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Equality between men and women is a fundamental value of the European Union, which is why the 
European Commission is instituting a new rule with the EU framework programme for research and 
innovation, which will be active in the 2021–2027 period, under which all public, higher education and 
research institutions applying for Horizon Europe calls must produce and adopt a gender equality plan. 
Preparing the plan is recommended to all other organisations as well. One of the key goals of the 
commitment to produce an action plan on gender equality is to strengthen and promote it across the 
European Union. The Regional Development Agency of Ljubljana Urban Region (RRA LUR) supports 
this requirement and, in its capacity as a public institution, hereby fulfils the commitment and condition 
for applying to calls within the Horizon Europe framework programme. 

The RRA LUR’s Gender Equality Action Plan is a strategic document. It is a set of commitments focused 
on promoting gender equality at the Agency. In line with the guidance of the Horizon Europe framework 
programme, the plan will be published on the Agency’s website and confirmed by the Director. All 
employees will be informed about it through internal communication channels. 

The plan demonstrates the Agency’s clear commitment to gender equality, and sets the key objectives 
as well as the specific measures by means of which these objectives are to be realised. To realise the 
plan, the Agency will provide the necessary financial means and human resources, which will 
support the transition. The key entities in charge of the measures include an interdisciplinary team of 
employees, namely the Director, Expert Associate for Legal Affairs and Human Resources, Public 
Relations Manager and Head Office Manager. All of the Agency’s employees are involved as persons 
responsible for implementing measures pertaining to the incorporation of gender-inclusive language, 
where sensible.

The Agency will monitor the realisation of its action plan by collecting data on the chosen indicators, 
which will be separated by gender where sensible. The data will be analysed and evaluated in a report 
on the plan’s realisation, written once a year by the Advisor to the Director for Business Organisation 
and Optimisation, who is among other things responsible for action plan preparation and updates. The 
report will be published on the Agency’s website, and all employees will be informed about the progress 
via an internal e-newsletter.

The Agency will raise awareness about the necessity of gender equality through courses and other 
activities designed for this purpose. The specific activities intended for all employees, including the 
management, are presented below.

The plan contains measures that lead to key strategic objectives, and addresses the areas that are 
crucial to ensure gender equality at the RRA LUR, and which are highlighted as recommended by the 
European Commission within its Horizon Europe programme requirements:

1. work-life balance and organisational culture,
2. gender balance in leadership and decision-making,
3. gender equality in recruitment and career progression,
4. integration of the gender dimension into documents,

5. measures against gender-based violence, including sexual harassment.
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OBJECTIVE 1: EMPLOYEE WORK-LIFE BALANCE ESTABLISHED 

Measure Person in charge Time frame Financial 
framework Indicator

1.1
Enabling flexible working time (variable 
time of arrival to/departure from work, 
shorter working time)

Director 2022– /

Number and share of employees using the 
option of flexible working time, by gender, 
annually
Number and share of employees using the 
option of shorter working time, by gender, 
annually

1.2 Enabling work from home Director 2022– /

Number and share of hours of work 
performed from home, in regular work 
hours, by gender, annually
Number and share of employees using the 
option of working from home, by gender, 
annually

1.3
Organisation of December celebration 
and gift-giving for employees’ children 
up to the age of 15

Head Office Manager 2022–
EUR 
1,000/year

Number and share of employees’ children 
attending the celebration, up to the age of 
15
Number and share of employees’ children 
receiving a gift, up to the age of 15

1.4

Implementation of an advisory-audit 
procedure pertaining to employees’ 
work-life balance, by an external 
provider 

Expert Associate for 
Legal Affairs and 
Human Resources

–2025 EUR 1,600
Basic ‘Family-Friendly Company Certificate’ 
obtained
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OBJECTIVE 2: GENDER BALANCE IN LEADERSHIP AND DECISION-MAKING

Measure Person in charge Time frame Financial 
framework Indicator

2.1

Encouraging gender balance in 
positions of Deputy Director, Advisor to 
the Director, Expert Associate for Legal 
Affairs and Human Resources, and 
Expert Associate for Finance

Director 2022– /

Number and share of employees occupying 
the positions of Deputy Director, Advisor to 
the Director, Expert Associate for Legal 
Affairs and Human Resources, and Expert 
Associate for Finance, by gender, on the 
first day of the year

2.2
Encouraging gender balance in the 
position of Project Manager I

Expert Associate for 
Legal Affairs and 
Human Resources

2022– /
Number and share of employees occupying 
the position of Project Manager I, by 
gender, on the first day of the year

2.3
Encouraging gender balance on lists of 
candidates for the employee 
representative in the Agency’s Council

Director 2022– /
Number and share of employees on lists of 
candidates for the employee representative 
in the Agency’s Council, by gender
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OBJECTIVE 3: GENDER EQUALITY IN RECRUITMENT AND CAREER PROGRESSION

Measure Person in charge Time frame Financial 
framework Indicator

3.1
Gender-inclusive language use when 
publishing calls for applications for job 
vacancies

Expert Associate for 
Legal Affairs and 
Human Resources

2022– /
Share of calls for applications for job 
vacancies using gender-inclusive language

3.2
Encouraging gender balance in 
recruitment

Expert Associate for 
Legal Affairs and 
Human Resources

2022– /
Structure of employees, by gender, on the 
first day of the year

3.3
One-day courses that enable balanced 
gender participation

Expert Associate for 
Legal Affairs and 
Human Resources

2022–
EUR 
4,000/year

Share of employees included in one-day 
courses, by gender, annually

3.4
Multi-day courses that enable balanced 
gender participation

Expert Associate for 
Legal Affairs and 
Human Resources

2022–
EUR 
1,000/year

Share of employees included in multi-day 
courses, by gender, annually
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OBJECTIVE 4: THE GENDER DIMENSION INTEGRATED INTO DOCUMENTS

Measure Person in charge Time frame Financial 
framework Indicator

4.1
Educating employees on gender-
inclusive language use

Public Relations 
Manager

2022– /

Employees are familiar with the Gender-
inclusive Language Guidelines by the 
Ministry of Labour, Family, Social Affairs 
and Equal Opportunities.
Number of pieces of internal information 
with guidelines on gender-inclusive 
language forwarded to employees, annually

4.2

A review of language practices in terms 
of gender-inclusive language in internal 
documents and templates of legal and 
HR documents, and updates thereto

Expert Associate for 
Legal Affairs and 
Human Resources

–2023 /

Number and share of reviewed internal 
documents and templates of legal and HR 
documents, annually
Number and share of updated internal 
documents and templates of legal and HR 
documents, annually

4.3
A review of language practices in terms 
of gender-inclusive language on the 
Agency’s website, and updates thereto

Public Relations 
Manager

2022 /
The Agency’s websites reviewed and 
updated

4.4
Incorporation of gender-inclusive 
language in internal documents and 
other legal and HR documents

Expert Associate for 
Legal Affairs and 
Human Resources

2022– /
Internal documents and other legal and HR 
documents contain gender-inclusive 
language.

4.5

Incorporation of gender-inclusive 
language on websites, in promotional 
materials, publications and other public 
communications

Public Relations 
Manager

2022– /
Promotional materials, publications and 
other communication with the public contain 
gender-inclusive language.

4.6
Incorporation of gender-inclusive 
language in all documents, where 
sensible

Each employee in their 
relevant area

2022– /

Number and share of employees who 
incorporate gender-inclusive language in 
documents pertaining to their particular 
work area, by gender, annually
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OBJECTIVE 5: GENDER-BASED VIOLENCE AND SEXUAL HARASSMENT PREVENTED

Measure Person in charge Time frame Financial 
framework Indicator

5.1

Raising employee awareness about the 
issue of gender-based and other types 
of violence, and of non-violent 
communication in the workplace

Public Relations 
Manager

2022– / 

Number of pieces of internal information 
about the issue of gender-based and other 
types of violence, and of non-violent 
communication in the workplace forwarded 
to employees, annually

5.2
Review of internal documents pertaining 
to gender-based and other violence in 
the workplace, and updates thereto

Expert Associate for 
Legal Affairs and 
Human Resources

2022 /

Reviewed and updated rules on measures 
to protect employees from violence, 
bullying, sexual and other types of 
harassment, and from other forms of 
psycho-social risks in the workplace

5.3
Handling reports on gender-based and 
other types of violence in the workplace

Director 2022– /

Number and share of complaints, by 
gender, annually
Number and share of complaints, identified 
as violence, by gender, annually
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