
 
 

 

1 



 
 

 

2 

Table of Contents 
 

Introduction ............................................................................................................................................. 3 

1. Diagnosis – Current State ................................................................................................................ 5 

2. GEP Action Plan ............................................................................................................................... 9 

3. Summary........................................................................................................................................ 11 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 
 

 

3 

GENDER EQUALITY PLAN 

At Łukasiewicz Research Network – Institute of Ferrous Metallurgy in Gliwice 

for the years 2022-2026 

 

Introduction  

 
The purpose of implementing the Gender Equality Plan (GEP) is to make the 

Institute a place of work that is safe for all people, functioning with respect for 

equality, diversity and non-discrimination, and ensuring freedom of scientific, 

professional and personal development. The purpose of the Gender Equality Plan 

at Łukasiewicz - IMŻ is also to strive to improve work results by promoting the 

cooperation of employees with different professional and cultural experiences 

(regardless of gender, nationality, sexual orientation, religion, or political 

beliefs). Employees may not be treated differently on the basis of gender, 

nationality, sexual orientation, religion, or political beliefs. Employee engagement 

should be assessed solely on the basis of their competencies and achievements.  

GEP has undoubtedly a positive effect on creating a workplace that will attract 

and retain specialists, eliminate barriers that affect combining work and private 

life, prevent slowdown in development, and support the use and involvement of 

employees’ potential. Equality and diversity are values that particularly 

contribute to the advancement of science. 

The Gender Equality Plan at Łukasiewicz Research Network – Institute of Ferrous 

Metallurgy is based on good practices and on the following legal acts: 

a) Constitution of the Republic of Poland of 2 April 1997 (Journal of Laws 

1997, No. 78, item 483, as amended); 

b) Directive 2006/54/EC of the European Parliament and of the Council of 5 

July 2006 on the implementation of the principle of equal opportunities and equal 

treatment of men and women in matters of employment and occupation (OJ L 

204, 2006, 23); 
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c) Family and Guardianship Code of 25 February 1964 (Journal of Laws of 

2020, item 1359, as amended); 

d) Civil Code (Journal of Laws 2020, item 1740, as amended); 

d) Labour Code (Journal of Laws 2020, item 1320, as amended); 

d) Penal Code (Journal of Laws 2020, item 1444, as amended). 

 

The European Commission defined five key areas for achieving gender equality in 

research and innovation that should be covered by the Gender Equality Plan. 

They include:  

1. Balance between private/family life and professional life and organisational 

culture of the institution;  

2. Gender balance in management and decision-making groups;  

3. Gender equality in the recruitment and career development process;  

4. Integrating gender into research and teaching content;  

5. Measures against gender-based violence, including sexual harassment. 

 

According to Article 112 of the Labour Code employees have equal rights due to 

the equal performance of the same duties. In particular, it concerns the equal 

treatment of men and women in employment, e.g. in the scope of the right to 

equal pay for equal work or work of equal value. Jobs of equal value are jobs the 

performance of which requires employees to have comparable professional 

qualifications, confirmed by documents provided for in separate regulations or by 

practice and professional experience, as well as comparable responsibility and 

effort (Article 18³c §3 of the Labour Code.) 

 

Striving to eliminate gender bias and gender gaps, improve work-life balance and 

promote equality between women and men in research and innovation, including 

the principle of equal pay without gender discrimination, is supported by both 

European and Polish regulations. 
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GEP describes the following activities:  

1) assessment/analysis of existing practices and procedures to identify gender 

bias (diagnosis);  

2) identifying and implementing a strategy to correct any bias;  

3) setting goals and monitoring – using indicators – the progress in promoting 

gender equality. 

 

1.  Diagnosis – Current State 
 

In 2020, the average annual number of people employed at Łukasiewicz – 

IMŻ was 114, including 42 women, which constitutes 37% of all employees. 

The development of the Gender Equality Plan began with an analysis of the 

percentage of employees by gender, employed in two divisions: research and 

support, and at individual positions at the Institute. 

Tables 1-3 below present the number of employees and the percentage of 

women divided into the research and support departments, as well as the 

positions held. 

 

Table 1. Number and percentage of employees by gender, broken 

down by divisions. Data for 2020  

Division 

Average 
yearly 
staffing 

including 
women 

including 
women 
% 

Research 48 11 23% 

Support 66 31 47% 

total 114 42 37% 
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According to the analysis of the number of employees as of 31 December 

2020, 114 employees were employed at Łukasiewicz – Institute of Ferrous 

Metallurgy. The above data indicate that the gender ratio of employees in the 

research division is not even. Gender disproportion is not noticeable in the 

support division.  

 

Table 2. Number and percentage of employees by gender for 

individual positions in the research division 

Position Average 
yearly staffing 

including 
women 

including 
women % 

Area leader 21 3 14% 

Including persons holding 
managerial positions 6 1 17% 

Chief specialist 9 3 33% 

Senior specialist 8 1 13% 

Specialist 8 4 50% 

Junior specialist 2 0 0% 

total 48 11 23% 

 

The research division employs 37 male and 11 female employees. Area 

leaders include 3 women and 18 men. In 6 research groups, only 1 woman 

holds a managerial position. The position of chief specialist is occupied by 6 

men and 3 women, while the senior specialist position is occupied by 7 men 

and 1 woman. The gender disproportion is not noticeable in the specialist 

position; here the numbers are 4 men and 4 women. There are 2 men holding 

the position of junior specialist. The above data indicate that, in general, in 

the entire research division, women constitute 23% of the total population, 

while in managerial positions – 17%.  
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Table 3. Number and percentage of employees by gender for 

individual positions in the support division 

Position Average 
yearly staffing 

including 
women 

including 
women % 

Persons holding managerial 
positions, director of the 
institute, deputy directors, chief 
accountant) 4 1 25% 

Area leader 6 4 67% 

Including persons holding 
managerial positions 5 3 60% 

Chief specialist 3 2 67% 

Senior specialist 5 4 80% 

Specialist 22 12 55% 

Junior specialist 4 3 75% 

Senior engineer 2 1 50% 

Junior engineer 1 0 0% 

Technical specialist 2 0 0% 

Attorney-at-law 1 0 0% 

Maintenance 15 4 27% 

Technician 1 0 0% 

total 66 31 47% 

 

The support division employs 35 male and 31 female employees. Managerial 

positions are occupied by 3 men and 1 woman. Area leaders include 4 women 

and 2 men. Managerial functions are performed by 3 women and 2 men. The 

position of chief specialist is occupied by 2 women and 1 man, while the 

senior specialist position is occupied by 4 women and 1 man. Gender 

disproportion is not noticeable in the specialist position; 12 women and 10 

men are employed here. There are 3 women and 1 man holding the position 

of junior specialist. The position of senior engineer is occupied by 1 woman 

and 1 man, while the position of junior engineer is occupied by 1 man. There 

are 2 male technical specialists. The attorney-at-law is a man. Maintenance 
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includes 4 women and 11 men. There is 1 man holding the position of 

technician. Most women work as senior specialists – 80%. The above data 

indicate that, in general, in the entire support division, women constitute 

47%, while in managerial positions – 60%.  

 

All policies, work regulations, remuneration regulations and other agreements 

applied at the Institute contain, in terms of content, the same rights for all 

employees. The differences result from objective features, e.g. education, 

competences, achievements, tasks. 

 

On 10-17 September 2021, Łukasiewicz – IMŻ carried out a questionnaire 

survey commissioned by the Łukasiewicz Centre, as part of the development 

of the Gender Balance Plan by all European research institutions. The 

programme aims to assess the current gender balance in the Łukasiewicz 

Network and to adjust working conditions so that all employees are treated in 

an equal and fair manner.  

38 people participated in the Łukasiewicz – IMŻ survey, of which 14 were 

women and 24 were men. The questionnaires were filled in completely 

anonymously in electronic form via an on-line form. Among others, the survey 

covered aspects related to: 

• combining professional work with private life, 

• recruitment processes, 

• career development support. 

 

The survey results indicate that direct and interpersonal communication on a 

professional basis should be improved, which requires increasing awareness 

of the importance of equality issues and creating procedures for reporting and 

supporting people who have experienced gender-based violence. 
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2.  GEP Action Plan 
 

Łukasiewicz – IMŻ plans to maintain and deepen the effects of the existing 

equality strategies in order to provide employees with equal opportunities so 

that they feel motivated to develop their potential. The variety of points of 

view and perspectives will increase the innovation and creativity of the entire 

Institute. The plan includes clearly stated goals, e.g. to support the 

development of women’s research careers, to increase a balanced gender 

representation in research groups and other organisational units of the 

support and research division, management staff, etc., and to facilitate the 

integration of work and family life. 

GEP at Łukasiewicz – IMŻ assumes the following goals and activities to 

achieve specific indicators: 

 

Purpose Action Indicator 

Raising awareness of 
the importance of 
equality issues and 
strengthening positive 
attitudes towards 
diversity. 

Conducting anti-
discrimination training 
for management and 
employees, periodic 
provision of information 
materials. 

Organisation of training 
for new employees – 
100% of female and 
male employees. 

Cyclical distribution of 
training and 
information materials – 
100% – female and 
male employees. 

Ensuring equality in 
recruitment processes. 

Increasing the 
availability and 
transparency of job 
advertisements, job 
descriptions in a 
language that does not 
suggest the choice of a 
specific gender, active 
search for candidates of 
both genders, 
maintaining gender 
balance among 
candidates invited to job 
interviews. 

Organising a 
promotional campaign 
by the end of 2024. 

Supporting the 
development of 

Closer examination of 
the needs of young 

Carrying out an 
analysis of needs in the 
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women’s scientific 
careers. 

female employees in 
terms of support in the 
development of a 
scientific career. 

Active support for 
professional and 
scientific development 
through mentoring, 
disseminating good 
practices related to 
supporting careers, 
organising networking 
meetings, monitoring 
the participation of 
women and men in 
projects and 
publications. 

field of career support 
– by the end of 2022. 

Cyclical publication of 
information on good 
practices in supporting 
career development on 
the website and social 
profiles. 

Organising a 
networking meeting by 
the end of 2024. 

Creation of a database 
to monitor the 
participation of women 
and men in projects 
and publications – by 
the end of 2024. 

Promoting equal 
participation in the 
decision-making 
processes by both 
women and men. 

Increasing the 
employment of women 
occupying decision-
making positions. 

Organising training 
courses increasing 
leadership competences 
among women. 

Employment increase 
by at least 1 person – 
by the end of 2026. 

Organising periodical 
courses increasing 
leadership 
competences among 
women. 

Facilitating the 
combination of work 
and family life. 

Diagnosing the needs of 
people returning to 
research and teaching 
after parental leave. 

Co-financing for 
nurseries and 
kindergartens. 

Possibility of using an 
individual work 
schedule, task-based 
working time, remote 
work enabling the 
combination of scientific 
work with care 
responsibilities. 

Financing medical care. 

Conducting 
consultations by 2023 
to be used in the 
update of the Gender 
Equality Plan. 

Increasing the current 
co-financing from the 
Company Social 
Benefits Fund for 2022. 

Introducing appropriate 
changes in the work 
regulations – by the 
end of 2026. 

Maintaining the current 
principles of financing 
medical care. 

Counteracting gender-
based violence as well 
as protection and 
support for victims of 

Establishing procedures 
for reporting and 
supporting people who 
have experienced 

By the end of 2026. 
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such violence and 
treatment. 

gender-based violence. 

 

 

 

3.  Summary 
 

ASSUMPTIONS OF GENDER EQUALITY PLAN 

The main goals of implementing the Gender Equality Action Plan are: 

• Raising awareness of the importance of equality issues and strengthening 

positive attitudes towards diversity, 

• Building positive relationships in the community of Łukasiewicz – IMŻ, 

• Supporting the development of scientific careers of employees, regardless 

of gender, 

• Increasing balanced gender representation in: chairing committees, 

management staff, expert and review teams, and chairing popularisation and 

scientific events, 

• Increasing gender balance in the recruitment of female and male 

employees as well as in recruitment for doctoral school/implementation 

doctorate, 

• Facilitating the combination of work and family life of female and male 

employees, 

• Monitoring the needs of employees in the area of the above-mentioned 

assumptions of the Gender Equality Plan and implementation of new 

solutions, if necessary. 

 

MEANS OF IMPLEMENTING GENDER EQUALITY PLAN 
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The implementation of GEP will be carried out using the following activities 

tailored to the needs of all employees of Łukasiewicz – IMŻ: 

• Training of female and male employees from the research and support 

departments, 

• Disseminating good practices related to supporting the careers of all 

female and male employees, 

• Promoting gender equality in science, 

• Monitoring the participation of female and male employees in grant 

programmes/competitions, projects, and publications, 

• Using good practices and soft instruments in the case of a different 

nationality, sexual orientation, religion, or political belief, 

• Commencing cooperation with the Łukasiewicz Centre and other institutes 

in the Network in the matter of disseminating the idea of equality and 

diversity included in the Gender Equality Plan,  

• Creating procedures for reporting and supporting people who have 

experienced gender-based violence. 

 

This Plan was developed on the basis of the current data on the situation of 

women and men employed at the Institute. After its development and 

implementation, ongoing monitoring of those equality areas in which actions 

have been declared will be carried out.  
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