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1. INTRODUCTION

Regional economic development agency for Sumadija and Pomoravije Ltd (REDASP), was founded in
2005 through the transformation process of the Regional agency for small and medium enterprises
which was established in 2002 within the project "The Non-financial support to the SME sector in
Serbia", financed by the European Union and the European agency for Reconstruction.

The primary objective of the REDASP is to create conditions and stimulate economic and social
development of the Sumadija and Pomoravlje region.

All priorities, areas of intervention and individual activities are targeted to create a positive
environment for sustainable development.

REDASP implements projects, and perform activities directed towards achievement of the following
strategic objectives:

e Providing support in the economic transformation of the region.

e Cooperation with local stakeholders, Serbian Government institutions, donors and service
providers in the process of identifying the needs for regional development, defining projects and
providing resources for their implementation.

e Implementation of the established development strategy taking into account the needs of each
district of the region.

¢ Meeting the needs of vulnerable groups on the territory of the region.

e Providing support in the process of creating new job opportunities, particularly through
adequate training programs.

o Support to development of the existing and new SMEs in the region.

e Support to rural areas and agriculture.

e Ensuring effective implementation of economic, social, infrastructure and environment
protection-related projects, which are currently being implemented, as well as support in
identifying and attracting funds for financing the projects in the field of infrastructure and
environment protection

e Ensuring an effective and efficient use of all donors’ funds available

Sectors of interventions are as follows:
« Support to the territorial development:
- Rural development
- Spatial planning as a precondition for investment attraction
- Tourism development
e Support to entrepreneurship development
e Support to human resources development

Local and regional strategic planning

REDASP pays special attention to development of professional and human qualities and ethical
values of employees and persons engaged in work. In order to achieve good work results,
REDASP strives to create an environment that promotes and respects the principles of equal
opportunities for work, promotes awareness and respect for diversity. In order to achieve and



improve gender equality, the REDASP adopts a Plan for achieving and improving gender equality
(hereinafter: Plan). The plan contains a brief assessment of the position of women and men in
the REDASP, including age, a list of special measures, reasons for the determination of special
measures and goals to be achieved, the beginning of implementation, the method of
implementation and control, and the deadlines for implementation of special measures,

2. LEGAL FRAMEWORK

International acts and the legal framework of the Republic of Serbia on which gender equality is
based:

International acts:

e United Nations Charter;

Universal Declaration of Human Rights {1948);

European Charter of Human Rights (1950);

International Covenant on Civil and Political Rights {1966}

International Covenant on Economic, Social and Cultural Rights (1966);
Convention on the Rights of the Child (1989) and protocols to the Convention;
Convention on the Rights of Persens with Disabilities (2006):

* Convention on the Prevention of All Forms of Discrimination against Women (so-called
CEDAWY);

e Program of Action of the nternational Conference on Population and Development (1994);

* FCYH Special Session: Women 2000: Gender Equality, Development and Peace for the 21st

Century {2000} — UN Millennium Declaration A/Res/55/2 (2000);

* Council of Europe Directive 78/2000 on discrimination;

e Directive 2006/54/E3 on the implementation of the principle of equal oppartunities for men

and women in terms of employment and occupation;

* Agenda 2030 — Sustainable Development Goals A/RES/70/1 (2015);

* European Convention for the Protection of Human Rights and Fundamental Freedoms and

Related Rights

® EU Charter of Fundamental Rights 2016/¢ 202/025;

e Vienna Declaration and Program of Action (1993).

Legal framework of the Republic of Serbia:

The Constitution of the Republic of Serbia, in its basic provisions, guarantees the equality of
women and men and obliges the state to lead a policy of equal opportunities (Article 15),
prohibits direct and indirect discrimination on any basis or personal characteristic, including
gender (Article 21, paragraph 3), prescribes the possibility taking special measures to achieve full
equality of persons or groups of persons who are in an unequal position with other citizens
{Article 21, paragraph 4), guarantees equality before the law {Article 21, paragraph 1), equal legal
protection (Article 21, paragraph 2) ), protection before courts {Article 22, paragraph 1), other
state bodies {Article 36, paragraph 1) and international institutions {Article 22, paragraph 2), and
special protection of mothers, pregnant women, children and single parents {Article 66) as and
special health care for pregnant women, mothers and single parents with children up to the age
of seven, which is financed from public revenues {Article 68) and social protection for families
and employees (Article 69).

* Law on Gender Equality {"Official Gazette PC" No. 52/21);




e Law on Amendments to the Criminal Code ("Official Gazette PC" No. 35/19);

e Law on Amendments to the Law on Prohibition of Discrimination {“Official Gazette of PC",
No. 22/09);

o Law on Prohibition of Discrimination ("Official Gazette of PC" number 22/09 and 52/21);
Law on the Prevention of Nasif in the Family ("Official Gazette of PC" No. 94/16);

e Lawon Gender Equality ("Official Gazette PC" No. 104/09).

3. MEANING OF CERTAIN EXPRESSIONS

- gender means socially determined roles, abilities, behavior, activities and attributes, which a
certain society considers appropriate for women and men, including the relationships between
men and women and the roles in these relationships that are socially determined in general
—sensitive social groups are women from villages, victims of violence, as well as gpype persons
who, due to their social origin, nationality, property status, gender, gender identity, sexual
orientation, age, mental and/or physical disability, living in an underdeveloped area or for any
other reason or characteristic, are in an unequal position;
— gender represents a biological characteristic on the basis of which people are determined as
women or men;
- equal opportunities imply the equal realization of the rights and freedoms of women and
men, their equal treatment and equal participation in political, economic, cultural and other
areas of social life and in all phases of planning, preparation, making and implementing
decisions and equal use of their results, without the existence gender restrictions and gender
discrimination;
- discrimination against a person based on two or more personal characteristics, regardless of
whether the influence of certain personal characteristics can be delineated (multiple
discrimination) or not (intersex discrimination);
- the gender perspective refers to taking into account gender differences, gender differences
and different interests; the needs and priorities of women and men and their involvement in all
phases of planning, preparation, delivery and implementation of public policies, regulations,
measures and activities;
-gender analysis of the presentation and evaluation of the impact of the consequences of each
planned activity, including legislation, measures and activities, public policies and programs, for
women and men and gender equality in all areas and at all levels;
- fertility represents a means for achieving and improving gender equality through the inclusion
of a gender perspective in all public policies, plans and practices;
- a balanced representation of the sexes exists when the representation of one of the sexes is
between 40-50% in relation to the other sex, and a significantly unbalanced representation of
the sexes exists when the representation of one sex is lower than 40% in relation to the other
sex, unless it results from a special law differently;
- gender-based violence is any form of physical, sexual, psychological, economic and social
violence that is perpetrated against a person or groups of persons due to belonging to a certain
sex or gender, as well as threats of such acts, regardless of whether they occur in public or
private life, as well as any form of harassment that largely affects persons belonging to a certain
gender;
- violence against women means violations of human rights and a form of discrimination against
women and all acts of gender-based violence that lead or may lead to: physical, sexual,
psychological, i.e., financial injury or suffering for women, including harassment of such acts,
coercion or productive deprivation of freedom, either in public or in private life;
- Harassment is any unwanted behavior that has as a result or a violation of the dignity of a
person or a group of persons based on sex or gender, especially if it creates fear or an
unfriendly, intimidating, humiliating and offensive environment; encouraging discrimination on



the basis of sex, that is, giving instructions on how to undertake discriminatory actions and
encouraging discrimination on the basis of sex, that is, gender, in another simitar way;
- sexual or sexual harassment is any non-complaint verbal, non-verbal or physical act of a sexual
nature that causes or results in a violation of personal dignity, especially if it creates fear, a
hostile, intimidating, humiliating or offensive environment;
- sexual or sexual blackmail is any act of a person who, with the intention of someone or
someone else's act of a sexual nature, blackmails another into saying something that could harm
his or her honor or reputation in the event of the refusal of the requested service against him or
a person close to him;
- gender-sensitive language is a language that promotes the equality of women and men and is a
means of influencing the consciousness of those who use that language in the direction of
achieving equality, including changing mishpegya, attitudes and impersonations within the
language they use in their personal and professional lives;
- salary represents monetary compensation for work performed. The right to salary is a basic
and inalienable right of employees from employment. - Salary implies compensation for equal
work, that is, work of equal value with the application of the principle of equality and equal
treatment of employees, regardless of gender;
- gender stereotypes, which are traditionally formed and rooted ideas according to which
women and men are deliberately assigned characteristics and roles that determine and limit
their possibilities and position in saciety,
The term gender equality
Gender equality implies equal rights, responsibilities and opportunities, equal participation and balanced
representation of women and men in all areas of social life, equal opportunities to exercise rights and
freedoms, use of personal strengths and abilities for personal and social development, equal
opportunities and access rights goods and services, as well as achieving equal benefits from the results of
work, while respecting the biological, social and culturally formed differences between men and women
and the different interests, needs and priorities of women and men when delivering public and other
policies and deciding on rights, obligations and provisions based on law, as well as constitutional
provisions,

Discrimination based on sex, sexual characteristics, or gender
Discrimination on the basis of gender, sexual characteristics, or gender is any unjustified distinction,
unequal treatment, or omission (teaching, limiting or giving priority), in an open or covert manner, in
relation to persons or groups of persons, as well as members of their families or winter of close
persons, based on sex, sexual characteristics, that is, gender in: political, educational, media and
economic fields; areas of employment, employment and work, self-employment, consumer protection
{goods and services); health insurance and protection; social insurance and protection, in marriage and
family relations; areas of security; ecology; areas of culture; sports and recreation; as well as in the field
of public advertising and other areas of social life,
- Direct discrimination on the basis of sex, sexual characteristics, or gender, exists if a person or a group
of persons, because of their sex, sexual characteristics, or gender, in the same or similar situation, by
any act, act or omission, is or has been placed in disadvantageous position, or could be put in a
disadvantageous position.
- Indirect discrimination on the basis of gender, sexual characteristics, or gender, exists if, on
the face of it, a neutral provision, criterion or practice puts or could put a person or a person's
gender, because of their gender, sexual characteristics, or gender, in a disadvantageous
position.

Discrimination on the basis of sex, sexual characteristics, i.e. gender exists if a Person or group
of persons is unjustifiably treated less favorably than others are treated or would be treated,
intentionally or mainly because they have spent or intend to seek protection from
discrimination on the basis of sex, that is, gender, or because of that they have offered or




intend to offer evidence of discriminatory behavior.

Discrimination on the basis of sex, sexual characteristics, i.e. gender, is considered
harassment, humiliating actions, threats and conditioning, sexual harassment, sexual
blackmail, gender-based hate speech, violence based on gender, sexual characteristics, i.e.
gender or gender change, violence against women , unequal treatment on the basis of
pregnancy, parental leave, leave for child care, leave for the special care of a child in the
capacity of paternity and motherhood (parenthood}, adoption, foster care, guardianship and
incitement to discrimination, as well as any more unfair treatment that a person receives due
to rejection or suffering such behavior.

Discrimination of a person based on two or more personal characteristics, regardless of
whether the influence of individual characteristics can be delineated, is multiple
discrimination or cannot be delineated (intersex discrimination).

It is not considered discrimination based on gender characteristics, that is, gender, measures
for the protection of motherhood and paternity (parenthood), adoption, foster care,
guardianship, as well as protection at work for employees of different genders, in accordance
with the regulations governing labor relations and safety and health at work, special measures
introduced to achieve full 6 gender equality, protection and advancement of persons, i.e.
gpype persons who are in an unequal position based on their gender, sexual characteristics,
i.e. gender.

It is not consider discrimination on the basis of gender, sexual characteristics, or gender,
special measures adopted for the purpose of delaying and preventing the unequal position of
women and men and achieving equal opportunities for women and men.

Judicial protection of individuals and groups of persons exposed to discrimination on the basis
of sex, sexual characteristics, or gender is achieved in accordance with the law that prohibits
discrimination.

4. OBJECTIVES OF THE DETERMINATION AND IMPLEMENTATION OF SPECIAL MEASURES

The general goal of the Plan: achieving and advancing gender equality in the REDASP.

The plan determines and implements special measures for achieving and improving gender equality
in accordance with the principle of equal opportunities, which ensure the equal participation and
representation of women and men, especially members of vulnerable social groups, in the field of
work, employment, professional development, and equal opportunities for exercising rights and
freedoms.

Specific objectives refer to:

Develop a culture of gender equality and respect for diversity in the REDASP.

Establishing an inclusive environment in the REDASP in which there is mutual respect and respect for
employees regardless of any of their personal characteristics, such as gender, gender, gender
identity, age, appearance, disability, financial status, sexual orientation, etc. .

Raising the awareness of all employees about the importance of gender equality, its establishment
and improvement.

Incorporate gender perspectives into the REDASP's business policies and REDASP acts.

Introducing gender perspectives in all phases of planning, preparation, reporting and implementation



of business policies and measures, preparation of annual work plans, reporting of internal legal acts.
Balanced representation of the sexes through the possibility of equal access to employed women and
men to decision-making and management positions. The use of gender-sensitive language, that is,

language that is in accordance with grammatical gender, in general and individual acts of the
REDASP.

Achievements of equal opportunities for professional development of all employees. Achieving
gender equality in the professional development of all employees and creating equal opportunities
for advancement, professional development and empowerment of all employees for equal
participation in all spheres of activity and work of the REDASP.

Gender and responsive budgeting. Application of gender mainstreaming and gender-responsive
budgeting in the process of planning, management and implementation of plans and projects.

5. DESCRIPTION AND ANALYSIS OF THE STATE
A short assessment of the situation regarding the position of women and men in the REDASP

Analysis of the records of employees and employed persons in the REDASP determined that the total
number of employees and employed persons is 17 (100%). Out of the total number of employees
and employed persons in the REDASP, 10 are women {59%) and 7 are men (41%).

The structure of employees and empioyed persons in the REDASP hased on age shows that in the
age group:

e from 31 to 40 years there are a total of 3 persons (18 %), of which 3 are women {100 %)
e from 41 to 50 years there are a total of 9 persons (53 %), of which 5 are women {55 %) and 4
are men {45 %);
e from 51 to 60 years there are a total of 4 persons (23 %}, of which 2 are women (50 %) and 2
are men(50 %);
¢ from the age of 61 to 70, there are a total of 1 persons {100 %), of which 1 is man {100 %).
L ]
Analyzing the structure of employees and persons engaged in work in the REDASP, based on the
level of education obtained, it is found that:
e with Secondary education there are a total of 4 persons (24 %), of which 2 are women {50 %)
and 2 are men (50 %);
* with high professional education there are a total of 13 persons (76 %), of which 8 are
women {61 %) and 5 are men (39 %}.
The structure of employees and persons engaged in work in the REDASP in executive positions
{Director of the REDASP and managers) classified by gender is as follows:
* there are 2 (12 %) persons in managing positions, of which 1 is women (50 %) and 1 is man
(50 %};

The analysis of salaries and other benefits of employees and persons engaged in work in the REDASP
determined that, in the average nominal amount:
- for persons in managing positions amount to 181,350 dinars, which is the average nominal
amount for both men and women;
- persons in executive positions amount to 91,260, which is the average nominal amount for
both men and women,

According to the data at the REDASP's disposal, it was established that a total of 13 employed
and engaged persons in the REDASP were enrolled in training in various professional fields, of




which 10 women (76 %) and 3 men { 24%)}.

The conclusion based on the presented data, when it comes to the gender structure of all
employees and employed persons in the REDASP, is that 59 % are women. These data shows
that there is a gender gap in the REDASP, in favor of women.

When it comes to the age structure of the employed persons in the REDASP, the data indicate
that the majority of employed persons are between the ages of 41 and 50, and that women are
predominantly represented in that group.

The analysis of salaries and other compensations of employees and persons engaged in work at
the REDASP determined that there is no gender gap and that in accordance with the Law and the
Rules on Labor, employees and persons engaged in work at the REDASP are guaranteed equal
wages for work of the same or equal value, regardless on sex, sexual characteristics, i.e. gender.

REDASP provides equal rights and opportunities to employees and employed persons for
professional training and development, as well as attending various trainings, which were mostly
attended by women (76%). The Rulebook on the internal organization and systematization of
workplaces in the REDASP does not provide for jobs for which there is a justified need to
differentiate by gender. In the REDASP, any kind of discrimination based on sex, sexual
characteristics and gender is prohibited. The REDASP does not have internal documentation in
the field of gender equality. Also, there are no principles or measures in the implementation of
gender equality towards the less represented sex, nor are funds allocated for the promotion of
gender equality.

However, regardless of the above, in the previous period, there were no reported cases of
harassment, sexual harassment, indirect or direct discrimination, and no disputes in this area.

6. SPECIAL MEASURES FOR ACHIEVING AND PROMOTING GENDER EQUALITY

In order to achieve and promote gender equality in the REDASP, the following special measures will
be undertaken:

-Implementation of gender-sensitive language, i.e. Janguage that is in accordance with grammatical
gender, in general and individual acts, mutual written and oral communication of employees, given
that gender-sensitive language is not represented in the REDASP, but terms and expressions are
used exclusively in the masculine gender ;

-Continuous professional development and additional training of employees with the aim of
implementing and improving the policy of equal opportunities, promoting gender equality,
recognizing, eliminating and protecting against discrimination based on gender, that is, sex, sexual
orientation, sexual characteristics, disability, age, national affiliation or ethnic origin, as well as on
the basis of other personal characteristics;

- Establishing cooperation with state bodies and civil society organizations for the purpose of
continuous education of all employees;

- Proper budgeting in the process of planning, managing and implementing plans and projects of the
REDASP.



- Encouraging employees to complete a training program in the field of gender equality and non-
discrimination, where it is planned that an equal number of employees, women and men, from each
organizational unit of the REDASP will complete this training.

7. METHOD OF IMPLEMENTATION OF SPECIAL MEASURES

Support of all employees in the REDASP is necessary for the successful realization and improvement of
gender equality,

The REDASP has a designated person in charge of gender equality whose task is to:

- monitor the implementation of policies and measures for achieving and improving gender equality
within the scope of the REDASP,

- monitors articles on the gender structure of employees and employed persons in the REDASP and
compiles reports on the established track record in terms of the achieved level of achieving gender
equality in the REDASP,

- delivery of reports to the Director of the REDASP,

- propose determination of special measures in the REDASP aimed at achieving and promoting gender
equality, in terms of the Law on Gender Equality {hereinafter: the Law), the National Strategy for
Gender Equality and the Action Plan for the implementation of the aforementioned strategy,

- perform coordination tasks related tc reporting, implementation and reporting on the
implementation of the risk management plan for the violation of the principle of gender equality and
performs other tasks in accardance with the Law.

8. METHOD OF CONTROL OF SPECIAL MEASURES

The control of the application of special measures is carried out by the director of the REDASP, as well
as the person in charge of gender equality.

9. DEADLINES FOR IMPLEMENTATION OF SPECIAL MEASURES AND REPORTING

The planned special measures are implemented continuously during the calendar vear and the
achieved results are presented in the annual report on the work of the REDASP, which is delivered to
the members of the assembly and the Serbian Development Agency.

10. EVIDENCE OF DATA ON THE ACHIEVEMENT OF GENDER EQUALITY

in order to pursue and achieve gender equality and report on it, the REDASP is obliged to record
data classified by gender on:

1) the total number of employees and engaged persons;

2) the number and percentage of employed and engaged women, the number and percentage of
employed and engaged men in relation to the total number and percentage of employees, classified
by gender and age of employed and engaged persons;

3) qualifications possessed by employed and engaged persons, classified by gender;

4) the number and percentage of employees and engaged persons in managerial and other
positions, classified by gender;




5) salaries and other benefits of employees and engaged persons, stated in
average nominal amount and classified by gender;
6) the number and percentage of employed and engaged persons, classified by gender and age, who
were more employed in the previous two years and the number and percentage of employed and
engaged persons by gender and age who were dismissed, i.e. who were fired, as well as the reasons
forit;
7) the reasons for which members of a certain gender were employed or assigned in large numbers
to certain workplaces;
8) the reasons for which members of a certain gender were appointed to certain positions, that is,
“they were appointed in large numbers; )
9) The number of received reports of em ployees and engaged persons, classified by gender and age,
about their exposure to harassment, sexual harassment or harassment or some other action
resulting in discrimination based on sex, that is, gender;
10) the manner of the REDASP's action on submitted applications;
11} the number and percentage of employees and engaged persons, classified by gender, enrolled in
programs of professional development and additional education, as well as professional training of
apprentices, on an annual basis.
The recorded data is expressed numerically or percentageally and cannot contain personal data.

11. BEGINNING OF THE PLAN IMPLEMENTATION

The plan begins to be implemented from the date of adoption.




