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1. Infroduction

The purpose of the annual report on the Gender Equality Plan is to provide a summary of the
results achieved in this area, as well as to outline any problems or shortcomings.

2. Achieved results
2.1 Dedicated resources

The GEP working group (vice-director for operations and one assistant of the Institute
management) continued its work and cooperation with a data specialist to address ltem 2.2.

2.2  Data collection and monitoring regarding equality of wages

The focus of data collection is on gender analysis of wages and fuli-time equivalent
numbers. Due to the imbalance in the number of women and men employed in support
activities, the scientific departments have specifically been analyzed. Even in these
departments, the significantly lower numbers of women employed imply a source of
difficulties in statistical processing {especially when analyzing time trends). Nevertheless, it
can be noted that, in almost all categories in research, women's wages are very comparable
to men's; no unfavorable trends are observed in any of the categories; and we can positively
value the favorable developments in the categories that are important for the future (V2a,
V2b, and V3); successful effort aimed at the equality of wages has thus been confirmed. Cf.
Annex 1.

2.3 Work-life balance

The Institute assists in the provision of a nursery/children's group and capacities of such
services are adequate to meet employees' needs. Under the benefits scheme paid from the
social fund, employees can cover the fees they pay for such services. The Institute supports
employees' returns after parental/maternity leave in every way (e.g., part-time, working from
home - if possible, etc.) and to the satisfaction of the employees concerned.

2.4  Gender equality in leadership and decision-making

The Institute promotes equality of access to management and other decision-making
positions to the greatest exient possible, and this effort is bearing fruit: the Institute has two
women as heads of scientific departments (out of a total of eight) and two women as heads
of operational departments (out of a total of four). [n addition, the Institute's Director is a
woman. We do not have any aggregate statistics of similar data from other institutes of the
CAS, but in the opinion of the working group, this is a highly above-standard representation
of women.



Average annual proportion of women at management positions:

Entire Institute Research cats 2a through 6 |
proportion proportion of
year|  of women year women
2017 0.27 2017 0.12
2018 0.25 2018 0.1
2019 0.25 2019 0.12
2020 0.26 2020 0.12
2021 0.28 2021 0.14
2022 0.29 2022 0.13
2023 0.27 2023 0.11
2024 0.30 2024 0.12
Proportion of women in Proportion of women in
management management
0.33 0.25

2.5 Equality in recruitment and promotion

The Institute applies objective, non-discriminatory criteria in the recruitment of new staff,
irrespective of gender and other considerations. The career progression of researchers is
also assessed objectively and in a non-discriminatory manner through regular attestations.

In 2024, 12 new employees joined the Institute with the proportions as follows:

research othersl totaII
[women B 2 6|
jmen 6 0 6I
|total 10 2 12
3. Problems and suggestions for improvement and further work
31 "Traditional" gender stereotypes in the workplace

Even in the scientific departments, there is an imbalance between the number of women and
men employed (in the research areas pursued at the Institute, the representation of women
is traditionally an order of magnitude lower). In the support activities, the situation is even
more extreme: the accounting office and the library have no male employees, while in the
computer center, the specialists are men, and women work there only at assistant positions.

The management of the Institute should make efforts to remedy this situation, although the
situation in this respect is quite difficult and the Institute cannot be too particular about
choosing among gualified candidates for the relevant jobs. The priority is, of course, to



ensure that the needs of the Institute are met efficiently and that qualified and responsible
staff are employed.

However, the situation of gender disparity in basic and applied research in the field of
computer science is a fact mainly due to the gender differences in the rates of interest in the
study of these fields. In 2017, i.e., around the time when the current generation of PhD
students, postdocs and junior scientists were studying, 258 women and 1,862 men were
students at the Faculty of Information Technology,CTU (i.e., just under 14% of women}; 53
women and 449 men were students at the Faculty of Mechatronics, Informatics and
Interdisciplinary Studies of the Technical University of Liberec (approx. 5 % of women); 403
women and 2 719 men (aimost 13 %) at the Faculty of Electrical Engineering and
Communication Technologies, Brno University of Technology; and at the Faculty of Electrical
Engineering and Informatics, VSB — Technical University of Ostrava, there were 234 women
and 2 083 men (10 %) (Focus on Women and Men 2018 [in Czech: Zaostfeno na Zeny a
muZe 2018], Czech Statistical Office, Prague, 2019). In the case of older generations, these
proportions are even more unfavorable.

In UTIA, the systematic effort pursued by the Institute management has achieved values in
women/men proportions that are more favorable than the conditions prevailing in
comparable Czech institutions.

3.2 Corporate culture against gender-based violence

No cases of sexual harassment or gender-based violence at the Institute have ever been
encountered. The Institute management has ensured the creation of a system providing for
reporting such incidents and their resolution. Within the framework of this system, shared
with a similar system for whistleblowing processing, the sexual harassment or gender-based
violence reporting are submitted to two authorized persons (one man and one woman). The
Institute employees have been informed that such a system exists, and instructed about its
use: nevertheless, no incidents have been reported.

4. Conclusions

The Institute strives to be a socially responsible institution that successfully integrates and
disseminates gender-responsible approach to research and education. One of its main goals
is to contribute to gender equality in academia through ongoing efforts.

doc. Rsz:;na Vejnarova, CSc.

Director of UTIA AV CR, v. v. i



Annex 1
Data analysis

Explanation:

Year = year

M Count = average number of persons —men

M FTE = average FTE — men

W Count = average number of persons — women

W FTE = average FTE — women

W/M = proportion of average wages — women vs. men

Note: due to the small numbers of employees, specific amounts of average wages are not given in
order to comply with the confidentiality rules,

Cat V2a — PhD student without state examination

 Year |M Count | M FTE [ W Count |W FTE | W/M Wages
2017 77| 385 325 207 1.33
2018 1200 674 150 1.20] 1.58
2019 1092 645  0.00| 0.00 ~ 0.00
| 2020 933  6.44 025/ 020 1.04 |
| 2021 933 7.71 183 1.72 0.91
2022 783 6.07 292 225 0.70|
2023 1050 658 275 185 0.73
2024, 1017| 4.94] 250 115 1.20

Cat V2b — PhD student with state examination

| Year | M Count [M FTE | W Count | W FTE }W/M Wages |

2017, 12.00  6.05 0.00, 0.00, 0.00
12018 750 508 200 192 133
2019 600, 409 300 293 1.48 |
2020, 775 413 392 337 1.48
2021 467 197 300 225 134
1 2022] 600 400 283 202 1.39 |
2023 542 441 1.00]  0.40 130
2024 575 544 175 135 1.07

Cat V3 - postdoctoral

Year | M Count | M FTE | W Count | W FTE | W/M Wages

2017 1358 820) 150 075 0.94
2018 1842 1089 025 0.5 0.98
2019 2375 14.34 100 1.00 095
| 2020 1817 11.30 158 158 0.91
2021 1683 913 283 270 0.89
2022]  17.33] 9.30 1.50 150 0.89 |
2023 967 6.05 1.08 101 1.23

| 2024 850 613 133 133 1.26|




Cat V4 - research assistant

| Year |M Count |MFTE | W Count |W FTE | W/M Wages
2017, 1233 829 333 176 0.69
| 2018] 1392 850 200, 072 0.63
2019 12.00 7.55 200/ 0.80] 0.62
2020 1400/ 812 100 0.65 0.66
2021 1100 655 150 090/ 0.76
2022|  10.00| 5.82 1.00,  0.65 0.57
2023| 1433 9.33 1.00,  0.65 0.65
2024 1275 802 100  0.40| 0.64

Cat V5 — researcher

Year | M Count |MFTE | W Count W FTE |W/M Wages

2017,  38.83| 27.11 400 3.83 0.95
2018 42.08| 2834| 400 3.50] 1.01|
2019| 3650 2737 4383 358 0.98
2020 37.42| 30.42 233 210 1.12
2021, 39.50| 32.32 250 245 1.04

| 2022 3942 31.44 358 321 0.80

2023 36.67 29.68 400 282 0.74

| 2024 3733 30.58 325 2.72 0.84

Cat V6 — senior researcher

Year | M Count M FTE |W Count | W FTE | W/M Wages

| 2017  25.67| 22.26 3.00] 1.82 1.19
2018] 2692 2347 400 1.90 1.03
2019 2592 21.03 3.75| 1.85 1.05
2020| 2483 2116 392 1.83 1.05
| 2021) 2450 2119 350 160 1.14
| 2022| 2292 19.88] 250 2.00 1.08
2023|  2350| 2014 300 250 0.97

2024 23.67| 19.82 I 3.00 2.54 1.06




In conclusion, we present two Charts.

1. Chart of annual evolution — F/M average wages ratio by category

Annual Time Evolution of F-vs-M Averages in Categories
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2. Chart of annual evolution — F/M average FTE ratio by category
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