal Opportunities in Applied
Research aims to increase the number of female
scientists employed in industrial research and to
improve their career opportunities. Companies and
research institutions receive funding to implement
structural measures with the aim to grant women
access to higher positions as well as to improve
general working conditions.
Girls’ Day offers different programmes for girls
from 10 to 16 to give them a better understanding
of possible career paths especially in technical
professions.

Country Situation Reports

FRANCE
FEMINT combines several approaches of the
Ministry of Education, Science and Research to
interest girls and women in STEM subjects
FIT – Women in technical professions is a
programme of the labour market service to interest
women to change to technical careers.
Platform women – girls – technics in the Federal
Chancellery:
https://www.meine-technik.at
Network of initiatives for technical education of
girls and women:
https://www.technischebildung.at/
paedagoginnen/maedchenfoerderung

All the colleges training future cultural professionals
are now strongly mobilized, notably through the
elaboration of ethical charters. The Ministry assists
schools in drawing up these charters, in particular
by providing them with a common core, which they
can adapt to their specific needs. The drafting of
these charters must be part of a broad dialogue
between the management, teaching staff, the
student population, and staff representatives. At the
end of 2019, 44 institutions have adopted a charter,
including 15 in the Architecture and heritage sector
(out of 20 national schools in the sector, totalling
around 20.000 students), and about 15 additional
charters should be finalized in the very near future.

also address the prevention of all forms of violence,
in order to act against the impunity often enjoyed
by the perpetrators of reprehensible behaviour, and
to encourage those who are the victims to come
out of silence and refuse all forms of harassment or
disrespect. The Ministry has provided schools with
several legal fact sheets to help them in their efforts.
With the support of the Ministry of Culture, each
school (national and territorial), as well as each public
institution under its supervision, is encouraged to
prepare its application for the dual Equality-Diversity
label awarded by AFNOR.

The purpose of these charters is to define an action
plan to promote the transmission of a culture of
equality to students of all genders in order to change
representations. The approach is also reflected
in the development of gendered data, the search
for equity and transparency in the recruitment
process for young people. Several of these modules
are already in place or under development. They
offer a reflection on stereotypes, an analysis of
the representations of women developed in the
repertoires, as well as elements for understanding
behaviour, so that students are able to decipher them
and, if necessary, oppose them. The ethical charters
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GERMANY
“Komm, mach MINT” - the National Pact for
Women (universities and schools) in MINT
Professions brings together the expertise of
politics, business, science, social partners and the
media to change the image of MINT professions
in society. “Komm, mach MINT.” was launched in
2008 on the initiative of the Federal Ministry of
Education and Research with the aim of getting
young women interested in scientific and technical
courses of study and attracting female university
graduates to careers in business and science.
The office of “Komm, mach MINT” is located
in the competence centre Technik-DiversityChancengleichheit e.V. The association promotes
nationwide equal opportunities for women and
men and diversity as a principle for success in
business, society and technological development.
The information portal www.komm-mach-mint.de
provides an overview of the broad spectrum of
offers for recruiting young female employees with
concrete tips, recommendations for action and
a nationwide project map with more than 1,000
projects.
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Gender equality programmes
in Education

Slovenia
There are no gender equality programmes in the
field of Architecture or Landscape Architecture
– there are more female than male students in
the Faculty of Architecture (approx. 65% female
and 35% male) and in the Biotechnical Faculty,
department of Landscape Architecture (approx.
76% female and 24% male) (2019/20).
In the field of Civil Engineers, studies show that
there are more male students than female students
(approx. 65% male and 35% female).
A programme called: We will be engineers!
is promoting technical sciences, engineering
professions and innovation.

https://www.inzenirji-bomo.si/sl/novice/

SPAIN
There are some programmes to increase
the number of women in STEM professions.
Architecture is supposed to be one of them though
many reclaim the STEM definition to include it
properly. The impact of these programmes is small.

Working
hours
				

Country
_ 2.9

Working hours

→
AUSTRIA
Normal working hours for employees are 8 hours
per day and 40 hours per week (without breaks).
In certain cases, it is legally possible to prolong
the time to 12 hours per day and 60 hours per
week. During 4 months, the average maximum
is 48 hours per week. In a four-day week, the
normal working hours can be prolonged to 10
hours. Different models of flexible working time
are possible that are defined in either collective
agreements or employment contracts. In 2019 in
Austria only 10.7% of men but 47.7% of women
worked part-time.
A survey of the Bundeskammer ZT among the
self-employed Architects, Civil Engineers and other
Chartered Engineering professions in 2019 showed
that male participants of the survey work on
average 50.6 hours per week, female participants
45.1 hours per week. Around 65% of women and
only around 35% of men with an Architects or Civil
Engineers Degree that work in the offices of the
participants work part-time.

FRANCE
Teleworking is now a right for all employees, not
specific to Architects. The collective agreement
or charter drawn up by the employer specifies
the posts eligible for telework, the conditions
for switching to telework (especially in the event
of a pollution episode) and for returning to an
employment contract without telework, the
method of acceptance by the employee of the
conditions for implementing telework, the method
of controlling working time or regulating the
workload, and the determination of the time slots
during which the employer can usually contact the
employee for telework.
Part-time work has only existed since the 1990s.
The share of working part-time in 2013 was 30.6%
for women and 7.2% for men.

Source
https://www.statistik.at/web_de/statistiken/index.html
Mitgliederbefragung 2019, Bundeskammer ZT
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GERMANY
Law on Working Time (Arbeitszeitgesetz - ArbzG)
The purpose of the ArbzG is to ensure the safety
and health protection of workers in the scheduling
of hours of work and to improve basic conditions for
flexible hours of work. It also safeguards Sundays
and public holidays as days of rest from work
and of mental recreation for workers. The ArbzG
allows certain divergent provisions to be reached
in a collective agreement, or in an individual works
agreement based on a collective agreement:
Part-Time and Limited Term Employment Act
(Teilzeit- und Befristungsgesetz - TzBfG).
The TzBfG entered into force in 2001. Its purpose is to
promote part-time work, to define the prerequisites
for the permissibility of employment agreements for
limited terms and to prevent discrimination against
part-time and limited term employees.
Employers shall enable the employees, including
those in managerial positions, to work part-time in
accordance with the Act. Employees who have been
employed with the Company for over six months may
request a reduction in their contractual working time.
If part-time employees have informed employers of
their interest in extending their contractual working
time, they shall be given preference in filling a
suitable vacancy, assuming equivalent qualification,
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unless urgent operational grounds or the desires of
other part-time employees to change their working
times stand in the way. Any termination of an
employment relationship due to employees’ refusals
to switch from fulltime to part-time employment or
vice versa shall be invalid.

Percentage of male/female part-time workers
In 2018, 76% of women and 84% of men aged 20 to
64 were employed. 47% of the employed women and
9% of the employed men worked part-time (Source:
https://t1p.de/01by)
In 2017, 75% of women and 83% of men aged 20 to
64 were employed. 47% of the employed women and
9% of the employed men worked part-time (Source –
in German: Federal Statistic Office, Arbeitsmarkt auf
einen Blick Deutschland und Europa, https://t1p.de/
pe4g, pages 6 and 50).

In 2017, the percentage of male/female part-time
workers within the profession of Architects was as
follows:
• Architects who are self-employed: 36% female,
11% male, 17% overall
Source
BAK, https://t1p.de/urmi, page 21

• Architects who are employed: 44% female,
9% male, 26% overall
Source
BAK, https://t1p.de/1w6s, page 97

• Architects who are civil servants: 28% female,
7% male, 15% overall
Source
BAK, https://t1p.de/eyv2, page 67

Country Situation Reports

Slovenia
The Labour Resolution Act (Article 143) states, that
full-time work shall not exceed 40 hours per week.
The law or collective agreement may stipulate as fulltime working time shorter than 40 hours per week,
but not less than 36 hours per week.
Regarding home office the Labour Resolution Act:
Articles 68 – 72 states, that with the employment
contract, the employer and the employee can agree
about the work from home full or part-time. Home
office provides the same rights as the work at the
employer’s premises.
The rights, obligations and conditions, which depend
on the nature of the work at home, shall be regulated
between the employer and the employee with the
employment contract.

The percentage of the M/F part-time workers in
general is:
• 10% women, 6% men (in 2014)
Source
www.stat.si (Structural wage statistics for 2017) Statistical
Office of the Republic of Slovenia

• In 2018: 30% of parents with children until age 6
worked part time, 5% of those were men
Source
https://www.zurnal24.si/slovenija/krajsi-delovnik-za-starsetoliko-starsev-ga-v-resnici-koristi-331846

SPAIN
The 1978 Spanish Constitution established the
framework where rights around work were defined.
In 1980, the Workers’ Statute has been the first
of different Laws trying to regulate rights and
obligations of workers, the most recent of them
in 8 March 2019. There is no general regulation for
flexible working time. Workers can choose parttime working time: In 2019, 7% of male workers
were part-time and 31% of female workers were
part-time. In some cases, part-time work means
precarious work and contract, hiding unpaid long
hours.

There are no legal regulations for flexible working
times. They are regulated by companies’ internal rules.
Pregnant women and mothers with issues of breastfeeding and childcare until the age of 6 are entitled to
the adoption of working time according to the needs
of a woman.
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_3. Expert opinions
This section is mainly based on studies, expert interviews, and knowledge available
in the partner organisations and summarises practical experiences, expert opinions,
and study results on the general situation regarding professional equality.
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Country
_ 3.1

History
of professional
Gender Equality

History of professional
Gender Equality

AUSTRIA
The first eight women became Members of the
Austrian Parliament in 1919; in 1966, the first female
Minister was appointed. Only in 1975, the reform
of the Austrian Family Law set out legal equality
between women and men: Women are allowed
to work without the consent of their husband, to
decide where to live and to choose their family
name. The Equal Treatment Act of Women and Men
with regard to Remuneration was adopted in 1979.
Since then, the law has been considerably expanded
and all phases starting from the conclusion of a
contract of employment to career advancement
and ending with the termination of a contract can
be investigated for possible discrimination. The
offenses of harassment and of sexual harassment
were also included.
In 2004, the types of discrimination were
expanded, where the result of which is that,
besides discrimination on the grounds of gender,
discrimination based on ethnicity, age, religion or
ideology and sexual orientation (with a couple of
legal exceptions) in employment and occupation
was also included. In 1982, Austria ratified the
Convention on the Elimination of all Forms of
Discrimination against Women (CEDAW). In 1990
the first Ombud women for Equal Treatment was
installed and brought a new momentum to the
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Equal Treatment Act. The gender mainstreaming
tool of gender budgeting has been enshrined
in the Constitution since 2009 and in 2010 the
National Action Plan on Gender Equality in the
Labour Market 2010-2013 was published. Since
2011, a women’s quota for supervisory boards
in state-affiliated companies is established
and companies are legally obliged to draw
up income reports (see also 2.4). In 2017, the
Act on Equality between Women and Men in
Supervisory Boards was adopted.

Sources
Gender Equality in Austria – Milestones, successes and
challenges, Austrian Federal Chancellery 2018
Auf dem Weg zur Gleichbehandlung – Festschrift für Ingrid
Nikolay-Leitner, Susanne Feigl, Sandra Konstatzky

Country Situation Reports

FRANCE
The beginning of the 20th century marked the lifting
of prohibitions on women’s civil rights. Following
the Second World War in 1946, the preamble of
the constitution guaranteed equal rights for men
and women. After developments in the political
and economic fields, women saw their social rights
improve. It was in the 1960s that the issue of
women’s professional work became more important,
following Article 119 of the Treaty of Rome, which in
1959 established the principle of equal pay for work
of equal value. The law of 22nd December 1972,
taking up ILO Convention 100, ratified by France in
1951, enshrined the principle in the Labour Code that
“every employer shall ensure, for the same work
or for work of equal value, equal remuneration for
women and men”.
The 1980s followed the evolution of women’s
professional work which began in the 1960s. The
Act of 13 July 1983 on professional equality between
women and men (known as the “Roudy Act”), which
transposed the 1976 European directive on equal
treatment into French law. The arrival of the left in
power, the creation of a Ministry of Women’s Rights
and the appointment of a socialist and feminist

GERMANY

Minister of Women’s Rights, Yvette Roudy, founder
of the Women’s Democratic Movement, which
demanded rights for all women, not only for mothers,
put the demand for professional equality between
women and men at the forefront of the left’s political
agenda.

In 2020, Architecture in Germany is still a
male dominated sector. Gender equality in the
professional and working world has not yet
been established. There are more men at senior
management levels than there are women. A
gender pay gap exists in Germany.

The third key moment concerning professional
equality happened in the 2000s: the 2001 law on the
obligation to negotiate on professional equality, an
increasing place is given to collective bargaining to
ensure the implementation of professional equality.
The Act of 23 March 2006 on equal pay for women
and men aimed to eliminate the pay gap between
men and women within five years, by taking this
objective into account in negotiations opened at
branch or enterprise level, and also to neutralize the
negative impact of maternity on wages. In 2014,
this negotiation, which aimed at professional and
salary equality, was reinforced by a law requiring
the employer to engage in annual negotiations on
equality objectives.

Although since 2006 more than 50% of the
graduates in Architecture are women, there is only
a small proportion of architectural firms that are
owner-managed by women. Even today, women
are still more often employed in part-time jobs
because they must take care of the family and
children. The tendency for young women to take
the step into freelance work is currently declining.
The first architectural office run by a woman was
opened by Emilie Winkelmann in 1908 and was an
absolute exception. Many women contributed to
the Bauhaus era (1919-1933) but are hardly noticed
by the public to this day. Although there have been
balanced figures about graduates (women and
men) for about 15 years, the job title “Architect”
is used in the official institutions and media in the
exclusively male form and continues to shape the
common view of the job profile. One indication of
this is that even female Architects often describe
themselves as “Architects” in the male form.
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SLOVENIA
Following the Second World War the constitution of
the former Yugoslavia guaranteed suffrage for women
in August 1945.

of the European Institute for Gender Equality places
Slovenia on the 11th position in the European Union.
(Gender Equality Index 2019).

Already within the framework of the former
Yugoslavia, a major step towards equality of women
in society was made. Gender equality and the
organization of social structure supported a woman in
her active social role (organised childcare, early/family
friendly working hours (6am – 2pm), social network
and help of the extended family, voting rights, access
to studies).

However, there are quite a few areas of inequality
for women and men: despite the fact that half of
the population are women, there are significantly
fewer in political decision-making places. In 2019,
only 8% of women were mayors, 32% city and
municipal councillors, 23% parliamentarians, 38% EU
parliamentarians, and in all the years Slovenia had
only one woman lead the government. Data on the
situation of women in the labour market show that
the employment rate of women in 2019 was lower
than that of men. There were more women among
the unemployed, there were twice as much part-time
workers, they were paid 6% less than men, and there
were far fewer decision-makers in the economy than
men, whether they were chairpersons (15%) or board
members (23%), CEOs, employee representatives,
etc. In Slovenia in 2019, more women were graduated
annually (71% at the second Bologna level), but there
were still less female academic (25% full-time and
34% associate professors), among the members of the
Slovenian Academy of Sciences and Arts, only 4% of
them since its inception.

Women could not enlist into technical studies in
the Austro-Hungarian empire until 1918. The first
female with a doctor´s degree in Slovenia was Ana
Mayer-Kansky in 1920 in chemistry, the first female
Architect received her degree in 1932 (Dušana Šantel),
and Sonja Lapajne Oblak who was the first female
engineer, obtained her degree in 1932. The statistics
show that in general, according to the active part of
the population there are 95.5% of men and 95.1% of
women working; the ratio of women to men is 45:55.
Slovenia is one of the countries that rank high, after
measuring different indexes of equality between
women and men. The World Economic Forum’s
Global Gender Index places Slovenia 36th among 153
countries in the world and the Gender Equality Index
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Source
http://www.sloga-platform.org/enakost-spolov/

Among population over 15 years 10% have graduated
(8% men and 12% women), but the doctoral degree
have achieved 0,7% ( 0,8% men and 0,6% women).

Source
https://www.stat.si/StatWeb/News/Index/7128

Country Situation Reports

SPAIN
In 1910, women where given the right to free access
to general studies at University. Nonetheless, the
first School of Architecture in Madrid dates from
1874, the first woman to study Architecture was
Matilde Ucelay Maórtua, who achieved to be the
first woman to graduate as an Architect in Spain
in 1936, on 15 July, three days before the Civil War
broke out.
Matilde Ucelay, who had formerly studied at
the Institute-School (school belonging to ILE,
Institución Libre de Enseñanza), entered the Madrid
School of Architecture in 1931, together with two
colleagues, Lali Úrcula – who did not finish her
degree - and Cristina Gonzalo, who graduated in
1940 – Cristina Gonzalo was also one of the first
women with a PhD in Architecture in Spain, in 1967.
That same year, Rita Fernández-Queimadelos,
the first Galician woman to study Architecture,
also attended the Madrid School of Architecture.
In the following two decades, only four more
women studied there: Juana Ontañón, Margarita
Mendizábal, María Eugenia Pérez Clemente and
Elena Arregui. In the 1960s, the numbers increased,
although they remained low. Among them, in 1968
Pilar Amorós, the first Architect in the province of
Alicante (Comunitat Valenciana), got her degree as
an Architect.

In Barcelona, despite the fact that the School of
Architecture existed since 1875, the first woman
to get her degree by this School in Barcelona was
Margarita Bender Rubira in 1962 - validation of
studies - although the first to study the complete
degree and graduate there was Mercedes Serra
Barenys, who ended her studies in 1964. Between
1964 and 1975, 73 Architects graduated at
Barcelona School of Architecture. Among these
73 Architects, Concepción Valero from Castelló
obtained her degree in 1969 in Barcelona.
This quick overview shows clearly that the date on
which the first woman in Spain got her degree as
an Architect is later than in the context of reference
and that, probably, the Spanish Civil War and its
post-war period generally hindered possible access
to work and commissions.
Registered female Architects in the provinces of
the Valencian Community (where UPV is) could
only study Architecture in Valencia since 1966-67
academic year, whose first promotion graduated in
1971. Before that date, studying was only possible
in Madrid, in Barcelona or in Seville, in this latest
one since 1958.

The first female Architects to obtain their degree
at Valencia School were Pilar De Insausti and
Cristina Grau in 1972. Both began their studies
outside the city, but graduated in Valencia. In
1971 five Architects obtained their degree from
this school, but none of them female. In 1972, two
female Architects out of 16; in 1977 zero out of
17. Between 1971 and 1980, 36 female Architects
graduated from a total of 584 degrees in Valencia,
which shows that for almost ten years, only 6.16%
of graduates in Valencia were female Architects.
Observing the number of registered Architects
in the Chamber of Architects of the Valencian
Community, it becomes clear that until 1982, female
Architects summed up to 74 Architects among
3.000 collegiate (2.46%). Nowadays, these figures
have changed reaching up to 31.5% of registered
female Architects in Spain, which still – is not
enough.
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Societal obstacles preventing
comprehensive Gender Equality

AUSTRIA
Austria still follows very traditional role models. A recent
study from 2020 confirms that in Austria the share of
women in part-time employment – also compared to
other countries - extremely increased during the last
decades. Even highly educated women have increasingly
turned away from the dual breadwinner model. This
means that also education does not diminish the gender
gap. Therefore, the most common Austrian family
model is a modernized male breadwinner model in
which women do not stay at home but work part-time.
With a model like this, the pay gap within the family
increases and the manifestation of gender roles gets
even more fixed, e.g. women have to take parental
care as they earn less. The study shows that between
30% and 41% of women – depending on age group are not back to fulltime employment even when their
youngest child is already between 10 and 15 years old.
Women without children hardly work part-time at
all. This means that part-time work is normally not a
decision of work-life-balance but of compatibility. As
part-time work leads to a long-term financial loss and,
a reduction of career chances and a higher danger of
poverty the gap between mothers and women without
children is constantly widening. The reasons for this
situation are manifold: Very important concerning
understanding the frameworks is the fact that still a
very considerable number – depending on educational

background - of women (!) believe that pre-school children
suffer if their mothers work. Other aspects are the parental
leave regulations, the gender pay gap and the childcare
models. The OECD country report for 2015 underlined that
the separation of gender roles in Austria goes well beyond
what is found in comparable European countries (OECD
2015) and recommended steps to enable earlier return
to full-time work of mothers and fathers’ participation in
care and household duties. A key recommendation was to
provide “more opportunities to leave the separate gender
role model in order to broaden work-life balance options”.
The reason that there has never been full common political
and public agreement in Austria on this topic is based on a
widespread conservative way of thinking also related to the
high percentage of about 55% of Catholics in Austria. There
a number of very conservative right-wing fraternities and
networks with a lot of political influence still do not accept
female members. On the other hand, it has to be mentioned
that especially very young women express the opinion
that measures regarding gender equality are not needed
(anymore).
Source
Essay The return of the male breadwinner model? Educational effects on parents’ work
arrangements in Austria,1980–2009 by Caroline Berghammer
Study „Childrearing in Austria: Work and Family Roles“ by Buber-Ennser, Isabella
Journal of Research in Gender Studies, 2015
Study „The Part-Time Revolution: Changes in the Parenthood Effect on Women’s
Employment in Austria across the Birth Cohorts from 1940 to 1979“by Caroline
Berghammer and Bernhard Riederer, European Sociological Review, 2020

Country Situation Reports

FRANCE
Sexist acts are massively committed by men against
women: 89% of victims of sexist acts are women,
and 91% of respondents are men. In its report, the
High Council chose to focus on two areas: sexist
insults and humour. Since sexism is at the root of all
the inequalities that exist between women and men,
ARVHA has recommended a report to understand
the roots of sexism, where it is expressed, how it is
expressed, etc. The report will be published in the
next few months. The Equality and Citizenship Act
of January 2017 took up this recommendation and
gave ARVHA the task, among others, of producing an
annual report on the state of sexism in France.
Four out of ten women say that today they suffer
either injustice or humiliation because they are
women. Compared to the number of women in France,
it means that 10,000.000 women have recently
experienced a sexist act., which is a lot. ARVHA has
therefore chosen to study humour and sexist insults,
as these are two extremely trivialized subjects, and yet
they are present in women’s daily lives.
In France, as in all countries, there are obstacles that
hinder the progress of gender equality in society as a
whole. These obstacles are complex and diverse and
may be due to a lack of awareness of inequalities, but
also due to a lack of beliefs and representations, to

differences of opinion as to how to remedy them, or to
the questioning of women’s rights and their voices in
general.
Finally, there are ideological and structural obstacles
to gender equality. The Centre Hubertine Auclert, the
regional centre for gender equality, held a study day
in December 2018 on this topic and identified several
types of obstacles: resistance to change, which is
based on belief, unbelief and stereotypes, particularly
on the fact that equality has already been achieved.
Alternatively, more biased considerations, on the crisis
of masculinity, or the fact that movements for equality
between women and men such as the “Me Too”
movement would go “too far”.
They may be the work of individuals with very
different social or political tendencies, or of
constituted groups such as the Ligue du lol. There
is also resistance from constituted movements such
as “single fathers with children”, ultra-conservative
movements, etc. The discourses deliver the
underlying message that women should remain
confined to the domestic sphere and that men could
be deployed in the public, economic and political
spheres. These stereotypes reinforce and justify
persistent professional inequalities and the lack of
gender diversity in certain professions, particularly

in construction and Architecture. Finally, there is
institutional and economic resistance, in particular
the gap between the declarations made by public
authorities and companies to remedy these gender
inequalities and the low level of financial, material
and human resources allocated to public policies on
gender equality, which are nonetheless essential to
its progress. Equality of rights is, however, a central
principle of the Republic today. It is inscribed on the
pediments of institutions, town halls and schools.
As well as in the fundamental legal texts, at national
and European level. Finally, there is a continuity of
anti-feminist movements, as evidenced by the work
of Christine Bard, Francis Dupuis-Déri and Juliette
Rennes in this regard. Maria Martin, director of the
Journal des Femmes in 1908, gave the following
definition of feminism: “the goal that feminists pursue
is the same everywhere and can be summed up in one
word; equality of men and women before the law.”
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Societal obstacles preventing
comprehensive Gender Equality

GERMANY

Slovenia

SPAIN

Although traditional roles are no longer maintained
in society, there are still doubts about technical
and economic skills among women. While women
are still trusted with the use of colours, fabrics
and decoration, the construction sector is rather
sceptical if women have enough skills in the
areas of construction supervision or construction
management. A positive, proactive attitude
to gender equality has become mainstream in
academic circles. In fact, however, there are still
massive difficulties in implementing this theory.
Conventional images contribute to this, which
are passed on by men and women alike without
reflection. In particular, project partners – women
and men - continue to place less trust in women
with regard to assertiveness and financial
controlling.

In principle, there are no specific groups that have
tried (or are still trying) to prevent comprehensive
gender equality. Some non-equality issues are
connected by religious institutions/beliefs. There
are some issues in political parties and religious
groups concerning rights for abortion, in vitro
fertilization for single women, but also rights for
same sex partnerships.

As already mentioned, the Spanish Constitution
states that women and men are equal and that
the Government must be non-religious. However,
structural discrimination against women is still
present in Spanish society, in numerous forms.
Many people in Spain, even now, accept traditional
gender role distribution between women and
men, particularly among those close to right wing
parties ideals (although not only).

The religion in Slovenia is represented in the
following percentage:
73% Catholicism, 21.5% Atheists, 2.4% Islam,
2.2% Eastern orthodox, 0.9% Lutherans

As in other countries, institutional Catholic Church
position is against abortion and abortion laws and
still demands different gender roles for women and
men, although this position has changed through
time. From 2019 data, 68.1% of the population is
catholic, 27.5% are atheists and 2.7% profess other
religions.

Challenges for female Architects
and Civil Engineers

Country
_ 3.3
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→
AUSTRIA
Studies come to the conclusion that the main
reasons for the stable gender inequality in the field
of planning services are at the same time structural
principles of the profession: The culture of long
working hours, the dominance of homosocial male
networks, discriminating gender norms and – in
the field of Architecture – also the creativity based
professional ideology:
Gender norms still seem to be firmly anchored in
everyday awareness and thus not very accessible
to reflection and change. Therefore, they very
much help maintaining social hierarchies. As an
example, women are often still seen in the creative
role, while men stand for technical expertise.
Such mostly latent norms are relevant for the
professional position of women in the office itself
but even more so in external relation with clients
and others. This can be the cause of latent or open
discrimination, such as clients or workers at the
building site doubting the competence of a female
Architect or Civil Engineer. In extreme cases, this
can even lead to bullying and sexual harassment.
So very often female professionals have to show
more competence than their male colleagues in
order to be treated equally. As studies show, this
is the case in many technical male-dominated
professional areas.

Studies have also shown that female Architects and
Civil Engineers still take over their traditional gender
norm roles concerning family and children to a much
higher degree than men and defer their careers/
career plans. Caused by these dynamics the share
of work in planning offices is often developing in
a way that female Architects and Civil Engineers,
even if they have major positions in planning offices,
play a minor role in external relations and thus the
professionally extremely important networking is
often monopolised by men. This is also visible in the
bodies of professional Chambers.
The creativity-based ideology – especially regarding
the profession of Architects – adds to this problem as
it is often a main focus of the professional self-perception. Although this is (also) attributed to women,
in the male-dominated professional life of Architects
and Civil Engineers the control of creativity is often in
the hand of male office principals and managers.
Source
Study “Vereinbarkeit von Architekturberuf und Familie - Strategien, Modelle
und Erfahrungen“ by Sivlia Forlati, Anne Isopp, Sabina Riß-Retschitzegger
including essay „Das Berufsfeld Architektur im Strukturwandel von Arbeit und
Familie“ by Christoph Reinprecht and „Vereinbarkeit von Beruf und Kindern
bei ArchitektInnen“ by Ulrike Papouschek
Report on „Unternehmerinnen in Österreich 2017 - Unternehmerinnen in
männerdominierten Bereichen /Unternehmerinnen und Digitalisierung“, Eva
Heckl, Karin Petzlberger, Karin Gavac – Austrian Institute for SME research
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Challenges for female Architects
and Civil Engineers

FRANCE

GERMANY

Slovenia

The glass ceiling is hard to shatter. Women have
to work more to justify their presence and skills
on the site. With equal skills, salaries often differ,
notably due to differences in seniority, as the
profession is being feminised, and part-time work
is more important for women. Size and typology
of projects less important are often left in the
responsibility of women. Clients may be more
distrustful of a woman in charge.

It is a particular challenge for women in
Architecture and construction to assert themselves
against the traditional masculine image of the
construction sector.

In general, there are no special challenges that
female Architects and Civil Engineers have to face.
Individual bullying can be found on the building
site by extreme individuals; women need more
strength to initiate the authority.

Following a questionnaire sent out to Architecture
graduates between 2000 and 2014 (ENSAPL and
UCL LOCI), there are more declared situations of
sexism, discrimination and even violence among
women than among men. The survey ARVHA is
currently conducting will deepen these difficulties
in oral interviews (asking about pregnancy,
children etc.).
Youth adds to the difficulty of being a woman in
the profession.

Sexual harassment is omnipresent in society, and
the construction sector, which is dominated by
men, is also affected. To achieve parity would be
an important step to change this.
Working conditions in the architectural profession
are still hostile towards women and families.
Female employers advocate for creating part-time
jobs and keeping the evenings and weekends free
from work. Women are very rarely employed in
construction companies. Often there are open
verbal attacks on the construction site, which
for the most part could be ended with clear
statements. Involving women on the construction
site could help to optimize their workflow.

A survey conducted by Architects, Landscape
Architects and Land Planners (n = 460) in the
2019 project shows, however, that women are
less ambitious than men and less interested in
leadership in organisations or within organisations
(80% of men and 71% of women would accept
leadership within the organisation), despite
being less satisfied with their position within the
organisation (34% of dissatisfied women, 20% of
dissatisfied men).
The cause is often family. Both Female Architects,
Civil Engineers and women in general that have
children, mostly take over the housekeeping,
taking care of family and children to a higher
degree than men.
Mainly male clients prefer hiring men to
architectural projects/buildings of larger scale
and of higher importance. We could talk about
the a way of monopolised male networks that set
women somehow “naturally” in less important
position
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Pay gap:
Reasons and future tendencies

SPAIN
According to the Higher Council 2018 report, in
Spain 54.7% of female Architects have suffered
some kind of discrimination due to their gender
and 12.2% of female Architects have experienced
psychological harassment for gender reason. The
same report mentions 17% of female Architects
have suffered mobbing in working place, although
this report makes no difference among working
place types. In our opinion, gender discrimination
has evolved from suffering (not always)
unfortunate jokes in the workplace to more refined
ways of ignoring women’s work such as frequent
all-male panels or disregard for the presence of
women Architects taking part in award juries.

Country
_ 3.4

Pay gap:
Reasons and
future tendencies

→
AUSTRIA
A main reason for the pay gap is, that the share
of part-time working women in Austria is - with
over 47% in 2019 - extremely high. There is still a
lack of childcare-facilities and schools with long
opening hours and the distribution of paid and
unpaid working time is very unequal: Women work
on average 65 hours per week - 2 hours more
than men - and 25 hours of their work per week
is unpaid (men: 16 hours). Additionally, income
transparency – which would be an important
factor when it comes to reducing the gender pay
gap - is not very far developed in Austria.
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FRANCE
The average income of men and women increased
over the period 2002-2011. However, there is a
lag following the economic crisis of 2008. Both
average incomes are contracting simultaneously,
although women’s income seems to be less
affected. The income gap between men and
women changed little over the period. A male
Architect earns on average almost twice (1.9
times) as much as a female Architect in the same
profession, although this ratio tended to decrease
slightly in 2011 (1.83). In 2018, the gap remains
glaringly wide. The clear inequalities in salaries
between male and female Architects appear
to be the result of the differences noted above.
In fact, female Architects are rare among the
highest age groups, even though they are the best
paid. Similarly, women are more likely to occupy
salaried or civil servant positions, which are less
remunerative than those of partners or liberals,
which are favoured by men, therefore underrepresented in the highest quartiles.
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GERMANY
In Germany, planning fees are calculated as a
percentage of the construction sum, based on an
official fee scale (HOAI). Experience shows that men
demand higher remuneration for their services than
women do. They often make use of the degree of
flexibility offered by the HOAI at the upper limit of
what is possible, while women set the fee calculation
lower. The fee structure for Architects and Engineers
does not differentiate between the sexes. Since fewer
women work independently or are less often office
owners, fewer women also calculate according to
the fee tables of the HOAI. The number of female
freelance Architects tends to decline. Women are
more often employed and work part-time because
they are often required to bring up their children. This
means that women cannot develop their full potential
in their careers and therefore earn less than men do.
The hourly rates of remuneration are often too low in
proportion to the fees calculated based on the HOAI.
This discrepancy very often affects women in their
function as employees.

Another reason for the gender pay gap is that there
is no social acceptance in Germany for transparency
of salaries. The male-dominated architectural
industry and a particularly heroic self-image will
probably not play a proactive role in reducing the
gender pay gap.

Country Situation Reports

Slovenia
The official pay gap is about 6%. It is difficult to
define the pay gap in the architectural profession, as
there is no transparency regarding the salaries.
The prices of design services are market based as
the European Union legislation states. To protect
investors, designers and the public interest, the
Chamber of Architecture and Spatial Planning
of Slovenia and the Chamber of Engineering of
Slovenia have prepared a manual for evaluation of
design services. The values of the design services,
as calculated by the program, represent the
recommended prices, which enable the Architects
to plan quality architectural solutions and produce
quality projects (Source: www.zaps.si). Greater
downward deviations, which mean less successful
architectural solutions and a lower level of plan
processing, depend on demand and supply and
impair the position of the profession. Price reductions
were extensive during the economic crisis, with
prices not fully adjusted for all businesses after the
recovery of the economy.

better payment for their work (outside the Public
Sector jobs). In general men are more often owners
of companies and they are in general taking the
leading positions (73%) in companies. The higher
the positions, the less women are present. Also from
this point of view male work is paid better. Women in
general are easier satisfied with lower and less paid
positions, due to not only lack of confidence, but
also as they are often not prepared to take higher
responsibilities if they have children. But, of course,
there are some exceptions, women that earn much
and are skilled to gain good payment for their work.
At the moment there is a lack of Civil Engineers in
Slovenia, therefore a payment rise for both genders
is expected. There are no significant differences for
the same working position, but in general men take
the leading positions.

SPAIN
In our opinion, a change to avoid the existing
gender pay gap needs to challenge social
consideration for care work. Women in all social
levels usually take care of dependent ones
(children, elderly, ill persons, etc.) and, as the
Spanish sociologist M. Angeles Duran states in her
book ‘The invisible wealth of care’ from 2018, this
is unpaid working time. This unpaid work makes
it difficult for women to access full-time work
as men do, also in the profession of Architects.
Nevertheless, the pay gap in the profession is
around 0.84 (average annual income for men,
28.641 EUR and 24.184 EUR for women), being the
private sector where more salary differences can
be found.

Women are more likely to take a hired salaried
employment or to occupy a civil servant position.

The absence of the official minimum tariff conditions
for the architectural service evaluation is a major
problem of living and working conditions in the
profession. Of course this impacts the pay gap
as well. On all levels in general we can state that
men are more skilled and self-confident to gain
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Parental leave
in practice

AUSTRIA

FRANCE

On an average, women stay at home for 2.5 years
and work in part-time jobs until the youngest of
the children is 15.

Women stay at home more often than men do,
only 3% of them take parental leave. Allocations
are derisory; generally, couples sacrifice the lowest
salary, which is often the female income.

Men who apply for parental leave stay at home for
about four months, but afterwards only 5% work in
part-time jobs.
Whereas 74% of women stayed at home with their
child/children in 2018, this can be said only of
8% of men.
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Country Situation Reports

GERMANY

Slovenia

SPAIN

Women are still more involved in raising children.
In general, there is a widespread view in Germany
that raising children is the responsibility of women.
This state of affairs, which is widely accepted by
society, is largely due to the fact that men earn
more, and it would be less economical for them
to stay at home instead of their female partner.
The situation is further aggravated by the fact that
the costs for childcare outside the home are still
too high.

There are differences between types of
employment. Officially employed they have
maternity and parental leave by their collective
contract. Self-employed often work during their
parental leave, depending on the personal choice
and the amount of work (projects).

According to the Higher Council 2018 report, 27.8%
of professionals have to organise their work to
take care of mainly children. Female Architects
often choose a part-time contract or to work as
self-employed or freelancer. Since 1 January 2020,
fathers have compulsory parental leave (6 weeks)
which has to coincide with the compulsory 6 weeks
of maternal leave of the mother. They both can
extend their maternal leave (until 10 weeks more)
and paternal leave (until 6 weeks more) with no
need to be at the same time. After that, reconcile
care and work depends on where one lives, on the
personal situation and the general income.

If men were to apply for parental leave just as
frequently as women did, this exclusion criterion
would no longer apply when selecting male or
female employees. Men often limit parental leave
to two months, which is a prerequisite for taking
advantage of the maximum parental leave of
14 months.
Women should be more strongly encouraged
in the construction industry to combine raising
children with freelance or independent work.

There are differences between the Architects
and Civil Engineers according to the type of
employment (self-employment is the more
common type for Architects) while Civil
Engineers mostly have a permanet hired salaried
employment. Women usually use the maternity
leave, male Architects sometimes take the
paternity leave (14 days), but in the second part
(parental leave) mostly women stay at home with
the child. Of course, there are some exceptions.
Reasons are mostly traditional roles, biological
issues, etc.
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Care leave
in practice

Concerning couples only 23.3% of men with children under
15 years apply for childcare leave.
Care leave is related to employment and thus not
relevant for self-employed Architects and Civil Engineers.
Nevertheless, in practice, the question of care leave
situations is similar, but numbers are not available.

FRANCE
Usually, the women take care leave, which
represents two days of work. Men do not
claim it or only if the mothers are actually
unavailable.

Source
https://www.statistik.at/web_de/statistiken/index.html

_ 3.7

Importance
of supporting
networks

74

Supporting relatives and social environment for women
in general in the care of their children are very important.
As described in 3.8 the compatibility of profession and
family is especially difficult for authorized (self-employed)
Architects and Civil Engineers. Although childcare places
are increasing in Austria (see also 2.6), there are not
enough places for small children and altogether the
institutions often cannot offer the flexibility, which is
extremely important for self-employed professionals.
Therefore, they often need to find their own individual and
flexible (additional) childcare solutions such as relatives,
child minders etc. This is especially the case in the country
Partly there is also a lack of willingness of parents to put
very small children in institutional care.

In France, it is estimated that 3% of
grandparents keep their grandchildren
permanently, which is cheaper than a crèche,
nursery assistant or baby-sitter.

Country Situation Reports

GERMANY

Slovenia

SPAIN

Men still take care leave significantly less often
than women do, but the trend is rising. Since the
introduction of the parental allowance in 2007, the
proportion of men taking parental leave has risen
from around 3% to 37% in 2016. In comparison,
more than nine out of ten mothers take parental
leave, and to a much greater extent than fathers.
The reasons for the low take-up of parental leave
by fathers are financial and the fear of negative
professional consequences.

There is no legislative difference between men
and women for care leave. In practice, mostly
women take it, men rarely do. This is often because
of traditional roles and socio-economic reasons,
higher positions of men in the profession, etc.
However, of course, there are individual exceptions.

Explained in 2.5 and 3.5

Structures of a classical extended family hardly
exist anymore. Parents often have their children
late. In most cases, the grandparents live further
away and are either still working themselves
or are sometimes already in need of care. This
can represent an additional burden, which often
women must bear.

The relatives and social environment are very
important in Slovenia, not only for female
Architects and Civil Engineers, but in general. If
families live close enough, they take care of each
other. Due to a good developed infrastructure
of kindergartens in Slovenia, there is not a great
need for the care of grandchildren. Sometimes
grandparents take over the care of kids at an
early age (till 3) as the parents prefer to take
the institutional care yet afterwards. However
the grandparents are often helping on the late
afternoon hours after the closing of kindergarten
or school.

Family support is part of the Spanish culture.
Relatives interact easily and frequently. When
grandparents are able and live close, they usually
take care of their grandchildren.
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Working hours
in practice

AUSTRIA

FRANCE

The survey of the Bundeskammer ZT among the
authorised (self-employed) Architects, Civil Engineers and other Chartered Engineering professions
2019 (see 2.9) shows that the average working
hours per week for self-employed female Architects and Civil Engineers are over normal working
time but that in planning offices around 65% of
female employees with professional degrees work
part-time. This clearly shows the challenge of selfemployed female Architects and Civil Engineers –
mostly Micro-Enterprises or even one-person-companies – when it comes to combining professional
life and children. An Austrian study – „Vereinbarkeit von Architekturberuf und Familie - Strate
gien, Modelle und Erfahrungen“ – has focused on
these problems and showed that for self-employed
women this is a “feat of strength” that is tried to
overcome by different strategies (working and living at the same venue, flexible child care models,
life & work partnerships, stepping back in tasks
and expectations, etc.). As the working time is
limited but the necessary amount of work still has
to be covered, this requires the reduction of breaks
and social interventions, but often also of working
aspects relevant to the professional position and
equality (as described in 3.6). The relation between
paid and unpaid work moves in the direction of
more unpaid work.

Part-time work is often suffered by women to look
after children – because they often earn less than
their partners - which often leads to difficulties to
return to work and to loss of self-confidence.

Country Situation Reports

GERMANY

Slovenia

SPAIN

A great help to families would be more flexible
working hours for both parents. In the construction
industry, however, presence around the clock
is usually expected. Permanent employees are
required to work overtime.

Working hours are practiced diversely according
to the type of employment. Public/civil servants
(estimated 10-20%) and employees in big
companies practice 5/7 and regular eight
working hours with flexible start (7-9 am). Private
companies mostly expect the employees to work
more than eight hours and at least parts of the
weekend (payment fixed amount per month).
Flexible working time is enabled in big companies
according to personal priority. Self-employed
Architects practice mostly long and flexible
working hours.

According to the Higher Council 2018 report, 69.7%
of Architects work on their own (autonomous),
14.1% work for others and 11.5% combine both
situations. In order to reconcile work and care,
83.4% of Architects have flexible arriving and
departure hours, 59.7% have flexible timetables in
general, 46% telework, and 37% choose part-time
work. The Coronavirus crisis has extended telework
and videoconferences among professionals.

In the course of digitalisation, some employers
in the building industry have also made working
hours more flexible, but unfortunately this often
means that you have to be available at all times,
including at home. Thus, flexitime is common.
Part-time or home office has not yet become
established, except in some small offices. The
vision, that the profession of Architects is a 60h
job, still exists.
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Access to the profession
for Newcomers

AUSTRIA
For female graduates there are no support
programmes from universities about becoming
authorised (self-employed) Architects or Civil
Engineers. As three years of professional practice
and a professional exam are requirements for
professional access as an authorised (self-employed)
Architect or Civil Engineer, graduates normally start
with employment contracts or free employment
contracts. The Chambers of Architects and Chartered
Engineering Consultants offer support for those
who want to get the authorisation as independent,
responsible and self-employed Architects and Civil
Engineers in the form of (legal) counselling and by
mentoring programmes. Before the examination,
a course is offered at the Chamber. For the first
three years after authorization, Chamber fees are
reduced, as the market entry phase is not always
easy, e.g. public procurement procedures often
require references that newcomers cannot provide.
Depending on the market situation the competition
for contracts can require a lot of efforts. E.g., the
participation in Architectural Design competitions
cause a lot of time and effort, often without
(adequate) remuneration. As the survey of the
Bundeskammer ZT among the authorised (selfemployed) Architects, Civil Engineers and other
Chartered Engineering professions 2019 (see 2.9)

clearly shows the average working hours per week
in the profession are by far above normal working
hours. Additionally, young female Architects and Civil
Engineers can be hit unexpectedly by the structural
discriminations within the profession as described in
3.3.

Country Situation Reports

FRANCE

GERMANY

Slovenia

Being hired as an employee seems to be difficult
(according to testimonies of former students and
young colleagues) for women around the age of
30 - an age when women are most likely to have
children. Paternity leave worthy of the name could
help to alleviate this phenomenon.

The shortage of skilled workers is also making
itself felt in the construction sector due to the
current building boom. Therefore, graduates in
Architecture have a relatively easy access to the
labour market. Employers are beginning to adapt
to the situation of young people and to consider
their needs, including flexible working hours,
modern working models and less overtime.

Before the global recession in 2009, the access to
employment for newcomers was easy. There was no
problem to get a job. During the recession, it was
difficult to find a regular job and permanent employment. After the recession, architectural companies
often hired self-employed Architects (entrepreneurs)
instead of choosing regular employment. Precarious
ways of work are most common among Architects.
It is expected to be self-employed (entrepreneur) in
order to cooperate with established offices mostly
in the architectural profession. Working hours and
conditions are not regulated (similar to 3.8).

The starting salaries for young graduates are
nevertheless lower in the building industry than in
other professions.

To become a licensed Chartered Architect, it is necessary to take an exam at the Chamber after gaining a
good amount of practical experience in an office.
In the Civil Engineering branch, the working situation is more regulated and due to the lack of professionals, most of the Civil Engineers are regularly
employed and newcomers have an easy access to
employment.
In the Civil Engineering branch, there is a shortage of
young engineers therefore the graduates find the job
quickly. The young people in general prefer flexible
working hours, modern working models and less
overtime. Currently the Civil Engineering profession is
not attractive to new students.
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SPAIN
After the 2008 crisis, unemployment among under
25 year olds neared 60% (2012T4). Many recent
graduates in Architecture decided to go to work
abroad. In a 2015 survey among students, 45% of
those who responded, said they expected to work
in another country, and 48.1% expected to open
his/her own office abroad. According to the Higher
Council 2017 preliminary survey report, nowadays,
among registered Architects under 30 years old,
51.8% work on their own and 63.6% have a medium
income of 17.273 EUR.
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AUSTRIA
Committees of female Architects and Chartered
Engineers have been installed in the Federal and
all regional Chambers. They aim at enforcing such
solidarity. There are also other (partly regional)
small networks of female professionals in the
branch that support each other concerning market
access and professional conduct. Nevertheless,
effective female networks are by far not as
common and widespread as longstanding and
effectively functioning male networks (see 3.3.).
Partly this is also due to the fact that women do
not want gender becoming a topic within their
working space - especially in contact with their
male colleagues. There is a fear that engaging in
gender questions can harm the career. Especially
among very young women, the view is widely
spread that gender questions and female
professional networks are not needed (anymore).

Country Situation Reports

FRANCE

GERMANY

Architectuelles Hauts-de-France, an
association governed by the law of 1
July 1901 and the decree of 16 August
1901, was founded on 30 January 2018
and is – among other things – enhancing
Mutual Aid and Solidarity by giving
visibility to female Architects and
graduates and offering opportunities for
exchange and networking.

Solidarity does exist between
colleagues. This can be derived
from many initiatives taken by
female Architects for female
Architects. In recent years, as
in the past, a number of events
have been held, prizes for
Architects have been established,
and networks and groups for
gender equality in Architecture
have been founded.

Slovenia
Solidarity in Slovenia is a
common practice in general
due to historical facts.

SPAIN
Solidarity is common in Spain.
There are no specific surveys
or studies on this topic.

Female Civil Engineers
support each other even
better due to the small
percentage of women in the
profession.
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of professional Gender Equality

AUSTRIA

FRANCE

As explained, in Austria role models are still very traditional. Many
young women believe in these role models again and do not see
their dangers even though they might be more emancipated than
their ancestors might be concerning behaviour and attitude. This
makes changes difficult. There is no broad political and/or public
consensus – also not among women - in regard to revolutionizing
the role models in Austria.

Generally speaking, there is not a lot of progress. The
profession attracts many women, but the pay gap is
stagnating, only few women are at the head of agencies,
and very few women are known and recognised. Figures
allow us to map this stagnation: 60% of female students
in Architecture, but only 30% are registered in the order.
Women are taking on more salaried positions than men
are.

Nevertheless, as Christoph Reinprecht explains in his essay “Das
Berufsfeld Architektur im Strukturwandel von Arbeit und Familie“
for changing the gender roles in planning it will be necessary to
discuss and rethink the self-conception and the unwritten rules
and action patterns in the profession, and to define new forms
of work in the offices. We need to focus on what we can do as
professional representative organisations in order to contribute
to this process: Providing positive role models, supporting
and strengthening female and/or thematic professional
networks, making latent gender norms in the profession and
their consequences visible and discuss them, support female
Architects and Chartered Engineers in overcoming structural
discrimination by concrete support and CPD measures, etc.

Interview partners and contributors
Dr. Barbara Feller, Architekturstiftung Österreich
DI Barbara Herz, TU Graz - Dekanatsleiterin der Fakultät für Architektur und
Leiterin des Büro für Gleichstellung und Frauenförderung
Dr. Regina Kratzer, TU Graz
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Regarding the university education the glass ceiling for
female teachers is very low, but a new recruiting system
- the Ministry has delegated recruitment - seems to
aggravate these disparities. Concerning the contents of
teaching, there are still very few references to the work
of female Architects and Civil Engineers.
From the moment of its acquisition of the two AFNOR
certification labels (“Equality” and “Diversity”) in 2017,
the Ministry of Culture equipped the entirety of its
services and operators with an external counselling
and legal advice unit, AlloDiscrim, set to manage and
remediate to all matters of established or suspected
discrimination within the scope of the Ministry.
In August 2018, a second unit was implemented,
AlloSexism, to specifically handle cases of sexual
and sexist harassment and violence. Both units are
available freely for all 30.000 Ministry agents and for
all 37.000 students in ESC schools. In all domains of
arts and culture, the Ministry of Culture pilots dedicated
taskforces to gender equality and representation
improvement.

Country Situation Reports

GERMANY
Gender equality in Architecture and
construction is progressing far too slowly.
Not a lot has happened in the past 25
years. Workplace design should be made
more flexible for both genders. A better
reconciliation of family and work or work-life
balance is generally necessary for men and
women in Architecture. Women often only
get small orders in private single-family house
construction, or they reconstruct day care
centres. Exceptions unfortunately only prove
the rule. The profession of Architects is still far
too masculine. The sector is far behind other
countries in terms of gender equality. There is
a risk that orders will be lost to international
and non-industry companies. Gender equality
is an expression of social justice and must be
demanded. In Germany and all over the world.

Slovenia
Gender equality and the organisation of social structure
support a woman in her active social role since WW2
due to good foundation of gender equality in former
Yugoslavia. Developments tend to improve the position
of women in the society and profession. Young men are
more involved into the family obligations. Therefore,
women have more potential to balance the career
and family life. Consequently, women are more often
represented in leading positions. A good temporary tool
to establish the good balance of gender equality can be
quotas.

SPAIN
Gender equality in the profession is improving, but not
enough. Female Architects deserve equal opportunities,
equal incomes, equal recognition and equal respect as
serious professionals. We tend to focus on opportunities
and income (still unbalanced) but recognition and
respect are still very, very far away. This is easily shown
by just looking at the list of awarded Architects, in
particular, in Spain.

The however still present gender gap in our case
even deepens due to the growing consolidation of the
capitalistic system. The program to raise awareness on
the topic and supporting women in life and professional
skills would be a welcoming content of the work of the
Chamber.
The goal is to improve working conditions (working
hours, payment) and self-evaluation in the field
of Architecture for men and women, which would
contribute to establishing the true value of the
architectural profession in society and the proper
economical value of architectural and Civil Engineering
work.
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