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FOREWORD
Fairness is the basic value that Comenius University in Bratislava adheres to and it is a part of the value 

system underpinning all its activities and endeavours. In accordance with those values, Comenius University 
creates an environment in which all persons are treated equally and respectfully and the fundamental rights 
and freedoms of each and everyone are respected, regardless of their job and position, gender, ethnic origin, 
religion, field of study or method of study. Equality between human beings, including gender equality, can be 
considered as one of the basic preconditions for fulfilling the idea or principle of fairness. Gender equality 
means, above all, fair treatment of women and men, which can mean equal treatment as well as treatment 
that is differentiated in its form but equivalent in terms of rights, benefits, obligations and opportunities. It 
is based on the premise that all human beings have the right to develop their abilities freely and to choose 
between various options. Differences in the behaviour, aspirations and needs of women and men should 
be recognized, valued and encouraged to the same extent and should not be a reason for discrimination. 
Gender equality also means a fair and equitable distribution of responsibilities and rights, participation in 
management and decision-making as well as equal opportunities in personal and career development and in 
private life. The emphasis is also on eliminating various forms of inequality and disadvantage for women on 
the societal level as reflected in the social status of women and men.

Various patterns of gender inequality can be identified in science and research organisations, Comeni-
us University being no exception. Although there are generally more women than men studying at universi-
ties, the proportion of women in academic research is considerably lower. The “leaky pipeline” phenomenon 
designates the gradual decline of the number of women reaching higher academic ranks and positions. In 
addition, horizontal gender segregation persists in science, limiting the space for diversity and reducing both 
the inclusiveness of higher education and the quality of research. The quality of research is also impacted by 
overlooking the gender dimension in the very content of research and education.

Gender equality has therefore become a major concern of European science and higher education 
policy in recent decades. However, the initially supported strategy of empowering women at the individual 
level, although it has produced several positive results, proves insufficient if the institutions themselves and 
their culture untouched. If the promotion of gender equality is to be taken seriously, it requires cultural and 
structural change and focus on the whole system in which scientific knowledge and its dissemination oc-
cur, on the institutional and cultural conditions of scientific and educational work. Research and academic 
institutions themselves play a central role in this change, and gender equality plans are a tool to help them 
initiate this change.

The Gender Equality Plan for Comenius University has as its ambition to become a tool for promoting 
gender equality both in terms of equity (balanced distribution of rights and obligations, opportunities and 
impact) and in terms of improving the quality of research. The objectives and measures defined by the plan 
are intended to help initiate changes that will ultimately lead to an open, supportive, inclusive and non-dis-
criminatory environment for all staff, as well as for students of Comenius University and its faculties.

The objectives and measures 
defined by the plan are intended 

to help initiate changes that 
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of Comenius University and its 

faculties. 



GENDER EQUALITY AS A POLICY PRIORITY OF THE 
EUROPEAN RESEARCH AREA
The issue of gender equality in science and research, as well as in the field of higher education, has long 

been a focus of European science and higher education policy. The initiatives in this direction have been taken 
mainly by the EU institutions. As early as in 1997, the European Commission set as an important strategic 
goal the achieving of gender equality in science and research through systematic and broad support for 
women’s participation in the European Research Area (ERA) in its Communication on Women and Science: 
mobilizing women to enrich European research. To help attain this goal, a group of experts was established 
(the so-called Helsinki Group), which still operates in the European Commission’s Directorate-General for 
Research and Technology.

Over the following two decades, gender equality has become part of every major EU policy in the 
European Research Area. However, the Commission’s 2020 Communication (A New ERA of Research and 
Innovation) states that, despite the constant attention the EU has paid to gender equality in R&I, progress has 
been slow and insufficient. Following this statement, gender equality was identified as one of the priorities 
for further development of the European Research Area and practical ways of how to achieve this goal were 
set out. Among them is the creation of inclusive gender equality plans, with member states and stakeholders 
directly engaged in the promotion of gender equality in research and innovation.

Gender equality also resonates in other recently adopted documents on the European Research 
Area. The Research and Innovation Pact identifies gender equality as one of the six common values and 
principles underpinning the ERA. It also emphasizes the need to address diversity in a broader sense. Key 
actions include the promotion of the participation of women in science and innovation and the elimination 
of inequalities related to gender, racial or ethnic origin, religion or belief, disability, age or sexual orientation. 
Following the initiative of the Slovenian Presidency of the Council of the EU, the ERA member states signed 
up to the Ljubljana Declaration on Gender Equality in Research and Innovation in November 2021. In addition 
to reiterating the importance of the topic, the declaration also emphasized the role of cooperation, exchange 
of experience or use of European resources, including the Structural Funds, to promote gender equality in 
research.1 

At the practical level, the Framework Programmes for Research and Innovation are the main EU tools to 
support the promotion of gender equality in the ERA. Previous programmes called for the integration of the 
gender dimension into the content of research and innovation, required gender-balanced evaluation panels 
and provided specific resources for funding actions to promote gender equality in research. Horizon Europe 
adds to these instruments the requirement for public sector institutions to have a Gender Equality Plan (GEP), 
as an eligibility criterion for participation in the programme.

Finally, we cannot ignore the policies at the national level either. The National Strategy for Equality 
between Women and Men and Equal Opportunities in the Slovak Republic for the years 2021 – 2027 includes 
support for a greater representation of women in the field of science, research and higher education among 
its operational objectives. However, no specific action in this area is included in the action plan designed to 
support the implementation of the Strategy.2

1 https://www.srk.sk/sk/aktuality/542-lublanska-deklaracia-o-rodovej-rovnosti-vo-vyskume-a-inovaciach
2 https://www.slov-lex.sk/legislativne-procesy/SK/LP/2020/668

THE STARTING POINT FOR THE STRUCTURE OF THE 
GENDER EQUALITY PLAN: FROM SUPPORT FOR 
WOMEN TO STRUCTURAL AND CULTURAL CHANGE
The framework for designing the Gender Equality Plan for Comenius University builds upon the 

recommendations and procedures developed by the European Commission. In contrast to previous 
approaches, which focused mainly on supporting women in science, the current policy shifts the emphasis 
towards institutions in which women (and men) carry out scientific research and foregrounds “cultural 
and structural change”.. This approach is based on the recognition that individual support for women is 
not sufficient and that it is necessary therefore to focus on the institution and a system in which scientific 
knowledge is generated. 

The structural change mainly concerns areas such as working conditions and career development, 
recruitment and promotion of staff and selection of candidates for management positions. Cultural change 
refers to increasing sensitivity to gender inequality, developing knowledge and competence on gender issues, 
eliminating stereotypes and prejudices, promoting the values of equality and inclusiveness and creating a 
supportive work environment.

Research and academic institutions themselves have a central role to play in supporting these changes, 
while the emphasis is put on gender perspective, meaning that attention is paid to both women and men.

The main tools to facilitate these changes are the Gender Equality Plans, in which the institutions 
define specific measures to promote gender equality. The European Commission recommends that these 
measures cover five areas of intervention including:

• Work-life balance and organisational culture
• Gender balance in leadership and decision-making
• Gender equality in recruitment and career progression
• Integration of the gender dimension into research and teaching content
• Measures against gender-based violence including sexual harassment

Although the European Commission recommends structuring the plan around the above-mentioned 
areas of intervention, they are not binding and institutions may adapt the structure of objectives and activities 
according to their own conditions and needs.

To ensure that the adoption of a gender equality plan is not only a declaratory act, the European 
Commission requires four conditions to be met. These are referred to as mandatory “building blocks” and 
include: 

• The plan must be published on the institution’s website and signed by a representative of senior 
management.

• By adopting the plan, the institution commits to allocating the resources (both financial and human) 
needed for its implementation.

• The institution must ensure the collection of gender-disaggregated data on staff (including students) to 
support the implementation of the plan and its monitoring.

• In order to achieve the necessary change in organisational culture, the plan should include training ses-
sions aimed at raising awareness of gender equality and unconscious gender bias.

The advantage of the approach described above is not only its comprehensive nature but also the fact 
that it leads to a better use of human resources, increases the quality of research and improves the conditions 
for academic work for both women and men. This creates room for synergies with other strategies that 
the institutions are implementing in the field of human resources management, in particular the Human 
Resources Strategy for Researchers (HRS4R).

Individual support for women is not sufficient and it is necessary to focus on the 
institution and a system in which scientific knowledge is generated.



HOW THE GENDER EQUALITY PLAN FOR COMENIUS 
UNIVERSITY WAS DESIGNED
The preparation of the Gender Equality Plan at Comenius University is closely linked to the implementation 

of the Equal4Europe project. The aim of the project, funded by the Horizon 2020 programme, is to support 
the creation and initial phase of the implementation of gender equality plans in project partner institutions. 
The focus of the project is on the specifics of the implementation of gender equality plans in the field of 
management, economics and other social sciences and humanities. Although the activities of the project 
take place in the Faculty of Arts and Faculty of Management of Comenius University, acquired know-how and 
data collected within the project activities provide a good starting point for defining the gender equality plan 
at the level of Comenius University as a whole. 

The project activities included the mapping and analysis of the current state of gender equality at 
Comenius University based on the administrative data collected for the entire university. The mapping 
focused on working conditions and career opportunities for women and men, gender balance in decision-
making and a gender perspective in research and education. In addition to the collection of quantitative 
data, the mapping also included a survey among staff and students of the Faculty of Fine Arts and Faculty 
of Management. The project team also conducted a review of gender equality plans introduced by other 
universities and based on this compiled a database of possible measures.

The results of these activities were then used as inputs for a working group set up to prepare a Gender 
Equality Plan for CU composed of:

• Doc. PhDr. Mariana Szapuová, PhD., Vice Dean for Admission, Continuing Education and Public Rela-
tions, Faculty of Arts and member of the Equal4Europe project team

• Doc. Ing. Jana Kajanová, PhD., Vice-Dean for Projects and Development, Faculty of Management
• Mgr. Zuzana Lisoňová, Head of Project Office of the CU and member of the Equal4Europe project team
• Mgr. Silvester Krčméry, PhD., coordinator of the Human Resources Strategy for Researchers at Come-

nius University
• Mgr. Andrea Fábiková, PhD., member of the Equal4Europe project team
• Mgr. Janka Kottulová, PhD., member of the Equal4Europe project team

The working group defined the main areas of intervention and the objectives of the plan and the 
set of measures that should contribute to their fulfilment. The draft plan was presented to the academic 
community during the event “Human Resources and Gender Equality at CU: Current Status and Future 
Strategies” organised on 26 November 2021.



AREAS OF INTERVENTION AT COMENIUS 
UNIVERSITY IN BRATISLAVA
The selection of key objectives and relevant measures for the Gender Equality Plan for Comenius 

University is based primarily on the institutional analysis carried out during the years 2019 – 2021 by the 
team of the Equal4Europe project. The main findings of this analysis are as follows:

• Data necessary for assessing the state of gender equality in several areas are unavailable, or only exist 
in paper, non-digitized form.

• As far as the academic staff is concerned, the so-called scissor effect - a significant decrease in the 
proportion of women in higher academic positions - is clearly visible at the university level. While wom-
en have a slight predominance in the position of “assistant professor” (in the academic year 2018/19 
this position was held by 561 men and 605 women), men predominate among the “associate profes-
sors” (in the AY 2018/19 there were 271 men and 211 women among the associate professors), and 
significantly dominate among “full professors” (in AY 2018/19 there were 218 male and 90 female full 
professors). Women are also significantly under-represented in management positions. Throughout the 
university´s more than 100-year history, there was not a single female rector, and women are still much 
less likely to hold the office of dean than men. Weak representation of women also applies to scientific 
councils (in 2019, only 19% of members of the Scientific Council of Comenius University were women, 
the average proportion of women in the Scientific Councils of individual faculties was around 30%). 
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Picture 1: Scissors effect at Comenius University in Bratislava

• Although there are individual researchers addressing gender in their research, institutional support for 
integrating gender into research and teaching is lacking. The Centre for Gender Studies is located in the 
Faculty of Arts and several courses in the field of feminist philosophy and gender studies are taught 
across the university. 

• There are no active gender equality policies and targeted measures to prevent and eliminate sexual 
harassment. A major step in this area is the inclusion of sexual harassment in the updated version of the 
Code of Ethics of Comenius University, which is part of the Internal Quality Assurance System of Come-
nius University in Bratislava adopted in November 2021 (sexual harassment has already been addressed 
in the codes of ethics of some faculties, e. g. the Faculty of Arts). However, mechanisms need to be put 
in place to report and prevent such behaviour.

Share of women and men at different career stages (2019, in %)
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Na základe daných zistení boli vyčlenené štyri prioritné oblasti pre politiku rodovej rovnosti na UK, ku 
ktorým sa viažu konkrétne ciele a špecifické opatrenia:

1. Promotion of gender equality at the university and its faculties

Comenius University has a highly decentralized system of management, which means that a number of 
measures need to be implemented at the level of individual faculties, rather than at central level. One of the 
goals of the central level Gender Equality Plan is therefore to create a network of contact points assisting the 
development and implementation of faculty level Gender Equality Plans. Another priority is identification of 
the set of relevant indicators to be included in the data collection to assess the state and progress of gender 
equality at the university.

2. Gender balance in management positions and career growth

The first step on the path to greater representation of women on governing bodies and the bodies 
of university and faculty self-government is to identify barriers that prevent women from applying for 
management positions. When promoting the career advancement of women and men, it is necessary to 
consider the fact that it is mainly women who interrupt their careers due to parental leave. Therefore, one of 
the planned measures is defining the measures and procedures to support employees after returning from 
parental leave.

3. Integrating gender dimension in research and education

One of the aims of the Gender Equality Plan is to raise awareness about gender as an important 
research category. For this purpose, the implementation of internal training sessions and workshops is 
planned, as well as the creation of an online platform with information resources and materials. A university-
wide network of researchers who are engaged in gender-oriented research will be created. Training sessions 
and courses will be available at all education levels to acquaint future academics with the gender dimension 
of research.

4. Non-discriminatory, safe and open environment

According to the first nationwide survey on the incidence of sexual harassment at universities, 
conducted by the Institute for Work and Family Research in 2019/2020, up to 76% of female students 
encountered gender-based harassment during their studies, 46% experienced unwanted sexual attention 
and 3% faced sexual coercion. At the same time, only 12% of the participating students agreed that they 
were sufficiently informed by their university about the topic of sexual harassment. Planned measures in 
this area include the development of a clear and binding policy to prevent and address sexual harassment. 
The use of gender-inclusive language in the university’s official communication, the organisation of activities 
aimed at raising the visibility of female academics and the strengthening of the academic community’s 
commitment to gender equality and diversity should also contribute to the culture of tolerance, openness 
and equal opportunities.

The Gender Equality Plan is not just a declarative document, but rather a complex set of commitments 
and activities aimed at maintaining gender equality in the institution through sustainable structural change. 
Specific, time-bound activities with appropriate responsibilities are assigned to individual goals.

An essential starting point for defining the measures contained in the plan is also the level of its 
implementation. The plan has been introduced at the university level and it includes measures that can be 
implemented by the central level of university governance. Many measures essential for meeting the defined 
objectives need to be implemented at the level of Faculty. The aim of the plan is therefore to support faculties 
in defining their own measures.

Timeframe of realisation of the Gender Equality Plan: 2022 – 2024

1. Supporting  
promotion of gender 

equality at the 
University and its 

faculties

2. Gender balance in 
decision making and 

career growth

3. Integration of the 
gender dimension 

in research and 
teaching

4. Non-
discriminatory, 
safe and open 
environment

Based on the findings, four priority areas for gender equality policy in CU have been identified, to which 
specific objectives and specific measures are linked:



GOAL 1: ESTABLISHING CONDITIONS FOR THE IMPLEMENTATION OF THE GENDER EQUALITY PLAN AT COMENIUS UNIVERSITY AND ITS FACULTIES

SPECIFIC GOAL MEASURE UNITS INVOLVED 
(responsible unit highlighted)

2022 2023 2024

1.1 Support structures 
for the implementation 
of the Gender Equality 
Plan in  the faculties of 
Comenius University.

1.1.1 Establishing the network of 
gender equality contact points at 
the faculties of Comenius Universi-
ty. Providing training and long-term 
support for the network

Project office of CU
Centre for Gender Studies

Identification of a 
contact point at 
each faculty and the 
first meeting

2 meetings per year 2 meetings per year

1.1.2 Creating a permanent and 
internally funded position of Gender 
Equality Officer

Project office of CU
Centre for Gender Studies
Rector‘s office

Position funded by 
E4E project

Position funded by 
E4E project

Creation of internally 
funded position at the 
Project office of CU

1.1.3 Setting up the plan of regular 
meetings with key actors from the 
university management in order to 
strengthen the responsibility for the 
GEP implementation and maximize 
its impact

Project office of CU Preparation of the 
plan with the actors 
involved

2 meetings per year 2 meetings per year

1.2 Collection of data 
in areas relevant for 
gender equality and 
their presentation

1.2.1 Defining the set of indicators 
to be included in the collection of 
data on gender equality at the CU 
and the processes of their collec-
tion.
Expected data collection areas:
• gender structure of stu-

dents and staff of Comenius 
University

• career breaks
• gender pay gap
• competitions and career 

advancement
• involvement in projects
• involvement in pedagogical 

activities
• research achievements

Quality unit
Working group on the prepara-
tion of GEP
Project office of CU
Department of personnel eco-
nomics of CU (administrative 
unit)
Centre for Gender Studies 

Identification of 
data sources and 
definition of the 
scope and process-
es of collection

Pilot data collection
Elaboration of a re-
port on gender equali-
ty at CU

Data collection
Elaboration of a re-
port on gender equali-
ty at CU

OBJECTIVES AND MEASURES OF THE GENDER EQUALITY PLAN OF CU



SPECIFIC GOAL MEASURE UNITS INVOLVED 
(responsible unit highlighted)

2022 2023 2024

2.1 Measures to support 
the career growth of 
female researchers 

2.1.1 Formulating recommenda-
tions on the implementation of pro-
cedures and measures to support 
staff returning from parental leave 
and communicating the recom-
mendations to senior management 
and relevant administrative depart-
ments

Centre for Gender Studies 
Faculty of Management of CU 
Coordinator of HRS4R at CU

- Formulation of rec-
ommendations based 
on the survey results 
(measure 4.2.1)
Dissemination cam-
paign

Dissemination cam-
paign

2.1.2 Formulating recommenda-
tions on prevention of gender bias 
in selection processes and habili-
tation and inauguration procedures 
and training of managers and 
employees of the respective admin-
istrative departments

Coordinator of HRS4R at CU
Department of Science, 
Research and Doctoral Studies 
of CU
Centre for Gender Studies 

Revision of existing 
criteria and process-
es

Formulation of rec-
ommendations on 
open, transparent and 
merits-based recruit-
ment

Training for staff 
involved in selection 
processes,
habilitation and inau-
guration processes

2.2 Measures 
to increase the 
proportion of women 
in management and on 
decision-making bodies

2.2.1 Carrying out a survey among 
female academics aimed at iden-
tifying subjective perceptions of 
barriers that prevent them from 
holding (or even applying for) 
management and decision-mak-
ing positions, as well as mapping 
what support measures they would 
welcome

Faculty of Management of CU 
Centre for Gender Studies 
Department of Science, 
Research and Doctoral Studies 
of CU
Coordinator of HRS4R at CU

Conducting a sur-
vey, writing and pub-
lishing an analytical 
report

Proposing measures 
to eliminate obsta-
cles and to support 
women in applying 
for management 
and decision-making 
positions

Monitoring the share 
of female candidates 
applying for man-
agement and deci-
sion-making positions 
and the proportion 
of women in these 
positions

GOAL 2: CREATING FAVOURABLE CONDITIONS FOR CAREER GROWTH OF FEMALE RESEARCHERS AND BALANCED REPRESENTATION OF WOMEN AND 
MEN IN DECISION-MAKING AND MANAGEMENT ROLES



GOAL 3. INTEGRATION OF THE GENDER DIMENSION IN RESEARCH AND TEACHING

SPECIFIC GOAL MEASURE UNITS INVOLVED 
(responsible unit highlighted)

2022 2023 2024

3.1 Measures to 
promote integration 
of gender perspective 
into research and 
education

3.1.1 Internal training sessions aimed 
at integrating gender perspective into 
research and strengthening the rec-
ognition of its economic, social and 
innovative value

Project office of CU
Centre for Gender Studies 
Network of researchers carrying 
out gender-oriented research 

1 training session 
for academic staff
1 training session 
for project depart-
ments

1 training session for 
academic staff
1 training session for 
project departments

1 training session for 
academic staff
1 training session for 
project departments

3.1.2 Creation of a handbook and 
organisation of workshops on integra-
tion of gender perspective into devel-
opment of study programmes and 
curricula of individual courses, as well 
as into the teaching process.

Centre for gender studies 
Network of researchers carrying 
out gender-oriented research 

Creating a hand-
book
1 workshop for 
teaching staff

1 workshop for teach-
ing staff

Survey on the use and 
effectiveness of the 
tools
1 workshop for teach-
ing staff

3.1.3 Establishing an internal online 
platform with information resources 
and training materials on integrating 
gender perspective into research and 
teaching

Centre for gender studies 
Network of researchers carrying 
out gender-oriented research 

Platform content 
creation

Platform content 
update

Platform content 
update

3.1.4 Incorporating the issue of gen-
der dimension as a mandatory part 
of the application for a grant for PhD 
students and early-career researchers 
at Comenius University

Department of Science, Re-
search and Doctoral Studies of 
CU
Centre for Gender Studies 

Examining the 
possibility of includ-
ing the issue in the 
application

Updating the applica-
tion form
Providing guidance to 
applicants (following 
activity 3.1.3)

Providing guidance to 
applicants (following 
activity 3.1.3

3.1.5 Developing introductory and 
advanced training tools / courses on 
gender as research variables for all 
levels of university education

Centre for gender studies 
Faculty of Management of CU 
Network of researchers carrying 
out gender-oriented research 

Organisation of 2 
courses for PhD 
students

Pilot organisation of 
2 courses for Master 
students
Continuation of 
courses for PhD.

Pilot organisation of 2 
courses for Bachelor. 
students
Continuation of 
courses for PhD and 
Master students.

3.2 Measures 
to support the 
implementation of 
gender-oriented 
research

3.2.1 Creating a university-wide net-
work of researchers carrying out 
gender-oriented research

Centre for gender studies 2 events per year 2 events per year 2 events per year



Goal 4: Developing a non-discriminatory organisational culture and an open and safe working environment promoting gender equality

SPECIFIC GOAL MEASURE UNITS INVOLVED 
(responsible unit highlighted)

2022 2023 2024

4.1 Measures to prevent 
discrimination and 
sexual harassment

4.1.1 Developing a clear, binding 
and publicly communicated poli-
cy on preventing and dealing with 
sexual harassment: drawing up 
a document (handbook) that will 
provide concrete advice on how to 
prevent sexual harassment, how to 
deal with cases of sexual harass-
ment, and examples of prohibited 
behaviour

Rector‘s office
Centre for Gender Studies 
Ethics Committee
CU Psychological Counselling 
Centre 

Preparation of doc-
ument

Publication of the 
document on the CU 
website

Implementing the 
policy in practice

4.1.2 Training for members of eth-
ics committees on how to handle 
sexual harassment complaints (in 
order to increase the competence 
of ethics committees to deal with 
sexual harassment)

Rector‘s office
Centre for Gender Studies 
Ethics Committee
External partner institutions 

- 1 training session 1 training session

4.1.3 Designing an effective com-
plaints system: creating a central 
digitalized system for submitting 
formal and informal complaints

Rector‘s office
Centre for Gender Studies 
Ethics Committee
Centre for Information Technolo-
gies of CU

System design Pilot implementation 
of system

Monitoring the num-
ber of complaints

4.2 Measures to 
promote reconciling  
work and private life

4.2.1 A survey aimed at reconciling 
private and professional life. Anal-
ysis of the situation of employees 
returning from parental leave. Anal-
ysis of conditions and personnel 
policies with regard to reconciling 
private and professional life.

Faculty of Management of CU
Centre for Gender Studies 
Department of Science, Re-
search and Doctoral Studies of 
CU
Coordinator of HRS4R at CU

Conducting the sur-
vey and preparing 
the report

- -



SPECIFIC GOAL MEASURE UNITS INVOLVED 
(responsible unit highlighted)

2022 2023 2024

4.3 Raising awareness 
about the importance 
of gender equality in 
academia

4.3.1 Use of gender-inclusive lan-
guage within the official commu-
nication channels of the university. 
Providing training on the use of 
gender-inclusive language for the 
staff adding content on official 
communication channels.

Department of Public Relations 
of CU
Centre for Information Technolo-
gies of CU
Centre for Gender Studies 

Monitoring the 
official communica-
tion of the university 
from a gender per-
spective

1 training session
exploring the possibi-
lity of using gender-in-
clusive language in 
CU information sys-
tems and forms

1 training session

4.3.2 Creation of a publicly acces-
sible website on gender equality 
at Comenius University (including 
information sources, information 
overviews, etc.)

Centre for Gender Studies 
Department of Public Relations 
of CU
Network of researchers carrying 
out gender-oriented research 

Content creation 
and site publishing

Content maintenance Content maintenance

4.3.3 Review of science popula-
rization activities with regard to 
the representation of women in 
them. Promoting the involvement 
of women in popularization activi-
ties, across disciplines - creating a 
series of media outlets with women 
scientists

Department of Public Relations 
of CU
Centre for Gender Studies 
Network of researchers carrying 
out gender-oriented research 

Reviewing the exis-
ting popularization 
activities
Proposing comple-
mentary activities

Creating a series of 
media outlets with 
women scientists

Creating a series of 
media outlets with 
women scientists

4.3.4 Organisation of a diversity day 
/ week aimed at raising awareness 
about gender equality and diversity, 
combatting gender prejudice and 
homophobia and strengthening 
academic involvement in gender 
equality and diversity

Department of Public Relations 
of CU
Centre for Gender Studies 
ENLIGHT project team
Network of researchers carrying 
out gender-oriented research 
Student initiatives

1 event 1 event 1 event



DO YOU HAVE ANY QUESTIONS  
ABOUT THE GENDER EQUALITY PLAN? 

Contact us at:
rodovarovnost@uniba.sk 


