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Pursuant to Article 94 of the Statute, on December 20, 2021, the Director General of the University
Medical Centre Ljubljana adopted the

GENDER EQUALITY ACTION PLAN

of the UNIVERSITY MEDICAL CENTRE LJUBLJANA

1. Current legislation and existing measures

Equality under the law with regard to sex in the Republic of Slovenia is already determined by the
Constitution of the Republic of Slovenia, which stipulates in Article 14 that everyone is equal under the
law and that everyone in Slovenia is guaranteed equal human rights and fundamental freedoms,
irrespective of national origin, race, sex, language, religion, political or other conviction, material
standing, birth, education, social status, disability, or any other personal circumstance.

Gender equality is also regulated by general legislation, namely:

e Protection against Discrimination Act, which established an independent state body in the
field of protection against discrimination - an Advocate of the Principle of Equality;

e The Equal Opportunities for Women and Men Act, which lays down the foundations for
improving the situation of women and creating equal opportunities.

The measures for the protection and realization of gender equality, especially in the field of
employment, are determined by the Employment Relationships Act. The Act thus explicitly prohibits
all forms of discrimination and retaliatory measures. The law stipulates that the employer must afford
the jobseeker or the worker equal treatment regardless of gender (and other personal circumstances)
for the duration of the employment relationship and in connection with the termination of the
employment contract. The employer must ensure equal treatment especially in the case of access to
employment, promotion, training, education, re-qualification, salaries and other benefits, absences
from work, working conditions, working hours, and termination of the employment contract. The
Employment Relationships Act also prohibits less favourable treatment of workers related to
pregnancy or parental leave and considers it a form of discrimination.

The Employment Relationships Act further explicitly prohibits sexual and other harassment in the

workplace, which it considers a form of discrimination and stipulates that the rejection of harassment
by the affected candidate or worker may not serve as a ground for discrimination in employment or
work.

In addition, the Employment Relationships Act also regulates the employer’s liability for damages and

compensation in the event of a violation of the prohibition of discrimination.
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Furthermore, the Employment Relationships Act already imposes an obligation on employers to
protect the dignity of the employee at work, whereby the employer is obliged to provide such a
working environment in which no worker will be subjected to sexual or other harassment or mobbing
by the employer, superiors, or co-workers. The law requires the employer to take appropriate

measures to protect workers from sexual or other harassment or mobbing in the workplace.

Additionally, the Employment Relationships Act provides special protection against the termination of

the employment contract of a worker during pregnancy, a female worker who is breastfeeding a child

of up to one year of age, and parents, during the period when they are on parental leave
uninterruptedly in the form of full absence from work and for one month after the end of such leave.
In this period the employer may not undertake any actions necessary for the termination of the
employment contract or the employment of a new worker. During the aforementioned period
employees cannot be terminated due to a dismissal by the employer. Legal protection is also awarded
to the worker, whose pregnancy was not yet disclosed to the employer at the time of dismissal.

The Employment Relationships Act also explicitly stipulates that the employer is obliged to provide
equal pay for equal work and for work of equal value, regardless of gender. All contrary provisions of

the employment contract, collective agreement, or other general act are invalid.

Specifically, the Employment Relationships Act regulates the protection of women and the protection

of workers due to pregnancy and parenthood. The law requires the employer to enable workers to

reconcile their family and professional obligations with ease. It also prohibits the employer from
seeking or requesting any information on the worker's pregnancy, unless the worker concerned
permits this in order to exercise her rights during pregnancy. Furthermore, the Employment
Relationships Act prohibits a female worker to perform a certain type of work during pregnancy and
while breastfeeding and introduces protection for workers during pregnancy and parenthood with
regard to night work and overtime work. In Slovenia, workers are entitled to use maternity, paternity,
and parental leave determined by law. An employee who takes parental leave is entitled to wage
compensation. In addition, the Employment Relationships Act entitles female workers who are
breastfeeding a child under the age of 18 months to a breastfeeding break during the working time of
at least one hour per day.

In addition to the aforementioned measures to ensure gender equality, which are determined by the
law, University Medical Centre Ljubljana (hereinafter: UMC Ljubljana) already regulates the field of
discrimination, mobbing, and sexual and other harassment in the workplace through internal acts. As
of February 7, 2017, UMC Ljubljana had put in place Measures to protect employees from mobbing,
sexual and other harassment, or discrimination in the workplace, which provides for the following
measures as protective measures against discrimination based on gender (and other personal
circumstances) and against sexual and other harassment:

1. preventive activities:

o promoting tolerant communication and behaviour of all workers, especially leaders,
who are an example of the employer's organizational culture;
prohibition of retaliation against the victim or the person assisting them;
striving to improve workplace organization (eliminating vague job descriptions,
improving the predictability of work procedures, open communication, teamwork
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workplace organization, eliminating unclear or conflicting instructions, ensuring
employee information, timely problem solving, improving working atmosphere, etc.);

o improving leadership (consistent and open communication with employees, clear
definition of goals and values, clearly defined consequences of violations of norms and
values, etc.);

o introduction of special measures, such as the training of workers to identify
discrimination or harassment and appropriate action, raising awareness of all workers
on the issue and their involvement in the design of preventive measures, etc.);

o monitoring and analysis of the situation in the field of discrimination and harassment
at the UMC Ljubljana (attention to symptoms such as an increase in absence from
work, termination of employment contracts, complaints from clients or colleagues,
disagreements, etc.);

o education and training on modern leadership methods on the topic of non-
discrimination and harassment;

2. introduction of a Nonviolence Representative, who provides support to the victim, informs

them, and participates in the informal and formal resolution of cases of discrimination or
harassment;
3. introduction of an informal and formal procedure for addressing cases of discrimination or

harassment;
4. introduction of a commission to address discrimination or harassment, which deals with

individual cases of discrimination or harassment and proposes measures to resolve the case;
5. introduction of the possibility of mediation in cases of discrimination or harassment.

2. Situation Analysis

UMC Ljubljana collected gender segregated data available and performed data analysis regarding the
representation of women and men, which showed the following current situation in the institution in
the field of employee gender composition:

UMC Ljubljana traditionally employs more women than men in most organizational units, except in
the Sports Medicine Centre, Pharmacy’s Department for Parenteral Solutions, Unit for Quality and
Safety in Radiology, Intrahospital Transport Service, Food Warehouse, entire Technical Maintenance
Department, Occupational Safety and Health Service, Corporate Security Service, Office of
Compliments and Patient Advocacy, Medical and Non-Medical Goods Warehouse, entire Investment
and Asset Management Unit, and IT Department’s Business Informatics Unit and IT Infrastructure and
Analytics Service. According to the data as of October 31, 2021, a total of 6,568 women and 1,943 men
are employed at the University Medical Centre Ljubljana. The table below shows the number of
employed men and women in the period from the beginning of 2018 to 31 October 2021.

Number of employees between 2018 and 2021 on the last day of the year by gender

Year Women Men Total
2018 6,545 1,845 8,390
2019 6,485 1,874 8,359
2020 6,561 1,933 8,494
2021* 6,568 1,943 8,511

* Data are shown for the period from January 1, to October 31, 2021.



Of the 6568 women currently employed, according to the latest data, there are:
- 3217 nursing staff,
- 1680 non-healthcare staff,
- 845 doctors,
- 698 other healthcare professionals,
- 103 pharmaceutical workers and
- 25 other colleagues.

Of the 1943 men, there are:
- 638 doctors,
- 625 nursing staff,
- 445 non-healthcare staff,
- 180 other healthcare professionals,
- 32 pharmaceutical workers and
- 23 other colleagues.

UMC Ljubljana has students also involved in the work process, and according to the latest statistics
from September 2021, there were 403 female students and 94 male students working at the UMC
Ljubljana, which means that 81% of all students were female and 19% male. The gender structure of
students is, therefore, comparable to the gender structure of workers at the UMC Ljubljana.

A review of the number of women and men in decision-making positions shows that the Council of
the UMC Ljubljana, as the governing body, currently consists of 10 men and 1 woman. The Director
Manager, as the managing body of the UMC Ljubljana, is male, and the Medical Director of the UMC is
female. The Medical Council of the University Medical Centre Ljubljana currently consists of 7 men and
3 women (two members are the Medical Director and the Chief Nursing Officer of the UMC Ljubljana).
In all these authorities there are 82% men and 22% women.

Furthermore, it can be established that 54% of employees in leadership or mandated/term positions
are women and 46% are men. The Chief Nursing Officer of the UMC Ljubljana is female. Women also
predominate in leadership positions for Head Nurse positions and Assistants to the Medical Director
of the UMC Ljubljana, while men predominate in positions intended for Assistants to the Director
General, Business Directors, Medical Directors of the Divisions, Heads of Departments and Institutes,
and Heads of Units, Wards, and Centers. The abovementioned is shown in the table below.

Number of employees in leadership positions by gender

Leadership position Female Male Total % female % male
Head Nurse 54 5 59 91.5% 8.5%
Assistant to the Director General 1 4 5 20.0% 80.0%
Assistants to the Medical Director of the 2 0 2 100.0% 0.0%

UMC Ljubljana



Business Director 2 6 8 25.0% 75.0%
Head of Departments and Institutes, and 17 45 62 27.4% 72.6%
Head of Units, Wards, and Centres

Head of Services of Common Concern of the 3 4 7 42.9% 57.1%
UMC Ljubljana

Medical Director of a Division 1 5 6 16.7% 83.3%
UMC Ljubljana management (DG, MD) 1 1 2 50.0% 50.0%
Chief Nursing Officer 1 0 1 100% 0.0%
Total 82 70 152 53.9% 46.1%

When comparing the number of all women and men currently employed at the UMC Ljubljana, we find
that the ratio between all employed men and women (23% of men and 77% of women) is not reflected
in the ratio between men and women in leadership positions (46% of men and 54% women). From this
comparison, it could be concluded that men are more likely to advance to leadership positions than
their co-workers. At the same time, the data in the table above show that men are mostly in those
leadership positions with greater influence and decision-making power, in regards to their
competences and responsibilities.

The ratio of employees in leadership and non-leadership positions by gender

Ratio between leaders and employees by gender

leaders

employees _

0% 20% 40% 60% 80% 100%

However, depending on the type of employment relationship, 8% of all employed women and 13% of
all employed men are employed on a fixed-term basis.

As many as 92% of all women and 87% of all men employed by the UMC Ljubljana have an indefinite
term contract.

Nevertheless, when reviewing the statistics on termination of employment, it can be established that
the number of employees whose contract was terminated in a particular year has decreased slightly in
the last four years, regardless of gender, as shown in the table below. There are no significant gender
differences in termination of employment.



Number of employees departed from UMC Ljubljana, by gender

Year Depart %
ures departures
men from all
male
employees
2018 221 11%
2019 206 10%
2020 171 9%
2021* 155 8%

Departu % Total %

res departures number departures

women | from all of from all
female departur = employees
employees  es

631 10% 852 10%

663 10% 869 10%

594 9% 765 9%

548 8% 703 8%

* Data are shown for the period from January 1, to October 31, 2021.

Total
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number of
employees

8.390
8.359
8.494
8.511

A comparison of salaries for October 2021 was performed to establish a possible gender pay gap.

Considering all employees (regardless of their profile) who received a salary for October 2021, it can

be concluded that men received on average an 812 EUR higher salary, which can be seen in the table

below.

The difference in the average salary by gender for all employees who received a salary for October 2021

Number of employees paid

Average salary (regular work, absences)
Performance bonus - average

Overtime - average

Average salary total:

Men

1,940
2,446.0 €
16.4 €
684.4 €
3,146.8 €

Women Difference (M-
W)
6,258 -4.318
1,980.7 € 465.3 €
6.0€ 104 €
347.9€ 336.5€
2,334.6 € 812.2 €

One of the reasons for a higher average salary for men is the higher average income bracket for men

compared to women, which is correlated to the average higher level of education.

Average income bracket by gender

Men 6.3
Women 5.9

Level* of education by gender

Up to and including level 6

Level 7 and up

Male

36.29%

63.71%

Female

44.57%

55.43%

* Slovenian Qualifications Framework (www.nok.si/en/)



Educational structure by gender

Educational structure by gender
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Presentation of the educational structure disaggregated by gender
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Another reason for a higher average salary for men compared to women is the higher proportion of

men who receive a salary for their leadership or executive position or executive position bonus.

Percentage of employees holding leadership and non-leadership positions

Men Women

Leadership 17.63% 12.11%
Other 82.37% 87.89%
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60%

40%

20%

0%

% leaders and other employees
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M leaders M others

However, the difference in the average salary is not explained by the length of service of employed
men and women, as 67% of men and 55% of women have up to 20 years of service. Women thus have
a longer length of service than men. There are 45% of women and 33% of men with over 20 years of

service.

Length of service disaggregated by gender



Length of service - men

W Up to 10 years
W 11-20 years
W 21-30 years
W 31-40 years

B 40+ years

Length of service - women

W Up to 10 years
W 11-20 years
M 21-30 years
W 31-40 years

M 40+ years

Data on periodical employee promotions reflect data on length of service. As many as 39% of men and
31% of women have never been promoted, 2.5% of men and 2.9% of women have been promoted
once, and 26% of men and 15% of women have been promoted twice, a reflection of a younger
population with shorter length of service in the public sector, as well as a reflection of the austerity
measures in the public sector (i.e. freeze on promotions). On the other hand, regular promotions of
employees take place in the same time intervals every three years for both genders equally, as long as
an individual employee meets the conditions for promotion under the Public Sector Salary System Act.
In general, it can be established that women have a higher number of promotions than men as a result
of longer length of service.

Number of employee promotions by gender

Employee structure by number of promotions
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The reason for the higher average salary for men may also be in the type of work they perform, which
can be derived from the fact that they fall on average in a higher income bracket than women. This
implies that a higher salary may be due to the employment of men in higher-paid occupations.
Therefore, a comparison of salaries by individual occupational groups was made. The data show that
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33% of all men at the University Medical Centre Ljubljana are doctors, while only 13% of all women
are doctors. Women predominate in nursing care professions, followed by non-healthcare staff. Men,
on the other hand, predominate as doctors, followed by nursing care professions.

Percentage of employees by type of work (profile) by gender

Structure by type of work

Non-healthcare staff

Other colleagues

Other healthcare professionals
Pharmaceutical workers

Nursing staff

I'

Doctors and dentists

0% 10% 20% 30% 40% 50% 60%

EF BM

However, comparing salaries resulted in a finding that the average salary of men in all occupational
groups is higher than that of women, except for pharmacists, where women have a higher average
salary.

Average salary according to employee occupational group profile by gender

Average salary

Occupational group name Name of salary type M w Difference
(M-W)

Doctors and dentists Average salary (regular work, 3,570.7 3,313.5 257.2

absences)

Performance bonus 36.4 10.2 26.2

Overtime 1,336.4 854.5 481.9
Doctors and dentists Total 4,943.5 4,178.2 765.3
Nursing care Average salary (regular work, 2,0419 1,957.3 84.6

absences)

Performance bonus 10.6 6.3 4.3

Overtime 503.3 423.0 80.3
Nursing care Total 2,555.8 2,386.6 169.3
Pharmaceutical workers Average salary (regular work, 1,846.6 1,895.6 -49.0

absences)

Performance bonus 2.9 15.3 -12.4

10
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Average salary

Occupational group name Name of salary type M w Difference
(M-W)

Overtime 112.0 107.2 4.8
Pharmaceutical workers Total 1,961.6 2,018.1 -56.5
Other clinical professionals Average salary (regular work, 2,126.1  2,022.1 104.0

absences)

Performance bonus 53 5.0 0.3

Overtime 571.7 174.3 397.3
Other clinical professionals Total 2,703.1 2,201.4 501.6
Other colleagues from different Average salary (regular work, 2,326.0 2,006.2 319.8
salary groups absences)

Performance bonus 0.0 0.1 -0.1

Overtime 1.5 23.0 -21.5
Other colleagues from different salary groups Total 2,327.5 2,029.3 298.3
Non-healthcare staff Average salary (regular work, 1,574.2 1,378.7 195.4

absences)

Performance bonus 2.1 3.5 -1.4

Overtime 123.2 60.3 62.9
Non-healthcare staff Total 1,699.5 1,4425 257.0

3,146.8 2,334.6 812.2

This means that the gender pay gap regarding the average salary also arises within individual
occupational groups for the benefit of men. The reason for the higher average salary of men is not only
in their employment in higher-paid professions. The reason could also be the employment of men in
higher-valued jobs within a particular occupational group.

Furthermore, a review of data in the field of research shows that 50.5% of current research includes

male doctors and 49.5% female doctors. The number of doctors in research by gender and by type of
research activity is shown in the table below.

Number of doctors in research in ongoing research by gender

doctors

Research activity Male Female total % male % female
Tertiary level projects 139 120 259 53.7% 46.3%
Slovenian Research Agency funded projects 121 159 280 43.2% 56.8%
and programs

Clinical trial projects 42 16 58 72.4% 27.6%
Young researchers 4 3 7 57.1% 42.9%
EU and other international research projects 52 53 105 49.5% 50.5%

Total 358 351 709 50.5% 49.5%
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In addition to doctors, other employees also participate in the research as support staff, namely nurses,
technical staff, and administrative staff; their number by gender can be seen in the table below. Most
of the support staff are women.

Number of support staff in ongoing research by gender

Nurses Technical staff Administrative staff
Research M F total %M %F M F total %M %F M F total %M %F
activity
Tertiary 1
level
projects
Slovenian 1 30 31 3.2% 96.8% 24 73 97 247% [753% 3 30 33 9.1% 90.9%
Research
Agency
funded
projects and
programs
Clinical trial 0
projects
Young 0
researchers
EU and 1 17 18 56% 944% 16 23 39 41% 59% 0O 0 ©oO 0% 0%
other
international
research
projects
Total 3 50 53 57% 943% 45 119 164 27.4% [726% 3 30 33 9.1% 90.9%

w
I

25%  75% 0o 1 1 0% 100 O O O 0% 0%

0% 0% 0 o 0 0% 0% 0O 0 O 0% 0%

o
o

o
o

0% 0% 5 22 27 185% 815% 0 0 O 0% 0%

Regardless of the occupational group of those included, there are a total of 42.6% of men and 57.4%
of women currently involved in research. As stated, UMC Ljubljana employs 6,568 women (77%) and
1,943 men (23%), from which it can be concluded that men are generally more involved in researching
women.

Percentage of employees involved in research activities and percentage of employees by gender

Ratio between employees involved in research and
employees by gender

employees

0% 20% 40% 60% 80% 100% 120%

H)\ EE
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Most of the support staff are women. The percentage of male and female doctors in research (Principal
researchers) is the same, and it should be taken into account that the University Medical Centre
Ljubljana employs more female doctors than male doctors (845 women and 638 men). It is noteworthy
that male doctors mostly participate in the field of clinical trials of medicines and medical devices,
which are of a commercial nature, while the participation of doctors is more gender-equal in publicly
funded research projects.

Percentage of employed doctors involved in research and percentage of employed doctors by gender

Ratio between doctors involved in researchand all
employed doctors by gender

doctors in research |
employed doctors |

0% 20% 40% 60% 80% 100% 120%
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In the field of education and training of employees, however, it can be established that men
participate in more education and training than women, as shown in the table below.

Number of hours of education and training of employees per year by gender

Year Total number of hours of education and = Average number of = Average number of
training at the UMC Ljubljana hours of education =~ hours of education
and training per and training per
Women Men employed woman employed man
2018 120,052.8 hours 62,915.9 hours 18.34 hours 34.10 hours
2019 120,225.6 hours 68,016.1 hours 18.53 hours 36.29 hours
2020 53,230.6 hours 34,399.5 hours 8.11 hours 17.79 hours
2021 (Jan-Sept) 46,606.1 hours 27,325.1 hours 7.09 hours 14.06 hours

In the period from January 1, 2018, to September 30, 2021, the total average number of hours of
education and training per woman per year was 13.02, and 25.56 hours per year per man.

A more detailed analysis of data for medical specialists, registered nurses, or non-healthcare staff for

2021 shows a deviation in favour of male medical specialists and male registered nurses, while there
are almost no gender differences for non-healthcare staff.

13
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In 2021, a male medical specialist completed an average of 3.74 hours of education and training, and
a female medical specialist an average of 1.69 hours, which can be seen in the table below.

Number of hours of education and training of medical specialists by gender

Male Female

No. of employees 453 1856
No. of hours of 1692 882.5
education and training

No. of hours of 3.73 1.69

education and training
per employee

In 2021, a male registered nurse completed an average of 1.54 hours of education and training, and a
female registered nurse an average of 0.88 hours, which can be seen in the table below.

Number of hours of education and training of registered nurses by gender

Male Female

No. of employees 326 1856
No. of hours of 504.6 1635.1
education and training

No. of hours of 1.54 0.88

education and training
per employee

In 2021, a male non-healthcare employee completed an average of 0.09 hours of education and
training, while a female non-healthcare employee completed an average of 0.1 hours of training.

Number of hours of education and training of non-healthcare staff by gender

Male Female

No. of employees 445 1680
No. of hours of 41.1 181.1
education and training

No. of hours of 0.09 0.1

education and training
per employee

From the data on all current Education and Training Agreements, it is even clearer that more women
than men have a contract with the UMC Ljubljana, which is a reflection of the fact that more women
than men are employed at the UMC Ljubljana. Of all the employees with Education and Training
Agreements with UMC Ljubljana, 65.5% are women and 34.5% are men. However, taking into account
the ratio between all employed men (23%) and women (77%), it is nevertheless evident that men are
more likely to conclude such contracts.

14



Current Education and Training Agreements by gender

Male Female
No. of employees 1943 6568
No. of Agreements 79 150

Percentage of employees with 4.06% 2.28%
an Education and Training
Agreement

Ratio between employees with an Education and Training
Agreement and all employees by gender

employees with an Agreement

employees
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Subsequently, a gender comparison of data on sick leave and leaves of absences for taking care of
family members for a period of one year was performed. The data show that in the period from
October 1, 2020, to October 30, 2021, a female employee was on sick leave or leave of absence for
taking care of a family member for 190.20 hours per year on average, while during the same period a
male employee was on sick leave or leave of absence for taking care of a family member for 97.44
hours per year on average. A separate record for the leave of absence for taking care of a family
member is currently not kept.

Comparison by gender was also made regarding the number of days of absence for maternity,
paternity, and parental leave in the period from October 1, 2020, to October 30, 2021.

Thus, there were 226 women on maternity leave during the observed period, who were absent for a
total of 23,480 days. On average, each of the 226 women was on maternity leave for 104 days.
According to all women employed at the UMC Ljubljana, a female employee at the UMC Ljubljana was
on maternity leave for 3.5 days a year on average. Men did not take maternity leave, as it can only be
used by men in exceptional cases determined by law (when the mother is not available).

Furthermore, 94 men were on paternity leave during that period, who were absent for a total of 1,341
days. On average, each of the 94 men was on paternity leave for 14 days. According to all employed
men at the UMC Ljubljana, a male employee was on paternity leave for 0.69 days a year on average.

In addition, data were obtained on the use of parental leave (formerly childcare leave), which can be
used after the use of maternity leave and by law belongs to both mother and father, 130 days to each,

15



(&

so a total of 260 days of parental leave whereby the mother can transfer 100 days to the father, and
the father can transfer the full 130 days to the mother. Parental leave may be extended by a further
90 days in the event of a multiple pregnancy and for medical reasons.

The data show that in the period from October 1, 2020, to October 30, 2021, 154 employed women
and 3 employed men used parental leave. In total, the women were absent for 32,139 days in the
observed period, and the men were absent for a total of 140 days. Each of the 154 absent women was
absent for an average of 208 days, while each of the 3 absent men was on parental leave for an average
of 46.6 days. Compared to all employed women at the UMC Ljubljana, a female employee was on
parental leave for an average of 4.8 days per year, while compared to all employed men, a male
employee was on parental leave for an average of 0.07 days per year. Despite it being legally possible,
only a few men (three) decided to partially use parental leave for a shorter period than enabled by
law.

An analysis of gender-based violence among employees was also performed. A deviation
management system has been established at UMC Ljubljana for a long time, where all employees can
submit a report of a deviation or risk (incident) via the web application. Employees can also report
potentially violent events as part of this system of reporting deviations. The Security Commissioners
collect and process such reported data in one place. Security guards, police, and internal non-violence
commissioners are involved when needed. At the normative level, the UMC Ljubljana also offers the
possibility of a mediation procedure, which is not currently possible in practice, but its reintroduction
is planned in the near future.

Upon the review of reports of violent events in the deviation management system, it is evident that
the IT system does not currently allow reporting by gender. Also, only physical or verbal violence can
be identified when reporting, however, it is not possible to define the more specific type of violence
(psychological, sexual, ...), which would facilitate the analysis of the situation in this field.

Nevertheless, according to the reports in the deviation management system, it was possible to obtain
the following data on reports of acts of violence among the employees:

Reported acts of violence among employees

Year Type of No. of % female % male % female % male
violence reports perpetrators = perpetrators victims victims

2018 Verbal 21 23.8% 76.2% 71.4% 28.6%
violence

2018 Physical 0 0% 0% 0% 0%
violence

2019 Verbal 24 62.5% 37.5% 66.7% 33.3%
violence

16



2019 Physical 0 0% 0% 0% 0%
violence

2020 Verbal 24 29.2% 70.8% 58.3% 41.7%
violence

2020 Physical 1 0% 100% 0% 100%
violence

2021* Verbal 21 38.1% 61.9% 52.4% 47.6%
violence

2021* Physical 2 0% 100% 50% 50%
violence

* Data are shown for the period from January 1, to October 31, 2021.

Using the data above, it can be determined that in 2018 and 2019 only acts of verbal violence were
reported, which were mostly committed by men against women in 2018, and predominantly by
women against women in 2019. Also, most reports from 2020 and 2021 were related to verbal
violence, with more perpetrators among men for both years and more female victims than males. In
2020, one act of physical violence was reported, where the perpetrator was a man and the victim was
a woman. In 2021, however, two acts of physical violence were reported, where the perpetrators of
both were men and the victims were a woman and a man. All the above statistical data need to be
understood in light of the fact that the UMC Ljubljana mainly employs more women (77%) than men
(23%).

It was also possible to obtain data on all reports of violent acts together, including incidents involving
patients and their relatives towards employees. It was not possible to extract data on the gender of
the perpetrator and victim.

All reported acts of violence

Year Verbal Physical Other
violence violence

2018 94 34 44

2019 82 26 34

2020 74 17 9

2021* 68 19 14

* Data are shown for the period from January 1, to November 15, 2021.

The data on the reported deviations do not show any employee reports of sexual harassment/violence
in the period from 2018 to mid-November 2021. However, personnel data show that one employee
had his employment terminated in 2015 due to sexual harassment of a patient, and the proceedings
showed that the same perpetrator had previously sexually harassed female colleagues who did not
report the acts.

InJune 2021, the UMC Ljubljana also conducted an online survey among employees on violence against
medical/healthcare professionals. Only 209 employees completed the questionnaire and 82% of them
were women. Since the research was not conducted separately by gender, it is not possible to clearly
understand possible gender inequality regarding experiencing violence at work or to determine
whether there is gender-based violence at the University Medical Centre Ljubljana.
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The survey showed that in the previous year, physical violence in the workplace was identified by just
under a third of employees, and half of them were victims of physical violence themselves. According
to the survey, every sixth respondent was a victim of physical violence. The majority of cases of physical
violence were detected among nurses, where 29% were victims of physical violence in the past year,
additionally, physical violence was detected by almost half of all nurses in the sample. Physical violence
was also identified by 40% of the doctors in the sample, with one of them being the victim of physical
violence. The most common forms of violence are kicking, hitting, pushing, and slapping, and
somewhat less common are pricking, biting, and pinching.

Weapons attacks are less common and were detected annually by 8 respondents. The perpetrators of
physical violence are most often patients, relatives of the patient, other visitors, and less often
employees. Violent incidents most often occur in hospital rooms, outpatient clinics, and waiting rooms.
The survey also showed that most victims do not report these acts of physical violence to anyone. Acts
of physical violence mostly do not lead to injuries, there were a few minor injuries, there were no
reports of more serious injuries. As many as 66% of respondents believed that these cases of physical
violence could be prevented.

What is more, the vast majority of respondents experienced psychological violence in the workplace
(84%) and almost all of them were themselves victims of psychological violence (78%).

It was most often detected by doctors and paramedics, as all respondents employed in this workplace
had detected psychological violence in the last year, of which they were all victims. Among nurses, 91%
of respondents perceived psychological violence, and 82% were victims themselves. The perpetrators
are co-workers or superiors, followed by patients, and their relatives. The most common forms of
psychological violence are verbal violence, mobbing, bullying, threats, and harassment. Victims also
often do not report psychological violence, and 76% of respondents believe that psychological violence
could be prevented.

Given the incidence of violence, the Quality Control Services conducted continuous training until the
end of February 2020 on the prevention of violence and harassment in the workplace and on measures
to be taken in the event of violence. The training is mostly attended by nursing staff.

The above analysis of currently gender-segregated data thus showed the following situation:

- UMC Ljubljana employs more women than men.

- Most women are employed in nursing care and non-healthcare professions, and most men are
doctors and in nursing care.

- The majority of students working at the UMC Ljubljana are women.

- The majority of the Council of the UMC Ljubljana is currently male (91%). The structure of the
hospital management is gender-balanced. The majority of the Medical Council is currently
male (70%). The gender ratio in leadership positions in general (46% men and 54% women)
does not reflect the gender ratio among all employees (23% men and 77% women). Women
predominate in leadership positions provided for Head Nurses and Assistants to the Medical
Director. The remaining leadership positions are predominantly occupied by men.

- The majority of both genders are employed for an indefinite term by UMC Ljubljana, with no
significant gender differences. Five percent (5%) more women than men have an indefinite
term employment relationship.
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A review of salaries for October 2021 showed that men have an 812 EUR higher average salary

There are no gender differences in employee departures at the UMC Ljubljana.

per employee compared to the average salary of women. Likewise, within individual
occupational groups, the average salary of men is higher than the average salary of women
(except in the pharmaceutical professions). A possible cause for the higher average salary is in
the higher level of attained education and the higher income bracket for men, as well as in the
larger proportion of men who receive a salary for a leadership/executive position. The reason
may also lie in the employment of men in higher-paid occupations and higher-paid jobs within
the occupational group.

The participation of doctors in research is balanced by gender (50.5% of researchers are men
and 49.5% are women). However, the gender ratio in the research does not reflect the gender
ratio among all employed doctors (43% men, 56% women). Male doctors are thus more
involved in research than female doctors. At present, female doctors do not participate in
research in the context of clinical trials of medicines, but in publicly funded research. The
support staff in the research is dominated by women. Currently, no data is kept on the size of
research funding by gender.

According to the data, men were involved in more education and training than women. They
completed more hours of education and training every year and have a higher ratio of
concluded Education and Training Agreements compared to all employed men (4.06% of all
men and 2.28% of all women).

Women are absent from work more due to sick leave and leave of absence for taking care of
a family member. The records for the two types of absences are, however, not kept separately.
Women are absent much more due to childcare after birth. For this reason, a male employee
was on paternity leave for 0.69 days on average a year and 0.07 days a year for parental leave.
A female employee was on maternity leave for an average of 3.5 days and an average of 4.8
days on parental leave.

Currently, there is no gender-based system for reporting deviations, which would allow for
easier analysis and identification of possible gender-based violence. The existing data do not
make it possible to establish whether any of the reported events involved gender-based
violence. However, according to the conducted survey and available personnel data, it is
evident that possible acts of violence are not consistently reported in the deviation
management system, thus the statistics of deviations do not reflect the real situation.

UMC Ljubljana has measures in place to protect employees from mobbing, sexual and other
harassment, or discrimination in the workplace, however, their implementation in practice is
not monitored. The proposed mediation measures are currently not being implemented, but
their reintroduction is planned.

Consequently, in view of the already existing normative and practical measures and the analysis of the

current situation in the field of gender equality, UMC Ljubljana adopts the following action plan to

ensure greater gender equality, focusing on five main areas:

1.

2.
3.
4

Gender equality in employment and career advancement;
Gender balance in leadership and executive positions;
Reconciliation of work and private life;

Considering gender aspect in research;
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5. Measures to prevent gender-based violence, including sexual harassment.

The aim of the action plan is:

* raising awareness on the importance of gender equality;

(&

e gender balance of employees in research, education and training, and leadership and

executive positions;

e gender balance in the recruitment of new staff in general;

e equal opportunities for promotion/career advancement of employees regardless of gender;

e gender mainstreaming in units and activities with gender imbalance;

e establishing working conditions that are tailored to the needs of the employee for the

successful reconciliation of work and private life;

e ensuring a safe working environment free from gender-based discrimination, violence, and
harassment;

e transparency and accessibility to instruments to prevent discrimination, harassment, and

violence and to provide help to victims;

e establishing an inclusive communication culture.

3. Action plan

1. Gender equality in employment and career advancement

Target
group

candidates,
employees,
students

candidates,
employees,

employees

employees

Action / Strategy

More attention to
closing the gender gap
in areas with a marked
gender imbalance in
candidates with equal
competences and within
the legal possibilities
More attention to
closing the gender gap
for leadership positions
in candidates with equal
competences and within
the legal possibilities
Introduction of gender
equality
education/training

More attention to
closing the gender gap
in enabling and
promoting employee
education and training

Indicator

Number of
employees by
gender

Number of
leadership
positions by
gender

Number of
completed training
courses and
participation
monitoring

Number of E&T
Agreements by
gender, number of
hours of E&T by
gender

Unit/
responsible for
implementation
HR, Units with a
significant
gender gap

HR,

Units with a
significant
leadership
gender gap

Education and
Training Centre,
all Units

Education and
Training Centre,
all Units

Means

Time frame

permanently

permanently

permanently

permanently
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employees

Scouting for employees
with career
development skills,
encouraging the
underrepresented
gender to apply for
leadership positions,
and mentoring and
learning leadership skills
for the representatives

of the underrepresented

gender in leadership
positions

Number of
leadership courses,
number of leaders
by gender

Education and /
Training Centre,
Units with a
significant
leadership

gender gap

2. Gender balance in leadership and executive positions

Target
group
candidates,
employees,
students

candidates,
employees,

employees

Action / Strategy

More attention to
closing the gender gap
for leadership positions
in candidates with equal
competences and
within the legal
possibilities

Scouting for employees
with career
development skills,
encouraging the
underrepresented
gender to apply for
leadership positions,
and mentoring and
learning leadership skills
for the representatives
of the
underrepresented
gender in leadership
positions

Introduction of gender
equality
education/training for
employees in leadership
positions

Indicator

Number of
leadership courses,
number of leaders
by gender

Number of
leadership courses,
number of leaders
by gender

Number of
completed training
courses

3. Reconciliation of work and private life

Target
group
employees

Action / Strategy

Encouraging men to take
parental leave and to
engage in taking care of
family members in the
event of illness

Indicator

Number of
employees by
gender absent due
to childbirth and

taking care of family

members

Unit Means
Hospital /
management,

HR Units with a
significant

gender gap

Hospital /
management,

HR, Units with a
significant

gender gap

Education and /
Training Centre,
all Units

Unit Means

(&

permanently

Time frame

permanently

permanently

permanently

Time frame

permanently
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employees

employees

employees

employees

Keeping separate annual
records on two types of
absences, 1) due to
illness and 2) taking care
of a family member;
disaggregated by gender

Adjusting the working
hours of employees
according to family life
needs, when objectively
possible, by introducing:
- flexible working hours,
- work from home,

- part-time work
Conducting employee
surveys on their
satisfaction with the
possibility of reconciling
work and private life
Obtaining a Family-
Friendly Enterprise
certificate

Records of the
number of days/
year used by
employees to take
care of a family
member, by gender

Employee
satisfaction with
their work-life
balance

Number and
content of
conducted surveys

Obtained certificate

4. Considering gender aspect in research

Target
group
employees

employees

Action / Strategy

Keeping records on the
size of research funding,
the quality of conducted
research, the number of
publications and possible
patents, by gender

Encouraging the
underrepresented
gender in each
profession to participate
in research

Indicator

Records on the size
of research funding,
the quality of
research conducted,
the number of
publications and
possible patents, by
gender

Number of
researchers and
support staff in
research by gender

Payroll Unit /
Planning,
Controlling,

and Business
Information
Service,

all Units

Hospital /
management,

HR,

all Units

Hospital /
management,

HR,

all Units

Hospital /
management,
HR

Unit Means
Clinical /
Research

Centre

Clinical /
Research

Centre, all

Units

5. Measures to prevent gender-based violence, including sexual harassment

Target
group
employees

employees

Action / Strategy

Urging employees and
superiors to consistently
report all acts of
violence, including
sexual harassment, to
the deviation
management system
Implementation of
annual employee surveys
on acts of violence,

Indicator

Number of reported
deviations
compared to the
results of surveys
among employees
on workplace
violence

Number of
conducted surveys,
number of

Unit Means
Quality /
Control

Services, all

Units

Quality /
Control
Services,

(&

permanently

permanently

permanently

permanently

Time frame

permanently

permanently

Time frame

permanently

permanently
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sexual discrimination, respondents in the Corporate
and harassment, survey, and quality Security
encouraging employee of results Service
survey engagement

employees Update/upgrade of the The possibility of Quality / permanently
deviation management obtaining Control
system in a way that will  information on the Services
allow reporting of type of acts of
deviations by gender and = violence and the
type, and in the event of = gender of the
an act of violence, by reporting party and
category of violence, the perpetrator
including sexual easily
harassment

employees Consistent Number of Hospital / permanently
implementation of the identified and management,
existing Measures to resolved acts of Quality
protect employees from  discrimination, Control
mobbing, sexual and harassment, and Services,
other harassment, or violence; Education and
discrimination in the Number of Training
workplace, including conducted training Centre
planned preventive courses on the topic
activities (training, of discrimination,
education, monitoring...) = harassment, and

workplace violence

employees Reform and re- Number of Hospital / permanently
introduction of mediations carried management,
mediation proceduresin  out in practice Office of
practice and Compliments
documenting conducted and Patient
mediations Advocacy

This action plan has been prepared in Slovene and English and is published on the University Medical
Centre Ljubljana’s website and its intranet pages.

Prepared by:

Working group for the preparation of the Gender Equality Action Plan

General Director of UMC Ljubljana
JoZe Golobic, univ. dipl. prav. (LLB)

23



