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The University of Freiburg has been active in the area of equal opportunity for over two decades. The nu-
merous projects and measures the university has initiated and implemented in this time place it on a par 
with nationwide standards. Despite positive developments in recent years (such as successful participation 
in the nationwide Female Professor Program), the university has not yet reached its goal of achieving a 
signifi cant increase in the proportion of women at all levels of qualifi cation. 

Females at the Uni-

versity of Freiburg in 

% (head count) 1

1999 2000 2001 2002 2003 2004 2005 2006 2007 2008 mean Trend

Beginning students 

(1st fi eld, 1st course of 

study 2

52 52 52 55 53 54 54 54 55 54 53 

Students (1st fi eld, 2nd 

course of study) 3 

49 49 50 51 52 52 52 53 53 53 51 

Graduates (1st fi eld, 

2nd course of study)4 

46 48 49 50 51 53 52 53 53 54 51 

Doctoral degrees 5 34 35 34 40 36 44 42 41 48 44 40 

Habilitations 6 15 25 18 17 18 12 9 14 12 22 16 

Mid-level faculty (po-

sitions) 7

28 28 29 30 31 32 33 34 36 38 32 

Mid-level faculty (ex-

ternally funded) 8

31 34 36 38 36 36 37 40 41 42 38 

Professors 9 6 6 7 8 9 11 11 12 13 13 10 

1

1) For statistics on individual ranges of fi elds (mathematics, computer science, natural sciences and engineering; and humanities 
and social sciences) and career stages, see Strategic Concept for Equal Opportunity in appendix, starting on p. 51.
2) Data collected at the beginning of the winter semester, starting with WS 1998/99.
3) See note 2.
4) Data collected in year of examination (winter semester and summer semester), starting with WS 1997/98.
5) See note 4.
6) Data for each calendar year.
7) Data collected each year on 1 Dec. Result of head count (including all medical faculty: SVA university administration and SAP 
medical center administration).
8) See note 7.
9) See note 7.
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will need to be fi lled in the coming years as well as declarations of intent concerning plans to hire women 
and increase the proportion of females at individual levels of qualifi cation.

For the fi rst time, the faculty equal opportunity plans also contain qualitative commentary, in which the fa-
culties set binding targets and describe appropriate measures for achieving them on the basis of a status 
analysis. In the future, the faculties will be required to report to the Rectorate each year on the concrete 
state of implementation of these measures as per §§ 4 paragraphs 1 and 7 of the LHG (State Higher Edu-
cation Act). This will make it easier to control the efforts of the university and the faculties to increase the 
proportion of women and, more generally, make the process of implementation more transparent.
In addition to the central and decentralized explanations of the university’s continuous improvements in 
equality of opportunity and outcomes, the “Strategic Concept for Equal Opportunity for the Years 2008–
2011,” submitted within the context of the Female Professor Program and successfully evaluated, also ser-
ves as a central basis of action for the university’s ongoing efforts in the area of equal opportunity and di-
versity. This paper is included in the appendix. It contains a profound analysis of strengths and weaknesses 
as well as a comprehensive overview of existing equal opportunity measures at the university as well as 
those planned for the near future.
The Rectorate expects the individual departments to deal with the critical fi elds of action they have identifi ed 
and cooperate closely with each other to meet the existing challenges in the area of equal opportunity. The 
Rectorate will keep a close eye on this process and make its own contribution to it.

Hans-Jochen Schiewer
Rector

The Rectorate aims to position equal opportunity as a central task for all areas of the university and an in-
trinsic component of all measures impacting human resources and organizational development as well as 
communication management. By designating this fi eld of work as a permanent, non-delegable task within 
the scope of responsibility of the vice rector, the Rectorate has already achieved a fundamental precondition 
for realizing this goal.
A further step was the reorganization and professionalization of equal opportunity work at the university in 
April 2008. However, in order to realize equality of opportunity and outcomes in the long run we must take 
advantage of the synergies between existing programs and levels of work and further professionalize them.
The University of Freiburg has also expanded its understanding of equal opportunity to encompass the 
broader aspect of diversity. Thus, equal opportunity policy at the university now takes into even closer ac-
count the existing heterogeneity among employees and students. At the same time, in creating an organi-
zational culture that embraces diversity the university intends to promote a work environment characterized 
by mutual respect and fi nd innovative ways to meet the challenges presented by different life and work si-
tuations.
Within the context of its upcoming structural and developmental planning for the years 2009–2014, the uni-
versity has the opportunity – as well as the obligation – to explain its equality-oriented self-concept and 
provide a binding account of its intentions in a fi ve-year equal opportunity plan. This equal opportunity plan 
contains three self-standing yet interconnected parts, namely a central equal opportunity plan for the entire 
university, specifi c equal opportunity plans for each of the eleven faculties, and the Strategic Concept for 
Equal Opportunity included in the appendix of this document.
The University of Freiburg’s central equal opportunity plan concentrates on the fi elds of action that have 
been identifi ed as the main areas in which the university should make efforts to meet existing challenges in 
the coming years. For the most part, it describes strategic goals and key positions for the entire university 
rather than individual instruments.
The central equal opportunity plan is complemented by contributions from the faculties on equal opportu-
nity – the faculty equal opportunity plans. They include a quantitative section on the status quo at the facul-
ty, including statistics on the proportion of female employees and the anticipated amount of positions that 
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Career Promotion

In addition to attracting excellent female professors, another important task of the university is to attract 
and promote excellent female early-stage researchers. One of the main challenges of this task is iden-
tifying suitable female (early-stage) researchers, promoting their careers, and integrating them into the 
scientifi c community early on.
In the course of the next three years, the Rectorate will thus draft a special recruiting and career-promo-
tion program for female early-stage researchers on the path to the professorship. The program will take 
account of the following:
▪ individual needs (e.g., mentoring for postdocs, research management, individual academic care-
             er planning, coaching, etc.),
▪ specifi c characteristics of individual faculties and disciplines, and
▪ the awarding of positions which are adequate for particular career stages (i.e., it is not only im-
portant to increase the proportion of female employees but also to ensure that females are not awarded 
positions below their level of qualifi cation).
It is hoped that this measure will lead to a signifi cant increase in the proportion of females qualifi ed to be 
appointed as professors.

Gender-Sensitive Incentive Systems

Furthermore, structural incentives for female (early-stage) researchers already employed by the univer-
sity will be developed (e.g., a bonus for departments that supervise a habilitation procedure for a female 
or offer a female a position while completing her habilitation thesis). For example, in the next fi ve years 
the resources employed at the university will be evaluated for their gender-specifi c effects and the Sena-
te Commission for Equal Opportunity Issues will then formulate recommendations on a fair allocation of 
resources.

 I. Central Equal Opportunity Plan of the University 
of Freiburg

Gender-Sensitive Human Resources Development

Appointment Procedures

The appointment procedure is a fundamental instrument for realizing equal opportunity in the research 
sector. As the structural planning of the University of Freiburg shows, 71 appointment procedures – and 
an additional 17 at the Faculty of Medicine – will need to be conducted in the coming fi ve years due to 
retirement alone. In order to make use of this development as an effective instrument to achieve an incre-
ase in the proportion of women in top positions, the Rectorate will establish appointment practices that 
take aspects of equal opportunity even more strongly into account.
A concept for making equal opportunity binding in appointment procedures at the University of Freiburg 
will be developed for this purpose by mid 2010. In addition to establishing standards for the individual 
steps, time frame, and transparency of the procedures, it will include binding norms for ensuring that all 
members of appointment committees have the necessary competence in the area of equal opportunity. 
Moreover, a procedure requiring the committees to provide evidence that they have conducted a proac-
tive search for excellent qualifi ed female candidates will be connected with a system of monetary incen-
tives. The goal is to achieve a signifi cant increase in the proportion of female professors at the university 
in the medium term.

Disburdening of Departmental Women’s Representatives and Female Faculty Equal Opportunity 
Representatives

The implementation of equality-oriented appointment practices will also necessarily involve ensuring that 
the departmental women’s representatives and female faculty equal opportunity representatives and their 
deputies are not burdened with an excessive workload. The Offi ce for Gender and Diversity is currently 
working out a concept for this with the help of the central equal opportunity representative and her three 
deputies. In addition to recommendations for incentives (e.g., reductions in the amount of required teaching 
hours, reimbursement of material expenses), this concept will include structural recommendations for all 
appointment procedures, such as a restructuring of business processes and deputization regulations.
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Gender-Sensitive Knowledge Base

Gender- and Diversity-Sensitive Data Collection

In order to identify and then remove the causes of existing inequalities, an effective equal opportunity 
policy is dependent on reliable data. When information is lacking, so is a solid basis for decision-making. 
The concrete objective thus consists in ensuring the availability of a comprehensive gender- and diversi-
ty-sensitive knowledge base.
The Offi ce for Gender and Diversity has thus been given the task of laying the foundations for gender- and 
diversity-sensitive data collection practices in cooperation with the responsible administrative depart-
ments by the end of 2009. Once installed, these practices will be evaluated each year. The responsible 
administrative department will receive additional human resources for this task.

Linguistic Equality

Achieving an equality-oriented higher education policy also means giving women and men equal treat-
ment in the language and images used in all internal and external media and administrative material. In 
order to avoid gender bias in the creation of press and public relations material, the university needs to 
overcome traditional roles and stereotypes by acknowledging and giving equal treatment to a wide range 
of female and male professional realities and lifestyles.
On the basis of a gender analysis of the university’s most important press and public relations material 
conducted by the Offi ce for Gender and Diversity, the Rectorate will formulate recommendations on this 
matter by the end of 2009, which will then be communicated to the departments responsible for public 
relations and communication management. An intermediate evaluation will be conducted after two years 
to measure the university’s progress in implementing a stringent gender-sensitive language use.
The goal is to establish gender-sensitive language use throughout the university in the medium term as 
an expression of the university’s equality-oriented self-concept.

General Social Conditions

Compatibility of Family, Studies, and Career

It is a declared goal of the university to create an environment in which it is possible to harmonize studies 
and work with family and private life, i.e., to enable a sustainable work-life balance for its students and 
employees. To achieve this, it is necessary to make the issue of compatibility into a university-wide task 
and realize it in the actions of all organs, offi cials, employees, and students. The decisive indicator – in-
deed the only one – for a successful policy on work-life balance at the university is the degree to which 
employees and students are actually able to balance their work and studies with their private lives. On the 
one hand, this means creating a climate of understanding for all life situations in which family is a decis-
ive factor, and on the other hand, it involves expanding the material infrastructure to meet needs more 
effectively and adhering strictly to existing legal requirements. As an initial step to achieving these goals, 
the “Family-Friendly University Work Group” has drafted a three-year strategic concept titled “Family-
Friendly University of Freiburg – Perspectives for the Years 2009–2011.”
The main priorities outlined in this paper include creating an organizational culture that is sensitive to the 
issue of work-life balance, expanding child care services, and making all necessary improvements to the 
basic conditions for harmonizing studies, work, family, and private life at the university. The central Fami-
ly Service has the objective of carrying out the measures and objectives developed in the concept to-
gether with the responsible administrative departments within the next three years.

Total E-Quality Rating

In addition to this internal initiative, efforts will also be made to enhance the university’s public profi le in 
the area of gender equality and equal opportunity. The university thus aims to attain the “Total E-Quality 
Rating” in the summer of 2010 as an expression of its self-concept as an equal opportunity educational 
institution.
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Gender Equality in Studies and Instruction

The process of changing thought patterns and laying the foundations for equal opportunity in the area of 
studies and instruction begins even before students arrive at the university, namely when they make the 
momentous decision of what to study. The university should thus focus primarily on the causes of gender-
typical selection of fi elds of study rather than just on the symptoms. Concretely, this means that the mar-
keting and organization of the programs, as well as their curricula, should be made attractive for women 
as well as for men, i.e., social selectivity in particular fi elds of study should be minimized from the outset. 
Moreover, efforts should be made to integrate the specifi c interests and learning forms of female and male 
students and establish gender-sensitive teaching methods. The goal will thus be to develop a model for 
gender equality in studies and instruction that integrates the criteria named above in order to make fi elds 
of study in which one of the sexes is underrepresented more attractive for the other sex.
To achieve this goal, the university aims to develop a concept by 2013 for an as yet unnamed pilot fi eld of 
study, which will then be implemented in stages from 2013 to 2018. The necessary human resources for 
this initiative will be made available.

Gender Controlling as a Part of University Quality Management

Gender Controlling

It is necessary to implement a controlling strategy to ensure that equal opportunity issues are established 
in all fi elds of activity at the university in the medium to long term. Thus, the university plans to evaluate 
processes, measures, and projects for their effi ciency and effectiveness and optimize them through con-
tinuous analysis and evaluation.
The Offi ce for Gender and Diversity will work together with the Department of Quality Assurance and the 
Department of Controlling, Reporting, and Accounting to develop a university-wide concept for routine 
quality control by early 2011. The concept will include verifi able equal opportunity standards, means of 
evaluating them on a regular basis, i.e., more than once a year, as well as any necessary countermeasures. 

Prizes and Honors

Representation of Women in Competitive Procedures

A further component of an ambitious and innovative equal opportunity policy consists in promoting incre-
ased female representation in competitive procedures, e.g., prizes and honors. Women must be repre-
sented more strongly in the area of prizes and honors, i.e., the amount of prizes and honors they receive 
in a specifi c fi eld or at a particular level of qualifi cation should correspond at least to the proportion of 
females in that fi eld or at that level of qualifi cation. A situation in which females receive 35% (as of 2008) 
of all central university prizes for the promotion of junior researchers is unacceptable when one considers 
that 54% of all graduates are female (see page 1) and that they graduate with better grades. The goal is 
thus to take adequate account of female (early-stage) researchers in the awarding of all university prizes 
and honors and actively promote them.
The university plans to establish more proactive competitions, i.e., competitions that specifi cally address 
qualifi ed female candidates, by the year 2011. In order to achieve this, the Rectorate will work together 
with the administrative department responsible for prizes and honors to develop guidelines for how to 
address female candidates for prizes and honors at the University of Freiburg more proactively.

Innovation through Diversity

Diversity as a Strategic Orientation

One important result of the university’s restructuring of its equal opportunity policy is the establishment 
of the Offi ce for Gender and Diversity, which provides the Rectorate strategic advising on the various 
decision-making, planning, implementation, and evaluation processes in the area of equal opportunity 
and diversity at the university.
As the name of this new offi ce reveals, the University of Freiburg is also taking steps to expand its con-
ception of equal opportunity from the previously established form of gender mainstreaming to include the 
more comprehensive aspect of diversity. In this way, the university aims to account for the heterogeneity 
of its employees and students. This means encouraging and promoting existing potential as well as crea-
ting a tolerant and unbiased organizational culture that respects and promotes the diversity among em-
ployees and students regardless of their gender, age, physical abilities, nationality, social background, or 
sexual orientation. The Offi ce for Gender and Diversity has been given the task of benchmarking the 
various dimensions of diversity by early 2010 with the goal of forming an initial basis for becoming aware 
of the individual needs of employees and students as well as the existing organizational necessities.
As a further step, the Rectorate will initiate a discussion and dialog process on the university’s own un-
derstanding of diversity within the context of its Innovation and Dialog Workshops (www.zukunfts- werk-
statt.uni-freiburg.de). A way to set an example and formally begin this process would be to sign the “Char-
ter of Diversity.”
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 2. Faculty Equal Opportunity Plans for the Years 
2009–2014

2.1 Equal Opportunity Plan of the Faculty of Theology 10

[Passed on 16 June 2009 by the Faculty Council.]

Employees in Acade-

mic Positions (as of 1 

Dec. 2007)

Status Quo of Employee Structure Development of Positions Declarations of Intent

total 

FTE

males

FTE

females

FTE

females

in %

Replacements 

or new positions 

2009–2014

a) on fi lling 

free positions 

with female applicants 

in %

Regular

Positions

C4 12,00 11,00 1,00 8%   

 C3 1,00 1,00 0,00 0%   

 C2       

 C1       

 sum of  

C4-C1

13,00 12,00 1,00 8%   

 W3 2,00 2,00 0,00 0% 1 100%

 W2       

 W1       

 sum of 

W3-W1

2,00 2,00 0,00 0% 1 100%

 A16       

 A15       

 A14 1,00 1,00 0,00 0% 1 100%

 A13 3,00 1,00 2,00 67%   

 sum of 

A16-A13

4,00 2,00 2,00 50% 1 100%

 E15Ü       
 E15       
 E14 2,00 2,00 0,00 0%   

1) The section “Employees in Academic Positions” includes statistical data on the status quo at the faculty in full-time equivalents 
(FTE) as of 1 Dec. 2007. The section “Studies and Research” shows statistics for beginning students (1st fi eld, 1st course of study), 
students (1st fi eld, 1st course of study), and graduates (1st fi eld, 1st–3rd course of study) in WS 2007/08 as well as for doctoral de-
grees in the academic year 2007 and habilitations in the calendar years 2003– 2007. See also: www.verwaltung.uni-freiburg.de/
statdaten→Frauenanteile; Statistik-Übersichten für den Gleichstellungsplan.

Equal Opportunity as an Indicator for the Performance-Based Allocation of Funds

In the future, faculties that are successful in increasing the proportion of women in areas in which they 
are underrepresented will receive special recognition from the Rectorate in the form of performance-
based funding. The Rectorate is thus currently revising the university’s existing model for the perfor-
mance-based allocation of funds in order to determine which standards should be used to reward faculties 
for their progress in this area with performance-based funding over and above that which they receive 
from the State Ministry of Science.
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Measures for Increasing the Proportion of Women

• Participation in the Futura Mentoring Program, funding to hire an evaluator to install the mentoring 
program at the faculty.

• Starting on 1 Jan. 2010: Establishment of a part-time (50%) position for a lecturer specializing in 
“theology and gender discourses.” The position is designed to contribute to the goal of systematically 
introducing gender-related issues to the curriculum.

• Support for equal opportunity measures and the transfer of gender competence from the faculty’s 
own committee for “the promotion of women and feminist theology,” founded in 1989. Quality assu-
rance by way of mandatory yearly reports to the faculty council.

 E13Ü 12,50 9,50 3,00 24%   

 E13 2,75 0,75 2,00 73%   

 E12       

 sum of 

E15Ü-A12

17,25 12,25 5,00 29% 13 40%

        

Third-par-

ty funded

Positions

E 13 Ü 

(sum)

2,00 1,00 1,00 50% not foreseeable not foreseeable

Studies and Research Status Quo Declarations of Intent

total males females females 

in %

b) on targeted proportion of women in studies and 

research by 2014 in %

Beginning 

students

WS 

2007/2008

73 31 42 58 % no change

Students WS 

2007/2008

411 206 205 50 % no change

Graduates WS 

2007/2008

16 8 8 50 % no change

Doctoral 

degrees

PJ 2007 15 11 4 27 % 40%

Habilita-

tions

KJ 

2003-

2007

12 10 2 17 % 40%

Qualitative Commentary 

Status Analysis

It is easy to identify the points in the various qualifi cation phases at which there is a major drop in the 
proportion of females. Whereas the proportion of female students at the faculty is over 50%, this fi gure is 
already much lower for doctoral degrees, and again lower for habilitations. 

Targets

There is little room for change in the coming years at the level of professorships. Equal opportunity con-
siderations will play a major role in the appointment procedure for the position that is scheduled to become 
vacant by 2014.
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Third-par-

ty funded 

Positions 

E15Ü       

 E15       

 E14 1,00 0,00 1,00 100%   

 E13Ü 2,49 0,49 2,00 80%   

 E13 1,00 0,50 0,50 50%   

 E12       

 sum 

Third-par-

ty funded 

Positions

4,49 0,99 3,50 78% not foreseeable 50%

Studies and Research Status Quo Declarations of Intent

total males. females females in 

%

b) on targeted proportion of women in studies and 

research by 2014 in % 

Beginning 

students

WS 

2007/2008

339 157 182 54 % 50%

Students WS 

2007/2008

1.695 876 819 48 % 50%

Graduates WS 

2007/2008

172 82 90 52 % 50%

Doctoral 

degrees

PJ 2007 49 32 17 35 % 40%

Habilita-

tions

KJ 

2003-

2007

15 15 0 0 % 10%

Qualitative Commentary 

Status Analysis

The proportion of females among beginning students at the Faculty of Law (1st study semester) is 54%, 
that among all students is 48%, and that among graduates is 52%. Females are clearly underrepresented 
at the level of doctoral degrees and habilitations. Whereas the proportion of females among graduates of 
doctoral programs is 35%, it has remained at 0% in Freiburg each year since 2001 for habilitations (the 
Faculty of Law is thus well below the national average of 13% in the fi eld of law).
At the next level, that of professorships, females are also underrepresented. 7% of the professors in the 
faculty are women (C4, W3, C3 together).

2.2 Equal Opportunity Plan of the Faculty of Law 11

[Passed as the faculty equal opportunity plan on 25 June 2009 per expedited decision by the dean and 
again on 16 July 2009 by the faculty council.]

Employees in 

Academic Positions 

(as of 1 Dec. 2007)

Status Quo of Employee Structure Development of Positions Declarations of Intent

total 

FTE

males

FTE

females

FTE

females

in %

Replacements or new 

positions 2009 -2014

a) on fi lling free 

positions with female 

applicants in %

R e g u l a r 

Positions

C4 13,00 13,00 0,00 0%   

 C3 1,00 1,00 0,00 0%   

 C2       

 C1 3,00 2,00 1,00 33%   

 sum of  

C4-C1

17,00 16,00 1,00 6%   

 W312  8,00 6,00 2,00 25% 10 20%

 W2       

 W1       

 sum of  

W3-W1

8,00 6,00 2,00 25% 10 20%

 A16       

 A15       

 A14       

 A13 6,00 6,00 0,00 0% 10 10%

 sum of  

A16-13

6,00 6,00 0,00 0% 10 10%

 E15Ü       

 E15       

 E14 1,00 1,00 0,00 0%   

 E13Ü 17,00 12,75 4,25 25%   

 E13 15,24 8,46 6,78 44%   

 E12       

 sum of  

E15Ü-E12

33,24 22,21 11,03 33% 55 40%

11) The section “Employees in Academic Positions” includes statistical data on the status quo at the faculty in full-time equiva-
lents (FTE) as of 1 Dec. 2007. The section “Studies and Research” shows statistics for beginning students (1st fi eld, 1st course of 
study), students (1st fi eld, 1st course of study), and graduates (1st fi eld, 1st–3rd course of study) in WS 2007/08 as well as for doctoral 
degrees in the academic year 2007 and habilitations in the calendar years 2003– 2007. See also: www.verwaltung.uni-freiburg.de/
statdaten→Frauenanteile; Statistik-Übersichten für den Gleichstellungsplan.
12) This includes one W3 deputy professor, 1 FTE, male.
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2.3 Equal Opportunity Plan of the Faculty of Economics and Behavioral Sciences 14

[Passed by the faculty council as the faculty equal opportunity plan on 3 July 2008; amended by the exe-
cutive board of the faculty on 16 June 2009]

1

Employees in 

Academic Positions 

(as of 1 Dec. 2007)

Status Quo of Employee Structure Development of 

Positions

Declarations of Intent

total 

FTE

males

FTE

females

FTE

females

in %

Replacements or new 

positions 

2009 -2014

a) on fi lling free 

positions 

with female applicants 

in %

R e g u l a r 

Positions

C4** 19,00 19,00 0,00 0% s. W3  

 C3 5,00 3,00 2,00 40% 0  

 C2 1,00 1,00 0,00 0% 1 continuation 

uncertain

 C1 7,50 6,50 1,00 13% 0  

 sum of 

C4-C1

32,50 29,50 3,00 9%  

 W3 15 5,00 3,00 2,00 40% 716  

 W2     1  

 W1     1  

 sum of 

W3-W1

5,00 3,00 2,00 40% 9 40%

 A16       

 A15 1,00 1,00 0,00 0%   

 A14 1,50 1,00 0,50    

 A13 12,00 8,00 4,00 33%   

sum of 

A16-A13

14,50 10,00 4,50 31%             

 

35%

E15Ü       

E15       

E14 9,75 6,75 3,00 31%   

sum of 

E15Ü-E14

9,75 6,75 3,00 31%                30%

E13Ü 27,84 17,30 10,54 38%   

E13 14,86 5,59 9,27 62%   

14)The section “Employees in Academic Positions” includes statistical data on the status quo at the faculty in full-time equiva-
lents (FTE) as of 1 Dec. 2007. The section “Studies and Research” shows statistics for beginning students (1st fi eld, 1st course of 
study), students (1st fi eld, 1st course of study), and graduates (1st fi eld, 1st–3rd course of study) in WS 2007/08 as well as for doctoral 
degrees in the academic year 2007 and habilitations in the calendar years 2003– 2007. See also: www.verwaltung.uni-freiburg.de/
statdaten→Frauenanteile; Statistik-Übersichten für den Gleichstellungsplan.
15) Including two deputy professors, 2 FTE, male. 
16) Also including the W3 chair for telematics (IIG) and the W3 chair for cognitive science (NF Prof. Strube). The latter position will 
be fi lled in an accelerated appointment procedure  as part of the Female Professor Program.

Target

Due to the low proportion of women in Germany with a habilitation in law, the Faculty of Law proposes 
the realistic target of appointing a woman to at least two of the ten professorships that will become vacant 
in the next fi ve years. Furthermore, in order to intensify efforts in this area the faculty commits itself to 
conducting a proactive search for qualifi ed female candidates before fi lling each of these ten positions. 
The results of these efforts will be clearly and comprehensively documented during the application pro-
cess for the professorships and submitted to the faculty’s structure and development commission for 
review.
In view of the structural causes of the low proportion of highly qualifi ed females, the faculty intends to 
provide the necessary infrastructure to allow females to pursue a doctorate or habilitation and start a fa-
mily at the same time rather doing one after the other or having to make a choice between the two.

Measures for Increasing the Proportion of Women

• Targeted motivation and personal encouragement of female early-stage researchers to continue their 
academic career.

• Cooperation with and expansion of the faculty’s own Justitia Mentoring Program. This program offers 
one-on-one mentoring for young female students by experienced female students and professionals. 

• Publicity and active dissemination of positive “stories” on the harmonization of family and career. 
Close cooperation with the university’s central Family Service. 

In the Future

• Creation of part-time positions (as already done with the nine half-time E13 teaching assistant posi-
tions; the faculty also aims to split research assistant positions into two half-time positions in order to 
make research more compatible with family.)

• Assistance and recognition for women who do a disproportionate amount of work in committees, 
commissions, etc. through additional resources or relief from other duties. 

21 

13) For details, see Strategic Concept for Equal Opportunity, pt. IV.2.1.2 Justitia Mentoring, p. 24f.
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 Qualitative Commentary

Status Analysis

There are great differences between the situations at various departments of the faculty. Female students 
are clearly in the majority in educational science and psychology, there has been a clear trend toward 
even proportions in sports science in the past years, and the proportion of female students in economics 
has remained relatively stable at around 40%.
The proportion of females among recipients of doctoral degrees is over 40% in psychology and in econo-
mics (the number of cases in educational science and sports science is very low). Although these fi gures 
are not excessively disproportionate in and of themselves, the proportion of females in psychology is al-
ready much lower at this level than at that of students. In economics, on the other hand, the proportion of 
women remains constant at the level of the doctorate. As far as habilitations are concerned there has 
been a strong negative trend at the entire faculty, as not a single woman has earned her habilitation in 
the past years. At the level of academic positions, women are underrepresented in all positions above E13 
at the entire faculty. The same is true of professors, albeit to various degrees. Whereas the proportion of 
female professors in psychology and sports science is 25% and 33%, respectively, there is not a single 
female professor in the area of economics. However, we are able to report a positive development in this 
area for the year 2009: Female candidates were chosen in two appointment procedures in economics.
Women are also underrepresented among the recipients of prizes awarded by the faculty, most of them 
in the area of economics. If the current trend continues, the proportions could even out in the coming 
years, but the fi gures are subject to great fl uctuation. Overall, the faculty has the following weak points: 
the level of habilitations, the level of academic positions above E13, and the level of professors.
The two recently appointed female professors and their general acceptance at the faculty lead us to hope 
that a turning point has been reached in the gender distribution at this level. However, woman are also 
underrepresented at the level of prizes and honors. As stated, they are not underrepresented in any de-
partment at the level of students, and this also holds true for doctoral degrees.

Target

In light of these weak points, the faculty is making efforts to motivate women to pursue a career at the 
university and to provide them support in this endeavor. In addition, there need to be more female profes-
sors, especially considering the fact that they serve as role models for female early-stage researchers.
With regard to the possibility of setting a concrete target for the professorships to be fi lled by 2014, it 
should be pointed out that professorial appointments are dependent on a number of factors which the 
faculty has no control over. Therefore, the faculty asserts its right to reserve any available funds, also in 
situations of considerable fi nancial diffi culties, and to allow the executive board of the faculty to treat each 
resulting case individually. In shaping the conditions for early-stage researchers the faculty intends to 
make all necessary efforts to promote females and ensure equal opportunity at all levels. More concre-
tely, the executive board and council of the Faculty of Economics and Behavioral Sciences have resolved 
to implement the following measures. Care has been taken in all cases to ensure that the measures will 
benefi t the intended target group

E12       

sum of  

E13Ü-E12

42,70 22,89 19,81 46%            45%

Third-par-

ty funded 

Positions 

W3 

professor-

ship 

replace-

ment

1,00 1,00 0,00 0%   

E15Ü       

 E15       

 E14       

 E13Ü 9,72 4,29 5,43 56%   

 E13 5,99 1,75 4,24 71%   

 E12       

 sum 

Third-par-

ty funded 

Positions

15,71 6,04 9,67 62% not foreseeable 60%

Studies and Research Status Quo Declarations of Intent

total males. females females in % b) on targeted proportion of women in studies 

and research by 2014 in %

Beginning 

students

WS 

2007/2008

521 236 285 55 % 55%

Students WS 

2007/2008

2.600 1.234 1.366 53 % 53%

Graduates WS 

2007/2008

185 95 90 49 % 50%

Doctoral 

degrees

PJ 2007 35 21 14 40 % 50%

Habilita-

tions

KJ 

2003-

2007

9 9 0 0 20%
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• In order to encourage and strengthen female students and doctoral candidates in their choice of a 
career (whether at our outside of the university), the departments of educational science, psychology, 
and economics are participating in the Futura Mentoring Program. In this program, mentees receive 
advising and support in their career development from a female with professional experience (men-
tor). The mentoring is complemented by a university-wide seminar program and networking events. 
To enable participation in this program, the faculty is providing funding to hire student assistants for 
each of the departmental coordinators for 10–15 hours per month. Depending on how much extra 
work the coordination requires, the coordinators themselves will also receive fi nancial support or be 
relieved from other duties. 

2. Improving the Compatibility of Family and Studies/Career
• In order to improve the compatibility of family and career, the faculty will improve the dependability as 

well as the fl exibility of child care and transfer the services to the level of the faculty. The faculty aims 
to support its female early-stage researchers and established researchers with children in areas in 
which the university’s central services are (not yet) suffi cient. This can take the form of organizational 
or fi nancial support. In order to coordinate its own efforts as closely as possible with developments 
on the central level, the faculty pledges, fi rst, to develop a concept for the faculty measures in close 
cooperation with the university’s central Family Service in the coming WS 09/10 and, second, to pro-
vide up to 20,000 € per year in funding for these measures, if necessary. The goal is to provide fe-
male researchers with the dependable and fl exible child care necessary for work-family balance from 
the doctoral phase on in areas in which the central university services and those of the city and regi-
on cannot meet this need.

• Family-friendly scheduling of courses and meetings:
• The academic deans will be asked to review  the scheduling of all required activities in their depart-

ments within a year (WS 08/09, SS 09) and make any necessary changes.
• Teaching faculty with underage children will be given priority in the scheduling of courses.
• The faculty will continue to pursue its strategy of taking into account its employees with children in 

scheduling meetings.
• Flexible working hours, part-time employment, and telecommuting will be promoted actively at the 

faculty.
• Within a year (WS 08/09, SS 09), we plan to determine how the faculty can improve conditions for 

families at its departmental libraries, for instance by reserving a reading room for families.
• The executive board of the faculty pledges to complete further training on work-family balance within 

the next three semesters and then to pass any new measures it deems necessary for improving the 
compatibility of family and studies or career.

• Single parents can also apply to receive a semester of research sabbatical.

Measures for Increasing the Proportion of Women

1. Measures for Increasing the Proportion of Women
• The equal opportunity measures will be accompanied by a course on the theoretical foundations of 

equal opportunity for which students can receive credit.
• The foundations of equal opportunity will not only be implemented for existing employees and stu-

dents, but also in calls for applications, which will be formulated to not only signalize gender neutra-
lity but also to encourage qualifi ed candidates with children to apply. In such cases, the preconditions 
– such as part-time positions for women and men and fl exible working hours for women and men, 
including telecommuting – will need to be evaluated by the executive board of the faculty.

• In order to ease the transition from the doctoral to the postdoctoral phase and promote the success 
of the habilitation, women and men with child(ren) will be given the opportunity to spend several se-
mesters conducting research without any teaching duties. This option will be available to women and 
men who are already raising a child or children as well as those who have a child during this phase. 
It is planned to offer two semesters of research sabbatical to those with one child and an additional 
semester for each additional child. The faculty pledges to make funding available for adjunct teaching 
faculty during this period. This can mean up to 10,000 € for each case. The precise amount will de-
pend on the development of the faculty budget. The decision will be made by the executive board and 
the faculty council.

• The faculty is interested in supporting women and men further in the postdoctoral phase. We are thus 
making efforts to create more attractive positions for early-stage researchers working on their habili-
tation thesis. These positions will be designed allow the researchers great academic freedom and 
increase their chances of a subsequent professorial appointment. One way to achieve this would be 
to convert more postdoctoral positions into junior professorships. In order to accommodate applicants 
with children, we will also offer these positions as part-time positions.

• Concretely, we aim to achieve a 20% proportion of women for postdoc positions in all fi elds in the 
medium term, the long-term goal being to ensure that the proportion does not decrease after the level 
of the doctorate. We have the same target for habilitations.

• In order to ease the transition from the doctoral to the postdoctoral phase, we aim to provide support 
for women and men seeking research funding (in principle, this is also true of the transition to the 
doctoral phase). We will cooperate with the Science Support Centre and the Equal Opportunity Offi ce 
to plan and organize special advising initiatives for female early-stage researchers in the short term 
as well as for females and men in the long term. In concrete terms: one initiative per year.

• In order to ensure equal opportunity in the awarding of prizes, we will request for prize commissions 
to explain how they maintained a gender-neutral stance in the selection procedure. Due to the high 
amount of female students and doctoral candidates, we aim to adequately represent the gender dis-
tribution of doctoral candidates in the awarding of prizes.
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2.4 Equal Opportunity Plan of the Faculty of Medicine 18

[Passed by the faculty council as the faculty equal opportunity plan on 18 Dec. 2008; amended by the exe-
cutive board of the faculty on 17 June 2009.]
1 2

Employees in

Academic Positions 

(as of 1 Dec. 2007)

Status Quo of Employee Structure Development of 

Positions

Declarations of Intent

total 

FTE

males

FTE

females

FTE

females

in %

Replacements or new 

positions 2009 -2014

a) on fi lling free 

positions with female 

applicants in %

R e g u l a r 

Positions

C4 39,00 37,00 2,00 5% No new appointments

 

 C3 33,00 27,00 6,00 18%  

 C2 15,00 14,00 1,00 7%  

 C1 9,00 7,00 2,00 22%  

 sum of 

C4-C1

96,00 85,00 11,00 115   

W3 18,00 13,00 5,00 28% ca. 25 30%

W2  1,00 0,00 1,00 0% No new appointment planned

W1 3,80 3,00 0,80 21% No new appointment planned

sum of  

W3-W1

22,80 16,00 6,80 30%  30%

A16 0,00 0,00 0,00 0% No new appointment planned

A15 9,50 8,50 1,00 11% No statement possible

A14 19,63 14,88 4,75 24% No statement possible

A13 14,80 13,00 2,80 19% No statement possible

sum of 

A16-A13

43,93 36,38 8,55 19% 30%

E15Ü 3,00 2,00 1,00 33%

E15 20,05 16,05 4,00 20% No statement possible

E14 71,95 50,60 21,35 30% No statement possible

E13Ü 115,49 60,03 55,46 48% No statement possible

E13 39,70 16,60 23,10 58% No statement possible

 E12 1,00 1,00 0,00 0% No statement possible

sum of 

E15Ü-E12

251,19 146,28 104,91 42% No statement possible 50%

Third-par-

ty funded 

Positions

E15Ü 0,00 0,00 0,00 0%  

 E15 4,00 3,00 1,00 25%  

 E14 17,69 9,13 8,56 48%

 E13Ü 138,55 67,41 71,14 51%

18) The section “Employees in Academic Positions” includes statistical data on the status quo at the faculty in full-time equiva-
lents (FTE) as of 1 Dec. 2007. The section “Studies and Research” shows statistics for beginning students (1st fi eld, 1st course of 
study), students (1st fi eld, 1st course of study), and graduates (1st fi eld, 1st–3rd course of study) in WS 2007/08 as well as for doctoral 
degrees in the academic year 2007 and habilitations in the calendar years 2003– 2007. See also: www.verwaltung.uni-freiburg.de/
statdaten→Frauenanteile; Statistik-Übersichten für den Gleichstellungsplan.

3. Promoting the Appointment of Female Professors 
• The secondary emphasis on gender studies of the chair in cognitive science and the W1 chair in in-

formatics to be advertised at the end of SS 09 also enable the faculty to make a contribution to uni-
versity-wide gender research.

• The faculty will continue to offer the course “Development and Theory of Gender Studies.”
• The faculty will implement the “Guidelines for Appointment Committees” issued by the Rectorate.  

One of the central provisions of these guidelines is proactively approaching qualifi ed female candi-
dates.

• The faculty equal opportunity representative and his/her deputy are eligible to receive compensation 
for their work in appointment committees, e.g., in the form of a reduced teaching load during appoint-
ment procedures.

• In order to identify further necessary measures at the faculty, the faculty is commissioning a (qualita-
tive and quantitative) survey among its female doctoral candidates, habilitation candidates, and ex-
perienced students on the infl uencing factors in their decision of whether to pursue an academic 
career at the university. The results should be available by WS 11/12.

1 

17) Guidelines for Appointment Committees of the University of Freiburg to Promote Female Human Resources Development, 
available at http://www.zuv.uni-freiburg.de/wiegehtdas/wiegehtdas_a-z.php?id=282
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Qualitative Commentary

Status Analysis

Whereas the proportion of women is consistently high among beginning students (56%), students (60%), 
graduates (57%), and doctoral degrees (59%) (see table above), it is only 15% for habilitations in the years 
2003–2007 (23% of a total of 177). However, the faculty succeeded in appointing women for 25% of the 
open professorships in the past three years (4 of 16), bringing the proportion of female professors (C4–C2 
and W3–W1) up to 15% in 2008 (16 of a total of 107).

Target

By the year 2014, the faculty plans to increase the percentage of habilitations completed by women to 20%.

Measures for Increasing the Proportion of Women

• Appointment of equal opportunity representatives, also males, to reduce the burden on female pro-
fessors in appointment committees and other committees.

• Meetings, e.g., of appointment committees, the faculty council, the executive board, commissions of 
the executive board, will be held at family-friendly times, i.e., during regular working hours (9:00 a.m. 
to 4:30 p.m.). The faculty will also recommend scheduling lecture series, e.g., priority program semi-
nars, during regular working hours.

In the Future

• Creation of a TVL–E13/2 position to hire a full-time deputy for the equal opportunity representative. 
The deputy must be approved and appointed as a full-time deputy by an election at the faculty befo-
re assuming offi ce.

• Application for child care for ten children within the context of a new state project, including capacity 
for one extra child in the case of emergencies. 

• Planning of a day care center with capacity for 80 children (depending on demand) in cooperation 
with the Faculty of Engineering and the University Medical Center.

• Planned participation in the “Biolino” day care center at the Faculty of Biology.
• Planned faculty-wide mentoring program for female medical doctors and natural scientists: The pro-

gram will offer personal, one-on-one mentoring for each female doctor or researcher at the faculty.

E12 2,50 0,75 1,75 70%  

sum 

Third-party 

funded 

Positions

245,56 122,30 123,26 50% unforeseeable 50%

Medical 

personnel

Ä1 538,58 309,41 229,17 43%   

 Ä2

specialist 

registrar

192,78 118,69 74,10 38%   

 Ä3

senior con-

sultants

188,40 151,65 36,75 20%   

 Ä4 

permanen-

te deputy 

consultants

28,90 26,90 2,00 7%   

 sum

medical 

personnel

948,66 606,65 342,02 36% unforeseeable 50%

Employees in Academic 

Positions (as of 1 Dec. 

2007)

Status Quo Declarations of Intent

total males females females in 

%

b) on targeted proportion of women in studies 

and research by 2014 in %

Beginning 

students

WS 

2007/2008

499 219 280 56 % Restrictive admissions

Students WS 

2007/2008

3.106 1.253 1.853 60 % Restrictive admissions

Graduates WS 

2007/2008

308 133 175 57 % Restrictive admissions

Doctoral 

degrees

PJ 2007 325 132 193 59 % 50%

Habilita-

tions

KJ 

2003-2007

177 154 23 15 % 20%

1 

19) This includes one W3 deputy professor, 1 FTE, female.
20) This is a W2 deputy professor, 1 FTE, female.
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Third-par-

ty funded 

Positions

W3

d e p u t y 

professor-

ship 

3,00 2,00 1,00 33%  50%

 E15 1,00 0,00 1,00 100% 50%

 E14     50%

 E13Ü 6,46 2,50 3,96 61% 50%

 E13 6,24 0,24 6,00 96% 50%

 E12 0,24 0,24 0,00 0%  50%

 sum 

Third-party 

funded 

Positions 

16,94 4,98 11,96 71% unforeseeable 50%

Studies and Research Status Quo Declarations of Intent

total males. females females in 

%

b) on targeted proportion of women in studies 

and research by 2014 in %

Beginning 

students

WS 

2007/2008

830 224 606 73 % 50%

Students WS 

2007/2008

3.713 992 2.721 73 % 50%

Graduates WS 

2007/2008

287 64 223 78 % 50%

Doctoral 

degrees

PJ 2007 26 7 19 73 % 50%

Habilita-

tions

KJ 

2003-2007

18 12 6 33 % 50%

1

22) This includes a W2 deputy professor, 1 FTE, male.
23) The fi gures correspond to the staff appointment plan issued by the Rectorate as of August 2008.

2.5 Equal Opportunity Plan of the Faculty of Philology 21  
[Passed by the faculty council as the faculty equal opportunity plan on 7 July 2008; amended on 29 July 
2009.]

Employees in 

Academic Positions 

(as of 1 Dec. 2007)

Status Quo of Employee Structure Development of 

Positions

Declarations of Intent

total 

FTE

males

FTE

females

FTE

females

in %

Replacements or new 

positions 2009 -2014

a) on fi lling 

free positions 

with female applicants 

in %

R e g u l a r 

Positions

C4 12,00 8,00 4,00 33%

 C3 7,00 5,00 2,00 29%

 C2 2,00 1,00 1,00 50%

 C1 3,73 2,00 1,73 46%

 sum of 

C4-C1

24,73 16,00 8,73 35%

W3 10,00 8,00 2,00 20% As only one professorship will become vacant du-

ring this period, we cannot make a statement as 

to a gender distribution target. Should further pro-

fessorships become available, however, the Fa-

culty of Philology will also aim to reach a propor-

tion of 50% females in this area.

W222 2,00 1,00 1,00 50%

W1     

sum of 

W3-W1

12,00 9,00 3,00 25%

We aim to hire an equal number of females and males for positions in the A and E salary brackets in the period bet-

ween 2009 and 2014

A16     50%

A15 2,00 2,00 0,00 0% 50%

A14 8,00 4,00 4,00 50% 50%

A13 14,00 9,00 5,00 36%  50%

sum of 

A16-A13

24,00 15,00 9,00 38% 40 23 50%

E15Ü     50%

E15     50%

E14 7,00 5,00 2,00 29% 50%

E13Ü 17,25 8,25 9,00 52% 50%

E13 43,71 16,99 26,72 61% 50%

E12 2,00 0,00 2,00 100%  50%

sum of  

E15Ü-E12

69,96 30,24 39,72 57% 18 50%

21) The section “Employees in Academic Positions” includes statistical data on the status quo at the faculty in full-time equiva-
lents (FTE) as of 1 Dec. 2007. The section “Studies and Research” shows statistics for beginning students (1st fi eld, 1st course of 
study), students (1st fi eld, 1st course of study), and graduates (1st fi eld, 1st–3rd course of study) in WS 2007/08 as well as for doctoral 
degrees in the academic year 2007 and habilitations in the calendar years 2003– 2007. See also: www.verwaltung.uni-freiburg.de/
statdaten→Frauenanteile; Statistik-Übersichten für den Gleichstellungsplan.
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• The faculty encourages the involvement of female faculty members in nationwide joint research pro-
jects and networks for women and promotes the expansion of internal networks of female researchers 
at the university. 

In the Future

• The faculty aims to achieve equal representation in appointment committees; i.e., 50% of the mem-
bers should be women, and half them professors.

• Due to the low proportion of female professors, the faculty intends to invite female researchers from 
other universities to participate in appointment committees as external members.

• Involvement in the establishment of a mentoring program for doctoral and habilitation candidates.
• The faculty is currently considering the possibility of participating in the already established Futura 

Mentoring Program.
• The faculty is making efforts to use special programs as an additional instrument for increasing the 

proportion of women in academic positions.
• Increase in the proportion of external experts; recourse to the expert pools of specifi c disciplines (ex-

ternal assessment is more transparent and objective).
• Funding will be made available for the faculty equal opportunity representative (two teaching assign-

ments per semester; 20 hours per month for an undergraduate student assistant) in order to meet the 
goal of promoting junior researchers at the level of the doctorate and the habilitation; of particular 
importance are the establishment and organization of an information system, scholarships, advising, 
and funding opportunities; possibility of applying for further projects.

• The faculty aims to maintain a 50% proportion of women at all levels of qualifi cation in academic po-
sitions. Measures for reducing the proportion of women in areas in which it is over 70% will not be 
taken in view of the high proportion of female students in these areas.

• Since the proportion of women is also over 50% in the area of studies and research, the faculty aims 
to develop publicity measures, particularly in schools; school students will be encouraged to study 
fi elds offered by the Faculty of Philology with the help of informational brochures developed by the 
faculty and in cooperation with student advising.

• The faculty will review possibilities for offering more fl exible teaching loads, particularly for single 
parents, in order to fi nd individual solutions, also taking into account the legal scope (LVVO) and the 
availability of suffi cient budget resources.

• In the future, the faculty will evaluate whether it is possible to use part of the (DFG) program allowance 
for research-supported equal opportunity issues.

Qualitative Commentary

Status Analysis

The Faculty of Philology has a high proportion of female students: 2,721 of a total of 3,713 matriculated 
students in WS 2007/2008 (73%). Eight of a total of 29 full-time professorships (C4, C3, W3) at the Facul-
ty of Philology are currently held by females, i.e., the proportion of female professors is ca. 29% (see 
table). This fi gure is well above the national average of ca. 15% and is also high in comparison to other 
disciplines and faculties. Female professors are still underrepresented at the Faculty of Philology, howe-
ver, particularly when one considers the proportion of females at other levels: Over 70% of the faculty’s 
students – in some fi elds, such as Romance studies, even 80% – are female.

Target

The faculty’s most urgent task is to increase the amount of female professors. Another priority of the fa-
culty as a whole is to increase the proportion of females who complete a habilitation; it should be raised 
at least to that of females who earn a doctoral degree in the various departments. In the medium term, 
the Faculty of Philology aims to achieve an equal gender distribution of 50:50 – at all levels! – and bear 
this target in mind when appointing new employees, while at the same time not losing sight of the quality 
of the applications.

Measures for Increasing the Proportion of Women

• Rigorous adherence to the appointment guidelines.
• Concrete efforts to involve female researchers in the planning phases of large-scale research pro-

jects, research networks, and priority programs.
• ncreased consideration of female professors in the awarding of management positions and the esta-

blishment of new research institutions.
• Intensifi cation of advising for female students and encouragement and support for females writing 

dissertations or habilitation theses.
• Increased consideration of women in the awarding of prizes and honors.
• Targeted nomination of female researchers for competitions, e.g. for the DFG’s Leibniz Prize and 

Communicator Prize as well as regional prizes.
• The faculty’s equal opportunity representative will provide information to departmental student ad-

visors and professors on current opportunities for funding, such as those provided by the commission 
of the federal and state governments in their Special Program for Higher Education III (HSP III)

• Close cooperation between the faculty and central university measures in order to create structures 
and institutions that promote a harmonization of an academic career and family planning (compensa-
tion for meetings held outside of working hours, telecommuting, and part-time work for faculty as well 
as staff).
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 E13 11,16 6,38 4,78 43%   

 E12       

 sum 

Third-party 

funded 

Positions 

24,57 13,79 10,78 44% not foreseeable 50%

Studies and Research Status Quo Declarations of Intent

total males females females in 

% 

b) on targeted proportion of women in studies 

and research by 2014 in %

Beginning 

students

WS 

2007/2008

597 265 332 56 % 50%

Students WS 

2007/2008

3.473 1.687 1.786 51 % 50%

Graduates WS 

2007/2008

206 101 105 51 % 50%

Doctoral 

degrees

PJ 2007 47 24 23 49 % 50%

Habilita-

tions

KJ 

2003-2007

33 28 5 18 % 50%

Qualitative Commentary

Status Analysis

The percentage of female professors (C4, W3, C3, W2) is 29%. Since 11 professorships will become 
available in this planning period, the faculty has the opportunity to make further progress in this area. The 
proportion of women in E15–13 positions is 47% (without third-party funding), and in (senior) research 
assistant positions (C2, C1, W1) it is 46%. On the level of A13–16 positions, however, the proportion of 
women falls to 37%.
There is an equal distribution of female and male students as well as graduates at the faculty. The pro-
portion of females among student assistants is also at 50% or more. Whereas this fi gure remains similar 
at the level of doctoral degrees (49% in the academic year 2007), it is much lower at the level of habilita-
tions.

2.6 Equal Opportunity Plan of the Faculty of Humanities 24  
[Passed by the faculty council on 8 June 2009.]

Employees in 

Academic Positions 

(as of 1 Dec. 2007)

Status Quo of Employee Structure Development of 

Positions

Declarations of Intent 

total 

FTE

males

FTE

females

FTE

females

in %

Replacements or 

new positions 2009 

-2014

a) free positions 

with female 

applicants in %

R e g u l a r 

Positions

C4 17,00 14,00 3,00 18% 6 50%

 C3 15,00 10,00 5,00 33% 5 60%

 C2 3,50 2,50 1,00 29% 3 66%

 C1 8,00 4,00 4,00 50% 9 55%

 sum of

C4-C1

43,50 30,50 13,00 30% 2325 57%

W33 8,50 4,50 4,00 47% 12 60%

W2      

W1 1,00 0,00 1,00 100% 1 0%

sum of 

W3-W1

9,50 4,50 5,00 53% 13 55%

A16      

A15      

A14 6,00 4,00 2,00 33% 3 66%

A13 13,00 8,00 5,00 38% 26 54%

sum of 

A16-A13

19,00 12,00 7,00 37% 29 55%

E15Ü     

E15     

E14 2,00 1,00 1,00 50%

E13Ü 18,13 11,50 6,63 37%

E13 14,09 5,34 8,75 62%

E12     

 sum of 

E15Ü-E12

34,22 17,84 16,38 48% not foreseeable 50%

Third-par-

ty funded 

Positions

W3

deputy 

professor-

ship

4,00 3,00 1,00 25%   

 E15Ü 1,00 0,00 1,00 100%   

 E15       

 E14 1,00 0,00 1,00 100%   

 E13Ü 7,41 4,41 3,00 40%   
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• The faculty advocates the inclusion of gender research in the curriculum and in examinations.
• Awarding one paid teaching appointment per semester for a course on gender to strengthen gender 

studies at the university.
• The faculty’s equal opportunity representative will provide information to academic coordinators and 

professors, particularly on funding programs for dissertations and habilitation theses.

In the Future

• The faculty would like to ask the board of directors of the individual departments to invite the faculty 
equal opportunity representative to their conferences when matters with relevance for equal oppor-
tunity are to be discussed.

• The faculty will pursue a further increase in the proportion of voting female committee members (e.g., 
in appointment and habilitation committees). Ideally, the committees would be composed of an equal 
amount of men and women. For the time being, the composition of the committees corresponds to 
the proportion of female to male professors.

• The faculty equal opportunity representative’s teaching load will be reduced by four contact hours.
• An adequate selection of gender research literature will be made available at the departmental libra-

ries.
• The faculty intends to provide more opportunities for telecommuting and fl exible working hours.
• The faculty wishes to receive permission to use parts of the DFG program allowance for equal op-

portunity measures.

1 

24) The following statistics were compiled according to the faculty’s best knowledge on the basis of central statistical data for the 
equal opportunity plan and with the help of the staff appointment plan of the Faculty of Humanities. The faculty’s statements of intent 
are of course contingent on the availability of a suffi cient pool of qualifi ed applicants. The section “Employees in Academic Positions” 
includes statistical data on the status quo at the faculty in full-time equivalents (FTE) as of 1 Dec. 2007. The section “Studies and 
Research” shows statistics for beginning students (1st fi eld, 1st course of study), students (1st fi eld, 1st course of study), and gradu-
ates (1st fi eld, 1st–3rd course of study) in WS 2007/08 as well as for doctoral degrees in the academic year 2007 and habilitations in 
the calendar years 2003– 2007. See also: www.verwaltung.uni-freiburg.de/statdaten→Frauenanteile; Statistik-Übersichten für den 
Gleichstellungsplan.
25) The six C4 positions and the fi ve C3 positions opening up in this period will be continued as W3 positions, as will one of the C2 
positions.  The two remaining C2 positions and the nine C1 positions will be changed into A14 and A13 positions, respectively, in 
fulfi llment of central university requirements . In the table these 11 positions are listed under A13.
26) Includes 3.5 W3 deputy professors, 0.5 FTE male and 3 FTE female.

Only one habilitation was completed at the faculty in calendar year 2007, by a male. In the calendar years 
2003–2007 there was a total of 33 habilitations, only fi ve of which were completed by women; that 
amounts to a proportion of 15%. The proportion of female habilitations has remained  consistently at a 
low level. Although the faculty also aims to achieve parity in the area of habilitations, it has not yet suc-
ceeded in bringing about concrete results. The faculty has thus identifi ed a need for action in this area 
and has already taken several successful steps: Two females at the faculty (ancient Near Eastern philo-
logy and political science) are currently working on their habilitation with support from scholarships from 
the Margarete von Wrangel Program. Three further applications (Islamic studies, Jewish studies, musi-
cology) have been submitted. In 2008 one woman succeeded in completing her habilitation procedure, 
and in 2009 three more women are due to complete their habilitation procedures. The target of 50% might 
be ambitious, but it does not seem unrealistic.

Target

The faculty has set itself the goal of increasing the proportion of women in academic positions. Although 
we have not yet succeeded in achieving parity between the sexes in all areas, we have made much pro-
gress and will continue on this course. Even though we cannot make any concrete targets for the area of 
deputy professorships or BAT IIa – E13Ü–13 positions, the Faculty of Humanities is also making efforts 
to achieve an even distribution of women and men in this segment.
The same is true of student assistant and tutor positions. The goal is to hire female students in the same 
proportion that they are represented in each department, also taking into account differences between 
the disciplines. As long as the faculty receives enough applications to achieve its targets, the proportion 
of female professors could be increased to 40% by 2014.

Measures for Increasing the Proportion of Women

• Providing funding for an undergraduate student assistant for 40 hours per month to relieve the facul-
ty equal opportunity representative.

• Increasing the proportion of women in hiring procedures by conducting a proactive search for suita-
ble female candidates and advising for females who wish to apply.

• Maintaining a site intended specifi cally for equal opportunity issues on the faculty homepage.
• Taking into account familial burdens in scheduling examination times and rescheduling them if neces-

sary.
• Cooperating closely with the central Family Service of the University of Freiburg.
• Providing advising in cases of discrimination against women in daily life at the university, particularly 

during examination procedures.
• Taking increased account of students with children in scheduling parallel courses and internships.
• Adhering to the principles of gender-neutral language use in course descriptions, examination regu-

lations, and other announcements.
• Implementing consciousness-raising measures: The faculty is aware of its responsibility to increase 

awareness in gender-specifi c matters.
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 E13Ü 17,25 14,00 3,25 19%   

 E13 16,84 15,59 1,25 7%   

 E12       

 sum 

Third-party 

funded 

Positions

36,09 31,59 4,50 12% not foreseeable 25 %

Studies and Research Status Quo Declarations of Intent

total males females females in 

% 

b) on targeted proportion of women in studies 

and research by 2014 in %

Beginning 

students

WS 

2007/2008

287 196 91 32 % 35%

Students WS 

2007/2008

1.250 887 363 29 % 32%

Graduates WS 

2007/2008

69 56 13 19 % 32%

Doctoral 

degrees

PJ 2007 25 22 3 12 % 15%

Habilita-

tions

KJ 

2003-2007

15 14 1 7 % 10%

1 
Qualitative Commentary

Status Analysis

When one compares the proportion of female graduates in mathematics from the years 1997–2003 with 
that from the years 2004–2006, one sees that there was an increase from 42% to 52% for the teaching 
degree program and from 25% to 32% for the diplom. Due to the small number of cases, strong fl uctua-
tion from year to year, and the diffi culties inherent in assigning students with multiple majors categorically 
to a single fi eld of study, this data should be interpreted with caution. However, they are indicative of a 
positive trend. 

27) The section “Employees in Academic Positions” includes statistical data on the status quo at the faculty in full-time equivalents 
(FTE) as of 1 Dec. 2007. The section “Studies and Research” shows statistics for beginning students (1st fi eld, 1st course of study), 
students (1st fi eld, 1st course of study), and graduates (1st fi eld, 1st–3rd course of study) in WS 2007/08 as well as for doctoral degrees 

2.7 Equal Opportunity Plan of the Faculty of Mathematics and Physics 27  
[ Passed by the faculty council as the faculty equal opportunity plan on 17 July 2008; amended on 25 June 
09.]

Employees in 

Academic Positions 

(as of 1 Dec. 2007) 

Status Quo of Employee Structure Development of 

Positions

Declarations of Intent

total 

FTE 

males

FTE

females

FTE

females

in %

Replacements or 

new positions 2009 

-2014

a) on fi lling free 

positions 

with female applicants 

in %

R e g u l a r 

Positions

C4 18,00 18,00 0,00 0%

 C3 4,00 4,00 0,00 0%

 C2 4,00 4,00 0,00 0%

 C1 10,00 8,00 2,00 20%

sum of  

C4-C1

36,00 34,00 2,00 6%

 W3 6,00 6,00 0,00 0% 6 17 %

 W2      

 W1 1,00 1,00 0,00 0% 2 50 %

 sum of  

W3-W1

7,00 7,00 0,00 0% 8 25 %

 A16      

 A15 1,00 1,00 0,00 0%  

 A14 3,00 3,00 0,00 0% 2 50 %

 A13 10,00 10,00 0,00 0% 6 17 %

 sum of  

A16-a13

14,00 14,00 0,00 0% 8 25%

 E15Ü      

 E15      

 E14 6,50 5,00 1,50 23%  

 E13Ü 21,38 18,41 2,97 14%  

 E13 8,85 6,85 2,00 23%   

 E12       

 sum of 

E15Ü-E12

36,73 30,26 6,47 18% 37 25 %

Third-par-

ty funded 

Positions

W3 

deputy 

professor-

ship

2,00 2,00 0,00 0%   

 E15Ü       

 E15       

 E14       
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It will thus not be possible to raise the proportion of female professors signifi cantly above the current level 
in the medium term. With regard to a statement of intent on the mid-level positions due to become vacant, 
the Institute of Physics will attempt to reach a proportion of women of 25% by the end of the structural 
and developmental plan for 2009–2014.

Measures for Increasing the Proportion of Women

• Yearly participation in the trial course of study for female school students to increase the proportion 
of females among beginning students.

• Proactive search for qualifi ed female students for student assistant positions, also by offering higher 
pay for tutors.

• The faculty’s own mentoring program, MeMPhys.
• Participation in the university-wide Futura Mentoring Program.
• Participation in the university’s yearly Girls’ Day, Science Days at the Europapark in Rust, and various 

Science Fairs.
• Efforts to increase the proportion of female doctoral candidates by approaching suitable female can-

didates, including graduates of the teaching degree programs.
• The faculty actively promotes models for fl exible working hours, part-time work, and telecommuting, 

particularly for female early-stage researchers.
• Proactive search and personal invitation of suitable women to participate in appointment procedures.
• Use of part of the dean’s fund for equal opportunity measures coordinated with the faculty equal op-

portunity representative.

In the Future

• Cooperating closely with the university’s central Family Service to evaluate the need for an expansi-
on of child care near the faculty as well as other measures for supporting families.

• Offering junior researchers with children to apply for a semester of research sabbatical.
• Using the possibilities of proactive searching to fi nd female candidates for professorships as an acti-

ve way and means of increasing the proportion of women.
• Using of part of the (DFG) program allowance, the dean’s fund for equal opportunity measures, and 

funding for student assistants to relieve the faculty equal opportunity representative.
• Offering the faculty equal opportunity representative a reduced teaching load (four contact hours) 

upon request, e.g., with funds from the faculty executive board or the faculty.

The proportion of female student assistants is 29%. An increase would be desirable, but diffi cult, since 
the faculty generally hires all qualifi ed applicants. The central problem lies in the transition to doctoral 
studies: The proportion of doctoral degrees earned by females in the period 1997–2003 was approximate-
ly 12%, and this fi gure did not change in the period 2004–2006. However, the point at which the propor-
tion of females plummets is not the completion of the doctoral degree but the beginning of the dissertati-
on project.

In comparing the proportion of female graduates in the fi eld of physics for the periods 1997 to 2003 and 
2004 to 2007, one notices that it increased from 6 to 14% in the diplom degree program. The teaching 
degree program saw an increase from 16 to 22%, although these fi gures do not include graduates who 
studied physics as a minor fi eld. At the level of doctoral degrees, the proportion of women increased from 
5 to 15% in the same period. This data indicates that there is a clear positive trend among beginning stu-
dents, 33% of them being females. Also positive is the fact that the proportion of females who completed 
doctoral degrees in the fi eld of physics is not signifi cantly lower than that of graduates of the diplom and 
teaching degree programs. Women are underrepresented at the level of professors and employees with 
civil servant status (A13 to A16 positions) at the Institute of Physics in comparison to the proportion of 
female doctoral candidates and students. In view of the long turnover period, however, this should be 
interpreted as a consequence of the low proportion of women at all levels in the last 10–15 years.

Target

Five professors from the Institute of Mathematics (C2–C4 and W3 chairs) will reach retirement age bet-
ween 1 Oct. 2009 and 30 Sept. 2014. A successor for one of these positions (C2 position, NF Lerche) has 
already been appointed, and the position is being funded by the Federal Ministry of Education and Re-
search (BMBF) and the Institute of Mathematics until the current holder of the chair retires. Three of the 
other positions will not be fi lled in the period under study if the current holders of the chairs apply to post-
pone their retirement and the faculty approves their applications. Consequently, it is possible that only 
one of these positions will become free during the period under study, and it thus does not seem prudent 
to set a target for the proportion of women. The faculty will of course undertake a proactive search for 
female candidates in these appointment procedures as a means of increasing the proportion of women 
at the professorial level. At the moment the Institute of Mathematics does not have a junior professorship. 
The Institute of Mathematics aims to raise the proportion of females in mid-level faculty positions to 30% 
by the time the university’s structural and developmental plan for the years 2009–2014 comes to an end. 
This would be roughly equivalent to the current proportion of females among graduates of the diplom 
degree program (as only a small minority of students in the teaching degree program write their fi nal the-
sis in mathematics, the number of them that go on to pursue a doctoral degree in this fi eld is negligible). 
Hence, the Institute of Mathematics has set itself a very ambitious goal for the fi rst level at which there is 
a signifi cant decrease in the proportion of women. Five professors from the Institute of Physics (C2–C4 
and W3 chairs) will also reach retirement age between 1 Oct. 2009 and 30 Sept. 2014. Due to the low 
amount of women at this level of qualifi cation in physics, however, it is often very diffi cult to fi nd suitable 
female candidates for a professorship in a specialized area of the fi eld.
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 E13Ü 20,26 16,26 4,00 20%   

 E13 9,60 6,00 3,60 38%   

 E12 0,50 0,50 0,00 0%   

 sum 

Third-party 

funded 

Positions 

35,36 25,76 9,60 27% not foreseeable 50% 

Studies and Research Status Quo Declarations of Intent

total males females females in 

%

b) on targeted proportion of women in studies 

and research by 2014 in %

Beginning 

students

WS 

2007/2008

295 148 147 49,83 50% 

Students WS 

2007/2008

1.260 660 600 47,62 50% 

Graduates WS 

2007/2008

91 47 44 48,35 50% 

Doctoral 

degrees

PJ 2007 56 37 19 33,93 50% 

Habilita-

tions

KJ 

2003-2007

8 7 1 12,50 50% 

1 
Qualitative Commentary

Status Analysis

In general, the proportion of women in the fi elds of chemistry and earth sciences has risen in the past 
years and is now nearing the 50% mark. Females have been clearly in the majority in pharmacy for years.
At the level of graduates (diplom, state examination, doctorate), the proportion of women has been on the 
decline, a trend that may be put down to the high dropout rate. 

28) The section “Employees in Academic Positions” includes statistical data on the status quo at the faculty in full-time equiva-
lents (FTE) as of 1 Dec. 2007. The section “Studies and Research” shows statistics for beginning students (1st fi eld, 1st course of 
study), students (1st fi eld, 1st course of study), and graduates (1st fi eld, 1st–3rd course of study) in WS 2007/08 as well as for doctoral 
degrees in the academic year 2007 and habilitations in the calendar years 2003– 2007. See also: www.verwaltung.uni-freiburg.de/
statdaten→Frauenanteile; Statistik-Übersichten für den Gleichstellungsplan.

2.8 Equal Opportunity Plan of the Faculty of Chemistry, Pharmacy, and Earth Sciences 28 
 [Passed by the dean as the faculty equal opportunity plan in an expedited decision on 28 May 2009; pre-
sented to the faculty council on 9 July 2009.]

Employees in 

Academic Positions 

(as of 1 Dec. 2007)

Status Quo of Employee Structure Development of 

Positions 

Declarations of Intent

total 

FTE 

males

FTE

females

FTE

females

in %

Replacements or 

new positions 2009 

-2014

a) on fi lling free 

positions with female 

applicants in %

R e g u l a r 

Positions

C4 10,25 10,25 0,00 0% 1 50%

 C3 12,00 10,00 2,00 17%   

 C2 1,00 1,00 0,00 0%   

 C1 2,00 2,00 0,00 0%   

 sum of  

C4-C1

25,25 23,25 2,00 17% 1 50%

 W329 3,00 3,00 0,00 0%   

 W2     1 100%

 W1      

 sum of  

W3-W1

3,00 3,00 0,00 0% 1

 

100%

 A16      

 A15 1,00 1,00 0,00 0% 1 0%

 A14 5,00 3,00 2,00 40% 1 100%

 A13 11,00 6,00 5,00 45%   

 sum of  

A16-A13

17,00 10,00 7,00 41% 2 50%

 E15Ü      

 E15 2,00 2,00 0,00 0%  

 E14 15,00 13,00 2,00 13%  

 E13Ü 41,24 26,83 14,41 35%   

 E13 14,00 8,50 5,50 39%   

 E12       

 sum of  

E15Ü-E12

72,24 50,33 21,91 30% not foreseeable 50% 

Third-

party 

funded 

Positions

E15Ü       

 E15 2,00 1,00 1,00 50%   

 E14 3,00 2,00 1,00 33%   
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2.9 Equal Opportunity Plan of the Faculty of Biology 30  
[Passed by the dean as the faculty equal opportunity plan in an expedited decision on 15 Dec. 2008; amen-
ded by the faculty council on 25 June 2009.]

Employees in Academic 

Positions (as of 1 Dec. 

2007)

Status Quo of Employee Structure Development of 

Positions

Declarations of Intent

total 

FTE 

males

FTE

females

FTE

females

in %

Replacements or 

new positions 2009 

-2014

a) on fi lling free 

positions with female 

applicants in %

R e g u l a r 

Positions

C4 11,00 11,00 0,00 0%   

 C3 9,00 8,00 1,00 11%   

 C2 5,00 5,00 0,00 0%   

 C1 11,00 10,00 1,00 9%   

 sum of  

C4-C1

36,00 34,00 2,00 6%   

 W331 4,00 4,00 0,00 0% 12  

 W2     2

 W1 1,00 1,00 0,00 0% 2

 sum of  

W3-W1

5,00 5,00 0,00 0% 16 50 %

 A16      

 A15      

 A14 4,00 4,00 0,00 0% 0  

 A13 9,00 7,00 2,00 22% 7  

 sum of  

A16-A13

13,00 11,00 2,00 15% 7 50 %

 E15Ü      

 E15 1,00 1,00 0,00 0%  

 E14 2,50 1,50 1,00 40%  

 E13Ü 13,92 10,00 3,92 28%  

 E13 6,09 3,68 2,41 40%   

 E12       

 sum of  

E15Ü-E12

23,51 16,18 7,33 31% 14 50 %

Third-

party 

funded Po-

sitions

W3 Deputy 

Professor-

ship

1,00 1,00 0,00 0%   

 E15Ü       

The actual break occurs in the transition from the doctoral phase to higher-level qualifi cation. The faculty 
is currently hosting an Emmy Noether Scholarship recipient and a Margarete von Wrangell Scholarship 
reciepient. Furthermore, there are two female postdocs who are considering whether they want to conti-
nue pursuing an academic career at the university. This statistic shows clearly that only few women pur-
sue an academic career after completing a doctoral degree. This is the real reason why women are 
clearly underrepresented at the professorial level.

Target

The Faculty of Chemistry, Pharmacy, and Earth Sciences aims to increase the proportion of women sig-
nifi cantly, particularly the number of female professors and early-stage researchers who wish to gain 
professorial qualifi cation. A total of approximately eight professorships (W1–W3) will become vacant in 
the years 2009–2014. The Faculty of Chemistry, Pharmacy, and Earth Sciences aims to appoint females 
to at least half of these chairs.

Measures for Increasing the Proportion of Women

• Proactive search for suitable female candidates for the W-level professorships.
• More active efforts to identify women who seem suited for an academic career.
• The faculty will ensure that 1/4 to 1/3 of the 6–8 applicants invited to give a lecture in application pro-

cedures are women. 

In the Future

• Appointment of more external experts to serve in appointment committees.
• Relief for women engaged in committee work.
• Introduction of mentoring for female students and junior researchers (e.g., participation in Futura 

Mentoring).

1 

29) Includes one W3 deputy professor, 1 FTE, male.
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Qualitative Commentary

Status Analysis

The proportion of women among beginning students of biology (diplom and state examination) is at 65%. 
More than half of the graduates of the diplom degree program are also female (56%). Although half of the 
doctoral candidates were women in 2007, the number of female researchers at the next level of qualifi ca-
tion, i.e., on the path to the habilitation or employed in equivalent positions, is low (15%, 2 of 13 positions; 
data from the faculty). No woman completed a habilitation at the Faculty of Biology in 2007. There were 
also no female senior lecturers (C2) in 2007, and only one professor out of a total of 23 was female (4%). 
Women are clearly underrepresented at these levels of qualifi cation. One recipient of an Emmy Noether 
Scholarship is currently working at the faculty. This statistic shows clearly that only few women pursue an 
academic career in the fi eld of biology after completing a doctoral degree.

Target

The Faculty of Biology aims to increase the proportion of women signifi cantly at all levels of qualifi cation, 
particularly the number of female professors and early-stage researchers who wish to gain professorial 
qualifi cation. In addition, however, it will be necessary to increase the number of women in A13 and A14 
positions (currently 15%); the goal is 50%.
A total of 16 professorships (W1–W3) will become vacant in the years 2009–2014. The Faculty of Biology 
aims to appoint females to at least half of these chairs.

Measures for Increasing the Proportion of Women

• Proactive search for suitable female candidates for the W3 chair in the genetics of prokaryotes, which 
will become vacant in 2010, as well as for other professorships.

• The faculty will ensure that 1/3 to 1/2 of the 6–8 applicants invited to give a lecture in application pro-
cedures are women.

• Most research groups at the faculty offer fl exible working hours and telecommuting.
• The faculty is making efforts to schedule conferences, lectures, and other meetings at family-friend-

ly times.
• The faculty’s own day care center “Biolino” (a model institution: housed at the Faculty of Biology in 

the immediate vicinity of the parents’ workplaces and also open to female junior researchers at the 
faculty). As the past few appointment procedures conducted by the faculty have shown, the availabi-
lity of an in-house day care center with suffi cient capacities is a major selling point in attracting fi rst-
class researchers to the faculty).

 E15 3,00 2,00 1,00 33%   

 E14 3,00 2,00 1,00 33%   

 E13Ü 49,58 34,00 15,58 31%   

 E13 35,95 17,70 18,25 51%   

 E12 3,50 1,50 2,00 57%   

 sum 

Third-party 

funded 

Positions 

96,03 58,20 37,83 39% not foreseeable 50 %

Studies and Research Status Quo Declarations of Intent

total males females females in 

%

b) on targeted proportion of women in studies 

and research by 2014 in %

Beginning 

students

WS 

2007/2008

206 72 134 65 % 65 %

Students WS 

2007/2008

1.179 476 703 60 % 60 %

Graduates WS 

2007/2008

96 45 51 53 % 60 %

Doctoral 

degrees

PJ 2007 81 41 40 49 % 50 %

Habilita-

tions                 

KJ 

2003-2007

18 15 3 17 % 50 %

1 

30) The section “Employees in Academic Positions” includes statistical data on the status quo at the faculty in full-time equiva-
lents (FTE) as of 1 Dec. 2007. The section “Studies and Research” shows statistics for beginning students (1st fi eld, 1st course of 
study), students (1st fi eld, 1st course of study), and graduates (1st fi eld, 1st–3rd course of study) in WS 2007/08 as well as for doctoral 
degrees in the academic year 2007 and habilitations in the calendar years 2003– 2007. See also: www.verwaltung.uni-freiburg.de/
statdatengFrauenanteile; Statistik-Übersichten für den Gleichstellungsplan.
31) Includes one W3 deputy professor, 1 FTE, male
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2.10 Equal Opportunity Plan of the Faculty of Forest and Environmental Sciences 32  
[Passed by the faculty council as the faculty equal opportunity plan on 28 July 2008; amended by the dean 
in an expedited decision on 7 July 2008.]

Employees in 

Academic Positions (as 

of 1 Dec. 2007)

total 

FTE

males

FTE

females

FTE

females

in %

Replacements or 

new positions 2009 

-2014

a) on fi lling free 

positions with female 

applicants in %

R e g u l a r 

Positions

C4 12,00 12,00 0,00 0% 6

 C3 7,00 5,00 2,00 29% 3

 C2 0 0 0 0% 1  

 C1 2,80 1,80 1,00 36% 4  

 sum of  

C4-C1

21,80 18,80 3,00 14% 14  

 W333 6,50 5,00 1,50 23% 9 6 positions, 67%

 W2      

 W1     5 4 positions, 80%

 sum of  

W3-W1

6,50 5,00 1,50 23% 14 10 positions, 71%

 A16      

 A15 0,00 0,00 0,00 0%  

 A14 5,50 5,50 0,00 0% 3 2 positions, 67%

 A13 10,00 10,00 0,00 0% 4 2 positions, 50%

 sum of  

A16-A13

15,50 15,00 0,00 0% 7 4 positions, 57%

 E15Ü      

 E15      

 E14 6,70 6,70 0,00 0% 3

 E13Ü 9,75 7,75 2,00 21% 13

 E13 11,23 7,50 3,73 33%  

 E12       

 sum of 

E15Ü-E12

27,68 21,95 5,73 21% 16 11 positions, 69%

Third-par-

ty funded 

Positions

E15Ü       

 E15 1,00 0,00 1,00 100%   

 E14 0,75 0,75 0,00 0%   

 E13Ü 12,77 8,52 4,25 33%   

In the Future

• Expansion of the day care center “Biolino” from its current capacity for 10 children to 30 children in 
its own building.

• As soon as the plans for expanding the faculty’s own day care center Biolino have been fi nalized, the 
faculty will mention the day care center in its job postings. 
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Qualitative Commentary

Status Analysis

The proportion of female students (fi rst major fi eld) is on the rise – in comparison to the other fi elds in the 
area of natural sciences and technology – and was at 41% in WS 2007/2008. The proportion of females 
among beginning students in WS 2007/2008 was at 46%. The proportion of female student assistants is 
48%.
The proportion of females who completed doctoral degrees has fl uctuated between 10% (2000) and 37% 
(2006) in the past ten years. At 32% overall (2007, see table), the proportion of women at the Faculty of 
Forest and Environmental Sciences corresponds to that in technical and natural science fi elds in general, 
with the exception of biology, which has achieved a signifi cantly higher proportion in the past years (part-
ly over 50%). 20 habilitations were completed at the faculty between 2000 and 2007, but only two of them 
by women. This is comparable to the situation in other technical and natural science fi elds.
The proportion of women among mid-level faculty is at 21%. However, the proportion is at 47% percent 
in the area of third-party-funded positions, while it is only at 21% for regular TVL positions. There is cur-
rently not a single woman holding a senior faculty position in the range A13–16 (total of 15 positions) (see 
table). One of a total of 2.8 C1 positions is held by a woman (see table).
Women are currently much more strongly underrepresented at the level of professorships (C4, C3, W3, 
not including deputy positions). Out of a total of 21 professors at the faculty, two women have C3 positions 
and one woman has a W3 position (14%). This proportion is higher than average in mathematics, techni-
cal fi elds, and the natural sciences (6%), but is signifi cantly lower than the proportion of females in the 
humanities and the social sciences (20% in 2007)

Target

The faculty intends to increase the proportion of female faculty members at all levels of qualifi cation. In 
particular, the faculty is aiming at a proportion of 67% females for the nine W3 professorships due to be-
come vacant by 2014. Further, the faculty aims to increase the proportion of women in senior faculty 
positions. While the proportion of female students is currently at around 40%, that of female professors 
is only at 14%. The faculty will actively seek out suitable female candidates for the appointment of vacant 
professorships in a proactive appointment procedure (see below).
The faculty was successful with its proposal for an accelerated professorial appointment (chair in forest 
utilization) in the 2008 Female Professor Program of the federal and state governments. The position was 
fi lled in November 2009 with a woman (W3) (see above). Women will also increasingly be taken into con-
sideration for permanent mid-level faculty positions.
The faculty also aims to maintain the current high proportion of females among student assistants and 
tutors.

 E13 35,20 17,52 17,68 50%   

 E12 0,40 0,00 0,40 100%   

 sum 

Third-party 

funded 

Positions

50,12 26,79 23,33 47% not foreseeable not foreseeable

Studies and Research Status Quo Declarations of Intent

total males females females in 

%

b) on targeted proportion of women in studies 

and research by 2014 in %

Beginning 

students

WS 

2007/2008

186 100 86 46 % 50%

Students WS 

2007/2008

1.012 598 414 41 % 45%

Graduates WS 

2007/2008

135 85 50 37 % 40%

Doctoral 

degrees

PJ 2007 31 21 10 32 % 40%

Habilita-

tions

KJ 

2003-2007

14 13 1 7 % 20%

1

34) As of 1 Dec. 2007. See http://www.verwaltung.uni-freiburg.de/statdaten/→Frauenanteile→Statistik-Übersichten für den Gleichste
llungsplan→Beschäftigungsübersicht pro Fakultät→Tabellenblatt: wissenschaftliche Hilfskräfte Köpfe.
35) See http://www.verwaltung.uni-freiburg.de/statdaten/ →Promotionen →Tabelle: Promotionen in den Prüfungsjahren 1998 bis 
2008 nach Fakultäten und Studienfächern (gesamt, männlich, weiblich, weiblich in %).
36) See appendix: Strategic Concept for Equal Opportunity for the Years 2008–2011, page 48.
37) See http://www.verwaltung.uni-freiburg.de/statdaten/ →Habilitationen →Tabelle: Habilitationen seit 1998 - 2008 nach Fakultäten 
männlich, weiblich, w in %).
38) See appendix: Strategic Concept for Equal Opportunity for the Years 2008–2011, page 49.
39) Includes 3.5 deputy professorships, regular positions in the C1, C2, TVL, and A salary brackets, and third-party-funded positions 
(see above table).
40) See appendix: Strategic Concept for Equal Opportunity for the Years 2008–2011, pages 50 and 54.
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In the Future

• Development of a concept for structural development and appointments that specifi es priorities; se-
lection of at least two women as candidates for the professorships due to become vacant in the next 
three years.

• Appointment of more external experts to serve in appointment committees.
• Increase in the proportion of women serving as voting members in committees, particularly in ap-

pointment committees, examination committees, and structural committees.
• More females from other faculties and/or other institutions should be invited to serve on appointment 

committees until the faculty succeeds in increasing the proportion of female professors.
• Establishment of mentoring for female students and early-stage researchers (in close cooperation 

with the university’s Futura Mentoring Program).
• Establishment of day care facilities at the faculty (Due to the ongoing renovation work on Herder Buil-

ding, it is currently not possible to realize the idea of opening a full-fl edged day care center. Following 
the completion of these renovations, the faculty will develop these ideas and plans further in close 
cooperation with the central Family Service of the University of Freiburg).

Measures for Increasing the Proportion of Women

• Relief for the faculty’s equal opportunity representative through a student assistant with at least 20 
hours per month or a decrease in teaching load.

• Participation of the faculty equal opportunity representative in an advisory capacity in sessions of 
faculty committees.

• Adherence to the “Guidelines for Appointment Procedures at the University of Freiburg to Promote 
Female Human Resources Development” in appointment procedures and other hiring procedures.

• Proactive search for qualifi ed female candidates and personal encouragement to apply.
• Active search for and nomination of suitable female candidates for research prizes in order to promo-

te the work of female early-stage researchers.
• Active search for suitable women to apply for funding programs for the academic qualifi cation phases 

(doctorate, habilitation); encouragement and support during the application process.
• Consideration for familial burdens in the scheduling of fi nal examinations, disputations, and due dates 

for fi nal theses in the degree programs offered by the faculty.
• More understanding for the situation of students with children in the scheduling of parallel courses, 

internships, and excursions.
• Flexible working conditions for female and male researchers.
• Measures against sexual harassment and other forms of discrimination: Like the university as a who-

le, the faculty vehemently condemns all forms of sexual harassment and other discrimination. It fol-
lows the goal of creating a work and study environment characterized by mutual respect and regard 
for the dignity of employees and students.

• Support for consciousness-raising activities initiated by the faculties and the offi ce of the equal op-
portunity representative. (e.g., lecture series, informational events, further training programs). The 
dean’s offi ce reserves a pool of at least 500 euros per year in funding for this purpose.

• Adherence to gender-neutral language use in course descriptions, examination regulations, and other 
announcements.

• The faculty advocates the increased inclusion of gender research in studies and examinations.
• An adequate selection of gender research literature will be made available at the departmental libra-

ries.
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 E15 2,00 2,00 0,00 0%   

 E14 2,00 1,00 1,00 50%   

 E13Ü 67,83 60,13 7,70 11%   

 E13 43,10 37,40 5,70 13%   

 E12 4,75 4,75 0,00 0%   

 sum 

Third-party 

funded 

Positions

120,68 106,28 14,40 12% not foreseeable 20%

Studies and Research Status Quo Declarations of Intent

total males females females in 

%

b) on targeted proportion of women in studies 

and research by 2014 in %

Beginning 

students

WS 

2007/2008

230 184 46 20 % 20%

Students WS 

2007/2008

1.121 983 138 12 % 20%

Graduates WS 

2007/2008

90 76 14 16 % 20%

Doctoral 

degrees

PJ 2007 29 25 4 14 % 15%

Habilita-

tions

KJ 

2003-2007

11 10 1 9 % 15%

1 

41) The section “Employees in Academic Positions” includes statistical data on the status quo at the faculty in full-time equivalents 
(FTE) as of 1 Dec. 2007. The section “Studies and Research” shows statistics for beginning students (1st fi eld, 1st course of stu-
dy), students (1st fi eld, 1st course of study), and graduates (1st fi eld, 1st–3rd course of study) in WS 2007/08 as well as for doctoral 
degrees in the academic year 2007 and habilitations in the calendar years 2003– 2007. See also: www.verwaltung.uni-freiburg.de/
statdaten→Frauenanteile; Statistik-Übersichten für den Gleichstellungsplan.
42) Includes one W3 deputy professor, 1 FTE, male.

2.11 Equal Opportunity Plan of the Faculty of Engineering 41

[Passed by the faculty council as the faculty equal opportunity plan on 3 July 2008; amended on 18 June 
2009.]

Employees in 

Academic Positions

(as of 1 Dec. 2007)

Status Quo of Employee Structure Development of 

Positions

Declarations of Intent

gesamt

VZÄ

Männer

VZÄ

Frauen

VZÄ

Frauen  in 

%

2009-2014

frei werdende & neu 

zu besetzende 

Stellen

a) zur Besetzung der 

frei werdenden Stellen 

mit

Wissenschaftlerinnen in 

%

R e g u l a r 

Positions

C4 15,00 14,00 1,00 7%   

 C3 4,00 4,00 0,00 0%   

 C2       

 C1 3,00 3,00 0,00 0%   

 sum of  

C4-C1

22,00 21,00 1,00 5%   

 W342 11,00 9,00 2,00 20% 1 100%

 W2      

 W1 1,00 1,00 0,00 0% 4 25%

 sum of  

W3-W1

12,00 10,00 2,00 17% 5 40%

 A16      

 A15 1,00 1,00 0,00 0%  

 A14 2,00 2,00 0,00 0%   

 A13 16,30 16,30 0,00 0% ca. 10 20%

 sum of 

A16-A13

19,30 19,30 0,00 0% ca. 10 20%

 E15Ü      

 E15      

 E14 1,00 1,00 0,00 0%  

 E13Ü 48,76 42,26 6,50 13%  

 E13 6,05 6,05 0,00 0%   

 E12 3,50 2,00 1,50 43%   

 sum of  

E15Ü-E12

59,31 51,31 8,00 13% 20 appointments 

per year

20%

Third-par-

ty funded 

Positions

W3 Deputy 

Professor-

ship 

1,00 1,00 0,00 0%   

 E15Ü       
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• In order to encourage and strengthen female students and doctoral candidates in their career choice 
(in a profession at or outside of the university), the Faculty of Engineering is participating in the uni-
versity-wide Futura Mentoring Program. In this program, mentees receive advising and support in 
their career development from a female with professional experience (mentor). The mentoring is 
complemented by a university-wide seminar program and networking events. To enable participation 
in this program, the faculty is providing funding to allow the degree program coordinator to supervise 
the program with a part of her working hours.

• Mentoring at IMTEK: Every newly enrolled female student receives a female professor as a mentor.
• The faculty is planning a day care center with capacity for 50 children on the airfi eld campus together 

with the University Medical Center.
• The faculty advocates giving female early-stage researchers with children the opportunity to take 

research sabbatical. This offer will be open to women who are already raising a child as well as to 
those who give birth to a child during this phase. It will be possible to receive one semester of research 
sabbatical for each child.

• The faculty actively supports family-friendly scheduling of events and meetings, fl exible working 
hours, part-time work, and telecommuting.

• The faculty will implement the “Guidelines for Appointment Committees” issued by the Rectorate. One 
of the central provisions of these guidelines is proactively approaching qualifi ed female candidates.

Qualitative Commentary

Status Analysis

A study by the Competence Center for Women in Science and Research CEWS found that while the pro-
portion of female students in engineering fi elds is low, in contrast to other fi elds it remains relatively con-
stant at all levels of academic qualifi cation at the university.
The Faculty of Engineering can confi rm this effect for its fi elds, computer science and microsystems tech-
nology. There are no major breaks between the various levels of qualifi cation. The only exception is the 
group of employees in the A salary bracket. There is currently no female with a position in this salary 
bracket.

Target

The faculty aims to reach a proportion of 20% female employees in temporary positions in the A salary 
bracket by 2014. However, the main emphasis will be placed on increasing the proportion of female stu-
dents at the faculty, as this forms the basis for raising the proportion of females at all other levels of qua-
lifi cation. The faculty has set itself the goal of raising the proportion of female students in its fi elds to 20% 
by 2014.
Studies by the Faculty of Engineering have shown that the average proportion of beginning female stu-
dents who go on to complete their studies is higher than that of beginning male students. The faculty’s 
prize committee will continue to nominate the best female students and doctoral candidates for prizes in 
order to maintain the proportion of 20% female prize winners in the medium term.
Only one W3 professorship will become vacant in the period under study. The faculty will conduct a proac-
tive search to fi nd suitable female candidates. This results in a value of 100% on the table. However, it 
might be diffi cult to achieve this. If it is not feasible to appoint a female to this chair, the Faculty of Engi-
neering will make all efforts to appoint a woman to any other professorships that become vacant in the 
coming years.

Measures to Increase the Proportion of Women

• Support for equal opportunity work through a reduced teaching load of two contact hours for the fa-
culty equal opportunity representative.

• Yearly participation in the trial course of study for female school students.
• The faculty will send female and male professors to secondary schools in Freiburg and the region as 

sponsors. This initiative will also be used to provide information on the degree programs offered by 
the faculty. 

54 55



Albert-Ludwigs-Universität Freiburg

Rektorat
Fahnenbergplatz
D-79085 Freiburg
www.uni-freiburg.de 


