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TEMPLATE 4: ACTION PLAN – Internal review  

Case number: 2019CZ470335 

Name Organisation under review: Masaryk University – Faculty of Economics and Administration  

Organisation’s contact details: Lipová 41 a, 602 00 Brno – Pisárky, Czech Republic, petra.jezova@econ.muni.cz 

SUBMISSION DATE: 12/5/2026 

 

 

1. ORGANISATIONAL INFORMATION  
Please provide a limited number of key figures for your organisation. Figures marked * are compulsory. 

STAFF & STUDENTS FTE 

Total researchers = staff, fellowship holders, bursary holders, PhD. students either full-time or part-time involved in research 120,6 

Of whom are international (i.e. foreign nationality) 35,8 

Of whom are externally funded (i.e. for whom the organisation is host organisation) 14,8 

Of whom are women 41,4 

Of whom are stage R3 or R4 = Researchers with a large degree of autonomy, typically holding the status of Principal Investigator or Professor 35,5 

Of whom are stage R2 = in most organisations corresponding with postdoctoral level 71,4 

Of whom are stage R1 = in most organisations corresponding with doctoral level 13,7 

Total number of students (if relevant) 2788 

Total number of staff (including management, administrative, teaching and research staff) 207,1 

RESEARCH FUNDING (figures for most recent fiscal year) € 

Total annual organisational budget 13 777 064 

Annual organisational direct government funding (designated for research 1 599 121 

Annual competitive government-sourced funding (designated for research, obtained in competition with other organisations – including EU funding) 2 713 643 

https://euraxess.ec.europa.eu/my/hrs4r/470335
mailto:petra.jezova@econ.muni.cz
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 Annual funding from private, non-government sources, designated for research 87 187 

ORGANISATIONAL PROFILE (a very brief description of your organisation, max. 100 words) 

The Faculty of Economics and Administration of Masaryk University was established in 1991 as the first faculty founded after the Velvet Revolution. Today, it provides 
economic education in Czech, English, and French, and in the fields of economics and econometrics it ranks among the top faculties in the world according to the QS World 
University Rankings. In 2025, it became a member of EFMD Global. 
Its organizational structure consists of five departments and two education units. The recently established Institute for Health Economics, Policy and Innovation (HEPII) 
focuses on cutting-edge research with real impact on healthcare systems and on educating future leaders in health economics and policy. 
 

 

2. 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. 

Note: Click on the name of each of the four thematic headings of the Charter & Code to open the editor and provide your answers in the Internal Review for 
Interim Assessment dedicated section. 

 

ETHICAL AND PROFESSIONAL ASPECTS 

 Renewal Phase 2026 

During 2023–2025, ethics at the faculty were significantly strengthened through tools supporting a safe and professional environment. Measures focused 
on preventing inappropriate behaviour and raising awareness of ethical principles in work, teaching, and research. Despite overall improvement, 
challenges remain in publication ethics, communication, and feedback, especially for early-career academics. 
 
Strengths: 

• A new Code of Ethics has been issued, applicable to all MU employees and students; familiarization takes place during onboarding and through the 
“Familiarization with Regulations” application.  
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• At the university level, the position of Ombudsperson and the Office for the Protection of Rights have been established; the faculty has two contact 
persons for reporting inappropriate behavior and sexual harassment.  

• A statement on Close Relationships in Academia has been issued, addressing ethically complex situations such relationships may create.  

• The “Safe and Respectful Faculty” website has been launched, providing comprehensive information on ethics, personal and social safety, and equal 
opportunities.  

• Employees can complete an e-course on Social Safety in the Academic Environment; the course is now a mandatory part of the onboarding process.  

• Ongoing awareness-raising activities address ethical and professional aspects of work, intellectual property, and research data management. Newly 
available e-courses include: Intellectual Property and Technology Transfer, Ethics and Strategies for Using AI in Teaching, and Personal Data 
Processing and Protection.  

• The evaluation system is fully functional, linked to annual remuneration, and reflects goals across all areas of academic activity as well as individual 
personal development plans. Regular meetings with heads of academic units take place prior to evaluations, and the system is adjusted based on 
current faculty needs.  

• Teaching statistics and supervision of theses are used in evaluations; the ResearchComp tool is also available for self-assessment of research 
competencies. Emphasis is placed on viewing evaluation as a tool for preventing workplace issues.  

• The remuneration directive is being updated to allow variable salary components to be tied to performance (one-year personal bonuses reflecting 
annual evaluation results).  

• Standardized rules are in place and used for the employment and remuneration of staff starting and completing work on projects.  

• Standardized rules for rewarding publications have been established and are applied.  

• An equal opportunities audit has been conducted, and the faculty Gender Equality Plan (GEP ECON MUNI 2025–2028) has been developed and is 
being implemented alongside the MU GEP 2025–2028. Equal opportunities are reflected in newly issued and updated internal regulations and 
policies.  

• Information on ethical and gender issues is continuously updated on the employee portal and supplemented with faculty-specific details.  

• The Faculty Career System has been approved and implemented, defining typical career paths for academic staff, including requirements for 
individual positions and employment conditions.  
 

Weaknesses: 

• Although quantitative data indicate significant improvement in ethics and professional aspects of scientific work, some open-ended responses 
suggest that challenges in publication ethics may still persist. 

• Employees report insufficient awareness of new procedures and contact persons for handling difficult situations. 
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• There is room for improvement in communicating the evaluation process and providing feedback, particularly for R1 and R2 positions and newly hired 
staff. 

 

RECRUITMENT AND SELECTION  

Renewal Phase 2026 

The recruitment and selection process at ECON MUNI is fully functional and professionally managed, enabling the faculty to attract high-quality 
candidates from the Czech Republic and abroad, and there has been a significant shift toward greater professionalisation, digitalisation, and openness to 
international applicants, supported by clearer rules, a defined career system, and systematic use of data and feedback. The proposed activities therefore 
focus mainly on maintaining and further improving the current state. The Net Promotion Score obtained from applicant surveys is 56. 
 
Strengths: 

• The MU Regulations on Competitive Selection Procedures and the Job Catalogue have been revised; new positions of Lecturer III and IV and 
Researcher – Postdoc have been introduced. 

• A directive and methodology for knowledge security in HR processes have been issued and implemented. 

• The Faculty Career System has been issued – it defines requirements for individual positions and enables explicit setting of selection criteria for each 
role. 

• Faculty rules, methodologies, and templates for recruitment procedures have been updated with respect to the principles of diversity and a flexible 
working culture. 

• Recruitment for academic positions and project-based research roles focuses on attracting international experts who bring new know-how and foster 
international collaboration. 

• The quality of recruitment procedures is regularly evaluated through questionnaires or telephone interviews with applicants – feedback is used to 
further improve the process. 

• The internal recruitment application JOBS.MU is continuously enhanced with new functionalities and integrated with the external application Teamio 
(the largest job portal Jobs.cz). 

• Newly available data warehouses make it possible to track trends in recruitment and selection and continuously evaluate the process. 

• Onboarding has been digitized and expanded to all employees regardless of contract type, including international staff. The topics covered are 
regularly updated. 

• Fixed four-year terms have been introduced for leadership positions among academic staff (heads of departments and education units). 
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• In 2024, the MU career website was restructured, website analytics were implemented, a candidate database (CV bank) was created, a newsletter for 
job applicants was launched, and the “Job of Your Life” campaign was introduced. 

• MUNI HR Day is held annually for the HR community, employees, students, and external partners, covering current trends (labour market data, 
recruitment, onboarding, etc.). 

• A working group for new employees meets regularly, and the HR community is trained in the use of AI in recruitment and in the psychological 
aspects of recruitment and onboarding. 

Weaknesses: 
• There is no adaptation process for new managers or for parents returning from maternity/parental leave.  
• With the increasing number of international employees and students, greater attention needs to be paid to strengthening intercultural competencies 

that support mutual understanding and effective collaboration. 
 

 

WORKING CONDITIONS 

Renewal Phase 2026 

In working conditions, the measures introduced have significantly improved transparency, process consistency, workforce planning, and support for 
career development and work–life balance. However, there is still room to improve awareness of complaint procedures, support for early-career 
researchers, and internal communication when introducing new processes. 
 
Strengths: 

• The Faculty Career System has been introduced, defining career management principles, including conditions for transitions to permanent contracts. 
Rules for advancement to academic positions are currently being updated. 

• Preparations are underway for a career counselling system and training of career advisors, while a university methodology supporting career growth 
and employee development is under review. 

• Leadership roles now have fixed four-year terms, creating space for development and career progression.  

• A directive on job systemization has been implemented to support workforce planning and salary management. 

• Onboarding has been expanded to all employees, ensuring equal access to information, and an offboarding process with exit interviews and regular 
data evaluation has been established. 
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• Teaching load regulations have been introduced and are regularly evaluated, helping managers balance workloads and assess performance. As a 
result, the perceived teaching workload has significantly decreased.  

• As of June 2026, bachelor’s theses have been replaced by an Alternative Final Project, and the role of opponent/reviewer has been abolished.  

• Administrative burden is being reduced through digitalization of processes such as signatures, payroll documentation, agreements, and offboarding. 

• The Faculty Diversity and Flexibility Strategy has been implemented, including rules for flexible work and caregiving-related breaks. 

• A contact person (coordinator) has been designated for employees temporarily interrupting their work; a Maternity and Parental Leave application 
has been launched, and benefits have been adapted for caregivers.  

• A children’s corner has been established for parents with children, and childcare group capacities have been expanded at the university level.  

• Gender representation in faculty leadership remains balanced (4:3).  

• At the university level, a Gender Equality website has been launched, gender-sensitive data are being collected (data warehouses), and the faculty 
offers courses with a gender focus.  

• A university-wide Wellbeing Strategy is being prepared, with approval planned during 2026.  

• The Talent ECON MUNI program has been launched (pilot phase focused on women to strengthen confidence and experience sharing); a university-
level discussion on Talent Management is ongoing, and a working group has been established.  

• The lecturer position has been strengthened – Lecturer III and IV roles have been introduced at the university level.  

• Rules have been established for sabbaticals (creative leave) and remuneration of academic staff during such leave, publication rewards, and 
employment and remuneration of PhD students (at ECON MUNI, doctoral income is higher than required by legislation).  

• A university-level discussion on sabbaticals for non-academic staff has been initiated.  

• Employees are continuously informed about new strategic documents via newsletters and the “Familiarization with Regulations” application.  
 
Weaknesses: 

• Awareness of complaint procedures and contact persons remains low.  

• Survey results indicate an opportunity for stronger support for early-career researchers, for example through clearly defined contact points at the 
start of their careers. 

• There are still gaps in internal communication and information sharing when introducing new processes. 
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TRAINING AND DEVELOPMENT 

Renewal Phase 2026 

The faculty has made strong progress in staff development, especially through expanded e-learning, more systematic training, increased participation, 
and stronger support for PhD candidates and leadership development. These measures are improving skills, efficiency, and service quality, and are 
expected to strengthen supervision, PhD completion rates, and gender balance in leadership. However, further improvement is needed in strategic 
coordination, integration of development activities, and perceived support for R1 and R2 staff. 
 
Strengths: 

• Expansion of educational offerings focusing on work–life balance, social and psychological safety, cybersecurity, and AI, supported by online learning 
platforms such as SEDUO. 

• Strengthened e-learning portfolio in cooperation with the Rector’s Office, including courses on social safety, intellectual property, AI, employee 
evaluation, and cybersecurity; selected courses are integrated into onboarding. 

• Individual development plans are part of annual evaluations, and managers now have an overview of completed training within their teams.  

• Systematic collection of training needs at the faculty level improves planning and alignment with university-wide offerings 

• The Talent ECON MUNI program has been piloted to prepare participants for leadership roles and to develop their potential.  

• A new MU internal learning platform is being piloted and gradually expanded, with faculty involvement in pilot testing. 

• Training for new teachers and the Community of Active Teachers support teaching quality and pedagogical skills development. 

• CERPEK has been refocused on pedagogical skills, while soft skills and management training are coordinated with the Rector’s Office (in close 
coordination with the faculty’s L&D coordinator). 

• Staff participation in training has increased significantly, from 38 participants in 2022 to 73 in 2026, with the highest participation across MU in 2025. 

• Researchers benefit from individual research budgets supporting high-quality outputs.  
 

PhD studies: 

• Support for PhD candidates is expanding, including e-learning FRESHERS courses and additional training via the Scientific Information Centre. 

• University-wide events (MUNI PhD Day and MUNI PhD Career Days) provide guidance on study requirements and careers. 

• Preparation of a Summer School of Research Competencies is underway to strengthen methodological and professional skills. 

• A dedicated PhD MUNI website and employee portal section Research and Projects improve access to information. 

• A methodological guideline standardises dissertation requirements. 

• A university-wide supervisor training concept is being developed. 
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Weaknesses: 

• No clear annual or multi-year plan for development activities aligned with faculty priorities.  

• Limited coordination and integration of activities across faculty and university levels to maximize the use of available resources.  

• Survey results indicate that a significant share of R1 and R2 staff report insufficient support for education and career development. 

 

Have any of the priorities for the short – and medium term changed? (max 500 words) 

The faculty’s priorities remain unchanged and are based on the Action Plan 2023–2025. Emphasis has been placed on work–life balance, effective planning 
and use of capacities, strategic management of units (systemization, career system), and a safe working environment. Regarding PhD students, the priority 
has been to ensure adequate remuneration in line with legislation. 
 
Have any of the circumstances in which your organisation operates, changed and as such have had an impact on your HR strategy? (max 500 words) 

No major changes have occurred. In 2024, the dean was elected, and there were changes in the composition of the faculty leadership at the vice-dean level. 
A new position of Vice-Dean for Strategy was established, while the position of Vice-Dean for Quality and Lifelong Learning was abolished. Its agenda was 
transferred to the Vice-Dean for Studies and the Vice-Dean for Internationalization. The overall staffing of the faculty leadership otherwise remained 
unchanged. 

The HR Award continues to be part of the ECON MUNI Strategic Plan 2021–2028 and is reflected in the activities of the annual implementation plans (in 
human resources management). 

Are any strategic decisions under way that may influence the action plan? (max 500 words) 

In 2028, the dean’s term of office will end, and a new faculty leadership will be elected. At the same time, a new ECON MUNI Strategic Plan for 2029–2036 
will be prepared, building on the MU Strategic Plan and reflecting its mission, values, vision, and priorities, which are also expected to evolve. 

We expect that employee care and maintaining the HR Excellence in Research Award will remain key priorities. However, changes in university priorities 
may occur and could be reflected in a different emphasis on selected activities and topics. 
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3. ACTIONS  

Please consult the list of all actions you have submitted as part of your HR strategy. Please add to the overview the current status of these actions as well as 
the status of the indicators. If any actions have been altered or omitted, please provide a commentary for each action. You can also add new objectives. 
Note: Choose one or more of the principles automatically retrieved from the GAP Analysis with their implementation ratings new/in progress/ completed/ 
extended. 

 
 

 Proposed ACTIONS  
  

GAP 
Principle
(s)  

Timing (at least 
by year’s 
quarter/ 
semester)  

Responsible Unit Indicator(s) /  
Target(s) 
  

• Ethical and professional aspects 

1. Raising awareness about the content of the Code of Ethics 
and basic processes and research documents. 

a) Implementation of trainings and workshops for new and 
existing employees and Ph.D. students in the areas of the 
ethical and professional aspects of work, intellectual 
property, the management of research data and research 
results, project administration and project financing. 

b) Updated information on the faculty website.      

2, 4, 5, 6, 
8, 9 
 

Q2/2021 and in 
the following 
years 

* Office for Science, 
Research, Quality and 
Qualifications in 
cooperation with 
the Office for Strategy 
and Project Support   
  

Number of implemented actions; 
Number of trained employees (R1–R4); 
Web link; 
  
Target: to create conditions for compliance with ethical 
principles and good practices in the field of research.  

Current status: IN PROGRESS 
 

   • New employees are introduced to the Code of Ethics and 
basic research documents during their induction training. 
In the period 09/2020-12/2022, 15 induction trainings 
were conducted, 44 persons were trained, 19 of them in 
the R1-R4 position.   

• Workshops and trainings to strengthen the perception of 
work ethics are provided centrally by MU. For MU 
employees, there is a new e-learning course "Science and 
Scientific Knowledge" on research ethics and an 
educational module on Plagiarism and similarity search 
applications in IS on unethical practices in the academic 
environment (both only in Czech).  

• Due to the continuous offer of activities and voluntary 
participation, the number of events implemented, and 
the number of people trained is not monitored.  

https://www.muni.cz/en/about-us/official-notice-board/mu-academic-and-professional-employee-code-of-ethics
https://is.muni.cz/auth/ekurzy/MUNI4MEVE?fakulta=1490;obdobi=6823
https://is.muni.cz/auth/ekurzy/MUNI4MEVE?fakulta=1490;obdobi=6823
https://portal.muni.cz/o-mne/osobni/profesni-rozvoj/skoleni#plagiatorstvi
https://portal.muni.cz/o-mne/osobni/profesni-rozvoj/skoleni#plagiatorstvi
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• MU is actively involved in the project Strengthening the 
prevention of plagiarism in student work. The project 
team developed methodological materials in the form of 
a handbook for academics and a handbook for students. 

• The Code of Ethics and research documents are published 
on the employee portal - Important documents and 
Information for newcomers.  

• ECON MU will continue its awareness-raising activities, 
and broader awareness-raising is planned in connection 
with the forthcoming update of the MU Code of Ethics. 

 
 

Current status: COMPLETED    Revised Action Plan 2023-2026 / Q4/2023  
 

• A new Code of Ethics of MU was issued (01/ 2024); 100% 
of employees were informed via the faculty newsletter 
(02/2024) and the “Familiarisation with Regulations” 
application. The Code of Ethics is part of onboarding 
process – in the period 09/2023–12/2025, 25 onboarding 
workshops were held and 49 individuals were trained. 

• A website “Safe and Respectful Faculty” was created and 
launched, providing students and employees with clear 
and comprehensive information on ethical issues and 
social safety at MU (website traffic in 2025 – Czech 
version: 1,797; English version: 194). 

• E-learning courses were prepared and launched: 

• Social Safety in the Academic Environment (123 
participants trained) 

• Intellectual Property and Technology Transfer at 
Masaryk University (47 participants trained) 

• Ethics and Strategies for Working with AI in Teaching 
(72 participants trained) 

• Processing and Protection of Personal Data for 
Employees (107 participants trained) 

• The “Ethics and Rights Protection” section on the 
employee portal was updated. 

https://www.akademickaetika.cz/en/
https://www.akademickaetika.cz/en/
https://www.akademickaetika.cz/en/handbook-for-academic-staff/
https://www.akademickaetika.cz/en/student-handbook/
https://www.muni.cz/en/about-us/official-notice-board/mu-academic-and-professional-employee-code-of-ethics
https://portal.muni.cz/econ/o-mne/osobni/personalistika/dulezite-dokumenty
https://portal.muni.cz/en/econ/employee/personal/human-recources/information-for-newcomers
https://www.muni.cz/en/about-us/official-notice-board/mu-code-of-ethics
https://www.econ.muni.cz/en/about-us/safe-faculty
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• In 11/2025, a workshop for heads of academic 
departments and faculty leadership titled “Social and 
Psychological Safety in the Academic Work Environment” 
was held, including a discussion with the MUNI 
ombudswoman (9 participants trained). 

• A “Research and Projects” section was established on the 
employee portal. 

• A “Breakfast with Research and Project Services dept.” 
event was held on the topic of Research Ethics in Grant 
Applications. 
 

2. Improving the dissemination and commercialisation of 
research results.  

a) Creation and implementation of the faculty policy of 
commercialisation of research results. 

b) Creation and implementation of the faculty communication 
and marketing strategy towards the public.  

c) Familiarisation of employees with basic activities and 
communication channels.  

5, 8, 9 Deadline Q4/2024 * Vice-Dean for Science, 
Research, Quality and 
Qualifications 
* Vice-Dean for External 
Relations and Marketing  

Created documents; 
Web link; 
  
Target: to popularise science and research through available 
channels and websites, as a result of which the faculty’s 
attractiveness for potential students and good quality 
researchers will increase.  

Current status: IN PROGRESS 
 

   • The establishment and implementation of a policy on 
commercialisation of research results was discussed again 
by the faculty management. As a result, it was decided to 
use the services of a centralised MU workplace (Centre 
for Technology Transfer). The sub-objective was 
cancelled. 

• The principles of communication in this area were 
discussed. Based on the results of the discussions, first 
activities were implemented to strengthen the public 
communication skills of the academic staff and activities 
within the faculty to highlight the importance of science 
and research. 

• Activities were implemented to support the entry of 
faculty staff into the media space: 

– Conducted a Science Communication Workshop for 
academics and Ph.D. students (11/2022) and an 
interview with British science journalist Edwin 
Colyer.  

https://www.ctt.muni.cz/en/services/scientists
https://www.ctt.muni.cz/en/services/scientists
https://www.econ.muni.cz/en/events-calendar/18883-once-upon-a-time-there-was-science-story-workshop-komunikace-vedy
https://www.econ.muni.cz/en/news/popularization-is-an-intrinsic-part-of-the-creative-scientific-process-says-journalist-edwin-colyer
https://www.econ.muni.cz/en/news/popularization-is-an-intrinsic-part-of-the-creative-scientific-process-says-journalist-edwin-colyer
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– Presentations on the topic of science communication 
shared through the faculty newsletter Research and 
Project News. 

– Implemented media training for staff frequently 
appearing in the media. 

• An e-learning course "Science and Scientific Knowledge" 
is available for MU employees (only in Czech), providing 
inspiration and tips for popularising science and research 
in practice. 
 

Current status: COMPLETED    Revised Action Plan 2023-2026 / Q4/2024  
 

• In 2023, a workshop Science Popularisation was held in 
cooperation with ÚDIV (attendance list not available).  

• In 2024, a workshop Science Communication was held (15 
participants trained).  

• In 2025, a workshop Principles and Practices for Clear 
Data Communication was held (8 participants trained).  

• The internal application for evaluating academic staff 
(EVAK) was modified; goals are now newly set and 
assessed in the university’s third role, including science 
popularisation.  

• Directive ESF MU No. 2/2024, Rules for the Remuneration 
of Employees of the Faculty of Economics and 
Administration of MU, was updated.  

• Science popularisation reels videos on Instagram:  

• https://www.instagram.com/reel/CzbsWTrqX6p/?hl=c
s  

• https://www.instagram.com/reel/Cyi7qWpKbOr/?hl=c
s  

• https://www.instagram.com/reel/CukGzwvqMna/?hl=
cs  

• The Media Outputs section on the ECON MUNI website 
has been continuously updated. The faculty has prepared 
a media analysis for the period 09–11/2025. 
 

https://portal.muni.cz/en/econ/research-and-projects-news?page=3
https://portal.muni.cz/en/econ/research-and-projects-news?page=3
https://is.muni.cz/auth/ekurzy/MUNI4MEVE?fakulta=1490;obdobi=6823
file:///C:/Users/243267/Downloads/Smernice_dekana_c._2_2024_pravidla_odmenovanii__10.4.2026_.pdfa.pdf
file:///C:/Users/243267/Downloads/Smernice_dekana_c._2_2024_pravidla_odmenovanii__10.4.2026_.pdfa.pdf
file:///C:/Users/243267/Downloads/Smernice_dekana_c._2_2024_pravidla_odmenovanii__10.4.2026_.pdfa.pdf
https://www.instagram.com/reel/CzbsWTrqX6p/?hl=cs
https://www.instagram.com/reel/CzbsWTrqX6p/?hl=cs
https://www.instagram.com/reel/Cyi7qWpKbOr/?hl=cs
https://www.instagram.com/reel/Cyi7qWpKbOr/?hl=cs
https://www.instagram.com/reel/CukGzwvqMna/?hl=cs
https://www.instagram.com/reel/CukGzwvqMna/?hl=cs
https://www-econ-muni-cz.translate.goog/o-nas/econ-muni-v-mediich?_x_tr_sl=cs&_x_tr_tl=en&_x_tr_hl=cs
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3. Increasing the number of women in decision-making 
bodies and leading positions of the faculty and support of 
the gender-fair environment.  

a) Implementation and promotion of appropriate 
measures/actions to support women in science and 
research within the practice of the faculty (support for 
individual career plans, reflecting on the needs of parents 
with young children, raising awareness of gender issues, 
better visibility and rewarding of successful women 
researchers). 

b) Establishing cooperation with the National Contact Centre 
for Gender & Science – https://genderaveda.cz/en/gender-
and-science/. 

c) Sharing good practice with national/foreign institutions. 
d) Remuneration review. 

  

10, 22, 24, 
27 

Deadline Q4/2022  
 
Q4/2023 
(remuneration 
review) 
  

* Dean 
* Personnel Office  

Share of the number of women in faculty bodies; 
Number of activities to support women; 
Web link; 
Document – remuneration analysis; 
  
Target: to create conditions for increasing the number of 
women in leading positions and faculty bodies, recognition of 
women as members of a professional group. 
  
  

Current status: IN PROGRESS 
 

   • The number of women in the faculty leadership has 
increased from 1 to 3 in November 2020 (from 15 % to 38 
%). 

• In cooperation with RMU, a children's group Elánek MUNI 
was established, and a changing table for parents with 
children was set up in the faculty premises. 

• Career restart grant introduced within MU. 

• Ongoing interviews with women scientists and successful 
alumni are posted on the faculty website.  

• Gender audit of the ECON MU was conducted (05/2021) - 
final report used for the preparation of the University 
Gender Equality Plan.   

• In cooperation with RMU, sexual harassment 
methodology was developed, MU/ECON MU website 
updated, contact persons identified and trained. 

• Conducted a survey on work environment and work 
culture (12/2022). Evaluation is currently underway.  

• In cooperation with the nkc gender&science, workshops 
for members of the HR Award Expert Team on gender 
issues took place. Within the gender audit, focus groups 
were jointly conducted and outputs were consulted. 

https://genderaveda.cz/en/gender-and-science/
https://genderaveda.cz/en/gender-and-science/
https://www.elanek.eu/sites/default/files/elanek-muni-brno-center-eng.pdf
https://gamu.muni.cz/en/pro-vedce/career-restart
https://www.econ.muni.cz/en/news/more-concrete-and-effective-measures-needed-to-improve-air-quality-says-economist-dominika-tothova
https://www.econ.muni.cz/o-nas/nasi-absolventi
https://www.econ.muni.cz/o-nas/nasi-absolventi
https://www.muni.cz/media/3502994/guidelines-for-resolving-sexual-harassment-incidents-at-mu.pdf
https://www.muni.cz/media/3502994/guidelines-for-resolving-sexual-harassment-incidents-at-mu.pdf
https://www.muni.cz/en/students/sexual-harassment/who-can-you-contact-at-mu-in-case-of-sexual-harassment
https://portal.muni.cz/econ/oddeleni-vyzkumu-a-projektu/transparentnost-komunikace-sladovani-dotaznikove-setreni-ukazalo-na-vyzvy-v-oblasti-pracovni-kultury
https://genderaveda.cz/en/
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• Two foreign trips to universities in Germany and Ireland 
took place to share good practice in the field of gender 
equality and well-being. Participation in the meeting of 
institutions implementing HRS4R and gender equality 
plans in Brno at Mendelu University. 

• The MU Gender Equality Plan 2022-2024 has been 
created. 

• The ECON MU will continue to focus on communication 
and activities to empower women in science and 
research. 
 

Current status: COMPLETED 
 

   Revised Action Plan 2023-2026 / Q1/2024  
 

• As of 31 December 2025, women were represented in 
ECON MUNI bodies as follows:  

• Faculty leadership – 3 out of 7 / 42%  

• Academic Senate – 3 out of 11 / 27%  

• Scientific Board – 6 out of 25 / 24% (including 
external members); internal composition – 1 out of 
11 / 11%  

• Heads of departments (academic) – 0 out of 7 / 0%  

• Heads of departments (non-academic) – 4 out of 8 / 
50%  

• As part of the 2024 gender audit, a review of 
remuneration was conducted; the results were published 
in the final report and presented to the faculty 
management. The pay gap is systematically tilted in 
favour of men (except for lecturers).  

• The conditions of the Career Restart grant were revised 
(since 2023, a total of 5 individuals have received support, 
100 % of them women – 2023/0, 2024/2, 2025/1, 
2026/2).  

• Directive ESF MU No. 1/2024, Organisation of Working 
Hours, was issued, regulating the use of flexible work 
arrangements and taking into account the individual 
needs of working and caregiving persons (254 individuals 
informed).  

https://www.muni.cz/media/3371580/gender_equality_plan_mu_gep_mu_en.pdf
https://www.econ.muni.cz/en/about-us/hr-award/news/1097425u-hr-award-gender-equality-at-the-faculty-has-been-examined-for-the-second-time-in-a-row
https://gamu.muni.cz/en/pro-vedce/career-restart
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/smernice/smernice_dekana/prehled/2024/smernice_esf_mu_c_1_2024_organizace_pracovni_doby/149361642/ECON_MUNI_Directive_No_1_2024_Organization_of_working_hours__10_1_2024_.pdf
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/smernice/smernice_dekana/prehled/2024/smernice_esf_mu_c_1_2024_organizace_pracovni_doby/149361642/ECON_MUNI_Directive_No_1_2024_Organization_of_working_hours__10_1_2024_.pdf
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• Methodological guidelines were issued: No. 1/2025 
Flexible working hours and No. 2/2025 Employment and 
Support During Maternity and Parental Leave and Other 
Long-Term Absence from the Workplace (100% of 
employees informed via the employee newsletter).  

• In 2024, 8 focus groups were conducted to map working 
conditions at ECON MUNI and barriers to habilitation and 
professorship. More than 70 individuals participated; the 
outputs were reflected in the Strategy for a Diverse and 
Flexible Work Culture.  

• In 2025, the Diversity and Flexibility Strategy of ECON 
MUNI was issued, aiming to support the development of 
organisational culture towards greater diversity and 
flexibility of the work environment. Two programmes 
were piloted within the strategy:  

• Programme 1: Support for work–life balance and 
caregiving responsibilities.  

• Programme 2: “TALENT” – support for readiness for 
leadership and decision-making positions (13 participants, 
12 of whom were women).  

• 100% of employees were informed about the activities 
and documents (see points 4–9) via the employee 
newsletter (e.g. 10/2024, 3/2025, 11/2025, 1/2026).  

• An article featuring the Chair of the Academic Senate, 
Petra Dvořáková, was published.  

• In 03 and 11/2025, training sessions for HR and heads of 
dean’s office departments were held on the topic Work–
Life Balance from the Perspective of Managers (12 
participants trained).  

• In 11/2025, training on Psychological and Social Safety in 
the Academic Work Environment was held for heads of 
academic departments (9 participants trained).  

• A children’s corner was established at ECON MUNI. 
 

4. Improvement of the faculty evaluation process. 
a) Linked to the revision of the EVAK evaluation application at 

the university level (12/2021) to revise and adjust the 

11, 25, 26, 
33, 38, 39 

Deadline 
Q4/2022  
  

* Personnel Office in 
cooperation with 
the Office for Science, 

Revised and modified evaluation criteria; 
Number of informed employees; 
Created support materials for senior employees/supervisors; 

https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/ostatni_dokumenty/metodicke_listy/metodicky_list_c_1_2025/182488933/Guideline_ECON_MUNI_No_1_2025_Flexible_working_hours_3_10_2025.pdf
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/ostatni_dokumenty/metodicke_listy/metodicky_list_c_1_2025/182488933/Guideline_ECON_MUNI_No_1_2025_Flexible_working_hours_3_10_2025.pdf
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/ostatni_dokumenty/metodicke_listy/metodicky_list_c_2_2025/182488962/Guideline_ECON_MUNI_No_2_2025_Employment_support_mternity_parental_leave_3_10_2025.pdf
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/ostatni_dokumenty/metodicke_listy/metodicky_list_c_2_2025/182488962/Guideline_ECON_MUNI_No_2_2025_Employment_support_mternity_parental_leave_3_10_2025.pdf
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/ostatni_dokumenty/metodicke_listy/metodicky_list_c_2_2025/182488962/Guideline_ECON_MUNI_No_2_2025_Employment_support_mternity_parental_leave_3_10_2025.pdf
https://is.muni.cz/auth/do/econ/soubory/soubory_k_newsletteru/projekt_open/DaF_Policy_ECON_MUNI_final_en.pdf
https://is.muni.cz/auth/do/econ/soubory/soubory_k_newsletteru/projekt_open/DaF_Policy_ECON_MUNI_final_en.pdf
https://www.econ.muni.cz/en/news/we-would-like-to-involve-students-more-in-the-functioning-of-the-academic-senate-says-its-new-chair-petra-dvorakova
https://www.econ.muni.cz/en/about-us/safe-faculty/social-security/equal-opportunities/children-s-corner-econ-muni
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evaluation criteria (hard/ soft) for all faculty departments 
and to set up simple criteria for evaluating teaching and its 
quality. 

b) To acquaint head of departments with tools and options of 
remuneration in connection with the annual evaluation and 
employee´ work performance. 
 

  
  
  
  
  
    

Research, Quality and 
Qualifications  
* Heads of Departments 

  
Target: transparent, equal, comprehensive, and objective 
evaluation. 

Current status: COMPLETED 
 

   • Revised and modified evaluation criteria (indicators), 
updated Directive No.10/2018 Evaluation of  ECON MU 
Academic Staff, created a new/simplified design of the 
EVAK evaluation application (1/2021). All employees 
informed about changes in EVAK application (via email 
from the Dean and the faculty newsletter).  

• A qualitative analysis of selected EVAK data for 2021 was 
conducted and the results were shared with senior 
management.  

• For supervisors, a Supervisor subpage  has been created 
within the employee portal containing information and 
documents on appraisal and remuneration.  

• Created manuals and help for working with new versions 
of EVAK and IS applications (both for evaluated and 
evaluators) – accessible via the employee portal – staff 
evaluation . 

• Evaluation of non-academic staff converted into 
electronic form - IS Staff Evaluation application. 
 

5. Familiarization and raising the awareness of researchers 
with the Open Science topic. 

a) Trainings and workshops on Open Science topics 
(publishing, managing research results, data management). 

b) Updated information on the faculty website/ Science and 
Research section.      
  

6, 7 Q1–Q3/2021 and 
in the following 
years 

* Office for Science, 
Research, Quality and 
Qualifications in 
cooperation with the 
Centre of Scientific 
Information 

Number of implemented actions for researchers; 
Web link; 
  
Target: to increase the awareness and information level of 
academics and R1–R4 researchers about the given issue and to 
support the researchers in open publishing. 

Current status: COMPLETED 
 

   • Faculty staff were introduced to the issue during the 
faculty online event Open Science roadshow at ECON MU 
(05/2021 – only in Czech), presentations were made 
within the departments. 

https://is.muni.cz/do/econ/uredni_deska/predpisy_ESF/smernice/smernice_dekana/prehled/2018/smernice_esf_mu_c_10_2018_hodnoceni_akademickych_pracovniku_esf_mu/FEA_MU_Directive_No_10_2018_EVAK_1_2_2022.pdf?lang=en
https://is.muni.cz/do/econ/uredni_deska/predpisy_ESF/smernice/smernice_dekana/prehled/2018/smernice_esf_mu_c_10_2018_hodnoceni_akademickych_pracovniku_esf_mu/FEA_MU_Directive_No_10_2018_EVAK_1_2_2022.pdf?lang=en
https://portal.muni.cz/en/econ/employee/podpora/vedouci-pracovnik
https://portal.muni.cz/en/econ/employee/personal/human-recources/information-for-newcomers
https://portal.muni.cz/en/econ/employee/personal/human-recources/information-for-newcomers
https://is.muni.cz/auth/pers/hodnoceni_zamestnancu?lang=cs
https://openscience.muni.cz/open-science-na-mu/realizovane-akceprednasky/os-roadshow-na-mu-2021
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• In cooperation with RMU, a total of 17 workshops for MU 
employees were implemented (e.g. Open science 
workshop, Anonymisation of research data, ORCID, Open 
publishing at MU, Sharing research data in HSS fields, 
etc.). 

• Created an Open Science subpage within the employee 
portal.  

• Designated contact persons for the issue. 

• Adopted Open Science MU Strategy 2022-2028. 

• University Open Science website established. 
 

• Recruitment and Selection (OTM-R Policy) 

6. Creation of a university OTM-R policy and revision of the 
MU Regulations on Competitive Selection Procedures. 

a) Creation and implementation of a central OTM-R policy for 
the recruitment and selection of academic and non-
academic staff, taking into account the principles of the 
Charter and the Code valid for the entire MU. 

b) Revision and updating of the MU Regulations on 
Competitive Selection Procedures in accordance with the 
principles of the university OTM-R policy and 
supplementing the missing principles of the Charter and 
the Code. 
  

10, 12, 13, 
14, 15 

Deadline 
Q3/2021    (OTM-
R Policy) 
Q2/2022       
(MU regulations) 

* Personnel Office in 
cooperation with the 
MU Rector´s Office 
  

Created document – OTM-R policy; 
Updated the MU Regulations on Competitive Selection 
Procedures;  
Web links;  
  
Target: recruitment and selection process comparable to 
international standards, the Regulations on Competitive 
Selection Procedures are compatible with OTM-R policy. 

Current status: COMPLETED 
 

   • The MU Selection Procedure Regulations (effective from 1 
January 2023) were updated to define the principles for 
open and transparent recruitment in accordance with the 
Charter and the Code. The document is published on the 
MU official notice board and ECON MU  career page). The 
University OTM-R policy has not been created; the OTM-R 
principles are part of the updated MU Selection 
Procedure Regulations. 

• Staff were informed of the changes through the Dean's 
Board, managers' meetings, and the faculty newsletter. 
 

7. Standardisation of the recruitment and selection process 
at the faculty level. 

11, 12, 13, 
14, 15, 16, 

Deadline 
Q3/2022 

* Personnel Office 
* Heads of Departments 

Created documents (methodology and templates);  
Web link; 

https://openscience.muni.cz/en/open-science-at-mu/realizovane-akceprednasky
https://openscience.muni.cz/en/open-science-at-mu/realizovane-akceprednasky
https://portal.muni.cz/econ/vyzkum-a-projekty/podpora/podpora-publikovani/open-science
https://openscience.muni.cz/en/open-science-at-mu/strategie-open-science-na-mu-2022-2028
https://openscience.muni.cz/en
https://www.muni.cz/en/about-us/official-notice-board/rad-vyberoveho-rizeni-mu
https://www.muni.cz/en/about-us/official-notice-board
https://www.muni.cz/en/about-us/official-notice-board
https://www.econ.muni.cz/en/about-us/career-at-econ-muni
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a) Creation and implementation of a faculty OTM-R guide for 
recruitment and selection (clear rules and methodology for 
each phase of the recruitment and selection – including 
setting criteria for the renewal of fixed-term contracts 
without a selection procedure, definition of the roles and 
responsibilities in the process). 

b) Training the members of selection committees and HR 
staff on correctly conducting and managing a selection 
interview/ procedure. 

c) Revisions and updates of advertisement templates 
in accordance with the requirements of the “OTM-R 
toolkit”. 

d) Creation of templates for conducting an interview, 
transparent evaluation of candidates and communication 
with candidates. 
  

19, 20, 23, 
29 
  

  
  

  Number of trained employees; 
Share of candidates from outside MU/ abroad x internal 
candidates; 
Questionnaire – feedback on the selection procedure; 
  
Target: professionalisation and streamlining of the recruitment 
process, reduction of administrative workload for process 
participants. 
  

Current status: COMPLETED 
 

   • Dean's Measure No. 5/2022 on the ECON MU selection 
process was issued (effective from 1 January 2023), which 
regulates the conditions and rules of ECON MU selection 
procedures.  

• Created a Guide to the ECON MU Selection Process - 
provides templates and practical information on the 
selection process. 

• Employees were informed about changes and new 
documents through the Dean's Board and the faculty 
newsletter. 

• Two workshops were held for members of selection 
committees and the Personnel Department staff 
(05/2022), 17 people trained. Newly nominated selection 
committee members are trained through e-learning 
course.  

• In 2022, 12 selection procedures for academic positions 
were announced, 233 people applied (229 external 
candidates, 4 internal candidates from MU participated). 
Trends in the composition of candidates will be evaluated 
(due to the newly introduced functionality in the 
JOBS.MU application) in the following years.   

https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/opatreni/opatreni_dekana/prehled/opatreni_dekana_c_5_2022_k_procesu_vyberoveho_rizeni/135063714/ESF_MU_Measure_No_5_2022_on_the_selection_process_at_the_ESF_MU__11_1_2023_.pdf?lang=en
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/opatreni/opatreni_dekana/prehled/opatreni_dekana_c_5_2022_k_procesu_vyberoveho_rizeni/135063714/ESF_MU_Measure_No_5_2022_on_the_selection_process_at_the_ESF_MU__11_1_2023_.pdf?lang=en
https://is.muni.cz/auth/do/econ/soubory/hr_award/nabor_a_vyber/Prirucka_k_procesu_vyberoveho_rizeni_ESF_MU_final_cz_01_2023_um6hd.pdf
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• Questionnaire for feedback from tenders created, 
feedback continuously evaluated.  
 

8. Creation and implementation of a faculty Post/Role 
System. 

a) All job positions are clearly defined, including job 
descriptions, required competencies, responsibilities, and 
teaching workload in the case of academic staff (also using 
the European Framework for Research Careers which 
identifies both necessary and desirable competencies for 
each of the broad R1-R4 profiles). 

b) All employees (new and existing) have updated job/ post 
descriptions. 

  

• 11, 12, 13, 
14, 21, 22, 
28, 36, 38, 
39 

Deadline 
Q1/2022 
(new term 
04/2024) 
 
Q2/2023  
(job description 
update) 

* Personnel Office 

•   

Created document; 
Web link; 
% of employees with job description;  
  
Target: unification of requirements, definition of duties and 
responsibilities for individual types of R1–R4 positions, 
updated job descriptions for individual employees; 
transparent recruitment, selection and evaluation of 
employees.  

•  

Current status: EXTENDED 
 

   • The implementation of the activity was interrupted due 
to a delay in work on the MU Career Code (in 
development). The discussion will be resumed in 
connection with the preparation and publication of new 
faculty regulations (Career Regulations, Systemization of 
Job Positions).  Job descriptions are currently listed in the 
MU Job Catalogue. At the same time, MU is preparing a 
unified competency model that will complement the 
requirements for individual positions.   

• 90% of employees have updated or completed job 
descriptions. The update of job descriptions is planned to 
be completed by 1 July 2023). 

Current status: COMPLETED 
 

   Revised Action Plan 2023-2026 / Q4/2024 
 

• All job positions (their general characteristics and core 
activities) are described in the MU Catalogue of Posts 
(updated as of 1 January 2026).  

• Directive of ESF MU No. 2/2023, Career System of ESF 
MU, was issued – defining the principles of career 
management, procedures for filling academic positions, 
and job characteristics, including the recommended 
distribution of activities for individual positions in the 

https://forms.office.com/e/qHx7FLzs1J
https://is.muni.cz/do/mu/Uredni_deska/Predpisy_MU/Masarykova_univerzita/Smernice_MU/SM03-18/77920061/MU_Directive_No._3_2018_-_Catalogue_of_posts.pdf?lang=en
https://is.muni.cz/auth/do/mu/Uredni_deska/Predpisy_MU/Masarykova_univerzita/Smernice_MU/SM03-18/186595396/MU_Directive_No._3_2018_-_Catalogue_of_Posts__1.1.2026_.pdf
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/smernice/smernice_dekana/prehled/2023/smernice_esf_mu_c_2_2023/ECON_MUNI_Directive_No_2_2023_Career_system__24_1_2024_.pdf
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/smernice/smernice_dekana/prehled/2023/smernice_esf_mu_c_2_2023/ECON_MUNI_Directive_No_2_2023_Career_system__24_1_2024_.pdf
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areas of teaching, science, and research (253 individuals 
informed).  

• The number of teaching hours and the number of 
supervised theses for individual positions are regulated 
by the Dean’s measures: 

• Measure of ESF MU No. 1/2024 Scope of teaching by 
academic staff, was issued (140 individuals informed).  

• Measure of ESF MU No. 3/2024, Number of Final Theses 
Supervised by Academic Staff, was issued (140 individuals 
informed).  

• 100% of non-academic staff have updated job 
descriptions. 
 

9. Creation and implementation of the 
Adaptation/onboarding process for new employees. 

a) Creation of internal methodology and support materials for 
newcomers and senior employees (checklists). 

b) Updated guide for new employees. 
c) Creation and implementation of initial training/ welcome 

workshop for new employees; the training will be divided 
into a general part and modules according to target groups 
(administrative staff/researchers).  

  

• 2, 3, 4, 5, 
6, 7, 24, 
31, 32, 34, 
38, 39 

Deadline 

• Q4/2021  

* Personnel Office 

• * Heads of Departments  

Checklist for newcomers/senior employees; 
Updated guide for new employees; 
Number of implemented workshops/employees trained; 
Feedback after a probationary period (structured interview or 
questionnaire); 
  
Target: to provide basic information for working and operating 
at the faculty, better access to information for new 
employees.  

•  

Current status: COMPLETED 
 

   • The adaptation process is created and implemented - 
internal methodology, checklist for newcomer/manager 
are included. Supporting materials are posted on the 
employee portal under Newcomer section and Supervisor 
Section. 

• The handbook for new employees is updated. 

• In the period 2020-2022, 15 workshops were held, and 44 
people were trained. 

• A regular evaluation of the probationary period is carried 
out in the form of a questionnaire (only in Czech). 

• An electronic version of the adaptation process was 
created within MU (ECON MU participated in the 
preparation of the new e- application and anticipates its 
introduction during 2024). 

https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/opatreni/opatreni_dekana/prehled/opatreni_dekana_c_1_2024/150134511/Measure_ECON_MUNI_No_1_2024_Scope_of_teaching__1_2_2024_.pdf
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/opatreni/opatreni_dekana/prehled/opatreni_dekana_c_1_2024/150134511/Measure_ECON_MUNI_No_1_2024_Scope_of_teaching__1_2_2024_.pdf
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/opatreni/opatreni_dekana/prehled/opatreni_dekana_esf_mu_c_3_2024_zaverecne_prace_vedene_ak_pracovniky/152309458/ECON_MUNI_Measure_No_3-2024_Number_of_final_student_theses__13_3_2024_.pdf
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/opatreni/opatreni_dekana/prehled/opatreni_dekana_esf_mu_c_3_2024_zaverecne_prace_vedene_ak_pracovniky/152309458/ECON_MUNI_Measure_No_3-2024_Number_of_final_student_theses__13_3_2024_.pdf
https://is.muni.cz/do/econ/soubory/hr_award/adaptace/adaptace_en/?lang=en;setlang=en
https://portal.muni.cz/en/econ/employee/personal/human-recources/information-for-newcomers
https://portal.muni.cz/en/econ/employee/podpora/vedouci-pracovnik
https://portal.muni.cz/en/econ/employee/podpora/vedouci-pracovnik
https://is.muni.cz/do/econ/soubory/hr_award/adaptace/adaptace_en/Prirucka_pro_zamestnance_ESF_MU_final_en.pdf?lang=en
https://docs.google.com/forms/d/e/1FAIpQLSf_b9MxyUSM6gga20yM9T73tvx4VBhlY0xifqYx1h_VepXiQg/viewform
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10. Strengthening the position of Postdocs. 
a) In connection with the created university strategy for 

postdoctoral positions (Q3/2021), to define the postdoc 
status, including employment targets and period of 
employment, job description, and the required 
competencies. 

b) To set up concept/standards for the recruitment, selection 
and career development of postdoctoral staff (with focus 
on incoming/international researchers).  
 

• 13, 14, 21, 
25, 28 

Deadline Q4/2022 

•   
• * Vice-Dean for Science, 

Research, Quality and 
Qualifications  

Created document; 
Web link – internal OTM-R guide;  
Number of postdocs; 
  

• Target: internationalisation of the faculty, increase in the 
number of postdocs. 

Current status: IN PROGRESS 
 

   • The University's strategy for postdoctoral positions was 
discussed. A decision was taken at MU level to replace 
the strategy for postdoc positions with a methodological 
sheet.  

• The Methodological Sheet of the OPE MU Principles and 
Recommendations for Personnel Management of Post 
Doc Positions at Masaryk University was created and 
published. The position description is currently regulated 
by the MU Job Catalogue. Discussion has been initiated at 
the faculty level regarding the status of the postdoc 
position, including the requirements and competencies 
for the position.   

• The recruitment and selection of postdocs at ECON MU is 
governed by the MU Selection Procedure Regulations and 
the Dean's Measure No. 5/2022 on the selection process 
at ECON MU. Career development will be governed by 
the forthcoming ECON MU Career Regulations.  The tools 
and elements of career development support are 
currently summarised in the Methodological Sheet Career 
System at Masaryk University.  

• The number of postdocs at the ECON MU is stable in the 
long term and does not change (as of 31 March 2023 - 3 
filled positions). 

• The aim is to continue to increase the number of 
postdocs in the coming years and to strengthen the 
internationalisation of the faculty. 

 

https://is.muni.cz/auth/do/mu/Uredni_deska/Predpisy_MU/Masarykova_univerzita/Ostatni_dokumenty/Metodika/odbor_pro_personalni_rizeni/ml_zasady_a_doporuceni_pro_personalni_rizeni_pozice_postdoc_na_masarykove_univer/
https://is.muni.cz/auth/do/mu/Uredni_deska/Predpisy_MU/Masarykova_univerzita/Ostatni_dokumenty/Metodika/odbor_pro_personalni_rizeni/ml_zasady_a_doporuceni_pro_personalni_rizeni_pozice_postdoc_na_masarykove_univer/
https://is.muni.cz/auth/do/mu/Uredni_deska/Predpisy_MU/Masarykova_univerzita/Ostatni_dokumenty/Metodika/odbor_pro_personalni_rizeni/ml_zasady_a_doporuceni_pro_personalni_rizeni_pozice_postdoc_na_masarykove_univer/
https://is.muni.cz/do/mu/Uredni_deska/Predpisy_MU/Masarykova_univerzita/Smernice_MU/SM03-18/77920061/MU_Directive_No._3_2018_-_Catalogue_of_posts.pdf?lang=en
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/opatreni/opatreni_dekana/prehled/opatreni_dekana_c_5_2022_k_procesu_vyberoveho_rizeni/135063714/ESF_MU_Measure_No_5_2022_on_the_selection_process_at_the_ESF_MU__11_1_2023_.pdf?lang=en
https://is.muni.cz/auth/do/mu/Uredni_deska/Predpisy_MU/Masarykova_univerzita/Ostatni_dokumenty/Metodika/odbor_pro_personalni_rizeni/ml_karierni_system_na_masarykove_univerzite/
https://is.muni.cz/auth/do/mu/Uredni_deska/Predpisy_MU/Masarykova_univerzita/Ostatni_dokumenty/Metodika/odbor_pro_personalni_rizeni/ml_karierni_system_na_masarykove_univerzite/
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Current status: COMPLETED 
 

   Revised Action Plan 2023-2026 / Q4 2025 
 

• The number of postdocs shows an increasing trend. Since 
2023, a total of 18 individuals has started in postdoc 
positions (15 of whom are foreigners); during this period, 
6 individuals ended their employment.  

• At MU level, a workshop Attracting International 
Postdocs was held in 05/2024 (3 participants trained).  

• At MU level, the Postdoc Working Group resumed its 
activities in 07/2024.  

• The status of the Postdoc position was discussed at MU 
leadership in 11/2024; as part of the revision and update 
of the MU Catalogue of Posts, the academic position 
“Researcher–Postdoc” was introduced (effective as of 1 
January 2026).  

• The MU Catalogue of Posts was revised (effective as of 1 
January 2026).  

• Directive of the ESF MU No. 2/2023, Career System of ESF 
MU, was issued – defining principles of career 
management and procedures for filling academic 
positions, including positions with indefinite contracts. 
 

• Working conditions 

11. Improvement of the faculty internal communication. 
a) Updated and added information on the faculty website: 

Staff section – HR information for employees and senior 
employees (including materials for recruitment, selection, 
adaptation, FAQ on work issues, complaint handling, links 
to important forms and documents, offer of development 
activities, etc.); Science and Research section – signpost, 
FAQ, project administration, commercialisation, Open 
Science, links to important forms and documents, project 
administration and project financing. 

b) Implementation of the faculty newsletter – a regular 
overview of important information and news across the 
faculty. 

• 2, 5, 7, 9, 
13, 14, 24, 
28, 32, 34, 
36, 38, 39 

Deadline 
Q4/2021 
(newsletter) 
Q2/2022  
(web) 
Q4/2022 
(strategy) 

•   

* Personnel Office 
* Office for Science, 
Research, Quality and 
Qualifications 
* Vice-Dean for External 
Relations and Marketing 
 

•  

Web link; 
Monitoring website usage; 
Created document – Communication strategy; 
Employee survey outcomes;  
  
Target: all employees have all the necessary information easily 
accessible, including current documents and manuals.  

•   

https://is.muni.cz/auth/do/mu/Uredni_deska/Predpisy_MU/Masarykova_univerzita/Smernice_MU/SM03-18/186595396/MU_Directive_No._3_2018_-_Catalogue_of_Posts__1.1.2026_.pdf
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/smernice/smernice_dekana/prehled/2023/smernice_esf_mu_c_2_2023/ECON_MUNI_Directive_No_2_2023_Career_system__24_1_2024_.pdf
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/smernice/smernice_dekana/prehled/2023/smernice_esf_mu_c_2_2023/ECON_MUNI_Directive_No_2_2023_Career_system__24_1_2024_.pdf
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c) Creation and implementation of a faculty communication 
strategy towards employees.   
 

Current status: IN PROGRESS 
 

   • The Employees section of the ECON MU website has been 
moved to the newly created MU employee portal. For 
easy and quick orientation, a faculty signpost has been 
created, which brings together direct links to the most 
frequently searched information and documents. 
Updated and supplemented information are included in 
the sections: 

– About me (information for all employees): 
https://portal.muni.cz/en/about-me 

– Supervisor's Agenda (information for heads of 
department – only in Czech): 
https://portal.muni.cz/en/econ/employee/podpora/
vedouci-pracovnik 

– Research and Projects: 
https://portal.muni.cz/en/research 

• Faculty newsletter introduced (03/2022), average open 
rate 70%. For faculty academic staff introduced 
newsletter Science and Projects News (05/2022), average 
open rate 50%. 

• Launched Familiarization with Regulations application, 
which ensures that staff are kept up to date with newly 
issued or updated faculty and university regulations.   

• New communication tools introduced: newsletter 
(published once a month), employee portal, QR codes 
(possibility to submit suggestions for improvement). New 
position of Internal Communication Specialist has been 
established. 
 

Current status: EXTENDED 
 

•   •  Revised Action Plan 2023-2026 / Q4/2023 
 

• A draft of the internal regulation on internal and external 
communication principles at ECON MUNI has been 
prepared; the document will be finalized in cooperation 

https://portal.muni.cz/
https://portal.muni.cz/econ
https://portal.muni.cz/en/about-me
https://portal.muni.cz/en/econ/employee/podpora/vedouci-pracovnik
https://portal.muni.cz/en/econ/employee/podpora/vedouci-pracovnik
https://portal.muni.cz/en/research
https://portal.muni.cz/econ/newsletter-pro-zamestnance/archiv/nl-pro-zamestnance-esf-mu-42022
https://portal.muni.cz/econ/newsletter-ovp/archiv/newsletter-ovp-2452022
https://is.muni.cz/auth/predpisy/
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with the External Relations Office by 31 December 2026 
(an extended item of 2023-2025 Action Plan).  

• In 04/2024, a webinar on Gender-Sensitive Language was 
held (24 participants trained).  

• The use of balanced language has been applied in both 
internal and external communication (website, internal 
regulations, newsletter, emails, etc.).  

• HR Award 2025 survey – according to the results, nearly 
70% of respondents had sufficient information to handle 
work situations. There is room for improvement, 
particularly in communicating newly introduced 
procedures and processes, especially in the areas of HR, 
teaching, and projects. 

 

12. Implementation of Health and Safety courses and other 
legal trainings in the form of e-learning tool. 

• Conversion of health and safety courses and fire safety 
courses into e-learning form, regular training of employees. 

  

• 7, 23 Deadline 

• Q2/2021 
• *Bursar in cooperation 

with the Building 
management department 

Web link; 
  
Target: compliance with occupational health and safety, 
prevention and elimination of critical events, knowledge of 
regulations, clear records of trained employees. 

•  

Current status: COMPLETED 
 

   • Statutory training transferred to e-learning -
https://is.muni.cz/auth/bozp/, regular training of 
employees takes place. 

• Launched the Familiarization with Regulations 
application, continuously familiarizing staff with relevant 
faculty and university regulations.   

 

13. Repetition of employee (satisfaction) survey at the end of 
the revised Action plan implementation phase. 

• The survey will focus also on the areas of the Charter and 
the Code for Researchers; the results will be communicated 
and available to employees.  
  

• 23, 24, 36 Q3-Q4/2025 

•   
• * HR Award team Response rate/participation in the survey; 

Trends in development; 
  
Target: evaluation of the fulfilment of the principles of the 
Charter and the Code and the revised Action plan, and 
employee satisfaction. 

•  

Current status: IN PROGRESS 
 

   • Although the employee survey is not scheduled until Q3-
Q4/2025, the regular EVAK employee evaluation outputs 
and the newly included Sources of Job 

https://is.muni.cz/auth/bozp/
https://is.muni.cz/auth/predpisy/
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Satisfaction/Dissatisfaction indicators can be used to 
determine employee satisfaction.   

• In 12/2022, a survey was conducted on the work 
environment and work culture (see point 3). The results 
were compiled and presented to the management with 
suggestions for action and published in abbreviated form 
in the faculty newsletter.  

• Since 02/2023, the faculty has been collecting feedback 
and suggestions for improvement in the form of QR codes 
placed in the faculty premises, the evaluation and 
communication of the implemented measures towards 
the employees will take place quarterly, or as needed. 
 

Current status: COMPLETED 
 

•  •   Revised Action Plan 2023-2026 / Q4/2025 
 

• In Q4/2025, the HR Award survey achieved a 66.8% 
response rate (+8.8 pp vs. 2020). Results show significant 
improvements since 2020, including a lower share of staff 
perceiving excessive teaching load (26.7%), better 
consideration of teaching in remuneration, and stronger 
support for early-career academics. 

• A major improvement was recorded in research ethics, 
with reported experience of unethical conduct dropping 
from 49.5% to 16.3%.  

• Perceptions of gender equality improved: women 
reporting inequality of opportunities decreased from 
33.3% to 17.1%, and unequal working conditions from 
23.8% to 2.4%.  

• Recruitment processes are viewed more positively, and 
support for professional development and access to 
information have increased.  

• Survey results were actively communicated and used to 
set up the 2026–2029 action plan.  

• Additional staff surveys (2022, 2026) confirmed 
improvements in working conditions, particularly 
flexibility (from 67% to 74%). 

 

https://portal.muni.cz/en/econ/research-and-projects-office/communication-transparency-work-life-balance-survey-revealed-work-culture-challenges-faced-by-the-faculty
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14. Improvement of communication and services provided in 
English. 

a) Translation of all relevant and important working and 
strategic documents, and ECON MU websites, into English. 

b) Providing language courses for administrative staff 
according to their work requirements. 

  

• 5, 10, 21, 
24 

• Ongoing + 
Q1/2022 and 
continuously  

* Secretariat 

• * Personnel Office 

Web link;  
Translated documents; 
  

• Target: all foreign employees have the same access to 
information as Czechs.  

Current status: IN PROGRESS 
 

   • Strategic documents are translated into English and 
published on the faculty's website - e.g. the ECON MU 
Strategic plan 2021-2028, the ECON MU Statutes, the 
ECON MU Organisational Regulations, the ECON MU 
Operating Rules of the Building, the Academic Senate 
Rules of Procedure , the Scientific Board Rules of 
Procedure, new faculty regulations are issued in English, 
and further translations are continuously being made. 

• Translation of ECON MU website is completed, 
translation of ECON MU employee portal is in progress.  

• Regular weekly English courses for dean's office staff are 
held (38 people trained). Academic staff can take 
advantage of the courses offered by the MU Language 
Centre or use departmental budgets. 

• For all employees, access to a paid licensed version of the 
translator DeepL is provided. 

• Official and operational information is communicated to 
employees bilingually (Czech and English). 

 

Current status: COMPLETED 
 

•    Revised Action Plan 2023-2025 / Q4 2023 
 

• The ECON MUNI website and the ECON MUNI employee 
portal have been translated into English.  

• English language courses are provided for Dean’s Office 
staff (a total of 4 groups, classes held once a week), with 
more than 35 employees trained annually (over 50% of 
Dean’s Office staff). In justified cases, the faculty also 
covers individual development activities (e.g. English 
summer schools, external courses). 
 

https://www.econ.muni.cz/media/3362852/econ-strategie-2021-2028_en-web02.pdf
https://www.econ.muni.cz/media/3362852/econ-strategie-2021-2028_en-web02.pdf
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/vnitrni_predpisy_ESF/statut_ESF/statut/?lang=en
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/organizacni_rad/
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/smernice/smernice_dekana/prehled/40549331/smernice_c_2_2013_provozni_rad_budovy/?lang=en
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/smernice/smernice_dekana/prehled/40549331/smernice_c_2_2013_provozni_rad_budovy/?lang=en
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/vnitrni_predpisy_ESF/jednaci_rad_VR/?lang=en
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/vnitrni_predpisy_ESF/jednaci_rad_VR/?lang=en
https://www.econ.muni.cz/en
https://portal.muni.cz/en/econ/employee/osobni/personalistika
https://www.cjv.muni.cz/en
https://www.cjv.muni.cz/en
https://portal.muni.cz/preklad
https://portal.muni.cz/preklad
https://www.econ.muni.cz/en/about-us
https://portal.muni.cz/econ/personnel-office/hr-award-gender-equality-at-the-faculty-has-been-examined-for-the-second-time-in-a-row
https://portal.muni.cz/econ/personnel-office/hr-award-gender-equality-at-the-faculty-has-been-examined-for-the-second-time-in-a-row
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15. Reduction of pedagogical and administrative burden. 
a) Revision of the pedagogical workload at individual 

departments, proposals for solutions. 
b) Development of support tools and measures to further 

reduce administration (documents, paperwork) or transfer 
it to electronic form. 

c) Creating a clear repository of current forms and documents 
on the faculty website.  
 

• 23, 24, 26, 
33, 37, 38, 
39 

Deadline 
Q4/2023  
 
Q4/2021 
(repository) 
  
  
  

•   

* Heads of Departments 
* Bursar 

•  

Document – analysis, proposals for solutions of pedagogical 
burden; 
Web link; 
Employee survey outcomes; 
 
  

• Target: reduction of the administrative burden, improvement 
of working conditions, and sufficient space for research 
projects. 

Current status: IN PROGRESS 
 

   • Analysis of teaching load in the academic year 2021/2022 
was processed. The analysis did not confirm significant 
interdepartmental differences in direct teaching (or 
teaching load at individual departments). Differences 
were found in the indirect teaching indicator, which is 
monitored through the number of thesis supervised. 
Subsequently, a system of capacity sharing in thesis 
supervision between departments was introduced. 

• The reduction of the administrative burden was mainly 
contributed by the transfer of statutory training into 
electronic form, the introduction of electronic approval of 
draft agreements or changes in working hours and wages. 
The merger of the Project and Research departments has 
reformed and streamlined support for R1-R4 researchers. 
The transfer of annual evaluation into electronic form or 
the introduction of a unified faculty application for those 
interested in studying then made the work of non-
academic staff easier. 

• The ECON MU document server was updated and made 
more transparent. It is necessary to continue to work on 
the modification and streamlining of the repository, 
interventions in the settings are currently complicated by 
the technical design of the repository and the legislation 
of the Czech Republic. 

• Documents and forms are now available through the 
employee portal. 
 

Current status: COMPLETED •    Revised Action Plan 2023-2025 / Q4 2023 
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• The HR Award 2025 survey shows a significant decrease 
in perceived teaching workload (now under 27%, about 
half compared to 2020), while administrative workload 
perception remains stable. 

• Key HR and administrative processes have been fully 
digitized (e.g. onboarding/offboarding, contracts, 
benefits, and official forms). 

• Bachelor’s theses have been replaced by an Alternative 
Final Thesis (from June 2026), and the opponent role has 
been abolished. 

• Several internal regulations were introduced to define 
teaching load, supervision of theses, and the structure of 
academic work (research, teaching, outreach): 

• Measure No. 2/2023, Career System of ESF MU - (253 
persons informed).  

• Measure No. 1/2024 Scope of teaching by academic staff 
(140 persons informed).  

• Measure No. 3/2024, Number of Final Theses Supervised 
by Academic Staff (140 persons informed).  

• Measure No. 7/2024 Direct teaching records (143 persons 
informed).  

• A report for tracking teaching and supervision workload 
has been implemented, with regular updates and use for 
planning and staff evaluation. 
 

16. Creation and implementation of the Career Code and 
improvement of support for researchers in the field of 
career guidance. 

a) Creation and implementation of the Career Code at the 
central level – in cooperation with the MU Rector´s Office, 
and its subsequent implementation at the faculty level.  

b) Finding out the possibilities of offering the services of the 
Career Center for MU / faculty employees and their active 
use at the faculty level.   
 

• 21, 24, 28, 
29, 30 

Deadline 
Q4/2023  

•  

* Personnel Office in 
cooperation 
with MU Rector´s Office 

• * HR Award team 

Implementation of the Career Code document at ECON MU; 
Web link; 
Number of informed employees; 
  
Target: to set the framework for a professional career and it is 
expected milestones for researchers and job applicants, 
in terms of their expected career growth and motivation 
towards it.   

•  

https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/smernice/smernice_dekana/prehled/2023/smernice_esf_mu_c_2_2023/ECON_MUNI_Directive_No_2_2023_Career_system__24_1_2024_.pdf
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/opatreni/opatreni_dekana/prehled/opatreni_dekana_c_1_2024/150134511/Measure_ECON_MUNI_No_1_2024_Scope_of_teaching__1_2_2024_.pdf
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/opatreni/opatreni_dekana/prehled/opatreni_dekana_esf_mu_c_3_2024_zaverecne_prace_vedene_ak_pracovniky/152309458/ECON_MUNI_Measure_No_3-2024_Number_of_final_student_theses__13_3_2024_.pdf
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/opatreni/opatreni_dekana/prehled/opatreni_dekana_esf_mu_c_3_2024_zaverecne_prace_vedene_ak_pracovniky/152309458/ECON_MUNI_Measure_No_3-2024_Number_of_final_student_theses__13_3_2024_.pdf
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/opatreni/opatreni_dekana/prehled/opatreni_dekana_c_7_2024_evidence_prime_vyuky/193139946/Measure_No_7_2024__Direct_teaching_records__28_3_2026_.pdf
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Current status: IN PROGRESS 
 

   • The publication of the new MU Career Code has been 
postponed due to the complexity of the issue that need 
to be discussed with representatives of individual MU 
faculties and departments in connection with the 
publication of the new document. The document will also 
follow the amendment to the Higher Education Act which 
is being prepared. Due to the need for this directive (to 
attract and retain quality researchers and to fill 
positions), ECON MU has therefore started to address this 
issue individually and is preparing the publication of the 
ECON MU Career Regulations (see point 22 – new 
activity). 

• A Methodological Sheet Career System at Masaryk 
University has been published, which summarizes the 
motivational elements and tools to support career growth 
and development at MU, including indirect support 
options and tools for self-assessment. 

• Career counselling at MU is primarily intended for 
students. As part of the development of the HRS4R 
strategy, a university-wide discussion on introducing 
career counselling for MU employees has been initiated 
(priority for 2023+). Employees heading outside the 
academia can use the services of the MU Career Centre to 
a limited extent. Consultation and advisory support in 
matters of professional and career development and 
growth is also provided indirectly by other MU 
workplaces (as CERPEK, Centre for Technology Transfer, 
etc.)  

• Employees are informed about career development 
opportunities through the employee portal – 
https://portal.muni.cz/en/econ/employee/personal/care
er-and-professional-development. 

 

Current status: COMPLETED 
 

•    Revised Action Plan 2023-2025 / Q4/2023 
 

• Directive No. 2/2023, Career System of ESF MU has been 
introduced, defining career progression rules, 

https://is.muni.cz/auth/do/mu/Uredni_deska/Predpisy_MU/Masarykova_univerzita/Ostatni_dokumenty/Metodika/odbor_pro_personalni_rizeni/ml_karierni_system_na_masarykove_univerzite/ML_Karierni_system_na_Masarykove_univerzite.pdf
https://is.muni.cz/auth/do/mu/Uredni_deska/Predpisy_MU/Masarykova_univerzita/Ostatni_dokumenty/Metodika/odbor_pro_personalni_rizeni/ml_karierni_system_na_masarykove_univerzite/ML_Karierni_system_na_Masarykove_univerzite.pdf
https://kariera.muni.cz/pro-studenty-a-absolventy/nase-sluzby/prehled-vsech-sluzeb
https://portal.muni.cz/en/econ/employee/personal/career-and-professional-development
https://portal.muni.cz/en/econ/employee/personal/career-and-professional-development
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/smernice/smernice_dekana/prehled/2023/smernice_esf_mu_c_2_2023/ECON_MUNI_Directive_No_2_2023_Career_system__24_1_2024_.pdf
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distinguishing postdoc and tenure-track positions, and 
setting conditions for tenure, including the balance of 
teaching and research activities.  

• All ECON MUNI employees have been informed about the 
directive via the faculty newsletter and the internal 
regulation acknowledgment system. 

• The rules for career progression are currently being 
updated. 

 

17.  Strengthening and increasing the number of mobility 
(outcoming / incoming). 

a) Monitoring and evaluating obstacles to mobility for 
individual groups of researchers and responding to them as 
needed. 

b) Revision of mobility programmes and programmes 
targeting young scientists and researchers. 

c) Improving awareness about the possibilities and conditions 
of taking creative/sabbatical leave.  
 

• 10, 18, 24, 
29 

Deadline 

• Q2/2022  

• (new term 
02/2025) 

* Vice-Dean for Science, 
Research, Quality and 
Qualifications 

•   

Number of mobilities (outgoing/incoming); 
Web link; 
  
Target: to create opportunities for mobility in its various 
forms, increasing the number of mobilities.  

Current status: EXTENDED 
 

   • The performance of this activity was significantly affected 
by the COVID-19 pandemic. After the end of the 
pandemic, there is a slow return to normal. The 
implementation of activities in this area has therefore 
been postponed. The objectives and activities are 
confirmed for implementation in the following period 
2023-2025.  

• A draft of the faculty's methodology for the use of 
Creative Leave prepared, submitted for comments. 
 

Current status: COMPLETED 
 

   Revised Action Plan 2023-2025 / Q2 2025 
 

• Mobility activities are systematically monitored.  

• Barriers to habilitation and professorship procedures 
were analysed (2023, OPEN project), with results 
reflected in strategic documents and guidelines.  

• A guideline on sabbaticals and international mobility has 
been issued and communicated. (115 persons informed) 

https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/ostatni_dokumenty/metodicke_listy/metodicky_list_c/185601415/Guideline_ECON_MUNI_3_2025_Sabbatical_leave__27_11_2025.pdf
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• An employee portal section on international mobility was 
created and later expanded with additional opportunities 
subpage (2025). 

• The number of STA (staff teaching mobility) shows an 
increasing trend in the period 2022–2025: 6/7/7/17 
persons. The number of STT (staff training mobility) and 
other mobilities shows a stable trend over the same 
period: 29/28/23/27 persons. Both academic and non-
academic positions are included. 

 

• Education and development 

18. Improvement of the leadership and supervision of young 
researchers. 

a) Setting and implementing standards for supervisors (roles, 
duties, and responsibilities in the process of supervision of 
Ph.D. students).  

b) Regular training and development of supervisors − in 
cooperation with the MU Rector´s Office, including 
methodology and examples of good practice on how to 
work with novice supervisors. 

c) Regular evaluation of the activities of internal supervisors 
(e.g. within the regular annual evaluation in the EVAK 
application) and on the basis of information from the 
internal information system (IS).   

d) Creation of supporting materials for supervisors – “ten 
rules for supervisors”/supervisor’s checklist.  

• 2, 3, 4, 22, 
28, 36, 37, 
40 

Deadline 
Q4/2022  
  
  

•   

• * Vice-Dean for Science, 
Research, Quality and 
Qualifications in 
cooperation with the MU 
Rector´s Office  

Web link; 
Number of events for supervisors; 
Created documents; 
Share of successful Ph.D. students at different phases of 
study;  
  

• Target: to set standards for supervisors´ work, to improve the 
involvement of young R1 researchers in research, and to 
increase successfully completed Ph. D. studies within the 
standard length of the doctoral programme.  

Current status: IN PROGRESS 
 

   • Manual for supervisors of students studying in doctoral 
study programmes at ECON MU created (only in Czech). 

• In cooperation with RMU, the Methodology sheet 
Principles and Recommendations for Effective and High-
quality Doctoral Studies at Masaryk University was 
published, which contains recommendations for 
supervisors of doctoral students.  

• Implemented two workshops for supervisors (11/2022) - 
sharing good practice with supervisors from abroad. 

https://portal.muni.cz/econ/o-mne/osobni/zahranicni-mobility
https://portal.muni.cz/media/4026632/zamestnanci-vyberova-rizeni_aj.pdf
https://is.muni.cz/auth/do/econ/ds/9295433/43848871/Manual_skolitele.pdf
https://is.muni.cz/auth/do/econ/ds/9295433/43848871/Manual_skolitele.pdf
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• Updated ECON MU Directive No.2/202 Study in Doctoral 
Degree Programmes and its Organisation, which defines 
criteria for internal evaluation of supervisors.  

• A regular evaluation of the activities of internal supervisor 
is not yet underway but is the subject of discussion. 

• Created “ten points for supervisors” – simple rules for 
working with doctoral students.  

• Sections Information for supervisors and Information on 
doctoral studies created on the employee portal. 

• The proportion of successful PhD students who graduate 
in the regular term varies: 2020 - 71%, 2021 - 46%, 2022 - 
64%. Of the total number of completed studies in the 
period 2020–2022, women make up 35%. It is necessary 
to carry out a deeper investigation, the results are also 
influenced by the number of admitted students in 
previous years. 
 

Current status: COMPLETED 
 

   Revised Action Plan 2023-2025 / Q1/2025 
 

• Methodological Guideline No. 1/2025 of the Research 
Office of the Rectorate of Masaryk University has been 
issued: Principles and Recommendations for Effective and 
High-Quality Doctoral Studies at Masaryk University.  

• A “PhD MUNI” website and a “Research and Projects – 
PhD Studies” section on the employee portal have been 
created, providing clear information for all stakeholders 
in doctoral education, including supervisors.  

• A page with recommendations for supervisors of doctoral 
students has been created.  

• A Supervisor’s Guide and a “Ten of Supervisor” document 
have been issued.  

• A university-wide concept for supervisor training is 
currently being prepared.  

• Supervisors use workshops offered by the Centre for the 
Development of Teaching Competences (CERPEK). 
Between 2020 and 2025, a total of 218 participants 

https://is.muni.cz/do/econ/uredni_deska/predpisy_ESF/smernice/smernice_dekana/prehled/2020/smernice_c_2_2020_studium_v_doktorskych_studijnich_programech_a_jeho_organizace/?lang=en
https://is.muni.cz/do/econ/uredni_deska/predpisy_ESF/smernice/smernice_dekana/prehled/2020/smernice_c_2_2020_studium_v_doktorskych_studijnich_programech_a_jeho_organizace/?lang=en
https://portal.muni.cz/en/econ/vyuka/agenda-ucitele/information-for-supervisors
https://portal.muni.cz/en/econ/research-and-projects/doctoral-studies/information-about-doctoral-studies
https://portal.muni.cz/en/econ/research-and-projects/doctoral-studies/information-about-doctoral-studies
https://is.muni.cz/do/mu/Uredni_deska/Predpisy_MU/Masarykova_univerzita/Ostatni_dokumenty/Metodika/odbor_vyzkumu/metodicky_list_c_1_2025_zasady_a_doporuceni_pro_efektivni_a_kvalitni_doktorske_s/Guidelines_No._1-2025_Principles_and_Recommendations_for_Effective_and_Quality_Doctoral_Studies_as_in_effect_01_12_2025.pdf
https://is.muni.cz/do/mu/Uredni_deska/Predpisy_MU/Masarykova_univerzita/Ostatni_dokumenty/Metodika/odbor_vyzkumu/metodicky_list_c_1_2025_zasady_a_doporuceni_pro_efektivni_a_kvalitni_doktorske_s/Guidelines_No._1-2025_Principles_and_Recommendations_for_Effective_and_Quality_Doctoral_Studies_as_in_effect_01_12_2025.pdf
https://is.muni.cz/do/mu/Uredni_deska/Predpisy_MU/Masarykova_univerzita/Ostatni_dokumenty/Metodika/odbor_vyzkumu/metodicky_list_c_1_2025_zasady_a_doporuceni_pro_efektivni_a_kvalitni_doktorske_s/Guidelines_No._1-2025_Principles_and_Recommendations_for_Effective_and_Quality_Doctoral_Studies_as_in_effect_01_12_2025.pdf
https://is.muni.cz/do/mu/Uredni_deska/Predpisy_MU/Masarykova_univerzita/Ostatni_dokumenty/Metodika/odbor_vyzkumu/metodicky_list_c_1_2025_zasady_a_doporuceni_pro_efektivni_a_kvalitni_doktorske_s/Guidelines_No._1-2025_Principles_and_Recommendations_for_Effective_and_Quality_Doctoral_Studies_as_in_effect_01_12_2025.pdf
https://phd.muni.cz/en
https://portal.muni.cz/econ/vyzkum-a-projekty/doktorske-studium/informace?utm_content=econ_menu
https://portal.muni.cz/econ/vyzkum-a-projekty/doktorske-studium/informace?utm_content=econ_menu
https://portal.muni.cz/vyzkum-a-projekty/doktorske-studium/informace-k-doktorskemu-studiu/zasady-a-doporuceni-pro-doktorske-studium/doporuceni-pro-skolitele-studentu-doktorskych-studijnich-programu
https://is.muni.cz/auth/do/econ/ds/9295433/43848871/Supervisors_guide_2024.pdf
https://is.muni.cz/auth/do/econ/ds/9295433/43848871/esf-desatero-skolitel-A5-EN-k01.pdf
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attended these courses; however, the number of 
supervisors cannot be identified from the statistics.  

• The success rate of completed PhD studies has been 
increasing in recent years (2022: 9.9%, 2023: 12%, 2024: 
24%). First-year dropout rates have long been around 
20%, except in 2023 when they were 8.3%. Data for 2025 
are not yet available.  

• Rules for doctoral income and employment of PhD 
students during their studies have been established 
(Measure No. 4/2025). The doctoral income at ECON 
MUNI is higher than the statutory minimum. 

 

19. Improvement of awareness and development of 
Ph.D. students. 

a) Updating the Ph.D. Day format, reorganisation of 
enrolment for study – supplementation of information, 
informal networking, and sharing experience with older 
doctoral students. 

b) Creation of the faculty Ph.D. student guide. 
c) Organisation of a workshop focused on the specific 

knowledge and skills related to research, publishing, co-
authorship, and plagiarism.  

d) Improving visibility and promotion of FRESHERS courses 
organised by the MU Rector´s Office. 

e) Updated information on Ph.D. study on the faculty website 
(FAQ). 

  

• 22, 28, 30, 
37, 38, 39, 
40 

Deadline 
Q4/2022  

•  

* Office for Science, 
Research, Quality and 
Qualifications in 
cooperation with the 
Office for External 
Relations and Marketing 

•   

Number of events for Ph.D. students; 
Web link; 
Created documents; 
Number of Ph.D. students trained; 
  
Target: to improve awareness about the course of Ph. D. 
study, increase of professional knowledge and skills for R1. 
  
  
  

Current status: COMPLETED 
 

   • Updated PhD day format.  

• Created a PhD guide. 

• Three workshops for R1 were held - Scientific writing I, II, 
How to teach and learn (development of pedagogical 
competences), 22 PhD students were trained. 

• Offer of development activities for Ph.D. students 
published on the employee portal - MUNI PhD Academia 
section.  

• Section Information on doctoral studies has been created 
in the ECON MU employee portal.  It also includes an 

https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/opatreni/opatreni_dekana/prehled/opatreni_dekana_c_4_2025_doktorsky_studijni_prijem/178671925/Measure_ECON_MUNI_No_4_2025_doctoral_study_income_1_9_2025.pdf
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/opatreni/opatreni_dekana/prehled/opatreni_dekana_c_4_2025_doktorsky_studijni_prijem/178671925/Measure_ECON_MUNI_No_4_2025_doctoral_study_income_1_9_2025.pdf
https://www.econ.muni.cz/do/econ/ds/9295433/43945671/PhD_Guide_2022.pdf
https://portal.muni.cz/vyzkum-a-projekty/doktorske-studium/muni-phd-academia
https://portal.muni.cz/en/research/doctoral-studies/information
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offer of development activities including FRESHERS 
courses. The development offer is also included in a PhD 
guide. 

• MUNI PhD Career Days and the first year of the ECON MU 
2022 PhD Conference were implemented.  

• Support for budding scientists at MU is also intensively 
developed through university-wide educational and 
development activities, the so-called MUNI PhD 
Academia. These are mainly activities aimed at promoting 
interdisciplinarity (e.g. Seminar Series; summer school for 
PhD students - primarily focused on pedagogical 
competences, workshops on ethics, motivation, etc.) 
 

20. Improvement of training and development process at the 
faculty level. 

a) In connection with the university concept of education and 
development (Q4/2022), to set up a process of training and 
development at ECON MU, including the creation of a 
standard offer of key topics and the training format. 

b) Strengthening and developing knowledge and skills of: 
i. administrative/support staff, especially in the areas of: 

specific HR skills/HR management, managerial skills, 
communication skills, time management, teamwork and 
cultural diversity 

ii. academic and research staff), especially in the areas of: 
people management/managerial skills, 
coaching/mentoring, pedagogical and language skills, 
project management and administration, and gender 
issues         
  

• 6, 11, 14, 
22, 28, 36, 
37, 38, 39, 
40 

Deadline 
Q3/2023 

•   

* Personnel Office  
* HR Award Team 
 
  
 

•  

Created document – description of the internal process; 
Standard offer of development topics and formats (catalogue); 
Web link; Number of courses implemented; 
Number of trained employees; 
Employee survey outputs; 
  

• Target: to improve staff skills for the performance in the given 
position, to increase the quality of services provided by the 
administrative staff of the Dean’s Office, to improve the 
professional skills of R1–R4, and to improve opportunities at 
the labour market. 

Current status: IN PROGRESS 
 

   • The University's concept of education and development 
has not been established. However, in March 2022, the 
MU Centre for the Development of Pedagogical 
Competences was transformed into a new Competence 
Development Centre (CERPEK). The educational portfolio 
has thus been expanded (including its form and content), 
and it corresponds to transferable international practice 
and the needs of individual target groups.  

https://www.econ.muni.cz/do/econ/ds/9295433/43945671/PhD_Guide_2022.pdf
https://www.econ.muni.cz/do/econ/ds/9295433/43945671/PhD_Guide_2022.pdf
https://portal.muni.cz/econ/oddeleni-vyzkumu-a-projektu/muni-phd-career-days
https://www.econ.muni.cz/en/events-calendar/16135-phd-conference-2022
https://www.econ.muni.cz/en/events-calendar/16135-phd-conference-2022
https://portal.muni.cz/vyzkum-a-projekty/doktorske-studium/muni-phd-academia
https://portal.muni.cz/vyzkum-a-projekty/doktorske-studium/muni-phd-academia
https://cerpek.muni.cz/en
https://cerpek.muni.cz/en
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• Education and development at ECON MU are conducted 
with regard to the training and development needs 
identified as part of the annual staff appraisal, or on an ad 
hoc basis according to the individual needs of employees 
or faculty. 

• The range of development activities is published on the 
employee portal - https://portal.muni.cz/en/about-
me/personal/professional-development, and specified for 
ECON MU staff in the Career and Professional 
Development section. 

• In the period 2021-2022, 31 courses were implemented 
for academic and non-academic positions (managerial 
skills, HR skills, soft/hard skills, IT skills), more than 170 
people were trained. Access to the online educational 
portal SEDUO.cz is provided for those interested. 

•  

Curent status: COMPLETED    Revised Action Plan 2023-2025 / Q4/2024 
 

• A concept for the education and development system at 
ECON MUNI was not created due to the preparation of 
the university-wide Strategy for Supporting Career 
Development and Employee Potential, which is currently 
in the consultation phase. At the same time, existing 
materials covering this area were reviewed and used: 
 
a) Methodological Guideline: Career System at MU 
b) Directive No. 2/2023, Career System of ESF MU 
 

• Between 2023–2025, 16 internal training courses were 
delivered, e.g. science communication, managerial skills, 
psychological and social safety, communication skills, 
work–life balance etc. (226 participants trained), 
alongside regular use of online learning platform SEDUO 
(70+ participants). 

• Several e-learning courses were launched: 

• Social Safety in Academia (123 participants trained),  

https://portal.muni.cz/en/about-me/personal/professional-development
https://portal.muni.cz/en/about-me/personal/professional-development
https://portal.muni.cz/en/econ/employee/personal/career-and-professional-development
https://portal.muni.cz/en/econ/employee/personal/career-and-professional-development
https://www.seduo.cz/
https://is.muni.cz/auth/do/mu/Uredni_deska/Predpisy_MU/Masarykova_univerzita/Ostatni_dokumenty/Metodika/odbor_pro_personalni_rizeni/ml_karierni_system_na_masarykove_univerzite/EN_Career_system_at_Masaryk_University.pdf
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/smernice/smernice_dekana/prehled/2023/smernice_esf_mu_c_2_2023/ECON_MUNI_Directive_No_2_2023_Career_system__24_1_2024_.pdf
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• Intellectual Property and Technology Transfer at 
Masaryk University (47 participants trained), 

• Ethics and AI Use Strategy in Teaching (72 
participants trained),  

• Employee Evaluation (11 participants trained; 
launched 01/2026),  

• Cybersecurity (39 participants trained).  

• A total of 215 participants took part in MU development 
activities. 

• The HR Award 2025 survey that 74% of respondents feel 
sufficiently supported in continuous learning and skills 
development, and 64.1% report adequate support for 
career growth.  

• A pilot version of the MU internal education platform has 
been launched. 

21. MU Networking. 

• Sharing knowledge, experience, and best practice of HR 
Award Managers/teams of individual faculties in the 
preparation, implementation, and evaluation of the HR 
Award project at MU.   

  

• 2, 10, 11, 
13, 14, 24, 
27, 28, 37, 
38 

Ongoing – until 
Q4/2022  

• (the end of 
implementation 
phase) 

• * HR Award team Unified materials and procedures within MU/selected 
faculties;  
Web  link; 
Number of meetings; 
  
Target: sharing knowledge and experience, streamlining work, 
and set processes. 
 

Current status: COMPLETED 
 

   • There is a regular meeting of HR Award Managers of 
individual faculties.  In the period 2020-2023, 18 meetings 
were held. 

• Working groups have been created with representatives 
from individual faculties that are involved in the creation 
and commenting on university regulations, 
methodologies and applications (e.g. working groups 
Recruitment, Adaptation, Evaluation, Education and 
Development, Jobs.MU application for selection 
procedures, etc.).  

• Participation in the meeting of institutions implementing 
HRS4R and gender equality plans took place (10/2022) - 
organized once a year by MENDELU in Brno. 

https://vzdelavani.muni.cz/en
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• Participation in activities organized by Euraxess, e.g. info 
days - 10/2022. 

• Participation in the Interim Assessment workshop 
organized by the Faculty of Science MU (with evaluators 
from the European Commission) - 11/2022. 

• Foreign trips to universities in Germany and Ireland - see 
point 3.  
 

22. Introduction of the faculty Career Code including the 
system of job position. 

 
*Link to action 16) Creation of a Career Code and improvement 
of support for researchers in the field of career guidance 
 
 

28,30, 
38,39 

• Q4/2023 
 

• *Personnel Office *Dean • Document created;         

• Web link;      

• Number of familiarized employees; 

•  

• Target: to set a framework for career development and its 
expected milestones for workers and job seekers in terms of 
their expected career growth and motivation for it. 

Current status: COMPLETED    • Directive No. 2/2023, Career System of the Faculty of 
Economics and Administration, Masaryk University, as 
been introduced, defining career progression rules, 
distinguishing postdoc and tenure-track positions, and 
setting conditions for tenure, including the balance of 
teaching and research activities. The directive also 
specifies the activities associated with each position, 
including the proportion of teaching, research, and other 
duties.  

• 100% of ECON MUNI employees have been informed via 
the faculty newsletter and through the internal regulation 
acknowledgment system.  

• The rules for career progression are currently being 
updated. 
 

23. Redefine the job description of the academic position of 
"lecturer" and raise awareness of its importance in 
ensuring quality teaching. 

 

22,24,33 Q4/2025 
 
 

*Dean 
*Personnel Office 

• Document created; 

• Promo article in the newsletter; 

• Number of lecturers in each department; 

• Results of the employee survey (Q3/2025); 
 

https://www.sci.muni.cz/en/about-us/hrs4r/news/we-hosted-a-university-workshop-for-the-hr-excellence-in-research-award-milestone
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/smernice/smernice_dekana/prehled/2023/smernice_esf_mu_c_2_2023/ECON_MUNI_Directive_No_2_2023_Career_system__24_1_2024_.pdf
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/smernice/smernice_dekana/prehled/2023/smernice_esf_mu_c_2_2023/ECON_MUNI_Directive_No_2_2023_Career_system__24_1_2024_.pdf
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• Target: to increase the prestige and importance of the position 
of lecturer, to ensure enough positions in individual 
departments and to ensure their quality. 

•  

Current status: COMPLETED 
 

   • Directive No. 2/2023, Career System of the Faculty of 
Economics and Administration, Masaryk University has 
been issued. It specifies the activities for the “lecturer” 
position and newly enables career progression within 
teaching-focused academic positions.  

• Regulation on Competitive Selection Procedure at MU 
have been updated, introducing new positions “Lecturer 
III” and “Lecturer IV”. 

• MU Directive No. 3/2018 – MU Catalogue of Posts has 
been updated to define the general job description of 
academic positions, including Lecturer III and IV.  

• The Masaryk University Strategy for Supporting Career 
Development and Employee Potential is currently in the 
consultation process; it defines career paths, including 
newly established positions.  

• The number of lecturers at individual departments (FTE) 
shows a growing trend: 2023 – 13.4, 2024 – 14.11, 2025 – 
15.84. 
 

24. Establish a system for identifying and training of potential 
successors to heads of departments. 

 

28,37,38 Q4/2025 
 

*Dean 
*Personnel Office 

• Internal methodology created; 

• Training of senior staff in the field; 

• List of successors/high potentials; 

• Number of activities implemented for identified successors; 
 

• Target: to set a full replacement strategy, to fill leadership 
positions quickly (and cheaply), to retain and develop people 
with potential, to work with talents. 

•  

Current status: COMPLETED 
 

   • Talent programme as a pilot in 04/2025 to prepare 
employees for leadership roles (13 participants, mostly 
women), with evaluation planned for 2026.  

• All heads of departments have been informed and 
involved in the programme.  

https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/smernice/smernice_dekana/prehled/2023/smernice_esf_mu_c_2_2023/ECON_MUNI_Directive_No_2_2023_Career_system__24_1_2024_.pdf
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/smernice/smernice_dekana/prehled/2023/smernice_esf_mu_c_2_2023/ECON_MUNI_Directive_No_2_2023_Career_system__24_1_2024_.pdf
https://www.muni.cz/en/about-us/official-notice-board/rad-vyberoveho-rizeni-mu
https://is.muni.cz/auth/do/mu/Uredni_deska/Predpisy_MU/Masarykova_univerzita/Smernice_MU/SM03-18/186595396/MU_Directive_No._3_2018_-_Catalogue_of_Posts__1.1.2026_.pdf
https://www.econ.muni.cz/o-nas/hrs4rhr-award/novinky/1201362u-zahajili-jsme-program-talent-econ-muni
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• Talent tracking and development of employees is ongoing 
at faculty and university level.  

• Programme activities include online assessments (13x), 
workshops (4x), international placements (2x), individual 
courses (4x), and coaching (4x).  

• Seven employees participated in the university-wide 
Talent programme (2023–2025). 

•  

25. Promoting work-life balance, equal opportunities. 
Following the results of the questionnaire survey on flexible 
and diverse work culture, design and implement activities 
to improve the working environment and flexibility of 
working conditions. 

10,24,25,2
7, 

• Q4/2023 + 
continuously in 
the following 
years 

• *Personnel Office  

• *Bursar 

• Measures taken; 

• Document created; 

• Number of familiarized employees; 

•  

• Target: to promote a work culture in which all groups of 
employees, including carers, women, parents, the disabled, 
etc., are given opportunities.   

Current status: COMPLETED 
 

   • Directive No. 1/2024 – Organization of working hours has 
been issued. It regulates the use of flexible working 
arrangements and takes into account the individual needs 
of employees and caregivers (254 persons informed).  

• Information and processes (including recruitment) have 
been updated and published on the employee portal. 

• Methodological guidelines have been issued:  

– No. 1/2025 Flexible working hours  

– No. 2/2025 Employment and Support During 
Maternity/Paternity Leave and Other Long-Term 
Absences 

• All employees informed via the faculty newsletter 
(11/2025).  

• The recruitment process has been updated, including the 
revised ECON MUNI hiring guide (job advertisement 
templates, benefits).  

• The role of a coordinator for employees temporarily out 
of work has been defined (Head of HR Department).  

• An ECON MUNI childcare corner has been established. 
 

https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/smernice/smernice_dekana/prehled/2024/smernice_esf_mu_c_1_2024_organizace_pracovni_doby/149361642/ECON_MUNI_Directive_No_1_2024_Organization_of_working_hours__10_1_2024_.pdf
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/ostatni_dokumenty/metodicke_listy/metodicky_list_c_1_2025/182488933/Guideline_ECON_MUNI_No_1_2025_Flexible_working_hours_3_10_2025.pdf
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/ostatni_dokumenty/metodicke_listy/metodicky_list_c_2_2025/182488962/Guideline_ECON_MUNI_No_2_2025_Employment_support_mternity_parental_leave_3_10_2025.pdf
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/ostatni_dokumenty/metodicke_listy/metodicky_list_c_2_2025/182488962/Guideline_ECON_MUNI_No_2_2025_Employment_support_mternity_parental_leave_3_10_2025.pdf
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/ostatni_dokumenty/metodicke_listy/metodicky_list_c_2_2025/182488962/Guideline_ECON_MUNI_No_2_2025_Employment_support_mternity_parental_leave_3_10_2025.pdf
https://www.econ.muni.cz/en/about-us/safe-faculty/social-security/equal-opportunities/children-s-corner-econ-muni
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26. Revision of internal guidelines:  
a) ECON MU staff salary entitlements  
b) Organisation of working hours at ECON MU   

 

10,24,26,2
7, 

Q1/2024 
 

*Personnel Office 
 

• Documents modified; 

• Web link; 

• Number of familiarized employees; 

•  

• Target: to set clear rules for the payment of remuneration, 
transparent and equal remuneration, sufficiently flexible 
working conditions. 

•  

Current status: COMPLETED 
 

   • The following directives have been revised and updated: 
a) Directive No. 2/2024 – Rules on the Remuneration for 
Employees of ESF MU (254 persons informed) 
b) Directive No. 1/2024 – Organization  of working hours 
at ESF MU (254 persons informed)  

• New rules have been established for: 
a) Publication rewards –Guideline No. 2/2024 – Rewards 
for Publishing Activities 
b) Employment and remuneration of staff on projects – 
Measure No. 6/2025 – Working Hours and Salaries of 
Academic Staff Involved in Projects 
c) Doctoral income – Measure No. 4/2025 – Amount of 
Doctoral Scholarship, Doctoral Study Income, and 
Employment of PhD Students at ESF MU 
 

27. Create and implement the faculty system of posts and 
jobs (workplace systemization)  

 
*Link to action 8) Creation and implementation of a faculty 
Post/Role System. 

25,28 Q2/2024 
 

*Personnel Office 
*Dean 

• Document created; 

• Number of familiarized employees; 

•  

• Target: to set the rules and procedure for the workplace 
systematisation of posts (i.e. determining their number, 
characteristics and method of filling). 

 

Current status: COMPLETED 
 

   • Directive No. 3/2023 – Systematisation of Jobs has been 
issued. It regulates the rules and procedures for job 
systematisation and determines the number of individual 
positions, job roles, and workload allocations at ECON 
MUNI workplaces.  

• 100% of employees were informed via the faculty 
newsletter in 01/2024. 

https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/smernice/smernice_dekana/prehled/2024/smernice_esf_mu_c_2_2024_pravidla_odmenovani_zamestnancu_esf_mu/194135989/Directive_No_2_2024_Rules_on_the_Remuneration_of_Employees__10_4_2026_.pdf
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/smernice/smernice_dekana/prehled/2024/smernice_esf_mu_c_2_2024_pravidla_odmenovani_zamestnancu_esf_mu/194135989/Directive_No_2_2024_Rules_on_the_Remuneration_of_Employees__10_4_2026_.pdf
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/smernice/smernice_dekana/prehled/2024/smernice_esf_mu_c_1_2024_organizace_pracovni_doby/149361642/ECON_MUNI_Directive_No_1_2024_Organization_of_working_hours__10_1_2024_.pdf
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/smernice/smernice_dekana/prehled/2024/smernice_esf_mu_c_1_2024_organizace_pracovni_doby/149361642/ECON_MUNI_Directive_No_1_2024_Organization_of_working_hours__10_1_2024_.pdf
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/ostatni_dokumenty/metodicke_listy/odmeny_za_publikacni_cinnost/150134641/ECON_MUNI_Guidelines_No_2_2024_Rewards_for_publishing_activities__1_2_2024_.pdf
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/ostatni_dokumenty/metodicke_listy/odmeny_za_publikacni_cinnost/150134641/ECON_MUNI_Guidelines_No_2_2024_Rewards_for_publishing_activities__1_2_2024_.pdf
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/opatreni/opatreni_dekana/prehled/opatreni_dekana_c_6_2025_projektove_uvazky/Opatreni_dekana_c._6-2025_Projektove_uvazky__3.12.2025_.pdf?lang=en;info=1
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/opatreni/opatreni_dekana/prehled/opatreni_dekana_c_6_2025_projektove_uvazky/Opatreni_dekana_c._6-2025_Projektove_uvazky__3.12.2025_.pdf?lang=en;info=1
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/opatreni/opatreni_dekana/prehled/opatreni_dekana_c_4_2025_doktorsky_studijni_prijem/178671925/Measure_ECON_MUNI_No_4_2025_doctoral_study_income_1_9_2025.pdf
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/opatreni/opatreni_dekana/prehled/opatreni_dekana_c_4_2025_doktorsky_studijni_prijem/178671925/Measure_ECON_MUNI_No_4_2025_doctoral_study_income_1_9_2025.pdf
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/opatreni/opatreni_dekana/prehled/opatreni_dekana_c_4_2025_doktorsky_studijni_prijem/178671925/Measure_ECON_MUNI_No_4_2025_doctoral_study_income_1_9_2025.pdf
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/smernice/smernice_dekana/prehled/2023/smernice_esf_mu_c_3_2023/174435296/Directive_ECON_MUNI_No_3_2023_Systemization_of_jobs_30_4_2025_.pdf
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28. To set up conditions and a system for financing long-term 
trips/mobilities of academic staff.   

 
*Link to action 17) Strengthening and increasing the number of 
mobility (outcoming / incoming). 

18,24, 
29,38 

• Q4/2023 

•  

•  

• *Dean 

• *Bursar 

•  

•  

•  

•  

• Document created; 

• Number of outgoing mobilities;   

• Trends in development;  

•  

• Target: to increase the number of trips and to establish a 
sustainable system of financing them. 

Current status: COMPLETED 
 

   • Rules for providing and funding sabbaticals have been 
established through the issuance of a guideline No. 
3/2025 – Sabbatical leave and foreign work trips) (115 
persons informed).  

• Sabbaticals: no visits were undertaken in 2023–2024, 
while 4 took place in 2025. Sabbaticals are supported as 
part of career development and are discussed during 
annual evaluations.  

• The number of STA (staff teaching mobility) shows an 
increasing trend in the period 2022–2025: 6/7/7/17 
persons. The number of STT (staff training mobility) and 
other mobilities shows a stable trend over the same 
period: 29/28/23/27 persons, including both academic 
and non-academic staff.  
 

29. Meeting and networking of academic and non-academic 
staff of the faculty, integration of foreign employees.  
 

10,24,38 • Q2/2023 and 
continuously 
 

• * Dean  

• * Internal 
Communications  

Implemented actions; 
Employee survey outputs (Q3/2025); 

•  

• Target: To bring academic and non-academic community 
together, to increase awareness, mutual understanding, and 
contribution of everyone’s work to the functioning of the 
faculty, to improve mutual communication and cooperation, 
integration of foreign staff into the team and the faculty 
environment. 

Current status: COMPLETED 
 

   • Regular annual community events are held at ECON 
MUNI, including a spring staff meeting, Christmas party, 
“ECON MUNI Health Day,” academic community meeting 
(for academic and non-academic staff), and Giving Day.  

• International staff are invited to all faculty events and are 
additionally connected through MU Welcome Office 
activities.  

https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/ostatni_dokumenty/metodicke_listy/metodicky_list_c/185601415/Guideline_ECON_MUNI_3_2025_Sabbatical_leave__27_11_2025.pdf
https://is.muni.cz/auth/do/econ/uredni_deska/predpisy_ESF/ostatni_dokumenty/metodicke_listy/metodicky_list_c/185601415/Guideline_ECON_MUNI_3_2025_Sabbatical_leave__27_11_2025.pdf
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• In 12/2025, a webinar on integration of international staff 
and students and intercultural communication was held 
(15 participants trained).  

• The onboarding process is also set up for international 
employees. 
 

30. Maintaining the position of HR Award Manager, who will 
further coordinate the activities of the action plan and the 
implementation of HRS4R.  

10,24,27, • Q2/2023 + in the 
following years 
 

• * Dean  

•  

• The position of HR Award Manager is filled; 

• Q reports on the implementation of the action plan submitted 
to the steering committee. 

•  

• Target: to ensure sustainability of HRS4R including staffing, 
implementation of activities to promote equal treatment and 
opportunities in the faculty environment. 

•  

Current status: COMPLETED 
 

   • The HR Award Manager position is filled; it is also 
responsible for the equal opportunities’ agenda.  

• The submission of quarterly (Q) reports on the 
implementation of the action plan has been discontinued; 
key topics are discussed with the Dean and faculty 
management as needed. 
 

 
Proposed activities for 2026-2029  GAP 

principles               
Implementation 
plan  

Responsibility Indicator/Target Status  
Renewal 2026 

1) Continue raising awareness of MUNI ethical standards – 
continuously familiarize staff with the Code of Ethics and 
principles of publication ethics, introduce case studies 
where possible, and use the e-course 
‘Science and Scientific Knowledge’, which provides a 
comprehensive introduction to scientific research. 
 

2,3,5,6 Continuously Vice-Dean for Research 
and Doctoral Studies  

Number of information activities 
Number of people trained 
 

• New activity  

2) Issuing a methodology/internal regulation on affiliations. 3,5,6 Q4/2026 Vice-Dean for Research 
and Doctoral Studies  
 

Document issued 
Number of people informed 
 

• New activity 

https://is.muni.cz/auth/ekurzy/MUNI4MEVE
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3) Inclusion of publication ethics in the onboarding process, 
including the onboarding of PhD students. 

2,3,5,8 Q2/2026+ Head of the Research and 
Project Services  

Number of people trained • New activity 

4) Issuing a methodology on the principles of publication 
activities at the faculty. 
 

3,5,6 Q4/2027 Head of the Research and 
Project Services  
Head of the Scientific 
Information Centre 
 

Document issued 
Number of people informed 

• New activity 

5) Raising awareness in data management and the use of 
data repositories and data management plans (DMPs). 
 

5,6,8 Q4/2026+ 
 

Head of the Research and 
Project Services  
Head of the Scientific 
Information Centre 
 

Number of information activities 
Number of people trained 

• New activity 

6) Continue the redesign of the established appraisal system 
reflecting the needs of the faculty; provide methodological 
support for the implementation of the update application, 
continuous training and support for heads of departments 
in conducting appraisal interviews. 
 

10,11,38 Q1/2027+ Head of HR department Functional application 
Number of trained assessors 
Outputs from survey 
% of staff assessed  

• New activity 

7) Implement and continuously evaluate the MU Gender 
Equality Plan, analyse data, carry out awareness and 
educational activities. On the “Safe Faculty / Equal 
Opportunities” website, create a “statistics” section. Share 
best practices within MU and public institutions and 
implement them in practice. 
 

10,27,28,3
4,39 

Q4/2026+ Head of HR department Number of implemented activities 
Number of information activities 
Link to website 

• New activity 

8) Recruitment and selection: Continue the established 
trend, update and regularly evaluate feedback on selection 
procedures and statistical data. Respond to current 
recruitment trends. Continuously revise the OTMR 
checklist. 
 

12,14,15,1
6,18,19,21 

Q4/2026+ 
Q1/2028 – OTMR 
checklist 

Head of HR department Feedback on recruitment procedures 
NPS (Net Promoter Score) 
Link to website 
Number of vacancies advertised on 
international platforms 

• In progress 

•  

9) Continue to conduct the regular HR Award survey. The 
questionnaire will be expanded to include the areas of 
employee satisfaction, well-being, and NPS measurement, 
and extended to dean’s office departments. 

10, 11, 23, 
24, 26, 27, 
36 

Q3/2028 HR Award expert team  Response rate 
NPS (Net Promoter Score) 
Trends over time 
Number of information activities 
Link to website 

• New activity  

https://www.econ.muni.cz/en/about-us/organizational-structure/569840-scientific-information-centre
https://www.econ.muni.cz/en/about-us/organizational-structure/569840-scientific-information-centre
https://www.econ.muni.cz/en/about-us/organizational-structure/569840-scientific-information-centre
https://www.econ.muni.cz/en/about-us/organizational-structure/569840-scientific-information-centre
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10) Continue training for heads of departments, focusing on 
ethical leadership and social safety. 
 

2, 10, 11, 
24 

Q4/2026+ Head of HR department Number of events held 
Number of people trained 

• New activity  

11) Further develop and continuously update the onboarding 
process, with an emphasis on the roles of supervisors and 
‘buddies’ (including adaptation process for new managers, 
designation of contact persons for IS/INET orientation and 
faculty processes, and preparation of a checklist and role 
description for buddies). 
 

2, 5, 6, 24, 
31, 32, 34, 
38, 39 

Q4/2026+ Head of HR department 
Head of the Research and 
Project Services  
 

Handbook for new managers 
Application in INET 
Document issued 

• New activity  

12) Create simple graphics/leaflet on social safety and launch 
an information campaign on this topic. 

10, 24, 27, 
34 

Q3/2026 Head of HR department Document issued 
Number of information activities 
Number of people informed 

• New activity 

13) Create a “top ten”/ manual for project management 
specifying the key areas to be addressed before project 
submission and during its implementation. 
 

5,7,9,24 Q4/2026 Head of the Research and 
Project Services  
 

Document issued 
Number of information activities 
Number of people informed 

• New activity 

14) Continue removing barriers to career development 
(especially for caregivers) and strengthen awareness of 
possible career pathways. 
 

24,25,27,2
8,29 

Q1/2027+ Dean  
Head of HR department  

Number of measures implemented  
Number of activities carried out 
 

• New activity 

•  

15) In cooperation with RMU, continue setting up and 
implementing the Career Couselling system.  

28, 30 Q1/2027 Head of HR department Number of people using career 
counselling  
services 
Number of internal transfers/career 
changes 

• New activity 

16) Formalise the faculty’s internal and external 
communication rules. 

2, 24, 28, 
30, 33, 34, 
37, 38, 39 

Extended 
Q4/2026 

Vice-Dean for  
External Relations and  
Partnership 
HR Department 
 

Document issued 
Number of people informed 
 

• Extended,  

• AP 2023+ 

17) Employee portal – continuously update and expand the 
central hub of key processes and its content. 
 

2,4,24,28,
30,33,34,3
7,38 

Q2/2026 and 
continuously 
 

Head of HR department 
Head of the Research and 
Project Services 
Head of the Scientific 
Information Centre 
 

Updated employee portal • New activity 

https://www.econ.muni.cz/en/about-us/organizational-structure/569840-scientific-information-centre
https://www.econ.muni.cz/en/about-us/organizational-structure/569840-scientific-information-centre
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18) Increase awareness of HR Award activities and their 
impact on the faculty. 

 

10, 24, 27, 
38, 39 

Q1/2027+ 
 

HR Award  
Expert team 
Head of HR department 

Number of information activities 
Number of people informed 

• New activity  

19) Continue organizing training for PhD supervisors. 
 

2,3,6,37,3
8,40 

Q3/2026+ 
 
 

Vice-Dean for Research 
and Doctoral Studies 
 

Number of events held 
Number of people trained 

• Extended, 

• AP 2023+ 

20) Continue using the ISP as a tool for monitoring and 
evaluating the work of PhD students, including research 
and publication activities. 

 

36,37,38,3
9,40 

Q2/2026 and 
continuously 

Vice-Dean for Research 
and Doctoral Studies 

Number of violations of study obligations 
by PhD students 

• New activity  

21) Continue developing the onboarding process for PhD 
students.  

2,3,4,36,3
8,39 

Q3/2026+ 
 

Head of the Research and 
Project Services  
 

Number of people trained 
 

• New activity 

22) Continue involving foreign experts in doctoral studies. 37,38,39 Q3/2026+ Vice-Dean for Research 
and Doctoral Studies  
 

Number of foreign experts involved in 
PhD studies 

• New activity 

23) The Bursar of the Doctoral Board will continue to act as a 
contact point/person for PhD students. 

 

38, 40 Q3/2026+ Head of the Research and 
Project Services 

Number of consultations provided by the 
Bursar 

• New activity 

24) Develop the offer of educational activities in line with 
faculty needs and support the development of scientific, 
pedagogical and personal competencies. Support academic 
staff in using the standardised EU ResearchComp tool to 
identify their development needs. Within the range of 
topics offered, focus on ethics in science and research, 
pedagogical competencies and team leadership. 
 

2,10,11,24
,27, 
28,33,37,3
8,39 

Q4/2026+ Head of HR Department Number of courses delivered 
Number of people trained 
Outputs from survey 

• New activity  

25) Continue supporting and developing talents/key 
employees according to RMU methodology. In 
collaboration with program alumni, propose further 
development opportunities and involve them in faculty 
activities. 
 

28,37,38,3
9 

Q4/2026+ Head of HR Department Number of events held 
Trends over time (career 
progression/change) 
 

• New activity  
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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 *: https://www.econ.muni.cz/en/about-us/hr-award  

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 of the implementation versus the initial 
phase. 

Comments on the implementation of the OTM-R principles  

During the preparation for the external evaluation (renewal phase), the following activities and measures were implemented: 
 

1. Ongoing review and update of the MU Recruitment Procedure Regulations, newly effective from 1 January 2026. The OTM-R principles are an 
integral part of these regulations.  

2. Regular updates of the Guide to the selection process are carried out in response to newly issued documents and faculty needs.  
3. The faculty monitors satisfaction with the recruitment process through a questionnaire sent to applicants; feedback is continuously reflected and 

incorporated into the recruitment process.  
4. The internal recruitment application JOBS.MU is continuously updated. New functionalities simplify the recruitment process (e.g., templates for 

communication with applicants and selection committees).  
5. The faculty continuously monitors and evaluates recruitment processes (number of applicants, internal/external, men/women, nationality, 

success in each round, etc.) and responds to findings.  
6. Newly available data warehouses (Power BI) provide comprehensive information on the recruitment process, allowing the tracking of history and 

trend analysis.  
7. The onboarding process is continuously developed and updated; it is now applied to all positions regardless of employment contract. Part of the 

process has been digitized through the INET application.  
8. HR staff receive ongoing training, e.g., on the use of AI in recruitment, and training for selection committee members continues.  
9. Employees’ experiences with the recruitment process are also monitored through the regular HR Award survey.  

 
The trends in the established processes and implemented measures indicate that the faculty is successfully attracting high-quality candidates from the 
Czech Republic (outside MU) and abroad. According to survey results, recruitment processes at ECON MUNI are perceived as open and transparent. 

https://www.econ.muni.cz/en/about-us/hr-award
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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. 

URL: https://www.econ.muni.cz/en/about-us/hr-award/action-plan 
URL: https://www.econ.muni.cz/en/about-us/career-at-econ-muni  
URL: https://www.econ.muni.cz/en/about-us/hr-award/vystupy-a-dokumenty 
URL: https://www.muni.cz/en/about-us/official-notice-board/rad-vyberoveho-rizeni-mu - official MU website 

 
4. IMPLEMENTATION  
General overview of the implementation process: (max. 1000 words) 
 
Internal review 2026 

The ECON MUNI Action Plan 2023–2025 was largely fulfilled, and the faculty continues to develop the established processes, particularly in the area of 
human resources. Beyond the planned activities, the faculty focused on strengthening a diverse and flexible work culture (OPEN project), gender 
equality and equal opportunities (Gender Audit 2024), and assessing the work environment and culture through surveys and implemented measures. 
 
Not all activities of the 2023–2025 Action Plan were completed in full due to limited capacity, current priorities, and the complexity of the agenda. Some 
of these activities have therefore been carried over to the next period. Nevertheless, all implemented activities have had a positive impact on career and 
professional development, support for women and caregivers, work–life balance, equal opportunities, and the improvement of the work environment. 
 
During implementation and renewal phase, the following took place: 

• The expert HR Award team met regularly (once a month, more frequently if needed) to ensure the completion of Action Plan activities, monitor the 
timeline, and address operational tasks related to its implementation.  

• The team also prepared draft documents and solutions (in cooperation with other stakeholders or activity owners), which were subsequently 
consulted with the dean and submitted to the faculty management for approval.  

• Steering Committee members were originally informed about the Action Plan implementation through quarterly reports. However, as they were 
directly involved in discussing and approving selected measures during faculty management meetings, the regular quarterly reporting was 
discontinued. Key issues were consulted with the dean or Steering Committee members as needed.  

https://www.econ.muni.cz/en/about-us/hr-award/action-plan
https://www.econ.muni.cz/en/about-us/career-at-econ-muni
https://www.econ.muni.cz/en/about-us/hr-award/vystupy-a-dokumenty
https://www.muni.cz/en/about-us/official-notice-board/rad-vyberoveho-rizeni-mu
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• A working group composed of department heads and heads of educational units was also involved in the preparation and implementation of 
measures. The group contributed to updating the career system, rules for employment and project remuneration, providing and funding 
creative/sabbatical leave, preparing flexible work methodologies, and repeatedly reviewing the evaluation process through comments, feedback, and 
working meetings.  

• Employees (R1–R4) were engaged in addressing selected topics through individual consultations, focus groups (e.g., needs and experiences of 
women, parents, and caregivers within the OPEN project, preparation of the HR Award Action Plan 2026–2029), and surveys.  

• Feedback on implemented measures is collected through questions, informal communication, focus groups, and surveys (Q4/2025 and Q1/2026), 
with results published in the employee newsletter. An important source of information is also the annual evaluation, which regularly monitors 
employee satisfaction and dissatisfaction. Key findings are reported to the faculty management.  

• At the university level, the HR Award managers’ working group meets regularly to share experiences, address needs and problems during 
implementation, and convey requests to university leadership. Meetings are held quarterly and significantly support the implementation of the 
Action Plan.  

• Employees are informed about the implementation of the Action Plan and HRS4R through the faculty newsletter, employee portal, and the ECON 
MUNI website. Information is also shared as needed at faculty management meetings and the extended dean’s board. 
 

 
How have you prepared the internal review? 
 

1) Evaluation of the Action Plan implementation 
The evaluation was based on materials and data collected throughout the three-year implementation phase (e.g., outputs from HR Award and 
Diversity & Flexible Work Culture surveys, focus group results, annual evaluations, gender audit etc.). Employees were also involved in the evaluation 
through individual consultations on selected areas (e.g., work environment, maternity and parental leave). Feedback was additionally collected 
through regular activities such as adaptation assessments, feedback on recruitment processes, and exit interviews.  

2) Suggestions for the Action Plan 
Inputs came from the HR Award survey, recommendations of the HR Award expert team, interactions with employees, the faculty’s strategic 
documents (e.g., ECON MUNI Implementation Plan 2026), and other evaluations such as the gender audit or Diversity & Flexible Work Culture survey. 
Valuable input was also provided by meetings of HR Award and GEP MU (Gender Equality Plan) working groups.  
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3) Evaluation of the implementation of the Action Plan 
The working draft of the document was first reviewed by the HR Award Expert Team and then submitted to the faculty management (Steering 
Committee) for approval.  

4) Preparation for the Evaluation 
As part of the preparation for the external evaluation (renewal), experiences were shared with institutions that had already completed the renewal 
and on-site visit process (CEITEC, SCI MUNI, MENDELU). These meetings provided practical tips and information to help the faculty successfully 
prepare and carry out the on-site visit and defend the HR Excellence in Research Award. This approach proved very effective, as the situation at Czech 
institutions, and particularly at individual MU faculties, is very similar. 

 

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

Research staff (R1–R4) were involved in the process at several levels and in various ways. Surveys and consultations were conducted according to topics 
and target groups: 

• Expert team (R2 academic, HR and Research & Projects staff, bursar) – manages and monitors the implementation of the action plan, ensures 
the involvement of research staff in the implementation process, and provides information on the process.  

• Steering Committee (R2–R4) – oversees implementation and decides on the adoption of proposed documents and measures.  
• Dean’s Board (R2–R4) – advisory body to the dean, reviews proposed documents and measures before final approval.  
• Working group (R2–R3, heads of departments and education units) – actively participates in the creation, commenting, and implementation of 

methodologies and procedures.  
• Focus groups (R1–R3, including international staff) – shared experiences regarding professional and career development, work-life balance, 

flexible work arrangements, negative workplace phenomena, barriers, and best practices.  
• Ad hoc consultation groups (R2–R3) – contributed to commenting on drafted documents and methodologies, e.g., within the OPEN project.  
• Individual interviews – conducted with representatives of selected groups, e.g., diversity and flexible work culture (OPEN project).  
• HR Award survey (R1–R4) – mapped progress in fulfilling the principles of the Charter and the Code for Researchers. 
• Diversity and flexible work culture survey – all faculty staff were involved, regardless of position or employment fraction.  

The outputs of these activities were used in implementing the 2023–2025 action plan measures and considered in the preparation of the new 2026–2029 
action plan. 
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Staff are informed about new measures, processes, and issued documents via e-mail, through the HR department, or the faculty newsletter. Information 
is also available on the HR Award website: https://www.econ.muni.cz/en/about-us/hr-award/vystupy-a-dokumenty.  

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

The management and coordination structure of the HR Award has remained unchanged, as it has proven effective. 

• Specific activity owners, who may also be members of the Expert Team, Working Group, or Steering Committee, are responsible for implementing 
individual points of the Action Plan. 

• The Expert Team monitors the implementation of the Action Plan and participates in its execution. It also serves as a methodological and 
coordination body and contributes to ensuring modern, transparent, and internationally comparable HR processes for research staff. 

• The Steering Committee was initially informed about the implementation of the Action Plan through quarterly reports. Since it directly participates in 
reviewing and approving measures, the regular reports have been discontinued, and key issues are consulted as needed. 

• The Expert Team also informs the faculty management about important activities and outputs of the Action Plan at their management meetings. 
Individual consultations with the dean take place as needed. 
 

 
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 
 

 
The implementation of the HRS4R human resources strategy and the maintenance of the HR Excellence in Research Award are embedded among the 
priorities in the key strategic documents of both the university and the faculty (MU Strategic Plan 2021–2028, ECON MUNI Strategic Plan 2021–2028). 
These objectives are also reflected in the faculty’s related documents, such as the ECON MUNI Implementation Plan. 
 
ECON MU has also created a page dedicated to HRS4R, and lists its existence and involvement on its career pages -  
https://www.econ.muni.cz/en/about-us/career-at-econ-muni. 

 
 
 

https://www.econ.muni.cz/en/about-us/hr-award/vystupy-a-dokumenty
https://www.econ.muni.cz/en/about-us/career-at-econ-muni
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How has your organisation ensured that the proposed actions would be also implemented? 
 

 
The implementation of HRS4R is embedded in the ECON MUNI Strategic Plan 2021–2028. Its coordination is the responsibility of the HR Award Manager, 
who oversees the schedule, prepares materials for the faculty management (Steering Committee) in cooperation with the Expert Team, and ensures 
communication with faculty management, employees, and other stakeholders. Any delays or issues are continuously discussed to find suitable solutions. 
The implementation of actions is further supported by: 
 
• internal directives and measures available on the document server and employee portal,  
• regular communication with employees (newsletter, employee portal, management meetings),  
• explicit support for selected actions from the Dean,  
• shared MS Teams document repository for the Expert Team and Working Group,  
• continuous monitoring of the Action Plan’s implementation,  
• evaluation of outputs from annual employee reviews and conducted audits → impact of already implemented changes.  

 
University bodies also play an important role in implementation, with activities and their progress regularly discussed (e.g., Rector’s Board, bursars’ 
meetings). The completion of tasks is reported twice a year to university management through the university HR Award coordinator. 

 
How are you monitoring progress (timeline)? 
 

• The Expert Team is responsible for monitoring the implementation of the Action Plan, tracking the completion of individual activities according to the 
established schedule, and proposing further steps in case of obstacles. 

• The HR Award implementation Gantt Chart is also used for continuous monitoring of progress. 

• If deadlines are at risk of being missed, the specific item is discussed with the Dean and reviewed by the Steering Committee. At the same time, the 
cause of the delay is identified and corrective measures are proposed. 
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How will you measure progress (indicators) in view of the next assessment? 
 

• Both quantitative and qualitative indicators are defined for each measure in the Action Plan. Their evaluation will take place annually (for the needs 
of both the university and faculty management), allowing for monitoring progress over time. The Expert Team also continuously monitors 
implementation during regular meetings and at the dates of individual activities.  

•  Some indicators are linked to the objectives of the ECON MUNI Strategic Plan and implementation plans, whose fulfillment is also evaluated annually. 
• An important source of information is also employee feedback on individual measures and activities, as well as the results of adaptation evaluations, 

exit interviews, annual evaluations, and planned surveys. 

 
How do you expect to prepare for the external review? 
 

• Preparation for the external review will proceed similarly to the internal evaluation—based on available materials, an open and critical self-
assessment, and discussions within the Expert Team and Steering Committee.  

• In the self-assessment, we also considered the results of surveys and outputs from focus and working groups, which helped identify strengths and 
areas for further development and informed the preparation of the 2026–2029 Action Plan.  

• We also considered the European Commission’s feedback from the interim assessment (EC Consensus Report).  
• We anticipate that the evaluation outcomes and the new 2026–2029 Action Plan will be applied by the faculty in preparing its 2029–2036 Strategic 

Plan.  

Going forward, we will: 
• Regularly monitor the implementation of the Action Plan and evaluate the impact of individual activities,  
• track developments within the European Research Area and their potential impact on HR policy,  
• conduct an employee survey focused on staff satisfaction and perception of the faculty as an employer (Net Promoter Score),  
• involve employees in the preparation and implementation of selected measures in practice,  
• share experiences with other MU faculties and Czech and international institutions,  
• continue improving communication of adopted measures to employees,  
• participate in workshops and information events organized by the European Commission and Euraxess. 
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Additional remarks/comments about the proposed implementation process:  
 

• MU/MUNI – Masaryk University 
• RU – Rector´s Office 
• ESF MU/ ECON MUNI – Faculty of Economics and Administration of MU  
• MU Strategic Plan 2021-2028 – https://www.muni.cz/media/3326734/strategic_plan_mu_2021_2028.pdf 
• ECON MU Strategic Plan 2021-2028 – https://www.muni.cz/media/3369152/econ-strategie-2021-2028_en-web02_final.pdf 
• The names of departments and positions in the revised Action Plan may differ due to changes in the faculty’s management and organizational 

structure, which led to the renaming of certain positions and units. 
• During preparation for the external review (renewal phase), the recommendations stated in the Consensus Report were considered (e.g., accessible 

documents, functional links – with exception of internal documents, inclusion of quantitative indicators, HR Award website updates). 

• Key HR Award documents and official faculty documents are publicly available on the HR Award website. Other materials are internal and accessible 
to faculty staff; they can be made available to European Commission evaluators upon request. 

• Weaknesses identified across all sections/pillars of the Charter and Code were taken into account in the preparation of the 2026–2029 Action Plan. 

• The numbers of trained personnel listed in the 2023–2025 Action Plan are as of 31 December 2025. 

• New actions for 2026–2029 listed in the e-tool are numbered in accordance with the published 2026-2029 Action Plan. 

• Revised OTM-R checklist is published on HR Award website (section Action Plan and Strategic Documents) - 
https://www.econ.muni.cz/do/econ/soubory/hr_award/otmr/template_3_otm-r_checklist_ECON_MUNI_revision_05_2026_en_final.pdf 
 

  

https://www.muni.cz/media/3326734/strategic_plan_mu_2021_2028.pdf
https://www.muni.cz/media/3369152/econ-strategie-2021-2028_en-web02_final.pdf
https://www.econ.muni.cz/do/econ/soubory/hr_award/otmr/template_3_otm-r_checklist_ECON_MUNI_revision_05_2026_en_final.pdf

