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Academic work in higher education has been influenced by global trends such as
accountability, massification and deteriorating financial support. Within this broader
context, the performance of academic staff as teachers and researchers has an impact on
student learning and implications for the quality of higher education institutions (HEIs).
Therefore, satisfaction of academic staff is critical to the effective functioning of HEIs.
This article reports on a study of academic career satisfaction in Portugal and gender dif-
ferences with respect to academic job satisfaction. It found that male respondents in HEIs
were in higher positions than women, but less so in private institutions. It also analysed
some aspects of the professional context in which women and men work in order to
explain similarities and/or differences in job satisfaction. The main difference was that
women were less satisfied with personal and professional development, especially the
balance between work and family.
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Introduction

Academic staff are a key resource within higher education institutions (HEIs)
and therefore have a major role in achieving their objectives. The importance
of academics and their job satisfaction in academia is self-evident (Hagedorn,
1995; Machado-Taylor et al., 2011), given that their performance as teachers and
researchers determines much of the quality of student satisfaction and has an impact
on student learning and thus the contribution of HEIs to society (Hagedorn, 1995;
Machado-Taylor et al., 2010).

Although there have been numerous studies of job satisfaction, there has been
relatively little empirical data gathered on job satisfaction of university teachers,
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and even less on significant gender differences (Okpara et al., 2005). According to
Bimrose (2001, 2004), there are gender differences in the labour market that are
being neglected. There are still cultural, political, organizational and social obstacles
that prevent female academics from reaching their full potential and being satisfied
with their jobs. These include horizontal and vertical segregation (CIREM, 2007),
as discussed later.

While gender in this study is mainly conceptualized as a demographic variable,
it is recognized that the interplay between women academics and HEIs is much
more complex. As Ely and Padavic (2007, 1138–1139) assert, ‘organisations serve
as historically situated contextual constraints within which people are capable of
exercising choice. The interplay between organisations and individuals shapes and
reshapes, creates and recreates gender identities in potentially infinite ways’. Such
an approach ‘represents a radical reframing of both gender identity and the role
organisations play in constructing it’.

The study of gender differences in the job satisfaction of academics is important.
It can provide institutional leaders with information that will enable them to recruit
and retain faculty, improve the happiness of academic staff, improve organizational
commitment and decrease turnover and absenteeism (Gazioglu and Tansel, 2006).
Other authors such as Hagedorn (1995) emphasize the importance and the relevance
of research on job satisfaction of female academics who are under-represented at
more senior levels and typically have lower status positions.

There are several studies on gender differences in academic job satisfaction.
Oshagbemi (2000) found that gender did not affect job satisfaction of university
teachers directly; however, the interaction of gender and rank was statistically
significant. Overall, female academics at higher ranks (senior lecturers, readers and
professors) expressed more satisfaction with their jobs than male academics of
comparable rank. August and Waltman (2004) argued that retention of female faculty
is critical for HEIs aiming for excellence and diversity, and that a crucial first step in
understanding retention is to study what contributes to career satisfaction for academic
women. Meanwhile, Bilimoria et al. (2006) found that men tend to achieve more
satisfaction with academic work than women through greater availability of internal
academic resources, while women tend to derive greater satisfaction than men from
academic work where there is an inclusive work environment characterized by respect
and appreciation of the contribution of all staff.

The impact of gender differences on the job satisfaction of academics in
the United States was examined by Okpara et al. (2005). They found that female
faculty were more satisfied with their work and co-workers, while male faculty were
more satisfied with their pay, promotions, supervision and overall job satisfaction. In
another US study, Bender and Heywood (2006) estimated the determinants of job
satisfaction for Ph.D. level scientists across academic and non-academic sectors.
They found that female scientists show lower job satisfaction than males in academia,
but higher job satisfaction than males in the non-academic sector. In addition,
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academic scientists with tenure had considerably greater job satisfaction than non-
academic scientists, but academic scientists without tenure reported comparable
levels of satisfaction with non-academic scientists.

Several other studies concluded that male faculty earn more money than female
faculty, and female faculty tend to be concentrated in the lower ranks and are more
involved in part-time teaching (Okpara et al., 2005).

Therefore the literature suggests that while women in higher education have made
considerable progress, there are still cultural, political, organizational and social
obstacles that prevent them from reaching their full potential. In addition, women
have different and often more complex career paths than men. Major influences on
women’s career decisions appear to come from ‘care responsibilities’, such as
childbirth and child care, sharing roles and responsibilities with a partner in a ‘dual-
earner’ family or caring for ageing parents (Bartosz et al., 2006).

This article explores the gender and academic/professional context, and then
identifies differences between male and female academics in Portuguese higher
education, using publicly available statistics. Finally, it analyses the results of
a nation-wide study of satisfaction with academic careers in Portuguese higher
education and draws some preliminary conclusions.

Gender and Professional Context

Gender inequalities persist in most professional fields. Several studies have analysed the
difficulties women face in career progression. While the Eurydice Network (2009, 4)
found that ‘around two thirds of countries have gender equality policies in higher
education’, horizontal gender segregation — women and men being concentrated in
certain disciplines or institutional sectors — remains. For example, women are under-
represented in science, especially in engineering and physical sciences (CIREM, 2007).
The OECD (2006) identified several factors that contribute to horizontal segregation.

Individual factors include women making a choice to pursue a career in a certain
field and gender stereotypes can affect the direction of these choices. Interpersonal
factors are the type of networks in which women may be involved or a lack of
networking that can impact on the decision to seek careers in certain scientific
fields. Organizational structures are an additional factor. The structure of the
workplace (e.g., hierarchical), recruitment and promotion practices, and workplace
culture can influence the career paths of women. A further factor is societal attitudes;
gender stereotypes can affect the choices girls and women are more or less
encouraged to make in pursuing scientific careers. A final factor is sex discrimina-
tion that includes discrimination having a material impact (e.g., denial of jobs or
tenure) and perceived discrimination that discourages women.

Significant patterns of horizontal segregation were found, for example,
with regard to the participation of women by scientific field and institutional
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sector. Interestingly, Portugal has a relatively high proportion of researchers in
the higher education sector compared with other European countries; the
percentage of female researchers in Portugal is 45.9, compared with Denmark
(33.5), Finland (42.9), Germany (25.0), Norway (37.6), Sweden (43.7) and is
above the EU 25 (34.0) (European Union (EU), 2010). This high representation of
women researchers in Portugal reflects the high percentage of women as
academics in higher education when compared with other European countries
(Carvalho, 2012).

Vertical gender segregation refers to the unequal position of women and men,
especially within scientific hierarchies. The persistence of the ‘glass ceiling’ or ‘sticky
floor’ for women seeking to progress to senior positions is evident in all occupational
sectors, even those that are dominated by women (CIREM, 2007). The absence of
women in leadership positions is more pronounced in science and technology than in
other areas (cited in CIREM, 2007). Such structural barriers systematically exclude
women from developing their careers in academia. UK research found that ‘although
the picture is slowly improving, women make up 42.6% of the overall academic staff
population, but a much lower proportion (18.7%) are at head of school or professorial
level’ (Barrett and Barrett, 2011, 141). Possible explanations of the gender gap,
according to Hagedorn (1995, 8–9) are that ‘[…] married women have frequently
curtailed their career mobility in favor of their husbands’ career advancement. […]
[which] has been voluntary due to personal constraints […]’ and that some forms of
mobility are highly gendered and ‘present unique challenges to people with personal
and caring responsibilities’ (Ackers, 2010, 83).

In the EU, women constitute the majority of students and graduates in almost all
countries and dominate in education, health and welfare, humanities and the arts,
whereas men dominate in construction, manufacturing and engineering (EU, 2010).

Approximately two-thirds of European countries have gender equality policies
in higher education, but almost all these policies only target women. However,
in Portugal there are no gender equality policies in higher education.

According to the EU (2010), the representation of women as teaching staff
in HEIs declines with every step on the academic career ladder. Nevertheless,
only about a third of the countries have implemented policies to address this problem by
targeting vertical segregation. Cabrera (2009) argues that as the need to compete for
talent increases, organizations are failing to retain highly educated women. While men
and women are entering the workforce at the same rate, their numbers are increasingly
disproportionate as they move up the organizational hierarchy.

The evolution of the gender gap during the stages of an academic career in
EU 25 countries, beginning with enrolment at the basic level of higher educa-
tion (bachelor and master graduates, ISCED 5A) through to the highest academic
position (academic staff Grade A, equivalent to full professor) has been documented
(European Commission, 2006). In 2003, women accounted for 59% of bachelor
and master graduates, but no more than 15% of full professors (CIREM, 2007).
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Moreover, the position of women had not significantly improved between 1999 and
2003.

The proportion of women professors, although consistently low, varies signifi-
cantly across EU countries, from above 20% in Portugal, Romania, Turkey and
Finland, to below 10% in Austria, the Netherlands, Germany, Belgium and Malta.
Therefore, it has been argued that HEIs need to pay more attention to policies and
practices that persist in discriminating against women, particularly at senior levels in
academia (White et al., 2010).

In this context, equal opportunities policies play a vital role, which implies
a change in attitudes and behaviour leading to considerable changes in work
organization, working conditions and the working environment (Commission of
the European Communities, 1993). Promoting equal opportunities is important
because:

Quality in education depends in large part on the quality of the teaching
staff. Gender balance among the staff is critical for promoting gender parity
and equality in access to, and achievement in, education and for creating
a supportive and non-discriminating learning environment for both women
and men.(United Nations, 2010, 65)

Some authors recognize the urgency of gender mainstreaming, described as
‘the (re)organisation, improvement, development and evaluation of policy processes,
so that a gender equality perspective is incorporated in all policies, at all levels and
at all stages, by the actors normally involved in policymaking’ (Kuperus et al., 2008,
56). Thus with gender mainstreaming, a gender equality perspective is taken into
account at all levels in all policy fields.

Academics in Portuguese Higher Education — Differences between
Female and Male Academics

The proportion of female academics (15,364; 43.4%) is lower than the proportion
of male academics in higher education (20,016; 56.6%). Analysing by type of
institution, we can see in Figure 1 that there are lower proportions of women than
men in public higher education (universities and polytechnics). By contrast, in
private higher education, the number of women in polytechnics is higher than the
number of men (2,192 and 1,941, respectively).

Figure 2 shows the distribution of academic staff by age group and sex in 2008;
the age groups with high proportions of academics (men and women) are 30–39 and
40–49. The age groups with fewer academics are <30 and 60 or more years. In the
age groups 40–49, 50–59 and 60 or more years, the number of men is higher than the
number of women. With respect to academics aged less than 40 years, the gender
difference is not significant.
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The distribution of academics by highest academic degree (Figure 3) indicates
significant proportions of academics with the degree ‘Doctor’ (14,205; 40.1%),
following this degree the degree Licenciado (11,217; 31.7%) and ‘Master’ (9,472;

Figure 1. Academics by type of education and sex in 2008 in Portugal.
Source: GPEARI (2010) Docentes do Ensino Superior [2001 a 2008], Lisbon: Gabinete de Planeamento,
Estratégia, Avaliação e Relações Internacionais.

Figure 2. Academics by age group and sex in 2008 in Portugal.
Source: GPEARI (2010) Docentes do Ensino Superior [2001 a 2008], Lisbon: Gabinete de Planeamento,
Estratégia, Avaliação e Relações Internacionais.
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26.8%). There are more academic men than women with the degrees ‘Doctor’,
Licenciado, ‘Bachelor’ and ‘Other’, whereas more women than men have a Masters
degree (4,780 and 4,692 academics, respectively).

The distribution of academic staff by area of education and sex in 2008 show
considerable differences between the disciplines. Higher proportions are from ‘Social
Sciences, Commerce and Law’ (8,510; 24.6%), ‘Engineering, Manufacturing
Industries and Construction’ (6,384; 18%) and ‘Science, Mathematics and Compu-
ter’ (5,305; 15%). The proportion of professors in ‘General Programs’ (23; 0.06%),
‘Agriculture’ (890; 2.5%) and ‘Services’ (1,570; 4.4%) is much lower. With respect
to gender differences, there are higher proportions of men than women in almost all
disciplines, except in ‘Health and Social Protection’ and ‘Education’. The largest
gender difference is in ‘Engineering, Manufacturing Industries and Construction’
(76.2% men and 23.8% women).

In public university higher education in Portugal (Figure 4), the highest proportion
of academics are ‘Assistant Professor’ (6,452; 44.6%), ‘Assistant’ (3,590; 24.8%)
and ‘Associate Professor’ (2,274; 15.7%). At each level, there are more men than
women, except for ‘Reader’. The most significant differences between men and
women are at ‘Full Professor’ and ‘Associate Professor’ level where there are higher
proportions of men than women.

In public polytechnic higher education, the highest proportion of academics are
‘Adjunct Professor’ (4,069; 39.7%), ‘Assistant 2º triennium’ (2,265; 22.1%) and
‘Assistant 1º triennium’ (1,612; 15.7%). There are more men than women at the more
senior levels of ‘Adjunct Professor’ and ‘Coordinator Professor’. In contrast, there

Figure 3. Academics by highest academic degree and sex in 2008 in Portugal.
Source: GPEARI (2010) Docentes do Ensino Superior [2001 a 2008], Lisbon: Gabinete de Planeamento,
Estratégia, Avaliação e Relações Internacionais.
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are more women than men in the lower academic positions ‘Assistant 1º triennium’

and ‘Other’, reflecting the global trend of women being concentrated at lower
academic levels.

In private universities (Figure 5), the highest proportion of academics are
‘Assistant’ (2,687; 41.2%); ‘Assistant Professor’ (1,692; 26%) and ‘Junior Assistant’
(745; 11.4%), and in each of these levels there are more men than women. The
biggest gender differences are in the top academic positions — ‘Full Professor’ and
‘Associate Professor’ — where there is a much higher representation of men.

In private polytechnics, the highest proportions of academics are ‘Assistant 2º
triennium’ (2,064; 49.9%) and ‘Adjunct Professor’ (977; 23.6%). There are more
men than women in the position of ‘Coordinator Professor’. Thus, the difference in
representation of men and women in private polytechnics is less significant when
compared with private universities, public universities and public polytechnics. This
situation is probably due to the lower status of private polytechnics (Reskin and
Roos, 1990; Reskin and Bielby, 2005), and therefore those jobs are less preferred
by men.

Figure 4. Academics in public higher education by academic position and sex in 2008 in Portugal.
Source: GPEARI (2010) Docentes do Ensino Superior [2001 a 2008], Lisbon: Gabinete de Planeamento,
Estratégia, Avaliação e Relações Internacionais.
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Methodology

The data presented here is from a nation-wide study funded by the Foundation for
Science and Technology entitled ‘An Examination of Academic Job Satisfaction and
Motivation in Portuguese Higher Education’. This project was developed in the
Center for Research in Higher Education Policies, University of Porto, and involved
the application and analysis of the results of a questionnaire.

All academics in Portuguese Higher Education — including all sub-groups
(professor, researcher, part-time, full-time) of all institutional type of Portuguese
HEIs (public–private, university–polytechnic) — were invited to fill in an online
survey. The questionnaire was available to all Portuguese academics on the website:
http://questionarios.ua.pt/index.php?sid=19766&lang=pt that was forwarded to
them. A total of 4,529 faculty members participated in the study. The database was
analysed using the Statistical Package for the Social Sciences (SPSS). Statistical
procedures used in this article included descriptive statistics, custom tables, synthetic
indexes created through algebraic transformation (x ̄) and Principal Component
Analysis with a single component. In the social sciences, many different concepts
have been measured using multiple indicators, such as media use, political efficacy,

Figure 5. Academics in private higher education by academic position and sex in 2008 in Portugal.
Source: GPEARI (2010) Docentes do Ensino Superior [2001 a 2008], Lisbon: Gabinete de Planeamento,
Estratégia, Avaliação e Relações Internacionais.
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social trust, political trust, party identification, religiosity, attitudes towards immi-
grants, human values and fear of crime. In order to develop measures for these
concepts, several steps have to be undertaken: (1) The items have to be evaluated on
quality and on equivalence across countries, (2) weights have to be chosen for the
calculation of the composite scores and (3) the quality of the composite scores has to
be determined (Silva, 2011).

The distribution of the respondents by sex was as follows: male 50.7%;
and female 49.3%. There are slightly more men (56.6%) and slightly less women
(43.4%) in academia in Portuguese higher education. This indicates that our sample
had a higher percentage of female respondents compared with the representation
of women in Portuguese higher education. The response rate obtained was
of 12.5%, which is much higher than usual for a study of national dimension and
administered online. The vast majority of the respondents (91.9%) had a partner
(husband/wife) that worked. Moreover, 30.3% of respondents were married to other
academics.

The dimensions of satisfaction in this study were chosen after an extensive
literature review as well as analysis of questionnaires by experts in the area
of academic job satisfaction and motivation. These dimensions were: Teaching
Climate; Management of the Institution/Department/Unit; Colleagues; Non-
Academic Staff (administrative staff, technical and laboratorial staff); Physical
Work Environment; Conditions of Employment; Personal and Professional Devel-
opment; Institutions’ Culture and Values; and Institutions’ Prestige and Research
Climate. Table A1 in the appendix shows each aspect considered for each of these
dimensions.

Survey Results

Differences in job satisfaction between female and male academics

General satisfaction/satisfaction dimensions
Respondents were asked to rate their satisfaction with their jobs, institution,
opportunity to update knowledge, adequacy of skills to their teaching practice
and social prestige of the job. While they were generally satisfied (mean=
6.30), on a scale from 0 to 10, ‘Extremely dissatisfied’ to ‘Extremely satisfied’,
their satisfaction was not very high, that is, it was not close to point 10 on the
scale.

The ‘Custom Tables’ in SPSS indicated that general satisfaction of academics was
similar for women and men, but that men seemed to be slightly more satisfied
(general satisfaction for men was 0.013 and for women the value was 0.006).

Nevertheless, using the test Independent-Samples t-Test, and considering
a significance level of 0.05, we find that the difference between women and men
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was not statistically significant (t (2998.834)=−0.186; p>0.05). This result was
similar to that of other studies in other countries. For example, Ward and Sloane
(2000), Santhapparaj and Alam (2005) and Stevens (2005) found that women
expressed similar levels of satisfaction when compared with men.

When asked if they would advise other people to work in their current and primary
institution, the majority of the academics responded ‘Yes’ (52.9%), but a signif-
icant proportion responded ‘No’ or ‘I don’t know’ (31%). However, 16.1% of the
academic staff did not respond to this question.

The data reveals some gender differences with respect to the question of whether
or not they would advise other people to work in their current and primary institution.
More male than female academics would advise others to teach in their current and
primary institution (51.7% and 48.3%, respectively). Furthermore, more men than
women would not advise other people to work in their institution (54.6% and 45.4%,
respectively). Nevertheless, more women said ‘I don’t know’ or did not respond.
This might suggest that women were more indecisive than men in advising other
people to work in their current and primary institution.

Analysing the synthetic indexes for each dimension of satisfaction, we can verify
that the higher values are in the dimensions ‘Non-Academic Staff (administrative
staff, technical and laboratorial staff)’ (mean=6.3), ‘Teaching Climate’ (mean=6.0)
and ‘Colleagues’ (mean=6.0). In contrast, the dimensions in which academics
expressed less satisfaction were ‘Research Climate’ (mean=4.2) and ‘Conditions of
Employment’ (mean= 4.3) (Figure 6).

These results are consistent with Ssesanga and Garrett’s (2005) conclusion
that academics were relatively satisfied with co-worker behaviour and intrinsic
factors of teaching. Ward and Sloane (2000) found that academics were most
satisfied with the opportunity to use their own initiative, the relationship with their

0 1.0 2.0 3.0 4.0 5.0 6.0 7.0

Research Climate

Conditions of Employment

Management

Personal and Professional…

Physical Work Environment

Institutions' Culture and Values

Institutions' Prestige

Colleagues

Teaching Climate

Non Academic Staff

4.2

4.3

5.3

5.3

5.3

5.7

5.8

6.0

6.0

6.3

Figure 6. Satisfaction dimensions (synthetic indexes).
Scale: 0=Strongly dissatisfied; 10=Strongly satisfied.
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colleagues and the actual work, and were least satisfied with promotion prospects
and salary. In the present study, academics were least satisfied with conditions
of employment and research climate.

Analysing academics’ satisfaction in the dimensions ‘Non-Academic Staff’,
‘Physical Work Environment’, ‘Conditions of Employment’ and ‘Institutions’ Culture
and Values’ by sex using the Independent-Samples t-Test, and considering a sig-
nificance level of 0.05, we can verify that the difference between the satisfaction
of women and men with these aspects was not statistically significant.

With respect to the dimensions ‘Teaching Climate’, ‘Management’, ‘Colleagues’,
‘Personal and Professional Development’, ‘Institutions’ Prestige’ and ‘Research
Climate’ and the degree of satisfaction with these aspects, using the same test, we
conclude that there were statistically significant differences between men and
women. Men (mean=6.1482) were more satisfied than women (mean=6.0121)
with ‘Teaching Climate’; women (mean=5.4210) were more satisfied than men
(mean=5.1321) with the dimension ‘Management’; women (mean=6.1826) were
more satisfied than men (mean=5.9532) with ‘Colleagues’; men expressed more
satisfaction (mean=5.5500) than women (mean=5.1712) with ‘Personal and Profes-
sional Development’; women (mean=5.9437) indicated more satisfaction than men
(mean=5.6011) with ‘Institutions’ Prestige’; and finally, men (mean=4.4818) were
more satisfied than women (mean=4.0807) with ‘Research Climate’.

In short, women were more satisfied than men with management, colleagues and
the institution’s prestige. In contrast, men were more satisfied than women with
teaching and research climate and personal and professional development. A possible
explanation is the considerable challenge for women in balancing work and family.
HEIs still need to address endemic problems relating to work-life balance, the glass
ceiling and the organizational culture (Munn, 2011). Moreover, women need to deal
with marriage, having children, returning to the workforce when the children are
older and the pattern of repeated ‘entrances’ and ‘departures’ from the workforce
and, in this context, the challenges of building a ‘career’ (Bartosz et al., 2006).

Interrelations between career and family — The satisfaction dimension
‘personal and professional development’

The dimension ‘Personal and Professional Development’ includes the aspects
‘conditions you have to balance work and family life’, ‘conditions you have for your
personal development’ and ‘conditions you have for your professional development’.
This dimension is particularly important in the context of an analysis by gender.

Women were slightly less satisfied than men with all aspects of the dimension
‘Personal and Professional Development’. With respect to conditions for professional
development, the mean of satisfaction for men was 5.4 and for women 5.1. The mean
of satisfaction with conditions for personal development was 5.5 for men and
5.1 for women. Finally, the mean of satisfaction with conditions for balancing
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work and family was 5.8 for men and only 5.3 for women. Thus, the most significant
difference between men and women related to satisfaction with conditions for
achieving a balance between work and family.

If in some western European countries high rates of female employment follow
a progressive balance of the status and roles assigned to women and men within
the family group, in Portuguese society, despite some advances, there is still quite
traditional behaviour in relation to supporting the family. In most cases, the care
of children or the elderly and parents is mainly the responsibility of women. It
is therefore necessary to rethink the ways of organizing work in order to provide
a balance between family and professional responsibilities of workers of both sexes.
This is an important theme that has been widely discussed and is enshrined in the
Constitution of Portuguese Republic. Guerreiro et al. (2006) suggest some modalities
required to promote reconciliation between work and family life, including: estab-
lishing care services for children and the elderly; introducing parental leave for
working fathers and mothers; encouraging greater participation of the father in
family life and flexible work arrangements. To help reconcile work and family
responsibilities, some countries and institutions have established shorter work hours
and family-friendly working arrangements such as flexible hours, part-time work,
job-sharing and working from home (United Nations, 2010).

Differences between female and male academics in the academic/professional
context

In this section, we analysed the gender differences that characterize the academic/
professional context, such as academic position, length of contract and working
regime. With respect to academic position (Table 1), in public HEIs males were
dominant in higher academic positions such as full professor and associate professor
(male full professors — 73.5%; male associate professors — 59.4%). Females were

Table 1 Academic position by sex

Female Male

Count Row N% Count Row N%

Academic position
Full professor 35 26.5 97 73.5
Associate professor 146 40.6 214 59.4
Assistant professor 459 48.4 490 51.6
Assistant 326 54.4 273 45.6
Coordinator professor 71 49.0 74 51.0
Adjunct professor 308 54.6 256 45.4
Professor Equiparado (coordinator/adjunct/assistant) 188 51.2 179 48.8
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54.4%; male assistants — 45.6%).
In private HEIs, whose academic positions are coordinator professor, adjunct

professor and professor Equiparado (coordinator/adjunct/assistant), the difference
between male and female academics was not as significant as in public HEIs. It has
been argued that private HEIs are considered of a lower status compared with public
universities (Correia et al., 2002), which can explain the higher representation of
women. Another explanation is that because positions in private HEIs are of a lower
status and lower paid, men tend to seek jobs in public HEIs or in the higher paid
corporate sector and women take their place in the queue (Reskin and Roos, 1990).

Regarding the length of contract by sex (Table 2), more women than men had
contracts of between 1 and 3 years (50.9% and 49.1%, respectively) and more men
than women had contracts of more than 3 years (53.7% and 46.3%, respectively).
The difference between men and women with contracts of less than 1 year was
residual.

Finally, regarding the type of employment by sex, more male than female
academics worked part-time (238 female academics and 267 male academics). The
explanation is probably that men’s work commitments and related employment
patterns are often different to those of woman, despite women’s labour market
participation in numerical terms now being roughly comparable with men’s (Munn,
2011). Moreover, more male academics tend to work part-time in HEIs and also part-
time outside HEIs where they are better financially rewarded. The difference between
men and women with respect to full-time employment is residual.

In private and public universities, there were two significant differences between
male and female academics with respect to type of employment. In public
universities, there were more male than female academics working full-time (57%
and 43%, respectively), while in private universities there were more female than
male academics working part-time (54.5% and 45.5%, respectively).

Regarding general satisfaction by sex and academic position, we can see that in the
top professional position in universities or polytechnic institutes (full professor and
coordinator professor) female academics were more satisfied, whereas at the beginning

Table 2 Length of contract by sex

Female Male

Count Row N% Count Row N%

Validity of the contract
Less than 1 year 170 48.9 178 51.1
Between 1 and 3 years 391 50.9 377 49.1
More than 3 years 741 46.3 860 53.7
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of their professional career female academics were less satisfied. This contrasted with
polytechnic institutes where women were slightly happier than men (Table 3).

With respect to general satisfaction by sex and type of employment, both female
and male academics working part-time were more satisfied than female and male
academics working full-time (Table 4).

Regarding general satisfaction by sex and age groups, the younger group of
academics (both men and women) were the most satisfied (Table 5).

Despite some progress, in several aspects of academic careers women still
experience segregation and inequality, whereas gender equality should mean that

Table 3 General satisfaction by sex and academic position

Index general satisfaction

Mean

Academic position
Full professor Female 7.20

Male 6.93
Associate professor Female 6.25

Male 6.43
Assistant professor Female 6.04

Male 6.12
Assistant Female 6.67

Male 6.83
Coordinator professor Female 6.26

Male 5.89
Adjunct professor Female 6.20

Male 6.01
Professor Equiparado (coordinator/adjunct/assistant) Female 6.36

Male 6.21
No answer Female 6.49

Male 6.59

Table 4 General satisfaction by sex and type of employment

Index general satisfaction

Mean

Working regime
Part-time Female 6.99

Male 7.22
Full-time Female 6.20

Male 6.14
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both men and women have the same opportunities to choose an academic career path
(Webber and Williams, 2008), without being influenced by negative cultural
prejudices or stereotypes. Therefore, segregation is a significant structural obstacle
to women achieving equal economic rights and fair choices with respect to
professional participation.

Discussion and Conclusion

This survey has demonstrated that in public HEIs, male academic respondents
are dominant in higher academic positions such as full professor and associate
professor, while female academics are dominant in lower occupational categories
such as assistant and reader. Second, in private HEIs the difference between male
and female academics with respect to academic positions is not as significant as in
public HEIs. Third, more female academics have contracts of between 1 and 3 years,
whereas more male academics have contracts of more than 3 years. This means that
male academics have more career stability than female academics. Finally, in public
universities there are more male academics than female academics working full-time,
but not in public polytechnics. In private universities, we find that there are more
female academics than male academics working part-time and full-time.

As previously discussed, an important group contributing to the culture of an
institution is the faculty or academic staff. In Portugal, as in other countries, demands
for accountability, recent budget cuts, and control and the knowledge economy have
led to deteriorating academic working and employment conditions (Santiago and
Carvalho, 2008).

Table 5 General satisfaction by sex and age groups

Index general satisfaction

Mean

Age
⩽30 years Female 7.34

Male 7.12
31–40 years Female 6.45

Male 6.34
41–50 years Female 6.09

Male 6.26
51–60 years Female 6.10

Male 6.33
⩾61 years Female 6.82

Male 6.31
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In this context, women still experience difficulties in building academic careers.
The literature on gender and academic careers is sparse in the Portuguese context as
Carvalho and Santiago (2010, 239) emphasize:

While gender issues are of general concern, less attention is paid to their
influence on women entering academic careers. In Portugal, this topic is almost
entirely absent from research on higher education, even if it is important for
gender equity and for the democratization of the academic profession in
Portugal.

This survey of men and women in academia in Portugal has demonstrated the
continuing vertical and horizontal segregation of women academics. It has also
demonstrated that women are less satisfied with their working lives and the pressures
of balancing academic workloads with other responsibilities. It can therefore be
concluded that both men and women were satisfied, but not very satisfied with their
academic careers. However, gender differences did emerge in relation to advising
other people to work in their current and primary institution, where women appeared
to be more indecisive than men. This indicates that women may be less self-confident
in advising others, possibly due to the fact that they are themselves having a difficult
path in building their professional career. High satisfaction rates were indicated by
both female and male academics in relation to non-academic staff (administrative
staff, technical and laboratory staff), teaching climate and colleagues. This suggests
that they enjoy teaching and consider that they have sufficient administrative support
to effectively carry out their roles. One important finding was that both female and
male academics were less satisfied with research climate and conditions of employ-
ment across all sectors in HEIs. With Portuguese HEIs currently facing deteriorating
financial support and managerial controls, this may have an impact on the two
dimensions in which academics reveal less job satisfaction.

Other gender differences emerged with female academics being more satisfied
than male academics with management, colleagues and the institution’s prestige,
while male academics were more satisfied than female academics with teaching and
research climate and with personal and professional development. Despite the
expansion of Portuguese higher education which was accompanied by feminization,
there are still few women in management positions. It appears from other studies that
women dedicate more time than male colleagues to their family and therefore do not
develop high expectations concerning management roles (Carvalho and Machado,
2011). This can also explain why women have less time to do research. Moreover, as
universities and polytechnics are male dominated, lower satisfaction of women in
research and teaching may reflect their difficulty in accessing men’s networks
(Carvalho et al., 2012). Thus women’s lower satisfaction levels with teaching
and research climate and with personal and professional development are a clear
indicator of how they respond to an organizational context that shapes and reshapes
gender identities in HEIs (Ely and Padavic, 2007).
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Significant gender differences emerged in relation to the personal and profes-
sional development of academics. Female academics were less satisfied than male
academics with all aspects of the dimension ‘Personal and Professional Develop-
ment’, but the biggest difference was in relation to satisfaction with conditions for
balancing between work and family. This indicates that policymakers in Portuguese
HEIs need to consider implementing parental leave policies that will enable women
academics to achieve better work/life balance.

Differences in representation between academic women and men in public and
private universities and polytechnics in Portugal reflect the relative status of these
institutions: the higher the status, the higher the representation of men in senior
positions. Conversely, the lower the status, the more likely men will seek employ-
ment elsewhere, leaving women to take their place in the job queue (Reskin and
Roos, 1990; Hagedorn, 1995).

Therefore, this data needs to be carefully examined by institutional leaders and
policymakers in order to promote academic satisfaction because, as Silva (1998)
argues, being in the market today requires a permanent evaluation of competitive
ability. Competition requires job satisfaction that may create more productive
academics and provide impetus for social change. The urgent imperative is to open
up new possibilities for women’s career aspirations to move beyond traditional
stereotypes, relating to work-life balance, the glass ceiling and the culture of HEI
workplaces (Hagedorn, 1995; Hughes, 2011; Munn, 2011).

In this context, a set of concrete initiatives aimed at improving the professional
conditions of women in academia and the development of equal opportunity policies
need to be implemented. For instance, regulations to allow women and men to share
parental leave are required, similar to those in Sweden (White, 2011). Other measures
might include flexible work arrangements, flexible hours, working from home
and also more support for women on maternity leave to transition back to work.
Additional measures might be greater availability and acceptance of part-time work
for men and women in academia to enable them to combine work and family. Dual
careers are now often the norm and universities need to adjust their personnel policies
and working conditions to reflect this reality (Dubach et al., 2012).

There have been some improvements in recent years in academic careers in
Portuguese higher education. However, unless HEIs address dual careers, flexible
working arrangements and part-time work, they will not be able to attract and retain
top academics that will increasingly move to institutions — and countries — that
provide the working conditions they require.
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Appendix

Table A1 Dimensions of satisfaction

Teaching climate With the distribution of teaching service for teachers of your
department/organizational unit
With the recognition from your peers
With teaching facilities (e.g., classrooms, laboratories, etc.)
With the behaviour of your students in class time
With training of students
With the results of your work as a faculty member
With your degree of autonomy in your teaching practice
With class sizes
With the organization of schedules

Management of the institution/
department/unit

With those in top management positions in your institution
With those in top management positions in your department/
organizational unit
With communication with managers
With the management’s response to faculty needs
With the ability of those in positions of management to
innovate
With the time that those in management positions take to
respond to the needs of faculty

Colleagues With the skills of faculty of your department/organizational
unit
With the scientific quality of the faculty of your department/
organizational unit in comparison with faculty of other
similar institutions
With the pedagogic quality of the faculty of your
department/
organizational unit in comparison with faculty of other
similar institutions
With the interaction between faculty members of different
courses
With the cooperation with colleagues from different
departments/units
With the openness to change shown by faculty of your
department/organizational unit
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Table A1 continued

Non-academic staff (administrative staff,
technical and laboratorial staff …)

With the cooperation of administrative staff in your institution
With the cooperation of technical-lab staff in your institution
With the performance of non-academic staff in your institution
With the adequacy of the number of non-academic staff to the
amount of existing work

Physical work environment With the quality of the office
With the adequacy of laboratory equipment to your needs
With the adequacy of computer facilities to your needs
With the adequacy of reviews and books in your institution to
carry out your work
With food service (restaurant/bar/canteen)
With the cleanup of the institution
With the equipment available to faculty and their families
(e.g., gym, nursery, living spaces …)
With the existence of an area to monitor the students
(e.g., ask questions)
With the fact that you have to share the office
With the existence of space/s to hold meetings
With the size of classrooms
With the availability of parking for faculty

Conditions of employment With your remuneration
With the career opportunities
With job security

Personal and professional development With the conditions you have to balance work and family life
With the conditions you have for your personal development
With the conditions you have for your professional
development

Institutions’ culture and values With the academic freedom you have
With the participation of faculty of your institution in
decision-making processes
With the ability to innovate in your institution

Institutions’ prestige With the prestige of your institution
With the international partners of your institution
With the national partners of your institution
With the efforts of your institution to improve its image

Research climate With the time you have to do research
With the recognition by the institution of your research work
With the financial resources to do research
With the logistical conditions to do research
With your research outputs
With the degree of internationalization of your research work
With the opportunities you have to do research
With your number of publications/presentations

General satisfaction With your job
With your institution
With the opportunity you have to update knowledge
With the adequacy of your skills to your teaching practice
With the social prestige of your job
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