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Introduction – Equity needs in engineering
• In 2018 Poland is celebrating not only 100 years of independence, but also
100 years of women's rights. Woman received rights to vote, to study and
to work, also in different engineering areas fully dominated by men.
• In Polish history, women played different roles in society, both working and
being responsible for household.
• Pararelry they were giving voice to politicians, that their “100 YEARS
OF WOMAN VOICE” contributed to national development in all areas.
It is valid in transportation field, where they show that the place in
which the Polish women stand today is not accidental, but it is made
up of a million of initiatives and events that have taken place in the
past.

Introduction – Equity needs in engineering
• During the last 100 years transport has changed
dramatically, mobility has increased and caused new
problems, connected to road traffic density, high risk
of fatal accidents and environmental pollution.

• Engineering methods and solutions
seems to be a challenge. This require
engagement of all human resources
and engineering talents which are
able to develop new solutions.
• The lacking human resources are among women
engineers, without whom men dominated engineering
community will not be able alone to contribute to the
social development challenges in modern sustainable
society today and tomorrow.

Transportation equity as a precondition of
sustainable development
EU strategy for equality between women and men
• Equality between women and men is
one of the European Union’s founding
principles.
• The European Commission (EC)
strategy is to get 75 percent equally for
men and women by 2020.
• It is important that more women need to be
involved to the European workforce to reach
that goal and to get Europe’s economic
engine moving again.

Transportation equity as a precondition of
sustainable development
EU strategy for equality between women and men
• Improving women’s participation not only in engineering
field, organising better work-life balance, promoting female
entrepreneurship and working with all Member States on
the availability of affordable high-quality child care.
• The gender pay gap in the EU remains at 18%.

• In “Communication from the Commission to the European
Parliament, the Council, the European Economic and Social
Committee and the Committee of the Regions” horizontal
actions are listed too, regarding gender roles and several
frameworks and tools aiming at promotion of equality.

Women in transportation - studies and
research results
One may indicate the two main gender
based gaps related to women situation in
transportation:
• The difference in travel behaviour
between man and woman.
• The employment gap - most of people
working in transport sector are men.

Studies on transport and travel behaviour
• Women report more unmet travel needs than men,
which means that especially parts of their leisure
activities remain unrealized (Siren, 2005).
• Women also report more difficulties with all
transport modes than men, which could be due to
both greater difficulties and a greater openness
about difficulties.
• While women’s problems seem to be more related
to the dependence on others and on public
transportation, older men’s problems result from
their car dependent lifestyle, which leads them to
be less prepared for life without a car compared to
women.
• An important barrier to mobility is perceived safety
and security. This is especially true for older women,
but very young as well.

Employment gap in transportation
• Transportation is a male-dominated
sector.
• The data about employment in transport
sector indicates that only 20% of workers
are women (Report on Equality of
Women and Men, 2017).
• The payment gap in the transportation sector is around 20% (Women and Transport:

Moving Forward 2000). However, the lack of the proper, gender-oriented data on the
labour market in transportation limits the accurate identification of existing gaps (She
Moves 2014).
• Political committees in EU in the transportation sector, transport research and advisory
boards are dominated by men - most boards have less than 15% female representation
and none have achieved equality in this field (She Moves 2014).

Employment gap in transportation
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• Only few countries developed a gender equity
related politics for national transport committees
or companies.
• In France, thanks to the women’s movement, that
pressed transportation operators to hire more
women in order to better address women needs,
today about 25% of highest positions are held by
women.
• Only in Sweden the equal 50-50 representation of
women is observed in the National Transport
Committee.
• In Poland some interesting example of lack of
equity in transport professional group is presented
in current membership figures of engineers and
technicians associated in the Polish State
Association of Engineers and Technicians of
Transportation SITK RP. Less than 30 percent of
SITK RP members are women only.
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Recommendations
To tackle the issue of transportation inequity,
the OECD elaborated four main recommendations:
• 1. Integration women into the policy making, decisionmaking, and planning of public transportation,
• 2. Incorporation the gender-based solutions into policy
making and transport planning,
• 3. Take actions for increasing the share of female
employees in the transportation sector,
• 4. Consideration of gender dimension in statistical
research and data collection.
Ensuring equal opportunities for men and women in
transport, issues related to mobility, security, employment
and sustainable development should be taken into account.
(Duchène 2011)

Cracow University of Technology (PK) equality facts in career development
• Equality issues in education process
• Studying progress process from BA to PhD level at PK from 2011 to 2016, by sex

Participation of women and men at subsequent career levels
in 2016 and EU-28 in 2013, by sex
PK (all faculties)

Civil and Mechanical Eng.

• the effect of “leaky pipe” is clearly observed
• the gap between share of women and share of men widens
• the evidence of facts, that are the typical picture of “scissors’ diagram” presented above proves
inequity and the difficulties faced by women employed at technical universities

Decision making bodies and decision-making
processes
• The bodies and groups responsible
for decisions at PK, are mendominated.
• However, more and more women
hold lower management positions
– at Faculty level women constitute
29,6% among Vice-Deans and
16,3% among lower level heads
(Institutes or Sections).
• A slight increase has also been
observed in the share of women in
the structure of the Senate – in a
former term 20%, currently (20162020) an increase of 3%.

• There is a rising (of very little) awareness
of women under-representation in
higher positions at PK, and in decisionmaking bodies.

GEP – the plan to tackle equity issues
Gender Equality Plan (GEP) at PK – (partner in Coordination & Support Horizon 2020
Action project GEECCO
(Gender Equality in Engineering through Communication and Commitment)

actions for all academic community
Increasing visibility of women as engineers and scientists (reporting periodically in internal magazines well balanced
information on women/men achievements, VMS screens, presenting notes on glass-cases and organising occasional
exhibitions during university events);
actions for specific staff groups
Increasing awareness among different members of university society (distribution of leaflets, brochures and notes
to enhance the awareness among researchers and other staff on the actual share of women and man in the current
structure of PK, decision makers, administration staff and student advisory boards, etc.);
actions for decision makers
Organising trainings on gender bias and gender equality plan (GEP) at PK;
actions for young researchers
Meetings with role-models, open events to raise the awareness of the presence/share of women and man in the
real structure of PK, empowering women;
actions for students
Including gender issues into curricula and recruitment process.
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