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KOPNWREHIN AKPOHNMI

Akapemcka roamHa — Al

PosHO 3acHOBaHa AMCKpUMMHaumja — P34,
AKUMOHM MNaH 3a pOAHY pasHonpasHocT — AMPP
Xopw3oHT 2020 (o eHr. Horizon H2020) — X2020
ApywteeHe 1 xymaHmctnyke Hayke — AXH

Hayka, TexHonorvja, MHXerepcrso U MateMaTika
(oa eHr. STEM — Science, Technology, Engineering
and Mathematics) - CTEM

YHusep3utet y baroj Jlyun — YHUBJ
LleHTap 3a apywTeerHe nHosauyje — LWAW

‘ ACRONYMS USED

AY — Academic Year

GBD - Gender based discrimination
GEP - Gender Equality Plan

H2020 - Horizon 2020

SSH — Social Sciences and Humanities

STEM - Science, Technology,
Engineering and Mathematics

UNIBL - University of Banja Luka

ZSI| - Centre for Social Innovation



. YBon

OBaj AOKYMEHT Npe/scTaB/ba OCHOB 3a AKLMOHM MJ1aH 3a POAHY PaBHOMPaBHOCT
(AT1PP) YHusepsuteta y bawoj Jlyun (YHVIBST) 3a nepuog 2022-2026. roamHe.
Cappxu pesyntate aHaam3e CTarba POLHE PaBHOMPABHOCTK KOjy je Ha YHWBJ1 y
nepuoay mapt-centembap 2021. rogmHe cnpoBeo TUM YHuBep3uTeTa'. AHanuza
CTakba pOAHE pPaBHOMPABHOCTW, 3acHOBaHa Ha KOMOMHaUMjKM  CMjepHML
nspaheHnx Kkpo3 Apyre CauMuyHe npojekte (Buan: MeTogonormja) n  m3pagy
AKUMOHOr nnaHa 3a poAHy pasBHonpasBHOCT Ha YHWBJI, cnposeseHa je vy
OKBMPY MpojeKkTa GUHAHCMPAHOr Of cTpaHe MUHWUCTapCTBa LUMBUAHWX MOCAOBA
BocHe 1 XepuerosumHe y OkBMpY rpaHTa ,[lporpamu 3a npunpemy npojekara
M NOTEeHUMjaNHWX KaHAuzata 3a cpeactBa w3 ¢oHza X2020" 3a 2020. rogmHy”
(YroBop o rpaHty 6p. 10-02-2-1769/20-8). TM 13 MapTHepcKke oOpraHu3auuje
YHWBN, UeHTpa 3a ppywtBeHe wHoBaumje (LAWN wam ZSl), Beu, Ayctpwuja?
NoAp>Xao je MpoLec aHaanse CTakba POZHE pPaBHOMPAaBHOCTM W n3pady AlNPP
y BWAy eKCTepHe peLieH3nje 1 ocuryparba kBanuteta. CajeTofaBHM oabop 3a
poaHy paBHompaBHOCT YHWBJ/1 pasmoTpmo je n 0gobpmno OBaj AOKYMEHT KOju
npeActaB/ba aHanusy pogHe pasHorpaBHoCcTM Ha YHWBJ1 n Akumonu nnaH 3a
POZHY PaBHOMPAaBHOCT YHMBep3uTeta y baroj /lyun 3a nepunog 2022-2026. roanHe
(Bep3uja 1.0, n3 geuembpa 2021. roamHe).

. Meropoaormja

3a aHaIM3y TPEHYTHOT CTarba POAHE PaBHOMPAaBHOCTU, OAHOCHO PEBU3Mje UCTOT Ha
YHWB/1-y, npubjeran cmo Beh NpoBjepeHnM MeTOA0NOLWKMM anaTuMa pa3BujeHnMm
Kpo3 Xopwu3oHT 2020 npojekte, kao wro cy PLOTINA® n SAGE* 3a nouetak
CMO 3aBPLUMAN KBAHTUTATMBHY KOHTPOAHY aucty (Buan: [onatak 1) Ha OCHOBY
oarosapajyher anata PLOTINA, koju obyxsaTa neT k/by4YHux obnactu:

—_

) OpraHe ynpaB/bahba, K/by4He akTepe 1 JOHOCUOLLEe OANyKa
3anoLbaBatbe, 3a4pXKaBarbe U HanpeaoBarbe y Kapujepu
PaBHOTeXa 1M3Mehy NOCIOBHOT M MPUBATHOT XMBOTA
cTpaxuBaum 1 UCTpaxmBaydkn pak: poAHa paBHOMPaBHOCT Mehy
UCTpaxmBauvMa M poAHa MNepcrnekTMBa/Moa Y WUCTPakmMBauKOM

paay
5) VHTerpauwmja poaHe/nonHe AMMeH3Mje Y HacTaBHE M1aHOBE 1 Nporpame.

DNow N
S— N N

Mosaum 3a HaBeAeHWX MeT K/bYUYHWUX 0ONacT MPUKYM/bEHWN Cy KPO3 pasavumnte

1 TnasHu mum YHUE/T: npog. Padocnas ajaHuH, pekmop, mp Arbena lNenuh, pykogodumesoka
LieHmpa 3a npedy3emHuuwimeo u mpaHcgep mexHoaozuja, Mp bophe Mapkes, 2eHepanHu cekpemap;
mp Apaeara Padynosuh, suwia cmpy4Ha capadHuya 3a Hay4Houcmpaxueaqku pad u paseoj. Tum cy
nodpxane KoseauHUYe U Koseze U3 pasaudumux cayxou y oksupy Pekmopama YHVIB/T-a npyxareem
penesaHmMHux nodamaka u3 caojux obaacmu.

2 Tum uz UAN: Mp Enke [an, suwa ucmpaxusaduya u sodumesska npojekama, Hena LLianamor,
ucmpaxusaduya npunpasHuya; dp bapbapa luHcHep, ucmpaxusaquya.

3 Promoting gender balance and inclusion in research, innovation and training (Plotina) ouHaHcupaH
Jje y okgupy hpozpama ucmpaxusarsa u uHosayuja Esponcke yHuje XopuzoHm 2020 npema y2o8opy
0 2paHmy 6p. 666008. Anamu cy docmynHu Ha: https.//www.plotina.eu/plotina-formative-toolkit/

4 Systemic Action for Gender Equality (SAGE) puHaHcupaH je y okaupy npo2pama ucmpaxusarea
u uHosayuja Esponcke yHuje XopuzoHm 2020 npema yzoeopy o 2paHmy 6p. 710534. Anamu cy
docmynHu Ha: https.//www.sage-growingequality.eu/site/toolkit

]



Introduction

This document represents a background for the Gender Equality Plan (GEP) at the
University of Banja Luka (UNIBL) for the period 2022-2026. It provides the results of
the gender equality audit conducted at the UNIBL in the period March-September
2021 by the UNIBL team.! The gender equality audit, based on the combination of
guidelines developed through other similar projects (see: Methodology) and Gender
Equality Plan development at UNIBL was conducted within the project funded by
the Ministry of Civil Affairs of Bosnia and Herzegovina under Grant ‘Programi za
pripremu projekata i potencijalnih kandidata za sredstva iz fonda H2020" za 2020.
godinu’ (Programmes for Project Preparation and Potential Candidates for Funds
from H2020 for 2020) (Grant Contract No. 10-02-2-1769/20-8). The team from
the UNIBL partner organisation Centre for Social Innovation (ZSI), Vienna, Austria?
supported the process of gender equality audit and GEP development in form
of external peer review and quality assurance. Gender Equality Advisory Board at
UNIBL has reviewed and approved this document representing the analysis of the
gender equality at UNIBL and the Gender Equality Plan at the University of Banja
Luka 2022-2026 (version 1.0, December 2021).

Methodology

For the analysis of the current state of gender equality, i.e. the gender
audit at the UNIBL, we have resorted to the already tested methodological
tools developed through Horizon 2020 project such as PLOTINA?
SAGE*. As a start, we completed a quantitative checklist (see: Annex 1) based on the
respective PLOTINA tool, covering five key areas:

Governance bodies, key actors and decision-makers

Recruitment, retention and career progression

Work and personal life integration

Researchers and Research: gender equality among researchers
and gender perspective/sex in research

ELrE

5) Integration of gender/sex dimension in teaching curricula.

The data for the mentioned five key areas have been collected through the different
services within the UNIBL Rectorate (Legal Department, Office of the Vice-Rector
for Teaching and Student Affairs, University Computer Centre, Office of the Vice-

1 The core team from UNIBL: Prof Radoslav Gajanin, Rector; mr Andela Pepic, Head of the
Entrepreneurship and Technology Transfer Centre; mr Dorde Markez, Secretary General; mr Dragana
Radulovic, Senior Associate for Scientific Research and Development. The team was supported by the
colleagues from different departments within the UNIBL Rectorate by provision of relevant sector-
related data.

2 The team from ZSI: Mag. Elke Dall, Senior Researcher and Project Manager; Nela Salamon, Junior
Researcher; Dr. Barbara Glinsner, Researcher.

3 Promoting gender balance and inclusion in research, innovation and training (Plotina) was funded
under the European Union's Horizon 2020 research and innovation programme under grant agreement
NO 666008. Tools are available at: https.//www.plotina.eu/plotina-formative-toolkit/

4 Systemic Action for Gender Equality (SAGE) was funded under the European Union’s Horizon 2020
research and innovation programme under grant agreement No 710534. Tools are available at: https.//
www.sage-growingequality.eu/site/toolkit
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cnyx6e y okBupy Pektopata YHVIB/1-a (CekpeTapwujaTt, KaHuenapuja npopekTopa 3a
HacTaBy W CTYAEHTCKa NTaka, YHNBEP3UTETCKM padyHapcku LeHTap, KaHuenapwja
npopekTopa 3a J/byAcke W MaTepujanHe pecypce, KaHuenapwja npopektopa 3a
Hay4YHO-UCTPaXmMBaYku1 paj W pasBojyHmBep3uTeTta). [pukyn/beHn nojaum ce
oAHoce Ha akazemcky (Al 2019/2020. roanHy 1 axypupann cy 3a Al 2021/2022
camo 3a KibyuHy obnact 1 — OpraHu ynpaB/barba, K/byYHW akTepu 1 AOHOCUOLM
oanyka byayhu aa je AOLWO A0 3HAYajHMX 3aKOHCKMX M3MjeHa KOje ce OAHOCE Ha OBY
0671aCT, a Koje yT14y 1 Ha pacnopehusarse npema pojy y CTpyKTypama v Xxvjepapxuju
onawhersa yHyTap YHWB/I-a. Mozaum 3a kbyyHe obnactu 3 (paBHOTEXa naMehy
MOCNOBHOI W MPWBATHOr XWBOTa) WU 5 (MHTErpaumja poaHe/NoAHE AUMEH3Nje Y
HacTaBHe M1aHOBE W MpPOrpame) Cy OCKyAHW MM MX HeMa (WTO ykasyje Ha TO Aa
j& HEOMXOAHO Ja/be paanTi Ha Nobosbluaky CUCTEMA MPUKYM/barba NoAataka Ha
YHWB/1-y). Creeneha dasza Hawe aHanmse CTarba POAHE PAaBHOMPABHOCTW ULLIAA je
y A4Ba NMapanenHa npasua:

1) AHanm3a 3aKOHOZaBHOI OKBMpPa KOjU Ce OAHOCK Ha POAHY PaBHOMPAaBHOCT
(NoCcMaTpaHo Ha TPU HMBOA: AP>KaBHOM, EHTUTETCKOM 1 Ha H1BoYy YHWIB/1-a).

2) ObaB/batbe KBANMTATMBHUX MHTEPBjya Ca 3anocieHnma Ha YHWB/-y.

3a KBaAUTaTMBHE WMHTEPBjye KOPWUCTUAM CMO npunaroheHe cmjepHuLe 3a
nHtepsjye (Buawn: [ozsatak 2) Ha OCHOBY [IpumMjepa npomokoad UHmMepsjya:
XeHe y akademckoj 3ajeOHUYU U ucmpaxusadkom pady n3 npojekta SAGE
lpumapHux anama® 3a npukynmaree nodamaka (eHe. Sample Interview
Protocol: Women in Academia and Research from the SAGE project’'s Primary
data collection tools). NHTepsjyncaan cmo 57 3anocneHnx Ha YHWBJ/1-y n3 18
opraHu3aumoHux jeamHunua (16 dakynteta, jeaHe Akajemuje YyMJEeTHOCTU U jeAHOT
MHCcTUTyTa 3a reHeTtunuke pecypce) n 13 Pektopata. VIHTepBjyn cy obaB/beHn y
nepuoay maj-centembap 2021. roamHe. CBM MCAUTaHMLM Cy noTAmMcany Gpopmynap
32 MHbOpMUCaHM npuctaHak (Buaw: [oaatak 3).  VIHTepBjymcaHu cy ouam
Pa3NNUNTUX aKaJEMCKMX HMBOA WU U3 aAMUHUCTPATUBHUX CAYyXOM, ykbyuyjyhun n
npojekaHe Ha dakyatTeTmMa (Kao AMO CTPYKTYype O4JyYmBama). [puMnjerseHo je
CTPaTMdUKOBAHO HaMjepHO Yy30pKoBakse. [pBUM KOpak je 61O nogjena 3anocneHmx
Ha 18 opraHM3aumoHnx jeamHuLa n Pektopat. 3a CBaky OpraHm3auMOoHy jeanHnLy
Aa/b1 1360p ce BPLLMO Ha OCHOBY akaZeMCKOT HMBOA (Pef0BHN NPOGECOop, BaHPEAHN
npodecop, AOLUEHT, BULLIM CapajHNK/CapasHWK), N Aa NV 3aNOCeHN paje Yy yrnpasu
dakynteta (NpogekaHu) U aaMUHUCTPaLMjK. 3a PekTopaT je MHTepPBjyMCaHO CaMo
aAMUHNCTPATMBHO 0cobsbe. OpabpaHo agMWHUCTPATMBHO 0Cob/be y PekTopaty
NpeACTaB/baNo je CBako ofje/bere/cnyxby/kaHuenapujy. etamn 0 y30pky Mory
ce BMAjeTV Ha rpadukoHnma 1um 2.

40

36 11

TPk aH ML e — 7
35

0
30 PepoeHu npodecop/ka o

25 BaHpeaHu npodecop/ka 1_ 4
21

20 Bouenr /wnon e

15
Buim acucteHT/Knkoa —
10

AT DT HO 000 e S 15
W M M =K

lpacbuxoH 1. Cmpykmypa ucnumanuka npema pooy IpacgukoH 2. Cmpykmypa UucChumaHuka npema nosuyuju
(akademcku HUBO UAU AGOMUHUCMPAMUBHO 0cobbe)

5 http;//www.sage-growingequality.eu/web/assets/media/tools/primary_data_collection_tools.pdf
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Rector for Human and Material Resources, Office of the Vice-Rector for Science,
Research and University Development). The data gathered refer to the 2019/2020
Academic Year (AY) and are updated for 2021/2022 AY only for the Key area 1 -
Governance bodies, key actors and decision-makers since there were important
legislative changes relating to this area that also impact the distribution of gender in
the power structures and hierarchy within the UNIBL. Data for key areas 3 (work and
personal life integration) and 5 (integration of gender/sex dimension in teaching
curricula) are scarce or non-existent (which is an indication that further efforts are
needed to improve the data collection system at the UNIBL). The next stage in our
gender audit went in two parallel tracks:

1) Analysis of legislative framework relevant for gender equality (observed at
three levels: state, entity and UNIBL level).

2) Conducting qualitative interviews with UNIBL employees.

For the qualitative interviews we have used an adjusted interview guide (see: Annex
2) based on the Sample Interview Protocol: Women in Academia and Research
from the SAGE project's Primary data collection tools>. We have interviewed 57
employees of the UNIBL from 18 organisational units (16 faculties, one Academy of
Arts and one Institute of Genetic Resources) and from the Rectorate. The interviews
were conducted in the period May-September 2021. All respondents signed the
consent form (see: Annex 3). Interviewees were of different academic levels and from
administration services as well, including the vice-deans at the faculties (as part of
the decision-making structure). The stratified purposive sampling has been applied.
The first step was dividing the population of employees into the 18 organisational
units and the Rectorate. For each organisational unit further selection was based
on the academic level (full professor, associate professor, assistant professor, senior
teaching assistant/teaching assistant), and belonging to the faculty management
(vice-deans) and administration. For the Rectorate, only the administrative staff has
been interviewed. The administrative staff at the Rectorate has been selected to
represent each department/office. Details on the sample can be found in the figures
1Tand 2.

40

11

Vice-dean
I
35 7

0
30 Full Professor o

25 Associate Professor 1_ 4

20 Assistant Professor _3 5

15 . ) ) 0
Senior Teaching Assistant I
10

. . 6
A S R S 15
0 2 4 6 8 10 12 14 16

F v Male ®Female

Figure 1. Gender distribution of interviewees Figure 2. Position at the time of the interview (academic level
or administrative staff)

5 http;//www.sage-growingequality.eu/web/assets/media/tools/primary_data_collection_tools.pdf



MoTeHUMjanHW HeAOCTaLm/OrpaHnyerba oabpaHe METOAONOTM]e U HeHe MpUMjeHe
cy:

1) Ocobe koje cy obaBune ucnuTmMBarbe Cy bune XeHe, Tako Aa MNOCTOjU
MOryhHOCT Aa 6u HeKuM Of, MYLUKMX MUCMUTaHWKa MOFM Aa ycKpaTte CBOje
MULL/berbe 0 ogpeheHnM Temama.

2) Hwucy cBn mcnntaHuum (M3 jeaHOr Wau Apyror pasnora) 6uam noTnyHo
OTBOPEHW Y VHTEPBjYY, jep Ou ce y Heknm cnydajeBMMa UCMUTaHuLe (ce
Cy >XeHe) Mno3vBane Ha POAHO 3aCHOBaHe HejeAHaKoCTW WKW cuTyauuje
y3HeMupaBakba KpO3 Koje Cy npolie WM 3a Koje Cy 4yne camo 'y
,Hecny>x6eHoM" pa3roBopy, HakOH LUTO je UCK/bYYEHO CHUMaHe NHTEpPBjya.

3) Moaaun AOCTYMHM 3@ KBAHTUTATUBHY KOHTPOJHY IUCTY Y HEKMM obaacTnma
Cy OCKYZAHW UM MX HEMA, LUTO MOXe Aa AoBeje A0 HeMoryhHocTn Aobvjarba
NOTNyHe C/AVKe O CTBAPHOM CTamy y Norneay POoAHe PaBHOMPABHOCTM Ha
YHWBJ.

MehyTuMm, Yak 1 y3 nprkasaHe HeAOCTaTKe, MOAALM M aHaAM3a AaTa y HapeAHWUM
nornas/blMa NpeAcTaB/bajy 4OBOJbHY OCHOBY 3a M3pajy NpBOr AKLMOHOr MN1aHa 3a
POAHY paBHOMpaBHOCT Ha YHWB/I.

K]l)aTaK nperJaej 3akono/Jasaor 1 NHeTnTynnoHa/Janor
OKBIpa

Ogaj amo he Npy>knTi KpaTky aHaamn3y 3akOHOAaBHOT OkBMpay bocHW 1 XepuerosnHum
(bnX), Kako Ha Ap>XaBHOM, Tako M Ha HMBOY eHTUTeTa Penybavke Cpncke. [dasmbe,
y OBOM Auvjeny je AaT KpaTak npernej WMHTEPHUX AOKyMeHaTa YHuBep3uTeTta y
bar0j Jlyum peneBaHTHWUX 3a POAHY PAaBHOMPABHOCT M Pa3fivumTa PoAHa NuTakea y
akagemckoj obnactv. 3a AetasbaH npernes, Buan [oaatak 4.

‘ 3aKOHO/IaBHI OKBH]

Kaza ce pa3maTpa 3aKOHOAABHM OKBUP WM OKBWUP MOANTMKA Ha APXKaBHOM HUWBOY,
Tpeba MMaTh y BMAY OrpaHnyeHa ycTaBHa 1 3aKOHOAaBHa oBnawherba HagNexXHMX
MWHKCTapCTaBa y 0b1actv poAHe paBHOMNPaBHOCTU. [1OCTOje ABa OCHOBHA ApP>XXaBHa
3aKOHa kojuma ce ypehyjy posHa paBHOMPABHOCT M pPOAHA MUTara: 3aKOH O
3a6paHu duckpumuHayuje (“Cnyx6eHn rnacHnk buX”, 6p. 59/09 v 66/16) 1 3akoH

0 pasHonpasHocmu nosioea y bocHu u XepyezosuHu ("CnyxbeHu rnacHuK
BuX”, 6p. 32/10). [MpBMM ce ycnocTaB/ba OKBMP 3a OCTBApMBaHE jeAHakMX npaBa
7z Morthocm CBMM ocobama y bocHu 1 XepuerosuHm v ypehyje cuctem sawtmte
O/ AMCKpUMUHaUMje, ykbydyjyhu u cadkuuje. [pyrum ce ypehyje, npomoswie
M WTWTVM POAHA PABHOMPABHOCT, rapaHTyjy jeaHake MOryhHOCTM 1 paBHOMpaBaH
TpeTMaH CBux auLa 6e3 063mpa Ha NoJ, 1y jaBHOj 1y NpuBaTHOj chepun ApyLUTBa U
ypehyje 3alwTnTa 04 ANCKPYMUHALMje MO OCHOBY Moa.

Ha eHTUTEeTCKOM HMBOY, MOCTOjN HEKONMKO MPaBHMX AOKYMeHaTa KojuMa ce ypehyjy
POZHa MUTarba, Kao HMp:

1. 3akoH o pady y Penybauyu Cpnckoj (,Cnyxbenun rnacHmk PC”, 6p. 1/16 n 66/18)
KOjuM ce ypehyjy pagHu ofHOCK, npasa, obaBe3e M OATOBOPHOCTU M3 pPajHOr
OAHOCa W Apyra NuTama paga y Penybavum Cpnckoj. OBMM 3aKOHOM Ce M3PUYNTO
3abparbyje CBaka BpCTa AMCKPUMMHAUMje, ykbydyjyhm v AncKpyMUHAUM)y Ha
POZHOj OCHOBMW.

2.3akoH o 3awmumu o0 y3Hemupasared Ha pady (,Cny>x6eHn rnacHnk Penybanke
Cpncke “, 6p. 90/21) kojum ce ypehyje 3aliTnTa 04 y3HeMMpaBaa Ha pajy Uy Be3n
Ca paZoM, NOCTynak 3a OCTBapMBarbe NpaBa Ha 3allTUTY OZ Y3HeMVpaBatkba Ha pasy
My BE3n Ca pasoM W Apyra Nutarba OZ 3Hayaja 3a 3alTUTy OZ Y3HemupaBakba Ha
pasy 1y Be3u ca paZoMm.
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Potential shortcomings/limitations of the selected methodology and its
implementation are:

1) Interviewers were female, thus there is a potential that some of the male
respondents could withhold their opinion on certain topics.

2) Not all interviewees were (for one or the other reason) completely open in
interview, since in some cases the respondents (all of them female) would
refer to gender based inequalities or harassment situations they have been
through or heard of, only in ,offline” talk with the interviewer after the
recording of the interview has stopped.

3) Data available for quantitative checklist in some areas are scarce or non-
existent which can prevent the possibility of obtaining the full picture on

the actual state of affairs in terms of gender equality at UNIBL.

However, even with the presented shortcomings, the data and the analysis provided
in the following sections provide a sufficient basis for development of the first Gender
Equality Plan at the UNIBL.

Brief overview of legislative and institutional
framework

This section will provide a short analysis of the legislative framework in Bosnia and
Herzegovina (BiH), both at the state level as well as the entity level of the Republic of
Srpska. Furthermore, this section provides a brief overview of the internal documents
of University of Banja Luka relevant for gender equality and different gender issues
in academic sector. For detailed overview, see Annex 4.

Legislative framework ‘

When considering the legislative and policy framework at the state level, one
should keep in mind the limited constitutional and legislative powers of relevant
ministries in the area of gender equality. There are two basic state laws that regulate
gender equality and gender issues: Law on Prohibition of Discrimination ("Official
Gazette of BiH", no. 59/09 and 66/16) and Law on Gender Equality in Bosnia
and Herzegovina ("Official Gazette of BiH", no. 32/10). The first establishes the
framework for exercising the same rights and opportunities for all persons in Bosnia
and Herzegovina and regulates the system of protection against discrimination
including sanctions. The latter regulates, promotes and protects gender equality,
guarantees equal opportunities and equal treatment of all persons regardless of
gender, in the public and private spheres of society, and regulates protection against
discrimination based on gender.

Considering the entity level, there are several legislative documents that regulate
gender issues, such as:

1. Labour Law in Republic of Srpska (,0Official Gazette of RS", no. 1/16 and 66/18)
which regulates labour relations, rights, obligations and responsibilities from
employment and other labour issues in the Republic of Srpska. The Law explicitly
prohibits any kind of discrimination, including gender-based discrimination.

2. Law on Protection Against Harassment at Work (,Official Gazette of RS", no.
90/21) regulates protection against harassment at work and in connection with
work, the procedure for exercising the right to protection against harassment at
work and in connection with work and other issues of importance for protection
against harassment at work and in connection with work.
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3. 3akoH o sucokom obpa3zosarby (,CnyxbeHn rnacHuk Penybanke Cpncke”,
6p. 67/20) je OCHOBHWM 3aKOH KOjuM ce ypehyje obnacT Bucokor obpasoBarba y
Penybanum Cpnckoj. OBaj NpaBHM akT caap>kun 1 oapesabe koje ce 04HOCe Ha POAHO
nNuUTarbe M NocebHy 3alTUTy XeHe 1 MaTepuHcTBa. OBMM 3aKOHOM je 3abparbeHa
CBaKa BPCTa AMCKPUMMHALIM]E, Kao LUTO je OrpaHnYeH NpuCTyn ycayrama BUCOKOT
obpa3zoBarba, AMPEKTHO UAW MHAMPEKTHO Ha OCHOBY MOfa, POAHOI WAEHTUTET],
pace, cekCyalHe opujeHTaluje, bpayHor cTarba UTA,

4. 3akoH 0 HayyHoucmpa)kueaykoj djelaMHOCMU U MexHOJIOWKOM pa3eojy
(,Cnyx6enn rnacHuk Penybanke Cpncke”, 6p. 6/12, 33/14, 66/18, 84/19) kojum ce
ypehyje cnctemM Hay4yHOUCTpaXxmBauke AjeNaTHOCTM W TEXHONOLWKOr pa3Boja, Yy
KOjeM NOCTOju caMo jeiHa oApeaba Koja ce TUYe NuTarba POAa, M TO 3alUTuTe XeHa
UCTpaxuvBaya raje pokosM 3a n3bop mam pensbop y HayyHO 3Bake 3a Bpujeme
MOPOAN/BCKOT OACYCTBA MUPYJY.

@ llucruryumonaann oksup na YHIB/I-y
YHWBJ1 ce 6aBn poAHMM NuUTarbMMa y HEKOMKO MPaBHMX AOKYMEHaTa M MOAUTYMKA:

1. Cmamym YHueep3zumema y barboj /lyyu (2012) je OCHOBHW WHTEPHM
NpaBHW akT YHBMep3uTeTa KojuM ce ypehyjy ayToHoMuja, NpaBa v obasese
YHvBep3uTeTa NMpema OocHuBaudy W oBnawherba y MpaBHUM MOCIOBMMS;
OCHOBW OpraHun3auuje; ynpaB/barbe 1 pykoBoherse YH1BepP3nTeTom; Npasa u
obaBe3e OpraHM3aLMoHNX jeanHuL, UTA. MoCTojn camMo HEKOMKO oapeadu
KOje ce T4y nuTakba poda U POAHe paBHOMpPaBHOCTW. [pBO, YHMBEP3UTET
obesbjehyje jeaHake ycnoBe 3a cBe, 6e3 AMPEKTHE WAN UHAMPEKTHE
ANCKPUMUHaUMje Ha OCHOBY MOAa, pace, cekcyasHe opujeHTauuje UTA,.

2. Kodekc npogpecuoHanHe emuke YHusepzumema y barooj Jlyyu (2017) je
AOKYMEHT KOjUM ce yTBphyjy MOpanHa Haudena v Hayena npodecroHanHe
eTnKe Yy HaCTaBHOM, YMJETHUYKOM M HAyUYHOUCTPaXKMBAUKOM pady, Yy Lu/by
3alWTnTe AOCTOjaHCTBa Npodecuje, yHanpehera MOpanHUX BPUje4HOCTU U
noAu3ara CBUjeCT O OArOBOPHOCTU CBMX YNAHOBA akaZeMCKe 3ajesiHuLie.
Kopekcom ce yTtBphyjy Hauyena MOpanHO MNPWXBAT/bMBOM MOHAallaka W
MOPasHO HEeMPMXBAT/bMBOr MOHaLlama LjeNoKyNHOr akaZeMckor ocobsba
Kao 1 aAMUHNCTPATMBHON 0CObsba 1 CTyAeHaTa. [10CTOjn HEKOAMKO OCHOBHMX
Hayena Koja Cce OAHOCE Ha POAHa MuTarba M POAHY paBHonpasHOCT: (1)
Haueno jeaHakoCct v npasefHOCTY, (2) AMCKpUMMHALMja Kao MOpPasHO
HenpuMxBaT/bMBO MOHalWare, W 3) Y3HemupaBarbe Kao MOpPaSHO
HenpWxXBaT/bMBO MOHALUaHE.

3. [lpasusHuk o pady YHusepzumema y barboj Jlyyu (2019) je WHTEPHM
NpaBHM akT KojuM ce ypehyjy npaBa, obaBe3e 1 0AroBOPHOCTM MO OCHOBY Paja
3anocneHvx Ha YHuBep3utety y baroj Jlyum. Mako ce paau o HajBaxHUjeM
WHTEPHOM aKTy Kojum ce ypehyjy paaHM OAHOCKM Ha YHuBep3suTeTy, Y
CYLWTWHW, OBMM MPaBHUM akTOM HWUCYy pa3paheHa AosaTHa MuTarba pPosHe
PaBHOMPABHOCTU M POZHa MUTaka, OCUM OHWMX KOja Cy U3PUYUTO HaBeseHa
y 3aKOHy O pafy 1 3aKOHy O BUCOKOM 0bpa3oBamby.

JeAvHW CTpaTeLlkn AOKYMEHT Ha YHuBep3uTeTy y baroj Jlyum Koju je UCK/bY4YMBO
noceeheH 1 KOjUM ce Ha cajpxKajaH 1 AeTasbaH HaunH paspahyjy nutamrmMa posHe
PaBHOMPABHOCTM M 3allTUTE OZ POAHO 3acHOBAHOr Hacumwa jecy ,CmjepHuye
30 npeseHYUjy CeKkCyasiHo2 U pOOHO 3aCHOBAHO2 y3HeMupasarea” yCBOjeHOr
2020. roamHe. OBum CMmjepHMUAMa Mckasyjy ce nocseheHOCT HauyeaMma poaHe
PaBHOMPABHOCTW W CTBapakby aTMOChepe y3ajaMHOr MOLLUTOBaHa Y KOJOj CTYAEHTH,
aKafeMcko ocobsbe M 3anoCieHn paje W CTudy 3Harba. HasepeHe Cmjepruue
caapxe yeTmpw anjena: cybjekte Ha Koje ce npuMjersyjy; AedUHNLMje CeKCyanHor u
POZHO 3aCHOBAHOI y3HEMMPAaBakba; MHTEPHE NpoLeaype 1 NOoCTynak MMeHOBaHa
CaBjeTHMKa, W OMWUC aKTMBHOCTU TMPEBEHTUBHOI JjeNoBakba Koje npejy3unmMa
YHunBep3uTer.



3. Law on Higher Education (,0Official Gazette of RS", no. 67/20) is the basic law
that regulates the higher education sector in Republic of Srpska. This legal act also
contains provisions relating on gender issue and specific protection of maternity. This
Law prohibits any kind of discrimination, such as limited access to higher education
services, based directly or indirectly on sex, gender identity, race, sexual orientation,
marital status, etc.

4. Law on Scientific Research Activity and Technological Development (,Official
Gazette of RS”, no. 6/12, 33/14, 66/18, 84/19) which regulates the system of scientific
research and technological development and has only one gender-related provision
regarding the protection of female researchers by suspending the deadlines for
election or re-election to a scientific title during maternity leave.

Institutional framework at UNIBL. @

The UNIBL addresses gender issues in several legal and policy documents:

1. Statute of the University of Banja Luka (2012) is the basic internal
legal act of the University, which regulate the University autonomy,
rights and obligations of the University according to the founder and
jurisdiction in legal transactions; basics of organization; management
and administration of the University; rights and obligations of
organizational units, etc. There are only few provisions regarding the
gender issue and gender equality. First, the university provides equal
conditions for all, without direct or indirect discrimination based on
gender, race, sexual orientation, etc.

2. Code of the Professional Ethics of the University of Banja Luka (2017)
is the document that establishes the moral principles and principles
of professional ethics in teaching, art and scientific research work in
order to protect the dignity of the profession, the promotion of moral
values and raises awareness of the responsibilities of all members of
the academic community. The Code defines the principles of morally
acceptable behaviour and morally unacceptable behaviour of all
academic staff as well as the administrative staff and students. There are
several basic principles which are related to gender issues and gender
equality: (1) The principle of equality and justice, (2) Discrimination as
a morally unacceptable behaviour and (3) Harassment as a morally
unacceptable behaviour.

3. Ordinance of Labour at the University of Banja Luka (2019) is internal
legal act governing rights, obligations and responsibilities based on
the work of employees at the University of Banja Luka. Although it
is the most important internal act that regulates labour relations at
the University, in essence, this legal document does not elaborate
any additional issues of gender equality and gender issues, except
those explicitly mentioned in the Labour Law and the Law on Higher
Education.

The only strategic document at the University of Banja Luka that explicitly dedicated
to and elaborating in a meaningful and detailed manner on the gender equality
issues and protection against gender-based violence, are the «Guidelines for the
Prevention of Sexual and Gender-Based Harassment» adopted in 2020. These
guidelines present the commitment to the principles of gender equality and the
creation of an atmosphere of mutual respect in which students, academic staff and
employees work and acquire knowledge. The guidelines mentioned above contain
four parts: entities to which they apply; definition of sexual and gender-based
harassment; internal procedures and the procedure for appointing advisors, and
the description of preventive action undertaken by the University.



Poana pasnonpasnocr na YHIUDBJ1 y 6pojkama

OBaj AMO npyxa npernej KBaHTUTAaTUBHUX MOKa3aTesba POAHE PaBHOMPABHOCTM
Kpo3 oaabpaHe TeMe KojuMa ce yKasyje Ha:

® POAHY PaBHOTEXY y PykOoBOhery 1 AOHOLERY OAyKa (M3paXkeHo Kao
6p0Oj MYLLKMX M XXEHCKWX MpeaCcTaBHMKa
y OpraHuma yrnpas/barba 1 oanyynsarsa npun YHWBJI);

e pOZHa PaBHOMPABHOCT Y 3aMnoluU/baBakby U HaNpeAoBaky Y Kapujepu
(Nokasyje poAHy CTPYKTYpPY CTyAeHaTa Ha pasinuntnm Gakynretmma
M HWBOWMA CTyAMja, KaO U POAHY CTPYKTYpYy Mehy
HacTaBHO-Hay4YHUM 0COb/bEM);

e paBHOTEXa M3Mehy MOCAOBHOr W MPWMBATHOT XXWBOTA U
OpraHu3aLmnoHe KyaType (3paxeHe Kao mjepe 1 ynotpeba
TUX Mjepa, Kao 1 MHTerpaLumja poLHe/NoaHe AUMEH3Nje Y
NCTpaxrBayke/HaCcTaBHE NMAaHOBE M NpPorpame).

o Vipasmpauku oprani, kipyuni akrepu n gonocuorn oaayka na Y HUB/I-y

[NaBHW ynpaB/bayky OpraHu, K/byYHW aktepu n goHocnoum oanyka Ha YHB/I-y cy:

YnpaBHu 0460p Kao ynpaB/bayuku opraH YHuBep3uTeTa.b
CeHaT KaoO aKaZemMcKo WM CTPYYHO TWjeno YHuWBep3uTeTa, Koje ofjaydyje
MPpeTexHO O akaZeMckUM nuTarbima.’

e PekTop KOjU nNpeacTaB/ba YHMBEP3UTET M OATOBOPAH je 3a 3aKOHUTO W
edurKacHO nocnoBarbe YHMBep3suteta. OaroBapa CeHaty 3a CBa akajemcka
nWTarba 1 YnpaBHOM 04060py 3a CBa MOC/NIOBHA NTakba.

e [IpopeKkTopn KOjU Cy OATOBOPHM 3a CTPaTELIKO MAaHVpame W ynpaB/bakbe
cneynduryHom obnawhy Ha HMBOY yYHMBEpP3UTETA.

e [lekaHu KOjK Cy OArOBOPHM 3a yrnpaB/bakbe GakyNTeETOM WK aKafeMUjOM
YMJETHOCTW.

o [lpekTopu WHCTUTYTA, OAje/berba W LEeHTapa Ha YHMBEP3UTETCKOM HUBOY
OArOBOPHM 3a yrnpas/bakbe CBOJUM jeANHMLLaMA.

Ha ocHoBy nogzataka 3a Al 2019/2020, mehy 65 nnua y opraHmMma ynpae/barba u
oanyumsarsa 73,8% cy buam mywkapum n 26,2% xeHe. CTpykTypa 1 cactaB opraHa
yMpaB/bakba U OANYUMBaHA HUjE Ce CYLUTUHCKM NPOMUJEHMO HaKOH M3MjeHa 3aKOHa
O BMCOKOM oObpasoBamy 2020. roamHe. Jow yBujek nocToju ybjeammBo Beha
3aCTyn/beHOCT MyLLKapaLa y OAHOCY Ha XeHe Y K/byYHMM OpraHvMa ynpassbakba U
oanyunsama YHVIB/1-a.

6 llpuje OoHowera HoBo2 3akoHa o 8ucokoMm obpazosarty y Penybnuyu Cpnckoj (CnyxbeHu
enacHuk PC 6p. 67/20) y jyny 2020. 200uHe, yaaHosu YnpasHoe 0060pa (MUHUMAAHO 7, MAKCUMGA/IHO
11 unaHosa) moanu cy bumu akademcko 0cobsbe, Heakademcko (aOMUHUCMpPamueHo) ocobrve,
cmydeHmMU U npedcmasHUYU koje umeHyje ocHusay (Bnada Penybauke Cpncke y cayyajy YHUB/I-a).
HakoH JoHowersa Ho802 3aKoHa, YnpasHu 006op YuHu 11 dnaHosa: 4 akademckoe ocobsba, jedaH
adMuHUCmpamueHoz ocobsba, jedaH cmydeHm, 08a npedcmasHuka npuspede U Mpu NPedcMasHUKa
Koje umeHyje ocHusay (Bnada Penybauke Cpncke).

7 [lpuje doHowerba Hogoz 3akoHa o sucokom obpasosarsy y Penybauyu Cpnckoj (CnyxbeHu 21acHUK
PC 6p. 67/20) y jyny 2020. eoduHe, 4naHose CeHama koju dosale ca pakyamema u akademuje
ymMjemHocmu npedaazanu cy ruxosu akynmemu/akademuja/MHcmumym. HakoH OoHowerba
HO0B802 3akoHa, YnaHosu CeHama koju donase ca chakynmema u Akademuje ymjemHocmu cy OekaHu u
dupekmop/ka ViIHcmumyma 3a 2eHemudke pecypce.
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Gender equality at UNIBL in numbers

This section provides an overview of the quantitative indicators of gender equality
across selected themes indicating:

» gender balance in leadership and decision-making
(expressed as numbers of male and female representatives
in governance and decision-making bodies at UNIBL);

The University of Banja Luka has —* gender equality in recruitment and career
15000 students. The University — Progression (showing gender distribution of students

employs 1400 persons out of which ~ across different faculties and studies’ level, as well as
810 are teaching and research staff ~ 9ender distribution among research and teaching staff);

and 590 are administrative staff. . work-life balance and organisational culture

(expressed as measures and uses of those measures,
as well as integration of the gender/sex dimension in research/teaching
curricula).

The governance bodies, key actors and decision makers at UNIBL ®
Main governance bodies, key actors and decision makers at the UNIBL are:
« Steering Board as the University governing body.®

« Senate as the academic and expert body of the University, deciding
predominantly on academic issues.’

« Rector who represents the University and is responsible for lawful and efficient
business activities of the University. Responds to the Senate for all academic
issues and to the Steering Board for all business issues.

« Vice-Rectors who are responsible for strategic planning and managing the
specific sector at the university level.

« Deans who are responsible for managing the faculty or academy of arts.

« Directors of the institutes, departments and centres at the university level
responsible for managing their units.

Based on the data for 2019/2020 AY, among 65 people in the governing and decision-
making bodies 73.8% were male and 26.2% female. The structure and composition
of governing and decision-making bodies has not changed substantially after the
changes of the Law on Higher Education in 2020. There is still an overwhelmingly
higher representation of men over women in the key decision-making and
governing bodies at UNIBL. A comparative overview of the number of women and
men represented in these bodies in 2019/2020 and 2020/2021 AY is presented in the
table 1 below.

6 Before the passing of the new Law on Higher Education in the Republic of Srpska (Official Gazette of
the Republic of Srpska no. 67/20) in July 2020, the Steering Board members (minimum 7, maximum 11
members) could be academic staff, non-academic (administrative) staff, students and representatives of
the founders (Government of the Republic of Srpska in case of UNIBL). After the passing of the new Law,
the Steering Board is comprised 11 members: 4 coming from academic staff, one from administrative
staff, one student, two representatives of the business sector and three representatives of the founders
(Government of the Republic of Srpska).

7 Before the passing of the new Law on Higher Education in the Republic of Srpska (Official Gazette
of the Republic of Srpska no. 67/20) in July 2020, the Senate members coming from the faculties and
academy of arts were nominated by their respective faculties/academy/institute. After the passing of
the new Law, the Senate members coming from the faculties and academy of arts are the deans and
director of the Institute of Genetic Resources.



YnopeaHu npernes 6poja xeHa 1 MyllKapaua 3acTyn/beHuX Y OBUM OpraHuma y
2019/2020. n 2020/2021. roanHn aar je y Tabenm 1.

ATl 2019/2020 AT 2021/2022
Ha3uB opraHa X M | %x | %m| X M | %x | %M
YnpaBHu oa60p 2 7 31 1108 1 9 1.5 | 13,6
CeHar 8 21 | 123 | 323 9 20 | 13,6 | 30,3
PekTop 0 1 0 1,5 0 1 0 1,5
[Aekann 3 14 | 46 | 215 4 13 61 | 19,7
Apyre pykosoaehe
PyHKUMje Koje Hucy 4 | s |62 |77| 4| 5 | 61|76
obyxsaheHe rope
HaBeAeHNM
YKYMHOy oprannma | 47 | 498 | 262 | 738 | 18 | 48 | 273 | 72,7
ynpaB/baha

Tabena 1. Cacmae opeaHa ynpasmarea u o0day4usarea akademcke 2019/2020. u 2021/2022. 2o0uHe

Crpyktypa v poaHu cactas CeHaTa caja y BEAVKO) MjepW 3aBWUCK OZ TOra Ko je
Ha dyHKUMjK aekaHa dakynTeTa/AkagemMuje YMjeTHOCTU/VIHCTUTYTa 3a reHeTnuke
pecypce. O 4eTnpu xeHe Koje cy Ha QyHKUMjU AekaHa y akagemckoj 2021/2022.
FOAVIHW, TPW CY Ha dakyaTeTnMa APYLUTBEHWNX M XYMAHNCTUUKMX HayKa 1 Ha AKageMnju
YMJETHOCTH, 0K je caMO jeAHa Ha GakynTeTy KOju HuMje APYLUTBEHO-XYMAHNCTUUKOT
nan ymjetHuykor cmjepa (Lymapckn gakyntet). O4 yetnpm npopekTopa (Koju cy u
ynaHosw CeHata) caMo je jefaH XeHa.

Oa ocHuBara YHWB/1-a 7. HoBeMbpa 1975. rognHe 3a pekTopa je n3abpaHa camo
jeaHa xeHa, npod. Aparvua doaur ca TexHonowkor dakynTeta, koja je Ha TOj
byHkunju buna y nepmoay 1984-1988. roamHe.

Y cknagy ca CmjepHuMuLaMa 3a MNpeBeHLM)y CeKCyalHOr W POAHO 3aCHOBAHOT
y3Hemupasarba Ha YHVIB/1-y, 3a caBjeTHWMKa 1 3aMjeHMKa CaBjeTHMKa 3a NpeBeHLM)y
ceKkcyanHor 1 POAHO 3aCHOBAHOT Y3HEMMpPaBakba MMEHOBaHe Cy ABuje ocobe: jesaH
CaBJETHUK W jelHa 3aMjeHMLIa CaBjeTHUKA.

@ 3auouubasaive, nanpe/oBame y Kapujepi n 3a/ipKaBaibe

MNpema nozaumMma O CTYAEHTCKO] MOonyaaumju YynucaHux y npBy TOAWHY CTyAnja
Ha cBa Tpw HMBOa (ykynHo 2759 ctyaeHata) y Al 2019/2020.%, npoLeHT nokasyjy
A3 je Ha CBa TpW HMBOA CTyAuja BULLE CTYAEHTKMHA HEro CTyAeHaTa MyLLKOr poja
(rpadukoH 3).

[pagukoH 3. PoOHa cmpykmypa cmydeHmama ynucaHux y npsy 200uHy cmyouja Ha cea mpu HU8oa
(Al 2019/2020.)

8 lNodayu cy docmynHu camo y buHapHom obauKy
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2019/2020 AY 2021/2022 AY

Name of the Body F M %f | %wm F M %f | %m
Steering Board 2 7 31 1108 1 9 1.5 | 13,6
Senate 8 21 | 12,3 | 32,3 9 20 | 13,6 | 30,3
Rector 0 1 0 1,5 0 1 0 1,5
Deans 3 14 4,6 | 21,5 4 13 61 | 19,7

Other leadership po-
sitions not included in| 4 5 6,2 7.7 4 5 6,1 7.6
the above

TOTAL 'in governing| 417 | 48 | 262 |738| 18 | 48 | 273|727
bodies

Table 1. Composition of governing and decision-making bodies 2019/2020 and 2021/2022 AY

The Senate’s structure and gender composition now largely depends on who
holds the position of the dean of the Faculty/Academy of Arts/Institute of Genetic
Resources. Out of four women holding a dean position in 2021/2022 AY, three are
at the faculties of social sciences, humanities and Academy of Arts, while only one is
coming from the non-SSH/Arts field (Faculty of Forestry). Out of four Vice-Rectors
(who are also members of the Senate) only one of them is female. Since the founding
of the UNIBL on 7" November 1975, only one woman had been elected as a Rector,
prof. Dragica Dodig from the Faculty of Technology, who held that position in the
period 1984-1988.

In line with the Guidelines for the Prevention of Sexual and Gender-Based Harassment
at UNIBL, two persons have been appointed as advisor and deputy advisor for the
prevention of sexual and gender-based harassment: one male advisor and one
female deputy advisor.

Recruitment, career progression and retention @

According to the data on student population enrolled in the first year of studies
across all three levels (2759 students in total) in 2019/2020 AY®, the percentages
show that there are more female students than male at all three levels of study
(figure 3).

Figure 3. Students enrolled in the first year of studies across all three levels — gender disaggregated data
(2019/2020 AY)

8 The data are only available in binary way.



Ha OCHOBHMM CTyaujama APYLUTBEHWX, XYMAHWUCTUUKUX W YMJETHUYKMUX Hayka
3HayajHO je Behu BpOj CTyAEHTKMHA YMMCAHWUX Y MPBY FOANHY CTyAMja Y OAHOCY
Ha CTyAeHTe MyLIKOr poa (Buan Tabeny 2). Mehytum, Buwe og 60% CTyaeHTKMHa
YMUCaHWUX Ha NPBY FOANHY OCHOBHUX CTyAMja YCAMCANO je ANCUMNIMHE KOje HUCY
APYLITBEHE, XyMaHUCTUUKe W yMmjeTHUUKe (MeamunHckm dakynteT, [MpuposHo-
mMaTemaTtnukm dakyntet n TexHonowku dakynteT). Ha HWMBOY Mactep CTyAuja,
cnTyaumja je CanyHa.

Apyraunja je cnvka 3a EnektpotexHnukm dakyntet (ET®) n MawwnHckn dakyntet
(M®). [lok je Ha MpBOj FOAMHM WU OCHOBHMX W MacTep cTyavja 6poj Myllkapala
Aaneko Behu of XeHa, BULLE XeHa Hero Myllkapalla je ynmMcaHO Ha MpPBY roAuHY
AOKTOPCKMX CTyauja Ha oba dakynteta (67% Ha ET® n 100% Ha MO). Tpeba
HanomeHyTn, MehyTnm, aa cy 6pojke H1CKe Ha oba dakyaTeTa.

Tabena 2. PooHa cmpykmypa cmydeHama Ha npeoj 200uHU cmyouja no ¢akyimemuma kpo3 cea
mpu Husoa cmyduja (Al 2019/2020)

YHMBep3MTET Hema cucTem 3a npaherbe KOAMKO Ce CTyAeHaTa Koju Cy YCMjelHo
3aBpLNAM CTyAMje 3ancTa NPUjaBuIo MK je n3abpaHo 3a pasHO MJjeCTO aCUCTEHTa,
BULLIET aCUCTEHTa UM AOLieHTa. [Topes Tora, He MOCTOjM CUCTEM MPUKYM/bakba M Npaherba
nojaTtaka Kojuma bu ce MpaTmao KOAKKO je MpujaBa NpUM/EHO (ykbydyjyhu nogatke
pa3BpCTaHe Mo MoJy) 1 KONMKO je KaHAMAATa NPUM/BEHO 3a oapeheHy nosuumjy Ha
OCHOBY 0bjaB/beHMX KOHKYPCa 1 3aBpLUeHe npoueaype n3bopa Ha YHVIB/1-y.

I



Atundergraduate level in the social sciences, humanities and arts there is significantly
higher number of female than male students enrolled in the first year of studies
(see Table 2). However, more than 60% of female students enrolled at the first year
of undergraduate studies do so in non-SSH/arts disciplines (Faculty of Medicine,
Faculty of Natural Sciences and Mathematics, and Faculty of Technology). At master
level, the situation is similar.

The picture is different for the Faculty of Electrical Engineering (FEE) and Faculty of
Mechanical Engineering (FME). While in the first year of both undergraduate and
master level men outnumber women by far, more women than men are enrolled at
the first year of PhD studies at both faculties (67% at FEE and 100% at FME). It should
be noted, however, that the numbers are low in both faculties

Table 2. Gender distribution of students in the first year of studies across per faculty across all three
levels of study (2019/2020 AY)

The University does not have a tracking system to monitor how many students
who have successfully completed their studies have actually applied for or were
selected for a position as teaching assistant, senior teaching assistant or assistant
professor. Additionally, there is no data collection and monitoring system to follow
up on how many applications have been received (including data disaggregated by
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LLITo ce TMUe poaHMX pa3nnka y naatama, 3akoHOM O naataMa 3anocaeHmx y BUCOKOM
obpazoBarby U CTyAeHTCKOM CTanaapay Penybanke Cpncke npeasuhajy ce ctone 3a
CBakW akaZleMCKM paspes 1y TOM Nornesy Hema pasavke namehy xxeHa 1 Mylukapala.
JeavHa pasnvka Koja MOXe HacTaTu je y Aojauvma Ha naaty Mo OCHOBY roAmHa
PaZHOT CTaxa WAnM AoAaTHUX HakHaja 3a MPOPEKTOPCKE MK MPOAeKaHCKe no3uuuje.

. Pasrorexa N3MEAKY HOCTOBHOI 1T HTPUBATHOT KITBOTA

KBaHTUTaTMBHM NOAALM (MM HOJbE pEUEHO HENOCTOjakbe NoAaTakay cMcteMy) mokasyjy
Aia ce NosnTrKe NOCNOBHOT U NPWBATHOT XMBOTa Ha YHVIB/1-y ocnamajy nck/byumBo
Ha noctojehr 3aKOHCKW OKBMP y MOraesy POAWMTE/bCKOT OACYCTBA W MPOAY>XKeHOr
oacycTsa 360r Here gjeye. Y Al 2019/2020, ceaam xeHa je KOprUCTUNO NOPOAN/BCKO
OACYCTBO, a jeAHa >XeHa je 3aTpaxuna npodyXeHO OACYCTBO 300r there AjeTeta.
Mopea Tora, jeAHa keHa je KOpUCTWAA naaheHO NPOAYXEHO OACYCTBO W3 JIMUHMX
pasiora. MNodauy 3a Apyre kaTeropuje Koje ce 406ujajy myTem KBaHTUTAaTBHE anatke
MJOTUHA npojekTa, Kao WTO Cy BPUjEME 3a Aojerbe, pasHO Bpujeme npuaaroheHo
POANTE/BCTBY, CNODOAHO BPUjEME NN HEKE YCAyTe 3a PaBHOTEXY n3Mehy NocaoBHOr
Y NPWMBATHOT XMBOTa M Mjepe 3a paBHOTEXY M3Mehy MOCNIOBHOT M MPMBATHOT XNBOTA
ce He NpWKyrbajy (LWTO He 3HauM Aa Heke yciyre uanm Mjepe He rnocroje UaM Kao
MHCTUTYLMOHANHA KyATypa/npakca nav ce npyxajy Ha ad hoc ocHosw).

. ]l(‘T]f)'d}K][B'd‘HI W MCTPAKUBAYKN pa/i: pPojHa PaBHONPABHOCT M(‘,l]y
nerpakmnBavdnMa n pojiHa nepcuekTnBa y NCTPAAKNBAUKOM pPajly

MNpema goctynHum nogaumma 3a Al 2019/2020, Buwe mylwikapala vma craTtyc
pefoBHOr Npodecopa NaM BaHPeLHOr Npodecopa y 04HOCY Ha XeHe. C apyre cTpaHe,
MMa BWLLE XEHa Hero Myllkapaua Koju paje Ha paHWM akaZeMCKMM no3uumjama
(acucTeHT, BULWK acncTeHT, goueHT) (Canka 5). bpojeBn He nokasyjy Hy>HO NOTMAYHY
CIVIKY HanmpeAoBarba y Kapujepw, jep He npukasyjy Gaktope nsa oBux 6pojesa, Koju
Mory 6uti pa3amuntn. Hekn og daktopa mory 6uTun: paBHoTeXa n3mehy Moca0BHOT U
npvBaTHOr XK1BOTa 1 NnoBehaHo onTepeherbe XeHa y akaZeMCcKoj 3ajeJHNLM KOoje MMajy
OZArOBOPHOCTY 3a Hbery, kopuwherbe poANTEbCKOT MAN MOPOANBCKOT OACYCTBA, UK
NOTEHLMjaNHO MOCTOjatbe POAHUX Npeapacyda U HEBWUA/BMBUX Mpenpeka 3a XeHe
y aKaZeMCKOj 3ajeAHuuUn (3a KBanuUTaTMBHM npernes suan: LLTa 3anocienmn Kaxy o
POAHO| paBHONpPaBHOCTM Ha YHWBJI)

AcUCTeHT/Kunmba, BUlum acnucteHT/Kumba 110 147
64
OUEHT/KUHa
Oouent/ 93
BaHpeaHu npodecop/Ka 90 12
PenosHu npodecop/Ka 67 109

0O 20 40 60 80 100 120 140 160
Myuwkapum (H) *eHe (H)
IpagukoH 5. PoOHa cmpykmypa HacmasHo-Hay4Hoz ocobsea (Al 2019/2020)

MNosauy peneBaHTHWN 3a POAHY NepPCrnekTVBY Y yrnpaB/barby HayYHOUCTPaXXMBAUKMM
NPOjeKTUMa 1 MHTErpaLnjy POAHE AUMEH3M]Ee Y UCTPAXMBAYUKN PaZ HACY NPUKYM/bEHM
3a OBY aHa/M3y CTakba W YK/byUeHM Cy Yy akTMBHOCTU KOje ce Npenopyu4yjy y OKBupy
AKLIMOHOT MnaHa 3a poAHy pasHonpasHOCT Ha YHWBJ1 3a nepunog 2022-2026.
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gender) and how many candidates have been hired for certain position based on
the vacancies published and completed selection procedure at the UNIBL.

Regarding the gender pay gap, the Law on Salaries of Employees in Higher Education
and Student Standard of the Republic of Srpska provides rates for each of the
academic grade and there is no difference between women and men in this regard.
The only difference that can occur is in the additions to the salary based on the years
of service or additional remuneration for Vice-Rectors or Vice-Deans positions.

Work and personal life integration @

Quantitative data (or rather non-existence of the data in the system) show that the
work and personal life policies at the UNIBL are relying solely upon the existing legal
framework regarding parental leave and extended leave for the care for children.
In the 2019/2020 AY, seven women used maternity leave and one woman claimed
the extended leave childcare leave. In addition, one woman has used paid extended
leave for personal reasons. The data for other categories advised through the
PLOTINA quantitative check tool, such as breastfeeding permit, parenting friendly
working hours, time off-work, or some work-life balance services and work-life
balance measures are not collected (which does not mean that some of the services
or measures do not exist either as an institutional culture/practice or provided on
ad hoc basis).

Researchers and Research: gender equality among researchers @
and gender perspective in research

According to the data available for 2019/2020 AY, more men are in the full professor
or associate professor status compared to women. On the other hand, there
are more women than men working in early stage academic positions (teaching
assistant, senior teaching assistant, assistant professor) (Figure 5). The numbers
are not necessarily showing the full picture of career progression, as they do not
display the factors behind these numbers, which can be various. Some of the factors
could be: work-life balance and the increased burden on women in academia who
have caring responsibilities, parental or rather maternity leave usage, or in potential
existence of gender-biases and invisible obstacles for women in academia (for a
qualitative view see: What employees say about gender equality at UNIBL).

Teaching Assistant/Senior Teaching 110
Assistant/Research fellow 147
: 64
Grade C - Assistant professor 93
Grade B - Associate professor 90 12
109

Grade A - Full professor
67

0 20 40 60 80 100 120 140 160

Men (N) Women (N)

Figure 5. Academic and research staff data disaggregated by gender (2019/2020 AY)

The data relevant for the gender perspective in research project management and
integration of gender dimension in research have not been collected for this audit
and are included in the activities advised for the Gender Equality Plan at UNIBL
2022-2026.
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. ][H'I‘GI‘[)II(‘HH)G PoaHe )lll\l@HBIIjG) HacTaBHE IIaHOBE I Iporpave

MNntarbe MHTerpauuje posHe AMMEH3Mje Yy HacTaBHE MJaHOBe W Mporpame Huje
obpaheHoy0BOjNPBOjaHanM3M CTakba POAHE PaBHOMPABHOCTH, jep BUTO 3axTVjeBano
BMLLE pecypca 1 BPEMEHA Hero LWTO je 610 Ha pacnonarakby TUMY aHraXKoOBaHOM Ha
aHanu3n. Heke oA KaTeapw, NPETEXHO APYLITBEHNX U XYMaHUCTUYKMX HayKa, UMajy
POJ YK/byYeH Yy CBOje HacCTaBHe MaaHOBE W MPorpame uam Kao nocebaH npesmer
(HNp. poAHe cTyanje, beMUHUCTMUKA GUA030PUja N CIMUYHO) MAK KAO CYLUTUHCKK
AMO HacTaBe, anu TO Y BENNKO] MjEPU 3aBUCK OJ KOHKpeTHe ocobe Koja npejaje
npwvje Hero Aa je MHCTUTYLIMOHANHW 3axTjeB MW KYNTypa.

IMon ce o0Hocu Ha buosowike U hu3UOIOWIKE Kapakmepucmuke Koje deouHuUWY /byoe
Kao xeHe unu Mywkapye. Mehymum, nos ce He Moxe y nomnyHocmu obyxeamumu
buHapHowhy >eHcko-mywko. Jlakne, noped MywKko-XeHCKe Kapakmepu3sayuje,
UMAamo u HebUHapHy 03HAKy Nojd.

Pod je dpywmeeHuU koHCmMpykm ampubyma, mo2yhHocmu u 00HOCa nose3aHux
Ca XEeHCKOM U MyWKoM 0coboM Koju ce y4u Kpo3 npoyece coyujanusayuje. Jakne,
8apupa y 3asucHocmu 00 KOHmMekcma, Ky/imype u epemMeHa u mMjecma.

UHmepcekyuoHanHocm 3Ha4u 0a He MOXeMo NOCMampamu /eyode camo Kpo3 HUX08
nos u pod, seh 800UMO padyHa 0a ce 08e kapakmepucmuke U KOHCMpykmu ykpuimajy
ca Opyaum udeHMumMemuma ocobe (cmapocm, K1aca, emHu4ka NpunadHocm, paca,
Jesuk, Kyimypa, cnocobHocmu, 0bpasosarse uma.) Koju npou3uase Uz opyuimeeHux
00HoCa, ucmopuje u djes108area cmpykmypa mMohu.

W3zeop: EIGE glossary and thesaurus / WBC-RRI.NET

IlTa 3anociaenn Kaxy o pojHoj paBHOIPABHOCTH Ha

YHUDBJI

NHTepsjymncann cmo 57 3anocneHux Ha YHWBJT v3 Tpu HacymuuHa y3opka:
aAMUHNCTPATMBHO 0cobme Ha YHWBJT v Ha HuMBOY nojeavHauHux dakynTteTa,
MCTPaXMBAUKO W HACTaBHO 0cCOb/be M mpojekaHe Ha dakyntetmma/Akagemujm
yMjeTHOCTU/VIHCTUTYTY 3a reHeTnuke pecypce. CTaBOBM W nepuenuuje Koje cy
MCMUTaHULM U3HWMJENN U KOjU CY NPEACTaB/bEHN Y HACTaBKY HNUCY OBAMKOBaHW CaMo
MHCTUTYLIMOHANHNM OKpYXereM, Beh 1 pasnnumMtnM OKOAHOCTMMA U XUBOTHUM
MCTopMjamMa CBaKOr MOjeAHAYHOr UCMUTaHWKa. Mlako MHTEepBjyM He Aajy HYXHO
NOTMAYHY CANKY TPeHYTHOr cTarba Ha YHVIBJ1 y norneay pogHe paBHOMpPaBHOCTY,
OHW Zajy Ha3Haky npobsiema 1 NOTeHUMjaNHNX pjellerba B1MA0 Ha NojeAnHaYHNM
dakyntretmma mam Ha YHWB/y ujennnu.

@ 3anouubasame n nanpejgosame y Kapiujepi

Mpn ynuty O HWXOBOj Kapujepw, OAroBOPW WUCMUTaHMKa Cy Ce pPasinKoBau
y 3aBMCHOCTM Of Tora Ja /v Npunagajy agMWHUCTPATUBHOM OCOB/bY Wan
HayYHOWUCTPaXXmMBAYKOM M HacTaBHOM 0cobmy Ha YHWB/l-y. Nako je mumxoBa
Kapvjepa YMHOroMe 3aBuCUIa Of, HUXOBOT IMYHOT XMBOTa M 1M360pa, KOHTEKCTa
W BpemeHa 3anowsbaBarba Ha YHVIB/l-y, camyHOCTM Cce mory youuTun Kopg
Hay4YHOWUCTPaXXMBAYKOr M HacTaBHOTr 0COb/ba. YobuuajeHn HauvH 3anolu/baBarba
aKazemckor ocobsba 6mo je:

— TOKOM CTyavja 6u ce w3aBajaan Of OCTanux CTyjeHaTta (oujeHe, CTaB) —
npodecopu 61 X NPUMKMJETUAN 1 CaBjeTOBAIN Aa Ce MpujaBe Ha KOHKYPC kKaja byae
objaB/beH — NpujaBman bu ce Ha OTBOPEHUN KOHKYPC — 0BMUHO 61 Brav nsabpaHmn
Kao Hajbo/bK KaHAMAATM (Ha OCHOBY KOMOMHauumje oujeHa, 0bjaB/beHVX PaLoBa, Y
)l



Integration of gender dimension in teaching curricula @

The issue of integration of gender dimension in teaching curricula has not been
addressed by this first gender audit, as it would require more resources and time than
it was at disposal of the gender audit team. Some of the departments, predominantly
in social sciences and humanities, have gender included in their curricula either as
a separate subject (e.g. gender studies, feminist philosophy and similar) or as an
essential part of the teaching, but it highly depends on the actual person who is
teaching rather than being an institutional requirement or culture.

Sex refers to biological and physiological characteristics that define humans as female
or male. However, sex cannot be fully encapsulated in the female-male binarity. Hence,
beyond male-female characterisation we also have non-binary as sex designation.

Gender (s a social construct of attributes, opportunities and relationships associated
with being female and male that are learned through socialisation processes. Thus, it
varies depending on context(s), culture(s), and time and place.

Intersectionality means that we cannot observe people only through their sex and
gender, but take into an account that these characteristics and constructs intersect
with person’s other identities (age, class, ethnicity, race, language, culture, ability,
education etc.) derived from social relations, history and the operation of structures
of power.

Source: EIGE glossary and thesaurus / WBC-RRI.NET

What employees say about gender equality at UNIBL

We have interviewed 57 employees at UNIBL from three sample cohorts:
administrative staff at UNIBL and individual faculty level, research and teaching
staff, and vice-deans at faculties/Academy of Arts/Institute of Genetic Resources.
The views and perceptions expressed by the interviewees and presented below are
shaped not only by the institutional setting, but also by different circumstances
and life histories of each individual respondent. Even though the interviews do not
necessarily provide a whole picture of the current state of the art at the UNIBL in
terms of gender equality, they do give an indication of the issues and potential
remedies either at individual faculties or at the UNIBL as a whole.

Recruitment and career progression @

When being asked about their career path, interviewees responses differed
depending on whether they belong to the administrative staff of to the research
and teaching staff at UNIBL. Even though their career path depended much on
their personal life and choices, the context and the timing of getting employment
at UNIBL, similarities can be observed for the research and teaching staff. The usual
path for recruitment of academic staff was:

— during the studies they would stand out from the rest of the students (grades,
attitude) — professors would notice them and advise on applying to the vacancy
once published — they would apply to an open vacancy — usually they would
be selected as the best candidate (based on the combination of grades, papers
published, according to the rules and procedures) — and would get an offer for
employment as either teaching assistant / senior teaching assistant or in some cases
as assistant professors.




ckaay ca npaswivMMma v npouesypama) — 1 4o6uan 61 NoHyAy 3a 3anocierbe Kao
aCUCTEHT/BULLM aCUCTEHT UAW Y HEKMM CyYajeBMMa Kao AOLIEHT.

HapaBHO, HMUCY CBW MCAUTaHWLUM APOLIAM UCTU MYT, @ Y HEeKUM CydajeBuma je
nocTynak n3bopa 1 3anoLl/baBaba 3aBNUCMO Of Tajallkber pyKoBOACTBa dakyaTeTa
VAW YHUBEP3UTETA M HbXOBE oA1yKe Aa v he n3ahum ca KoHKypcom nam He. Huje 6uno
POAHMX pa3nvkay nornesy npoueaype Kojy je CBaku MCMMTaHMK Mopao npohu aa bu
A06K0o nocao Ha bakynTeTy/yHnBep3unTeTy. MehyTnm, Hekr o4 MCnNmnTaHmKa cy ce nnak
OCBPHYM Ha HedbopManHe KOMeHTape Koaera N PyKOBOACTBa O HOBO3aMOCAEHWM
capaZHuLMa Y HaCTaBuM XXeHCKOr poaa. KomeHTapw cy ce yrnaBHOM OAHOCUAM Ha
MUTakbe HMXOBOM MOTEHLMjaIHOT MOPOANIBCKOT OACYCTBa Y 6amnckoj byayhHocTm
Kao ,Mpobnem 3a CTyaujckv nporpam/dakyntet” jep HemMa KO Ja je 3amMujeHu
Kaja oze, ocum wro he ce Beh mpeonTepeheHe Konere jolw BuLlle OMTEPETUTM.
OBO je 610 MHAMKATMBHO He CaMO 3a C/lyYajeBe Kaja HeKO MAe Ha MOPOAN/BCKO
04CyCTBO, Beh Ha 6uno Koje ayxe oacyctBo. OBO je HaC/beHEeHO CUCTEMCKO MMUTaHE
y obnactu Bucokor obpasoBarba y 3eM/bM YOMLUTE, jep MpoLeaype 3anoll/baBakba
M MPaBHWM acnekTh OKO MCTOra CrpeYasajy MpoHanaxere oaroBapajyhunx 3amjeHa
OrpPaHUYeHNX Ha Tpajarbe OACYCTBA.

Cutyaumja y Be3M Ca 3anoLl/baBakbeM je HeWTo Apyravvja Koz agMUHUCTPATUBHON
0cob/ba. VIHTepBjyMcaHO agMUHUCTPATMBHO OCObO/be 3aMOCNeHO Ha YHMBEpP3UTETY
je Aobunno nocao wam NyTeM peAoBHMX KOHKYPCa, MPeKo NMpernopyke, kao 3aMmjeHa
3a Hekora KO je 61O Ha MOpPOAN/BCKOM OACYCTBY, @ 3aTUM je npebayeH Ha Apyro
aAMVHUCTPATMBHO PajHO MeCcTO Mo MoBpaTtKy Te ocobe, man nyTeMm npujaBe 3a
MPUMNPaBHUYKM CTaX W HAKOH 3aBpLUeHe jefHe rOAMHE MPUNPaBHUYKOr CTaxa
3anoL/baBa ce y aAMUHUCTPauUmju. Huje 6rno jacHux HarosjeliTaja Aa Au je non
Mrpao yaory y 3anol/baBaky agMUHUCTPATUBHOM 0COb/ba (y agMUHUCTPaUMjK je
BMLLE 3aMOC/IEHVX XXEHa Hero MyLukapaua, a Mehy Hawnm ncnMTaHmummMa nmamo 6

MyLLKkapaua u 15 xeHa — BuAn [paduvkoH 2).

Kaza je pujey O HMXOBOM HampeAoBary Yy Kapujepu 1 OCTaHKy Ha YHUBeEp3UTeTy
y UMby HanpejoBarba Yy akaZeMckoj Kapujepw, BehvHa WCAMTaHWKa BULLEr
aKafeMCKOr HMBOA MLLAa je yObnYajeHUM MyTeM MOYEBLUM OZ NMO3nLmje acucTeHTa/
BULLEr acMCTeHTa, @ 3aTUM Hanpeayjyhn A0 no3uvumje AOLEHTa, 3aTUM BaHpPeAHOr
npodecopa Te HEKOIMKO HUX Y 3Barbe pefoBHOr npodecopa. icnutaHuue Koje cy
bune Ha MOPOAM/BCKOM OACYCTBY(MMa) M3Mehy ABa akaZeMCKa HMBOa HanpeAoBaa
(HAp. y nepuoay Kaza cy bune BULLE aCUCTEHTKMHE WU Pajuae Ha HanpeaoBakby
y 3Batbe AOLEHTKMHE), MMane Cy 3akOHOM npezaBuheHy MoryhHOCT 3amp3aBarba
M300pHOr poka Ha roanHy AaHa (y Tpajarby OACYCTBa). Y BeankoM Bpojy cnydyajeBa,
OHe WCMUTaHWLUE Koje Cy KOpUCTMAE MOPOAM/bCKO OACYCTBO WCKOPWUCTUAE CYy
OBaj Nepmoj Kao AOZLATHO BpUjeMe KOje Cy MMale Ha pacrnonararby 3a nucarbe u
objaB/bMBarbe Kako BKU MOrne Aa UCNyHe HeOMNXOAHe YCI0Be 3a HanpeAoBake Ha
BULUW aKaZeMCKM HUBO. HbrxoBe MyLLIKe KOJIere HUCY Mae UCTY NPUAVKY, jep HICY
KOPUCTUAN POAUTE/LCKO OACYCTBO. [lakne, rnaBHa pasavka m3melhy mcnmTaHvka
MYLLKOI M XXEHCKOr poja y MOrnefy HMXOBOI HanpeLoBarba Yy Kapujepu jecte
Tpajatbe (0BMYHO MPOAYXKEHO 3a aKaZeMCKO 0COb/be XEHCKOT poja jep Cy Heke
OZ HMX MMane roAvHy AaHa Ayxe 300r MOpOAM/bCKOr OACYCTBA) M MoryhHocTt
Aa VIMajy MPUAVKy Aa UCKOPWCTe OBaj MPOZYXeHW Meproj 3a paj Ha UCTyrbetby
ycnoBa 3a Hanpejosarbe. MehyTiM, BaXHO je HarmoMmeHyTn Aa je To buna npuanka
KOJy Cy HeKe oj, UCNUTaHuLa came oanyyune (kaga je cutyaumja To 403BO/baBana)
na mckopucte. OBO HUje BMO CTBapHW 3axTjeB PyKOBOACTBA YHMBEP3UTETA WM
dakynTeTa npema wrMa a CBOje BpujeMe NMOpOAU/bCKOr OACYCTBA MCKOPUCTE 3a
nucarbe 1 objaB/bmBarbe. LLTaBumiue, 3akoH UM omoryhaBsa ga ,3aMp3Hy” M360pHHM
MaHZAaT TOKOM NMOPOAN/bCKOT OACYCTBA.

Ha nwtarbe 0 noApLuLn 3a CTpy4HO ycaBpluaBatbe U 06yKy, yobruajeHn oarosop
McnuTaHuka je 610 Aa camu Mopajy 4a Nokpujy BehunHy uan cse TPOLLKOBe, Aa je
jeAvHa noapLuka Kojy Aobvja o4 yHvBep3uTeTa nam Gakynteta nnaheHo oacycTBO
3a BpujeMe Tpajarba 0byke, KOHbepeHuuje Uan CTyAujcke nocjete. Y pujeTtkum
ApuAnKama, U TO Yr1aBHOM KPO3 MPOjeKTe, UCMUTaHULM CYy UMaau NPUANKY Aa
MOKpPWjy TPOLLKOBE CTPY4YHOT yCaBpLUaBarba 1 obyke. VMIHaue b1 camun drHaHcmpanm
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Of course, not all respondents had the same path, and in some cases, the procedure
on selection and recruitment depended on the faculty or university management at
that time and their decisions on whether to proceed with a vacancy or not. There were
no gender-based differences regarding the procedure that each respondent had to
go through in order to get their job at the faculty/university. However, some of the
respondents did refer to informal comments from the colleagues and management
about newly recruited/hired female teaching assistants. The comments referred
mainly to issues of their potential maternity leave in near future as a “problem for
the study programme/faculty” as there is no one there to cover for her when she
leaves other than again overburdening already overburdened colleagues. This was
indicative not just for cases when someone goes on a maternity leave, but any kind
of longer leave. This is an inherited systemic issue in the higher education sector in
the country in general, as the recruitment procedures and the legal aspects around
it prevent finding suitable replacements limited to the duration of the leave.

The situation regarding the recruitment is slightly different with the administrative
staff. The interviewed administrative staff members employed at the University got
their jobs either through regular vacancy notices, through recommendation, as a
replacement for someone who was on a maternity leave and then transferred to
another administrative position after that person’s return, or through applying for
apprenticeship and after finishing one year of apprenticeship getting employment
in the administration. There were no clear indications whether gender played a
role in administrative staff's employment (there are more female than male persons
employed in the administration and among our respondents, we had 6 men and 15
women — see Figure 2).

Speaking of their career progression and staying at the University to follow the
academic career advancement, majority of respondents of higher academic level
followed a usual path starting from the teaching assistant/senior teaching assistant
position and then advancing to the position of assistant professor, followed by
associate professor and then several of them to full professorship. Female respondents
who were on maternity leave(s) between the two academic levels progression (for
example, in the period when they were senior teaching assistant and were working
on advancing to assistant professorship), had the opportunity provided by law of
freezing their election term for one year (duration of the leave). In many cases, those
respondents who have been using maternity leave used this period as an additional
time they had at their disposal to write and publish to be able to fulfil the necessary
requirements for advancing to the higher academic rank. Their male colleagues
have not had the same opportunity, as they were not using the paternity leave.
Thus, the main difference between male and female interviewees in terms of their
career advancement is the duration (usually prolonged for female academic staff as
some of them had one year longer for maternity leave reasons) and the possibility
of having the opportunity to use this prolonged period to work on fulfilment of the
requirements for advancement. However, it is important to note that this was the
opportunity some of the female respondents decided (when situation allowed) to
use on their own. This was not the actual requirement coming from the university
or faculty management towards them to use their maternity leave time for writing
and publishing. Furthermore, the law enables them to “freeze” their election term
during the maternity leave.

When asked about the support for professional advancement and training,
usual respondent’s answer was that they had to cover majority or all the costs
by themselves, that the only support received from the university or faculty was
through the paid leave for the duration of the training, conference or study visits.
On rare occasions, and largely through projects, respondents had the opportunity
to have costs of professional advancement and training covered. Otherwise, they
would finance the costs by themselves. The respondents pointed out that there is no
systemic measure covering this issue, and that most of the academic staff are left on
their own to find grants and funds to cover the costs of professional advancement
and training. This is the case for both male and female respondents who have
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TpoLLKOBE. VIcnuTaHnum cy nctakam Aa He MOCTOjM CMCTEMCKa Mjepa Koja MokpwmBa
OBO MuTarbe, Te Ja je BehuHa akagemckor ocobsba nmpenylwTeHa cama cebu aa
npoHahe rpaHToBe M CpeACTBa 3a MOKPWBarbe TPOLUKOBA CTPY4YHOr yCaBpLUaBarba
n 0byke. OBO BaXu 3a UCMUTAHWKE M MYLLKOT N XEHCKOTr poJa KOju Cy UCTaku Aa
cy, noBpemMeHo 1 ad hoc, 4obujann CKpOMHY PUHAHCKjCKY NoAPLLKY MuHMCTapcTBa
3a Hay4YHO-TEXHOJOLWKM Pa3Boj, BUCOKO 06pa3oBarbe M MHOOPMALMOHO APYLUTBO
Penybnuke Cprcke Kpo3 pa3nmunte rpaHtoBe. Mehytnm, BehrHa ncnutaHumka je u
fa/be n3pasnia Aa CMaTpajy Aa je PyKOBOACTBO dakyateTa U yHUBEP3UTETa TOKOM
FOWUXOBOI pazia NpyXano MOAPLUKY HMXOBOM NMPOPECUOHANHOM HamnpesoBatby U
yCaBpluaBarby. Haxanocrt, oBa noapLuka je Buwe Ha ad hoc OCHOBM y 3aBMCHOCTK
OZ, KOHKPETHMX NoTpeba, 3axTjeBa, a He HeLUTO LITO NOCTOjU Kao MHCTUTYLMOHANHO
WM CUCTEMCKO OKpPY>XKetrbe. Y HEKOIMKO HaBpaTa, UCMUTaHNLM KOjWU Cy U3jaBUAK Aa
HUCY Z40OUAM AOBOJBHY MOAPLLKY WUAM Aa Cy MManu npobaema Aa OCTBape CBOje
npodecMoHanHO HanpesoBarbe, CBM Cy MMaaW MYHe Npobaeme ca PyKOBOACTBOM
cBor dGakynTeTa, a HaKoH NPOMjeHe PYKOBOACTBA — A06MAK Cy NyHY NoApLuKy. [lakne,
cBe npobneme Koje Cy MManu BuLLe cy BUAM INUYHK, @ HE MHCTUTYLIMOHANHW.

Kapvjepa aaMnHUCTpaTMBHOT 0COb/ba Ce pasnnKyje y O4HOCY Ha akageMCcKo 0cobibe
jep HanpezoBarbe Y BEAMKO) Mjepu 3aBUCK Of, AOCTYMHOCTM BULUMX NO3uUMja Y
CTPYKTYpHY yHMBep3uTeTa. OBO je orpaHunyeHo jep ce MNpaBUAHNKOM O YHYTPaLLIHOj
opraHmsaumju n cuctematmsaumjn pagHmx Mjecta YHWB/1-a yHanpujes oapehyje
KaZpOBCKa CTPYKTypa yHMBep3uTeTa. Ha OCHOBY MHTEpBjya Ca aAMUHUCTPATUBHUM
ocobsbeM 3anocneHnm Ha YHWBJl-y, moxemo ce crnoxutn ga je 6uno Bue
XOPW30HTa/HE HEro BepTMKasiHe MOBUAHOCTM aAMUHUCTPATUBHOI OCOb/ba YHyTap
YHunBep3uTeTa. Pa3nosn 3a 1o cy y Hajehem H6pojy caydajeBa Be3aHu 3a pUrnMaHOCT
YHYTpallHe OpraHusauuvje n cuctematmsaumje pagHnx mMjecta Koja He 403BO/baBa
A0AaTHE n3MjeHe (C 063npom aa mopa Aa byae oaobpeHa o4 cTpaHe MUHWCTApPCTBA).
buno je HekonnKo cnydajeBa raje je aAMMHUCTPATUMBHO OCOb/be HanpeoBano U
AOCTUMNO BPXyHaL, y CMUCAY HanpesoBarba y Kapujepun Ha yHuBep3nuTeTy. [peLwiu
Cy Ca CTPYYHWX CapajHMKa WMAM BULLIMX CTPYYHUX CapadHuka Yy Pektopaty Ha
BULLY NO3MLMjy (BapeM Mo NaaTHOM paHry) Ha oapeheHomM dakynTety (kao WTo je
npenasak n3 cnyxxbe npaBHMX MOCIOBa YHMBEP3UTETA Y KOjeM Cy OMAN CTPYYHM
capajH1LUM 3a NpaBHe NOCA0BE Ha MO3MLMjy cekpeTapa (CTpPyYHOr capajHuka 3a
MpaBHe NOC/OBE) Ha HMBOY dakyaTeTa KOju 1M je noeehao naary).

. ][H(‘TIIT} HMOHAIHO OKPYKEHE

3anocneHn AOXVBI/baBajy YHUBEP3UTET y LJENNHW WAW NojeanHe ¢akyaTeTte, na
Yak W CTyAnjcKe nporpame y Kojuma paje, Kao NpuanyHO PasHOJMKE MO Moy U
cTapocTyv 3anocnennx. Mehytim, noctoje pasivike nameny dpakynteta uam CTyAnjckux
nporpamMa y OkBUpYy dakyateTa y 3aBUCHOCTW O HayUYHWX AUCLMMIVHA KOje ce
obpahyjy. Vicnutannum npumjehyjy Aa noctoje Hecnarakba y Opojy mam oaHOCY
CTyAeHaTa/CTyAeHTMLa Ha dakyTeT!Ma, LWTO Y BENKO] Mjepy Mpunncyjy OnwTMM
CTepeoTUNMMa O NojeAVHMM Npodecrjama 1 HayKkama Aa cy , TUNUYHe 3a MyLukapLe”
(Kao WTO Cy MaLUMHCTBO, €/1eKTPOTEXHMKA) WK ,TUMMUHO 3a XeHe" (Kao WTo cy
eKOHOMMja, coumonormja, negarorvja). VicnmtaHmuy cmatpajy oBaj TPeHZA AujenoM
AOMWHaLMje naTpujapxanHe KyaType y APYLWTBY Y UjeanHy, 3anaxyhu ce 3a Behy
npomouunjy ka byayhum cTyaeHTMMa Marbe JOMUHAHTHOT NMOa 3a YNUC Ha dakyaTeTe
KOjU Cy AOMWMHAHTHO MYLUKW/XKEHCKM (WTO je mucnpenneteHo ca 0bpasoBHUM
CUCTEMOM Y LijeanHK, Yk/byuyjyhn HayuyHo obpasoBarbe 1 mpomouujy). LLTto ce Tnue
akafaemckor ocobsba, BehrHa ncnmTaHmnka ctuye Aa Ha onwTeM, YHUBEP3UTETCKOM
M noTeHUMjasHO GaKyNTETCKOM HMBOY MOCTOjM 3HAauajHa Pa3HOMKOCT Y Mornesy
nona v CTapocHe f06W, AOK KaZa rOBOPUMO O Pa3HOAMKOCTWU? Ha HUBOY CTYAMjCKOT
nporpama, y HekKUM CTyAMjCKUM ApOrpaMmma AOMWHAHTHO Pae Wav MyLIKapLm
MW KEHe.

Kasa je pvjey o HIMXOBOM 330BO/bCTBY MOC/IOM, BehnHa UCnUTaHMKa je 13jaBnia
Aa je, y Haueny, 3a0BO/bHa CBOjJUM MOC/IOM, anu TO Ce y BENNKO] Mjepn OAHOCU
Ha M300p 3aHWMaHka, @ Y MarbOj Mjepu Ha UjenokynHe ycnose paga. Mehytuwm,

9 [losopehu o pasHoaukocmu, HUKo 00 UcChumaHuka ce Huje pegpepucao Ha LGBTQ+ nonynayujy, eeh
UCK/bYHUBO HA CMAPOCHY PA3HOAUKOCM U XEHCKO-MYWKO NONYAayUjy.
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pointed out that they have, on occasion and ad hoc basis, received some modest
financial support from the Ministry of Scientific-Technological Development, Higher
Education and Information Society of the Republic of Srpska through different grant
schemes. However, most of the respondents still expressed that they feel that the
faculty and university management throughout their work has been supportive to
their professional advancement and training efforts. Unfortunately, this support is
more on an ad hoc basis depending on the particular needs, requirements, and
not something that exists as institutional or systemic setting. On a few occasions,
respondents who have stated that they have not been supported sufficiently or that
they had problems to achieve their professional advancement, all had the personal-
level issue with the management of their faculty and once the management changed
— they have received full support. Thus, any issues they had were more on a personal
basis and not institutionally embedded.

Career progression path of administrative staff differs compared to the academic
staff as the progression depends largely on the availability of higher posts in the
university structure. This is limited because the Rulebook on Internal Organization
and Job Classification at UNIBL predetermines the university’s staff structure. Based
on the interviews with administrative staff employed at UNIBL, we can concur
that there has been more horizontal than vertical mobility of the staff within the
University. Reasons behind this are in the majority of cases related to the rigidity
of the internal organization and job classification that does not allow for additional
changes (given that it has to be approved by the Ministry). There were several cases
where administrative staff who progressed and reached the ceiling in terms of the
career progression at the university. They moved from being associates or senior
associates at the Rectorate to being at a higher position (at least by salary rank) at
the particular faculty (such as moving from the University level legal department
where they were legal associates to being a Secretary (Legal Officer) at the faculty
level which increased their salary).

Institutional setting @

Employees perceive the University as a whole or individual faculties and even
departments where they work, as quite diverse in terms of gender and age of staff.
However, there are differences between the faculties or the departments within the
faculties depending on the scientific disciplines covered. The respondents notice
that there are discrepancies in number or ration of female / male students at the
faculties, which they attribute largely to the general stereotypes of certain professions
and sciences as being “typical for men” (such as machine engineering, electrical
engineering) or “typical for women” (such as economics, sociology, pedagogy).
Respondents find this trend as part of the patriarchal culture dominance in the
society as a whole, advocating for more promotion towards prospective students
of less dominant gender to enrol in the male / female dominant faculties (which is
intertwined with the educational system as a whole including the science education
and promotion endeavours). In terms of academic staff, most of the respondents
outline that on a general, university and potentially faculty level, there is a significant
diversity in gender and age, but observing the diversity® at departmental level there
are male or female dominated departments.

Discussing their work satisfaction, the majority of the respondents claimed that
they are, in principle, satisfied with their work, but largely referring to the choice
of occupation and to a lesser extent with the overall working conditions. However,
there were a few of interviewees (mostly TA or Assistant Professors) who pointed out
the dissatisfaction with their workload and the number of courses they are engaged
in due to the fact that at some study programmes there is a lack of teaching staff
and then they have to cover the additional courses. Furthermore, part of the
administrative staff interviewed had the same issue, i.e. being overburdened with
tasks and activities. It is also important to point out the opinions of some female
9 None of the respondents referred to LGBTQ+ when speaking about diversity, but rather in terms of
the age and female-male representation.
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O6uMNo je HEeKOAMKO WCMUTaHuKa (YrnaBHOM CapagHvika WAW AoueHaTa) Koju cy
MCTaKNM He3a40BOJ/bCTBO CBOjUM OBMMOM mocia v bpojeM nmpeameTa koje Mmajy
3007 UnkbeHMLE Aa Ha MOjJeAVHUM CTYAMjCKUM MpOrpamMmma HeAocCTaje HaCTaBHOT
Kaspa, Te OHW 360r Tora Mopajy Aa npeysmy foaaTHe npesmete. Ltasuwe, ano
WHTEPBjyMCaHOr aAMWHUCTPATMBHOI Ocob/ba MMao je uctm npobnem, OAHOCHO
npeontepeheHOCT 3agauyma 1 akTMBHOCTMMA. BaxkHO je nctahu n MuLL/berba Hekmnx
McNuTaHWLa Koje Cy younne Aa Hema noApLike Majkama (nocebHO OHWMMa Y NPBUM
roAgMHaMa MajurHCTBa) y nornedy daekcmbuaHor pacnopeja, nocebHor mjecta 3a
Aojere MAM Yak goBohema AjeteTa y KaHuenapwujy (nornesajte BuLle y nornas/by
,PaBHOTEXa M3Mehy NOCNOBHOT M NPUBATHOT XMBOTA").

Kaga roBopymMo O MOryhHOCTMMa M HMXOBUM MIAHOBMMA 3a MPOPECHOHaNHO
HanpesoOBarbe Ha BULLEe pykoBozehe Mo3uumje Ha yHMBEP3UTETY, MOCTOjU pa3fnka
y nepuenuuju y 3aBMCHOCTM OZ Tora Aa /v Cy UCMUTaHULIM MyLUKapuy UK XXeHe.
BehunHa wHTepBjyncaHOr MyLLKOr akajeMckor ocobsba cMaTpa HanpejoBarbe Ha
BULWe pykoBozehe no3uumje Kao onuujy Koja MOCTOjM, @ HEKM O HWX 3anpaBo
nnaHnpajy Aa pase Ha HanpejoBarby Ha BuLe pykoBosehe nosmuuje. Mehy rbrma
j€& HEeKONMKO OHWX Koju cy Beh Ha mosuumju npodekaHa W AMO Cy PYyKOBOACTBA
Ha CBOjUM daky/aTeTMMa, @ KOjU Cy HaBenu Ja Hemajy Xesby 3a Aa/bUM BULLNM
pykoBoAehnM no3numjaMa HakoH LITO Cy UCKyCUAM TepeT o4 obrma nocna Koju nae
y3 OBy MO3ULMjy NOpes PEeLOBHMX HAaCTaBHUX M NUCTPaXMBaAUKMX aKTMBHOCTW. Halle
CaroBopHwMLe Cy Takohe y BuLIe HaBpaTa UcT1uane A0AaTHN 0bMM Mocaa Koju HEKO
MOXe MMaTK Ha BULLIMM pyKoBOoAehMM Mo3MLMjaMa Kao HeLTO LWTO MX CrpeyaBa Aa
yonLiTe pa3MuLL/bajy O TakBOj BPCTU HanpeaoBara. OBO je, Mpema HEKMM OZ, HaLLMX
CaroBOpHMLa, BaxkaH $GakTop y AOHOLLEHY OANYKEe O TaKBOM MOTE3y Yy Kapujepu 3a
aKaeMcko 0cobJbe Koje Cy YjeaHO 1 Majke, jep bu ce KXo TepeT nosehao 1 oHe 6u
Mopane Aa Baxy nsmehy nopoanyHmx obasesa un kapujepe/pykosogehe nosmuumje.
ako He MOCTOoje 3BaHNYHE Npenpeke 3a XeHe Jja Hanpeayjy y Kapujepu y TOM npasLy,
W Aasbe MOCTOje CKPWBEHE Mpenpeke MonyT OnwTe nepuenuuje aa cy pykoBogeha
MjecTa 3a MyLIKapLe, Kao 1 HemocTojakbe MexaHu3ama MoApLUKEe Ha YHVBEP3UTETY
KOjuma bu ce MOACTMLAAM XeHe, a MOCcebHO OHe Koje Cy Majke, Ja Cce MpwujaBe Ha
BULe pykoBoaehe no3uuuje. MNopegs Tora, 3a XXeHe Mehy akageMcknm ocobsbem Koje
cy bune Ha pykosozehrm nosnuunjama (brao Kao NPOAEKaHWLIE UK PYKOBOANTE bKE
CTYAMCKMX MPOrpamMa), HaBeAeHo je yrnpaB/bakbe BPEMEHOM WM PaBHOTEXY m3mehy
MOCNOBHOT M MPMBATHOT XWBOTa Kao rMaBHW NpobaemM y CBakOAHEBHOM Pasy.

POAHO 3aCHOBaHWM CTEPEOTUNWN U AUCKPUMMHALM]A HUCY MPUCYTHWU Ha AWMpeKTaH
HaYuH UM OBAMK Y OKBMPY OMLUTEr MHCTUTYLIMOHAAHOT OKpyXera Ha YHWB/1-y
MM Ha dakynTeTnma, Beh ce nojaB/byjy Ha MHAMPEKTHMUjN HaumH. Kao WTo cy Hawm
CaroBOPHULM HanoOMeHyan, 61uno bu HeOUEeKMBAHO Yy akaAeMCKOj 3ajeaHNuUM Ja ce
POZHO 3aCHOBaHa AnCKpuMMHaLmja (P3/1) oTBOpeHO BMAM jep je NOCTano APYLUTBEHO
HenpwuxBaT/bMBO Aa ce buno koju 0bank P3/-a nam ctepeotnna nspaxasa ANPeKTHO
(y cynpOTHOM 61 OHW KOjU TO M3paxkaBajy HauLLM Ha OCyAe CBOjux konera). Mehytum,
TO He 3Hauun Aa cy P3/[l n cTepeotmnm NMOTNYHO HECTann M3 CBaKOAHEBHe Mpakce
Ha dakynTeTMMa v Ha yHMBep3uTeTy. TO CaMO 3Hauu Ja Ce jaB/ba Y MHAVPEKTHNEM
00AnKy, KOjU Ce He MOXKe N1ako OTKPUTK (MOCEOHO 3a OHe KOjW HUCY CBjeCHW Moryhinx
obpaszaua v obamka P3/1-a v npakce ctepeoTtvna). P3/], n npakce ctepeoTmna Koje ce
NOBPEMEHO jaBJbajy Ha PasNNUUTUM dakyaTeTMMA, Kako youaBajy Hallm NCInTaHNLMY,
Kpehy ce 04 CHNCXOA/BUBOCTU, MTHOPUCaHba XXEHCKMX F1aCcoBa Ha BaXKHWM CacTaHLMMa
M NpoLuecMa AOHOLWeHa o4/yKa Ha dakynTeTy, 4O HEKONMKO Cy4ajeBa, Yr1aBHOM
BepbanHor, Hacuba. V3 BehmnHe MHTEpBjya Ca akaZeMCKMM OCOO/BEM, U MYLIKUM
M XKEHCKMM, BMNO je jacHO Aa je HMXOB HMBO CBMJECTM O Pas3IMYMTUM Mpakcama
P3/l-a n cTepeoTnna Ha HUCKOM HWBOY. BehuHa Hux je cBOAMNA NuUTarbe Ha HWMBO
6poja 1 0A4HOCa MyLLKapaLa v XeHa, Wan pacrnpaB/bana O TOMe [a I Ce U 3alTo
Heka 3aHVMarba/dakynTeTn 03HavaBajy Kao TUMUYHO MYLIKWU WUAU TUIMYHO XEHCKMW.
[nckycmja 0 0BMM Npakcama eTukeTmparba OTKPMBA CBUJECT UCMUTAHMKA O yTULajy
AOMWHAHTHUX MaTpujapxanHux obpasaua, anav He ynasu y jasby aHanamsy. Takohe,
BehrHa ncnmTaHmnka Huje buna ynosHata ca noctojareeM CMjepHUYa 3a npeseHyujy
CeKcyasiHo2 U poOHO 3aCHOBAHO2 y3HEMUpAsearsa Ha YHuUeep3umemy YyCBOJEHNX
2020. rognHe, HUTK A3 je MMEHOBAaH CaBjeETHUK 3a4Yy>XKEH 3a HbUXOBY MPUMjEHY.
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respondents who noticed that there is a lack of support for mothers (especially those
in the first years of their motherhood) in terms of the flexible schedules, separate
place for breastfeeding or even bringing the child to the office (see more under the
"Work-life balance” section).

Speaking about the opportunities and their plans for professional advancement to
higher management positions at the university, there is a difference in perception
depending if interviewees are male or female. Most of the interviewed male
academic staff consider the advancement to higher management positions as an
option that exists and some of them actually plan to work on getting advancement
to higher management positions. Among them, there are a few who are already at
the position of vice-dean and being part of the top management at their faculties,
who have indicated that they do not have a desire to pursue further higher
management positions after experiencing the workload that this position brings on
top of the regular teaching and research activities. Our female collocutors have also
repeatedly pointed out the same notion of the additional workload one might have
when pursuing higher management positions as something that prevents them
from considering that type of advancement at all. This is, according to some of our
female interviewees, an important factor in making a decision on such a career move
for academic staff who are also mothers, as their burden would increase and they
would have to weigh between the family-related duties and career/management
position. Although there are no official obstacles for women’s career progression in
that direction, there are still hidden obstacles such as the general perception that
managerial positions are for men, and the non-existence of support mechanisms
at the university that would encourage women, and particularly those who are
mothers, to pursue higher management positions. Additionally, for women among
the academic staff who have been in the managerial position (either as vice-deans
or heads of departments), indicate the time-management and work-life balance as
the main issue in their daily work.

Gender based stereotyping and discrimination is not present in a direct manner
or form within the general institutional setting at the UNIBL or within its faculties,
but appears in more indirect manner. As our collocutors mentioned, it would be
unexpected in the academic community to have gender-based discrimination (GBD)
openly visible as it became socially unacceptable to express any form of GBD or
stereotyping directly (otherwise, those expressing it would encounter judgements
from their colleagues). However, this does not mean that GBD and stereotyping
has completely disappeared from everyday practice at the faculties and university.
It only means that it has been occurring in a more indirect form, difficult to uncover
easily (particularly for those who are not aware of the potential forms and shapes
of GBD and stereotyping practices). The GBD and stereotyping practices occurring
occasionally at different faculties, as noticed by our respondents, range from
mansplaining, ignoring the female voices at important meetings and decision-
making processes at the faculty, to several cases of, mostly verbal, violence. From
the majority of the interviews with the academic staff, both male and female, it
was clear that their level of awareness of different GBD and stereotyping practices
is at low level. Most of them were reducing the issue to the level of numbers and
men/women ratio, or discussing whether and why some occupations/faculties are
labelled as typical male or typical female. The discussion on these labelling practices
unveils the awareness of the respondents on the impact of dominant patriarchal
patterns, but it does not go into further analysis. Furthermore, the majority of the
respondents were not aware of the existence of the Guidelines for the Prevention
of Sexual and Gender-Based Harassment at the University adopted in 2020, nor
that there has been an advisor in charge of their implementation appointed.



. Pasnorexa Ill%,\lt‘l’]) HOCJOBHOI' 1 HIPUBATHOT 2KMBOTA

TOKOM WHTEpPBjya, MCAUTAHWULM Cy 4YeCTO TOBOPUAM O MUTarbMMa Be3aHUM 3a
paBHOTEXY M3Mely CBOr MOCNOBHOT 1 NMPMBATHOT XMBOTa. HaBenn cy Aa je ytnuaj
MOCNOBHOT XMBOTa Ha HUWXOB NPMBATHM XMBOT Behn Hero obpHyTo. M3 pasrosopa
Ca aKaeEMCKMM W aMUHUCTPATMBHUM OCOb/beM, UMHKM ce Aa BehrHa nMa BeNnku
0bvM nocaa 1 NPUANYHO YeCTo Taj 0buM nocna Hocu Kyhu. icnuTaHnum Koju nmajy
 pykoBozehy ynory (6rao kao pyKoBOAMOLM CTYANCKMX MPOrpamMa Uav NposekaHm)
N POAWTE/bCKY YIOTY MMajy HajBULLE NOTelkoha y oApxaBarby paBHOTEXe n3mehy
MOCNOBHOT M MPWBATHOT XWBOTA, jep HUXOBO aHraXoBake Ha NMoCay YecTo A0BOAM
Ao noseharba 0bMMa MoOCna Ha TepeT HKMXOBOr MPUBATHON XMBOTa. MeXaHu3mu
noAplwke y OoApXaBaky paBHOTEXe M3Mehy MOCAOBHOT M MPWBATHOr XMBOTA
Ha WMHCTUTYLIMOHANHOM HWMBOY He MOCToje, cMaTpa BehvHa HalMX CaroBOpPHMKa.
MehyTum, cTBapHa noAptLika 06UYHO AONIA3M O4 YNPaB/baUuKvX CTPYKTypa U O4
KO/Iera Ha HWBOY CTyAMjCKUX NpOrpama, aaun camo Ha ad hoc OCHOBM y 3aBUCHOCTH
o4 noTpeba (HMp. y cyyajy Aa je anjete 6onecHoO 1 NOTpebHO je Aa capajHUK Uan
npodecop ocTaHe Koj Kyhe, konere Mory npeysety 41O YacoBa W CIMYHO).

MNopoan/bCKO OACYCTBO, MPEMa HaWWM UCMUTaHWLaMa, MPeAcTaB/ba  K/by4HY
NPeKPeTHULLY Y HeUnjoj akaLeMCKOj Kapujepu 1 O TOr TpeHyTka Hazasbe, jow je
TEXE OAPXKaTW PaBHOTEXY M3Mehy MOCNOBHOr M MpuBaTHOr kuBoTa. ViMajyhu y
BUAY Aa MOPOAMBCKO OACYCTBO Tpaje 1 roanHy (mam 1,5 rogmHa y cayuajy tpeher
ajeteta man 6am3aHaua), yTuuaj oacyctBa je BuwecTpyk. C jeaHe cTpaHe, 3a
akageMcko 0cobsbe OACYCTBO MOXE 3HAUUTW FOAMHY AaHa MOTMYHOT M30CTaHKa 13
KOMYHMKaLMje ca pykoBOACTBOM W KOJierama ca kKatejpe, npu demy nponyLutajy
BaXHe M3MjeHe HaCTaBHOr MaaHa W nporpama Wau OnwTe WHCTUTYLIMOHANHE
areHge. C apyre cTpaHe, TO MOXe OUTU 1 MPUAKKE, KakO HAaBOAE HEKM OZ HalLnxX
MCMUTaHMKA KOjU Cy TO YUMHUAW, Aa pasde Ha nybamnkauumjama. OBO Apyro 3anpaBo
3HauM Ja ce TepeT MPOAYKTMBHOCTM akaZemckor ocobsba y cmucay nybavikauuja
M TEepeT pesOBHON paja NOTOM JjeIMMUYHO MPEHOCK Ha MPUBATHU XWUBOT TOKOM
NOPOANIBCKOT OACYCTBa. ako Cy Halm UCMUTaHWLM OBO MPEACTaBMIM Kao HEeLTO
WTO je ypaheHOo CaMOMHMLMjaTMBHO, TO je unak npuMjep CKPUBEHOT, MHAMPEKTHOT
NPUTUCKA Ha aKaZeMCKO 0Ccobsbe Kako bu oapXann CBoje Mo3numje 1 akagemcky
kapujepy. Ca cTpaHe WHCTUTYLMje/CTyAMJCKOr Mnporpama, Heuuje nopoAn/bCKO
OACYCTBO Cce OBMYHO MocMaTpa Kao NpobnemM y CMUCAY MpoHanaxera onuumja 3a
NOKpWMBarbe HacTaBHOTr avjena Te ocobe Ha dakyntety. OBO je y BEAUKO] Mjepu
noc/beamLia PUrMaHOCTM CUCTEMa BUCOKOT 0bpa3oBarba 1 Nponmnca peneBaHTHMUX 3a
3anolu/baBakbe akaZeMcKor ocobsba Kojuma ce cnpeyasa b6p30 nan GaekcnbmniHo
pjelierbe Aa ce Hahe Heko CMO/BHO AuMLe Koje 61 MOKPWBANO HacTaBy TOKOM
MOPOAN/BCKOT OACYCTBa, @ Aa He Mopa Aa byae Beh 3anocneH Ha YHuBep3uTeTy. To
AOBOAM 1O CUTyaLimje Aa ce TepeT Ap>Kakba HacTaBe 0cobe Ha MOPOAN/bCKOM OACYCTBY
avjenn mehy konerama ca CTyAmjCKOr mporpama Koju cy, y BehuHu cayyajeBa, Beh
n camu ontepeheHn cBojumM 0bMMOM nocna. TakBa CMCTEMCKA PUTMAHOCT pa3Buja
WHTEPHY WHCTUTYLMOHAAHY KYATYPY/KyaTypy CTyAnjckor nporpama nosehaHor
NPUTUCKa Kako 3a OHe Koje 0AJ1a3e Ha NMOPOAM/bCKO OACYCTBO Tako U 3@ OHEe KOju
OCTajy 4a NOKPWBAjy HUXOB MOCAO.

Y HEKOIMKO MHTEpPBjya XEeHCKO akaZeMcko 0Ccob/be KOoje je KOPUCTUAO MOPOAM/BCKO
OACYCTBO TO HaBOAWM Kao rnaBHW pasnor 36or kojer umajy ocjehaj ga TOKOM
MOPOAN/BCKOT OACYCTBa MOpPajy Aa AOMPWHeCcy npouecrMa Be3aHWMM 3a Mocao,
MaKO HMXOBE KOJere TO HMKaZa eKCAMLUMTHO He MOMUMbY. JeaHa 04 ncnuTaHuLa
(caroBopHuua 4_ATll) HaBena je ocjehaj KpuBMLLE KOjU je MMana Kao Aa Paju HewwTo
LWUTETHO 33 WMHCTUTYLMJY U HaMjepHO Kaja jOj je jeAaH O HeHWX MYLUKMX KOsera
pekao ,MaMeTHO T je TO" Kao Aa OAJ/1a31n Ha MOPOAN/BCKO OACYCTBO Aa Ou roanHy
AaHa un3bjerna ceoje pagHe obasese. [MoOpoAM/BCKO OACYCTBO 3a MHTEPBjyMCaHO
AAMUHUCTPATMBHO 0CObO/bE MMa CANYHE MMMANKALM]E, MaKo je Marbe PUrMAHOCTU
y nornesy npoHanaxera 3aMjeHe 3a Ty ocoby. Mehytum, yobuuajeHo je 1 3a
WHTEPBjYMCAHO >XEHCKO akaZeMcKO M aAMMHUCTPATUBHO ocobsbe Aa he y Hekom
TPEHYTKY OCJeTUTU HeKy BPCTY KpuBMLE 300r y3rMarba MOPOAN/BCKOT OACYCTBA U
OACYCTBOBaka Ca nocna. Y sehunHu oBakBux cnydajeBa, oBaj ocjehaj je pesyntar
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Work-life balance @

During the interviews, respondents have often referred to the issues related to the
work-life balance. In their statements, the impact of professional life/work on their
private life is higher than the other way around. From the discussion with both
the academic and administrative staff, it appears that majority have high workload
burden and quite often, they carry their workload home. The respondents who have
both the managerial role (either as heads of departments, chairs, or vice-deans) and
the parental role have the most difficulties in maintaining the work-life balance, as
their work engagement often results in workload burden increasing at the expense
of their private life. The support mechanisms in maintaining the work-life balance
on an institutional level are non-existent, according to majority of our collocutors.
However, the actual support usually comes from the management structures or
from the colleagues at the departmental level, but only on ad hoc basis depending
on the needs (e.g. in case a child is sick and there is a need for a teaching assistant
or professor to stay at home, colleagues may take over part of their classes and
similar).

Maternity leave, according to our female respondents, is a crucial milestone in one’s
academic career and from that point onward, the work-life balance is even harder
to maintain. Given that pregnancy/maternity leave duration is 1 year (or 1.5 years
in case of a third child or twins), the impact of the leave is manifold. On one side,
for academic staff taking the leave can mean one year of completely being out of
the communication with the management and colleagues from the department,
missing out the important changes of the curricula or the general institutional
agenda. On the other hand, it can also be an opportunity, as mentioned by some
of our respondents who have done so, to engage in the production of publications.
The latter actually means that the burden of the productivity for academic staff in
terms of publications and the burden of regular work is then partially transferred to
the private life during the maternity leave. Even though our respondents presented
this as something done on their own initiative it is still an example of the hidden,
indirect pressure being put on the academic staff in order to keep their positions and
academic career alive. From the institutional/department side, someone’s maternity
leave is usually seen as an issue in terms of finding the options for covering the
teaching part of that person’s work at the faculty. This is largely due to the rigidity
of the higher education system and regulations relevant to the academic staff
employment that prevent a fast or flexible solution of finding someone external to
cover for the classes for the duration of the maternity leave without having to be
already employed at the University. This leads to the situation where the teaching
burden of the person on a maternity leave is then shared among the departmental
colleagues who are, in most cases, already with high workload themselves. Such
systemic rigidity develops internal institutional/departmental culture of increased
pressure for both those who leave for the maternity leave and those who remain to
cover their workload.

In few interviews, the female academic staff who took maternity leave, indicate this
as the main reason for having a feeling that they have to contribute to the work-
related processes during their maternity leave even though their colleagues never
explicitly mention it. One of the respondents (Interviewee 4_AP) mentioned the
feeling of guilt she had as if she was doing something harmful to the institution and
on purpose when one of her male colleagues told her that “it was a smart thing
to do” as if she was leaving on maternity leave to avoid her work-related duties
for one year. Maternity leave for the interviewed administrative staff has similar
implications, although there is less rigidity in terms of finding a replacement for that
person. However, common notion for both the female academic and administrative
staff interviewed is that at some point they would experience some sort of guilt
for taking a maternity leave and being away from work-related duties. In most of
such cases, this feeling is a result of the indirect pressure from their colleagues or
management implied in the communication before and after the maternity leave
as if they have been on a one-year holiday and not on a maternity leave. This can
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WMHAMPEKTHOT MPUTUCKA HUXOBUX KONEra Uan PyKOBOACTBA Y KOMYHMUKaLMu npuje
W NOoCavje NOPOAN/BCKOT OACYCTBA Kao Ja Cy bune Ha jeJHOTOAVLLHEM OAMOPY,
a He Ha nopoanbckoM. OBO ce Takohe MoXxe npuamcaTy OMLWTOj NaTpujapxanHoj
KYNTYpY M HEMpPU3HaBakby CTBAPHOT TepeTa (paHor) MajuMHCTBa/POAMNTE/BCTBA (HMP.
HEBWA/bUBW Paj/TepeT MaTeEPUHCTBA/POANTEILCTBA).

MoBpaTtak ca MOPOAM/BCKOr OACYCTBAa OMO je 1M3a30B 3a BehWMHY MHTEPBjyMCaHNX
XKEHCKMX 3aMoc/ieHnx (Kako akafeMCKMX Tako M aAMUHUCTPATUBHMX), jep je 3Haumno
CyCTu3atbe OCTanux Konera v Bpahare Ha nyT y cmmucay nocna. [oepatak je 6mo
nocebHO Texak 3a OHe KOje TOKOM OZCYCTBa HUCY KOMYHMLIMPane ca CBOjUM KoJerama
Y PYKOBOZCTBOM. He MocCToje MHCTUTYLIMOHAIHW MeXaHM3MM MNOAPLUKE 33 NoBpaTak
y NPOGECMOHANHN XMBOT HAKOH NMOPOAN/bCKOT OACYCTBA, a HEKE OJ, CaroBOpHMLa Cy
HaBese Aa bV TakBe MexaHV3Me LujeHnie y BUay NopLUKe Kajaa je Bpujeme fojerba
(y cMucny BpemeHa W mpocTopa), TeMaTckux obyka manm paamoHunua (Mehytum,
HWUCY Ha3Hauwmne nocebHe Teme OBaKBWUX paavoHMLA). BehunHa mncnutaHmka koju
Cy KOpUCTMaM 6onoBare W/ OACYCTBO 3a rbery AjeteTa y O1a0 KOM TpeHyTKy
cBOje npodecnoHanHe Kkapujepe Ha YHWB/I-y H1UCY Hannasmav Ha npenpeke wau
npumjeabe pykoBOACTBa y cMUCay HemoryhHOCTK Kopulwhera oacyctBa. MehyTtum,
C/IMYHO Kao M Ha MOPOAM/bCKOM, MOpanu bn nan aa Hahy konere ca kateape Koju bu
MOTW @ Npey3My HKXOB AMO Nocaa TOKOM 6onoBarba /Mam 0AcycTBa 360r Here
AjeTeTa A a HaZokHaZe BpujeMe 3a HacTaBy HakoH Tora. Mehytum, 3a BehuHy
MCNUTaHWKa PYKOBOACTBO dakyateTa/katepn je MNpyXuao MNOAPLUKY Yy TakBWUM
npuavkama. VI nopes nogpluke, BehnHa ncnmtaHuua ocjehana je ucty KpuvsuLy,
Kao W'y Cay4ajy MOPOAM/BCKOT OACYCTBA M LUTO MOPajy Aa paje BULLIE HEro Hhixose
konere. BehrHa mncnutaHmka MyLIKOr Mofa KOjU Cy WU OYEBM HUCY UCKYCUAWN UCTY
KpuBuly, anu 1 BehnHa HKX He KOPUCTU OACYCTBO 3a Hbery AjeTeTa (ymjecTo Tora,
TO paje HUWXOBE Cynpyre nan napTHepKe).

o Pojnn acniexr

TOKOM MHTEPBjya, MYLLUKO U XEHCKO 0COB/be Pasnumnto Cy Nepuunmpani poLHU
acnekT, OAHOCHO YTMLIaj TOra LWTO CTe MYLUKO WM XEHCKO Ha M3riese 3a Kapvjepy
M HanmpeLoBae, Ka0 WM Ha HMWXOB CBAaKOAHEBHM paj. BehuHa wHTepsjymcaHor
XeHckor ocobsba (6e3 0b3mpa Aa v gonasmne n3 akajemcke 3ajejHuLe Mam un3
aAMUHUCTPaLMje) HaBeno je Aa buTum xxeHa y ogpeheHoj Mjepyn MNAULNTHO (PWjeTKo
eKCMNLNTHO) yTWYe Ha HXOBY Kapujepy ¥ CBaKOAHEBHW pad. BehuHa HuxoBux
MYLUKMX Konera He yBuha Aa Mocroje pasnvike y Kapujepw uav nocny wsmehy
MyliKapaua v XeHa Ha YHVIBJI-y n HaBoae Aa Cy CBY jeAHak jep CBU paje noj
MCTUM YCIOBMMA U MA1aTama. JeanHa pasivika Kojy Cy U NCMUTaHnLM 1 ncnnuTaHmLe
HaBeNM Kao 3Ha4ajHy jecTe yaora mMajke Koja, npeMa MuLL/berby BehnMHe MCNnTaHuka,
3HayYajHO AONPUHOCK pa3vkama y BjepoBaTHOhM HanpeAoBakba y Kapujepu 1 BuLLe
yTM4Ye Ha CBaKOAHEBHW paj 0Co6/ba XEHCKOT MOa HEro LTO POANTE/BCTBO TO YMHM
3a 0cobsbe MmyLikor nosa. Pasnvike y kapvjepama ce Takohe BuLle nocMaTpajy Kpo3
YTMLAj KOjU MajUMHCTBO MMa Ha Kapwjepe (yrnaBHOM akaeMCcKor) 0cobsba XeHCKOr
nona.

ITa je Beh yunmweno na Y HUbB/1-y n nira 611 ce morsio
HOOO/bIIATIH

Kao wro je Beh HaBegeHo, YHVIBJ1 ce akTMBHO MOCBETVO pjeLlaBarby NuTakba PoaHe
PaBHOMPaBHOCTN YycBajarbeM CMjepHML@ 3a MpeBeHLMjy CeKCyalHOr U pPOAHO
3acHoBaHor y3Hemupasawa 2020. rogmHe. Ha OCHOBY pa3roBopa Ca CaBjETHUKOM
3a npuMmjeHy HaBeaeHux CmjepHMUA, 3abwbexeH je jedaH Cnydaj CekCyanHor u
POLHO 3aCHOBAHOT Yy3HeMMpaBarba (KOjW je 1M3BpLIMO NPodecop nNpema CTyAeHTKNHM
akasemcke 2020-2021. rogamHe). OBaje MOpamMO HaBeCTW Ja rope npesAcTaB/beHa
aHann3a 1Ma HeZloCTaTak Aasbmx MHTEPBjya M AONPUHOCA CTyAeHaTa, jep bu HUXoB yBUA,
y NOTeHUuMjanHo noctojehe cnyyajeBe cekCyasHe 1 POAHO 3aCHOBAHE ANCKPUMUHALM]je
M y3HemupaBatba Ha YHWB/l-y 6MO 0f CyLWTWMHCKOr 3Hayaja 3a Hajorpaskby
AkupmoHornnaHa 3a poaHy pasHonpasHocT YHVIBJTy HapegHoM nepurogy.
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also be attributed to the general patriarchal culture and not recognizing the actual
workload underneath the (early) motherhood/parenthood (e.g. invisible labour/
workload of motherhood/parenthood).

Returning from maternity leave has been challenging for the majority of interviewed
female staff (both academic and administrative), as it meant catching-up with the rest
of the colleagues and getting back on track in terms of work. Particularly difficult to
get back was for those who have not been communicating with their colleagues and
management during the leave. There are no institutional supportive mechanisms
for the return to the professional life from after the maternity leave, and some of
the interviewees mentioned that they would have appreciated such mechanisms in
forms of either support for breastfeeding time (and location), thematic trainings or
workshops (however they have not indicated particular topics of such workshops).
Most of the respondents who have used sick leave and/or child-care leave at any
point in their professional career at the UNIBL have not encountered obstacles
or objections from the management in terms of not being able to take the leave.
However, similar to the maternity leave, they would have either to find colleagues
from the department who could cover their part of the workload during the sick
and/or child-care leave or to catch-up for the teaching time afterwards. However,
for the majority of respondents the faculty/department management has been
supportive in such occasions. Despite the support, majority of female respondents
felt the same guilt, as in case of the maternity leave and that they have to work
even harder than their colleagues do. Majority of the male respondents who are
also fathers have not experienced the same guilt, but also majority of them are not
taking the child-care leave (instead, their wives or female partners do).

Gender aspect @

During the interviews, male and female staff perceived the gender aspect
differently, or rather of the impact of being male or female to the career prospects
and advancement, as well as to their everyday work. Majority of the female staff
interviewed (irrelevant whether they come from academia or administration)
indicated that being a woman impacts to a certain extent implicitly (rarely explicitly)
their career and everyday work. The majority of their male colleagues do not
perceive that there are career or work-related differences between men and women
at UNIBL, and state that they are all equal as they all work under the same terms
and salaries. The only difference that both male and female respondents indicated
as significant is the role of a mother that, according to majority of the respondents,
contributes significantly to the differences in the probabilities for career advancement
and impacts the everyday work of female staff more than the parenthood does for
the male staff. Differences in career paths are also observed more through the lenses
of the impact that motherhood has for the careers of (mostly academic) female staff.

What has been done at UNIBL already and what
could be improved

As already mentioned earlier in the document, the UNIBL has been actively dedicated
to tackling gender equality issues by adopting the Guidelines for the Prevention
of Sexual and Gender-Based Harassment in 2020. Based on the conversation with
the Advisor for the implementation of the abovementioned guidelines, there has
been one case of reported sexual and gender-based harassment (perpetrated by a
male professor towards a female student in 2020-2021 AY). We have to state here
that the above presented analysis suffers from the lack of further interviews and
inputs from the student population as their insight into the potentially existing cases
of sexual and gender-based discrimination and harassment at the UNIBL would be
essential for upgrading the UNIBL Gender Equality Plan in the following period.




[amwe, YHNBJ1 akTmBHO y4yecTByje Y NpojekTy noj Hasmeom ,Gender Mainstreaming
at Universities” (UNIGEM)™ kpo3 koju je ycnoctasmo KaHuenapujy koopauHaTtopa
M MMeHoBao uynaHoBe CaBjeTogaBHOr oabopa 3a poAHY pPaBHOMPABHOCT Mpu
YHWB/ Ha yeTBeporoamwmbin maHaat (2021-2025)". YHWBJ je Takohe aHraxoBaH
Ha yBpLUTaBaky OArOBOPHOr MCTPaxuBakba M MHOBaUMja (ykbyuyjyhn n poanHu
acnekT) y NCTPaXXmMBauKo-NHOBALMOHM cucTem y Penybanum Cprckoj Kpo3 npojekat
XopwuzoHt 2020. rognHe nop Hasveom ,Embedding RRI in Western Balkan
Countries: Enhancement of Self-Sustaining R&l Ecosystems” (WBC-RRI.NET™).
Mytem WBC-RRI.NET, n Boherem pagHe rpyne 3a Pog v etnky®™, YHWBJ1 capahyje ca
MpexXama U1 3ajeH1LLIaMa Koje Cy YCMjepeHe Ha pOAHY PaBHOMPABHOCT, NCTpaxyjyhu
n pa3mjeryjyhm nckycTBa. YHuBep3uTeT Takohe gonpuHock npuMjeHn OkBMpa 3a
peanv3aumjy LUn/beBa OAPXMBOr pasBoja y bocHW 1 XepuerosuHy, ykbydyjyhu
POZHY PaBHOMPABHOCT, Y3 NAapTHEPCTBO YCMOCTaB/bEHO Ca Pa3BOjHMM MpPOrpamMom
YjeanreHnx Haumja (YHAM) y buX kpo3 MemopaHaym O pasymujeBamy noTnvcaH
namehy YHWB-a v YHAM-a y majy 2021. roanHe.

Mo>XeMO KOHCTaToBaTH Ja NoCTojuM OCHOBA 3a Aa/bl Pa3BOj M Aa U KBaHTUTATUBHU
W KBaAWUTAaTMBHM MOZaLM MOKasyjy Aa MocToju notpeba 3a BuMLIE aKTUBHOCTW Ha
nobosbluary noctojeher ctarba y norneay pogHe pasHompaBHOCTM Ha YHVIB/T-y.
Crora npeasiaxemo c/besehn HU3 NOTEHUMjanHKX, Y BEAVKO) Mjepn MehyCcobHO
MoBe3aHWX aKTMBHOCTM Ha WMMieMeHTaumjn y nepuogy 2022-2026. roauHe, ca
CpesfropoYHOM pesusmjom 2024. roanHe:

. ]lII(?TIIT}'H][()II’dHII() OKPYKCILE

KmbydyHa Tauka je mobosbllarbe MHCTUTYLIMOHAAHOT OKPYXerba Kao OCHOBE 3a
CBakW Ja/bW pPaj, Ha K/bYYHUM NUTarbUMa PeseBaHTHUM 3a POAHY PaBHOMPaBHOCT
y YHWBJ1-y n CTBaparbe OKPyXera MOAPLUKe 3a CBe MOJoBe W CBe 3anoc/ieHe.
[lakne, HeoONxoAHO je Aa MOCTOjM M cucTem Mpahera W K3BjellTaBakba, Kao W
MHCTUTYLUMOHANHO OpraHm3oBaHa WM omoryheHa kBasuTeTHa obyka O pasHuM
nuUTamKMa Koja npousunase n3 poaHe (He)paBHOMPAaBHOCTU Y BUCOKOLLKOJICKOM
M UCTPaXMBaYKOM OKpyxemy. byayhun aa YHWBJT jow yBujek Hema ycnoctas/beH
CUCTEM MpUKyM/bakba M Mpahersa nojaTtaka pasfBOjeHWMX Mo noJy, 6uno Kakas
HanpeAak y nornesy KBaHTUTaTUBHWX MOKa3aTes/ba He MOXe Ce aZeKBaTHO NpaTuUTK.
Crora 6v jeaHa of, k/by4HWX akTBHOCTW AMPP-a Ha YHWBJ1-y 6una omoryhaBame
POLHO peneBaHTHOr npaherba Mozataka npemMa HW3y nokaslatesba Koju he 6utn
n3paheHn y3 noapwky CasjeTofaBHOr o4bopa 3a poAHy pasHoMpaBHOCT. [asbe,
M3BjellTaBarbe M Mpaherbe poAHE PaBHOMPABHOCTM Y3 OC/latbakbe WCK/bY4YMBO
Ha KBaHTUTaTMBHE MoOKa3aTe/be He OW MpPyXWNo [OBO/BHO nojgataka HUTK
KOHTeKCTyanm3aumjy u3a 6pojesa. Crora he YHWBJ/1 ycnoctasutn npoueaype
32 roAulHe KBAAUTaTMBHO M3BjellTaBakbe O POAHOj PaBHOMPABHOCTM KOjUMa
he AONYHWUTW KBaHTUTATMBHW Npernes nojataka. [opes akTvBHOCTM npaherba w
M3BjeLTaBakrba, BaXaH AM0 HCTUTYLIMOHAAHOT OKPY>KeHba je POAHO OCjeT/bUB je3KK,
LWITO TPEHYTHO HWje Mpakca Ha WHCTUTYLMOHAAHOM HMBOY. MOpamMo HanoMeHyTu
A3 Cy HEKU O MHTEPBjyMCaHMX 3anoCieHnx (M MyLukapala v XeHa) Koju pase y
aAMMHUCTPaLMjK Takohe Buam NpoTmB Tora jep 61 TO YCIOXMAO NpoLLeC Nucarba/
n3page cnyx6eHnx AoKyMeHaTa Uav Huje y Ayxy NOKasHOT je3nka. YBoherbe posHO
OCjeT/bMBOT je3nka je, MehyTuM, jeslaH 0 NpesyCaoBa 3a NOCTU3are oaroBapajyher
yK/byuMBarba POAHE PABHOMPABHOCTU Yy  UHCTUTYLIMOHANHO OKpYXere U
omoryhaBarbe BUA/BMBOCTM CBMX MOJOBA TaMO TA€e je BaXHO MPUMUCKUBakbe Nosa.
Mopea TOra, KOHTUHYMPaHa eAykaLimja v 0byka O MTarbMa POAHE PaBHOMPAaBHOCTY
W NpegpacyiamMa 3a PYKOBOACTBO M ocobswe Ha YHVBJ1-y n Ha HuBOy dakyateTa
nojaBJbyje Ce Kao jefiHa OZ K/bYUYHMX Mjepa 3a NPaBuIHO pjeLllaBarbe eKCranLUTHIX,
ann v UMNANLMTHUX, POAHO 3aCHOBaHWX Npejpacya v cy4vajeBa poAHO 3aCHOBaHe
ANCKPUMUHALMje 1 CTepeoTmna.
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12 https://wbc-rri.net/

13 https://wbc-rri.net/establishing-wbc-rri-net-working-groups-you-are-invited-to-join/
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Furthermore, the UNIBL is participating actively in the Gender Mainstreaming at
Universities (UNIGEM) project™ through which it has established a Coordinator’s
office and appointed Gender Equality Advisory Board members at UNIBL on a
4-year mandate (2021-2025)". The UNIBL s also engaged in the efforts forembedding
the responsible research and innovation (gender aspect included) into the research
and innovation landscape in the Republic of Srpska through a Horizon 2020 project
Embedding RRI in Western Balkan Countries: Enhancement of Self-Sustaining
R&l Ecosystems (WBC-RRI.NET™). Through the WBC-RRI.NET, and leading the
working group on Gender and Ethics™, the UNIBL is collaborating with networks and
communities focusing on gender equality, exploring and exchanging experiences.
The University is also contributing to the implementation of the Sustainable
Development Goals (SDGs) Framework in Bosnia and Herzegovina, including the
gender equality, with partnership established with the United Nations Development
Programme (UNDP) in BiH through the Memorandum of Understanding signed
between the UNIBL and UNDP in May 2021.

We can ascertain that there is a basis for further development and that both the
quantitative and qualitative data show that there is a need for more actions for
improving the current state of affairs in terms of the gender equality at the UNIBL.
Thus, we suggest the following set of potential, largely interrelated and linked
actions for implementation in the period 2022-2026, with mid-term revision in 2024:

Institutional setting @

The crucial point is to improve the institutional setting as a baseline for any further
work on the key issues relevant for gender equality at the UNIBL and creating a
supportive environment for all genders and all employees. Thus, it is necessary to
have both the monitoring and reporting system in place, as well as institutionally
organized and enabled quality training on multitude of issues arising from gender (in)
equalities in the higher education and research environment. Since the UNIBL does
not have gender—segregated data collection and monitoring system established yet,
any progress in terms of the quantitative indicators cannot be adequately monitored.
Thus, one of the key activities of the GEP at UNIBL would be to enable the gender-
relevant monitoring of data according to the set of indicators that will be developed
with the support of the Gender Equality Advisory Board. Furthermore, reporting
and monitoring on the gender equality with solely relying on quantitative indicators
would not provide sufficient data nor contextualization behind the numbers. Hence,
the UNIBL will establish procedures for annual qualitative reporting on gender
equality that would complement the quantitative data overview. Apart from the
monitoring and reporting activities, important part of the institutional setting is the
gender-sensitive language, which is currently not an institutional level practice. We
have to mention that some of the interviewed employees (both male and female)
working in the administration were also against it as it would complicate the process
of writing/creating official documents or is not in the spirit of the local language.
Introducing gender-sensitive language, however, is one of the prerequisites for
achieving the proper inclusion of the gender equality in the institutional setting
and enabling the visibility of all genders where the gender attribution matters.
Additionally, continuous education and training on gender equality issues and
biases for both management and staff at UNIBL and faculty level emerges as one of
the crucial measures to address properly the explicit, but also implicit, gender biases
and cases of gender based discrimination and stereotyping.
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12 https://wbc-rri.net/

13 https://wbc-rri.net/establishing-wbc-rri-net-working-groups-you-are-invited-to-join/
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@ Pojna pasnorexa y pykosoljerby i JoHOMICHY O/ TVKA

AHanm3a 1 KBaHTUTATUBHWUX W KBa/UTaTMBHWX MoOJaTaka Mnokasana je Aa je npej
YHWB/1-om jow MHOro nocna y cmucay omoryhaBarba pPOAHE paBHOTEXE Y
PYKOBOZCTBY M OpraHMma OAJlyumBarba. [N1aBHW pas3nosm KOju CToje y OCHOBU
TakBe CUTyaLmje MOry ce mpunmcaTv KOMObMHauMjm dbakTopa NOYEB Of OKPYXeHba
y KOjeM ce nosuvumje y pyKOBOACTBY WM OpraHvmMa OAyuyvBara TPaAULMOHANIHO
nocMatpajy Kkao chepa Myllkapala, 4O HeAOoCTaTka MOAPLUKE XeHama Ha TakBoj
no3numMjK Aa OAP>Xe PaBHOTEXY M3MeRy CBOr MOCNOBHOT M MPWBATHOT XMBOTA.
Crora he rnaBHa aKTMBHOCT Ha omoryhaBary pPOAHE paBHOTEXE Yy PYyKOBOACTBY
W OpraHvMa OAny4YrBama M CTpykTypama y okeupy YHVB/1-a 6utn ycmjepeHa Ha
NOACTMLaHbe XeHa Aa Texe pykoBozehnm no3numjama Kpo3 CTBapakbe MOACTMLAJHOT
oKpyxerba. [Topes Tora, opraHM3oBame HMU3a efyKaTMBHUX MporpamMa 1 pagnoHnLa
peNeBaHTHVX 3a MOAM3arbe CaMOCBMJECTM M OCHAXMBaHe XeHa 3a npeysnmMare
pykoBoAehunx no3unumja, Kao 1 nsrpajrba 3ajefHuLie npakce No3nBakbeM XeHa Ha
TakBMM MO3MLMjaMa Aa Nojnjene CBoja NCKYCTBa U OCHaXe Apyre.

@ Pojina pasnonpasnoct y sanounbasaiby 1 Hallpe10Baiby Y Kapijepn

Kao Wro je ykasaHo y aHa/u3u KBaHTUTAaTUBHMX MOAaTaka, He NMoCTojU CUCTEMCKO
npvkyn/bakbe 1 npahere nogataka O nNoAjennm MNO MOMOBMMA Ha OMWTEM
HWBOY, KaO HW Ha HWBOY 3amnoll/baBarba MOYEBLUM OZ MPUjaBe Ha KOHKYpPC A0
HanpesoBarba y Kapujepu. Y HapeaHom nepwogy, YHWBJ/1 he ynoxutn y npaay
6a3e nozataka yk/byyyjyhu moaaTtke 0 3anoL/baBarby, Kao AMO cucTeMa npahera w
n3BjeluTaBarba Koju he ce nspahmeat Kako je HaBeAeHO y anjeny VHCTUTYLMOHANHO
okpyxere. OBo he omoryhuth jacaH npernes TPeHYTHOr CTarba y Norneay posHe
PaBHOMPABHOCTM YOMLWITE, ajiu W pesieBaHTHOr 3a npouece 3anolu/baBakba WU
pa3Boja Kapujepe 3anoc/ieHnx. TakaB CUMCTEM MPUKyM/barba Nojataka MocayXuno
6bv Kao OCHOBa 3a CBa Jasba Npwuiarohasarba M AOTjeprBarba NOJUTUKE POAHE
PaBHOMPABHOCTU Yy HapeAHWM roAvHama. Haja/be, Kako je aHanMsa rnokasana,
MOCTOjM HeYypPaBHOTEXEHA 3aCTyM/bEHOCT MOA0BA Y PA3INYNTM O0baacTuma CTyanja
Kako y moraeay CTyAeHaTa Tako W y Moraesdy akajemckor ocobswa. YHWBJ/1 he
YyCMjEPUTU MaxHy Ha MPOMOBMCaHbe HeOBOJ/bHO 3aCTyMN/bEHOTN MNOAA Y Pa3INYNTUM
Hay4YHUM AncumnanHama (Hnp. xene y CTEM-y nan mywkapum y AXH-y) noyesum
O/, HMBOA OCHOBHWX CTyAMja Ma Hajasbe, Tako WTO he yK/byuuTu CTyAEHTE KOjU Cy
HeLOBOJ/bHO 3aCTyM/beHOr Nosa y oApeheHnM HayyHuMm aucumnavHama ga oyay
NpUMjepy y akTMBHOCTMMA MU3aaraka 1 KoMyHukaumje YHNB/-a.

‘ Pasnorexa HB\I(T‘"]‘V MOCJOBHOT I TTPUBATHOT ANBOTA 11 OpranmsanimmoHa KyJarypa

PoaHa peBu3mja nokasyje Aa paBHOTeXy u3Mehy mocna v MpUBaTHOM XXWMBOTA
NOCTaje TeLKO OApXaTh, NocebHO 3a 3anocneHe Ha pykosoaehuM nosuumjama u
no3vumMjama Ha KojuMa ce AOHOCe OAJlyKe M 3a OHe Ca POAMTE/bCKMM (MOCeBHO
MajumHCKMM) obaBe3ama. OBO je y 13BjecHOj Mjepu 360r nosehaHor obrma nocna,
6e3 foZaTHWX Mjepa MNOApLUKe Of CTpaHe uHcTuTyumje. LUtasuwe, purnaHoct
cMcTemMa Koja cnpedaBa GAeKCMBUMAHOCT y CMWUCAY MPUBPEMEHOT aHraXxoBaha
oarosapajyhe 3amjeHe kaja Cy OHa WAW OH Ha MOPOAW/BCKOM/POANTE/BCKOM
oacyctBy nosehaBa, 4ecTo He BUA/bMBE 0AMaX, Cykobe Ha HUBOY KaTeape/dakynteTa.
MNpema TOoMe, nocToju noTpeba 3a MpoHanaxerem oaroBapajyher pjellerba 3a
nuTare oaroBapajyhe 3amjeHe 3a BpujeMe Tpajakba MOPOAN/BCKOT/POAUTE/CKOT
OACYCTBa, a Aia Ce NpW TOM He Yrpo3K Noioxaj Te ocobe Ha pakyaTeTy/yHUBEP3UTETY.
PjelaBarbe OBOr NTakba 3axXTujeBa LUMPY aKTUBHOCT Ha HUBOY YHUBEP3UTETA, KOjJOM
Ou ce aHraxkxoBaan v Kpeatopu MNOANTUKE, N HE MOXe BUTK AMO AKLMOHOT niaHa
3a pOZHY PaBHOMPABHOCT Kao TakBOT, jep NOApa3yMunjeBa 1 pasBoj cBeobyxsaTHUje
cTpateruvje pasBoja JbyACKUX pecypca.

[lasbe, KO 3an0oCNeHMX XEHCKOT POZa KOje KOPUCTe MOPOANIBCKO 0ACYCTBO MOCTOjM
nosehaH NpuTUCaK y BUAY CTBaparba KpuBHMLLE 360T OACYCTBOBaHa Ca NOCAa jeAHy
roanHy nav suwe. OBO je Ao HedbopMasHe aTMOChEpE KOja Ce CTBapa Ha NMojeANHMM
dakynTeTMMa 1 KaTeZpama, anu npeacTaB/ba W yrpaheHy opraHn3aumnoHy KyaTypy.
[Jakne, T0 61 Tpebano UCNPaBUTK KPO3 eLyKaTMBHE Cecuje yCMjepeHe Ha NuTarba
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Gender balance in leadership and decision-making @

The analysis of both the quantitative and qualitative data showed that there is still
a lot of work ahead at UNIBL in terms of enabling the gender balance in leadership
and decision-making bodies. The main reasons underlying such situation can be
attributed to a combination of factors starting from the environment in which the
positions in leadership and decision-making bodies are traditionally observed as
a realm of men to lack of support for women at such position to maintain their
work-life balance. Thus, the main action towards enabling the gender balance in
leadership and decision-making bodies and structures within the UNIBL will be
oriented towards encouraging women to strive for leadership positions by means
of creating a supportive environment. Furthermore, organizing a set of educational
programs and workshops relevant for building up the self-awareness and empower
women for pursuing the leadership positions, as well as building up a community
of practice by inviting women in such positions to share their experiences and
empower others.

Gender equality in recruitment and career progression @

As indicated in the analysis of quantitative data, there is no systemic collection and
monitoring of gender-segregated data on a general level, as well as on the level of the
recruitment starting from applications to career progression. In the following period,
the UNIBL will invest in developing a data collection including the recruitment data,
as part of the monitoring and reporting system to be developed as indicated under
the Institutional setting. This will enable a the clear overview of the current state of
affairs in terms of gender equality in general, but also relevant for the recruitment
processes and career paths of the employees. Such a data collection system would
serve as a basis for any further adjustments and refinements of the gender equality
policy in the years to come. Furthermore, as the analysis has shown, there is an
unbalanced gender representation in different fields of studies both in terms of
the students and in terms of the academic staff. The UNIBL will focus the attention
on promoting the underrepresented gender in different scientific disciplines (e.g.
women in STEM, or men in SSH) starting from the bachelor studies level onwards
by means including the students who are of underrepresented gender in particular
scientific disciplines to act as role models in UNIBL outreach and communication
activities.

Work-life balance and organisational culture @

The gender audit shows that work-life balance is becoming hard to maintain,
particularly for employees at leadership and decision-making positions and for
those with parental (particularly maternal) obligations. This is to certain extent due
to the increased workload, without additional support measures provided by the
institution. Furthermore, the rigidity of the system preventing the flexibility in terms
of temporary engagement of suitable replacement when s/he is on maternity/
paternity leave increases, often notimmediately visible, conflicts at the departmental/
faculty level. Thus, there is a need for finding a proper solution to the question of
suitable replacement for the duration of one's maternity/paternity leave, without
at the same time endangering one's position at the faculty/university. Resolving
this issue calls for a wider action at the University level, that would engage also the
policy makers, and cannot be part of the Gender Equality Plan as such, as it means
also the development of a more comprehensive human resources strategy.

Furthermore, for female employees who take maternity leave there is an increased
pressure in form of the production of guilt for being absent from work for one year
or more. This is part of the informal atmosphere produced within certain faculties
and departments, but it also represents embedded organisational culture. Thus, it
should be remedied through educational sessions focusing on work-life balance
issues, workshops related to ensuring the support among the colleagues instead
of production of guilt, sensitising and raising awareness on gender-relevant issues
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paBHoOTEXe n3Mehy NOCIOBHOT 1 MPUBATHOT XNBOTA, PAAVOHMLLE KOje Ce OLHOCE Ha
npy>arbe nogpLuke Mehy konerama ymjecto cTBapara KpUBULE, CEH3MbUAN3Mparse
W NoAM3arbe CBUjeCT! O POAHO PeNeBaHTHUM NUTarbMa YyCMjepeHNM Ka MPOMjeHM
noctojehe opraHu3auumoHe kynType. lopea Tora, Aasba NMOAPLUKA 3anoC/ieHVMa
MajkaMa buhe ycmjepeHa Ha M3Hanaxere pjellerba 3a oMoryhaBarbe ajekBaTHUX
NoKauMja 3a Aojerse (kaga NocToju Takea notpeba), kao 1 oMoryhaeare MoryhHOCTU
yyBarba AjeLie/aHeBHOr 6opaska y YHWBJ/. OBo apyro je Beh obyxBaheHo
nnaHosnuma YHWBJT 3a ycnoctas/barbe [1pesLlkonckor eaykatmBHOr LieHTpa ca
yk/byyeHuM BpTvhem koju he ce Hanasntn y YHMBEP3UTETCKOM rpagy.

® Inrerpucaibe posiie anvensije y neTpaxiBadke 1 Hactapie cajpkaje

Y aHanu3n ctarba poAHe paBHOMpaBHOCTM ObaB/beHO) 2021. roanHe HeaocCTajy
nojaLm 1 nHGopmaLmje 0 acnekTy POAHE AMMEH3M]E Y UCTPAXMBAYKNM U HACTaBHUM
cagpxajuma. Tako he YHWB/y neproay 2022-2026. ycnocTaBUTV MHCTUTYLIMOHANHM
cncTeM aHanmse v npahera PoAHE AMMEH3MjEe Yy UCTPaXKMBAYKMM M HACTaBHWUM
cagpxajuma. [pBa aHanm3a TPEHYTHOT CTarba Kaja je y NuTarby NHTerpucare posHe
AMNMEH3Mje y NCTPaXmBauke 1 HacTaBHe caapxaje buhe 3aBplueHa 2022. rognHe y
LUn/by Ja/ber pa3Boja W MpyXara MexaHW3ama MoApluke y Tom norneay. HakoH
TOra CAnjemn KOHTUHYMpaHo npaherse oBor acnekta 1 yHanpehere MexaHnsama
NOApPLUKE.

o Mjepe nporus pojno sactosanor nacizba yk/byuyjyhi cexeyaiio ysinemmpasaibe

Nako je YHWBJ1 yceojuo CmjepHuULEe 3a NpeBeEHUMjy CEeKCyaJHOT U POAHO
3aCHOBaHOI y3HeMupaBaha, 300r naHzemwuje m3asBaHe Bupycom KOBW/, 19,
YyCMMO je OpraHmM3oBaTM CaMO HeKOAMKO gorahaja nocBeheHux cTyaeHTMMa U
3anoc/ieHMa Ha KojuMa KX je npomoBucao. [lakne, BehrHa 3anocaeHnx n cTyeHata
jOLW yBUMjeK HMje CBjeCHa HMXOBOT NOCTOjakba. MoTpebHO je yNoXuTK gasbe Hanope y
npomosucare CMmjepHMLIA 1 yNOo3HaBare CBUX 3aNOC/IEHNX 1 CTyAeHaTa ca HhUMa.
PaanoHuMLe O NpeBeHLMjKN CeKCyalHOr U POAHO 3aCHOBAHOr Y3HeMMpaBaha, Te
porahaju 3a npomoBucare CMjepHULa Cy jeaHa o byayhux aktueHocTu YHNB/1-a
Ha OTK/arbarby HaBeAeHOr HeJocTaTka. YNopeao ca pasuoHuLaMa 1 npoMoLIMjoM
CmjepHuua, YHWB/T he wnspahvBatn eaykatMBHe maTepwjane v nporpame 3a
NoAM3arbe CBMjeCTU O CEKCUCTUYKOM je3nKy 1 roBOpPY MpPXKHe 1 60pby NpOTUB HKX.

C 0631pPOM Ha TO 1@ HM CaBjJETHWK HW HeroB/HEeH CapaLHVK HEMajy OCHOBHY ObBYKY 3a
npumjeHy CmjepHuMLa, NOTPebHO je Aasbe NOCTynaTH 3a AoAaTHe MmoryhHocTn obyke.
cToBpemeHO, XpTBamMa CekcyasHOr M POAHO 3aCHOBAHOT y3Hemumpasarba Tpeba
MNOHYANTW Aasby MOAPLUKY Y BUAY Tepanujcknux cecuja ca 0byYeHWM MCUXONO0rOM.
LLTaBnwe, npoujeryjeMo aa he 6UTK BULIE CyyajeBa NpujaB/brBakba CEKCyaNHOr
W POAHO 3aCHOBAHOr y3HEMMVpaBarba HAKOH paAuoHuLa 1 aorahaja npomouuje
CwmjepHuua, y3 nosehaHy CBMjecT 3anocneHnx n ctyaeHata. Ctora 61 610 KOpUCHO
yCMOCTaBUTU MHTepHy 6a3y nojaTaka 3a npahere ciyyajeBa M MOYMHMANALA Ca
NponNMcaHnM Mjepama Kako 61 ce MOrno NpaTUTK eBeHTYalHO MOHaB/barbe TakBOr
MOHallaka Of, CTpaHe WCTOr nouMHMoua (y CaydvajeBuMa Kaja Huje noHujeTa
KpvBWYHa npujasa).
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directed towards changing the current organisational culture. Additionally, further
support to employees who are mothers will be directed towards finding solutions for
enabling the adequate locations for breastfeeding (when there is such a need), as
well as enabling options for child-care / day-care at the UNIBL. The latter is already
included in the UNIBL plans for setting up the Educational centre for pre-school
care with kindergarten included which will be located at the University Campus.

Integration of the gender dimension into research and teaching content @

The gender audit performed in 2021 lacks the data and information on the aspect of
gender dimension in research and teaching content. Thus, in the period 2022-2026
UNIBL will set up the institutional system of analysing and monitoring the gender
dimension in research and teaching content. First analysis of the current state of
affairs when it comes to the integration of the gender dimension into research and
teaching content will be completed in 2022 in order to further develop and provide
support mechanisms in this regard. After that, there will be continuous monitoring
of this aspect and improvement of the support mechanisms.

Measures against gender-based violence including sexual harassment @

Although UNIBL has adopted the Guidelines for the Prevention of Sexual and
Gender-Based Harassment, due to COVID-19 pandemic, it has managed to organize
but a few events dedicated to students and employees promoting them. Thus, the
majority of employees and student population are still unaware of their existence.
Further efforts should be invested in promoting the guidelines and introducing
them to all employees and students. Workshops on the prevention of sexual and
gender-based harassment, and events for promotion of guidelines are one of the
future activities of UNIBL to remedy for the mentioned deficiency. Along with the
workshops and guidelines promotion, UNIBL will develop educational materials
and programmes for raising awareness on, and combat, sexist language and hate
speech.

Giventhat neitherthe advisor nor his/her assistant have basic training inimplementing
the guidelines, further actions require for the additional training opportunities.
At the same time, victims of the sexual and gender-based harassment should be
offered further support in form of therapeutic sessions with trained psychologist.
Furthermore, we estimate that there will be more cases of reported sexual and
gender-based harassment following the workshops and guidelines promotion
events, along with the increased awareness of employees and students. Thus, it would
be beneficial to set up an internal monitoring database of cases and perpetrators
with measures prescribed in order to be able to follow up and monitor for potential
repetition of such behaviour by the same perpetrator (in cases where there were no
criminal charges pressed against).
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llepenexkTuBa

Cenat YHWBJ1-a ycBOjMO je AKLUMOHM NaH 3a POAHY PaBHOMPAaBHOCT YHMBEP3UTETa
y bar0oj Jlyum 3a nepuog 2022-2026. roamHe (Bep3uja 1.0, geuembap 2021. roanHe)
n PogHy paBHOMPaBHOCT YHMBep3uTeTa y banoj /lyumn: AHanmnsa ctama y3 AKLMOHM
NNaH 3a POZHY PaBHOMPAaBHOCT YHuBep3uTeTa y bamoj /lyum 3a nepuog 2022-
2026. roamHe (Bep3uja 1.0, aeuembap 2021. roanHe) Ha CBOjOj PeAOBHO] CjefHNLM
oapxaHoj 23. peuembpa 2021. roamHe. loavwrbe npaherbe UMMNNEMEHTaLM]e
npeasrheHVx Mmjepa, y3 npujeasore 3a pesunsuje U nobosbluarba, NpeacTaBbahe
OCHOBY 3a ABoroguwree axypupawe AlNPP-a Ha YHWBJ/l-y. [letasbHa aHann3a
posHe paBHoMNpaBHOCTM Ha YHWBJ/1-y 6uhe obaebeHa TokoM 2026. roavHe, y3
aHannsy npumjeHe AMPP-a Ha YHWB/1-y 3a nepuog 2022-2026. roanHe. OBo he
NPY>XUTKN OCHOBY 3a n3paay AlPP-a Ha YHWBJT-y 3a nepuoga 2027-2031. roanHe.

Hopann

. M,()L[ElTElK I: Kpanrurarusna KOHTpPOJHA JUCTA

CaxeTak OCHOBHWX nHAMKaTopa 3a 2019/2020 Al npukyrnsbeHux y mapty 2021:

MpocjeyHn cactaB ynpaB/bauykux

Hets ynpaBl'ba‘-lKM oprahuu opraHa v Tujena 3a AOHoLwewe
K/bYYHA OBJIACT 1 AOHOCHOLLM OpYKa = ! - 262 73.8

YnpaB/bauyku OpraHu, K/byyHu

oanyka

aKTepu 1 AOHOCUOLM 0A/1YKa
1.2. CrpykType 3a pogHy ' CTpyKType 33 poaHy fa
PaBHONPABHOCT HA MHCTUTYLUjU .
PaBHONPABHOCT HA UHCTUTYLUjU
Bpoj ctyaeHaTa OCHOBHMUX CTyAMja eI N wHapuuli)
61.9 38.1
K/bYYHA OE/IACT 2 2.1. Mopaum o cryaeHTUMa Bpoj cTyaeHaTa mactep cTyauja 59.4 40.6
3anow/baBatbe, HanpeaoBare y Bpoj cTyaeHaTa AOKTOPCKUX 6.2 138
Kapujepu 1 3agp)KaBatbe cTyamja ’ ’
2.2. N360p 1 3anowsbaBake Bpoj 3anocneHux ocoba 0.00 0.00
2.4. PopHO-3aCHOBaH ja3 y YKYNHU pOAHO 3aCHOBAHM ja3 y 0
npuxoauma npuxoauma
! | _Kene (H) | Mywkapuy (H)
3.1. NMopaum o HeroBaTe/bCKUM Bpoj ocoba ca teroBaTe/bCKUM
K/bYYHA OB/IACT 3 obaBe3ama akaaemcKor ocobsba obaBe3sama 0 0

MHTerpauma Nnoc/s0BHOT U ) Bbpoj ocoba Koje Kopucre
3.2. MonutuKe 3a UHTErpauujy )’
NPUBaTHOr XXUBOTA MHCTMTYUMUOHANHE Mjepe 3a
NOC/NOBHOr U NPUBATHOT XUBOTA Ha 9 0
PaBHOTEXY NOC/I0BHOI U

WHCTUTYLIUjK
NPUBATHOT }KMBOTA

[ _Kewe (H) | Mywkapun (H)

K/bYYHA OBJIACT 4 PesoBHM npodecop/Ka 67 109

UcTpakmMBaum U UCTPaAXKMBAUYKKU BaHpeaHu npodecop/Ka % 112

paa: pogHa pasHonpaBHoOCT mehy 4.1. NMopaaum o akaaeMCKoM U
o3 64
MCTpa)KMBal-IMMa n pOAHa UCTPaXKMBa4YkKom OCOGI'by

nepcneKkTusea y UCTPaXKMBAYKOM AcUCTeHT/Kurba, Buwm
paay acUCTeHT/Kumba, 147 110
WUctpaxusau/uua capagHuk/mua

[etasbaH Npernes Npukyr/beHNx Nojataka je A0CTyrnaH Ha ynuT nytem: gender@unibl.org.
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Outlook

The Senate of the UNIBL has adopted the Gender Equality Plan at the University
of Banja Luka 2022-2026 (version 1.0, December 2021) and the Gender Equality at
the University of Banja Luka: Analysis accompanying the Gender Equality Plan at
the University of Banja Luka 2022-2026 (version 1.0, December 2021) at its regular
session held on 23 December 2021. The annual monitoring of the implementation of
the envisaged measures, followed by suggestions for revisions and improvements
will form a basis for the bi-annual GEP at UNIBL updates. Detailed analysis of gender
equality at the UNIBL will be performed during 2026, along with the analysis of the
implementation of the GEP at UNIBL 2022-2026. This will provide a basis for

Annexes

Annex I: Quantitative checklist @

Summary of main indicators collected for 2019/2020 AY in March 2021:

Average composition of

1.1. Governing and decision-

KEY AREA 1 : . governing and decision-
) making bodies X . 26.2 73.8
The governance bodies, key making bodies
actors and decision-makers
1.2. Gender equality structures in | Gender equality structures in .
the institution the institution

Men (%
N. of undergraduate students o( )

KEY AREA 2 2.1. Student data
: 59.4 40.6
Recugtment,career . 562 438
progression and retention 0.00 0.00
0

3.1. Data on Caring- N. of people with caring | Women (N) ] Men (N) |
KEY AREA 3 responsabilities of the RPO's responsibilities 0 0

Work and personal life 3.2. Work and personal life N. of people using w-L
integration integration policies in the balance measures in the 9 0
institution institution

Grade A- Full professor m m
67 109
GRADE B- Associate professor 90 112
KEY AREA 4
Researchers and Research: .
. 4.1. Academic and research staff | GRADE C- Assistant professor 93 64
gender equality among
researchers and gender
perspective/sex in research Teaching Assistant / Senior
Teaching Assistant / Research 147 110

fellow

Detailed overview of the collected data is available upon request at gender@unibl.org.
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@ . losarak 2: Bojia 3a unrepsjye

OnwTtn noaauw:

[Mon

[OAMHE CTapOCTW y TPEHYTKY MHTEPBjyMCarba

BpauHu cTatyc u ajeua (6poj 1 y3pacr)

TpeHyTHa no3uvumja

Oa Kaza je 3anocneH/a Ha Toj No3numjL / AW O4 Kaja je m3abpaH/a y To
3Barbe (ako je akageMcko 0cobJbe)

Op Kaja je 3anocneH/a Ha YHUBepP3UTeTy / UM Of Kaja je noyeo/na pagntum
My KOM aKkaZleMCKOM 3Batby (ako je akafeMcko 0cobsbe)

YBOAHO NuUTame:

Peunte MM Kako CTe AOLWM Ha Cafallmby no3unumjy? Kako bucte onvcanm Taj
KapujepHu nyT?

NHCTUTYLMOHANHO OKpYy>KeHse:

Kako Bu Buaute Bawy cayxby/ cTyanjckm nporpam / Gakyntet y cmucay
BE/IMYMHE U AMBep3uTeTa (POAHOT, CTAPOCHOT UTA)?

Kako je paanTu yHyTap Balle cnyxbe/cTyamjckor nporpama/dakyntera?

[a nv cte Ha pykoBoaehoj no3numjn nam ce 6unm Hekag? Aa av suante cebe
Kao pykoBOAMTe/bKYy/Moua Hekag y byayhHoctn? lNojacHute pasnore.

(ako je MpozekaHuUa OHAA NMpPoAybuUTK ca MUTarbeM O POAHOM acnekTy, Tj. Ha

KOJW HaUMH YMHbEeHNLA Aa je XXKeHa OTeXaBa WUAW ONakllaBa paj).

Kako BW BUANTE OAHOC YHYTap MHCTUTYLIM]E Kaja je Y NnTakby poZHa nogjena?
[a nv noctoju npepybjehere nociogasla Aa Heke nociose 0baB/bajy
NCK/bYUMBO MYLLKAPLIM MW UCKIBYUMBO XeHe? LLTta mucaunte aa je pasnor?
[a nn cte ce Hekaga ocjehann AMCKPUMUMHUCAHO OZ CTpaHe nocnozasLia?
PykoBoauoua/HenocpeaHo HagpeheHor? PaaHux konera? 3awTo? Ha koju
HauVH CTe TO LOXMBJeNN 1N KakKo CTe TO pujelumnan (ako cre)?

LLTa 61 no BaweM MuLLbery BMA0 HEOMXOAHO YPaauTU Kako bu ce pagHo
OKpYy>Xerse 3a Bac N0b60osbLIano (y KOHTEKCTY POAHE paBHOMPABHOCTM)? W Ko
Tpeba aa byae nokpeTay Tora?

PaBHOTEXa M3Mehy MOCNIOBHOT 1 MPUBATHOT XXMBOTA:

MoxeTe 1 MU onuncaTh Balle obaBese 1 3aHNMaHa (xobuje) MMMo nocna?
Y KOjoj Mjepu 1 Ha KOj\ HaumnH Te obaBe3e M 3aHMMaHa YTUYYy Ha Balll paj?
YKONIMKO CTe KOPUCTUAM POAUTE/BCKO OACYCTBO, Aa /NN CTe Ce MPUANKOM
npunpeme 3a o4/1a3ak Ha NMOPOAMIbCKO MM MO MOBPATKYy C UCTOT CyOunan
C HekuM npobaemmma Ha nocay? Kojum? Kako je pykoBoamnalL, pearoBao Ha
TO?

[da v cre umanm npuanky 3a AOAATHO YycaBpllaBakbe MO MOBPaTKy Ca
NOPOANIBCKOT/POANTEBCKOr OACYCTBA? [la v je TO OpraHn3oBao nocaogasal?
[la nn cTte TOKOM MOPOAN/LCKOT/POAUTE/LCKOT OACYCTBA OCTANN Y KOHTAKTY C
nocnozasLemM/pasHuM Konerama? Ha unjy nHnumjatmey?

[la nv cTe y npoTekioM Neprnoay OACYCTBOBaNV C NOCaa 3601 HenpeasuheHnx
NOPOAVYHNX/poanTEBCKMX  ObaBe3a wan  bonectn gjeteta? Kako je
noCnozaBaL, uan pykosoamnay / AekaH pearoBao Ha T0? [la nv nocToju
pasymunjeBame? A Kako Cy Koaere pearobane?

Konunko je poante/bcko OACYCTBO UAW POAUTEBCTBO YTULLANO UAN YTUYE Ha
Bal paj 1 MoryhHOCTM HanpeAoBakba? 3aliTO M Ha KOjU HaumH?

HanpezoBarse y kapunjepu:

Ha KOju HauMH Ce Balla Kapujepa pa3Buia TOKOM Baller pada Ha dakyaTety/y
pekTopary?

[a nn cte manu npuanke 3a HanpeLoBare WK ycaBpllaBare? Kakse?

[a nv je nocnosasaL, 06e36bujeano Heke gogatHe obyke 3a Bac? Koje?



Annex 2: Interview guide @

General data:

Gender

Age

Marital status and children (number and age)

Current position / job

Since when a person is employed at that position / or when s/he has been
appointed (if academic staff)

Since when a person is employed at the University / or when s/he started
working and in which academic level (if academic staff)

Opening question:

Tell me how you got to your current position? How would you describe that
career path?

Institutional setting:

How do you perceive your office / department / faculty in terms of the size and
diversity (gender, age etc.)?

How would you describe working within your office / department / faculty?
Do you have or have you had a leadership position? Do you see yourself at the
leadership position in future? Please specify.

(if the person is a female vice-dean add questions relating to the gender
aspect, i.e. in which way the fact of being a female vice-dean makes her work
easier or harder).

How do you perceive relationship within the institution in terms of the gender?
Is there a prejudice from employer that some jobs are exclusively for men or
for women? What do you think might be the reason for such prejudice, if any?
Have you ever felt discriminated against by your employer, supervisor,
colleagues? Why? How did you feel and how did you resolve the situation (if
you have)?

In your opinion, what would be necessary action to improve the working
environment (in the gender equality context)? Who should be the main driver?

Work-life balance:

Can you describe your commitments and interests (hobbies) apart from work?
In what level and manner are these affecting your work?

In case you have used maternity / paternity leave, have you encountered
particular problems at work during the preparations for the leave or upon
return? Can you describe? How did your employer react?

Have you had the opportunity for additional professional training upon return
from your maternity / paternity leave? Was it organised by your employer?
Have you been in contact with the employer / colleagues from work during
your maternity / paternity leave? Who initiated that?

Have you been absent from work in the past period due to unforeseen family
/ parenting duties or child’s illness? How did the employer or your manager /
dean reacted to that? Was there an understanding of the situation? How did
your colleagues reacted?

Canyoudescribetowhatextenthasthe maternity / paternity leave or parenthood
impacted or affects your work and career progression opportunities? Why and
in which way?

Career advancement:

How has your career evolved during your work at the faculty / in the Rectorate?
Have you had the opportunities for advancement and training? Which?

Did the employer enable additional training for you? Which?

Do you feel that your work has been supported and recognized by your
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e KakBaje Balla nepLenumjay Kojoj Mjepu 1 Ha KOjJU HaUMH je Balll paz NoAP>XKaH
W MpPeno3HaT/BpeAHOBaH Of CTpaHe AMPeKTHO HaapeheHmx/nocnoaasLa?

e [la i MOX/Ja MOCTOje HeKN CErMEHTU Y KOJUM cMaTparte Aa HUCTE NMOAP>KaHM
A0BO/BHO? Koju? W Ha koju HaumH cmaTtpaTte 1 Ko 6u Tpebao Aa Bac Noap>Kmn?

PoaHu acnexT:

e [lpemMa BalleM MWLLBbERY, Aa U je YurbeHMLa Aa CTe MyluKapau/>eHa
yTMLLAN0 Ha Ballle UCKYCTBO Paka, NJ1aHOBE 3a HanpejoBame y kapujepn? Ha
KOJW HaunH?

[a nn Ta ymrbeHnua (MyLlwkapaL/>keHa) yTruye Ha Balle TPeHYTHO MCKCYTBO
paga? Ha koju HauunH (Npumjep)?

[a nn Ta uvmbeHuua (Mylikapal/>keHa) yTude MoxXe Aa yTrude Ha Balle
byayhe HanpezaoBare y Kapujepn? Ha Koju HaumH (Mpumjep)?

[a nv Taj pOAHWM acrekT reHepasiHO yTuYe Ha HarnpeAoBarbe Yy Kapujepu Ha
YHuBep3uTeTy/y Baloj cayxbu / cTtyamjckom nporpamy / dakyntety? Kako?
[a nn cte npumujeTMan Heke pasnvike (1 koje) nmehy kapujepHor nyta
XeHa 1 MyLuKapalla y Bawoj cnyxbu/dakynterty?

3aBpLIHO NUTame

e [la 1 “maTe HewTo WTO BUCTe XTjenn Aa AozaTe, a Aa HUCMO MPETXOAHO
aspecupann?

@ . losarak 3: Gopuynap sa undopmucann nprueranax

bpoj ncnutaHunka/ve:

NHdopmaumjckm anct n ¢opma 3a NpmMcTaHak 3a yuecTBOBakbe Y NCTPaXMBaHby

Onuc nctpaxuvBatrba:
MNowToBaHwW/a,

Kao unanue Tuma Pektopata YHuBep3uTteta y barboj /lyum (Hagame: YHBep3nuTer)
Ha n3paan AKLMOHOT MaaHa 3a POAHY PaBHOMPABHOCT YHMBep3uTeTa, My, AHhena
Menunh n AparaHa PagynoBuh, TpeHYTHO CMPOBOAMMO MCTPaxuBarbe Koje he Ham
KOPUCTUTM Kao MOAa3Ha OCHOBa 3a WAEHTUOMKALM]y TPEHYTHOr CTarba POAHEe
PaBHOMPABHOCTN Ha YHMBEP3NTETY.

LIn/b nctpaxmBarba jecte fa ce UCTpaxu nepLenuyja 3anocieHnx Ha YHuBep3nTety
O CTakby POAHE PaBHOMPABHOCTY Y PA3NNUUTUM NOjaBHUM CETMEHTMMA, YK/byuyjyhn
W CUCTEMCKE 1 KYATypoaoLke obpacLie Koju ce MojaBsbyjy YHyTap CBakOAHEBHMLE
paja Ha YHuBep3nUTeTy.

NcTtpaxnBarbe obyxBaTa WHTEpBjye Ca 3anocieHVM  npojekaHvMa/vuama,
cekpeTapvma/kama, Te HacTaBHWUMMa/uama W capagHuumma/uama ca  CBUX
OpraHn3aLMoHNX jearHuLa YHUBEep3nTeTa, Kao M aAMUHNCTPATMBHUX PasHuLE W
pasHuka y PekTopaTy YHuBep3uTeTa. Pesyntatn nctpaxusara he 61t objaB/beHm
Kao AMO onuca MAEHTUGUKOBAHOT MOYETHOr CTarba YHYTap AOKyMeHTa AKLUMOHM
MAaH 3a POAHY PaBHOMPaBHOCT YHuBep3uTeTa y baroj Jlyun, 3a koju je npeasuheHo
ycBajartbe 20 Kkpaja 2021. roamHe, Te objaB/bMBarbe jaBHO Ha Beb CTpaHWLM
YHvBep3uTeTa. Takohe, pe3yntatv UCTpaxuBarba WM aHOHVMMU3OBAHW W3BOAM W3
nHTepBjya buhe 06jaB/beHN Kao AMO HAYUYHOT pasa Yy HEKOM OJ Hay4HKX Yaconmca.

Bawe yuewhe y nctpaxwuBamby je becnnaTtHO U MOXeTe OTkasaTh cBoje ydelwhe y
MCTPaxuBarby y CBakOM TPeHYTKYy 6e3 noc/beamLa 1 caHkLmja.
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management / employer and how?
e Are there any aspects in which you think you are insufficiently supported?
Which ones? How and who should support you?

Gender perspective:

e In your view, did gender affect your experience of working, or career
advancement plans? How?
Does it affect your current experience of working? Please describe how.
Does it affect your future career advancement? Please describe how.
Does it affect in general on career advancement at the University / in your
office / department / faculty? If yes, how?

e Have you observed any differences between the career paths of women and
men in your department / faculty?

Closing question:

e Are there any additional comments you would like to make? Something
we have not addressed thus far?

\nnex 3: Informed consent form @
Number of interviewee:
Information and consent form for participation in research

Research description:
Dear,

We, Andjela Pepic and Dragana Radulovic, as members of the team within the
Rectorate of the University of Banja Luka (hereinafter: the University) working on
the Gender Equality Plan at the University, are conducting research that will serve
as a basis for identification of the current state of gender equality at the University.

The aim of this research is to investigate the perception of employees at the
University about the gender equality in various segments, including the systemic
and cultural patterns emerging within everyday work at the University.

The research covers interviews with employees who are vice-deans, secretaries, as
well as teachers and associates at all organisational units at the University, as well
as administrative staff at the Rectorate of the University. The research results will be
published as part of the analysis of the current state within the Gender Equality Plan
at the University of Banja Luka, which will be adopted by end of 2021 and publicly
available at the website of the University. The research results and anonymized
quotes from the interview will be published as part of the scientifc paper to be
published in scientific journals.

Your participation in research is free of charge and you can cancel your participation
in research at any moment without any consequences or sanctions.

As participant in research, you have the right to choose to stay anonymous,
without additional information being preserved or published that might uncover
your identity by third party. In all cases, all written notes will be placed in a secure
(password protected and coded) internet server within 24 hours, before they are
destroyed. No audio or video recording will be made/archived/used without your



Kao yuecHuk/ua y nctTpaxuBarby, MMaTe NpaBo Ha M300p Aa OCTaHeTe aHOHUMHMU,
6e3 gofatHnx nHpopmaumja koje he butn cavyBaHe nan objas/beHe, a kojuma bu
Heko Morao Aa Bac naeHtuoukyje. Y cBUM CaydajeBrMa, CBE NMUCMeHe 3abusbellke
he 6UTK nNocTaB/beHe Ha curypaH (3awTnheH NO3MHKOM U KOAMPAH) MHTEPHETCKM
cepBep y poky o4 24 yaca, nNpuvje Hero wTo byay yHuTeHe. Ayamo 3anucn Hehe
6UTN HanpaB/beHW/NoXparbeHn/kopuiuTeHn 6e3 Bawer npucraHka. CBu cHumum he
Takohe 6UTM NOCTaB/bEHM Ha CUrypaH (3alTheH NO3NHKOM M KOAMPaH) MHTEPHETCKM
cepBep y poky o4 24 yaca npwuje Hero WTo 6yay m3bpucaHn. AHOHMMMU3OBaHM
TPaHCKPUNTU MHTEPBjya brhe NnoxpareHn y peno3ntopuj NCTPaXKMBaYKMX NogaTtaka
(ApxvB nozataka y obnactn apywteeHumx Hayka — JACC buX) kako 6u moram 6mutn
Aa/be KOPULLUTEHW 3@ HAaYUYHO-UCTPAXKMBAUKM Pas.

Takohe, y cBaKOM MOMEHTY MOXeTe TPaxuTh 3a 10 Koje NozaTke Koje CTe Ham
ycTynuan Aa He 6yay KOpPULLTEHM y OBOM UCTpaxkuBakby. Kako bucte 1o ypaamau,
MoAMMO Bac aa mowasbeTte enekTpoHCKy mowTy Ha: andjela.pepic@unibl.org u
dragana.radulovic@unibl.org ca pujeunma ,Bue He Xenum Aa Moju nogauu
Byny kopuvwTeHu 3a noTpebe OBOr ncTpaxunsama“, Te Baw 6poj yuecHuka/ue (13
ropwer anjena dopme 3a npucrtaHak 3a ydewhe y nctpaxuarby) 1 Bawe nme nam
MHULMjane.

YKONVKO MMaTe AoZaTHa NuTarba y 6e3m UcTpaxmearba MOXeTe Me KOHTaKTUpaTH
AnpekTHo nyTem andjela.pepic@unibl.org n dragana.radulovic@unibl.org.

MNpucraHak:

1) Tpountao/na cam MNPETXOAHN OMUC WUCTPaxmBarba U pPasyMujem CBPXY
UCTpaxuvBarba.

2) Moje yyelwhe y 0BOM UCTpaxkMBatby je Ha LOOPOBO/bHOj OCHOBUW. Pasymujem
Aa Hehy 6uTtn naaheH/a 3a Moje yyewhe v ga mory nosyhu coje yuewhe y
CBaKOM TpeHyTKy 6e3 goaaTHor naaharba/caHkuuje.

3) Pasymujem aa nctpaxuvsaum Hehe 06jaButn B0 Koje nHdopmaumje koje tu
MOrne Aa OTKpujy MOj NAeHTUTET 1 Aa he moje nHdopmaumje bUTn CUrypHo
noxparbeHe.

4) Tlpountao/na cam v pasymmo/na cam nojawmere. CBa MOja nNuTama cy
OArOBOpPEHa Ha 3a40BOsbaBajyhn HaumH 1 AOBPOBO/BHO MpUCTajeM Ja
y4ecTByjeM Y OBOM UCTPaxXunBatby.

5) Konuja oBe dopme 3a npucTaHak My je aaTta.

Xennm ga octaHeEM aHOHMMaH/Ha: |:|

Vime n npesnme:

Hartym:
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consent. All recordings will also be uploaded to a secure (password protected
and coded) internet server within 24 hours before they are deleted. Anonymized
interview transcripts will be stored into the research data repository (Data Archive
in Social Sciences — DASS BiH) to be made available for further scientific-research.

Likewise, at any moment you are free to request from us not to use any data you
provided to us during this research. In order to do so, please send us an e-mail
at: andjela.pepic@unibl.org v dragana.radulovic@unibl.org with the following
sentence ,| no longer allow that my data are being used for the purpose of this
study/research” with your participant number (from the upper part of this consent
form) and your name or initials.

In case you have additional questions about our research, you can contact us directly
through andjela.pepic@unibl.org and dragana.radulovic@unibl.org.

Consent:

1) 1 have read the preceding research description and | understand the purpose
of the research.

2) My participation in this research is on a voluntary basis. | understand that | will
now be paid for my participation and that | can withdraw my participation at
any moment without additional payment/sanction.

3) lunderstand that researchers will not publish any information that might reveal
my identity and that my information will be safely archived.

4) 1 have read and understood the explanation. All my questions have been
answered in a satisfactory manner and | voluntarily agree to take part in this
research.

5) A copy of this consent form has been provided to me.

| wish to stay anonymous: []

Name and Surname:

Date:
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‘ ,i(),l'dTllK A :))‘dK()II(),C[‘dBII][ M MHCTUTYHMOHAJTHIT OKBUP

Ap>kaBHU HUBO

Kasa ce pa3matpa 3aKOHOZABHM W MONUTUYKM OKBUP Ha AP>XaBHOM HUBOY, Tpeba
MMaTW y BWAY OrpaHWYeHa yCTaBHa W 3aKOHOZaBHa OBfalhersa HaANEXHMX
MMHWCTapCTaBa y 061acTv poLHe paBHOMPABHOCTY. [10CTOje Ba OCHOBHa Ap>KaBHa
3aKOHa Koja peryauily poAHy paBHOMPAaBHOCT U NMUTake Nona:

1. 3akoH o 3abpaHu duckpumuHayuje (,CnyxbeHn rnacHuk buX”, 6p. 59/09 n
66/16) — OBMM 3aKOHOM YCMOCTaB/ba Ce OKBMP 3a OCTBapMBarbe jefiHakuX rnpasa
n MoryhHoctn cBumM anumma y bocHn n Xepuerosunu u ypehyje cuctem sawtute
o4 AnckpuMnHaumje. OCMM TOra, OBUM 3aKOHOM Ce Aaly AeduHuuuvje, padre U
CaHKUMje 33 ANCKPUMMHALM]Y MO Pa3anyYnMTMM OCHOBaMa, YK/byuyjyhu 1 No OCHOBY
nosa. 3abpaHa AMCKPUMMHALIM]je MPUMjerbyje Ce Ha CBE jaBHe OpraHe, kao M Ha CBa
bur3nyka M NpaBHa AMLA, MY jaBHOM My MPUBATHOM CEKTOPY, Y CBUM 061aCTMa,
a HapoumnTO 3anocsierba, 0bpasoBamba, KyAType, 34PaBCTBa M COLMjanHe 3aluTuTe,
Meauje UTA. 3a CBe pashbe AVNCKPYMUHALMje MOCTOjM pasanka n3mehy HenocpeaHe
W nocpesHe AnckpumMuHaumje. Takohe nocToju jacHa pasnunka n3mehy noepese u
y3HeMupaBaHa, CEKCyanHOr y3HeMmpaBarba, MObuHra u cerperauuje. LleHTpanHa
WHCTUTYLIMja HaZeXHa 3a 3alTUTy o4 AMCKpuMMHaumje je OmbyacMaH 3a JbyAcka
npasa bocHe n XepuerosuHe.

2. 3akoH o pasHonpasHocmu nocsoea y bocHu u XepyezosuHu ("CnyxbeHu
rnacHuk buX’, 6p. 32/10) — oBMM 3akOHOM ce ypehyje, NpomMoBULLIE U LITUTU
PaBHOMPaBHOCT MOJIOBA, rapaHTyjy jeAHake MOryhHOCTM 1 paBHOMpPaBaH TpeTMaH
CBMX Nva 6e3 063mpa Ha NoJ, y jaBHOj U Y NpuBaTHOj chepu ApyLWTBa, Te ypehyje
3alTMTa 04, AMCKPUMMHALM]e Ha OCHOBY Nosa. PaBHOMPaBHOCT MONOBa rapaHTyje
ce y cBMM obnactvMa ApyLiTBa, yKbyyyjyhn ann He orpaHunyaBajyhm ce Ha obnactm
obpa3oBarba, €KOHOMMje, 3amolu/baBarba M paja, CouMjanHe W 34paBCTBEHE
3alT1Te, CNopTa, KyAType, jaBHOTr XXWBOTa M Meauja, 6e3 ob3vpa Ha BpayHo
MOPOAMYHO CTame. [AnckprMmHaumja Ha OCHOBY MoJia U CekcyasHe opujeHTauuje
je 3abparbeHa. 3akOHOM ce AePUHMLY PasanumTM 0baMLM AUCKPUMUHALM)E:
AMPEKTHA, UHAMPEKTHA, Y3HEMMPaBaHbe; CEKCYalHO Y3HEMMpPaBakbe; M NOACTULAHE
Ha AMCKPUMMHALM])y Ha OCHOBY MOJia M Ha POAHO 3aCHOBAHO HacW/be. Y 3akOoHy
Cy OB 061U ANCKPUMMHaUMje AedUHNCAHW Kao KPUBMYHA Jjesia 1 3aKOHOM ce
3abparbyje ANCKpUMMHaLUMja MO OCHOBY MOJA Y 3amol/baBakby, pady v MpUCTyny
CBMM obmLmMMa pecypca.

EHTUTETCKM HUBO — Penybaunka Cpncka

C 0631pOM Ha EHTUTETCKM HMBO, MOCTOjU HEKOAMKO MPaBHWUX AOKYMEHaTa KOjuMa
Ce peryauviy poAHa Nutarba, Kao HNp:

1. 3akoH o pady y Penybauyu Cpnckoj (,Cnyxb6eHun rnacHuk PC”, 6p. 1/16 n 66/18) —
OCHOBHM je 3aKOH KOjuM ce ypehyjy pagHu 04HOCK, NpaBa, 0baBe3e 1 04roBOPHOCTH
13 pagHor o4HoOCa M Apyra NuTama paja y Penybamum Cpnckoj. OB1M 3aKOHOM ce
M3pPNYMTO 3abparbyje CBaka BPCTa ANCKPUMUHALM]E, YKbYUYjyhin 1 AncKpruMmHaunjy
Ha POZHOj OCHOBM. 3aKOHOM ce npeaBuhajy yCnoBW 3a 3anolu/baBarbe U 1360p
KaHAnzaTa 3a obaBs/barbe oApeheHnx BpCTa MOC/NOBA; YCNOBM paja M CBa MpaBsa
M3 pagHor oAHocCa; obpas3oBarbe, 0byka M AMYHW Pa3Boj; HaNpeAak y Kapujepw; u
packuz yroBopa O pajy. 3aKkOHOM Ce U3pUUMTO 3abpatbyjey pasanke y naatama no
POZHOj OCHOBMW, raje oba nosa Mopajy MMaTh jeAHaky naaTy 3a jefHaK paj.

Y Tnasw VIl 3akoHa 0 pagy peryaviie ce nocebHa 3alTUTa XeHe U MaTepUHCTBA.
Hekonvko ynaHaka npegsuha nocebHe yCcaoBe 3a XXeHe, Kao HMp:

- [Mocnogasal, He MoOxe oABUTM Aa NPUMK Y PaZHU OAHOC XeHy 360r Tora
LITO je TPYAHa, HUTYK jOj MOXe OTKa3aTh yroBop O pajy 36or TpysHohe mam
360r Tora LWTO XeHa KOPUCTU NOPOAN/BCKO OACYCTBO;



Annex 41: Legislative and institutional framework
te)

State level

When considering the legislative and policy framework at the state level, one should
keep in mind the limited constitutional and legislative powers of relevant ministries
in the area of gender equality. There are two basic state laws that regulate gender
equality and gender issues:

1. Law on Prohibition of Discrimination ("Official Gazette of BiH", no. 59/09 and
66/16) — this Law establishes the framework for exercising the same rights and
opportunities for all persons in Bosnia and Herzegovina and regulates the system of
protection against discrimination. Beside this, this Law provides definitions, actions
and sanctions for discrimination on various grounds, including gender. Prohibition
of discrimination shall be applied to all public bodies, all natural and legal persons, in
public and private sectors, in all spheres, including employment, education, culture,
health care and social welfare, media, etc. For all actions of discrimination there is a
distinction between direct or indirect discrimination. There is also a clear distinction
between the violation and disturbing, sexual harassment, mobbing and segregation.
The central institution responsible for protection against discrimination is the Human
rights Ombudsman of Bosnia and Herzegovina.

2. Law on Gender Equality in Bosnia and Herzegovina ("Official Gazette of BiH",
no. 32/10) regulates, promotes and protects gender equality, guarantees equal
opportunities and equal treatment of all persons regardless of gender, in the public
and private spheres of society, and regulates protection against discrimination based
on gender. Gender equality is guaranteed in all areas of society, including, but not
limited to, education, economics, employment and labour, social and health care,
sports, culture, public life and the media, regardless of marital and family status.
Discrimination based on sex and sexual orientation is prohibited. The Law defines
various forms of discrimination: direct, indirect, harassment; sexual harassment; and
encouragement of discrimination and gender-based violence. The Law defines these
forms of discrimination as criminal acts, and prohibits gender-based discrimination
in employment, work and access to all kinds of resources.

Entity level — Republic of Srpska

Considering the entity level, there are several legislative documents that regulate
gender issues, such as:

1. Labour Law in Republic of Srpska (,Official Gazette of RS”, no. 1/16 and 66/18) — this
is the basic law that regulates labour relations, rights, obligations and responsibilities
from employment and other labour issues in the Republic of Srpska. This Law explicitly
prohibits any kind of discrimination, including gender-based discrimination. The law
provides conditions for employment and selection of candidates for conducting
certain types of work; working conditions and all the rights arising from employment;
education, training and personal development; career progress; and termination of
the labour contract. The Law strictly forbids differences in salary based on gender, by
stating that both genders must have equal pay for equal work.

Chapter VII in the Labour Law regulates protection specific of maternity. Several
articles provide special conditions for women, such as:

- an employer may not refuse to hire a woman because she is pregnant, nor
may terminate her employment contract because she is pregnant or because
the woman is on maternity leave;

- a woman during pregnancy and while breastfeeding may be temporarily
assigned to other jobs if it is in the interest of preserving her health or the
health of the child. If the employer is not able to provide the woman with
another job, the woman has the right to stay away from work, with salary

compensation;
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- KeHa 3a Bpujeme TpyaHohe M AOK AOjU AWjeTe MOXe BUTWU MPUBPEMEHO
pacnopeheHa Ha Apyre MocjoBe ako je TO Y MHTepecy OuvyBatba HEHOT
3/paB/ba WAKM 34paB/ba AjeTeTa. AKO nocnozasal, Huje y moryhHoctT aa
XeHn 0be3bujean pacrnopes Ha Apyrv Nocao, XeHa MMa NpaBo Ha OACYCTBO
C paja, y3 HakHaje nnate;

- KeHy 3a BpujeMe TpyaHohe W Majky JAjeTeTa AO TPV TOAMHE >XKMBOTA
NoCNoZaBaL, MOXe PacropeanTn Ha paj y APYro MjecTo paZa caMo Y3 HeH
npucTaHak.

- 3a Bpujeme TpyaHohe, mopohaja W Here gjeteta, XeHa MMa MpPaBO Ha
MOPOAM/BCKO OACYCTBO Y Tpajarby O4 rOANHY AaHa HenpekWAHO, a 3a 6ansaHue
M CBako Tpehe 1 HapeaHO AvjeTe y Tpajarby 04 18 Mjeceum HeENPEKUAHO;

- Ha OCHOBY 3axTjeBa XeHe W npenopyke osnawheHOr A4OKTOpa MeAuLMHE,
XeHa Moxe noyeTn ca kopuwhereM NOPOANIbCKOT OACYCTBA 28 AaHa npuje
AaHa nopohaja;

- poAuTesbu ajeteta MOry ce CnopasyMjeTu 4a OACYyCTBO YMjeCTO MajKe HacTaBu
Aa KOPUCTX 3aM0CeHn OTaLl AjeTeTa;

- HaKOH WCTeKa MOPOAW/bCKOr OACYCTBa, Majka MMa MpaBO Ja paju ca
MONIOBMHOM MYHOT PajHOr BPEMEHA 3a BpujeMe AOK AMjeTe He HaBpLUM TpK
roAMHe XMBOTa, YKOVKO je AjeTeTy, mpeMa Hasnaly osnawheHor gokTopa
MeAnLMHe, noTpebHa nojayaHa Hera;

- 3a BpujeMe kopuwhera NOPOAM/BCKOT OACYCTBA, XeHa (Majka) MMa npaBo
Ha HakHaZy njaTte y BUCWHW MPOCjeYHe naaTte Kojy je octBapwuia y TOKY
noc/beamnx 12 mjeceun npuje nounHbarba NOPOAN/LCKOT OACYCTBaA. HakHaja
naate oCTBapyje ce Ha TepeT nocebHor JaBHor GoHAa.

2.3akoH o 3awmumu o0 y3Hemupaearea Ha pady (,CnyxbeHn rnacHuk Penybavike
Cpncke “, 6p. 90/21) — oBMM 3aKOHOM ypehyje ce 3aWTuTa 04 Y3HEeMMpaBarba
Ha pajy W Yy Be3n ca paZoM, MOCTynak 3a OCTBapvBarbe MpaBa Ha 3allTuTy
OJ y3HeMupaBarba Ha pajy M y Be3n Ca pajoM U Apyra nutarba OZ 3Hauyaja 3a
3aLUTUTY OZ y3HEMMPaBarba Ha Pajy Wy BE3n ca PaZoM. Y3HeMMpaBame Ha pady,
y CMWCNly OBOTF 3akOHa, jecTe CBaKO MOHallarbe Mpema pPajHuKy, rpynu pasHuka
WAM MOCNOAABLLY, KOje MOXe HaHWjeTV LTeTy QU3NYKe, MCUXMUKEe UK CekcyanHe
npvpose. CXxOAHO 3aKOHy, y3HEMMpaBarbe Ha pajy Koje MOXe HaHWjeTu LiTeTy
cekCya/He MpupOAe je CBaKO HexesbeHo BepbanHo, HeBepbanHo wan Gusmuko
MOHallarbe MOAHE MPUPOAE KOJUM Ce YrpoXaBa AOCTOjaHCTBO PajHMKa, a MOXe
y3pokoBaTu 3acTpalyjyhe, Henpujates/bcko, Aerpaampajyhe, moHmxasajyhe wnau
YBPEA/bMBO OKPYXehe 3a pagHvka. Pagrama y3HemupaBarba Ha pady, v3mehy
octanor, cmatpajy ce: 1) du3mukm Hanag uanm npujetha GU3nyknum Hanagom,
2) BepbanHO Hanagare, obpahatbe y3 BWKy, npujeThy wan Bpujeharbe, 3)
HeMpPVMjepeHO jaBHO KOMEHTapMcarbe AMYHNX CBOjCTaBa M OCOBMHa padHvka u 4)
ynyhusarse BysrapHux komeHtapa. OBMM 3akOHOM ypehyje ce aeTa/bHO MOCTynak
3alWTmTe protection o Ajena y3HemupaBarba Ha pady, Kao 1 Ka3HeHe oapenbe 3a
KpLUeHe HEeHMX 3aKOHCKMX 0apeadu.

2. 3akoH o sucokom obpa3soearby (,CnyxbeHn rnacHuk Penybanke Cpncke”,
6p. 67/20) je OCHOBHWM 3aKOH KOjuM ce ypehyje obnact Bucokor obpasoBarba y
Penybanum Cpnckoj. OBaj NpaBHWM akT cCagpXu 1 ogpesbe Koje ce 04HOCe Ha POAHO
nuTarbe N NOCebHy 3aLUTUTY XXeHe 1 MaTepPUHCTBA.

OBMM 3aKOHOM je 3abparbeHa CBaka BPCTa ANCKPUMMHALMjE, KO LUTO je OrpaHnyYeH
NpUCTYN ycayrama BMCOKOT 06pa3oBakba, AVPEKTHO WMAWM MHAMPEKTHO Ha OCHOBY
nona, POAHOr WAEHTUTETa, pace, CekCyanHe OpwjeHTauwuje, BpayHor cTarba UTA.
Ocum TOra, 3akoH O BMCOKOM 0bBpasoBarby MpyXa AOAATHY 3alITUTY akafeMCKor
0C0b6/ba >XEHCKOT poAa Ha MOPOAN/BCKOM OACYCTBY UM BON0BarbY y Tpajakby Ay>XKEM
OZ, LeCT Mjeceliy, LWTO joj omoryhasa Aa Npoay>Xu M3DOpHM NePUOS 38 PENEBAHTHN
nepuoa. Y oCcTannm AnjenoBrMa, 3akOHOM O BMCOKOM 0bpa3oBarby He ypehyje ce
HVjeAHO APYro NocebHO POAHO MUTakbE.
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- awoman during pregnancy and the mother of a child up to three years of
age may be assigned by the employer to another place of work only with her
consent.

- during pregnancy, childbirth and child care, a woman is entiteled to maternity
leave for a period of one year continuously, and for twins, every third and
subsequent child for a period of 18 months continuously;

- based on the woman’s request and the recommendation of the authorized
medical doctor, the woman may start using maternity leave 28 days before
the day of childbirth;

- the parents of the child may agree that the parental leave may be claimed by
the employed father of the child instead of the mother;

- after the expiration of maternity leave, the mother has the right to work part-
time until the child reaches the age of three, if the child, according to the
findings of an authorized medical doctor, needs specific medical care;

- during maternity leave, a woman (mother) is entitled to a salary compensation
amounting to the average salary she earned during the last twelve months
before the start of maternity leave. A special Public Fund provides the salary
compensation.

2. Law on Protection Against Harassment at Work (,Official Gazette of RS”, no.
90/21) regulates protection against harassment at work and in connection with work,
the procedure for exercising the right to protection against harassment at work
and in connection with work and other issues of importance for protection against
harassment at work and in connection with work. Harassment at work, within the
meaning of this law, is any behavior towards a worker, group of workers or employer,
which may cause harm of a physical, mental or sexual nature. According to the law,
harassment at work that may be of a sexual nature is any unwanted verbal, non-verbal
or physical conduct of a sexual nature that endangers the dignity of the worker and
may cause an intimidating, hostile, degrading, degrading or abusive environment
for the worker. Among other, the following acts are considered as acts of harassment
at work: 1) physical attack or threat of physical attack, 2) verbal assault, shouting,
threatening or insulting, 3) inappropriate public commenting on the personal
characteristics and characteristics of workers and 4) making vulgar comments. This
law regulates detailed procedure for protection against acts of harassment at work,
as well as penal provisions for violation of its legal provisions.

3. Law on Higher Education (,Official Gazette of RS”, no. 67/20) is the basic law
that regulates the higher education sector in Republic of Srpska. This legal act also
contains provisions relating on gender issue and specific protection of maternity.

This Law prohibits any kind of discrimination, such as limited access to higher
education services, based directly or indirectly on sex, gender identity, race, sexual
orientation, marital status, etc. Beside this, the Law on Higher Education provides
additional protection of female members of academic staff on maternity leave or sick
leave lasting for more than six months, allowing her to extend the election period for
the relevant period. In other parts, the Law on Higher Education does not regulate
any other specific gender issue.

4. Law on Scientific Research Activity and Technological Development (,Official
Gazette of RS", no. 6/12, 33/14, 66/18, 84/19)

This Law regulates the system of scientific research and technological development,
determines the goals and principles, planning and realization of general interest
in scientific research and technological development, the conditions for the
establishment and work of organizations performing these activities, acquisition of
scientific and research titles, the manner of financing programs of general interest,
etc. Regarding the gender issues, here is only one provision regarding the protection
of female researchers by suspendingthe deadlines for election or re-election to a

scientific title during maternity leave. -
)



4. 3akoH o HayyHoucmpaxkueadkoj djeamMHOCMuU U MeXHOJIOWKOM pa3eojy
(,Cnyx6eHn rnacHuk Penybanke Cpncke”, 6p. 6/12, 33/14, 66/18, 84/19)

OBMM 3aKOHOM Yypehyje ce CuUCTeM Hay4yHOUCTPaXmBauke AjenaTHOCTU U
TEXHOOLLKOT pa3Boja, yTBPNYjy Ce LUn/beBM 1 Hauena, NaaHuparse 1 OCTBapMBarbe
OMLITEr MHTEepeca y Hay4YHOUCTPaXxMBaYKO] AjeslaTHOCTU M TEXHOIOLKOM Pa3Bojy,
YyCNIOBWM OCHMBarba W paja opraHunsaumja Koje obassbajy Te A4jenaTHocTy, CTularbe
HayUYHWX W UCTPaXMBAUKMX 3Barba, HauvH QUHaAHCMparba nporpama of, ornwrer
nHTepeca, uta. Kaja je pnjed 0 poaHNUM NUTakbKMa, NOCTOjUM CaMo jedHa oapeada
KOja ce OHOCMK Ha 3aLlUTUTY XXeHa UCTPaXmnBaya raje pokoBu 3a nsbop nam pensbop
y Hay4HO 3BaHbe 3a BpujemMe NMOPOANIbCKOT OACYCTBA MUPYJY.

MHctutyumnoHanHmn okeup Ha YHUbBJ1-y

5. Cmamym YHueep3umema y barboj J/lyyu (2012) je OCHOBHW MHTEPHW NMPaBHM
aKkT YHBMeEp3uTeTa KojuM ce ypehyjy ayToHoMuja, npasa v obaBe3e YHMBep3uTeTa
npema OCHMBady 1 osnawherba y NpaBHMM MOCAOBMMA; OCHOBM OpraHu3aluje;
ynpas/barbe U pykoBohere YHvBep3uTeTom; npaBa v obasBe3e OpraHM3aumoHMX
jeanHnLa, UTA.

MocToju camMO HEeKONMKo oapeabu Koje ce Tuuy nuTakka poja W poaHe
paBHOMpaBHOCTW. [1pBO, YHMBep3uTeT 0be3bjehyje jeaHake ycnoBe 3a cBe, 6e3
AVPEKTHE WM UHANPEKTHE AUCKPUMMHALIMjE Ha OCHOBY MOJa, pace, CekcyanHe
opwjeHTaumje utg. Cratyt YHWB/T-a ypehyje aa akagemcko ocobsbe Ha YHuBep3uTeTy
y>XMBa NOTAYHY cNoboay OpraHnM30Barba M OKyMN/bakba, Y CKnagy ca nponmMcrMa Koju
OBy 06/1aCT peryanily, Te Aa je AMCKPUMMHALMja akaZeMcKor 0cobsba No H1ao Kom
OCHOBY, Kao LUTO Cy: MO/, paca, cekcyanHa opuvjeHTaumja, bpadnum ctatyc, 60ja Koxe,
UTA., CTPOro 3abparseHa.

MNMopea CratyTa YHMBep3uTeTa MOCTOJN jOL HEKOJMKO MHTEPHUX MPaBHWX akaTa,
KOj1Ma ce peryanLuy nam ce JoHekNe OAHOCEe Ha HEKWM acrekT pOAHe PaBHOMPaBHOCTH
Ha YHuBep3utety y baroj Jlyum.

6. Kodekc npogpecuoHanHe emuke YHusepzumema y bareoj Jlyyu (2017) je
AOKYMEHT KOjUM ce yTBphyjy MOpanHa Hayena v Hauyena npodpecrmoHanHe etuke
y HaCTaBHOM, YMJETHUYKOM M HAYYHOWUCTPaXXMBAUYKOM pajy, Y UW/by 3awTtuTe
AOCTOjaHCTBa npodecuje, yHanpeherba MOpPanHWX BPUJEAHOCTM U MOAM3aHba
CBMjeCTM O OArOBOPHOCTM CBMX 4naHOBA akajemcke 3ajesHuue. Kogekcom ce
yTBPhYjy Hauena MopaaHO NPuUXBaT/bMBOT MOHaLlaHa ¥ MOPAIHO HEMPUXBAT/BUBOT
MOHallaka LjeNoKyMHOT akajeMckor 0cobsba Kao 1 agMUHNCTPATUBHOT OCOb/ba U
cTyzeHata. [ocToju HEKOAMKO OCHOBHMX Hayena Koja ce OAHOCe Ha POAHa NUTaka
W POAHY PaBHOMPABHOCT:

1) Haueno jedHakocmu u npagedHoCmMu — CBaKWM UiaH akajemcke 3ajefHuue
YHvBep3uTeTa Tpeba fa ce MoHallay Cknady ca HaueNoM jeiHaKOCTV 1 MPaBeSHOCTY,
Ha HaUMH KOjW UCK/byUyjecBaky ANCKPUMUHALM]Y, 310CTaB/barbe, 310CTaB/bakbe UK
MCKOpVLLTaBakbe. YHMBep3uTeT je obaBesaH 0b6e3bujeantn jeaHake ycnose 3a CBe
UNaHOBe akaZemcke 3ajesHuLLE;

2) JluckpumuHayuja kao MopaiHoO Henpuxeamsaueo NOHAWAHEe — HeLO3BOJ/beH
j& 1 HenpuxBaT/bMB CBaKM OOVK AVPEKTHE UAN MHAVMPEKTHE ANCKPUMWUHALM]E Ha
YHMBEp3nuTeTy, KOjU Ce 3aCHMBA Ha €THWUYKO] N HALMOHANHO] NPUNAaAHOCTH, pacy,
MOAy W CeKCyanHoj OpujeHTauUmju, MOPOANYHOM UM BpayHOM CTaTycy, TpyAHOhM,
utTa,,;

3) Y3Hemupasarbe Kdo MOpPAAHO Henpuxeamsblgo NoHawaree — 3abparbeHa je
CBaka BpCTa y3HemupaBarba Mehy unaHOBMMaA akaZeMcCKe 3ajefHuLe, HapOounuTO
Kaja ce 3aCHMBa Ha 310ynoTpebun NoaoXaja MHCTUTYLMOHANHE WU XW1jepapxmjcke
HaapeheHOCTN. Y3HeMMpaBarbeM Ce CMaTpa CBakO HEMpUMjepeHo MoHallakbe
npema ApyroMm nuvLy Koje MMa 3a Uu/b NoBpesy NMYHOT JOCTOjaHCTBa M OMeTarbe
y obaB/barby paAHuMx 3agataka. [loctoju nocebHa oapesba 3a cekcyasHo
y3HeMuVpaBare, Kao cneundunyHor obanka y3HeMupaBara, Koju ce MaHubecTyje
Kao ynyhuBarbe HeXes/beHUX W HENpPUMjepeHuXx Npujeasora 1 onackn cekcyanHe
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Institutional framework at UNIBL

5. Statute of the University of Banja Luka (2012) is the basic internal legal act of
the University, which regulate the University autonomy, rights and obligations of
the University according to the founder and jurisdiction in legal transactions; basics
of organization; management and administration of the University; rights and
obligations of organizational units, etc.

There are only few provisions regarding the gender issue and gender equality. First,
the university provides equal conditions for all, without direct or indirect discrimination
based on gender, race, sexual orientation, etc. The UNIBL Statute regulate that
academic staff at the University enjoys complete freedom of organization and
gatherings, in accordance with the regulations governing this sector, and any kind of
discrimination against academic staff on any grounds, such as: gender, race, sexual
orientation, marital status, skin colour, etc,, is strictly prohibited.

Beside the University Statute, there are several other internal legal acts, which
regulate or to some extent relate to some aspect of gender equality at the University
of Banja Luka.

6. Code of the Professional Ethics of the University of Banja Luka (2017) is the
document that establishes the moral principles and principles of professional ethics
in teaching, art and scientific research work in order to protect the dignity of the
profession, the promotion of moral values and raises awareness of the responsibilities
of all members of the academic community. The Code defines the principles of
morally acceptable behaviour and morally unacceptable behaviour of all academic
staff as well as the administrative staff and students. There are several basic principles
which are related to gender issues and gender equality:

1) The principle of equality and justice - each member of the academic community
of the University should act in accordance with the principle of equality and fairness,
in a way that excludes any discrimination, abuse, harassment or exploitation. The
University is obliged to provide equal conditions for all members of the academic
community;

2) Discrimination as a morally unacceptable behaviour - any form of direct or
indirect discrimination based on ethnic and national affiliation, race, gender and
sexual orientation, marital or marital status, pregnancy, etc. is inadmissible and
unacceptable at the University;

3) Harassment as a morally unacceptable behaviour - any kind of harassment
among members of the academic community is prohibited, especially when it is
based on abuses of institutional or hierarchical superiority. Harassment is considered
to be any inappropriate behaviour towards another person which aims to violate
personal dignity and interfere with the performance of work tasks. There is special
provision for sexual harassment, as a specific form, which manifests itself as the
referral of unwanted and inappropriate suggestions and remarks of a sexual nature,
mockery and ridicule, physical harassment, exposing sexually offensive and harassing
material, and demanding sexual service in exchange for taking or failing to take
certain actions.

7. Ordinance of Labour at the University of Banja Luka (2019) is internal legal act
governing rights, obligations and responsibilities based on the work of employees
at the University of Banja Luka. This Ordinance regulates the most important issues
regarding the labour process at the University, such as: rights and obligations of
workers, recruitment process and establishment of employment, selection of
candidates, conclusion of employment contracts, suspension of employment
rights, management and responsibility of relevant bodies, vacations and absences,
prohibition of discrimination, protection the rights of workers and other issues that
are important for employees at the University.
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npupoae, pyrake U UCMujaBatbe, GU3NUKO HaMacTBOBaHE, M3Nararkbe CekcyaaHo
yBPeA/bUBOT U y3HeMUpyjyher maTtepujana, Te 3axTujeBarbe CeKCyanHux ycayra y
3aMjeHy 3a Npeay3nmMarbe AN Hemnpeaysnmarse oapeheHnx paarbu.

7.MpasunHuk o pady YHusepzumema y barboj J/lyyu (2019) je UHTEPHW NPaBHM aKT
KojuM ce ypehyjy npaBa, obaBe3e 1 0AroBOPHOCTX MO OCHOBY paja 3anoCcNeHnX Ha
YHuBep3uTety y banoj Jlyun. OsuM MNpaBuaHMKOM ypehyjy ce HajBaxkHWja NnTaka
KOja ce T4y paZHOr MOCTyrnKa, Kao LWTO Cy: NpaBa W obaBese pagHuKa, NoCTynak
3anolu/baBakba M 3acHMBarbe PaZHOr OAHOCA, M3bOp KaHAMAATa, 3ak/byumBarbe
yroBopa o pajy, ykuaare npasa 13 pagHor OAHOCa, ynpas/barba U OATOBOPHOCTU
HaZNeXHWUX OpraHa, 0AMOPW 1 OACYCTBa, 3abpaHa ANCKpUMUHALM)e, 3alUTWTa NpaBa
paZHVKa 1 Apyra nutaka Koja Cy 3HavajHa 3a 3anoc/ieHe Ha YHuBep3nTeTy.

OuM NpaBUAHUKOM y OCHOBW ce Banxke ypehyjy npaBa 1 obaBese pajHuKa, kKoje cy
AedrHMCaHe 3aKOHOM O pady. Mako ce pagmn 0 HajBaxkHWjEM MHTEPHOM akTy KOjUM
ce ypehyjy pagHu OAHOCK Ha YHUBEP3UTETY, Y CYLUTUHM, OBMM MPABHUM aKTOM HUCY
pa3paheHa foAaTHa NnTarba POLHE PaBHOMPABHOCTU M POAHA MUTarba, OCUM OHWX
KOja Cy M3pUYMTO HaBeseHa Y 3akOoHy O pajy W 3aKOHy O BMCOKOM Obpa3oBamby. Y
TOM CMWUCNY HUCY Aa/be MpeLum3npaHe 3akoHCKe HOpMe Kojuma bu ce peryamcana
Heka BUTHa NuTarba 13 061acT POAHe PAaBHOMPABHOCTH, KA0 HMP.:

- poZHa nuTarba y 061acTv 3anoL/baBakba M npujemMa KaHAMAaTa,
- 3arol/baBarbe akageMCKor 0cobsba,

- 1360p KaHAMAATa 3a akaZeMcka 3Barba,

- Jasbe 0bpa3oBarbe PasHMKa U HXOBO CTPYUYHO yCaBpLLaBakbe,

- nobosbluakbe pPaAHOr OKPyXerba W OpraHMsauuMoHe LWeme Yy CMUCTy
noAu3ara CBNjeCT O POAHO] PaBHOMPAaBHOCTM U 3HAYajy POAHWX NUTakba y
obnactv pasa v ogHoca mehy pagHuLMMa,

- yCrnocCTaB/bakbe AOAATHUX MPABHUX U MHCTUTYLMOHANIHUX MHCTPYMEHaTa Ha
YHVBEpP3UKTETY KOjUMa Ce LUTUTU OZ Hacu/ba N ANCKPUMMWHALMjE MO OCHOBY
nona,

- peduHucarbe oapeheHux Hauvena 3a dopmuparbe OpraHa yrnpaB/bakba U
pykoBoAehnx CTpyKTypa Ha YHMBep3UTETY KOju 0OyxBaTajy POAHO 3aCHOBaHa
nuTarba.

OBo je nocebHO fOWNO A0 M3paxaja kKaja je WM3BpLUEHA yrnopejHa aHaau3a
MHTEPHOr akTa Kojum ce ypehyje noctynak n3bopa v yciosm 3a n360p HacTaBHMKa
W capasHuvKa Ha YHuBep3uTety. OBO je HajBaxXHWjW MPaBHW akT Ha YHuBep3uTeTy
Kojum ce ypehyje noctynak n3bopa kaHAnAaTa y akagemcka 3Barba. OBaj MpaBHM
aKT He caap>u HWjeaHy oapendy Kojom bu ce, 6ap Ha OCHOBHOM HMBOY, pa3pasunia
Heka OCHOBHa NMUTakba POAHE PAaBHOMPABHOCTM M MOBO/bLUAHAE PAAHOT OKPYXeHba
33 XXeHe NCTpaxunsade.

JeanHn CTpaTeLKN JOKYMEHT Ha YHusep3utety y baroj Jlyum Koju je UCKIbyUMBO
noceeheH 1 KojuM ce Ha cadpxajaH 1 AeTasbaH HaunH paspahyjy nuTarbima poaHe
PaBHOMPABHOCTY 1 3alLTUTE OJ POAHO 3aCHOBAHON HacW/ba Jecy ~CMjepHuLie 3a
npeBeHLMjy cekCyaslHOr U POAHO 3aCHOBAHOT y3HeMupaBawa“ ycojeHor 2020.
roanHe. Osmm LimjepHuiama nckasyjy ce nocBeheHoCT HayerMa paBHOMPaBHOCTY
NOJI0Ba M CTBapamy aTMOCdepe y3ajaMHOT MOLUTOBaHa Y KOjOj CTYAEHTH, aKaZeMCKo
ocobsbe M 3anocieHn page v cTndy 3Harba. CMjepHuMLLEe Ce 3aCHMBAjy Ha 3aKOHY O
3abpaHu anckpumnHaumje y bocHn 1 XepueroBrHM 1 3akOHy O PaBHOMPABHOCTH
nonosa bocHe w1 XepuerosuHe. [lopes HaBeAeHWx 3akoHa, CmjepHuue ce
3aCHMBAjy Ha 3akOHy O BWCOKOM obpa3oBarby Penybavke Cprcke v 3akOHy O
pasy Penybavke Cprnicke KaO M MHTEPHUM akTMMa YHuBep3suTeTa y barboj Jlyum
(Kozekc npodecroHanHe etnke 1 MpaBUAHUK O AUCUMNIMHCKO] U MaTepujanHoj
OArOBOPHOCTU pajHuKa YHuBep3suTeTa y banoj Jlyum).
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This Ordinance basically regulates in more detail the rights and obligations of
workers, which are defined by the Labour Law. Although it is the most important
internal act that regulates labour relations at the University, in essence, this legal
document does not elaborate any additional issues of gender equality and gender
issues, except those explicitly mentioned in the Labour Law and the Law on Higher
Education. In this sense, no legal norms have been further specified that would
regulate some important issues in the field of gender equality, such as:

- gender issues in the field of employment and admission of candidates,
- hiring academic staff,

- selection of candidates for academic titles,

- further education of workers and their professional training,

- improving the working environment and organizational scheme in terms of
raising awareness of gender equality and the importance of gender issues in
the field of work and relations among workers,

- establishing additional legal and institutional instruments at the University
with which to protect violence and discrimination based on gender and
gender,

- defining certain principles for the formation of governing bodies and
governing structures at the University that include gender-based issues.

This is especially evident when a comparative analysis of the internal act that
regulates the selection procedure and the conditions for the selection of teachers
and associates at the University was made. Regulating the procedure for selecting
candidates for academic titles, it is the most important legal act at the University.
This legal act does not contain as well any provisions that would, at least at the
basic level, elaborate some basic issues of gender equality and improvement of the
working environment for women researchers.

The only strategic document at the University of Banja Luka that explicitly dedicated
to and elaborating in a meaningful and detailed manner on the gender equality
issues and protection against gender-based violence, are the “Guidelines for the
Prevention of Sexual and Gender-Based Harassment” adopted in 2020. These
guidelines present the commitment to the principles of gender equality and the
creation of an atmosphere of mutual respect in which students, academic staff and
employees work and acquire knowledge. They are based on the Law on Prohibition
of Discrimination in Bosnia and Herzegovina, and on the Law on Gender Equality
of Bosnia and Herzegovina. In addition to these laws, the guidelines are based on
the Law on Higher Education of the Republic of Srpska and the Law on Labour of
the Republic of Srpska as well as internal acts of the University of Banja Luka (Code
of Professional Ethics and Rulebook on Disciplinary and Material Responsibility of
University of Banja Luka Workers).

According to the provisions of the guidelines, sexual and gender-based harassment
is related to the understanding of gender and gender roles and characteristics.
In this regard, gender represents the biological and physical characteristics of
males and females, such as sexual and reproductive organs, and hormones and
chromosomes by which men and women are different. Gender is a sociologically and
culturally conditioned difference between males and females and refers to roles and
characteristics that are not conditioned or determined solely by biological factors,
but are rather the product of norms, practices, customs and traditions and change
over time.



Y cknapy ca oapesnbama CmjepHMLA, CEKCYanHO 1 POAHO 3aCHOBaHO y3HEMMPaBakbe
MOBE3aHO je Ca CXBaTakeM MOJHMX U POAHWX y0ra 1 KapaktepucTmka. C Tum y Besu,
noAn npeAacTas/ba buonoLke 1 Guanuke KapakTepUCTKe LA MYLLKOT U KEHCKOr
MoAa, Kao LUTO Cy MOAHW W PENPOAYKTMBHU OpraHu, Te XOPMOHW U XPOMO3OMMU
MO KOjUMa Ce Pa3nvkyjy MyLLKapLum 1 XeHe. PoA je COLMONOLKM U KYATYPOAOLLKM
yCNOBJ/bEHA Pasnuka namehy amLa MyLLKOT ¥ XEHCKOT Noa 1 OAHOCK Ce Ha yaore u
0COBVHE KOje HUCY YCOB/beHE nan ogpeheHe NCK/byUnBo BUONOLLKMM GaKTOPUMa,
Hero cy npuje Npou3BOA HOPMU, Mpakce, obuyaja 1 TpaauLmje 1 Kpo3 BpujeMe cy
NPOMjeH/bUBN.

CBM CTYZAEHTW, akaeMCKO 0COB/bE 1 3aMoCNeHn Ha BUCOKOLLKOCKO] yCTaHOBW Anjene
OZrOBOPHOCT 3a MPeBEeHLMjy CEKCYaNHOr U POAHO 3aCHOBAHOrI y3HeMMpaBarba Ha
yHMBep3uTeTy. [y>XHOCT YHMBep3uUTeTa je Aa yrno3Ha CBe CTyAeHTe W 3amnocneHe
ca MOAWUTUMKOM HeTOoNepaHLmje npeMa CekCyalHOM W POAHO 3aCHOBAHOM
y3HemupaBary, Te aa CMjepHuLe ydrHe LWMPOKO AOCTYMHUMA. YHWBEpP3WUTET
he CNpoBOAWTW aKTMBHOCTM Ha MPEBEHLMjU CEKCyanHOr W POAHO 3aCHOBAHOTN
y3HEMMpPaBarba 1 BaaroBpeMeHo OAroBopuTY 1 6e3 oaraharba Ha npujase y Be3u
ca ceKkCcyasHUM W POAHO 3aCHOBaHUM Yy3HeMupaBakeM, yaumajyhu y 0b63mp aa ce
npwjaBe NosHOCe y 40OPOj Bjepw.

CmjepHuuama ce nponucyje ga he YHMBep3uTeT pefoBHO Mpefy3vMaTtv pajrbe
MPEeBEHTUBHOT KapakTepa, Tako wTo he obaBjelwTaBaTh CBe CTyAeHTe, akaZeMCKO
0ocobsbe 1 3anoCieHe Ha YHMBEP3WUTETY O MOCTOjakby MHTEPHMX MexaHu3ama 3a
NpeBeHLMjy CeKCyanHor 1 POAHO 3aCHOBaHOT y3HeMMpaBarka. HaBeseHe CMjepHuLe
cagp>xe YeTmpu aujena: cybjekTe Ha Koje ce NpuMjersyjy; AePuHnLmje cekCyaaHor v
POZHO 3aCHOBAHOI Y3HEMMpPAaBakba; MHTEPHE npoLleaype 1 NocTynak MMeHOBaHa
CaBjeTHMKa, W OMUC aKTUBHOCTWU TMPEBEHTUBHOI JjeNoBarba Koje npeny3nma
YHuvBep3uTer.



All students, academic staff and employees of the higher education institution share
the responsibility for the prevention of sexual and gender-based harassment at the
University. The duty of the University is to acquaint all students and employees
with the policy of intolerance to sexual and gender-based harassment, and to make
these guidelines widely available. The University will conduct sexual and gender-
based harassment prevention activities and respond in a timely manner and without
delay to reports of sexual and gender-based harassment, taking into account that
reports are submitted in good faith.

The Guidelines prescribe that the University will regularly take preventive actions by
informing all students, academic staff and employees of the University about the
existence of internal mechanisms for the prevention of sexual and gender-based
harassment. The guidelines mentioned above contain four parts: entities to which
they apply; definition of sexual and gender-based harassment; internal procedures
and the procedure for appointing advisors, and the description of preventive action
undertaken by the University.
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