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ABOUt thE CArEEr trACkEr  

The Career Tracker, one of 
the main project outputs, is a 
tool developed by the project 
team of YesWePlan! (YwP!; 
www.yesweplan.eu) which 
allows to trace individual 
career biographies and identify 
gender-relevant influences. 

It consists of two measuring instruments:

• a quantitatively oriented online questionnaire collecting statistically relevant data 
for occupation-specific facts on a broader level and

• qualitatively oriented guideline interviews illuminating backgrounds 
       and individual frameworks.

The aim of combining two methods was to use the mixed methods approach to supplement 
the quantitative data of the questionnaire with qualitative data of the interviews and thus 
gain a deeper insight.

Both instruments consist of very similar questions which aimed to find out whether common 
assumptions regarding the general working situation of women and gender discrimination in 
the professions are (still) valid.

The online questionnaire was conducted from March to September 2021 and had a response 
of 918 participants. The guided interviews (which started in September 2020) resulted in a 
total of 104 participants. The analysis and commentary of the data presented in the Career 
Tracker Report were carried out from September to December 2021. 

Copies of the Career Tracker tools will be made available to anyone interested for their own 
use and revision – free of charge.

All 918/104 sets of raw data can be requested for own use by contacting info@yesweplan.eu.

The career tracker’s questionnaire (in English, French, German, Slovenian, and Spanish), as 
well as the interview guideline (in English), can be downloaded from www.yesweplan.eu; for 
access to the digital version of the questionnaire please contact info@yesweplan.eu.
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this section of the career tracker focuses on the first part of the online 
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such as place of residence, gender, age, etc.

II. rEsUlts AND FINDINgs     p. 110

this section of the career tracker focuses on the joint data evaluation 
of the online survey and the guided interviews.

III. vAlIDItY OF DAtA p. 147
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I. BAsIC DAtA

1. BAsIC DAtA

1.1. Countries
From the total of 918 people who took part in the 
online survey, 903 (99%) were from EU countries and 
9 (1%) from outside (from non-EU Europe, Central/
South America and Asia). Since the focus of the study 
was on the situation of Architects and Civil Engineers 
within the EU, only these 903 data sets were used for 
further analyses. With 243 (26.5%) responses, Spain 
accounted for the largest share, followed by Germany 
196 (21.2%), France 163 (17.6%), Austria 111 (12.2%) and 
Slovenia 76 (8.1%); among the 196 (21.2%) responses 
from other EU countries, Belgium and Denmark 
were most strongly represented with 25 (2.7%) each, 
followed by Ireland with 18 (2.0%), Romania with 11 
(1.2%) as well as Italy, Portugal and Sweden with 9 
(1.0%) each; there were 3 or fewer responses from a 
further 7 EU countries.

The 104 guideline interviews in the partner countries 
were divided into 25 interviews from Austria, 22 from 
Slovenia, 20 from Germany, 20 from Spain and 17 
from France.

Although this study does not claim to be 
representative, it can be emphasised that this is 
currently the largest European study on this topic 
and reflects the opinions and facts from a wide range 
of EU countries and regions which allows to derive a 
general impression of the situation in Europe.

1.2. Gender
711 (79%) women, 183 (20%) men and 9 (1%) non-binary/
genderqueer people participated in the online survey. 
Overall, in Europe only 42% of all Architects are estimated 
to be female. Women are dominantly represented in the 
survey because it was widely disseminated by several 
professional women. Additionally, the issue of gender 
equality seems to be more relevant for women, who were 
thus higher motivated to contribute to this survey. 

Also, in the interviews the majority of participants was 
female: 68.3% or 71 women and 31.7% or 33 men, and no 
non-binary people participated.

For the evaluation and interpretation of the data it is 
important to state that the sample of 903 participants 
from EU countries with around one fifth of male 
respondents is broad enough to gain deeper insights into 
these two gender groups.

The group of non-binary/genderqueer persons with only 9 
participants proved to be too small to deliver enough data 
for reliable conclusions. Therefore, in order to avoid false 
assumptions, the results could not be taken into account 
for all questions.
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1.3. Age
With regards to age (in terms of decades, figure 1.3), the 
online survey sample shows very even distribution. For 
men, women and non-binary/genderqueer persons, all 
age groups are represented in a fairly balanced way, with 
the strongest group in all three cases being that of the 
ones aged 41-50 years. For men and women, the groups of 
under 30-year-olds and the over 61-year-olds are the least 
represented which should correspond to the general age 
distribution in an academic occupation. The group of men 
is on average slightly older than the group of women, but 
not by much. 
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The age distribution in the guideline interviews was similar. 
The largest group of participants was aged 31-40 (32.7%), 
21 participants in this age group were female and 13 males. 
The age group 41-50 (29.8%) consisted of 21 female and 10 
male participants, the age group 51-60 (19.2%) consisted 
of 16 female and 4 male participants. Participants under 
31 (8.7%, 7 female/ 2 male) and over 60 (9.6%, 7 female/ 
3 male) built the smallest age groups, which makes also 
sense from a theoretical point.

This balanced and occupation specific age distribution 
is very favourable for the reliability of the data because 
there is hardly any danger of bias due to any dominant age 
group not corresponding to real age distribution in these 
occupations.
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1.4. Definition of profession
The exact definition of the professions addressed in this 
study was difficult because not only in the participating 
project countries Austria, Germany, France, Slovenia and 
Spain, but also in the 13 other EU countries from which 
feedback was gained, there are different educational 
and professional systems in place, partly operating with 
different terminology and educational content. This 
often leads to different educational qualifications and job 
titles.  Although the scope of authorization and activities 
of Architects and Civil Engineers can differ nationally, 
the professions are well-known all over Europe and were 
therefore chosen to build the basis for this study.1  

As figure 1.4a shows, the vast majority of 91.8% of 
respondents of the online questionnaire in the 5 partner 
countries consider themselves as Architects and only 7.1% 
as Civil Engineers; 1.2% say they are both. Looking at the 
data by gender, it is particularly striking that almost three 
times as many men (14.3%) than women (5.1%) are Civil 
Engineers.

Also in the guided interviews, the majority considered 
themselves as Architects. Out of the 84 Architects 62 
were female, while out of the 15 Civil Engineers only 6 
were female. Out of the 5 participants who indicated both 
professions, 3 were female.

Despite the unresolved question of an EU-wide definition 
of the profession, this data confirms that all respondents 
belong to the occupational group that is the focus of 
our research. We can assume that their experiences and 
opinions with regard to their professional training as well 
as their everyday work with regard to the professional field 
are authentic to the maximum.

1   Definition: For the YesWePlan! project 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”
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1.6. Years working 
  in the studied profession2

The distribution of work experience (figure 1.6) shows a 
positive correlation with the age distribution (figure 1.3). 
For the quality of the data, this means that they are mostly 
based on many years of professional and life experience 
and that the persons interviewed have a high level of 
expertise about the subject of the research. At the same 
time, the data, opinions and experiences of younger 
persons who are just at the beginning of their professional 
careers are also included, to an extent that roughly 
corresponds to their statistical share of the total group.

The biggest group of people in the guided interviews were 
those with 11-20 years of work experience (42 people), 
followed by those with 21 or more years (31 people) and 
those with 6-10 years (21 people). 10 people had a working 
experience of less than 5 years, they recently finished 
their studies. 90.4% of the interviewees still work in their 
profession, 10 people switched to another field of work, 
but only 1 out of this 10 people switched the profession 
to something totally different, the other 9 work in areas 
related to Architecture/Civil Engineering.

The sample was selected very carefully, it is optimally 
distributed in terms of age and professional experience 
and should thus lead to reliable data.

1.5. Position in the profession
The professional position is a first important indicator 
for the evaluation of gender equality in the professions 
as it can show relevant gender differences in regard to 
the form of work (secure/insecure positions, freelance 
work/employment, self-employed/company owner, small 
company/big company, etc.)

With regard to the respondents‘ current positions in their 
studied profession as an Architect or Civil Engineer, the 

proportion of women (35.7%) working with a permanent 
contract was slightly higher than the one for men (33.8%), 
but women (25.9%) are also slightly more likely to be 
freelancers than men (22.5%). Two values clearly stand 
out: 35.8% of men are owner/co-owner of a company/
office, whereas only 25.6% of women claim this. This 
means that men are about 40% more likely to be owners 
than women, which supports the hypothesis that men 

are more likely to be represented in management and 
ownership than women. These results are supplemented 
by the fact, that women are 50% more likely to work part 
time or temporarily (4,9%) than men (7,4 %).
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Fig. 1.6 - Working experience in the profession (N=903)
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2   We only refer to working time in the studied professions 
as Architect or Civil Engineer and not in other professional 
fields. It is important that if defining „work experience“ as 
an expert characteristic for the survey, the work experience 
is from the field that is being studied.
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1.7  Percentage
 of potential working time
 since graduation

When talking about gender inequality in the workplace, 
there is often an assumption that women have less 
stringent professional careers, interrupt their jobs more 
often, work part-time more often or switch to other 
professional fields than the one they have studied. 
Therefore, the question how much of their potential 
possible working time participants have worked in their 
studied profession up to date is relevant; 100% means they 
have had a continuous full-time job as an Architect and/
or Civil Engineer since graduation; 0% they have never 
worked in their studied profession at all.

Figure 1.7a and figure 1.7b show considerable gender 
differences: Only 39% of the women stated that they 
had worked 100% of their potential working time in their 
actual studied occupation, compared to 63% of the men. 
In the following categories of potential working time, the 
ratios change more in favour of women, but this is due to 
the fact that so many men fell in the category of 100% of 
working time in their profession. The difference is smaller 
if the values of the two highest time segments are counted 
together (covering 81%-100% of the potential working 
time), but still shows that only 71% of women but 82% of 
men worked more than 80% of their potential working 
time in their studied profession.

1.8    Reasons for not having worked     
      100% in studied profession

The reasons why people couldn’t always fully work in their 
studied profession (figure 1.8) are important for the overall 
evaluation. Caring for persons other than children was the 
reason for 4.1% of women and 3.0% of men)3. 8.4% of wo-
men and 10.4% of men spent time for a sabbatical and per-
sonal development activities. Even though the differences 
are not very high, the data shows that women – in contrary 
to men - were more likely to work less due to caring obli-
gations and not due to self-development activities.  

One of the most relevant indicators of this study shows 
that for 50.3% of women, childcare was the main reason 
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why they could not always or fully pursue their studied 
profession; while this was only the case for 13.4% of men. 

33.4% of women stated that they were (temporarily) 
unemployed, another 26.9% that they worked part-
time temporarily; among men, 25.4% were affected by 
unemployment and only 14.9% worked part-time. 

46.3% and 26.9% of men but only 26.4% and 16.9% of 
women were hindered to work in their studied profession 
due to engagement in other jobs/professions and further 
education/studies.

Women are not only much less likely to be able to work 
100% of their potential working time in their job, also the 
reasons for this are - at least in terms of income, social 
security, career and personal development - to their 
disadvantage: While women are more likely to be affected 
by unemployment and more often accept part-time jobs, 
men more often have the opportunity to work in other 
jobs, to continue their education or to take time for their 
personal development.

3   These data have to be interpreted very cautiously because the sample is very small 
(e.g., we have data from only 67 men) and thus the reliability of the data is low.
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2. gENDEr IssUEs At WOrk

2.1. Office size
This question aimed to find out if the office size/number 
of people in the office could have any impacts on gender 
equality (e.g., better equality policy in bigger offices, more 
flexibility in smaller offices, etc.)

There are no huge differences visible in regard to office size: 
24.3% of women and 20.9% of men are self-employed, 17.1% 
of women and 13.2% of men work in offices with more than 
50 employees. In the guided interviews our biggest group 
in the kind of employment was self-employed with 49% or 
51 people, followed by employed (36.5% or 38 people). 10 
people stated to have another kind of employment. These 
people mostly shared self-employment/ employment and 
work at university. We also included two retired people 
and three who are currently in maternity/parental leave. A 
reason for being self-employed was described by a woman 
as follows: 

“In my current phase of life, the employment 
relationship was very stressful, I always had the 
feeling that I had to constantly deliver, but also 
had to deliver in raising children and then I always 
rushed from one to the other and I can now 
manage that better with self- employment. 
(Female 41-50\102ATF: 3: 418-710)”

2.2   Gender split in offices
The survey also aimed to find out how the genders are 
distributed in the individual offices to see whether the 
gender distribution in the offices is even or any anomalies 
can be seen.

The result shows that 46.2% of women work in workplaces 
or offices with a higher proportion of women, but only 32.5% 
men say the same; at the same time, 45.9% of men say they 
work with more men than women, whereas only 28.8% of 
women do; in about a quarter of women and a fifth of men, 
the genders are evenly distributed.

The reasons for this result can neither be gathered from 
the survey nor from the interviews but would be interesting 
to investigate further. Possibilities range from the way job 
offers are communicated and job interviews are conducted, 
to the company philosophy, communication structures and 
the working conditions.

II. rEsUlts AND FINDINgs
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2.3   Working hours
The number of hours spent at work is an important indicator, 
as in general higher positions, a higher salary and better 
social security correlate positively with the number of 
working hours. At the same time, a high amount of working 
time reduces time for private and family duties. The number 
of working hours is also one of the indicators of the family-
friendliness. As figure 2.3 shows, Architecture and Civil 
Engineering require a lot of working hours: 52.4% of women 
and 56.6% of men state that they work more than 40 hours a 
week (of which 12.2% of women and 25.1% of men even work 
more than 50 hours).

As a result of these long working hours, Architects and 
Civil Engineers expressed in the interviews, that a change 
is wanted and needed in order to reduce stress/strain and 
to raise the awareness of their specific needs, such as a 
good communication or a healthy work environment. They 
also expressed the need for more gender-neutral employee 
decisions and further work on equality in the profession. 
Interviewees claimed that they want flexible job design 
options such as different hours of employment for both 
genders to enable women and men to equally fulfil their 
family duties and thus support gender equality. Home-office, 
job-sharing, dual-leadership as well as part-time project 
management and free organization of working time, fluent 
working hours, and a family-centred opinion of employers, 
to not disadvantage people with families, are some points of 
the improvement requests, which should also contribute to 
an improved work-life balance. One way to achieve this ideal 
was described by a participant as follows:

“I think part-time, you can also do project management and be a team leader. My bosses 
are very open to this and I have already mentioned that I would like to change so that 
I can also be given more responsibility on a part-time basis. Flexible working models 
make a major contribution to gender equality, as men then also have the opportunity 
to divide up their work flexibly and to take care of the family more. In workshops, the 
team should reflect on how all colleagues can work together in the future. It should be 
discussed together how everyone, whether full-time or part-time, can find their place in 
the team and be integrated into the work. (Female 31-40\98DEF: 7: 921-1581)”

2.4   Work-Life Balance
Participants were asked to assess their work-life balance, 
and interestingly the results showed that there are hardly 
any differences between men and women in this respect 
and approximately the same percentage of the genders 
assess their work-life balance as poor, rather poor, rather 
good or good.

The qualitative interviews showed that participants want 
the relationship between work and leisure/family time 
change in favour of a new distribution of importance, away 
from work-centeredness to an equal society, as this man 
stated in his interview:

“We have good working conditions: we work 
8 hours, not 12, 13 hours a day. We try to 
organize work to hold on to this. So, there is 
some time left for other things, it is possible 
to balance the family life besides. This life-
work balance is recognized as a value in our 
company - it‘s philosophy. I think a personal 
organization of life and an organization of work 
in the company is vital. 
(Male 31-40\58SIM: 5: 436-834)”
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Fig. 2.3 Average office working hours per week (N=894)  
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These are - compared to many other professions - 
exceedingly high values, but not really surprising for this 
stressful and labour-intensive occupational field with its 
tight schedules and high pressure to finish tasks in time. In 
addition to the high workload that applies to both genders, 
our quantitative data also say that women still tend to work 
less hours than men – which means they are more likely 
to have lower positions, less important work tasks, lower 
salaries and social security. 4

4   For reasons see 
Chapter III.
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2.5   Gender impact 
  on Work-Life Balance

Clear differences became visible when participants were 
asked to what extent their gender had an influence on 
their work-life balance: While 83.3% of the men assume 
that there is no or only some connection, only 62.8% of the 
women believe this; in exchange, 37.2% of the women even 
believe that their gender has quite a lot or a lot of influence 
on their work-life balance, while only 16.7% of men believe 
the same. Thus, this shows a considerable difference in 
experience and/or awareness.5

2.6   Income 
  and gender pay gap

The question of equal pay of men and women is one of the 
most important and most intensively discussed ones, as 
financial disadvantages have many direct consequences 
for the life of women. 

Fully analysing this topic would require a very complex 
and comprehensive data collection and interpretation that 
goes beyond the resources of a project like “YesWePlan!” 
- therefore the results on this topic can only show 
tendencies and not fully reliable results. 
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5   Taking into account the results of several other questions, the following can be 
stressed: There are no real differences between the genders in regard to the work-
life balance situation, but when men suffer from stress, it is often caused by work; 
while women more often suffer from the double burden of work and family which – 
in contrary to work stress – is not compensated in pay and social security.
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Fig. 2.6a  Approximate average income per year WOMEN (n=609)  
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Methodologically, participants were asked to allocate 
their annual gross income (before paying taxes and social 
security contributions) to a scale of eight different salary 
categories of 10,000€ each (starting from up to 10,000€ 
up to more than 70,000€). figure 2.6a and figure 2.6b 
provide a basic insight into how things look in the various 
project partner countries6 with regard to the distribution 
of income among men and women. Salary segments are 
coloured from low to high income from light into dark 
(read from left to right).

6   The income of persons from other countries was not taken into account due to 
their small number. However, if you are interested, you can obtain these and all 
other raw data by contacting info@yesweplan.eu.
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The two charts show – apart from a significant difference in income between 
the countries – that in the sample of our survey, there is a tendency for men to 
earn better than women. The figures from Slovenia and France show smaller 
differences, those from Germany and Austria are larger; Spain is in between.7 
We correlated the data of the income to the parameters of work experience in 
years and of weekly working hours. 

In correlation of income and work experience, two decades with the most available data were selected. This showed 
a positive correlation of the gender pay gap and the number of working years. While men still have slight income 
advantages in the work experience decade of 10-21 years (figure 2.6c), they leave women far behind within the next 
10 years of work (figure 2.6d). This could be explained by the fact that women still carry more social responsibilities 
(e.g., childcare, caring for parents) than men, which reduces their availability for the workplace and hinders their 
careers, which is expressed more and more clearly in a gender pay gap with increasing years of work.

2,8% 

23,3% 

8,0% 

38,1% 

14,5% 

13,9% 

40,0% 

20,0% 

33,3% 

80,0% 

25,0% 

13,3% 

32,0% 

9,5% 

14,5% 

22,2% 

16,7% 

16,0% 

10,9% 

11,1% 

8,0% 

10,9% 

8,3% 

4,0% 

1,8% 

16,7% 

6,7% 

12,0% 

1,8% 

0% 20% 40% 60% 80% 100% 

Austria (n=36) 

France (n=30) 

Germany (n=25) 

Slovenia (n=21) 

Spain (n=55) 

Fig 2.6b Approximate average income per year MEN (n=167) 
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Fig 2.6c Average income and work experience from 11-20 years (N=250) 
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Fig 2.6d Average income and work experience from 21-30 years (N=183) 
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7   As already explained, our samples are too small to be representative but seem 
to confirm the hypotheses that men earn better than women.
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With respect to income and weekly working hours, we also selected those segments with 
the most available data. This clearly showed that the gender pay gap does not only arise 
because women generally work less: Even if women work full-time and more, they tend to 
earn less than men. The reasons for this cannot be derived from the survey but could be 
due to the fact that women hold management positions less often, lead important projects 
less often and might also be less successful in salary negotiations.
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Fig 2.6e Average income at 31-40 weekly working hours (N=242) 
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Fig 2.6f Average income at 41-50 weekly working hours (N=315) 
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Fig. 2.7a Belief in gender pay-gap WOMEN (n=711)
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Fig. 2.7b Belief in gender pay-gap MEN (n=183) 
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2.7   Belief in Gender Pay-Gap
In many European countries and cultures, income is highly confidential information, 
often not even shared with best friends or close family members. Due to this low level 
of transparency and information flow, many people do not know exactly where they 
stand with their income compared to others. Therefore, it is also interesting how people 
estimate the gender pay gap and its impacts.

About the same number of women (18%) and men (16.9%) say they do not know if a 
pay gap exists. But among those who think they know, significant gender differences 
are evident: Only 13.1% of women believe that there is no pay gap at all, at the same 
almost every second man (44.3%) is convinced of this. In contrast, more than two thirds 
of women (68.8%) believe that the pay gap exists to their disadvantage, whereas only 
37.2% of men believe that. 

The necessity of equal payment was also a popular topic in our interviews. Equal 
pay should be achieved through all means at our disposal, such as disclosure and 
transparency. But also other, more individualized measures (taxing, measures for part 
time workers, etc.) were suggested. 

“It is certainly the only acceptable way, that the employee no matter of 
the gender receives the same income for the same work.” 
(Male 31-40\63SIMCE: 6: 1261-1386) 

“The income gap largely results from the fact that women are mostly 
part-time and are pushed into part-time, because male colleagues 
are paid over collective agreement. She is paid exactly on the basis of 
collective agreement, then she has a partnership and a child, of course 
it makes sense that her partner goes to work when he has the higher 
income, because you want to keep the standard. So, things like that 
have to be taken into account in any case. This is a miserable vicious 
circle that you are in, […], underpaid women and pushing them into part-
time work is a big problem, because it is just perceived as normal that 
women are more likely to work part-time than as men.” 
(Female under 30\90ATFB: 12: 253-973) 
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2.8   Equal treatment
      policies
Participants who work in teams or companies were asked 
how equal treatment is implemented in their everyday 
work. 54.1% of the women confirm full application 
(regardless of whether there is an official company 
policy on this or not), among the men even 76.2% do 
so. On the other hand, 18.5% of the women report that 
although officially there is an equal treatment policy in 
their company, it is not practised consistently; another 
11.5% of the women do not see any equality at all in their 
workplace; for men, the percentage is much lower at 5.3% 
and 4.6% respectively.

 Different conceptions seem to take effect here:  Women 
who are more often subject to discrimination at the work-
place or at least are aware of it, are very sensitive and 
attentive to this issue, while men are often not affected 
and therefore less aware of it.

In general, it should be critically questioned why equality 
legislation did not lead to better results during the last 
decades.
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Fig. 2.8a Equal-treatment policies at workplace WOMEN 
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Fig. 2.8b Equal-treatment policies at workplace MEN 
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2.9   Personal experience
 of gender-based
 discrimination

One of the most central and immediate questions of 
the entire study is certainly whether and how often 
participants have personally experienced gender 
discriminatory behaviour. For this purpose, 8 different 
items were defined - based on relevant literature and 
studies, the results of the Country Reports and the 
experience of the project participants - and gave the 
respondents the choice of whether they had never, rarely, 
sometimes or often been affected by it. The amount of 
data obtained by this question provides a lot of material 
for further research.  For a general first insight, the means 
of the numbered categories were calculated. Finally, 
the items were ranked in decreasing frequency of their 
mention by women. Although mean values cause a certain 
inaccuracy in the results, fundamental facts can be made 
clearly visible.

Figure 2.9 makes gender discrimination in Architecture 
and Civil Engineering visible: For every single item, more 
women than men report that they have been discriminated 
against. For all items except ”allocation of unpleasant work 
tasks” more than twice as many women as men expressed 
that they have been discriminated against, for several 
items this number is even three or four times higher. On a 
scale of 0 to 3, the highest discrimination score for men is 
0.5, that for women 1.60; the four highest discrimination 
scores for women are all above 1.0. Except for the item 
“physical violence/harassment”, all discrimination scores 
for women are higher than the highest discrimination score 
for men. Even if the experienced discrimination of women 
may not seem extremely high in absolute numbers, it has 
to be stressed that the given numbers are average values. 

These figures confirm that discrimination still exists and 
that it is clearly and overwhelmingly directed against 
women. Often it is not direct, aggressive discrimination 
through physical violence, direct and open confrontation 
or bullying and victimisation. In many cases women 
feel discriminated against by not being taken seriously 
(especially not as experts in their profession) and 
by being passed over in important decision-making 

processes and discussions, which can also lead to not 
being given sufficient consideration in promotions, salary 
increases, etc. Inappropriate language or jokes also have a 
considerable discriminatory effect. 
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2.10   Source of gender
  discrimination

Participants were also asked about the main sources of 
discrimination towards them or towards others. The mean 
values of their answers were ranked in figure 2.10 according 
to the frequency indicated by women. With a mean of 
1.79, women see staff from other companies (e.g., those 
they work with on construction sites) as a main source 
of discrimination, followed by superiors at work (1.61), 
professional clients (1.59) and work colleagues (1.33). 
The risk of discrimination is lowest during their university 
studies and from subordinates. The men‘s answers lead to 
similar values, albeit with smaller variations. 
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Fig. 2.10 Source of gender disrimination within your profession 
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These results from the questionnaire were also reflected in the interviews, while the extent of the experienced gender 
discrimination varied, these were mostly connected to the construction sites, as this woman explains:

“So, in the office it is the same, also at meetings and so on, but where it is clearly different, 
especially if you are new to a construction site as a woman, they are extremely sceptical at first, 
the man’s world. You are sometimes not fully noticed at first, until they notice, ok, you can talk 
to this person and she has competence and you can find solutions and so on, then of course that 
changes right away to the opposite, but basically it is always quite difficult on the construction 
site at the beginning.”  (Female 31-40\94ATF: 6: 173-691)

2.11   Target(s) 
 of discrimination

There is broad agreement between men and women that women 
are main targets of gender discrimination, but women believe they 
are discriminated against more often than men believe they are; with 
regard to discrimination against men, both genders assume that they 
very rarely suffer from it. It is particularly striking that both men and 
women consistently assume that both men and women are more often 
the target of discrimination than their own experience reports reflect. 
Looking at figure 2.10, it is noticeable that the highest values (1.60 for 
women and 0.50 for men) are lower than the estimated values given in 
figure 2.11 (2.48 and 2.04 for women as well as 0.66 and 0.65 for men).
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2.12   Challenges
 in the profession

Apart from active discrimination in the workplace, 
common working conditions and other frameworks can 
make a job more or less accessible and attractive to 
certain groups of people - this can be true for men and 
women. Therefore, several relevant indicators from studies, 
literature and expert interviews were chosen and the 
respondents were asked how often they think that they 
occurred when working as Architect or Civil Engineer.

Data shows that men and women assess the indicators 
presented in almost the same way, both in terms of indivi-
dual assessments and in terms of their ranking in compari-
son to other indicators. The only exception is the indicator 
of male-dominated work environment8, which was rated 
higher by women than by men. It was already shown in 
figure 2.3 that long working hours in this occupational field 
seem to be the standard and not the exception, therefore 
here it is the top issue for both women (2.51) and men 
(2.45). However, not only is there a lot of work, but also 
working at unsocial times9 is required (women: 2.04; men: 
2.02), and above average there is no possibility to flexibly 
arrange these hours. Business negotiations are often tough 
(women: 1.92; men: 1.81), and women additionally have the 
feeling to work in a male-dominated work environment 
(2.32), in which the usage of rough language is quite com-
mon (women: 1.61; men: 1.52). The offer of family friendly 
work arrangements on the part of the employer is not of-
ten available (women: 1.77; men: 1.62). 

What we could find out in the interviews was, as unequal 
as the experienced working world by the individual 
participants and between men and women is, the wishes 
for improvements are overall the same, and one of these 
improvements are flexible working methods:

“Flexible working methods are the basic 
requirement for gender equality.”
(Female 31-40\36DEFCE: 7: 703-772)
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Fig. 2.12 Challenges when working as an Architect/Civil Engineer 
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The issue is highly relevant: Due to the high workload (also 
at unsocial hours) and the inflexible working hours, these 
occupational fields are definitely not family friendly.10 
This means that family responsibilities are likely to lead to 
disadvantages at the workplace. 

3. FAMIlY sItUAtION 
As it is difficult to define family and because having a 
family does not automatically lead to care duties, the first 
question was focused on child care. 

3.1. Number of children
Exactly 42.6% of men and women of our sample have 
or had no children to care for. 17.3% of women, but only 
10.4% of men had one child; 15.3% of men, but only 8.7% of 
women have or had to care for three or more children; with 
31.4% of women and 31.7% of men, the figures regarding 
two children are almost the same. This item shows the 
potential bias of the study due to the comparably small 
sample as public statistics on families in Europe indicate 
that the number of families correlates negatively with the 
number of children, meaning that most families have one 
child, followed by families with two children, then those 
with three children, etc. The data in the survey give a 
different picture, which most likely is a bias but should not 
diminish the quality of the answers of those who have or 
had children, on how they were able to combine work and 
family.

8   This item was not further explained or defined, so that each respondent 
could form their own idea about it.

9   Such as in the evening, on weekends, holidays etc.  

10   What the majority of the participants also state not to be expected 
(women: 1.77; men: 1.72).
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3.2. Months absent from work due 
to caring responsibilities

About the same number of men as women have children. 
In a gender equal world, the impacts of their caring 
responsibilities on their availability to work and on their 
career, development would therefore be the same. 
Participants were asked how many months they were 
unable to work due to caring responsibilities and figure 
3.2 provides a first impression of the results. Due to the 
relatively small numbers of participants - about 30% of 
women and man who answered that they have children - 
results are not reliable, but a trend can be derived.

Although about the same percentage of men as women 
state that they have family care responsibilities, it is mainly 
women who are impaired in the performance of their 
work as a result: 42.5% of the men state that they did not 
miss one single month due to caring for others, another 
30% said that they have been absent for a maximum of 3 
months; that is a total of 72.5% and almost three quarters 
of men. For women the figure is only 20.8%, with only 5.2% 
of them not missing a single working month at all.  35% of 
women could not attend to their work for 4 to 12 months, 
25% of men stated the same. A break in work between 1 
and 2 years was taken by 17.5% of women but only 2.5% 
of men; more than 2 years absent from work due to caring 
responsibilities were 26,6% of women – and 0% of men. 

Data show that caring responsibilities are a factor that re-
stricts women’s basic availability to pursue their profession 
and thus create a professional disadvantage that leads to 
further consequences (due to absence only minor roles in 
projects and decision-making processes, less leadership 
tasks and roles - especially if this involves high and inflex-
ible working hours - less salary increases and promotions) 
and finally contributes to the gender pay gap. 
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Fig. 3.2 Months absent from work due to caring responsiblities (N=194) 
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“Even today, women primarily take care of the 
family, the distribution of roles is the same today 
as it was in the past. Because of this, women 
cannot pursue their jobs and careers as well as 
men. Men are no better neither in the job nor in 
management positions. It is easier for them to 
make a career because they do not care so much 
about the children and because they can present 
themselves better. ” (Female 41-50\35DEF: 6: 242-644)

It is easy to see how a gender pay gap can occur without 
breaking gender equality laws or violating gender equality 
policies.

3.3. Support in reconciling work 
and family life

As caring for family members, especially children, is a 
key factor for professional disadvantages, good support 
systems are important, but as shown in figure 3.3, there 
is still a lot of room for improvement. Men and women 
seem to have (roughly) similar views although women say 
they received the main support from childcare facilities 
(mean of 2.25) and only secondly from their partner (1.73) 
whereas men regard their partner as the main childcare 
support (2.51) and only secondly the childcare facilities 
(1.73). On the third place both genders put relatives, the 
scores ranging only in the middle between rarely and 
sometimes, which means this does either not happen too 
often or is not an available option of most of the parents. 
The means of all other possibilities is just twice above 
rarely but mostly (far) below. These outcomes underline 
once again the importance of good and flexible childcare 
facilities for increasing women’s employability and are thus 
in accordance with what many other studies have already 
shown.

Data shows that by all genders, equality laws are not 
regarded as efficient support in reconciling work and 
family life. Although their aim is achieving equal access 
for everybody to the labour market, they do not seem to 
be sufficiently able to create conditions that guarantee 
equality for people with caring responsibilities The current 
situation requires actions on different level, as a woman in 
her interview states:
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“Changing workplaces and work ethics in a way 
that includes family obligations as a natural and 
necessary part of wholesome and successful 
workplace [is required].” 
(Female 31-40\56SIF: 7: 1260-1407)

It is also noticeable that professional interest groups and 
chambers are not regarded as support in regard to gender 
equality in the profession: they are ranked in last place by 
women (mean of 0.2) and second to last by men (0.34). 
Professional interest groups and chambers could see this 
as a possibility to strengthen their role in promoting and 
enforcing equal (labour) market access for all of their 
members. Especially chambers are important and strong 
stakeholders that would be able to promote and enforce 
framework conditions for gender equality within their own 
professional structures and also beyond. 
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3.4. Impact of parenting
  on professional life

An interesting question seemed to be how women and men themselves assess whether and what influence 
having children had on their career development. As figure 3.4 shows, the results are very different.

22% of men saw no impact at all on their professional life/career, 25% even report a positive one (women are 
far behind in that question with 6.4% and 7.9%). In contrast, 16.2% of women report a generally negative impact 
(men: 10.7%), and most women are even more specific and report a wide variety of negative influences, ranging 
from a reduction in working hours to fewer or worse job opportunities and to leaving their job voluntarily or 
involuntarily. Overall, 84.6 % of women have experienced negative effects of childcare on working life and career 
development, but only 52.4% of men. Considering the nature of these negative impacts shows that women not 
only suffer negative consequences much more often, but that these consequences are also more drastic and far-
reaching for their professional life and career development.

4. sUggEstIONs
    FOr IMPrOvEMENts
It was the aim of the project to find out in which areas 
changes would be most appreciated, in which areas 
there is already a certain level of satisfaction and which 
changes people even consider counterproductive for 
fostering equality between men and women. For this 
purpose, participants were asked how they assess the 
situation regarding the areas of politics, society, work 
and workplace as well as chambers and professional 
organizations. Since mainly women regard themselves as 
subject to discrimination, the analysis focuses only on the 
answers of women here.11

4.1. Improvements
  on political level

Figure 4.1 provides an overview of the extent to which wo-
men are satisfied with political frameworks to ensure equal 
treatment. Green represents the proportion of those who 
are satisfied with the status quo already achieved, yellow 
represents all those who think that more needs to be done 
in the respective areas and red stands for unnecessary or 
even counterproductive in terms of gender equality. 

It is noticeable that yellow is the dominant colour which 
means that - according to the female participants - there is 
still a lot to be done in all political areas. Only 12.7% of wo-
men regard the existing legal basis for gender equality as 
sufficient or sufficiently implemented; 14.6% only assume 
full tax equality for all genders and 9.3% would appreciate 
a better inclusion of childcare in the pension calculation. 
Even those areas with the most positive feedback (regar-
ding maternity and parental leave in terms of duration and 
remuneration) are only regarded as satisfactorily fulfilled 
by a quarter and a fifth of women respectively. 
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Fig. 4.1  Improvements needed at the political level - WOMEN 

done 

needed or to be improved 

not needed 

The interviews showed that the legal basis would need 
to better ensure that women do not have to face old age 
poverty anymore and that they are better supported with 
care work in order to achieve equality. Two ways which 
were frequently discussed to achieve this were improved 
legislation on maternity/parental leave, and more flexible/
high quality childcare. Interestingly, this was mainly 
discussed by women. Nevertheless, men still feel a lack 
support on a legal level to go on paternity/parental leave 
in many countries. There are several legal options in the 
different countries also for men, but there is the need to 
raise awareness and general acceptance. Only if the share 
of parental leave is equal between men and women in 
society, (indirect) gender discrimination based on caring 
responsibilities will cease to exist. 

“More and better legislation on equality; 
reinforce maternity and paternity leave so 
that women are not the only ones penalized in 
hiring for the risk of maternity, due to possible 
maternity leave.” (Female 51-60\48ES B: 7: 633-828)

When comparing the feedback from the individual partner 
countries in figure 4.1a-k, some interesting differences 
can be found: Especially women from Slovenia rate their 
country much more positively in terms of equality in many 
areas than it is the case in the other partner countries. 
This may have to do with the fact that in a former socialist 
country, the social standards relevant for gender equality 
were higher based on a more progressive interpretation 
of social coexistence and gender roles, and that there was 
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a longer tradition of state childcare provision. In such an 
environment, a certain positive self-confidence of women 
with regard to their role in the family, society, state and 
profession may have developed longer than in the other 
countries. The answers regarding Austria and to some 
extent Germany are not too bad at least in the area of 
social legislation, whereas the situation of women in Spain 
and France, is rated as very unsatisfactory at almost all 
items. Whether or not the situation would improve if more 
women could participate in political decision-making 
bodies through a quota set by law, is controversially 
discussed. Most of the women are in favour of it, but there 
is nevertheless a rather strong minority of women (with a 
larger group from Slovenia) that consider such regulations 
to be unnecessary or even counterproductive - perhaps 
because they are more satisfied with their situation than 
women in other countries and therefore don’t see the 
necessity.

“The same in the areas of responsibility and 
decision. It cannot be, that all decision-making 
positions in a city council, for example, are 
held by men. When there are no women 
systematically, it is not because of a question 
of capacity but because there is a bias. If we 
are half the population, the logical thing would 
be a 50/ 50 ratio or, at least 40/ 60. This is an 
anomaly and must be corrected.” 

(Female 41-50\44ESF: 7: 1023-1440)

It is important to point out once again that many of 
the 11 items that were assessed have already been fully 
anchored in law for many years and nevertheless, out of 55 
possible assessments (11 items assessed by women from 
5 countries), only twice more than 50% of women express 
their satisfaction with the status quo (for figure 4.1a and 
figure 4.1b, both in Slovenia).
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Fig. 4.1a Maternity/parental leave time (N=547)  
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Fig. 4.1b Maternity/parental leave allowance (N=498)  
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Fig. 4.1c Crediting of childcare in the pension calculation 
(N=489)   
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Fig. 4.1d  Possibility of equal parental leave sharing (N=526) 
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Fig. 4.1e Expansion of childcare services (N=525)   
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Fig. 4.1f Senior citizen care services (N=393) 
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Fig 4.1g Laws on equal treatment (N=523)  
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Fig. 4.1h Tax equality for all genders (N=477)  

already sufficient provided 

needed or to be improved 

not needed/counter-productive 

11,7% 

5,8% 

6,3% 

8,6% 

3,1% 

81,7% 

91,3% 

84,4% 

88,6% 

95,0% 

6,7% 

2,9% 

9,4% 

2,9% 

1,9% 

0% 20% 40% 60% 80% 100% 

Austria (n=60) 

France (n=104) 

Germany (n=128) 

Slovenia (n=35) 

Spain (n=160) 

Fig. 4.1i Stricter prosecution/higher punishment for violations of 
equal treatment laws (N=487) 
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Fig. 4.1j Laws on family-friendly work (N=506)  
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Fig. 4.1k Legally fixed gender quotas for all public decision-
making bodies (N=492) 
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“Much legislative progress is lacking, but also, 
my country is a very legislative country but very 
lax in the application of its own legislation.” 
(Female 41-50\45ESF: 7: 1103-1243)

Data show that the consistent observance of the existing 
equality legislation, the further improvement of social 
security of women (especially single parents) through 
a fairer tax and pension system (e.g., with regard to the 
calculation of childcare periods) and, a countrywide 
infrastructural provision of flexible and high-quality child 
care possibilities that enable parents to fully participate in 
work life would be important policy developments. 

It also needs to be discussed whether equal numbers of 
men and women in decision making bodies would lead 
to better and more gender balanced decisions as regards 
laws and policies but also professional representation. 
Gender equity is a concept that can require supporting 
measures like gender quotas – at least for a certain time – 
in order to reach gender equality.  

“The implementation of inclusion for all social 
groups must be exemplified by politics. 
Compliance with the law must be demanded. 
Women must be given preference when 
recruiting, as long as there is no parity. The will 
for equality must be conveyed credibly. It starts 
with the fact that there are too few women 
politicians.” (Female 51-60\30DEF: 6: 922-1246)
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4.2. Improvements in society, 
  higher education 
  and workplaces

According to the participating women, there is still a need for 
improvement in all of the mentioned areas. 

Two things strike at first glance: Firstly, the results regarding 
positive (green) feedback signalling sufficiently achieved 
gender equality in the respective area have - compared to 
4.1 – gone from bad to worse. The best ranked item - with only 
8.7% of women indicating their satisfaction with the situation 
-,  is the realisation of a fixed gender quota in organizations‘ 
employment policy. From the aim of achieving gender equality 
within a society, this is a disastrous result and an expression 
of a need for action and improvement that women see with 
regard to their position and treatment in private, social and 
business life.

“It won‘t work without the quota, you have to do 
this 50 percent purely with laws everywhere, in 
politics, in the chamber, at the university.” 
(Female 41-50\103ATF: 11: 386-541)

Secondly, it is noticeable that the participating women identify 
potential for action in all areas, but in some of them there 
seems to be less agreement than in the others: Between one 
fifth and one quarter of the women are not convinced that 
the expected gender discrimination in employment should 
already be pointed out during university studies (25.4%), that 
anonymous job applications are helpful to achieve gender 
equality at the work place (22.3%) or that a fixed gender quota 
should be anchored in the employment policy of companies 
(21.8%); 12% of women also do not believe that gender-relevant 
soft skills (such as communication, negotiation or leadership) 
should be part of the curriculum. Nevertheless, it should 
not be forgotten that the vast majority of women regard 
improvements in these fields as very important; concerning 
all other items, the number of women requesting a change is 
overwhelming, with well over 80% or even 90%.
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Fig. 4.2 Improvements needed on social, higher education and workplace level  WOMEN   

already	  sufficient	  provided	  

needed	  or	  to	  be	  improved	  

not	  needed/counter-‐producLve	  

8,7%

4,5%

6,5%

16,3%

1,1%

0,898550725

0,945945946

0,922580645

0,755102041

0,983516484

0,014492754

0,009009009

0,012903226

0,081632653

0,005494505

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Austria (n=69)

France (n=111)

Germany (n=155)

Slovenia (n=49)

Spain (n=182)

Fig. 4.2b Dividing tasks (childcare, household etc.) equally between both parents  (N=566)
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Fig. 4.2a General awareness about gender inequality in society  (N=591)
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“I always find it difficult when I am invited to a lecture and then realize, I am the only 
woman, then you feel like a quota woman, then you don‘t know whether you are invited 
because of the qualification or the quota.” 

(Female 31-40\92ATF: 10: 1651-1878)
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Fig. 4.2c  Thematising expected gender discrimination in the 
workplace during studies (N=561) 
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Fig. 4.2d Offering gender-relevant soft skills training during 
studies (communication, negotiations, leadership etc.) (N=557) 
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There is widespread agreement among women that more 
general awareness needs to be created in society for the 
issue of gender inequality; the most important target 
group in this regard is men, who, as the study shows, are 
often not aware of equality issues. The distribution of 
childcare or household tasks to achieve gender equality 
is a crucial aspect that has an effect far beyond any 
private situation. Only if clients and employers can no 
longer automatically attribute caring responsibilities 
to women, discriminatory approaches miss the mark. 
External offers and support measures cannot substitute 
the creation of gender equitable frameworks to overcome 
disadvantageous traditional family role models. 

Spanish, Slovenian and French participants believe that to combat and prevent 
gender discrimination in the workplace, education and awareness-raising measures 
already taking place at university level are advantageous, while participating women 
from Germany and Austria do not believe that. Nevertheless, there is agreement that 
professionally important soft skills and competences (negotiation, presentation, self-
marketing and self-confidence etc)  should already be taught intensively during the 
studies and should also be an important aspect of CPD measures in companies and 
Chambers during the professional conduct; A lack of such skills and competences can 
have disadvantageous effects for work life and career development  For companies, 
offering such training measures are a targeted investment in human resource 
development from which a return can be expected, also in view of the rapidly growing 
shortage of skilled workers.  

“Yes, I have already noticed that there are things like leadership 
for women, or this `Sheconomý  and `Female Factoŕ , there are 
already further training courses, but there is the problem again, it is 
usually sold like that, I have to improve myself so that I can achieve 
what I want. That means you have to work on yourself and the whole 
environment is forgotten again, that is always made into your own 
problem, I have to improve, I have to attend these training courses so 
that I have a chance in the professional world at all. But what is not 
addressed very much is, ok it’s not you who is the problem, you’re not 
too little, you don’t have to turn 180 degrees to fit in there. It is just not 
said that the company structure, the organization, the prerequisites 
that are created for you, are the wrong ones. That‘s why I occasionally 
have a problem with these training courses and seminars, which start 
with empowerment and end with work-life balance for women. That is 
all well and good, I am grateful for any support, but I believe that some 
of the energy is being put into the wrong people, or into the wrong 
circles. No matter how hard I try, I can still do 300 seminars, if I am 
denied becoming a partner within the company, I can still do so many 
empowerment things, because if I am not taken seriously, I will not be 
taken seriously. That should be addressed rather than that women now 
have to constantly improve themselves. This is exactly how the guilt is 
taken away from the guilty party and pushed onto the blame party, or 
the sufferer. Chambers could absolutely better use their influence. 
(Female <31\90ATFB: 13: 174-1812)”
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Fig. 4.2e Anonymous job application procedures (without 
photo, name  etc.)  (N=497) 
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Fig. 4.2f Customised equal treatment policy for every company 
with defined aims/benchmarks (N=509)  
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Fig. 4.2g Customised family-friendly work policy with defined 
aims/benchmarks (N=526) 
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Fig. 4.2h Regular monitoring of policy compliance by (external) 
experts (N=496) 
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Fig. 4.2i Transparent pay and promotion policy (N=570)  
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Fig. 4.2j Disclosure of salaries within a company/offices 
(N=542) 
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Fig. 4.2k Fixed gender quota in organisations' employment 
policies (N=498) 
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Fig. 4.2l Shared parental leave encouraged by employer 
(N=528)  
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Fig. 4.2m  Introduction of family-friendly work models (N=572)  
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Fig. 4.2n Childcare services provided/organised by the 
employer (N=492) 
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promotion of family-friendly work models and standards 
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complaints officer (n=546) 
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Fig. 4.3 What is needed from your chamber/business association to improve gender equality WOMEN 
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Fig. 4.2o Gender-relevant soft skills training offered by the 
employer (N=518) 
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As the study is focused on workplace discrimination, 
clients and employers play a key role. Above all, the 
participating women expressed the necessity for family-
friendly companies, both in terms of strategic orientation 
and practical work organization. Modern work concepts 
such as home-office, flexible working hours, job sharing, 
promotion of shared parental leave etc. are still not 
commonly implemented although a family-friendly 
corporate philosophy brings manifold advantages for 
architectural offices: From better chances of attracting 
auxiliary, specialist, or managerial staff, less absenteeism, 
shorter parental leave, increased employee satisfaction 
and motivation through a better combination of work and 
private life, operational flexibility due to flexible working 
hours and locations and even an optimization of office 
space utilization.

“Chambers can offer advice, coaching 
programs and cooperation with mentors. 
Their job would be to build trust in women, 
to demand the things that lead to equality.” 
(Female 31-40\33DEF: 7: 690-854)

Gender equality commitments have to lead to concrete 
results such as a transparent and fair remuneration models 
and compliance with gender equality regulations is 
regularly checked internally - but also by external experts.

Data of the survey shows that the participating women 
perceive Architecture as a male dominated profession. 
This has to be regarded in connection with the fact that 
there are still more men than women in leading positions. 
This leads to the fact that frameworks and modalities 
remain male-dominated. The awareness has to be 
raised that gender equality has mutual benefits and is a 
great opportunity for the overdue restructuring of the 
profession:  Gender balance improves decision-making 
and leads to more creativity and innovation in companies 
and provides both women and men with a higher level of 
commitment to the profession. 

“Because, as we know, the men‘s partnerships are incredibly valuable 
and in the rarest case a decision is made based on qualifications for men 
too, but who has the better network, and the women just don‘t play 
along and accordingly they are completely underprivileged in terms of 
positions.” (Male 51-60\85ATM: 8: 2689-2980)

Especially the demand for female networks and the wish to establish such is high in 
the younger age group. Organizations but also educational institutions and employers 
could establish this. 

“I think one of the best ways to reduce gender inequality is networks. 
We have to support each other and develop initiatives. We must serve 
as role models for one another and learn from one another. Women do 
not claim their rights. Equality and equal treatment are a question of 
self-confidence.” (Female 31-40\39DEF: 6: 172-466)

4.3. Improvements for chambers
  and business associations

The YesWePlan! project and the survey were initiated by 
professional chambers and organizations with the aim to 
critically question whether or not gender equality is achieved 
in Architecture and Civil Engineering. In the last question of 
the survey participants had the opportunity to provide critical 
feedback and opinion on the role of chambers and professional 
organizations in gender equality issues.

Many participants see a necessity for improvement and only 
a small group expresses the opinion that their professional 
interest groups adequately represent the interests of their 
female members as regards to equal equality and gender 
discrimination. Only two items, training in gender-relevant 
soft skills and legal advice on gender issues, were rated as 
sufficiently fulfilled by more than 10% of the participating 
women. For all other items, less than 10% are fully satisfied 
with the support received.12

12   The evaluations from Austria in particular were more positive than 
those from the other countries, otherwise the overall mean of the values 
would have been even lower.
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The participating women have expressed the importance 
of the implementation of gender equality frameworks 
within the chambers and professional associations 
themselves; they not only represent other professionals, 
but they also play a role in professional policy decisions 
that require fair and equal decision processes. Gender 
equality therefore needs to be an irrevocable part of 
their corporate compliance. Furthermore, data show that 
chambers and professional associations are expected 
to take a strong stand against any kind of gender 
discrimination against their members also outside the own 
organization. This includes awareness raising and lobbying 
work at political levels and in regard to other relevant 
stakeholders.  
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Fig. 4.3a Awareness raising activities within own 
organisation (n=515) 
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Fig. 4.3b Policital lobbying work (N=481)  
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Fig. 4.3c Equal treatment policies in own statutes (N=493)  

already sufficient provided 

needed or to be improved 

not needed/counter-
productive 

83,6% 

87,0% 

91,9% 

81,8% 

94,3% 

3,6% 

4,6% 

0,8% 

15,9% 

1,3% 

0% 20% 40% 60% 80% 100% 

Austria (n=55) 

France (n=108) 

Germany (n=123) 

Slovenia (n=44) 

Spain (n=157) 

Fig. 4.3d Family-friendly work policies in own statutes 
(N=487)  
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Fig. 4.3e Regular monitoring of policy compliance by 
(external) experts (N=454)  
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Fig. 4.3f Fixed gender quotas for all boards and bodies 
(N=473)  
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Even if the answers for Austria are a bit more positive than 
in the other countries, the figures for women‘s satisfaction 
also rate at a rather low level. Interestingly, the feedback to 
some of the suggestions for improvement was especially 
negative in Slovenia, which is the country where – 
according to our survey - the perceived gender equality is 
higher than in the other countries. 

There is some more agreement on the rejection of a 
women‘s quota in all committees and bodies of the 
chambers and professional associations, which between 
8.9% (Spain) and 20.9% (Slovenia) of women are critical or 
opposed to; these are relatively high values in all countries, 
but at the same time the vast majority of women would be 
in favour of the introduction of such a quota.

“I am for parity in Architecture, in concours for 
instance, to have half women, half men in the 
jury and as many women in the selection.” 
(Female 51-60\22FRF: 6: 395-533)

Chambers and business organizations are thus expected to 
play an important role in raising the awareness on issues of 
gender equality. They also have an important educational 
mandate in regard to gender-relevant training.
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Fig. 4.3g Addressing profession-related gender inequality 
amongst represenatives, staff and members (N=514) 
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Fig. 4.3h Offering gender-relevant soft skills training to all 
represenatives, staff and members (N=478)  
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Fig. 4.3i Offering equal opportunity and legal advice 
services to members for free (N=495)   
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Fig. 4.3j Introduction of an equal opportunities and gender 
complaints officer (N=460)  

already sufficient provided 

needed or to be improved 

not needed/counter-
productive 



146 147

CArEEr trACkEr

It was also noticeable in the last items that the situation in Austria seems 
to be better than in the other countries, especially the advisory services 
of the Austrian Chamber of Architects and Civil Engineers seem to do an 
exemplary job; about one third of the women are satisfied with it; even 
though, two thirds still see a need for improvement, which is the best 
value of all items. 

Since the participating women see much need for further action to 
implement gender equality, they are also overwhelmingly in favour of the 
introduction of a gender officer. This requires a person with appropriate 
time resources and enforcement competences. 

“[…] to create a chamber or a commission dedicate to 
equality, to have support of an official organization like the 
order of Architects. ´Vive les femmeś , to create places to 
get real support for women in this profession.” 

(Female 51-60\5FRF: 7: 877-1106)

In general, women are aware that the traditional distribution of roles and 
work in family and other private and social spheres has a crucial impact 
on gender equality at the work place. These barriers have a complex 
and multiple nature and are usually not within the sphere of influence of 
chambers and professional associations. But they can promote family-
friendly structures and systems with different approaches to enhance 
gender equality in the professions.

“In companies, there is a lack of understanding of the 
employed person as a whole person who, in addition to 
work, also performs the role of mother, wife, social being. 
This would make it easier for women to reconcile their 
responsibilities, especially when they are young and these 
things are happening to them, and at the same time they 
have to prove themselves at work at all times.” 

(Female 51-60\60SIF: 7: 176-561)

The message of women from all countries to their professional 
representatives is clear: become role models for gender equality and be 
as creative and courageous in introducing family-friendly (labour) market 
access models and standards. 
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Fig. 4.3k Promotion of family-friendly work models and 
standards amongst members (N=494)  

already sufficient provided 

needed or to be improved 

not needed/counter-
productive 

79,4% 

92,4% 

92,3% 

81,8% 

91,4% 

5,4% 

1,4% 

6,8% 

2,9% 

0% 20% 40% 60% 80% 100% 

Austria (n=63) 

France (n=92) 

Germany (n=143) 

Slovenia (n=1) 

Spain (n=140) 

Fig. 4.3l Chamber understands itself as a rolemodel and 
sets continuous benchmarks for gender equality (N=481)  
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ONlINE sUrvEY

A sample of 918 Architects and/or Civil Engineers was 
drawn, of whom 903 could be considered for the data 
analysis. This group was composed of 711 (79%), women, 
183 (20%) men and 9 (1%) non-binary/ genderqueer 
persons; unfortunately, a direct comparison between 
the sexes could only be drawn between men and 
women because the number of non-binary/genderqueer 
participants was too small to make reliable statements. 
There is an imbalance in the gender distribution of the 
respondents, with 79% women and 20% men - although in 
reality the professional sectors are male-dominated. 

This over-representativeness of women has to be taken 
into account when analysing the data, which is why most 
of the statements were analysed separately for women and 
men; since four times as many women as men answered 
the questionnaire, their data is to be rated higher in terms 
of reliability, yet it is important that still a relevant number 
of male responses was received to evaluate if there could 
be any gender-related differences.

With regard to other quality indicators (difference in 
countries, professional groups, income groups, etc.) in the 
composition of the sample, balanced and reliable data can 
be expected. 

III. vAlIDItY OF DAtA

gUIDElINE INtErvIEWs

The sample of the qualitative interviews was based on the Country Reports; therefore, participants had to 
be professionals with a master’s degree in Architecture or Civil Engineering and fully licensed to conduct the 
profession according to the legal requirements of their country. Additionally, they needed to have a minimum 
of one year of practical work experience in the profession to take part in an interview. The definition of the 
target group is identical for the whole Career Tracker, only differing in sample size. Since the totality of the semi- 
structured interviews was much smaller, it was also ensured in advance that men made up 30% of the interviewees 
in order to obtain a contrast.

To verify and better explore the background of the online questionnaire, 20 Interviews in each of the five partner 
countries were planned, finally 104 interviews were collected. To best meet the quality standards of empirical social 
research13 with the limited time, personnel and infrastructural resources in the project, detailed instructions for 
obtaining appropriate data and information were prepared in advance.

The method of semi-structured Interviews provided the opportunity to prompt the discussion but at the same time 
give the participants the possibility to explore particular themes and to discuss and raise additional issues.

The interpretation of the semi-structured interviews followed Mayring‘s qualitative structuring content analysis.14 
The research process was supported by a coding guide (annex) which allowed a sharp coding of the categories 
followed by the elaboration of the main categories. The quality criteria of the qualitative research were guaranteed 
by the documentation of the interviews, the constant discussion and reflection of them, as well as the constant 
application of the coding guide throughout the analysis.

Due to the applied mixed methods approach, the further sample explanation and the evaluations are presented 
next to each other.

13   See Neuman/Lawrence: Social Research Methods (2010): 
Qualitative and Quantitative Approaches. And:

Atteslander (2007): Methods of Empirical Social Research.

14   Mayring, Philipp: Qualitative Inhaltsanalyse: Grundlagen 
und Techniken. 12., überarbeitete Auflage. ed. 2015.
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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

ABOUt thE PrOjECt
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The YesWePlan! Recommendations shall provide tools, methods, and 
approaches to address (structural) inequalities on different levels. Based on 
the different outcomes of the project survey that consisted of the YesWePlan! 
Country Situation Reports, the YesWePlan! Career Tracking System with 
and online survey and over 100 qualitative interviews and the collection of 
YesWePlan! Best Practice Examples a number of concrete tools, methods, and 
approaches to increase gender equity in the fields of education and vocational 
training, professional representation and support and working conditions were 
developed.  They also take into account previous research and recommendations 
on national and European level and address Universities, professional chambers 
and organizations and employers.

The YesWePlan! Country Situation Reports are analyses that were carried 
out to provide better comparability between project partner countries. They 
analyse legal and practical gender equality frameworks and conditions and have 
a focus on gender-specific differences with regard to vocational training and 
professional practice. 

The core of the project is the so-called 
YesWePlan! Career Tracker that was 
developed on the basis of the YesWePlan! 
Country Situation Reports and led to 
the implementation of a broad European 
online survey on gender equality issues 
with over a thousand responses. The survey 
was complemented by over a hundred 
qualitative interviews and the results build an 
excellent basis for the definition of relevant 
measures for the promotion of gender 
equity. They are reflected in the YesWePlan! 
Recommendations. The YesWePlan! Career 
Tracker will be re-used and promoted as an 
efficient tool to evaluate gender equality 
issues in professions.

The YesWePlan! Best Practice Examples, 
a collection of national best practice 
approaches to promote gender equity, 
was created to enable the project partners 
to learn from each other. Therefore, their 
transferability is an important aspect. 
A good example of a transferred best 
practice is the French ARVHA Women 
Architects Award, which annually honours 
outstanding works by women architects 
and which has now been transferred to 
Austria in a similar form.
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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 

PrOjECt PArtNErs  
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