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PLAN OF MEASURES

FOR ACHIEVEMENT AND IMPROVEMENT OF GENDER EQUALITYN
INSTITUTE FOR FORAGE CROPS KRUSEVAC

1. INTRODUCTION

Institute for Forage Crops (hereinafter: the lngé} is a scientific and research organization,
accredited as a Research and Development Insiitutee Republic of Serbia. The Institute is
dedicated to achieving innovation and scientificcedbence in technological, applied and
multidisciplinary research in the field of bioteated sciences related to agriculture, biology and
environmental protection.

It represents the only specialized NIO that corensively deals with research in the field of
forage crops - creation of highly productive gempety of forage crops species and seed production,
development of new technologies in the productmeservation and use of forage on arable land
and grasslands in hilly, mountainous and plain sadathe Republic of Serbia and by transferring
scientific achievements into practice.

The Institute is dedicated to creating and manmg an environment in which human rights
and freedoms are respected and in which mutuabcesmd equality are developed regardless of
national origin, ethnicity, religion, age, gender, any personal characteristic. The promotion of
gender equality is an important component in bogda value system and its sustainability, but also
in the development of equal opportunities thatitistitute guarantees in all spheres of its activity

In order to harmonize all activities of the Insté with guidelines of the European Institute
for Gender Equality on Gender Equality in Academgesl in Scientific Research and with the
guidelines of the European Commission StrategyGender Equality for the period 2020-2025, and
in accordance with Article 10. and Article 16. dfet Law on gender equality, measures are
determined for achieving and improving gender atal the Institute for Forage Crops, KruSevac.



At its 73rd regular session on August 23, 2022, $lceentific Council of the Institute formed a

Committee for Gender Equality, whose main task idg¢velop Gender Equality Plan of the Institute
for Forage Crops KruSevac. The Committee for Gekdgrality of the Institute developed a plan for
realization and promotion of gender equality in thetitute for Forage Crops KruSevac for the
period from 2022 to 2025 year.

2. EXISTING LEGAL FRAMEWORK

The Constitution of the Republic of Serbia, as hinghest legal act, in its basic provisions
guarantees the equality of women and men and ablegeryone to lead a policy of equal
opportunities (Art. 15), prohibits direct and iretit discrimination on any basis or personal attepu
including gender (Art. 21, paragraph 3) and présxithe possibility of taking measures to achieve
full equality of persons or groups of persons whe i@ an unequal position with other citizens
(Article 21, paragraph 4).

The plan for gender equality of the Institute vpaspared in accordance with the relevant
institutional, national, European and world legalcaments, strategies and criteria in this area,
namely:

- Constitution of the Republic of Serbja

- Strategy of the European Commission for gendealéty for the period 2020-2025

- Guidelines of the European Institute for Gendguddity on Gender Equality in Academies and
Scientific Research

- Law on Prohibition of Discriminatidn

- Law on Gender Equality

- Law on the protector of citizehs

- Law on Labouf,

- Law on prevention of abuse at wirk

- Law on Employees in Public Serviées

- Law on Science and Resedth
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- Law on Ratification of International Covenant@ivil and Political Rights',

- Law on Ratification of International CovenantBeonomic, Social and Cultural Rigits

- Law on Ratification of Convention on Eliminatioof all Forms of Discrimination against

Womert?,

- National strategy for prevention and protectigaiast discrimination for period 2022-2030

- National strategy for gender equality for theipe2021-203¢7,

- Strategy of scientific and technological develgmmof the Republic of Serbia for period from
2021 to 2025 "Power of knowledd&"

- Directive (EU) 2019/1158 of European Parliamend af the Council of 20 June 2019 on work-life
balance for parents and guardians and repealingdldbirective 2010/18/EV,

- Strategy of the Council of Europe on gender tyu@r the period 2018-202%

3. GENDER DISCRIMINATION

Gender discrimination is any unjustified, open avert discrimination, disadvantageous
treatment or omission (exclusion, restriction ovirgy priority) of persons or groups of persons,irthe
family members or close circle, on sex or gendeugds in political or educational areas, media,
economy, employment, occupation, self-employmeonsamer protection (goods and services), health
insurance and protection, social security and ptiote, marital and family relations, safety, ecglpg
culture, sports, recreation, promotion and othpeeis of social life.

Direct discrimination based on sex or gender exigtsn a person or a group are placed or could
be placed in a disadvantageous position by anyaatibn or omission on grounds of gender.

Indirect discrimination on the grounds of sex ondgr exists when apparently neutral provisions,
criteria or practices affect or could affect a pearsr a group in less favourable ways than othepleein a
comparable situation, and where such treatmentotdoeobjectively and reasonably justified.

Discrimination on the grounds of sex or gendestsxivhen a person or a group is treated or
could be treated less favorably than others, saelyainly because they have sought or intend ¢& se
protection against discrimination on gender grouwrdbecause they have offered or intend to offer
evidence of discriminatory treatment.

11 "Official Gazette of SFRY", number 7/197
12 "Official Gazette of SFRY", number 7/1971-88
13 "Official Gazette of SFRY - International Corttisl, number 11/81

14 https://www.rodnaravnopravnost.gov.rs/sitesidiefides/2022-
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16 "Official Gazette of RS", number 10 of Februay 2021
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Discrimination on the grounds of sex or genderudek harassment, discriminatory treatment,
threats, sexual harassment and sexual blackmatliegdased hate speech, violence based on geeger, s
or reassignment, violence against women, unegeatnrent based on pregnancy, maternity leave, child
care leave, paternity leave (parenthood), adoptimsier care, guardianship and incitement to
discrimination, as well as any unfavorable treatinieat a person receives for refusing or suffesagh
behavior.

Discrimination because of one or more personalattaristics occurs in a separable (multiple
discrimination) or in an inseparable manner (irdeti®nal discrimination).

Measures for protection of maternity and paternjparenthood), adoption, foster care,
guardianship, or protection of employees of différgexes, in accordance with the regulations gawgrn
labor relations and safety at work, or special messintroduced in order to achieve full genderadityy
protection and progress of persons or groups ofgoer in an unequal position, are not considered
discrimination based on sex or gender.

Special measures adopted to eliminate and prevamdeg-based inequality and provide equal
opportunity for women and men are not considersdruthination based on sex or gender.

4. SHORT ASSESSMENT OF SITUATION REGARDING THE POSITION OF
WOMEN AND MEN IN THE INSTITUTE

Analysis of the current situation

Total number of employees based on gender, &itef8l2022.
Male 16
Femal 18
Total number of employees wi
permanent placement/fixed-tern 34
contract

Data on changes

Gender structure changes in the previous period
State dated 31.12.2021. State dated 31.08.2022.
Total number of employees with
permanent placement/fixed-term 33 34
contract
Male 15 16
Female 18 18




Gende structurt change in managemnt anc staff position: pursuar to the Employment Act of th
employer
State dated 31.12.2021. State dated 31.08.2022
Managemet male: 2 female: 1 male: 2 feama
Staff male: 13 female: 17 male: 14 female
Employee gender structure based on education aemwtific level
Employee gender structure based on education

Education level Female Male Total

VI 6 6 12

VIl 3 5 8
VI 2 0 2

v 4 1 5

1 2 1 3

I 1 3 4
Total number of employees wi
permanent placement/fixed-term 18 16 34
contract

Employee gender structure based on scientific level

Scientific level Female Male Total

Principal Research Fellow 2 3 5

Senior Research Associate 3 1 4

Research Associate 1 2 3

Research Assistant 0 2 2

Research Trainee 1 2 3

Total 7 10 17

Gender structure of employees according to incawel |

According to the Rulebook on the work of the Ingg for Forage Crops KruSevac and the
Rulebook on Internal organization and systematpatif work in the Institute, the same net salary
for full-time work is provided for each positioregardless of the gender structure of the employees.

Having in mind all the above data, it can be codet that the Institute has already achieved

a ratio of equal representation of genders amongi@mes, and the permanent task is to preserve
and improve that ratio.



5. THE MAIN PRINCIPLESOF THE PLAN

Improvement of gender equality at the Institute tmasult from the adoption of the concepts
of gender equality by all Institute employees adoay to the decision of the Institute management
aimed at raising awareness and giving educatidmisrand the related areas.

In the process of achieving and promoting genderakty, the Institute will establish
cooperation with all relevant domestic and inteorat! partners from the institutional, public,
private and non-governmental sectors in order tchamge information, give examples of good
practice and continue education in this area, d$ agegiving contribution to the projects which
promote gender equality.

Realization of the plan requires the use of curreahagement infrastructure and relocation
of the available budget, so that the measures mptemented as an integral part of business
activities, rather than through isolated activities narrow ins cope which mainly concern women.

Through the promotion of gender equality, the tngd operates in a sustainable manner. All
tangible and intangible assets and resources Evesir achieving gender equality are returned
through work in an environment which respects geedeality. Dedicated, highly motivated women
and men equally contribute to successful work efltistitute. As a reliable and reputable employer,
the Institute attracts the best researchers.

6. BASIC ELEMENTS OF MEASURES FOR ACHIEVEMENT AND IMPROVEMENT
GENDER EQUALITY INTHE INSTITUTE

Purpose and goals of Plan measures in order to achieve and improve gender equality in the
Institute

The goal of Plan in order to achieve and improeedgr equality in the Institute 2022 - 2025
is to achieve and improve gender equality in allesps of the Institute's activities.
The implementation of this Plan includes 3 are#k the following basic objectives:

1. Establishing a culture of gender equality
Main goals:
» Establishing an institutional framework to suppgehder equality
* Formation of an institutional system of supportdender equality
» Education and promotion of gender equality in tastbnal practice

2. Gender equality during employment and career achrapat
Main goals:
 Employment, career development and appointmentsrdiog to the principles of
gender equality
» Alignment of business career and private life



3. Integration of dimension of gender equality in stigc research work
Main goals:
* Improvement of gender equality in the field of siwe and research
* Promotion of gender equality and prevention of minsimation in research

Regular monitoring of achievement of goals andl@m@ntation of measures provided for in
this Plan will be the basis for annual reports pted for in this Plan. A detailed analysis of gende
equality at the Institute and an analysis of immgatation of MEP’ Plan for achieving and improving
gender equality at the Institute 2022 - 2025 wdl darried out during 2025. These documents will
represent basis for development of the Plan foieagig gender equality at the Institute for the hex
period.

The scientific council and the management of th&titute will establish the institutional
framework of the gender equality support systenajyyointing a permanent Committee for Gender
Equality with a mandate of 4 years. A member of ldgal profession will also be included in the
Board. The Board's responsibilities are monitoriagd coordinating the implementation and
application of the Plan for Gender Equality throughgular monitoring of the achievement of goals
and the implementation of measures provided fahis Plan and the annual reporting provided for
in this Plan.



PLAN OF MEASURES FOR ACHIEVING AND IMPROVEMENT OFENDER EQUALITY

2022-2025

Establishing a culture of gender equality

Responsibility
Goal M easur es impler;%;tation Expected results Indicators 2022 | 2023 | 2024 | 2025
of measures
L Establishment of a Committee that will
Establishing an g;ervise implementation of the An official act
institutional proposed measures and that will Managers of Regular information on | on the
framework to | propose the adoption and changes of organizational respect for gender appointment of |  x
support gender| acts and procedures in order to apply units equality Board members
equality the principle of gender equality as was adopted
effectively as possible
Establishing an Statistical data
institutional Collection of relevant data on Management of Annual report on gender| on gender
N . X equality of the Institute | equality
system of realization of gender equality and thejrthe Institute, bmitted df X X X X
t for submission to competent institutions | Board submitted to competent | prepared for
suppor _ institutions state
gender equality institutions
Formation of Statistical
an institutional | promoting gender equality in Management of | 'MProvement of balance analyzes on
system of management and supervisory bodies| - Ingtitute in administrative and gender equality]  x X X X
support for (administrative and supervisory bodiess supervisory bodies In r(?anager.lal
. and supervisory
gender equality positions
Education and | constant education and counseling of Developed awareness ar dConducted
promotion of employees in order to encourage Management of | knowledge of employees training/survev/
gender equality | gender equality, prevention and the Institute about the importance of semingr for I« X X X
in institutional | protection from discrimination using | Board gender-sensitive issues |
and methods of solving | €mployees

practice

the latest methods and techniques

sensitive issues.




Gender equality during employment and career achraeot

Responsibility
Goal M easur es . for . Expected results Indicators 2022 | 2023 | 2024 | 2025
implementation
of measures
Employment, Employment according to
career the principle of early Provided statistical
development and gender equality and Director, heads | Employment and data and report to
appointments - of organizational| Professional development X X X X
. monitoring the career g : L relevant state
according to the units without discrimination S
e development of institutions
principles of emblovees
gender equality ploy
Equal participation of all Statistical data for
Providing equal rights to . the report for
gender groups in the total
members of the same relevant state
number of employeeson | . " "
. .| gender groups to take . . institutions, The
Balancing business Director, heads | leave from work for child -
; leave from work to care L official act on the
career and private of organizational| care and approval of X X X X

life

for a child

Approval of working from
home in special family or
general circumstances

units

housework in special family
or general circumstances
without consequences on
professional career

approval of working

from home in special

family or general
circumstances was
passed




Gender equality in scientific and research work

Responsibility for

Goal M easur es implementation of Erxgsﬁid Indicators 2022 | 2023 | 2024 | 2025
measur es
Application of gender equality in all
phases of scientific research work, .
. S Equal access in
Promotion of from the preparation and realization Management of the| research Results of reports (and
gender equality in | Of scientific research projects, to the Institute, heads of | according to the published scientific X X < <
the field of science| Publication and creation of research organizational units| principles of papers) of the project
and research teams, as well as participation in the ender equality | manager
bodies responsible for evaluating the 9 q y
results
_ Support to the authorities of the Reports of project
Promotionof | ministry and the local community to| Management of the holders, number of
gender equality in | include gender equality as an Institute, heads of | £dul access to projects approved for | X X X
the field of science| additional evaluation criterion when| organizational units funding sources financing with the use
and research issuing calls for project funding of (additional) gender
equality criteria
Promotion of Promotion through public praise and Greater number
gender equality | awarding of publications, Management of the| of teams Reports on the numbe
and prevention of | dissertations, multidisciplinary Institute, heads of | according to the| of awarded researchers x X X X
discrimination in | research teams that respected the | organizational units| principle of and research teams

research

standards of gender equality

gender equality
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7. START OF IMPLEMENTATION OF THE PLAN

The plan of measures aimed at achieving and innpgayender equality in the Institute
for Forage Crops KruSevac will be implemented stgrfrom the date of its adoption. The
Serbian and English versions of the Plan will beblighed on the Institute's website
www.ikbks.com.

8. METHOD OF IMPLEMENTATION AND REPORTING ON REALIZATION OF
THE PLAN

Successful realization of the set goals in achigvand improving gender equality
requires support of all employees of the Institdtee management of the Institute, as well as
all employees, are responsible for achieving gerdaality.

Implementation of the Plan will be coordinated anohitored by the Committee for
Gender Equality, which is proposed by the Sciem@ouncil, and appointed by its Decision
the Director of the Institute among the employeepresentatives of key areas of the Institute's
work and the legal profession, who takes care glementation of the measures and prepares
a proposal for the Report on implementation ofgta, which is submitted to the Director of
the Institute. This report is an integral part loé tannual Report on the work of the Institute,
which is adopted by the Management Board of thetine

Annual reports on implementation of the Plan Wwélpublicly available on the website of
the Institute for Forage Crops KruSevac www.ikb&s.

DIRECTOR
R FORAGE CROPS KRUSEVAC

dr Zdran Lugd
Principal research fellow
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