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1. Basic Information and Strategic Context

Equal opportunities are one of the democratic society priorities as well as a declared priority of the Government of the Czech Republic.
Gender equality and diversity are also basic values of the European Union and they represent a cross-cutting priority of the European
Research Area.

Equality, gender, and diversity are not only ethical principles, but also basic prerequisites of quality, innovation, and excellence in
education and research. Academic environment should be a space where a talent and skills are developed regardless sex, age, origin,
health condition, or life situation.

The Gender Equality Strategy of the University of Ostrava (hereinafter as “Strategy”) represents a long-term conceptual document
whose objective is to systematically support equal opportunities, gender equality, and diversity in all aspects of activities carried
out by the University of Ostrava (hereinafter as “UO”). The Strategy stems from the values of a democratic society, principles of equal
treatment, and respect to diversity. It reflects current European and national policies in the area of gender equality, education, research,
and HR management.

The Gender Equality Strategy of the University of Ostrava defines a long-term vision, main objectives, and basic principles, which the UO
commits to follow when creating a fair, safe, and inclusive academic environment. It also creates a framework for specific measures
and activities which are elaborated in the Gender Equality Action Plan 2026-2030.

The Strategy does not consider gender equality as a mere question of justice or ethics, but as a strategic prerequisite of quality,
excellence, and sustainable development of the University. Equal opportunities of women and men, respect to various life situations,
support of diversity, and prevention of discrimination promote better quality of education and research as well as organization manage-
ment. They also strengthen competitiveness of the university both in national and international context.

Strategic context and foundations

The Gender Equality Strategy of the UO follows up:



e priorities of the EU in the area of gender equality and diversity,
e objectives of the ERA

¢ requirements of the programme Horizon Europe,

e national policy of women and men equality,

e long-term strategic documents of the UO.

It also considers conclusions and recommendations resulting from the Gender Audit carried out atthe UO in 2025 and takes ground
in a participative approach, which engaged all employees and students of the university.

The Strategy stems from the confidence that a change in the area of gender equality is a long-term process requiring:
e clear strategic stipulation,
e support of the university management,
e systematic planning,
e regular evaluation and continuous monitoring.
Relation of the Strategy and the Action Plan
This document is structured into two mutually interconnected parts:

e Gender Equality Strategy of the UO
stipulates a long-term direction, values, objectives, and priority areas where the UO commits to promote gender equality and
equal opportunities.

e Gender Equality Action Plan of the UO 2026-2030
represents an implementation tool of the Strategy. It contains specific measures, activities, responsibilities, sources, indicators,
and schedule of their implementation.



The Strategy provides a stable framework and continuity whereas the Action Plan enables practical implementation, evaluation of
impacts, and flexible reaction to changing needs of the organization.

University of Ostrava commitment

By adopting the Gender Equality Strategy and the Gender Equality Action Plan, the University of Ostrava acknowledges a respon-
sible and transparent approach to HR management, education, and research. The UO commits itself to:

e systematically promote equal opportunities and gender equality,
e create safe and respectful environment free from discrimination and harassment,
o take the gender dimension into accountin education, science, and research,

e regularly evaluate the completion of the set goals and measures.

The Gender Equality Strategy of the UO is an inseparable part of the long-term university development and a tool to foster its
quality, openness, and social responsibility.

The Gender Equality Plan UO (GEP OU), is a practical tool to enforce and support the objectives, mechanisms, and measures lead-
ing to the improvement of equal opportunities of women and men in the organization (its processes, development, and HR manage-
ment). It reflects the European strategy priorities in this area and the requirements of the Horizon Europe programme.

By adopting the GEP, the UO acknowledges the principles of the EU objectives in the area of gender equality (Gender Equality Strategy
2020-2025) and the Roadmap of Women’s Rights (2025), where the Commission re-confirms its commitment to strengthen women’s
rights and provides guidelines for future strategy measures in the equality of women and men. By adopting the GEP, the UO also acknowl-
edges the national policy plans (government document Gender Equality Strategy 2021-2030). Therefore, gender equality of women and
men support is firmly stipulated as an important value into the organizational culture of the organization.

The UO has been consistent and open in supporting equal opportunities, equal treatment, and gender equality. The topicisregarded
as an inseparable part of its culture, values, and everyday practice.



The UO actively promotes social responsibility, diversity in its full extent, inclusion, flexibility, openness, transparency as well as
the area of social safety.

Since 2019, the UO has been the holder of the HR Excellence in Research Award, awarded by the European Commission for quality
work in HR in research.

Concerning the Action Plan HRA 2021-2025, the university systematically implements measures focused on the development of HR
policy, quality working conditions, and support of research environment.

These principles are firmly stipulated in strategic university documents, primarily the Strategic Plan of the UO 2021-2025 and a newly
prepared Strategic Plan of the UO 2026+, which complies with the European Charter for Researchers and the Code of Conduct for
the Recruitment of Researchers, whose principles are binding for the UO.

Events and activities planned in this GEP UO 2026-2030 comply with the strategic documents of the organization.

The objective of this plan, apart from the publicly declared promotion of equal opportunities of women and men (not only within the doc-
uments, but within specific measures and activities as well), is to promote diversity (with respect to gender, age, parenthood, and health
condition).

We commit ourselves to publish this plan on our website.

Ostrava, 20 December 2025 ettt tae et ettt sttt et aaaaas

doc. Mgr. Petr Kopecky, Ph.D., m.p.

rector of the University of Ostrava



2. State of the Art and Foundations of the Gender Equality Plan

The UO is already recognizing the area of equal opportunities very responsibly. It supports this topic very openly and actively, both
inside, towards its staff and students, and outside, towards its partners, applicants, and public. The UO declares its support of equal
treatment and clearly stands against racism on its website, in fundamental documents as well as in the management’s actions conveying
the promotion of equal opportunities.

The UO has officially declared its compliance with the principles of the European Charter & Code of Researchers. In 2019, the UO
obtained the HR Award (HR Excellence in Research Logo). Acquiring the quality certification of HR processes, the UO committed itself
to continue in creating friendly working conditions, support of professional development, and transparent recruitment processes. The
University currently follows the HRS4R 2024 - 2027 action plan.

The key document of the UO openly promote the topic of equal opportunities and equal treatment. It also stands against discrim-
ination (e.g. in Working Regulations, Regulations of the Career System, Code of Ethics, Internal Wage Regulations, Evaluation of the Em-
ployees).

The UO is proactive in work/life balance and this topic is openly presented and promoted , both inside, towards its staff and students,
and outside, towards its job applicants in the Job Opportunities part of the university website.

From September - November 2025, the UO undertook a gender audit (an audit of equal opportunities), which included:
* ananalysis of processes and documents related to HR policy from the perspective of gender equality, including performance evalua-
tion, remuneration, benefits, work-life balance, organizational culture, communication, and the working environment.

* individual and group interviews with employees (a total of 37 participants).
* aquestionnaire survey mapping key areas of HR policy, as well as any experiences with discrimination or sexual harassment.



The audit was caried out in compliance with the government methodology Gender Audit Standards and Guidance on Gender Equal-
ity Plans, while respecting the following areas:

o work-life balance and organizational culture

e gender balance in remuneration, leadership, and decision-making

e« gender equality in recruitment and career progression

e integration of the gender dimension into research and innovation

¢ measures against gender-based violence, including sexual harassment

The recommendations from the gender audit focused on streamlining HR processes through the development (or updating) of key docu-
ments in the context of equal opportunities, raising awareness in the field of equal opportunities, and supporting the training and profes-
sional development of managerial staff.

Implementation and responsibility

The guarantor of the area for equal opportunities and gender equality is the Head of the Centre for HR Management, who will cooperate
with individual UO workplaces and parts while implementing the GEP UO. The guarantor will report the achieved results to the UO rector
as well as to the management of individual university parts.



3. System of Planning the GEP Measures and Activities

The outcome of the summary in equal opportunities and gender equality priorities is the Gender Equality Plan (GEP) UO for 2026-2030,
which aims at promoting equal opportunities and gender equality both in staff and students. The GEP is a tool to solve gender equality in
all areas of the UO activities — including the study environment.

The UO recognizes the GEP as a commitment to promote equal opportunities and gender equality since the GEP is part of its development
strategy and management.

Compulsory parts of the GEP' include, among others:

° publishing: a formal document published on the institution website and signed by the top management;

° allocated funds: funds allocation and expert knowledge in the area of gender equality to implement the plan;

° data gathering and monitoring: staff (student) data divided according to gender;

° training: raising awareness/training on gender equality and unconscious gender bias for staff and individuals in decision-making
positions.

I Requirements for a plan to comply with the Horizon Europe — in order for a document to be considered a Gender Equality Plan (GEP), it must meet the minimum
requirements (building blocks) defined by the European Commission. At the same time, the Czech Science Foundation (GACR), the largest provider of funding for
basic research in the Czech Republic, has required since 2023 that applicants demonstrate the existence of a Gender Equality Plan as one of the evaluation criteria
for participation in calls for all types of projects. The only exception to this obligation applies to international grant projects evaluated under the Lead Agency principle,
in which GACR acts as a partner agency (LA grants).



The GEP UO includes the following priority areas:

Organizational structure

Gender balance in management and decision-making

Gender equality in recruitment and career opportunities

Work/life balance

Integration of gender dimension to science and research

Measures against gender-based violence, including sexual harassment

ook wh=

Individual priority areas will always include the following structure containing information, such as:
*  WHY the given priority area is important
*  WHAT has already been implemented at the UO

* Plan of new measures and activities

Activity plan containing activities which are already being implemented in this area (support and development of existing measures)

10



4. GEP Implementation, evaluation, and continuous monitoring

The Gender Equality Plan has been elaborated by an independent gender consultant in cooperation with the Head of the Centre for HR
Management. The guarantor for the area of equal opportunities and gender equality is the Head of the Centre for HR Management. Re-
garding individual priority areas, the following will always be included: measures, activities, indicators/outputs, target group, responsibil-
ity, resources, and implementation period.

The GEP is conceptually planned in the period 2026-2030. Processes of its implementation will be monitored and checked by appointed
persons responsible for GEP completion in cooperation with responsible persons for individual objectives fulfilment.

The evaluation system and continuous monitoring will be set at an annual periodicity. At the beginning of each calendar year, the plan
fulfilment monitoring of the previous calendar year will be carried out. If some activities cannot be carried out, or they are postponed, the
monitoring will include the explanation of why it has happened.

General fundamental indicators of GEP fulfilment include, among others:

* Issuing new documents, regulations/standards, their amendment or updating respectively
* Implementation of particular educational activities for individual target groups

* Creation of e-learning

* Arrangement and implementation of particular events/activities

* Implementation of monitoring (gender statistics and online questionnaire survey)

11



5. Action Plan for 2026-2030

5.1. Organizational culture

Why is this priority area important?

Organizational culture means designation of social approaches, values, ideas, and norms shared in an organization. This priority
emphasises the quality of communication and relationships, transparency and comprehensibility: Declaration of equal opportu-
nities is also important, both in key internal documents and on the UO website. Regular monitoring of staff satisfaction and needs as well
as work with findings are also important. Healthy, respectful organizational culture creates an environment where staff and students feel
safe, heard, and respected.

It results in better cooperation of staff, lower stress, and higher loyalty to the institution; the students perceive a signal that the
university is a place to ask questions, grow, and develop without any worries of being humiliated and stereotypes. A culture oriented
on equal opportunities and respect also attracts quality people from the outside.

Approach of the UO

The UO is interested in continuing to strengthen healthy organizational culture, wants to continue promoting equal treatment and
social safety, and stands against discrimination. The key documents of the UO already actively promote the topics of equal opportu-
nities and stand against discrimination (e.g. Regulations on Working Practices, or Career Development, Code of Ethics, Internal Wage
Regulations, Employee Evaluation).

Regarding the policy of handling equal opportunities, the UO activities can be acknowledged towards the students, who are granted
equal treatment. The website provides the students with comprehensible and useful information. The Counselling and Career Centre
can also be positively appraised. It provides study, psychological, and career counselling, coaching, and interesting workshops and
consultations. Since 2020, the Counselling and Career Centre has roofed the Pyramid Centre, which offers its services, support, and
counselling to students with special needs.

12



Plan of activities that are already being implemented in the given priority area (support and development of existing measures)

Existing measures Activity/Event descrip- | Indicator/Output | Target group Responsibility Re- Period
tion sources
1. Keeping gender sta- | Continuation in mapping Internal monitoring. | Managing employ- CHRM Internal Annually
tistics of the UO staff and keeping gender statis- ees re- Q4 2026
tics. sources Q42027
Q42028
Q42029
Q4 2030
Plan of new measures and activities
New measures/Ob- | Activity/Event descrip- Indicator/Output | Target group Responsibility Re- Period
jective tion sources
2. Declaration of equal | Declaration of equal oppor- | Career section cre- | Employees CHRM Internal Q2 2026
opportunities promo- | tunities promotion at the ation oriented on Students re-
tion at the UO website | UO website by creating a Public Responsibil- | Public sources

aiming at public
acknowledgement  of
the topic and gain and
increase public aware-
ness of equal opportu-
nities and gender equal-

ity.

section “Social Responsibil-

R ”»

ity”.

Promoting activities in the
area of equal opportunities
at the UO towards the pub-
lic

ity (or equal oppor-
tunities) on the UO
website. The Sec-
tion will include, for
example, invitations
to events, articles
on the topic of
equal opportuni-
ties, CSR, GEP.

Organization part-
ners
Applicants

13




3. Promotion and de- | Introducing regular training | Number of con- Managing employ- CHRM Internal 2027
velopment of skills in | sessions for managing em- | ducted trainings ees re- 2029
managing employees | ployees on topics of equal (lectures, work- sources

aiming at strengthening | opportunities and equal shops).

the role of managing | treatment, social safety, grants

employees as carriers | prevention of discrimina-

of organizational cul- | tion, and team leadership.

ture.

4. Monitoring among | Conducting a questionnaire | Conducted ques- Employees CHRM Internal Every two
employees and regular | survey that willinclude tionnaire survey on re- years
mapping of employees’ | mapping areas related to aregular basis. sources Q4 2027
satisfaction, needs, and | organizational culture Q4 2029
climate aiming at using | (communication, environ- Informing all em-

the acquired data for | ment, identification of ployees about the

further development of | needs, feedback, etc.). results of the ques-

the environment and tionnaire survey

targeted measures

which strengthen trust,

safety, and fairness.

5. Making the existing | Training for managing em- | Training of all man- | Managing employ- Organization man- Internal Q42026
system of evaluation | ployees on the topic of per- | aging employees at | ees agement re-

more effective aiming | formance appraisaland mo- | the UQ, its faculties, CHRM sources

at regular feedback to
all employees at a per-
sonal level.

tivation. The training should
also include awareness-
raising on why personal
evaluation is important, as
well as guidance on how to
prepare for and conduct a
performance/motivational
interview.

and other work-

places.

14




6. Mapping gender
(un)equality in remu-
neration aiming at find-
ing if men and women at

comparable positions
are remunerated
equally.

Carrying out an internal re-
muneration analysis from
the perspective of gender
equality using an appropri-
ate analytical tool.

A report from the
gender remunera-
tion analysis availa-
ble to the manage-
ment of the UO.
In the event that any
inequalities are
identified in compa-
rable positions, es-
tablish a concep-
tual solution.

UO management
will be acquainted
with the report

CHRM

Internal
re-
sources

Kazdé dva
roky
Q42027
Q42029

7. Promotion of the
Centre for HR Manage-
ment in the area of
equal opportunities,
gender, and diversity.

Conducting an educational
workshop on a selected
topic, for example “Equal
Opportunities in Practice,”
“Discrimination and Its
Forms,” or “Gender in Or-
ganizational Practice.”

Conducted  work-

shops containing
examples of good
practice and

presentation provi-
sion.

CHRM

CHRM

Internal
re-
sources

Q22026

15




5.2. Gender balance in management and decision-making
Why is this priority area important?

Diversity of work mixtures has become a trend of modern HR work, primarily with respect to the sex and age representation. Persons
of diverse groups, diverse experience, or diverse optics enrich and complement each other. Organizations that support diversity in
practice can take advantage of using the human potential of all employee groups. Gender balance in management and decision-making
is important for the processes to be balanced, include opinions and experience of both men and women, senior and junior employees. If
organization management is diverse, it acts trendily, without bias, and searches for team members based on real qualities and expertise.

Gender-balanced management in science and research increases the quality of decision-making since there are more aspects,
more viewpoints, more ways of thinking considered. Balance of men and women helps prevent “blind spots” in research - it in-
creases the chance that the topics, methods, and results will be relevant for diverse groups in the society. Women representation in
management also acts as an important example for junior researchers and promotes fair career opportunities. Fair and transparent re-
cruitment processes protect employees from discrimination and disadvantage (e.g. due to maternity leave, age, or sex). The employees
then perceive that their growth depends on competencies and results rather than stereotypes. Students can see fair conditions in
practice — and they also enter a job position in internships, doctoral studies or the first employment in the institution.

Approach of the UO

The UO declares the promotion of equal treatment with all employees, both in the Regulations on Working Practices and Regula-
tions on Career Development. The UO openly acknowledges the European Charter for Researchers and the Code of Conduct for the
Recruitment of Researchers. The Regulations on Recruitment Procedures stipulates processes to recruit a new employee as well as the
way of recruitment. The UO will follow improving the opportunities for gender balance in management and decision making at all levels.
Thus, it will further foster and strengthen the principles of equal treatment in women and men representation in managing and decision-
making positions, including newly planned measures.

16



Plan of new measures and activities

New measures/Ob- | Activity/Event descrip- | Indicator/Output Target group Responsibility Re- Period

jective tion sources

8. Implementing a sys- | Implementing a regular | Annual monitoring re- | University parts UO management Internal Annually
tematic monitoring | and methodically unified | leased to the UO | management CHRM re- Q4 2026
and reporting system | data collection, evaluation | management. Faculty manage- sources Q4 2027
of the ratio of manag- | and release of gender sta- ment and man- Q4 2028
ing employees at the | tistics on managing and agement of other Q4 2029
UO with respect to | decision-making positions workplaces Q4 2030
gender and equal op- | and decision-making bod-

portunities aiming at | ies.

implementing a regular

report on gender bal-

ance at the UO - at all

faculties and other UO

workplaces.

9. Supporting manag- | E-learning on the topic of | Conducted Managing employ- CHRM Internal Q4 2026
ing employees in the | ,Diversity = management | e-learning ees re-

area of equal opportu- | and managing people in sources

nities aiming at making | the context of equal op-

managing skills more ef- | portunities”.

fective in the context of

equal opportunities.

10. Supporting women | Mentoring by managing | Seminars, discussion | Employees CHRM Internal Q12027
in management by | employees (academic and | panels with women at | Managing employ- re-

mentoring and pro- | non-academic profes- | managing positions | ees sources

moting activities that | sions). (sharing good prac- | Students

make women in man- tices, successes, ex- grants

agement visible aiming
at conducting educa-
tional and good prac-
tice.

perience)

17




5.3. Gender equality when recruiting and career advancement
Why is this priority area important?

Recruitment, selection as well as accepting new employees should be transparent and gender-correct in the context of equal op-
portunities. Therefore, such processes should be relevantly documented and archived. The process of addressing workforce is the
“starting line” for the recruitment process while complying with equal opportunities principles, when a gender-correct process of
addressing potential new employees is important. Considering the addressing process, the way of announcing a job position (language,
requirements) is the key factor. Recruitment criteria should be formulated in a gender-correct language. Advertisements should be
worded in a way implying that both men and women are welcome to the position. Recruitment staff should be trained in the area of
equal opportunities and practice this knowledge when being in contact with the applicants. The system of the Onboarding process and
training is also important. It concerns a relevant and beneficial activity to smoothly onboard new employees into the team and working
environment.

Fair and transparent recruitment processes protect employees from discrimination and disadvantage (e.g. due to maternity leave, age,
or sex). The employees then perceive that their growth depends on competencies and results rather than stereotypes. Students
can see fair conditions in practice — and they also enter a job position in internships, doctoral studies or the first employment in the
institution.

Approach of the UO

The UO recruitment process will continue to be transparent and non-discriminatory. The UO is a proud holder of the HR Excellence in
Research Award, and the recruitment process complies with the European Charter for Researchers and the Code of Conduct for the Re-
cruitment of Researchers. The UO will continue providing the applicants with transparent information, which is comprehensively summa-

rized on the UO website, including the emphasis on social safety and high organizational culture.

Plan of activities that are already being implemented in the given priority area (support and development of existing measures)

18



Existing measures Activity/Event descrip- | Indicator/Output | Target group Responsibility Re- Period

tion sources
11. Promoting a trans- | The UO will openly Publicly declared Employees CHRM Internal Annually
parentrecruitment pro- | agcknowledge the European | supportin aninter- | Students re- Q42026
cess of workforce and | cparter for Researchers nal form and onthe | Public sources | Q42027
declaI:ing. (?qual I and the Code of Conduct university website. Applicants O 2ize
non-discriminatory ap- i Q4 2029
proach. for the Recruitment of Re- Q42030

searchers.

The UO will follow its trans- | The validity of the

parent Regulations on Re- relevant documents

cruitment Procedure, will continue.

which emphasises gender-

and diversity-balanced re-

cruitment committee.

The UO will follow the Rec-

tor’s Order Education and

Professional Development

of Employees (Czech ver-

sion: Vzdélavani a odborny

rozvoj zaméstnancu/kyri).
12. Supporting stu- | The UO will continue to Counselling and Students CHRM Internal During
dents in their career | provide study, career,and | Career Centre and | Applicants Career and Counsel- | re- 2026, 2027,
advancement  within | o chological counselling | the Pyramid Centre, ling Centre sources | 2028, 2029,
the Counselling and 2030

Career Centre and the
Pyramid Centre.

and coaching free of
charge.

their conducted
services, activities,
and counselling.

19




The UO will continue to
hold events, workshops,
Career Festival as well as
run the Career portal Job
Teaser.

13. Gender-correct ad- | All advertised positions will | Gender-correct job | Applicants CHRM Internal From 2026
vertising,  promoting | be announced in a gender- | positions adver- Faculty and other re-
equa_lltreatment and di- | o5rrect language. tised on the website workplaces manage- | sources
versity. of the UQ, all facul- ment.
ties, and other
workplaces, at re-
cruitment portals.
Plan of new measures and activities
New measures/Objec- | Activity/Event de- Indicator/Output Target group Responsibility Re- Period
tive scription sources
14. Development of the | Apart from the | A presentation on Managing employ- | CHRM Internalre- | Q4 2026
onboarding process aim- | onboarding  process, | Workplace introduc- ees sources/
ing at making it more effi- | there will be an intro- | tion.
cient and complemented | ductory presentation Mentors Resources
with introduction to organ- | containing an introduc- | A presentation placed | Employees from the
izational culture. tion to the organiza- | onthe website (part project

tional culture, values,
vision, and ethical prin-
ciples. The presenta-
tion will then be pre-
sented in person to all
new employees.

Career)

20




15. Training employees | Persons responsible Conducted work- Managing employ- | CHRM Internalre- | Q4 2026

responsible for recruit- | for recruitment and ca- | shops on this topic. ees sources/

ment and career devel- | reer development will Resources

opment/advancement be trained on the topic CHRM employees. from a pro-
of “Gender equality ject

and equal opportuni-
ties in recruitment and
career development “

5.4. Work life balance

Why is this priority area important?

Activities promoting work/life balance are perceived by employees as a key benefit and a strong motivational factor. Employers that
actively engage in the work/life balance area consider it part of their organizational culture. Such organizations tend to develop employ-
ees while trying to provide them such conditions to keep them in the organizations. Care for their employees is an emphasised perspective
and a stable benefit provided by these employers. Work/life balance can be represented as a wide range of activities ideal to combine
work and life. They include, among others, flexible forms work, benefits supporting work/life balance as well as a way how an organization
handles processes of starting maternity/parental leave, keeps communication with employees who already are on maternity/parental
leave, and what their return to work is like.

Promoting work/life balance helps the employees manage their family and other duties in long-term without being exhausted and
having a feeling of guilt. Employees then perceive a lower risk of burnout, higher stability, and willingness to stay in the organization.
Students who often combine studies with work or care find flexibility and understanding in this are fundamental to successfully
graduate.
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Approach of the UO

The UO is very active in the area of work/life balance since it provides its employees with flexible forms of work, flexible working hours,
part-time employment, and home office (remote work). The UO also provides benefits supporting work/life balance, such as contribu-

tion to pension insurance, Multisport card, 50% discount on nursery fees in Elanek nursery school, etc. New activities will include,

for example, setting up a maternity/parental leave management system, expanding counselling services to employees in the sandwich

generation (45+), etc.

Plan of activities that are already being implemented in the given priority area (support and development of existing measures)

groups at the UO.

balance. The lecture
was recorded to be re-
used (or used as a pre-
vention tool for wellbe-
ing) and targeted to all

part respectively.

Existing measures Activity/Event de- Indicator/Output Target group Responsibility Re- Period
scription sources

16. promoting flexible The UO will continue to | Currently stipulated UO and other CHRM Internal Over the
forms of work aiming at follow internally estab- | document/Rector’s workplaces em- re- whole moni-
reacting to employees’ lished principles, offer | Order Regulations on | ployees. sources tored period
needs and supporting the | flexible working hours, | working time records 2026+
area of employees’ part-time employment | atthe University of
work/life balance. as well as home office. | Ostrava (Czech ver-

sion: Pravidla evi-

dence odpracované

doby na Ostravské

univerzité).
17. Promoting work/life In November 2025, the | Published video on UO and other CHRM Internal Over the
balance aiming at provid- | UO held a lecture on | the intranet/share workplaces em- re- whole moni-
ing education to all target | the topic of Work life | point, website Career | ployees. sources tored period

2026+
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groups of employees
and students.

Plan of new measures and activities

New measures/Ob-
jective

Activity/Event descrip-
tion

Indicator/Output

Target group

Responsibility

Re-
sources

Period

18. Establishing a ma-
ternity/parental leave
management system
aiming at supporting
parents on or returning
from M/P leave, keeping
contact with them dur-
ing the M/P leave, and
making their return to
work easier.

Creating an |M/P leave
document/management
system, which will clearly
describe communication,
support, and onboarding
process of employees
when starting or finishing
their M/P leave.

Interconnecting activities
within the project Back to
Science (Czech version:
Zpatky za vedOU), which
is focused on research
and academic staff re-
turning after a career
break.

Conducting return grants
with the project Back to
Science (Czech version:
Zpatky za védOU).

M/P leave Document/
Management

Activities planned
and conducted within
the project

Back to Science
(Czech version:
Zpatky za védOU).

Employees (poten-
tial parents)

Employees - par-
ents on M/P leave,
returning from M/P
leave.

Employees return-
ing after a career
break.

CHRM

Re-
sources
from the
project

Q12027

the
for

19. Completing
Guidelines

Completing and creating a
Guidelines which should

Guidelines for
work/life balance

Employees

CHRM

Re-
sources

Q12026
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work/life balance aim- | include support to target | available/published from the
ing at offering practical | specific life situations and | at the UO Portal. project
guidelines and possibil- | summarize available
ities to support various | forms of flexible work, | Presentation of se-
life situations of the em- | benefits, and processes | lected chapters on
ployees (e.g. parents, | (e.g. application for a part- | the UO intranet.
caring persons, pre-re- | time employment, home
tirement age, etc.) office, return from M/P
leave, possibility to use
various counselling alter-
natives, etc.).

5.5. Integrating the gender dimension into science and research
Why is this priority area important?

The promotion of integrating the gender dimension into the research content and organizational processes is part of the European
Commission strategy for gender equality in research and innovation and falls under one of the six priorities of the European Research
Area. Evaluation of the gender dimensionis a standard component of project proposals under the Horizon Europe programme. The gender
dimension in research content and organizational processes must be taken into account whenever research results and/or gender main-
streaming are intended to be used by people or to have any impact on them. In current European policies (ERA, Horizon Europe), the
integration of the gender dimension into research content is perceived as a quality standard rather than an add-on; in many fields, it is
assessed under the criterion of excellence. For researchers, this means higher project quality, better position in grant competitions,
and international comparability. For students, it represents an opportunity to learn and participate in research that reflects the
diversity of reality and fosters critical engagement with stereotypes.
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Approach of the UO

The UO understands the integration of the gender dimension into science and research as an inseparable par of quality research

because it concerns a current European quality standard, ensures that services and recommendations are usable for everyone while

strengthening the credibility of the institution. The planned measures will provide room for education of employees and students in

this area as well as guidelines how to suitable reflect the gender dimension in a research, development and innovation project.

Plan of new measures and activities

topic of gender dimension

New measures/Objec- | Activity/Event de- Indicator/Output | Target group Responsibil- | Re- Period
tive scription ity sources
20. Education in the area | Providing an educational Published MEYS Employees CHRM Internalre- | Q12026
of gender dimension in | material on the topic of Guide ,,How to con- sources
science and research | .,nsidering gender di- sider gender dimen-
aimi'ng a,t el - mension in science and sion in the content
acy in this area. ) )
research and promoting of science and
literacy in the area of R&D* (Czech
equal opportunities as version: Jak
well as gender dimension | zohledriovat gende-
in the area of science and | rovou dimenziv ob-
research. sahu vyzkumu,
vyvoje a inovaci), on | Academic and R&D
the UO website in employees
section ,,Social Re-
sponsibility“ Q4 2026
https://msmt.go CHRM Internal re-
Training employees inthe | y.cz/file/59796/ sources
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https://msmt.gov.cz/file/59796/
https://msmt.gov.cz/file/59796/

in science and research Conducted training
(examples of good prac- and presentation
tice), e.g. Centre for Gen- | with examples of
der & Science. good practice.
5.6. Measures against gender-based violence including sexual harassment

Why is this priority area important?

Concerning the policy of equal opportunities, it is important to maintain a dignity level of the employer, which contributes to the es-
tablishment of a respectful environment without room for bullying or discriminatory behaviour. According to the Code, employers
are obliged to ensure equal treatment of all employees. Working conditions must eliminate any discrimination. It is suitable to create
anti-discriminatory measures, where an internal regulation describes the term discriminatory behaviour, rules to submit and pro-
cess complaints, and sanctions for unacceptable behaviour. [t is suitable to appoint a person who is to be contacted by employees
with their complaints on discriminatory behaviour or sexual harassment, etc.

This area also requires education of managing employees. Managing employees should be trained in the area of harassment and dis-
crimination so that their knowledge of harassment and bullying becomes part of their managerial competences. They should be able to
apply equal treatment in everyday practice, recognize even slight forms of discrimination (so-called microdiscrimination) and avoid it
themselves. It is important to regularly monitor the working environment by mapping a potential encounter with discrimination or
inappropriate behaviour at the workplace.

Approach of the UO

The UO approaches the topic very responsibly, emphasises the area of social safety, and the Rector’s Order n0.22/2023 stipulates the
rules for safe communication using an electronic system. The topic of social safety is supported on the UO website. It includes a
contact for an external ombudsperson, who has been active at the university since summer 2023 and provides counselling both to
employees and students. The website also includes contacts for ombudspersons at individual faculties and workplaces.

The university also has an elaborated guide for social safety, which is published both on the website and in printed. It contains basic
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orientation in the issues of social safety in higher education institutions, presents the most frequent forms of discrimination and its forms,
and provides guidelines of what to do in case a problem occurs as well as where to find help. The UO website also includes educational
videos dealing with social safety.

Clear support of social safety and standing against inappropriate behaviour and discrimination, clearly communicated values, a

declared commitment to equal opportunities, and transparent rules provide employees with protection of their dignity and the assur-
ance that they can speak up and that the institution will not hide problems. For students, this is essential in order to focus on their
studies without fear of humiliation, pressure, or abuse of power — and to know where to find help if something happens.

Plan of activities that are already being implemented in the given priority area (support and development of existing measures)

dents aiming at maintain-
ing and promoting the area
of social safety and equal
opportunities/equal treat-
ment.

strengthen the ombud-
sperson’s position.

The UO will continue to
support the network of
contact ombudsper-
sons primarily ap-
pointed to receive an-
nouncements of inap-
propriate  behaviour,
discrimination, and
sexual harassment.

The UO will continue
OU to investigate the

dents.

Contact ombudsper-
sons at individual
workplaces available
to all employees and
students.

Conducted survey
and solution within
the UO.

Students at allUO
faculties.

Existing measures Activity / activity de- | Indicator/Output Target group Responsibility Re- Period
scription sources

21. Continuing in and | The UO will continue to | Ombudsperson’s ser- | UO and other CHRM Internal Over the

strengthening the insti- | financially and person- | vices available to all workplaces em- re- whole moni-

tutional solution of inci- | nelly support and | employees and stu- ployees. sources tored period

2026+
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occurrence and impact
of inappropriate behav-
iour, including gender-
based violence.

Plan of new measures and activities

New measures/Ob- | Activity / activity de- Indicator/Output Target group Responsibility Re- Period
jective scription sources

22. Education on the | Workshop on the topic of | Number of con- Managing employ- CHRM Internalre- | Once in two
topic of discrimination | Equal opportunities, dis- | ducted workshops. ees sources years

and its elements aim- | crimination and its ele- Employees Q4 2026
ing at increasing the | ments. Q4 2028
awareness, present and

explain discriminatory

techniques, how vari-

ous forms are demon-

strated, how to recog-

nize them, and how to

defend against them.

23. Monitoring of the Establishing Monitor- Conducted monitor- | Allemployees CHRM Internalre- | Once in two
UO environment aim- ing/mapping of employ- ing that is regularly PS WLB sources years

ing at continuous map- | ees’ satisfaction and repeated in a form of Q4 2027
ping of the working en- needs and integrating an electronic ques- Q4 2029

vironment and getting
feedback from employ-
ees.

questions regarding dis-
crimination or sexual har-
assment.

tionnaire survey.

The monitoring re-
sults will be pro-
cessed and pre-
sented to all employ-
ees in person or
online.
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GENDER EQUALITY STRATEGY

and
GENDER EQUALITY ACTION PLAN

2026 - 2030

University of Ostrava

@ hr

OSTRAVSKA .

UNIVERZITA HREXCELLENCE IN RESEARCH

The Gender Equality Plan (GEP) of the University of Ostrava was formed in December 2025 based on recommendations arising from the Gender audit which was
performed from September to November 2025. The Audit complied with the effective Gender Audit Standards released by the Government Office of the Czech
Republic in March 2016 (revision in 2024). The GEP UO has been implemented with the support of the Operational Programme Johannes Amos Comenius, within
the project “Research, Innovation, Development, and Technology Transfer at OU”, reg. no. CZ.02.01.01/00/23_026/0011432, funded by the MEYS.
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