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6. NORDIC EUROPE
REGIONAL TRENDS IN STUDY’S FINDINGS

Overview of the Region
The region of Nordic Europe includes four nations in this study:  Denmark, Finland, Norway 
and Sweden.  Together, these nations have a population of 24.8 million people and are 
similar politically, economically and culturally. The four countries have a high level of 
literacy and a high level of newspaper readership, though Internet use as a news source is 
challenging older media formats. 

All of the Nordic countries have well-developed media systems and correspondingly high 
degrees of press freedom, with most sharing the global ranking of 1st (out of 175) among 
nations.  Women enjoy 100% literacy, their life spans extend into their mid 70s, and they 
are near parity with men in national elective office. 

Women also enjoy strong measures of equality in other ways, with the notable exception 
of pay equity, where women in all of the Nordic nations still lag behind men.  Gender 
legislation in the region’s nations has sought to address this by requiring larger companies 
to monitor salaries for men and women on a regular basis to determine whether salary 
differences are directly or indirectly associated with gender. Current reports show a high 
degree of equality in pay between men and women, with only a small percentage of 
difference due to gender disparity.  With specific respect to journalism, pay differences 
between men and women may be due to age differences and job longevity rather than 
discrimination.  Most women in journalism fields in the region are relatively young.

Denmark ranks 43rd, Finland 47th, Norway 27th, and Sweden 41st  in terms of pay equity. 
These facts provide an important context within which to evaluate the data collected for 
the Global Report study. Individual nation reports specify relevant laws on gender equity 
and discrimination that specifically help to explain the study’s findings in the national 
context.

Thirty-two Nordic news companies, including 22 newspapers, 6 television stations and 4 
radio stations, took part in the study (See Table 6.1.1).  

Table 6.1.1. Media participation in study, by nation, in Nordic Europe.

Nation Newspapers TV Stations Radio Stations N

Denmark 5 1 1 7

Finland 6 2 1 9

Norway 5 1 1 7

Sweden 6 2 1 9

Totals 22 6 4 32
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Definition of Terms
The study used standardized definitions for occupational levels and terms of employment 
for all nations.  Table A provides the definitions for occupational levels that will be referred 
to for each nation, and Table B provides definitions for terms of employment.  These will 
be referred to in all findings presented in the report.

Table A.  Definitions for occupational levels.

Occupational level Definition

Governance Members of the governing board who vote on the most important decisions on policy and 
finances for this specific company.

Top-level Management Report to board of directors.  Includes the very top administrators, for example, Publisher, Chief 
Executive Officer (CEO), Director General (DG) and Chief Financial Officer (CFO).

Senior Management Report to top-level managers.  For example, Director of News, President of News, Editor-
in-Chief, Managing Editor, Executive Editor, Director of Human Resources, Director of 
Administration, Bureau Chiefs, and similar titles.

Middle Management Report to senior management.  For example, Senior Editor, Chief of Correspondents, Design 
Director, Creative Director, and the more senior staff in Human Resources and Finance.

Senior-level Professional Professionally qualified.  Report to senior-level management, e.g., senior writers, editors, 
anchors, directors, producers, researchers, reporters, correspondents.

Junior-level Professional Professionally qualified. Report to middle-level management, e.g., junior/assistant writers, 
producers, directors, anchors, reporters, sub-editors, correspondents, production assistants.

Production and Design In print: graphics designers, photographers, illustrators. 
In broadcast: scene designers  and construction workers, graphics designers, wardrobe 
designers, makeup artists, film/video editors  

Technical Professional Those who do specific technical work. For example, camera, sound and lighting technicians.

Sales, Finance & Administration Marketing, sales, public relations, specialists, accountants, human resource staff, clerks, 
secretaries.

Other Includes job titles not included elsewhere.

 
Table B.  Definitions for terms of employment.

Terms of Employment Definition

Full-time regular Persons who work full time and are on the regular, continuing payroll of the organization

Part-time regular Persons who work less than full time and are on the regular, continuing payroll of the 
organization.

Full-time contract Persons who work full time on a fixed-term contract arrangement

Part-time contract Persons who work part time on a fixed-term contract arrangement

Freelance Persons paid per contribution (such as stories, footage, artwork, etc.) at the present moment.

Other terms of employment Arrangements not covered by the above.

 
Sources of background information
National reports include certain background information to provide context for 
understanding the findings from the study.  

Details about the societies and people (e.g., demographics, language, status of women 
and media systems) were obtained from authoritative databases, and, in some cases, from 
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local researchers in the study.  Rankings on press freedom were obtained from the 2009 
report of the World Press Freedom Index, published by Reporters Without Borders, which 
evaluated 175 nations using multiple criteria.  

Literacy rates, life expectancies and rankings for women in national office and for pay 
equity were obtained from the 2009 Global Gender Gap Report, published by the World 
Economic Forum.  This study considered statistical measures of women’s status in 
education, literacy, health, longevity, income and other areas for 134 nations.

Findings of the Study
Together, the 32 news companies in Nordic Europe employ approximately 7,300, 
including 3,147 women and 4,098 men (See Table 6.1.2).  Overall for the region, women’s 
representation in the profession is approaching parity with men.

Occupational status by gender
Women have access to jobs at all levels of the newsroom in the Nordic companies 
surveyed.  In two levels, they are nearing parity with men, and in one level they surpass 
men.

Women are nearing parity (43.3%) in the senior professional level (e.g., senior writers, 
editors, reporters, producers and researchers), a level where more than half the workforce 
is found in the Nordic newsrooms surveyed. Women are also nearing parity (42.6%) in 
middle management (e.g., chief of correspondents, senior editors).  However, variations 
exist within individual nations, e.g., Denmark and Norway both have many fewer women in 
the senior professional level (34% and 35%, respectively) than Finland and Sweden (51% 
and 49%, respectively).  

Table 6.1.2.  Numbers and percentages of employees in the Nordic Europe region by gender and occupational level.

Occupational level # Men % Men # Women % Women

Governance 110 64.3 61 35.7

Top-level Management 120 63.2 70 36.8

Senior Management 142 63.7 81 36.3

Middle Management 406 57.4 301 42.6

Senior-level Professional 2152 56.7 1643 43.3

Junior-level Professional 337 60.5 220 39.5

Production and Design 407 59.5 277 40.5

Technical Professional 93 75.6 30 24.4

Sales, Finance & Administration 218 35.3 400 64.7

Other 113 63.8 64 36.2

Totals 4,098   3,147  

 
Women represent more than a third (35.7%) of those in governance, i.e., membership 
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on boards of directors.  This finding includes all of the nations except Denmark, whose 
companies provided no information in this category or for top-level management.

Women are also more than a third of those in top management and in senior management 
(36.8% and 36.3%, respectively), as shown in Table 6.1.2%.  Still a way from parity with 
men, these figures represent moderate representation at the upper levels of the news 
hierarchy in the companies surveyed.  Of course, variation is found among the nations.  
While Danish companies provided no data on women in governance or top-management 
levels, companies surveyed in Finland, Norway and Sweden show more than a third in 
these categories.

Only in the lower administrative levels of sales, finance and administration do women 
dominate in the Nordic region.  

Annual salaries by occupational status and gender.
Nordic news companies participating in the study provided a fairly robust amount of data 
on salaries, particularly in the middle-range occupations where most of the journalistic 
workforce is employed.  

The study found that men appear to be paid more than women at every occupational level 
except in the junior professional and in the production and design levels, where salaries are 
similar or a bit higher in both the average low and average high ranges. One explanation 
for the difference in salaries is that women in the journalism profession in the region are 
usually younger than the men, and senior professionals usually receive higher salaries due 
to more experience. 

In the senior- and middle-management levels, men’s and women’s salaries are similar in 
the average low range, but men make considerably more in the average high ranges.  

In top-level management, men’s salaries are higher than women’s at both low and high 
average ranges.  

It bears noting that national legislation across the region requires larger companies to 
monitor salary differences on a regular basis to determine whether pay differentials 
between men and women are directly or indirectly associated with gender. Current 
reports on salary associated by gender in media companies show that only a very small 
percentage of the wage differences are due to gender.



NORDIC EUROPE • 313

Table 6.1.3. Annual salary by occupational status and gender in Nordic Europe. (N=number of companies responding)

Occupational level Avg. Low 
Salary Men

N Avg. High 
Salary Men

N Avg. Low 
Salary Women

N Avg. High 
Salary Women

N

Governance  $332.74 1  $998.22 1  $33.27 1  $665.87 2

Top-level management  $122,676.86 9  $158,353.19 9  $84,995.57 7  $105,512.08 8

Senior-level management  $115,089.61 23  $168,642.17 22  $112,144.54 17  $109,239.20 16

Middle management  $58,227.84 23  $90,432.08 22  $59,498.00 22  $84,539.80 21

Senior-level professional  $41,973.92 27  $86,487.52 27  $41,012.73 27  $71,230.66 27

Junior-level professional  $23,977.31 3  $51,794.05 3  $22,352.32 3  $57,816.12 3

Production & design  $41,982.04 20  $58,837.22 19  $41,970.29 19  $55,236.32 19

Technical professional  $44,391.61 10  $65,748.03 8  $38,233.30 5  $53,736.94 5

Sales, Finance & Administration  $39,097.46 10  $68,736.41 10  $33,408.30 12  $58,029.34 11

Other  $38,831.57 7  $98,136.86 7  $26,936.21 5  $38,590.51 5

 
Terms of employment by gender
The vast majority (4,535, or 73%) of Nordic journalism employees – both men and women 
– represented in the study have full-time, regular employment.  However, women account 
for considerably fewer than men in this category (41.2%).  By contrast, women make 
up the vast majority of those in all other categories – about 15% of the total journalism 
workforce in the Nordic region.  

Table 6.1.4.  Terms of employment by gender in Nordic region news companies.

Terms of Employment # Men % Men # Women % Women

Full-time, regular 2665 58.8 1870 41.2

Part-time, regular 48 28.7 119 71.3

Full-time, contract 125 35.1 231 64.9

Part-time, contract 4 33.3 8 66.7

Freelance 69 57.5 51 42.5

Other 524 51.9 486 48.1

Totals 3,435   2,765  

 
Gender-related company policies
Most of the Nordic nations have extensive laws against discrimination and that especially 
promotes gender equality at the workplace and aims for people to be able to combine 
employment and parenthood. Yet institutional practices allow men to prevail within the 
news industry.  

Just over half (57%) of the companies surveyed have policies on gender equality, and 
about half (49%) have policies on sexual harassment.  

However, all have adopted policies on maternity and paternity leave, and they also assure 
women return to the same jobs as before maternity leave. 



314 • NORDIC EUROPE

In addition, 12% of companies surveyed offer child-care assistance.  Workplace policies 
on child care supplement the child care for children provided by local governments.  In the 
Nordic countries, these services are based on the principle that all children have a right to 
care, which should be offered where the child lives, not where their parents work.  

Among companies surveyed, one Norwegian media company operates a preschool that is 
actually financed by the local community. Three additional cases come from Finland where 
some companies offer extra child care apart from that offered by the local government; 
for example, nanny services are provided if a child gets sick and the journalist has to be at 
work. 

Table 6.1.5.  Gender-related company policies in Nordic region.

Company Policies % Yes % No N

Has a policy on gender equality 57 43 32

Has a policy on sexual harassment 49 51 31

Has a policy on maternity leave 100 0 32

Has a policy on paternity leave 100 0 32

Do women get same jobs back 100 0 32

Offers child-care assistance 12 88 32

Offers educational training-women 94 6 32

 
Summary
The Nordic region has been strongly shaped by active labor movements and legislative 
histories that provide an unusually well-developed system of laws and other mechanisms 
for women’s equality in the workplace.  Understanding the findings from this study 
requires consideration of these macro-level factors.

The 32 Nordic companies participating in the study together demonstrate a relatively high 
degree of gender equality at the occupational level.  Women are nearing parity with men 
in the news reporting and production occupations of newsrooms, and they have moderate 
(above a third) representation in the management and governance levels.  The last of these 
– women’s participation at the top of companies – was possible to determine in all nations 
except Denmark, which provided no information in this category.

The great majority of the journalistic workforce, both men and women, in the Nordic region 
has secure employment, holding regular, full-time jobs with benefits.  Still, men benefit 
somewhat better than women, both in the full-time category and in most other categories 
of less-secure employment.  These include part-time and contract employment, both of 
which include larger numbers of women.

Study findings might suggest that Nordic news company policies show an uneven 
commitment to gender equity.  For example, about half of the companies surveyed have 
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adopted gender equality and sexual harassment policies.  In fact, national laws provide 
strong prohibitions of discrimination based on gender, including sexual harassment, and 
some companies have not adopted separate guidelines.

Similarly, the wide availability of publicly funded child-care facilities explains why few 
companies provide additional support for these.  Companies uniformly comply with 
national laws by specifying maternity and paternity policies, including returning women to 
their former jobs after maternity leave.
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DENMARK
Overview of Nation
Denmark, located on the peninsula at the northernmost tip of Western Europe, also 
comprises many small islands, including the Faroes and Greenland in the Baltic and North 
Seas.  The nation’s 5.46 million people are nearly all of Danish ancestry, with a smaller 
number of immigrants from other nations and their descendents. Danish is the official 
language, with English as a predominant second language in schools, and a few additional 
languages (e.g., German, Faroese and Greenlandic) spoken in some areas.  

Danes are avid consumers of news, aided by wide availability of both electronic and print 
publications.  In addition, all newspapers have regularly updated online versions for regular 
subscribers.  Broadcast and other electronic media are regulated by the independent Radio 
and Television Board, which licenses broadcast stations, and monitors legal obligations and 
public interest requirements.  The nation’s public broadcast system operates two television 
networks, funded through license fees.  Commercial stations are available through cable 
and satellite.  The nation’s long commitment to open communication is evidenced in its 
global ranking of 1st (among 175 nations) in freedom of the press.

The status of women in Denmark is among the highest in the world. Women’s literacy rate 
is 100% and they have a life expectancy of 71 years.  Danish women enjoy a high degree 
of equality with men politically, ranking 8th among nations in the number of women in 
national elective office.  Economic equality has been harder for women to achieve.  

The nation passed a consolidated labor law mandating equal treatment of men and women 
in employment in 1998, yet the nation ranks only 43rd today in women’s wage equality.  
The law allows women up to 4 weeks of leave before childbirth and 14 weeks after birth. 
Men are allowed two weeks’ leave during the first 14 weeks after birth. Beyond, parents 
can share 32 weeks of leave. But only 32 weeks of this is with allowances from the state. 
Furthermore, most Danish journalists are paid full wages during maternity and paternity 
leave, part of the union agreement.  Denmark has a wide range of possibilities for child 
care, provided by the authorities. Children can be looked after by professionals by the age 
of 6 months.  

Study Findings
Seven news companies, including 5 newspapers and 2 television stations, participated in 
the study.  Together, these companies employ just over 1,500, including 551 women and 
986 men.  

Occupational status by gender
Men outnumber women in the companies surveyed by nearly 2:1.  Researchers were 
not able to obtain information on employees that fit within a number of the study’s 
job descriptions (See Table 6.2.1).  It is therefore not possible to compare gender 
representation in the key decision-making roles of governance and top-level management, 
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or for the creative and support roles in the categories of technical professional or for sales, 
finance and administration (See Table 6.2.1).  

Job classifications within the Danish companies surveyed fall primarily into the 
management and professional levels, with a few in production and design.  In most cases, 
women’s representation is just over a third.  This is moderate representation but well under 
parity with men.

Women represent 37% of those in senior management, a higher level of responsibility that 
includes presidents of news, editors-in-chief, and news directors.

Women are 35.7% of those in middle management, which includes chief correspondents, 
design directors and others overseeing news-making functions.

Among junior professionals (e.g., assistant-level writers, sub-editors, correspondents and 
anchors), women are 38.3%.

Women represent just over a fourth (28.6%) of those in production and design, e.g., 
photographers, graphic designers and video editors.

Table 6.2.1.  Numbers and percentages of employees in Denmark by gender and occupational level.

Occupational level # Men % Men # Women % Women

Governance 0 0.0 0 0.0

Top-level Management 0 0.0 0 0.0

Senior Management 34 63.0 20 37.0

Middle Management 108 64.3 60 35.7

Senior-level Professional 515 65.8 268 34.2

Junior-level Professional 324 61.7 201 38.3

Production and Design 5 71.4 2 28.6

Technical Professional 0 0.0 0 0.0

Sales, Finance & Administration 0 0.0 0 0.0

Other 0 0.0 0 0.0

Totals 986   551  

 
Annual salaries by occupational status and gender
Data for salaries from Danish companies was sparse, making it difficult for a reliable 
comparison of women’s and men’s compensation (See Table 6.2.2).  

Findings show that women may be paid substantially more than men in both middle and 
senior management levels.  Men’s and women’s salaries appear to be more similar at other 
occupational levels.  
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Again, the data offer only a glimpse of a few companies and suggest the need for 
additional research to obtain a more complete picture.

Table 6.2.2.  Annual Salary by occupational status and gender at Danish news companies.  
(N = Number of companies answering question.)  [Missingdata resulted from insufficient information to calculate.]

Occupational level Avg. Low 
Salary Men

N Avg. High 
Salary Men

N Avg. Low 
Salary Women

N Avg. High 
Salary Women

N

Governance

Top-level management

Senior-level management  $78,174.67 3  $161,630.67 3  $108,688.00 1  $213,395.00 1

Middle management  $62,263.50 4  $88,818.75 4  $83,175.67 3  $115,761.00 3

Senior-level professional  $51,496.80 5  $93,169.20 5  $52,398.60 5  $87,113.40 5

Junior-level professional  $32,163.68 2  $54,243.68 2  $33,211.63 2  $59,474.50 2

Production & design  $54,895.00 1  $82,053.00 1  $59,113.00 1  $79,081.00 1

Technical professional

Sales, Finance & Administration

Other  

 
Terms of employment by gender
Most (about two-thirds) of the Danish journalists, both women and men, represented 
in this survey enjoy full-time regular employment (See Table 6.2.3).  Nearly all of the 
remainder is employed in some “other” arrangements than regular or contractual work.  
Such jobs are typically seasonal or project hires, or pay-per-item arrangements.  Women 
are just over a fourth (29.4%)  in this category.

Table 6.2.3.  Terms of employment in news companies in the Nordic region.

Terms of Employment # Men % Men # Women % Women

Full-time, regular 491 63.7 280 36.3

Part-time, regular 2 25.0 6 75.0

Full-time, contract 1 100.0 0 0.0

Part-time, contract 0 0.0 0 0.0

Freelance 0 0.0 0 0.0

Other 207 70.6 86 29.4

Totals 701   372  

 
Gender-related company policies
None of the Danish news companies indicated having policies on gender equality, sexual 
harassment or child-care assistance.  The first two of these are covered by national law, 
rather than individual workplace policy.  

All participating companies have policies on maternity and paternity leave, which comport 
with requirements of national law.  
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All indicated having additional policies that return women to the same jobs as pre-maternity 
leave, and they provide educational training toward women’s advancement.  None of the 
companies offers child care, a service publicly funded and available in local communities.

Table 6.2.4.  Gender-related company policies in Denmark

Company Policies % Yes % No N

Has a policy on gender equality 0 100 7

Has a policy on sexual harassment 0 100 6

Has a policy on maternity leave 100 0 7

Has a policy on paternity leave 100 0 7

Do women get same jobs back 100 0 6

Offers child-care assistance 0 100 7

Offers educational training-women 100 0 7

 
Summary
Men dominate in the 7 Danish companies surveyed, outnumbering women 2:1.  Most of 
the roles within these companies fit the study’s definitions within the news-gathering and 
production occupational levels, but not those in governance, top management, technical 
professional or sales, finance and administration.  Data for occupational levels are therefore 
uneven.

Findings tentatively show that women have moderate access to most occupational levels, 
representing about a third or more in the news-reporting and editorial roles associated with 
junior and senior professional, as well as with middle and senior management occupational 
levels.  

In production and design (photographers, wardrobe designers) women are seriously under-
represented at only about a fourth.

Both women and men tend to be employed in regular, full-time jobs.  Fairly scarce salary 
data suggest that women and men earn similar compensation in the news-reporting roles, 
but that women may actually earn higher salaries than men in the management levels.  
More research is needed to confirm these tentative findings on salary.

Danish newsrooms have been uneven in their adoption of gender-related policies.  All 
have policies on maternity and paternity leave, and they all return women to the same jobs 
after maternity leave.  Additionally, all provide educational opportunities for women.  By 
contrast, none has a policy on gender equity, sexual harassment or child care – the first 
two covered by law, the third a state-supported service available to Danish families.
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FINLAND
Overview of Nation
Finland lies in the far north of Europe between Sweden and Russia.  The nation’s 5.29 
million people are nearly all Finnish in origin, with smaller numbers of Sami and other 
indigenous groups.  There are two national languages, Finnish and Swedish, with Sami 
(Lapp) and Russian spoken in some communities.

Finns are among the largest consumers of media in the world.  Finland has an extensive 
network of daily newspapers.  In electronic media, the nation has a mixed system of 
public and private broadcasting, with two public service television stations and two private 
stations, as well as nearly 200 radio stations.  In recent years, Finnish media policy has 
opened competition, resulting in a growing tendency toward concentration of ownership 
in media industries.  In 2004, the Act on the Exercise of Freedom of Expression in Mass 
Media was approved, defining media regulation, offering broad protections to editors and 
publishers to maintain anonymity of sources, and mandating corrections when errors 
occur.  The nation’s longstanding history of press freedom brings its current global ranking 
to 1st position (among 175) nations.

Finnish women have a literacy rate of 100% and a life expectancy of 74 years. Finland 
ranks 5th among nations in women in elected office.  The Act on Equality between Men 
and Women, passed in 1987, prohibits discrimination between the sexes and aims to 
improve women’s status, particularly in employment.  The act was expanded in 1992 to 
prohibit discrimination on the basis of pregnancy and to require employers to offer training 
programs to help advance women.  

According to Finnish law, parents have the right to stay home and care for children until 
the age of 3.  During the first three months after childbirth, both parents are entitled to 
leave, with salary paid time pursuant to collective labor agreements. Parents also receive 
a stipend under national social security.  Laws mandate a monetary allowance to parents 
for child care and encourage employers to allow employees to work part time until children 
reach age 7.

Finland has a strongly unionized workforce across professions and national laws that 
outlaw discrimination based on sex. Measures adopted in 1995 include a quota system 
to assure gender parity in employment and certain other protections for equality.  The 
ban on discrimination covers hiring, wages other working conditions, and termination.  An 
Ombudsman for Equality monitors equality in employment.  Despite such progressive laws 
and practices, Finland ranks 47th among nations in terms of wage equality between men 
and women.  

Study Findings
Nine Finnish news companies were surveyed, including 6 newspapers, 2 television 
stations and 1 radio station (See Table 6.3.1). 
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Occupational status by gender
Together, these 9 companies employ approximately 2,000, including slightly more than 
1,000 men and slightly fewer than 1,000 women.  Taken together, women and men are 
nearly equal in number in these newsrooms.  Gender parity is a pattern through most of 
the findings for this nation.

Women are found in greater numbers than men in several occupational levels associated 
with news reporting and production.  Women represent 51.2% in the senior professional 
level, and 59.4% in the junior professional level.  

Women (84.1%) significantly exceed men in the sales, finance and administration level – a 
support category made up of human resource, clerical and other roles traditionally filled by 
women. 

Women are fairly close to parity in middle management (43.9%), as well as in production 
and design (48.6%).

Women have moderate participation in the top decision-making roles of these companies, 
though they remain a ways from parity.  Women comprise 37% of those in governance 
(i.e., on boards of directors), and just over a third in both senior and top-level management 
(34.3% and 34.7%, respectively).  Researchers for this nation indicated that those in 
higher-ranking positions also often perform the tasks associated with news production, 
extending women’s presence through the news hierarchy in ways not noticeable in 
statistics alone.

Only in the technical professional level are women (28.6%) noticeably lagging behind men.

Table 6.3.1.  Numbers and percentages of employees in Finland by gender and occupational level.

Occupational level # Men % Men # Women % Women

Governance 51 63.0 30 37.0

Top-level Management 49 65.3 26 34.7

Senior Management 44 65.7 23 34.3

Middle Management 133 56.1 104 43.9

Senior-level Professional 506 48.8 531 51.2

Junior-level Professional 13 40.6 19 59.4

Production and Design 183 51.4 173 48.6

Technical Professional 45 71.4 18 28.6

Sales, Finance & Administration 7 15.9 37 84.1

Other 6 24.0 19 76.0

Totals 1037   980  
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Annual salaries by occupational status and gender
Salary data from the companies surveyed was variable.  Companies provided no 
information about compensation in governance, explaining that most serve without 
compensation from the media company (See Table 6.3.2).  

Insufficient data by gender in the top management and junior professional levels also made 
it impossible to discern gender patterns in salaries in these categories.  Researchers in 
Finland indicated that salaries for some of the positions included in this category may be 
reflected in other occupational levels in that employees work at responsibilities in more 
than one level.

Information is more complete at several other occupational levels, allowing a comparison 
of gender patterns in men’s and women’s earnings.  These show that women’s and 
men’s salaries are similar in the average low range of middle management, production and 
design, and technical professional levels.  

Men’s salaries are considerably higher at the average high range in both junior and senior 
management, senior professional, and production and design.  Men’s salaries are also 
considerably higher in both the average low and average high ranges of the sales, finance 
and administration category.  The last of these indicates that while women far outnumber 
men in sales, finance and administration roles (as shown in Table 6.3.1), men earn more 
money.  In other words, though few in number in this grouping of support jobs, men are 
able to secure higher-paying jobs.

By contrast, women earn more than men in the technical professional level, both in the 
average low and average high ranges.  

Table 6.3.2.  Annual salaries by occupational status and gender in Finnish news companies.  
(N = Number of companiesresponding to question.)  [Missingdata resulted from insufficient information to calculate.]

Occupational level Avg. Low 
Salary Men

N Avg. High 
Salary Men

N Avg. Low 
Salary Women

N Avg. High 
Salary Women

N

Governance  

Top-level management            

Senior-level management  $105,312.69 7  $184,237.85 6  $80,960.71 6  $117,108.94 5

Middle management  $56,633.99 9  $95,238.43 8  $56,473.59 9  $83,846.48 8

Senior-level professional  $33,513.62 8  $91,194.23 8  $33,455.64 8 $78,102.50   8

Junior-level professional            

Production & design  $37,620.90 9  $63,035.80 8  $36,820.50 8  $58,717.99 8

Technical professional  $31,872.41 3  $63,164.13 2  $34,125.90 3  $79,739.04 2

Sales, Finance & Administration  $44,972.54 3  $62,188.84 3  $31,794.36 4  $54,401.35 3

Other  $24,510.77 1  $66,290.37 2  $29,657.16 2 $38,450.57 2
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Terms of employment by gender
Most of the Finnish journalistic workforce – both women and men – represented in this 
study hold regular, full-time, employment (See Table 6.3.3).  Women comprise 46.1% of 
those in that full-time, regular category.

While women tend to be employed in regular full-time jobs, they also greatly outnumber 
men in the less secure categories of part-time regular, and in contract work.  Women are 
two-thirds of those in part-time regular jobs, as well as in of those in full-time contract jobs 
(66.2% and 68.8%).  

More men slightly outnumber women in freelance work as well as in the “other” category 
(57.7% and 57.2%).  The second of these may include seasonal and project employment, 
as well as pay per item contributed.

Table 6.3.3. Terms of employment, by gender, in Finnish news companies.

Terms of Employment # Men % Men # Women % Women

Full-time, regular 712 53.9 610 46.1

Part-time, regular 26 33.8 51 66.2

Full-time, contract 87 31.2 192 68.8

Part-time, contract 0 0.0 4 100.0

Freelance 56 57.7 41 42.3

Other 91 57.2 68 42.8

Totals 972   966  

 
Gender-related company policies
News company policies appear to strongly favor women journalists in Finland.  

The study found that all companies have policies on gender equality, maternity and 
paternity leave, and on offering educational training to women.  

Two-thirds have a policy on sexual harassment.  In the category of child-care assistance, 
only a  third (34%) of the companies have adopted policies, common in a nation where 
public facilities are available. 
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Table 6.3.4.  Gender-related company policies in Finland.

Company Policies % Yes % No N

Has a policy on gender equality 100 0 9

Has a policy on sexual harassment 66 34 9

Has a policy on maternity leave 100 0 9

Has a policy on paternity leave 100 0 9

Do women get same jobs back 100 0 9

Offers child-care assistance 34 66 9

Offers educational training-to women 100 0 9

 
Summary
Newsrooms surveyed are very favorable to women in Finland, a nation with a highly unionized 
workforce in journalism and other occupations and national laws that set standards for gender 
equality.  

Women have substantial access to all levels of the Finnish companies surveyed and are 
either near parity with men or exceed the number of men in several occupational levels.  For 
example, women’s representation is well above half in the key reporting roles at the junior 
and senior professional levels.  However, women’s presence in governance and management 
levels, which have authority to set and carry out policy, is much lower, at around a third.

There was insufficient data to compare men’s and women’s salaries in the management and 
governance categories, with the explanation that most serve without direct compensation from 
the media company.  

In other occupational levels, the findings suggest that women and men earn similar annual 
salaries in the average lower ranges, but men’s salaries tend to be higher in the average high 
ranges.  

Most men and women in Finnish newsrooms tend to occupy regular, full-time jobs. However, 
it should also be noted that those who hold the less secure part-time and contract employment 
are mainly women, with one exception – more men were found in the freelance category. 

News companies demonstrate very strong commitment to gender equality at the policy level, 
where all have adopted policies on sex equity, maternity and paternity benefits, returning 
women to their same jobs after maternity leave, and education and training.  Finland is the 
only Nordic country where some of the media companies offer extra child care, apart from the 
locally provided child care.

Fewer have adopted sexual harassment policies.  This may reflect the presence of national 
legislation that mandates employer guidelines, making it unnecessary for individual companies 
to adopt their own.
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NORWAY
Overview of Nation
Norway is situated in the northernmost region of Europe between the Atlantic Ocean 
and Sweden. Norway’s population of 4.9 million is nearly all of Norwegian ancestry, with 
smaller numbers of Sami and Finnish peoples.  Languages follow these same patterns, 
with Norwegian by far the dominant language, but several minority languages also spoken.  
Because English is taught widely in school, most Norwegians speak English as a second 
language.  

Norway has several laws governing print media, and few governing the Internet.  However, 
the nation does have more specific legislation that applies to broadcasting, film and 
cinema.  Norway’s public broadcaster NRK monopolized the airwaves until the early 1990s, 
when the local commercial radio and television stations became more plentiful.  Today, the 
nation’s electronic media system is completely digital.  

Norwegians still prefer print to electronic media, as the largest consumers of newspapers 
in the world with a readership that also supports a prosperous magazine market. Television 
is the most popular medium, but Norwegians watch much less TV than those in other 
developed nations.  Norway ranks 1st among 175 nations in press freedom.  

Norwegian women have a 100% literacy rate and a life expectancy of 74 years.  Women 
enjoy a high level of equality in Norway, ranking 12th among nations in numbers of women 
elected to office, and 27th in terms of wage equality with men.  The Norwegian parliament 
has adopted a number of equality laws through the years that benefit women in the 
workplace.  

For example, Norwegian law treats maternity, paternity and parental leave under a single 
category of “parental leave” with 46 weeks of parental leave with full pay or 56 weeks 
with 80% pay.  The law provides for 6 weeks of compulsory leave after childbirth, with 
additional time off for breast-feeding without pay at the mother’s request.  Breast-feeding 
is also allowed up to an hour per day, without pay, once the mother returns to work.  

Study Findings
Researchers surveyed 7 news companies in Norway– 5 newspapers, 1 television 
station and 1 radio station.  Together, these represent approximately 1,400 employees, 
approximately two-thirds of them men and a third women.  

Occupational status by gender
Men outnumber women nearly 2:1 in the companies surveyed.  The predominant 
gendered pattern in the workforce, therefore, is one of women’s under-representation.  A 
second pattern to note is that women have consistent but moderate access at around a 
third in nearly all occupational levels, as shown in Table 6.4.1.  
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In governance, women’s presence is moderately high at 37.5%.  In top management, 
women are at 33.3%.  These are considered to be the company’s policy-setting levels, 
including board of directors (governance) and publishers, chief executive officers and 
directors general (top management).  

Similarly, women represent around a third (31.6%) of those in senior management, which 
includes editors-in-chief, managing editors and presidents of news.

Most in the journalistic workforce of these companies (both men and women) are found 
in the senior-level professional jobs that include senior-level writers, editors, reporters.  
Women are just over a third (34.7%) of these professionals.

Women are in higher numbers only in one occupational level – sales, finance and 
administration – where they slightly exceed men at 53.7%. This level typically comprises 
support jobs, which may include clerical personnel and salespersons who work on 
commission.  

Norwegian news companies do not have job descriptions that coincided with the study’s 
junior professional or technical professional levels.

Table 6.4.1.  Numbers and percentages of employees in Norway by gender and occupational level.

Occupational level # Men % Men # Women % Women

Governance 5 62.5 3 37.5

Top-level Management 18 66.7 9 33.3

Senior Management 26 68.4 12 31.6

Middle Management 47 66.2 24 33.8

Senior Level Professional 559 65.3 297 34.7

Junior-level Professional 0 0.0 0 0.0

Production and Design 31 66.0 16 34.0

Technical Professional 18 100.0 0 0.0

Sales, Finance & Administration 87 46.3 101 53.7

Other 95 86.4 15 13.6

Totals 886   477  

 
Annual salaries by occupational status and gender
As indicated in Table 6.4.2, information for salaries provided by the participating Norwegian 
news companies is fairly scattered.  

The partial picture arising from the incomplete data collected suggests that women are 
compensated at salaries substantially lower than men’s, both at the lower and higher 
averages, in all job categories except one – production and design – where salaries seem 
to be on par.  Researchers in the region noted that when the mandatory salary balancing 
(using a weighted system) has been performed, there was almost no wage difference 
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based on gender at the media companies surveyed.  The Norwegian Union of Journalists 
reports show gender discrepancy variations between 0.96 and 1.04, according to this 
study’s researchers.  

Table 6.4.2  Annual salary by occupational status and gender in Norwegian news companies. 
(N = Number of companies responding to question.) [Missing data resulted from insufficient information to calculate.]

Occupational level Avg. Low 
Salary Men

N Avg. High 
Salary Men

N Avg. Low 
Salary Women

N Avg. High 
Salary Women

N

Governance

Top-level management                

Senior-level management  $84,401.58 5  $121,124.73 5  $77,648.53 3  $87,293.01 3

Middle management  $83,675.79 3  $123,130.42 3  $75,702.43 3  $100,332.21 3

Senior-level professional  $53,775.40 6  $93,930.40 6  $54,040.25 6  $59,495.89 6

Junior-level professional

Production & design  $57,390.84 4  $62,279.89 4  $57,390.84 4  $62,011.45 4

Technical professional                

Sales, Finance & Administration  $49,874.06 3  $82,943.74 3  $44,552.61 3  $69,195.90 3

Other  $44,724.64 4  $124,677.07 3  $20,513.89 2  $30,740.88 2

 
Terms of employment by gender
Nearly all of the Norwegian journalists– both women and men – at companies in the 
study are employed full time with benefits (See Table 6.4.3).  Thus, while seriously under-
represented in terms of numbers, women employed at these companies appear to enjoy 
job security.  

It should be noted, however, that women account for the majority of the few who are 
employed in less secure terms.  Women are the great majority of those in part-time regular 
(82.9%) employment, and nearly all of those in full-time and part-time employment (with 
the last two of these being minuscule in actual numbers).  

More men are the majority in the freelance and “other” categories, but again, the actual 
numbers of employees are very small.
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Table 6.4.3.  Terms of employment, by gender, in Norwegian news companies.

Terms of Employment # Men % Men # Women % Women

Full-time, regular 640 69.5 281 30.5

Part-time, regular 7 17.1 34 82.9

Full-time, contract 3 37.5 5 62.5

Part-time, contract 0 0.0 1 100.0

Freelance 13 56.5 10 43.5

Other 20 74.1 7 25.9

Totals 683   338  

 
Gender-related company policies
National laws on gender equality help to explain Norwegian news companies’ mixed 
showing on their own gender policies (See Table 6.4.4).  

All have adopted newsroom policies on maternity and paternity leave, on returning women 
to the same jobs after maternity leave, and on providing educational training for women.  

But less than a third (29%) have policies on gender equity or sexual harassment.  
Norwegian workplaces are required to comport with the terms of the national 
Discrimination Act that provides companies with strict guidelines to achieve gender 
equality.  Some companies have adopted their own policies within these guidelines, but 
others follow national laws. 

The 1 company (14%) that provides child care is a preschool operated by the news 
company with financing by local public government.  

Table 6.4.4.  Gender-related company policies in Norway.

Company Policies % Yes % No N

Has a policy on gender equality 29 71 7

Has a policy on sexual harassment 29 71 7

Has a policy on maternity leave 100 0 7

Has a policy on paternity leave 100 0 7

Do women get same jobs back 100 0 7

Offers child-care assistance 14 86 7

Offers educational training-women 100 0 7

 
Summary
Norwegian newsrooms seem not to be a welcoming environment for women.  Men 
outnumber women in the companies surveyed by nearly 2:1.  While women find access 
to most occupational levels, it is only in moderate numbers – around a third.  Interestingly, 
women’s representation is higher (37.5%) in governance – better than in many other 
nations.  Women surpass men only in one occupational level – sales, finance and 
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administration – a collection of support roles that are often filled by women.  Women’s 
under-representation in the news profession stands in contrast to the nation’s otherwise 
high status for women.

Scattered, incomplete salary data provided by companies to this study’s researchers 
suggest that men may earn substantially more than women at nearly all levels.  However, 
the gender salary monitoring required by law shows very little difference based on gender 
after longevity, responsibilities and other variables are taken into account, according to the 
Norwegian Union of Journalists. 

Both men and women in Norwegian news companies tend to enjoy job security with 
regular, full-time employment.  Among the fewer in the less secure part-time and contract 
employment, women are in greater numbers.  Men dominate in the freelance category.

Policies – or lack of – may contribute to the marginalization of women journalists in 
Norwegian companies.  Just over a fourth of the companies surveyed have gender equity 
or sexual harassment policies in addition to their mandatory work on gender equality. All 
reported having policies on maternity and paternity leave, on returning women to their 
same jobs after maternity leave, and on providing education to women.



330 • NORDIC EUROPE

SWEDEN
Overview of Nation
Situated between Norway and Finland in Nordic Europe, Sweden is the region’s most 
populous nation.  Nearly all of Sweden’s 9.15 million people are indigenous Swedes, with 
smaller numbers of ethnic Sami and Finns, and about 20 percent foreign-born residents.  
The official language is Swedish, and there are five minority languages including Sami and 
Finnish also spoken in their respective communities.

Sweden’s history of press freedom dates to the 1700s and is constitutionally guaranteed.  
Sweden ranks 1st (among 175 nations) in press freedom.  The nation has an extensive 
system of large and small newspapers, magazines and electronic media.  Public 
broadcasting dominated television until private commercial channels were permitted in 
the early 1990s.  Public radio still dominates in that medium, though numerous private 
commercial stations also exist.  

Swedish women in this highly developed nation have a 100% literacy rate and a life 
expectancy of 75 years.  Sweden ranks 1st among nations in the number of women in 
elected office. Swedish laws greatly benefit women in the workplace, entitling parents (of 
both sexes) 480 days of paid leave at 80% (which can be used up to the time of the child’s 
eighth birthday).  Pregnant women’s working conditions are regulated to assure the health 
of mother and fetus.  

In addition, the Swedish Discrimination Act requires employers with more than 25 
employees to maintain an updated plan for gender equality that includes equal pay, forms 
of recruitment and working conditions free from sexual harassment and other barriers to 
equality.  Discrimination, including the use of gender preferences, is forbidden by law. In 
spite of such laws, institutional practices persist in some places, seen, for example, in 
Sweden’s ranking of 41st in wage equity between women and men.  

Study Findings
Findings from the study in Sweden are based on surveys with 9 news companies – 6 
newspapers, 2 television stations and 1 radio station.  

Occupational status by gender
Together, these companies employ just over 2,300, with nearly equal numbers of men 
and women (See Table 6.5.1).  Though at parity with men in terms of overall numbers, 
women’s location within the various occupational levels shows less equality in position.

Women are only moderately represented in both governance (34.1%) and top-level 
management (39.8%), which are companies’ policy-setting and top administrative ranks.
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Women are closer to parity with men in the occupational levels more closely associated 
with news reporting and production.  Women are nearly half (48.9%) of those in middle 
management and a bit lower (40.9%) in senior management.  

Swedish news companies configure their job descriptions such that the senior and junior 
professional levels overlap significantly; the collapsing of these jobs into a single category 
is reflected in Tables 6.5.1 and 6.5.2.  Women are well-represented at nearly half (48.9%) 
of those in the senior professional level, which includes senior anchors and editors.  

In contrast, women are under-represented in production and design (31.4%) and in 
technical professional (28.6%) levels, which are creative ranks that include photographers, 
designers, camera personnel and sound specialists.

In sales, finance and administration, a job category that includes many in support roles 
often filled by women, women are more than two-thirds (67.9%).  

Table 6.5.1.  Numbers and percentages of employees in Sweden by gender and occupational level.

Occupational level # Men % Men # Women % Women

Governance 54 65.9 28 34.1

Top-level Management 53 60.2 35 39.8

Senior Management 38 59.4 26 40.6

Middle Management 118 51.1 113 48.9

Senior-level Professional 572 51.1 547 48.9

Junior-level Professional 0 0.0 0 0.0

Production and Design 188 68.6 86 31.4

Technical Professional 30 71.4 12 28.6

Sales, Finance & Administration 124 32.1 262 67.9

Other 12 28.6 30 71.4

Totals 1,189   1,139  

 
Annual salaries by occupational status and gender
Swedish news companies surveyed varied in the amount of salary data they provided.  

As Table 6.5.2 shows, there are two patterns along gender lines.  The first is that women’s 
and men’s salaries appear to be comparable at a number of occupational levels in the 
average low range.  Such similarities are seen in junior and senior management; production 
and design, and sales, finance and administration levels.  

The second and more significant pattern is that men appear to earn substantially more 
than women in nearly all of the average high ranges of the various occupational levels.  
In both senior and top-management levels, for example, men earn approximately twice 
the annual salaries of women in the average high range. These findings are based on 
only 3 companies’ data in the instance of governance, and therefore may not apply to all.  
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However, the finding for top management was based on 8 companies’ information and is 
representative of their practices.

The amount by which men’s salaries exceed those of women’s is smaller in other 
occupational categories.

Some findings were interesting but did not represent a pattern.  For example, women earn 
noticeably less than men at the average low range in the top management level, but more 
than men in the technical professional level in the companies surveyed.  

Table 6.5.2.  Annual salaries by occupational status and gender in Swedish news companies.  
(N = Number of companies responding to question.)  [Missingdata resulted from insufficient information to calculate.]

Occupational level Avg. Low 
Salary Men

N Avg. High 
Salary Men

N Avg. Low 
Salary Women

N Avg. High 
Salary Women

N

Governance                

Top-level management  $89,618.45 3  $214,973.38 3  $66,653.94 3  $120,022.62 3

Senior-level management  $156,667.54 8  $189,273.12 8  $154,151.34 7  $98,144.06 7

Middle management  $47,064.70 7  $71,847.44 7  $46,294.20 7  $65,183.48 7

Senior-level professional  $35,631.32 8  $72,022.58 8  $31,683.00 8  $63,233.18 8

Junior-level professional  . 

Production & design  $36,099.08 6  $47,074.72 6  $35,699.19 6  $42,103.22 6

Technical professional  $36,852.81 4  $62,272.62 4  $44,394.41 2  $36,402.21 3

Sales, Finance & Administration  $26,608.69 4  $62,991.59 4  $28,012.87 5  $53,506.21 5

Other  $34,205.85 2  $90,173.02 2  $34,338.95 1  $54,569.65 1

 
Terms of employment by gender
The great majority of those in the journalistic workforce of companies surveyed are 
employed in full-time, regular jobs.  Still, men fare slightly better than women in this 
category, which has the greatest job security and, often, the higher paid work.  

As Table 6.5.3 shows, women comprise 46% of those in full-time regular employment, 
while men comprise 54%.  The only other category with substantial numbers of individuals 
is “other,” a catch-all category that often includes seasonal and project workers.  Women 
dominate at nearly two-thirds (61.2%) of those in the “other” category.
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Table 6.5.3. Terms of employment, by gender, in Swedish news companies.

Terms of Employment # Men % Men # Women % Women

Full-time, regular 822 54.0 699 46.0

Part-time, regular 13 31.7 28 68.3

Full-time, contract 34 50.0 34 50.0

Part-time, contract 4 57.1 3 42.9

Freelance 0 0.0 0 0.0

Other 206 38.8 325 61.2

Totals 1,079   1,089  

 
Gender-related company policies
Swedish news companies show an encouraging uniformity in their pro-equality progress, 
as Table 6.5.4 shows.  

All companies surveyed have adopted policies on gender equality, sexual harassment, 
maternity and paternity leave, and returning women to their same jobs after maternity 
leave.  Three-fourths (75%) offer educational training for women.  Researchers indicated 
that some companies answering “no” have other workplace development, such as 
leadership programs.

None of the companies reported offering child-care assistance, something commonly 
provided by local communities in Sweden and other Nordic nations.  

Table 6.5.4.  Gender-related policies in Swedish news companies.  (N = Number of companies responding to question.) 

Company Policies % Yes % No N

Has a policy on gender equality 100 0 9

Has a policy on sexual harassment 100 0 9

Has a policy on maternity leave 100 0 9

Has a policy on paternity leave 100 0 9

Do women get same jobs back 100 0 9

Offers child-care assistance 0 100 9

Offers educational training-women 75 25 9

 
Summary
The 9 Swedish news companies surveyed together hire approximately equal numbers of 
women and men.  Women’s access to all levels of the news profession, however, is less 
equal than the overall numbers might suggest.

Women are only around a third of those in governance and top-management levels.  
Gender parity is more evidenced in top level management, junior and senior professional 
levels – all ranks where news is defined and reported.  Women’s representation is 
markedly lower, between a fourth and a third, in the technical and creative occupational 
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levels. Not atypically for news companies, women are over-represented in the support jobs 
associated with sales, finance and administration.

The two patterns to emerge in salaries are fairly similar pay scales for women and men at 
the average low pay ranges of most occupational levels, but men’s considerably greater 
earnings in the average higher pay ranges. In jobs at the top, men earn approximately 
twice the pay of women in the average high range, though these particular findings are 
based on few companies’ data.

While most Swedish journalists (both women and men) enjoy secure employment, 
with nearly all having full-time regular jobs, men fare slightly better in this category. By 
contrast, more women tend to be found in the lesser-secure job arrangements, including 
part-time regular jobs and in the “other” category, which tends to be seasonal or project 
employment.  .

Swedish companies have adopted nearly all of the gender-equity policies measured by the 
study, except for child care.  The last of these is explained by the Nordic nations’ model of 
offering child care at the community level with local government financing. 
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AP Television News (APTN) 
Rome, Italy, producer 
Trisha Thomas interviews 
actor George Clooney 
at a tent camp near the 
earthquake-destroyed town 
of Sant’Eusanio on the 
outskirts of L’Aquila, July 
9, 2009. (AP Photo/Luca 
Bruno)

Men in Western European 
newsrooms hold nearly two 
thirds (64.1%) of the full-time, 
regular jobs, and more than half 
(53.3%) of the full-time contract 
positions. By contrast, women 
make up the vast majority (81.1%) 
of part-time, regular positions, 
and two-thirds (66.7%) of the 
part-time contract positions.



WESTERN EUROPE • 337

7. WESTERN EUROPE
REGIONAL TRENDS IN STUDY’S FINDINGS

Overview of the region
The region of Western Europe includes France, Germany, Spain and the United Kingdom 
(including England, Scotland, Wales and Northern Ireland).  All of these are fully developed 
industrialized nations with high standards of living.  In other ways, however, there is 
considerable variation among them in terms of history, culture, politics, economic 
development and media systems.  

With regard to the status of women, it bears noting that all 4 of the Western European 
nations included in the study are members of the European Union, which has adopted 
policies on gender equality for its member states. The EU’s “Roadmap for Equality” for the 
years 2006-10 sets goals that include economic equality, gender parity in political bodies, 
the elimination of gender stereotypes in media, and an end to gender-based violence and 
trafficking.  

Individual national reports that follow try to consider each nation’s specific context 
when interpreting the findings on women’s status within the news industry.  This 
introductory section provides the broader picture by aggregating data collected from 47 
news companies in these nations.  The goals are to identify patterns in similarities and 
differences with respect to gender in occupational status, salary and policies.  

Researchers made every effort to obtain a mix of newspapers, radio and television news 
companies in each nation, in line with the goals for that nation.  As Table 7.1.1 reveals, this 
was more easily accomplished in some than in others.   

Table 7.1.1. Media participation in study, by nation, in the Western Europe region. 
(N = Number of companies responding to question.)

Nation Newspapers TV Stations Radio Stations N

France 5 0 3 8

Germany 5 5 2 12

Spain 4 4 3 11

United Kingdom 7 7 2 16

Totals 20 12 15 47

 
Definition of Terms
The definitions for occupational levels and terms of employment were identical for all 
nations.  Table A provides the definitions for occupational levels that will be referred to for 
each nation, and Table B provides definitions for terms of employment.
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Table A.  Definitions for occupational levels.

Occupational level Definition

Governance Members of the governing board who vote on the most important decisions on policy and finances 
for this specific company.

Top-level Management Report to board of directors.  Includes the very top administrators, for example, Publisher, Chief 
Executive Officer (CEO), Director General (DG) and Chief Financial Officer (CFO).

Senior Management Report to top-level managers.  For example, Director of News, President of News, Editor-in-Chief, 
Managing Editor, Executive Editor, Director of Human Resources, Director of Administration, 
Bureau Chiefs, and similar titles.

Middle Management Report to senior management.  For example, Senior Editor, Chief of Correspondents, Design 
Director, Creative Director, and the more senior staff in Human Resources and Finance.

Senior Level Professional Professionally qualified.  Report to senior-level management, e.g., senior writers, editors, anchors, 
directors, producers, researchers, reporters, correspondents.

Junior-level Professional Professionally qualified. Report to middle-level management, e.g., junior/assistant writers, 
producers, directors, anchors, reporters, sub-editors, correspondents, production assistants.

Production and Design In print: graphics designers, photographers, illustrators. 
In broadcast: scene designers and construction workers, graphics designers, wardrobe designers, 
makeup artists, film/video editors  

Technical Professional Those who do specific technical work. For example, camera, sound and lighting technicians.

Sales, Finance & Administration Marketing, sales, public relations, specialists, accountants, human resource staff, clerks, 
secretaries.

Other Includes job titles not included elsewhere.

 
Table B.  Definitions for terms of employment.

Terms of Employment Definition

Full-time regular Persons who work full time and are on the regular, continuing payroll of the organization

Part-time regular Persons who work less than full time and are on the regular, continuing payroll of the organization.

Full-time contract Persons who work full time on a fixed-term contract arrangement

Part-time contract Persons who work part time on a fixed-term contract arrangement

Freelance Persons paid per contribution (such as stories, footage, artwork, etc.) at the present moment.

Other terms of employment Arrangements not covered by the above.

 
Study Findings
Together, the 47 news companies surveyed employ approximately 32,400, including 
14,020 women and 18,340 men (See Table 7.1.2).  

Occupational status by gender
Women are 43% of the workforce in these companies – fairly close to parity with men.  
Closer scrutiny of women’s occupational location within companies reveals a more 
nuanced view of women’s progress.  

Women are making considerable headway in the junior and senior professional levels.  In 
the first of these, which includes correspondents, writers, sub-editors, producers, anchors, 
directors and production assistants, women (48.5%) are nearly at par with men.  In the 
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senior professional level (e.g., senior writers, producers and anchors), women (41.8%) hit 
the glass ceiling, which impedes their advancement into higher ranks.  

Women are in fewer numbers above that glass ceiling. 

For example, women’s presence is only moderate in middle management (32.2%), senior 
management (22.7%), top management (26%) and governance (29.8%) levels. 

Women are also under-represented in the technical professional level (29.7%), e.g., camera 
and lighting specialists, which employs many of the total journalistic workforce in the four 
nations of this region.

The one occupational category in which women surpass men is that of sales, finance and 
administration, a job category not directly involved with news production and, also, typically 
includes many support positions traditionally held by women.

While these are the trend, there are variations.  For instance, women within the profession 
are relatively better off overall in France and the United Kingdom, in terms of occupational 
status, than they are in Germany and Spain.

Table 7.1.2.  Occupational levels by gender in news companies in the nation of Western Europe.

Occupational level # Men % Men # Women % Women

Governance 153 70.2 65 29.8

Top-level Management 131 74.0 46 26.0

Senior Management 502 77.3 147 22.7

Middle Management 886 67.8 420 32.2

Senior-level Professional 4934 58.2 3549 41.8

Junior-level Professional 3419 51.5 3220 48.5

Production and Design 1028 61.0 658 39.0

Technical Professional 3254 70.3 1372 29.7

Sales, Finance & Administration 2034 43.4 2657 56.6

Other 1999 51.5 1886 48.5

Totals 18,340   14,020  

 
Annual salaries by occupational status and gender
Approximately half of the companies surveyed provided salary data (See Table 7.1.3).  
Findings should therefore be understood as a tentative picture of men’s and women’s 
salaries in the region. 

In the average low salary range across all occupational levels, women and men are paid 
similar salaries in all but the top management level, where women earn a slightly higher 
figure than men.  



340 • WESTERN EUROPE

By contrast, men are paid higher or substantially higher than women in the average high 
salary ranges in all occupational levels but two.  In sales, finance and administration, 
women earn slightly more than men. Women also earn a moderately higher salary than 
men in the “other” occupational category, which includes freelance and varied other jobs 
that do not fit standard definitions.

Looking more specifically at individual nations, women journalists are more likely to be paid 
wages on a par with men’s in Germany and Spain than in the UK or France.  

The greatest disparities in salary are in governance and top management, i.e., in the 
executive ranks, where women are also the most seriously under-represented.  

More complete salary data across the nations studied is clearly needed to assess the 
economic situation of women journalists in greater depth and accuracy.

Table 7.1.3  Annual salary by occupational status and gender in news companies of the Western Europe region.   
(N = Number of companies responding to question.)

Occupational level Avg. Low 
Salary Men

N Avg. High 
Salary Men

N Avg. Low 
Salary Women

N Avg. High 
Salary Women

N

Governance $193,282.64 2 $314,936.63 3 $183,776.93 2 $264,258.56 2

Top-level management $251,469.70 9 $486,906.06 9 $280,845.48 8 $374,324.69 8

Senior-level management $98,159.67 12 $184,251.33 13 $101,592.88 10 $163,761.68 11

Middle management $67,911.00 20 $132,443.78 20 $65,447.22 20 $110,165.37 19

Senior-level professional $45,362.86 26 $109,165.56 23 $43,249.72 22 $108,049.53 22

Junior-level professional $27,315.39 15 $62,044.96 14 $26,184.87 15 $55,695.68 14

Production & design $30,652.48 12 $71,577.30 11 $34,425.53 10 $66,666.35 9

Technical professional $30,787.54 16 $62,336.98 13 $30,385.41 15 $54,368.59 12

Sales, Finance & Administration $27,216.14 18 $61,574.46 14 $26,095.95 18 $64,247.31 14

Other $28,871.11 5 $51,449.25 5 $28,941.87 4 $56,463.55 4

 
Terms of employment by gender
Most of the news companies surveyed provided information about the terms of 
employment for journalism personnel (See Table 7.1.4).  Findings show that job security is 
relatively low for everyone in Western European newsrooms, but women have measurably 
less job security than men.  

More men serve in full-time regular jobs (those with benefits and greater job security) in 
the Western European newsrooms surveyed than women.  Men hold nearly two-thirds 
(64.1%) of the full-time, regular jobs, and more than half (53.3%) of the full-time contract 
positions.  

By contrast, women comprise the vast majority (81.1%) of part-time, regular positions, and 
two-thirds (66.7%) of the part-time contract positions.  Part-time positions – particularly 
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those on contract – carry the disadvantage of receiving less pay and often having less 
assurance of continuation than full-time regular employment.

Approximately a third of the Western European journalistic workforce is found in freelance 
and other categories.  Men (52.6%) represent slightly more than half of those in freelance 
work, with women (47.4%) close behind.  Germany’s freelance workforce is notably higher 
in this category than any of the other nations.

Men (61%) hold nearly two-thirds of the jobs in the “other” category (e.g., seasonal work, 
project or short-term consulting), a category that also contains a substantial number of 
employees, with women just over a third (39%).  Spain’s figures in this category are 
substantially higher than any of the other nations.

Table 7.1.4.  Terms of employment by gender in news companies of Western Europe.

Terms of Employment # Men % Men # Women % Women

Full-time, regular 8231 64.1 4609 35.9

Part-time, regular 237 18.9 1019 81.1

Full-time, contract 940 53.3 822 46.7

Part-time, contract 67 33.3 134 66.7

Freelance 3018 52.6 2715 47.4

Other 1978 61.0 1263 39.0

Totals 14,471   10,562  

 
Gender-related company policies
The EU’s specific policies on gender equality have filtered down unevenly to the news 
companies surveyed for this report (See Table 7.1.5). 

Nearly all of the 47 companies in Western Europe reported having policies on maternity 
and paternity leave, and said that they return women to their same jobs after maternity 
leave.  

Overall, three-fourths (78%) offer educational training toward women’s professional 
advancement.  However, this finding varied considerably by nation, ranging from 50% in 
Germany to 100% in France. 

Surprisingly, only two-thirds (69%) have a specific company policy on gender equality.  
Only the UK companies were 100% on board with this policy.

Approximately half (53%) offer some form of child-care assistance.  

Sexual harassment is the company policy that the least number (47%) have adopted.  This 
varied widely, from only 8% in Germany to 100% in the UK.
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Table7.1.5.  Gender-related policies at news companies in Western Europe.  
(N=Number of companies responding to question.)

Company Policies % Yes % No N

Has a policy on gender equality 69 31 47

Has a policy on sexual harassment 47 53 47

Has a policy on maternity leave 98 2 47

Has a policy on paternity leave 96 4 47

Do women get same jobs back 96 4 42

Offers child care assistance 53 47 47

Offers educational training 78 22 47

 
Summary
Women are nearing numerical parity with men in the 47 newsrooms of the 4 Western 
European nations surveyed. There is particularly strong representation in the junior 
and senior professional categories that include the major news gathering, editorial and 
production jobs.  

The glass ceiling for European women journalists is at the senior professional level, 
illustrated by their limited representation in higher-ranking jobs associated with 
management and top decision-making roles.  

Women’s low representation is particularly acute in top management and governance 
levels (i.e., where company financial and other major decisions affecting both news and 
gender relations are made), where women number only around a fourth. This same 
phenomenon arises in most other regions, as well.

Men have greater job security than women in the companies surveyed.  More than half 
the women in the region’s journalistic workforce are employed in some arrangement other 
than full-time with benefits.  Part-time regular or contract arrangements are the most 
common.  By contrast, most men are employed in full-time, regular jobs with benefits.

Company policies are not uniformly supportive of gender equality in the nations surveyed.  
While nearly all companies comply with EU requirements for maternity leave and certain 
other protections, only two-thirds of the companies have a specific policy on gender 
equity, and fewer than half have a sexual harassment policy.  
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FRANCE
Overview of Nation
Centrally located in Western Europe, France has a population of 65 million, including recent 
immigrants from Africa and Asia.  The official language is French.  

The French media landscape – particularly telecommunications – has changed greatly 
over the last 30 years.  In 1982, the French state monopoly over broadcast ended with 
the passage of the Loi Fillioud, allowing the development of independent television 
stations.  Subsequent passage of laws guaranteeing freedom of communication (in 
1986), establishing public television (in 1989), and providing for public sector television 
administration (in 2000), created a new, modern statutory framework for media operations.  

That framework also assures the French government a central role in the national media 
marketplace, not just as a regulator but also a competitor to independent enterprises.  As 
a consequence, France’s telecommunications system has been less vulnerable to external 
influences (e.g., foreign purchases and conglomeration) than some of its neighbors.  

French broadcast content is distinctive, with a commitment to political pluralism and 
the protection of minors from violence and explicit pornographic material.  In addition, 
advertising is limited to 12 minutes per hour.  France protects the dominance of its 
language by establishing quotas for domestically produced programming.  In addition, the 
nation has an extensive Internet system, with at least 69% of the French population using 
the Internet on a regular basis. 

French women have a literacy rate of 99% and a life expectancy of 75 years.  France has 
made efforts to expand its statutory provisions for gender equality in response to EU 
guidelines.  In 2000, France adopted a constitutional change aimed at increasing women 
in national office, and the present government has expanded appointments of women 
to official posts.  Despite this, only about a fifth of those in the National Assembly are 
women, gaining France the rank of 63rd among nations for women in national elective 
office.  

French laws supporting families are generous and benefit working women.  By law, French 
women are allowed 16 weeks of maternity leave, which increases to 26 weeks by the third 
child. Women and men are both entitled to three years of unpaid parental leave to care for 
children.  Publicly supported child-care centers are open 11 hours a day, 11 months a year.  
France adopted a national law against sexual harassment in the workplace in 1992.  

Despite these provisions, French working women make only 75 cents to men’s dollar, 
gaining the nation a low global rank of 123rd on wage equality.
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Study Findings
Eight news companies – 5 newspapers and 3 radio stations – participated in the study.  
Together, these employ approximately 1,500, including 690 women and 826 men.  

Occupational level by gender
Women constitute nearly half of the workforce in the French companies surveyed.  As 
Table 7.2.1 shows, women’s representation is highest in the junior and senior level 
professional categories (46.9% and 44.1%, respectively), where they are approaching 
parity with men.  These occupational levels include the junior and senior ranking writers, 
editors and producers involved in news operations.  

Women also have a fairly strong showing in middle management (40.2%), a category with 
senior editors, correspondents and others with certain decision-making responsibilities.  

However, women’s presence declines markedly above middle management, which 
represents the glass ceiling for French women journalists.  For example, women’s 
participation hovers around  one-third in both senior management (35.9%) and top 
management (33.3%) levels.  Their inclusion in governance is minuscule (16.7%).  Women 
are not likely to exert much influence in financial, strategic or other executive-level 
decision-making with these numbers.

Women’s dominance (71.4%) is more noticeable in production and design, where 
they comprise nearly three-fourths of the graphic designers, photographers, wardrobe 
designers and others involved in the creative aspects of news production.  

Though women also dominate in sales, finance and administration (61.5%), these jobs are 
not directly involved with news-gathering or production; they are support positions filled 
mainly by women.

Table 7.2.1.  Occupational levels by gender in French news companies.

Occupational level # Men % Men # Women % Women

Governance 5 83.3 1 16.7

Top-level Management 8 66.7 4 33.3

Senior Management 25 64.1 14 35.9

Middle Management 110 59.8 74 40.2

Senior-level Professional 414 55.9 326 44.1

Junior-level Professional 154 53.1 136 46.9

Production and Design 2 28.6 5 71.4

Technical Professional 27 79.4 7 20.6

Sales, Finance & Administration 70 38.5 112 61.5

Other 11 50.0 11 50.0

Totals 826   690  
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Annual salaries by occupational status and gender
Few of the 8 French companies surveyed provided salary data, making it difficult to 
draw  reliable conclusions on how women are compensated in comparison to men.  The 
scant data in Table 7.2.2 tentatively suggest that in senior-level professional and middle-
management occupational levels, women may be paid at higher salaries than men both in 
average low and in average high ranges.  

The matter of salaries at French companies requires further research to verify this 
(particularly in light of the national trend of gender inequity in pay), as well as to collect 
sufficient data to evaluate the other occupational levels.

Table 7.2.2.  Annual salary by occupational status and gender in French news companies.  
(N = Number of companies responding to the question.) [Missing data resulted from insufficient information to calculate.]

Occupational level Avg. Low 
Salary Men

N Avg. High 
Salary Men

N Avg. Low 
Salary Women

N Avg. High 
Salary Women

N

Governance  $171,102.66 1  $171,102.66 1  $190,114.07 1  $190,114.07 1

Top-level management  $36,882.13 2  $85,551.33 2  $95,678.07 2  $199,619.77 2

Senior-level management  $79,721.17 2  $134,073.51 2  $88,593.16 2  $112,547.53 2

Middle management  $66,543.98 5  $91,762.74 5  $65,783.52 5  $97,592.90 5

Senior-level professional  $47,318.97 6  $80,259.57 5  $11,406.84 2  $88,394.42 5

Junior-level professional

Production & design

Technical professional  $11,406.84 2  $22,813.69 2  $11,406.84 2  $22,813.69 2

Sales, Finance & Administration  $42,179.97 2  $65,627.38 2  $37,008.87 2  $52,851.71 2

Other

 
Terms of employment
The great majority -- about 85% of the approximately 1,500 journalists -- at the French 
companies surveyed hold regular full-time jobs with benefits (See Table 7.2.3).  

Men benefit more substantially than women.  Men hold two-thirds (64.4%) of the full-time 
regular jobs (those with benefits) while women hold one-third (34.6%).  

Women are more likely to be found with terms of employment that bring less income and 
less security.  They hold more of the full-time contract positions than men (53.4% and 
46.6%, respectively), as well as most of the part-time contract positions (86.3%).  

Men and women hold approximately the same number of freelance jobs, another category 
with limited predictability in work and income.
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Table 7.2.3.  Terms of employment by gender in French news companies.

Terms of Employment # Men % Men # Women % Women

Full-time, regular 858 64.4 475 35.6

Part-time, regular 7 13.7 44 86.3

Full-time, contract 27 46.6 31 53.4

Part-time, contract 0 0.0 0 0.0

Freelance 59 49.2 61 50.8

Other 18 85.7 3 14.3

Totals 969   614  

 
Gender-related company policies
French news companies surveyed indicate relatively progressive policies toward gender 
equality.  

All reported having policies on maternity and paternity leave, for example (See Table 7.2.4), 
in line with EU guidelines.  All said they return women to their same jobs after maternity 
leave, and all offer educational training toward women’s advancement.  

They vary on other policies.  

Two-thirds (63%) have a general policy on gender equality, and only a fourth have a policy 
on sexual harassment.  The second of these may be explained by the presence of a 
national law (with workplace guidelines and remedies) on sexual harassment, which covers 
women in all occupations.  

Only half of the companies surveyed offer child-care assistance, which would augment 
child care available at government-supported centers.

Table 7.2.4. Gender-related policies at French news companies surveyed.  
(N = Number of companies responding to question.)

Company Policies % Yes % No N

Has a policy on gender equality 63 37 8

Has a policy on sexual harassment 25 75 8

Has a policy on maternity leave 100 0 8

Has a policy on paternity leave 100 0 8

Do women get same jobs back 100 0 8

Offers child-care assistance 50 50 8

Offers educational training 100 0 8

 
Summary
Women in France’s newsrooms have made important progress in gaining access to the 
profession.  They are relatively close to men in terms of overall numbers, but their status 
varies considerably by occupational level.  For example, they are near parity with men in 
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the occupations up to middle management, but they are underrepresented at higher levels, 
particularly in executive ranks of senior management and governance.  

Men have somewhat greater job security than women in French news companies, holding 
two-thirds of the full-time regular jobs.  Women hold more part-time and contract jobs than 
men do.

French companies vary on their gender policies.  All have maternity and paternity leave 
policies and offer educational training.  Most have an umbrella equality policy (as EU 
guidelines require), but few have a sexual harassment policy and only half provide child-
care assistance.

While few companies shared salary information, making it difficult to be definitive about 
the ways in which French women journalists are paid in relation to men, it is possible to 
take some cues from the national picture.  France’s ranking of 123rd on gender equality 
suggests that French women journalists may well face economic disparity, in addition to 
the other roadblocks to progress. 
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GERMANY
Overview of Nation
Located in central Europe, Germany has a population of 82 million, the vast majority of 
whom are of indigenous German (Deutsche) descent, with fewer numbers of persons 
Turkish, Italian or other European ancestry. The official language is German, with English 
and French also spoken.  

Freedom of expression in the mass media is based on Article 5 of Germany’s 1949 Basic 
Law.  Goals of the article are to protect the young from certain violent and obscene content 
and to generally assure press freedom for individual citizens. The Interstate Broadcasting 
Agreement was adopted in 1991, stipulating that television broadcasters shall reserve the 
greater part of total time scheduled for the transmission of feature films, television plays, 
series, documentaries and comparable productions for European works in accordance with 
European law. Nevertheless, there are no official quotas to which the broadcasters must 
adhere. 

Publishers and audiovisual enterprises are guaranteed freedom of competition by 
provisions of laws dating to1957.  More recent legislation has brought German laws 
regulating competition into line with those in the other European states.  Today, the nation 
is known for its diversity of opinion and information, earning Germany a ranking of 18th 
among nations in freedom of the press. 

The German Constitution guarantees men and women equal rights, and the nation has 
recently instituted measures to advance the status of women in line with European 
Union policies.  Women have a literacy rate of 100% and a life expectancy of 74 years in 
Germany. Women, including home workers, are entitled to generous maternity benefits.  
German women enjoy active participation in political and social life, demonstrated by 
Germany’s rank of 18th among all nations in women in national elected office.    

In other ways, the nation still lags in gender equality.  The gap in pay between men and 
women has widened since the 1990s; today, Germany, ranks 101st among nations in wage 
equity.  

Study Findings
Twelve German news companies participated in the study, including 5 newspapers, 5 
television station and 2 radio stations.  Together, these employ approximately 7,200, 
including 3,133 women and 4,030 men (see Table 7.3.1).  

Occupational status by gender
Women make up about half of Germany’s journalistic workforce. A closer look reveals 
that women’s distribution across the various occupational levels is uneven, with strong 
representation in some levels but only minuscule in others.  
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The glass ceiling for women journalists in Germany is at the senior professional level, 
where women are 41.2% of the work force – a number nearing parity with men.  Above 
that, in the middle management level (e.g., senior editors and chiefs of correspondence), 
women have noticeably smaller representation (32.3%).  

Even starker is women’s extremely limited participation at the top of German news 
companies.  They are less than a fourth (23.7%) in governance, around a fifth (20.5%) in 
top management, and well under a fifth (15.4%) in senior management.  These key ranks 
are those in which news company policies are set and other organizational decisions are 
made.

Below the glass ceiling, women have fairly good access to jobs.  They represent two-thirds 
(64.9%) of those in the junior professional level, which includes news writers, producers 
and anchors.  

Women are just over half (51.9%) in production and design, and near parity with men 
(41.2%) in the senior professional category, which includes senior writers, researchers and 
reporters.  

Women are also more than half (59.5%) of those in sales, finance and administration – 
support roles important to operations, though not directly involved with production of 
news.

A particularly striking finding among German news companies is in the large number 
of women (47.6%) – and men (52.4%) – journalists who are categorized in the “other” 
occupational level.  As Table 7.3.3 indicates, these appear to be primarily freelance workers 
without regular employment.  

Table 7.3.1.  Occupational levels by gender at news companies in Germany.

Occupational level # Men % Men # Women % Women

Governance 61 76.3 19 23.7

Top-level Management 35 79.5 9 20.5

Senior Management 241 84.6 44 15.4

Middle Management 308 67.7 147 32.3

Senior-level Professional 762 58.8 535 41.2

Junior-level Professional 68 35.1 126 64.9

Production and Design 78 48.1 84 51.9

Technical Professional 1090 63.3 631 36.7

Sales, Finance & Administration 498 40.5 731 59.5

Other 889 52.4 807 47.6

Totals 4,030   3,133  
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Annual salaries by occupational status and gender
Few German news companies surveyed provided data on their journalists’ salaries, making 
it impossible to be definitive on how women are paid in comparison to men.  The scant 
data (See Table 7.3.2) suggest that salaries are identical for men and women at every 
occupational level.  

In light of the disparity in men’s and women’s salaries nationwide (shown in the nation’s 
101st ranking), and the serious under-representation of women in decision-making roles 
within these specific companies, these data raise some skepticism.  The salary issue in 
German news companies will require further research to determine accuracy.

Table 7.3.2  Annual salary by occupational status and gender at German news companies. 
(N = Number of companies responding to the question.)  [Missing data resulted from insufficient information to calculate.]

Occupational level Avg. Low 
Salary Men

N Avg. High 
Salary Men

N Avg. Low 
Salary Women

N Avg. High 
Salary Women

N

Governance

Top-level management

Senior-level management  $70,722.43 2  $117,870.72 2  $70,722.43 2  $117,870.72 2

Middle management  $49,302.92 2  $70,025.35 2  $49,302.92 2  $70,025.35 2

Senior-level professional  $41,007.60 4  $67,082.38 4  $41,007.60 4  $67,082.38 4

Junior-level professional  $18,550.06 3  $40,625.26 3  $18,550.06 3  $40,625.26 3

Production & design  $4,182.51 1  $7,224.33 1  $4,182.51 1  $7,224.33 1

Technical professional  $27,418.67 3  $51,626.53 3  $27,418.67 3  $51,626.53 3

Sales, Finance & Administration  $27,376.43 1  $54,752.85 1  $27,376.43 1  $54,752.85 1

Other  $32,699.62 2  $65,399.24 2  $32,699.62 2  $65,399.24 2

Terms of employment by gender
Findings indicate that the journalism profession in Germany is not a particularly secure one, 
either for women or men.  Men, however, fare substantially better than women. 

Men outnumber women in jobs where the terms of employment associated with 
benefits and greater predictability of work are involved.  Women represent only around 
a third (34.7%) of those in full-time, regular jobs, compared to men (65.3%).  Women 
are also fewer in number than men in full-time contract employment (57.5% and 42.5%, 
respectively).  

Women represent the majority of those in part-time jobs (both contract and regular).  

Especially striking is the finding that most German journalists are employed as “freelance” 
workers, which means that they do not serve in regular jobs with benefits (See Table 
7.3.3).  Women (47.2%) are nearly half of this category.  Freelance workers market their 
pieces once written, or they “pitch” ideas for stories and receive the go-ahead to do 
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the story and submit them for consideration.  Freelance work is the least secure form of 
employment.  

Table 7.3.3.  Terms of employment by gender in German news companies.

Terms of Employment # Men % Men # Women % Women

Full-time, regular 2092 65.3 1112 34.7

Part-time, regular 156 20.4 607 79.6

Full-time, contract 364 57.5 269 42.5

Part-time, contract 20 17.7 93 82.3

Freelance 1868 52.8 1673 47.2

Other 36 69.2 16 30.8

Totals 4,536   3,770  

 
Gender-related company policies
German news companies surveyed were variable in their gender-related policies.  All or 
nearly all have adopted policies on maternity and paternity leave and on returning women 
to their same jobs after maternity leave (See Table 7.3.4).  

Surprisingly, however, given the EU’s guidelines on gender equality for member states, 
only 1 of the 12 German news companies surveyed has adopted a policy on sexual 
harassment.  

In addition, German companies have been slow to adopt broader policies on gender equity 
(58%) or to offer educational training to women (50%).  Most (71%)  offer child-care 
assistance.

Table 7.3.4.  Gender-related policies in German news companies.  (N = Number of companies responding to question.)

Company Policies % Yes % No  N

Has a policy on gender equality 58 42 12

Has a policy on sexual harassment) 8 92 12

Has a policy on maternity leave 100 0 12

Has a policy on paternity leave 92 8 12

Do women get same jobs back 92 8 12

Offers child-care assistance 71 29 12

Offers educational training 50 50 12

 
Summary
The number of women in German newsrooms approaches parity with men.  However, 
they have difficulty moving beyond the level of senior professional, which represents the 
glass ceiling for women in this nation.   
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Women have penetrated that ceiling into higher-ranking jobs in top management and 
governance only in very small numbers. This means limited influence in company policies 
or other decisions.  

At other occupational levels, women journalists have fared moderately or very well.  They 
are two-thirds of those in junior professional jobs, e.g., producers and anchors, and more 
than half in production and design, which include creative roles like photographers and 
illustrators.  

Women are nearing parity with men in the ranks of senior writers, researchers and 
reporters (senior professional occupations).

The German news industry appears to be strongly reliant on freelance and contract 
employees, a majority of whom are women.  Therefore, while both men and women in 
the profession suffer uncertainty associated with less than full-time employment, women 
experience the greater uncertainty.

Scant data gathered on salaries make it difficult to make reliable statements on how 
women in the news profession are paid in German companies. 
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SPAIN
Overview of Nation
Spain is located on the Iberian Peninsula. The nation’s 45 million people are nearly all native 
Spaniards, encompassing several distinct communities of Basques, Catalans, Galicians 
and Castilians.  Spain’s estimated 10% foreign-born population includes immigrants from 
Morocco and various Latin American nations.  The nation’s primary language is Castilian 
Spanish.  

The Spanish Constitution of 1978 provides protection for the freedom of expression, 
conscience and professional secrets as basic rights. Broadcast media, but not print, remain 
subject to national laws.  Legislation passed in 1983 allows autonomous communities to 
set up their own publicly funded radio and television broadcasting operations.  In 1990, 
government broadcast policy permitted private television stations, breaking 33 years of 
public television monopoly and greatly altering changing the Spanish communications 
landscape.  In 2000, the electronic media regulation was moved to the Secretary of 
Telecommunications and Information Society, part of the Ministry of Industry, Tourism and 
Trade.  Spain ranks 44th globally in freedom of speech.

Women in Spain have a 96% literacy rate and a life expectancy of 75 years.  Spanish law 
affords women 16 weeks of compulsory maternity leave, and a cash benefits program 
for those enrolled in the social security system. In line with European Union goals for 
advancing women’s equality, Spain adopted the Gender Equality Act in 2007 and a second 
law in 2009 aimed at achieving gender balance in government.  Spain ranks 11th globally in 
women in national elective office.  

In other ways, Spain has moved slower.  The gap between men’s and women’s pay, for 
example, has gained the nation the low rank of 120th in wage equality.  

Study Findings
Eleven news companies – 4 newspapers, 4 television stations, and 3 radio stations – 
participated in the study.  Together they employ approximately 12,000, including 4,855 
women and 7,055 men (See Table 7.4.1).  

Occupational level by gender
Women are less than half (40%) of the Spanish journalistic workforce, evidence that while 
women have substantial access to the profession they are just below parity with men.  

Women’s placement in the occupational hierarchy reveals more specific ways that women 
are marginalized in the profession.  Spanish women journalists hit the glass ceiling at the 
senior professional level, where they represent nearly half (44%) of a sizable population of 
senior writers, editors and producers.  
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Women’s numbers in higher occupational levels are minuscule by comparison. In the 
executive ranks of governance and top-level management, women represent only a fifth 
or less (17.6% and 20%, respectively) of those filling these important policy- and decision-
making roles.  

Women also number only a fifth (19.7%) of those in senior management.  Women’s 
notably low representation in these top levels signals their relative lack of power in the 
news companies surveyed.  

Women’s moderate representation at the junior professional level (34.6%) suggests there 
may be a diminishing pool of qualified women developing experience and qualifications 
necessary for advancement into higher ranks.  Women’s participation is somewhat better 
in production and design (40.4%), an important category of news production.  

However, women’s participation is noticeably low in the technical professional level 
(26.8%), e.g., lighting, camera and other production specialists.  

By contrast, women comprise half or more of those in sales, finance and administration 
(52.3%), which includes a range of support personnel important to operations but without 
direct connection to news production.  Women typically fill many of these positions.  

A substantial number of staff – half of those women (50.3%) – in Spanish news companies 
occupy jobs “other” than those specifically defined by this study.  

Table 7.4.1.  Occupational level by gender in Spanish news companies.

Occupational level # Men % Men # Women % Women

Governance 14 82.4 3 17.6

Top-level Management 28 80.0 7 20.0

Senior Management 57 80.3 14 19.7

Middle Management 317 73.0 117 27.0

Senior-level Professional 1764 56.0 1384 44.0

Junior-level Professional 640 65.4 339 34.6

Production and Design 431 59.6 292 40.4

Technical Professional 1903 73.2 698 26.8

Sales, Finance & Administration 911 47.7 1000 52.3

Other 990 49.7 1001 50.3

Totals 7,055   4,855  

 
Annual salaries by occupational status and gender
Salary data provided by participating news companies was sparse in the higher-ranking 
occupational levels.  Therefore, observations will focus mainly on the categories for which 
data were more complete (See Table 7.4.2).  
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Women’s and men’s salaries at Spanish news companies are fairly similar at both 
average low and average high ranges in occupational levels below and including middle 
management.  There is variation, but the gaps are not large.  For example, men are paid a 
few thousand dollars more in both the low and high salary ranges for middle management 
and in the technical professional levels.  However, women are paid more at the average 
high range of the senior-level professional.  

On the whole, salaries do not suggest gross disparities along gender lines for the 
occupational categories for which data were available. If accurate, this finding would 
contradict the national norm of women receiving significantly lower pay in the workplace.   

Offering additional background, Spanish researchers in the study were able to document 
certain mechanisms in many companies that do not show up on salary scales.  These 
include, e.g., bonuses for weekend and night duty, and for longevity in the company.  
These practices, they said, benefit men more than women in the profession.  

More complete data in the higher ranking levels of senior and top level management and 
governance are required to allow a comprehensive view of how women journalists at 
Spanish news companies are compensated in comparison to men.  

Table 7.4.2.  Annual salary by occupational status and gender in Spanish news companies.  
(N = Number of companies responding to question.) [Missing data resulted from insufficient information to calculate.]

Occupational level Avg. Low 
Salary Men

N Avg. High 
Salary Men

N Avg. Low 
Salary Women

N Avg. High 
Salary Women

N

Governance  $215,462.61 1  $386,853.61 2  $177,439.80 1  $338,403.04 1

Top-level management

Senior-level management  $85,340.09 3  $187,475.73 4  $87,452.47 1  $163,291.13 2

Middle management  $80,297.99 7  $154,341.83 6  $77,491.54 7  $148,115.59 6

Senior-level professional  $45,219.23 9  $110,146.33 6  $44,421.46 9  $119,637.25 6

Junior-level professional  $32,785.00 6  $55,673.75 5  $31,560.24 6  $51,794.92 5

Production & design  $42,498.27 6  $97,934.84 5  $42,936.38 6  $88,100.87 5

Technical professional  $36,419.00 8  $71,434.97 5  $34,751.23 8  $60,872.99 5

Sales, Finance & Administration  $28,405.98 8  $78,666.03 4  $26,548.72 8  $78,543.41 4

Other  $78,543.41 4  $66,476.55 2  $28,390.37 1  $46,768.06 1

 
Terms of employment by gender
Approximately half of the approximate 12,000 journalists in the Spanish news companies 
surveyed are employed in regular full-time jobs with benefits (See Table 7.4.3).  This 
suggests that both men and women in the profession experience instability in their 
occupational lives.

Women, however, experience a greater degree of insecurity in work and income.  Men 
hold the majority (63.8%) of the full-time regular jobs.  Women fill the vast majority 
(87.6%) of the part-time regular jobs.  
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Men and women are fairly equal in filling jobs in other terms of employment, as Table 7.4.3 
shows.

Table 7.4.3.  Terms of employment for journalists in Spanish news companies.

Terms of Employment # Men % Men # Women % Women

Full-time, regular 3889 63.8 2203 36.2

Part-time, regular 34 12.4 241 87.6

Full-time, contract 506 51.8 471 48.2

Part-time, contract 44 55.7 35 44.3

Freelance 857 50.3 848 49.7

Other 1873 60.8 1210 39.2

Totals 7,203   5,008  

 
Gender-related company policies
Spanish news companies surveyed demonstrate strong commitment to gender equality in 
some ways, but not in others.  

Nearly all (91%) have company policies on maternity and paternity leave and on returning 
women to their same jobs after maternity leave.  Most (73%) offer educational training 
toward women’s advancement.  In these ways, they mirror the guidelines and goals of EU 
gender policies.

However, only about half (55%) have policies on gender equality or sexual harassment, 
and few (27%) offer child-care assistance.  The first of these would seem to miss a major 
intent of the EU’s call for institutional policy aimed at gender equality.

Table 7.4.4.  Gender-related policies in Spanish news companies.  (N = Number of companies responding to question.)

Company Policies % Yes % No N

Has a policy on gender equality 55 45 11

Has a policy on sexual harassment 55 45 11

Has a policy on maternity leave 91 9 11

Has a policy on paternity leave 91 9 11

Do women get same jobs back 91 9 11

Offers child-care assistance 27 83 11

Offers educational training 73 27 11

 
Summary
Women journalists at Spanish news companies appear to face a glass ceiling at the senior 
professional level that limits their advancement into management and decision-making 
roles.  

Women are also notably fewer in the junior professional level (e.g., assistant writers, 
producers and directors), where they are only around a third.  The lack of a strong 
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contingent of women in these junior news-reporting ranks suggests there may be an 
inadequate pool of qualified female journalists for more senior jobs in coming years.  

As in many nations, women fill the majority of the jobs in sales, finance and administration, 
support roles that are not directly involved with news production.

Findings on salaries were positive in some respects, with men’s and women’s 
compensation fairly similar in the occupational levels below and including middle 
management.  Spanish companies provided almost no salary data for occupational levels 
above middle management, making it impossible to assess whether there is pay equity in 
the executive ranks of their companies.

Substantially more men than women have full-time jobs with benefits.  Women are more 
likely to be found in part-time jobs in Spanish news companies surveyed.

Spanish news companies seem to have uniformly adopted maternity- and paternity-related 
guidelines, benefits called for by the European Union.  They have been much slower to 
adopt policies on gender equity, sexual harassment and other terms necessary to assure 
equal treatment.  
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UNITED KINGDOM
Overview of Nation
The United Kingdom of Great Britain (UK) includes the island countries of England, 
Scotland, Wales and Northern Ireland.  The UK’s population of 62 million is predominantly 
indigenous European, with smaller numbers of Africans, South Asians and Asians.  The 
official languages are English and Gaelic (with Welsh, Scottish and Irish versions of the 
latter).  

The UK broadcasting system is a mix of independent commercial and independent 
government-funded television and radio stations.  Countries forming the UK are 
actively involved in determining local content, some of it in local languages.  Under the 
Broadcasting Acts of 1990 and 1996, both broadcast license holders and digital terrestrial 
license holders are allowed to promote equality of opportunity in employment between 
men and women and between persons of different racial groups. The Communications Act 
of 2003 limits content produced outside the UK within the entire UK broadcast and digital 
systems. 

Though the UK has no constitutional or statutory guarantees of free speech and press, the 
nation’s longstanding tradition of open debate gains a ranking of 20th among nations on 
press freedom. 

Women generally enjoy a high standard of living in the UK.  Literacy levels are near 100% 
for women and life expectancy is 82 years.  Pregnant women have to up to 52 weeks of 
maternity leave, with all benefits, excluding wages or salary. 

Still, the UK lags in other indicators.  The nation ranks only 57th in women in national 
elective office. Women’s pay is behind men, with the UK ranked 78th among nations 
on wage equity.  Relevant to this study, women have been found to encounter specific 
problems in the workplaces of UK television industries, including difficulty getting hired 
after they have had children, career advancement and equal pay.

Study Findings
Sixteen news companies – 7 newspapers, 7 television stations and 2 radio stations – 
participated in the study.  Together they employ approximately 11,800, including 5,342 
women and 6,429 men (See Table 7.5.1).  

Occupational level by gender
Women represent nearly half (45%) of the combined workforce for these companies, 
putting them near parity with men. A closer look at women’s location within UK news 
companies, however, reveals a more ambiguous story (See Table 7.5.2).  

There is no apparent glass ceiling for women in the UK companies surveyed.  Rather, the 
pattern is one of general under-representation of women at nearly all occupational levels.  
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The one exception occurs in the junior professional level (50.6%), which is staffed by 
junior-ranking writers, producers and sub-editors – important to the gathering of news but 
not typically in defining news or shaping company decisions.

The weightier roles are held by those at the senior professional level, where women are 
moderately represented (39.5%), as well as in management and governance, where 
women are around a third (30.2% and 36.5%, respectively).  

Women represent just over a third (35.2%) of the journalists in middle management, and 
fewer – just over a fourth (29.5%) – at senior management level.  

Statistically, women show only a moderate level of advancement at these levels.  In all of 
these instances, their numbers (in the 30th percentile) also suggest they may have limited 
influence within their ranks. 

The one occupational level where women dominate is in sales, finance and administration 
(59.5%) – an important support level but one with little direct involvement in news-
gathering or production.  These jobs may also be clerical in nature – the kind traditionally 
held by women.  

Table 7.5.2.  Occupational level by gender in UK news companies.

Occupational level # Men % Men # Women % Women

Governance 73 63.5 42 36.5

Top-level Management 60 69.8 26 30.2

Senior Management 179 70.5 75 29.5

Middle Management 151 64.8 82 35.2

Senior-level Professional 1994 60.5 1304 39.5

Junior-level Professional 2557 49.4 2619 50.6

Production and Design 517 65.1 277 34.9

Technical Professional 234 86.7 36 13.3

Sales, Finance & Administration 555 40.5 814 59.5

Other 109 61.9 67 38.1

Totals 6,429   5,342  

 
Annual salaries by occupational status and gender
Approximately half of the companies surveyed in the UK provided salary data.  The partial 
picture derived from the information suggests that women are paid similar to or even 
slightly more than men in the average low range of most occupational levels (See Table 
7.5.2).  

By contrast, they are paid substantially less than men in the average high ranges.  For 
example, at the junior professional level, where women have reached parity with men in 
numbers, women are paid substantially less in the average high salary range.  
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In the top-level management range, men make approximately 50% more than women. 
These numbers bear witness to recent independent research conducted among UK 
television employees, which found that women perceived their pay to be much lower than 
men’s.  

Table 7.5.2.  Annual salary by occupational status by gender in UK news companies. 
(N = Number of companies answering the question.)  [Missingdata resulted from insufficient information to calculate.]

Occupational level Avg. Low 
Salary Men

N Avg. High 
Salary Men

N Avg. Low 
Salary Women

N Avg. High 
Salary Women

N

Governance

Top-level management  $312,780.44 7  $601,578.84 7  $342,567.96 6  $432,559.66 6

Senior-level management  $124,201.70 5  $228,295.17 5  $121,969.03 5  $202,791.94 5

Middle management  $60,801.37 6  $160,565.75 7  $56,496.69 6  $96,072.21 6

Senior-level professional  $46,359.58 7  $147,537.82 8  $52,122.36 7  $135,566.36 7

Junior-level professional  $26,228.46 6  $78,064.16 6  $24,626.89 6  $66,481.53 6

Production & design  $21,731.53 5  $58,090.34 5  $27,484.85 3  $50,756.16 3

Technical professional  $32,059.66 3  $84,232.95 3  $36,350.85 2  $73,775.57 2

Sales, Finance & Administration  $21,558.04 7  $51,624.39 7  $22,277.60 7  $60,690.34 7

Other  $26,318.76 3  $42,149.26 3  $25,184.11 2  $47,527.86 2

 
Terms of employment by gender 
Researchers were unable to obtain complete information for all news companies surveyed 
in the UK on terms of employment for their journalists.  Table 7.5.3 represents only a fourth 
of the journalistic workforce reported in Table 7.5.1 above.  

While it would appear that most journalists employed at the UK news companies surveyed 
are employed full-time with benefits, there are insubstantial data to support this.  This 
question requires further research to determine the terms by which UK women journalists 
are employed.

Table 7.5.3. Terms of employment by gender at UK news companies.

Terms of Employment # Men % Men # Women % Women

Full-time, regular 1392 63.0 819 37.0

Part-time, regular 40 24.0 127 76.0

Full-time, contract 43 45.7 51 54.3

Part-time, contract 3 33.3 6 66.7

Freelance 234 63.8 133 36.2

Other 51 60.0 34 40.0

Totals 1,763   1,170  
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Gender-related company policies
The 16 news companies represented in Table 7.5.4 demonstrate very strong support for 
gender equity in their policies.  All said they have a general company policy on gender 
equality, on sexual harassment, on maternity and paternity leave, and on returning women 
to their same jobs when they come back to work after maternity leave.  

Nearly all (88%) offer educational training toward women’s advancement, and about two-
thirds (63%) offer some form of child-care assistance.  

With such policies in place, there is reason to question why there exist serious disparities 
in both promotion of women into decision-making roles and in women’s salaries (in 
comparison to men’s) at the average high range.  

Table 7.5.4.  Gender-related policies at UK news companies. (N = Number of companies responding to question.)

Company Policies % Yes % No N

Has a policy on gender equality 100 0 16

Has a policy on sexual harassment 100 0 16

Has a policy on maternity leave 100 0 16

Has a policy on paternity leave 100 0 16

Do women get same jobs back 100 0 11

Offers child-care assistance 63 37 16

Offers educational training 88 12 16

 
Summary
News companies surveyed in the United Kingdom comport strongly with the spirit and 
substance of EU policies on gender equality.  Such a level of compliance would suggest that 
these same companies would also be working to advance women and compensate them on 
a par with men journalists.  

Such is not the case.  Women have access to journalism jobs, and in terms of number, they 
are approaching parity with men.  However, women face a glass ceiling that seems fixed at 
the junior professional level, where journalists hold junior-level reporting, editing and producing 
jobs.  

Partial data from companies surveyed provide only tentative findings on salary.  These 
suggest that while women are compensated at rates relatively similar to those of men at the 
average low range, they are seriously under-compensated at most average high salary ranges.  

Taken together, UK news companies exhibit entrenched institutional practices of marginalizing 
women in their newsrooms and decision-making hierarchies.  The presence of uniform and 
progressive gender policies may provide a context for these conditions to change.  
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APPENDIX 3
COMPOSITE OCCUPATIONAL LEVEL FOR MEN AND WOMEN  
ACROSS 7 REGIONS									       
			 

Subsaharan Africa

Occupational level # Men % Men # Women % Women

Governance 282 71.8 111 28.2

Top-level Management 202 75.9 64 24.1

Senior Management 698 46.3 811 53.7

Middle Management 225 69.7 98 30.3

Senior-level Professional 1,585 68.9 716 31.1

Junior-level Professional 1,390 68.0 655 32.0

Production and Design 4,555 54.0 3,876 46.0

Technical Professional 1,711 51.4 1,621 48.6

Sales, Finanace and Administration 1,221 70.8 504 29.2

Other 1,006 57.0 759 43.0

Totals 12,875 58.3% 9,215 41.7%

Middle East and North Africa

Occupational level # Men % Men # Women % Women

Governance 125 82.8 26 17.2

Top-level Management 101 77.7 29 22.3

Senior Management 179 70.8 74 29.2

Middle Management 289 62.4 174 37.6

Senior-level Professional 860 60.7 556 39.3

Junior-level Professional 1,542 66.6 773 33.4

Production and Design 461 59.6 312 40.4

Technical Professional 686 87.1 102 12.9

Sales, Finanace and Administration 388 44.1 491 55.9

Other 144 76.6 44 23.4

Totals 4,775 64.9% 2,581 35.1%

Americas

Occupational level # Men % Men # Women % Women

Governance 303 78.5 83 21.5

Top-level Management 336 69.6 147 30.4

Senior Management 935 53.6 808 46.4

Middle Management 1,211 59.5 823 40.5

Senior-level Professional 6,561 56.3 5,096 43.7
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Junior-level Professional 2,544 54.2 2,154 45.8

Production and Design 3,099 76.9 933 23.1

Technical Professional 2,462 75.3 808 24.7

Sales, Finanace and Administration 7,205 65.4 3,808 34.6

Other 1,429 73.5 515 26.5

Total Numbers 26,085 63.2% 15,175 36.8%

Asia and Oceana

Occupational level # Men % Men # Women % Women

Governance 291 78.4 80 21.6

Top-level Management 285 90.8 29 9.2

Senior Management 814 86.6 126 13.4

Middle Management 3,526 86.9 533 13.1

Senior-level Professional 4,645 67.9 2,195 32.1

Junior-level Professional 9,629 75.7 3,084 24.3

Production and Design 2,741 87.5 393 12.5

Technical Professional 2,707 92.4 222 7.6

Sales, Finanace and Administration 9,125 80.0 2,280 20.0

Other 3,651 15.9 800 84.1

Total Numbers 37,414 79.3% 9,742 20.7%

Eastern Europe

Occupational level # Men % Men # Women % Women

Governance 112 67.1 55 32.9

Top-level Management 142 56.6 109 43.4

Senior Management 272 59.1 188 40.9

Middle Management 471 50.2 468 49.8

Senior-level Professional 1,220 43.6 1,576 56.4

Junior-level Professional 577 40.1 862 59.9

Production and Design 1,024 66.1 526 33.9

Technical Professional 1,455 79.5 375 20.5

Sales, Finanace and Administration 581 30.6 1,318 69.4

Other 203 63.8 115 36.2

Total Numbers 6,057 52.0 5,592 48.0

Nordic Europe

Occupational level # Men % Men # Women % Women

Governance 110 64.3 61 35.7

Top-level Management 120 63.2 70 36.8

Senior Management 142 63.7 81 36.3

Middle Management 406 57.4 301 42.6
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Senior-level Professional 2,152 56.7 1,643 43.3

Junior-level Professional 337 60.5 220 39.5

Production and Design 407 59.5 277 40.5

Technical Professional 93 75.6 30 24.4

Sales, Finanace and Administration 218 35.3 400 64.7

Other 113 63.8 64 36.2

Total Numbers 4,098 56.6% 3,147 43.4%

Western Europe

Occupational level # Men % Men # Women % Women

Governance 153 70.2 65 29.8

Top-level Management 131 74.0 46 26.0

Senior Management 502 77.3 147 22.7

Middle Management 886 67.8 420 32.2

Senior-level Professional 5,053 58.7 3,549 41.3

Junior-level Professional 3,419 51.5 3,220 48.5

Production and Design 1,028 61.0 658 39.0

Technical Professional 3,254 70.3 1,372 29.7

Sales, Finanace and Administration 2,034 43.4 2,657 56.6

Other 1,999 51.5 1,886 48.5

Total Numbers 18,459 56.8% 14,020 43.2%

All regions

Occupational level Total # Men Total # Women Total % Men Total % Women

Governance 1,376 481 74.1% 25.9%

Top-level Management 1,317 494 72.7% 27.3%

Senior Management 3,542 2,235 61.3% 38.7%

Middle Management 7,014 2,817 71.3% 28.7%

Senior-level Professional 22,076 15,331 59.0% 41.0%

Junior-level Professional 19,438 10,968 63.9% 36.1%

Production and Design 13,315 6,975 65.6% 34.4%

Technical Professional 12,368 4,530 73.2% 26.8%

Sales, Finanace and Administration 20,772 11,458 64.4% 35.6%

Other 8,545 4,183 67.1% 32.9%

Totals 109,763 59,472 64.9% 35.1%
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APPENDIX 4
COMPOSITE SALARY DATA FOR WOMEN AND MEN  
ACROSS 7 REGIONS			 

Regions Avg Low 
Salary Men

N Avg High 
Salary Men

N Avg Low 
Women

N Avg High 
Women 

N

Middle East and North Africa

Governance $13,225.02 4 $69,388.21 4 $14,156.72 2 $19,548.53 2

Top-level management $32,836.09 4 $46,908.70 4 $8,087.71 2 $18,332.14 2

Senior-level management $13,245.53 9 $19,095.04 9 $7,869.20 7 $14,072.30 7

Middle management $10,626.75 17 $17,876.58 16 $11,246.26 13 $19,272.73 10

Senior-level professional $7,856.55 9 $17,767.51 9 $7,178.73 10 $16,271.13 10

Junior-level professional $7,230.07 22 $11,835.50 21 $6,282.98 21 $12,062.42 21

Production & design $5,163.50 20 $8,747.64 20 $5,082.06 10 $6,661.20 7

Technical professional $3,019.41 2 $8,626.89 2 $3,019.41 2 $8,626.89 2

Sales, Finance & Administration $5,037.96 18 $9,237.67 16 $5,946.57 15 $18,669.31 13

Other $2,113.67 4 $5,598.93 4 $5,914.36 4 $10,173.38 3

Sub-Saharan Africa

Governance $7,836.89 5 $20,130.09 5 $7,440.58 4 $11,989.44 4 

Top-level management $16,426.37 20 $32,071.19 20 $16,040.19 14 $28,300.34 15 

Senior-level management $7,648.25 26 $13,453.73 26 $8,697.19 21 $13,765.09 23 

Middle management $4,686.71 25 $8,125.27 25 $4,478.99 17 $6,951.43 18 

Senior-level professional $3,456.84 32 $6,588.19 33 $3,787.12 27 $6,985.65 27 

Junior-level professional $2,466.31 22 $5,722.12 22 $2,324.63 25 $5,203.44 25 

Production & design $1,904.07 18 $3,174.69 18 $2,085.41 14 $3,901.30 14 

Technical professional $3,364.10 12 $4,700.60 12 $2,913.42 7 $4,445.73 7 

Sales, Finance & Administration $2,194.41 17 $5,082.07 17 $2,093.74 17 $5,267.61 17 

Other $1,266.42 9 $2,900.55 9 $1,155.65 8 $2,472.51 9 

Americas

Governance $46,548.89 18 $69,660.64 18 $28,554.23 11 $35,421.18 12

Top-level management $68,457.22 37 $115,934.37 34 $76,768.60 27 $89,242.23 29

Senior-level management $49,666.63 50 $74,045.72 50 $55,614.33 31 $91,576.39 29

Middle management $36,288.15 48 $67,050.35 45 $33,445.26 49 $56,749.38 47

Senior-level professional $23,191.03 76 $85,023.93 74 $20,402.69 66 $65,780.00 67

Junior-level professional $18,591.51 64 $38,706.88 62 $17,419.25 65 $39,169.38 63

Production & design $12,936.22 62 $25,669.09 60 $17,388.33 48 $36,006.06 48

Technical professional $11,245.32 41 $29,402.17 43 $13,643.14 22 $25,635.12 22

Sales, Finance & Administration $14,297.95 47 $32,075.23 46 $11,292.25 56 $31,900.13 55
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Other $9,825.50 39 $19,977.00 40 $16,726.42 33 $23,071.38 34

Asia & Oceana

Governance $27,346.42 12 $170,563.40 12 $23,661.37 11 $36,759.86 12

Top-level management $26,626.52 21 $35,422.14 21 $16,405.14 5 $41,986.59 5

Senior-level management $16,187.72 42 $26,014.24 41 $16,430.24 16 $22,870.76 18

Middle management $15,083.23 50 $29,429.55 51 $13,889.31 38 $28,234.08 39

Senior-level professional $14,056.86 45 $31,919.38 45 $13,611.04 41 $27,993.41 41

Junior-level professional $9,540.66 47 $23,890.52 47 $9,894.10 46 $22,434.17 46

Production & design $8,754.57 35 $19,702.50 35 $10,510.12 31 $15,403.62 31

Technical professional $9,282.28 37 $21,866.02 37 $11,208.16 23 $17,713.02 23

Sales, Finance & Administration $6,619.38 40 $21,892.82 40 $7,539.49 35 $24,327.98 36

Other $10,441.31 22 $15,751.62 22 $8,814.18 22 $20,919.19 21

Eastern Europe

Governance $153,279.38 21 $199,189.12 16 $12,990.83 14 $14,332.67 11

Top-level management $23,777.45 31 $30,251.27 29 $21,690.84 30 $27,300.28 27

Senior-level management $17,486.87 51 $25,059.76 47 $16,603.86 53 $20,095.33 49

Middle management $12,027.12 51 $18,583.77 47 $12,482.16 54 $17,679.09 53

Senior-level professional $8,627.28 68 $15,169.29 64 $7,700.73 73 $14,260.75 71

Junior-level professional $5,365.03 46 $12,923.27 46 $5,092.11 50 $12,389.06 50

Production & design $6,691.28 48 $11,097.36 47 $6,078.95 41 $10,878.18 37

Technical professional $5,369.37 46 $9,681.40 45 $3,683.73 30 $7,760.88 30

Sales, Finance & Administration $5,864.56 32 $12,343.91 30 $5,683.51 52 $10,115.39 50

Other $7,770.97 7 $14,965.24 8 $7,660.85 8 $13,122.05 6

Nordic Europe

Governance

Top-level management $89,618.45 3 $214,973.38 3 $66,653.94 3 $120,022.62 3

Senior-level management $115,089.61 23 $168,642.17 22 $112,144.54 17 $109,239.20 16

Middle management $58,227.84 23 $90,432.08 22 $59,498.00 22 $84,539.80 21

Senior-level professional $41,973.92 27 $86,487.52 27 $41,012.73 27 $71,230.66 27

Junior-level professional $32,163.68 2 $54,243.68 2 $33,211.63 2 $59,474.50 2

Production & design $41,982.04 20 $58,837.22 19 $41,970.29 19 $55,236.32 19

Technical professional $34,718.35 7 $62,569.79 6 $38,233.30 5 $53,736.94 5

Sales, Finance & Administration $39,097.46 10 $68,736.41 10 $33,408.30 12 $58,029.34 11

Other $38,831.57 7 $98,136.86 7 $26,936.21 5 $38,590.51 5
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Western Europe

Governance $193,282.64 2 $314,936.63 3 $183,776.93 2 $264,258.56 2

Top-level management $251,469.70 9 $486,906.06 9 $280,845.48 8 $374,324.69 8

Senior-level management $98,159.67 12 $184,251.33 13 $101,592.88 10 $163,761.68 11

Middle management $67,911.00 20 $132,443.78 20 $65,447.22 20 $110,165.37 19

Senior-level professional $45,362.86 26 $109,165.56 23 $43,249.72 22 $108,049.53 22

Junior-level professional $27,315.39 15 $62,044.96 14 $26,184.87 15 $55,695.68 14

Production & design $30,652.48 12 $71,577.30 11 $34,425.53 10 $66,666.35 9

Technical professional $30,787.54 16 $62,336.98 13 $30,385.41 15 $54,368.59 12

Sales, Finance & Administration $27,216.14 18 $61,574.46 14 $26,095.95 18 $64,247.31 14

Other $28,871.11 5 $51,449.25 5 $28,941.87 4 $56,463.55 4
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APPENDIX 5
TERMS OF EMPLOYMENT FOR WOMEN AND MEN ACROSS 7 REGIONS

Subsaharan Africa

Terms of Employment # Men % Men # Women % Women

Full-time, regular 8655 60.4 5680 39.6

Part-time, regular 673 82.6 142 17.4

Full-time, contract 712 57.1 536 42.9

Part-time, contract 188 64.2 105 35.8

Freelance 435 70.7 180 29.3

Other 2382 55.1 1941 44.9

Totals 13,045 8,584

Middle East and North Africa

Terms of Employment # Men % Men # Women % Women

Full-time, regular 2744 63.8 1555 36.2

Part-time, regular 308 58.3 220 41.7

Full-time, contract 69 63.3 40 36.7

Part-time, contract 60 85.7 10 14.3

Freelance 310 76.5 95 23.5

Other 34 85.0 6 15.0

Totals 3,525 1,926

Americas

Terms of Employment # Men % Men # Women % Women

Full-time, regular 12382 60.9 7953 39.1

Part-time, regular 432 44.2 546 55.8

Full-time, contract 707 58.9 494 41.1

Part-time, contract 39 29.3 94 70.7

Freelance 1557 82.3 335 17.7

Other 1078 61.0 690 39.0

Totals 16,195 10,112

Asia and Oceana

Terms of Employment # Men % Men # Women % Women

Full-time, regular 26289 78.9 7022 21.1

Part-time, regular 180 35.0 335 65.0

Full-time, contract 7092 82.4 1519 17.6

Part-time, contract 519 29.1 1265 70.9

Freelance 1062 78.0 300 22.0

Other 1106 73.6 396 26.4

Totals 36,248 10,837
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Eastern Europe

Terms of Employment # Men % Men # Women % Women

Full-time, regular 4264 52.7 3826 47.3

Part-time, regular 276 37.4 462 62.6

Full-time, contract 261 50.7 255 49.3

Part-time, contract 173 49.9 174 50.1

Freelance 327 49.7 331 50.3

Other 108 50.2 107 49.8

Totals 5,409 51.2 5,149 48.8

Nordic Europe

Terms of Employment # Men % Men # Women % Women

Full-time, regular 2665 58.8 1870 41.2

Part-time, regular 48 28.7 119 71.3

Full-time, contract 125 35.1 231 64.9

Part-time, contract 4 0.4 1007 99.6

Freelance 69 57.5 51 42.5

Other 524 51.9 486 48.1

Totals 3,435 3,764

Western Europe

Terms of Employment # Men % Men # Women % Women

Full-time, regular 8231 64.1 4609 35.9

Part-time, regular 237 18.9 1019 81.1

Full-time, contract 940 53.3 822 46.7

Part-time, contract 67 33.3 134 66.7

Freelance 3018 52.6 2715 47.4

Other 1978 61.0 1263 39.0

Totals 14,471 10,562

Totals for all regions

Terms of Employment Total # Men Total # Women Total % Men Total % Women

Full-time, regular 65230 32515 66.7% 33.3%

Part-time, regular 2154 2843 43.1% 56.9%

Full-time, contract 9906 3897 71.8% 28.2%

Part-time, contract 1050 2789 27.4% 72.6%

Freelance 6778 4007 62.8% 37.2%

Other 7210 4889 59.6% 40.4%

Totals 92,328 50,940 64.4% 35.6%
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APPENDIX 6
WOMEN’S EMPLOYMENT PATTERNS BY NATION ACROSS 7 REGIONS

Region And Nation N No-Glass Ceiling Glass Ceiling

Relative 
Parity 

Between 
Genders

 Under-
represen-
tation of 
Women

Sr Mgt Mid Mgt Sr Pro Jr Pro

Middle East and North Africa

Egypt 6 X

Israel 7 X

Jordan 10 X

Lebanon 7 X

Morocco 8 X

Sub-Saharan Africa

Cameroon 5 X

Dem.  Republic of Congo 12 X

Ethiopia 6 X

Ghana 6 X

Kenya 5 X

Madagascar 9 X

Malawi 9 X

Mauritius 8 X

Mozambique 12 X

Namibia 9 X

Nigeria 8 X

South Africa 11 X

Uganda 8 X

Zambia 6 X

Zimbabwe 4 X

Americas

Argentina 8 X

Brazil 15 X

Canada 11 X

Chile 9 X

Costa Rica 7 X

Dominican Republic 11 X

Ecuador 9 X

Jamaica 4 X
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Mexico 10 X

Puerto Rico 6 X

Peru 11 X

United States 14 X

Venezuela 6 X

Asia & Oceana

Australia 6 X

Bangladesh 11 X

China 11 X

Fiji 3 X

India 17 X

Japan 8 X

New Zealand 3 X

Pakistan 10 X

Philippines 6 X

South Korea 8 X

Eastern Europe

Bulgaria 10 X

Estonia 10 X

Hungary 8 X

Lithuania 10 X

Poland 9 X

Romania 10 X

Russia 14 X

Ukraine 14 X

Nordic Europe

Denmark 7 X

Finland 9 X

Norway 7 X

Sweden 9 X

Western Europe

France 8 X

Germany 12 X

Spain 11 X

United Kingdom 16 X

TOTAL NUMBER 59 14 21 6 7 5 2

% OF TOTAL 100% 24% 35% 10% 11% 9% 3%
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APPENDIX 7			 
Composite Percentages for Gender-Related Policies  
across 7 Regions 

Region % Yes % No N

Middle East and North Africa

Has a policy on gender equality 27 73 38

Has a policy on sexual harassment 44 56 38

Has a policy on maternity leave 95 5 38

Has a policy on paternity leave 47 53 38

Do women get same jobs back 100 0 32

Offers child-care assistance 20 80 38

Offers educational training 73 27 38

Sub-Saharan Africa

Has a policy on gender equality 69 31 110

Has a policy on sexual harassment 67 33 107

Has a policy on maternity leave 89 11 101

Has a policy on paternity leave 37 63 96

Do women get same jobs back 24 76 64

Offers child-care assistance 19 81 108

Offers educational training 56 44 84

Americas

Has a policy on gender equality 38 62 119

Has a policy on sexual harassment 48 52 119

Has a policy on maternity leave 93 7 119

Has a policy on paternity leave 57 43 119

Do women get same jobs back 68 32 101

Offers child care assistance 35 65 119

Offers educational training 87 13 119

Asia & Oceana

Has a policy on gender equality 51 49 79

Has a policy on sexual harassment 67 33 81

Has a policy on maternity leave 89 11 82

Has a policy on paternity leave 57 43 82

Do women get same jobs back 55 45 80

Offers child-care assistance 17 83 81

Offers educational training 83 17 82
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Eastern Europe

Has a policy on gender equality 16 84 85

Has a policy on sexual harassment 9 91 88

Has a policy on maternity leave 88 12 85

Has a policy on paternity leave 68 32 85

Do women get same jobs back 69 27 81

Offers child-care assistance 32 68 85

Offers educational training 71 29 85

Nordic Europe

Has a policy on gender equality 57 43 32

Has a policy on sexual harassment 49 51 31

Has a policy on maternity leave 100 0 32

Has a policy on paternity leave 100 0 32

Do women get same jobs back 100 0 32

Offers child-care assistance 12 88 32

Offers educational training 94 6 32

Western Europe

Has a policy on gender equality 69 31 47

Has a policy on sexual harassment 47 53 47

Has a policy on maternity leave 98 2 47

Has a policy on paternity leave 96 4 47

Do women get same jobs back 96 4 42

Offers child-care assistance 53 47 47

Offers educational training 78 22 47
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APPENDIX 8
WOMEN’S ECONOMIC PARTICIPATION BY NATION*

Region Nation** Overall Gender Gap 
Rank  (N=134)

Women’s Economic 
Participation Rank (N=134)

Wage Equality Rank 
(N=134)

Middle East and North Africa

Israel 45 41 97

Jordan 113 122 38

Lebanon not ranked not ranked not ranked

Morocco 124 125 91

Sub-Saharan Africa

Cameroon 118 108 49

Dem. Rep. Congo not ranked not ranked not ranked

Ethiopia 122 92 79

Ghana 81 13 15

Kenya 98 50 13

Madagascar 78 45 57

Malawi 77 42 28

Mauritius 97 109 69

Mozambique 26 3 52

Namibia 32 32 35

Nigeria 108 84 4

South Africa 6 61 67

Uganda 40 28 8

Zambia 107 94 19

Zimbabwe 96 82 39

Americas

Argentina 24 90 106

Brazil 82 76 114

Canada 25 10 21

Chile 64 112 121

Costa Rica 27 85 75

Dominican Rep. 67 68 70

Ecuador 23 78 80

Jamaica 48 21 82

Mexico 99 114 115

Puerto Rico not ranked not ranked not ranked

Peru 44 77 85

United States 31 17 64

Venezuela 69 81 83
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Asia & Oceana

Australia 20 19 60

Bangladesh 94 121 118

China 60 87 93

Fiji 103 111 not ranked

India 114 127 72

Japan 75 54 99

New Zealand 5 7 16

Pakistan 132 132 102

Philippines 9 11 22

South Korea 115 113 109

Europe - Eastern

Bulgaria 38 40 94

Estonia 37 36 98

Hungary 65 56 113

Lithuania 30 18 88

Poland 50 72 124

Romania 70 34 51

Russia 51 24 68

Ukraine 61 33 77

Europe - Nordic

Denmark 7 20 43

Finland 2 15 47

Norway 3 8 27

Sweden 4 6 41

Europe - Western

France 18 62 123

Germany 12 37 101

Spain 17 91 120

United Kingdom 15 35 78

*Source:  Hausman, R., Tyson, L, Zahidi, S.  The Global Gender Gap Report.  Geneva, Switzerland:
World Economic Forum, 2009. (The report provided indicators for 134 nations.)
**This table selects data from the World Economic Forum report for the 59 nations in the IWMF’s Global Report study.
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