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What was the challenge?
The gender gap in academic careers is still
persistent. International studies and experiments have revealed well-established and
powerful assumptions and stereotypes
that influence our actions. A guide for academic appointment committees and panels
shows examples, how gender bias works.
We need to know, how gender bias works,
in order to overcome the gender gap.
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6. Compatibility of family and work
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8. Summary

women

Women are factors of uncertainty, men are guarantors of success

Foreword

The compatibility of family and work is a women’s issue

