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Currently, Finland occupies third place in the Global Gender Gap Index (see Figure 1) and is the highest
ranked country in the European Union in terms of gender equality.1 Finland is also one of just four
countries that have fully closed the gender gap in both the Educational Attainment sub-index and the
Health and Survival sub-index. Likewise, it is ranked second after Iceland for equality of political
empowerment, and eighth for economic participation and opportunity. However, although Finland has
succeeded in closing the gender gap in education and health, this does not mean that the country
should not still concentrate on gender equality problems in education and health, because the indexes
above are typically based on certain information, but may not take other important issues into account.2
However, the results imply that equality is taken seriously in Finland; for example, it is mandatory to
have an equality plan in every educational institution and organisation with over 30 regular employees.3
What is notable is that Finland and Norway have been steadily progressing equality, and the gender
gap has been reduced by 5% in the last ten years, while other Nordic countries have been showing less
progress. However, it is noteworthy that during the last ten years, the Nordic countries overall have
achieved the smallest gender gap. Finland is also a top-performing country in terms of the ministerial
positions indicator, and women make up 63% of its government (World Economic Forum, 2015).
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The University of Turku cites equality as one of its basic premises. Specifically, the university has an
approved equality plan that must be renewed at least every three years. In addition, it has an equality
committee and two equality planning officers, one for disabilities and one for other equality issues,
including gender issues.
According to the university’s Strategy 2016–2020 report,4 changes have taken place in its operating
environment that have posed special challenges for leadership and management. In fact, it has been
acknowledged that personnel management plays a crucial role in the well-being of the work
community. People enjoy their work more if they accept the aims of their work, consider the
procedures correct, can influence the content of their work, and feel that they are treated fairly. To
address these requirements, those selected for managerial positions should undergo suitable
supervisor and leadership training, as suggested by the equality board. Recognising and actively
preventing discrimination requires supervisors to know how seemingly neutral matters in working life
and organisations lead or may lead to a situation where women and men, or other groups potentially
vulnerable to discrimination, are treated differently in reality in the everyday practices of the
community.
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Figure 1.Finnish Gender Gap Index 2015 Scorecard (World Economic Forum, 2015 p.172)
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National gender equality regulations in Finland5
Equality is a civil right and is protected by different legislation and laws in Finland, as follows:
•

The Constitution of Finland (731/1999)

•

Finland’s Non-Discrimination Act (21/2004)

•

Finland’s Anti-Discrimination Directive (2000/43/EY)

•

EU Directive on Equal Treatment in Employment and Occupation (2000/78/EY)

•

Finland’s Act on Equality between Women and Men (609/1986)

•

Finland’s Employment Contracts Act (55/2001)

•

Finland’s Occupational Safety and Health Act (738/2002)

In accordance with Section 6 of the Constitution of Finland (731/1999), everyone is equal
before the law. This provision includes the prohibition of arbitrary treatment and the demand
for similar treatment in similar cases (the principle of equality). In addition to de jure equality,
the provision expresses the idea of de facto equality. The Constitution also includes a ban on
discrimination; specifically, no one should, without an acceptable reason, be treated differently
from anyone else on the grounds of sex, age, origin, language, religion, conviction, opinion,
health, disability or any other reason. The list of grounds for discrimination is not exhaustive.
In addition, the Constitution states that the equality of the sexes is promoted in societal activity
and working life, especially in the determination of pay and other terms of employment, which
are outlined in more detail in the acts. The public authorities are responsible for securing the
realisation of civil and human rights.
On the level of legislation, a central law that ensures and advances the equality of people is the
Non-Discrimination Act (21/2004). The Non-Discrimination Act puts into effect the so-called
Anti-Discrimination Directive (2000/43/EY) and the Directive on Equal Treatment in
Employment and Occupation (2000/78/EY) of the European Community. The purpose of these
directives is to realise the principle of equal treatment of people in all member states of the
European Union. The Act on Equality between Women and Men (609/1986) is concerned with
gender equality and also puts into effect many EU regulations.
The Employment Contracts Act (55/2001) includes the prohibition of discrimination directed
towards the employer, as well as provisions on the equal treatment of employees. Chapter 2,
Section 2 of the Employment Contracts Act provides that the employer should not exercise any
unjustified discrimination against employees on the basis of age, health, disability, national or
ethnic origin, nationality, sexual orientation, language, religion, opinion, belief, family ties,
trade union activity, political activity or any other comparable circumstance. The prohibition of
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discrimination based on gender is covered by the provisions of the Act on
Equality between Women and Men.
The definition of discrimination in the Employment Contracts Act, the prohibition of
countermeasures, the burden of proof in cases of discrimination, and the compensations are
laid down in the Non-Discrimination Act (1325/2014). This legislation also includes provisions
for the justification of conduct not classified as discrimination. The Employment Contracts Act
provides separately for the equal treatment of those in fixed-term and part-time employment
relationships, and the employer’s obligation to treat employees equally in other respects also.
The Occupational Safety and Health Act (738/2002) obliges the employer to take measures if
harassment or other inappropriate treatment of an employee occurs at work. In addition,
employees should avoid harassment and any other inappropriate treatment of other
employees. In the Penal Code of Finland (39/1889), discrimination and industrial discrimination
are also punishable acts.

The Non-Discrimination Act
The purpose of the Non-Discrimination Act is to foster and safeguard equality, and to enhance
the protection provided by law to those who have been discriminated against. In accordance
with the Non-Discrimination Act, the authorities shall seek purposefully and methodically to
foster equality and to consolidate the administrative and operational practices that will ensure
the fostering of equality in preparatory work and decision making. In particular, the authorities
must address any circumstances that prevent the realisation of equality.
Each authority should draw up an equality plan to foster ethnic equality. The plan can also be
prepared to cover other prohibited bases for discrimination mentioned in the Act, such as
religion or belief, language, age, disability and sexual orientation. The plan defines the aims,
content and means of the equality work of the authority, as well as the follow-up of results.
The Non-Discrimination Act applies to both public and private activities, such as those in the
following contexts:
•

Recruitment conditions, employment and working conditions, personnel training and
promotion

•

Access to training, including advanced training and retraining, and vocational guidance

•

Membership and involvement in an organisation of workers or employers

The Non-Discrimination Act does not apply to the following:
•

The aims or content of education or the education system

•

The provisions governing entry into and residence in the country by foreigners

•

The placing of foreigners in a different role for a reason deriving from their legal status
under the law

In accordance with the prohibition of discrimination in the Non-Discrimination Act, nobody may
be discriminated against on the basis of age, ethnic or national origin, nationality, language,
religion, belief, opinion, health, disability, sexual orientation or other personal characteristics.
Also, nobody may be placed in an unfavourable position or treated in such a way that they
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suffer adverse consequences because of having complained or taken action
to safeguard equality (the prohibition of countermeasures).
Prohibited discrimination means
•

the treatment of a person less favourably than the way another person is treated, has
been treated or would be treated in a comparable situation (direct discrimination);

•

that an apparently neutral provision, criterion or practice puts a person at a particular
disadvantage compared to other people, unless that provision, criterion or practice has
an acceptable aim, and the means used are appropriate and necessary for achieving
this aim (indirect discrimination);

•

the deliberate or de facto infringement of the dignity and integrity of a person or group
of people by the creation of an intimidating, hostile, degrading, humiliating or offensive
environment (harassment); or

•

an instruction or order to discriminate.

Conversely, some situations, such as the following, cannot be considered discrimination under
the Act:
•

A situation where there is an acceptable aim that takes into account the principles of
equal treatment for putting persons in different roles, and the means used are
appropriate and necessary for achieving this aim.

•

A procedure based on an equality plan, and intended to implement the intention of
the Act in practice.

•

Justified different treatment, in due proportion, that is founded on a genuine and
decisive requirement relating to a specific type of occupational activity and the
performance of said activity.

•

Different treatment based on age when it has a justified purpose that is objectively and
appropriately founded and derives from employment policy, labour market or
vocational training, or some other comparable justified objective, or when the
different treatment arises from age limits adopted for social security benefits.

According to the Act, specific measures are allowed, which are aimed at so-called positive
discrimination, or the prevention and reduction of the disadvantages caused by discrimination,
in order to achieve de facto equality.
According to the provision regarding burden of proof in the Non-Discrimination Act, if a person
who considers herself/himself to have been a victim of discrimination as referred to in the Act,
that person must provide information showing that the prohibition of discrimination has been
infringed. After this presumption of discrimination has arisen, the defendant must demonstrate
that the law has not been breached.
As a sanction for discrimination, a supplier of work, services, education or benefits can be
ordered to pay the injured party compensation for the suffering caused by discrimination or
countermeasures, which, at present, amounts to a maximum of EUR 16,430. This sanction aims
to ensure that the court changes or ignores contractual terms that are contrary to law. In
addition, there are penal provisions laid down in the Penal Code concerning discrimination and
industrial discrimination.
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Compliance with the Non-Discrimination Act in employment relationships, traineeships and
other comparable activities in the workplace is supervised by the occupational safety and
health authorities. The prohibition of discrimination based on ethnic origin in contexts other
than employment relationships is supervised by the Ombudsman for Minorities and the
Discrimination Board. The Ombudsman for Minorities may give guidance, advice and
recommendations, and may take the matter to the Discrimination Board. Also, a person who
considers herself or himself to have been a victim of discrimination based on ethnic origin can
apply to have the case brought before the Discrimination Board.

Act on Equality between Women and Men
In European Union law and in several international human rights agreements, the importance
of equality between women and men is particularly emphasised. There are several EU
directives and related regulations on this matter.
According to Section 6, Paragraph 4 of the Constitution of Finland, equality of the sexes is
promoted in societal activity and working life, especially in the determination of pay and in
other terms of employment. This regulation includes the requirement that public authorities
promote the equality of the sexes in societal activity and working life. It also includes the active
obligation for the public authorities to act in order to promote equality in society. On the level
of ordinary legislation, a central act concerning the equality of the sexes is the Act on Equality
between Women and Men (609/1986).
The Act on Equality between Women and Men concerns discrimination on the basis of gender.
The objective of the Act is to prevent discrimination based on gender, to promote equality
between women and men, and to improve the status of women, particularly in working life.
According to the Act, the authorities shall
•

promote equality between women and men in all their activities purposefully and
systematically;

•

create and consolidate administrative and operating practices that ensure the
advancement of equality between women and men in the preparatory work
undertaken on different matters and in decision making;

•

change the circumstances that prevent the attainment of gender equality.

The objective is to make equality mainstream, that is, to take the equality viewpoint into
account in all activities and decision making.
In accordance with the Act on Equality, every employer should
•

promote equality between women and men in their working lives in a purposeful and
systematic manner. For instance, employers must promote the equitable recruitment
of women and men to various jobs, offer them equal opportunities for career
advancement, promote equality between women and men in terms of employment,
and facilitate the reconciliation of working life and family life;

•

realise measures that advance gender equality, such as producing a gender equality
plan. If the gender equality plan is incorporated into a personnel plan, the plan is
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handled in a cooperation procedure carried out in accordance with the Act
on Co-operation within Undertakings.
According to the Act on Equality between Women and Men, educational institutions should
•

ensure that women and men have the same possibilities for education and vocational
development;

•

ensure that teaching, research and teaching materials promote the realisation of the
purpose of the Act;

•

prepare a gender equality plan in cooperation with staff and student representatives;

•

pay special attention to the attainment of gender equality in student selections, in
teaching and evaluating study performance, and in the measures implemented to
ensure the prevention and elimination of sexual harassment and gender-based
harassment.

The minimum content of the gender equality plan is defined in the Act on Equality between
Women and Men. The gender equality plan should include the following:
•

An assessment of the gender equality situation in the workplace, including details of
the employment of women and men in different jobs and a survey of the grade of jobs
performed by women and men, the pay for those jobs and any differences in pay

•

The necessary measures planned for introduction or implementation with the purpose
of promoting gender equality and achieving equality in pay

•

A review of the extent to which measures previously included in the gender equality
plan have been implemented, and the results achieved by those measures

The Act on Equality between Women and Men prohibits discrimination based on gender.
According to the prohibition of discrimination, both direct and indirect discrimination based on
gender are prohibited. In the Act, direct discrimination means
•

treating women and men differently on the basis of gender;

•

treating someone differently for reasons of pregnancy or childbirth.

In the Act on Equality, indirect discrimination means
•

treating someone differently by virtue of a provision, justification or practice that
appears to be gender neutral but where the effect of the action is such that the person
may actually find herself/himself in a less favourable position on the basis of gender;

•

treating someone differently on the basis of parenthood or family responsibilities.

The action (indirect discrimination) should not, however, be considered discrimination if it is
aimed at achieving an acceptable objective and if the chosen means are deemed appropriate
and necessary to achieve this objective.
Sexual harassment and gender-based harassment, and any order or instruction to engage in
discrimination based on gender will be considered discrimination under the Act on Equality
between Women and Men.
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Sexual harassment means unwanted verbal, non-verbal or physical conduct of a sexual nature
that has the purpose or effect of violating a person’s mental or physical integrity, especially by
creating an intimidating, hostile, degrading, humiliating or offensive environment.
Gender-based harassment means unwanted conduct that is based on a person’s gender but is
not of a sexual nature, which has the purpose or effect of violating that person’s mental or
physical integrity, and which creates an intimidating, hostile, degrading, humiliating or
offensive environment.
However, the following, for instance, are not considered discrimination based on gender as
defined in the Act on Equality between Women and Men:
•

Special protection of women because of pregnancy or childbirth;

•

Temporary, special actions based on a plan, which are for the purpose of promoting
effective gender equality and are aimed at implementing the objectives of the Act.

The Act on Equality also includes more detailed regulations, for instance, on gender
discrimination in recruitment, during the employment relationship or when it ends (Section 8);
countermeasures by the employer (Section 8a); discrimination in educational institutions
(Section 8b); harassment in the workplace (Section 8d) and discrimination in the provision of
goods and services (Section 8e).
In addition, the Act on Equality between Women and Men is based on the burden of proof,
which differs from the usual practice (Section 9a). A person who considers that she/he has been
a victim of discrimination based on gender must present facts to support the statement that
gender discrimination has taken place. After the presumption of discrimination has arisen, the
defendant, for example, the employer, must reverse the presumption by proving that there has
been no violation of equality between women and men, but that the action was carried out for
an acceptable reason and was not due to gender. Employers also have an obligation to report
on their actions (Section 10).
The sanction for breaking the prohibition of discrimination is compensation, currently
amounting to no less than EUR 3,470. In cases concerning employee recruitment, the
compensation payable will not exceed EUR 17,360 (Section 11, Section 12).
It is the responsibility of the Ombudsman for Equality and the Equality Board to supervise
compliance with the Act on Equality between Women and Men. If anyone believes that
discrimination has taken place against her or him according to the Act on Equality, she/he can
seek the advice of the Ombudsman for Equality to resolve the matter. The Ombudsman for
Equality can bring a case of conduct violating the regulations of the Act to the Equality Board
to handle. The Equality Board can, for example, prohibit anyone who has violated the antidiscrimination provisions in the Act from continuing or repeating the discriminatory practice, if
necessary, by imposing a fine as a penalty. The university’s equality committee does not have
such authority.
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Statistics on gender and gender disaggregated data
The statistics for personnel by gender, taken from a unit of the Information System Science
(University of Turku), are presented below. However, these statistics are derived from different
sources and may contain some inaccuracies. The reason for this is that in 2010, two universities,
the University of Turku and the Turku School of Economics, were amalgamated to form the
University of Turku. Because no coherent database was available to search for the statistics, a
manual search and a combination of databases were used to obtain these statistics.
Nevertheless, the statistics below give a good overall picture and are a fairly accurate
representation of the actual situation, despite not being flawless.
Proportion of female personnel
The proportion of female personnel has varied between 18% and 45% (see Figure 2), but there
is no clear reason for this fluctuating gender distribution. However, the low representation of
women in professor and lecturer roles is likely due to the fact that these are permanent
positions that have only been open on a few occasions (see Figure 3). In terms of positions for
postdoctoral researchers (and similar), women are much more widely represented, which
shows that the trend in this unit is more gender balanced. Nevertheless, no hasty assumptions
should be drawn from these statistics.
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Figure 2 Proportion of female personnel in ISS(Information system science,UTU)
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Figure 3 Proportion (%) of female personnel in ISS (Information system science, UTU), title based

It seems that the proportion of female students (see Figure 4) and degrees completed by
women (see Figure 5) is lower in this unit (Information system sciences) than in higher
education institutions in Finland generally (see Figure 6).
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Figure 4 Proportion (%) of female students in ISS (Information system science,UTU)
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Proportion (%) of degrees among
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Figure 5 Proportion (%) of degrees among female students in ISS (Information system science, UTU)

Proportion (%) of female students and
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universities
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Figure 6 Proportion (%) of female students and degrees among women in Finnish universities, derived
from the Open Database of Statistics, Finland (http://tilastokeskus.fi/index.html)

Organisation’s current gender equality plans and programmes
In all of its operations, especially in the recruitment context, the University of Turku strives to
provide a work and study environment in which nobody is discriminated against on the grounds
mentioned in the Non-Discrimination Act and the Act on Equality between Women and Men,
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or in any other way. The university implements the following measures to
safeguard gender equality in recruitment:
•

A public application procedure must be applied in the recruitment of personnel to the
university.

•

The principles of openness and transparency are followed in recruitment, which
promotes the realisation of equality.

•

The University of Turku supports equal opportunities for its staff in terms of work.

•

The University of Turku promotes the balanced placement of women and men in
different roles and offers them equal opportunities for career advancement.

•

Positive discrimination in recruitment must be considered when the field has a clear
(less than 40%) under-representation of one gender, when the applicants are either
equally qualified or nearly equally qualified, and when the prerequisites for the
procedure are otherwise fulfilled.

•

The university maintains an equal salary policy. Specifically, it must ensure that men
and women in the same job receive the same treatment in any evaluation of their
personal performance and how demanding their jobs are. In assessing personal
performance and how demanding a job is, and in distributing bonuses, the aim should
be equality, not just between men and women, but also in terms of different personnel,
ages, nationalities and job groups.

Equality plan for 2014–2016
The equality plan of the University of Turku6 contains an introduction and five chapters.
Chapter 1: Legislation
The equality plan of the University of Turku starts with a detailed description of the legislation
on which it is based. In Finland, educational institutions are obliged to publish equality plans
every year, but this can be extended to a maximum of three years.7 Likewise, all employers that
typically have over 30 employees are obliged to produce an equality plan containing the
following:
•

A report on the equality status of the organisation

•

The necessary measures planned for promoting gender equality and achieving equality
in pay

•

A review of how previous equality plans have been implemented and of the results
achieved

The definition of the above legislation is focussed on the Non-Discrimination Act (1325/2014)
and the Act on Equality between Women and Men (609/1986). However, it also briefly presents
the ideas contained in the Employment Contracts Act (55/2001), the Occupational Safety and
6
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Health Act (738/2002) and the Penal Code of Finland (39/1889), because
these acts regulate equality issues and thus work as a framework for the equality plan.
Chapter 2: University of Turku as a work and study environment
This chapter presents the key policies and practices in HR management as part of the
university’s strategy.8 The HR Excellence in Research logo, which was awarded by the European
Commission in June 2013, is a token of the University of Turku’s focussed and target-oriented
strategies on working conditions.9
In addition, this chapter includes a description of personnel and management, featuring
different statistics on the proportions of gender, role and other factors. Likewise, the student
population is described using various statistics, for example, the proportion of female students
and the degrees completed by women.
Chapter 3: Equality in studying, teaching and research
This chapter highlights the need for equality in studying, teaching and research. Essentially, the
university must treat everyone equally, regardless of background. Likewise, teaching and study
guidance must be available for everyone. All members of the university community are
encouraged to conduct research, and equality of recruitment should also be taken into
account.
Chapter 4: Factors that promote equality
This chapter focusses on the factors that promote equality in the University of Turku. First,
management is seen as key factor for the well-being of the working community. For managerial
positions, it is considered necessary for the appropriate supervisor and leadership training to
be provided. The management also needs to recognise and actively prevent discrimination, and
supervisors should be aware of how matters that appear neutral can lead to unequal treatment
between the genders in everyday practice. Second, recruitment is based on the principles
outlined in the Non-Discrimination Act and the Act on Equality between Women and Men. In
general, the aim is to ensure that study fields and contests match the interests of both genders
equally when it comes to recruiting students. Primarily, gender-favouring fields should not exist
in the University of Turku at all. Third, career advancement and salaries should be equal, and
this aspect is promoted by the equality plan. Positive discrimination10 is considered if there is a
clear imbalance between the genders (that is, if one gender has a representation of less than
40%) in cases where applicants are otherwise either equally or nearly equally qualified. Equality
also applies to the salary policy of the University of Turku, and this is monitored with the help
of national salary statistics. The university must ensure that men and women are treated
equally when their performance is analysed or when the level of effort involved in their tasks
is evaluated in yearly discussions with their superiors.

8
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Activities of the equality board in 2016 11
•

Modifications for the new plan are underway and will include information from the
latest survey of well-being in the University of Turku’s work and salary survey for
employees. Also, a survey carried out for first year students will be used for the new
plan.

•

Legislation changes will be analysed for the next equality plan (2017 onwards).
o

The new plan will be developed to meet the requirements of new legislation.

•

There is a need to replace surveys with workshops, because too many surveys in recent
times have caused frustration among employees at the university, which is affecting
the survey responses.

•

There has been a suggestion that gender-specific lavatories be replaced with unisex
lavatories, and doing a partial replacement would seem to be an easy and affordable
option.

Equality in University of Turku
Equality training for the staff
As part of human resources development, equality training is organised regularly in conjunction
with Åbo Akademi University.
Training aimed at those in supervisory roles covers information on university administration,
the development of interpersonal skills, and knowledge of equality matters.
The teaching staff’s ability to recognise and correct their possible discriminatory behaviour
towards students has been developed by incorporating this topic in the teaching of university
pedagogy. An equal relationship between staff and students is based on mutual respect.
Salary
The university maintains an equal salary policy, whereby it must ensure that men and women
in the same job receive the same treatment in any evaluation of their personal performance
and how demanding their jobs are. In such evaluations and in the distribution of bonuses, the
aim must be equality, not just between men and women, but also in terms of various personnel,
ages, nationalities and job groups.
The equality of the salary system at the university is underpinned by statistics. The equality
committee of the university follows the salary statistics annually and reports its findings to the
rector. Nationwide equality is also monitored, for example, with the help of national wage
statistics.
Recruitment, career advancement and the university’s administrative bodies

11
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A public application procedure is the main rule when recruiting personnel for the University.
The principles of openness and transparency are followed in recruitments, which promotes the
realization of equality.The University of Turku promotes the equal placement of women and
men in different positions and creates them equal opportunities for career advancement on all
levels. There is an obligation to consider positive discrimination when the field has a clear (less
than 40 %) under-representation of one gender, when the applicants are either equally.
qualified or nearly equally qualified and when the prerequisites for the procedure are
otherwise fulfilled.
In performance appraisals, improvements in working conditions and the duties of both men
and women are taken into account equally. When evaluating career advancement, maternity,
paternity and parental leave, as well as childcare leave, must be taken into account.
The University of Turku encourages an equal number of women and men to be nominated as
candidates for election to the university’s administrative bodies.
Age
The University of Turku supports a balance between work and family, in addition to the wellbeing of older employees at work, by looking positively at measures such as part-time
retirement and other working time arrangements
Fixed-term employment relationships
Fixed-term employment relationships are used at the university only when this is justified in
accordance with the Employment Contracts Act.
Sexual orientation and sexual identity
In all of its working methods, the University of Turku ensures that nobody is discriminated
against on the grounds of their sexual orientation.
The university likewise ensures that nobody is discriminated against on the grounds of their
sexual identity. In facility planning, attention is paid to gendered spaces, such as toilets and
childcare areas, and the number of gender-neutral spaces has also increased.

Other gender equality related issues
Parental allowances in Finland
In Finland, the Finnish Social Insurance Institution provides extensive support for parents
wishing to remain at home to look after small children. Likewise, there is strong protection of
employees who are keeping the paternal leaves. When an employee stays home to take care
of a child, the employment contract in still in effect—it is merely inactive—and if the contract
is temporary, it is extended by the duration of the leave. Mothers can avail of a maternity
allowance for a total of 105 working days (about four months) during maternity leave. Fathers
can avail of a paternity allowance for up to 54 working days (about nine weeks). A father can
choose to stay home for one to 18 days of his paternity allowance at the same time as the
mother is paid maternity or parental allowance. Parental allowance is paid for 158 working days,
and this can be used by either the mother or the father. In addition, for any allowance that
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ends when the child is approximately nine months old, there is a home care
allowance that makes it possible for a parent to stay at home until the child is three years old.12
Maternity allowance is almost always used, and very few mothers work during maternity leave.
A total of 78% of fathers used the 18 days in 2014 (at the same time as the mother’s maternity
leave), but only 34% availed of the remaining 36 days of leave that cannot be used alongside
the mother’s maternity leave. Highly educated males with highly educated spouses were found
to avail of this leave more often than others. However, the parental allowance/leave was only
used by 3% of fathers, even though they had a right to use it. Ratio of fathers use of allowance
have not changed after 1995.13 To increase the uptake of leave by fathers, the Finnish
government has proposed a new quota for the home care allowance.14 According to this
proposition, the home care allowance period should be split equally (50/50) between parents,
meaning that each parent will be entitled to one year of home care allowance.

Equality research in our unit
Although our unit (Information System Science) has not focussed on the gender aspect in this
faculty (the School of Economics), it does have a significant background in gender research.15,16
However, Work Informatics (WI) can be used as an approach to empower employees to achieve
equality through technological and organisational changes.
The research carried out on the Work Informatics course is part of information systems (IS)
research and focusses on the IS work aspects in organisations. Specifically, the emphasis is on
analysing scientifically the relationship between the concepts of work and information
technology in an organisational context, while retaining a focus on employees and their needs.
WI is currently focussed on the following interrelated research areas:
•

Knowledge work and the management of work systems

•

Health technologies

•

Ethics and responsibility

•

Usability

12

The child home care allowance is 342,53 € for first children, 102.55 per month for each additional
child under age 3 and €65.89 per month for children who have reached age 3 but are still under
school age. Notable is that this allowance is much smaller that maternity allowance, paternity,
allowance or parental allowance which are about 70 % of salary income. More detailed information
and calculators for those allowances can be founded in http://www.kela.fi/web/en/families
13
The National Institute for Health and Welfare. 2016. Accessed 28.9.2016
https://www.thl.fi/fi/tutkimus-ja-asiantuntijatyo/hankkeet-jaohjelmat/perhevapaatutkimus/tilastotietoa-perhevapaiden-kaytosta
14
Eydal, G. B., Gíslason, I. V., Rostgaard, T., Brandth, B., Duvander, A.-Z., & Lammi-Taskula, J. (2015).
Trends in parental leave in the Nordic countries: has the forward march of gender equality halted?
Community, Work & Family, 18(2), 167-181.
15
Kovalainen, A ,(1990) How do male and female managers in banking view their work roles and their
subordinates?, Scandinavian Journal of Management, Vol 6(2), pp. 143-159.
16
Poutanen, S, & Kovalainen A, (2013) "Gendering innovation process in an industrial plant –
revisiting tokenism, gender and innovation", International Journal of Gender and Entrepreneurship,
Vol. 5(3), pp.257 - 274
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Work Informatics is used as a model to examine the various organisational
and individual activities supported by information technology, and it is also a method that can
be used to accomplish practical results in the target organisations.17 In terms of this report,
what is relevant is that WI focusses on the individuals performing the work, and hence, systems
should support the needs of employees in doing their work. Thus, individual experiences are
crucial for WI in terms of identifying ideas for new solutions and helping employees to do their
jobs. The equality aspect is built into the notion of respect for individual employees as an end
in itself; the needs of people should be respected and catered for to support their working
conditions and well-being, including the gender aspect.
This highlights the connection between the organisation’s ethicality (equality) and the
information system’s development, which is an integral part of the Work Informatics approach
at a theoretical and practical level. We focus on the needs of individuals regarding information
systems, and ultimately, on the organisation behind any information system or other
technology. In Work Informatics, there is a long tradition of research on ethics and equality
between all persons, which is in line with the idea of responsible research and innovation (RRI).
The European Union implemented RRI as a cross-cutting issue in the Horizon 2020
programme.18 The RRI approach implies that societal actors such as researchers, citizens, policy
makers, businesses etc. work together during the research and innovation process to ensure
better alignment of both the processes and their outcomes with the values, needs and
expectations of society.19 This includes equality between genders, which is taken very seriously,
and one example of that is our participation in the current project.

Engagement strategy
Working group
To ensure the group’s efficiency, it is limited to six members. However, advisors will be called
upon when other information or a different field of knowhow is needed. Likewise, the
composition of the working group will change as required, and it has been suggested that the
group members be rotated to ensure the long-term viability of the working group.
The working group has continuous meetings during the project, and after the project, the aim
is to establish it as a more general equality and ethicality working group in our unit.20 The group
members in the starting phase are as follows:
•

Chair: Jukka Heikkilä – Professor, Head of the Department of Management and
Entrepreneurship and Professor of Work Informatics (Information System Sciences)
o

17
18

As head of department, Heikkilä provides the necessary institutional support
for this group and also has knowledge of the unit.

http://workinformatics.utu.fi/eng/wi.html
Horizon 2020, the EU Framework Programme for Research and Innovation.

https://ec.europa.eu/programmes/horizon2020/en/h2020-section/responsible-research-innovation,

accessed15.1.2016
19
https://ec.europa.eu/programmes/horizon2020/en/h2020-section/responsible-researchinnovation
20
Even the equality between genders is important issue; there has indicators and views that there are
– maybe more– critical problems also in other areas than in gender equality. Thus, in long term, it is
important to concentrate all of those issues or the basis for the group is ethically unjustified.
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•
o
•

Mäntymäki has special knowledge of social media and networks, which are an
integral part of research and education institutes of IS

Ping Wang – Doctoral student
o

•

Kimppa has a background in ethics and IS, knowledge that is essential for
ensuring the ethicality of the project and working group activity, making him a
natural member of this group.

Matti Mäntymäki – Postdoctoral researcher
o

•

Järveläinen has an extensive background in the unit and has shown great
interest in developing gender equality.

Kai Kimppa – Postdoctoral researcher
o

•

Jonna Järveläinen – Senior Research Fellow

As a non-national member of the working group, Wang can offer unbiased
input.

Minna Rantanen – Master student
o

Rantanen has shown great interest in IS research and brings the viewpoint of
the students to the group.

Engagement of management and administrative staff
In order to facilitate a direct connection to the management and administration staff, a chair
(head of department) was appointed to the group who has a strong role in the Turku School of
Economics, University of Turku. This is an important role, as it involves controlling and steering
the organisation. In addition, Hannu Salmela (Professor of Information System Sciences) is also
Vice Dean of Turku School of Economics, a role that offers further support of engagement
between groups.

Engagement of the working group
First, the employee members of the working group are allowed to allocate 5% of their working
time to this project in order to compensate their work in the group. This is not paid from project
funding but by the department, which highlights the general engagement with the project and
with equality issues overall. The group work is not extra work for members, because the time
required is allocated from other administrative tasks. The idea is that participating in this
project does not take away from employees’ own research but from administrative tasks and
other non-research-focussed tasks. Participation in the group is also a good addition to an
academic CV, especially when ethics and responsibility are considered more and more
important in the academy.
For student members of the working group, the university provides funding for participation in
capacity-building sessions as an incentive. Likewise, working in a group is a way to gain valuable
experience and become acquainted with the academic community, both advantages that will
be emphasised.
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The working group has a high level of autonomy, and participation is
voluntary in order to ensure that the group is committed and willing to seek actual change in
terms of equality issues. The plan is also to arrange workshops to which at least the working
group, the project researcher, members of the equality committee, and equality planning
officers will be invited to contribute to the project and its goals, and to support our
commitment to equality in workplace practices.
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