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L GENDER EQUALITY AT THE UNIVERSITY OF TIRANA

University of Tirana consists of six faculties and two institutes. It offers 174 programmes in all three cycles of
study, with 842 full time (Female/Male) and 1,327 part time (Female/Male) academic staff and around 23,551

students (Female/Male). Currently, the majority of academic staff (65,4%), Associate professors (69 %) and
lectures that hold a PhD degree (71%) are women. Meanwhile, the representation of women in decision making
bodies is weak with 10% of Rectorate and 37% of members of the Academic Senate, that is the University’s
highest academic body, are women, but higher with 57.1% of members of the Board of Administration, that is
the highest governing administrative body. Gender balances are very different in permanent commissions with
57.1% of female members in the Academic Staff Promotion Commission, but in the Commission of the Pro-
gress of the Activity and the Relations with the Students there are only 28.6% of female.

Gender issues are included in the curricula of the Bachelor and Master Programs in the fields of study of Social
Work and Soclal Policles, and Sociology at Faculty of Social Science, as well as in curricula of the aculty of
Economy on the modules “Human Resource Management™ at the Bachelor level, and “Advanced Human Re-
source Management” at the Master level. Gender Budget Analysis are not included yet in any study pro-
gramme.

The main gender gaps identified so far at the institutional level are:
e Mission and vision of the institution are not gender sensitive.
e There are missing the institutional policies and structures to promote GEP.
o There has been no attempt so far to develop the GEP and Gender Responsive Budget.
o There are very few data available to monitor the situation with gender lenses.
»  Gender aspects not included in systemic way into research work.
e Very few published papers focus on gender equality analysis and/or take into consideration the gender
impact.

The GEP contains measures developed based on the needs and the context analysis of the University of Tirana,
an analysis carried out through the valuable collaboration of the project team and the survey’s results under-
taken under LetGEPS project. These statistical indicators and the survey’s results are relevant for determining
the actions and measures in the GEP. The questionnaire was distributed to all academic and administrative
staff of UT from the main server using their official e-mail addresses during March —Aptil 2021.

I1.1 Analysis of the UT statistical indicators according to ISCED

Table 1 displays the number of the students enrolled in tertiary education by sex and field of study at the
University of Tirana and there share to total number of students in higher education institutions in Albania.
The analysis of the student component by gender shows that the number of women is higher than that of men
in almost all fields of study in UT. Specifically, the examination of students enrolled by fields of study shows
the widespread phenomenon known internationally as horizontal segregation, where women at the University
of Tirana represent from 57% (Information and Communication Technologies) to 89% (Education) of the total
students in the respective field of studies.



Table I. Students enrolled in tertiary education by sex and field of education

Sowrce: Data from University of Tirana

Table 11 shows the analysis of doctoral graduates by gender. We can observe that there are more female doc-
toral graduates in all fields of studies. The percentage of female doctoral graduates is from 54% in the field of
Social sciences, journalism and information to almost 100% in the field of Information and Communication

Technologies.

Table I1. Women among doctoral graduates by field of education



Source. Data from University of Tirana

Comparing these data referring to the number of students in each field of study for the University of Tirana, it
is evident that the women among doctoral graduates are underrepresented in the field of Arts and Humanities
with 65% compared to 82% of students in this field, as well as in Social Sciences 54% PhD/87% students,
while they are overrepresented in the fields of study Business, Administration and Luw 95%PhD/75% students
and in the field of Information and Communication Technologies 100% PhD /57% students.

Table 111 confirms that there are more women than men among doctoral graduates, by a narrow field of studies.
The percentage of women doctoral graduates is from 50% in the field of Natural sciences, to 100% in the field

of Information and Communication Technologies.

Table H1. Women among doctoral graduates by narrow field of education (STEM)

Source: Data from University of Tirana



Figure 1 displays the trend of the academic career by gender. Looking at the composition by gender along the
academic career path starting from the position of student, passing through the research doctorate to becoming
a researcher (C), associate professor (B) and full professor (A), the effect of the so-cailed leaky pipeline is
easily recognized.

In fact, women represent 77.9% of the students and academic staff of UT. In the later stages of the career the
presence of women is reduced progressively, falling to 69.2% among the associate professors and to 50,4%
among the full professors. Probably, the transition from Associate Professor to the position of Full Professor
is the most critical phase for women, in which they should meet a lot of research and publication requirements.
This decline in female participation from Associate Professor to Full Professor has something to do with family
obligations as well as other factors related with the high cost of research activities and publications. Further
data collection is necessary to be provided during GEP implementation to proper define the measures that
should be taken from the University.

Figure 1. Proportion (%) of men and women in a typical academic career, students and academic staff
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Note: Data for UT

Table IV below shows a more in-depth analysis of gender by looking only at grade A, the position of full
professor. In percentage terms, the presence of female professors out of the total female academic staff is
13.3%, while the male one is about 25.4%. This confirms that some social, cultural, economic or institutional
barriers may have limited females’ careers.

Table IV. Proportion (%) of grade A staff among all academic staff, by sex

Source: Data for UT

The Glass Ceiling index is determined as the ratio between the share of women in teaching staff (grade A +

grade B + grade C) and the share of women in the role of full professors (grade A). The value of this index can
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vary from 0 to infinity. An index value of 1 indicates that there is no difference between women and men in
terms of the probability of reaching the maximum career level (full professor); an index value of less than 1
means that the share of women in the maximum achievable role is higher than their average presence among
the teaching staff (grade A -+ grade B + grade C); an index value higher than unity instead shows the presence
of the effect known as "glass ceiling effect", which sees women less represented in the top positions (grade A)
than their average presence area of teaching staff (grade A + grade B + grade C). In general, the higher the
value assumed above the unit by the Glass Ceiling index, the stronger the effect of the glass ceiling and the
more difficull it is for wowen o reach the top role in the academic carcer. The Glass Ceiling index for all
higher educational institutions of Albania is 1,33 that indicates the barriers to the career progression of female
academic staff.

The above analysis provided evidence that there is a gender inequality in research leading to insufficient rep-
resentation of women in leadership positions. The following part show the survey results undertaken for the
aim of this project.

1.2 Overall analysis of the survey results

The survey has been developed by CY Cergy Paris University in Qualtrics, and administered by the UT in
Albanian language. At the beginning of the survey, all participants were informed about the anonymization of
their data. Responses were obtained in the last week of March until April 2, 2021. The survey required about
20 to 25 minutes to be completed, Participants were given the option of not responding at each question.

11.2.1 Structure of the survey

The survey is composed of several blocks of questions:

- Demographic questions: age, gender, marital status, number of children, age of youngest child, child-
care service, share of household income, employment status of partner;

- Professional life questions: role at institution, research field, type and duration of work contract, pref-
erences for smart working, promotion, wage, job satisfaction, relationship with boss,

- Work-life balance questions: (some questions have been selected from the Eurofound 3rd Living,
Working and COVID-19 e-survey) trade off work and family time, commuting time to work, house-
work/childcare time use, paternity leave, life satisfaction;

- Social value and gender policy oriented questions: traditional gender role questions (taken from the
Social Value Survey), discrimination (race, age, sexual), feelings about easier/harder for women to
obtain better careers (several contexts) than men, ranking of possible actions to implement in GEP;

- Leisure time questions: activities practiced, vacation memories, time spent waiching television/videos;

- Implicit Association Test.

11.2.2 Methedology

The respondents did not have complete information about the purpose of the survey.! The invitation letter and
the first page of the survey specify the following:

“The main objective of the survey is to better understand the practices of our institution in order to improve
the work-life balance. The overall results of this survey will make it possible to draw up an action plan (which
will include, for example: training activities, recruitment policies, flexibility of working hours) that is con-

sistent with the expectations and needs of the staff and the institution.”

" This decision has been taken in agreement with the DPOs of the RPOs.
6



Our decision to partially disclose the aim of the survey is because stating the name of the project or the gender
equality plan might strougly bias the 1esponses. Rescarchers have shown thet respondents could change their
responses to please the people submitting the survey. There is a large literature in sociology about how surveys
can construct what they pretend to measure; a large literature in empirical economics which warns against
sample selection and how it might prevent researchers to infer anything from survey results; a large literature
on survey design which shows how responses change with the order in which questions are raised, with the
preselected or "by default" answers, or with the way questions are framed. The blocks of questions described

above have been presented in a random order to respondents.

1.2.3 Results: General discussion

The number of respondents (160) corresponds to a sample size, which allows reaching a target of a 10% error
margin (95% confidence interval). The female participation in the survey was 76.4% (123 respondents) while
22% (35 respondents) male. Table 5 shows the respondents regarding age patterns where 44.4% belongs to the
age group 21-34 and 29.4% to the age group 35-44 and the field of research. The Acadennic stafl participated
at 82.5% (132), while the administrative staff at 10% (16).

Table

earch

5. The respondents regarding age patterns and the field of res
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The percentage of responses by gender to the questions about discriminations and violence (witnessed, sub-
jected, or heard of); perceptions of gender equality in the allocation of tasks and resources; and work-life
balance has been considered as the most relevant for determining the actions to be included in the Gender
Equality Plan.

In Figure 2and 3there are the replies to questions concerning discrimination and violence, respectively. In both
groups of questions, the respondents had the choice to answer “No”, “Yes, heard of”, “Yes, subjected”, or
“Yes, witnessed”. In Figure 1, we can see that 60 to 80 percent of the respondents have not been victims of
discriminations {or known of such cases). Women have mostly been subjected to gender based discrimination
(11 percent) or have witnessed it (9 percent); 16 percent of women have heard of gender based discrimination,
while 16 (11) percent of women (men) have been victims of age based discrimination which is considered as
the dominant form of discrimination. Taking in consideration the high participation of women in this survey,
the University of Tirana should consider measures for talking the age based discrimination of women, when
their retirement ages are relatively high (65-68 years) compared to other part of women population (61 years).
This perception reflects the administrative data regarding the lower percentage of women in high levels of
their academic and research career.



Figure 2. Since you started working in this institution, have you been subject to or have you witnessed
or heard of at work any of the following? (% of total respondents)
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Figure 3. Since you started working in this institution, have you been subjected to or have you witnessed
or heard of at work any of the following? (% of total respondents)
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In Figure 3, we can see that about 40 percent of men and women declare to have experienced, directly (3
percent for men and 8 percent for women) or indirectly (witnessed or heard of), verbal abuse. About 1 6 percent
of women and 19 percent of men have been subjected to or witnessed humiliating behaviours. About 17 (15)
percent of men (women) have heard of sexual harassment, and 3 to 5 percent of them have experienced sexual
harassment. About 30 percent of men respondents and 40 percent of women respondents have experienced
bullies. Some measures might be introduced in regulations of the University of Tirana to avoid any form of
abuse for both staff and students.

To evaluate whether men and women perceive that the tasks and resources are equally allocated in their de-
partments, several tasks and resources were assessed. In Figure 4, we can see the distributions of the replies
by gender. In general, both men and women believe that it is casier for women to obtain desirable and de-
manded tasks, access offices or equipment, obtain a wage bonus, and access career development opportunities.
Men find it more likely than women. Compared to men, a higher percentage of women find that accessing
carcer development opportunities is easier for men.

Figure 4. In your workplace, it is easier for a woman or a man to: (% of lotal respondents)
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In Figure 5 we can see that compated to men, a higher percentage of women find that declining unwanted non
mandatory teaching hours, obtaining a permanent contract, receiving adequate prevention of occupational haz-
ards, and participating in the space of representation are easier for men, Both men and women perceive that
the recruitment process is more accessible to men.



Figure 5. In your workplace, it is easier for a woman or a man to: (% of total respondents)

Decling unwanted non mandetory teaching hours
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Figure 6. How many times in the last month did you find yourself... (% of total respondents)
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In Figure 6 we show some indicators of “professional burnout”. The percentages are very similar for men and
women. We see that about 40 percent of the respondents worry about work when they are not working at least
half of the time; about 80 percent of them are too tired to take care of housework at the end of the day, which
is referring mostly to women which represent 76.4% of respondents. About 60 percent of respondents perceive
that their job prevents them from devoting the time they wanted to their personal life. About 40 percent of the
respondents feel the need to work during holidays to meet work demands. Such 1ssues are treated on the GEP
measures regarding work-life balances.

Figure 7 shows the average ranking of scveral suggested Gender Equality Plan actions. The following actions
have been suggested by the respondents:

o Most of the trainings have benefited women and most of them are part of various commissions.

o Transparency in the use of time for dependent.

Figure 7: Gender Equality Plan Actions

Gender Awarness Treining for senior steff
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Based on the survey’s results, the main aspects of inequality to be addressed in GEP of University of Tirana

are:

Increasing gender awareness and training of senior staff and all employees;
Clear home office regulations;

More flexible work-from-home regulations for parents of young children;
Programs to enhance women’s career during and after Doctoral studies;

More transparency about allocation of research funding.

Supporting women with child care services for children under the age of 3 years;
More transparent for recruiting processes;

Gender sensitive composition of various commissions.

R e
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L. FOCUS OF THE GENDER EQUALITY PLAN

Based on the above analysis of the situation of the University of Tirana, where the institutional policies and
structures in place to promote the gender equality are missing at all, was designed this GEP document for the
next year 1 June 2021- 31 May 2022.This document takes in consideration the four elements required by the
EU standards regarding implementation of the principle of gender equality.

The dedicated human resources and gender expertise to implement it is one of the crucial pillars Regarding to
this aspect, the GEP is proposing as the first measure appointment of a Gender Focal Point at Rectorate level.
GFP will assist the process of gender mainstreaming in the UT and will be responsible for ensuring and mon-
itoring that policies, workplace procedures and practices respect gender equality. GFPs may be directly in-
volved in implementing certain gender-specific activitics on awareness such as training on gender issues,
workshops and advocacy campaigns. The Rector will be responsible for appointing a Gender Focal Point.

The data collection and monitoring gender disaggregated data on personnel and students for certain indicators
and annual reporting is another goal of GEP. In the data collected under this project it is evident that some data
are missing, not only for UT but at national level. We expect that in the coming years UT to be able to collect
all data required according to the EU standards, referring to the international classification ISCED and divided
by gender and age.

The awareness raising will be associated with trainings on gender equality. Integration of the gender dimension
into research and teaching content will be in the focus. Organization of annual workshops/ conferences that
have a special session on gender issues and publication of papers referred in current Journals of Faculties/De-
partments of UT that should be visible in the UT website. Training sessions or seminars on the inclusion of
gender dimension in research and teaching content will motivate departments and academic staff to include in
their courses genders issues or to introduce elective courses at UT level on gender equality.

UT will share its GEPs and will develop close cooperation with other stakeholders and partners, such as RPOs
engaged in Gender Equality projects at EU level, regional and country level. GEP makes the case for develop-
ing a common approach for all actors at country-level and for focusing on implementing selected measures
and activities. Careful gender analysis and close consultation with central government focal points on gender
equality, civil society organizations, women's rights activists, and the youth, will provide a firm foundation for
actions on the ground.

I GOALS AND MEASURES

The main goal of GEP is to increase awareness and to implement measures for gender equality at the University
of Tirana. This main goal is complemented by the following specific objectives:

1. Dedicated resources commitment of human resources and gender expertise to implement it.

2. Data collection and monitoring: gender disaggregated data on personnel and students for certain indi-
cators and annual reporting based on these indicators.
Awareness raising/trainings on gender equality and unconscious gender biases for staff and deciston-
makers.

L]
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In this first GEP document design at the University of Tirana, five action fields are addressed:

Increase the participation of women in research, innovation and improvement of their career prospects.
Gender balance in leadership and decision-making.

Integration of the gender dimension into research and teaching content

Work-life balance and organizationat culture,

Measures to prevent gender-based violence including sexual harassment

Ch b U B e

Measure 1. Increase the participation of women in research and innovation and improvement of their
career prospects

Sub Measurel.1 Promote the creation of unit to support gender equality at the University level
v Action 1,1.1 Appointing a gender focal point at the University level
v Action 1.1.2 Draw up a job description for gender focal point
v Action 1.1.3 Gathering data on gender equality at the University of Tirana

Sub Measure 1.2 Increasing capacity to apply gender equality in the institutional policies
v Action 1.2.1 Workshop with the working groups who will work on drafting or revising docu-
ments of the University of Tirana such as Strategies, Regulations, Code of Ethics, etc.

Sub Measure 1.3 Promoting projects led by women researchers
v Action 1.3.1 Organizing annual workshop/conference to promote the work of multidiscipli-
nary research groups interested in gender issues

Measure 2. Gender balance in leadership and decision-making

Sub Measure 2.1 Promote equal representation in decision-making bodies
v Action 2.1.1 Workshop with university staff who exercise leadership in the institution

Measure 3. Integration of the gender dimension into research and teaching content

Sub Measure 3.1 Incorporate the gender perspective in research and teaching content
v Action 3.1.1 Development the gender sensitive statistics and indicator to be analysed to annual

report.
V' Action 3.1.2 Introducing Gender equality elective courses with at least 3 ECTS known for

Bachelor / Master Programs at the UT level (classes with at least 10 students).
Measure 4, Work-life balance and organisational culture

Sub Measure 4.1 Implementation of ICT-based system for enhancing flexibility and improving the
work life balance of the staff, after experience gained during pandemic situation of COVID-19.

v" Action 4.1.] Improve regulations for flexible working times arrangements offering remote
working and online working in conformity with the Labour Code, Law No. 136/20135, date
05.12.2015, requirements, Article 15 “Homework and Telework™.

v" Action 4.1.2 Offering online elective /compulsory courses as normal teaching options.
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Sub Measure 4.2 Clear regulation of the working time to avoid burden on the women
v Action 4.2.1 A more flexible working time for women with small children to avoid extended
working time in the late afternoon, in conformity with the Labor Code, Law No. 136/2015,
date 05.12.20135, requirements, Article 81

Measure 5.Prevent gender-based violence including sexual harassment

This measure is adopted in conformity with the Labor Code, Law No. 136/2015, date 05.12.2015,
requirements, Article 32 "Protection of personality”, and is also adopted by the ILO “Violence and
Harassment Convention® (No. 190) and its accompanying Recommendation (No. 206) in June
2019. The Convention recognizes that everyone has the right to a world of work free from violence
and harassment. It offers broad protection and applies to the public and private sectors. to the
formal and informal economy, and in urban and rural areas.

v Action 5.1 Introduce measures to prevent gender-based violence and harassment at the
university regulations.

v Action 5.2 Define rules for prevention age-based discrimination especially for women. For
equal performance, the older women to be promoted compared to the youngest one in decision
making bodies and in research activities.

Prepared by LeTSGEP Team
1. Ingrid Shuli Bugka— Project Coordinator
2. Merita Xhumari
3. Etleva Leskaj
4. Rezarta Perri
5. Lindita Gjika
With a special contribution of Rajmonda Duka — Consultant/Mentor.
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ANEX WPS

UNIVERSITY OF TIRANA



Detailed description of planned GEP activities

Short deseription of the -

LeT8GEPs

The Gender Focal Point will assist the process of gender mainstreaming in the

action) -

"| ORaising awareness

O Gender {& Diversity)
training
O Other:

.| CiCareer progression and
| development

X Recruitment

CPromotion

{7 Retention
[iCreating a gendet-inclusive
workplace culture
O Prevention of gender-based

| violencefsexual harassment

Oinstitutional Governance
OGender equality policies
OGender monitoring
O Gender balanced decision
bodies

acﬁ_on : Rectorateand also in the main units. It will be responsible for ensuring and
. monitoring that policies, workplace procedures and practices respect gender
equality. While GFPs may be directly involved in implementing certain gender-
specific activities such as training on gender issues, workshops and advocacy
- campaigns. The Rector is responsible to appoint a person as Gender Focal Point.
Impact area(s)’ 1. Increase in the participation of women in research and innovation and
: : improvement of their career prospects(]
2. Gender balance in decision-making bodiesX
3. Gender dimension in research content]
| 4. Work-life balance and organisational culture A
5, Measures to prevent GBV incl. sexual harassment O
L : Other, please specify:
Field(s) of action = " - CJUnderstanding the organization Ointegration of gender aspects in
(one action might tackle O Data collection ClResearch
more than one field of - 7 Other: O Teaching

[internal funding
applications

O Work-life-balance aspects
OFlexible working
conditions
[J Dual Career
O} Care & family work
OOther, please specify

O Gender Budgeting, please specify:

OOtherficlds, please specify:

inequality to be

Institutional key site(s) of
[ R "7 1 gender mainstreaming and gender equality; approved strategies and plans are
addressedby this action(=""
organizational context) .

University of Tirana has not an institutional structures in place that promote

not gender sensitive; there are very few data to monitor the situation with

gender lenses.

Target group(s) to be - | OStudents XResearch and teaching | XAdministration
addressed by this-action’:. staff Please specify who:

L ARG Please specify who: Bord of Administration

Rector office/Academic
T O Senate
Involved actors forthe " | LeTSGEPscore team Please specify who:
implementation %LeTSGEPs WG Rector
o JAdministration Administrator
. o X Management Head of LeTSGEPs WG
. . gem

Responsible for the - . Academic Senate/Board of Administration
implementation
Action’s importance for [ Very high 1 Medium O Very low
your institution - X High O Low {0 Can’t decide

The first five points refer to the five minimum areas of GEPs to be compuisory introduced in Horizon Europe.




{aTSGEPs

(personnel, equipment)

Planned implementation September 2021 January 2022
period? o '

Resources needed for Annual salary of a staff; PC and office supply.
implementation

Expected (measurable) -
output of this action (short-
term effects) ' :

One person appointed as Gender Focal Point. The person should have
appropriate knowledge and certain expertise on Gender Fquality, gender
statistics, gender mainstreaming, etc.

Expected outcome? of this
action (mid-term effects)

Integrate gender dimensions into strategic planning processes and management

Evaluation procedure - ° -
(How to determine if goal
was reached.)

Monitoring the appointment procedure

Any aelditional comments you wonld like to make:

The gender focal point will be affiliated withthe rector's office. The gender focal point needs adequate
financial resources Lo work eflectively. Board of Administration will add a new budget line in the Rectorate
budget to fund some activities each year. .

Short description of the -
action

|inUT regulation.Job description will be approved by Rector and published by the

A person will be recruited from the human resource office in the position of the
Gender Focal Point through open procedures. Human Resource Department will
draft and include in human resource manual job description, responsibilities,
rights, obligations and hierarchy line, of the employee who will be responsible
about gender issues and will be appointed as a gender focal point at UT.
Responsibilities, rights and obligations of gender focal point also will be included

human resources office in the public procurement bulletin. Rector and Human
Recourse office with be responsible to follow the procedutes.

Impact area(s)’

1. Increase in the participation of women in research and innovation and
improvement of their career prospects O

2. Gender balance in decision-making bodies X

3. Gender dimension in research content [

4, Work-life balance and organisational culture [

5, Measures to prevent GBV incl. sexual harassment T

Other, please specify:

Field(s) of action _
(one action might tackle
more than one field of |
action} '

| X Institutional Governance

Cllntegration of gender aspects in
CiResearch
[] Teaching
Minternal funding
applications
0 Work-life-balance aspects
OFlexible working
conditions
[J Dual Career
{1 Care & family work
[(J0ther, please specify
1 Gender Budgeting, please specify:

OUnderstanding the organization
{1 Data collection
[ Other:
ORaising awareness
O Gender (& Diversity)
training
[ Other:
OCareer progression and
development
* Recruitment
ClPromotion
O Retention
OCreating a gender-inclusive
workplace culture
1 Prevention of gender-based -
violence/sexual harassment

OOther fields, please specify:

O Gender equality policies

2For long-time measures or actions, which are to be institutionalized permanently put in N/A in the “end’ box.
30utcomes refer to mid-lerm effects on the individual or organizationat level of the measure
“The first five points refer to the five minimum areas of GEPs to be compulsory introduced in Horizon Europe.



LoTEGEPs

O Gender monitoring
X Gender balanced decision
bodies _

Institutional key site(s) of
inequality to be addressed

There are no rights and duties, as well as the job description for the gender focal
point in the statute of UT, the institutional regulation and the manual of human

Planned implementation
period® L

by this action(= - . resources.
organizatlonal contexl)
Target group(s) tobe . | (IStudents X Research and teaching | CJAdministration
addressed by this action staff Please specify who:

Lo o Please specify who:
Involved actors for the .| OLeTSGEPscore team Please specily who:
implementation | XLeTSGEPs WG Human Resource Department

' o XAdministration Rector

' L [0 Management
Responsible forthe - Human Resource Department in collaboration with LeTSGEPs WG
implementation
Action’s importance for [ Very high X Medium O Very low
your institution T3 High O Low O Can’t decide
November 2021 December 2021

Resources needed_for :
implementation ~ .
(personnel, equipment)

| LeTSGEPs WG also will provide its expertise and feedback for the

No additional resources are needed for this activity. The staff of Human
Recourse department will draft the job description for the gender focal point.

implementation of this activity.

Expected (measurable)
output of this action {short-
term effects) ' '

Job description, responsibilities, rights, obligations and hierarchy line, of the
employee who will be appointed as gender focal point are drafted, approved and
included in human resourse manual and in UT regulation.

Expected outcome® of this
action (mid-term effects) -

Integrate gender dimensions into strategic planning processes and management

Evaluation procedure -
{How to determine if goal
was reached.)

T Job description approved by Academic Senate.Human resources manual and the

UT regulation are also amended by senate.

Any additional comments you would like to make:
This is a normal procedure and we believe that there will be no obstacles to its approval

Short description of the
action T

| Main units at the University of Tirana will collect and process more data
disaggregated by gender, especially to measure achievements in the field of

research and teaching. The type of data will be determined based on best practices
to measure gender inequality in teaching and research. Structures at all levels will
work together to determine the type of data to be collected.

Tmpact area(sy

1. Increase in the participation of women in research and innovation and
improvement of their career prospectsT]

2. Gender balance in decision-making bodies X

3. Gender dimension in research content[]

4. Work-life balance and organisational cullure U

5, Measures to prevent GBV incl. sexual harassment O

Other, please specify:

Field(s) of action

Ointegration of gender aspects in
[(Research

OUnderstanding the organization
X Data collection

SFor long-time measures or aclions, whicli are to be institutionalized permanenily put in N/A in the ‘end’ box.
50utcomes refer to mid-term effects on the individual or organizational level of the measure
"The first five points refer to the five minimum areas of GEPs to be compulsory introduced in Horizon Europe.



LeTEGEPs

(one action might tackle
more than one field of
action)

O Other:

| ORaising awareness

[1 Gender (& Diversity)
training
O Other:
OCareer progression and
development
O Recruitment
C1Promotion
C! Retention
OCreating a gender-inclusive
workplace culture
{1 revention of gender-based

violence/sexual harassment

Oinstitutional Governance
O Gender equality policies
X Gender monitoring
O Gender balanced decision
bodies

O Teaching
Olnternal funding
applications

[0 Work-life-balance aspects
OFlexible working
conditions
O Dual Career
[ Care & family work
[JOther, please specify

U] Gender Budgeting, please specify:

[Other fields, please specify:

Institutional key site(s) of '
inequality to be addressed .

UT collects and reports very few data disagregated by gender . To monitor all
processes and espetially teaching and research with gender lenses it is a need to

by this action(= - . increase the number of collected data and to produce gender indicators. Data are
organizational context) needed to identify gender gaps and address them also in new policies.
Target group(s)to be - XStudents ¥ Research and teaching | [JAdministration
addressed by this action staff Please specify who:

- ' T Please specify who:
Involved actors for the CILeTSGEPscore team Please specify who!
implementation - COLeTSGEPs WG Deaprtament of curricula and quality

' 1 Y Administration assurance, Office of Career and .
['] Management Student Rela.tions in UT and main
: units, Teaching secretaries mam units

Responsible for the .| Academic Senate/Human Resurce Department
implementation
Action’s importance for | [ Very high 1 Medium 1 Very low
your institution .. | X High 0 Low [ Can’t decide
Planned implementation January 2022 May 2022

period® -

Resources needed for | .

jmplementation <
{personnel, equipment)

| There is no need for a dedicated budget for staff as well as for equipment, as
1 they exist in rectorates and faculties.

Expected (measurable) .
output of this action (short-

term effects)

Reporting of staff and student data according to the ISCED classification as
well as the teaching and research activities.

Expected outcome” of this -
action (mid-term effects)

Improved the quality of gender disaggregated data on staff, students, teaching
and research and calculation of seme indicators.

Evaluation procedure

(How to determine if goal

was reached.)

Number of gender indicators introduced and coilected , number of gender
indicators reported in annual reports, number of indicators used to draft the new
|_strategy.

Any additional comments you would like to marke:

IT department will be directly involved in the imp

install the software and to provide training for main users.

lementation of this activity. They will be responsible 1o

5For long-time measures or actions, which are to be instituti

onalized permanenily put in N/A in the ‘end’ box.

9Outcomes refer to mid-term effects an the individual or organizational level of the measure



Short description of the
action

niversity of Tirana has a strategic plan which will be reviews next year, This
activity aims to increase the capacities of the working group that will deal with
the drafting of the plan to develop a new strategic plan with gender lenses.

Impact area(s)"® . .

1. Increase in the participation of women in research and innovation and

improvement of their career prospectst]

2. Gender balance in decision-making bodies O

3. Gender dimension in research content[]

4. Work-life balance and organisational culture [

5. Measures to prevent GBV incl. sexual harassment O

Other, please specify:

Tield(s) of action

{one action might tackle
more than one field of
action)

[(Understanding the organization
(3 Data collection
] Other:
[ORaising awareness
O Gender (& Diversity)
training
O Other:
OCareer progression and
development
O Recruitment
OPromotion
[1 Retention
OCreating a gender-inclusive
workplace culture
O Prevention of gender-hased
violence/sexual harassment
XInstitutional Governance
¥ Gender equality policies
J Gender monitoring
O Gender balanced decision
bodies

DOlIntegration of gender aspects in
[OResearch
O Teaching
Clnternal funding
applications
[ Work-life-balance aspects
(OFlexible working
conditions
[J Dual Career
O3 Care & family work
O Other, please specify
[ Gender Budgeting, please specify:

OOther fields, please specify:

Institutional key site(s) of

inequality to be addressed '

The Academic Senate creates working groups for drafting political documents.
Members of the working groups are academic staff from different faculties. In

period'!

by this action{= general, the members of the working group do not have the necessary
organizational context) knowledge to include gender equality issues in policy making.
Target group(s) to be XStudents X Research and teaching | XAdministration
addressed by this action staff Piease specify who:
- T Please specify who:
Involved actors for the XLeTSGEPscore team Please specify who:
implementation ' CILeTSGEPs WG LeTSGEPs core team
' O Administration External expert
R o X Management
Responsible for the Academic Senate/working group; gender focal point
implementation ="
Action’s importance for 0 Very high X Medium O Very low
your institution O High O Low O Can’t decide
Planned implementation November 2021 January 2022

10The first five points refer to the five minimum areas of GEPs to be compulsory introduced in Horizon Europe.
UFor long-time measures or actions, which are to be institutionalized permanently put in N/A in the “end” box.




Resources needed for
implementation ~ °
(personnel, equipment)

No

Expected (measurable) - - .
output of this action (short-
term effects) -

A workshop programme with the list of working group patticipant signed. In
total will be delivered 1 workshop and 15 person will participate.

Expected outcome'? of this
action (mid-term effects)

Inteprate gender dimensions into strategic planning processes

Evaluation procedure
(How to determine if goal
was reached.) . :

Number of participants; the new strategic plan

Any additional comments you would like to make:

Short description of the
action L

University of Tirana wil! provide funds for at least one annual workshop per
year that has in their programme a special session on gender issucs. This
activity aims to fund mainly the workshops dedicated to gender issues.

Impact area(s)?

| 3. Gender dimension in research contentX

1. Increase in the participation of women in research and innovation and
improvement of their career prospectsX
2. Gender balance in decision-making bodies

4. Work-life balance and organisational culture O
5, Measures to prevent GBV incl. sexual harassment [
Other, please specify:

Field(s) of action =~ :.
(one action might tackle "
more than one field of
action) -

1 workplace culture

1 violence/sexual harassment

OUnderstanding the organization YIntegration of gender aspects in

7 Data collection XResearch

[ Other: ] Teaching
CIRaising awareness XInternal funding

[0 Gender (& Diversity) applications

training [1 Work-life-balance aspects

O Other: OFlexible working
OCareer progression and conditions
development [ Dual Career

7] Recruitment [ Care & family work

[(Promotion DOther, please specify

[J Retention [ Gender Budgeting, please specify:

CICreating a gender-inclusive
OOther fields, please specify:

3 Prevention of gender-based -

Cinstitutional Governance
O Gender equality policies
[ Gender monitoring
TIGender balanced decision
hodies

inequality tobe . .0
addressedby this actioni(= -
organizational context)

Institutional key site(s) of -
© | articles focus on gender equality analysis and/or take into consideration the

Gender aspects are not included in systemic way into research work. Very few

gender impact.

20utcomes refer to mid-term effects on the individual or organizational level of the measure
3The first five points refer to the five minimum areas of GEPs to be compulsory introduced in Horizon Europe.




LaTSGEPs

Target group(s) to be [IStudents ¥Research and teaching | X Administration

addressed by this action staff Please specify who:
Please specify who: Roard of Administration
Departments and main
units, Organizing
Committees

Involved actors for the ULel SGEPscore leau Please specify who:

implementation - CLeTSGEPs WG Dean Office, Academic Senate, Board

' : [ Administration of Administration
T X Management

Responsible for the Faculties And Departments, Organizing Committee, Academic Senate, Board

implementation Of administration

Actlon’s imporilunce [ [1 Very high X Medium d Very low

yout institution O High [ Low O Can’t decide

Planned implementation | January 2022 April 2022

period™ S

Resources needed for. No

implementation

(personnel,'equipxﬁént) :

Expected (measurable) -

output of this action (short-

term effects)

One workéhops focusing on gender issues will be funded each year; some
articles will address directly different gender issues

Expected outcome' of this

action (mid-term effects)

Gender perspective has increased on research work(gender issues being

addressed in articles that are published)

Evaluation procedure
{How to determine if goal
was reached,)

Workshops data (number of articles addressing gender issues, number of female
speakers, number of articles published), number of participants, etc.

Any additional comments you would like to make:

Short description of the
action. - . R

The activity aims to increase the capacity in the fiel
‘| managers and head of departments to securc their support in applying gender
| equality in teaching and research.

“of leadership of key

Impact area(s)"®

1. Increase in the participation of women in research and innovation and

improvement of their career prospects Tl

2. Gender balance in decision-making bodies X

3. Gender dimension in research content{]

| 4. Work-life balance and organisational culture Ol

| 5. Measures to prevent GBV incl. sexual harassment O

Other, please specify:

Field(s) of action
{one action might tackle

action)

'| OUnderstanding the organization

more than one field of - '

[ Data collection
0 Other:
x[JRaising awareness
O Gender (& Diversity)
training

3 Other:

Clintegration of gender aspects in
ORescarch
{0 Teaching
Clinternal funding
applications

O Work-life-balance aspects

MLor long-time measures or actious, which are to be institutionalized permanently put in N/A in the *end” box.
150yytcomes refer to mid-term effects on the individual or organizational fevel of the measure
6The first five points refer to the five minimum arcas of GEPs to be compulsory introduced in Horizon Europe.



OCareer progression and
development
[ Recruitment
OPromotion
O Retention

1 OCreating a gender-inclusive

workplace culture
O3 Prevention of gender-based
violence/sexual harassment
XInstitutiona! Governance
O Gender equality policies
O Gender monitoring
XGeuder balanced decision
bodies

LeT3GEPs

[OFlexible working
conditions
O Dual Career
[l Care & family work
[(1Other, please specify

O Gender Budgeting, please specify:

ClOther fields, please specify:

Institutional key site(s) of
inequality to be addressed

We have not provided workshop dedicated to management staff and heads of
departments about leadership. However UT has the human resources to provide

output of this action (short-
term effects) '

by this action(= -~ - such workshop.
organlzational context) _ _
Target group(s) tobe OStudents X Research and teaching | XAdministration
addressed by this action staff Please specity who:
T Please specify who: Key managers
: : Head of Departments
Involved actors for the ™ .~ | TLeTSGEPscore team Please specify who:
implementation : | ¥LeTSGEPs WG Head of departments, key managers,
I : O Administration human resource department
s S X Management
Responsible forthe Human Resource Department, Gender focal point
implementation '
Action’s importance for 0O Very high X Medium O Very low
your institution | G High ] Low 1 Can’t decide
Planned implementation January 2022 March 2022
period? :
Resources needed for NO
implementation '
(personnel, equipment)
Expected (measurable) A workshop programme with heads of departments and other key managers.

The list of participants, at least 10 person.

Expected outcome'® of thi
-action (mid-term effects)

Increased role of female members in governing bodies; Increased number of
women elected as members of decision-making bodies.

Evaluation procedure :’
(How to determine if goal
was reached.) o

Number of participants; percentage of

women in decision making bodies.

Any additional comments you would like 1o make:
Based on the findings of this training we will work to design a more
equality for the period after 2022

detailed training progranm on gender

Short description of the
action '

University of Tirana will introduce and ¢
and indicators to evaluate the teaching and research. We collect some statistics

ollect new gender sensitive statistics

about research in our institution, meanwhile gender statistics and indicators are

missing.

7Fgr long-time measures or actions, which are to be institutionalized permanently put in N/A in the end’ box.
180utcomes refer to mid-term effects on the individual or organizational level of the measure




LeTaGEPs

Impact area(s)”

1. Increase in the participation of women in research and innovation and
improvement of their career prospects X

2, Gender balance in decision-making bodiesC]

3. Gender dimension in research contentX

4. Work-life balance and organisational culture [

5. Measures to prevent GBV incl. sexual harassment []

Other, please specify:

Field(s) of action

(one action might tackle
more than one field of
action)

O Understanding the organization
X Data collection
C1 Other:

‘| [Raising awareness

[ Gender (& Diversity)
training
O Other:
[Career progression and
development
O Recruitment
CPromotion
[[1 Retention
CCreating a gender-inclusive
workplace culture
O Prevention of gender-based
violence/sexual harassment
[Cnstitutional Governance
O Gender equality policies
3 Gender monitoring
TJGender balanced decision
bodies

¥ Integration of gender aspects in
X Research
O Teaching
TInternal funding
applications
[0 Work-life-balance aspects
OFlexible working
conditions
G Dual Career
O Care & family work
TOther, please speeify
[} Gender Budgeting, please specify:

COtherfields, please specify:

lnstitutio.nal key site(s) of -
inequality tobe ~ '

Gender aspects not included in systemic way into research work. No data in
place to evaluate the teaching and research with gender lenses.

addressedby this action(=
organizational context)
Target group(s) to be "} [1Students X Research and teaching | CJAdministration
addressed by this action staff Please specify who:
' ' ' Please specify who:
All main units
Involved actors forthe | [ILeTSGEPscore team Please specify who:
implementation YLeTSGEPs WG Head of LeTSGEPs WG
: [ Administration Directorate of Scientific Research and
IT
X Management
Responsible for the | Main Units, Directorate of Scientific Research and IT; Curriculum and Quality
implementation Assurance Directorate, Deputy Deans
Action’s importance for O Very high X Medium O Very low
your institution | O High O Low O Can’t decide
Planned implementation January 2022 May 2022
period™® o
Resources needed for No
implementation
(personnel, equipment)
Expected (measurable) A list of indicators developed and approved (indicators for papers, projects,

output of this action (short-
term effects) :

conferences, workshops, master thesis, phd thesis, ete, in gender issues

18The first five points refer to the five minimum areas of GEPs to be compulsory introduced in Horizon Europe.
Dpgr long-time measures ot actions, which are to be institutionalized permanently put in N/A in the ‘end” box.
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LeTSGEPs

action (mid-term effects)

Expected outcome™ of this

Integration of gender analyses in all institutional repotts.

Evaluation procedure -
(How to determine if goal
was reached.) ' F

unites (Department and Facuities).

| Gender sensitive statistics and indicators collected and reported by all main

Any additional comments you would like 10 make:
Improve data collection; include gender indicators in annual report.

Short description of the .
action i

The aim of this activity is to ad

d new elective courses in bachelor and master
programme focus on gender quality. Department In both faculties will make the

decisions about the modules based on existing curricula.

Impact area(sy? -

1. Increase in the participation of women in research and innovation and

improvement of their career prospects X

2. Gender balance in decision-making bodies [

3. Gender dimension in research contentl]

4, Work-life balance and organisational culture L

5. Measures to prevent GBV incl. sexual harassment O

Other, please specify:

Field(s) of action

{one action might tackle
more than one field of
action})

CiUnderstanding the organization
O Data collection
[0 Other:
ORaising awareness
1 Gender (& Diversity)
training
O Other:
CCareer progression and
development
0 Recruitment
CJPromotion
T Retention
OCreating a gender-inclusive

| workplace cufture

O Prevention of gender-based
violence/sexual harassment
Oinstitutional Governance
O Gender equality policies
O Gender monitoring
[CGender balanced decision
bodies

X Integration of gender aspects in
[0 Research
¥ Teaching
Ointernal funding
applications

O Work-life-balance aspects
CFlexible working
conditions
[ Dual Career
0 Care & family work
OOther, please specify

7 Gender Budgeting, please specify:

OOther fields, please specify:

Institutional key site(s) of
inequality to be addressed
by this action(= '
grganizational context)

Gender issues are included in our curricula in very few modules in both
Faculties. We want to increase the number and the variety of courses offered.

Target group(s) to be - XStudents X Research and teaching | CJAdministration
addressed by this action staff Please specify who:
S L Please specify who:
S Teaching staff
Involved actors for the [LeTSGEPscore tearm Please specify who:
implementation ' TJLeTSGEPs WG Faculty of Social Sciences

2A(yuteomes refer to mid-term effects on the individual or organizational level of the measure
2The first five poins refer to the five minimum areas of GEPs to be compulsory introduced in Horizon Europe.
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O Administration Faculty of Economy

{0 Management

output of this action (short-
termeffects) .

Responsible for the Faculty of Social Sciences

implementation Faculty of Economy

Action’s importance for [ Very high X Medium O Very low
your institution I High ] Low {1 Can’t decide
Planned implementation =~ | March 2022 April 2022

period® : '

Resources needed for No additional budget needed

implementation

(personnel, equipment)

Expected (measurable) ~. | New elective courses developed and approved

Expected outcome®* of this
action (mid-term effects)

Gender issues more present in the existing curricula

Evaluation procedure

was reached.)

| Number of elected modules proposed, number of modules approved by
(How to determine if goal.

Academic Senate

Any additional comments you would like to make:

Young mothers and especially single mothers have difficulty to take care for their |

more than one field of -
action) '

Short description of the
action . 7| children during the day. Nursery and public kindergarten schedules are not
U adequate, as most of them close at 4 p.m. This activity aims to make the necessary
adjustments to the regulations that enable the flexible working times
arrangements.
Impact area(s)*® - . 1. Increase in the participation of women in research and innovation and
e improvement of their career prospects [(J2. Gender balance in decision-making
bodies O
1 3. Gender dimension in research content(]
4, Work-life balance and organisational culture X
5. Measures to prevent GBV incl. sexual harassment [
I L Other, please specify:
Field(s) ol action . - OUnderstanding the organization Ointegration of gender aspects in

(one action might tackle .-

[] Research
O Teaching
Ointernal funding
applications

X Waork-life-balance aspects
XFlexible working conditions
U Dual Career
(1 Care & family work
[CIOther, please specify

O Gender Budgeting, please specify:

[J Data collection

[] Other:
LIRaising awareness

O Gender (& Diversity)

training

[ Other:
ClCareer progression and
development

0 Recruitment

CIPromaotion

O Retention

BEgr long-time measures or actions, which are to be institutionalized permanently put in N/A in the ‘end’ box.
240utcomes refer to mid-term effects on the individual or organizational level of the measure
5The first five points refer to the five minimum areas of GEPs to be compulsory introduced in Horizon Europe.
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OCreating a gender-inclusive D Other fields, please specify:
workplace culture -
O Prevention of gender-based
violence/sexual harassment
ClInstitutional Governance
[ Gender equality policies
O Gender monitoring
[(OGender balanced decision
o bodies
Institutional key site(s) of | The teaching process takes place from 8:30 A.M to 20:30 P.M. The regulations
inequality io be addressed | do not provide facilities for female academic staff who have other family

by this action(= : responsibilities.
organizational context) _
Target group(s) to be ClStudents ¥ Research and teaching | TlAdministration
addressed by this action staff Please specify who:
: ' ' - Please specify who:
Academic and their
: S : families
Involved actors for the - © | CILeTSGEPscore team Please specify who:
implementation | (JLeTSGEPs WG Human Resource Department; Head
LT XAdministration of Department
S X Management
Responsible forthe . Human Resource Department
implementation )
Action’s importance for . | [ Very high O Medium [ Very low
your institution "7 .j XHigh 1 Low O Can’t decide
Planned implementation October 2021 December 2021
period® . . - v
Resources needed for No additional budget needed
implementation )
{personnel, equipment)
Expected (measurable) | Changes in regulations and human resorce manual that enable flexibility in the
output of this action (short- | workplace
term effects) '

Expected outcome® of this | Improved rules and procedures that enable the integration of work with family
action (mid-term effects) and personal life (about 40 percent of teaching staff are impacted by the new

. ' ' " | regulation)

Evaluation procedure - . | Number of female academic staff who have benefited from the flexibility in the
(How to determine if goal | working time against the tota! female academic staff

was reached.) B
Any additional comments you would like to make:

Y oung mothers and especially single mothers have difficulty to tnke care for their
children during the day. Nursery and public kindergarten schedules are not
1 adequate, as most of them close at 4 p.m. This activity aims to make the necessary
adjusiments to the regulations that enable online courses when staff are unable to
be physically present in the auditorium (not only in the pandemic period).

Short deseription of the -
action g

2por fong-time measures or actions, which are to be institutionalized permanently put in N/A in the *end” box.
Z0uicomes refer to mid-term effects on the individual or organizational level of the measure
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Impact area(sy™® 1. Increase in the participation of women in research and innovation and
o improvement of their career prospects [

2. Gender balance in decision-making bodies L]

3. Gender dimension in research content(]}

4. Work-life balance and organisational culture £

5. Measures to prevent GBV incl. sexual harassment [

. Other, please specify:

Field(s) of action OUnderstanding the organization Clintegration of gender aspects in
(one action might tackle [ Data collection [0 Research
more than one field of O Other: 3 Teaching

action)

[1Raising awareness
O Gender (& Diversity)
training
[ Other:
{1Career progression and
development
[0 Reernitment
TiPromotion
J Retention
OCreating a gender-inclusive
workplace culture
[0 Prevention of gender-based

violence/sexual harassment

Cinstitutional Governance
[0 Gender equality policies
[0 Gender monitoring
OGender balanced decision
bodies

Dlnternal funding
applications

X Work-life-balance aspects
XFlexible working conditions
O Dual Career
O Care & family work
OOther, please specify

[ Gender Budgeting, please specity:

(O0ther fields, please specify:

Institutional key site(s) of

Online teaching is not anticipate as a way of teaching in the UT regulation. It

period”® .

inequality to be addressed { was applied during the pandemic situation (Covid-19) by order of the Ministry
by this action(= © | of Education.
organizational context)
Target group(s) to be [1Students ¥ Research and teaching | CJAdministration
addressed by this action staff Please specify who:
: o S Please specify who:
Academicstaff and their
. : families

Involved actors for the | CILeTSGEPscore team Please specify who:
implementation OLeTSGEPs WG Human Resource Department

o X Administration Head of Depaetments, Deans

X Management

Responsible for the Human Resource Department, head of Department, Deans
implementation
Action’s importance for O Very high O Medium {1 Very low
your institution | X High [ Low 1 Can’t decide
Planned implementation | September 2021 May 2022

Resources needed for -

implementation :
(personnel, equipment)

No additional budget needed

Expected (measurable)

| Number of modules offered online

output of this action (short-
term effects) c

The first five points refer to the five minimum areas of GEPs to be compulsory introduced in Horizon Europe.
BFor long-time measures or actions, which are (o be institutionalized permanently put in N/A in the ‘end’ box.
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Expected outcome™ of this
action (mid-term effects)

Improved rules and procedures that enable the integration of work with family
and personal life

Evaluation procedure
(How to determine if goal
was reached.) )

Number of online modules offered by femate academic staff against the total

Any additional comments you would like to make:

Short description of the
action

| adjustments to the regulations that enable that mothers with small children to

Young mothers and especially single mothers have difficulty to take care for their
children in the afternoon. Nursery and public kindergarten schedules are not
adequate, as most of them close al 4 p.m. This activity aims to make the necessary

avoid teaching time late in the afternoon.

Impact area(s)*!

| improvement of their career prospects [

1. Increase in the participation of women in research and innovation and

2. Gender balance in decision-inaking bodies O

3. Gender dimension in research content[]

4. Work-life balance and organisational culture X

5. Measures to prevent GBV incl. sexual harassment O
Other, please specify:

Field(s) of action

{one action might tackie
more than one field of
action)

CUnderstanding the organization
[0 Data collection
1 Other:
[JRaising awareness
[J Gender (& Diversity)
training
[ Other:
OCareer progression and
development
0] Recruitment
[ Promotion
] Retention
[Creating a gender-inclusive
workplace culture
1 Prevention of gender-based
violence/sexual harassment
Clnstitutional Governance
[0 Gender equality policies
O Gender monitoring
D Gender balanced decision
bodies

Dintegration of gender aspects in
[ Research
O3 Teaching
[internal funding
applications

X Work-life-balance aspects
XFlexible working conditions
O Dual Career
[l Care & family work
CiOther, please specify

[3 Gender Budgeting, please specify:

OOther fields, please specify:

inequality to be addressed
by this action{—
organizational context)

Institutional key site(s) of -

The teaching process takes place from 8:30 A.M to 20:30 P.M. The regulations
do not provide facilities for female academic staff.

Target group(s) to be
addressed by this action

IStudents
staff

families

X Research and teaching

Please specify who:
Academic staff and their

[[JAdministration
Please specify who:

Oytcomes refer to mid-term effects on the individual or organizational level of the measure
%The first five points refer to the five minimum areas of GEPs to be compulsory intreduced in Horizon Europe.
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Involved actors for the OLeTSGEPscore team Please specify who:

implementation : OLeTSGEPs WG Human resource department;
DOl Administration Academic Senate, main units

- [J Management

Responsible for the Academic Senate/ Human resource department

implementation

Action’s impeortance for [ Very high O Medium O Very low

your institution X High ] Low [ Can't decide

Planned implementation April 2021 April 2021

period® ' -

Resources needed for No additional budget needed

implementation - ;

{persontiel, equipment)

Expected (measurable)

output of this action (shorl-

term effects) -

| Policies in place on work and personal life balance

Expected outcome™ of this -

Improved rules and procedures that enable the integration of work with family

and personal life

action (mid-term effects)
Evaluation procedure -
{How to determine if goal
was veached.})

Number of female academic staff with small children who have benefited from
| the flexibility in the working time against the total female academic staff

Any additional comments you would like to make:

Short description of the
aclion o

In respect of the Albanian Labour Code, prevention of gender based violence and
sexual harassment is an obligation of any public and private organization.

Impact area{s)y*

1. Increase in the participation of women in research and innovation and
improvement of their career prospects [12. Gender balance in decision-making

bodies [J

3, Gender dimension in research content[]
| 4. Work-life balance and organisational cuiture
"1 5, Measures to prevent GBV incl. sexual harassment xXO

Other, please specify:

Field(s) of action - - -
(one action might tackle
‘more than one field of
action) . Lo

DUnderstanding the organization
[1 Data collection
1 Other:
X[ORaising awareness
{1 Gender (& Diversity)
training
O Other:
ClCareer progression and
development
L] Recruitment
OPromotion
] Retention

| XOCreating a gender-inclusive
| workplace culture

X0 Prevention of gender-based
violencefsexual harassment

Olntegration of gender aspects in
G Research
0 Teaching
Clinternal funding
applications
Work-life-balance aspects
Flexibie working
conditions
[ Dual Career
O Care & family work
OOther, please specity
[} Gender Budgeting, please specify:

[MOther fields, please specify:

32Fgr jong-time measures or actions, which are to be institutionalized permanently put in N/A in the ‘end’ box.
30 uteomes refer to mid-term effects on the individual or organizational level of the measure
#The first five points refer to the five minimum areas of GEPs to be compulsory introduced in Horizon Europe.
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[linstitutiona! Governance
1 Gender equality policies
O Gender monitoring
CGender balanced decision
R : bodies
Institutional key site(s) of | The Code of Ethics have to specify the definitions and measures to prevent any
inequality to be addressed | form of violence in any kind of circumstances at the University.
by this action(= :
organizational context)
Target group(s)to be . - | XU Students ¥ Research and teaching | X[JAdministration
addressed by this action staff Please specify who:
s - Please specily who:
Academic staff and
their families
Involved actors for the | XOLeTSGEPscore team Please specify who:
implementation CLeTSGEPs WG XHuman resource department;
A [ Administration Academic Senate, main units
L : [ Management
Responsible forthe - - Academic Senate, Human resource department
implementation .~ L
Action’s importance for - -{ [J Very high 1 Medium ] Very low
your institution .- - | X High O Low O Can’t decide
Planned implementation October 2021 December 2021
period35 o o S
Resources needed for | No additional funds needed
implementation - :
(personnel, equipment)
Expected (measurabie) Policies in place on Code of Ethics and other regulations
output of this action (short-
term effects) L
Expected outcome®™ of this | Improved rules and procedures that prevent all kinds of gender violence
action (mid-term effects)
Evaluation procedure I Ammendaments to the Code of Ethics and Regulations
(How to determine if goal -.
was reached.y . g
Any additional comments you would like 1o make:

Shott description of the The respect for the career and work of the academic and research s aff need to be
action - . - | reflected in regulations when the experience of the older staff might be used in
= S decision making bodies and in research teams.
Impactarea(sy®’ = .| 1.Increase in the participation of women in research and innovation and
- R | improvement of their carcer prospects [I2. Gender balance in decision-making
bodles O

3. Gender dimension in research content[]

4. Work-life balance and organisational culture X

5. Measures to prevent GBV incl. sexual harassment O

S S Qther, please specify:

Field(s) of action + .1 [QUnderstanding the organization | Ointegration of gender aspects in

35For fong-time measures or actions, which are to be institutionalized permanently put in N/A in the “end” box.
%(Outcomes refer to mid-term effects on the individual or organizational level of the measure
3The first five points refer to the five minimum areas of GEPs to be compulsory introduced in Horizon Europe.
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(one action might tackle
more than one ficld of
action)} '

[ Data collection
0 Other:
[IXRaising awarencss
7 Gender (& Diversity)
training
G Other:
ClCareer progression and

| development

I Recruitment

X OPromotion

O Retention
[CiCreating a gender-inclusive
workplace culture
X Prevention of gender-based
violence/sexual harassment
Oinstitutional Governance

O Gender equality policies

O Gender monitorlng

OGender balanced decision

bodies

O Research

[0 Teaching

TInternal funding

applications
Work-life-balance aspects

Flexible working

conditions

0 Dual Career

O Care & family work

ClOther, please specify

O] Gender Budgeting, please specify:

CiOther fields, please specify:

Institutional key site(s) of
inequality to be addresséd
by this action{=
organizational context)

The Code of Ethics and regulations.

(personnel, equipment)

Target group(s) to be - xLIStudents X Research and teaching | XT3 Administration
addressed by this action staff Please specify who:
O ' Piease specify who: Human Resource
Academic staff and Management Unit
Lo T their families
Involved actors for the . | xOLeTSGEPscore team Please specify who:
implementation' ;2| OLeTSGEPs WG Human resource department;
L "1 xOAdministration Academic Senate, main units
S = x[J Management
Responsible for the .~ - Academic Senate, Human resource department
implementation 3
Action’s importance for _" | [ Very high KO Medium O Very low
your institution = = . High O Low [ Can’t decide
Planned implementation | October 2021 December 2021
period®® o
Resources needed for . | No additional funds needed
implementation '

Expected (measurable)
output of this action (short-
term effects) '

Policies in place on prevention age-based discrimination

Expected outcome™ of this
action (mid-term effects)

Improved rules and procedures that enable respect on the work of older staff

Evaluation procedure
(How to determine if goal
was reached.) '

Ammendaments to the Code of Ethics and Regulations

Any additional comments you would like to make:

38For long-time measures or actions, which are to be institutionalized permane

ntly put in N/A in the ‘end” box.

38(3utcomes refer to mid-term effects on the individual or organizational level of the measure
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L BARAZIA GJINORE NE UNIVERSITETIN E TIRANES

Universiteti i Tirangs pérbshet nga gjashté fakultete dhe dy institute. Ofron 174 programe né t€ gjitha ciklet e
studimit, 842 me koh t& ploté dhe 1,327 personel akademik me koh& t& pjesshme, me nj& numé t& perafért
23,551 studentd. Aktualisht, pjesa maxhoritare e stafit akademik (65,4%), profesorg t& asociuar (69%) dhe
lektor& t& cilét mbajné gradén PhD ( 71%) jané gra. Ndérkohg, paraqitja e grave né organet vendimmarrése
&shté e vakét, pérkatésisht me 10% t& Rektoratit dhe 37% ¢ anétaréve t& Senatit Akademik jang gra, por me
njé pérgindje mé e larté me 57.1% e anétaréve t& Bordit t& Administrimit. Balancat gjinore jan€ shumé t&
ndryshme n& komisionet e pérhershme me 57.1% t& anétaréve femra né Komisionin e Nxitjes s& Personelit
Akademik, por n& Komisionin ¢ Progresit t& Aktivitetit dhe Marrédhéniet me Studentét ka vetém 28.6% t&
femrave.

Céshtjet gjinore pérfshihen né kurrikulén e Programit Bachelor dhe Master né fushat e studimit t&€ Punés
Sociale dhe Politikave Sociale, dhe Sociologjisé né Fakultetin e Shkencave Sociale, si dhe né programet
mésimore t& Fakultetit t& Ekonomisg p&r modulet "Menaxhimi i Burimeve Njerézore" N& nivelin Bachelor,
dhe "Manaxhimi i Avancuar i Burimeve Njerézore "n& nivelin Master. Analiza e Buxhetit Gjinor nuk &shté
pérfshirg né asnjé program studimor.

Mangésité kryesore gjinore & identifikuara deri mé& tani ng nivelin institucional jang:

» Misioni dhe vizioni i institucionit nuk jang t& ndjeshém ndaj gjinisé.

» Mungojné politikat dhe strukturat institucionale pér t& promovuar GEP.

« Deri mé tani nuk ka pasur asnjé pérpjekje pér t& zhvilluar buxhetin e pérgjegjshém gjinor dhe GEP.

» Ka shumé pak t& dhéna né dispozicion pér t& monitoruar situatén nén kénveshtrimin gjinore.

« Aspektet gjinore nuk jang pérfshiré né ményré sistematike né punén kérkimore.

» Shum@ pak botime pérqendrohen né analizén e barazisé gjinore dhe / ose marrin parasysh ndikimin gjinor.

GEP pérmban disa masa t& zhvilluara bazuar né nevojat dhe analizén e kontekstit t& Universitetit t€ Tiranés,
njé analizé e kryer pérmes bashképunimit t& vlefshém t& ekipit t& projektit dhe rezultateve t& sondazhit t&
ndérmarra nén projektin LetGEPS. Kéta tregues statistikoré dhe rezultatet e studimit jané té r&nd&sishém pér
pércaktimin ¢ veprimeve dhe masave né GEP. Pyetésori i'u shpé€rnda t€ gjith& stafit akademik dhe
administrativ t& UT-sé& nga serveri kryesor duke p&rdorur adresat ¢ tyre zyrtare t& postés elektronike gjaté
muajve Mars-Prill 2021.

I1.1 Analiza e treguesve statistikorg té UT sipas ISCED

Tabela [ tregon numrin e studentéve t& regjistruar ng arsimin ¢ lartg sipas gjinisé dhe fushés s& studimit né
Universitetin e Tiranés dhe atje tregohet numri pérgjithshém i studentéve né institucionet e arsimit t& larté né
Shqipéri. Analiza e zhvilluar mbi studentet duke u bazuar né p€rmbjtien gjinore tregon se numri i grave &shté
mé i [artg se ai i burrave n& pothuajse t& gjitha fushat e studimit n& UT. Konkretisht, ekzaminimi i studentéve
18 regjistruar né fushat e studimit tregon fenomenin e pérhapur t€ njohur ndérkombeétarisht si ndarja horizontale
sipas profesioneve, ku graté né Universitetin e Tiranés pérfagésojné nga 57% (Teknologjité ¢ Informacionit
dhe Komunikimit) n& 89% (Edukimin) t& lotalil (¢ sludent&ve n& fushat repektive t€ studimit.



Tabela L. Studentét e regjistruar n&é arsimin e larté sipas gjinisé dhe fush€s s€ arsimit

‘Burimi: Té dhénat nga Universiteti i Tiranés
Tabela II tregon analizén e té diplomuarve t& doktoraturés sipas gjinis&. Mund t& shohim se ka mé shumé gra
& diptomuara pér doktoraturé né t& gjitha fushat e studimeve. Pérqindja e grave t€ diplomuara pér doktoraturé
&shté nga 54% né fushén e shkencave shogérore, gazetarisé dhe informacionit n& pothuajse 100% né fushén e
Teknologjive t& Informacionit dhe Komunikimit,

Table IL. Graté e diplomuara me doktoraturé sipas fushés sé arsimit




Burimi: Té dhénat nga Universiteti i Tiranés

Duke krahasuar k&to t& dhéna, duke iu referuar numrit & studentéve né€ secilén fushé t€ studimit pér
Universitetin e Tirangs, &shté e garté se graté midis t& diplomuarve t& doktoratés jang t& nénpérfaqésuara né
fushén e Arteve dhe Shkencave Humane me 65% krahasuar me 82% té& student8ve né& kété fushg , si dhe né
Shkencat Sociale 54% PhD / 87% studentd, ndérsa jané tepér 1€ pérfaqésuar né fushat e studimit Biznes,
Administrim dhe Drejtési 95% PhD / 75% studenté dhe né fushé&n e Teknologjive t& Informacionit dhe
Komunikimit 100% PhD / 57 % studenté Tabela Il konfirmon se ka m& shumé& gra sesa burra midis t&
diplomuarve t& doktoraturés, nga njé fushé mé e kufizuar studimesh. Pérqindja e grave & diplomuara pér
doktoraturé &shté nga 50% né fushén e shkencave natyrore, né 100% né fushén e Teknologjive t& Informacionit
e Komunikimit

Tabela 1. Graté midis té diplomuarve té doktoraturés sipas fushés s& kufizuar té arsimit (STEM)

Burimi: T¢é dhéna nga Universiteti | Tiranés



Figura 1 tregon trendin e karrierés akademike sipas gjinisé. Duke parg pérbérjen sipas gjinisé pérgjaté rrugés
t& karrierss akademike duke filluar nga pozicioni i studentit, duke kaluar népér kérkimet pér doktoraturg deri
te kalimi né& studiues (C), Profesor i asociuar (B) dhe titullit Profesor (A), efekti i t& ashtuquajturés “Leaky
pipeline”.

Né& fakt, graté pérfagésojné 77.9% té studentéve dhe stafit akademik t€ UT-s&. NE fazat e mévonshme t&€
karrier8s, prania e grave zvogglohet progresivisht, duke réng ng 69.2% midis profesoréve t& asociuar dhe né
50,4% midis titullit t& ploté Profesor. Ndoshta, kalimi nga Profesor i Asociuar né pozicionin e plot€ t&
Profesorit #shté faza mé kritike pér graté, né té cilén ato duhet (& plotésojné shumé kérkesa kérkimore dhe
botuese. Kjo renie ne pergindjen & pjesmarrjes se grave nga Prof.As. ne Profesor ka te beje me detyrimet
familjare si edhe me faktore te tjere qe lidhen me koston e learte te aktiviteteve kerkimore dhe te publikimeve.
Nevojitet te mblidhen te dhena edhe gjate zbatimit te Planit Barazise Gjinore per te perkufizuar me mire masat
ge duhet te ndermerren nga Universiteti.

Figura 1. Pérgindja (%) e burrave dhe grave né njé karrieré tipike akademike, studentéve dhe stafil
akademik (indeksi kompleks)

90.0%
77.7% BO&%
80.0% -
70.0% -
60.C%
50.G%
20.09%
50.C0%
20.0%
22.5%
10.0%: -
D.0% T T T T T T
SCED 8&7 BCED 6&7 ISCED 8 1SCED 8 Grade C Grade B Grade A
Students Graduates Students Graduates

Shénim: Te dhéna pér UT

Tabela IV tregon njé analizé m& t& detajuar t& gjinisé duke par# vetém klasén A, pozicionin e ploté te Profesorit.
N& terma pérqindje, prania e profesoreve femra nga numri i pérgjithshém i personelit akademik feméror &shté
13.3%, ndérsa ai mashkullor &shté rreth 25.4%. Kjo konfirmon se disa pengesa sociale, kulturore, ekonomike
ose institucionale mund t& pérfaqésojné kufizime ne karrierén e femrave.

Table IV. Pérqindja (%) e stafit t¢ klasgs A midis t¢ gjithé stafit akademik, sipas gjinis¢

Burimi: Té dhéna pér UT

Indeksi i Tavanit t& Qelqit p&rcaktohet si raport midis pérqindjes s& grave né stafin mé&simdhénés (shkalla A +
shkalla B + shkalla C) dhe pérqindjes s& grave né rolin e titullit Profesor (shkalla A). Vlera e kétij indeksi
mund 1€ ndryshojé nga 0 n& pafundési. Nj& vleré indeksi e barabart& me | tregon se nuk ka asnjé ndryshim
midis grave dhe burrave pér sa i pérket probabilitetit pér t& arritur nivelin maksimal t& karrierés (profesor); njé
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vleré indeksi mé e vogél se 1 do t& thoté g& pérgindja e grave n& rolin maksimal t€ arritshém &shté mé e larté
%@ prania e tyre mesatare si pjesé e stafit mésimdhénés (shkalla A + shkalla B + shkalla C): njé vleré indeksi
mé e larté se uniteti n& vend tregon praning e efektit t& njohur si "efekti i tavanit t€ qelqit", i cili i sheh graté
mé pak t& pérfagésuara né pozitat e larta (shkalla A) sesa zona mesatarc ¢ prezencés s€ tyre si pjesé e stafit &
mésimdhénés (shkalla A + shkalla B + shkalla C). N& pérgjithési, sa mé e lart¢ t€ jet€ vlera e supozuar mbi
njésing nga indeksi i Tavanit t€ Qelgit, aq mé i larté &shté efekti 1 tavanit t& gelgit dhe aqmé e visshtirg &shié
pér graté qé t& arrijné rolin kryesor né karrier&n e tyre akademike. Indeksi i Tavanit t& Qelgit pér t& giitha
institucionet e arsimit t& larté né Shqipéri &shté 1,33 qé tregon pengesat n& pérparimin e katier@s (€ stafit
akademik feméror.

Analiza e mésipérme tregon se ka evidenca t& pabarazisé gjinore né kérkim dhe hulumtim g€ ndikon n& njé
pérfagésim t& pamjaftueshém t€ grave né pozitat udh€heqése.

11.2 Analiza e pérgjithshme e rezultateve ¢ sondazhit

Né& kété Seksion, ne do t& pérmbledhim disa nga rezultatet e njé sondazhi € &sht€ zhvilluar nga Universiteti
CY Cergy Paris dhe qé éshté i plot&suar né UT né gjuhén Shqipe. Sondazhi &shté zhvilluar né Qualtrics, i cili
siguron njé mjedis migésor pér pérdoruesit pér t& anketuarit. Né fillim @ studimit, t& gjithg pjesémarrésit u
informuan pér anonimatin e t& dhénave t& tyre. Pérgjigiet u morén né javén e fundit t& Marsit deri n& 2 Prill
2021. Sondazhi kérkoi rreth 20 deri n& 25 minuta pér t& pérfunduar. Pjesémarrésve i'u dha mundésia t& mos
pérgjigjeshin né sccilén pyetje.

11.2.1 Struktura e Sondazhit

Sondazhi &shté i pérbéré nga disa blloge pyetjesh:

- Pyeijet demografike: mosha, gjinia, statusi personal, numri i fémijéve, mosha e fémijés mé t&€ vogél, kujdesi
pér fémijét, pjesa e té& ardhurave t& familjes, statusi i pun&s s& partnerit;

- Pyetjet ¢ jetés profesionale: roli né institucion, fusha kérkimore, lloji dhe kohé&zgjatja e kontratés s& punés,
preferencat pér punén inteligjente, ngritja né detyré, paga, kénaqésia ¢ punés, marrédhénia me eprorin.

- Pyetjet ¢ bilancit midis jetés dhe punés: (disa pyetje jané pérzgjedhur nga Eurofound 3rd Living, sondazhi
elektronik Working dhe COVID-19) ndatja e punés dhe kohés familjare, koha e udhgtimit pér né pun€, punét
e shtépisé / koha kushtuar kujdesit t& fémijéve, leja e prinderimit, kénaqésia nga jeta;

- Vlerat shoggrore dhe pyetjet e orientuara né politikat gjinore: pyetjet tradicionale t€ rolit gjinor (marré nga
Anketa e Vlerave Sociale), diskriminimi (raca, mosha, gjinia), ndjenjat mbi leht&sité /véshtirgsité pér graté pér
t& fituar te mira nga karriera e tyre (ne disa kontekste) né dallim nga burrat, renditja e veprimeve t& mundshme
pér t'u zbatuar n& GEP;

- Pyetjet pér kohén e liré: aktivitete t& praktikuara, kujtime nga pushimet, koha e kaluar duke paré televizionin
/ videot;

- Test i thjesht® i shogérimit (t€ faléve).

11.2.2 Metodologjia

T& anketuarit nuk kishin informacion & ploté né lidhje me géllimin e sondazhit. Letra e flesés dhe fagja e paré
¢ sondazhit vijon si mé poshté:

“Objektivi kryesor i sondazhit éshté té kuptohen mé miré praktikat e institucionit toné né ményré gé (&
pérmirésojé ekuilibrin puné-jeté. Rezultatet e pérgjithshme té késaj ankete do té béiné t& mundur hartimin e
njé plani veprimi (i cili do té pérfshijé, pér shembull: aktivitete trajnuese, politika rekrutimi, fleksibilitet té
oréve 16 punés) qé éshté né pérputhie me pritiet dhe nevojat e stafit dhe institucionit”. Vendimi yn& pér t&

zbuluar piesérisht qéllimin e sondazhit &shté sepse deklarimi i emrit t& projektit ose planit t& barazisé gjinore
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mund t& paragjykojé me forcé pérgjigjet. Studiuesit kang treguar se t& anketuarit mund t€ ndryshojn& pergjigjet
e Lyte pé1 & kEnagqu njetézil qé paragesin sondazhin. Ekziston njé literaturé ¢ gjord né sociologji rreth asaj se
si sondazhet mund t& ndértojné at& q& pretendojné t& matin; njé literaturé e madhe n& ekonoming empirike, ¢
cila paralajméron kundér zgjedhjes s& shémbullit dhe si mund t'i parandalojé studiuesit t& nxjerrin konkluzione
nga rezultatet e studimit; njé literaturé e gjers pér hartimin ¢ njé sondazhi, e cila tregon se si ndryshojné
pérgjigiet bazuar né rendin né t& cilin ngrihen pyetjet, me pérgjigjet e zgjedhura paraprakisht ose
"parazgjedhja”, ose me ményrén e hartimit t& pyetjeve. Blloget e pyetjeve t& pérshkruara mé sipér u jang

paraqitur n& mé&nyré & rastésishme (€ anketuarve.

11.2.3 Rezultatet: Diskutime t&8 Pérgjithéshme

Numri i t& anketuarve (160) korrespondon me madhésing e shembulht, e cila [ejon arritjen e njé objektivi t&
njé marzhi gabimi prej 10% (interval besimi 95%). Pjesémarrja e femrave né sondazh ishte 76.4% (123 t&
anketuar) ndérsa 22% (35 & anketuar) meshkuj. Tabela 5 tregon t& anketuarit né lidhje me moshén ku 44.4%
i pérket grupmoshés 21-34 vieg dhe 29.4% grupmosh&s 35-44 vje¢ dhe fushén e hulumtimit. Personeli
akademik mori pjesé me 82.5% (132), ndérsa personeli administratly me 10% (16).

Tabela 5. Té anketuarit né lidhje me intervalet e moshés dhe fushén e hulumtimit

Pérqindja e pérgjigjeve sipas gjinisé né pyetjet né lidhje me diskriminimin dhe dhun&n (déshmuar, I nénshtruar
ose dégjuar); perceptimet e barazisé gjinore né alokimin e detyrave dhe burimeve 1€ reja; dhe ekulibrimi i jetés
dhe punés jang konsideruar si mé t& réndésishmet pér pércaktimin e veprimeve qé do t& p&rfshihen né Planin
e Barazisé Giinore.

Né Figurén 2 dhe 3 ka pérgjigie né pyetjet né lidhje me diskriminimin dhe dhun&n, respektivisht. Né t€ dy
grupet e pyetjeve, t& anketuarit kishin zgjedhjen pér t'iu pérgjigjur "Jo", "Po, dégjuar”, "Po, i nénshtruar”, ose
"Po, i déshmuar”. N& Figurén 1, ne mund t& shohim q& 60 deri n& 80 pérqgind e 1& anketuarve nuk kang qené
viktima t& diskriminimit (ose t& njohur pér raste té tilla). Graté kryesisht i jang nénshtruar diskriminimit t&
bazuar né gjini (11 pérgind) ose e kang paré até (9 pérgind); 16 pérqind ¢ grave kan€ dégjuar p&r diskriminim
t& bazuar né gjini, ndérsa 16 (11) pérqind t& grave (burra} kané qen¢ viktima t& diskriminimit t& bazuar ng
moshé.

Figura 2. Q& nga fillimi i pun@s tuaj né kété institucion, i jeni nénshtruar apo keni qené déshmitar apo
dégjuar né puné ndonjé nga sa mé poshté? (% e totalit t€ t¢ anketuarve)
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Age based discrimination

Male

Female

Ne apinion: 7 gut of 158 respondents
Ethnic based discrimination

Wale

Female

Ne opinion. 7 out of 149 respondents
Mationality based discrimination

Male

Femals

Mo opirion’ 6 oul of 151 respondents
Gender based discrimination

Mate

Femaie

Mo opinien: g out of 149 respondents

Mo Yos, heard of [°] Yes, subjected F] Yes, witnessed

Figura 3. Qé nga fillimi i punés tuaj n& kété institucion, a jeni nénshtruar apo keni déshmuar ose
dégjuar né puné ndonjé nga mé posht€? (% e totalit té té anketuarve)

Yerbal abuze

niale
Fernale

MO Opinton; T oud of 151 respondents
Husmiieding behaviors

mMale
Femate

o opinion. g qul of 150 respondents

Physical viclence

Maie

Female £

ho opinion’ 6 out o1 151 regpondents
Sexyat harrazsment

Mzle E
Female

Mo opinion. 7 put of 148 respondents

Male
Female

Mo opinlon § (A of 158 respondents

No Yes, heard of [T VYes, subjected §  Yes, witnessed l

Né Figurén 3, ne mund t& shohim se rreth 40 pérqind e burrave dhe grave deklarojné t& kené pérjetuar, né
ményré t& drejtpérdrejté (3 pérqind pér burrat dhe 8 pérqind pér grate) ose indirekte (t& déshmuar ose dégjuar),
abuzim verbal. Rreth 16 pérgind e grave dhe 19 pérgind e burrave u jang nénshiruar ose kané qené déshmitarg
té sjelljeve diskriminuese. Rreth 17 (15) pérqind e burrave (grave) kang dégjuar pér ngacmime seksuale, dhe
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3 deri né 5 pérqind e tyre kang pérjetuar ngacmime seksuale. Rreth 30 pér gind e burrave t& anketuar dhe 40
pér gind e grave t& anketuara kané pérjetuar ngacmime

Pér t& vierésuar nése burrat dhe graté perceptojné qé detyrat dhe burimet jang ndaré n& ményré (& barabarté né
departamentet e tyre, u vlerésuan disa detyra dhe burime. N& Figurén 4, mund % shohim shp&rndarjen e
pérgjigieve sipas gjinisé. N& pergjithési, si burral ashiu edhe giat& besojné se &shit mé ¢ lelté pér graté @
marrin detyra 18 pélqyeshme dhe t& kérkuara, t& aksesojné né zyra ose pajisje, t& marrin njé shpérblim page
dhe & ken& mundési t& zhvillimit 1€ karrierés. Burrat e konsiderojné mé t& mundshme se graté. Krahasuar me
burrat, njé pérgindje mé e larté e grave zbulojng se pérdorimi i mundgsive t& zhvillimit t& karrierés &shté mé& i
leht& pér burrat.

Figura 4. Né vendin tuaj t¢ punés, éshté mé lehté pér njé grua ose njé burré té: (% e totalit € t&
anketuarve)

Access high positions or senior posts

Male
Female

HETY 7K}

Mo opinion: 18 out of 150 respondents

Male
Female f

Mo oginion: 44 out of 149 responderds

Access offices, laboratory or office equipmert

Male
Female

No epiniofn, 14 out of 151 respondents
Ohtain a vweage bonus

Male
Female

No opinion. 20 out of 144 respondents

Male
Female

No opinion: 18 out of 150 respondents
Access career develoopment opportunities

Male [ZZEETE T— g
Female gEErs g . i

No opiniony 41 out of 151 respondents

Much easier for women Easier for women [} Same for women and men #1 Easierfor men Much easier for men

Né& Figurgn 5 mund t& shohim se krahasuar me burrat, njé pérqindje mé e larté e grave zbulojné se rénia e oréve
t& padéshiruara t¢ mésimdhénies jo t& detyrueshme, marrja e njé kontrate t€ pérhershme, veprimet e
péshtatéshme t& parandalimit t& rrezigeve né puné dhe pjesémarrja ng hapgsirén e pérfaqésimit &sht€ mé e lehté
pér burrat, Té dy burrat dhe graté ¢ perceptojné qé procesi i rekrutimit €shté me i arritshém pér burrat.



Figura 5. Né vendin tuaj t& punés, éshté mg lehté pér njé grua ose njé burrg té: (% e totalit &€ té anket-
uarve)

Decling unwanted non mandstory teeching hours

Male
Female

Mo cpinion. 2% out of 151 respordents
Be selected and recruited for a job

Male
Femaie §

1K)

Mo epinion: 20 out of 151 respondents
Chtain a permanent contract

Male g
Female

No epinion: 48 out of 150 respondents
Receive adeguate prevention of occupstionsl hazards

pale
Femaie

o epinion: 22 out of 151 respondents
Inform Hs\er department about health issues

Male
Femaie

No cpinion: 19 gut of 148 responderts

Male @
Femaie E

Mo opirion: 14 out of 150 respondents

Easier for women Same farwomen andmen [ | Fasierformen E Much easier for men

Figura 6. Sa heré né muajin e fundit e keni gjetur veten... (% e totalit t& t€ anketuarve)
Worrying about work when youwere not working

Male §
Female §

Na gpinion: § gut of 156 respondents
Too tired after work to do some of the household chores which need te be done

Male RN

Female i

No opinion: 3 out of 155 raspondents
Thet your job prevented you from giving the time you wanted ta your loved cnes or your personal life

Male
Female |
Mo opinion: 3 gut of 156 respondents
In need of working during week-ends and holidayes to meet work demands
Male a0 " e
Female B
Ma opinfon: 40 out of 148 respandznts
Thet your family responsabilties preverted vou from giving the fitne you should te your job
Maie
Female

No opinion: § cut of 150 respondents

B Never Sometimes [} About halfthe time £5 Most ofthe time 3 Always
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N& Figurén 6 ne tregojmé disa tregues t& "professional burnout”. Pérgindjet jang shumé t€ ngjashme pér burrat
dhe graté. Ne shohim se rreth 40 pérqind e t& anketuarve shqetésohen pér punén kur nuk jan€ duke punuar né
t& paktén né gjysmén e kohés; rreth 80 pérgind e tyre jang tepér t& lodhur pér t'u kujdesur pér punét e sht&pisé
né fund t& dités. Rreth 60 pérgind e t& anketuarve perceptojné se puna e tyre i pengon ata qé t'i kushtojn& kohén
e duhur pér jetén e tyre personale. Rreth 40 pérgind e t& anketuarve ndiejn& nevojén pér t& punuar gjaté pushi-
meve pér t& pérmbushur kérkesat e punés.

Figura 7 tregon renditjen mesatare & disa veprimeve t& Planit t€ Barazis€ Gjinore. Veprimet ¢ mé&poshtme jan#
sugjeruar nga 1€ anketuarit:
e “Shumicen e trajnimeve e kane perfituar gra dhe shumica jane pjese perberese e komisioneve te
ndryshme”
o Transparence per perdorimin e kohes per personat ne varesi”.

Figura 7: Veprimet e Planit 1€ Barazisé Gjinore

Gender Awerness Training for senior staf!

[oooeennns e Cieieeegan NN Civeereneens T

serzaeer §abd MY sepmats

Bazuar ne rezultatet e survey, aspektet kruesore te pabarazise per tl vendosur ne Planin ¢ Barazise Gjinore te
Universitetit t¢ Tiranes jane: Rritja e ndergjegjesimit gjinor dhe trainimi i stafeve dhe punonjesve; Rregulla
te qarta te punes nga shiepia; Pune me fleksibel nga shtepia per prinderit ¢ femijeve te vegjel, e regutluar me
ligj; Programe per e mbeshtetur karrieren e grave gjate dhe pas studimeve te doktorates; me shume
transparence rreth alokimit te fondeve te kerkimit; Mbeshtetje e grave me sherbime per femijet, nese kane
ferije nen 3 vjec; Me shume transparence ne procesin e rekrutimeve; Perberje e komisioneve te ndryshme
marre parasysh ndjeshmerine gjinore.
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1. FOKUSI I PLANIT TE BARAZISE GJINORE

Bazuar né analizén e situalés aktuale 18 Universitetit t& Tiranés, ku mungojné politikat dhe strukturat instituci-
onale t& vendosura pér t& promovuar barazing gjinore, ne po iniciojmé két& dokument GEP pér vitin e ardhshém
1 Qershor 2021 - 31 Maj 2022. Ky dokument merr né konsideraté katér elementét ¢ kérkuar nga standardet ¢
BE-sé& ng lidhje me zbatimin e parimit t& barazis€ gjinore.

Ekspertiza e dedikuar pér burimet njerézore dhe gjining pér ta zbatuar até &shit¢ njé shtylle thelbésore. Lidhur
me kété aspekt, GEP po propozon si masén e paré emérimin e njé Pike Fokale Gjinore né nivelin e Rekrutimit.
GEP do t& ndihmojé procesin e integrimit gjinor n& UT dhe do t& jeté pérgjegjés pér sigurimin dhe monitorimin
qé politikat, procedurat dhe praktikat ¢ vendit t& punés t& respektojné barazing gjinore. GEP mund t& pérfshihen
drejtpérdrejt né zbatimin e aktiviteteve t& caktuara specifike gjinore mbi ndérgjeg] gsimin si¢ jang trajnimi mbi
céshtjet gjinore, grupet e punés dhe fushatat e pérkrahjes. Rektori do t€ jet€ i pergjegjshém pér emérimin e njé
Pike Fokale Gjinore.

Mbledhja e t& dhénave dhe monitorimi i t& dhénave t& ndara gjinore pér personelin dhe studentét pér tregues
t& caktuar dhe raportimi vietor &shté njé tjetér qgllim i GEP. N t& dhénat € mbledhura nén k&t€ projekt éshté
e qarté se disa t& dhéna mungojné, jo vetém pér UT por né nivel kombétar. Ne presim q& né vitet ¢ ardhshme
UT t& jeté né gjendje t& mbledhg té gjitha t& dhénat e kérkuara sipas standardeve t€ BE, duke i’u refervar
klasifikimit ndérkombétar ISCED dhe klasifikuar sipas gjinis& dhe moshés.

Ndérgjegjésimi do t& shoqérohet me trajnime pér barazing gjinore. Do t& jeté n& fokus Integrimi i dimensionit
gjinor né pérmbajtien kérkimore dhe mésimore. Organizimi vjetor i grupeve t€ punés / konferencave vjetore
t& punés q¢ kané njé seksion t& vecanté pér g&shtjet gjinore dhe botimi i punimeve t& referuara né Revistat
aktuale t& Fakulteteve / Departamenteve t& UT g& duhet t& publikohen né faqen ¢ internetit t&€ UT. Seksione
trajnimi ose seminare mbi pérfshirjen e dimensionit gjinor né pérmbajtjen kérkimore dhe mésimore do t€ mo-
tivojné Departamentet dhe stafin akademik pér & pérfshiré né kurset e tyre ¢&shtje gjinore ose pér i& imple-
mentuar kurse zgjedhore né nivelin UT mbi baraziné gjinore.

UT do 1€ ndajé GEP-né e tij dhe do 1& zhvillojé bashk&punim t& ngushté me palét e tjera 1€ interesit dhe part-
nerét, té tillg si RPO-t& e angazhuar né projekte t& Barazisé Gjinore né nivelin ¢ BE-sg, rajonit dhe vendit. GEP
paraget rastin pér zhvillimin e nj& qasjeje t& pérbashkét pér t& gjithé aktorét né nivel vendi dhe pér pérgendrimin
né zbatimin e masave dhe aktiviteteve t& zgjedhura. Analiza ¢ kujdesshme gjinore dhe konsultimi i ngushté
me pikat kryesore t& geverisé qendrore mbi barazing gjinore, organizatat e shoqris¢ civile, aktivistét e t&
drejtave t& grave dhe t& rinjté, do (€ sigurojné njé themel t& fort& pér veprimet né terren.

11I. QELLIMET DHE MASAT
Qéllimi kryesor | GEP &shté rritja e ndérgjegjésimit dhe zbatimi i masave pér barazing gjinore né Universitetin

¢ Tirangs. Ky qéllim arrihet duke ndjekur objektivat e méposhiéme:
> Angazhimi i burimeve t& dedikuara si njerézore dhe ekspertizés gjinore pér ta zbatuar até.
» Mbledhja dhe monitorimi i t& dhénave: Té dhéna sipas klasifkimit gjinore pér personelin dhe studentét
pér tregues t& caktuar dhe raportim vjetor bazuar n€ kéta tregues.
» Ndérgjegjésimi / trajnime mbi barazing gjinore dhe paragjykimet e pavetédijshme gjinore pér stafin
dhe vendimmarrésit,

N& kété dokument t& paré GEP, jan# adresvar dhe propozuar pes€ matésa kryesoré:
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1. Rritja ¢ pjesémarrjes s¢ grave né proceset kérkime, dhe inovative, avancimi i tyre né karriers.
2, Bilanci gjinor né udhéheqje dhe vendimmartje.

3. Integrimi i dimensionit gjinor n& pérmbajtjen kérkimore dhe mésimore

4. Bilanci puné-jeté dhe kultura organizative.

5.Matés pér parandalimin ¢ dhunés me bazé gjinore, pérfshiré edhe ngacmimet seksuale.

Matési 1. Rritja e pjesémarrjes té gruas né proceset kérkimore dhe inovalive dhe avancimi i fyre né
karrieré.

Nénmasa 1.1 Nxit krijimin e njésisé pér t& mbéshtetur barazing gjinore né nivelin e Universitetit

¥" Veprimi 1.1.1 Emérimi i nj& personi q& do merret me ¢éshtjet gjinore n€ nivelin e Universitetit
v" Veprimi 1.1.2 Projektimi i pérshkrimit t& pungs s& personit q& do merret me ¢éshtjet gjinore
v Veprimi 1.1.3 Mbledhja e t& dhénave pér barazing gjinore n& Universitetin e Tiranés

Nénmasa 1.2 Rritja e kapacitetit pér t& implementuar barazing gjinore né politikat institucionale
¥ Veprimi 1.2.1 Seminare me grupet e punés g& do t& punojné pér rishikimin e dokumentave t&
UNiversitetit t& Tirangs si: Strategji, Rregullore, Kodin e Etikés etj.
Nénmasa 1.3 Promovimi i projekteve t€ drejtuara nga kérkuese gra
Veprimi 1.3.1 Organizimi i seminare/konferenca vjetore p& t€ nxitur punén e grupeve
ndérdisiplinore t& interesuara pér céshtjet gjinore.

Matési 2. Bilanci gjinor ng udhéhegje dhe vendimarrje.

Nénmasa 2.1 Promovimi i pérfagésimit t& barabarté né organet vendimarrése
v" Veprimi 2.1.1 Seminar me stafin e universitetit me pozit& vendimarrje né institucion

Matési 3. Integrimi i dimensionit gjinor né pérmbajtjen kérkimore dhe mésimore

Nénmasa 3.1 Inkorporimi i perspektivés gjinore si kriter pér vlerésimin projekteve kérkimore
v Veprimi 3.1.1  Zhvillimi i statistikave me bazé gjinore dhe i treguesve pér t'u analizuar n& raportet
vjetore.
v Veprimi 3.1.2 Pérfshirja si 1éndé me zgjedhje e barazisé gjinore me t& paktén 3 kredite pér programet
¢ studimit Bachelor ose Master n& UT (klasa me t& paktén 10 studentg).

Matési 4. Balanca puné-jeté dhe kuitura organizative.

Nénmasa 4.1 Zbatimi i sistemeve t& bazuara né& ICT pér rritjen e fleksibilitetit dhe p&rmirésimin e ekuilibrit ¢
puné - jeté & stafit, pas eksperiencave t€ fituara gjaté situat¢s s€ pandemisé COVID-I 9.
v Veprimi 4.1.1 Pérmir&simi i legjislacionit pér t& mund&suar t& punuarit me orare fleksible, nga puna
me kohé t& pjeséshme né punén né distance, sipas Kodit t& Punés (Ligji nr. 1 36/2015, daté 5.12.2015)
requirements, Neni 15 “Puna né shiépi dhe telepuna. 1. Me kontratén ¢ punés né shtépi puné-marrési
kryen punén e tij né shtépi, ose n& ndonjé vend tjetér t& pércaktuar n& marréveshje me punédhénésin,
sipas kushteve t& réna dakord midis tyre né kontratén e punés. 2. Me kontratén e telepunés punémarrési
kryen punén e tij né shtépi, ose n& njé vend tjetér, t& pércaktuar né marréveshje me pun&dhénésin, duke
pérdorur teknologjing e informacionit, brenda kohés s& punés, t& péreaktuar nga punémarrési, sipas
kushteve t8 réna dakord midis tyre né& kontratén e punés.
v Veprimi 4.1.2 Ofrimi i kurseve online ose disa nga kurset mund t& zhvillohen online.

13



Nénmasa 4.2 Rregullim i qartg i kohés s& punés pér t& shmangur ngarkesén e grave
v Veprimi 4.2.1 Njé orar mé fleksibél pune pér grate me fémijé t& vegjél pér t&€ shmangur &€ punuaritné
ore te vona, ne perputhje me Kodin e Punes, Ligji nr. 136/2015 date 05.12.2015, neni 81.

Masa 5. Parandalimi i dhunés me bazé gjinore, pérfshiré edhe ngacmimet seksuale.
Kjo masé &shté pérshtatur edhe nga Organizata Ndérkombétare e Punés ILO “Konventa e Dhunés dhe Ngac-
mimit”, Nr. 190 dhe Rekomandimet q& e shogérojné& Nr.206, né Qershor 2019. Konventa njeh g€ gjithkush ka
t& drejté t& punojé né njé boté pa dhuné dhe ngacmim. Konventa ofron mbrojtje t& gjeré dhe zbatohet né
sektorin public dhe privat, né ekonominé formale dhe informale, n€ zonat urbane dhe rurale.

Veprimi 5.1 Futja e masave t& parandalimit t& dhunés dhe ngacmimit me bazg gjinore né rregulloret
e universitetit.

Veprimi 5.2 Pé&caktimi i rregullave pér parandalimin e diskriminimit me baz& moshén vecanérisht pér
grate. Pér performancé t& barabarté, graté e moshuara t&€ motivohen krahasuar me graté mé t€ reja né poste
vendimmarrése dhe né aktivitete kérkimore.

Pérgatitur nga Grupi i Punés i LeTSGEPs
1. Ingrid Shuli Bugka—Koordinator Projekti
2. Merita Xhumari
3. Etleva Leskaj
4. Rezarta Perri
5. Lindita Gjika
Me kontributin e veganté té Rajmonda Duka — Konsulent/Mentor.
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Plani i Barazisé Gjinore (GEP) 1 Qershor 2021 — 31 Maj 2022

Qéllimi i pergjithshém: Qé&llimi kryesor 1 GEP &shté rritja e ndérgjegjésimit dhe implementimi i masave pér barazin€ gjinore né Universitetin e Tirangs

Objektivispecifik | Ruitia e ndérgjegjésimivtrajnimet mbi baraziné gjinore dhe paragjykimet e pavetédijshme gjinore
\ S : pee pér stafin dhe vendimmarrésit - .
Reznltatet e pritara: Njésia Institucionale e Barazisé Gjinore e vendosur dhe e fugizuar me burime njerézore, financiare

dhe infrastrukturore
Integrimi i dimensioneve gjinore né proceset e planifikimit strategjik

Pérmirésimi i cilésisé s& t& dhénave t& ndara gjinore pér stafin, studentét, mé&simdhénien dhe
hulumtimin pér tregues té& caktuar

Permiresimi i ckuilibrit pune-jete me mjedis me fleksibel ne pune

Parandalimi i dhunes me baze gjinore dhe diskriminimin

Treguesit: Baza Target-et
. . L . fillestare (2022)
o Njé person i eméruar si Pik€ Fokale Gjinore (2021) 1
e Numri i programeve i€ trajnimit / numri i pjes€marrésve
o Numri i personave t& trajnuar 0 2
e Numrii indikatoréve gjinorg t& prezantuar dhe mbledhur 0 20
o Numri i politikave t& ndjeshme gjinore t& aprovuara 0 5
e Numrii kurseve mbi barazine gjinore 0 2
o Numri i kerkuesve fokusuar ne barazine gjinore 0 1
e Numri i kenferencave mbi barazine gjinore 0 2
e Numri i publikimeve mbi barazine gjoinore 0 i
o Numri i raporteve vjetore mbi barazine gjinore 0 i
0 1
Masat dhe aktivitetet - S0 Rezultatet T ‘Pérgjegiés pér- = " | Target-Grupet. .~ - | Afati | Buxheti
A | e S implementimin - |0 .
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Masa 1. Rritja e pjesémarrjes sé grave né kérkime, inovacione dhe prmirésimin e perspektivave & tyre & karrierés

N2nmasal.l Promovimi i krijimif t& njés

is& pér t& mbéshtetur gjining né nivel Universiteti

Aksioni 1.1.1 Emérimi i njé pike fokale | Emé&rimi i nj& punonjési | Rektorati, Senati Stafi kérkimor dhe Dhjetor Nuk ka
giinore né nivel Universiteti né Rektorat i cili do t& Akademik mésimdh&nés 2021 nevojé pér
shérbejé si nj& piké Bordi i Administrimit Studentét buxhet
fokale pér ¢éshtjet shtesé.
gjinore
Aksioni 1.1 2 Hartoni njé pérshkrim & Pérshkrimi i punés, Departamenti i Stafi kérkimor dhe Tetor- Nuk ka
punés pér pesonin piké kontakti per pérgjegiésité, t& drejtat, Burimeve Njerézore né | mésimdhénés Néntor nevojé pér
ceshtjet gjirore detyrimet dhe linja Ut 2021 buxhet
hierarkike, ¢ punonjésit shtesg
g8 do t& mbulojé ¢éshtjet
gjinore dhe do t&
shérbejé si njé piké
Zokale né UT
Aksioni 1.1.3 Mbledhja e t€ dhénave pér | aportimi i t& dhénave t& | Departamenti i Personeli akademik Janar- Nuk ka
baraziné gjinore n& Universitetin e stafit dhe studentéve Burimeve Njerézore ng | Studentét Dhjetor nevojg pér
Tiranés sipas klasifikimit t€ njésité kryesore dhe UT 2022 buxhet
ISCED si dhe -Departament] i shtesé
veprimtarit¢ mésimore kurrikul&s dhe sigurimit
dhe kérkimore té cilésisé
Zyra e Karrier8s dhe
Marrédhénieve me
Studentét n& UT dhe
njésité kryesore
-M&simi 1 sekretaréve t&
. njésive kryesore
Masat dhe aktivitetet =~ - . | Rezultatet = - | Pérgjegjés pér. .- | Target-Grupet ‘Afati” | Buxheti -
SO e e e e e L implementimin RO kohor - R Tt

Méminasa | 2 Rritja e kapacitetit p&r t& zbatJar barazing gjinore né& politikat institucionale
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Aksioni 1.2.1 Seminare te grupeve & Grupet e punés té Ekipi i Projektit Andiarét e grupeve t€ | Maj- Nuk ka
punés 1& ¢ilét do t& punojnd né hartimin | trajnuara dhe rritja e LetsGep/ Person pungs Qershor nevojé pér
e politikave t& reja kapaciteteve pér t& kontakti pér ceshijet 2022 buxhet
hartuar politika t& reja gjinore shtesé
mbi specifikat dhe Eksperté t& jashtém
nevojat q& ka UT pér
¢éshtjet giinore
Masat dhe aktivitetet Rezultatet Pérgjegjés pér Target-Grupet Afati Buxheti
implementimin kohor
Nénmasa 1.3 Promovimi i projekteve te drejtuara nga gra kerkuese
Veprimi  L3.1 Organizimi i | ! seminar ne vit ne fushen gjinore Fakultetet dhe Departamentet Stafi Prill 2022
seminareve/konferencave vjetore per te | 5 nje sesion ne konference/vit akademik
promovuar punen ¢ grupeve kerkimore
nderdisiplinare ne ceshtjet gjinore
Obiektiv specifik
Ndergjegjesimi mbi barazine gjinore dhe barrierat gjinore per stafin dhe vendimmarresit
Rezultate te priteshme Rritja e numrit te grave qe aplikojne si anetare te organeve vendimmarrese
Rritja e numrit te grave te zgjedhura si anetare te organeve vendimmarrese
Menyra te reja promovimi ge marrin ne konsiderate ekuilibrat gjinore
Rritja e rolit te grave anetare te organeve drejfuese
Treguesit Numri i procedurave vieresuese ge marrin ne konsiderate perspektiven Baza Target
Em:o.ﬁ . fillestare (2022)
Pergindja E grave ne bordet drejtuese (2021)
Numri ipersonave te trainuar . . . . .
Masat dhe aktivitetet ‘Rezultatet . . . [ Pérgjegjspér - { Target-Grupet : | Afatikohor ‘Buxheti "
Hmplementimin 00 DT T L
Masa 2. Balanca gjinore né udhéheqje dhe vendimmarrje
Nénmasa 2.1 Promovimi i pé&rfaqésimit t& barabarté n€ organet
vendimmarrése
Aksioni 2.1.1 Pérfshirja e perspektivés Nj& manual trajnimi i
gjinore si njé kriter vierésimi i zhvilluar Pika fokale gjinore Shefi i njésive Janar-Mars | Nuk ka
kandidatéve, n& organet vendimmarr8se | Kryerja e njé trajnimi Departamenti i Menaxherét krye- 2022 nevojé  pér
pér t€ cilat ata aspirojng me shefate buxhet shtesé
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departamenteve dhe Burimeve Njerezore soré
menaxherét e tjeré

kryesoré
Objektivi specifik - Pérfshirja dhe:promovimi i perspektivés gjinore né kérkimin dhe pérmbajtjen e mésimdhénies
Rezultatet e pritura:.~ - .| * Mbéshtetje mé e madhe né& fushén e kérkimit shkencor pér personelin akademik feméror

+ Rritja e numrit t& projekteve & pérfshijng perspektivén gjinore ng rezultatet e tyre
» Cishtjet gjinore mé t& pranishme né kurrikulén ekzistuese

Treguesit: Baza Target-et
fillestare (2022)
(2021)

Numri i tezave bachelor, tezave master ose tezave PhD gqé adresojné ¢éshtje
t€ barazisé gjinore

0 4
Numri i workshop-ve t& organizuara gé promovojng punén e grupeve
kérkimore multidisiplinare
Numri i grave kerkuese pjesémarrese né aktivitete kérkimore ndérkombétare 0 2
20

>an

‘Pérgjegjés pér -
: .Sv_n-:o-_ﬁ_-:n

Masat dhe aktivitetet

>m:.
| Kohor.

Masa 3. Integrimi i dimensionit gjinor né pérmbajtien kiérkimore dhe mésimore

Nénmasa 3.1 Pérfshirja e perspektivés gjinore si kriter pér vlerésimin e projekteve kérkimore

Aksioni 3.1.1 Zhvillimi i statistikave te | Liste treguesish qe do te | Z&vendés Dekanet per | Personeli akademik | Janar-Maj | Nuk ka

ndjeshme ndaj ceshtjeve gjinore dhe i zhvillohen dhe o | Kerkimin dhe projektet | Studente te | 2022 nevojé pér
treguesve mbi mesimin dhe kerkimin ne | aprovohen (Tregues per | Njésia e kérkimit dhe | Masterave buxhet
raportimet vietore artikujt, projektet, | projektit ng UT Studente te shtesg
konferencat, diplomat e | Departamentet e | Doktorates
masterave, temate | perfshira ne projektin

doktorates,  etj., mbi | LeTSGEPse
ceshtjet gjinore
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Aksioni 3.1.2 Pérfshirja e perspektivés Zhvillimi i kurseve per | Fakulteti i Shkencave | Personel akademik, | Mars-Prill | Nuk ka
gjinore ne kurset me zgjedhje me te ceshtjet  gjinore, me | Sociale e Fakulteti i | Studente 2022 nevojé pér
pakten 3 Kredite ne Programer e zgjedhje Ekonomise buxhet
studimit Bachelor/Master né nivelin e shiesg

UT (te paktsn 10 studente)

Objektivi specifik Pérmirésimi i balancés puné-jetd dhe kulturés organizative: = i

‘Rezultatet e pritura: =~
T e personale

¢ Rritja e mbéshtetjes pér kérkuese t&
mésimdhénies dhe kérkimit

» Rregulla dhe procedura té pérmirésuara q& mund&sojné integrimin e punés me familjen dhe jetén

reja pér té pérmbushur detyrimet e tyre né fushén e

pérkundrejt totalit

» Numri i moduleve online t& ofruara nga personeli akademik femra

+ Numri i personelit akademik femra q& ka pérfituar nga fleksibiliteti né&
kohén e punés kundrejt totalit t& personelit akademik feméror

Numri istudenteve perfitues nga modulet te ofruara online

Baza
fillestare
(2021)

Target-et
(2022)

Gjithe
grate
aplikuese

Masat dhe aktivitetet

Pérgjegjés per

| implementimin

Miasa 4. Balanca puné-jeté dhe kultura organizative

Nénmasa 4.1 Implementimi i sistemeve t& bazuara né TIK pér

4.1 rritjen e fleksibilitetit dhe pérmirésimin e balancés puné-jetd € stafit, pas
eksperiencave te fituara gjate situates se pandemise COVID-19
Aksioni 4.1.}] Disponueshmé&ria e | Ndryshimet ng Departamenti i Burimeve | Personeli akademik | Tetor Nuk ka
rregullimeve pér fleksibilitet t& orarit t& | rregullore dhe manuale | Njerezore dhe familjet e tyre Dhjetor nevojé pér
punés, nga puna me kohé t€ pjesskme né | g& mundésojné Shefi | departamenteve 2022 buxhet
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punén né distancé, sipas kerkesave te | fleksibilitet né vendin e | Dekanét shtesé
Kodit te Punes, viti 2015 punés

Aksioni 4.7.2 Ofrimi i mundesive per | Disa module té ofruara | Departamenti i Burimeve | Personeli akademik | Shtator Nuk ka
ofrimin e kurseve online me zgjedhje’te | online Njerezore dhe familjet e tyre 2021-maj nevojd pér
detyrueshme si mundesi normale e Shefi i departamentit 2022 buxhet
mesimdhenies online Dekanét shtesé
Nénmasa 4.2 Rregullim { garté i koh&s s& punés pér t& shmangur ngarkesén e femrave

Aksioni 4.2.1 Njé koh& m& fleksibel e | Politikat mbi punén Senati Akademik Personeli akademik | Prill 2021 | Asnjé
punés pér grate me fEmijé t& vegjél pér dhe integrimi i jetés Njésité kryesore dhe administrativ dhe buxhet

té shmangur kohén ¢ punes ne oret e personale Departamenti i Burimeve | familjet e tyre shtesé

yona

Njerezore

Obijektivi specifik

Pérmir8simi i balancés puné-jeté dhe kultur&s organizative

Rezultate te priteshme

Perfshirje e rregullave dhe procedurave ge parandalojne dhunen me baze me gjinore
Rritja e mbeshtetjes per grate e moshuara kerkuese per te plotesuar detyrimet mesimdhenies ne fushat e

kerkimit
Treguesit Baza Target-et
fillestare (2022)
(2021)
Perfshirje e Rregullave per parandalimin ¢ dhunes me baze gjinore Rregullimi
Rregulla per parandalimin e diskriminimit me baze moshen 0 me masa
Numri i grave mbi 50 vjec personel akademik te perfshihen ne bordet e UT per
kur aplikojne parandalim
0 in e dhunes
me  baze
gjinore
Legjislacio
ni te kete
Numri i grave mbi 50 vjec personel akademik te perfshihen ne grupet | 0 specifikim
kerkimore e projektet & lidhur me
diskrimini
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min  sipas
moshes se
grave kur
aplikojne
Rezultatet Personat pergjegjes per | Grupet e synuara Koha Buxheti
Masat dhe aktivitetet zbatimin
Matesi 5: Parandalimi i dhunes me baze gjinore perfshire dhe ngacmimet seksuale
Veprimi 5.1 Perfshirja e masave per ;| Ndryshimet ne | Burimeve Njerezore Stafi i Universitetit e | Tetor- Nuk ka
parandalimin e dhunes dhe ngacmimeve | rregulloret dhe | Pergjegjesit e | studentet Dhjetor nevojé pér
me baze gjinore ne rregulioret e | procedurat Departamenteve 2021 buxhet
universitetit Dekanet shtesé
Veprimi 5.2 Perfshirja e rregullave per | Ndryshimet ne | Burimeve Njerezore Personeli akademik Tetor- Nuk ka
parandalimin e diskriminimit me baze i rregulioret dhe | Pergjegjesit e Dhjetor nevojé pér
moshe, vecanerisht per grate orocedurat Departamenteve 2021 buxhet
Dekanet shtes#
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