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Introduction
Gender inequalities remain very prevalent in research and innovation in all countries of the European Union and other countries of the world. Inequality is even more common in STEM areas, where women 
only hold 15% of grade A academic positions in the EU. Reports show that a higher proportion of female researchers than men who work part-time and under contract arrangements considers themselves to be 
“precarious”. Simultaneously, the European joint workplace offers more jobs in this field than there are qualified experts [1]. The desk research at MTF STU shows that in institutional governance dominate 
males to females. In Slovakia, women still dominate in the area of household and children care, which influence negatively their career growth and work-life ballance [2]. The CALIPER project seeks to achieve 
gender balance with its vision to enhance the gender balance in STEM fields and promote a greater engagement of female researchers with research and innovation, contributing to the ERA priorities on 
Gender Equality and stimulating a dialogue and collaboration between academia, public authorities, professionals, and industry players in order to tackle gender inequalities across the research- 
transfer-to-market chain. On the other hand, the DWEL project’s results focus on the professional development of lecturers providing them with the skills to offer high quality digital teaching without 
compromising their wellbeing to ensure a sound understanding of the basic issues, help employers to improve policy and organisational culture around digital wellbeing and, above all, directly develop 
lecturers’ knowledge and skills to be proactive in safeguarding their own digital wellbeing in order to maintain high quality teaching performance over time [3]. Both projects address important topics, which 
complement each other. 
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Abstract:
The poster presents H2020 project “Linking Research and Innovation with Focus on Gender Equality” (acronym CALIPER) and it practices. The aim is to make research organizations more gender equal by 
promoting a greater engagement of female researchers in STEM and stimulate dialogue and collaboration between academia, public authorities, professionals, and industry players in to order to overcome 
and tackle gender inequalities across the research transfer to market chain.
Even though the issue of gender equality is one of the main priorities of the European Research Area Committee, the topic needs to be more recognized and accepted by most of the organizations and there is 
still space for increasing the awareness, overcoming resistance and bias, and activities related to current challenges and opportunities in this area. To keep promoting changes and the gender equality plans to 
be successfully implemented, a structural change is needed and must be irreversible, permanent, and sustainable. An attempt for change can be meet with a limited success.
One of the areas related to content of GEP is work-life balance which is topic of another carried out project within the scheme Erasmus+ „Digital Wellbeing for Higher Education Lectures (acronym DWEL).
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Methodology
At the beginning of CALIPER project in 2020, desk research was held, composed of external and 
internal part, to find out the actual state of the gender equality within MTF STU. Data was 
obtained by project members either from institutional databases or by survey, personal interview, 
focus group, social network analysis both within the MTF STU and external subjects (Academia 
and Universities, Industry and Business, Government and Public Sector, Civil Society). 
Subsequently, in May and June 2020, a questionnaire survey was carried out at MTF STU [1]. 
Out of a total 77 participants 58.4% was represented by the woman participants. The survey 
searched answers to questions (included both closed and open-ended questions) addressing 
existing gender biases and inequalities of the organisation. 

Fig. 1 External assessment at national and 
regional levels [2]

Fig. 1 presents the results of the external assessment of 
the context analysis in the field of university students, 
researchers and project leaders in STEM by gender at 
national and regional levels [2][3].
Regarding the internal part of desk research the main 
results are as following:
Area: Recruitment and promotion processes a fairly large 
number of participants, 41.9% expressed that protocols in 
place are not gender sensitive (Fig. 2).
Area: Work-life balance many respondents report feeling 
tension between the work that is demanded by them and 
their family roles. Most participants think that the institution 
does not analyse the needs of their employees (Fig. 3).

Area: Promoting mobility, most respondents think that their institution facilitates in/outgoing 
mobility for female researchers. Most respondents were aware of administrative support, 
documentation support, and financial support of the university.
Area: Wellbeing, most employees perceive the climate in the institution as positive. Overall, most 
of the participants are satisfied or partly satisfied with their job.

Institutional Communication, there are challenges with external and internal 
institutional communication activities which do not appear to be gender 
sensitive, should promote female researchers more to reach equal numbers 
of researchers, have potential to spread the topic of gender equality, no 
communication strategy for gender equality topic.
The Research area is challenged with no allocated funds for specific 
programs on gender studies, no guidelines and/or policies on integrating 
gender analysis into research. These specific challenges may be due to an 
insufficient balance between males and females within the share of project 
leaders at the MTF STU, which is shown in Fig. 7.

The GEP plan cover the following key priority areas Human Resources, Institutional Governance, 
Institutional Communication, Research, Teaching, Transfer to Market, Sexual Harrasment, 
Collaborative Actions [2][4]:

Area: Gender-sensitive communication, a few 
respondents did not know what gender sensitive 
communication was and only 2.6% of MTF STU 
respondents think their institution applies such 
policies. However, even though the difference in 
awareness about gender-sensitive 
communication is significant, only 7.9% 
participants believe that their institution promotes 
or partly promotes awareness-raising campaigns 
aimed at fighting gender equality structures and 
procedures stereotypes. Most of participants 
were not aware if such campaigns existed at their 
institutions (Fig. 4).

Area: Gender equality structures and 
procedures, there is no gender equality plan 
(GEP) in place. Most of the participants are not 
aware if gender equality plan was established 
(Fig. 5).
Based on the information found in the survey, 
the aim of the CALIPER project is to support 
and achieve gender equality by proposing and 
implementing the GEP for the RPOs/RFOs to 
boost female researcher's role in the STEM 
field. 

The Teaching area deals with the absence of official guidelines to integrate the gender dimension at 
MTF STU, MTF STU has a relatively high number of female students who enrol in STEM studies, but 
only half of them graduate.
Transfer to market, there are challenges with the share of researchers involved in joint projects is 60% 
males 40% females, the gender ratio of patenting researchers is more imbalanced with males covering 
the 80%.
Sexual harassment, there are challenges with no developed measures and/or guidelines to raise 
awareness in the topic of sexual harassment among the staff and students at MTF STU, yet.

Fig. 7 Research [2]

 Results achieved
As mentioned in the Methodology part, external and internal part of desk research was carried 
out within the CALIPER project.

Conclusion
The European Commission has refined policies on gender equality in Scientific and Technological 
Research along the years. Recently the focus has been shifted towards targeting RPOs and RFOs to 
take the lead and be held responsible for gender equality, by promoting and implementing structural 
changes through gender mainstreaming measures and positive actions integrated in comprehensive 
actions plans (GEPs) approved and supported by research institutions. The European Commission is 
pursuing the goal of embedding gender equality in research and innovation which is still recognized as a 
policy priority in the Gender Equality Strategy 2016-2020 [4].

Based on the fact that GEP will be eligibility criteria for projects funded by H2020 Europa, most of the 
organisations have started to create and implement GEP. The aim is to implement GEP at MTF STU via 
the CALIPER project. Based on the research results in the mentioned areas, there are some challenges 
which need to be overcome in the area of gender equality and the GEP is one of key tools on how it can 
be reached. To successfully implement GEP, a structural change which engages the whole of the 
organisation (horizontally and vertically) is needed and needs to be supported by management.

On a broader level, support structures such as gender equality boards, hubs or gender laboratories are 
also necessary to support the structural change process, as experiences from projects such as 
‘Supporting the promotion of equality in research and academia’ (SUPERA [7] or CALIPER show) [6].

It needs to be stated that the issue of gender equality is not sufficiently recognized and accepted in the 
wider public and therefore sufficient attention needs to be paid to this issue. According to desk research, 
awareness about work-life balance measures should be more notable among the employees, and 
universities should be focused on the needs of the employees and promote them more.

Suggestions how to raise a gender equality and improve the work life balance at the MTF STU are as 
follows: Recruitment procedures involving creation of gender-sensitive protocols for recruitment and 
hiring, career breaks and job reintegration, creation of programs for employee reintegration. Creation of 
gender equality policies and bodies, methodological handbooks and gender & diversity monitoring 
system. Promotion activities consisting of communication strategy, collaborative actions on the 
importance of equal opportunities, online and offline activities. Integration of the gender dimension in 
final theses, research projects and scientific publications – e.g. by organizing an Open Dialogue within 
the CALIPER project. Gender sensitive teaching includes integration of gender in the curriculum. 
Supporting all academic (with special emphasis on women) employees in technology transfer. 
Prevention policy (determination of the standard process), including among others implementation of the 
transparent complaints system, raising awareness.

To reach gender equality is a long-term process. Authors of this poster have previously worked on the 
topic of gender equality and well-being within various project schemes [8-12]. However, biggest 
challenge that comes from experience, as well as from surveys, is a change in people's attitudes and 
thinking in relation to the issue of gender equality.

Fig. 6 Human Resources [2]

Human Resources, there are following challenges with no officially 
established gender-sensitive protocols: more male than female 
candidates interviewed for the academic positions, no internally 
adopted processes to identify female talents and no mentoring 
programmes for them, raise awareness of the existing policies. Fig. 6 
shows the alarming results, especially in the field of Professor, a large 
predominance of men to women, up to 22 men to one woman.

Institutional Governance, there are challenges with decision-making bodies (covered mainly by males), 
no specific measures or bodies specifically targeting gender equality, such as GEPs, Gender Equality 
Bodies, activities for empowering women to apply for leadership positions, or others.

GEP in Horizon 2020 - Opportunity for Inclusion and Wellbeing

http://dx.doi.org/10.4108/eai.4-12-2020.2303549
http://www.caliper-project.eu
https://caliper-project.eu/gender-equality-plans-stu-ba/
https://bit.ly/3v2hOyU
https://bit.ly/3Jv0Cr6
http://dx.doi.org/10.4108/eai.4-12-2020.2304299
mailto:lubaatko@gmail.com

