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The rising profile of
women academics

Deborah Sussman and Lahouaria Yssaad

Over the past several decades, Canadian
women have made significant inroads into
many traditionally male-dominated occupa-

tions. Increased labour force participation and higher
levels of education have led to women�s growing pres-
ence in a wide range of occupations (Hughes 1990,
1995). One of these is full-time university teaching.1

Women�s representation in university faculties resonates
on several levels. For one thing, women on staff pro-
vide positive role models for the growing number of
female students entering university and on the verge
of a career. Having women in prominent academic
positions can encourage female students to consider a
career in academia or other similarly well-paid, high-
status, male-dominated fields. And while one does not
have to be a woman to be supportive of female stu-
dents, some have suggested that women make their
classrooms more inclusive by using teaching styles and
examples that are friendlier to their female audience.
Finally, at a time when universities are increasingly
expected not only to deliver high quality education,
but also to contribute to the economic and social
well-being of their local communi-
ties, equity concerns may prompt
employers to ensure that their
workforces reflect the qualified
candidates available.2

The imbalance in representation at
the university level appears to be
decreasing as more and more
women pursue educational paths
that could lead to university-level
positions. Indeed, between the

academic years 1960-61 and 1989-90, the number of
women teaching full time at Canadian universities rose
tenfold, almost doubling their share of full-time fac-
ulty from 11% to 20% (Lee 1993). Since this time, the
number has continued to grow, increasing by over
50% between 1990-91 and 2002-03�more than dou-
ble the growth in women�s full-time employment in
general. By contrast, during the same period, their male
counterparts declined by 14% (Chart A), while overall
full-time university staff returned to its 1990-91 level.
This reduction for men combined with the growth
for women served to increase women�s share of full-
time university teaching staff to 30% in 2002-03.3

However, women�s representation at the university
level has not been uniform at all ranks of academic
appointment and across all fields of instruction
(Lee 1993). This article looks at the growth in the
number of women teaching full time at universities
between 1990-91 and 2002-03, examining changes in
their representation by academic rank, tenure, and field
of instruction (see Data source and definitions).4 Academic
credentials, age structure, and earnings are also

Chart A: Women have made impressive gains as full-time faculty since
the early 1990s.

Source: University and College Academic Staff System
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Data source and definitions

The University and College Academic Staff System is an
administrative database, which provides annual informa-
tion on the number and characteristics of all full-time teach-
ing staff in degree-granting institutions in Canada. It
contains demographic, education program, and salary
information.

The analysis covers all full-time teaching staff employed
in public or private degree-granting institutions as of
October 1 of the 1990-91 to 2002-03 academic years.
These include universities, colleges affiliated with univer-
sities (for example, Renison College, affiliated with the Uni-
versity of Waterloo), and specialized colleges (for example,
Nova Scotia College of Art and Design, Royal Military
College, or Saint Augustine’s Seminary). Teaching staff in
community colleges or trade and vocational schools are
excluded.

Teaching staff are referred to as university staff, and the
institutions themselves are described as universities.
Included are senior academic staff (for example, deans,
chairpersons, directors), academic staff in teaching hos-
pitals, visiting academic staff, and full-time research staff
who have an academic rank and salary scale similar to
teaching staff. Academic staff on sabbatical or maternity
leave are also included.

Excluded are administrators solely responsible for admin-
istration (for example, president, vice-president, registrar,
comptroller), administrative assistants, librarians, non-aca-
demic support staff, markers, demonstrators, lab assist-
ants, graduate teaching assistants, postdoctoral fellows,
and academic staff who have been hired as researchers
without academic rank whose salary scales are different
from teaching staff.

Part-time university teaching staff are not examined in this
study. Information on this workforce is available from a pre-
viously published study (see Part-time university faculty).

Salaries are based on annual rates of pay. This includes
additional payments or honoraria for administrative func-
tions, but excludes such items as employee benefits,
overtime pay and compensation for extension work. Also

excluded is employment income from other sources, such
as private contracts or consultancy. Salaries of individu-
als who were employed full time but for less than 12 months
have been adjusted to an annual rate. For staff on sab-
batical leave, the annual rate of pay is the salary they
would have received had they been teaching. Only teach-
ers paid according to regular salary scales are included
in the earnings analysis. Those on leave without pay and
certain staff in denominational institutions are excluded.

Academic rank

Full professor: the most senior position, always tenured.

Associate professor: mid-level with requirements varying
considerably between institutions and departments. In most
institutions the position is tenured, though if awarded to
a non-tenured person it is usually tenure-track.

Assistant professor: entry-level, never tenured, although
in most institutions the term is used for tenure-track
positions.

Lecturer or instructor

Staff ranked below lecturer or instructor (for example,
coaches) and ungraded staff are grouped together in the
‘other’ category.

Qualifications

The following nine categories are used to designate the
highest level of education attained by university staff: doc-
torates (for example, PhD, EdD, DS, DSW); professional
degrees (excluding master’s and bachelor’s degrees),
which consist of medical and paramedical degrees only (for
example, MD, DDS, DDM, DVM); master’s degrees and
equivalent licences (for example, MA, MSW, MBA); gradu-
ate diplomas; bachelor’s degrees (for example,  LLB, BA,
BSc., BEd); professional designations other than a degree
for example CA, CGA, RIA, teaching certificates); under-
graduate diplomas; no degree, diploma or professional des-
ignation; unknown educational qualification.

examined. Finally, factors that could affect the
sustainability of women�s growing presence
in academia are addressed through a look at issues
related to retirement, new appointments, and the
changing proportion of doctorates being awarded to
women in various fields of study.

A decade of impressive gains for women

In 2002-03, almost 11,000 women full-time faculty
members were teaching at more than 70 universities
(Table 1). Except for a slight drop in 1996-97, wom-
en�s presence increased steadily after 1990. In contrast,

the number of men was relatively stable during the
early part of the 1990s, but dropped steadily from
1993-94 to 1999-2000. This was followed by mar-
ginal increases from 2000-01 onwards. As a result of
these opposing trends, full-time faculty were slightly
fewer in 2002-03 than in 1990-91, but the proportion
of women had increased from 20% to 30%.5

Women accounted for a significant portion of new
appointments during the period.6 In 1990-91, 35% of
new appointments were women; by 2002-03, this had
risen somewhat to 39%. The majority (62%) of new
appointments were at the assistant professor rank.
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Table 1: Full-time university faculty

1990-91 1994-95 1998-99 2002-03

Total - All ranks 36,430 36,400 33,670 36,050
Men 29,300 28,120 24,860 25,270
Women 7,120 8,280 8,800 10,780
% women 19.6 22.7 26.2 29.9

Full professor 13,680 14,850 13,870 13,930
Men 12,640 13,270 11,970 11,530
Women 1,040 1,580 1,900 2,390
% women 7.6 10.7 13.7 17.2

Associate professor 12,630 12,770 12,010 11,680
Men 10,160 9,670 8,520 7,790
Women 2,470 3,100 3,490 3,890
% women 19.5 24.3 29.1 33.3

Assistant professor 7,730 7,300 6,300 8,650
Men 5,170 4,490 3,630 5,130
Women 2,570 2,820 2,660 3,520
% women 33.2 38.6 42.3 40.7

Lecturer, instructor or other 2,380 1,480 1,490 1,800
Men 1,340 700 740 820
Women 1,050 780 750 980
% women 43.9 52.6 50.4 54.6

Source: University and College Academic Staff System

Chart B: Faculty women tend to be younger than their male colleagues.

Source: University and College Academic Staff System, 2002-03

These were more evenly distributed between men and women (59%
versus 41%) than appointments at higher levels. For example, at the full
professor level (8% of all appointments), only 15% of new appointments
were women, a marginal improvement from 12% in 1990-91 (data not
shown).

Faculty women younger than
their male colleagues

The age structure of university fac-
ulty is comparatively older than the
workforce in general, with a
median age of 49 years in 2002-03.7
This may reflect the long years of
study required to meet the neces-
sary qualifications for teaching at
the university level, as well as the
lingering effects of deep funding
cuts by provincial governments that
hindered the hiring of young peo-
ple during the early 1990s
(Lewington 1995). Nevertheless,
female faculty members tended to
be younger than their male col-
leagues, with a median age of 47
versus 51 (up from 44 and 48 in
1990-91).

This age differential held in all fields
of instruction (Chart B). The young-
est women were in engineering and
the applied sciences (median age of
42), and mathematics and the
physical sciences (43). The corre-
sponding median ages for men
were 46 and 49. Women tended to
be older in the more traditional
fields, such as education (50), fine
and applied arts (49), the humani-
ties (48) and health (48).
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Strengthened presence in both traditional
and non-traditional disciplines

The vast majority of female full-time faculty members
are clustered in certain disciplines. In 2002-03, the so-
cial sciences accounted for the highest proportion of
both women (28%) and men (26%). But, as has been
the case for decades, women remain more concen-
trated in another three of the eight fields studied�
namely, health (mainly in nursing and rehabilitation
medicine), humanities, and education. Together these
accounted for 52% of women versus 35% of men on
full-time faculty. In contrast, only a minority of women
(9%) taught in engineering and applied sciences, or
mathematics and physical sciences (compared with
28% of men).

What has improved over time, however, is the share
of women in all fields of instruction. From 1990-91
to 2002-03, the proportion of full-time faculty posi-
tions they held increased dramatically and steadily in
all disciplines, including the non-traditional fields of
engineering and applied sciences (from 3% to 10%)

and mathematics and physical sciences (from 7% to
13%) (Chart C). But the process is slow, as women
entering academia need time to advance through the
system (Chen 2004).

Notable gains in tenure status and academic
rank

Women made notable gains in tenure status over the
period.8 Only 14% of all tenured staff were women in
1990-91, but this had almost doubled to 26% by 2002-
03. The comparative figures for tenure-track positions
were 34% and 38% respectively.9

Almost half of all male tenured faculty were 55
or older, compared with only one-third of their
female colleagues. Most (60%) tenured women were
between 40 and 54 years of age. Few of either sex
were below 40.

Related to tenure (and perhaps a more telling indica-
tor of status) is the presence of women within the dif-
ferent academic ranks: full professor; associate
professor; assistant professor; and lecturer, instructor

Chart C: Women have strengthened their presence in all disciplines.

Source: University and College Academic Staff System
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Table 2: Full-time faculty by age and rank*

Distribution of
Both Incidence

sexes Men Women of women Men Women

Less than 40 %
All ranks 6,660 4,280 2,390 36 100 100
Full professor 120 100 20 19 2 1
Associate professor 1,380 960 420 30 22 17
Assistant professor 4,630 2,950 1,680 36 69 70
Lecturer, instructor or other 540 270 270 51 6 11

40 to 54
All ranks 17,610 11,660 5,950 34 100 100
Full professor 6,080 4,830 1,250 21 41 21
Associate professor 7,140 4,550 2,590 36 39 44
Assistant professor 3,480 1,900 1,580 45 16 27
Lecturer, instructor or other 910 380 530 58 3 9

55 and over
All ranks 11,740 9,320 2,420 21 100 100
Full professor 7,720 6,600 1,120 15 71 46
Associate professor 3,160 2,280 880 28 25 36
Assistant professor 510 270 250 48 3 10
Lecturer, instructor or other 350 170 180 51 2 7

Source: University and College Academic Staff System, 2002-03
* May not add up to totals in other tables because of missing values for age.

or other. Although at successively
higher ranks women continued to
hold a declining portion of aca-
demic posts, their relative standing
improved greatly during the 1990s
(Chart D). While only 8% of all full
professors were women in 1990-
91, the proportion had more than
doubled to 17% by 2002-03.

Similarly, only one in five associate
professors in 1990-91 were women; by
2002-03 this had increased to one in
three. Women�s presence grew in
the lower ranks as well, rising to
41% of all assistant professors
(from 33%) and 55% of all lectur-
ers, instructors and other faculty
(from 44%). These gains were seen
in all disciplines, including those
traditionally dominated by men.

In spite of gains made over the past
decade, women continue to have a
weaker presence at the upper aca-
demic ranks and among tenured
faculty generally. This partly reflects
the time it takes to reach these sen-
ior levels. Women have entered uni-
versity in large numbers only
relatively recently (Lee 1993) and

Chart D: Women have made notable gains in
academic rank.

Source: University and College Academic Staff System

thus are younger, on average, than their male colleagues. Indeed, when age
is factored into the analysis of women�s presence by rank, its importance
becomes more apparent (Table 2).

In 2002-03, women accounted for 36% of all full-time faculty under
age 40, 34% of those between 40 and 54, but only 21% of those 55 and

older. At the full professor level, however, only 19%
under 40 were women, as were 21% of those between
40 and 54, and 15% of those 55 and older. Similarly,
at the associate professor level, women made up only
30% of those under 40, 36% of those between 40 and
54, and 28% of those 55 and older. The lower
proportions of women under 40 in these upper aca-
demic ranks (compared with women aged 40 to 54)
may be related to some being absent from the pool
of qualified female candidates because of family
responsibilities.

Another aspect of gains among women academics is
the rising proportion of female faculty members who
are full professors or associate professors (and a
corresponding decline at the lower levels of assistant
professor and lecturer). In 1990-91, only 15% of
women working full time held full professorships,
while 35% held associate professorships. By 2002-03,
the proportions stood at 22% and 36% respectively,
for a total of 58% in the upper echelons. While not yet
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at the high concentration of their male colleagues
(nearly 80% of whom were full or associate profes-
sors in 2002-03), the situation for women appears to
be slowly improving (Chart E).

A closer look at academic rank also reveals important
age distinctions between the sexes, shedding more light
on current trends. For example, 7 in 10 women under
40 in 2002-03 were assistant professors, similar to their
male counterparts; a further 18% had attained the rank
of associate or full professor, as had 24% of the men.
However, significant differences were evident in older
age groups, particularly at the full professor level: 41%
of men but only 21% of women aged 40 to 54 were
in this category, as were 71% of men but only 46% of
women 55 and over (Table 2).

Educational qualifications rising

As competition for jobs in the general economy has
intensified, academic credentials have increased. This
is also true in the academic labour market, where more
and more full-time faculty members hold doctorates.

Chart E: A rising proportion of female faculty members are in the
upper ranks.

Source: University and College Academic Staff System
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In 2002-03, 81% of all male faculty members held a
doctorate, as did 72% of their female counterparts�
a significant change from 1990-91 when the figures
were 73% and 56%. Virtually all remaining faculty
members held either a master�s (nearly 20% of women

and 10% of men), or a professional
degree (5% of women and 6% of
men).10

The qualifications gap between
men and women appears to be re-
lated to academic rank. The dis-
crepancy was much smaller in the
upper ranks�86% of men who
were full professors held doctor-
ates, as did 83% of women; simi-
larly, 81% of men and 80% of
women who were associate pro-
fessors held doctorates. At each
level, the proportions went up over
the decade (Table 3).

However, when looked at another
way, a different picture emerges.
While almost half of all male fac-
ulty members with doctorates
were full professors, only 26% of
their female counterparts held such
positions in 2002-03 (Chart F).

Table 3: Full-time faculty with doctorates

Men Women

1990-91 2002-03 1990-91 2002-03

% with doctorate

All ranks 73 81 56 72

Full professor 84 86 81 83

Associate professor 73 81 66 80

Assistant professor 62 79 54 70

Lecturer, instructor
or other 20 29 14 18

Source: University and College Academic Staff System
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Chart F: Women with
doctorates: underrepresented
at full professor level, over-
represented at assistant
professor.

Source: University and College Academic
Staff System, 2002-03
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Table 4: Full-time faculty with doctorates by age and rank, 2002-03*

Distribution of
Both

sexes Men Women Men Women

%

Under 40
All ranks 5,220 3,500 1,720 100 100
Full professor 110 90 20 3 1
Associate professor 1,250 880 370 25 21
Assistant professor 3,770 2,470 1,300 71 75
Lecturer, instructor and other 90 50 40 2 2

40 to 54
All ranks 13,650 9,430 4,230 100 100
Full professor 5,240 4,200 1,040 45 25
Associate professor 5,770 3,700 2,070 39 49
Assistant professor 2,430 1,410 1,030 15 24
Lecturer, instructor and other 210 120 90 1 2

55 and over
All ranks 9,350 7,580 1,770 100 100
Full professor 6,590 5,660 930 75 53
Associate professor 2,360 1,700 650 22 37
Assistant professor 300 150 140 2 8
Lecturer, instructor and other 110 70 40 1 2

Source: University and College Academic Staff System
* May not add to totals in other tables because of missing values for age.

This represented some improve-
ment for women since 1990-91,
while the situation for men
remained unchanged. By contrast,
40% of female faculty members
with doctorates were associate
professors and another 32% were
assistant professors. The corre-
sponding proportions for men
were 31% and 20%. In short,
women with doctorates tended to
be found in the lower ranks, with
little change in the standings since
1990-91.

This seems to suggest a lack of
upward mobility for women, par-
ticularly to full professor. How-
ever, other factors may also be at
work. Firstly, women�s lack of sen-
iority may reflect their relatively
recent entrance in large numbers
into the academic labour market,
which would tend to make them

younger on average. Indeed, the
proportion of women with doc-
torates who had reached the full
professor level by 2002-03
increased dramatically with age,
from 1% among those under 40 to
53% among those 55 and older;
the corresponding proportions for
their male counterparts were 3%
and 75% (Table 4).

Secondly, women�s tendency to
experience more work interrup-
tions (because of maternity leave
or periods of part-time employ-
ment while raising children), par-
ticularly during the earlier part
of their career, may also influence
their professional experience and
opportunities for promotion (see
Do babies matter?). Differences in
time spent on research activities and
in research productivity may be
potential reasons for women�s

continued disproportionate ab-
sence at the higher ranks, particu-
larly full professor (Toutkoushian
1999; Donaldson and Emes
200011).

Women earn less than their
male colleagues

In 2002-03, the median salary of
female faculty members was some
$13,000 lower than that of their
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Do babies matter?

A recent American study, Do babies matter? The effect
of family formation on the lifelong careers of academic
men and women, found that babies not only matter a great
deal, but their timing is also important (Mason and Goulden
2002). The findings showed a consistent and large gap
in achieving tenure between women who had started a
family within five years after completing their doctorate
compared with men in a similar position. This gap per-
sisted across all disciplines and types of institutions. For
most academics, these years represent a critical time
in career development accompanied by high demands and
high job insecurity.

Similarly, a Canadian study of the workforce in general
found a wage advantage associated with delayed moth-
erhood (Drolet 2002). Again, this advantage arose, at
least in part, because the acquisition of job-related skills
and significant wage growth are concentrated at the start
of a career, which may coincide with decisions regard-
ing marriage and children.

male colleagues. With university salaries scaled accord-
ing to rank, however, much of the difference can be
attributed to women being disproportionately in the
lower ranks. When the median salaries of men and
women of equal academic rank are considered, the
difference narrows substantially�from $6,100 at the
full professor level (where women earned 94% of
men�s salaries in 2002-03) to $2,600 (96%) at the
assistant professor level (Table 5).

The principal subject taught also affects median salary
differentials. In 2002-03, male-female differences in
median salaries were lower among faculty members
in education (where men�s median earnings were
$7,300 higher) and fine and applied arts ($9,500
higher)�disciplines with higher concentrations of
women and lower median salaries generally. By con-
trast, greater earnings differentials were noted in social
sciences ($14,000), mathematics ($13,400), and engi-
neering ($12,800)�disciplines with the highest median
salaries and comparatively lower proportions of
women. These differences likely arise, in part, because
women tend to be younger in these fields, and there-
fore less likely to have attained senior positions or to
be at the top of their salary scale. Moreover, in recent
years, universities have introduced �market supple-
ments� to boost salaries in areas where they have not
been competitive with the private sector�for exam-
ple, engineering, computer sciences, business and law
(Schmidt 2004).

A similar picture emerges when academic rank and
principal subject taught are considered together. For
example, among female full professors in education,
where the highest percentage of women of that rank
are found, the earnings differential was $2,500 in 2002-
03. By contrast, much larger differences were found
among full professors in engineering ($9,500) or math-
ematics ($7,800), disciplines having by far the lowest
percentages of women at the full professor level. The
persistence of lower median earnings among female
faculty, even within the same academic rank and field,
may be explained in part by differences in age, experi-
ence and seniority (Lee 1993).12

Another factor related to academic salaries is the fed-
eral government�s Canada Research Chairs program,
launched in 2000 to create 2,000 elite professorships
with top salaries (Schmidt 2004). So far, almost 70%
of these positions have been filled, the vast majority
(80%) by men.13 It is not known how this program
will affect salary differences.

Women’s increased presence in academia
likely to continue

Women�s growing presence in academia is likely to
continue. Opportunities for the recruitment and
advancement of female candidates are expected to be
created from two important sources�the growing
pool of women with doctorates and the retirement of
senior male faculty.

As regards the former, women have made significant
strides in obtaining the education required to pursue
an academic career (Toutkoushian 1999). Indeed, the
number of doctorates being awarded to women rose
significantly between 1989-90 and 1999-2000, and their
share of doctoral degrees climbed steadily after 1993-
94 (Table 6).14

Despite these gains, some disparities remain in wom-
en�s representation among doctoral recipients across
the different disciplines. For example, in 1999-2000,
women accounted for more than two-thirds of all
doctorates awarded in education; about half of those
in the social sciences, the humanities, and fine and ap-
plied arts; and almost half (45%) in health. By contrast,
they continue to be poorly represented in the tradi-
tionally male-dominated fields. Indeed, women made
up about one-fifth of all doctorates awarded in math-
ematics and the physical sciences, and only 13%
of those in engineering and the applied sciences.
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Table 5: Median salary by sex, rank and field of instruction

Earnings
ratio

Both (women/
sexes Men Women Difference men)

$ %

Total 83,350 87,210 73,990 13,220 85

Academic rank

Full professor 99,390 100,370 94,270 6,100 94
Associate professor 81,360 82,520 78,670 3,850 95
Assistant professor 63,310 64,400 61,780 2,620 96
Lecturer, instructor or other 57,630 59,450 56,090 3,360 94

Principal subject taught

Education 80,230 83,910 76,580 7,330 91
Full professor 96,350 97,270 94,790 2,480 97
Associate professor 81,370 82,270 80,230 2,040 98
Assistant professor 62,650 62,650 62,650 0 100
Lecturer, instructor or other 61,230 61,140 63,080 -1,940 103

Fine and applied arts 75,770 79,530 70,050 9,480 88
Full professor 94,400 96,130 92,610 3,520 96
Associate professor 78,270 80,000 76,290 3,710 95
Assistant professor 57,260 58,240 55,580 2,660 95
Lecturer, instructor or other 52,280 55,250 51,680 3,570 94

Humanities and related 76,240 81,980 69,050 12,930 84
Full professor 96,160 97,290 92,270 5,020 95
Associate professor 77,890 80,280 75,740 4,540 94
Assistant professor 56,620 56,920 56,460 460 99
Lecturer, instructor or other 50,960 49,740 51,920 -2,180 104

Social sciences 86,200 90,330 76,300 14,030 84
Full professor 99,900 101,420 94,270 7,150 93
Associate professor 83,390 84,730 79,520 5,210 94
Assistant professor 64,320 65,840 62,860 2,980 95
Lecturer, instructor or other 57,180 58,180 55,720 2,460 96

Agricultural and biological sciences 83,970 87,250 74,770 12,480 86
Full professor 96,730 97,580 93,850 3,730 96
Associate professor 78,650 80,050 76,130 3,920 95
Assistant professor 64,100 64,620 63,970 650 99
Lecturer, instructor or other 56,870 62,060 55,310 6,750 89

Engineering and applied sciences 87,780 89,140 76,300 12,840 86
Full professor 103,250 103,900 94,380 9,520 91
Associate professor 82,650 82,900 81,710 1,190 99
Assistant professor 70,430 70,650 67,840 2,810 96
Lecturer, instructor or other 66,000 67,000 61,370 5,630 92

Health 82,500 87,050 75,000 12,050 86
Full professor 101,840 102,660 98,220 4,440 96
Associate professor 81,440 81,960 80,330 1,630 98
Assistant professor 65,000 65,350 64,000 1,350 98
Lecturer, instructor or other 57,750 55,010 58,070 -3,060 106

Mathematics and physical sciences 86,360 88,260 74,850 13,410 85
Full professor 100,270 100,870 93,040 7,830 92
Associate professor 82,000 82,460 78,320 4,140 95
Assistant professor 65,000 65,000 65,000 0 100
Lecturer, instructor or other 63,000 63,140 61,740 1,400 98

Source: University and College Academic Staff System, 2002-03
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Table 6: Earned doctorates

1989- 1991- 1993- 1995- 1997- 1999-
90 92 94 96 98 2000

Both
sexes 2,550 3,030 3,440 3,820 3,850 3,710

Men 1,760 2,100 2,430 2,550 2,470 2,200
Women 790 930 1,010 1,280 1,380 1,510
% women 31 31 29 33 36 41

Source: University Student Information System

Chart G: In 2002-03, faculty men were closer to
the traditional retirement age of 65.

Women 55+
7%

Men 55+
26%

Women under 
55

23%

Men under
55

44%

Source: University and College Academic Staff System

Nevertheless, the latter discipline indicates a marked
improvement since 1989-90, when the proportion was
a mere 5%.

The retirement of faculty members would appear to
be a pressing concern for universities, since one in three
academics was 55 or older in 2002-03 (Chart G). The
vast majority were men, and accounted for over one-
quarter of all employed faculty that year. In compari-
son, women 55 and over made up only 7% of the
academic workforce.

A related issue is mandatory retirement, usually at age
65. This policy, which varies from province to prov-
ince, may affect the timing of retirement of faculty

members, with important implications for job open-
ings, promotion opportunities, and ultimately the male-
female distribution in universities (see Mandatory retirement).

Summary

Women have increased their presence among full-time
university faculty during a period of shrinking public
funding, rising enrolments, and increasing tuition costs.
This trend has been fuelled by the rising educational
attainment of women generally, as well as a growing
academic workforce reaching retirement age that con-
sists mainly of men. As a result of these dynamics, close
to 11,000 women were full-time faculty members of
Canadian universities in 2002-03, accounting for 30%
of all full-time academics�a notable improvement
from about 20% only a decade earlier.

Women strengthened their presence in both traditional
and non-traditional disciplines and made notable gains
in tenure status and academic rank. Their median sala-
ries remain below those of their male colleagues,
though the gap generally narrows when academic rank
and field of study are taken into account.

Educational qualifications have increased for both
sexes, with an increasing proportion of full-time uni-
versity faculty members at all academic ranks holding
doctorates. Nevertheless, women with doctorates
remain underrepresented at the full professor level. The
relatively recent entrance of women in large numbers
into the academic workforce may be part of the ex-
planation. These women tend to be younger and have
not had time to rise to the rank of full professor.
Women academics also tend to experience more work
interruptions than men (related to maternity leave and
childcare), they may dedicate less time to research gen-
erally, and they are more willing to accept part-time or
instructor-level employment.

As of 2002-03, just over one in four Canadian
academics were men aged 55 and over. The antici-
pated retirement of the majority of them in the next
decade or so�in conjunction with the growing pool
of women with doctoral degrees�bodes well for the
future hiring of women, their rising representation at
all levels of academe, and their continued advancement
into the higher ranks. Indeed, women�s increased pres-
ence in the groups that feed into senior academic
positions should lead to continued improvement in
their representation in the years ahead (Statistics Canada
2003).
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Mandatory retirement

Provisions governing mandatory retirement

Jurisdiction Provisions Full-time faculty 65 or older
in 2002 (% men)

Federal Not discriminatory if the person 2% (88%)
has reached the normal age of
retirement for employees in the
same type of work.

British Columbia Age 65 if required by employer. 1% (87%)

Alberta None. 2% (84%)

Saskatchewan Age 65 if required by employer. 3% (89%)

Manitoba None. 5% (90%)

Ontario Age 65 if required by employer. 1% (90%)
Legislation to end restriction
currently being considered.

Quebec None. 4% (87%)

New Brunswick Can be set under terms of a Less than 1% (F)
retirement or pension plan.
Otherwise, employees obliged to
retire may file a complaint under
provincial human rights.
legislation.

Nova Scotia Age 65 if required by employer; Less than 1% (85%)
however, all employees must be
treated equally.

Prince Edward Island None. F

Newfoundland and Labrador Can be set under terms of a Less than 1% (80%)
retirement or pension plan.

Source: Human Resources and Skills Development Canada

In 1990, the Supreme Court of Canada issued a landmark
ruling on mandatory retirement in upholding the practice in
a case involving university professors. The court stated that
although mandatory retirement is discriminatory, it is a rea-
sonable limit on an individual’s rights. Specifically, the Court
concluded that:

[Mandatory retirement] ensures continuing faculty
renewal, a necessary process to enable universities
to be centres of excellence. Universities need to be
on the cutting edge of new discoveries and ideas,
and this requires a continuing infusion of new people.

— McKinney v. University of Guelph,
[1990] 3 S.C.R. 229

University administrations favour mandatory retirement poli-
cies since they facilitate planning and help anticipate staff-
ing needs, which are premised on the expectation that the
employee will retire at an established age. Without manda-
tory retirement, its supporters charge that payroll, benefit and
pension costs would increase.

On the other hand, faculty members in particular oppose man-
datory retirement. Aside from the infringement on their freedom
of choice, they fear it to be a means by which universities
can save money at the expense of their most experienced
members—those whose experience and reputations are
necessary to attract and supervise graduate students, mentor

junior faculty members, and recruit senior scholars for pres-
tigious Canada Research Chair positions. As well, mandatory
retirement can pose an obstacle to teaching staff, particu-
larly women who have begun their academic careers later in
life or whose careers have been shortened by interruptions
to raise children. These individuals have likely accumulated
smaller pensions as a result, and may be forced to retire at
what could be the peak of their careers (Tamburri 2003).

In 2002, only 2% of full-time academics in Canadian univer-
sities were aged 65 or older. Proportions in two of the four
provinces without mandatory retirement, however, were above
average—5% in Manitoba and 4% in Quebec. On the other
hand, in five of the six provinces where employers have
recourse to mandatory retirement, rates were 1% or less
(except in Saskatchewan, where the University of Saskatch-
ewan has a mandatory retirement age of 67). Moreover, ac-
cording to a forthcoming study, these differences may have
widened in recent years. Nevertheless, even in the absence
of mandatory retirement, it appears that only a small fraction
of academics are likely to keep working much beyond age 65
(Worswick forthcoming).

In all provinces, faculty members working past 65 were over-
whelmingly men.
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Part-time university faculty

Because of incomplete information on part-time faculty,
summary results are provided from a previously published
study where missing data were imputed using a specific
regression procedure based on reported information
(Omiecinski 2003). That study used the University and
College Academic Staff Survey—Part-time staff. However,
it was conducted only for the academic years 1990-91 to
1997-98. Information collected for each part-time teacher
was similar to that collected for full-time faculty (see Data
source and definitions).

Between 1990-91 and 1997-98, Canadian universities relied
increasingly on part-time teaching staff, whose ranks
increased 10% from 25,700 to 28,200. Part-time faculty
members made up 46% of all faculty members in 1997, up
from 41% seven years earlier.

In 1997-98, women accounted for a larger proportion of
part-time (42%) than full-time (26%) faculty members. By
discipline, the ratio of full-time men to women ranged from
a low of about 2 to 1 in education to a high of 12 to 1 in
engineering and the applied sciences. Among part-timers,

these ratios ranged from about 1 to 1 in fine and applied
arts to about 5 to 1 in engineering and applied sciences.
Full-time men outnumbered their female colleagues by about
9 to 1 in mathematics and the physical sciences, while the
corresponding ratio for part-time faculty was 4 to 1. Part-
time men outnumbered women in all teaching fields except
nursing.

Part-time faculty tend to be younger. In 1997, 37% were
below the age of 40, compared with only 17% of full-time
faculty. Similarly, only 30% of part-time faculty were 50 or
older, versus 50% of those working full time. Women part-
timers tended to be younger than their male counterparts—
41% of women versus 34% of men were under 40.

In 1997, full-time faculty members had higher levels of
education than their part-time colleagues: 82% held a
doctorate and 15% a master’s compared with 42% and 38%
of part-timers. Male part-time faculty members also had
higher levels of education than their female colleagues:
50% had a doctorate compared with only 29% of women.

Perspectives

! Notes
1 Although women have long been the majority in the
teaching professions, their share diminishes drastically at
successively higher levels of instruction (Lee 1993). In 2000,
women made up 61% of all full-time educators. However,
80% of elementary school and kindergarten teachers were
women, compared with 50% of secondary school teachers,
45% of college and vocational instructors, and only 29% of
university professors.

2 Donaldson and Emes (2000) argue that women�s partici-
pation rates within academic ranks and their frequency of
administrative appointments are also ways in which women
can gain the authority necessary to effect change�change
being the promotion and maintenance of gender equity and
sensitivity in academic institutions and the wider commu-
nity.

3 It has been suggested that the decline in male professors
may be caused partly by some men with doctorates choosing
the more attractive financial option of working for private
industry or as independent consultants as opposed to
university teaching. In 2000-01, for example, 22% of men
with doctorates were professionals in natural and applied
science occupations, up from 15% in 1990-91; by contrast,
29% were university professors in 2000-01, down from 31%
in 1990-91. Private sector options may, however, be less
stable and involve travel and long hours, making them less
attractive to women with similar academic qualifications.

Nevertheless, the percentage of women with doctorates
working in the natural and applied science professions also
increased during this period (from 8% to 11%).

4 For reasons of data availability, the focus of this study is
on full-time university faculty only. See Part-time university
faculty for a discussion of this group.

5 Within this time frame, every province saw a reduction in
the number of male faculty members and an increase in both
the number and proportion of women. Prince Edward
Island, British Columbia, Alberta, Quebec and Saskatch-
ewan, however, reported increases in the overall number of
full-time university faculty from 1990-91 to 2002-03.

6 New appointments refer to a specific university. These
individuals may or may not have held a position at another
university.

7 In 2001, the median age of the core working-age popu-
lation (20 to 64) was 41.3 years, up from 38.1 years a decade
earlier. This represented the biggest 10-year increase since
1921.

8 Tenure grants professors the right not to be fired
without cause after an initial probationary period�the
justification being that this provides academic freedom
by preventing the firing of an individual for openly disagree-
ing with authorities or popular opinion. However, oppo-
nents of tenure charge that it also removes incentives for
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productivity. In most cases, tenure is not awarded upon
hiring. Rather, a position is designated as eligible for tenure
or �tenure-track.� The criteria for promotion involve a
combination of research, teaching and community service
(that is,  providing expert advice), as well as intellectual and
professional development. The weight given to each compo-
nent varies among faculties, departments and disciplines.
Typically, a candidate will be employed for about five years
before a decision is taken on tenure, but this practice also
varies from university to university.

9 Information on tenure status is not available for staff in
Quebec universities and is not included in these calculations.

10 Faculty members in some disciplines are less likely to
have obtained a doctorate. For example, those in engineering
and computer science may have obtained, at most, a master�s
degree in engineering, science or a related discipline; those in
medicine and nursing, an MD (medical doctor) or RN
(registered nurse); social work, an MSW (Master of Social
Work); commerce and management, an MBA (Master of
Business Administration); law, an LLM (Master of Laws).

11 Donaldson and Emes found that women academics
collaborate more frequently than their male colleagues, and
are much less likely to be single or first authors than one of
several contributing authors. This assessment of research
contribution was based on an analysis of articles published
and books reviewed by the Canadian Journal of Higher
Education between 1987 and 1997 (32 issues).

12 The female-to-male earnings ratio for full-year, full-time
workers stood at 71% in 2001. However, women working
full time tend to work fewer hours per week than men�38.7
hours versus 42.5 hours in 2001. Over the course of a year,
this difference can amount to as much as five weeks of work.
Accounting for the difference reduces the earnings gap
(Galarneau and Earl 1999). The female-to-male earnings
ratio for doctorate holders is also an important comparative
indicator, given the link between earnings and education. In
2000, this ratio stood at 79%, indicating that a higher
education helps close the differential. Earnings or wage gaps
in the strictest sense refer to what can be explained by sex
alone, after all other contributing factors have been accounted
for using a multivariate analysis. Such an analysis was not
performed for this study. For further discussion, see Drolet
(2001).

13 The most lucrative of these positions are known as �Tier
1 Chairs,� and are awarded to outstanding researchers ac-
knowledged by their peers as world leaders in their field. For
each Tier 1 Chair, the university receives $200,000 annually for
seven years. As of November 2004, women accounted for a
minority (17%) of these positions. Tier 2 Chairs are granted
to exceptional emerging researchers, who are acknowledged
by their peers as having the potential to become leaders in

their field. They are worth $100,000 annually over five years,
and to date only 22% have been awarded to women. For
more information on the Canada Research Chairs program,
see their Web site at www.chairs.gc.ca/web/program/
index_e.asp.

14 Universities are the leading employment destination of
persons with doctorates. Indeed, in 2000-01, about one in
three doctorate holders was a university professor; this held
true for both men and women. Teaching assistants, college
and vocational instructors, and secondary and elementary
teachers accounted for another 10%. Other occupations
where people with doctorates are also concentrated include
professionals in natural and applied sciences (for example,
chemists, biologists, computer scientists) (19%); senior
managers (11%); health professionals (for example, physi-
cians) (6%); policy and program officers, researchers and
consultants (5%); and psychologists (4%). Differences be-
tween men and women were observed in some of these
occupations. In particular, psychology is a more popular
option among women with doctorates, while professional
occupations in the natural and applied sciences are more
typical of men.

! References
Chen, Jennifer. 2004. �The delicate task of gender
balance.� The Ottawa Citizen.  Feb. 12, 2004, p. A9.

Donaldson, E. Lisbeth and Claudia Emes. 2000. �The
challenge for women academics: Reaching a critical mass
in research, teaching, and service.� The Canadian Journal
of Higher Education 30, no. 3: 33-56.

Drolet, Marie. 2001. �The male-female wage gap.�
Perspectives on Labour and Income (Statistics Canada, Cata-
logue no. 75-001-XIE). December 2001 online edition.

---. 2002. Wives, mothers and wages: Does timing matter?
Analytical Studies Branch research paper series no. 186.
Catalogue no. 11F0019MIE. Ottawa: Statistics Canada.

Galarneau, Diane and Louise Earl. 1999. �Women�s
earnings/men�s earnings.� Perspectives on Labour and
Income (Statistics Canada, Catalogue no. 75-001-XPE)
11, no.  4 (Winter): 20-26.

Hughes, Karen D. 1990. �Trading places: Men and
women in non-traditional occupations, 1971-86.� Perspec-
tives on Labour and Income (Statistics Canada, Catalogue
no. 75-001-XPE) 2, no. 2 (Summer): 58-68.

---. 1995. �Women in non-traditional occupations.�
Perspectives on Labour and Income (Statistics Canada,
Catalogue no. 75-001-XPE) 7, no. 3 (Autumn): 14-19.



February 2005 PERSPECTIVES 19 Statistics Canada — Catalogue no. 75-001-XIE

The rising profile of women academics

Lee, Judy. 1993. �Women in academia�a growing
minority.� Perspectives on Labour and Income (Statistics
Canada, Catalogue no. 75-001-XPE) 5, no. 1 (Spring):
24-30.

Lewington, Jennifer. �Tough times at the academe:
Turbulent change shakes universities� foundations.�
The Globe and Mail. December 11, 1995. p. A1.

Mason, Mary Ann and Marc Goulden. 2002. �Do babies
matter: the effect of family formation on the lifelong
careers of academic men and women.� Academe 88,
no. 6 (December): 21-27.

Omiecinski, Teresa. 2003. �Hiring of part-time university
faculty on the increase.� Education Quarterly Review
(Statistics Canada, Catalogue no. 81-003) 9, no. 3
(October): 9-15.

Schmidt, Sarah. �University salary scale favours men:
Female professors significantly behind male colleagues
in pay, report says.� The Ottawa Citizen. July 17, 2004,
p. A4.

Statistics Canada. 2003. Education indicators in Canada:
Report of the pan-Canadian education indicators program,
2003. Catalogue no. 81-582-XIE.  Ottawa.

Tamburri, Rosanna. 2003. �Rethinking the rules on
retirement.� University Affairs (December): 11-15.

Toutkoushian, Robert K. 1999. �The status of academic
women in the 1990s: No longer outsiders, but not yet
equals.� Quarterly Review of Economics and Finance 39,
no. 5:  679-698.

Worswick, Christopher. Forthcoming. �Mandatory retire-
ment rules and the retirement decisions of university
professors in Canada.�  Family and Labour Studies
Division.  Statistics Canada.




