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1. Commitment

The Institute for Balkan Studies SASA is committed to providing a working envirohment in
which all employees are treated with respect and have equal opportunities for professional
development and participation in research and institutional activities, irrespective of gender.
Gender equality, equal treatment and non-discrimination are regarded as important principles
of the Institut’'s organisational culture and research environment.

By adopting and publishing this Gender Equality Plan (GEP), the Institute commits itself to
maintaining and further developing institutional practices that support gender equality, to
monitoring relevant data, and to identifying and addressing possible gender-related
inequalities where they occur.

2. Legal Framework
The Gender Equality Plan is grounded in the relevant legal and policy framework of the
Republic of Serbia, in particular the Constitution of the Republic of Serbia, the Law on the
Prohibition of Discrimination, the Law on Gender Equality, and the National Strategy for
Gender Equality 2021-2030.

The GEP also takes into account the requirements and recommendations of the
European Commission concerning Gender Equality Plans under Horizon Europe.

3. Objectives
The GEP has the following objectives:

1. To maintain an institutional culture based on equality, respect and non-discrimination;
2. To ensure equal opportunities in recruitment, career development and participation in
decision-making;
3. To support employees in balancing professional and personal responsibilities;
To promote awareness of gender equality and prevent discrimination and harassment;
5. To encourage consideration of the gender dimension in research where it is relevant to
the subject and methodology.



4. Scope of the GEP
The Gender Equality Plan focuses on the following strategic areas:

Work-life balance
The Institute supports a working environment that enables employees to reconcile their
professional responsibilities with family and personal commitments.

In accordance with applicable legislation and institutional regulations, employees are entitled
to parental and other forms of legally protected leave.

Gender equality in career progression

The Institute is committed to the principles of equal treatment, transparency and

non-discrimination in recruitment and career development. .
Recruitment and advancement are based on scientific and professional qualifications

and are conducted in accordance with the applicable legislation and institutional procedures.

Training and awareness raising
The Institute will promote awareness of gender equality, equal opportunitics,
non-discrimination and gender bias.

Relevant information and guidance will be made available to employees, and appropriate
training or awareness-raising activities will be organised or facilitated periodically.

Particular attention will be given to awareness of unconscious gender bias in recruitment,
evaluation and decision-making processes.

Prevention of gender-based discrimination, violence and harassment
The Institute is committed to maintaining a working environment free from discrimination,
sexual harassment, gender-based violence and other forms of harassment.

5. Data Collection and Monitoring
The data will be collected and periodically reviewed, including, where relevant, data
concerning the gender distribution of employees, scientific and research positions,
recruitment and career progression, and participation in management and institutional
decision-making bodies.

The implementation of the GEP and the relevant indicators will be reviewed at least
once every two years. The results of monitoring will be used to assess progress, identify areas
requiring further attention and, where necessary, revise existing measures.
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Gender Equality Action Plan

Goal Indicator Measure

Maintain an Regular availability of Collection and periodic analysis of
‘ organisational culture gender-disaggregated relevant data on employees;

based on gender institutional data systematic monitoring of GEP

equality and equal implementation

opportunities

| Support work-life Institutional practices Periodic review of working

: balance compatible with equal practices affecting employees with
participation in family and care responsibilities;
professional activities consideration of appropriate

measures where necessary ,

Ensure equal Gender distribution among  Monitoring and analysis of
opportunities in newly employed and recruitment and career progression
| recruitment and career  promoted research staff data; review of possible persistent
| progression disparities
Promote gender Availability of relevant Organisation or facilitation of
equality awareness information and training and awareness-raising
; participation in activities, including unconscious
" awareness-raising gender bias
activities
Maintain a working Employees have access to  Provision of accessible
environment free from  information on protection  information on rights, applicable
discrimination and and reporting mechanisms  procedures and responsible
harassment _ persons or bodies
Ensure effective Periodic assessment of Review of measures and indicators
implementation of the ~ implementation at least once every two years and
GEP preparation of recommendations

where necessary
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