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and suggestions, which contributed to the development of the gender equality
plan.
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The presented Gender Equality Plan (GEP) at the Nencki

Institute of Experimental Biology Polish Academy of

Sciences , hereinafter referred to as the "Inst itute" , is in l ine

with the objectives of the European Commission's gender

equality strategy "Equality Union: a strategy for gender

equality for 2020-2025". It is a continuat ion of the activit ies

contained in the "Counci l of Europe Strategy for Gender

Equal ity" f i rst adopted in 2014.

By developing and implementing the GEP, the Institute is

fulfilling an eligibility criterion introduced from 2022 for

publ ic bodies and research institutions that want to apply for

funding under Horizon Europe.

The goal of the Institute 's Gender Equality Plan i s to

implement, develop, support and monitor good practices to

create a diverse and safe working environment and

conditions for equal treatment of the Institute's employees

and to counteract gender discrimination . The introduction

and improvement of the aforementioned pract ices is closely

related to the Institute's overarching goal of pursuing

scientific excellence , wh ich is achieved through a policy of

equal opportunit ies for scienti fic development and the

real ization of individual potential . In addit ion , in accordance

with the Labor Code and Labor Regulations in force at the

Insti tute , the employer has an obligation to prevent

discriminat ion , fol lowing the principle of equal t reatment of

employees.

Diversity in research teams contributes to improving the

innovation and compet itiveness of research institutions at the

national and international level , and serves to attract and

retain qual ified academic staf f . Moreover, the implementat ion

of solutions that support equal t reatment leads to the creation

of transparent staf fing procedures , fosters communicat ion

between employees and managers , and helps to create a better

and more eff ic ient work environment.

Among other th ings, the tasks outl ined in this plan

complement and develop the pract ices already implemented at

the Institute in connection with the HR Excellence in Research

award, and are in l ine with the European Charter for

Researchers and the Code of Conduct for the Recruitment

of Researchers , to which the Inst itute has been a signatory

since 2010. The measures implemented as part of HR

Excellence in Research include a transparent process for the

appointment of select ion committees , and the recru itment and

selection of candidates , based on clearly defined criter ia that

apply to al l appl icants.

G E N D E R E Q U A L I T Y P L A N N E N C K I I N S T I T U T E P A S 2 0 2 2 - 2 0 2 6
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The course of the recruitment process is described regular ly in

reports , taking into account the possibi lity of appeal against

the decis ion of the recruitment committee . In the adopted

procedures , the principle of non-discrimination is

implemented, ensuring equal access to development

opportunities and creat ing working condit ions that allow

reconciliation of career and private l i fe .

The ru les adopted in connection with the HR Excel lence in

Research award also take into account a representative gender

balance at al l stages of a career .

In addition to cont inuing good recruitment and staff ing

practices and developing new ones, the tasks set out in the

gender equality plan are a tool for expanding the Institute's

potent ial through the implementat ion of trainings that allow

for the development of competenc ies in the identi fied priority

areas . These in itiatives continue and complement the anti-

discriminat ion measures already undertaken at the Inst itute ,

such as the appointment of the Disc ipl inary Representat ive , the

Ombudsman, and ant i-mobbing train ing.

The Gender Equal ity Plan was developed by the Commission for

the Implementat ion of the Gender Equali ty Plan and Anti-

Discriminat ion Handbook (AH) appointed by the Director of the

Nencki Institute Pol ish Academy of Sciences, Prof . Agnieszka

Dobrzyń , by Order No. 32/2021 of October 6, 2021. The work

of the commission is supervised by the Director of the Nencki

Inst itute , Pol ish Academy of Sc iences.
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OBJECTIVE 1

Developing practices that 

str ive for  gender balance in 

recruitment and career 

development with 

consideration of decis ion-

making and management 

levels

OBJECTIVE 2

Developing practices 

that seek to improve 

organizational culture 

and work-l ife balance

OBJECTIVE 3

Developing practices 

to counter gender-

based violence

OBJECTIVE 3

Integrating gender 

mainstreaming into

research and teaching 

content
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D I A G N O S I S  A N D  I M P L E M E N T A T I ON  
O F  A C T I O N S

METHODOLOGY

The fol lowing too ls were used in develop ing the Gender Equa l i ty P lan at the Nencki Inst i tute, Po l ish

Academy of Sc iences :

o desk research o f admin ist ra t ive data on the gender st ructure of employees and PhD students in such

areas as indiv idua l employee groups, sc ient i f ic and manager ia l pos it ions, dec ision-making st ructures,

s tages o f sc ient i f ic careers , cand idates fo r pos it ions , etc . ;

o survey o f employees and PhD students on gender equa l i ty and d iscr iminat ion;

o consu lta tions with representat ives o f employees and PhD students ;

o prev ious ly conducted surveys on working cond it ions .

Analyses were conducted depend ing on the ava i lab le data , and data were compared where substant ively

just i f ied, such as with the same scope of employees ' dut ies o r type of recru itment . Further in-depth

ana lyses wi l l be conducted dur ing GEP implementat ion .

GENDER DISTRIBUTION AMONG EMPLOYEES AND PhD STUDENTS

Among the Inst itute 's employees, there are 65% women and 35% men . There are 70% women and 30%

men in PhD studies .

GENDER DISTRIBUTION IN THE RECRUITMENT AND CAREER DEVELOPMENT 

The gender d is t r ibut ion of the var ious employee groups is character ized by a predominance of women .

Employess in  to ta l

65%       35%

Employees working in  

sc ience

66%      34%

Employess not  working in  

sc ience

PhD students

64%        36% 70%       30%

Admin is t ra tive s ta f f Research and techn ica l

employees

Scient i f ic employees Lib rary  and  sc ient i f ic  

in fo rmat ion  s ta f f  

70%       30% 65%       35% 64%       36% 76%       24%
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D IA GNOSIS A N D IMPLEMENTATION – RE CRUITMENT A N D C A REER D E VELOPMENT

GENDER DISTRIBUTION AMONG PhD SCHOOL APPLICANTS DURING 
ADMISSIONS SINCE 2019 

Among both app l icants and accepted, the major ity were women (64% and 75%, respect ively ) . The

proport ion of men was 36% among appl icants and 25% among those admitted .

GENDER DISTRIBUTION IN SCIENTIFIC POSITIONS

In sc ient i f ic pos it ions, women account fo r 64% to 100% , depend ing on the pos it ion, and men fo r 0 to

37% .

Serv ice employees Technica l  employees

52%       48% 57%       43%

65%       35% 100%*        0%

Adjunct Ass is tant * N=1

64%       36%

Pro fessor

68%       32%

Professor o f  the Inst i tute

Average among cand idates Average among admit ted

64%       36% 75%       25%

Desp ite the d ifferences in the number of male and female cand idates in consecut ive ca lls , the t rend of a

predominance of women among app l icants and admit ted cont inues .

G E N D E R E Q U A L I T Y P L A N N E N C K I I N S T I T U T E P A S 2 0 2 2 - 2 0 2 6
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D IA GNOSIS A N D IMPLEMENTATION – RE CRUITMENT A N D C A REER D E VELOPMENT

GENDER DISTRIBUTION AMONG CANDIDATES FOR HEAD OF LABORATORY

In 2018 and 2020, there were 29% women and 71% men among those competing for the position of

head of the laboratory. The average percentage of women and men accepted fo r the pos it ion was

equal .

Average among cand idates Average among admit ted

29%       71% 50%       50%

GENDER DISTRIBUTION AMONG PhD, HABILITATION OR PROFESSORSHIP
RECIPIENTS

In 2016-2020, among those who received PhD, hab i li ta t ion or professorsh ip, near ly 70% were women

and 30% were men .

PhD Hab i l i ta t ion

69%       31% 68%       32%

Pro fessorsh ip

71%       29%

The ana lysis was conducted for the years 2016-2020 . The average t ime to obta in PhD was 0.9 years

longer for men . Fo r a habi litat ion , the t ime was on average 1.1 years longer for women . Women also

obta ined their professorships on average 1.2 years later than men . However , the sign if icance of

gender d if ferences requ ires further ana lys is fa l l ing over a longer per iod .

AVERAGE TIME TO OBTAIN PhD, HABILITATION OR PROFESSORSHIP BY
GENDER

GENDER DISTRIBUTION AMONG PROMOTED EMPLOYEES OF THE
ADMINISTRATIVE DIVISION, USING THE EXAMPLE OF TECHNICAL
EMPLOYEES AND DURING THE RECRUITMENT FOR A TECHNICAL POSITION
FOR THE YEARS 2019 - 2021

During the period ana lyzed , among the promoted techn ica l employees, 71% were women and 29% were

men . Women outnumbered men among app l icants and those accepted for techn ica l pos it ions.
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D IA GNOSIS A N D IMPLEMENTATION – RE CRUITMENT A N D C A REER D E VELOPMENT/MANAGEMENT 

A N D D E CIS ION-M AKING ST RUCTURES 

Techn ica l  employess in  to ta l

in  ana lyzed per iod

67 ,5%     32 ,5%

Promoted

71%        29%

Cand idates

74%       26%

Analysis of the salar ies of employees with the same respons ib i l it ies in d ifferent employee groups showed

no significant d ifferences by gender . Further analys is wi l l be int roduced to monito r and counteract the

gender pay gap .

An ana lys is o f the gender dis t ribut ion in the Inst i tu te 's decis ion-making st ructures , such as commit tees,

counci ls , adv iso ry panels , etc. , and in prestig ious appo inted pos itions showed that women make up

more than half . They a lso ho ld the pos it ion of cha irperson more often .

Decis ion-making st ructures

in  to ta l

57%       43%

Admin is t ra tive Scient i f ic Commiss ions

57%       43% 58%       42% 59,5%   40 ,5%

Cha irperson

65%       35%

ANALYSIS OF SALARIES OF EMPLOYEES (2021) WITH THE SAME
RESPONSIBILITIES, BY GENDER, USING THE EXAMPLE OF ADJUNCTS

G E N D E R E Q U A L I T Y P L A N N E N C K I I N S T I T U T E P A S 2 0 2 2 - 2 0 2 6
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A s imila r t rend is evident a fter ana lyz ing manager ia l pos it ions and is part icu la r ly marked in the case of

managers of support ing units, where the share of women reaches 80% and men 20%. In the case o f

admin is t ra tive managers , there is a gender ba lance .

GENDER DISTRIBUTION AT MANAGEMENT AND DECISION-MAKING LEVELS 
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D IA GNOSIS A N D IMPLEMENTATION – RE CRUITMENT A N D C A REER D E VELOPMENT/MANAGEMENT 

A N D D E CIS ION-M AKING ST RUCTURES 

Supporting unit  managers

50%       50% 80%      20%

Admin is t ra tion  managers

ANALYSIS OF THE SURVEY ON GENDER EQUALITY AND DISCRIMINATION

G E N D E R E Q U A L I T Y P L A N N E N C K I I N S T I T U T E P A S 2 0 2 2 - 2 0 2 6

GENDER DISTRIBUTION AMONG PRINCIPAL INVESTIGATORS IN PROJECTS
SELECTED FOR FUNDING BY THE NCN (NOVEMBER 2017-NOVEMBER 2021)
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The most s ignif icant d ifference can be seen in the Sonata Bis compet it ion fo r the estab l ishment of a

new research team, where 83% of quali f ied pro ject pr inc ipa l invest igato rs were men and only 17%

were women . In the Prelud ium Bis compet it ion fo r PhD student superv isors , only women part ic ipated .

Management  pos it ions in  to ta l

57%       43%

Laboratory Heads

55%       45%

The gender d is t r ibut ion among respondents mirro red that o f employees and PhD students and was

character ized by a h igher percentage o f women. The in fluence of the gender s t ructure o f respondents

(the sample) on the f ina l conclus ions was taken into account when ana lyz ing the resu lts . The major ity of

respondents were employees engaged in research work (48%) and PhD students (31%) . Admin ist ra t ive

s ta f f accounted for 12% and technica l s ta f f fo r 9%.

RECRUITMENT AND CAREER DEVELOPMENT

 Men are 17 percentage points more l ikely than women to rate their career opportunities wel l .

 Women are 3 times more likely than men to cite a negative personal evaluation of academic

achievements as a reason for not apply ing for a grant , fe l lowsh ip, pos it ion or award .

CONCLUSIONS OF THE SURVEY ON GENDER EQUALITY AND DISCRIMINATION

WOMEN MEN
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D IA GNOSIS A N D IMPLEMENTATION – RE CRUITMENT A N D C A REER D E VELOPMENT/MANAGEMENT 

A N D D E CIS ION-M AKING ST RUCTURES 

TRAINING FOR 

RECRUITERS ON BEST

FROM 2024 A MINIMUM OF 50% OF 

RECRUITERS TRAINED

BY 2024PRACTICES ( IN ADDITION 

TO THE TRAINING 

CONDUCTED IN 2021) .

FOR CANDIDATES 

WITH IDENTICAL 

COMPETENCIES,  

RECOMMENDING THE 

PRINCIPLE OF STRIVING 

FOR GENDER BALANCE 

FROM 2022 RECOMMENDATION

OF THE DIRECTOR OF

THE INSTITUTE

RECOMMENDATION 

OF A UNIFORM 

RESUME FORM

FROM 2022 PUBLICATION WITH 

JOB OPENINGS

BY THE END OF 2022

G E N D E R E Q U A L I T Y P L A N N E N CKI I N S T I T U T E P A S 2 0 2 2 - 20 26

OBJ ECT I VE  1 . 1 TASK T I M E

DEVEL OPIN G PR ACT ICES  

T H AT  S UPPOR T  EQUAL  

OPPOR T U N IT IES  IN

R ECR U IT MEN T  AN D 

PR OMOT ION  OF  

EMPL OY EES  

I ND I CATOR

UNIFICATION OF 

RECRUITMENT 

DOCUMENTS AND JOB 

OFFERS WITH

INFORMATION ON 

ANTI-DISCRIMINATION 

PRACTICES HIGHLIGHTED

FROM 2022 IMPLEMENTATION IN 

ALL JOB OFFERS AND 

COMPETITIONS BY THE

END OF 2022

RECOMMENDATIONS

OBJECTIVE1: DEVELOPING PRACTICES THAT STRIVE FOR GENDER 
BALANCE IN RECRUITMENT AND CAREER DEVELOPMENT WITH 
CONSIDERATION OF DECISION-MAKING AND MANAGEMENT LEVELS

TARGET GROUP: JOB APPLICANTS, PhD STUDENTS, EMPLOYEES

RESPONSIBLE BODY: INSTITUTE’S DIRECTOR, HUMAN RESOURCES AND 
RECRUITMENT DEPARTMENT, OFFICE OF INTERNATIONAL RELATIONS AND 
PROJECT MANAGEMENT, HR EXCELLENCE COMMISSION, GEP AND AH
IMPLEMENTATION COMMISSION, WISAN

 Lack of t ime is ind icated as the second most common reason , which both women and men mention

with s imila r f requency. Only women ind icate a fear of being judged or a hindered opportunity to

go .
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D IA GNOSIS A N D IMPLEMENTATION – RE CRUITMENT A N D C A REER D E VELOPMENT/MANAGEMENT 

A N D D E CIS ION-M AKING ST RUCTURES 

DEVELOPING 

GUIDELINES AND 

IMPLEMENTING

DATA COLLECTION 

AND MONITORING

STATISTICS ON GENDER 

DISTRIBUTION AT 

DIFFERENT CAREER 

STAGES

OBJ ECT I VE  1 . 2 TASK T I M E I N D I CATOR

CON DU CT IN G GEN DER  

DIS T R IBU T ION  AN AL Y S IS  

AT  DIFFER EN T  S T AGES  OF

CAR EER S

FROM 2023 IMPLEMENTATION OF

GUIDELINES AND 

CREATION OF 

DATABASES 

OBJ ECT I VE  1 . 3 TASK T I M E I ND I CATOR

R A IS IN G COMPET EN CE IN  

A PPL Y IN G FOR  A N D 

MAN AGIN G GR AN T  

PR OJ ECT S

FROM 2022 INTRODUCTION OF

A NEWSLETTER  

SENT TO EMPLOYEES 

AND PhD

STUDENTS

DISSEMINATING

INFORMATION ABOUT 

TRAININGS ON

PREPARATION OF 

GRANT PROJECTS

AND THEIR MANAGEMENT

G E N D E R E Q U A L I T Y P L A N N E N C K I I N S T I T U T E P A S 2 0 2 2 - 2 0 2 6

STRIVING FOR GENDER 

BALANCE AMONG 

PANELISTS AND 

INVITED GUESTS 

WHEN ORGANIZING 

CONFERENCES, PANELS 

AND DISCUSSIONS

FROM 2022 RECOMMENDATION 

OF THE DIRECTOR OF

THE INSTITUTE, 

CREATION OF 

DATABASE 

DISSEMINATING

INFORMATION ABOUT 

JOB

OPPORTUNITIES/CONTRACTS 

FROM 2022 NETWORKING WITH 

NEW INSTITUTIONS 

THAT HELP IN THE 

DISSEMINATION OF 

JOB OFFERS

DEVELOPING

GUIDELINES AND 

IMPLEMENTING DATA 

COLLECTION AND 

MONITORING STATISTICS 

ON GENDER DISTRIBUTION 

DURING RECRUITMENT 

AND COMPETITIONS

FROM 2022 IMPLEMENTATION OF

GUIDELINES AND 

CREATION OF

DATABASES 

OBJ EC I TVE  1 . 1  CONT I NUED TASK T I M E I N D I CATOR
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D IA GNOSIS A N D IMPLEMENTATION – ORGANIZATIONAL C U LTURE A N D W ORK -LIFE B A L ANCE

PERCENTAGE OF PARENTS TAKING DAYS OFF FOR CHILDCARE BY GENDER
IN 2020-2021

The ana lys is showed that women are more l ikely to perfo rm caregiving dut ies .

G E N D E R E Q U A L I T Y P L A N N E N C K I I N S T I T U T E P A S 2 0 2 2 - 2 0 2 6

IMPACT OF COVID-19 PANDEMIC ON THE NUMBER OF DAYS OFF CLAIMED
FOR CHILDCARE (UNDER 14 YEARS OLD) AND THE NUMBER OF
CLAIMANTS BY GENDER

TRAINING ON THE 

PREPARATION FOR JOB

INTERVIEWS

FROM 2023 NUMBER OF

TRAINED

BY THE END OF 2023

ASSESSING ORGANIZATIONAL CULTURE AND WORK-LIFE BALANCE
DEPENDING ON GENDER

NUMBER OF REQUESTED DAYS OFF FOR CHILDCARE BY GENDER IN 2020-
2021

OBJ ECT I VE  1 . 3  CONT I NUED TASK T I M E I ND I CATOR

During the COVID-19 pandemic , the number of days off for chi ldcare (under 14 years old) nearly

doubled , with an increase in the number of women request ing them and a decrease in the number of

men request ing them.
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D IA GNOSIS A N D IMPLEMENTATION – ORGANIZATIONAL C U LTURE A N D W ORK -LIFE B A L ANCE

WORK-LIFE BALANCE

 74% of employees and PhD students rate work-li fe balance well . The eva luat ion o f th is aspect by

women and men i s simi lar .

 The positive impact of hav ing a family on a career is declared by women and men with similar

f requency .

 The negative impact o f hav ing a family on a sc ienti f ic career is more often ind icated by women ,

ma in ly under the age of 30 .

G E N D E R E Q U A L I T Y P L A N N E N C K I I N S T I T U T E P A S 2 0 2 2 - 2 0 2 6

 Among the 7% of respondents who are crit ica l of o rgan izat iona l culture, early career professionals

and women predominate . These two groups are more l ikely to report experiencing gender

discr imination .

 11% of respondents cannot say whether they have exper ienced d iscr iminat ion.

 The most common fo rms o f d iscr iminat ion are verbal d iscr imination and mobbing , re la ted to

inte l lectual contr ibutions, career development and having a family .

 A quarter of respondents were afraid or would be afra id to respond to d iscr iminat ion . Most of them

are women .

 The most common reason for th is fear is the fear of the react ion of superiors and co-workers , as

well as the negative impact on careers . At the same time, most respondents pos it ive ly assess their

re lat ions with the supervisor .

 Mainly women have car ing responsib i l i t ies and are more l ikely to express concerns about

573

946

30

37

7

4

1

2

Sum of days and the number of applicants for the 
care of a child under 14 years of age

mężczyźni

kobiety

dni

COVID-19  pandemic

( IV  2020- I I I  2021 )

Before COV ID-19  pandemic

( IV  2019 - I I I  2020 )

ORGANIZATIONAL CULTURE 

 Most respondents (89%) rate the organ iza tiona l cu lture wel l . Women's and men's ra t ings are

simi lar .

 The majority of respondents (79%) decla re that they have not experienced gender d iscriminat ion ,

but about one-fi fth admit that they have witnessed it . Exper ience of gender discriminat ion is

dec la red by 7% of respondents .

 Among the elements o f the work env ironment that respondents say need to be improved to counter

d iscr iminat ion , organizational culture i s ment ioned in second place .

informing their supervisor about the possib i li t y o f hav ing a ch i ld or taking t ime off due to family

respons ib i l i t ies . They most often c ite fear of the supervisor 's react ion and the negat ive impact on

their careers as the reason for th is concern .

 The main manifesta tion of the decla red negative impact of hav ing a family on one's career i s the

t ime limitat ion fo r pro fess iona l dut ies and rest . Women are more likely than men to ind icate such

a l imitation.

CONCLUSIONS OF THE SURVEY ON GENDER EQUALITY AND DISCRIMINATION

WOMEN

MEN

DAYS
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D IA GNOSIS A N D IMPLEMENTATION – ORGANIZATIONAL C U LTURE A N D W ORK -LIFE B A L ANCE

OBJ ECT I VE  2 . 1 TASK T I M E I ND I CATOR

IN CR EAS E AWAR EN ES S

R EGAR DIN G T H E 

PH EN OMEN ON  OF  

DIS CR IMIN AT ION  AN D 

BU L L Y IN G

BY 2024 NUMBER OF TRAINED

BY 2024

INTRODUCING

MANDATORY TRAINING 

ON THE PHENOMENON OF 

DISCRIMINATION

AND RESPONSE METHODS 

FOR EMPLOYEES AND 

MANAGERS

CONTINUING

MANDATORY TRAINING 

ON BULLYING 

FOR EMPLOYEES AND 

MANAGERS

NUMBER OF TRAINED

BY 2025

BY 2025

INTRODUCING TRAINING

FOR MANAGERS IN TEAM 

MANAGEMENT INCLUDING 

COMMUNICATION AND 

CONFLICT SOLVING

DIRECTOR’S DECREE

BY 2024

RECOMMENDING TO 

CHANGE THE NAME OF 

OMBUDSMAN TO 

OMBUDSPERSON

BY 2022

NUMBER OF TRAINED

BY 2024

G E N D E R E Q U A L I T Y P L A N N E N C K I I N S T I T U T E P A S 2 0 2 2 - 2 0 2 6

RECOMMENDATIONS

OBJECTIVE2: DEVELOPING PRACTICES THAT SEEK TO IMPROVE
ORGANIZATIONAL CULTURE AND WORK-LIFE BALANCE

TARGET GROUP: EMPLOYEES, PhD STUDENTS

RESPONSIBLE BODY: INSTITUTE’S DIRECTOR, HUMAN RESOURCES AND 
RECRUITMENT DEPARTMENT, GEP AND AH IMPLEMENTATION 
COMMISSION, WISAN

 Faci l it ies enab l ing work-li fe balance are most often c ited as a too l fo r creat ing cond it ions fo r equa l

t reatment o f employees . Women indicate them more often than men.

 Men are more l ikely than women to say they have exper ienced overwork or burnout .

 The overall assessment of the impact of the COVID-19 pandemic on careers is simi lar fo r both

genders and more often negat ive .

DISSEMINATING OF 

KNOWLEDGE ABOUT THE 

INSTITUTION OF THE 

OMBUDSPERSON

DEVELOPMENT OF

INFORMATION PACKAGES 

AND MAKING THEM 

AVAILABLE TO EMPLOYEES 

AND PhD STUDENTS

BY 2023



G E N D E R E Q U A L I T Y P L A N N E N C K I I N S T I T U T E P A S 2 0 2 2 - 2 0 2 6

1 5

D IA GNOSIS A N D IM PLEMENTATION – ORGANIZATIONAL C U LTURE A N D W ORK -LIFE B A L ANCE

OBJ ECT I VE  2 . 2 TASK T I M E I ND I CATOR

DEVEL OPMEN T  OF  

COMPET EN CI E S  I N  WOR K  

OR GA N I Z A T I ON  A N D T I ME 

MA N A GEMEN T  

BY 2025 NUMBER OF 

TRAINED 

BY 2025

INTRODUCTION OF 

WORKSHOPS ON 

ORGANIZATION AND TIME 

MANAGEMENT FOR 

EMPLOYEES AND PhD

STUDENTS

INTRODUCE FLEXIBLE 

WORKING HOURS FOR 

PARENTS (HYBRID WORK, 

ETC.)  INTO THE WORK 

REGULATIONS

NEW POINT IN THE

WORK REGULATIONS

BY 2023

OBJ ECT I VE  2 . 3 TASK T I M E I ND I CATOR

EX PA N S I ON  OF  

I N S T I T U T I ON A L  T OOL S  

S U PPOR T I N G WOR K- L IFE  

BAL AN CE

SPREADING AWARENESS 

OF PARENT-FRIENDLY 

SOLUTIONS

INFORMATION 

PACKAGES AVAILABLE 

TO EMPLOYEES AND 

PhD STUDENTS

BY 2024

APPOINT A 

SECOND OMBUDSPERSON

ELECTIONS BY 2023BY 2023

INTRODUCE ADDITIONAL 

COMMUNICATION TOOL 

WITH OMBUDSPERSONS

ACCESS FOR

EMPLOYEES AND PhD

STUDENTS

BY 2023

DEVELOP 

ANTI-DISCRIMINATION 

HANDBOOK

HANDBOOK 

PUBLICATION

BY 2023

INTRODUCTION OF

QUESTIONNAIRE FOR

THOSE LEAVING THE 

INSTITUTE

DEVELOPMENT OF

QUESTIONNAIRE 

AND SHARING 

WITH EMPLOYEES

BY 2023

OBJ ECT I VE  2 . 1  CON T I N UED TASK T I M E I ND I CATOR

POSSIBILITY TO MARK 

INFORMATION ABOUT 

FULFILLMENT OF CARE 

RESPONSIBILITIES

DURING THE EVALUATION OF 

EMPLOYEES

BY 2024 INTRODUCTION OF THIS 

OPTION INTO THE

EVALUATION FORM 



1 6

D IA GNOSIS A N D IMPLEMENTATION – C OUNTERING GE NDER V IOLENCE/GENDER 

MA INSTREAMING IN  RE SEARCH A N D  T E ACHING C ONTENT

TARGET GROUP: PhD STUDENTS, EMPLOYEES

RESPONSIBLE BODY:  INSTITUTE’S DIRECTOR, GEP AND AH
IMPLEMENTATION COMMISSION, SEE OBJECTIVE 2.1

OBJ ECT I VE  3 . 1 TASK T I M E I ND I CATOR

IN CR EAS E AWAR EN ES S

R EGAR DIN G T H E 

PH EN OMEN ON  OF  

GEN DER - BAS ED

VIOL EN CE

BY 2025 NUMBER OF PEOPLE 

TRAINED

INTRODUCING

MANDATORY 

TRAININGS COVERING 

THE PHENOMENON OF 

GENDER-BASED VIOLENCE 

AND HARASSMENT

G E N D E R E Q U A L I T Y P L A N N E N C K I I N S T I T U T E P A S 2 0 2 2 - 2 0 2 6

TASKS INCLUDED IN 

OBJECTIVE 2.1 

SEE OBJECTIVE 2.1

INCLUDE GENDER ASPECT IN RESEARCH AND TEACHING CONTENT

COUNTERING GENDER-BASED VIOLENCE

CONCLUSIONS OF THE SURVEY ON GENDER EQUALITY AND DISCRIMINATION

 The results o f the survey ind icate ind iv idua l cases o f exper iencing or observ ing gender-based

violence , inc lud ing sexua l harassment.

 Such exper iences were reported pr imar i ly by women, regard less o f career stage and age group .

RECOMMENDATIONS

OBJECTIVE3: DEVELOPING PRACTICES TO COUNTER GENDER-
BASED VIOLENCE

CONCLUSIONS FROM THE ANALYSIS OF DATA ON GENDER 
MAINSTREAMING IN RESEARCH CONTENT 

The resu lt s  o f  the ana lys is  conducted ind icate that  there is  a  lack o f  re l iab le data  on the presence o f  the 

gender d imens ion in  the research  content .

OBJECTIVE4: INTEGRATING GENDER MAINSTREAMING INTO
RESEARCH AND TEACHING CONTENT

TARGET GROUP: PhD STUDENTS, EMPLOYEES

RESPONSIBLE BODY: INSTITUTE’S DIRECTOR, HUMAN RESOURCES AND 
RECRUITMENT DEPARTMENT, GEP AND AH IMPLEMENTATION 
COMMITTEE, WISAN
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D IA GNOSIS A N D IMPLEMENTATION – GE NDER MA INSTREAMING IN  RE SEARCH A N D  T E ACHING 

C ONTENT

BY 2024

DEVELOPING SURVEY

ON GENDER INCLUSION IN 

RESEARCH CONTENT, 

ANALYSIS OF RESULTS AND 

DEVELOPMENT OF 

GUIDELINES 

BY 2023

TRAINING ON

INCLUDING

GENDER ASPECT 

IN GRANT PROJECTS, 

DISCUSSING THE IMPORTANCE 

OF THE GENDER DIMENSION 

IN RESEARCH DESIGN

CONDUCTING THE

SURVEY, 

IMPLEMENTING 

GUIDELINES

G E N D E R E Q U A L I T Y P L A N N E N C K I I N S T I T U T E P A S 2 0 2 2 - 2 0 2 6

NUMBER OF 

TRAINED

BY 2024

OBJ ECT I VE  4 . 1 TASK T I M E I ND I CATOR

CON S IDER  

GEN DER  AS PECT  AS  

ON E OF  T H E FACT OR S  

T O BE  T AK EN  IN T O 

ACCOU N T IN  T H E 

R ES EAR CH  DES IGN

BY 2023 DIRECTOR’S 

RECOMMENDATION

INCLUDING

GENDER ASPECT AS 

ONE OF THE FACTORS TO BE 

TAKEN INTO ACCOUNT

IN THE DESIGN OF THE 

RESEARCH

~ 
.
.



HUMAN RESOURCES AND RECRUITMENT 
DEPARTMENT

18

HR EXCELLENCE 
COMMISSSION

DIRECTOR OF NENCKI 
INSTITUTE PAS

GEP AND AH COMMISSION WOMEN IN SCIENCE 
AT NENCKI

O
B

JE
C

T
IV

E
 1

.1 DEVELOPMENT AND SHARING OF INFORMATION/FORMS, DEVELOPING AND 

IMPLEMENTING GUIDELINES, MONITORING STATISTICS

RECOMMENDATIONS, 

SUPERVISION

COORDINATION, 

SHARING,

MONITORING

TRAINING ON GOOD PRACTICES DURING RECRUITMENT

O
B

JE
C

T
IV

E
 1

.2

DEVELOPMENT AND SHARING OF INFORMATION, 

DEVELOPMENT AND IMPLEMENTATION OF GUIDELINES, 

MONITORING OF STATISTICS

SUPERVISION

O
B

JE
C

T
IV

E
 1

.3

COORDINATION, 

SHARING,

MONITORING

OFFICE OF INTERNATIONAL 
RELATIONS AND PROJECT
MANAGEMENT

O
B

JE
C

T
IV

E
 2

.1

DISSEMINATION OF

INFORMATION ABOUT OMBUDSPERSON

AND DEVELOPMENT OF

TOOLS FOR CONTACTING OMBUDSPERSON

ORDER TO

CHANGE „OMBUDSMAN”

TO „OMBUDSPERSON”

AND ORGANIZE 

ELECTIONS OF THE

SECOND OMBUDSPERSON

SUPERVISION
DEVELOPMENT OF EXIT INTERVIEWS

ANTI-MOBBING TRAINING 

(INCLUDING COUNTERING VIOLENCE)

TRAINING ON 

TEAM MANAGEMENT

ANTI-DISCRIMINATION TRAINING

DEVELOPMENT OF

ANTI-DISCRIMINATION 

HANDBOOK

TRAINING ON 

PREPARATION FOR 

INTERVIEWS 

COORDINATION, 

SHARING,

MONITORING

COORDINATION, 

SHARING,

MONITORING

SUPERVISIONDEVELOPMENT AND 

SHARING OF INFORMATION

MONITORING STATISTICS

ON GENDER DISTRIBUTION 

DURING CONFERENCES AT 

THE INSTITUTE

ANTI-DISCRIMINATION TRAINING

GENDER EQUAL ITY PLAN NENCKI INST ITUTE PAS 2022 -2026



19

O
B

JE
C

T
IV

E
 2

.2
O

B
JE

C
T
IV

E
 2

.3
O

B
JE

C
T
IV

E
 3

.1

DISSEMINATION OF 

KNOWLEDGE ABOUT

FAMILY-FRIENDLY 

SOLUTIONS 

INTRODUCTION OF

AMENDMENTS TO THE

WORKING REGULATIONS 

AND IN THE EVALUATION 

FORM,

SUPERVISION

SEE OBJECTIVE 2.1

DEVELOPMENT AND 

SHARING OF

INFORMATION, 

DEVELOPING AND 

IMPLEMENTING

GUIDELINES, 

MONITORING 

STATISTICS

O
B

JE
C

T
IV

E
 4

.1

DEVELOPMENT OF

SURVEY ON

GENDER MAINSTREAMING

IN RESEARCH 

COORDINATION, 

SHARING,

MONITORING

COORDINATION, 

SHARING,

MONITORING

COORDINATION, 

SHARING,

MONITORING

COORDINATION, 

SHARING,

MONITORING

RECOMMENDATIONS

SUPERVISION

SUPERVISION

ORGANIZATION OF TRAINING ON 

GENDER MAINSTREAMING

IN RESEARCH 

PROJECTS 

ORGANIZATION OF TRAINING ON 

TIME MANAGEMENT

SUPERVISION

ORGANIZATION OF 

TRAINING ON 

TIME MANAGEMENT

ORGANIZATION OF TRAINING ON 

GENDER MAINSTREAMING

IN RESEARCH 

PROJECTS 

HUMAN RESOURCES AND RECRUITMENT 
DEPARTMENT

HR EXCELLENCE 
COMMISSSION

DIRECTOR OF NENCKI 
INSTITUTE PAS

GEP AND AH COMMISSION WOMEN IN SCIENCE 
AT NENCKI

OFFICE OF INTERNATIONAL 
RELATIONS AND PROJECT
MANAGEMENT

GENDER EQUAL ITY PLAN NENCKI INST ITUTE PAS 2022 -2026



TRAINING ORGANIZER TIM E

20

TARGE T GRO UP SUCCE SS INDICATO R

TRAININ G ON GOOD 

PRACTICES  DURING 

RECRUITMENT

ANTI -

M O BBING TRAINING,  

INCLUDING CO UNTE RING 

VIO LE NCE

TRAINING O N TE AM  

M ANAGE M E NT,  INCLUDING 

CO NFL ICT SO LVING

TIM E  M ANAGE M E NT 

WO RKSHO P

HUMAN RESOURCES AND RECRUITMENT 

DEPARTMENT/HR EXCELLENCE 

COMMISSION

BY 2024

EVERY 3 YEARS

MANAGERS, EMPLOYEES POST-TRAINING SURVEY, 

STATISTICAL ANALYSIS

HUMAN RESOURCES AND RECRUITMENT 

DEPARTMENT

HUMAN RESOURCES AND RECRUITMENT 

DEPARTMENT

HUMAN RESOURCES AND RECRUITMENT 

DEPARTMENT /WOMEN IN SCIENCE

EMPLOYEES,  PhD STUDENTS

(OBLIGATORY)

HEADS OF LABORATORIES,

GRANT PRINCIPAL 

INVESTIGATORS

EMPLOYEES, PhD STUDENTS

BY 2025

BY 2024

BY 2025

POST-TRAINING SURVEY, 

STATISTICAL ANALYSIS

POST-TRAINING SURVEY, 

STATISTICAL ANALYSIS

POST-TRAINING SURVEY, 

STATISTICAL ANALYSIS

EVERY 3 YEARS

ANTI - DISCRIM INATIO N 

TRAINING

HUMAN RESOURCES AND RECRUITMENT 

DEPARTMENT /HR EXCELLENCE 

COMMISSION/GEP AND AH 

COMMISISON

BY 2024 EMPLOYEES, PhD STUDENTS

(OBLIGATORY)

POST-TRAINING SURVEY, 

STATISTICAL ANALYSISEVERY 3 YEARS

TRAINING O N 

PRE PARATIO N FO R 

INTE RVIE WS

WOMEN IN SCIENCE AT NENCKI POST-TRAINING SURVEY,  

STATISTICAL ANALYSIS

EMPLOYEES, PhD STUDENTS

TRAINING O N GE NDE R 

MAINSTRE AMING IN 

RE SE ARCH RPO JE CTS

HUMAN RESOURCES AND RECRUITMENT 

DEPARTMENT /WOMEN IN SCIENCE
BY 2024 EMPLOYEES,  PhD STUDENTS POST-TRAINING SURVEY, 

STATISTICAL ANALYSIS

BY 2023

GENDER EQUAL ITY PLAN NENCKI INST ITUTE PAS 2022 -2026
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D E D I C A T E D  R E S O U R C E S  

RE SOURCES F OR GE P IMPLEMENTATION

G E N D E R E Q U A L I T Y P L A N N E N C K I I N S T I T U T E P A S 2 0 2 2 - 2 0 2 6

The Nencki Inst itute of Exper imenta l B io logy Po lish Academy of Sc iences has ded icated sta ff resources

fo r development and implementat ion of the Gender Equa li ty P lan by estab l ishing the Commission for

the Implementation of the Gender Equal i ty P lan and Ant i-Discr imination Handbook .

The fo l lowing execut ive bod ies wi l l a lso be invo lved in the implementation of the GEP :

 Department o f Human Resources and Recru itment

 Commiss ion for the implementation of the pr incip les set fo rth in the European Charter fo r

Researchers and the Code of Conduct fo r the Recru itment o f Researchers (HR Excel lence)

 Off ice o f In ternat iona l Rela t ions and Pro ject Management

 Women in Sc ience at Nencki (WISAN) Group .

Disseminat ion of in fo rmat ion on the implementation of GEP wil l be carr ied out in cooperat ion with the

Ins t i tu te's Pub l ic Rela t ions Department .

The Directo r of the Inst itute wi l l superv ise the work of a l l imp lement ing bod ies. Add itiona l s taff

resources fo r the implementat ion of the GEP wi l l be appo inted by the Directo r of the Inst itu te as

needed .

A lso invo lved in ant i-discr iminat ion at the Nencki Ins ti tu te o f the Po l ish Academy of Sc iences are the

Ombudsman and the Disc ip l inary Representative ,

The Inst i tu te wi ll a llocate funds at it s d isposa l fo r the implementation of the goals conta ined in the GEP

and intends to ra ise further funds , if poss ib le, fo r the implementat ion of future anti-d iscr iminat ion

in it ia t ives .



2 2

m O N I T O R i n g

THE GOALS, OBJECTIVES AND INDICATORS OF THE GENDER EQUALITY PLAN WILL BE

REGULARLY MONITORED BY THE BODIES RESPONSIBLE FOR EACH TASK, AND THEIR TIMELY

IMPLEMENTATION WILL BE MONITORED BY THE DIRECTOR OF THE INSTITUTE. MONITORING

OF THE PROGRESS OF THE GEP WILL BE BASED ON INDICATORS AND DATA COLLECTION

PROCEDURES DEVELOPED ACCORDING TO THE GUIDELINES IN THE INITIAL PHASE OF GEP

IMPLEMENTATION.

THE PRIMARY GENDER BALANCE INDICATORS TO BE MONITORED WILL INCLUDE:

 GENDER DISTRIBUTION AMONG PhD STUDENTS AND EMPLOYEES IN VARIOUS POSITIONS,

CAREER STAGES, ETC., WITH PARTICULAR EMPHASIS ON MANAGEMENT AND DECISION-

MAKING POSITIONS

 THE LEVEL OF THE WAGE GAP BETWEEN MEN AND WOMEN

 GENDER DISTRIBUTION DURING RECRUITMENT OF EMPLOYEES AND PhD STUDENTS

(APPLICANTS, ACCEPTED)

 GENDER DISTRIBUTION AMONG PROMOTERS IN DIFFERENT EMPLOYEE GROUPS

 GENDER DISTRIBUTION AMONG PANELISTS AND GUESTS INVITED TO PARTICIPATE IN

ORGANIZED CONFERENCES

 GENDER DISTRIBUTION AMONG THOSE REQUESTING DAYS OFF FOR CHILDCARE

 GENDER DISTRIBUTION AMONG GRANT PRINCIPAL INVESTIGATORS IN DIFFERENT TYPES

OF COMPETITIONS

EVALUATION OF THE PLAN WILL BE CARRIED OUT IN 2025. THE EFFECTIVENESS OF ACHIEVING

THE PLANNED GOALS WILL BE DETERMINED ON THE BASIS OF THE INDICATORS DESCRIBED IN

THE GEP AND SURVEYS AND ANALYSIS OF ADMINISTRATIVE DATA. THEN, BASED ON THE

RESULTS OF THE EVALUATION, RECOMMENDATIONS WILL BE DEVELOPED AND GOALS AND

OBJECTIVES FOR SUBSEQUENT YEARS WILL BE FORMULATED. BODIES APPOINTED BY THE

DIRECTOR OF THE NENCKI INSTITUTE OF EXPERIMENTAL BIOLOGY PAS WILL BE RESPONSIBLE

FOR IMPLEMENTING THE GENDER EQUALITY PLAN IN SUBSEQUENT YEARS.

GE P MON ITORING

G E N D E R E Q U A L I T Y P L A N N E N C K I I N S T I T U T E P A S 2 0 2 2 - 2 0 2 6



2 3

B i b l i o g r A p h y - m os t  
i m p o r t a n t r e f e r e n c e s
 G e n d e r  E q u a l i t y A c a d e m y

h t t p s : / / g e - a c a d e m y . e u /

 E u r o p e a n  I n s t i t u t e f o r  G e n d e r  E q u a l i t y ;

G e n d e r  E q u a l i t y i n  A c a d e m i a a n d  R e s e a r c h – G E A R

h t t p s : / / e i g e . e u r o p a . e u / g e n d e r - m a i n s t r e a m i n g / t o o l k i t s / g e a r

 E u r o p e a n  C o m m i s s i o n ;  S h e F i g u r e s 2 0 2 1 .  G e n d e r  i n  R e s e a r c h a n d  

I n n o v a t i o n s :  s t a t i s t i c s a n d  i n d i c a t o r s .

h t t p s : / / o p . e u r o p a . e u / e n / p u b l i c a t i o n - d e t a i l / - / p u b l i c a t i o n / d 9 f b d 9 d a -

4 d a 0 - 1 1 e c - 9 1 a c - 0 1 a a 7 5 e d 7 1 a 1 / l a n g u a g e - e n / f o r m a t - P D F / s o u r c e -

2 4 5 8 7 0 8 6 5

 P o l S C A P A N  S c i e n c e  P r o m o t i o n  O f f i c e  i n  B r u s s e l s ;

G e n d e r  e q u a l i t y  p l a n - h o w  t o  d o  i t ?

h t t p s : / / i n f o r m a c j e . p a n . p l / i n d e x . p h p / i n f o r m a c j e / n a u k i - h u m a n i s t y c z n e -

i - s p o l e c z n e / 3 4 4 4 - p l a n y - r o w n o s c i - p l c i - p r z e w o d n i k - b i u r a - p o l s c a

 M i n i s t r y  o f  E d u c a t i o n  a n d  S c i e n c e ;

I n f o r m a t i o n  P r o c e s s i n g  C e n t e r  - P I B ;

G e n d e r  E q u a l i t y  P l a n s  i n  H o r i z o n  E u r o p e .  A  g u i d e  f o r  P o l i s h  s c i e n t i f i c  

i n s t i t u t i o n s .

h t t p s : / / g e n d e r a c t i o n . e u / w p - c o n t e n t / u p l o a d s / 2 0 2 0 / 1 0 / M a n u a l - o n -

G E P s _ P L . p d f

 E u r o p e a n  C o m m i s s i o n ;  S t r i v i n g f o r  a  U n i o n  o f  E q u a l i t y

T h e  G e n d e r  E q u a l i t y S t r a t e g y 2 0 2 0 - 2 0 2 5 .

h t t p s : / / e c . e u r o p a . e u / i n f o / s i t e s / d e f a u l t / f i l e s / a i d _ d e v e l o p m e n t _ c o o p e r a

t i o n _ f u n d a m e n t a l _ r i g h t s / g e n d e r _ e q u a l i t y _ s t r a t e g y _ f a c t s h e e t _ e n . p d f

 E u r o p e a n  C o m m i s s i o n ;  2 0 2 1  r e p o r t  o n  g e n d e r e q u a l i t y i n  t h e  E U .

h t t p s : / / e c . e u r o p a . e u / i n f o / s i t e s / d e f a u l t / f i l e s / a i d _ d e v e l o p m e n t _ c o o p e r a

t i o n _ f u n d a m e n t a l _ r i g h t s / a n n u a l _ r e p o r t _ g e _ 2 0 2 1 _ e n . p d f

 E u r o p e a n  C o m m i s s i o n ;

H o r i z o n  E u r o p e  g u i d a n c e o n  g e n d e r e q u a l i t y p l a n s ;  L u k s e m b o u r g 2 0 2 1

h t t p s : / / o p . e u r o p a . e u / e n / p u b l i c a t i o n - d e t a i l / - / p u b l i c a t i o n / f f c b 0 6 c 3 -

2 0 0 a - 1 1 e c - b d 8 e - 0 1 a a 7 5 e d 7 1 a 1 / l a n g u a g e - e n / f o r m a t - P D F / s o u r c e -

2 3 2 1 2 9 6 6 9

B IB LIOGRAPHY

G E N D E R E Q U A L I T Y P L A N N E N C K I I N S T I T U T E P A S 2 0 2 2 - 2 0 2 6

https://ge-academy.eu/
https://eige.europa.eu/gender-mainstreaming/toolkits/gear
https://op.europa.eu/en/publication-detail/-/publication/d9fbd9da-4da0-11ec-91ac-01aa75ed71a1/language-en/format-PDF/source-245870865
https://informacje.pan.pl/index.php/informacje/nauki-humanistyczne-i-spoleczne/3444-plany-rownosci-plci-przewodnik-biura-polsca
https://genderaction.eu/wp-content/uploads/2020/10/Manual-on-GEPs_PL.pdf
https://ec.europa.eu/info/sites/default/files/aid_development_cooperation_fundamental_rights/gender_equality_strategy_factsheet_en.pdf
https://ec.europa.eu/info/sites/default/files/aid_development_cooperation_fundamental_rights/annual_report_ge_2021_en.pdf
https://op.europa.eu/en/publication-detail/-/publication/ffcb06c3-200a-11ec-bd8e-01aa75ed71a1/language-en/format-PDF/source-232129669
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 S c h r o u f f e t  a l .  ( 2 0 1 9 )  E u r o p e a n  J o u r n a l o f  N e u r o s c i e n c e ;

G e n d e r  b i a s i n  ( n e u r o ) s c i e n c e :  F a c t s ,  c o n s e q u e n c e s ,  a n d  s o l u t i o n s .

h t t p s : / / o n l i n e l i b r a r y . w i l e y . c o m / d o i / 1 0 . 1 1 1 1 / e j n . 1 4 3 9 7

 E u r o p e a n  C o m m i s s i o n ;

D i v e r s i t y M a n a g e m e n t  i n  C e n t r a l  a n d  E a s t e r n E u r o p e .  L e s s o n s

l e a r n e d a n d  p o t e n t i a l f o r  g r o w t h ;  L u k s e m b u r g  2 0 1 7

h t t p s : / / o p . e u r o p a . e u / p l / p u b l i c a t i o n - d e t a i l / - / p u b l i c a t i o n / f e f 8 3 2 a 2 -

4 9 2 f - 1 1 e 9 - a 8 e d - 0 1 a a 7 5 e d 7 1 a 1 / l a n g u a g e - e n

 G ó r s k a  e t  a l .  ( 2 0 2 1 )  G e n d e r ,  W o r k a n d  O r g a n i z a t i o n

D e e p e n i n g i n e q u a l i t i e s :  W h a t d i d C O V I D - 1 9  r e v e a l a b o u t t h e  

g e n d e r e d n a t u r e o f  a c a d e m i c w o r k ?

h t t p s : / / o n l i n e l i b r a r y . w i l e y . c o m / d o i / 1 0 . 1 1 1 1 / g w a o . 1 2 6 9 6

 M e l n i k o f f i  V a l i a n ( 2 0 1 9 )  A r c h i v e s o f  S c i e n t i f i c P s y c h o l o g y

G e n d e r  d i s p a r i t i e s i n  a w a r d s t o  n e u r o s c i e n c e r e s e a r c h e r s .

h t t p s : / / p s y c n e t . a p a . o r g / f u l l t e x t / 2 0 1 9 - 7 1 0 5 3 - 0 0 1 . h t m l

 Y s s e l d y k e t  a l .  ( 2 0 1 9 )  F r o n t i e r s i n  P s y c h o l o g y

A  l e a k i n  a c a d e m i c p i p e l i n e :  i d e n t i t y a n d  h e a l t h a m o n g p o s t d o c t o r a l

w o m e n .

h t t p s : / / w w w . f r o n t i e r s i n . o r g / a r t i c l e s / 1 0 . 3 3 8 9 / f p s y g . 2 0 1 9 . 0 1 2 9 7 / f u l l

 G e n d e r e d I n n o v a t i o n s ;  A n a l y z i n g s e x  i n  B i o m e d i c i n e .

h t t p : / / g e n d e r e d i n n o v a t i o n s . s t a n f o r d . e d u / m e t h o d s / s e x _ b i o m e d . h t m l

 R i c h - E d w a r d s  e t  a l .  ( 2 0 1 8 )  E n d o c r i n e R e w i e v s

S e x  a n d  g e n d e r d i f f e r e n c e s r e s e a r c h d e s i g n  f o r  b a s i c ,  c l i n i c a l , a n d

p o p u l a t i o n s t u d i e s :  e s s e n t i a l s f o r  i n v e s t i g a t o r s .

h t t p s : / / a c a d e m i c . o u p . c o m / e d r v / a r t i c l e / 3 9 / 4 / 4 2 4 / 4 9 6 7 7 4 1

 E u r o p e a n  C o m m i s s i o n ;  T h e  E U  p r o h i b i t i o n  o f  d i s c r i m i n a t i o n  a n d  

P o l i s h  l a w .  A n a l y s i s  o f  t h e  f u n c t i o n i n g  o f  a n t i - d i s c r i m i n a t i o n  

p r o v i s i o n s  i n  t h e  p r a c t i c e  o f  P o l i s h  c o u r t s ;  W a r s a w  2 0 1 8

h t t p s : / / e c . e u r o p a . e u / p o l a n d / s i t e s / d e f a u l t / f i l e s / d o c s / n e w s / p t p a _ r a p o

r t _ w w w _ f i n . p d f

 O m b u d s m a n ;  E x p e r i e n c e  o f  h a r a s s m e n t  a m o n g  f e m a l e  s t u d e n t s .  

A n a l y s i s  a n d  r e c o m m e n d a t i o n s .  O f f i c e  o f  t h e  O m b u d s m a n ;  W a r s a w  

2 0 1 8

h t t p s : / / b i p . b r p o . g o v . p l / s i t e s / d e f a u l t / f i l e s / D o % C 5 % 9 B w i a d c z e n i e % 2 0

m o l e s t o w a n i a % 2 0 w % C 5 % 9 B r % C 3 % B 3 d % 2 0 s t u d e n t e k % 2 0 i % 2 0 s t u d e n t % C

3 % B 3 w , % 2 0 2 0 1 8 . p d f
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https://onlinelibrary.wiley.com/doi/10.1111/ejn.14397
https://op.europa.eu/pl/publication-detail/-/publication/fef832a2-492f-11e9-a8ed-01aa75ed71a1/language-en
https://onlinelibrary.wiley.com/doi/10.1111/gwao.12696
https://psycnet.apa.org/fulltext/2019-71053-001.html
https://www.frontiersin.org/articles/10.3389/fpsyg.2019.01297/full
http://genderedinnovations.stanford.edu/methods/sex_biomed.html
https://academic.oup.com/edrv/article/39/4/424/4967741
https://ec.europa.eu/poland/sites/default/files/docs/news/ptpa_raport_www_fin.pdf
https://bip.brpo.gov.pl/sites/default/files/Do%C5%9Bwiadczenie molestowania w%C5%9Br%C3%B3d studentek i student%C3%B3w, 2018.pdf
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 N a t i o n a l  S c i e n c e  C e n t r e ( 2 0 1 9 a )  P o s i t i o n  o f  t h e  N a t i o n a l  S c i e n c e  

C e n t e r  o n  e q u a l  a c c e s s  t o  r e s e a r c h  f u n d i n g  f o r  w o m e n  a n d  m e n .

h t t p s : / / w w w . n c n . g o v . p l / s i t e s / d e f a u l t / f i l e s / p l i k i / 2 0 1 9 _ 0 2 _ s t a n o w i s k o _ n

c n _ w s _ r o w n e g o _ d o s t e p u _ k o b i e t _ i _ m e z c z y z n . p d f

 N a t i o n a l  S c i e n c e  C e n t r e ( 2 0 1 9 b )  I n f o r m a t i o n  o n  e q u a l  p a r t i c i p a t i o n  

o f  w o m e n  a n d  m e n  i n  r e s e a r c h  p r o j e c t s  f u n d e d  b y  t h e  N a t i o n a l .

S c i e n c e  C e n t e r  i n  2 0 1 1 - 2 0 1 8

h t t p s : / / w w w . n c n . g o v . p l / s i t e s / d e f a u l t / f i l e s / p l i k i / i n f o r m a c j a _ n a _ t e m a t _

u d z i a l u _ k o b i e t _ i _ m e z c z y z n _ w _ p r o j e k t a c h _ N C N _ 2 0 1 1 - 2 0 1 8 . p d f

B IB LIOGRAPHY

B i b l i o g r A p h y - m os t  
i m p o r t a n t r e f e r e n c e s

G E N D E R E Q U A L I T Y P L A N N E N C K I I N S T I T U T E P A S 2 0 2 2 - 2 0 2 6

https://www.ncn.gov.pl/sites/default/files/pliki/2019_02_stanowisko_ncn_ws_rownego_dostepu_kobiet_i_mezczyzn.pdf
https://www.ncn.gov.pl/sites/default/files/pliki/informacja_na_temat_udzialu_kobiet_i_mezczyzn_w_projektach_NCN_2011-2018.pdf
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