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RPO Research performing organisation 

RRI Responsible Research and Innovation 

SAS Slovak Academy of Sciences 

STEM Science-Technology-Engineering-Mathematics 

SWG GRI 
Standing Working Group on Gender in Research and 
Innovation 

SUR Staff survey results  

UB University of Bucharest 

UEFISCDI 

Unitatea ExecutivŁ pentru FinanἪarea ĊnvŁἪŁm©ntului 
Superior, a CercetŁrii, DezvoltŁrii Ἠi InovŁrii /  
The Executive Unit for the Financing of Higher Education, 
Research, Development and Innovation 

UJK Jan Kochanowski University of Kielce 

URAK University of Ruse 

UN United Nations 

UVSK SAV Ústav výskumu sociálnej komunikácie Slovenskej akadémie 
vied (The Institute for Research in Social Communication at 
Slovak Academy of Sciences) 
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Introduction for the report 
This report provides data and information collected within the WP2 of the project, 
namely the Task 2.1 Gender equality audit and assessment at the organisational 
level, the Task 2.2. Assessment of existing national provisions and the Task 2.3. 
Identification of existing gender bias at the organisational level (including Task 
2.3.1. Staff survey on awareness of gender bias in RPOs and RFOs, Task 2.3.2. 
Storytelling interviews in RPOs and Task 2.3.3. Focus Groups).  
 
Under these tasks, the project partners carried out quantitative and qualitative 
gender audits and data collection in their organisations. It aimed to provide a solid 
basis for the development of gender equality plans in project partners´ 
organisations and will represent the basis to measure improvements at the end 
of the project. 
 
This report merges gender equality reports from partners which summarize the 
outcomes of WP2, including also recommendations for the development of the 
GEPs. The list of partners included in the reported are listed in the Table 1. 
 
Table 1: List of partners included in the report 

NO Name  
Acronym Country 

Gender 
Equality 
Report 

1.  CONSULTA EUROPA PROJECTS 
AND INNOVATION SL  

CE ES 
n/a 

2.  JOZEF STEFAN INSTITUTE JSI SI V  

3.  UNIWERSYTET JANA 
KOCHANOWSKIEGO W 
KIELCACH  

UJK PL 
V  

4.  UNIVERSITATEA DIN 
BUCURESTI  

UB RO 
V  

5.  UNIVERSIDAD DE LAS PALMAS 
DE GRAN CANARIA  

ULPGC ES 
n/a 

6.  CONSIGLIO NAZIONALE DELLE 
RICERCHE  

CNR IT 
n/a 

7.  USTAV VYSKUMU SOCIALNEJ 
KOMUNIKACIE SLOVENSKEJ 
AKADEMIE VIED  

UVSK SAV SK 
V  

8.  UNIVERSITY OF RUSE ANGEL 
KANCHEV  

URAK BG 
V  

9.  AGENCIA CANARIA DE 
INVESTIGACIÓN, INNOVACIÓN Y 
SOCIEDAD DE LA INFORMACIÓN  

ACIISI ES 
V  

10.  FUNDO REGIONAL DA CIÊNCIA E 
TECNOLOGIA 

 

FRCT PT 
V  
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Executive summary όWƻȌŜŦ {ǘŜŦŀƴ LƴǎǘƛǘǳǘŜύ 
The Joģef Stefan Institute is the leading Slovenian research organization with 
1118 employees on 31 December 2021. Among them 960 researchers work in 
physics, chemistry and biochemistry, electronics and information science, 
nuclear technology, energy utilization and environmental science. Female 
researchers represent around 30 % of all researchers. Gender policy at JSI was 
based by now on informal soft activities led by some senior female researchers, 
who represented a kind of antipode to the typical male way of organizing and 
leading. The problems female researchers face in their carrier and in the 
combination of personal family life with demanding research in natural science, 
like for example, a demand for postdoc stage abroad for promotion and as a 
criterion for a permanent job, frequently stopped female researchers and forced 
them to leave work in science. Although several activities and regulations at the 
national level for gender equality in society and research are set, they stayed at 
declaration levels. The gender aspects are not considered or accounted for 
national research programmes, in programme design and in implementation and 
evaluation. Slovenia also very slowly implements processes to promote the 
integration of a gender dimension in the research and innovation content of 
projects and studies. Therefore, the formation of a detailed action plan for gender 
equality stimulated by the demands of Horizon Europe is currently still in the 
preparing stage at Joģef Stefan Institute and also in many research and education 
organizations in Slovenia. 
 
In 2020, the first database on gender-segregated statistics was established at 
JSI. In 2020, the proportion of women in total employment (1119) was 36.5 %. 
Among 856 researchers, 30.1 % are women. 75  % of these women are employed 
in Natural sciences and 25 % in Engineering and technology. 46 % of female 
researchers are young (25-34 years), 37 % in age period (35-44 years), 13 % in 
age period (45-54), and 13 % older than 55 years. The number of graduations 
obtained by women decreased by more than 20 % compared to those graduated 
in 2016. All women graduated in Natural sciences, mathematics and statistics, 
while 33.3 % of men also graduated in Information and Communication 
Technologies. The decision-making bodies in the research hierarchy are still 
male dominated, the majority of awards from public money are given to men, and 
large majority of heads of the departments at JSI are men as well as members of 
the Scientific Council of the JSI. In the year 2000, around 15 % of women were 
in decision-making bodies (heads of departments and members of the Scientific 
Council). This percentage gradually increased until the year 2018, when it 
abruptly dropped and returned to 15 % in 2020. 
 
The aim of this Gender equality report is to identify gender-specific obstacles in 
research careers, which can be removed or decreased in the near future. Based 
on a database built on general and specific indicators, individual interviews, 
discussion in focus groups, and mass participation in a survey on gender equality 
by researcher and support units of JSI, the main problems were identified, and 
some recommendations for the organizationôs changes are agreed. 
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The main barrier in the scientific promotion of women is the mandatory postdoc 
stage abroad soon after PhD defence when a woman decides to have a family or 
already has small children. Maternity and parental leave cause some delays in 
the scientific promotions of young parents of both genders, but especially of 
women, who still carry most of their familyôs responsibilities. Flexible promotion 
criteria should be introduced to help women in this period.  
 
A Human Resources (HR) unit should be established at JSI, which would provide 
some necessary information for promotion and career development for the 
employees, and organize education courses on gender equality code with the 
aim to prevent mobbing or sexual harassment.  
 
Composition of the decision-making bodies should be balanced by age and 
gender, and mandates of memberships have to be limited.  
 
More flexible working hours with work from home/teleworking were proposed for 
better managing work and family responsibilities. 

Introduction 
 
The field of gender equality in research is formally well regulated, but there is no 
evaluation of the legislations or results of the promotion activities on gender 
equality in research organizations.  
 
On 1 April 2020, the population of Slovenia was 2.097.195 people. The share of 
women among Slovenian citizens was 51.2 % (this share has been declining very 
slowly for many years); 33.4 % of foreign nationals were women. In the school 
year 2019/2020, 66.066 students enrolled in university studies. 5  % of them were 
PhD students (3.300).  According to She figures 20211, the proportion of women 
among doctoral or equivalent graduates increased from 54 % (2013) to 61.3  % 
(2016) and decreased back to 54 % in 2018. The absolute numbers of female 
graduates were 626 in 2013, 1308 in 2016 and only 249 in 2018. This strong 
decrease in the number of doctoral graduates reflects the consequences of the 
belated economic crisis, which was in Slovenia the most intensive in 2013 and 
too little investments in research. In 2018, 23 % of women graduated in Health 
and Welfare, 22 % in Arts and Humanities, 18 % in Engineering, manufacturing 
and construction, 11 % in Natural sciences, mathematics and statistics, and 10 
% in Business, administration and law. In the EU as a whole, 7.9 % of female and 
16.4 % of male academic staff were in grade-A positions in 2018, while in 
Slovenia, 13.3 % of female and 23.0 % of male academic staff were in grade-A 
positions. In Humanities, 41.6 % of female academics are in A-grade positions. 
This value is the fifth largest in Europe after Lithuania, Latvia, Finland and 
Croatia. In Natural Sciences, only 7.6 % of female academics were in grade-A 
positions. This percentage is the lowest in Europe, where 20.8 % is the average 
value. In Engineering and Technology, 24.0 % of women were in grade-A 
positions. These two fields are the main fields of work at the Joģef Stefan Institute 
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(JSI), where 75 % of female researchers are employed in Natural sciences and 
25 % in Engineering and technology. 
 
The Joģef Stefan Institute is the leading Slovenian research organization. It is 
responsible for a broad spectrum of basic and applied research in the fields of 
natural sciences and technology. The staff of more than 1100 specialize in 
research in physics, chemistry and biochemistry, electronics and information 
science, nuclear technology, energy utilization and environmental science. 
 
The Institute is closely connected with the Slovenian universities, where many 
scientists who initially developed their research talents at the Institute have been 
appointed to teaching posts, while retaining their research positions or research 
teams at the Institute. Since 1985, more than 1800 postgraduate students have 
gained their MSc. and Ph.D. degrees at the Institute. Close contacts are also 
established with secondary schools, providing work practice on research projects 
in natural sciences and organizing regular visits to the laboratories. 
 
Gender policy at JSI is based by now on informal soft activities led by some senior 
female researchers, who represented a kind of antipode to the typical male way 
of organizing and leading. The women who succeeded in staying in a male 
society, and some were even promoted to leading positions in research society, 
represent an important role model for young female students and researchers. 
The main problem, which female researchers face in their careers, is how to 
combine personal family life with demanding research in natural science. The 
mandatory 9-month long postdoc stage abroad as one of criteria for promotion 
frequently stops female researchers. It forces them to find a job in administration, 
high-level education or middle level management. 
 
The aim of this Gender equality report is to identify gender specific obstacles in 
research careers, which can be removed or decreased in the near future. Based 
on a database built on general and specific indicators, individual interviews, 
discussion in focus groups, and mass participation in a survey on gender equality 
by researcher and support units of JSI, the main problems were identified, and 
some recommendations for the organizationôs changes are agreed.  
 
 

1. Methodology 
 
The findings in this report are the results of a mixed methodology design within 
several research activities and diverse data collection techniques implemented 
throughout the year 2020. The particular methodologies have been prepared and 
guided by the Athena partner, the Institute for Research in Social Communication 
at the Slovak Academy of Sciences.  
  
The national provisions in terms of gender equality in research and higher 
education were assessed based on a desk-research and policy analysis related 
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to gender equality in society, research and higher education.  Our team utilised 
extensive desk research focusing mainly on the national legislation and policy 
documents, such as laws, regulations, strategies, action plans, monitoring and 
evaluation reports relevant for the current and future policies and measures 
supporting gender equality at the level of our organisation.  
 
The gender equality audit (GEA) comprises the collection of quantitative and 
qualitative indicators. The foundation of the quantitative GEA indicators was the 
European standardised data collection on women in science She Figures.1 Our 
team collected the data with help of the JSI administration staff. The qualitative 
GEA indicators present unquantified aspects and measures to assess the 
situation in terms of gender equality.  
 
To identify gender biases in the Joģef Stefan Institute, we used three data 
collection methods: online survey, story-telling interviews and focus groups. An 
online staff survey implemented by a standardised questionnaire comprising 47 
closed and open questions was distributed via an online data collection system 
(Survey Monkey). In total, 324 responders were included in the analysis.  
 
The objective of the story-telling interviews was to search for the diversity of 
typical facilitators and inhibitors of gender awareness in the life-course of 
scholars. Based on pre-defined scenario, our team implemented 12 interviews 
with researchers in the following structure: 6 female researchers and 6 male 
researchers. Four female researchers are from junior level, they are PhD 
students, except one who is an assistant with PhD. They are of age between 25 
and 40, and all but one already have children. Two female researchers are from 
the senior level of different age groups (49 and 67 years). Both female senior 
researchers have children. Among the six male researchers, we interviewed 3 
from junior levels and 3 from senior levels. Male researchers of junior level are in 
the age group between 25 and 45. One is an assistant professor and has children, 
while the others are PhD students, they live with partners but have no children 
yet. Male researchers from senior-level are in the age group between 45 and 75 
and have children. The interviews have been recorded, transcribed and analysed 
by the simple content analysis without coding. Thirdly, our team organised five 
focus groups in the following composition: GEPI, Young researchers, 
Researchers, Administration and supportive units, and Management. Then, using 
the standardised script, we transcripted the recorded discussions and analysed 
the data by simple content analysis without coding. 
 

2. Outcomes of the assessment of the national 
provisions in Slovenia 

2.1. Status of gender equality in society 
On 1 April 2020, the population of Slovenia was 2,097,195 people. The share of 
women among Slovenian citizens was 51.2 %. Ministry of Labour, Family, Social 
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Affairs and Equal Opportunities of Republic of Slovenia is responsible for the GE 
policies and their implementation, monitoring and evaluation. They aim to 
implement the DIRECTIVE (EU) 2019/1158 OF THE EUROPEAN PARLIAMENT 
AND OF THE COUNCIL of 20 June 2019 on work-life balance for parents and 
carers and repealing Council Directive 2010/18/EU. The same ministry is 
responsible for the area of equal opportunities and coordinates gender equality 
policy. It proposes, recommends, implements and facilitates programmes and 
actions aimed at promoting equality between women and men. The tasks of the 
Equal Opportunities Division include drawing up national programmes for equal 
opportunities for women and men, carrying out analyses and compiling reports, 
and conducting awareness-raising campaigns. It is responsible for the 
preparation and implementation of different activities, accordingly to the Equal 
Opportunities for Women and Men Act and the Implementation of the Equal 
Treatment Act. 
 
The following acts are currently in power:  
1. The Act on Equal Opportunities for Women and Men (Zakon o enakih 
moģnostih ģensk in moġkih) (Uradni list RS, ġt. 59/02, 61/07 ï ZUNEO-A, 
33/16 ï ZVarD in 59/19)2, which defines general and special measures for the 
creation of equal opportunities, determines the holders of tasks, their 
competencies and obligations, introduces special informal treatment of cases 
of alleged unequal treatment of the sexes and the advocate of equal 
opportunities as an authorized person and the obligations of the entities 
involved in these cases. An unbalanced representation of the sexes in the 
sense of the previous paragraph is defined with the representation of one sex 
in an individual area of social life or its part lower than 40 %. 

2. Protection against discrimination Act (Zakon o varstvu pred diskriminacijo 
(ZVarD) (Uradni list: 33/2016, 21/2018-ZNOrg)3; Active since: 23. 5. 2016 , 
which provides for the protection of every individual against discrimination 
regardless of gender, nationality, race or ethnic origin, language, religion or 
belief, disability, age, sexual orientation, sexual identity and sexual 
expression, social status , financial status, education or any other personal 
circumstance.  

 
The public sector salary system is regulated by the Public Sector Salary System 
Act (ZSPJS)4, which defines the fundamental and uniform rules on the functioning 
of the salary system and a unified methodology of calculating and paying salaries 
for all public sector activities. The fundamental principles of the salary system 
include equal pay for work in comparable positions, titles and functions, as well 
as transparency and salary incentives 

2.2. Status of gender equality in research and 
higher education 

In Slovenia, the field of gender equality is well regulated, but there is no 
evaluation of the legislation implementation or results of the promotion activities 
on gender equality in research organizations. The decision-making bodies in the 
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research hierarchy are still male-dominated, the majority of awards from public 
money are given to men.  
In the school year 2019/2020, 66.066 students enrolled in university studies. 5  % 
of them were PhD students (3.300).  According to the She figures 20211, the data 
for 2014-2017 show that the total number of female researchers in Slovenia 
increased from 4387 in 2014 to 4549 in 2017 (for 3.7 %), while the number of 
male researchers increased from 7768 to 9530 (for 22.7 %). The ratio of female 
researchers in 2018 was: 32.95 % (Grade A), 40.77 % (Grade B), 52.18 % (Grade 
C), and 49.59 % (Grade C). In total it was 45.95 % of women in academic staff 
and 32.3 % among all researchers. The number of doctoral graduates decreased 
from 1166 (626 women, 540 men) in 2013 to 461 (249 women, 212 men) in 2018. 
It is not clear what has caused this decrease, but ñbrain drainò did contribute for 
sure. The most popular fields for female graduates in Slovenia were Health and 
Welfare (23 %), Art and Humanities (22 %), and Engineering, Manufacturing and 
Construction (18 %). In the field of Natural sciences, Mathematics and Statistics, 
which is by far the most popular field in Europe, only 27 women (11 %) and 38 
men (18 %) graduated in 2018. It is possible to assume that other countries with 
higher salaries and better conditions for research increased the number of 
graduates in this field with PhD students from Slovenia. Regarding age, 19 % of 
women of Grade-A are younger than 44 years, 36 % are in the age group 45-54 
years, while 33 % are older than 55 years. The proportion of women among the 
heads of higher education institutions (31.8 %) was the highest in Europe with 
exception of Baltic countries.  
 
The research in Slovenia is mainly financed and regulated through the public 
Research Agency of Republic Slovenia (ARRS)5 and on a smaller scale by 
different ministries and industries for goal-oriented projects. Around 15 % of 
research was financed by EU projects in the frame of Horizon, in the period 2014-
2020. The ARRS in the document Strategy of work and development of 2016-
20206 lists different indicators to evaluate their impact on research. They monitor 
also the number of women working on research projects and the number of 
women among project leaders. Gender balance in decision-making and the 
enhancement of womenôs participation in research are regulated by the Rules on 
the Procedures of the (co)financing and Assessment of Research Activities and 
on Monitoring the Implementation of Research Activities7: Article 35 (in the case 
of absence of the researcher due to parental leave in the duration of at least six 
months, this should be taken into account at project applications and also 
prolongs the period until PhD defence). 
 
The gender balance in decision-making positions and professorships with 
adequate awareness-raising and training is not promoted in Slovenia. The 
gender-equality plans as an assessment tool in the accreditation of universities 
are currently in construction as an answer to Horizon Europe demands to make 
them mandatory for universities and research organizations. There is also no 
institutionalization of the proportion of women in Grade A/professor positions as 
an assessment criterion in institutional evaluations (higher education 
accreditation, performance contracts with universities). Guiding targets and/or 
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quotas for women in decision-making and professorships are neither set nor 
implemented through any measure, initiatives or even legislation. The fraction of 
women participating in decision-making is not evaluated regularly. There are no 
incentives for institutions adopting pro-active measures and/or sanctions for non-
compliance with the set targets to increase women in decision-making and 
professorships.  
 
The Ministry of Education, Science and Sport is responsible for implementation 
of the Research and innovation strategy of Slovenia (RISS) 2011-20208, as well 
as for the UNESCO LôOréal Scholarships. Under the Ministry, there is also a 
Committee for Equal Opportunities in Science9, which is very active in the area 
(research and data collection, suggestions of legal changes, including changes 
to create an action plan to improve career possibilities of women; awareness-
raising; dissemination of research findings; promotion of gender equalityé). 
Unfortunately, the Commission in collaboration with ARRS collected the data on 
statistics in science by gender for the period 2001-2010 for the last time. These 
old data are publicly available. There is no responsible unit or organization for the 
collection and processing the gender-disaggregated data on personnel in 
research and higher education. The data are on a demand by the Commission 
for Equal Opportunities in Science extracted from statistics by personnel of the 
ARRS. Otherwise, different groups for needs of EU projects collect the gender 
statistics occasionally and temporary (for the time of projects duration). 
 
According to the She Figures 20211, Slovenian female researchers are 
internationally less mobile (for 10 %) than male researchers in the postdoctoral 
period, which is the fourth smallest mobility rate in Europe, after Germany, 
Slovakia and Lithuania. 
 
In Nov. 2021, The Act on Scientific Research and Innovation has been adopted 
by the Parliament of the Republic of Slovenia. It regulates funding in a way that 
enables the stability and autonomous development of scientific research activities 
and their performers. The target value is to allocate 1 % of gross domestic product 
(GDP) of public funds for scientific research with a growth of 0.08 % of GDP 
annually. This means that the budget for science is expected to double by 2027. 
In the last decade, the public funds for scientific research were only 0.4 % (2011-
2017), 0.79 % (2019), and 0.52 (2021) of GDP. The adopted law, with the 
establishment of the National Council for Ethics and Integrity in Science, also 
addresses ethics and integrity in science and equal opportunities. 
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3. Outcomes of the gender equality audit at the 
WƻȌŜŦ {ǘŜŦŀƴ LƴǎǘƛǘǳǘŜ 

3. 1. The pool of graduate talents  
The data on the proportion of women among PhD candidates and students were 
collected for 2020: Among PhD candidates, 39.1 % were women, while among 
selected new PhD students 30.8 % were women. Among all active PhD students, 
35.8  % were women in 2020. In 2016 60 % of all graduations were obtained by 
women, while in 2020 only 37.5 %. All women graduated in Natural sciences, 
mathematics and statistics, while 33.3 % of men graduated also in Information 
and Communication Technologies. 
 
At JSI, gender as a topic of research is out of the scope of scientific fields of the 
research with exception of participation in thematic EU projects, like Garcia, 
Athena, etc. We do not have courses devoted to or related to gender studies. The 
institute does not provide scholarships or career development grants for female 
scientists only, but it does provide for all talented students without consideration 
of their gender. We do not have any formal support for dual-career couples. We 
do not have career coaching for female scientists. There are no specific seminars 
on academic publishing for women students/scientists. The JSI does not take 
gender imbalance into account in the recruitment plans. Gender does not have 
any influence on recruitment.  
 
Recently, the job-offer formulations usually take into account the grammatical 
gender and do not use generic masculine. But the description of a job does not 
contain any welcoming encouragement to apply for women or men if they are 
underrepresented in the field of the advertised position. The formulation of the 
advertisement of the internal promotions is gender-sensitive, the criteria of 
promotion are clear, the information of the procedure of the internal promotion is 
comprehensive, and everything is publicly available and accessible for both 
genders. The procedure of recruitment is not set with exception of deadlines, age 
and degree of education, the criteria of assessment are not standardised and 
quantified; the gender of applicants is revealed; the criteria of assessment are not 
gender sensitive and are applied equally for all genders. 

3. 2. Gender balance in research 
In 2020, the proportion of women in total employment (1119) was 36.5 %. Among 
856 researchers, 30.1 % were women. 75 % of these women were employed in 
Natural sciences and 25 % in Engineering and technology. 46 % of female 
researchers are young (25-34 years), 37 % in age period (35-44 years), 13 % in 
age period (45-54), and 13 % older than 55 years. 
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At JSI, we do not have a dedicated organizational arrangement (office, contact 
person, etc.) for the implementation of changes towards gender equality or any 
formal institutional background to support gender equality in the organization and 
research. Depending on the research field, the gender balance varies. The 
institute is in a phase of preparing a detailed Gender equality action plan (GEP) 
as an essential instrument for progress towards gender equality in the 
development and implementation of targeted gender equality plans. We are 
currently identifying gender gaps and reasons for their existence in the light of 
gender unbalanced pool of students interested in research in various research 
fields. A Gender Equality Action Plan, which defines the content and the timeline 
of the detailed GEP, was discussed among the heads of JSI units and adopted 
by the JSI director on 20 May 2021.  
 
We plan to monitor and continuously evaluate the GEP in future. The monitoring 
mechanisms and responsible body for GEP evaluation will be set as well as the 
period of assessment. In case of unintended consequences generating further or 
new gender imbalance or discrimination, the update of the GEP will be assured. 
Currently, mostly men decide on spending of public resources, because they 
constitute the majority of decision bodies. Gender equality and womenôs rights 
are discussed only in public media around March 8, while at the institute such 
discussions are labelled as unnecessary.  
 
In 2002, the Informal Network of Female Physicists was established, which works 
now in the frame of Association of Mathematicians, Physicists and Astronomers 
of Slovenia and includes also some female physicists employed at the JSI. 
Women working in nuclear science participate in the network Nuclear Society of 
Slovenia - section Alfa. There are no external networks and alliances of research 
organisations in Slovenia with an outstanding reputation on gender equality. 
 
At the JSI, awareness-raising activities for students or employees on gender 
equality (dedicated web-page, campaigns, workshops, awards, competitions, 
etc.) do not run. 
 

3. 3. Gender balanced career advancement 
Age limit (28 years) for candidates for the young researcher position is extended 
for parents (mother or father) who have taken leave under parental care 
insurance for a period of at least six months. In this case, the age limit is extended 
for one year. The same applies to a longer, at least six months documented sick 
leave. Female researchers have the right on a part-time work and corresponding 
extension of the period of PhD stage. The right to work part-time can be exercised 
by one of the parents who cares for and protects the child until the age of three. 
In the case of two children, part-time is extended to the age of 6 years of the 
youngest child. 
 
The JSI does not provide any mentoring programmes for female employees 
corresponding to the gender imbalances at the institute nor offers training on 
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gender equality in research. The JSI assures that both men and women have 
equal access to internal training, e.g., the adequate timing and form of the 
training, financial support, etc. There is no specific sabbatical for women 
scientists and neither for male scientists. 
 
The criteria for career development and promotion are not gender sensitive and 
are applied equally for all genders. 

3. 4. Gender balance in decision making 
At JSI, no specific leadership programs are provided to support women in 
decision-making positions. There is also no regular gender training for managers 
provided, which would increase the gender competencies of the managers 
(heads of departments, decision-making committees, etc.). We do not have 
targets/quotas for gender balance on boards and committees. The JSI has never 
had a female director since it was established in 1949. Since 2020, we have a 
male director and for the first time a female deputy-director. Among Heads of 
departments, only 16 % are women. In Scientific Council, 27 % are women. 
 
In the year 2000, around 15 % of women were in decision-making bodies (heads 
of departments and members of the Scientific Council). This percentage 
gradually increased until the year 2018, when it abruptly dropped and returned to 
15 % in 2020. Because of relatively small absolute numbers, a loss of every 
woman at decision-making position strongly influences the ratio between men 
and women. Nevertheless, the decrease in the last three years cannot be 
explained just with a small perturbation, but it more likely reveals a trend and lack 
of awareness on gender balance. Considering that 30 % of all researchers are 
women, one would expect that around one-third of decision-making positions 
would be occupied by female researchers, as it was in the period 2006-2018. The 
analysis shows two main problems: a) long-term memberships in Scientific 
Council by the same researchers for decades; b) continuation of the heads-of-
departments leadership (long-term positions of Head of departments occupied by 
the same persons; their successors are selected by previous Heads and 
introduced to work by them). In the last 20 years, the men who occupied decision-
making positions, did not select female successors in 84 %, and only one female 
head of department selected a woman to replace her. In addition, most of the 
Heads of departments are simultaneously members of the Scientific Council, so 
the problem is multiplied. The people who occupy triple or in some cases 
quadruple decision-making positions (head of department, memberships in 
Scientific Council, Committee for Promotion, and Advisory Board) are extremely 
busy. Therefore, such a position is not attractive for women in an age when they 
have to take care of children and simultaneously be progressive in scientific 
career. When they are older, a lack of experience in leading prevents them to 
apply for such a position. 

3. 5. Gender balanced working conditions  
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In 2020, the average gross monthly earnings of the female researcher was 2.304 
EUR in comparison with 2.556 EUR for the male researcher. The difference is 
9.9 % in favour of men. The average gross monthly earning of women professors 
(A-grade) was 4.615 EUR, while male professors earned 4.502 Eur. The 
difference is 2.5 % in favour of women. 
 
Equal pay measures: The JSI considers equal pay measures according to the 
Public Sector Salary System Act (ZSPJS)10, which defines the fundamental and 
uniform rules on the functioning of the salary system and a unified methodology 
of calculating and paying salaries for all public sector activities. The core salaries 
are not publicly accessible for all employees; the measures formally assure equal 
pay for the same work and the work of equal/comparable value. Differences in 
salaries originate from subtle variations of promotion rate in two directions: 
vertical is approved by the Scientific Council, while the horizontal one is approved 
by Heads of departments based on scientific excellence. 
 
The JSI has clear pay transparency policies to avoid discriminatory remuneration 
based on sex/gender, age, family status, ethnicity, disability, and other possible 
grounds of discrimination. Gender pay audits/equality pay reports are prepared 
on demand and are not publicly available: The JSI does not regularly compile 
gender pay audits or reports on the pay of the male and female employees (and 
make the information publicly available).  
 
The JSI organizes an appropriated workload and content of the work policy: A 
policy for assurance is in place that the workload of the employees is reasonable 
and respect their contracts; it does not constitute precarious and unsafe working 
conditions, e.g. burnout, disproportionate stress and unfulfillable working tasks, 
etc. Healthy and safe workplace and environment policy are in place. The 
workplace meets the health and safety regulations for all; for example, protect 
pregnant employees/students from unsafe circumstances; prevent chronic 
occupational diseases, etc. Equipment necessary for work/research is provided 
equally for both genders. It does not show any signs of unequal or discriminatory 
treatment of men and women (e.g. laboratory equipment, access to scientific 
databases, software, etc.). 
 
The employees of the JSI have the possibility to arrange flexible working time. 
The employees can use teleworking (i.e. working remotely, home office, etc.) 
beyond the period of pandemic measures.  
 
Possibility to work part-time: The employees of the JSI can work part-time (less 
than 50 % or 50 % of usual working time). In 2020, 151 researchers worked part-
time, 25 % of women and 75 % of men. These numbers cover also the so-called 
complementary employment, where many researchers (mostly men) are 100 % 
employed at Universities in Ljubljana, Maribor and Nova Gorica, and 20 % at the 
JSI. 
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The JSI does not have its maternity and/or paternity institutional policy for 
students/employees beyond the national policy provisions. The JSI does not 
provide internal kindergarten services or on-demand/flexible childcare support for 
the employees/students. The JSI does not financially support/subsidise the 
internal childcare services; e.g. pays a part of the fee for the services, food for 
children, the wages for the educators, rent for the premises etc. The JSI has 
informal mechanisms to support employees in the re-entry after the leave period 
(e.g., maintaining contact during the leave period, guaranteeing the re-entry to 
the same position, etc.) The JSI does not provide baby changing facilities and 
room for breastfeeding upon demand to facilitate the reconciliation of 
work/research and family responsibilities. The JSI does not provide formal 
support for caring of employees´ elders and/or dependent family members 
(special days off to accompany an ill family member to the hospital, adjusted work 
arrangement in case of long-term care, etc.), but does provide an informal support 
in agreement with the head of a group. 
 
The guideline on gender-sensitive language is not formally compiled; the internal 
rules on the non-sexist language are not formally set and not publicly available. 
The responsible bodies with the mandate to objectively and independently 
monitor the anti-discrimination on gender are not established so far. A dedicated 
committee responsible for harassment at the institutional level is not set yet. 
Protocol on how to proceed in the sexual harassment and gender-based violence 
cases is not in place. The promotion of awareness measures to prevent 
harassment and sexist attitudes is not in place. 

3. 6. Gender balance in research outputs  
Share of female applicants - principal investigators of research funding for the 
year 2020 in national funds was 30 % and it is the same as the share of female 
beneficiaries. The average grant´s amount allocated to projects led by women 
was 62.827 EUR, while the average grant´s amount allocated to projects led by 
men was 75.469 Eur. The difference is 20 % in favour of men. The share of 
female applicants ï principal investigators of research funding for the year 2020 
in international funds was 29 %, while the share of female beneficiaries was 26 
%. The average grant´s amount allocated to projects led by women was 197.416 
EUR, while the average grant´s amount allocated to projects led by men was 
237.808 Eur. The difference is 20 % in favour of men. 
 
At the JSI, we have never had gender lectureships to assist departments on how 
to mainstream gender equality. Such lectures are planned in our GEP for Heads 
of departments and other employees. The gender-sensitive approach is 
informally integrated in teaching and experimental work through special attention 
on safe work in laboratories for pregnant women, ban of experiments with toxic 
chemicals and ionization irradiation. The principles/ guideline on how to integrate 
a gender-sensitive approach in teaching is not available. The JSI has not a 
specific guideline on the integration of the gender analysis into the research. The 
JSI does not offer women´s and gender studies courses in the curriculum of 
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bachelor or master study programs. The gender perspective in the research 
funding schemes is not assured by a guideline/principles. 
 
The gender perspective in submitted projects is considered and discussed only 
in international projects as fulfilling of demand of the call. There is no common 
guideline or institute template for gender equality part of the proposals and each 
principal investigator is left to his ingenuity in this task. Internal financial resources 
do not allocate primarily budget to gender aspects.  
 
The sex-segregated data on research funds are not incorporated in the data 
collection system and not regularly collected, processed or being publicly 
available. The sex-segregated data on students (applicants, enrolled, in 
bachelor/master/PhD study programs and graduates) are not incorporated in the 
data collection system and are not regularly collected, processed or being publicly 
available. The sex-segregated data on staff and occupation (researchers, 
technicians, administration) are not incorporated in the data collection system 
and are not regularly collected, processed, or is publicly available. Also sex-
segregated data on the authorship of research articles is not available. 
 
 

4. Identified gender biases at WƻȌŜŦ {ǘŜŦŀƴ 
Institute 

 
 

4. 1. Outcomes of the staff survey 
 
The JSI staff has participated to the staff survey with a statistically relevant 
proportion of the employees. A credible amount of data has been collected as 39 
% of the staff members voluntarily provided answers to the survey questions.  
Most of the survey questions were answered. The majority of the employed 
persons in the JSI research entities   provided inputs to the survey as well as the 
staff from the administration units and technical support. The part-time or 
combined-time employed staff, which besides at JSI works also at the 
International Joģef Stefan Post Graduate School (cofounded by the JSI) or at the 
Department for Mathematics and Physics from the University of Ljubljana also 
took part in the survey. 
  

1. Demography of the sample  
 

Most of the survey responders are full time employed at JSI. The dedication to 
their academic career is high, as 36.2 % of those who participated in the survey 
worked in the IJS laboratories during the weekends and spent more than 10 hours 
per day. Almost a third of the responders (27 %) reported that they sometimes 
work during the holidays. Most of the responders are married (59 %) and 15 % 
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are single. Among them, 30.2 % are parents of children younger than 17 years. 
As 39 % of the JSI staff participated in the survey, it is considered that collected 
data are a good source for analysing the state of gender equality. The balance 
between the genders that answered the survey questions is appropriate as 52 % 
of women and 48 % of men form the sample. The same applies to the age of the 
responders as all age groups have answered the survey questions. Some 
participants in the survey did not reveal the exact department where they are 
working as this was allowed by the survey proposers for the sake of anonymity. 
The majority of the survey participants were younger than 30 years (40 % of men 
and 33 % of women). In the age group of 30-40 years, the percentage between 
men and women were similar. In the age group 50-60 years, there were 21.7 % 
of men and 11.4 % of women. The oldest group with age over 60 years shows 
0.9  % of men and 1.9  % of women. The minority ethnic group is presented with 
17  % of men and 12.4 % of women from the total sample. 
 
The women worked in research departments (84 %), in JSI technical support 
units (5 %), and administration (11 %). The men worked in the research 
departments (89 %), in technical support units (9 %), and administration (2 %). 
The academic or scientific degree between women and men differs as 27 % of 
men hold the position of senior researcher in comparison with 12 % of women. 
The percentage of occupied positions as the full professor does not differ very 
much between the two groups, 5 % are women and 7 % are men. The academic 
fields where the JSI researchers work, showed a slight difference: women are 
less present in the engineering fields where men are represented with 38 % 
compared to 26 % of women. The same applies to natural sciences, but the 
difference between the percentage of men and women is lower, women represent 
45 % and men 55 %. Biomedical sciences show the opposite difference, more 
women are involved in these sciences compared to the group of men, 9.4  % are 
women and 1.7 % are men. Other non-specified fields of science are also more 
populated by women than with men: 11.5 % versus 2.6 %.  
 
 
3. Perceived gender equality of the JSI staff regarding its organization 
 
Most of the survey participants agreed that gender equality increases the fairness 
of the working environment and proves the quality of scientiýc performance. No 
big differences were found between the male and female responses to this 
question. They agreed also with the opinion that gender equality makes it easier 
to balance work and family engagement. The JSI staff shows some differences 
regarding the suitability of women for some specific research fields, as 86.7  % 
of women and 68.7 % of men disagree with the statement that some scientific 
fields are not appropriate for women. They also disagreed with the claim that it is 
important to encourage boys more to pursue science careers than encouraging 
girls. The strong disagreement was expressed in 72.8 % by women and 65.1 % 
by men. The same finding applies to the claim that men have higher chances in 
their research careers, based on the belief that they have more innovative and 
creative thinking than women. The differences in the answers regarding the claim 
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that male scientists are better at information technologies and in using technical 
equipment than women scientists are very close to the division of positive and 
negative answers in the previous claims ï encouraging girls or boys to study 
different sciences. Men and women from the sample in general (as total) disagree 
that these claims are correct. Women have expressed stronger agreement with 
the claim that men are preferred to be promoted when they apply for a higher 
position, but the men responders in their answers did not agree with this 
statement; they claim that these differences do not exist. The claim that women 
and men are in equal position when they apply for a position/employment, women 
supported with 47.5 %, but men with 54.6  %. 
 
4. Reflection about the workplace at JSI in the context of equal chances 

between women and men regarding getting appropriate assignments, 
work place, research equipment, salaries  and similar stuff.  

 
Most of the answers in this group of questions or claims show that men and 
women differ in their opinion, although the differences between these two groups 
are not very high. For example, when appointing people to top managerial 
positions in research or academia, 17.1 % of women and 12.3 % of men claim 
that men have an advantage. The 28.6 % of women feel that men are slightly 
preferred, but only 13.1 % of the men responders agrees on that. In the case of 
specific bonuses and salaries, 28.3 % of women feel that men have an 
advantage, while only 3.5 % of men agree with this claim. However, almost half 
of the responders of both genders think that in general for getting specific 
positions men and women are equally treated. The same applies to a much 
higher percentage of the sample for the assignment and resources that are 
equally assigned to men and women researching at JSI. In cases when decisions 
about grants for submitted projects are made at the national level, a majority of 
the answers confirmed that men are preferred, but in the case of international 
grants the majority of the participants claimed that women and men are in equal 
position and equally treated. The distribution of tasks and resources in particular 
departments, as well as the assignments and roles between men and women, 
differ, as the majority of responders claim that there are visible differences 
between who get them, men or women. These differences in the opinions depend 
on age. In the age group 31-40 years, the 21.2 % of women have claimed that 
men have an advantage, while only 12.5 % of men agree with this claim. 
 
5. Aspects related to the private life and circumstances that have a 

positive or negative impact on the staff member career 
 
The majority of the responders answered that the relations between the number 
of women or men working in particular JSI  departments is not an important and 
relevant factor for assuring gender equality. The current position of the 
responders regarding the possibility to get employment by applying to the 
advertised post, or by invitation or promotion with promise for a pay increase was 
assessed to have an equal chance for men or women regarding the positive 
outcome. The possibility that the institution enables professional development 
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was assessed as positive impact by half of the responders (48.7 %). 21.3 % of 
responders have already applied for promotion and were successful, others were 
either too young or without requested references, so they did not apply yet.  
Annual income was found to be rather low as majority of responders reported that 
their annual gross salary is between 10 ï 20K EUR especially given the non-
existing possibility for increasing the salary (close to 60 % of the responders 
provided that answer). One individual provided the following answer: »As an 
employee of the public institution you cannot apply for a salary increase, salaries 
are defined by the state«. Obtaining the highest scientific/academic degree is 
equally available for men and women, but it is easier to get them for men (23.8 
% of the answers claimed that).  

However, an important difference between men and women was found 
regarding the possibility to stay in the academic profession after getting a PhD as 
it involves a request for holding at least one academic year (9-months) post-
doctoral position in foreign country before obtaining a senior researcher position 
that is the crucial step towards the possibility of a permanent position in the 
organization. One of the answers from the responders reads: ñFor women, this 
requirement is stressful, because the period of the post-doctoral stage overlaps 
with time, which is after long studies still appropriate for having children. « More 
specific individual comments about that issue follow: a) »Postdoc positions 
abroad for one school year are a bit harder for women with kids compared to men 
with kids«. b) »There is no formal requirement that would make things more 
difficult for women, however, maternity leave can make things more difficult for 
women and this is the time when men take advantage of their partner's maternity 
leave as a suitable time to go for a postdoc abroad. This is not an option for a 
woman who just had a baby«. c) »Postdoc abroad is almost impossible when a 
woman has little children. Women usually take over the maternity role, taking care 
of children and are overwhelmed, more tired, more absent from work«. d) »There 
are differences between the employment of male and female representatives in 
high positions due to the very nature of work, which is more colourful for single 
people (or people who are less involved in family life) and financially stable 
individuals«. e) »These circumstances ï requested postdoctoral stay abroad for 
9 months contribute to the obstacles in obtaining scientific/academic degree for 
women«.   

22.5 % of responders claim that time constraints to reconcile with family 
should be more flexible and that a lot of time is wasted in developing projects that 
are rejected (19.3 %). The majority of the responders also agreed with the 
statement that men usually get much ahead in research while women have little 
children (52.5 % strongly agree, and 19.7 % agree). Maternity leave was used by 
19.6 % of the women and 11.8 % of the men have used paternal leave.  
Regarding the time distribution for the different tasks on the work, the majority of 
the responders selected the answer that they are quite satisfied. 
    
6. Gender balance in decision-making position 

 
The majority of the responders (61.2 %) answered that they are not members of 
the decision-making bodies at JSI, while 30.6 % of them are leaders of project 
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teams. For not being a member of the decision making body, two main reasons 
were pointed: a) the age (too young for such position (57.5 %), and b) such 
position is not interesting for the responders (27.5 %). The mechanisms for the 
selection of decision-making bodies membership were assessed by the 
responders to be based on informal networks (51.4 % agree and 30.2 % strongly 
agree) and social contacts (57.2 % agree). Replacement in appointing a new 
member of the decision-making body for a man with a woman or woman with a 
man was not indicated. However, the imbalance of the presence of men over 
women in decision-making bodies was not supported by the responders to be 
taken as natural. Only 3.1 % of responders agree with the claims that »Women 
in the academy/research are not interested in decision-makingò, ñMen are 
naturally more suited for leadershipò, and ñWomen are too emotional to be in a 
leading positionò. Only 2.2 % of responders agree with the claim that ñIt is natural 
men are in leading positions and women do service/supportingò.  Disagreement 
with the last claim was 70 %. The individual experience presented by one 
responder reads: »All of the statements above are just perpetual that are out 
there and are blocking women being promoted.  A pattern I have seen many times 
is to have a man and woman tandem leading projects. The man is usually listed 
as the project leader, while the woman does the actual coordination and 
administration work. These tandems are highly functional teams so I believe the 
division of work is fine for the purpose, but this should be reflected in an equal 
salary and equal credits for the project, which I do not believe is the case now«.  
 
7. Bullying and harassment  

 
No direct question or answers directly addressing this theme was included in the 
survey, only one individual comment appeared, it reads: »Another factor is that 
women are discriminated against with remarks. Thus, women can be non-
collegiate, ascendant, greedy, while men are responsible, ambitious.ò However 
regarding the workload, 84.7 % of the responders have claimed that it happened 
several times in a month that they come from work too tired to do the chores 
which need to be done. 33.8 % answered that it is difficult for them to fulfil 
commitments in their personal life because of the amount of time they spent on 
their jobs. 45.2 % have complained that it is difficult for them to concentrate at 
work because of their private commitments at least once or twice a month. 

 
8. Conclusion 

 
The collected data from the survey has shown that gender equality at JSI is 
provided solely by equality principle and not by gender-sensitive approach. Thus, 
the policies and procedures to ensure equal opportunities to both sexes should 
be designed, implemented, and regularly assessed. A special focus should be 
given to the following areas and measures: improving the gender balance in 
decision-making positions and designing more flexible conditions for the 
postdoctoral stage abroad required for advancement in the career.  
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4. 2. Outcomes of the analysis of the interviews 
Junior researchers of both sexes unanimously pointed out that parenting can 
negatively affect the development of a personal scientific career. They pointed 
out that this is also the most visible problem which can lead to gender inequality. 
They were unanimous that the negative impact of parenthood affected women 
more severely. Women are those, who are usually taking full parental leave. This 
results in a one-year dropout in their research career, which may influence the 
reduced number of published papers and the dropout of project funds. Younger 
researchers of both sexes also pointed out the demand for a long (one academic 
year) stage at a foreign institution during a PhD or soon after it as a very family-
unfriendly. This requirement is one of the obligatory conditions for promotion to 
the senior researcher. They are united that such an outage affects both sexes, 
but especially women if they have already started a family during this period. They 
also testify that women are more likely to take care leave and stay at home with 
sick children. An interesting observation from one female interviewee was that 
the reason for this is in the fact that men who do not have a career dropout due 
to parental leave face faster career advancement. Consequently, their absence 
from work due to care leave has a bigger impact on the family budget. 
 
One female junior researcher and one male junior researcher also testified about 
mobbing, which in both cases stemmed from the inferior treatment of women. 
The female junior researcher testified to her unequal treatment compared to her 
male colleagues in terms of merit for the work done and her competencies. The 
male junior researcher testified that he perceives gender differences in the 
workplace in favour of men, and when he loudly pointed out at a meeting that 
cynical remarks about women were inappropriate, this was not appreciated by 
the boss. 
 
Most male junior researchers do not notice gender-biased differences in the 
workplace, but some male researchers report that they observed through their 
partners' personal experiences that it is harder for women to build personal 
careers. One of the male junior researchers pointed out that in his predominantly 
male field, the norms for achieving gender balance, "women's quotas" set by the 
EU commission in EU project calls feel like a burden. 
 
Female senior researchers pointed out that they do not observe gender 
differences. One of them stated that the first time she had met this topic was with 
EU projects on gender balance. Nevertheless, another one argued that women 
need to work harder to prove their quality and also show some traditionally 
masculine qualities. At the same time, she emphasized that she did not have to 
give up her femininity. 
 
Both female senior researchers highlighted socially-conditioned beliefs about the 
role of women, which can negatively affect the career development of an 
individual female researcher. The first one pointed out that certain fields of 
science are considered more masculine in society and therefore it is more difficult 
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for women to be recognized by their competencies, while the second pointed out 
that in her extended family she received negative remarks on an idea of women 
being a scientist. Both, on the other hand, think that the promotion system at the 
institute is equal for both sexes and that there are no differences. 
 
They both mentioned that they did not have problems in reconciling the family 
with work and consequently career advancement. One of them had support in 
children care in her extended family, and the other took care of the child by 
herself, but did not perceive this as something that was sexually conditioned. 
 
Among the negative experiences, one female senior researcher pointed out that 
during maternity leave, the status of a researcher does not freeze automatically 
and thus may slow down the progression compared to male colleagues. One 
highlighted the observation that the situation in the field of gender balance has 
been deteriorating over the years. 
 
According to male senior researchers who have been assigned decision-making 
roles, it is perceived that they take an active role in establishing gender equality 
in the workplace. For the most part, there is a feeling that all-male senior 
researchers are aware that women find it difficult to build a scientific career at 
times, even though they agree that the rules for both sexes are the same and 
there is no inequality in this regard. They perceive female researchersô dropout 
after studying period. They cite biological differences between the sexes as a 
possible reason, saying that men usually find it easier to choose employment in 
which the employee is exposed to greater stress and insecurity. The possible 
reason is also the obligatory requirement of the postdoctoral stage abroad for 
further promotion, which coincides with the age period, when women usually 
decide to have children. 
 
Two male senior researchers observed that people with a lower level of education 
and at the same time with a very important role (technicians, secretaries, 
cleaners, etc.) may be disposed to gender inequalities. At the same time, they 
observe that these persons are often female. One of the male senior researchers 
pointed out that it is necessary to think about changes much earlier, and make 
steps forward to inspire girls during their childhood to choose the profession of a 
researcher. He pointed out that here the family has the greatest influence. 
 
The observation that women are often more negative about hiring a new woman 
than men was also highlighted. On the other hand, one male senior researcher 
said he is aware of cases where women were not employed due to possible 
maternity leave and a case where it was not clear that it was gender conditioned 
but it was insisted that instead of woman, the man was promoted for the work 
that was done. 
 
Several male senior researchers touched with mixed responses on so-called 
positive discrimination of women at the expense of required womenôs quotas. The 
drawback of women's quotas, which favours women regardless of their scientific 
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results, was also highlighted. However, they agreed that women's quotas are, to 
some extent, a necessary mechanism for ensuring gender balance. 
 
Senior researchers, regardless of gender, observe that the situation of gender 
balance elsewhere in Europe is often worse than in Slovenia. Although both junior 
and senior researchers observe that the burden of parenthood can have 
consequences on scientific careers and they acknowledge that this issue affects 
women more often, there is a feeling that younger researchers perceive this issue 
as more difficult to overcome compared to older researchers. In general, all 
researchers agree that the promotion system at JSI is the same for all 
researchers and do not perceive gender differences. All indications are that a 
more detailed analysis is necessary to determine how the system itself supports 
the socially conditioned role of each gender and whether it can be adapted to the 
extent that it will equally support both genders. 

4. 3. Outcomes of the analysis of the focus groups  
 
Overall, it was observed in all 5 focus groups (GEPI, Researchers, Management, 
Young Researchers and Administration) that unconscious bias regarding gender 
balance exists. All FG discussions took place by Zoom with approximate duration 
of 1,5h. The FG GEPI consisted of 9 participants (5 F and 4 M) among which 
there were 2 Heads of department (1F, 1M), 3 young researchers (1F, 2M), 3 
senior researchers (2F, 1M) and 1 from administration (1F). FG Researchers 
consisted of 12 participants (7F, 5M) among which there were 4 researchers at 
the beginning of their career (3F, 1M) and 8 senior researchers (4F, 4M). In FG 
Young Researchers 9 participants were present (5F, 4M). In FG Administration 
also 9 participants were present (6F, 3M), most of them were middle aged, only 
3 (3F) were older. Ten participants were present at the meeting of the FG 
Management, all but one (female) in position of Heads of departments and units. 
Among them, two female Heads of department and two women at the leading 
positions in administration and management were present. All participants were 
in the age period above 45 years. 
 
In recent years in Slovenia, issues regarding gender balance are more 
recognized and there are many workshops and roundtables organized on this 
topic, which are slowly changing stereotype thinking about gender and slowly 
reaching better gender balance in our society. Unfortunately, it is still expected 
from women that they take the completely maternity leave and childcare leave.  
 
Almost all FGs, except Administration, exposed maternity leave and obligatory 
postdoc as the biggest barriers for gender equality, especially for their promotion. 
Maternity leave presents a serious drawback for young mothers, as they have at 
least one year of disadvantage compared to their male colleagues in terms of 
their scientific contribution, which makes for them harder to successfully apply for 
research grants. The Research Agency should consider these scientific gaps 
(lack of published articles, research activities) during maternity leave, similar as 
ERC projects where 18 months is added for each child as well as to evaluate 
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previous research years due to maternity leave. Nowadays, a sharp competition 
in society and also among the researchers for research grants on a basis of 
number of publications causes that young fathers cannot afford to take parental 
leave without a risk to be less successful in project applications. Appropriate 
changes in rules would correct this imbalance, more fathers would take the 
parental leave, and mothers-researchers would be able to continue their careers 
in research. The disadvantage situation for women is exposed already in 
recruitment for young researcher positions, where male candidates are preferred 
and women are in the job interview asked about plans to have children (also from 
female decision makers). The only advantage to be a woman was seen in more 
effective time management. 
 
In the FG Young Researchers and Researchers, the discussion about the flexible 
working hours was exposed. Part-time work, flexible working hours, or work from 
home should be possible for young parents, as this would enable them easier 
balancing of work and family responsibilities. As young parents have to take 
childcare leaves often, work from home would enable them not to lose so many 
hours from work. In addition, working from home some days per week would 
enable young parents to save time, which is used for transport to work. It was 
also proposed to promote the family friendly institution, helping young parents 
with giving them a day or two free of work when they have to first send their 
children to kindergarten. Similar is already arranged for parents with kids entering 
primary school (first day of school is free for all parents having children from 1st 
to 3rd grade). A help to parents with small children with organization of 
kindergarten inside JSI or at a nearby dedicated institution is desired. 
 
Obligatory postdoc represents a serious obstacle for young parents (men and 
women). In most cases, due to family responsibilities, they decide not to go 
abroad for one academic year as it is required. Therefore, they cannot be 
promoted scientifically, as the postdoc represents a necessary step for scientific 
promotion at JSI. It was suggested, that alternative evaluation criteria for 
promotion should be considered, like several short-time visits in abroad combined 
with work from home or work on EU projects, work at other research institutions 
in Slovenia or in industry. JSI should develop supporting mechanisms and 
measures to help the young parents with their career development, especially in 
organization of the postdoc abroad.  
 
Moreover, a high decrease in the number of female researchers older than 45 
years is observed at JSI. It was explained with employment in industry, public 
administration or at universities, where the workplace is more secure and less 
demanding. (One of the informal conditions for the permanent employment of 
researchers at JSI is a promotion to the title ñResearch Associateò, which can be 
reached only after postdoc training abroad.) This usually happens in age period 
(35-44 years) for those who fulfil the strict criteria, among which are scientific 
excellence and obligatory postdoc in abroad.) 
    



 
 
 

41 

 

In FGs Management, Researchers and GEPI, a low number of women at the 
leading positions and in different decision boards at JSI was discussed in more 
detail. The ratio of women at the leading positions (membership in the Scientific 
council, head of department, other leaders), gradually increased from 15 % in 
year 2000 to nearly 35 % in year 2018, where the percentage reflected the ratio 
of female researchers at JSI. Then it abruptly dropped back to 15 % in next three 
years, which is in contrary with the increase of female researcher employees. 
 
It was observed that because there is a small number of available positions, a 
single exchange of a man with a woman and vice-versa causes a substantial 
change in the ratio between men and women. The low number of women at the 
leading positions can be correlated with women having more work at home as 
they primarily take care of children, more often take sick leaves for their children, 
take maternity leave. In addition, low number can be correlated with different 
approaches of women (their behaviour), as they are not as competitive as men, 
they are more prone to perfection and would not apply if they do not feel they 
have done all the things they should. Probably they are prone to take less risk as 
men, mostly because they can take the leading positions when they are older and 
their children are no longer needing much of their support. Reasons for unequal 
distribution of the leading positions by gender listed in FG Management were a 
small interest of women for some fields of study, small pool for recruitment of PhD 
students, reduction of number of female researchers due to already mentioned 
mandatory postdoctoral stage in abroad or due to demanding work as a scientist. 
Women are also not recognized for leading positions in general.   
 
The ideas for changes were the following: a) identification of female and male 
researchers, who are willing to lead the research at different levels, their 
encouragement and training with distribution of some leading tasks or 
establishment of several assistant manager positions inside research 
departments with a special attention not to choose some preferred candidates 
too much in advance, which could demotivate others; b) active role of JSI in 
promotion of the studies with currently a strong gender imbalance; and c) 
increased visibility of successful female researchers. 
 
It was proposed to organize trainings for leaders at different levels of organization 
to promote gender balance and to find the most suitable leaders as well as 
educate on soft skills and other leadership skills. Gender balance should be 
promoted/achieved in different committees at JSI. All instituteôs acts should be 
checked by a person responsible for equal opportunities and educational lectures 
on gender issues should be organized at JSI. It was also proposed that Human 
Resource unit should be established or career centre, which would help with 
recruitment of young researchers and offer career support and career 
opportunities for all employees. In particular, the FG Administration expressed 
that there are no or very limited career options in business and administration 
(B&A), thus it is hard to stimulate good workers. It was proposed that awarding 
for good workers could also be in the form of educational seminars or other 
possibilities should be sought. 
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The discussion in FG Researchers revealed that women feel discriminated when 
they are invited to collaborate on research projects only because they are women 
(some project demands on gender equality). All participants expressed that they 
prefer to work in mixed groups, however at some departments there are mainly 
man or mainly women. Gender balance should be promoted/achieved in different 
committees at JSI, functions at JSI should be taken by different people not always 
the same ones in different committees, the retired researchers should give space 
to younger, and mandates should be given for participation in different 
committees.  
 
In addition, other aspects were found, which relate to gender imbalance. It was 
observed that lack of mutual respect between different generations and 
stereotypes still present in society are reflected also at the workplace. In this 
case, women are less recognized for their scientific achievements, male 
researchers are preferred in project teams, while women get less responsible 
stereotype tasks (administrative tasks). Some cynic remarks at the workplace are 
present in many cases, especially young women receive them from male seniors 
(unconscious discrimination). Female researchers are overlooked in candidacy 
for leading positions or awarding and their achievements are not recognized.  
 
The FG analysis overall showed that participants agreed that the acts of the 
institute do not support systemic discrimination, but also do not act proactively to 
help researchers-parents to combine family and professional work, or to get more 
equilibrium distribution of leading positions concerning gender. Unconscious 
discrimination exists, also as a result of generations' conflict. 
 

5. Recommendations for development of 
gender equality plan at WƻȌŜŦ {ǘŜŦŀƴ 
Institute 

Recommendation #  1 
 
Introduction of flexible promotion criteria.  
 
Based on interviews, discussions in focus groups and surveys, the main problem 
for the promotion of female researchers and their continuation of scientific careers 
is the 9-month mandatory visit to a foreign institution in the period soon after PhD 
defence. This period overlaps with the time when a woman finally decides to 
become a mother or already has small kids. This strict rule causes that many 
women and also some fathers leave the JSI and find jobs in environments without 
this obligation. Those who stayed either considered this rule and postponed the 
family life or took the whole family with them, if financial resources and willingness 
of their partners allow this. The essence of postdoc training is in acquiring 
knowledge and skills that are not available at home institution and in establishing 
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of international contacts. Therefore, parents who cannot go to postdoc abroad 
are already supressed in comparison with their colleagues who can afford to go. 
 
In addition, Slovenian tax system poses in some cases an additional and serious 
financial burden to postdoc students studied abroad, where the cost of living is 
generally higher, especially if they must financially take care for their families. To 
avoid this additional taxation, many of them permanently move abroad with their 
families. 
 
In addition, this rule of the obligatory postdoc stage abroad is set for the period 
when researchers do not have a permanent position at the JSI and they also 
cannot get security or contract that they will be reemployed at the JSI after the 
return. Heads of departments decide on their employment later in their career, if 
other rules are also fulfilled, like scientific excellence and the ability to get projects 
financed. Therefore, many researchers stay abroad for longer periods or they 
may never return to the JSI, sometimes also due to better conditions for work 
abroad.  
 
As a possible solution, it was suggested to adjust promotion rules to be more 
flexible and to consider parental role of young doctors. The obligatory 9-month 
postdoc should be either postponed to a later period in a researcherôs career or 
split to several shorter periods or eliminated as mandatory for promotion to the 
title ñResearch Associateò. The rule is much stricter than the rules of the National 
Research Agency (ARRS), where a one-month research stay abroad is obligatory 
for promotion to the title of the Senior Research Associate and 3-month research 
stay for promotion to the highest scientific title (Research Advisor). The 
alternatives for a postdoc abroad, as example a postdoc training in industry, 
should be discussed at different levels of research hierarchy taking into account 
positive and negative aspects of current rules. Additional support to young 
parents by Human Resource Unit to continue research career would be in 
providing all necessary information and support about the relocation issues and 
on their status after their return at least for a certain period.  
 

Recommendation #  2 
 
Flexible working hours with work from home/teleworking and use of 
surplus hours for absence from work 
 
Interviewees agree that due to the set conditions for further promotion, young 
parents may find themselves in an unequal position compared to co-workers who 
do not opt for parenthood. However, because traditionally women in Slovenia still 
bear the greater burden of parenthood: from absence from work due to parental 
leave to absence from work due to care leave. This inequality affects younger 
women all the more.  
One of the exposed problems in combination of work and family obligations is 
also a time consuming commute between home and the institution. A solution to 
work from home at least for a few days per week was suggested also for time 
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beyond COVID pandemic. Change of overtime to free days would also help 
parents with small children to combine family and professional life.  
 

Recommendation #  3 
 
Establishment of Human resources (HR) unit  
 
At JSI, there is no a HR unit established. The employment of the new staff is the 
decision of heads of departments and units based on their vision, financial 
resources and work needs. Gender plays a minor role in starting positions of PhD 
students. Women are desired as PhD students because they traditionally work 
hard, are accurate, and listen to their bosses. After PhD education, which is 
financed by the State, they are obliged to go abroad for the postdoc stage, and 
many of them cannot fulfil this obligation. Therefore, they leave the institute and 
do not present a burden to the departments to finance them until they successfully 
apply for the first individual project (2-years postdoc projects also financed from 
the State) or become a part of a group, which is successful in the project 
application.  
 
Among different traditional tasks of HR units, gender balance in recruitment, 
career progression and promotion should be monitored and regulated. Specific 
leadership programs should be provided to support researchers and other staff 
for decision-making positions. Regular gender training for managers should be 
provided, which would increase the gender competencies of the managers 
(heads of departments, decision-making committees, etc.).  
 
The HR unit would take care of the daily needs of researchers and other 
employees at the JSI, especially in the most vulnerable periods, when they have 
small children and when they become older. An idea that a kindergarten is 
established for the children of JSI's employees at the JSI or very close to the JSI 
was expressed. This would allow young people to be able to devote themselves 
to research work without worry, knowing that their child is nearby and a parent 
can come to him/her at any time. Such an HR unit can help the JSI to play an 
active role in regulatory bodies, for the prolongation of the individual projects, 
which are headed by parents for the period of their maternity and parental leave. 
Nowadays, when a researcher comes back, she or he may face a loss of projects. 
The same reasons for prolongation should be considered also in the time slots 
for promotions, which have to be extended for the period of maternity and 
parental leave as well as for long-term care leave on request of an applicant for 
promotion. 
 
Old age is also a ñtabooò topic at the JSI for researchers who do not occupy 
leading positions in the scientific hierarchy and/or in decision-making bodies. It 
was observed that older female researchers prematurely withdraw from the 
research process. In the oldest period over the age of 65, only 7 women in 
comparison to 21 men are still employed at JSI. Several reasons are possible, 
like permanent competition for research money with younger and younger 
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colleagues, forgotten achievements of women, overlooked in candidacy for 
awards, private reasons (children, elderly parents, grandchildren, fatigue, illness), 
etc. It was suggested, that those successful female scientists should be 
presented in local and general society more often as role models for new 
generations and their work achievements should be recognized. 
 
The HR unit should provide all necessary information for promotion and career 
development, not only for researchers but also for other employees. Technicians 
and administrative staff have complained about the non-existing promotion path, 
which prematurely limits their careers financially and from the point of view of 
challenge and interest.  
 
To avoid situations that could be labelled as mobbing or sexual harassment, 
some rules of behaviour should be established (what is appropriate and what is 
not), which leaders, as well as researchers, shall follow in regards to gender 
equality.  
 

Recommendation #  4 
 
A balanced composition of the decision-making bodies by age and 
gender, and restriction of memberships to two or three mandates. 
 
The majority of the responders, men and women, answered that they are not 
members of the decision-making bodies at JSI. It is possible to predict that 
without changes at the JSI there are small chances that they will get the decision-
making positions in future.  
 
The analysis shows the following main problems: a) lack of balanced composition 
of the decision-making bodies regarding gender; b) long-term memberships of 
the same researchers in the Scientific Council; c) continuation of the heads-of-
departments leadership. 
 
In addition, most of the Heads of departments are simultaneously members of 
Scientific Council and Advisory boards, some of them also of the Promotion 
Committee, so the problem is multiplied. The people who occupy triple or in some 
cases quadruple decision-making positions are extremely busy. Therefore, such 
a position is not attractive for women or parents in an age when they have to take 
care of children and simultaneously be progressive in their scientific career.  
When they are older, a lack of experience in leading prevents them to apply for 
such a position. Therefore, a permanent encouraging of women for memberships 
in decision-making bodies should be taken in place. A cultural change is also 
needed with awareness that both genders can and must contribute to research 
policy. 
 

References όWƻȌŜŦ {ǘŜŦŀƴ LƴǎǘƛǘǳǘŜύ 



 
 
 

46 

 

[1] She Figures 2021, European Commission,Directorate-General for Research 
and Innovation, doi: 10.2777/06090 
[2] Ministry of Labour, Family, Social Affairs and Equal Opportunities, ñZakon o 
enakih moģnostih ģensk in moġkihò (ñEqual Opportunities for Women and Men 
Actò), (2002) (Uradni list RS, ġt. 59/02, 61/07 ï ZUNEO-A, 33/16 ï ZVarD in 
59/19) (In Slovenian: http://pisrs.si/Pis.web/pregledPredpisa?id=ZAKO3418; (in 
English: http://www.pisrs.si/Pis.web/cm?idStrani=prevodi). 
[3] Ministry of Labour, Family, Social Affairs and Equal Opportunities, ñZakon o 
varstvu pred diskriminacijoò (ZVarD), (ñProtection against discrimination Actò) 
(Uradni list: 33/2016, 21/2018-ZNOrg); Active since: 23. 5. 2016; (In Slovenian: 
http://www.pisrs.si/Pis.web/pregledPredpisa?id=ZAKO7273); (In English: 
http://www.pisrs.si/Pis.web/cm?idStrani=prevodi). 
[4] Ministry of Public Administration, ñZakon o sistemu plaļ v javnem sektorju 
(ZSPJS)ò, (ñPublic Sector Salary System Actò), (2018), 
http://www.pisrs.si/Pis.web/pregledPredpisa?id=ZAKO3328  
[5] Javna agencija za raziskovalno dejavnost Republike Slovenije, (Slovenian 
Research Agency), http://www.arrs.si/en/index.asp 
[6] Slovenian Strategy for Strengthening the European Research Area 2016-2020 
(Slovenian ERA Roadmap 2016-2020), available at 
https://era.gv.at/object/document/2763/attach/SI_ERA_Roadmap.pdf 
[7] Pravilnik o postopkih (so)financiranja, ocenjevanja in spremljanju izvajanja 
raziskovalne dejavnosti (neuradno preļiġļeno besedilo ġt. 1), (15.06.2012), 
(Rules on the Procedures of the (co)financing and Monitoring of Research 
Activities Implementation), https://www.arrs.si/en/akti/prav-sof-ocen-sprem-
razisk-dej-sept-11.asp 
[8] Ministry of Education, Science and Sport, ñResolucija o raziskovalni in 
inovacijski strategiji Slovenije 2011ï2020ò (ReRIS11-20), (ñResolution-on-
Research-and-Innovation-Strategy-of-Slovenia_2011-2020ò), (2007), 
https://www.gov.si/assets/ministrstva/MIZS/Dokumenti/Zakonodaja/EN/Resoluti
on-on-Research-and-Innovation-Strategy-of-Slovenia_2011-2020.pdf 
[9] Ministry of Education, Science and Sport, ñResolucija o raziskovalni in 
inovacijski strategiji Slovenije 2011ï2020ò (ReRIS11-20), (ñResolution-on-
Research-and-Innovation-Strategy-of-Slovenia_2011-2020ò), (2007), 
https://www.gov.si/assets/ministrstva/MIZS/Dokumenti/Zakonodaja/EN/Resoluti
on-on-Research-and-Innovation-Strategy-of-Slovenia_2011-2020.pdf 
[10] Ministry of Public Administration, ñZakon o sistemu plaļ v javnem sektorju 
(ZSPJS)ò, (ñPublic Sector Salary System Actò), (2018), 
http://www.pisrs.si/Pis.web/pregledPredpisa?id=ZAKO3328 
 
 
  

http://www.pisrs.si/Pis.web/cm?idStrani=prevodi
http://www.pisrs.si/Pis.web/cm?idStrani=prevodi
http://www.arrs.si/en/index.asp
https://era.gv.at/object/document/2763/attach/SI_ERA_Roadmap.pdf
https://www.gov.si/assets/ministrstva/MIZS/Dokumenti/Zakonodaja/EN/Resolution-on-Research-and-Innovation-Strategy-of-Slovenia_2011-2020.pdf
https://www.gov.si/assets/ministrstva/MIZS/Dokumenti/Zakonodaja/EN/Resolution-on-Research-and-Innovation-Strategy-of-Slovenia_2011-2020.pdf
https://www.gov.si/assets/ministrstva/MIZS/Dokumenti/Zakonodaja/EN/Resolution-on-Research-and-Innovation-Strategy-of-Slovenia_2011-2020.pdf
https://www.gov.si/assets/ministrstva/MIZS/Dokumenti/Zakonodaja/EN/Resolution-on-Research-and-Innovation-Strategy-of-Slovenia_2011-2020.pdf
http://www.pisrs.si/Pis.web/pregledPredpisa?id=ZAKO3328


 
 
 

47 

 

 

 
 
Gender Equality Report 
for Jan Kochanowski 
University of Kielce, 
Poland  
Project Acronym: ATHENA 

Title: IMPLEMENTING GENDER EQUALITY PLANS TO UNLOCK RESEARCH 
POTENTIAL OF RPOS AND RFOS IN EUROPE 
 
Grant Agreement n°: 101006416 
 
 
 

 

 

 

 

  



 
 
 

48 

 

 

Table of Contents 

Gender Equality Report for Jan Kochanowski University of Kielce, Poland ........................ 47 

Table of Contents .................................................................................................... 48 

List of Figures .......................................................................................................... 49 

List of tables ............................................................................................................ 49 

Executive summary (Jan Kochanowski University of Kielce) ................................... 51 

Introduction ............................................................................................................. 52 

1. Methodology..................................................................................................... 53 

2. Outcomes of the assessment of the national provisions in Poland ................... 54 

2.1. Status of gender equality in society ........................................................... 54 

2.2. Status of gender equality in research and higher education ...................... 56 

3. Outcomes of the gender equality audit at Jan Kochanowski University of Kielce

 58 

3.1. The pool of graduate talents ...................................................................... 59 

3.2. Gender balance in research ...................................................................... 59 

3.3. Gender balanced career advancement...................................................... 63 

3.4. Gender balance in decision making ........................................................... 63 

3.5. Gender balanced working conditions ......................................................... 64 

3.6. Gender balance in research outputs .......................................................... 67 

4. Identified gender biases at Jan Kochanowski University of Kielce .................... 68 

4.1. Outcomes of the staff survey ..................................................................... 68 

4.2. Outcomes of the interviews analysis ......................................................... 76 

4.3. Outcomes of the analysis of the focus groups ........................................... 77 

5. Recommendations for development of gender equality plan at Jan Kochanowski 

University of Kielce .................................................................................................. 79 

References  (Jan Kochanowski University of Kielce) ............................................... 81 

Annexes (Jan Kochanowski University of Kielce) .................................................... 82 

 
 
 
  



 
 
 

49 

 

 

List of Figures 
Figure 1 Proportion of women and men among UJK academic staff by academic grade 

(2020) ......................................................................................................................... 61 

Figure 2 Number of women and men (UJK research, research didactic employees) by 

age and by academic grade (2020) ............................................................................. 62 

Figure 3 Do you feel it is easier for a man or a woman to obtain the scientific/academic 

degree? (n=53) (UJK) ................................................................................................. 73 

 

List of tables 
Table 1 Gender Equality Index domain scores for Poland (2020) ............................... 55 

Table 2 Proportion of women among Ph.D. graduates in Poland (%, 2018) ............... 56 

Table 3 Proportion of women among researchers in Poland (%, 2018) ...................... 56 

Table 4 Proportion of women among all academicsô staff by grade in Poland (%, 2018)

 ................................................................................................................................... 57 

Table 5 Proportion of women on boards, members, and leaders, heads of universities 

in Poland (%, 2019) .................................................................................................... 57 

Table 6 UJK employment structure by gender (2020) ................................................. 59 

Table 7 The pool of graduate talents ï UJK PhD candidates (%) (2020) .................... 59 

Table 8 Number of UJK research employees, including women and men (2016,2020)

 ................................................................................................................................... 60 

Table 9 Distribution of UJK researchers employed across fields of R&D by gender (%) 

(2020) ......................................................................................................................... 60 

Table 10 Distribution of UJK research employees across age groups (%), by gender 

(2020) ......................................................................................................................... 61 

Table 11 Qualitative indicators on gender balance in research (UJK) ......................... 62 

Table 12 Qualitative GEA indicators on gender balanced career advancement  (UJK)

 ................................................................................................................................... 63 

Table 13 Gender balance in decision making (%) (UJK) ............................................. 64 

Table 14 Qualitative indicators on gender balance in decision making (UJK) ............. 64 

Table 15 Gender pay gap based on average gross monthly wage (%) (2020) (UJK) .. 65 

Table 16 Qualitative indicators on gender balance in working conditions (UJK) .......... 65 

Table 17 Indicators on adverse social behavior at the workplace (UJK) ..................... 66 

Table 18 Qualitative indicators on gender balance in research outputs (UJK) ............ 67 

Table 19 Attitudes towards gender equality in the organization (UJK) ........................ 69 

Table 20 Intellectual capacity, creativity, talents of women and men (girls and boys) 

(UJK) .......................................................................................................................... 70 

Table 21 Imbalances and disadvantages in: Recruitment and promotion process (UJK)

 ................................................................................................................................... 71 

Table 22 Tools supporting gaining academic/scientific degree (UJK) ......................... 73 

Table 23 The statements related to the decision-making positions (UJK) ................... 74 



 
 
 

50 

 

Table 24 How often have you experienced the following behaviour at your workplace? 

(UJK) .......................................................................................................................... 75 

Table 26 Sample description - online survey by sex, grades etc. (UJK) ...................... 82 

Table 27 Sample description - storytelling research by sex, grades (UJK) .................. 83 

Table 28 Sample description - focus group research by sex, age, occupation and 

degree (UJK) .............................................................................................................. 84 

 
 
 
 
 
 
  



 
 
 

51 

 

Executive summary (Jan Kochanowski University of 
Kielce) 
The Jan Kochanowski University has received the distinction of ñHR Excellence 
in Researchò from the European Commission. This obliges the University to 
continuously develop its Human Resources and recruitment policies, including 
the development of equality policies in the form of The General Equality Plan for 
the Jan Kochanowski University. 

The University has already implemented clear pay and recruitment transparency 
policies to avoid discrimination based on sex/gender, age, family status, ethnicity, 
disability, and other possible grounds of discrimination. However, advanced 
organizational solutions aimed at changing the awareness of gender equality 
considering the results of the diagnosis should still be implemented. 

Analysis of quantitative and qualitative data indicates similar proportions of 
women and men working at the Jan Kochanowski University of Kielce, with a 
slight predominance of women in the group of academic teachers. 

Significant divergences in the progress of the scientific career of women and men 
have been identified, consisting of an apparent slowing down of career for women 
at the doctoral level and problems encountered with academic promotion to 
higher degrees. 

There was a slight discrepancy in salaries, which should be monitored, and 
appropriate regulations incorporated and enforced. 

On the other hand, women predominate among those in decision-making 
positions at the Jan Kochanowski University of Kielce. 

Importantly, in all groups, gender equality is understood as equal opportunities 
for development, but not as a balanced representation of women and men in 
decision-making positions, since the assumption of these positions is related to 
elections (rector, Senate members) or to scientific achievements and skills.  

The respondents stated that they had not encountered situations of gender-
based favoritism, although one group stressed the need to monitor the 
observance of gender equality in the recruitment process to work at the 
University.  

In the group of academics, it was emphasised that interest in particular fields of 
science results from cultural factors rather than institutional barriers. And mutual 
relations between employees and between employees and faculty and University 
authorities are not determined by gender.  

The academic community agrees that education is important in the field of 
diversity, tolerance, and understanding. Building a culture of gender awareness 
among the academic community is key to achieving improvements in gender 
equality area. 
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Respondents strive to ensure a balance between professional and personal life, 
however, irregular working hours, teaching at different times/days, additional 
research work, dissemination of research results (including participation in 
conferences), project implementation are activities that are undertaken by them 
with different intensity and periods of work.  

For some women, it is an advantage to have flexible working hours, but for others 
it is a burden, making it impossible to separate work from private life, and 
destabilizing family life. In most cases, the line between private life and work is 
blurred.  

It is necessary to take measures to support the development of scientific careers, 
as well as the greater activity of women in research and in obtaining grants.  

It is essential to collect relevant data to examine the relative situation of women 
and men within the organization and its core activities. 

Institutional change should be based on research findings and reliable, 
systematically collected data that integrate an intersectional perspective into the 
University's management processes.  

 

Introduction 
The objective of the report is to provide a description of the departure situation in 
terms of gender basis for the development of appropriate Gender Equality Plan 
(GEP) for Jan Kochanowski University of Kielce (UJK).  

One of the most important challenges facing European society is the elimination 
of all types of discrimination. Therefore, Jan Kochanowski University of Kielce 
joins other European institutions which aim to provide equal opportunities in the 
development of academic careers and takes action to create a safe workplace 
that allows development based on equality and diversity of staff, students, and 
PhD candidates.  

Building a work environment in which the harmonious development and 
interaction of employees is ensured is one of the priorities of the University.  

Equality of opportunity means a state in which women and men have equal social 
value, equal rights and responsibilities, as well as equal access to social 
resources (e.g., public services, labour market). It is a situation in which 
representatives of all genders can develop freely in the family and professional 
area, as well as make decisions based on their needs, dreams, and ambitions. 

The Gender Equality Plan is not only the realisation of the idea of equality, but 
also a set of solutions created based on the provisions of Community and national 
law. 

Appointed UJK research team, within Athena H2020 project, carried out desk 
research, quantitative and qualitive research. Although there was no single 
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document governing GE in the university to date, documents that were scattered 
throughout the organization and largely governed equality issues were reviewed. 

The presented report provides data and information collected within the WP2 of 
the project Task 2.1 óGender equality audit and assessment at the organizational 
levelô and Task 2.2. óReport on national status in gender equality in project 
partners countries - Legislative and Policy Backgrounds to Promote Gender 
Equality in Researchô and partial research tasks within this (2.3 deliverable) 
Gender Equality Report thanks to which it was possible to prepare a full 
diagnostic report for Jan Kochanowski University of Kielce. 

The report is structured according to the process of data collection, based on the 
gender equality audit, and adapted to the requirements of the diagnosis for 
Gender Equality Plans according to the guidelines of the European Commission2 
and Gender Equality Strategy 2020-20243.  

The chapter 1 shortly describes methodology applied by UJK research team and 
data collection process undertaken within Athena project. 

The chapter 2 is devoted to overall gender equality in Poland (general society) 
and research and innovation on country level. It mentions legislative framework, 
national bodies rules, strategic documents, and initiatives in Poland general and 
research and higher education sector. 

The third part concentrates on Jan Kochanowski University of Kielce gender 
equality audit results. The quantitative indicators were grouped into six 
dimensions according to gender equality audit methodology (GEA). 

In the fourth chapter gender biases at Jan Kochanowski University of Kielce were 
identified and described as a result of storytelling interviews and focus groups 
workshops as well as an outcome of online survey. 

Using the indicators and research tools the final recommendations for 
development of the Gender Equality Plan for Jan Kochanowski University of 
Kielce were collected and summarized in the fifth chapter.  

The findings and conclusions presented in this report are the very strong basis 
for the GEP designing process which is a next step planned at Jan Kochanowski 
University of Kielce 

1. Methodology 
The findings in this report are the results of a mixed methodology design within 
several research activities and diverse data collection technics implemented 
throughout the year 2020. The methodologies have been prepared and guided 
by the Athena partner, the Institute for Research in Social Communication at the 
Slovak Academy of Sciences.  

 
2 Available at: https://ec.europa.eu/international-partnerships/system/files/join_2020_17_en_final.pdf  
3 Available at: https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=CELEX%3A52020DC0152  

https://ec.europa.eu/international-partnerships/system/files/join_2020_17_en_final.pdf
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=CELEX%3A52020DC0152
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The national provisions in terms of gender equality in research and higher 
education were assessed based on a desk-research and policy analysis related 
to gender equality in society, research, and higher education.  Our team utilized 
extensive desk research focusing mainly on the national legislation and policy 
documents, such as laws, regulations, strategies, action plans, monitoring and 
evaluation reports relevant for the current and future policies and measures 
supporting gender equality at the level of our organization.  

Our research team collected the data from March to December 2021. The gender 
equality audit (GEA) comprises the collection of quantitative and qualitative 
indicators. The foundation of the quantitative GEA indicators was the European 
standardized data collection on women in science She Figures.4 The qualitative 
GEA indicators present unquantified aspects and measures to assess the 
situation in terms of gender equality. Analysis of the collected data was obtained 
in cooperation with the Human Resources Department, Payroll Department, 
Education Office, Science Department, Doctoral School, Project Management 
Centre. The measures were evaluated via an online data collection system using 
a simple online assessment tool.  

To identify gender biases in Jan Kochanowski University we used three data 
collection methods: online survey, story-telling interviews, and focus groups. An 
online staff survey implemented by a standardized questionnaire comprising 47 
closed and open questions was distributed via an online data collection system 
(Survey Monkey). In total, 53 questionnaires were included in the analysis5.  

The objective of the story-telling interviews was to search for the diversity of 
typical facilitators and inhibitors of gender awareness in the life-course of 
scholars. Based on in scenario, our team implemented 20 interviews with 
researchers incl.: 10 women, 10 men6. 

The research team organized 4 focus groups in which a total of 25 persons took 
part in the following composition: 16 women, 9 men7. Then, using the 
standardised script, we translated the recoded discussions and analyzed the data 
using qualitative methods.  

2. Outcomes of the assessment of the national 
provisions in Poland 

2.1. Status of gender equality in society 

Considering, the legislative framework, in Poland, the gender equality principle is 
enshrined in the Constitution adopted in 1997, where the article 33 underlines 
ñthe male and female have an equal right to education, employment and 

 
4 EC (2019). She Figure 2018; Luxembourg: Publications Office of the European Union, 2019;  Available at: 

https://op.europa.eu/en/publication-detail/-/publication/9540ffa1-4478-11e9-a8ed-01aa75ed71a1 ; EC (2019). She 
Figures Handbook 2018; Luxembourg: Publications Office of the European Union, 2019;   Available at: 
https://publications.europa.eu/en/publication-detail/-/publication/09d777dc-447c-11e9-a8ed-01aa75ed71a1/language-en    
5 For the sample structure see the annex. 
6 For the sample structure see the annex. 
7 For the sample structure see the annex. 

https://op.europa.eu/en/publication-detail/-/publication/9540ffa1-4478-11e9-a8ed-01aa75ed71a1
https://publications.europa.eu/en/publication-detail/-/publication/09d777dc-447c-11e9-a8ed-01aa75ed71a1/language-en
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promotions, to equal remuneration for work of equal value, to social security and 
to occupy positions, perform functions and obtain public dignity and 
decorations"8. Poland has also ratified most of the international legal acts 
supporting equality, including the Convention on the Elimination of All Forms of 
Discrimination against Women (CEDAW), as well as the Beijing Declaration and 
Platform for Action. Ratified international agreements constitute a particularly 
important source of the legal framework of equality policy in Poland, as they are 
listed as sources of universally binding legislation in the Polish constitution 
(Article 87).  

Accession to the EU has contributed to a general improvement of the legal 
framework for equality, including significant changes in the labour code 
introduced in compliance with European principles. Both the Treaty on European 
Union and the Treaty on the Functioning of the European Union are supreme 
over national law. In 2010 the Polish parliament adopted The Act on the 
Implementation of Certain Provisions of the European Union in the Field of Equal 
Treatment. The Act sets general framework conditions for equal treatment policy 
in Poland, and it specifies the competent bodies in equal-treatment issues, that 
is, the Government Plenipotentiary for Equal Treatment and the Commissioner 
for Human Rights.  

In Poland, there is no system of monitoring of implementation of the in-force anti- 
discrimination legislation. Gender mainstreaming is practically invisible. Even in 
specific policies, such as, related to domestic violence, the attention to gender is 
minimum. The collection of gender disaggregated data is not regulated by law, 
which does not help in creating gender-specific interventions. There is no practice 
of gender budgeting/auditing.  

Following available data on gender equality to present situation in Poland, we use 
the Gender Equality Index (GEI). The score in 2020 ranks Poland on 55.8 out of 
the maximum 100-point score, it means that Poland falls below the EU-27 
average which in 2020 was 67.49. The GEIôs score consists of six areas: money, 
knowledge, time, power, and health reflecting the EU gender equality framework. 
The domain scores reveal which areas pull the gender equality in the country 
down. As presented in Table 1 the greatest weakness concerns the domain of 
power which measures gender equality in decision-making positions across the 
political, economic, and social spheres. 

Table 2 Gender Equality Index domain scores for Poland (2020) 

COUNTRY Work Money Knowledge Time  Power Health 
Poland 67.3 75.5 57.2 52.5 30.0 83.1 
EU-28 
average 

71.4 81.6 62.8 64.9 53.1 87.8 

 
8 EIGE, ñGender Equality in Academia and Research. National backgrounds: Polandò, 2020. Retrieved from: 
https://eige.europa.eu/gender- mainstreaming/countries/poland?fbclid=IwAR0vvMOjoT2FJpha_EnTQN_BBrKkKcKXkR-
nUFj0E0ljCzvGfySd6L6Xbmo [01.05.2021]  
9 Available at: https://eige.europa.eu/gender-equality-index/2020  

https://eige.europa.eu/gender-equality-index/2020
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Source: EIGE Statistics Database, Gender Equality Index scores, domain 
scores and sub-domain scores [index_data__index_scores]  

One of the indicators showing worth mentioning is the gender overall earnings 
gap, which a presents persistent gap to the detriment of women. According to 
Eurostat10 in Poland. it is 30.7% (2018). This synthetic indicator considers three 
types of disadvantages for women in the labour market: lower hourly earnings, 
lower hours worked in paid work, and lower employment rates due to interruptions 
in childcare or other dependent family members. Disparities are therefore 
noticeable. 

2.2. Status of gender equality in research and 
higher education 

Standardized EU indicators of women and men in research and innovation place 
Poland considering the gender equity in science among EU-27 average11. 

Overall, in Poland, considering the gender equality status in science and higher 
education, the share of women after doctoral studies exceeded 50% (Table 2). 
Nevertheless, women continued to be under-represented among Ph.D. 
graduates in the fields of information and communication technologies. However, 
when analyzing engineering, manufacturing, and construction, the proportion of 
women is more than 40%.  

Table 3 Proportion of women among Ph.D. graduates in Poland (%, 2018) 

Country All fields of 

study 

Information and 

communication 

technologies 

Engineering, 

manufacturing, 

and construction 

Poland 56,3 10,2 43,5 

EU ï 27 average 48,1 22,4 29,4 

Source: She Figures, 2021 

At the EU-27 level, women represented just under one-third (32,8%) of the total 
population of researchers in 2018 (Table 3). Gender imbalance persisted in the 
proportion of women researchers is also below 40% in Poland, but it is a little bit 
higher than average in the EU. 

Table 4 Proportion of women among researchers in Poland (%, 2018) 

Country 2018 

Poland 38,1 

EU ï 27 average 32,8 

Source: She Figures, 2021 

 
10 Eurostat, Gender overall earnings gap [TEQGES01] 
11 EC 2021, She figures 2021. Gender in research and innovation: statistics and indicators, Directorate-
General for Research and Innovation (European Commission), https://op.europa.eu/en/publication-detail/-
/publication/67d5a207-4da1-11ec-91ac-01aa75ed71a1/language-en [access 9.01.2022] 
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Regarding indicators of career advancement, it can be easily noticed that the 
share of grade A staff among all academic staff is gender unbalanced (Table 4). 
Men are more likely than women to reach grade A positions. 

Table 5 Proportion of women among all academicsô staff by grade in Poland (%, 
2018) 

Country Grade A Grade B Grade C Grade 

D 

Total GCI 

Poland 25,2 39,3 50,5 51,2 45,1 1,78 

EU ï 27 

average 

26,2 40,3 46,6 47,1 42,3 1,58 

Source: She Figures, 2021 

The Glass ceiling index (GCI) shows the difference between women and men in 
terms of their chances of being promoted. The higher the value, the stronger the 
glass ceiling effect. The GCI in Poland in 2018 was slightly higher than average 
in the EU (+0,2). 

In term of gender-balance in decision making, the data from She Figure (2021) 
indicate that in Poland, the share of women is also below the EU-27 average 
(Table 5). Women in Poland are under-represented among scientific and 
administrative boards, advisory boards of a research organization, 
publicly/privately managed, and financed. 

 
Table 6 Proportion of women on boards, members, and leaders, heads of 
universities in Poland (%, 2019) 

Country Members, including 

leaders  

Leaders Heads of 

universities 

Poland 24,9 19,4 10,9 

EU ï 27 

average 

31,1 24,5 17,9 

Source: She Figures, 2021 
 

Taking into consideration legislation that frames gender equality in research and 
higher education Poland does not have any comprehensive national strategy or 
road map to advance gender equality in research and innovation. There is no 
official law on gender in research and higher education. Only in 2018, together 
with the new law regulating higher education and science in Poland, the issue of 
parenthood among scientists was tackled by the Ministry of Science. The 2018 
Law on Higher Education and Science12 guarantees students of first-, second-, 
long- and third-cycle programs to extend their study periods based on child-care 

 
12 Ustawa z dnia 20 lipca 018 r. Prawo o szkolnictwie wyŨszym i nauce, Dz.U. Nr 2018 poz. 1668. 
Retrieved from: https://isap.sejm.gov.pl/isap.nsf/download.xsp/WDU20180001668/U/D20181668Lj.pdf  

https://isap.sejm.gov.pl/isap.nsf/download.xsp/WDU20180001668/U/D20181668Lj.pdf
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leaves. It prohibits denying access to individual education programs to female 
students expecting a child and students, who became parents - regardless of 
their gender. It allows taking (parental) leaves by students and Ph.D. candidates 
at their request. Moreover, it also states that child-care leaves extend the time of 
employeesô internal evaluation process. In the case of young researchers, they 
are not included in the calculation of the time of holding the doctoral title while 
applying for the minister's stipend.  

Apart from the above-mentioned recognition of scientists' role as parents, there 
are no other signs of gender mainstreaming in the field of R&I in Poland at the 
national level. In Poland, there is no specific gender-sensitive recruitment policy 
applied in institutions of the public research sector apart from isolated solutions 
adopted by some universities. Also, no measures are in place that traces existing 
gender pay gaps in institutions of the public research sector and no specific 
programs to support the re-entry of the academic workforce into research careers 
imposed by law or included in national strategies. 

Although there is no official law on gender in research and higher education, 
universities set up their internal regulations that prevent discrimination (including 
this based on gender) and/or refer to equality between women and men in their 
statutes and strategies for development to meet requirements set by the 
European Charter & Code for Researchers and the Code of Conduct for the 
Recruitment of Researchers and to obtain very prestigious HR Excellence in 
Research logo. They also establish bodies responsible for equal treatment and 
work on the Gender Equality Plan. 

There are other rules, not directly related to gender equality, which results from 
general rights guaranteed by Polish law. For example, in Poland, the issue of 
sexual harassment is regulated in the Labour Code in Article 18(3). It imposes an 
obligation on employers to prevent such behavior and to protect their employees. 
As for the public research sector institutions, university rectors and directors of 
research institutions are responsible for compliance with these regulations and 
additionally the Anti-Discrimination Standard for Universities in Poland (2018) 
developed by the Autonomy Foundation. 

The detailed remuneration criteria are also regulated by the Act on Higher 
Education and Science and several ordinances. Universities determine the 
conditions of remuneration for work in a company collective agreement or 
remuneration regulations. The starting point is the professor's salary, which is 
determined by detailed ordinances. Other academic positions are paid as an 
appropriate percentage of the salary of the professorial position. 

3. Outcomes of the gender equality audit at Jan 
Kochanowski University of Kielce 

From the analysis of the figures for total employees at Jan Kochanowski 
University, as of the end of 2020 (Table 6), it is evident that women predominate 
in the organization (W: 60.3%; M: 39.7%). The gender disproportion is particularly 
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visible in the group of didactic staff (W: 62.9%; M: 37.1%) where the majority are 
women, as well as in the group of other employees, i.e., administrative (W: 
70.2%; M: 29.8%). However, this is a common phenomenon in Polish public units, 
where women predominate in support positions. On the other hand, it is worth 
noticing that in the group of research employees, the gender proportions are 
almost equal (W: 51.2%; M: 48.8%). 

 
Table 7 UJK employment structure by gender (2020) 

No Title of the 
indicator 

 Total Number 
of women 

Number of 
men 

Women % Men % 

1. Employees in 
total 

 1533 924 609 60.3 39.7 

2. Research 
employees 

 713 365 348 51.2 48.8 

3. Didactic 
employees 
(inc. lectors) 

 243 154 89 63,4 36,6 

4. Other 
employees 

 577 405 172 70.2 29.8 

Source: Athena project, 2020-2021 
 

3.1. The pool of graduate talents  

An analysis of doctoral program applications by gender shows an comparable 
number of women and men (W: 51.8%; M: 48.2%). However, when it comes to 
the number of Ph.D. graduates in 2020, a higher number of women (70.4%) than 
men (29.6%) are noted (Table 7). 

 
Table 8 The pool of graduate talents ï UJK PhD candidates (%) (2020) 

No. Title of the indicator  Women Men 

1. Proportion of women and men 
among PhD applicants (2020) 

51.8 48.2 

2. Proportion of women and men 
among PhD students (2020) 

52.0 48.0 

3. Proportion of women and men among PhD graduates in: 
3.1 2016 60.9 39.1 
3.2 2020 70.4 29.6 

Source: Athena project, 2020-2021 
 

3.2. Gender balance in research 

Analyzing the gender balance in research (that is, the proportion of women and 
men who are research workers), it can be seen that the differences even out over 
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the 4 years. In 2016, women in this group accounted for 42.3% and men for 
57.7%. In 2020, the proportion of women was already 51.2% and men 48.8% 
(Table 8).  

Table 9 Number of UJK research employees, including women and men 
(2016,2020) 

No Title of the 
indicator 

Total Number 
of 
women 

Number of 
men 

Women 
(%) 

Men (%) 

1. Research 
employees -
2016 

878 371 507 42.3 57.7 

2. Research 
employees -
2020 

713 365 348 51.2 48.8 

Source: Athena project, 2020-2021 

The majority, 40.3%, of all female research staff work in the social sciences, 
followed by the humanities (23.0%), medical sciences (19.2%), and the least in 
the natural sciences (17.5%). For men, the distribution in scientific areas looks 
similar and shows the highest representation in social sciences (34.2%), followed 
by humanities and arts (22.4%), life sciences (21.8%), medical sciences (21.3%) 
(Table 9). 

 
Table 10 Distribution of UJK researchers employed across fields of R&D by 
gender (%) (2020) 

No. Type of indicator Women 
 

Men 
 

1. natural sciences   17.5 21.8 
2. engineering and technology   0.0 0.3 
3. medical sciences   19.2 21.3 
4. agricultural and veterinary sciences   0.0 0.0 
5. social sciences   40.3 34.2 
6. humanities and arts   23.0 22.4 

Source: Athena project, 2020-2021 

Considering the stages of the academic career, there are significant differences 
in the proportion of women and men among total academic teachers with 
degrees, scientific titles. Men predominate, both among those with the title of full 
(titular) professor (W: 29.9%; M: 70.1%) and associate (university) and habilitated 
doctor (W: 46.1%; M: 53.9%). In contrast, among those with doctoral and master's 
degrees (assistant professors, assistants, and doctoral students), women 
significantly predominate. A particular disproportion is visible in the doctoral 
degree (W: 61.5%; M: 38.5%), where a large proportion of women end their 
careers or face obstacles.  
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The presented results (Figure 1) indicate that the career development and 
promotion paths of women and men are not identical. This means that UJK must 
take the necessary steps to eliminate these disproportions. 

 
Figure 1 Proportion of women and men among UJK academic staff by 
academic grade (2020)  
 

 
Source: Athena project, 2020-2021 
 
 

The Glass Ceiling Index, which compares the proportion of women among all 
academic staff to the proportion of women in group A, was 1.8675 for the year 
2020. However, this value should be contrasted with the corresponding GCI for 
2016, which was as high as 2.4704, as well as with the already known GCI for 
2021, equal to 1.7723. Thus, it is evident, in the context of the development of 
academic careers, the successive decrease in the GCI in recent years. 

Analyzing the age of research staff, there is a dominance of workers aged 35-54 
of both genders (Table 10). In the age group of 55 and above (close to 40%), the 
predominance of men can be seen with 24% of all women (it is worth mentioning 
that women can retire at age 60 and they use this entitlement). 

 
Table 11 Distribution of UJK research employees across age groups (%), by 
gender (2020) 

No. Title of the indicator Women 
 

Men 
 

1. 25-34 13.7 10.3 
2. 35-44 29.0 22.1 
3. 45-54 33.7 28.5 
4. 55-64 17.3 25.0 
5. 65 and over 6.3 14.1 

Source: Athena project, 2020-2021 
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From the Figure 2 it is possible to notice a clear pattern, women dominate over 
men in numbers for lower grades and lower ages, while the situation is reversed 
for groups with higher grades and older ages. 

 

 

 

Figure 2 Number of women and men (UJK research, research didactic 
employees) by age and by academic grade (2020) 

  
 

Source: Athena project, 2020-2021 
 

The organizational arrangements for ensuring balance in research at UJK are not 
explicitly directed towards gender equality aspects (Table 11). 

Table 12 Qualitative indicators on gender balance in research (UJK) 

Legend:  1 - Was never implemented; 2 - Planned to be implemented; 3 - Was 
implemented in the past; 4 - Currently being implemented; 5 -In place but not 
used; DK - Donôt know/No information available; N/A;  

No.  Title of the indicator UJK 
1.  A dedicated organisational arrangement (office, contact person, 

etc.) aimed at  change towards gender equality 
1 

2.  Gender equality action plan (GEP) 1 
3.  Monitoring and continuous evaluation of the GEP  1 
4.  Gender budgeting  1 
5.  Women networks established 1 
6.  External alliances of organisations with an outstanding reputation 

for gender equality created 
1 

7.  GE awareness-raising activities for students  1 
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8.  GE awareness-raising activities for staff  1 
Source: Athena project, 2021 
 

It seems necessary to take actions dedicated to the development of GEP, not 
only for the purpose of obtaining external funds from European Commission 
programs but to raise awareness around equality and diversity in organizations 
also in research and innovation. 

 
 
 

3.3. Gender balanced career advancement 

The Gender balanced career advancement assesses the HR measures 
promoting women scientists in their professional development.  Now, additional 
tools to stimulate the development of women's scientific careers, such as 
monitoring programs, additional training, are not functioning at UJK (Table 12). 

 

Table 13 Qualitative GEA indicators on gender balanced career advancement  
(UJK) 

Legend:  1 - Was never implemented; 2 - Planned to be implemented; 3 - Was 
implemented in the past; 4 - Currently being implemented; 5 -In place but not 
used; DK - Donôt know/No information available; N/A;  
 
No.  Title of the indicator UJK 
1. Mentoring programmes for female employees  1 
2. Gender training for employees  1 
3 Equal access to internal training 4 
4. Specific sabbatical for women scientists 1 

Source: Athena project, 2021 
 
It is essential to implement a gender equality program and activities that equalize 
the opportunities for women/men to develop scientific careers, facilitate work-life 
balance, and advance the careers of both genders, considering the role of women 
in society. 

3.4. Gender balance in decision making 

The study found differences between the participation of women and men in the 
management of the university and individual departments as well as in 
committees and other bodies (Table 13). Although at the time of the survey (2021) 
the highest position is held by a man (it is worth noting that in the history of UJK 
the position of Rector was held by a woman), the positions of vice-rectors, deans 
and vice-deans are significantly dominated by women. 
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This proportion differs from the general statistics in Poland and at the European 
Union level, where women are most often under-represented. 

Table 14 Gender balance in decision making (%) (UJK) 

No. Title of the indicator Women 
 

Men 
 

1. Rectors (at the top) of the university/organisation in 
1.1. Previous term 0 100 

1.2. Year 2021 0 100 

2. Vice-Rectors (at the top) of the university/organisation in 

2.1. Previous term 50.0 50.0 

2.2. Year 2021 75.0 25.0 

3. Scientific boards in 2021 52.0 48.0 

4. Deans of Faculties/Institutes in 2021 62.5 37.5 

5. Vice-Deans of Faculties/Institutes in 2021 68.8 31.2 

Source: Athena project, 2021 
 

In Jan Kochanowski University regulations are ensuring appropriate parities in 
the bodies, committees, and councils. However, additional training programs, 
e.g., in leadership and strategic management, do not work (Table 14). 

 
Table 15 Qualitative indicators on gender balance in decision making (UJK) 

Legend:  1 - Was never implemented; 2 - Planned to be implemented; 3 - Was 
implemented in the past; 4 - Currently being implemented; 5 -In place but not 
used; DK - Donôt know/No information available; N/A;  
No.  Title of the indicator UJK 
1. Gender-integrated leadership programme 1 
2. Gender training for managers  1 
3. Targets/quotas for gender balance in boards and 

committees  
4 

Source: Athena project, 2021 
 

However, it is necessary to introduce measures to improve the equality and 
diversity competencies of staff in managerial positions. An example is a training 
programme to improve competencies in gender-integrated leadership. 

3.5. Gender balanced working conditions  

Gender balanced working conditions examine the organizationôs instruments and 
policies to support work-life balance, as well as standards to prevent sexual 
harassment in the workplace. They create an organizational culture. UJK has 
administrative arrangements in place to ensure transparent compensation 
policies, including equal pay, as well as a healthy, safe, and harassment-free 
work environment. 
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UJK set up internal regulations that prevent discrimination (including based on 
sex) and refer to equality between women and men in their statutes and 
strategies for development to meet requirements set by the European Charter & 
Code for Researchers and the Code of Conduct for the Recruitment of 
Researchers and to obtain HR Excellence in Research logo. The organization 
has a Code of Ethics, Anti-Mobbing Policy, aiming to prevent discriminatory 
actions in all fields. 

Nonetheless, the results of the survey indicate a discrepancy in the remuneration 
of R&D employees - the remuneration of men is 12.1% higher than that of women. 
In the case of research staff by 8.9%, and exclusively teaching staff - by 3.1%. 
Among support staff representatives, the difference is smaller - 1.6%. In contrast, 
the salaries of male full professors (titular) are 1.7% lower than those of women 
with the same output (Table 15). 

Table 16 Gender pay gap based on average gross monthly wage (%) (2020) 
(UJK) 

No.  Title of the indicator UJK 
1. Gender pay gap based on average gross monthly wage (%) 12.1 

 
1.1 Researchers  8.9 
1.2. Didactics (only) 3.1 
1.3. Other supporting staff 1.6 
2. Gender pay gap in the organisation among A- grade 

academics (%) 
-1.7 

 
Source: Athena project, 2021 

It is worth noting that this is an apparent phenomenon of the pay gap. Given the 
previous data and the fact that fewer women earn top degrees and tend to retire 
earlier, older male professors may overstate the average earnings of men as a 
whole. 

This is confirmed by the results of the in-depth interviews and the conclusions 
reached during the focus group meetings indicate that the working conditions at 
the University do not put the respondents at a disadvantage compared to other 
UJK employees and the rules in force at the University apply to every employee 
regardless of gender. However, combining work and family life (work-life balance) 
is difficult from the point of view of both genders, especially in the case of women 
who are mothers (Table 16). 

Table 17 Qualitative indicators on gender balance in working conditions (UJK) 

Legend:  1 - Was never implemented; 2 - Planned to be implemented; 3 - Was 
implemented in the past; 4 - Currently being implemented; 5 -In place but not 
used; DK - Donôt know/No information available; N/A;  
No. Title of the indicator UJK 
1. Equal pay measures 4 

2.  Pay transparency policies 4 
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3. Gender pay audits/equality pay reports prepared and publicly 

available 

1 

4. Appropriated workload and content of the work policy 4 

5. Non-discriminatory equipment necessary for work/research 

measures 

4 

6. Healthy and safe workplace/university environment policy 4 

7. Possibility to work part-time 4 

8. Flexitime 4  

9. Telework 4 

10. Maternity institutional policy  1 

11. Paternity institutional policy  1 

12. Childcare support (internal kindergarten, on-demand/flexible 

childcare support, etc.) 

3 

13. Support/subsidise childcare services 4 

14. Teaching free period after returning from parental leave 1 

15. Policy on care for elder/dependent family members of 

employees 

DK 

Source: Athena project, 2021 
 

Flexible time or remote working solutions have emerged forced by pandemics 
and should not be directly linked to facilities for equal opportunities. The university 
should permanently develop solutions in remote/flexible working system. 

It is worth emphasizing that caring for organizational culture manifests itself, 
among other things, in raising awareness of the academic community by 
combating stereotypes and prejudices and implementing solutions equalizing 
opportunities for scientific development (Table 17). 

 

Table 18 Indicators on adverse social behavior at the workplace (UJK) 

Legend:  1 - Was never implemented; 2 - Planned to be implemented; 3 - Was 
implemented in the past; 4 - Currently being implemented; 5 -In place but not 
used; DK - Donôt know/No information available; N/A;  
No.  Title of the indicator UJK 
1 Internal guidelines/measures on the use of non-sexist 

language in internal and external communication  
4 

2. Bodies mandated to implement and monitor policy of ónon-
discrimination on the basis of gender. 

1 

3. Specific person/committee/commission responsible for 
harassment at the institutional level  

1 

4. Protocol for preventing and tackling sexual harassment and 
gender-based violence 

4 

5. Promotion of awareness measures to prevent harassment, 
sexist attitudes  

2 
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Source: Athena project, 2021 
 

The analysis leads to a conclusion that UJK has indirect documents, such as the 
Code of Ethics or the Anti-Mobbing Policy, and other scattered regulations 
compliant with the Labour Code.  

However, there is a lack of additional solutions, especially preventive ones, which 
go beyond the basic actions required by law. This indicates the need to create 
such solutions, mainly concerning working conditions and salaries, but also 
building a friendly environment in which negative behaviors will meet with a firm 
response. 

One of the actions conducive to a culture that equalizes the opportunities of 
women and men for the development of scientific careers, facilitating the 
reconciliation of professional and private life may be a policy that supports 
researchers-parents.  

3.6. Gender balance in research outputs 

The study shows that the issue of gender as a leading theme appears quite rarely 

in scientific publications or research projects conducted at UJK (Table 18).  

The analysis of the numbers resulting from the application of the Gender balance 

in research outputs indicator also shows that the number of women and men 

applying for external funding for research projects is at the same level. However, 

a disproportion appears in the statistics on the effectiveness of obtaining a grant. 

The data indicate that in the analyzed period, men were (three times) more likely 

to obtain grants and the grantsô amount were even seven times higher than those 

applied for by women. It is worth noticing that the disproportion applied to literally 

several grants in total, so "fluctuating" up or down by even 2 - 3 grants results in 

very high percentages. The grants given to men are in fields where funding is 

inherently high because they are fields with costly research. 

Table 19 Qualitative indicators on gender balance in research outputs (UJK) 

Legend:  1 - Was never implemented; 2 - Planned to be implemented; 3 - Was 
implemented in the past; 4 - Currently being implemented; 5 -In place but not 
used; DK - Donôt know/No information available; N/A;  
No.  Title of the indicator UJK 
1. Gender lectureships to assist faculties/departments on how to 

mainstream gender equality  
1 

2. Integration of a gender-sensitive approach into teaching  1 
3. Integration of gender analysis into research  1 
4. Integration of womenôs and gender studies into the curriculum of 

bachelor/Master courses 
1 

5. The gender perspective in the research funding schemes  1 
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6. The integration of the gender perspective in submitted and funded 
projects; 

4 

7. Finances for research projects primarily devoted to gender 
aspects allocated. 

1 

8. Sex-segregated data on research funds  1 
9. Sex-disaggregated data about students 4 
10 Sex-disaggregated data about staff 4 

Source: Athena project, 2021 
 

Nevertheless, it is good to implement organizational solutions, which will support 
the use of the scientific potential of the staff and at the same time prevent the loss 
of human capital of the University. 

Also, at the stage of recruiting new employees, it is necessary to maintain a high 
standard of transparency of vacancy announcements, to ensure the appropriate 
language of announcements, which will encourage both men and women to 
apply. It is indicated to support research teams including young, inexperienced 
staff, Ph.D. students. 

4. Identified gender biases at Jan Kochanowski 
University of Kielce 

4.1. Outcomes of the staff survey 

The goal of the online survey was to identify how aware are the respondents on 
gender equality in science and research organisations and to identify the 
biases/stereotypes related to the women´s and men´s role in science and 
research organisations. UJK employees used a five-point Likert scale, to point 
their attitude to specific gender topics. 

The invitation to complete the survey was sent to all UJK employees regardless 
of position, along with a reminder with a one-week interval. Only 91 people took 
part in the survey, and finally, 53 questionnaires were qualified for further analysis 
(completed by the respondents). 

What is important is the specifics of the organization of the survey in combination 
with the obtained sample size and structure means that the sample structure 
cannot be considered representative. Therefore, an attempt to generalise the 
results of the sample of respondents to the population (all UJK employees) will 
not provide reliable/reliable conclusions 

The sample description 

The respondents were predominantly heterosexual 94%. Overall, the survey was 
predominantly female at 67%. One person refused to specify gender. The 
majority of respondents were married or in a civil partnership (63%), dominated 
by those who had no children under the age of 17. (57%) or also did not have 
elderly people in their care (84%). 
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30% of the respondents were between the ages of 41-50, 30% were between the 
ages of 31-40, 1 in 5 were under the age of 30, and 17% were over the age of 
51. 

68% of respondents indicated belonging to the majority ethnic group, only 3 
people indicated minority, and 17% were unsure. 

Considering occupation within the survey dominated academic/researcher 
(79%), and administrative staff accounted for 19% (they were only W).20% of the 
respondents were Associated professor (predominantly W), Ph.D. candidates - 
17%, Researcher (with Ph.D.) - 15%, Full professor - 6%. The largest number of 
respondents represented social sciences (28%). 

The majority of the respondents were employed full-time (86%). Considering 
earnings, within respondents dominated people with earning 10,000-20,000 
Euros gross per year (37%), but nearly a third earned less than 5,000 Euros (W 
was predominant in this group), and nearly a quarter of the respondents' salaries 
were in the 5,000-10,000 Euro range. 

More than half of the respondents (54%) were not members of any decision-
making body. 

 

Results of the survey 

The vast majority of the respondents (Table 19) agreed with the statement that 
gender quality in their organisation is important for them personally (70% in total, 
with such an answer indicated by 90% of the administrative staff and 60% of the 
academic/researcher staff). Moreover, a significant number of respondents 
agreed that gender quality increases the fairness of the working environment 
(51%) and makes it easier to balance work and family (47%). However, more 
than half of the respondents disagreed with the statement that gender quality is 
an ideology enforced by liberals and increases the bureaucracy in the 
organization (57% and 51% respectively,), as well as nearly half, disagreed that 
gender equality puts too much burden on the management to regulate employees 
and it is only a conditionality for some EU research funding without any 
importance (45%, 44% respectively,). Both women and men had similar attitudes 
to the above statements, only with the statement on bureaucracy W negated the 
problem to a greater extent (57% W and 41% M) (Table 19). 

Table 20 Attitudes towards gender equality in the organization (UJK) 

Gender equality in UJK 1 2 3 4 5 n 

increases the fairness of the 
working environment. 

7.55% 5.66% 
35.85

% 
28.30% 

22.64
% 

53 

improves the quality of 
scientific performance. 

7.55% 7.55% 
49.06

% 
20.75% 

15.09
% 

53 

increases the bureaucracy in 
the organization. 

13.21% 
37.74

% 
26.42

% 
11.32% 

11.32
% 

53 
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makes it easier to balance 
work and family. 

3.77% 
18.87

% 
30.19

% 
28.30% 

18.87
% 

53 

is important for me personally. 
0.00% 

11.32
% 

18.87
% 

39.62% 
30.19

% 
53 

puts too much burden on the 
management to regulate 
employees. 

13.21% 
32.08

% 
32.08

% 
15.09% 7.55% 53 

is only a conditionality for 
some EU research funding 
without any importance 

21.15% 
23.08

% 
30.77

% 
19.23% 5.77% 52 

Gender equality is an ideology 
enforced by liberals. 

32.08
% 

24.53
% 

18.87
% 

18.87
% 

5.66
% 

53 

Notes:1-strongly disagree, 2-disagree, 3-neither disagree nor agree, 4-agree, 5 
ï strongly agree. 
Source: Athena project, 2021 
 

Considering intellectual capacity, creativity, talents of women and men (girls and 
boys) more than half of the respondents strongly disagree with the statements 
that women are not suited for specific research fields (64%, dominated by 
persons aged 31-40), it is more important to encourage boys than to encourage 
girls to pursue a science career (58%) and men have higher chances in the 
research, as they have more innovative and creative thinking (53%). On the other 
hand, respondents strongly agree with the statement that women are just as 
capable of thinking logically as men (49%, with the total share of responses 
supporting the statement amounting to 79%). In the case of the statement: men 
scientists are better at information technologies and using technical equipment 
than women scientists, negation answers predominate (64% in total), and men 
disagree with this statement more strongly (53% M, 31% W). Data are presented 
in Table 20. 

Table 21 Intellectual capacity, creativity, talents of women and men (girls and 
boys) (UJK) 

Do you agree or disagree with 
statement? 

1 2 3 4 5 n 

It is more important to encourage 
boys than to encourage girls to 
pursue a science career. 

58.49
% 

26.42
% 

11.32
% 

3.77% 0.00% 53 

Women are not suited for specific 
research fields. 

64.15
% 

20.75
% 

7.55% 7.55% 0.00% 53 

Men have higher chances in the 
research, as they have more 
innovative and creative thinking. 

52.83
% 

26.42
% 

9.43% 
11.32

% 
0.00% 53 

Women are just as capable of 
thinking logically as men. 

7.55% 3.77% 9.43% 
30.19

% 
49.06

% 
53 

Men scientists are better at 
information technologies and using 

37.74
% 

26.42
% 

20.75
% 

11.32
% 

3.77% 53 
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technical equipment than women 
scientists. 

Notes:1-strongly disagree, 2-disagree, 3-neither disagree nor agree, 4-agree, 5 
ï strongly agree. 
Source: Athena project, 2020-2021 

When analysing questions about gender imbalances and disadvantages in the 
Recruitment and promotion process (Table 21), it should be stressed that the 
answer for each of them was: women and men are in an equal situation. About 
2/3 of the respondents expressed their opinion this way when answering the 
question about a decision about hiring someone (66%) and salary or bonuses 
(64%, with 34% women indicating a preference for men). Apart from these 
answers, there were more frequent indications of preference for men than for 
women (and here the answers given by women predominated), only a slight 
predominance of answers indicating a preference for women can be seen in the 
question concerning grants - international level (the answers given by men 
predominated). 

Table 22 Imbalances and disadvantages in: Recruitment and promotion process 
(UJK) 

Do you agree or disagree with 
statement? 

1 2 3 4 5 n 

When a decision is made about 
hiring someone. 

3.77% 3.77% 
66.04

% 
9.43% 3.77% 53 

When appointing people to top 
managerial positions. 

1.89% 1.89% 
56.60

% 
13.21

% 
13.21

% 
53 

When employees are striving for 
a better position. 

1.89% 1.89% 
58.49

% 
15.09

% 
7.55% 53 

When the issue is salary or 
bonuses. 

1.89% 0.00% 
64.15

% 
18.87

% 
7.55% 53 

When decisions about grants for 
submitted projects are made at 
the national level. 

1.89% 3.77% 
52.83

% 
11.32

% 
0.00% 53 

When decisions about grants for 
submitted projects are made at 
the international level. 

1.89% 5.66% 
47.17

% 
3.77% 1.89% 53 

Notes:1-women are certainly preferred, 2-women are slightly preferred, 3-women 
and men are in equal situation, 4- men are slightly preferred, 5 ï men are certainly 
preferred, pozostağe odpowiedzi ï donôt know 

Source: Athena project, 2020-2021 

In a question about perceived gender advantage in selected aspects13 
intermediate answers dominated, i.e. they did not clearly indicate advantage of 

 
13 The following issues were included in the question: Assignment of important tasks and roles; 
Distribution of office space; Receipt of mentoring; Attention from senior management; Access to 
informal circles of influence; Receiving positive feedback from management; Allocation of career 
development opportunities (such as training); Distribution of laboratory space or equipment; 
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women or men (4 points on 7point scale, where 1 - Advantage towards women, 
7 - Advantage towards men). However, analyzing the remaining answers, one 
can indicate the predominance of answers showing advantage towards men. 
These differences are most evident in issues related to: recognition of intellectual 
contributions, assignment of important tasks and roles, receiving positive 
feedback from management (total for points 5-7 respectively: 23%, 21%, 21%), 
they are also evident in: attention from senior management (19%).  
The predominance of answers indicating advantage towards women concerns 
such issues as allocation of: administrative tasks and service roles and teaching 
(total for points 1-3 respectively: 34%, 25%, 12%). The advantage towards men 
was more often indicated by women. The biggest differences in the distribution 
of women and men answers are visible in the following issues: receiving positive 
feedback from management, recognition of intellectual contributions (where 
women indicated advantage towards men more often) and allocation of service 
role (where women indicated advantage towards women more often). 

Asking about work life balance and which of the aspects related to private life and 
characteristics had a positive and which negative impact on respondentsô career 
(on a 7-point scale where 1 is a strong negative impact and 7 is a strong positive 
impact), respondents indicated that factors such as: having a supportive family 
and/or partner (79% - indicated as a positive influence, with as much as 53% as 
a strong positive influence), being able to easily relocate to another geographic 
location (49% - positive influence) not having children or other caregiving 
responsibilities (42% - positive influence). On the other hand, taking maternity, 
paternity, adoption, or any other parental leave (40% - negative impact), and 
disclosing a disability to the employer (24% - negative impact) were most 
frequently cited as those factors that have a negative impact. The above-
mentioned issues were rated similarly by women and men, while differences were 
visible in the case of factors such as being married, in a civil union or a 
partnership, being in a cohabitation, and being older than average in a given field, 
where men more often indicated them as a positive influence (respectively: 29%, 
23%). 

Analyzing aspects related to respondentsô work and the performance had a 
positive or negative impact on their career (Table 22), it should be noted that most 
of them were recognized by the respondents as factors having a positive impact. 
As factors with a strong positive impact, the following factors were most often 
indicated: flexible working hours (45%) and being lucky (31%), and as factors 
with a positive impact (5-7 points) the following factors were most often indicated: 
involved in well-regarded projects (69%), successfully applying for grants (55%). 
As a factor having a negative impact was unzipped having a heavy administrative 
load (60% of indications). The biggest differences between women and men 
answers are visible for being able to work long hours, where man much more 
often than women indicated a positive impact (82%M). 

 
Invitations to conferences; Recognition of intellectual contributions; Allocation of administrative 
tasks; Allocation of service roles; Allocation of teaching. 
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Table 23 Tools supporting gaining academic/scientific degree (UJK) 

Which of the following aspects related to your work and performance 
had a positive and which negative impact on your career? 

Specification 1 2 3 4 5 6 7 n 

Involved in well 
regarded projects 0.00% 1.89% 0.00% 

13.21
% 

16.98
% 

22.64
% 

26.42
% 

53 

Successfully 
applying for grants 0.00% 0.00% 1.96% 

15.69
% 

9.80% 
17.65

% 
27.45

% 
51 

Having relevant 
research output 0.00% 0.00% 1.89% 

20.75
% 

9.43% 
15.09

% 
28.30

% 
53 

Flexible working 
hours 0.00% 1.89% 1.89% 9.43% 9.43% 

15.09
% 

45.28
% 

53 

Receiving formal 
and regular 
mentoring 

1.89% 0.00% 1.89% 
22.64

% 
15.09

% 
16.98

% 
15.09

% 
53 

Having visible role 
models 0.00% 1.89% 3.77% 

20.75
% 

18.87
% 

16.98
% 

22.64
% 

53 

Having a heavy 
administrative 
load 

36.54
% 

13.46
% 

9.62% 
11.54

% 
5.77% 3.85% 9.62% 52 

Being lucky 
0.00% 0.00% 3.85% 

21.15
% 

17.31
% 

15.38
% 

30.77
% 

52 

Being able to work 
long hours 5.66% 7.55% 0.00% 

11.32
% 

16.98
% 

20.75
% 

28.30
% 

53 

Notes: 7point scale, where 1-strongly negative impact, 7 ï strongly positive 
impact, othersï not applicable  
Source: Athena project, 2020-2021 
 

Over 50% of respondents think it is easier for a men to obtain the highest 
scientific/academic degree, around 40% feel it is the same for women and men. 

No respondents indicated that it was easier for women in this regard (Figure 3), 
but women were significantly more likely to indicate that it was easier for men to 
reach the highest level (66%), and men were more likely to indicate equal access 
(59%). Family and parenting issues emerged most frequently (in open-ended 
responses) as a factor hindering womenôs ability to attain the highest degree. 

 
Figure 3 Do you feel it is easier for a man or a woman to obtain the 
scientific/academic degree? (n=53) (UJK) 
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Source: Athena project, 2020-2021 

If we analysis the pull of questions according to Participation in decision making, 
68% of respondents agreed that they didnôt experience in organisation any 
awarding the decision-making position to a man instead of a women or a women 
instead of a men despite the expert and educational requirements have been the 
same or they donôt know (28%), only 4% know such a case. 

Analyzing the statements related to the decision-making positions (Table 23) it 
should be noted that the respondents mostly did not support the statements 
showing the better position of women or men Over 50% of the respondents 
strongly disagree with the statement that naturally, men are in leading positions 
and women do service/supporting work, moreover the respondents disagreed 
with the statements that women in the academy/research are not interested in 
decision-making positions (43%) and women are less assertive than men (40%). 
Men more often than women disagree with statements that women are less 
assertive than men (75%M, 42%W) and men are more competitive than women 
(69% M, 50% W). 

Table 24 The statements related to the decision-making positions (UJK) 

Specification 1 2 3 4 5 n 

Women in the academy/research 
are not interested in decision-
making positions. 

29.41
% 

43.14
% 

21.57
% 

0.00% 0.00% 51 

Men are more competitive than 
women. 

25.49
% 

31.37
% 

31.37
% 

3.92% 3.92% 51 

Women are less assertive than 
men. 

12.00
% 

40.00
% 

26.00
% 

12.00
% 

6.00% 50 

Men are naturally more suited for 
leadership. 

31.37
% 

33.33
% 

19.61
% 

9.80% 1.96% 51 

Women are too emotional to be in 
a leading position. 

33.33
% 

29.41
% 

19.61
% 

7.84% 5.88% 51 

It is natural that men are in leading 
positions and women do 
service/supporting work. 

50.98
% 

21.57
% 

15.69
% 

7.84% 0.00% 51 

7,6%

0,0%

0,0%

0,0%

41,5%

13,2%

17,0%

20,8%

0,0% 10,0% 20,0% 30,0% 40,0% 50,0%

Don´t know

Much easier for a woman

Easier for a woman

Slightly easier for a woman

The same for women and men

Slightly easier for a man

Easier for a man

Much easier for a man
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Notes:1-strongly disagree, 2-disagree, 3-neither disagree nor agree, 4-agree, 5 
ï strongly agree,  others ï donôt know,  
Source: Athena project, 2020-2021 
 

The last area of research was dedicated to the Experiences of harassment in the 
workplace. Respondents were asked how often have they experienced the 
following behaviour at their workplace? (Table 24). 

Table 25 How often have you experienced the following behaviour at your 
workplace? (UJK) 

Specification 1 2 3 4 n 

Inappropriate comments about my 
appearance or clothes. 

82.35
% 

13.73
% 

3.92% 0.00% 51 

Inappropriate remarks about my skills 
and competencies. 

64.71
% 

25.49
% 

7.84% 1.96% 51 

Inadequate and unfair critics. 43.14
% 

43.14
% 

11.76
% 

1.96% 51 

Humiliation and degrading. 76.47
% 

13.73
% 

9.80% 0.00% 51 

Unwanted physical or sexual contact. 96.08
% 

1.96% 1.96% 0.00% 51 

Unwanted phone calls, emails, 
voice/text messages, pictures or 
videos with sexual subtext. 

96.08
% 

1.96% 1.96% 0.00% 51 

Threats of verbal, nonverbal, 
psychological or physical abuse. 

82.00
% 

12.00
% 

6.00% 0.00% 50 

Notes:1-never, 2-rarely, 3-sometimes, 4-very often.  
Source: Athena project, 2020-2021 
 

The respondents indicated that each of the listed situations happened at the 
workplace, with responses dominated by rarely or sometimes. Most often the 
respondents experienced inadequate and unfair critics (43%-rarely, 12% 
sometimes, more often these responses were indicated by women - 62% and 
administrative staff - 70%). Moreover, ¼ of the respondents indicated that they 
experienced inappropriate remarks about my skills and competencies (but 
rarely). Overall/Generally in the situations presented, the vast majority of the 
respondents answered that they have never experienced a situation - which is a 
very positive sign. 

Around 70% of survey participants (n=51) were satisfied with their current job in 
the organization, with 14% being very satisfied. Nearly ¼ could not determine the 
degree of satisfaction. Very satisfied respondents were mostly young people (up 
to 30 years old), mainly Ph.D candidates. Among the undecided, people aged 41-
50 years prevailed. 
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4.2. Outcomes of the interviews analysis 

Gender, sexuality is a topic known to all the respondents, they had their own 
experiences, observations from the environment. Respondents understand 
gender as a set of traits, characteristics and behaviors that are attributed to 
human beings divided into two main sexes: female and male. They associate it 
neutrally with other people, with their gender identity, with which they personally 
identify.  

The respondents declare that they are tolerant of sexuality, it does not influence 
their perception, evaluation of the other person. They recognize examples of 
equality and inequality related to working life in different industries/branches 
(outside the university). They concern pay disparities, opportunities, and 
availability for promotion. They disagree with such practices and oppose them. 

Gender awareness in all the respondentsô cases was initiated in the family and 
has been shaped since childhood. It was mainly family patterns, division of roles, 
and growing up in specific relationships with relatives that shaped the 
respondentsô attitudes and their perception of sexuality in subsequent stages of 
life. A large role in this respect played the mother, her position in the family 
hierarchy. The respondents had a traditional family model in Poland, in which 
mother is responsible for the family taking care of the children, and the husband-
father is responsible for providing financial support and well-being. These 
patterns function to this day as a kind of stereotype of a woman's role. But from 
the other side respondents mention that equal sharing of responsibilities and 
promotion of a partnership lifestyle is something normal. Despite being instilled 
with traditional patterns, they shape their partnerships and would like to pass such 
patterns on to their children (especially young participants). 

The acquisition of knowledge about sexuality, gender equality of the respondents 
was influenced by education (schools, teachers, peers), and by cultural aspects. 
The environment in which the respondents grew up influenced their perception of 
social roles, male and female, the requirements for each role. For some of the 
respondents, religion has played an important role in building attitudes about 
family, social roles, tolerance, equality, respect for others, including 
femininity/masculinity.  

It is worth noting that in case of some respondents -  a woman -  gender had an 
impact on their choice of profession, they decided to work at the university, sought 
to ensure flexible working hours, to be able to reconcile professional and family 
responsibilities in the future, to be able to respond to emerging situations 
dynamically.  

On another side, among the respondents, women emphasized greater pressure 
and the need to reconcile professional activities with family life, childcare. The 
respondents agree that it is more difficult for women in this aspect (of scientific 
development) due to motherhood and family responsibilities, expectations of the 
environment and stereotypes of a woman-mother in society. The respondents 
believe that women have been more active in organizational, administrative and 
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project work at the university, taking on additional responsibilities. They felt the 
pressure of the environment, the fear of losing their jobs, the need to show 
themselves in different fields to prove their work value.  

In scientific work (pressure of positive evaluation of scientific achievements, 
constant, regular assessment, organizational duties, and teaching load) often 
block scientific work and professional career. These elements were indicated by 
all the surveyed individuals, regardless of gender, position, and professional 
experience.  

In addition, the aspect of work-life balance, which according to the respondents 
is not possible to achieve fully, deserves attention. Each of the respondents 
strives to ensure a balance between professional and personal life, however, 
irregular working hours, teaching at different times/days, additional research 
work, dissemination of research results (including participation in conferences), 
project implementation are activities that are undertaken by the respondents with 
different intensity in different periods of work.  

For some women, it is an advantage to have flexible working hours, but for others 
it is a burden, making it impossible to separate work from private life, and 
destabilizing family life. In most cases, the line between private life and work is 
blurred. They achieve stability thanks to the support of loved ones and the division 
of household responsibilities.  

Women more often indicated a lack of private life, time for themselves, a day filled 
with work or taking care of children. The greater ability to reconcile work and 
private life was shown by unmarried men without children.  

In the study group, discriminatory practices that are/were taking place at the 
university towards the respondents were not explicitly indicated. But the 
respondents admitted that they were witnesses when some situations or 
language bore the hallmarks of discriminatory behavior at work in the university. 
Some admitted that they could not relate to behaviors that were discriminatory or 
hurtful to either gender, they took it as the norm (sometimes just bad parenting).  

According to the respondents, there are spheres of life/organizations where 
gender equality occurs, but there are also areas/organizations where there is 
much to be done, and the lack of adherence to the general principles of gender 
equality will reduce the opportunities of women (especially in case of lower 
degree, who must choose between a career and focusing on building a family or 
later caring for children).  

4.3. Outcomes of the analysis of the focus groups  

In all the focus groups studied, gender equality is understood to represent an 
advantage in terms of development; however, gender equality is not understood 
to represent a balanced representation of women and men in decision-making 
positions, since these positions are linked to elections or to academic 
development, skills.  

Working conditions do not put the respondents in an unfavorable position 
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compared to other employees and the rules in force at the University apply to 
every employee regardless of gender. 

The research carried out shows that respondents don't see any problem of 
unequal treatment of the gender at the University. Similarly, there are no 
disparities between the pay levels of women and men in any group.  

According to the study group, there are no major disparities between the number 
of women and men in the group of professors and, if there is such a difference, it 
is, in the view of the respondents, a sign of self-employment and not of systemic 
or behavioral barriers at the university. 

In one research group, the need to appoint a gender equality the officer is 
stressed, in the other groups this possibility is accepted, but there are also 
positions where this need is not recognized. 

The respondents were not confronted with a situation of gender discrimination, 
although in one group the need to monitor the observance of the principles of 
equal opportunities in the process of recruitment and employment at the 
University was stressed. In one group, the possibility of adopting a regulation (or 
any other document in force at the University) containing rules to support equal 
treatment of women in various aspects of the University's activities - from 
employee-employer relations to the rules in force during job interviews at the 
University - has been highlighted. The representative (coordinator, ombudsman) 
should be responsible for gender equality policies and should cooperate closely 
with the University authorities. It is also possible to appoint proxies (coordinators, 
ombudsmen) in all departments of the university. 

In one of the surveyed groups - administrative employees - it was pointed out that 
in case of child illness or the need to take care of a child, there should be the 
possibility to provide work online, which would make it easier to reconcile family 
and professional duties. 

In the group of researchers, it was emphasised that the interest in particular fields 
of science is due to cultural conditions rather than institutional barriers. In the 
opinion of the participants in the study, gender issues do not influence the quality 
of the research process, nor do the studies reveal a situation of unequal treatment 
on grounds of gender.  

The relationship between members of staff and between members of staff, faculty 
and university management is not determined by gender. Both men and women 
do not experience discrimination on grounds of gender.  

The establishment of a family can have the effect of slowing down women's 
careers, which is linked to the possibility of taking advantage of maternity and 
parental leave, but attention is also drawn to the fact that parental leave can also 
be taken up by male researchers. 

In the ñmanagement staff " group, respondents emphasised that access to high 
positions is equal for both women and men. 
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5. Recommendations for development of gender 
equality plan at Jan Kochanowski University of 
Kielce 
5.1. Recommendation # 1 

An important aspect of changing disproportions in all areas is an active education 
policy from the earliest years in the field of equality, tolerance, prejudice, 
discrimination, and raising awareness on gender (in)equalities issues by 
access to information, training, conferences. Awareness efforts should target 
students as well as UJK employees in all departments and academic disciplines, 
regardless of age, grade, or gender. 
 

5.2. Recommendation # 2 
It is necessary to take measures to ensure and sustain equal access to the 
university in the recruitment process for both doctoral school and scientific 
and administrative positions, as well as transparent rules of professional 
promotion.  
Already at the stage of recruiting new employees, it is necessary to maintain a 
high standard of transparency of vacancy announcements, to ensure the 
appropriate language of announcements that will encourage both men and 
women to apply. Transparent rules and procedures are a key aspect of a socially 
responsible university and ensure equal access to positions, verified only by the 
level of knowledge and professional experience. 
 

5.3. Recommendation # 3 
Currently, at Jan Kochanowski University there is no disproportion in the share of 
women in managerial positions, however, men may be an underrepresented 
group in this area. We should strive to maintain equal access to leadership 
positions and ensure transparency in this area, regardless of gender. 
 

5.4. Recommendation # 4 
Findings indicate a significant career slowdown for women and difficulty in 
obtaining academic advancement especially after a doctorate. The research 
indicates that this is often connected with the decision to start a family. 
It is recommended that actions be taken to eliminate the disparities and 
accelerate professional careers through access to mentoring programs, 
training, ensuring access to funding or support aimed at greater 
participation of women and men in research and grant acquisition. 
Implementation of such organizational solutions will support the use of the 
scientific potential of the staff and at the same time prevent the loss of talents of 
the University. 
 

5.5. Recommendation # 5 
Work-life balance is an important aspect of working conditions and applies 
to both men and women. The specificity of work at the university often requires 
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matching availability to teaching and research duties, working on weekends and 
in the afternoons. It is recommended to implement clear rules for flexible working 
time, regulate the principles of remote work and implement solutions, facilitating 
parents to combine work with private life (e.g. additional leave, subsidies for child 
care, care in a kindergarten, etc.). 
 

5.6. Recommendation # 6 
Measures should be taken to encourage research on gender equality in 

various scientific fields. It is important to stress that such research is not only 

about equality, but can touch on different aspects by gender. Conducting and 

disseminating research results is an important educational element as it 

contributes to raising awareness based on scientific knowledge, which leads to 

combating established stereotypes or (sometimes unconscious) prejudices. On 

the other hand, research in gender areas in various disciplines can serve to 

develop the scientific and R&D potential of many fields, e.g. medical sciences, 

psychology, sociology, pedagogy, economics. 

 

5.7. Recommendation # 7 
It also seems necessary to include gender issues in the curricula for students 

(e.g. inclusion of equality and diversity topics such as gender in the Ethics course) 

as well as through access to training and information in intra-organisational 

communication. 

 

5.8. Recommendation # 8 
Some negative elements are noticed: behaviors, language towards women, 

especially with less seniority, without degrees/titles and administrative staff. It is 

essential to respond effectively to discriminatory actions, sexual 

harassment through appropriate regulation and assigned individuals monitoring 

the subject on organization level.  

 

5.9. Recommendation # 9 
The Jan Kochanowski University of Kielce should implement a system of 

monitoring actions taken throughout the organization in the area of gender 

equality, including regular audit and publication of a report on changes among 

employees, students and doctoral students by gender. This will ensure the 

possibility of continuous improvement of the university and its transformation into 

a socially responsible university. 
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Annexes (Jan Kochanowski University of Kielce) 
 
Annex 1 The sample structure of the online survey 
 
Table 26 Sample description - online survey by sex, grades etc. (UJK) 

Participants Women Women 
(%) 

Men Men (%) 

By sex 35 67,31 17 32,69 

Age (distribution)    

Less than 30 
31-40 
41-50 
51-60 
61-65 
66 and over 

6 
10 
13 

4 
2 
0 

17,14 
28,57 
37,14 
11,43 

5,71 
0,00 

4 
5 
5 
2 
1 
0 

23,53 
29,41 
29,41 
11,76 

5,88 
0,00 

Occupations (distribution) 

Academic/Researcher 
Technical staff 
Administrative staff 

26 
0 
9 

74,29 
0.00 

25,71 

16 
1 
0 

94,12 
5,88 
0,00 

Academic/scientific degree (distribution) 

Director of research 
Full professor 
Senior researcher 
Senior lecturer 
Associated professor 
Lecturer 
Researcher (with PhD) 
Research assistant 
(without PhD) 
PhD candidate 

1 
1 
1 
1 
8 
2 
6 
0 

 
5 

2,86 
2,86 
2,86 
2,86 

22,86 
5,71 

17.14 
0.00 

 
14,29 

0 
2 
0 
0 
5 
2 
2 
1 

 
4 

0,00 
11,76 

0,00 
0,00 

29,41 
11,76 
11,76 

5,88 
 

23,53 

Academic field (distribution) 

Natural sciences 
Engineering and 
technology 
Bio-Medical sciences 
Social Sciences 
Humanities and arts 
Other 

5 
0 
2 

10 
8 

10 

14,29 
0,00 
5,71 

28,57 
22,86 
28,57 

5 
1 
2 
5 
4 
0 

29,41 
5,88 

11,76 
29,41 
23,53 

0,00 

Source: Athena project, 2021 
 
Annex 2 The sample structure of the storytelling respondents 
 
Participants in the study were: 20 UJK representatives, including 10 women and 

10 men. 
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Table 27 Sample description - storytelling research by sex, grades (UJK) 

Gender A 
grade 

B 
grade 

C 
grade 

D grade Total 

asistant student at 
the 
doctoral 
school 

 

Women 0 2 6 1 1 10 

Men 3 2 2 1 2 10 

Total 3 4 8 5 20 

Source: Athena project, 2021 
 

Mean age of subjects: 43.65 (the age range of those surveyed is 27 to 71).  
Among the respondents, managerial functions are/have been: 4 women and 2 
men. 
Among respondents 13 are married, 1 is in a civil partnership, 2 are divorced, 1 
is a widower and 3 are single.  
There are 13 respondents who have children, 3 respondents who are married 
and have no children. 
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Annex 3 The sample structure of the focus groups 
 
Table 28 Sample description - focus group research by sex, age, occupation 
and degree (UJK) 

Participants Number % 

Total  25 100 

Women 16 64 

Men 9 36 

Age   

20-25 
30-40 
40-50 
Over 50 years 

6 
3 

11 
5 

24 
12 
44 
20 

Occupations 

Researcher 7 28 

Student 6 24 

Teacher 0 0 

Technicians 0 0 

Administrative staff 6 24 

Other ï managers 6 24 

Academic/scientific degree 

Student and doctoral 
students 
Doctor 
Post-doctoral fellow, 
professor 
Administration 

6 
8 
5 
6 

24 
32 
20 
24 

Scientific/study field 

Political science 
Health sciences 
Security science 
Biological sciences 
Pedagogy 
Law sciences 
Administrative staff 

5 
1 
8 
1 
1 
3 
6 

20 
4 

32 
4 
4 

12 
24 

Source: Athena project, 2021 
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