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Makéto Epyaciag 3. Zepwvdpla Avamtugng Ikavotrtwy ywa Epyoddteq ®opelg kat Epyaldpevoug/-gg
ApaotnpdtnTa T3.1 AvAmttugn eKTtatSeVTIKOU LALKOU yLla Epy0dOTES, POPE(S Kat EpYalOUEVOUS
Mapadotéo D3.1 EKTtaSeuTIKOG €YXELP(BLO yla EpYOSOTEG/TPLEG & OTEAEXN EMXELPHOEWY
EmikepaAng Etalpog KEOI

Suyypawn: WHEN kat ZETE

Emt{nedo dtddoong Sensitive
MepAnin To mapdv TapadoTéo aPOopPd O EKTTAUSEVTIKO EYXEPIOLO Yo pyoddTeg/Tpleg &

OTEAEXN ETUXEPIOEWY KALEXELTKOTIO VAL UTTOGTNPIEEL ETTLYELPTIOELG KOL OPYAVITHOUG
KABe PEeYEOOLG OTNY KATAYONGOT KAl TNV TPAKTIKA EQAPUOYH TNG WOBOAOYIKNG
Slaadvelag, émwg avtr mpofAénetal and tny Odnyla (EE) 2023/970, aAAd Kat 0N
YEVIKOTEPN TTpoWwONOoN TNG apxns Tng long apoPrig yua on epyacia 1| epyacia (ong
a&lac.

AmteuBUvetal oe epyodoteq Kal gpyoddtpleg, SlevBuLVTIKA OTEAEXN, OTEAEXN
avBpwmivouv duvapkol, vtevBLVeG Kal TtELBUVOUG WoBodoaiag, Kabwg Katl o€
dtopa Ue péAo Ang amopdoewy, avegdptnta and to av epydlovral o HEYAAN
etalpela pe dounuévo Tuiua AvBpwivou Auvapkol 1 o€ [WKPN i (WKkpoueoala
ETUXEIPNON LLE TILO EVEALKTEG AAAG ALyOTEPO TUTTOTTOLNUEVEG SLASIKAT(EG. ZTOXOG TOU
elval K&Oe ATouo va KATavorioel BACLKEG EVVOLEG KAl TIPORANUATIKES TTOU AQOPOVY
™ woboAoykr] LlodTNTA Kat SLa@AVEL, Vo avayvwploel TPOToVG e TOUG 0Ttoloug
UTtope( vaL TNV KAAALEPYNOEL OTO ECWTEPLKS TOU KABE OPYAVITLOU KOL VL OPYAVIDTEL
ta emdueva fripata ya tn Otk aAdayr.

Executive summary This training manual aims to support enterprises and organizations of all sizes in
understanding and practically implementing pay transparency, as provided for in
Directive (EU) 2023/970, as well as in promoting more broadly the principle of equal
pay for equal work or work of equal value.

It is addressed to employers, managers, human resources professionals, payroll
officers, and individuals in decision-making roles, regardless of whether they work in
a large company with a structured Human Resources department or in a small or
medium-sized enterprise with more flexible but less standardized procedures. Its
objective is to enable each individual to understand key concepts and issues related
to pay equality and transparency, to recognize ways in which these can be fostered
within each organization, and to organize the next steps toward positive change.
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FAIR PAY - Pioneering equal and transparent pay initiatives

D3.1 - EKTat8eutiKO eyXeLpidio yia epyodotec/TtpLeg &

OTEAEXN EMYELPNCEWV
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KE®AANAIO 1- Ewcaywyn & mAaiclo
1.1 ZKomOG KaL TTES L0 EPAPHOYNG TOU EYXELPLELOL

To mopdv eyXelplblo £xel OKOTIO VO UTTOOTNPLEEL EMIXELPAOELC KOL OPYOVIOMOUC KAOE
pHEVEOOUC OTNV KATavVONoN KOL TNV TTPOKTLKA EQAPHOYH TS PLoOoAoyIKAC SlapAvelag, OTTwE
out mpoBAEmetal amd thv O8nyia (EE) 2023/970, aAAd Kol 0T YEVIKOTEPN TTPowBNnon tng
opXNGS TNG long apotlBAC yla lon epyoaoia R epyacia tong agloc.

AmreuBlvetol os gpyodOTeC Kol £pyodOTpLeg, SLeUBUVTIKA OTEAEXN, OTEAEXN OVOPWTILVOU
Suvapikou, umrelBuveg kat urelBuvoug ploBodoaolag, KaBwWE Kal os dtopa pe poAo ANPNg
amowdoswy, aveEdptnta amd to av epydlovtal os peydAn stalpsio pe Sopnpévo TPRHO
AvBpwivou Auvapikol i O€ PLKPN A JLKPOUECOLA ETTILXE(PNON PE TTLO EUEALKTEC OAAG ALyOTEPO
TUTTOTTOLNHEVEC SLadLKACleC. ZTOXOC TOU £lval KABE ATOPO VO KATOVONoeL BAGIKES EVVOLEC KOl
TPORBANUATIKEG TTOU aWopoUlV T PLoBOAOYLKN odTnTa Kal SLoPAVELD, Vo avoyvwplosl
TPOTIOUC PE TOUC OTTOLOUC PTTOPEL va TNV KOAALEPYHOEL OTO ECWTEPLKO TOU KABE opyaviopol
KOIL VOl OPYOVWOEL TA ETTOPEVA BAPATO Yo T O£TIKA aAAayn.

To eyxepidlo svtdoostal oto Makéto Epyooiog 3 tou €pyou FAIR PAY kat Asttoupysl
OUPTTANPWHOTIKA TTPOC TG SPACEL KOTAPTIONG KOL TA £pYAAsia TTOU avamtiooovToL OTO
TAalolo tou £pyou. To medio spappoyng Tou KAAUTTEL OAO TO (PACHO TWV TTPAKTIKWY, TWV
SLa8LKACLWY KOL TWV EVEPYELWV TTOU PTTOPEL Vo avaAdBeL evag epyodotng 1 pLa spyodotpla
OVAQPOPLKA PE TN AELTOUPYLO TNE ETTIXELPNONE TOU PE OPOUG PLOBOAOYLKNAC SLAPAVELOC. ZTOXOC
elval va TTPOoWEPEL £va CUVEKTIKO TTAGLOLO pEca oto omolo N ptoBoloyikn Slawdvetla v
OVTIHETWTTIETAL WC PEMOVWHEVN UTTOXPEWON, OAAG WC PEPOC PLOC EUPUTEPNG ETOLPLKNG
OTPATNYLKAG VL0 TTLO SIKALO, CUPTIEPIANTITIKG Kal BLWotpa epydctakd meptBAAAovta.

1.2 To épyo FAIR PAY

To 'Epyo FAIR PAY ulomoleltat amd tn Mevikn Mpappateia lodotntag kal AvBpwrivwv
Awkawwpdtwy (FTTAA) wg ocuvtovioth YopEa Kal etaipoug to Kevtpo Epsuvwy yla O¢pata
lootntag (KEGI), to WHEN Equity Empowerment Change (WHEN) kat tov Xuvbsopo
Emyelpnuotiwv EANGSac (ZETE). To ‘Epyo ouyxpnuatodoteltatl amd tnv EANGSa kal tnv
Eupwmaikn ‘Evwon péow tou Mpoypdppatog «MoAlteg, lodotnta, Akotwpata kot AEEc»
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(CERV).

Baolkdc okomdg tou ‘Epyou FAIR PAY sival va cupBdAst otnv €€GAsupn tou £ppulou
pLoOoAoyilkoU XAOPOTOC KOL TNV OVTIPHETWTTLON TwV BabUTEpwWY ALTLWV TOU, TTPOWOWVTOC Th
pltoBoloyikn Stagdveila Baost tng Evpwmaiknic O8nylag 2023/970, n omrola Sivel éppaon ota
EPYACLAKA TTEPLBAANOVTO TWV ETIXELPAOEWV. ZUYKEKPLPEVD, TO £PYO OTOXEVEL OTNV TTIAOTIKA
gappoyn twv dtatd€swv tng Odnylag, TPOKELPEVOU VO EVTOTILOEL TLC TILOAVEC TIPOKANOELS TG
mpotol n EANGSa Bfosl os Loxy, OTIWC UTTOXPEOUTAL, TIC VOUODETIKES, KOVOVIOTIKEC KOl
SLOLKNTLKEC SLOTAEELS TTOU ATTALTOUVTAL YLO TH CUPHOPYwon pe thv Odnyla.

Eldikotepa, péoa amd to Epyo emSLWKETOL N EMITEVEN TWV OKOAOUOWV YEVIKWY OTOXWV:

® SVTOMOPOG/KATAYPOPN KAl OVTOAAOYA YVWONG KOL KOAWV TIPOKTIKWY OXETIKA HE
OUCTAHOTO KOl gpydlsia Stapdvelog apolBwy, avamtuén odnywy, spyoAsiwv Kot
ALOTWV EAEyXOU yLa thv a§loAdynon tng tong apolBAg yia lon epyacia f epyacia tong
o&lag otov (610 epyodoTn popéa, CUPTTEPLAAUBOAVOUEVNE TNG EPAPHOYAE CUCTNUATWY
a&loAdynong kot ta€lvopunong BEoswy epyaciag ouSETEPWY WCE TTPOC TO YPUAO

e OVATTUEN LKOVOTATWY TWV £PYOS0TWV/TPLWV KAl TWV £pYOlOpPEVWV OXETIKA PE TNV
£UUAn ploBoloyikn Slapdvetla, Tnv agloAdynon g long apolBAg yla (on pyaocia i
gpyooia (ong a&lag kal TNV spappoyr ouoTNUATWY a€loAdynong Kal Ta&lvopnong
B£oswV £pyaolag OUSETEPWY WE TTPOC TO PUAO yLO TNV TOPOXA TNG ATTAPAITNTNG
TEXVOYVWOLOC OTO oXeSLOOPO KAl TNV EQAPUOYH TTPWTORBOUALWY yLla Th HLoBOAOYLIKA
Slapadvela

e cuoLoBNTOTOLNON OXETIKAG PE Th onpacia tng ptoBoloyikg Stawdvelag, toviovtag to
OPEAN TTOU TIPOKUTITOUV ATTO TLC OUSETEPEC WC TTPOC TO PUAO CUVONKES EPYOCLOC KOt
TTPWTOROUALEC TTOU TTPOAYOUV THV LGOTNTA TWV PUAWYV TOCO YLa TOUC EPYOSOTEC (POPELC
000 KL yLa TOUG/TLG Epya{OPEVOUC/EG

e TPowONCN PIALKWYV EPYACLAKWY TTEPLRAAAOVTWY YLO YUVOLKEC KOL AVEPEC TTPOKELPEVOU
va evioxuBsel n ootnta twv QUAWV otnv €AANVIK oyopd e£pyaociac pEoW
SlaBouAeloswV Kal AVTOAAOYAG YVWOEWY

e avAdelEn tng onpaociog tng PLoBoAoyIKNE SLaPaveLag

To FAIR PAY mTpoc£pel OTIC EAANVIKEC ETTLXELPAOELS EVOV OCPAAA XWPO TTPOETOLPACLAC TTPLY
OO TNV UTTOXPEWTLKA svowpdtwon the Odnylog 2023/970. Méca amd thv TAOTIKN
gpappoyn epyalsiwy, Tt ouvepyooio pe SLEOVEIC EPTTELPOYVWHOVES KOL TN CUHPHETOXNA
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KOLWVWVIKWY ETAPWY, TO €PYO ETLTPETEL OTIC EMIXELPAOELC VO SOKLPGoouV otnv TPAEN
pHEOO80UC PLoBOAOYIKAC SLOPAVELAC, VO EVTOTILOOULV TIC TIPOKARCELS TTOU OVTIMETWTTL{OUV KaiL
va ovamtuEouv SLoSIKAGLEC TTOU VA OVTOTTIOKPIVOVTOL OTLC OVAYKEC KAL TLC SUVATOTNTEC TOUC.

> £ auto To TAGLOLO, TO TTAPOV EYXELPLOLO AsLTOUPYEL WC TTPOKTLIKOC 08NYOC VIO TNV KATavOnoh
KOl @oppoyn TNS pLoBoloyikng Slapdvelag. TuvSEst Tn BewpPNTIKA YVWON PE TTPOKTLKN
EKTTAOELUON KOL KLVNTOTIOLEL TIC EMIXELPAOELC va uloBstoouv Sopnpéveg, SIKOLEC Kat
oUyxpovec Sladikaolec avOpwivou Suvaptkol. Me autov tov tpomo, to FAIR PAY cupBAAAsL
oth SLapopPwaon evog VEOU TIPOTUTIOU ETOLPLKNG KOUATOUPOC, OTTOU N SLOPAVELD KAl N
Sikatoolvn amote AoV OVATIOOTIAOTO PEPOG TNG KABNUEPLVAC AsLToupylog.

1.3 MW¢ va XPnCLOTTOLNOETE TO EYXELPLOLO

To mapov eyxelpiblo €xel oxeblaotel wg epyaleio Tou ouvodelel TNV EKTOLOEUTIKN
Stadikaoia tou FAIR PAY kat BonBd kdBe smixeipnon va opyavwoel ta BAPATA tng mPog th
OUPPOPPWECN HE TO VEO TTAGLCLO yLa tn ptoBoloyikn Stapadvela. Exst oxedlaotel pe Bdon Tig
OpPXEC Tou gender training, Omwc mpoteivovtal amd to European Institute for Gender Equality
(EIGE), &ivovtac gpgaon otnv KAAAMEPYELO KOLVAG KATAVONGNG, OTNV avayvwpLon moavwy
mpokatoAAPewv Tou emnpedlouv TIC HIOOOAOYIKEG OTTOPACELS KOl OTNV OVATTUEN
Se€lotATwy TOUu pmopolv va XpnotpototnBolv dpeca oto epyoolakd meptBailov. H
TTPOOEYYLON OUTA OMOOKOTE(L OTO VO €VIOXUOEL TOCO ThV TEXVOyVWwola O0Co Kal thv
OPYOVWOLOKA WPLHOTNTO TWV EMIXELPACEWVY TTOU KAAOUVTAL VO EQAPUOCOUV TIE APXEC TNG
ploBoAoyLknc Lootntac Kat Stagdvelac.

To eyxelpidlo pmopei va a€lomolnBsl a) wg UALKS TTposToLpaailag TTPLY atd thyv ekmaidsuon, B)
WG onUElo avaPOPAC KATA TN SLAPKELA TNE KOLY) CUPTIANPWHATIKA PE TO EPYOAELD TTOU £XOUV
avarrtuxBet amd to FAIR PAY, kat st8ikdtepa tov «[1paktikd 08nyo yio epyodOtec/TpLeg-
emyelpnoslc: MwoBoloyikr Stapdvela YulloyA - Avaluon-Epunvelo oTOLXEIWV yLa _TO
£upulo pLoBoloyikd xdopa», we 0dnyog, otav n smxeipnon Ba XPELOOTEL VO OpyoavVWOEL
Sladikaoiseg, va avamtUgel epyolslo KOl VO EVOWHOTWOEL TIC OPXEC TNG MLOBOAOYIKAG
Stapdvelog otn Asttoupyia tnc. H Sopr] Tou emTpénel otov/TnV XpRotn/pLa va okoAouBnost
pLo oAoKANpwHEVN Stadpopn pabnong, Eekvwvtag amod tn Baotkn Katavonon tou Bsoptkoy
TTAGILGLOU KOl KATOAYOVTOC OTNV EQPAPHOYH CUYKEKPLUEVWY peBoSoloyLwy.

MapdAANAa, TO TIEPLEXOUEVO TOU €XEL OXEOLOOTEL WOTE VA £lvOl TTPOCAPUOCIHO OTLG
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https://www.kethi.gr/sites/default/files/imce_upload/files/guide%20pay%20gap%20gr.pdf
https://www.kethi.gr/sites/default/files/imce_upload/files/guide%20pay%20gap%20gr.pdf
https://www.kethi.gr/sites/default/files/imce_upload/files/guide%20pay%20gap%20gr.pdf

SLOPOPETIKEC OVAYKEC HEYAAWV KOL MIKPOUECOIWV £TIXELPROsWY. OL  peyaAUTEPEC
ETXELPAOELG, oL oTToleC ouVABWC SlaBétouv SopnpEveg SLOSIKAGIEC KOL OPYAVWHEVO TUHOTO
avOpwTTivou SuvaptkoU, PTTopoUV o APECO Kol EUKOAG VO TIPOXWPHCOUV o€ BAPATO OTTWE N
a&loAoynon B€oswy epyaciacg ] n ouoTNUOTLIKA avaAuon ptoBoloyikwy Sedopévwy. Ot PLKPEC
KOL HLKPOHECOILEC EMIXELPAOELS, attO TNV GAAN, Ba Bpouv amholoTtepeg ekOOXEC TwV (Blwv
EPYOAELWV KOL TTLO APECT EPAPHOCLUEC TIPOOEYYLOELS, WOTE VO PTTOPECOLV VA SLAPOPPWTOUV
BOOIKEC OANG ASITOUPVIKEC TIPOKTIKEC HIOOOAOYIKAC SLO@AVELOG, OKOHN Kol XwpLg
e€£IOIKEVUPEVO TIPOOWTILKO  oUVOETO PPLakd spyoeia.

Me AANa Aoyla, to eyxelpiblo amoteAel €va ekmoldsuTIKO €pyolslo TOU pTopPsl va
XpnotpomolnBel cVEAIKTA, avAAOYO PE TNV WPLHOTATA, TIG OVAYKESG KOl TOUG SLaBECIpOUG
TTOPOUC KABE emixelpnong. Ztdxo¢ tou sival va Tpoo@Epetl KabBodrynaon, va eUTTAOUTIOEL Kait
va epBaBUVEL BEWPNTIKA OTIC TTPAKTIKEG AUOELG TTOU TTpoTElvovTal oToug O8nyoUg epappoyng
tou ‘Epyou, £tol wote 6AoL oL opyaviopol va pmopoulv va TTpocsyyloouv T ploBoloyikn
SLaAveLD PE TPOTIO CUCTNHATIKO, ATTOTEAECHATLKO Kal BLLCLO.

1.4 H dopr tou eyxelpidiou

To mapdv syXelpldlo £xel oXedlooTel WG EKTALOEUTIKO £pyalsio mou umootnpilel puo
otadlakn Stadikacia pabnong katl katavonong tng ptoBoloyikng Stawadvelac. H mpoogyyion
TTou akoAouBsl ev meplopiletal otn petadoon mMAnpowopiag, aANG otoxevel otn oUvdeon
TNG YVWONG PE TNV TTPAEN KoL TNV opyavwaotakn aAlayr). H paBnotokr mopeia mou mpoteivetal
e€elloostol o TPELC SLOKPLTEC AANG AAANAEVEETEC PATELC:

A. Katavénon tou mAatoiou

Ytnv mpwtn Ydon, ota Kepdlawa 2 kol 3, To syXelpidlo €oTidlsl oTNV KOTAVONON TOU
BeopLkoU, vouLkoU Kat evvoloAoylkoU TAaLlciou TnG ptoBoAoyikng Slaavelog Kot e tong
apotBng. Ot evotnteg auteg Bonboulv ta Atopa va KaAAlEpyioouv Kowvd AsELAOYLOo, capn
onpeia ava@opdg KaL ETTIYVWON TWYV UTTOXPEWOEWY KOL TWV ApXWV TTou SLETOULV To B£pal.

B. AvaAuon TPAKTIKWY KAl KIVEUVWV

>tn 6eltepn pdon, kKuplwg ota KepdAawa 4-8, n TPOCOXA OTPEWPETAL OTLC TTPOKTLIKEG TTOU
gpappodovtal OToV XWPO £pydciac KOl OTOUC TPOTIOUG ME TOUC OTOLOUC, OUXVA XWPLC
mPoBson, mapdyovtatl 1 Statwvidovtal ptoBoloyikég avicotntec. H avAdAuon autr) sTITPETEL
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TNV avoyvwplon onpeiwv kivdlvou ot dladikaoilec Omwe n mpooAnn, n agloAdynon, n
ovamtugn Ss€lotAtwy Kat n eEEAEN MpoowTkoU.

. Epappoyn kat opyavwolakr aAAay)

H tpitn pdon (Kepdata 9-11) apopd tn petdBoon amd tnv Kkatavonon otnv epappoyn. To
eyXeLpidlo mapouaotdlel mpooeyyioelc Tou pmopouv va umootnpiEouv tnv uloBEtnon tng
pHLoOoAOYIKAC SloAveloG os opyoavwoloko emimedo, svioxvovtac tn Aoyodooia, thn
ouvepyoola Kal TV gpmotoocuvn. H éppaon Slvetal otn ptoboloyikr SLapaveld WS pLo
Suvapikn Kot ouvexn Sladikacia Kol OXL WS PLa EPATIOE EVEPYELD CUPMOPPWANG.

KEDAAAIO 2 - To OswpnTiko Kat OoHLKO TTAALoL0 TNG HLoBoAOYIKAG SLapaveLag

ZKOMOG EVOTNTAG
Nad TTOPOUGCLACEL PE GAPHVELD TO EUPWTTATKO KoL €BVIKO VOULKO TTAG(OLO TTou SLETTEL TN
ploBoAoyLkn Slagavela KoL tnv apXn the long apotBng.

Ma6nolakd ammoteAécpata
Ol avoyVWOTPLEG KL OL BVaYVWOTEG B prTopouv:

e va yvwpllouv TI¢ BACIKEC UTTOXPEWOELS TTOU amoppEouv amd tnv Oényia (EE)
2023/970

® VO KOTAvVooUuV WG evtdoostal N O8nyla oto eAANVIKO Bsoptko TTAaioLo

e va SLOKPIVOUV TL ATTOTEAEL VOULKT] UTTOXPEWGCN KOL TL OPYOVWOLOKK ETTIAOYH

To mapdv KEPAAOLO TTAPOUGCLALEL ETTILYPOPHATIKA TO LoXUOoV OE0pIKO KoL VOULKO TTAGCLO yLla Th
pltoBoloyikn Slaadvela’ kat tnv ton apotBn dtaocwaliiovtac to amapaitnto umdRabpo yio
TNV AVAAUCT TNG EPOPHOYAS TOUG OTNV OPYOVWOLOKI] TIPOKTLK.

2.1H O&nyia (EE) 2023/970 yia th ptoBoloyiki Stapdveia

1 Mmopeite emiong va avatpééete otn Alota EA£yyov yia ™) MioBoloyikn Ala@avela yio TToAD PIKPEG ETILXELPT OELG KAL
ot Alota EA£yxovu yia ™ MieBodoyikr) Alx@avela yia MUE & peydAeg emixelpoets, tov £xouvv dnuovpynbel oto
mAaiolo Tov épyou.

4

KE@I WHEN jSEcE

NTPO EMTNON [1A GEMATA 1201 EQUITY - EMPOWERMENT - CHANGE

This Project is co-funded by the European Union




H O6nyia (EE) 2023/970 Bsomilsl £vo OAOKANPWHEVO EVPWTIAIKO VOULKO TTAGLOLO yLO TNV
TPowOnon TNS PLoBOAOYLKAC LOATNTOC KOL TV EPAPHOYH TNES APXAS TNC long apotBAC pETAgy
yuvalkwyv Kat avépwv. H O8nyla kabopllsl cuykekplpéva Sikalwpota yia ta gpyaldpeva
ATOMO KOL AVTIOTOLXEC UTTOXPEWOELC YLO TOUC EPYOSOTEC (POPELC, HE OTOXO TH SLACPAALON TS
SLAPAVELOC OTLC OPOLBEC KAL TNV OTTOTEAEOUOTIKOTEPN EPOPHOYA TNS APXNE TNS LoNG ApOLBAC
yla epyootia iong a€lac.

>to mAaiolo autd, ol epyoSATEC/PLEC UTTOXPEOUVTOL VO SLOBETOUV CaPH, OVTIKELPEVIKA KOl
OUSETEPO WC TTPOC TO PUAO KPLTHPLA YLa TOV KABOPLOHO TWV ApoLBWY, TWV 0UENCEWY KOL TWV
TPOOYWYWY, KOBWC Kal va sival os B€on vo altloAoyolv TIC OXETIKEC HLOOOAOVIKEG
amodoslg otav tou¢ {ntnBsi. MapdAAnAa, n Ob&nyia evioxlsl Ta SIKOLWPATA TWV
epyalOPEVWY KoL TIPOPBAETIEL PNXOVIOHOUC TTPOCTOCLOG TOUG, amayopslovtag KABs popyn
ovTLmolvwy o€ BAPOS OCWV 0OKOUV TO SIKALWHOTA Toug Kat petatomiovtog to BApog tng
ommo8EIENG O TTEPLTTWOELS Slakploswy amod tov/tnv epyaldpevo/n atov epyodotn PopEa.

H O&nyla TpoBAETTEL CUYKEKPLUEVEG UTTOXPEWOELS OE SLAWPOPETIKA OTASLIO TNG EPYOCLOKAG
ox€ong, oL oTmoleg PeTaPPALOVTaL OE AVTIOTOLXEC VOULKES OTTALTAOELS VLA TLC ETTIXELPAOELC.

Alopdvela otic Stadikaoiec mpooAnng

Mpwv amd tnv mpooAnyn, ol £pyodOTEC/TPLEC OWEIAOUV VA EVNUEPWVOUV TOUC/TLC
umon@iouc/eg yia to emimedo apolBAS ) To epog apoLBwy thS BEaong, ety amd th Ste€aywyn
tng ouvévteuvgEng. Ou ayyelisg epyaociag mpemel va meplthapBdvouv £0poC apolBAC.
MapdaAAnAa, amoyopeVsTOL 0TOUC £pY0SOTEC (POPELC va {NToUV TTANPOWPOPLEC OXETIKA UE TO
TTPONYOUHEVO PLOBOAOYLKO LOTOPLKO A TLG TTPONYOUHEVEG OTTOSOXEC TWV UTTOPNPLwy.

Akailwpo mpdoBaong epyalopevwy o TANPOWOPLEC apoLBWY

Katd tn Stdpkela tng epyactaknic oxeong, kabes epyaldpsvoc/n £xet to Sikailwpa va {ntd Kat
va AapBavel MAnpo@opieg OXETIKA P Ta KpLtApLo mou kabopilouv tnv apolB tou/tng, Kabwg
KOIL yLO TN PEon dpotlBr cuVaSEAPWV/LIOCWY OE CUYKPLOLUEG BETELS, CUPTIEPIAGPBAVOPEVWY
TWV HECWV apoLBWY ava pUAo. OL ETTLXELPACELS UTTOXPEOUVTAL VO TTOPEXOUV TO OTOLXELD AUTA
XWPLC Kabuotepnon A SUCPEVEIC CUVETIELEC YLO TO ATOMO TTOU 0I0KOUV TO OXETIKO Sikaiwpa.

AVTIKELPEVIKA KOL OUSETEPO WCE TTPOC TO (PUAO CUCTHUOTO apoLBWY KoL amotipnon Oéoswy
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H O&nyla amattel ot ptoOoAoyIKEC OTTOPACELS, CUMTIEPLAAUBOVOUEVWY TWV APOLBWY, TWV
OUENOEWV KAL TWV TTPOOYWYWYV, va Baol{ovtal O oaph, GVTIKEIMEVIKA KOL OUSETEPO W TIPOC
TO PUAO KpLTAPLY, WoTte va Stac@aAilstal n ton apolPn yia epyacia tong aglac. Qc Baokd
KpltApla amotipnong tng aflac pag Bfong optlovtal, petafd GAwv, ol Se€loTNTeg, N
TpoomdBeLa, n euBlvN KoL oL CUVORKEC epyaaciac.

MapakoAouBnon, kataypapr] KoL dnuoototrolnon Tou utoBoAoyikol YAouaTtoc

OL emIXELPAOELC TTOou uTTEPRaivouv cuykekpLpéva OpLa aplBpol epyalopévwy uTToXpeoUVTOL
va TTaPakoAouBoUV cUGTNHOTIKA TO PLoOoAoyIkO XAopa HETAED YUVALKWY KAl avEpwWV KAl Vol
SnpootelouV OXETIKEC TTANPOWYOPLEC O TAKTA Xpovikd Stacthpata. Ot UTTOXPEWOELS OUTEC
meptAapBAavouy Thv mapoywyn £kBeong pLloBoAoyikol XAoHaTOC, TNV 0VAAUCH TWV GLTLWY TOU
Kal, OTTOU ATTaLTE(TAL, TV TTPOETOLHOCLA KAl Epappoyn dlopBwTtikwy mapspBdoswy. MNa tnv
EKTTAAPWON TWV UTTOXPEWOEWV OUTWV OTTalTe(tal N cuAAoyr Kot avAaAucn pltoBoAoyikwy
Sebopevwy Kat n kabLEpwon SLadikaolwy TAKTIKAG TTapakoAolBnaong.

Y UYKEKPLUEVQ:

e Emyxelpnosig pe = 250 gpyaldpeva dtopa — YTTOXPEWTLKA £TAOLO €kOson TTOU
TTEPLAGPBAVEL TN SLOPOPA HECWYV GHOLBWYV YUVALKWY KoL avOpwV Kal T Stopopd Twv
opolBwyv mou cupmeptAapBavouv bonus/smdoparta.

e Emyelpnostg pe 100-249 gpyaldpeva atopa —YTTOXPEWTLKN £KBson KABE 3 XpovLa,
EKTOC OV TO KPATOC-MEANOC OTMOWPOCIOEL AUCTNPOTEPN EPOPHOYA N N EMXELPNON
eMAEEEL eOENOVTIKA £TAOLO UTTOROAR.

e Emyxelpnostgc pe < 100 gpyaldpeva atopa —Asv UTTOXPEOUVTAL OE CUOTNHOTLKES
ekBeoslg. Qotdoo, MPEMEL VO CUPHOPPWVOVTOL PE TLC UTTOAOLTTEC SLATAEELC TNG
Obnylog KaL va evEPYHCOULV av UTTAPXOULV eVOE(EELC HLOBOAOYLKAC avioOTNTAC.

Amé kolvou a€loAdynon apotBwy Kat 510pOwWTIKA pETpo

‘Otav, BAosl Twv oTolxelwv TToU CUAAEYOVTAL, TTPOKUTITEL ULOOOAOYIKO XACHA HEYOAUTEPO TOU
5% PETOEL YUVOLKWY KoL ovEpwy o€ opadec ouykplolpwy BEcswy, to omolo dsv pmopsl va
S1koLoAOYyNOsl PE QVTLKELPEVIKA KOL OUSETEPO WG TTPOC TO PUAO KPLTAPLO, N ETLXE(PNON
UTTOXPEOUTOL VO TIPOXWPNOEL 0 Ao KolvoU a&loAdynon twv apotlBwv. H a€lohdynon auth
TTPOYHOTOTIOLELTOL PE TH CUPHETOXN EKTTPOCWTTWY TWV £PYO{OPEVWY KOL OTTOOKOTIEL OTOV
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EVTOTILOHO TWV GLTLWV TN ATTOKALONG KoL 0T SLapdppwaon oXedlou S10pBWTIKWY HETPWV.

MNpootaoia epyalopévwy Kat TpooBaon otn Sikatoouvn

H O6&nyla mpoPAEMEL EVIOXUPEVOUC pNXOVIOPOUC TIpooTacioc twv  £pyalopEVwy.
Amrayopelstal KABs popwn avtumoivwy os Bdpog epyalopévwy mou {NTolv TTANPOWOPLEC
OXETIKA HPE TIC apolBEC TOuC f UTTORAANOUV KOTAYYEAIEC YO PLOBOAOVIKEC OVIOOTNTEC.
MapdAAnAa, evioXUstal n mpooBacn otn Stkatoolvn HECW TNE HETOTOTILONG TOU BAPOUC TG
omo8EIENC O TIEPLITTWOELS SlaKkploswy, amod tov/tnv epyaldpevo/n otov/Tnv epyoddtn/pla.
O gpyododteg popeic uoxpeolvtal va dtacpalilouv Sladikacieg Tou mpooTatelouV Ta
epyadOpeva ATOUO KOTA TNV AOKNON TWV OXETIKWY SLKOLWHATWY TOUC.

2.2 EOvikO Ogo k6 Kat vOuLKO mAaioto yia thv ion apotfn (EAAGSa)

H apxn tng long apolBng ylo (on spyoacia f epyocia (ong a&lag amoteAsl Ssopesutiki
UTTOXPEWCN TWV gpyodotwv/Ttplwyv otnv EAAGSa kol katoxupwvetal o TTOANATAG miedol
tou eBvikoU Sikalou. To Zuvraypa tng EAAGSag, oto dpbpo 22 map. 1, mpoBAETEL pNTG OTLOAOL
ol gpyalopevol kal ot gpyaldpeveg, XwpLlc Stakplon @UAOU 1 AANOU XOPOKTNPLOTLKOU,
Sikatovvtal ton apolBr yia epyacia tong a€lag. H cuvtaypotikn auth mpoRBAsn amoteAsl th
Bdon tou LoxXUovtog pyatikol KAt avTLSLOKPLTIKOU TTAGLoOU.

> e emimedo ko vopoBeoiag, To eEAANVIKO SLKOLO £XEL EVOWHOTWOEL TLC BAOLKEC EUPWTTOIKEG
OPXEC YylO TNV (0N PETOXE(PLON KOL TNV OTTAYOPEUCH TWV OLOKPIOEWY HECW OELPAC
vopoBetTikwy pubuloswyv. Kevipikd polo €xet o N. 3896/2010, o omoiog puBuilel tnv
E£POPHOYN TNS 0PXNC TWV (OWV EUKALPLWV KAL TNS (ONG HETOXEIPLONG avEPWY KOL YUVOLKWV
otnv gpyacia kot tnv amacxoAnon. O vOpog autdg amayopeUsl TIC GUECEC KOL EUUEDEG
Slakploslc Adyw pUAou, TTPORAETEL UTTOXPEWON TWV £PYOSOTWV/pLWv va kabopilouv TIg
OMOLBEC PE OVTLKELPEVIKA KpltAplo kot Bsomidel pETpa TPOOoTACilog yla TO ATOHO TTOU
katayyEAouv Slokploelg.

To mhalolo autd evioXuBnke pe tov N. 4443/2016, o omolog SteUpuve TNV TTPOCTAGCLO EVOVTL
Twv SloKploewy, KAAUTITOVTOG Kol AAAO XOPOKTNPLOTIKG, OTTwS N NAtkia, n Bpnokela A n
ovamnpla, kol kaBdplos tov ZuvAyopo tou MoAitn we appddia apxn yio tnv mpowdnaon Kait
TNV emomtela tng (oNG PETAXElpLong. ZupTAnpwatikd, o N. 4808/2021 slonyayes pubuioelg
yLa GUYXPOVEC HOPPEC EPYOTLOC KAL EVIOXUOE TO TTAGLoLO TTpooTtaciog Twy epyoalopEVWY aTrd
SlakploELC KOl SUCPEVN HETAXELPLON.
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Y e em(nedo SNUOCLWY TTOALTIKWY, £XOUV ULOOETNOEl EBVIKG OXESLA dpdonC KAl GTPATNYLKES
yla TNV 1oo0tnNTo twv QUAwv, kobwe kot Kwdwkag lodtntag otnv Epyacia, ta omoia
mepAapBAvouv KateuBUVOELC yia (OEC sukaLlpleg MPOoANYPNS KaL sTaYYEAPOTIKAC EEEALENC.
MapdAANAa, ot GUANOYIKEC CUMBAOELS EpYaciac EVOWHATWVYOUV THV apXA TNE long apotlBAg,
EVW N EPYOTLKA vopoBeaia PoRAETIEL TV THPNON ApXEiwV apolBwy, thv UTTOBOAR OTOLXELWY
oto MAnpowoploko Xuotnua KEPTANH» kat th StacpdaAion lowv Opwv Epyaciog yLa YUVOIKES
Kol avépec. Appddilol popeic, émwe to Twpa EmBewpnong Epyaciac (ZEME), £xouv poio
eAEYXOU KoL ETTROAAC KUPWOEWV.

Mapd tnv OTTAPEN Ttou Tapamdvw Beoptkol MAaLciou, HEXPL onpepa Sev TpoBAEMOVTAL OTO
£0VIKO B(KOLO UTTOXPEWTLKOL NXOVIOHOL CUGTNHATIKAG TTapakoAoUBnaong f Snuoactotoinong
TOU PLoBoAoYLKOU XAoHATOC HETAEL YUVALKWY Kal avopwv. OLETTILXELPNOELS SEV LUTTOXPEOUVTOL
va Slevepyolv Sopnpevn clykpLon apolBwy avd @uAo, oute va spappolouv SLadilkaoieg
amotipnong B€oswyv f avabewpPnong cUCTNPATWY OpOLBAS BATEL KPLTNPLWY OLUBETEPWY WC
TTPOC TO PUAO. Acv TTPORAETTIETAL ETTIONG VEVLKI UTTOXPEWOCT TEKUNPLWHEVNC ALTLOAOYNONG TWV
HLoBOAOYIKWY SLa@opwv. OTTwe TTEPLYPAPETAL TTAPATIAVW, N evowpdtwaon tns Odnyiacg (EE)
2023/970 oto £0vikd SiKaLO ELOAVEL VEEG, CUYKEKPLMEVEC KOL SECPEUTIKEG UTTOXPEWOELS YLO!
TOUG/TIC EpYOSOTEC/PLEC TTOU KAAUTITOUV AUTA TA KEVA.

MpokAfoELg oTNV EPappOYH TG HLoBoAoyLKNG SLapaveLag oTig EAANVIKEG ETTLXELPNOELG

H spappoyr tng Oényiag (EE) 2023/970 avop£VETaL VO OTTOTEAECEL GNPAVTLKI ANy YLO
TIC EAANVLIKEG TTIXELPNOELG, BLaltepa yia 6osg Sev SlabBEtouv opyavwpeveg Sladilkaaoleg
avBpwrtivou duvaptkoU. MapdttL n apxA TNS (oNg apoLBAS lval VOULIKA KOTOXUPWHEVN, N
TMPAKTLKY €QApHOYN TNG armaltel véa epyaleia, cuothpata kot Babltepn yvwon twv
peBobdoloyiwyv mou oxetiovtal pe tn ploBoloyikn Sla@dvela. € Autod TO TTAALOLO,
ovadelkviovTtal OpLoPEVEG BACLKEC TTIPOKANOELG TTOU £TNPEAdOUV TNV ETOLPOTNTA KOL TNV
LKOVOTNTO TWV EMXELPNOEWY Vo avtamokplOolv otig amattrostg tng Odnylac.

Mia omd T oNPAVTIKOTEPEC £lval N XApNAR £E0KELWGCN HE TO TTEPLEXOHEVO KOL TLG
UTTOXPEWOELG TTOU ELOAYEL TO VEO EUPWTTOTKO TTAaioLo. [Nla TTOAAEC TTIXELPAOELG, LBLaltepa
Ulkpopeoaieg, N Obnyla s€okolouBel va amotelel €va vEo Kal OXL TTANPWG KATOAVONTO
VOUOBETIKO £pyalelo, Snpuloupywvtoc oBeBatOTNTA OXETIKA PE TO TLOKPLRWE aTTatTelTaL Kot
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TTWG TTPETTEL VO OPYOVWOOUV ECWTEPLKA.

Tnv (8la oTLypn, oL EMXELPAOELS EKPPACOULV TNV AVAYKN YLO TIPAKTIKA, amAd Kol dpeca
gpappootpa gepyaleia mou Ba tic Bondrioouv va uAoTToLioouy TL¢ amattioslc ths Odnylac.
Evw avayvwpilouv tn onuacia tng ptoboloyikic Stapdvelag, moAAéC Sev Stabgtouv
Sopnpévec sowtepilkéC Sladikaoisg kal xpetdlovtal oapn kabodiynon, peBodoloyiec Kat
TTOPASELyHOTA TTOU PTTOPOUV VO TTPOCOPHOCTOUV 0TO PEYEDOC KAl 0T ASLTOUpPYLO TOUC.

Mua (8Lattepa Kplatpn avAaykn a@opd Tnv teEXvoyvwaoia yupw amd cuoctpata a§loAoynong
Kat ta§Lvopnong O£cewv epyaciag mou slval oUSETEPA WS TTPOC TO PUAO. MpoKELTAL IO POl
g€e1bikeupévn Sladikaola, notmola Sev sivat eupewg Stadsdopévn atnv EAANVIKN ayopd, EVW
ommaLtel CUYKEKPLPEVN HEOOSOAOYLKI TTPOCEYYLON WOTE VA ATTOTUTTIWVEL PE akpiBeLa tnv agla
KGBe B£ong kaL va StacaAilsl otL oL apolBeg kabopilovtal SIKaLa KOl OVTLKELPEVLKA.

OL TTPOKANCELG QUTEC SLAPOPOTTIOLOUVTAL HETOEY PEYAAWY ETTLXELPNOEWYV KAL YLKPOUETOLWV.
OL peydleg emxelpnoslg Stabétouv ouvABWG OPYOVWHEVO THAPATO  0avOpPwWTILVOU
duvapikou, PneLakd cuotnuota Kal epmelpla os Stadikactieg mou Bacilovtal os dopéval.
AvtiOsT0, Ol HIKPOUECALEG EMXELPAOELS ASLTOUPYOUV HE TILO EUEAIKTEC TIPOKTIKEG KOl
TTEPLOPLOPEVOUC TTOPOUG. Mo QUTEC, N CUPPOPYPWON HE TN VED vopoBeaoia sv cuvemdyetal
povo uloBétnon veéwv Sladlkaolwy, oAAG Kal avaykn ylo umoothplEn, skmaibsuon kat
gpyaleia oxedlaopéva yia TG SUvaTOTNTES KAl TG OVAYKES TOUC.

Y e autd to mepLBailov, kabioTatal caPEG OTL, yLa TV eMTuXn e@appoyn tng Odnylag, ot
EAANVIKEC EMIXELPAOELS XPeLAdovTal £va TTAGLCLO TTPOCOPHUOCHEVO OTLC TIPAYHOTIKES TOUG
OUVONKEG, €pyolslo TTOU £lval TTPOKTIKA Kol €Uxpnota, Sladilkacleg mou pmmopolv va
£(PapPOOTOLV XwpLig urrepBoAikf emBApuvan KoL UTTOOTAPLEN TTOU VO OVTATIOKPIVETOL OTLG
SLAPOPEC PETOEL PEYAAWYV ETTLXELPAOEWY KOL HLKPOPETOLWV.

KEDAANAIO 3 - BaolkEG £vvoLeG yUpW ATTO THV LOOTHTA (PUAWYV Kal Thv ion apoiBn

ZKOMOG EVOTNTAC
Na OgpeAlwoel To eVVOLOAOYLIKO TTAGLCLO TTOU ETILTPETIEL TNV KATOVONGCN, EPUNVELD Kal
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ovAAUON TWV PLOBOAOYLKWV GVICOTHTWV.

MaOnoclaka amoteAéopata
OL avayVWOTPLEC KOL OL VOYVWOTEC Ba Prropouv:

® VO XPNOLPOTIOLOUV BOCLKEC £VVOLEC OTIWC «lon apolBn yia epyacia (onc a&lacy Kat
«ULoBOAOYLKO XAopo» pe akplBeLo

e va avayvwpl{ouv Tov pOAO TWV OTEPEOTUTIWY KAL TWV SOHWY OTNV TTOPaywYyH
OVIOOTHATWY

® VO KOTOVOOUV TTWE OL EVVOLEC OIUTEC CUVEEOVTAL PE TIC TIPAKTIKES TTOU 0KOAouBoUv

H wodtnta otig apolBég Ssv meploplleTal OTO TTEPLEXOPEVO MULOC EEXWPLOTAC TTOALTLKNAG.
AmoteAel OspeAlwdeg avBpwivo Sikaiwpa, SLEBVWIC KOTOXUPWHEVO, KOL TAUTOXPOVA TTUAWVO
olyxpovng €talptkng dtakuBEpvnong. H katavonon twv BAcLKWVY EVVOLWV KOL ApXWV TG
£UPUANG LodTNTAC, TG (oNG apolBAC KaL Tou pyaatokol Sikaiou, Tou avaAlovtal o€ autd To
KEPAAaLo, BonBouv oTnV KOTAVONGHN KAL EPUNVELD TWV HLOBOAOYLKWYV OVICOTHTWY TNV TTPAEN
Kol yU autd amoteAolV Koppdtt Twv Seflotntwy KAOs pdvotlep, oteAExoug SLaxelplong
avBpwrivou SuvapikoU Kal TpoowTtou os B€an euBLvVNG, TTou eMNPEAEL TNV ETAYYEAPOTLKN
Topeia KoL TtV apoLBr GAAWY avOpwTTWV.

3.1 BaolKEG £VVOLEG KL APXES EPPUANG LGOTHTOG OTOV EPYUCLAKO XWPO

H €ugpuAn Lootnto oTov XWPOo £pyaciac avagpEpsTal oth Slac@aAlon Lootiung mpooBaong
YUVOLKWY KOL av8pwV O sUKALPLEC ammaoxoAnong, eEEMENG, ekmaideuong, CUPPETOXNG OTN
AN amowdoswy Kal tong apolBng ywa epyocia tong aflog. Asv amoteAsl {Ntnuo
HEMOVWHEVWV CUHTIEPLPOPWYV, KOAWVY TTPOBECEWY 1 KKAAOU KALHOTOC» OTOV XWPO £pyaciag,
OAAG 0POPG TOV TPOTIO PE TOV OTTOL0 OpYavVWVOVTALOL SOPEC, OL SLOSIKACIES KOL OL pnXovIopol
TToU £MTNPEACOUV CUCTNHOTLKA TNV ETTAYYEAPOTIKA TTOPELD TWV £pyAlOpEVWV.

MapdtL n apxn TN LodTNTAC slval BECUIKA KATOXUPWHEVN, OTNV TIPAEN OL AVIOOTNTEC CUXVA
TTOPAPEVOUV ALYOTEPO OPATEC, KAOWCE EVOWHOTWVOVTAL OE KAOLEPWHEVEC TIPOKTIKES, ATUTTOUC
KOVOVEC KOl (pOLVOPEVIKG oudstepec Stadikaoisc. MNa tov Adyo autd, n mpowbnon tng
£UPUANG LOOTNTAC ATTALTEL HETOTOTILON TN TTPOTOXNE OTTO TO ATOHO TTPOC TH Sopr KaL Ao TV
otopikn Stekdiknon TPOC TH CUCTNHATIKA 0OPYAVWGOH TNE EPYOOLAC.
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Ol BaoLKEC ApPXEC TTOU BLETTOUV TNV £PPUAN LOOTNTO OTOV £pYAcLakd XWpo meptAapBdvouy
EVOEIKTIKA TIC €ENC:

'lon petaxeipon. Kavéva epyaldpevo dtopo v Ba mpémet va avtipetwtistal Suopevéotepa
A VO €XEL TIEPLOPLOPEVEC EUKALPLEC AOYW PUAOU, OLKOYEVELOKAC KATAOTAONC, EYKUPOOUVNC,
gUBLVWV PPOVTISAC A AAAWY XOPOKTNPLOTIKWY TTOU CUVOEOVTAL PE TO (PUAO.

Amnoucia dusong kat Eppsonc dtdkplonc. Apson Stdkplon vplotatal dtav, yio TapAdeLya,
pla yuvaika opeiBetal Aydtepo amd £vav dvdpa yia thv 8la epyacia. ‘Eppeon Sitdkplon
TTPOKUTITEL OTAV PLO TIPOKTLKA f TTOALTIKA TTou gpavidstal wg oudetepn odnyel o dvioca
OTTOTEAECHOTA, OTIWC N TIPOCUETPNON KASLAAELTTTNG TTPOUTINPECLACH XWPLE TNV avoyvwpLon
TEPLOS WV AdeLag pnTpdTNTACG 1 TTATPOTNTOC.

Avoyvwplon otepsotUTwy Kol mpokatoANpswy. Ta €pgpula otepsotuna emnpsdlouv
OTTOWACELS TTOU a@opouv thv mpodcAnyn, thv agloAdynon, tnv €EEMEN KOl TIG OPOLPEG,
KOTEUOUVOVTOC OUXVA YUVAIKEG KAl AvEPEC O SLAPOPETIKES EMAYYEAMOTIKEG Sladpopeg. H
OVOYVWPELON KL N aTToSOpUNoN AUTWY TWV OTEPEOTUTIWY ATTOTEAEL ook TpolToOeon yio tnv
KOTAVONGON KOL TV OVTIPETWITLON TWV PLOBOAOYIKWVY OVICOTATWV.

lootiun mpdéoBaon otn AN amo@doswy. H TTEPLOPLOPEVN CUPHPETOXN TWV YUVOLKWY OTh
SLapdpPWan TMOALTIKWY, LOOOAOYIKWY ATTOPACEWYV KAl 0ToV oXeSLoopd pOAwY Kol BEcswy

gpyaciag cupBAMel otn Slawwvion avicotNtwy, Kobw¢ ot Sadilkacieg avtavakAolv
EUTTELPLEG KOL TIPOTUTIO TTOU SeV €lvail KAOOALKA.

‘Eupoon otn doun kat éxL otnv atoutkn mpoBeon. H emiteugn tng tootntag mpolmobEtel
Sopnpevec Sladlkaoleg, oo KPLTAPLO KOL UNXAVIOHPOUC TTOU ETILITPETTOUV TOV EVTOTILOHO KOl
TNV OVTLUETWITLON OVIOOTATWY. H cuoTtnuikn TPoogyylon KaBLoTd T avVICOTNTEC TTILO OPATEC
KOIL HETOWPEPEL TNV UOBVVN OTTO TO ATOHO CTOV TPOTIO OPYAVWONG TNE Epyaciag.

Fati ol PLoBoAoyLkEG avioOTNTEG SEV ELVAL TTAVTO OPATEC

OL pLoBOAOYLIKEC AVIOOTNTEC OTOV XWPO EPYOCLOC SEV EKENAWVOVTOL TTAVTOTE PE APECO 1)
TTPO@OVH TPOTIO. ZUXVA £V TTPOKUTITOUV OTIO HEPOVWHEVES SLOKPLOELG, OAAG aTTd TOV
ouvOUAC PO EMPEPOUC TIPOKTLKWY, KOVOVWYV KAL ATUTTWY SLOSIKACLWY TTOU, CWPEUTLKA,
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08nyoUlv og Gvioa OTTOTEAECOPOTO YLO YUVAIKES KOL GvEpEeC. Y& TOAAOUC opyaviopoUc, ot
opolBéc kaBopilovtal pEOO ATTO LOTOPLKA SLAPOPPWHEVA CUCTHHOTO, ATUTIEC CUMPWVIEC,
OTOMLKEC SLOTTPAYHOTEVOELS A TIPOKTIKEC TTOU Bswpouvtal Sedopévec Kot Sev
emove€eTtadovTal CUOTNHATLKA. X€ OUTO TO TTAGLCLO, OL ULOOOAOYIKEC SLOPOPEC UTTOPEL va
TTOYLWVOVTOL XWPLC va yivovtot eOKOAA avTIANTITEG, LBLWE OTav SV UTTAPXEL CUVOALKT ELKOVO
A SuvatdtnNTa cUYKPLONG HETOEL SLOPOPETIKWY BECEWY KaL OpAdwy epyalopEVwy.

‘Evac akdpn AOyocg yia Tov o1rolo oL avioOTNTES TTAPAPEVOUY CUXVA 0OpaTEC elval OTL
0POoPOULV OXL HOVO TO UPOC TWV BACIKWY ATTOSOXWV, AAAG KOt GANEC TITUXEC TNE OPOLBAC,
OTTW¢ Ta bonus, Ta em&opata, oL sukatpieg eEEAMENC, ol au€noelg 1 n MpocBacn os pOAOUC
uPnAdtePNG euBUVNC.'Otav oL Tapdyovteg autol Ssv kataypdpovtal kot Sev e€stdlovtal
OUVOALKQ, N TIPOYHOTLKH £KTACH TWV OVICOTATWY PMopEel va utoTipdtal f va amodidstal os
KOTOMLKEC SLOPOPECH aVTL 0E CUCTNULKA poTiBa.

MapdAANAa, oL EUPUAEC AVIOOTNTEC CUXVA CUVEEOVTOL PIE TOV TPOTIO TTOU a€loAoyouvTal
Slawopetikol tumou Se€loTNTEC KoL cuvelo@opd. As€Lotnteg Tou oxeti{ovtal pe TN
ppovtida, Tn cuvaloBnUATLKA EpYacia, TN cuvepyaacia i TV opyAvwon Telvouv va
Bewpouvtal autovonteg A ALYOTEPO PETPNOLPES KAL, KOATA CUVETTELD, VO OITTOTLHWVTAL
XOUNAOTEPQ, TOPOTL ElvaL KPLOLPEC YLO TN AELTOUPYIO TWV OPYOVIOHWY. AUTH N UTTOTIPNON
Sev slvat mavta cuveldntr, 0AAG EVOWHATWVETOL OE CUOTHHOTO AELoAOYNoNG KAt apoLBuwV.

H eAAeudn Stapdvelog evioXVeL autn Thv aopatotnta.’‘Otav ta KpLtrpla kKaboplopol Twv
opoLBwWY, TWV ALENCEWV KOL TWV TTPOOYWYWV Sev elval cagn 1 SNPoGLOTTOLNHEVA, OL
epyaldpevol Kat oL epyalOpeveC SUOKOAEUOVTAL VO KATAVONOOUV TTWE AapBdvovtal ot
OXETLKEC ATTOPATELG KAL OV AVTLPETWTTI{OVTAL LOOTIHA. 2 € QUTEC TIG CUVOAKEC, N euBUVN yLo
TOV EVTOTOHO pLag MOAVAC aviodTNTOC HETAPEPETAL CUXVA OTO ATOHO, TO OTTOLO KAAs(TalL
VO CUYKPLVEL va SLekSLkAoeL A va ammoSel&eL OtL uploToTal SLOKPLTLKN HETOXELPLON.

H avadel&n tng ptoBoAoyikng SLapavelag we KEVTPLKOU epyoAelou cUVOEETAL OKPLRWE PE
TNV aVAYKN VO KOTOOTOUV 0paTd autd ta potiBa. MEoa armd TN CUCTNHATLKI KOTAYPA®n, TN
oUYKPLON KAL TNV 0VAAUGH TWV OUOLBWYV KOL TWV OXETLKWY TTIPOKTIKWY, OL OVIOOTNTES
HTTOPOUV VO EVTOTILOTOUV, VO TEKPNPLWOOUV KAL VO AVTLPHETWITLOTOUV PE TPOTIO TTOU gV
Baoilstal otnv atoptkn dtampaypdteuon, aAAG ot cUANOYLIKA yvwon KoL ot Sopnuévn
opydvwon tne epyaciac.

H katavonon tou yiatl ot pto®oAoyIKES avicoTnTeg Sev lval TAVTO APECO OPATEC ATTOTEAEL
Kplolpo BApa yLa thv EppnVveLla Twv Evvolwy TTou akoAouBoulv, OTwe n ton apotlBn yio
epyaocia tong aglag, n amotipnon B€oswv epyaociag Kat to pto®oloyikd XAopa, Kat
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TTPOETOLPACEL TO £6A(POC YLO TN CUCTNHATLKY TTIPOOEYYLOTN TNE PLOBOOAOYLKAG LOOTNTAC OTOUG
opyaviopouc.

3.2 BaolkEG £vvoleg yUpw Ao tnv ion apolBn

H apxn tng long apotBng amoteAel OspeAwdn TuAWva tnS EPPUANG LodTNTAC OTNV Epyaocia,
WOoTOCO0 CUXVA TTAPEPUNVEVETAL WC OTTAA TAUTLON PE TNV «lon apolBn yia ita epyacion. Xtnv
mPAEN, N €vvola TtNE (ong apolBAC lvat eupUTEPN KaL OTTOLTEL EPYOAELD TTOU ETILTPETTOLV TH
oUyKpLon SLOPOPETIKWY POAWY, TNV amotipnon tng aflag Toug Kol TV £ppnVveld Twv
HLOBOAOYIKWVY SLAPOPWY TTOU TTPOKUTITOUV.

‘lon_apolBn yiwa 6o _gpyacia. ‘Otav 600 dtopa ekteAolv TNV (Sla gpyacia | £pyooleg
TTAVOHOLOTUTIEG WG TTPOC TA KAOAKOVTA KAL TLG ATTOLTACELS TOUG, N apoLBr toug o@eileL va elvat
lon.

‘lon apotBn yla gpyacia tong o&lag. H apxn auth ava@Epetatl otn oUyKpLon SLOPOPETIKWY
Bfoswv gpyaociag mou, mapdtl Sev sival (8leg, £xouv LoOSUVANESG ATTOLTACEL WE TTPOG TG
8e€LoTNTEC, TNV MPpoomabsLa, tnv euBUVN KL TIC cUVONRKEC epyaoiac. H ion apotlBn yia epyacia
tonc a&lag mpolmoBETel TN SUVATOTNTO AVOYVWPLONE KOL ATTOTIHNONGS QUTHG TS LooSuvapLlag
KOl BPLOKETAL OTOV TTUPNVA TNG OUYXPOVNG TTPOTEYYLONG TNS HLOBOAOYIKAC LOOTNTAC.

Ouadeg ouykpiowwy Bcoswv. Opadeg Béoeswv epyaciag Tou, PACEL CUCTNHUATIKAG
amotipnong, Bswpoulvtal iong aglag Kal pmopouv va cuykpLlBolV PETAEU TOUC WE TTPOG TLG
opotBEC, aveEdptnta amd Ttov TLTAOo f TO TTEPLEXOHEVO TNG EPYACLOC.

AZloAoynon Bsoswy gpyaoiac. Aopnpévn Stadikaoia amotipnong tng o&lag plag O€ong pe
Baon téooepa Baolkd kpLtApla: Twe S£€LOTNTEC MOU ammaltouvTal, TV TPOCTAOsLla Tou
KatoaBAAAETAL, TNV €UBUVN TTOU PEPEL O POAOC KOl TLIC CUVOAKEC UTTO TLC OTTOLEC EKTEAELTOL N
gpyaoia.

AZlo\éynon Bfoswv oudétepn wWC TPOC To YUAo. MEBodog agloAdynong B€oswv mou
epappolel ta (8L AVTIKELPEVIKG KpLTApLla o OAOUC TOUuC POAOUC, XWPIC VO EVOWHOTWVEL
EUPUAD  OTEPEOTUTO N UTIOTIPAOELC Se€loTATWY TIOU OUVOEOoVTAL TTOPASOOLOKA pE
«YUVOLKELECH EPYOOLEC.
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MioBoAoyikA Stapdvela. YUVOAO TTPOKTIKWY KOL HNXOVIOUWY TTOU ETILTPETOUV TNV KOTAVONoh
TOUL TPOTIOU pE ToVv omoio kabopilovtal oL apolBEC, oL AUEATCELC KOL OL TIPOOYWYEC, KABWC Kol
TNV MPOoRaon O OXETIKEC TTANPOWPOPLES, WOTE OL PLOOOAOYIKEC SLAWPOPEC VO PTTopouV va
EPUNVEUTOLV KoL va aEloAoynOouv.

MioBoAoyikd xdopa. H Stapopd peTa&l Twv HECWY APOLBLIV YUVALKWY KAL avEPWYV, CUVOALKA
A avd opdda ocuykpiolpwy B€oswy, n omoia Asttoupyel w¢ SsikTNG TMOOAVWV CUCTNPLKWV
OVIOOTATWV.

Aopnpévn a€lohoynon amdédoong. AEloAdynon tng amdédoong mou Bactletal os Kowad, capn
KOL TTOPOTNPACLUO KPLTAPLO, PE OTOXO TOV TTEPLOPLOPO TNG UTTOKELPEVIKOTNTOC KOl TNG
EUPUANG TTpOoKATAANYNG.

'Eppulec Sadpopéc avamtuéng. MotiBa emoyysApatikig €EEMENG péoa amd ta orola
YUVOIKEG KOL AVOPEC ATTOKTOUV SLOPOPETIKEG EPTTELPLEG, EUBUVEC KOl EUKALPLES, YEYOVOC TTOU
emnPeadeL pakpotpdBeopa TtV €EEALEN KaL TLC APOLBES TOUC.

>uvaloBnuatikn epyacia. Mn opati A UTTOTINUEVN HOPW@H EPYOCLOG TTOU TTEPLAGUBAVEL TN
Slaxelplon cuvaloBNpPATWY, OXECEWVY KOLEVTACEWY OTO EPYACLAKO TTEPLBAANOV KOL GUX VA SeV
OTTOTUTIWVETAL ETAPKWE OE CUCTHHATO AELOAOYNONE KOL ApOLBWV.

YTOEKTTPOOWTNGN. XNUOVTLK OVICOPPOTId OTNV TIOPOUGCLO YUVOLKWY  ovlpwv o€
ouyKekpLpéva emimeda, Babpideg A poAoug, n omrola amoteAsl £vOelEn CUOTNULKWY PPOYHWV
KOIL AVIONG KOTOVOHNG EUKALPLWV.

Awaavng Sladikaoia opolBwy. YUoTNUo oTo omolo ta Kplthplo Kaboplopol dpolBwy,
BaBpidwv kal cu€noswv elval KOTOYEYPOUUEVA, TEKUNPLWHEVA Kal spappolovtal pe
OUVETTELQ, ETTLITPETOVTOC TNV KATAVONGH KAL TNV 0ELOAOYNCN TWV OXETIKWY OTTOQPACEWV.

Katavopn epyactwy. H Stadikaoia pe tnv omrola Katavepovtal kabrkovta Kat eUBUVEC O pLol
opada, cuxva onueio oto omolo avamoapdyovtal EPPUAC oTeEPESTUTIA TTOU TTNPEA{oUV TV
opatotnta, thv a€loAdynon kal tnv sEEAEN Twv epyalopEvwy.
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AlopBwTtikd  pétpa kKot pPloBoAoyikEC  SlopBwOoEslC. ITOXEUPEVEC TAPEURACELS  TTOU
OTTOOKOTIOUV 0Th pelwon A TNV eEAAsLPN HLOBOAOYIKWY AVICOTHTWY, OTIWCE AVOTIPOCAPHOVEC
apotBwyv, aANayEc os Stadikaoiec aELoAOYNONC ) ETTIKALPOTIOLNCN TIEPLYPAPWY BECEWV.

Amé kowvol a€loddynorn. XuAloyik Stadikaoia eEétaong ploBoloyikwy Slopopwv PeTAED
OUYKPLOWMWY O£0sWyY, PE OTOXO TNV KOTOVONON TWV OLTWV TOUC KOL Tn cupwvia
OUYKEKPLUEVWY SLOPOBWTIKWVY EVEPYELWV.

Znpeio avactoXaocHoU

> tov 81KO PoG opyaviopo, TToleg S£€LOTNTEG, HOPWPES eVBLVNCG N (6N MpooTdBsLog Bswpolps
«KOUTOVONTO» KAL TTOLEG TE(VOUHE VO UTTOTLHOUUE £TTELSH] SV £X0UV TTAPOSOCLAKEG cUVEEDEL
HE POAOUC KUPOUC ) Nyeolag;

3.3 H emyeipnpatikn a§ia thg pto@oloyikig Lootntag

H pltoBoloyikn tootnta dsv amoteAsl povo {ntnua cuppdpPwaons A NOLKNS, aAAG €vav amod
TOUG TTILO OUGLOOTLKOUC HOXAOUC yia TN pokpotpdBeopun Blwolpdtnto, avOeKTIKOTNTA Kol
OVTAYWVLOTIKOTNTA pLog emiyeipnong. Ot opyaviopol mou emev8louv og Sikata Kot dtagavh
OUOTAMOTO ApoLBWY SV PELWVOUV OTMAWCE AVIOOTNTES, OAAG eVioXVUOUV TN CUVOALKA TOUG
amodoaon kat a€lomiotia. Ot Baoikol AE0VEC UTAC TNS ETTLXELPNHATLKAC a&log lvat ot ENC:

0. BeAtiwon mpoogAkuong kat Stokpdtnong taAévtou. H ayopd gpyaciag xapaktnpiletat
TA£ov ot augnpevn KIVNTIKOTNTO KAl peyaAltepn £ppaon otn Stagadveio. Ot epyaldpevol
Kat ot epyalopeveg a€loAoyolv evepyd TOUG/TIC EpYOSOTEC/PLEC TOUG KL OTTOUOKPUVOVTAL
gUKOAOTEPA OTav avTilapBavovtal adikiec. Ol €MXEPAOELC PE OCO@EIC Kol SIKOLEG
HLOOOAOYIKEC  TIPOKTIKEG  TPOOEAKUOUV — TIEPLOCOTEPOUC  KOL  TTOLOTLKOTEPOUC/EC
uTTOPNPIOUC/EC, EVW PHELWVOUV TO KOOTOC KAL T GUXVOTNTO AVILKOTACTOONG TTPOCWTTLKOU.

B.YynAotepn amdédoon kaL mapaywylkotnta. H aioBnon Sikatoclvng otnv apolfr cuvosstal
APECA PE TNV AYociwaon Kat TNV Klvntomolnon twv epyalopévwy.’‘Otav ot dvbpwrrot viwbouv
OotTL afloloyouvtal Kol opeifovtol pe Slapavr) Kol OVTIKEIPEVIKO TPOmo, amodidouv
TTEPLOCOTEPO KOLETEVEUOUV HOKPOTIPOBEC O 0TOV Opyaviopo. AvtiBeta, pn SikatoAoynpEVES
pLOOOAOYIKEC SLOPOPEC UTTOVOPEVOUV Tr CUVEPYOOLD, EVTELVOUV TIC EVTACELC Kal eTnpedlouv
OpVNTIKG TNV TTOLOTATA TNG Epyaciag.
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y. loxupotepn €TOLPLKA  @NUN  KOL OVTOYWVLOTIKA Bfon. Xe €va meplBAAlov  Omou
EMTEVOUTEC/TPLEC, TTEAATEC/LOOEC KOL OUVEPYATEC/18C a€loAoyolV TLC ETIIXELPNOELC YE BAon
kKpttipla Buwotpdtnrag kat umevBuvotntog (ESG?), ol MPOKTIKEC PLOBOAOYIKAC LOOTNTOC
gvioxUouV thv a€LloToTio KaL Th PAPN evO¢ opyaviopol. Ot TXELPNOELC TTou spappolouv
Sikalo cuoTAPOTO OPOLBWY TTPOTIHWVTAL KAl BEATLWVOULV TN CUVOALKA Toug BEon otnv ayopa.

8. Meiwon kivd0vwy Kal 0pyavwolakou k6otouc. H OmapEn SopnpEVwY Kot TEKUNPLWHEVWY
OUCTNHUATWY OUOLBWYV PELWVEL TOV KIVEBUVO GUYKPOUGEWYV, KOTAYYEALWY KOL Op@PLOBNTACEWV.
MapdAAnAa, meplopilel To SLOIKNTIKO KOl OLKOVOULKO KOOTOC TIOU TIPOKUTITEL OTOV Ol
HLOOOAOYIKEC ATTOPACELG E(VOL ATTOCTIOOUOTIKES, 0dLaave(C i} SUOKOAD ALTLOAOYNCLHEG.

£. KaAUtepn AMn amowdoswy kat mo avOsktikr Soiknon. ‘Eva &ikalo clotnpa apolwv
BonBa TIg MXELPAOELS va avayvwpil{ouy Kal vo a€LoTToloUV TA TIPOYHOTIKA TOUC TOAEVTA, VOl
AApBAVOUV TILO CTPATNYLIKEG ATTOPACELS VIO TIPOOYWYEG Kot €EENEN KOL VO PELWVOUV TLG
ATUTTEG N UTTOKELPEVIKEG TTOPEPRACELS. M auTdOV TOV TPOTIO EVIOXVETAL N EYTTILOTOCUVN KAL N

OUVOXI OTO ECWTEPLKO TOU OpYaVIGHOU.

oT. Evioxuon tng kavotoplag Kat TN moLOTNTAC TWY Amo@Acswy. Y€ mepBAAlovta OTou oL
epyaldpsvol/ec atoBavovtal ottt avtipstwrmifovral Sikata, auvEAvetal N CUPPETOXA, N
avtoAlayn 8swv kal n dtabson yia avaindn mpwtoBouAiwyv. H pioBoloyikn Sikatoolvn
amoteAel Baolkd otolxelo PuxoAoylkng ao@AAELOG, n omola CUVOEETOL AUECO HPE TNV
KalvoTopia kat tn cuAAoyikA emAuon TpoRANpATWY.

3.4 EpwTAOELS avVaoTOXOGHOU & EQAPHOCHEVA TTapASElypata

Ol €vvoleg tng long apotBrg kat tng epyaciag iong aglag yivovtal katavonteg otav ouvdeboulv
PHE TIPOVUOTIKEC EPYOOLOKEC ouvONKeC. Ta TOPOKATW TOPOSEIYPATO  OTTOTUTTWVOUV
OUVNOLOPEVEC TIPOKTIKEC TOU, XwpPLlg amapaitnto mpdBeon 6ldkpiong, odnyolv os

20 6pog ESG (Environmental, Social, Governance) ava@£petat o€ £éva GUVOAO KPLTNPIWV TIOU XPTCLLOTIOLOVVTAL ATIO
EMEVSVUTES KL XPNULATOS0TIKOVG 0pYavIoHOUS YA Vo a§LloA0YT|O0UV Lo ETILYElpTon, HE BAoT OXL LOVO TNV OLKOVO LK)
™G amddoon, aAA& Kat Tov TEPLBAAAOVTIKO TNG AVTIKTUTIO (TL.X. KALUATIKES TIOALTIKEG, XP1i0T TIOPWV), TIG KOWVWVIKEG TNG
TPAKTIKES (TL.X. oLUVONKES epyaoiag, LGOTNTA, AVOpOTIVA SiKalwUATA) Kot Tov TPOTo SltakuBEépvnong kat AYmng
amo@doewv (T.Y. Sta@dvela, Aoyodoaoia, etatpikr 0wkn). Me amAd Adyia, ta ESG kpitipla Ssiyvouv av Kat Katd 0o
Hio emiyeipnon AetToupyel Le VTTELBLVVOTNTA ATIEVAVTL GTNV KOWVwVia, To TEPLRGAAOV Kal TOUG avOpwTOUG TNG.
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OUOTNHOTLKI UTTOTI{PNON EPYOCLWYV KOL OE SLOXPOVIKEC HLOOOAOYIKEC OVIOOTNTEC.
Napadsiypa 1- «EtoL ATav mavra»

Muwa plkpopeoaia emixeipnon otov XwWpPo tou Alavepmopiou Statnpel edw kal Xpovia pLa
Slolkntikn B£on, n ommolo KOAUTITETOL OTMOKAELOTIKA ammd yuvaikec. H Bfon Sev Slabétel
emmlonpun, ETKALPOTIOLNUEVN TTEPLYPOPT). TNV TTPAEN, TO ATONO TTOU TV KOTEXEL Staxelpidetatl
KAONUEPLVA TNV EMKOWVWVIO ME TEAATEC/LOOEC KOl TIPOPNOEUTEC/PLEC, TTOPOKOAOUDEL
OLKOVOHLKEC SLadikaoisg, ouvtovilel £pya TTOU 0POoPOUV TTEPLOCOTEPA TOU EVOC THAHPATO KOl
Asttoupyel we Baolko onpelo avawopdg yLa th Ppon TS TANPOWPoPLAc EVTOC TNC ETALPELAC.

Me tnv mdpodo tou Xpdvou, T KABAKOVTA ToU pOAOU £XOUV AUENDEL ONUAVTLKA, XWPLE OPWE Vo
EXeL TponynOsi kapia cuotnuatikg avabewpnon tng B£ong A tng PLoBoAoYLKNG TS KOTATAENC.
H apotBn mapapevel XapunAn, HE TO OKETTIKO OTL «n B£01n AUt ATav TTAVTA £TOLY KAl XWPLg va
g€etadlstal av nmpoaypatiki aglo tng epyaciag £xel petoBAnOet.

TiuoupBaivel otnv mpdadn:

e Hamouoia amotipnong tng O€ong odnyel os umotipnon ds€lotAtwy OMTWE 0
OUVTOVLOHOG, N ETTIKOLVWVIA KaL N SLlaxelplon TTOAUTTAOKOTNTOC.

e Anploupyeltal ytoBoAoyikn avicdtnta mou Ssv Baoiletal otnv agla tng epyaociag,
oAAG otV adpadvela.

e HovioOTNTO MOYLWVETOL KOL QVATIOPAYETOL PE TNV TAPOoS0 Tou Xpdvou.

Napadsiypa 2 — «H ayopd to emBAAAe»

Y€ PLo ETOLPELD TTOPOXAC UTTNPECLWY, TO TEXVLKO TUAHO, OTO OTOL0 OTmooX0AOUVTOL KUPLWG
avdpeg, apeiBetal pe vPnAdtepoug ptobolc. H atttoAdynon mou Sivetat lvat OtL «n ayopd
elval avToywvioTKA» Kat OtLamattouvtot upnAdtepeg amodoxEC yia va Statnpndoulv ta dtopa
OUTA OTOV OPYQAVIOUO.

>to Tunpa eumnpEtnong TEAOTWY, TO OTOLO OTEAEXWVETOL KUPlwG omd yuvaikeg, ot
epyolopevec SloBstouv moAustr) spmelpla, Staxsipifovtal amalrtntikol¢ TEAATEC/LOOELC,
emAUouv oUvBsta mpoPAnuata kat Swadpapatiouv Kpilolpo poAo otn PAPN KoL TN
Buwopdtnta tng etatpeiog. Map’ 6Aa autd, nepmetpio kat neuBivn Tou POAOU SEV ATTOTIPWVTAL

4

KEQI WHEN ¢ SEGE

EQUITY - EMPOWERMENT - CHANGE

This Project is co-funded by the European Union




|
IR ==

HE ToV (610 TPOTO, OUTE UTTAPYXEL TEKUNPLWON YLa TIC PLoOOAOYIKES SLoopEC peTalld twy Svo
TUNHATWV.

TuoupBaivel otnv mpagn:

e H évvola tng «aoyopdc» XpnoLUoTToLE(TaL WG VEVLKN StkatoAoyia, xwplc olvdeon pe
OVTIKELPEVLKA KpLTAPLa aflog T epyaoiac.
H amotipnon 8c€lotntwy spappolstal EMAEKTIKA Kot OXL e eviaia peBodoAoyia.
e AnploupyolVTolL EPPECEC SLOKPLOELS TTOU SEV PTTOPOUV VO TEKUNPLWOOUV BACEL TNG
apxng tng tong aglag.

EpwTNCELS AVACTOXOCHOU
Me apoppr ta mapamdvw mapadsiypoata, eEeTdote av otnv SIKA 00¢ MXeipnon:

e Ymdpyouv O£oslc N pdAoL TTou AstToupyoUV XWPLC ETTLONUN, EVNHEPWHEVN TTEPLYPOPN,
TTOPOTL OL ATTALTHOELG TOUG £XOUV OANAEEL;

e [wgamotipwvtal SeELOTNTEC OTTWE N ETTILKOLVWVLD, 0 CUVTOVIOHOG, N Slaxeiplon
TEAQTWV/LOCWV ] N KOOPOTN» CUVALCONUOTIKA Epyaoia;

e Memolov TpdTTo aLtloAoyoUvTal oL HLoBOAOYIKES SLOPOPES PETOEL HLOPOPETIKWV
TUNHATWY A POAWY;

e [loleg pLoBOAOYIKEC ATTOKALOELC HTTOPELTE VO EENYNOETE PE GO KOL AVTLKELPEVLKA
KpLTrpLa kat moleg Baoilovtol o€ ATUTTEC TTAPASOXEC;

e T[lowa epula otepedtuma evOEXETAL VO TTNPEACOUY, OKOUN KOL oLVELSNTA, TLG
HLOOOAOVIKEC KOL OPYOVWOLOKEC OOC ETTLAOYEG;

H gpyalAelo0qkn twv MYE: Nw¢ epappoletal n lootnta Xwpig tpnpa HR;

Mo pLkpopECQLa ETTILXELPNON PTTOPEL VO EPAPUOCEL TNV LOOTNTA PE OTTAEC, OTTOTEAECPOTIKES
TTPOKTLKEG:

1. YuvBote 1-2 oeAlSeC TTOALTIKAC yLa TNV lon apotBn KoL ovopTAOTE TNV ECWTEPLKA. H
TTOALTLKN Oa TTPETTEL va TTEPLAGHPBAVEL, PE ATTAG AdYLA, TTANPOWYOPLEC YLO TO TL CNHALVEL
“lon a&la”, mwe amowaocifovtol ot pobol, TS pmopsl eva gpyaldpsvo Atopo vo
{NTACELTTANPOWYOPLEC OXETLKA PE BIUTOUC.

2. Xpnowpotolnote £va omAo epyalsio amotipnong aiag yia 6Aoug toug poiouc. Ta
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OXETIKA epyaleia tou FAIR PAY silval TTPOCOPUOCHEVO Kal SLopopoTTolouvTal
oUpPwVa pe To péyeboc tne emyxeipnonc.

3. Tumomotote auEAoEeLC Kal TTpoaywyEC. H o mikivbuvn Ty avicdtntag sivat ot
KEKTAKTEC» amoadoslc. Oplote €vav £TAOLO KUKAO, GO KPLTAPLO KAl PLa oUVTOpN
TEKPNplwon ylo KGO amodaon av€nNong A TPoaywync.

KEDAANAIO 4 — Amrattioslg ptoboloyikig drawpaveiag & spappoyn otnv mpagn

ZKOTIOG EVOTNTAG
Na armooo@nviostl TL onpalvel ptoBoAoyikn Stapdvela otnv MPAEN KAL TTOLEC OPYOVWOLOKEG
Sladikaoisg emnpeddovtal APEC OTTO TIC VEEC OTTALTAOELC.

MaOnoclaka amoteAéopata
Ol ovayvVWOoTPLES KOL OL AVOYVWOTES Ba prropouv:

® VO KOTAVOOUV TIG BOCLKEG aTTALTAOELG ptoBoloyikAg Slapdvelag os OAa ta oTtddila tng
EPYOOLOKAC OXEONC

e vaavayvwpllouv kplolpo onueia pappoyng Kat Kivduvou

e va ouvdsouv tn Slawadvela pe th Aoyodoaoia kat Tt Stkatoclvn othv TPAEN

H pioBoloyikn Stapadvela amoteel TAEOV KEVTPLKO TTUAWVA TNG EUPWTTAITKAG OTPOTNYLKAC YLO
TNV evioxuon TG LodTNTOC OTLC apoLBEC. H emituxng spappoyn tng otnpilstal otny amAdtnto,
TN CUVETIELO KOL TNV EVOWPATWON TWV VEWV TIPAKTLKWY OTN AELTOUpPYLO TG £TALPELag, OXL o<
TTOAUTIAOKQ, SUCAELTOUPYLKA CUCTHHOTA TTOU TEALKA TTAPOpEVOUV avaglomointa. To kepdAaio
OUTO PETAPPACEL TIC APXES TNG MLOBOAOYIKAG SLOPAVELOG OE OPYOVWOLOKES TTPOKTIKEG OAAG
TAUTOXPOVA avaSEIKVUEL TO TTOU CUVAVTWVTOL GUXVA SUCKOALEG 0TV spappoyn tne. Eotiadst
OTNV KATOVONON TWV ATOLTACEWY Kol TWV onpeiwv Kiv8Uvou Kal OxL oTnV TeXVIKA Sladikaoia
OUPHOPYPWEONG, N otola avaAleTal avaAuTikad otov [paktikd O8nyod yia epyodotec/TpLeg-
ETTILXELPNOELG OXETLKA pe TN MioBoloyikn dta@advela. Zulhoyn - Avaluon-Epunvela otolxeiwv
tou FAIR PAY.

4.1 Awadveia otig mpooARPELS KaL TG ayyeAieg epyaoiag

H mpoog£Akuon Kat Aoy avBpwTivou Suvaplkou sival To TTPWTo onpeio Omou pmopst va
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https://www.kethi.gr/sites/default/files/imce_upload/files/guide%20pay%20gap%20gr.pdf
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dnuoupynBstavicdtnta otnv apolBA. MU autd kalamatteltal, otig Stadikaolec auteg, MARPNG
gvBuypdppton pe tnv Odnyla. H amaltHoslS auTéC ouVOEoVTOL APECO PE TNV £VVOLO TNG
ploBoloyiknc Slaadvelag, OTwe oplotnke oto KepdAato 3.2.

a. Avaypapn eUpouc apol

To e0pog mou Ba avaypdetal otnv ayyeAio f Ba emkowvwveital pe GANo TPOoWopo TPOTO
OTa ATOHa TTPOTOU eKelva eMAEEOLV Va aPLEPLICOUV XpOvo oth Stekdiknon tneg B£onc. MNa va
Asttoupyel n Sla@dvelo WG gpyoAelo LGOTNTOG, TO £UPOC apolBng Xpstdletal va sival
TTPOAYHOTIKO KL OXL TTPOOXNUOTIKO. ELSIKOTEPQ, TTPETTEL:

e va unvumepPaivel adkaloAdynTa TtV TPOAYHATLKN TTPOBECN TNG ETALPELAG

e va slval Koo yia OAoUC/£C TOUC/TLG UTTOYNPLOUC/EC, AVEEDPTATWE PUAOU

e va Baoilstol o mpokaboplopéva KpLthpLa

B. Meplypawic BEoswv OUSETEPEC WC TTPOC TO PUAO

Ol A€EeLC pe EPPUAO PoPTIO (KOUVOULKOCY, KETTOETIKOCY, KUTTOOTNPLKTIKA») Oa TIPEMEL va
ommoeUyoVTaL KoL 0T B€0n TOug va XpnoLpoToLeital amAn, Asttoupyik YAWooa:

e Tulnteital

e Tuamatteli nOgon

e [loleg 6€LOTNTEC KOL TUTTIKG TTPOoOVTa agloAoyouvTal

v. Alopaveic Stadikaoieg ouveévteuéng

H emayysApotikn cuvevteugn, (Slaitepa emeldn ylvetal pe clUyXpPovo TPOTOo Kal, w¢ £va
ONUELO, KEKAELOPEVWY TWV Bupwy, ammoteAel €va akopa Tedio kivdUvou yia Tthv LlodTNTO OTIC
opotlBec. H katavonon twv onpelwv kwvd0vou othn ouvévteuEn mpolToOETEL coPn Kat
mpokaBoplopéva kpttipla afloAdynong, Kowd yla OAa Ta ATOHd, KOLWEC EPWTACELS KOl
TeEKPNPlWoN TwV amoacswyv MPocAnync.

Znpeio avactoxacpou

Motec amd tig Stadikaoieg mou mepLypdpovtat edw spappolovtal 8 OToV OPYAVIGHO HAC,
HE TEKUNPLWHEVO KOL CUVETTA TPOTTO, KoLl TToleg Baoi{ovtal KUplwE o€ ATUTIEC TIPOKTLKEC;
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4.2 AlapdveLa Katd Tt SLapKEeLA TG amaoX0Anong

H pioBoloyikn Stadveta Sev teAslwvel pe TNV mpooAndn. MpEmeL va EVOWPOTWVETOL O KABE
otddlo tTNC emayyeApATkAG Topelag tou/tng epyalopEvou/ng.  ZUYKEKPLUEVO, OL
epyodotec/pLec opeilouv va oxedialouv Kait va epappodlouy:

o. Atawavr) cuotruata aElohdynong amdédoong & avEnoswy

H Saadvela otig avgnoslg mpolmoBETeL KOTAVONGCH TOU TPOTIOU pE Tov omoio opilovtal Kat
gpappolovtal Ta KpLTnpLa agloAdynong, Kol CUYKEKPLUEVO Ta KpLTApLla amdédoaong yio Kabs
B£on, n Baputnta kKAOs kpltnplou, KAOWS Kat n dtadikaoia GUANOYAC OTOLXELWY yLO TNV
LKOVOTTOLNGN TWV KPLTNPLWV QUTWV.

B. AlaAveLa OE KOTAVOUN £PYWYV KOL EUKALPLWY EEENENC

H mpdéoBaon os £pydcieg TOU TTAPEXOUV EUKALPLEC OPATOTNTOC OTA ATOHA £lvalL CUXVA O
KUPLOTEPOC PNXAVLIOMOC Snutoupyiag proBoroyikwy Stapopwv. Kat ot €psuvec (Babcock et al.,
2017) &sixvouv OTL OTIC VYUVAIKEC advatiBevtol TEPLOCOTEPEC «KUTTOOTNPLKTIKESY N
KOPYOVWTLKESH EPYAOLES, AlyOTEPO KOOAKOVTO OTPOTNYIKAG ONUOGCLOC, AlYOTEPEC EUKALPLES
va nynBoulv os £pya KUPouC. AUTEC oL SLawopeC 0dnyolv os XopnAotepeC a€LoAOYNOELG
TTPOOTITIKWY, Apa o€ XauUNASTEPEC apoLBEC. OL ETIXELPAOELS OPEINOUY, WG €K TOUTOU, Vai:

e kataypdwouv moLog/a AapBAvel Kplolpeg avabEoELg

® £A£yXOUV TOKTLKG OV TTOPATNPOUVTOL HOTIRA aVIGOTNTOC OTLC EUKOLPLEC AUTEC

V. ALAQAVELD OTLC ATTOPATELS TIPOAYWYNG

Kd&Be mpoaywyn mpemel va e€nyeital pe BACNH CUYKEKPLUEVO KPLTAPLO KAl OXL TN “YEVIKN
aloBnon” evoc N plog pavatlep. H tekpnplwon amoteAel KpLoLpo oTolXelo yia tn emiteugn tng
SLaPAVELOC KOl TNG OELOTILOTIOG TWV OTMOPACEWY KOl TO ATOHO TTOU SLOIKOUV OPASEC
xpetadetal va ekmatdsutoly o< pLa Sopnpevn dtadikacia mou va thv Stacpaiilsl.

4
o

k4 = W
" E N SEGE
oSy oo ‘ N/
oo M:ﬂ ?,'Ti‘ K @ l WHE N ’ .

EPYNGN T1A OIMATA OTH! EQUITY - EMPOWERMENT - CHANGE

This Project is co-funded by the European Union




ZuxvA mayida

Y tnv TPAEN, TTOANEC ETTIXELPAOELS BswpoUv OTL Ta KPLTAPLE TOUC lvat oudétepa emeldr Sev
avagpEpPouV pNTA To YUMo, XWPLS va eEeTalouv avV EVOWHATWVOUV EYUECO OTEPEOTUTIA 1 OV
gpappodlovtatl pe tov (6Lo TpdTo o OAOUC Kot OAEC.

8. Juvexn emkolvwvio e ta epyaldusva dtoua

H Slapdveta Asttoupyel pévo otav cuvodeletal amd emkolvwvia. Ot epyaldpevec/oL TPETEL
VO KOTOVOOUV:

e TWC Asttoupyel naloAdynon

e mote emava&loloyolvtal ol pltobol Toug

e TToL0 £lval ta KpLtApla Bdosl twv ommolwv Sivovtatl bonus kat avEroelg

e TLYXpPEeLAlsTaL va Kavouy yia EsAtxBolv

4.3 Awkaiwpa mpoécPaocng s TANPoWopLeg apofwv
To Sikailwpa autd amotelel £va amd ta mo “ptloomactikd” otolxeia tng Odnylag, Sott

peto@Epet SUvapn amd tov/tnv epyodotn/pla ato epyalopevo dtopo, ayyilovtag eva {ntnua
TTOU, MEXPL CAPEPA, CUXVA Bswpeltal TapTmou.

o. MNwg mpemet va Asttoupyel n Stadilkacio eviuEPWaNg

H amoteAeopatik Aoknon tou Sikalwpotog mpolmobETeL:

e kavaAw(a) umoBoAng attnudatwy (email, poppa KAT.)
oo XpoVvikr mpoBsapia amdvtnong (mou sivat avaykaio va tnpeitatl)
ATOPO/ 0 AVOPOPAC — £VO TIPOCWTTO ] L0 ETTLTPOTIH TTOU XELPL{ETaL Ta aLTApaTA
oo TTPOTUTIO ATTAVTACEWY
TekpNPlwon OAWV TWV ATTOVTNOEWV

Av n Sladikactia slvalt Sucvontn A oL ATTAVTAOELS SLAPEPOUV OTTO ATOHO OE ATOO, N ETOLPEL
SV EKTTANPWVEL TNV UTTOXPEWGT] TNE KOL EKTIOETAL O VOULKO KOL ETILKOLVWVLOKO KivOuvo.

B. TLTIPETEL VO TIEPLEXEL N KABE ammdvtnon
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Mia oAokAnpwpévn amdvinon mpog to gpyaldpsvo dtopo mou tnv {ntd, mpolmobETeL n
£TALPELD VO KOLVOTIOLNOEL, PE TTAPN KOL KATAVONTO TPOTIO:

e TNV apoLBn tou/TtnS OTIWCE KOTOYPAPETAL OTO cUOTHUA

® TIC PEOEC OPOLBEC avd pUAO YL CUYKPLOLPES BEOELC  OpGdeg BEoswy

e TNV eENynon Twv KpLTtnplwy TTou XPNoLUOTIOLRONKaV yLo TV KAtnyopLomoinon

v. ExeptBsio & mpootoaoio Ssdopévwy

Elvat kplolpo va tovicoupe tn onpaocia mpootooiog:
® TWVTTPOCWIKWY Sedopeva Twy epyalopEvwv
e Twv dsdopsvwy plobodooiag
e £UOOONTWVY TTANPOWYOPLWV TTOU BYPOoPOUV TO AToA

Auto onpaivel 6tL, oto mAalolo thg TANPoYopnong, Svetal TPOTEPALOTNTO CTOUC HECOUG
OpPOUC, OXL OVOUOOTIKA OTOLXELO KaL, OTAV UTTAPXEL AVTLKELPEVIKOC KivBuvog tautomoinong
TWV OTOPWV PBACEL TWV HPN OVOHOOCTIKWY OTOLXEIWV TIOU TIOPEXOVTOL, N TAnpowopla
KOLVOTTOLELTOL OE OPLOPEVO EKTTPOCWITO TOU/TNG pyalOpevou/ng Kat OXL oTo (810 to dtopo.

4.4 Arouy avtumoivwy & evioxuon epmotoolvng

H pltoBoloyikn Stagdvela amattel Tnv KAAAEPYELD KOUATOUPAC EPTILOTOOUVNG, YU QUTO KAl N
Ob&nyla mpootatelel MARPWC thv/Ttov epyaldpsvn/o mou {Ntd TANPOWOopPLES, amd avtlmolva
OTTWG N pelwon kabnkdviwy, o AMOKAELOPOC TNG/Tou £pyalOpevnG/ou aTmd EUKALPLES, O
ETTLKPLTIKOC OXOALOOUOC TNG KEVOOXOANONG pE LoBoAoyIkd BEpato» N n okOTLpN Snuloupylo
Suopevoulg meptBaAlovtoc yia to dtopo. Ot mopaBacelc auteg Bswpolvtal coBApPEC Kat
ouxva 0dnyolV o€ KUPWOELC.

0. XOPNC TTOALTIK UN OVTLITOIVWY

Mo moAttiky mou StooaAllsl TNV amouy ovTimolvwy Xpstdalstal va lval EUPEWC
SlaB£oipn, TPooBACLUN KOL KATOVONTH, KOL VO OVOPEPEL

e ToL0 elval n 8£opsuon tng Slolknong

® TIOLEC CUMTIEPLYPOPEC Bswpolvtal avtimolva
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® TIWC pTTopel évac/pla epyalOUEVOC/N VO AVOPEPEL KATIOLO TIEPLOTOTIKO
e TLSpdon Ba avaldBet n etalpeia GV UTTAPEEL OXETIKA KOTAYYEALD

B. Ekmraidsuon pdvatlep & mpoloTapEvwy

MoAAEC POPEC TTAPARLACELS TTIPOKUTITOUV OXL OO TTPpdBeon, aAAG amd dyvola. Emkepalic
OpAadwy Tou Sev £xouv ekTTaLSsuTEl evoéxeTal va amoBappuvouv epyaldpevec/oug ammod To va
{ntolv TANPOYOPLEC 1 VO BLLIVOUV TO ALTNHO WS TIPOCWTILKA KPLTIKA. ' auto Kat ot pdvatdep,
OTTWC KoL KAOE dtopo os O€on euBUvNC oToV OPYaAVIOHS, XPELAZETAL VO EXEL TIC YVWOELG KOL TLG
Se&Létnteg mou oxetidovtal pe to:

® TTIWG VO UTTOSEXETAL KAL VO OTTAVTA O€ TIOaVA dLTpoTo

e TWC va Xelpiletal MOAVEC CUYKPOUTELG

® TIWC VO TEKUNPLWVEL ATTOPACELS

e TIWCG va avayvwpllel OTL Kvduvelel ABeAA TOU/TNG VO 0CKACEL AVTLTTOLVO!

V. ZUVETIELO OTNV OVTIUETWTILON KOTOYYEALWV

H avamoteAsopotiky Slaxeiplon evog MEPLOTOTIKOU PTTOPEl va uttovopselosl oAOKANpN TN
otpatnyk Slapdvelag plag emyeipnong. MU autd sivol KpLolPo oL ETIXELPAOELS VO
£5pALWOOLV PNXOVIGHOUC TTOU ETTLTPETOUV:

e TN ypnyopn, EmayysApoTikn Stepsdvnon

e 1N dopnpévn avd otddia sE€toon KAOs katayysAlag

® TNV evnuEpwon tou/tng epyalopgvou/ng yia tnv eEEAEN TOU ALTAPOTOC

e TNAAYPN SLopOWTIKWY PETPWY OTAV ATTALTOUVTAL

H adpdvela tou/tng gpyodotn/plag Katd th AAYPn AtnPATWY A KOTOYYEALWY OTTOTEAEL
ouclaoTikn mapaBiaon tng Odnylag.

8. Evioyuon tng spmotoolvng KoL evOAppuvon «TTROYHOTLKIC» AVa@oPAC TPoBANUATWY

> £ eva repLBAANOV SLO@AVELOC KL SIKaLooUvNG, Ta epyalOpEVO GTONO TTPETIEL VA VIWBoUV OTL
TO altnua toug &sv Ba gppnvevtel we “mpoRAnua”, dsv Ba otlypatiotolv kot dsv Ba
TlpwPENBoLV ppeoa emeldn Ba Bswpnbolv «SUokoAol/ec» epyaldpevol/sc.
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H kotavonon tng UTOXPEWONS OGUTAC TPOUTOBETEL TNV KOAANEPYELOD HLOC KOUATOUPOC
SLapAvelog, HECO OO TN CUOTHHOTIKA EMKOoWwvia tng S€opsuong tng stalpsiag, TS
OUPTIEPLPOPEC TNC NYECLOC KOL TH CUVETELG TG otn Staxeiplon tuxov meplotatikwy. H
OUOTNHOTOTTOLNON TNCE ETTKOWVWVIOC PTTOPEL VA TTAPEL TN HOPWPH TOKTLKWY EVAHEPWOEWV VL0 TO
TTWE Asttoupyel n Stapdveta, avolxtwyv StaAdywv (11.x. Q&A sessions pe to tuApa AvBpwiivou
Avvopikov), dnuootomoinong Baotkwy apXwVv pLtoOoAoyikwy TOATIKWY, dnuootomoinong
ETAOLWY QVOPOPWV YLa TN BeATtiwaon Tou £XeL TTITEUXOEL

TuoupBaivel cuxva otnv mpdagn

O 8ladikaoisg ptoBooyikng Sladvelag cuxva Eeklvolv ATTOCTIACHATIKA, XWpPLG eviaio
TTAGLOL0 N XwPLC olvEeaon pe TNV a&loAdynon amodoaong Kal tnv eEEAMEN TTPOCWTILKOU,
YEYOVOC TTOU TTEPLOPLLEL TNV OTTOTEAEGHOTIKOTNTA TOUG.

4.5 EpwtnoEL avacTtoXacpou & spappoopéva mapadsiypata

OL amattioslg ploBoloyikng Slapdvelag 8sv ag@opolv pévo pPeEYAAOUC OPYOVIOHOUG HE
tunpota HR. Apopolv £€(00U UIKPEG KOl TTOAU PLKPEG ETTLXELPNOELG, OTIOU Ol ATTOPACELS
AopBdvovtal cuxva AtuTa, e BAcn Tty epteLpia, Th Stampaypdteuon A Thv «Kowvr Aoyikn». Ta
TOPOKATW Topadslypata SelXvouv TWE OUTEC OL TIPOKTLKEG PTTOPOUV va odnyfoouv o€
OVIOOTNTEC KOL OUYKPOUOELG.

Napadsiypa 1 - «To e0pog uTTapXeL, aAAa Sev AéstL Timotay

‘Eva pikpo Esvodoxelo 12 Swpotiwv omoaoXoAsl tpla dtopo otn PeocsPlov PE ETOXLKEC
oupBdostc. KdBe avol&n, o/n tdloktAtng/pla dnpoctelsl ayyeAio epyaciag pe eUpog apotBNg
oo 800€ £w¢ 2.000€. To €0poc auto spaviletal WS EvEeLEn SlapAvelog, otnv TMPAEN OPWC
glval téoo peydAo Tou 8ev EMTPEMEL OTOUC/OTIC UTTOPHAPLOUG/EC VO KOTOVOoOUV TL
TTPAYHOTIKG TTpoowepsetal. Katd thn Stadikaoia mpdoAndng, Sev utdpyouv mpokaboplopéva
Kptthpla ylto to mol Ba kivnBsl n apolB evtdg tou slpouc. Kabes epyaldpevoc/n
SLOTTPOYHPATEVETAL OTOULKA, PE OTTOTEAECHO VO TIPOKUTITOUV:

e Slapopstikol ptobot yia tnv (Sla epyocio
e armoucia oUvEeong TNC APOLBAC HE CUYKEKPLUEVO TTPOCOVTA (T1.X. YAWwooouabsLa,

This Project is co-funded by the European Union




IR | v | A ! N ‘\/

EUTTELPLO, OPHOBLOTNTEC),
e 0duvaplo TEKUNPLWONES TWV OTTOPACEWV.

‘Otav pla gpyaldpevn pe peyalutepn mpolmnpeoio SLamoTwvel OTL VEOTEPOC CUVASEAPOC
opeiBetat vPnAdtepa, mMoPOTL TOpPEXOUV TIC (Blec umnpeoisg, Snuloupyeital €vtovn
SUCOPEOKELO KOl EO0WTEPLKH olykpouon otnv opdda. ‘Eva tétolo meplotatikd amoTeAsl
OUCLOOTLKG TTapaBioon TN apXng Tthe long apotBAC.

Tu8ev Asttolpynoe otnv mpagn:

To €Upog apoLBAC ELVAL TTPOCXNHUATLKO KL OXL AELTOUPYLKO.

Asv UTTAPYOULV COPN KaL KOLVA KpLTApla kaboplopoL ptebod.

H Stampaypdteuon avtikabiotd th Stapadvela.

Anpoupyeltat uPnAog kivbuvocg aviong apotBAC yia idla pyaacta.

Napadeiypa 2 — «KaAdtepa va pn pwtdten

e £vo TIEPLPEPELOKO ooUTIEPp HAPKET, epyalopevol kot gpyalopevec umodialovtal OtL
UTTAPXOUV HLOBOAOVIKEC SLoPOopPEC PETAED avOpwWY KOl YUVALKWY OFE QVTIOTOLKO TOoTO.
Yulntwvtag petagl toug, eEstalouv To ev8exdpevVo va {NTACOULV EMMCNHUA TTANPOWPOPLES YL TLG
HEOEC apolBEC ava pUNo. O pavatlep Tou KOTaoTAPATOC, 0 ommoilog kabopilel Tig BAPSLEG, TIC
ovaB£oslg Kail glonyeltat avEnoslLg, TOUC omoBappuvel AEyovtag:
«Mnv ta Paxvete autd, Ba SnuloupynOolv TpoBAApaTOR.

Av kat dev emBAMEeTAL KATTOWO Apeon KUPWGHN, TO WAVUPO €lval CO@EC: To althua yia
TAnpowodpnon avtpeTwmidstal we avemBupnto.

TuoupBaivel £dw oTtnv mpagn:

H amoBdppuvon cuviotd Eppeco avtimolvo.

MapaBLadstal to Sikaiwpa TpdcBacn o TTANPOPOPLEC ApOLBWV.
Anploupyeltat KAlpo (poéBou Kol CLWTTAC.

YmrovopeUETaL N EPTILOTOCUVN Kait N KOUAToUpa Sla@avelac.

EpwTNOELS AVOOTOXACHOU
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Me Bdon ta mapomdvw mapadsiypota, avaloyloteits:

Méoo cawnc kat TpooBdotun slvat n Stadikacia TANPoYoPNoNCE yLa TLE OPOLBEC oTOV
OpPYOVIOHO OOC;

To €0POC APOLBWYV TTOU AVOKOLVWVETE OVTAVOKAA TTPAYUOTIKA T O£0n 1 Asttoupyel
OTTAWG WG KTUTILKA CUPHOPPWOC;

ME TTOLOl GUYKEKPLUEVO KPLTHPLO TEKUNPLWVETE TLC OTTOPATELS YLO TOV OPXLKO pLoB0, TIg
OUENOELC ] TLC TTPOAYWYEG;

Av évac/pla epyaldpevoc/n {ntolos cAPEPO TANPOWYOPLEC YLa TG HECEC OPOLBEC ava
(pUAO oTov poAo tou/tNng, Oa PTTOPOUCATE VO ATTOVTACETE GPECO KOL TEKPNPLWHEVA;
Moleg amodoelg mou eTnPeAdouv GPECT TNV ApOLBA OTOV OPYOVIOUO GOG
AopBAvovtol CAPEPD ATUTIO, XWPELS KOLVA, TIPOKOBOPLOPEVA KAL TEKUNPLWHEVA
KpLTApLa;

1.

H epyaAelo0ikn twv MpE: ATAEG TPAKTIKEG PLo@oAoyLking StapaveLag

AnAWwoTe €UPOC APOLBNAC TTOU TIPAYHATIKA £POPHOLETAL: KOL Ol PLKPEC ETXELPAOELG
PTTOPOUV VO SWO0UV £va OXETIKA, PEOALOTIKO €UpOC. AUTO evioXUEL ThV GELloTTLOTIO
TOUC KOL PELWVEL TIS SLaTTpaypateVoELS KOL TLC OLTAOELS OTTO ATOHO PE SLOPOPETIKES
TTPOOoSOKIEC.

dtid€te €vav amAd mivaka yia tnv afloAdynon twv BEoswv gpyociag. O mivokag
xpetaletal va £xel 4 otnAeg: 8g€lotnteg, mpoomdbsla, suBUvn, cuvbnKeg spyaciac.
Mia ogAiba apkel yla va eEnynoste kABs amowaon. Na MAApeL odnyleg os oxéon pe
TNV o&loAoynon twy B€cswy epyaciag, prropsite va avatpeEete otn Alota EA£yyou yio
tnv Ta&wounon & AZloAdynon O£oswv EPYOCLAC VIO TTOAU ULKPEC ETTLXELPNOELC.

3. Oplote “urelBuvo/n dlawadvelag”. Asv xpetdlstal va dtabEtete vopulko tunpa. To
ATOMO auTO PTopPEL va slval 0/n LSLOKTATNG/PLa /| TO ATOHO TTOU £XEL TNV £uOUVN TOU
TuRpotog AvBpwivou AuvaptkoU, apKel va £xel SuvatdTnTa va SEXETAL OLTAPATA, VO
OTTOVTA PE CUVETTELD, VO KPOTA TEKPNPLWON KOL VO ETTIKOLVWVEL KABAPA TNV TTOALTIKH PN
QVTLTTOlVWV.

KEDAAAIO 5 - MpooAnPeig & emayyeApatikn eEEAMEN CUPTTEPLANTITIKES WG TTPOC TO

pUAo
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https://www.kethi.gr/sites/default/files/imce_upload/files/check%20list%20_job%20classification%201_EL.pdf
https://www.kethi.gr/sites/default/files/imce_upload/files/check%20list%20_job%20classification%201_EL.pdf

ZKOMOG EVOTNTAG
Na avadsiel mwe ol Stadikaoieg mpdoAnng kot eEEMENC prTopolV va TTapdyouV 1 Vol
TTEpLOPLloouV PLoBOAOYIKEC OVICOTNTEC.

MaBnowaka amoteAécpata
OL avayVWOTPLEC KOL OL AVOYVWOTEC Ba urropouv:

e va evtomi{ouVv EUPUAEC pEPOANPILEC OTLC TTPOKTLKEC TTPOCANYPEWY
® VO KOTAVOOUV TTWE oL SLadpopécg eEENENC emnpedlouV TIC ApOLBEG
e va a&loloyouv tig SLadikaacleg Toug UTTO TO TTPLOHA TNE LoNC ApoLPBAG

H mpdoAndn kot n smayysApatikn eEENEN eival Vo akdpa amod ta Mo Kplotpa media ota
omola &nuloupyouvtal kat Statwvidovtol pltoOoloyikeg aviodtntec. Av n Lootnta Sesv
evowpatwOel o autd ta otddia, tote n Odnyla yia tn prloboloyikr Staaveia Ssv pmopsl va
gpappootel otnv TMPAEN: ol pLobol €aptwvtat amd to molog/a mMPocAapBAveETaAL, CE TTOLO
BaBpida, pe TL l&OUC TTPOOTITIKEC KAl pE TToLeEG SuvaTtdtntec eEENENC.

5.1 MoAwtikr) mpooAPewv evaicOnTn WG TPog to PUAo
Mo guaioBnTn We TPOC To YPUAO TTOALTLIKN TTPOCAAYPEWY oTNPI{ETAL OE TECTEPLS TTUAWVEG:

o. Tumomoinon &tadikacioc mpdoAndng: MoAAeg emixelposlc otnpilovtal os ATUTIEC
TTPOKTIKEG yLa TV TPOcAnyYn epyalopEVWVY ~-OUOTACELS OO YVWOTOUC, CUVEVTEVEELC XWPLG
Sopn, emMAOYEC pe BAoN T «KXNUELO» 1 TO KEVOTIKTO». AUTEC OL TIPOKTIKEC, OPWCE, APAVOUV
HEYAAQ TTEPLOWPLO WOTE VO ELOXWPNCOUV 0T SLadLlkacio 0TEPEOTUTIO KOL TTPOKOTAAAPELS Kal
emnpeddouv TS epPuleg Stadpopéc avamtugng (BA. Kep. 3.2), akoun kot dtav Ssv UTTApXEL
mpoBson Slakplong. MNa va sival n Stadikaoia tng mpooAndng dikain xpetalstad:

e Tpokaboplopsva otadlo

e EckdBapeg KOTEUOULVTNPLEC YPOUUES Yo KABE oTtddlo

e Swadikaoia agloAdynong mou pappdlstal pe tov (8Lo TpdTmo o OAa Ta dtopa

B.AEloéynon Baosl Se€lotAtwy katoupmeptpopwy: OLepyoddtec/pLeg telvouv va eotidlouv
oTNV opoldTNTA 1 TN “CUPPWVIO XOPAKTAPWY”, TTOU CUXVA EUVOEL UTTOYNPLOUC/EC PE TIPOPIA
TTOPOHOLO pE eKEIVO TWV pavatlep. MNa va petwdel n pepoAnia xpetalstat:

\J
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VO 0pLOTOUV OL SEELOTNTEC TTOU E(VOL TTPOYHATIKA CNUOVTIKEC VLo Tt O€on

VOl OTTOOOPNVLOTEL TL ONHALVEL KETTLTUXLO» OTOV CUYKEKPLUEVO pOAO

n a€loAoynon va yivetal BAoEL SEIKTWV CUPTIEPLPOPAC KAL ATTOTEAECPATWV

VO aTToPEVUYOVTAL EPWTNOCELS TUTTOU “TIEC PAC VIO TOV £aUTtd cou” TTou Snutoupyoulv
EVTUTTWOELG, aAAG Sev TTapéxouv mavta alomotiotpa Ssdopéva

v. looppomnnuévn s€apevn umon@iwy: Ta otepedTuTa SV EKENALIVOVTOL HOVO OTO OTASLO
TNC OLVEVTEUENG, GAAAG KOl OTO TToLa ATopa PTAvouy we ekel. H Stadikaoia twv mpooAAPewv
Sev pmopel va slval mpaypotTikd Sikatn av n 6sgfopevh twv umodneiwv Sev slval
OVTLTPOCWTIEVUTLKH. Lo auTd oL eTatpeleg XPElAJETOL VA EQAPUOTOUV HNXOVICHOUC YLO:

e Tnvavaltnon os KAVAALO ETTLKOLVWVLOG TTOU PTAVOUV OE TIEPLOCOTEPEC YUVALKEC

® TN ouvepyoola pe OXOAEC, SIKTUA 1 OPYAVIOHOUC TTOU UTTOOTNPL{OUV YUVAIKEG

e TNVEMAVeEETAON TWV TTPOCOVTWY TTOU ATTOKAELOUV ASIKA OPLOPEVD ATOO

® TN XPNON CUPTTEPIANTITIKWY £pyoAeiwv a€loAdynong (TT.X. CUYKEKPLUEVEC OVODECELG

ovti yla a€loAdynon povo pe Baon to Bloypapikd)

8. AlaoaAlon (owv EUKOLPLWY O£ OAa Ta 0TAdLa TG emAoyNG: Auto onpaivel Ot OAec/oL ol
umon@Lec/ot a€lohoyouvtal pe ta (Sla kpLenpLa, AapBAvoVTal TTPOCTATEUTIKA HETPO (OTTWG
ekmaibeuon, checklists kAm.) gvavtiov tng mMpokatdANPng TPWTNG evtlMwong, K4bs BApa
ouvodelstal amd Tekpnplwon kKat OTL AmMoPEUYOVTAL Ol TIPOKTIKEC Tou emiBpafelouv
XOPOKTNPLOTIKA TTLO oUXVE ouvEedspéva pe avdpec (T1.X. utepBOALKT autoTemolOnon, £évtovn
SLekSIKNTIKOTNTO). Ta pETPa autd Ssv Snploupyolv BeTIkEC Slakploslg aAG StaopaAilouv
TNV ouctlaotik aglokpatia, OtL&nAadn o/n epyoddtnc/pia Ba £xst tn SuvatotnTa va EMAEEEL
OVAPECO OTO KOAUTEPO UTTOYNPLO ATOHA OTTO PLO VTLITPOOWTTEUTLKA SEapevn).

5.2 Mepiypawéc Oceswy, KpLenpla & apXkn emAoyr Xwpig mpokataAnPelg

JTIC TIEPLYPOWPEC TwV OEoswv gpyociag Bploketal cuxvd n Koapdld tng LodTNTAC OTIC
TTPOCAAYPELG.

o. MNeplypowéc Oéoswy Baolopéveg tnv afla tng KAOE epyaociag: € OPLOPEVEC TTEPLITTWOELC, Ol
oyyeAleC BEoswy epyaciac aTOTEAOUVTOL OO TIEPLYPAWPES TUTIOU AVTATIOKPLVETAL OE OTToLa
avaykn mpokUPew. H mpoogyyion auth dnuoupyel acd@ela, SuokoAio cUykpLong poAwy,
XWPO ylo auBatpecia otov oplopd twy apotBwv. AvtiBeta, n Teplypa@r] evog pOAou TTPETEL VA
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OTTaVTA KaOapd OTO TTAPOKATW EPWTAHOTO:
tdntdps

TLamaltel o pOAoC

TTolec Se€LdTNTEC elvat amapaitnteg
TTOLEC elvaL emBLUNTEC

B. ATToQuy OTEPEOTUTIWY OTA KPLTAPLO KaL TNV emAoy: Oplopéva amd Ta oTEPESTUTIO TTOU
OUXVA TTOPELOPPEOLY 0T Sladikaoia emAoyNE TPoowTTkoU slvat:

— KTIPETEL VO OVIEXEL otnv mieon» (ouxvd KwdLKoTolNon TOu “va OVEXETOL KOKH
oupTEPLpopPA”)

—XVO EXEL LOXUPA TIPOCWTTLKOTNTA» (XpNOLPOTIOLE(TAL CUXVA GUYKOAUPMEVA YL AvOPEC)

Avti autwv:
—opiloupe pe akpiBeta mola Se€ldtNTa N ouPTTEPLPOPE aELloAoyeital
—XPNOLHOTIOLOUHE KPLTAPLO TTOU £X0OUV Apeon olv8ean P Thy epyacia

y. EmAoyn Bdoel Ss€lotAtwy, OXL EVIUTTWOEWY: VLo VA a§LOAOYACOUHE OO0 TILO OVTLKELPEVIKA
yivetat 6Aa ta umoPR@La dtopa, Snuloupyolpe SLaSLKOCLES KOL EpYOAEia yLa:
e va aflomoloVpE PLKPEC SOKLPAGIES TTOU OTTOTUTIWVOULV TLG 8£€10TNTEC KAOE aTtOpOoU
e va dilvoupe tn Suvatdtnta otoud/tig utoPneioug/sg va 8e(€ouv TNV LKAVOTNTA TOUG OE
mapopota eptBaAlovta (Sopnpéveg cLVEVTEUEELS) KAL UE TTAPOUOLEG EPWTATELG

5.3 ZTuvevteUEeLq: SikaLEG TPAKTIKEG & TL VA ATTOPEVYETE

H ouvévteugn lvat amo ta mo svaicOnta onpeia tng Stadikaciog emAoyng, emetdn Baoilstal
otn O6wadpoon petafl avOpwmwv Kol Apa emnpedlstol €UKOAO OO OTEPEOTUTIA,
TTPOKATOAAPELS KOl aouveldnteg mpotipnoslg. M’ autd xpetddstol ol ouvevtelEslg va
SopolvTal PE TPOTIO TTOU PELWVEL TNV AuBOLPECLO KAl TTPOWOEL TNV OVTIKELPEVIKH 0ELOAOYNON
S€ELOTATWY KOL CUPTIEPLPOPWV.

o. Aopnpévec ouvevteVEeLc: OL SopnPEVEC CUVEVTEVEELC, UE CUYKEKPLUEVEG EPWTAOELC yLa OAa
ta umorpla Atopa, amoteAolv th SlEBvwe avayvwplopEvn PEATIOTN TPOKTIKA. Agv
meplopiouv TNV eAeubepla Twv a€loAoynTwv/pLwy, OANG TOUC/TIC UTTOXPEWVOULV Vva
0o&LoAoyoUV PE CUYKEKPLUEVA KPLTAPLA, OXL UE Bdontnv “aloBnon” A tn “xnusla”. Me tov tpoTmo

W
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outd OAlol/ec ot umoA@lo/sc SExovtal TIC (BLEC EPWTACELS, OL OMOVTAOCELS TOUC
BaBpoAoyouvtal pe Ko KAIPOKO Kot OAa Ta HEAN TG emitpotC a&loAdynong Baaoillovtat
ota (6la Ssdopegva.

TuoupBaivel cuxva otnv mpagn

Katd tic ouvevtelEELC, Ol YUVOLKEC EPWTWIVTOL CUXVOTEPA YLa TN SLa@sotpdTNTA TOUC, TA
{NTApOTa CUPPIAWONC LOLWTLKAC-ETTAYYEAPOTLIKAC {WAC A TLC OLKOVEVELOKEC UTTOXPEWOELC
TOUG, EVW OL AvEpeC yLa pLAodoEla, avToxr oTnV Mean A NYETIKEG SuvaTtotnTes. AKOUN Kot
OTaAV Ol EPWTNOELC AUTEC Sev emnpedlouv dpeoa thv TPocAnyn, SltapopPuwvouv
SLAPOPETIKEC TTPOTOOKLEC yLa TNV EEEALEN KaL TNV apoLBR, oo TNV TTPWTN NHEPO.

B. Epwtnoelg mou mpémel va amoelyovtal OpLoPEVES KOTNYOPLEG EPWTNCEWV EVIOXUOUV TN
pepoAnyia kot pmmopet va mapaBLddouv to voplko mAalolo. EpwTAOELS yia TNV OLKOYEVELOKN
kKatdotoon, moova oXedla TeKvoTolnong, UTTOXPEWOELS PpPovTidag Kal omoladnmote
avagpopd os mponyoLpeva emimeda apoLBNg, oXOALA OXETIKA PE TTIPOCWTILKOTNTO A EPPAvVION
KOl UTTOBECELC TTEPL NYETIKWY LKOVOTATWY XWPLE Sedopeva, TTRETEL Vo aTo@elyovTal, e Th
BonBsta checklists kal cuoTNUATIKAG ekTTASEUONC O BpaTa TpokataAnyng.

y. Emtponéc cuvevteu€swy: AKOUN KAl N TAPOoUGCia evog SsUTEPOU OTOHOU OTH CUVEVTEUEN
HELWVEL TN pepoAnYia, yiati elodystl TolkiAopopwia otn okEPn, avaykAalel aELloAoynTEC/TPLEG
VOl TEKPNPLWVOULV TLE OTTOELS TOUG KOL PHELWVEL TNV TTBavoTnTa povodidotatng kpiong.

8. Tekunpilwon amowdoswv: H a€loAdynon kabs umoPrpLou aTOpoU TTPETTEL VO cuvOoSEUETOL
a1d cluvtopn, aAAG oo tekpnpiwon mou va meptAapBAveL:

® TTOLO KPLTAPLa KAAUPONKayv

e TLTOPATNPNONKE

® TG OUYKPLVETAL 0/ CUYKEKPLUEVOC/N uTToPrpLog/a pe AAAa dtopa

Xwplc tekpnplwaon, pLa stotpeia Sev pmopet va amodei&st 6tL n dtadikaocia tng Nrav Sikatn,
oUte va SlopBwosl ta onpesia Ommou spgavideTal TPOKATAANYN.

5.4'loeg sukalpieg o mpoaywyEg & avamtuin nysoiag
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Ot peyoAUtepec pLoBoloyikéc Slawopéc oxetiovral pe tnv €€EMEN, OXL PE TNV OPXLKNA
mpdoAnyn. Ma Vo OVTIPETWTTLOTEL TO PALVOPEVO OUTO KOL OL ETILITTWOELS TOU 0TO pPloBoAoyikd
XAopa, oL epyodoTeC/pLeg XpelddeTal va SpalwoouV:

o. o katdagavi kptepla eEEMENG: Ta epyaldpeva dtopa pemel va yvwpilouv KABe mote
emavagloloyolvtal, mola projects pmopolv va Bonbrijoouv otnv €A TOUC, TIOLEC
Se&ldtnteg MPETEL va avarrtugouy, Tota sivai n mbavr Stadpopn EEMENC Touc. XwpLg auth
TN SLaPAveLa, 0 ATTOKAELOPOC yiveTat Soptkdc.

Znpeio avactoXaocHoU

Mota kpLthpLa Oswpolpe “Evoel&n mMpoomTIkAC” yia eEEAEN OTOV OPYAVIOUO HAG

Autd Baoilovtal o€ TEKUNPLWHEVN OTTOS0C0N Kol SEELOTNTEC N OE UTTOKELPEVLKEC EKTIPNOELS
OTTWG N «8LaBECIPOTNTON, N KOPOCLWAN ] TO KKOTAAANAO TTPOWPIAY;

Mola ATopa EUVOOUVTOL CUGTNHATIKA OTTO GUTA TO KPLTAPLA KAL TTOLO ATTOKAE{ovVTaL;

B. looppomnuévn katovour “otpatnyikwy sukalplwy”: MoAlol/éc pdvatlep avaBétouv
OTPOTNYLKA £pY0 OE KOTTOLOV TOUC (POLVETOL TTLO £TOLPOCY». AUTO cuXVa 08nyel o€ avakUKAWGoN
(SLWV TTPOCWTTWY, OTTOKAELOUO TOAEVTWY TTOU SV “@wvalouVv” kal dvioeg apotBEC. H Abon oto
mPORBANUO €lval N €TAOLO KOTOyPOPn Kol e€locoppomnon twv potiBwv koatavopns. Ot
ETTXELPNOELG TIPETEL VO e€sTAlOUV:

e Tol0 dtopa AapBAvouv £€pya KUPOUG TTOU TOUC TIPOCPEPOUV HEYAAUTEPN OPATOTNTO

OTOV OPYOVIOHO
® TTOL0 ATOHO OVOAOPBAVOUV OTPOTNYLIKEC EUOUVEC
® TTOLO ATOPO £XOUV TN SuVATOTNTO VO £PXOVTOL TILO TAKTIKA OE €O PE SLOKNTIKAG

oteAEXN

MapdAAnAa, kABe pavatlep Xpetalstat va £xeL ot S1A0£0T TOu/TNG TA ATTAPA(TNTA EPYOAELD
(ekmaibevon, coaching, mentoring, xpovo), wote va pmopsl va Slvel sukalpleg avadel&ng os
atopa mou Sev slval eyyunpéva £Tolpo aAAG (owg ¥petaotoly, TNV TTOPELla TOU £pyou, pLa
urmoothpLEn mou Ba ta BonBnosL va PTACOUV PE ETTITUXLO GTOV OTOXO KAL VA PNV XPEWBO ULV pLo
armrotuyia n omola Ba prTopoloEs va £XEL aTTOPEUXDEL.

y. MapakoAolBnon mpoaywywv & £ppulwy potiBwy: Kabs smixelpnon mpémet va yvwpllet:
e TTOLO Gtopa TTpodyovTal
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® LIE TTOLO CUXVOTNTO
e TOOEC YuValKeC KaL avEpec aveBaivouv emimedo kGO xpdvo
® TTOLO TUNHOTA TTAPOUCLACOUV CUCTHHOTIKEC OTTOKALCELC

8. Amowuyn afloldéynonc pe Bdon mpokotaAPels: ‘Omwe ot MPooAAPELS, £TOL KoL Ol
a&loloynoslc Baotl{ovtol cuXVa O€ OTEPEOTUTIKES avTIAAYPELS N “autdpota” cupmepAdopaTa:
e yuvaikec pe uPpnAA emidoon a&loAoyolvtal XaUNAOTEPO OTLC TIPOOTITIKES
e Avdpec Bewpouvtal Mo KATtAAANAoL yia nysoia Xwplc avTikelpevika dsdopéva
e ovtiylo ta amoteAéopoata agloloyeital n “amoactotikotnta” A n “avtomnemnoi®non”

AvtiBsta, ol 0EloAOYNOELC TIPETEL va OUVOEOVTAL HE TIPAYUOTIKA Oedopgva, OTWC
OUYKEKPLUEVA £pya, emTeVypOTa, S£ELOTNTES, 0TOXOUC AVATITUENC.

Zuxvn mayida

Y £ ETIXELPAOELG OTTOU TO SLIKO{WHG 0TV £€ ATTOOTACEWG Epyacia SlveTal pe TPOTTO adopunTto
A BAoEL CUVONKWYV KOL TIPOTLUNCEWY, TTAPOTNPELTAL CUXVA OL YuVaikeS, AOyw Tou OTL
avaAapBdavouyv meplocdtepeg UBUVEC PpovTidag evtdg omiTioy, TPoTIPoUy va epyddovtal
OTTOUOKPUOHEVA OE PEYOAUTEPO TTOCOOTA AT O,TL oL AvOpeC. AuTO toug StacpaAilsl tnv
gueM&la TTOU £XOUV OVAYKN, WOTOCO TEPLOPLlEL TV OPATOTNTA TOUC OTNV ETTLXELPNON KOl
TNV TPOGCROCK] TOUC O TANPOWOPLEC KOL EUKALPLEC TTOU ETMLKOLVWVOUVTAL dtuta. [Mla va
OVTIUETWITLOTEL TO (PALVOHUEVO AUTO, PPOVTIOTE N €€ ATTOCTACEWCS EPYOCLO VO
ovTipetwmdeTal W MOAVOC TTAPAYOVTOC EPPEONC SLakpLong os aELoAOYAOELS amddoong,
OUENOELG KAL TTPOOYWYEG KaL Vo BETeTE TIC amapaitnteg SikAsidec aowpalsiog (capn
KPLTAPLO, TEKUNPLWON KATL.) WOTE VO amoUYETE TOV Kivouvo.

5.5 EpWTNOELG avOGTOXACHOU & EapUOCHEVA TTapaSeiypata

Ot dtadikaoieg mpooARPewy Kot eTayyeAMOTIKAG EEAENC lval ammd Ta Lo Kplolpo onpela
OTTOU TO £UPUAD oTEPEOTUTIO ETTNPEACOUV, CUXVA 0B£0Ta, TIC PLOBOAOYLKEC SLawopEC. AKOUN
KaL Otav Sev uTTdpXel TPdBean SLAKPLONG, oL ATUTTEG KPLOELS, N EAAeLPn Sopnpevwy epyalsiwy
KOl N AVLON KOTAVOHN EUKOLPLWY HTTOPOUV VA TTAPAYOUV CUCTNHOTIKA AVIOO OTTOTEAECHATO.

Napadsiypa 1- «Asv Oa avté€eL tnv micon»

Mua uon@La yla B€on account manager os statpeia Snpoociwv oxéoswyv SlaBETeL Loxupn
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TEXVOYVWOLa, TTOAUETH spmelpla Kol Ostikéc ouvotdoslc. Katd tn ouvévteugn, amavtd pe
OOPAVELD KOL TEKUNPIWON OTLE EPWTAOELS TTou TNG TiBevtal. Map’ 6Aa autd, petd th Stadikooia,
pavatlep tng stotpelag sk@padel tnv amodn Ot «iowg dsv Ba propgosl va SlaxelploTel
meAGTteC UPNAAC TTLEONCY.

H ektipnon auth 6sv Baoilstat:

® Ot OUYKEKPLUEVO TTOPASELypOTA OTTO TO BLOYPOPLKO TG
e Ot mponyoUpEvV spTELpla SLaxXeipLlong AmaLTtNTIKWY TTEAATWV/LOCWY
® O£ OVTLKELPEVIKG SedopEva atrd T cuVEVTEULEN

Avtifeta, otnpiletal o pLo yeVIK eVTUTIWON KOL OE OTEPEOTUTILKEG TTPOCGSOKIEG yLa TO TL
onuailvel «avtoxn otnv meony.

Tu AeilmeL amd th Swadkacia avth:

e AOPNPEVEC EPWTNOELS CUVEVTEVENG, (B1EC yLia GAOUC/EC TOUC/TIC UTTOYNPLOUC/EC.
AZLoAOYNnoN BACEL CUYKEKPLUEVWV TTOPASELYHATWY CUUTIEPLPOPAC (TT.X. TTWE EXEL
Slaxetlplotel SUCKOAEC KATOOTACELC OTO TTAPEADOV).

e Yuveldntn amowuyn UTTOBECEWY TTOU SEV TEKPNPLWVOVTOL.

To amotéAeopa ival OTL pLa LkavA uTToPreLa ammokAsisTal Oxt Adyw Se€lotntwy, aAAd Adyw pn
TEKPNPLWHEVNCS KPLoNG, ME APECEC EMUMTWOEL TOOO OTh cUVOson TG OpAdag 000 KOl OTLC
HEANOVTLKEC PLOOOAOYIKEC OVICOTNTEC.

MNapadsiypa 2 — «OL EUKALPLEG TTAVE TTAVTA GTOUG ISLoug»

Y e €va SIKNYOPLKO YPOPELO, OL OVABEDELS £pYWV OTPOTNYLIKAC onpaciag amowaocilovtal amo
€vayv oTeVO KUKAO eTaipwy. Asv uttdpxel emrionun Stadikacia KAToypapng TWY EUKALPLWY OUTE
oapn KpLTnpPLa emMAoynC.

AvdAuon twy dedopévwy Selxvel OTL:

e o0LAavdpeg AapBdvouv mrepimou 70% TepLocOTEPESG OVADETELS £Epywy LPNAAG
OpPOTOTNTAC
Ol YUVOILKEC £XOUV TTOPOMOLEC 1 KAl UPNAOTEPEC eMEOOELC GTOUC POAOUC TOUG

® Ol YUVOLKEC CUPPETEXOUV ALYOTEPO OE £pYa TTOU 08NYyoUV OE TIPOAYWYEC KoL AUENOCELG

* X %
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‘Otav tiBstat to (ATNua, N amdvinon sival OTL KEToL TTPOKUTITEL PUOLKA» A OTL KKATIOLOL/EC
Seiyvouv peyalitepn @LAoSo&iax.

Tuamatteital yla va GVTLHETWITLOTEL AUTA N KaTdcTaon:

e Kotaypor twy sukatplwy (£pya, EMITPOTIES, EKTTALSEVOELS, NYETLKOL pOAOL).

e 'EAeyxoc otepeotUMwWY OXETIKA pE TN Stabeopdtnta, th ehodo&ia ftnv
KatoAAnAotntol.

e Alapaveic Sladikaoiec avdBeonc kal eEEMENC, MpooBAotpsg os SAouc/sC.

Xwpl¢ autég Tig mapspPaocelg, ol ploBoloyikeg Slapopeg Sev sival amotéleopa amodoong,
oAAG dviong mpooBaong os EUKALPLEG.

EpwTNOEL avaoTOXAOHOU
NapBdvovtag urodn To TaPATAVW TTOPASELYHOTA, OKEPTELTE:

e Eilvalolmeplypapeg O€oswy Kal Ta KpLTpLa a§loAdynong oo, TEKUNPLWHEVD KOl
SlaB£oipa os GAOUC/EC GTOV OPYAVIGHO GOC;

e [1600 cuxvd avatiBevtal oTPaATNYLKA £pya 0TOUC (BLoug avOpPWTTOUC KalL PE TToL
atttoAéynon;

e Ymdpyouv otddila otn Stadikaoia mpocAnng A TPOAYwWYyNS OTTOU KUPLAPXOUV
UTTOKELPEVIKEC KPLOELC avtl yia Sedopgva;

e Mrmopsite va eEnynoste MARpWC pLa mpoéowath mpoaywyn; MNota otolyela kat mola
KpLTrpLa th otnptay;

e T[lowo pEpog tng Stadikaciag pmopel va palvetal Sikato ek TpwTng OPsws, aAAd vo
TTOPAYEL CUCTNHATIKA AVLOO OTTOTEAECUOTO;

H epyaAelo0ikn twv MpE: Mapepaoceig xapnAou ké6ctoug pe uPnAn emidpaon

1. XpNolpoTIoAoTE pLa oTaOspr] KAl KOToysypoppévn Sopr ouvEvTeuEng yla OAa to
o Lo Atopa, T.X. yla oeAiba pe 10 KOLVEC EPWTAOELS KOL PILO ATTAN KALHOKO!
a&loAéynong.

2. Kpatrote “sukatplopstpo”: £va amho excel mou Ba TepLlypAPEeL TTOLo ATOHO aveAARBE TToLo

* X %
* %
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£€pyo (A tLublvn) kat ToLo dtopo sixe mpdoBaon o Tl idouc ekmaidsuon. Av eppavilovtat
pOTI{Ba AmOKALONG, OKEWPTEITE APECA TTWC PTTOPELTE Vo Ta SlopBwOoETE.

3. Awote TPpooywyEC & auEAOELC o< eTroLa BAon: MnV KAVETE HEPOVWUEVEC, CUUTTTWHOTIKEG
ou€nostc.’Evac eTolog KUKAOC, pE 0TaBEPA KPLTAPLO, PELWVEL TLIC OVIOCOTNTEC KoL AUEAVEL
tnv a&lomotia.

KEDAAAIO 6 — AVTIHETWTITLON EHPUAWYV GTEPEOTUTIWV GTNV EMLXELPNOLAKH TTPAEN

ZKOTIOG EVOTNTAG
No KATAOTACEL OpATO TOV POAO TWV EPPUAWY OTEPEOTUTIWY OTN SLAPOPPWOH ATTOPACEWY,
POAWV KoL apoLBwv.

MaOnoclaka amoteAéopata
Ol ovayvVWOoTPLES KOL OL AVOYVWOTES Ba prropouv:

e va avayvwpllouv TTWE TA OTEPESTUTIO EVOWHOTWVOVTOL O SLOSIKOCIEG KOL TIPOKTIKEG
® VO KOTOVOOUV TOV CUCTHHLKO XOPAKTAPA TNG EUPUANG pepoAnlag
e va ouvSEouv TV amodopnon otePeoTUTIWY HE TN pLloBoAoyikh Stkatoolvn

Ta €ppula oTEPEATUTIO ELVAL KOWVWVLIKEG TTETTOLONAOELS, BaBLd pLl{WPEVES KOL CUXVE 0IOPATEC,
mou emnPeAddouv TO WS AVTIAGUBOVOUOOTE TIC LKAVOTNTEG, TIG CUPTIEPLPOPES KOL TLG
SuvaTOTNTEC AVEPWYV KOL YUVALKWY. XTOV XWPO £PYACiog, uTA TO OTEPEOTUTIO TTALPVOUV
AELTOUPYLKN HoPYA Kol petoppadovtal o SLAPOPETIKES EUKALPLES, KaBRkovta, agloAdynon
KalL, TEAKA, apoLBEC.

Y e avtiBeon pe TIg SLakploeLg, TTou PTToPOoUV VO EVTOTILOTOUV EUKOAOTEPQD, TO OTEPEOTUTIO KAl
ol TpokataAnPeL Asttoupyolv aBpolotikd Kal StaBpwtikd. To {ntolpevo 8w Sev sival va
«OoANGEouv ol dvBpwtrow 1 va e€alelpBolv ta otepedTUTIA KAL Ol TTPOKATAAAPELS AN va
OAANAEEL O TPOTOC PE TOV OTTOLO N ETMIXELPNON OPYOVWVEL, TTopakoAouBel kal SlopBwVeL TIg
OUVETTELEC TOUG.

TuoupBalivel cuxva otnv mpagn
To €ppula otepedTUTIa oTTAVLIO eKPpalovTtal pntd. AvtiBsta, avadlovtal pEoa aTod
(POLVOUEVIKA OUBETEPEC KPLOELS, OTIWC: KSEV £lval KON £TOLPNY, KElval TOAU KA oTo Vol
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otnpilsL tnv opddan, «Sev slval apkeTd PINOSOEN». OL KPLOELC AUTEC CUCCWPEVOVTOL PE TOV
Xpovo kat emnpedlouv amoPdoslc afloAdynong, eEEAENC Kal apoLBAC, Xwpic va
KOTAYPAPOoVTaL f] Vo ap@LoBntolvtal.

6.1Mw¢ Ta octeEPEOTUTTA TAPAYOUV HLOOOAOYLKEG OVIGOTNTES

Ta otepedTuma Asttoupyolv oav £va a0pato clotnpa Tagvopnong, Tou emnpPeadlsl TO TTWE
ovtidapBavopaote tnv afia SLaPOPETIKWYV POAWV KAl pydclwy. TPelC lvatl ot Baotkol
HNXOVLOPO( HECT OTTO TOUC OTTOLOUC TA OTEPEOTUTIO SNULOUPYOUV HLoOOAOYLIKEC SLOPOPEC:

o. Ataopetikn a€loAdynaon tng (dlog S€lotntag avaloya pe To YUAO: Y& TOAAG EpyacLaKd
TEPLBAANOVTO, N ATTOYACLOTIKOTNTO Oswpeital nystik Se€lOTNTo OTAV TTPOEPXETAL QIO
Aavopa, OANG KETTLOETIKOY ] €PN CUVEPYOTLKOY» XOPAKTNPLOTIKO OTAV TTPOEPXETAL OTTO YUVAIKO.
Auto 0bnysl o€ SLOPOPETIKEC aElohoyNoelg amddoaong Kal SLOPOPETIKEG ApOLBEC.

B._Ymotiunon £pyaolwy Tou eKTEAOUVTOL OUXVOTEPO amo Yuvaikeg: Epyaoisg omwg o
OUVTOVIOHOG OpASAC, N SLOXELPLON OXECEWY KOL LOOPPOTILWYV HECO OTLE OMASEC, To mentoring,
n eEuttnpEtnon MeAATWV/I0oWY, BPloKOoVTaL CUXVA €KTOC TNG KETTLONPNGY TIEPLYPAPAS MLOG
Béong kol Sev amotipwvtol pltoboloyikd, mopdtl sival Kplolpeg yia Tt Asttoupyia Ttng
ETOLPELOC.

y. Xtepsdtuma otnv _ovabeon poAwv: Texvikd A uPnAng suBivng kabrnkovta Sivovtat
ouUXVOTEPA OE AvOPEC eTELSN £lval “TTLo KOTAAANAOL”, EVW OPYOVWTIKG KaBnkovta Sivovtal os
YUVOLKEC «YLOTL TO KOTAPEPVOUV KAAUTEPO OE AuTA». AUTEC OL ATMOPACELS Snuloupyolv
SLOPOPETIKES SLOSPOPEC, TTOU EVOEXETAL VO 0ONYAO0UV KOL OE SLAWPOPETIKES OUOLPBEC.

Zuyvn mayida

H avTlpeTwTmion Twy otepeoTUNWY TTEPLOPIIETAL OE HEPOVWUEVES SPATELQ
gualocOntomolnong N ekmaidsuvonc. Xwplg aAlayn twv Sopwv AQPnc amoPacswy, Twy
KpLTNPLwV a€loAdynong kat twv dtadikaolwy eEEAENG, Ta oTepedTUTIO ETTAVEU@PavVi{ovTaL
OKOUN KOL OE OPYAVIOHOUC PE KOAEC TTPOBETELC OE O,TL AWOopPA TNV EPPUAN LodTNTO.

6.2 NMpokataAneig otnv afloAdynon, ToV KATAPEPLOHO epyaoiwV & Tthv avamtuin nysoiag
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Ta otepeodtuma Sev slval BewpnTkEC €vvoleg, oANG emnpedlouv kdBe emimedo tNG
KaOnpuepLvnc Asttoupylag plag emxeipnonc. ISwattepa:

o. Tnv a€loAdynon andédoong: Ektetapévn peAétn (McKinsey 2016) £xel Sei€st OTLOL yUVAIKEC
AopBAvouv  TTEPLOCOTEPO  TIEPLYPAPLKA KOl  ALYyOTEPO  TEXVIKN ovatpopodotnon,
a&loloyouvtal ouyxvotepa otn PAon TG CUPTIEPLYOPAC TApPd TNG £mMB00NEC TOUC KOl
AapBdavouv xapnAdtepn Babpoloyia o SLOCTACELS TTOU ApOoPOUV TLE TIPOOTITIKES TOUC, AKOuUN
KOIL JE TTOPOHOLO ATTOTEAECHATO OTO TTAPOV PE TOUC AVEPEC.

B. Tov KOTAUEPLOYO £pyaolwy: H Katavour Twv €pyaclwyv cuxvd odnysl o avemionun
e€e1bikeuon. MNa mapddelypa, Aoyw oTEPEOTUTIWY YUPW OO TIG NYETIKEG 8£ELOTNTEC N TG
gublvec povtidag eKkTtdC €pyooilog, oL  YuvaikeG avolopBAvouv TTEPLOCOTEPES
KUTTOOTNPLKTLKES» EPYACLEC, EVW OL AvEpeC avalapBAvouV TTEPLOCATEPES EPYOTLEC TTOU TOUG
Stacpaliouv opatdtTnTa pEca oTov opyaviopd. Ol mpwteg omdvia 0dnyolv OE TTPOOYWYEC,
evw oL 6eltepeg 0Snyouv.

Zuxvh ayida

H emuxeipnon Oswpsl 6tL ot Sladikacieg tng sivat oudetepeg emeldn spappolovtal Pe Tov
(810 tpd™mo 0 OAOUG Kat OAEC. H Ttutiik tlodtnta, OpwCE, Sev eyyudTal OUCLACTLKN LOOTATA
OTAV TO KPLTNPLA KL oL TTPOaSoKIEC £XOUV SlapopPwBsel péoa o £va repLBAAAoV OTToU Tal
oTePEOTUTIO TTOPAPEVOUY adpata. Omwe Sslxvel n evvola tng eppeong dtakplong (Keg. 3.1),
TTPOKTLKEC TTOU (PailvovTal OUSETEPEC PTTOPEL VO TTOPAYOUV AVIOA OTTOTEAECHOTO.

6.3 KaOnpeplvég CUPTTEPLANTITIKEG TPAKTIKEG Slolknong

A VO OVTIPHETWITLOTOUV OTTOTEAECHOTIKA TO OTEPEOTUTIO, OL EMIXELPAOELS XPELGlsTaL Vo
ovamtuEouV KaL va EQappOCOoLV PNXaviopoUg Tou oAAG{ouV T cuvABEsLEC TwV pavatdep, Kot
OXL OTTAWC TTOALTIKEC TTOU HEVOUV Ot ouPTAplo. Meplkd TTOPASElYHOTO TTPOKTIKWY TTOU
HELWVOUV TIC TTPOKATOAAYPELS oTNV KaBnpeptvoTnta pavatlep kol epyalopEvwy:

o. Kdvete tnv “adpatn” epyacia opath: Kataypdte epyaciec mou emavalapBdavovtot aAAG
Sev avayvwpillovtat (cuvtoviopog, mentoring, ppovtida opddag) KoL avapePOEiTE O AUTEC
OTLC CUVAVTHOELG TNG opddac oag, TS agloloynosl amdédoong, Tig kabnueptvéc oulNTAOELC.
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ZnHeilo avaocToXaoHoU

MoLo X0 pOKTNPLOTLKA ETILRPAREVOVTAL OTOV OPYAVIOHO HOC WE KOUVOHLKA», KNYETIKA»
KOTPOATNYLKAY; X€ TTOLOV BOBOpO TO XOPOKTNPLOTIKA OUTA CUVOEOVTAL PHE CUYKEKPLUEVO
E€PPUAA TTPOTUTIA CUPTIEPLYPOPAC; Mota dtopa XpelddeTal vo TTIPOCAPHOOTOUV VLA VO
BewpnBolv «katdAANAay» KoL TToLa Oswpolvtal € oplopol cUPPBOTA PE TO TTPOTUTIO;

B. EEwcoppomnote tnv katavoun twv epyacwwyv: [pocBéote ouveldntd meplocodtepn
TTOLKIAOpPOPYLa OTO TTOLO GTOA AVOAQUBAVOUV TTLO ATTALTNTIKG KaBrkovta, evOappUveTE TNV
£VOAAOYH OTLC UTTOOTNPLKTLKEC EPYACLES, KAOLEpWOTE SLOPAVELD OTLC avVaBETELC.

v. Awote b&ikaln avotpowoddtnon: ‘Otav Sivete avatpowoddtnon, avapepbeite oe
OUYKEKPLUEVEC CUMTIEPLPOPEC KOL HETPNOLUO amoTeEAEopata. M.X. «KOAOKANPWOEC TO £pyo 2
eBSopadec vwpltepay» avtl yLa «eloal TTOAU OPYOVWTLKAY.

8. Aopnote Tt cuokEPelc o ouveldntd: To otoixnpa ivat OAa Ta ATOHA VO CUPPETEXOUV
LOOTLHA KaL VO yivovTal 0patd. Evac TpdTTog yLa Vo TO TIETUXETE £LVAL VO TTOPOTNPAOETE KAl val
kataypapete mola Atopa pholv Kal moOco. Av n ouppstoxf] Sev slval LOOPPOTINUEVN,
(PPOVTILOTE VO SWOETE EVEPYA XWPO KAL XPOVO GTA UTTOAOLTTO ATOHO VO GUVELC(PEPOUV.

e. EBSopadilaia mpaktikn “EAéyxou twv mpokatoAnbewv” (5 Asmtwv): KdBe €BSopdda,
TTPOOKOAECTE TOUC/TLC pAvatdep TNG ETALPELNC VO OTTAVTACOUV OTLC £€NC EPWTNOELG:

Moto dtopo amod tnv opdda toug sixe MpooRBach o€ suKALPleG avATITUENG;

Molo dtopo avélaBe SlokntikA epyooia;

Tiavatpowoddtnon £Swaoay Kat pe Trota Statumwon;

MapatnpoUlV KATTOLO MOTIBO OTLC ATTAVTOELS TOUG;

Kataypd@EeTe TIC ATAVINOELS TOUG KAL TTApoKoAouBnote Tig yio mbavd potiBa Stakploswv.

6.4 EpwTNOELG aVaoTOXUOHOU & EQAPHOGHEVA TTApASELypaTa

To €pupula otepedTuma Sev eK&NAWVOVTOL HOVO PECA OO PNTEC Slakploslc. MoAL cuxva
EVOWPOTWVOVTOL OE KABNUEPLVEC TTPOKTLKES, TTPOCTOOKIEC KOL ATUTIEC AVOOETELC EPYOTLWY, OL
oTTolEC OEWPOUVTAL KPUTLKESH 1] KAUTOVONTECH.

.
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MNapadsiypa 1- H «autovontn» opyavwTiKi GUVELCPOPA

Y e pLa pkprn opdda ypageiou, pla epyaldpevn €xet sEeAxOel dtumma 0To MPOCWTTO OTO OTTolo
olol/ec ameuBlvovtol Vo OpYavVWTLKG {NTAPOTO: CUVTOVIOMO OUVOVTNOEWY, E£TMAUCH
TTPOKTIKWY TTPORANUATWY, UTTOOTAPLEN CUVOSEAPWY, ETTIKOLVWVIA PETAED TUNPATWV.

H ouvelopopd auth:

e OevTIEPLYPAPETAL OTNV ETTIONHN TIEPLYPAPR TNS O€0oNC TNC
e Oevafloloyeltol cuCTNUOTIKAG TNV amOS0aH TG
e Osevouvdestal pe avEnon apotlBng N e€EAEN

AvtiOeta, Oswpeltol KKOPHPATL TOU XOPOKTAPO TNC» A KKATL TTOU TNG Byoivel UOLKE». Me tnv
TApodo Tou Xpodvou, N epyalOPEVN BPLEPWVEL CNHUAVTIKO TTOCOOTO TOU XPOVOU TNG o€ POAOUG
OUVTOVIOPOU, XWPLE va avayvwplletal wS ATopo pe augnpevn euBuvn f 8g€ldtnteg Slolknongc.

TiuoupBaivel otnv mpadn:

e HouvalocOnpatikA KoL OpYOaVWTLKA Epyacia TapapEVEL aopath.

e Hepyaldpevn £xeL AlyOTEPO XPOVO YLa KABNKovTa TTou 0ELOAOYOUVTOL KETTIONHOY.
Anploupyeltal Eppeon pLoBoloyikr) aviocoTnTa, OXL AOyw XopnAdTePNC amdédoong, aAd
AOyw Aviong avayvwplong tng o&lag tng epyaociag.

MNapadsiypa 2 — KAVTEXEL TTEPLGCOTEPO TNV THECH»

Ye pla opdda £pyou o€ £va APXLTEKTOVIKO ypowelo, pia pdvotlep TPETEL va ovabEosl £va
(Slaltepa amaLtnTkKO €pyo, PE OTEVA XPovodloypdppata Kol augnuevn €kBson os €vav
onuavtikd meAATN. Xwplg va e€stdosl Sedopeva amddoonc 1 StabeotpdtnTag, EMAEYEL EVav
avdpa epyaldpevo, OewpwVTag OTL KElval TILO SLOOECIPOCY.

H uméBson avtn:

e Sev Baoiletal o mponyoUpeVEC EMSEOOELS
e &evoulnteital ye tnv umdAoLrn opdda
e Ogevouvodeletal amd tekpnplwon
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Ot gpyalOpeveg TS opddac amokAsiovtal clwtned amd pla sukalpia uPpnAng opatdTnTac, N
otrola Ba prmopovoe va 08nynost o HEANOVTLKH TTpoaywyn 1 avEnon.

To amotéAeopa:

e OL{bleg opadeg avOpWTWV OTTOKTOUV CUCTNHOTIKA epTteLlpieg «uPNARG a&lagy.
e OLpLoBoloyIkEC SLaopEc sevioxVovTal pakpompdbeapal.
e H dvion katavopn sUKaLpLWV sppavideTol apyoTeEPO WE KPUOLKN Slapopd sEEAENTY.

EpwTNOEL avaoTOXAOHOU
Me Bdon ta mapamdvw Tapadsiypota, avaloyloTeits:

e T[loleg epyoaieg otny opdda oog yivovTal CUCTNHATIKA KOLWTTNAGY, Xwplg emlonun
avayvwptlon f agloAdynon;

e [loleg umToBE£oELC KAVETE —eVEEXOUEVWE XWPLE VA TO AVTIAGPBAVECSTE— YLO TIC
SuvatdtnTeg, TNV avtoxn A th SLaBECLPOTNTO AVEPWV KOL YUVALKWY;

e Tieldoucgavatpooddtnon Slvete cuXvOTEPO OTLC YUVAIKEC (T1.X. VL0 CUVEpPYAOCiA,
uTTOOTAPLEN) KaL TL oTOUG AvEpec (T1.X. yLa nyeoia, phodogla);

e [lolo dtopo otnv opdda cog avolopBAVEL TO TILO ATTOLTNTIKG ) OPOTA KOOAKOVTA KAl PE
TTOLO ALTLOAOYNoN;

e T10a daA\ale otnv KaBnuepLv AstToupyla TG ETALPELNC 0OC av EPappOlaTE, yla Evav
HAVA, CUVTOPOUC EAEYXOUG TTIPOKATAANPNG TTPLY OTTO BOCIKEG OVOOETELS 1] OTTOPATELG;

H gpyaleio0qkn twv ME: MpakTikog 08nyog yia Sloiknon Xwpelg mpokataAnPeLg

Ot MUE €£x0uv TNV EUKOLPLO VO OVTLPHETWITIOOUV TA OTEPEOTUTIO TTOAU YPHYOPa, YLaTi
ouvAOWC oL NYETEC/1EeC AsttoupyolV KOVTA OTIC OPASES TOUC, XWPLG TTEPLTTA emimedal
Sloiknong. TPELC APECEC TIPOKTLKES TTOU PTTOPELTE VO 0KOAOUOHOETE:

1. Kataypdayte moto dtopo Kavel tLyia 4 eBSopdadec.'Eva amAo excel pe kaOnuepLvec
EPYOOLEC APKEL yLO VO OTTOKOAUEL OTEPEOTUTILKES KOTOVOUEC.

2. AWOTE OTPATNYLKEG EUKALPLEG P evaANayEG: KABe prva, avaBEote €va amattntiko project
o€ SLOPOPETLIKO PENOC TNE OpGdac.

3. Kabiepwote “tumomoinpévn avatpowodotnon 3 onuelwv”: Kdbe epyaldpevo dtopo
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AapBavet £va BeTikd oxOALo, £va onpeio BEATIWONC, £VO CUYKEKPLUEVO ETTOPEVO BAA.

KE®DAAAIO 7 - AZloAdynon kaw katdtain O£cswv oudEtepn WG TPOG TO (PUAO

ZKOMOG EVOTNTAG
Na TopoucLACEL TN onpacia TG oUSETEPNG WC TTPOC TO PUAO ATTOTIPNONG OE0EWY WG
BepéAo tng long apolBAG.

MaOnoclaka amoteAéopata
Ol ovayVWOTPLES KOL OL OVOYVWOTEC Ba prropouv:

® VO KOTOVOOUV TNV £VVOLd TNG KEpyaolog long aglagy
e va yvwpldouv Ta BactKA KPLTAPLO amoTipNong O€oswy
e va avayvwpllouv KivdUvoug EPPUANG TTPOKATAANYNG otnv a&loAdynon poAwv

'loWC TO TILO GNUOVTIKO OTOLXELO TNG PLOBOAOYLKNG LGOTNTAC VO £lval N amoTipnon tng aglag
TNC epyaciag: av SU0 SLaWopeTIKES OE0ELG £xouV lon a&la, N apoLBr TTOU TOUC OVAAOYEL TIPETTEL
va glvat (on, ave€dptnta amd to UAO twv epyalopévwy A T «PUan» tou poiou. Opwg, N
amotipnon tng a&lag tng epyooiag dev sival pla ammAn Stotkntikn doknon. Etval n Stadikacia
TTOU OPYOVWVEL TO PLoBoloyikd cuotnua, Sopel Tt Baduidsg (grading), kabopilel to UpPOG
Twv apolBwy, meplopilet tig mpokataAnPelg kat umootnpilel tn ouppdpPwaon pe tnv Odnyia.?

7.1 Tuelval Kat yati elval GHHAVTIKI

H a&loAoynon Bsoswv epyaoiag slval oudEtepn WS TTPOC TO PUAO OTaV:
e PBaollstal og AVILKELPEVIKA KpLTAPLO
e c@appoletal pe tov (610 TpOTTo 0 OAEC TIC OE0ELC
e Ogv EVOWMOTWVEL oTEPEOTUTO (T1.X. TEXVIKEC 8eELOTNTEC = LYPNAN afla, OPYAVWTLKEC
8e&Lotnteg = xapnAn a&la)

3 MTopeite emiong va avatpégete otn Alota EAEyxov ya v Tagwvounon & AfloAdynon Ocoewv epyaciag yia ToAn
HKpEG eTtixelpnoets kat ot Alota EAéyyou yia tnv Ta&wvounon & Afloddynon Oéoewv epyaaiag yia MPE & peydaieg
ETXELPNOELG TIOV £x0UV SnulovpynBel oto TAaiolo tov Epyou.
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® TEKUNPLWVELTIC OTTOPAOELS
e pmopeslva eEnynOsl EekdBapa os epyalOPEVOUC/EC KAL EAEYKTIKOUC (POPELC

H StaocpdAion twyv mopamdvw TAPOPETPWY elval Kplowpn, emeldn amoteAel to povadiko
o&lomoto pnxaviopd mou Staowaolilst otL n afla g epyoaociac kabopiletatl amd ta
TTPOYHOTLKG XOPOKTNPLOTIKA TOU POAOU KOL OXL OTTO OTEPEOTUTIA ] SLAXPOVIKEC TIPOAKTIKEC. 2 €
TTOANEC EMIXELPAOELS, Ol pLoBoloyikeC Sopéc €xouv Slapoppwdsi otadlakd pe Bdon
umoB£oelc («auth n SouAeld sival mavta mo SVokoAn») A Mopadooelg («autdS o PONOC
opeiBetal ouvABWC TTEPLOCATEPON), OL OTTOLEC CUXVA EUVOOUV ETTAYYEAUOTO Kal KaBnkovta
TTOU OUVEE£0VTOL PE AVEPEC, EVW UTTOTLPOUV EPYOCLEC TTOU CUVOEOVTAL PE YUVOLKEC.

Zuxvh ayida

H emuxeipnon ouyxéet thv a€loAdynon O€oswy pe TNV 0€LOAOYNCN TWV OTOPWY TTOU TLG
katexouv. Opwe n a&loAdéynon Boswy Baoilstal otnv €vvola tng long aglag (Key. 3.2), Oxt
oth cluykplon titAwy f Tpocwnwv. H ammotipnon tng a&lag poag O£ong mPETeL va apopd To
TTEPLEXOHEVO, TLC ATTALTOELS KL TLG EUBUVEC TOu PpOAOU — OXL THV amOS0aN, TNV EPTIELPLA A
TA TTPOCWTILKA XOPOKTNPLOTIKA Tou epyalOpevou N TtnG epyalOpPEVNC TTOU TOV OOKEL.

Me éva oub£TEPO WE TTPOG TO PUAO cUoTNa aEloAdynong Beoswy, KAOe emixeipnon:

e TpoAapBAvel aouveldNTEC TPOKATOANYPELS

® TEKUNPLWVEL AVTIKELPEVIKA TIC HLOBOAOYLIKEC TNG ATTOPAOELS, OTTWC amattsl n Odnyia

e amoWelysel HLOOOAOYIKES OTTOKALOELS TTOU SeV pTopolv va SikatohoynBoulv

e cvioxUeLtn Sikaltoolvn KoL T Stagavela, SIEUKOAUVOVTAC THV KATovonaon Kot amodoxn
TWV PLOOBOAOYLKWYV TTOALTIKWYV ATTO TOUG/ TG epyalOPEVOUC/EG

e Swaowolilel Bwwolpn ploBoloyikn LooTNTo, yiatl ovtipetwmi{sl TIC ALTiEC Tou
TTPORAAHATOC KoL OXL HOVO TO CUUTITWHOTA TOU

7.2 Ta 4 kprtipua tng EE (Asiiotntec-Mpoomadeia—-EuOOvn—-ZuvOnKeCg)
H O8nyla opilsl 6Tl ta cuotApata afloAdynong A amotipnong O€oswy mpémet va Baoilovtatl
UTTOXPEWTIKA O€ 4 KpLTApLla — ta omola suBuypappidoval KoL PE TO AVTIOTOLXO TTAGLCLO TG

AteBbvouc Opyavwaonc Epyaaotoc:

o. As€lotnteg (Skills): TEXVIKEC, ETOYYEAPATIKEC, KOLVWVIKEG KOL YWWOTIKEC SeELOTNTEC.
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>uyvn moyiSa: ATOTIPHWVTAL HOVO OL KTEXVIKECY SEELOTNTEC KAL UTTOTIHWVTOL Ol SEELOTNTEC
OUVTOVLOPOU, ETTIAUCNC OUYKPOUOEWY, EEUTTNPETNONG TTEACTWV.

B.Npoomdabeia (Effort): Duoikn, yvwoTIKA KAl cUVALCONPOTIKA TTPOOTTAOELO.

Yuyvn mayida: H ouvaleOnpatiki mpoomdBeta (m.x. Staxeipton SUoKOAWY TEAATWV/LCOWV)
TTPETTEL VA OTTOTIPATAL, EVW cuVABWC TTapaAsimeTal.

y. EuBUvn (Responsibility): OtkovouLkr, ETIXELPNOLOKN, VOULKA VB0V, EUBUVN 0CPAAELOC KAl
guBLVN avBpwTTWV.

>uyvn mayida: n «eubivn avOPWTWV» GUXVA ATTOTIPATAL UPNAAG yLa AvOPEC NYETECS, OANG OXL
yla yuvaikec mou cuvtovi{ouv opddeg atuTa.

8. YuvOnkec epvaociag (Working Conditions): ®Duolkég, PUXOAOYLKEG, KOWVWVIKEG N
emkivuveg cuvOnKEC.

Yuyvn Tayida: va amoTIPATOL HOVO N CWHOTIKA KOTATTOVNGH KOl TTOPOAEITTOVTAL TTAPAYOVTES
omrwe uPnAn Puxoloyikr Trieon ) cuvexng Slaxeiplton cuyKPoUCEWV.

o TNV EPappoyr VO CUOTAPATOC AELoAOYNoNS oUSETEPOU W TTPOC TO PUAO, Sev Xpetadlstal
N stolpela va Sltabgtel meplmAoko Aoylopiko. Xpetdadstol Opwe va akoAouBsl pla dopn, pe
OUVETTIELO KOl Tekpnplwon. Ta Boolkd Brpota tng Stadikaciag autAg mepLypdPpovTal
ovoAutikd otov Obnyd via tnv avamtuén & e@oppoyn Juotnuatog Talvounong Kot
AElo\éynong Ofoswv Epyaciag oubetepwy we mpog to UAo tou FAIR PAY.

Znpeio avactoxXacpou

Moleg popweg eubLVNC avayvwpiloupe Kot apsiBoupe o sukoAa; Tnv euBivn yLa
mpoUToAoyLopoUC KAl ATTOYACELG 1 KAl TV VBUVN YLa TOUC AVOPWITTOUC, TIC OXECELG, TNV
TTOLOTNTO CUVEPYOOLOC KaL TNV KaBnueptvi Asttoupyia; MNoteg euBlveg Oswpolps
KOUTOVONTEGY KOL TTOLEG KUETPAOLUESY;
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https://www.kethi.gr/sites/default/files/imce_upload/files/job%20classification%20guide.gr_.pdf
https://www.kethi.gr/sites/default/files/imce_upload/files/job%20classification%20guide.gr_.pdf

7.3 Epwtnoslg avactoxaopoU & s@pappocHEVa Tapadeiypata

H a€loAdéynon O€oswyv epyaciog amoTeAEL Tov TUPAVA TNS APXNE TS long apolBAC yio epyaoia
tonc a&lac.'Otav n amotipnon pLag B£ong Baoiletal os otevd, MOPadootlakd A HEPOANTITIKA
KPLTAPLO, ONpLoupPyolVTOL CUOTNHOTIKEC MIOOOAOYIKEC OVIOOTNTEC — OKOMPN KOl Of
opyavIopoUC TTou Bswpouv OTL AsLtoupyouv «SikaLoy.

Napadsiypa 1- Yotipnon tng Epyaciag GXECEWV Kl SLAXELPLONG GUYKPOUCEWY

e PO ETALPE(O OLKOSOULKWY E£pYyacLWV, oL TexVIKol polotl afloloyouvtal pe uvPnAn
BaBpoloyia, kabwe Bswpouvtal KploLPOoL yLa TV TTapOoXK UTTNPECLWYV. AvtiBeta, ot podAoL TTou
apopoulv TN Slaxelplon TMEAATWV/LOOWY, TNV £MAUCH OUYKPOUOEWV Kal th Slaxesiplon
Kploswv avtipetwmmi{ovtal W KUTTOOTNPLKTLKODY.

H umreBuvn umtootAPLENG TEAATWV/LOOWV:

xelpiletal KaBnpeptva TOAUTTAOKG QLTAPATO

Staxelpiletol cUYKPOUVOELG PE ONUOVTIKO AVTIKTUTIO OTH (P HN TNG ETALPELOG
AapBavel ammowdoslg uto Trieon Xpdvou

emnpPeadsL dpeoa tn dlatrpnon TEAATWV/LOCWY KaL Ta £008a

Qoto0o0, Katd tnv a€loAdynon tng O€ong tng:

e 1 ouvaloOnuatik epyacia Ssv avayvwpllstal we KTTPooTTAdsLa»

e 1 cuBlvn yio tn Slaxeiplon KPIoWWWY TTEPLOTOTIKWY 8EV ATTOTIPATOL LOOTLYO PE TNV
TEXVLKA €UOUVN

® N TMOAUTTAOKOTNTA TNC epyaoiac Bswpeltatl «Sedopgvn»

TioupBaivel otnv mpdaén:

e AsfLOTNTEC TTOU CUVEEOVTOL TTAPOSOCLAKA PE YUVOLKELOUS POAOUC UTTOTLUWVTAL.
e HO<onkatatdoostal os XapunAdtepn ptoboloyikn Baduida.
e Anuoupyeitatl pLoBoAoyiko Xaopa mou Sev pmmopel va StkaloAoynOel avTIKELPEVIKA.
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Napadswypa 2 — Mapwyxnpévn meplypawr 0£onc, AavOaopévn amotipnon

Y€ etolpela peTapopwy, N B€on «Ymevbuvng Zuvtoviopol AmootoAwvy aglohoyndnke Bdoel
pLag maALldc meplyponc O€ong, n omola meploptldtav os Baoikd SLOIKNTIKG KaBrAKovTal.

@ >tnv mPA&n, OpwWGE, N KAToXog tnNg B£ong:
AapBAVEL OTTOWACEL OE TTPOYHATIKO XPOVO VL0 THV TIPOTEPALOTIOLNON POPTIWY

Slaxelpiletal kplopeg KABLOTEPAOELS KOL CUYKPOUOELG PETOED TUNHATWY
EMKOWVWVEL e TEAATEC/LOO0EC OE TTIEPLTTWOELG UPNAoU plokou
emnpeddel Gueoa tnv TAPNON cupBoAaiwy KaL TV LKAVOTIOLNON TTEAATWV/LOCWY

Eme1dn n mepLypagn Sev ixe emkatpomolnOsl:

e 1 «euBlvVN» tng B€ong ummoTLuNONKe
e n«mpoomddeia» aflohoynOnke wg xapnAn
e 1 TTOAUTTAOKOTNTA TNC Epyaciag Sev amotunmwOnke

To amotéAeopa Atav n Katdtagn tng Bsong os xaunAotepn Baduida amd dAAoug poAoug pe
COPWE PIKPOTEPN €UBUVN KaL OVTIKTUTIO, KAl KOT €MEKTACT, XOPNAOTEPN dpolBr amd authv
TTOU AVTLOTOLXOUOE OTNV TTPAYUOTLKN o&la TtnG Epyaoiac.

Epwtnosic avactoxaopoU
Me apoppr ta mapamdvw mapadsiypata, sEstdote:

e [loleg SELOTNTEC ATTOTIPWVTOL TTEPLOCOTEPO GTOV OPYAVIOHO COC KOL TTOLO KPLTHPLA TO
kaBopilouy;

e YTApXOoULV £pyacieC TTOU EKTEAOUVTAL KAONUEPLVA aAAG Sev TrEpLypdpovTal os Kapia
emionun O¢on;

e T[lowol pohot £xouv «mmapadoactakdy» LPNASGTEPN ApoLBr XWPLE OOPr] KOL TEKPNPLWHEVN
attioAoynon;

e Avn emxelpnon cag kalolvtav va eEnynost pla ptoboloyikn Stagpopd, Ba prmopovos
VO TO KAVEL BACEL AVTIKELPEVIKWY KpLTnplwy;
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e [lolec B£oelc £xouv OANGEEL OUCLOOTIKA TTEPLEXOUEVO TO TEAEUTALO XPOVLA, XWPLC
avtiotolyn avadewpnon tnc agloAdynong Kat thS apolBAC Toug;

H epyaleio0nkn twv MpE: AmAomrolnpévn meplypa@ikn pE6odog clykpLlong Ocswv

TuxpelAdeTal YLo PLKPr ETTLXELPNON YLO VO ELVOL OTTOTEAECHOTIKA 0T SnuLoupyla EVOC
ouoTAPATOC A€LoAOYNoNC OLUSETEPOU WE TTPOC TO PUAO;

1. Mia ogAiba avd O€on: pe ocapn TepLypaPr Kabnkoviwy, Se€lottwy Kat euduvnc.

2. Mivaka kptrtnpiwy pe BaBpoAdynon 1-5 yia 6e€ldtnteg, mpoomdBeia, subldvn Kai
OUVONKeC, yLa KABe Ban.

3. Etolo é\eyxo: cUykplon pOAwv, EVTOTILOHO TTPOKOTAAAPEWY, SLOPOWTIKES KIVAOELC.

KEDAANAIO 8 - Awayeipion xacpatog de€lotntwy & avamtugn mpoowIrikou

ZKOMOG EVOTNTAG
Na avadei€el tn oUvdeon peta&l avamtugng Ss€lotntwy, emayyeApatikng eEEAENG Kal
HLOOOAOYLKWV OVICOTHTWV.

MaOnolaka amoteAéopata
Ol ovayVWOTPLES KOL OL AVOYVWOTES Ba prropouv:

® VO KOTOVOOUV TTWCE T KeEVA Se€lotAtwy emnpedlouV TIC ApoLBEC

e va avayvwpillouv EPPUAEC SLaWoPOoTIOLNOELS OTNV TTPOCRaon os ekTTaldsuon Kal
ovAmTuén

® V0O OUVSEOUV TNV AVATITUEN TTPOCWTILKOU PE TN ptoBoloyik Lodtnta

Metd tnv avaAuohn tou pLtoBoloyilkoU XAoHPATOC KOl TWV OXETIKWY Sedopévwy, To TTapov
KEPAAaLo £0TIAlEl O €vav KPLOLMO PNXOVIOHPO HECW TOU OTTOlOU OL OVIOOTNTEC OUTEC
TTOPAYOVTOL KOl EVIoXUoVTaL To XAopa S8£EloTATWY KAl TNV avion mpooRaon o sUKALPLeC
ovamntuénc.

To xdopa &s€lotAtwy Sev sivat amAWC £va TexVIKO {Atnpa ekmaidsuonc. Elvat cuxva Epgulo:
avlpeCc KOl Yuvolkeg ektiBsvtol oc SLAPOPETIKOUC TUTOUC EMPTELPLWY, AdpBdvouv
Slapopetikolc podAoug, evbapplvovTal TTPOC SLAPOPETIKA PHovoTATLa, £X0UV TTPOCRaoN OE
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SLOPOPETIKEC sUKALPLEC avATTTUENC Se€lotrTtwy. Autd dnploupyel Slawopég otnv afla Toug
yla tTnv ayopd epyaciac kot TeAkG 0dnyel og SlapopeTIKEC apoLBEC.

H Saxeipion 8e€lotitwy amoteAsl kopPikd onusio ywa tn pLtoBoloyik odtnta, yatl
emnpeddel tnv amotipnon Béoswy, tnv mpooBaon os sukalplec €EEAENG, TNV KOTOVOMN
gpyaotwv uPnARC euBUVVNC KOL OPATOTNTAC KOL TNV TEALKH apoLBn.

Zuxvn mayida

To xdopa SeEloTATWY AVTIPETWTTI{ETAL WG OTOPLKA EANELPN: «OEV EXEL TIC OTTOPAITNTEG
Se€LoTNTEDY, «8eVv slval akdpn £tolun».’Otav, SpwC, oL EUKALPLEG ekTTaildsuaong, avabeong
£PYWV KoL EKOEONC OE KPLOLPEG EPTTELPLEC BEV KATAVEPOVTAL LOOTLUO, TO XAopa Se€lotNTwyv
Sev MpoKUTTEL TUXALa, 0AAG 0pYaVWOLOKA. ' autd Kal To XAopa S£ELOTATWY TTPETIEL VO
o&loloyeital TAvTa o CUVAPTNON PE TS EPPUAEC Sladpopéc avamtugng (Keg. 3.2) kat oxt
WC OTOULKN €UBULVN.

8.1 Evtomopog xaopatog de§lotitwv Xwpig £ppuin mpokatdiAndn

H xaptoypd@non twv 8£EL0TATWY TWV OTOPWY PTTopel va yivel n (dla iy mpokatdAnyng. Mo
VO OVTIPETWTTLOTEL TO (POLVOPEVO AUTO, OTTALTOUVTOL OUSETEPA £PYOAELD XOPTOYPAPNONG
Se€lotntwy mou meptopilouv TNV MEPACH TWV TTPOKATOAAPEWY OTA TEALKA CUPTIEPACHOTO.
Mepikd ammd autd ta epyaleia pmopei va sivat:

e Aopnuéveg Moteg Ss€lotntwy ava B€on: Ot Se€lotnTeg TPETEL VO CUVOEOVTAL PE TOV
POAO, OXL pE TO PUAO Tou epyalopévou.

e Autoafloléynon pe kaboplopeva kpitnpta: Ot epyaldpevec/ot SnAwvouv ol €XouV
gpTELPlO KOL N AUTOSLAYVWON TOUC SLOCTOUPWVETAL PE TTPOYHOTLIKA TTOpadoTEa.

e Avotpowodotnon oes 360° Bdon kalL o Sopnpévhn @OpHA TOU TTEPLAGHBAVEL
OUYKEKPLUEVEG CUUTIEPLPOPEC KAL OXL TIPOCWTILKEC KPLOELC.

e Avdluon sukalplwy: Mota dtopa €xouv avaAdfel €pya mou StacwoaAillouv uPnAn
OPOTOTNTA PECO OTOV OPYOVIOHO KAl TTola KaBrnkovta poutivag, Auto Ssixvel Tola
ATOHO OTTOKTOUV HELOTNTEC, OXL TTOLA (POILVOVTAL TTLO LKAVA.

8.2'lon nmpbéoPaocn oc ekmaideuon
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Ot yuvalkeg €xouv ouxva mpooBacn os AYOTEPEC cUKALPLEC €EEMENG, OE TTEPLOCOTEPEC
eKTTOLSEVOELC TTOU APOPOUV SLOLKNTIKES SEELOTNTEC, O£ ALYOTEPO TTPOYPGEHHATA ETHOPPWONG
OE TEXVLKEC N NYETLIKEC SeELOTNTEC, 0 Alyotepa TPOTLEKT UPNAAC OpPATOTNTAC.

AUTO TO EMELPPO OVayVWPLONG KaL ETTEVOUoNC odnyel os:
—XOUNAOTEPEC TIPOOTITIKEC

—1TLo apyn eEEANEN

—XOPNAOTEPEC apoLBEC.

Zuxvh ayida

H avamtugn Ss€lotntwy twv gpyalopévwy oxedlalstal Xwpic cUvOEah PE TIC TIPOYHOTIKEG
Sladpopéc eEEAENC KaL Ta cuoTpaTa apolBWY pEca oty etalpeia.’Otav n ekmaidsuon dev
OUVOEETOL YE CUYKEKPLUEVEC EUKALPLEC EEEAIENC, TTAPAPEVEL EVOELEN KOANG TTPOBECNC Kal OXL
£pPYAAElO PEIWONG TWV AVICOTATWV.

Tionpaivel Opwg tlon mpdécBacn otnv MPAEnN;

e 'Ola ta mpoypdppota skmaidsuong (texvikd, nysoiag, PneLaxkd, dlaxsiplong €pyou)
elval Stab<otpa os dAa ta puAa

e Awgavnc Sladikaacio MAOYAEC CUPHPETEXOVTWVY/OUCWY PE KPLTAPLO TTOU UTTOPOUV Vol
£€nynOouv Kal va tekpnpLwbolv

e [1poANmTIKOC KoL OTTOAOYLOTIKOG EAEYXOC CUPHETOXNG KOTA pUAo (kdBs g€dpnvo, To
TpApa AvBpwtivou AuvoptkoU A o/n pavatlep €stalsl TTOLO ATOPO CUPPETELXOVY, OE TL
elbouc ekmatdeVoEeLg, ToLla (PUAG UTTO-EKTTPOCWTTOUVTAL)

e [lpocappoyn TPOYPOUUATWY yia thv umEpPBaon (ouxva £peuAWV) spmmodlwv LY.
EVEALIKTEC WPEG, UBPLOLIKNA eKTTALSEUCT, CUVTOPOTEPEC OIBOKTIKEG EVOTNTEG

TioupBaivel cuxvda oTnv mpaén

Ot sukapieg avamtugng divovtal cuxvotepa os dtopa mou Bswpouvtal N&n «uPnAol
SuvapLlkouy. Me autdv tov TpdTo, N avamtuén Sev Asttoupyel SL0POWTIKG AANA EVIOXUTLKG:
000Ll/£C £XOUV 8N TTPOVOULA OTTOKTOUV TIEPLOCOTEPQ, EVW OOOL/EC £XOUV OTTOKAELOTEL ATTO
ONHOVTIKEC EPTTELPLEC TTOPAPEVOUV TIOW, KAL HAALOTO CUXVA XWPELC OUTO VO KATAYPAPETOL A
va opploBnteitat.

8.3 Amrouyn EppuAwv Stadpopwv avamtuing
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Ye MOAAEC £TOLPELEC TTApOTNnPEital To potifo mou B£AsL Toug Avopec va odnyouvtal o€
TEXVIKOUC, EELOIKEVPEVOUC ] NYETIKOUC POAOUC KOL TLE OL YUVALKEC Vo 08nyoUvtol o pOAOUC
OUVTOVLOTIKOUC, SLOLKNTLKOUC 1 BonBntikouc. Autd Snuioupyel EHPUAC HOVOTTATLO KOPLEPOC,
ta omola emnpeddouv TNV amotipynon tng aflog twv B£oswy, Tov pubpo €EEMENC atdpwyY
Stapopetikol pUAou, Tto UPOoC Twv apotlBwWv KatL Tthv TpdoBaon os nystikéC O€oslc. MNa tnv
OTTOPUYHA GUTWV TWV EJPUAWY SLOSPOPWY, TTPOTEIVOVTOL OL TIOPAKATW KOAEC TIPOKTIKEC:

o. Eval\oyn  Ofoswv  pe  OUYKEKPLPEVO otoxo: Auvvatdtnta Sokilpung os  O£oElg
TEXVIKWV/NYETIKWY KABNKOVTWYV a1td 0ca dtopa Sev £Xouv okopn mpdoPBaon o€ QUTEC.

B. Katovoun omaltnTIKWY KAl UTTOOTNELKTIKWY £PYWV PE CUCTNHUOTOTIOLNKEVN EVOAAQY).

y. Aopnugva mpoypdppata mentoring mou cuv8£ouv epyalOPEVO ATOMO PE OVWTEPA CTEAEXN,
HE OTOXO TNV aVATITUEN TWV S£ELOTATWY KaL TNV 0paTtdTNTA TOUC.

8. Emave€£taon kpttnpiwv mou opllouy ToLa ATopa £X0UV “TPOOTITLKEC”: TO KPLTAPLO TTPETIEL
VO ELVOL CUYKEKPLUEVO KOL TTOPATNPACLHPO, OXL UTTOKELPEVIKA KOL OTEPEOTUTILKA.

Znpeio avaocTtoXaoHou

Mola dtopa eMAEyOVTAL yLd TTpoypAppoTa mentoring, coaching 1 cuppetoxn o< €pyo
uPNAAC opatdTNTag; Me TTola KpLtrpLa AdpBAvVoVTaL GUTEC OL ATTOPACELS KOL TTOLO ATOO!
HEVOUV OUOTNHATIKA £KTOC; MWE emnpeddstl autd tn peAAovVTLIKN €EENEN KaL TNV GPOLBH TOUG;

8.4 TUvbeon deElotTwy pe Ttn pLoBoloyikn Stapaveia

H Slaxeipton Sg€lotntwy kat n ptoBoAoyikn Stagavela sival dppnkto cuvoeSepeveC, yU auTo
n O&nyla armattel tnv spappoyrn cuoTNUATWY amoTipnong t¢ oflag twv B€oswy, Tou
a&loloyouv Tig S€LoTNnTEG, TNV TPOOoTIABELa, TNV €UOUVN KOL TIG CUVOAKEC EpYOOLag TG KABE
B€onc. Av n emixeipnon Sev £xel EekdBapn lkdOVa TwV S£ELOTATWY TTOU £XOUV AvaTTTUXOEL A
Sev avayvwpilel 6eELOTNTEC TOU GELOTTOLOUVTOL KOLWTTNAGY TOTE N afloAoynon twv BEoswv
vivetal AavBaopéva, ol Babpuidsc mapapoppuwvovtatl, n PoaAida twy apotBwy avolyst. Mwg
OPWC oUVOEOVTAL TIPAKTLKG oL S£€10TNTEC pE TNV a€la plag B€ongc;
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o. H a€la plog B£ong kabopiletal amd To OTOLXELO TTOU ATTALTEL OUTH VL0 VO EKTEAEOTEl CWOTA:
TO TTPWTO ATTIO OUTA TG OTOLXELD elval ot SeELOTNTEC, TTOU SElXVouV TTOCH TEXVOYVWOoia, TTOoN
KPLTIK oKEYPn, moon subldvn kot moon mpoomdbsela xpeldletal ylia va omodwosl €va
gepyaldpevo dtopo oto poho tou. MU autd n Onyla amattei ta cuotApota agloAdynong
Béoswv va otnpilovtal os oapn, KaTtayeypappeva kpttipla Ss€lotAtwy. Av ot 6eELoTNTEC
ploc Oéong 8ev €xouv yaptoypawnBel, tote n afla tng Sev pmopsl va amotiundsl
OVTIKELPEVIKA KO, KOTA OUVETIELD, SEV PTTOPEL Vo TEKPNPLWOEL oUTe N Babuida olte n apolBh
t™¢c. H oxéon autn silval ypoppLkn): 600 IO ATMOLTNTIKES ol Se€ldtnteg plag B€ong, téoo
uPnAdtepn N a&la kot n n Baduida tng kat téoo uPnAdTePN N apoLBr TTOU TNG AVTLOTOLXEL.

B. OL 6€€lotNnteg Sev emnpedlouv povo tnv a&la tng B€ong, emnpsddouv Kat TV eEENEN Twv
otopwyv. Av ot gpyaldpeveg £xouv Tieploplopévn Tpocfacn os Kplowpeg Se€ldtnteg, os
TEXVLIKEC EPTTELPLEG ) O£ £pya LPNAAG OPATOTNTAG, ATTOKTOUV ALyOTEPA £PAOSLO YLO TTPOOYWYI.
To xdopa 6£ELoTATWYV YIVETOL XAOHO EUKALPLWVY KOL TEALKA PLoBOAOYLKO XAGHA.

y. TENog, oL 6€LotnTeC lval 0 pNXavIoPOC TToU evepyoTToLEl KoL SLOPOWTLKEC evEpyeleg.'Otav
pla B€on elval umotipnuevn poBoloyikd, ouxvd outd oupPaivel emedn dsv £xouv
ovayvwplotel 6€lotNTeg TOu oTNV TPAEN amattolvtal Kat alomolouvtal kabnpepva. H
SLopBwon tng adikiag Eekivd, AoLmov, amod TtV avabewpnon TS TEPLYPAPNCS Tou poAou, TV
okplBn katoypapn &c€lotAtwv kal tnv emavagloAdynon tng Pobuidag otnv omola
EVTAOOETOL | CUYKEKPLPEVN B€on.

8.5 EpWTNOELG AVOOTOXAOHOU & EQUPHOCHEVA TTapadeiypata

H avamtuén 6s€lotntwy dev sival oudstepn Swadikaoia. OL amopAcslc yla to moloc/a
ekTTOLSEVETOL, OE TTOLO OVTIKE(YEVO, PE TTOLO EVIOON KOL PE TIOLO TTPOOTITIKA €EEAIENC
eNPEA{OUV APECA TLC EMOYYVEAUOTIKEC SLadpopeg Twv epyalopévwy Kat, os BaBog Xpovou,
TI¢ pLtoBoloyikeg toug amoAaBeg. ‘Otav n mpdoPacn otnv avamtuén Ssv slval LOOTIN, TO
HLoBOOAOYLIKO XAopa SLEUPUVETAL, AKOHN KOL OV OL APXLKEC APOLBEC PaivovTal «SIKALESY.

MNapadsiypa 1-"Aturn avdantugn ds€lotntwv

Y€ PLO OLKOYEVELOKNA EEVOSOXELOKN HOVASO OE TOUPLOTLIKO TIPOOPLOUO, N Slolknon emevoUEsL
KAOe xpoOvo otnv skmaibsuon twv mpolotapévwy Bapdlwy ot SlaXelplon KPATHOswyY, oTa
PNPLokd cuoTApATa TIHOAOYNONG KOl oTtnV emMKowvwvia pe iteBveic ouvepydtec. Ot poiot
outol katalapBdavovtal oxedOV aTTOKAELOTIKA IO AVOPEC.

o
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Ot yuvaikec epyaldpevec otn peosPLov:

® OTMOKTOUV EUTTELPLO HECO ATTO TNV KOBNUEPLVA Epyacia
e KOAUTITOUV CUXVA AVAYKEC EKTOC TTEPLYPAPAC BEoNC
@ e poBaivouv «aotnv MPAEN» XWPLS EMonN avayvwpLon

Qotodoo:

e Sevevtdooovtal o EMONUO TTPOYPAPHOTA OVATITUENG
e S&v ATTOKTOUV TIOTOTIOLNHEVES SEELOTNTEC
e SevOswPOLVTOL KETOLPESH VL0 TIPOOYWYH

Me tnv mdpodo tou Xpovou, oL AvdpeC epyolOPEVOL OCUYKEVIPWVOUV TIEPLOCOTEPEC
8e&lotnteg, avalapBdavouv poloug upnAotepng eublvng Kat apcsiBovtal TeEpLooOTEPO, OXL
AOYW OVWTEPNG LKAVOTNTOC, OAAG AOyw Gviong TpooBaong otnv avamtuén.

T SeixveL To mapadsiypa:

e H dtumn padnon 8ev tlooduvapel pe sTayysApaTik EEAEN.
e To xdopa d€lotNTwy dnuloupysitol pEoo oTov (510 TOV OpyavIoUO.
e HploBoloyikn avicdtnta eppaviletal oTadlokd kot SUOKOAD VOO TPEPETAL.

MNapadewypa 2 — Ekmaidsuon «ywa Alyoug» oto Atavepmoplo

> e oAuciba AlavikoU eptroplou, N TaLPElD TTPOCPEPEL TTPOYPAUHO AVATITUENG OTEAEXWV YLd
B£0£1¢ KATAOTAMOTOC. H EMAOYH TWV CUPPETEXOVTWV/OUCWY YIVETOL ATUTIO, BACELELCYNONG
Twv SLEVOUVTWV/ PLWV KATOOTAPATWV.

Ta 6sdopeva Selyxvouv otL:

e 0oLavdpec epyalOpEVOL EMAEYOVTOL CUXVOTEPD YLO TO TTPOYPA MO
® Ol YUVOIKEC TTOPAPEVOUV TTIEPLOCOTEPO O POAOUC TIPWTNGS YPAMMNAG
® ) CUPPETOXN OTO TPOYPAUHO 08NYEl oXeSOV OUTOUOTO OE TTPOOYWYNA

. ’
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H Stolknon Bewpel 4Tl «aTTAWC EMAEYEL TO ATOPO PE TTPOOTTITIKAY, XWPLC va eEetdlsL:

av 6\ol/e¢ sixav lon mpdoBach otnv MANPOYPOPNCN YLO TO TTPOYPAHHA

® OV TA KPLTAPLO EMAOYAC ElVAL AP KOL TEKUNPLWHEVA
OV Ol YUVOILKEC aTTOKAEloVTAL AOYW LTTOOECEWYV yLa TN SLOOECIPOTNTA, TIC OLKOYVEVELOKEC
UTTOXPEWOELG TN “@LAodogia” Toug

To amotéAeopa sival £€va CUCTNPOTIKO XAopa SeELOTATWY KAl epTTELplag TTou petappddetal
o< SLOPOPEC APOLPWYV KL LEPAPXIKAG EEEALENC.

EpWwTNOELS AVAOTOXAOHOU
Me Bdon ta mapamdvw mapadslypata, avapwtnOslte:

e T[lowot epyalopevol/s¢ otov OIKO OCOC OPYOVIOPO OCUHPHETEXOUV OUXVOTEPO OfF
TTPOYPAPHATO EKTTAOEVONG KAL YLOTE;

Ymdpxouv 6£ELOTNTEC TTOU ATTOKTWVTAL ATuTTa 0AAG Sev avayvwpilovtal emionua;

MW¢ EMAEYOVTOL TA ATOHA VL0 TIPOYPAMHOATO AVATITUENG KOL TIPOAYWYNG;

‘Exouv 6\ol/s¢ lon pdoBacn otnv TANPOoYOpNon yLO EUKALPLEC pabnong;

Moleg amoPAoELC AvATITUENC TTPOCWTILKOU GAPEPD Ba eTNPeAdoouV TIC apolBEG os 3-5
XpovLa;

H epyalAs100nkn twv MpE: Mpoottég Suvatotnteg ekmaidsuong XapnAou KOGTOUG

Ot MpE pmmopoUv va TIpOC(EPOUV OUCLATTIKA AVATITUEN OTLC/TOUG £pYa{OPEVEC/OUG TOUG
XWPLC UPNAS KOOTOC, APKEL VO TO KAVOUV CUCTNUOTIKA KOL PE KPLTrpLa Stkatoolvnc.

o. Microlearning (5-10 Aemitd): Z0OVTOPEG EKTTALOEVCELG OE PNPLOKES BEELOTNTEG, NYETIKEG
Se€1otnteg, cEuTTNPETNON TTEAGTWV/LOCWV.

B. On-the-job shadowing: 'Eva epyaldpevo dtopo mapoakoAouBel yia 2-3 WP Eval
uPnASBabpo otéAexoc os GANo poAo.

y. Evbostatpikn avtaAoyn yvwong: Kabe pava, éva epyalOpevo dtopo skmatdeleL thv
opada og pLa Xpnotpn 8€ELOTNTO TTOU KOTEXEL.

8. Awpeav mAatpoppeg: Coursera, edX, LinkedIn Learning (e xapnAo kéotog). H MuE

* X %
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* *

This Project is co-funded by the European Union




pTTopel va emAéyet ekmatdeVoelg Tou cuvdEovtal pe Se€lotntec uPnAic alac.

€. MikpOtepa £pya: ZTOXEUPEVEC ULKPEC avaBEaeLg TTou XTI{OLV TTPOYHATIKEC SEELOTNTEC pE
TNV KaBodnynon twv pdvotdlep.

ot. Evbostalpikd mentoring: Xwpig KOGTOG, HOVO PE TNV EMTEVEUGCH XPOVOU Ao TG ATOUO.

¢. AvaAuon cuppstoXwy ava @UAo 1popd/stoc: Eva amAo spreadsheet mou Ssiyvel mota
Atopa EKTTOLOEVOVTAL KL TTOLO EVEEXOHEVWCE PEVOUV TTLOW.

KE®DAAAIO 9 - Zulloyn, avaluoh & avapopd ptcOoAoytkwv dedopévwy

ZKOTOG EVOTNTAG
Na rrapouactdosl th cuAloyr Kot avaAuon edopévwy we Baaotkd epyaleio Sla@aveLag,
Aoyo80oaiag KaL opyovwaolakhg pabnonc.

MaOnoclaka amoteAéopata
Ol avoyVWOTPLEG KL OL BVayVWoTeG B prmopouv:

e V0 KOTavoouv ola ploBoloyikd Sedopeva slvat kplotpa
e va gppnveLoLV BacLkoUC SelKTEC PLoOOAOYLKOU XAOHOTOG
e vaavtihapBdavovtatl tov podAo tng avopopdc Ssdopsvwy otn APn amoPacswy

H pioBoloyikn lodtnta ev prropet va Baaoiletat otnv avtiAnyn A otnv KoA mpdBson tou/Tng
gepyodotn/plog, aAAa amattel mapakoAoubnon, Stagdvela kat tekpunplwon. H cuAloyn kat n
avaAuon ploBoloyikwy dedopévwy amoteAolv th BAon the pLtoBoAoyikng Sla@avelag Kat
todtntag. Xwpl¢ ouotnuatiky mapokoAolOnon Kol €yKolpn avoyvwplon TtTwv potiBwy
ovVIoOTNTOG, Kaplo emixsipnon, ave€aptAtwe peyeboug, Ssv pmopesl va Stacpoaliost
oUpPpOpPYwaon pe tnv Obnyla oute va soppdost TNV Lon apotlBn otnv TMPAEN. To Ke@aAalo
oUTO £o0TLddsl Ooto TWG Kplolpeg Stadikaoieg pappoyng tng pLoBoloyikng Slagpavelag
HTTOPOUV VO TTAPAYOUV E(TE OUCLOOTLKA GANQYN E(TE VEEC OVIOCOTNTEC, AVAAOYQ PE TOV TPOTIO
mou oxeblalovtat kat epappolovtat. H avalutiki peBodoloyia cuAloyrg, uTToAoyLopoU Kot
ovapopdc twv ploBoloyikwy Sedopévwyv mapouctdlstal otov [lpoktikd odnyd yia
£PYOSOTEC/TPLEC-ETMXELPNOELC OXETIKA pe T MioBoAoyikn Stawdvela. Yulloyn - AvaAuon-
Epunveio otoiyxeiwyv yia to £ppulo proBoloyikd xdopa tou FAIR PAY.

N
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https://www.kethi.gr/sites/default/files/imce_upload/files/guide%20pay%20gap%20gr.pdf
https://www.kethi.gr/sites/default/files/imce_upload/files/guide%20pay%20gap%20gr.pdf
https://www.kethi.gr/sites/default/files/imce_upload/files/guide%20pay%20gap%20gr.pdf
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9.1 T1 8ebopéva mpEmeL va GuAAEyovTal

OL EMXELPAOELG, PLKPEC KOl HEYAAEC, XPELAleTOL VO CUAEYOUV OUYKEKPLUEVD SeSopéva, Ta
otrola Ba Toug EMTPEPOUV VA aVIXVEUOUV TUXOV HLOBOAOYLKEC AVIOOTNTEC, VO aELOAOYOUV TIC
Stadikaoiec mpdoAnPng kat EEMENC TwV epyalopEVWV KaL, OTTOU ATTALTELTAL, VO OUVTACCOULV
TIC UTTOXPEWTIKEC eKOEoeLC TTou TTpoBAEmovTaL amd tnv O8nyla. Ta Boolkd dsdopsva Tou
TTPEMEL VO GUAAEYOVTAL ElvOL:

o. ApolB£c avd ulo kat ouykpiown katnyopia B€ong (BA. Keg. 3.2). Autd ta Ssdopéva
oUA\éyovtal og emimedo PECOU OPOU Kal OXL TTPOCWTWYV Kol TeptAapBdvouv tov Baotko
pLoB0, ta emdopata, TIC MOPOoXES o< £160¢, Ta bonus.

B. Katavoun epyalopévwy ava BoBuida kat @UAo. Av oL YUVOIKEG CUYKEVTPWVOVTOL
OUOTNHATIKA OE XapnAoTepeg Babuideg, auto amotedel £vEeLlEN cUCTNULKAG AVIGOTNTAG.

V. [1pooAAPELS, TTPOAYWYEC, HETAKIVAOELS KOL ATTOXWPENOELS ava UA0. Ot pOEC TTPOCWTILKOU
TPOC KABe koteUOuvon pmopel va amokaAUpouv gpupeosg Slakploslg mou Segv yivovtal
EUPAVEIC pEoO Ao Ta ploBoAoyika Sedopgval.

8.MpboBaon os ekmaidsuon, avamtugn & sEEAEN. Av KATTOLO PUAO OTTOKAELETOL OTTO EUKOLPLES
EMPOPYPWoNG A £pya uPNANg opatdTNTOC, To LoBoloyikd Xdopa Oa evioXuBstl.

£. Aebopgva anddoonc & a€loloynoswy. Ot Sapopeg ot Babuotoyieg petagd UAWV
ammoteAoUv kplolpo Ssiktn mpokatdaAnyng.

ot. Alawopéc apolBwy >5% petafl ouykplolwwy BEoswy. Bdosl tng Odnylag, ot StawopEg
OUTEC EVEPYOTTIOLOUV OUTOHATO OO Kolvou a&loAdynaon. H katavonon tou oplou autou sivat
BoolkO EKTTALOEUTIKO onUElO AVOPOPAC YLO TIC EMIXELPACELS. VIO TOV UTTOAOYLOPO TOU
ploBoloyikol xdopotog¢ (pEcou kal Sidpscou) pmopsl va oflomolnBsl to epyalsio
uTToAoyLlopoU Tou €Xet avamtuxPel oto mAaiolo tou €pyou Epyalsio umoloyiopol Ttou
£upulou ptoboloyikol XAouoToC.

Znpeio avactoXaopou
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https://www.kethi.gr/programmata/fair-pay-pioneering-equal-and-transparent-pay-initiatives-no-101190966-sto-plaisio-tis-prosklisis-ypobolis-protaseon-gia-tin-proothisi-tis-isotitas-cerv-2024-ge
https://www.kethi.gr/programmata/fair-pay-pioneering-equal-and-transparent-pay-initiatives-no-101190966-sto-plaisio-tis-prosklisis-ypobolis-protaseon-gia-tin-proothisi-tis-isotitas-cerv-2024-ge
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Mota ptoBoloyikd Sedopéva CUANEYOVTAL CAPEPT OTOV OPYOVIOHO COC KAL YLO TTOLOV OKOTTO;
H cuM\oyn 8eSopgvwv Sev sival oudEtepn SLadLkaola: oL ETTIAOYEC VLG TO TL KATAYPAPETAL,
TTWC opadoTroLelTtal KoL TToLoC £xEL TTPOORaon o€ auTd emnNPEG{ouv APECA TO AV OL
oviootntec Oa yivouv opateg 1 Ba TTapapsivouv 0OPaTEC.

9.2 Nwg uroAoyiletal to PLoBoAoyiko xacpa

H O8nyia opilel Stapopetika mimeda utoAoyltopol tou ptoBoAoyikol XAopaToc, Ta omola
glval onNpAVTIKO VO KATovoouvtal, KoBwWC OomoKOAUTITOUV OLOPOPETIKEC TITUXEC TNG
avicotntag. Ymdapyouv tpelg Babuideg uroAoylopou:

0. ZUVOALKO pLoBoAoyiko xdopa: Metpd tn Slopopd otov PECO pPLaBo OAWV TWV avOPwWV Kat
YUVOLKWV NG etalpeiag. Autd to 8edopévo sival amapaitnto, aAAd Ssv €€nysl TWC
Snuloupyeital n dtagopd.

B. MioBoloyikd Xdopa ava katnyopila/Babuida: ESw cuykpivovtal gpyaldpsvec/ol o€
Tapopoleg kotnyopieg N Pabuidec. AmoteAsl tov mMo aflOmMOTO SelKTn TPOYHATIKWY
OVIOOTHTWV.

v. MioBoloyikd xdopa avd “oudda cuykplolwv BEoswv”: ToOpewva pe tnv Odnyla, n
oUyKpLon TTPETTEL VO yiveTal evtoC opddwy BEoswv pe mapopola agla BAosL amotTipynong
Bcoswv. Autog Oswpseltal Kol o O OKPLRAC TPOTOC KOTAVONoNG TWV TPAYHOTIKWY
HLOOOAOYLKWV OVICOTHTWV.

Zuyvn mayida

H O&nyla amattel amo toug epyodOTeC PopelC va PTopoUV VO TEKUNPLWOOUV vV pLa SLtagpopd
elval Sikatohoynpevn (epmelpla, amdédoaon) A pn (otepedTuTa, TTAPWYXNMEVES TIEPLYPAPEC).
H tekpnplwon tng atttoAdynong mpolmoBetel oar amotipnon tng a&lag twyv B€cswy Kat
KOTAvONon TN Evvolag tng long apolBAg yia epyaoia tong aglacg (BA. Kewp. 3.2).

9.3 NMwg avaAvovTtatl Ta eupApaTa
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O aplOunTIkOC UTTOAOYLOPOC TOU XAOUOTOC £ival To TPwTo Brpa. H oucia tNg ptoBoAoyIKAC
todtntac Bploketal otV avaAuon TwWVY ALTWY KoL auth TTPoUToBETeL TNV e€£taon TwV €EAC
TTOPAYOVTWV:

e Av oL Slowopéc apotBwy ocuvbéovtal pe Stapopsg otn Sopn Twv Boswv (Ymapxel
UTTOEKTTPOCWTTNON TWV YUVOLKWY O UPNAEC BaBuldeg; YTIAPXEL UTIEPEKTIPOCWITINGN
TWV YUVALKWY o€ “yapnAnc a€lag” poouc;)

e Av oL TIEpLYPOPEC BECEWV lval TTAPWYXNHEVEC (ZEMEPAOUEVEC TTEPLYPOPEC —AABOC
amotipnon —Ad0o¢ Badbuida —AdBocg apotpn.)

e Av ol a€loloynoslg amodoong Selxvouv potiBa mpokataAnyng (M.x. xapnAotepeg
OVOYVWPLOPEVEG TIPOOTITIKEC YLD TLG YUVALKEC.)

e Avnkatavopn epyoclwv avamapdyet otepedtuma (M.x. ot dvdpeg avalauBdavouv £pya
UPNAAC OPATATNTOC EVW OL YUVAIKEG TIEPLOCOTEPO OPYAVWTLKA KaBAKovTa.)

e Av uttdpxouv EPPUAEC Slawopsg TpocPBaong os ekmaldsuon & €€£AEN (Av £va pUAO
AOpBAVEL TTEPLOOCOTEPEC EUKOLPLES, OL SLaPOopPEC sppavidovTal xpovia apydtepa.)

e Av oL Slopopég >5% csival dikatohoynuéveg N oxt (Elval kplowo va pmopel va
TEKPNPLWOEL av pLa SLawopad lval OVTIKELPEVIKA SIKaloAoynpevn 1 OxL.)

H avdaAuon auth amattel cuvePYOoio SLOPOPETIKWY ATOPWY KOL THNHATWY Kal Sgv uropel va
OAOKANPWOEL OTTOTEAEGUOTIKA OTTO £V HOVO ATOO A TUARpa. Ta PNeLoka epyaleia prropolv
VO TTOPAOCXOUV OPLOPEVA cuptrEpAopata, oAAG autd xpetddetal va ouvduootolv PE Tthv
KOUATOUPO TNG ETOLPELOC KOL TO TTOLOTIKA Sedopéva Tou Ba mpogABouv amod ta epyalopsva
ATOMO KOL TO OTEAEXN, YLO v 08Ny oouV o€ KOTAANAES SLOPOWTIKES EVEPYELEC.

Znpeio avactoxacpol

Motot atmd Toug mapamavw mapdyovteg eEstalovtal cuvABwWE OTOV OPYAVIGHO HOC KOL TTOLOL
TTapapEVoUV eKTOC; Mota Sedopéva £xoupe Kal TToLo SV EXOUHE TTOTE CUANEEEL;

9.4 AlopOwTIKEG eVEPYELEG & TAPAKOAOUONON TPOOSOUL

H katavénon twy mbavwy SLlopbwtikwy mapepBAcEwy elval KploLun yLa TNV OTTOTEAECUOTLK
OVTLUETWTILON  HLoBoAoyikwy avicotntwy. OL SlopOWwTIKEG evEPYELEG pTTOPOUV VO
opadomolnbolv cs BACIKEC Kathnyopleg, avaloya pe to £(60¢ TNC QVIOOTNTAC TIOU
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evromiletat. Ot avoAuTikEC Sladikaoiec oxedlaopol, EPapHOYAC Kal TTopakoAolBnong twy
Slopbwtikwy pétpwy mapouatdlovtal oto "MioBoloyiky Stapdvela. ZulloyA-Avaiuon-
Epunveia otowelwv yio TO £p@UAO  pLoBoloyikd  xdopa. [paktikdc odnydc via
epYodOTEC/TPLEC-ETTIXELPAROELC".

0. AvaBswpnon apotBwyv: AVEnon apolBng f avampooappoyn Babuidag dtav umdpxeL pn
SikatoAoynpevn Slopopd.

B. AvaBeswpnon meplypopwy Bfoswv: lMNpocappoyy wote va avikatomtpilouvv Tnv
TTPAYHOTIKA Epyaacia.

y. Emave€étaon cuotnudtwy a€loAoynong amdédoong: ‘Omou evtomi{ovtal TPOKATAAAPELS A
adlapavr amoteAEcpaTa.

8. Katavoun eukatplwyv avantugng: AtopBwon CUCTNHOTIKWY OTTOKAELGHWV.

£. MapakoAouBnon mpoodou: e emimedo oxedloopol SlopBWTIKWY TopspBdcswy, lvatl
onuavtikd va umdpxouv Seikteg mpPooddou, Xpovodidypappa ulomoinong Kot Cong
KOTAVON 0pHOSLOTATWVY.

TiuoupBaivel cuxvd otnv mpdagn

MoANot opyaviopol avtipetwimi{ouy TNV avopopd PLoBOAOYIKWY SESOUEVWV WCE PLO TEXVLKA
A YPOWPELOKPOTLKN UTTOXPEWON.'OTAV OPWCE TO ATTOTEAECHATO SEV CUVOEOVTOL PHE ECWTEPLKO
StadAoyo, A\n amopdoswy Kot SLopOWTIKES evepyEeLeg, N SLadlkaoia XAveL Tov
HETOOXNHOTLOTLIKO TNG XOPOKTAPA KAl TTEPLOPIETAL OE TUTTILKH CUPHOPYWON).

9.5 EpWTNOELG avaoToXaopHoU & mapadsiypata

H cuAloyn kat avaiuon ptoBoloyikwy Ssdopévwy Sev sival pla oudEtepn texvikn doknon. Ot
EMAOYEC ylo To Tolo Sedopéva cUAAEyovTal, TWE avoAlovTol Kol TWS gppnvelovtal
emnpeddouv APEca TO av oL avicotnteg Ba avayvwplotouv f Ba amokpuBouv mow amd
VEVIKEG UTTOBECELG KAl OTEKPNPLWTES EENYNAOELG.
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Napadewypa 1 - H “spmepia” wg avBaipetn e€Rynon

Y& etalpeia TEXVIKAG UTTOOTAPLENG TTANPOWPOPLOKWY CUCTNUATWY, KOTA TNV UTTOXPEWTLKN
avaAuon ploBoloyikwyv dsdopévwy, evromiotnke plobBoloyikn Stapopd 7% pPeTagl avdpuwv
KOIL YUVOLKWYVY o€ 8U0 opddec cuykplotpwy Boswv. H apxikn eEfynon tng Stoiknong ftav ot

G «OLAVEPEC EXOULV TTEPLOCOTEPN EPTIELPLON.
Katd tn Aemtopepn avaiuon:
e Slamotwonke 6t ta £Tn MpolTnpEecilag Atav mapopoLa
OLTTEPLYPAWEC BECEWY ATAV (BLEC

e Ol SLOWPOPEG TTPOEKUTITAV KUPLWE aTTd XopnAdtepeC BabpoAoyleg TwV YUVOLKWY OTO
KPLTAPLO TWV KTTPOOTITLKWVY

Qoto0o0, ol BabBpoAoyieg auTEC:

e Sevouvodelovtav amod tekpunplwon
e PBaoilovtav o YEVIKEC EKTIPAOELG pavatlep
e Sevouvdiovtav pe petprotpa dsdopéva amdédoong

H Siapopd kpilbnke pn Sikatoloynpevn kat svepyomolnOnke Stadilkaolo amd Kowvou
a€loAoynong, n omola odnynos oe avabswpnon Twv Kpltnplwv ofloAdynong kKol os
SLoPOBWTIKEC pLtoBoloyikeg TapepBACELC.

Tuavadsikviel to mapadsiypa:
e O yeVIKEC EvvoLEeC (KEPTTELPLOY, KTTPOOTITLKNAY») UTTOPOUV VO AELTOUPYACOUV WC POPELC
TTPOKOTAANYNG.

Xwplg tekpnplwon, ot eEnynoslc Ssv BswpoUVTOL OVTIKELPEVIKEC.
e Havaluon 6sbopévwy amokaAUTtel Soptkd mpoBAnpota a&loAdynaong.

Napadelypa B —'Otav ta Sedopéva culAéyovrat aAld Sev «kivoUv» Tthv aAlayn
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ammokdAue dtLos 500 OpGdeC CLUYKPLOLPWY BECEWVY UTTAPXE PLOBOAOYLKN ATTOKALON 6-8% UTTEP
Twv avopwy. Ta oTolXela KoTaypAPNKAV OWOTA KAl CUPTIEPIANYONKAV OTNV E0WTEPLKN
ovVapopPa TN sTaLpeiac.

Qotdoo, n dlolknon amo@ACLoE Vo PNV TTPOXWPENOoEL dueca os amd kowvou afloAdynon,
Bewpwvtac otL:

® «TO XAopa 8ev slval TTOAU peyaAoy»
e «Ba 6lopBwOEel amd pévo Tou PEANOVTIKGY
e «bev elval N KATAAANAN OTLYHN YLO ECWTEPLKEC AVOTOAPAEELCY.

'Eva xpOvo PeTd, oL ATTOKALOELS TTAPEPEVAY OXESOV ApeTABANTES, evw 600 gpyalOpeVES
uéRaAav emionpo altnua yia mpdoBoon os mAnpowopleg apolBwy. H stalpesio Bp£Onke tote
OVTIPETWITN OXL HOVO PE TNV AVAYKN TEKUNPLWONG TWV SLapopwyV, AAANG Kat pe EAAELPpA
gpmmiotoolvng, KaBwe ta dedopéva utpxav aAld Sev sixav a€lomolnOsl.

Tuavadelkviel Tto mapadeiypa:

e Houl\oyn kat avaAlucon Sedopévwy Sgv apkel amod povn Tne.

e Hpnevepyomoinon twv eupNUATWY CUVIOTA EUPECO KIVOUVO PN CUPPOPPWONC.

e Hkabuotépnon otn ANPn amopdoswyv cuxva emBAPUVEL TNV ETILXELPNON TTEPLOCOTEPO
omd tnv éykatpn Spdaon.

EpwTNOEL avaocTOXaoHOU

e [lola ploBoAoyLkd Kol opyovwoloka Ssdopéva pmopeite va eEAyETE GUECO O UEPO KO
TTOLO OTTALTOUV XELpOKivntn eme€epyaaia;

Y1dpxXouv opAdec OE0EWY PE CUCTNHOTIKEG HLOBOAOYIKES SLOPOPEC Gvw Tou 5%;
Mote semkapomolOnKayv TEAEUTALO (POPA OL TIEPLYPAPES TWV BACIKWY POAWY;

MoLeC £VVOLEC XPNOLPOTIOLOUVTAL OTLC 0ELOAOYNOELS XWPLIC 0o 0pLopd ) TEKPNPLWON;
©a ptropoUloE N EMIXELPNON VO UTTOOTNPLEEL OVTIKELPEVIKA TIC PLOBOAOVIKEC TNG
eMAOYEC o< pLa Stadikaoia ammd kolvol a&loAdynongc;
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H epyalelo0nkn twv MPE: AmAomrolnpéveg pEBodotL cuAloyng dedopsvwv

OL pLKpPEC eTTIXELPNOELS ouXVA Sev SlaBstouy tunua AvBpwivou AuvoptkoU A pyaleia yio
TN ouotnpatiky availuon pltoboloyikwy dedopévwy. Autd dev ypetdletal va amoTeAel
epmmddLo otn ouvppdpYwon pe tnv Odnyia. MapokAtw TaPouctAloVTaL TTIPOKTLIKES, XOpNAOU
KOoTOUC pEB0SOL GUANOYNC, aVAAUCNC KOLTTAPOKOAOUONCNC TTOU PTTOPOUV VO EPOPHOCTOUV
o6 omoladnmote MpE.

o. Mivt mivakag pto@oloyikwy dedopevwy (1 oghida): ‘Eva amhd spreadsheet pe 6 otAeg
pTTopEl va Asttoupynostl wg Baatkdg Koppdg mapakoAoubnong. OuL6 otAAeg sivat ot eENG:
@¢on gpyaciag/ poAog

BaBpida 6£oncg (av ummdpyet)

dUMo epyalopévou

Baowkn apoln

Bonus/smbopata

'Etn epmelplog otov opyaviopo

B. Opadomoinon poAwv pe Baon 4 kpuenpla: Av n MpUE 8gv SloBtel oxetikd adotnua,
pTTopel vo opadotiolNost TG B0l o KOPASEC CLUYKPLOIPWY BECEWVY» GELOTTIOLWVTOC pLa
ommAOUCTEUPEVN EkSoXNA TWV KpLTtnplwy tng Oénylac:

o Asfl0TNTEC XOUNAEG / peoaieg / upnAEg

e [lpoomdBsia: xapnAn / peoaia / unin

e EuBUvn: meploplopévn / PETPLO / GNUOVTIKNA

e YUVONKEC EPYOOLOG: KOVOVIKEG / OTTOLTNTIKEG / 18LlalteEPEC
Kd&Be B€on maipvel évav «tetpadn@lo Kwdiko» (m.x. 2-1-2-1) kot ot OE0ELC Ye TTAPOHOLO
KWOIKSG amoteAolV pLa «opada cuykplolpwy BEoswvy. Autd smtpemnetl otn MpE va kdvel
OUYKPLOELC apoLBWY pe OUSETEPO TPOTIO XWPLS TTeEpimAoko cloTnpa agloAdynong Bsoswv.

y. ETAola plkpn avagopd yia sowteptkA Xprnon: Akopa kat otav dsv amaltsitol Stadikaoia
avapopdc, ot MUE wgeholvtal amo £va KETHOLO OTLYPLOTUTION TTOU TTEPLAGHBAVEL

e oUvoyn ploBoloyikwy Slawopwv ava opdda Bsoswv

e [BOOLKEC ALTIEC

This Project is co-funded by the European Union




e SLOPOWTIKEC EVEPYELEC
e oxeblo mapakololBOnong

KEDAANAIO 10 - Ecwtepikn & eEWTEPLKA EMKOLVWYVLA EVAiocOnNTN WG TPOC TO PUAO

ZKOMOG EVOTNTAC
Na avadei€el tn onpacia NG ECWTEPLIKAG EMTIKOLVWVIOC KAL TNG CUPMETOXNG TWV
epyalopevwy otn dtadikacio ptoBoAoyikng Stapaveloc.

MaOnoclaka amoteAéopata
Ol avoyVWOTPLEG KL OL BVaYVWOTEG B prmopouv:

® V0O KOTAVOOUV TTWE N ETTLKOLVWVLG TTNPEA(EL TNV EpTILOTOCUVN
e va avoyvwpilouv Tov pOAO TNC CUPPETOXNG TWV EpYalOPEVWV
e va ouv8£ouv TN SlaAveLa PE TV opyavwolakfi Aoyodoacia

> ta B£pata tng ploBoloyikng StapAveLag KAL LOOTNTOGC, N EMKOWVWVLiA elval KABs dANo TTapd
mpoatpeTikn. Elval €vag amd toug PoOLKOTEPOUC pnNXoVIopoUC Tou esmnpsdlouv tnv
Katovonon twv £pyalOPEVWY OXETIKA PE TO SLKALWHOTA TOUC, TNV EMPTILOTOCUVN TOUC
OTTEVOVTL oToV £pyoddtn, th 6€opsuon tng Slolknong yla tnv (on apolBn Kot th dnpooia
Aoyo&oaia tng emiyxeipnong. Tautoxpova, pLa ETTLKOLVWVLG TTou Sev slval eualadntn we TPog
TO (PUAO ] PAVEPWVEL OICAPELD, POPBIKAOTNTO N GHUVTLKI 0TACH OKUPWVEL HEYAAO PHEPOC TWV
TTPOKTIKWY OTLC OTTOLEC £XEL EMEVOUOEL N £TALPELD YL TN ptoBoloyikn Slapadvela.

10.1 O poAog TG emkoLvwviag otnv ion apoBn

H emkotlvwvia Asttoupysl wg TOAAATTAGCLAOTAC OAWY TWV UTTOAOLTIWV HETPWV TTOU XPELGlsTaL
va AGBEeL pLa emixeipnon yua va Staopoliost tnv ton apotBr.’OAa ta oTolxela TTou £XOUME OTO
XEPLO po¢ amo Ti¢ dnpooteg SaBoulelosl yia thv Eupwrmaikn Oényla kat amd Siebvelc
opyaviopoUc (ILO, EIGE) 8siyxvouv OtL n ptoBoAoyikn Sta@aveLa amoLtel ca@r KoL Katovonth
ETMKOLVWVLA, YLOTL av pla emixelpnon dsv e€nynost Tt aAAGdeL, yiatl aAAAlEL KoL TL onpaivel
oUTO yLa KABe epyaldpevo dtopo, Snuloupyeltat poBocg, kaxumoia KoL aVTLIOTACELC.
MapdAAnAa, n smkowwvia Staowalilst ot ot gpyaldpevec/ol yvwpilouv TL Sikalwpata
£€xouv, ToU pmopoUlv va ameuBuvBolv os meplmtwon moapaBilachc Toug, TTola slval Tta vea
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epyaleia ploBoloyikng Slapdvelac. Me dxnua thv mpdoBacn otnv TAnpowopia auth, pLa
ETOLPELO pPTTOPEL VO AUEAOEL TNV gpmiotoolvn twv gpyalopévwy otn Slolknon Kat vo
mpoototeuBel amd cuykpoUOELS, TIOPOAVONOELS KOl VOULKOUC KIvOUvouc. Apa N ECWTEPLKA
EMKOWVWVIO yUpW ammd TIC apolBEC owellel va otnpiletal otnv €vvola thS PLoBOAOVLKAG
Slapdvelog we Sikawwpotog mpoéoBaong o mAnpowopiec (BA. Kep. 3.2) kat OxL w¢ amAAg
EVNUEPWONC OO TN Slolknon.

Zuxvn mayida

H emxeipnon avtipetwi{el TNV ECWTEPLKA EMKOLVWVIO WG HOVOSpopn EVNPEPWON:
«oavakolvwvoupe Tt aANAlew. H ptoBoloyikn Stapdvela, Opwg, Ssv elvat amAn
mAnpowopnan. Elvatl aAAayf LOOPPOTILWV KOl SNULOUPYEL EPWTAPATA, AVNOUXIES KOl
TPoodokieg Tou XPeLddoVTalL XWPO VLo VO EKPPACTOUV KaL Vo amavtnOoulv.

10.2 MAWGC OO KAt OTTTIKNA EMKOLVWVIiA EVALcONTEG WG TTPOG TO PUAO

H sualoBntn wg mpog to YUAO EMKOVWVIa 8V ATTOTEAEL TTPOKTLKI KTTOALTIKAG 0pOdTNTACY
oAAG amopaitntn mpolmdOeon yla va pnv avarmopdyovTol OTEPEOTUTIO TTOU EVIOXUOUV TLG
HLOBOAOYLKEC KOl GANEG OVIOOTNTEC. TPELG SLOOTACELS £lval KPIOLPES yLa TNV euBuypAppLoN
TNG EMKOLVWVIAG PE TOUG OKOTTOUC TNG:

o. N\wooa mou cupmnephapBavel: H yAwooa Stapoppwvel avtiAndn kot n avtidngn
SLOPOPPWVEL TIPAKTIKEG, YU AUTO KaL N AEKTIKA ETKOLVWVIA, EOWTEPLIKA KL EEWTEPLKA TNV
emyxeipnon, xpeltddstal va SLETETAL Ao TIC TTOPAKATW BOCIKES OPXEG.
e Xpnon oudETEPWYV ETTAYYEAUOTIKWY TITAWV KAl SUTAWY | oUSETEPWV KOTOANEEWV
e Avowpopd ot OAa ta @UAa oTa TTOpPEXOMEvVO Tapadelypota, L8aviKA KalL OE pn
OTEPEOTUTTILKOUC POAOUG
e ATTOQUYNA KOVOVIKOTIOLNHEVWY OTEPEOTUTIWV (TT.X. KOl YUVALKEC E(VOL OPYAVWTIKESY)
Mpoocoxn os A£EslC TTOU OVTOVOKAOUV SLOPOPETIKA o AvOpeC Kal yuvaikeg (Tm.x.
KETTLOETLKN» VS KOTTOPOCLOTIKOGY)

B. ZuumepANTTikA otk eTikowvwvia: Ot stkdveg embpouv eElcoU av OXL TTEPLOCOTEPO TNV
aloBnon mou oxnuati{OUPE VIO TNV TTPOYHOTIKOTNTA KOl TIC TTPOOTTIKEC HOC KOL TO HNn
£V0L0ONTO WC TTPOC TO PUAO OTTTIKO UALKO pTTopEl va “okupwoel” To pAvupa TEPl pto®oAoyikAg
tootNTac. M AuTO TO OTITIKA OTOLXELD TTOU XPNOLUOTIOLEL OTNV EMIKOWVWVIO N €MIXElPNON
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TTPETIEL VA £lval KATd To Suvatdv amaAlaypéva amo:
® OVATIOPAOTACELC TTOU TTAPOUGLATOLV AVEPEC WC NYETEC KAL YUVAIKEC WS BonBouc
e LovOSLAOTOTEG (PWTOYPOPIEC KOL ELKOVOYPOPHAOELS TTOU €VIOXUOUV TOV E£HPPUAO
ETTAYYEAUOTLKO SLaXwpLopo
® OTEPEOTUTILKEC OTACELC KOL pOAOUC

y. Tovoc & mAatciwon: H smkowvwvia yla thv (on opolPr] mpémel va sival Btk oANG
elAkpvAC (Ol wpaloTrotnpévn), ca@Png Kol OmMOAAGYHEV OTO VOULKOUC OpOUC TTOU
PTTEPSEVOLY, CUUTIEPLANTITIKY, TTPOCOVATOALOMEVN oTtn A0CN Kol OXL othv omokpuyn
mAnpowoplwyv. H mlalciwon tou pnvipatog TPEMEL va svioXVel thv memoilBnon OtL n
SLapavelo wPeAei dAa ta ePTTAEKOPEVA PEPN, XWPLC EalpEoslLc.

10.3 Ecwtepikn emKovwvia yia th proBoAoyikn dtapdveia

H £0WTEPLKA ETTIKOLVWVLO Y10 TN PLoOOAOYIKNA SLOQPAVELD KOL TLG CUVETTAYOUEVEG SLOPOPWTLKES
OANOYEC TTPETIEL VO OTTAVTA OE TEOOEPLC BOOIKEC EPWTHOELC:

e TLoANACeL

e TwatiaA\aley

e [w¢ pe emnpedleL outo;

e TimpEmel va Kavw/yvwpilw;

Mo va KoAupOoULV Ta EPWTAHOTO UTA, Ol Bactkol AE0VEC ECWTEPLKNG EMKOLVWVIAC OE pLa
ETMXElPNON XpeLadetal va TEpLAGBAvVouV:

o. Evnuepwaon yia tn pto®oloyikq TOALTIKA TG EMXElPNONG
e KpltpLa kaboplopou apolBwv
® QpXEGamotipnong a€loag BEoswv oudETEPNG WG TTPOG TO PUAO
e Baolkd onpela twv dtadilkactwy MTPocARPewWY, TTPOOYWYWYV, AELOAOYNTEWV

B. Evuépwaon yia tov poAo twv epyalOpEVWV
® TG PmopoLV ta epyalOpeva dtopa va {NTHOOUV TTANPOYOPLEC VLA TLC OHOLBEC
e ot Tolov/a prropolv va amsuBivovtal
e TTOLO £lval Ta SikalwpaTd Ttoug oto mAaiolo tng Odnylag
e TIWG TTpoCTATEVOVTAL OO avtimolva
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y. Emkowvwvia supnudtwy (émou amatteital)

Xwpic va moapaBlalovtol mpoowmikd SeS0pEVa, N ETTLXELPNON PTTOPEL VO EVAHEPWVEL:
® yLd VEVIKG EupApaTa oo Tt cuAAoyh, avAAuoh Kal ava@opd Twy SeSopivwy
® VL0 oTOX0OETNPEVEC BEATIWOELCG
e yi0 SlopOwTiKEC evEpyelec (OTav amattouvtal)

8. XtAPLEN pe TPOKTIKA epyaleia, T1.X. FAQ, oUvtopa evnuepwtikd Bivieo, ypa@RpoTa yia To
TLonpalvel kepyaoia tong a&lacy, pdpueg attnudtwy mAnpowdpnond.

TuoupBaivel cuxva otnv mpagn
Ot epyalopevol/ec akoUV yLa «SLapaveLloy, aAAG Sgv katavoouv Tt oANAleL oTnv TPAEN yia
Touc/TIc dlouc/ec:

e Tmote pmopouv va {nNTNoouv TANPOYOPLES

e TLOKPLRWC Sikatovvtal va yvwpilouv

e TLTpOCTACiO £XOUV OTOV TO KAVOUV
‘Otav to mopamavw dsv eEnyolvtal He ca@nVeLa, N Stagavela petappadlstal o
oBeBatotnta f kaxumoyia.

10.4 EEwtepikn emkolvwvia & Aoyodocia

Too0 ylo AOyoug CUPHOPPWONG UE TV CUYKEKPLUEVN OAAG KO HE GANEG supwTTaikEC OBNyiEG,
000 Kal ylo Adyouc Aoyodooiag, SLapAvelog Kol E€TOLPLKAC KOWWVIKAC £uBlvng, ot
ETTLXELPNOELC KAAOUVTOL CAHEPD va OmoSslkvUoUV Kal va avadslkvlouv Kal Snuoota tn
8£€opgucn Toug yla TNV LooTNTo. MapoKATW TTPOTEIVOVTOL OPLOPEVEG TIPOKTIKEC EEWTEPLIKAC
ETTLKOLVWVLOC TTOU UTTOPEL VO €LVl XPAOLPEG OE ETXELPAOELS KABE peyEBoUC TTOU £X0UV KAVEL
Tampwta BApata S£cpsuong yia tn ploboAoyikn Staaveta kot avalntolv Toug KATAAANAoug
TPOTIOUC VA TA ETTIKOLVWVIOOUV KOl 0TO EUPUTEPO OLKOGUOTNUA TOUC.

o. YuumepiAnyn Ssiktwy tonc apolBng os ESG avo@opeg: TTAEOV eTEVOUTEC/PLEC Kol AAAD
EUTTAEKOPEVO PEPN ATTALTOUV 1 £€0TW EKTLPOUV TETOLOU TUTTOU SE(KTEG, LBLaiTtEPA Ao ETALPELES
peyoAutepou peyEBouc. Ot Seikteg autol prropolv va meptAapBdvouv:

e Jtolxeio yla to ptoboloyiko xaopa

e Kotavour @UAwY ava Lepapyik Babpida
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e T[lopeia uhomoinong oxedilwv Spdonc yia tnv lon apotBn
e MeBoboloyia amotipnong aglog O€oswy

B. EEwtepikéc Seopsloseic & Snudota StapaveLa: n etotpsio prropet va mpoBei os dSnpooisuon
TTOALTIKAG, emlonun 8€opsuon g Slolknong yia Tt pltoBoloyikr SLoAveLD, CUPHPETOXN O€
OUVESpPLO Kal AAAEC TTPWTOROUALEC LodtnToc. H eEwteptkn S€opsuon audvel tnv €KOson TG
o€ eUPUTEPO KOLVO, aAAAG evioxVeL To TS0 AoyoS0aoia¢ TN KAL TV EPYOSOTIKA TG ELKOVO.

V. JUVETIA PNVUUOTO P0G TEAATEC/LOOEG, ouvepyAtec/16eg, umobN@louc/eg: n eEwTePLKN
ETMKOLVWVIO TTPOG OAO TO EUTIAEKOUEVO PEPN TIPETIEL VO TTOPOUCLAlEL TNV (o opoLB wg
OTOLXELO TNG ETALPLKAG KOL EPYOSOTIKAC TAUTOTNTAC. AV, OPWG, N £TALPEla EVIOXUEL TTPOC TA
€€W PO KOUATOUpPO LoOTNTAG, OAANG sOWTEPLKG ouvtnpel tnv adlapdvela, n Suormiotio Ba
HEYOAWOEL.

Zuxvh ayida

H emuxeipnon emkowvwvel th ptoBoAoyikn SLaQAVELD WG KTEXVLKI CUPHOPPWONY» N WG
emtuyila tng Stolknong.’Otav opwg Sev avayvwplleTal OTL TTPOKELTAL YLa pLo SLaSLKOoLo PE
EVTAOELC, OVATTIPOCOPHOYEC KOL XPAOLPA poBpaTa, n emkolvwvia XAvel tnv a€lomaotio tng
KOl 0TTOSUVOPWVEL TNV EPTILOTOCUVN TTOU TTPOOTTABEL va XTloEL.

10.5 Epwtnoelg avactoXaopHoU & s@appocpEva Tapadsiypata

H ptoBoloyikn Stapadvela Sev sappolstal HOVO PE TTOATIKEC KoL SLaSLKOGLES, OAAG KAl PE TOV
TPOTIO TTOU OUTEC MKOLVWVoUvTaL H sowteptkn emkolvwvia mailst kaBoplotikd poAo oTo av
n spappoyr ths Odnylag Ba svioxlosl tnv gpmotoolvn ) Ba dnulovpynost aBeBaldtnta,
AyxOo¢ KaL avtiotaon.

MNapadsiypa 1-"Otav n aca@seila Snprovpyel Kpion

Mwa £TTLXE(PNON OVOKOLVWVEL ECWTEPLKA OTL KTTPOXWPA O OAANOYVEC OTIC PLOOOAOVIKEC TNG
Sladikaoisg, oto mMAaioclo ocuppopPwong peE thv supwtailkn Odnyla yia t pltoBoloyikn
Stapadveloy. H avakoivwaon 8gv cuvodeletal amo:

e =££Aynon Twv oTOXWV TNC AAAAYAC
oo TTEpLypa®n tou Tt oANAZEL KaL TL OXL
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FAIR 2 PAY

e ovaopd oto MW TpooTatevovtal ta epyaldpsva dtopa
e Ypovodldypappa i emopeva Brpota

> 10 KeVO aUTO, oL epyaldpevol/eg apxifouv va eppnvelouy thv avakoivwon pe Bdon tov oo
KOIL TNV epTieLpla Toug:

«MNATTWC yIVOUV TTEPLKOTIEC;»,
«MATIWC KATTOLOL XAOOULV TTPOVOULA;Y,
«MAMwC¢ xpetaletal kKaxuopia;».

H Sloiknon avaykAadstol €K TwWV UCTEPWY VO ETTAVEANDEL pe SLEUKPLVIOELS, OPLEPWVOVTAG
TTEPLOCOTEPO XPOVO KOL EVEPYELD Ao O,TL O amaLTOUCE pLo OPXIKA CaPNS Kol Sopnuévn
gMKOLVWVia.

T SeixveL To mapadsiypa:

e HéMewpn mAnpopopnong Sev sivat oudetepn.
e Hyevikn emikAnon tn¢ vopoBeaoiog Sev apkel.
e Haodpela evioyxlel TNV avac@AAELD KaL TN @NPOAOYLO.

MNapadsiypa 2 —'Otav n emkowvwvia Xtilel epmotooluvn

Mio cUPBOUAEUTIKY ETOLPELD, TIPLV £PAPPOOEL VEEC Sladikaoleg pltoBoAoyikng Stapdvelag,
eMAEYEL va TTponynOel Yo oTtoxeupévn ecwTePLKN emkowvwvia. H lolknon amootéAAeL £va
oUVTOHO OAAG COWPEC EVNAPEPWTLKO CNUEIWHA, OTO oTTolo eEnyel:

ylati utoBetel tn ptoBoloyikn Stapdvela (Sikatoolvn, epToToolVn, CUPHOPYWAH)
mroteg Stadikoaieg aANA{OUV KAL TTOLEC TTAPOHPEVOULV (SLEC

W Stac@aAilstal N TPooTACia TTPOCWTILKWY SESOPEVWY

TToLo SIKalwpaTa £xouv ta epyalopeva dtopa

TTolot sivait ot SLaUAOL ETTIKOLVWVLAC VL0 EPWTACELS  BVNOUXIES

MapdaAAnAa, ot pavatlep AapBAavouv BaolkEC o8nyleg yla TO TTWE VO ATTAVTOUV OE EPWTACELG
KOIL TTOTE VA TTOPOTIEPTTOUV OTO APHOSLO TUAHO.
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To amotéAsopa sivat:

pelwon ¢ aBeBatdtntag

ouEnuévn epmmotoolvn pog th Stoiknon
peyoAUTEPN amodoxnA Twv aAAaywV

0UOLAOTIKOC SLAAOYOC AVTL yLa ATUTIEC AVTLIOPACELG

0 Tuavadeikviel To mapadsiypa:

e H&wdvela sival kat {Rtnuo yAwoooc.
e Hmpostowpooia twyv pavotlep sival kplowun.
e H éykalpn emkowvwvia Asttoupyel TPOANTITIKA.

EpWTNOELG AVOGTOXACHOU

e [lowa pnvupata tne emyeipnong yupw amd tnv lon apotlBr Oa pmopovoav va
TTAPEPUNVEUTOULV Ao Tta £pyalOpeVa GTtopa;

e T[lowa A¢EN 1 ppdon XPNOLPOTIOLELTE CUXVA OTNV ECWTEPLKA EMIKOLVWVIa TTou Ba
PTTOPOUOE VO YIVEL TTLO CAWPAC ] CUPTTEPLANTITLKE;

e Tvwpilouv ol pdvatlep mola BEpata pmopouv va cu{NTACOUV KOL TTOLO TIPETTEL VO
TTAPATIEUTIOUY;

e [1600 opatec slval otnv MPAEN oL Stadikacieg pLoBoAoyikn SLOPAVELAC YLO TO
TTPOCWTTKO;

e [wg pmopel n eEwtepikn emkovwvia (.. LotooceAida, ayyeAieg, ESG avapop£g) va
evioxVoEL TNV A€LOTILOTIO TNE ECWTEPLKAC COC TTPOKTLKAG

KE®DAAAIO 11 - Opyavwotaki] KOuAtoUpa & cUPTTEPLANTITIKA Sloiknon

ZKOTIOG EVOTNTOG
Na mAalolwoel tn ptoBoAoyikn SLapAveLD WE HOKPOTIPOBECUN 0PYOVWOLOKH OAAAYT] KAt
otolxeio kKouAtoUpac.

MaBnolaka amoteAécpata
OL ovayVWOTPLEC KOL OL AVOYVWOTEC Ba Propouv:
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e va avtihapBdvovtal th ptoBoAoyikn Stagdvela wg ouvexn Stadikaoia
® V0O OUVO£0UV TTOALTLKEG, TIPOKTLKEC KOL KOUATOUpA
® VO KOTAVOOUV TIC TPOoUTOBE0ELC BLWOLUNG EVOWHATWONS TS Long apoLBAC

H emrtuxnc spoappoyn the Obnylag yia t ploBoloyikn Siadveia mpolmobgtel KATL
BaButepo KaL O oUVOETO ATd TNV OTIA] CUHPHOPYPWOTN PLOC ETOLPELOC PE SLOSIKAOIES Kal
kavoviopoUc. MpoUmoBgtel OtL n emixeipnon Ba pmopeost va petaBel amd plo KouAtoupa
ATUTTWV TTIPOKTIKWY, BLOOTIKWY CUPTEPACHATWY, cuvnOelwy TTou £Xouv £dpalwbsl amod
TTOAOLOTEPEC ETTOXEC KOL OTEPEOTUTIWY OE PLa KOUATOUpa TTou otnpiletal otn Sikatoouvn, TN
SLapAvVELD KOl TOV TEKUNPLWHEVO TPOTo ARPNG amo@doswy. Xwplg auth tnv aAlayn,
oTToLOSATIOTE VEO £pyaleio — slte aopd tnv a&loAdynon BEoswv kat epyoalopEvwy, (T TO
reporting yUpw amd TIC apolBEC, slte TIC TOALTIKEG TTPooANPewvV — Oa EVOWHOTWOEL, OXL
OKOTILPA AAAG OvaTTOWYEUKTA, TG TaBoyEveleg TTou Snulolpynoav oto mapsABov tnv dvion
pLoBOAOYLKN PETAXELPLON.

11.1 Opyavwoiaki) KouAtoupa Kat HtoBoAoyikn dtapaveia

H opyavwaolokr KoUAToUpa lval 0 TPOTTOC PE TOV OTTOL0 KYLVOVTOL TO TIPAYHOTA» HECO OE pLd
ETOLPELO | OPYOVIOUO — OXL OTIWCE £LVOL YPOUUEVO O £Va £YYPOPO TTOALTIKAG OAANG OTTWG
gpappolovtal otnv mPGEn amd ta dtopa mou avaAapBdvouv. Elval to dBpolopa twv
CUHTIEPLPOPWYV, TWV TTPOCSOKLWY, TWV KAVOVWY, TWV AVTIANPEWV KoL TWV ATUTIWY TTPAKTIKWV
TToU LoXUouv atnv mixeipnon. ‘Otav n KouAtolpa slval 0COPAG, AVTLPOTLKN ] Avion, TOTE N
HLOOOAOYLKA aSLO@AVELD AVOTTOPAYETOL EUKOAO Kal, OUXVA, XWPIC autd va yivetol kav
ovTIANTTO. Mia KouATtoUpa TToU eVIoXUEL TV LOOTNTA apotlBwy xapoktnpilstol amo:

0. XTaOepEC KOL OVTIIKELPEVIKEG Sladikaolieg. Av kaBe pdavatlep spappolel 8ikd tou/tng
KpLTPLO o€ 0ELOAOYAOELS, QUENOELG 1 TTPOOYWYEC, TOTE N AuBALPECLO OTA OTTOTEAECHOTA TNG
£€£AIENC Kal TNG avtapolBNg Twv epyoalopevwy sival avamo@euktn. AvtiBsta, dtav uTTApPXEL
oang pebodoloyla — TI.X. TTPOATTIOPOACIOPEVA KOL OIVTIKELUEVIKG KPLTAPLO, CUYKEKPLUEVOC
TPOTTOC TEKPNPLWONGE TWV ATTOPATEWY, KOLVOTTOLNGN TWV BACIKWY dpXwV The Stadikaaolag oto
gepyalopeva dtopa, TOTe ol MOavoTNTeC pEPOANPLAC HELWVOVTAL GNUOVTIKA.

B. Zapn emkovwvia mpoc¢ 0Aouc Kat OAeC. Ta epyaldpsva dtopa Xpetddetal va yvwpidouv:
- mw¢ kaBopilovtal ol amoAdBEC Toug
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- TLOTTOLTE(TOL ATTO EKE(VO OTN OUYKEKPLPEVN BECH KaL yLo ThV TTEPALTEPW £EEALEN TOUC
- TLamoteAel «KoAA eTTidoon» oTov POAO TOUG
- mota eivat ta BApata eEEAENC otn Stadpopn Tou £xouv emMAEEEL va akoAouBrcouv

ZnHeilo avaocToXaoHoU

Mwe avtpetwmi{ovtal OTOV OPYAVIOHO HOC Ol EPWTNOELC Yo ApoLBEC, eEEALEN KaL
Sikatoolvn; Q¢ £vEeLEN evOLOPEPOVTOC KAl EPTTAOKAC 1] WC OTTELAN YLO TNV KOHOAN
Asettoupylan; H kouAtoUpa SV ATTOTUTIWVETOL OTLS TTOALTIKES, AAAG OTOV TPOTIO TTOU
avtidpolpe otav tiBevtal SUCKOAQ EpWTAHOTAL.

y. Juvemela _otn ANPn amowdoswy. H cuvénmsla kplvetal omd to Kotd mooo n Siolknon
gpappolel Toug KAvOVeG TTou N (8la B€tel. Av pla mixelpnon PtAd yia todtnta, oAAG oto
EOWTEPIKO TNC Ol YUuVolKEG N Atopd pE OGANO  XOPOKTNPLOTIKA Tautdtntag (Tm.x.
HETOVOOTEUTLIKO UTTOR0OPO) TTpodyovTal OTTaVIOTEPD 1 N YoveikoTNTa “Tipwpseital” os 6,tt
0POoPA TNV €EEAIEN TWV ATOPWY, TOTE N KOUATOUPA TNG ETOPEPEL TO AVTIOETO PAVULA.

8. AZloAbynaon S£€L0TNTWY TTOU CUXVA UTTOTIUWVTAL € TTOAAOUC KAGS0oUC, §£ELOTNTEC OTTWE N
ouvaloOnpatikl supuia, N EMKOWWVIO, N OTOTEAEOUOTIKA €Eumnpétnon | opydvwon
Bswpolvtal Ssutepelouoeg, YU AuTO KAl OL POAOL TTOU OTTOLTOUV KUPLWE OIUTEC UTTOTLUWVTAL
W¢ TPOC TG amoAafeg touc. H O8nyla 2023/970 smiBAAAeL ot optldvtieg Se€lotnteg va
OTTOTLUWVTOL LOOTLHA KOL OGUTO ATTOTEAEL GNPAVTLKO OTOLXELO KOUATOUPAG.

€. Acpalic eptBaAlov yio spwtnoslg & avawopsc. H ptoBoloyikn Stapdvela pmopst va
TTpokaA£osL aBeBatdtnta  PoPo, L8LIKG o€ KOUATOUPEG OTTOU PEXPL TIPOTLVOG N KOLVOTIOlNGN
Twv amoAaBwyv Bswpolvtay tapmol. Xtdxoc, OpwC, Tt véag O8nylag sival va kaAAepynOsl
TO £(60¢ TNC EPTOTOCUVNG TTOU ETLTPETEL o€ ommolodnmote epyaldpsvo Atopo, aveEdptnto
amd Tt B£0N, TV TOUTOTNTO A TNV EUTTIELPLO TOU, VO PTTopEl va {NTACEL TANPOWPOPLEC OXETIKEC
HE TOV UloBo Tou XwpLS va UTTOOTEL PVNTIKEC CUVETTELEG AOYW AuTOU.

TuoupBaivel cuxva otnv mpdagn
AKOUN KL OTAV UTTAPXOUV OOWPELC TTOATIKEC PLOBOAOYLKNC SLAPAVELAC, N KOUATOUPO TOU
0pPYAVIOHOU PTTOPEL VO TLC ATTOSUVAMWVEL:

e p£0ca ammd atumo pnvopoTa amoBdppuvong

® U£00 OTTO CLWTTNPEC KUPWOELS

Yy
W%
P By o/
W OVHTELD KOINCABOS ENORAE - AYS
R OMCrEEAT )
FENXH PAMMATER LOTHTAS ad
ARGV ABALIMATIN "
ool ; .

KENTPO EMTNON [1A GEMATA ZOTHIAT EQUITY - EMPOWERMENT - CHANGE

This Project is co-funded by the European Union




e pfoaamd tnvavtiAnyn otLémoloc/a pwtdel, Snuiovpyel MPoORANa
Y e tétola mePLBAANOVTA, N SLOPAVELD UTTAPXEL OTO £YYPOPO GAAG OXL OTNV EPTTELPLO TWV
epyalopévwv.

11.2 ZupmreplANTITtikn hyecia Kat AN amo@pdacewv evaiocdntn wg mpog to puAo

H nysola gival o kKaBopLoTikoc TTOPAYOVTOC TTOU PHETATPETEL TV KOUATOUpO ammd Bswpla ot
TPAEN. Mo pkpr) opada OTEAEXWV UTTOPEL VO OKUPWOEL OAN TNV TTPOoTIABEeLa yia SlapdveLa
av Asttoupyel xwplc ouveldnon Twv EPPUAWV ETTLITTWOEWV TTOU £XOUV OL AMoWAoELg tne. H
oupmrepAnmtikA nysoia Baoiletal os:

o. Mowkihopopwia oto emimedo AQPnc amodoswy. ‘Otav oL amoPdocslc AapBdvovtal amo
opoloyevelc opadeg, avamapdyovtal ta (dla mPOTUTIa: TTPOAYWYEC e BAoN TO TTOLO ATOHO
polAdeL pe To TPONYOUNEVO, ETTIAOYEC TIPOOWTILKOU pe BAon to Tolog/a paivetal va tatptddet
otnv opada, utrotipynon twy ds€lothtwy mou &gv avayvwpilovtal pe Bdon ta umdpyovta
mpdtumo. H cuppeToxXn TEPLOCOTEPWY YUVALKWY KAl AAAWY UTTOEKTIPOCWTTOUHEVWY OTOHWY
o< O£oe1¢ ANPNG amo@AcEWV oUXVA AANACLEL TO TTEPLEXOHPEVO TWV ATTOPACEWVY QUTWV.

B. Aopnuéveg dladikaaotieg mou mreplopilouv tnv auBatpecia. H O8nyla amattel amd toug/Tig
epyodotec/pLeg va opilouv kpLtnplta AQPng amopdoswyv — BActKOS pNXaviopog mpoAndng
tnc pepoAnyiac. MNa mopddelypa: cuvenn kpttpLa afloAoynong yla OAeC/oug Katl tekpnplwon
TWV ATTOPACEWY TTIPOAYWYNE PE avapopd ota sdopgva Tou 08rynoav otnv amogaon.

v. Ann amopdoswy pe Baon sdopgva, dXL UTTOOECELC.

«Aev lval €Tolpn yla tooo ureBUvVN BEan, yIATL TPOCEPOATO E£YLVE PNTEPO.Y
«ElvaturepBoAikd Amia, Sev Ba pmmopeost va emPBANOeL.»

«OLavpe¢ slval TTLO KOTAAANAOL yLO TEXVIKOUC POAOUC.»

AUTEC oL UTTOBE£0ELC aKoUYyOVTAL CUXVA, OUWE OE TTOANEC TTEPLITTWOELG £lval AavOAOPEVES KOt
kKooTi{ouv o€ LOOTNTO KOL OE TTApaywyLkotnta. Mia nysoia mou Asttoupyel CUPTIEPIANTITIKAG
Sev mpoeEolel. Pwtd, a€lohoyel, otnpilstol ota Scdopéva KoL OTO ATTOTEAECHATO.

8. Eowtepikn Aoyodoaoia. H Stapdvetla amattel n nysoila va kataypdgel Tt amopaoi{el Kat
ylotl. H mpoKTIkA auth PELWVEL TOV KivEuvo douveldntng pepoAnPiog, ETITPETEL TOV EAEYXO

s - r :l -
Wo\smo ommx T =
IKCTENEL -
TENBK 'ﬂAanE Al o NTA L] J
S ANPRUNDIN ANAL
o

INTPO EMTNON [1A GIMATA ZOTHIAT EQUITY - EMPOWERMENT - CHANGE

This PrOJect is co-funded by the European Unlon




Kat thn PeAtiwon OSwadikoowwy, evioxVel TNV epmotooclvn twv  epyolopévwy. H
OUPTTEPIANTITIKA Nysoia v emtuyxAvetal péoa amd £va ospvdpto. Eival pla cuotnpatikni
oAAayn vootporiac, StadLlkaolwyv Kat KpLtnplwy.

11.3 AVTLHETWITLON OTEPEOTUTIWYV Kal TIpoKataAnPewv ot Stoiknon

Ta otepedtunma Kal oL TPOKATAAAPELC €lval ammd TOUC TILO ETIHOVOUC TTOPAYOVTEC TTOU
Snuloupyolv avicOTNTEC OTIC OpOLBEC. AV £XOUV OUTO TO ATTOTEAECHA €MELdA KATTOlOC/ O
“OeNel” va adilknoel, oANG emeldr] ouxva Baollopaote o VONTIKES “ocuvtopslosl” Kot
VEVIKEUOELC TTOU HOC palvovtal AoyikéC. Evdeilktikd mapadelypota otepsotUTWY TTOU
emnpeddouv Tig amolaBEc:

0. JTEPEOTUTIA VIO TLC LKOVOTNTEC avEpwy Kal yuvalkwy: Ot yuvaikeg Bswpolvtal cuxva
OPYOVWTLKEG, ETTIKOLVWVIOKEC, UTTOOTNPLKTIKEC KOl cuvepyaTtikeC. Ot avdpeg Bswpoulvtal o
Suvaptkol, KAaTtaAANAOTEPOL yLO NYECLA, TILO ATTOWPOoLOoTIKOL. AUuTd ta otepedtuma 08nyouv
OTO Va £MAEYOVTAL AvEpEC yLa poAouc uPnAAg eubuvng, dpa Kot UPNAGTEPWY OpOLBWV.

B. MpokatdAnyn otic a€loloynoetg: Ot yuvaikeg AapBdvouv cuxvotepa 0ELOAOYAOELG TTOU
ETMKEVTPWVOVTAL OTN CUMTIEPLPOPAG VW OL AvEpeC otnv emidoon Kol TWC HEANOVTIKEC
TTPOOTITLIKEC. AUTO CNUALVEL OTL oL AvEpeC sppavidovtal w¢ SuvnTikol NYETEC OKOPN KL ATV oL
TTPOVHOTIKEG EMISOOCELS TOUG ELVOL TTOPOHOLEC PE EKEIVEG TWV YUVOLKWV.

y. Ymotipynon &s€lottwy mou cuvdgovtal pe “yuvalkeioug” poloug: Ag€LOTNTEC OTTWE N
Slaxelplon amaltnTikwy TEAOTWY, N ouvaloBnuatiky umootAptEn peAwv tng opddag, n
ETTOTITELO KAONUEPLVWV AELTOUPYLWV KOL OL EPYOCLEC PPOVTISAC, CUXVA SEV ATTOTIHWVTOL WG
uPnAng a€log, TapOTL slval KPLOLPECS yLa OTTOLASATTOTE EMLXE(PNON.

8. MpooywyEc Baolopeveg otny £8palwpEVn £1KOVA TwV NYET(US)wv: Av pLa opdda avwTotwy
oteAeXWV ammoteAsltal povo amd Avopeg, TOTE N voeph LKOVA TOU €TTOPEVOU nyetn Ba sivalt,
KOTd mdoa mbavotnta, emong avopikn. Autd gv aANAleL XwWPLS CUVELSNTI, CUCTNHATLKNA
mapépBaon. ‘Oco mMo amlol Kal £PoppoOoLpol €lval oL pnxaviopol mapépfacng, toéoo
HEYOAUTEPN MOAVOTNTO £X0UV VO EPAPHOCTOUV KAL VO TIETUXOUV TOV 0TOXO TOUC.

Kat oot pnyaviopol avtipetwimong thg mpokatdAndng amodidouv;
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Tumomoinon dtadikaowwy a&loAdynonc.

Eotiaon ota omoTteAEopOTa TG EPYOOLOC KOL OXL OTLC CUPTIEPLPOPLKEC EPUNVELEC.
Kataypan kat avayvwplon S£€LoTtTwy ToU TTAPad0CLoKa SEV ATTOTLHWVTAV.
Exkmaidsuon pdvatlep pe TPAKTIKEC AOKNOELG PE BAon TtV KaBnuepvdTNTA TOUC.
Tekpnplwon os KGO kploLpn ATOPOCH TTOU POPE TO AVOPWTTLVO SUVAHLKO.

11.4 ZupTrEPIANTITIKEG ECWTEPLKEG TTOALTLKEG KOL TIPOKTLKEC
OLmoALtikeg Sev £xouv agla av Sev petapalovtal o KaBnNUeEPLVA TIPOKTLKH. AUTO GHUALVEL

o. Tummomrolnuéveg meplypaweg BEoswy: Meplypawsg Baolopéveg os Se€LdTNTEG, KOBNUEPLVA
KOOAKOVTA KOl TTPOYHOATIKEG OVAYKEG, OXL OTO ATOHO TTOU CHHEPO KOTEXEL th O€on. Elval
Kplolpgo va amopelyovtol ol UTTEPROALKEG OTIOLTACELS OE TUTILKA TTPOCOVTA, Ol EUPUAEC
Slatumwoelg («SUVOPLKOCY, KETTLIOETIKOCY), 0 cUVOUACHOC KaBNKOVTWY Tou Sev oxetiovtal
peta€l toug (olvnBeg og yuvalkokpatoUPeveC OE0ELS).

B. Yapn koL mpoofdcoipa kpttnpla e€eAMEng Alo@advelo onpalvel va yvwpllsl kabe
epyaldpevo Atopo Tl XPelAdeTal yla vo EMTUXEL Pla TTpoaywyn: Toleg Se€ldTnTeg, ToLo
projects, mota emimeda amdédoong, Tola KPLTAPLO XPeLAdeTal vo eTTOEIEEL YLO VA TO KOTAPEPEL.
‘Otav oL KaVOVEC slval Kpuol, UTTOKELPEVIKOL A SLOPKWCE PETABAAAOPEVOL, TOTE N avicOTNTO
elvatl avamoeuktn.

y. Alooavng kal ouvennc Stadikacia afloAdynong amdédoong: H emixeipnon ogsiAet va
amowaciosl TL onpaivel “kaAf amddoon” avd poAo, TTWE PETPLETAL, TTWG TEKPNPLWVETAL, TTWE
ouykplvetal petogl epyalopévwy. Xwplc tumomoinon, ot a&loloynoslg avtikatomtpilouv
TTPOCWTILKEC CUPTTAOELEC, SlaBEosLg, otepedTUTIA.

8. Alkoln kotavoun sukolplwy avamtuéng O Adyog yla tov omolo ¥peltddetal ouveldntn
OVOKOTOVOHUA ONUOVIIKWY £pYWV £ilval OTL OL TTIPOOYWYEC Sev TTPOKUTITOUV pOVO atd To
TTEPOOHA TOU XPOVOU, £(VAL TO OTMOTEAECHO EUTTELPLWV KAL £PYWV. Y€ TTOANEC ETTILXELPAOELC, OL
YUVOLKEG avoAapBAVOUV CUXVOTEPO KAELTOUPYLKEGY KOl ALYOTEPO OCUXVA KOTPOTNYLKEGH
EPYOOLEC, YE ATTOTEAECHA 0 Spdpoc Tou Ba tng odnyovos o uPNAdTEPEC O€0ELC va oTeEVEDEL.
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£. Mn8&evikA avoyr og ATuTeC TPAKTIKEC: Mapadeiypoto ATUTTWY TTPAKTIKWY TTOU SnpLtoupyolv
aviocotnteg mepthapBdvouv aubaipetec auERoelg, allayn poAou Xwplic eptypawpn B€ong,
ovABeon £pYWV XWPLE KOTAYPAPR, TTPOOYWYEC XWPLS Snpoatotmolnpéva kpLtipto. OAeC auTEg
08nyoUlv og aveEENEYKTEC SLOPOPEC ApOLBLIV.

11.5 EpwTAOELG avaoToXaopou & mapadsiypata

H pioBoloyikr Sadveta Sev sivat pévo {Ntnua Sladitkaolwy, aAAG KOBNPEPLVAC TTPAKTIKAC
Kol otdong. H kouAtoUpa evdg opyaviopol kabopilsl av ol TTOAMTIKEG Oa AsLTOUPYNOOUV WG
epyaleia evbuvapwong 1 Ba mopapsivouy TUTKES TTPORAEPELS XWPLG OUCLACTIKO AVTIKTUTIO.

Napadewypa A - KESw dev £xoups mpoBANpa»

H Stolknon plog peoatog emxeipnong SNAWVEL OTLKOTNV €TaLpela pag OAoL apsiBovtal Sikata
Kat OtL «8ev ¥peLdletal va avolfoupe tétoleg culntAoselg yati Oa SnuLoupynoouV EVTACELSY.
Mapdtl Sev UTTAPXOUV KOTOYEYPOAUMEVEG KATayyeAleg, ol gpyaldpsvol/eC amo@elyouv Vol
{Ntolv TANPOWOPLEC YLa APOLBEC N TTPOOYWYEG. XTIC EOWTEPLKEC oulNTAOELS, OTToloG/a BETEL
£pWTAMATO yLa Sikatoouvn A SLa@aveLa ovTPETWTI(ETAL WE KYKPLVLAPNG/a» N «SUoKoAoc/n».

Me tnv spappoyn thg Obnylag, n smxelpnon KaAsital vo SWOesL ATTAVINCELS OE aLTHpATA
mAnpowodpnone. H amoucia kouAtoUpag StaAdyou odnysl os apnxovia, apuvtik otdon tng
Slolknong kaL eowteptkn duoTmoTio.

Tuavadelkviel Tto mapadelypa:

e Hamouoia mpoBANpATWY Sgv LI0OSUVOPEL PE ATTOUGLO AVICOTATWV.
e H KoUATOUPO CLWTTAC AELTOUPYEL OTTOTPETTIKA YLd TN StagpAveLa.
e H £Aswpn mpostolpaciog thg nyeoiag auEAveL TOV OpYavVWoLaKo Kivouvo.

Napadsiypa B - H Stapaveia wg cuAloyik S€cpsuon

e opyaviopd Awaveptopilou, n Slolknon amowooilel va mpoosyylost thn pltoBoloyikn
SLaPAVELD WC OTOLXELO OPYOVWOLOKAG KOUATOUpPAC Kol OXL povo cuppdppwonc. Mptv
E£POPHOOTOUV OANAVEC, TIPAYHOTOTTOLOUVTOL EVAHEPWTLKEC CUVOVTIOELC PE TO OTEAEXN KOL TA
epyalopeva dtopa, omou eEnyeitac:
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e TLONpalvel ion apolBn yia epyocia tong a&lag
e Tol0 Sedopéva Ba cuUAAEyovTaL KL yLOTl
e TIWC TTpooTtateVovTaL Ta dtopa Tou {NTolV TANPOWYOPLEC

Ot pdvatlep ekTaldeVoOVTaL OTO TTWE VO OTTOVTOUV OE EPWTNOELS XWPLE APUVTIKOTNTA KOL TIWC
va mopamépmouv os Sladikaoleg Otav Sev £xouv ol (Blol tnv amdvtnon. Xtadlakd, ot
oulNTACELC yLo apOLBEC TTaUoLY va BsWPOUVTAL KOTTELAN» Kol AVTIMETWTTL{OVTAL WS HEPOC TNC
KOVOVLKNC AELTOUPYLOC TOU OPYOVIOHOU.

Tuavadelkviel Tto mapadelypa:

e HkouAtoUpa Stapdvelag Sev TPOKUTTEL AUTOHATO OTTO TLG TTOALTIKEG.
e Houvemela AOywy Kal TTPAEEwWY EVIOXUVEL TNV EPTILOTOCUVN.
e H pioBoloyikn Sikatoolvn cuvdEstal Apeoa pe TtV PUXOAOYLKH 0CPAAELD.

EpwTNOEL avaoTOXaoHOU

e [lwcavtidpd n dloiknon tou Sikol cag opyaviopoU OTav TIOEVTOL EPWTAPATO YLO
OHOLBEC 1 OVIOOTNTEG;

e T[lowa pnvupata (pNtd N dppnta) cTEAVEL 0 OPYOVICHOC o€ dtopa Tou {NTouv eENYNOELG;

e YTAPXELKOLVI KOTAVONGOTH YLO TO TL oNHALVEL «Sikatn apolBR» otnv stalpelo;
Méoo aowaleic viwbouv ot epyalOPEVOL/EC VO EKPPACOUV TTIPORANUATIOHOUC XWPLG
poBo;

e [lolEC CUPTIEPLYPOPEC TNG NYECLOC EVIOXVOUV —KaL TTOLEG UTTOVOUEVUOUV— TN PLoBoAoyikn
Slapadvela;

H epyalAelo0qkn twv MpE

Ol YLKPOPECOILEC ETTLXELPHOELG OUXVA SEV £XOUV TNV TTOAUTEAELD TTOAUTTAOKWY CUCTNHATWY
Slaxeilptonc avBpwrmivou Suvapilkol. Autd opweg dev tig epmodilsl va uloBstrioouv
OTTOTEAECOUOTIKEC TTPOKTLKEC LOOTNTOC.

1. XpNolpoTroloTe Lo ammAn, sviaia @oppa a&loAdynong yia OAa ta dtopo. H Alota
xpetaletal va TepLAapPBAVEL TIC £EAC EVOTNTEC YLD VO TIEPLOPLOEL TIC TTPOKATOANYPELS KOl
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CHAPTER 1 - Introduction & context
1.1 Purpose and scope of the manual

This manual aims to support enterprises and organizations of all sizes in
understanding and practically implementing pay transparency, as provided for in
Directive (EU) 2023/970, as well as in promoting more broadly the principle of
equal pay for equal work or work of equal value.

It is addressed to employers, managers, human resources professionals, payroll
officers, and individuals in decision-making roles, regardless of whether they
work in a large company with a structured Human Resources department orin a
small or medium-sized enterprise with more flexible but less standardized
procedures. Its objective is to enable each individual to understand key concepts
and issues related to pay equality and transparency, to recognize ways in which
these can be fostered within each organization, and to organize the next steps
toward positive change.

The manual is part of Work Package 3 of the FAIR PAY project and operates in
complementarity with the training activities and tools developed within the
framework of the project. Its scope covers the full range of practices, procedures,
and actions that an employer may undertake in relation to the operation of their
enterprise under conditions of pay transparency. Its objective is to provide a
coherent framework within which pay transparency is not treated as an isolated
obligation, but as part of a broader corporate strategy for fairer, more inclusive,
and more sustainable working environments.

1.2 The FAIR PAY project

The FAIR PAY Projectisimplemented by the General Secretariat for Equality and
Human Rights (GSEHR) as the coordinating body, with partners including the
Research Centre for Gender Equality (KETHI), WHEN Equity Empowerment
Change (WHEN), and the Association of Women Entrepreneurs of Greece
(SEGE). The Project is co-funded by Greece and the European Union through the
“Citizens, Equality, Rights and Values” (CERV) Programme.
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The main purpose of the FAIR PAY Project is to contribute to the elimination of
the gender pay gap and to address its root causes by promoting pay transparency
in accordance with European Directive 2023/970, which places particular
emphasis onworkplace environments within enterprises. Specifically, the project
aims to pilot the implementation of the provisions of the Directive in order to
identify potential challenges before Greece brings into force, as required, the
legislative, regulatory, and administrative provisions necessary for compliance

with the Directive.

More specifically, the Project seeks to achieve the following general objectives:

e identification/recording and exchange of knowledge and good practices
regarding pay transparency systems and tools, and development of guides,
tools, and checklists for assessing equal pay for equal work or work of
equal value within the same employer organization, including the
implementation of gender-neutral job evaluation and classification
systems

e capacity building of employers and employees on gender pay
transparency, the assessment of equal pay for equal work or work of equal
value, and the implementation of gender-neutral job evaluation and
classification systems, in order to provide the necessary expertise for the
design and implementation of pay transparency initiatives

e raising awareness of theimportance of pay transparency, emphasizing the
benefits arising from gender-neutral working conditions and gender
equality initiatives for both employers and employees

e promoting gender-friendly working environments for women and men in
order to strengthen gender equality in the Greek labour market through
consultations and knowledge exchange

e highlighting the importance of pay transparency

FAIR PAY offers Greek enterprises a safe space for preparation prior to the
mandatory transposition of Directive 2023/970. Through the pilot
implementation of tools, collaboration with international experts, and the
participation of social partners, the project enables enterprises to test pay
transparency methods in practice, identify the challenges they face, and develop
procedures that respond to their needs and capacities.
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Within this context, this manual serves as a practical guide for understanding and
implementing pay transparency. It connects theoretical knowledge with practical
training and mobilizes enterprises to adopt structured, fair, and modern human
resources procedures. In this way, FAIR PAY contributes to shaping a new
standard of corporate culture, in which transparency and fairness constitute an

integral part of day-to-day operations.
1.3 How to use the manual

This manual has been designed as a tool accompanying the FAIR PAY training
process and helping each enterprise organize its steps toward compliance with
the new pay transparency framework. It has been developed based on the
principles of gender training, as proposed by the European Institute for Gender
Equality (EIGE), placing emphasis on fostering a shared understanding,
recognizing potential biases that influence pay decisions, and developing skills
that can be directly applied in the workplace. This approach aims to strengthen
both the technical expertise and the organizational maturity of enterprises called
upon to implement the principles of pay equality and transparency.

The manual can be used a) as preparatory material prior to training, b) as a
reference point during training, and c) in complementarity with the tools
developed by FAIR PAY, and in particular the “Pay Transparency — Collection and
Data Analysis on the Gender Pay Gap Practical Guide for Employers and
Businesses”, as a practical guide when the enterprise needs to organize
procedures, develop tools, and integrate the principles of pay transparency into
its operations. Its structure allows the user to follow a comprehensive learning
pathway, starting from a basic understanding of the institutional framework and
progressing to the implementation of specific methodologies.

At the same time, its content has been designed to be adaptable to the different
needs of large enterprises and small and medium-sized enterprises. Larger
enterprises, which typically have structured procedures and organized human
resources departments, can more directly and easily proceed with steps such as
job evaluation or systematic analysis of pay data. Small and medium-sized
enterprises, on the other hand, will find simplified versions of the same tools and
more immediately applicable approaches, enabling them to establish basic but
functional pay transparency practices, even without specialized staff or complex
digital tools.
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In other words, the manual constitutes a training tool that can be used flexibly,
depending on the maturity, needs, and available resources of each enterprise. Its
purpose is to provide guidance and to enrich and deepen, at a theoretical level,
the practical solutions proposed in the Project’s implementation Guides, so that
all organizations can approach pay transparency in a systematic, effective, and

sustainable manner.
1.4 Structure of the manual

This manual has been designed as a training tool that supports a gradual process
of learning and understanding pay transparency. The approach followed is not
limited to the transmission of information but aims to connect knowledge with
practice and organizational change. The proposed learning pathway evolves
through three distinct but interrelated phases:

A. Understanding the framework

In the first phase, in Chapters 2 and 3, the manual focuses on understanding the
institutional, legal, and conceptual framework of pay transparency and equal pay.
These sections help individuals develop a shared vocabulary, clear reference
points, and awareness of the obligations and principles governing the subject.

B. Analysis of practices and risks

In the second phase, primarily in Chapters 4-8, attention shifts to workplace
practices and to the ways in which pay inequalities are often produced or
perpetuated, frequently unintentionally. This analysis enables the identification
of risk points in processes such as recruitment, evaluation, skills development,
and career progression.

C.Implementation and organizational change

The third phase (Chapters 9-11) concerns the transition from understanding to
implementation. The manual presents approaches that can support the adoption
of pay transparency at the organizational level, strengthening accountability,
collaboration, and trust. Emphasisis placed on pay transparency as adynamic and
continuous process rather than a one-off compliance action.
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CHAPTER 2 - the theoretical and institutional framework of pay transparency

Purpose of the section

To clearly present the European and national legal framework governing pay
transparency and the principle of equal pay.

Learning outcomes

Readers will be able to:

e understand the main obligations arising from Directive (EU) 2023/970

e comprehend how the Directive is integrated into the Greek institutional
framework

e distinguish between what constitutes a legal obligation and what
constitutes an organizational choice

This chapter briefly presents the applicable institutional and legal framework for
pay transparency'and equal pay, ensuring the necessary foundation for analyzing
their implementation in organizational practice.

2.1 Directive (EU) 2023/970 on pay transparency

Directive (EU) 2023/970 establishes acomprehensive European legal framework
for promoting pay equality and implementing the principle of equal pay between
women and men. The Directive sets out specific rights for workers and
corresponding obligations for employers, with the objective of ensuring
transparency in remuneration and more effective enforcement of the principle
of equal pay for work of equal value.

Within this framework, employers are required to apply clear, objective, and
gender-neutral criteria for determining pay, pay increases, and promotions, and
to be able to justify related pay decisions upon request.

1 You may also refer to the Checklist for Pay Transparency for Very Small Enterprises and the
Checklist for Pay Transparency for SMEs & Large Enterprises, which have been developed within the

framework of the project.
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At the same time, the Directive strengthens workers’ rights and provides
protective mechanisms, prohibiting any form of retaliation against those
exercising their rights and shifting the burden of proof in cases of discrimination
from the worker to the employer.

The Directive establishes specific obligations at different stages of the
employment relationship, which translate into corresponding legal requirements

for enterprises.

Transparency in recruitment procedures

Prior to recruitment, employers are required to inform candidates of the pay level
or pay range of the position before conducting the interview. Job vacancy notices
must include a pay range. At the same time, employers are prohibited from
requesting information about candidates’ previous salary history or prior
remuneration.

Emplovees’ right of access to pay information

During the employment relationship, each employee has the right to request and
receive information regarding the criteria determining their pay, as well as the
average pay levels of colleagues in comparable positions, including average pay
by gender. Enterprises are required to provide such information without delay
and without adverse consequences for individuals exercising this right.

Objective and gender-neutral pay systems and job evaluation

The Directive requires that pay decisions, including remuneration, pay increases,
and promotions, be based on clear, objective, and gender-neutral criteriain order
to ensure equal pay for work of equal value. Core criteria for assessing the value
of a position include, inter alia, skills, effort, responsibility, and working
conditions.

Monitoring, recording, and publication of the gender pay gap

Enterprises exceeding specific employee thresholds are required to
systematically monitor the gender pay gap and to publish relevantinformation at
regular intervals. These obligations include the production of a gender pay gap
report, analysis of its causes, and, where necessary, the preparation and
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implementation of corrective measures. Compliance requires the collection and
analysis of pay data and the establishment of regular monitoring procedures.

Specifically:

o Enterprises with 2250 employees — Mandatory annual reportincluding
the difference in average pay between women and men and the
difference in remuneration including bonuses/allowances.

o Enterprises with 100-249 employees —~ Mandatory report every three
years, unless the Member State decides on stricter implementation or
the enterprise voluntarily opts for annual reporting.

e Enterprises with < 100 employees — Not subject to systematic

reporting obligations. However, they must comply with the remaining
provisions of the Directive and take action where there are indications
of pay inequality.

Common pay assessment and corrective measures

Where the collected data reveal a pay gap exceeding 5% between women and
men within groups of comparable positions, which cannot be justified by
objective and gender-neutral criteria, the enterprise is required to conduct ajoint
pay assessment. This assessment is carried out with the participation of workers’
representatives and aims to identify the causes of the discrepancy and to develop
a plan of corrective measures.

Protection of employees and access to justice

The Directive provides strengthened protection mechanisms for workers. Any
form of retaliation against employees who request information about their pay
or submit complaints regarding pay inequalities is prohibited. At the same time,
access to justice is reinforced through the shift of the burden of proof in
discrimination cases from the employee to the employer. Employers are required
to ensure procedures that protect workers when exercising their relevant rights.

2.2 National institutional and legal framework for equal pay (Greece)
The principle of equal pay for equal work or work of equal value constitutes a

binding obligation for employers in Greece and is enshrined at multiple levels of
national law. The Constitution of Greece, in Article 22(1), explicitly provides that
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all workers, without discrimination on the basis of gender or any other
characteristic, are entitled to equal pay for work of equal value. This

constitutional provision forms the foundation of the applicable labour and anti-
discrimination framework.

At the level of ordinary legislation, Greek law has incorporated the core European
principles of equal treatment and the prohibition of discrimination through a
series of legislative provisions. A central instrument is Law 3896/2010, which
regulates the implementation of the principle of equal opportunities and equal
treatment between men and women in employment and occupation. This law
prohibits direct and indirect discrimination on the basis of gender, requires
employers to determine remuneration based on objective criteria, and
establishes protective measures for individuals who report discrimination.

This framework was further strengthened by Law 4443/2016, which expanded
protection against discrimination to cover additional characteristics, such as age,
religion, or disability, and designated the Greek Ombudsman as the competent
authority for the promotion and supervision of equal treatment. In addition, Law
4808/2021 introduced provisions concerning modern forms of work and
reinforced the framework for protecting employees against discrimination and
adverse treatment.

At the level of public policy, national action plans and strategies for gender
equality have been adopted, as well as a Code of Equality at Work, which include
guidelines for equal opportunities in recruitment and career advancement. At the
same time, collective labour agreements incorporate the principle of equal pay,
while labour legislation provides for the maintenance of pay records, the
submission of datato the “ERGANI” Information System, and the safeguarding of
equal working conditions for women and men. Competent authorities, such as
the Labour Inspectorate (SEPE), have a role in monitoring compliance and
imposing sanctions.

Despite the existence of the above institutional framework, national law does
not, to date, provide for mandatory mechanisms for the systematic monitoring
or publication of the gender pay gap between women and men. Enterprises are
not required to conduct structured gender-based pay comparisons, nor to
implement job evaluation procedures or review pay systems based on gender-
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neutral criteria. There is also no general obligation to provide documented
justification of pay differentials. As described above, the transposition of

Directive (EU) 2023/970 into national law introduces new, specific, and binding
obligations for employers that address these gaps.

Challenges in the implementation of pay transparency in greek enterprises

The implementation of Directive (EU) 2023/970 is expected to constitute a
significant change for Greek enterprises, particularly for those that do not have
structured human resources procedures. Although the principle of equal pay is
legally established, its practical implementation requires new tools, systems,
and a deeper understanding of methodologies related to pay transparency.
Within this context, certain key challenges emerge that affect the readiness
and capacity of enterprises to meet the requirements of the Directive.

One of the most significant challenges is the limited familiarity with the
content and obligations introduced by the new European framework. For
many enterprises, particularly small and medium-sized enterprises, the
Directive remains a new and not yet fully understood legislative instrument,
creating uncertainty as to what exactly is required and how internal processes
should be organized.

At the same time, enterprises express the need for practical, simple, and
immediately applicable tools that will assist them in implementing the
requirements of the Directive. While they recognize the importance of pay
transparency, many lack structured internal procedures and require clear
guidance, methodologies, and examples that can be adapted to their size and
mode of operation.

A particularly critical need concerns expertise in gender-neutral job evaluation
and classification systems. This constitutes a specialized process that is not
widely established in the Greek market and requires a specific methodological
approach in order to accurately reflect the value of each position and ensure
that remuneration is determined fairly and objectively.

These challenges differ between large enterprises and small and medium-sized
enterprises. Large enterprises typically have organized human resources
departments, digital systems, and experience with data-driven procedures. By
contrast, small and medium-sized enterprises operate with more flexible
practices and limited resources. For them, compliance with the new legislation
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entails not only the adoption of new procedures but also the need for support,
training, and tools designed in accordance with their capacities and needs.

In this environment, it becomes clear that, for the successful implementation
of the Directive, Greek enterprises require aframework adapted to their actual
conditions, tools that are practical and user-friendly, procedures that can be
implemented without excessive burden, and support that responds to the
differences between large enterprises and small and medium-sized
enterprises.

CHAPTER 3 - Key concepts on gender equality and equal pay

Purpose of the section

To establish the conceptual framework that enables understanding,
interpretation, and analysis of wage inequalities.

Learning outcomes

Readers will be able to:

e Use key concepts such as “equal pay for work of equal value” and “wage
gap” accurately.

e Recognize the role of stereotypes and structural factors in the production
of inequalities.

e Understand how these concepts relate to the practices being
implemented.

Pay equality is not limited to the content of a separate policy. It constitutes a
fundamental human right, internationally recognized, and simultaneously a pillar
of modern corporate governance. Understanding the key concepts and principles
of gender equality, equal pay, and labor law, as analyzed in this chapter, helps to
comprehend and interpret wage inequalities in practice. Therefore, these
concepts form part of the skills required by every manager, human resources
professional, and person in a position of responsibility who influences the career
progression and remuneration of others.

3.1 Key concepts and principles of gender equality in the workplace
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Gender equality in the workplace refers to ensuring equal access for women and
men to employment opportunities, career progression, training, participation in
decision-making, and equal pay for work of equal value. It is not a matter of
individual behavior, good intentions, or a “positive workplace climate,” but
concerns how structures, processes, and mechanisms are organized in ways that
systematically affect employees’ career paths.

Although the principle of equality is institutionally established, inequalities often
remain less visible in practice, as they are embedded in established practices,
informal rules, and seemingly neutral procedures. For this reason, promoting
gender equality requires shifting attention from the individual to the structure,
and from individual claims to the systematic organization of work.

The key principles governing gender equality in the workplace include the
following:

Equal treatment. No employee should be treated less favorably or have limited
opportunities based on gender, family status, pregnancy, caregiving
responsibilities, or other gender-related characteristics.

Absence of direct and indirect discrimination. Direct discrimination occurs, for
example, when a woman is paid less than a man for the same work. Indirect
discrimination arises when a practice or policy that appears neutral results in
unequal outcomes, such as requiring “uninterrupted seniority” without
recognizing periods of maternity or paternity leave.

Recognition of stereotypes and biases. Gender stereotypes influence decisions
regarding hiring, evaluation, career advancement, and remuneration, often
steering women and men toward different career paths. Recognizing and
deconstructing these stereotypes is essential for understanding and addressing
wage inequalities.

Equal access to decision-making. Limited participation of women in shaping
policies, salary decisions, and designing roles and positions perpetuates
inequalities, as processes reflect experiences and norms that are not universal.

Focus on structure rather than individual intention. Achieving equality requires
structured processes, clear criteria, and mechanisms that allow inequalities to be
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identified and addressed. A systemic approach makes inequalities more visible
and shifts responsibility from the individual to the organization of work.

Why pay inequalities are not always visible

Wage inequalities in the workplace do not always manifest in an immediate or
obvious way. They often arise not fromisolated instances of discrimination but
from the cumulative effect of various practices, rules, and informal procedures
that, collectively, lead to unequal outcomes for women and men. In many
organizations, pay is determined through historically established systems,
informal agreements, individual negotiations, or taken-for-granted practices
that are not systematically reviewed. Within this context, pay differences may
become entrenched without being easily noticed, especially when there is no
overall view or possibility of comparing different positions and employee
groups.

Another reasoninequalities often remaininvisibleis that they concern not only
base salaries but also other aspects of remuneration, such as bonuses,
allowances, career development opportunities, raises, or access to higher-
responsibility roles. When these factors are not systematically recorded and
examined, the true extent of inequalities may be underestimated or attributed
to “individual differences” rather than systemic patterns.

Gender inequalities are also frequently linked to how different types of skills
and contributions are assessed. Skills related to caregiving, emotional labor,
collaboration, or organization tend to be taken for granted or considered less
measurable, and consequently undervalued, even though they are critical for
organizational functioning. This undervaluation is not always conscious but is
embedded in evaluation and compensation systems.

The lack of transparency reinforces this invisibility. When the criteria for
setting salaries, raises, and promotions are unclear or unpublished, employees
struggle to understand how decisions are made and whether they are treated
equally. Under such conditions, the responsibility for identifying potential
inequalities often falls on the individual, who must compare, claim, or
demonstrate discriminatory treatment.
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Highlighting wage transparency as a central tool directly addresses the need to
make these patterns visible. Through systematic recording, comparison, and
analysis of salaries and related practices, inequalities can be identified,

documented, and addressed in a manner that does not rely on individual
negotiation but on collective knowledge and structured organization of work.

Understanding why wage inequalities are not always immediately visible is a
critical step for interpreting concepts that follow, such as equal pay for work
of equal value, job evaluation, and the wage gap, and prepares the ground for a
systematic approach to pay equality within organizations.

3.2 Key concepts regarding equal pay

The principle of equal pay is a fundamental pillar of gender equality at work, yet
it is often misinterpreted as simply equating to “equal pay for the same work.” In
practice, the concept of equal pay is broader and requires tools that allow
comparison of different roles, evaluation of their value, and interpretation of
resulting wage differences.

Equal pay for the same work. When two individuals perform the same work or
tasks identical in duties and requirements, their remuneration should be equal.

Equal pay for work of equal value. This principle refers to comparing different
jobs that, although not identical, have equivalent requirements in terms of skills,
effort, responsibility, and working conditions. Achieving equal pay for work of
equal value requires the ability to recognize and assess this equivalence and is at
the core of modern approaches to pay equality.

Comparable job groups. Groups of jobs that, based on systematic evaluation, are
considered of equal value and can be compared in terms of remuneration,
regardless of title or content.

Job evaluation. A structured process for assessing a job’s value based on four
main criteria: required skills, effort exerted, responsibilities held, and working
conditions.

Gender-neutral job evaluation. A method that applies the same objective criteria
to all roles without embedding gender stereotypes or undervaluing skills
traditionally associated with “female” work.
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Pay transparency. Practices and mechanisms that enable understanding of how
salaries, raises, and promotions are determined and access to relevant
information, so wage differences can be interpreted and assessed.

Wage gap. The difference between average pay of women and men, overall or
within comparable job groups, serving as an indicator of potential systemic
inequalities.

Structured performance evaluation. Assessment based on common, clear, and
observable criteria aimed at minimizing subjectivity and gender bias.

Gendered career paths. Patterns of professional development where women and
men gain different experiences, responsibilities, and opportunities, which affect
their long-term advancement and remuneration.

Emotional labor. Invisible or undervalued work involving management of
emotions, relationships, and workplace tensions, often inadequately captured in
evaluation and compensation systems.

Underrepresentation. Significant imbalance in the presence of women or men at
specific levels, grades, or roles, indicative of systemic barriers and unequal
distribution of opportunities.

Transparent remuneration process. A system where criteria for determining pay,
grades, and raises are documented, substantiated, and applied consistently,
allowing understanding and evaluation of decisions.

Work allocation. The process of assigning tasks and responsibilities within a
team, often where gender stereotypes are reproduced, affecting visibility,
evaluation, and career progression.

Corrective measures and pay adjustments. Targeted interventions aimed at
reducing or eliminating wage inequalities, such as salary adjustments, changes in
evaluation processes, or updates to job descriptions.

Joint evaluation. Collective review of wage differences between comparable
roles to understand their causes and agree on specific corrective actions.
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Reflection Point

In our organization, which skills, responsibilities, or types of effort do we
consider “self-evident,” and which do we tend to undervalue because they are
not traditionally associated with prestigious or leadership roles?

3.3 The business value of pay equality

Pay equality is not only a matter of compliance or ethics but also one of the most
essential levers for long-term sustainability, resilience, and competitiveness.
Organizations that invest in fair and transparent pay systems not only reduce
inequalities but also enhance overall performance and credibility. The main pillars
of this business value include:

a. Improved attraction and retention of talent. Today’s labor market is
characterized by increased mobility and greater emphasis on transparency.
Employees actively evaluate employers and leave more easily when they perceive
unfairness. Companies with clear and fair pay practices attract more and higher-
quality candidates while reducing the cost and frequency of staff turnover.

b. Higher performance and productivity. Perceived fairness in pay is directly
linked to employee engagement and motivation. When people feel they are
evaluated and compensated transparently and objectively, they perform better
and invest in the organization long-term. Conversely, unjustified wage
differences undermine collaboration, increase tension, and negatively affect
work quality.

c. Stronger corporate reputation and competitive position. In an environment
where investors, clients, and partners assess companies based on sustainability
and responsibility (ESG?) criteria, pay equality practices enhance credibility and

2 The term ESG (Environmental, Social, Governance) refers to a set of criteria used by investors and
financial institutions to assess a company, based not only on its financial performance but also on its
environmental impact (e.g., climate policies, resource usage), social practices (e.g., working
conditions, equality, human rights), and governance and decision-making processes (e.g.,
transparency, accountability, corporate ethics). In simple terms, ESG criteria indicate whether and to
what extent a company operates responsibly toward society, the environment, and its people.
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reputation. Companies implementing fair pay systems are preferred and
strengthen their overall market position.

d. Reduced risks and organizational costs. Structured and documented pay
systems reduce the risk of conflicts, complaints, and disputes while limiting
administrative and financial costs associated with fragmented, opaque, or poorly
justified pay decisions.

e. Better decision-making and more resilient management. A fair pay system
helps organizations recognize and leverage real talent, make more strategic
promotion and career development decisions, and reduce informal or subjective
interventions. This strengthens trust and cohesion internally.

f. Enhanced innovation and decision quality. In environments where employees
feel treated fairly, participation, idea sharing, and initiative increase. Pay fairness
is a key element of psychological safety, which is directly linked to innovation and
collective problem-solving.

3.4 Reflective questions & practical examples

Concepts of equal pay and work of equal value become meaningful when
connected to real workplace conditions. The following examples illustrate
common practices that, without necessarily intending discrimination, lead to
systematic undervaluation of work and persistent wage inequalities.

Example 1- “It's always been this way”

A small-to-medium retail business maintains an administrative position occupied
exclusively by women. The role lacks an official, updated job description. In
practice, the individual manages daily communication with clients and suppliers,
monitors financial procedures, coordinates projects spanning multiple
departments, and serves as a key reference point for information flow within the
company. Over time, the responsibilities of the role have significantly increased
without systematic review of the position or its pay grade. Remuneration
remains low under the assumption that “this role has always been like this,”
without considering whether the actual value of the work has changed.

What happens in practice:
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e Lack of job evaluation leads to undervaluation of skills such as
coordination, communication, and complexity management.

e A wageinequality arises that is based oninertia rather than work value.
e Inequality becomes entrenched and self-perpetuating.

Example 2 - “The market requires it”

In a service company, the technical department, predominantly male, receives
higher pay, justified by “market competitiveness” and the need to retain these
employees. The customer service department, predominantly female, comprises
highly experienced staff who handle demanding clients, solve complex problems,
and play a critical role in company reputation and sustainability. Yet, experience
and responsibility are not assessed equally, and there is no documentation
supporting the pay differences between the two departments.

What happens in practice:

e The concept of “market forces” is used as a general justification without
connection to objective job value criteria.

e Skills evaluation is applied selectively, not through a unified methodology.

e Indirect discrimination occurs, which cannot be justified under the
principle of equal value.

Reflective questions:

Based on the above examples, consider whether in your organization:

e There are positions or roles operating without official, updated
descriptions, even though their requirements have changed.

e Skills such as communication, coordination, client management, or
“invisible” emotional labor are evaluated appropriately.

e Pay differences between departments or roles are justified objectively or
based on informal assumptions.

e Gender stereotypes may unconsciously influence pay and organizational

decisions.
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SME Toolbox: Applying equality without an HR department

Small and medium-sized enterprises can implement equality through simple,
effective practices:

1. Drafta1-2pageequal pay policy and postitinternally. The policy should
clearly explain what “equal value” means, how salaries are determined,
and how employees can request information.

2. Use asimple job value assessment tool for all roles. FAIR PAY tools are
adapted according to company size.

3. Standardize raises and promotions. The most dangerous source of
inequality is “ad hoc” decisions. Establish an annual cycle, clear criteria,
and brief documentation for each raise or promotion.

CHAPTER 4 - Requirements for pay transparency & practical
implementation

Purpose of the section

To clarify what pay transparency means in practice and which organizational
processes are directly affected by the new requirements.

Learning outcomes

Readers will be able to:

e understand key pay transparency requirements across all stages of
employment.

e identify critical points of application and risk.

e connect transparency to accountability and fairness in practice.

Pay transparency is now a central pillar of the European strategy to strengthen
pay equality. Its successful implementation relies on simplicity, consistency, and
integrationinto business operations, rather than complex, dysfunctional systems
that remain underutilized. This chapter translates the principles of pay
transparency into organizational practices while highlighting common
challenges inimplementation. It focuses on understanding requirements and risk
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points rather than the technical compllance procedure, whichis analyzed in detail
in the “Pay Transparency — Collection and Data Analysis on the Gender Pay Gap
Practical Guide for Employers and Businesses”

4.1 Transparency in recruitment and job advertisements
Recruitment and selection are the first points where pay inequality can arise.

Therefore, full alignment with the Directive is required. These requirements are
directly linked to pay transparency as defined in Chapter 3.2.

a.Salary range disclosure

The range should be included in the advertisement or communicated
appropriately before candidates commit time to applying. To function as a tool
for equality, the salary range must be real and not tokenistic:

e Itshould not exceed the company’s actual intended pay.
e It must be common for all candidates, regardless of gender.
e It mustbe based on predetermined criteria.

b. Gender-neutral job descriptions

»n «u » «u

Avoid gendered terms (“dynamic,” “assertive,” “supportive”) and use simple,

functional language:

e Jobresponsibilities
e Jobrequirements
e Skills and formal qualifications assessed

c. Transparent interview processes

Professional interviews, especially when conducted modernly and partly behind
closed doors, are another risk area for pay equality. Understanding risk points
requires clear and predefined evaluation criteria, common questions, and
documentation of hiring decisions.
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Reflective Point:
Which of these processes are already applied consistently and documented in
our organization, and which rely mainly on informal practices?

4.2 Transparency During Employment

Pay transparency does not end with hiring. It must be integrated at every stage of
an employee’s career. Employers should design and implement:

a. Transparent performance and raise systems

Transparency in raises requires understanding how evaluation criteria are
defined and applied, including performance criteria for each role, weight of each
criterion, and the process for collecting data to satisfy the criteria.

b. Transparency in work allocation and development opportunities

Access to assignments that provide visibility is often the main mechanism
generating pay differences. Studies (Babcock et al., 2017) show that women
are more frequently assigned “support” or “organizational” tasks, fewer
strategic tasks, and fewer opportunities to lead high-profile projects. These
differences lead to lower prospect evaluations and thus lower pay. Companies
must:

e Recordwho receives critical assignments.
e Regularly monitor for patterns of inequality in these opportunities.

c. Transparency in promotion decisions

Every promotion should be justified based on specific criteria
rather than a manager’s “general sense.” Documentation is crucial
to ensure transparency and reliability, and managers need training
in structured processes.

Common Pitfall

Many companies consider criteria neutral because gender is not explicitly
mentioned, without assessing whether stereotypes are indirectly embedded or
applied consistently to all employees.

d. Continuous communication with employees
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Transparency functions only when accompanied by communication. Employees
must understand:

e how evaluation work

e when their salaries are reviewed

e criteriafor bonuses and raises

e whatisrequired for career progression

4.3 Right to Access Pay Information

Thisrightis amongthe most “radical” elements of the Directive, as it shifts power
from employer to employee, addressing a topic often considered taboo.

a. How the information request process should function

Effective exercise requires:

e Channels for submitting requests (email, form, etc.)

e Clearresponse deadlines

e Adesignated person or committee to handle requests
e Standardized response templates

e Documentation of all responses

If the process is unclear or responses vary, the company fails to meet its
obligation and is exposed to legal and reputational risk.

b. What each response should include

A comprehensive response must communicate clearly:

e Theemployee’s recorded salary
e Average salaries by gender for comparable roles or job groups
e Explanation of criteria used for categorization

c. Confidentiality & data protection
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Protection of personal data, payroll data, and sensitive employee information is
critical. Emphasis is placed on averages rather than individual names, and when
there is a risk of identification, information should be provided to a designated
employee representative rather than the individual.

4.4 Prevention of retaliation & building trust

Pay transparency requires fostering a culture of trust. The Directive fully
protects employees requesting information from retaliation, such as reduced
responsibilities, exclusion from opportunities, critical comments, or intentionally
creating a hostile environment. Violations are considered serious and oftenresult
in sanctions.

a. Clear anti-retaliation policy

The policy must be widely available, accessible, and understandable, stating:

e Management commitment
e Behaviors considered retaliation

e How employees can reportincidents
e Actionsthe company will take in response

b. Training managers & supervisors
Violations often arise from ignorance rather than intent. Leaders must
understand how to handle requests, manage conflicts, document

decisions, and recognize unintentional retaliation.

c. Consistency in handling complaints

Ineffective handling undermines the company’s transparency strategy.
Mechanisms must ensure:

e Prompt, professional investigation
e Structured, stepwise review of complaints

y the European Union
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e Informing employees of progress
e Corrective measures when necessary

Employer inaction constitutes a substantial violation of the Directive.

d. Strengthening trust and encouraging “genuine” reporting of issues

In an environment of transparency and fairness, employees must feel that their
request will not be interpreted as a “problem,” that they will not be stigmatized,
and that they will not be indirectly penalized for being considered “difficult”
employees.

Understanding this obligation requires cultivating a culture of transparency
through the systematic communication of the company’s commitment,

leadership behaviors, and consistency in handling any incidents. Systematizing
communication can take the form of regular updates on how transparency
operates, open dialogues (e.g., Q&A sessions with the Human Resources
department), publication of key principles of remuneration policies, and release
of annual reports on the improvements achieved.

What often happens in practice

Remuneration transparency processes often start in a fragmented manner,
without a unified framework or connection to performance evaluation and
career development, which limits their effectiveness.

4.5 Reflective questions & applied examples

Remuneration transparency requirements do not concern only large
organizations with HR departments. They are equally relevant for small and very
small enterprises, where decisions are often made informally, based on
experience, negotiation, or “common sense.” The examples below illustrate how
such practices can lead to inequalities and conflicts.

Example 1- “The range exists, but it means nothing”
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A small 12-room hotel employs three receptionists under seasonal contracts.
Each spring, the owner posts a job advertisement with a salary range of €800 to
€2,000. This range appears as an indication of transparency, but in practice it is
so wide that candidates cannot understand what is truly being offered. During
the hiring process, there are no predetermined criteria for determining where
within the range the salary will fall. Each employee negotiates individually,
resultingin:

e different salaries for the same work

e lack of connection between pay and specific qualifications (e.g., language
skills, experience, responsibilities)
e inability tojustify decisions.

When an employee with more experience discovers that a younger colleague is
being paid more for providing the same services, strong dissatisfaction and
internal conflict arise within the team. Such an incident constitutes a de facto
violation of the principle of equal pay.

What did not work in practice:

e Thesalary rangeis nominal rather than functional.

e Noclear and shared criteria exist for salary determination.
e Negotiationreplaces transparency.

e Thereisahigh risk of unequal pay for the same work.

Example 2 - “Better not to ask”

In a regional supermarket, employees suspect there are pay differences between
men and women in comparable positions. When discussing among themselves,
they consider formally requesting information about average salaries by gender.
The store manager, who sets shifts, assigns tasks, and recommends raises,
discourages them by saying:

“Don’t look into this, it will cause problems.”

Although no immediate sanction is imposed, the message is clear: a request for
information is treated as undesirable.
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e Discouragement constitutes indirect retaliation.
e Theright toaccess salary informationis violated.

e Aclimate of fear and silence is created.
e Trustand a culture of transparency are undermined.

Reflective questions

Based on the above examples, consider:

e How clear and accessible is the process of obtaining information on
salaries in your organization?

e Does the salary range you announce truly reflect the position, or does it
function merely as “formal compliance”?

e What specific criteria do you use to justify decisions on starting salaries,
raises, or promotions?

e Ifanemployee requested today information on average salaries by gender
in their role, could you respond immediately and with evidence?

e Which decisions directly affecting remuneration in your organization are

currently made informally, without shared, predetermined, and
documented criteria?

The SME Toolkit: Simple practices for remuneration transparency

1. State a salary range that is actually applied: Even small businesses can provide a
relatively realistic range. This enhances credibility and reduces negotiation and
applications from individuals with different expectations.

2.Create a simple job evaluation table: The table should include four columns: skills,
effort, responsibility, and working conditions. One page is sufficient to explain
each decision. For complete guidance on job evaluation, you can refer to the
Checklist for Job Classification & Evaluation for Very Small Enterprises.

3. Appoint a “transparency officer”: A legal department is not necessary. This
person can be the owner or the individual responsible for Human Resources,
provided they can receive requests, respond consistently, maintain documentation,
and clearly communicate the non-retaliation policy.
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CHAPTER 5 - Gender-inclusive recruitment & career progression

Purpose of the section
To highlight how recruitment and career progression processes can generate
or reduce pay inequalities.

Learning outcomes
Readers will be able to:

e identify gender bias in recruitment practices
e understand how career pathways affect pay
e evaluate their processes through the lens of equal pay

Recruitment and career progression are two of the most critical areas where pay
inequalities are created and perpetuated. If equality is not integrated into these
stages, the Pay Transparency Directive cannot be implemented in practice:
salaries depend onwhois hired, at what level, with what prospects, and with what
opportunities for progression.

5.1 Gender-sensitive recruitment policy

A gender-sensitive recruitment policy is based on four pillars:

a. Standardisation of the recruitment process: Many companies rely on informal
practices when hiring employees—recommendations from acquaintances,
unstructured interviews, selections based on “chemistry” or “instinct.” These
practices, however, leave significant room for stereotypes and biases to enter the
process and influence gendered career trajectories (see Chapter 3.2), even when
there is no intention to discriminate. For the recruitment process to be fair, it
requires:

e predefined stages
e clear guidelines for each stage
e anevaluation process applied in the same way to all candidates
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b. Evaluation based on skills and behaviours: Employers tend to focus on

similarity or “personal fit,” which often favours candidates with profiles similar
to those of managers. To reduce bias, it is necessary to:

define the skills that are truly important for the role

clarify what “success” means in the specific role

conduct evaluation based on behavioural indicators and results

avoid questions such as “tell us about yourself,” which create impressions
but do not always provide actionable data

c. Balanced candidate pool: Stereotypes do not manifest only at the interview
stage, butalsoinwhoreaches that stage. The recruitment process cannot be truly
fair if the candidate pool is not representative. For this reason, companies need
to implement mechanisms for:

e recruiting through communication channels that reach more women

e collaborating with schools, networks, or organisations that support
women

e reviewing qualifications that unfairly exclude certain candidates

e usinginclusive assessment tools (e.g. specific assighments instead of
evaluation based only on CVs)

d. Ensuring equal opportunities at all stages of selection: This means that all
candidates are evaluated using the same criteria, protective measures (such as
training, checklists, etc.) are implemented against first-impression bias, each
step is documented, and practices that reward characteristics more often
associated with men (e.g. excessive self-confidence, strong assertiveness) are
avoided. These measures do not create positive discrimination but ensure
substantive meritocracy—thatis, that the employer has the opportunity to select
among the best candidates from a representative pool.

5.2 Job descriptions, criteria & initial screening without bias

Job descriptions are often at the heart of equality in recruitment.

a. Job descriptions based on the value of each role: In some cases, job
advertisements consist of vague descriptions such as “responds to any need that
arises.” This approach creates ambiguity, makes role comparison difficult, and
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leaves room for arbitrariness in defining compensation. By contrast, a role
description must clearly answer the following questions:

what we are looking for
what the role requires
which skills are essential
which skills are desirable

b. Avoiding stereotypes in criteria and selection: Some stereotypes that often
enter the recruitment process include:

—“must be able to handle pressure” (often coded language for “tolerate poor
behaviour”)
—‘must have a strong personality” (often implicitly used to refer to men)

Instead:
— define precisely which skill or behaviour is being evaluated
—use criteria directly related to the job

c. Selection based on skills, not impressions: to evaluate all candidates as
objectively as possible, create processes and tools to:

e useshort tests that capture each candidate’s skills
e give candidates the opportunity to demonstrate their abilities in similar
environments (structured interviews) and with comparable questions

5.3 Interviews: fair practices & what to avoid

The interview is one of the most sensitive stages of the selection process,
because it is based on human interaction and is therefore easily influenced by
stereotypes, biases, and unconscious preferences. For this reason, interviews
must be structured in a way that reduces arbitrariness and promotes objective
evaluation of skills and behaviours.

a. Structured interviews: Structured interviews, with specific questions for all
candidates, constitute internationally recognised best practice. They do not limit
the freedom of evaluators but require them to assess based on specific criteria,
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not on “feeling” or “chemistry.” In this way, all candidates are asked the same

questions, their answers are scored usinga common scale, and all members of the
evaluation panel rely on the same data.

What often happens in practice

During interviews, women are more frequently asked about their availability,
work-life balance issues, or family obligations, while men are asked about
ambition, ability to handle pressure, or leadership potential. Even when these
questions do not directly affect hiring decisions, they shape different
expectations for progression and pay from the very first day.

b. Questions that should be avoided: Certain categories of questions reinforce
bias and may violate the legal framework. Questions about family status,
potential plans for having children, caregiving responsibilities, and any reference
to previous salary levels, comments on personality or appearance, and
assumptions about leadership ability without evidence must be avoided, with the
help of checklists and systematic bias-awareness training.

c.Interview panels: Even the presence of asecond personintheinterview reduces
bias, because it introduces diversity of thought, requires evaluators to justify
their views, and reduces the likelihood of one-dimensional judgement.

d. Documentation of decisions: The evaluation of each candidate must be
accompanied by brief but clear documentation including:

e which criteria were met
e what was observed
e how the specific candidate compares to others

Without documentation, a company cannot demonstrate that its process was
fair, nor correct areas where bias appears.

5.4 Equal opportunities in promotions & leadership development

The largest pay differences are related to progression, not initial hiring. To
address this phenomenon and its impact on the gender pay gap, employers need

to establish:
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a. Clear and transparent progression criteria: Employees must know how
often they are reassessed, which projects can help their progression, which skills

they need to develop, and what their potential career path is. Without this
transparency, exclusion becomes structural.

Reflection point

IH

Which criteria do we consider to be “indicators of potentia
our organisation?

for progressionin

Are these based on documented performance and skills, or on subjective
assessments such as “availability,” “commitment,” or the “right profile”?
Which individuals are systematically favoured by these criteria and which are
excluded?

b. Balanced allocation of “strategic opportunities”: Many managers assign
strategic projects to “whoever seems most ready.” This often leads to recycling
the same individuals, excluding talent that does not self-promote, and unequal
pay outcomes. The solution is annual tracking and balancing of allocation
patterns. Companies must examine:

e whichindividuals receive high-visibility assignments
e whichindividuals take on strategic responsibilities
e whichindividuals have more frequent access to senior leadership

At the same time, each manager must have access to the necessary tools
(training, coaching, mentoring, time) to provide development opportunities to
individuals who may not yet be fully ready but who may, through appropriate
support, successfully achieve the objective rather than being penalised for a
preventable failure.

c. Monitoring promotions and gender patterns: Every company must know:

e whois promoted
e how often
e how many women and men move up each year
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e which departments show systematic disparities

d. Avoiding bias-based evaluations: As with recruitment, evaluations are often
based on stereotypical perceptions or automatic assumptions:

e high-performing women are rated lower in terms of potential

e men are considered more suitable for leadership without objective
evidence
e ‘“decisiveness” or “confidence” is evaluated instead of results

By contrast, evaluations must be linked to real data, such as specific projects,
achievements, skills, and development goals.

Common pitfall

In companies where remote work is granted informally or based on
circumstances and preferences, women often work remotely at higher rates
due to greater caregiving responsibilities. While this provides flexibility, it
reduces their visibility and access to informal information and opportunities.
To address this, ensure remote work is recognised as a potential indirect
discrimination factor in performance evaluations, pay increases, and
promotions, and implement safeguards (clear criteria, documentation, etc.) to
mitigate this risk.

5.5 Reflection questions & applied examples

Recruitmentand career progression processes are among the most critical points
where gender stereotypes influence pay differences, often invisibly. Even
without discriminatory intent, informal judgement, lack of structured tools, and
unequal distribution of opportunities can systematically produce unequal
outcomes.

Example 1- “She won't handle the pressure”

A candidate for an account manager position in a public relations firm has strong
technical expertise, many years of experience, and positive references. During
the interview, she answers questions clearly and with evidence. Nevertheless,
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after the process, a company manager expresses the view that “she may not be
able to handle high-pressure clients.”

This assessment is not based on:

e specific examples from her CV
e previous experience managing demanding clients
e objective datafrom theinterview

Instead, it is based on a general impression and stereotypical expectations of
what “handling pressure” means.

What is missing from this process:

e Structuredinterview questions, identical for all candidates.

e Evaluation based on specific behavioural examples (e.g. how difficult
situations were handled in the past).

e Conscious avoidance of unsupported assumptions.

The result is that a capable candidate is excluded not because of her skills, but
because of undocumented judgement, with direct consequences for team
composition and future pay inequalities.

Example 2 - “Opportunities always go to the same people”

Inalaw firm, strategic assignments are decided by a small circle of partners. There
is no formal process for recording opportunities or clear selection criteria.

Data analysis shows that:

e men receive approximately 70% more high-visibility assignments

e women have similar or higher performance in their roles

e women participate less in projects that lead to promotions and pay
increases

When the issue is raised, the response is that “this happens naturally” or that
“some people show more ambition.”

What is required to address this situation:
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e Recording opportunities (pro‘jects, committees, training, leadership
roles).

e Challenging stereotypes related to availability, ambition, or suitability.
e Transparent assighment and progression processes accessible to all.

Without these interventions, pay differences are not the result of performance,
but of unequal access to opportunities.

Reflection questions
Taking into account the above examples, consider:

e Arejobdescriptions and evaluation criteria clear, documented, and
accessible to everyone in your organisation?

e How often are strategic projects assigned to the same people, and on
what basis?

e Aretherestagesinrecruitment or promotion where subjective
judgement dominates over data?

e Canyou fully explain a recent promotion? What evidence and criteria
supported it?

e Which part of the process may appear fair at first glance, but
systematically produces unequal outcomes?

SME Toolbox: Low-Cost, High-Impact Interventions

1. Use a consistent, documented interview structure for all candidates,
e.g. a one-page document with 10 common questions and a simple
scoring scale.

2. Maintain an “opportunity tracker”: a simple Excel file recording which
individual was assigned which project (or responsibility) and who had
access to which training. If disparities appear, consider immediately
how to correct them.

3. Conduct promotions and pay increases on an annual basis: Avoid ad
hoc, incidental increases. An annual cycle with fixed criteria reduces
inequalities and increases credibility.
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CHAPTER 6 - Addressing Gender Stereotypes in Organisational Practice

Purpose of the section

To make visible the role of gender stereotypes in shaping decisions, roles, and
compensation.

Learning outcomes

Readers will be able to:

e recognise how stereotypes are embedded in processes and practices
e understand the systemic nature of gender bias
e connect stereotype dismantling with pay equity

Gender stereotypes are social beliefs, deeply rooted and often invisible, that
influence how we perceive the abilities, behaviours, and potential of men and
women. In the workplace, these stereotypes take operational form and translate
into different opportunities, responsibilities, evaluations, and ultimately
compensation.

Unlike discrimination, which can be more easily identified, stereotypes and biases
operate cumulatively and corrosively. The objective is not to “change people” or
eliminate stereotypes and biases, but to change how the organisation structures,
monitors, and corrects their consequences.

What often happens in practice

Gender stereotypes are rarely expressed explicitly. Instead, they emerge
through seemingly neutral judgements such as: “she is not ready yet,” “sheis
very good at supporting the team,” or “she is not ambitious enough.” These
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judgements accumulate over time and influence evaluation, progression, and
pay decisions without being recorded or challenged.

6.1 How stereotypes produce pay inequalities

Stereotypes function as an invisible classification system influencing how we
perceive the value of different roles and work. Three main mechanisms create
pay differences:

a. Different evaluation of the same skill depending on gender: In many
workplaces, decisiveness is considered a leadership skill when demonstrated by a
man, but an “aggressive” or “non-collaborative” trait when demonstrated by a
woman. This leads to different performance evaluations and compensation.

b. Undervaluation of work more often performed by women: Tasks such as team
coordination, relationship management, mentoring, and client service often fall
outside formal job descriptions and are not financially recognised, even though
they are critical to company operations.

c. Stereotypes in role allocation: Technical or high-responsibility tasks are more
often assigned to men because they are considered “more suitable,” while
organisational tasks are assighed to women because they are perceived as
“better at them.” These decisions create different career paths and ultimately
different pay outcomes.

Common pitfall

Addressing stereotypes is often limited to isolated awareness-raising or
training actions. Without changes to decision-making structures, evaluation
criteria, and progression processes, stereotypes re-emerge even in
organisations with good intentions regarding gender equality.

6.2 Bias in evaluation, task allocation & leadership development
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Stereotypes affect every level of business operations.

a. Performance evaluation: A major study (McKinsey 2016) showed that women
receive more descriptive and less technical feedback, are evaluated more often
based on behaviour rather than performance, and receive lower ratings regarding
potential, even when current performance is comparable to men.

b. Task allocation: Work allocation often leads to informal specialisation. Due to
stereotypes around leadership skills or caregiving responsibilities outside work,
women take on more “supportive” tasks, while men take on more visible tasks.
The former rarely lead to promotion, while the latter often do.

Common pitfall

Companies assume their processes are neutral because they are applied equally
to everyone. However, formal equality does not guarantee substantive equality
when criteria and expectations are shaped in environments where stereotypes
remain invisible. As shown by the concept of indirect discrimination (Chapter
3.1), seemingly neutral practices can produce unequal outcomes.

6.3 Everyday inclusive management practices

To address stereotypes effectively, companies mustimplement mechanisms that
change managerial habits, not just policies that remain unused.

a. Make “invisible” work visible: Record recurring but unrecognised tasks
(coordination, mentoring, team support) and refer to them in team meetings,
performance reviews, and everyday discussions.

Reflection point

Which characteristics are rewarded in our organisation as “dynamic,”
“leadership-oriented,” or “strategic”? To what extent are these characteristics
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linked to gendered behavioural norms? Which individuals must adapt to be
considered “suitable,” and which are automatically perceived as fitting the
model?

b. Balance task allocation: Consciously increase diversity in who takes on
demanding assignments, encourage rotation in support tasks, and establish
transparency in assignments.

c. Provide fair feedback: Refer to specific behaviours and measurable results. For
example: “You completed the project two weeks early” instead of “You are very
organised.”

d. Structure meetings more consciously: Ensure equal participation and visibility.
Observe and record who speaks and how much. If participation is unbalanced,
actively create space for others.

e. Weekly “Bias Check” practice (5 minutes): Each week, ask managers:

Which team member accessed development opportunities?
Which team member took on administrative work?

What feedback did they give, and how was it framed?

Do they observe any patterns?

Record responses and monitor for potential patterns of discrimination.

6.4 Reflection questions & applied examples

Gender stereotypes are not expressed only through explicit discrimination. They
are often embedded in everyday practices, expectations, and informal
assignments considered “natural.”

Example 1- The “natural” organisational contribution

In a small office team, one employee has informally become the person everyone
turns to for organisational matters: coordinating meetings, solving practical
problems, supporting colleagues, and facilitating interdepartmental
communication.

This contribution:
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e isnot mcluded in her formal JOb descrlptlon
e isnotsystematically evaluated
e isnotlinked to payincreases or progression

Instead, itis seenas “part of her personality” or something that “comes naturally.”

In practice:

e Emotional and organisational work remains invisible.
e Theemployee has less time for formally recognised tasks.
e Indirect pay inequality emerges due to unequal recognition of work value.

Example 2 - “He handles pressure better”

Inan architectural firm project team, a manager must assign a demanding project
with tight deadlines and high client visibility. Without reviewing performance or
availability data, she selects a male employee, assuming he is “more available.”

This assumption:

e isnotbasedon past performance
e isnotdiscussed with the team
e isnotdocumented

Female team members are silently excluded from a high-visibility opportunity
that could lead to promotion or pay increases.

The result:

e Thesame groups accumulate high-value experiences.

e Paydisparities increase over time.

e Unequal opportunity distribution later appears as a “natural difference in
progression.”

Reflection questions
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Based on the above examples, consider:

e Which tasks in your team are performed “silently,” without formal
recognition?

e What assumptions do you make—possibly unconsciously—about the
abilities, resilience, or availability of men and women?

e What type of feedback do you give women more often (e.g. collaboration,
support) and men (e.g. leadership, ambition)?

e Who takes on the most demanding or visible tasks, and why?

e What would change if you implemented short bias checks before key
assignments or decisions for one month?

SME Toolbox: Practical Guide to Bias-Free Management

SMEs have a unique opportunity to address stereotypes quickly, because
leaders typically operate close to their teams without excessive management
layers. Three immediate practices:

1. Record who does what for four weeks. A simple Excel file with daily
tasks is sufficient to reveal stereotypical allocation patterns.

2. Rotate strategic opportunities: Each month, assign a demanding
project to a different team member.

3. Establish “standardised 3-point feedback”: Each employee receives one
positive comment, one improvement point, and one specific next step.

CHAPTER 7 - Gender-neutral job evaluation and classification

Purpose of the section
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To present the importance of gender-neutral job evaluation as the foundation
of equal pay.

Learning outcomes

Readers will be able to:

e understand the concept of “work of equal value”
e know the key job evaluation criteria
e identify risks of gender bias in role evaluation

Perhaps the most important component of pay equality is the evaluation of the
value of work: if two different roles have equal value, the pay assighed to them
must be equal, regardless of the gender of the employees or the “nature” of the
role. However, evaluating the value of work is not a simple administrative
exercise. Itis the process that organises the pay system, structures grading levels,
determines pay ranges, limits bias, and supports compliance with the Directive.?

7.1 Whatitis and why it matters
Job evaluation is gender-neutral whenit:

e isbasedon objective criteria

e isappliedinthe same way toall roles

e does notincorporate stereotypes (e.g. technical skills = high value,
organisational skills = low value)

e documents decisions

e can beclearly explained to employees and oversight bodies

Ensuring the above parameters is critical because it constitutes the only reliable
mechanism that ensures the value of work is determined by the actual
characteristics of the role and not by stereotypes or historical practices. In many
companies, pay structures have developed gradually based on assumptions (“this

3 You may also refer to the Checklist for Job Classification & Evaluation for Micro-Enterprises and the
Checklist for Job Classification & Evaluation for SMEs & Large Enterprises developed within the

framework of the Project.
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job is always more difficult”) or traditions (“this role is usually paid more”), which

often favour occupations and tasks associated with men while undervaluing work
associated with women.

Common pitfall

The company confuses job evaluation with the evaluation of the individuals
who hold the roles. However, job evaluation is based on the concept of equal
value (Chapter 3.2), not on comparing job titles or individuals. The evaluation
of arole’s value must concern the content, requirements, and responsibilities
of the role—not the performance, experience, or personal characteristics of
the employee performing it.

With a gender-neutral job evaluation system, each company:

prevents unconscious bias

objectively documents its pay decisions, as required by the Directive
avoids pay disparities that cannot be justified

strengthens fairness and transparency, facilitating employee
understanding and acceptance of pay policies

e ensures sustainable pay equality, because it addresses the causes of the
problem rather than only its symptoms

7.2 The 4 EU criteria (Skills-Effort—Responsibility—Working Conditions)

The Directive stipulates that job evaluation or classification systems must be
based on four mandatory criteria—which are also aligned with the corresponding
framework of the International Labour Organization:

a. Skills: Technical, professional, social, and cognitive skills.

|"

Common pitfall: only “technical” skills are evaluated, while coordination,
conflict resolution, and customer service skills are undervalued.

b. Effort: Physical, cognitive, and emotional effort.

Common pitfall: emotional effort (e.g. managing difficult customers) must be
evaluated, but is often omitted.
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c. Responsibility: Financial, operational, legal responsibility, safety responsibility,
and responsibility for people.

Common pitfall: “responsibility for people” is often highly valued when
exercised by male leaders, but not when women coordinate teams informally.

d. Working Conditions: Physical, psychological, social, or hazardous conditions.

Common pitfall: only physical strain is evaluated, while factors such as high
psychological pressure or constant conflict management are omitted.

To implement a gender-neutral job evaluation system, a company does not need
complex software. However, it does need to follow a structured approach, with
consistency and documentation. The key steps of this process are described in
detail in the FAIR PAY Guide for the Development and Implementation of
Gender-Neutral Job Classification and Evaluation Systems.

Reflection point

Which forms of responsibility do we recognise and reward more easily?
Responsibility for budgets and decisions, or also responsibility for people,
relationships, quality of collaboration, and daily operations? Which
responsibilities do we consider “self-evident” and which “measurable”?

7.3 Reflection questions & applied examples

Job evaluation lies at the core of the principle of equal pay for work of equal value.
When a role is evaluated based on narrow, traditional, or biased criteria,
systematic pay inequalities are created—even in organisations that believe they
operate “fairly.”

Example 1 - Undervaluation of relational and conflict management work

Ina construction company, technical roles are evaluated with high scores, as they
are considered critical to service delivery. By contrast, roles involving customer
management, conflict resolution, and crisis management are treated as
“supportive.”

The customer support manager:
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handles complex requests daily

manages conflicts with significant impact on the company’s reputation
makes decisions under time pressure

directly affects customer retention and revenue

However, during the evaluation of her role:

e emotional labour is not recognised as “effort”

e responsibility for managing critical incidents is not valued equally to
technical responsibility

e the complexity of the work is treated as “given”

What happens in practice:

e Skills traditionally associated with women'’s roles are undervalued.
e Theroleis classified at alower pay grade.
e Apaygapiscreated that cannot be objectively justified.

Example 2 - Outdated job description, incorrect evaluation

In a transport company, the role of “Dispatch Coordination Manager” was
evaluated based on an outdated job description limited to basic administrative
duties.

In practice, however, the role holder:

makes real-time decisions on shipment prioritisation

manages critical delays and interdepartmental conflicts
communicates with customers in high-risk situations

directly affects contract compliance and customer satisfaction

Because the job description had not been updated:

u

e therole’s “responsibility” was undervalued
e the “effort” was evaluated as low
e the complexity of the work was not reflected
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The result was classification of the role at a lower grade than other roles with
clearly lower responsibility and impact, and consequently lower pay than
corresponded to the actual value of the work.

Reflection questions
Based on the above examples, consider:

e Which skills are most highly valued in your organisation, and what criteria
determine this?

e Aretheretasks performed daily that are not described in any formal role?

e Whichroles have “traditionally” higher pay without clear and
documented justification?

e If your organisation were required to explain a pay difference, could it do
so based on objective criteria?

e Whichroles have substantially changed in contentin recent years
without corresponding revision of their evaluation and pay?

SME Toolbox: Simplified descriptive job comparison method
What does a small company need to effectively create a gender-neutral job
evaluation system?
1. One page per role: with a clear description of duties, skills, and
responsibility.
2. Acriteria matrix with a 1-5 scoring scale for skills, effort, responsibility,
and working conditions, for each role.
3. Annual review: comparison of roles, identification of bias, and
corrective action.
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CHAPTER 8 - Managing Skills Gaps & Employee Development

Purpose of the section
To highlight the link between skills development, career progression,
and pay inequalities.

Learning outcomes
Readers will be able to:

e understand how skills gaps affect pay

e recognise gender differences in access to training and
development

e linkemployee development with pay equality

Following the analysis of the gender pay gap and related data, this chapter
focuses on a critical mechanism through which these inequalities are generated
and reinforced: the skills gap and unequal access to development opportunities.

The skills gap is not simply a technical trainingissue. It is often gendered: men and
women are exposed to different types of experiences, assigned different roles,
encouraged toward different pathways, and given access to different skills
development opportunities. This creates differences in their value in the labour
market and ultimately leads to differences in pay.

Skills management is a key factor for pay equality, because it affects job
evaluation, access to career progression opportunities, allocation of high-
responsibility and high-visibility tasks, and ultimately pay.

Common pitfall

The skills gap is treated as an individual deficiency: “she does not have the
required skills,” “she is not yet ready.” However, when training opportunities,
project assignments, and exposure to critical experiences are not distributed
equally, the skills gap does not arise randomly but organisationally. For this
reason, the skills gap must always be assessed in relation to gendered career
pathways (Chapter 3.2), not as individual responsibility.
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8.11dentifying skills gaps without gender bias

Skills mapping itself can become a source of bias. To address this, neutral skills-
mapping tools are required that limit the impact of bias on conclusions. Some of
these tools may include:

e Structured skills lists per role: Skills must be linked to the role, not the
employee’s gender.

e Self-assessment with defined criteria: Employees indicate where they
have experience, and their self-assessment is verified against actual
deliverables.

e Structured 360-degree feedback forms including specific behaviours
rather than personal judgements.

e Opportunity analysis: Which employees have undertaken high-visibility
projects and which routine tasks? This shows who acquires skills, not who
appears more capable.

8.2 Equal access to training

Women often have access to fewer development opportunities, more training
related to administrative skills, fewer technical or leadership training
programmes, and fewer high-visibility projects.

This lack of recognition and investment leads to:
—lower prospects
—slower progression

— lower pay

Common pitfall

Employee skills development is designed without connection to actual career
pathways and pay systems within the company. When training is not linked to
concrete progression opportunities, it remains an indication of good
intentions rather than a tool for reducing inequalities.

What does equal access mean in practice?
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e Alltraining programmes (technical, leadership, digital, project
management) are available to all genders

e Transparent participant selection processes with criteria that can be
explained and documented

e Preventive and retrospective monitoring of participation by gender
(every six months, HR or managers review participation, types of training,
and gender under-representation)

e Adaptation of programmes to overcome (often gender-related) barriers,
e.g. flexible schedules, hybrid training, shorter learning modules

What often happens in practice

Development opportunities are more often given to individuals already
considered “high potential.” In this way, development functions not as a
corrective mechanism but as a reinforcing one: those who already have
advantages gain more, while those excluded from critical experiences remain
behind, often without this being recorded or questioned.

8.3 Avoiding gendered development pathways

In many companies, a pattern is observed in which men are guided toward
technical, specialised, or leadership roles, while women are guided toward
coordination, administrative, or support roles. This creates gendered career
pathways, which affect job value evaluation, the progression rate of employees
of different genders, pay levels, and access to leadership roles. To avoid these
gendered pathways, the following good practices are recommended:

a.Role rotation with a specific objective: Providing opportunities to try technical
or leadership roles to individuals who have not yet had access to them.

b. Systematic rotation in the allocation of demanding and supportive tasks.

c. Structured mentoring programmes connecting employees with senior leaders
to support skills development and increase visibility.

d. Review of criteria defining which individuals have “potential”: criteria must be
specific and observable, not subjective or stereotypical.

Reflection point
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Which individuals are selected for mentoring, coaching, or high-visibility
projects? Based on what criteria are these decisions made, and which
individuals are systematically excluded? How does this affect their future
progression and pay?

8.4 Linking skills to pay transparency

Skills management and pay transparency are inseparably linked, which is why the
Directive requires the implementation of job evaluation systems that assess the
skills, effort, responsibility, and working conditions of each role. If a company
does not have a clear understanding of the skills developed or fails to recognise
skills used “silently,” job evaluation becomes inaccurate, grading structures are
distorted, and pay gaps widen. How, in practice, are skills linked to the value of a
role?

a. The value of a role is determined by what it requires to be performed
properly: the first of these elements is skills, which indicate how much
expertise, critical thinking, responsibility, and effort are required for an
employee to perform effectively. For this reason, the Directive requires
job evaluation systems to be based on clear, documented skills criteria. If
the skills required for a role have not been mapped, its value cannot be
objectively assessed, and consequently neither its grade nor its pay can be
justified. Thisrelationshipis linear: the more demanding the skills required,
the higher the value and grade of the role, and the higher the
corresponding pay.

b.  Skillsaffectnotonlyjobvalue butalsoemployee progression. If employees
have limited access to critical skills, technical experience, or high-visibility
projects, they acquire fewer qualifications for promotion. The skills gap
becomes an opportunity gap and ultimately a pay gap.
c. Finally, skills are the mechanism that enables corrective action. When a
role is undervalued in pay terms, this often occurs because skills required
and used daily in practice have not been recognised.

Correcting the inequity therefore begins with revising the role description,
accurately documenting skills, and re-evaluating the grade to which the role
belongs.

8.5 Reflection questions & applied examples
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Skills development is not a neutral process. Decisions about who receives
training, in which areas, at what intensity, and with what progression prospects
directly affect employees’ career trajectories and, over time, their earnings.
When access to development is unequal, the pay gap widens—even when initial
pay appears “fair.”

Example 1 - Informal skills development

In a family-owned hotel in a tourist destination, management invests annually in
training shift supervisors in reservation management, digital billing systems, and
communication with international partners. These roles are almost exclusively
held by men.

Women working at reception:

e gainexperience through daily work
e frequently cover tasks outside their job description
e learn“onthejob” without formal recognition

However:

e theyarenotincluded in formal development programmes
e they do notacquire certified skills
e theyare not considered “ready” for promotion

Over time, male employees accumulate more skills, assume higher-responsibility
roles, and receive higher pay-not due to superior ability, but due to unequal
access to development.

What the example shows:

e Informallearning does not equate to career progression.
e Theskills gap is created within the organisation itself.
e Payinequality emerges gradually and is difficult to reverse.

Example 2 - Training “for a few” in retail
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In a retail chain, the company offers a leadership development programme for

store roles. Participant selection is conducted informally, based on
recommendations from store managers.

Data shows that:

e maleemployees are selected more frequently for the programme
e women remain longer in frontline roles
e participationin the programme almost automatically leads to promotion

Management believes it is “simply selecting individuals with potential,” without
examining:

e whether everyone had equal access to information about the programme

e whether selection criteria are clear and documented

e whether women are excluded due to assumptions about availability,
family responsibilities, or “ambition”

The result is a systematic skills and experience gap that translates into
differences in pay and hierarchical progression.

Reflection questions
Based on the above examples, reflect on the following:

e Whichemployees inyour organisation participate most frequently in
training programmes, and why?
e Arethere skills acquired informally but not formally recognised?

e How areindividuals selected for development programmes and
promotion?

e Doallemployees have equal access to information about learning
opportunities?

e Which employee development decisions today will affect pay in 3-5
years?

SME Toolbox: Affordable Low-Cost Training Options
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SMEs can provide meaningful employee development without high costs,
provided they do so systematically and based on fairness criteria.
a. Microlearning (5-10 minutes): Short training sessions on digital skills,
leadership skills, and customer service.
b. On-the-job shadowing: An employee observes a senior employee in
another role for 2-3 hours.
c. Internal knowledge sharing: Each month, an employee trains the team on
a useful skill they possess.
d. Freeplatforms: Coursera, edX, LinkedIn Learning (low-cost options).
SMEs can select training linked to high-value skills.
e. Smaller projects: Targeted small assignments that build real skills under
manager guidance.
f. Internal mentoring: No cost, only time investment from employees.
Annual participation analysis by gender: A simple spreadsheet showing
which employees receive training and which may be left behind.

CHAPTER 9 - Collection, analysis & reporting of pay data

Purpose of the section
To present data collection and analysis as a key tool for transparency,
accountability, and organisational learning.

Learning outcomes
Readers will be able to:
e understand which pay data are critical

e interpret key gender pay gap indicators
e understand the role of data reporting in decision-making

Pay equality cannot rely on perception or the goodwill of the employer, but
requires monitoring, transparency, and documentation. The collection and
analysis of pay data form the foundation of pay transparency and equality.
Without systematic monitoring and timely identification of inequality patterns,
no company, regardless of size, can ensure compliance with the Directive or
implement equal pay in practice. This chapter focuses on how critical processes
for implementing pay transparency can either produce meaningful change or
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generate new inequalities, depending on how they are designed and
implemented. The detailed methodology for collecting, calculating, and reporting
pay datais presented in the FAIR PAY Practical Guide for Employers—Companies
on Pay Transparency: Collection — Analysis — Interpretation of Gender Pay Gap

Data.

9.1 What data should be collected

Companies, both small and large, need to collect specific data that will enable
them to detect potential pay inequalities, assess employee recruitment and
career progression processes, and, where required, prepare the mandatory
reports provided for by the Directive. The key data to be collected include:

a. Pay by gender and comparable job category (see Chapter 3.2). These data are
collected at the average level and not at the individual level and include base
salary, allowances, benefits in kind, and bonuses.

b. Distribution of employees by grade and gender. If women are systematically
concentrated in lower grades, this is an indication of systemic inequality.

c. Recruitment, promotions, transfers, and departures by gender. Workforce
flows in each direction may reveal indirect discrimination that is not visible
through pay data alone.

d. Access to training, development, and career progression. If one gender is
excluded from training opportunities or high-visibility projects, the pay gap will
be reinforced.

e. Performance and evaluation data. Differences in ratings between genders
constitute a critical indicator of bias.

f. Pay differences >5% between comparable positions. According to the
Directive, such differences automatically trigger a joint assessment.
Understanding this threshold is a key educational reference point for companies.
The relevant implementation procedures are analysed in detail in the Gender Pay
Gap Calculation Tool.

Reflection point
What pay data are currently collected in your organisation and for what
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purpose?

Data collection is not a neutral process: decisions about what is recorded,
how it is grouped, and who has access to it directly influence whether
inequalities become visible or remain invisible.

9.2 How the pay gap is calculated

The Directive defines different levels of pay gap calculation, which are important
to understand as they reveal different dimensions of inequality. There are three
levels of calculation:

a. Overall pay gap: Measures the difference in the average salary of all men and
women in the company. This data is necessary, but it does not explain how the
differenceis created.

b. Pay gap by category/grade: Here, employees in similar categories or grades are
compared. This is the most reliable indicator of actual inequalities.

c. Pay gap by “group of comparable positions”: According to the Directive,
comparisons must be made within groups of positions of similar value based on
jobevaluation. Thisis considered the most accurate way to understand actual pay
inequalities.

Common pitfall

The Directive requires employer organisations to be able to document
whether a difference is justified (experience, performance) or unjustified
(stereotypes, outdated job descriptions). Documenting justification requires a
clear evaluation of job value and an understanding of the concept of equal pay
for work of equal value (see Chapter 3.2).

9.3 How findings are analysed

Numerical calculation of the gap is the first step. The essence of pay equality lies
in analysing the causes, which requires examination of the following factors:

e Whether pay differences are linked to differencesin job structure (Is there
underrepresentation of women in higher grades? |Is there
overrepresentation of women in “lower-value” roles?)
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e Whether job descriptions are outdated (Outdated descriptions —
incorrect evaluation —incorrect grade —incorrect pay.)

e Whether performance evaluations show patterns of bias (e.g. lower
recognised potential for women.)

e Whether task allocation reproduces stereotypes (e.g. men undertake
high-visibility projects while women undertake more organisational
tasks.)

e Whether there are gender differences in access to training and career
progression (If one gender receives more opportunities, differences will
appear years later.)

e Whether differences >5% are justified or not (It is critical to be able to
document whether a difference is objectively justified or not.)

This analysis requires collaboration among different individuals and departments
and cannot be effectively completed by a single person or department. Digital
tools can provide certain insights, but these must be combined with the
company'’s culture and qualitative data obtained from employees and managers
in order to lead to appropriate corrective actions.

Reflection point

Which of the above factors are typically examined in our organisation, and
which remain unaddressed? What data do we have, and what data have we
never collected?

9.4 Corrective actions & progress monitoring

Understanding potential corrective interventions is critical for effectively
addressing pay inequalities. Corrective actions can be grouped into key
categories depending on the type of inequality identified. The detailed
procedures for designing, implementing, and monitoring corrective measures are
presented in the dedicated Implementation Guide.

a. Pay review: Salary increase or grade adjustment where an unjustified

difference exists.
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b. Job description review: Adjustment to reflect the actual work performed.

c. Review of performance evaluation systems: Where bias or non-transparent
outcomes are identified.

d. Allocation of development opportunities: Correction of systemic exclusions.

e. Progress monitoring: At the level of planning corrective interventions, it is
important to have progress indicators, an implementation timeline, and clear
allocation of responsibilities.

What often happens in practice

Many organisations treat pay data reporting as a technical or bureaucratic
obligation. However, when results are not linked to internal dialogue, decision-
making, and corrective action, the process loses its transformative character
and is reduced to formal compliance.

9.5 Reflection questions & examples

The collection and analysis of pay data is not a neutral technical exercise.
Decisions about which data are collected, how they are analysed, and how they
are interpreted directly affect whether inequalities are recognised or concealed
behind general assumptions and undocumented explanations.

Example 1- “Experience” as an arbitrary explanation

In an IT systems technical support company, during the mandatory pay data
analysis, a pay difference of 7% was identified between men and women in two
groups of comparable positions. Management's initial explanation was that “men
have more experience.”

During detailed analysis:

e vyears of service were found to be similar

e job descriptions were identical

e differences arose mainly from lower ratings for women in the “potential”
criterion

However, these ratings:
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e were not accompanied by documentation
e were based on general managerial assessments
e were not linked to measurable performance data

The difference was deemed unjustified, and a joint assessment procedure was
triggered, leading to revision of evaluation criteria and corrective pay
adjustments.

What the example highlights:

» «u

e General concepts (“experience,” “potential”) can function as carriers of
bias.
e Without documentation, explanations are not considered objective.

e Dataanalysis reveals structural evaluation problems.
Example B - When data are collected but do not “drive” change

In a small and medium-sized service company, pay data analysis revealed a pay
gap of 6-8% in favour of men in two groups of comparable positions. The data
were properly recorded and included in the company’s internal report.

However, management decided not to proceed immediately with a joint
assessment, considering that:

e ‘“thegapisnotverylarge”
e “itwill correctitself over time”
e ‘“itisnottherighttime forinternal disruption.”

Oneyear later, the differences remained almost unchanged, while two employees
submitted formal requests for access to pay information. The company then
faced not only the need to justify the differences, but also a loss of trust, as the
data existed but had not been utilised.

What the example highlights:

e Data collection and analysis alone are not sufficient.

e Failureto act on findings constitutes an indirect compliance risk.

e Delays in decision-making often burden the company more than timely
action.

Reflection questions
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e What pay and organisational data can you extract immediately today, and
which require manual processing?

e Arethere groups of positions with systematic pay differences above 5%?

e When were the descriptions of key roles last updated?

e What concepts are used in evaluations without clear definition or
documentation?

e Wouldthe company be able to objectively justify its pay decisionsin ajoint
assessment procedure?

SME Toolbox: Simplified data collection methods

Small companies often do not have a Human Resources department or tools
for systematic pay data analysis. This does not need to be an obstacle to
compliance with the Directive. Below are practical, low-cost collection,
analysis, and monitoring methods that can be implemented by any SME.

a. Mini pay data table (1 page): A simple spreadsheet with 6 columns can
function as the core monitoring tool. The 6 columns are as follows:
e Job position/role
Job grade (if applicable)
Employee gender
Base pay
Bonuses/allowances
Years of experience in the organisation

b. Grouping roles based on 4 criteria: If the SME does not have a relevant
system, it can group positions into “groups of comparable positions” using a
simplified version of the Directive’s criteria:

e Skills:low / medium / high
Effort: low / medium / high
Responsibility: limited / moderate / significant
Working conditions: standard / demanding / specific

Each position receives a “four-digit code” (e.g. 2-1-2-1), and positions with
similar codes constitute a “group of comparable positions.” This allows the
SME to make pay comparisons in a neutral way without a complex job
evaluation system.

c. Annual brief internal report: Even where reporting is not required, SMEs
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benefit from an “annual snapshot” that includes:
e summary of pay differences by job group
® main causes
e corrective actions
e monitoring plan

CHAPTER 10 - Gender-sensitive internal & external communication

Purpose of the section

To highlight the importance of internal communication and employee
participation in the pay transparency process.

Learning outcomes

Readers will be able to:

e understand how communication affects trust
e recognise the role of employee participation
e link transparency with organisational accountability

In matters of pay transparency and equality, communication is anything but
optional. It is one of the most critical mechanisms influencing employees’
understanding of their rights, their trust in the employer, management’s
commitment to equal pay, and the organisation’s public accountability. At the
same time, communication that is not gender-sensitive or that reflects
ambiguity, hesitation, or defensiveness undermines a significant portion of the
practices in which the company has invested to achieve pay transparency.

10.1 The role of communication in equal pay

Communication functions as a multiplier of all other measures that an
organisation needs to take to ensure equal pay. All available evidence from public
consultations on the European Directive and from international organisations
(ILO, EIGE) shows that pay transparency requires clear and understandable
communication, because if an organisation does not explain what is changing,
why it is changing, and what this means for each employee, fear, suspicion, and

resistance will emerge.
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At the same time, communication ensures that employees are aware of their
rights, where they can turn in case of violations, and what the new pay
transparency tools are. By providing access to this information, a company can
increase employees’ trust in management and protect itself from conflicts,
misunderstandings, and legal risks. Therefore, internal communication around
pay must be grounded in the concept of pay transparency as a right of access to

information (see Chapter 3.2), rather than as simple information provision by
management.

Common pitfall

The organisation treats internal communication as one-way information: “we
announce what is changing.” However, pay transparency is not merely
information provision. It represents a shift in balance and creates questions,
concerns, and expectations that need space to be expressed and addressed.

10.2 Gender-sensitive language and visual communication

Gender-sensitive communication is not a matter of “political correctness,” but a
necessary condition to prevent the reproduction of stereotypes that reinforce
pay and other inequalities. Three dimensions are critical to aligning
communication with these objectives:

a. Inclusive language: Language shapes perception, and perception shapes
practice. For this reason, verbal communication, both internally and externally,
must be guided by the following core principles:

Use of gender-neutral professional titles and neutral or inclusive forms

e Reference to all genders in examples provided, ideally including non-
stereotypical roles

e Avoidance of normalised stereotypes (e.g. “women are organised”)

e Attention to words that carry different connotations for men and women

(e.g. “aggressive” vs “decisive”)

b. Inclusive visual communication: Images influence perception—often as
strongly as, or more strongly than, words—and visual material that is not gender-
sensitive can undermine the message of pay equality. Therefore, visual elements
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used in organisational communication should, to the extent possible, be free
from:

e representations depicting men as leaders and women as assistants

e one-dimensional photographs and illustrations reinforcing occupational
gender segregation

e stereotypical postures androles

c. Tone & framing: Communication on equal pay must be positive but honest (not
idealised), clear, and free from legal jargon that creates confusion. It must be
inclusive, solution-oriented, and not aimed at concealing information. The
framing of the message should reinforce the understanding that transparency
benefits all stakeholders, without exception.

10.3 Internal communication on pay transparency

Internal communication on pay transparency and the associated structural
changes must address four core questions:

What is changing?

Why is it changing?

How does it affect me?

What do | need to do or know?

To address these questions, the key pillars of internal communication within an
organisation should include:

a. Information on the organisation’s pay policy

e criteriafor determining pay

e gender-neutral job evaluation principles

e key aspects of recruitment, promotion, and performance evaluation
processes

b. Information on the role of employees

how employees can request pay information
whom they can contact

what their rights are under the Directive
how they are protected from retaliation
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b. Communication of findings (where required)
c. Without violating personal data protection, the organisation may inform
employees about:

e general findings from data collection, analysis, and reporting
e targetedimprovements
e corrective actions (where required)

d. Support through practical tools, such as FAQs, short informational videos,
graphics explaining what “work of equal value” means, and information request
forms.

What often happens in practice
Employees hear about “transparency,” but do not understand what changes in
practice for them:

e when they canrequest information

e what exactly they are entitled to know

e what protection they have when they do so
When these elements are not clearly explained, transparency is perceived as
uncertainty or suspicion.

10.4 External communication & accountability

Both for compliance with this and other European Directives, and for reasons of
accountability, transparency, and corporate social responsibility, organisations
are now expected to demonstrate and publicly communicate their commitment
to equality. Below are suggested external communication practices that may be
useful for organisations of all sizes that have taken initial steps toward pay
transparency and are seeking appropriate ways to communicate these efforts to
their broader ecosystem.

a. Inclusion of equal pay indicators in ESG reporting: Investors and other
stakeholders increasingly require or value such indicators, particularly in larger
organisations. These indicators may include:

gender pay gap data

gender distribution across hierarchical levels
progress inimplementing equal pay action plans
job evaluation methodology
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b. External commitments & public transparency: The organisation may publish
policies, issue formal management commitments to pay transparency, and
participate in conferences and equality initiatives. External commitment
increases public visibility but also strengthens accountability and employer
reputation.

c. Consistent messaging to clients, partners, and candidates: External
communication to all stakeholders must present equal pay as part of the
organisation’s corporate and employer identity. However, if the organisation
promotes a culture of equality externally while maintaining opacity internally,
distrust will increase.

Common pitfall

The organisation communicates pay transparency as “technical compliance”
or as a management achievement. However, when it fails to acknowledge that
this is a process involving tensions, adjustments, and important learning,
communication loses credibility and undermines the trust it seeks to build.

10.5 Reflection questions & applied examples

Pay transparency is implemented not only through policies and procedures, but
also through how these are communicated. Internal communication plays a
decisive role in determining whether implementation of the Directive
strengthens trust or creates uncertainty, anxiety, and resistance.

Example 1- When ambiguity creates a crisis

An organisation announces internally that it is “implementing changes to its pay
procedures in compliance with the European Pay Transparency Directive.” The
announcement is not accompanied by:

an explanation of the objectives of the change

a clear description of what is changing and what is not
information on how employees are protected
atimeline or next steps

In this information vacuum, employees begin interpreting the announcement
based on fear and past experience:
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“Will there be pay cuts?”

“Will some people lose privileges?”
“Should we be suspicious?”

Management is later forced to provide clarifications, investing more time and
effort than would have been required for clear and structured communication
from the outset.

What the example highlights:

e Lack of information is not neutral.
e General references to legislation are insufficient.

e Ambiguity reinforces insecurity and rumours.
Example 2 - When communication builds trust

A consulting firm, before implementing new pay transparency procedures,
chooses to begin with targeted internal communication. Management sends a
short but clear briefing note explaining:

why pay transparency is being adopted (fairness, trust, compliance)
which procedures are changing and which remain the same

how personal data protectionis ensured

what rights employees have

which communication channels are available for questions or concerns

At the same time, managers receive basic guidance on how to respond to
guestions and when to refer employees to the appropriate department.

The result is:

reduced uncertainty

increased trustin management

greater acceptance of changes

constructive dialogue instead of informal reactions
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What the example highlights:

e Transparency is also a matter of language.
e Manager preparation is critical.
e Timely communication has a preventive function.

Reflection questions

e Which organisational messages on equal pay could be misinterpreted by
employees?

e Which words or phrases frequently used in internal communication could
be made clearer or more inclusive?

e Do managers know which topics they can address and which they should
refer?

e How visible are pay transparency procedures in practice for staff?
e How canexternal communication (e.g. website, job postings, ESG reports)
reinforce the credibility of your internal practice?

CHAPTER 11 - Organisational culture & inclusive leadership

Purpose of the section

To frame pay transparency as a long-term organisational change and a cultural
element.

Learning outcomes
Readers will be able to:
e understand pay transparency as an ongoing process
e link policies, practices, and culture
e understand the conditions for sustainable integration of equal pay

Successful implementation of the Pay Transparency Directive requires
something deeper and more complex than simple procedural and regulatory
compliance. It requires organisations to transition from a culture of informal
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practices, hasty conclusions, historically entrenched habits, and stereotypes to a
culture grounded in fairness, transparency, and evidence-based decision-making.
Without this transformation, any new tool—whether related to job evaluation,
pay reporting, or recruitment policies—will inevitably incorporate the structural
weaknesses that previously produced unequal pay outcomes.

11.1 Organisational culture and pay transparency

Organisational culture is the way “things are done” within an organisation—not
as described in formal policy documents, but as applied in practice by the people
responsible for implementing them. It is the sum of behaviours, expectations,
norms, perceptions, and informal practices that define organisational
functioning.

When culture is unclear, inconsistent, or unequal, pay opacity is easily
reproduced, often without conscious awareness. A culture that supports pay
equality is characterised by:

a.Consistent and objective procedures. If each manager applies their own criteria
in evaluations, pay increases, or promotions, arbitrary outcomes in employee
progression and reward are inevitable. By contrast, when clear methodologies
exist—such as predefined objective criteria, documented decision-making
processes, and communication of core principles to employees—the likelihood of
bias is significantly reduced.

b. Clear communication to all employees. Employees need to know:

- how their pay is determined

- what is expected of them in their current role and for further progression
- what constitutes “good performance” in their role

- what progression pathways are available

Reflection point

How are questions about pay, progression, and fairness treated in our
organisation? As signs of engagement and interest, or as threats to “smooth
functioning”? Culture is not reflected in policies, but in how difficult questions
are handled.
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c. Consistency in decision-making. Consistency depends on whether
management applies the rules it establishes. If an organisation speaks about
equality but internally women or individuals with other identity characteristics
(e.g. migrant background) are promoted less frequently, or parenthood is
penalised in career progression, organisational culture sends a contradictory

message.

d. Recognition of undervalued skills. In many sectors, skills such as emotional
intelligence, communication, service effectiveness, and organisational ability are
undervalued, and roles requiring these skills are correspondingly undervalued in
terms of pay. Directive 2023/970 requires equal recognition of transversal skills,
making this a critical cultural dimension.

e. Safe environment for questions and reporting. Pay transparency may generate
uncertainty or fear, especially in cultures where discussing pay was previously
considered taboo. The Directive aims to foster trust so that any employee,
regardless of position, identity, or experience, can request salary-related
information without fear of negative consequences.

What often happens in practice
Even where clear pay transparency policies exist, organisational culture may
weaken their effectiveness:

e throughinformal discouraging messages

e throughimplicit sanctions

e through the perception that asking questions creates problems
In such environments, transparency exists on paper but not in employees’
lived experience.

11.2 Inclusive leadership and gender-sensitive decision-making

Leadership is the decisive factor that translates culture into practice. A small
group of senior leaders can undermine transparency efforts if they act without
awareness of the gendered impact of their decisions. Inclusive leadership is based
on:

a. Diversity in decision-making. When decisions are made by homogeneous
groups, existing patterns are reproduced: promotions favour individuals
resembling existing leaders, hiring decisions favour perceived cultural fit, and
undervalued skills remain overlooked. Greater participation of women and
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underrepresented individuals in decision-making roles often changes decision
outcomes.

b. Structured procedures that limit arbitrariness. The Directive requires
employers to define decision-making criteria as a core bias prevention
mechanism. For example: consistent evaluation criteria for all employees and
documentation of promotion decisions based on objective evidence.

c. Data-driven decision-making, not assumptions.

“Sheis not ready for such responsibility because she recently became a mother.”
“Heis too gentle to assert authority.”
“Men are more suitable for technical roles.”

Such assumptions are common but often incorrect and detrimental to equality
and productivity. Inclusive leadership does not assume—it asks, evaluates, and
relies on evidence and results.

d. Internal accountability. Transparency requires leadership to document
decisions and their rationale. This practice reduces unconscious bias, enables
process review and improvement, and strengthens employee trust. Inclusive
leadership is not achieved through a single training session, but through
systematic changes in mindset, processes, and criteria.

11.3 Addressing stereotypes and bias in management

Stereotypes and bias are among the most persistent drivers of pay inequality.
They do not produce inequality because individuals consciously intend harm, but
because mental shortcuts and generalisations influence decisions. Examples
include:

a. Gender stereotypes about abilities: Women are often perceived as organised,
communicative, supportive, and collaborative. Men are perceived as dynamic,
leadership-oriented, and decisive. These stereotypes influence selection for
higher-responsibility, higher-paid roles.

b. Bias in performance evaluations: Women more often receive behaviour-
focused evaluations, while men are evaluated based on performance and future
potential. This results in men being perceived as leadership candidates even with

similar performance levels.
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c. Undervaluation of skills associated with “female” roles: Skills such as managing
demanding clients, providing emotional support, overseeing daily operations,

and care-related tasks are often undervalued despite being critical for
organisational success.

d. Promotions based on established leadership images: If senior leadership is
exclusively male, the mental model of future leaders will likely remain male.
Change requires deliberate, systematic intervention. The simpler and more
practical the mechanisms, the more effective they will be.

Which bias mitigation mechanisms are effective?

Standardisation of evaluation procedures.

Focus on measurable results rather than subjective interpretations.
Recognition and documentation of traditionally undervalued skills.
Manager training based on practical workplace scenarios.
Documentation of all critical HR decisions.

11.4 Inclusive internal policies and practices
Policies are meaningful only when translated into daily practice. This includes:

a. Standardised job descriptions: Descriptions based on skills, daily tasks, and
actual needs—not the individual currently occupying the role. Avoid excessive
formal requirements, gendered wording (“aggressive,” “dominant”), and
unrelated task combinations.

b. Clear and accessible progression criteria: Transparency means employees
know what is required for promotion: skills, projects, performance levels, and
measurable criteria. Hidden or subjective criteria inevitably lead to inequality.

c. Transparent and consistent performance evaluation: Organisations must
define what constitutes good performance, how it is measured, documented, and
compared. Without standardisation, evaluations reflect personal preferences
and biases.

d. Fair allocation of development opportunities: Promotions result from
experience and exposure to critical projects. In many organisations, women are
more often assigned operational rather than strategic roles, limiting progression

opportunities.
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e. Zero tolerance for informal practices: Informal practices creating inequality
include arbitrary pay increases, undocumented role changes, undocumented
project assignments, and promotions without clear criteria.

11.5 Reflection questions & examples

Pay transparency is not only a matter of procedures, but of daily practice and
attitude. An organisation’s culture determines whether policies function as tools
of empowerment or remain formal provisions without meaningful impact.

Example A - “We don't have a problem here”

The management of a medium-sized company states that “in our company
everyone is paid fairly” and that “there is no need to open such discussions
because they will create tension.” Although there are no formally recorded
complaints, employees avoid requesting information about pay or promotions.
In internal discussions, anyone who raises questions about fairness or
transparency is perceived as a “complainer” or “difficult.”

With the implementation of the Directive, the company is required to respond to
information requests. The absence of a culture of dialogue leads to discomfort, a
defensive attitude from management, and internal distrust.

What the example highlights:

e Absence of complaints does not equal absence of inequality.
e Silence discourages transparency.
e Leadership unpreparedness increases organisational risk.

Example B - Transparency as a collective commitment

In a retail organisation, management decides to approach pay transparency as
part of organisational culture rather than merely a compliance requirement.
Before implementing changes, information sessions are held with managers and
employees, where the following are explained:

e what equal pay for work of equal value means
e what data will be collected and why
e how individuals who request information are protected
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Managers are trained on how to respond to questions without defensiveness and
how to refer to formal procedures when they do not have the answer themselves.
Gradually, discussions about pay cease to be perceived as a “threat” and are
treated as part of the organisation’s normal functioning.

Reflection questions

How does your organisation respond to pay-related questions?
What implicit messages are communicated?

Is there shared understanding of fair pay?

Do employees feel safe raising concerns?

Which leadership behaviours strengthen or weaken transparency?

SME Toolbox

Small and medium-sized enterprises may lack complex HR systems, but can
stillimplement effective equality practices.
1. Use a standardised evaluation form including:
e results
skills
contribution
development needs

2. Define expectations early, including:
e uptob5keyresponsibilities
e upto3requiredskills
e rolesuccess criteria

3. Distribute development opportunities fairly

In small teams, 1-2 critical projects can determine an individual’s career
progression.

Conduct an annual record of:

e Whichindividual received which opportunities,
e Who undertook high-visibility projects,
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e Who had access to training.

Correctimbalances promptly.

CHAPTER 12 - Sources & annexes

For further reading on equal pay and organisational culture change toward
gender equality, refer to the following sources and tools.

References

Directive (EU) 2023/970 of the European Parliament and of the Council of 10
May 2023 to strengthen the application of the principle of equal pay for equal
work or work of equal value between men and women through pay transparency
and enforcement mechanisms

Equal pay: an introductory guide / Martin Oelz, Shauna Olney, Manuela Tomei;
International Labour Office, International Labour Standards Department,
Conditions of Work and Equality Department - Geneva: ILO, 2013
Gender Mainstreaming Toolkit / European Institute for Gender Equality,
Luxembourg: Publications Office of the European Union, 2016
Women in  the Workplace / McKinsey & Lean In, 2015-2025
Gender Differences in Accepting and Receiving Requests for Tasks with Low
Promotability, Babcock et al., American Economic Review 2017,107(3): 714-747

Tools

« Guide for the development & implementation of a Gender-neutral Job
Classification and Evaluation System

« Practical guide for employers-enterprises on Pay Transparency. Collection -
Analysis - Interpretation of data on the gender pay gap

» Checklist for Job Classification & Evaluation for micro-enterprises

» Checklist for Job Classification & Evaluation for SMEs & large enterprises

« Checklist for Pay Transparency for micro-enterprises

» Checklist for Pay Transparency for SMEs & large enterprises

» Gender Pay Gap Calculation Tool

&3 o
kol waen oo [

This Project is co-funded by the European Union



https://eur-lex.europa.eu/legal-content/EN/TXT/
https://eur-lex.europa.eu/legal-content/EN/TXT/
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https://pubs.aeaweb.org/doi/pdfplus/10.1257/aer.20141734
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https://www.kethi.gr/sites/default/files/imce_upload/files/job%20classification%20guide%20en%20final.pdf
https://www.kethi.gr/sites/default/files/imce_upload/files/Guide%20pay%20gap_EN_final.pdf
https://www.kethi.gr/sites/default/files/imce_upload/files/Guide%20pay%20gap_EN_final.pdf
https://www.kethi.gr/sites/default/files/imce_upload/files/check%20list%20_job%20classification%201_EN.pdf
https://www.kethi.gr/sites/default/files/imce_upload/files/check%20list%20_job%20classification%202_EN.pdf
https://www.kethi.gr/sites/default/files/imce_upload/files/Pay%20transparency%20Checklist%201_en.pdf
https://www.kethi.gr/sites/default/files/imce_upload/files/Check%20list%20pay%20transparency%202_EL.pdf
https://www.kethi.gr/sites/default/files/imce_upload/files/Tool_pay%20gap_english.xlsx

FAIR = PAY

For further informatio, you may contact the project partners:

General Secretariat for Equality and Human Rights
Research Centre for Gender Equality (KETHI)
WHEN Equity Empowerment Change

> Uvdeopog Emyelpnuatiwy Muvaitkwyv EAAGSog

KE©I WHEN % SEGE

aaure e oamars FOUITY . EMPOWERMENT | CHANGE

This Project is co-funded by the European Union



https://isotita.gr/en/home/
https://www.kethi.gr/en/profile
https://when.org.gr/en/
https://sege.gr/

