ACTION PLAN HRS4R
Strengths and weaknesses of the current practice:

Please review the strengths and weaknesses under the 4 thematic areas of the Charter and Code, as
provided by your organisation in the initial assessment phase.

When doing so, you should do not only look back, but also consider new priorities, strategic decisions,
etc. which may further influence the action plan.

Please also provide a brief commentary in the "Remarks" column if major changes have occurred versus
the initial plan.

Thematic Strengths and Weaknesses
section of the
charter and

the code
Ethical and Strengths
professional
" ¢ Research freedom
aspects

Researchers across all faculties express satisfaction with their research freedom.
According to the Higher Education Act of the Slovak Republic No. 131/2002,
Paragraph 4, Section 1, Letter a), the "freedom of scientific investigation,
research, development, or artistic and other creative activities, and publicizing
their achievements" is legally guaranteed (unoficial act translation). Researchers
are primarily constrained only by their specialization and grant agency
requirements. Most national research grants are flexible, allowing significant
autonomy in research direction.

e Seniority

The required level of qualification continues to be regarded as important when
filling job positions. The selection procedure rules take into account not only past
achievements but also the long-term professional development of the
candidates.

e Recognition of the profession

Researchers are recognized as professionals in their fields and are treated as such
from the beginning of their careers.

Weaknesses
e Ethics Committee and the Code of Ethics

The Ethics Committee has met 8 times since its establishment (the
first meeting was held on June 30, 2021 and the most recent one on March 13,
2025). Awareness among employees remains limited and needs to be
strengthened. Additionally, the Code of Ethics of the Employee of STU lacks
specificity and would benefit from further clarification.



https://www.unipo.sk/public/media/files/docs/u/eng/act_131_29_11_2005.pdf
https://www.stuba.sk/sk/stu/akademicke-a-samospravne-organy/eticka-komisia/zasadnutia.html?page_id=14370

e Public engagement

Researchers report insufficient institutional support for presenting their findings
to the public and industry. This results in weak collaboration with the private
sector and limited public awareness of the university’s research outcomes. A
potential solution lies in the establishment of structured initiatives focused on
science popularization and strategic communication.

Remarks
e FEthics and Integrity in Research

As a signatory of the Declaration on Strengthening the Culture of Scientific
Integrity in Slovakia (2021), STU is committed to maintaining the highest
standards of research ethics and integrity, fostering a transparent and
responsible research environment.

e Freedom of Scientific Research

The university ensures the protection of academic freedom in education and
research, as stated in its Long-Term Strategic Plan for 202531, which supports
independent scientific inquiry and innovation across all disciplines.

e Open Science

STU actively supports the principles of open science, as detailed in its Open
Science Strategy, which is currently being discussed in the governing bodies of
STU. This initiative encourages transparency, accessibility and collaboration in
research to enhance scientific progress.

¢ Gender Equality

Committed to fostering gender balance in academia, STU has implemented
the Gender Equality Strategy, which ensures equal opportunities and an
inclusive research environment for all.

e Diversity and Inclusion

In its Long-Term Strategic Plan, STU promotes the values of diversity and
inclusion, advocating for an inclusive culture where every member of the STU
community feels welcomed, respected, and valued.

e Research Profession and Mobility of Researchers

To support career development and international mobility, STU offers
postdoctoral opportunities, including programs like SASPRO, which facilitates
collaboration between Slovak and international researchers.

e Sustainability in Research

STU actively integrates sustainability principles into research through initiatives
such as Architecture 2020 (A2k20) - a center dedicated to sustainable and
efficient architecture, and CEVIS (The Center for Research into Information
Systems), which focuses on advancing sustainability-driven research solutions



https://www.stuba.sk/buxus/docs/stu/pracoviska/rektorat/odd_veda_vyskum/zasadnutia/07_Dlhodoby_zamer_STU_2025-3-19.pdf
https://www.stuba.sk/english/university/gender-equality-strategy.html?page_id=14682

and on advancing the field of information systems by integrating theoretical
research with practical applications.

Recruitment
and
selection*

Strengths
e Variations in the chronological order of CVs (Code of Conduct)

Even though we perceive a certain issue when the career has to be
interrupted due to maternity leave and the researcher subsequently fails to
meet the age criteria (e.g. categorisation as ‘young researcher’ limited by 35
years of age), in general the variations in the chronological order of CVs are
considered career development and a potentially valuable contribution to
the professional development of researchers from the viewpoint of support
of a broad-spectrum career path.

¢ Non-discrimination

Following a GAP analysis and assessment of the H2020 project "CALIPER -
Gender Equality in STEM Research, no significant issues regarding
discrimination based on gender, age, ethnicity, nationality, religion, sexual
orientation, disability, political opinion, or socio-economic condition have
been identified. STU has implemented a Gender Equality Plan (GEP), which is
based on the principles of the Charter and Code and the National Strategy
for Equality between Women and Men and Equal Opportunities in Slovakia
(2021-2027). The GEP was officially published on December 13, 2021.

Weaknesses
¢ International Recruitment and Global Mobility Challenges:

There is insufficient legislation addressing the recruitment of researchers at
an international level, especially for positions such as professor or associate
professor. This regulatory gap hinders STU’s efforts to enhance its
international presence and recruit globally. Additionally, limited
remuneration options and insufficient support for intersectoral
development (e.g., recruitment from abroad or the industry) make it difficult
to attract younger researchers and foster a more diverse academic staff.

e Underutilization of Global Platforms:

Despite the availability of international platforms like EURAXESS and
ResearchGate, STU rarely leverages these tools for global recruitment,
reducing its visibility in the international research community.

¢ Recognition of Informal Qualifications:

Although informal qualifications are considered in recruitment processes,
STU lacks formal regulation regarding the recognition of such qualifications
in the context of professional mobility. As a result, the impact of informal
qualifications remains minimal and does not significantly influence the
recruitment or career progression of researchers.



https://www.stuba.sk/buxus/docs/stu/pracoviska/rektorat/odd_veda_vyskum/HRS4R/HRS4R_Form___EURAXESS_GAP_Analysis_2.pdf
https://caliper-project.eu/stu-bas-gep-is-now-approved-and-published/
https://caliper-project.eu/stu-bas-gep-is-now-approved-and-published/
https://www.stuba.sk/english/university/gender-equality-strategy.html?page_id=14682
https://euraxess.ec.europa.eu/
https://www.researchgate.net/

Remarks
e Evaluation of Researchers

At STU, the evaluation of researchers is key to ensuring academic excellence. The
university follows strict procedures for assessing the achievements of
researchers, including monitoring their contributions to scientific development,
research publications, and teaching activities.

e Rules for Determining Minimum Criteria for the Title of Associate
Professor and Professor at STU: These rules set out the requirements for
obtaining titles like Associate Professor and Professor. The focus is on
research contributions, teaching experience, and academic leadership.

e Ongoing Monitoring and Evaluation Rules at STU: These rules cover the
continuous assessment of study programs, habilitation (qualification for
teaching), and inaugural procedures (formal acceptance as a professor).
They also address the creative output of faculty members.

e Recruitment

STU has a clear recruitment framework designed to attract high-caliber
academic and research professionals. The process is transparent, fair, and
compliant with national and European regulations.

e STU Job Vacancies Portal:
(https://www.mtf.stuba.sk/sk/verejnost/volne-pracovne-miesta-a-
vyberove-konanie-na-mtf-stu.html?page_id=9097):

The portal lists available academic and administrative positions at STU. It provides
job descriptions, qualification requirements and application guidelines. Similar
platforms are available at other faculties (SvF, SjF, FEI, FCHPT, FAD, FIIT. UM).

e OTMR Policy Principles at STU: STU follows Open, Transparent, and
Merit-based Recruitment (OTMR) principles, ensuring fair and merit-
based recruitment processes. This aligns with the university’s goal of
internationalization and diversity. The OTM-R Policy Principles at the
Slovak University of Technology in Bratislava were discussed and
approved by the STU governing bodies in April 2025.

e Selection

The selection process at STU ensures that only the best candidates are chosen
for academic and research roles. The university adheres to strict guidelines to
ensure fairness and objectivity.

e Selection Procedure Principles at STU: These principles define the rules
for selecting candidates for academic and research positions, focusing on
qualifications, experience, and potential for future academic growth.

e Selection Procedure for University Teachers and Researchers: Detailed
guidelines cover the recruitment of university teachers, researchers, and
senior academic staff (professors and associate professors). The process



https://www.stuba.sk/english/ects-label/ects-information-package/information-on-the-institution/academic-authorities/regulations.html?page_id=14119
https://www.stuba.sk/english/ects-label/ects-information-package/information-on-the-institution/academic-authorities/regulations.html?page_id=14119
https://www.stuba.sk/buxus/docs/stu/pracoviska/rektorat/kancelaria-kvality/predpisy/EN_2_2022_Rules_for_Monitoring_SP_and_HaI_Proceedings.pdf
https://www.mtf.stuba.sk/sk/verejnost/volne-pracovne-miesta-a-vyberove-konanie-na-mtf-stu.html?page_id=9097
https://www.svf.stuba.sk/sk/pre-zamestnancov/vyberove-konania.html?page_id=5042
https://www.sjf.stuba.sk/sk/vede-a-vyskume/vyberove-konania-na-miesta-vysokoskolskych-ucitelov.html?page_id=4757
https://www.fei.stuba.sk/sk/o-nas/uradna-vyveska/vyberove-konania.html?page_id=3985
https://www.fchpt.stuba.sk/sk/vyskum/vyberove-konania.html?page_id=3204
https://www.fad.stuba.sk/sk/veda-a-vyskum/vyberove-konania-na-miesta-ucitelov.html?page_id=3220
https://www.fiit.stuba.sk/vyberove-konania-pracovne-prilezitosti.html?page_id=1793
https://www.stuba.sk/sk/vyskume/vyberove-konania-habilitacie-inauguracie-a-udelene-tituly/vyberove-konania-na-miesta-ucitelov/vyberove-konania-ustav-manazmentu.html?page_id=13666
https://www.stuba.sk/buxus/docs/stu/pracoviska/rektorat/odd_veda_vyskum/HRS4R/HRS4R_Form___EURAXESS_OTM-R_Checklist_2.pdf
https://www.stuba.sk/buxus/docs/stu/pracoviska/rektorat/odd_veda_vyskum/HRS4R/Rules_of_the_selection_procedure_Full_text_Uplne_znenie_Zasady_VK-D1_EN.pdf

includes clear steps, from advertising positions to the final hiring
decision.

e Career Progression

STU provides well-defined procedures for career progression, ensuring that
researchers and academic staff can advance in their careers. The university
supports career development through structured pathways.

e Habilitation and Inaugural Procedures at STU: These procedures are
essential for academic career progression. Habilitation enables
individuals to become associate professors, while the inaugural
procedure is for full professors. Both processes evaluate research,
teaching, and academic leadership.

e Future Developments

STU is refining its recruitment and career progression strategies. Future plans
include developing clear criteria for promotions, improving career
development programs, and enhancing international recruitment
efforts.konania.

Working
conditions*

Strengths
¢ Gender Balance and Participation in Decision-Making Bodies

STU is committed to gender equality, with both genders represented in the
decision-making bodies across faculties and the university. The proportion of
women among employees remains stable. Female representation in
decision-making bodies includes:

> Vicerectors: 1 woman (out of 4)
> Vicedeans: 9 women (out of 28)
> Heads of Departments: 16 women (out of 69)

While STU has never had a female rector, female deans are not uncommon. For
example, in the previous election period, two out of seven deans were women.

Researchers feel well-represented in self-governing and decision-making bodies
at both the faculty and university levels. According to the Higher Education Act
of the Slovak Republic (No. 131/2002, Section 4, Paragraph 1, Letter e), members
of the academic community have the "right to elect and be elected to academic
bodies." Both employees and students participate in electing members of the
University and Faculty Academic Senates, which then appoint members of
electoral commissions responsible for electing the rector and deans

Weaknesses:

e Research environment



https://www.stuba.sk/buxus/docs/stu/pracoviska/rektorat/odd_veda_vyskum/HRS4R/Rules_and_procedures_for_implementation_habilitation_and_inauguration_procedures_at_STU.pdf

A common challenge at STU is the insufficient availability of technical equipment,
as well as a lack of clear information about shared resources across research
groups. There are no established strategies or rules for the systematic
maintenance of equipment in individual departments, which hinders efficient use
and collaboration between teams.

Additionally, researchers often express frustration with excessive administrative
burdens, which reduce the time available for actual research. Researchers have
suggested that simplifying processes, centralizing information, and increasing the
number of administrative staff would significantly improve their ability to focus
on scientific output.

e Legislation and Research Funding

Challenges persist in areas such as researcher remuneration, especially when
compared to industry standards, making it difficult to attract high-quality
personnel from both the local and international talent pools. Researchers also
report issues with the recognition of foreign qualifications, transparency in
national grant schemes, and the operation of the national accreditation
committee.

There is a call for more focused lobbying from the top three public research
institutions in Slovakia—STU, Comenius University, and the Slovak Academy of
Sciences—to address these systemic issues and improve conditions for
researchers in Slovakia.

Remarks

At the Slovak University of Technology in Bratislava (STU), there are well-
established practices and processes in place to ensure fair working conditions,
appropriate financing, and salaries. Below is an overview of the current state and
future plans in this area:

¢ Working Conditions, Financing, and Salaries

The Internal Rules of Procedure at STU ensure transparency and regulation of
working conditions, including aspects related to salaries and financing (a new
Work Regulations document was adopted in 2/2024). These rules govern
employee rights, obligations, and benefits, ensuring an equitable working
environment.

e Employee Stability

STU promotes a stable working environment by offering contracts that align with
academic and research standards. This stability is essential for fostering long-
term career growth and securing continuity in research projects and academic
programs.

e Contractual and Legal Obligations

Employees at STU are guided by clearly defined contractual and legal
obligations that ensure fairness and compliance with the university's regulations




and the country's labor laws. This helps maintain a professional and legally sound
working environment.

¢ Dissemination and Utilization of Results

STU has an established procedure for the protection and management of
intellectual property. The Rector’s Directive 8/2017 on Protection and
Management of Industrial Property Rights outlines how research results are
protected and utilized. However, there are plans to update this directive to
improve the dissemination and commercialization of research outcomes.

In summary, STU continuously strives to improve the working conditions and
legal frameworks for its employees while ensuring the effective utilization and
protection of intellectual property in line with international standards. Future
updates to the Rector’s Directive will further streamline these processes.

Training and

development
*

Strengths
e Access to Research Training and Continuous Development

programs. These include participation in external training courses, conferences,
workshops, and seminars. Additionally, STU collaborates with various
international partners, providing researchers with access to a global network for
professional growth. These initiatives help ensure that researchers stay up to
date with the latest developments in their respective fields.

¢ Relation with Supervisors, Supervision, and Managerial Duties

At STU, supervisors possess the necessary expertise, experience and
commitment to provide adequate guidance to early-stage researchers.
Relationships are generally positive and professional. They include regular
progress evaluations, constructive feedback, and work focused on clearly defined
goals and outputs. Senior researchers foster an environment that supports
knowledge transfer and the development of early-stage researchers. Most
supervisor-subordinate relationships are guided by the "Staff Regulations for
employees of the Slovak University of Technology in Bratislava", which ensures a

formal framework for these interactions.
Weaknesses

e Lack of Clear Strategy for Institutional Steering and Career
Development

Despite a strong foundation in training and supervision, STU lacks a
comprehensive strategy for management, recruitment, and career
development. There is no unified approach in place for the recognition of
informal education, the evaluation of researchers across different fields, or the
stabilization of young professionals.

e Insufficient Professional Development Opportunities and Centralized
Information

There is a lack of a centralized system for internal training information, which
leads to confusion and makes access to educational opportunities more difficult.



https://www.stuba.sk/buxus/docs/stu/pracoviska/rektorat/odd_pravne_organizacne/priem_vlastnictvo_na_web.pdf
https://www.stuba.sk/buxus/docs/stu/pracoviska/rektorat/odd_pravne_organizacne/priem_vlastnictvo_na_web.pdf
https://www.stuba.sk/buxus/docs/stu/pracoviska/rektorat/odd_veda_vyskum/HRS4R/Work_Order_Pracovny_poriadok_EN.pdf
https://www.stuba.sk/buxus/docs/stu/pracoviska/rektorat/odd_veda_vyskum/HRS4R/Work_Order_Pracovny_poriadok_EN.pdf

Employees are requesting a better selection of affordable or free training options
in areas such as IT, telecommunications, and languages. The absence of an
overview and structured system reduces the effectiveness of professional
development support

Remarks
e Support for Professional and Career Advancement

STU implements initiatives to support career development — for example, calls
aimed at supporting PhD students and young researchers at the beginning of
their research careers, including financial support and access to resources.

e Research Services at STU

STU provides a range of research support services, which can be accessed
through their official website: Research Services at STU. These services include:

o Search for research calls

o Internal loan fund for research activities

o Support for research investments

o Intellectual property protection

o Support for entrepreneurship (start-ups, incubator)
o Research capitalization programs

o Access to databases

o Know-how center (currently subject to updates)

e Employee Benefits at STU

STU offers various benefits to its employees, aimed at improving their work-life
balance and career development. These include professional development
opportunities, healthcare benefits, and support for entrepreneurial activities.

e Employee Education and Training

STU provides both accredited and non-accredited educational programs to
enhance the skills of its staff. These programs are offered through various
departments and faculties, with an emphasis on lifelong learning. Among the
institutions at STU responsible for lifelong learning are:

o Institute for Lifelong Learning at STU

(https://www.stuba.sk/english/university-workplaces/institut-of-
life-long-learning.htm|?page id=744)

o Department of Pedagogy at the Institute of Management, STU in
Bratislava



https://www.stuba.sk/sk/vyskume/sluzby-vyskumu.html?page_id=641
https://www.stuba.sk/english/university-workplaces/institut-of-life-long-learning.html?page_id=744
https://www.stuba.sk/english/university-workplaces/institut-of-life-long-learning.html?page_id=744

(https://www.stuba.sk/english/institutes/management-
institute-of-the-slovak-university-of-
technology.html?page id=3234)

o Faculties of STU

(https://www.stuba.sk/english/university/faculties.html?page id=2
989)

STU provides financial support for English language courses to its staff, including
researchers and employees working in libraries, HR, and project management
departments.

e Awards and Recognition

STU has established clear rules for awarding teachers and researchers for their
achievements, ensuring that their contributions to the academic community are
acknowledged and celebrated - Vedecké ocenenia - Slovenska technicka
univerzita v Bratislave (STU).

e Supervision and Mentorship

The university places strong emphasis on supervision and mentorship, providing
early-stage researchers with the guidance and support needed for career
development and research excellence.

e STU PhD School

The activities of the STU Doctoral School aim to develop the scientific research
skills and competencies of doctoral students and early-stage researchers in areas
such as publishing, presentation and communication skills, research funding and
grant writing, career development, research ethics, intellectual property
protection, and more.

e Career Counseling

STU has established a dedicated Career Counseling Center, which helps students
and young researchers plan their professional careers and offers personalized
guidance on career development opportunities.

Actions

The HRS4R Action Plan and Strategy must be published in an easily accessible location on the
organization's website.

Please provide the web link to the webpage(s) dedicated to the organization's Human Resources
Strategy*:

URL *: https://www.stuba.sk/english/science-and-research/hr-excellence-in-research-
hrs4r.html?page id=16688



https://www.stuba.sk/english/institutes/management-institute-of-the-slovak-university-of-technology.html?page_id=3234
https://www.stuba.sk/english/institutes/management-institute-of-the-slovak-university-of-technology.html?page_id=3234
https://www.stuba.sk/english/institutes/management-institute-of-the-slovak-university-of-technology.html?page_id=3234
https://www.stuba.sk/english/university/faculties.html?page_id=2989
https://www.stuba.sk/english/university/faculties.html?page_id=2989
https://www.stuba.sk/sk/vyskume/vedecke-ocenenia.html?page_id=11569
https://www.stuba.sk/sk/vyskume/vedecke-ocenenia.html?page_id=11569
https://www.stuba.sk/english/science-and-research/hr-excellence-in-research-hrs4r.html?page_id=16688
https://www.stuba.sk/english/science-and-research/hr-excellence-in-research-hrs4r.html?page_id=16688

*URL: https://www.stuba.sk/hrs4r

Please complete the summary list of individual actions to be implemented in relation to HRS4R in your
organization, aiming to address the weaknesses and strengths identified in the GAP analysis:

Proposed ACTIONS GAP Timing (at Responsible | Indicator(s) /
Principle(s) least by Unit Target(s)
year’s
quarter/sem
ester)
1 Practical implementation of the STU | (+/-) 2. Ethical | Second half | The Vice- | At least 50% of
Code of Ethics, acquainting employees | principles of 2025, | Rector  for | all academic
with its contents and the form and continuously | Science and | employees have
possibilities of applying the code to Research to pass the
strengthening the position of the STU webinar.
Ethics Committee: - Creating a webinar (+/) 3. )
for all academic staff explaining the Code Prof essn‘)n.ql - 100% of heads
of Ethics and the role of the Ethics responsibility In progress of. departments
Committee. - |Interview with the (+/-) will ha.ve top 6_755
Chairman of the Ethics Committee in the | 5. Contractual a . Instructive
. . . . . webinar every 4
university magazine with emphasis on | and legal
the role of the Ethics Committee. - The | obligations years.
Code of Ethics shall form an appendix to - Every new
all employment contracts of new STU employee  will
employees. get familiar with
(+/-) 6. B the STU Code of
Accountability

(+/+) 7. Good
practice in
research

(+/-) 31.
Intellectual
Property
Rights

(+/-) 34.
Complains/
appeals

Ethics and
confirm it with
his/her
signature.

- Increase of
complains
solved by the
Ethics
Committee
(currently 1)



https://www.stuba.sk/hrs4r

Remarks: An online lecture (webinar) has been created. The number of issues addressed at the Ethical

Committee meetings has increased to 5.

The Code of Ethics will be updated according to the latest standards. Each employee will confirm their
familiarity with the STU Code of Ethics by signing.

2 STU Ethics Committee regular
implementation meetings to identify
improvements and facilitate
amendments such as:

- A representative of students should be
included into the Committee.

- Setting the deadlines for statements
and recommendations of the Ethics
Committee.

(+/-) 2. Ethical
principles

(+/-) 3.
Professional
responsibility

(+/-) 6.
Accountability

(+/+) 7. Good
practice in
research

(+/-) 31.
Intellectual
Property
Rights

(+/-) 34.
Complains/
appeals

First half of
2023

Chairperson
of the Ethics
Committee

Completed

Implementation
meetings at
least once every
half a year.

Remarks: Between 2021 and 2025, 8 Ethical Committee meetings were held. A new Ethical Committee will be
established from March 2025 (including a student representative). The first meeting took place in May 2025.
The next meeting, where an issue will be addressed, is scheduled for June 2025.

A online platform for sharing of
information, procedures and best
practices in the field of research ethics
pertaining, in particular, prevention of

(+/-) 2. Ethical
principles

Second half
of 2025 and
further

Chairperson
of the Ethics
Committee

- Increase
complains
solved by the
Ethics

of



https://www.stuba.sk/hrs4r/udrzanie-znacky-hrs4r-na-stu/aktivity-projektu/online-prednaska-etika-vo-vyskume.html?page_id=17016

modern forms of plagiarism, professional
approach, responsibility, research
integrity, dissemination and exploitation
of results (including ‘Open Access’ and
‘Open Data’), and security, with a vision
of building a fully functional Ethics portal
and creating the go-to place for all
academic staff and students to find
answers related to the ethics issues of
their work:

- Creation of an online platform at
www.stuba.sk in Slovak and English -
Translation of all relevant directives and
internal regulations into English

- Regular website maintenance and
updates.

For the future:

- Collection and sharing of information
about the best practices and practical
examples in the field of research ethics.

- An online form to submit questions. -
Creation of a FAQ database.

- Use in academic staff trainings and in
the teaching process.

(+/-) 3.
Professional
responsibility

(+/-) 4.
Professional
attitude

(+/-) 6.
Accountability

(+/+) 7. Good
practice in
research

(+/-) 31.
Intellectual
Property
Rights

In progress

Committee
(currently 1).

- Decrease of
information
queries
addressed
directly to the
Ethics
Committee.

Remarks: A platform has been created where the Ethical Committee’s opinions on addressed submissions are
published. Relevant internal guidelines have been translated into English. The website has been updated. The
number of submissions to the Ethical Committee has increased to 5.

Work is ongoing on the online form for submitting issues and on creating a FAQ section.

4 Motivation for interdisciplinary
cooperation in research: - Elaboration of
a university guideline for motivation for
interdisciplinary cooperation in the field
of research that promotes sharing of
knowledge and equipment of various
departments / faculties / institutions and
brainstorming of new ideas. - Preparing
an instructive webinar for the heads of
departments. The existing directives
regulate the following areas of
interdisciplinary collaboration: - Support
of the so-called ‘Excellent Scientific
Teams’ - Young researcher excellent team

(-/+) 23.
Research
environment

Second half
of 2025,
continuously

In progress

Vice-Rector
for  Science
and Research

Vice-rector
for Strategic
Projects,
Development
, Innovation
and Praxis

Legal
department

100% of heads
of departments
will have to pass
a instructive
webinar.

- A growth of the
count of
interdisciplinary
and inter-
departmental
projects and
projects of
collaboration
with external




support programme - Spin-offs and Start-
ups

institutions by
2% annualy
(monitored on
an annual
basis).

- Minimizing the
equipment idle
time.

Remarks: The Centre for European Projects is a facilitator of interdisciplinary collaboration based on Horizon
Europe projects. Information is part of the workshops offered to STU employees.

Preparation of an update to the Rector's Directive No. 8/2017 — SR on the Protection and Management of
Industrial Property Rights at the Slovak University of Technology in Bratislava.

5 Creating an ‘Open Access’ and ‘Open
Data’ repository for dissemination of
research results and public engagement
- Procurement of the necessary
hardware

- Integration with the STU web page

- Preparing an instructive webinar for all
academic staff

(+/-) 8.
Dissemination,
exploitation of
results

(-/+) 9. Public
engagement

Second half
of 2025,
continuously

In progress

Vice-rector
for Strategic
Projects,
Development
, Innovation
and Praxis

Vice-Rector
for  Foreign
and  Public
Relations

At least 50% of
all academic
employees have
to pass the
webinar. - 100%
of heads of
departments
will have to pass
the instructive
webinar every 4
years.

Remarks: Promotion of webinars on the topics of Open Access and Open Data (offered to employees on stuba.sk
in the Virtual Library section + Webinars a Training, and Online Webinars). These webinars are also offered

annually to doctoral students within the Doctoral School of STU as part of the course Methodology of Scientific

Work 2.

Preparation of the Open Access policy at STU — negotiations are currently ongoing within the STU senates.

6 Promoting the ,Open Access” and
,0pen Data” repository for
dissemination of research results and
public engagement via its integration
into the design manual (e-mail
signatures, footer of official documents,
etc.)

(+/-) 8.
Dissemination,
exploitation of
results

(-/+) 9. Public
engagement

First half of
2026

In progress

Vice-rector
for Strategic
Projects,
Development
, Innovation
and Praxis

Vice-Rector
for Foreign
and Public
Relations

The traffic to the
website www.st
uba.sk should
have a
consistently
increasing
trend.

Remarks: Digitization of STU publications. STU provides access to study literature through the Elvira digital
library. Library users can access lecture notes from faculty publishers, purchased e-books, selected study



https://www.stuba.sk/sk/zamestnancov/aktuality-a-informacie/virtualna-kniznica/webinare-a-skolenia.html?page_id=13773
https://www.stuba.sk/sk/vyskume/virtualna-kniznica-stu/virtualna-kniznica/webinare-online.html?page_id=13768
https://www.stuba.sk/sk/vyskume/doktorandska-skola.html?page_id=13270
http://www.stuba.sk/
http://www.stuba.sk/

materials, and more. Each faculty manages its own study literature content, and access is available to all users.

The issue of copyright is also addressed.

7 Creating an online platform for sharing
of recruitment related information,
procedures and best practices and HR
policy tools as part of the www.stuba.sk
website, with the objective of creating a
unified complex university-wide HR
policy and an comprehensive OTM-R
training.

- Collection and sharing of information
regarding procedures, best practices and
practical examples in the field of open,
transparent, and merit-based
recruitment policy. Information will be
collected via e-mail, revised and
uploaded to the web page.

- Regular website maintenance and
updates in both Slovak and English.

For the future: - An online form to submit
questions. - Creation of a FAQ database.

(-/+) 12.

Recruitment

(-/-) 13.
Recruitment
(Code)

(+/+) 21.
Postdoctoral
appointments
(Code)

Continuously

In progress

Bursar

HR
departments
at the
Rector's
Office  and

Faculty level

- 100%  of
academic staff
will be informed
about the
initiative by e-
mail.

- 100% of HR

staff and heads
of departments

will be
periodically
reminded to
share their
examples.

Remarks: The OTM-R policy, adopted at the university level, will be implemented at the faculties of STU.

A prepared toolkit: Step-by-step towards better practices in OTM-R.

8 Preparation of a welcome information
package for new employees and its
translation into English and upload it to
the HR platform (part of the
www.stuba.skwebsite).

(-/+) 12.

Recruitment

(-/-) 13.
Recruitment
(Code)

(+/+) 21.
Postdoctoral
appointments
(Code)

First half of
2026,
continuously

In progress

HR
departments
at the
Rector’s
Office  and
Faculty level

As part of the

unified style,
format, and
method of
publishing  job

vacancies, there
will also be a link
to the welcome
information
package, which
will inform
applicants at the
end of the
selection
process (see
measure 10).



http://www.stuba.sk/

Remarks: The prepared HRS4R STU brochure and roll-ups informing about HRS4R will be installed at each part
of STU. Work is underway to expand the welcome package for new employees.

The development of the official STU mobile application is in progress: it will be available for both students and
staff and will integrate important services and information from the university environment. Features aimed at
employees will include, among others, the points mentioned in item 3 (accessible codes of ethics, all webinars,
quick and direct links to the First Contact Centre — advisory centre, career centre, etc.), as well as the menu,
opening hours of STU sports facilities, and possibly other information. The application will be available in Slovak
and English (to support international researchers and enhance their well-being at the university).

Establishment of the STU FIRST CONTACT CENTRE “INTO STU”: to ensure that foreign researchers and staff
integrate more easily into the university environment. The plan is to create a dedicated section called INTO STU
within the First Contact Centre, staffed with English-speaking personnel, who will assist international
researchers with formalities (visas, accommodation, registration) and provide cultural and language support.

9 Advertising of all available research | (-/+) 12. Continuously | Bursar - 100% of heads
positions on the Euraxess portal, | Recruitment of departments
expanding the advertising to /)13 and  university
international platforms, and creating a (-/°) o HR management
. oy L . Recruitment
website with job vacancies in English departments | members have
s . (Code)

within an online platform for human at the to pass the
resources policy. Rector's webinar.

- Preparation of an explanatory webinar gﬁ’ C;a:)d - Increased
for department heads and university acuityleve 1 pumber of
management. applications

from abroad by
1% annualy

In progress

Remarks: Information about available job positions and criteria for recruitment and selection are published on
the university and faculty websites. A Disemination Manual for positions posted on Euraxess has been prepared
— a manual with recommendations for advertising job vacancies on the Euraxess portal. An explanatory
webinar is currently being prepared.

Active recruitment of foreign (students and) staff is underway. Targeted promotion abroad will be carried out
— in cooperation with agencies and by utilizing alumni abroad as ambassadors. Comprehensive English
promotional materials (brochures, website) about STU and Bratislava will be prepared for potential applicants.
The goal is to increase the share of young researchers at STU.




10 Unification of recruitment procedures
of all faculties and the Rector’s Office in
accordance with OTM-R:

- Unification of the style, form and
manner of publishing  vacancies
("vacancy manual”).

- Definition and unification of the
selection of recruitment committee
members.

- Unification of the style, form and
manner of informing candidates at the
end of the selection process.

- Implementation of the unified
procedures into existing university
guidelines.

- Preparing a information webinar for
heads of departments and university
management.

(-/+) 12.

Recruitment

(-/-) 13.
Recruitment
(Code)

(+/-) 14.
Selection
(Code)

(-/+) 15.
Transparency
(Code)

(+/-) 21.
Postdoctoral
appointments
(Code)

First half of
2026,
continuously

In progress

Bursar

HR
departments
at the
Rector’s
Office and
Faculty level

Deans

Legal
department

- Interviews with
HR staff (each of
the 7 faculties
separately and
one overall
brainstorming
session).

- All relevant
university
guidelines
be amended.

will

- 100% of HR
staff, heads of
departments
and  university
management
members have
to pass the
webinar every 4
years.

Remarks: Based on the adoption of the OTM-R policy at STU, the selection procedures will be unified across all

parts of the university.

Action 11

Creating a platform for sharing of

information, procedures and best
practices in the field of career
development and professional

development, with a vision of preparing
a unified institutional strategy of career
development of researchers as part of a
comprehensive  university-wide  HR
policy.

(+/+) 17.
Variations in
the
chronological
order of CVs
(Code)

(+/-) 18.
Recognition of
mobility
experience

(Code)

First half of
2026 and
further

HR
departments
at the
Rector’s
Office
Faculty level

and

Bursar

- 100%  of
academic staff
will be informed
about the
initiative by e-
mail.

- 100% of heads
of departments

will be
periodically
reminded to




- Creating an online platform at
www.stuba.sk in Slovak and English.

- Collection and sharing of information
on procedures and best practices and
practical examples in the field of
researcher career development strategy.
Information will be collected via e-mail,
revised and uploaded to the web page.

- Translation of all relevant directives and
internal regulations into English

- Regular website maintenance and
updates in both Slovak and English.

For the future:
- An online form to submit questions.

- Creation of a FAQ database.

(-/+) 19.
Recognition of
qualifications
(Code)

(+/-) 28. Career
development

(+/-) 29. Value
of mobility

(-/+) 30. Access
to career
advice

(+/-) 37.
Supervision
and
managerial
duties

(-/+) 38.
Continuing
Professional
Development

(+/-) 39. Access
to research
training  and
continuous
development

In progress

share
examples.

their

Remarks: Relevant internal regulations, including the new Work Regulations 1/2024, translated into English.

The STU Counseling Center offers, among other services, career counseling for students and staff of STU.

A platform for information exchange and staff development will be prepared.

Prepare an internal talent development program at STU. Create an internal program to identify and support
the best students during their studies at STU. For example, in the form of a scholarship program for the most
successful first-year students or the opportunity to participate in university research projects and startups from
early years. Mentoring could also be introduced — assigning experienced educators or researchers to talented
students to develop their potential (which indirectly aligns with the principles of HRS4R regarding career

development).




12 Rising awareness of the Gender
Equality Plan: - Preparing a training for
senior staff and heads of departments
with the focus on the need to implement
and apply gender equality at the
University.

(++) 10. Non
discrimination

(++) 27.
Gender
balance

(+/-) 36.
Relation with
supervisors

First half of
2026,
continuously

In progress

Rector

100% of senior
staff and heads
of departments
will have to pass
a gender
equality

training.

Remarks: Based on the adoption of the Gender Equality Strategy, a working group for gender equality was
established with the aim of improving working conditions and raising social awareness among people at the

university.

An online lecture on the topic "Practical Aspects of Implementing Gender Equality Policies" took place on
October 21, 2024, the presentation and lecture are accessible on the stuba.sk website.

The working group organizes lectures and podcasts on topics such as "Equality According to Etiquette,’

"Workplace Relationships," and others.

They are also preparing materials related to the Diversity and Inclusion Strategy at STU.

1

13 Unified research, artistic activities and
publication evaluation / appraisal system
preparation:

- Gather best practices from all the
faculties and prepare a draft of an
unified University-wide model (including
providing information about contractual
and legal obligations regarding research,
artistic  activities and  publication
funding).

- Introduction of the unified model draft
to all departments in the form of a
webinar followed by a questionnaire
survey of the inclination (and/or
conditions) of the departments towards
the unified model.

(+/-) 5..
Contractual
and legal
obligations

(+/-) 7. Good
practice in
research

(+/-) 11.
Evaluation/
appraisal
systems

(++) 22.
Recognition of
the profession

First half of
2026

In progress

Vice-Rector
for Science
and Research

Vice-Deans
for Research

Deans

Rector

- At least 2/3 of
heads of
departments (of
each  faculty)
have to pass the
introductory
webinar.

- At least 2/3 of
departments (of
each  faculty)
have to answer
the
questionnaire.

- 100% of vice-
deans for
research have to
attend the



https://www.stuba.sk/sk/stu/akademicke-a-samospravne-organy/pracovna-skupina-pre-rodovu-rovnost.html?page_id=16212
https://www.stuba.sk/sk/diani-na-stu/prehlad-aktualit/prakticke-aspekty-implementacie-politik-rodovej-rovnosti-pozvanka-na-online-prednasku.html?page_id=17050
https://www.stuba.sk/hrs4r/udrzanie-znacky-hrs4r-na-stu/aktivity-projektu/online-prednaska-prakticke-aspekty-implementacie-politik-rodovej-rovnosti.html?page_id=17107
http://stuba.sk/

- Brainstorming session with the vice-
deans for research to improve the draft
according to the conditions of surveyed
departments.

(-/+) 26.
Funding and
salaries

(+/-) 32. Co-
authorship

(+/-) 36.
Relation with
supervisors

brainstorming
session.

Remarks: The Unified System for Evaluating Publishing Activity (including feedback) should work in conjunction
with the unified system for recording publishing activity and feedback across all faculties, which would always
reflect the current applicable legislation. The guideline will be developed in 2026.

14 Unified research, artistic activities
and publication evaluation / appraisal
system guideline:

- Elaboration of a university guideline for
the final unified University-wide model.

- Preparing of an introduction webinar
for all academic staff.

(+/-) 5.
Contractual
and legal
obligations

(+/-) 7. Good
practice in
research

(+/-) 11. .
Evaluation/
appraisal
systems

(++) 22.
Recognition of
the profession

(-/+) 26.

Funding and
salaries

(+/-) 32. Co-
authorship

(+/-) 36.
Relation with
supervisors

First half of
2026

In progress

Vice-Rector
for Science
and Research

Vice-Deans
for Research

Deans
Rector

Legal
department

- At least 50% of
all academic
employees have
to pass the
webinar.

- 100% of heads
of departments
will have to pass
a instructive
webinar.

Remarks: The Unified System for Evaluating Publishing Activity (including feedback) should work in conjunction
with the unified system for recording publishing activity and feedback across all faculties, which would always
reflect the current applicable legislation. The guideline will be developed in 2026.




15 Elaboration of a university guideline | (+/-) 2. Ethical | First half of Vice-Rector - 100%  of
regarding acknowledgement of co- | principles 2026 for Science | academic staff
autorship of doctoral students at the end and Research | will be informed
of their studies to enable the use of their (+/-) 32. (;O- about the
work after they finish their studies (by authorship Legal guideline by e-
. . S . department .
waiving their rights or maintaining their mail.
contact data at the university to keep in .
touch in case their work will be used in - 100% of heads
the future). of. departments
will be
periodically
reminded to
communicate
this guideline to
In progress their  doctoral
students.
Remarks: The guideline will be developed in 2026.
16 Dealing with outdated facilities and | (+/-) 24. Continuously | Rector - Increase in
worrying conditions at the workplace: Working number of
. . ) . conditions In progress Bursar students
- Project ACCORD (Advancing University .
i i Deans (domestic  and
Capacity and Competence in Research), foreign) by 2%

aiming towards boosting the research
infrastructure  of the  university:
https.//ec.europa.eu/regional policy/en
/projects/Slovakia/accord-upgrading-
research-capacity-facilities-at-two-top-
slovak-universities

- STU recently opened a kindergarten for
22 (2 - 6 years old) children of young staff
members.

- Home-office
supervisor).

(after

approval  of

- Increase the
share of former
students joining
the university as
employees by
1%.

- Increase of the
possibility of
sharing of
knowledge and
equipment  of
various

departments /

faculties /
institutions  (in
synergy with
Action 4).

- Increase in

number and
value of
contracts for
work and



https://ec.europa.eu/regional_policy/en/projects/Slovakia/accord-upgrading-research-capacity-facilities-at-two-top-slovak-universities
https://ec.europa.eu/regional_policy/en/projects/Slovakia/accord-upgrading-research-capacity-facilities-at-two-top-slovak-universities
https://ec.europa.eu/regional_policy/en/projects/Slovakia/accord-upgrading-research-capacity-facilities-at-two-top-slovak-universities
https://ec.europa.eu/regional_policy/en/projects/Slovakia/accord-upgrading-research-capacity-facilities-at-two-top-slovak-universities

research by 2%
annually.

Poznamky: The ACCORD project has been completed. The kindergarten is operational. Home office is permitted
for employees based on the Rector's order 1/2023 — PR.

Information transfer regarding the possibility of sharing knowledge and equipment across different parts of
STU through university workshops, aimed at and in support of participation in Horizon Europe program
projects.

The extended version of the reviewed HR Strategy for your organisation for the next 3 years, including
the OTM-R policy must be published on your organisation's website.

Please provide the link to the dedicated webpage(s) on your organisation's web site, multiple links must
be comma separated *:

URL*: https://www.stuba.sk/english/science-and-research/hr-excellence-in-research-
hrs4r.html?page id=16688

URL: https://www.stuba.sk/hrs4r

If your organisation has already filled in the OTM-R checklist in the Initial Phase, please also indicate
how your organisation is working towards / has developed an Open, Transparent and Merit-Based
Recruitment Policy. Although there may be some overlap with a range of actions listed above in the
action plan (as emerged from the Gap Analysis), please provide a short commentary demonstrating the
progress.

Comments on the implementation of the OTM-R principles

Strengthening HR Policies and Research Environment at STU

The Slovak University of Technology in Bratislava (STU) is a leading institution in research and higher
education, committed to fostering an innovative and internationally competitive academic
environment. To ensure a robust legal and institutional framework for research activities, STU adheres
to key legislative acts, including Act No. 131/2002 Coll. on Higher Education, Act No. 365/2004 Coll.
on Equal Treatment, and Act No. 552/2003 Coll. on Performance of Work in the Public Interest.
However, given the evolving demands of research and academic careers, additional institutional
policies are being developed to ensure a structured, transparent, and merit-based approach to
recruitment, career development and research support.

Advancing HR Strategy and Open Recruitment

STU is actively developing a comprehensive HR policy aligned with European standards, particularly
the European Charter for Researchers and the Code of Conduct for the Recruitment of Researchers.
In 2022, the European Commission awarded STU the "HR Excellence in Research" designation,
recognizing its commitment to fair and transparent recruitment. As part of its Human Resources



https://www.stuba.sk/english/science-and-research/hr-excellence-in-research-hrs4r.html?page_id=16688
https://www.stuba.sk/english/science-and-research/hr-excellence-in-research-hrs4r.html?page_id=16688
https://www.stuba.sk/hrs4r
https://saavs.sk/wp-content/uploads/2022/07/ZZ_2002_131_20220425_EN.pdf
https://www.gender.gov.sk/en/files/2012/07/antidiscrimination_act.pdf
https://www.gender.gov.sk/en/files/2012/07/antidiscrimination_act.pdf
https://natlex.ilo.org/dyn/natlex2/r/natlex/fe/details?p3_isn=67705

Strategy for Researchers (HRS4R), STU is working towards fully implementing Open, Transparent, and
Merit-Based Recruitment (OTM-R) policies.

A key initiative under this framework is the creation of a centralized platform for career development,
recruitment, and HR policy tools. This platform will standardize procedures, integrate best practices,
and provide clear career pathways for researchers. Additionally, efforts are underway to increase the
international attractiveness of STU by simplifying recruitment, improving the recognition of
qualifications and offering stable career opportunities for early-stage researchers.

More information about STU's HR policies is available here: STU HR Excellence in Research

Training and Capacity Building

To support the HRS4R strategy, STU recognizes the need for continuous professional development of
HR and administrative staff. The university is organizing specialized training programs focused
on talent acquisition, research management and international collaboration. These training sessions
will be conducted in partnership with institutions such as the Slovak Academic Information Agency,
Matej Bel University, the Slovak Academy of Sciences, and Comenius University.

Additionally, language training in English is being introduced for administrative personnel to facilitate
better communication with international researchers and students, further strengthening STU’s
global engagement.

Enhancing Research Infrastructure and Support

STU is making significant investments in research infrastructure to enhance working conditions for
scientists and engineers. The university is taking key steps to:

e Improve access to research funding through grant databases and advisory services.

o Enhance research mobility and international collaboration by fostering industry and academic
partnerships worldwide.

e Strengthen intellectual property protection and support commercialization of research
results.

Conclusion

STU remains dedicated to creating a research-friendly environment that attracts top talent and fosters
innovation. By refining HR policies, enhancing recruitment transparency and investing in staff
development, the university is positioning itself as a leading European research institution. Through
ongoing improvements in infrastructure, internationalization and career support, STU continues to
drive advancements in science, technology and engineering, ensuring a sustainable and competitive
future for its academic community.

Ideally, the extended version of the reviewed OTM-R policy and actions should be published on your
organisation's website.

Please provide the web link to the OTM-R dedicated webpage(s) if it is different than the one where
the reviewed HR Strategy is located. Multiple links must be comma separated.


https://www.stuba.sk/english/science-and-research/hr-excellence-in-research-hrs4r.html?page_id=16688

URL:

https://www.stuba.sk/buxus/docs/stu/pracoviska/rektorat/odd veda vyskum/HRS4R/HRS4R Form

EURAXESS OTM-R Checklist 2.pdf

Implementation process

Checklist

* Detailed description and duly justification

How have you prepared the
internal review?

The internal review process for the Human Resources Strategy
for Researchers (HRS4R) at the Slovak University of Technology in
Bratislava (STU) was meticulously planned and executed to
ensure alignment with the European Charter for Researchers and
the Code of Conduct for the Recruitment of Researchers. This
review aimed to assess the current state of human resource
policies, identify areas for improvement and establish a
foundation for a transparent, inclusive and merit-based academic
environment.

1. Establishing the Internal Review Framework

The first step in preparing the internal review was to define its
scope, methodology and objectives. The process was structured
around the key pillars of HRS4R, including:

e Ethical and Professional Aspects

e Recruitment and Selection (OTM-R Principles)
e Working Conditions and Social Security

e Training and Career Development

A Steering Committee was established, comprising university
leadership, faculty representatives, HR specialists and
researchers at different career stages. This committee was
responsible for overseeing the review, ensuring compliance with
the HRS4R principles and coordinating feedback collection.

2. Data Collection and Stakeholder Consultation

To gain a comprehensive understanding of STU’s HR practices,
quantitative and qualitative data were gathered from multiple
sources:

e Surveys and Questionnaires to assess experiences and
challenges related to human resources policies.

e Group discussions and Interviews with key stakeholders,
including early-career and senior researchers,
department heads and human resources
representatives.

e Institutional Policy Review: Examined STU’s existing
regulations, recruitment procedures and career



https://www.stuba.sk/buxus/docs/stu/pracoviska/rektorat/odd_veda_vyskum/HRS4R/HRS4R_Form___EURAXESS_OTM-R_Checklist_2.pdf
https://www.stuba.sk/buxus/docs/stu/pracoviska/rektorat/odd_veda_vyskum/HRS4R/HRS4R_Form___EURAXESS_OTM-R_Checklist_2.pdf

development strategies in comparison to HRS4R
standards.

e Benchmarking Against Best Practices: Reviewed policies
of leading Slovak and European universities that have
successfully implemented HRS4R.

3. Identifying Gaps and Areas for Improvement

Based on the collected data, a Gap analysis was performed to
compare STU’s existing HR practices against the principles of the
Charter and Code. Key findings included:

e Strengths: Transparent selection procedures, growing
gender balance in decision-making bodies and strong
research ethics policies.

e Weaknesses: Need for a more unified OTM-R strategy,
better career development opportunities and
improvements in work-life balance support for
researchers.

4. Developing an Action Plan

To address the identified gaps, a structured Action Plan was
drafted, outlining specific measures, responsible units and
timelines for implementation. This included:

e Enhancing international recruitment efforts through
EURAXESS.
e Providing targeted HR and ethics training programs.

e Improving researcher career support services..
5. Validation and Submission

The Internal Review report and Action plan were presented to
university leadership and validated through open discussions.
Following approval, the documents were submitted to the
European Commission as part of STU’s HRS4R implementation
process.

By conducting a thorough Internal Review, STU has laid the
foundation for a transparent, inclusive and competitive research
environment in line with European standards.

How have you involved the
research community, your main
stakeholders, in the
implementation process?*

The successful implementation of the Human Resources Strategy
for Researchers (HRS4R) at the Slovak University of Technology in
Bratislava (STU) has been heavily dependent on the active
participation of the research community and key stakeholders.
Recognizing that an effective and sustainable human resource
strategy must be collaborative and inclusive, STU has ensured




that researchers, faculty members, administrative staff and
external partners play a central role throughout the process.

1. Establishing a Participatory Governance Structure

To facilitate meaningful engagement, STU established several
key committees to oversee the implementation of HRS4R,
ensuring that different perspectives were represented:

e The Steering Committee for HRS4R Implementation,
composed of  university leadership, faculty
representatives and HR experts, was responsible for
setting the strategic direction.

e The Monitoring Committee, consisting of Vice-Deans for
Science and Research, was tasked with reviewing
progress and ensuring compliance with HRS4R
principles.

e Faculty-Level Working Groups, including early-stage and
senior researchers, were <created to tailor
implementation efforts to the unique needs of each
faculty.

These committees provided a structured mechanism for
researchers and stakeholders to actively contribute to
decision-making, ensuring that the strategy was not imposed
top-down, but co-created by those directly affected.

2. Conducting Surveys and Stakeholder Consultations

To assess the needs, concerns and expectations of the research
community, STU conducted university-wide surveys targeting
researchers at all career stages. These surveys focused on key
areas such as:

e Recruitment and selection procedures

e Career development and training opportunities
e Working conditions and work-life balance

e Research ethics and intellectual property rights

The feedback obtained was crucial in identifying gaps in existing
policies and in shaping the university’s Action Plan.

3. Integrating Feedback into Policy Development

The input from researchers and stakeholders was not merely
collected but actively integrated into policy revisions and
strategic initiatives. For example:

e OTM-R (Open, Transparent and Merit-Based
Recruitment) procedures were refined to ensure greater
clarity and accessibility for international applicants.




e Training programs on research ethics, intellectual
property and career development were introduced
based on the expressed needs of researchers.

e Work-life balance measures, such as flexible working
conditions, were considered to support researchers with
family responsibilities.

By closing the feedback loop, STU demonstrated its commitment
to creating an HR strategy, that genuinely reflects the needs of its
research community.

4. Engaging External Stakeholders for Best Practices

Beyond internal engagement, STU collaborated with external
institutions, such as the Slovak Academy of Sciences, Comenius
University and the Slovak Academic Information Agency (SAIA) to
exchange best practices and insights on researcher career
development and HR policies.

Conclusion: By actively involving the research community and
stakeholders, STU has ensured that its HRS4R implementation
process is inclusive, transparent and aligned with the real needs
of its researchers. This participatory approach has not only
improved policy effectiveness, but has also strengthened the
university’s research culture, positioning STU as a more attractive
institution for researchers both locally and internationally.

Do you have an implementation
committee  and/or  steering
group regularly overseeing
progress?*

Implementation Committee and Steering Group at STU

The Slovak University of Technology in Bratislava (STU) has
established a robust governance structure to oversee the
progress of the Human Resources Strategy for Researchers
(HRS4R) implementation. This structure consists of two key
bodies: the Steering Committee for HRS4R Implementation and
the Monitoring Committee, both of which play vital roles in
ensuring the effective and timely execution of the HRS4R action
plan.

1. Steering Committee for HRS4R Implementation

The Steering Committee is the primary decision-making body
responsible for overseeing the entire implementation
process. The committee is composed of senior members of
STU’s management, including:

e Rector of STU
e Vice-rectors

e Heads of key administrative units (e.g. HR Department,
Research Office)




e Representatives from faculties

This group meets regularly (at least once every semester) to
review progress, assess challenges and provide strategic
guidance. They are responsible for ensuring that the objectives
outlined in the HRS4R action plan align with the broader goals of
the university and that resources are effectively allocated to
meet the targets set. The Steering Committee also provides
oversight of policy development, ensuring that the policies
related to researcher recruitment, career development and
working conditions are implemented in line with HRS4R
principles.

2. Monitoring Committee for HRS4R

The Monitoring Committee is composed of the Vice-Deans for
Science and Research from each faculty within STU. This group
plays a critical role in ensuring the implementation is aligned with
the specific needs of each faculty while adhering to university-
wide goals. The committee meets regularly (at least quarterly) to:

e Monitor the progress of action plan execution at the
faculty level.

e Share best practices and gather feedback from faculty
members and researchers.

e Identify emerging challenges and recommend solutions.

e Ensure that faculty-specific actions are progressing in
line with the overall university strategy.

The Monitoring Committee serves as a crucial link between the
central management and individual faculties, facilitating effective
communication and ensuring that the Action Plan s
implemented consistently across the entire university.

3. Integration with University Governance

The work of both the Steering and Monitoring Committees is
integrated with STU’s broader governance structure, ensuring
that HRS4R priorities are aligned with the university’s strategic
goals. The university’s leadership is actively involved in the
implementation process, with regular reports presented to the
University Senate and other university bodies. This ensures that
HRS4R remains a top priority in STU’s long-term development.

The Steering Committee and Monitoring Committee work
together to ensure that HRS4R principles are not only integrated
into the university’s strategy, but are actively promoted and
adhered to at all levels of the institution.




Through these structured and well-coordinated efforts, STU
ensures that the HRS4R implementation process remains
transparent, dynamic and aligned with the evolving needs of
researchers and the broader academic community at the
university.

Is there any alignment of
organisational policies with the
HRS4R? For example, is the
HRS4R recognized in the
organisation’s research strategy,
overarching HR policy*

Alignment of Organisational Policies with HRS4R at STU

The Slovak University of Technology in Bratislava (STU) is
committed to aligning its organisational policies with the Human
Resources Strategy for Researchers (HRS4R) to foster a high-
quality research environment and enhance the career
development of researchers. The university integrates HRS4R
principles into its research strategy, HR policies and institutional
governance.

Integration of HRS4R in Research Strategy

STU’s research strategy prioritizes open, transparent and merit-
based recruitment (OTM-R), ethical research conduct and career
development. The university supports interdisciplinary research,
international collaboration and equal opportunities for
researchers at all career stages.

HRS4R principles are embedded in:

e STU’s Long-Term Development Plan, which includes
policies for attracting and retaining top research talent.

e Institutional support for researchers, including research
grants, career development programs and access to
cutting-edge research infrastructure (Research Services
at STU).

e Ethical research standards, reinforced through the STU
Code of Ethics and the STU Ethics Committee, ensuring
compliance with international best practices (STU Ethics
Committee).

Alignment with Human Resources Policies

STU systematically integrates HRS4R principles into its

overarching HR policies, focusing on:

e Standardizing recruitment processes across faculties,
ensuring transparency and equal opportunities (STU
Recruitment Policy).

e Enhancing career progression frameworks, including
structured evaluation criteria and professional
development programs.

e Promoting gender equality and inclusion, as outlined in
the Gender Equality Plan (Gender Equality Plan at STU).




STU has also established a centralized HR platform to streamline
recruitment, mobility and professional growth, ensuring
compliance with European standards.

Institutional Oversight and Continuous Improvement
To monitor the implementation of HRS4R, STU has established:

e A Steering Committee responsible for supervising
progress and aligning university policies with HRS4R.

e A Monitoring Committee, composed of Vice-Deans for
Science and Research, ensuring continuous assessment
and refinement of policies.

e Regular internal evaluations to enhance recruitment
processes, career support, and working conditions for
researchers.

Future Steps

STU remains dedicated to strengthening its alignment with
HRS4R by:

e Expanding training programs for researchers and HR staff
(Institute for Lifelong Learning at STU).

e Strengthening international research mobility and
interdisciplinary cooperation.

e Enhancing support for young researchers, including
mentoring programs and postdoctoral opportunities.

By embedding HRS4R into its core policies, STU reaffirms its
commitment to fostering a dynamic, inclusive and internationally
competitive research environment.

How did your organization
ensure that the proposed
measures will be implemented?

Ensuring the Implementation of Proposed Actions at STU

The Slovak University of Technology in Bratislava (STU) is
committed to the systematic implementation of the Human
Resources Strategy for Researchers (HRS4R) by aligning its
institutional policies, recruitment processes and professional
development initiatives with its principles. STU ensures the
effective execution of proposed actions through structured
oversight, continuous assessment and active stakeholder
engagement.

1. Governance and Oversight Mechanisms

STU has established dedicated governing bodies to oversee and
coordinate the implementation of HRS4R principles:

e The Steering Committee, composed of university
leadership, supervises the implementation of planned
actions, ensuring compliance with the university’s
strategic goals.




e The Monitoring Committee, comprising Vice-Deans for
Science and Research, regularly evaluates progress,
identifies challenges and suggests necessary
adjustments.

e The STU Ethics Committee oversees the implementation
of ethical research principles (STU Ethics Committee).

2. Integration into Institutional Policies

STU ensures that HRS4R principles are embedded in key policies,
making their implementation a part of daily university
operations:

e Recruitment and HR Policy: STU has aligned its hiring
procedures with the principles of Open, Transparent, and
Merit-Based Recruitment (OTM-R) (STU Recruitment
Policy).

e Career Development Support: Researchers have access
to professional growth opportunities through structured
mentorship programs and training initiatives (Institute
for Lifelong Learning at STU).

e Feedback Collection: Researchers and academic staff are
encouraged to provide input through consultations,
surveys, and working groups.

e Performance Metrics: The university tracks key
performance indicators (KPIs) to measure success in
recruitment, research output, and researcher
satisfaction.

3. International Collaboration and Best Practices

STU collaborates with European and national institutions to
benchmark progress and adopt best practices in HR policy and
research management. The university is actively engaged in
knowledge-sharing with organizations such as the Slovak
Academy of Sciences and Comenius University to refine its
implementation strategy.

4. Future Commitments
Moving forward, STU will:

e Expand support for early-career researchers and
postdoctoral scholars.

e Strengthen international research mobility programs.

e Further simplify administrative processes to reduce
bureaucratic burdens for researchers.

By embedding HRS4R principles into its core policies and
governance structures, STU ensures that proposed actions are




systematically implemented, fostering a supportive and
competitive research environment.

How are you
progress (timeline)?*

monitoring

Monitoring Progress of HRS4R Implementation at STU

The Slovak University of Technology in Bratislava (STU) ensures
the systematic monitoring of the Human Resources Strategy for
Researchers (HRS4R) through a well-defined framework that
integrates timelines, key performance indicators (KPls) and
institutional oversight mechanisms. This structured approach
guarantees that all actions are implemented efficiently and in
alignment with the university’s broader strategic goals.

1. Monitoring Progress of HRS4R Implementation at
STU

STU has established two key bodies responsible for overseeing
the implementation of HRS4R:

e The STU Steering Committee for HRS4R Implementation
— Composed of senior university management, including
representatives from faculties, research centers and the
HR department, this committee meets regularly to
oversee progress and ensure alignment with strategic
goals.

e The Monitoring Committee for HRS4R — Consisting of
Vice-Deans for Science and Research from STU faculties,
this committee ensures faculty-level coordination and
feedback collection, addressing challenges and
proposing necessary adjustments.

2. Structured Timeline and Milestones

The implementation timeline is structured in semester-based
cycles, allowing for continuous assessment and flexibility in
addressing emerging needs. Key milestones include:

e Short-term (0-12 months):
o Updating recruitment policies.
o Improving communication of HR processes.
o Integrating HRS4R principles into faculty-level
governance.

e Medium-term actions (1-3 years):
o Fullintegration of HRS4R principles into recruitment
and career development policies.
o Expansion of training programs, mentorship
initiatives, and international mobility opportunities.
o Implementation of measures supporting work-life
balance, diversity and inclusion.




e Long-term actions (3+ years):

o Continuous monitoring and optimization of policies
based on feedback and impact assessment.

o Strengthening international research collaboration
and researcher mobility programs.

o Achieving institutional recognition under the
European HR Excellence in Research Award.

o Ensuring sustainable implementation through policy
adjustments.

3. Performance Indicators and Reporting

To measure progress, STU utilizes a set of key performance
indicators (KPls), including:

e Recruitment Metrics: Percentage of job openings
published on EURAXESS (STU Job Openings), average
time-to-hire and applicant diversity.

e Training and Development: Number of researchers
completing training in research ethics, project
management and leadership (STU Research Training).

e Internationalization Efforts: Increase in foreign
researcher hires, participation in mobility programs and
number of international collaborations.

e Diversity and Inclusion: Progress in implementing the
Gender Equality Plan (GEP) (STU Gender Equality).

4. Feedback and Continuous Improvement

STU actively engages stakeholders—researchers, faculty,
administrative staff and external partners—through:

e Annual surveys and feedback sessions to assess
awareness and impact of HRS4R policies.

e Regular meetings with faculty representatives to address
concerns and gather insights on best practices.

e Public reporting of progress on the university website
and in institutional reports to ensure transparency.

By maintaining a structured monitoring framework, STU ensures
the continuous and effective implementation of HRS4R, aligning
with its long-term commitment to fostering a high-quality
research environment.

How will you measure progress
(indicators) in view of the next
assessment?*

Measuring Progress of HRS4R Implementation at STU

The Slovak University of Technology in Bratislava (STU) will
measure the progress using a comprehensive set of indicators,
aligned with both HRS4R principles and STU's strategic
objectives. These indicators are designed to assess the successful




integration of HRS4R within our organizational practices and to
highlight areas for further enhancement.

1. Recruitment and Career Development Metrics

To ensure that recruitment procedures align with Open,
Transparent, and Merit-Based Recruitment (OTM-R), we will
track the following:

e Percentage of job openings published on EURAXESS: A
key indicator to measure the visibility of research job
opportunities to both local and international applicants.
We aim for 100% of relevant openings to be published
on EURAXESS by the next assessment.

e Time-to-hire: Monitoring the average time between
posting a job and finalizing a recruitment process. A
reduction in this timeframe would indicate
improvements in our recruitment process efficiency.

e Diversity of applicants and hires: Tracking the diversity of
applicants and hired researchers to ensure that our
recruitment process fosters inclusivity and supports
equal opportunities for all applicants, including
international researchers and marginalized groups.

2. Researcher Training and Development Indicators

To assess the effectiveness of our training and development
programs, we will track:

e Number of researchers attending training: We will
monitor participation rates in relevant researcher
training programs such as ethics, intellectual property
and career development workshops. Our target is to
have at least 70% of researchers engage in at least one
professional development activity per year.

e Quality of training feedback: Post-training evaluations
will be used to assess the quality and relevance of the
programs offered. We aim for an average satisfaction
rate of 80% or higher from participants.

e Impact of career development initiatives: The number of
researchers promoted or successfully transitioning into
leadership roles or high-level research positions,
indicating the effectiveness of our development
programs.

3. Gender Equality and Work-Life Balance Metrics

We are committed to promoting gender equality and improving
work-life balance for researchers. Progress will be measured
through:




e Gender distribution in research positions: Monitoring
the percentage of female researchers at different career
stages (doctoral, postdoctoral and faculty levels). We aim
for a steady increase in the representation of women in
senior academic and research positions.

e Parental leave usage: Tracking the number of researchers
who utilize parental leave and flexible work
arrangements, ensuring that family life is supported
alongside academic and professional responsibilities.

e Work-life balance surveys: Conducting biennial surveys
to gauge researchers’ satisfaction with work-life balance
policies and identifying areas for improvement.

4. Ethical Standards and Intellectual Property

Ensuring adherence to research ethics and protecting intellectual
property (IP) are critical components of HRS4R. Indicators will
include:

e Training in research ethics and IP: We will measure the
percentage of researchers who receive training in these
areas, with a target of 90 % participation in mandatory
ethics courses.

e Number of IP rights filed: Tracking the number of patents
or intellectual property agreements initiated by
researchers, indicating successful engagement with
innovation and knowledge transfer.

How do you expect to prepare
for the external review?*

At the Slovak University of Technology in Bratislava (STU), we
understand the importance of preparing thoroughly for the
external review of our implementation of the Human Resources
Strategy for Researchers (HRS4R). This review provides an
opportunity to evaluate our progress, identify areas for
improvement, and reaffirm our commitment to the principles
outlined in the Charter and Code of Conduct.

Our preparation involves several key steps: data collection,
stakeholder engagement, internal evaluation and strategy
refinement.

Data Collection and Documentation:

A primary component of our preparation will be ensuring that all
necessary documentation is up to date and readily available. This
includes gathering comprehensive data on the implementation
of HRS4R, such as progress on recruitment, career development
programs, training initiatives and ethical standards.




Stakeholder Engagement:

To ensure transparency and align our strategies with stakeholder
expectations, we will involve key stakeholders, including
researchers, faculty members and administrative staff, in the
review preparation process. Engaging these groups through
meetings, surveys and workshops will provide invaluable insights
into the strengths and challenges of our HRS4R implementation.
Their feedback will help us refine our strategies and ensure that
our actions reflect their needs and contribute to the university’s
research environment.

Internal Evaluation and Progress Monitoring:

STU has established a comprehensive monitoring framework,
which includes periodic reviews by the Steering Committee,
which evaluates whether the planned actions are being carried
out effectively. Prior to the external review, we will carry out a
thorough internal assessment to confirm, that all required
actions have been fulfilled and to identify any areas that still need
attention or improvement. This internal evaluation will offer a
chance for reflection and will enable us to make necessary
adjustments to our action plan before the external review takes
place.

Strategic Refinement:

Based on internal evaluations and stakeholder feedback, we will
refine our action plan, which may involve adjusting recruitment
strategies, enhancing career development support, or improving
training programs for researchers. Our aim is to present a clear,
cohesive plan that reflects both our achievements and our
commitment to continuous improvement.

Timeline:

We have established a clear timeline for preparing for the
external review, with milestones that align with key review dates.
This timeline will guide the collection of data, stakeholder
consultations and the final preparation of documents and reports
to be submitted to the external reviewers.

Communication with External Reviewers:

Finally, we will maintain open communication with the external
review panel to ensure they have all the information they need
to assess our progress. This will include providing them with
background on our efforts to align with HRS4R, as well as
addressing any specific concerns or questions they may have in
advance of the review process.




In summary, STU is committed to a thorough and transparent
preparation process for the external review of our HRS4R
implementation. By focusing on data collection, stakeholder
engagement, internal evaluation, strategic refinement and clear
communication, we aim to demonstrate the significant progress
we have made and our dedication to continuous improvement in
research and career development for our researchers.

Additional remarks/comments about the proposed implementation process:

The proposed action plan will be implemented over the next two years, following which it will be
revised to remove any inconsistencies and shortcomings.



