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Introduction

The purpose of Tallinn University (hereinafter TLU) Plan for Gender Equality and Equal
Treatment is to increase awareness of gender equality and implement effective measures to ensure
equal opportunities and treatment for everyone at the University. The Plan is based on the
legislatively state regulated principles of equal treatment and gender equality, Code of Conduct
for Research Integrity, as well as EU Commission Guidance and the strategic targets set out in the
Welfare Development Plan 2023-2030. Arising from the mission and vision formulated in the
University Development Plan, TLU is committed to ensure equal opportunities and a supportive

and amicable operative environment for all employees and students regardless of their gender and
gender identity, sexual orientation, nationality and ethnic origin, race, religion and belief,
disability, age, pregnancy and parenthood or marital status. We are convinced that only through
equal treatment, equal opportunities and positive attitude, we will achieve that all groups and
individuals can give their best according to their abilities and wishes; therefore, we set an objective



of introducing zero tolerance towards any kind of unequal treatment, discrimination and
harassment.

The Plan focuses on several key areas where gender inequality or unequal treatment on any other
grounds may occur within the context of working as well as teaching and learning. It is essential
for TLU to create work and study culture free of discrimination with zero tolerance towards
unequal treatment and harassment.

Recruitment and remuneration

It is important to ensure equal opportunities to everyone in the process of selecting and recruiting
employees, and on the career paths. Regulations governing employment relationships and
remuneration in Tallinn University follow the principle of equal treatment (e.g. clause 2.2. of the
TLU Remuneration Regulations sets out that the principle of the equality of employees is adhered
to in the process of remuneration) and determine clear criteria applicable to the human lifecycle
(e.g. parental leave, conscription service), on the basis of which decisions concerning recruitment
and remuneration are made. As far as remuneration of work related to projects is concerned, the
principles of the Code of Conduct for Research Integrity agreement are taken as the basis, stating
that researchers distribute their resources economically, unselfishly and fairly. Depending on the
situation, it may indicate to equal treatment of all participants or special treatment based on
justified needs’

The specificity of Tallinn University lies in the fact that the share of women is significantly higher
than the share of men in the collective as a whole as well as among academic employees. Women
constituted 69.3% of all employees as of September 2024, and 62.6% of academic employees.
The reasons for this trend lie in the discipline-specific main foci and cultural context of
universities: humanities, social sciences and education are often deemed to be “soft” domains,
more suitable for women. Such attitudes are reflected in the minds of both, men and women.
Additionally, the factors may include gender imbalance in Estonian higher education — the ratio
of women who attain the level of higher education is significantly higher than that of men? — and
insufficient funding of higher education that reproduces structural inequality based on the aspect
of gender. Teaching is stereotypically considered a feminine field of activity, therefore often less
financed in comparison with other fields)>.

" Juurik, M., et al. 2023. Estonian Code of Conduct for Research Integrity. Centre for Ethics, University of
Tartu 2017, revised reprint 2023

2 OECD. 2021. Education at a Glance 2021: OECD Indicators, OECD Publishing, Paris.

3 Urmann, H., et al. 2020. Soolise vérddiguslikkuse hetkeolukord ja parandamise viisid Eesti teaduses.
Tartu: Centre for Applied Social Sciences (CASS).



The proportion of all TLU employees by salary grades as of 30.09.2024
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The proportion of TLU academic employees by positions/career levels as of 30.09.2024
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Gender pay gap in Estonia is relatively big (13.1% according to the data of Statistics Estonia of
2023) which is why the University considers it important to monitor gender pay gap. Even though
the gender pay gap at the University is considerably lower as compared to the Estonian average
but when comparing the actual salary of men and women across all academic positions, the gender
pay gap is about 4.6% in favour of men (as of September 2024). The goal is to balance
remuneration and career paths to promote equal gender representation in academic and
professional development.




Gender pay gap as compared to average main wages by salary grades as of 30.09.2024
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Gender pay gap as compared to average main wages by positions/career levels as of 30.09.2024
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TLU has taken steps to collect and analyse data in a manner which enables better understanding
of how and why gender distribution as well as age distribution vary in different positions and
career levels and by salary components. An overview is available on the University’s webpage
University in Numbers in the section Staff and the Action Plan focuses on making salary statistics
more transparent within the coming year. Special attention is paid to situations where the gender



pay gap at a comparable salary level and considering the average wages of people employed in
the same field is higher than 5%.
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Reconciliation of work and family life

An important area that TLU as an employer pays attention to is the reconciliation of work and
family life. Studies indicate that women’s family-related burden of care labour is bigger which




reduces their opportunities in scientific career and has an impact on gender equality*. In addition,
teaching and research frequently means working at unconventional times, such as evenings and
weekends, which makes it difficult to reconcile work and family life. TLU rules regulating
employment relations consider the time spent on pregnancy and maternity leave, parental leave,
conscription service or alternative service. By the abovementioned time periods, the time limits
for, e.g. completing a career level, period of assessing previous work results, evaluation period,
period of using the sabbatical leave, etc. are extended. As the regulations emphasising equal
treatment might not completely ensure that unequal treatment following historically developed
attitudes and stereotypes will not occur in practice, it is important to monitor the processes related
to the movement on the career path and to intervene, where necessary.

In 2024, the new principles of calculating the work load of academic employees were agreed upon
and established which uniformly apply to all academic units and will come into effect in
September 2025. After the uniform principles were established the creation of an information
system was started for calculating the work load and making it more transparent, thus enabling to
monitor how the system of calculating the work load functions. As a result, the agreements made
between the superior and the employee concerning the work load will not only be information
shared between them but it will be possible to analyse the information from different angles,
including the comparison of work load by gender.
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The information The information about | Human Strategy December
system for calculating | the work load of Resources Office, 2025
the work load is used | academic employees is | Manager Academic
throughout the available, comparable Affairs Office,
University. and can be analysed. Research
Administratio
n Office, IT
Office,
academic units

4 See e.g. Winslow, S., ja S. N. Davis. 2016. "Gender inequality across the academic life course.".
Sociology Compass 10 (5): 404-416; Rivera, L. A. 2017. "When two bodies are (not) a problem: Gender
and relationship status discrimination in academic hiring.". American Sociological Review 82 (6): 1111-
1138; Diezmann, C., ja S. Grieshaber. 2019. Women Professors: Who Makes it and How? Springer;
European Commission. 2019. She Figures 2018. Luxembourg: Publications Office of the European
Union.

S Petersen, T., A. M. Penner, ja G. Hagsnes. 2014. "From motherhood penalties to husband premia: The
new challenge for gender equality and family policy, lessons from Norway." American Journal of
Sociology 119 (5): 1434-1472; Williams, J., K. W. Phillips, ja E. V. Hall. 2014. Double jeopardy?: Gender
bias against women of color in science. Hastings College of the Law.
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Equal gender representation in management and decision-making processes

Looking at the TLU management structure by gender representation, it appears that the
representation of men and women corresponds to the gender structure of the University staff. This
means that in the decision-making bodies and positions of managers, the share of women is
predominantly higher, whereas in the University Council which deals with economic matters, the
representation of men is bigger. First and foremost, it is necessary to create an environment to
facilitate the gradual change of attitudes to ensure equal representation of men and women at all
levels and therefore one of the goals for the coming years is the gender balance in candidate lists
for the elected positions. Though the competence of the candidates is the most important factor in
the selection process, the less represented gender should be considered for the positions in case
the candidates are equally strong but have different gender.

Action Plan 2025-2027
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Organisational culture and conflicts

TLU has taken important steps to improve the organisational culture, for example, joining the
Estonian Code of Conduct for Research Integrity agreement and the implementation of good
academic practice in TLU. At the same time, it is important to continue with preventive measures
to ensure equal treatment and gender equality with the focus on awareness-raising activities and
trainings. The University has created a transparent and fair system that enables to process cases
of discrimination and harassment as well as those of bullying. It is also essential for Tallinn
University to create and maintain an amicable environment for studying, teaching, research and
work for all University members. In order to achieve this, we rely on the principles of restorative
justice with the purpose of creating and maintaining friendly and collaborative working and
studying environment. The goal of restorative justice is to restore the balance between the
community and individuals by offering possibilities for assuming responsibility, repairing
damages and restoring relationships and trust. Restorative approach thus relies on the idea that the
organisation is stronger and more sustainable when its members collaborate and support one
another.
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Integrating the gender perspective into research and studies

TLU has researchers and research groups conducting high-level research in the field of gender
studies and more generally on the topics of equal treatment. A NGO The Estonian Women’s
Studies and Resource Centre has operated in the rooms of TLU for more than 20 years, and all
students and academic staff of the University can use its library. Increasing the visibility of the
works of women researchers and scientists and raising broader awareness on the topic of gender
equality help foster equality in the academic learning and research environment. Improving the
study programmes and study materials, having the gender issues in mind, is also an important step

in promoting equality.
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SUMMARY

TLU Plan for Gender Equality and Equal Treatment provides a comprehensive network with
the aim of creating a work and study environment and University culture which supports the
equality and integrity of all its members regardless of their gender, nationality, age, beliefs or
any other traits. The Plan focuses on key areas where unequal treatment may occur and aims to
set out concrete goals in each area and appoint leaders and deadlines. The Plan has been
compiled in the knowledge that the promotion of equal treatment is an ongoing process and by
taking small steps greater results can be achieved, thereby acknowledging that the successful
implementation of the Plan lies with all University members.

An overview of the implementation of the Plan for Gender Equality and Equal Treatment is to be
provided annually to the Senate and the most important activities and results related to gender
equality are presented in the Annual Report.



