WHCTUTYT 3A APXUTEKTYPY W YPEAHU3AM CPBUJE
INSTITUTE OF ARCHITECTURE AND URBAN & SPATIAL PLANNING OF SERBIA

N1AH POOHE
PABHOIMPABHOCTW (MPP)

3a nepuopg 2026-2029.
roguHe

1. CBpxa u cTaTyc AOKYMeHTa

MnaH poaHe pasronpasHoctu (Gender Equality Plan -
GEP, y narvem Tekcty: GEP) WHcTutyTa 3a apxutekTypy 1
ypbannsam Cpbuje (y pamem Texcty: MAYC) je
MHCTUTYLIMOHAMNHW JOKyMeHT 3a nepuoa 2026-2029 kojum
ce pedwuHnwy obasese, LWbEBM, MEPE, OArOBOPHOCTH,
PECYPCM M MHAMKATOpM 33 yHanpefewe  unu
KOHCOMWAAaUMjy POAHE  PaBHONPaBHOCTM Y  papy,
Janowsbasamy,  pa3Bojy  kapujepe,  MCTpaxuBarby,
ynpaBrbatby M OpraHU3aLMoHOj CTPYKTYpK MHCTuTyTa.

GENDER EQUALITY PLAN
(GEP)

For the period 2026-2029

2. 1. Purpose and status of the

document

The Gender Equality Plan (GEP) of the Institute of
Architecture and Urban & Spatial Planning of Serbia
(hereinafter: IAUS) is an institutional document for the
period 2026-2029 defining commitments, objectives,
measures, responsibilities, resources and indicators for
improving or consolidating gender equality in the Institute's
work, recruitment, career development, research,
management and organisational structure.
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JlokyMeHT je wuapaljeH TaKo fja UCTOBPEMEHO NpeACcTaBba
camocTanaH WHCTUTYUMOHanNHM nnaH W fga ucnyrasa
3axTeBe nporpama pacnuca MefyHapoAHWX KOHKypca
(nonyt Horizon, Interreg, IPA Adrion EU noausa). Y wera
cy yrpaf)eHu npe CBera OCHOBW 3a: jaBHOCT IOKYMEHTa W
OArOBOPHOCT 3aN0CNEHUX W pykoBoacTea, obesbefusatse
pecypca, Npukynrbawe W npahewe poaHO pasBpCTaHuX
nogaraka ¥ WHdopmauuje/obyke 0 POAHO]
paBHOMPaBHOCTM W Moryiium mpuctpacHocTuma. [naw
pOAHE PaBHONPABHOCTW AedUHULIE MO3UTWBHE Mepe W
HayMHe Ha Koje Ce MNpOMOBMLIE PaBHOMPABHOCT,
pa3NU4MTOCT W WHKNy3uja y okeupy WHctutyta. GEP ce
npuMeryje Ha cea nuua 3anocnesa y WAYC-y, ys3
ofroeapajyhy npuMeHy Ha pyra pafiHo aHraxosaHa nuua,
yriaHoBe opraHa WHcturyTa, crorsHe capagHukelue,
cTUneHaucTe/kuibe 1 Aomahe 1 CTpaHe CTYAeHTe/TKUbEe Ha
npaKkcy, y Mepu Yy Kojoj TO AonywTajy YrOBOPHW W APYru
peneBaHTHM akTH.

2. UHcTuTyymoHantm kouteket UAYC-
|

WAYC je  HayuHO-MCTpaxuBaduka — oOpraHMdaupja ca
LyroroMiLEMM  UCKYCTBOM Y apXWTeKTypw, ypbaHuamy,
NPOCTOPHOM MAaHupatby W Paseojy, YTULG|Ma U 3alTuTi
KMBOTHE CpefvHe, [APYLITBEHWM acrieKTUMa npocTopa,
napTuuMnaTvBHuM - Metofama, ypbaHuM nonuTvkama U
MefyHapOaHUM MCTPaXVBaYKVM NPojekTUMa. JaBHO 0CTYNHA
cTpanuua WHerutyra (hiips:/iaus.ac.rs/) HaBoaw 3anocriexe y
UCTPRKMUBAYKUM, CTPYYHIUM, BAMUHICTDATUBHUM W TEXHUYKUM
Kkareropujama.

The document has been designed both as a standalone
institutional plan and to meet the requirements of
international funding programmes and calls (such as
Horizon, Interreg and IPA ADRION EU calls). It
incorporates, above all, provisions on public access to the
document; accountability of employees and management;
provision of resources; collection and monitoring of gender-
disaggregated data; and information/training on gender
equality and potential biases. The GEP defines positive
measures and ways to promote equality, diversity and
inclusion within the Institute. The GEP applies to all
persons employed by IAUS, and, as appropriate, to other
persons engaged in work, members of the Institute’s
bodies, external collaborators, scholarship holders and
domestic and international interns, to the extent permitted
by contractual and other relevant instruments.

2. Institutional context of IAUS

IAUS is a research organisation with long-standing experience
in architecture, urbanism, spatial planning and development,
environmental impacts and protection, social aspects of
space, participatory methods, urban policies and international
research projects. The Institute’s publicly accessible website
(https:/fiaus.ac.rs/) lists employees in research, professional,
administrative and technical categories.https:/iaus.ac.rs/
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Y ceom pagy, WAYC ce pykosoam, npe ceera ogpesibama
3akoHa 0 Hayuw u uctpaxvearbima ("Cn. rnachuk PC", 6p.
49/2019 v 108/2025), 3akoHa o pagy ("Cn. racHuk PC', 6p.
242005, 61/2005, 5412009, 32/2013, 75/2014, 13/2017 -
opnyka YC, 113/2017, 95/2018 - ayTeHTUYHO Tymauere W
109/2025 - ap. 3akoH), kao oppeadama 3akoHa O POAHO]
pasHonpasHocTi (,Cnyx6Genn rnachuk Penybruke Cpbuje’,
op. 52/2021) v ETndkor kogexca (MHTepHOT AOKYMEHTA KOju je
ycBojuo Hayunm caser WHctutyTa, Ha 182. cepHuuy, paHa
03.02.2023., 6p. 73/1-5). Mopaum 0 POAHOj 3aCTYNILEHOCTH,
paBHONPABHOCTK W yueluhy Mylukapala 1 XeHa y CTPYKTYpH
3aMOCTIeHNX U Ha pykosofehvM nosuuMjama Hasoge ce Y
PEfoBHAM  roguwibkM  u3sewrajuma  (Mssewraly o
nocrosarby W [naHy paaa), koju ce nogroce HayuHom Behy 1
YnpasHom ogpbopy MAYC-a u HagnexHom Mwunucrapcrey
HayKe, TEXHONOLLKOT Pa3Boja W MHOBaLMja.

WAYC je nocseheH  noacTuuawy ¥ NpOMOBUCALY
NpUHUMNAa POAHO OCET/LUBOr MnaHvpawa y npoLecy
MPOCTOPHOr U YpbBaHUCTUUKOr nnaHuparwa, kopuctehu
COMCTBEHY CTPy4yHocT W BewTuHe. Kpos  w3papy
CTpaTellkuX, NPOCTOPHUX W YPOAHUCTUUKUX MNaHoBa Ha
CBUM HUBOMMA (HALMOHANHOM, PErvoHamnHoM W NOKanHom),
WMAYC ykbydyje nutaa pOAHOr acnekta, a nocebHo
TeXHW4Ke Mepe 3a OeabepgHocT y ypbaHuMm cpeauHama,
kako Ou ce noborbwao Keanuter NpocTopa HaMereHuX
KeHama W JeBojuMUaMa M yHanpeguna - HWX0Ba
mobunHocT. OBM NNaHOBW CY jaBHO [OCTYMHW Y
AVrATanHoOM 00nvKy M A0AATHO NPOMOBKCAHN.

Y WTamMnaHuM U OHNajH Hay4HUM YacomucKmMa v Kibvrama
koje uanaje MAYC, Kao ¥ HauvoHanHuM W MefyHapoaHuMm
MpOjeKTMMA Koje CMPOBOAYW, 3aCTYMNIbeHe Cy, pasMarpaHe u
NoAcTULaHe Teme Koje Ce Tudy npuHUMna  poaHo
OCET/bUBOr NnaHupara u 6esbegHocTn xeHa y ypbaHum
cpeavHama. Liurb je Takofle ykasvBare Ha notpedy 3a
W3MeHaMa peneBaHTHOr MPaBHOr OKBWPa, Tj. yTUlaja Ha
jaBHe nonuTUKke, Kako Ou ce yHanpeauo MPUCTYN OBUM
TeMaMa U OHe (hOpManHO YKIbyuune y METOLOMNOrjy
u3pagie NNaHCKuX AokymeHara.

In its work, IAUS is guided primarily by the provisions of the
Law on Science and Research (Official Gazette of the
Republic of Serbia, Nos. 49/2019 and 108/2025), the Labour
Law (Official Gazette of the Republic of Serbia, Nos. 24/2005,
61/2005, 54/2009, 32/2013, 75/2014, 13/2017 — Constitutional
Court decision, 113/2017, 95/2018 — authentic interpretation,
and 109/2025 - other law), as well as the Law on Gender
Equality (Official Gazette of the Republic of Serbia, No.
52/2021) and the Code of Ethics (an internal document
adopted by the Institute’s Scientific Council at its 182nd
session on 3 February 2023, No. 73/1-5). Data on gender
representation, equality and the participation of women and
men in the employee structure and in management positions
are presented in regular annual reports (the Business Report
and Work Plan), submitted to the IAUS Scientific Council and
Steering Committee and to the competent Ministry of Science,
Technological Development and Innovation.

IAUS is committed to encouraging and promoting the
principles of gender-sensitive planning in spatial and urban
planning, drawing on its own expertise and skills. Through
the preparation of strategic, spatial and urban plans at all
levels (national, regional and local), IAUS incorporates
gender-related issues, particularly technical measures for
safety in urban environments, in order to improve the
quality of spaces intended for women and girls and
enhance their mobility. These plans are publicly available in
digital form and are further promoted.

IAUS's printed and online scientific journals and books, as
well as the national and international projects it
implements, address and promote themes related to the
principles of gender-sensitive planning and women's safety
in urban environments. Another aim is to highlight the need
to amend the relevant legal framework and influence public
policies, so as to improve the approach to these issues and
formally incorporate them into the methodology for
preparing planning documents.
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WAYC je notnucHuk ,Koanuuuje 3a akumjy" 3a obnact
,TEeXHonorvja W uHoBauuje 3a POAHY paBHOMPaBHOCT"
(Generation Equality Forum Action Coalitions /Action
Coalition Technology & Innovation for Gender Equality) u
NOOUTHUK NpuU3Hakba AOAEILEHOr HA PErvoHanHoM CKyny
opranusauje UN Women ,[eHepaupja paBHonpasHOCTH'
(Generation Equality), oapxaHom 15. Hosembpa 2023.
ropvHe y Anmarujy (KasaxcraH), 3a HOBe nnaHupare
aKTUBHOCTM  ycMepeHe Ha  yHanpehete  pogHe
paBHONPaBHOCTY Y HaBeAEeHO] obnacTu.

Ha cnucky 3anocrneHux u3 kaapoBcke eBufeHuuje (jaBHo
AOCTYMHOM U Ha cajty WHctutyTa hifps://www.iaus.ac.rs),
HaBefieHo je 38 3anocneHux, of vera 29 xeHa Tj. 76%, 1 9
Mylkapaua Tj. 24%. Y opHocy Ha ykynad Opoj of 22
[IOKTOpa Hayka Mefly 3anocnenuma, 73%, oaHocko 16 cy
KeHe, y 0fiHOCY Ha 27%, Kojux 4nHM 6 MyLuKapaLja.

Tabena 1. Poguu ogrocw y oxksupy VAYC-a, no
kareropvjama

IAUS is a signatory to the “Action Coalition” on “Technology
and Innovation for Gender Equality" (Generation Equality
Forum Action Coalitions / Action Coalition Technology &
Innovation for Gender Equality) and received recognition at
the UN Women regional Generation Equality meeting held
on 15 November 2023 in Almaty, Kazakhstan, for new
planned activities aimed at advancing gender equality in
this area.

The staff register (also publicly available on the Institute’s
website, hitps://www.iaus.ac.rs) lists 38 employees, of
whom 29 are women (76%), and 9 are men (24%). Of the
22 employees holding doctoral degrees, 16 are women
(73%) and 6 are men (27%) (hitps://www.iaus.ac.rs).

Table 1. Gender ratios within IAUS, by category

Bpoj 3anocneHux 3aCTYNrLEHOCT No Kareropujama /
npeMa eBUAEHLHU U Representation by category
cucTemaTuaaumju /
KATEFOPWJE | CATEGORIES Number of empl 01' Lds ] MyLIKApLM :/E;: :#1:?: I:(a:::
according to records Women [ Men FE

and staffing plan ratio (%)
Ykyna 6poj sanocneHux [ Total number of employees 38 29 9 76:24%
Y Hay4HO UCTPAKUBAYKOM 3Batby (Hay4HV CABETHMK,
BHILIM HAY4YHW CapaaHUK, Hay4HU CapaIHKK, UCTPaXMBaY

YBaY NPUNPaBHUK) /

giz?t}?):gk(gr?r?gig??Reaseaih leellow, )Seiﬁ)srelgrrair;arch 2 L { 1208%
Associate, Research Associate, Research Assistant and
Trainee Researcher)
Y CTPYYHOM 3Batby (CTPY4HW CABETHUK M BULLM CTPYUHM
capapnuk) / Professional positions (Senior Professional 8 7 1 87,5:12,5%
Adviser and Senior Professional Associate)
A,qn.wsHHCTp_amal-:elr‘exHuqxelogepamsHe? thyHKumje / 5 4 1 80:20%
Administrative/technical/operational functions
PYKOBOBEHE/OANYYUBAE |
MANAGEMENT/DECISION-MAKING
DupekTop / Director 1 0 1 0:100%
Momohnuk aupextopa / Deputy Director 1 0 1 0:100%
Hayuto sehe - unakosu / Scientific Council - members 22 16 6 73:27%
HayuHo Behe-pykosofjerse (npeaceaHuua v sameuuug)l 9 2 0 100:0%
Scientific Council — leadership (Chair and Deputy Chair)
YnaHosu YO (ngmenosaHa nuua) / Steering Committee 7 3 4 43:57%
members (appointed members)
YO - pykosofjete (npeaceaHvLa 1 3ameHuk) / Steering 9 1 1 50:50%
Committee — leadership (Chair and Deputy Chair)
Unaxosu YO 13 pegosa sanocnenux / Steering 3 1 2 33:67%
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Committee members representing employees

PykoBofjethe ypenHULTBIMA YACONUCA 1 K3AaBAYKUM
caseToM / Editors-in-chief of journals and Publishing
Council leadership

100:0%

Etuuka komiucuja - unatosy / Ethics Committee -
members

60:40%

ETruka komucwja - pykosohjetse / Ethics Committee —
leadership

100:0%

KopauHatopu 3a opraHuaalyoHe LenvHe/ LeHTpe:
MPOCTOPHKU Pa3BOj, APXUTEKTYPA W CTAHOBaE, X1BOTHA
cpeauHa, uHpopmatuka v ap. / Coordinators of
organisational units/centres: spatial development,
architecture and housing, environment, IT, etc.

20:80%

[ -t N [ w
=) wn =} v o &
1 1 1 i *

Broj navedenih zaposlenih / Number listed
w

o
[

Zene /| Women

1. BpojH1 0OHOC 3aN0CNEHMX XeHa W MyLLKkapaLa y oksvpy
WAYC-a

3. PaBHONpaBHOCT y pyKoBohewy K
oAnyYMBakbYy — MOYETHO CTabe

Ha pykoBoaehuM dhyHKUMjaMa Cy 3aCTyNIbEHW MYLLKapLW,
J0K je y Hayyrom Behy Bule XeHa, WTO je 3HavajaH
nokasatesb ¢ 063upoM aa HayuHo Behe npezacTasrba
W3y3eTHO BaXaH OpraH OANyYMBaka Ca CaBeTOAaBHOM
(DYHKUMOM (EKBMBANEHTHO Ca MPOLUMPEHUM KONerujymom).
Osaj Hana3 ykasyje Ha notpeby pa GEP He mocmarpa
caMo YKYMHY 3aCTYNIbEeHOCT XeHa M Mylikapaua, Beh u
XOPU3OHTanNHy W BEpTMKanHy pacnojeny (yHkuuja,
YKIbYYyjyiu  KOMUCWje, NpOjeKTHe TuMoBe M Tena 3a
0/lyuMBatbe, WTO je NpukasaHo y Aowem aeny Tabene 1
(pykoBoherse/oanyumBarbe). Takofe, NOXErbHO je ouysaT
noctojehy CTPYKTYpy, ako je y CKknagy ca MosvTUBHUM
nocnoeateem 1 Hanpetkom MAYC-a.

Muskarci / Men

1. Numerical ratio of women and men employed at IAUS

3. Equality in management and
decision-making - baseline situation

Men occupy the senior management positions, while
women outnumber men on the Scientific Council. This is a
significant finding, given that the Scientific Council is a
particularly important decision-making body with an
advisory function (equivalent to an expanded executive
committee). This finding indicates that the GEP should
consider not only the overall representation of women and
men, but also the horizontal and vertical distribution of
roles, including committees, project teams and decision-
making bodies, as shown in the lower part of Table 1
(management/decision-making). It is also desirable to
preserve the existing structure where it is consistent with
IAUS's effective operation and progress.
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Tabena 2. 3agaum v uHaKKaTopu 3a npahetbe poaHe
paBHOTEXe Y pyKosofetby Yy nepuog ao 2029.

Table 2. Tasks and indicators for monitoring gender
balance in management through 2029

OB6nacTi y OKBUPY .
: ST Liurs go kpaja 2029. / :
WUAYC-a .; 1;‘O.Lr’eéas within IMovetHo crame | Baseline situation Target by end of 2029 Mnpukartop / Indicator
PoaHa HepaBHoTexa.
MyLkapuy cy sacTynrbeHu Ha HUBOY Mpaheise
AvipekTopa/moMonHuka avpeKTopa. e
Ha jaBHOM KOHKYpCY Huje BKNO NpyjaBrbEHMX ngoueny?)a
;yxoao,qehe cpym«gujei ﬁs:ictl;]”exéﬁgﬂ::ﬂ%:biSegi?sétgrrlzﬂsairtﬁ.svi\ig uaﬁqu_’umenoaa}ba/ :/o HeHa W MyluKkapaua /
anagement positions : 2 = Monitering and a % women and men
female candidates applied in the public transparent
recruitment procedure. selection/appoinment
Men hold the Director/Deputy Director positions. d
No female candidates applied in the public RaRnE
recruitment procedure.
Ouysatu noctojehy
YpaBHOTEXEHOCT namehy
PonHa HepasHoTexa (y KopucT xeHa). Merecy | HayuHor Beha u
HayuHo Behe / Scientific | sHauajHo 3acTynmbere. [ Gender imbalance in pykosogehux dyHkumja. / | % no nony / % by
Council favour of women. Women are significantly Maintain the existing gender
represented. balance between the
Scientific Council and
management positions.
. PopHa HepaBHoTeXa (Y KOPKCT xeHa). XeHe cy
;(g';mﬁ e“ezaé%a L 3Ha4ajHo 3acTynreeHe. / Gender imbalance in EsupeHuvja cactaea / % no nony / % by
favour of women. Women are significantly Record the composition | gender

working bodies

represented.

Pykofjete nnaHosuma
1 npojexTuma /
Leadership of plans and
projects

Mopauu HUcy cuctematcku npaheny, anu je
MPOLIeHa [ CY MYLUKAPLIY AOMVHATHM]M Kao
pyxkosoauouy. / Data are not systematically
monitored, but men are estimated to be more
dominant as leaders.

PopHo pa3spcraHo 1
npahetbe pykoBogennx
yrora, y3 NpoMeHy no
notpebu / Gender-
disaggregated monitoring
of leadership roles, with
adjustments as needed

% npojexarta ca
)eHama/ Mylukapuuma
Kao pykoBoguouuma /
% of projects led by
women/men

KopauHaropy 3a
OpraHv3aUuoHe LienuHe
/ Coordinators of
organisational units

Mywikapuw cy 3HavajHo sactynrbeHuju. [ Men
are significantly more represented.

PopHo passpcTaHo v
npahetbe KoopauHaTopa
Y3 NpoMeHy no notpedn /
Gender-disaggregated
monitoring of
coordinators, with
adjustments as needed

% KoopAuHaTopa ca
*eHamal MyLikapuuma /
% of coordinators who
are women/men

4. MpaBHKU U CTPaTELIKN OKBUP
Peny6nuke Cpbuje

4. Legal and strategic framework of
the Republic of Serbia

GEP WAYC-a ce npumersyje y cknagy ca Ycrasom The |AUS GEP is implemented in accordance with the
Peny6nuke Cp6uje (,Cnyx6enu rnachuk PC’, bp. 98/2006 Constitution of the Republic of Serbia (Official Gazette of
n 115/2021) u penesanTHiM 3akoHuma u mefyHapopHum the Republic of Serbia, Nos. 98/2006 and 115/2021),

obasesama. [ocebHo cy penesaHTHM:

relevance are:

relevant laws and international obligations. Of particular
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+ 3aKoH 0 popaHoj paBHonpaBHOCTH (,CryKOeHu rnacHuk
PC", 6p. 52/2021), Hapounto oppenbe O jefHaKUM
moryhHocTUMa, nocebHuUM Mepama, pagy, Hayun v
TEXHOMOLLKOM pa3Bojy v CnpeyaBatby POAHO 3aCHOBaHON
Hacumba.

* 3akoH o pagy (,Cnyx6enu rnachuk PC', 6p. 24/2005 n
Ap., YKbyvyjyhu usMeHe W fonyHe objaBrbeHe Y
,Cnyxberom rnachmky PC', 6p. 109/2025), nocebHo
3abpaHa HenocpegHe M nocpeaHe AVCKpUMWHALMe
MPUHUMN jefHaKe 3apaje 3a MCTW paj WM pap jeaHake
BPEAHOCTH.

+ 3aKkoH O 3a0paHu AWCKPMMUHAUMie, Ca PEeneBaHTHUM
¥3MEeHama, Kao ONLUTI aHTUAUCKPUMUHALIMOHM OKBUD.

+ 3aKoH 0 Hayuy 1 ucTpaxusarbuma (,CnyxbeHn rnacHuk
PC*, 6p. 49/2019 » 108/2025), y neny koju ypehyje
CUCTEM  Hayke W UCTpaxuBawa U  MOmnoxaj
UCTPaXMBaYK1X OpraHi13aumja.

+ 3akoH 0 be3beaHocTv u 3apaerby Ha pagy (,Cnyxoenu
rnachuk PC’, Bp. 35/2023), y meny Koju ce ogHOCK Ha
GesbenHy W 3npaBy pagHy CpeauHy W MpEBEHTUBHE
mepe.

« 3aKoH O Cnpeuasaty 3MoCTaBfbakba Ha  papy
(,Cnyx0enu rnachuk PC*, 6p. 36/2010), kao penesanTan
OKBMP 32 JOCTOJaHCTBO 1 3aLLTUTY 3aN0CNEHMX.

+ Baxehu wntepHu aktn MAYC-a: Cratyt, npasunHuLy o
pagy W cucTematusauuju pagHuX Mecta, aktu o
Ge3benHOCTH U 34paBibY Ha pafy, eTWHKA W [pyTu
peneBaHTHU aKTu.

5. Busuja, onwti L4urb U NpUHLMANK

Buauja: MAYC je vctpaxuBauka opraHusauuja y Kojoj
KEHe M Mywkapun wumajy jepHake MoryhHocTu 3a
3anolurbasare, pa3Boj kapujepe, WCTpawuBauku pag,
pykosohetse, OANyuMBatbe " ycknafjusarse
npochecOHaNHOr M NPUBATHOT XUBOTA, Y KYNTypW Hynte
TONEpaHuUmje npema AUCKPUMUHALMM 1 y3HeMYpaBaiby.
Onwru UMmb: WHCTUTYLIMOHANK30BaTH POAHY
paBHOMPaBHOCT KPO3 NOAATKE, TPaHCNapeHTHe npoLieaype,
O/IrOBOPHOCTH, Pecypce, pa3soj KOMNeTeHLUuja U PEfoBHO
npahetbe pesynrara.

MpuHUMNK Koju ce Tpeba npuapxasartu:

« Law on Gender Equality (Official Gazette of the Republic
of Serbia, No. 52/2021), especially provisions on equal
opportunities, special measures, employment, science and
technological development, and prevention of gender-
based violence.

+ Labour Law (Official Gazette of the Republic of Serbia,
No. 24/2005 et seq., including amendments published in
No. 109/2025), particularly the prohibition of direct and
indirect discrimination and the principle of equal pay for
the same work or work of equal value.

« Law on the Prohibition of Discrimination, including
relevant amendments, as the general anti-discrimination
framewaork.

+ Law on Science and Research (Official Gazette of the
Republic of Serbia, Nos. 49/2019 and 108/2025), insofar
as it regulates the science and research system and the
status of research organisations.

+ Law on Occupational Safety and Health (Official Gazette
of the Republic of Serbia, No. 35/2023), with regard to a
safe and healthy working environment and preventive
measures.

+ Law on Prevention of Harassment at Work (Official
Gazelte of the Republic of Serbia, No. 36/2010), as a
relevant framework for employee dignity and protection.

+ Applicable internal IAUS acts: the Statute, rules on
employment and job classification, occupational safety
and health acts, the Code of Ethics and other relevant
instruments.

5. Vision, overall objective and
principles

Vision: IAUS is a research organisation in which women
and men have equal opportunities for employment, career
development, research, management, decision-making and

work—life balance, within a culture of zero tolerance for
discrimination and harassment.

Overall objective: to institutionalise gender equality
through data, transparent procedures, responsibilities,
resources, competence development and regular
monitoring of results.

The following principles shall be observed:
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PO/IHA PAaBHONPABHOCT NPUAWKOM 3arnolurbaBarba U
HanpefoBsawa Yy Kapujep, jenHake MoOryRHocTM W
HeAnCKpUMUHaLMja,

poAHa 3aCTYNILEHOCT Ha pyKoBOAENMM no3uumjama u y
TeNMMa 3a AOHOLEHbE OANyKa,

TPaHCNapeHTHOCT U OfFOBOPHOCT,
0AMNyYMBalbE 3aCHOBAHO Ha noajaLuma,

paBHOTEXa MOCMOBHOr W MPUBATHOT  XWBOTA,
opraHv3auuroHa Kynrypa v cyabujate ctepeotvna

HynTa TonepaHuuja npema y3HeMupaBatby M Hacurby,
WHKNY3KBHa 1 6e3beaHa pagHa kyntypa,

WHTErpUcae pofHE [AWMMEH3Wje Y WCTpaXuBare W
WHOBaUMe,

WHTEPCEKUMOHANHW NpucTyn, rae je penesaHTaH W

gender equality in recruitment and career advancement,
equal opportunities and non-discrimination;

gender representation in management positions and
decision-making bodies;

transparency and accountability;
evidence-based decision-making;

work-life balance, organisational culture and combating
stereotypes;

zero tolerance for harassment and violence;

an inclusive and safe working culture;

integration of the gender dimension into research and
innovation;

an intersectional relevant and

approach where

noApxaH noaauuma.

6. MpuopurtetHe obnactu, unrbeu u 6. Priority areas, objectives and

supported by data.

Mepe measures
ﬂ’p ;35:{? O6nacr / Area Liums / Objective KreyuHe mepe / Key measures Tir:e;l:al 6
entyaonama | unossprsy emsey pos | [ORIER BHTSS asn arpeupasy
oarosopHoct / Data pa3spcraHux nogaraxa. / U3BELLITa); OArOBOPHO ALIG/ KOMHCH,S,
il ! . - 3alwrura nogaraka. / Annual analysis; 2026-2029
monitoring and Establish regular, reliable and : : 4
isigpdin ; public aggregated report; responsible
institutional confidential records of gender- orsanfoonimmiinG: datorlotion
accountability disaggregated data. P ' P '
Moppxatk npeaeuavee, Axanuaa notpeba; nexcubunHi
PasHotexa nocnosHor | dnekcubunHe v aparxManm rae je opraHu3alyoHo
¥ NPUBATHOT XMBOTA M | HEAMCKPUMMHATOPHE YCIoBe wmoryhe; npahetbe oAcycTasa 1
OpraHv3aumoHa pafia vi KynTypy nowToBarwa. / noepartka; Mepe nogpuuke. / Needs 2027-2029
kyntypa / Work-life Support predictable, flexible and | analysis; flexible arrangements where
balance and non-discriminatory working organisationally feasible; monitoring
organisational cullure conditions and a culture of absences and return to work; support
respect. measures.
06e3beanTv TpaHcNapeHTHe
PoaHa pasHoTeXa y KouTepujyMe 1 npahere pofHe
pykoBofjey 1 k! e 0.4 ram:a lopvwK Npernen cacrasa;
oLnyuvBaky UMajyhu y zg;iigj’:::'” H:g;:g; I?SO?:;KETH KPUTEPHjYMU M JOKYMEHTOBALLE
A BB DHTET [ Ensure transparent criteria and | Veuntans; pasao] nmqpcma._f ; 2026-2029
WAYC-a | Gender monitoring of gender Annual review of composition; criteria
balance in management representation in governing and documentation of appointments;
and decision-making bodi Scientific Council leadership development.
across all IAUS areas | Lodies, the Scientific Gouncil
committees and project
leadership.
Janowmnasatse, passoj | CMaruri MOryhHOCT poaHe CTaHaapav3oBaHy KpUTEPHjyMU; POAHO
Kapvjepe 1 MPHUCTPACHOCTY Y PerpyTauuju, pasBpcTaHy noAaum; obyka
Hanpeposatee / u3bopy, Hanpenosatby 1 cenekuuonnx Tena; npahetse pa3soja 2026-2029
Recruitment, career npucTyny CTPy4HOM passojy. / kapujepe. / Standardised criteria;
development and Reduce the possibility of gender | gender-disaggregated data; training for
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advancement bias in recruitment, selection, selection bodies; career development
promotion and access to monitoring.
professional development.
Moseharu kanauutet MAYC-a pa
NPOL{EHU Kafia 1 Kako je poaHa ’ ) )
PopHa aumeH3uja y AMMEH3Mja peneBaHTHa 3a S}ﬁi‘;H:g:ﬂecﬁ ?g;ﬁ;:gyze'e "
UCTpaxMBatby U cafpxaj ucTpaxmsarba 1 i MMS i i ye r? ; ] POLGAYRE:
5 nHoBauujama / Gender | wHoBaumja. / Increase |AUS's PHMBEH FDOP8 | p. S ; 2027-2029
i g ; Guidance/checklist; training; integration
dimension in research capacity to assess when and how inlo prolect procedures: examples of
and innovation the gender dimension is relevant 005’ rjacticge ' P
to research and innovation goad.p ’
content.
Cnpevagatse
[MCKpUMUHALM]e, 0O6e3benutit 6esbenHo panHo WHdopmucatbe; noseprousa
y3HeMupaBatba v POAHO | OKpYXKeHe U jacHe KaHane 3a npouenypa; obyka; nosesvBare ca
3aCHOBaHOr Hacuma / npwjasy u noctynatwe. / Ensure a | noctojehum akTuMa o 3aliTuTi
6 ; : . S ; 2026-2029
Prevention of safe working environment and sanocnenux. / Information; confidential
discrimination, clear reporting and response procedure; training; links to existing
harassment and channels. employee-protection acts.
gender-based violence
Komyrukaupja, . . e
BUATBMBOCT W kynTypa | Yuuruti GEP BUAMMBMM 1 i e GEP.'E," HaBallivald, e
rHhopmaLuje; 0Dyke; pofHO 0ArcBopHa
paBHOMPaBHOCTH / nogcTahu KOHTMHYMPaHO y4etse. / : ) -
7 e -2 KoMyHuKkaumja. / Publication of the GEP; | 2026-2029
Communication, Make the GEP visible and i . S TR
visibility and a culture of | encourage continuous learning raperts; Intemsl jormatlon; raning;
: ’ gender-responsive communication.
equality
7. Akunonu nnax 2026-2029 7. Action Plan 2026-2029
S OparosopHocT / Poxk /
Bp. I No. AxtusHocT [ Activity Responsibility Daddiing Peaynrar / Output
MoTepauTH NoueTHy basy noparaka
13 esuaeHuuje (non, pafHo MecTo,
MCTPaXMBAYKO/CTPYUHO 3BaMLE, PyK080
: ICTBO
pyxaeozieha Gy, RANpEIORRNE, +agMuRMcTpaumja / BepucpukopaHa novetHa basa /
1 abyke). / Confirm the baseline dataset 2026. : .
g o Management + Verified baseline dataset
from records (gender, job position, A
; ; administration
research/professional litle,
management role, premotion,
training).
;bopmanHo MMEHOBATY UL m;: TGJ;O ﬂggﬁg"g&‘,‘e";‘g[}gg;‘;n
a POAHY paBHONPaBHOCT 1 Npanets Deputy Director, i
2 GEP-a. / Formally appoint a person or | Scientific Council 2026. ‘?:giwg':;ano HHOBAY L AppoTITEN
body responsible for gender equality g;:ggg- g;z‘r‘]‘t\ifﬂc
and GEP monitoring. Council
06jasuTy yceojeH GEP Ha cajry [vpextop W NMOMORHKK,
WAYC-a 1 uHTEpHO ra Ynpaghu onbop / ; ;
3 pvcTpuBynpat. / Publish the adopted | Director and Deputy 2026. :32;;;’;1’2133”39"' GEP / GEP publicly
GEP on the IAUS website and Director, Steering
distribute it internally. Committee
YBecTy roanlitbk MOHUTOPUHT pogHo | Niue/ GEP papHa Caake
4 pa3spcTaHyx nokasaterva. / Introduce | rpyna/ Responsible roguie / | FOAMLIGK MOHWTOPUHT M3BeLTa) /
annual monitoring of gender- person/GEP working Every Annual monitoring report
disaggregated indicators. group year
5 ObasesHa ocHoBHa 0byka 0 poaHoj Muue/ GEP pagHa 2027. 290% obyxeara; eruaeHUvja obyka /

WAYC - NNAH POOHE PABHOIMPABHOCTH (MNPP- GEP) 2026-2029




paBHOMPAaBHOCTY 3@ 3aM0CneHe 1 rpyna / Responsible At least 90% coverage; training
obyka 0 HeCBECHUM person/GEP working records
NpUCTPACHOCTHMA 3a PyKOBOAKOLLE, group
YnaHoBe KOMHCHja W JOHOCHOLE
oanyka. / Provide mandatory basic
gender equality training for employees
and unconscious-bias training for
managers, committee members and
decision-makers.
Pa3BuTi4 CMepHULE 33 POAHO
OfITOBOPHO PErpyToBatLe, U3bop 1 Tl GEP e ; _
i rpyna / Responsible YcaojeHe cmephuue / Guidelines
6 Hanpepoeate. / Develop guidelines SrsaIGER workin 2027. atopted
for gender-responsive recruitment, prou 9 P
selection and promotion. group
Mo noTpebu yBecTi roamLky
nperneg cacraga pykoBoAehux Tena,
KOMHCH]a W NPOjeKTHNX TMOBA. [ AS G / 202 Tlo noTpstu ron“;’&%%%”?:}] |
7 needed, introduce an annual review of s paHa fpyna e CBOAH.“ nparen ) g
it m position of management GEP working group 2029. analysis as needed; summary review
bodies, committees and project alee-d02
teams.
Mo notpebu ysectu check--nucTy aa ﬁ:ﬁzgqoﬁpé Eg#;?””“‘
Eﬁ;:;l,};apami?f:TH?:KT:;:??]ESM Y| npojextHa nospuka / Mo notpebu check-nucra u
8 i s ducep:Jc heckfis.l o Director, Deputy 2027. esuaeHuuja npumene / Checklist and
—— th o relevance of gender in Director, with Scientific record of use, as needed
. Council and project
research projects. support
Mpeucnutatv Mepe U MOryRHOCTH
nogpluke ycknahusarby paga u
NPUBATHOT XMBOTA Ha OCHOBY Pyﬁﬂzo:mrnsao ,,+ R 2027~
9 KOHCyNTauwja ca sanocnenuma / I'F"lﬁ:rl\ 5 e%ent + GEP 2028 Mpennor mMepa / Proposed measures
Review measures and support options workir? il ‘
for work-life balance based on g grotip
consultations with employees.
Mo notpebu cNpoBECTW AHOHKUMHY
MHTEpHY aHKETY O OpraHu3aLuoHoj
KyNTypH, jeaHakum MoryhiHocTMmMa 1 2027. v
10 ocehajy 6eabepHocty. / As needed, GEP papHa rpyna / 2029./ AHKeta ¥ ynopeaHa aHanusa /
conduct an anonymous internal GEP working group 2027 and | Survey and comparative analysis
survey on organisational culture, 2029
equal opportunities and perceived
safety.
Mo noTpebu rogultbe 06jaBnTH
arpervpanu W3BeLITaj 0 Hanpetky TwupexTop + GEP 2027 Mo noTpebu jaBHW rOAVILILK
1 GEP-a. / As needed, publish an papHa rpyna / Director 2029 uasewwraj / Public annual report, as
annual aggregated report on GEP + GEP working group ' needed
progress.
. GEP papHa rpyna +
12 i:gz ?:;(g@y:lﬁ“é?nilnggﬁg#:n PYKOBOACTBO | GEP 2029, CeopHy u3selwTaj 2026-2029 /
and preparation O'f the next GEP working group + Summary report 2026-2029
) management

WAYC — MNAH POHE PABHOMNPABHOCTMW (NPP- GEP) 2026-2029




8. Pecypcu v oaroBopHoCTH

WAYC he obesbegutu rbyacke, OpraHu3auMoHe w
(huHaHcujcke pecypce noTpebHe 3a peanusauujy mepa W

cnposohjetse MEl-a.

FEMN ce He cmartpa AOKYMEHTOM KOjU Ce Cnposoau camo
[OfaTHUM, [0DpOBOSBHUM  aHraxoBatbeM MojeAuHalia;
HEroBe Mepe ce WHTerpuwy Yy noctojehe npovece
ynpas/batba JbYACKMM  pecypcuMa, HayuHor  papa,
NpojekTHe noapLUKe, KOMyHWKauuje v GesbepgHocT Ha

paay.

8. Resources and responsibilities

IAUS will provide the human, organisational and financial
resources required to implement the measures and carry
out the GEP.

The GEP is not considered a document to be implemented
solely through additional voluntary efforts by individuals; its
measures are integrated into existing processes for human
resource management, research, project support,
communication and occupational safety.

¥nora/Role

OprosopHoct / Responsibility

[upextop 1 Momohnuk / Director and Deputy Director

dopmanyo yceajamse, oGeabefjusare pecypca, 0roBOPHOCT 3a
crnposofjerse v roguwiy nperned (no notpebu) 1 ceoaHe
wasectaje/npernene / Formal adoption, provision of resources,
responsibility for implementation and annual review (as
needed), and summary reports/reviews

Nuuelreno 3a poary paeHonpasHoct / Person/body for gender
equality

KoopavHauuja, MOHUTOPUHT, NPEAN03V Mepa, roauLlibH
uasewraj, koMyHukauuja / Coordination, monitoring, proposals
for measures, annual report, communication

AnmuHucTpaymja f Administration

Mogaum, npoueaype 3anolwrbaeata, 0byke, esvaeHLM|e U
sawTura nosepromeocTvt nogaraka / Data, recruitment
procedures, training, records and protection of data
confidentiality

Hayuro sehe / Scientific Council

Moapluka MHTErpucatby poaHe AUMEH3ve Y CTpaxuBathe W
npahetby kapujepa / Support for integrating the gender
dimension into research and monitoring careers

PyK0OBOAMOLM OpraHW3aLyvoHnx LienuHa (LeHTapa 3a
apXUTEKTYPY W CTAHOBaH:E; NPOCTOPHMX pa3sBoj M xuUBOTHY
CPeAvHY; U 3a MHOpMATHKY, NYONUUMCTMKY ¥ eayKaLmjy) v
pyKoBofvoLa nnaHosa v npojekara / Heads of organisational
units (centres for architecture and housing; spatial development
and environment; and IT, publishing and education) and heads
of plans and projects

lMpumeHa mMepa y ceakoaresHoM paay / Implementation of
measures in day-to-day work

Komynuxauuja / Communication

JasHa o6jasa [ElM-a, WHTepHA BULTBLUBOCT v MH(OpMUCaIbE
Public publication of the GEP, internal visibility and information

Csw 3anocnexy / All employees

Yuewhe y ofykama, NOWTOBAE NPUHLMNA W NPWjaBrb1Batbe
npoGnema kpos aoctynHe kaxane / Parlicipation in training,
adherence to principles and reporting problems through
available channels
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9. MOHMTOPUHT U UHAUKATOPU

MoHWTOpUHN ce cnpoBoau no noTpebu jeAHOM rofulbLe.
CeopaHu [ojaun ce npukynreajy W aHandsvpajy y
arperupaHom obnuKy, y3 noluToBare nponkca o 3allTUTy
rnojataka 0 NAYHOCTYU M Hayena MUHUMM3IaLWje nojaraka.
CBOIHM WNK TOANWILY K3BewWwTaju ce objasrbyje Ha cajty
WAYC-a y obumy koju He yrpoxasa npusaTHOCT

9. Monitoring and indicators

Monitoring is carried out, as needed, once a year.
Summary data are collected and analysed in aggregated
form, in compliance with personal data protection
regulations and the principle of data minimisation.
Summary or annual reports are published on the IAUS
website to an extent that does not compromise individuals’

nojeavHaua. privacy.
Yyecranoct
on) !
Bp./ ; foorpe MaeoploaroBopHocT |
Wupnkarop / Indicator Mepa / Measure Frequency (as g
No. needed) Sourcelresponsibility
(as needed)

% weHa ! %

AnmuHucTpauwvja /

0,
1 3anocnenu no nony / Employees by gender ::g#?np?‘l’f r;; 9/101 roguwse / Annually Adiiileatian
WcTpaxueauu no nony 1 kapujepHom Hueoy / | % no Husoy / % by AnmvHucTpauwja /
2 Researchers by gender and career level level ropuuise fAnnully Administration
Pykosogehe dykkuuje no nony / Management | % no nony / % by PyxoBogcteo /
3 positions by gender gender ropuuree  Annually Management
UnaHcTBo y KoMucKjama v tenuma / % no nony / % by GEP pagHo 1eno /
4 Membership of committees and bodies gender ropuuitss / Annually GEP working body
5 ::r?gsrnoaabba rio rieny / Promatiofts by 6poj/% / Number/% roguwse [ Annually ﬁgmgﬁ;ﬁma !
Yyewhe y cTpy4HOM ycaspluasatby / - y AnmuHucrpauuja /
6 Participation in professional development Gpel % FMwibarith Fopliss FAaly Administration
O6yxsar GEP obykama / Coverage of GEP % sanocnenux / % of GEP papna rpyna/
d training employees ropuntee / Annually GEP working group
% penesaHTH1X
OByKa 0 HECBECHUM NPUCTPacHOCTUMA / Al0HOcMnaua oanyka / GEP papna rpyna/
8 Training on unconscious bias % of relevant decision- ropnutee [ Annually GEP working group
makers
Hcrpakvisadky NpojexTit ca NpoLietbeHoM o . 5 .
9 penesaHTHoWRy nona/poaa / Research A:_ ongizwa ] roavwibe / Annually gﬂ?g?:f n%ff e
projects assessed for gender relevance Bk ) PP
; npoeceyHa BpeaHoCT
10 2:;2;H:gg:::'%:ygm’;ignoaiegﬁgure aid aHOHMMHe aHkete / 2027/2029, ceopHo / | GEP pagHa rpyna /
or ceise d safety 9 Average score in 2027/2029, summary | GEP working group
P anonymous survey
HapnexHa npolienypa,
) Mpeko nuua
MpujaBrbeHu cnyvajesn ngJH ':HCCETK};C'S? queHoaa;‘or 3a
11 y3HemupasatbalguckpumuHauuie / Reported Ae Wi rogvwiee / Annually | ,y3byrwmeada®/
cases of harassment/discrimination Nl:;n be:r_;ndu?tat?sh Relevant procedure,
L S through the appointed
whistleblowing officer
O6jaBrbeH roauwrsi GEP
12 u3sewraj / Annual GEP report published nafe / Yes/No roavuwiee / Annually | fupektop / Director

report
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[upextop, GEPpagHa

ObjaenseH ceoann GEP 2027/2029, cuntesnn | rpyna, Ynpastu oabop
13 u3sewTaj / Summary GEP report published nalue / YesiNo 1202712028, / Director, GEP working
report synthesis group, Steering

Committee

10. Nogauu, npUBaTHOCT U
MeTogonoruja

PogHo passpctanu nogaun y okeupy GEP-a kopucre ce
UCKMbYYMBO Y NETUTUMHE WMHCTUTYLIMOHAMHE CBPXE: NPOLeHy
CTamba, NNaHWpakwe Mepa, MOHWTOPUHT U M3BELITaBathe.
WMuausuayanuu nopauv ce He objaerbyjy. JaBHu ussellTaju
KOpHCTe arpervpase nokasarere, a mane rpyne ce, kaga
MOCTOjW PU3NK OF WAEHTM(MKAUMje nojeanHua, npukasyjy Ha
ofrosapajynu HauvH UNK U30CTaBrbLAjy.

MouetHa aHanu3a Tpeba aa obyxeaTW HajMaibe: CTPYKTYpY
3an0CNeHNX No Momy, CTapocT W pafHOj KaTeropuju;
kapujepe HUBOE; cacraB pykoofehux ¥ CaBeTofaBHUX
TeNa; 3anolurbasare M CeneKuujy; Hanpeaosawe; nnare u
[ofaTHA npuMatba Kaga cy nopauu AOCTYNHW 33 3aKOHUTY
arperMpaHy aHanuay, CTpPy4HO ycaBpluasaibe; Kopulwhere
Mepa ycknafusawa paja W NpUBATHOr XWBOTA; OCYCTBA;
yyewhe y npojektuma W Bofjewby npojexata; U nogatke o
obykama.

11. PoaHa gumeH3uja UCTpaxuBarma u
WHOBaLuja

MAYC he y OKBMPY WCTP@XKWUBAYKMX W  MHOBALIMOHUX
aKTUBHOCTM NpOLEHMBATM Aa NU je non/pof penesaHTHa
aHanUTMYKa AMMEH3Wja 3a NPEeAMET UCTpaxuearba. Tamo rae
jecte, pofHa AMMeEH3Wja ce yKibydyje Yy WMCTpaxuBadka
nuTata, Au3ajH METOAOoNoruje, NPUKYNibawe W aHanuay
rnogaraka, Tymauewe pesyntata i, Kaga je peneBaHTHo,
npenopyke 3a NONUTHKE, NNaHUPatbe 1 Au3ajH.

10. Data, privacy and methodology

Gender-disaggregated data under the GEP are used
exclusively for legitimate institutional purposes: assessing the
situation, planning measures, monitoring and reporting.
Individual data are not published. Public reports use
aggregated indicators; where there is a risk of identifying an
individual, small groups are presented appropriately or
omitted.

The baseline analysis should cover at least: the employee
structure by gender, age and job category; career levels; the
composition of management and advisory bodies; recruitment
and selection; promotion; salaries and additional remuneration
where data are available for lawful aggregated analysis;
professional development; use of work-life balance measures;
absences; participation in projects and project leadership; and
training data.

11. Gender dimension in research and
innovation

As part of its research and innovation activities, IAUS will
assess whether gender is a relevant analytical dimension for
the subject of the research. Where relevant, the gender
dimension will be incorporated into research questions,
methodological design, data collection and analysis,
interpretation  of results and, where appropriate,
recommendations for policy, planning and design.
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Osaj npuctyn je nocebHo BaxaH 3a Teme kojuma ce MAYC
Oasu: 0Oe3benHOCT W NPHUCTYNAYHOCT jaBHWUX NpPOCTOPA,
MOBWMNHOCT, nNpunarofjaBateM Ha KNKUMaTCKe MPOMEHe,
3eneHa URgpacTpyKTypa, jaBHe ycnyre, naptuuunaguja u ko-
kpeauuja. PoaHa auMeH3unja ce He YBoaM ayTOMaTCKku1 Y CBaku
npojekat eeh ce nNpuMetbyje Kana je HayyHO U METOAONOLLKH
OnpaBfaHa W NpeAcTaBrba 3ajefHUYKO CTBapame HOBUX
BPEAHOCTH.

12. MNpeBeHUKja AUCKPUMUHALMjE 1
y3HeMupaBama

WMAYC npumetbyje npuHUMN HynTe TonmepaHuuje npema
AVCKPUMUHALW]H, y3HeMupaBary M ceKcyanHom
y3Hemupasatby. MNocTojehe WHTEpHe npoueaype U akTu Koju
ypeflyjy [ocTojaHcTBO 3anocnenux, BesbenHocT v 3apasrbe
Ha pagy W 3aWTUTy Of 3M0CTaB/bakba NPeAcTasibajy OCHOBY
3a noctynawe. GEP npepsufia fa ce 3anocneHu penoBHo
MH(OPMULLY 0 NpaBvMa, KaHanuma 3a npujasy 1 3allTUTK o
0aMa3fe CauX 3anocneHux y MHCTuTyTy.

WMAYC Beh uma vMeHoBaHO nuue 3a ,yabywuBaua‘, kao u
PanHy rpyny 3a v3pafy nnaHa MHTerputeTa v Bpuietse
npoueHe noctojeher cratkba W3NOKEHOCTU VHCTUTYLMje
pY3KLMMa Of KOpYNLMje U IPYIUX HEMPaBUIHOCTH.

Ha ocrosy osor [naxa notpebHo je (hopMupaTit HE3aBUCHO
GEP pagHo Teno W3 peaosa 3anocneHux, of Tpu unaxalue,
on kojux 2/3 1. 2 unaHa mopajy ga Oyay xeHe W Koje ce
UMeHyje Ha nepuod of 3 roguHe. Y nornasmbuMa: AKUMOHM
nnaH 2026-2029, Pecypcy u ogroBopHocTH, MOHWTOPUHT 1
vHOWKkaTopy 1 VIMnneMeHTauuonu kanenaap, Aethutmucanm cy
3apauu GEP paguor Tena.

13. KomyHuKaumja, jaBHOCT U
TPaHCNapeHTHOCT

Ycojenn GEP Ouhe ofjaBrbeH Ha 3BaHW4HO] WHTEpHET
cTpanuuu MAYC-a, y3 jacHO HalHa4yeHe NEpUOj Baxersa,
[atyMm ycBajala U OpraH Koju ra je ycBojuo. 3anocnexu he
6uTv oBaBelLTEHN O YCBajatby W KIbyvHUM Mepama. [ofuLlbh
MOHMTOPUHT U3BelLTaju Guhe jaBHO AOCTYNHY Y arpervpaHom
0bAuKYy.

This approach is particularly important for the topics
addressed by IAUS: safety and accessibility of public spaces,
mobility, climate change adaptation, green infrastructure,
public services, participation and co-creation. The gender
dimension is not introduced automatically into every project,
but is applied where scientifically and methodologically
justified and where it contributes to the co-creation of new
value.

12. Prevention of discrimination and
harassment

IAUS applies the principle of zero tolerance for discrimination,
harassment and gender-based harassment. Existing internal
procedures and acts governing employee  dignity,
occupational safety and health, and protection against abuse
provide the basis for action. The GEP provides for employees
to be regularly informed about their rights, reporting channels
and protection against retaliation.

IAUS already has an appointed whistleblowing officer, as well
as a working group responsible for drafting the integrity plan
and assessing the institution's current exposure to risks of
corruption and other irregularities.

Under this Plan, an independent GEP working body should be
established from among the employees, consisting of three
members, at least two of whom (2/3) must be women,
appointed for a three-year term. The tasks of the GEP working
body are defined in the chapters Action Plan 2026-2029,
Resources and Responsibilities, Monitoring and Indicators,
and Implementation Calendar.

13. Communication, public access

and transparency

The adopted GEP will be published on the official IAUS
website, clearly indicating its period of validity, date of
adoption and adopting body. Employees will be informed of its
adoption and key measures. Annual monitoring reports will be
publicly available in aggregated form.
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14. Be3a ca nobpum npakcama y
Beorpaay n Cpouju

Crpyktypa GEP-a ocnatba ce Ha NPOBEPEHE jaBHO [0CTYNHE
npuMepe M3 akaaeMcKor U ucTpaxmeadkor cektopa y Cpbuju.
WAYC GEP npeysuma oBe npoBeprbuee enemexte aobpe
npakce, anu ux npunarofjaea npoduny UCTpaxMBadKor
WHCTUTYTA, YKIbYyjyRi NPOjeKTHU pap, HaydHOUCTpaXuBauke
Kapujepe, ynpaerbate NpojeKTUMa, UCTPaXMBaYKM canpxaj 1
yuewhe y MehyHapoaHUM nporpamuma.

15. UMnnemeHTaLMOHU KaneHaap

14. Links to good practices in
Belgrade and Serbia

The structure of the GEP draws on verified, publicly available
examples from Serbia's academic and research sectors. The
IAUS GEP adopts these verifiable elements of good practice
but adapts them to the profile of a research institute, including
project work, research careers, project management, research
content and participation in international programmes.

15. Implementation calendar

lopuHa /

Year KmeyuHe aktuBHocTH / Key activities

2026

dopmManko yceajatbe GEP-a; MMeHOBatbe OAroBOpHOT NiLa/Tena; notspaa novetHe 6ase; objasa GEP-a; noveTHo
unchopmucarse sanocnexux. / Formal adoption of the GEP; appointment of a responsible person/body; confirmation
of baseline data; publication of the GEP; initial staff information.

Mpsa nyHa roauWba aHanuaa no noTpebu; ocHoBKe 0byke; CMEPHULE 3a PerpyToBatbe 1 kapujepy; check-nucra 3a

2027
measures.

POQHY IMMEH3Vjy UCTpaxvBatba; Mepe opraHuaumoe kyntype. / First full annual analysis as needed; basic
fraining; recruitment and career guidelines; checklist for the gender dimension in research; organisational culture

2028
improvement of procedures and fraining.

HacraBax Mepa; esanyaujuja Cpe/iHe Nepuoaa; UnrbaHe KOPEKTUBHE MePe Ha OCHOBY Mojiataka; yHanpehete
npoLieaypa 1 obyka. / Continuation of measures; mid-term evaluation; targeted corrective measures based on data;

2029

2033.

3aspliHa esanyauja; nopeferse ca NOYETHUM CTaEM; jaBHH 3aBPLUHK M3BELTa); npunpemMa HapeaHor GEP-a
2030-2033. / Final evaluation; comparison with baseline; public final report; preparation of the next GEP for 2030~

16. MojMOBHUK

ObjawmeHe ONWTUX MOjeAMHMX NOjMOBA KOjM Cce  Mory
yrotpebrbasatv y ciepy 3awTute pofHe paBHONPaBHOCTH,
anu uy kontekcty papa y AYC-y:

[locTojaHcTBO HA pajy nogpasymesa MpaBo  CBYX
3anoCneHuX f1a ce MpemMa wuMa nocTyna ¢ [OCTOjaHCTBOM W
MOLUTOBAEM, @ HAPOYKTO Aa ywuBajy y beabefHoM panHoM
OKpyXetYy Y KOjEeM HEeMa CeKkCcyanHor YsHemvpasaiba,
yaHemupaBatba HUTM OMNO KOr  APYror 4uHa PoAHO
3aCHOBAHOI Hacurba.

16. Glossary

Explanations of selected general terms used in the field of
gender equality protection and in the context of IAUS’s work:

Dignity at work means the right of all employees to be
treated with dignity and respect, and in particular to enjoy a
safe working environment free from gender-based
harassment, harassment and any other act of gender-based
violence.
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IMon ce oaHocK Ha BronoLwke K hU3UONOLLIKe KapaKTepuUcTuke
koje ogpefyjy reyne kao xeHe vnu Mywkapue. Osu ckynosu
Guonowkux KapaktepucTrka ce MeflycoOHO He MCKIbyuyjy —
Oynyhu na nocroje nojeguHuM koju mocepyjy obe Bpere
OfMKa — anv OHe WUNaKk Cnywe 3a pasnuKoBae Jbyau Ha
KEHE U MyLUKapLe.

MpoueHa poaHor yTHuaja je npouec nopefewa K
OLietbyBatba — Ha OCHOBY KpUTEpHjyMa PeneBaHTHUX 3a pof —
TPEHYTHOT CTatba W TPEHEAOBA Y OAHOCY Ha OYeKUBaHu Pa3eoj
Koju OW npousawao u3 ysofjera NpPeanoXeHe MoNUTUKe.
Mopen Tora, ,NpoUgHa pogHor yTuuaja’ noapasymesa
carneaasare pasnuunTux edexara (NOIUTUBHNX, HETaTUBHIX
WK HeyTpanHux) BUNo Koje MONUTHKE WNKU aKTUBHOCTW Ha
onpefeHe 0bnacTy, ca acnekTa poaHe paBHONPaBHOCTH.

PawuBe rpyne obyxeatajy xeHe, geuy u ocobe koje
npunagajy rpynamMa |y HEnoBO/bHOM  MONOXajy — Wiu
MapriHanu3oBaHuM rpynama, OfHOCHO ocobe 3a koje ce
cMaTtpa fJa TaksuM rpynama npunagajy. Wspas ,patbuse
Tpyne” 4ecto Ce KOpMUCTW Kao CUMHOHUM 3a u3pas ,rpyne y
HenosoreHoM nonoxajy’. CTepeoTvnHo cxsarawe Aa je
,PaKBOCT” ypofjeHa 0coBMHa XeHa NpUKPUBA YNILEHHULY [a
CTEPEOTUNHE pOOHE ynore WM CTaBOBUM — Ka0 W HMXOB
AVCKPYMUHATOPHY YTULA) Ha XEeHe, Koju ce oapxasa ycnen
M30CTaHKa eqMKacHUX Mepa ApXaBe 3a bUX0BO pellasarbe —
[0BOAE KeHe Y HenoBOrbaH MOMoXaj, WTo Moxe noseharu
PU3MK OfI W3NMOXKEHOCTM AUCKPUMUHAUMY, YKmbyuyjyhu 1
Hacurbe. Crora ce ynotpeba uapasa ,pawbupe rpyne’ He
npenopydyje, seh yMecto era Tpeba KOpuCTMTM u3pas
,TPYNE Y HENOBOTLHOM Nonoxajy”.

PaBHoTexa wuaMelly MOCNOBHOr W NPWUBAaTHOI XWBOTA
noapasyMesa nocTu3athe PaBHOTEXE He camo uamely KyhHux
obaseaa u Bpure 0 YUnaHoBMMA NOPOAULIE Kojuma je noTpebHa
Hera, Beh 1 UaMeRy BaHNOCNOBHNX 0basesa U ApYIvX BaXHUX
KMBOTHUX npuoputeta. Opranusauvja paga tpebano 6w fa
6Gyae aosorsHO (hnexcubunHa Aa omoryhn sanocnenma oba
nona YK/byuuBare Yy akTUBHOCTH LIENOXUBOTHOT y4yetba W
aKTUBHOCTM YCMepeHe Ha farbv npodecuoHantu v NUYHK
pasBoj, KOje HWUCY HYKHO AMPEKTHO MoBe3aHe ca HKXOBUM
nocnom.

Sex refers to the biological and physiological characteristics
that define people as female or male. These biological
characteristics are not mutually exclusive, since some
individuals possess both types, but they are still used to
distinguish people as female or male.

Gender impact assessment is the process of comparing and
evaluating, based on gender-relevant criteria, the current
situation and trends against the expected development that
would result from introducing a proposed policy. It also
involves examining the different effects (positive, negative or
neutral) of any policy or activity on particular areas from the
perspective of gender equality.

Disadvantaged groups include women, children and people
belonging to groups in a disadvantaged or marginalised
position, or people perceived as belonging to such groups.
The term “vulnerable groups” is often used as a synonym for
‘disadvantaged groups”. The stereotype that “vulnerability” is
an inherent characteristic of women obscures the fact that
stereotypical gender roles and attitudes—and their
discriminatory impact on women, sustained by the absence of
effective state measures to address them—place women at a
disadvantage and may increase their exposure to
discrimination, including violence. Therefore, use of the term
“vulnerable groups” is not recommended; ‘“disadvantaged
groups” should be used instead.

Work-life balance means achieving a balance not only
between household duties and caring for family members who
need care, but also between non-work obligations and other
important life priorities. Work organisation should be
sufficiently flexible to enable employees of all genderes to
participate in lifelong learning and activities aimed at further
professional and personal development, which are not
necessarily directly related to their jobs.
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Pog ce OfHOCK Ha APYLITBEHO KOHCTPYWCEHE WAEHTUTETE,
OLNUKE W YNOTe XEeHa U MyLIKapala, Kao U Ha APYLITBEHO W
KyNTypHO 3Hauetbe Koje ApYWTBO npuaaje TMM GronoLikmm
pa3nvkama. Pop ogpefjyje wra ce o xeHe vunu mylikapua
OYekyje, WTa UM je O3BOMLEHO U LUTA CE KO/ WX BpeaHyje y
oppeljeHoM KoHTekcTy. Y BehuHu apyiTasa nocToje pasnuke
M HejeaHakocTu wamely XeHa v Mywkapaua y nornepy
[ONETbEHNX OAFOBOPHOCTM, aKTMBHOCTW Koje obasmbajy,
npucTyna pecypcuMa W KOHTPONE Hap tMMa, Kao M
MoryhHOCTM 33 foHOWewe oanyka. Poa je neo wwper
COLMOKYNTYPHOr  KOHTEKCTAa. Ha 0Baj ApYWTBEHW NOMoxaj
KEHa U MyluKapala YTy nonuTUYKM, EKOHOMGKHM, KYNTYPHY,
APYLITBEHYW, BEPCKM, MOEONMOLUKA M EKONOLIKK (hakTopy, a OH
ce MOXe Mewatv Mnog yTuuajeMm kyntype, ApywrTea W
3ajeaHuue. OcTanu BaXHW KPUTEPUjyMU 3@ COLIMOKYNTYPHY
aHanuay yKrbyuyjy Knacy, pacy, CTeneH CMpoMaLlTBa, eTHIYKY
NpUnagHocT 1 y3pacr.

PogHa paBHOMpPABHOCT MOApasyMeBa jedHaka npasa,
OArOBOPHOCTY, MOryRHOCTU W yuellRe XxeHa, Mywkapaua v
ocofa apyrauvjux PoaHMX WpeHTuTeTa y ceuM obnactuma
pana, AenatHoctuma W aktusHoctuma WAYC-a. Popha
PaBHONPABHOCT HE 3Ha4W Aa Ne poaHM WOAEHTUTETW MocTaT
ueth, Beh Aa HKXOBa Npaea, OArOBOPHOCTH U MOTyRHOCTH
Hehe 3aBvcUTM of TOra Aa NW cy pofjleHH Kao weHe unu
MyLUKapuy, BeR of MoryhHOCTM mpunpeme W peanusauuje
npojekara, UCTpaxuBeara unu yyewnha y ynpasraty. PogHa
paBHONPABHOCT NOApa3ymeBa jeHaka npasa 3a XeHe U
MyliKapue, Kao W jeAHaky BWA/bUBOCT, OCHaXMBarbe,
OOrOBOPHOCT UM yuewhe y CBAM aKkTMBHOCTMMA W
ucTpaxvauma WMAYC-a, y3  ysaxapatbe  HbHXOBMX
pasnuuuTHX MHTepeca, notpeba u npuoputera. OHa Takofe
noapasymeBa MOryhHOCT jefHaKkor npuctyna pecypcuma u
jemHaky pacriofeny POAHMX WAEHTWTETa Y aKTWBHOCTUMA
WAYC-a. PonHa paBHONPaBHOCT HUje NUTae Koje ce Tvde
WCKTbY4MBO KeHa unu Mmylukapaua, seh Tpeba fa ykbyuyje u
y MOTNYHOCTU aHraxyje Kako MyWKapue, Tako M KeHe.
PaBHONPaBHOCT XeHa W Mylkapaua nocmarpa ce U Kao
MWTae MbLYACKMX Npasa W Kao Npeaycros W noxasarerb
O[IPXVBOT Pa3Boja Kako HayuHo ucTpaxuBayke opraHusauuje,
TaKO Y tbEHMX 3aMOCNEeHMX.

Gender refers to the socially constructed identities,
characteristics and roles of women and men, as well as the
social and cultural meaning sociely attaches to these
biological differences. Gender determines what is expected of
women and men, what is permitted to them, and what is
valued in a particular context. In most societies, differences
and inequalities exist between women and men in assigned
responsibilities, activities performed, access to and control
over resources, and opportunities to make decisions. Gender
is part of a broader sociocultural context. The social position
of women and men is influenced by political, economic,
cultural, social, religious, ideological and environmental
factors, and can change under the influence of culture, society
and community. Other important criteria for sociocultural
analysis include class, race, poverty level, ethnicity and age.

Gender equality means equal rights, responsibilities,
opportunities and participation for women, men and people of
other gender identities in all areas of work, activities and
operations of IAUS. Gender equality does not mean that
gender identities become the same; rather, rights,
responsibilities and opportunities should not depend on
whether a person was bom female or male, but on the
opportunities available to prepare and implement projects and
research or participate in govemance. Gender equality means
equal rights for women and men, as well as equal visibility,
empowerment, responsibility and participation in all IAUS
aclivities and research, while recognising their different
interests, needs and priorities. It also means equal access to
resources and an equitable distribution of gender identities
across IAUS activities. Gender equality is not an issue
concerning women or men exclusively; it should involve and
fully engage both. Equality between women and men is
regarded both as a human rights issue and as a prerequisite
and indicator of sustainable development for the research
organisation and its employees.
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PoaHa paBHOTEXa ce OAHOCK Ha Fby/ACKe Pecypee W jenHako
yyewhe XeHa W Mywkapaua y csum obnactuma papa,
npojekTiMa  unW  nporpamuma. Y  ycnosuMa  poaHe
PaBHONPABHOCTH, OUYEKYje Ce f1a HEHe U MyLUKapLW YuecTByjy
Cpa3MepHO CBOM YAeNy y YKynHoj nonynaumju. Mehytum, y
MHOTUM 00nacTUMa eHe YYecTBYjy Mate Hero Wwro 6u ce
OYEKMBANO Ha OCHOBY MOMHE CTPYKTYpe CTAHOBHUIWTBA
(HepoBOMbHA 3aCTYNILEHOCT KeHa), AOK MyLUKapLy y4ecTyjy
BULIE HETO WTO Ce OyeKkyje (MpekoMepHa 3acTynrbeHocT
MyluKapaua).

PonHo oproBopHo Byyerupatee noapasymeBa npUMERY
NpUHUMNA YK/byuvBatba POAHE NMEPCTIeKTMBE Yy CBE TOKOBE
jaBHMX NONUTMKA (TeHOep MaWHCTPeaMuHr) Y  OKBHPY
Gyyetckor npoleca. OHo noapasymesa npoueHy Gyyeta ca
acnekTa popa, YK'byuusarbe POAHE MEpCneKTMBE Ha CBUM
HuBOMMa Byyetckor npoLeca, kao W PEecTpyKTypupare

npuxoja M pacxoja pagv  yHanpefewa  pope
pasHonpasHocTh.  PogHo  oprosopo  GyyeTupatbe
npeacTas/ba  CPeACTBO 3@ MOCTM3ame  poaHe
PaBHONPABHOCTH,

PogHo  3acHOBaHO  Hacw/be  npeAcTaB/ba  06nMK
AVCKPUMUHALM]E 3aCHOBAH Ha oAy, koju Moxe Gutn npahe
(UIMYKAM  WNK  MCMXOMOWKUM  HacHrbeM. HajouurnenHuju
MpUMEp TOra je  CekcyanHo  y3Hemupasatbe,  anv
yaHemupasatbe npaheHo HacwbeM MW MPeTHOM HacubeM
HEe MOpa HYXHO UMaTV CEKCyanHy No3afuHy.

CekcyanHo Yy3HeMHpaBalme npeAcTaBba cBakn 06MuK
HeXerbeHor BepbanHor Unu (U3UYKOT NoHaLaba ceKcyanHe
npyMpode Koje MMa 3a LUWb MM nocneguuy nospeny
focTojaHcTea ocobe, a HapoOuKTO CTBapatwe 3actpaluyjyner,
HenpujaTerbckor,  NOHWxasajyher  WnW  YBPEATbUBOT
OKpyXetba.

YrpoxXeHe rpyne cy rpyne sbyau koje cy uanoxexe sehem
pU3KKYy OO CUPOMalLTBA, COLMjaNHEe  UCKIbYYEHOCTH,
JMCKPUMUHALM]E M HACUTbA Y OAHOCY Ha ONLWTY nonynauujy,
yKIbYYYjyhu, uamely ocTanux, eTHUYKe MatbiHe, MUIpaHTe,
ocofe ca MHBANMAUTETOM, K30M0BaHe cTapuje ocobe u felly.
HoBuja MCTpaxuBara O CTEPEOTMNHUM POAHUM ynorama W
CTaBOBUMA, Kao U O HMXOBOM AMCKDUMUHATOPHOM YTULE]y Ha
HEHe, MCTHUY Aa XeHe HUCY patbMBe No Npupoau, Beh Tpne
nocneaule HaMeTHYTOr HeMOBOSLHOT NOMNoXaja.

Gender balance refers to human resources and the equal
participation of women and men in all areas of work, projects
or programmes. Under conditions of gender equality, women
and men are expected to participate in proportion to their
share of the overall population. However, in many fields
women participate less than would be expected on the basis
of the population's gender structure (underrepresentation of
women), while men paricipate more than expected
(overrepresentation of men).

Gender-responsive budgeting means applying the principle
of integrating a gender perspective into all public policy
processes (gender mainstreaming) within the budget process.
It involves assessing budgets from a gender perspective,
incorporating that perspective at all levels of the budget
process, and restructuring revenues and expenditure to
advance gender equality. Gender-responsive budgeting is a
means of achieving gender equality.

Gender-hased violence is a form of discrimination based on
gender that may be accompanied by physical or psychological
violence. The most obvious example is gender-based
harassment, but harassment accompanied by violence or
threats of violence does not necessarily have a gendered
motivation.

Genderual harassment is any form of unwanted verbal or
physical conduct of a genderual nature that has the purpose
or effect of violating a person's dignity, particularly by creating
an intimidating, hostile, degrading or offensive environment.

Disadvantaged groups are groups of people exposed to a
higher risk of poverty, social exclusion, discrimination and
violence than the general population, including, among others,
ethnic minorities, migrants, persons with disabilities, isolated
older people and children. Recent research on stereotypical
gender roles and attitudes, and their discriminatory impact on
women, emphasises that women are not inherently vulnerable
but experience the consequences of an imposed
disadvantaged position.
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17. ®opmanHo ycBajatbe U peBu3nja

GEP cr1yna Ha cHary fjaHoM ycBajatba of CTpaHe HafnexHor
opraHa WAYC-a, 7). [lupektopa, a HaKkoH npoyeca
sepvchukalmje on cTpare Hayunor seha v YnpasHor ogbopa
WHetutyTa,

Mnai ce no motpebu npexcnuTyje jeAHOM TOAWWLE KPo3
MOHWTOPMHI, a Moxe BGuTW BaHpeaHO peBuaupaH y cnyuajy

NMpOMEHe NPAaBHOI OKBWPA, OpraHW3aluoHe CTPYKTYpe WK
yraplienux notpeda.

Y Beorpany, aana 29.10.2026. roguue
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17. Formal adoption and review

The GEP enters into force on the date of its adoption by the
competent IAUS authority, namely the Director, following
verification by the Institute’s Scientific Council and Steering
Committee.

The Plan is reviewed as needed through annual monitoring
and may be revised exceptionally in the event of changes to
the legal framework, organisational structure or identified
needs.

In Belgrade, October 29, 2026

Acting Director of the tnstitute
-~ =
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$a Mitiji¢; Principal Research Fellow
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