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0 EXECUTIVE SUMMARY

0.1 Approach

This report provides a detailed description and analysis of the remuneration of re-
searchers in over 45 countries. To complement the report’s comparative analysis,
a set of country profiles was also compiled for each of the EU-27 Member States,
13 other European countries, as well as the USA, Canada, Japan, China, South
Korea, Singapore, Australia, Brazil and Russia.

Information was compiled by an extensive network of national experts as well as
by an analysis which built upon these country profiles. Data were collected via
three surveys ensuring coherence of the information and data given by the ex-
perts. First, a country correspondent’s template was completed by the experts
themselves. Second, the experts contacted universities in their countries to pro-
vide university specific information, and third, the experts were asked to contact
research performing organisations (RPOs) which are key players in research in
their country.

The data collected from the country experts mainly fed into the country profiles
and were used to compare aspects of remuneration across countries. The struc-
ture of the report follows our approach of indirectly assessing the value of gross
salaries, as described above. Therefore, we first present information on salaries?,
stipends and benefits by job position and employment contract, and then focus on
social security systems, labour legislation in the HEI sector, the tax system, etc.

At the level of research institutions (including both universities and research per-
forming organisations) the report analyses how remuneration schemes and the
rules governing the remuneration of researchers differ across country groups, be-
tween different research organisations and between different research fields. Fur-
thermore, research institutions were shown two standardised CVs for a senior and
a junior researcher and asked about the typical kind of contract which would be
provided to these two fictitious candidates, as well as about wages, fringe benefits
and holiday regulations.

Finally, although the main focus of this study lies on university researchers, the
research team conducted semi-structured interviews with human resource man-
agers and CEOs of private companies engaged in R&D. Furthermore, data from
Eurostat’s Structure of Earnings Survey (SES) have also been analysed. The main
rationale of the semi-structured interviews and the analysis of SES data is to pro-
vide insights into remuneration of researchers in the private sector. We argue that
it is difficult to identify comparable career stages and, therefore, adequate groups
of comparison for university researchers. To summarise?, companies strongly dif-
fer from academia but also from other companies in:

the career stages they offer

the naming of these career stages

the tasks and remuneration packages related to these career stages
the promotion prospects within the company

the requirements for promotion within the company.

We therefore focus on the permeability between the academic and the private
sector to identify potential outside options for academic researchers. As we do not

! In this report we use the terms ‘salaries’ and ‘wages’ synonymously.
2 For a detailed discussion of these differences see ch. 3.5.1
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know the equivalents of university posts in private companies®, the idea is to in-
vestigate those posts which university researchers can take up in the private sec-
tor. Knowing which positions a researcher can take up given her/his individual
skills and work experience might enable us to assess whether the researcher
earns more or less in academia than in the private sector. Nonetheless, the inter-
views do not deliver representative data on salaries in the private companies
where a university researcher might take up a post. We therefore also analyse the
SES data, which is the only representative data source which enables us to identi-
fy researchers in private companies while also providing salary data. This data
source allows us to give representative statistics on remuneration for the popula-
tion of researchers in the private sector. However, the analysis is also limited by a
broad set of caveats.

0.2 Remuneration of researchers: importance for un-
derstanding mobility patterns

As shown in chapter 3.1, monetary and non-monetary aspects of compensation
are an important driver of mobility of human resources. Wage differentials across
countries impact the willingness of researchers to become mobile. The literature
argues that highly educated workers (if becoming mobile) end up where they are
valued most. Besides wages, there exists a large number of push and pull factors
affecting the mobility patterns of researchers. Differences in purchasing power
and cost of living qualify wages. Moreover, differences in quality of life or social
security systems, labour market regulations and the burden from income tax and
social security contributions are important conditions in order to put wage differ-
entials into perspective. Although the individual decision of a researcher to be-
come mobile - and if so where to go - also depends on factors like career stage,
educational and scientific record, the scientific field of activity, peer effects, per-
sonal circumstances, family, etc. which are not directly related to remuneration.

Chapter 3.2 gives an overview on differences across countries according to remu-
neration, attempting to consider the difficulty of assessing the value of net sala-
ries across countries. The ways in which tax deduction or social insurance pay-
ments are handled and regulated varies greatly across countries. Furthermore,
there might exist differences in legislation in federally organized HEI systems or
between private and public universities. From our point of view, it is almost im-
possible to derive net salaries that are meaningfully comparable across countries.
There are large differences across countries in terms of both what a researcher
receives as net salary, and what is covered by this salary. Although net salaries in
one country might be higher than in another, salaries in another country might
already cover comprehensive social security insurance whereas in another, this is
not the case. Therefore the pure amount of a net salary does not adequately re-
flect its value.

Our approach is to indirectly assess the value of the gross salaries by collecting
information on what is on the one hand deducted from gross salaries (i.e. the
share of the salary that has to be paid to cover taxes and social security contribu-
tions) and what researchers receive for these deductions (i.e. Which insurance is
covered? What is the quality of life in the respective country? what is the quality
and price for the education of the researchers’ children? etc.). However, the in-
formation provided in this report is just an indication and cannot prove an exact
measure of comparison across countries. A comparison of tax systems, social se-

3 Although the Euro research career framework is meant to be sector neutral, it is difficult to iden-
tify equivalents across sectors without extensive preparatory work.
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curity systems, but also quality of life is enormously complex and each of these
aspects would require a study on its own. Nevertheless we think that our results
yield meaningful insights into different aspects of researchers’ remuneration and
the assessment of its value.

0.3 Key Findings

Figure 0.1: Remuneration of university researchers - selected indicators by country
groups
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Source: MORE II expert survey,
Notes: Spokes are normalised (see below) Missing values are set to zero.

1) Degree of autonomy: ,Salary rise", ,Salary at appointment", and ,Minimum salary" based
on question: ,Please indicate the institutional level at which the following aspects of public
university researchers are determined?" Scale: (1) National, (2) Regional (state), (3) Sec-
tor/collective agreements, (4) University, (5) Individual negotiation, (0) missing value; In
graph, maximum =5

2) Prospect of a "permanent contract" shows the lowest career stage (R1-R4) at which uni-
versity researchers can obtain permanent contracts. In graph, maximum = R1

3) Salaries: ,PhD Stipends", ,Salaries R1-R4" show gross annual salaries (in PPP €) paid in the
country as a percentage of the best paying country at this career stage. In graph, minimum
= 0 and maximum = 100%

In terms of purchasing power adjusted salaries, the EU countries are
on average outperformed by the sample of covered non-European
countries...

e In all career stages (R1-R4), the average share of salaries paid in non-
European countries in comparison with the best paying country within the
career stage is by 5 to 10 percentage points in R2, R3 and R4 and about 25
percentage points in R1 higher than in the EU. When comparing the EU
with all non-EU countries (incl. the covered European countries), gross an-
nual salary levels are quite similar across both country groups (compare
Table 0.1).

e When analysing best paying countries by position (c.f. Table 3.2.1) it turns
out that although US universities pay relatively low amounts for the R1
level researchers (both in terms of stipends but also to a lesser extent in
terms of salaries for employed PhD candidates) the higher the career level,
the higher the PPP converted salaries are in the US in comparison to all
other countries.

e Amongst the best paying countries are the US (R2-R4), Brazil (R1-R4),
Switzerland (R2-R4), Cyprus (R2-R4), the Netherlands (R3, R4), Ireland
(R4), and Belgium (R1). Denmark pays the highest stipends for PhD candi-
dates across countries.

e On the other hand, Bulgaria, Romania, Lithuania, Latvia and Hungary pay
very low levels in each of the available categories, sometimes paying less
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than 20 percent of the respective best paying country. Outside the EU, the
lowest annual gross salaries are paid in Albania and China. Table 3.2.1
summarises the information for all covered countries.

Table 0.1: Gross annual salaries and PhD stipends of university researchers as per-
centage of the best paying country within career stages. EU countries

EU EU15 EU12 non= %ﬁi? other OECD o0 fon- Oni(rzn-D
EU EU Eur. Eur. Eur. Eur. Eur.
Salaries
Salary R1 45 60 30 50 60 40 65 30 70 60
Salary R2 50 60 35 50 60 45 70 35 55 55
Salary R3 55 65 40 55 65 50 65 40 65 65
Salary R4 55 70 35 60 70 55 70 45 65 70
Annual Stipends for PhD candidates
R1 40 55 20 40 45 40 60 35 40 40

Source: MORE II expert survey. Minimum, average and maximum of gross annual salaries and PhD
stipends (in PPPs) of each country are compared with minimum, average, and maximum of the best
paying country in the covered sample respectively. The resulting shares for each country are then av-
eraged within the country and rounded to 5 percentage points. The shown shares for country groups
are averages across the respective countries. Covered countries: other Europe: AL, BA, CH, FO, HR,
IS, ME, MK, NO, RS, RU, TR; non-Europe: AU, BR, CA, CN, IL, JP, KR, SG, US; OECD (excl. EU): AU,
CA, CH, IL, IS, JP, KR, NO, US.

... but there exist major differences across country groups of different
innovative capacities within both the EU and non-EU countries® ...

e There is substantial heterogeneity in gross wage levels within the EU27
countries. Wages in most of the EU12 countries are substantially lower
than in the EU15. In particular, wages in most of the EU12 countries (all
but the two innovation followers among these countries — Cyprus and Slo-
venia) are substantially lower than in the EU15. This also leads to addition-
al income being much more important in the EU12 countries than in the
EU15, where earning such additional income is actually less preponderant
than in non-EU27 countries.

e Major differences in setting wage levels and increases for academics exist
between countries of different innovative capacities. Countries which are
innovation leaders pay slightly higher wages but, more importantly, also
allow more wage dispersion, i.e. larger differences between high and low
wages, within positions than countries that have a lower innovative capaci-
ty.

e In countries which are innovation leaders, additional income is also less
important for the researchers and institutions (although the income earned
through such additional income is not necessarily lower in these countries).
RPOs in general also pay higher wages and allow substantially fewer addi-
tional jobs than universities and among universities wages are lower in
physics and economics than in engineering with in particular researchers in
engineering also earning more in additional jobs than in other disciplines.

... and the comparison of EU countries with non-EU countries is
strongly affected by the choice of non-EU countries.

e While the EU is outperformed on average by the covered non-European
countries, the difference diminishes when comparing EU15 countries with
OECD countries (except those that are EU member states). This holds for
the comparison with European (Switzerland, Norway and Island) and non-

4 Further differences are summarised in Table 3.3.18.
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European OECD countries. On the other hand, average researcher salaries
paid in EU12 countries are quite similar to those in non-OECD countries.

e A central difference in remuneration between EU27 and non-EU27 coun-
tries is the larger wage equality in EU27 countries both with respect to the
gross wage differences within individual positions (i.e. difference between
maximum and minimum gross wages for a particular position) as well as
with respect to disciplines. This, together with the lower autonomy in wage
setting, may imply that for particularly able (or suitable) candidates wage
flexibility in EU27 countries may be too low to be competitive.

Lower net wages in the EU27 countries are associated with a much
higher coverage by compulsory insurance and a more generous health
insurance system.

e The results suggest that - at least in part - researchers in the EU27 coun-
tries are compensated for the lower net wages than in non-EU27 countries
through a more generous compulsory social security system. Although we
cannot quantify the value of this better social security system to the re-
searchers with the data at hand, this implies that comparing researcher
salaries on the basis of net wages may overestimate the salary disad-
vantage of the EU27 countries relative to the non EU27-countries.

Salaries are set on different institutional levels across countries

e Salaries (on appointment) and salary rises are determined on the national
level in less than half of the EU countries. This holds for Cyprus, Spain,
France, Greece, Italy, Portugal, Romania, and Slovenia. Regions or states
only play a role in Spain and Belgium. Decisions made at university level
and during individual negotiation are important both in terms of both sala-
ry on appointment and salary rise. The picture looks very similar when
looking at countries outside the EU.

e Among institutions located in countries which are innovation leaders, wag-
es for academic positions are more often determined by the research insti-
tutions themselves rather than by law. They also put less emphasis on sen-
iority and more on performance for pay increases as well as emphasizing
individual negotiations more strongly than pre-determined wage scales for
wage increases.

The later the career stage, the longer the contracts and researchers
are more frequently employed as civil servants.

e Civil servant positions are rarely offered to PhD candidates. On the other
hand, in over half the countries, R3 and R4 researchers are employed as
civil servants. However, in the non-EU countries, particularly in the other
non-EU European countries, civil servant positions are less frequent.

e Early career stages are usually fixed term for less than 4 years. In the EU,
PhD candidates have permanent contracts only in two EU (Poland and Ro-
mania) and two non-EU countries (Albania and Brazil). On the other hand,
at full professor level (R4) almost all countries provide permanent con-
tracts. There are only three EU (Estonia, Latvia and Spain) and four non-
EU countries (Faroe Islands, Russia, Australia and China) having fixed term
contracts (more than 4 years) for their R4 researchers.

e Working time is determined on various institutional levels, reaching from
the national level via collective agreements, and universities to individual
negotiations.

e On average, universities located in EU27 countries seem to offer more flex-
ibility with respect to arranging flexi-time agreements for junior research-
ers and also give their junior staff a higher portion of time for research and
smaller teaching loads. The differences between universities in the EU27
and outside the EU27 with respect to senior staff, by contrast, remain lim-
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ited to greater willingness to negotiate over working time allocations and
flexi-time arrangements.

e In the EU12 countries, the junior researcher defined in our standardized CV
would have a greater chance to obtain a permanent position and the senior
researcher would be required to do less teaching and would spend more
time undertaking research than in universities located in EU15 countries.
The results of the analysis furthermore indicate that the share of time
spent doing research would be higher for junior researchers in countries
with higher innovative capacities.

Health care insurance is usually provided to university researchers...

e Within the EU only in Denmark, Latvia, the Netherlands, and the UK and
outside the EU only in Switzerland, Australia and Brazil (and in the R1 and
R2 stages also Canada) researchers’ remuneration packages do not com-
pulsorily cover health care. In Germany compulsory coverage is not pro-
vided for all researchers within different career stages.

e Health care insurance is mainly centrally organised. 22 out of 25 EU coun-
tries decide at national level about health care for their university re-
searchers. The picture looks very similar when looking on the non-EU Eu-
ropean countries, where only health care in Bosnia is determined on the
regional level. Outside Europe only 5 out of 9 countries are centrally organ-
ised. In the US, Brazil and Canada, health care is regulated at the regional
level.

e Additional health care insurance provided by universities which exceeds
that mandated by law is less common in the EU than outside it. In only 4
out of 24 countries in the EU do universities offer such benefits to all their
researchers (Cyprus, Lithuania, Luxembourg, and Sweden). In five other
countries (Austria, Belgium, Finland, Italy and Latvia) the provision of such
benefits falls to the autonomy of the universities. In Belgium, Ireland, Ita-
ly, and Portugal it depends on either the employee’s status or the contract.
In 12 of the 24 countries, the survey results indicate that universities nev-
er provide additional health care insurance.

e Outside the EU, half of the countries’ universities always provide additional
health care insurance to their researchers. Outside Europe this holds for
the US, Singapore, South Korea, Japan, Canada and China, while within
Europe it is the case for Serbia, Turkey and Croatia. Furthermore, the ex-
perts stated that universities in the investigated countries outside Europe
provide additional health care packages at least in specific cases.

e It is more common to privately purchase additional health care insurance
in non-European countries. Australian, Brazilian, Korean, Singaporean and
US researchers usually extend what it is provided in their remuneration
packages. In the EU it is only common in 8 out of 20 countries.

... and almost all researchers have a retirement pension insurance in-
cluded in their remuneration packages.

e Almost all researchers have retirement pension insurance included in their
remuneration package. Only in Latvia and Cyprus (in the PhD candidate
stage) is retirement pension insurance not foreseen compulsorily for re-
searchers. When looking outside the EU, only in South Korea and in Cana-
da (during the first two career stages) is pension retirement insurance not
compulsory.

e Almost all countries determine their retirement pension insurance on the
national level. This holds for both the EU and non-EU countries. An out-
standing exception is the US, where retirement insurance is decided at the
regional level.

e In the EU, for eleven out of 24 countries, the survey results show that uni-
versities do not provide additional retirement pension insurance beyond
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what is mandated by law. In these countries, researchers usually purchase
private retirement pension insurance. 15 out of the 24 EU experts indicated
that additional private retirement pension insurance is important for re-
searchers to maintain their standard of living after retirement, while in the
UK private retirement pension insurance is highlighted as being very im-
portant.

e Outside Europe, universities always provide additional retirement pension
insurance for their researchers. In Canada, South Korea, Singapore and
the US the researchers can however upgrade this insurance by buying into
private pension funds.

Unemployment insurance for university researchers is less often pro-
vided across countries.

e Only about three quarters of the EU countries and half the non-European
countries insure their researchers against unemployment. On the other
hand, all the non-EU European countries (except Macedonia) insure their
researchers against unemployment - at least those above R1 level.

e While 21 out of 25 EU countries regulate unemployment insurance for uni-
versity researchers at national level, only 13 out of 21 of the non-EU coun-
tries covered do so.

As a rule, research institutions in the EU27 grant fewer provisions and
bonuses to their staff than do research institutions outside the EU27...

e The use of provisions, bonuses and allowances is another main difference
in the typical remuneration packages between research institutions located
in EU27 countries and research institutions located outside the EU27. Re-
search institutions in the EU27 generally grant fewer provisions and bo-
nuses to their staff than do research institutions outside the EU27, and
when EU27 research institutions do provide such payments they usually
cover a smaller share of their employees and the value of these provisions
and bonuses as a percentage of the salary is smaller.

e The only exceptions to this are allowances, which are, however, much less
frequently used than provisions and bonuses, across all regions. Here, dif-
ferences apply only to the EU12 and the EU15. They indicate that - as
with provisions and bonuses - research institutions located in EU12 are al-
so more likely to provide more allowances to their staff, cover a larger
share of their personnel with such additional payments and pay a higher
share of total salaries through these payments than those located in EU15
countries.

e Similar observations - again with the exception of allowances - apply to
research institutions located in countries which are innovation leaders.
They also pay more provisions and bonuses and when paying cover a
higher share of both the salary as well as their personnel with these pay-
ments. By contrast, differences between types or research organizations
and fields are somewhat smaller than could be expected. Here, the rele-
vant difference seems to be that universities are more generous in provid-
ing additional health, pension and unemployment insurance to their em-
ployees than are RPOs.

... but EU27 based research institutions are in general more generous
with regard to holiday regulations than non-EU27 based institutions.

e Finally, with respect to holiday regulations we find that EU27 based re-
search institutions are generally more generous than non-EU27 based in-
stitutions with respect to their annual holidays. But when granting addi-
tional leave, they more often permit these for unspecified other reasons
than do institutions based outside the EU27. Furthermore, there also seem
to be some differences between institutions based in EU15 countries and
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EU12 countries. The latter are less generous with holidays than the former
and more often only provide unpaid additional leave for their staff. In ad-
dition, research institutions based in countries which have a higher innova-
tion potential are generally less generous with annual leave and RPOs offer
less annual holidays than universities.

Wages are by far the most important elements which are negotiated
with exceptional candidates.

e In total, 43% of the research institutions state that they would be willing
to negotiate wages with exceptional candidates. By contrast, provisions
(such as health, pension, unemployment accident or other insurance) as
well as allowances (for housing, commuting, the family, childcare or oth-
ers) are much less frequently open to negotiation. Here, 12% of the re-
spondents stated that they would negotiate on pension insurance and 11%
state that they would negotiate over housing allowances, as these are the
two most popular issues raised within the category of provisions and al-
lowances.

e There is an increasing willingness to negotiate over all components of a
remuneration package in light of the increasing seniority of the position.
The only exceptions to this are health and other insurance, as well as ma-
ternity and annual leave.

e There are rather large differences among research institutions in terms of
which aspects of remuneration schemes they are willing to negotiate with
exceptional candidates. For instance, compared with non-EU countries, EU
countries have, on average, less autonomy in setting wages at the level of
individual research institutions as well as being less willing (or able) to ne-
gotiate over non-wage components of remuneration packages such as
provisions or allowances.

Remuneration patterns are heterogeneous across fields of science.

e Among universities, wages are lower in physics and economics than in en-
gineering. Specifically, researchers in engineering also earn more in addi-
tional posts than in other disciplines.

e Remuneration of research positions in economics more frequently depends
on law and/or individual negotiation than in physics (with engineering an
intermediary case) and wage increases are more often related to perfor-
mance but also to seniority in economics than in other disciplines. In engi-
neering, by contrast, pre-determined wage scales are a more important
determinant of wage levels than in other disciplines.

e In engineering, research and teaching bonuses are granted more frequent-
ly on a performance basis and among research institutions working in
physics teaching and function bonuses are rarer than in institutions work-
ing in other disciplines. Furthermore, the share of income received from
bonuses is significantly higher in universities teaching economics than in
RPQO’s and other universities.

e In physics, fewer permanent positions and fewer positions which offer the
opportunity to continue a career as a full professor are offered to candi-
dates and teaching loads are also smaller. In economics, on the other
hand, although also many temporary positions are offered these are often
associated with the possibility of continuing the career path to full profes-
sor.

Research performing organizations (RPOs) are more autonomous
than universities.

e Research performing organizations (RPOs) more often negotiate wages in-
dividually, are less often bound to remuneration schemes by law and more
often provide performance related wage increases than universities.
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e RPOs generally also pay higher wages and allow substantially fewer addi-
tional jobs than universities. Furthermore, pension and health care insur-
ance are less frequently provided by RPOs than by universities.

e With respect to field of research, results suggest that while all disciplines
seem to have rather similar minimum wages, average and maximum wag-
es of both researchers in economics and physics are significantly lower
than among researchers in RPOs. By contrast, researchers working in engi-
neering earn similar wages as do researchers in RPOs.

e The higher share of researchers earning additional income in universities
relative to RPOs is primarily due to a higher share of researchers having an
additional job.

e Unsurprisingly RPO’s made much less use of teaching bonuses than univer-
sities and provide function bonuses more frequently on a performance ba-
sis.

The more experienced the university researchers, the less often they
switch to the non-academic sector...

.. because they are (1) path dependent in terms of job security and
remuneration,...

e University researchers are less likely to move to non-academic research
positions the older they are or, more precisely, the longer they are working
at the university. Those researchers who became top level university re-
searchers (i.e. full professors) are often not willing to give up their posi-
tions. If university professors move they most often take over manage-
ment positions or become members of an advisory board or similar.

... (2) have different interests and ways of thinking than required
in companies,...

e The workflows and type of work differ strongly between universities and
companies. Although there are differences across fields of science and sec-
tors, university researchers require different skills and capabilities to be
successful in academic research than do their counterparts in research per-
forming companies. Furthermore, the different types of work also require
different types of personal qualifications. Researchers often decide to work
at a university (or at a company) because the workflows are what they are
and suit their character/expectations better. Other motives such as remu-
neration may often be secondary.

... and (3) companies require different skills than universities.

e Moreover, university researchers would most often need additional educa-
tion in management or business activities in order to be able to move to
companies. Researchers who start working for a company at an earlier age
are better suited to take over management tasks and know the business
environment better because they grow up in this environment.

Companies prefer collaboration rather than offering dual positions to
university researchers.

e In general, dual positions® are seldom used, although they are quite com-
mon in countries such as Norway. Companies usually prefer either to coop-
erate with universities in order to outsource research activities or to recruit
researchers full-time. Dual positions bring with them problems related to
the extensive workload but also potential problems with intellectual proper-
ty rights.

5 Dual positions apply if a researcher works for both a company and a university in research. We
exclude here researchers who only do teaching but do not research at universities.
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Salaries in the non-academic sector increase faster than in the aca-
demic sector ...

e It is not clear whether researchers at the early stages of their careers earn
more at a university or in a company. Sometimes they are better paid at
companies, sometimes at universities. However, on average it might be
expected that those researchers who start to work at a company and stay
there have better promotion prospects and therefore better chances to im-
prove their salaries during their careers, i.e. the interviews indicate that
salaries increase faster in the non-academic than in the academic sector.

... but differ (i) across countries, (ii) by age, (iii) by company size,
and (iv) by gender.

e Purchasing power parity adjusted salaries are lower in the new member
states, particularly in the transition countries than in the remaining coun-
tries available in the data set.

e On average, the older the researchers the more they earn.

e In most of the countries, large companies pay more than smaller or medi-
um sized companies.

e The relative dispersion in remuneration, i.e. the difference between highest
and lowest incomes within the group of researchers is lower in the new
member states, but also in Norway and Sweden. This also holds for the dif-
ferences across age groups.

e The gender wage gap is substantial for most of the countries.

0.4 Lessons learnt for future studies

Finally we discuss the lessons learnt during the inception phase of preparing the
questionnaires and templates, the data collection and the preparation of this re-
port.

e Firstly, we would like to highlight the extensive workload required to collect
data for about 50 countries via a network of country experts. In order to
collect valid and reliable data, experts have to be closely accompanied dur-
ing the data collection process. The closer the contact to the experts and
the better the network management, the better the results will be.

e Furthermore, in this project it was possible to assign only one expert per
country. Making use of more than one expert per country would be prefer-
able in order to improve the quality and the validity of the data.

e Finally, we would like to highlight that the experiment collecting infor-
mation on which job positions universities would offer to a researcher with
a standardized CV profile could be an effective way to procure comparable
data across countries in future data collection exercises. Without the uni-
versity-specific parts raised in this project, the questionnaire is short
enough to allow the respondent to complete the questionnaire in a short
time. Therefore, we would like to recommend this experiment for further
studies in order to construct an index on remuneration of university re-
searchers. The major advantage of this index is its comparability across
countries and the index could be easily reconstructed every year (or with
another frequency). When the survey includes a broad set of universities,
the index can easily become representative and other research fields could
also be included. The experiment using standardized CVs carried out in this
report has been a good pilot exercise for a potential future indicator on the
comparability of researcher remuneration across countries.
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1 INTRODUCTION

1.1 Objectives

The main objective of the study “support for continued data collection and analysis
concerning mobility patterns and career paths of researchers” (MORE2) is (as
mentioned in the Terms of Reference):

"To provide internationally comparable data, indicators and analysis in
order to support further evidence-based policy development on the re-
search profession at European and national level.”

In order to realize this overall objective, the study builds on the MORE1 results
and methodologies, which will be improved, fine-tuned and expanded, where
needed, both methodologically and conceptually.

More precise, MORE2 sets out to:

I. Conduct a survey of researchers currently working in Europe in higher edu-
cation institutions (HEI) regarding their mobility patterns, career paths and work-
ing condition (WP1)

II. Conduct a survey of researchers currently working outside Europe regard-
ing their mobility patterns, career paths and working conditions (WP2)

III. Carry out a case study on the working conditions and career paths of early
career researchers in selected countries (WP3)

V. Carry out a case study on the remuneration of researchers in selected
countries (WP4)

V. Develop and produce a set of internationally-comparable indicators on
stocks, flows, working conditions and career paths of European researchers (WP5)

VI. Drafting a final report that provides a comparative, policy-relevant analysis
of the mobility patterns, working conditions and career paths of European re-
searchers (WP6)

The focus of this report (D4) is on the results obtained in work package 4 - the
remuneration of researchers (WP4) in selected countries. Thus, this report pro-
vides country profiles for the countries under investigation, which were compiled
by an extensive network of national experts as well as the analysis building upon
the country profiles. WP4 collected data jointly with WP3. Therefore, the method-
ology of data collection as described in chapter 2 is the same for both work pack-
ages.
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2 DATA COLLECTION

The objective of work packages 3 and 4 is to provide detailed descriptions and an
analysis of the working conditions, career paths and remuneration for (early ca-
reer) researchers for 40 European countries, the USA, Canada, Japan, China, In-
dia, South Korea, Singapore, Australia, Brazil and Russia. In order to fulfil this
task we used an extensive network of national experts (country correspondents).
For each country, one national expert was appointed to collect the data as input
for the WP3 and WP4 analysis and report. The national experts gathered the re-
quired country specific empirical information and data bases on which they com-
piled and provided country reports. In order to ensure coherence of the infor-
mation and data a common approach was used. Country correspondents were
provided with a set of instruments serving as the basis for collecting the data on
working conditions and remuneration of researchers. This set of instruments con-
sisted of:

e a country correspondents template,
e an university questionnaire,
e a RPO (research performing organization) questionnaire.

The template and the questionnaires were developed by the project team. These
instruments were discussed and agreed upon with the representatives of the Eu-
ropean Commission before they were made available to the country correspond-
ents via a common web based platform. Together with the template, the country
correspondents were provided with a) guiding material explaining how to fill in the
template, b) a pilot study to provide additional guidance on the content we ex-
pected in the various sections of the template and c) an agreed upon set of statis-
tical data for each country®. In addition, correspondents have been provided with
links to the OECD Main Science and Technology Indicators online statistics” and to
the European University Institutes Career descriptions®. Selected literature was
stored on the web based platform providing relevant background information to
the country correspondents. Details on the data collection and the set of instru-
ments used can be found in IDEA Consult et al (2013).

It was agreed with the European Commission that we focus on the university sys-
tem in the countries under investigation and to a lesser extent on RPOs®. Infor-
mation on the business sector was to be gathered only very selectively. Therefore,
a small number of semi-structured interviews were carried out in three selected
countries: Austria, Germany and Denmark. An interview guideline’® was devel-
oped and the interviews were carried out by members of the project team. Due to
the reduced regional focus and the limited number of interviews, the information
gathered by these interviews can only provide anecdotal evidence and cannot
necessarily be considered as conclusive for the business enterprises sector as a
whole. Complementing the interview approach in order to enrich the conclusions
drawn from the interviews, descriptive analyses on gross annual earnings and av-
erage hourly wages of researchers in companies using the Structure of Earnings
Survey (SES) from Eurostat for 17 EU-countries were carried out.

% Depending on coverage and availability. We provided EUROSTAT data, thus no data was provid-
ed for countries not covered by the respective sources.

7 http://stats.oecd.org/Index.aspx?DataSetCode=MSTI_PUB

8 http://www.eui.eu/ProgrammesAndFellowships/AcademicCareersObservatory/
AcademicCareersbyCountry/Index.aspx

° This work package mainly focused on the higher education sector. In order to extent the picture
RPOs have been included.

0 The interview guideline is included in the technical report, see IDEA Consult et al (2013).
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3 THE REMUNERATION OF RESEARCHERS IN
ACADEMIA

The attractiveness of pursuing a research career can only be assessed based on
the overall layout of potential career pathways. Therefore, the various stages in a
research career were addressed and data was gathered covering the overall re-
search career path, starting from doctoral education (doctoral candidates), up to
the highest achievable position in terms of the higher education system (the pro-
fessorship).

For the higher education / university sector detailed information on positions
available along this career path was gathered. In order to allow for country com-
parisons, an intermediate layer - namely specific career stages - has been intro-
duced and country correspondents were asked to assign all positions to one of
four career stages outlined and defined in the European Commission’s communi-
cation “Towards a European Framework for Research Careers” (European Com-
mission 2011, p. 2). These four career stages are:

R1: First Stage Researcher (up to the point of PhD),

R2: Recognized Researcher (PhD holders or equivalent who are not yet fully
independent),

R3: Established Researcher (researchers who have developed a level of inde-
pendence) and

R4: Leading Researcher (researchers leading their research area or field).

According to the definitions given in the EC’s communication the different stages
are characterized as follows:

A first stage researcher (R1) will:

“Carry out research under supervision;
e Have the ambition to develop knowledge of research methodologies and
discipline;
¢ Have demonstrated a good understanding of a field of study;
Have demonstrated the ability to produce data under supervision;
Be capable of critical analysis, evaluation and synthesis of new and com-
plex ideas and
e Be able to explain the outcome of research and value thereof to research
colleagues”.

(see European Commission 2011, p. 7)

Recognized researchers (R2) are PhD holders or researchers with an equivalent
level of experience and competence who have not yet established a significant
level of independence. In addition to the characteristics assigned to the profile of
a first stage researcher a recognized researcher:

e "“Has demonstrated a systematic understanding of a field of study and mas-
tery of research associated with that field

e Has demonstrated the ability to conceive, design, implement and adapt a
substantial program of research with integrity

e Has made a contribution through original research that extends the frontier
of knowledge by developing a substantial body of work, innovation or ap-
plication. This could merit national or international refereed publication or
patent.

e Demonstrates critical analysis, evaluation and synthesis of new and com-
plex ideas.
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e Can communicate with his peers - be able to explain the outcome of his re-
search and value thereof to the research community.

e Takes ownership for and manages own career progression, sets realistic
and achievable career goals, identifies and develops ways to improve em-
ployability.

e Co-authors papers at workshop and conferences”.

(see European Commission 2011, p. 8)

An established Researcher (R3) has developed a level of independence and, in
addition to the characteristics assigned to the profile of a recognized researcher:

e "“Has an established reputation based on research excellence in his field.

e Makes a positive contribution to the development of knowledge, research
and development through co-operations and collaborations.

e Identifies research problems and opportunities within his area of expertise
Identifies appropriate research methodologies and approaches.

e Conducts research independently which advances a research agenda.

e Can take the lead in executing collaborative research projects in coopera-
tion with colleagues and project partners.

e Publishes papers as lead author, organizes workshops or conference ses-
sions”.

(see European Commission 2011, p. 10)

A leading researcher (R4) leads research in his area or field. He or she leads a
team or a research group or is head of an industry R&D laboratory. “In particular
disciplines as an exception, leading researchers may include individuals who op-
erate as lone researchers.” (European Commission 2011, p. 11). A leading re-
searcher, in addition to the characteristics assigned to the profile of an estab-
lished researcher:

e "“Has an international reputation based on research excellence in their field.

e Demonstrates critical judgment in the identification and execution of re-
search activities.

e Makes a substantial contribution (breakthroughs) to their research field or
spanning multiple areas.

e Develops a strategic vision on the future of the research field.
Recognizes the broader implications and applications of their research.
Publishes and presents influential papers and books, serves on workshop
and conference organizing committees and delivers invited talks”.

(see European Commission 2011, p. 11)

For selected countries career maps, which follow a respective four-stage model,
which focuses specifically on academic careers, are provided by LERU!. Country
correspondents were made aware of these existing descriptions and were provid-
ed with the respective links allowing them to access the relevant information.

1 http://www.leru.org/index.php/public/extra/careermapseurope/
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3.1 The remuneration of researchers: importance for
understanding mobility patterns

Monetary and non-monetary aspects of compensation are an important driver for
mobility of human resources. The classic literature on the migration of highly
skilled workers has focused on the effect of wage differentials as a determinant
for mobility. This literature argues that differences in net economic advantages,
chiefly wages, are the main cause of migration'?. International mobility patterns
of the highly skilled will depend on the differences in how host and source coun-
tries “tax” highly skilled workers and “insure” less skilled ones.® Hence, countries
which “tax” highly skilled less and at the same time “insure” low skilled workers
less generously will experience more immigration of highly skilled people. Hence,
the reward of specific skills/skill profiles will drive immigration patterns. In this
way, highly educated workers end up in the country that values them most and
countries will generally experience a brain gain.'* The terms “taxing” and “insur-
ing” have to be conceived broadly to encompass not only taxes and social bene-
fits, but also factors affecting the intrinsic satisfaction and motivation of people,
such as the working conditions, the social environment and so forth. In the study
of work package 4, we focus on the monetary and non-monetary aspects affect-
ing the evaluation of jobs.

A review of the literature shows that there are a large number of push and pull
factors which affect the mobility of researchers. Mobility may not have a direct
pecuniary effect on mobile workers, but it may lead to effects which indirectly in-
creases their life income. When researchers make the choice to move they ap-
praise these effects together with, and relative to, the remuneration they will re-
ceive in another country. For policy makers, this implies that it is also important
to consider - after the absolute levels of obtained gross and net salaries - the
most relevant non-monetary and institutional factors. An appropriate understand-
ing of how they affect the choices of single researchers will lead to a more accu-
rate comparison of the differences in remuneration of researchers across coun-
tries and by implication of the observed flows of researchers. On a country specif-
ic level some important conditions to take into account are:

Differences in purchasing power and cost of living,
differences in the quality of life,

differentials in social security systems,

labour market regulations, or

the burden from income tax and social security contributions.

On an individual level one has also to consider factors such as:

the career stage of a researcher,

educational and scientific record,

the scientific field of activity and the scientific field of education, and
peer effects.

The aim of the research carried out in WP 4 is to provide a comprehensive data
set on the remuneration of researchers and data that should provide a better
base than prior studies for the international comparison of the data. In addition,
the collected data provide a better understanding of the autonomy higher educa-

2 1t has to be considered that in some countries it is mandatory to be mobile if one is to pursue a
successful career, and in all countries it is welcome (even if not mandatory). In these cases,
the institutional pressure to become mobile has to be added to the list of main causes of mi-
gration.

13 See Heckman & Honoré (1990).

4 See Borjas (1999);0ECD (2008).
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tion institutions have in setting remuneration schemes especially at the entry and
the top levels (defined later).

3.1.1 Review of existing studies on the remuneration of researchers
and implications for this study

In recent years, a number of studies have tried to compare the remuneration of
researchers across countries. In the following we give an overview on the results
obtained by international studies in the past five years and briefly discuss the im-
plications of the results this body of research for the proposed research design
outlined earlier. Few studies have tried to compare salaries of researchers on a
wider international scale as do the studies carried out in WP3 and WP4 of the
MORE II Project.

The study by Altbach et. al. (2008) compares and contrasts academic salaries
across 15 different countries, including Argentina, Australia, Canada, China, Co-
lombia, France, Germany, India, Japan, Malaysia, New Zealand, Saudi Arabia,
South Africa, UK, USA and Palestine. Based on the academic year 2005-06,
monthly base salaries (without fringe benefits) are compared at the entry-level
and at the highest level of the academic employment ladder as well as in terms of
overall national averages using the Worldbank PPP and the Big Mac Index to nor-
malize data to constant purchasing power across countries. The Human Develop-
ment Index (HDI) of the UNDP and the GDP per capita (Worldbank) act as
benchmark indicator for national development. The data collection consists of
publicly available government documents, databases and academic studies and
in-country experts also provided information and feedback. The monthly salary at
entry-level averages $2,888 (WB PPP$), at top-level $5,318 (WB PPP$) and lies
overall at $4,050 (WB PPP$). In Saudi Arabia, academics have the best prospects
of raising their salary during their career, with an absolute difference between
bottom and top-level of $5,328 (average WB PPP$). Worst prospects for raising
one’s salary during an academic career are in India with only a $920 (average WB
PPP$) increase. Furthermore, the authors identify that at the entry-level (average
monthly salary in WB PPP$ 2,888) Canada and the US pay best, with China and
India as the lowest-paying countries. Saudi Arabia and Canada are best-paying
comparing the top-level and average national salary; with China and India rated
the lowest-paying countries. In general, the developmental status of a country is
directly linked to the level of salary.

The CHERI (2012) survey, also often referred to as the Changing Academic Pro-
fession (CAP) survey, has studied the changing nature of academic work over the
period 2006-2011 in a comparative study. It covers eighteen countries (Argenti-
na, Australia, Brazil, Canada, China, Finland, Germany, Hong Kong, Italy, Japan,
Malaysia, Mexico, Norway, Portugal, South Africa, South Korea, United Kingdom,
United States of America). The main aim of this project is to identify external and
internal drivers of change in the academic profession, to what extent these
changes differ across countries, and to what extent these changes affect the at-
tractiveness of academic careers and the capacity of academics to contribute to
the development of knowledge societies. The collection of data on the remunera-
tion of researchers is an important part of this project. After data on remunera-
tion, this survey also asked respondents about job satisfaction by rank, propensi-
ty for job change, opportunity for research, environment support such as the
quality of resources, contractual conditions and work load.

Russo (2010) presents the results of the Nature Jobs International Salary Survey
2010, with the participation of researchers from more than 130 countries. The
questionnaire was published online in March and April 2010 with a response rate
of 10,600 researchers working in academia or industry. The majority of the sur-
veyed researchers holds PhD degrees. The survey does not include graduates, but
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post-doc-students. Annual gross salaries are reported by the rank post-doc, as-
sistant professor or lecturer, associate professor and full professor. Except for one
salary comparison that is adjusted by US$PPP all results presented in the article
are not adjusted for cost of living. Despite this, the study analyzes various fringe-
benefits with focus on satisfaction including holiday entitlement, health-care ben-
efits, family leave or degree of independence, for example. Furthermore, some
comparisons of salaries by gender or by academic and non-academic positions
are presented. Results show that Denmark ranks as the most attractive country in
terms of job satisfaction, whereas Japan scored the lowest. The comparison of
academia and industry indicates disparities in the salaries. Salaries in the industry
are 40-50% higher than in the academic sector. In North America the range of
salaries in academia between post-doc and full professors is largest.

The study on the Remuneration of Researchers in the Public and Private Sectors
(see European Commission 2007), on the other hand, examines differences in the
levels of remuneration of researchers throughout the EU and associated coun-
tries. It has shown that only in a few EU Member States do the cost of living ad-
justed levels of remuneration match that of the United States and that there are
considerable differences in pay progression during a researcher’s career across
countries. It has also produced evidence on a serious gender gap in the levels of
remuneration for researchers. The study has collected relevant information on
monetary and non-monetary components of the remuneration of researchers
such as pension schemes and family supplements. However, it has not taken im-
portant differences into account regarding national tax regimes or social security
systems, for example. It presents differences in average remuneration levels
across sectors of activity (business sector, government, higher education), but
the sampling approach pursued in the study does not lend itself to uncover statis-
tically significant differences across sectors and countries.

Another rather comprehensive survey is published on the website of the European
University Institute (2012). This survey provides information regarding early ca-
reer researchers only and does not offer a comparative analysis. However, it does
provide a comprehensive overview on the gross and net salaries for different ca-
reer stages, barriers to career advancement, job security, working conditions, the
labour market for researchers, and important research institutions in 19 European
and 9 non-European countries. The quality of the data varies greatly. Some of the
information, especially related to the comparison of salaries across countries, is
drawn from existing studies such as the CARSA Study (see European Commission
2007). We present an overview table on the studies described in the Appendix
below.

A number of studies have largely addressed the large economies in the Common-
wealth area or major English speaking countries.

The study by Coates et. al. (2009) explores the attractiveness of the Australian
academic profession relative to its international peers in Canada, England, the
United States and New Zealand. Using data of previous studies and the CAP
(Changing Academic Profession) survey, academic salaries as well as additional
factors, the authors analyse the attractiveness of academic posts. Using the CAP
data, after job satisfaction, they also study the propensity for job change. Aca-
demic salaries are reported as overall annual gross income in purchasing power
adjusted US$ by the rank Lecturer, Senior Lecturer, Associate Professor and Pro-
fessor for the years 2003 to 2008. The actual average salary range (in PPP US$)
shows that the Australian and NZ salaries are average across the compared coun-
tries, except for professors whose salaries range in the lower end of the scale.

The Deloitte (2008) study "Comparing salaries and benefits in the academic sec-
tor in New Zealand, Australia, Canada, England and the USA” has examined how
salaries in the academic sector compare relatively to important international
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peers from the perspective of New Zealand. The study uses data from the Associ-
ation of Commonwealth Universities (ACU) that are publicly available for the
years 2005 and 2008. The average annual gross salaries have been adjusted us-
ing World Bank PPPs (US$) as well as the Big Mac Index (US$) by the career
stage Lecturer or Assistant Professor, Senior Lecturer, Associate Professor and
Professor. Universities included in the study have been selected by different crite-
ria: in Australia the leading ones are included; and in Canada three “comprehen-
sive” (significant amount of research activity and a wide range of programmes)
and three “"medical/doctoral” (broad range of doctoral programmes, research and
who have medical schools) institutes according to the Macleans’s guide have been
selected. US-universities participating in this study have been selected according
to America’s Best Colleges 2008 and the Carnegie classification (median of 120
top US-universities). Salaries are listed by institute and rank, and other benefits
such as pension scheme or leave are also included.

The study by Kubler & Lennon (2007) is the 6™ survey on academic staff salaries
covering Australia, Canada, New Zealand, South Africa and the United Kingdom.
It provides information for the academic period 2004-2006. The data gathering
took place through online-questionnaires and by collecting information from pub-
lic sources. The study compares yearly gross salaries without bonuses or pay in-
centives adjusted by World Bank PPP and Big Mac PPP for the ranks assis-
tant/associate lecturer, lecturer, senior lecturer, associate professor and profes-
sor. The survey includes country profiles, listing detailed bottom and top salary
scales of the participating universities as well as information on non-salary bene-
fits such as pension schemes, medical aid, (family) leave and vehicle hire. In a
further step, the study compares salaries in the academic sector with earnings of
lawyers in Australia, Canada, New Zealand and the United Kingdom using data of
large private legal firms provided by recruitment firm based in Canada.

Robinson (2006) analyzes trends in salaries, working conditions and rights of ac-
ademic staff in Australia, Canada, New Zealand, the UK and USA. Using the data
collected by the Association of Commonwealth Universities (ACU) publicly availa-
ble data of national statistic institutes and education departments extended the
database. Average yearly (gross) salaries expressed in US$ for the year 2003
have been adjusted by the OECD’s Comparative Price Level (CPL) for the ranks
associate lecturer (lecturer A), lecturer (lecturer B), assistant professor (senior
lecturer), associated professor (senior lecturer or reader in the UK) and professor.
Additional, country profiles provide indicators on overall economic and social con-
ditions, labour protection and collective bargaining, the employment status of ac-
ademic staff as well as academic freedom and tenure. Furthermore, the country
profile of the USA lists additional benefits for full-time faculty.

Horsley et. al. (2005), also known as the CHEMS-survey, analyze salary relativi-
ties on the academic labour market in Australia, compared with Canada, New
Zealand, South Africa, Malaysia, Singapore and the United Kingdom. The study
use data of the CHEMS-survey, data of the Association of University Professors
(AAUP) survey for the academic year 2001/02 and qualitative interviews with vice
chancellors of 12 universities have been conducted. Furthermore, the Mercer da-
tabase is used, which allows comparisons of academic and private sector posi-
tions.® The Mercer database provides base salary information and additional ben-
efits as annual leave loading, award allowance or vehicle allowance of 30,000
public and private sector positions (IT, Engineering and Scientific Positions, Fi-
nance and Administration Positions, Human resources). This database is not pub-
licly available. The CHEMS-survey includes average yearly gross salaries in PPP-
US$ as well as bottom, middle and top salaries by the rank associate lecturer,

15 For the 2011 edition see http://www.imercer.com/products/2011/us-mbd.aspx.
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lecturer, senior lecturer, associate professor and professor. Other additional bene-
fits such as pension and medical aid schemes, leave entitlements and other bene-
fits as car and housing allowances are also included. The AAUP survey shows av-
erage yearly full-time faculty salaries at public, private and church related higher
institutions with doctoral programs by the ranks lecturer, instructor, assistant
professor, associate professor and professor.

Three studies which compare salaries only at national level in the United States
are the study by Johnson & Turner (2009), Ehrenberg (2010) and Scott & Sieg-
fried (2011). Johnson & Turner (2009) use the National Research Council data set
that provides salaries of assistant professors and full professors by field and facul-
ty for 132 institutions. To compare the institutions they index the median de-
partment to 100. Furthermore, a survey by the Oklahoma State University has
been used with yearly (gross) salaries of full-time staff without fringe benefits by
fields and 45 faculties from 1985-2001. Even if only a subset of universities gave
their permission to use the data, it should be representative. The results show
that Economics Departments represent the high-salary, high student faculty
quadrant, music the low-salary, low student faculty quadrant. Furthermore de-
partments with higher salaries do have systematically more students per faculty
member for both assistant professors and full professors.

The study by Ehrenberg (2010) compares yearly average (gross) faculty salary
without distinguishing between tenure track and non-tenure track faculty across
public and private institutions in the US only. Using data of the American Associa-
tion of University Professors (AAUP) for the academic year 2008/09 salaries of all
universities are listed by the rank lecturer, assistant professor and professor and
by the following institution types: 2-years college, (public/private) education up
to Bachelor level (public/private), education up to Masters (public/private) level,
and education up to PhD level.

Scott & Siegfried (2011) provide a more limited survey on academic salaries in
economics departments in the US. They list gross salaries by a classification of
universities into specific tiers by the National Research Council, by institutions
providing up to BA education, MA education and PhD education, as well as career
tracks.

Other recent studies have examined the range of annual gross salaries and work-
ing conditions in the education system in the EU-27 countries and a few associat-
ed countries.

Ranguelov et. al. (2009) present statistical data and qualitative information to
provide an overview of the organisation and structure of education systems in Eu-
rope. Annual minimum and maximum basic gross salary (without fringe benefits)
of teachers by educational level are reported for all EU-27 member countries as
well as Iceland, Liechtenstein, Norway and Turkey. Only schools in the public sec-
tor have been included in this survey. The minimum salary is the salary received
at the start of the career, the maximum salary on retirement or after a certain
number of years of service. The salaries are compared at the ISCED levels 1-3 as
% of GDP, an indicator of standard of living of a countries population, for the
school year 2006/07. The data was collected by the Eurydice-network, whose cor-
respondents are generally located in education ministries.

Ranguelov & Pejnovic (2011) discuss data collected by the Eurydice network on
the yearly basis information on salaries and allowances for teachers and school
heads for the school year 2009/10. Additionally, data of official documents by
central education authorities and other documents and agreements accepted by
these authorities has been collected. National administrative registers, statistical
databases and representative surveys build additional sources for the data collec-
tion. Annual gross salaries of full-time teachers and schools heads are shown for
EU-27 member states, Liechtenstein, Norway and Turkey. Salaries include 13
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month and holiday pay but do not include social security and pension contribu-
tions or other financial benefits. For a comparison across all countries, minimum
salaries (start of the career) and maximum salaries (retirement) have been ad-
justed by PPS€ and reported in % of per capita GDP as well as compared to the
average actual salaries over all teachers and school heads at a specific education
level. National data sheets list information about the decision making levels for
setting basic statutory salaries in public and private schools and annual gross sal-
aries of fulltime qualified teachers. They also report if salaries increased or de-
creased (e.g. reforms) and how salary allowances for teachers are constituted.
National data sheets show that in almost all countries, central or top-level author-
ity set salaries in public and grant-aided private schools, private ones have indi-
vidual contractual basis and almost all countries pay overtime.

This brief overview of existing studies on the remuneration of researchers shows
that basically all approaches have tried to provide data on gross income levels
typically adjusted by some purchasing power parity measure. Most studies also
include some aggregate measures capturing the state of economic and social de-
velopment of the compared countries as well as measures for working conditions,
taxes, job security and employment protection or the quality of life, all of which
are important criteria in the evaluation of job satisfaction and hence for potential
mobility. Despite this, the studies differ however considerably in their attempt to
provide comparative measures for net incomes. This points to the crucial problem
in providing reliable estimates of net incomes, as the ways tax deduction or social
insurance payments are handled and regulated varies greatly across countries. As
a consequence it is difficult to compare the net salaries for researchers across
countries?®,

Very few studies provide a comparison of salaries with the private non-academic
sector. Those studies which do try to provide figures on the non-academic sector
either rely on rather expensive publicly non accessible private data bases (such
as the Mercer Database) which suffer from limited country coverage and limited
statistical representativeness, or are based on surveys which are methodologically
flawed and are also statistically not representative. None of the surveys covered
in this review considers potential variations in remuneration due to differences in
legislation in federally organized HEI systems. Few draw clear lines between re-
muneration in private and public universities. The studies also differ in their data
collection approach. Some studies have used data collected through surveys at
the level of university departments or researchers. Others have relied on net-
works of correspondents who have collected data from publicly available docu-
ments or have carried out face to face interviews with university chancellors. Ta-
ble 9.1 in the Annex provides an overview on the results for the remuneration of
researchers obtained by the studies reviewed in this section. The provided infor-
mation is difficult to compare across cited studies but also when considering the
data collected in this study. The different studies are extremely diverse in focus
(e.g. net vs. gross salaries) and methodology (e.g. PPP converted vs. nominal),
country coverage, years covered etc.

6 When comparing salaries of researchers it is also important to consider working time which has
to be spent on teaching or administration, which are crucial tasks in the higher education
sector. This is important as a high teaching load reduces an academic’s time to carry out re-
search. We try to cover this issue by considering the percentage of working time a research-
er has to spend on different tasks (teaching, research, administration).
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3.2 The comparison of researcher remuneration in ac-
ademia across countries

In this chapter we summarise the results of this study with respect to the remu-
neration of researchers in the academic sector. We present the results of the ex-
pert surveys conducted in 50 countries in comprehensive country profiles (see
chapter 6). In this section, we will first describe what is covered in the profiles for
each country and then compare the data and results across countries.

3.2.1 The content of the country profiles - remuneration

The country profiles in chapter 6 summarise all the information collected by coun-
try through the network of country correspondents set up for this project. The
part of the country profiles which deals with the remuneration of researchers is
structured as follows:

Main indicators

Salaries, stipends and benefits by job position and employment contract
Tax system

Labour legislation in the Higher Education Sector

Social security system

Quality of life.

In the first section, main indicators on remuneration (salaries, stipends, and the
degree of autonomy of universities to decide on remuneration-related aspects) are
compared with the EU-average and the US. In the second section, we summarise
minimum, average and maximum annual gross salaries (both in national currency
and in purchasing power parities'’) for all available job positions and employment
statuses. In the first row, we display the annual gross values of stipends which are
available for PhD candidates in order for them to complete their studies. Further-
more, these tables contain the usual contract duration, and the mandatory insur-
ance covered by the remuneration packages. The job positions are classified ac-
cording to the classification as defined by the EC communication “Towards a Euro-
pean Framework for Research Careers” (European Commission 2011). We will use
the German profile as an example to illustrate the results in this chapter. All the
country profiles are identically structured and can be therefore analogously inter-
preted. In the German case, salary data are available for eight combinations of
job positions and employment status. Five of them are specified as employee po-
sitions while three positions are civil servants. Both employment types (civil serv-
ant and employee) in the R4 stage Full Professor are permanent while the rest of
the positions are fixed between one and over 4 years. The available annual sala-
ries are based on collective agreements and therefore are only available as mini-
mum data. In the German case, the maximum values are drawn from the highest
minimum specified in the collective agreements for the respective position. All of
the listed German job positions cover pension retirement insurance. Health care

QUTh W=

7 We use the PPP-conversion rate of the World Bank Database: World Development Indicators
and Global Development Finance (PPP $). Salaries and Stipends in national currency are con-
verted into PPP US-Dollar (2011) and the resulting PPPs are converted into EURO using the
currency exchange rate of Eurostat 1,3920$ = 1EURO; if the year of the salary or the stipend
is not 2011, the amount is grossed up to 2011 using the unit labour costs index of the AMECO
database.

Source: http://appsso.eurostat.ec.europa.eu/nui/show.do?dataset=ert_bil_eur_a&lang=en; and
http://databank.worldbank.org/data/Views/VariableSelection/SelectVariables.aspx?source=Wo
rld%20Development%?20Indicators%20and%20Global%20Development%20Finance#S_P)

April 2013 25



M:.:RE2

MORE2 - Remuneration Cross-Country Report

insurance and unemployment insurance are not mandatorily covered for the civil
servants.

In the following sections we try to assess the value of the gross annual salaries.
From our point of view, it is virtually impossible to derive net salaries that are
meaningfully comparable across countries. There are large differences across
countries, both in terms of what a researcher receives as net salary, and what is
covered by this salary. Although net salaries in one country might be higher than
in another, salaries in one may already cover comprehensive social security insur-
ance whereas in another this is not the case. Therefore, the pure amount of a net
salary does not adequately reflect the value of this net salary. Our approach is to
indirectly assess the value of the gross salaries by collecting information on what
is, on the one hand, deducted from gross salaries (i.e. the share of the salary that
has to be paid for taxes and social security contributions, and, on the other, what
the researcher receives for these deductions (i.e. What insurance is covered?
What is the quality of life in the respective country? What is the quality and also
the price for educating the researchers’ children? etc.). However, the information
provided in this report is just an indication and cannot prove an exact measure of
comparison across countries. A comparison of tax systems, social security sys-
tems, but also quality of life is enormously complex and each of these aspects
would require a study of its own. Nevertheless, we think that our results yield
meaningful insights into different aspects of researchers’ remuneration and the
assessment of its value.

The section on taxes therefore gives an overview on marginal tax rates and the
income brackets they refer to. This should allow us to estimate the deductions re-
lated to taxes a researcher with a given income would have to pay. In addition,
we present the tax wedge (in percent of labour costs) provided by the OECD for
selected personal circumstances that we expect to be realistic for researchers. For
instance, a single person with no children has to deduct about 49% of his/her an-
nual earnings if he/she earns approximately the average wage of the country. The
indicator estimates the percentage of earnings researchers have to pay for both
taxes and social security insurance.

In the fourth section on remuneration we provide information on the labour legis-
lation relevant for researchers. We collected information on the institutional level
on which important aspects of university researcher remuneration are determined,
such as salary rise, salary at appointment, minimum salary, working time, unem-
ployment insurance, health care insurance, and retirement pension insurance. The
idea is to indicate how heterogeneous remuneration patterns are within the coun-
try and whether universities are able or rather allowed to provide additional bene-
fits or higher salaries to top performing researchers. However, many institutional
levels can be involved in any of these aspects. This section also covers unem-
ployment insurance patterns in the country. We use available OECD data to pro-
vide an insight into what happens when researchers become unemployed. We
therefore have information on the notice period (time period the researcher has to
be informed before dismissal) and the severance pay (in proportion to the previ-
ous income) the person receives in case of dismissal from their employer. Moreo-
ver, we display the average net replacement rate for two selected personal cir-
cumstances. The rate indicates the percentage of a worker’s pre-unemployment
income that is paid by the unemployment insurance when the worker becomes
unemployed.

The fifth section on remuneration in the country profiles gives an insight into the
social security system of the country. We list the public social spending, and the
public health spending as percentage of GDP in order to give an indication of the
extent of public social security. Furthermore, we list some indicators which help to
evaluate whether universities usually provide additional health care or retirement
pension insurance packages to their researchers, and whether researchers pur-
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chase such packages on their own. We also list what is covered by health care in-
surance and how important additional private retirement pension insurance is in
order to maintain their personal standard of living after retirement.

In the sixth section, quality of life in the country is summarised. We use infor-
mation on GDP per capita (in PPP Euros and in Euros), the human development
index and life expectancy. Furthermore, we list indicators on governance quality
(e.g. control of corruption, government effectiveness, political stability and ab-
sence of violence), on the quality of public child care, and the quality of education.
The indicators give insights into quality of life as perceived by the researchers
themselves and also on the main factors relevant for their dependants.

Finally, if available, the profiles also contain information on gross annual and
hourly earnings of non-academic researchers based on the Structure of Earnings
Survey provided by Eurostat (see also chapter 3.5.3), and a summary table on
salary data collected in other studies (see also chapter 3.1.1).

Figure 3.2.1 summarises core aspects of researchers’ remuneration by country
groups. The following figures (3.2.2 to 3.2.5) show the same by individual coun-
tries. We compare the respective country or country group with the EU average
and the US. The further away the line from the centre, the higher the country
scores in the respective indicators. We plot the gross annual salaries for the four
stages (R1-R4) and the annual value of stipends for PhD-candidates in PPP € rela-
tive to the best paying country at this career stage. The indicators are calculated
by comparing each minimum, average and maximum with the highest minimum,
average and maximum at this stage respectively. The resulting three ratios per
country are then averaged within the country®. The grid lines of the net show the
25%, 50%, 75% and 100% values for these indicators (from the middle to the
frame).

The spoke “permanent contract” displays the first career stage (R1-R4) that offers
a permanent contract to university researchers in the country. The grid lines equal
R1, R2, R3 and R4. The nearer the line is to the centre of the cobweb, the earlier
researchers can obtain a permanent contract. The remaining three spokes on
“Salary rise”, “Salary at appointment”, and “"Minimum salary” illustrate the degree
of autonomy the universities have. The indicators are ranked on an ordinal scale
showing the maximum degree of autonomy: (1) National, (2) Regional (state), (3)
Sector/collective agreements, (4) University, and (5) Individual negotiation. The
nearer the country is located to the frame, the more autonomous the universities
are to determine the pay and employment conditions of their researchers. If more
than one institutional level is relevant for determining the respective aspect, the
most autonomous level is displayed. For instance, if salaries at appointment are
regulated on the national level (1) but universities (4) can decide within a given
bandwidth, the university level (4) is displayed in the graph.

Table 3.2.1 compares gross annual salaries by stage across countries. The table
also lists the annual value of stipends for PhD-candidates. The displayed numbers

8 The indicator is exposed to potential bias due to the fact that we do not have all statistics
(mean, minimum and maximum) for all countries. For instance, when only minimum salaries
are available for the best paying country and therefore data are not available for average
and maximum, results might be upward biased for countries where we only have data on
average salaries. If the real but not observed average and maximum value for the best pay-
ing country is higher than the second ranked country, the reference point is downward bi-
ased as we have to take the available data point for Switzerland. In total this results in po-
tential upward bias for all countries that have to be compared with the second best perform-
ing country. Nonetheless, this method is the best solution to compare salaries across coun-
tries considering the mentioned differences in data availability. In order to avoid exaggerat-
ed precision of the displayed shares, we only present the values rounded to 5 percentage
points.
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equal the percentage'® of salaries in PPPs relative to the best paying country with-
in the given stage as described above. We also display averages of the covered
country groups EU and non-EU, whereas we distinguish also between non-EU Eu-
ropean (other Europe) and non-European countries. In addition, Tables 3.2.2 to
3.2.6 summarise salaries and stipends in national currencies (and in PPP € in
brackets) for the respective career stages.

When looking at best paying countries by position, in Table 3.2.1, it turns out that
although the US universities pay relatively low amounts for the R1 level research-
ers (both in terms of stipends but also to a lesser extent in terms of salaries for
employed PhD candidates) the higher the career level, the higher the PPP con-
verted salaries are in the US in comparison to all other countries. Besides from the
US, Brazil, Cyprus, Ireland, the Netherlands, and Switzerland are among the best
paying countries in R4. The same holds for R3 with the exception of Ireland. In
R2, amongst the best paying countries are Cyprus, Brazil, Switzerland, and the
US, while it is Belgium, Brazil and Norway in R1. Denmark pays the highest sti-
pends for PhD candidates across countries. At the other end, Bulgaria, Romania,
Lithuania, Latvia and Hungary pay very low levels in each of the available catego-
ries, sometimes paying less than 20 percent of the respective best paying country.
Outside the EU, the lowest annual gross salaries are paid in Albania and China.

When comparing the country groups, the results show that given the high hetero-
geneity in salary ranges paid inside the EU, the non-European countries covered in
this survey pay on average higher salaries in all categories. An outlier in this
group is China. However, even taking into account the effect it might have on the
averages in the group of non-EU countries, the average salaries across all career
stages are by 5 to 10 percentage points (R2-R4) and about 25 percentage points
(R1) higher in this group than in the EU. When comparing EU countries with Euro-
pean countries which are not EU members, the average salary levels are quite
similar. They are a little higher for R1, R2, R3 and PhD stipends in the EU. Howev-
er, the average of the group of other European countries is mainly driven by Nor-
way and Switzerland. When comparing the EU with all non-EU countries, gross
annual salary levels are lower by about 5 percentage points in R1 and R4.

The comparison of EU countries with non-EU countries is strongly affected by the
choice of non-EU countries. In this case, there are top performers in university
rankings (e.g. the US or Switzerland) combined with countries with a low perform-
ing university system. When comparing EU15 countries with OECD countries (ex-
cept those that are EU member states), salaries are quite similar. This holds for
the comparison with European (Switzerland, Norway and Island) and non-
European OECD countries. On the other hand, on average EU12 countries are pay-
ing quite similar salaries to non-OECD countries.

When comparing EU countries with the US, the EU pays more than 30 percentage
points (with regard to the best paying country) less than the US in all four career
stages. Only in case of stipends is the gap between EU and US smaller. Here, the
EU pays on average 40% of the best paying country, Denmark, while US stipends
equal about 65% of Danish PhD stipends. Nonetheless, there are also large differ-
ences across EU countries. The top performing EU countries related to gross sala-
ries almost equal or outperform the salaries paid in the US on the R1 level, but
the higher the career stage the larger is the difference. Considering other non-EU
countries, Brazil pays very high PPP adjusted salaries in all four career stages. Al-
so Switzerland pays higher salaries than the best paying EU countries. On the
other end of the scale China pays slightly higher PPP adjusted salaries than the
least paying countries in the EU in all four career stages.

9 Values are rounded to 5 percentage points due to methodological issues (cf. footnote 18).
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Table 3.2.7 describes contract length and employment status for each career
stage within each country. Each cell indicates whether the country offers positions
to university researchers with the respective employment status (civil servant or
employee) or contract duration. Multiple responses are possible whenever more
than one type of position exists in the respective career stage. For instance, in the
stages R2, R3, and R4 Germany has both types of employment. For instance,
Germany has both types of employment in stages R2, R3, and R4. University re-
searchers in Germany might be either employees or civil servants in each of the
stages. Correspondingly, the contract duration also differ in R2 and R3 in Germa-
ny. There are contracts fixed between 2 and 4 years and contracts fixed longer
than 4 years. The country group columns indicate the frequency of the respective
aspect within the country group. When looking at employment status, there are
only 4 out of 22 countries in the EU (Hungary, the Netherlands, Sweden and Slo-
venia) that offer civil servant positions to PhD candidates. In the non-EU coun-
tries, 4 out of 21 countries also offer PhD candidates civil servant positions (Nor-
way, Turkey, Brazil and Japan). Within the EU, countries tend to offer civil servant
positions for researchers at higher career stages. In more than half of the coun-
tries, R3 and R4 researchers are employed as civil servants, while in the non-EU
countries civil servant positions are less frequent at these stages. Among the
group of non-EU European countries R3 and R4 researchers have civil servant sta-
tus only in Croatia, Norway and Turkey. In the countries with top performing uni-
versity systems (incl. US, Switzerland, and Canada), the country experts indicated
that in none of the career stages do university researchers have the status of a
civil servant.

Concerning the length of contracts, early career stages are usually fixed term for
less than 4 years. In the EU, PhD candidates have permanent contracts in only
two countries (Poland and Romania). Similarly, outside the EU, permanent con-
tracts are available for PhD candidates only in Albania and Brazil. On the other
hand, at full professor level (R4), almost all countries provide permanent con-
tracts. In the EU, Estonia, Latvia and Spain are the only countries having fixed
term contracts (more than 4 years) for their R4 researchers. When looking outside
the EU, only the Faroe Islands, Russia, Australia and China have no permanent
positions for full professors.

When analysing social security insurance cover for university researchers (see Ta-
ble 3.2.8), both health care insurance and retirement pension insurance are typi-
cally provided to university researchers. Within the EU only in Denmark, Latvia,
the Netherlands, and the UK researchers’ remuneration packages do not compul-
sorily cover health care. In Germany, compulsory coverage is not provided for all
researchers within different career stages. In the non-EU countries the picture is
quite similar. Switzerland, Australia and Brazil (and in the R1 and R2 stages also
Canada) do not compulsorily insure their researchers on health care. In all other
covered countries outside the EU researchers are insured.

Additional health care insurance exceeding what is mandated by law is less com-
mon in the EU (see Table 3.2.9). In only 4 out of 24 countries in the EU universi-
ties offer such benefits to all their researchers (Cyprus, Lithuania, Luxembourg,
and Sweden). In five other countries (Austria, Belgium, Finland, Italy and Latvia)
the provision of such benefits falls into the autonomy of the universities. In 4 oth-
er countries it depends on either the employee status or the contract (Belgium,
Ireland, Italy, and Portugal). In 12 of the 24 countries the survey results indicate
that universities never provide additional health care insurance. Outside the EU in
half of the countries, universities always provide additional health care insurance
for their researchers. Outside Europe this holds for the US, Singapore, South Ko-
rea, Japan, Canada and China, while within Europe it is the case for Serbia, Tur-
key and Croatia. Furthermore the experts stated that universities in the investi-
gated countries outside Europe provide additional health care packages at least in
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specific cases. On the other hand, it is also common to privately purchase addi-
tional health care insurance in these countries. Australian, Brazilian, Korean, Sin-
gaporean and US researchers usually extend what it is provided in their remu-
neration packages. This is less common in the EU where it is standard in 8 out of
20 countries.

In the case of retirement pension insurance, almost all researchers have insurance
included in their remuneration packages (see Table 3.2.10). Only Latvia and in the
PhD candidate stage does Cyprus do not foresee retirement pension insurance
compulsorily for their researchers. Outside the EU, pension retirement insurance is
not compulsory in South Korea and during the first two career stages in Canada.
In the EU, for eleven out of 24 countries, the survey results show that universities
do not provide additional retirement pension insurance beyond what is mandated
by law. In these countries, researchers usually purchase private retirement pen-
sion insurance. 15 out of the 24 EU experts indicated that additional private re-
tirement pension insurance is important for researchers to maintain their standard
of living after retirement, while in the UK private retirement pension insurance is
highlighted as very important. Outside Europe, universities always provide addi-
tional retirement pension insurance for their researchers. However, in Canada,
South Korea, Singapore and the US, researchers can upgrade this insurance by
buying into private pension funds.

Unemployment insurance is less often provided across countries - only about
three quarter of the EU countries and half the non European countries insure their
researchers against unemployment. In particular Brazil, Australia, South Korea
and Singapore do not have unemployment insurance. On the other hand, in Eu-
rope all the non-EU countries (except Macedonia) have their researcher insured
against unemployment, at least above the R1 level. Employed PhD candidates are
only insured in Albania, Faroe Islands, Iceland, Montenegro, Norway and Russia.

Concerning the institutional level on which important aspects of researchers’ re-
muneration are determined (see Table 3.2.11), in the EU countries most of the
aspects are regulated by the national authorities. In particular, health care insur-
ance (22 out of 25), retirement pension insurance (24 out of 25), and unemploy-
ment insurance (21 out of 25) are centrally organised. On the other hand, salaries
(at appointment) and salary rise are only determined nationally in less than half of
the EU countries. This holds for Cyprus, Spain, France, Greece, Italy, Portugal,
Romania, and Slovenia. Regions or states only play a role in Spain and Belgium.
The university level, but also individual negotiations are mainly important for the
decision on salary at appointment and salary rise. Working time is determined on
various levels, reaching from the national level (in 14 out of 25 countries) via col-
lective agreements (8 out of 25), and universities (7 out of 25) to individual nego-
tiations (5 out of 25). The picture looks very similar when looking at countries
outside the EU. Salary at appointment and salary rises are mainly determined by
universities and individual negotiations. Health care insurance and retirement
pension insurance are again most frequently regulated at national level. In com-
parison to EU countries, more non-EU countries decide aspects of remuneration of
university researchers at regional / state level. This holds in particular for China,
Bosnia and Herzegovina, Switzerland, but also to some extent for the US, Canada
and Russia. Collective agreements again play a role for working time, whereas
more of the country experts named the university level (10 out of 21) than the
collective agreements (8 out of 21) as important. In the US, both the university
level and collective / sectoral agreements play a role for all aspects except unem-
ployment insurance.

In Table 3.2.12 we plot the tax wedge employees face in the countries, given their
personal circumstances (i.e. income, children, and family status). ‘Tax wedge’ is
defined as income tax plus employee and employer social security contributions
minus cash transfers, i.e. the deductions an employee has to pay at given income.
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The tax wedge is highest in Belgium and France in all selected categories of indi-
vidual circumstances. The lowest deductions have to be paid in South Korea, Swit-
zerland and Israel.

3.2.2 Remuneration of university researchers - selected indicators by
country

Figure 3.2.1: Remuneration of university researchers - selected indicators by country
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Figure 3.2.2: Remuneration of university researchers - selected indicators by country:
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Figure 3.2.2 continued
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Notes: see Figure 3.2.1
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Figure 3.2.3: Remuneration of university researchers - selected indicators by country:
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Figure 3.2.4: Remuneration of university researchers - selected indicators by country:
non-EU European countries
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Figure 3.2.5: Remuneration of university researchers — selected indicators by country:
non-European countries
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Figure 3.2.5 continued
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MORE2 - Remuneration Cross-Country Report

Table 3.2.2: Gross annual salaries of first stage researchers (R1) in national currency

(and in 2011 PPP €)

ISO Country Minimum Average Maximum Year Currency Notes
EU15
AT Austria 34,416 = = 2011 EUR
(28,376) ) )
BE Belgium 37,747 = 63,879 2012 EUR
(29,707) ) (50,273)
DE Germany 38,244 = 44,712 2012 EUR
(32,539) -) (38,042)
DK Denmark 304,053 356,899 409,745 2012 DKK
(25,264) (29,655) (34,047)
ES Spain 15,988-22,073 16,205-22,073 16,422-22,073 2012 EUR
(14,450-19,950)  (14,647-19,950)  (14,843-19,950)
FI  Finland 21,000 24,000 31,000 2012 EUR
(14,763) (16,873) (21,794)
FR France 16,200 = 19,800 2008 EUR
(13,619) (-) (16,646)
GR Greece = 3,328 6,656 2012 EUR
) (3,079) (6,158)
IE Ireland = = = EUR
) ) )
IT Italy = = = EUR
) ) )
LU Luxembourg - - - EUR
Q] ) )
NL Netherlands 28,500 32,476 36,453 2009 EUR
(23,206) (26,443) (29,682)
PT Portugal = = = EUR
) ) )
SE Sweden 271,500 301,800 334,500 2011 SEK
(20,713) (23,024) (25,519)
UK United Kingdom = 15,000 50,000 2012 GBP
“) (14,962) (49,872)
EU12
BG Bulgaria 5,400 6,000 6,600 2012 BGN
(4,768) (5,298) (5,827)
CY Cyprus 22,750 = 39,000 2012 EUR
(22,400) ) (38,399)
CZ Czech Republic 170-240 288-320 360-390 2010 CzZK national currency in 1000
(7,951-11,224)  (13,491-14,966) (16,836-18,240)
EE Estonia o = © EUR
) ) )
HU Hungary 1,941,612-2,099,040 = = 2012 HUF
(9,520-10,292) -) )
LT Lithuania 14,128 = 18,648 2009 LTL
(5,068) -) (6,690)
LV Latvia 4,056 = = 2010 LVL
(6,961) ) )
PL Poland 22,620 = 37,440 2011/2012 PLN
(8,043) -) (13,312)
RO Romania 14,676 16,944 19,212 2012 RON
(5,099) (5,887) (6,676)
SI  Slovenia 16,481 21,829 27,178 2012 EUR
(17,369) (23,006) (28,643)
NON-EUROPE
AU Australia = = = AUD
) ) )
BR Brazil 101,080-104,041 = = 2012 BRL
(39,713-40,876) (-) (-)
CA Canada = = = CAD
) ) )
CN China = = = 2012 RMB
) ) )
IL  Israel 99,384 138,672 177,972 2011 ILS
(15,851) (22,118) (28,386)
JP  Japan 3,300-3,800 4,400-5,000 6,300-7,100 2010/2012 JPY national currency in 1000
(20,553-23,304)  (27,404-30,663) (39,237-43,542)
KR South Korea - 12,000 - 2012 KRW national currency in 1000
) (9,349) )
SG Singapore - - - SGD
) ) )
US USA 23,174 42,408 65,823 2011 usbD
(16,648) (30,466) (47,287)
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MORE2 - Remuneration Cross-Country Report

Table 3.2.2 (continued)

ISO Country Minimum Average Maximum Year Currency Notes
NON-EU EUROPE
AL Albania 552 = 967 2012 ALL national currency in 1000
(6,767) ) (11,857)
BA Bosnia and Herzegovina = 6,000 = 2012 BAM
Q] (4,759) Q]
CH Switzerland 44,000 = 78,000 2011 CHF
(19,423) ) (34,431)
FO Faroe Islands 443,011 502,475 591,656 2012 DKK
Q] ) Q]
HR Croatia e 98,820 = 2012 HRK
Q] (15,836) Q]
IS Iceland 3,000 3,400 3,800 2012 ISK national currency in 1000
(14,410) (16,331) (18,252)
ME Montenegro 7,961 9,339 10,401 2012 EUR
(11,825) (13,872) (15,449)
MK Former Yugoslav Republic of Macedonia 300 450 800 2011 MKD national currency in 1000
(9,503) (14,254) (25,340)
NO Norway 416,000 424,568 642,900 2012 NOK
(31,178) (31,820) (48,184)
RS Serbia 720-780 960-1,080 1,200-1,380 2012 RSD national currency in 1000
(10,970-11,884)  (14,627-16,455) (18,283-21,026)
RU Russia = = = RUB
) ) )
TR Turkey 10,800-18,000 14,400-20,400 19,200-23,004 2012 TRY
(6,523-10,872) (8,698-12,322)  (11,597-13,895)
Country Groups - Average Salaries Minimum Average Maximum Year Currency
EU
EU 16,315 16,269 23,922 2011 PPP €
EU15 22,719 18,648 28,959 2011 PPP €
EU12 9,911 12,105 16,727 2011 PPP €
NON-EU
non-EU 17,329 17,824 27,543 2011 PPP €
other Europe 14,154 15,365 23,239 2011 PPP €
non-Europe 23,681 22,741 39,021 2011 PPP €
OECD 19,906 23,186 36,322 2011 PPP €
OECD (Europe) 21,670 24,076 33,623 2011 PPP €
OECD (non-Europe) 18,143 22,741 39,021 2011 PPP €
non-OECD (Europe) 9,644 12,462 17,009 2011 PPP €

Source: MORE II expert survey. PPP € (2011) in brackets. Salaries in national currency are converted
into PPP US-Dollar (2011) and the resulting PPPs are converted into EURO using the currency ex-
change rate of Eurostat 1,3920$ = 1EURO; if the year of the salary or the stipend is not 2011, the
amount was grossed up to 2011 using the unit labour costs index of the AMECO database.
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MORE2 - Remuneration Cross-Country Report

Table 3.2.3: Gross annual salaries

(and in 2011 PPP €)

of recognised researchers (R2) in national currency

ISO Country Minimum Average Maximum Year Currency Notes
EU15
AT Austria 45,965 = = 2011 EUR
(37,898) ) )
BE Belgium 46,756 = 72,888 2012 EUR
(36,797) ) (57,363)
DE Germany 38,244-42,307 = 47,122-58,812 2012 EUR
(32,539-35,996) (-) (40,092-50,038)
DK Denmark 381,857 408,565 435,273 2012 DKK
(31,729) (33,948) (36,168)
ES Spain 25,200-25,265 25,265-28,500 25,265-35,314 2012 EUR
(22,776-22,835)  (22,835-25,759) (22,835-31,918)
FI  Finland 33,000 41,000 50,000 2012 EUR
(23,200) (28,824) (35,151)
FR France 14,484 = 20,322 2009 EUR
(11,800) -) (16,556)
GR Greece 23,355 29,305 33,912 2012 EUR
(21,606) (27,111) (31,374)
IE Ireland 19,665-51,716 o 32,930-81,456  2008/2010 EUR
(12,918-33,974) -) (21,633-58,887)
IT Ttaly 34,898 = 45,367 2012 EUR
(29,788) (-) (38,724)
LU Luxembourg - - - EUR
Q] ) )
NL Netherlands 33,200 51,280 69,360 2009 EUR
(27,033) (41,754) (56,476)
PT Portugal 35,172 39,300 43,428 2011 EUR
(35,395) (39,549) (43,704)
SE Sweden 343,000-393,900 380,530-436,000 418,140-480,000 2011 SEK
(26,167-30,050)  (29,030-33,262) (31,900-36,619)
UK United Kingdom 23,000 30,000 40,000 2012 GBP
(22,941) (29,923) (39,898)
EU12
BG Bulgaria 7,800 8,400 9,600 2012 BGN
(6,887) (7,417) (8,476)
CY Cyprus 48,724 - 71,359 2012 EUR
(47,973) ) (70,260)
CZ Czech Republic 200 372 900 2010 CZK national currency in 1000
(9,354) (17,406) (42,091)
EE Estonia = 14,806 = 2009 EUR
Q] (15,715) Q]
HU Hungary 2,361,420-2,623,800 - - 2012 HUF
(11,578-12,865) -) )
LT Lithuania 14,128 = 27,125 2009 LTL
(5,068) ) (9,731)
LV Latvia 5,076 = = 2010 LVL
(8,711) ) )
PL Poland 35,220 = 59,040 2011/2012 PLN
(12,523) (-) (20,993)
RO Romania 16,188 20,280 24,372 2012 RON
(5,625) (7,047) (8,468)
SI  Slovenia 28,347 35,489 42,631 2012 EUR
(29,876) (37,403) (44,930)
NON-EUROPE
AU Australia 51,876-73,428 60,804-80,196 69,732-86,976 2010 AUD
(24,610-34,835)  (28,846-38,046) (33,081-41,262)
BR Brazil 106,666-109,459 = = 2012 BRL
(41,908-43,005) (-) (-)
CA Canada s 38,000 = 2012 CAD
) (21,101) )
CN China 71,000 78,000 105,000 2012 RMB
(11,814) (12,979) (17,472)
IL Israel 101,004 154,836 208,680 2011 LS
(16,110) (24,696) (33,284)
JP Japan 4,900 6,000 8,200 2010/2012 JPY national currency in 1000
(30,050-30,518) (36,796-37,369)  (50,287-51,071)
KR South Korea 18,000 24,000 40,000 2012 KRW national currency in 1000
(14,024) (18,699) (31,164)
SG Singapore - - - SGD
) ) )
US USA 39,264-60,343 66,564 54,180-93,175 2011/2012 usbD
(28,207-43,350) (47,819) (38,922-66,936)
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Table 3.2.3 (continued)

I1SO Country Minimum Average Maximum Year Currency Notes
NON-EU EUROPE
AL Albania S = ° ALL
) ) )
BA Bosnia and Herzegovina = 18,252-22,308 = 2012 BAM
“) (14,478-17,696) )
CH Switzerland 90,000 = 152,000 2011 CHF
(39,729) ) (67,097)
FO Faroe Islands o = o DKK
Q] ) Q]
HR Croatia = 133,200 = 2012 HRK
Q] (21,345) Q]
IS Iceland 3,800-4,100 4,050-5,200 4,300-6,400 2012 ISK national currency in 1000
(18,252-19,693) (19,453-24,977)  (20,654-30,741)
ME Montenegro 9,619 11,249 12,649 2012 EUR
(14,288) (16,709) (18,788)
MK Former Yugoslav Republic of Macedonia 500 700 1,200 2011 MKD national currency in 1000
(15,838) (22,173) (38,010)
NO Norway 468,000 571,548 689,200 2012 NOK
(35,075) (42,836) (51,654)
RS Serbia 900 1,230 1,560 2012 RSD national currency in 1000
(13,712) (18,740) (23,768)
RU Russia = = = RUB
) ) )
TR Turkey 19,200 24,000 30,000 2012 TRY
(11,597) (14,497) (18,121)
Country Groups - Average Salaries Minimum Average Maximum Year Currency
EU
EU 22,825 26,272 35,203 2011 PPP €
EU15 27,625 32,069 38,393 2011 PPP €
EU12 15,360 16,997 29,278 2011 PPP €
NON-EU
non-EU 23,537 24,695 35,815 2011 PPP €
other Europe 21,316 21,825 34,734 2011 PPP €
non-Europe 25,758 27,974 37,077 2011 PPP €
OECD 27,476 30,987 43,680 2011 PPP €
OECD (Europe) 31,259 32,526 48,149 2011 PPP €
OECD (non-Europe) 25,207 30,474 40,998 2011 PPP €
non-OECD (Europe) 13,859 18,258 24,672 2011 PPP €

Source: MORE II expert survey. PPP € (2011) in brackets. Salaries in national currency are converted
into PPP US-Dollar (2011) and the resulting PPPs are converted into EURO using the currency ex-
change rate of Eurostat 1,3920$ = 1EURO; if the year of the salary or the stipend is not 2011, the
amount was grossed up to 2011 using the unit labour costs index of the AMECO database.

return to page 27

April 2013

42



MORE2 - Remuneration Cross-Country Report

Table 3.2.4: Gross annual salaries of established researchers (R3) in national currency

(and in 2011 PPP €)

ISO Country Minimum Average Maximum Year Currency Notes
EU15
AT Austria 46,735 = = 2011 EUR
(38,532) ) )
BE Belgium 47,149 = 93,935 2012 EUR
(37,106) ) (73,927)
DE Germany 41,472-52,700 = 47,122-64,400 2012 EUR
(35,285-44,838) -) (40,092-54,793)
DK Denmark 441,149 507,550 573,951 2012 DKK
(36,656) (42,173) (47,691)
ES Spain 29,341-35,638 42,300-49,300 54,700-60,000 2012 EUR
(26,519-32,211)  (38,232-44,559)  (49,439-54,230)
FI  Finland 39,000 57,000 68,000 2012 EUR
(27,418) (40,072) (47,806)
FR France 21,168 38,280 44,904 2008 EUR
(17,796) (32,182) (37,751)
GR Greece 25,616 32,076 36,023 2012 EUR
(23,698) (29,675) (33,326)
IE Ireland 63,125-64,032 = 68,817-94,032  2008/2010 EUR
(41,469-46,291) ) (45,208-67,979)
IT Italy 45,346 = = 2012 EUR
(38,706) ) )
LU Luxembourg - - - EUR
Q] ) Q]
NL Netherlands 61,797 72,208 82,620 2009 EUR
(50,318) (58,795) (67,273)
PT Portugal 39,300 42,630 45,960 2011 EUR
(39,549) (42,901) (46,252)
SE Sweden 363,600-424,200 435,300-488,650 521,160-567,200 2011 SEK
(27,739-32,362)  (33,209-37,279)  (39,759-43,271)
UK  United Kingdom 30,000 40,000 55,000 2012 GBP
(29,923) (39,898) (54,859)
EU12
BG Bulgaria 9,360 10,800 12,000 2012 BGN
(8,264) (9,536) (10,595)
CY Cyprus 57,694 = 77,811 2012 EUR
(56,806) ) (76,613)
CZ Czech Republic 300-420 450-547 610-1,200 2010 CzZK national currency in 1000
(14,030-19,643)  (21,046-25,559)  (28,528-56,122)
EE Estonia = 19,899 = 2009 EUR
Q] (21,121) Q]
HU Hungary 2,886,180-3,673,320 - - 2012 HUF
(14,151-18,010) -) )
LT Lithuania 18,648 = 39,133 2009 LTL
(6,690) (-) (14,039)
LV Latvia s = = LVL
) ) )
PL Poland 42,480 = 84,000 2011/2012 PLN
(15,104) (-) (29,868)
RO Romania 17,388 21,984 30,180 2012 RON
(6,042) (7,639) (10,487)
SI Slovenia 32,489 40,598 48,708 2012 EUR
(34,240) (42,787) (51,334)
NON-EUROPE
AU Australia 89,784 96,552 103,332 2010 AUD
(42,594) (45,805) (49,021)
BR Brazil 147,630-153,349 = = 2012 BRL
(58,002-60,249) (-) (-)
CA Canada 45,590-46,698 88,932-109,535 111,500-137,000 2009 CAD
(26,119-26,754)  (50,951-62,755) (63,881-78,490)
CN China 83,000 94,000 138,000 2012 RMB
(13,811) (15,642) (22,963)
IL  Israel 110,472 180,564 250,668 2011 ILS
(17,620) (28,799) (39,981)
JP Japan 5,900-6,300 7,000-7,500 8,700-9,300 2010/2012 JPY national currency in 1000
(36,182-39,237)  (42,928-46,711)  (53,354-57,921)
KR South Korea 24,000 36,000 42,000 2012 KRW national currency in 1000
(18,699) (28,048) (32,722)
SG Singapore - - - SGD
) ) )
US USA 71,674-73,115 78,565 86,241-129,517  2011/2012 usD
(51,490-52,525) (56,440) (61,955-93,044)
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Table 3.2.4 (continued)

I1SO Country Minimum Average Maximum Year Currency Notes
NON-EU EUROPE
AL Albania 1,440 = 1,800 2012 ALL national currency in 1000
(17,654) -) (22,067)
BA Bosnia and Herzegovina = 30,420 = 2012 BAM
) (24,130) )
CH Switzerland 112,000 = 163,000 2011 CHF
(49,440) -) (71,953)
FO Faroe Islands 412,508 471,971 561,153 2012 DKK
Q] ) Q]
HR Croatia = 156,360-188,292 = 2012 HRK
“) (25,057-30,174) “)
IS Iceland 4,600-5,060 6,250-6,630 7,900-8,200 2012 ISK national currency in 1000
(22,095-24,305) (30,021-31,846)  (37,946-39,387)
ME Montenegro 12,837 14,829 17,210 2012 EUR
(19,068) (22,026) (25,563)
MK Former Yugoslav Republic of Macedonia 700 900 1,500 2011 MKD national currency in 1000
(22,173) (28,508) (47,513)
NO Norway 468,000 571,548 689,200 2012 NOK
(35,075) (42,836) (51,654)
RS Serbia 1,020 1,410 1,800 2012 RSD national currency in 1000
(15,541) (21,483) (27,425)
RU Russia = = = RUB
) ) )
TR Turkey 27,576-42,000 28,500-60,000 29,436-78,000 2012 TRY
(16,657-25,369)  (17,215-36,241) (17,780-47,114)
Country Groups - Average Salaries Minimum Average Maximum Year Currency
EU
EU 29,171 33,337 44,419 2011 PPP €
EU15 34,407 40,259 50,726 2011 PPP €
EU12 20,008 20,877 33,609 2011 PPP €
NON-EU
non-EU 29,447 33,378 44,420 2011 PPP €
other Europe 25,395 28,032 39,661 2011 PPP €
non-Europe 33,499 39,487 49,859 2011 PPP €
OECD 33,642 41,817 54,258 2011 PPP €
OECD (Europe) 35,905 36,885 54,091 2011 PPP €
OECD (non-Europe) 32,511 43,461 54,341 2011 PPP €
non-OECD (Europe) 19,090 25,082 31,003 2011 PPP €

Source: MORE II expert survey. PPP € (2011) in brackets. Salaries in national currency are converted
into PPP US-Dollar (2011) and the resulting PPPs are converted into EURO using the currency ex-
change rate of Eurostat 1,3920$ = 1EURO; if the year of the salary or the stipend is not 2011, the
amount was grossed up to 2011 using the unit labour costs index of the AMECO database.
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Table 3.2.5: Gross annual salaries of leading researchers (R4) in national currency (and
in 2011 PPP €)

ISO Country Minimum Average Maximum Year Currency Notes
EU15
AT Austria 62,133 = = 2011 EUR
(51,228) ) )
BE Belgium 64,511 = 110,389 2012 EUR
(50,770) -) (86,876)
DE Germany 48,328-57,990 = 66,347-79,616 2012 EUR
(41,118-49,339) (-) (56,449-67,739)
DK Denmark 579,959 663,340 746,722 2012 DKK
(48,190) (55,118) (62,047)
ES Spain 43,978 57,350 68,700 2012 EUR
(39,749) (51,835) (62,093)
FI  Finland = = = EUR
Q] ) Q]
FR France 30,684 49,332 61,548 2008 EUR
(25,796) (41,473) (51,743)
GR Greece 30,151-35,307 36,635-42,815 42,264-52,309 2012 EUR
(27,893-32,663)  (33,892-39,609) (39,100-48,393)
IE Ireland 78,948 = 146,028 2010 EUR
(57,074) -) (105,568)
IT TItaly 60,158 = = 2012 EUR
(51,349) ) Q]
LU Luxembourg ° = ° EUR
) ) )
NL Netherlands 68,510 94,420 120,330 2009 EUR
(55,784) (76,881) (97,978)
PT Portugal 50,382 54,357 58,332 2011 EUR
(50,702) (54,702) (58,702)
SE Sweden 557,500 667,850 808,400 2011 SEK
(42,531) (50,950) (61,672)
UK United Kingdom 56,000 65,000 = 2012 GBP
(55,857) (64,833) )
EU12
BG Bulgaria 10,680 12,000 14,400 2012 BGN
(9,430) (10,595) (12,715)
CY Cyprus 61,831-70,106 = 84,296-91,128 2012 EUR
(60,878-69,027) -) (82,998-89,725)
CZ Czech Republic 500 721 2,100 2010 CZK national currency in 1000
(23,384) (33,728) (98,213)
EE Estonia = 30,671 = 2009 EUR
) (32,554) )
HU Hungary 3,935,700-5,247,600 = = 2012 HUF
(19,297-25,729) ) “)
LT Lithuania 27,972 = 50,294 2009 LTL
(10,035) -) (18,042)
LV Latvia 6,348 = = 2010 LVL
(10,894) ) )
PL Poland 49,740 = 120,000 2011/2012 PLN
(17,686) -) (42,668)
RO Romania 30,216 44,868 59,508 2012 RON
(10,499) (15,590) (20,677)
SI Slovenia 38,614 45,419 52,225 2012 EUR
(40,696) (47,868) (55,041)
NON-EUROPE
AU Australia 107,976 113,352-138,552 118,728 2010 AUD
(51,225) (53,775-65,730) (56,325)
BR Brazil 158,004-162,526 = = 2012 BRL
(62,078-63,854) -) )
CA Canada 57,136 139,861 = 2009 CAD
(32,734) (80,129) “)
CN China 95,000 115,000 250,000 2012 RMB
(15,808) (19,136) (41,600)
IL  Israel 121,776 241,944 362,124 2011 ILS
(19,423) (38,589) (57,758)
JP Japan 7,600-8,200 8,500-9,200 10,300-11,200 2010/2012 JpY national currency in 1000
(46,608-51,071)  (52,127-57,299) (63,166-69,755)
KR South Korea 13,800-62,772 57,000-86,850 73,044-156,840 2010 KRW national currency in 1000
(11,171-50,814)  (46,141-70,305) (59,129-126,961)
SG Singapore - - - SGD
) ) )
US USA 99,691 117,368 139,954 2012 usD
(71,617) (84,316) (100,542)
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Table 3.2.5 (continued)

I1SO Country Minimum Average Maximum Year Currency Notes
NON-EU EUROPE
AL Albania = = = ALL
Q] ) )
BA Bosnia and Herzegovina - 45,000 - 2012 BAM
) (35,696) )
CH Switzerland 110,000 = 271,000 2011 CHF
(48,557) ) (119,627)
FO Faroe Islands 469,148 528,612 617,793 2012 DKK
) ) )
HR Croatia = 296,892 = 2012 HRK
Q] (47,577) Q]
IS Iceland 5,700 8,150 10,600 2012 ISK national currency in 1000
(27,379) (39,147) (50,915)
ME Montenegro 14,469 16,701 19,288 2012 EUR
(21,492) (24,807) (28,650)
MK Former Yugoslav Republic of Macedonia 840 1,200 2,500 2011 MKD national currency in 1000
(26,607) (38,010) (79,188)
NO Norway 572,700 711,036 1,215,800 2012 NOK
(42,922) (53,290) (91,121)
RS Serbia 1,080 1,500 1,920 2012 RSD national currency in 1000
(16,455) (22,854) (29,253)
RU Russia = = = RUB
Q] ) Q]
TR Turkey 43,584-108,000 47,928-150,000 52,284-192,000 2012 TRY
(26,326-65,234) (28,950-90,603) (31,581-115,972)
Country Groups - Average Salaries Minimum Average Maximum Year Currency
EU
EU 37,077 44,068 60,367 2011 PPP €
EU15 46,503 54,068 69,252 2011 PPP €
EU12 23,462 28,067 47,674 2011 PPP €
NON-EU
non-EU 37,394 47,706 67,652 2011 PPP €
other Europe 32,742 40,145 67,504 2011 PPP €
non-Europe 41,464 56,348 67,825 2011 PPP €
OECD 41,311 58,468 78,377 2011 PPP €
OECD (Europe) 39,619 46,219 87,221 2011 PPP €
OECD (non-Europe) 42,157 62,551 73,070 2011 PPP €
non-OECD (Europe) 27,583 38,120 52,717 2011 PPP €

Source: MORE II expert survey. PPP € (2011) in brackets. Salaries in national currency are converted
into PPP US-Dollar (2011) and the resulting PPPs are converted into EURO using the currency ex-
change rate of Eurostat 1,3920$ = 1EURO; if the year of the salary or the stipend is not 2011, the
amount was grossed up to 2011 using the unit labour costs index of the AMECO database.
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Table 3.2.6: Gross annual stipends of PhD candidates in national currency (and in 2011

PPP €)
ISO Country Minimum Average Maximum Year Currency Notes
EU15
AT Austria = = = EUR
) ) )
BE Belgium 25,489 = 30,887 2011 EUR
(20,060) ) (24,308)
DE Germany 13,200 = 17,600 2011 EUR
(11,231) (-) (14,974)
DK Denmark 304,053 335,625 367,197 2011 DKK
(25,264) (27,888) (30,511)
ES Spain 15,988 16,500 19,800 2011 EUR
(14,450) (14,913) (17,896)
FI  Finland = = 19,400 2011 EUR
) ) (13,639)
FR France = 20,112 = 2011 EUR
) (15,986) )
GR Greece = 5,400 = 2011 EUR
Q] (4,996) Q]
IE Ireland 16,000 = 18,000 2011 EUR
(12,064) -) (13,572)
IT Ttaly 16,160 = = 2011 EUR
(13,794) ) Q]
LU Luxembourg - - - 2011 EUR
Q] ) )
NL Netherlands = = = 2011 EUR
Q) ) )
PT Portugal 11,760 16,140 20,520 2011 EUR
(11,835) (16,242) (20,650)
SE Sweden = = = 2011 SEK
) ) )
UK United Kingdom 13,590 15,000 45,000 2011 GBP
(13,555) (14,962) (44,885)
EU12
BG Bulgaria 5,400 6,000 7,200 2011 BGN
(4,768) (5,298) (6,357)
CY Cyprus - - - 2011 EUR
Q] ) )
CZ Czech Republic 57 75 100 2011 CZK national currency in 1000
(2,662) (3,502) (4,670)
EE Estonia = 4,602 = 2011 EUR
Q] (5,131) Q]
HU Hungary = 1,116,000 = 2011 HUF
) (5,472) )
LT Lithuania 12,948 = 14,976 2011 LTL
(5,031) -) (5,819)
LV Latvia = = = 2011 LVL
) ) )
PL Poland 13,572 = = 2011 PLN
(4,826) ) Q]
RO Romania 14,676 = = 2011 RON
(5,099) ) )
SI  Slovenia 1,212 5,968 27,654 2011 EUR
(1,277) (6,290) (29,145)
NON-EUROPE
AU Australia = 23,728 = 2011 AUD
) (10,779) )
BR Brazil = = = 2011 BRL
Q] ) Q]
CA Canada 0 = 50,000 2011 CAD
(0) ) (27,764)
CN China = = = 2011 RMB
) ) )
IL Israel 18,000 32,400 48,000 2011 LS
(2,871) (5,168) (7,656)
JP Japan = = = 2011 JPY
Q] ) )
KR South Korea = = = 2011 KRW
Q] ) )
SG Singapore 24,000 26,400 30,000 2011 SGD
(11,318) (12,450) (14,147)
US USA = 22,032 = 2011 usbD
) (15,828) )
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Table 3.2.6 (continued)

I1SO Country Minimum Average Maximum Year Currency Notes
NON-EU EUROPE
AL Albania 150 = 220 2011 ALL national currency in 1000
(1,839) ) (2,697)
BA Bosnia and Herzegovina - 12,000 - 2011 BAM
) (9,519) )
CH Switzerland = = = 2011 CHF
) ) )
FO Faroe Islands ° = o 2011 DKK
) ) )
HR Croatia - = 90,000 2011 HRK
) ) (14,423)
IS Iceland 3,480 3,480 3,480 2011 ISK national currency in 1000
(16,715) (16,715) (16,715)
ME Montenegro 9,384 9,384 9,384 2011 EUR
(13,939) (13,939) (13,939)
MK Former Yugoslav Republic of Macedonia 400 550 800 2011 MKD national currency in 1000
(12,670) (17,421) (25,340)
NO Norway = = = 2011 NOK
) ) )
RS Serbia 436 - - 2012 RSD national currency in 1000
(6,641) ) )
RU Russia = = = 2011 RUB
) ) )
TR Turkey 9,600 14,400 19,200 2011 TRY
(5,799) (8,698) (11,597)
Country Groups - Average Salaries Minimum Average Maximum Year Currency
EU
EU 10,423 10,971 18,869 2011 PPP €
EU15 15,282 15,831 22,554 2011 PPP €
EU12 3,944 5,139 11,498 2011 PPP €
NON-EU
non-EU 7,977 12,280 14,920 2011 PPP €
other Europe 9,601 13,258 14,119 2011 PPP €
non-Europe 4,730 11,056 16,523 2011 PPP €
OECD 6,529 12,122 17,379 2011 PPP €
OECD (Europe) 16,715 16,715 2011 PPP €
OECD (non-Europe) 1,435 10,591 2011 PPP €
non-OECD (Europe) 8,178 12,394 2011 PPP €

Source: MORE II expert survey. PPP € (2011) in brackets. Stipends in national currency are convert-
ed into PPP US-Dollar (2011) and the resulting PPPs are converted into EURO using the currency ex-
change rate of Eurostat 1,3920$ = 1EURO; if the year of the salary or the stipend is not 2011, the
amount was grossed up to 2011 using the unit labour costs index of the AMECO database.
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3.3 Do countries pursue different strategies when pay-
ing their academic researchers, depending on their
circumstances?

In the framework of the MORE II project, research institutions in 45 countries?°
were also interviewed on both the institutional preconditions governing their wage
policies as well as on the wages they pay for researchers at different qualification
levels. Country experts were asked to present an interview on researcher remu-
neration to three universities in their country. According to the instructions pro-
vided to interviewers, these universities were to be selected from those listed in
the Shanghai ranking in the fields of economics, engineering and physics in the
respective countries. In the event that the respective country had none or fewer
than three such universities, the interviews were conducted among the top uni-
versities in the respective country in the same fields. In addition, country experts
were asked to contact two non-university research performing organizations.
These were also selected so as to represent the key players in research in the re-
spective country.

During these interviews respondents in a first block of questions (the so called
research institution questionnaire) were asked on the rules governing wage de-
termination at the respective institution, the wages, fringe benefits and bonuses
paid for various positions and the possibilities of the institution to attract excep-
tional candidates. In this part of the questionnaire, therefore, information on the
remuneration policies governing a total of 784 job positions at 180 research insti-
tutions was gathered. In a second block of questions (the so called standardized
CV or Big Mac survey) only the universities among the research institutions were
presented with a standardized CV for two researchers (one junior and one senior-
see the appendix on the questionnaire for Universities for the CVs) and ques-
tioned on the typical wage and position which this researcher could expect to ob-
tain at the interviewed institution. In this block, 104 responses from 104 universi-
ties were collected regarding remuneration schemes for both junior as well as
senior researchers.

Thus, the results of our questionnaire can hardly be considered representative for
the overall research system of the countries considered. This would be a major
problem if our aim in this chapter were to describe remuneration at the “average”
university in a country, as in the previous chapters. This would necessitate col-
lecting a representative sample of the universities of each and every country in
our analysis. This could require collecting data on a few hundred or (given that
some of the countries e.g. China or the US are rather large) potentially even
thousands of universities. This task is clearly well beyond the possibilities of the
current project, but could potentially be undertaken at a later date.

Our data, however, can be considered to provide a rather precise picture of re-
muneration schemes at top universities in the interviewed countries. Since our
sampling procedure strongly focuses on the top research institutions (three uni-
versities listed in the Shanghai countries or the top universities in the respective
countries) in three research fields, the results are likely to provide reliable infor-
mation on the remuneration policies of top level research institutions in EU 27
countries (as well as in those countries not in the EU that were also sampled).

Thus, in this and the next chapter, we slightly shift the focus of our analysis. Ra-
ther than looking at the average university we now look at top universities. This is

20 See the Appendix for an overview of the sample.
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relevant in the context of this study as these top level institutions are also likely
to compete most intensively in the international competition for talent and are
also the most relevant attractors of mobile researchers.??

This chapter thus uses the survey to provide important information on remunera-
tion in top research institutions in the EU 27 countries®® and the sampled non-
EU 27 countries.?®> We use the results from the research institution questionnaire
to provide information on the autonomy of higher education institutions in setting
remuneration schemes, as well as on the remuneration packages typically provid-
ed by top universities and research performing organizations in their respective
countries for different academic positions in three fields of academic research
(economics, engineering and physics). In the next chapter we go onto focus on
results from the standardized CVs.

In particular in this chapter our focus is on three central issues of the policy de-
bate on researcher remuneration in the EU:

e First, we want to know how remuneration schemes and the rules governing
the remuneration of researchers differ between EU 27 and non-EU 27
countries as well as between the EU 15 countries (i.e. the EU 27 countries
which were members of the EU before 2004) and the EU 12 countries (i.e.
the EU countries which became members after or in 2004).

e Second, we want to determine to what degree countries with different re-
search capacities differ in their remuneration schemes and the rules gov-
erning the remuneration of researchers. To this end, we link our data with
data on the innovation union scoreboard (IUS)?*. This provides a broad
based overall assessment of the research capacities of individual countries
by dividing both EU 27 and non-EU 27 countries into four groups (innova-
tion leaders, innovation followers, moderate innovators and modest inno-
vators) according to their research capacities. We use this typology on a
national level to discuss to what degree the rules governing remuneration
of researchers and remuneration levels differ between countries with dif-
ferent research capacities.

e Third, we also want to determine how rules of remuneration and remu-
neration levels differ between different seniority levels of researchers (as
measured by the European Framework for Research Careers) and different
research fields.

It should be noted that the small sample of interviews on which this and the next
chapter are based is a limiting factor for the insights that can be gained. Due to
the small number of observations by country, our analysis cannot be conducted
on a country by country basis. As a consequence, we therefore augment our de-
scriptive analysis conducted on the level of country groups by a regression analy-
sis to accommodate the potential compositional effects (such as for instance the
fact that both the EU 27 and non-EU 27 countries contain countries with very dif-
ferent levels of innovation capacity) which could impact on the results for the

21 An example of this would be the US, where an analysis based on a representative sample of
research institutions might well show worse performance than in the EU given the large
number of academically less important institutions. In this case arguably a focus on the av-
erage institution would, however, distort results in terms of relative competitiveness of the
US for mobile European researchers, since for these researchers in all likelihood only univer-
sities of a certain quality are relevant potential employers.

22 The only EU 27 country where no research institution provided information was Slovakia

23 These were: Albania, Bosnia and Herzegovina, Croatia, FYRM, Iceland, Liechtenstein, Montene-
gro, Norway, Russia, Serbia, Switzerland, Israel, Australia, Brazil, Canada, China, Japan,
Singapore, South Korea and the USA.

see http://ec.europa.eu/enterprise/policies/ innovation/facts-figures-analysis/innovation-
scoreboard/index en.htm

24
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most important indicators. We do this by including the region of location of the
institution, the innovation capacity of the country of location and the type of insti-
tution as explanatory variables.

The remainder of this chapter is structured as follows. In the next section we de-
scribe the data. Section two then presents results on institutional aspects govern-
ing remuneration schemes, while section 3.3.3 discusses results concerning wag-
es and the possibility of earning extra income. In section 3.3.4 we consider the
provisions, fringe benefits and allowances typically granted by research institu-
tions and in section 3.3.5 holiday regulations are analyzed. Section 3.3.6 then
summarizes our most important findings.

3.3.1 Data description

Throughout this analysis the unit of observation is the individual academic posi-
tion at a research institution or respectively the research institution if the infor-
mation was not collected on the level of positions. Research institutions were spe-
cifically asked about the remuneration packages offered and the rules governing
the determination of remuneration for different research positions at their institu-
tion in the respective field of research.

Table 3.3.1 presents some information on the structure of this data. As can be
seen, the data is relatively evenly spread across country groups both when con-
sidering geographical location as well as research capacities. In total, 350 obser-
vations on academic positions come from non-EU countries and 434 from the
EU 27 countries (208 from EU 12 countries and 226 from EU 15 countries) and
interviews from countries that are considered innovation leaders and innovation
followers account for between 20% and 23% of the research positions sampled,
while for moderate and modest inventors the respective percentages are between
27% and 30%. These small differences are due to the larger number of countries
which are moderate and modest inventors relative to the countries which are in-
novation leaders and followers in the sample.

With respect to other indicators, however, the sample - in accordance with the
characteristics of the university and RPO sector analyzed - is much less balanced.
Thus, the overwhelming part of the positions analyzed (82%) are at public organ-
izations and 67% of the positions covered are at institutions that perform both
basic and applied research. Only 15% of positions are in institutions which only
undertake basic research. Similarly, the largest proportion of the positions con-
sidered are also in the intermediate qualification levels (i.e. recognized - R2 - or
established - R3 - researcher positions according to the European Framework for
Research Careers). Leading researcher (R4) positions account only for around
20% of the positions while 15% of the positions can be considered for first stage
researchers (R1) positions. The split of positions between RPOs and universities,
by contrast, is slightly more balanced, with 41% of the positions surveyed in
RPOs and 59% in universities (20% in physics, 16% in engineering, and 23% in
economics).

There are also differences across the groups of countries considered. Thus, for
instance, there are no positions in countries which can be considered innovation
leaders in the EU 12 countries and none in countries that may be considered
modest innovators among the EU 15 countries. This is due to the fact that, ac-
cording to the IUS, none of the EU 12 countries can be considered innovation
leaders and none of the EU 15 countries is a modest innovator. Similarly, the
share of positions in countries which could be considered innovation followers
among the non-EU 27 countries is rather low (5%). This is again due to the coun-
tries selected. Among the non-EU 27 countries in our interviews, only 2 (Iceland
and Canada) belong to the group of innovation followers. Similar observations
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apply to innovation followers in the EU 12. Only Cyprus and Slovenia belong to
this group among the EU 12 countries.

Table 3.3.1: Structure of the sample of research positions

Absolute In % of Sample
Non-EU EU 27 EU 12 EU 15 Total Non-EU EU 27 EU 12 EU 15 Total
By research capacity
Innovation Leaders 103 55 - 55 158 29.4 12.7 - 24.3 20.2
Innovation Followers 17 166 81 85 183 4.9 38.2 38.9 37.6 23.3
Moderate Innovators 87 145 59 86 232 24.9 33.4 28.4 38.1 29.6
Modest Innovators 143 68 68 = 211 40.9 15.7 32.7 = 26.9
By position
First stage researcher 45 74 40 34 119 12.9 17.1 19.2 15 15.2
Recognised researcher 122 168 82 86 290 34.9 38.7 39.4 38.1 37
Established researcher 108 87 41 46 195 30.9 20 19.7 20.4 24.9
Leading researcher 69 86 37 49 155 19.7 19.8 17.8 21.7 19.8
By field

RPO 148 176 95 81 324 42.3 40.6 45.7 35.8 41.3
Universities 202 258 113 145 460 57.7 59.4 54.3 64.2 58.7

- Economics 77 104 46 58 181 22 24 22.1 25.7 23.1

- Engineering 56 68 22 46 124 16 15.7 10.6 20.4 15.8

- Physics 69 86 45 41 155 19.7 19.8 21.6 18.1 19.8

Research type
Unknown 1 2 o 2 B 0.3 0.5 - 0.9 0.4
Only basic 55 60 47 13 115 15.7 13.8 22.6 5.8 14.7
Basic & applied or other 232 295 121 174 527 66.3 68 58.2 77 67.2
Only applied or other 62 77 40 37 139 17.7 17.7 19.2 16.4 17.7
Ownership

Private 40 31 10 21 71 11.4 7.1 4.8 9.3 9.1
Public 289 353 184 169 642 82.6 81.3 88.5 74.8 81.9
Other 21 50 14 36 71 6 11.5 6.7 15.9 9.1
Total 350 434 208 226 784
Source: More II research institution questionnaire, unit of observation = research positions,

RPO=Research performing organization.

Other than that, differences in the sample with respect to structural characteris-
tics of the research institutions seem to be rather minor. Among the positions in
the EU 27 countries, first stage researcher and recognized researcher (R1 and R2)
level positions seem to be overrepresented relative to non-EU 27 countries at the
expense of established researcher (R3) positions. In addition, in the EU 27, slight-
ly more positions in the university sector and in economics as well as of institu-
tions performing both basic and applied research and neither private nor public
institutions were sampled than in the non-EU 27 countries. In particular the latter
two differences seem to reflect the particularities of the EUs research system,
where applied research often plays a more important role and where forms of
ownership between the private and public sector institutions are more preponder-
ant.

Finally, the data also suggest slight differences in sampling of positions between
the EU 15 and EU 12 countries. Particularly in EU 15 countries, more leading re-
searcher positions and positions at RPOs as well as in institutions only performing
basic research and at institutions that are neither private nor public have been
sampled than in the EU 12.

3.3.2 Institutions governing the determination of remuneration

3.3.2.1 Existence and type of a remuneration scheme

In the set of questions referring to the general conditions under which remunera-
tion is decided, research institutions were asked to report whether the remunera-
tion of the institution’s research staff is generally fixed by law or not and whether
such a remuneration schedule exists. From this question we can therefore split
the institutions in our sample into those where remuneration schemes were fixed
by law, those where remuneration schemes were not fixed by law (but where
such schedules existed) and those where no remuneration schemes exist.
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Figure 3.3.1: Remuneration schemes of research institutions (Is the remuneration Scheme
of your institutions research staff fixed by law? - % of total answers)
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Source: More II research institution questionnaire, unit of observation=research institution,
RPO=research performing organisation

As can be seen from Figure 3.3.1, where the shares of research institutions in the
respective categories are illustrated, the majority of research institutions (78%)
have some form of a remuneration schedule for their staff. In 50% of cases, this
schedule is dictated by law, while in the remaining 28%, this schedule is based on
other regulations. Research institutions which do not have a remuneration sched-
ule account for only 16% of all research institutions, while for 6% of the research
institutions no response on the question could be obtained.

Rather unsurprisingly, the share of legally binding remuneration schedules is sub-
stantially lower among RPQO’s (45%) than among universities (54%). Among uni-
versities those providing research in economics, in particular, have the fewest le-
gally binding remuneration schemes, while such schemes are more important
among universities researching in physics.

Somewhat more surprisingly, the highest share of remuneration schemes not
bound by law (59%) is found among the countries considered to be innovation
followers. The primary reason for this seems to be that a number of countries
with a very laissez faire approach to labor market regulation are counted among
these countries (such the UK and Ireland). Finally, the research institutions of the
EU 27 countries (in particular those of the EU 15) also have a lower share of le-
gally binding remuneration schemes than do institutions located outside the
EU 27. EU 12 countries have a high share of institutions where no remuneration
schemes exist at all.
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Table 3.3.2: Results of a multinomial logit analysis on the presence of a remuneration
scheme in an organisation

Remuneration scheme Remuneration scheme

No remuneration scheme fixed by law not fixed by law

coeff. S.E coeff. S.E coeff. S.E
Non-EU27 base category
EU15 0.13 **x* 0.04 0.03 0.05 -0.16 *** 0.05
EU12 0.02 0.04 0.15 *** 0.06 =0.17 *** 0.05
Innovation leaders base category
Innovation followers -0.11 *** 0.03 —-0.14 *** 0.05 0.24 *** 0.06
Moderate innovators 0.04 0.04 -0.11 ** 0.05 0.07 0.05
Modest innovators -0.03 0.04 -0.10 ** 0.05 0.13 ** 0.06
RPO base category
Universities: Economics 0.05 0.04 -0.15 ** 0.04 0.10 * 0.05
Universities: Engineering 0.05 0.04 -0.16 ** 0.04 0.11 ** 0.05
Universities: Physics -0.03 0.04 -0.11 ** 0.04 0.13 *** 0.05

Source: More II research institution questionnaire, unit of observation = research institution. Table
reports marginal effects of a multinomial logit analysis. SE=heteroscedasticity robust standard error,
¥Rk (kX)) [*] report significance at the 1%, (5%) or [10%] level respectively. Note: non-respondents
are excluded from the analysis, RPO=Research performing organisation

In part these results could, however, be determined by compositional effects
(such as the large number of innovation followers among the EU 15 countries).
We therefore checked for such co-linearity by means of a multinomial logit analy-
sis. When doing so, we entered a variable taking the value of 0 when no remu-
neration scheme exists, 1 when a remuneration scheme is fixed by law and 2
when another remuneration scheme was in place as dependent variable. As ex-
planatory variables we use indicator variables for the region of location of the in-
stitution, the innovation capacity of the country of location and the type of institu-
tion.

The results (in Table 3.3.2) confirm much of the previous analysis. The share of
legally binding remuneration schemes is significantly lower among universities
than RPOs and the share of institutions without remuneration schemes is signifi-
cantly higher in the EU 15 countries than in non-EU 27 countries (all at the ex-
pense of a higher share of remuneration schemes not fixed by law). The only ad-
ditional insight gained from this regression is that the share of remuneration
schemes fixed by law is lower in countries of all innovation capacities than among
innovation leaders, after controlling for the influence of other variables. This
therefore implies that the high share of remuneration schemes governed by law
among institutions located in countries that are innovation followers is mainly due
to compositional effects (i.e. a high share of EU 15 countries among that group
and quite a few RPQO’s).

3.3.2.2 Determinants of remuneration and pay increases

While the question on remuneration scheme was posed at the level of institutions,
the research institutions were also asked: how remuneration was determined for
each academic position reported (by law, by the institution, by individual negotia-
tion) and also how wage increases were determined (by performance, seniority or
neither) and how these were arranged (through collective agreement, individual
arrangements or by a pre-determined wage scale).?® The response to this ques-
tion therefore allows a more detailed analysis of the institutions governing remu-
neration in different academic positions both between country groups as well as
with respect to the position mentioned. Descriptive evidence on this question (re-
ported in figures 3.3.2 and 3.3.3) suggests that:

- One of the important differences in the wage determination between
EU 27 countries and non-EU 27 countries is that the individual research in-

25 Responses to these questions were not mutually exclusive since we expected that more than
one determinant could be important for the remuneration in a position.
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stitutions have a much larger role in the determination of wages in non-
EU 27 countries. For 59% of the reported positions in the non-EU 27 coun-
tries (as opposed to 46% in the EU 27), remuneration is determined by
the institution. By contrast, the share of positions where remuneration is
determined by law is 49% in the non-EU 27 countries but 60% in the
EU 27 countries. (Figure 3.3.2, top panel).

- Despite this, however, wage increases are more often determined by sen-
iority and less often by pre-determined wage scales in non-EU 27 coun-
tries. The share of positions where wage increases are governed by sen-
iority is 63% in non-EU 27 countries but 51% in the EU 27 countries, and
the share of increases in pay determined by predetermined pay scales is
64% in the non-EU 27 countries, but 72% in the EU 27 countries.

- In countries which are classified as innovation leaders, wages are often de-
termined by the institutions themselves and wage increases determined by
performance play a larger role than in countries with lower innovation capaci-
ties. For 64% of the positions in research institutions located in countries that
are innovation leaders, wages are determined by the institution and in 69% of
the cases pay increases are performance related. By contrast, in countries
that have lower innovation capacities (such as the modest innovators) laws
play a much larger role in wage determination, while seniority and predeter-
mined wage scales are more important in determining pay increases. Among
the modest innovators, laws determine the wage level for 67% of the posi-
tions and in 71% of the positions surveyed seniority is a reason for pay in-
creases and in 80% of the cases this increase is determined by a pre-
determined pay scale (see Figure 3.3.2, bottom panel).

- Pay levels for first stage researchers are more often governed by law than for
more senior researchers. For 66% of the first stage positions, wage levels are
determined by law. For more senior researchers both performance and senior-
ity are more important determinants of pay increases than for more junior re-
searchers. For instance, at the level of leading researcher, for 67% of the po-
sitions wage levels are related to performance and 59% to seniority (see Fig-
ure 3.3.3, top panel).

- Wages in research positions at RPOs are less often determined by law and
more often by individual negotiation and pay increases in these organizations
also depend on performance more frequently. In addition, remuneration of re-
search positions in economics more frequently depends on law and/or individ-
ual negotiation than in physics (with engineering an intermediary case) and
wage increases are more often related to performance but also to seniority in
economics than in other disciplines. In engineering, by contrast, pre-
determined wage scales are a more important determinant of wage levels
than in other disciplines (see Figure 3.3.3, bottom panel).
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Figure 3.3.2: Determinants of wages and pay increases (by region and by research capacity
- % of positive answers)
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Figure 3.3.3: Determinants of position and pay increases (by position and by research field-
% positive answers)
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While most of these results accord well with the literature, some are also a little
surprising. This applies particularly to the result that seniority and collective
agreements play a larger role for wage increases in non-EU 27 countries. As with
the results for determination of wages this could, however, also be due to compo-
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sition effects. Thus as in the previous section, we also ran a series of logit regres-
sions: in addition to indicator variables for the region of location of the institution,
the innovation capacity of the country of location, the qualification level of the
position, and the type of institution also an interaction between the qualification
level of the position and the region of location of the institution were also includ-
ed.?® This interaction tests the hypothesis that wage determination follows differ-
ent rules in either EU 15 or EU 12 countries than in non-EU 27 countries for dif-
ferent qualification levels of academic positions.

As can be seen from Table 3.3.3, these regressions qualify the descriptive find-
ings to some degree. They indicate that the institutional arrangements governing
the determination of pay differ most strongly between innovation leaders and
countries with lower innovation capacity. Differences between EU 27 and non-
EU 27 countries, by contrast, are much smaller once differences in innovation ca-
pacity are controlled for. Thus, in countries which are innovation leaders, salaries
for academic positions are more often determined by the research institutions
themselves rather than by law. These countries also put a lower emphasis on
seniority and a larger one on performance for pay increases. In addition, they al-
so emphasize individual negotiations more strongly than pre-determined wage
scales for pay increases. This therefore corroborates many of the findings of pre-
vious literature on the differences in determinants of wages in academic positions
between the technologically most advanced nations and other countries.

By contrast, after controlling for other influences, the differences between EU 27
countries and other countries remain limited to a significantly lower role for sen-
iority and a significantly higher one for performance in determining wage increas-
es among the EU 27 countries. In addition, collective agreements play a signifi-
cantly less important role in determining wage increases in EU 12 countries than
in non-EU 27 countries and individual negotiations are significantly more im-
portant in the EU 15 countries than in non-EU 27 countries.

Furthermore, this analysis also confirms some of the descriptive results on differ-
ences in wage setting institutions for different sub-markets of the academic job-
market. Thus, for highly qualified researchers the individual research institution
plays a significantly more important role in wage setting than for the less quali-
fied researchers and salary increases are also significantly more strongly related
to performance. Similarly, in RPOs laws are significantly less important for deter-
mining wage levels and performance and individual negotiations are significantly
more important for wage increases.

26 We would also have liked to include further interactions between explanatory variables (as for
instance in the wage regressions below). This was, however, impossible on account of the
low number of positive responses for a number of questions, which led to identification
(convergence) problems in estimation.
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The results reported in Table 3.3.3 also provide only limited evidence for differ-
ences in the determinants of remuneration of different qualification levels be-
tween EU 27 countries and non-EU 27 countries. Focusing only on results that are
significant at the 5% level indicates that:

e for the most highly qualified academics (i.e. those working at the level of
leading researcher) individual research institutions are less important for
salary levels in the EU 15 than in non-EU 27 countries;

e for those working at the level of recognized researcher individual negotia-
tions and performance are less important for salary increases in the EU 15
than in non-EU 27 countries,

e in EU 12 countries salary levels of recognized researchers are less often
determined by the institutions than in non-EU 27 countries

e salary increases of established researchers in EU 15 countries are more of-
ten linked to seniority than in non EU 27 countries.

3.3.2.3 Negotiating with exceptional candidates

Finally, in the set of questions devoted to the institutional preconditions of deter-
mining remuneration packages, respondents were asked whether they would be
willing (or able) to negotiate wages and a large list of bonuses, provisions, allow-
ances and leave with exceptional candidates. As can be seen from the results in
Tables 3.3.4 and 3.3.5, salary is by far the most important element which is ne-
gotiated with exceptional candidates. In total, 43% of the research institutions
state that they would be willing to negotiate salaries with exceptional candidates.
By contrast, provisions (such as health, pension, unemployment accident or other
forms of insurance) as well as allowances (for housing commuting the family,
childcare or others) are much less often subject to negotiation. Here 12% of the
respondents stated that they would negotiate on pension insurance and 11%
state that they would negotiate over housing allowances, as the two most popular
items among the category of provisions and allowances.

Bonuses and leave (i.e. sabbaticals and study, maternity or annual leave) are an
in-between case. They are generally negotiated less frequently than allowances
and provisions but less often than wages. Among the bonuses, function bonuses
(over which 30% of the institutions are willing to negotiate) and research bonuses
(28%) are often negotiated with exceptional candidates. Appointment and other
bonuses, by contrast, are negotiated at only 17% or 19% of the institutions, re-
spectively. Similarly extra study leave is negotiable at 34% of the institutions,
while maternity leave can be negotiated at 18% or 16% of the institutions. Sab-
baticals are negotiated with exceptional candidates at only 6% of the institutions.

There are, however, rather large differences among research institutions in terms
of which elements of remuneration schemes they are willing to negotiate with ex-
ceptional candidates. Thus, for instance:

1. Function and research bonuses are particularly frequently negotiated in the
EU 12 countries, as is additional maternity and annual leave as well as health
and pension insurance. Research institutions in EU 15 countries are much less
willing to negotiate on these items.

2. Parts of remuneration packages other than wages are much less often subject
to negotiation in EU 15 countries than either in EU 12 countries or in non-
EU 27 countries. The only exception to this is study leave and housing allow-
ance. These are negotiated more frequently in EU 15 countries than in EU 12
and non-EU 27 countries. In addition commuting and family allowances are
negotiated over more often in EU 15 countries than in EU 12 countries.

3. All aspects of the remuneration package - with the exceptions of maternity
leave and housing allowance - are less readily negotiated over even for excep-
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tional candidates in research institutions based in EU 27 countries than in in-
stitutions based in outside the EU 27.

4. Research institutions located in countries which are innovation leaders are
most willing to negotiate over wages while, for almost all other components of
remuneration packages, institutions located in modest innovators are more
willing to negotiate than are innovation leaders. This indicates that top institu-
tions located in countries with poorer innovation capacity and low flexibility in
determining wages compensate for this disadvantage by recruiting exceptional
candidates through their greater willingness to negotiate over other compo-
nents of the remuneration package. The only exceptions to this are family,
commuting and housing allowances as well as annual and sabbatical leave.

Table 3.3.4: Fields of negotiation with exceptional candidates (by region and research ca-
pacity - % positive answers)

By region By research capacity
Innovation Innovation Moderate Modest
Non-EU 27 EU 27 EU 15 EU 12 leaders followers  innovators innovators Total
Gross salary 44 42 42 42 49 40 44 39 43
Health insurance 12 11 4 18 11 5 7 22 11
Pension insurance 12 12 4 21 8 5 15 18 12
Unemployment insurance 8 3 0 6 4 0 0 16 5
Accident insurance 11 2 0 4 10 2 2 10 6
Other insurance 5 2 0 5 4 0 4 5 3
Appointment bonus 21 15 13 17 22 8 18 22 17
Function bonus 32 29 19 38 30 18 28 42 30
Research bonus 30 27 16 39 21 17 27 45 28
Other Bonus 19 19 7 32 9 12 17 36 19
Housing allowance 7 13 19 7 22 10 9 5 11
Commuting allowance 10 5 5 4 6 6 8 7 7
Family allowance 9 6 8 5 8 11 3 8 7
Childcare Allowance 8 5 0 10 6 0 4 14 6
Other Allowances 9 5 2 8 8 2 7 9 6
Sabbatical leave 7 5 2 7 6 6 9 2 6
Study leave 35 32 36 28 30 40 23 42 34
Maternity leave 14 22 13 31 22 14 15 24 18
Annual leave 12 20 15 25 18 16 16 16 16

Source: More II research institution questionnaire, unit of observation = research position

5. In general, RPO’s are more willing to negotiate over wages of exceptional
candidates than universities, but are less willing to negotiate over other parts
of the remuneration package (with the exception of health, pension and un-
employment insurance, childcare allowance as well as maternity leave). This
once more indicates that lacking wage flexibility may in part be compensated
by a higher willingness to negotiate other aspects of the remuneration pack-
age.

6. Differences among disciplines in the negotiable aspects of remuneration pack-
ages are rather small. Engineering universities seem to make less use of ap-
pointment, research and other bonuses as well as being less willing to negoti-
ate on study leave. Physics universities are more willing to negotiate childcare
allowances but less willing to negotiate family allowances.

7. There is an increasing willingness to negotiate over all components of a remu-
neration package with increasing seniority of the position. The only exceptions
to this are health and other kinds of insurance as well as maternity and annu-
al leave.

In sum, therefore, these results suggest that the most important differences in
the institutions governing wage levels and wage increases of academics are those
between countries with different innovative capacities. Particularly among institu-
tions located in countries which are innovation leaders, wages for academic posi-
tions are more often determined by the research institutions themselves rather
than by law. They also put lower emphasis on seniority and more on performance
related pay, as well as emphasizing individual negotiations more strongly than
pre-determined wage scales.
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Table 3.3.5: Fields of negotiation with exceptional candidates (by type of organisation and

position)
By type of organisation By position
RPO University PhD Post Doc  Assis-  Profes-

Total Economics Engineering Physics tant sor
Gross Salary 46 41 49 28 41 24 32 36 39
Health Insurance 12 9 12 9 10 8 8 8 8
Pension Insurance 13 11 16 6 10 3 6 7 11
Unemployment insurance 9 3 2 3 3 2 4 4 5
Accident Insurance 6 6 6 8 5 3 4 5 6
Other Insurance 3 4 6 1 3 2 2 2 3
Appointment Bonus 14 20 22 15 21 9 8 11 13
Function bonus 28 31 38 24 30 16 23 25 25
Research bonus 28 29 39 17 26 16 21 24 25
Other Bonus 10 25 34 14 24 8 15 16 18
Housing allowance 7 13 7 18 15 4 7 8 10
Commuting allowance 3 9 7 9 13 1 3 4 7
Family allowance 7 8 10 9 3 2 4 7 7
Childcare Allowance 7 6 4 2 10 4 4 5 5
Other Allowances 6 7 6 7 8 3 5 5 6
Sabbatical leave 1 9 13 2 9 3 3 5 6
Study leave 32 35 41 21 38 19 24 27 30
Maternity leave 22 16 17 16 14 11 15 16 16
Annual leave 18 15 9 20 17 12 15 15 15

Source: More II research institution questionnaire, RPO=Research performing organisation, unit of
observation = research position

By contrast, research institutions located in EU 27 countries - after controlling for
other differences - differ from institutions located outside the EU by giving a sig-
nificantly lower role to seniority and a significantly higher one to performance in
determining wage increases. However, they also apparently have lower levels of
autonomy in setting wages at the level of individual research institutions as well
as being less willing (or able) to negotiate over non-wage components of remu-
neration packages such as provisions or allowances.

In addition, collective agreements play a significantly less important role in de-
termining wage increases in EU 12 countries and individual negotiations are sig-
nificantly more important for wage increases in the EU 15 countries than in non-
EU 27 countries, with institutions in EU 12 countries generally being more willing
than institutions in EU 15 countries to negotiate over other aspects of remunera-
tion packages than wages.

Finally, wage setting institutions differ across different sub-segments of the job
market for academics. Here the largest differences are between RPOs and univer-
sities. The former more often negotiate wages individually, are less often bound
to remuneration schemes by law and more often provide performance related
wage increases than universities. By