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Foreword by the Rector 

The University of Warsaw is a community of individuals with diverse experiences, needs, 

identities and perspectives. It is precisely this diversity that constitutes one of the University’s 

greatest strengths, creating an environment that fosters academic excellence, critical thinking, 

dialogue and innovation. Unlocking the full potential of this diversity requires ensuring equal 

opportunities for development for all members of the academic community and cultivating an 

environment founded on mutual respect, safety and openness. 

It is my pleasure to present the Inclusive Gender Equality Plan for the University of Warsaw—

a strategic document setting out the directions for building an equitable, supportive and 

accessible University for everyone who contributes to our academic community. The Plan 

represents a continuation of the University of Warsaw’s long-standing commitment to 

equality, diversity and anti-discrimination, while also responding to the emerging challenges 

facing contemporary higher education. 

The Inclusive Gender Equality Plan has been developed on the basis of research conducted at 

the University of Warsaw, the evaluation of the previous University of Warsaw Gender Equality 

Plan for 2020–2024, the European Commission’s guidelines, and the objectives of the 

University of Warsaw Strategy 2023–2032. It takes into account the needs of the entire 

academic community, including students, PhD students, and employees representing all 

groups of University staff. 

The findings of the analyses conducted indicate that, despite the measures implemented to 

date, barriers continue to hinder the full participation of some members of our community in 

academic life and limit the development of their potential. These barriers take many forms, 

ranging from persistent stereotypes and broader social inequalities to organisational 

arrangements that require greater responsiveness to the needs of a diverse academic 

community. Our responsibility is therefore to create an environment in which every individual 

can study, work and pursue their professional aspirations in an atmosphere of safety, respect 

and equal opportunity. 

For this reason, the University of Warsaw continues to strengthen measures promoting equal 

treatment, preventing discrimination and enabling all members of the academic community 

to realise their full potential. We seek to foster an organisational culture based on respect, 

cooperation and shared responsibility, to remove barriers that impede development, and to 

create conditions in which every individual can pursue their academic, professional and 

educational aspirations. 

I am convinced that the implementation of the Inclusive Gender Equality Plan will further 

strengthen the University of Warsaw as a modern research university—one that embraces 

diversity, cares for the well-being of its community, and upholds the highest standards of 

academic life. 

 

prof. Alojzy Z. Nowak 

Rector of the University of Warsaw 
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1. What is Inclusive Gender Equality Plan? 

The Plan defines the University of Warsaw’s policy objectives and the accompanying actions 

aimed at fostering a safe and supportive academic environment grounded in equality, 

openness and responsiveness to change. 

The Inclusive Gender Equality Plan (IGEP) is a strategic document aimed at achieving equality 

for all individuals within the organisation or institution concerned. Inclusive Gender Equality 

Plans adopt a comprehensive approach to diversity, encompassing categories such as gender, 

race, ethnic origin, religion or belief, social background, age, sexual orientation and disability, 

and apply across all levels of research team operations, including management and decision-

making structures1. 

Inclusion is an approach to creating environments — whether for work, learning or social 

participation — in which all individuals, regardless of their characteristics, personal 

circumstances or specific needs, have equal opportunities to participate fully, develop their 

potential and be treated with dignity and respect. 

 

2. Coherence of the Inclusive Gender Equality Plan with the strategic 

priorities of the University of Warsaw and with EU standards and 

international programmes 

Gender Equality within the University of Warsaw Strategy 2023–2032 

The Inclusive Gender Equality Plan for the University of Warsaw is consistent with the 

objectives of the University of Warsaw Strategy, which recognises equality, diversity and 

inclusion as fundamental components in fostering a cohesive community grounded in shared 

values.  

In particular, the University of Warsaw Strategy sets out the following strategic objectives, 

which are reflected in the Inclusive Gender Equality Plan: equality and ethics; the 

management of diversity and accessibility; support and inclusive access; competence 

development; well-being and mental health; and the promotion of a supportive working 

environment.  

HR Excellence in Research and the European Charter for Researchers 

The University of Warsaw complies with the principles of the European Charter for 

Researchers and remains committed to the ongoing enhancement of its institutional practices 

within the framework of the prestigious “HR Excellence in Research” award conferred by the 

European Commission2. 

                                                      
1 How to set up an Inclusive Gender Equality Plan: 

https://inspirequality.eu/sites/default/files/2024-10/INSPIRE_SPKg2_Final.pdf 
2 HR Excellence in Research Award for the University of Warsaw:  

https://en.uw.edu.pl/research/hr-excellence-in-research/ 

https://euraxess.ec.europa.eu/hrexcellenceaward/european-charter-researchers
https://euraxess.ec.europa.eu/hrexcellenceaward/european-charter-researchers
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Equality and diversity represent a core pillar of the European Charter for Researchers, which 

establishes principles to foster attractive academic careers and promote excellence in 

research and innovation across Europe.  

The University of Warsaw fulfils its obligations associated with the HR Excellence in Research 

award through a regularly updated Action Plan, where initiatives advancing equality, diversity 

and inclusion constitute a key component.  

Gender Equality in European Union Policies and the United Nations Sustainable 

Development Goals 

Gender equality constitutes a fundamental value of the European Union, and the European 

Commission’s commitment to advancing gender equality across all EU policies also 

encompasses the promotion of gender equality in research and innovation (R&I). 

Gender equality has formed an integral priority of the European Research Area (ERA) since 

2012. Since 2020, the ERA has advanced an inclusive vision of gender equality by tackling 

intersecting forms of discrimination and fostering sectoral and geographical inclusiveness3. 

In accordance with the European Commission’s guidelines4 under the Horizon Europe 

programme, higher education institutions applying for EU funding are required to have an up-

to-date Gender Equality Plan in place. This includes integrating the gender dimension into 

research content, ensuring gender balance, implementing training and support measures, and 

monitoring relevant data. 

The European Commission indicates that a Gender Equality Plan should include measures 

addressing the following areas: 

● 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.  

In line with the European Commission’s requirements5, the Inclusive Gender Equality Plan for 

the University of Warsaw adopts a comprehensive and systemic approach. It encompasses 

the entire University community in its diversity, actively involves its members in implementing 

measures, and identifies the units responsible for delivering specific actions, as well as for 

monitoring progress and assessing the overall outcomes of the IGEP, including based on 

systematically collected data broken down by gender. 

                                                      
3 Horizon Europe support for gender equality:  

https://european-research-area.ec.europa.eu/horizon-europe-support-gender-equality 
4 Horizon Europe guidance on gender equality plans (GEPs)  

https://op.europa.eu/en/publication-detail/-/publication/d9468388-df75-11f0-8439-01aa75ed71a1 
5 Horizon Europe Work Programme 2026-2027 (General Annexes)  

https://ec.europa.eu/info/funding-tenders/opportunities/docs/2021-2027/horizon/wp-call/2026-2027/wp-15-
general-annexes_horizon-2026-2027_en.pdf  

https://www.consilium.europa.eu/en/policies/european-research-area/
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The Inclusive Gender Equality Plan has also been developed through the University of 

Warsaw’s participation in the European Commission-funded INSPIRE project6.  

The project is developing new indicators to support the development of inclusive GEPs, 

conducting European monitoring studies, and identifying the conditions for their 

effectiveness. The project also aims to fill knowledge gaps on intersectionality and build a 

database of good practices in innovation policy that incorporates a gender perspective. 

 

Intersectionality is an approach that assumes that a person’s different characteristics and 

experiences (e.g. gender, parenthood, occupational status, disability, background) overlap 

and collectively influence their situation, including the risk of unequal treatment or 

exclusion. 

 

The Inclusive Gender Equality Plan of the University of Warsaw (IGEP) remains aligned with 

the United Nations Sustainable Development Goals (SDGs)7 and actively contributes to their 

implementation. In particular, it addresses equality and the reduction of inequalities, health 

and well-being, responsible institutional governance, and inter-institutional cooperation. The 

document also constitutes an integral component of the University of Warsaw’s institutional 

policy framework in the field of equal treatment, anti-discrimination, and the promotion of an 

inclusive academic environment.  

The measures set out in the IGEP primarily focus on the implementation of SDG 5 (Gender 

Equality), while also supporting SDG 10 (Reduced Inequalities), SDG 3 (Good Health and Well-

being), and SDG 16 (Peace, Justice and Strong Institutions) through the development and 

implementation of anti-discrimination policies, support mechanisms, preventive measures, 

and transparent institutional procedures. 

Furthermore, the Plan continues the University’s long-standing practice in the field of equality 

policies. The University of Warsaw was the first higher education institution in Poland to adopt 

a formal Gender Equality Plan aligned with European standards and grounded in research 

findings as well as the experiences of the academic community.  

Ongoing partnerships, in particular within the 4EU+ Alliance, as well as cooperation with other 

national institutions (including the Ministry of Science and Higher Education, the Ministry of 

Family, Labour and Social Policy, and universities affiliated with the Academic Network for 

Safety and Equality) and international partners (including participation in the European 

Commission-supported INSPIRE project), strengthen the effectiveness of equality measures 

and contribute to the implementation of SDG 17 (Partnerships for the Goals). 

                                                      
6 Europe’s Centre of Excellence on Inclusive Gender Equality in Research & Innovation:  

https://inspirequality.eu 
7 United Nations Sustainable Development Goals: https://www.un.org.pl/ 

https://inspirequality.eu/
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3. The Inclusive Gender Equality Plan (IGEP) 

3.1. Inclusive Gender Equality Plan is: 

I stands for Inclusive and intersectional – the Plan encompasses measures designed to 

support diverse groups and individuals who encounter greater barriers in their academic and 

professional development. It takes into account gender, age, origin, sexual orientation and 

gender identity, neurodiversity, disability status, religion or belief, and caregiving 

responsibilities, recognising that these characteristics and circumstances often overlap and 

intersect, giving rise to specific experiences of discrimination.  

To counteract inequalities and exclusions, it's crucial to understand their complexities. The 

experiences of older women teaching, young international postdocs, and PhD students with 

young children will differ, so the actions planned in the University of Warsaw's Inclusive 

Equality Plan take these complexities into account. The University of Warsaw community is 

diverse, so our Plan is inclusive and intersectional. Everyone has equal opportunities to 

participate, develop, and be treated with respect. 

G stands for Gender – the Plan aims to counteract discrimination and prejudices based on 

gender. Gender equality does not imply measures directed exclusively at women; rather, it 

concerns and fully engages both women and men and also exclude the differentiation of 

gender identities. 

E stands for Equality – the Plan promotes equal opportunities for development. Equality 

between women and men constitutes a core value of the University of Warsaw. Equality does 

not mean that women and men become identical; rather, it signifies that their rights, 

responsibilities and opportunities do not depend on their sex. Gender equality requires that 

the interests, needs and priorities of both women and men are taken into account, while 

recognising diversity within these groups. In practical terms, it entails fairness and justice in 

the distribution of benefits and responsibilities between women and men. 

P stands for Action Plan – the IGEP sets out overarching objectives, specific measures, and 

indicators to assess their effectiveness, and identifies the units responsible for implementing 

particular actions and for monitoring progress. 

3.2. From the First Gender Equality Plan in Poland to the Inclusive Gender 

Equality Plan for the UW 

The first Gender Equality Plan implemented at the University of Warsaw in 2020–2024 

introduced a new approach to equality and anti-discrimination measures within the 

University. As successive equality-oriented solutions were introduced, they attracted growing 

interest and generated further ideas and expectations. Over the past five years, new social 

contexts have also emerged, alongside new models of work organisation and new challenges 

facing the University. 
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The new Inclusive Gender Equality Plan responds to these changes. It both continues the 

measures initiated under the previous Plan and introduces new actions designed to address 

the University community's needs more effectively and precisely. 

“Support individuals, reform the system” is the guiding principle underpinning the Inclusive 

Gender Equality Plan for the University of Warsaw. Accordingly, the five IGEP Objectives 

encompass measures to support the development pathways of employees, PhD students, and 

students at the University of Warsaw, alongside comprehensive systemic solutions for 

procedures, good practices, educational initiatives, and the prevention of discrimination and 

misconduct. 

The Inclusive Gender Equality Plan is a strategy aimed at removing systemic barriers to gender 

equality embedded in research and teaching structures and aligning institutional practices 

with the needs of the University community. Its key strengths lie in communication, education 

and knowledge-building, as well as in comprehensive support mechanisms and networking 

activities. 

The Plan also provides for increased engagement of faculties and other University units by 

integrating equality measures into their strategic plans, disseminating best practices, and 

highlighting examples of particularly active contributions to promoting equality and 

preventing exclusion. Such an approach integrates equality policy into the overall functioning 

of the University, enables systemic and sustainable change, and enhances the effectiveness 

of the measures undertaken. 

 

3.3. How was the Inclusive Gender Equality Plan developed? 

The Inclusive Gender Equality Plan was designed with the recognition that, when setting 

priorities, it is not feasible to implement all proposed measures and changes simultaneously. 

This may seem obvious, but it is an important point to highlight, as the experience of 

implementing the Gender Equality Plan for the University of Warsaw for 2020 – 2024 has 

inspired many new ideas and revealed new needs.  

At the same time, it is essential to emphasise that the development and implementation of 

equality and anti-discrimination policies occur within evolving social, political, economic, 

demographic, and cultural contexts. In light of these changing circumstances, the IGEP 

provides scope for adjustments and the introduction of additional measures during its 

implementation.  

As was the case with the previous Gender Equality Plan for the UW, the implementation of 

the IGEP will be subject to annual evaluation, and progress will be regularly reported. The 

preparation of the IGEP has been a multi-stage process – from analyses and research, through 

comprehensive consultations, to its formal adoption and implementation.  

At the initial stage, an analysis was conducted of the European Commission’s guidelines, the 

requirements for the HR Excellence in Research, the findings of research conducted at the 

University of Warsaw, and relevant institutional data. The outcomes of the University of 



9 

Warsaw’s Gender Equality Plan for 2020 – 2024 were summarised in the form of a professional 

evaluation. The process also took into account good practices and experiences emerging from 

discussions within the Polish and international academic communities engaged in equality 

policy, including cooperation within the 4EU+ Alliance and the European INSPIRE project.  

Subsequently, the draft version of the IGEP was subject to broad consultation with a wide 

range of University stakeholders, including: 

 the Authorities of the University of Warsaw, 

 the Students’ Council of the University of Warsaw, 

 the PhD Students’ Union of the University of Warsaw, 

 the Equality Plenipotentiaries, 

 the Rector’s Plenipotentiary for Equal Treatment, 

 the Chairs of Unequal Treatment and Discrimination Commission, 

 the Chairs of Mobbing and Other Undesirable Behaviour Commission, 

 the Rector’s Plenipotentiary for Cultural Diversity, 

 the UW employees that participated in the focus study “Equality at the UW 2024”,  

 the Human Resources Office, 

 the Psychological Support Centre (CPP), 

 the Academic Ombuds Team, 

 the Office for University Advancement, 

 the Research Services Office, 

 the Office for Persons with Disabilities, 

 the International Relations Office, 

 the Welcome Point, 

 the University Volunteer Centre, 

 the University Branch Council of the Polish Teachers’ Union (ZNP), 

 the University Branch Committee of the Independent Self-Governing Trade Union 

“Solidarity” (NSZZ „Solidarność”), 

 the University Branch Committee of the All-Poland Trade Union Workers’ Initiative at 

the University of Warsaw; 

 the Warsaw Inter-Company Organisation of the Trade Union of Librarians and Library 

Staff “Polish Librarians” Inter-Company Organisation Warsaw. 

The Plan was also consulted with the National Contact Point of the National Centre for 

Research and Development in terms of its compliance with the requirements for universities 

in the Horizon Europe framework programme. 

 

3.4. The structure of the Inclusive Gender Equality Plan 

1. Diagnosis - comprising the findings of research conducted at the University of Warsaw 

concerning individual experiences, as well as an analysis of existing institutional data. 

2. Objectives: 
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OBJECTIVE 1. Strengthening positive attitudes towards equality and diversity  

OBJECTIVE 2. Supporting groups particularly vulnerable to discrimination  

OBJECTIVE 3. Gender-equal recruitment and support for women's career development 

OBJECTIVE 4. Reconciling of work, family and private life  

OBJECTIVE 5. Integrating the gender and diversity dimension into research and teaching  

 

3. Action Plan for 2026-2030, encompassing measures carried over from the previous 

Gender Equality Plan, newly introduced actions, and indicators designed to assess 

their effectiveness. 

3.5. Creating a culture of equality and inclusiveness in the UW community 

The Inclusive Gender Equality Plan is based on combining European guidelines with the 

strengthening of university initiatives and the active involvement of the academic community 

in implementing equality measures. The UW community's participation involves submitting 

its own initiatives, participating in their implementation and evaluation, and engaging in 

ongoing collaboration. This is how many of the actions planned in the Plan were developed. 

 

We maintain an open-door policy, organize a range of consultations, and offer various contact 

options, from dedicated emails to individual meetings. We are expanding and strengthening 

the network of equality plenipotentiaries, collaborating with faculty and unit administration, 

students’ and doctoral students’ councils, central offices, trade unions, and all those who wish 

to engage in equality, diversity, and inclusion. 

 

Participation allows for the consideration of the diverse perspectives, needs, and experiences 

of members of the university community, and also fosters a sense of shared responsibility for 

implementing equality policies and making informed decisions based on broad participation 

by the academic community. 

3.6. Timeframe, monitoring and evaluation of the Inclusive Gender Equality Plan 

The Inclusive Gender Equality Plan has been developed for the period 2026 – 2030. It is 

important to emphasize, however, that transitional measures have been implemented since 

the beginning of 2025, continuing and expanding on the initiatives planned in the first edition 

of the Gender Equality Plan. These measures were subsequently incorporated into the 

Inclusive Gender Equality Plan. 

The plan assumes ongoing monitoring (annual reports summarizing activities) and a mid-term 

evaluation scheduled for 2028, which will address whether the established goals and 

indicators are being achieved as planned and will help plan corrective action or potential 

reformulation of planned activities In particular, the mid-term evaluation will assess the 

strategic areas identified in the Plan, together with their associated long-term outcomes and 

the intended impact of the measures defined for each of them. An ex-post evaluation is also 

planned to be conducted after the implementation of the Inclusive Gender Equality Plan is 

completed. 
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Ongoing monitoring and planned evaluation are a key and integral element of our Plan. Their 

goal is not only to regularly assess the degree of implementation of planned activities and the 

compliance of undertaken initiatives with adopted assumptions, but above all, to ensure that 

implemented solutions have a real and lasting impact on the functioning of organizational 

structures and the shaping of the university's organizational culture in the areas of equal 

treatment and inclusiveness. 

The Equality Observatory, established specifically for this purpose, is responsible for collecting 

and analysing data on equality at the University of Warsaw. The Observatory conducts 

periodic analyses of data on personnel, students, and PhD students, based on an intersectional 

perspective, taking into account factors such as gender, age, role, employment status, and 

university status. 

3.7. Budget 

The activities outlined in the University of Warsaw's Inclusive Gender Equality Plan for 2026 -

2030 will be implemented within the framework of the Equality Team's tasks or by other units 

assigned to specific activities. For projects beyond the Equality Team's capabilities, funding 

will be provided from the central budget, as well as complementary external funds from both 

national and EU programs and projects, including Excellence Initiative – Research University 

(IDUB 2), ZIP 2, the University of Equal Opportunities (ESF+), FERS, Erasmus+, and KPO 

(National Recovery Plan). 

The Inclusive Gender Equality Plan provides for the maintenance and safeguarding of the 

financial resources necessary to implement equality, diversity and inclusion measures over a 

multi-annual period and, where required, for the strengthening of the Equality Team’s staffing 

capacity through an increase in the number of equality specialists and personnel supporting 

analytical and implementation processes. 

 

4. Diagnosis 

The first, fundamental pillar of the diagnosis is the results of data analyses prepared by the 

University of Warsaw Equality Observatory, a comparative analysis of the results of university-

wide equality studies, and an evaluation of the Gender Equality Plan in force in the years 2020 

– 2024. 

The Equality Observatory is a permanent team operating within the Equality Team, 

responsible for the systematic collection and processing of data at the University of Warsaw. 

The Observatory's goals are to monitor equality at the university, analyse changes over time, 

and support the Equality Team in its decision-making process and the development of data-

informed equality policies. 

The Observatory periodically provides comprehensive data broken down by gender for the 

entire university, not just individual units. This data is published on the website: 

https://rownowazni.uw.edu.pl/en/equality-observatory/. 

https://rownowazni.uw.edu.pl/en/equality-observatory/
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The scope of the reported data covers the entire University community, including students, 

PhD students, and academic teachers, administrative staff and other personnel. The 

comprehensive data collected have enabled an analysis of trends over recent years in relation 

to access to teaching and learning, competence development, and employment at the 

University of Warsaw. 

In addition to the data provided by the Equality Observatory, the University of Warsaw 

Equality Team, in cooperation with expert units (the UW Centre for Women’s and Gender 

Research,  the UW Centre for Research on Prejudice and  the Quality Evaluation Unit (PEJK)), 

conducted a University-wide study in 2024 entitled “Equality at the UW 2024”.  

 

The "Equality at the UW 2024" study was conducted using a mixed-methods approach, 

combining qualitative and quantitative methods, enabling both in-depth analysis of 

experiences and generalization of results. 

 The qualitative part was based on a purposive sampling of various groups within the 

academic community. Ninety-seven individuals participated in the study. Interviews 

were conducted online (in Polish and English), divided into groups: students, PhD 

students, academic and teaching staff (taking into account gender ratio and field 

representation), administration, and representatives of the dean's colleges ("Equality 

at the University of Warsaw – key findings from the qualitative study as part of 

preparations for the new edition of the Inclusive Gender Equality Plan for the 

University of Warsaw")8. 

 The quantitative part took the form of a university-wide survey (in Polish and English) 

conducted at the end of 2024 among all major groups of the academic community. 

3,228 people participated in the study ("Equal Treatment – Report from the University 

of Warsaw Community Survey")9. 

 

Significant data and a basis for designing equality measures were also provided by reports 

from research on parenting (the “Being a Parent at the UW” study conducted in 2022 – 

202310), as well as the results of the “Programme for Young Female Researchers and Teachers” 

11, the aim of which is to address the phenomenon of women losing their engagement in the 

course of developing their scientific careers and to promote at the University of Warsaw the 

idea of supporting the development of young talents in the field of science. 

 

                                                      
8 The results of the qualitative study "Equality at the UW" are available in the form of a presentation on the website: 

https://rownowazni.uw.edu.pl/wp-content/uploads/sites/105/2025/11/Prezentacja-GEP-angielski-skrot.pdf 
9 The results of the quantitative study in the form of the report "Equality at the UW 2024" are available at: 

https://rownowazni.uw.edu.pl/wp-content/uploads/sites/105/2025/10/Raport-GEP-angielski-skrot.pdf  
10 Information about the study and the report are available at: 

https://rownowazni.uw.edu.pl/en/parenthood/being-a-parent-at-uw-a-university-wide-research-study-of-the-
needs-of-parents-at-the-university/ 
11More information about the Program can be found at: 

https://inicjatywadoskonalosci.uw.edu.pl/en/actions/iv-5-2/  

http://cbpk.uw.edu.pl/
http://cbpk.uw.edu.pl/
http://cbu.psychologia.pl/
http://pejk.uw.edu.pl/
https://rownowazni.uw.edu.pl/wp-content/uploads/sites/105/2025/11/Prezentacja-GEP-angielski-skrot.pdf
https://rownowazni.uw.edu.pl/wp-content/uploads/sites/105/2025/10/Raport-GEP-angielski-skrot.pdf
https://rownowazni.uw.edu.pl/en/parenthood/being-a-parent-at-uw-a-university-wide-research-study-of-the-needs-of-parents-at-the-university/
https://rownowazni.uw.edu.pl/en/parenthood/being-a-parent-at-uw-a-university-wide-research-study-of-the-needs-of-parents-at-the-university/
https://inicjatywadoskonalosci.uw.edu.pl/en/actions/iv-5-2/
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Participants in the equality surveys included representatives of all key groups within the 

University community, including students, PhD students, research and teaching staff, 

administrative and other non-academic staff, as well as representatives of dean’s colleges. 

The purpose of research into experiences of discrimination and other forms of misconduct is 

to gain the best possible understanding of the nature of these experiences in order to develop 

the most effective measures for preventing and addressing such unacceptable behaviour. 

Therefore, traditional methods based on obtaining representative samples through random 

sampling are not used. Combining qualitative and quantitative methods, while maintaining a 

balanced gender and subject ratio in interviews, allows for a more in-depth understanding of 

the phenomena being studied and creates more opportunities for people who have 

experienced discrimination to speak out. 

4.1. Research results and the development of equality policies 

The findings made it possible to identify existing inequalities and barriers operating within the 

academic environment. The results also provided a basis for the monitoring and further 

development of the University’s equality policies. The findings of both reports were compared 

with the results of the study conducted for the purposes of the first Gender Equality Plan for 

2020 – 2024, namely the report “Equality at the UW 2019” 12. The analysis included comparing 

key indicators with previous years and identifying areas where progress had been achieved, 

as well as those requiring further action to enable continued monitoring and refinement of 

the University’s equality policies. 

The empirical material collected formed the basis for the tailored measures set out in the 

Inclusive Gender Equality Plan, which defines the framework for equality, diversity and 

inclusion policy at the University of Warsaw. These efforts exemplify the implementation of 

an evidence-based policymaking approach. 

4.2. Evaluation of the Gender Equality Plan 2020 - 2024 

In 2025 an evaluation was also conducted of the Gender Equality Plan in force for 2020 –

202413. The evaluation assessed the degree of implementation of the measures envisaged in 

the Plan and analysed their alignment with the stated objectives. The review verified the scope 

of implementation of individual measures, identifying those that had produced the most 

tangible outcomes. It also examined the barriers encountered during implementation and the 

factors that hindered achieving the intended results. On the basis of these findings, 

recommendations were formulated regarding future directions of action in the area of gender 

equality, including guidance for the present Inclusive Gender Equality Plan. 

 

                                                      
12 The results of the quantitative study Equality at the University of Warsaw 2019 are available in the form of a report at: 

https://rownowazni.uw.edu.pl/wp-content/uploads/sites/105/2022/11/raport_rowne_traktowanie_2019.pdf (available in 
Polish) 
13 The evaluation of the Gender Equality Plan 2020-2024 is available as a report: https://rownowazni.uw.edu.pl/wp-

content/uploads/sites/105/2025/10/Ewaluacja-GEP-angielski-skrot.pdf 

https://rownowazni.uw.edu.pl/wp-content/uploads/sites/105/2022/11/raport_rowne_traktowanie_2019.pdf
https://rownowazni.uw.edu.pl/wp-content/uploads/sites/105/2025/10/Ewaluacja-GEP-angielski-skrot.pdf
https://rownowazni.uw.edu.pl/wp-content/uploads/sites/105/2025/10/Ewaluacja-GEP-angielski-skrot.pdf
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4.3. Key research findings  

 

4.3.1. The UW and Gender – overview of data on gender representation across 

areas of the University 

I. Gender structure of the students and PhD students at the UW  

a) Gender structure of students at the UW 

The number of all students at the University of Warsaw decreased between 2020 and 2024 

from 40,247 to 36,300. During this period, the number of female students decreased by 

approximately 13% (from 25,779 to 22,381).  

It is worth emphasizing that the opposite trend can be observed nationally: according to 

Poland Statistics data14, in the 2020/2021 academic year, women constituted 58% of students, 

while in the 2024/2025 academic year, women constituted 58.2% of all students. At the 

University of Warsaw, the number of male students decreased to a much smaller extent, by 

approximately 4% (from 14,468 to 13,919). As a result, the percentage of female students 

decreased from 64.1% to 61.7% (a decrease of 2.4%), and the share of male students 

increased from 35.9% to 38.3% (an increase of 2.4%). 

 

 

 

b) Gender structure of the PhD students at the UW 

In recent years, the gender composition of doctoral candidates at the University of Warsaw 

has changed as a result of organisational reforms. Since 2019, doctoral schools have been 

introduced, gradually replacing the former doctoral programmes. As of 2024, only doctoral 

schools are in operation, admitting fewer candidates than were previously enrolled in 

                                                      
14 Statistics Poland reports: Higher education in the 2020/2021 academic year; Higher education in the 
2024/2025 academic year 
 

https://stat.gov.pl/en/topics/education/education/higher-education-in-the-202021-academic-year-preliminary-data,10,7.html
https://stat.gov.pl/en/topics/education/education/higher-education-in-the-20242025-academic-year,10,11.html
https://stat.gov.pl/en/topics/education/education/higher-education-in-the-20242025-academic-year,10,11.html
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traditional doctoral programmes. A significant innovation has been the introduction of a 

mandatory doctoral scholarship for participants in doctoral schools. 

In 2019, the total number of PhD candidates was 2,451 (1,374 women and 1,077 men), with 

women representing approximately 56.1% of the group. 

By 2024, the number of PhD candidates had decreased to 1,702 (792 women and 910 men). 

The proportion of women declined to 46.5%, while the proportion of men increased to 

53.5%. The overall decrease of the PhD candidates amounted to 749 individuals. 

 

 

 

II. Gender structure of employees at the UW 

Academic teachers constitute the largest group of employees at the University of Warsaw 

across all analysed categories and years. Both women and men are represented in 

comparable numbers within this group; however, since 2019, a slightly higher proportion of 

women has been observed.  

https://rownowazni.uw.edu.pl/en/gender-structure-of-employees-at-the-university-of-warsaw/
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The second largest category comprises administrative and other non-academic staff 

(employees who are not academic teachers). Within this group, a clear predominance of 

women is observed across all analysed years. Between 2019 and 2024, the number of women 

in this category increased, reaching the highest level recorded across all occupational 

categories and gender groups in 2024. By contrast, the number of men in this category 

remained relatively stable over the same period. 

a) Gender structure of academic teachers at the UW 

Between 2019 and 2024, the structure of academic employment at the University of Warsaw 

remained relatively stable, with a modest increase in the overall number of academic staff 

from 3,804 to 4,105. The proportion of women remained at approximately 48–49%, 

indicating near gender balance within the overall academic staff population. However, a more 

detailed analysis reveals significant disparities in the representation of women across 

different career stages.  
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Gender ratios and academic positions 

Women are overrepresented in lower-ranking positions, such as assistant and senior assistant, 

and are almost equally represented among assistant professors, which constitute the largest 

category of academic positions. 

In terms of trends, in 2019, the University employed 1,145 female assistant professors 

compared to 1,139 male assistant professors. By 2024, these figures had increased to 1,183 

women and 1,146 men.  

With regard to the position of senior assistant, women constitute the majority. However, 

over the analysed period, a decline has been observed in the number of both women and men 

employed in this position (247 women and 123 men in 2019, compared to 154 women and 64 

men in 2024). 

Women also predominate in the position of assistant. In 2019, 153 women and 107 men held 

this position, while in 2024 the figures were 175 women and 64 men. 

However, the higher the position within the academic hierarchy, the lower the proportion 

of women. Importantly, during the period analysed, a significant increase was recorded in the 

number of individuals employed in the position of university professor (PL: professor uczelni), 

both women and men — from 310 in 2019 to 701 in 2024. Particularly notable was the nearly 

threefold increase in the number of women in this position (from 114 in 2019 to 310 in 2024). 

As a result, in 2024 women accounted for 44% of all university professors. 

With regard to full professors (PL: profesor tytularny), only limited growth was observed (a 

total of 537 in 2019 and 540 in 2024). Nevertheless, women continue to represent only 

approximately 31% of full professors (166 women compared to 374 men in 2024). These data 

indicate the need for continued measures to support the advancement of women in 

academia, particularly to the highest-ranking positions. Accordingly, policies promoting 
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equal opportunities - including mentoring, transparent promotion procedures, and career 

development support systems - should be maintained and strengthened. 

 

Year/category Percentage of women 

with a doctoral 

degree 

Percentage of 

women in the 

position of 

university professor 

Percentage of 

women with the title 

of professor (from 

the academic group) 

 

2019 

 

53,9% (994) 

  

37,2% (105) 

  

 

30,5% (166) 

 

2024 

 

53,17% (1073) 

  

44,9% (308) 

  

 

30,5% (162) 

 

 

Gender ratios by academic position 

The largest group remains research-and-teaching staff. Their number increased from 2,575 in 

2019 to 2,849 in 2024, with a relatively stable proportion of women and men. Women account 

for approximately 46% of this group, making it relatively balanced in terms of gender 

representation.  

A different picture emerges within the teaching-only group. Here, women constitute the 

majority - in 2024 accounting for approximately 61% of staff. This predominance is particularly 

visible in positions such as assistant, senior assistant, lector and instructor. At the same time, 

women are considerably less likely to advance to professorial positions within this group. 

Positions such as university professor or teaching professor (PL: profesor dydaktyczny) remain 

predominantly occupied by men, despite their lower overall representation in the group. This 

indicates that although women are strongly represented in teaching roles, access to more 

prestigious positions remains limited. 

The research-only group, the smallest of all categories, is characterised by a slight 

predominance of men - approximately 56% in 2024. Although the number of women in this 

group increased over the analysed period (from 191 to 248), the group remains male-

dominated. Men particularly predominate in positions associated with independent research 

functions, which may suggest the existence of barriers limiting women’s access to strictly 
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research-oriented career pathways or to independent research projects. A comparison of 

these three groups reveals a complex picture of gender equality in academic employment. 

While the research-and-teaching group appears the most balanced overall, career progression 

structures remain strongly differentiated by gender.  

b) Gender structure of non-academic staff at the UW 

Between 2019 and 2024, the structure of non-academic staff at the University of Warsaw 

displayed pronounced gender differences. Women constitute approximately 65% of the staff 

in this category. They are most strongly represented in administrative positions (over 77% in 

2024), as well as among librarians, support staff and University press employees. Men, by 

contrast, predominate in technical and manual occupations, almost entirely dominating in 

security services, IT positions, engineering and technical professions, as well as among drivers 

and manual workers. These data confirm the presence of horizontal segregation, reflecting 

persistent occupational divisions and gender stereotypes.  

 

 

 

During the 2019 – 2024 period, the University of Warsaw demonstrated relative stability in 

overall employment levels, accompanied by an increase in the proportion of women across 

most occupational groups, particularly among female academic teachers and female 

administrative employees. Although the overall level of gender representation in academic 

employment remains broadly balanced, significant disparities persist at higher career level - 

Women are less frequently represented in leadership positions within research and teaching 

units. In the case of managerial positions in central administration offices, the number of 

women and men is the same (18 each), while in the case of deputy managers, women 

constitute the majority (18 women and 10 men). 

The collected data confirm the need to continue gender equality measures, particularly in 

decision-making, expert and other high-prestige roles. 
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III. Gender structure in the management staff of the University of Warsaw 

Representation of women and men in UW decision-making bodies  

a) Composition of the Rector’s College 

The number of members of the Rector’s College (comprising the Rector and the Vice-Rectors 

appointed to specific areas of University governance) has varied over the last three terms of 

office: from five members in 2016 - 2020, to four members in 2020 - 2024, and six members 

in 2024 - 2028. In the 2016 - 2020 term of office, women accounted for 40% of the Rector’s 

College (2 out of 5 members), which may be considered relatively balanced representation. In 

the subsequent term of office (2020 – 2024), their number decreased to one out of four 

members, corresponding to 25%. Whereas, in the 2024 – 2028 term of office, one woman 

serves as Vice-Rector (1 out of 6 members), representing 16.67% of the Rector’s College.  

 

b) Composition of the Dean’s Colleges 

Dean’s Colleges at the University of Warsaw typically comprise between 3 and 5 members. An 

analysis of the composition of faculty leadership teams in 2024, from the perspective of 

gender and faculty affiliation, reveals clear and systemic differences. In faculties representing 

the exact and natural sciences, such as physics, mathematics, chemistry and biology, Dean’s 

Colleges are predominantly composed of men. This finding is consistent with the broader 

tendency towards male concentration in the so-called STEM fields (Science, Technology, 

Engineering and Mathematics), reflecting well-documented patterns within the natural and 

technical sciences.  

In faculties representing social sciences and humanities disciplines - such as applied social 

sciences and social resocialisation, culture and arts studies, applied linguistics and geography 

and regional studies - women constitute the majority of members of Dean’s Colleges. This 

corresponds with the broader trend of feminisation observed within these disciplines. It 

should be noted, however, that women’s representation remains marginal in certain faculties 

https://rownowazni.uw.edu.pl/en/gender-structure-in-the-management-staff-of-the-university-of-warsaw/
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within the social sciences and humanities (the Faculty of Archaeology, the Faculty of 

Journalism, Information and Book Studies, or the Faculty of Law and Administration).  

A noteworthy and positive trend observed in recent years is the significant decline in the 

number of Dean’s Colleges composed exclusively of members of the same gender.  

● 2016–2020 term of office: Five single-gender Dean’s Colleges - the Faculty of 

Philosophy and Sociology and the Faculty of Physics (all positions within the Dean’s 

College held by men), as well as the Faculty of Geology, the Faculty of Modern 

Languages, and the Faculty of Education (all positions within the Dean’s College held 

by women). 

● 2020 –2024 term of office: Four single-gender Dean’s Colleges - the Faculty of Physics 

and the Faculty of Law and Administration (all positions held by men), as well as the 

Faculty of Applied Linguistics and the Faculty of Sociology (all positions held by 

women). 

● 2024-2028 term of office: One single-gender Dean’s College - the Faculty of Physics (all 

positions held by men). 
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c) UW Senate 

 During the 2020 – 2024 term, the University of Warsaw Senate had 63 members, including 

37 men and 25 women, with a male chairperson. Men constituted nearly 60% of the 

membership, while women remained in the vast minority (approximately 40%). 

 

In the next term, which ran from 2024 – 2028, the situation changed significantly. The number 

of Senate members increased to 66, and women achieved almost complete parity with men, 

even gaining a slight advantage – currently 33 women to 32 men. The Senate Chairperson 

remains male. 

 

 

 

d) Chairs of the Scientific Councils of the Disciplines  

In the case of Chairs of the Scientific Councils of the Disciplines, a predominance of men 

continues to be observed. In the 2021 – 2024 term of office, the position was held by 18 men 

and 5 women, while in the 2025 – 2028 term of office it is held by 19 men and 6 women. At 

the same time, compared with the previous term of office, a gradual trend towards greater 

gender balance is visible. However, given that the scale of change remains limited, further 

systemic measures are recommended to support women’s participation in leadership roles 

within academic governance structures. 

  

 

javascript:void(0);
javascript:void(0);
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e) Scientific Councils of the Disciplines 
 

Between the 2021 – 2024 and 2025 – 2028 terms of the Scientific Councils of the Disciplines, 
no major structural shifts in gender representation occurred, yet several clear trends can be 
observed. Overall, the pattern remains stable: women continue to predominate in the 
humanities and social sciences, while men hold a majority in the exact, natural, and 
technical sciences. 
 
The most female-dominated councils remain Linguistics (35 women vs. 10 men), Literary 
Studies (34 vs. 13), as well as Biological Sciences, Psychology, and Pedagogy. Conversely, male 
dominance is particularly visible in STEM fields such as Physical Sciences (36 men and 4 
women), Mathematics, Informatics, and Astronomy. 
 
The most balanced representation appears in areas such as Political and Administrative 

Sciences, Management and Quality Studies, Communication and Media Studies, and Studies 

on Culture and Religion, where the number of men and women is roughly equal.  

 

5. Findings of the “Equality at the UW 2024 Study” 

The equality study conducted at the University of Warsaw in 2024, comprising both 

quantitative and qualitative components, indicates significant changes in awareness and in 

the functioning of the academic community compared with 2019, when equality research was 

conducted to develop the first Gender Equality Plan. In particular, the study identified: 

● a marked increase in knowledge and understanding of discrimination-related 
phenomena (including relevant concepts and behavioural manifestations), such as 
sexual harassment, mobbing, and other forms of undesirable behaviour;  

● enhanced awareness translating into growing expectations towards the University 
with regard to the implementation of effective equality measures and preventive 
actions.  

5.1. Key Issues Identified (Focus Group Interviews) 

A central issue highlighted by the research concerns the highly hierarchical structure of the 

University, in which an individual’s status, determined by academic degree or title, 

significantly influences their position, access to resources, opportunities for development, and 

level of agency.  

● Individuals positioned lower in the academic hierarchy, in particular students, PhD 
students, administrative staff, and junior research staff, demonstrate low levels of 
trust in existing anti-discrimination procedures.  

● Respondents most frequently pointed to a lack of confidence in the impartiality and 
effectiveness of proceedings, limited institutional accountability, and insufficient 
consequences for perpetrators of misconduct. 

● It was also indicated that, in cases of undesirable behaviour, individuals experiencing 
inequality were more likely to change units themselves, while tangible consequences 
for perpetrators were less frequently imposed. 

The qualitative research also revealed the intersectional character of experiences of 

discrimination.  
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● Groups particularly vulnerable to discrimination include individuals with low academic 
status, persons who are not heterosexual men, those with caregiving responsibilities, 
foreign nationals, and neurodivergent individuals.  

● Sources of discrimination were identified at multiple levels: 

o individual (attitudes and behaviours of individuals), 

o environmental (organisational culture and local norms),  

o systemic (work organisation structures, evaluation and promotion procedures, 

and employment conditions). 

 

Among the key concerns raised by various groups within the University community were 

issues related to the lack of recognition and visibility of the work performed by 

administrative staff and PhD students, as well as the insufficient adaptation of institutional 

systems to caregiving and health-related needs (particularly affecting PhD students).  

 

A persistent issue, identified in both 2019 and 2024, remains the difficulty of reconciling 

academic work or studies with family responsibilities and a private life.  

 This challenge is most frequently experienced by women, particularly mothers, who 

face stereotyping, exclusion from participation in research initiatives, and a lack of 

adequate institutional support mechanisms.  

 The needs of individuals caring for elderly or other dependent family members 

continue to receive insufficient recognition. 

 

Respondents also highlighted barriers encountered particularly by international members of 

the University community, including:  

 limited intercultural competence among staff,  

 a lack of coherence across University units in adopting a systemic approach to 

integration and support, contributing to a sense of isolation,  

 limited access to information in English.  

 

Within the LGBTQ+ community, the key issues raised in the study included:  

 insufficient information regarding procedures for changing legal identity details,  

 lack of formal recognition of gender identity,  

 limited awareness among staff of the use of preferred names and pronouns,  

 fear of disclosing one’s identity due to concerns about stigmatisation and exclusion.  

 

The study further revealed that issues related to disability and mental health constitute a 

significant area of challenge within the University. In this context, respondents pointed in 

particular to: 

 the priority importance of mental health,  

 its deterioration as a consequence, inter alia, of unequal treatment, discrimination, 

including harassment, and mobbing, 
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 limited possibilities for long-term treatment and for taking extended sick leave, which 

particularly affects PhD students. 

The research also identified the presence of stereotypical attitudes directed towards 

neurodivergent individuals or those with atypical personal characteristics, alongside a lack of 

systemic support mechanisms for this group:  

 individuals expressed concerns about disclosing diagnoses due to potential 

professional risks, 

 insufficient competence among teaching staff in working with neurodivergent 

individuals or those experiencing mental health conditions was highlighted, indicating 

an urgent need for further capacity-building in this area. 

Particular attention was drawn to power relations generating risks of abuse, including cases 

of sexual harassment: 

 such incidents most commonly take the form of subtle yet systematically repeated 

behaviours, such as comments on appearance, sexualisation of female students, or 

violations of physical boundaries (e.g. unwanted touching), 

 reporting rates remain low due to fear of retaliation, lack of confidence in the 

effectiveness of procedures, and reluctance to disclose one’s identity,  

 the highest risks were observed in situations characterised by reduced formal 

oversight, such as field trips, conferences, or extended hours of laboratory work. 

5.2. Key Issues Identified (Survey Study) 

The quantitative findings confirm the observations outlined above.  

The most frequently identified forms of unequal treatment include: 

 comments and jokes based on gender and sexual stereotypes,  

 remarks relating to gender identity (including transgender and non-binary identities), 

 as well as references to nationality, neurodivergence, or mental health status.  

 

Perpetrators of such behaviours are most commonly individuals of Polish nationality, typically 

middle-aged or older, employed in research positions.  

 

Those most frequently affected are students and other individuals occupying lower positions 

within the University’s hierarchical structure. The data further indicate that such behaviours 

are embedded in the everyday functioning of the University and cannot be regarded as 

isolated incidents. 

 

With regard to responses to incidents of unequal treatment: 

 an increase in reported responsiveness compared to 2019 has been observed,  

 however, in practice, one third of respondents still do not react, and only 7% declare 

that they respond consistently, 
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 responses are predominantly informal (discussing the incident with trusted colleagues 

or directly addressing the person responsible) and rarely lead to the use of formal 

institutional procedures, 

 the most frequently cited barriers include a lack of confidence in the effectiveness of 

protective mechanisms, fear of negative consequences, and the perception that the 

incident was insufficiently serious.  

 

Key Needs Identified 

The findings therefore point to: 

 the need to further strengthen a culture of responding to unequal treatment, 

particularly by fostering a sense of agency among students and PhD students,  

 supporting all groups in developing the skills and confidence necessary to intervene,  

 ensuring that individuals who report misconduct receive tangible support and that 

the University’s actions produce visible outcomes, in order to counteract feelings of 

helplessness. 

 

A key issue emerging from the analysis is the significant decline in the psychological well-

being of members of the University of Warsaw community compared to 2019:  

 increased levels of stress, psychosomatic symptoms, and poorer self-rated health were 

reported, 

 the lowest levels of well-being were declared by women, gender-diverse individuals, 

and students, 

 a high prevalence of loneliness (reported by approximately 1/3 of respondents) and 

the association between intensive remote work and deteriorating well-being indicate 

the need for institutional intervention in this area. 

 

With regard to support mechanisms available at the University of Warsaw: 

 the majority of respondents reported receiving support primarily from close contacts 

and colleagues within the University,  

 approximately 1/5 of respondents did not seek any form of support, potentially 

indicating the existence of a particularly vulnerable group at risk of isolation,  

 despite these challenges, most respondents reported feeling comfortable and at 

home at the University of Warsaw, which constitutes an important institutional 

resource.  

 

In light of these findings, it appears essential to further develop and strengthen institutional 

measures to enhance the sense of safety and agency among individuals experiencing 

inappropriate conduct at the University of Warsaw. 
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Recommendations 

In light of the analyses conducted, a series of recommendations has been formulated, 

encompassing both the improvement of procedures for reporting cases of unequal treatment 

and other forms of undesirable behaviour, as well as the strengthening of equality education 

and the enhancement of academic staff competencies:  

 the need to develop an integrated communication strategy, increase transparency of 

institutional actions, and expand support structures (particularly in the area of mental 

health) was emphasised;  

 the expansion of training provision, with particular focus on intercultural 

competencies, working with neurodivergent individuals, and the use of inclusive 

language; 

 the recommendations also underscore the importance of fostering a culture of 

dialogue and reducing feelings of exclusion among various groups within the 

University of Warsaw community. 

The empirical material collected provides the basis for measures to be implemented under 

the Inclusive Gender Equality Plan, whose objective is not only to increase awareness but 

also to shape attitudes, develop intervention competencies, and strengthen trust in 

institutional support mechanisms. The research findings confirm the need for evidence-based 

policymaking in equality and for implementing systemic measures to enhance safety, 

inclusion, and well-being within the academic environment. 

 

6. Key Equality Programmes and Initiatives 

 
UW Women’s Leadership Development Programme  

This initiative is aimed at strengthening women’s leadership competencies and fostering a 

culture of shared responsibility, collaboration and mutual respect within the academic 

environment.  

The Programme is addressed to women employed at the University of Warsaw, both academic 

and administrative staff, as well as to PhD students enrolled in the University’s doctoral 

schools who are interested in consciously shaping their professional trajectories and 

developing leadership skills. 

Its objective is to provide systemic support to participants in identifying, developing and 

strengthening their leadership potential, as well as preparing them to assume leadership roles 

within the University’s structures. The Programme creates a space for the transfer of 

knowledge and experience between theory and practice through workshops, meetings and 

developmental activities delivered in cooperation with experienced leaders. These activities 

translate into practical tools and competencies applicable in everyday academic and 

organisational work. 
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The first, pilot edition of the program began in 2026. The program is financed by the 

"Excellence Initiative – Research University" (IDUB) Programme. 

 

Programme for Young Women Researchers and Teachers 

The Programme for Young Women Researchers and Teachers is designed to counteract the 

phenomenon of declining engagement of women at successive stages of academic career 

development and to promote at the University of Warsaw the principle of systemic support 

for emerging talent in research and teaching. 

The Programme is addressed to women researchers employed at the University of Warsaw 

under an employment contract who obtained their doctoral degree no earlier than seven 

years prior to the launch of the competitive call for applications. 

Its participants receive mentoring support, individual career development counselling, 

dedicated training and coaching. The Programme’s training offer focuses on the development 

of research, personal and managerial competencies. 

Implemented since 2023, the Programme is funded under the “Excellence Initiative – Research 

University” (IDUB) Programme.  

 

UW Women Doctoral Students Network  

The UW Women Doctoral Students Network is a semi-formal networking and development 

initiative addressed to PhD students at the University. It has been implemented since 2022 

and is funded under the “Excellence Initiative – Research University” (IDUB) Programme. 

The aim of the initiative is to empower women doctoral students by creating sustainable 

professional networks, facilitating the exchange of experiences, and providing mutual support 

in areas related to academic development and functioning within the academic environment. 

The Programme responds to challenges associated with women’s academic careers, 

integrates PhD students from different faculties, and enhances their visibility within the 

academic community. 

At its core, the initiative focuses on relationship-building, competence development and the 

promotion of PhD students’ well-being.  

 

Educational and preventive activities in the form of workshops for men on mental health 

and work-life balance supporting fatherhood 

The designation of men as a distinct target group for these workshops stems from the 

comparatively lower propensity among men to seek psychological support or to participate in 

mental health prevention initiatives. Cultural and social factors contribute to limited reporting 

of difficulties and a lower likelihood of seeking support within this group.  
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At the same time, previous training sessions on work–life balance, financed under the 

“Excellence Initiative – Research University” (IDUB) Programme, were addressed exclusively 

to women. In light of this, it is considered appropriate to develop a dedicated workshop offer 

for men, tailored to their specific needs and aimed at enhancing both the accessibility and 

effectiveness of measures supporting psychological well-being. 

 

Development of a communication strategy in the area of equality, diversity and support  

As part of the Inclusive Gender Equality Plan (IGEP), we plan to implement a systemic 

communication strategy in the areas of equality, diversity, and anti-discrimination. We want 

to provide clear and easily accessible information about available support tools, equality 

procedures, and mechanisms for responding to any undesirable behaviour, in accordance with 

the principles of accessibility and plain language. 

The communication strategy includes accessible information materials about support paths, 

website expansion, meetings, consultations, podcasts, and other activities. 

Effective communication is a key element of all new activities planned in the Inclusive Gender 

Equality Plan. 

 

7. UW Equality Institutions 

7.1 Commissions and Teams 

Academic Ombuds Team for Student and Employee Affairs  

The Academic Ombuds Team reviews reports of conflicts, procedural and legal irregularities, 

and cases of unfair or unequal treatment within the academic community. They support 

parties in resolving conflicts, conduct mediation where necessary, and cooperate with 

relevant University of Warsaw units. 

The Team operates in accordance with the principles of confidentiality, impartiality, 

independence, and informality. The scope of cases includes interpersonal conflicts, employee 

and student issues (including mobbing, discrimination, and unfair treatment), cases of 

harassment and abuse of power, as well as academic ethics and intellectual property 

violations. 

The Team's activities include providing confidential advice, supporting problem diagnosis and 

solution selection, providing information on applicable procedures, assisting in resolving 

issues with the appropriate units, conducting mediation, and reporting any irregularities to 

university authorities. 

     Team of Coordinators for counteracting unequal treatment, discrimination, mobbing and 

other undesirable behaviour 

The Team is responsible for receiving and investigating reports of inappropriate behaviour by 

individuals associated with the University. If the likelihood of inappropriate behaviour is 

confirmed, it refers the matter to the appropriate Commission – for Unequal Treatment and 
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Discrimination or for Mobbing and Other Undesirable Behaviour. It may also refer the 

reporting person (with their consent) to the appropriate university unit and provide support 

in resolving the problem (including psychological, legal, and mediation support). 

Furthermore, the Team is responsible for collecting data on instances of unequal treatment, 

discrimination, mobbing, and other undesirable behaviour, as well as good practices related 

to countering all undesirable behaviour. Another important task of the Team is to undertake 

initiatives related to countering all undesirable behaviour, particularly in the area of 

preventive measures and disseminating knowledge about instances of unequal treatment, 

discrimination, and mobbing in the workplace and at university.  

Unequal Treatment and Discrimination Commission 

The first Commission (then the Commission for Combating Discrimination) was established in 

2010 by ordinance of the Rector of the University of Warsaw. The current Unequal Treatment 

and Discrimination Commission is tasked with reviewing formal complaints of unequal 

treatment and discrimination, as well as recommending remedial action based on the context 

of the case (e.g. a commitment to participate in anti-discrimination training or workshops, a 

commitment to apologize, referral of the case for disciplinary proceedings, and for the injured 

party: psychological support, a change of course group, examiner, supervisor or assistant 

supervisor, or a transfer within the University).  

The Commission is composed of academic and administrative staff of the University of 

Warsaw with outstanding knowledge and experience in the field of counteracting 

discrimination. 

Mobbing and Other Undesirable Behaviour Commission 

The purpose of the Commission is to investigate complaints of mobbing and other undesirable 

behaviour, issue opinions regarding the occurrence of these phenomena, and recommend 

corrective actions relevant to the context of the case (e.g. commitment to participate in anti-

mobbing training or workshops, a commitment to apologize, referral of the matter for 

disciplinary proceedings, and for the injured party: psychological support, change of 

supervisor or assistant supervisor, transfer within the University).  

The Commission is composed of University of Warsaw employees with distinguished 

knowledge and experience in counteracting mobbing and undesirable behaviour. 

Equality Team 

● Responsible for developing and implementing anti-discrimination policies and 

activities promoting equal treatment and diversity. 

● Implements the principle of gender mainstreaming, which systematically incorporates 

a gender perspective into the design, implementation, and monitoring of university 

policies to ensure equality between women and men and counteract discrimination. 

● Utilizes data and analyses provided by the Equality Observatory. 

● Undertakes activities supporting the reconciliation of professional and academic life 

with family and private life, as well as initiatives to support and empower women. 
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● Conducts educational activities on equality and counteracting discrimination, including 

courses and training aimed at various groups within the academic community. 

 

Equality Observatory 

The unit responsible for collecting and analysing data on equality at the UW: 

● conducts periodic analyses of personnel data, as well as data on students and PhD 

students, based on an intersectional perspective, taking into account factors such as 

gender, age, role, and employment status or status at the university, 

● systematically monitors the level of equality across the academic community and 

provides a basis for shaping the university's personnel, teaching, and development 

policies in a manner consistent with the principles of equal treatment and 

inclusiveness. 

 

7.2. Plenipotentiaries 

Rector's Plenipotentiary for Equal Treatment 

The Rector of the University of Warsaw has appointed the Rector's Plenipotentiary for Equal 

Treatment for the 2024 - 2028 term. 

The Rector's Plenipotentiary for Equal Treatment is responsible for, among other things, 

representing the Rector in matters concerning equal treatment and cooperating with other 

entities involved in ensuring equal treatment at the University of Warsaw, including in 

particular: 

o Unequal Treatment and Discrimination Commission, 

o Mobbing and Other Undesirable Behaviour Commission, 

o Team of Coordinators for Counteracting Unequal Treatment, Discrimination, Mobbing 

and Other Undesirable Behaviour, 

o Equality Plenipotentiaries. 

There are two paths for reporting undesirable behaviour at the University of Warsaw15: 

● Informal remediation proceedings conducted by the Academic Ombuds Team 

● Formal reporting of a complaint about unequal treatment, discrimination (including 

harassment and sexual harassment), mobbing or other undesirable behaviour 

Formal submissions of complaints to the Unequal Treatment and Discrimination Commission 

and Mobbing and Other Undesirable Behaviour Commission are regulated by the ordinance 

no 21 of the Rector of the University of Warsaw dated 28 February 2024 on policies on 

                                                      
15 Procedure for reporting undesirable behaviour including unequal treatment, discrimination, harassment and 
sexual harassment 

 

https://www.monitor.uw.edu.pl/Lists/Uchway/Attachments/6871/EN.M.2024.61.Zarz.21.pdf
https://www.monitor.uw.edu.pl/Lists/Uchway/Attachments/6871/EN.M.2024.61.Zarz.21.pdf
https://rownowazni.uw.edu.pl/en/support/have-you-experienced-discrimination/
https://rownowazni.uw.edu.pl/en/support/have-you-experienced-discrimination/
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preventing unequal treatment, discrimination, mobbing, and other undesirable behaviour at 

the University of Warsaw. 

Equality Plenipotentiaries in UW units 

● Those appointed at faculties, units and doctoral schools support the creation of a safe, 

open and equal environment at the university. 

● They are the first point of consultation and contact. 

● They will provide information about the support system in the unit and at the 

university, inform about equality activities implemented at the UW. 

● They redirect cases (with the consent of the reporting persons) to the appropriate 

institutions. 

● They cooperate with the unit's authorities and the Academic Ombuds for student and 

employee affairs and the Equality Team in the field of counteracting discrimination 

and respecting the principle of equal treatment. 

 

7.3. Teams working in the area of equality and inclusion 

Training Team 

A unit established to systematically address the diverse needs of the University of Warsaw 

community and to increase the coherence and effectiveness of training activities in the areas 

of equality, diversity, and inclusiveness. This team, composed of experts from interdisciplinary 

areas related to equal treatment, conducts training and workshops in accordance with the 

recommendations of the Unequal Treatment and Discrimination Commission and Mobbing 

and Other Undesirable Behaviour Commission, taking into account the priorities and needs of 

the Rector's authorities. 

Training activities focus on key areas of risk and intervention, including: counteracting 

mobbing and other undesirable behaviour, preventing discrimination and unequal treatment, 

countering hate speech, conflict management, crisis intervention, preventing sexual 

harassment, and strengthening competencies in multiculturalism, diversity, and inclusive 

communication, including communication with transgender and non-binary individuals.  

Parents and Carers Support Team 

The goal of the Team is to provide support and comprehensive information to members of 

the academic community on issues related to parenting and balancing work and family life, 

particularly legal and organizational information for parents.  

The Team is responsible for publishing current information in a guide and disseminating it 

among the academic community. It also provides individual advice in case of questions or 

concerns. Furthermore, the Team conducts educational and training activities related to 

parenting. 

Hate Speech and Online Hate Prevention Team 

The Team was established by the Rector of the University of Warsaw in 2025. Its mission is to 

develop recommendations for countering undesirable phenomena such as hate speech and 

https://www.monitor.uw.edu.pl/Lists/Uchway/Attachments/6871/EN.M.2024.61.Zarz.21.pdf
https://www.monitor.uw.edu.pl/Lists/Uchway/Attachments/6871/EN.M.2024.61.Zarz.21.pdf
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hate at the University of Warsaw, to propose a rapid response procedure and regulatory 

changes stigmatizing hate speech and hate in the academic community, as well as to 

disseminate information and educate about the manifestations of both phenomena in public 

spaces and in academic relationships.  

The team consists of academic and administrative staff from the University of Warsaw with 

outstanding knowledge and experience in counteracting hate speech and hate speech. 

 

8. Objectives and Action Plan 

The table below presents the action plan for the Inclusive Gender Equality Plan for the 

University of Warsaw for 2026 – 2030 (column two) compared to the activities implemented 

as part of the first edition of the Gender Equality Plan (2020 – 2024). 

For each action included in the Inclusive Gender Equality Plan, the Plan sets out: 

• the unit(s) responsible for implementation (Column 4); 

• the implementation timeframe (Column 5); and 

• the indicators for monitoring the implementation of the Plan and the effectiveness of 

the university's equality, diversity and inclusion policy (Column 6). 

The Inclusive Gender Equality Plan also identifies strategic areas, representing key initiatives 

for equality and inclusiveness at the University of Warsaw. For these activities — as well as for 

areas deemed mandatory by the European Commission in gender equality plans — the 

expected long-term results and their impact on systemic change at the university have been 

defined.  

A table containing key actions with their assigned long-term results and impact description is 

provided below the table below. 
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OBJECTIVE 1. Strengthening positive attitudes towards equality and diversity  

 

      Gender Equality Plan 
(2020 – 2024) 

Area 

Inclusive Gender Equality 
Plan (2026-2030) 

Area 

Inclusive Gender Equality 
Plan (2026-2030) 

Activity 

Responsible Unit Implementation 
period 

Indicator 

Establishment of the 
Equality Observatory  

 Development of the 
Equality Observatory 
(strategic area) 
 
  
 
 

 
 

Development of the 
Equality Observatory as an 
analytical and research unit 
of the University of Warsaw  
 
Introduction of systematic 
data reporting (monitoring) 
on equality and diversity.  
 
Regular collection of 
equality-related data (e.g. 
on the participation of 
women and men in grant 
competitions, research 
projects, and decision-
making positions) 
 
Publication of research 
findings and analyses on 
the website: 
www.rownowazni.uw.edu.
pl  
 

The Equality 

Observatory 

  
 

Ongoing activity Number of 
studies/analyses 
and reports  
 
Number of areas 
of the UW 
covered by 
systematic 
monitoring and 
reporting on 
equality and 
diversity 
 
 

http://www.rownowazni.uw.edu.pl/
http://www.rownowazni.uw.edu.pl/
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Dissemination of good 
practices supporting 
women’s career 
development 
implemented  
in faculties and 
organisational units, 
including the 
communication of 
solutions adopted within 
these units to the UW 
Senior Equality Officer 

Dissemination of good 
practices and promotion 
of equality and diversity 
initiatives within the 
academic community 
  

Increasing the visibility and 
promotion of good 
practices and initiatives 
from faculties and 
organisational units relating 
to equality and diversity 
 
Annual collection of good 
practices implemented in 
faculties and organisational 
units of the University of 
Warsaw  
 
Publication on the website 
rownowazni.uw.edu.pl and 
dissemination via mailing 
lists, newsletters, the 
equality website, the 
Rector’s report, social 
responsibility reports, and 
UW Strategy 
implementation reports  

The Equality Team  Annual data 
collection at the 
beginning of the 
academic year. 
Publication by the 
end of the calendar 
year 

Number of good 
practices 
collected 
 
Number of units 
that submitted 
examples of 
good practices 
 
 

Training sessions for 
female and male research 
and administrative staff, 
as well as for female and 
male students and PhD 
students, aimed at:  
- increasing knowledge of 
discrimination (including 

Training Team 
development 
 
 
 
 
 
 

Establishment of a training 
team responsible for 
delivering training in line 
with the recommendations 
of the Unequal Treatment 
and Discrimination 
Commission and the 
Mobbing and Other 

The Training Team 
(experts appointed to 
the team by the 
University 
authorities) 
 
 
 

Ongoing activity 
 
 
 
 
 
 
 

Number of 
training sessions 
organised by the 
Training Team 
 
 
 
 

about:blank
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discriminatory language), 
violence (including bias-
motivated violence and 
gender-based violence), 
harassment and sexual 
harassment; 
- developing skills to 
recognise and respond 
appropriately to such 
behaviours 
 
Participants’ knowledge is 
assessed before and after 
the training session 
 
Information about 
completion of the training 
(certificate obtained) may 
be included in the periodic 
review form  
 
Introduction of anti-
discrimination training 
sessions for management 
staff of organisational 
units and for 
representatives of student 
self-government bodies 
 
 

 
 
 
 
----------------------------- 
Development and wider 
availability of mandatory 
equality training 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Undesirable Behaviour 
Commission, as well as in 
response to the needs of 
the Rector’s authorities. 
------------------------------------- 
Introducing mandatory 
equality training into the 
on-boarding process (for 
new employees, students, 
and PhD students); 
developing a "Toolbox" 
course presenting key 
equality, anti-mobbing, and 
anti-discrimination 
solutions at the university 
 
Incorporating information 
and training modules on 
counteracting gender-
based violence into 
mandatory training for new 
employees, PhD candidates 
and students 
 
------------------------------ 
Development of workshop-
based, mandatory forms of 
training for management 
staff, including those 
containing a mediation 

 
 
 
 
----------------------------- 
The Equality Team, 
the Human Resources 
Office in consultation 
with the Faculties 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

The Equality Team, 
the Training Team, 
workshop training 
experts, the 
Academic Ombuds 

 
 
 
 
---------------------- 
Development of 
the "Toolbox" by 
the end of 2026 
 
Implementation of 
a mandatory 
training system for 
new employees, 
new students, and 
PhD students by 
the end of 2027 
 
 
 
 
 
 
 
 
------------------------ 
Implementation of 
these topics into 
management 
training programs 
by the end of 2027 

 
 
 
 
---------------------- 
Implementation 
of mandatory 
equality training 
in the 
onboarding 
process 
 
Implementation 
of the new 
"Toolbox" 
course 
 
Number of 
people 
participating in 
training (new 
employees, 
students, and 
PhD students) 
-------------------- 
Number of 
management 
staff 
participating in 
training 
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------------------------ 
Development and 
dissemination of optional 
specialist training for 
various groups of the 
academic community 
(trainings collected from 
the entire Inclusive 
Gender Equality Plan) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

component and 
counteracting unconscious 
bias (e.g. as part of the 
Academy of Deans, Leaders 
in Administration) 
------------------------------ 
Summary of all specialized 
training for various groups 
within the UW community: 
 
- Training for individuals 

performing roles related 

to counteracting 

discrimination, mobbing, 

and other undesirable 

behaviour; 

 

- Organizing regular 

training sessions, 

workshops, and meetings 

for equality 

representatives to share 

experiences, improve 

competencies, and 

standardize equality 

initiatives within the 

units; 

 

Team, the Human 
Resources Office 
 
 
 

The Equality Team, 
the Training Team, 
the Human Resources 
Office, experts on 
specific training 
issues (e.g. from the 
Human Resources 
Office, the Office for 
Persons with 
Disabilities, the 
Psychological Support 
Centre, the Academic 
Ombuds Team, 
external experts) 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 

Ongoing activity – 
training conducted 
during the IGEP 
period 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
---------------------- 
Number of 
people 
participating in 
specialized 
training 
 
Number of new 
courses/modules 
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- Organizing periodic 

training sessions for 

various groups within the 

University of Warsaw 

community on 

counteracting sexual 

harassment and gender-

based violence, including 

training co-organized by 

external experts; 

 

- Organizing training 

sessions for academic 

staff (NA) and 

administrative staff (NNA) 

on support and 

communication with 

transgender and non-

binary individuals; 

 

- Conducting educational 

and preventative 

activities in the form of 

workshops for men on 

mental health and work-

life balance to support 

fatherhood; 
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- Training sessions for 

academic and 

administrative staff on 

neurodiversity and 

disability; 

- Organizing training and 

workshops on inclusivity, 

intercultural 

communication, non-

discriminatory language, 

and counteracting hate 

speech, linguistic 

prejudice, and 

microaggressions, 

including in the context of 

teaching and 

communicating with 

individuals from diverse 

cultural backgrounds; 

-  Incorporating the topic of 

counteracting 

discrimination against 

administrative staff (NNA) 

into training programs 

dedicated to academic 

staff (NA) and 

management staff (e.g. 
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Dean's Academy, Leader 

in Administration); 

 

- Training on balancing 

work and personal life 

aimed at various groups 

of the University of 

Warsaw community 

(academic staff - NA, 

administrative staff - 

NNA, management, and 

PhD students); 

 

- Promoting training for 

members of recruitment 

and competition 

committees on gender 

equality, counteracting 

discrimination, and 

unconscious bias;  

 

- Organizing training for 

researchers and scientists 

on incorporating a gender 

perspective into research, 

research projects, 

analyses, publications, 

and grant processes; 
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-------------------------------- 
 Monitoring and 
evaluation of conducted 
courses 

 

- Training in equality 

project management 

--------------------------- 
Systematic monitoring of 
participation in training by 
gender, groups and 
individuals, as well as 
evaluation of the courses 
conducted 

 
 
 
 

The Equality Team 
 

 
 
 
 

Ongoing 
monitoring and 
annual evaluation 
of courses for the 
Equality Team 

 
 
 
-------------------- 
Number of 
training 
monitoring 
reports 
 

Raising awareness of 
existing equality guides 
and information resources 
at the UW 
 
Organisation of annual 
“Awareness-Raising 
Week” initiatives aimed at 
highlighting the diversity 
of the University 
community and 
encouraging action 
against discrimination in 
various areas. The themes 
of the “Weeks” will extend 
beyond gender equality 
and address other 
dimensions of diversity.  
Each edition will focus on 
counteracting specific 

 Development and 
implementation of an 
effective communication 
strategy on equality, 
diversity and support, 
aimed at the systematic 
dissemination of 
information on support 
tools and procedures 
(clear and accessible 
communication)  
(strategic area) 

Development and 
implementation of a 
coherent communication 
strategy providing regular 
and accessible information 
on support tools, equality 
procedures and anti-
discrimination measures 
(including mailings, the UW 
newsletter, infographics, 
podcasts, short educational 
videos, webinars and 
further development of the 
equality website)  
 
Increasing the visibility of 
equality content on the UW 
homepage 
 

The Equality Team 
and the Academic 
Ombuds Team in 
cooperation with 
relevant units 
(including the 
Promotion Office, the 
Press Office, the 
Faculty of Journalism, 
Information and Book 
Studies, the 
“Kampus” Academic 
Radio and the UW 
Museum) 
 
 
 
 
 
 

Ongoing activity 
 
Information on 
available 
procedures and 
support institutions 
to be developed by 
the end of 2026 
 
 
 
 
 
 
 
 
 
 
 
 

Number of 
communication 
initiatives and 
information 
channels 
 
Number of 
publications and 
information 
materials 
produced in a 
given year 
(newsletters, 
podcasts, videos, 
infographics, 
webinars) 
 
Communication 
strategy on 
equality and 
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social challenges and 
promoting positive 
practices within the 
University community 
 

Development of clear and 
easily accessible 
information materials 
presenting available 
support pathways, 
including procedural 
flowcharts, descriptions of 
the competences of 
individual support bodies, 
and contact details of 
persons responsible for 
providing assistance 
 
Integration of 
communication activities 
into every new initiative 
related to equality, 
diversity or counteracting 
discrimination  
------------------------- 
Establishment of the Office 
for Anti-Discrimination, 
Disciplinary and Mobbing 
Proceedings, maintaining a 
common register of 
disciplinary cases 
concerning mobbing, 
discrimination and other 
undesirable behaviour, 
including proceedings 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

The University of 
Warsaw authorities, 
in cooperation with 
the disciplinary 
commissioners and 
disciplinary 
commissions, the 
Unequal Treatment 
and Discrimination 
Commission, the 
Mobbing and Other 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

By the end of 2026 
 

support 
developed and 
implemented 
 
Increased 
awareness 
within the 
academic 
community of 
available 
support tools 
(measured 
through the 
“Equality at the 
UW” study) 
 
 
 
 

Statistical 
database  
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against students, PhD 
students and employees at 
the UW 
 
 

Undesirable 
Behaviour 
Commission, the 
Team of Coordinators 
for Counteracting 
Unequal Treatment, 
Discrimination, 
Mobbing and Other 
Undesirable 
Behaviour, and the 
Team of the 
Academic Ombuds 

Introduction of “the Anti-
Discrimination Procedure” 
establishing a formal 
complaints mechanism for 
the safe reporting of 
sexual harassment and 
discrimination, accessible 
both to individuals 
affected and to the 
management of 
organisational units.  
 
Clarification that two 
reporting pathways for 
cases of discrimination 
operate at the University 
of Warsaw:  
 

Enhancing the 
effectiveness and 
coherence of the 
University of Warsaw’s 
equality policy through 
systematic evaluation, 
integration of existing 
procedures (anti-
discrimination, anti-
mobbing and information 
and educational 
activities), and the 
implementation of 
improvements arising 
from monitoring findings 
 

Development and 
implementation of 
evaluation criteria for 
equality procedures 
 
Periodic evaluation and 
updating of the equality 
policy in order to enhance 
its effectiveness  
 
Organisation of regular 
meetings (at least once a 
year) of the Chairs of the 
Commissions, the Team of 
Coordinators and the 
Rector’s Plenipotentiary for 
Equal Treatment to review 

The Team of 
Coordinators for the 
prevention of 
unequal treatment, 
discrimination, 
mobbing and other 
undesirable 
behaviour, 
the Unequal 
Treatment and 
Discrimination 
Commission, the 
Mobbing and Other 
Undesirable 
Behaviour 
Commission,  

Evaluation criteria 
to be developed by 
the end of 2027  
 
Meetings – ongoing 
activity 
 

Number of cases 
reported and 
processed 
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- a formal complaints 
procedure regulated by 
the Anti-Discrimination 
Procedure; 
- an informal remedial 
pathway carried out by 
the Academic Ombuds for 
Students and Employee 
Affairs - dissemination of 
information about the 
functioning of both 
pathways. 
Cooperation between 
representatives of both 
pathways, including the 
exchange of knowledge 
and experience 
 

the effectiveness of existing 
procedural solutions  
 

the Rector’s 
Plenipotentiary for 
Equal Treatment, 
the relevant Senate 
Committee 
 

Introduction of the role of 
Equality Plenipotentiaries 
in organisational units, 
cooperating with the UW 
Warsaw’s Senior Equality 
Officer 
 

Strengthening and 
professionalisation of the 
network of Equality 
Plenipotentiaries in 
University of Warsaw 
organisational units 
 

Expansion of the network 
of Equality 
Plenipotentiaries through 
the appointment of persons 
responsible for equality 
matters in UW 
organisational units, 
including central 
administrative units and 
inter-faculty programmes 
 

The Network of 
Equality 
Plenipotentiaries, The 
Equality Team  
 

Ongoing activity 
 
Designation of a 
coordinator of the 
network of Equality 
Plenipotentiaries at 
the beginning of 
October each year 
 

Number of 
Equality 
Plenipotentiaries 
at faculties and 
in organisational 
units  
 
Number of cases 
reported to 
Equality 
Plenipotentiaries 
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Increasing the visibility and 
recognition of the Equality 
Plenipotentiaries. Initiatives 
implemented by the 
Equality Plenipotentiaries, 
with the support of the 
Faculty authorities and 
organisational units, and in 
cooperation with the 
Equality Team (educational 
and information campaign) 
 
Organisation of regular 
training sessions, 
workshops and meetings 
for the Equality 
Plenipotentiaries, aimed at 
facilitating the exchange of 
experience, enhancing 
competences and 
standardising practices 
across organisational units 
 
Designation of a 
coordinator of the network 
of Equality 
Plenipotentiaries (a one-
year rotating role), 
responsible for establishing 
the schedule of meetings 

Number of 
actions and 
initiatives aimed 
at increasing the 
visibility of 
Equality 
Plenipotentiaries  
 
Number of 
training 
sessions/work-
shops organised 
for Equality 
Plenipotentiaries 
 
Number of 
meetings of the 
network of 
Equality 
Plenipotentiaries 
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and the cycle of training 
sessions/workshops 
 

Establishing cooperation 
with other universities 
and organisations in order 
to promote the principles 
of equality and diversity 
set out in the Gender 
Equality Plan 
 

Developing cooperation 
with other universities 
and organisations to 
advance the principles of 
equality and diversity 
included in the Inclusive 
Gender Equality Plan  

Development of joint 
initiatives with the 
Academic Safety and 
Equality Network (ASBiR), 
within alliances (e.g. 
INSPIRE, 4EU+), and in 
cooperation with central 
and local administration, as 
well as NGOs 
 
Cooperation with external 
stakeholders (organisations 
and institutions active in 
the field of equality and 
diversity) 

The Equality Team, 
The Academic 
Ombuds Team 
 

Ongoing activity Number of 
entities with 
which equality-
related activities 
are carried out 
 

Introduction of the 
University of Warsaw 
Code of Ethics 
 

Adoption and promotion 
of the University of 
Warsaw Code of Ethics 
 

Adoption of a document 
addressed to the entire 
University of Warsaw 
community establishing 
standards of cooperation in 
professional life and within 
the University as well as 
conducting an information 
campaign to present the 
assumptions of the Code 

The Code of Ethics 
Working Group 

By the end of 2026 
 

Development 
and adoption of 
the document 
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OBJECTIVE 2. Supporting groups particularly vulnerable to discrimination 
 
 Gender Equality Plan 

(2020 – 2024) 
Area 

Inclusive Gender Equality 
Plan (2026-2030) 

Area 

Inclusive Gender Equality 
Plan (2026-2030) 

Activity 

Responsible Unit Implementation 
period 

Indicator 

Development and 
dissemination of the 
online course “Prevention 
of Sexual Harassment at 
the University” 
 
Development of the 
“Guide to the Prevention 
of Sexual Harassment at 
the University of Warsaw” 
 
Training on violence and 
sexual harassment for 
selected groups 
(disciplinary 
commissioners, members 
of disciplinary 
commissions, faculty 
equality plenipotentiaries, 
representatives of 
students' self-government 
bodies)  
 
Training on supporting 
individuals who have 

Preventing gender-based 
violence 
 
Development and 
implementation of a 
systemic strategy 
encompassing analytical, 
educational and 
intervention measures 
(strategic area) 
 
 

 

Dissemination of the online 
course “Prevention of 
Sexual Harassment at the 
University” and the 
publication “Guide to the 
Prevention of Sexual 
Harassment at the 
University of Warsaw”, 
addressed to the entire UW 
community 
 
Updating the Guide and the 
course 
---------------------- 
Incorporating information 
and training modules on 
counteracting gender-
based violence into 
mandatory training for new 
employees, PhD students 
and students 
 
 
 
 

The Equality Team  
 
 
 
 
 
 
 
 
 
 
 
 
------------------- 
The Equality Team  
 
 
 
 
 
 
 
 
 
 

Ongoing activity 
 
 
 
 
 
 
 
 
 
 
Guide update until 
the end of 2028 
------------------ 
Development of a 
"Toolbox" by the 
end of 2026 
 
Implementation of 
a mandatory 
training system for 
new hires, new 
students, and PhD 
candidates by the 
end of 2027 

Number of 
participants in 
training sessions 
 
 
 
 
 
 
Adoption of the 
updated 
Information 
Guide 
--------------- 
Number of 
modules 
developed/incor
porated 
 
Number of 
participants in 
training sessions 
 
 
 



49 

experienced sexual 
harassment and violence 
 
The involvement of the 
University of Warsaw in 
the UniSAFE project (a 
study project examining 
experience of sexual 
harassment and sexual 
violence at the university) 
 
 
 

 
--------------------------- 
Organisation of recurring 
training sessions dedicated 
to various groups within the 
UW community on the 
prevention of sexual 
harassment and gender-
based violence, including 
training co-organised with 
external experts 
--------------------------- 
Supporting Psychological 
Support Centre (CPP) in 
providing psychological 
support to victims of 
gender-based violence, 
including sexual 
harassment (crisis  
intervention centres) 
 

 
-------------------------- 
The Equality Team in 
cooperation with 
experts, the Academic 
Ombuds Team  
 
 
 
 
 
---------------------------
The Psychological 
Support Centre 
 
 
 
 
 

 

Ongoing activity 
 
 
 
 
 
 
 
 

Ongoing activity 
 
 
 
 
 
 

 
 

Number of 
participants in 
training sessions 
 
 
 
 
 
--------------- 
Access to 
psychological 
support for 
victims 

Number of 
persons 
receiving 
support  

Appointment of the 
working team for identity 
overlay in order to 
develop a system for 
entering preferred data 
into the USOS system 
 
Submission of the project 
for implementation by the 

Implementation and 
development of 
systematic solutions 
supporting LGBTQ+ 
persons 
(strategic area) 
 

 

Implementation and 
dissemination of the 
identity overlay for 
students and PhD students, 
and subsequently for 
employees 
 
 
 

The Academic Ombuds 
Team, in cooperation 
with relevant UW units 
 
 
 
 
 
 

By the end of the 
IGEP 
implementation 
period (completion 
date dependent on 
the MUCI’s work 
and UW experts 
teams) 
 

Implementation 
of the identity 
overlay in the 
university 
system 
 
Number of 
persons using 
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Inter-University 
Digitalisation Centre ( 
MUCI) and ongoing 
cooperation in the 
implementation of system 
functionalities 
 
Establishment of a 
temporary reporting 
system for transgender 
persons (a form 
administered by the 
Academic Ombuds Team) 
and cooperation with 
heads of teaching units 
and faculty equality 
plenipotentiaries to 
support transgender 
persons during classes 
 

 
 
 
----------------- 
Examination of the 
feasibility of publishing 
under preferred personal 
data (e.g. through identity 
verification within the 
ORCID number framework) 
 
-------------------- 
Development and 
promotion of a database of 
inclusive spaces at the 
University of Warsaw 
(mapping of locations, 
institutions and initiatives, 
and their dissemination)  
 

Organisation and support of 
peer support groups for 
LGBTQ+ persons  
 
--------------------------- 
Dissemination of 
educational and 
informational materials on 
support and 

 
 
 

The Equality Team, the 
Academic Ombuds 
Team 
 
 
 
 
 

The Equality Team in 
cooperation with the 
authorities (including 
administrative ones) of 
faculties and units, the 
Academic Ombuds 
Team 
 
 

The Psychological 
Support Centre (CPP) 
 
 

The Equality Team, the 
Academic Ombuds 
Team 
 
 
 

 
 
 

By the end of 2028 
 
 
 
 
 
 
--------------- 
Ongoing activity 
 
 
 
 
 
 
 
 

Ongoing activity 
 
 
 

Ongoing activity 
 
 
 
 
 

the identity 
overlay  
 

Development of 
recommendatio
ns  
 
 
 
 
----------------- 
Number of 
inclusive spaces 
identified and 
made available 
in the database 
 
 
 
 

Number of 
LGBTQ+ support 
group meetings 
----------------- 
Number of 
initiatives 
supporting 
LGBTQ+ persons 
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communication with 
LGBTQ+ persons 
 
-------------------------- 
Organisation of training for 
academic and 
administrative staff on 
support for and 
communication with 
transgender and non-binary 
persons 

 
 
 
------------------------ 
The Academic Ombuds 
Team in cooperation 
with experts 
 

 
 
 
 

Ongoing activity 

 
 
 
------------- 
Number of 
participants in 
training sessions 
 
 

No dedicated actions in 
the Gender Equality Plan 
 

Support in the area of 
mental health and 
neurodiversity  

 

 

Development and 
promotion of a network of 
faculty plenipotentiaries for 
the support of neurodiverse 
persons 
 
 
 
----------------- 
Mapping and dissemination 
of information on spaces 
for neurodiverse persons, 
including the creation and 
promotion of facilities such 
as quiet rooms, relaxation 
zones and a club for 
neurodiverse persons 
 

The Office for Persons 
with Disabilities, the 
Psychological Support 
Centre, the Faculties, 
the Equality Team, the 
Academic Ombuds 
Team 
 

The Equality Team, 
The Office for Persons 
with Disabilities, the 
Psychological Support 
Centre, the Faculties, 
Equality Team, 
University Volunteer 
Centre, the Academic 
Ombuds Team 
 

Ongoing activity 
 
 
 
 
 
 
--------------------- 
Ongoing activity 
 
 
 
 
 
 
 
 
 

Number of the 
support of 
neurodivergent 
persons 
plenipotentiarie
s 
 
------------------- 
Number of 
spaces for 
neurodiverse 
persons at the 
University of 
Warsaw 
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Assessment of needs and 
effectiveness of 
psychological support at 
the university 
 
 
 
 
 

Organisation of supervision 
sessions for persons 
involved in intervention 
activities (Equality 
Plenipotentiaries, the Team 
of Coordinators, the 
Academic Ombuds Team, 
and the members of the 
Unequal Treatment and 
Discrimination Commission, 
the Mobbing and Other 
Undesirable Behaviour 
Commission, the 
Disciplinary Commission)  
 
---------------------- 
Implementation of 
educational and preventive 
activities in the form of 
workshops for men on 

The Psychological 
Support Centre (CPP) 
in cooperation with 
research units 
 
 
 
 
 

The Psychological 
Support Centre (CPP) 
in cooperation with 
the Equality Team  
 
 
 
 
 
 
 
 
 
 
 
 

The Psychological 
Support Centre (CPP) 
 
 
 

Study to be 
completed by the 
end of 2028  
 
 
 
 
 
 

At least one 
supervision session 
per quarter for a 
selected group  
 
 
 
 
 
 
 
 
 
 
 
 

By the end of 2029 
 
 
 
 

Number of 
studies 
conducted on 
psychological 
research 
support 
 
Study report 
 

Number of 
supervision 
sessions 
 
 
 
 
 
 
 
 
 
 
 
 
 

Number of 
activities  
 
Number of men 
participating in 
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mental health and work–
life balance 
 
---------------- 
Organisation of training 
sessions for academic and 
administrative staff on 
neurodiversity and 
disability 
 

 
 
 

The Human Resources 
Office in cooperation 
with experts (e.g. from 
the Office for Persons 
with Disabilities) 

 
 
 

Ongoing activity 
 
 
 

the training 
sessions  
 

Number of 
participants in 
training sessions 
 

Dissemination of a link to 
the guide 
“Recommendations on 
Non-Discriminatory 
Language at the UW” on 
the website of each 
organisational unit 
 
Assessment of the needs 
of the academic 
community regarding 
access to documents and 
information in English, 
including:  
- dissemination of 
information on the 
availability of translation 
services for the UW units 
(team of translators at the 
Rectorate Office) 

Development and 
implementation of 
systemic solutions 
supporting inclusiveness in 
communication, academic 
spaces and social relations 
at the University of 
Warsaw 
 

  

 
 

Update of the 
“Recommendations for 
non-discriminatory 
language at UW” - towards 
inclusive language 
 
 
 
 
---------------------------------- 
Development and adoption 
of guidelines on inclusive 
language in internal and 
external communication 
(emails, announcements, 
teaching materials, 
administrative documents) 
 
 
--------------------- 

The Equality Team, the 
Academic Ombuds 
Team in cooperation 
with experts, e.g. from 
the Faculty of Polish 
Studies and the 
Council for the Polish 
Language 
 
-------------------------- 
The Equality Team, the 
Academic Ombuds 
Team in cooperation 
with experts, e.g. from 
the Faculty of Polish 
Studies and the 
Council for the Polish 
Language 
 
----------------------- 

Recommendations 
to be adopted by 
the end of 2028  
 
 
 
 
 
 
--------------------- 
Guidelines to be 
adopted by the end 
of 2028  
 
 
 
 
 
 
 

Adoption of 
inclusive 
language 
updated 
recommendatio
ns 
 
 
 
 

Adoption of 
inclusive 
language 
guidelines 
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- planning of English 
language training for 
service staff employed in 
student halls of residence 
 
Initiation and 
implementation of the 
Pink Box initiative 
(equipping organisational 
units with boxes 
containing personal 
hygiene products for 
women) 
 

Development of a list of 
feminine and gender-
neutral forms for use in job 
advertisements and 
internal communication. 
Promotion of feminine and 
gender-neutral forms in 
everyday communication 
and university documents 
(e.g. job titles, regulations, 
job advertisements, etc.) - 
Recommendations: use of 
feminine forms in official 
documents and gender-
neutral forms in 
communication 
---------------------- 
Development of 
recommendations on 
counteracting undesirable 
phenomena such as hate 
speech and online hate at 
the University of Warsaw  
------------------- 
Development of a rapid 
response procedure and 
regulatory changes to 
address and sanction hate 
speech and online hate in 
the academic community 

The Equality Team in 
cooperation with the 
Faculty of Polish 
Studies, the Human 
Resources Office 
 
 
 
 
 
 
 
 
 
 
 
--------------- 
The Hate speech and 
online hate prevention 
team, the Academic 
Ombuds Team 
 
 
--------------- 
The Hate speech and 
online hate prevention 
team, the Academic 
Ombuds Team 
 
 

Recommendations 
to be adopted by 
the end of 2027  
 
 
 
 
 
 
 
 
 
 
 
 
 

Recommendations 
to be adopted by 
the end of 2029 
 
 
 
 
 

Procedure to be 
adopted by the end 
of 2029 
 
 
 

Number of 
promotional 
activities 
 
Adoption of 
recommendatio
ns 
 
 
 
 
 
 
 
 
---------------- 
Adoption of 
recommendatio
ns 
 
 
 
 
 
---------------- 
Adoption of 
document 
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--------------------- 
Dissemination of 
information and education 
on manifestations of hate 
speech and online hate in 
public spaces, including 
social media and academic 
relationships, using, among 
other resources, materials 
developed as part of the 
“Mind Your Words” 
campaign 
---------------------------- 
Organisation of training 
sessions and workshops on 
inclusiveness, intercultural 
communication, non-
discriminatory language 
and the prevention of hate 
speech, linguistic bias and 
microaggressions, including 
in the context of teaching 
and communication with 
persons from diverse 
cultural backgrounds  
------------------ 
Strengthening cooperation 
among the UW 
organisational units in 

 
--------------- 
The Hate speech and 
online hate prevention 
team, the Academic 
Ombuds Team 
 
 
 
 
 
 
------------------- 
The Academic Ombuds 
Team, the Human 
Resources Office in 
cooperation with the 
University Volunteer 
Centre and other 
experts  
 
 
 
 
 
------------------------ 
The Welcome Point, 
the International 
Relations Office, the 
University Volunteer 

 
 

Ongoing activity 
 
 
 
 
 
 
 
 
 
 

Ongoing activity 
 
 
 
 
 
 
 
 
 
 
 
 

Ongoing activity 
 
 
 

 
 

Number of 
information 
channels 
dedicated to 
counteracting 
hate speech and 
online hate 
 
 
 
 

Number of 
participants in 
training sessions 
 
 
 
 
 
 
 
 
 
------------- 
Number of 
initiatives 
supporting the 
international 
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order to effectively support 
the international academic 
community  
 
 

Continuation and further 
development of the Pink 
Box initiative, including its 
evaluation and an 
assessment of the 
feasibility of securing 
permanent UW funding for 
hygiene products  
 
Mapping and disseminating 
information about the 
locations of Pink Boxes at 
the UW 

Educational activities on 
menopause and 
andropause in the 
workplace, with the 
participation of external 
experts 

Centre, the UW 
Cultural Diversity 
Plenipotentiary 
 
 

The Equality Team  
 
 
 
 
 
 
 
 
 
 
 
 

The Equality Team in 
cooperation with 
experts, including 
external ones 

 
 
 
 
 

Ongoing activity 
 
Mapping of places - 
once a year at the 
beginning of the 
academic year 
 
 
 
 
 
 
 

At least 2 initiatives 
in progress for the 
Inclusive Gender 
Equality Plan 

academic 
community 
 
 
 
-------------- 
Number of Pink 
Boxes at the UW 
 
  
 
 
 
 
 
 
 
 

Number of 
initiatives 
dedicated to the 
issues of 
menopause and 
andropause 

No dedicated actions in 
the Gender Equality Plan 
 

Development and 
implementation of 
measures supporting 
equal treatment and 
mutual respect towards 
employees 

Initiatives promoting 
cooperation, mutual 
recognition and respect 
among different groups of 
employees - a campaign on 

The Equality Team, 
in cooperation with 
the Press Office and 
the Human Resources 
Office 
 

Campaign to be 
completed by the 
end of 2028  
 
 
 

Number of 
initiatives and 
campaigns 
organised to 
promote 
respect for and 
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who are not academic 
teachers (non-academic 
staff) 
 

the visibility of 
administration 
 
 
 
------------------ 
Including provisions in the 
UW Code of Ethics relating 
to the principles of 
cooperation and mutual 
respect between various 
groups of employees 
------------------------------- 
Incorporating the topic of 
counteracting 
discrimination against 
administrative staff into 
training programs 
dedicated to academic staff 
and management staff (e.g. 
Deans' Academy, Leader in 
Administration) 

 
 
 
 
 
----------------------- 
The Equality Team 
 
 
 
 
 
 

The Equality Team in 
cooperation with the 
Human Resources 
Office  
 
 
 

 
 
 
 
 
 

Code to be adopted 
by the end of 2026  
 
 
 
 
 

Integration of 
relevant topics into 
training 
programmes for 
management staff 
by the end of 2027 
 
 
 
 
 

visibility of 
employees who 
are not 
academic 
teachers 
 

Adoption of 
document 
 
 
 
 
----------------- 
Number of 
persons 
participating in 
the training 
session  
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OBJECTIVE 3. Gender-equal recruitment and support for women's career development 
 

 Gender Equality Plan 
(2020 – 2024) 

Area 

Inclusive Gender Equality 
Plan (2026-2030) 

Area 

Inclusive Gender Equality 
Plan (2026-2030) 

Activity 

Responsible Unit Implementation 
period 

Indicator 

Networking groups for 
female PhD students:  
- inclusion of female PhD 
students in professional 
networking structures with 
research employees, and 
organisation of lectures 
delivered  
by invited female speakers 
addressing women’s 
career pathways in 
academia  
in Poland and 
internationally (e.g. 
principal investigators of 
international research 
grants at the University of 
Warsaw): 
- organisation of a 
dedicated mailing group  
 

Enhancing women’s 
potential and leadership in 
academia through 
networking 
 

Development and 
promotion of a networking 
group for female PhD 
students - 
continuation of the activity 
initiated in the Gender 
Equality Plan 
 

The Equality Team  
 

Ongoing activity 
supported by IDUB 2 
funds 
 

Number of 
female PhD 
students 
benefiting 
from network 
support 
 
Number of 
networking 
meetings 
  
 

Launch of a research and 
development programme 
for early-career female 
researchers  

Enhancing women’s 
potential and leadership in 
academia through 

Continuation and further 
development of the 
programme for early-career 

The Human Resources 
Office 
 
 

Next edition of the 
activity supported 
by funds from IDUB 
2 

Number of 
female 
researchers 
and academic 



59 

and academic teachers, 
including mentoring 
support: 
Reduction of the decline in 
women’s engagement 
over the course of 
academic career 
development. 
In-depth assessment of the 
needs of early-career 
female employees 
regarding support for their 
academic career 
development. 
Testing tools and 
developing methodological  
and organisational 
solutions for future 
development programmes 
at the UW. 
Support for early-career 
female researchers  
in the development of 
their academic and 
teaching careers,  
in cooperation with 
mentors. 
Promotion of the 
development of young 
talent in research and 

mentoring and 
development programmes 
 
 

female researchers and 
academic teachers  
 
 
---------------------- 
Launching and development 
of a Women Leadership 
Development Programme 
 

 
 
 
 
-------------------------- 
The Faculty of 
Management in 
cooperation with the 
Equality Team  
 

 
 
 
 

Development and 
launch of a Women 
Leadership 
Development 
Programme by the 
end of 2026 (pilot), 
subsequent editions 
during the term of 
the Inclusive 
Equality Plan with 
the support of funds 
from IDUB 2 
 
 
 
 
 
 

teachers 
covered by the 
programme 
 

Number of 
female 
participants in 
the leadership 
programme 
 
Number of 
publications/m
aterials 
promoting the 
leadership 
programme  
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teaching  
at the UW 

Promotion of good 
practices supporting 
women’s career 
development applied at 
faculties  
and organisational units 
 
Use of good practices and 
incentive-based measures  
to encourage the 
participation of the 
underrepresented gender: 
- promotional campaign, 
inclusive language, and 
visual communication 
encouraging women to 
pursue academic careers 
in male-dominated fields 
and men in female-
dominated fields; 
- dissemination of 
information about the call 
for applications to the 
widest possible pool of 
potential candidates, 
taking gender into 
account; active outreach 
to female candidates in 

Promoting and reinforcing 
good practices supporting 
women’s career 
development across 
faculties  
and organisational units 
 
----------------------- 
Introduction of 
educational measures 
aimed at counteracting 
unconscious bias in 
evaluation and 
recruitment processes 
 
------------------------ 
Promoting equality 
principles in recruitment 
processes for academic 
teacher positions and PhD 
schools 
 
 
 
 
 
 
 

Collecting and promoting 
good practices that support 
women’s career 
development 
 
 
 
----------------------------- 
Promotion of training for 
members of recruitment 
and selection commissions 
on gender equality, anti-
discrimination and 
unconscious bias  
 
----------------------------- 
Development of a guide for 
those organising 
recruitment and 
competition processes and 
preparing job 
advertisements, aimed at 
ensuring equal 
opportunities for women at 
the application stage, at the 
start of their studies, and in 
their further participation in 
the academic community 

The Equality Team  
 
 
 
 
 
 
 

The Human Resources 
Office in cooperation 
with the Equality Team 
and experts 
 
 
 
---------------- 
The Equality Team in 
cooperation with the 
Human Resources 
Office 
 
 
 
 
 
 
 
 

Ongoing activity – 
updating and 
publishing data on 
the 
rownowazni.uw.edu
.pl website at least 
once a year 
 

Ongoing activity 
 
 
 
 
 
 
------------------- 
Guide to be 
prepared by the end 
of 2028  
 
Dissemination of 
materials – ongoing 
activity 
 
 
 
 
 

Number of 
practices/even
ts published 
on the UW 
equality 
website  
 
 

Number of 
training 
sessions 
organised 
 
 
 
--------------- 
Number of 
guides/ 
educational 
materials 
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male-dominated fields and 
to male candidates in 
female-dominated fields; 
- job advertisements 
should include transparent 
criteria, clear guidelines 
for the assessment of 
achievements, transparent 
procedures, and the 
possibility of consultation  
with external experts 
 
Competition committees 
and other bodies should 
be gender-balanced or 
composed  
of representatives of both 
genders – development of 
guidelines 
The position of chair of 
competition committees 
should rotate between 
women and men (with 
each term). 

 
 
 
 
--------------------- 
“Women in Science at the 
UW” campaign  
 
 
 
 
 
 
 
 

Regular collection of data 
on gender equality 
 
 
 

 
Promotion of educational 
and training materials  
 
------------------- 
Launching a campaign 
promoting women 
scientists affiliated with the 
University of Warsaw, 
highlighting overlooked 
figures such as founders of 
academic disciplines and 
outstanding women 
scientists 
---------------------------- 
Monitoring the gender 
distribution in the academic 
community  
 

 
 
 
 

The Equality Team in 
cooperation with the 
Press Office, the 
Promotion Office, the 
UW Magazine and the 
UW Museum  
 
 
 
 

The Equality 
Observatory  

 
 
 
----------------------- 
At least two 
campaigns during 
the IGEP period 
 
 
 
 
 
 
 

Ongoing activity 

 
 
 
-------------------- 
Number of 
campaigns and 
events 
organised 
 
 
 
 
 
 

Number of 
analyses  

Formulation of guidelines 
on balanced and 
proportional gender 
representation in events 
organised at the UW, as 
well as in teams, expert 

Increasing gender balance 
in decision-making bodies, 
committees, and expert 
panels through the 
development and 
implementation of 

Development and 
dissemination of 
comprehensive gender 
equality guidelines, 
including principles 
ensuring balanced 

The Equality Team  Document to be 
adopted  
by the end of 2027  
 

Number of 
documents 
developed 
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and review committees, 
faculty and university 
committees, and 
management positions 
across all organisational 
units 
 
Where candidates have 
identical qualifications, 
preference should be given 
to candidates from the 
underrepresented gender 
or group.  
To this end: 
- developing a clear 
procedure; 
- obtaining approval and 
support for its 
implementation in 
designated organisational 
units;  
- disseminating 
information on 
recruitment principles, 
including affirmative 
action, together with the 
recruitment 
announcement, to ensure 
that the rules are clear to 

comprehensive gender 
equality guidelines and the 
promotion of balanced 
representation in the 
academic community 
 
 
 
 

representation of women 
and men in decision-making 
bodies, committees, 
collegial bodies and panels 
 
Development of 
recommendations for 
university units and 
governing bodies to adopt 
gender equality objectives 
in nomination and election 
processes 
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candidates from the 
beginning 

Regular monitoring of the 
participation of women 
and men in grant 
competitions, research 
projects, funding schemes, 
and scientific publications 
 
Keeping gender-
disaggregated statistics on 
the initiation of doctoral 
dissertation processes and 
doctoral defences – 
implemented by the 
Doctoral Schools 
 
Cooperation between 
recruitment/competition 
commissions and the UW 
Equality Observatory. 
Collection and publication 
of statistical data on the 
number of applicants and 
selected candidates, 
disaggregated by gender 
and by discipline 

Increasing knowledge 
about women’s and men’s 
academic career paths and 
their determinants 
through the systematic 
collection, analysis, and 
dissemination of data on 
research activity, 
participation in grant 
competitions and projects, 
and use of funding 
schemes 
 
 
 
 

Systematic monitoring and 
analysis of women’s and 
men’s career patterns in 
academia 
 
Conducting regular analyses 
of HR data using an 
intersectional approach, 
considering factors such as: 
gender, age, position, and 
form of employment  
 
Monitoring and publishing 
data on gender 
representation in university 
governing bodies 
 
Dissemination of data on 
academic career paths from 
a gender perspective, 
including access to research 
grants and funding 
 
Regular analysis of data on 
the participation of women 
and men in research 
projects, grant 

The Equality 
Observatory 
 

Ongoing activity 
 

Number of 
reports 
developed 
 
Number of 
publications 
on the UW 
equality 
website 
analysing 
gender 
equality data 
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competitions, and support 
programmes 

Development of a 
transparent remuneration 
and employee benefits 
policy defining pay 
principles for specific 
positions 
 
Monitoring remuneration 
and other employee 
benefits,  
disaggregated by gender 
and employment status,  
including flexible 
employment 
arrangements and flexible 
working time 
 
Employees of the 
University of Warsaw 
holding the same positions 
and/or having similar tasks 
and responsibilities,  
and achieving comparable 
results, receive 
comparable remuneration 
 

Continuation of 
remuneration monitoring 
by gender (analysis of the 
gender pay gap) 
 

Remuneration monitoring 
conducted every five years, 
including an intersectional 
analysis (e.g. age, disability 
status, position, citizenship) 
 
 
 
 
------------------------------- 
Preparation of a 
communication strategy for 
the results of remuneration 
monitoring taking into 
account the gender 
criterion in the light of the 
Act - the Labour Code 
implementing the 
provisions of the Directive 
on equal pay 

The Equality Team in 
cooperation with the 
Quality Evaluation Unit 
(PEJK), the Human 
Resources Office, the 
Bursary Office, the IT 
Unit, UW trade unions 
 

The Equality Team in 
cooperation with the 
University of Warsaw 
authorities 

Study to be 
conducted by the 
end of 2028  
 
 
 
 
 
 

Strategy 
development by the 
end of 2028 
 
 

Number of 
reports 
developed 
 
 
 
 
 
 

Adoption of 
the document 
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OBJECTIVE 4. Reconciling of work, family and private life  

 
 Gender Equality Plan 

(2020 – 2024) 
Area 

Inclusive Gender Equality 
Plan (2026-2030) 

Area 

Inclusive Gender Equality 
Plan (2026-2030) 

Activity 

Responsible Unit Implementation 

period 

Indicator 

Identification of the scope 

of activities related to 

reconciling work and 

studies with family life, as 

well as the areas of the 

University of Warsaw’s 

activity in this field 

 Establishment of the 

Parents and Carers Support 

Team 

(strategic area) 
 

 

 

Formal recognition of the 

Parents and Carers Support 

Team, with dedicated 

staffing and financial 

support 

Creation of a dedicated 

email address for the Team 

to respond to questions and 

concerns and direct 

individuals to appropriate 

support services 

Preparation of the Guide for 

parents and carers on the 

support and services at the 

University of Warsaw, 

available online and 

regularly updated 

 

Dissemination of 

information about the Team 

The Equality Team in 
cooperation with 
relevant units, 
including the Human 
Resources Office, the 
Office for Personnel 
Social Benefits, the 
Student Welfare and 
Support Office, the 
Doctoral Studies 
Coordinator, the 
Bursary Office, and 
other experts 
 
Financial support - 
with the support of 
funds from IDUB 2 
 
 
 
 

The Equality Team  

The Team to be 

established by the 

second half of 2027 

Dedicated email 

address for the 

Team to be created 

by the end of 2027 

Guide to be 

prepared by the 

second half of 2028 

Information 

updates – ongoing 

activity 

 

 

 

At least one 

information 

campaign to be 

Establishment 

of the Team 

Creation of the 

dedicated email 

address and the 

number of 

enquiries 

Publication of 

the Guide 

 

 

 

 

 

 

Number of 

information 
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and the support it provides 

(information campaign) 

carried out by the 

end of 2028 

activities used 

in the campaign  

Development of care 
infrastructure at the 
University of Warsaw: 
- expansion of the UW 
nursesy on Karowa Street 
by increasing the number 
of available places; 
- development of a plan to 
establish a nursery or 
preschool on the Ochota 
Campus under the IDUB 
programme; 
- development of a plan to 
establish a childcare 
facility providing hourly 
care for children, open 
during teaching hours on a 
selected campus 
(Śródmieście, Ochota or 
Służew), under the IDUB 
programme; 
 
Holding a competition 
under the IDUB 
programme aimed at 
supporting male and 
female researchers 
returning to research 

Development of care 
infrastructure and a 
support system for parents 
at the University of 
Warsaw 

Development of childcare 
facilities, including 
consideration of options for 
short-term childcare 
 
 
 
 
 
 
 
 
 
 
 
------------------------------------- 
Development of solutions 
and recommendations to 
support work–care balance 
during school holidays and 
summer breaks 
 
 
 
 
 
 
 

The Parents and 
Carers Support Team 
in cooperation with 
the Equality Team, 
relevant units, 
including the UW 
Chancellor, the Office 
for Personnel Social 
Benefits and the 
University authorities 
and administrative 
units of faculties and 
other University units, 
the City of Warsaw, 
and trade unions 
---------------------- 
The Parents and 
Carers Support Team 
in cooperation with 
The Equality Team, 
relevant units, 
including the UW 
Chancellor, the Office 
for Personnel Social 
Benefits, and the 
authorities and 
administrative units of 
faculties and other 

New forms of 
childcare - by the 
end of 2030 
with the support of 
funds from IDUB 2 
 
 
 
 
 
 
 
 
 
 
-------------------------- 
Development of 
solutions by the end 
of 2028 
 
 
 
 
 
 
 
 
 

Number of 
childcare 
facilities 
 
 
 
 
 
 
 
 
 
 
 
 
------------ 
Number of 
children 
receiving 
support 
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activity after a childcare 
leave  
 

 
 
------------------- 
Mapping and promotion of 
family-friendly work and 
study spaces at the UW 
faculties and other 
organisational units  
 
Mapping and dissemination 
of information on 
breastfeeding and baby care 
rooms supporting 
motherhood and fatherhood 
 

organisational units as 
well as trade unions 
 

The Equality Team in 
cooperation with the 
Parents and Carers 
Support Team  

 
 
--------------- 
Collecting and 
updating 
information on the 
UW equality 
website – an 
ongoing activity 
  
 
 
 
 
 
 

 
 

Number of 
parent/caregive
r-friendly 
spaces at the 
University of 
Warsaw 
 
Map of 
childcare 
facilities 
 

Organising a competition 
within IDUB, the aim of 
which is to support 
researchers returning to 
scientific activity after a 
work acitivity break 
related to childcare 

Development of a 
comprehensive system to 
support returning to work 
after care related breaks at 
the University of Warsaw 

Grants for parents returning 
from parental leave 
 
 
 
 
 
 
 
------------------------ 
Recommendations for re-
boarding related to 
returning to work after a 
break related to caring for a 

The IDUB Team 
 
 
 
 
 
 
 
 
 

The Parents and 
Carers Support Team, 
The Equality Team in 
cooperation with 

Inclusion of the task 
in the new IDUB 2 
(implementation 
until the end of the 
validity of the 
Inclusive Gender 
Equality Plan in 
accordance with the 
IDUB 2 schedule) 
----------------------- 
Creation of 
recommendations 
by the end of 2028 
 

Number of 
projects 
submitted to 
the grant 
competition 
 
 
 
 
------------------ 
Adoption of the 
recommendatio
n 
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dependent person (up-to-
date information package, 
easily accessible) 
 
----------------------- 
Maintaining and monitoring 
statistics on returns from 
leave related to caring for 
dependent persons, divided 
by gender 
 
--------------- 
Collecting and promoting 
good practices of 
departments and units 
regarding solutions 
supporting the 
reconciliation of work, 
family and private life 

university units, such 
as Human Resources 
Office 
 

The Equality 
Obversatory 
 
 
 
 
 
------------------- 
The Equality Team 

 
 
 
 
-----------------------
Ongoing activity – 
publication of data 
once a year at the 
end of the calendar 
year 
 
------------- 
Data collection 
takes place annually 
at the beginning of 
the academic year 
 
Published until the 
end of the calendar 
year 
 

 
 
 
 
--------------------- 
Number of 
analyses 
devoted to the 
care of 
dependent 
persons 
--------- 
Number of 
good practices 
collected 
 
Number of 
units that 
submitted 
examples of 
good practices 

Recommendation to 
schedule meetings of the 
Academic Councils, the 
Teaching Councils and the 
Faculty Councils at times 
that are conducive to 
maintaining a work–life 
balance 
 

Assessment of the 
feasibility of introducing 
mandatory measures to 
support the reconciliation 
of work, family and private 
life 

Preparation of a report 
containing 
recommendations on 
reconciliation of work, 
family and private life 
(practical solutions that can 
be implemented at the UW), 
supporting motherhood and 
fatherhood 

The Equality Team in 
cooperation with 
experts and relevant 
entities 
 
 
 
 
 

Action completed 
by the end of 2026 
 
 
 
 
 
 
 

Publication of 
the report 
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---------------------- 
Investigating the possibility 
of introducing mandatory 
solutions for reconciling 
work, family and private life 
(e.g. hours of formal 
meetings of collegial bodies) 

-------------------------- 
The Parents and 
Carers Support Team 
in cooperation with 
the faculty authorities 
and heads of offices 
and units of the 
University of Warsaw 

------------------- 
Action completed 
by the end of 2027 

------------------ 
Adoption of 
guidelines 

Introduction of remote 
work and flexible working 
hours for administrative 
employees. Introduction of 
individual work schedules, 
task-based working time 
arrangements and other 
flexible forms of work that 
support work–life balance 

Promotion of practices 
supporting work–life 
balance, particularly 
with regard to remote 
work 
 

Assessment of the feasibility 
of standardising the rules 
and regulations for remote 
work, particularly for 
employees with young 
children 
 
 

The Parents and 
Carers Support Team 
in cooperation with 
the Human Resources 
Office and the faculty 
authorities, heads of 
administrative offices 
and other 
organisational units of 
the UW 

Action to be 
completed by the 
end of 2027 

Adoption of the 
guidelines 
 

Conducting of training 
supporting family-friendly 
policies at the University of 
Warsaw: 
Target groups: 

 Academic teachers  
 Employees who are 

not academic 
teachers  

 PhD students 
Two types of training: 

Implementation and 
promotion of training 
programmes and 
communication activities 
supporting family-friendly 
policies at the University of 
Warsaw 
 
 

Provision of training on 

work–life balance addressed 

to different groups within 

the academic community 

(academic teachers, non-

academic staff, 

management staff and PhD 

students)  

 
Organisation of workshops 
for men focusing on mental 
health and work-life balance 

The Parents and 
Carers Support Team, 
the Equality Team in 
cooperation with the 
Human Resources 
Office and experts 
from the University of 
Warsaw (e.g. the 
Psychological Support 
Centre (CPP) 
 
 

Training sessions – 
ongoing activity 
 

Number of 
participants in 
training 
sessions 
 
Number of 
educational 
activities 
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 Parenting training 
for UW employees 
and PhD students 
who are parents 

 Training sessions 
for caregivers of 
dependent persons 
(e.g. elderly 
parents or 
chronically ill adult 
children) 

Each of the two training 
types will include the 
following modules: 

 legal and 
institutional 
aspects  

 psychological 
aspects  

other issues identified in 
the course of the training 

  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Conducting the survey 
“Being a Parent at the 
UW”, analysing the 
childcare needs of the UW 
employees and students 
who are parents 

Continuation of periodic 
surveys focusing on 
parents and caregivers 

Extension of the survey to 
include the needs of 
individuals with caregiving 
responsibilities (e.g. for 
chronically ill children or 
elderly parents) 
 
Preparation of a report with 
recommendations and 

The Equality Team, in 
cooperation with the 
Quality Evaluation 
Unit (PEJK) and the 
Centre for Women’s 
and Gender Research, 
the Parents and Carers 
Support Team 

Survey to be 
conducted by the 
end of 2028 

Adoption of the 

report  
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dissemination of those 
recommendations  
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OBJECTIVE 5. Integrating of the gender and diversity dimension into research and teaching 
 

 Gender Equality Plan 
(2020 – 2024) 

Area 

Inclusive Gender Equality 
Plan (2026-2030) 

Area 

Inclusive Gender Equality 
Plan (2026-2030) 

Activity 

Responsible Unit Implementation 

period 

Indicator 

Preparation of guidelines for 
researchers on integrating 
the gender dimension into 
research and innovation 
content 

 

 Promotion and integration 
of the gender dimension in 
research and innovation  
(including the 
consideration of sex- and 
gender-related factors in 
research) 
(strategic area) 

 

Development and 
dissemination of a 
publication on the 
integration of the gender 
dimension into research 
 
 
 
 
------------------------- 
Organisation of training 
sessions for researchers on 
integrating the gender 
dimension into research, 
research projects, analyses, 
publications and grant 
application processes 
 
 
 
--------------------------- 
Dissemination of 
educational materials 
(podcasts, short videos, 
tutorials) promoting the 

The Equality Team in 
cooperation with UW 
research units and 
external experts (e.g. 
the National Contact 
Point of the National 
Centre for Research 
and Development 
(NCBiR) 
 

The Equality Team in 
cooperation with UW 
research units and 
external experts (e.g. 
the National Contact 
Point of the National 
Centre for Research 
and Development 
(NCBiR) 
 
------------------------- 
The Equality Team in 
cooperation with UW 
research units and 

Publication to be 

adopted by the end 

of 2027 

 

 

 

 

Training sessions – 

at least four editions 

during the IGEP 

implementation 

period 

 

 

----------------------- 

Dissemination of 

materials – ongoing 

activity 

Number of 
dissemination 
channels for 
the 
publication  
 
 
 
 
-------------------- 
Number of 
participants in 
training 
sessions 
 
 
 
 
 
 

 
Number of 
materials 
available on 
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integration of the gender 
dimension into research  
 
 
 
 
 
--------------------- 
Training on equality-
oriented project 
management 
 
 
 
 
 
-------------------------------- 
Inclusion of the gender 
dimension in research as a 
criterion in the University of 
Warsaw’s strategic 
documents (e.g. IDUB, HR 
Excellence in Research, the 
University of Warsaw 
Strategy) 
 
-------------------------- 
Examination of the 
feasibility of introducing the 
gender dimension as an 

external experts (e.g. 
the National Contact 
Point of the National 
Centre for Research 
and Development 
(NCBiR) 
 

The Equality Team in 
cooperation with UW 
research units and 
external experts (e.g. 
the National Contact 
Point of the National 
Centre for Research 
and Development 
(NCBiR) 
 

The Equality Team in 
cooperation with 
programme and 
strategy managers 
 
 
 
 
 
--------------------------- 
The Equality Team in 
cooperation with the 
UW research units 

 

 

 

 

Training sessions – 

at least three 

editions during the 

IGEP 

implementation 

period 

 

 

----------------------- 

Ongoing activity – 

depending on the 

timelines for the 

adoption of the 

University of 

Warsaw’s strategic 

documents 

--------------------------- 

Document 

containing an 

analysis and, where 

rownowazni.u
w.edu.pl 
website 
 
 
 
-------------------- 
Number of 
participants in 
training 
sessions 
 
 
 
 
 
 

Number of 
UW’s strategic 
documents 
containing a 
criterion for 
the integration 
of the gender 
perspective 
into research 
------------------ 
Adoption of 
guidelines 
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evaluation criterion in 
project competitions  
 
 
 ----------------------- 
Organisation of 
competitions for theses 
incorporating the gender 
equality perspective 

 
 
 
 
 

 
The Equality Team 

appropriate, 

proposed criteria to 

be developed by the 

end of 2028 

Competition criteria 

to be developed by 

the end of 2028 

 
 
 
 
 

 
Adoption of 
the criteria 
 
Number of 
competitions  
 

No dedicated actions in 
the Gender Equality Plan 
 

Integrating the gender 
dimension into teaching 
(taking into account the 
gender perspective in 
educational content, 
teaching methods and the 
organization of the 
teaching process in order 
to counteract stereotypes 
and promote equality and 
inclusiveness)  
 
 
 
 

Mapping and dissemination 
of information on study 
programmes and courses at 
the UW that incorporate 
the gender dimension, and 
development of tools to 
support the integration of 
the gender dimension into 
teaching 
 
Promoting good teaching 
practices 

The Equality Team in 
cooperation with 
heads of educational 
units 

Mapping and 
dissemination on 
rownowazni.uw.edu
.pl website – 
ongoing acitvity 
 
 
Promotion of tools 
and good practices – 
ongoing task – 
dissemination on 
the 
rownowazni.uw.edu
.pl website and via 
mailing 

Number of 
materials 
available on 
the 
rownowazni.u
w.edu.pl 
website 
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9. Long-term outcomes and impact on strategic areas 
 

Inclusive Gender 
Equality Plan 
(2026–2030) 

Strategic areas 

Inclusive Gender Equality Plan (2026–2030) 
Action 

Indicator Long-term results/impact 

Development of 

the Equality 

Observatory 

Development of the Equality Observatory as 
an analytical and research unit of the 
University of Warsaw  
 
Introduction of systematic data reporting 
(monitoring) on equality and diversity.  
 
Regular collection of equality-related data 
(e.g. on the participation of women and men 
in grant competitions, research projects, and 
decision-making positions) 
 
Publication of research findings and analyses 
on the website: www.rownowazni.uw.edu.pl  
 

Number of 

studies/analyses and 

reports  

  

Number of areas of the 

UW covered by 

systematic monitoring 

and reporting on 

equality and diversity 

 

Institutionalising and permanently strengthening the role 

of the Equality Observatory as a key analytical and 

research centre supporting equality policies at the 

University of Warsaw. 

Making management decisions based on reliable data, 

which translates into greater effectiveness of actions in 

the areas of equality, diversity and inclusivity. 

 

Increasing the transparency of the university’s governance 

through the systematic publication of data and analyses 

on equality. 

Identifying structural inequalities and areas requiring 

intervention, enabling the implementation of targeted and 

appropriate remedial measures. 

Raising awareness within the academic community of the 

scale and nature of inequalities and the importance of 

equality initiatives. 

http://www.rownowazni.uw.edu.pl/
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Strengthening the University of Warsaw’s position as an 

evidence-based institution that applies good practices in 

monitoring and reporting equality data. 

Development and 
implementation 
of an effective 
communication 
strategy on 
equality, diversity 
and support, 
aimed at the 
systematic 
dissemination of 
information on 
support tools and 
procedures (clear 
and accessible 
communication)  
 

Development and implementation of a 
coherent communication strategy providing 
regular and accessible information on 
support tools, equality procedures and anti-
discrimination measures (including mailings, 
the UW newsletter, infographics, podcasts, 
short educational videos, webinars and 
further development of the equality 
website)  
 
Increasing the visibility of equality content on 
the UW homepage 
 
Development of clear and easily accessible 
information materials presenting available 
support pathways, including procedural 
flowcharts, descriptions of the competences 
of individual support bodies, and contact 
details of persons responsible for providing 
assistance 
 
Integration of communication activities into 
every new initiative related to equality, 
diversity or counteracting discrimination  
 

Number of 
communication 
initiatives and 
information channels 
 
Number of publications 
and information 
materials produced in a 
given year (newsletters, 
podcasts, videos, 
infographics, webinars) 
 
Communication 
strategy on equality 
and support developed 
and implemented 
 
Increased awareness 
within the academic 
community of available 
support tools 
(measured through the 
“Equality at the UW” 
study) 
 

Raising awareness amongst the UW community regarding 

available support tools, equality procedures and 

mechanisms to combat discrimination. 

Increased accessibility and transparency of information, 

resulting in easier and faster access to support pathways 

for those in need of assistance. 

Strengthening an organisational culture based on equality, 

diversity and inclusivity, reflected in a greater sense of 

safety and belonging amongst members of the academic 

community. 

Increased trust in university institutions and procedures, 

including mechanisms for reporting and investigating 

cases of discrimination, mobbing and other undesirable 

behaviour. 
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Preventing 
gender-based 
violence 
 
Development and 

implementation 

of a systemic 

strategy 

encompassing 

analytical, 

educational and 

intervention 

measures 

Dissemination of the online course 
“Prevention of Sexual Harassment at the 
University” and the publication “Guide to the 
Prevention of Sexual Harassment at the 
University of Warsaw”, addressed to the 
entire UW community 
 
Updating the Guide and the course 
---------------------- 

Incorporating information and training 
modules on counteracting gender-based 
violence into mandatory training for new 
employees, PhD students and students 
 

--------------------------- 

Organisation of recurring training sessions 
dedicated to various groups within the UW 
community on the prevention of sexual 
harassment and gender-based violence, 
including training co-organised with external 
experts 
--------------------------- 

Supporting Psychological Support Centre 
(CPP) in providing psychological support to 
victims of gender-based violence, including 
sexual harassment (crisis  
intervention centres) 

Number of participants 
in training sessions 
 

 

Adoption of the 
updated Information 
Guide  
--------------- 

Number of modules 
developed/incorporate
d 
 
Number of participants 
in training sessions 
-------------- 

Number of participants 
in training sessions 
 

 

 

 --------------- 

Access to psychological 
support for victims 

Number of persons 

receiving support 

Reducing the incidence of gender-based violence at the 

University of Warsaw by raising awareness, improving 

competence and fostering a sense of responsibility within 

the academic community. 

 

Strengthening the sense of safety among students, PhD 

students and staff, and increasing trust in support 

mechanisms and response procedures. 

 

Establishing a culture of zero tolerance for sexual 

harassment and other forms of violence, supported by 

systematic educational and intervention measures. 

Improving readiness to respond to incidents of violence 

and enhance the effectiveness of reporting and case 

handling. 

 

Providing practical and accessible support for affected 

persons, thereby minimising the negative effects of 

violence and preventing its recurrence. 
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Implementation 
and development 
of systematic 
solutions 
supporting 
LGBTQ+ persons 
 

Implementation and dissemination of the 
identity overlay for students and PhD 
students, and subsequently for employees 
 

 

 

 

 

----------------- 

Examination of the feasibility of publishing 
under preferred personal data (e.g. through 
identity verification within the ORCID number 
framework) 
 

-------------------- 

Development and promotion of a database of 
inclusive spaces at the University of Warsaw 
(mapping of locations, institutions and 
initiatives, and their dissemination)  
------------------- 

Organisation and support of peer support 
groups for LGBTQ+ persons  
 

--------------------------- 

Implementation of the 
identity overlay in the 
university system 
 
Number of persons 
using the identity 
overlay  
 

  

------------ 

Development of 
recommendations  
 

 

----------------- 

Number of inclusive 
spaces identified and 
made available in the 
database 
 ------------------ 

Number of LGBTQ+ 
support group 
meetings 
------------------- 

Increasing the sense of safety, acceptance and belonging 

among LGBTQ+ persons within the UW community. 

Reducing institutional and communication barriers, 

including those relating to the use of preferred pronouns 

and access to support. 

Strengthening the university’s inclusive character, taking 

into account the diversity of identities and experiences of 

students, PhD students and employees. 

Enhancing the competence of academic staff and 

administrative staff in supporting LGBTQ+ persons, 

including transgender and non-binary individuals. 

Increasing the visibility and accessibility of inclusive 

resources and spaces, thereby fostering the active 

participation of LGBTQ+ persnons in university life. 

Building trust in the university as an institution and a 

willingness to seek support, including participation in 

support groups and community initiatives. 
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Dissemination of educational and 
informational materials on support and 
communication with LGBTQ+ persons 
  

 

-------------------------- 

Organisation of training for academic and 
administrative staff on support for and 
communication with transgender and non-
binary persons 
 
 

Number of initiatives 
supporting LGBTQ+ 
persons 
 
 

------------- 

Number of participants 
in training sessions 
  

Strengthening the 

potential and 

leadership of 

women in 

academia 

through 

mentoring and 

development 

programmes 

Continuation and further development of the 
programme for early-career female 
researchers and academic teachers  
 
 
 
---------------------- 
Launching and development of a Women 
Leadership Development Programme 
 

Number of female 
researchers and 
academic teachers 
covered by the 
programme 
 
------------------- 
Number of female 
participants in the 
leadership programme 
 
Number of 
publications/materials 
promoting the 
leadership programme  

Strengthening equal opportunities and the advancement 

of women in academia through systemic support for their 

professional development, and increasing access to 

mentoring, networking and leadership programmes. 

Strengthening women’s research and teaching career 

paths, including an increase in the number of promotions 

and habilitations. 

A lasting improvement in leadership, management and 

networking skills amongst programme participants. 

Increasing the visibility of the achievements of female 

researchers and teachers within and beyond the academic 

community. 
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 Building a sustainable culture of mentoring and support 

for equality at the university. 

Development of internal networks for cooperation and 

support amongst women. 

 

Increasing the proportion of women in managerial and 

decision-making roles at the university. 

Establishment of 

the Parents and 

Carers Support 

Team 

Formal recognition of the Parents and Carers 

Support Team, with dedicated staffing and 

financial support 

Creation of a dedicated email address for the 

Team to respond to questions and concerns 

and direct individuals to appropriate support 

services 

Preparation of the Guide for parents and 

carers on the support and services at the 

University of Warsaw, available online and 

regularly updated 

 

Dissemination of information about the Team 

and the support it provides (information 

campaign) 

Establishment of the 

Team 

Creation of the 

dedicated email 

address and the 

number of enquiries 

Publication of the 

Guide 

  

 

-------------- 

Number of information 

activities used in the 

campaign 

Strengthening systemic support for parents and carers at 

the University of Warsaw and increasing their sense of 

security and comfort in balancing work, study and care 

responsibilities. 

Improving the accessibility and transparency of 

information on available support measures and increasing 

the effectiveness of access to and use of support services. 

 

Raising awareness within the academic community of the 

needs of parents and carers, and strengthening an 

organisational culture that promotes a work-life balance. 
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Promotion and 

integration of the 

gender dimension 

in research and 

innovation  

(including the 

consideration of 

sex- and gender-

related factors in 

research) 

Development and dissemination of a 
publication on the integration of the gender 
dimension into research 
 
------------------------- 
Organisation of training sessions for 
researchers on integrating the gender 
dimension into research, research projects, 
analyses, publications and grant application 
processes 
 
--------------------------- 
Dissemination of educational materials 
(podcasts, short videos, tutorials) promoting 
the integration of the gender dimension into 
research  
 
--------------------- 
Training on equality-oriented project 
management 
 
 
-------------------------------- 
Inclusion of the gender dimension in research 
as a criterion in the University of Warsaw’s 
strategic documents (e.g. IDUB, HR 
Excellence in Research, the University of 
Warsaw Strategy) 
 
 

Number of 
dissemination channels 
for the publication  
 

Number of participants 
in training sessions 
 

 

---------------- 

Number of materials 
available on 
rownowazni.uw.edu.pl 
website 
 

-------------------- 

Number of participants 
in training sessions 
 
------------------ 

Number of UW’s 
strategic documents 
containing a criterion 
for the integration of 
the gender perspective 
into research 

Embedding the integration of a gender perspective as 

standard practice in research at the UW and to enhance 

the quality and innovation of the research conducted. 

Strengthening the competence of researchers in the field 

of gender mainstreaming and raising awareness of the 

importance of this perspective in research projects and 

grant processes. 

Increasing the competitiveness of research projects and 

their alignment with international standards, while 

strengthening the University of Warsaw’s position in 

rankings and funding programmes. 

Better consideration of diversity in research outcomes, 

leading to more relevant and robust scientific findings and 

socially beneficial solutions. 

Institutionalisation of the equality approach through its 

integration into the University’s strategic documents and 

the assessment practices for research projects and 

academic achievements. 
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-------------------------- 
Examination of the feasibility of introducing 
the gender dimension as an evaluation 
criterion in project competitions  
 
 
 ----------------------- 
Organisation of competitions for theses 

incorporating the gender equality 

perspective 

perspective in scientific 

research 

------------------ 

Adoption of guidelines  

 

------------------ 

Adoption of the criteria 
 
Number of 
competitions  
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https://sdgs.un.org/goals
https://www.gendertarget.eu/wp-content/uploads/2022/08/D4.1-Monitoring-tool.pdf
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 Statistics Poland reports 
Higher education in the 2020/2021 academic year; Higher education in the 2024/2025 academic year 

 

https://stat.gov.pl/en/topics/education/education/higher-education-in-the-202021-academic-year-preliminary-data,10,7.html
https://stat.gov.pl/en/topics/education/education/higher-education-in-the-20242025-academic-year,10,11.html

