Na osnovu Clana 52 taC. 2, 21, 22 i 23 Statuta OJU ,,Muzeji* Kotor (,,Sluzbeni list Crne
G°re - opsStinski propisi”, br. 14/22 i 25/26), a u vezi sa Zakonm o0 rodnoj ravnopravnosti
("Sluzbem list Crne Gore”, br. 111/26 od 30.07.2026, 132/26 od 09.09.2026), direktorica
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1. UVOD

Rodna ravnopravnost predstavlja jedno od temeljnih ljudskih prava i vazan princip
odgovornog, inkluzivnog i profesionalnog djelovanja javnih ustanova. Kaojavnha ustanova
kulture, OJU ,,Muzeji* Kotor prepoznaje obavezu da principe jednakih moguénosti,
nediskriminacije i medusobnog postovanja primjenjuje u upravljanju, radnim odnosima,
programskom radu, komunikaciji sa javnoS¢u i odnosu prema razli€itim grupama publike.

Intemi plan aktivnosti za unapredenje rodne ravnopravnosti OJU ,,Muzeji“ Kotor za period
2026-2030. godine predstavlja intemi operativni i planski dokument direktorice kojim se, u
okviru vaZe€ih propisa, Statuta i dmgih opStih akata Ustanove, planiraju aktivnosti, rokovi,
nosioci aktivnosti i naCin pracenja njihove realizacije.

Planom se ne ureduju niti mijenjaju prava, obaveze i odgovornosti zaposlenih i ne mijenjaju se
niti dopunjuju postojeéi opSti akti Ustanove, veé se utvrduju aktivnosti i nacin sprovodenja
ciljeva i obaveza u oblasti rodne ravnopravnosti. Plan stoga ne predstavlja opsti akt iz nadleZnosti
Savjeta Ustanove.

Poseban znacCaj ovog Plana jeste u tome Sto rodnu ravnoprvnost ne posmatramo samo
kroz broj¢anu zastupljenost Zena i muSkaraca medu zaposlenima, vec i kroz jednake
mogucnosti za profesionalni razvoj, u¢eS¢e u odluCivanju, institucionalnu kulturu, javnu
komunikaciju, pristupacnost programa i nacCin na koji se kulturna basStina istrazuje i
interpretira.

2. PRAVNI | STRATESKI OKVIR

Interni plan aktivnosti zasniva se na ustavnim nacCelima jednakosti i zabrane
diskriminacije, vazec¢im propisima Crne Gore u oblasti rodne ravnopravnosti, zastite
jednakosti i zabrane diskriminacije, rada i zapoSljavanja, kulture i zaStite kulturnih dobara,
kao i na relevantnim nacionalnim i medunarodnim strateSkim dokumentima. Plan se
primjenjuje kao intemi operativni i planski dokument u okviru ovlaS¢enja direktorice za organizovanje rada
i vodenje poslovanja Ustanove i ne predstavlja opsti akt kojim se ureduju prava, obaveze i odgovomosti
zaposlenih.

2.1. Nacionalni pravni i strateski okvir

e Ustav Cme Gore ("Sluzbeni list Cme Gore", br. 001/07 od 25.10.2007, 038/13 od
02.08.2013, 126/26 od 26.08.2026) , narocito Clan 8, kojim se zabranjuje
neposredna i posredna diskriminadja, i ¢lan 18, kojim se jem¢i ravnopravnost Zzena
i muSkaraca i razvija politika jednakih moguénosti;

e Zakon o rodnoj ravnopravnosti ("Sluzbeni list Crne Gore", br. 111/26 od 30.07.2026,
132/26 od 09.09.2026), naroCito odredbe o rodno osjetljivom jeziku, prikupljanju i obradi
podataka razvrstanih po polu i odredivanju kontakt osobe za rodnu ravnopravnost (¢l. 18,
21 i22);
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Zakon o zastiti jednakosti i zabrani diskriminacije ("SluZbeni list Crne Gore", br. 002/26
od 09.01.2026, 103/26 od 16.07.2026, 132/26 od 09.09.2026)

Zakon o radu ("Sluzbeni list Crne Gore", br. 074/19 od 30.12.2019, 008/21 od
26.01.2021, 059/21 od 04.06.2021, 068/21 od 23.06.2021, 145/21 od 31.12.2021,
077/24 od 05.08.2024, 084/24 od 06.09.2024, 086/24 od 10.09.2024, 122/25 od
22.10.2025, 165/25 od 31.12.2025, 051/26 od 15.04.2026, 103/26 od 16.07.2026) u
dijelu koji se odnosi na zabranu diskriminacije, jednako postupanje i zaStitu
dostojanstva zaposlenih;

Zakon o kulturi ("Sluzbeni list Crne Gore", br. 049/08 od 15.08.2008, 016/11 od
22.03.2011, 040/11 od 08.08.2011, 038/12 od 19.07.2012), kojim se ureduje status,
organizacija i rad ustanova kulture;

Zakon o zastiti kulturnih dobara ("SluZzbeni list Crne Gore", br. 049/10 od

13.08.2010, 040/11 od 08.08.2011, 044/17 od 06.07.2017, 018/19 od 22.03.2019,
084/24 od 06.09.2024, 092/25 od 07.08.2025, 094/26 od 02.07.2026), kao propis
od znacaja za muzejsku djelatnost i zastitu kulturne bastine;

Statut OJU ,,Muzeji“ Kotor, naroCito Clan 52 ta€. 2, 10, 21, 22 i 23, kojima su uredena
ovlaSc¢enja direktorice da organizuje rad i vodi poslovanje Ustanove, stara se o
obezbjedivanju uslova i sredstava za ostvarivanje programa rada i poslovanja, daje
uputstva i naloge za izvrSenje poslova i radnih zadataka, odgovara za zakonitost
rada i vrSi druge poslove u skladu sa zakonom, Statutom i drugim opstim aktima;
Nacionalna strategija rodne ravnopravnosti 2025-2029, sa prate¢im akcionim
planovima.

2.2. Medunarodni okvir

3.

Konvencija Ujedinjenih nacija o eliminaciji svih oblika diskriminacije Zena (CEDAVV);
Konvencija Savjeta Evrope o spreCavanju i borbi protiv nasilja nad zenama i nasilja u
porodici (Istanbulska konvencija);

Agenda Ujedinjenih nacija 2030, posebno Cilj odrZzivog razvoja 5 - Rodna
ravnopravnost;

PekinSka deklaracija i Platforma za akciju;

relevantni standardi i politike Evropske unije u oblasti jednakosti i nediskriminacije.

ANALIZA TRENUTNOG STANJA

3.1. Struktura zaposlenih prema polu

OJU ,,Muzeji“ Kotor ima ukupno 23 zaposlenih, od kojih je 20 Zena, a 3 muskarca. Zene
¢ine priblizno 87% ukupnog broja zaposlenih, dok muskarci ¢ine priblizno 13%. Postojeéa
struktura zaposlenih prema polu, prema tome, pokazuje izrazitu brojéanu zastupljenost
Zena.

Sama broj¢ana zastupljenost nije dovoljan pokazatelj nivoa rodne ravnopravnosti. Za
cjelovitiju procjenu potrebno je pratiti poloZzaj Zena i muSkaraca prema vrstama poslova,
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mogucénostima stru¢nog usavrSavanja, raspodjeli odgovornosti, u¢eS¢u u radnim tijelima
i drugim oblicima profesionalnog angazovanja.

3.2. UCeS¢e u rukovodenju i odlucivanju

U organizacionoj strukturi OJU ,Muzeji“ Kotor postoji jedna rukovodeéa pozicija -
direktor/ka Ustanove. U trenutku izrade ovog Plana tu funkciju obavlja Zena. Postojece
stanje stoga ne ukazuje na podzastupljenost Zena na rukovodec¢em nivou.

Imajuéi u vidu mali broj rukovodedéih pozicija, pra¢enje rodne ravnopravnosti u odluc€ivanju
treba proSiriti i na sastav komisija, radnih grupa, projektnih timova i drugih stru€nih i
privremenih tijela, vodeci raCuna o stru€nosti, prirodi zadatka i principu jednakih
mogucnosti.

3.3. Institucionalna kultura i komunikacija

Rodna ravnopravnost u radu Ustanove podrazumijeva kulturu medusobnog postovanja,
odsustvo diskriminacije i uznemiravanja, jednake mogucénosti za zaposlene, kao i
odgovornu i inkluzivnu komunikaciju. Posebnu paZnju potrebno je posvetiti dosljednoj
upotrebi rodno osjetljivog jezika u sluzbenim dokumentima, konkursima, javnim pozivima,
programskim i promotivnim materijalima, uz o€uvanje jezicke jasnoce i prirodnosti.

3.4. Programska djelatnost i interpretacija kulturne basStine

Kao ustanova koja Cuva, istraZzuje, prezentuje i tumaci kulturnu bastinu, OJU ,,Muzeji*
Kotor ima mogucénost da doprinese vidljivosti razli¢itih druStvenih iskustava i doprinosa
Zena i musSkaraca istoriji i kulturnom Zivotu Kotora i Boke. Rodna perspektiva u ovom
kontekstu ne podrazumijeva vjeStaCko nametanje tema, vec¢ stru¢nu paznju prema tome
Ciji su glasovi, iskustva i doprinosi zastupljeni u istrazivanjima, izlozbama, publikacijama,
edukativnim programima i digitalnim sadrzajima.

3.5. Zakljucak analize

Postoje¢a kadrovska struktura ne ukazuje na potrebu za mjerama usmjerenim ka
povecanju zastupljenosti Zena. Prioritet OJU ,Muzeji“ Kotor treba da bude oCuvanje i
unapredenje jednakih mogucnosti, transparentnih procedura, profesionalnog razvoja,
zastite od diskriminacije i integrisanja rodne perspektive u institucionalnu kulturu i, gdje je
stru¢no opravdano, u programsku i interpretativnu djelatnost.

4. STRATESKI CILJEVI | PRIORITETI

Cilj 1: JaCanje institucionalne kulture jednakosti i poStovanja

» dosljedna primjena principa jednakog tretmana i nediskriminacije;
» podsticanje kulture medusobnog poStovanja i profesionalne odgovornosti;
e primjena rodno osjetljivog i inkluzivnog jezika u sluzbenoj ijavnoj komunikaciji;
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e upoznavanje zaposlenih sa pravima, obavezama i mehanizmima zaStite od
diskriminacije i uznemiravanja.

Cilj 22 Obezbjedivanje jednakih mogucnosti u zaposljavanju, radu i
profesionalnom razvoju

e transparentne i nediskriminatorne procedure zapoSljavanja i angazovanja;

* jednak pristup stru¢nom usavrSavanju, projektima, radnim grupama i drugim
mogucnostima profesionalnog razvoja;

» praéenje podataka o zaposlenima i profesionalnim prilikama razvrstanih po polu, u
mjeri u kojoj je to svrsishodno i zakonito;

* pracenje sastava komisija, radnih grupa i projektnih timova.

Cilj 3: Integrisanje rodne perspektive u programsku i interpretativnu djelatnost

e podsticanje istraZzivanja i programa koji, kada je to relevantno za temu, osvjetljavaju
doprinos Zena kulturnoj, drustvenoj i svakodnevnoj istoriji Kotora i Boke;

« vodenje raCuna o uravnoteZzenoj i strucno utemeljenoj zastupljenosti razliCitih
iskustava u izlozbama, publikacijama i edukativnhim sadrzajima,;

» izbjegavanje stereotipnih prikaza Zena i muskaraca u interpretaciji i komunikaciji;

e podsticanje saradnje sa stru¢njacima i institucijama koje mogu doprinijeti kvalitetnoj
obradi ovih tema.

Cilj 4: Unapredenje dostupnosti i uklju€ivosti muzejskih programa

e razvijanje programa koji su dostupni razliitim grupama publike bez diskriminacije;

» vodenje raCuna o potrebama roditelja i staratelja pri planiranju pojedinih edukativnih i
javnih programa, kada je to organizaciono moguce;

» promovisanje kulture u kojoj se svi posjetioci i u€esnici programa osjecaju uvazeno i
bezbjedno.

Cilj 5: Prevencija diskriminacije, uznemiravanja i rodno zasnovanog nasilja

» jasno definisanje nacina prijavljivanja i postupanja u slu€ajevima diskriminacije i
uznemiravanja;

» zaStita povjerljivosti i dostojanstva lica koja prijavljuju neprihvatljivo ponasSanije;

* informisanje zaposlenih o dostupnim internim i eksternim mehanizmima zastite;

» dosljedno postupanje, u okviru nadleznosti Ustanove, u slu¢ajevima diskriminatornog,
ponizavajuc¢eg i nasilnog ponaSanja, u skladu sa vazeéim propisima i internim
procedurama.
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5. MJERE | AKTIVNOSTI

Mjera

11

12

21

2.2

31

3.2

4.1

Aktivnost

Pregled sluzbenih obrazaca,
konkursa, javnih poziva i
komunikacijskih materijala
sa aspekta jednakog
tretmana i rodno osjetljivog

jezika.

Kratko interno informisanje
zaposlenih o principima
rodne ravnopravnosti,
zabrani diskriminacije i
mehanizmima zastite.
Vodenje osnovnih podataka
o strukturi zaposlenih prema
polu i u¢escéu u stru¢nim
usavrsavanjima, projektima i
radnim tijelima.

Primjena transparentnih i
nediskriminatornih
kriterijuma pri zapoSljavanju i

angazovanju.

Prilikom pripreme izlozbi,
publikacija i edukativnih
programa razmotriti rodnu
perspektivu kada je ona
relevantna za temu i
raspolozivu gradu.

Podsticati istraZivanje i
predstavljanje manje vidljivih
doprinosa Zena kulturnoj
istoriji Kotora i Boke kada
muzejska grada i tema to

omogucavaju.

Pri planiranju javnih i
edukativnih programa voditi
racuna o nediskriminatornom
pristupu i dostupnosti
razliCitim grupama publike.

Rok
2026-2027

Najmanje
jednom u
dvije godine

Kontinuiran
0

Kontinuiran
0

Kontinuiran
0

2026-2030

Kontinuiran
(0]

Nosioci
aktivnosti

Direktorica;
administracija;
stru€ne sluzbe

Direktorica;
odredeno
odgovorno lice

Administracija;
direktorica

Direktorica;
nadlezne
sluzbeltijela, u
okviru svojih
ovlaséenja
Kustosi/kinje;
strucni timovi

Struéne
sluzbe

Programski i
strucni timovi
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Indikator

Pregledani i,
po potrebi,
uskladeni
dokumenti

Broj odrZzanih
informisanja i
ucesnika

Godisnji
pregled
podataka

Dokumentova
ne procedure i
konkursi

Primjeri
programa i
sadrzaja u
kojima je
rodna
perspektiva
strucno
uklju¢ena
Broj
istrazivackih,
izlozbenih,
izdavackih ili
digitalnih
sadrzaja
Evidencija
programa i
povratne
informacije
publike



Nosioci

Mjera  Aktivhost Rok aktivnosti Indikator

51 Jasno komunicirati 2026-2027 Direktorica; Zaposlenima
zaposlenima nacin pravna i dostupna
prijavljivanja diskriminacije i administrativn  informacija o
uznemiravanja i upucivanje a podrska nacinu
na nadlezne mehanizme prijavljivanja i
zastite, u skladu sa vazecim mehanizmima
propisima. zaStite

5.2 Odrediti kontakt osobu za Po Direktorica Odredena
rodnu ravnopravnost radi donoSenju kontakt osoba
koordinacije pracenja Plana i pripremljen
realizacije ovog internog godisniji
Plana i pripreme godiSnjeg pregled

pregleda aktivnosti.

6. INSTITUCIONALNA ODGOVORNOST | RESURSI

Realizacijom ovog internog Plana rukovodi direktorica OJU ,,Muzeji* Kotor u okviru svojih
ovlaSéenja i raspolozivih kadrovskih, organizacionih i finansijskih kapaciteta. Direktorica
odreduje kontakt osobu za rodnu ravnopravnost, u skladu sa Zakonom o rodnoj
ravnopravnosti. Kontakt osoba pruza operativnhu podrSku u pracenju realizacije aktivnosti,
prikupljanju relevantnih podataka i pripremi godiSnjeg pregleda sprovodenja.

Za pojedine aktivnosti mogu se, u skladu sa potrebama i moguc¢nostima Ustanove,
angazovati stru¢na lica izvan Ustanove ili ostvariti saradnja sa nadleznim drzavnim i
lokalnim organima, ustanovama kulture, obrazovnim i

organizacijama koje posjeduju odgovarajucu stru¢nost.

naucnim institucijama i
Aktivnosti koje ne zahtijevaju posebna finansijska sredstva realizovace se kroz redovan
rad. Za aktivnosti koje zahtijevaju dodatna sredstva, njihovo obezbjedivanje planirace se

kroz godiSnje programe rada, budzZetske zahtjeve, projekte ili druge raspolozive izvore
finansiranja.

7. PRACENJE, EVALUACIJA | 1IZVJESTAVANJE

Sprovodenje Plana pratiCe se kontinuirano, a najmanje jednom godiSnje izvrSi¢e se
pregled realizovanih aktivnosti i ostvarenih indikatora. Praéenje treba da bude srazmjemo
veli¢ini Ustanove i da ne stvara nepotrebno administrativho opterecenije.

GodisSnji pregled moZe obuhvatiti: promjene u strukturi zaposlenih prema polu; uceScée
zaposlenih u stru¢nim usavrSavanjima, komisijama, radnim grupama i projektima;
realizovane aktivnosti u oblasti institucionalne kulture i zaStite od diskriminacije; kao i
relevantne programske sadrzaje u kojima je rodna perspektiva bila stru€no opravdana.

OJU ,,Muzeji* Kotor | Intemi plan aktivnosti 2026-2030 | 8



Na osnovu rezultata prac¢enja direktorica moZze izmijeniti ili dopuniti ovaj interni Plan prije
isteka perioda njegovog vazenja, naroCito u slu€aju promjene zakonodavnog, strateskog,
organizacionog ili programskog okvira.

8. ZAVRSNE ODREDBE

Interni plan aktivnosti za unapredenje rodne ravnopravnosti OJU ,,Muzeji* Kotor za period
2026-2030. godine primjenjuje se od dana donoSenja od strane direktorice OJU ,Muzeji"
Kotor.

Plan ¢e biti dostupan zaposlenima, a po potrebi ijavnosti, u skladu sa pravilima i praksom
Ustanove.

Ovim Planom OJU ,,Muzeji“ Kotor potvrduje opredjeljenje da principe ravnopravnosti,
dostojanstva, jednakih moguénosti i nediskriminacije primjenjuje kao sastavni dio
profesionalnog i druStveno odgovornog rada.

Broj: 01-015/26-374
Kotor, 10. septembar 2026. godine

direktorica
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MUZEJI KOTOR

GENDER EQUALITY PLAN
2026-2030
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1. INTRODUCTION

Gender equality is one of the fundamental human rights and an important principle of responsible,
inclusive and professional conduct by public institutions. As a public cultural institution, OJU
“Muzeji” Kotor recognises its obligation to apply the principles of equal opportunities, non-
discrimination and mutual respect in governance, employment relations, programme activities,
public communication and its relations with different audience groups.

The Gender Equality Plan of OJU “Muzeji” Kotor for the period 2026-2030 provides an institutional
framework for the systematic monitoring and advancement of gender equality. The Plan is tailored
to the nature and activities of the Institution and takes as its starting point the existing staff
structure, organisation of work and the specific role of museums in preserving, researching,
interpreting and presenting cultural heritage.

The particular significance of this Plan lies in the fact that it considers gender equality not only in
terms of the numerical representation of women and men among employees, but also through
equal opportunities for professional development, participation in decision-making, institutional
culture, public communication, programme accessibility and the manner in which cultural heritage
is researched and interpreted.

2. LEGAL AND STRATEGIC FRAMEWORK

The Plan is based on the principles established by Montenegrin legislation in the field of gender
equality and the prohibition of discrimination, as well as on international instruments protecting
human rights and promoting equal opportunities. In implementing the Plan, the Institution shall be
guided by the applicable legislation of Montenegro and relevant strategic documents.

2.1. National framework

e Constitution of Montenegro, which guarantees equality before the law and prohibits direct and
indirect discrimination;

e Lawon Gender Equality;

¢ Law on Prohibition of Discrimination;

e legislation governing labour and employment that guarantees equal treatment and protection
against discrimination;

e applicable national strategic documents and action plans in the field of gender equality.

2.2. International framework

e United Nations Convention on the Elimination of All Forms of Discrimination against Women
(CEDAW);

e Council of Europe Convention on Preventing and Combating Violence against Women and
Domestic Violence (Istanbul Convention);

e United Nations 2030 Agenda, in particular Sustainable Development Goal 5 — Gender Equality;

e Beijing Declaration and Platform for Action;

e relevant European Union standards and policies in the field of equality and non-discrimination.
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Note: prior to the formal adoption of the Plan, the full titles, Official Gazette reference humbers and
currently applicable national strategic documents should be verified and inserted.

3. ANALYSIS OF THE CURRENT SITUATION

3.1. Gender composition of employees

0OJU “Muzeji” Kotor has a total of 23 employees, of whom 20 are women and 3 are men. Women
account for approximately 87% of all employees, while men account for approximately 13%. The
existing staff structure therefore shows a marked numerical predominance of women.

Numerical representation alone is not a sufficient indicator of the level of gender equality. For a
more comprehensive assessment, it is necessary to monitor the position of women and men
according to types of work, opportunities for professional development, distribution of
responsibilities, participation in working bodies and other forms of professional engagement.

3.2. Participation in management and decision-making

The organisational structure of OJU “Muzeji” Kotor includes one managerial position — Director of
the Institution. At the time this Plan was prepared, that position is held by a woman. The current
situation therefore does not indicate an underrepresentation of women at management level.

Given the small number of managerial positions, the monitoring of gender equality in decision-
making should also extend to the composition of commissions, working groups, project teams and
other professional and temporary bodies, taking into account expertise, the nature of the task and
the principle of equal opportunities.

3.3. Institutional culture and communication

Gender equality in the work of the Institution entails a culture of mutual respect, the absence of
discrimination and harassment, equal opportunities for employees, as well as responsible and
inclusive communication. Particular attention should be paid to the consistent use of gender-
sensitive language in official documents, vacancy announcements, public calls, programme and
promotional materials, while preserving linguistic clarity and naturalness.

3.4. Programme activities and interpretation of cultural heritage

As an institution that preserves, researches, presents and interprets cultural heritage, OJU “Muzeji”
Kotor is in a position to contribute to the visibility of different social experiences and of the
contributions made by women and men to the history and cultural life of Kotor and Boka. In this
context, a gender perspective does not imply the artificial imposition of themes, but rather
professional attention to whose voices, experiences and contributions are represented in research,
exhibitions, publications, educational programmes and digital content.

3.5. Conclusion of the analysis

The existing staff structure does not indicate a need for measures aimed at increasing the
representation of women. The priority of OJU “Muzeji” Kotor should be to preserve and enhance

OJU “Muzeji” Kotor | Gender Equality Plan 2026-2030 | 3



equal opportunities, transparent procedures, professional development, protection against
discrimination and the integration of a gender perspective into institutional culture and, where
professionally justified, into programme and interpretative activities.

4. STRATEGIC OBJECTIVES AND PRIORITIES

Objective 1: Strengthening an institutional culture of equality and respect

e consistent application of the principles of equal treatment and non-discrimination;

o fostering a culture of mutual respect and professional responsibility;

e use of gender-sensitive and inclusive language in official and public communication;

e familiarising employees with rights, obligations and mechanisms for protection against
discrimination and harassment.

Objective 2: Ensuring equal opportunities in employment, work and professional
development

e transparent and non-discriminatory recruitment and engagement procedures;

e equal access to professional development, projects, working groups and other opportunities for
professional advancement;

e monitoring data on employees and professional opportunities disaggregated by sex, to the
extent that this is appropriate and lawful;

e monitoring the composition of commissions, working groups and project teams.

Objective 3: Integrating a gender perspective into programme and interpretative
activities

e encouraging research and programmes that, where relevant to the subject, highlight women’s
contributions to the cultural, social and everyday history of Kotor and Boka;

e ensuring balanced and professionally grounded representation of different experiences in
exhibitions, publications and educational content;

e avoiding stereotypical portrayals of women and men in interpretation and communication;

e encouraging cooperation with experts and institutions that can contribute to the high-quality
treatment of these topics.

Objective 4: Improving the accessibility and inclusiveness of museum programmes

e developing programmes that are accessible to different audience groups without
discrimination;

e taking into account the needs of parents and guardians when planning certain educational and
public programmes, where organisationally feasible;

e promoting a culture in which all visitors and programme participants feel respected and safe.
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Objective 5: Prevention of discrimination, harassment and gender-based violence

o clearly defining procedures for reporting and responding to cases of discrimination and
harassment;

e protecting the confidentiality and dignity of persons who report unacceptable conduct;

e informing employees about available internal and external protection mechanisms;

e zerotolerance for discriminatory, degrading and violent behaviour.

5. MEASURES AND ACTIVITIES

Measure

Activity

Deadline

Responsibility

Indicator

1.1

Review official forms,
vacancy
announcements,
public calls and
communication
materials from the
perspective of equal
treatment and
gender-sensitive
language.

2026-2027

Director;
administration;
professional
departments

Documents reviewed
and, where necessatry,
aligned

1.2

Brief internal
information session
for employees on the
principles of gender
equality, the
prohibition of
discrimination and
protection
mechanisms.

At least once every
two years

Director; designated
responsible person

Number of information
sessions held and
participants

2.1

Maintain basic data
on the gender
composition of
employees and
participationin
professional
development,
projects and working
bodies.

Continuous

Administration;
Director

Annual data review

2.2

Apply transparent
and non-
discriminatory
criteriain
recruitment and
engagement.

Continuous

Director; competent
bodies

Documented
procedures and
vacancy
announcements

3.1

When preparing
exhibitions,
publications and
educational
programmes,
consider a gender
perspective where it
is relevant to the
subject and available
material.

Continuous

Curators;
professional teams

Examples of
programmes/content
in which the
perspective has been
professionally
integrated
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3.2

Encourage research
and presentation of
less visible
contributions by
women to the
cultural history of
Kotor and Boka
where museum
collections and the
subject allow.

2026-2030

Professional
departments

Number of research,
exhibition, publishing
or digital outputs

4.1

When planning
public and
educational
programmes, ensure
a non-discriminatory
approach and
accessibility for
different audience
groups.

Continuous

Programme and
professional teams

Programme records
and audience
feedback

5.1

Establish or clearly
communicate the
procedure for
reporting
discrimination and
harassmentand
referral to the
competent
protection
mechanisms.

2026-2027

Director;
legal/administrative
support

Procedure/information
adopted or published

5.2

Designate a person
or function
responsible for
monitoring
implementation of
the Plan and
coordinating the
annual
implementation
review.

Upon adoption of the
Plan

Director

Responsibility
assigned and annual
review

6. INSTITUTIONAL RESPONSIBILITY AND RESOURCES

0OJU “Muzeji” Kotor is responsible for implementing the Plan within the scope of its competences
and available human, organisational and financial capacities. The Director shall provide
institutional support for the implementation of the Plan and desighate a person or function
responsible for coordinating the monitoring of its implementation.

For individual activities, in accordance with the needs and capacities of the Institution, external
experts may be engaged or cooperation may be established with competent state and local
authorities, cultural institutions, educational and scientific institutions, and organisations
possessing appropriate expertise.

Activities that do not require dedicated financial resources shall be implemented as part of regular
operations. For activities requiring additional funds, their provision shall be planned through annual
work programmes, budget requests, projects or other available sources of funding.
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7. MONITORING, EVALUATION AND REPORTING

Implementation of the Plan shall be monitored continuously, and at least once a year a review shall
be conducted of the activities implemented and indicators achieved. Monitoring should be
proportionate to the size of the Institution and should not create an unnecessary administrative
burden.

The annual review may include: changes in the gender composition of employees; employee
participation in professional development, commissions, working groups and projects; activities
carried out in the area of institutional culture and protection against discrimination; as well as
relevant programme content in which the inclusion of a gender perspective was professionally
justified.

Based on the monitoring results, the Plan may be supplemented or revised before the end of its
validity period if significant changes occur in the legislative, strategic, organisational or programme
framework.

8. FINAL PROVISIONS

The Gender Equality Plan of OJU “Muzeji” Kotor for the period 2026-2030 shall enter into force on
the date of its adoption by the competent body of the Institution.

The Plan shall be made available to employees and the public in accordance with the Institution’s
internal rules and practice.

Through this Plan, OJU “Muzeji” Kotor confirms its commitment to applying the principles of
equality, dignity, equal opportunities and non-discrimination as an integral part of its professional
and socially responsible work.

No.:

Date:

Director
D.F.A. Dusica lvetié
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