IIVTAH 3A PABEHCTBO MEXKY IIOJIOBETE B
N3ITbJIHUTEJIHA ATEHIUA ,,JIPOYYBAHE U INIOJJBbP)KAHE HA PEKA JIYHAB*

BbBeaenne

Hacrosmust Ilnan 3a paBeHCTBO MeXy mosoBeTe B M3nbiauTeNnHa areHnus ,,[IpoyuBane u noaabpkane Ha peka dynas® (MAIIIII) e
OCHOBEH JIOKYMEHT, B KOWTO C€ IUJIaHWpAT LEIUTE, 3aJa4yuTe U KOHKPETHUTE MEpKH, KouTo na ce mpunarat ot MAIIII/] 3a mocturane Ha
IIOCTaBCHUTC ILICIIN. IImansT ce ocHOBaBa Ha CIUH OT OCHOBHHUTC NPUHIHWIIA Ha AFGHLII/I}ITa, a4 MMCHHO MNPUHIUIIBT 3a NPCAOCTABAHC HAa paBHU
BB3MOKHOCTH 3a KApHUCPHO pa3BUTUC HA BCUUKU CIIYKUTCIIU, 663 Ja CC NOITyCKa MpsAKa UKW HCIIPSAKA JTUCKPpUMHWHALIWA. B T03u cmuchwa IInansT e
CCTCCTBCHO MPOABIIZKCHNUC HAa MPUCHIINUA CTPECMECIK HA AI‘GHLII/ISITa 3da MHCTUTYIHUOHAJIM3UPAHC HA PABCHCTBOTO MCIKAY IMOJIOBCTC U I'0 HAATpaXJa
9ype3 MEpPKHU 3a HaChpUYaBaHE HA PABEHCTBOTO B UETUPH MPUOPUTETHU 0OIACTH:

* bamanc B AIMUHHUCTpaluATa Ha AFCHHI/IHTa MECXKAY MMOJIOBETE IIPH JTUACPCTBOTO U B3CMAHETO Ha PCIICHUA

* PaBeHCTBO MeXAy IOJIOBETE MPH HAOMPAaHETO HA YOBEIIKH PECYpCH M IPU OCHTYPSIBAHETO HAa BB3MOXXHOCTH 3a KapHEpPHO pa3BUTHE Ha
CILY>)KUTEJINTE;

* bananc mexay npodecroHanHUs U IUYHUS KUBOT U OPTaHU3ALMOHHA KYJITYpa;

® MepKI/I cpcily HaCHUJIMEC, OCHOBAHO Ha I10JIa, BKIIFOYHUTCIIHO CCKCYAJICH TOPMO3.

MeTonmojorus

[Tnanbt Ha MATIII/] € pe3yarar oT aHaau3 Ha HOPMATUBHU JOKYMEHTH Ha MEKTYHAPOIHO, €BPOMEHCKO, HAIIMOHAITHO U MHCTUTYLIMOHATHO
HUBO, CTATUCTUYECKHU aHAJIN3 HA ChIIECTBYBAIUTE PEJIEBAHTHU arperupaHy U JAe3arperupaHu o moj JaHHH, U ChIIECTBYBAIIUTE MEXaHU3MU. T ol
€ cboOpa3eH C KIFOYOBUTE CTpaTerndecku nokyMeHTn Ha EBpomneiickus cpio3 (EC) m Opranusanusta Ha ooenunenute Hanuu (OOH), umarm
OTHOIICHHUC KbM PABHOIIOCTABCHOCTTA HA MOJIOBCTC B AbpPiKaBHATA aAMHUHUCTpAlHA, C MIOCICIHUTC USMCHCHUS B IIOJIMTUKUTC HA EBpOHeﬁCKaTa
komucus (EK) B oOnactra, KakTo M C paMKOBUTE IUPEKTUBM W HALMOHAJIHHM CTPATETHYECKM M HOPMATUBHU JIOKYMEHTH, Kacaelu
PaBHOIOCTAaBEHOCTTA Ha MOJIOBETE.



W3nbaauTenHa arennus ,,[ [poyduBane u mojaabpikane Ha peka JlyHas paboTH 3a OCUTYpsSIBAHETO Ha PaBHO OTHOIICHHE, KOETO Ja TapaHTHUpa
34 BCUYKU CIIYKHUTCIIU 6HaFOHpI/IHTHa pa60THa cpcaa, JIMIICHA OT BCAKAKBB CTCPCOTHUIL U IPCAPA3CHABK 110 IIPHU3HAK ITO0JI.

[Ipe3 2023 1. ot obmus Opoit 3aetu matHu Oporiku B MAIIIIJ ca 112 cuyxurenu, ot kouto 35 xeHu u 77 mMbxe. B mporueHTHO
CHOTHOILIEHUE, )KEHUTE ChCTaBisiBaT 32% OT o0mius Opoi ciryxutenu KbM 68% Mbixke.

Crpykrypara Ha cbeTaBa Ha ciykurenure B MAIIII/] e B cneaHOTO ChOTHOIIEHNE:!

- PowxoBoxacTBo 1 xeHa n 4 Mbke — choTHOIIEHHE 25% Ha 75%;
- OO6ma anMuHHCTpanus 9 ke’ u 3 Mbxke — choTHoleHue 75% Ha 35%;
- Cnenumanusupana anMuHucTpauud 31 xenu u 71 mpxe — croTHOmeHue 30% nHa 70%.

W3npaautennara areHius ,IIpoyuBaHe u momappkane Ha peka JlyHaB” mma 3a 1ien Aa moaabpika O0ajlaHCc Ha CHOTHOIIEHUETO MEXIY
MI0JIOBETE HA MATHUTE CIY)KUTEJH, BBIIPEKH Y€ B IGHHOCTUTE IO OCUTYpsIBaHE O€30MacHOCTTa Ha KOPaOOIUIaBaHEeTo Mo peka JlyHaB TpajuIiuOHHO
npeoliiagaBaT MbxkeTe opaau cepara Ha padora. M3MbJIHEHHETO HA TO3M IUIAH M€ Ch3/aJE YCIOBUS 32 CTPUKTHO CIIa3BaHE HA MPHUHITUIA 32
AHTHUIHUCKpHUMHUHAI KA, OCHOBAaHA Ha I10JIa.

OO0xBarT Ha IIaHA

[TnanbT € pa3zpaboTeH 3a cpok oT 6 ronuHu — oT 2023 10 2029 r. u 00xBalia BCHYKH OCHOBHH JCHHOCTH, TPOU3THYAIIN OT OTTOBOPHOCTUTE
Ha MAIIII/ kato paboTonaren, B CbOTBETCTBUE C HOPMATUBHUTE M CTPATETMYECKU JOKYMEHTH Ha €BPOIEHCKO U HAIIMOHAITHO HUBO, ChIbPIKALIH
IIPEIIINCAaHNUs 32 OCUTYPsIBAaHE Ha PABEHCTBO HA )KEHUTE U MBIKETE.

Ienn Ha MJIaHA ¥ IPHOPHUTETHH 00/1aCTH HA HHTEPBEHIUS
B ITnana 3a paBernctBo mexay nonosete B MAIII/] ca naeHtudunupany Bb3MOXKHOCTUTE 3a HAATPAXKAAHE HA BEYE MOCTUTHATOTO.
Ha ta3u ocHOBa e popMynupaHa riaBHaTa el

Ilooobpasane na menoeHyUAmMA 3a PAGEHCMEO MEHCOY HCEHUMeE U MbICEme U 8beeHcOane Ha 000pu NPaKmMuKu 3a nocmuzane Ha
taxkmuuecka pasnonocmasenocm na nonoseme ¢ UAIIIJ.



B [1nana ca oTkpoeHU NpUOPUTETHHU 00JIACTH U ca TOCTABEHHU LIEIH KaKTO CJIe/IBa:

1. PaBenctBo Mexnay nosioBere B MAIITJI opu IUIEPCTBOTO U B3EMAHETO HA PEIICHUA:

Ilen 1.1: Cp3naBaHe Ha yCIOBHS U CTPEMEK KbM PAaBHOIIOCTABEHOCT HA MOJIOBETE;

IMen 1.2: Ouenka Ha cpefiaTa M MASHTU(DULIMPAHE HAa CHIIHUTE U CJIa0UTE CTPaHU BbB Bpb3Ka ¢ OanaHca MEKIY )KEHUTE U MBXKETE B PbKOBOJHHS
ChCTaB;

[en 1.3: [TocTurane u noaabpx’aHe Ha paBeHCTBO B aaMuHucTpanusata Ha MATITII.

2. PaBeHCTBO MCOXAY KCHUTC U MBXCTC IIpHU Ha6I/IDaHCTO Ha YOBCIHIKH PECYPCH U MMPHU OCUT'YPABAHETO HA BB3MOXXHOCTH 3a KAPpHUECPHO PA3ZBUTHEC

Ha CIIYKHUTCIIUTC!

[en 2.1: Ouenka Ha cpenaTa u uAeHTU(GUIMPAHE HA CUITHUTE U CJIa0U CTPAaHU BB BPb3Ka C Ha3HAUYaBaHE U KapHEPHO Pa3BUTHUE;
Ien 2.2: [TocTurane u nmogabpKaHe Ha paBEHCTBO NPH HAOUPAHETO HA YOBEIIKHA PECYPCH;
[en 2.3: ITocTurane U noaabpKaHe Ha PABEHCTBO U PABHOMOCTABEHOCT MPU OCUTYPSIBAHE Ha Bh3MOKHOCTH 32 KAPUEPHO Pa3BUTHE.

3. bamaHc Mexay HDOd)eCI/IOHaJ'IHI/ISI W JUYHUA XKUBOT KaTO YaCT OT OpraHu3aliMOHHATAa KYJITYypa.

Len 3.1: Unentudunupane Ha HY)KIUTE HA CIYKUTEITUTE BbB BPb3Ka ¢ OanaHca Mexay npodecuoHaNHUs U TUYHUS )KUBOT;
Len 3.2: OcurypsiBane Ha 6aaHC MEXY MPO(ECUOHATHUS U IMUHUS KUBOT Ha CIIYKUTEIHUTE;
Ien 3.3: HacbpuaBaHe Ha KyATypa Ha paBEHCTBO 10 OTHOILLIEHUE HA MI0JIArAHETO HA FPUXKa.

4. Mepku cpelly HaCHJINE, OCHOBAHO Ha M0JIa, BKIIOYUTEIHO CEKCYaJIeH TOPMO3:

Ien 4.1: Ouenka Ha cpefaTa U HACHTHUIIIPAHE HA HYKIUTE;
[len 4.2: OnTumu3npaHe Ha MEXaHU3MHUTE 32 KOHTPOJT;
Ilen 4.3: [loBuiaBaHe Ha MHCTUTYLMOHAJIHATA KYJITYpa.



IJIAH 3A JTEMCTBHUE 11O IPUOPUTETHU OBJIACTA HA UHTEPBEHIIUSA

1. PasencrTBo me:xkny nmososetre B MAIIII/] npu JiuaepcTBOTO M B3€eMaHETO HA PellleHUs

. Pecypcen/
Iea Msipka/ Jleiinoct CpokoBe/ MuaukaTopu P Otrosopnuk
CpeacrBa
Cdopmupane Ha paboTHa/ eKCTIEpTHA Cpoxk 3a copmupane Ha
rpyma, KOATO Ja CIIeH PEATu3UPAHETO paboTHa rpyma: Kpas Ha
Ha HACTOSAIIUS IUIaH U IIOCTABEHUTE L€ 2023
B HETO, BKIL. JIa OTroBaps 3a roaumuoTo | Mumukaropu: ChopMupana
Ch31aBaHe HA YCJIOBHS H PBKOBOJICTBO Ha
OTYUTaHE B3 OCHOBA HA TIOCOYEHUTE paboTHa/ eKCIIEpTHA IPyIIa;
CTPeMeK KbM . brogker Ha HUAIIIL
MHIUKAaTOPH Bpoii nposenenu cperuu/
PaBHONIOCTABEHOCT Ha NATIIIA PvkoBonuTenu Ha
3aceaHus;
noJIoBeTe . JIMPEKIIUN
Bpoii moAroTBEHM roAMNIHK
OTYETH, CBHP3AHH C
M3ITBIHEHHMETO Ha IUIaHa;
CucrtemaTtn4Ho chOUpaHe Ha Cpoxk: ITocrosiHeHn
Ouenka na cpenara u Jie3arperupan 1o Mol JaHHH 1 WuaukaTopu: PrroBozcTBO Ha
HIeHTH(QUIMPaHe HA ChOIIOIaBaHe/ MOHUTOPHHT Ha WsroreeHa 0aza JaHHU; AT
CHITHUTE M C1A0UTe CTPAHH | (1OTHOWICHNETO MEKTY MBXKE U KEHH Usebpuen Morntopunr n | DrovkeT Ha | Jlupexius ALIOCO
BBB BPh3Ka ¢ fananca BBB BCUUKH yIPABJICHCKH CTPYKTYPH Ha aHAIN3 B3 OCHOBA Ha VAT u/ uu PadotHa/
MEKY JKEHUTE H MBKETE B | [JATII]]], KakTO M IIPH BCUYKH KOHKYPCH CHOpaHHUTE JaHHY; ExcneprHa rpyma
PHKOBOIHUS CHCTAB 3a yIPaBIEHCKH JUTBKHOCTH
IocTurane u noaabpxkane | HacbpuaBaHe Ha MPEICTABUTENN HA MO- Cpok: IlocrosiHen Bromoker Ha | PBKOBOACTBO Ha
Ha PAaBEHCTBO B c11a00 3aCThIIEHH B ChOTBETHOTO WNupukartopu: NATIIIIA NAIITI




yYHpaBJIEHCKUTE CTPYKTYPH
Ha MATIIL

HaIIpaBJICHUE I10JI Jja CE KaHIUAATUPAT
IIPU BB3MOXKHOCT

bpoii ocBenomenu nuna

PvKOBOIMTENN HaA
JAPEKIUU

[Ipu paBHU ApyrH yCIOBUS U KauecTBa Ha
KaHAWJaTATE, HA3HAYaBaHe Ha
KaHAHUaaTa OT Mo-c1abo mpeIcTaBeHus B
CHOTBETHOTO HAMPABJICHUE O

Cpok: Ilocrosinen
Nupukaropu:
Bpoii HazHadyeHu nuia;

bromxker Ha
HNATIIIT

PBmKkoBOACTBO Ha
HNAIIII,
PwxoBonurenu Ha
TAPEKIUN

2. PaBeHCTBO MesKAy KeHUTE H MbsKeTe IPU Ha0MPAaHeTO HA YOBEIIKH PeCypCH M NIPH OCUTYPSIBAHETO HA Bb3MOKHOCTH 32 KapHEPHO

pa3BHUTHE HA CJAYKUTEJIUTE

BB3MOKHOCTH 32 KAPUEPHO Pa3BUTHE

TOJIMIITHO);

bpoit yuyactHULIM

Pecypcn /
Iea Msipka/ Jleiinoct CpoxoBe/ Unaukaropu P Otrosopnux
CpeacrBa
CucrtemaTtn4Ho chOUpaHe Ha CpoK: IOCTOSIHEH
PvxoBoncTBO Ha
Je3arperupaty 1o MoJl JaHHU U WNunukaropu: MATITII
MIEPUOJNYHO TPOCeasiBaHe/ HsroreBena 0a3a naHHu;
bromker Ha | Jupekuus AIIOCO
MOHHUTOPHHT Ha ChOTHOIICHHETO MEXKAY | VI3BBpIIICH MOHUTOPHHT U aHAIIN3 MATITII )
H/UIn
MBKE U )KEHU Ha aAMAHUCTPATUBHU Bb3 OCHOBA Ha CHOpaHUTE JaHHU,
Onenka Ha cpenara u P P ’ Pa6orna/Excnieptna
Ju(0%35000%051
UICHTU(PHUIUPAHE HA rpyma
CHJIHHUTE M cJ1a0u
CTPaHH BBB BPB3Ka ¢ [TpoBexxnane Ha uscnenBanus/ ankeTHH | CpOK: MOCTOSTHEH
HA3HAYaBaHe U IPOYYBAHHS 38 HACHTH(UIMPAHE Ha WHKATOp: PwvKOBOICTBO Ha
KapHepHO pa3BHTHE CJTabu CTpaHU BBB BpPB3Ka C MMpoiieca Ha ) VAT
HA3HAYaBaHE U CHUIECTBYBALINTE Bpoii npoBeeHn U3ciIeIBaHus/ broyoxer Ha JIMpeKTOpH Ha
aHKeTHH m3cienBanus (1 6poit NATIIA

JUPEKLUAN
Excnepr ,,YoBemku

pecypeu’




IMocTurane n
NoAAbpPKaHe Ha

VYyacTust B 00yueHHs 3a pa3no3HaBaHe
Ha Npeapa3chIbLUTE, 0a3UpaHu HA

Cpoxk: ITocrosinen

PvKOBOZICTBO Ha

PABEHCTBO MpH TI0J1a, 33 BCUYKH CITY)KUTENIU HA WHmKaropu: bromxer na | AT
HaGUpaHeTo HA DPBKOBOJIHH IO3HLMH, OT KOUTO 3aBHCST Bpoii npoBenenn ooyueHus; HNAIIIA | PekoBoauTenu Ha
bpoii yuactHuIM; JTUPEKIUU
YOBENIKH pecypeH no0OPHT U Ha3HAYABAHETO Ha KaJpu ’
Nudopmupane 3a HaunHa Ba MOAaBaHE Cpok: [locrosineHn
Ha >KaJiOu NP TUCKPUMUHAIIMS, Wnaukaropu:
( 1 o PvxoBoncTBO Ha
OCHOBaHa Ha 1oJja (/10 pbKOBOJIUTEIUTE oBeZIeHU MH(GOPMAIIMOHHU
P g P P Bromxer Ha | UATITIJL
IMocTurane u Ha JUPEKIUU 3a HOPMYIISIp, MEWIT aipeC | KaMITaHWU W/ WA EKBUBAJICHT;
. HUAIIIL | PrkoBomurenu Ha
NOJAbpPIKaHe Ha u 11p.) Bpoii uapopMHupaHH yuyacTHULH;
. TUPEKLUN
PABEHCTBO H Bpoii noganenu u o6paboTeHu P
PAaBHONMOCTABEHOCT NMPH xKanowu;
OCUT'ypsiBaHe HA Perynsapun nundopmannonnu kamnanuu | Cpok: [locrosisHen
BB3MOKHOCT 32 3a pa3no3HaBaHe U MPOTUBOCICTBIE Ha PwvkoBoACTBO Ha
KapUepHO pa3BUTHE JUCKPUMHUHAIMSA, OCHOBAHA Ha T0JIa Nupukaropu: bromxker na | MATITIJ]
[TpoBenenn MHGOPMAITMOHHH UAIIIA | PpkoBoauTenu Ha

KaMITaHUH;
Bpoii uapopMHupaHu yyacTHULH;

JUPEKLNAN




3. bajganc Mexay nNpodecuOHATHUA U JUYHHUS )KUBOT KATO YACT OT OPraHU3alMOHHATA KYyJTypa

en

Mspxka//leiinoct

CpoxoBe/ UngukaTopu

Pecypcn /
CpencrBa

OTropopHuk

NnenTuduuupane Ha
HYKIUTE HA
CJIyKUTEJIUTE BbB
Bpb3Ka ¢ 0anaHca
MEXKAY
npogecuoHaJIHUA U
JINYHUSA )KUBOT

CuctemMaTH4HO CHOMpPaHE Ha
Ac3arperupaHu 1o mnoJjJ JaHHUu 1
MOHHUTOPHHT Ha ChOTHOIIICHUETO
MEXIy MBKE U )KEHHU B OTITYCK 32

TJIe/IaHe Ha Jena

CpoK: MOCTOSIHEH
HNuaukaropu:
Hsrorsena 0a3a manuu;
W3BBpIIIeH MOHUTOPUHT U aHAIIN3
BBH3 OCHOBA Ha CHOpAaHHTE JIaHHU,
Bpoii Mbxe/>KeHU TTONI3BaIIN
OTITYCK 3a TJIeJIlaHe Ha Jela

bromxker Ha
MNATIIT

PBKOBOZICTBO Ha
NATITI
Hupexuust AIIOCO
u/unm
Paborna/EkcnieptHa

rpymna

VYuyacTre B aHKETHO U3CJIeIBaHE Ha
NATIII 3a uaerTrdunrpane Ha ciiadu
CTpaHI/I n Hy)K,ZLI/I Ha CJIy)KI/ITCJII/ITe BBB
BpB3Ka ¢ OaaHca MexIy
npoecCHOHAHUS U JIMYHUS )KUBOT

Cpok: 2023-2025
Nunukarop:
HpOBC,Z[eHI/I AHKCTHU HU3CJICABAHUA
bpoii yuactHULIM

Bbromxer Ha
HAIII

PnxoBoaCTBO Ha
HAIIII
PnkoBoauTenu Ha
JUPEKINH

OcurypsiBane Ha
0aJlaHC MeKTy
npogecuoHaJIHUA U
JIMYHUA )KUBOT HA
CIYKUTeJIUTe

Pasnpoctpanenue Ha nndopmanus
OTHOCHO BB3MOXXHOCTHUTE Ha
CIIY>)KMTEJIUTE 3a IJIaBanio paboTHO
BpeMe

Cpok: [locrosineH
HNuaukaropu:
Bpoii npoBenenn nHGOpMaITMOHHA
KaMIaHUW;
bpoii yyactHuIm;
bpoli Bp310J13BaNIN CE CITYKUTEIH,;

Bbromxer Ha
HAIII

PwkroBoaCTBO Ha
AT
PvxoBonurenu Ha
JTAPEKIUU

HacbpuaBaHe Ha
KYJTYPa Ha PABEHCTBO
110 OTHOLLIEHHE HA
MOJIATAHETO HA TPHIKA
3a 4JieHOBe Ha
CeMeHCTBOTO

Nudopmupane u HachpuaBaHe Ha
mbxete B MAIITIJ] na moy3Bat oTmyck
3a rlieJlaHe Ha JeTe WM 3a MoJlaraHe Ha

rprKa 3a YWICHOBETE HA CEMEMCTBOTO
cHu

Cpok: IlocrosineH
HNuaukaropu:
[TpoBeneHn nHGOPMAITMOHHI
KaMITaHUW;

Bpoit uaopmupanu yqacTHUIIN;
bpoit Mbxke noa3Bamy OTIIYCK 3a
rlieJlaHe Ha Jela

Bbromxer Ha
HAIIII]

PwkroBoaCTBO Ha
AT
PvxoBonurenu Ha
JTAPEKIUU




4. Mepku cpelry HacHJIne, OCHOBAHO HO 110JIa, BKJIIOYHTETHO CeKCyaeH TOPMO3

HacuiInuec, OCHOBAHO Ha I10Jia

bpont yuactHULIH.

Pecypen /
el Mspxka//leiinoct CpoxoBe/ UnaukaTopu OTroBopHux
1 pxa/Jl p p Cpencrsa p
Cpoxk: 2023
OueHka Ha cperaTa U | AHKETHO NIPOYYBAHE CpEJ CIYKUTEINUTE HA
o AHe Ha VIATITIJI 3 JarsocTiKa 1 Nupukarop: broker Ha PvxoBonCTBO Ha
uaeHTUGUIU .
A 1Hp ITpoBeneno 1 6poit anketno | MATITI/ NATII
HYKIHTE UACHTUHUIMPAHE HA TPOOJIEMH U PUCKOBE
MpOyYBaHe /U3CIeIBaHE.
WNudopmupane Ha cayKuTenuTe Ha
GopwHp Y Cpox: 2023
HAIIII/] 3a HeoOXoauMocTTa U
Nupukaropu:
aHTKUMEHTA UM 33 U3TOTBSHE HA .
Bpoit undopmupanu bromxker Ha PvkoBOICTBO Ha
MIPOTOKOJI 32 JOKJIaIBaHE KbM JUPEKTOPUTE
P PERTOPHTC | yocurren; VATITI WATITIL
Ha JUPEKIUU B ATCHIUATA TPU HATTMYUETO .
bpout nporokonu 3a
Onrumu3upaHe 3a Ha Cllydad Ha TUCKPUMUHAIUS WIIN
JOKJIaIBaHE;
MEXaHM3MHTE Ha HAcWJIMe, OCHOBAHO Ha MoJa.
KOHTPOJI Cpok: B ciy4aii Ha
Vg nomnbiaHeHue B ETnunus
H(opMHpaHE Ha CIYKUTEINUTE Ha
i AHI?II[ p y E kozekc B nepuoaa 2023-2028 | bromxker Ha PnxoBoICTBO Ha
3a TombIHEHUS B ETHuHuS
Nupukarop: HATIIT HUAIIIL
KOJICKC Ha ATEHITUsATa N
Bpoii uapopmupanu
CITY>)KUTEJIH;
VYuactue B opranusupanu ot MATII
P P A Cpoxoge: 2023, 2025-2028
IoBumaBane Ha oOyueHHUsl U CEMUHApH 3a U3rPaXKAaHe Ha
Nupukaropu: bromxker Ha PnxoBoICTBO Ha
HHCTUTYIHOHAIHATA | MHCTUTYLIMOHAJIHA KYITypa 3a -
yn M YATYP Bpoii nposeeru oGyuenns; | UATIII VAT
KYJTypa pasno3HaBaHe U MPeJoTBpaTsIBaHE HA




PLAN FOR GENDER EQUALITY IN
EXECUTIVE AGENCY “EXPLORATION AND MAINTENANCE OF THE DANUBE RIVER”

Introduction

This Plan for gender equality in Executive Agency “Exploration and Maintenance of the Danube River” (EAEMDR) is a basic document planning
the goals, purposes and specific measures to be implemented by EAEMDR to achieve the set purposes.

The plan is based on one of the main principles of the Agency, namely the principle of providing equal opportunities for career development to all
employees, without allowing direct or indirect discrimination. In this sense, the Plan is a natural extension of the inherent pursuit of the Agency of
institutionalization of the gender equality, and builds on it through measures promoting equality in four priority areas:

* Gender balance in the administration of the Agency in leadership and decision-making;
* Gender equality in the employment and provision of career development opportunities for employees;
» Work-life balance and organizational culture;

» Measures against gender-based coercion, including sexual harassment.

Methodology

The plan of EAEMDR is the result of an analysis of European, national and institutional normative documents, statistical analysis of existing
relevant gender-aggregated and -disaggregated data, and existing mechanisms. The Plan is in line with the key strategic documents of the European
Union (EU) and the United Nations (UN) related to gender equality in public administration, with the latest amendments of the policies of the
European Commission (EC) in the field, as well as with the framework directives and national strategic and normative documents concerning
gender equality.

EAEMDR works to ensure such equal treatment and attitude guaranteeing all employees a favourable work environment devoid of any gender-
based stereotypes and prejudice.



In 2023, the total number of the employees in the Executive Agency “Exploration and Maintenance of the Danube River” is 112 employees, of
which 35 women and 77 men. In percentage terms, women are 32 % of the total number of employees compared to 68% men.

The composition of the employees in EAEMDR is as follows:

- Management, 1 woman and 4 men — ratio 25 % to 75 %;

- General administration, 9 women and 3 men — ratio 75 % to 25 %;

- Specialized administration, 31 women and 71 men — ratio 30 % to 70 %.

The Executive Agency “Exploration and Maintenance of the Danube River” aims at maintaining a balance of the gender ratio of the full-time
employees, although men traditionally predominate in the activities for ensuring the safety of navigation on the Danube river due to the field of
work. The implementation of this plan will create conditions for strict observance of the principle of gender-based anti-discrimination in order to
promote anti-discrimination awareness and create a work and public environment free of any stereotypes and prejudice.

Scope of the Plan

The plan is developed for a period of six years from 2023 to 2029, and covers all basic activities arising from the responsibilities of the Agency as
an employer, in accordance with the European and national normative and strategic documents containing guidelines for ensuring equality between
women and men.

Objectives of the Plan and priority areas of intervention

The Plan for gender equality in EAEMDR identifies opportunities to build on the achievements to ensure balance. On this basis, the following
main goal was laid out:

Improvement of the trend of the balance between women and men and implementation of good practices to achieve gender equality in the
Agency.



The Plan highlights priority areas and sets goals as follows:

1. Gender balance in the administration of the Agency in leadership and decision-making:

Objective 1.1: Creating conditions for and pursuit of gender equality;

Objective 1.2: Assessment of the environment and identification of the strengths and weaknesses in the light of the gender balance in the
management positions;

Objective 1.3: Achieving and maintaining balance in the administration of the Agency.

2. Gender equality in the employment and provision of career development opportunities for employees:

Objective 2.1: Assessment of the environment and identification of the strengths and weaknesses in the employment and career
development;

Objective 2.2: Achieving and maintaining equality in the recruitment of human resources;
Objective 2.3: Achieving and maintaining equality in providing opportunities for career development.

3. Work-life balance as part of the organizational culture:

Objective 3.1: Identification of the needs of the employees related to the work-life balance;
Objective 3.2: Ensuring work-life balance for the employees;
Objective 3.3: Promoting a culture of equality in the care for dependent family members.

4. Measures against gender-based coercion, including sexual harassment:

Objective 4.1: Assessment of the environment and identification of the needs;
Objective 4.2: Optimization of the controls;

Objective 4.3: Enhancement of the institutional culture.



ACTION PLAN PER PRIORITY AREAS FOR INTERVENTION

1. Gender balance in the administration of the Agency in leadership and decision-making

Objective Measure/Activity Indicator Resources / Responsible
funding person
Creating conditions for and | Formation of a working/expert group Working group formation EAEMDR EAEMDR
pursuit of gender equality | to monitor the implementation of the deadline: end of 2022 budget management,
current plan and its objectives, Indicators: managers of
including to be engaged with the Formed working/expert group; divisions
annual reporting based on the Number of working
specified indicators. meetings/sessions held;
Number of prepared annual reports
related to the Plan implementation;
Assessment of the Systematic acquisition of gender- Term: ongoing EAEMDR HR Department
environment and disaggregated data and Indicators: Prepared database; budget and/or
identification of the compliance/monitoring of the gender | Performed monitoring and analysis Working/Expert
strengths and weaknesses in | ratio in all management structures of based on collected data Group
the light of the gender EAEMDR, as well as in all
balance in the management competitions for management
positions positions.
Encouraging representatives of the Term: ongoing EAEMDR EAEMDR
Achieving and maintaining underrepresented gender in the Indicator: number of people budget management,
balance in the respective division to apply, if informed managers of
administrative possible divisions
structures of EAEMDR Given equal other conditions and Term: ongoing EAEMDR Division
qualities of the applicants, Indicator: budget managers
employment of the applicant from Number of people assigned; and directors of
the underrepresented gender in the directorates

respective division




Participation in leadership trainings Term: ongoing EAEMDR EAEMDR
organized by EAEMDR Indicators: budget, management
Number of trainings organized and related
conducted; projects
Number of participants;
Participation in trainings and Term: ongoing EAEMDR EAEMDR
workshops organized by EAEMDR Indicators: budget, management
to promote the pursuit of gender Number of trainings organized and related
balance and building an institutional conducted (minimum 1 training projects

culture to recognize and prevent
gender-based prejudice

per year);
Number of participants;




2. Gender equality in the recruitment of human resources and provision of career development opportunities for employees

Objective Measure/Activity Deadline/ target indicators Resources/ Responsible
funding person
Assessment of the Systematic acquisition of Term: ongoing EAEMDR budget HR Department
environment and gender-disaggregated data and Indicators: Prepared database; and/or
identification of the monitoring of the gender ratio Performed monitoring and Working/Expert
strengths and in the administration positions analysis, based on collected data Group
weaknesses Surveys for identification of the Term: ongoing EAEMDR budget Division
in the employment and | strengths and weaknesses in the Indicators: managers and
career development employment process and the Number conducted researches/ HR Department
existing career development surveys
opportunities and procedures (1 per year); Number of
participants
Achieving and Participation in trainings for Term: ongoing EAEMDR budget Division
maintaining equality in | recognition of gender prejudice Indicators: managers/
the recruitment of of all managers influencing the Number of trainings conducted; directors of
human resources recruitment and selection of Number of participants. directorates
employees
Achieving and Awareness about the manner of Term: ongoing EAEMDR budget; EAEMDR
maintaining equality in | submitting complaints in case Conducted information funding by third parties management
providing of gender-based discrimination campaigns and/or equivalent;
opportunities (to managers of divisions in Number of informed participants;
for career development terms of forms, email Number of complaints submitted
addresses, etc.) and processed.
Regular information campaigns Term: ongoing. EAEMDR EAEMDR
for awareness and reaction Indicators: budget; funding by third management
against the gender-based Conducted information parties
discrimination campaigns;

Number of informed participants.




3. Work-life balance as part of the organizational culture

Number of men on childcare leave.

Objective Measure/Activity Deadline Resources
/ Responsible person
funding
Systema‘gc acquisition of gender- Termf ongoing EAEMDR
disaggregated data Indicators: management and
and monitoring of the gepder ratio of prepared daj[aba.lse; EAEMDR HR Department
the employees in performed monitoring and
; ; | leave analysis based on collected data; budget and/or
Identification of the parenta ¥ ; Working/Expert
needs of the employees number'of men/women on Group
related to the work-life _ childcare leave.
balance Participation in a survey conducted Term: 2023-2025
by EAEMDR for identification of the Indicator:
needs of the employees related to the Conducted survey research; EAEMDR EAEMDR
work-life balance budget _management
Number of participants. Division managers
o Term: i
Communicating to the employees the erm: ong01.ng
Ensuring work-life it Indicators: EAEMDR
uring w opportunities for ) Number of conducted information | EAEMDR
balance temporary or permanent floating campaigns; budget ' rpgnagement
for the employees work hours and/or on remote work Number of participants; Division managers
Number of employees benefited.
Promoting a culture of | Informing and encouraging the men Term: ongoing
equality in the care for | in EAEMDR to use parental leave or Indicators: EAEMDR
. . . . EAEMDR
dependent family leave for care for family members Informative meetings held; budeet management
members Number of informed participants; & Division managers




4. Measures against gender-based coercion, including sexual harassment

Resources Responsible
Objective Measure/Activity Deadline / target indicators and P
. person
funding
Asse.:ssment of the Survey among the c?mployees Qf the. Term: 2023 EAEMDR | EAEMDR
environment and agency for diagnosis and identification Indicator: budeet manasement
identification of the needs | of problems and risks Conducted 1 survey/research. g g
e need and thett comminment o prepare | TS 2023
a report procedure to division manle)l eI;s Indicators: EAEMDR | EAEMDR
portp £ Number of informed employees; | budget management

in cases of gender-based discrimination

) Number of reporting protocols.
and coercion. p gP

Optimization of the controls

Term: in case of an addition to the

Informing the employees of EAEMDR Code of Ethics in the period 2023- EAEMDR | EAEMDR

about the supplements to the Code of 2028 budeet management
Conduit of the Agency Indicator: Number of informed g g
employees.

Participation in trainings and workshops

organized EAEMDR to build an Terms: 2023, 2025-2028

Enhancement of the Jrgamz . . . EAEMDR | EAEMDR

e ser e institutional culture to recognize and Indicators: Conducted 4 trainings;

institutional culture . budget management
prevent gender-based Number of participants.

coercion




