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INTRODUCTION 

For many years, the Silesian University of Technology has been pursuing a consistent and 

systematic policy of gender equality and equal treatment, integrating it into its long-term 

human resources management strategy. As one of the first universities in Poland, it has 

ensured continuity and consistency in its activities in this area, in particular with regard to 

academic teachers and doctoral students, obtaining the HR Excellence in Research award 

in 2017, confirming the implementation of the principles of the European Charter for 

Researchers and the Code of Conduct for the Recruitment of Researchers. 

In the following years, the University systematically developed the implemented 

solutions, adapting them to the changing legal and strategic environment at European 

and national level. Of particular importance were new European Union initiatives, 

including the Gender Equality Strategy 2020-2025, the introduction of the obligation to 

have a Gender Equality Plan as a condition for applying for funding from the Horizon 

Europe programme, as well as directives on pay transparency and gender balance in 

decision-making processes. The activities of the Silesian University of Technology also 

remain consistent with national legal regulations, in particular the Labour Code and the 

Act on Higher Education and Science. 

An important proof of the quality and effectiveness of the policies implemented was the 

visit of representatives of the European Commission in 2024, which ended with a positive 

assessment and the maintenance of the HR Excellence in Research award for the following 

years. The result confirmed the consistency of the solutions in force at the University in 

the areas of equal opportunities, transparent recruitment processes, career development 

and counteracting discrimination. 

At the same time, the Silesian University of Technology extended the scope of its equality 

activities to all groups of the academic community, including students, doctoral students, 

administrative staff, engineering and technical staff, and service personnel. Key internal 

regulations were implemented and updated, including: 

− Policy on counteracting mobbing and discrimination (Ordinance No. 312/2020 of 

the Rector of the Silesian University of Technology of 23 December 2020, as 

amended), 

− Code of Ethics for Academic Teachers of the Silesian University of Technology 

(Ordinance No. 51/2021 of the Rector of the Silesian University of Technology of 29 

March 2021), 

− the policy of employing staff at the Silesian University of Technology (Ordinance 

No. 104/2025 of the Rector of the Silesian University of Technology of 30 June 

2025). 

The University also has specialised structures responsible for counteracting mobbing and 

discrimination, including a Coordinator, Deputy Coordinator and Commission for 

Counteracting Mobbing and Discrimination (Ordinance No. 168/ 2024 of the Rector of the 

Silesian University of Technology of 30 September 2024). The principles of equal 

treatment of women and men and solutions supporting persons caring for children are 
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also reflected in the University Statutes, Work Regulations, Remuneration Regulations 

and provisions concerning the periodic evaluation of academic teachers. 

The first Gender Equality Plan of the Silesian University of Technology, adopted by 

Ordinance No. 46/2022 of the Rector of the Silesian University of Technology of 18 

February 2022 and implemented in 2022–2025, provided a framework for organising and 

intensifying activities promoting gender equality at the University. The experience gained 

from its implementation, including the identification of key needs, organisational barriers 

and good practices, as well as changes taking place in the legal and strategic environment, 

formed the basis for the development of a new Gender Equality Plan, effective from 2026. 

This plan is a continuous document. It has been agreed that once every three years, the 

appointed Gender Equality Plan Implementation Team will evaluate it, including 

conducting surveys of the needs of employees of the Silesian University of Technology in 

the area of equal opportunities. The results of these analyses will form the basis for 

introducing any adjustments, updating the directions of action or identifying new tasks, 

so that the Plan remains relevant to the changing conditions and real needs of the 

academic community. 

 SUMMARY OF THE IMPLEMENTATION OF THE 

GENDER EQUALITY PLAN FOR 2022-2025 
 

The Gender Equality Plan of the Silesian University of Technology for 2022–2025 was the 

first strategic document that comprehensively addressed gender equality and equal 

treatment issues in key areas of the University's operations. Its implementation made it 

possible to organise existing activities, strengthen their coherence and create a solid 

foundation for the further development of equality policy, in line with the priorities of the 

European Commission and the needs of the academic community. 

The adopted document defined six strategic objectives covering key areas of the 

University's functioning: organisational culture, working conditions, participation in 

decision-making processes, recruitment and career development, research and teaching 

activities, and counteracting gender-based violence and discrimination. The initiatives 

undertaken focused on developing basic monitoring tools, gradually strengthening 

communication and awareness in the academic community, and ensuring the availability 

of information on applicable procedures. The completion of the Plan has allowed for the 

consolidation of a common approach to gender equality issues, the identification of areas 

requiring further support, and the creation of a reference point for the next stage of 

activities planned for implementation from 2026. 

• OBJECTIVE 1. Promoting an organisational culture based on respect for diversity and 

appreciation of differences, and eliminating gender stereotypes 

As part of this objective, the analytical and informational basis for equality measures was 

strengthened through the systematic collection and analysis of gender-disaggregated 

data in the areas of education, research and employment. At the same time, 

communication initiatives, although limited in scale, have contributed to increasing the 

visibility of women in science and gradually breaking down gender stereotypes in 

communications aimed at the academic community and prospective students. 
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• OBJECTIVE 2. Supporting the balance between career and family life, including the 

creation of an inclusive working environment and strengthening the structures that 

can facilitate the achievement of these goals 

Activities in this area focused on analysing the possibilities for introducing solutions 

conducive to flexible work organisation and on gradually streamlining administrative 

processes. Although not all of the planned changes were implemented during the Plan's 

execution period, these experiences made it possible to identify organisational and 

technological barriers and indicated directions for further action to improve the 

conditions for reconciling professional and private roles 

• OBJECTIVE 3. Increasing gender balance in decision-making bodies and processes 

at different levels of the organisational structure of the Silesian University of 

Technology 

The implementation of this objective was primarily of a monitoring and diagnostic nature. 

The systematic collection of data on the filling of managerial positions and functions 

enabled a better understanding of the structure of women's and men's participation in 

decision-making processes. The information obtained is a starting point for further actions 

aimed at strengthening gender balance in management. 

• OBJECTIVE 4. Supporting processes that promote equal access to recruitment and 

career development opportunities, including promotions 

In the area of recruitment and career development, the focus was on increasing the 

transparency of processes and reducing gender stereotypes. Information activities aimed 

at male and female candidates for studies and systematic monitoring of data on 

recruitment, promotions and remuneration allowed for a better understanding of the 

development paths of women and men at the University. Conclusions from this area 

indicate that in 2022–2025, both analytical resources were built up and measures 

supporting career development were taken, which will continue to be strengthened in the 

new perspective. 

• OBJECTIVE 5. Promoting the integration of the gender dimension in scientific 

research, education programmes, courses and training, and in the innovations 

implemented 

The accomplishment of this objective consisted mainly in incorporating the gender 

equality perspective into information and training activities related to research activities 

and monitoring data with regard to gender. These activities have helped to raise 

awareness of equality requirements, particularly in the context of European-funded 

projects, however, their impact on lasting changes in research and teaching practice 

remains an area for further development. 

• OBJECTIVE 6. Raising awareness of issues related to combating various forms of 

gender-based violence, including sexual harassment 

In the area of combating violence and discrimination, an important result was to increase 

the availability of information on existing procedures and forms of support. Training was 

conducted and the functioning of the adopted solutions was monitored on an ongoing 

basis, strengthening the transparency of response mechanisms. At the same time, 
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experience with the implementation of the Plan has shown the need for further 

educational and informational activities in this area. 

The implementation of the Gender Equality Plan for 2022–2025 made it possible to 

organise activities, develop data monitoring and gradually raise awareness of equal 

treatment at the Silesian University of Technology. At the same time, these experiences 

revealed areas requiring further intensification, in particular in terms of systematically 

taking into account the gender perspective in scientific research and education, and 

implementing solutions conducive to reconciling professional and private life. These 

conclusions, combined with the dynamically changing European and national context, 

constitute the starting point for the development of the Gender Equality Plan from 2026, 

aimed at deepening and strengthening the activities undertaken in the first period. 

 DIAGNOSIS 
 

The process of developing the Gender Equality Plan included the following stages: 

− analysis of the implementation of measures provided for in the Gender Equality Plan for 2022-

2025, 

− quantitative analysis broken down by gender, based on data regarding various areas of the 

University's activities, including publishing and project activities, education of male and female 

students, recruitment of male and female doctoral students, and personnel policy, 

− interpretation of the results of the analyses,  

− use of available resources and planning for the acquisition of new resources – both human and 

financial – necessary for the implementation of the activities, 

− development of indicators to monitor the implementation of the Plan and its development in 

subsequent years. 

The quantitative analysis was developed on the basis of data collected in the University's own IT 

systems, as well as listings prepared for the purposes of reports to the Central Statistical Office and 

the POL-on system. 

o WOMAN AND MEN IN THE STRUCTURE OF THE SILESIAN 

UNIVERSITY OF TECHNOLOGY 
 

Female and Male Employees 
 

• Employment proportions 

Among academic teachers employed in the group of teaching, research and research-

teaching staff, women account for 35.3%, and men for 64.7% 1. Over the last three years, 

the ratio of women to men employed has remained at a similar level, but has been slightly 

increasing year by year (Fig. 1). The lowest proportion of women in relation to men works 

at the Faculty of Electrical Engineering (11.8%) and the Faculty of Transport and Aviation 

Engineering (13.8%), and the highest at the Foreign Language Centre (89.8%) and the 

 
1 For analytical purposes, employment data as of 31 December of a given year in persons was 
used. 
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Biotechnology Centre (61.9%). The smallest disparities in the number of women and men 

employed are found at the Faculty of Organisation and Management (55%), the Faculty 

of Chemistry (51% women), the Faculty of Architecture (50% women) and the Faculty of 

Biomedical Engineering and the Institute of Physics of the Scientific and Didactic Centre 

(48.8% women). 

 

Fig. 1. Number of academic teachers employed in 2022-2024 in persons1 

 

 

Table 1. Number of female and male academic teachers employed in individual basic units 1 

Faculty/Unit Number of employed  

M W 

Architecture 36 36 

Automatic Control, Electronics and Computer 
Science 

198 49 

Civil Engineering 65 33 

Chemistry 51 53 

Electrical Engineering 90 12 

Mining, Safety Engineering and Industrial 
Automation 

55 27 

Biomedical Engineering 32 30 

Energy and Environmental Engineering 98 57 

Faculty of Materials Engineering and 
Digitalisation of Industry 

52 26 

Applied Mathematics 49 18 

Mechanical Engineering 157 55 

Organisation and Management 72 88 

Transport and Aviation Engineering  75 12 

Institute of Physics– Centre for Science and 
Education 

21 21 
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Foreign Language Centre 6 53 

Sports Centre 11 4 

Biotechnology Centre 8 13 

 

The group of employees who are not academic teachers is significantly more feminised. 

Women account for 69.3% of this group, while men account for 30.7%. As shown in Figure 

2, the gender proportions in this group of employees have changed only slightly over the 

years. The highest percentage of women – 88.2% (30 persons) – was recorded in library 

services and administrative positions – 87.4% (650 persons). The lowest share of women 

is in IT positions (3.6% – 2 persons) and aviation personnel (6.2% – 1 person). No women 

are employed as drivers or labourers. 

Fig. 2. Number of women and men employed among non-academic staff 1

 

• Remuneration 

By analysing the ratio of salaries of women and men working at the University, the gender 

pay gap 2 was calculated for all positions in relation to gross basic salary.  

Among all non-academic staff, analysed as a single group, women earned on average 3.1% 

less than men. However, an analysis of the pay gap for individual positions in this category 

showed that men did not earn higher salaries in all positions. In 11 positions, higher 

average basic salaries were found in the group of women, while in 18 positions – in the 

group of men3. At the same time, it is worth noting that in 2025, the Employer conducted 

an analysis of the salaries of non-academic staff and took measures to equalise the basic 

salaries of those earning the lowest levels of pay. 

 
2 According to the definition of Directive 2023/970 of the European Parliament and of 
the Council (EU) 2023/970 of 10 May 2023, the gender pay gap means the difference in 
average pay between female and male employees of the same employer, expressed as 
a percentage of the average pay of male employees. 
3 Analysis of average remuneration obtained in 2024 – as at 31 December 2024. 
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Among academic teachers, the gender pay gap in individual positions was around 2%. The 

lowest disparities in the average gross basic salary between women and men were found 

in the group of persons employed as assistant professors and university professors, 

amounting to 1.7% and 1.9% in favour of men, respectively. 

The relatively largest differences in the average gross basic salary were recorded in the 

positions of assistant and senior assistant, amounting to 2.5%. In 2020, the highest gender 

pay gap was observed among professors, amounting to 6.7%, while in 2024 it was 2.7%, 

which indicates a significant decrease in this indicator. 

• Types of positions, academic degrees and career development 

The highest share compared to men was recorded in the positions of language instructor, 
lecturer and senior lecturer (83.3%) and senior assistant (77.6%). It should be noted that 
most of the people employed in these positions are teaching staff at the Foreign Language 
Centre. As shown in Figure 3, there is a decline in the share of women in employment as 
the position level increases. While women account for 43.4% of assistants and 36.1% of 
assistant professors, this percentage is 30.2% among university professors and 19.6% 
among full professors. In the long term, the proportions of women and men employed in 
individual positions show only slight fluctuations. In light of the data presented, it is 
reasonable to continue monitoring the factors influencing gender diversity in individual 
job groups and to take these results into account when planning activities to support the 
career development of women in science. 

Fig. 3. Structure of academic staff employment in various positions by gender in 2024.4 
 

 
 

In 2021–2024, the percentage of project applications submitted to domestic and foreign 
funding institutions by women in managerial positions ranged from 32.5% to 38.1% and 
was comparable to the percentage in 2018–2020, when it ranged from 36% to 38%. When 
interpreting these data, it should be taken into account that the share of women 
employed in research and research and teaching positions in the analysed period was 33-

 
4 As of 31 December 2024. 
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33.5%, which indicates a similar level of activity between women and men in terms of 
submitting project applications. 

In the group of doctoral students, the share of project applications submitted by women 
in 2021-2024 was 42%, while the share of female doctoral students in the total number 
of doctoral students ranged from 36% to 39% during this period. These data suggest that 
female doctoral students were slightly more likely than male doctoral students to engage 
in project activities and apply for research funding. 

Overall, the data presented indicate a similar level of activity among women and men in 
terms of submitting project applications and participating in pro-quality activities, which 
justifies the need to continue monitoring these phenomena in the coming years. 

Female and Male Doctoral Students 
 

At the end of 2024, women accounted for almost 40% of all students at the Joint Doctoral 

School of the Silesian University of Technology. The increase in the proportion of female 

doctoral students in recent years was mainly due to a decline in the overall number of 

doctoral students, especially men, with the number of women remaining relatively stable. 

Fig. 4. Number of female and male doctoral students by gender

 

The largest number of female doctoral students in the 2024/2025 academic year were 

studying in the following disciplines: 

- biomedical engineering: 40 female doctoral students, 

- chemical sciences: 40 female doctoral students, 

- environmental engineering, mining and power engineering: 27 female doctoral 

students 

- management and quality studies: 23 female doctoral students, 

- architecture and urban planning: 22 female doctoral students. 
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An interesting indicator is the share of women among those receiving increased doctoral 

scholarships in the 2024/2025 academic year, awarded as part of a pro-quality 

programme of benefits for the best doctoral students, under the Excellence Initiative – 

Research University (IDUB) programme, regulated by Ordinance No. 225/2024 of the 

Rector of the Silesian University of Technology dated 25 November 2024. Women 

accounted for 44% of this group, which is slightly higher than their share in the total 

number of doctoral students. 

Female and male students 
 

In 2024 (Table 2), women accounted for 29.4% of all students at the Silesian University of 
Technology, i.e. 4,842 out of 16,453 students. In full-time first-cycle and uniform master's 
degree programmes, the share of women (Polish citizens) was 31.2%, while in second-
cycle programmes it was 41.0%. In the case of part-time first-cycle and uniform master's 
degree programmes, women (Polish citizens) accounted for 16.3% of students, and in 
second-cycle programmes – 34.5%. 

Table 2. Full-time and part-time female and male students in first- and second-cycle studies, 
including Polish citizens and foreigners, broken down by gender as at 31 December 2024. 
 

NUMBER OF STUDENTS FULL-TIME PART-TIME  

W M W M 

Total number of Polish 
students 

3911 8063 721 2690 

- including first-cycle 
and uniform master’s 
degree programmes 

3202 7045 410 2101 

- including second-cycle 
programmes 

709 1018 311 589 

Total number of foreign 
students 

208 885 2 3 

- including first-cycle 
programmes 

195 834 1 2 

- including second-cycle 
programmes 

13 51 1 1 

 

In the analysed period, there was a clear numerical predominance of men among students 

at the Silesian University of Technology, especially in technical fields of study. However, 

there are differences between fields of study, which indicates a varied level of female 

representation in particular areas of education. 

The lowest proportion of women was recorded in the following fields of study: 

− electrical engineering (2.5% in first-cycle studies, 8.5% in second-cycle studies). 

− automation and industrial IT (4.1% in first-cycle studies, 18.4% in second-cycle 

studies). 
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The highest number of women in relation to men study in the following fields: 

- preschool and early school education – in uniform master's programmes – 98.9%, 

- applied linguistics – in first-cycle programmes – 77.6%, 

- interior design – in first-cycle studies – 93.8%, and in second-cycle studies – 89.7%, 

- architecture – in first-cycle studies – 77.6%, and in second-cycle studies – 75.3%, 

- biotechnology – first-cycle studies – 66.5%, second-cycle studies – 73.1%, 

- chemistry – first-cycle studies – 69.7%, second-cycle studies – 74.2%. 

The second clear trend is an increase in the proportion of women studying at second-cycle 

level compared to first-cycle level, which indicates that men are less likely than women to 

decide to continue their education after obtaining an engineering or bachelor's degree. 

Another noticeable pattern is the clear difference in the proportion of women studying 

full-time and part-time. This difference is particularly evident in first-cycle studies, where 

the proportion of women in full-time studies is 31.2%, while in part-time studies it is 

16.3%. 

In the case of foreign students studying at the Silesian University of Technology, the 

proportion of women in first-cycle and second-cycle studies was 19% and 20.3% 

respectively, which was significantly lower than the proportion of female students who 

are Polish citizens5. 

o  TOP MANAGEMENT POSITIONS AND GOVERNING BODIES BY 

GENDER 

Pursuant to § 10 of the Statute of the Silesian University of Technology, the single-

member governing body of the University is the Rector, and the collegial bodies are the 

University Council, the Senate and the Discipline Councils. The Rector's advisory body is 

the Management College, which consists of the Rector, Vice-Rectors, heads of basic 

units/branches, the Director of the College of Studies, the Director of the Doctoral School, 

the Bursar and the Administrative Director.  

• Rector and Rector's/Management College 

In the 2024–2028 term, the position of Rector is held by a man, while there are two 

women among the five Vice-Rectors. This is the first term in the history of the University 

in which women hold positions in the Rector's College. 

• University Council 

The University Council consists of six members appointed by the Senate, including three 

members from the University community and three members from outside it. Currently, 

this group  consists of six men, two of whom serve as chair and deputy chair, and one 

woman. The situation was similar in the previous term. By virtue of the law, the chair of 

the Student Council also joins the Council for the duration of their term of office. In the 

2020-2024 term, this function was performed periodically by two women, but not for the 

entire duration of the term. 

 
5 Analizowane dane dotyczą studentów studiów stacjonarnych. Liczba cudzoziemców 
studiujących w trybie niestacjonarnym jest zbyt niska, żeby poddawać ją analizie 
statystycznej. 
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• Senate 

Pursuant to § 17 section (1) of the Statute of the Silesian University of Technology, the 

Senate consists of the Rector as the chair, elected representatives of: professors and 

university professors (not less than 50% of the Senate), representatives of other academic 

teachers and non-academic staff (not less than 25% of the Senate), and representatives 

of students and doctoral students (not less than 20% of the Senate). 

One representative of each trade union operating at the University, vice-rectors, heads of 

basic organisational units, the Administrative Director and the Bursar participate in Senate 

meetings in an advisory capacity. Persons invited by the Rector may participate in Senate 

meetings. 

Currently , the Senate consists of 58 persons with voting rights, including 21 women, 

which accounts for 36.2%. In the previous term of office 2020-2024, this percentage was 

at a similar level and amounted to 39%. 

Table 3. Composition of the Senate of the University of Silesia in the 2024-2028 term, by gender 

(as of 1 January 2025) 

COMPOSITION OF THE SENATE BREAKDOWN BY 
GENDER 

W M 

Chairperson - 1 

Representatives of professors and university 
professors 

9 20 

Representatives of other academic teachers 6 9 

Representatives of non-academic staff 1 0 

Representatives of doctoral students 0 1 

Representatives of students 4 7 

Participants in meetings with an advisory role 7 6 

Invited guests 6 2 
 

• Management College 

The Management College is an advisory body to the Rector, composed of: the Rector, 

Vice-Rectors, heads of basic units/branches, the Director of the College of Studies, the 

Director of the Doctoral School, the Bursar and the Administrative Director. 

Currently6, there are 7 women in the Management Board, which constitutes 28% of its 

composition. In the previous term, there was one fewer woman in the Management 

College. 

Table 4. Composition of the Management College by gender. 

COMPOSITION OF THE MANAGEMENT 
COLLEGE 

BREAKDOWN BY 
GENDER 

W M 

Rector - 1 

Vice-Rectors 2 3 

Heads of basic units/branches 2 13 

 
6 As of 1 January 2025. 
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Director of the College of Studies 1 - 

Director of the Doctoral School - 1 

Bursar 1 - 

Administrative Director 1 - 

TOTAL 7 18 

 

• Discipline Councils 

Of the 283 members of the discipline councils at the Silesian University of Technology, 84 

are women, which corresponds to 29.7% of the total membership. It should be noted that 

this is a significant increase compared to the previous term, when women accounted for 

65 members, or 23.5% of the total membership. Women chair six discipline councils, as 

do men, which means that gender balance is maintained in terms of chairing positions. 

There is also equal participation of women and men in the Architecture and Urban 

Planning Discipline Council and the Chemical Engineering Discipline Council. The least 

gender balance was observed in the Civil Engineering and Transport Discipline Council, 

the Biomedical Engineering Discipline Council and the Automation, Electronics, Electrical 

Engineering and Space Technology Discipline Council, which does not include any women. 

Table 5. Composition of discipline councils by gender 

COMPOSITION OF DISCIPLINE COUNCILS BREAKDOWN BY 
GENDER 

CHAIRPERSON 

W M  

Architecture and Urban Planning 6 6 W 

Automation, Electronic and Electrical 
Engineering and Space Technologies 

0 36 M 

Information and Communication Technology 5 18 M 

Biomedical Engineering 3 13 M 

Chemical Engineering 6 6 W 

Civil Engineering and Transport 3 26 M 

Materials Engineering 9 25 M 

Mechanical Engineering 7 20 W 

Environmental Engineering, Mining and 
Power Engineering 

16 30 M 

Management and Quality Studies 14 8 W 

Chemical Sciences 10 4 W 

Earth and Environmental Sciences 5 7 W 

Total 84 199 6W and 6M 

 

• Faculties and institutes 

 
The basic units of the University are faculties and one institute. In the 2024-2028 term, 
the positions of faculty deans and institute director are held by 12 men and 2 women, 
which means that women occupy 14.2% of these positions. There are 26 men and 16 
women employed as vice-deans and deputy directors, with women accounting for 38% of 
these positions. The university structure also includes the Silesian University of 
Technology Branch in Rybnik, headed by a director and deputy director. These functions 
are currently held by a man and a woman, respectively, thus maintaining gender balance. 
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In the previous term, women held three more positions at the dean/director level (31%), 
while there was one fewer woman in the positions of vice-deans and deputy directors. 
Therefore, it is difficult to speak of significant changes in gender balance at these 
management levels. 
 
An analysis of the participation of women and men in key management positions shows 
differences between the University's units. In eight units, men have a numerical 
advantage in the dean's authorities, in two units there is gender balance, while in two 
units the Dean's College is characterised by a higher proportion of women than men. 
 

Table 6. Authorities of basic units in the 2024-2028 term 

Faculty/ Institute Dean Vice-Dean for 
Students’ Affairs 

and Education 

Vice-Dean for 
Science and 
Cooperation 

Vice-Dean for 
Infrastructure 

and 
Organisation 

Architecture M M W W 

Automatic Control, 
Electronics and Computer 
Science 

 
M 

 
W 

 
M 

 
M 

Civil Engineering W M M M 

Chemistry M W M M 

Electrical Engineering M M M M 

Mining Safety Engineering 
and Industrial Automation 

M W W W 

Biomedical Engineering M M M M 

Energy and Environmental 
Engineering 

M W M M 

Materials Engineering and 
Industrial Digitalisation 

M W M W 

Applied Mathematics M M W M 

Mechanical Engineering M M M W 

Organisation and 
Management 

W W W M 

Transport and Aviation 
Engineering 

M M M M 

Institute of Physics – CND 
[Centre for Science and 
Education] 

M W W M 

At the level of department and institute management (in the case of institutes), men 
clearly predominate, occupying 68.8% of such positions. Compared to the previous term, 
there has been a noticeable change – the proportion of women in management positions 
has increased by 8.7%. The highest proportion of women in management positions is 
found in the Faculty of Architecture, where women head 80% of departments (4 
departments), in the Faculty of Organisation and Management – 66.6% of departments 
(4 departments), and in the CND Institute of Physics – 2 departments out of three 
operating within the structure of the unit. At the Faculty of Electrical Engineering and the 
Faculty of Transport and Aviation Engineering, women do not hold managerial positions 
in departments. 
 
A comparison of the proportion of women and men among managers with the previous 
term of office indicates their relative stability. This phenomenon largely reflects the 
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structure of academic staff employment in individual faculties, as well as the proportions 
of people employed as professors and university professors, from among whom 
department and unit managers are most often appointed. In the analysed period, the 
proportion of women among professors and university professors was 27.6%, while the 
proportion of women in managerial positions was 31.1%, i.e. slightly higher. 
 

 OBJECTIVES, ACTIONS AND INDIACATORS AND 

INDIACATORS OF THE GENDER EQUALITY PLAN OF 

THE SILESIAN UNIVERSITY OF TECHNOLOGY 
 

The Gender Equality Plan of the Silesian University of Technology, effective from 2026, 

defines the objectives, directions of action and monitoring indicators that have been 

developed based on the results of a quantitative diagnosis of the situation of women and 

men at the University, as well as the experience gained from the implementation of the 

first Gender Equality Plan in 2022 –2025. The adopted solutions take into account both 

the identified needs of the academic community and the barriers and limitations revealed 

during previous activities. 

 

The plan should be treated as a strategic and developmental document, setting out a 

framework for long-term actions for equal treatment and proportionate opportunities. Its 

implementation is aimed at strengthening the coherence of university policies, 

developing sustainable support mechanisms and systematically monitoring progress in 

areas that are key to the functioning of the Silesian University of Technology as a technical 

university, with the possibility of periodically updating activities based on the results of 

evaluations. 

• Strategic objectives of the Gender Equality Plan 

The Gender Equality Plan of the Silesian University of Technology, implemented from 

2026, is based on six interrelated strategic objectives: 

1. Promoting an organisational culture based on respect for diversity and appreciation 

of differences, eliminating gender stereotypes by strengthening awareness of 

equality and ensuring access to reliable information and data. 

2. Supporting the reconciliation of professional and family life, including the creation 

of an inclusive work environment and the development of organisational structures 

and solutions that promote a balance between professional and private life. 

3. Increasing gender balance in decision-making bodies and processes at various 

levels of the University's organisational structure by better recognising the 

conditions for the participation of women and men in management and promoting 

good practices. 

4. Supporting processes that promote equal access to recruitment and career 

development opportunities, including academic and professional advancement, 

taking into account the transparency of procedures and the principle of equal 

treatment. 



17 
 

5. Promoting the inclusion of the gender dimension in scientific research, education 

programmes, courses and training, and in the implemented innovations, 

particularly in the context of European programme requirements. 

6. Raising awareness of combating various forms of gender-based violence, including 

sexual harassment and psychological harassment, and strengthening the 

availability of procedures and forms of support. 

 

• Actions and indicators for the implementation of the Plan 

The implementation of the above objectives is based on actions implemented from 2026, 

aimed at developing structures for coordinating gender equality policy, ensuring 

adequate resources and competences, systematic collection and analysis of data broken 

down by gender, conducting information and training activities, and strengthening 

mechanisms to combat discrimination and mobbing. 

Support for the implementation of the Plan is provided by the Gender Equality Plan 

Implementation Team, which will hold regular working meetings to monitor the progress 

of the implementation of the measures and to identify current challenges. The Team will 

also be responsible for evaluating the Plan at least once every three years, including 

analysing the degree of achievement of the objectives and surveying the needs of 

employees of the Silesian University of Technology in terms of equal opportunities. The 

results of the evaluation will form the basis for making adjustments to the implemented 

measures, updating strategic objectives or identifying new tasks. 

Progress in the implementation of the Plan will be assessed using a set of quantitative and 

qualitative indicators, enabling the monitoring of changes over time and the identification 

of areas requiring further strengthening. The Plan will be monitored on an annual basis 

and the results will be communicated to the academic community in the form of a written 

report on gender equality at the Silesian University of Technology. 

 ACTIONS PLANNED FROM 2026 

1. Appointment by separate order of the Rector of the Plenipotentiary/Ombudsperson for Equal 
Treatment and the Equal Treatment Team at the Silesian University of Technology, whose task will 
be to support the implementation of the Equality Plan. 

Indicators:  
✓ Developed and approved scope of competences and responsibilities of 

the Plenipotentiary/ Ombudsperson and the Equal Treatment Team; 

✓ Number of coordination meetings of the Equal Treatment Team in the 

first year of operation; 

✓ Development and approval of a system for monitoring and reporting on 

the implementation of the Gender Equality Plan. 

Coordinating unit: Vice Rector for General Affairs 
 
Implementation period: First quarter of 2026 
 

2. Ensuring sufficient resources and expertise in the field of gender equality for the implementation 

of the Gender Equality Plan.  

• Ensuring a sustainable source of funding for gender equality activities, 
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• Developing the competences of staff dealing with equal treatment issues, 

• Involving external experts in the university's advisory and educational activities. 
 

Indicators: 

✓ Number of training and development activities in the field of gender equality 
attended by employees who perform tasks related to the Gender Equality Plan; 

✓ Number of contracts or agreements concluded with external experts in the field of 
consulting and education on gender equality. 
 

Coordinating unit: Vice Rector for General Affairs 
 

Implementation period: First quarter of 2026 – with regard to ring-fencing a source of funding; with 
regard to competence development and the involvement of external experts – ongoing activity during 
the implementation period of the Gender Equality Plan. 

 
3. Creation and maintenance of a section on the Silesian University of Technology website dedicated 

to gender equality issues 

• Inclusion of a ‘Gender Equality’ section in the ‘University’ section in Polish and English, 

• Publication of open-access information on the subject of gender equality, 

• Publication of University materials, including official institutional documents, a list of training 
activities and initiatives, as well as other communication tools in traditional and digital form 
promoting the ideas of the Gender Equality Plan, its objectives and activities, 

• Publication of current information on equality issues. 
 

Indicators: 
✓ Creation and launch of a ‘Gender Equality’ section on the University's website in Polish 

and English; 
✓ Number of materials and information on gender equality published in a given year. 

 
Coordinating unit: Vice Rector for General Affairs 
Implementing unit: Representative/Ombudsperson for Equal Treatment 
 
Implementation period: First quarter of 2026 - creation; entire period of implementation of the 
Gender Equality Plan. 

4.  Systematic collection, classification and analysis of quantitative data, taking gender as the basic 

analytical variable, in order to monitor trends in the following areas: 

 

• education of students (Polish and foreign citizens), taking into account fields of study, 

beneficiaries of pro-quality programmes and scholarship holders, 

Indicators:  
✓ Number of statistical analyses performed. 

 
Coordinating unit: Vice Rector for Student Affairs and Education 

Implementing unit: Studies Service Centre 

 

Implementation period: ongoing activity 
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• education of doctoral students (Polish and foreign citizens), taking into account scientific 
disciplines, beneficiaries of pro-quality programmes and scholarship holders, 

 
Indicators:  

✓ Number of statistical analyses performed 

Coordinating unit: Vice Rector for Science and International Cooperation 
Implementing unit: Doctoral School 
 
Implementation period: ongoing activity 

 
• structure of University staff employment, 
 

Indicators: 
✓ number of statistical analyses conducted 

 
Coordinating unit: Vice Rector for General Affairs 
Implementing unit: Human Resources Office 
 
Implementation period: ongoing activity 

 

• proportion of women and men in management and executive positions;  

Indicators:  
✓ number of statistical analyses performed 

Coordinating unit: Vice Rector for General Affairs  

Implementing units: Human Resources Office, Legislation and Organisation Office; 
 
Implementation period: ongoing activity 

 

• recruitment processes for academic teachers and non-academic staff;  
 

Indicators:  

✓ number of statistical analyses performed 

Coordinating unit: Vice Rector for General Affairs  

Implementing units: Human Resources Office, Analysis and Development Office 
 
Implementation period: ongoing activity 
 

• composition of competition committees and applications of female and male candidates in 
employment competitions, as well as newly hired persons; 

 

Indicators:  
✓ number of statistical analyses performed 

Coordinating unit: Vice Rector for General Affairs 

Implementing units: Human Resources Office; Analysis and Development Office 
 

Implementation period: ongoing activity 
 

• development of the academic careers of young female and male scientists (participation in projects, 
publications, grants, patents, pro-quality achievements); 
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Indicators:  
✓ number of statistical analyses performed 

Coordinating unit: Vice Rector for Science and International Cooperation  
Implementing units: Project Management Centre, Research Office, Centre for Incubation and 
Technology Transfer, Analysis and Development Office, Library of the Silesian University of 
Technology 
 
Implementation period: ongoing activity 

 

• scientific and research activities (projects, publications, implementations, commercialisation of 
knowledge); 

 
Indicators:  

✓ number of statistical analyses performed 

Coordinating unit: Vice Rector for Science and International Cooperation  
Implementing units: Project Management Centre, Research Office, Centre for Incubation and 
Technology Transfer, Analysis and Development Office, Library of the Silesian University of 
Technology 
 
Implementation period: ongoing activity 
 

• remuneration of women and men employed in the same positions;  
 

Indicators:  
✓ number of statistical analyses performed 

Coordinating unit: Vice Rector for General Affairs  
Implementing units: Human Resources Office  
 
Implementation period: ongoing activity 

 
5. Preparation of annual reports on gender equality at the Silesian University of Technology 

• Preparation and publication of a report on the implementation of the Gender Equality Plan for 
a period of one year by the end of September; 

 
Indicators:  

✓ Written report by the end of October of the given year 

Coordinating unit: Vice Rector for General Affairs 
Implementing units: Representative/Ombudsperson for Equal Treatment 

 
Implementation period: ongoing activity 

 

6. Development of a training programme covering: 

a) gender equality issues, 
b) issues of unconscious gender bias, 
c) issues related to counteracting mobbing and sexual harassment, addressed separately to the 

following categories of people forming the academic community: 

- doctoral students 

- employees 

- management staff (Rectors, Deans, Directors, Managers). 
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Indicators: 
✓ development of a concept for conducting training for specific categories of persons; 
✓ development of a training programme; 
✓ selection of a training provider. 

 
Coordinating unit: Vice Rector for General Affairs  
Implementing units: Representative/Ombudsperson for Equal Treatment 
 
Implementation period: 2026 
 
7. Conducting an analysis of the possibility of introducing additional facilities to reconcile professional 

career development with private life. 
 

Indicators:  
✓ number of statistical analyses performed 

 
Coordinating unit: Vice Rector for General Affairs 
Implementing unit: Equal Treatment Team 
 
Implementation period: ongoing activity during the period of validity of the Gender Equality Plan 

 
8. Conducting training sessions covering (a) gender equality issues, (b) unconscious gender bias issues, 

and (c) issues related to counteracting mobbing and sexual harassment, addressed separately to 
the categories of persons indicated in task no. 6 by persons with appropriate, formally confirmed 
competences. 

 
Indicators: 

✓ number of training courses conducted 
Coordinating unit: Vice Rector for General Affairs 
Implementing units: Representative/Ombudsperson for Equal Treatment 
 
Implementation period: ongoing activity 
 
9. Organisation of internal training seminars on the benefits of incorporating a gender perspective 

into scientific research and innovation: 
 

• Inclusion in the training programme for project managers organised by the Project 
Management Centre of the Silesian University of Technology of a module covering the 
following issues: 

a) taking gender balance into account in research teams,  
b) the mandatory requirement to include the gender dimension in all research and 

innovation projects under the Horizon Europe programme, 
c) raising awareness of the difference between ‘gender balance in a research team’ and the 

inclusion of the ‘gender dimension’ in a research project; 

• Organisation of kick-off meetings with project managers on the need to ensure equal 
opportunities for women and men in all submitted and implemented projects; 

 
Indicators: 
✓ number of training courses conducted; 
✓ number of training participants. 

 
Coordinating unit: Vice Rector for Science and International Cooperation 
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Implementing units: Project Management Centre 
 
Implementation period: ongoing activity 
 
10. Maintaining a database of reported cases of discrimination, harassment and sexual harassment, as 

well as the course of investigative proceedings, by the Coordinator for Counteracting Mobbing and 
Discrimination, in order to ensure monitoring and improvement of response procedures.  

 
Indicators: 
✓ functioning of a uniform, secure database of cases 

✓ number of recommendations or corrective actions resulting from case analysis 

 
Coordinating unit:  Vice Rector for General Affairs  

Implementing units: Coordinator for Counteracting Mobbing and Discrimination 
 

Implementation period: ongoing activity during the implementation of the Gender Equality Plan 
 

11. Support by the Coordinator for Counteracting Mobbing and Discrimination in the implementation of 
the Gender Equality Plan through information, advisory and monitoring activities in the field of 
counteracting discrimination and harassment: 

 

• Maintaining a tab on the University's website entitled “Policy for counteracting mobbing and 
discrimination” containing, among other things, the content of the University's current policy on 
counteracting mobbing and discrimination and an anti-discrimination guide; 

• Maintaining an information point providing support for employees, students and doctoral students 
at the Silesian University of Technology who experience discrimination, including various forms of 
harassment and sexual harassment; 

• Monitoring the effectiveness of the implemented policy and the functioning of bodies responsible 
for counteracting discrimination based on gender, sexual orientation, harassment and sexual 
harassment 

 

Indicators: 

✓ number of materials and information posted on the website; 
✓ number of information activities (e.g. announcements, educational materials, campaigns); 
✓ functioning of the information point (continuity of operation, availability of contact); 
✓ annual report on the occurrence of mobbing and discrimination at the University in the 

previous year, together with conclusions on counteracting mobbing and discrimination and 
preventing potential conflicts; 

✓ preparation of a biennial report on the functioning and implementation of the Policy for 
Counteracting Mobbing and Discrimination at the University. 

 

Coordinating unit: Vice Rector for General Affairs  

Implementing unit: Coordinator for Counteracting Mobbing and Discrimination 

Implementation period: ongoing activity during the period of the Gender Equality Plan 
 

12. Conducting surveys among employees, doctoral students and students on their personal experiences, 
needs and perceptions of equal treatment and the occurrence of various forms of gender-based 
violence, including sexual harassment. 

 
Indicators: 

✓ research concept developed; 
✓ research tools prepared; 
✓ research conducted 
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Coordinating unit: Vice Rector for General Affairs 

Implementing unit: Representative/Ombudsperson for Equal Treatment 
 

Implementation period: once every 3 years  
 
13. Based on the analysis of the results of the research conducted, developing guidelines for actions leading 

to a further reduction of gender inequality and thus strengthening the full participation of 
representatives of all groups in the life of the academic community. 

 
Indicators: 

✓ compilation of collected research material, 
✓ formulation of guidelines for actions based on the research results obtained 

 

Coordinating unit: Vice Rector for General Affairs  

Implementing unit: Representative/Ombudsperson for Equal Treatment 
 

Implementation period: once every 3 years 
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