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Introduction 

The Pulp and Paper Institute (ICP) was founded in 1947 as a research and development facility for pulp 
and paper industry in order to accelerate the research activities and technological development in this 
industrial sector. Since 1998 the founding rights are exercised through the Paper and Paper Converting 
Industry Association within the Slovenian Chamber of Commerce. Traditionally the institute operates 
as a regional research and educational centre for the paper industry and as a reference laboratory for 
testing of materials and paper products. With its infrastructure, including laboratories for mechanical, 
technological, graphical, chemical and biological testing, along with the pilot paper and coating 
machine, the institute provides a comprehensive service for testing of materials, residues, process and 
waste waters from fibre, paper and board production.  

Global trends and strategic orientation towards sustainable development, efficient use of natural 
resources and reduction of environmental impact by substitution of fossil based raw materials, are 
reflected in significant investments into research and development in field of raw materials extraction, 
conversion and use of materials based on biomass, as the most abundant natural resource. Sustainable 
materials and technologies and efficient use of natural resources are highlighted as a priority in 
European and national strategies. (Bio)polymeric materials and technologies have been identified as 
one of the key competences of Slovenian economy as well as the international competitive knowledge 
and investments into research and development in this field. In accordance with this, the institute has 
broadened its field of work also into research of bio-based materials for various applications. Based on 
specific knowledge and competences from papermaking, by establishing an interdisciplinary team and 
by upgrading the research infrastructure, conditions for a comprehensive study of biobased materials 
and development of advanced biobased products have been established. The institute is a partner in 
several value chains for advanced use of biomass and development of competitive products within the 
whole cycle of extraction, use and reuse of natural materials.   

Upon initiative of the European Commission for higher education and research organisations to 
consider the gender equality within the Horizon Europe programme, ICP has conducted a 
comprehensive assessment. Integration of diversity and cohabitation with differently thinking 
individuals are the basis for an open and critical society, respecting human rights along with zero 
tolerance for discrimination and intolerance. Collected data, divided by gender will be included in 
yearly overviews of the implementation of mid-term plan of Pulp and Paper Institute 2021 – 2025 as 
well as into yearly reports and planning. 
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The assessment was the basis for adoption of a gender equality plan founded on: 
 equal opportunities for both genders at education, employment and career advancement, 
 equal and balanced gender representation on leading end decision-making positions, 
 coordination of professional, educational and private life within ICP-s organisational 

culture, 
 consideration of gender dimension in research and educational content, 
 measures for prevention of gender-based violence, including sexual harassment. 

Besides the abovementioned foundations two key elements of the plan are management and 
communication of the equality. 

The plan is an official document of ICP, adopted by the ICP Board and it is published on the institute’s 
website. The content and concrete measures will be presented within organised trainings for 
employees and management. Along with this all employees will be encouraged to discussion about 
equal treatment and equality and about ensuring protection against discrimination.  

Current state 

Environment: legislation and policy overview 

In terms of gender equality Slovenia ranks high in international comparison. According to SDG Gender 
Index1, published by the international organisation Equal Measures 2030, Slovenia was ranked 6th 
among 129 countries which are the best in implementing the gender equality policy in the world. Also 
according to Gender Inequality Index2 (2020), published by the United Nations, Slovenia is ranked 10th 
among 189 countries.  

Slovenian legal regulation, that has mainly been systematically established after the second world 
war, is in favour of women and consequently represents the foundation for a rather good position of 
women in Slovenian society. Women acquired new rights and opportunities and became more and 
more independent, what is expressed also in a high portion of employed women. Among the OECD 
countries Slovenia was ranked 3rd according to Women Employment Index. However, despite 
appropriate legal basis and regulations many times in the society there are still signs of traditional 
gender-based division of roles. The latter is often expressed as inequal representation of both 
genders in various professions, on positions, through their social influence…   

The Constitution of Republic of Slovenia (URS) in its Article 14 provides that in Slovenia the same 
human rights and fundamental freedoms are ensured for everybody, independent of his/hers 
nationality, race, gender, language, religion, political or other belief, material condition, birth, 
education, social status, disability or any other personal circumstance.  

In terms of legislation the field of gender equality protection and implementation in Republic of 
Slovenia is governed by following general laws: 

 Protection Against Discrimination Act (ZVarD) 
 Implementation of Equal Treatment Principles Act (ZUNEO) 
 Equal Opportunities for Women and Men Act (ZEMŽM) 
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Besides in general legislation the principles of equality are included also in special acts: 

 Employment Relationships Act (ZDR-1) 
 Vocational Rehabilitation and Employment of Persons with Disabilities Act (ZZRZI) 
 Equalisation of Opportunities for Persons with Disabilities Act (ZIMI) 

 
On the state level there is an individual state authority – Advocate of the principle of equality. 
Additionally for supporting the principle of equality in Slovenia there are several governmental and 
non-governmental institutions4 active. Among them it is the Commission for equal opportunities in 
science (within the ministry competent for higher education), with the task of encouraging more 
gender-equal representation in science along with addressing some other inequalities in field of 
science.  

Regulation of the field of equality at ICP 

The constitution, national legislation and bylaws, regulating the field of equality are by itself binding 
for a research organisation such as ICP and for this reason it is obliged to respect and enforce them. 
The principles of equality emanating from these legislative acts are therefore included into 
fundamental acts of ICP (ICP Statute, Program of Pulp and Paper Institute 2021 – 2025 and others). 

An overview based on currently available gender segregated data is presented at the end of this 
document. The analysis of gender representation at ICP has shown that: 

 at ICP there is a gender balanced structure at leadership and management level, 
 positions of researchers are equally occupied by male and female employees, the same is 

true also for the supporting positions (technicians, administrative workers, support staff), 
 highest ranking research titles are carried by more male employees, while at other research 

titles both genders are equally represented, 
 there is more absence from work due to childcare with female employees, however a trend 

to more balanced gender distribution can be observed, 
 absence due to illness is equally distributed among both genders. 

 

Vision 
ICP is a research and development institution which enables equal opportunities for all its 
shareholders independently of their personal or social background. In this way it contributes its share 
to creation of an equal and fair society that ensures welfare for individuals, social groups and wider 
community.  

Mission and equality principles 

The mission of ICP in field of equality is in accordance with the Gender Equality Strategy for 2020 – 
2025 adopted by the European Union in march 2020. Within this framework ICP represents an 
environment where the principles of openness, acceptance of diversity, equal opportunities and 
inclusiveness are actively represented. The abovementioned principles are one of the foundations for 
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achieving the general objectives of the institute.  

Influence 

Besides in field of gender the active policy of equality at ICP has influence also on the following fields: 

 gender identity, 
 cultural, ethnic, religious affiliation, 
 disabilities, illness or disorders, 
 age. 

The equality policy addresses all employees (management, researchers, experts and other staff) and 
has indirect influence also on the broader social environment. 

Strategic goals 

Strategic goals of the gender equality policy at ICP are: 

 to improve the awareness about the importance of equality, 
 to establish a system of indicators and a feedback loop to measures in field of 

equality, 
 gender balance of employees across research fields, 
 equal opportunities for career advancement, 
 successful integration of underrepresented groups into professional environment, 
 planning the successorship in the leading positions considering gender equality, 
 work conditions adapted to individual needs in order to enable successful 

coordination of professional / educational and private life, 
 meaningful integration of gender dimension into the set of research goals, 
 scientific excellence including the equality dimension, 
 safe work environment, 
 better overview and accessibility to instruments for prevention of violence and to help 

for the victims on the level of institute, 
 communication that reflects inclusive organisation atmosphere, 
 social responsible action and spreading the positive values into broader environment and 

society. 
 

Management 

The principles of equality are included into all ICP activities and for this reason in terms of 
management structure and organisation of work each individual, department or organisational body 
is obliged to act in accordance with the strategy and with equality action plan. Along with this, every 
stakeholder repeatedly has to check and verify his actions in terms of equality principles. 
 

The quality manager is responsible for the coordination of implementation and monitoring of the 
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strategy and action plan at the ICP level.  

The quality manager will also be in the role of equality advocate. His tasks will be to help and advise 
the employees in case of discrimination, to create recommendations for the management and 
employees to ensure equality.  

The measures and persons responsible for their implementation are defined in the action plan. The 
implementation of the action plan will be monitored once per year, during preparation of the ICP 
annual report. The existing records will be upgraded in a way that will enable the monitoring of 
equality indicators. The aspect of equality will be also part of the annual employee satisfaction survey. 
The analysis of the collected data and identification of trends will represent the basis for possible 
improvement of existing or implementation of new measures.   
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
__________________________________________________________________________________ 
Viri: 
1 https://data.em2030.org/2019-sdg-gender-index/explore-the-2019-index-data/ 
2 http://hdr.undp.org/en/content/gender-inequality-index-gii 
3 https://www.pwc.com/si/sl/pwc-jev-indeks-zaposlenosti-ensk-2020--slovenija-na-tretjem-mest.html 
4 http://www.zagovornik.si/sodelovanje/ 
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Action plan 

1. Equal opportunities for both genders at education, employment and career advancement 

Goals: 

 Gender equality of employees across the research areas 
 Equal opportunities for career advancement 
 Successful integration of underrepresented groups into work environment 

 
Field Category Measure Measure 

code 
Indicator Responsible Resources 

Gender  Employees Maintaining the gender equality in terms of employment by 
areas, the decision of selection is possible only when 
candidates have equal or better competences. 

1.1. Number of employees by area 
and by gender 

 
Number of applicants for open 
positions by gender 

HR-legal 
department 

No additional 
resources 
needed 

Gender  Employees Establishing a support team focused on identification of 
barriers for career advancement based on gender and 
addressing these barriers 

1.2. Number of considered / started 
initiatives 

 
Number of team meetings 

ICP 
management 

No 
additional 
resources 
needed 

Age, gender, 
disability, 
illness or 
disorder, 
cultural and 
ethnical 
affiliation 

 Employees Including the equality aspect into support system for new 
employees at ICP 

1.3. Number of activities with 
emphasis on equality aspect 
for easier integration of new 
employees 

 
 

HR-legal 
department  

No additional 
resources 
needed 
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2. Equal and balanced gender representation on leading end decision-making positions 

Goals: 

 Succession planning for management positions with consideration of gender equality 
 

Field Category Measure Measure 
code 

Indicator Responsible Resources 

Age, gender  Employees Succession planning to identify employees with potential and 
abilities for career development with gender dimension 
included 

2.1. Employees structure in 
management and decision-making 
positions by age and gender  

ICP 
management 
 

No additional 
resources 
needed 

Gender  Employees Implementation of additional trainings with topics from the 
field of gender quality included and development of skills that 
researchers need for advancement to positions with higher 
responsibilities 

2.2. Number of participants in 
trainings  

ICP 
management 
  

No additional 
resources 
needed 
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3. Coordination of professional, educational and private life within ICP-s organisational culture 

Goals: 

 Working conditions adapted to individual needs in order to successfully coordinate professional / educational and private life 
 Decreasing the gender disproportionate sick-leave absence 

 
Field Category Measure Measure 

code 
Indicator Responsible Resources 

Gender Employees Various forms of flexible working time, working space 
and work organisation 

3.1. Number of employees with 
adapted working time, possibility 
for home office and substitution 
due to parenthood and/or elderly 
care in close family 

HR-legal 
department 

No 
additional 
resources 
needed 

Gender Employees Inclusion in the system for establishment and external 
evaluation of measures for coordination of professional 
and private life 
 

3.2. Acquiring the Family-
friendly Company certificate  

HR-legal 
department 

 5.000 EUR 
for the 
certification 
costs 
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4. Consideration of gender dimension in research and educational content 

Goals: 
 Inclusion of gender dimension into research goals where applicable 
 Scientific excellence with gender dimension included 

 
Field Category Measure Measure 

code 
Indicator Responsible Resources 

Gender  Employees Inclusion of gender dimension into all phases of basic and 
applicative research where applicable. 

4.1. Number of researchers included 
in training for inclusion of gender 
dimension into research 

 
Number of research projects 
that include gender 
dimension 

Research 
holders  
 

No 
additional 
resources 
needed 
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5. Measures for prevention of gender-based violence, including sexual harassment 

Goals: 

 Safe work environment 
 Better overview and accessibility to instruments for violence prevention and victim support on the institute level 

 
Field Category Measure Measure 

code 
Indicator Responsible Resources 

Gender, 
gender 
identity 

 Employees Update of internal legal basis, guidelines and 
recommendations for prevention of gender-based violence  

5.1. Number of updated and new 
internal legal documents 

HR-legal 
department 

No additional 
resources 
needed 

Gender, 
gender 
identity 

 Employees Establishment of a support group for victims of violence 
and hidden gender discrimination (inclusion of lawyers, 
psychologists, health workers, etc.) 

5.2. Number of employees showing 
interest (and with relevant 
knowledge and competencies in the 
field) for help and support in the 
support group 

Equality 
advocate 

1.000 EUR / 
year 

Age, gender, 
disability, 
illness or 
disorder, 
cultural and 
ethnical 
affiliation, 
religion, gender 
identity, gender 
orientation  

 Employees Establishment of anonymous report channels for reporting 
disrespectful behaviour, abuse of position and harassment in 
workplace including the establishment of investigation 
procedures and consequential measures 

5.3. Number of initiatives / reports Equality 
advocate, ICP 
management 

No additional 
resources 
needed 
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6. Communication of equality 

Goals: 

 Communication that reflects the inclusive organisational climate 
 Social responsible actions by spreading positive values into broader society 

 
Field Category Measure Measure 

code 
Indicator Responsible Resources 

Age, gender, 
disability, 
illness or 
disorder, 
cultural and 
ethnical 
affiliation, 
religion, 
gender 
identity, 
gender 
orientation 

 Employees Activities to raise awareness, de-stereotyping and de-
stigmatisation: International Day of Women and Girls In 
Science (February 11th), Women’s Day (March 8th), 
International Day Against Homophobia, Transphobia And 
Biphobia (May 17th), World Day for Cultural Diversity for 
Dialogue and Development (May 21st), Father’s Day (3rd 
Sunday of June), World Mental Health Day (October 10th), 
International Day of People with Disabilities (December 3rd) 

6.1. Number of activities for 
raising awareness (events, 
informational materials, 
statements...) 

ICP 
management  
 

500 EUR / 
year 
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Gender structure at ICP – current state overview  

Management structure 

The governing bodies of the institute are ICP Board and managing director. From April 2013 until June 
2021 in the position of managing director was a female director, since July 2021 this position is 
occupied by a male director. ICP Board has a female president, three male and three female members. 
The departments are led by three male researchers while head of human resources, head of project 
office and quality manager are all female. The ICP management structure is gender balanced.  

Employees 

The positions of researchers are in 50 % occupied by female and 50 % by male employees (state of 
September 30th 2021). While in general the gender structure is balanced, there is minor unbalance in 
terms of highest-ranking research titles (the title higher research associate is held by two male 
employees), with next lower research titles the gender structure is balanced. However, it has to be 
emphasized that because of connection with employment on time-limited research projects (fixed-
term employment) for ICP a relatively high fluctuation of employees, followed by fluctuations in 
gender structure, is characteristic.  

Coordination of professional and private life 

Based on data for 2020 it can be established that female employees are absent more often than male 
employees, due to motherhood and childcare (care and accompaniment). The data, as expected 
reflects the social division of gender roles, where family care still is the primary role of women. 

Gender dimension in research 

ICP pursues the gender balance within research groups, which is also supported through research 
funding. An overview of the gender structure in the ICP research programmes and projects shows, 
that in terms of project leaders female researchers dominate.  
 


