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HR Strategy
Introduction

Over the past three years, the HRS4R process has presented a positive and transformative challenge to the
human resources strategy and daily operation of IOCB. It has become an integral benchmark against which
every new administrative decision or procedural change is measured. Most importantly, it has catalyzed many
transformative movements that would have otherwise not occurred as timely and thoroughly.

As of 5 October 2023, the number of IOCB employees grew to 990 people, of whom 507 (51.2%) were men and
483 (48.8%) were women; 247 employees (24.9%) were foreigners. Compared to the numbers from the Initial
Review, the total number of employees grew by 16.7 %, the difference between men and women decreased
from 4.2 to 2.4 % and the percentage of foreigners increased by 2.3 %.

Since receiving the HR Award in December 2020, the HRS4R process in IOCB has been affected by a number
of unexpected external factors. Initially, the COVID-19 pandemic caused a decline in face-to-face meetings and
offline professional activities, which hindered the development of proposed changes in some regions. The
pandemic was subsequently followed by the conflict in Ukraine, increased influence operations by China and
Russia, related fluctuations of the energy markets, and an accelerating inflation rate, which resulted in
unexpected shifts in governmental priorities and new complexity in our economic and social landscape.

Our initial Action Plan was written very ambitiously, and in the context of unforeseen obstacles, we started to
identify barriers not anticipated in the original scheduling. Eventually, it led to an undesirable delay. We sought
to mitigate these setbacks in our updated Action Plan, as presented in this document.

During 2022, IOCB underwent a planned leadership change, with the appointment of a new director and vice-
directors. That was followed by organizational restructuring to accommodate the institute's expanding scale,
increasing administrative intricacies, and diversifying project portfolios. Along the line of many changes in
personnel, the HR Award Coordinator position (the role performed by a Scientific Coordinator) was also filled
by a newly hired employee.

Among the newly established departments, the most relevant to the HRS4R agenda is the Research Support
office, under the management of the recently appointed Vice-Director for Research. The Research Support
staff consists of the Scientific Coordinator, a PhD Program Coordinator, and Scientific Editors. The Strategic
Development department, also a new addition to our organizational chart, puts emphasis on safety
management. Their success lies in introducing an Occupational Health and Safety e-learning tool. Additionally,
the recent geopolitical development has highlighted the importance of institutional resilience. The Electronic
Information System department was expanded due to rising demands for digitization and more electronically
accessible functionalities.

The introduction of Ethical Proxies has proven to be well accepted. However, we intend to enhance the
prevention of gender-based violence to match the trends in the international academic environment. We are
very proud of our Equal Opportunities Plan and a newly established Equal Opportunities Officer who is
responsible for removing barriers for disadvantaged employees to broaden institutional possibilities with
respect to under-represented groups. Another recent addition to IOCB has been an English-speaking therapist
providing psychological counseling, especially to foreign students.

The IOCB initiative “Women in Science” revived its efforts by organizing career workshops and inspirational

talks about work-life balance. The organizers aim to encourage women researchers to participate actively in

their workplace in order to promote an increase in the number of women in managerial and decision-making
positions. Nevertheless, the initiative deals with topics common to all employees, regardless of their gender,
for instance, career obstacles, mentoring, available employee support, and benefits.

IOCB continues its inclusive approach towards young families. The financial support for mothers returning to
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work has been extended to all parents. Debates about founding an institutional kindergarten are still ongoing.

In early 2023, an extensive audit of research service groups, initiated by the Vice-Director for Research, was
conducted. A new dedicated intranet page was built to bring together all technical and professional training
provided by the service groups. Restructuring of the intranet content continues and will include the entire HR
Award agenda and the Research Support office dedicated webpage.

Furthermore, a working group on Research Data Management (RDM) was established this year by a senior
group leader. Recruitment for a Data Steward is underway. Training on general RDM is currently in preparation,
electronic laboratory notebooks and Data Management Plan training will follow.

We also explored the soft skills training demand through testing rounds of various trainings such as peer
support (ethical proxy) training, presentation skills, management skills, or Al workshops. As an example of a
remarkable HRS4R improvement, brought up independently from the Action Plan, a Silent Study room can be
mentioned. The room has been set up to cater especially to the needs of students should they have insufficient
conditions for focused work in the labs.

Conclusively, we focused considerably on Ethical and Professional Aspects in the first phase. While there is still
a need to further advance the prospects of training and methodologies, our new priority for the upcoming
implementation period is Recruitment. We lack comprehensive manuals for candidates and selection
committees. Also, we shall dedicate more efforts to analyzing the possibilities of a general employee evaluation
system, taking inspiration from other institutes where it has been successfully implemented.



Action Plan
1. Organisational Information

Staff & Students (as of 5 October 2023) FTE
Total researchers = staff, fellowship holders, bursary holders, PhD. students either full-time 525
or part-time involved in research

Of whom are international (i.e. foreign nationality) 170
Of whom are externally funded (i.e. for whom the organization is host organization) 0
Of whom are women 245
Of whom are stage R3 or R4 = Researchers with a large degree of autonomy, typically 213
holding the status of Principal Investigator or Professor.

Of whom are stage R2 = in most organizations corresponding with postdoctoral level 81
Of whom are stage R1 = in most organizations corresponding with doctoral level 195
Total number of students (if relevant) 218
Total number of staff (including management, administrative, teaching and research staff) 765
Total annual organizational budget 58,406,011
Annual organizational direct government funding (designated for research) 11,588,965
Annual competitive government-sourced funding (designated for research, obtained in 14,901,847
competition with other organizations - including EU funding)

Annual funding from private, non-government sources, designated for research 31,915,199

IOCB is an independent research institute of the Czech Academy of Sciences. Our mission is to advance
basic research at the interface of chemical and biological sciences and to encourage and assist translation
of promising results into applications and commercial assets. The institute comprises of three research

clusters and fifty-one research groups.

2. Strengths and weaknesses of the current practice:

Thematic heading of Strengths and weaknesses
theCharter and Code
Ethical and St ths:
professionalaspects rengths:
Yy Considerable institutional growth in the ethical framework (Code of
Ethics, Ethics Commission, Ethical Proxies)
y Continual improvement, new training initiatives in the ethical and
professional aspects area
Yy Effective system of knowledge and technology transfer
Yy Research data management focus
Yy New communication platform “HR Award Roundtables”
Yy Introduction of OHS training as an e-learning module
Weaknesses:
Yy Lack of employee evaluation and career advancement plans
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Yy Interdepartmental communication gaps

y'  Training initiatives and ethical infrastructure still need a viable
systemization

The institution has experienced significant growth in institutional bodies and
documents dedicated to ethics. This includes the establishment of Ethical
Proxies, the development of a Code of Ethics, the formation of an ethical
committee, and the introduction of whistleblower protection mechanisms. A
culture of good ethical practices has been evolving as the institution actively
addresses new cases and learns from experience. The institute has conducted
past ethical training sessions and has a plan for ongoing training. These efforts
contribute to the development of a robust ethical framework and
methodology. Effective mechanisms are in place for the transfer of knowledge
and technology within the institute, fostering collaboration and innovation. A
Data Management working group has been established, and the recruitment
for a Data Steward position is ongoing, reflecting a commitment to
responsible data handling. The system for evaluating employees and
facilitating career advancement is not effective in practice, potentially
impeding professional development. Blind spots in communication exist
between researchers and administrators, hindering effective information
exchange and potentially leading to misunderstandings. The ethical
infrastructure still awaits proper methodology, describing procedural
requirements in detail.




