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HR EXCELLENCE IN RESEARCH

IEM Gender Equality Plan for 2025-2027
(IEM Gender Equality Plan)

Introduction

The equality of men and women is one of the fundamental values of the modern European democratic
society. The equal access of men and women to education, employment, and participation in society
is generally regarded as a matter of elementary justice.

The Institute of Experimental Medicine is a modern European research institution that not only ranks
among recognized basic research centers in the field of biomedicine, but is also committed to
maintaining a working environment based on European democratic principles, specifically adherence
to the principle of equal opportunities, the observance of fundamental human rights, and non-
discriminatory approach in all areas of its operations. Apart from efforts aimed at obtaining and
maintaining the HR Excellence in Research Award, we are dedicated to improving the quality of the
I[EM's internal environment by various means, including the incorporation of the gender dimension
through the adoption of appropriate measures in accordance with the European Union's gender
equality targets for the years 2020-2025. At the local level, the relevant efforts included the adoption
of the principles laid down in the Gender Equality Support Plan of the Ministry of Education, Youth,
and Sports for 2021-2024.

The IEM undertakes to enforce the principle of gender equality in all areas of its operations as an
integral part of its obligations to both employees and other stakeholders, with a view to discharging
its commitment to transparency, equality, responsibility, balance of private and professional life, and
other pertinent endeavors. The framework for identifying and implementing measures in the area of
gender equality at the IEM is laid down under the Gender Equality Plan (GEP).

Strategic Starting Points

The IEM is aware that a considerable degree of progress has been achieved in creating a democratic,
equal, and non-discriminatory environment thanks to adopting the European Charter for Researchers,
receiving the Ethnic Friendly Employer status, and building its brand based on measures adopted
in connection with the implementation of the HR Award Action Plan. At the same time, the IEM realizes
that its principal asset is its workforce and its human capital, where employee satisfaction, loyalty, and
perception of academic freedom are the principal factors for taking full advantage of the intellectual
potential of workers and for achieving scientific progress. To accomplish this strategic objective, the
I[EM is committed to creating the best possible working conditions through a variety of approaches,
including the implementation of the measures outlined in the GEP.
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Gender Equality Analysis — General Considerations

The Gender Equality Plan has been compiled in conformity to the HORIZON 2020 project and the other
documents mentioned above. The theoretical aspects of the plan rely on the Gender Audit Standard
recommended by the Department of Human Rights and Minorities of the Office of the Government of
the Czech Republic published in 2016. The Gender Equality Plan focuses on the following areas:

e Harmonizing private and professional life and organizational culture,

e Gender balance in management and decision-making,

e Gender equality in recruitment and career advance,

e Integration of the gender dimension into the content of research and teaching,
e Measures against gender-based violence, including sexual harassment.

The objectives of the audit included:

e Determining the extent to which the principles of equality of men and women are
implemented into the IEM's governance structure,

e  Mapping the degree of importance assigned by employees to gender-related issues and
ways in which relevant measures are carried out in real life, and the degree of their actual
impact on improving the equality of men and women in all areas of private and
professional lives of IEM employees,

e Identifying bottlenecks as regards the equality of men and women as well as remaining
areas not covered by hitherto adopted measures,

e  Collecting data for compiling the Gender Equality Plan and promoting the objectives of
the HR Award Action Plan with a view to meeting the requirements for taking part in
European research and development programs, particularly the currently underway
HORIZON Europe program.

Methodology and Deliverables

The GEP has been created based on a multifaceted gender audit carried out at the IEM at the turn of
2021/22. Findings outlined in the plan stem from several thematic areas that were assessed by the
Gender Equality Guarantor. The process included an analysis of the IEM's internal document as well as
empirical surveys among employees, complemented with semi-structured interviews. Overall, the
process relied on the following sources of information:

e  Analysis of the IEM's internal guidelines, policies, and internal documents and assessment
of their content in terms of the incorporation of the principle of gender equality,

e  Compilation and analysis of gender-related statistical data,

e Secondary analysis of the outcome of a sociological survey complemented with gender-
related issues, equal opportunities, non-discriminatory conduct, etc.,

e One-on-one interviews with employees selected across the workforce spectrum,

e  Group interviews conducted in the form of seminars and soft-skill workshops.

The relevant conclusions and recommendations were produced based on an analysis of the above
information sources using qualitative and quantitative investigation methods. The examined topics
included the perception of the internal culture at the IEM, the balance of private and professional life,
equal opportunities in the career advance of men and women, measures aimed against sexual
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harassment and other forms of oppression, however motivated, the knowledge of employment-
related rights and ways of mounting effective protection, the existence and publication of gender-
oriented statistics, the creation of conditions for gender mainstreaming, the application of gender-
related principles in recruitment, and other areas. One-on-one interviews were conducted across the
workforce spectrum in a way ensuring that the respondents included an equal share of men and, at
the same time, they differed in terms of age, professional experience, duration of employment at the
IEM, specialization, position in the organizational hierarchy, and other factors. Group interviews and
workshops were conducted with randomly formed groups of scientists and non-scientists, doctoral
students, department directors and deputy directors, administration and technical support staff, and
others.

Another separately assessed area was the allocation of human and financial resources to gender
equality issues.

Allocation of Human Resources

Assigned as the person for compiling the GEP and for subsequently implementing the process has been
the Gender Equality Guarantor whose formal education in humanities, experience with the
implementation of non-discriminatory management of human resources, and experience from
working as an ombudsman responsible for protecting worker rights provide a guarantee of practical
and theoretical expertise for meeting the IEM's ambitions in the area of gender equality. For maximum
efficiency, the position of HR Manager for HR Award will be combined with the role of Gender Equality
Guarantor. In performing tasks, the Gender Equality Guarantor will liaise with the IEM Director in
regard to defining concepts, with the Accounting and Economic Department in regard to compiling
remuneration and other statistics, with the Project Support and Technology Transfer Department, and
with the directors of individual departments. The Gender Equality Guarantor will submit reports on
thereby performed actions, on the fulfillment of the plan, and on achieved results to the IEM's
management at regular meetings. Once a year, the Gender Equality Guarantor will submit a report on
activities carried out during the preceding period to the IEM Board. The annual report will be a
transparent public document available on the intranet to all employees and other stakeholders within
the [EM.

Gender Issues at the IEM

Based on the analyses mentioned above, the conclusion can be drawn that gender-related issues are
not perceived by employees as a serious problem. This finding is in part due to the fact that the term
gender is viewed by many in a way that borders on being termed negative. A closer look at gender-
related issues shows that employees are not familiar with the precise meaning of the concept of
gender and the circumstances under which gender issues affect their lives, as they associate the term
with the feminist movement and ascribe to it numerous negative connotations. Only during the survey,
interviews, and other actions, employees became acquainted with the actual meaning of the term
gender and ways in which gender affects their everyday lives. Subsequently, they admitted that many
gender-related issues are unresolved or require a solution. The general views considering the
individual aspects of gender issues have been analyzed and summarized in the following text.
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Internal Organizational Culture

Gender issues are incorporated in a number of the IEM's internal regulations, in part intentionally and
in part indirectly. They are based on the provisions of the Labor Code, which guarantee the equality of
men and women in addition to equality in regard to religion, race, sex, and other issues. The equality
provisions laid down in the Labor Code are reflected in the IEM's other key documents, including the
Code of Conduct, the Career Advance Policy, and the Rules of Employment. In some documents,
however, employee protection in terms of gender is missing, such as the Attestation Policy, where the
gender composition of the attestation committee is not defined. It is therefore recommended to revise
all internal documents and amend them by adding the gender dimension. The optimal solution is
creating of separate guideline aimed at ensuring gender equality. Another issue is the necessity to
improve the awareness of the aforementioned documents among employees because their
supervisors often fail to inform staff members of new or revised versions of internal documents, which
results in poor knowledge of the systemic parameters of worker protection on the part of many
employees.

Balance of Men and Women in Managerial Roles

It has been determined that men and women account for 70% and 30% of the IEM's staff, respectively.
During the onsite survey, this proportion was interpreted as a natural consequence of sectorial
preferences in the field of biology, medicine, and other similar fields as well as the result of the
different interests and roles in life of men and women. Many of the women participating in the survey
presented their role as scientist and researcher as a certain luxury that they are able to afford thanks
to the successful career of their partner in a field that is more financially rewarding. A remarkable
finding is the fact that the higher the level of the organizational hierarchy, the more equal the ratio of
men and women, as the number of men and women in managerial positions is balanced. Hence, there
is a higher proportion of women in white-collar and lower scientific roles. Conversely, the share of
women and men in positions at higher levels of the organizational hierarchy is more balanced.
Nevertheless, the higher statistical share of women in managerial roles, however it might appear
desirable, does not necessarily mean that women have equal access to high-level positions.

Harmonizing Private and Professional Life (Work-Life Balance)

Employees consider as positive the various ways offered by the IEM to balance the needs of their
private and professional lives, which includes parental issues and various other personal matters. The
IEM offers five weeks of vacation, i.e. one week over the legal requirements, flexible working hours,
part-time arrangements, home office arrangements, and benefits for employees enrolled in a study
program. There is a kindergarten, two cafeterias, and a gym inside the IEM complex. During the survey,
employees tended to make demands for additional equipment for the workplace, as they consider the
way the systemic is configured to allow balancing professional and personal life appropriate. A problem
mentioned by some was the option to work during maternity/parental leave, reintegration into the
workplace after parental leave, and the absence of assistance with search for a new position.

Gender Equality in Recruitment and Career Advance

A positive finding is the existence of Guideline 19/2021, Human Resources Processes — Rules and
Principles for Filling Vacant Positions, which incorporates provisions aimed at balancing the
composition of selection committees in terms of gender and at ensuring the objective evaluation of
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the outcome of interviews and tests. Nonetheless, the IEM lacks detailed gender-related rules for
subsequent career advance, such as the existence of suitable provisions in the Attestation and Career
Advance Policies. In addition, the reasons why departing employees leave the IEM are not determined
by means of an exit interview.

Gender Dimension in Research and Teaching

At present, the options to incorporate the gender dimension into research, science, and, where
applicable, teaching appear limited. Considering the lack of specialists on the labor market and the
limited availability of scientists and researchers working or willing to work in the IEM's specific field of
expertise, the composition of research teams appears arbitrary. As a result, gender balance cannot be
usually taken into account to a significant extent, despite the fact that doing so would be desirable.
The primary consideration is meeting qualification requirements and, oftentimes, a limited number of
candidates, where the willingness to work in lower-level scientific roles is typical mainly for women.
For interest on the part of men is limited by the systemic nature of financing research and science
through time-limited grants and the consequent job insecurity. In that regard, a positive finding is the
fact that provisions pertaining to ethical aspects of teaching and studying are incorporated in the IEM's
Code of Conduct, which prevents teachers from abusing their authority and relations from developing
beyond the formal interaction between the student and the teacher. The Code of Conduct also
contains a commitment to affirmatory treatment of persons undergoing change of sexual identity. In
both of the above cases, however, the Code of Conduct only contains a declaration of the principles of
conduct which the IEM requires its employees to adhere to. Even though the polled employees know
who to contact in the event of a violation of the principles of conduct, their responses differed to a
significant degree, as there is no uniform process, framework, and guidelines for resolving potential
problems.

Measures against Gender-Based Violence, including Sexual Harassment

The survey showed that many employees have in the past encountered some form of undesirable
conduct, whether perpetrated by a colleague or a supervisory employee. Oftentimes, the incidents
occurred in a distant past and were not investigated. Considering the time that has passed and the lack
of willingness on the part of the respondents to discuss the incidents in detail, the objectivity of
statements to that effect and other relevant aspects are impossible to be determined. Nonetheless,
the fact remains that employees are often discontented by the comportment of their colleagues and
supervisors. However, there is no information or manual that would describe the individual types of
undesirable conduct and abuse of authority, which would depict model situations of such behavior and
allow employees to identify them in an unambiguous manner. The manipulative tactics of individuals
engaging in aggressive behavior are often borderline, and employees therefore hesitate whether the
actions in question correspond to the established organizational culture or, conversely, the expression
of violence, oppression, or harassment. The situation could be significantly improved by the creation
of a manual providing employees with guidance regarding action they can take in such cases and by
the appointment of a professionally trained officer who would be responsible for resolving such
incidents and who would possess adequate powers to that effect. A welcome measure is a presence
of an ombudsman protecting employees' rights, acting as a preventative effect in regard to individuals
liable to engage in aggressive behavior.
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Allocation of Financial and Human Resources

The IEM considers fulfilling the GEP one of its strategic priorities that will be conducive to cultivating
the working environment, building an internal culture, and creating better relationships in the domain
of research and science in both the Czech and European context. The IEM is committed to allocating
adequate resources from its budgets to the implementation of the proposed measures, to financing
actions of the appointed Gender Equality Guarantor, and to facilitating the fulfillment of all of the
measures aimed at supporting gender equality in regard to all facets of the IEM's operations.

Creation of the Gender Equality Plan

The abovementioned methods and findings have been used to continue the Gender Equality Plan for
the years 2025-2027 in regard to all social interactions among employees and thereby performed work.
The plan lays down the individual adopted measures that respond to findings and recommendations
ensuing from the survey and identifies measurable indicators wherever possible. In addition, the plan
defines the responsibilities of individual workers and departments for the implementation of measures
in specific areas, the estimated value of funds allocated to implemented measures, and the time frame
within which measures are to be implemented.

The Gender Equality Plan has been drafted in accordance with the eligibility criteria of the plan for the
equality women and men under the HORIZON Europe framework program for research and innovation
for the years 2021-2027. In addition, its content promotes the fulfillment of some of the points of the
HR Award Action Plan adopted for the years 2021-2023.

Plan Fulfillment Oversight

The IEM is committed to fulfilling the GEP by means of regular consultations between the IEM's
management and the Gender Equality Guarantor. The consultations will focus on the fulfillment of
individual targets of the plan, obstacles hindering such fulfillment, and ways of ensuring that individual
measures are implemented within the required time frame. The Gender Equality Guarantor will submit
annual reports describing the degree of fulfillment of the GEP, the achieved state of affairs, the effect
of adopted measures, and areas where delays in the fulfillment of the plan occurred or the plan
remained unfulfilled. Considering that the GEP has been adopted for a period of three years, the
Gender Equality Guarantor will submit an amended plan for the subsequent years where necessary,
insofar as issues emerge that were not incorporated in the original plan. The annual report will include
gender-related statistical data from the monitored areas so as to allow performing a comparative
analysis of relevant developments in individual years both in individual departments and within the
IEM as a whole.

Declaration

On behalf of the Institute of Experimental Medicine, the Director hereby undertakes to fulfill the
Gender Equality Plan for the years 2025-2027 and to allocate financial and human resources for the
fulfillment thereof. The IEM will seek additional funds under operational programs pertaining to the
area in question. Furthermore, the IEM will pursue efforts to improve the awareness of gender-related
issues among employees, students, and other private and corporate stakeholders wherewith the IEM
collaborates with a view to taking part in cultivating the public space by promoting gender equality.
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Likewise, the IEM will inform employees of participation in HORIZON Europe and to underscore the
fact that the GEP is part of the program.

Prague, 16/12/2024

Miroslava Andérova, m.p.
IEM Director
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IEM Gender Equality Plan for 2025-2027

Transformation of the Internal Organizational Culture

Objective Measure/implementation | Person in | Deadline Indicator
method charge

Sustaining of | Updating a Gender Equality | IEM Director ongoing Adopting the GEP;

implementation Plan for the years 2025-2027, | Gender Equality publishing the GEP

of gender equality | the fulfillment of which will | Guarantor on the IEM intranet

principles in | be guaranteed by the IEM's

relation to | management

participation in

the HORIZON

project

Sustaining the | Appointing the  Gender | IEM Director ongoing Position created,

position of | Equality Guarantor financed filled, and

Gender Equality | under the JAK OP or using the incorporated in the

Guarantor IEM's internal resources IEM's organizational

structure

Informing  new | Preparing information for | PR Specialist continuously | Distributing

employees about | employees on the reasons for | Gender Equality information by e-

GEP adoption the | adopting the GEP Guarantor mail to all
IEM Director employees,

including a link to
the GEP

Adopting a

Creating a set of fundamental

Gender Equality

Solutions in

Created, signed, and

female scientists, and

eliminating stereotypes

separate gender | values, principles, and rules | Guarantor relation to the | published guideline
equality guideline | pertaining  to ensuring | IEM Director HR Award | with a pertinent
gender equality for all IEM Action Plan content
employees
Spreading Presenting science inthe | Gender Equality | continuously | Presentations
awareness and | IEM's environment as a field | Guarantor staged at the IEM,
changing the | represented by both women | PR Specialist promotion of men in
stereotypical and men Department science at secondary
perception of directors schools, universities,
scientists the Science Night,
science fairs, etc.
Identifying and | Analyzing statistical data on | Gender Equality | 12/2026 Outcome of an
dealing with | remuneration in terms of | Guarantor analysis or revision
inequality gender equality Head of the of the Remuneration
in remuneration Accounting and Guideline
Economic
Department

Strengthening Ensuring issued statements | PR Specialist 12/2026 Transformation  of
gender-balanced | to be gender neutral, | Gender Equality the [EM's visual
communication presenting both male and | Guarantor materials, shift in

communication

Balance of Men and Women in Managerial Roles
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proportion of men and
women in the
organization, while
rejecting quotas at the

same time

Objective Measure/implementation | Person in | Deadline Indicator
method charge

Sustaining the | Developing and | Gender ongoing Change in the

gender balance | reinforcing principles for | Equality proportion  of

in  managerial | the equitable access of | Guarantor men and women

roles, bodies, | men and women to | IEM Director in leading and

committees managerial roles | IEM Board managerial roles
corresponding to the corresponding

to the overall
ratio of men and
women

Harmonizing Private and Professional Life (Work-Life Balance)

Objective Measure/implementation | Person in | Deadline Indicator
method charge
Incorporating Offering working | Heads of the | 12/2025 Including
employees on | arrangements on a part- | Departments employees on
parental leave into | time, contractual basis to | AED parental leave into
the IEM's | employees on parental | Gender the IEM's
operations leave Equality operations,
Guarantor increasing the
number of
cooperating
individuals
Maintain the | Identifying requests for | Head of the | continuously | Participation in
support for parents | proposal supporting | Project suitable projects
with children of | parents with children Support and
preschool age Technology
Transfer
Department
Informing Creating an information | Gender ongoing Creation of an
employees manual for workers in a | Equality information
departing for | new life situation and | Guarantor manual and
maternity/parental | explaining options for | Human number of
leave of  the | working and | resources approached
circumstances, communicating during the | specialist employees leaving
entitlements, and | relevant period for
options they have maternity/parental
while on leave leave
Restart of scientific | Assigning a mentor to | Heads of the | 6/2025 Incorporation  of
career after return | employees returning from | Departments the role of mentor
from maternity/parental leave | Human into internal
maternity/parental | to facilitate reintegration | resources guidelines, number
leave into the research | specialist of employees
environment Gender returning from
Equality maternity/parental
Guarantor leave, and number
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of assigned
mentors

professional role with finding a new job

Assistance with | Information and | Human
search for a new | methodological assistance | resources

specialist

6/2025

Exit consulting for
employees leaving
the IEM, number of
assisted

employees
Gender Equality in Recruitment and Career Advance
Objective Measure/implementation | Person in | Deadline Indicator
method charge
Promoting Revising  the Career | Heads of the | 6/2026 Amended
balanced Advance Policy, providing | Departments Attestation/Career
career advance | specific support to allow | IEM Board Advance  Policy,
for women and | employees to be | IEM Director promotion of
men promoted to  higher employees to
professional and higher
managerial roles professional and
managerial roles in
line with gender
equality principles
Gender Dimension in Research and Teaching
Objective Measure/implementation | Person in charge | Deadline Indicator
method
Ensuring equal | Ensuring gender-balanced | IEM Board 12/2026 Innovation  of
treatment in | evaluation committees IEM Director internal
project Gender Equality documents,
evaluation, Guarantor balanced
activities, composition of
scientific work, evaluation
etc. committees
Integrating the | Referring to the gender | Heads of the | 12/2026 Number of
gender dimension in teaching | Departments innovated
dimension into | activities and individual lectures and
teaching lecturers organized
activities educational
events

Measures against Gender-Based Violence, including Sexual Harassment

and other forms
of violence

Objective Measure/implementation | Person in | Deadline Indicator
method charge

Specialized Protecting employee | Gender Solutions in | Contractual

assistance  for | rights through the | Equality relation to the | grrangement

victims of | introduction of the office | Guarantor HR Award | \ith a specialist

gender violence | of ombudsman IEM Director | Action Plan in dealing with

intimidation,
gender-based
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violence,
oppression, etc.
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