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establishing more responsible and responsive RTDI (research, technology, development, innovation) 
systems. For this purpose, EFFORTI will 

• develop an evaluation framework which enables evaluators, science managers, policy-makers and 
programme owners to conduct a sound analysis of the research and innovation outputs, 
outcomes and impacts of gender equality measures across Europe, with a focus on the national 
level;  

• design a differentiated concept to analyse a variety of policy measures and assess their 
performance, taking into account the diversity in the national policies as well as organisational 
contexts;  

• derive general lessons for evidence-based and thus "good" policy-making in the field of gender 
equality within RTDI systems. This means that not only has progress towards more gender 
equality in RTDI been achieved, but also that RTDI has been able to benefit from this progress 
through enhanced scientific and innovation outputs and productivity, as well as through a higher 
responsiveness to societal needs and challenges. 
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0 Introduction 
This Sweden Country Note is one of seven country notes that were written as part of the H2020 
project EFFORTI (Evaluation Framework for Promoting Gender Equality in Research and Innovation, 
No 710470) to analyse the context in which gender equality measures in RTDI (research, technology, 
development, innovation) take place. EFFORTI seeks to analyse and model the influence of measures 
to promote gender equality on research and innovation outputs and on establishing more 
responsible and responsive RTDI systems. 

The main objective of this report is to understand the influence of wider contextual framework 
conditions in Sweden on structuring the situation of women in RTDI, their career opportunities and, 
subsequently, on the effects of gender equality measures in RTDI. Based on the objectives of the 
EFFORTI project we have considered the following contextual framework conditions as relevant: 

• the structure and performance of the research and innovation system,  
• gender equality policies in the labour market and welfare policies related to reproductive 

work and child-care, 
• the governance and existing policies of gender equality in RTDI and 
• the evaluation culture and policy especially in the field of gender equality in RTDI. 

In the concluding chapter the findings of each country note are summarised. This provides a better 
understanding of how gender equality policies in RTDI are related to the innovation system, on the 
one hand, and to broader policies of gender equality and welfare regimes, on the other. 

With this report we acknowledge the need to analyse the structure and governance of innovation 
systems and the societal environments in terms of the opportunities and constraints offered by 
various gender, welfare and innovation regimes for women's employment. This task is particularly 
important as programmes and initiatives to promote gender equality in RTDI are located at the 
interface of different policy environments of the innovation system and gender equality as well as 
welfare policies. For each EFFORTI country (Austria, Denmark, France, Germany, Hungary, Spain, 
Sweden) such a report was compiled because the selected programmes and initiatives that will be 
analysed as case studies, are embedded in different contexts and interact differently with their 
environment. The national country notes will provide a better understanding of these contexts. 

Subsequently, the seven national country notes will be compared with each other in a comparative 
report. The comparative report will focus on the interfaces between the three domains innovation 
system, welfare and gender equality policy initiatives as well as of evaluation cultures and how they 
are reflected in gender equality programmes in RTDI. A special emphasis will be put on how gender 
equality policies are embedded in and aligned with national innovation policies. 

Methodology  
Most of the research carried out in preparation of the national country notes is desk-based 
(secondary data collection and analysis of international and national literature). Additional local and 
sector-level information has been obtained through expert interviews with key informants and 
through national workshops with stakeholders and evaluators in cases where the information was 
not available in the collected data or literature.  

 



EFFORTI Country Report Sweden 

11 
 

1 Innovation System 
1.1 Structure of the research and innovation system 

1.1.1 Ranking in the European Innovation Scoreboard (Rank and Class) 
According to the European Innovation Scoreboard (EIS), Sweden is among the group of innovation 
leaders in the European Union (EU) with innovation performance well above the average. As Tab. 1 
shows, Sweden has sustained high innovation performance since 2008, outperforming other 
countries with a considerable margin. The Swedish innovation performance had been improving until 
2013 when it reached its peak with a score of 0.722, but has been declining since, with a 
considerable drop in 2015. As mentioned in the EIS report, “the performance relative to the EU has 
been declining over the whole period from its peak of 141% in 2008 and 2009 to 135% in 2015” 
(Hollanders et al. 2016, 73). Regardless of this decline, Sweden is still the best performer among the 
EU28 countries, where only Denmark has a score close to Sweden. 

Tab. 1: Summary innovation index of EIS for 2008 to 2015 
  2008 2009 2010 2011 2012 2013 2014 2015 

EU28 0.495 0.502 0.511 0.514 0.519 0.521 0.523 0.521 
Sweden 0.697 0.709 0.718 0.714 0.717 0.722 0.719 0.704 

Source: (Directorate-General for Internal Market, Industry, Entrepreneurship and SMEs 2016) 

Tab. 2: Ranking in the EIS between 2008 and 2015 among EU28 countries solely 
  2008 2009 2010 2011 2012 2013 2014 2015 

EU28 15 15 15 15 15 15 15 15 
Sweden 1 1 1 1 1 1 1 1 

Countries outside EU28 are not included in the ranking 
Source: (Directorate-General for Internal Market, Industry, Entrepreneurship and SMEs 2016) 

In regard to individual dimensions, Sweden is performing above the EU average for all dimensions, 
especially regarding Human resources and Open, excellent and attractive research systems 
(Hollanders et  al. 2016, 73). Furthermore, Sweden is performing well in Firm investments and 
Intellectual assets where it reaches the top three. Open, excellent and attractive research systems is 
the dimension Sweden has improved the most (by 5.3 percentage points), whereas the Finance and 
support dimension has declined by 4.1 percentage points. However, there is room for improvement 
in the Innovators and economics effect dimensions, in which Sweden, among the EU28 countries, 
ranks number 6 and 7, respectively. 

Sweden is among the innovation leaders regarding performance in Human resources, well above the 
EU average. According to the EIS report, this means that a high share of the workforce has the skills 
needed to participate in and further develop the knowledge-based economy (Hollanders et al. 2016, 
19). Furthermore, Sweden has managed to improve its performance over the last eight years, but the 
improvement is smaller than the average in the EU, so that the rest of the countries are approaching 
the Swedish level. In regard to the Human resources indicators, Sweden has increased Population 
share with a tertiary education and Youth upper secondary level education, whereas the indicator 
New doctorate graduates has declined by 2.2 % (Hollanders et al. 2016, 73). 
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1.1.2 Development of the R&D sector and its subsectors 

1.1.2.1 Development of GERD (share of gross domestic expenditure on R&D) between 2005 
and 2015 

Sweden has for a long time exceeded the 3 % target for the total gross expenditure on research and 
development (GERD) as a share of gross domestic product (GDP) (2 % BES and 1 % GOV + HES), and 
the investment share has been among the highest in the EU since 2005. Sweden has had the highest 
GERD percentage of the countries included in EFFORTI, and, in 2015, its GERD share amounted to 
3.26 % of GDP, compared to an estimated average of 2.04 % for the EU28. However, the expenditure 
on research and development (R&D) as a share of GDP has been in decline since 2005, from 3.39 % in 
2005 to 3.42 % in 2010 to 3.26 % in 2015, mainly due to a relative decline in business expenditure on 
R&D (BERD), which fell from 2.47 % of GDP in 2005 to 2.27 % in 2015. In spite of this decline, Sweden 
still spends the highest percentage of GDP on R&D among the countries in EFFORTI, well above the 
average in the EU28.  

Tab. 3: Development of GERD (gross domestic expenditure on R&D) as a percentage of GDP for 
2005, 2010 and 2015 

 
2005 2010 2015 

EU28 1.76 1.93 2.04 
Sweden 3.39 3.42 3.26 

Source: (Eurostat n.d.) 

Tab. 4: Development of GERD (gross domestic expenditure on R&D) as a percentage of GDP 
between 2005 and 2015 by sector of performance 

 Time/sector 2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 

EU28 

All sectors 1.74 1.77 1.77 1.84 1.93 1.93 1.97 2.01 2.03 2.04 2.04 
BES 1.10 1.12 1.12 1.16 1.19 1.19 1.24 1.28 1.29 1.30 1.30 
HES 0.39 0.39 0.4 0.42 0.46 0.47 0.46 0.47 0.48 0.48 0.47 
GOV 0.24 0.23 0.23 0.24 0.26 0.25 0.25 0.25 0.25 0.25 0.24 
PNP 0.02 0.02 0.02 0.02 0.02 0.02 0.02 0.02 0.02 0.02 0.02 

Sweden 

All sectors 3.39 3.50 3.26 3.50 3.45 3.22 3.25 3.28 3.31 3.15 3.26 
BES 2.47 2.61 2.38 2.59 2.45 2.21 2.24 2.22 2.28 2.11 2.27 
HES 0.75 0.72 0.71 0.74 0.85 0.85 0.85 0.89 0.90 0.91 0.88 
GOV 0.17 0.16 0.16 0.16 0.15 0.16 0.14 0.16 0.12 0.12 0.11 
PNP 0.01 0.01 0.01 0.01 0 0 0.01 0.01 0.01 0.01 0.01 

Source: (Eurostat n.d.)  
 
Sweden is highly dependent on its business sector, which accounts for almost two thirds of GERD. As 
mentioned above, BERD has been declining since 2005, from 2.47 % of GDP in 2005 to 2.27 % in 
2015. This is mainly due to the economic crisis in 2009, when BERD fell by 0.24 percentage point. 
Sweden’s dependence on the business sector (BES) increases its vulnerability in times of market 
volatility, e.g. during a financial crisis. In addition, methodological changes in the statistics in 2005 
and the evolution of the GDP may explain part of this decline (Dahlstrand et al. 2016, 12). 
Furthermore, BERD has declined from 2013 to 2014 by 0.16 percentage points, due to the fact that 
companies like Astra Zeneca, Ericsson and Sony have phased out some of their Swedish activity and 
thus decreased their research (Frostell 2015). In spite of this, BERD quickly recovered, increasing to 
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2.27 % in 2015. Sweden still has the highest BERD investment rates among the countries in EFFORTI, 
0.97 percentage points above the average in the EU28.  

While the business sector was affected by the financial crisis, public investments in R&D have been 
more stable, in part because public R&D budgets follow the suggestions outlined in the Research Bill 
(Dahlstrand et al. 2016, 12). In particular, GERD performed by the higher education sector (HES) has 
increased, going from 0.75 % in 2005 to 0.88 % in 2015, the second highest among the EU28 
countries after Denmark. This increase is in line with the proposals in the 2012 Research Bill 
(Government Offices of Sweden 2012a). In the same period, the government sector (GOV) share has 
declined from 0.17 % to 0.11 %, which is one of the smallest percentages of GDP among the EU28 
countries.     

1.1.2.2 Development of number of researchers between 2005 and 2015 in the whole R&D 
sector and its subsectors 

As Tab. 5 shows, Sweden’s total number of researchers (full-time equivalent, FTE) in the whole R&D 
sector has increased by 25 % from 55 001 in 2005 to 68 670 in 2015. However, this increase is smaller 
than the one in the EU28 (at 32 %). In Sweden, the number of full-time equivalent researchers has 
been fluctuating heavily throughout the entire period, which is probably partly due to statistical 
redefinitions in the data collection process. This can be observed, for example, between 2006 and 
2007, when the number of researchers fell by 10 000, and after 2013, when the number rose by 
15 000. Together with Spain, Sweden has had the smallest increase in the number of researchers 
(FTE) in the whole R&D sector among the EFFORTI countries. 

Tab. 5: Total researchers (FTE), by sectors of performance 

Source: (Eurostat n.d.)  
 

  

Time EU28 Sweden 
 Total Total BES HES GOV PNP 

2005 1 374 760 55 001 36 697 15 125 2 929 250 
2006 1 422 499 55 729 37 700 14 740 3 041 248 
2007 1 458 115 45 812 28 965 14 840 1 941 66 
2008 1.523 247 50 220 33 378 14 896 1 770 176 
2009 1 555 600 47 308 29 426 16 308 1 483 91 
2010 1 602 756 49 312 30 440 16 959 1 892 21 
2011 1 626 802 48 702 29 310 17 101 2 097 194 
2012 1 681 342 49 280 30 497 16 561 2 002 220 
2013 1 730 841 64 194 43 141 18 401 2 386 266 
2014 1 760 232 66 643 44 433 19 616 2 304 290 
2015 1 817 764 68 670 47 083 18 135 3 322 130 
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Tab. 6: Researchers (FTE) in different sectors as percentages of total number of researchers (FTE) 
Time Sweden 

 Total BES HES GOV PNP 
2005 100 % 66.7 % 27.5 % 5.3 % 0.5 % 
2006 100 % 67.6 % 26.4 % 5.5 % 0.4 % 
2007 100 % 63.2 % 32.4 % 4.2 % 0.1 % 
2008 100 % 66.5 % 29.7 % 3.5 % 0.4 % 
2009 100 % 62.2 % 34.5 % 3.1 % 0.2 % 
2010 100 % 61.7 % 34.4 % 3.8 % 0.0 % 
2011 100 % 60.2 % 35.1 % 4.3 % 0.4 % 
2012 100 % 61.9 % 33.6 % 4.1 % 0.4 % 
2013 100 % 67.2 % 28.7 % 3.7 % 0.4 % 
2014 100 % 66.7 % 29.4 % 3.5 % 0.4 % 
2015 100 % 68.6 % 26.4 % 4.8 % 0.2 % 

Source: (Eurostat n.d.) 

The fluctuating increase in the whole R&D sector is mostly due to the fact that Sweden’s number of 
FTE researchers in BES has been shifting across the years. Just like in the whole R&D sector, the 
number of researchers (FTE) in BES dropped from 2006 to 2007, as well as between 2008 and 2009. 
In 2013, the share of researchers (FTE) employed in BES reached the same percentage as before the 
financial crisis, when the number of researchers (FTE) was on the rise. 68 % of researchers (FTE) in 
the whole R&D sector was employed in BES, the highest share of any country in EFFORTI and well 
above the 48 % average in the EU. 

As evident from Tab. 5, the number of researchers (FTE) in the public sector, HES and GOV combined, 
has increased by 19 % since 2005, from 18 054 in 2005 to 21 457 in 2015. This shift mostly results 
from the HES’s increase in the number of researchers (FTE) between 2008 and 2009, so that 34.5 % 
of all researchers (FTE) in 2009 were employed in this sector. Regardless of the increase, Sweden is 
the country with the lowest share of researchers (FTE) employed in the public sector (31.25 %) 
among the ones included in EFFORTI, also lower than the 51 % in the EU28. The number of 
researchers in the GOV has changed throughout the years, decreasing between 2005 and 2009, 
followed by an increase by 1 839 researchers (FTE) by 2015. From 2014 to 2015, 1 018 new 
researchers were employed in the GOV, probably partly due to a redefinition. 

 

1.2 Knowledge intensity of economies 

1.2.1 Share of ISCED 6 STEM graduates in the whole population 
This subsection displays the share of ISCED 6 STEM graduates in the whole population; the share of 
graduates is shown per million inhabitants to create a clearer overview. ISCED is the International 
Standard Classification of Education developed by UNESCO to facilitate comparisons of education 
statistics, and, in this classification, level 6 includes secondary stage of tertiary education, e.g. PhD 
programmes. STEM refers to the academic disciplines of science, technology, engineering and 
mathematics.   
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Tab. 7: Share of ISCED 6 STEM graduates per million inhabitants 
Time 2005 2006 2007 2008 2009 2010 2011 2012 2013 

Sweden 134 220 211 196 184 173 173 178 178 
Source: (Innovationsindikator 2015) 

The data in Tab. 7 indicates that the share of ISCED 6 STEM graduates per million inhabitants has 
increased from 134 in 2005 to more than 200 in 2006 and 2007, while a declining tendency is 
observed since 2008.  

1.2.2 Proportion of scientists and engineers in total labour force 
Tab. 8 illustrates the proportion of scientists and engineers in the active population. As seen in the 
table, the proportion has risen by 3.6 percentage points, meaning that 10 % of the active population 
between 15 and 74 years in Sweden are either scientists or engineers. 

Tab. 8: Proportion of scientists and engineers in the active population between 15 and 74 years, by 
year 

 
2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 

EU28 : : : 4.9 4.9 5.0 6.4 6.5 6.6 6.6 6.8 
Sweden 6.4 6.3 6.5 6.8 6.9 6.8 9.5 9.6 9.6 9.7 10.0 

Source: (Eurostat n.d.) 

Sweden had the largest increase between 2010 and 2011 when the proportion rose by 2.7 
percentage points, but from 2013 onwards the development has been quite stable. The rise in 2011 
is due to a statistical shift in definition of scientists and engineers in Sweden. In spite of this recent 
development, Sweden has one of the largest proportions of scientists and engineers in the active 
population among the countries included in EFFORTI, 3.2 percentage points above the average in the 
EU28.  

1.2.3 Employment in knowledge intensive activities (KIA)  
Tab. 9 shows the employment in knowledge intensive activities (KIA) as a percentage of total 
employment. Sweden has increased this share by 2.8 percentage points from 2008 to 2015, 
compared to a 1.8 percentage point increase in the EU28. 

Tab. 9: Annual data on employment in knowledge-intensive activities as a percentage of total 
employment at the national level (from 2008 onwards, NACE Rev. 2) 

 
2008 2009 2010 2011 2012 2013 2014 2015 

EU28 34.2 35.0 35.4 35.6 35.7 35.8 35.9 36.0 
Sweden 41.6 42.3 42.6 42.7 43.3 43.4 43.9 44.4 

Source: (Eurostat n.d.) 

Sweden has increased the employment in KIA every year since 2008, going from 41.6 % in 2008 to 
44.4 % in 2015, making Sweden the country with the highest share of employment in KIA as a 
percentage of total employment among the EFFORTI countries. In 2015, the Swedish employment in 
these activities was 8.4 percentage points above the one in the EU28. 

1.2.4 Employment in knowledge intensive activities – business activities (KIABI) 
Tab. 10 demonstrates the employment in knowledge intensive activities – business activities (KIABI). 
As seen in the table, Sweden has increased the employment in business activities by 1.6 percentage 
points between 2008 and 2015, well above the level in the EU28.  
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Tab. 10: Employment in knowledge intensive activities – business activities (KIABI) 

 
2008 2009 2010 2011 2012 2013 2014 2015 

EU28 13.2 13.4 13.5 13.7 13.8 13.8 13.9 14.0 
Sweden 16.6 16.8 16.9 17.2 17.6 17.7 17.9 18.2 

Source: (Eurostat n.d.) 

Sweden has 18.2 % of total employment in KIABI, meaning it has the highest share employed in 
knowledge intensive business activities among the EFFORTI countries. The Swedish employment in 
KIABI is 4.2 percentage points above the level in the EU28. This employment has increased more than 
the average in the EU28 almost every year since 2008. 

1.2.5 Number of scientific papers in relation to the population size 
The number of scientific papers in relation to the population size is shown in Tab. 11. The table 
shows that Sweden has increased this number by 604 from 1 880 in 2005 to 2 484 in 2014.  

Tab. 11: Number of scientific papers in relation to the population size 
Time 2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 

Sweden 1 880 1 920 1 944 1 953 2 019 2 082 2 144 2 308 2 437 2 484 
Source: (Innovationsindikator 2015) 

Sweden has increased the number of scientific papers in relation to the population size every year 
since 2005. Sweden has a high number of scientific papers compared to the other countries in 
EFFORTI, and only Denmark (with 2 874) has a higher number of scientific papers in relation to 
population size than Sweden. In 2014, Austria produced 1 655 scientific papers in relation to the 
population size, France produced 1 060, Germany 1 225, Hungary 673 and Spain 1 163, all lower 
numbers than the one Sweden produced. The primary reason for this difference is Sweden’s large 
HES sector with relatively many FTE researchers, with the number of researchers increasing 
throughout the years. Another possible reason behind the high number of papers might be found in 
the bibliometric research indicator system, which makes up approximately 5 % of the government’s 
funding of the higher education sector (Högskolan Väst 2017). 

1.2.6 Number of patents developed by publicly financed research per inhabitant/citizen 
As shown in Tab. 12, Sweden has a very low number of patents developed by publicly financed 
research per inhabitant, according to Innovationsindikator (2015). Compared to the other countries 
in EFFORTI, Sweden develops the second lowest number of patents by publicly financed research, 
with only Hungary trailing behind.  

Tab. 12: Number of patents developed by publicly financed research per citizen 
Time 2005 2006 2007 2008 2009 2010 2011 2012 2013 

Sweden 0.8 0.4 0.4 0.9 1.3 0.2 0.4 0.7 0.6 
Source: (Innovationsindikator 2015) 

Even though the numbers in Tab. 12 suggest that Sweden does not develop many patents, the reality 
seems quite different considering the overall level of patents developed. According to the 
Organisation for Economic Co-operation and Development (OECD), Sweden develops a relatively high 
number of patents per inhabitant, but they are primarily financed by the private sector, i.e. health 
and information communications technology (ICT) (Dernis et al. 2015).  
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1.2.7 Share of tertiary educated population among the group of 25 to 34 years old 
The share of tertiary educated population among the group of 25 to 34 years old is shown below in 
Tab. 13. In Sweden, this share has increased by 9.2 percentage points from 2005 to 2015, so that 
46.5 % of the 25 to 34 year-olds have a tertiary education in 2015.   

Tab. 13: Share of tertiary educated population among the group of 25 to 34 years old 

 
2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 

EU28 28.3 29.2 29.9 30.9 32.3 33.3 34.4 35.5 36.5 37.2 37.9 
Sweden 37.3 39.2 39.9 40.9 42.4 42.3 42.8 43.5 44.9 46.0 46.5 

Source: (Eurostat n.d.) 

As evident from Tab. 13, the share of tertiary educated among the 25 to 34 year-olds has increased 
steadily every year since 2005. Sweden has an 8.6 percentage points higher share than the EU28; 
Sweden reached the EU’s 2015 level back in 2005. However, the difference between the EU28 and 
Sweden in the share of tertiary educated among the group of 25 to 34 years old has not changed 
much since 2005. Lastly, it can be noted that Sweden has the highest share among the countries in 
EFFORTI. 

 

1.3 Governance 

1.3.1 Main actors in research and innovation governance 

1.3.1.1 Ministries responsible for R&I 
In Sweden, research and innovation (R&I) governance is placed within two different ministries: 
Ministry of Enterprise and Innovation and Ministry of Education and Research. 

Tab. 14: National bodies responsible for R&I 

 Main responsibility 

Sweden 
Ministry of Education and Research 
Ministry of Enterprise and Innovation 

 
The Ministry of Enterprise and Innovation has the main responsibility for the innovation policy. The 
ministry has an objective to improve the Swedish innovation climate and capacity so that sustainable 
development can be achieved and new jobs can be created. This especially concerns new or 
improved solutions that create value for society, businesses and individuals (Government Offices of 
Sweden 2016a). To help achieve these goals, the government has established the National 
Innovation Council that presents proposals for initiatives that enhance the country’s innovation 
climate. Sweden’s overarching strategy for Research, Technology and Innovation (RTI) is presented in 
the Research Bill which serves as a guideline for the ministries and agencies. The bill represents the 
government’s view on the direction of Sweden’s research policy and introduces specific measures in 
2017-2020 (Government Offices of Sweden 2016a). The measures proposed in the bill are means that 

can strengthen Sweden as a knowledge nation. Besides the Research Bill, every ministry has its own 
objectives which they work to improve.  

Research is placed within the authority of the Ministry of Education and Research. The ministry has a 
goal to ensure that Sweden is a research nation characterised by high standards: “The objective of 
education and research is for Sweden to be a prominent research nation in which research and 
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innovation are conducted to a high standard, contributing to the development of society and the 
competitiveness of industry” (Government Offices of Sweden 2015g).  

Furthermore, the Swedish governance is decentralised, with a lot of responsibility delegated to 
various agencies. These agencies have a lot of autonomy, and the government has no power to 
intervene in an agency’s decisions in matters relating to how the agency exercises its authority. 
Therefore, the activities and results of the agencies are followed up and evaluated every year when 
they submit an annual report to the government.  

These agencies both provide policy advice to the government, e.g. through annual reports, and carry 
out the activities decided by the government. The main agencies under the authority of the Ministry 
of Education and Research are the Swedish Research Council and Vinnova, which gives advice to the 
government and works as a coordination actor. The Swedish Research Council acts as a funding 
agency, but it also advises the government on research-related issues, for instance, by identifying 
research areas for investments or making various evaluations and analyses of the Swedish research 
system. Whereas the Swedish Research Council is the main actor within research, Vinnova functions 
as Sweden’s innovation agency. It is the government’s expert agency within the field of innovation 
policy, and it promotes collaboration between universities, research institutes and companies. The 
Swedish Agency for Growth Policy Analysis is the most important actor within the Ministry of 
Enterprise and Innovation. The Swedish Agency for Growth Policy Analysis has an independent task 
of analysing areas that are most important for growth. The agency’s objective is mainly to strengthen 
the competiveness of the Swedish economy, and its target groups are the government, the 
parliament and other institutions.  

1.3.1.2 Major Funding Agencies (national & regional) 
In 2016, government investment and other public investment in research and development totalled 
approximately EUR 4.4 billion, including funds from different Swedish funding agencies. There are 
four major research funding agencies in Sweden, and the Swedish Research Council 
(Vetenskapsrådet) is the biggest contributor, which allocated EUR 631.1 million to basic research in 
2016 (Government Offices of Sweden 2015e). 

Tab. 15: Major funding agencies 

 Major funding agencies  

Sweden 

Swedish Research Council 

Vinnova 

Formas 

Forte 

 
Furthermore, the Swedish Research Council for Environment, Agricultural Sciences and Spatial 
Planning (Formas) is supporting the mentioned areas with basic and needs-driven research. Likewise, 
the Swedish Research Council for Health, Working Life and Welfare (Forte) supports and initiates 
research. Formas and Forte granted EUR 126.2 million and EUR 53.2 million, respectively, to RTDI 
activities in 2016 (Government Offices of Sweden 2015e). 
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Vinnova is also an important funding agency primarily for needs-driven research in the fields of 
technology, transport, communications and working life. Vinnova is working to develop the Swedish 
innovation system to promote sustainable economic growth. In 2016, they granted approximately 
EUR 273.5 million. 

In addition to the agencies above, other agencies finance research funding in various areas. Among 
the other governmental research funding agencies are the Swedish Energy Agency, various defense 
agencies, and the Swedish International Development Cooperation Agency (SIDA). 

1.3.2 Relevance of national and regional levels in R&I policy and financing 
The Swedish national R&I system is governed through the Research Bill (Government Offices of 
Sweden 2016a) and the National Innovation Strategy with guidelines for innovation policy up to 2020 
(Government Offices of Sweden 2012b). The National Innovation Strategy was constructed with input 
from all ministries within the Government Offices. In 2016, the government presented the newest 
research policy bill Collaborating for knowledge – for society’s challenges and strengthened 
competitiveness to the parliament (Government Offices of Sweden 2016a). This bill presents the 
government’s view on the budget and agenda for research for 2017-2020. Both the Research Bill and 
the National Innovation Strategy are created in consultation with main stakeholders in the sector. 

Besides the Research Bill and the National Innovation Strategy, the Swedish approach to R&I 
governance is predominantly decentralised, with, as mentioned above, public expert agencies such 
as Vinnova, the Swedish Energy Agency and the Swedish Research Council serving as main actors in 
the policy system. These agencies have a key policy implementation role and are sources of advice 
and expertise to the ministries. Furthermore, the Innovation Council was added in 2014 as another 
advisory actor. 

The regional level plays an important role in the government’s Regional Growth policy. This policy is 
about taking advantage of the potential for growth, development and employment throughout 
Sweden, including areas like regional development strategies and regional business support. In June 
2015, the Swedish government presented the National Strategy for Sustainable Regional Growth and 
Attractiveness 2015-2020 (Ministry of Enterprise and Innovation 2015). This strategy has a strong 
focus on regional research and innovation environments.  

However, according to the Swedish Research and Innovation Observatory (RIO) Country report, there 
is no special regional budget, as the only funding data reported at the regional level is that going to 
medical research (Dahlstrand et al. 2016, 30). 
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2 Gender Equality Policies 
Chapter 2 consists of a description of Swedish policies relevant to gender equality (GE).1 
 

2.1 Employment and labour market policies  
All main issues of social security – except for unemployment benefits at income-replacement level – 
including parental leave benefits (föräldrapenning) are paid for by taxation.2 Income-replacement 
benefits for employees and self-employed require a formal revenue/income in relation to the 
taxation system (Numhauser-Henning 2015a, 36).  

Wage-setting is usually agreed upon through collective bargaining between the social partners. 
Furthermore, wages are an issue for the Swedish National Mediation Office (Medlingsinstitutet), as it 
is the task of the office to report and analyse gender pay gaps on a yearly basis (Numhauser-Henning 
2015b, 12). 

2.1.1 Description of equal opportunity/ anti-discrimination legislation 

Main legislation transposing and implementing directives3  

According to Almgren et al., legislation on gender equality in the workplace has existed since 1980, 
and a legal obligation to periodically establish gender equality plans since 1992 (2016, 7). 

The Swedish legislation on equal opportunity and anti-descrimination is found in the Parental Leave 
Act (Föräldraledighetslagen), the Discrimination Act (Diskrimineringslagen) and the Social Security 
Code (Socialförsäkringsbalken). The Discrimination Act covers a range of gender-related and other 
issues, including transgender identity, sexuality, ethnicity, beliefs and religion, disability and age.4 
The Discrimination Act exceeds the requirements of the EU law in regards to both the grounds for 
discrimination and the areas of society covered (Numhauser-Henning 2015a, 8).  

Pregnancy and maternity protection   

There is no definition of a pregnant worker in Swedish law, but protective measures regarding 
pregnancy and maternity protection and leave related to work-life balance are implemented in 
national law. Legislative regulations regarding pregnancy and maternity are found in the Working 
Environment Act (Arbetsmiljölagen, AML), the Parental Leave Act (PLA), and the Social Security Code 
(SSC) (Numhauser-Henning 2015a, 19-21). 

The Working Environment Act (AML) states that employers are obliged to provide good (individual) 
working environment conditions, including to employees with special needs (Numhauser-Henning 
2015a, 19).5  

                                                            
1 For a brief overview of the most relevant gender equality policies, see Gender equality policy in Sweden 
(Regnér and Wallström 2016). 
2 Taxation: employers’ contributions on a payroll basis for employees and by self-contributions (egenavgifter) 
concerning the self-employed. 
3 See Country report, gender equality. Sweden (Numhauser-Henning 2015a).  
4 For a description of the contents and sections in the Swedish Discrimination Act, see Discrimination Act 
2008:567 (Government Offices of Sweden 2015c). 
5 For more information on AML, see Work Environment Act (1977:1160) (Government Offices of Sweden 2013). 
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The Parental Leave Act (PLA) and the Social Security Code (SSC) include more information on the 
right to leave and employment rights and maternal/paternal/parental benefits (Numhauser-Henning 
2015a, 22). 

The Social Security Code provides benefits for all Swedish residents at the basic/guarantee and 
income-replacement level, covering a total of 480 days, in the form of maternity/paternity/parental 
leave (Numhauser-Henning 2015a, 36). Correspondingly, the Swedish Work Environment Authority 
(Arbetsmiljöverket) has adopted detailed requirements in relation to pregnant and breastfeeding 
workers (Gravida och ammande arbetstagare). If a pregnant or breastfeeding employee cannot 
continue her regular work or carry out physically demanding duties, the Parental Leave Act (PLA) 
provides the right to a transfer and/or leave. The Social Security Code (SSC) includes a special 
pregnancy benefit scheme – Graviditetspenning – for pregnant workers who are not able to carry out 
their regular job and who cannot be transferred to more suitable work. The scheme applies from day 
60 of the pregnancy until 10 days before the expected date of delivery (Numhauser-Henning 2015a, 
19). 

Gender mainstreaming6 

Gender mainstreaming has been on the political agenda in Sweden since 1993 (Swedish Secretariat 
for Gender Research n.d.-a).  

In 2006, the Swedish government confirmed the Equality Policy Bill as the main strategy for achieving 
the objectives of the gender equality policy. The bill reinforced that each ministry and each policy 
area is responsible for gender equality within its areas of responsibilities and that ministries should 
formulate customised objectives. Furthermore, they should designate assignments to agencies and 
require follow-ups, reports and evaluations of the objectives and assignments (European Institute for 
Gender Equality 2015). 

Gender mainstreaming continues to be the main strategy for achieving GE policy objectives in 
Sweden. The overall mainstreaming strategy is accompanied with more specific measures and legal 
provisions (European Institute for Gender Equality 2015).  

See also part 2.3.3 Policy measures promoting gender equality in RTDI.  

Full-time employment 

In recent years, there has been an increase in temporary employment in the labour market. This 
trend especially affects women. A legislative amendment ensuring that fixed-term employment will 
be converted into indefinite-term employment if the aggregate length of employment in a general 
fixed-term position exceeds two years has been introduced (Regnér and Wallström 2016, 6). 

Other  

The principle of work of equal value7/equal pay for equal work is implemented in the Swedish 
legislation. For instance, the Discrimination Act (DA) states that “employers and employees are in 

                                                                                                                                                                                          
For an overview of legislation on labour, see Swedish statutes in translation - labour legislation (Ministry of 
Employment 2015). 
6 For more information on mainstreaming in Sweden, see Gender equality policy. Sweden (NIKK 2016a). 
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particular to endeavour to equalise and prevent differences in pay and other terms of employment 
between women and men who perform work which is to be regarded as equal or of equal value. 
They are also to promote equal pay growth opportunities for women and men” (Numhauser-Henning 
2015a, 15). 

2.1.2 Description of Structures for Gender Equality 
In this part, relevant formal structures supporting gender equality and gender mainstreaming in 
Sweden are listed with a brief description. 

Gender mainstreaming or jämställdhetsintegrering/genusintegrering (integration of gender equality 
or integration of a gender perspective) is a political priority in Sweden and the government’s main 
strategy for improving GE in the Swedish society (Universitets- och högskolerådet 2014, 81). 

In 1998, the Swedish Secretariat for Gender Research at the University of Gothenburg was 
inaugurated. The secretariat was part of a major Swedish parliamentary initiative for research with a 
gender perspective (European Institute for Gender Equality n.d.). From 2008 to 2010, the Secretariat 
for Gender Research was assigned by the Swedish government to work within the Gender 
Mainstreaming Programme (Jämi) to promote integration of gender equality in the 
country (European Institute for Gender Equality n.d.). The Swedish Secretariat for Gender Research’s 
main fields are gender research and gender equality (see also part 2.3.4 Actors responsible for GE in 
RTDI):  

The overall task is to support and promote the research field on a broad scale and to promote 
the importance of the gender perspective. (…) Since 2008, the Secretariat has carried out 
several specific assignments in the gender equality field on behalf of for example the Swedish 
government and the Nordic Council of Ministers. The assignments include dissemination of 
knowledge and promotion and support of gender mainstreaming, which refers to the strategy 
to integrate the gender equality perspective in all decision making. (Swedish Secretariat for 
Gender Research n.d.-a) 

Sweden has a different approach to mainstreaming and feminist policies than other Nordic countries 
like Denmark. In 2005, a new party called Feministiskt Initiativ was initiated (Numhauser-Henning 
2015b, 8), and Sweden now has the first government that declares to be feminist. The webpage of 
the Government Offices of Sweden states that “Sweden has a feminist government pursuing a 
gender responsive budgetary policy” (Government Offices of Sweden 2016j), and that “feminist 
values will run through every policy area” (Government Offices of Sweden 2015i, Numhauser-
Henning 2015b, 5).8 

Similary, the Swedish Institute states that:  

The Swedish government has declared itself a feminist government, devoted to a feminist 
foreign policy. Even if the idea has been met with both praise and criticism – domestic and 

                                                                                                                                                                                          
7 Definition of work of equal value in the Discrimination Act 2008:567: “Work is to be regarded as of equal 
value to other work if, on an overall assessment of the requirements and nature of the work, it can be deemed 
to be equal in value to the other work. The assessment of the requirements of the work is to take into account 
criteria such as knowledge and skills, responsibility and effort. In assessing the nature of the work, particular 
account is to be taken of working conditions” (Government Offices of Sweden 2015c, 13).  
8 For more information on the current Swedish government and on political gender initiatives, see A feminist 
government (Government Offices of Sweden n.d.). 



EFFORTI Country Report Sweden 

23 
 

international – the word feminism is not as charged in Sweden as in many other countries. 
The government uses the ‘F word’ to stress that gender equality is vital to society and that 
more needs to be done to achieve it. (2017) 

Sweden has an equality body that seeks to implement the requirements of the EU gender equality 
law. For instance, the Swedish Equality Ombudsman9 can be addressed regarding incidents that 
conflict with the Discrimination Act.10 “The ombudsman is to try in the first instance to induce those 
to whom the Act applies to comply with it voluntarily” (Numhauser-Henning 2015a, 45). The 
ombudsman can bring a court action on behalf of an alleged victim. However, the ombudsman does 
not have the competence to decide on complaints himself/herself (Numhauser-Henning 2015a, 45) 
(see also part 2.3.4). 

The Ministry for Gender Equality is currently located within the Ministry of Health and Social 
Affairs.11 The minister is responsible for GE development and implementation of policy intitatives. 
Apart from the Minister for Children, the Elderly and Gender Equality at the Ministry for Health and 
Social Affairs, other ministries are also responsible for gender equality in Sweden, e.g. the ministries 
of labour, education and culture, etc. (Numhauser-Henning 2015b, 12). 

The Swedish government has appointed an expert group on gender equality for the Minister of 
Higher Education and Research in May 2015. Members represent different stakeholders from the 
society. The expert group’s goal was to present ideas and proposals for the next governmental white 
paper on research in the autumn of 2016. Consequently, the expert group presented its main 
conclusions on how to increase gender equality in universities in the end of 2016. The goal is to 
increase the proportion of women among professors, work with gender mainstreaming and allocate 
research funding equally. The expert group is going to play a central role in shaping new reforms in 
this area (Ministry for Education and Research n.d.).  

Each ministry must have an action plan containing a strategy for the management and implemention 
of gender mainstreaming, and each ministry has a gender coordinator who provides feedback from 
annual follow-ups, etc. Each year the Division of Gender Equality ensures a follow-up on the work in 
the government offices, provided by Statistics Sweden (European Institute for Gender Equality n.d.). 

The Division for Gender Equality at the Ministry of Health and Social Affairs is responsible for the 
development, management and coordination of gender mainstreaming within government offices. 
The division supports various activities in the government (European Institute for Gender Equality 
n.d., Statistics Sweden 2016b, 6). 

Furthermore, there is the Interministerial Working Group on Gender Mainstreaming, consisting of 
gender equality coordinators from each ministry.  

                                                            
9 See the Ombudsman’s website at www.do.se.  
10 For more information on filing complaints to the Equality Ombudsman, see Other areas of society (Equality 
Ombudsman 2015). 
11 For more information on the Ministry of Health and Social Affairs, see Ministry of Health and Social Affairs 
(Government Offices of Sweden 2017b). 

http://www.do.se/
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Government agencies are also in charge of gender mainstreaming. In the period 2013-2014, the 
Swedish Secretariat for Gender Research12 was given the task to support the work with gender 
mainstreaming in government agencies (European Institute for Gender Equality n.d.). Furthermore, 
the secretariat has been commissioned by the government to support all state-funded higher 
education institutions (HEIs) in their gender mainstreaming work during the period 2016-2019. 

The government’s Council for Gender Equality, led by the Minister for Gender Equality, is a forum 
where representatitives from 56 organisations and networks (e.g. political parties, various 
organisations, and NGOs) meet four times a year to discuss important issues of gender equality policy 
and to exchange information and ideas (European Institute for Gender Equality n.d.). See also part 
2.3.4. 

In a broader perspective, Sweden is also represented in NIKK, Nordic Information on Gender (2012-
2015). NIKK is a cooperative body for the Nordic Council of Ministers which seeks to collect and share 
knowledge about Nordic GE policies, practices, facts and research of relevance to political 
stakeholders in the Nordic countries (Sweden, Denmark, Finland, Iceland, Norway, Greenland, Faroe 
Islands, Åland Islands) (NIKK 2016c, European Institute for Gender Equality n.d.). 

See also part 2.3.4 Actors responsible for GE in RTDI, part 1.3.1.1 (on the Ministry of Education and 
Research) and part 2.1.4. 

2.1.3 Description of relevant policy initiatives to foster equality 
Sweden has a long tradition of awareness of issues related to gender equality and implementation, 
evaluation and improvement of GE policies and initiatives in a wide range of political, societal and 
cultural areas.13 Moreover, Sweden has a council against discrimination (Statistics Sweden 2016b, 6). 
The 2015 country report on GE in Sweden states that, with its prohibition of discrimination regarding 
basic schooling and higher education, the Swedish legislation goes beyond the requirements of 
Community law (Numhauser-Henning 2015a, 48). Moreover, the rights to parental leave are rather 
extensive, as they are related to social security benefits. There is general prohibition of unfair 
treatment for reasons connected with parental leave (the Discrimination Act), and gender 
discrimination concerning healthcare and social services is also outlawed – this goes beyond the 
requirements of Community law, as well (Numhauser-Henning 2015a, 48). As such, the prohibition 
against gender discrimination is spread to all societal areas, from basic schooling and higher 
education to healthcare and parental leave (Numhauser-Henning 2015a, 48).  

In the period 2007-2014, government agencies received support for mainstreaming through the 
implementation of gender perspectives in the activities of the agencies. Since 2012-2013, agencies 
have been tasked with developing a plan for gender mainstreaming, detailing how they will achieve 
the gender equality policy objectives, also known as the Gender Equality in Government Agencies 
programme (Gender Equality Inquiry 2015, 7):14  

                                                            
12 For more information on the secretariat, see About the Secretariat (Swedish Secretariat for Gender Research 
n.d.-a). 
13 These also include gender representation in the media, GE issues in relation to the internet and social media, 
GE related to climate issues, etc. (Seidegård et al. 2015, 71f). 
14 Examples of effective programmes can be found in Policy objectives and a new government agency - effective 
governance of Swedish gender equality policy (Gender Equality Inquiry 2015, 7). 
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The programme comprises 59 government agencies and one organisation, including agencies 
in the cultural, judiciary and health care sectors. These agencies are to integrate a gender 
equality perspective in their activities, based on a tailor made action plan developed by the 
respective agency. (Regnér and Wallström 2016, 5) 

In 2011, the government adopted a five-point gender maninstreaming plan, including a strategy for 
government offices, a development programme for government agencies, regional support, quality 
assurance in municipalities and councils, and intitiatives for gathering and sharing knowledge and 
experience regarding the implementation of the mainstreaming plan (Numhauser-Henning 2015a, 
12-13). The Strategy for the Work on Gender Mainstreaming in the Government Offices (GMGA), 
initially covering the period 2012–2015, includes a description for rules, responsibilities and 
accountability for civil servants and political government officials (European Institute for Gender 
Equality 2015). Additionally, the County Administrative Boards Advance Gender Equality programme 
succeeded in improving and clarifying the county’s administrative boards’ gender equality mandate. 
Furthermore, the Sustainable Gender Equality Programme supported regions, county councils, 
municipalities and other providers in their work of developing gender-equal services by providing 
relevant knowledge and developing appropriate methods (Gender Equality Inquiry 2015, 7). 

Recently, the Swedish Public Employment Service has been assigned the task of tailoring its activities 
to promote GE in order to address gender divisions in the labour market (Regnér and Wallström 
2016, 6). 

See also part 2.3.3 Policy measures promoting gender equality in RTDI.  
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2.1.4 General assessment of the effectiveness of existing equal opportunity / anti-
discrimination legislation / measures 

Tab. 16: Relevant policy legislation and initiatives to foster equality between women and men15 
Equal economic independence • Labour market participation 

• Work-life balance 
• Childcare facilities 

X 
X 
X 

Equal pay for equal work and 
work of equal value 

• Wage transparency 
• Awareness raising for consequences of part-time work 

and fixed-term contracts 
• Equal pay 
• Vocational orientation for non-traditional occupations 

X 
 

X 
X 

(X) 

Equality in decision-making • Initiatives to improve the gender balance in decision-
making 

• Monitoring the 25 % target for women in top level 
decision-making positions in research 

• 40 % of members of one sex in committees and expert 
groups 

• Support greater participation by women in European 
Parliament elections including as candidates 

X 
 

X 
 

X 
 

(X) 

Horizontal issues • Promoting non-discriminatory gender roles in all areas 
of life such as education, career choices, employment  

• Equality bodies who monitor, enforce, evaluate and 
update the legal framework 

• Annual report on progress on gender equality 

X 
 

X 
X 

Additional activities • Gender budgeting in legislation X 
X indicates that there are policy initiatives supporting the specific measure. (X) indicates that there is not a 
direct national policy initiative targeting the measure in question, but that there are related initiatives or 
initiatives covering closely related measures or objectives. 

Equal economic independence (labour market partipation, work-life balance, childcare facilities) 

Policy initiatives concerning labour market participation are described above in 2.1 and below in 2.2.  
For information on work-life balance see 2.2.2.11. See also description of childcare facilities and 
leave in part 2.2.2 Parental leave policies, part 2.2.2.9 Compensation rate for wages for parental 
leave (including payment and funding), part 2.2.2.10 Additional paid leave for working parents, and 
part 2.2.3 Empirical evidence for gender regime.  

National law provides workers with a legal right  to reduce working time on request. As stated in the 
Parental Leave Act, all employees with children have the right to leave when on either parental or 
maternity/paternity leave (see also part 2.2.2.11). The leave schemes in Sweden are quite flexible, 
and parents can make use of different types of part-time or full-time leaves. If the employee is no 
longer entitled to compensation or benefits, the employee can make use of this possibility at his/her 
own expense (Åkerström 2017). 

                                                            
15 This table is based on the European Commission’s strategy for equality between women and men 2010-2015.  
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Equal pay (wage transparency, part-time work and fixed-time contracts, non-traditional 
occupations / gender segregation) 

The European Commission’s Recommendation of 7 March 2014 on strengthening the principle of 
equal pay between men and women (as stated in the Discrimination Act, see part 2.1.1) through 
transparency is applied in Sweden (see also the description of gender budgeting below). It should be 
stressed that in Sweden pay and pay structures are decided by the social partners through collective 
bargaining (and there is also no such thing as a minimum wage). Strengthening the principle of equal 
pay and pay transparency is achieved, for instance, by the rules on active measures in the 
Discrimination Act and its requirement of the Equal Pay Action Plan, which includes a survey of 
provisions and practices regarding terms of employment, including pay differences between women 
and men performing equal work/work of equal value. This obligation is described as a prerequisite 
for the Equal Pay Action Plan. Furthermore, equal pay is pursued through requirements for the 
Swedish Mediation Office (Swedish state authority) to monitor wage developments in the labour 
market, which includes equal pay developments (Numhauser-Henning 2015a, 16). The government 
will present an action plan for equal pay in the near future (Regnér and Wallström 2016, 6). 

The Swedish Parliament has decided that gender statistics must be part of the official statistics in 
Sweden: all official statistics concerning individuals must be divided into sex categories. Furthermore, 
the booklet Women and men in Sweden by Statistics Sweden presents gender statistics in an 
accessible way, and Statistics Sweden also publishes indicators on GE divided into thematic areas, 
thus providing material to assist the government to follow up on its gender equality policies 
(Statistics Sweden 2016a, 12, Numhauser-Henning 2015b, 13). Similarly, the Swedish Secretariat for 
Gender Research has developed a guide for assessing GE initiatives and gender mainstreaming 
(Swedish Secretariat for Gender Research 2014). Today, social partners, including trade unions, are 
required to conduct pay surveys annually (Regnér and Wallström 2016, 6). 

In terms of GE, some of the prioritised objectives of the Swedish government have been to promote 
an equal distribution of unpaid domestic work and to improve economic GE. Among other aspects, 
this included focus on economic security in case of illness, and raising awareness of the effects of 
unemployment or part-time work for pension (Seidegård et al. 2015, 71; Gender Equality Inquiry 
2015). 

With the newly initiated mainstreaming strategy for the higher education sector for the period 2016-
2019, the government – among other issues within the sector – has formulated the promotion of 
equal career opportunities in academia and the need to work against gendered education choices as 
priorities in academia (Swedish Secretariat for Gender Research 2016a). For additional information 
on the Gender Mainstreaming Academia (GMA) programme, see part 2.3.1 Description of overall 
strategic gender equality policies in RTDI in place. 

See also part 2.1.1 on equal pay and parts 2.2.3.8 and 2.2.3.9 on part-time work.  

Equality in decision-making (commitees, expert groups, European Parliament elections) 

The government in Sweden places a strong emphasis on gender mainstreaming and gender equality 
in all aspects, including support for awareness of gender distributions in all levels of decision-making 
in the Swedish society, including political positions. In Sweden, every second candidate for an 
election is usually female (Numhauser-Henning 2015b, 15).  
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Visibility and equal distribution of power and influence has been a central priority in the Swedish GE 
policy in recent years, and this also seems to be the case when looking at political decision-making. 
For instance, Seidegård et al. found that, for three years in a row, women comprised more than 50 % 
of members of the European Parliament (2015, 21, 71), and as mentioned elsewhere, political 
decision-making in Sweden is gender-balanced. According to the European Parliament, “the relative 
gender balance was achieved voluntarily and without the need to resort to gender quotas (women’s 
share in Parliament in recent years oscillated between 44 % and 47 % in recent years)” (Numhauser-
Henning 2015b, 15). However, men still dominate other ‘powerful positions’ in the Swedish society, 
especially in the private sector (Seidegård et al. 2015, 21). See also part 3.4 on horizontal gender 
segregation in Sweden. 

The Swedish business model is based on voluntary measures. The Swedish Corporate Governance 
Board administers guidelines targeting stock market listed companies and public limited liability 
companies; the Swedish Code on Corporate Governance, compiled by the Swedish Corporate 
Governance Board, applies to all companies listed at the OMX Nordic Exchange Stockholm and NGM 
Equity. The board made a range of changes to the Swedish Code on Corporate Governance in 2014, 
ensuring a specified aim at achieving a more equal gender balance in boards of at least 40 % of the 
underrepresented sex by 2020. But since this code is voluntary, it is not binding; the code is rather 
intended as a complement to other gender-sensitive legislation. However, companies are obligated 
to provide annual reports including a motivation of the final proposal regarding the composition of 
their board and explanations of deviations from the Governance Code (Swedish Women's Lobby 
2015, 13, Numhauser-Henning 2015b, 12, 15). However, gender balance in economic decision-
making has long prospects in Sweden.  

In accordance with the previous Gender Equality Act, the current Discrimination Act also 
encompasses the private sector. Still, the act does not address gender quotas, e.g. for government 
councils and committees. The question of quotas is continously debated.16 But even without specific 
legislation, the principle of gender balance (40 % representation of the underrepresented gender) on 
bodies and boards appointed by the government is followed (Bergman 2013, 28), and in state-owned 
companies the goal of at least 40 % women on boards was reached in 2003. Now women constitute 
around 50 % (Numhauser-Henning 2015b, 15). 

Today, there is still no quota legislation for women’s representation on company boards. However, 
as mentioned before, in 2014, when the share of women on boards was around 25 %, the 
government ‘foreshadowed’ a proposal for legislation specifically concerning gender quotas. The 
legislative proposal was to be announced after shareholders’ general meetings in 2016, if the share 
of women on company boards remains below 40 % (Numhauser-Henning 2015a, 12). 

For additional information on decision-making see part 2.3.2.2 Measures addressing gender balance 
in decision-making. 

Horizontal issues (non-discriminary gender roles, equality bodies, progress reports) 

See description of the equality body in part 2.1.2 above. See also part 2.3.1 Description of overall 
strategic gender equality policies in RTDI in place and part 2.3.4 Actors responsible for GE in RTDI. 

                                                            
16 For an overview of the political discussions of quotas in Sweden, see The policy on gender equality in Sweden 
(Numhauser-Henning 2015b, 16). 
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Additional activities (gender budgeting/gender-responsive policy making/evaluation) 

Several evaluations of the GE strategies have been carried out, including evaluation of GE strategies 
for public schools, in Swedish culture (including GE in the film industry, at museums, in the music 
businesss), GE in the HES, public safety from a gender perspective, women’s health, working 
environments for women, etc. (Seidegård et al. 2015, 334-370). However, even if these initiatives 
and evaluations put gender on the agenda in a wide range of areas and some have had effects at the 
organisational level, none of these studies have specifically evaluated the effects of the government’s 
GE policy or GE initiatives on actual and lasting GE effects at the societal level (Seidegård et al. 2015,  
339f, 368). 

Since 2014, the Swedish government has had a renewed focus on gender budgeting in the state 
budget as one of gender mainstreaming tools. In the budgetary procces, GE effects are evaluated, 
and the government strives towards a continual focus on GE implications (Government Offices of 
Sweden 2016d, Bergman 2013, 43, Numhauser-Henning 2015b, 13). Furthermore, the government is 
currenly analysing the Swedish tax system from a gender perspective, studying the gender pay gap 
(Government Offices of Sweden 2016d, Bergman 2013, 43). The analysis will be completed in 2018.  

Clear guidelines for using a gender perspective in key work processes are provided for the 
Government Offices, e.g. in the budgetary process and agency governance. Furthermore, the Budget 
Bill for 2017 states that the government intends to establish a gender equality agency that will help 
ensure effective implementation of GE policy (Government Offices of Sweden 2016d).17 

See also parts 2.1.2 and 2.1.3 for a description of Sweden’s gender mainstreaming policies. 

Current societal/political discourses about gender equality (gender equality discussed publicly and 
in the media; topics, issues or policies discussed) 

In terms of gender equality, Nordic countries such as Sweden have a very positive reputation 
(Niskanen 2011b, 11), and, in the Swedish context, GE issues are addressed as important societal 
topics. The Swedish self-declared feminist government perceives GE as a matter of justice and equal 
participation in society and decision-making (see also part 2.1.1 and part 2.2.4). 

Some of recent public debates on gender equality policy have focused on issues regarding gender 
distribution in academic positions and gender quotas. The government has set voluntary quotas for 
universities for the recruitment of female full professors since the late 1990s. There are no sanctions 
for non-compliance, but there are expectations to meet the targets. These targets have contributed 
to the increase in the share of women among full professors from 9 % in 1996 to 24 % in 2013. 
However, the share of female full professors is not much higher compared to the EU average of 20 % 
(Wallon et al. 2015). 

Bergman states that: 

                                                            
17 For more information of gender(-responsive) budgeting, see Swedish Government to establish gender 
equality agency (Government Offices of Sweden 2016g) and Gender-responsive budgeting (Government Offices 
of Sweden 2016d). For an overview of reforms in the Budget Bill for 2016 that contribute to gender equality, 
see A feminist government ensures that decisions increase gender equality (Government Offices of Sweden 
2015a). 
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During the 1990s and up until the early 2000s, the practice of earmarking academic positions, 
including professorships, as a gender equality measure was hotly debated in Norway and 
Sweden. Many viewed such earmarking as controversial, and it proved to be difficult to 
implement for legal as well as political reasons. (2013, 26) 

Furthermore, gendered violence is also a highly discussed topic in Sweden (Swedish Institute 2017, 
Government Offices of Sweden 2015f), and  gender stereotypes in the Swedish society (also in 
connection with advertising) have been a point of attention in the debates.   

Seidegård et al. find that the government’s GE policies during the period 2007-2014 have had some 
effects – for instance, the awareness of GE issues has increased and new initiatives have been 
developed. They find that, especially regarding the issue of men’s violence against women, initiatives 
have been improved,18 and a focus on gender issues in the labour market and in businesses has also 
been strengthened (Seidegård et al. 2015, 438f). 

However, some challenges and unresolved issues remain; in an interview with the head of the 
Gender Equality Inquiry, set up by the Swedish government, Seidegård states that “(…) progress in 
Sweden is more or less standing still” (The Local 2015). 

The 2015 report Policy objectives and a new government agency – effective governance of Swedish 
gender equality policy prepared by the Gender Equality Inquiry for the Ministry of Health and Social 
Affairs, addresses four areas or topics (Gender Equality Inquiry 2015): 

- GE progress over a 10-year period,  
- evaluation of the effectiveness of the implementation of GE policy, 
- a review of GE policy objectives and indicators,  
- suggestions for changes in the organisation and implementation of GE policy.  

In the English summary of the report, the Gender Equality Inquiry states that “there are few, if any, 
reported effects at societal level of the special gender equality intitiative to suggest that the various 
measures have enhanced gender equality” (2015, 6).  

One of the reasons behind the lack of (reported) effects of GE policies could be the fact that it might 
take some time, especially for long-term initiatives, to give a so-called “positive return” that can also 
be measured. Additionally, it can be difficult to isolate GE-specific factors and other factors (Gender 
Equality Inquiry 2015, 6).  

However, the Gender Equality Inquiry also found that those government agencies that took part in 
the Gender Equality in Government Agencies programme state that they have experienced an 
integration of GE perspectives in their work, and in the leadership and management of the activities 
at the agencies (2015, 7). Yet, even though the agencies made extensive reports, only “few of the 
evaluations have included any impact evaluations of a comprehensive nature” (Gender Equality 
Inquiry 2015, 7). 

The Gender Equality Inquiry concludes that: 

                                                            
18 During the government period 2007-2014, the gender-based violence initiative received the highest 
governmental funding (SEK 2.1 billion and more than 200 measures) (Gender Equality Inquiry 2015, 6). 
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The Government’s 2007-2014 gender equality initiative and the Government’s management 
of gender equality policy in general have had an impact in society in that knowledge about 
gender equality has increased and methods and practices have been developed through 
gender equality work at different levels of society. However, there has been insufiffcient data 
in the form of analyses and evaluations to enable an understanding of how these have 
affected gender equality. (2015, 10) 

Also in terms of hiring and promotion, there are still some challenges in terms of discrimination; for 
instance, Numhauser-Henning states that: 

Even if discrimination is proven, there is no right to the position/promotion as such or to 
compensation for economic loss. Arguably, with regard to transparency, etc., one can also 
question the technique of the 2008 Act to prohibit any discriminatory decision in working life 
without expressly mentioning access to employment, pay, pregnancy, etc. This makes the 
prohibitions on discriminatory pay and occupational pension schemes far from transparent. 
(2015a, 48) 

 

2.2 Welfare and Gender Regimes 

2.2.1 Fiscal policies 
Fiscal policies and fiscal benefits or disadvantages for households with two earners are factors which 
can have an influence on the labour market participation of women – however, this seems to be of 
greatest importance in countries where women’s labour market participation is very low.   

Until 1971, married couples were seen as a unit, and due to high taxation, employment of women 
was not financially rewarding for the household; therefore, a very important factor for women’s 
labour market integration was the introduction of separate taxation in 1971 (Numhauser-Henning 
2015b, 11, 5). Today, the Swedish taxation system is considered to be gender-neutral (Stanfors 2015, 
223), also in regard to fiscal policies and national budgets (see Tab. 17). But the Swedish government 
still wants to increase the participation of women working full-time. Furthermore, the government 
has stated that there is a general issue of income inequality in Sweden, which will be addressed 
through specific initiatives (Government Offices of Sweden 2015j): “There are several explanations 
for the general phenomenon of increased income inequality. Increased income from capital 
combined with lower income-equalising taxes are the most important factors behind income 
disparities that are wider in 2013 than in 1995” (Government Offices of Sweden 2015j). 

In the period 1995-2014, there has been an increase in income in all segments of income distribution, 
yet income differences also increased, especially in the period 2007-2010.  

Tab. 17: Fiscal incentive for secondary workers, 2011 – (sorted by AETR) 

  

Secondary 
earner (AETR) Primary 
earner at 100 % of AW 
and 2 children 

Single (net 
personal average tax) 

Ratio  
(secondary 
earner/single) 

Sweden 22.1 22.1 1 
Unweighted average 31.3 23.7 1.4 
Unweighted average 30 23.1 1.3 
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without joint taxation 
countries 
Unweighted average  
for joint taxation countries 
(FR, DE, IE, LU, PT) 37.3 26.9 1.4 
Source: (Plantenga 2014, 41) 

The table above shows fiscal incentives for secondary workers sorted by the average effective tax 
rate (AETR). In Sweden, fiscal incentives for secondary earners and single earners are the same, and 
it is quite normal for couples in Sweden to have roughly similar earnings (Rastrigina and 
Verashchagina 2015, 28). 

Figure 1 shows the effects or benefits that welfare services, disposable income and income change 
have on the individual extended income for women and men (Government Offices of Sweden 2016e, 
50). 

Figure 1: Effect on individual extended income for women and men respectively (aged 20 and 
older) 

 

The Swedish Fiscal Policy Council19 finds that “the Government should specify time-based targets for 
economic equality and regularly evaluate the policy pursued towards these targets” (Swedish Fiscal 
Policy Council 2016b, 4-5). 

However, as Figure 1 shows, men and women benefit differently from different initiatives, e.g. 
improvement of welfare services is expected to have greater effects on the extension of the income 
for women than (taxation) improvements in the individual disposable income (Government Offices of 
Sweden 2016e, 50).  

                                                            
19 For more information on the Swedish Fiscal Policy Council, see About the Swedish Fiscal Policy Council 
(Swedish Fiscal Policy Council 2016a).  
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In the Budget Bill for 2016 and the Spring Fiscal Policy Bill for 2015, the government initiated a range 
of reforms and proposals which it expects to have positive GE effects, e.g. an increase in the basic 
income tax allowance for low-income pensioners, gradual reduction of earned income tax credit 
(allowance reduction for income above the threshold for state income tax, which often benefits 
men), and restriction of tax-subsidised deductions for various kinds of work at home (Government 
Offices of Sweden 2015a). 

The government’s targets for the Budget Bill of 201720 are improvements in the work environment, 
expansion of staff in sectors that employ a large number of women, higher large-family supplement, 
and higher income threshold in the housing allowance, in order to improve margins for women in 
precarious financial positions (Government Offices of Sweden 2016h). 

Furthermore, the Swedish government is currently composing an analysis of the tax system from a 
gender perspective. The analysis will be finished in 2018, and the government will establish the 
Gender Equality Agency in regards to e.g. taxation (Government Offices of Sweden 2016j). 

2.2.2 Parental leave policies 
According to Danbolt, “Sweden was the first country in the world to introduce shared parental leave 
in the 1970s and offers the longest leave in the region today, with an income-related parental benefit 
of up to 70 weeks (or 480 days)” (2016b, 13). Today, the government’s objective is a completely 
gender-equal use of parental leave and, to this end, the government has appointed an inquiry. 
Furthermore, the government has introduced a third month of parental leave reserved for each 
parent (Government Offices of Sweden 2016e, 8, Regnér and Wallström 2016, 7). The change means 
that parents of children born on or after 1 January 2016 are entitled to an additional third month of 
leave each, which cannot be transferred to the other parent (Statistics Sweden 2016b, 43, Danbolt 
2016b, 14). Furthermore, the Gender Equality Inquiry will review the current rules for parental leave 
and parental insurance, identify problems and propose measures for improvement of the policies. 
The inquiry’s report will be submitted in October 2017 (Government Offices of Sweden 2016c). 

In 2016, the government appointed a commission for revising the parental leave system. The aim is 
to modernise the leave policy by providing support for gender-equal parenting and flexibility for 
various family constellations. The government’s commission will provide a report in October 2017 
(Regnér and Wallström 2016, 7). For more information see Social insurance in Sweden (Ministry of 
Health and Social Affairs 2016). 

                                                            
20 “The Budget Bill is the Government’s proposal for central government budget revenue and expenditure for 
the fiscal year 2017” (Government Offices of Sweden 2016b). For more information on the Budget Bill 2017, 
see The central government budget for 2017 in figures (Government Offices of Sweden 2016i). 
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2.2.2.1 Possible duration of maternity leave 
Figure 2: Comparison of maternity leave between EU countries 

 
Source: (Schulze and Gergoric 2015, 114) 

The specific policies on leave are employed in the Parental Leave Act (PLA) and in the Social Security 
Code (SSC) (Numhauser-Henning 2015a, 22). According to the PLA, employees are entitled to 
maternity leave for a total period of 14 weeks, of which two weeks are compulsory; employees are 
entitled to seven weeks of maternity leave prior to the estimated date of birth and seven weeks after 
delivery (Numhauser-Henning 2015a, 20). 

2.2.2.2 Possibility of paternity leave 
Swedish national legislation provides for paternity leave in the Social Security Code (SSC) and 
Parental Leave Act (PLA) and for protection against dismissal or unfavourable treatment of 
employees taking paternity leave; see also part 2.2.2.12 Protection against dismissal. 

In connection to the birth of a child, fathers (or the parent not giving birth) has 10 days of earmarked 
leave. Benefits are paid out under the parental benefits scheme regulated in the SSC. Out of the 
48021 days of parental leave related to each child, there are now 90 days with benefits (from 2017) at 
income-replacement level. These 90 days (i.e. the ‘daddy months’) cannot be transfered between 
parents (Numhauser-Henning 2015a, 26). However, mothers still take out about 75 % of the benefit 
days (Numhauser-Henning 2015a, 26), see also part 2.2.3 Empirical evidence for gender regime. 

2.2.2.3 Possible duration of parental leave  
In Sweden, parents are secured a total of 480 full days with leave benefits per child to be spent 
within the first 12 years of the child’s life (this includes both parental leave and maternal and 
paternal leave). However, 384 days thereof can only be used until the child turns four years old 
(therefore, it is only possible to make use of 96 paid parental days for parents with children aged 4+).  

                                                            
21 Parents in Sweden are entitled to a total of 480 days or 16 months of parental leave, 3 months (90 days) 
thereof are earmarked for each parent, and the remaining 10 months can be divided between the parents as 
they wish.  
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Parental leave benefit days can be taken in various ways: they can be taken out as a whole, as three 
quarters, half of days, one quarter, or one eighth of a day. In this way, one full benefit day can equal 
to a number of part-time working days (Numhauser-Henning 2015a, 22). 

Figure 3: Duration of parental leaves in weeks 

 
Source: (Schulze and Gergoric 2015, 68) 

As Figure 3 illustrates, the total duration of parental leave in Denmark and Sweden are quite similar, 
and below the EU average. One explanation for this might be the high enrollment of both women 
and men in the labour market. See also parts 2.2.2.5 and 2.2.2.11. 

2.2.2.4 Who is entitled to take parental leave?  
The 2015 EC Swedish Country Report states that:  

The right to leave is individual for each of the parents. Some forms of leave require a right to 
parental benefit according to the SSC, though. Generally speaking, parental benefit days can 
be transferred between the parents. However, there is a limitation – 60 days [today: 90 days] 
must be taken by of each one of the parents and are thus untransferable. (Numhauser-
Henning 2015a, 23) 

2.2.2.5 Flexibility of Parental Leave arrangements  
In order to enhance the flexibility of use, parental leave is counted in days, and not in weeks or 
months. Formerly, two months (or 60 days) of parental leave had been earmarked for each parent 
and could not be used by the other parent (Government Offices of Sweden 2015a). The government 
recently made adjustments so that each parent is now entitled to three months (or 90 days) of 
(earmarked) leave, as of 1 January 2016.22  

This means that today parents are entitled to “double days” (dubbeldagar) which means that both 
parents can take up to 90 days of paid leave at the same time in the child’s first year of life. “Parents 

                                                            
22 For more information on parental leave, see A more equal parental insurance system (Government Offices of 
Sweden 2015b). 



EFFORTI Country Report Sweden 

36 
 

cannot use any of the mother’s quota or father’s quota when using double days. Parents must use 
the remaining 105 wage-based days that each are entitled to, if they want to stay home at the same 
time” (Haas, Duvander and Hwang 2016, 3). 

The total of 480 days of parental benefit days can be taken altogether in a continuous period, or split 
into different arrangements and different time blocks (e.g. one day of full-time leave can also be 
taken as two days of half-time leave or four days of quarter-time leave), and paid and unpaid leave 
days can also be combined in different ways. Specific leave arrangements and the distribution of the 
days at hand are usually done in accordance with the wishes of the employee after an agreement 
with the employer. Only parents on part-time leave are allowed to continue their work while on 
leave. According to the Parental Levae Act (PLA), the employee is expected to take leave in a way 
where he or she can resume their work without substantial disturbance to the workplace, unless this 
is very inconvenient for the employee in question (Numhauser-Henning 2015a, 23, Haas, Duvander 
and Hwang 2016, 3). 

2.2.2.6 Policies in place for supporting paternity leave or usage of entitlements by fathers 
In 1974, shared parental insurance was introduced in Sweden, and later on, fathers were given an 
earmarked period of paternity leave. Recently, the earmarked paternity leave period has been 
extended to three months; therefore, Sweden has the longest paternity leave period for fathers 
among Nordic countries (Swedish Institute 2017, NIKK 2016d).  

Furthermore, the government provides an economic gender equality bonus (jämställdhetsbonus) in 
the form of a tax-free extra daily payment for both parents, if at least 270 days of the paid parental 
leave period are equally divided between both parents (Swedish Social Insurance Agency 2014, 18, 
Åkerström 2017). Parents can only receive the bonus in the period of wage-related leave (390 days), 
after the three earmarked months are used by both parents (i.e. 210 days). For every day that the 
parent who has taken the shortest period of leave takes additional leave – past their reserved 90 
days – both parents receive EUR 5 tax-free. If parents share the leave equally, they can receive a total 
of EUR 1 122 tax-free as equality bonus (Haas, Duvander and Hwang 2016, 3).  

However, the gender equality bonus is now considered ineffective for its purpose; therefore, in the 
Budget Bill for 2016, the government proposed that the bonus would be abolished (Government 
Offices of Sweden 2015h). 

2.2.2.7 Regulations and initiatives supporting parents returning to work 
The Parental Leave Act (PLA) secures employees’ right to resume their work to the same extent as 
before the parental leave. Further, the act prohibits any kind of unfavourable treatment related to 
the leave, except in special cases where different working conditions or treatment are a necessary 
consequence of the leave taken, for example, if the parental leave arrangements in question are not 
compatible with the organisation of the work, and an employee therefore is temporarily transferred 
to another position or other working tasks (Numhauser-Henning 2015a, 24). 

Parents in Sweden are guaranteed access to childcare services. Childcare for children aged 3-6 is free 
for up to 15 hours a week. Fees for childcare facilities are proportional to income and number of 
children (the more children, the lower the fee). All parents are provided child allowances (SEK 1 050 
per month) from the government until the child turns 16 years old, and families with more children 
get extra family supplement (Swedish Institute 2017). 
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Additionally, Sweden has introduced a scheme giving temporarily employed researchers the right to 
an extension of their fixed-term contract when they take parental leave (Bergman 2013, 48). 

2.2.2.8 Compensation rate for wages for maternity leave 
Income-related pregnancy and maternity benefits correspond to sick leave benefits (Social Security 
Code, SSC). For unemployed mothers, there is instead a benefit at the lower guarantee level. Sickness 
benefits amount to 80 % of incomes up to ten ‘basic amounts’ (approximately EUR 49 000 annually, 
and maximum SEK 945 per day) (Numhauser-Henning 2015a, 20).23   

Numhauser-Henning states that “the rules on maternity leave benefits are fully integrated into the 
general parental benefit system. There are no qualifying requirements in relation to the parental 
leave system, thus regulating the right to leave in relation to the employer” (2015a, 21). 

The compensation rate for wages for maternity leave amounts to a little less than 80 % of the 
earnings, up to an earnings ceiling of around EUR 35 000 per year. Payments are distributed by the 
Swedish Social Insurance Agency, to which employers contribute; employers pay around 30 % of  all 
employees’ earnings. Around 2 % thereof are earmarked for ‘parental insurance’. The government 
makes up for any shortfalls (Haas, Duvander and Hwang 2016, 1-2). 

2.2.2.9 Compensation rate for wages24 for parental leave 
Parental leave benefits based on the employee’s income are called “parental benefit at sickness 
level.” The rate depends on how many hours the employee has worked (Swedish Social Insurance 
Agency n.d.-a). The compensation rate for previous income during paternity leave is 80 % in Sweden, 
with a salary ceiling of around EUR 4 000 per month.  

A public parental leave scheme is regulated in the Social Security Code (SSC), which states that 
benefits are paid at two levels: 1) an annual income-related benefit at-sickness-benefit level (80 % of 
incomes, up to 10 basic amounts, a total of about EUR 49 000 ), or 2) at guarantee level 
(approximately EUR 20) per day (Numhauser-Henning 2015a, 25).  

In relation to the Parental Benefit system in  the SSC there are certain requirements, though. 
Out of the 480 benefits in total in relation to a child only 390 days are at income-replacement 
level. These days require that one is insured for sickness benefits in cash through 
employment. Otherwise one will only have a right to parental benefits at the lower, 
guarantee, level. For the first 180 days at income-replacement level there is an additional 
requirement of having been insured for sickness benefits in cash through employment 
continuously for 240 days immediately prior to the birth of the child. The right to sickness 
benefits in cash is based on presumed employment for the forthcoming year. (Numhauser-
Henning 2015a, 21) 

Additionally, Numhasuer states that:  

To make parental leave less inconvenient for the parent earning more than the other (…) the 
‘ceiling’ on the public parental benefits scheme was increased a few years ago from 7.5 basic 

                                                            
23“ For 390 of the days, parents are entitled to nearly 80 % of their normal pay. Benefits are calculated on a 
maximum monthly income of SEK 37 083, as of 2015. The remaining 90 days are paid at a flat rate. Those who 
are not in employment are also entitled to paid parental leave (Åkerström 2017). 
24 % of wages covered by leave benefits during leave period. 
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amounts to 10 basic amounts. There was also a gender-neutral reform concerning the so-
called ‘Equality Bonus’ (Jämställdhetsbonus) (…) to encourage parents to share the parental 
benefits more equally regardless of their earnings. Concerning income-replacement benefits, 
after 60 such benefit days the parent having taken out such benefits for the smallest amounts 
of days receive an extra SEK 50 (about EUR 5) per day for him/herself and another SEK 50 for 
the other parent up to a maximum of SEK 13 500 (approx. EUR 1 421). (2015a, 28) 

In the period 2016-2019, the Swedish government will increase the public finances for the basic level 
of parental benefits from SEK 261 million in 2016 to SEK 270 million in 2019. The government argues 
that this reform on the basic level of parental benefit presented in the Budget Bill for 2016 and the 
Spring Fiscal Policy Bill for 2015, will particularly benefit women, as they claim more days of basic 
parental benefit than men (Government Offices of Sweden 2015a).  

A total of 195 days of leave are paid at nearly 80 % of earnings, up to an earnings ceiling of 
EUR 47 501 per year. The remaining 60 days are paid at a flat rate payment of EUR 19 a day. Parents 
not eligible for wage-related leave can receive a flat rate of EUR 27 a day for a total of 480 days 
(Haas, Duvander and Hwang 2016, 3). All parental leave benefits, including both income-related and 
flat rate benefit, give pension credits.  

The Swedish government has raised the national maintenance support paid to single parents who do 
not receive child support from the other parent (Government Offices of Sweden 2015d). 

2.2.2.10 Additional paid leave for working parents 
There are five different kinds of family insurance in Sweden: parental benefit (described in parts 
2.2.2.1-2.2.2.9), temporary parental benefit, pregnancy benefit, child pension, and pension rights for 
childcare years (Ministry of Health and Social Affairs 2016, 5).25 

Women who are not able to continue their work duties until the end of pregnancy, can receive a 
pregnancy benefit (Ministry of Health and Social Affairs 2016, 5). Pregnancy benefits are paid by the 
Swedish Social Insurance Agency (Försäkringskassan) (Åkerström 2017). The agency has created an 
online tool where employees can calculate how much leave benefit they can get.26 

Child pension is for parents of diseased children (Ministry of Health and Social Affairs 2016, 6). 
Pension for childcare years is a financial compensation for parents with children below five years of 
age, who are on parental leave or working reduced working hours, who therefore contribute less to 
their own pensions; “in addition to pension entitlement for the childcare years, pension 
contributions are made when a parent receives parental benefit and when care allowance is paid 
out” (Ministry of Health and Social Affairs 2016, 6). 

After an agreement with the employer, parents can get temporary paid leave (tillfällig 
föräldrapenning) for up to 120 days per child (for children below 12 years of age) without a doctor’s 
certificate (Åkerström 2017). According to the Government Offices: 

A parent who needs to stay at home from work to look after a sick child under the age of 12 
(in some cases 16) is entitled to temporary parental benefit. Temporary parental benefit may 

                                                            
25 For a complete overview and descriptions of social in Sweden, see (Ministry of Health and Social Affairs 
2016). 
26 See What Försäkringskassan can do for you (Swedish Social Insurance Agency n.d.-b). 
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also be paid in cases when the child’s regular caregiver is ill. The benefit can be paid for up to 
60 days per child per year. Once these days have been used up, the benefit can be paid for a 
further 60 days. However, these extra days may not be used in the event of the regular 
caregiver falling ill. Additionally, the father of a newborn baby is entitled to 10 days of 
temporary parental benefit, known as ‘father days’, in connection with the child’s birth. For 
adoptive parents, five days each are paid out. The compensation level is approximately 80 % 
of the benefit-qualifying income. To help single parents in cases where they fall ill and cannot 
look after their child, since 2010, another insured person who forgoes paid work has been 
able to receive temporary parental benefit to look after the child. (2016, 5) 

2.2.2.11 Legal right to reduce working time on request 
Parents are entitled to parental leave and reduced working hours. The Parental Leave Act (PLA) 
ensures that employees with children up to eight years old can make use of regulations about 
reduced working hours by up to one quarter, e.g. working 75 % (Åkerström 2017).  

In an effort towards more gender-equal work-life balance solutions, each parent has a number of 
non-transferable leave days. Furthermore, the ceiling for parental benefits has been increased, and 
when fathers take part in leave beyond the non-transferable days, the families are provided with a 
financial equality bonus which is automatically paid out to both parents.  

See description of work-life balance policies including description of possibilities for working reduced 
hours in part 2.1.3 Description of relevant policy initiatives to foster equality.  

2.2.2.12 Protection against dismissal 
Employees are protected under the Employment Protection Act, the Discrimination Act, and the 
Parental Leave Act. Yet dismissal during pregnancy and up until the end of the maternity leave is not 
explicitly prohibited in Swedish law, although there are several provisions to protect workers against 
less favourable treatment or dismissal on the grounds of an application for, or the taking of, parental 
leave. Numhauser-Henning states that “paternity leave is thus part of the general parental leave 
scheme regulated in the SSC and protected in the PLA and its Sec. 16, prohibiting any unfavourable 
treatment in relation to parental leave” (2015a, 26). 

Any dismissal requires a just cause according the Employment Protection Act (EPA) 
(Anställningsskyddslagen). Dismissal related to e.g. pregnancy or maternity imply direct 
discrimination (the Discrimination Act, DA) and unfavourable treatment (the Parental Leave Act, 
PLA). Moreover, the PLA states that if an employee is given notice of termination or is summarily 
dismissed solely for reasons related to parental leave, the notice of termination or summarily 
dismissal will be declared invalid, on the request of the employee in question (Numhauser-Henning 
2015a, 19, 26). 

The PLA contains a prohibition of unfavourable treatment in any form related to parental leave, 
implying a right to return to the same job – or in case this is not possible, return to an 
equivalent/similar job in consistence with the employment contract. Prohibition against 
unfavourable treatment also implies that acquired rights continue to apply during absence due to 
parental leave. It is stated in both the PLA and the EPA, that if an employee is given notice of 
termination or is summarily dismissed solely for reasons related to parental leave, then the notice of 
summary dismissal  or termination will be invalid on request of the employee. Furthermore, the 
employee’s rights (e.g. to an increase in wages), must also be taken into account during leave. In 
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general, the employment relationship continues during leave, and there are also no changes in social 
security coverage (Numhauser-Henning 2015a, 19, 24). 

2.2.3 Empirical Evidence for Gender Regime 
The Social Insurance Agency perceives maintenance of work-life balance as an important public 
health issue and encourages organisations to adjust the working conditions to the particular needs of 
parents with small children. Moreover, the agency emphasises that the issue of work-life balance in 
the labour market is important in maintaining the level of Sweden’s competitiveness in the globalised 
economy (Swedish Social Insurance Agency 2015, 10). In the annual social insurance report on GE 
and sick leave, the Swedish Social Insurance Agency concludes that through parental insurance and 
extensive childcare provisions, parents in Sweden have good opportunities to combine parenthood 
with employment, from an international perspective. This is also reflected in the high labour force 
participation of women, and the fact that today a vast majority of men make use of parental 
insurance – to some degree (Swedish Social Insurance Agency 2015, 10). 

Even though the conditions in Sweden are quite good, women still claim three quarters of parental 
benefit days, and it is also women who carry out the majority of unpaid work at home. Furthermore, 
women work part-time more often, they take more sick leave than men, their career developments 
are poorer than men’s, and their pensions are 30 % lower than men's pensions (Government Offices 
of Sweden 2016c). The differences in pensions between women and men are relatively large, and 
larger than the gender pay differences. The project  Gender-equal pensions initiated by the Working 
Group on Pensions, aimed at tackling the challenge presented by the large differences in pensions 
between men and women. Based on the analysis of nine different sub-areas, measures have been 
proposed on how to achieve more gender-equal pensions (Government Offices of Sweden 2017a). 

See also part 3.7.1 General gender pay gap. 

2.2.3.1 Usage of parental leave 
Women’s share of parental leave has decreased and today women take 75 % of the parental leave – 
still significantly more than men (Gender Equality Inquiry 2015, 4), and, according to the Gender 
Equality Inquiry, most parental leave is taken by middle-income earners who take the highest 
number of days with parental benefits. Both men and women of low income take less leave: “The 
conditions for taking advantage of the flexibility parental insurance offers therefore vary between 
women and men in different income groups” (2015, 4).27 

                                                            
27 However, as described in part 2.2.3.3 on the main barriers for increasing participation of men in leave, the 
Swedish Social Insurance Agency finds that income plays a very small role in the distribution of leave between 
the genders (fathers and mothers). 
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Figure 4: Days with parental leave benefit, 1974-2013 (in percentage) 

 

Figure 4 shows the development in the share of parental leave taken by mothers and fathers in the 
period 1974-2013. While there has been a decrease in mothers’ take-up of leave and a comparable 
increase in fathers’ share of leave, by 2013, fathers take about 25 % of parental leave days (Lidbeck 
2015). 28 

The Nordic Council of Ministers finds that the introduction of earmarked paid paternal/paternity 
leave has had a positive effect on fathers’ share of leave (Danbolt 2016b), which has increased from 
2013 to 2014 (Haas, Duvander and Hwang 2016, 6). In the present section, a closer look at 
developments and explanations for the take-up of parental leave by fathers will be provided. 
Additional information on how both mothers and fathers manage work-life balance including leave 
follows in the sections below. 

Figure 5: Men’s proportion of parental leave days taken, 2014 

 

Source: (NIKK 2016d) 

                                                            
28 Table text freely translated from Swedish. 
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According to NIKK, Nordic Information on Gender,29 even though fathers in Nordic countries, e.g. 
Sweden, take more parental leave than fathers in many other countries, there are differences 
between the Nordic countries worth noticing (NIKK 2016d). Figure 5 from a factsheet recently 
disclosed by NIKK gives an overview of the differences within some of the Nordic countries regarding 
the share of leave taken by fathers in 2014 (NIKK 2016d). The table shows that fathers in Iceland, 
Sweden and Norway took between 22.5 % - 29.4 % of the overall parental leave days in 2014. When 
comparing the usage of paternity leave between e.g. Denmark and Sweden, paternity leave is more 
used in Sweden, as seen in the table and the figure, which might be explained by the fact that 
Sweden has earmarked paternity leave, whereas Denmark does not. However, a gender divide 
remains, even though women in Sweden had decreased their share of parental leave from 83 % to 
around 70 % - 75 % (Gender Equality Inquiry 2015, 4). 

Also in academia, the public childcare system is considered satisfactory in its coverage: 

It is common and generally accepted practice for both female and male researchers to take 
several months of parental leave, even if women take more. In addition to the altogether 16 
months of parental leave, parents have the right to take paid leave to take care of sick 
children. While the ordinary parental leave can be planned ahead of time, the occasional but 
frequent days for care for sick children are often a question of negotiation between the needs 
of the parents. (Salminen-Karlsson et al. 2014, 57)  

Both male and female PhD students are claimed to be on parental leave almost equally (Salminen-
Karlsson et al. 2014, 69). 

Tab. 18: Recipients/users of publicly-administered paternity leave benefitors or publicly-
administered paid paternity leave per 100 live births, 2006 and 2013 

 
2006 2013 

Sweden 73.6 72.3 
Source: (OECD 2016b)  

Tab. 18 shows the share of fathers or other partners using publicly-administered paternity leave or 
claiming publicly-administered paternity leave benefits in a given year per 100 live births in the same 
year (OECD 2016b). As the table shows, the share of paternity leaves using publicly-administered 
schemes or claiming publicly-administered benefits for paternity leaves are very high in Sweden and 
have been stable from 2006 to 2013.   

                                                            
29 NIKK is a Nordic cooperative body for the Nordic Council of Ministers. NIKK provides knowledge about 
policies, practices and research related to GE in Denmark, Finland, Iceland, Norway, Sweden, Greenland, Faroe 
Islands and Åland Islands (NIKK 2016c). 
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2.2.3.2 Average duration of parental leave periods by sex (measured in days) 
Figure 6: Duration of paid leave for men and women 

 
Source: (OECD 2016b, 6) 

As seen in Figure 6, the duration of paid leave for men and women is relatively high in Sweden, when 
comparing with other Nordic countries, e.g. Denmark. When comparing the duration of paid leave 
for men and women in 2014, the gender gaps are rather large in all Nordic countries, yet men in 
Sweden have the highest duration of paid leave, and it has been increasing continually over the past 
40 years. However, the numbers are also sector-divided; in general, it appears that people living in a 
metropolitan area and men and women employed in the public sector, are more equal in terms of 
how much leave they take, than those employed in the private sector (Numhauser-Henning 2015b, 
21).  

Sweden is characterised by relatively long periods of paid parental leave and an established fathers’ 
quota of eight weeks in both 2000 and 2014. Since 2000, there has been a small increase in the 
number of weeks of paid parental leave. The duration of paternity leave has been stable (two weeks) 
(Eydal et al. 2015). Tab. 19 shows the number of paid parental leave weeks (Eydal et al. 2015). 
 

Tab. 19: Number of weeks of paid parental leave in the Nordic countries in 2000 and 2014 
Number of weeks Total Fathers quota Paternity leaveb 
Denmark    
2000 30 2 2 
2014 50 0 2 
Finland    
2000 44 0 3 
2014 48 6 3 
Iceland    
2000 26 4 0 
2014 39 13 0 
Norway 
2000 42/52a 

 
10 

 
2 

2014 49/59a 10 2 
Sweden    
2000 64 8 2 
2014 69 8 2 

a57 weeks with 80% replacement or 47 weeks with 100% replacement. 
bLeave that the father can take during the first weeks afterbirth when the mother is also on leave. 

Source:  (Eydal et al. 2015) 
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Duration is also a question of time period and the child’s age: 

Women are much more likely than men to spread out their parental leave. Women take 
parental leave just over 13 months during the child’s early years, and 9.5 of these are with 
parental benefits. The corresponding figures for men are 3.5 months, 2 of which are with 
parental leave benefits. (Gender Equality Inquiry 2015, 4) 

2.2.3.3 What are the main barriers for increasing the participation of men in parental 
leave?  

NIKK finds that “the most gender-equal use of the parental insurance is found in countries that 
stipulate a certain portion of the total parental leave granted for a child can only be taken by the 
father” (NIKK 2016d). 

One of the main barriers that influences the gender differences in parental leave is that collectively 
bargained family rights are mostly found or more well-developed in women-dominated sectors 
(Numhauser-Henning 2015b, 20). According to the government, how much leave men take also 
depends on other factors, such as income and education level (Government Offices of Sweden 
2015a), and also the municipal childraise allowance,30 which the government has proposed to be 
abolished. The government argues that the allowance counteracts economic GE, since more than 
90 % of parents receiving the allowance are women (Government Offices of Sweden 2015d). 

However, the Swedish Social Insurance Agency (Föräldrasikringskassan) finds that income plays a 
very small role in regard to the distribution of parental leave days. “Andel uttagna 
föräldrapenningdagar” in Figure 7 refers to the share of paid parental leave days taken by mothers 
(blue) and fathers (purple), respectively (Swedish Social Insurance Agency 2014, 12).  

Figure 7: Share of paid parental leave days taken by mothers and fathers 

 

Regardless of how high the mother’s share of the overall income of a household (mammans andel av 
hushållets totala inkomst) is, mothers (mammor) still take out 80 % - 100 % of parental leave benefit 
days. The numbers even show a slight decrease in the share of parental leave benefit days taken by 
fathers (pappor), when the mother’s share of the overall household income is above 60 % (Swedish 
Social Insurance Agency 2014, 12). This challenges the idea that the main reason why men take less 
leave than women is because they earn more. 

Other barriers include cultural understandings of gender and parenting, e.g. motherhood and 
fatherhood  (Stanfors 2015, 225); “women are expected to go on parental leave immediately after 
the baby is born, while men are expected to do so later, and preferably when it suits the work at the 

                                                            
30 See also part 2.2.2.8 Compensation rate for wages for maternity leave. 
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department” (Salminen-Karlsson et al. 2014, 72). Similarly, studies have problematised that while 
childcare and women are connected in perceptions of responsibility, this does not appear to be the 
case for men, and in public debates parental leave for fathers or paternity leave is addressed as a 
right or an opportunity, rather than as a responsibility of the male parent. The GE debates in regard 
to leave are thus characterised by arguments stressing the possibilities of free choice rather than 
stressing the parental responsibility of fathers (Wahl 2014, 94). 

On request of the Ministry of Employment, in 2013 the Danish National Centre for Social Research 
(SFI) performed a literature study on experiences with earmarked leave for fathers in Nordic 
countries and the factors that influence how and if parents take parental leave. SFI found that fathers 
in the Nordic countries are resistant to take (some of the) leave that can be shared between the 
parents, if the leave is not earmarked for the fathers. SFI also found that factors such as pay 
compensation and flexibility are influential factors. On the basis of the study, SFI concluded that 
policies on earmarked leave can support more gender-equal norms about parental leave and 
contribute to the normalisation of paternity leave (Jacobsen et al. 2013). 

Another challenge might be found within the Swedish parental leave system (föräldraförsäkring), 
since improvements here seem to have led to a retention of women who are taking the main 
responsibility for the children (and family) in the private homes (Seidegård et al. 2015, 233). 

2.2.3.4 Fertility rate 
In the Nordic countries, including Sweden, it is likely that good parental leave allowances and 
childcare keep up the fertility rate (Nordic Council of Ministers 2015c, 6). As Tab. 20 shows, the 
number of births has been rather stable in Sweden in the period 2006-2014. The relatively high 
Swedish fertility rate might be explained by the focus on work-life balance for families (Swedish 
Institute 2017), while the almost unchanged fertility rates might be due to the high labour market 
participation of women in the Nordic countries.  

Tab. 20: Fertility rate, total (births per woman) 

 
2006 2007 2008 2009 2010 2011 2012 2013 2014 

EU28 1.53 1.56 1.61 1.60 1.61 1.58 1.58 1.54 1.54 
Sweden 1.85 1.88 1.91 1.94 1.98 1.9 1.91 1.89 1.89 

Source: (World Bank n.d.)  

2.2.3.5 Mean age of women at birth of first child 
As Figure 8 shows, the mean age at birth of the first child has increased for both women and men 
since the 1990s. By 2013, the mean age for women was about 29 years and about 31 years for men, 
while in 1996, the respective mean age of women was 27.3 and of men 29.8 years (Nordic Council of 
Ministers 2015c, 7).  
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Figure 8: Mean age at birth of first child 

 

In the 2000s, the level of education in the population has increased, and in the same period, the 
average age of women and men when they have children has increased (as has the foreign-born 
population) (Statistics Sweden 2013b, 13). Yet, the mean age of women at birth of first child has 
been quite stable in the period 2005-2013.  

Tab. 21: Mean age of women at birth of first child by country and year 

 
2005 2006 2007 2008 2009 2010 2011 2012 2013 

Sweden 29.0 29.0 29.0 29.0 28.9 28.9 28.9 28.9 29.0  

Source: (UNECE 2017b) 

2.2.3.6 One parent families and children by sex of parent 
As Tab. 22 shows, there has been a decrease in the share of one-parent families with a female parent 
and an increase in the share of one-parent families with a male parent, when comparing 2005 and 
2012. In 2012, approximately one in three parents in one-parent families were men. 

Tab. 22: One-parent families and children by sex of parent, measurement, country and year 
(number of families) 

 
2005 2006 2007 2008 2009 2010 2011 2012 

Female Parent 
        Sweden 233 167 220 313 219 787 203 864 222 213 228 626 212 914 222 838 

Male Parent 
        Sweden 60 612 76 444 60 500 55 890 65 857 67 154 70 535 69 825 

Source: (UNECE 2016)  

As Tab. 23 shows, the share of single men with children is most prevalent wihin the age group 45-64. 
Comparing different age groups, no differences are found in the number of single women with 
children (Statistics Sweden 2016b, 16).  
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Tab. 23: Family units by type of household, 2014-2015 

 

In comparison to other Nordic countries, by 2013, Sweden had the highest proportion of single 
fathers (Nordic Council of Ministers 2015c, 8). 

2.2.3.7 Enrolment rate of children aged under 3 years in childcare facilities  
As Tab. 24 shows, the rate of children enrolled in childcare has been rather stable during the period 
2005/2006 to 2012/2013: “due to parental leave very few of the youngest children are in daycare” 
(Nordic Council of Ministers 2015c, 11). 

Tab. 24: Childcare by indicator, country and year 

 
2005/06 2006/07 2007/08 2008/09 2009/10 2010/11 2011/12 2012/13 

Sweden 48 48 49 50 50 49 51 51 
Source: (UNECE 2017a)  

One reason why the Swedish rate is lower than e.g. the Danish one could be due to the fact that in 
2007/2008 Sweden introduced the so-called Vårdnadsbidrag, a special ‘care support-benefit’ for 
employees in municipalities, making it possible and more attractive for parents with children age 1-3 
to choose an alternative to public childcare. Parents choosing to receive the care support receive a 
benefit that can be combined with wage-work. Parents receiving the care support benefit cannot at 
the same time make use of public childcare facilities (Numhauser-Henning 2015b, 22). 

Furthermore, Nordic countries, including Sweden, have a high share of men and women that have 
children and are enrolled in the labour force, compared to other European countries (Nordic Council 
of Ministers 2015c, 11). 

2.2.3.8 Women not working or working part time because of inadequacy of childcare 
services 

Nordic countries, including Sweden, have extensive publicly subsidised childcare provisions, and the 
Swedish tax-financed system for childcare and parental leave is perceived as among the most 
extensive from the international perspective (Neuman 2014, 11). Therefore, statistics for women not 
working or working part-time due to inadequacy of childcare facilities are difficult to find and maybe 
less relevant in the Swedish context. 
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2.2.3.9 Main reasons for women not working or working part time 
The share of mothers working part-time increases with the number of children (Hedborg et al. 2015, 
169).  

There are several reasons why more women than men are working part-time. The main reasons are 
that women cannot find a suitable full-time job or that they are taking care of their children (Regnér 
and Wallström 2016, 6). But the reason for part-time employment among the ‘older’ age groups of 
women (with older children, if any) is that there are fewer full-time positions in sectors and fields 
dominated by women (e.g. in care), see figure in part 3.3.1.3 (Seidegård et al. 2015, 164; Statistics 
Sweden 2016b, 53).  

At the same time, Swedish part-time arrangements are also characterised by a certain level of 
flexibility (Swedish Institute 2017). From 1987 to 2015, the shares of part-time workers have 
generally decreased for both genders except for young women and men (see part 3.3.1.3). However, 
part-time work has increased again since a low level base in 2010 for both male and female workers 
(Roland Berger Strategy Consultants 2013). Part-time schemes are well-established in the Swedish 
business community and go hand in hand with substantial public benefits for young parents. There 
are additional programmes and incentives to promote work-family balance. Sweden has thus one of 
the highest fertility rates in Europe (Roland Berger Strategy Consultants 2013, 6). See also part 
2.2.3.4 Fertility rate. 

Figure 9 provides an overview of reasons for part-time employment (Statistics Sweden 2016b, 53). 
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Figure 9: Reason for part-time work for persons aged 20-64, 2015 

 

For both women and men, the main reason for part-time employment among the age group 20-64 is 
that they cannot find a suitable full-time job. However, more women than men also state that they 
work part-time because they take care of children, whereas only relatively few men provide this 
explanation (Regnér and Wallström 2016, 6, Bergman 2013, 48). Considering the share of women 
with children that can actually have childcare demands, the share of them with this reason is 
considerably higher, as mentioned by Regner and Wallström (2016). Also, more women than men 
cannot work full-time due to illness and/or reduced work capacity. According to Seidegård et al., the 
share of women with illnesses has increased since 2012 (2015, 24). This might also have an impact on 
the labour market participation by women.  

Further, a relatively large share of women also stated that they do not want to work full-time, and 
this is worth noticing when promoting initiatives for engaging more women in full-time employment. 

Compared with other EU countries, Sweden has a large proportion of women in gainful 
employment. However, it is still very common for women to work part-time, especially 
women in families with children. When children are born, women reduce their time in gainful 
employment, while men’s time in gainful employment increases. (Regnér and Wallström 
2016, 6, Bergman 2013, 48) 

Similarly, the Swedish Women’s Lobby finds that: 
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Involuntary part-time work and insecure employment conditions in the form of hourly-pay, 
temporary and short-term contracts are more widespread among women and within female-
dominated sectors. In 2013 30 % of women worked part-time (against 11 % of men). The 
most common reasons why women works part-time are that there are no suitable full-time 
jobs available or because they care for children. Of those working part-time due to caring for 
a child or adult relative, 88 % are women. Women account for 75 % of paid parental leave 
and 63 % of temporary parental benefit to care for a child. On an average day women spend 
approximately one more hour on unpaid work than men. (2015, 27) 

It can be argued that while good public childcare services might increase women’s labour market 
participation, flexible working contracts or flexible working time arrangements might keep women 
with children in employment, but they might also be more likely to work on reduced time. Parents 
with children aged 1-3 years who choose to stay at home with the child instead of sending the 
child(ren) to preschool are entitled to a childraising allowance cash payment, provided by the 
Swedish municipalities (Government Offices of Sweden 2015d). It is a possibility that this might 
encourage some parents, especially mothers, to stay at home. 

Besides the parental leave/benefit scheme as such, e.g. the number of non-transferable days, there 
are no special measures to encourage men to make use of reduced working hours. 

Yet, as stated above,  the main reason why all age groups of women in 2015 work part-time is 
because they “cannot find suitable full-time work” (Statistics Sweden 2016b, 30, 53). See also 
description in part 2.2.3.8 above, part 3.3.1.3 General employment by full-time and part-time status, 
sex, and part 3.7.1 General gender pay gap. 

2.2.3.10 Percentage of children in formal child care 
As Tab. 25 shows, the percentage of children enrolled in formal childcare increases when comparing 
children in childcare below the age of three with children 3+ years old. The percentage of children 
enrolled in childcare more than 30 hours a week is almost doubled when comparing small children 
below the age of three with 3+ years olds. This might be caused by parent’s entitlement to parental 
leave. 

Tab. 25: Percentage of children in formal childcare, 2012 

  Below age 3 
Between age 3 and  

compulsory schooling age 
  1-29 hours 30 hours + Total 1-29 hours 30 hours + Total 

EU28 15 15 30 37 46 83 
Sweden 19 32 51 31 64 95 

Source: (Plantenga 2014, 44) 

Comparing 2000 and 2014, there has been an increase in the share of 3+ year-olds in daycare. By 
2014, 96 % of children in Sweden aged 3-5 years old were enrolled in daycare (Danbolt 2016b, 17). 
See also description of children in childcare in part 2.2.3.7. 
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Figure 10: Children aged 3-5 in daycare, % 

 

2.2.3.11 Time spent on unpaid work 
Figure 11 shows the developmens in time spent on domestic work in Nordic countries, comparing 
1990, 2000/2001 and 2010/2011 (Nordic Council of Ministers 2015c, 12).  

Figure 11: Time used on domestic work for women and men 20-74 years, hours 

 
 
In Sweden, there has been a decrease in the time women use on domestic work and since 
2000/2001, a slight increase in time men use on domestic work. Men and women do roughly the 
same amount of housework when living in separate homes. However, when they become parents, 
there is a tendency that the total time women spend on housework increases considerably. Overall, 
women do significantly more housework than men do. Gender difference in the amount of time 



EFFORTI Country Report Sweden 

52 
 

spent on housework has diminished because women now spend less time on these chores (men do 
not spend a lot more time on household work than they did earlier) (Gender Equality Inquiry 2015, 4, 
Hedborg et al. 2015, 167-168). 

One explanatory factor as to why women spend more time on unpaid work than men, as seen in Tab. 
26, might be that more women than men work part-time, and therefore do more unpaid work. See 
also part 3.3.1.3 on full- and part-time employment. Another factor is the flexibility in parental leave 
policies, where families might strengthen traditional gendered patterns (Seidegård et al. 2015, 233). 

Tab. 26: Time spent in unpaid and paid work, by sex, 2010 

 
Paid work Unpaid work 

 
Women Men Women Men 

OECD Average 215.3 328.5 271.7 137.6 
Sweden 268.7 321.9 206.5 154 

Source: (OECD n.d.) 

As Figure 12 shows, unpaid domestic work is still gender-divided, as some tasks are typically done by 
women or mothers and other types of tasks by men or fathers (Statistics Sweden 2016b, 37). 
 
Figure 12: Time for unpaid work for persons aged 20-64 by activity, 2010/2011 

 
Women have changed their behaviour more than men (Seidegård et al. 2015, 232). Changing these 
patterns might require a change in gendered norms and expectations of “who does what,” including 
more equality in terms of women’s and men’s prerequisites on the labour market (Hedborg et al. 
2015, 167-168). According to professor Maria Stanfors, more detailed research on the influence of 
age, education level, familiy status and nationality is needed to explore differences (2015, 225). 
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2.2.4 General assessment of the Gender Regime  
In terms of gender equality, Nordic countries such as Sweden have a very positive reputation 
(Niskanen 2011b, 11), and GE issues are addressed as important societal and democratic topics in 
the Swedish society. 

However, there are still challenges to be addressed. In December 2016, the Swedish government 
made an assessment of the current GE status in Sweden:  

The progress made towards gender equality has contributed to Sweden’s high levels of 
employment and growth. But it has not happened by itself; it is largely the result of political 
struggle and decisions, together with hard work from a strong civil society. However, 
important challenges remain and there is work to do for the feminist government. Women 
and men, girls and boys still do not have access to resources and power on equal terms. 
(Regnér and Wallström 2016, 1)31 

In terms of employment, factors other than fiscal policies should be emphasised when taking a closer 
look at the factors influencing labour market participation of women in the Nordic countries (NIKK 
2015, Government Offices of Sweden 2016e, 41, 46). In 2015, NIKK reviewed part-time employment 
in the Nordic countries and found that more women than men are working part-time because (NIKK 
2015):  

a) The domestic responsibilities are unequally distributed; 
b) Female-dominated sectors offer fewer full-time positions than male-dominated sectors; 
c) Women (not men) with smaller children are expected to reduce their working hours (cultural 

factors); 
d) Health problems or working conditions can account for other factors. 

The Swedish Higher Education Authority (UKÄ) states that if the developments in the labour market 
proceed in the same way as they do now, the Swedish labour market will still be gender-segregated 
by 2035. UKÄ even stipulates that gender segregation will increase among the higher education 
cohort (Dryler et al. 2016, 114-115). 

In terms of mainstreaming policies, the government finds that the GMGA strategy for government 
agencies has had positive effects, and reports from the participating agencies show that the agencies 
have identified critical issues and challenges, but have also shown positive results of their own 
contribution to the achievement of the national GE policy objectives (Regnér and Wallström 2016, 5). 

Regarding parental leave, some challenges remain:  

Despite the measures of non-transferable months taken so far, the usage of the parental 
leave is still unevenly distributed between women and men. Women use three quarters of the 
parental leave. The uneven usage of parental leave combined with existing structures in work 
life and childcare leads to economic consequences in terms of the gender pay gap and the 
uneven distribution of unpaid domestic work, part-time employment and sick leave. (Regnér 
and Wallström 2016, 7)  

                                                            
31 For a detailed assessment of GE policies in the different GE programmes in governmental authority bodies 
(i.e. JiM in 2012-2015 and 2015-2018), see Seidegård et al. (2015, 307ff). 
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According to statistics by the Swedish Social Insurance Agency (Försäkringskassan), in families where 
the father takes 0 % - 20 % of the parental leave benefit (föräldrapenning), it takes the mother five 
years before she arrives at her previous income level, compared to families where fathers take out 
80-100 % of the leave benefits – here the mother’s income is back to the previous level in two years 
(Swedish Social Insurance Agency 2014, 11). 

Figure 13: Change in percentage of the mother’s income in 2012 monetary value in comparison 
with the father’s part of parental leave 

 

  
 
This is illustrated in Figure 13 by the Social Insurance Agency, showing  the change in percentage of 
the mother’s income in 2012 monetary value (procentuel förändring av mammans inkomst (2012 års 
penningvärde) in comparison with the father’s part of parental leave (pappans andel av uttagen 
foräldrapenning) (Swedish Social Insurance Agency 2014, 11). See also part 2.1.4. 

Overall, Seidegård et al. find that there has been a lack of clear and long-term government strategies 
and structures for GE, which also makes it difficult to base future GE strategies and initiatives on past 
experiences. They further criticise the government for not having prioritised evaluative work on the 
GE initiatives taken, and that there is an overall lack of analysis and sharing of knowledge and 
experience. They state that, as long as there is a lack of evaluation and follow-ups, there is a risk that 
GE will not be a very high priority and will remain a voluntary possibility among other possible 
initiatives (Seidegård et al. 2015, 439, 443f). Overall, the implication is that GE initiatives are less 
effective than they could have been, if long-term policies had been initiatives and if follow-ups and 
evaluations had been made on a regular basis. However, Seidegård et al. also stress that it is, in 
general, difficult to develop evaluations that can measure the exact effects of a given initiative, and it 
might also take a while before the effects of GE initiatives can be observed and studied. Furthermore, 
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Swedish government initiatives have focused on raising awareness and providing information of the 
status of GE in Sweden (Seidegård et al. 2015, 439; Gender Equality Inquiry 2015, 6).32 

 

2.3 Gender equality policies in RTDI (Current developments) 

2.3.1 Description of overall strategic gender equality policies in RTDI in place - Overall 
strategic orientation 

As mentioned earlier, gender mainstreaming is the main strategy used to achieve gender equality 
policy objectives in Sweden (for further details see 2.1.1 and 2.1.2.),33 and the problem of low levels 
of female researchers is well-acknowledged by the Swedish government. Topics addressing gender 
mainstreaming and gender equality in research and innovation have been on the Swedish agenda 
since the 1990s. Today, all university committees must work towards an equal gender 
representation, and GE is an indicator in the reports of university performance,34 and most 
universities already have policies addressing such issues as, for instance, recruitment of female 
researchers (Dahlstrand et al. 2016, 48).  

The Strategy for the Work on Gender Mainstreamning in Government Offices, GMGA,35 initiated by 
the Swedish government was extended to include additional 30 universities and university colleges 
(Regnér and Wallström 2016, Swedish Secretariat for Gender Research 2016b). For the period 2016-
2019, the Swedish Secretariat for Gender Research has been commissioned by the government to 
support all state-funded higher education institutions in their gender mainstreaming work – also 
known as Gender Mainstreaming Academia (GMA).36 This also means that all state-funded HEIs must 
develop a gender mainstreaming plan aimed at structural changes. The plans shall describe how 
gender equality will be integrated into the operations of the higher education institutions’ everyday 
life, such as in management processes (Dryler et al. 2016, 16, Swedish Secretariat for Gender 
Research 2016a). This mainstreaming strategy is initiated to address the issue that even though more 
women than men attend and graduate from higher education, only 26 % of professors are women.  

Another issue that the mainstreaming strategy is meant to address is that men in academia have 
greater access to resources and funding for research. Therefore, the Swedish government has set up 
a target that by 2030, half of all newly appointed professors shall be women. 37 The government has 

                                                            
32 The Gender Equality Inquiry finds that in the period 2007-2014, “measures have first and foremost aimed to 
increase knowledge about gender equality and develop new working methods. A large share of the measures 
has focused on municipalities, country councils and organisations” (2015, 6). 
33 The Swedish Secretariat for Gender Research has developed a range of guidelines for gender mainstreaming 
in different areas, see Tutorials (Includegender.org 2016). 
34 For the list of HEIs in the GMA programme, see Higher education institutions in the GMA programme 
(Swedish Secretariat for Gender Research n.d.-b). 
35 See part 2.1.1 Description of equal opportunity/anti-discrimination legislation on gender mainstreaming and 
GMGA. 
36 See also Guidelines for Gender Mainstreaming Academia (Swedish Secretariat for Gender Research 2016a) 
and guidelines for Gender mainstreaming of the allocation of grants (Swedish Secretariat for Gender Research 
2015). 
37 See the 2016 research bill Collaborating for knowledge (Government Offices of Sweden 2016a). 
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also appointed a national group of experts for increasing gender equality in higher education in 
Sweden (Regnér and Wallström 2016, 5).38 More specifically: 

The government identifies equal career opportunities in academia, the need to work against 
gendered education choices and improvements of women’s and men’s completion rates as 
particularly important areas. The [mainstreaming] plans shall also describe how gender 
equality will be integrated into the institutions’ everyday operations, such as in management 
processes. The universities and university colleges are to present their plans by 15 May 2017 
and continuously report implemented measures and results to the government throughout 
the programme period. (Swedish Secretariat for Gender Research 2016a)  

The Swedish Secretariat for Gender Research developed guidelines on how to perform gender 
mainstreaming in academia (Swedish Secretariat for Gender Research 2016c). 

Legal basis / Acts 

The role of universities and other higher education institutions in promoting gender equality is made 
explicit in the Swedish Higher Education Act and in the directives governing HEIs. Moreover, the 
general anti-discrimination legislation, which applies to the rest of society, applies to HEIs – however, 
HEIs are responsible for the application thereof themselves (Deloitte 2014, 5). 

Section 5 in the Swedish Higher Education Act states that “equality between women and men shall 
always be taken into account and promoted in the operations of higher education institutions” 
(Swedish Council for Higher Education 2015b). In the Swedish Higher Education Ordinance (section 5) 
of the Higher Education Act (1992:1434), the following appointment procedures for GE among 
representatives are enforced:  

If a group of individuals are to submit a proposal on the applicants to be considered for 
appointment to a teaching post, women and men shall be equally represented in the group. 
This does not apply, however, if there are extraordinary reasons to the contrary. Ordinance 
(2010:1064). (Swedish Council for Higher Education 2015a) 

Moreover, Swedish legislation requires that hiring committees for lecturers and professors include 
both male and female members (Bergman 2013, 26). The Swedish directive governing HEIs allowed 
favouring the underrepresented gender in order to achieve a more even gender distribution. During 
2000-2011, the scheme was mainly used to increase the share of men in educational programmes 
where women were overrepresented. However, the directive has been amended, therefore, this 
practice is no longer applicable. Today, preferential treatment of the underrepresented gender is 
solely allowed in connection with recruitment for positions in higher education (HE) in Sweden, and if 
it is not in conflict with the EU regulations (the Swedish Discrimination Act) (Bergman 2013, 26). 
According to Bergman, “moderate preferential treatment of the underrepresented gender, such as 
for hiring in academia, does not conflict with the legislation. However, it is difficult to know the 
degree to which moderate gender quotas or preferential treatment is practiced, as no systematic 
overviews have been compiled in any of the countries” (2013, 27). 

                                                            
38 For an evaluation of GE issues in relation to research funding see Observations on gender equality in a 
selection of the Swedish Research Council’s evaluation-panels 2012 (Ahlqvist et al. 2013). 
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The government also decided in 2015, that the Swedish Council for Higher Education (UHR) must 
mainstream their core activities within the period 2015-2018 and report on the process (Universitets- 
och högskolerådet 2016, 27). Also, the Swedish Research Council, the Swedish Council for Working 
Life and Social Research (FAS), the Swedish Research Council for Environment, Agricultural Sciences 
and Spatial Planning (Formas) and the Swedish Governmental Agency for Innovation Systems 
(Vinnova) have specific provisions in their regulations that they must promote gender equality. 
Moreover, they regularly have to report on their gender equality activities (Bergman 2013, 38-39). 
See also part 1.3.2 Relevance of national and regional levels in R&I policy and financing. 

For more information on GE and mainstreaming in research, see also part 2.3 on current GE 
developments in RTDI (strategies and policies in RTDI, part 2.3.1) and part 2.3.3 Policy measures 
promoting gender equality in RTDI (part 2.3.3.2 on gender balance in decision-making). 

GE policies focused on R&D sectors 

In terms of gender equality policies that are focused on the R&D sector, Sweden in general employs 
more holistic measures, meaning an implementation of more preventive measures that aim at 
changing attitudes, cultures and behaviours (Nordic Council of Ministers 2015a, 9). 

The Nordic cooperation is fostering a gender equality mainstreaming strategy as a cross-cutting 
strategy which is implemented through several cross-sectoral projects and cooperations (Nordic 
Council of Ministers 2015b, 19). 

According to Bergman, the Swedish national assembly introduced special recruitment targets for the 
share of female professors at university colleges and universities as early as 1997 (2013, 29-30). The 
recruitment target for 2012-2015 was that women must comprise at least 36 % of the newly 
appointed professors. 

The Swedish Secretariat for Gender Research has been commissioned by the Swedish government to 
support all state-funded higher education institutions as well as Chalmers University of Technology 
and Jönköping University in their gender mainstreaming efforts during 2016-2019.  

Among universities engaged in career planning, mentoring, tenure track positions, etc., measures for 
promoting talented academic staff have increased. They also have initiatives, for instance, leadership 
courses and mentoring programmes, to promote women in higher academic levels and decision-
making levels. In this regard, a target percentage for professors is existing at each university since 
1997, under the supervision of the Ministry of Education. There are no sanctions yet for not reaching 
the quota, but according to evaluations, the number of female professors has risen to 20 % 
(Salminen-Karlsson et al. 2014, 56). 

In the annual report by the Swedish Research Council, the council finds that in terms of GE, a gender-
equal research system requires more attention and measures. Even though the average proportion 
of recent female PhD graduates is about 50 % in all academic subjects, the rate of increase in the 
proportion of women at professor level is slow: “Several studies indicate that fewer women than 
men are still being appointed to the highest positions within academia. The effort relating to gender 
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equality must be integrated throughout the research system, amongst both research funding bodies 
and research institutions”39 (Swedish Research Council 2016b, 10). 

In 2015, an expert group was initiated by the government to improve GE in Swedish university 
colleges (Dryler et al. 2016, 16). A tool40 was generated to gather and spread experience and 
knowledge about practical implementation of gender mainstreaming. Includegender.org is a 
cooperative venture by the European Social Fund’s Thematic Group on Equality, the Swedish 
Secretariat for Gender Research, the Swedish Association of Local Authorities and Regions and 
Vinnova, the Swedish Agency for Innovation Systems; it offers methods, models and interactive tools 
to simplify and quality assure gender mainstreaming efforts (Ministry of Education and Research 
2014, 2). 

One of the most recent policy initiatives has been the government’s encouragements for HEIs to 
once more set targets for female representation among research staff, especially in the recruitment 
or promotion to professorship, including visiting professors, in the period 2012-2015. However, this 
is not a completely new intitiative, since such encouragements were initiated in 1997 (Swedish 
Higher Education Authority 2016c, 51) (see also part 3.3 on labour market participation in RTDI).  

2.3.2 Main challenges concerning GE in RTDI 
Generating indicators to distribute research funding neutrally and objectively has also been discussed 
in Sweden. With peer review as the established model for allocating external funding – which is also 
used when recruiting new staff and assessing manuscripts for publication in journals – a group of 
researchers who are considered able to represent the research field assesses the quality of the 
submitted research proposals. The subsequent decisions about who is granted funding and who is 
not are then based on this assessment. Although peer review is generally considered as the best 
available model, research has shown that it is far from objective or neutral. This is because the 
reviewers’ definitions and understanding of quality depends on disciplinary background, bias and 
many other mechanisms. This may be disadvantageous to women, but also to critical and 
interdisciplinary research, according to the Swedish Secretariat for Gender Research (Bondestam and 
Grip 2015).  

Also concerning funding, the Swedish Research Council underlines that:  

Studies have been conducted which show that women have been disadvantaged by initiatives 
targeting centres of excellence and excellent researchers. Women have received a 
considerably lower proportion of this funding (19 percent) than would correspond to their 
proportion of professors (24 percent) or their proportion of Swedish researchers who have the 
highest number of citations (30 percent). (2016b, 42) 

In an evaluation of the Swedish Research Council’s (research funding) evaluation procesess, the 
authors, among other more subtle issues, found that, in meetings with evalution panels, "the role of 
the officer from the Swedish Research Council was often unclear, and their ways of dealing with 
procedural and policy questions during evaluation meetings differed. Similarly, the chairpersons’ 
ways of structuring and running the evaluation meetings varied” and that “objectivity in evaluations 

                                                            
39 For an evaluation of GE issues in relation to research funding, see Observations on gender equality in a 
selection of the Swedish Research Council’s evaluation-panels 2012 (Ahlqvist et al. 2013). 
40 See the tool at www.includegender.org.  

http://www.includegender.org/
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was seldom treated as problematic by members” (Ahlqvist et al. 2013). The authors conclude that 
“members [of the evaluation panels] felt there was a shortage of tools and clear guidelines for 
dealing with the issue of gender distribution in a more coherent and consistent manner” (Ahlqvist et 
al. 2013).41 

Regarding recruitment, retention and career progression of female researchers, it can be noted that 
there are hardly any legislative barriers to gender equality in the public R&D system in Sweden. The 
Swedish government largely leaves it up to the institutions themselves to achieve gender balance in 
the academic sector (Directorate-General for Research and Innovation 2015, 611). Dryler et al. stress 
a similar problem: since gender divides are taking place at a much earlier stage, which is reflected in 
educational choices, not all GE issues can be solved by management in the HES (2016, 16). 

UHR finds that “a number of reports convey the image that academia, oppositely to its self-image, 
negatively discriminates against women, [which] makes this discrimination difficult to disregard” 
(Universitets- och högskolerådet 2014, 24). 

In their review of GE projects, UHR also finds that the aim and the problems that GE projects are 
supposed to address are not always sufficiently specified; therefore, GE work can seem vague and 
unclear which makes it more difficult to go from talking to action (Universitets- och högskolerådet 
2014, 44-45). 

In their study of perceptions on research excellence at universities in Sweden, Bulgaria and Germany, 
Salminen-Karlsson et al. asked researchers whether they had experienced gender biases in regard to 
the acknowledgement of research excelllence. In the Swedish part of the study, they found that 
“choices of research questions are very much governed by male preferences and self-proclaimed 
excellent people are usually men who are looking for someone like themselves” (2014, 71). 

To sum up, both formal and informal systems of structure and resistance towards a ‘gender-
sensitive’ or GE-aware critical review of the systems seem to be at work in the HES, and the 
discrimination that women in the HES face is described as sophisticated, refined, and working ‘under 
the surface’; therefore, it is difficult to fully comprehend and work against (Universitets- och 
högskolerådet 2014, 9-10, 15-16). Even if some initiatives are taken and reports and evaluations are 
produced, their conclusions and recommendations are not always or not sufficiently implemented 
(Universitets- och högskolerådet 2014, 13).42 

 

2.3.3 Policy measures promoting gender equality in RTDI 

2.3.3.1 Measures addressing GE in scientific careers 
A delegation for gender equality in higher education (Delegationen för Jämställdhet i högskolan) was 
appointed by the Swedish government in 2009. The delegation received a budget of around 
EUR 7 million that funded 37 projects within HEIs. The work of the delegation ended in 2011, but 
many projects continued until 2013 (Universitets- och högskolerådet 2014).  

                                                            
41 For more details, see Observations on gender equality in a selection of the Swedish Research Council’s 
evaluation-panels 2012 (Ahlqvist et al. 2013). 
42 For an English summary of the challenges outlined in the UHR-report, see Jämställdhet i högskolan - ska den 
nu ordnas en gång för alla? (Universitets- och högskolerådet 2014, 17-28). 
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The delegation concluded in its final report that the efforts made had not yielded the desired results. 
Furthermore, the delegation emphasised that short-time projects and occasional investments to 
address gender inequality might not be the solution. Instead, the need for a more structural and 
long-term orientation in future gender equality work was emphasised.  

In 2014, the Swedish Council for Higher Education (UHR) published a report reviewing final reports of 
projects funded by the Delegation for Gender Equatily in Higher Education. In the report, UHR states 
that the following aspects are particularly important: knowledge on promoting GE in HE and 
knowledge-sharing between HEIs and organisations, as well as structural changes and long-term 
effects (Universitets- och högskolerådet 2014, 20).43  

One of the Research Council’s tasks is to suggest how to promote the mobility of researchers and 
scientists at the beginning of their career (Swedish Research Council 2016b). It follows several 
objectives: to achieve and maintain an equal gender distribution in its evaluation panels; to ensure 
that the percentages of female and male applicants for grants from the Swedish Research Council 
correspond to the percentages of women and men among the potential research grant applicants; to 
ensure that women and men have the same success rates1 and receive the same average grant 
amount, taking into account the nature of the research and the type of grant; to include a gender 
equality perspective in each analysis and evaluation, where possible; and to integrate a gender 
equality perspective in the council’s external communication (Swedish Research Council 2014). 

The Government places gender distribution requirements on new professorships at every 
higher education institution. These targets are intended to raise the ambition of achieving a 
more even gender distribution among all professors as compared with today, and every 
higher education institution has to report and analyse its performance annually. (Björklund 
2014, 16) 

Since 2008, the Swedish Research Council has been conducting biannual gender equality 
observations in selected evaluation panels. Reports are available in English and contain conclusions 
and recommendations from the gender equality observations. A new series of observations is being 
conducted in 2016 by the council, with a report planned for publication in 2017. The objective of the 
observations is to study patterns and differences in the evaluation process for funding applications as 
regards gender, since they are often subtle, unconscious and difficult to identify. The observations 
have led to the production of a series of recommendations on how the evaluation process can be 
developed and improved in order to attain gender equality. The observations are used in the training 
of review panels, by decision-making bodies, and by the staff of the council (Haubenwallner 2017); 
see also part 2.3.3. 

In 2016, the Swedish Research Council proposed to coordinate initiatives preventing situations where 
a number of funding bodies award larger funds to the same individuals. This should be carried out in 
cooperation with other funding bodies that support researcher leaders. The initiative was based on 
reviews of the government’s previous so-called ‘excellence initiatives’ and aimed at increasing 
awareness and implementation of specific actions to create an equal gender distribution (Swedish 
Research Council 2016b, 16). 

                                                            
43 For an overview of UHR’s review of projects funded by the Delegation for GE in HE, see Jämställdhet i 
högskolan - ska den nu ordnas en gång för alla? (Universitets- och högskolerådet 2014, 17-28). 
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In addition, the four programmes and initiatives to promote gender equality in RTDI that are selected 
as case studies in the EFFORTI project are briefly described in the following: 

(i) VINNMER: Researcher qualification for VINNMER fellows (female doctorates). The 
programme ran over the period of 2007-2014 with a total budget, including co-funding, 
just over SEK 600 million. The programme budget was strengthened by the European 
Commission People FP7 (Marie Curie Actions) with EUR 5 million. VINNMER applied 
positive action to achieve equality effects for the underrepresented gender in different 
fields at the level of professor or similar position.  

(ii) The Strategy for Gender Equality at the Swedish Research Council. The aim is to strive 
for gender equality throughout the organisation through the following operational goals:  
- achieve and maintain an equal gender distribution in its evaluation panels; 
- ensure that the percentages of female and male applicants for grants from the Swedish 
Research Council correspond to the percentages of women and men among the 
potential research grant applicants;  
- ensure that women and men have the same success rates and receive the same 
average size of grants, taking into account the nature of the research and the type of 
grant.  

(iii) The Delegation for Equality in Higher Education was tasked with supporting initiatives 
and proposing measures to promote gender equality in higher education (2009-2010, 
budget SEK 47 million). In total, 37 projects were funded, among others projects focusing 
on women's and men's differing opportunities for research careers, as well as the 
unequal gender distribution in senior and management positions in higher education.  

(vi) Lund University’s AKKA (Academic women's responsibility) leadership programme. A pan-
university initiative, including an integrated perspective on research management. The 
programme started in 2004 exclusively for senior women scientists. In the third and 
fourth programme, participants included men as well. In the period 2004-2011, 97 
women and 27 men had been involved in the AKKA programme. 

The question of quotas for women on boards have been addressed in several parts of this report (see 
parts 2.1.3, 2.3.3 and 2.3.3.1, part 3.5.1.1).44 However, Sweden very recently decided not to initiate 
such quotas (see part 5.2). 

2.3.3.2 Measures addressing gender balance in decision-making 
Though quotas are not mandatory in Sweden, there is an expectation that membership of boards, 
committees, panels, etc., either already are or will be as gender-balanced as possible.  

In Sweden, there is no legislation on quotas for the representation of women on company boards. 
However, companies must provide annual reports including information on gender distribution. The 
Swedish Corporate Governance Board set up a voluntary target that there should be an equal (40 %) 
gender balance in boards of stock market listed companies by 2020 (Swedish Women's Lobby 2015); 
see also part 2.1.4 on equality in decision-making.  

                                                            
44 For further information on quotas (in Swedish), see Mål och myndighet (Seidegård et al. 2015, 121f). 
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As mentioned above, both higher education institutions (that have to set individual targets for new 
recruitment of professors) and research councils are obliged by the regulations to promote gender 
equality. The Swedish Research Council is in the process of gender-balancing its committees and 
panels. The council has been involved in a gender mainstreaming project for national authorities. 
Vinnova aims to promote gender equality in connection with funding, gender mainstreaming within 
research, as well gender balance within the organisation. Formas and Forte have similar policies 
(Forte 2016, 19, Forte 2012).  

For an overview and description of measures, see also parts 2.3.4 and 3.1.2 on Vinnova; parts 2.3.4, 
3.1.2 and 3.9.5 on the Swedish Research Council’s Strategy for Gender Equality; parts 2.3.4, 3.5.2.1 
and 3.7.3.1 on the Delegation for Gender Equality in Higher Education; part 2.3.3.4 for the leadership 
programme AKKA (Academic women’s responsibility).  

2.3.3.3 Measures addressing the integration of gender dimension in research  
According to the Swedish Ministry of Transportation, gender equality has been a declared goal of 
public transportation policies in Sweden since the late 1990s, upon establishment of the Gender 
Equality Council for Transport and Information Technology. There are, for instance, projects 
Development of mobility services and Urban mobility planning and design (Civitas 2016, 8, 22). 

Starting in 2019, a new model has been proposed for the allocation of funding to Swedish higher 
education institutions. Within this, an expert panel will assess three aspects of research: 
scientific/artistic quality, quality-developing factors, and the impact of the research outside 
academia. “Gender equality is included as one of five items under quality-developing factors. 
Scientific/artistic quality would determine 70 per cent of the total score and the other two categories 
would contribute 15 per cent each” (Swedish Secretariat for Gender Research 2016d). 

The Swedish Research Council has no policy or strategy on the integration of the gender dimension in 
research. The council considers gender/sex analysis in research to be established, and it will not 
receive additional support. According to the council, it is managed within the frame of the regular 
research funding from the council on equal terms with other research. However, there is one specific 
programme, development research, with an annual budget of about EUR 20 million that has special 
relevance specifications; the research should be relevant to the overall goals of the Swedish 
development policy (Pépin et al. 2015). 

2.3.3.4 Other measures 
Other measures comprise various projects and initiatives carried out and implemented at different 
levels. A GE project at the Uppsala University (Implementering och utvärdering av 
jämställdhetsindikatorer) has used quantitative methods and indicators to study gender equality. 
UHR concludes that quantative measurements are good for looking at measures such as gender 
segregation (horizontal and vertical), employment conditions (pay gaps, work tasks, tenure tracks 
and the like), take-up of parental leave, allocation of resources in an organisation, etc. (Universitets- 
och högskolerådet 2014, 69).  

A GE project at the Stockholm University (Genusmedvetna chefer – ett villkor för ett genusmedvetet 
universitet), a project at KTH (Inventera kopplingen mellan kön och faktisk arbetssituation inom 
fakulteten), and a project at Malmö Högskola (Jämn könsfördeling på mellanchefsnivå) used 
combinations of quantitative and qualitative methods. In the final reports, they state that qualitative 
measures are necessary to complement quantitative measures, in order to address e.g. norms and 
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values of how understandings of gender are constructed in both the culture and the informal 
structure of e.g. an organisation, since power mechanisms, naturalised norms and complex social 
processes secure that gender inequality is maintained. The findings from these projects point to the 
need for a qualitative focus in order to address barriers to women’s career paths (Universitets- och 
högskolerådet 2014, 70-73). 

NordForsk finances research in the Nordic countries, and has recently allocated NOK 41.8 million 
(EUR 4.5 million) to NORDICORE (Nordic Centre for Research on Gender Equality and Innovation) at 
the Institute of Social Research, and to the project Beyond the Gender Paradox at the Nordic Centre 
of Excellence (Uppsala University), respectively, for two 5-year research projects on the so-called 
“gender paradox,” namely the question of GE issues in the research sector in Nordic countries 
(Mesna 2016, NordForsk 2017b). 

Since 2007, the Swedish Agency for Economic and Regional Growth has run the programme 
Promoting women’s entrepreneurship, with an annual budget of SEK 100 million. The programme 
aims at creating growth and renewal in Swedish trade and industry; more than 900 ambassadors for 
women’s entrepreneurship were appointed to the programme (Lööf 2014, 42). Furthermore, “in 
order to strengthen women’s entrepreneurship, Almi’s innovation financing has been enhanced by 
SEK 10 million” (Lööf 2014, 42). Moreover, the government has invested SEK 1 million in 2013 and 
SEK 5 million in 2014 to encourage more women to undertake decision-making positions in trade and 
industry, while the Swedish Agency for Economic and Regional Growth has invested in the Gold Rules 
of Leadership45 with the aim to enhance knowledge development, leadership training and mentoring 
of female talent (Lööf 2014, 43).46  

The Swedish Research Council is preparing recommendations or models for university-level curricula 
development in scientific and technological fields (other than humanities and social sciences), 
including multidisciplinary approaches.  

Moreover, the Swedish Secretariat for Gender Research at the Gothenburg University is responsible 
for integrating sex/gender analysis into science and engineering university-level curricula (Pépin et al. 
2015). 

For an overview and description of relevant measures, see also parts 2.3.4, 3.1.2, 3.5.2.1, 3.7.3.1 and 
part 3.9.5 (Vinnova, Strategy for GE, Delegation for GE in HE, and AKKA). 

2.3.4 Actors responsible for GE in RTDI 
In accordance with the Swedish gender mainstreaming strategy, each minister has described where 
they see gender equality issues and how they approach them within the political fields for which they 
are responsible. This overview can be found in Gender equality. The responsibility of the entire 
government (Government Offices of Sweden 2015f).  

                                                            
45 “The Golden Rules of Leadership is a result of Sweden’s involement in the former U.S. Secretary of State 
Hillary Rodham Clinton’s “Internation Council on Women’s Business Leadership” (…) Sweden is the first to 
launch” (Lööf 2014, 43). 
46 Additional information can be found in A warm welcome or a cold shoulder? (Growth Analysis 2015a); 
Governance of universities (Growth Analysis 2014); Evaluation of regional structural funds programmes 
(Growth Analysis 2016); Young researchers’ career paths (Growth Analysis 2015b). 
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An overview of political actors responsible for GE in general can be found in parts 1.3.1.1, 2.1.2, 
2.1.4, 2.3.3 and 3.2.1. 

The Gender Mainstreaming Strategy in Higher Education (2016-2019) includes the following actors: 
the National Agency for Education, the National Board of Student Aid, the Council for Higher 
Education, the Higher Education Authority, the National Agency for Higher Vocational Education, the 
Research Council for Health, Working Life and Welfare, the Swedish Research Council, and Vinnova 
(Sweden’s innovation agency).47 

GE actors in research and education:  

- The Equality Ombudsman (see below) 
- The Swedish Agency for Economic and Regional Growth (Tillväxtverket) (see below) 
- SUHF, the Association of Swedish Higher Education (see below) 
- UKÄ, the Swedish Higher Education Authority (Universitets Kanslers Ämbetet) (see 

description below)  
- UHR, the Swedish Council for Higher Education (Universitets- och högskolerådet) (see below)  
- Vinnova (see below) 
- the Swedish Secretariat for Gender Research (see below) 
- The Delegation for Gender Equality in Higher Education (see below) 
- The Council for Gender Equality (see description below) 
- the Swedish Research Council (see below) 
- Forte48 (see part 1.3.1.2 Major funding agencies and part 3.1.2 Proportion of R&D personell 

working in RPOs that have adopted gender equality plans) 
- Agricultural Sciences and Spatial Planning (Formas)  (see parts 1.3.1.2 and 3.1.2) 
- the Committee for Gender Balance in Research (KIF-committee) (Bergman 2013, 32-33, 36-

37, NordForsk 2017b, Mesna 2016)49 

NordForsk (see part 2.3.3.4).  

The Equality Ombudsman is a government agency that reviews situations and conditions concerning 
gender equality in the workplace and education systems, and ensures the application of law by 
mainly overseeing compliance with the Discrimination Act. Furthermore, the Obudsman has 
developed a Gender Equality Index with nine different performance indicators to demonstrate 
important gender equality indicators (Statistics Sweden 2016b, 6, European Institute for Gender 
Equality 2016, Regnér and Wallström 2016). See also parts 2.1.2 and 2.1.3. 

Furthermore, the government’s Gender Equality Inquiry finds that the government, the 
municipalities and the county councils are responsible for improving GE issues, but also social 
partners, the business committee, civil society organisations, etc. (Gender Equality Inquiry 2015, 10). 

                                                            
47 See Gender mainstreaming in 41 Swedish government agencies (Dahlgren n.d.). 
48 For Forte’s objectives on GE, see Research meets society: Forte’s proposal to the national research policy 
2017-2027 (Forte 2016, 19) or their GE strategy for 2013-2016 (in Swedish) (Forte 2012). 
49 See Gender in the Nordic Research and Innovation Area (NordForsk 2017b); Two new Nordic Centres of 
Excellence to solve the Nordic Gender Paradox (Christiansen 2016); Beyond the gender paradox (NordForsk 
2017a). 
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Ministry of Health and Social Affairs: Sweden has appointed a Minister for Gender Equality, 
responsible for policy implementation as well as development. This minister is currently located 
within the Ministry of Health and Social Affairs. In each ministry, there is an appointed Gender 
Equality Coordinator, and together they form an Interministerial Working Group on Gender 
Mainstreaming (European Institute for Gender Equality n.d.); see also part 2.1.2. 

The Swedish Agency for Economic and Regional Growth is the managing authority for Sweden’s 
regional structural fund programmes. The agency contributes towards regional sustainable growth 
initiatives by facilitating entrepreneurship in companies (Vinnova 2016a). 

SUHF, the Association of Swedish Higher Education (Sveriges universitets- och högskoleförbund), 
consists of 37 Swedish universities and university colleges. The association is not regulated by law; 
therefore, its tasks are voluntary. The associaition aims at  promoting the HE sector’s interests and 
strengthening internal cooperation. The association initiates different activities, including those 
related to gender problems in the recruitment of academic leaders (Association of Swedish Higher 
Education u.d.). 

Higher education institutions (HEIs): Sweden’s Higher Education Act (1992: 1434) states that HEIs 
should always consider and promote gender equality, and national guidelines for HEIs state that HEIs 
should promote gender equality in their areas of work. Furthermore, the same anti-discrimination 
legislation that applies to the society as a whole applies to HEIs, as well. However, the HEIs can 
themselves decide how to apply the legislation (Deloitte 2014, 5). 

UKÄ, the Swedish Higher Education Authority (Universitets Kanslers Ämbetet), is a government 
agency. UKÄ is centred around three main areas: 1) quality assurance in higher education and 
appraisal of degree-awarding powers of public-sector HEIs, 2) legal supervision of higher educations, 
and 3) monitoring efficiency, follow-ups, and horizon-scarning. UKÄ is furthermore responsible for 
statistics in the HES (Swedish Higher Education Authority 2017b). UKÄ also has the specific task of 
following up on how HEIs handle teacher recruitment from a gender standpoint.  

UHR, the Swedish Council for Higher Education (Universitets- och högskolerådet), carries out tasks 
for the government and the Ministry of Education and Research, including tasks on gender equality in 
higher education (Swedish Council for Higher Education n.d.). UHR has been tasked with compiling, 
analysing and spreading knowledge about different kinds of gender projects supported by the former 
Delegation for Gender Equality in the Higher Education sector (Deloitte 2014, 5-7).  

Tillväxtverket, the Swedish Agency for Economic and Regional Growth, is a government agency 
under the Ministry of Enterprise and Innovation. The agency aims at ensuring that EU funds are 
invested in projects promoting growth and employment in Sweden (Swedish Agency for Economic 
and Regional Growth 2016a). Also, in the period 2007-2014, the government commissioned the 
agency to promote women’s entrepreneurship (Swedish Agency for Economic and Regional Growth 
2016b). 

Vinnova, the Swedish Governmental Agency for Innovation Systems: "in the 2013 proposition for 
research and innovation the Swedish government allocated SEK 32 million (2013– 2014) to Vinnova 
for research on improving gender equality at HES (universities and university colleges), in trade and 
industry, and in the public sector” (Bergman 2013, 39). Vinnova aims at increasing competitiveness 
among Swedish researchers and companies by promoting sustainable growth and increasing 
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collaborations between universities and other research institutions, companies, and other 
organisations in the Swedish innovation system. Vinnova has offices in Stockholm and Brussels and 
their annual investment budget is EUR 220 million (Vinnova 2016a). Vinnova also aims to promote 
gender equality in appraisal of funding and within the organisation, and gender mainstreaming 
within research. The other financiers (Swedish Research Council, Formas, Forte) have similar internal 
policies; the Swedish Research Council is particularly active in gender-balancing its committees and 
panels. It is also very closely involved in the gender mainstreaming project for the national 
authorities (Deloitte 2014, 6). See also part 4.1.3 on actors and institutions within Swedish evaluation 
culture and policy. 

The Swedish Secretariat for Gender Research was inaugurated in 1998. The secretariat’s main tasks 
are to survey gender research in Sweden in all disciplines, as well as analyse the need for it. The 
secretariat actively spreads research results both in the academic world and outside of it. The 
secretariat works to enhance gender consciousness about gender research and the meaning of 
gender perspective.  

The Swedish government appointed the Delegation for gender equality in higher education 
(Delegationen för Jämställdhet i högskolan) in January 2009: 

The Swedish government appointed the Delegation for Gender Equality in Higher Education 
for the period 2009–2011. The task of the delegation was to promote gender equality in 
academia. Its mandate included education and research, as well as the organisation of 
universities and university colleges. Over SEK 47 million was allocated to institutions and 
other stakeholders for various types of gender equality measures. The delegation compiled 
overviews of ongoing activities to promote gender equality in academia, initiated surveys, 
published reports and organised conferences and seminars. (Bergman 2013, 31-33, 36-37) 

“With a total budget of SEK 60 million (some EUR 7 million), it funded 37 projects within the HEI. The 
work of the Delegation ended in 2011, but many projects continued until 2013” (Deloitte 2014, 7). 
See also parts 2.3.3 and 2.3.3.1 and part 3.7.3.1. 

The Swedish government has the Council for Gender Equality led by the Minister for Gender 
Equality. This council is a forum that brings together specially invited representatives of various 
organisations, including political parties and NGOs in the gender quality field, since 1983. The council 
meets four times a year and discusses important issues of gender equality policy to exchange 
information and ideas (European Institute for Gender Equality n.d.). See also part 2.1.2 Description of 
structures for gender equality. 

According to the Swedish Research Council’s Strategy for Gender Equality (2010–2012), the 
Council seeks to “achieve and maintain an equal gender distribution in its evaluation panels,” 
which is interpreted to mean that the underrepresented gender must comprise 40 per cent of 
the members of evaluation committees. The Swedish Research Council is also charged with 
ensuring that the proportion of women and men among those seeking research funding 
corresponds with the proportion of women and men among those researchers who could 
potentially seek funding. In addition, it is the Council’s task to ensure that the level of 
allocations to women and men is roughly equal and that women and men are awarded the 
same funding amounts on average, taking into account the nature of the research and form 
of support. This is followed up every year through special reporting. (Bergman 2013, 39)  
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In 2013, the Swedish Research Council (Vetenskapsrådet) was tasked to develop a plan for how the 
council should contribute to gender equality. “The plan is expected to be implemented in 2014” 
(Directorate-General for Research and Innovation 2015, 611). Furthermore, the Swedish Research 
Council is a member of the Science Europe Working Group on Gender and Diversity, that will 
examine new ways to integrate sex and gender analysis into the research content (Pépin et al. 2015). 

See also description of the actors in part 3.1.2 Proportion of R&D personnel working in RPOs that 
have adopted gender equality plans. 

2.3.5 Assessment of Gender Equality Policies in RTDI 
The 2015 report by the government’s GE Inquiry states that: 

There are few, if any, reported effects at societal level of the special gender equality initiative 
to suggest that the various measures have enheaced gender equality. However, this should 
be viewed from the perspective that the impact of long-term effects can only be studied after 
a longer period of time and that it is difficult to isolate the effects from other factors than the 
measures included in the initiative. (Gender Equality Inquiry 2015, 6) 

As it is not unusual for the GE legislation to be more pronounced in the public sector than in the 
private sector (and in terms of GE, the latter is often characterised by voluntary measures), more 
effort seems to be put on GE issues and initiatives in the public sector, e.g. the HES. Additionally, 
during the period 2007-2014, GE policies and government initiatives have particularly focused on GE 
in municipalities, county councils and organisations (Gender Equality Inquiry 2015, 6f). More than 40 
years ago women entered universities in significant numbers. From then on, the issue of gender 
equality in higher education in Sweden has been on the agenda. Several political projects and 
initiatives had been implemented, as well as emphasised by Swedish policy-makers since the 1990s 
to improve gender equality in academia (Swedish Secretariat for Gender Research 2016a). Nielsen 
(2013) found that one of the differences in the GE debates in academia is that GE issues are debated 
as structural and cultural issues in Sweden.   

Despite the promotion and political engagement, it seems that in Sweden women either start their 
careers late or that it takes longer for them to reach the top than in other European countries. 
Because Sweden is a small country, personal connections and networks can be easily made, and they 
are more important than in large international arenas when it comes to applying for positions, 
promotions and funds (Salminen-Karlsson et al. 2014, 57). There is hence still some work to be done: 

The 2014 annual report on Swedish Higher Education showed that about 30 % of scientific 
employees at Swedish universities have temporary positions and that there is a slight 
majority of women in this category. Generally, the situation varies across fields within the 
same university but on average the ratio of male to female scientific employees was on 
average 60-40. However, the gender distribution among professors is changing only very 
slowly. (Dahlstrand et al. 2016, 50) 

In their report, UHR showcases the AKKA leadership programme at the Lund University 
(Ledarskapsprogrammet AKKA) as a GE project with successful implementation of gender 
mainstreaming (Universitets- och högskolerådet 2014, 81). But even with some successful projects in 
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recent years, UHR outlines the following GE tasks as issues that have not been solved or have not 
been solved to a sufficient degree (Universitets- och högskolerådet 2014, 5-6):50 

- Gender segregation in educational choices and in progression (exams, drop-out, etc.); 
- Fewer men in higher education; 
- Gender differences in research career; 
- Gender segregation and vertical segregation in HES positions.  

In the 2016 report Direction to the future Swedish Research System, the Swedish Research Council 
(Vetenskapsrådet) concluded that futher attention and new measures are needed to achieve a 
gender-equal research system. The council also concluded that while the average proportion of 
female PhD graduates is approximately 50 % in all academic subjects, the increase in the share of 
female professors is very slow. The council proposed the integration of gender equality efforts 
throughout the research system, i.e. research funding bodies and research institutions (Swedish 
Research Council 2016d). Following this, the Swedish Secretariat for Gender Research has been 
commissioned to administer the goventment initiative Gender mainstreaming in academia, during 
the period 2016-19 (Swedish Secretariat for Gender Research 2016a), described in 2.3.1 Description 
of overall strategic gender equality policies in RTDI in place. 

For further discussion of challenges to GE in research and innovation in the Nordic countries in 
general, see The Nordic Region - A step closer to gender balance in research? (Bergman 2013).  
 

  

                                                            
50 An English summary of the UHR report can be found in Jämställdhet i högskolan - ska den nu ordnas en gång 
för alla? (Universitets- och högskolerådet 2014, 19-28).  
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3 Gender equality in RTDI 
 
As mentioned earlier, it can be difficult to identify and evaluate the exact effects of GE initiatives, and 
it might also take a while before the effects of GE initiatives can be observed and studied (Seidegård 
et al. 2015, 439; Gender Equality Inquiry 2015, 6). In the sections below, we have attempted to point 
to studies stressing possible explanations for developments related to GE; however, it should be 
noted that there might be additional and other explanations than the ones provided here. 

 

3.1 Gender Equality in RTDI on organisational level 

3.1.1 Proportion of RPOs that have adopted gender equality plans 
In  Sweden, the national gender equality legislation has for decades included gender equality 
planning for all employers, including research performing organisations (RPOs). In recent years, the 
legislation has explicitly specified the equality planning duties for universities and other educational 
organisations. Sweden has adopted legislative rules for universities and educational and research 
institutions to develop gender equality plans (GenPORT n.d., 2). 

Tab. 27: Proportion of RPOs that have adopted gender equality plans, 2013 
 2013 

EU28 36 
Sweden 79 

Data only for 2013, based on ERA Survey 2014 
Source: (Directorate-General for Research and Innovation 2016, 116)  

This is exemplified by the relatively high share of Swedish RPOs that have adopted GE plans, which is 
much above the EU average, as seen in Tab. 27. The reason why Sweden is such an outlier might lie in 
the Swedish focus on GE in general, including in RTDI:  

Today Nordic universities and university colleges are required to draw up their own action 
plans for equality  between the genders and to submit regular reports on their gender 
equality measures and the results achieved. For instance, the action plans set targets for the 
proportion of women in the various position categories and outline various types of 
recruitment strategies and measures to achieve these targets. (Bergman 2013, 43) 

Several Swedish HE institutions have established administrative units with gender equality and/or 
diversity as their area of responsibility, while other institutions have appointed personnel in the 
administration responsible for gender equality or have organised their gender equality efforts in 
other settings. 

3.1.2 Proportion of R&D personnel working in RPOs that have adopted gender equality 
plans 

Tab. 28: Proportion of research & development personnel working in RPOs who adopted gender 
equality plans, 2013 

 
2013 

EU28 70 
Sweden 99 

Data only for 2013, based on ERA Survey 2014 



EFFORTI Country Report Sweden 

70 
 

Source: (Directorate-General for Research and Innovation 2016, 117)  

Not only the proportion of RPOs that have adopted GE plans is high in Sweden, also the proportion of 
R&D personnel in such RPOs is correspondingly high. This might be due to a continually sharpened 
political focus on GE in RTDI. For instance, Bergman (2013) states that the central GE actors, such as 
the Swedish Research Council, the Swedish Council for Working Life and Social Research (FAS), the 
Swedish Research Council for Environment, Agricultural Sciences and Spatial Planning (Formas) and 
the Swedish Governmental Agency for Innovation Systems (Vinnova) have provisions in their 
regulations which state that they must promote gender equality and that they have to submit regular 
reports on their activities from a GE perspective. Moreover, the research councils, especially the 
Swedish Research Council, regularly compiles overviews of the distribution of research funding by 
scientific field and gender (Bergman 2013, 39). 

In the Swedish Research Council’s Strategy for Gender Equality (2010-2012), the council stated that it 
strives towards an equal gender distribution in evaluation panels, whereas the underrepresented sex 
comprises at least 40 % of the members in evaluation committees. Additionally, the Swedish 
Research Council is charged with ensuring a gender-balanced proportion among applicants for 
research funding, which must correspond with the proportion of women and men among those 
researchers who could potentially seek funding. Moreover, the council is tasked with ensuring that 
the level of allocations are roughly equally distributed among women and men, and that they are, on 
average, provided the same amount of funding, taking the nature of the research and the form of the 
support into consideration. The council provides annual follow-ups (Bergman 2013, 39). 

Similar regulations and criteria are established at Vinnova, FAS, and Formas. Vinnova states in its 
regulations that it works to promote both gender perspectives and GE in research and within their 
area of activity. Similarly, FAS emphasises the importance of paying attention to the distribution of 
research funding from a gender perspective, and Formas has developed guidelines on the 
implemtation of a gender equality perspective in Formas’ evaluation committees. In addition, the 
Swedish Research Council, Vinnova, FAS, and Formas have established a joint working group on how 
best to promote GE and to approach the allocation of research funding in an equal way (Bergman 
2013, 39). 

 

3.2 Participation of women in tertiary education 
In 1998/1999, the Swedish education nomenclature (SUN, Svensk Utbildningsnomenklatur) was 
adjusted to match ISCED 97. Earlier Swedish nomenclatures including level 8 or 9 included more 
educations or studies than the updated version, SUN 2000. It should therefore be noted that SUN 
2000 has not formally been adjusted in accordance with ISCED 2011 (Statistics Sweden n.d., Statistics 
Sweden 2000, UNESCO Institute for Statistics 2012, OECD 1999, Halldén 2008). For an overview of 
SUN 2000 and how the different levels can be translated to ISCED 97 and ISCED 2011, see the table in 
annex. 

3.2.1 Share of tertiary educated population among the group of 25 to 34 years old by sex 
In 2014, 45 % of women and 33 % of men in Sweden had at least two years of tertiary education 
(Swedish Higher Education Authority 2016c, 5). A reason why many people in Sweden have shorter 
tertiary education “is because this includes up to 2-3 years of studies in higher education without a 
qualification being awarded. There is free access to Sweden’s higher education system and many 
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students take courses without aiming for a qualification” (Swedish Higher Education Authority 2015, 
7).   

Tab. 29: Share of tertiary educated population among the group of 25 to 34 years old by sex* 

 
Sex/Time 2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 

EU28 
Total 28.3 29.2 29.9 30.9 32.3 33.3 34.4 35.5 36.5 37.2 37.9 
Males 25.4 25.9 26.4 27.2 28.2 29.1 30.0 30.8 31.7 32.5 32.9 

Females 31.1 32.5 33.6 34.8 36.4 37.6 38.8 40.2 41.3 42.0 42.9 

Sweden 
Total 37.3 39.2 39.9 40.9 42.4 42.3 42.8 43.5 44.9 46.0 46.5 
Males 32.4 33.8 34.3 35.5 36.6 35.9 35.8 37.2 38.4 38.8 38.9 

Females 42.4 44.8 45.8 46.5 48.4 48.9 50.2 50.2 51.7 53.6 54.5 
* Introduction of the ISCED 2011 classification: data up to 2013 are based on ISCED 1997, as from 2014 ISCED 
2011 is applied. The data at this level of aggregation data are directly comparable for all available countries 
except Austria.  
Source: (Eurostat 2017) 

As seen in Tab. 29, there has been an overall increase in the share of tertiary educated people, both 
women and men. The increase in the share of female graduates is double the increase in the share of 
male graduates during the period 2005-2015. The table illustrates that in 2015 the share of women 
who attained a tertiary degree was much higher than the share of men among the 25-34 year-olds. 
Hence, employees in the public sector are more often demanded to have a tertiary education, often 
on ISCED level 5 or 6, see also below.  

Sweden has a large public sector and an exhaustive social system of care and education facilities for 
its citizens, and these occupations are overpopulated by women. Especially the public sector 
formalises its educational demands to employees by equivalents in the educational system; since the 
1970s, there has been an overall increase in the number of fields traditionally or culturally perceived 
as female-oriented, which might explain part of the developments over time with an overall or 
average increase of female students (Dryler et al. 2016, 24). Therefore, when looking at the share of 
people with at least three years of higher education studies (i.e. BA), Sweden is above the OECD 
average, which might be due to the fact that many degrees at this level are women-dominated fields, 
e.g. nurses, pre-school teachers and school teachers (Dryler et al. 2016, 121). 
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Figure 14: Percentage of female graduates in tertiary levels of education, 2014 

 
Source: (OECD 2016a, 64)   

As Figure 14 shows, by 2013, 70 % of  graduates in tertiary education in Sweden with a Bachelor’s 
degree were women, while 50 % of those that had a doctoral degree or equivalent education were 
women. Hence, there seems to be evidence of an above-average share of women across short-term 
tertiary educations, e.g. ISCED 2011 level 5 and 6 (short-cycle tertiary education, and bachelor or 
equivalent). 

When looking at other characteristics, such as age and type of educational programme, the numbers 
for tertiary educated people vary. In the 2016 annual report, the Swedish Higher Education Authority 
(UKÄ) found that gender differences in tertiary educational attainment were substantially larger 
among the younger population than those among the adult population as a whole, i.e. 15 percentage 
points in 2014. Thus, 54 % of the women had attained tertiary education, compared to 39 % of the 
men (Swedish Higher Education Authority 2016c, 6). 

Moreover, the UKÄ report concludes that a look on gender and social background reveals that 
daughters of parents with research qualifications are most likely to enroll in higher education (86 %) 
while sons of parents who have not completed upper-secondary education are least likely to do so 
(16 %) (Swedish Higher Education Authority 2016c, 34). 

In addition, the Gender Equality Inquiry finds that: 

Although girls and women (…) have a higher level of education than men, this has not had 
any obvious effects in terms of a better postion in the labour market. Nor has it paid off 
financially in the form of correspondingly higher earnings. Return on human capital is 
therefore lower for women than for men. (2015, 4) 

 

3.2.2 Gender ratio for all tertiary graduates, by field of education 
Some fields of study have an unbalanced gender distribution, and looking at higher education in 
general, the gender divide tendency remains: more women than men apply within education and 
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teaching, health science, nursing, and social care, and more men than women apply to educational 
programmes within technology and manufacturing, natural sciences, mathematics and computer 
science. The gender differences in field of study are somewhat smaller in medicine, engineering, 
architecture, and upper-secondary education (Swedish Higher Education Authority 2016c, 21-22). 

Figure 15: Gender ratio for all tertiary* graduates, by field of education, 2014 

 
*Tertiary graduates include short-cycle tertiary, bachelor’s or equivalent, master’s or equivalent, and doctoral 
Source: (OECD 2016a)  
 
As Figure 15 illustrates, more female students attain a degree within health and welfare, i.e. above 
the OECD average, while more male students attain a degree within engineering, manufacturing and 
construction. Similarly, the report on policy objectives and governance of GE policy by the Gender 
Equality Inquiry states that “women and men in higher education largely pursue different fields of 
study. Hence their study choices remain consistently gender-stereotypical and continue to be so 
throughout their educational carrers” (2015, 3).  

Figure 16 from the 2016 Statistics Sweden report Women and men in Sweden. Facts and figures 
shows women’s and men’s degrees for educational attainment (graduate and undergraduate level) 
(Statistics Sweden 2016b, 31). 
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Figure 16: Degrees at the undergraduate and graduate levels in higher education by field, 2014-
2015 

 

As Figure 16 shows, there is a gender divide in the undergraduate and graduate levels, which might 
reflect, for instance, a gender divide in interests. Far more women than men attain educational 
degrees within healthcare and social services, teaching methods and teacher training, as well as 
agriculture and forestry, and veterinary medicine, whereas far more men attain an educational 
degree in technology and manufacturing, and natural sicence, mathematics and computer 
technology. There is no scientific field that demonstrates complete gender balance. 

3.2.3 Development of the number of women ISCED 6 graduates 
As mentioned in the annex (part 6), it should be noted that the current Swedish education 
terminology (Svensk utbildningsnomenklatur, SUN 2020) is different from the international ISCED 
2011 system and more comparable with the earlier ISCED 1997 nomenclature.51 However, there are 
still some precautions to consider in the translation of the Swedish SUN to ISCED; therefore, 
comparisons with other countries on the basis of numbers from Eurostat, She Figures (or Education 
at a glance) should be done with care and reservation (Dryler et al. 2016, 117); see part 3.2. 

                                                            
51 For an overview (in Swedish), see The Swedish educational system and classifying education using the ISCED-
97 (Halldén 2008). 
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Tab. 30: Development of the number of women ISCED 6 graduates 

 
2006 2007 2008 2009 2010 2011 2012 
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55  163 43  519 57  196 46  754 59  784 50  743 54  876 46  586 56  162 47  185 62  626 54  628 63  472 56  916 

Sw
ed

en
 

1  456 1  204 2  094 1  810 1  999 1  626 1  846 1  718 1  744 1  627 1  787 1  569 1  802 1  541 

Data estimated for EU28, EU27. ISCED 6 covers tertiary programmes (above master’s level) which lead to the 
award of an advanced research qualification, including (but not limited to) doctor of philosophy programmes. 
Source: (Directorate-General for Research and Innovation 2016, 36, Directorate-General for Research 
and Innovation 2013, 78) 

The Swedish population of ISCED 6 is somewhat larger than the actual number of PhD degrees given 
in the years, since it covers research education in general (PhD and equivalent, e.g. licentiate 
degree), see also Tab. 31.  

Tab. 31: Awarded doctoral degrees 
Year 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 

Country Gender 2 768 2 853 2 914 2 722 2 615 2 619 2 577 2 650 2 852 2 854 

Sweden 

Both 
genders 

1 269 1 352 1 375 1 382 1 309 1 290 1 223 1 318 1 385 1 338 

Women 1 499 1 501 1 539 1 340 1 306 1 329 1 354 1 332 1 467 1 516 
Men 2 768 2 853 2 914 2 722 2 615 2 619 2 577 2 650 2 852 2 854 

Source: (Nordisk institutt for studier av innovasjon, forskning og utdanning 2017) 

As seen in Tab. 31, there has been an increase in the number of both male and female PhDs/ISCED 6 
graduates (ISCED-97), when comparing 2006 and 2012. However, there are still more male than 
female PhDs, even if the difference is not large. 

3.2.4 Development of the proportion of women ISCED 6 graduates differentiated by field 
of study 

As Tab. 32 shows, in 2012, the proportion of PhDs is almost gender-equal in humanities and arts, in 
agriculture and veterinary, and in social sciences, business and law. Women dominate more in 
education and in health and welfare, whereas there is a much smaller share of female PhDs in 
enginering, manufacturing and construction, followed by science, mathematics and computing, and 
services. 

http://www.foustatistikkbanken.no/nifu/velocity?headers=Ar&stubs=Landkode&stubs=Kjnnsnr&Landkodeslice=46&measure=common&Drgradtypeslice=41&virtualslice=Antall_value&layers=Drgradtype&layers=Fagomrnr&layers=virtual&Arsubset=1990%2C1995%2C2000+-+2015&study=http%3A%2F%2Fwww.foustatistikkbanken.no%3A80%2Fobj%2FfStudy%2FN1Drgrader&Landkodesubset=46&Kjnnsnrslice=4&mode=cube&virtualsubset=Antall_value&v=2&Drgradtypesubset=41&Arslice=2015&Fagomrnrslice=1000&Fagomrnrsubset=1000&measuretype=4&cube=http%3A%2F%2Fwww.foustatistikkbanken.no%3A80%2Fobj%2FfCube%2FN1Drgrader_C1&Kjnnsnrsubset=4#tag_46_4
http://www.foustatistikkbanken.no/nifu/velocity?headers=Ar&stubs=Landkode&stubs=Kjnnsnr&Landkodeslice=46&measure=common&Drgradtypeslice=41&virtualslice=Antall_value&layers=Drgradtype&layers=Fagomrnr&layers=virtual&Arsubset=1990%2C1995%2C2000+-+2015&study=http%3A%2F%2Fwww.foustatistikkbanken.no%3A80%2Fobj%2FfStudy%2FN1Drgrader&Landkodesubset=46&Kjnnsnrslice=4&mode=cube&virtualsubset=Antall_value&v=2&Drgradtypesubset=41&Arslice=2015&Fagomrnrslice=1000&Fagomrnrsubset=1000&measuretype=4&cube=http%3A%2F%2Fwww.foustatistikkbanken.no%3A80%2Fobj%2FfCube%2FN1Drgrader_C1&Kjnnsnrsubset=4#tag_46_4
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Tab. 32: Development of the proportion of women ISCED 6 graduates differentiated by field of 
study 
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EU27 2006 64 52 47 41 25 51 54 
 

 
2010 64 54 49 40 26 52 56 

 
 

2012 64 54 51 42 28 57 59 45 
Sweden 2006 58 54 42 37 29 46 62 

 
 

2010 71 54 53 41 31 56 63 
 

 
2012 63 54 49 42 26 53 62 44 

Source: (Directorate-General for Research and Innovation 2016, 26, Directorate-General for Research 
and Innovation 2013, 79, Directorate-General for Research 2009, 51) 

3.2.5 Development of the proportion of women ISCED 6 graduates differentiated by 
narrow fields of study in the natural sciences and engineering 

When taking a closer look at some of the fields which are male-dominated, it appears that female 
PhDs are mainly found within life science, where the proportion of women has somewhat increased 
in the period 2004-2012, while we notice a negative development within physical sciences, 
engineering, manufacturing, and architecture and building.  

Tab. 33: Development of the proportion of women ISCED 6 graduates differentiated by narrow 
fields of study in the natural sciences and engineering 
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EU27 2004 53 34 31 18 19 30 36 

 
2010 57 34 32 19 23 42 34 

 
2012 58 37 36 21 25 35 38 

Sweden 2004 54 35 31 28 22 35 44 

 
2010 54 41 28 30 28 40 48 

 
2012 58 37 32 31 23 31 3552 

Source: (Directorate-General for Research and Innovation 2016, 31, Directorate-General for Research 
and Innovation 2013, 80) 

3.2.6 Distribution of ISCED 6 graduates across fields of study by sex 
As seen in Tab. 34, there is a great gender divide in PhDs depending on the field of study. The largest 
divides are found in some of the fields, such as engineering, manufacturing and construction that are 

                                                            
52 It seems rather unlikely that there should have been such relatively large drops in e.g. manufacturing and 
processing and in architecture and building; therefore, it can be assumed that the proportion of female ISCED 6 
graduates in 2012 are similar to the numbers in 2010. 
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male-dominated, and in health and welfare that are female-dominated. There is gender balance in 
the distribution of graduates within agriculture and veterinary sciences. 

The Swedish Higher Education Authority (UKÄ) stated that half of the research-educated (i.e. PhDs) in 
2014 were awarded in technology, which constitutes more men than women, and that “the 
proportion of women has varied during the period 2003–2013, but in the last few years it has 
remained at the same level” (Swedish Higher Education Authority 2016b). 

Tab. 34: Distribution of ISCED 6 graduates across broad fields of study, by sex, 2012 
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EU28 
Women 4 14 20 26 9 4 23 

Men 2 10 17 32 21 3 14 

Sweden 
Women 3 7 10 24 14 2 40 

Men 2 5 9 28 34 2 20 
Data only for 2012 
Source: (Directorate-General for Research and Innovation 2016, 29)  

 

3.3 Labour Market Participation of women and men in the RTDI (whole sector) 

3.3.1 General Labour market participation 
Seidegård et al. find that even though there has been a decrease in gender differences over the past 
10 years, men still dominate significantly in politics, in the government, and in the business sectors 
(2015, 142). 

As the Swedish labour market participation is high for both genders and the influences from fiscal 
incentives are equal, differences  seem to be field-specific, such as lower gender shares in science 
and higher shares in humanities. See also part 3.2.4. 

3.3.1.1 Employment rate by sex 
In Sweden, unemployment declined for men and especially for women between 2004 and 2014. In 
2013 and 2014, unemployment declined, including for people, especially women, both with and 
below upper-secondary education, and both women’s and men’s occupancy rates have also risen, 
irrespective of educational attainment level (Swedish Higher Education Authority 2016c, 49). 

2005-2008 was characterised by favourable economic conditions, i.e. a cyclical upturn. In 2009, the 
financial crisis occurred and brought the employment rates down. In recent years, the rates have 
been rising again (Dryler et al. 2016, 103), especially for women, who are often employed in different 
sectors, fields or positions than men. 
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Tab. 35: Employment rates in the total population aged 20-64, by sex and gender gap 53 

  
2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 

EU28 
Males 75.9 76.8 77.6 77.8 75.7 75.1 75.0 74.6 74.3 75.0 75.9 

Females 60.0 61.1 62.1 62.8 62.3 62.1 62.2 62.4 62.6 63.5 64.3 
Gender gap 15.9 15.7 15.5 15.0 13.4 13.0 12.8 12.2 11.7 11.5 11.6 

Sweden 
Males 80.5 81.7 83.1 83.5 80.9 81.1 82.1 81.9 82.2 82.2 82.5 

Females 75.2 75.8 77.1 77.2 75.7 75.0 76.5 76.8 77.2 77.6 78.3 
Gender gap 5.3 5.9 6.0 6.3 5.2 6.1 5.6 5.1 5.0 4.6 4.2 

Source: (Eurostat n.d.) 

As Tab. 35 shows, the employment rates for women at all education levels in Sweden is generally 
higher than the EU28 average, and it has gradually risen above the EU28 employment average for 
men as well, and in 2015 it reached 78.3 % for women. Also, the gender employment gap has 
decreased rapidly in recent years. Even though the gender gap is now smaller, the Swedish labour 
market is still highly gender-segregated (Numhauser-Henning 2015b, 10).  

In general, more women than men are employed in the public sector and more men than women in 
the private sector. However, from 2005 to 2015, the public sector decreased, and there has been a 
small increase in the share of women in the private sector (Dryler et al. 2016, 110). 

UKÄ states that:  

Unemployment gender differences were not as large as in the proportion of those gainfully 
employed. The differences in the unemployment rates for men and women with qualifications 
from tertiary education in Sweden increased, however, between 2013 and 2014, when among 
women unemployment dropped from 5.2 to 4.6 per cent while it has remained the same for 
men at 5.3 per cent. (Swedish Higher Education Authority 2016c, 45).  

Hence, the unemployment rate is lower for tertiary educated women than men. 

Figure 17: Employed aged 20-64 by sector, 1970-2015 

 

                                                            
53 This means the difference of employment rates between women and men. It is calculated by subtracting the 
employment rate for women from that of men, and is measured in percentage points. 
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As Figure 17 shows (Statistics Sweden 2016b, 50), men have been mainly employed in private 
industries throughout the period 1970 to 2015. Though private companies appear to be male-
dominated also in 2015, a larger share of the female labour force is also employed in private 
companies in 2015. Furthermore, throughout the entire period, far more women than men are 
employed in municipalities and other local public sector institutions. 

3.3.1.2 Employment rate by age of children and sex 
When comparing the period between 2005 and 2013, the employment rates for both men and 
women with children, regardless of the children’s age, have increased. The smallest increases in 
employment rates are found among the fathers, whose employment is generally higher than the 
mothers’, because mothers usually take more parental leave; the lowest employment rate (77.8 %) is 
found among mothers with children below three years of age. Children between the age of three and 
five (or above) are usually enrolled in full-day childcare facilities; therefore, the employment rates for 
these groups of parents, mothers in particular, rise again. In general, the employment rates for 
comparable age groups and genders with and without children do not deviate much in size. As such, 
the decrease in employment around 2008-2010 might be explained by an overall decrease in 
employment due to the finansial crisis in 2009. However, the growth in employment rate for women 
with children aged below three years is slower than for the other groups. 

Tab. 36: Employment rate of persons aged 25-49 by age of youngest child, sex and year 

   
2005 2006 2007 2008 2009 2010 2011 2012 2013 

Sweden 

Female 
Child aged under 3 74.8 76.2 77.4 79.7 78.2 76.3 77.4 77 77.8 

Child aged 3-5 79.2 80.8 83.3 83.7 82.4 82.3 83 83.8 83.4 
Child aged 6-16 85.7 85.2 86.2 86.9 85.5 84.9 86.8 87.7 88.1 

Male 
Child aged under 3 89.8 91.2 93.6 93.9 90.8 91.2 91.9 91.9 92 

Child aged 3-5 91.6 93.7 93.8 94.5 93.2 93.4 93.4 93.3 92.7 
Child aged 6-16 92.6 93.8 94.3 94.4 93.2 93.3 93.7 94.3 94.4 

Source: (UNECE n.d.)  

The lower employment rate of persons aged 25-49 without children in Tab. 37 is caused by other 
differences, namely, the composition of the age group 25-49 with and without children. A large 
fraction of the youngest in the group is still in education, hence the lower employment rate. At the 
same time, the age of first birth among women in Sweden is closer to 30, and older for consecutive 
children. This means that the average age of women in the age group 25-49 with and without 
children is quite different. Hence, the figures are not immediately comparable. 

Tab. 37: Employment rate of persons aged 25-49 without children by sex and year 

  
2005 2006 2007 2008 2009 2010 2011 2012 2013 

Sweden 
Female 78.7 79.6 81.8 81.5 78.9 77.5 78.5 78.6 78.8 
Male 80.6 81.4 83.2 83.9 80.2 80.3 81.4 80.9 81 

Source: (UNECE n.d.) 

It also appears that even though the impact of parenthood is positive for Swedish men (translating 
into a negative score in Tab. 38), the impact of parenthood is also rather neutral (or slightly positive) 
for women in Sweden (Plantenga 2014, 7). See also description above. 
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Tab. 38: Employment impact of parenthood (age 20-49) 

 
Males Females 

OECD average -11.3 10 
Sweden -14.8 -0.1 

Negative score (-): Parenthood has a positive effect on employment (higher employment rates) 
Positive score (+):Parenthood has a negative effect on employment (lower employment rates) 
Source: (Plantenga 2014, 40) 

According to Tab. 38, parenthood has a positive effect on employment rates among men and 
probably also women. However, it might be misleading to interpret parenthood as a factor which 
increases employment rates in the Swedish context with already large employment rates among 
both genders. It seems more likely that the older men and women in the age cohort get higher 
employment rates because they finish their studies. 

But of course, as Tab. 39 shows, having children can also affect the composition of employment, e.g. 
between full-time and part-time employment (Statistics Sweden 2016b, 52). 

Tab. 39: Employed parents aged 20-64 with children at home, by number of children, the youngest 
child's age, and length of work time, 2015 

 

In general, part-time employment rates for men with children are much lower than for women with 
children. As seen in Tab. 39, around 60 % of women and 90 % of men have full-time employment in 
the first years of their child’s life. Where there is a decrease in the number of full-time employed 
women (and an increase in part-time employed women) with two or more children, full-time 
employment rates for fathers with several children remain relatively stable.  

3.3.1.3 General employment by full-time and part-time status, sex 
Even though “the Government’s objective is that full-time work should be the norm, and part-time a 
possibility” (Regnér and Wallström 2016, 6), around  30 % of women work part-time. However,  
studies show that many part-time working women would prefer to work more than they do, and that 
the main reasons why many women work part-time is that they can not find a suitable full-time job 
or that they are taking care of their children (Regnér and Wallström 2016, 6). 
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Tab. 40: Full-time equivalent (FTE) employment rates among women and men aged 20-64 (%) and 
gender gap (percentage points), 2010-2014 

  
2010 2014 

EU28 
Males 73.1 72.7 

Females 53.5 54.5 
Gender gap 19.6 18.2 

Sweden 
Males 78.6 80.0 

Females 66.8 70.2 
Gender gap 11.8 9.8 

Source: (Directorate-General for Justice and Consumers 2016, 49) 

As Tab. 40 shows, there has been an overall increase in full-time employment rates in the period 
(due to the cyclical upturn), and furthermore, the gender gap has decreased. In general, Swedish 
men and especially women still have a considerable higher FTE employment rate than the EU28 
average.  

Figure 18 from the annual Facts & Figures of women and men by Statistics Sweden provides an 
overview of developments in the number of male and female part-time workers (Statistics Sweden 
2016b, 51) (reasons for women working part-time can be found in part 2.2.3.9 Main reasons for 
women not working or working part-time).  

Figure 18: Employed who work part-time by age, 1987, 2000 and 2015 

 

As seen in Figure 18, in 1987, 2000 and 2015, the level of part-time employment has been much 
higher for women than for men. In 2015, around 30 % of women aged 20-64 worked part-time, 
where the same could be found for about 10 % of men in the same age group.  

In the 2016 status report on higher education by the Swedish Higher Education Authority, the 
authors state that:  
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Even if Sweden is one of the OECD countries where the gender difference is lowest in the 
proportion of those with tertiary education who are employed, the picture changes if the 
proportions with full-time employment are taken into account. On average in the OECD 80 
per cent of the men and 58 per cent of the women in the 35–44 age group with tertiary 
education who were employed had full-time jobs, a difference of 22 percentage points. The 
corresponding figures in Sweden are 83 per cent of the men and 59 per cent of the women, a 
difference of 25 percentage points, which is just over the average for the OECD. (Swedish 
Higher Education Authority 2016c, 49) 

UKÄ further finds that this is due to women being more likely to have child leave periods than men; 
besides, women in Sweden have relatively good opportunities of working part-time when children 
are small, compared to other OECD countries (Swedish Higher Education Authority 2016c, 49). 

3.3.2 Participation of women and men in RTDI 
For a decription of the general labour market employment, including labour market participation for 
the tertiary educated population, see part 3.3.1 General labour market participation. 

3.3.2.1 Proportion of scientists and engineers in total labour force, by sex 
Tab. 41: Proportion of scientists and engineers in the active population between 15 and 74 years, 
by sex and year 

 
Sex/Time 2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 

EU28 
Total : : : 4.9 4.9 5.0 6.4 6.5 6.6 6.6 6.8 
Males : : : 6.0 6.1 6.2 7.3 7.2 7.3 7.4 7.5 

Females : : : 3.5 3.5 3.6 5.5 5.5 5.7 5.8 6.0 

Sweden 
Total 6.4 6.3 6.5 6.8 6.9 6.8 9.5 9.6 9.6 9.7 10.0 
Males 7.6 7.5 7.6 8.1 8.1 8.0 9.1 9.5 9.4 9.4 9.8 

Females 5.0 5.0 5.3 5.4 5.4 5.4 9.9 9.8 9.9 9.9 10.3 
Source: (Eurostat n.d.) 

As Tab. 41 shows, there has been an overall increase in the proportion of scientists and engineers in 
Sweden, even though the development has been rather stable over the period 2005-2015.  

Between 2010 and 2011, there is a data break which explains the jump in shares, especially among 
women in Sweden as well as in the EU28. The redefinition of scientists and engineers in the Human 
Resources in in Science and Technology statistics increased the shares among women in Sweden so 
that there was a larger share of female than male scientists and engineers in 2015. In the entire 
period, the share of scientists and engineers in Sweden is 50 % higher than in the EU28 and shows a 
much more gender-equal distribution. 

3.3.2.2 Employment in knowledge intensive activities (KIA) by sex 
Another characteristic of the use of knowledge in the economy is to analyse employment in KIA. As 
Tab. 42 shows, the Swedish employment share in KIA is increasing towards 50 %, and in 2015 it is 
almost 10 percentage points higher than the EU28 share.  
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Tab. 42: Annual data on employment in knowledge intensive activities as a percentage of total 
employment by sex (from 2008 onwards, NACE Rev. 2) 

 
Sex/Time 2008 2009 2010 2011 2012 2013 2014 2015 

EU28 
Total 34.2 35.0 35.4 35.6 35.7 35.8 35.9 36.0 
Males 27.2 28.0 28.5 28.7 28.8 28.9 29.1 29.1 

Females 42.7 43.5 43.8 43.8 43.9 43.9 44.0 44.2 

Sweden 
Total 41.6 42.3 42.6 42.7 43.3 43.4 43.9 44.4 
Males 32.6 33.2 33.9 34.3 34.8 35.1 35.7 35.6 

Females 51.6 52.1 52.2 52.1 52.4 52.4 52.8 53.8 
Source: (Eurostat n.d.) 

As seen in the table, there has been a slow but stable increase in the relative employment within 
knowledge intensive activities (KIA). As in the EU28, KIA is also dominated by a relatively higher share 
of women than men in Sweden. This is caused by the fact that relatively more female-dominated 
sectors have more than 33 % of its employees educated at the tertiary level, which defines a KIA 
activity or sector. These are often public sector activities. 

3.3.2.3 Employment in knowledge intensive activities – business activities (KIABI) by sex 
Yet another measure of the economies’ use of tertiary knowledge in knowledge intensive sectors are 
the subgroup of KIA called KIABI. Here only business sectors according to the NACE 2 definitions are 
considered. An approximative translation in Sweden corresponds to the private sector solely, where 
KIA covers all sectors.  

Tab. 43: Employment in knowledge intensive activities – business activities (KIABI) by sex 

 
Sex/Time 2008 2009 2010 2011 2012 2013 2014 2015 

EU28 
Total 13.2 13.4 13.5 13.7 13.8 13.8 13.9 14.0 
Males 13.3 13.6 13.9 14.1 14.2 14.4 14.5 14.6 

Females 13.1 13.2 13.1 13.2 13.3 13.2 13.3 13.4 

Sweden 
Total 16.6 16.8 16.9 17.2 17.6 17.7 17.9 18.2 
Males 18.8 19.0 19.2 19.7 20.0 20.0 20.3 20.7 

Females 14.2 14.5 14.4 14.6 14.9 15.2 15.4 15.6 
Source: (Eurostat n.d.) 

In regard to knowledge intensive business activities (KIABI), there has also been a slow but steady 
increase in the total employment share. In opposition to the other knowledge intensive activities 
(KIA), a higher share of men than women are employed within KIABI. However, as illustrated in Tab. 
43, the gender divide is not as large as in KIA, where women dominate the activities. 

Compared to the EU28, the Swedish share of employment in KIABI is higher for men and women. The 
differences in shares are lower, around 4 percentage points, while for KIA they were at around 8 
percentage points. All in all, the KIA and KIABI figures illustrate that a considerably higher proportion 
of the Swedish labour force works in knowledge intensive activities than in the EU28. 

See also part 1.2.4 for a general description of developments in KIABI. 

3.3.2.4 Researchers in all R&D sectors 
The total number of FTE researchers in R&D is also given in Tab. 5 in section 1.1.2.2. Below the 
numbers are presented by gender.  
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Tab. 44: Number of researchers in all R&D sectors by sex and years (in full-time equivalents) 

 
Time/Sex 2005 2006 2007 2008 2009 2010 2011 2012 2013 

EU
28

 Total 1 374 760 1 422 499 1 458 115 1 523 245 1 555 606 1 602 765 1 626 802 1 680 987 1 731 241 

Females : : : : : : : : : 

Males : : : : : : : : :: 

Sw
ed

en
 Total 55 001 55 729 45 812 50 220 47 308 49 312 48 702 49 280 64 194 

Females 15 960 : 13 475 : 14 080 : 14 721 : 17 989 

Males 39 041 : 32 337 : 33 228 : 33 981 : 46 205 

Source: (Eurostat n.d.) 

When comparing 2005 and 2013, the number of researchers in R&D has increased; see also section 
1.1.2.2 for comments on the unexplainable data break in total numbers, e.g. the jump in totals from 
2012 to 2013. However, the divide between the share of men and women in R&D does not appear to 
have changed or improved much in the period, which Tab. 45 also illustrates. The increase in the 
number of male researchers is much higher than in the number of female researchers, which remains 
stable for the studied period. 

Tab. 45: Share of women in R&D 
 2005 2007 2009 2011 2013 

Sweden 29 % 29 % 30 % 30 % 28 % 
Source: (Eurostat n.d.) 

This also means that the share of women in R&D remains relatively unchanged during the period 
2005-2013. Given the short length of the period, no changes were anticipated, and the main 
variation is caused by statistical definition changes.  

See also general description on the developments in the sector in part 1.1.2.2 Development of 
number of researchers between 2005 and 2015 in the whole R&D sectors and its subsectors. 

Tab. 46: Teaching and research staff, by employment category, 2014 

 

As can be seen in Tab. 46 (Statistics Sweden 2016b, 33), the largest differences in gender distribution 
among research and teaching staff in 2014 are found among professors in the higher education 



EFFORTI Country Report Sweden 

85 
 

sector. However, men in Sweden are also still overrepresented among lecturers, among staff in 
“qualifying  appointment,” and among other research and teaching staff (with/without a doctorate), 
except for instructors.  

3.3.2.5 Researchers differentiated by R&D sectors 
As shown in the differences of employment between KIA and KIABI, also in terms of research 
employment, the BES sector is relatively male-dominated. Comparing 2005 and 2013, the BES sector 
has experienced growth in the number of full-time researchers employed, however, also in this 
subsector of the entire economy women still only comprise less than one third of researchers in the 
business sector.  

The HES has had a relatively stable development in the share of full-time researchers employed, and 
by 2013, the gender gap seems to have decreased. However, still most researchers in the HES are 
male. The HES has had a relatively stable development in the share of full-time researchers 
employed, and by 2013, the gender gap seems to have decreased. However, due to (historical) male 
professor and lecturer dominance most researchers in HES are still male, see Tab. 46. 

The sectors with the most gender-equal distribution of full-time researchers are the government 
sector (GOV) and the private non-profit sector (PNP). As seen in chapter 2, the GOV sector employs 
relatively many women, and the research employees are no exception – even if there are more male 
than female full-time research employees in GOV. In terms of full-time researchers employed, the 
GOV sector has actually experienced a decrease; in 2013, fewer full-time researchers were employed 
than in 2005. However, the gender gap in 2013 is relatively small, when comparing with previours 
years in GOV. In 2013, both the overall share of researchers in full-time employment and the gender 
gap between male and female researchers in the PNP sector are close to the same levels as in 2005. 

See also part 1.1.2.2 for a description of general developments within and between the different 
sectors. 
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Tab. 47: Number of researchers in BES, HES, GOV and PNP by sex and years (in full-time 
equivalents) 

Source: (Eurostat n.d.) 

In general, one third of the employees in the R&D sectors are women, and the share seems stable 
over time and over sectors as well (for a description of general developments within and between 
the different sectors, see also part 1.1.2.2). 

 

3.4 Horizontal segregation 
The Gender Equality Inquiry states that: 

Although participation in the labour market has increased for both women and men, they 
work in different sectors and occupations. And even if they are in the same sector and 
occupation, they often hold different positions. Thus segregation of the labour market is both 
horizontal and vertical. (2015, 2) 

In the following we discuss more in detail the horizontal segregation in economic sectors. 

Time  EU28 Sweden 
  BES HES GOV PNP BES HES GOV PNP 

2005 Total 626 081 551 459 181 758 15 462 36 697 15 125 2 929 250 
Females : : : : 9 064 5 738 1 046 112 
Males : : : : 27 633 9 387 1 883 138 

2006 Total 654 004 566 464 185 036 16 995 37 700 14 740 3 041 248 
Females : : : : : : : : 
Males : : : : : : : : 

2007 Total 667 464 585 624 188 306 16 721 28 965 14 840 1 941 66 
Females : : : : 7 120 5 573 753 29 
Males : : : : 21 845 9 267 1 188 37 

2008 Total 695 179 618 351 192 370 17 345 33 378 14 896 1 770 176 
Females : : : : : : : : 
Males : : : : : : : : 

2009 Total 695 602 642 780 199 210 18 014 29 426 16 308 1 483 91 
Females : : : : 7 444 6 075 517 44 
Males : : : : 21 982 10 233 966 47 

2010 Total 719 935 663 331 201 547 17 952 30 440 16 959 1 892 21 
Females : : : : : : : : 
Males : : : : : : : : 

2011 Total 747 215 656 965 203 821 18 802 29 310 17 101 2 097 194 
Females : : : : 7 298 6 511 836 76 
Males : : : : 22 012 10 590 1 261 118 

2012 Total 792 692 661 902 207 428 18 965 30 497 16 561 2 002 220 
Females : : : : : : : : 
Males : : : : : : : : 

2013 Total 830 713 675 973 210 635 13 920 43 141 18 401 2 386 266 
Females : : : : 9 703 7 144 1 017 125 
Males : : : : 33 438 11 257 1 369 141 
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3.4.1 General horizontal Segregation 
From a gender equality view, there is still some potential to be reached if occupational as well as 
sectoral gender equality is the goal. As the previous sections have shown, there are large differences 
in employment shares across scientific fields of education in Sweden, as well as in the EU. These 
differences have been rather stable over time: they have decreased only slightly in Sweden, although 
still relatively more than in the EU28, where inequality across sectors actually increased between 
2004 and 2014. 

3.4.1.1 Gender segregation in occupations and in economic sectors, 2004 vs 2014  
Tab. 48: Gender segregation in occupations and in economic sectors, 2004 vs 2014 

 

Gender segregation 
 in occupations (%) 

Gender segregation 
 in sectors (%) 

 
2004 2014 2004 2014 

EU28 24.7 24.4 17.7 18.9 
Sweden 27.6 25.3 21.4 20.6 

The index reflects the proportion of the employed population that would have to change occupations/sectors in 
order to bring about an even gender distribution across occupations or sectors. The index varies between 0 (no 
segregation) and 50 (complete segregation) (Directorate-General for Justice and Consumers 2016, 52). 
Source: (Directorate-General for Justice and Consumers 2016, 52) 

As Tab. 48 shows, the proportions of employees that would need to change their occupation or 
economic sector in order to equalise the distribution of men and women, are still 25.3 and 20.6, for 
occupations and economic sectors, respectively. There has been some smaller changes in the gender 
segregation both in occupations and in economic sectors when comparing 2004 and 2014. However, 
both in occupations and sectors in general, the gender segregation among employees is still 
relatively high. A similar breakdown of employment shares by gender on occupations shows again a 
diversed and sector-specific pattern. However, in most occupations, gender equality has increased 
since 2004. 
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Tab. 49: Employment by occupation, sex and year 
Sweden 

 
2004 2014 

Legislators, senior officials and managers 
Female 30.3 37.1 
Male 69.8 62.9 

Professionals 
Female 51.2 57.4 
Male 48.8 42.6 

Technicians and associate professionals 
Female 50.9 43.8 
Male 49.1 56.2 

Clerks 
Female 71.9 68 
Male 28.1 32 

Service workers and shop and market sales 
workers 

Female 74.7 68.5 
Male 25.3 31.5 

Skilled agricultural and fishery workers 
Female 22.4 25.3 
Male 77.6 74.6 

Craft and related trade workers 
Female 6 5.9 
Male 94 94.1 

Plant and machine operators and assemblers 
Female 16.3 13.9 
Male 83.7 86.1 

Elementary occupations 
Female 52.3 54.6 
Male 47.7 45.4 

Armed forces 
Female .. .. 
Male 92.1 93.2 

Source: (UNECE n.d.) 

There are some differences to be found in the gender-segregated labour market, depending on e.g. 
job functions, as seen in Tab. 49. Positions within armed forces, plant and machine operationing and 
assembly, craft and related trade work, skilled agricultural and fishery workers are still very male-
dominated in 2014. A more equal gender distribution is found in positions such as professionals 
(57.4 % are women in 2014), technicians and associate professionals (56.2 % women), and 
elementary occupations (54.6 % women). 

Among legislators, senior officials and managers, the share of women amounts to only around one-
third (37.1 % in 2014), while the same is the case for men among clerks (32 %), service workers and 
shop and market sales workers (31.5 %). 

3.4.2 Proportion of female researchers by economic activities (NACE Rev. 2) in the 
business enterprise sector, by sex 

The proportion of female researchers by economic activity of workplace is a precarious figure in 
economies where a few large firms contribute with a large fraction of all R&D activities. As such, the 
fluctuations shown in Tab. 50 mirror the results found earlier for the business sector. 
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Tab. 50: Proportion of female researchers in the business enterprise sector, by economic activity 
(NACE Rev. 2), 2012 

  
Manufacturing 

Manufacture  
of chemicals 
and chemical 

products 

Manufacture  
of basic 

pharmaceutical 
products and 
preparations 

Services of  
the business 

economy 

Other  
NACE 

category 
EU27 2009 15 27 45 19 83 

 
2012 

     Sweden 2009 23 
 

56 29 47 

 
2012 24 31 46 23 16 

Source: (Directorate-General for Research and Innovation 2016, 60)  

However, looking  at the labour force in the business enterprise sector, the largest share of women 
occupies positions within manufacturing of basic pharmaceutical products and preparations. The 
proportion of women in business economy services and in manufacturing, including manufacturing of 
chemicals and chemical products, is somewhat lower. 

The changes from 2009 to 2016 in the other NACE category seem odd and could not be justified. 
Hence, the general impression is again differences between fields (economic activity sectors), but 
stable patterns over time. 

3.4.3 Distribution of researchers in the Higher Education Sector (HES), across fields of 
science, 2012 

The point given on differences in women employment shares across fields can be seen in Tab. 51. 
Here, the proportion of female staff varies depending on subject area or scientific fields. A similar 
picture can be found as regards the share of employed female students distributed into scientific 
fields and positions in the labour market.  

Tab. 51 shows the distribution of scientists across a sub-selection of scientific fields. In natural and 
life sciences, there is an overrespresentation of women in medical sciences and a matching 
overrepresentation of men in engineering and technology. 

Tab. 51: Distribution of researchers in the Higher Education Sector (HES), across fields of science, 
2012 

Country Gender 
Natural  
sciences 

Engineering  
and 

technology 
Medical  
sciences 

Agricultural  
sciences 

Social  
sciences Humanities 

Sweden 
Women 18 22 51 9 : : 

Men 22 47 25 7 : : 
Source: (Directorate-General for Research and Innovation 2016, 56)  

Similarly, UKÄ, the Swedish Higher Education Authority, finds that the smallest proportions of 
women are found in engineering (24 %) and natural sciences (29 %), and that the largest proportions 
of women are found in medicine and health science (58 % in total) (2016c, 52). 

According to the Swedish Research Council, gender distribution is more even within humanities and 
social sciences than in other research fields, except amongst professors. In natural and engineering 
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sciences, gender distribution is generally skewed; here women are a minority at all career stages. 
Gender distribution is a little more even in natural sciences.  

However, UKÄ concludes that progress has been made over the ten-year period from 2003 to 2013: 
the proportion of women amongst lecturers within engineering increased by 10 percentage points, 
while within medicine and health, the proportion of women increased sharply in all career stages 
and, with the exception of professor positions, women nowadays are in the majority and account for 
approximately 60 % of recently appointed lecturers (Swedish Higher Education Authority 2013).  

To sum up, the share of women amongst the positions of lecturers is almost 50 %. This trend is 
expected to lead to an even more balanced gender distribution amongst professors in the future. The 
earlier mentioned studies of Centres of Excellence (CoE) demonstrated that women were 
disadvantaged by initiatives targeting CoEs and excellent researchers. Female researchers have been 
awarded a considerably lower proportion of this type of funding, i.e. 19 % than what would 
correspond to the share of women professors (24 %) or the share of Swedish female researchers with 
the highest number of citations (30 %) (Swedish Research Council 2016b, 42). 

3.4.4 Horizontal segregation by scientific field in the higher education sector 
As evidenced by the under-/overrepresentation of women and men, horizontal segregation is more 
pronounced in specific sectors and occupations in Sweden than in others, and the SGS (gender 
segregation indicator) is relatively high. Therefore, the Swedish government also tries to motivate 
graduates to enter gender-atypical sectors and occupations (Roland Berger Strategy Consultants 
2013). 

A comparable measure on the inequalities is the Dissimilarity Index (DI). It “indicates the percentage 
of either women or men (all scientific fields combined) who would have to move across different 
scientific fields to ensure that the proportions of women (out of total women across all scientific 
fields) and men (out of total men across all scientific fields) were equal in each scientific field; note 
that this does not ensure parity of the sexes in each scientific field” (Directorate-General for 
Research and Innovation 2016, 79). 
Tab. 52 shows DI values54 for the Swedish HES and GOV sectors solely in three different years if 
applicable.  

Tab. 52: Dissimilarity index for researchers in the higher education sector and government sector 

 
Dissimilarity Index 2006 Dissimilarity Index 2009 Dissimilarity Index 2012 

 
HES GOV HES GOV HES GOV 

EU27 0.14 0.18 - - - - 
Sweden 0.31 0.00 0.19 0.29 - 0.17 

Source: (Directorate-General for Research and Innovation 2016, 80, Directorate-General for Research 
and Innovation 2013, 77, Directorate-General for Research 2009, 64) 

As Tab. 52 illustrates, the dissimilarity index in 2006 was higher in Sweden than in the E27 within 
HES, while it was virtually zero in the government sector. However, the dissimilarity index for the 
latter sector increased to 0.29 in 2009 and fell to 0.17 in 2012, while no data are available for the HE 

                                                            
54 A value of “1” indicates that only either women or men are present in each of the scientific fields. A value of 
“0“ indicates that the frequency distribution of women and men, respectively, across scientific fields is identical 
(Directorate-General for Research and Innovation 2016, 79). 



EFFORTI Country Report Sweden 

91 
 

sector. Due to the large variability of the DI measure, it seems extremely difficult to judge or justify 
its actual value. The huge differences between index values within three-year periods appear invalid 
and must be due to changes in measures, definition of fields, labour force or sectors. 

For further description, see part 3.3 on labour market participation. 

 

3.5 Vertical Segregation 

3.5.1 General vertical segregation 
According to Seidegård et al., Sweden is still characterised by vertical gender segregation in the 
labour market, which is particularly visible in the private business sector where many leaders and 
board members are male; however, the public sector or government administration are also 
characterised by few women in top leadership positions (2015, 143-144). 

A place where the difference is still present, but at a remarkably small scale is the Swedish Paliament. 

Of 349 members of the Riksdag (Parliament), 197 are men (56.4 %) and 152 women (43.6 %). 
This is a decrease compared to the 2006 and 2010 elections. In 2014 women accounted for 54 
% of ministers, 37 % of under-secretaries and 67 % of senior civil servants. In 2013 men 
constituted 63 % of Supreme Court judges, 83 % of Court of Appeal Presidents, and 65 % of 
Courts of Appeal Heads of Division. (Swedish Women's Lobby 2015, 19). 

Especially in the private sector part of the RTDI system and in the natural sciences part of the 
Swedish HES, vertical segregation is still present. SFI concludes that in the Nordic countries it is still 
much more likely for a man to become a top leader than it is for a woman to a very high degree, and 
that this can be concluded across different sectors (private, municipal/regional and government 
sector) (Larsen et al. 2016, 14). More specifically: 

In the private sector, despite some progress, a high degree of male dominance persists on 
corporate boards and in management positions. The pattern is clear: the higher the position, 
the fewer the women. Male dominance increases in the top management positions, in 
management groups and on corporate boards. (Gender Equality Inquiry 2015, 2)  

There are more female top leaders in Sweden and Norway than in Denmark, but the differences 
between the Nordic countries have become smaller (Larsen et al. 2016, 14). 

3.5.1.1 Share of male and female members of boards in largest quoted companies, 
supervisory board or board of directors  

Figure 19 shows the share of men and women on boards of listed companies55 in the Nordic 
countries in 2014 (Nordic Council of Ministers 2015c, 34). An examination of the largest publicly 
listed companies in the Nordic countries reveals that, on average, approximately three of ten board 
members are women (Nordic Council of Ministers 2015c, 34). Thus, in the Nordic perspective, 
Sweden, Denmark and Finland, with a share of less than 30 % of women, were outperformed by 
Iceland and Norway in regard to the share of women on boards of listed companies in 2014. 

                                                            
55 Listed companies: “publicly listed means that the shares of the company are traded on the stock exchange” 
(Nordic Council of Ministers 2015c, 34). 
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Figure 19: Women and men on boards of listed companies, %, 2014 

 

Even though vertical segregation in Sweden still exists, it is very much the case within the private 
sector, and not (at all) in the political system, as Tab. 53 shows. However, gender equality figures as 
regards the private sector are much more equal than the corresponding EU28 figures. 

Tab. 53: Share of male and female members of boards in largest quoted companies, supervisory 
board or board of directors 

 

Share of 
female 

ministers 

Share of  
female 

members of 
parliament 

Share of  
female 

members of 
regional 

assemblies 

Share of female 
members of boards, in 

largest quoted 
companies, supervisory 

boards or board of 
directors 

Share of 
female 

members of 
central bank 

EU28 22 25 31 16 17 
Sweden 50 45 47 26 29 

Source: (Humbert et al. 2015, 173) 

As the Swedish Women´s Lobby concludes:  

Private sector companies are far from achieving gender balance. Even though we have seen 
an increase in the total number of female board members in stock market listed companies 
over recent years, by 2014 women accounted for only 25 % of the total. As of 2014 95 % of 
chairpersons in boards were men. At management level inequality is even more striking. Men 
make up 81 % of management groups and 94 % of CEOs and Managing Directors. These 
figures have hardly improved since 1999. (2015, 13)56 

Gender balance of state-owned company boards (in both fully or partly state-owned companies) is 
relatively equal; here 47 % on the boards are women and 53 % are men. But women only account for 

                                                            
56 “The Swedish Women’s Lobby is a politically independent, non-governmental umbrella organisation for 
women’s organisations in Sweden. It unites 45 member organisations with the aim to strengthen the position 
of women in the Swedish society. The organisation rests on a feminist ground and the foundations of our 
activities are the UN Convention on the Elimination of All Forms of Discrimination against Women (CEDAW) 
and the Beijing Platform for Action (BPfA). The Swedish Women’s Lobby works to integrate women’s 
perspectives and gender equality into all political, economic and social processes, locally and nationally as well 
as at a European and international levels” (Swedish Women's Lobby 2015). 
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37 % of the chairpersons, and only 29 % of chief executive officers (CEOs) or managing directors are 
women (Swedish Women's Lobby 2015, 19, Niskanen 2011b, 44-45).  

Tab. 54 illustrates the differences at the leadership level within the public sector (Statistics Sweden 
2016b, 99).  

Tab. 54: Managers by sector, 2014 

 

In the public sector, women managers are overrepresented in municipalities and especially in county 
councils, while men are overrepresented in central government. 

Looking at the management structure and the share of female CEOs in the Nordic countries, the 
picture is not particularly positive: “between 93 and 97 per cent of all CEOs and between 85 and 90 
per cent of the management group members of listed companies [in the Nordic countries, red.] are 
men” (Niskanen 2011a, 5). However, in Sweden “(…) the threat of a gender quota law and the so-
called company code [The Swedish Code on Corporative Governance] has resulted in an increase in 
the proportion of women on the boards of listed companies to 19 per cent in 2008 from 4 per cent in 
the late 1990s” (Niskanen 2011a, 114). 

Numhauser-Henning also finds that “this is most certainly because the state is also the owner of 
these companies, and is thus  in a position to implement its gender equality policy” (2015b, 16), 
because the government here is responsible for nominating candidates to the boards and in this 
respect has an indirect influence on the boards of state-owned companies (Norman 2014, 45). 

The Swedish Code on Corporative Governance57 for listed private and public limited liability 
companies states that companies must strive towards an equal gender representation on company 
boards (Numhauser-Henning 2015b, 5, 15). However, the implementation of this rule is voluntary 
and, despite the fact that the code has been in place for some years, women are still far from being 
equally represented on company boards. The government has declared that quota legislation might 
be an option should the proportion of women on company boards persist to be below 40 % 
(Numhauser-Henning 2015b, 5, Danbolt 2016a, 25). 

The proportion of women on boards of listed companies was at 28 % in 2015, compared to 22 % in 
2013. Due to the fact that the share of women on boards had not reached the target of 40 %, the 
government decided to present the Corporate Gender Quotas Bill to the parliament in the spring of 
2017 (Danbolt 2016a, 18). However, the government has recently decided not to opt for this 
solution. 
 

                                                            
57 For a short description of the Code, see All about business (Danbolt 2016a, 18). 
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As mentioned above and evident from Tab. 55, men and women still occupy different functions, e.g. 
within boards and managements (Statistics Sweden 2016b, 98, 99). 

Tab. 55: Boards and management of listed companies, 2015 

 

Tab. 56: Board Members by function in limited companies, 2013 

 

Even though 20 % of board and management members in limited companies (2013) and 29 % of 
boards members and 55 % of deputy members in listed companies were women (2015), 87 % of the 
chairpersons in limited companies and 95 % of chairpersons in listed companies were still men. This 
leads to the conclusion that even though women are represented in boards and managements, they 
rarely function as chairpersons. 

Tab. 57 and Tab. 58 from Statistics Sweden provide an overview of gender distribution among top 
officials in government offices and positions of trust in municipalities and county councils (Statistics 
Sweden 2016b, 93, 96). 

Tab. 57: Top officials in Government offices 1985, 2000 and 2016 
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Tab. 58: Composition of committees, 1981, 2001 and 2015 

 

Even though the share of female ministers is high in Sweden, women often hold ministerial positions 
in less prestigious areas and in areas traditionally associated with women, e.g. social issues, culture, 
education and gender equality (Niskanen 2011a, 115). However, the general development points 
towards an increased equality in gender distribution at all levels in the public sector institutions. 
Hence, vertical segregations seems to decrease in the public sector, while it remains roughly at the 
same level in the private sector. This may be a special Swedish (and Norwegain) case because, as 
Niskanen concludes “consideration for the autonomy of industry and respect for private self-
governance has put limits to the gender equality discussion” in the Nordic countries (2011a, 116). 

The table below shows noteworthy gender equal distribution in trusted positions in the public sector 
(Statistics Sweden 2016b, 93). 

Tab. 59: Positions of trust in municipalities and county councils by position, 2015 

 

Generally, there is a larger share of male leaders, even though the differences in education level have 
changed in the period 2005-2013 so that female leaders today are “better educated” or often have a 
higher educational degree than male leaders. Almost every second female leader has a post-
secondary education (eftergymnasial uddannelse) with a duration of at least three years, while this 
applies to only about one in three male leaders – in other words, the gap in the educational 
difference of female and male leaders reached 16 percentage points in 2013 (Dryler et al. 2016, 112). 

Swedish studies have pointed towards different explanations for the gender divide in the business 
sector including gender differences in the overall labour market employment, in take-up of family 
responsibilities and in educational and career choices. Other studies have pointed to “homosociality” 
and cognitive biases, where women’s competences are regarded differently than men’s 
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competencies. These studies argue that this trend is a crucial factor in the hiring of business leaders 
(Seidegård et al. 2015, 123).58 

Further explanations and tables can be found in Mål och myndighet. En effektiv styrning av 
jämställdhetspolitiken (Seidegård et al. 2015). 

3.5.2 Vertical segregation in RTDI 
In general, when comparing Sweden to the other Nordic countries, it becomes evident that they all 
share unequal gender balance in research, and that this unequal balance progresses with seniority 
(Højgaard and Sinkjær 2014, 4). 

Today, around 24 % of full professors are women and “the proportion of women amongst professors 
is rising only slowly and is actually appearing to level off. A number of longitudinal studies show that 
women find it more difficult to progress to the highest positions within academia” (Swedish Research 
Council 2016b, 42). 

3.5.2.1 Proportion of women academic staff, by grade 
Figure 20 shows developments in the number of women and men (kvinnor och män) commencing 
PhD studies (doktorandnybörjare) for each year (nybörjarår) in the period 1977 to 2014 (Dryler et al. 
2016, 70). The yellow line shows the development in new male PhDs, while the blue line indicates 
the number of female PhDs.  

Figure 20: Developments in the number of women and men commencing PhD studies each year, 
1977 to 2014 

 

As Figure 20 shows, there has been a remarkable increase in the number of women starting in PhD 
programmes in the period 1977-2014, and by 2014, the uptake of men and women is close to even, 
with 47 % women enrolled in PhD programmes compared to 53 % men (Dryler et al. 2016, 69-70). 

Tab. 60 shows the proportion of women academic staff in total and by grades. Overall, the numbers 
in Sweden roughly follow those of the EU27 and EU28 countries. As Tab. 60 shows, there is a 
relatively equal share of male and female academic staff in 2013; however, at full professor level 
(grade A), women only account for less than one in four professors.  

                                                            
58 Similar explanations (in Swedish) can be found in Ökad medvetenhet men långsam förändring (Strengthened 
awareness but slow change) (Wahl 2014). 
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Tab. 60: Proportion of women academic staff, by grade and total 

  
Grade A Grade B Grade C Grade D Total 

EU27 2007 19 36 44 44 38 

 
2010 20 37 44 46 40 

EU28 2013 21 37 45 47 41 
Sweden 2007 18 47 42 51 44 

 
2010 20 48 43 50 45 

 
2013 24 45 46 50 45 

Source: (Directorate-General for Research and Innovation 2016, 129, Directorate-General for 
Research and Innovation 2013, 90, Directorate-General for Research 2009, 75) 

One explanation for the proportion of grade A staff is that less professors have been recruited over 
the past years (Seidegård et al. 2015, 125). However, this does not appear to be the only explanation. 
Other studies found that the HES in Sweden is characterised by gendered hierarchies, gendered 
ideals of a researcher and other understandings of gender which all contribute to a difference in the 
work conditions for men and women in higher education and research (Seidegård et al. 2015, 126). 

The Swedish Research Council concludes that “the proportion of women amongst professors is rising 
only slowly and is actually appearing to level off. (…) The trend for men to become professors more 
frequently applies to most fields of research, and women also take longer than men to progress up 
the career ladder” (2016b, 42). Apparently, it takes longer for women than men after graduating with 
a PhD to obtain a position as a professor (Swedish Research Council 2016b, 30). Another structural 
difference is that women within humanities and social sciences tend to be more often employed as 
lecturers and spend more time on teaching activities, while men in the same research fields often 
hold positions with more time for research (Swedish Research Council 2016b, 30). 

Similarly, the Swedish Women’s Lobby points to this leaking pipeline and emphasises the issue that 
women drop out along the way from a research student to a professor, and that the earlier increase 
in the number of female professors has somewhat slowed down in recent years (2015, 24). 

When interpreting numbers of academic staff at different grades by gender, it is also worth noting 
the tendency that male researchers enrolled in PhD programmes are often between 30-39 years old, 
while there are more women in the age group 40+. This means that it is likely for more men than 
women to have a longer academic career after their PhD. Dryler et al. found this tendency to be 
rather strong throughout the period 2000-2014 (2016, 73). 

Besides age, another interesting factor is the increase of PhD students from abroad. In 2000, around 
19 % of doctoral students came from another country, while the number of international doctoral 
students had increased and made up for about 40 % in 2012, and also in 2014. Since many 
international doctoral students are enrolled in male-dominated fields such as natural sciences and 
technology, there is a higher share of men among international PhDs than among doctoral students 
with Swedish background (Dryler et al. 2016, 74). 
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The Swedish government set up targets for the period 2012-2015 for the improvement of the share 
of female professors, and the government has stated that new initiatives will be initiated in 2017 
(Dryler et al. 2016, 91).59 

It is also interesting to examine gender distribution in the Nordic Centres of Excellence at different 
levels; Figure 21 shows gender distribution at the Danish National Research Foundation’s (DNRF) 
Centres of Excellence in Sweden in comparison to those in Norway, Denmark and Finland (Højgaard 
and Sinkjær 2014, 4).  
 
Figure 21: Proportion of women and men at various rungs of the academic ladder in Denmark, 
Norway, Sweden and Finland, 2012 

 

                                                            
59 More information about the 2012-2015 targets can be found in Higher education in Sweden. 2013 status 
report (Swedish Higher Education Authority 2013). 
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As Figure 21 shows, the Nordic countries have roughly the same share of female PhD students 
(around 50 % in 2012) at Centres of Excellence, but at the postdoc level, Sweden is an outlier with 
more than 50 % women. However, the curve also drops significantly between postdoc and associate 
professor level in Sweden. At professor level, just around one in four professors in CoEs in the Nordic 
countries are women.  

Women researchers have more difficulties in obtaining funds, both in terms of shares and amount 
per researcher and in relation to the overall percentage of women involved in research. In addition, a 
survey of a number of higher education institutions reveals that only 39 % of funds went to the 
salaries of female researchers in 2013. In comparison, 61 % went to male researchers’ salaries. One 
explanation for the uneven gender distribution of funds is that men are active in research fields that 
are considered more strategic and prioritised (Swedish Women's Lobby 2015, 24). The Delegation for 
Gender Equality in Higher Education estimated that resources between SEK 0.5 billion and 1 billion 
have been redistributed from female to male researchers as a result of the Swedish government’s 
initiative Investments in Excellence. Moreover, in recent years, basic funding at universities has 
decreased while external funding has increased, which has benefited male researchers since men 
apply for external funding more frequently (Swedish Women's Lobby 2015, 24). 

 

3.6 Employment conditions/status/contracts 
The employment conditions for researchers reflect the targeted approach of Sweden regarding 
family support combined with diversity efforts. It is common and viewed positively when both 
parents care for their children. The government as well as employers have institutionalised work-life 
balance programmes combined with incentives for young families (Roland Berger Strategy 
Consultants 2013).  

As such, all kinds of employment conditions and contracts are gender-equal. There is no evidence of 
differences in official working time as researchers in RTDI work full-time. However, as part of the 
extensive family support and childcare systems, parental leave periods are longer for women than 
men in RTDI as well. The differences between the entire economy and RTDI is minor as the following 
sections show. 

3.6.1 General working time culture 
As Tab. 61 shows, the average working hours of FTE workers are an hour shorter in Sweden than in 
the EU28.  

Tab. 61: Actual weekly working hours of full-time workers by gender 

 
 

2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 

EU28 
Women 39.4 39.2 39.2 39.1 38.9 39.1 39.1 39.0 38.9 38.9 38.9 

Men 42.5 42.3 42.3 42.1 41.7 41.9 41.9 41.7 41.6 41.5 41.5 
Total 41.4 41.2 41.2 41.0 40.7 40.8 40.8 40.7 40.6 40.5 40.5 

Sweden 
Women 38.1 38.1 38.1 38.2 37.9 38.5 38.4 38.4 38.2 38.1 37.9 

Men 40.8 40.6 40.5 40.5 40.0 40.7 40.5 40.3 40.2 39.9 39.8 
Total 39.8 39.7 39.6 39.6 39.2 39.9 39.7 39.6 39.4 39.2 39.1 

Source: (Eurostat n.d.)  
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As the table also shows, there has been a slight reduction in the total working time of women and 
men, and men still work a few more hours than women in Sweden. The difference in the working 
hours of women and men might be explained by women’s larger engagement with domestic work 
and childcare. For example, Statistics Sweden finds that women spend about an hour more than men 
on unpaid work (Statistics Sweden 2016b, 34-35), and that “cohabiting women with children under 
age 7 comprise the group with the lowest actual working time” (Statistics Sweden 2016b, 54). 

For further description, see part 3.3.1.3 General employment by full-time and part-time status, sex. 

3.6.2 Working time in RTDI60 
During the entire period from 2005 to 2015, men in academic professions have had longer actual 
weekly working hours than women, as Tab. 62 illustrates.  

Tab. 62: Actual weekly working hours of full-time employed persons in academic professions by 
gender 

 
 

2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 

EU28 
Women 38.0 38.0 38.2 38.2 38.1 38.3 38.1 38.2 38.2 38.3 38.3 

Men 42.3 42.0 42.0 41.8 41.6 41.6 41.7 41.7 41.4 41.2 41.2 
Total 40.4 40.3 40.4 40.2 40.1 40.2 40.1 40.1 40.0 39.9 39.8 

Sweden 
Women 39.2 38.9 39.0 39.1 38.8 39.3 38.7 38.6 38.5 38.2 38.0 

Men 40.9 40.3 40.2 40.2 39.6 40.1 40.3 39.9 39.7 39.5 39.0 
Total 40.2 39.7 39.7 39.7 39.2 39.7 39.5 39.2 39.1 38.8 38.5 

Source: (Eurostat n.d.) 

Once again, the average working hours are slightly lower in Sweden than in the EU28. However, the 
average difference between men and women has been reduced to only one hour. This indicates that 
RTDI jobs, compared to the entire economy, are more often occupied by men and women working 
full-time. This is a common finding that knowledge- and technology-intensive jobs are more often 
occupied with full-time employees. In this view, part-time employment seems to be more more 
common for women than for men, in HES, as seen in Tab. 63. As these numbers include employees 
with children, it is not surprising in the Swedish context.  

Tab. 63: Part-time employment of researchers in the higher education sector out of total 
researcher population, by sex 2012 

 
Men Women 

EU28 8.5 13.5 
Sweden 6.9 13.7 

Source: (Directorate-General for Research and Innovation 2016, 102) 

A report by the Swedish Higher Education Authority, UKÄ, on the labour market prospects for 
students states that “one of the factors that may contribute to the larger proportion of women in 
Sweden working part-time is that many of them (and men) aged 25–34 have small children and 
women devote more of their time to unpaid work in their homes” (Andersson and Nilsson 2016, 
15).61 In the same report, comparing Sweden with other countries, UKÄ points out that the 

                                                            
60 For gender differences in perceived work environment conditions, see Women and men in Sweden. Facts and 
figures 2016 (Statistics Sweden 2016b, 35). 
61 Note that the report by UKÄ covers the labour market prospects for men and women with at least two years 
of tertiary education: “In Sweden this includes compledted studies in higher education or higher vocational 
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differences noticed between the countries may be attributed to differences in the possibilities 
offered to parents with small children to take up part-time jobs. 

For a general description of working time for women and men, see part 3.3.1.3 General employment 
by full-time and part-time status, sex. See also part 3.3.1.2. 

3.6.3  Working contracts in RTDI 

3.6.3.1 Fixed-term contracts vs. permanent positions/contracts 
In academia, especially younger researchers are subject to “precarious” working conditions with 
temporary employment contracts, and since there are more men than women in higher academic 
positions, the numbers in Tab. 64 might reflect the unequal distribution of women and men at 
different academic levels or career stages.  

Tab. 64: "Precarious" working contracts of researchers in the higher education sector out of total 
researcher population, by sex, 2012 

 
Men Women 

EU28 7.3 10.8 
Sweden 10.4 13.8 

Source: (Directorate-General for Research and Innovation 2016, 104) 

The table supports the findings of Silander (2010), who identifies the lack of progress in academia 
among women to be caused by slower career progress, but not by women leaving academia.  

Since the 2011 implementation of the Quality and Autonomy reform, the HE institutions gained more 
autonomy. The reform entailed a far-reaching deregulation of the institutions’ organisation, 
procedures for recruitment of teachers and researchers, categories of teachers to recruit, and 
promotion (Kalpazidou Schmidt 2014). Accordingly, Salminen-Karlsson et al. found that after PhD 
level, one third of all teachers and researchers at Swedish universities have temporary contracts 
covering 3-4 years:  

In addition to providing insecure employment, which is unattractive to many, this means that 
a research career to a great extent is dependent on managing to get funds in competitive 
situations which are susceptible to chance (who happen to be the competitors and evaluators 
at every single instance), and also that a great deal of the time that could be used to achieve 
research results is used to write applications. (2014, 55) 

Hence, a large fraction of employed researchers have time-limited contracts, whose continuation 
requires an intense effort, i.e. long working hours. The MORE2 project finds that the career track 
system in Swedish academia is vulnerable and does not deliver fixed positions before full 
professorships (IDEA Consult 2013). Furthermore, the Swedish system does not include tenure-track 
positions. As such, and building on the findings from MORE2, a career track system without 
permanent positions, especially in the career start, disfavours women more than men when it comes 
to childbirth and childcare effects on career development. 

See also descriptions above, and in part 3.6.3.2 on career opportunities below. 

                                                                                                                                                                                          
education of at least two years even though no qualifications has been awarded” (Andersson and Nilsson 2016, 
7). 
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3.6.3.2 Career opportunities 
In Sweden, a PhD is not formally required for an appointment to lectureship at HEIs as long as the 
lecturer contributes with a relevant and advanced knowledge base. However, the streamlining and 
formalisation of PhD education towards the Anglo-American system, together with the HEIs’ aim to 
increase the share of research-based education, has resulted in a radical decrease in the number of 
lecturers since 2005. It seems to be a conscious action by the HEIs to improve the interaction 
between education and research and increase the reseach expertise in general (Swedish Higher 
Education Authority 2016a). The development towards professionalisation of the teaching expertise 
also follows. 

Salminen-Karlsson et al. state that career planning, mentoring, tenure track positions, etc., have not 
been common in Sweden, but that they are increasing in amount and distribution. They add that 
today an increasing number of universities is introducing such initiatives for their academic staff, and 
especially for selected researchers with excellence potential. A large fraction of the universities also 
have initiatives on increasing the number of women on higher levels in the organisation, e.g. 
leadership courses and specialised mentoring programmes. These initiatives are more or less caused 
by the university-specific target percentages of professors set up by the Ministry of Education in 1997 
(Salminen-Karlsson et al. 2014, 56).62 

Furthermore, since the 2008 Research Bill, there has been an increasing focus on enabling career 
paths for younger researchers. This is, for example, done by earmarked project funding targeting 
younger researchers, e.g. postdocs who have been abroad (Dahlstrand et al. 2016, 33), and various 
local support services and networks (Dahlstrand et al. 2016, 49). However, currently there does not 
seem to be any targeted measures at the university level for reintegrating postdocs who have been 
abroad (Dahlstrand et al. 2016, 49). However, both universities and research councils are paying 
attention to the issue (Dahlstrand et al. 2016, 49, Salminen-Karlsson et al. 2014, 56). 

In academia in general, most frequent job openings, i.e. entrant positions, are at the postdoc and 
PhD levels with fewer possibilities for career improvements at higher levels. This is also the case in 
Sweden, which has resulted in some efforts being made to address the tenure track dilemma. 
However, a tenure track system is difficult to implement in a functional version in the Swedish 
regulated labour market where it is difficult to dismiss low-productivity employees. At the same time, 
there is a cultural conflict where academia appreciate the tradition of open recruitment for every 
step in academic career developments (Dahlstrand et al. 2016, 49). Dahlstrand et al. continue that 
“universities and research councils are currently very focused on making career paths for junior 
researchers as clear as possible. This involves a number of support services and networks at the local 
level as well as funding calls directed exclusively to junior researchers” (2016, 49).  

Another cross-cutting issue in career opportunities of Swedish researchers is the low level of mobility 
between sectors as well as HEIs. Mobility between industry and science is very common while the 
mobility between HEIs is low, which reduces more permanent knowledge exchange. More than half 
of teachers have a PhD from the institution where they teach (Dahlstrand et al. 2016, 57). Relatively 
low mobility can partly be explained by the fact that many young researchers find partners and have 

                                                            
62 See also A warm welcome or a cold shoulder? (Growth Analysis 2015a) and Women and men in Sweden. 
Facts and figures 2016 (Statistics Sweden 2016b). 
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children within the first years of their research careers, therefore, they are less flexible in terms of 
moving from one part of the country to another (Dahlstrand et al. 2016, 57), let alone going abroad 
(see also part 3.8.2). A large share of Swedish couples both working and having a career together 
with a prioritisation of children's daily learning environment reduces the individual researcher’s 
mobility potential. For instance, Dahlstrand et al. find that mobility incentives are further reduced in 
scientific fields and institutions where graduate students do a large portion of the teaching. They 
apparently become automatically employed after graduation, thus reducing their incentive to look 
further afield for jobs (Dahlstrand et al. 2016, 57). A long row of research programmes has tried to 
target intersectoral mobility from firms and companies to universities. These mobility flows are 
especially difficult to increase or even start since experience and excellence in these build on 
different merit systems. More seldom, initiatives are targeted the other way. A recent example is 
FLEXIT that targets young researchers from humanities and social sciences. Since 2010, 20 
researchers have shifted from academia to industry under this initiatve (Dahlstrand et al. 2016, 70). 
Industrial doctoral students probably represent the largest and most fluid exchange of personnel 
between academia and industries (Swedish Higher Education Authority 2015). 

For an overview of the distribution of researchers at different levels and in different sectors and 
fields, see part 3.3 Labour market participation of women and men in the RTDI, parts 3.4.2 to 3.4.4 on 
horizontal segregation and part 3.5.2 Vertical segregation in RTDI. 

 

3.7 Gender Pay Gap 

3.7.1 General Gender Pay gap 
As Tab. 65 shows, there has been a slight decrease in the gender gap when comparing the latest 
numbers with older findings. Yet the gap has not been eliminated and remains rather unchanged 
over the past years, as Figure 22 illustrates (Swedish Institute 2017). 

Tab. 65: Gender Pay* Gap 

 
2007 2008 2009 2010 2011 2012 2013 2014 

EU28 : : : 16.1 16.5 16.6 16.4 16.1 
Sweden 17.8 16.9 15.7 15.4 15.8 15.9 15.2 14.6 

* The gender pay gap is the difference between average gross hourly earnings of male and female paid 
employees, expressed as a percentage of the former. 
Source: (Eurostat n.d., Directorate-General for Research and Innovation 2016, 51) 

The Swedish Women’s Lobby state that:  

The wage gap between women and men in Sweden in 2014 was 13.2 %1. The gap has 
remained largely unchanged for over 30 years. Women as a group also have worse working 
conditions and lower pensions. However, instead of ensuring that the wage gap diminishes 
through annual wage surveys, today such a review is required only every third year and only 
in workplaces employing 25 or more people. There is clear evidence that where wage surveys 
are carried out, the gender wage gap decrease. (2015, 27) 

The pay gap in pensions is around 30 % (Strandhäll 2016). 
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Figure 22: The pay gap in Sweden 

 

The gender pay gap can be partially explained by the fact that men often are employed in sectors, 
fields and positions with higher salaries. However, even when accounting for these explanatory 
factors, including age, an inexplicable pay gap of 5 % remains (2014 numbers) (Dryler et al. 2016, 
112-113, Seidegård et al. 2015, 23). The largest differences are found in the private sector (6.2 % 
gender pay gap in total in 2014, 8.1 % for civil servants). The pay gap in the public sector is 2.2 %; it is 
the largest among state employees (4.4 %) (Dryler et al. 2016, 113) and smallest in the municipal 
sector (Numhauser-Henning 2015b, 18). The reason for lower wage differences in the public sector is 
a collective salary agreement, where a majority of the salary level is based on one’s education level 
and years of work experience since graduation. However, part-time employment or various leaves 
can reduce the salary levels compared to others (men and women) without these factors in their 
work career. 

See also parts 2.2.3 Empirical evidence for gender regime and 2.2.3.9 Main reasons for women not 
working or working part-time. 
 

3.7.2 Gender Pay Gap in RTDI 
The gender pay gap in RTDI requires more careful consideration, as Tab. 66 shows a larger pay gap in 
the primarily private subsector of scientific research and development63. This is a rather small and 
specialised sector with a large fraction of technological, engineering and consultancy firms. As 
mentioned above, this sector is one where the gender pay gap can be explained by the fact that men 
often are employed in sectors, fields and positions with higher salaries. 

Tab. 66: Gender pay gap (%) in the economic activity "Scientific research & development" and in 
the total economy, 2010 

 

Scientific research and development 
services Total economy 

EU28 17.9 16.6 
Sweden 20.1 15.6 

Source: (Directorate-General for Research and Innovation 2016, 109) 

                                                            
63 This subsector consists of NACE rev. 2 code 72. 
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Due to the slower career progress of women in RTDI, the gender pay gap in scientific R&D activities, 
including HES in Sweden, is somewhat lower than the EU28 average. However, it widens with each 
progressive increase in age. Moreover, in the  Swedish system, rights-based entry wages are 
supplemented with effort-based additional benefits at a later career stage. 

3.7.3 Gender Gap in Scientific Outputs 
Receivers of both national and international funds for research excellence are in most cases male, 
and Karlsson-Salminen et al. found that “the concentration of ressources on these individuals and 
their group influences the power balance at institutions and departments” (2014, 75). 

As gender inequality among researchers in HES increases by occupation levels, and since principal 
investigators (PIs) in research groups are usually the professors, this fact is still very common, also in 
Sweden. A more equal distribution of research finance will require a more equal distribution of 
funding applicants as well. Especially in natural sciences, there is place for improvement in regard to 
gender distribution. However, correcting for gender and experience among applicants, success rates 
become more equal. 

3.7.3.1 Gender Gap in Scientific publications 
Both Bergman (2013, 52) and Salmin-Karlsson et al. (2014, 13-14) find that female researchers have 
less favourable possibilities for receiving funding for their work than men. An example of the 
inequality in funding is the research excellence funds, which targets established researchers (who 
usually are men). The Delegation for Gender Equality in Higher Education commissioned a study on 
women’s and men’s chances of receiving research funding from the Excellence in Research 
programmes in the 2000s, in comparison with their scientific productivity (Sandström et al. 2010). 
The study found that more than 87 % of this funding was allocated to men: “of the 20 researchers 
who received the largest share of the excellence in research funding, 19 were men” (Bergman 2013, 
52). The conclusion of the researchers was unambiguous and direct: “the progress on gender 
equality achieved in research in the latter part of the 1990s has largely been wiped out” (Bergman, 
2013, p. 10). According to the study, ten years of excellence in research policy in Swedish research 
funding has had serious negative consequences for gender equality in academia (Bergman 2013, 52).  

Another way to illustrate the experience-caused differences is through the number of publications. 
Swedish researchers are situated just below the most productive countries worldwide. 

Tab. 67: Numbers of scientific publications by country 
Men and 
women 2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 
Sweden 11 085 11 690 11 841 11 920 12 645 12 859 13 534 14 217 15 153 14 964 

Source: (Scopus, calculations by Fraunhofer ISI) 

As Tab. 67 shows, there has been an increase each year in the number of scientific publications in 
Sweden in the period 2005-2014.  

This increased development is common in academia in the period and is caused by an increased 
demand of publications for career progress, i.e. productivity and competition, and a resulting larger 
supply, i.e. production, and an increased number of journals, i.e. demand.  
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Looking at the proportion of publications written by women over time, Tab. 68 shows a very stable 
and slighty increasing share. However, it is important to be cautious since the data concerns only 
publications with a woman as the main author. Since there exists an increasing skewness in gender 
compostion with career stages in academia, main author is in many cases the PI, who is a more often 
a man. 

Tab. 68: Proportion of publications written by women as main author 
Share of 
women 2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 
Sweden 29 % 30 % 32 % 32 % 32 % 33 % 34 % 34 % 34 % 35 % 

Source: (Scopus, calculations by Fraunhofer ISI) 

Yet in 2014, just around one third of all scientific publications had a woman listed as the main author. 
This and the points mentioned above can also be found in Tab. 68. 

Tab. 69: Women to men ratio* of authorships (when acting as corresponding author) in all fields of 
science (2011-2013) 

 
Ratio 

EU28 0.5 
Sweden 0.5 

* Parity between women and men = 1 
Source: (Directorate-General for Research and Innovation 2016, 153)  

As Tab. 69 shows, the women-to-men ratio of authorships is still far from parity, yet, as Tab. 70 
shows, the numbers vary, as expected by the previously found gender composition differences, 
depending on the field of science. The fields closest to gender parity are medical sciences (0.9), 
followed by agricultural sciences, social sciences, and humanities. In the natural sciences, and in 
engineering and technology, the gender ratio is still far from equal (0.3). 

Tab. 70: Women to men ratio of scientific authorship (when acting as corresponding author), by 
field of science, 2007-2009 and 2011-2013 

  

Natural  
sciences 

Engineering 
and 

technology 
Medical 
sciences 

Agricultural 
sciences 

Social 
sciences Humanities 

EU28 2007-09 0.3 0.2 0.5 0.6 0.5 0.6 

 
2011-13 0.3 0.3 0.5 0.7 0.6 0.6 

Sweden 2007-09 0.3 0.3 0.8 0.8 0.6 0.7 

 
2011-13 0.3 0.3 0.9 0.8 0.7 0.6 

Source: (Directorate-General for Research and Innovation 2016, 155) 

3.7.3.2 Gender Gap in Scientific patents 
A similar, yet slightly more extreme, story concerns the number of patents filed in Sweden. Tab. 71 
and Tab. 72 give the number of patents and the share filed by women and show, on the one side, a 
stable increase in the number of patents in Sweden, and on the other side, at best a fixed share filed 
by women.  
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Tab. 71: Number of patents 
Men and 
women 2005 2006 2007 2008 2009 2010 2011 2012 2013 
Sweden 2 753 3 086 3 482 3 262 2 952 3 078 3 139 3 388 3 141 

Source: (Patstat, calculations by Fraunhofer ISI) 

Tab. 72: Proportion of patents filed by women 
Share of  
women 2005 2006 2007 2008 2009 2010 2011 2012 2013 
Sweden 8 % 8 % 8 % 7 % 7 % 7 % 7 % 7 % 7 % 

Source: (Patstat, calculations by Fraunhofer ISI) 

As Tab. 2 illustrates, the proportion of patents filed by women has not changed much during the 
period 2005-2013. It is remarkable that only 7 % of the patents filed in 2013 were filed by women.  

An examination of the sectors filing the patents explains these numbers. Patents are usually filed by 
PIs or managers, and the sectors mainly cover natural sciences, engineering and technology, meaning 
that they come mainly from the private sector. All three characteristics are in the sections above 
found significantly to decrease the presence of women. 

Looking at the development of patent applications with the European Patent Office (EPO) over a 10-
year period, we notice that Sweden (together with the Netherlands, Finland and Denmark) is in a 
leading position well above the EU average in terms of patents filed per million inhabitants in 2015  
(Danish Patent and Trademark Offices 2016). 

 

3.8 Sex differences in international mobility of researchers  
In general, as regards both male and female researchers, poor career opportunities within Swedish 
universities have traditionally been a key problem for mobility, and  international mobility of Swedish 
researchers has been lower than in other European countries (NordForsk 2014, 87, IDEA Consult 
2013). 

Studies show that explanations can be found in the fact that almost all couples where one of the 
partners is a researcher pursue dual careers. This may be a problem for the mobility of female 
researchers, in particular at the postdoc level, but is increasingly also an issue for young male 
researchers (Salminen-Karlsson et al. 2014, 57). 

The Swedish government has addressed the issue of mobility in recent bills on research and 
innovation (Government Offices of Sweden 2008, Government Offices of Sweden 2012a) to improve 
the conditions for young researchers and create more attractive career opportunities. Thus, a 
number of policy measures have been introduced to increase mobility of researchers. Research 
funding bodies have incorporated international mobility as a positive criterion in their assessments 
for research funding or have specific targeted programmes for mobile researchers (NordForsk 2014, 
87). Vinnova has initiated a programme dedicated to mobility called Mobility for Growth. The 
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programme runs from 2012 to at least 2017 with an overall budget of EUR 35 million, of which EUR 
10 million is co-funded from the Marie Curie Actions Scheme (NordForsk 2014, 87).64 

3.8.1 During their PhD  
The international mobility of PhD students is often required by governments or universities. 
However, in Sweden it is not mandatory to be abroad as part of a PhD programme, and as PhDs often 
may have younger children, the mobility rates are lower than the corresponding for the EU27.  

Tab. 73: International mobility rates of HES researchers during their PhD, by sex and sex difference 
2012 

 
Women Men Sex difference 

EU27 17.6 18.9 1.3 
Sweden 12.6 12.3 -0.3 

Source: (Directorate-General for Research and Innovation 2016, 106, 124)  

However, in Sweden, international mobility rates found among male and female PhDs are roughly 
the same. This indicates that it may be the lacking demand for international mobility in general that 
causes the lower shares in Sweden. Dahlstrand et al. emphasise the following: 

In the last three years, Sweden has intensified its efforts at internationalisation of the higher 
education and research sectors. The most significant developments in this regard are the 
international fellowships aimed at promoting mobility of young scholars. This effort is aimed 
at both attracting young scholars to Sweden as well as encouraging Swedish scholars to 
travel abroad. In 2014 nearly all Swedish public research funders had at least one call which 
was directed at promoting mobility among young researchers. (2016, 45) 

3.8.2 In their post-PhD careers 
As the employment rates of both genders in Sweden are very high, and since women pursue careers 
on equal terms to men, mobility and especially international mobility for researchers with families 
has been complicated. In the PhD students’ post-PhD careers, the sex difference in the international 
mobility rate is quite different from that of PhD students. Here a quite lower share of women are 
‘internationally mobile’.  

Tab. 74: International mobility rates of HES researchers in post-PhD careers, by sex and sex 
difference 2012 

 
Women Men Sex difference 

EU28 25.1 34.2 9 
Sweden 30.9 44.7 13.8 

Source: (Directorate-General for Research and Innovation 2016, 107, 125) 

The change might be explained by the difference in age when comparing PhD students and 
researchers in their post-PhD careers; in the latter, women and men will have more (demanding) 
children, more obligating dual careers, and therefore be less mobile. 

                                                            
64 For an overview of initiates targetting research mobility, see Crossing borders – Obstacles and incentives to 
researcher mobility (NordForsk 2014, 88). 
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There might be several reasons why women in particular are less mobile: age differences where the 
man is older and further in his career can be a barrier for a woman’s research career. Children and 
the Swedish childcare system can be another. Yet another major cause may be gender inequality in 
the composition of researchers across scientific fields: while researchers in natural sciences are more 
internationally mobile than researchers from humanities or life sciences, the gender compositions 
there explain the differences in Tab. 74. 

In their comparative study of excellence in research in Sweden, Bulgaria and Germany, Salminen-
Karlsson et al. find that in Sweden, ”many [researchers] mention going abroad as something that is 
problematic if you have a family (…) If you are moving around you are really dependent on having a 
partner who has a flexible job or who can follow you” (2014, 70). In a report based on a qualitative 
study on barriers for research mobility one of the findings was the following: “the researchers 
interviewed pointed out potential problems that could arise with regard to social security abroad and 
upon returning to Sweden, as well as conditions for combining a career in academia with raising a 
family” (NordForsk 2014, 88). So because many academic tenure-track careers include intensive 
mobility in the earlier stages, where family logistics are significantly present, international mobility 
becomes less attractive from a Swedish perspective living in a country with extremely good family-
related facilities. 

 

3.9 Women in decision making positions in RTDI 
As the ‘scissor’ still exists in distribution of gender shares at academic positions, the shares of women 
are decreasing with the significance of decision-making position. It is similar in managerial positions, 
among principal investigators (PIs), in certain scientific fields as described in the sections above. 

3.9.1 Proportion of women grade A staff by main field of science 
The proportion of women grade A staff (top level academics) illustrates the upper part of the ‘scissor’ 
picture across field differences, and is also present in Sweden, as Tab. 75 shows.  

Tab. 75: Proportion of women grade A staff by main field of science, 2013 

  

Natural  
sciences 

Engineering 
and 

technology 
Medical 
sciences 

Agricultural 
sciences 

Social 
sciences Humanities 

 
2007 - - - - - - 

EU27 2010 13.7 7.9 17.8 15.5 19.4 28.4 
EU28 2013 15.8 9.8 23.3 22.7 23.5 30 

Sweden 2007 12.2 8.3 17.4 19.6 21.2 29 

 
2010 14.3 10.1 20.2 19.6 23 30.2 

 
2013 16.2 12.6 28.1 30.2 28.2 36.1 

Source: (Directorate-General for Research and Innovation 2016, 133, Directorate-General for 
Research and Innovation 2013, 93, Directorate-General for Research 2009, 116) 

As Tab. 75 shows, the proportion of women classified as grade A staff is largest in humanities, 
followed by agricultural sciences, social sciences and medical sciences. The smallest proportion of 
women is found in engineering and technology and in natural sciences. Compared to the EU 
averages, the proportion of women is higher for all scientific fields in Sweden. 
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For further description, see part 3.4 on horizontal segregation (e.g. part 3.4.4 Horizontal segregation 
by scientific field in the higher education sector). 

3.9.2 Glass Ceiling Index  
Another way to illustrate the persistence of gender inequality is the glass ceiling index shown in Tab. 
76. The index shows how overrepresented men are in grade A positions. The figures in the table 
show a remarkable development in Sweden towards a more equally represented distruíbution, 
although there is still place for improvement. For the EU, no similar progress in equality has been 
recorded.  

Tab. 76: Glass Ceiling Index65 

 
2004 2007 2010 2013 

EU27 2 1.8 1.8* 1.8* 
Sweden 2.5 2.3 1.7 1.6 

* Data for EU28 
The GCI compares the proportion of women in grade A positions to the proportion of women in academia. A GCI 
of 1 indicates that there is no difference between women and men being promoted. A score of less than 1 
means that women are overrepresented at grade A level and a GCI score of more than 1 points towards a Glass 
Ceiling Effect 
Source: (Directorate-General for Research and Innovation 2016, 136, Directorate-General for 
Research and Innovation 2013, 96, Directorate-General for Research 2009, 78) 

The GCI indicates a development, although slow, that increases gender equality in grade A positions 
in Sweden. However, there are still some structural barriers to overcome as the following shows. 
Salminen et al. (2014)found that in Sweden, male researchers receive more funds than female, and 
that “the concentration of resources on these individuals and their groups influences the power 
balance at institutions and departments. (…) In Sweden, the gender composition is normally 
attended to when composing committees and electing people with formal power. However, when 
some senior male researchers gain relatively more power, the gender power balance shifts more 
heavily to women’s disadvantage” (Salminen-Karlsson et al. 2014, 75).  

According to Women’s Business Research Institute (Wombri), there is also a tendency that women 
are given less possibilities for training and work duties that are qualifying for the highest [business] 
positions (Women's Business Research Institute n.d.).  

3.9.3 Proportion of women heads of institutions in the higher education sector 
Yet another measure of gender equality in decision-making positions is to look at the proportion of 
women heads of institutions, see Tab. 77. 

Tab. 77: Proportion of women heads of institution in the higher education sector 

 
2007 2010 2014 

EU27 13 16 20* 
Sweden 27 27 50 

* Data for EU28 
                                                            
65 ”The glass ceiling concept is used to describe invisible structural barriers (non-legislative), which hamper the 
careers of women. In their attempts to advance and gain real influence, the women come up against an 
invisible ceiling. The glass ceiling is a metaphor for structural barriers or, in other words, structural 
discrimination” (Niskanen 2011a, 74). 
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Source: (Directorate-General for Research and Innovation 2016, 141, Directorate-General for 
Research and Innovation 2013, 115, Directorate-General for Research 2009, 97) 

Sweden shows a noteworthy development as to the proportion of women heads of institutions in HE, 
achieved within a very short period of time and is the only country within the EU28 where female 
heads of higher education institutions are at 50 % (up from 27 % in 2010). The share of women heads 
of universities or institutions accredited to offer PhD programmes is even more striking. The share of 
Nordic women on academic institutions’ boards (in the capacity of board members and leaders) has 
reached well above the 40 % target in Sweden with over 50 % (Danbolt 2016a, 14). 
 

3.9.4 Proportion of women on boards, members and leaders 
Figure 23 shows the development in the share of women with managerial responsibilities (at all 
levels) in the Nordic countries in the period 2002-2012. “Managers include employees with 
managerial responsibilities” (Nordic Council of Ministers 2015c, 36). 

Figure 23: Share of women among employed persons with managerial responsibilities 

 

As Figure 23 shows, Sweden is not only far above the EU average, but also has the second highest 
share of women with managerial responsibilities among the Nordic countries, only exceeded by 
Iceland. In Sweden, women account for about one third of employees with managerial 
responsibilities in 2012, a slight increase since 2002. 

Looking at Tab. 78, the gender compositions at Swedish boards is remarkable, compared to the 
EU28, as the composition in Sweden is very close to equal. According to Wahl, more equal gender 
composition among leaders in the private sector that have appeared over the past 20 years might 
partly be explained by the privatisation of public sector work, especially in the care and educational 
areas (2014, 35). 

Tab. 78: Proportion of women on boards, members and leaders 

 
2007 2010 2014 

   
Members Leaders 

EU27 22 36 28* 22* 
Sweden 49 49 55 44 

* Data for EU28 
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Source: (Directorate-General for Research and Innovation 2016, 143, Directorate-General for 
Research and Innovation 2013, 117, Directorate-General for Research 2009, 98) 

However, as Tab. 78 also illustrates, even if the share of female members on company boards is 
above 50 %, still less than half of the chairs are women (for further description see part 3.5.1.1 on 
the general vertical gender segregation). This might be explained by the ‘homosociality 
phenomenon’ that male leaders often chose other male leaders (Wahl 2014, 36).66 

3.9.5 Percentage of research evaluation panels in RFOs that included at least 40% of 
target of under-representated sex in boards.  

The policy aim of gender equality and gender mainstreaming in the society also influences research 
funding and research funding organisations (RFOs), as well as research evaluating bodies in Sweden. 
For instance, the Swedish Secretariat for Gender Research points to studies that show that the 
success regarding assessment of gender research applications depends – among other things – on 
the assessor panel for funding’s knowledge of the research area in general (Bondestam and Grip 
2015, 50). This is reflected in the spoken as well as written demand of equality in all evaluation 
boards, see also part 4.1.5 and below. 

As mentioned earlier, in Sweden, quotas or national targets are not mandatory, but there is an 
expectation that the number of members on boards, (evaluation) committees, panels, etc., is 
relatively gender-balanced, e.g. around 40 % of the underrepresented sex (Directorate-General for 
Research and Innovation 2015, Bergman 2013, 39), and the Swedish Research Council is obliged to 
establish and maintain equal gender representation on discipline councils, evaluation panels, and 
peer review assessment boards and committees involved in the recruitment of academic staff. The 
council has adopted its own Strategy for Gender Equality (2010-2012) based on the government’s 
regulations (Bergman 2013, 39): “the share of the under-representing gender participate in 
committees involved in recruitment and career advancement as well as in establishing and 
evaluating research programmes has thus reached to 49 %” (Directorate-General for Research and 
Innovation 2015, 613-614). 

Moreover, among all the ERA countries, Sweden lies fourth, with gender-balanced evaluation panels 
in around 75 % of all panels. The European Commission states that: 

Within the ERA-compliant cluster in Sweden, the share of gender-balanced recruitment 
committees for leading researchers in research-performing organisations is higher than 
within the EU ERA-compliant cluster. The share of gender-balanced research evaluation 
panels amongst responding research funding organisations in Sweden is higher than the EU 
average. (Directorate-General for Research and Innovation 2015, 613)  

However, currently Swedish research funding leads to both fewer and smaller research grants for 
women; therefore, it appears that Swedish RFOs are not specifically concerned with GE, and that 
they reinforce unequal gender conditions (Helldén 2015).67 

 

                                                            
66 Similar explanations can be found in Mål och myndighet (Seidegård et al. 2015). 
67 See also Gender mainstreaming at Gender Summit 7 (Helldén 2015). 
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3.10 Inclusion of gender in research and teaching 
For about 40 years, it has been possible to be enrolled in gender studies in Sweden; it is possible to 
take both bachelor’s and master’s degrees in gender studies in Sweden (Lundberg and Werner 2013, 
4). However, the Swedish Secretariat for Gender Research calls for more studies in potential 
explanations for gender issues related to research funding (Bondestam and Grip 2015, 34).  

3.10.1 Support to the inclusion of gender contents in research agendas by funders 
The Swedish Secretariat for Gender Research finds that when analysing granted research 
applications, especially within educational research, humanities and social sciences, it is not 
uncommon to include gender as either a category or a perspective in research. This is contrary to e.g. 
medical studies where gender or gender perspectives are less likely to be included in licensed/funded 
research applications (Bondestam and Grip 2015, 50).  

Gender mainstreaming can be viewed in the relatively large proportion of research agendas which 
include gender contents as shown in Tab. 79. Yet the Swedish Research Council currently has no plan 
to introduce a policy or strategy for integrating gender analysis in research, as the council considers it 
already sufficiently integrated into research (Pépin et al. 2015). This conclusion seems to be in 
contrast with a report on research funding by the Swedish Secretariat for Gender Research, that finds 
that especially cross-disciplinary (gender) research is at risk of being assessed by different kinds of 
cognitive biases and misunderstandings of the research projects; therefore, clear guidelines for the 
assessment of (the quality of) gender research are lacking (Bondestam and Grip 2015, 47-50). 

Tab. 79: Support to the inclusion of gender contents in research agendas by funders (%) 

 
Frequently Occasionally None Not applicable No answer 

Sweden 16.8 17.5 61.4 4.2 0 
Source: (Directorate-General for Research and Innovation 2015, 85) 

The Swedish government aims at increasing the share of funders who frequently include gender in 
research contents (or at least think gender into the research agendas) to 100 %, and a warning of 
sanctions, like the implementation of quotas, if the request for inclusion of gender content in 
research is not met by funders.  

3.10.2 Inclusion of the gender dimension in research contents  
Proof of the fact that gender mainstreaming actually is present in Swedish HES and RPOs are the 
shares reported in Tab. 80.  

Tab. 80: Inclusion of the gender dimension in research content (% RPO) 

 
Yes No Not known Not applicable 

Sweden 52.9 18.2 4.1 24.8 
Source: (Directorate-General for Research and Innovation 2015, 85) 

More than half of all RPOs include gender dimensions in their research, and only 20 % do not. In 
general, this documents that gender is widely included in Swedish research, but also that gender 
contents are not present everywhere, even though the Swedish government wishes so. 

Research funding programmes aiming at integrating sex or gender analysis in research have been 
initiated in recent years, e.g. a research programme with an annual budget of EUR 20 million on the 
Swedish development policy, which includes GE (Pépin et al. 2015). 
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3.10.3 Inclusion of the gender dimension in teaching/curricula 
Following the implemented gender equality perspectives in the Swedish society in general, some 
effort is also put into gender mainstreaming education as well. The recent initiative Gender 
mainstreaming in academia supports and underpins the demand for such teaching and curricula. The 
Swedish Higher Education Authority, UKÄ, is in charge of gender dimension in teaching as well: 
“gender equality and gender mainstreaming are key quality factors to be considered in the reviews 
and, like many other authorities, including the HEIs, it is an area that UKÄ has been tasked to 
develop” (Swedish Higher Education Authority 2016e, 17). 

In addition, UKÄ has been part of the Government’s GMGA programme, Gender Mainstreaming in 
Government Agencies (JiM in Swedish), where UKÄ developed a plan for supporting gender 
mainstreaming in its operations. This is included as an assignment in the UKÄ’s instructions (Swedish 
Higher Education Authority 2016e, 20; Seidegård et al. 2015, 307ff). Furthermore, the Swedish 
Secretariat for Gender Research functions as the national organisation responsible for the integration 
of sex/gender analysis in science and engineering, and the Swedish Research Council is developing a 
recommendation for university curricula development in scientific and technological fields (Pépin et 
al. 2015). 
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4 Evaluation Culture and Policy 
The chapter on evaluation culture and policy in Sweden explicitly deals with public evaluation culture 
and public evaluation policy, as solely private trends and activities are not publicly accessible. The 
fields of gender equality, RTDI, and gender equality in RTDI are largely under governmental 
regulation. Hence, the majority of non-governmental agents actively engaged in evaluation activities 
within these fields are most likely consultants responding to a tender for public procurement of 
evaluation. 

4.1 Description of Evaluation Culture  

4.1.1 Explicit legislation and adoption of evaluation standards 
In Sweden, there is no legislative framework guiding the overall initiation of evaluation activities, nor 
are there any catch-all standards for ways in which evaluations should be carried out. However, 
Sweden does have a strong tradition of monitoring and reporting on gender (im)balances throughout 
the public sector and beyond, and in many cases such monitoring is also mandatory, as will be 
described in section 4.1.4 and 4.1.5. In relation to specific public funding, it is often a requirement 
following a grant that projects/initiatives are evaluated. Furthermore, it is customary that many 
public RTDI organisations are regularly evaluated according to formalised routines. Many evaluations 
are made publicly available and, in many cases, at least an excerpt of them is translated into English. 
However, this does not take place in a systematic, binding manner, so some information might be 
lacking.  

Evaluation is not a fixed term, and, depending on the construal of the concept, a variety of activities 
can be included in the listing of public evaluation activities: inspection, revision, benchmarking, 
reporting, auditing, analysis, monitoring, assesment, accreditation, evaluation, reviewing, quality 
assurance. The term ‘evaluation’ can be construed as an overarching family label containing a 
number of more narrowly defined activities (Johansson and Lindgren 2013, Hansen 2003). Whenever 
specific evaluation examples are referred to, an inclusive notion of the term ‘evaluation’ will be used. 
However, the stated self-referral – as a ‘study’, an ‘audit’, etc. – will be mentioned. 

According to Bredgaard (2016), public policy evaluation needs to be understood not only as a 
technique addressing a specific evaluation question or problem; evaluation is embedded in public 
administration and is part of governance (Tranquist 2015). During the 2000s in Sweden, the increase 
in evaluation activity mainly holds for evalutions with a control-oriented purpose. Public evaluation 
culture tends to focus more and more on calling public and private organisations to account and 
ensuring that they live up to their legal responsibilities (Johansson and Lindgren 2013). The 
inclination of public policy evaluation to assert a control focus in line with the New Public 
Management-inspired policy development has been recognised by the expert interviewees 
contributing to this report, and they also agree with the findings in the academic literature 
(Johansson and Lindgren 2013, Kalpazidou Schmidt 2014, Vedung 2010, Tranquist 2015, Dahler-
Larsen 2012) that public policy evaluation is an influential activity that takes place throughout the 
public sector. For more on this, see section 4.1.4. A government bill effective of 2010 (prop. 2009/10: 
175) prescribed a pluralistic approach to public policy evaluation. Various sources of knowledge 
should be given access to contribute to the qualification and effectivisation of the public policy 
process. Hence, a multitude of different actors form the net of public policy evaluation bodies, and 
external actors from Sweden or abroad can also be relevant contributors.  
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The trends and standards practised in Swedish public policy evaluation have changed over the years, 
as thoroughly investigated by Evert Vedung who finds that four waves characterising the 
development can be identified. Remnants of all these four waves currently coexist; the former waves 
have layered and carried with them ideas that have not vanished, but in their importance and 
salience, they have become overshadowed by newer waves (Vedung 2010). The general public 
administration development identified by Vedung is also recognised by the expert interviewees that 
contributed to this report within the RTDI field more specifically. 

The first wave identified in the Swedish evaluation history was a scientific one in which evaluation 
emerged as an element of radical rationalism during the 1960s and early 1970s. The public policy 
narrative of the time involved a belief in planning and careful design as means to achieve societal and 
political goals. Vedung (2010) uses the engineering model as a metaphor for this instrumental 
perception of the ideal policy process, that could and should be effectivised and adjusted in 
adherence to proper scientific test results in the early phase of the policy cycle in order to succeed 
with the best possible problem solving. 

The next phase occurring from the mid-1970s was characterised by fading trust in the usability of 
experimental methods for policy-making and by belief in the value of inclusive bottom-up processes. 
Much larger emphasis was placed on the role of stakeholders in the evaluation process, and 
communication was an ideal in this so-called dialogue-oriented wave (Vedung 2010).  

The third wave involved a neoliberal evaluation ideal that derived from market-driven fields and 
implied confidence in customer orientation and mechanisms of the free market. According to Vedung 
(2010), this wave is an example of the public sector reform movement New Public Management and 
carries with it a focus on results, rather than processes. Furthermore, the ideals of this period revolve 
around three issues, namely leadership/management, mechanisms of indirect control and customer 
focus. Hence, evaluations under the influence of this wave largely have a control function and often 
include performance measurements or accountability instruments along with benchmarking tools 
helping to identify the public ‘products’ and ensuring value for money (Vedung 2010).  

The fourth and most recent wave implies to some extent a return of the scientific approach to 
evaluation in that experimentation has gained new foothold. The mantra of the 2000s is evidence-
based policy-making where evaluations providing certain types of knowledge are seen as an 
important instrument. Idealised evaluation practice is often considered to involve meta-analysis 
(Vedung 2010). However, the prioritisation of experimentation with randomised control trials as the 
‘golden standard’ over a multitude of other forms of knowledge production is highly contested 
among evaluation and public policy theorists (Vedung 2010, Krogstrup 2011, Cartwright and Hardie 
2012). It is, however, too soon to point to potential future directions in the Swedish evaluation 
landscape. 

4.1.2 Budget, Number, frequency and public access to of evaluations  
In all probability, most public evaluation that results in a report is made publicly available, however, 
as mentioned before, this does not cover all public evaluation activity, as, for example, statistical 
results of an evaluation or organisational process evaluation may not be communicated in the form 
of a report. There is no requirement for public authorities to report on their evaluation activities, 
neither are they obligated to report their spending on evaluations or to make evaluation results or 
reports publicly available.  
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Evaluation activity has become an increasingly routinised part of the everyday public administration 
practice (Bredgaard 2016, Hansen 2013, Johansson and Lindgren 2013, Kalpazidou Schmidt 2014, 
Tranquist 2015, Vedung 2010, Andersen et al. 2009, Dahler-Larsen 2012), and the general obligation 
for the Swedish public sector to perform responsibly and adhere to public procurement regulations 
applies.  

Some evaluation practices occur in a systematic, cyclical routine, whereas many take place on a more 
ad hoc basis (Swedish Agency for Public Management 2015). An example of a cyclical, recurring 
evaluation activity is the ongoing process of gathering information for the Swedish Research 
Council’s guide to research infrastructure which is updated every second year (Swedish Research 
Council 2016c). 

In 2014, the Swedish Agency for Public Management published an analysis of ten different 
autonomous sector-specific evaluation agencies operating in different policy fields. The analysis 
investigated the evaluation activities of these agencies to a minor extent; the main focus was on 
scrutinising the advantages and disadvantages related to this particular way of organising evaluation 
activities in contrast to, for example, evaluation actors that span a range of sectors as the agency 
itself exemplifies (Swedish Agency for Public Management 2014c). One of the main conclusions is 
communicated in the English resume of the report:  

There is no evident control model that suits all evaluation agencies and the steering and 
monitoring should conform to what the Government wants to achieve. It is particularly 
important that the Government clearly defines the evaluation agency's tasks and target 
groups. Government commissions play an important role in the direction of the agency's 
activities, and with a structured dialogue on planned government assignments and self-
initiated studies, the agency's operations can more easily gain relevance. (Swedish Agency for 
Public Management 2015) 

As for budgetary issues, the report did not go into details with specific evaluations, but referred to 
the general obligation of publicly initiated evaluation activities in Sweden to pursue utility, feasibility, 
propriety and accuracy (Swedish Agency for Public Management 2015, 21). 

4.1.3 Actors and Institutions 
As mentioned, Sweden has a pluralistic ideal of public policy evaluation (government bill effective of 
2010, prop. 2009/10: 175) (Swedish Agency for Public Management 2015). This means that public 
policy evaluation takes place in many forms and structural contexts.   

In Sweden, all higher education is governed in a one-tier system including both universities and other 
HEIs. All HE policy aspects are under the responsibility of the Ministry of Higher Education and 
Research. When it comes to implementing, administering and evaluating policy, the field of higher 
education runs relatively separate from the field of RTDI. Both policy fields are dealt with by the 
same ministry, but innovation support policies and more business-oriented policy belong to the field 
of the Ministry of Enterprise, Energy and Communications. 

Public financing of research and development is provided by means of direct appropriation from the 
central government, municipalities and county councils, and also via research councils, research 
funding agencies and the EU. Research and development are also supported by research foundations 
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and private foundations. The greatest proportion of resources for research in Sweden, however, 
comes from industries (Ministry of Education and Research 2016). 

One of the actors tending to evaluations at the overarching level is the Swedish National Audit Office. 
The office performs audits with the intent to control and assess financial and performance issues 
throughout the chain of executive power in Sweden’s public administration. The National Audit 
Office is an independent body (Swedish National Audit Office 2011).  

Another overarching actor is the Swedish Agency for Public Management (Statskontoret), which is 
the government’s official organisation for analysis and evaluation of state and state-funded activities. 
This organisation provides the government and its ministries with studies aimed at making the public 
sector more efficient and effective (Swedish Agency for Public Management 2017). 

Evaluation within the specific field of RTDI takes places throughout the policy system. Expert 
agencies like Vinnova and the Swedish Research Council are the major players. They perform 
evaluations of own policy programmes as well as other aspects of the policy system regarding 
innovation and research, respectively. These two players have large evaluation capacity and often 
perform evaluations independently. From time to time, they collaborate with other partners on such 
tasks. 

The Swedish Research Council is under the authority of the Ministry of Education and Research and 
aims at developing Swedish research. Besides research funding, the agency advises the government 
on research-related issues and participates actively in the discussions to foster the understanding of 
long-term benefits of research. This also involves a range of evaluation activities (Swedish Research 
Council 2016a). 

From time to time, individual researchers are also commissioned with evaluation tasks by public 
policy actors. Research institutes and the private consultancy sector are also frequent evaluation 
actors.  

As described earlier, Vinnova is a Swedish government agency working under the Ministry of 
Enterprise and Innovation. The agency provides funding for research, which is believed to be 
important for the renewal of Swedish industry. Hence, the agency is part of the public innovation 
support system. Vinnova focuses strategically on growth potential and societal benefits including 
sustainability. The agency is obliged to evaluate, analyse and account for impacts of governmental 
initiatives for sustainable growth, industry and regional development in the whole country, and 
provide support and policy recommendations within these fields. Its programmes target those actors 
in the society that are important for Sweden’s innovativeness, such as knowledge-intense 
companies, universities, colleges, research institutes and actors within the public sector. Some 
programmes involve companies applying for funds for their development projects, some require 
actors to merge to jointly manage large, long-term projects (Vinnova 2016b). A binding obligation for 
funding is that gender equality is adressed in applications. Self-evaluation within the organisation 
also occurs, and, in its own practice, Vinnova has contributed to an increased focus on some of 
gendered mechanisms involved in the review processes of assessing incoming applicants. Recently, 
guidelines for reviewers have been updated with a focus on risks of gender bias. Vinnova routinely 
performs evaluations of programmes and projects funded, and is also covered by gender 
mainstreaming initiatives for government offices (Ministry of Education and Research 2014). 
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However, procedures for evaluating effects of gender mainstreaming initiatives have not been 
developed yet. 

The Swedish Better Regulation Council is a specific decision-making body organised under the 
auspices of the Swedish Agency for Economic and Regional Growth. Its task is to review and issue 
opinions on the quality of impact assessments to proposals with effects to business. On request from 
regulators, the council also reviews impact assessments on EU proposals that are assessed to have a 
great impact on businesses in Sweden (Swedish Better Regulation Council 2016).  

The Swedish Agency for Growth Policy Analysis belongs to the Ministry of Enterprise and Innovation 
and is commissioned by the government to evaluate and analyse the Swedish growth policy and 
provide an advanced knowledge base for this policy field (Growth Analysis n.d.).  

The Swedish Higher Education Authority (UKÄ) is responsible for analysing issues related to the 
Swedish HE system. 

Since 1998, the Swedish Secretariat for Gender Research has been a central actor in gender research 
and gender equality. As will be described in section 4.1.5 and 4.1.6, the secretariat has played a 
major role in the current initiative Gender mainstreaming in academia, and will also be involved in 
the follow-up and development of evaluation instruments to assess gender equality initiatives in 
academia (Regnö 2014).  

4.1.4 What kind of evaluations are commissioned and conducted?  
There is no systematic repository of publicly commissioned evaluations in Sweden. This implies that 
overall conclusions on evaluation practice and extent should be made with some reservations. 
However, as addressed in section 4.1.1, evaluations of diverse nature take place at all levels of 
Swedish public administration and have become an integral aspect of current public governance 
systems (Johansson and Lindgren 2013).  

Mentioning of RTDI evaluations with a specific gender perspective are presented and discussed in 
section 4.1.5. Current trends in public governance of RTDI-related matters will be described in 
section 4.1.6, and some examples of evaluations addressing RTDI or gender equality issues will be 
mentioned here. 

Statistics and descriptive data on other RTDI aspects (performance, growth, excellence, etc.) and, to 
some extent, also on gender distribution within RTDI are performed by different authorities. For 
example, the Swedish Research Council regularly publishes a Research Barometer using a range of 
indicators to describe the performance of Swedish research. The barometer focuses on publicly 
funded research and research conducted by higher education institutions. It consists of 30+ 
indicators including some that address gender equality and innovation (Monaco et al. 2016).   

Furthermore, the government has appointed the Swedish Higher Education Authority, UKÄ, to be in 
charge of the official statistics on higher education, published once a year (Swedish Higher Education 
Authority 2017a). 

Statistics Sweden is responsible for developing, producing and distributing official statistics for 
research as well as for decision-making. Their tasks are mainly assigned by the government and 
different agencies, but the private sector and independent researchers are also among their clients 
(Statistics Sweden 2013a). 
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Evaluations of RTDI policy initiatives are conducted on a fairly regular basis, often at the initiative of 
the government. Recently, the Swedish Research Council was appointed by the government to carry 
out a number of evaluations to qualify the subsequent decision-making processes in the field of 
research policy. The task given to the Swedish Research Council by the government was to develop 
some recommendations based on the evaluations that could contribute to the attaining of the 
politically stated targets, including that of making Sweden an outstanding research nation. A range of 
evaluations adressed conditions, infrastructure, and performance in specific disciplines, others 
focused on specific thematic issues of research policy such as career systems (Swedish Research 
Council 2015c), internationalisation and mobility (Swedish Research Council 2015e), publication 
activity (Swedish Research Council 2015d), and questions concerning equality (Swedish Research 
Council 2015g). In the final report (Swedish Research Council 2015f) summarising the evaluations, 
one of the recommendations was to ensure that gender equality is integrated into every research 
initiative. Another analysis that should provide background information in advance of the Research 
Bill in 2016 was also undertaken by the Swedish Research Council and consisted of eight evaluations 
of ‘special initiatives’ carried out from 2010 to 2015. Four evaluations concerned excellence-oriented 
initiatives whereas the other four concerned strategic initiatives in specific research areas. Gender 
perspectives were also applied in the analyses as were bibliometric indicators (Swedish Research 
Council 2015a). 

In 2014, the Swedish Research Council proposed a model called FOKUS 
(Forskningskvalitetsutvärdering i Sverige – Research quality evaluation in Sweden). The proposal 
recommended that a new model for quality-based resource allocation should replace an indicator-
based research funding model. FOKUS has the objective to promote the quality of research carried 
out by Swedish universities and university colleges (Monaco et al. 2015).  

Moreover, in 2015, the Swedish Research Council, Formas, Vinnova and the Swedish Energy Agency 
commissioned an evaluation of an initiative that became effective in 2008 consisting of a range of 
strategic research areas in 43 research settings (Swedish Research Council 2015b). The evaluation 
was undertaken by external experts in collaboration with the commissioning partners.  

Within the higher education system, the Swedish Higher Education Authority commissioned an 
evaluation of two political reforms in the higher education system – a quality reform (with a new 
quality assurance system) and an autonomy reform (Graversen and Ryan 2015, Haase and Ryan 
2015, Kalpazidou Schmidt 2014, Sørensen and Mejlgaard 2014, Sørensen, Haase et al. 2015, 
Sørensen et al. 2016). 

In 2014, the Swedish Agency for Public Management was responsible, for example, for the evaluation 
of Vinnova’s spendings (Swedish Agency for Public Management 2014b) and analysis of research and 
research education at the universities with a gender equality perspective (Swedish Agency for Public 
Management 2014a). 

As mentioned in section 2.1.3, the existing evidence of previous gender equality initiatives in RTDI is 
scarce (Seidegård et al 2015, Gender Equality Inquiry 2015). Evaluations of gender initiatives in RTDI 
are carried out by the Swedish Secretariat for Gender Research. The secretariat is heavily involved in 
the initiative Gender mainstreaming in academia (see section 4.1.5) with the stated aim of 
contributing towards the nationally declared gender equality objective of equal power between 
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women and men (Swedish Secretariat for Gender Research 2016a). This involves a range of 
evaluation activities currently in the pipeline for the coming years. 

4.1.5 Relevance of gender equality in RTDI evaluations & evaluation of gender equality 
initiatives in RTDI 

Sweden has a long tradition of focusing on gender equality, and the national gender equality 
discourse is highly acknowledged and politically prioritised, even in comparison with Denmark that is 
normally considered to be similar to Sweden. The term ‘gender equality’ was introduced in Sweden 
as early as the 1960s (Swedish Secretariat for Gender Research 2016b).  

Gender equality initiatives in RTDI programmes are increasingly present in Sweden and have 
progressed steadily during several decades. In 2016, the government commissioned the Swedish 
Secretariat for Gender Research at the University of Gothenburg to support the current initiative 
Gender mainstreaming in academia during the period 2016-2019, by assessing gendered inequalities, 
addressing operational processes, and guiding questions (Swedish Secretariat for Gender Research 
2016c). Concepts, definitions, regulations, governance, and activity types are listed in the guidelines. 
As Swedish universities have been obliged to undertake gender mainstreaming work since 1994, and 
the National Secretariat for Gender Research has existed since 1998, most organisations are in due 
process implementing all kinds of gender equality initiatives. The 2016-2019 initiative Gender 
mainstreaming in academia is planning to further enhance, streamline and harmonise best practice 
gender equality initiatives in all parts of academia.  

In Swedish academia, gender is not only construed as a limited field of research next to all other 
fields. Gender equality also relates to the desire not to exclude women from the academic workforce 
in order to take advantage of all potential brain power to the maximum. Gender is also considered to 
be a perspective that has specific implications for fields like medicine where biological sexes have 
different implications for studies in, for example, cardiology issues. But apart from these 
perspectives, the most unique characteristic of the Swedish approach to gender might be that it is 
generally accepted as an issue that relates to all disciplines in that all disciplines may deal with 
gendered issues. During the 2000s, the Swedish National Agency for Higher Education (now replaced 
by the Swedish Higher Education Authority) published a range of discipline-specific analyses that 
mapped the gender perspective of most higher education subject areas (Swedish Higher Education 
Authority 2016d). These research reports highlight gendered aspects of research that have now 
become a frame of reference that researchers relate to when applying for funding.  

Similarly, gender is a natural dimension of all kinds of evaluations of RTDI initiatives at various levels. 
Especially after the government gave all universities and university colleges a special assignment to 
develop their gender mainstreaming work in 2016, gender and mainstreaming are addressed in all 
initiatives in terms of a statistical overview, and inequal gender representation is by no discussion 
justified by presupposed discrimination, unequal treatment and rights as an existing organisational 
problem (Neuman 2014).  

The Swedish Discrimination Act even has an opportunity to employ affirmative action favouring 
women (Nielsen 2015). Hence, “assumptions related to matters of justice and equal rights (…) recur 
in (…) Swedish policy statements” (Nielsen 2014, 192). Nielsen further concludes that the Swedish 
authorities interpret the existing inequalities as “problems related to the organisation rather than 
the women” (Nielsen 2016, 9). It is also one of Nielsen’s conclusions that Sweden has made particular 
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efforts to raise awareness of cultural and systemic barriers to gender equality, and thereby 
challenged “the existing gendered organisational norms and standards” (Nielsen 2016, 17), e.g. the 
Swedish government committee supporting institutional projects in 2007-2010. 

 Even though gender equality and mainstreaming are an inherent part of RTDI in Sweden, there is still 
potential for improvement due to discrepancies between what is being said and what is happening, 
i.e. a mismatch between gender equality intentions and actual outcomes of actions. One example of 
that is when the general director in the Swedish Science Council suggested that the government 
should make an evaluation of the Swedish research system. It should focus on quality (and research 
excellence) but can also include structural framing such as the gender equality aspect (Stafström 
2016); see also Bondestam and Grip (2015). This illustrates a widespread view that gives preference 
to excellence and quality over gender equality without scrutinising the often gendered notions of 
excellence and quality. The problems and challenges of evaluating GE actions have been formulated 
and to some extent addressed, but not resolved. Sweden has come a long way in spreading 
awareness and general acceptance of gender equality as a relevant concept in RTDI and also in 
initiating a broadening of gender equality policies to aim not only at equal representation (a 
‘headcount’ focus). However, the intentions to also focus on actual equality in influence, impact and 
power still need to trickle down throughout the system and bear fruit. Sweden may be a front runner 
in terms of GE policy evaluation in that it faces the challenge of having realised that evaluating GE 
initiatives by means of headcounts does not do the job, whereas the problem of finding new, 
nuanced indicators that clarify and monitor gendering mechanisms is still unresolved. When working 
with entrepreneurship and innovation, it is not satisfactory to simply pay attention to incoming ideas 
of both men and women because much more men than women will formulate an ‘idea’. The concept 
of an idea and what counts as an idea worth mentioning seems to be gendered in itself, as one 
interviewee mentions. This is what much future focus will be directed at, for example, via the Gender 
mainstreaming in academia project. 

Nielsen (2015) characterises the Swedish RTDI system as one where gender equality is highly 
institutionalised and implicitly present in all actions taken; see also Bondestam and Grip (2015). 
Hence, there exists a huge amount of evidence, advisory sources and intended gender 
mainstreaming actions in all part of the Swedish RTDI system. An evaluation of a recent initiative 
User-driven research on gender equality also finds a multitude of evidence on necessary prerequisites 
for the success of various methods, tools, and processes for solutions to increase gender equality, as 
an output of the programme (Heikkilä 2016).  

Similarly, Bondestam and Grip (2015) carried out an extensive meta-study for the National 
Secretariat for Gender Research on research funding, equality and gender in Sweden. The study 
collects evidence on causes and consequences of gendered differences in funding structures and 
outcomes and contribute to an inexhaustible need for evidence, e.g. Brundin (2015) among others. 
Furthermore, the Swedish Research Council (Ahlqvist et al. 2015) has conducted two analyses to 
gather evidence of lacking equality in the RTDI funding system for their advice to the government’s 
research proposition from 2016 (Government Offices of Sweden 2016f). As part of this (also later 
implemented in the Gender mainstreaming in academia initiative), all institutions have to present 
renewed equality plans in the spring of 2017 and report results and implement initiatives 
continuously afterwards (Swedish Secretariat for Gender Research 2016c), that is to become part of a 
sustainable systematic evaluation culture on all kinds of initiatives at all levels of the RTDI system. 
These plans to actualise the GE evaluation ideals have not led to any published evaluations yet. 
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4.1.6 Recent trends/developments in RTDI policy evaluation  
Sweden is home to the internationally renowned evaluation researcher Evert Vedung who, among 
other issues, has specialised in characterising the development of evaluation practice and evaluation 
policy. According to Vedung:  

The development of evaluation has also been driven by the various types of public policies 
that governments have implemented. Evaluation has in some sense been driven by the 
dominant way of thinking in the public sector. In the sixties, the dominant idea was that 
central public planning would eradicate all miseries and inequalities (…) experimental findings 
of the most efficient means to achieve policy objectives would be inserted. Such a 
scientification would replace talks, debates, and irrationalities, and would in the long run 
create a better world. There was a strong left-wing political support for this way of thinking, 
indicating that evaluation should be based on experimental methods (…) Another driver is 
New Public Management. Undoubtedly, evaluation has been fueled by New Public 
Management, which in turn is part of a neoliberal stream of thought. This wave comes from 
the right-wing on the political scale. In this case, the right includes Social Democrats like 
Göran Persson in Sweden and Tony Blair in the United Kingdom, who became the major 
providers of this ideology in Europe. The core of this line of thought has been to diminish 
bureaucracy, and create a more lean and efficient public sector. This perspective has been 
embraced by the Social Democratic right, which strives for efficiency but in a different 
manner. Earlier, left-wing social reformers wanted to rationalize capitalism in a political way 
by public sector planning. Even if this worked to some extent, they later noticed that it also 
produced some unwanted side effects. A stronger top-level leadership combined with 
decentralization of power to a local level became the new recipe. This would create more 
efficiency and increased value for money. Let the municipalities take care of primary and 
secondary schools, said Prime Minister Göran Persson, and let us get rid with some of the 
rules and regulations from the central government; the central level should be satisfied with 
evaluation of the results. Evaluation has been closely associated with these waves of public 
policy. (Tranquist 2015, 574) 

A New Public Management-inspired drive along with an emphasis on experiment-based ways of 
substantiating claims for evidence-based knowledge are recurring issues that can be traced 
throughout the Swedish RTDI policy system (Kalpazidou Schmidt 2014). However, all expert 
interviewees underline the need for nuanced evaluation procedures and policies, if progress is to be 
achieved in relation to gender equality in RTDI. Instead of focusing on equality in gender 
representation, increased attention must be put on how actual assurance of equal influence and 
power can be ensured; headcounts must be put aside and replaced by more nuanced, context-
sensitive, qualitative measures. There is no quick fix to assure gender equality in RTDI, as there is no 
quick fix to make RTDI policy evaluation gender-sensitive. Several actors in the Swedish RTDI system 
are currently working on the task of developing indicators and measures that can be used to monitor 
and evaluate the progress of the ambitious plan of integrating and mainstreaming gender 
perspectives throughout public policy. Vinnova and the Swedish Secretariat for Gender Research are 
two of the public bodies currently underway with new initiatives regarding how to assess gender 
mainstreaming initiatives. They both seem to emphasise the necessity of argumentation and 
thorough scrutiny of gender analysis in all RTDI projects and programmes, however, time will show 
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which specific suggestions, evaluation instruments and indicators result from the gender 
mainstreaming initiatives in RTDI and beyond. 

4.2 Evaluation utilisation and policy learning 
Among evaluation theorists it has been subject to much debate how – if at all – policy evaluation 
influences the policy cycle and future decision-making. However, a distinction must be made 
between intended use and unintended use. A range of critical voices have pointed to the seemingly 
low level of direct compliance of actual evaluation use with initially stated evaluation purposes 
(Dahler-Larsen and Larsen 2001, Vedung 2002). Evaluations do not always have the expected 
outcome and are thus not always used in forming policy (Kalpazidou Schmidt 2009). In part, this 
might be related to deficient focus on explicitly stating evaluation purposes and evaluation 
questions.  

Another fundamental problem related to the assessment of policy evaluation utility has to do with 
the inadequacy of the theoretical understanding of decision-making as a rational, logically forward-
moving process to actually explain what takes place in reality. As highlighted by Albæk:  

The applied – or practical – nature of evaluation research has forced it to reconsider a 
number of its assumption about the nature of the policy making process because these 
assumptions quite simply do not fit reality. Three such central assumptions have been: a) 
policy goals are – or can be – clearly formulated by policy-makers; b) evaluation research 
analyses a direct cause-effect relationship between policy means and policy goals/effects; c) 
hierarchical organizational structures  guarantee that policies are implemented in such a way 
that programme activities are directed towards reaching the intended policy goals. (1988, 8) 

Three overall uses of policy evaluations seem to coexist in most theoretical typologies, namely 
control, learning, and what may be termed as enlightenment or knowledge generation (Vedung 
2002; Bemelmans-Videc et al. 1998; Hansen 2003; Dahler-Larsen and Larsen 2001; Kalpazidou 
Schmidt 2003).  

However, policy evaluations are also utilised in much more subtle ways. Dahler-Larsen (2016) lists 
strategic, tactical and symbolic uses of evaluations, and also points to the constitutive effects of 
policy evaluation. In recent years, evaluation theorists have suggested replacing the term ‘evaluation 
use’ with the concept ‘evaluation influence’ to emphasise that evaluation processes, evaluation 
activities, evaluation results, evaluation culture, and evaluation discourse all seem to contribute to 
society in complex interaction with other societal activities (Krogstrup 2016).  

The intentions of making constructive use of public policy evaluations are definitely present, and 
administrative cycles for adjustment of policy after evaluative activity are often routinely set in 
motion. The previously mentioned report by the Agency for Public Management (2015) also holds 
that efficiency and efficacy of evaluating bodies are narrowly related to the notion of utility (Swedish 
Agency for Public Management 2014c). 

As mentioned in section 4.1.5, there has been a tendency in Sweden – as elsewhere – to focus on the 
mere provision of a statistical overview of gender representation in various fields. However, when 
evaluating GE initiatives, such statistical descriptions are insufficient, which has led to the conception 
of a mismatch between GE intentions and outcomes of political actions (interviewees and 
(Bondestam and Grip 2015, Nielsen 2015, Stafström 2016). Sweden may have come a long way in 
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realising that headcounts do not suffice as a means of evaluating an inequality problem with 
structural, cultural and discoursal implications, or evaluating the initiatives set in motion to remedy 
this problem. The intentions to also focus on actual gender equality in influence, impact and power 
are definitely present, but they still need to trickle down into the system, and considerable work 
needs to be done in terms of developing new, more nuanced indicators and approaches to 
evaluating GE initiatives in the field of RTDI.  

As mentioned, a thorough investigation of a variety of RTDI perspectives has been carried out over 
the recent years in Sweden, including gender-related perspectives. According to the Swedish 
government, the results of these evaluation activities mainly initiated by the Swedish Research 
Council have contributed to the development of a new bill named Collaborating for knowledge – for 
society’s challenges and strengthened competitiveness that the Swedish government has recently 
proposed to the parliament (Government Offices of Sweden 2016a). It is, of course, difficult to trace 
any causal relations between evaluations and government bills, not to mention the influence of 
eventual new policy on subsequent RTDI practice and culture. The current Swedish government 
declares itself a feminist government (Government Offices of Sweden n.d.) which in itself has 
contributed to heightening the position of gender equality on the political agenda. As previously 
mentioned, initiatives have also been taken to start developing systems for monitoring the 
development of gender mainstreaming initiatives commenced not only in academia, but in many 
other policy fields. 
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5 Conclusions 
5.1 Comparison between gender equality in the labour market and in RTDI 
Assessing the status of gender equality in Sweden depends on the frame of reference. Compared to 
the situation in some countries, Sweden is a gender-equal society. Like the other Nordic countries, 
Sweden has an extended welfare system and is characterised by high participation of women in the 
labour market, family-friendly policies and regulations in the labour market targeting equal pay and 
anti-discrimination. One might think that problems related to gender equality were nonexistent in a 
country like Sweden. However, there are important gender-related issues. In spite of good intentions 
and political statements by the self-declared feminist government in Sweden, there is still unequal 
access to societal power and economic decision-making, segregated labour market, and inequalities 
in educational and research systems.  

A gender pay gap exists in Sweden, and it has remained stable over the last 30 years. Among the 
reasons for it are gender biases in sectors and disciplines. Women are underrepresented in the 
private sector and where women are overrepresented, the wages are lower. Women are also less 
successful than men in gaining optimal pensions, permanent positions and satisfying work 
environments. In academia, in private parts of the RTDI system and elsewhere in industry, women’s 
career progress seems to take place at a much slower pace than that of men; there is vertical gender 
segregation.  

In RTDI, the wage gap between genders increases with age, probably because women have slower 
career progress and because men are more successful in acquiring bonuses and salary increments 
that are dependent on an assessed added value of an employee’s work. It appears these negotiated 
processes favour men. Gender biases are also salient when it comes to research publications and 
grants for innovation and research.  

Horizontal gender segregation in the workforce with women and men finding their way into different 
sectors and disciplinary fields is reproduced in the education system where students seem to 
segregate along similar lines.  

5.2 Main strengths and weaknesses of the innovation system and their impact on 
gender equality in RTDI 
Assessments of innovation performance are based on a number of indicators that are prioritised 
slightly differently. In any case, Sweden is an innovation leader among the EU28 countries. Sweden is 
relatively strong in human resources and attractiveness of its research systems. Knowledge intensive 
activities also contribute to Sweden’s position of strength. Sweden is also fairly strong in terms of 
research publication activity. Publicly financed research results in a relatively low level of patents, but 
this needs to be balanced with the large number of patents developed on the basis of private RTDI 
funding.  

Several ministries have been identified as relevant actors in the RTDI policy system, and Sweden has 
a large number of decentralised public administration authorities that operate to support research, 
innovation and growth. 

Gender equality is generally recognised as an intrinsically valid goal rather than just a means to an 
end in the Swedish public discourse. Introducing gender equality initiatives does not have to be 
legitimised as a means to achieve the maximum benefits for the entire workforce, as is the case, for 
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instance, in Denmark. Nonetheless, Sweden does not approach the issue in the same way as, for 
example, Norway and Iceland, where quotas for gender representation of boardroom positions have 
been implemented. Sweden very recently decided not to opt for this type of solution (NIKK 2017).  

Instead, gender analysis and active inclusion of gendered aspects of research and innovation 
activities have become common in the RTDI system, and gender is at various levels a natural 
dimension of all kinds of evaluations of RTDI initiatives. At the very least, gender has to be addressed 
in terms of a statistical overview. However, the decision to implement gender mainstreaming 
throughout the public sector has been enacted. From 2017, this will include mandatory gender 
budgeting and gender analyses that offer explanations to gender inequalities found. It is the 
intention to develop indicators that go beyond the provision of statistical data and ‘headcounts’ in 
order to better capture gender inequalities in actual power and influence that may relate to, for 
instance, gendered networking practices. The focus on excellence and quality in RTDI funding and 
suppport systems as well as in the instruments for performance measurement may often reinforce 
gender inequality, because these normative terms involve biased notions of ‘good’ science that are 
most often in favour of male-dominated research practices and disciplines. Sweden has started to 
realise that academia, its quality criteria and its meritocratic system for career progression are not 
gender-blind. Awareness of such complex, interrelated gender equality problems has begun to 
emerge in the Swedish RTDI policy system. Whether a unique Swedish solution to these gender 
equality issues may be around the corner is probably too soon to tell, and there is definitely potential 
for improving the alignment between political objectives and actual status of gender equality in RTDI. 

5.3 Main issues of evaluation culture and policy in RTDI 
Public policy evaluation is an influential activity that takes place throughout the public sector, 
embedded in public administration as a part of governance. In relation to specific public funding, it is 
often a requirement following the grant that projects/initiatives are evaluated. Furthermore, it is 
customary that many public RTDI organisations are regularly evaluated. Many evaluations are made 
publicly available and, in many cases, at least an excerpt of them is translated into English. However, 
this does not take place in a systematic, binding way, and there is no public repository of public 
policy evaluations in Sweden. 

A variety of activities can be included in the listing of public evaluation activities; the term 
‘evaluation’ includes a number of more narrowly defined activities. In general, Sweden holds a 
pluralistic approach to public policy evaluation. This implies that various sources of knowledge should 
be included. Hence, a multitude of different actors form a net of public evaluation bodies, and 
external actors are also relevant contributors. 

As gender equality has been highly prioritised on the political agenda for decades in Sweden, the 
country also has a long tradition of monitoring gender equality. However, along with the current 
plans to further enhance, streamline and harmonise best practice gender equality initiatives in all 
parts of the public sector and in academia, new ideas are also starting to emerge in relation to the 
measurement of gender equality initiatives. 

During the 1990s, an increase in evaluation activity took place in Sweden. However, in line with the 
New Public Management ideals, the focus increasingly lies on calling public and private organisations 
to account and ensuring that they live up to their legal responsibilities. Hence, the current tendencies 
of the Swedish evaluation culture reflect this control-oriented purpose. A recurring ideal that can be 
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traced throughout evaluation practices of the Swedish RTDI policy system is the emphasis on 
experiment-based ways of substantiating claims for evidence-based knowledge. 

A competing line of argumentation and reasoning is found in connection with the evaluation 
activities currently in the pipeline for the coming years related to gender mainstreaming initiatives. 
Instead of focusing on equality in gender representation, increased attention must be put on how 
equal influence and power can be ensured; headcounts must be put aside and replaced by more 
nuanced, context-sensitive, qualitative measures. There is no quick fix to assure gender equality in 
RTDI, as there is no quick fix to make RTDI policy evaluation gender-sensitive. 

  



EFFORTI Country Report Sweden 

129 
 

 

Acknowledgement 

The country note is mainly based on literature and document studies. However, expert interviews 
have been undertaken to supplement data gathering. We gratefully acknowledge the contribution 
made by the following interviewees: 

Fredrik Bondestam, PhD, Head of Operations, Gender Mainstreaming Academia (GMA) in Sweden, 
Swedish Secretariat for Gender Research. 

Sophia Ivarsson, PhD, Programme Manager, Industrial Technologies and Innovation Management 
Division, Vinnova. 

Charlotte Silander, PhD, Senior Lecturer in Political Science, Departmemt of Education, Linnaeus 
University. 

 

The contribution of Victoria Antonova to proofreading of the report is gratefully acknowledged. 

  



EFFORTI Country Report Sweden 

130 
 

6 Annex 
When interpreting the tables in part 3.2 Participation of women in tertiary education, it should be 
noted that there have been different ways of registrering education levels over the years, as well as 
national differences of registering. Therefore, comparing national Swedish statistics with tables from 
Eurostat, She Figures or Education at a glance, might be misleading, if the different classifications of 
the respective ISCED levels are not taken into account, because those statistics are based on different 
definitions than those in the national Swedish education nomenclature (SUN) (Dryler et al. 2016, 
117).  For instance, data from She figures 2015 is measured in ISCED-97. Up to 2013, data from the 
Eurostat sources are based on ISCED-97 (in Eurostat, ISCED 2011 is applied from 2014). Education at 
a Glance 2015 uses a mix of ISCED 2011 and ISCED-97 (Eurostat 2016, OECD 2016a). Furthermore, it 
should also be taken into account that the OECD average numbers also reflect an increase in the 
number of OECD countries over time. 

The table below provides an overview of the SUN 2000 system and ISCED-97 and 2011, respectively 
(see also The Swedish educational system and classifying education using the ISCED-97 (Halldén 
2008). 

Level SUN 2000 (national category)68 ISCED 97 (Eurostat code) ISCED 201169 
0 Pre-school (Förskola) Pre-primary education 

(Eurostat 0) 
Early childhood 
education (01, 
02) 

1 Compulsory primary school, 
(Grundskola) (1st stage: the first 6 of 
the total 9 years)  

Primary education, 
1st stage of basic education 
(Eurostat 1) 

Primary 
education 

2 Compulsory primary school 
(Grundskola) (2nd stage: years 7-9) 

Lower secondary education, 
2nd stage of basic education 
(Eurostat 2A) 

Lower secondary 
education 

3 Upper secondary education: 
Vocational (yrkesinriktad), 
Theoretical/prep. for higher studies 
(teoretisk studieförb.), 
Vocational university entrance 
qualification (yrkesinriktad, 
gymnasium), 
General university entrance 
qualification (teoretisk studieförb., 
gymnasium) 

Upper secondary education: 
Not giving access to ISCED 5 
(Eurostat 3C voc/gen), 
Giving access to ISCED 5 
(Eurostat 3A voc/gen) 
 

Upper secondary 
education 

4 Post-secondary non-tertiary 
education:  (högskoleutbildning, 
eftergymnaisal utbildning)  

Post-secondary non-tertiary 
education: 
Not giving access to ISCED 5 
(Eurostat 4C voc),  
Giving access to ISCED 5  
(Eurostat 4A gen) 

Post-secondary 
non-tertiary 
education, 
Tertiary 
education 

5 Tertiary education: 
Vocational/lower professional 

Tertiary education (1st stage): 
Practical/technical/occupationaly 

Short-cycle 
tertiary 

                                                            
68 For a detailed description of the Swedish educational system and SUN 2000, see The Swedish educational 
system and classifying education using the ISCED-97 (Halldén 2008). 
69 An overview of ISCED-97 to 2011 and specifications on the different levels can also be found in Education at a 
Glance 2016 (OECD 2016a). 
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(högskolor),  
Academic/higher professional 
tertiary education (högskolor, 
universitet) 

specific tertiary programmes 
(Eurostat 5B), 
Theoretically based/research 
prep. programmes  or 
programmes giving access to 
professions with high skill 
requirements  
(Eurostat 5A med, 5A long) 

education 

6 Tertiary education (2nd stage):  
Research education 
(Forskarutbildning) / doctorate or 
licentiate  

Tertiary education (2nd stage): 
Doctoral or equivalent  
(Eurostat 6) 

Bachelor’s or 
equivalent 

7 - - Master’s or 
equivalent 

8 - - Doctoral or 
equivalent 
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7 Glossary 
AETR average effective tax rate 
AML Working Environment Act (Arbetsmiljölagen) 
BERD business expenditure on research and development 
BES business enterprise sector 
BPfA Beijing Platform for Action 
CEDAW Convention on the Elimination of All Forms of Discrimination against Women 
CEO chief executive officer 
CoE Centre of Excellence 
DA Discrimination Act 
DI dissimilarity index 
DNRF Danish National Research Foundation 
EFFORTI Evaluation Framework for Promoting Gender Equality in Research and 

Innovation 
EIS European Innovation Scoreboard 
EPO European Patents Office 
EPA Employment Protection Act 
ERA European Research Area 
EU European Union 
EUR Euro 
FAS Swedish Council for Working Life and Social Research 
FOKUS Forskningskvalitetsutvärdering i Sverige [Research quality evaluation in 

Sweden] 
FTE full-time equivalent 
GDP gross domestic product 
GE gender equality 
GERD  gross expenditure on research and development 
GMA Gender Mainstreaming Strategy for Academia 
GMGA Gender Mainstreaming in the Government Offices 
GOV government sector 
HE higher education 
HEI higher education institution 
HES higher education sector 
ICT information communications technology 
ISCED International Standard Classification of Education 
KIA knowledge intensive activities 
KIABI knowledge intensive activities – business activities 
NACE Statistical Classification of Economic Activities in the European Community 

(Nomenclature statistique des activités économiques dans la Communauté 
européenne) 

NGO non-governmental organisation 
NIKK Nordic Information on Gender 
NOK Norwegian krone 
NORDICORE Nordic Centre for Research on Gender Equality and Innovation 
OECD Organisation for Economic Co-operation and Development 
PhD Doctor of Philosophy 
PI Principal Investigator 
PLA Parental Leave Act 
PNP private non-profit sector 
R&D research and development 
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R&I research and innovation 
RFO research funding organisation 
RIO Research and Innovation Observatory 
RPO research performing organisation 
RTDI Research, Technology, Development, Innovation 
RTI Research, Technology and Innovation 
SCB Statistics Sweden 
SEK Swedish krona 
SGS gender segregation indicator 
SFI Danish National Centre for Social Research (Socialforskningsinstituttet; Det 

Nationale Forskningscenter for Velfærd) 
SIDA Swedish International Development Cooperation Agency 
SMEs small and medium enterprises 
SSC Social Security Code 
STEM Science, Technology, Engineering, Mathematics 
SUHF Association of Swedish Higher Education (Sveriges universitets- och 

högskoleförbund) 
SUN Swedish education nomenclature (Svensk Utbildningsnomenklatur) 
TRF total fertility rate 
UHR Swedish Council for Higher Education (Universitets- och högskolerådet) 
UKÄ Swedish Higher Education Authority (Universitets Kanslers Ämbetet) 
UNESCO United Nations Educational, Scientific and Cultural Organisation 
WP work package 
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