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Ztowxeia Eyypadou:

Nakéto Epyaoiag

WP3 —Training, Capacity Building & Tools for Employee Empowerment

Apaotnplotnta Activity 3.2 — Development of Employee Training Handbook & Training
Materials

Napadotéo D3.2 - Eyxelpidio Eknaidevong yia Epyalopévoug

Erukedalng Etaipog Kévtpo Epeuvwv yla O¢pata lootntag (KEOI)

Tuyypadeic: ZEME — Zuvdeopog Enxelpnuoatiwy Nuvaitkwv EAAadog, WHEN
Equity Empowerment Change

Eninedo uadoong

dnuooia dtabeon

Executive summary

To mapov Eyxewpidlo Exmaibevong yia Epyalopévoug avamtuxdnke oto
mAaiolo tou €pyou FAIR PAY, to omoio umootnpilel tTnv edpapuoyn tng
Odényiag ya tn Aadavela twv Apolpwv Kal Tnv mpowbnon tng ong
apolBig ywa epyacia tong aflag. To eyxelpiblo TMOPEXEL TPAKTLKNA
kaBobnynon, epyaleia kal moapadeiypata yio epyaloléVous, LE OTOXO TV
evioyuon tng evnuépwong, TnG SladAaveLag KaL TNG EVEPYNG CUHMETOXNG OTN
Sladikaoia emitevéng poboAoyikng Lodtntag. (Oa avantuxBel mMAnpwg oto
TEALKO Kelpevo.)

‘Ektaon: 90 oeAibeg
NMwooeg EAANVIKG & AyyAkd
Huepounvia 31 /03/2026

To 'Epyo «FAIR PAY -
ovyxpnuatodoTeltal amo

Pioneering equal and transparent pay initiatives» - No. 101190966
™mv EAAada kat v Evpwmaikn ‘Evwon péow tou Mpoypapupatog «IloAiteg,
[ootta, Aikawpata kat Agieg» ( CERV).

AnayopeUeTaL N avanapaywyn OnoloUSATTIOTE TUNUATOC AUTHE TNG EKOOONG, TOU KOXAUTITETAL QIO

Sikawwpuarta (copyright), n

n xpnon tn¢ os onoladnNmote poppn, xwpic tn ypantn adsia tov Kévrpou
Epsuvwyv yia Oéuara lootntag (KEOI).
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KE®AAAIO 1 - Ewoayoyn & miaicro

1.1 Zkomog KoL Tedio EQappoyNS TOV eYXEPLOioV
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To mopdv eyyepido oamevBivetar oe epyalopevovg kot epyolOUEVEG OTIG EAANVIKEG EMLYEIPNOELS,
aveapTNTmg HEYEDOVG (TTOAD LKpES, KPES, HECOTES Kol LeYOAES). ZTOYOG TOL gival va vTootnpi&et TV
KATOvON G KO TV TPOKTIKY A510T0INoT TV SIKOUOUATOV TOL cuVIEoVTAL e TN cboAoyikn Staupdveto
Kot TV apyn g iong apoiPng v epyacia iong agiog, 6mT®g aVTEG EVIGYVOVTAL OO TO VEO ELPOTAIKO
mAoicto.

H peBoroyicn dapdveta dev apopd LLOVO TOATIKEG 1) dtadikacies mov epaprdlel n emyeipnon. Apopd
Kot T0 Katé moco ot pyalopevol Kat ot epyalopeves umopodv va katovoovv tag kabopiletar n apopn
TOVG, Ol KPLTHPLoL EMNPEALOVV TIG AVENGELS KOt TIG TPOAYMYES, KOl TAOS UTopovV va {NTohv evinuépmon
1N dlevkpwvicelg 6tav kATt dev ivar cagés. Me avt v £vvola, To YXEPIOI0 AELTOVPYEL WG EKTAOEVLTIKO
EYXEPIO10 EVOLVALMONG KO EVIIUEPMOTG.

To medio epaproyns Tov eyyePLdion KOADTTEL TNV EPYOCIOKT GYECT| G€ OAO TO GTAOLE TNG: TPV Omd TNV
TpoOcANYM, Katd TN Swdwkacio emAoyng Kot petd v évtaln otov opyavicpd. IleptiapPaver v
npocPacn oe TANPOPOPIES, TNV KATAVON OGN TOL Tt onuaivel «ion apopr) yu gpyacia iong a&iog», tnv
avayvoplon mlavav pope®v Oldkpions, Kabdg kot T dwbéoieg oadtkacies Kot Sadpopég
OVTILETOTIONG, OTOV VTLAPYEL LTTOYIO AVICOTNTAG.

To eyyelpidlo £xetl EVUEPOTIKO Kol VTOGTNPIKTIKO YOPAKTPA. AEV VTIKOOIGTA VOLIKT GUUBOVAN 0VTE
wpobmobétel eEokeimon e VOUIKOVG Opovg. Avtifeta, entyelpel va LETAPPAGEL TO EVPOTAIKO TAAICIO GE
KOTOVONTY] YVAOT Kol TPOKTIKA fripato, Sivoviog EUeocTt) 6TOV TEKUNPLOUEVO 1GA0YO0 Kol OTN GTUOLOKY,
ac@oAn a&lomoinon tov Swawpdtov. IlopdAinia, Aoappdver vToyn Ot ot dvvatdTNTEG KOt Ol
dwdkacieg pmopel va dtapépovv avaroyo pe To HEYEBOS Kat TNV 0pyavmaon TG ETLXEIPNOTG.

To mapoév eyyepidlo Eyel emiong eKTAOEVTIKO yopakTpa Kol tpoopiletar va a&loronbel oto mlaiclo
dpdoewv empdpomong kot evoicOntonoinong epyolopévaov. o tov Adyo ovtd, mepthapPdvet
TopodElyIOTO, TPOKTIKG epyaleio Kol onpeios TPOPANUOTIGHOD OV UTOPOLY VO VTOCTNPIEOLY TN
Blopatikny katavonon Tov Oepdtov rchoroyikng dSlopavelog.

1.2 To épyo FAIR PAY

To Epyo FAIR PAY viomotweitan and ™ I'evikn [popparteio lodttog kot AvOponivov Awoiopdtov
(I'TTAA) og suvtoviot) popéa kat etaipovg to Kévipo Epguvav yia Oépata Icomrag (KE®OI), to WHEN
Equity Empowerment Change (WHEN) kot tov X0vdeopo Enyeipnuatiov EAAGdag (XETE). To "Epyo
ouyypnuatodoteitar amd v EALGSa ka1 v Evpomnaiky ‘Evoon péocm tov Ipoypappoatog «IloAitec,
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Iootra, Awoidpota kow Agiegy (CERV).

Boowog okondg tov ‘Epyov FAIR PAY etvar va copfdier oty eEdAetym tov Eppuiov picBoroyukon
YOO LLOTOG KOL TNV OVTILETOTLIOT TV BabiTEpOV aITIOV TOV, TPo®OdVTAG TN LGHoAoYIKT Stapdveln BAcet
g Evponaikig Oodnylag 2023/970, n omoia olvel éugoon ota epyaciokd mepiBdAlovio Tmv
EMYEPNCEDV. TVYKEKPIUEVO, TO EPYO GTOYXEVEL GTNV TAOTIKY| £QapLOYT| TV datdEemv e Odmyilag,
TPOKEWEVOD Vo evTomicet Tig mBavEg mpokAnoelg g mpotov | EAAGSa 6écet o€ 16y0, Ommg vtoypeovTat,
TIG VOUOBETIKESG, KOVOVIOTIKEG Kol SLOIKNTIKEG OATAEELS TOV OTOUTOVVTIOL Y10 T GUUUOPO®ON WE TNV
Odnyio.

Ewwotepa, péca and to Epyo emduwketor 1 enitevén tov akdA0v0mV YEVIKOV GTOY®V:

®  EVIOTMIGUOG/KATOYPOPY] KOL OVTOAAAYT] YVAONG KOl KOADV TPOKTIKOV GYETIKG LE CLGTILLOTA KO
epyodreion Oapdvelng opolPov, avamtuén odnydv, epyoielov Kot AMOTOV €Aéyyov Yo TNV
a&lohdynon g iong apoPng v ion epyacia N epyacia iong a&iog otov 1010 £pyodotn @opéa,
GUUTEPIAQUPOVOUEVIS TNG EQUPUOYNG SvoTnUaTeV afloddynong kot tavounong Oécewv
£pY0ciog oVOETEPOV OC TPOS TO PVAO

® oVATTLEN KOVOTNTOV TV €PYOSOTOV/IPIOV Kol TV EPYULOUEVOV GYETIKG HE TNV EUOULAN
pioforoyikn dtoeavela, TV a&loAdynon g iong apolPng yia ion epyacia 1 epyacia iong a&iog
KoL TNV €QAPUOYN GLOTNUATOV aEl0AdYNoNG Kot TaEvOuNoNG BEcemV £pyaciag OVOETEP®Y MG
TPOG TO PVAO Y10 TNV TOPOYN TNS ATOPOLTITNG TEYVOYVAOGCING GTO GYESLAGUO KoLl TNV EPUPLOYN
TPOTOPOLAIDV Yia TN peBoroyikn| Stapdveto

® cvoicHntonoinon oyeTikd pe T onuocio g pioBoroyikng dtapdvetog, Tovilovtag to 0opEAT Tov
TPOKVTTOVV amd TIC OVOETEPES OC TPOG TO VA0 cuvOnKkeg epyaciag kot TpwtofovAiec mov
Tpodyovy TV 160TNTA. TOV QOA®V TOGO Y100 TOVG £PYOOOTEC POPElG OGO KOl YLl TOVS/TIC
epyalopevoug/eg

® TPOMONCN QIMKOV €PYOCIOKAOV TEPIPOALOVI®OV Y0 YOVOUKEG KOl GVOPEG TPOKEUEVOL VO
evioyvbel M 106TTO TOV QUA®V GTNV EAANVIKY ayopd epyaciog HEC® OlaBOLAEDCEMY Kot

FAIR PAY - Eyxepidio Exnaideuong yia Epyalopévoug

OAVTOALOYNG YVAOOEDV
e avdden e onuaciog e oboroykng dtapdvelog

FAIR PAY mpoc@épel oTIc EAMAMNVIKEG EMXEPNOELS EVOV OGQUAT YDPO TPOETOWLAGING TPV Omd TNV
VROYPEMTIKY evooudtmon e Odnyiag 2023/970. Méoa and tnv TAOTIKN €Qaploy| epyareiwv, To £pyo
EMUIPENEL OTIC EMYEPNOELS VO OOKIUAGOUY otV Tpaén HeBOdovs HIcOBOAOYIKNG JlapAvELnS, Vo
EVTOTICOLV TIG TPOKANGELS TOV AVTILETOTILOVY Kot VoL avamtHEOVY SLOdIKOGIES TOL VO aVTOTOKPivovTOoL
OTIG OVAYKES KO TIG dSuVOTOTNTES TOVC.
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210 mAoiG10 aVTO, 0 TAPWV 001 YOS AELTOVPYEL (OC EKTAOEVTIKO EYYEPIOI0 Y10 TOVG EPYALOUEVOLS KO TIG
epyalOpeVeS, Le TOYO TNV KOTAVONOT TV SIKOI®UATOV TOV amoppEovV and T GHoA0YIKN da@aveLn
Ko TV apyn ™ iong apoPng ya epyacio iong aglog. Xuvoéetl to evpomaikd Kot e0vikd Beopikd mhaicto
LLE TNV KOO UEPIVT| EPYACLOKT] TPOYUATIKOTNTO, TOPEXOVTOS ETEENYTGELS, TOPAOELyYLATO KOl EpYOLElR TOV
OLELKOAVVOLV TNV TEKUNPLOUEVT AGKNOT TOV SIKAUOUAT®V KOl TOV OVGLAGTIKO O18A0Y0 GTO £PYACLOKO
nepPdArov. Me tov 1pdmo avtd, to FAIR PAY cvpPdidrerl oty gvioyvon g yvaong, e StapaveLag
Kot TG 160TNTOG GTNV EAANVIKT 0yopd EpYACTOG.

1.3 I1og va Yp1noROTOMGETE TO EYYELPIOL0

To mapdv eyyepidio £xel oyedaotel MoTE Vo umopel va ypnotponombel 1660 o¢ epyaieio evnuépmaong
060 Kol WG EKTodEVTIKO gyyelpidio. Aev amartel vopuikég yvaoelg ovte e&gdikevon og Bépata avOpdmivov
duvapkod. X1oxog tov elvar va eEnynoel pe coen Kot katovontd Tpodmo Tt onpaivel pcBoroyik
SPAvELD KoL TG UTOPEiTE VoL 0ELOTOWCETE TO GYETIKO OTKOLMDULATO. GTNV TPAEN.

Mmnopeite va dtofdoete 10 €yyepidto pe 000 TpdTOVG:
[Ipdtov, ypappkd, amd v apyn £0¢ To T€A0G, MOTE VO ATOKTHGETE GLUVOAIKY| €IKOVO TOVL Oeckon
mAociov, TV BacIKOV EVVOLOV Kol TOV d1ad1KaGL®V Tov oxetilovtat pe v ion apoPn yuo epyacia iong

a&lag.

Agbtepov, EMAEKTIKA, £6TIALOVTAG GTIG EVOTNTES OV GaG APopovV dueca. I'a mapddetypa:

e Av gmbBupueite va {nmoete TAnpoopieg yia Tig apoBés, unopeite va avarpéEete ota Kepdhoa
4 ko 9.

® Av cag anacyoiel {Nua Tpoaymyng N avénong, ypnopo sivar to Kepdiato 6.

o Av éyete evoeifeig duakpiong, o Kepdaia 5 kot 8 mapéyovv KaBodnynon yio Ty KoTovonon Kot
NV ovTidpoon.

Ot mivaxkeg, To évOeta TAaio1o, TO TOPASEYLLOTA TEPIMTMOGEMV KOl 01 MGTEG 0 TO-EAEYYOV EY0oLV evtayDel
Yo vo O1EVKOADVOLYV TNV TPOKTIKY  €QOPUOYN. Mmopovv va  ypnowyomombodv g epyoleio
TpofAnpaticiod Tpv amd pet GuCNTNoN LE TOV/INV £PYOSOTN/TPLo, TPV OO TV LVITOPOAY] OUTHLLOTOG
TANPOEOPNONG N TPV A0 TPOGPLYN GE OPLOSLO POPEQL.

To eyyepido dev aviikabiotd T vouikn cupfovAr obte Tig enioneg dtadikacieg mov TpoPAémet n
vopoBeaia. [apéyel, OpHmc, £vo cuVEKTIKO TAAIG1IO KaTavonong, MCTE ol EpyYalOUEVOL Kot ot EpyalONEVES
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VO LTTOPOVV VO KIVOOVTOL LE LEYOAVTEPT ACPAAELD, YVMDON Kol TEKUNPI®OT).

H anotelecpatikny a&lomoinomn tov mpoimobétetl evepyn oTdor: EVUEPMOT), TPOGEKTIKT AVAYVOOT TOV
OYETIKAOV EVOTHTOV Kal, OToL ypelaletal, avalntnon mepottép® vrootnpitng. Me avtdv tov 1pomo,
pioforoyikn dtapdvela petoTpémeTot amd Bewpntikn apyn o€ TPAKTIKO Epyareio eVOLVALWOOC.

1.4 H dopn Tov gyyeiprdiov

To eyyepido opyovovetorl o€ Bepatikd Ke@AAaio Tov akoAovBoHV T AOYIKN Topeia LOG EPYOCIOKNG
oxéong: amd TN PocIK KOTovonomn TV SIKOUOUATOV mG TNV TPUKTIKY ACKNGN TOVS KOl TY GUUUETOYN
TV epyalopéveV 6E TOMTIKES 161G AUOPNC.

e To Kepdrao 1 eicdyer 10 mhaiclo, Tov okomd kol Tov Tpdmo a&lomoinomng Tov eyyelpdiov.
To Kepaharo 2 mapovciilel ta Pacikd dikaidpato 6Gov a@opd N ®¢ TPOg .. LeOOAOYIKNG
OPAVEWDG KOl  TO  TOWOVEG TPOCTOTELOVIOL OmO TO VEO  EVPOTAIKO  TAAIGLO.
To Kepdararo 3 e&nyel 11 onpaivel «ion apoipn yia epyacio iong a&iog» Kot mog a&lodoyeiton n
a&io pog 0€ong pe PACT OVTIKELEVIKA KOl OVOETEPO MG TTPOG TO PVLAO KPLTHPLL.

e To Kepdaharo 4 avalvel Tog aokeitar oty mpdén 1o dikaiopa TpoOcPacns 6e TANPOPOPIES Yo
T1G apoPéc.

o To Kepdrowo 5 Ponbd oty avayvopion AGuecov kot ERpecmv dlokpicemv, kabmg Kot
GUOTNUK®V OVIGOTHTMV.

e To Kepdraro 6 eEetalet T LicBoroyikn StopAveLd TPV, KATO KOl LETE TNV TPOGANY.

FAIR PAY - Eyxepidio Exnaideuong yia Epyalopévoug

e To Kepdroro 7 mopovcialel v évvola g amd Kooy a&loAdynons Kot Tt ONUAIVEL Y10 TOVG
epyalopevoug kot Tig epyolOUEVEC.

e To Kepdhraro 8 avorvel Ta SIKOIDUOTO GE TEPUTTAOCELS AVTITOIVMV.
o To Kepdraro 9 Acttovpyel g mpaktikdg 0dnyos Pty dtov VITapyEL VITOYIN AVIGOTNTOC.

e To Kepdharo 10 avadeikviel tov porlo Tov epyalopéveov otn SUOPO®OOT TOMTIKOV 1oMG
aILO1B1G KOt SLOPAVELDGS,.

e Ta televtaio Kepdioio mepAaUPivouy YA®Moodpt Bacik®v 0pmV kot TNYEG/EMTAEOV VKO,
(MGTE 0 OVOYVOOTNG 1 1 OvVOyvOSTPLo va. uitopet va epPabivel mepountép.

H dopn avty emtpéner 1660 TN 0TAOOK KATOVONGN TOL Oecuikod TAGIOV OGO KOl TNV AQUEST

P e
&3
o N

. [
P — U
YTONFTEIO KOINGNBKS TYNOXHE N~
A OKOTREAT
TENBH TPAMMATEA LLOTHTAL '
2 SATER ASSICIATION OF

A ANSPRIINEY ARAIGATE
—_— KENTRG EPEYNGN FIA DIMATA HOTHIAY EQUITY - EMPOWERMENT - CHANGE

This Project is co-funded by the European Union




4
FAIR = PAY

npocPacn oe mpaktikd epyodreio. Kabe kepdAoio cvuvdéetar pe to VITOAOUTO, ONUIOVPYDVTIOS EVol
GULVEKTIKO GUVOAO TTOL VTTOGTNPILEL TOV EVIUEPMUEVO KOL TEKUNPLOUEVO SLAAOYO Yio TNV {01 apoPn.

KE®AAAIO 2 — Aikon@pota epyalopévev

Y KOMOG EVOTNTUG

To mapdv KePEAOIO0 AMOGKOTEL GTNV TOPOVGIACT] TOV PACIKOV SIKOUMUATOV TOV OTOPPEOLV ATO TN
woBoroykn drapdvele Ko v apyn g tong apoprg ywo epyocio iong a&ioc. Xtoyxog eivor va
KaTavonoouvv ot gpyalopevol Kot ot gpyaldpeveg mota gival ta Ogpelmon SIKOIOUOTA TOVG, TOLOVEG
KOADTTOVTOL 0o TO EVPMMTATKO Kot €0vViKO TAAIGI0 KOl Tt Lropohv EDAOYN VO OVOLEVOLY OO TOV/TNV
€PY0d6TN/TP1d TOVG, avaAoya pe To pEyeog Kat TNV opyavmon Tng Emtyeipnomng.

MoOnowukd amoteréopata
Ot avayvmdoTpleg Kol Ol avayvmOoTeS Bo LTopovV:
e vo avayvopilovv ta factkd SiKodIaTo OGOV apopd 6T I6O0AOYIKN SLoEAVELD,
® vo yvopilovv Toloveg mpootatehoviol amd To Heckd TAaico,
® V0 KOTOVOOUV TOTE KOl GE TOLEG TEPUTTMGELS EVEPYOTOLOVVTOL TO GYETIKA OUKOMLOTOL,

® V0 JUOPPDVOVY PEUAIGTIKEG TPOGOOKIES G TTPOG TIG VITOYPEMGELS TOV/TNG EPYOSITN/TPLOC,

® vo avtilapuPdvovtal T GUVIEST] HETAED SIKOI®MUATOV, S0QAVELNS Kol 101G LETaYEIPLoNG.

H peBoroyum dwapdvela 0ev amotedel amAmg Hio S101IKNTIKY VTOYPEMOT] TOV EMYEPNGEMV. ATOTEAEL
TOVTOYPOVA, EVOL GUVOAO OTKOUMUATMV Y10 TOVS £pYALOUEVOVS Kol TIG EPYALOUEVEG, TO OTTOT0L EVITYDOLY TN
SVVOTOTNTO KATOVON oG, EAEYXOV KOl TEKUNPIOUEVOD SLAAOYOL YOP® Ao TIG AROPBEC.
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Ta dwaidpato avtd dev tpobmobétovy cOykpovon N Vmapén katayyeAilag. Avtifeto, Agttovpyodv
TPOMTTIKA: EMTPEMOVY GTOVS epyalOpeEvoVg Kot oTig epyalopeveg va yvopilovv ndg kabopileton M
apoBn Tovg, oo Kprtipa epoprolovtan Kot av 1 LeTayeiplon Toug ival GOUE®YN LE TNV apyn NS iong
apopng v epyacia iong a&log.

2.1 To foocikd SOlKoOOpaTo pioforoyikns oL0QavELDg

H peBoroyicn dwapdveia e1cdyet £va mhaicto 6to omoio ot epyaldpevol Kot ot epyalopeves pmopovv vo
yvopilovv tog kabopiletal | apoPn Tovg Kol TAOS GLYKPIVETAL, OE YEVIKO EMITEDO, e AAAEG GUYKPICIUEG
0éoeis. Ta Pacikd Stkoudpata Tov amroppEovy ard 1o eVPOTAIKS TAaico Tepthapupdvovy ta eENg:

1. Awkaiopo evnpépmong mpv amd v Tpdsinyn
Ot voyMe1ot Kot o1 VITOYNPLEG EYOVV dtKaimLL VoL YVOPiLovv To apyiko eminedo 1 T0 €0pOg apoPng Tov
avtwotoryel otn Béom, mpwv amd ™ cvvévievEn N Tpwv amd v Evapén dampaypdtevons. H mpdfieyn
avtn evioyvel v ton aeempia ot picboroywkn dwadpoun Kot wepopilel tov kivouvo avBaipetmv
dwpoponomoewv. [TapdAinia, dev emTpéneTon 1 AnOiTNON YVOGTOTOINGNG TOV TPONYOVUEVOVL VYOLS
OTOd0YDV, MCTE VO NV OVATOPAYOVTOL TOAMOTEPES AVIGOTNTES,.

2. Awaiopo TpocPaonc o€ TANPoPopieg KATE TNV amocyOANOoN
Kabe epyalopevoc kat ke epyaloduevn £xet dikaimpa vo {NtHoel TANPOQOpIies GYETIKG LE:

v 10 kprTAplo kabopiopov g apopnig,
v 10 kprripio puoboroyikng eEEMENG KoL TPOAY®YDV,

v 1o péoa eminedo opoiPrc (6 GLYKEVIPOTIKY Kol avdvoun Hopen) Yo, epyalOUeVOVC/eC oL
eKTEAOVV TNV 1010 epyacia 1 epyacia iong aglag, pe dtakpion ava eOAO.
To dwaiopa avtd propet va acknBel aveEdptnta amd to oV vIdpPYEL LTOYio SIUKPICTG.
Xopeova pe v Odnyio (EE) 2023/970, ta kpdtn péAn pmopoldv va OmoAAACGOUV €PY0dOTEG e
Myotepoug amd 50 epyalopévovg amd TIG LIOYPEDCEL OV oyeTilovtal pe T SbecuoOTNTO TOV
kpunpiov picBoroykng e&éMénc. Avtd onuaivel 0TI, 0€ TETOEG EMXEIPNOELS, TO GYETIKG GTOLYEIN
evoéyeton vo umv etvan drabéoia pe tov 1010 TpOTo OTMC 68 PEYOADTEPOVS OPYOVIGHOVE. 26TOCO, TO
dwaiopa Tov epyalopévev va (ntodv kat va Aapfdavouv Pactkn evnuépwon yia tov Tpdmo kabopiopod
g apoPng Tovg mapapével Bepelmdeg otoryeio TG HIGBOAOYIKNG SLOPAVELNG.
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3. Awkoiopa tpoctaciog ané avrimowva,
H doxnon tov dikaiopdtov prcboroyikng dtapdvelag dev umopel va 0dnyet o€ duopevn petayeipion. Ot
gpyalopevorl kot ot epyalopeve Tpootatelovol and aviimowa dtav {nTtovv TANPoPOpieg | GLUUETEXOVY
og dladkacieg Tov oyetilovtal pe v ion apotPn.

2.2 TIowoveg TPOOTATEVOVTAL KOL GE TTOLEG TEPLTTAGELS

H pioBoloywn owepdveln kot n apyn g iong apoPng vy epyoasio iong a&lag dev a@opodv pi
ocvykekpipévn katnyopio epyalopévov. To mpootatentikd mA0iclo £@apUOleTOl EVPEMS KO KAAVTTEL
OAOVG Ko OAEG Oo0VEC TapEXOLVY Epyacio e Evav epyoddtr, aveEapTnTa amd T LOPEY| 1 TN SLIPKELL TG
OTOGYOANOTG.

H mpoctacio kotarappaver:
e epyalopevoug Kot epyalOUEVEG TANPOVE 1} LEPIKNG amacyOANGNG,
e (roua pe cOUPAOT OPIGUEVODL 1) aopicTOL YPOVOUL,
e £pyoalOUEVOVG/EC GE QOKIUAGTIKY TEPT0DO,

® dropa mov epydlovTot Le EVEMKTES LOPPES AmAGYOANGNS, EPOGOV LPIoTATOL TYEoN EEAPTNUEVIG
gpyaciag,

e VITOYNPIOVE KOl VIOYNPLEG OTO OTASO TPV Omd TNV TPOSANYM (W¢ TPOg To SIKUIDOUOTO
EVNUEPMOOTG Y10 TV QULOLPN).

H mpootacia dev e€aptdtar amd to Vwog g apoing, t Béon oty tepapyio N ™ OdpKew g
npobmnpeciag. Ioyvet Yo OAovg Kot OAES, Ao TIG EIGAYOYIKES BECELS £mG TA AVATEPO GTEAEYN, EPOGOV
mpoKeLTal Yo oyéomn e€aptnuévng epyacioc.

H mpoctacio evepyomoteitorl og kdOe 6TAd10 TNG EPYACIOKNG OYEONG:

o Ilpw amé v Apocinyn, dtav o/ vIOYNELOC/a EYEL Sikaimpa EVNLEPOONC Yo TO 0POG OUOPNG
KO TPOGTATEVETOL OO EPOTHCELS GYETIKA [LE TPONYOVUEVEG ATOSOYEC.

o Koata ™ dudpkera g amacyéinong, 6tov o epyalduevog nn epyalopevn (ntd minpogopieg yia
TO KPLTNPLoL UOP1G, QVENCEMV KOl TPOAYWY®V N Y10, To LEGO EMIMESD. ALOPNG OE GVYKPIoIES
Oéoelc.

o Y& mepintwon mOavig OdKpIoNS, OTOV TPOKVITOVV €VOEIEES AUEONG N EUUECONS AVIONG
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petayeipiong oc Tpog v apoPn 1 v eEEMEN.

o Y& meEPIMTMON GUUUETOYNS 6 OLUOIKAGIES EAEYYOVL N dgpevvnong, OMMG 1N OO KOWOoU
a&lohdynon N n vroPoAn katayyeAiiag.

H npoctacia dev mepropiletar oty avayvopion evog dikaropatog. [leptiappdvet eniong:
® 70 dikaimpo Aokneng Tov Y®Pic EOPo avTumoivmy,
® 1 dVVATOTNTA TPOGPVYNG GE UNYXOVIGLOVS avapOpPag 1 eniAvong dlapopdv,

® TNV LIOYPEMOT] TOV EPYOOOTN VO ALTIOAOYEL TIG GOOAOYIKES SLOPOPOTOMGELS LE AVTIKEUEVIKA
Kot 0OVOETEPOL G TTPOG TO PVAO KPLTHPLOL.

Eitvon onpavtikd va toviotel 6ti n apyn| ™g iong apopng oev epapuoletot povo dtav vdpyet mpodeon
duakprong. Apkel va dtoumotmdvetat Gvion petayeiplorn mov dev pumopel va dikaloAoynOel avTikeeviKa.
H evpeia avt wdioyn Swoeoriler 6tt 1 picBoroyikn dwopdvelr 0ev omotehel dwaiopo «omod
mpobmobEécelcy, aAld Pacikd otoryelo oG dikaing Kot cOyypovNS EPYOCIOKNG OXECNC.

2.3 T va meppuévete oo Tov pyoddtn cag (avaroya pe to péyedog tne emyeipnong)

H epappoyn g poeboroyikng dwapdvelog dev eivor 101 oe Ohec Tig emyepnoes. To péyeboc,
0pyovVOTIKY dop kot o PBabudg tvmomoinong tTov Sadkacidv emnpedlovy Tov TpOTO [E TOV OTOi0
VAOTOLOVVTOL Ol GYETIKEG VITOYPEDGELC. 20TOGO, 1] facIKN 0Py TOPAUEVEL KOWVN: KAOE £pY0dOTNG 0QEILEL
vo umopel va eENYNCEL e GOPNVELD KOl OVTIKEWWEVIKOTNTA TG Kabopiloviar ot apolPég kot mmg
dwoeaiiletor m fon petayeipion. H dww@opomoinon agopd kvpimg 10 £minedo opydvmong koi
Tekpnpioong, 6y To id10 To dikaiopa.

Yg TOAD MIKPES EMYELPNOELG
Ye TOAD UIKPEG EMYEPNOELS, O dladIKaGieG Elval cuyvd Alydtepo Tvmomompéves kat Pfoacilovtal o€
dpeon emKowvmvio Kot GTUTES TPOKTIKES. Xe avtd 10 mepPdriov, eivor €0A0YO va punv vdpyovv
ovvOeta cuoTiHoTe PIcBoAoYIK®V BaBuidmV N YparTTEC TOMTIKES.
61060, UTOPELTE VO OVOUEVETE:

e  GOON KOl KOTAVONTH OLTIOAIYNOT Y10 TO TS Kabopiotnke 1 apolfn cog,

e GLVETN €QUPLOYN TOV 101V Kprtnpimv oe mapdpoleg 0€oels,

e OLVOTOTNTA OLAOYOL KO TTOPOYNG OLEVKPIVICEWV OTAV {NTOVVTOL TANPOPOPIES,

e  TEKUNPIOUEVT UTIOAOYN O GE TEPIMTMOOTN dtopopomoinons apong n avénong.

uuuuuuuuuuuuuu
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H amovsio Tumiko) GuGTHHATOG 0EV OTOALACCEL OO TV VITOYPEMON iong petayeipiong. Akdun kot ce
HKPO 0pYOVIGHO, Ol LIGHOAOYIKEG OMOPACELS TPEMEL VO PacifovTol G€ OVTIKEYEVIKA KOl OVOETEPD MG

TPOG TO VA0 KPLTNPLOL.

Y& mkpés ko peoaieg emyepnoels (MpE)

Y1ic MuE sivor cuyvotepo va vdpyovv Bacikéc meprypapés 0écewv, aniéc roboroyikég Pabuideg N
npokabopiopéva Opn apofav. Ot dwudikacieg evosyetal va gival mo 0pyavmUEVES, YOpig OU®G va
QTAVOLV TO EMIMEDO TOAVTAOKOTNTAG LEYAAMV OPYOVIGUOV.

Ye autd 10 TANiC10, PTopEiTE VO AVOUEVETE:

e YPOTTN 1 COPADS OOTVTOUEVT TEPLYPAPT] KOONKOVTOV,

e Vmopén Pacikdv kprtnpimv Yo aENGELS Kot TPOay®YES,

e dVVATOTNTA TOPOYNS CLYKEVIPOTIKMOV GTOlKElOV Yo péca emineda apoPng oe cuykpiolpeg
Béoetg,

e 710 cuoTNUATIKY dtadkacio a&loldynong anddoonc.
H dwpdvelo edo dev meplopileton oe mpopopikés e€nynoets, ohAd GUVOEETOL E GUYKEKPLUEVES
JLdKOGIES TOV UTOPOVV VO TOPOVSIACTOVV KOl VO LTloA0yNn0ovv.

‘ Yg peydreg emyEIPNoELS

2T peYAAES EMEPNOES, AOY® HeYEOHOLE Kol TOALTAOKOTNTOS, OvapéveETol LyMAdTEPOS Pabpog
TVTOTOINGMNG. ZVY VA VILAPYOLV:

e OPYOVOUEVO GVOTNUO TAEIVOUNONC Kat a&loddynong Bécewv epyaciog,
o avaAVTIKEG pucboAoyikég Khpakeg 1) fabuidec,

e  TLTOTMOWMUEVES JAOIKAGIES AEOAOYNONG OmAS00NG,

e  GLYKEVIPOTIKA d€00UEVO apolBdv avd katnyopio BEomg Kot pvro,

e emionuo KovaAlo VToBoANG cTNUAT®OV TANPOPOPNOTG.
Y 1€1010 TEPPAALOV, ivorl EDAOYO VO AVOUEVETOL TEKUPLOUEVT], SOUNUEVT KOl £YKOLPT OTAVTINGT) GE
oLt UaTo ToL GYeTiCovTal pe TN LIGHOAOYIKY SLOPAVELXL.

AveEdptnra and to péyeboc, vtapyovy PacikKéc TPOGAOKIES TOV 1GYVOVV TAVTOV:
e Ot oBoroyikég d1apopég TpEmeL va Lmopovv va eEnynbovv.
o Ta kpurnplo TPEMEL vaL EIVOIL OVTIKEYEVIKA KOl OVOETEP MG TPOG TO PVAO.

o H doxnon dikaiwpdtwv oev pmopet vo 0dnyel 6e avtitowva.
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e H mAnpopopnomn mapéyetatl pe GEPAGIO GTNV TPOGTAGIO TPOCOTIKMV OEGOUEVWDV.

H dwgopd, emopévac, dev PBpioketar oto av gpapuodletor n pichoroykn dapdvela, oAAE G6TO MG
opyavavetol Kot tekunplovetol. To dwoaiopo mapapévet 010, petafdiretor povo o TpdTog vVAOTOINGNS
TOV.
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KE®AAAIO 3 — Tv onpaivel «ion apoif] yio gpyacio iong asiog»

Y KOTOG EVOTNTUG

To mapdv KEPAAOO ATOCKOTEL GTNV ATOGAPNVION TNG Evvolag NG «iomg apoPng ywa epyacio iong
a&lag» Kot oty Kotavonon Tov Tpdmov Le Tov omoio a&lohoyeitol Kol cuykpivetal 1 pyacio 6To
TAO{G10 TNG LIGOOAOYIKNC SLAPAVELNS. XTOYOG EIVOL VO KATOVOTGOLY Ot EpyalOpevol Kot ot epyalOpeveg
noTE dVO BETEIC BEPOLVTAL GLYKPIGILES, TOL0L KPLTHPLOL XPTGLLOTOLOVVTOL Y10, TNV aoTiunon g a&iog
ToVG Kot TOTE ol picBoroyikn dtapopd pumopei va Bewpnbet dikatohoynpévn 1 adKotoAdyNTY.

MoOnocwkda awoterioporta
Ot avayvmoTpleg Kot Ot avayvaoTeg Bo pmopovv:

e vo dakpivouy petald «idtag epyaciogy kat «epyaciog iong aglogy,
® V0 KOTOVOOVV To Pacikd Kpitiplo cVYKpPLoNg Bécewv epyaciog,
e vo avayvopilovy Tov poA0 TOV CLGTNUATOV TaEvOUNoNS Kot a&loldynong Bécemv,

® v a&loAoyouV av pio poBoroyikn dtapopd Baciletol 6€ aVTIKEILEVIKA KOl OVIETEPO KPLTHPLOL,

® vo cLVOLoLV TNV Evvola NG a&log TG epyaciog Le T LIcBOAOYIKT SLPAVELDL.

H apyn g tong apopng yuo epyasio iong a&iag amotehel Ospelmdn apyn Tov evpomaikod kot e0vikod
dwcaiov. Aev meplopiletar oy mepintmon 6mov 6Vo dtopa eKTEAOVV OoKPPBOC To 1010 KabnkovTo.
Emekteivetor ka1 oe mepintddoelg 0mov dwopopetikéc 0€oeig, mapdtl dgv gival TaOVTOOUES, EXOVLV
cvykpion a&ia yio Tov opyavicuo.

H évvoia ™ a&iog dev Paciletor og vokelpevikég ekTiunoelg ovte otov Titho g Béong. A&lohoyeiton
HE PACT OVTIKEIUEVIKE KOl OVOETEPO MG TPOG TO PUAO KPLTNPLOL, OGS Ol amantoVUEVES deEIOTNTES, N
evbovn, n mpoomdbela kot ot cuvOnkeg epyacioc. H cmot) katavonon avtdv tov otoryeiov gival
Kpioyn, kabmg ToAAES GOOAOYIKES OVICOTNTEC TPOKVTTOVV OYL ATtd ERPAVEIS S10KPIGELS, AALL OO TOV
TPOTO LLE TOV 0010 OOTIUATOL 1) EpYACiaL.

3.1 T Bempeitan “idwa epyacia” ko 1L “gpyacia iong aéiog”

H apyn g iong apopng oev mepropiletan oty mepintmon 6mov dvo epyalduevol 1 epyalOUEVES ExovV
axptPag Tov id1o titho Béong. To kpicyo otoyyeio dev eivar | ovopacio g B€omng, aALd To TEPLEXOUEVO

f o ’-
o vocKTA Ne72
ORTEGNONEA D0 l N/~ S E G E
TENmH "H"“Jﬂm" L3 K @ | WH E N
i iy
.

ENTRG EPEYNON FIA DIMATA HHOTHIAL EQUITY - EMPOWERMENT - CHANGE

g

This Project is co-funded by the European Un|on

FAIR PAY - Eyxepidio Exnaideuong yia Epyalopévoug




4
FAIR = PAY

™G epyaciog Kot 1 a&io TG Yo TOV 0PYUVIGHO.

H d1dxcpion petad id1ag epyaciog kot epyaciog iong a&iog eivat KaBoploTiKn Yo TV KOTAVON G TOL TOTE
pa proBoroyikn dtopopd pmopel va BewpnBel Beputn 1 TpofAnpatikn.
‘18w epyacia vrapyet 6tav dvo epyalopevol 1 epyaldleves:
®  £KTEAOVV Ta 10100 1] OLGLOGTIKG TOPOLLOLL KaOKOVTAL,
® ¢yovv mopouolo eninedo evBHVIG,
® amottovVTol TaPOUOLES deEIOTNTEG Kot TPOGHVTA,
e ¢pyalovtal Vo ToPOUOLEG GLVONKES.
H o0ykpion dev Paciletar amokAielotikd oty meptypoaen g 0éong N otov titho (m.y. «YmevBuvog/m

Tunuatogy), addd oto Tt Tpdypatt yivetar oty mpdén. Edv 600 dtopa ektelohv ovclactikd 1o 1010 £pyo
Kol VTOKEWTAL OTIG {O1EC OmMAUTNGELS, TOTE TPOKELTOL Y10 1010 Epyacia.

Ye T€1010 TEPIMTOOT, OTOLUONTOTE SAPOPA AUOPNG TPETEL VO UTOPEL VO STKooAOYNOEl LE OVTIKELEVIKEL
Kol OVOETEPO OC TPOG TO PVUAO KPP (T.)Y. TEKUNPLOUEVN TPOOTNPEGID, TIGTOTOMUEVO TPOGOVTAL,
COP®MG LETPNOIUN ATOI0GN).

H évvowa g epyaciag iong a&log ivar evputepn kot o cuvletn. Apopd tepittdcelg 6mov ot BEcelg dev
elvan 1dtec, oAAG £xovv cuykpioyn aia yio Tov opyavicuo.
AV Béoelg umopet va, S1aPEPOVV MG TPOG T, KAONKOVTA, GALL VO ATOLTOVV:
® ovTioTOLYO EMMEDO YVDHOEWMV KOl SEEI0THTOV,
e mapopoto Padbud vbovng,
® cuYKpioun TPOoTABELD (COUATIKN 1] TVELLOTIKY),
® TOPOLOIEG 1) LIGOSVVOLLO OTTOLTNTIKEG GLVONKESG EpYAGIOG.
IMo mopaderypa, o dtotkntiky 0Eom vYNANG vBHVNS Kot pia TEXVIKN BEom pe aLENUEVT ETXEPNOLOKTY

evhvV” propet va punv €xovv To 1010 AVTIKEIPEVO, 0ALA VO OTaTOVY avTiGTOLYO EMimEdO eEE1dikeELONC KO
MY amopdoemy. e pio TEToln TepinTon, 1 a&io tovg pumopet va Bempnbel cuykpictun.
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H évvown g iong adiog sivor dwitepa onuovtikn, o010tt mOAAES GHoAOYIKEG avicdTNTEG OEV
eppaviCovrot peta&y idtmv Bécemv, aALd HeTald SopopeTiK®V BEcE®Y TOV £X0VV amoTUN Ol Avico Ady®
OTEPEOTUTMOV 1 TOPASGOGIOKMV OVTIANYE®Y Yo TNV aEl0 OPIGUEVOV ETAYYEAUATOV.

H cwot) xatoavonon g dtapopds LeTasd 010G epyaciog kat epyaciag iong a&log emrpénet:
® T0 OVGLACTIKY GUYKPlomn Bécemv,
®  EVIOTMIGUO AYOTEPO EUPOVAV OVIGOTHTOV,

® TeKUNPIOUEVT] 0ELOAOYN O GOOAOYIK®OVY O10POPDV.

H apyn ™c iong apopng dev mpootatedel HOVO amd EUPAVEIS TEPITTOCELG AVIONS peTayeiptong uetald
opolwv Bécemv. Enekteiveton kot o€ mEPTTMOGELS OOV SLOPOPETIKES BETELS Eyovv 1om ala, akoun Kot ov
1GTOPIKA OTTOTIUNON KOV S10POPETIKA.

3.2 Ilog ovykpivovtar péror — ta 4 kpropra s EE

H obykpion Bécemv epyaciog dev pmopel vo Paciletor o TITAOVG 1] G YEVIKES EVIVTIMGELS Y10, TO TTOL0L
epyooia Bewpeitanr «mio onuovikny. [a va damotwdel av dvo Bécelg eivan 1dteg 1 iong alag,
EVPOTAIKT) TPOGEYYIOT] TPOPAETEL TN XPNOT) OVTIKEYEVIKADV KOl OVOETEPMV MG TPOG TO PUAO KPLTNpimV.

H Oonyia (EE) 2023/970 avagépetor o€ t€66eplg PACIKEG TAPAUETPOVS OV TPEMEL VoL AdpPdvovTal
VoYM KoTd TV aEloAdynon g a&iag pag Béong:

1. Ae&idmreg

2. TlpoomdBeia

3. Evbovn

4. ZuvOnkeg epyaciog

Ta kprripo avTd AertoVpyoHV GLUTANPOUOTIKE Kot €EETALOVTAL GUVOAIKA.

AgrotnTeg IIpoondBera

Ov de&idmreg agopovv TIC yvwoel, to | H mpoomdBeio apopd to eminedo mVELHATIKNG M
TPOCOVTO, KO TIS IKAVOTNTEG TOL OMOUTOVVIOL | COUOTIKAG EMPAPUVONG 7OV  GCULVETAYETOL T
vtV ektédeon g epyaciog. [lepiiapfavovv: | epyacic. Mmopel vo  mepilapPavel:  évtaon
10 eminedo exmaidoevong M e&ewdikevong, TV | CLYKEVIPMOONG KOt ANYNG OMOQAGEDY, COUATIKT
EMOYYEALATIKY]  eumelpio, TG TEYVIKEG N | KaTomdvnon, cuvosOnpoTKy empPapovon,
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OLOIKNTIKEG IKAVOTNTEG, TIG EMKOWMOVIOKES 1)
opYAVOTIKEG OEEIOTNTEG.

H o&woloynon mpénet va  Paociletor  oTig
amoTioElS TG 0éomg kot Oyl 6To TPOPiA TOV
TPOCOTOV TToL TNV KatéeLl. [a mapdderypa, ov
o Béon amoutel vymAd eminedo opydvmong,
GLVTOVIGHOV Kol dlayeipiong mAnpogopiag, ot
de1otteg avTég mpémet vor avayvopilovtol mg
OVCIOOTIKEG KOt OYl VO VITOTIUMVTOL ETELON
Oe®POVVTOL VITOGTNPIKTIKEG.

dwyelpton TOALATA®V amaLTHOEW®Y VIO TTiES.

H mpoomdbeior dev meplopiletor o1 COUOTIKY
epyocia. ®fcelg mov omoutovv VYNAO Emimedo
TVELUOTIKNG  €YPNYOPONG M GLVOLCONUATIKNG
dwyelprong pmopel va égovv €&icov oNUAVTIKY
emPapouvon.

‘ EvOovn

H gv60vn agopd tov fabud emidpacng g 0éong
OpYOVIGUO  KOU  TIC OULVEWEEG TAOV
amopdoewv mov  AapuPdvovtol. Mmopel  va
neplhappdvet: dwoyeipion avOpOTIVOL
duvapkol, otkovopkn evbovn 1 dwayeipion
TOpWV, ANYN OTOPACEDV UE ETXEPNOLOKO
avtiktomo, €vBvuvn yoo mowodtTo, OcEAAEl M
GUUULOPPOGT).

H gvB0vvn a&oroyeiton pe Pdomn to €0pog kat to
Baboc twv appodotTov, Oyl OTOKAEIGTIKA e

oTOoV

‘ YovOnkeg epyoaciog

Ot ovvOnkeg epyociog meptlopufdvoov  To
nepPdAlov pésa 6To 0moio ekTeAEiTOL 1| EpYAGiaL
Kot TIg Wiaitepeg amottnoelg tov. E&gtalovtan
otolyelo Onwc: @uowd mepPairiov (B6pvPoc,
Oepuokpacia, emkvduvotTa), @paplo 1
evaAloooopueves Papdleg, YuyoAoylkY mieon,
eninedo €kBeong oe KvdHvoug.

Ot ovvOnkeg dev mpémer va  aglohoyohvton
emAekTikd. Av o 0éom omoutel epyacio og
amotnTikd M emPopovvtikd meptPdilov, avtd

Baon ™ dtoknTKn epapyio amotelel oToLXEl0 TNG GLVOMKNG a&iag TNG.

FAIR PAY - Eyxepidio Exnaideuong yia Epyalopévoug

Ta téooepa kprrfpla e€etdlovar suvdvaoTiKd. Agv apkel po B€on va veptepel oe pia LOVO TaPAPETPO-
n ovykpon Pacileror o cvvolkn ewoOva TV amoticemyv. H ypriion tov tecodpov kpirnpiov
Aertovpyel g gyydnon avikepevikodmrog. [eplopilet tov kivovvo va amoTiLdVToL S1popeTikd BEcelg
OV OOLTOVV 16000vopo eminedo delottwv, €vOHVNG KOl TPOCTADENG, OMADG EMEWDN OVIIKOVV GE
oo peTIKOHS TOUEIG ] CLVOEOVTOL IGTOPIKEL LLE SLOPOPETIKA VA

3.3 [1®dg Aertovpyovv ot pioBoroyikég BaOpidoeg

Ot pioBoroyikég Babpideg amoTeAoVV £vov OpYAVOUEVO UNYOVIGHO KoTdTtoéng Tov Bécemv epyaciag pe
Baon v a&ia Toug Yo Tov opyavicpd. Agv apopovV To TPOSMOTO, TOL KOTEXOLV TIC 0E5E1g, aALA TIg 101€C
T1¢ B€oe1g kot T1g amatnoelg Tovg. O Pacikdg tovg okomdg eival va dacporiletan 6T BEcelg pe cuykpicio
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eninedo de&otTmv, gvhHvN, TPoomddslog kol cLVONKOV €pyaciog KATATAGGOVTIOL GTO 1010 1 O€
avtioTtolyo eninedo apopng.

Mo pieBoroyikn Pabpido cvvdéetar cuvnBmg pe Eva e0pog amodoymV, Kot Oyl Le Evav eviaio, otabepod
p1e06. To €0pog avTH EMITPENEL LAPOPOTOUGELS AVAAOYA LLE TAPAYOVTEG OGS N eumelpia, 1 dbpKeLd
anacyoAnong ot 0éomn, n anddoon 1N ewWwkég 0e€dmreg. H vmapén edpovg eivar Beputn, epodcov ot
dwpoponomoelg evtog tov Pacilovior 6e caPn KOl OVIIKEWWEVIKA Kprnplo kol epapuolovior pe
GUVETELQL.

H Aertovpyio tov Pabuidov mpobimobiter 6tL mponyovpévmg €xel yiver a&loddynon g Béong. H
a&lordynon avt Pacileton ota T€ocepa PacIKE KPLTHPLO TOV AvOADON KOV GTNV TPOTYOLUEVT EVOTITO.
H ovvolikn amotipnomn kabopilel e moio eninedo katatdooeTol  OEon Ko, KAt ETEKTOOT), TOWO Elval
10 peBoroyiko g €0Hpog.

H ctvdeon tov weboroyikav Babuidmv pe v apyn g iong apopng etvar ovclactikn. Otav dvo Bécelg
&xovv ion adia, Ba mpémetl va evtdocovtatl oty oo 1 6€ 16odvvaun Pabuida. Avtifeta, 6tav Béoelg iong
a&log KoTatdooovTol G€ SLPOPETIKG ETITEDN XWPIG TEKUMPLOUEVT] ATIOAGYN oY, dNUovpYyeital Kivouvog
Aaviong petayeipong.

E&ioov onpavtikn etvar 1 cuvénelo otny €pappoyn tov cuotiuatoc. H vmoapén pioboroyikomv aduidmv
dev apkel and povn mc. To cHotua mpénet vo epopuoletal opoldpopea e OO TO TUALOTO TNG
emyelpnong kot va tpoPAénet emovetétaon dtav ta Kabrkovta (o 06ong petafAAAOVTOL OVGLOCTIKG.
Mo 8éom mov avarappdver avénpéveg vBiveg YPIg AvVATPOGUPLOYT TNG KATATAENS TNG EVOEXETOL VL
OTOTULATOL YOUNAOTEPO OO TNV TPAYLLATIKNY TNG a&ial.

IMa tovg epyalduevoug kot TG epyalOUeEVES, N KATOVONGT TOV TPOTOV AELTOVPYioG TV GOOAOYIKOV
Babuidwv elvar kpiocyun. Emrpénet va yvopilovv oe moto eminedo €xetl katotayel n 0Eon tovg, moo eivan
T mepldpLa EEMENG evTOg TG 1010 Pabuidag kot moteg eivar ot Tpodmobécelg petdfoacns e avmTeEPO
eninedo. H dwapaveia yopm amd Tig Pobuideg peidvel v avbopecio Kot evioyvel ™ dvuvotdtnTa
TEKUNPUOUEVOL SLOAGYOV GYETIKA LE TNV OUOPN Kot TNV EMyyeEAUATIKT eEEMEN.

- llog a&roroyeitar oty TPaAén n «eioy pog 0&ong epyaciog

H a&ordynon g a&iag pog 0éong dev PacileTon 6Tov TiTAO 1] GTO TPOCOTO TOL TNV KATEYEL,
OALGQ OTIG TTPOALYLOTIKES OTTOLTHGELS TG EPYACIOG.
v mpdén, ot Bécelg cuykpivovion pe faomn téocepa factkd kpttpla — SeEIOTNTES, TPOGTADEL,
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€vhvHVN Ko GLVONKEG EpYAGTIag — OTMG TOPOVGLAGTNKAV GTNV TPONyoLLEVT evotnta. Ta kpitipla
avTtd £EeTAlOVTOL GLVOLAGTIKA, MOTE VO SIUPOPPMOEL Lo GuVOAIKN ekova TG a&iag g B€omng.
H mpaxtikn epappoyr| tovg onpaivet ot
o dev g€etdleton molog/mota extedel T B€om, oA T amontel 1) 1010 1 B€om,
e Laupdvovtar voyn OAeS Ot LOPPES EMPAPLVONG (TVELLATIKY, COLUATIKY], GLVOLGONUATIKY),
e avayvopilovrot dtapopeTikol THmor evOHVNC Kot de&loTNTOV, aKOUN Kot OTav dev gival dueca
0poTot.
Otav 1 a&ordynon yivetol pe GLGTNUATIKO Kot OVOETEPO MG TTPOG TO PVAO TPOTO, EMTPETEL TN
oLYKPLON SPOPETIKMV BEGE®V Kot cuuPaiietl ot dikon Kotdtadn Toug o poboroyikés faduidec.

3.4 IIote puo poBoroyikn dwe@opd Oempeitar adkaoAGYNTY

H dmopén dtopopds otic amodoyés neta&d ovo epyalopévmy 0ev GuVETAYETOL VTOUATOC TapoPiocn g
apyns TG iong apoPne. Ot pioBoloykég drapopomomcelg Propovv va etvat Bepitéc, epodcov Bacilovtan
G€ OVTIKELEVIKA, O1OPOVT] KO OVOETEPO MG TTPOG TO PUAO Kpttipta. To Kpioo epdTUL, ETOUEVMS, OEV
elvat ov vTapyeL S10PopPd, AALA av 1 doPopd propel va arttoloyndet pe Tpdmo caen, TEKUNPIOUEVO Kot
GUVET.

Mo picBoroyikn dapopd Bewpeitar adikaloAdynt 6tav TANPOVVIOL GMPELTIKA OPICUEVES POCIKES
npobmobécelc.

Lparov, dtav ot cuykpvopeves Béoelg elvan 1d1eg 1 iomg a&lag, GOUE®VO LE TO OVTIKELLEVIKO KPLTHPLOL
oV avaAvONKaY otV TPonyovpevn evotnta (de&lotnteg, mpoomdOeia, evBHVN, cuVONKES epyaciag), Kot
dgV LITAPYEL OLGLOCTIKN SLOPOPOTOINGT GTIC OTALTHOELS TNG EPYOTIOG.

Agdtepov, 0Tav 1 S10popd eV oTNPILETOL GE AVTIKEEVIKE KOl LETPNOIUO GTOLYEID, OTTMOC OTOdEdEYUEVN
npobmnpecio oyeTikn pe ™ Béon, motonomuéva tpodcheta TPocdvTa TOV AEIOTOIOVVTOL TNV TPAEN 1)
TEKUNPLOUEVN dlopopomoinon oty anddocn, €pOGov vty aEloAoyeiTol HE Spovy Kol KOWE
epappolopeva KpLTnipia.

Tpitov, 6tav M autoAdYNoN lvar yevikt], adplot 1 €QapUOleTol EMAEKTIKA. AOTVTOCELS OTMG «EXEL
KAADTEPT TAPOLGIOY, «TPLALEL TEPICCOTEPO LE TNV KOVATOVPO» 1] «OLOTPUYUOTEVTIKE KAADTEPU» JEV
GLVIGTOVV ENAPKT TEKUNPILON, 101wG 6V deV LITAPYEL TPOKAOOPIGUEVO Kol YVOGTO TANIGLO 0ELOAGYNONC.
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Tétoprov, dtav n dapopomoinon PacileTal, dueca N EUUESH, GE KPITHPLL TTOL GLVOLOVTOL LE TO GVAO N
TAPAYOVTEG TOL TANTTOLV dvoavdAioyo €va VA0, YOPIG Vo LEICTATOL OVOYKOIo KOl OVOAOYIKN
atttodoynon. Mo mopdderypa, v n TANPNS Kot aneptoptoty dabecipudtra extdg wpapiov amoterel
mpodmodheon Yoo aENGELS, YOPIC VO ATOdEKVVETAL OTL Elval OVGLOONG Y10 TV EKTEAECT TNG £PYACiNG,
TOTE N TPAKTIKN T Popel va dnpovpyel adKOoAOYNTES d1OLPOPOTOUCELS.

H adwoaordoynt woboroyikr| dapopd dev mpobmobétel kat’ avaykn mpobeon odkpiong. Apketl va
dwmotoveTor 0Tt dvo ovykpiolueg 0Béoelg apeifovior SPOPETIKA YwPIc coEn, OVOETEPN Kot
OVTIKEHEVIKT Baon. Ze avtd 10 onueio, n pioboroyikn dtagdveln amoktd KaboploTikd poro, Kabdg
EMTPETEL TN GCLYKPLON KoL TNV 0E0AOYNON TV KPLTNpimv mov epappolovtat.

Télog, 0&iler va emonpavOel 6t pKpEG aALd ETOVOAQUPOAVOUEVESG OLOPOPOTOGELS UTOPOVY, LE TNV
Tépodo Tov YPOHVOL, VO OMUOVPYNCOVY CNUOVTIKO ceBoroyikd ydopa. Emopévmg, n e&étaom g
dkaloAdyNomMg dev apopd LdVo TN GTIypUr| TG GUYKPIONG, OAAG KO TH GUVETELD EPOPLOYNG TOV KPLTNPimV
oe Babog ypovov.

H &1dkpion petald «Tekpumplopévng» Kot «odtkotoAoyntne» opopas amotelel kpiocylo onpeio
Katovonong vy ke epyalopevo kot epyalopevn, kabmg cuvdéel Ty apyn TG iong aupoPpng pe v
TPOKTIKY AELITOVPYIO TOV GLUGTIUATOV AUOBOV LEGH GE EVOV OPYAVIGUO

3.5 Mapadeiypata dviong ko iong amwotipnong

H xotavomon tg évvowg «epyacia iong allagy yiveron ocoapéotepn HECH A0 GULYKEKPLUEVA
napadeiypata. Ta mapadeiypoto mTov akolovBovv dev KOATTOUY OAEG TIG MOOVEG TEPUTTMOGELS, OALY
OTOTVITOVOVY TUTKG GeVAplo OTov M omotiunorn wog Béong pmopel va eivon elte dixkoun eite

TPOPANLLOTIKY.

Hapaodoerypa 1 — Avion amotipnocn Aoy® vrotipnong porov

Ye i emyeipnon, n 0éon «YmevObvvog/m Teyvikng Ymoot piéng» (6Tov amacyoAodviol Kupimg
avopec) ko 1 Béon «Ymevbuvog/m E&ummpétnong [ekatdvy (6mov amacyolovvtol Kupimg Yuvaikeg)
KOTOTACOOVTOL 0 OlPOPETIKEG HioBoloywésg Pabuideg, pe v mpdtn vo apeifetor onuovtikd
VYNAOTEPQ.

Kot v avédivon kot amotipnon tov 0vo Bécemv, Tpokintel OtL:

® K0l 0l 000 amworToUV eEEOIKEVPEVES YVAOELS (TEYVIKES 1}/KUL dLUOIKOOTIKECS),
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e Jwyeipion cUVOETOV 1] ATATNTIKAOV ATNRATOV,
e avainyn gvOOVING Yo onuavTiKA (nTipoTa,
e gpyoocio vl wigon Ko emilven TPpoPfAnpdTOV.

Edv damiotmBel 6t 1 devtepn BEon Exet amotiunBel younAOTEPQ YOPIG AVTIKELLEVIKA KPLTHPLO, ETELON|
eMKPOTEL N OTEPEOTLTIKY| AVTIANYN OTL T «e&LTnpETNON £lvart “eVKOAGTEPN” 1 «AIYOTEPO OTLOUTITIKY)
gpyaoia, 10Te TPOKELTOL Yo AvioTn omotipnon A0y vmotipnong ooty mov cucyetilovtal pe
0éoe1g dmov amacyoAoVVTUL KUPLMG YUVOIKES.

Hopdderypa 2 —Ton amotipnon pe OLOQPOPETIKO AVTIKEINEVO

Ye dAn emyeipnon, ocvykpivovtor n 0éon «Owovopukds/n Avaivtig/tpion kot 1 B€on «Mmnyovikog
[Mopaymync». Ot d0o porotl £(0VV SPOPETIKO TEPIEXOUEVO, ALY AELOAOYOVVTOL LUE KOO KPLTHPLOL:
eMinedo omOVOMV, €VOVVN Yo AYN AMOEAGEWV, eMinT®oN AaODV, TOAVTAOKOTNTO KoONKOVI®V Kot
ouvOnKeg epyaciag.

[Topd 10 dropopeTikd avtikeipevo, 1 avaivon delyvel 0Tt ol Bécelg amaitohv GLYKPIGIHO Emimedo
e€edikevong kot vfvvne. Kartatdooovtar oty idwo prioboroyikn Poaduida kot apeifoviol iooTiLa.
2V mepinTon o, 1 arotipnon Bewpeital ion, o10TL facileTol GE OVTIKEEVIKT KOl OVOETEPT MG
7POG To PUAO a&lorldynon g a&iog g epyaciag.

Hoapaoerypa 3 — Ata@opd Tov €ival TEKUNPLONEVY

Avo gpyalopevor/eg otny dto 0éon Aappdvovy drapopetikny apotpr. Metd amd Eleyyo mpokOTTEL OTL
o/m évac/pia dS1aB€TeEl TOAVETN, GAUECH GYETIKN EUTELPIN KOl KOTEYEL TIGTOTOWGELS TOV 0EIOTOOVVTOL
otV Kabnuepwvn epyacio, eved o/n GALog/M Ppioketal 6Ta TPMTO £TN EMAYYEAUATIKNG TOPELQG.
Epocov 1 dtapopd apoPng cvuvoéetat pe capag kabopiopévo cvotnua Badbuidwv kot epapudletan pe
OULVETELD GE OAOLC/EG TOVG/TIG epyalopévoud/ec, N dlapopomoinon pmopel vo BempnBel Tekunpropévn
Kot Oyt avion.

Ye wmo pukpn emyeipnon, ovo epyaldpevoreg pe mapodpolo kobnkovia kot gumelpion Aappdvovv
dpopetikég avénoets. H artoldynon meplopiletot 6N S0TOTOOT OTL €0 £VOG OLOTPUYUOTEVTIKE TTLO
SUVOLLKA KOTA TNV TPOCANYN».

Edv dev vmapyer mpoxobopicpévo gvpog apolBav 1 cvotnue a&toldynong mov va e€nyst
SPOPOTOiNGT, Kol EPOCOV 1 TPOUKTIKN 0T 0ONYEL GLOTNUATIKO GE YOUUNAOTEPES ATOOOYEG Yol
epyaloueveg, TOTE N AmOTIUNOT EVOEYXETAL VAL Elval AVIOT|, KON KoL oV OEV LITAPYEL PNTH AVAPOPE GTO
@OAoO.
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Ta mopadeiypato avtd avadeikvoovy 6t 1 ion apolPn dev agopd pdévo v dueon cHykpion HicHov,
oAAG ToV TpOTO pe TOV omoio amotiudTor M 0 N gpyacio. Otav n amotiunon Pociletor oe caen,
OVTIKEUEVIKA KOl OVOETEPO MG TPOG TO QGLAO KPITHPLo, Ol HOOOAOYIKES OlapopEG UmMOPOVY v
atttoloynBovv. Ortav, avtifeto, 1 agorldynon elvar atekunpiotn, acvvemng n emnpedletor amd
OTEPEOTVTIKEG AVTIAMYELS, TOTE dNUIOVPYEITAL £DALPOG Y1 AVICT) HETayEIPLO.

KE®AAAIO 4 — Ta dwkaropato piodoroyikig ora@avelag oty tpan

KEQ@I WHEN ¥ SEGE

EQUITY- CHANGE
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XKOTOG EVOTNTUG

To mapdv Ke@AAao amockonel v LeTaPPAcEL Ta StKodpoTo PcBoroyikng dtapdvelag mov Oeomilovton
a6 v Odnyia (EE) 2023/970 oe mpaxtikn yvaon Yo Toug pYalOUEVOLS Kot TIG pYaLOUEVES. XTOYOG
glval vo amocaPnVIoTEl TOG To SIKAOUATO AVTE PUTopovV v acknBodv otV Kabnuepivi] pyactok
TPAYUOTIKOTNTO, T UTOPEL VO AVOUEVEL KOVEIS 0md ToV/TNV £pyoddTn/Tpla Kot ot Prjpata Pmopet va
akolovOnoer Otav 1 TANPoEdHpPNoN Elvar EAMTNG 1 0oOPNS, HE CERACUO OTNV TPOCTAGIO TMV
TPOCOTIKAOV 0EO0UEVAOV Kot Yopic eofo aviuroivav.

MoOnocwkd aroteréopora
Ot avayvmoTpleg Kot ol avayvaoTeg B LTopovv:

® V0 KOTOVOOUV TO TEPLEYOLEVO KO T1) OTLAGT0 TOV SIKOUOUATOV UIGHOAOYIKNG SLopAvELNG,
® Vo Yvopilovv TG Kot TOTE pmopov va (NTodv TANPopopieg GYETIKA LE TIG apolPBEg TOVG,
e vo avayvopilovv mola otoyyeia opeilel va mopEyeL 0/m epyoddTC/TPLa Kot Le ooV TPOTO,
e vo afloloyolV av 1 TapeXOUEVT TANPOPOPTON EIVAL ETAPKNG KOL OVCIUGTIKY,

® Vo KwvoOvTol HE 0oQUAED Kol TeKUNPimon, AapPavoviog voyn to povika Oplo Kot v
TPOCTUGIO TOV TPOCOTIKADV SEOOUEVMV.

H wceBoroykn dtopdveta dev amotedel o apnpnuévn opyn 1 Hie £vvolo Tov apopd amoKAEIGTIKA TIg
OOIKNTIKEG OLOIKAGIEG TOV EMYEPNCEDV. ZUVOEETAL GUECH LE TNV KoOnuepwn eumepio TV
gpyolopévav: e to av Katovoovuv mdg kobopiletor n apopr tovg, av yvopilovv mowo Kprtiplo
epapuolovial oTIC AVENCELS KOl TIG TPOAYMYEG Kol ov Umopovdv vo a&loloyncovv Katd mdco
avTeToOmilovtal 1I6oTIa.

To kepdroo avtd eotidlel akpPag oe avty T ddotaon. [Hapovoidlel ta dikodpoto eOoAoYIKNg
SPAVELNG amd TN GKOTLA TOV ePYalOpéEVOL, OYL WG VOUIKES SlaTdEelc, aALd ¢ epyalieio KOTAVONONG,
TPOAYNG Kot evovvapmons. H éupaon dev divetar otn obykpovon 1 ot dekdiknon, aAld ot yvoon
Kol 6T1) OLVOTOTNTO TEKUNPLOUEVOD S1AGYOV 6TO TANIGLO oG GUYYPOVIG KO SIKAING EPYUGIOKNG GYEOT).

4.1 To owaimpa TpocPfacng og TAnpoPopieg

To dikaiwpa Tpdsfacng oe TANPOPOPIeES OYETIKA LE TIG AROPBES ATOTEAEL VAV OO TOVG O OVGLUGTIKOVG
pnyoaviopotg mov swodyel 1 Odnyia (EE) 2023/970. H Bacikn tov kovotopio £yKeLTol 6To yeyovog 0Tt
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avayvopilel pntd tmg ot epyalopevol Kot ot epyalOUeveg OV LTOopovV Vo a&loA0YNGovV av apsifovtat
dikata OTav oryvoovv Tov TpOTO LE TOV 0moio AapPdvovtat ot eBoA0YIKES ATOPACELS GTOV YMPO EPYACIOG
TOVG,.

[Mo peydro ypovikd drdotnuo, ot apolPés avipetonilovioy ®¢ avotnpd TPocOTKO 1 «evoicOnto»
U, pe amoTtéAecpa Ta KpLtnpo. KaBopiopov Toug Vo TapaéVouy Gy v Atuma 1 0caer. € aVTo TO
mhaiclo, ot preBoroyikeg olapopés duokoia eviomiloviav Kot aKOUn dVoKOAOTEPA ap@iopnTodvay,
Wimg Otav dev LINPYE CaPNg €woOva Yo 10 Tt Bempeitar kKavovikd 1 Bgpitd. H Odmyia Epyeton va
OVTILETOTIGEL VTN TNV adlaPdveln Kablot®vtag v TANpoeopnon Poctkd TPOamTaIToOUEVO NG
160TNTOG.

ZOUQOVa LE TO VEO EVPOTAIKSO TANIG10, KaOEe epyalopevog Kot kKGO epyaldpevn €xet To dikaiopa vo {ntd
TANPOPOPIES TOV TOL 1) TNG EMTPETOVY VAL KATAVOTGEL TAOG OLALULOPPDVETOL 1] OLULOBY| TOV/TNG KOl TAS 0T
tonofeteital, o€ yevikd eminedo, oe oxéon pe apoPég dAlov epyalopévov oe cvykpioyeg Béceic. To
dwaiopa ovtd pumopet va acknBel aveEdptnra omd to av VIAPYEL LTOYiN OAKPIONG 1| TPONYOVUEVT|
dwpovia. O okondg Tov Eival TPOTICTMG TPOANTTIKOS KOl EVILEPWTIKOG.

H npécsPaom oe minpoeopieg apopd, petald aAiwv, ta kprtiplo fdosl Tov omoiwv kabopiloviot ot
apoBég, ot avéNoElS Kot ot TPoywyEG, KaBMG Kol GLYKEVIPMOTIKG GTOWEld Yo TIG HEGEG apOPEg
epyoalopévav og opddeg cuykpiomy 0écewv, cuUTEPIAOUPAVOUEVOV TOV HEGHY aUOPOV avd vlo. Ot
TANPOQOPIEC OVTEC TOPEYOVTAL GE OVMOVULUN KOl CUYKEVIPMOTIKY HOPQYN, OOTE Vo Slac@aAileton m
TPOCTUGIO TOV TPOCOTIKMY OEOOUEVMV KOL VO, OTOQEVYETAL 1] EKOECT 1] 1] GTOYXOTOINGT GLYKEKPIUEVOV
npocdnV. QoT10C0, 0 TPOTOG KOL 1 £KTOOT 1TNG MOPOYNG TMOV TANPOPOPIDV  EVOEYETOL VO
dpoporotovvtat avdroya pe o péyedog g emyeipnong kot 1o £6vikd mAaicilo epappoyng g Odnyiog,
10img 6NV TEPIMTOOT MKPADV KOL TOAD HUKPADV ETLYELPT|CEDV.

[S1aitepa onpovtico eivar 6Tt 1o dikaiopo TpdsPacng 1oyveL yio OAoVG Kat OAES, ave&aptnTo omd T0 €100G
g ovuPaong, ™ dbpkela TG amacyoAnong, ™ 0éon oty epapyia | to péyebog g emyeipnong. H
doxnon tov dev amortel autioAdynon Kot dev pmopel vo omoTeAEsEL AOY0 SLGHEVODS HETayEIploNg.
Avtifeta, evidoceTal 6 (o GUYYXPOVN OVTIANYN TOV EPYACLOKOV GYEGEMV, OTOL 1) dapdveln Bempeiton
TpobmOHEST EUMIGTOGVVIG KOt SIKALOGVVTG.

H mpaktikn a&io tov dikaidpotog autob dev meptopiletol 6ToV EVIOTIGUO avVIcoTHTOV. Agrtovpyel Kupimg
oG gpyoieio KatavoOnomg Kot OAOYoV, EMITPEMOVTIOS OTOVG £PYAULOUEVOLG Kot TIG €pYOlOUEVES VO
ou{ntovv yia T apolPég Tovg pe Paon Kowd kot katavontd dedopéva kot Ot vrobéoselg | pruec. Me
ovTOV ToV TPOMO, M UIGOOAOYIKN OlapaveElD. CLUPAALEL ot dnUovpyio To oTabepmdv Kol dikaiwv
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EPYOCIOK®V TEPPAAAOVIOV.

4.2 llog va {ntioete emionpo TApo@opiss Y10 TS apotPég

H doxnon tov dikaidpotoc tpdsfacng e TANpo@opieg TpoimobETEL, OTIC TEPIGCOTEPES MEPUTTMOOELS, TV
VTOPOAN EVOG EMIGNOV OUTHKOTOG TPOS TOV/TNV €pY0doTn/Tpia. To aitnua avtd dev amoteAel Katayyeiia
00Te apEIoPnTNOoN NG £PYACLOKNG oyéone. Avtifeta, cuviotd évov Oeputd kot TpoPrendpevo and v
eVPOTAiKT vopobesio tpOmo evUEP®ONG, 0 010G EVTAGGETAL 6TO TAAIGLO TNG LIGHOAOYIKTG O1OLPAVELNS
Kat g lomg petayeipong.

H Odnyia (EE) 2023/970 mpoPAiénet 61t ov gpyalduevol ko ot gpyaldueveg pmopovv vo {nrodv
TANPoOpies eite queoa gite HEGCO TOV EKTPOCONT®V TOVG, OTTOL avTol VILApYovy. H emloyn tov Tpdmov
e€aptatar amd 10 epyaclakd TePPailov, To péyebog g emyeipnong Kot tov fadud e€otkeimong pe Tig
€0MTEPIKEG dlodikacies. Xe Kabe mepimtmwon, to aitnuo koAd €ivol vo SIITLVTOVETOL LE COPN Kol
TEKUNPLOUEVO TPOTO, MOTE VO SIEVKOADVETAL 1) KATOVONGT KOl 1 amdvinon omd v TAELPA TOV/TNG
€PY00OTNH/TPLOG.

2opeava pe v Odnylo, ot epyoddtec/tpieg 0Qeilovv eMionS v EVIILEPDOVOLV TOVG £PYALOUEVOVS KOt TIG
epyalOUeEVES, GE TAKTIKN BACT, Yo TO dikailwpd TOvg v {NTobV GYETIKEG TANPOPOPIES, KAOMDS Kol Yo TaL
Bacwd Puato mov amattodvtat Yoo TV GoKNon Tov. Xty mpdén, avtd onuaivel 0Tt glvatl €DAOYO va
avapéveTor n Vopén pog oapods kKot TpooPaciung dadikaciog vTofoAng atnudtey, 10iwg o€ To
opyavVOUEVA EPYOCLOKE TEPIPAALOVTAL.

v Tpaén, éva aitnuo TpocPacnc o TANPoPopies umopel vo vToPANOEl YpamT®dS, Yo Tapadely o LEGH
NAEKTPOVIKOD UNVOUOTOG 1) EMIGTOANG, N HECH TOV TPOPAETOUEVOV ECOTEPIKAOV KOAVOMOV TNG
emyelpnong, €pocov avutd vapyovy. H ypamt popen dev givor tomikn amaitnon, ®otdco Bewpeital
KOAT TPOKTIKY, KOODG GUUPAAAEL GTN GUQNVELD, GTNV ATOPLYN| TOPEPUNVEIDV Kol GTN SLVOTOTNTO
TapoKoAovOnong g dtadikaciog.

Kotd ) d10tdmmon Tov autratog, ival onuoavtikd va yivetar capég 0tt (ntobvtal mAnpogopiec 6to
TAO{C10 TOV JIKOUMUOTOG HUIGOOAOYIKNG SOQAVENG. AEV OALTEITOL OUTIOAOYNGT TOL OUTHLOTOS OVTE
emikAnon voyiog dtkplons. Apkel va mpocdtopileTar To 100G TV TANPOPOPLOY OV {NTodvTol, OTMG
v Topdoetypa To Kprtipla kaBopio ol e apolPng 1 GLYKEVTPOTIKE oTotyeia Yo TIG LEGEG apoPég o
ocvykpiolueg Béoelc.

H cagnvela oto aitnpa Asttovpyei mpog 6@erog kat TV 600 TAevpadv. ATd ) pio mhevpd, fondd tov/inv
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€PY00OTNH/TPLaL VO KATAVONGEL TO €DPOG KOL TO OVTIKEILEVO TNG TANPOPOPNONG TOV KOAEITOL VO, TOPACYEL.
Ao v GAA, emtpénetl oTov epyalOpevo 1 TV epyalOpeVT va 0EOAOYNGEL av 1 AtdvTNon 1oL o AdPet
elvar ovolooTikn kot emapkns. ‘Eva yevikd 1 adpioto aitnpo pmopet va odnynost o €£lcov yeVIKEG
OTOVTHGELS, YOPIC TPOyUaTIKY TpoosTifEuevn aia.

Xg EMYEPNOES OMOL VLRAPYOLV EKTPOCOTOL £PYOLOUEVMV, GULVOIKOAGTIKO OPYOvVO. 1 ETLTPOMES
TPOCMOTIKOV, To aitnua propet va vroPfindet kot péow avtdv. H culdhoyikn avt) 0d0g pumopel va gival
wwitepa ypNoIUN 6€ TEPUTMOGELS OOV {NTOvVTAL TANPOPOPIEG EVPVTEPOL EVIPEPOVTOG 1| OTOV Ol
gpyalopevol emBupovv va amo@vyovy v atoutky £kbeon. H Odnyla avayvopilel pntd tov poro TV
EKTPOCHTOV Kot TPOPAETEL T1 SLVOTOTNTA VO EVEPYODV Yol AOYAPLOTUO TV PYULOUEVOV, EPOGOV VTO
{nnOei.

AveEdptra and tov TpOmo LmOPOANG, To aitnua dev Bo mpémer va ovtipetomileTon ©¢ mPA&n
avturapdfeong. H picBoroyw dapdvela tpoimobétet Evav ototyeldon 01dAoyo PaciGuévo oe dE00UEVHL
Kot Kowvé amodektovg kavoves. H Mpeun ko ovdétepn dwotdnwon, kabodg kot n avaeopd 6to 1oyvov
TA0{o10 SIKOOUATOV, GVUPAALOVY 0T dNpovpYia EVOS KAMLOTOS GuvepYaciag Kot Oyt GLYKPOVOTG.

Téhog, etvar onpavtikd va emonpaviet 6Tt n vrofoAn artnuatog tpdsPacng oe TAnpoopieg amoteret
VOULUTN AOKNON SIKOLDUATOG KO OEV UTOPEL VOL ATOTEAEGEL AOYO dVGUEVOLG LETAYEIPIONG. ZNTHLOTO TOV
oyetiCovtar pe mbavéc avtdpdoelg 1 ovtimowva eEETALOVIOL OVOALTIKA GE EMOUEVO KEPAANLO TOV
gyyepdion. Xto mopdv otddlo, To Kpiowo otolyeio €lvar 1 Katavonon OTL T aiTtnpo evnuEP®ONG
amotedel PEPOG MOG KOVOVIKNG KOl OEUITNG £PYOCLOKNG TPOKTIKNG GTO TAOIGL0 NG MGOOAOYIKNG
SLPAVELNG.

4.3 T €id0vg amdvTNON VITOYPEOVTAL VO OMDGEL 0/1] EPYOOOTNS/TPLU

H vropon evog autipatog yio tpodcfact o€ TANPOPOPIes GYETIKA LE TIG AUOPES EVEPYOTOLEL AvTiGTOLYOL
TNV LTOYPEMCT] TOV/TNG £pY0d0TN/TPplag va amavtioel. H ambvinon ovtn dev pmopetl va givor tomikn,
aOpLoTN N OMOCTAGHATIKY. ZOUPOVO, LE TO TVEVHA Kot Tig TpoPAdyelg g Odnyiag (EE) 2023/970, o/m
€PY00OTNG/TPLOL OPEILEL VAL TOPEYEL OVCIAGTIKY] KO KOTAVONTH TANPOPOPN G|, 1] OO0 VO EMTPETEL GTOV
epyalopevo 1 v epyalopevn va oxnuaticst cagn kova ylo. Tov TpOmo e tov omoio kabopilovtar ot
opotPéc.

Kotapyds, n amdvinon mpémel vo a@opd o KPITHPLo, TOV YPTCLLOTOOVVTOL Yol TOV KABopIoHd TV
apoPav kot g pioBoloykng eEEMENG. Agv apkel pia YEVIKT ava@opd o€ EVVOLEG OTMG «EUTELPION,
«omddoon» N «GLVETEL, YopPic Tepartépm e&nynon. O/M epyododTng/tpla opeilel va ENYNoEL TOG TA
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Kprtnpo. avTd apuodlovtal oty TPAEN Kol PE TOOV TPOTO GLVIELOVTOL [E TO VYOS TNG APOPNG 1 TIG
avénoeig.

[Tépa and ta kprnpla, | omdvrnon Oa Tpémel va TEPIAAUPAVEL GLYKEVIPOTIKA GTOYELD TTOV EMTPETOVY
M oVyKplon. Ewwortepa, 6tav {ntOet, o/n epyoddtng/Tpia vroypeovTal va TopEYEL TANPOPOPIES Y10l TA
péca enimeda apoprg epyalopévev mov ektelodv Ty i01a epyacio 1 epyacia iong a&ioc, dStuympiopéva
avé eOAo. Ta otoryelo avTd dev 0POPOVV GLYKEKPILEVE TPOCOTA, OAAL opddeg BEécemv 1 Katnyopleg
epyoalopévav, dote va dac@aiiletal n avovopio Kot 1 TPOGTOGIN TV TPOCOTIKMOV OEO0UEVOV.

[S1aitepn onpacio &gl Ko o TpoOTOG TOpovsiacng TG TANpoPopnong. H amdvinon mpénet va gival
COPNG, KOTOVONTH KOl TPOGOUPUOGUEVT 0TO eminedo evnuépmaong tov gpyalopévov. TTohd teyvikég M
0oaPElg S10TVTMOGELS, TOL KAHIGTOVV SVGKOAN TNV KATAVONGOT) TOV SE30UEVOV, OEV OVTOTOKPIVOVTOL GTOV
okond G HoBoroyikng dwapdvelag. O ot1dyog dev elvar amhdG M TLTIKN GLUUOPE®CT, OAAL T
OVLGLOGTIKY] EVIULEPWOOT).

Tavtdypova, o/m epyoddTne/tpla opeiretl vo o€Petan ta Opta mov BEtel | vopobesia yio v mpoctacio
TOV TPOCHOTIKMV OE00UEVOV. AVTO oNUaivel OTL dgV VTTOYPEOVTAL —KOIL OEV EMTPEMETAUL— VO OTOKAAVYEL
OVOLOOTIKG oTotYEl0 AoV GAA®V epyalopévav | TANPoPopieg TOV Bo propovoay vo 001 yIGOVV GTNV
TanTOToiNoT 10V, H voypémon apopd amokAElGTIKA OVAVULLL KOl GLYKEVIPOTIKG dEGOUEVO, TOL OO0
elvar emapkn yia v a&loddynon Thoavav avicoTHTOV.

Emumiéov, n andvinon Oo mpémerl va divetor evidg €DA0YOL XPOVIKOD SOCTHUATOS, He TPOTO TOL Vo
enuIpénel oTov epyalopevo N v gpyalopevn va tn ypnolponomoel ovclaotikd. H kabBvotépnon, 1
oLVEXNS aVOBOAN 1 M ATOELYY| ATAVINGNS AVTBOivVOLY GTOV GKOTO TOVL OKOIONOTOS TPOSPaog Kot
vrovopevovy T Olaedvela. Ta €dKOTEPA YpoviKd Oplo. Kot ot GyeTkég dwdwkacieg eEetdlovran
OVOADTIKA GTNV EMOLEVT] EVOTNTO.

e éva yeviko TAOio10, 1 aAvTINOT TOV/ING £pY0d0TN/TplaG Ba mpémetl vo emTpénel otov pyalOUeEVO 1)
NV €pyYalOUEVT VO KATOVONGEL OV 01 LIGOOAOYIKES S1opopég TToL EVOE ETAL Va vPioTavtal faciloviot o€
OVTIKELEVIKA Kot 0VOETEPA G TTPOG TO PVAO KprTnpia 1) av ypnlovv mepartépw depgvvnonge. H modtnta
Kol 1 TANPOTNTA TG OmdvTNoNG omoTeAoVV PBacitkd deiktn tov Pabuod wcebBoroyiknig dtaeavelag mov
epappoletal 6TV TPAEN o€ £VaV OPYOVIGHO.

4.4 Tv vo KAVETE av 1] amdvTnon ival EATG 1] 060N

Zmv Tpdén, oev eivat omdvio N amdvtnon mov AapPaverl évag epyalopevoc M pia epyalduevn e aitnpo
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TpoOcPacng 6e TANPOPOPIeg Vo Unv glvar TANPNG M va Tapapével acaens. Avtd pmopel vo cuppPet eite
eMEWON 0/1 €pyodOTNG/TPLaL dEV €XEL AKOUN OPYOVOUEVO TO, GYETIKA dEOOUEVH €ITE EMEWON M aLAvVINGT
neplopiletar o€ YEVIKES SOTVTTAMGELG TTOV OEV EMTPENMOVY OVGLOCTIKTY KATOVONON. e KAOe Tepintwon, o
TéTOL0L AAVTNON OgV onuaivel 6t To dkaimpo Exet eEovtinOet.

To mpdTo Ko Packd Ppa eivar N a&oddynon g amdvnong Le aviikelpevikodtnto. Mia andvinon
pumopetl va BewpnBel eAmng Otav, Yo TOPAOELYHO, OVOPEPETAL YEVIKA GE «KPLTNPLo. amdO0oNc» N
«epmeplagy yopic va eényel mog avtd epappdlovior oty mpdén M Otav dev mOPEYEL KOvVEVA
CLYKEVTIPOTIKO oTtoyeio Yoo ovykpioyes 0éoel. Mmopel emiong va gival acaeng 6tav ypnolpLonotel
TEYVIKOVG 1 0OPIOTOVG OPOVG TOL OV EMTPEMOVV GTOV €PYALOUEVO VO KOTAVONGCEL OV KOl 7TMG
ovykpivovtot ot apolPEc.

Ye o térola mepintmwon, o epyoldpevog N N epyalouevn pmopel va emaveéABeL e GLUUTANPOUATIKO
aitpa, iNTdvTog SIEVKPVIGELS 1) IO GLYKEKPLULEVN TANPOPOpNOT. H emavadiatimmon Tov attiiatog dev
amotedel KAMPAK®ON 1 ovTwapadeon, aAld QLGIKT GUVEYELD TG JLAOIKAGIOG EVLEPWONC. ZVY VA, Lo
To oLyKekpévn dtdmwon Ponbd kot tov/tny €pyoddtn/Tple Vo KOTAVONoEl KOADTEPO TOLEG
TAnpoeopieg {nTodvtal Kol 6E TOo TANLG1O.

E@dcov vmapyet avt) 1 duvatdTnTo, 1 TPOSPLY GE EKTPOCSAOTOVG EPYALOUEVOV 1] GLALOYIKA OpyavaL
umopel va AEITOVPYNGEL LTOGTNPIKTIKE. MEGH avTdV, TO aitnuo propel va tebetl pe mo Beopikd tpdmo 1
VO GUVOVOCTEL [LE EVPVTEPA EPOTILLOTO TOV APOPOLY TTEPIGGOTEPOVC/EG epyaldpevouc/ec. H oulhoyikn
angvduvon; covyvd pewdVEL TV aicOnon atopukng ékbeong kot evioyLel Tov OBAOYO o€ €mimedo
OpPYOVIGLOV.

Edv, mapd to mopamdvem, n amdvinon TopoUEVEL 0CAPNG, OTOCTACATIKY 1] OEV OVTOTOKPIVETAL GTO
TEPIEXOLEVO TOV SIKAUMUOTOC TPOSPaoNG, Elvat onuavtikd o epyaldpuevog N n epyalouevn va Katoypayet
He capnveln to 6Tddia ¢ emkowvmviag. H dtathpnon apyeiov pe tor ortHoto Kot TIG omavVINGELS TOV
doOnkav cvuPdairel oy tekunpimon g dadikaciog Kot uropel vo amodelydel ypoyun o€ ETOUEVO
oTAd10.

e outo To onueio,  evnUEp®ON Yol TIC O10OEGYLES EMAOYES VITOSTNPIENG amoKTA Wiaitepn onuacio.
Avdroya pe to TAaiclo Kot T coPapodtnta e mepintwong, o epyalduevog N 1 epyaldpevn pmopel vo
{ntmoet cupuPovievTiKn VTOGTAPIEN A0 GUVOIKAAMGTIKOVG POPELS, OpYaVAGELS 160TNTAG 1| 0pLOSIOVG
onuocovg gopeic. H mpooepuyn oe 1€10100¢ pNYOVIGHOVS dgv amoteAdel KatoyyeAia, oAAd TPOTO
KOTOVONONG TOV OIKOUMUATOV KOt TOV ETOUEVOV SUVATOV PnUdtmy.
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[S1aitepn Tpocoyn xpeldletor doTe KAOE EVEPYELD VO, YIVETOL LE YVMOUOVO TNV OGQAAELD KOL TV OTOPLYN
avtimoivov. H Odnyia tpofiénet pntd mpootacio yio Tovg epyaldpevous, epyaldpeves mov ackovv Ta
SKALOUATH TOVG, MOTOGO 1 GTAOLOKY KOl TEKUNPLOUEVT TPOoosyyion va. fondd otn datrpnon evog
Aertovpykov dtaddyov. Ta {ntipato mov apopobv T Tpoctacio and aviimowva eEeTdlovTol avaALTIKA

0€ EMOUEVO KEPAAOLO TOV TOPOVTOC EYYEPLOTOV.

Xpioyn vaevOouon:
Mo EMMTING 1 0oaPNG AmAVINoT 08V ONUATOO0TEL TO TEAOG TNG OOIKAGING, ALL £va EVOLAUECO

o1ad10. H pieboroyikn dtapdveta etvor pio Suvoptkn| dtadikacio, 1 omoio cuyva omottel ETOVOAYELS,
dtevkpvicelg Kot xpovo. H yvaoon tov Stkawopdtov kot n fpeUT, TEKUNPIOUEVT GTACT] OTOTEAOVV
Bacwd epyaieia yla T cuvE oY TNG.

4.5 Xpovika 6pro. Kot O10.01KaGiES

H amotelecpatikny doknomn Tov SKodpatog tpdcPacng o€ TANPoQopiec mTpoimobitel oyt Hovo
duvatoOHTNTO VIOPOANG ALTHLOTOC, OAAG Kol TNV VIAPEN COPOV YPOVIKMOV OpimV eVTOC TV OTOlMV 0/1
€pY0d0TNG/TPLo opeiret va avtamokpifel. Xmpic evloya ypovikd mAaicia, 1 TANPOPOPNOT KIVOLVEDEL VaL
KOTOOTEL AVEVEPYTN 1] VA YAVEL TN GNUOGI0 TG GTNV TPAEN.

H Odnyia (EE) 2023/970 mtpoPAénet 6Tt 01 £py0d0TEG 0QEIAOVY VO TapExovV Tig {nToveEVES TANPOPOPIES
€VTOG €DAOYOL YPOVIKOD SLUGTIUATOS ATd TNV VIOPOAN TOV OUTHUATOS, OT®S avtd B e&edikevtel o€
eBvikd eninedo Katd v evompdtwon g Odnyiog oto eAANvikd dikatro. e kdOe mepintmon, 1 Odnyia
Bétel avotato ypovikd 0plo amdkpiong, TPoPAETOVTOC OTL OL TANPOPOPIEG TPEMEL VO TAPEYOVTOL TO
apyoTePO €vTHg OVO UNVEV ard TV vofoAn Tov artnuotoc. H Bacikn apyn eivor 6t n andvinon oev
umopel va kabvotepel adtkaloAdyNTa OVTE VO TOPUTEUTETAL T AOPIGTOV.

v Tpdén, éva eOA0YO0 YPOVIKO O1AGTNLO EMTPENEL GTOV/GTNV £PYOSOTN/TPLOL VO GUYKEVTIPMGEL KOL VL
eneEepyaotel o amapaitrto otoyeio, yopig Opmg va onuovpyel afefordtnTor 1 AVAUOVY] TOV
AmodLVOL®VEL TO dkaimpa Tov/mng epyalopévou/ng. Idimg oe mepmtmdaelg 6mov o dedopéva etvar 10m
dwbéoia 1 OOV TO AT APOPE YEVIKE KprTploL Kot Oyt GUVOETEG AVAADGELS, 1] ATAVTINGT) OVOUEVETOL
VO TOPEYETAL GE GUVTOUO YPOVIKO O1UCTNLLOL.

Ot dwod1Kacieg TOPOYNG TOV TANPOPOPLDOV EVOEYETAL VO OlAPEPOVY avaroyo pe To uEyebog kal v
0pYAVMOT TNG EMLXEIPNONG. L& HUEYOADTEPOVS OPYUVIGLOVS UTOPEL VO VTTAPYOVYV TUTTOTOUEVO KOVAALXL,
Om®G TUNUOTO OVOPOTIVOL OLVOUIKOD 1 €0MTEPIKEG YNOOKEG TAATOOPUES, UECH TOV OMOimMV
VTOPAALOVTOL KO OTOVIOVTIOL TO. GYETIKG OLTHUOTO. X& HUKPOTEPEG N TOAD WKPES EMYEPNGCELS, M
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dwdkacio eivar cuyvd mo drtovmn, YEYOVOG TOL KOOIGTO OKOUN 7O CNUOVTIIKY T GOENVEWD GTHV
EMKOWVMVIO Kol TNV KOAN TOTH Kot oo TS 500 TAELPES.

H mpnon evog otoryeiddoug ypovodiaypdppoatog copPdiiel ot dtapdvelo Kot ot Aoyodosio. Otav ot
dwdkacieg ivatl caeig kot ot amavinoels dtvovat evrog TPoPAEYILOV XPOVIKOD TANIGIOV, EVIGYVETOL T
EUMIGTOGVVT] KOl LELOVETOL 1| TOAVOTNTO TOPEPUNVELDV 1] EvTAcewV. ['a Tov Adyo awtd, 1 yvodon Tov
YPOVIKOV opimv Kot TV dodikacldv omotedel Pactkd oToryelo yioo TV OLGCLUGTIKY GOKNGN TOL
SO ULaTog TPOSROoNG 6€ TANPOPOPIES.

4.6 Ilpoctacio TPOCOTIKOV OEO0UEVOV

H doxnon tov dikaumdpatog tpdcfacng o€ TANPOPOpies GYETIKA LE TIG AUOPES GLVIEETAL AeTa LE TV
avayKn TPOoTUGIOG TV TPOSOTIKAOV dedouEvav O mV TV epyalopévav. ['a tov Adyo avtod, 1 Odnyia
(EE) 2023/970 mpoPAémet pntd 6T 1 uoBoAoyiky| dtapavela Tpémet vo epappdletal pe Tpdmo mov céfetal
TNV WB1OTIKOTNTO KoL T SIKOOUATO KAOE TPOGHOTOV GTOV YMPO EPYUGIOC.

v mpdén, avtod onpaivel 6Tt 01 TANPOPOPIES TOV TOPEYOVTOL GTO TAAIGLO TG LIGHOAOYIKNG 1P AVELNG
dgv apopolV TOTE OVOUACTIKA 1 avayvopiciua ototyeia dAAov epyalopévov. O/M gpyoddtng/tplo dev
VILOYPEOVTAL, OVTE EMTPEMETAL, VO ATOKAAVTTEL TOWOG N ol apeifeTan pe moov pieho. Avtiberta, n
TANPOEOPNON TAPEXETAL TAVIOTE GE GLUYKEVIPMOTIKY KOl OVOVLUN HOPEOY, OOCTE VO, EMITPEMETOL M
ovykpilon yopic va Biyetarl n W TIKdTNTO.

H mpoctocio tov Tpocomikdv dE00UEVOV AEITOVPYEL, ETOUEVOC, MG TANICIO HECH GTO 0010 AGKEITAL TO
dwaiopa TpodsPaocng kot Oyt ™G TEPLOPIGUOG TOV. T GUYKEVIPOTIKA GTOLYEIN Yo TIC LEGES AUOPES, Ta
Kprtiplo KaBopiopov Tov ebov 1 ot picboroyikég fabuides emapkovv Yo va KoTovonoel 0 epyalOUevog
N M epyalOUeVN av VILAPYOVY GCLGTNUOTIKEG SLOPOPES N EVOEIEELS AVIGOTNTOGC, YWPIS VO amatTeiTon Yvmon
OTOUIK®OV GO V.

Eitvon onpoavtikd va yivetor caeng otdkpion avapeso 6To Skaimpo TANPoeOpNoNS Kot GTNV TEPLEPYELD
YL TIG QUOPEC GVYKEKPIUEVOV TPoc®OT®Y. To dwkaiwpo cOoAOYIKAG SIOPAVELNS OEV GTOYELEL OTN
ovykplon petalld atdpmv, aAld ot cOykplon Bécewv epyaciag kol Katnyoplidv 0écewv, pe Pdon
OVTIKELEVIKA Kot OVOETEPQ KPLTHPLOL. AVTN 1 SIAKPIOT) TPOGTOTEVEL TOGO TOV/TNV £pyaopevo/n mov {ntd
TANPOPOPieg OGO KOt TOVE/TIG GLVASEAPOVS TOV.

[MopdAAnia, 1 TPOGTAGIN TV TPOSOTIKOV OEOOUEVOV apPOpd Kot Tov/TnV 1d10/a Tov epyaldpevo 1 v
epyalopevn mov vroPdAdet to aitnua. Ot Anpopopieg mov oyetiloviot e TO QT KOL 1) EMKOWVOVIL
LE ToV/TnV €pyodOTN/Tplo TPEMEL VO OVTILETOTILOVTOL LE EUMIGTEVTIKOTITO KO VOL U1V YPNCLLOTOI0VVTOL
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Y10 GKOTOVG AGYETOVG pe TN picBoroyikn dtapdvela. H doknon evog vOULILOV SIKOdIOTOS dgv Uopel va
amotedel AOYo mapakorovdnong, a&loldynong 1 SuoUEVOLG peTayEiplong.

Téhog, M VmapPEN GOEOV KAVOVOV TPOCTAGINS TPOCOTIKMV Oedopuéveov cLuPdAlel otn dnpovpyio
KAMpotog epmiotochvine. Otav ov gpyaldpevol kot ot epyalopeves yvopilovv 0Tt 1 TANPOEOpNON
napéxetal Le oefacud oty WOTIKOTNTO OA®V, glval o ThavO va aElomomcGovV 1o SIKOUMUATE TOVG
xopic eofo N emuAdéelc. Me ovtdév tov Tpdmo, M WeOoAOYIKN SPAVELL Kol 1) TPOCTAGio TV
O0edoUEVOV  AEITOVPYOVV GUUTANPOUATIKA, EVIOYDOVTIOS TN OWKOochV) Kot T otafepotnto oTIg

EPYOOLOKES GYECELS.

- Tveidovg otoyyeio propei vo d100£TerL 0 €PY0d0TNG OOG

(evoEIKTIKA, 6TO TAAIGLO TNG PI6OOLOYIKN G OLAPAVELNG)
H pieBoroyum dapdveio dev mpoimoBétel 0Tt OAeC Ol EmyEPNGEIS O100ETOVV TaL 10100 GLGTHLLOTA, TV
{d1o moAvmAokdT T 1 TOV 1010 Badd Tvmomoinone. Ta otoyeio mov pnopet va €xel 61N 0164001 TOL
o/M £pyodOTNC/TPLa SPEPOVY CNUOVTIKG avdAoya pe To pEYEBog Kot TV opydveoomn g emyeipnong.
Qo1660, AKOUN KOl OTIS TO HKPEG EMYEPNOELS, VILAPYOVV PACIKES TANPOPOPIEC TOL UTOPOLYV VO
VTOGTNPIEOVV TN SAPAVELD KO TV KATOVONON TOV AUOBOV.
To mapaKaT® TA0IG10 TOPOVCIALEL EVOEIKTIKA TL £I00VC GTOLYEIN UTOPEL VO VTTAPYOVV GE SLOPOPETIKOD
ney€0oug emyelpnoels. Agv mpdKeLtal Yo MoTa VIOXPEDGE®Y TOV/TNG £pYaLonEVOV/NG, aAAL Yo 001 YO
Katavonong tov Tt gtvar edAoyo va {ntnbel | va avapéveral.

Mukpég Ko pecaieg

Meya A
emyepnosg (MpE) EYUAES EMYEIPIOCELS

oAb pkpég emyepoeis
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Ye MO UKPEG EMXEPNOELS, Ol
dwdkacieg eivar ovyvd Ayotepo
tononompéveg kot Paciovior og
aromeg mpoktikég. Iop’ Oio avtd,
umopel va vidpyovy Poacikd ototyeia,
OTIMG L0l YEVIKT] EIKOVA TOV POADV KoL
TV Kankoviov, OTALG
Swpopomomoels apoPov avd Béon 1
eumelpia, KOODOG Kot TPOEOPIKE 1
ypoamtd Kpumpla oV
XPNOWOTOoHVIOL Yoo ovénoeg 1
aAlayéc poAoL. AKOUN Kol Otav dgv
vrapyovv  emionueg  picboloyikég
KAMpakeg, ouvidmg vITdpyovy Kamolo
enovoAapupavopeve  TPOTLTOL  TOL
umopodv  vo  g€nynbodv kot va
TEPLYPAPOVV.

2TIG LIKPEG KOl PLeCOles EMXELPT|OELG,
glvar ovyvoteEPO v VIAPYOLV O
opyavopéva otoryeia. Avtd pmopsi va
meplapfavouv Pocikég mepypapés
0éocemv epyaciag, Katnyoptomoinom
pOr®V, amhéc poboroyikég Pabuideg
N €0p1 apoPdv, KobmG Kot To coen
KPUTpLa yio avENGELG KOl TPOaymYEG.
Xe OpKETEG TMEPUTTMOOELS, VTAPYOLV
KOl GUYKEVIPOTIKG GTOEID Yo TIG
apoBéc avd opdda Bécewv, o omoia
pumopovv va  a&omombodv yu v
TAPOYN TANPOPOPNONG LE OVAVVLO
TPOTO.

YT peydleg  emyElpnoels, 1
pieBoroyikn dtapdveia vrootnpiletot
ocuwwnbwg omd mwo obvheTo Kot
TUTOTONUEVE, GLoTHOTE. Mmopel va
VIAPYOVY  OVOAVLTIKEG  HicBohoyikég
KAMpokeg, ocvotiuote  TaEVOUNCTG
kot a&oddynong Bécemv epyasciag,
ypoamtd KpLTiplo a&loroynong
amodoong Kot eEEMENG, Kabmdg Kot
GUYKEVIPOTIKE dedopéva  yoo  TIg
péoeg  opolPéc  avd  @OAO Kot
katnyopio Oécewv. Ta otoreio avtd
EMTPEMOVY MO  GUCTNHOTIKY Kot
TEKUNPLOWUEVT] TANPOQOPNGT|, OTMG
nmpoPrénetor kot and tnv Odnyia.

[og va a&romomjcete aVTEG TIC TANPOPOPIES
H xoatovonon tov €idovg tov otoyegiov mov pmopei va dabétel o/n epyoddtng/tpro cog Ponda va
OTVTTAOVETE O GOPT OLTHLOTO KOt VO 0EOA0YEITE KOADTEPO TIG OMOVTNGCELS OV AapPavete. Agv
onpaiver 6Tt M amovsio. TVTOTOMUEVEOV EPYOLEi®V GLUVETAYETAL QVTOUATO TOPAPBI0CT) SIKOUMUATOV.
Ynuaivel, Opwg, 6t 0o/M gpyoddTg/Tpla. opeidel va pmopel va €ENYNCEL, UE TPOTO KATAVONTO Kot
TEKUNPLOWUEVO, TOS kaBopilovtal ot apolBég Kot Tdg dtucpaiileTor 1) ion petoyeipion.

KE®AAAIO 5 — Avayvaopion owkpiceov oty apoifn & otnv eEEMmin

YKOmOGg EVOTNTOG

To moapdv kepdhiaro amockonel vo Bondnoel tovg epyalopevoug kot Tig EpYalOUEVES VO KOTOVONGOLY
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TG pmopel va ekdnAdvetal po pioboloyikn didkpion, eite Queca €ite EUUESO, KOl TMOG VTN GLUVOEETOL
ne evpHTePEg MPAKTIKEG aloAdYNONG, EEEMENG KOl OPYAVAOGIOKNG KOVATOVPOS. XTOY0G £lval 1) evicyvon
MG KOvOTNTAG OVOyVOPIoNG THOVOV OVIGOTATOV, HE TPOTO TEKUNPLOUEVO Kot Pociouévo oe
OVTIKEYLEVIKA KPLTH Pl

MoOnocwkda aroteréoporta
Ot avayvmdoTpleg Kot ot avayvaoTes B pmopovv:

® Vo dltaKpivovuy TNV dueon amod v Eppecn cboroyikn S1dkpion,
e vo avayvopilovy evieiEelg TpokaTaAnyNg o€ dtadikacieg altoloynong kot eEEMENG,
® V0 KOTOVOOUV TG TO GTEPEOTVTIA GVAOL EMNPEALOVV TIC AUOPES Kot TIG EVKAPIES,

® vo gvtomilovv cuoTNKE HoTiBa aVIGOTNTOG GTO £pYACLOKO TEPBAALOV,

e vo afloloyovv ) chvoeon HeTa&h opyavOGIOKNG KOLATOVPOS Kot LIGHOAOYIK®VY S10p0p@mV.

H pioBoroyun dapdveta dev mepropiletar oty mpodcfacn og apBuntikd dedopéva. I'a va amoktioovy
0LGLOOTIKO VOMUO ot TANpoeopiec mov AauBdvel vag epyaldpevog M o epyalopevn, omouteitor
wavomra epunveiog tovg. Mia dtapopd 611G apoES dev GLVIGTE AVTOUATOG JAKPIoT: WGTOGO, 0VTE
Kot kée drapopd pmopel va OempnBel dedopuéva StKatoroynUeéEVT.

To kepdiao avtd e&etalel g pmopel va avoyvoplotel po mhoavhy didkpion oty apopn f otnv
emOyyeEAUATIKY €EEMEN, e EUPaoT OTIG OUOIKOGIES, GTO KPITHPLOL KO GTO TPOTLTTA TOV £QaprodlovTan
GTOV X®po epyaciag. H katavonon oavtdv TV TopoueTpmy EMTPETEL L0 TO OPUN KO TEKUNPLOUEVT
TPOGEYYION, ATOPEHYOVTOS TOGO TNV aBACIUN KoyLToyio OGO Kot TV TaONTIKY omodoyn aVIGOTHTOV.

5.1 llog evromileTan pua Gpesn picBolroyiki ovakpiomn

H dpeon pioBoloyikn dtdkpion amotelel TNV o peavy Loper| dviong petayeiptong. Ipoxkeiton yio tnv
nepintowon Katd v omoia €vag epyaldpevog M plo epyalopevn opeifetor Atydtepo amd dAlov/m
epyalopevo/m mov ekterel v 010 epyacia 1 epyacia iong aglag, Kot 1 dlapopd oVt GLVOEETAL AUEGO
pe to eOAO.

e avtifeon pe mo oHvOeTeEG HOPPEC avicdHTNTOC, N AUEST SLAKPLoT dev KpUPeTol Tow omd ovdETepa
eowvopevikd kprmpa. EpeaviCetot 0tav 600 mpdcona Bpickovial 6€ GLYKPICIUN KOTAGTOCT O TPOS TO
kafnkovta, v gvBOVN, TIg amortovpeveg deEOTNTEG KO TIG cLVONKES epyaciag, aAAd AapPdavovv
SLOLPOPETIKN apO1PN Y®PIg AVTIKEIEVIKN KOl OVOETEPT OC TPOG TO PVAO OLTIOAOYNON).
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IMoa va evromiotel pio tétola mepintwon, eivar amapaitnto va eetactobv Tpio Pacikd otovyeio:

1. HpoTov, av tpokerton Tpdypatt yo idla epyacio | epyacio iong a&iag. H obykpion dev Paciletan
oToV TiTAO NG 00MC, aALA GTO TEPIEXOUEVO TNG EPYOTTNG: TTOlo £ival TO KON KOVTO, TO10 EMITEDO
evBvVN G cuvendyeton 1 B€om, Toleg SeE10TNTEG AONTOVVTOL Kot VTO TO1EG CLVONKES eXTEAEITAL.

2. AgiTEPOV, av VITAPYEL TPAYUATIKT Ol0popd otV apolPn. H ovykpion dev apopd pévo tov facikd
uobo, aAld kol kébe mpdcobetn mopoyn, emidopa M HeETAPANTO otoeio auolPng. XZvyvd, ot
dlapopomomaels dev eviomilovtal 6tov Pacikd oo, aAld oe Tpdchetec amolafEc 1) evkaipieg
eEEMEng.

3. Tpitov, av n dpopd pmopel va dikoohoynOel HE OVTIKEWWEVIKA Kol OVOETEPO KPLTHPLOL.
[Mapdyovteg 6mwg M mpodmnpecic, To TLMKA TPOCOHVTO, 1 TMIGTOTOMUEVY EUmEPi M 1M
amodedetyuévn  amddoon pmopel va  amotelovv Oguity Pdaom  dwapopomoinong, €QOCOV
epopuolovtor pe cLVETELD Kol Yopig otakpioels. AvtiBeta, Yevikég 1 aOPIGTES AVOPOPES YMPIS
caen oLVOEoN HE UETPNOIUA Kputnplo dgv  emapkovv Yo vo Bewpnbel po dwpopd
Koo Oy UEVT.

H dpeon usboroyikn didkpion pmopel va ekdnimbel 1060 Kotd TNV TpOSANYN 660 Kot KaTd T d1dpKeLo
™G amaoyOANoNG, Y. TOPAOELYHO HECH OLOPOPETIKAOV APYIKOV AT0d0YDV, AVICO®V 0vENcE®mV 1
ATOKAEIG OV amd TPOGHETEG TAPOYES. LE OPICUEVEG TEPIMTMOGELS, UWTOPEL VO, TPOKVTTEL AT TPOKTIKES TOL
Bacilovtal oe oTEPEOTLTES AVTIMYELS Y10 TOV POAO TOV PUAWMYV, OKOUT Kol 0V aVTEG Ogv ekQpalovTal
pnréL.

H avayvopion dpeonc didkpiong dev amartel Befordtnta 1 vopikn e&gdikevon. Apket n dmapén cofapav
Kol TeKpnplopéveov evdeiEemv 0Tt 000 cvykpioyleg Béoelg apeifovrar dlaPOPETIKG Y®PIC caPn Kot
ovdETEPT atToAdyNoT. e avTd 10 onpeio, N oboroyikn dapdveln Asttovpyel wg Kpioo epyaieio,
KaBdg mapéyet ta amapoitnTa dedopéva Yo po TEToL GLYKPLON.

H xotavémon g queong dwdkpiong amoterel 10 mpdTo Prpo. Xtnv wpdén, ®oTdG0, Ol AVIGOTNTESG
EKONAMVOVTOL GUYVE LE L0 EPUECOVS KOt A1YOTEPO 0paTovS TPOTOVS. AvTh M dtdctaot eetdletal oV
EMOUEVT LTOEVOTNTA, OTTOL AVOADETAL 1 £VVOL0L TNG EUUECNS OLIKPLONG GTO EPYOCIOKO TEPPAALOV.

Moapaderypo nepintoong (evoekTikd): Avo epyalduevoreg oe cuykpiolpeg dotkntikés Béoelg e
nopopoln eumepio Ko kobnkovra AopPdvovv dwoeopetikd Pacwkd pioBd. Metd omd aitmuo

TANPOPOPNONG, TPOKLATEL OTL eV VIAPYEL YPATTO GVOTNUA a&lOAOYNoNG 1| COPN KPLTHPLO TOVL VL
e€nyovv 1t dwgpopornoinon. H artioAdynon meplopileton oe yevikn ava@opd mepl «d0POPETIKMV
OPYLIKAOV CULPOVIDV.
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E@ocov 1 d10popd eV GUVOEETOL LE AVTIKELLEVIK KOl OVOETEPO OC TTPOG TO PVAO KPITNPLOL, TPOKVTTEL

évoeldn apeong oboroyikng dtdkpiong mov ¥pNLeL TEPUITEP® EPELVNONC.

5.2 Tlog Aertovpyei 1 Eppeon d1dKpion 610 EPpyacLoko nepifdiiov

e avtifeon pe v dueon Oidkpion, n omoia eueoaviletar dtav 6V0 cvykpioeg Béoelg apeifovral
OLPOPETIKA YOPIG OVTIKELEVIKT] aUTIOAOYNON, 1 EUUEST OldKPLloT glvarl GuYVE AydTEPO OPATH KO TTLO
ocuvletn. Agv PBaciletor oe pnm dteoponoinon AOY® EUAOV, ALY TPOKVTTEL OTAV EVOG QOLVOUEVIKE
0VLOETEPOG KAVOVOGS, KPLTNPLO 1| TPOAKTIKY 00NYel, otV Tpdln, o€ ducuev emintwon Yo epyalOUeEVOLG 1
epyolopeveg evog eUAOVL.

H éppeon dudkpion Aettovpyel HEow TG SOUNG KOl THG EPOPUOYNS TV dtadikacidv. Eva kpitptlo pmopet
VO QOIVETOL OVTIKEWEVIKO, OTWG 1) «Ool0EGILOTNTO Y10 VIEPMPIESH, 1 «adldAewTTn TPOoLINPESioNn N N
«gveMéia petakivnongy, ®otdco va emnpealel dvsaviroya o opddo epyalopévov. Ia mapaderypa,
OTOV 01 TPOAYMYES GLVOEOVTOL OMOKAEIGTIKA LLE TNV amePLOPIOTN SobesLOTNTA EKTOG Mpapiov, pmopel
Vo amoKAEIOVIOL GUGTNUATIKG £PYULOUEVEG LE QVENUEVES OIKOYEVELOKEG VITOYPEMGELS, OKOUN KL OV
TANPOLY OAOL TOL LVITOAOUTO, EMALYYEALATIKA KPLTHPLOL.

Kpiowo otoryeio omv éupeon odkpion elvar 41t 1 dapoponoinomn dev elvarl mhvtote TPOPAVIG GE
aToUIKO emimedo. Avti va gpeaviletor ®g caeng doeopd petald 600 TPOCHOTMV, EKONAMVETOL MG
emovoropPavopevo potifo. INa moapdderypo, edv 6€ pio ETXEIPNON TOPATNPEITOL OTL Ol TEPIGGOTEPES
doknTikég 0éoelg evBOVNG katalopuBdavovior omd Avopes, €V Ol YUVOIKEC GUYKEVIPMOVOVIOL GE
YounAotepeg poboroyikés Paduidec, yopic voa vrdpyel tekunplopévn dtadikacio a&loAdynong mov vo
e€nyel 10 amotélecpa, TOTE EVOEXETOL VOL DITAPYEL EUUECT] OLAKPLOT).

H a&oldynon g éupeong duakpiong amortei eEétacm oyt LOVO TV KOVOVOV, 0AAL KOl TOV GUVETEIDV
toug. 'Eva xpimplo pmopetl va Bewpnbei Ogputd povo spdoov eEummpetel mpaypotikny ko avorykoio
EMYEPNOIOKT avAyKN Kot epoppoletar pe Tpdmo avaroyuko. Otav £vag Kavovag 0d1yel GLGTNUATIKA GE
HELOVEKTIKN HETOYEIpIoN oG OpAdaG, YOpig emapkn dtkatoldynon, tote tibeton {RTuo cupuPatdTnTog
pe v apyf e iong apoprg.

H weBoroykn drapdvela cupPdiiel kaBopioTikd oty avayvopion g Eppecns dtakpione. Méoa and
TN GLYKEVIPOTIKY] avAAvon dedopévov avd @vlo kot katnyopio Béong, kabictator dvvatd vo
EVTOTIGTOVV HOTiRa oL dev €ivar opatd o€ eMimedo pepOVOUEVOV TeputTOce®y. H Katavonon avtdv
TV HoTifov emTpénel €vov IO OLGLUCTIKO OWIAOYO Yo TIG OlOOIKOGIEG Kol TO KPILTHPLO. 7OV
epapuolovrat.

\J
!
s

Y SEGE

This Project is co-funded by the European Union

FAIR PAY - Eyxepidio Exnaideuong yia Epyalopévoug




Moapadsrypo mepintmong (evoelkTikG): Xe o emyeipnon, n mpobmdBeon vy cvppetoyn oe
TPOYypoppa Toyelog EEMENG elvar 1) TANPNG O1BEGIUATNTA Y10 LETAKIVIOELG EKTOG £3POG X WPIG YPOVIKO
TEPLOPIoUO. AV Kot TO KPLITNPLo avtd PaprOleTal TUTIKG G OAOVG/EG, OTNV TPAEN OLUMIGTMOVETAL OTL

1 TAELOVOTNTO TOV GUUUETEXOVTI®V VOl AVOPES, EVM O1 YUVAIKES ATOKAEIOVTOL GE LEYAAO TOGOGTO.
Epdcov 1 emyeipnon dev umopel vo TEKUNPLOGEL OTL 1] GLYKEKPIUEVT] Oaitnon &ival amoAHT®S
avoryKoio Kot 0Tt 0V VITAPYEL AYOTEPO TEPLOPIOTIKOG TPOTOG OPYAVMCTG TOL TPOYPALUATOC, EVOEXETOL
VO GUVTPEYEL TEPIMTMOOT EUUECTG OLUKPIOTG.

5.3 Znpddwe wpokatainyng o€ a&lohdynon, porovS, EVKALPiES

H piesBoroyum avicdtnto dev mpokdnTEl TAVTOTE OO AUECES 1] GLVELINTEG ATOPAGELS. XVYVE GUVOEETOL
HEe AyOTEPO 0PATEG LOPPES TPOKATAANYNG TTOV £nNpedlovv TV agloAdynon, TV avadeon polmv Kot v
npocPacn oe gvkaipieg e€EMEng. Ot mpokataAnyelg avtés pmopel va givor dromeg 1 Un cLVEONTEG,
®WOTOGO UTOPOVV VO EYOVV OVGLOCTIKTY ETIOPACT OTIG AUOPBEG KOL GTNV EMOYYEALATIKY TOPELQL.

v mpdén, opropéva VOEIKTIKA onudota sivor T e€Ng:

o Acapn M yevikd kpurnpla agloAdynong, Ommg «NYETIK QUOIOYVOMIO» 1 «KATOAANAOTNTO Yo
eEEMENY, Yopig cVYKEKPLUEVA KO LETPNGILO GTOLYELOL.

e Awapopetikn epunveio mapdpol®v cuureptpop®v. I'a Tapddetypo, 1 AroEUcIGTIKOTNTO UTopEl
va agloroyeitan Oetikd oe évav epyalopevo, aAdd va Bempeitor «omepPoitkni» o€ o epyalopevn.

e Avion xotavoun porwv kot gvbuvav, 1iog 0tov £pya LYNANG 0patdTNTAG 1) GTPOTIYIKNG
onpociog avatiBevtal cuoTNUATIKG GTO 10100 ATOLLOL.

o [lepopiopévn 1 dromn npdsPfacn oe evkaipieg eEEMENG, OT®G CLUUETOYY| GE £PYQ, TPOYPELLATOL
KATAPTIONG 1] mentoring, Ywpig coen Kot S1opavi KPLTipLo EMAOYNG.

o [eviki] M Un GULYKEKPWEVY] OVATPOPOJOTNOT), OV OV EMTPEMEL GTOV €pyaldOuevo N v
epyaloOpevT va KaTovoncel TOg pumopet vo eEeAryOet.

Ta mopamdve Oev onuoivovv omapaitnto Ot vEdpyel Tpoddeon Odkpiong. Qo1dc0, OTaV TETOLES
TPOKTIKEG emovalopPdvovial, pmopel va odnyncovy oe dvion mpdcPacn o€ evkaipieg Kat, TEAMKA, GE
pioforoyucég drapopés. H piocBoroyn dtapdveto pmopel va AEITOVPYNGEL OG EPYOAELD EVIOTIGHOD QVTOV
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TOV PUIVOUEVOV, KOOMG EMITPETEL TN GVYKPLOT| AELOAOYNGE®V, TPOAYOYDV Kol cboroyikdv eEeAiEemv
o€ ovyKpioeg Béoers.

- Xke@reite: Eivat caon ta kpimpia pe to onoio a&toloyeitat n amddoor oog Kot £ETE TPOGPACT GTIC
1Otec evkaipiec eEEMENG pe dAhovg/eg epyalopevous/ec o mapopotes BEoelc;

5.4 LrepedToma @Orov: TAOG ennpedlovv aporPég ko EEMEN

Ta otepedTLIIO EOAOL EMNPEGLOVY GLYVEA TOV TPOTO e TOV 01010 a&loloyeitar 1 epyacio Kot Aapfavovrot
OTOQAGELG Yl TNV OpOPN Kot TNV EMayyEALOTIKY €EEMEN, aKOUT Kot OTav avTd Ogv yiveTon GLVELONTA.
v mpdén, To otepedTLTIO Popel va emnpedlovv To molog/mota Bempeitar katdAANAog/M yia Evav poAo,
TOL0G/TO10L TPOTEIVETOL Y10 TPOAY®YT N TOLOL YALPOKTNPLOTIKA avaryvepilovTol ¢ GNUOVTIKAL.

Opiopéva evoelkTikd mopadeiypoTo:

e o1 cupmepLpopd, daPopeTIkn aSloAdYNoN: N dlekdkNTIKOTNTO Umopel va Bewpeital Evoeitn
NYETIKNG KOVOTNTOS GE Evav Gvdpa, aAld vo aglodoyeital g «umepPOMKN» GE La yuvaika.

® XTEPEOTLMIKN KOTOVOUY POA®V: BECEIG TOV GLUVOELOVTOL LLE MYESIA N OTPUTNYIKEG OMOPAGELS
amodidoVTOL GLYVOTEPU GE AVOPES, EVMO VITOGTNPIKTIKOL pOAOL 1] pOAOL PPOVTISNG GE YUVAIKEG.

e Awgopetikég mpoodokieg yio e&EMEN: pmopel vo Bswpeitar 6Tl €vag avopog Bo emdidéet
gukoAdTEpa B¢om euBlivng, evd Yy p yovaika vo yivovior vmoBEcels OYeTkd pe T
dbecndTTA TNC.

FAIR PAY - Eyxepidio Exnaideuong yia Epyalopévoug

® Yrotiunon ovykekpévov deSlottev: deE10TTEG OTMOC 1 OPYAVMOOT, 1 ETKOW®OVID M M
dwyeipton oyéoewv umopel vo, OempodvTal «VTOGTNPIKTIKES», TAPOTL €lval KPIGUUES Yoo TN
Aertovpyia evOc opyoaviGLLOD.

Ta otepedTLRO PITOPOVV €MioNG VL EINPEAGOLY TNV omoTipnon oAdkANpwv enayyeipdtov. Topelg oTovg
07010V ATOCYOAOVVTOL KUPIMG YOVOIKES £X0VV GUYVE omoTIUN Ol YapunAOTEPQ, OKOUN KO OTOV OTOLTOVY
VYNAS eminedo yvodcemv Kot LV,

H enidpaon tov otepeotinmwv dev onpaivel arapaitnro 0tt vedpyel mpdeon odkpione. Qotdco, dtav
TETOLEG AVTIMYELS EMNPEALOVY GUGTNUOTIKA TIS OTOPAGELS, UTOPEL VoL 031 YGOVY GE JLALPOPOTOLCELS
oT1G apolPég kat oTig evkarpieg e€EMENG. H Katavonon autdv Tov pnyavicoy eival oNUovVTIKY, OGTE Ot
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ATOQAGELG Y10 TNV apoPn Kot v €EEMEN va Pacilovial 6€ GaPn Kol OVTIKEILEVIKE KPLTHPLo Kot OYL GE
ATVTEC TPOGOOKIES.

- Xke@reite: Ta kpumpla mov emnpedlovv v e£EMEN oToV opyavicud cog Pacilovtal 6e cap®g
OPICUEVES OTALTNOELG 1) G€ ATVTEG TPOGOOKIEG;

5.5 MMopadeiypato CLOTNUIKAV UVIGOTTOV

Ot eBoroyiKég avicdHTNTES OEV TPOKVTTOVY LOVO OO LEUOVMUEVES ATOPACELS. ZVYVA EIVaL OTOTEAEG LA
EMOVOLOUPBOVOUEVOV TPOKTIKOV HEGO GTOV OPYOVICUO, TOL UE TNV TAPOSO TOL ¥POVOL dNUIOVPYOVV
otabepd potifa dviong petayeipiong.

Ot cvotukég avicodtTeg dev elvar mhvta opatéc o€ atopkd eninedo, oAAG Umropohv Vo EVIOTIGTOVV
otav ££€TALOVTAL GUVOAIKA O1 TPOKTIKEG KOt TO OEGOUEVAL.

2V mpdén, oplopéva YopaKTNPIoTIKE Tapadeiypato eivat ta €ENG:

® YUYKEVIP®ON QUA®V G€ JPOPETIKOVS pOAOVG (0p1lovTiog dtoywpiopdc): epyaldueveg va
Bpiokoviar kupiwg oe vrootnpiktikég Béoelg pe younAotepeg apoBés, eva epyalopevol og
TEYVIKEG 1) O1OIKNTIKES BEGEIS [Le LYNAOTEPES AOOOYES.

e [leplopiopévn mapovoia oe BEcelg evBuVNG (KAOETOC SaYMPIGUOGC): EVED VIAPYEL 1GOPPOTIL. GE
€100YMYIKA emineda, o1 avotepes Paduideg Kataiapfavovtal kKupimg amd dtopo evog OAOL.

o Mikpég 0AAG emavaAaUPovOUEVES OLOPOPES GTIG OVENCELS: AKOUN KOl UIKPEG OmOKAIoELS, OTav
emovolopupavovior Kabe ypovo ywpic cagn ortiohdynor, odnyovv 6€ GNUAVTIIKE HWGOOLOYIKA
YOG LLOTOL.

e Avion TpocPacn oe evkapieg AvATTUENG: TPOYPAULOTO KATAPTIONG, mentoring 1 épya e£EMENC
dev gtvan eEloov mpoofaciua oe OAOVLC/EC, LE OMOTEAEGLO. VO OMLOVPYOUVTOL UEAAOVTIKEG
SpopEg oTI apotPEG.

Ta mapoamdve potifa dev mpovimobétovv amapaitnta mpoddeon Oidkpione. Zvyvd mpokOTTOLV Omd
KaOlEpOUEVES TPOKTIKEG 1| ATLTTOVG TPOTOVG ANYMG amoPicewv. QoT000, OTaV emavaiapPdvovtal,
001N YOOV GE€ TAYLOUEVES OVICOTNTEG.
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H picBoloywkn dopdvelo cupPEALEL GTOV EVIOMIGUO OVTOV TOV QOVOUEVOV, KOOMOG EMTPEMEL TN
ovyKplon dedopévev ava Lo, BEon 1N faduida Kot ovadelkviet TAGelS Tov dev givat dpecso opatés.

Xke@reite: Tlapammpovvror emavorapfovopeva potifa otic apoBés 1 oT1G TPooywyEG GTOV
opYaVIGUO GG TOV OgV EENYOVVTAL LUE COPT) KPLTNPLaL;

5.6 Ilog n KovAToVpa TNG Emyeipnong eanpedler TNy aporpn & v eE€min

H peBoroyikn 166t ta dev Stapope®mveTal Lovo HEca amd MO0 GUGTHLOTO AELOAOYNONG 1 YPOTTEG
moMTikéG. Emnpedletal ovslooTikd amd Ty KOLATOLpO NG emyEipnone, oniadn omd to chvoro TV
a1V, OVTIMYEDVY, ATLTTOV KOVOVOV Kot KOOMUEPIVAV TPAKTIK®V oV KaBopilovv «mmg Ae1tovpyovV ta
TPAYLLOTO» GTOV OPYOVIGUO.

H xovAtovpa ennpedlet Tov Tpdmo e TOV 0moio AapPAvVoVToL Ol ATOPAGELS Y10 AVENGELS, TPOAYWOYES KO
avdBeon evbuvav. Ze éva mepBaiiov OOV 1 SPAVELX, 1) TEKUNPI®ON Kot 1 A0Yodooio amoTeEAOVV
otabepég apyéc, ot amoeacel teivouy va Bacilovtol € capn Kol AVTIKEIEVIKE Kplthpla. Avtifeta, o€
neplPdAlovio OOV KLPLOPYOVV ATVTES OLOOIKACIEG, TPOCMMIKEG GYEGEIC N UN KOTOYEYPOUUEVES
TPOKTIKESG, avEdveTat 0 Kivouvog aviong petayeipiong.

‘Eva Bacikd otoryeio kovAtovpag mov emnpedlet v e£€MEn elvar o TpoOTOG e Tov omoio avayvaopileTot
kot emPpapeveror n amoddoon. Otav n emayyehpotikn mpdodog eEoptdrar kupimg and drumo diktva,
TPOCHOTIKES CLOTACELS N U1 SLEAVEIS EMAOYEG, OPIGUEVES OLAdES epYOlOUEVOV EVOEYETOL VA £XOVV
nepopopévn pdcfaocn oe evkapies. Avtifeta, 6tav o1 vKUPIEG AVAKOIVMOVOVTOL [LE GOPNVELD KoL TO,
KpLTNpiao EMAOYNG £ival YVOOTA, LEIMVETAL O YOPOS Y10 VITOKELEVIKOTNTO.

H xovAtovpa emnpedalel emiong tnv 100ppomtion HETOED EMOYYEAUOTIKNG KOl TPOCOMIKNG CoNg. Xe
opyavicpovg 6mov Bewpeitan dedopévn N dtopkng dbeoudTnTo | M VIEPPOCT ®POPiov MG EVOEIEN
aQOCimoNG, €VOEYETOL Vo €UVOOVVTOL €PYALOUEVOL TTOL UTOPOVV VO OVTOTOKPIOOUV GE OVTEC TIG
Tpocdokies, evd dALol va amoxieiovtor Eppeca amd gvkaipieg e£éMEnc. Otav tétoleg mpaKTIKES dev
GLVOOEVOVTOL OO EVOALOKTIKES KO 0VOAOYIKEG AVGELS, UTOPEL VoL dNULOVPYOVV GUGTNUIKES OVIGOTNTEC.

INuovtikd poro dtadpapatilel Kot 1o Katd mdco evBappviveTol 0 016A0Y0G. e o KOLATOLPO OOV Ol
epyalopevor kot o1 epyalopeveg acdvovtal ac@areic va (nTovv S1evKpIvVIGELS, Vo EKPPAlovY EpMTHLOTAL
Kol vo sb{NTovV Yol TS apolPEC Kot TIg TPOoOomTIkEG e£EMENG, N GBoAOYIKY| dtopdvela evioybETAL GTNV
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mpaén. Avtibeta, O6tov 1M ovlnmon Yo TG opoPéG avTipeTOmlETOl ®¢ «omayopgvpévoy Bépa,
nepropiletar n duvatdHTNTO EVTOMIGUOD Kot S10pH®GNS OVIGOTHTMV.

H xovAtobpa pog emyeipnong dev aAddler amd ™ pi MuEPo otnv GAAN 00TE SLIUOPPAOVETOL
OTOKAEIGTIKA HEGH 0O KAVOVIGLOVS. Q26TOG0, Ol TOATIKEG LIGOOAOYIKNG dlapAveLag, 1) VTapEN Gop®OV
GLOTNUATOV aELOAOYNONG KL 1 EVEPYN GUUUETOYN TOV EPYALOUEVOV UTOPOoLV va GLUPBEAOVY GTadLoK(
o OpopYwon evog mepfaiiovtog 6mov M ton apoPn v epyacio iong atlog dev amotedel amAng
VOLUKT] VTOYPEMON, AAAL KAOMUEPIVT TPOKTIKT).

H xatovonon g enidpaons g 0pyovmGiloknG KOVATOVPOS OAOKATPOVEL TNV OVIADGT] TOV KEQOAOIOV.
Ot dlokpicelc oNV apotfn 0ev TPOKLITOVY HOVO OO UEUOVOUEVEG OTOPAGELS, AALL amd TOV TPOTO e
ToV 0moi0 Agrtovpyel cuvolkd €vag opyaviopos. H avayvopion authg g 146Taong EXTPENEL Lo TLO
OPUN KOl OVGLOGTIKN TPOGEYYIGT) GTNV TPOANYN KOl AVTILETAOTIOT| TOV AVIGOTITOV.

KE®AAAIO 6 — H pic0oroykn owo@aveia mptv, KOTA Kol HETA TNV TPOSANYT

YKOmOGg EVOTNTOG

To mapodv KePAAOLO OTOGKOTEL VO TAPOVCIAGEL TAOS EQOPUOLeTaL 1] apyn TS LIGHOAOYIKNG SLopAVELOG
o€ OAOL TOL GTASLOL TNG EPYACLOKNG GYEONG: TPV ald TNV TPOGANYN, KATA TN Sodkacior ETA0YNG Kot
Hetd v £vTaén 6Tov opyaviolo. Xtdyog eival va amocapnVioTel Tola otoryeio Tpémet va givat dtopovn
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NoN amd v ayyerio BEong, moleg TANpoopies emtpénetar 1| dev emrpénetal va {ntodvtal Katd T
oLVEVTEVET Kot TTotoL SikadpoTa dtatnpel o epyalopevoc N epyaldpevn LETd TV TPOGANYY, G GYEGN
He TV opoPn Ko TNV emoryyeARaTiKy eEEMEN.

MoOnocwkda awoterioporta
Ot avayvmoTpleg Kot ot avayvadoTes B pmopovv:
e vo yvopilovv oo picBoroyikd otovyeio tpémel va mepthapfdvovian o€ pia oyyeiio Oéong,
® vo ovayvopifouv Toleg EpMTNCELG EMTPEMOVTAL KO TTOLEG OEV EMTPEMOVTOL KATA TN GLVEVTELEN,
® V0 KOTOVOOUV Tt GLVIGTA diKa Kot dLopovn S1adtKacio TPOGANYNG,
® vo yvopilovv oo TANpoPopio UTOPoLY Vo {NTHGOVY UETE TNV TPOSANY,

e vo gvromilouv evdei&elg dviong petayeipiong o ALENGELS Kot TPOAY®YES.

H pwceBoroykn o6t ta dev Eekvd Otav Evag epyaldpevog | pio epyalopevn SlomioT®doel d10popd 6TIg
amod0YEC TOV/TNG. Eekivé oM omd 10 0Tddo ™S avalTnoNG TPOSMOTIKOD Kol TNG TPATNG EMAPNG LE
Tov/TnV £pyoddtn/TpLa. O TpOTOG LE TOV 0TO10 SLOTVTTMVETOL LL0L oy YEAIDL, OL TANPOPOPIES TTOV TAPEYOVTOL
Yy TV apoPn Kot to. Kpuiplo EMA0YNG, Kabmg Kot ot EpOTNoelg mov Tifevtol Katd T cvvEVTELED,
SLHOPPOVOVY TO TANIGLO TNG LEAAOVTIKNG HLIGOOAOYIKNG GYEOTG.

H Odnyia (EE) 2023/970 evioyver onuavtikd tn S0@dvelo 610 6Tadlo TPV amd TNV TpOGANYN,
TPOPAETOVTOC OTL Ol VTOYNPLOL KOl Ol VIOYNPLEG EXOLV dKAU®U Vo Yvopilovy €K TOV TPOTEPMV TO
eninedo M 10 €Opog TG apoPng mov avtiotoryel ot Béom. IMapdAinia, meplopilel TPOKTIKEG TOV
EVOEYETOL VO OVATOPAYOLV VOIOTAUEVEG OVICOTNTEG, OTMG 1 EPMTNCY YO TO TPONYOVUEVO VYOG
OTOd0YMDV.

To ke@dAato avto e£eTalel TN GHOAOYIKT SLOPAVELD OG LKL GLVEYOLEVT OAOTKAGTO TTOV EKTEIVETOL TPV
amo TV TPOSANY (ayyeAio Kot EVUEPOGCT) VITOYNPI®V), KOTA TN d1adtKacio eTA0YNS (GLUVEVTEDEELS Ko
dwmpaypdtevon), LETA TNV TPOSANY™ (EvTaén, e£EMEN, aVENGELS KOl TPOOYWYEG).

Me tov Tpoémo avtd, avadekvoetat 6Tt 1 ion apoPn yuo epyacia iong a&iog dev ivar éva pepovouévo
KOO TTOV EVEPYOTOLEITAL EK TV VOTEPMV, ALY CPYN TOL TPETEL VO EVOMUOTOVETAL GE KAOE 6TAS10
NG EMOYYEAUATIKNG O10LOPOUNG,.

6.1 Tvpémer va avaypaeetor oty ayyeiio 0&ong
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H dogpdvela otig apotPég Eexvd o and to otddio g dnpocicvong g ayyeiiog 0éong. O TpoTOC pe
TOoV omoio TmeplypdeeTor po Béon Kol ot TANPoeopieg mov TapEyovial yio TV apopn emnpealovv
OVLGLOTIKG TOGO TIC TPOGOOKIES TV LIOYNPIWV OGO Kol TNV 160TNTO 6T JLOOIKAGI0 TPOCANYTG.

2opeava pe v Oomyia (EE) 2023/970, ot vroym@tot Kot ot vroynetleg £xovv dikaiopa va yvopilouvv,
P amd T GLVEVTELEN 1| TV EVOaPEN NG OTPAYUATEVGNG, TO OPYKO minedo 1 TO €0POG apoPng OV
avtotoyel ot Béom. H minpoeopia avty pmopel vo meprhapfdvetar oty 10w v ayyeda 1 va
TapEXETAL EYKOIP®S pe GAAOV 6a@n) TPOTO TPV amd TN GLLNTNGOT Y TIG ATOSOYEC.

H mpoPreyn ovt) amockomel ot HEIDMON TOV OVIGOTHTOV TOL GLYVE TPOKOTTOLV OO OTOUIKES
dlmpayatedoels yopig kKowvn faon avaeopds. Otav ot vroynelot Kot ot vToyMELeg Yvopilovy ek TV
TPOTEPMOV TO €VPOG ATOdOYDV, N cv{Non HeTatomileTal amd TNV TPOCOMIKY «OUTPAYLUTEVTIKY
KOVOTNTOY GTNV OVTIKELLEVIKT] amoTitnon g 0€omg Kot TV TpocOVI®V.

E&ioov onuavtikd eivar n ayyelio vo meptypdost pe cagnvelo to avtikeipevo mmg 8éong, ta Pacikd
KkanKovta, to eninedo evBLVNG Kot Ta amartoveva Tpocsdvta. H capng meptypaen cuppdiiel oty opbn
katovonon tov Tt aglohoyeitor kot meplopilel Tov Kivouvo avbaipeT®v d1POPOTOCGEMY KATH TOV

kaBoplopd g apotpng.

H dapdvela 6to 614610 ™G ayyeriog dgv apopd poévo to Hyog TG aUoPns, aAAL Kot TO TANIGLO HEGO
ot0 omoio avt kabopiletar. Otav ot vwoyMElol Kot ot VIOYNPleg Yvmpilovy Ta Poacikd Kprtiplo
a&loAdynong Kot Tig TPoonTikég e€EMENG, Umopohv vor AAPoVV Mo EVNUEPMUEVES OTOPAGES KOl VO
aE10A0YNCOVY AV 1 TPOTOGCT] OVTATOKPIVETOL GTIC TPOGOOKIES KOl 6T TPOGOVTA TOVG,.

Téhog, ot ayyehieg B mpémel va SATLITIOVOVTOL LE TPOTO OLOETEPO G TTPOG TO PVAO, OTMOPEVLYOVTOG
JITVTTOOELG N TPOVTOOECELG TOV UITOPEL VO AELITOVPYOVV OMOTPEMTIKA 1 VO EVIGYDOVV GTEPEOTLMIKEG
OVTIMYELS Y10 GLYKEKPLUEVOLG pOAOVG. H ion mpdoPaocm ot dadikacio tpdoinync amotelel Ospelimon
npobmodeon Yo T petémelto PchoAoYIKn 1IGOTNTA.

6.2 T emrpéneTar/anayopeveTal 6TIS GUVEVTEVEELG

H dwdwascio g ouvévienng amotedel KpiGIo 6TAd10 Yo T O10cGPAAMOT TG HIGOOAOYIKNG 100TNTOG.
Ot gpotmoelg mov Tibevtal, Ta Kprripla mov epoppoloviot Kot 0 TPOmog e Tov omoio degdyston M
ov{NNoN Y TIG ATOd0YEG LTOPOVV VO EVIGYDCOVV EITE VO, VTOVOUEDGOVV TNV apyT| TG 1oMg apoPng yio
epyoaoia iong a&iog.

J1
wie%
S\e/=
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H Odnyia (EE) 2023/970 eicdyst por onuovtikn Toun: ot gpyoddteg dev emtpémetar va. {ntovv
TANPOQOPIES GYETIKA LE TO 1GTOPIKO A0S0 MV TV LITOYNEimV. H mpaktikn avtn, 1 onoio 6to Tapeldov
Bewpovviav cuvnBiopévn, £xetl amodetyBel 6TL GUUPAAAEL GTNV OVOTOPAY®OYT VPICTAUEVOV GOOAOYIKOV
avicottov. Otav o véa oapopn Paciletor 610 TPONYOLUEVO VYOS OmodoY®V, TUYOV TOAUOTEPES
dukpicelg evoopat®vovTot Kot dtoumvifovrat.

Koatd ) ovvévieuén, emrpénetor  aEloAdynomn 1oV Tpocdviev, e eunelpioc, Tov deE10TNTOV Kot TNG
KataAAnAdTnTog Yo T cvykekpévn 0éon. H ocvlnmon yo v apon pmopet va apopd to £0pog
amodoy®V Tov £xel NON yvwotomonbel 1 TIg TPOGdoKieg TOV/ING LTOYNEIOV/aG G GXEON HE OWVTO TO
gvpoc. QQoT0G0, 1 dampaypdtevon Oa TpEmeL va Kiveital evidg copds KaBopIoHéVoy TANLGION Kot va
Baciletal og avTIKEEVIKE KpLTHPLOL.

Agv emTpémoviol pmTNOELS TOL GYeTICoVTaL AUESH N EULUEGA LLE TO GVAO, TNV OIKOYEVELNKT KATAGTOO,
TOV TPOYPUUUOTICUO TEKVOTOINGNG 1] GAAQ TPOCOTIKE YOPUKTINPIOTIKE TOV OV GLVOEOVTOL UE TIG
arorth ol g Béomg. TEtoleg epwTh oIS, AKOUN Kol OTOV SLOTVTTAOVOVTOL PE EPIEGO TPOTO, EVOEYETAL VO
EMNPEACOLY TN LIGHOAOYIKT TPOGPOPE N TNV AEOAGYNOT TNG «OLBECIUOTNTACH KOl TG «OEGUELONGY.

[S1aitepn onpacio €xel kol o TpOTOG pe Tov omoio dte&ayetat 1 dampaypdtevon g opopne. Otav 1
TEMKN TPOCPOPA OMOKAIVEL OO TO apylkd €OPOg YWPIG GOEN Kol TEKUMPLOUEVT CUTIOAOYNON,
dnuovpyeitan mepBdplo dviong petayeipions. H dtapdvela 6to 61ddio g cuvévtevéng npobmobétel
GUVETELDL LETOED AYYEALNG, TPOPOPIKTG EVIULEPMOTG KO TEAMKNG TPATACTG.

H mpnon cagpdv kot 0vdétepov d10d01KacidV KaTd T cLVEVTELEN GLUPAAAEL Oyt LOVO GTNV TPOGTOGia.
TV vroyneiov, oAl kol ot dnuovpyia (o otabepne kol afdmomg Pdong yo ™ HEALOVTIKNY

EPYOCLOKT GYEOT).

. , . , X T dev emrpéneran vo {nteitan o2
v Tunpéne vo givan EgkaBopo o o ayyehia

oVvEVTEVED?
(oT0 TAQIOLO THG 10N UETOXEIPIONG KL THS
Hiaboloyikng oropaveiog)

0¢onc?
(oto whaioio ¢S uieholoyikng o10pavelog)

To apykd eninedo apoPrig N To e0POg ATOdOYDOV [TAnpopopieg oyeTIK e TO TPONYOVUEVO VYOG

1 To mapov évbeto Paciletor pebodoroyikd otig Aloteg EAEyyov yio ™ MicBoloywkn Atapdvela Tov avoartoydnkoy ard o
Kévtpo Epeuvav yia Oépata [odmrag (KE®I) oto mhaicio tov ‘Epyov FAIR PAY
2 To mapdv évbeto Paciletar pebodoroyikd otic Aioteg EAEyyov yo ) MicBoroyikn Alapavela Tov avarntoynkay amd to
Kévtpo Epeuvav yia Oépata Iodtrag (KE®I) oto mhaicio tov ‘Epyov FAIR PAY

WL
SNess
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OV aVTIOTOLXEL 6TY| B0
To &ldog ™¢ ovpPaong (.. TANPNG 1 LEPIKN

amocyOANGY|, OPIGUEVOD 1] 00PIGTOV YPOVOL) Kot
ot Bacikoi 6pot epyaciog.

Ta xOpra kednkovta kot To eninedo evhHVNG TG

0éomng.
Ta amoitodeva TOTIKE Kol OLGLOGTIKA
TPOGOVTAL.
Ta Bacikd kprtipla mov Bo AneHovv vITdym Yo
TNV EMAOYN.

[Tnpogopieg oxetiKd pe evdeyOevn
uicBoroykn e£EMEN 1 Pabuida otnv omoia
evtbooetal 1 B€on (epocov veioTatal GHGTNU).
ATOTOOT 0VOETEPT G TPOG TO VA0, YWPIG
OTOKAEIGTIKES 1| CTEPEOTVTKEG ALVOPOPES.

OTOd0YDV.

Epotmoeig yio tnv 01KoyeveLloKN KATAGTAOM 1)
TOV TPOYPOAUUATIGUO TEKVOTTOINGNG.
Epomoeig mov cuvdéovy ) dabecipdra 1
O£0LEVOT LLE GTEPEOTVTIKEG TPOGOOKIEG PVUAOV.
[TAnpogopieg mov dev oyetiCoviot dueca e To
KafnKovTa Kot TIg anottioels g Béong.
Awmpaypdtevon apopng ektdg tov
YVOOTOTOMUEVOL E0POVG YMPIG AVTIKELEVIKN
KO TEKUPLOUEVT] LTIOAOYNON).

Znucioon: H copnvela oty ayyslio onuiovpysi
Kown Paon eviuEPWang yio. 0A00¢S Kai OAES TOVG/TIG
DITOYNPIOVG/EC KL UELDVEL TOV KIVODVO GVIOHS
UETOYEIPIONS KOTA, TH OLOTPAYUATEDCH.

Znucioon: O1 epwtocis oty oLVEVTELEN TPETEL VO

OVVOEOVTOUL OTOKAEIOTIKG. UE TIC OTOUTHOELS TS Bang

K1 va. fooilovial o€ OVTIKEIUEVIKG, KOL ODOETEPD, G
TPOS T0 PO KpITHpIO.

6.3 T Ocopeitoar dikon Swedikacio Tpocinyng

H dixoun dradikoscio tpdsAnyng amoterel Oepéro yo ™) peAloviikn eboroyikn| wwotta. O TpOTOG e
TOV omoio emAéyeTon évog epyalopevoc M pia epyalopevn, ta Kprtipla mov epoppolovtot kot o Babuog
SPAVELNG 0TI ANYTN AToPAcEDY EMMPEAlOVY AUECH TOGO TO OPYIKO EMIMESO OUOPG OGO Kol TIG
UEAMOVTIKEG TTPOOTTIKES EEEMENG.

Mo dwdikasio TpdsAnyg Bewpeitan dikain 6tav Paciletol oe caQn, AVTIKELEVIKA KOl OVOETEP MG
TPOG TO GVAO KPLTNP1aL, T0 0Toia 6YeTIloVTol OMOKAEITTIKG e TG omantnoelg g 0éonc. Ta kpiripla avtd
TPENEL VAL VL YVOGTE €K TV TPOTEP®V Kot VoL QopUOlovTal e GLUVETELN G& OAOVG KOl OAES TOVG/TIS
VoYM Piov/Es.

H oavtikeyevikdtto npovmobétel ot 1 a&loldoynon Paciletor oe mpayuatikd Tpocovia, deEI0TNTEG,
gumepio Ko wovoTnTe. avtamdkpiong oto kabnkovia g 0éong. Aev Ba mpémel va ennpedleton and
VIOOEGELG 1) TPOGIOKIES TOV GVVOEOVTOL [LE TO GVAO, TNV NALKIN, TNV OIKOYEVELNKT KOTAGTAON 1 GALD
TPOCHOTIKA YOUPOUKTNPLOTIKA TOV OeVv GyeTilovTan e TNV epyacioL.

QP

EQI WHEN *"SEGE
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Inuovtikd ototyeio pag dikamg dtadikaciog eival kot 1 cvvéneia petald tov otadiov me. Ta kprrpa
OV TTEPLYPAPOVTOL 6TV ayyeAia Bo TPETEL VAL AVTOVAKADVTOL GTIG EPMTNOELS TNG GLVEVTELENG KOl GTOV
TPOTO ANYNG NG TEMKNG andeacns. Otav 1 teMkn emhoyn Paciletor oe SPopeTikd 1| un dSNAopéva
Kprtnpla, dnpovpyeitorl TepdPLo oLOAIPET®V S10POPOTOMGEWV.

H dwopdvela evioydeton Otav n emyeipnon Umopel vo olTOAOYNGEL TNV EMAOYN TNG KE OOON Kol
tekunpopévo tpomo. H dmapén cvvioung katoypaphg tov Pacik®dv AOYov eMAOYNS 1 omdppiyng
cLUPBAAAEL ot AOY000Gi0 Kol HELDOVEL TOV KIVOLVO UEPOANTTIKAOV amo@doemv. Avtifeta, yevikég
SITVTTOCEL OTWG KKAADTEPT) CLUVOAIKT] EIKOVO» 1 «KOADTEPT YMUElD pe TNV opddoy Ywplg TEpAITEP®
e&Nynon dev mapEYovV EMAPKN SAPAVELQL.

H dikon dwdwkacio TpocAnyng cuvdéetal eniong pe v apyn g iong aeetmpiag otn pioboroyikn
dwdpoun. Otav 10 apyikd eninedo apoPng kabopiletar evidg TPOoKaBOPIGUEVOL KOl YVOGTOTOUUEVOD
g0povg, [e Paom avTIKEHEVIKA KpLTnpla, meptopileTol o kKivouvog dnpovpyiag HIcBOAOYIK®V d1opopdV
mov Ba d1evpLVOOLYV e TNV TAPOSO TOL YPHVOV.

Téhog, pia dradikacio TpOSANYNG propel va Bewpndel dikom dtav TapEYEL GTOVE LTOYNPIOLE KO OTIG
VITOYNQLES TN SOLVOTOTNTA VO KATOVOGOLV TO TANIG10 TG a&loAdynong kot e apotpns. H evnuépwon,
1 GOPNVELD KOL 1] GUVETELX OEV TPOCTATEVOVV LLOVO TO SIKOIDOUOTO TV PYULOUEVOV, AAAL EVIGYDOVV KoL
v a&lomoTio TG 010G ™S emyeipnong.

6.4 T propeite vo {ntoete a.9pov Tpocinedeite

H picBoloywkn Swapdveln dev e€avtieitoar 610 otddlo T oyyeAlag 1 ¢ ovvévtevéne. Metd v
TPOcANY, ot epyalopevol Kot ot epyalOUeEVES SOTNPOVY SIKOLMUOTO EVUEPMOOTG Kot TpdSPacng e
TANPOQOPIES TOV TOVG EMTPEMOVY VAL KATOVOOUV MG OLOLLOPPOVETOL 1) OO TOVG Kot TTOleg Eivar ot
TPOONTIKEG EEEMENG.

Kotapyds, prmopeite va {ntnoete capn evUEPOOT Y10 TO TOG EVTACTETAL 1] 060M G0 0T0 HGBoLOYIKO
oLGTNUO TNG EmyEipnong. Avtd TeplapPavel TANPopopiec oyeTikd pe T cboroykr Pabuida 1 to
€0pog 610 omoio OVNKETE, TO. PACIKA KPLTNPLoL KABOPIoHOD TNG OUOPNG Kot TOV TPOTO LE TOV OOl
vroAoyilovton TVXOV HETAPANTEC ATOO0YES, EMOOUOT 1] LTOVOUC.

Eivon emiong Bepitd va {nmoete evnuépmon yuo o kprmpla peboroykng e€éméng. Tlow otoyeio
Aoppévovtar vwoyn yio T YopNYNoT AENCEDV; Y TAPYEL GUVOEST LUE CUYKEKPIUEVOVS OEIKTES ATOJ00NG;
[IpoPrénctan meprodikn alordoynon; H yvoon tov kpunpiov avtdv coppdiier ot Sopdpewon
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PEAAMGTIKMOV TPOGOOKLMDV KOl GTI) SLVATOTNTO TPOYPULUOATICUOD TNG EXAYYEALATIKNG GG TOPELOC.

Emumiéov, pnopeite va {ntmoete S1eukpivicelg GYeTIKG LE TIG OUOIKAGIES TPOAYMYNG 1} AvAANYNG BEécEV
avénuévng evbovng. Etvar onpavtikd va yvopilete ov vadpyovv ToToTompéva Kpitnplo, ov ol EuKopieg
OVOKOLVAOVOVTOL HE Olapavh TpOTo kol mown eivor 1 dwdikacio emioyng. H mpoécPoacn oe téroteg
TANPoeopieg dev amotedel SleKOTKNGN TPOAY®YNG, OAAL aftnua Katavonong tov mhociov eEEAMENG.

210 miaicto g Odmylog (EE) 2023/970, dwtnpeite emiong to dwkoiopa va CNTNCETE GLYKEVIPOTIKA
otoyela yuo 11§ péoeg apotPéc epyalopévev mov ektelobv v 0o epyacia M epyacia iong alag,
dwywpiopéva ova eoro. To dikaiopa avtd avarvdnke exteving oto Kepdiato 4 kot ioydet Kab’ 0An
OLIPKELD TNG EPYACLOKNG GYEONG.

H doxnon tov mopandve dwoiopdtov dev tpobmobétel vmapén Swueopdg 1 vroyio dwbkpiong. H
evnuépwon amoterel mpoinmTikd epyaieio, mOV EVIGYVEL TN OLPAVELD KOL TOV TEKUNPIOUEVO O18A0YO.
Otav ot gpyalopevor ko ot gpyaldueveg yvopilovv To KPTNpo Kot TIG Ol0IKAGIES, LELOVETAL M
afefardmra kot evicyvetor n aichnomn dkaocHvnc.

Téhog, elvar onuovtikd vo Bopdote 6Tt TO aiTNUo EVIUEPMONG OTOTEAEL VOULUT ACKNON SIKOLMILOTOG KO
dgv pmopel va amotehécel AOyo duopevoig petoyeiptong. H pisBoroyikn dwapdvelo Aettovpyel og
UNYOVICHOG TPOANYNG Kot Oxl ®¢ €PYOAEio chYKPOLONG, EVIGYVOVTOG TNV EUTIOTOCLVN KOl TN
oTabepdTNTO GTNV EPYAGLOKT GYEDT).

6.5 Evocieig dviong petayeipiong o€ mpoaymysés Kol avénoelg

Ot mpoaymyég Kot ot HoBoroyikés avéncelg amotelohv kaBopioTikd onueion TNV ETOYYEALATIKY
dwdpoun evog epyalopévou 1 pog epyalopevns. AkOUN Kot Otav 1 opykn TPOGANYT £YIVE e O10PAVY|
TPOTO, 1 EALEWYT] GOPOV KOl OVTIKELEVIK®OV KpLtnpiov 6t eaon ¢ eEéMéng umopel va odnynocel o€
GTadL0KT OMpovpyio tGHoAOYIKAOV SL0popOV.

H dvion petoyeipton otic Tpoaymyég dev eKONADVETOL TAVTOTE LE EUPOVT TPOTO. VY VA TPOKVTTEL LEGOL
00 TPOKTIKEG TTOV, oV €EETAGTOVV UEUOVOUEVA, QOIVOVTOL 0VOETEPES, OAAA OTaV emavaAiapfavovTal,
oNuovpyovv potifa amokAEIGHo0 1 TEPLOPIGUEVNC TPOGPacng oe BEaelg evBhvNC.

Evoewctikd onpueio mov pmopet va eyeipovv mpofAnpatiopnd eival to €Mg:

e Otav dev VIAPYOVY CAPY KO YVOGTH KPLTHPLLL Y1 T YOPNYNOT GVENCEMY 1 Y10 TV EMAOYT O
Béoeic avatepng Paduidag.
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o Otav ot amoQACEIS QUTIOAOYOVVTOL HE YEVIKES OVOPOPES, YWOPIG CLVOESN HE GLYKEKPLUEVA
amoteAéopata 1 0ELOAOYNGELS.

e Ortav dwumot@veTot OTL dTopa LE TaPOUOLO TPOGOVTA Kot AEI0A0YNGELS AaBEVOUY S10POPETIKES
aLENCELG YOPIg TEKUNPLOUEV EENYNON.

e Otav ot evkaipieg avainyme €pymv vVymAng opatdttag 1 evBHVNG dev avVOKOIVAOVOVTOL L
dteavn Tpdmo, AAL KATOVELOVTOL ATVTOL.

e Ortav, og Bdbog ypovov, mapatnpeitar 6TL o1 avdrtepeg Pabuideg katorapupdvoviar dvcavdroya
Ao ATopo VOGS OAOV, Y®PIC VO TPOKVTTEL GOPNG KOL OVTIKEUEVIKT OLTIOAOYNON.

[S1aitepn mpocoyn yperdletor oTiG MKPEG OAAG ETAVOAUUPOVOUEVES O10POPES OTIC AVENCELS. AKOUN Kot
LKpT amOKAIom € eTNoto fdor, dtav dev PacileTor 6 caPn KPLTNpLo, LTOPEL VoL 0N GEL GE CTLAVTIKO
pioforoywd ydopo petd and Alya xpovie. H cvompatikn e€étaon t@v avéncemv Kol TV TpooywymV
G€ GLYKEVTIPOTIKO EMImEdO (). avd eOA0 1 Pabuida) cupufdAilel TNV avayvdpion TETolmv LoTifov Kot
evioyvel ) dvvatdra £yKopng TapépPacnc.

H dwedveio otic dadikaocieg eEEMENG eivan kpiown yia ) dacediion g tong apoPnc. Otav ot
OTOQAGCELS Y10, AVENCELS 1 TpooywyEG dgv Pacilovtal 6e GoEN Kol OVTIKEWEVIKA KPLTHPLO, VITAPYEL
Kivoduvog va. dnuovpyovvtot 1 va dtevpbvovior pchoroykés dapopés, akdun Kol yopic va vIapyet
pobeom didkpiong.

H avayvopion mboavov evoeiEemv dev cuvendyetol avtopdtog vmapén mapaPiocons. Qotdco, amotelel
aeTnpio yio TeKUNPLopévo d1dhoyo Kat, OTov ypeldletal, Yo doknon TV Skolopdtov TpdcsPacng oe
TANpoeopieg mov avaAlvOnkKav oto mponyovpeva kediae. H katovonon tov dodikacidv Kot Tov
kpunpiov eEEMENG tvar Kpiolo oTotyelo Yo TV TPOANYT KOl AVTILETAOTIOT] IGOOAOYIK®VY OVIGOTHTMOV
o€ Babog ypovov.

KE®AAAIO 7 — A6 k01vo¥ a&lorloynon): Tt 61Hoivel Y10 €64

YKOmOGg EVOTNTOG

To mapodv kepdlolo amookonel vo eEnynoet Tt lvar 1 amd Kowob a&loAdynon eHoroyikdv dapopmv
(joint pay assessment) wov poPfAémetor amd v Odnyia (EE) 2023/970 ko wote evepyomoteitot. Xtoyog
etvar va katovoricovy ot gpyalduevol kot ot epyaldpeveg Tt onuaivel oty mpdén n dwumictmon
cBoAoyikng Sapopds v tov 5% HETAED YUVOIK®OV Kot avOpdv 6e cuyKpioueg 0écelg, moog sivat
0 POAOG TOV EKTPOCHTOV TOLG KO TG SLOcPOAIETOL 1 SrapaveLn KOt 1) TEKUNPIMOT TNG O1adIKAGToC.

MoOnorwokd amoteréopata

\J
N
Ne/s
’ A)

g
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Ot avoyvmdoTpleg Kol Ol avayvmoTeG Oo UTopovV:
® vo yvopilovv tdte evepyomoteitan 1) amd Kovov a&loldynon,
® V0 KOTovooUV Tt onpaivel To 6pto tov 5% Kot Tdg EpUNVEVETAL,
e vo avayvopilovy Tov poAo TOV EKTPOCHOTMOV ePYAlOUEVOV GTT dladtKaGia,

® vo Kotavoovv Tt eEetdleTan Katd tnv agloldynon,

® Vo YVopilouVv TMOG EVIUEPDOVOVTOL Y10 TO OTOTEAEGLLOTO KoL TOL0L EIVaL 1] GNUAGTI0 TOVG.

H pieBoroyun dwoedveia dev mepropiletor omnv mopoyn TANPoeopldv ce atopkd enimedo. H Odnyia
€10dyel Kot Evav GLALOYIKO UNXOVIGUO EAEYYOV, O 0molog evepyomoteitat dtav evtomilovTal CNUOVTIKES
Kot pn OkoloAoyNUEVES IMGOOAOYIKES SLOPOPES HETOED YUVOIKADV KOl OVOPOV TOL EKTEAOVLV TNV idta
gpyacia N epyacia tong a&iag.

O unyoviopudg ovtdg ovopdaletol «omd Kool afloAdynon» kol omoTeAel epyaieio €VTOMIGHOD Kot
dOPHOONG GLOTNUIKAOV AVIGOTHTMV. AEV TPOKELTOL Y10 KOTOYYEAID OVTE Y10 TIH®PNTIKY] S1dIKOGTo, AL
Yo dopNUEVT SLEPEHVION TOV ATIOV P0G SOTIGTOUEVNG ATOKALONG.

7.1 I167e evepyomoreiton n amd kKowvov alrordynon (>5%)

H and xowov a&lohdynon evepyomoteiton 0tav, 610 TAAIGIO TNG LIOYPEMONG TOPAKOAOVONONG Kot
avaPopds WMGOOAOYIKOV SopopdV, SOMIGTOVETOL OTL LVILAPYEL dPOPA OTN HESN oMo HETAED
YOVOIK®V KOl 0vEpAOV TOL EKTEAOVV TNV 1010 epyacia 1 epyacia iong aglog Kot 1 dtopopd avt eTavet 1
vrepPaivel To 5%.

To 6p1o 1oV 5% Aettovpyel G KOTOPAL gvepyomoinong ¢ dadtkacioc. Agv onuaivel 0Tl KPOTEPES
dpopéc elvarl Kat’ avaykn SIKOOAOYNUEVEG OVTE OTL 1 VTOPEN dlopopds dve Tov 5% cuvemdystal
OVTOUATOG O1aKPLoN. ZNUOIVEL, OU®S, OTL OTOV L0 TETOL0 ATOKALGT| EVIOTIOTEL, 1) EMLXElpn o 0QEideL Val
e€eTdoEL GLOTNUATIKA TO O{TLOL TOV TV TPOKAAOVV.

H amd kowvob a&loddynon oev gvepyomoteital povo pe Bdon 1o mocooto. [Ipoimdbeon sivar eniong 6T M
dlpopa:

v dev umopet va e€nynOei pe avtikeyevikd kot ovdEtepa g TPog T0 GHAO KPITHPLOL, Kot

v Bev el Sopbwbel evidg eDAOYOL YPOVIKOD SLAGTAATOG.
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Me dAra Adylo, €Gv 1 emyeipnon Wropel va TEKUNPIDGEL LE GOPT KOl LETPGIUO TPOTO OTL 1] ATOKAION
opeileTal, Yo TaPASELY LML, GE SLOPOPES TPOVTNPEGIOG, TIGTOTOMUEVOV JEEIOTHTOV 1] EMTESOV €VOVVIG
KoL T0L KPLTpo. outé eQapproloviol (e GUVETELN, TOTE OEV EVEPYOTOLEITOL VITOYPEMTIKA 1| JladIKAGTaL.
Avtifeto, Otav 1 outoAdynon elval acaENG, YEVIKN 1 EMAEKTIKY), TOTE OMOITEITOL 7O OOUNUEVT
dtepedvnon.

Znuoavtiko gtvot 0Tt 1 aEoAdyNon agopd opddes epyalopévey kot Oyt pepovopéva atopa. E&etdlovron
katnyopleg Oéoemv 1 Pabuidec omov evtomiletan n dpopd, dcte vo damotwbel av mTpoKeLTOL Yo
HLELOVOUEVT] ATOKALON 1 Y10 GLGTNUIKO poTifo.

H wpoPreyn avt €xel kupimg Tponmtikd kot dopHoTikd YopaKTnpo, KoODS GTOXEVEL GTNV EyKALpN
OVOYVOPLON KOl OVTILETOTIOT TOOVOV SOUKOV OVICOTHT®V GTOV TPOTO KaOOopIopuod TV apotBov.
[HopdAinia,  Odnyia TpoPAémel Kol KUPMOOCELS G TEPIMTOGELS Tapofiacng g apyns g iong apopng,
ot ontoieg Ba e€g1dkevTovv pHécw g €Bvikng vopobeaiag. ' tovg epyalduevoug kot Tig epyalopeves,
gvepyomoinon g and Kool agloAdynong onpaivel 6Tt 1 SmIGTOUEVN S1APOPA OV AVTILETOMILETOL MOG
«OTOLKT) TEPITTMON, 0ALA ¢ (TN oL e€eTALETON GLAAOYIKE KO LLE TEKUNPLOUEVO TPOTO.

7.2 I1owor oVPpRETEYOVY — POLOS EKTTPOCOTMV EPYALOUEVOV

H an6 kowvob aglordynon, énwc npoPfiénetarl and v Odnyia (EE) 2023/970, dev anotelel e6mTEPIKN
Kot povopepn dtadkacio Tov £pyodotr. O 6pog «omd Kowvov» VITOINAMVEL OTL TPOKELTAL Y10 SLOOIKAGTN
OLVEPYOGING, OTNV OMOi0. GLUUETEYOVV TOGO 0/1] €PY0dOTNC/TPlOL OGO KOl Ol EKTPOCHOTOL TMV
epyoalopévov.

Kevtpikd poro ot dwadikacio dadpapatilovv ot ekmpdommot epyalopévmv, 6Tov avtol vdpyovv (..
copateio, emttponéc epyalopévmv 1 dAdec Becpikéc popeés ekmposmnnong). H cuppetoyn tovg dgv givat
SOKOGUNTIKT 0VTE GUUPBOVAEVTIKT LLE GTEVH £VVOL0, OAAG OLGLOGTIKY: EXOVV JIKAIMLA VO AAUPAVOLV TIG
avaykoieg TANPOEOpPIieS, Vo GUUUETEYOVY GTNV OVAAVLOT TV JEJOUEVOV Kol Vo ouuBdAlovv ot
SOUOPPMOT TPOTAGEWV Y10, TN SLOPOMST TVYOV ASIKALOAGYNTOV SAPOPDV.

H dwdwacio teprrappdvel cuvnbwg:

e v e&étaomn TV dE00UEVMV OV avEdEEay TN cBoloyikn dapopd,

® TNV avdivon Tev kprmpiov mov epaprolovtal yio Tov Kafopiopd e apopng,
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e v a&loAdynomn tov Kotd OGO TO KPITNPLO OVTA £IVOIL OVTIKEWWEVIKA KOl OVOETEPA MG TPOG TO
@OAO,

e 1 cu{Non yia SopHTIKA LETPA, EPOGOV JOMGTO®OOVV adKOLOAGYNTES ATOKAMGELC.

H ovppetoyn tov eknpoocodnmv epyalopévmv evioydEL T SOQAVELD Kot T Aoyodooia g dadikaciog.
Agrtovpyel og eyyomon 0t 1 a&lordynon dev meplopiletol 6€ EcMTEPIKT epUNVEID TOV GTOLYEIWV O TN
dwolknomn, oAdd efetdletonr kor omd TNV TAELPA EKEIVOV TOL EKTPOCMOMTOVV TO GLUEEPOVTA TOV
TPOGMOTIKOV.

Xg MEPMTOGCEIS OTOL dev vmhpyovv Becpobetnuévor exmpocwmnotr epyalopévav, 10 €Bvikd miaictlo
epapproyng g Odnylog avopévetar va kabopilel Tov TpoOmo pe ToV 0moio d1cPaAileTan 1) GLUUETOYN
evnuépmon tov epyalopévov. e kdbe mepintwon, n dadikacio dev UTOpel Vo TOPAUEVEL QULYDS
E0MTEPIKTN, YOPIG dtafodAgvon).

IMa tovg gpyalduevoug kot TG epyalopeves, N VTopEN EKTPOSOTNONG ONUAIVEL OTL eV KOAOVLVTOL VO
avVTWETOTIGOVV povoveg €va obvleto {nmua avéivong picBoroywkav dedopévov. Mmopodv va
ameLfOHVOVTOL GTOVG EKTPOCGAOMOVS TOLG YL EVNUEPMOT), OLELKPVICELS 1 YL VO UETOPEPOVLV
TpofAnpaticpovs mov oyetiCovron pe ) dadkacioL.

H and kool a&lodAdynon evioyvel T cLALOYIKY S1dotacn TG oBoAoyIKnG 160TNTaS. AEV apopa TNV
OTOUIKT GVYKPLoT) dVO eV, AL T GUVOAIKT EEETAGN TOV TPOTOL LLE TOV OTTOI0 O OPYUVIGUOC ATTOTIU
Kot apeifer v epyacio. H evepydc kot O0G10GTIKY] GUUUETOYN TOV EKTPOCHTOV EPYULOUEVOV ATOTEAET
Bacikn TpodmodHeon yio TNV a&lomoTior Kot TNV OTOTEAEGUOTIKOTTO QLTS TG SLodIKAGTag.

7.3 T e€eTaleTan ot drodIKaGia

H and kowvod a&lordynon dev meplopiletan otn damioctmon 6Tt vapyel pioBoroyikn Stopopd v Tov
5%. AvtifBeta, TpoxeTal Yo o SOUMUEVT dadtKAGio H1EPEVVONG, 1) OTTOL0 OMOGKOTEL GTOV EVTIOMIGUO
TV atiov ¢ dweopds Kot otnv afloAdynon Tov Katd mOGOo avTi| Umopel vor dtkatoloynOel pe
OVTIKEUEVIKA KOl OVOETEPOL G TPOG TO PVAO KPLTNPLaL.

210 mAaiclo avtd, eEeTdlovion Katapyas to dESOUEVO TOL OONYNCAV GTOV EVTOMIGUO TNG OTOKALONG.
AvoAdeTal 0 TPOTOG VITOAOYIGHOV TNG HESNS apoPng, ol Katnyopieg BEcewv mov cuykpivovTon Kot 1
peBodoroyia katatatng tv epyalopévav oe opdoeg 1dwog epyaciog 1| epyaciag iong adiag. H axpifeia
™m¢ taSvounong stvon kpioyn, xobOC pioe €0CQOAUEVT ORAOOTOINGT HmOpPeEl Vo 0OMNYNOEL ©E
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TOPOTAOVITIKG GUUTEPAGLLOTAL.

21 ovvéyela, eetalovtal To Kprtpla KaBopiopov g apotBhg Kot tng poboroyikng e&éMéng. EASyyeton
v To KPUtiplo. autd givol cagr, TEKUMPLOUEVE Kot eQaprolovial pe cuvéneln o€ OAOVS Kol OAES.
[dwaitepn €pepaon diveton 6to Katd mOGO Ta Kprtpla oxetilovtan Tpdypatt Le Tig amotoels e 0éong
— O0nmg de&otteg, gvBLVT, Tpoomabela Kol cLVONKES epyaciog — Kot Oyl e ATLUMEG TPAKTIKES N
VTOKEEVIKES AELOAOYTGELS.

H dwdwkacio propel emiong va mepthappdvet:
® £LETaoN TNG KOTAVOUNG aVOP®VY KOl YOVOIK®OV 6€ Loboroyikés Pabuideg,
e avdivon Tov avENcemV Kol Tov undvovg oe Babog ypovov,
e a&loAdynon g TpocPacng o BEaelg evBvuvng N Tpoypappato eEEMENG,

e £leyyo TOov ovOTHUOTOS TOSVOUMoNS Kot a&loddynong Bécemv epyaciog ¢ mpPog TNV
ovdeTEPOHTNTA TOV.

Edv dtomiotmbel 6T 1 S10popd 0QeideTan 68 OVTIKELEVIKOVS TOPAYOVTES TOV EQUPUOLOVTAL LE GUVETELD,
N JdIKAGIo KATOANYEL GE TEKUNPIOUEVO cvumépacpa. Edv, avtibeta, diomiotmbel 60T1 1 dtopopd dev
umopel v autioAoynOel eEmapkmG N OTL TPOKVITEL OO TPAKTIKES TOL EVOEYETOL VO ONULOVPYOVV EULECT)
duakpion, tote eEgtdlovton doplwtikd péTpa.

Ta pérpa avtd pmopet va meptiapfavovy avabempnon kprinpiov, Tpocapproyn pcboroyikdv Babuidwy,
Bedtiomon dwadtkacidv a&loddynong 1 dAieg mopeuPaoelg mov anokafictohv TV 160TNTO.

Mo toug epyalopevoug kot Tic epyalOpeves, €ivor onUovtikd va KOtavoricovv 0Tt 1 amd KOwov
a&loddynon dev amoterel anhlmg otaTioTiKn doknor. [Ipdkeitar yio S10d1Kacior OLGLUGTIKNG dlEPEVVIIONG
TOV TPOTOL [LE TOV OTOI0 0 OPYOVIGHOG ATOTILA Kot apeifel Ty epyacio. H mowdtnta g avaivong Ko
SPAVELL 5T SUTOTOOT TOV GUUTEPAGUATOV ATOTEAOVV KOOOPIGTIKOVS TAPAYOVTEG Yo TNV a&loTioTio
NG OOTKOGTOG KoL Yol TNV TPOLYLATIKY] OVTILETOTLIOT TUYOV OVIGOTHTMV.

7.4 Tv onpaivel «TEKPMNPLOPEVIDY VS. KOIIKALOAOYN T O10Qopd

210 mAaiclo g and Kooy aloAdynong, kpiowo {ftnpa dev etvar pévo n vmapén peboroyikng
SPOPAg, 0ALY O XOPAUKTNPLGHOS TNG: TPOKELTOL Y10l OL0POPE TTOL UTOPET VL TEKUNPLWOET [LE OVTIKEILEVIKA
Kot 0VOETEPA OG TPOG TO PVAO KPLTHPLOL 1) Y10l SLOPOPE TOV TOPAUEVEL AIKALOAGYNTN;
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Mo tekpmplopévn dtapopd etvar exeivn mov pmopet va eEnyndet pe caen, GVYKEKPEVO KOl LETPOILN
otoyeio, To omoio:

e oyetiovtal QUESH L TIG AMALTNOELG TNG BE0MC 1] TNV ATOJESELYLEVT ATOSOG,

e g@uppolovtal [Le GUVETELD GE OAOVG KoL OAEC,

e &ivar 0VOETEPA OC TPOS TO PVAO KoL OEV ONULOVPYOVV SVGAVAAOYEG EMMTMOCELC.

[Hopadetypota tétomv kprenpiov propel va etvor n motomomuévn eEgdikevon,  LakpOTEPT GYETIKN
npobmnpecio, N avéAnyn avEnuévng evBdvng M M emitevln GLYKEKPUEVOV KOl KOTOYEYPOUUEVOV
oToywv. Q0T0G60, OV apKeEL 1 AAY EMIKANGT OLTOV TOV TOPAYOVIOV: OTOLTEITOL VO OTOOEIKVOETAL OTL
TPAYUOTL EPOPUOCTNKAY LE TOV 1010 TPOTO GE OVTIGTOLYES TEPTTMGELC.

Avtifeta, pio adtkotoAdynTn dtopopd eivart ekeivn mov dev pumopel vo GuvoeDel e GaPT Kot OVTIKEUEVIKA
KputnpoL 1] OToL T TPoPaAropeva Kprtpla etvat yevikd, aopiota 1 epaprolovton emAEKTIKA. AlapopEg
mov Pacilovtol 6€ «OTOUKY] OMPAYUATELST Y®PIS KOO mAaiclo, o€ ATLmMEG OMOPAGES YWOPIg
TEKUNPIOON 1 G€ VIOKEUEVIKEG OELOAOYNGES YOPIG caPn OEIKTES, EVOEXETOL VO YOPAKTNPIOTOLV MG
OOTKOLOAOYTTES.

[S1aitepn mpocoyn| amorteitar 6tav M Spopd epgaviCetor cuoTroTiKd o€ Bapog epyalopévmv evog
@OAOL. AKOUN Kot o TPORAAAOVTOL POVOUEVIKG 0VOETEPOL KPLTHPL, 1) aviAvoT TTpémel va e&eTaletl av
ovTd 0dNyoOV 6TV TPAEN 6€ SLGAVALOYT EMMTOON. L& TETOLO TEPIMTOGCT), UTOPEL VO GCUVTPEYEL EUEDT)
duaKplon.

H d1bcpion peta&h «tekpunpuopévney Kot «adtkotoloynTne» dtaeopdg dev eivor Tumikn 1) AeKTiK. Apopd
v ovcio g dadkaciog a&toldynong Kot Tn ovvatdTNTe. TOL OPYOVIGUOL Vo amodeilel OTL ot
pioforoyikég amopdoelg Aopupavoviar pe Ao OVTIKELEVIKA, SOV KOl OVIETEPU MG TPOS TO VA0
KpLTnpio.

IMa tovg epyalduevoug kat T1g epyalopeves, n Katavonon avtig e ddkplong eivar kabopiotikr|. Agv
apkel va vapyet pa eEnynon. H e&nynon mpémet va elvarl cuykekpyévn, ETaAnfedciun Kot GUVERNG.
Otav avt6 dev cvpPaivet, Tote 1 dtapopd dev umopet va Bewpnbel eraprdg atioAoynpévn Kot amorteiton
TEPALTEP® dlepebivnomn 1 AMym dopOlOTIKGOV PETPWV.

- Tv e€eraletor o po amd Kowvov agroroynon

H am6 kotvov agloddynon dev etvar po apnpnuévn vopikn dwadikacio. Xtnv npdén, eEetdlet
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CLYKEKPIUEVO EPOTALLOTO Y10l VO, SO TOOEL av o LioBoroyikn dtapopd elvat dtkotoAoynuévn 1
Oyt Le amhd Aoy, eEetdletat:

e Ilo¥ evromiotnke 1 dtpopd; e ol Katnyopia Oécewv 1 picBoroykn Babuido vapyet
OTOKALOT) LETAED YOVOIKAOV KOl AVOP®V;
e Xvuykpivovtor cootd ot Bceic; [poxetton mpdypatt ya idwa epyacia 1§ epyacia iong a&log;
e [logvrmoroyiomray ot apoBés; [epthappdvovtar 6Aa Ta ototyeia (Pacikdg pchog,
EMOOUATO, UTOVOVG);
e [lowx kpurnpra xpnoomolovval;, Y dpyovv oot Kot yportd Kpirinpla yio piebois, avénoets
KOl TPOOYOYEG;
e  Eopopudlovrar ta kpiripa pe ouvéneia; Ioyvouy yio 6A0vG Kot OAEG pe Tov 1610 TpoTO;
o Ymdapyel avtikepevikn e&nynomn; Mmopei 1 dtapopd va amodobel oe petproipa ototyeio (T.y.
eumepio, evOHVT, TGTOTOMNUEVES SEEIOTNTEC);
e Av Oy 1t dopbotikd pétpa yperdloviay; [pémet va avabewpnBovv ot Pabuides, ta kpitipla M
ot 1d1e¢ 01 amodoYEG;
H dwdikacio avt) amookonel 610 vo anavTi|ogl o€ £va faciko epaTnpa:
Avurxarortpilel n poBoloyiki o10popa TPOYUOTIKES, OVIIKEIUEVIKES OLOYOPOTONTEIS GTHV EPYOTIO 1
OTOTELEL EVOEILH AVIONG UETOXEIPLONG,

7.5 IIOg evnuePOVOVTAL 0L EPYALOUEVOL VLU TO. OTTOTEAEGNOTA

H mopovca d1adtkacio apopd ETLYEPTGELS TOV EUTITTOVY GTNV LILOYPEMGT VITOPBOANC GTOLYEI®V Y10l TO
cBoroykd yaopa, 6Tmg TpoPréneton and v Odnyia (EE) 2023/970, dniadn emyeiproelg pe 100
1 TEPL666TEPOVG EPYALONEVOVC.

FAIR PAY - Eyxepidio Exnaideuong yia Epyalopévoug

H and kowod a&loddynon dev OAOKANPAOVETOL LE TNV ECMOTEPIKY OVAALGN TOV OEdOUEVOV 1| LE TN
ocvppavio ent Twv dopbotikov pétpov. Kpiowo otoyyeio g dadikaciog ivar 1 evnuépmon tomv
epYolopEVOV Y10 TA OTOTEAEGLOTA TNG, LE TPOTO GOPT|, KATOVONTO Kot SLo@avn.

opeova pe to Tvedpa g Odnyiag (EE) 2023/970, ta amotehéopota g aloAdynong dev amoteAovv
OTOKAEIGTIKY YVAOT] TNG 010iknong 1 Twv eknpocdnev epyalopévmv. Ot epyaldpevor Kot ot epyalopeves
&xovv dikaimpa va yvopilovv:

e v dmotdOnke roboroyikn dtaupopd dve tov 5%,

e v 1 dapopd kpiBnke TekuMplOpUEVN 1 adtKooAdYNTY,
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e 7ol péTpa TPoPAEmovtat yia tn 610pBwaon TuXOV 0dIKAOAIYNT®V OmOKAMGE®Y,

e 7010 €ival TO YPOVOSIAYPOLLLO VAOTOINONG TV HETPOV AVTAOV.

H evnuépwon apopd cuyKevipmTiKa Totyeio Kot GUUTEPACHATO, OYL OTOUIKE OEGOUEVE ) OVOUAGTIKEG
mAnpoeopiec. H mpootacio TV mpocomkdv 0£00UEVOV TOPAUEVEL OEIeA®DONG apyT| Kot 1oYDEL Kol GE
avtd T0 6TAd0.

H popon g evnuépmong pmopet va dtapépet avaroyo pe to pnéyebog Kot tnv opyavmon g entyeipnong.
Ye UEYOADTEPOVG OPYOVIGHOVG, UTOPEL Vo YiveTol HECH E0MTEPIKAOV OVOKOIVMOCEMV, EVIUEPMTIKOV
ONUEIOUATOV 1| TOPOVCIACEMVY. XE KPOTEPES EMYEIPNOELS, 1| EVNUEPWON UTOPEL Vo AAPEL o ApeoT
HOpON, OO GLVAVTNGON TPOCHOTIKOD 1 YPATTY| EVNUEPWSN amd T dtoiknon. To ovoiddeg dev givar 1
HOPON, 0AAG 1| TANPOHTNTA KOL 1] GOPNVELD TOV TEPLEYOUEVOU.

H dwpdveia ota amoteléopata eViGYVEL TNV EUTIGTOGVVT Kot T Aoyodoacia. Otav ot epyaldpevot kot ot
epyalopeveg yvopilovv 0yt Hovo Ot £ytve aEoAOYNoT), OAAG Kot TOo TV TO EVPTLLOTA KOt TTota, oo
Ba axolovBrcovv, N d10OKAGIN ATOKTO OVGLOGTIKO TEPLEYOLEVO.

Emumiéov, n evnuépwon Aettovpyel mpoinntikd. Kabiotd capég 0tL 1 picholoyikn 166tnTO amotelel
OVTIKEILEVO GUGTNUATIKNG TOPAKOAOVONONG Kot Oyl TEPIOTAGIOKNG avTidpacns. Me tov Tpoémo avtd, 1
amd Kooy a&loddynomn dev mepropiletor oe pia dopbwtikny mopéupaocr, oAAG EVIOCOETOL GE UidL
gupOTEPT KOLATOVPA SLopaveLlng Kot ioMG HEToEIPLoNC.

IMa Tovg epyaldpevoug Kot Tig epyalOUEVES, 1| EVNUEPMOOT) Y10 TO ATOTEAECUATO OOTEAEL EVOEIEn OTL N

dwdkacio dev EUeve o€ ETIMEDO TVTIKNG CLUUOPPOGNS, AAAG 00YNGE GE OVGLAGTIKN £££TOGT KoL, OTTOV
ypEILETAL, GE CUYKEKPIUEVEG OECUEVTELS Y PerTimon).

KED®AAAIO 8 — AIKOIOPOTO GE TEPITTMOOELS AVTLTOIVOV

YKOTOG EVOTNTOG
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To mapodV KEPAAOIO OTOGKOTEL VO EVIUEPDGEL TOVG £PYALOUEVOLS KOl TS £pYalOUEVEG Yo TV
TPOCTUGIO TOV TAPEXETAL OE TEPIMTMOOT AVTIMOIVOV OTAV AGKOVV dKOMUOTA LGBOA0YIKNG dlopavelag
N KatayyéALovv mhovi LioBoroyikn avicoTnTa. XTOY0C £ival vo amocaenvioTel Tt Oewpeital avtimowo,
TOlES LOPPES Umopel var AGPeL, ol VOUIKY] Kot SLOKNTIKY TPOCTOGIO TOPEYETOL KO Ol BriLata
UIopovv vo. akolovnBovv pe acedieia Kot teKunpioo.

MoOnocwkda awoterioporta
Ot avoyvmdoTpleg Kol Ol avayvmoTeG O UTopovv:

® V0 KOTOVOOVV TL GUVIGTA 0VTimovo 610 TAaiclo edappoyng ? TG eBOAOYIKNG SLopAvELaG,
e vo avayvopilovv Hopeég dpeong N EULIESTS OLGUEVOVG LETAXEIPIOTG,

® Vo YVopilovv Toleg LOPQES TPOoTAGTaG TPOoPAETOVTAL,

® VO EVEPYOLV LLE TEKUNPLOUEVO KO OCQUAT TPOTO GE TEPIMTMGT APVNTIKNG LETAUXEIPLONG,

® vo SloKkpivouy HETOED BEUITNC SLOKNTIKNG TTPAENG KO EVOEYOUEVC KOTOYPTOTIKNG OVTIOPOOTC.

H anotedecpatikomra g moboroykng dwupdvelog e£optdtol omd TNV TPAYUATIKY] SUVOTOTNTA TOV
epyalopévav va ackovv Ta dtkadpatd toug xopic eofo. H Odnyia (EE) 2023/970 avayvopilet pntd ot
N GoKNoN OWKOIOUOTOS, 0TS 1 LTOPOAN CUTAUATOG TANPOMOPNONG 1 1| CLUUETOYN GE amd KOOV
a&loAdynon, dev UTOPEL VO GUVETAYETOL APVNTIKEG GUVETELEC.

H mpoctacio amd avimotva dev agopd LovVo TePmTOCELS emionung Katayyehiog. Kaidntel kdOe popon
VOUIUNG AOKNONG SIKOLMD LATOG TOV GUVOEETAL LE TNV Tom apolPn kat T peboroykn dtapdvela. H dmapén
OLTNG TNG TPOGTAGIOG AEITOVPYEL MG £YYONOT OTL 1 SLOPAVELD OEV TOPAUEVEL BEOPNTIKO dtkaimpLeL, oAAGL
umopel va. epopUOGTEL 6TV TPAEN.

8.1 T Bewpeitan avrimovo copeova pe Tnv Odonyia

H Odnyia (EE) 2023/970 mpoPAiénet pntd 6t ot epyaldpevor kat ot epyalOUeVES TPOSTATEDOVTIUL OO
KdOe popen avtimoivev 6tov aGKoUV T0 SIKOLDLATO TOV OToPPEOLY amd TV apyn TG ioNg apolPng kot
¢ roboroyikng dtpavetag. H mpootacio avth arotelel facikn €yydnon yio TV OLGLUGTIKY EQOPUOYN
TOV OIKOUOUATOV TOL aVOADONKOV GTO TPOTYOUUEVE KEQPAANLAL.

Q¢ avtimowvo voeitor kdbe OLGUEVINC HETOYXEIPION TOL GULVOELETOL OUTIOOMG LE TN VOUIUN GOKNoM
dwonmpartog. H petayeipion aut| propet va etvan dpeomn 1 EUUEST], ELOAVIG T TO OLOKPLTIKTY, AAAG TPETEL
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Vo GLUVOEETOL e EVEPYELD TOV epyalopévou N TG epyalouevng, Omwg:

v 1 vrofoin cutHuUaTog Yo TpOGPuon o€ TANPOPOPIES GYETIKA e TG apolPéc,
v 1 dtinoon epeTUaTeV 1 evotdoemy o mbovr peboroyikn avicotnta,
v 1 ovppetoyf o dudikacio amd Kowvov aloAdynong,

v 1 vropoln katoyyediog ) | Tpocuy o€ apuddto popéa,

v 1 mapoyn paptoupiog | vrooTHPIENG o€ GALO epYalOUEVO TTOV SIEKSIKEL TO SIKOUDIOTA TOV.

Avrtimowvo pmopet va amotelel, o mopdaderypa, n adtkatoldoyntn vrofdaduion kadnkoviov, N otépnon
evkaplov e€EMENG, 1 ducuevng alloddynon yopig oviikelpevikn PBdon, n petaxivinon oe Aydtepo
euvoikn Béomn N, o GoPapdtepeg TEPIMTAOGELS, 1| AmdOALGN 1 N Un avovEéwon cOupacng.

Kpiowo oroyeio glvar n ovvdeon peta&d g Aoknong SIKOUMUOTOG Kot TNG SUGUEVOVG LETOYEIPLoNG. Agv
ouVioTd Kabe apyntikn Stotkntikny Tpdaén avtimowo. Edv, yio mapddetypa, o a&toAdynon Paciletol o
TEKUNPLOUEVO KOL OVTIKELEVIKA KPLTPLOL KOl 0EV GUVOEETOL LE TTPONYOVUEVT] AGKNOT SIKOLMDUATOG, OEV
TEKUOIPETOL OVTORATOC avTitotvo. QoTOGO, OTOV 1 OpVNTIKY HeTayeiplon akoAovbel ypovikd M
OVLGLOOTIKG TNV AoKNOT SIKOUIOUATOG Kot OV pmopel va artiohoyn0el emapkac, tote gyeipeTon {fTnua
TPOGTAGLNG.

H Odnyio mpoPAénet eniong mpootacio Evavtt aneting avtimoivov. Aniadn, akoun Kot 1 Eupecn mieon,
N amoBdppovvon N 1 TPOEWOTOINGN OTL | ACKNON SKOMUATOG Ba £xEl «GLVETELEG) UTOPEL Vo EUTINTEL
070 Tedi0 TPOGTAGING.

H oamayopevon avimoiveov dev mpoototevel povo exeivov 1 ekeivn mov vréfade aitnpa 1 Kotoyyeiia,
OAAG Kot TPOC®TO TOL VITOGTNPILOVY 1 EKTPOSOTOVV TOV EPYALOUEVO, OTTMG EKTPOSMOTOL EPYALOUEVMV

N LOPTUPES.

H caeng optofétnon tov Tt 6uvicTd avtimowo evioybel TV acedieln Tov epyolopévav. H doknon tov
SKAOUATOV GOOAOYIKNG SLopAVELNS amoTEAEL vOpUN Kot Beputn Tpdén kot dev pumopel va petatpomet

€ AOYO OpVNTIKNG LETayEIPLoNG.
8.2 vvnOopéva Tapadeiypata apvnTIKG HETAYEIpLONG

H apvnticn petayeipion og mepintwon doknong dikaidpatog poeboroyikng dwapdvelag dev eppaviCetan
TOVTOTE PE EUPOVI N oKpoio HopeY]. Zvyvd exOnAmvetol PEco omd TPAKTIKEG OV, oV €EETAGTOVV
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HLELOVOUEVO, UTOPEL VO PaivovTal SLOTKNTIKES 1) OVOETEPEC, OAAL OTO GUYKEKPIUEVO TAOIGLO OTOKTOOV

OLOPOPETIKT OMLOGTA.

‘Eva and 1o mo cofapd mapadetypota ival n amdivon 1 1 un avavéwon cOupaong pHetd omd aitnuo
mnpoeopnons N katoyyedie. Otav po térola amodeoon Aapfdveror Alyo petd tv doxknon &vog
OO ULATOG, YOPIC oot Kot TEKUNPLopévn eénynon, uropet va onpovpyeitol n evidnmon 0Tt GLVOEETOL
pe to aitnua M v katayyeiio kot va omotehet £voeiEn mbovov avtimoivov.

Zoyvotepa, OLMG, N OPVNTIKN HETO)EIPIoN AUPAVEL TTLO EPUECES LOPPES, OTWGC:

v Adwoioldyntn vroPaduion kadnkovioy 1| TEPLopiouds aprodIOTHTOV.
ATOKAEIGHOG amd onuovTKG Epya 1 Kabrjkovta mov divouv gukaipiec mpoPoing kot eEEMENG.
Avcpevig a&loAdynon amddooNs YMPIS GoPT GOVOEST| LUE AVTIKEYULEVIKA KPLTH PO,

Metakivnon og Aydtepo guvoikn 0éomn 1 addayr opapiov ympic emapkn Adyo.

L N N

Koabvotépnon 1 dpvnon yopriynong avénong mov Bo Ntav avapevopevn Pacet mponyovevng
TPOKTIKNG.

Emumiéov, apvntkn petoyeipion pmopel va ekdnAmbel kot o€ mo «ATVION» EMINESO, OTMG 1 ATOUOVOGT
amd TV opada, 1 tepl®PlOToinen 6€ GLOKEYELG I | CLGTNHOTIKY VIOTIUNGN TG GLUPOANG TOV/TNG
epyalopévou/ng. Av kot T€Toleg cLuUmEPIPOPEG Oev gival mAvtote €0KOAo va omoderybovv, Otav
GLVOEOVTAL LE TNV ACKN 0T SIKAIDOUOTOS, UTOPEL VOL GLUVIGTOVV HOpPN Ttieong 1 amobdppuveng.

InHovtiko gival vo TovieTtel 6Tt dgv ouvioTd kdbe dvouevig eEEMEN avtimowo. Ot emyelpnoelg dotnpovv
10 Odwoiopo vo Aappdvovv SoKNTIKEG amo@dcels, €Podcov avtég Pacilovial o€ OVTIKEWEVIKA,
TEKUNPUOUEVO KOl OLOETEPA WG TTPOG TO PVAO Kprthpla. To kpioipo croyeio elvar n oTdONG GHVdESN:
av 1 opvnTiKn HeTayelpon epeaviletol g CLVERELN TG ACKNONG SIKAUIDOUATOS Kol OV UTOpEl va
atttoloyn et emaprmg, ToTE TiBeTO (TN TPOGTAGINGC.

H xatovomon tov mboavodv popedv apvntiknig petayeipiong Pondd tovg epyaldpevovg kot Tig
epyalopeves va avayvopilovv £ykatpa eVOEIEELS AVTITOIVOV KoL VOL EVEPYOVV LE TEKUNPIOUEVO TPOTO.

8.3 Nopikn Kot 010K TIKI| TPOGTUGIN
H mpoctocio twv epyalopévov dev mepropiletor HOVO OTIC TEPUITAOGELS OVIUTOIVOV, OAAL OpOpd

GUVOAKA TNV aVTIHETOTION TS dviong pieBoroywkng petayeipiong. H Odnyia (EE) 2023/970 vroypemvet
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T KPATY LEAN VO S100QOAGOVY OTL 01 pyaloOpevol Kot ot epyalOueves S100ETOVY AmOTELEGUATIKG HEGOL
TPOCTUGIOG, TOCO GE TEPUTTOCELS SIUKPLONG OGO KOl O TEPUTTMGELS AVTITOIVAV.

Nouixn npooctacio
g mepintoon mov évag epyalopevog i pia epyalopevn vtootel avtimova, £XEl TO SIKOIMULO VAL TPOGPVYEL
GTO aPUOdLL SIKACTNPLL 1) € AAAOVS TTPOPAETOUEVOLS UNXAVIGUOVG emtidvong dapopdv. H mpoctacio
oot TepLapPavet:

® 70 JIKOIMUA ACKNONG EVOIK®V HECWV,
e 1 duvatodtnTa dekdiknong arokatdotaong e (nuiag,

® TNV aKVPATNTA TVYOV KATUYPNOTIKAOV ATOAVGEDV 1] OUGUEVOV LETOPOADY TOL GLVOEOVTAL LLE TNV
doknomn SIKOIMUOTOC.

[d1aitepnc onuociog elvat kot n apyn ™G AvTIGTPOPNS TOL Papovg amddeEng, N omoia papudleTol oTIg
vrobécelg oboroyikav dwukpicewv. Otav o gpyalduevog 1 N epyalduevn emkareitor yeyovoTo mov
dNpovpyovv TV vIEdVoLa 6Tt VINPEE d1akpiomn, o/n epyoddtne/TpLa Kaheitar vo amodei&et 6t dev vanpée
nopafioon mg apxng e iong apoprg.

H p0Buion avth evioydel ovolootikd ) 0éom tov/tng epyalopnévon/ng, Kabmg o TOAEC TEPITTOCELS T
amodelEn ¢ atiddovg cvvdeons Ba NTav drapopetikd Wiaitepa dvoyxepns. [Moapdiinia, n Odnyia
TPOPAETEL TNV EMPOAN KUPDOGEMV GE TEPUTTOCELS TAPAPiaoNS TS apYNG TG 1oNG AROPNG, OTMG OVTEG
Ba e€edkevtovy 6To £6ViKd dikao.

Awoixntikij npoorocia
[Tépa amd T dwkaoTikn 000, TPOPAETETAL KO SIOIKNTIKT) TPOGTACIH LEGH APUOOIOV POPEMV KL OPYDV.
210 €bviko eminedo, TéTolol Popeic pmopel va TepAapPavouv:

® apyéc 10OTNTOC N POPEic TpomONoNG TG iong petayeiplong,
e Embswpnon epyaciog,
®  LNYOVIGLOVG JUEGOAAPNONG 1 EEMIKAGTIKNG EMIAVONG SLUPOPDOV.

Ot popeic avtol pmopodv va moapsyovv evnuépmon, kabodnynon, va eEeTdoovy KatayyeMes Kat, OTov
TpoPAmeTal, va EMPALOVY SOIKNTIKEG KUPMOGELS 1] VO SOTLIIOGOVY GUCTAGELS.

Ilpoocracia évavtt emdcivwong g Oéong
H npoctacia dev mepropiletan ot otiyun g katayyehMag. Kaidntetl ko kabe petayevéotepn emdeivoon
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™¢ 0éong tov/Tng epyalopévon/ng mov cuvdéeTal e TN dlekdiknon tov dikaloudtov tov. Etopévac,
aKoun kot av dev vdpéel dueon KOpwor|, aAld mapatnpndel otadiakn vroPdOuion 1 anokAeicuog,
umopet va evepyomomn el n Tpootacia.

H dmop&n vopukdv kot SotknTik®dv Unyavicov 0gv onpaivel 0Tt kabe dtapavio odnyetl 6e GOYKpovoT).
Avtifeta, Aettovpyet g eyyomon ot epdcov amartnei, vdpyel Oeopkd Trlaico Tpoctacioc. H yvaon
QLTAOV TOV UNYOVICUOV EVICYDEL TNV AcPiLeld TV epyolopévav Kot KatioTd T pioBoloyikn dtapavele
éva dwalopo [Le TPoyUaTIKO OVTIKPIGHO Kot Oyl amh®g Be@pnTiky| TpoPrey).

8.4 Brjpata avridpaong 6€ mEPITTOGT AVTITOIVOV

Y mepintwon mov évog epyaldpuevog 1 pia epyalopevn ektind 6Tt el vVTOoTel avtimotva Ady®m AoKNoNg
SKAOUATOG HGHOAOYIKNG SaPAVELNS, Elval CNUAVTIKO VO EVEPYNGEL UE Yuypopic, Tekunpioon kot
otadlokn TpocEyyion. O o1dyog dev gival ) Gpesn GOYKPOLoT), GALAL 1| TPOGTAGIO TOV SIKOIOUATOV UE
TPOTO OPYOVOUEVO KO OCPOAN.

1. Karaypapn tov yeyovotwy
To mpmdTo Prpa ivarl N GLOTNUATIKY KATOYPUPY| TOV TEPIGTATIKOV. O TPETEL VO CTLLELOVOVTOL:

e 1 Muepounvio Kot TO TEPLEYOLEVO TOV OULTNUOTOG 1) TNG EVEPYELNS (.. alTnHe TANPOPOPNONS),
e 01 eMOUEVEG DLOIKNTIKEG EVEPYELES TOV BEDPOVVTOL SVGUEVEIC,

e 1 YPOVIKN OAANAOVYIO T®V YEYOVOT®V,

e TUYOV YpomTh EMKOVOViR (MAEKTPOVIKE punvipota, aEloAOYNGELS, OVOKOIVAGELS).

H texpmpioon sivon kpiown, kabdg oe petayevéotepo otddlo pmopel va amortnel caeng omothnwon
™G oHVOEONG HETOED TNG AOKNONG SIKOLMIOTOG KOl TNG SOVGUEVOVS LETOXEIPIOG.

2. Eocwtepikn oicvkpivion
& OPIOUEVEG TTEPIMTAGELS, Umopel vo etvan okdmipo va {ntnhodv devkpvicelg o ecmTEPIKO €Mimedo.
Mo ypoamty) kot 0vdETepn pDTNON Yo T Paon piag amdeacng (.. oaAiayr Kadnkoviov 1 a&loldoynon)
umopel vo suuPfdiel oty amocagnvion ¢ kotaotaons. H dwdikacio avt Oa mpémel va yivetal pe
EMOYYEAUATICUO Kol YPIg eMOETIKO TOVO, 0TIALOVTAG O OVTIKELLEVIKA GTOLYELOL.

3. Emikowvovia pue eKTpocmmovs EPYasousvmy 1 apuoolo TuUaA
E@dcov vrdpyovv eknpdsmmotl epyalopévay, ETTPOT TPOCOTIKOV 1) TUNHO ovOpdTIVOU duvapkol, 1
EVNUEPMOOT TOLG Umopel va amotedécel emdpevo Prpa. H cvlioyikn dwoyeipion cvoyvd peudver v
aTopikn €kBeom Kot EMTPENEL TO BECUIKN AVIYLETMOMTIGN TOL {NTAHUATOG.
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4. Avalijtyon coufovicvtikyg 1 Ocouikns vroctipiéing
Edv n katdotoon dev emlvbel og e00TEPIKO EMIMESO 1 €AV M OLGUEVNG peTayeiplon eivan coPapn (T.y.
amolvon), o epyalopevog N n epyalopevn umopei va amevbuviel oe appodiovg opeic ) va (nTnoet vopukn
ocoppovin. H evmuépoon yu ta dwbéoo péca npootaciog, Omwg avaidbnkay otnv mponyovevn
vrogvotnta, fondd ot ANy TEKUNPLOUEVIS OTOPOONS Yol TO ETOUEVA PiLLOLTOL

5. Ilpocrtacio amo mepaitépw emdeivaon
Kotd t odpkeln g dwdikaciog, sivor onuoviikd vo dtotnpeitol emoyyeAlATIK] oTAoT KOl Vo
OmOQEVLYOVTOL EVEPYELEG TOL O pmopovGav Vo TapePUNVELOOVY ¢ mopafiocTn ETAYYEALATIKOV
vroype®cemv. H vouiun doknon Sikaidpotog 0V GUVETAYETOL ATOAANYY| OO TIG YEVIKEG VITOYPEDGELG
OV AOPPEOLV O TN SLUPOCT EPYAGINGC.

Xpniown vrevOopon: H avtidpoon oe nepintmon avrumoivev dev amottel flootikég Kivioetg, oAAd
OTOOLOKY] KOt TEKUNPLOUEVT TPocEyyon. H dmapin capdv 61001KacidV Kot 1) YVAGCT TOV SIKOUMOUATOV
gvioyvovv TN dvvoTdTNTA TPOoTOGiag Kot GLUPAAAOLY ot dTnpnon G tooppomiog peTadhd
J1EKOIKNONG KO ETAYYEAUATIKNAG CUVETELOC.

8.5 ll®g vo kKaTaypayeTe TEPLOTUTIKA PE TEKUNPLONEVO TPOTO

H texunpioon amotelel Pacikd ototyeio o€ mepintwon wov Evag epyaldpuevog N pio epyalOpevn eKTILA
OTL £yel vootel avtimova. H ca@ng kot opyovouévn KaToypopr] TMV YEYOVOT®VY dEV £YEL LOVO VOLUIKN
onuacio: copPdAdel Kor ot 1K) GOG KOAVTEPN KATAVONGCT TNG KATAOTOONG Kol GTNV WOYPOLUN
aElo0AGYN o TOV ETOUEVOV PNUATOV.

H xataypoaen mpénet va givarl avTiKEWEVIKN, YPOVOLOYIKH OpYAVOLEVT KOl BAGIGUEVT) GE TPOYLOTIKE
TEPIOTATIKA, OYL O EPUNVEIEG 1] GLVALCONUATIKEG EKTUUNGELS.

T va kataypayete Tvonpaiver oty Tpacn INari givan onpavtiko
XooviKh Hpepounvia doknong dwoidpotog (m.y. Bon0d va amotvnwbein
akkp 100 nia aitnpa TANPoPOPMNoNG) Kot nuepoUnvia Tuyov obvvdeon petacd
NAovX dVGUEVOVG EVEPYELNG YEYOVOT®V
ZvyKekp ms}'n Alayn kaBnkdvtov, apvntikn a&loAdynon, mrpem::t owrmsmg,vmn
OL0IKNTIKN , ., . AmoTOTWOOT YOPIG
i OTOKAEIGLOG amd £pYo, PETAPOAT Op®V ,
evépyea epunveieg
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I'panty Email, a&loloynoelg, vanpecioxd [Mopéyel amodektikd
EMKOIVOVIQ GNUEDLOTO, OLVOKOIVMDGELG VKO
[Totot NTav TapdvTeg GE GLVAVTNGELS N Atevkorvvet emPePain
Mopdévra tpécoTa TGV TAPOVE g oo mosien i B,ﬁ n
ov{ntoelg TEPIOTATIKMV
Bonbé A
LUYKPLTIKA AvticTor eg TEPTOGES GUVAOEAPMV GE onee cm],v 0@0 onen
- . . mBovig dviong
oTovyEia napopota B€om ,
petayeipiong
No amo@evyete INorti
YroBéoeic 1} xopaKTNPIGLOVG H texpnpioon npénel va Pacileton o yeyovota
[Ip6écPaom o dedopéva Tov dev dKAOVGTE Mmropet va dnpiovpynoet vopukd {ntyuato
Kowomoinon tpocomikdv dedopévev tpitwv [Mopapicon Tpoctaciog dedopuévaov
Alloimwon eyypapwv Yrovouevetl v a&lomiotio TG KoToypapng

- Ilpaxtukn copfooin

H xoataypaen kakd eivar va yivetatl 6 amAd YpovoroyIKO apyelo e NUEPOUN VIO, CUVTOUN TEPLYPOPN,
GUVNUUEVO GYETIKO £YYPOPO (EQOGOV VTLAPYEL).
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YKOmOGg EVOTNTOG

To mapdv Ke@aAao amookonel va kaBodnynoet Toug epyalopnevoug Kat Tig pYalOIEVEG OTO TPOUKTIKE
fnpoto mov pmopodv va akoilovbncovv dtav damietdvovy 1 vroytalovtol mlavy pchoroyikn
avicotta. ZTOY0g £lvar 1 TOPOYN OIS GTAOIOKNG, TEKUNPLUOUEVIC KOl AGOAAOVS TPOGEYYIONG, TOV
emupénel v agloAdynomn g KotdoTaonsg, TN OTLIMOT ALTUOTOS TANPOPOPNONG Kol, EPOCOV
amoteital, TNV evepyomoinon SbECIL®V UNXAVIGUAOV TPOGTAGIOGC.

MoOnowukda amoteréiopata
Ot avoyvmoTpleg Kol Ol avayvmoTeG O UTopovV:

® vo dlaxkpivovy ToTe pia peboroykn dtapopd ypniet depebhvnong,
® vo yvopilovv oo 6TolXElN LTOPOVV VO GLAAEEOVV LE AGPOAT| TPOTO,
e vo afloAoyolV oV piol SLpopa UTOPEL VOL EIVOL AVTIKEEVIKE SKOOAOYNUEVT,

® V0 JTLTTOVOLY TEKUNPLOUEVO AT TANPOPOPNOT|S,

® Vo Yvopilovv Toleg eMA0YEG £XOVV €AV 1| otdvTnoT Oev Elval ETAPKNG.

H vroyia eBoroyikng avicottag dev onuoaivel ovtopdtog ot £yl vdpéet mapoPioon StKoldUATOS.
Qo1660, 00te Ko KAOe drapopd pumopet va Bempeitar dedopéva Beputr). H opOn mpocéyyion amontel
Yuypopio, Katovonon TV KpLtnpiov Kot 6TadloKY| OlepedvnoT).

To kepdlato ovTd deV EVOAPPVVEL T GVYKPOVOT|, GALAL TNV TEKUNPLOUEV a&toAdynon. H eboioykn
dpavela mapéyel epyareio wote 1 diepevvnon va Pacileton o dedopéva kat oyt o vrobéoeis. Otav ta
fruroto akoAovBobvtal pe opyovoUEVO TPOTO, EVIGYVETOL TOCO 1) TPOCHOTIKY OCEAAE OGO KOl 1|
TOAVOTNTO OVOLAGTIKNG EMAVONG TOL {NTAHKATOG.

9.1 ITowx oToyyeio vo GVAAEEETE PNE AGQALELD

Orav vroyualeote mbavn rebBoroykn avicdtnta, To Tp®dTo Pripa dev eivar 1 dpeon Katayyeia, oALd 1
TPOGEKTIKY Kot VO GLALOYT] TANPOPOPLDOV OV Ba Gag EMTPEYOVV VO, AEIOAOYNCETE TNV KATAGTOON
pe texunpuopévo tpémo. H dwadikacio avtn mpémetl va yivetat pe oefacpid 6Ty TpocTacio TPOSHOTIKMV
OEJOUEVMV KOl OTIC ETOYYEALOTIKEG GOG VITOYPEDGELS.

H ovAhoyn otoryeiwv dev onpaivel avalftnon EUMIGTEVTIKOV £YYPAQ®V 1 TPOSPAoT GE 0E00UEVO TOV
dev Okauovote va yvopilete. Avtifeta, apopd mAnpopopiec otig omoieg €xete vOopun mpocPaocn 1
umopeite va (ntnoete Becpikd.
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Katnyopia storyciov Tvva eEeTaoere INaoti eivar onpovtiko
To d1b cog Bacuclc')g mc@ég,, emdoparo, ’ 2ag 5{\/8,1 caQn EIKOVA rng’
noBokoyiKd mhaisto HSWB%VT]TSQ omoSo?(eg, mc@ok’oyucn TPOCHOTIKNG GOG ulloeokoyumg
Babuidoa, Tponyovpeves avéNoels dtadpopng
Meprypagi Oéonc Kaeﬁlfovw, sninsrﬁo 81)913\/’11@, H m')prw’n TPENEL VOL Baorif;swt
epyasiag OTTOLTOVLEVEG Ssgt?rnrsg, €0pog oTO nap’tsxoprtavo ™me seyaotag Ko
OPLOSOTNTMV oYL LOVO GTOV TiTAO
Bonba va damietmdel av ot
Kprmypro a&ohdynong vomua aglohdynong, kpirnpla amopdoelg Pacilovtal o
& g€éMéng avENCEWDV, O1UOKOGIO TPOUYMYDV OVTIKELEVIKA Kol 0VOETEPQL
KpLtnpio
YUYKEVTPOTIKA Méoeg apotpéc yua idwa 1 iong a&iog Emutpénovy Beopukn kot vopuun

otoyyeia (6mov gival gpyacio, otoryeio avd VAo, ovykpilon yopic TapaPiocn g
owBéona) picBoroykég Pabuideg TPOCOTIKAOV OESOUEVDV %
Na amo@evyete INarti %
[IpécPaom og atopkd picboroyikd cotoryeior GLVUSEAPOV [MopaPicon TpocwmTKOV g
xopic vopun Pdaon dedopévmv §
XpNon EUTIGTEVTIKOV EYYPAQ®VY OV deV Tpoopilovtal yia Mmopet vor dNovpynoeL VOUILKE g
€004g {nmpata %
Baocwopévn oe pnuecn f)WSﬂ:lBSBOLl(DTSQ TAnpopopieg Aev TapéyEL 06pol TEKMpIOsT :_?
ovYKpLon <
<

H aocpoinig culioyn ototyeiov odg enttpénel vo a&loAoYNoETE av 1) SLOPOPE TOV TOPATNPEITE EVOEXETAL
va Bociletol o€ AVTIKEIEVIKE KPITAPLO 1} OV ammoteiton tepattépm dtepedivnon. To emduevo Prpa sivon
va e£eTA0ETE KOTA TOCO 1 dLoPOPA UTopel va eivar dtkooAoynuévn — CATNUO TOV OVOAVETOL GTNV
EMOLEVT] LTOEVOTNTA.

9.2 Tl va aELoA0YNGETE GV 1] O10Q0Pa gival SIKaLoAOYIEVT

H a&oldynon wog pwceBoroyikng dtapopds Eekvd amd éva Pacikd epdTNUO: CLYKPIVETE “COOTA
npaypoata’; Kot cvveyilet pe 1o de0TePO: VILAPYEL OVTIKELLEVIKT], OVOETEPT) OUTIOAOYNON;

[Mopaxdrom akoAovdel éva TpakTikd mAaicto og 3 frporta.

WY
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v Bipa 1: Eivar cvykpicwes ot 0é6z1G;

Epotnpa ghéyyov

Av 1] amavinon
givar «Now

Av 1 andvtnon givan «Oyn /
Agv EEpo»

Ta Pacikd kKabkovta givol ovclacTIKA
TopOLLO10;

[Ipoywpnote 610
Bnuo 2

Xperaletat koAvTepN
OTOGOPTVION
PO ®V/KOONKOVTOV

To enimedo gvBHVNC eivar avtioTtoryo; (m.y.
Mym aroedcewv, eTiPAey, avtikTuTog)

[Ipoywpnote 6to
Brpo 2

H obykpion pnopet va pmv
etvan kaTdAAnAn

Amortovvon avticToly e

[Ipoywpnote 610

E&etdote av mpdkettan yla

0e&10TTEC/TPOCOVTO, Bnua 2 Stapopetikn «a&ion 0Eong
O e 4 I4 / I4 / 4 4 H A
1 cLVONKES spyacta§ nieon/amartnoeig etvan pomencts oTO Eravextyiote ) 60ykpion
TOPOLOLES; Brjua 2

Xnueioon: Agv coykpivoope Tithovg 0Eong. Lvykpivoope mepieydpevo epyaciog.

v Bipa 2: H dwo@opd agopd ) cuvolki] apofn 1 povo éva pépog g

Tvva ehéyCete

Mopadeiypata

Boowog pioog

unviaieg omodoyés facet cvpupaong

MetafAntég amodoyés

UITOVOUG, TpOoUNOEIES, GTOYOL

Emdépoto/mapoyés

emidopa BEong, eTaupikd avToKivnTo, KAPTU GiTIoNG

Evkapieg mov petappalovror og yprpoto

vIEpwpiec, Tpocheta projects, on-call apoPég

Mepikéc @opég 1 «o@opa» dev givar 6tov faciké pedoé aira og emOOpaTO/PTOVOVS 1] OE
EVKALPIES TOV 001 YOVV 6€ VYNAOTEPES UTOO0YEG.

v Bipa 3: Yrapyet avtikelpevikny Kot ovdétepn artiohoynon;

IMBaviy artiohdynon ITéte Bswpeitor ., . ,
, X Iote yiverar «dmonTn»/0cag
€PY0O0TN owaroroynuévn
. . . sival oyetikn pe ™ 0éon ko emikoAgiton “gpmelpia’ ympl
[Mpobvmnpecio/epneipio rETUeT | , e , ’M P X, Ple
AmOdEKVOETOL oTolyela 1| EMAEKTIKA

[Ipocdvro/mioTomomcelg

oeTilOVTOL LIE ATOUTIOELS TNG

dev oyetifovTol OVCIICTIKA LE TO

0éomng Koo KovTa
AndS06 VILAPYOLY GOPT) KPLTHPLoL Koit adploteg kpioelg (“Ouvapukodcn’”,
L Tekunpioon “ropralerl”)

This Project is co-funded by the European Union

FAIR PAY - Eyxepidio Exnaideuong yia Epyalopévoug




FAIR ~.J..'1.'1.'1."."Ji.'1.'!."..' ' PAY

Evfv/pohoc éxet Kon:()fypa(pai 81,(x(p0p81:u<() omv npd&rn ot 81)91’)\/8@’ ai\iou deg,
eminedo evBHVNg OALG «oTOL YOPTLA» Ol
SovBikec epyaoioc Dndp)(fll TPOLYLLATIKT 810f(popd xpﬁmuonowiw,t g TPOGYM %L(X
(.. Papdiec, emukvouvotnTa) YOPIC TPAYUATIKT d10popOTOinoN
¥ Tpiyopog Kovovag ablohéynong
Av woyvet... Tore...
Ot Béoe1g etvan cvykpioles kot 1 Stoeopd dev Yrdpyetr €voeiEn ot n dtopopd ypnlet
e€nyeiton pe capn kprripo TEPOULTEP® OLEPEHVNONG
H dwpopd pmopet vo umv givon emapkadg
Yrbpyet artioAdynom, aAld dev gival petpnoun M SIKALOAOYNIEVN Kot ¥peLAleTan TEPUITEP®
dev gpapuoletal og 6Aovg/eg dtepevvnon
H attioldynon elvat Goeng, TeKUnpLopévn Kot H dwopopd elvar mBovotepo va givan
epapuoletar e GLVETELDL SuaoAoynpévn

Av, peTd To TOPUTAV®, 1) OPOPA TTaPApEVEL oveENYNTY, TO €ndueEvo AoYKO Prua elvan va (ntoete
entonua TG oyeTikég mAnpoeopieg (PA. 9.3), wote 1 depgvvnon va Poaciotel og dedopéva Kot Oyl o€
VTOOEGELG.

9.3 [1®Og vo S TVTAGETE EMIGNNO GITNNA TANPOPOPONS

H dwotdmmon evog emionpov atipatog aIAnpo@dpnong amoterel Oepity kot VO GoKNoT| SIKOIDOUOTOG
070 TAOiG10 TNG UIGHOAOYIKNG SLOPAVELNG. XTOXOG TOV OUTHKOTOG OV €lvar 1 avTimapddeon, aAld 1
OTOKTNOT 6aPOVS KOl TEKUNPIOUEVIG EVIUEPMONG, MOTE Vo, aEloA0yN Ol av veioToTon 1) Oyt pioboloyikn
avieoTNTOa.

H gumepio deiyver 011 éva kadd Sotvmopévo aitnuo av&dvel onuavtikd vy mhavotnto vo. AdPete
OVLGLOCTIKT KO TANPT) OTAVINGT).

[Tpwv cvvtaete to attnpa eAéyEre Ot
v 'Eyete mpocdiopicel 11 akpipdg 0éhete va pabete (kpunplo; péoeg apolPés; PBabuida; Aoyo
SPopacg;).

v 'Eyete eketdoet av vndpyel ecwtepikn dwadikacio vrofoing artnuatov (t.y. péom HR).

QY
.

KE@I WHEN “SEGE
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v Altondvete 1o oitnuo pe TPOTO GVYKEKPIUEVO KOl GAQN.

- Baowa otovyeia evog 60T SLOTVTOREVOL LTI RATOG

X1ovyeio T va weprhappaver
Avopopd 610 dtkaimplo ZOvtoun avaeopd 6to dikaimpo LioBorloyikng Stopavelog
YVUYKEKPYEVO OVTIKEILEVO T axppog Intdte (Oxt yeviKo “Oéhm evnuépwon’™)
[Tedio ovyKplong ‘1o epyacia N epyacia tong a&iog
Mope1| TANpoeOpMNoNG Avavopo Kot GUYKEVTPOTIKA oTotyEin
"Hmiog t6vog ‘Epgpoon oty evnuépmaon kKot 6Tov Sthoyo

"l EvOeIKTIKO v7téderypa o1 tOTmong
Ofuo: Altnuo TAnpoedpnonc 610 TA0iclo eHoAOYIKNC Sa@AVELNC

A&wtem ...,

210 TA{G10 TOV OKALONOTOS L0V Y1 TPOGPUCT 0 TANPOPOPIES GYETIKA e TIG apolBég, Oa Beha va
Nto® evnUEP®ON GYETIKA ULE:
o ta kpnpla Bdoet Tov onoimv kabopiletar n apoPn g B¢ong pov,
o 1 woboroywkr Pabuida 1 to €0pog 6To onoio evidoceton 1 BEom pov,
O GLYKEVIPMTIKA KO OVAOVV LA CTOXELN Y10l TIG LEGEG AUOPEC pYalopéEVmVY TOL EKTEAOVY TNV 1510
epyaoia N epyacia iong a&iog, dtoywpiopéva ové OAO.

To aitnuo vToPAALETOL e GKOTO TNV KAAVTEPT KOTAVONGT| TOL TAUIGIOV OUOPOV Kot TG O1adIKOGToG
cBoroykng eEEMENG.

FAIR PAY - Eyxepidio Exnaideuong yia Epyalopévoug

Evyapioto ek Tov mpotépmv yia TNV EVNUEP®OT).

- [log va To mpocappdcete ava nepintoon
AV Q£LETE VO OLEPEVVIOETE. .. Mmnopeite va mpocOéoere...

«[Toapaxor®d dtevkpviote TOG eQoproloviot To KpLTnpLo
TPOVTNPESTAG/ ATOS00TG GTNV TEPIMTWGN LOV.»
«ITowa gfvor ToL OVTIKEEVIKG KPLTHPLoL 0ELOAOYNONG Yo TN
YOPYNON HETAPANTOV ATOSOYDV;»
[Ipoaywyn «ITow gtvor To TOVTTUKG KPLTAPLL Kot 1 Stodikacion ETA0YNG

Awpopd Bactkod pucboh

Alopopd og PTdVOLG

KE©@I WHEN *SEGE

EQUITY- +CHANGE
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’ ‘ Yo TN GLYKEKPLULEVT Pabuida;»

Inpavtikés vrevlopioelg T kaver éva aitnpo amroTELECRATIKO;

e Agv amatteiton vo amodeiete didkpion yio
Vo, VToPaleTE aiTnuoL. v Eivat cogpég

e Agv ypeldleTar va ETIKAAESTEITE GVYKPOLON v Etvor cuykexpuuévo

1 mapapioon. v Avagépetal og cuykpioiueg Béoeig
® To aitnua pmopei va yivel oTOpKE 1 pEcm v Zn16 avOVOIO/GUYKEVTPOTIKG,
EKTTPOCOTOV £PYULOUEVOV. otouyeia
e H vrmopoAn tov autruatog dev pmopei vor v Awrnpei enoyyeApoTiKo TOVOo

AmOTELEGEL AOYO OLGUEVOVS HETAYEIPLONG.

9.4 Iloweg emAoyég £ETE AV 1] ATAVTN O OEV EIVUL ETOPKNG

H Myn eAumodg, aco@odg N Un TEKUNPLOUEVNC amdvinong dev onuaivel 6Tt 10 dikaiopd cog
eEavtinOnke. H dwadikacio ¢ pioboroyikng dtapdavelog eivar dtohoyiky Kot TpoPAémel duvatdtnto
emove&ETaongs, S1EVKPIVICEDY KOl — EPOCOV YPELNCTEL — OEGLUKNG TPOGPVYNC.

[Mopakdto Tapovstaletal £vo TPAKTIKO TAOIGIO EMAOYADV, LE KAUOK®OTY TPOGEYYIoT).

- KMpokoty tpocéyyion evepyeidv

FAIR PAY - Eyxepidio Exnaideuong yia Epyalopévoug

X1dowo T pmopeite va kavete Iléte gvosikvoTar
L ZNTNOTE GUYKEKPIUEVEC OLEVKPIVIGEL Ortav n amdvtnon ivol
1. Arevkpviotikd aitnpo ,Tl N ! p%i ° , P > Tl . non
1 CUUTANPOUATIKO GTOLYELL YEVIKN N adpLoTn
2. EravomoBoAn péow Amevbuvieite og ekmTpOc®MTO Orav ypetdleton Beopkn
EKTTPOCGHOTOV epyoalopévov/copateio dTvTOON

Xpnoiponomote TpoPAETOUEVO

’() r
unyoviopd (HR, emrpony| oot tag, TaV 1 EMLYEIPNON

3. Ecotepikn dwdikacio

emihvong ) dwbéTel oyeTIKO TANIG10
Otav n andvinon

4. E€wtepcn| Znmote Kabodnynon and appddo TOPAUEVEL ACAPNG 1] OEV

GLUPOVAELTIKT LTOGTNPIEN @opéa N vouikd copufovio elote PéParor/ec mmg va

aEloAoYNoETE TNV

KE@I WHEN *SEGE
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5. Ogopkn

KAToyYEMO/TPOGOUYN OKOGTIKY 000

[Ipocpuyn oe aprddia apyn M

Otav vrdpyovv
TEKUNPLOUEVES EVOEIEELG
napofPioong

- TYmor avemapkovg amavinong & evoederypév) avtiopaon

Av 1 aavinon givar... Evoéewktucn emdpevn kivnon

[ToAb yevikn («€tot elvan 1 ToATiKN) ZNTNOTE GLYKEKPLUEVO KPLTIPLL KOl EPOPLLOYN TOVG OTN

LLOG») OKT| 60¢ mepinTmon
Agv TepIAAPAVEL GUYKEVTPOTIKA YnrevOupiote pntd to dikaiopo tpoésfacng oe avmvoua
oTolyEln dedopéva
Emwcodeiton «epmoteutikdTToy yio , , , , ,
oo Zntote SlEvkpivion GE TL apOPA 1) TPOGTAGIN SESOUEVOV

KobBvotepet vrepforikd Znmote evNUEPMOT] Yol TO 6TAd0 enelepyaciog

Apveitor mAnpwc mapoyr| ctoryeinv ZNTGTE YPOTT OUTIOAOYNON TNG APVNONG

« ZNUOVTIKY] O1aKpLo)

KaOvotépnon

Apvnon

Mmnopet va opeidetar o€ opyavOTIKOVS AGYOVGS

Yuviotd coPapdtepo {RTnua

Avtipetonileton pe vrevOvon

Amautel mo Oeopukn avtiopoaon

Agv onuaivel avtopdtmg topafioon

Evdéyetar va cuviotd mopafiocn Stkaudpotog

Moot Ocopkoi pnyavicpoi propei va givan
owBéopor;

Baoua apyn

FAIR PAY - Eyxepidio Exnaideuong yia Epyalopévoug

Avéroya pe v mepintwon, propel va
angvOuvoeite:

H avtidpaon npénet va eivat:

® 3¢ ekmpoo®dTovs epYaloUEVOV M
ocopateio

e >V appoorwe Embsmpnon Epyaciog

e Xtov Xuvnyopo tov IToAit (Bépata iong
petoyeipiong)

® X O1KOOTIKN 000

v Ztodlokn
o Texunpuopévn
e 'Hpeun Kot emoryyeAloTiKn

e Boaoiouévn oe cuykekpiuéva 0edouéva

H emoyn e&optdrot amd ™ cofapotnta g

H picBoloywn dapdveta dev emdunret

KEQO| WHEN

¢ SEGE
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TEPIMTOONG KOl TO EMIMEDO TEKUNPIOOTG.

GVYKPOLGT], AL S10pOOGT KOl ATOKATAGTAOT)
166TNT0C. 26TOG0, OTAV TO SIKAIDOUATO OEV
yivovtot ogfaoctd, vrdpyovv unyovicpot
TPOCTUGIOS TOV EVEPYOTOLOVVTAL.

9.5 Mnyavicpoi ava@opdag, emilvong o1e@op®dv & TPoceLYNg

Ortav, petd and aitnuo TANPoEOHPNONG Kot EOTEPIKO d1dA0Y0, e&akoAovBodv va vdpyovv cofapés kot
TEKUNPLOUEVES eVOELLelS HioBoloykng avicotntag, o epyalopevog N N epyalouevn €xel otn dudbeon
TOV/TNG BEGIKOVS UNYAVIGLOVG aVAPOPAS KOt TPOGTOGIOLG.
H emthoyn tov KatdAiniov punyoviopov e&aptdtot amo:

e 70 0TAd10 610 omoio PpiokeTon 1 VIOOeDN,

e 11 coPapdtnTo TS TEPITTMONG,

e 1 5100EGIHOTNTO ECOTEPIKDV SAIIKAGUDV,

e oV Babud tekunpioonc.

[Mopakdtom Tapovctaletal £Vog GUYKEVIPOTIKOG «YAPTNG EMAOYADV.

+ Al0OPOPES UVTIUETOTIONG
Erinedo Mnyoaviepog Iléte evocikvoTon Thv pmopel va emtvyer
Eooteptcd HR/ A}oim’]cn / Ortav I)TI:('IpX%fl neplldplo Avrsmcpwicss’tg,
Emupony| Iodmrog Staddyov emaveEETaoN amOPAcS
Exrtod
Swtorws | coratoubeon/ | O/ ORI ampl | Ou réyfon
Xopoateio P P H H non
() ) Bovn]
, Embedpnon v ?nap et ow’n "Eleyyog kot cvotoon
AloinTiko Eovasia nopafiocn epyatikng OLULOOOGE
pY S vopoEsing HHOPOOGTG
Ateoet
Apym Tong 2VVNIYopog TOL Orav tifeton {fTnpa lgzzl:;lzz ot
M { oAl oo AG OA
etayeiplong OATN 1KpLoNGg AOY® QUAOV S ——
Aot A?(oayn | npocscpu?m Ortav oma,trsn’m AWKOGTIKN ow(x?(vmpwn
EVAOTIOV OKOGTNPlOV deoEVTIKY Kpion Ko amolnpioon

TvwpoPrémer To eVpOTAIKO TAAICLO

KE@I WHEN *SEGE
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H Odnyia (EE) 2023/970 evioydet onpovtikd Ty Tpoctacio Tov epyalopévev:
o [lpoPiénet mpoOGPacn oe AMOTEAEGHATIKG LEGO EVVOUNG TPOCTAGIOG.
e Awc@arilel 01t t0 Papog amddelEng petatifetar otov/otnv gpyoddtn/Tpla dtav vadpyovv
enopkelc evoei&elg d1dupiong.
o [Ipofiénet dwkaiopa amolnpiowong oe mepintmon mapoPioong g apyns g iong apopng.

e Amayopevel pntd to avtinowo Kotd epyalotEvav Tov ackoDV T SIKULDLATO TOVG.

- llog va emAié€eTe T 0MOTI Srodpoun

Av... Tote gvdcikvotar...
Oélete devkpivion 1| emaveEétoon Ecwtepikdc 61dAoyog
Yrdpyet culroykd {fTnpa [Mopéppaocn ekmpocmTmV
Ymapyet Gpvnon mopoyns otoryeimv ALOTKNTIKN TPOCOLYN
Yrdpyel Goeng Kot TEKUNPLOUEVT JAKPIoT Noptkr} cupovAr kot Thovn SIKaoTiKn 006G

« ZNpavtikég vevhopiceis

e H mpocpuyn og unyoviopnd avoaeopds dev GNUAivEL OTopaiTnTo GLYKPOVCT).
e H otadwokm kot texunplopévn tpocsyyion evicyvet v a&lomotia tng vwoddeong.
e H mpoctacia and avtimowva 1oyvel Kab’ OAN TN dtdpKELL TNG S1OIKAGTIOGC.

e Ot unyovicpoi Propovv vo AEITOVPYNGOVY GUUTANPOUATIKA (TT.). dlepesorafnon tpv and
OIKOAGTIKY] TPOCOUYY)).

FAIR PAY - Eyxepidio Exnaideuong yia Epyalopévoug

- Kevtpkoé pijvopa
H pieBoroyum drapdvela dev elvar povo dikaiopo tpdsPaocng oe mAnpopopies. Eivar éva
OAOKANPOUEVO GUGTNLA TPOGTAGIOG TOV TPOPAETEL dradikacieg o1OpOBmaong dtav 1 apyn ™ iong
apopng mapafraletar.
H yvdon tov Staféciumv pnyovicpmv evioydel T duvatdtto TV €pYalopévav vo Kivnovy pe
AoQAAELDL, YUYPOLi0 KOl TEKUNPIOCT.

KE®AAAIO 10 — Xvppetox epyalopévov o€ ToMTIKES iong apoPig

YKOmOGg EVOTNTOG
To mapdv Kepdrato amookomel va avadei&el Tov evepyd poOAO TOL UTOPOVV Vo, SAOPAUATIGOVY Ol
epyalouevol kol ot epyalOUEVES GTN SLOUOPP®OT), EQAPLOYN KOl TOPOKOAOVONGT TOMTIKOV 1ong
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apopng. H psboroykn drapdvela dev amotedel pdvo vmoypemon TV £pyodoT®mV, dALd Kol edio
CUUUETOYNG KOl GUVOLLUOPP®ONG. XTOY0C £lvar va Katadey el Tdg 1 evepyn cvppetoyn copuPaiiet
o PLociun TpdANYN AVIGOTHTOV Kot 6T dnpovpyia dikatov epyactokod TeptBaAlovTog.

MoOnocwkda awoterioporta
Ot avayvmoTpleg Kot ot avayvadoTes B pmopovv:

® V0 KOTOVOOUV TOV pOLO TOVG GTI OLOUOPP®GT) KOVATOVPAG SLOPAVELQGS,
® vo avayvopilovy SuVaTOTNTEG GLUIETOYNG O€ Ol0dKaoiEg dafovAgvong,
® vo cuuPdArovy tekunplopéva og cuotnaTa aSloAdynong Bécewy,

e vo avTiAapPavovtotl T obvoeon peTasy iomg apolPng kot iong tpdsPaocng oe ekmaidgvon Kot
avamtuén degloTtwv.

H picBoroywn wwotnta dev daceariletar povo péca amd eAEYXOVGS, OUOTKACTIKEG PLOUIGELS 1) €K TV
VoTépoV  dlophmTikég mapeufdacelc. Amotedel pio Svvopikn  dadkacio Tov  omoutel  dtopkn
TapoaKolovOn o, avorytd S1ahoyo Kal cuveX PEATIOON TOV TPAKTIK®OV Kot epyareinv a&loddynong.

H evepyn ovppetoyn tov epyalopévev coppdiiel kaboplotikd otn Sopaveln, GTOV £YKOLPO EVIOTIGLO
TOUVOV OTOKAIGEDY KOl GTNV EVIGYVOT LG KOLATOVPOG A0Y0d0G10G KOl EUTIGTOGVVIG,.

To mopdv KEPAAOMO OVOIEIKVIEL TOV TPOANTTIKO KOl GLVEPYUTIKO YOPOKTNPO NG {omg apoprg,
vroypappilovtag 0t M emitevén g pHioBoloyikng odtrog amotelel GLALOYIKN €vBVUVT Kot Oyl
OTTOKAEIGTIKA OEGUIKT) 1] SLOELPIGTIKT] VITOYPEMOT).

10.1 O porog TV epyalopévav 61N SLOPAVELL

H pieBoroyum drapdvela dev eEaptdtan ovo omd Tig ToMTIKEG Tov e@apUOlet pa entyeipnomn, aAld Kot
oo 10 KAt OGO o1 epyaldpevor kot ot epyaldpeveg yvopilovy o SIKoOMUOTE TOVG Kot T0 0500100V
LLE TEKUMNPLOUEVO TPOTO.

O pérog TV epyalopévav ot dapdvela Eekivd amd ) yvoon. Otav Evag epyaldpevog f pia epyalduevn
katavoel ta factkd otoryeion Tov emnpedlovy ™V apoPn Tov/Tng, OTMSG Ta Kprtnplo. Kabopiopol g
apopng, m dwdkacio VENCE®V KOl TO. KPLTHPLO TPOUy®wy®V, umopel va a&lodoyel KaADTEPO av Ol
GYETIKEC OMOPAGELS elvol Gaelg Kot GuvenEeis.

H yvoon oavt Aettovpyel mpoinmtikd. Bonbad va evromilovion €ykoipo acAQEES, VO LEWDVOVTOL Ol
TOPEPUNVEIEG KOl VO EVIGYVETOL O OVGIUGTIKOS O1BA0YOG GTO £PYUCLOKO TEPPAALOV.

WY
KEO| WHEN ¥ SEGE
’ A)
e EQUITY - EMPOWERMENT - CHANGE racraintuns

NTPQ PSTHON FIA GENATA LOTIIAT ' o
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H ovuPorn tov epyalopévov dev onuaivel avtimapdbeor. EnUoivel GUUUETOYN HE €VNUEP®OMN,
EPMTNUATO KO TEKUNPLOUEVT] KATAVONGT] TOV TAOS AEITOLPYOVV Ol GOOAOYIKES dladikacies. Me avtov
TOV TPOTO, 1| SLOPAVELL EVIGYVETOL GTNV TPAEN KOt OEV TOPAUEVEL LOVO TUTTIKN VIOYPEWGT).

- Xke@reite: ['vopilete mowa ivar ta Bacikd kprrnpro mov ennpedlovv v apotPn Kot v eEEMEN cog
GTOV 0PYOVIGUO GOG;

10.2 Xopperoyn o€ emTponég 1] drofovievoeirg

2 OPIOUEVEG EMYEIPNOELS, 101 G€ LEYOADTEPOVG OPYAVIGLOVG, 1 GOOAOYIKT SLOPAVELN GUVOEETAL KOl
LE O OPYOUVOUEVEG LOPPEG DOAOYOV, OTMG EMITPOTEG TPOCHOTIKOD, EMTPOTEG 10OTNTOC 1| SLUOIKOGIES
dtofovAevong e EKTPOCHOTOVG EPYALOUEVOV.

H ocvppetoyn og této1eg drodikacieg dev apopd Lovo Becpikovg porlovs. Akoun kot étav ot epyalopevol
Kot ot gpyalOUEVES OEV GULUUETEXOLV QUECOH GE EMTPOMES, UMOPOVV v GLUBAAAOLV pECH TMV
EKTTPOCHOTOV TOVG, OETOVTOG EPMTNUATO, UETAPEPOVTOG EUTEPIEC 1| AVAOEKVVOVTOS CNTHHOTO TTOV
oyetiovtar pe ™ picboroyikn dapdvela Kot v ion petayeipion.

Ot dwdkacieg ovTég emtpémovy T cu{nTNnon BepdTmV IOV VIEPPAIVOVY TNV ATOLIKT TEPITTMOT|, OTMG:
® 1) EPUPUOYN TOV KPLTNPIOV apolP1,
® 1] GLVETELD OTIC VENCELS KOt TIG TPOOYMYEG,
e 1 Vmapén mOavoOV HOTIPOV aviIcOHTNTOC.

H ovppetoyn, dpeon v éupeon, cvpuPdirel oto va gvromilovror {NTMUHOTO GE TPOYLO GTASO0 Kot Vo,
avalnTovvtal AGELS 6 GLALOYIKO EMimedo, TPV eEeALYBOVV GE ATOUIKES O10POPEG 1) GUYKPOVGELS.

Agv amotteiton eEEIOIKEVIEVT] YVMDOT Y10 VO GUUUETAGYEL Kavelg og avtr T dadikacio. H ovclootiky
ocvupor Bacileton oy gumelpio TG KOOMUEPIVIG EPYOCING KO GTNV KOTOVON OGN T®V PACIKOV 0py®V
Uo00A0YIKNG SLOPAVELNG.

- Xke@rteite: Ymapyelr omv emyeipnon ocog tpdémog vo ekepdlovior cvAloywd {ntipato wov
oyetilovron pe TG apoBéc | v eE€EMEN;
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10.3 Il propeite va copfariete ot dikon arotipnon 0éocemv

H dikam omotipnon tov 0éccmv epyaciog O0ev elval HOVO OMOTEAEGUA TLTIKMOV OLOUOKOCIOV 1)
cvotpdtov aglohdynong. Enmpedletor kot and 10 KoTd 1060 01 TANPOPOPIES TOV YPTGLLOTOLOVVTOL Y10,
NV mePLypaen Kot v aSloAdynon tov Bécemv etvar mANPELS, caPelg Kot avTavakAOUV TNV TPOYLOTIKY
gpyacia.

Ot epyalopevor kat ot gpyaldpueveg pmopovv va, GLUBUAAOVY OVGLAGTIKA GE VT TN dladIKAGio, Kupiwg
HEG® TNG KOO UEPIVIG TOVS epmelpiag.

v npdén, avtd pmopet vo onpaivet:

v va meptypdeovy pe capnveto ta kabnkovta Kot Tig evfhveg g 0£omg Toug, 18img OTa avTd EYoVV
eEehybel 1 drevpuvbet pe v TEPodo Tov YPoVov,

v va emonuoaivoov de€lotnteg M amouthoelg mov dev givan dupeca opatég (). GLVTOVICUOC,
dwyeipron migong, evBHVT Yo Kpioieg AmoPAcELS),

v va (ntodv devkpvicelg otav 1 katdtaén g 0£ong tovg N ta kpiripla aloddynong dev gival
cagn,

v Vo GUUUETEXOVY, OTIOV LTLAPYEL SLVATOTNTO, 6 dAdIKAGIES avadedpnong Teptypap®v OEcemv 1
cvotudtev aSloAdynonge.

H ocvpPoin avt ivar onpovtiky, yroti ToAAES avicdTnTEG OV TPOKLITOVY OO AUECT] dLOPOPOTOINGT
apopav, oAAG amd To TMOG omoTidtal 1 10 n gpyacio. Otav ctoyeio g epyaciog Tapapuévouy
«OOPOTOY 1) VITOEKTILAOVTAL, EMNpedleTal EPUESH Kol 1 oBoroyikn Katdtaén g 0€omng.

H evepyn kot texpnplopévn coppetoyn Ponda dote n amotipnon va PacileTol o€ mpoyLoTikd dE00UEVOL
Kol Ol G€ YEVIKEG EVIVTTMGELG 1 TAYLOUEVES OVTIANYELS Y10 OPIOUEVOVG POAOVG,.

- Xkegteite: H neprypan| g 0éong cag avtavakid Tpoyuatikd 6o 660 KAVETE 6TV KoOnuepivn
gpyacio 6og;

10.4 Ton npéoPaon o€ ekmaidcvon & avantoén ocfrotitov (upskilling/reskilling)

H npdoPaom oe evkarpieg exkmaidevong kot avamtuéng deE10TTOV GLUVOEETL AUESO LLE TN HIGOOAOYIKY
eEEMEN. Néeg de&otteg, e&etdikevon Kot epmepio. LTopovV vo, Epedoovy v Katdtaln pag 8€ong,
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TIG TPOOTTIKES TPOOYWYNG KO, TEAIKA, TO EMITESO QpOP1G.

IMa tov Ad0yo avtd, gival oNUOVTIKO 01 GYETIKEG EVKAPIEG VO TapPEXOVTL e capn Kot dikato Tpomo. Otav
N npdcPaocn o€ TPOYPAULOTH KATAPTIoNG, mentoring 1 avantuéng dev PacileTor oe dopavn KpLTipla,
VILAPYEL KIVOLVOG VoL dNULOVPYOVVTOL 1] VO EVIGYVOVTOL OVIGOTNTES GTNV EMAYYEALATIKY EEMEN.

O epyalopevot kot ot epyalOpeves Hmopovv vo GLUBAAAOVY GTNV EVIGYLGT TNG 1GOTNTAG KOl GE QVTO TO
1ed10, TOPATNPOVTOS Kol AELOAOYDVTOS TAS KOTAVELOVTOL Ol EVKOPIES AVATTVENG.

v Tpdén, owtd pUmopel vo onpaivet:
e vo (NTovV evUEP®ON Yia T S100EGILO TPOYPAUUATO EKTOIOEVOTG KO TO KPLTHPLO. GUUUETOYNS,
® va e£eTalovV av 01 EVKUPIEG AVTES AVOKOIVMVOVTOL LE GOPT| Kot TPOcPacipo Tpdmo,

® V0o Eemonpaivouy mepmTMOoEl; O6mov 1 mpdoPacn aivetoar vo meplopileton yopic coen
attoAdynon,

® V0 Ol1EKOIKOVV TN GLULETOYT TOVS GE OPAGELS TOV oyeTilovton pe v eEEMEN g BEomng Tovg,.

H ion mpdoPaomn oy avantuén de€lottwv dev amoterel povo CRTuo emayyeApotikng eEEMENG, aAld
ka1 Pacikn TpotimdOeon yia ) S106QPAAGT GOV EVKAUPIOY 6TV opoPT.

- Xkegteite: Ot gukaipieg exmaidosvong oty enyeipnon oag eivar StoBEGIIEG e GOEN Kot dtopovn
TPOTO G OAOLG KOl OAEC;

.
K]
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KE®AAAIO 11 — T'hooodpt Bacik®v 6pov

To moapdv YAwoodpt cuyKevip®VeL Pacikodg OPOLE TOL YPNGLOTOOVVTOL 6TO £Yepidto. Ot opiopol
OTOGKOTTOVV GTNV KATOVONGT TOV EVVOLOV 6TO TAAIGLO0 TG MGBO0A0YIKN G dtapdvelag Kot Tng tong apoPng
v gpyacia iong a&iog.

Baowoi 6por Enre€nynon

Apeon peBoroywki) owakpron | Ilepintwon katd v omola évag epyaldpevoc M plo epyaldpevn
Aappdver younAdtepn apopn and GAAo TpOS®MTO TOV EKTEAEL TNV
dw epyacia N epyacio iong a&log, Kot 1 S1Popd GLVOEETAL AUEGH
LLE TO VA0, YOPIG OVTIKELLEVIKT] KOl OVOETEPT] OLTIOAOYNON).

«Amo KooV ofoldynon» | Awdikocio mov evepyomoleiton Otav dramioT®veTol HoHoAoyKO
(Joint Pay Assessment) xéopo ave tov 5% petald yuvakov Kol avopmv og Kotnyopio
epyalopévav mov ektelolv 1010 epyacia 1 epyacia iong aglog Kot
N dpopd dev umopet va dukatoAoynOel. [paypoatomoteiton amd tov
€PY000TN GE CLVEPYUGIN LLE TOVG EKTPOCHTOVS TOV EPYALOUEV®V.

A&olroynon Béocomv epyoaciog | Zvotnuotikn owdikacio amotiunong g a&lag pwg B€omg
epyaciag pe Pdorn mpokabopiopéva kprtipla, OnmMg SeE1OTNTEC,
evbvvn, Tpoomdbelo kol cuvOnKeg epyaciag, Pe oTdYo TN dlKoun
katataln oe proboroyucéc fabuioes.

"Eppeon owdxpion [Ipoxbdmtel 6tav Evag QovopeVikd 0VOETEPOS KAVOVOC, TPOKTIKT| N
Kputnplo  odnyel, omv mpdaln, o€ OLoUEVH emmT®OT Yo
epyalopevoug 1M epyalopeveg evog @OAOL, Ywpig va vEAPYEL
OVTIKEYLEVIKT] KOl OVOAOYIKN OLTIOAOYNOM).
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Epyoocia iong a&iog

Epyocio mov, ov Kot Sopépel ™G TPOG TO OVTIKEIUEVO, EXEL
ovykpioyn oo Ootav afloAoyeitor pe PAon  aVTIKEWEVIKA
KPUTplo, OGS Ol amaLTOVUEVEG 0eE10TNTES, TO emimedo evBHVNC, N
npoontadeio Kot ot GuvONKes epyaciog.

"Iowa epyocia

Epyosio pe ovcwuotikd Opoto kabnkovto, oappodldtTnTeg Kot
amothoEls, aveEaptnta and tov titho g BEomne.

Ton apopn yw gpyacia iong
aélog

OepeMdING apyN TOL EVPOTAIKOV Kot E0VIKOV d1KaiovL GOUPOVA
pe v omoia Gvopeg Kol YuvaiKeS TOL €KTEAOVV {010 epyacio 1
epyaoia iong alog mpémelt va Aapupdvovv ion apoifn, ywpig
dtoKpicelg Aoy evAov.

MuioOoroyikn BaBpidoa

Komyopia katdraéng 0écemv gpyaciag oe Eva chouo apoPov,
pe Béon v amotipdpevn aéia tovg. Kébe Babuida avtictoryel o
GLYKEKPLUEVO EVPOC OO0 DV.

MicOoroyikn dwe@davera

2HVOA0  KOVOVOV KOl TPOKTIKGOV 7OV  doc@aAilovv 6Tt ot
epyalopevol kot ot epyalopeves £xovv TPOGRACT 6€ TANPOPOPIES
OYETIKA LE T KPLTPLoL KOOOPIGHOV TV apotPav, Tig pioboloyukég
Babuideg kot T pécEG amodoyES avd Kotnyopio BEong Kot eOA0

MuioOoroyiké ybopoa petalv
PUA®V

H dweopd o100 péco eminedo apopaov petad yovoukov kot
avopaVv, 1 omoia pmopel vor opeileTol G€ SAPOPOVS TOPAYOVTEG,
CUUTEPIAOUPAVOUEVOV AUECOV 1] ELUECOV JLOKPICEDV.

Ovdétepa wg mpog To POAO
KprTipra

Kpimpua a&ohdynong mov dev Poacilovtal 6€ GTEPEOTLTIKEG
OVTUMYELS Yl To. QUL KOl €QopuoOlovTol HE GULVETEWD Kol
OVTIKELEVIKOTNTO GE OAOVG Kot OAES TOVG EPYOLOUEVOLG.

IIpootacio and avrirowva

Awoiopo tov  gpyalopévev  vo  pnv  veictoviol  QUGUEVH
petayeipion Adym AGKNONG TOV OIKOIOUATOV TOVG GYETIKA LE TN
picBoroyikn dtapdvela 1 TNV Kotoyyerio mOavig odkpiong.

Xovotnpo Tagwvopunong

0éocov gpyaciog

Aopmuévo mhaicto kotnyoplomoinong Bécewv pe Paon Vv
amotipdpevn afle tovg, TO Omoio ypnolomolEiTal Y TN
Sopodpemon piohoroyik®dv Pabpidwy kot T S1GPAAGT) GUVETELNG
OTIG apOPEC.

Texkpnpropévny poBolroyukn

owQopd

Awpopd apopng mov Paciletor 6€ capt), LETPNCLO KOl OVIETEPQ
®G TPOG TO VA0 KPLTNPLa, TO OTToi0 EPOUPUOLOVTaL [Le GLUVETELD KO
pmopovv vo e€nynbodv pe dtapdvela.
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KE®AAAIO 12 — IInyég & emmiéov vAIKO

To mopdv kepdiao cvykevipmvel Pactkéc myég kol epyolrein mov oyetiCovior pe TN cHoAoyikn
dwpdveln kKo v opyn ™S long apoPng yw epyoasio iong adioc. Ov mnyég avTéc pmopovv va
a&lomomBovv yuo tepartépm evnuépwon, ppddovon 1 vrostpiEn.

12.1 Evponaikn vopoBeoia

e Oodnyia (EE) 2023/970
Odnyia tov Evponaikov KowvofovAiov kot tov ZupfovAiov yio v evioyuon e EpapUoyns TG opyns
g {ong apoPnc yio avopeg kat yovaikes yia ion epyacio 1| epyasio iong a&iog péow g MoBoAoyIKNg
SLOPAVELNG KO UNYOVIGUAOV ETPOANG.

e ApOpo 157 Tng ZovOnqkng Yo T Agrrovpyia s Evponaikig ' Evoong (EAEE)
Oeomilel v apyn ™G long apoPng yio dvopeg Kot YOVOITKEC.

o Xaptmec Ogpeodv Aikatopdtov s Evponaikig Evoong, apdpo 23
Koatoyvpovel v 160t ta peta&h yovorkav kot ovopdv 6e GAOVS TOVG TOEIS, cuUTEPILOUBOVOUEVIG TNG
OToGYOANOTG.

H ebvikn vopobeoia mov Oa evoopatdcst v Odnyia (EE) 2023/970 6o e&edikedoel mepottépm ta
KOO UATO KO TIG VITOYPEMCELG TTOL OVAPEPOVTOL GTO TOPHV EYYEPIOL0.

12.2 Odnyoi & epyareio (EIGE, ILO k.d.)

e EIGE - European Institute for Gender Equality (https://eige.europa.eu/)
Epyoieio kou peréteg oyetikd pe 10 €puouio poBoroyikd ydopa, v aSoddynon Béoccmv epyaciog
0VLOETEPT MG TTPOG TO PVAO KO TIG TOATIKES 1GOTNTOG.

e |LO - International Labour Organization (https://www.ilo.org/)
KoatevBuvtipieg 0dnyieg kot 61e0vi| mpdtuma yio tnv ion apoPn kot v eEdietyn tov dtokpicewv otV
gpyacia.

nnnnnnn
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e Evpornaikny Emrpom) — Gender Equality & Pay Transparency

(https://commission.europa.eu/strategy-and-policy/policies/justice-and-fundamental-
rights/gender-equality/equal-pay/gender-pay-gap-situation-eu el)

[TAnpogopieg yia v gpappoyn e Odomylog kot cvvageic moMrtikég g Evponaikng Evoong.

Ot tapamdvm opyavicHol TapEYovV ovOAVTIKE EpYOAELD, TOPASELYLOTO KOADY TPOUKTIKOV KOl EPEVVITIKA
dgdopéva Tov PUropovV va VITOGTNPIEOVY TNV KOTAVONOT KOl EPAPUOYN TNG LGOOAOYIKNG S1OPAVELDG.

12.3 Yo épyov FAIR PAY

>10 miaicio tov ‘Epyov FAIR PAY éyovv avamtuybel epyodeion kot odnyol mov vrootnpilovv v
KATovonon Kot EQpapRoyn g HoBoroyikng dtapdvelog oty eAANViK) tpaypatikdtta. Evosiktikd:

Exmadevtiko eyyepidno yia epyodoteg (Iapadotéo 3.1)
Exmadevtcod eyyepiono yia epyalopévoud/eg (Iapadotéo 3.2 — mapdv £yypopo)

Odyog Y v avamtuén kot epappoyn Xvotpatog Tagvounong kot A&ordynong Oécemv
Epyacioc ovdétepwv wg mpog to pOA0

Ody6g Yo T0 pichoroyikod yaouo
Aloteg eAéyyov o ) oBoroyikn| dtapdveto (avaroya pe To péyebog g emyeipnong)

Aloteg eléyyov yuo v tagvounon Kot aloddynon Bécewv epyaciog (avaroya pe to péyeboc g
emyeipnonc)

Exmondeuticd kot evnuepmTikd YAKSO Tov avortuydnke 6to mAaiclo Tov SpAcemv Tov £pyov.

G/EC
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Executive summary

The present Educational Manual for Employees has been developed in the
FAIR PAY project framework, which supports the application of the
Directive for the Pay Transparency and the promotion of equal pay for work
of equal worth. The manual provides practical guidance, tools and examples
for employees, aiming the strengthening of the awareness, the
transparency and the active participation in the procedure of achieving
salary equality. (It will be fully developed in the final text.)
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CHAPTER 1 - Introduction & context
1.1 Purpose and scope of the manual

This handbook is addressed to employees of Greek businesses, regardless of size (micro, small, medium
and large). It aims to support the understanding and practical use of the rights linked to pay transparency
and the principle of equal pay for work of equal value, as reinforced by the new European framework.

Payroll transparency is not just about policies or procedures implemented by the business. It is also about
whether employees can understand how their remuneration is determined, what criteria affect raises and
promotions, and how they can ask for information or clarification when something is not clear. In this
sense, the manual functions as an educational manual for empowerment and information.

The scope of the Handbook covers the employment relationship at all its stages: before recruitment, during
the selection process and after joining the organisation. It includes access to information, understanding
what "equal pay for work of equal value™ means, recognising possible forms of discrimination, as well as
the procedures and pathways available to address when inequality is suspected.

The handbook is informative and supportive. It does not replace legal advice or require familiarity with
legal terms. On the contrary, it attempts to translate the European framework into comprehensible
knowledge and practical steps, emphasizing evidence-based dialogue and the gradual, safe utilisation of
rights. At the same time, it considers that the possibilities and procedures may vary depending on the size
and organisation of the business.

This handbook is also educational in nature and is intended to be used in the context of training and
awareness-raising activities for workers. For this reason, it includes examples, practical tools and points
of concern that can support an experiential understanding of salary transparency issues.
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1.2 The FAIR PAY project

The FAIR PAY Project is implemented by the General Secretariat for Equality and Human Rights (GIAD)
as a coordinating body and partners the Research Center for Equality Issues (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) Program.

The main purpose of the FAIR PAY Project is to contribute to the elimination of the gender pay gap and
address its root causes, by promoting pay transparency based on the European Directive 2023/970, which
emphasizes the working environments of businesses. Specifically, the project aims to pilot the provisions
of the Directive, to identify its potential challenges before Greece puts into force, as it is obliged to, the
laws, regulations and administrative provisions required to comply with the Directive.

In particular, the Project seeks to achieve the following general objectives:

identifying/recording and sharing knowledge and good practices on pay transparency systems and tools,
developing guides, tools and checklists for assessing equal pay for equal work or work of equal value in
the same employer organisation, including the implementation of gender-neutral job assessment and
classification systems

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

raising awareness of the importance of pay transparency, highlighting the benefits of gender-neutral
working conditions and initiatives that promote gender equality for both employers and employees
Promoting friendly working environments for women and men to enhance gender equality in the Greek
labour market through consultation and knowledge sharing

highlighting the importance of pay transparency

FAIR PAY offers Greek businesses a safe space to prepare before the mandatory transposition of
Directive 2023/970. Through the piloting of tools, collaboration with international experts and the
involvement of social partners, the project allows businesses to test pay transparency methods in practice,
identify the challenges they face and develop processes that meet their needs and capabilities.

In this context, this guide serves as a training manual for workers, with the aim of understanding the rights
deriving from pay transparency and the principle of equal pay for work of equal value. It connects the
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European and national institutional framework with the daily work reality, providing explanations,
examples and tools that facilitate the informed exercise of rights and meaningful dialogue in the work
environment. In this way, FAIR PAY contributes to the enhancement of knowledge, transparency and
equality in the Greek labour market.

1.3 How to use the manual

This manual is designed to be used as both an information tool and an educational manual. It does not
require legal knowledge or specialization in human resources issues. It aims to explain in a clear and
understandable way what pay transparency means and how you can use the relevant rights in practice.

You can read the manual in two ways:
First, linearly, from start to finish, to gain an overall picture of the institutional framework, key concepts
and procedures related to equal pay for work of equal value.

Second, selectively, focusing on the sections that directly concern you. For example:

If you wish to request information on remuneration, you can refer to Chapters 4 and 9.

If you are concerned about promotion or raising, Chapter 6 is useful.

If you have signs of discrimination, Chapters 5 and 8 provide guidance for understanding and responding.

Tables, nested boxes, case examples, and self-checklists have been integrated to facilitate practical
implementation. They can be used as reflection tools before a discussion with the employer, before
submitting a request for information or before recourse to a competent body.

The Handbook does not replace legal advice or formal procedures provided for by law. However, it
provides a coherent framework of understanding, so that employees can move with greater safety,
knowledge and documentation. [1.1][1.2]

Its effective use requires an active attitude: information, careful reading of the relevant sections and, where
necessary, seeking further support. In this way, salary transparency is transformed from a theoretical
principle into a practical tool for empowerment.

1.4 The structure of the manual

The handbook is organized into thematic chapters that follow the logical course of an employment
relationship: from the basic understanding of rights to their practical exercise and the participation of
employees in equal pay policies.
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e Chapter 1 introduces the framework, purpose and how to use the manual.

e Chapter 2 presents the basic rights to pay transparency and who is protected by the new European
framework.

e Chapter 3 explains what "equal pay for work of equal value™ means and how the value of a
position is assessed based on objective and gender-neutral criteria.

e Chapter 4 analyses how the right of access to remuneration information is exercised in practice.

e Chapter 5 helps to identify direct and indirect discrimination, as well as systemic inequalities.

e Chapter 6 examines pay transparency before, during, and after hiring.

e Chapter 7 presents the concept of joint evaluation and what it means for employees.

e Chapter 8 breaks down rights in cases of retaliation.

e Chapter 9 serves as a practical step-by-step guide when inequality is suspected.

e Chapter 10 highlights the role of employees in shaping equal pay and transparency policies.

e The final chapters include a glossary of key terms and resources/additional material so that the
reader can dig deeper.

This structure allows both a gradual understanding of the institutional framework and direct access to
practical tools. Each chapter connects to the rest, creating a cohesive whole that supports informed and
evidence-based dialogue on equal pay.

CHAPTER 2 — Employee rights

Purpose of the section

This chapter aims to present the basic rights deriving from pay transparency and the principle of equal
pay for work of equal value. The aim is for employees to understand what their fundamental rights are,
who are covered by the European and national framework and what they can reasonably expect from
their employer, depending on the size and organization of the business.

Learning outcomes
Readers will be able to:
e recognise the basic rights of pay transparency,
e know who is protected by the institutional framework,
e understand when and when the relevant rights are activated,
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e to form realistic expectations regarding the obligations of the employer,

e understand the link between rights, transparency and equal treatment

Pay transparency is not just an administrative obligation of businesses. It is at the same time a set of rights
for workers, which enhance the possibility of understanding, control and informed dialogue around pay.

These rights do not presuppose a conflict or the existence of a termination. Instead, they are proactive:
they allow workers to know how their pay is determined, what criteria are applied and whether their
treatment is in line with the principle of equal pay for work of equal value.

2.1 The basic rights to pay transparency
Pay transparency introduces a framework in which employees can know how their pay is determined and

how it compares, in general, to other comparable positions. The basic rights deriving from the European
framework include:

1. Right to information before recruitment
Candidates have the right to know the starting level or range of remuneration corresponding to the
position, before the interview or before the start of trading. This provision strengthens the equal starting
point in the salary path and reduces the risk of arbitrary differentiations. At the same time, the
requirement to disclose the previous amount of remuneration is not allowed, so as not to reproduce past
inequalities.

2. Right of access to information in employment
Every worker has the right to request information on:
v" the criteria for determining remuneration,
v' the criteria for salary progression and promotions,
v’ the average levels of remuneration (in aggregated and anonymous form) for employees performing
the same work or work of equal value, with discrimination by gender.
This right can be exercised regardless of whether there is a suspicion of discrimination.

Under Directive (EU) 2023/970, Member States may exempt employers with fewer than 50 employees
from the obligations related to the availability of the salary progression criteria. This means that, in such
businesses, the relevant data may not be available in the same way as in larger organisations. However,
the right of workers to request and receive basic information on how their pay is set remains a fundamental
element of pay transparency.
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3. Right to protection against retaliation
The exercise of the rights to pay transparency cannot lead to unfavourable treatment. Employees are
protected from retaliation when they request information or participate in processes related to equal pay.

2.2 Who is protected and in which cases

Pay transparency and the principle of equal pay for work of equal value do not concern a specific category
of workers. The protective framework is widely applied and covers everyone who provides work to an
employer, regardless of the form or duration of employment.

Protection covers:
e full-time or part-time workers,
e persons with a fixed-term or indefinite contract,
e employees on a probationary period,
e people working with flexible forms of employment, if there is a dependent employment
relationship,
e candidates at the pre-recruitment stage (in terms of remuneration information rights).

Protection does not depend on the amount of remuneration, position in the hierarchy or length of service.
It applies to everyone, from entry-level positions to senior executives, if it is an employment relationship.

Protection is activated at every stage of the employment relationship:

e Before recruitment, when the candidate has the right to be informed about the pay range and is
protected from questions about previous remuneration.

e In the course of employment, when the worker requests information on the criteria for
remuneration, increases and promotions or on average pay levels in comparable positions.

e In the case of possible discrimination, when there are indications of direct or indirect unequal
treatment in terms of pay or advancement.

e Incase of participation in audit or investigation procedures, such as joint evaluation or lodging
a complaint.

|FAIR PAY - Training Manual for employees

Protection is not limited to the recognition of a right. It also includes:
e the right to exercise it without fear of reprisals,
e the possibility of recourse to reporting or dispute settlement mechanisms,
e the employer's obligation to justify salary differentiations with objective and gender-neutral

KE@| WHEN “SEGE

ANTROAMTNONTIKOINATAIOTAE.  EQUITY - EMPOWERMENT - CHANGE

This Project is co-funded by the European Union




AR T
{ [NIINTININI
. [IERRARNRRAN]

/ ) [RNERANININN]

criteria.

It is important to emphasize that the principle of equal pay does not apply only when there is an intention
to discriminate. It is sufficient to establish unequal treatment which cannot be objectively justified.

This broad coverage ensures that salary transparency is not a right "under conditions”, but a key element
of a fair and modern employment relationship.

2.3 What to expect from your employer (depending on the size of the business)
The implementation of salary transparency is not the same in all businesses. The size, organisational

structure and degree of standardisation of the procedures affect the way in which the relevant obligations
are implemented. However, the basic principle remains common: every employer must be able to explain
clearly and objectively how pay is set and how equal treatment is ensured. The differentiation is mainly
about the level of organisation and documentation, not the right itself.

In micro-enterprises

In micro-enterprises, processes are often less standardized and rely on direct communication and
informal practices. In this environment, it makes sense that there are no complex salary bracket systems
or written policies.
However, you can expect:

e aclear and understandable explanation of how your remuneration was determined,

e consistent application of the same criteria to similar positions,

e the possibility of dialogue and clarification when information is requested,

e documented justification in case of differentiation of remuneration or increase.
The absence of a formal system does not exempt from the obligation of equal treatment. Even in a small
organization, salary decisions must be based on objective and gender-neutral criteria.

Small and medium-sized enterprises (SMES)
In SMEs, it is more common to have basic job descriptions, simple salary grades or predetermined pay
ranges. Procedures may be more organized, but they do not reach the level of complexity of large
organizations.
In this context, you can expect:

e awritten or clearly worded description of duties,

e the existence of basic criteria for raises and promotions,

e the ability to provide aggregated data on average pay levels in comparable positions,

e more systematic performance evaluation process.
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Transparency here is not limited to oral explanations but is linked to specific procedures that can be
presented and justified.

\ In large companies

In large enterprises, due to their size and complexity, a higher degree of standardization is expected.
Often there are:

e anorganised job classification and evaluation system,

e detailed salary scales or steps,

e standardised performance appraisal procedures,

e aggregated pay data by position category and gender,

e channels for submitting information requests.
In such an environment, it is reasonable to expect a documented, structured and timely response to

requests related to pay transparency.

Regardless of size, there are basic expectations that apply everywhere:
e Wage differences must be explainable.
e The criteria must be objective and gender neutral.
e The exercise of rights cannot lead to retaliation.
e The information is provided with respect to the protection of personal data.

The difference, therefore, does not lie in whether salary transparency is applied, but in how it is organized
and documented. The right remains the same, only the way it is implemented changes.

CHAPTER 3 — What is meant by "equal pay for work of equal value™

Purpose of the section

This chapter aims to clarify the concept of 'equal pay for work of equal value' and to understand how
work is assessed and compared in the context of pay transparency. The aim is for employees to
understand when two positions are considered comparable, what criteria are used to assess their value
and when a salary difference can be considered justified or unjustified.

Learning outcomes
Readers will be able to:
e distinguish between 'same work' and ‘work of equal value',
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e understand the basic criteria for comparing jobs,
e recognise the role of job classification and evaluation systems,
e assess whether a pay gap is based on objective and neutral criteria,

e link the concept of the value of work with pay transparency.

The principle of equal pay for work of equal value is a fundamental principle of European and national
law. It is not limited to the case where two people perform precisely the same tasks. It also extends to
cases where different positions, although not identical, have a comparable value for the organization.

The concept of value is not based on subjective assessments or the title of the position. It is assessed based
on objective and gender-neutral criteria, such as the required skills, responsibility, effort and working
conditions. A proper understanding of these elements is critical, as many wage disparities result not from
overt discrimination, but from the way work is valued.

3.1 What is considered "'same work' and what is ""'work of equal value™

The principle of equal pay is not limited to the case where two workers have the same job title. The crucial
element is not the name of the position, but the content of the work and its value to the organization.

The distinction between the same work and work of equal value is crucial in understanding when a pay
gap can be considered legitimate or problematic.

The same work exists when two employees:
e perform the same or substantially similar tasks,
e have a similar level of responsibility,
e similar skills and qualifications are required,
e work under similar conditions.

The comparison is not based solely on the description of the position or the title (e.g. "Head of
Department™), but on what is done in practice. If two people are essentially performing the same task and
are subject to the same requirements, then it is the same task.

In such a case, any pay difference must be able to be justified by objective and gender-neutral criteria
(e.g. documented seniority, certified qualifications, clearly measurable performance).

This Project is co-funded by the European Union
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The concept of work of equal value is broader and more complex. It concerns cases where the positions
are not the same, but have a comparable value for the organization.

Two positions may differ in terms of duties, but require:
e acorresponding level of knowledge and skills,
e asimilar degree of responsibility,
e comparable effort (physical or mental),
e similar or equivalently demanding working conditions.

For example, a high-responsibility management position and a technical position with increased
operational responsibility may not have the same scope, but require a corresponding level of expertise and
decision-making. In such a case, their value can be considered comparable.

The concept of equal value is particularly important because many wage inequalities do not occur between
the same positions, but between different positions that have been unequally valued due to stereotypes or
traditional perceptions of the value of certain professions.

A correct understanding of the difference between the same work and work of equal value allows:
e a more meaningful comparison of positions,
e identifying less obvious inequalities,
e evidence-based assessment of wage differences.

The principle of equal pay does not only protect against obvious cases of unequal treatment between
identical positions. It extends to cases where different positions have equal value, even if historically they
have been valued differently

3.2 How roles compare — the 4 EU criteria

The job comparison cannot be based on titles or general impressions of which job is considered 'most
important'. To determine whether two posts are of equal or equal value, the European approach provides
for the use of objective and gender-neutral criteria.

Directive (EU) 2023/970 refers to four key parameters that must be considered when assessing the value

of a position:
1. Skills
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2. Effort
3. Responsibility
4. Working conditions

These criteria are complementary and are considered as a whole.

| SAIE

Skills refer to the knowledge, qualifications and
abilities required to perform the task. They
include: the level of education or specialization,
professional ~ experience,  technical  or
administrative ~ skills, communication or
organizational skills.

The assessment should be based on the
requirements of the position and not on the
profile of the person holding it. For example, if
a position requires a high level of organisation,
coordination and information management,
these skills should be recognised as essential and
not underestimated because they are considered
supportive.

Effort

The effort concerns the level of mental or physical
burden that the work entails. It may include:
concentration and decision-making intensity,
physical strain, emotional strain, managing
multiple demands under pressure.

The effort is not limited to physical labour.
Positions that require a high level of mental
alertness or emotional management can have an
equally significant burden.

Responsibility concerns the degree of impact of
the position on the organization and the
consequences of the decisions made. It can
include: human resource management, financial
responsibility or resource management, decision-
making with operational impact, responsibility
for quality, safety, or compliance.

Responsibility is assessed based on the breadth
and depth of responsibilities, not solely based on
the administrative hierarchy

Responsibility

Working conditions

Working conditions include the environment in
which the work is performed and its requirements.
Elements such as natural environment (noise,
temperature, hazard), working hours or
alternating shifts, psychological pressure, level of
exposure to risks are examined.

Conditions should not be evaluated selectively. If
a position requires work in a demanding or
burdensome environment, this is an element of its
overall value.

The four criteria are examined in combination. It is not enough for one position to be superior to a single
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parameter; The comparison is based on the overall picture of the requirements. The use of the four criteria
serves as a guarantee of objectivity. It limits the risk of differently valuing positions that require an
equivalent level of skill, responsibility, and effort, simply because they belong to different fields or are
historically associated with different genders.

3.3 How salary scales work

Salary scales are an organized mechanism for ranking jobs based on their value to the organization. They
do not concern the persons who hold the positions, but the positions themselves and their requirements.
Their main purpose is to ensure that positions with a comparable level of skills, responsibility, effort and
working conditions are classified at the same or a similar level of remuneration.

A salary grade is usually associated with a salary range, rather than a single, fixed salary. This range
allows for variations depending on factors such as experience, length of employment in the position,
performance or specific skills. The existence of a range is legitimate if the differentiations within it are
based on clear and objective criteria and applied consistently.

The operation of the tiers presupposes that the position has been evaluated beforehand. This assessment
is based on the four main criteria analysed in the previous section. The overall valuation determines at
what level the position is classified and, by extension, what its salary range is.

Linking salary scales to the principle of equal pay is essential. Where two positions are of equal value,
they should be placed in the same or an equivalent tier. Conversely, when positions of equal value are
classified at different levels without substantiated justification, there is a risk of unequal treatment.

Equally important is consistency in the implementation of the system. The existence of salary scales is
not enough in itself. The system should apply uniformly across all parts of the business and provide for
review when the tasks of a post change substantially. A position that assumes increased responsibilities
without an adjustment of its rank may be valued below its actual value.

For workers, understanding how pay scales work is crucial. It allows them to know at what level their
position has been ranked, what is the room for development within the same level and what are the
conditions for moving to a higher level. Transparency around tiers reduces arbitrariness and enhances the
possibility of informed dialogue about remuneration and professional development.
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How the "'value™ of a job is evaluated in practice

The evaluation of the value of a position is not based on the title or the person who holds it, but

on the actual requirements of the job.
In practice, the positions are compared based on four main criteria — skills, effort, responsibility and
working conditions — as presented in the previous section. These criteria are examined in combination
to form an overall picture of the value of the position.
Putting them into practice means that:

e it is not examined who performs the position, but what the position itself requires,

e all forms of burden (mental, physical, emotional) are considered,

o Different types of responsibility and skills are recognized, even when they are not

immediately visible.
When the evaluation is carried out in a systematic and gender-neutral way, it allows the comparison
of different positions and contributes to their fair classification in salary bands.

3.4 When a salary difference is considered unjustified

The existence of a difference in pay between two workers does not automatically imply a breach of the
principle of equal pay. Pay differentiations can be legitimate if they are based on objective, transparent
and gender-neutral criteria. The crucial question, therefore, is not whether there is a difference, but
whether the difference can be justified in a clear, documented and consistent manner.

A pay gap is considered unjustified when several basic conditions are cumulatively met.

First, when the positions being compared are the same or of equal value, according to the objective criteria
analysed in the previous section (skills, effort, responsibility, working conditions), and there is no
substantial differentiation in the requirements of the job.

Second, when the difference is not based on objective and measurable data, such as proven experience
relevant to the position, certified additional qualifications that are used in practice or documented
differentiation in performance, if this is evaluated with transparent and commonly applied criteria.

Thirdly, where the justification is general, vague or applied selectively. Phrases such as 'better presented’,
'more in line with the culture’ or 'negotiated better' do not constitute sufficient evidence, especially if there
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Is no pre-defined and known assessment framework.

Fourthly, where the differentiation is based, directly or indirectly, on criteria linked to gender or factors
that disproportionately affect a gender, without any necessary and proportionate justification. For
example, if full and unlimited out-of-hours availability is a prerequisite for increases, without
demonstrating that it is essential to the performance of the work, then this practice may create unjustified
differentiations.

An unjustified difference in pay does not necessarily presuppose an intention to discriminate. It is
sufficient to establish that two comparable posts are remunerated differently without a clear, neutral and
objective basis. At this point, salary transparency becomes crucial, as it allows the criteria applied to be
compared and evaluated.

Finally, it is worth pointing out that small, but recurring differentiations can, over time, create a significant
pay gap. The examination of justification therefore concerns not only the time of the comparison, but also
the consistency of the application of the criteria over time.

The distinction between "substantiated™" and "unjustified" difference is a crucial point of understanding
for every employee, as it links the principle of equal pay to the practical functioning of remuneration
systems within an organization.

3.5 Examples of unequal and equal valuation

The understanding of the concept of "work of equal value" becomes clearer through concrete examples.
The examples below do not cover all possible cases, but they capture typical scenarios where valuing a
position can be either fair or problematic.
\ Example 1 — Unequal valuation due to role devaluation
In a business, the position of "Technical Support Manager" and the position of "Customer Service
Manager" are classified in different salary brackets. The first, where mainly men are employed, is paid
significantly higher than the second, where mainly women are employed.
However, when analysing the positions, it emerges that:

e Both require specialized knowledge (technical or/and procedural),

e managing complex requests,

e taking responsibility for critical issues,

e working under pressure and problem resolution.
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If the lower valuation of the second place is based on a stereotypical perception that "service" is a less
demanding job, without an objective assessment of skills, responsibility and conditions, then this is an
unequal assessment.

Example 2 — Equal valuation with a different object

In another company, the position of "Financial Analyst™" and the position of "Production Engineer" are
compared. The two roles have different contents but are evaluated based on common criteria: level of
studies, responsibility for decision-making, impact of mistakes, complexity of tasks and working
conditions.

Despite the different subject matter, the analysis shows that the positions require a comparable level of
expertise and responsibility. They are classified in the same salary grade and are paid equally. In this
case, the valuation is considered equal because it is based on an objective and gender-neutral assessment
of the value of the work.

Example 3 — Dispute that is documented
Two employees in the same position receive different remuneration. After a check, it appears that one
has many years of experience and holds certifications that are used in daily work, while the other is in
the first years of professional career.
If the pay gap is linked to a clearly defined tier system and applies consistently to all employees, the
differentiation can be considered substantiated and not unequal.

FAIR PAY - Training Manual for employees

Example 4 — Difference without clear criteria

In a small business, two employees with similar duties and experience receive different raises. The
justification is limited to the statement that 'one negotiated more vigorously during the recruitment'.

If there is no predetermined pay range or evaluation system to explain the differentiation, and if this
practice systematically leads to lower earnings for female workers, then the valuation may be unequal,
even if there is no explicit reference to gender.

These examples highlight that equal pay is not just about the direct comparison of wages, but about how
the work itself is valued. Where the valuation is based on clear, objective and gender-neutral criteria, wage
differences can be justified. When, on the contrary, the evaluation is unsubstantiated, inconsistent or
influenced by stereotypical perceptions, then the ground is created for unequal treatment.
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CHAPTER 4 - Pay transparency rights in practice

Purpose of the section

This chapter aims to translate the pay transparency rights established by Directive (EU) 2023/970 into
practical knowledge for workers. The aim is to clarify how these rights can be exercised in everyday
working reality, what can be expected from the employer and what steps can be taken when information
is incomplete or unclear, with respect for the protection of personal data and without fear of reprisals.

Learning outcomes
Readers will be able to:
e understand the content and importance of pay transparency rights,
e know how and when they can request information about their remuneration,
e recognise what information the employer must provide and how,
e assess whether the information provided is sufficient and relevant,

e move safely and documented, considering time limits and the protection of personal data.

Pay transparency is not an abstract principle or a concept that relates exclusively to the administrative
procedures of companies. It is directly linked to the daily experience of workers: whether they understand
how their remuneration is determined whether they know what criteria apply to promotions and
promotions and whether they can assess whether they are treated equally.

This chapter focuses precisely on this dimension. It presents wage transparency rights from the employee's
perspective, not as legal provisions, but as tools for understanding, prevention, and empowerment. The
emphasis is not on conflict or assertion, but on knowledge and the possibility of documented dialogue in
the context of a modern and fair employment relationship.

4.1 The right of access to information
The right of access to information on remuneration is one of the most essential mechanisms introduced

by Directive (EU) 2023/970. Its key innovation lies in the fact that it explicitly recognizes that workers
cannot assess whether they are paid fairly when they are unaware of the way wage decisions are made in
their workplace.

For a long time, pay has been treated as a strictly personal or 'sensitive’ issue, with the result that the
criteria for setting it have often remained informal or unclear. In this context, pay gaps were difficult to
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identify and even more difficult to dispute, especially when there was no clear picture of what was
considered normal or fair. The Directive comes to address this opacity of invisibility, making information
a basic prerequisite for equality.

Under the new European framework, every worker has the right to request information that allows him or
her to understand how his or her remuneration is formed and how it is placed, at a general level, in relation
to the remuneration of other workers in comparable positions. This right can be exercised regardless of
whether there is a suspicion of discrimination or a previous dispute. Its purpose is primarily preventive
and informative.

Access to information concerns, inter alia, the criteria based on which remuneration, raises and promotions
are determined, as well as aggregated data on the average remuneration of employees in comparable job
groups, including average pay by gender. This information is provided in an anonymous and aggregated
form to ensure the protection of personal data and to avoid exposure or targeting of specific individuals.
However, the manner and extent of the provision of information may vary depending on the size of the
enterprise and the national framework for the implementation of the Directive, especially in the case of
small and micro enterprises.

It is particularly important that the right of access applies to everyone, regardless of the type of contract,
duration of employment, position in the hierarchy or size of the company. Its exercise does not require
justification and cannot constitute a reason for unfavourable treatment. On the contrary, it is part of a
modern perception of labour relations, where transparency is considered a prerequisite for trust and
fairness.

The practical value of this right is not limited to identifying inequalities. It primarily serves as a tool for
understanding and dialogue, allowing employees to discuss their pay based on common and
understandable data rather than assumptions or rumours. In this way, salary transparency helps to create
more stable and equitable work environments.

4.2 How to formally request information on remuneration

Exercising the right of access to information requires, in most cases, the submission of a formal request
to the employer. This request does not constitute a complaint or a contestation of the employment
relationship. On the contrary, it is a legitimate and provided for by European legislation, which is part of
the framework of salary transparency and equal treatment.
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Directive (EU) 2023/970 provides that workers can request information either directly or through their
representatives, where available. The choice of method depends on the working environment, the size of
the business and the degree of familiarity with internal processes. In any case, the request should be made
in a clear and documented way, to facilitate understanding and response on the part of the employer.

According to the Directive, employers must also inform employees, on a regular basis, of their right to
request relevant information, as well as of the basic steps required to exercise it. In practice, this means
that it is reasonable to expect a clear and accessible request process, especially in more organised work
environments.

In practice, a request for access to information can be made in writing, for example by e-mail or letter, or
through the company's internal channels, if available. The written format is not a formal requirement,
however it is considered good practice, as it contributes to clarity, avoidance of misinterpretations and the
ability to follow the process.

When formulating the request, it is important to make it clear that information is requested in the context
of the right to pay transparency. There is no need to justify the request or to invoke suspicion of
discrimination. It is sufficient to specify the type of information requested, such as the criteria for
determining remuneration or aggregated data on average remuneration in comparable positions.

Clarity in the request works to the benefit of both sides. On the one hand, it helps the employer to
understand the scope and scope of the information he or she is required to provide. On the other hand, it
allows the employee to assess whether the answer he or she will receive is substantial and sufficient. A
general or vague request can lead to equally general responses, with no real added value.

In businesses where there are employee representatives, trade unions or staff committees, the request can
also be submitted through them. This collaborative route can be particularly useful in cases where
information of wider interest is requested or when employees wish to avoid individual exposure. The
Directive explicitly recognises the role of representatives and provides for the possibility to act on behalf
of workers, if requested.

Regardless of how it is submitted, the request should not be treated as an act of confrontation. Pay
transparency requires an elemental dialogue based on data and commonly accepted rules. The calm and
neutral wording, as well as the reference to the current rights framework, contribute to the creation of a
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climate of cooperation rather than conflict.

Finally, it is important to note that making a request for access to information is a legitimate exercise of a
right and cannot be a ground for discrimination. Issues related to possible reactions or retaliation are
discussed in detail in the next chapter of the manual. At this stage, the crucial element is to understand
that the request for information is part of a normal and fair working practice in the context of pay
transparency.

4.3 What kind of answer does the employer have to give?
The submission of a request for access to remuneration information accordingly triggers the employer's

obligation to respond. This answer cannot be formal, vague or fragmentary. In accordance with the spirit
and provisions of Directive (EU) 2023/970, the employer must provide meaningful and understandable
information, which allows the employee to form a clear picture of how remuneration is determined.

First of all, the answer must be about the criteria used to determine pay and salary progression. A general
reference to concepts such as "experience”, "performance™ or "consistency" is not enough, without further
explanation. The employer must explain how these criteria are applied in practice and how they are linked
to the amount of pay or increases.

In addition to the criteria, the answer should include aggregated data that allows for comparison. When
requested, the employer is obliged to provide information on the average levels of remuneration of
employees performing the same work or work of equal value, broken down by gender. This data does not
concern specific persons, but groups of positions or categories of employees, in order to ensure anonymity
and the protection of personal data.

The way the information is presented is also of particular importance. The answer must be clear,
understandable and adapted to the employee's level of information. Very technical or unclear wording,
which makes it difficult to understand the data, does not meet the purpose of salary transparency. The
goal is not just formal compliance, but essential information.

At the same time, the employer must respect the limits set by the legislation on the protection of personal
data. This means that it is not obliged — and not allowed — to disclose the nominal remuneration details of
other employees or information that could lead to their identification. The obligation relates exclusively
to anonymised and aggregated data, which is sufficient to assess potential inequalities.

In addition, the answer should be given within a reasonable time period, in a way that allows the employee
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to use it effectively. Delay, continuous postponement or avoidance of a response is contrary to the purpose
of the right of access and undermines transparency. The specific time limits and the relevant procedures
are examined in detail in the next section.

In a general context, the employer's response should allow the worker to understand whether the pay gaps
that may exist are based on objective and gender-neutral criteria or whether they need further
investigation. The quality and completeness of the response are a key indicator of the degree of salary
transparency applied in practice in an organization.

4.4 What to do if the answer is incomplete or unclear
In practice, it is not uncommon for a worker's response to a request for access to information to be

incomplete or to remain vague. This can happen either because the employer does not yet have the relevant
data organised or because the answer is limited to general formulations that do not allow for a meaningful
understanding. In any event, such an answer does not mean that the right has been exhausted.

The first and basic step is to evaluate the answer calmly. An answer may be considered incomplete when,
for example, it refers generally to 'performance criteria’ or 'experience’ without explaining how these are
applied in practice, or when it does not provide any aggregate data for comparable positions. It can also
be vague when using technical or vague terms that do not allow the employee to understand whether and
how pay compares.

In such a case, the employee may come back with a supplementary request, asking for clarifications or
more specific information. The reformulation of the request is not an escalation or confrontation, but a
natural continuation of the information process. Often, more specific wording also helps the employer to
better understand what information is being requested and in what context.

If this possibility exists, recourse to workers' representatives or collective bodies can have a supportive
effect. Through these, the request can be made in a more institutional way or combined with broader
questions that concern more employees. Collective wording often reduces the sense of individual exposure
and enhances dialogue at the organizational level.

If, despite the above, the answer remains unclear, fragmentary or does not correspond to the content of
the right of access, it is important that the employee clearly records the stages of communication. Keeping
a record of the requests and responses given helps to document the process and can prove useful at a later
stage.
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At this point, staying informed about the available support options becomes particularly important.
Depending on the context and severity of the case, the employee may seek counselling from trade unions,
equality organisations or competent public bodies. Recourse to such mechanisms is not a complaint, but
a way of understanding rights and the next possible steps.

Particular attention is needed so that every action is taken with safety in mind and the avoidance of
retaliation. The Directive explicitly provides protection for workers exercising their rights, but the gradual
and evidence-based approach helps to maintain a functioning dialogue. Issues related to protection against
retaliation are discussed in detail in a later chapter of this manual.

Useful reminder:

An incomplete or unclear answer does not signal the end of the process, but an intermediate stage.

Salary transparency is a dynamic process, which often requires iteration, clarification, and time.
Knowledge of rights and a calm, informed attitude are essential tools for its continuation.

4.5 Time Limits and Procedures
The effective exercise of the right of access to information requires not only the possibility of making a

request, but also the existence of clear time limits within which the employer must respond. Without
reasonable time frames, information risks becoming inactive or losing its relevance in practice.

Directive (EU) 2023/970 provides that employers must provide the requested information within a
reasonable time period from the submission of the request, as it will be specified at national level when
the Directive is incorporated into Greek law. In any case, the Directive sets a maximum response time
limit, providing that the information must be provided no later than two months from the submission of
the request. The basic principle is that the reply cannot be unduly delayed or postponed indefinitely.

In practice, a reasonable period of time allows the employer to gather and process the necessary data, but
without creating uncertainty or waiting that weakens the employee’s right. In cases where data are already
available or where the request relates to general criteria rather than complex analyses, a response is
expected to be provided in a short period of time.

The procedures for providing the information may vary depending on the size and organisation of the
business. In larger organizations, there may be standardized channels, such as HR departments or internal
digital platforms, through which requests are made and responded to. In smaller or micro businesses, the
process is often more informal, which makes clarity in communication and good faith on both sides even
more important.
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Sticking to a basic timeline contributes to transparency and accountability. When procedures are clear and
answers are given within a predictable timeframe, trust is strengthened and the likelihood of
misinterpretations or tensions is reduced. For this reason, knowledge of time limits and procedures is a
key element in the effective exercise of the right of access to information.

4.6 Protection of personal data

Exercising the right of access to pay information is directly linked to the need to protect the personal data
of all employees. For this reason, Directive (EU) 2023/970 explicitly provides that pay transparency must
be implemented in a way that respects the privacy and rights of every person in the workplace.

In practice, this means that the information provided in the context of pay transparency never relates to
the names or identifiable details of other employees. The employer is not obliged, nor is it allowed, to
disclose who is paid what salary. On the other hand, the information is always provided in aggregated and
anonymous form, to allow comparison without compromising privacy.

The protection of personal data therefore functions as a framework within which the right of access is
exercised and not as a restriction. Aggregated data on average wages, wage criteria or salary scales are
sufficient to understand whether there are systematic differences or indications of inequality, without the
need-to-know individual wages.

It is important to make a clear distinction between the right to information and curiosity about the
remuneration of specific persons. The right to pay transparency does not aim to compare between
individuals, but to compare jobs and categories of jobs, based on objective and neutral criteria. This
discrimination protects both the employee requesting information and his colleagues.

At the same time, the protection of personal data also concerns the employee himself or herself who
submits the request. Information related to the request and communication with the employer must be
treated confidentially and not used for purposes unrelated to salary transparency. The exercise of a legal
right cannot be a reason for monitoring, evaluation or unfavourable treatment.

Finally, having clear data protection rules helps to create a climate of trust. When workers know that
information is provided with respect for everyone's privacy, they are more likely to exercise their rights
without fear or reservation. In this way, salary transparency and data protection work in a complementary
way, enhancing fairness and stability in labour relations.

What kind of information your employer may have
(indicatively, in the context of salary transparency)
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Micro-enterprises

In micro-enterprises, processes are
often less standardised and based on
informal  practices.  Nevertheless,
there may be key elements such as an
overview of roles and duties, simple
pay differentiations by position or
experience, and verbal or written
criteria used for role increases or
changes. Even when there are no
formal salary scales, there are usually
some recurring patterns that can be
explained and described.

Small and medium-sized
enterprises (SMESs)

In  small and  medium-sized
enterprises, it is more common to have
more organized elements. These may
include basic job descriptions, role
categorization, simple salary grades or
pay ranges, as well as clearer criteria
for promotions and promotions. In
several cases, there are also
aggregated data on remuneration by
group of positions, which can be used
to provide information in an
anonymous manner.

Wage transparency does not require that all companies have the same systems, complexity or the same
degree of standardisation. The information that the employer may have at his disposal varies greatly
depending on the size and organization of the business. However, even in the smallest businesses, there
is essential information that can support transparency and understanding of remuneration.

The following box illustrates what kind of data can be found in different sized businesses. This is not
an employee's to-do list, but a guide to understanding what is reasonable to ask for or expect.

Large Enterprises

In large companies, salary
transparency is usually supported by
more complex and standardized
systems. There may be detailed salary
scales, job classification and
evaluation systems, written
performance and progression
evaluation criteria, as well as
aggregated data on average pay by
gender and job category. These data
allow for more systematic and
documented information, as provided
for by the Directive.
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How to leverage this information
Understanding the type of information your employer may have helps you formulate clearer requests
and better assess the responses you receive. It doesn't mean that the absence of standardized tools
automatically implies a rights violation. However, it does mean that the employer must be able to
explain, in a comprehensible and documented way, how pay is set and how equal treatment is ensured.

CHAPTER 5 - Recognising Discrimination in Pay & Advancement

Purpose of the section

This chapter aims to help workers understand how pay discrimination can manifest itself, either directly
or indirectly, and how it relates to wider evaluation, development and organisational culture practices.
The aim is to strengthen the ability to identify potential inequalities, in a documented and objective-based
manner.

Learning outcomes

Readers will be able to:
e distinguish between direct and indirect pay discrimination,
e recognise signs of bias in evaluation and development processes,
e understand how gender stereotypes affect pay and opportunities,
e identify systemic patterns of inequality in the work environment,

e assess the link between organisational culture and pay gaps.

Pay transparency is not limited to access to numerical data. For the information received by an employee
to acquire meaningful meaning, the ability to interpret it is required. A difference in pay does not
automatically constitute discrimination; However, not every difference can be taken for granted either.

This chapter examines how a potential discrimination in pay or career progression can be recognised, with
a focus on the procedures, criteria and standards applied in the workplace. Understanding these parameters
allows for a more mature and informed approach, avoiding both unfounded suspicion and passive
acceptance of inequalities.
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5.1 How to identify direct pay discrimination

Direct pay discrimination is the most obvious form of unequal treatment. This is the case where a worker
is paid less than another worker performing the same work or work of equal value, and this difference is
directly linked to gender.

Unlike more complex forms of inequality, direct discrimination is not hidden behind neutral apparent
criteria. It occurs when two persons are in a comparable situation in terms of duties, responsibility,
required skills and working conditions, but receive different remuneration without objective and gender-
neutral justification.

To identify such a case, it is necessary to consider three main elements:

1. First, whether it is indeed the same work or work of equal value. The comparison is not based on
the title of the position, but on the content of the job: what are the tasks, what level of responsibility
the position entails, what skills are required and under what conditions it is performed.

2. Second, whether there is a real difference in remuneration. The comparison does not only concern
the basic salary, but also any additional benefit, allowance or variable element of remuneration.
Often, the differences are not found in the basic salary, but in additional earnings or opportunities
for advancement.

3. Third, whether the difference can be justified by objective and neutral criteria. Factors such as
seniority, formal qualifications, certified experience or proven track record may constitute a
legitimate basis for differentiation, provided that they are applied consistently and without
discrimination. On the other hand, general or vague references without a clear link to measurable
criteria are not sufficient to consider a difference justified.

Direct pay discrimination can manifest itself both during recruitment and during employment, for example
through different starting salaries, unequal increases or exclusion from additional benefits. In some cases,
it may result from practices based on stereotyped perceptions of gender roles, even if they are not explicitly
expressed.

The recognition of direct discrimination does not require certainty or legal expertise. It is sufficient that
there are serious and substantiated indications that two comparable posts are remunerated differently
without clear and neutral justification. At this point, salary transparency acts as a crucial tool, as it provides
the necessary data for such a comparison.

Understanding direct discrimination is the first step. In practice, however, inequalities often manifest
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themselves in more indirect and less visible ways. This dimension is examined in the next subsection,
where the concept of indirect discrimination in the work environment is analysed.
Case study (illustrative): Two employees in comparable management positions with similar
experience and duties receive a different basic salary. Following a request for information, it appears
that there are no written evaluation system or clear criteria explaining the differentiation. The

justification is limited to a general reference to 'different initial agreements'.
If the difference is not linked to objective and gender-neutral criteria, there is an indication of direct
pay discrimination that needs further investigation.

5.2 How indirect discrimination works in the work environment

Unlike direct discrimination, which occurs when two comparable positions are remunerated differently
without objective justification, indirect discrimination is often less visible and more complex. It is not
based on an explicit gender differentiation, but arises when a seemingly neutral rule, criterion or practice
leads, in practice, to an adverse effect on employees of one sex.

Indirect discrimination works through the structure and implementation of procedures. A criterion may
seem objective, such as "availability for overtime™, "uninterrupted seniority™ or "flexibility to move", but
it may disproportionately affect a group of employees. For example, when promotions are linked
exclusively to unlimited out-of-hours availability, workers with increased family obligations may be
systematically excluded, even if they meet all other professional criteria.

A crucial element in indirect discrimination is that differentiation is not always obvious at the individual
level. Instead of appearing as a clear difference between two persons, it manifests as a recurring pattern.
For example, if in a company it is observed that most management positions are occupied by men, while
women are concentrated in lower salary grades, without a documented evaluation process explaining the
result, then there may be indirect discrimination.

The assessment of indirect discrimination requires an examination not only of the rules, but also of their
consequences. A criterion can only be considered legitimate if it serves a genuine and necessary
operational need and is applied in a proportionate manner. When a rule systematically leads to a group
being disadvantaged, without sufficient justification, then there is a question of compatibility with the
principle of equal pay.

Pay transparency is instrumental in recognising indirect discrimination. Through the aggregated analysis
of data by gender and position category, it becomes possible to identify patterns that are not visible at the
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level of individual cases. Understanding these patterns allows for a more meaningful dialogue about the
processes and criteria applied.

Case study (indicative): In a company, the prerequisite for participation in a rapid development
program is full availability for travel away from headquarters without time limit. Although this criterion
is typically applied to everyone, in practice it is found that the majority of participants are men, while

women are largely excluded.
If the undertaking cannot prove that this requirement is strictly necessary and that there is no less
restrictive way of organising the programme, there may be indirect discrimination.

5.3 Signs of bias in evaluation, roles, opportunities

Wage inequality does not always result from direct or conscious decisions. It is often associated with less
visible forms of bias that affect assessment, role assignment, and access to advancement opportunities.
These biases may be informal or unconscious, but they can have a substantial impact on remuneration and
career path.

In practice, some indicative signs are:

Unclear or general evaluation criteria, such as "leadership figure™ or "suitability for development”,
without specific and measurable data.

Different interpretations of similar behaviours. For example, determination may be viewed
positively in an employee but considered "excessive" in an employee.

Unequal distribution of roles and responsibilities, especially when projects of high visibility or
strategic importance are systematically assigned to the same people.

Limited or informal access to development opportunities, such as participation in projects, training
programmes or mentoring, without clear and transparent selection criteria.

General or non-specific feedback, which does not allow the employee to understand how it can
evolve.

The above does not necessarily mean that there is an intention to discriminate. However, when such
practices are repeated, they can lead to unequal access to opportunities and, ultimately, wage disparities.
Salary transparency can act as a tool to identify these phenomena, as it allows comparisons of evaluations,
promotions and salary developments in comparable positions.
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- Consider: Are the criteria by which your performance is evaluated clear, and do you have access to
the same development opportunities as other employees in similar positions?

5.4 Gender stereotypes: how they affect pay and development

Gender stereotypes often influence how work is evaluated and decisions are made about pay and career
development, even when it is not done consciously. In practice, stereotypes can influence who is
considered suitable for a role, who is proposed for promotion or which characteristics are recognised as
important.

Some indicative examples:

e Same behaviour, different evaluation: assertiveness can be considered a sign of leadership in a
man, but evaluated as "excessive" in a woman.

e Stereotypical role distribution: positions associated with leadership or strategic decisions are most
often assigned to men, while support or caring roles are attributed to women.

e Different expectations for development: it may be assumed that a man will more easily pursue a
position of responsibility, while for a woman there may be assumptions about her availability.

e Underestimation of specific skills: skills such as organization, communication, or relationship
management may be considered "supportive," even though they are critical to the functioning of
an organization.

Stereotypes can also affect the valuation of entire professions. Sectors in which women are predominantly
employed have often been valued lower, even when they require a high level of knowledge and
responsibility.

The effect of stereotypes does not necessarily mean that there is an intention to discriminate. However,
when such perceptions systematically influence decisions, they can lead to variations in pay and
advancement opportunities. Understanding these mechanisms is important so that decisions on
remuneration and advancement are based on clear and objective criteria rather than informal expectations.

- Consider: Are the criteria that influence development in your organization based on clearly defined
requirements or on informal expectations?
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5.5 Examples of systemic inequalities

Wage inequalities do not arise only from individual decisions. They are often the result of repetitive
practices within the organization, which over time create consistent patterns of unequal treatment.

Systemic inequalities are not always visible at the individual level, but they can be identified when
considering practices and data as a whole.

In practice, some typical examples are:

e Concentration of genders in different roles (horizontal segregation): female employees are mainly
in support positions with lower salaries, while male employees in technical or administrative
positions with higher salaries.

e Limited presence in positions of responsibility (vertical segregation): while there is a balance at
entry levels, the upper ranks are mainly occupied by people of one sex.

e Small but recurring differences in increases: even small discrepancies, when repeated each year
without clear justification, lead to significant wage gaps.

e Unequal access to development opportunities: training programmes, mentoring or development
projects are not equally accessible to everyone, leading to future pay gaps.

The above patterns do not necessarily presuppose a discriminatory intention. They often result from
established practices or informal decision-making patterns. However, when they are repeated, they lead
to entrenched inequalities.

Salary transparency helps to identify these phenomena by allowing data to be compared by gender,
position or step and highlights trends that are not immediately visible.

- Consider: Are there recurring patterns in pay or promotions in your organization that are not explained
by clear criteria?

5.6 How Business Culture Affects Pay & Advancement

Pay equality is not only shaped through formal evaluation systems or written policies. It is essentially
influenced by the culture of the business, i.e. by the set of values, perceptions, informal rules and daily
practices that determine "how things work™ in the organization.
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Culture influences how decisions are made about raises, promotions, and the assignment of
responsibilities. In an environment where transparency, documentation and accountability are solid
principles, decisions tend to be based on clear and objective criteria. Conversely, in environments
dominated by informal processes, personal relationships, or undocumented practices, the risk of unequal
treatment increases.

A key cultural element that influences development is how performance is recognized and rewarded.
Where career advancement depends primarily on informal networks, personal referrals, or non-transparent
choices, certain groups of employees may have limited access to opportunities. On the contrary, when
opportunities are clearly announced and the selection criteria are known, the room for subjectivity is
reduced.

Culture also influences work-life balance. In organizations where constant availability or overtime is taken
for granted as a sign of loyalty, employees who can meet these expectations may be favoured, while others
may be indirectly excluded from advancement opportunities. When such practices are not accompanied
by alternative and proportionate solutions, they can create systemic inequalities.

The extent to which dialogue is encouraged also plays an important role. In a culture where employees
feel safe asking for clarifications, expressing questions and discussing pay and development prospects,
salary transparency is strengthened in practice. On the contrary, when the discussion on pay is treated as
a "forbidden™ topic, the possibility of identifying and correcting inequalities is limited.

The culture of a business does not change from one day to the next, nor is it shaped solely through
regulations. However, pay transparency policies, clear evaluation systems and active employee
participation can gradually contribute to an environment where equal pay for work of equal value is not
just a legal obligation, but a daily practice.

Understanding the impact of organizational culture completes capital analysis. Pay discrimination does
not just arise from individual decisions, but from the way an organization operates as a whole.
Recognising this dimension allows for a more mature and meaningful approach to preventing and
addressing inequalities.

CHAPTER 6 — Pay transparency before, during and after recruitment

| Purpose of the section
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This chapter aims to show how the principle of pay transparency is applied at all stages of the
employment relationship: before recruitment, during the selection process and after joining the
organisation. The aim is to clarify which elements must be transparent from the job advertisement, what
information is or is not allowed to be requested during the interview and what rights the employee
retains after recruitment, in relation to remuneration and professional development.

Learning outcomes
Readers will be able to:
e know which salary information should be included in a job advertisement,
e recognise which questions are allowed and which are not allowed during the interview,
e understand what constitutes a fair and transparent recruitment process,
e know what information they can request after recruitment,

e identify indications of unequal treatment in promotions and promotions.

Pay equality does not start when an employee finds a difference in his or her earnings. It starts already at
the stage of the search for staff and the first contact with the employer. The way in which an advertisement
is formulated, the information provided on remuneration and selection criteria, as well as the questions
asked during the interview, shape the framework of the future salary relationship.

Directive (EU) 2023/970 significantly enhances transparency at the pre-recruitment stage by providing
that candidates have the right to know in advance the level or range of remuneration corresponding to the
position. At the same time, it limits practices that may reproduce existing inequalities, such as asking
about the previous level of remuneration.

This chapter examines salary transparency as a continuous process that extends before recruitment
(announcement and information of candidates), during the selection process (interviews and negotiation),
after recruitment (integration, advancement, wage increases and promotions).

In this way, it is highlighted that equal pay for work of equal value is not an isolated right that is activated
after the fact, but a principle that must be incorporated at every stage of the professional path.

6.1 What should be stated in the position advertisement

Transparency in remuneration starts at the stage of publication of the vacancy advertisement. The way a
position is described and the pay information provided substantially impact both candidate expectations
and equity in the hiring process.
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In accordance with Directive (EU) 2023/970, candidates have the right to know, before the interview or
the start of trading, the starting level or range of remuneration corresponding to the position. This
information may be included in the advertisement itself or provided in a timely manner in a clear manner
prior to the remuneration discussion.

This provision aims to reduce the inequalities that often result from individual negotiations without a
common baseline. When candidates know the salary range in advance, the discussion shifts from personal
"negotiating ability" to an objective assessment of the position and qualifications.

Equally important is that the advertisement clearly describes the subject of the position, the basic duties,
the level of responsibility and the required qualifications. A clear description contributes to a correct
understanding of what is being assessed and reduces the risk of arbitrary variations in the determination
of remuneration.

Transparency at the ad stage is not only about the amount of remuneration, but also about the context in
which it is determined. When candidates are aware of the key evaluation criteria and development
prospects, they can make more informed decisions and assess whether the proposal meets their
expectations and qualifications.

Finally, advertisements should be formulated in a gender-neutral way, avoiding formalities or conditions
that may act as a deterrent or reinforce stereotypical perceptions of specific roles. Equal access to the
recruitment process is a fundamental prerequisite for subsequent pay equality.

6.2 What is allowed/forbidden in interviews
The interview process is a crucial stage in ensuring equal pay. The questions asked, the criteria applied

and the way in which the debate on remuneration is conducted can reinforce or undermine the principle
of equal pay for work of equal value.

Directive (EU) 2023/970 introduces an important breakthrough: employers are not allowed to request
information about candidates’ remuneration history. This practice, which was previously considered
commonplace, has been shown to contribute to the reproduction of existing pay inequalities. When a new
remuneration is based on the previous level of remuneration, any previous distinctions are incorporated
and perpetuated.

During the interview, it is allowed to assess qualifications, experience, skills and suitability for the specific
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position. The remuneration debate may be about the salary range that has already been disclosed or the
candidate's expectations in relation to this range. However, the negotiation should move within a clearly
defined framework and be based on objective criteria.

Questions directly or indirectly related to gender, marital status, childbearing planning or other personal
characteristics that are not related to the requirements of the position are not allowed. Such questions,
even when asked indirectly, may affect the salary offer or the assessment of ‘availability’ and
‘commitment’.

The way in which the remuneration is negotiated is also of particular importance. Where the final bid
deviates from the initial range without a clear and documented justification, unequal treatment margin is
created. Transparency at the interview stage presupposes consistency between the advertisement, the oral
briefing and the final proposal.

Following clear and neutral procedures during the interview helps not only to protect candidates, but also
to create a solid and reliable basis for the future employment relationship.

X What is not allowed to be asked in an

v What should be clear in a positioning ad* interview?
(in the context of salary transparency) (in the context of equal treatment and pay
transparency)

The starting pay level or pay range
corresponding to the position.
The type of contract (e.g. full-time or part-time,
fixed-term or indefinite) and the basic terms of

Information about the previous level of
remuneration.
Questions about marital status or planning

employment, childbearin
The main duties and level of responsibility of the . . o g .
. Questions that link availability or commitment to
position

stereotypical gender expectations.
Information that is not directly related to the
duties and requirements of the position.
Trading of remuneration outside the disclosed
range without objective and documented
justification.

The required formal and substantive
qualifications.
The main criteria that will be considered for the
selection.
Information on any salary progression or step in
which the post belongs (if a system exists).
Gender-neutral wording, with no exclusive or
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stereotypical references.
Note: Clarity in the ad creates a common basis for Note: Interview questions must be linked exclusively
information for all candidates and reduces the risk of to the requirements of the position and based on
unequal treatment during the negotiation. objective and gender-neutral criteria.

6.3 What is considered a fair recruitment process

A fair recruitment process is a foundation for future pay equality. The way in which an employee is
selected, the criteria applied and the degree of transparency in decision-making directly affect both the
initial level of remuneration and future development prospects.

A recruitment process is considered fair when it is based on clear, objective and gender-neutral criteria,
which are exclusively related to the requirements of the position. These criteria must be known in advance
and applied consistently to all applicants.

Obijectivity presupposes that the assessment is based on actual qualifications, skills, experience and the
ability to respond to the tasks of the position. It should not be influenced by assumptions or expectations
related to gender, age, marital status, or other personal characteristics that are not related to work.

An important element of a fair process is the consistency between its stages. The criteria described in the
ad should be reflected in the interview questions and the way the final decision is made. When the final
choice is based on different or undeclared criteria, there is room for arbitrary differentiation.

Transparency is enhanced when the company can justify its choice in a clear and documented way. Having
a brief record of the key reasons for selection or rejection contributes to accountability and reduces the
risk of biased decisions. In contrast, general formulations such as "better overall picture” or "better
chemistry with the team™ without further explanation do not provide sufficient transparency.

A fair recruitment process is also linked to the principle of equal starting point in the salary path. When
the initial level of pay is set within a predetermined and disclosed range, based on objective criteria, the
risk of wage differences widening over time is reduced.

Finally, a recruitment process can be considered fair when it provides candidates with the opportunity to
understand the context of evaluation and remuneration. Information, clarity and consistency not only

protect the rights of employees, but also strengthen the credibility of the company itself.

6.4 What you can ask for after being hired
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Salary transparency is not exhausted at the advertisement or interview stage. After recruitment, employees
retain rights to information and access to information that allows them to understand how their
remuneration is formed and what the prospects are for advancement.

Firstly, you can ask for clear information on how your position fits into the company's salary system. This
includes information about your salary bracket or range, the key criteria for determining pay, and how
any variable earnings, allowances, or bonuses are calculated.

It is also legitimate to ask for information on the salary progression criteria. What elements are considered
for the granting of increases? Is there a connection to specific performance indicators? Is there provision
for periodic evaluation? Knowing these criteria helps to set realistic expectations and plan your career
path.

In addition, you can ask for clarification on the procedures for promotion or assumption of positions of
increased responsibility. It is important to know if there are standard criteria, if opportunities are
announced in a transparent way and what the selection process is. Access to such information is not a
claim for promotion, but a request for an understanding of the development framework.

Under Directive (EU) 2023/970, you also reserve the right to request aggregated data on the average pay
of workers performing the same work or work of equal value, disaggregated by gender. This right was
extensively analysed in Chapter 4 and applies throughout the employment relationship.

The exercise of the above rights does not presuppose the existence of a dispute or suspicion of
discrimination. Information is a preventive tool that enhances transparency and evidence-based dialogue.
When employees are aware of the criteria and procedures, uncertainty is reduced and the sense of fairness
is strengthened.

Finally, it is important to remember that the request for information is a legitimate exercise of rights and
cannot be a reason for unfavourable treatment. Salary transparency acts as a prevention mechanism rather
than a conflict tool, enhancing trust and stability in the employment relationship.

6.5 Indications of unequal treatment in promotions and raises

Promotions and salary increases are decisive points in the career path of an employee. Even when the
initial recruitment was done in a transparent manner, the lack of clear and objective criteria in the
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progression phase can lead to the gradual creation of salary gaps.

Unequal treatment in promotions does not always manifest itself in a visible way. It often arises through
practices that, when considered in isolation, seem neutral, but when repeated, they create patterns of
exclusion or limited access to positions of responsibility.

Indicative points that may raise concerns are the following:

e When there are no clear and known criteria for granting increases or for selection to positions of
higher rank.

e When decisions are justified by general references, without a link to specific results or evaluations.

e When itis found that people with similar qualifications and assessments receive different increases
without a documented explanation.

e When opportunities to undertake projects of high visibility or responsibility are not announced in
a transparent manner, but are distributed informally.

e When, inthe long run, it is observed that the upper ranks are disproportionately occupied by people
of one sex, without a clear and objective justification.

Special attention needs to be paid to small but recurring differences in increases. Even a small deviation
on an annual basis, when not based on clear criteria, can lead to a significant pay gap after a few years.
Systematic consideration of raises and promotions at an aggregated level (e.g. by gender or grade) helps
to identify such patterns and enhances the potential for early intervention.

Transparency in development processes is crucial to ensure equal pay. When decisions on increases or
promotions are not based on clear and objective criteria, there is a risk that pay gaps will arise or widen,
even without any discriminatory intention.

The recognition of possible indications does not automatically imply the existence of a violation.
However, it is a starting point for informed dialogue and, where necessary, for exercising the rights of
access to information analysed in the previous chapters. Understanding the processes and progression
criteria is a crucial element in preventing and addressing wage inequalities over time.

CHAPTER 7 — Joint evaluation: what it means for you

Purpose of the section
This chapter aims to explain what the joint pay assessment provided for by Directive (EU) 2023/970 is
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and when it is activated. The aim is for employees to understand what it means in practice to find a
wage gap of more than 5% between women and men in comparable positions, what the role of their
representatives is and how the transparency and documentation of the process is ensured.

Learning outcomes

Readers will be able to:
e know when the joint assessment is triggered,
e understand what the 5% limit means and how it is interpreted,
e recognise the role of workers' representatives in the process,
e understand what is being considered in the evaluation,

e to know how they are informed about the results and what their importance is.

Pay transparency is not limited to the provision of information at individual level. The Directive also
introduces a collective control mechanism, which is activated when significant and unjustified pay
differences are identified between women and men performing the same work or work of equal value.

This mechanism is called 'joint evaluation' and is a tool for identifying and correcting systemic
inequalities. This is not a complaint or a punitive procedure, but a structured investigation of the causes
of an established deviation.

7.1 When is the joint assessment activated (>5%)

The joint assessment is activated when, in the context of the obligation to monitor and report wage
differences, it is found that there is a difference in the average pay between women and men performing
the same work or work of equal value and this difference reaches or exceeds 5%.

The 5% threshold acts as a threshold for activating the process. It does not mean that smaller differences
are necessarily justified or that the existence of a difference of more than 5% automatically leads to
discrimination. It means, however, that when such a discrepancy is detected, the company must
systematically examine the causes that cause it.

Joint evaluation is not triggered based on percentage alone. It is also a prerequisite that the difference:
¥’ cannot be explained by objective and gender-neutral criteria, and
¥ has not been corrected within a reasonable period of time.
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In other words, if the company can document in a clear and measurable way that the discrepancy is due,
for example, to differences in seniority, certified skills or level of responsibility and these criteria are
applied consistently, then the procedure is not necessarily triggered. Conversely, when the justification is
vague, general, or selective, then a more structured investigation is required.

Importantly, the evaluation concerns groups of workers and not individuals. Position categories or tiers
where the difference is identified are examined to determine whether it is an isolated deviation or a
systemic pattern.

This provision is mainly preventive and corrective in nature, as it aims to identify and address possible
structural inequalities in the way remuneration is set in a timely manner. At the same time, the Directive
also provides for sanctions in cases of violation of the principle of equal pay, which will be specified
through national legislation. For employees, the activation of joint evaluation means that the identified
difference is not treated as an "individual case", but as an issue that is examined collectively and in a
documented way.

7.2 Who participates — role of employee representatives

The joint assessment, as provided for by Directive (EU) 2023/970, is not an internal and unilateral process
of the employer. The term ‘joint’ indicates that this is a cooperation process, in which both the employer
and the employees' representatives participate.

A central role in the process is played by workers' representatives, where they exist (e.g. trade unions,
workers' committees or other institutional forms of representation). Their participation is not decorative
or advisory in the strict sense, but substantive: they have the right to receive the necessary information, to
participate in the analysis of the data and to contribute to the formulation of proposals for the correction
of any unjustified differences.

The procedure usually includes:
e the examination of the data that highlighted the salary difference,
e the analysis of the criteria applied to determine the remuneration,
e assessing whether these criteria are objective and gender-neutral,
e the discussion of corrective measures, if unjustified deviations are found.

The participation of employee representatives enhances the transparency and accountability of the
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process. It acts as a guarantee that the evaluation is not limited to an internal interpretation of the data by
management, but is also examined from the point of view of those who represent the interests of the staff.

In cases where there are no statutory workers' representatives, the national framework for the
implementation of the Directive is expected to determine how the participation or information of workers
is ensured. In any case, the process cannot remain purely internal, without consultation.

For employees, the existence of representation means that they are not called upon to deal with a complex
issue of salary data analysis alone. They can contact their representatives for information, clarifications
or to convey concerns related to the process.

Joint evaluation reinforces the collective dimension of equal pay. It is not about the individual comparison
of two salaries, but about the overall examination of how the organization values and remunerates work.
The active and meaningful participation of employee representatives is a key prerequisite for the
credibility and effectiveness of this process.

7.3 What is considered in the procedure

The joint evaluation is not limited to finding that there is a salary difference of more than 5%. Rather, it
Is a structured investigation process, which aims to identify the causes of the dispute and assess whether
it can be justified by objective and gender-neutral criteria.

In this context, the data that led to the identification of the discrepancy are first examined. The method of
calculating the average remuneration, the categories of positions compared and the methodology for
classifying employees into groups of the same work or work of equal value are analysed. The accuracy of
the classification is critical, as an incorrect grouping can lead to misleading conclusions.

Subsequently, the criteria for determining remuneration and salary progression are examined. It is checked
that these criteria are clear, documented and applied consistently to all. Emphasis is placed on whether
the criteria are indeed relevant to the requirements of the position — such as skills, responsibility, effort
and working conditions — and not to informal practices or subjective assessments.

The procedure may also include:
e examining the distribution of men and women in pay grades,
e analysis of increases and bonuses over time,
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e assessment of access to positions of responsibility or development programmes,
e checking the job classification and evaluation system for its neutrality.

If it is established that the difference is due to objective factors that are applied consistently, the procedure
reaches an informed conclusion. If, on the other hand, it is found that the difference cannot be adequately
justified or that it results from practices that may give rise to indirect discrimination, then corrective
measures are considered.

These measures may include revising criteria, adjusting salary grades, improving evaluation processes or
other interventions that restore equality.

For workers, it is important to understand that joint evaluation is not just a statistical exercise. It is a
process of substantially investigating how the organization values and remunerates work. The quality of
the analysis and the transparency in the formulation of the conclusions are decisive factors for the
credibility of the process and for the actual address of any inequalities.

7.4 What does ""documented™ vs. ""unjustified" difference mean

In the context of the joint assessment, the relevant issue is not only the existence of a pay gap, but its
characterisation: is it a difference that can be substantiated by objective and gender-neutral criteria or a
difference that remains unjustified?

A documented difference is one that can be explained by clear, concrete and measurable data, which:
e directly related to the requirements of the position or proven performance,
e applied consistently to all,
e are gender-neutral and do not create disproportionate impacts.

Examples of such criteria can be certified specialization, longer relevant experience, assumption of
increased responsibility or achievement of specific and recorded goals. However, it is not enough simply
to invoke these factors; it is necessary to prove that they were indeed applied in the same way in similar
cases.

On the other hand, an unjustified difference is one that cannot be linked to clear and objective criteria or
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where the criteria put forward are general, vague or applied selectively. Disputes based on ‘individual
negotiation' without a common framework, informal decisions without documentation or subjective
assessments without clear indicators may qualify as unjustified.

Special attention is required when the difference occurs systematically at the expense of employees of one
gender. Even if seemingly neutral criteria are put forward, the analysis must consider whether they lead
in practice to a disproportionate impact. In such a case, there may be indirect discrimination.

The distinction between a 'substantiated' and an 'unjustified' dispute is not formal or verbal. It concerns
the substance of the evaluation process and the ability of the organisation to demonstrate that salary
decisions are made based on objective, transparent and gender-neutral criteria.

For workers, understanding this distinction is crucial. It is not enough to have an explanation. The
explanation must be specific, verifiable, and consistent. Where this is not the case, then the dispute cannot
be considered sufficiently justified and further investigation or corrective action is required.

- What is considered in a joint assessment

Joint assessment is not an abstract legal process. In practice, it examines specific questions to
determine whether a pay difference is justified or not. Simply put, it is considered:
e Where was the difference found? In which job category or salary step is there a discrepancy
between women and men?
e Are the positions correctly compared? Is it really the same work or work of equal value?
e How were the fees calculated? Are all elements included (basic salary, allowances, bonuses)?
e What criteria are used? Are there clear and written criteria for salaries, raises and promotions?
e Are the criteria applied consistently? Do they apply to everyone in the same way?
e Is there an objective explanation? Can the difference be attributed to measurable elements
(e.g. experience, responsibility, certified skills)?
e If not, what corrective measures are needed? Should the grades, the criteria or the
remuneration itself be revised?

This process aims to answer a key question:
Does the pay gap reflect real, objective differences in work or is it an indication of unequal
treatment?

7.5 How employees are informed of the results
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This procedure concerns businesses that fall under the pay gap reporting obligation as provided for by
Directive (EU) 2023/970, i.e. businesses with 100 or more employees.

The joint evaluation does not end with an internal analysis of the data or an agreement on corrective
actions. A crucial element of the process is to inform employees of its results, in a clear, understandable
and transparent way.

In the spirit of Directive (EU) 2023/970, the results of the evaluation are not exclusive to the management
or employee representatives. Employees have the right to know:

e if asalary difference of more than 5% was found,

e whether the dispute was found to be substantiated or unjustified,

e what measures are envisaged to correct any unjustified discrepancies,

e what is the timetable for the implementation of these measures.

The information is about aggregated data and conclusions, not individual data or nominal information.
The protection of personal data remains a fundamental principle and applies at this stage as well.

The format of the information can vary depending on the size and organization of the business. In larger
organizations, it can be done through internal announcements, briefings or presentations. In smaller
companies, the information can take a more direct form, such as a staff meeting or a written briefing from
the management. The essential thing is not the form, but the completeness and clarity of the content.

Transparency in results fosters trust and accountability. When employees know not only that an evaluation
has been carried out, but also what the findings were and what steps they will follow, the process acquires
essential content.

In addition, the update works proactively. It makes it clear that equal pay is the subject of systematic
monitoring and not an occasional reaction. In this way, joint evaluation is not limited to a corrective
intervention, but is part of a wider culture of transparency and equal treatment.

For workers, the information on the results is an indication that the process did not remain at the level of
formal compliance, but led to a substantive examination and, where necessary, to concrete commitments
for improvement.

CHAPTER 8 — Rights in cases of retaliation
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Purpose of the section

This chapter aims to inform workers about the protection afforded in the event of retaliation when
exercising pay transparency rights or complaining about possible pay inequality. The aim is to clarify
what is considered retaliation, what forms it can take, what legal and administrative protection is
provided and what steps can be taken safely and documented.

Learning outcomes
Readers will be able to:
e understand what constitutes retaliation in the context of pay transparency,
e recognise forms of direct or indirect adverse treatment,
e know what forms of protection are provided,
e actin an informed and safe manner in the event of negative treatment,

e distinguish between a legitimate administrative act and a possible abusive reaction.

The effectiveness of pay transparency depends on the effective ability of workers to exercise their rights
without fear. Directive (EU) 2023/970 explicitly recognises that the exercise of a right, such as submitting
a request for information or participating in a joint assessment, cannot entail negative consequences.

Protection from retaliation is not just about cases of formal complaint. It covers all forms of legal exercise
of rights linked to equal pay and pay transparency. The existence of this protection acts as a guarantee
that transparency does not remain a theoretical right, but can be applied in practice.

8.1 What constitutes retaliation under the Directive

Directive (EU) 2023/970 explicitly provides that workers are protected from all forms of retaliation when
exercising the rights deriving from the principle of equal pay and pay transparency. This protection is a
key guarantee for the effective implementation of the rights analysed in the previous chapters.

Retaliation means any unfavourable treatment causally linked to the lawful exercise of a right. This
treatment can be direct or indirect, overt or more discreet, but must be linked to an action by the employee,
such as:

¥v" making a request for access to information on remuneration,

v’ the formulation of questions or objections about possible wage inequality,

¥’ participation in a joint evaluation process,
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v to lodge a complaint or appeal to a competent body,
¥’ Providing testimony or support to another employee who is claiming their rights.

Retaliation may include, for example, unjustified downgrading, deprivation of advancement
opportunities, unfavourable appraisal without an objective basis, transfer to a less favourable position or,
in more serious cases, dismissal or non-renewal of a contract.

A crucial element is the link between the exercise of a right and unfavourable treatment. Not every
negative administrative act constitutes retaliation. If, for example, an assessment is based on substantiated
and objective criteria and is not linked to a previous exercise of a right, retaliation is not automatically
presumed. However, when the negative treatment follows the exercise of a right in time or in substance
and cannot be adequately justified, then the issue of protection arises.

The Directive also provides protection against the threat of retaliation. That is, even indirect pressure,
discouragement or warning that the exercise of a right will have "consequences™ can fall within the scope
of protection.

The prohibition of retaliation protects not only the person who made a request or complaint, but also
persons who support or represent the employee, such as workers' representatives or witnesses.

A clear delineation of what constitutes retaliation enhances the safety of workers. The exercise of the
rights to pay transparency is a legal and legitimate act and cannot be turned into a reason for negative
treatment.

8.2 Common examples of negative treatment

Negative treatment in the case of exercising the right to pay transparency does not always appear in an
overt or extreme form. It often manifests itself through practices that, if considered in isolation, may seem
administrative or neutral, but in this context, they acquire a different meaning.

One of the most serious examples is the dismissal or non-renewal of a contract following a request for
information or termination. When such a decision is taken shortly after the exercise of a right, without a
clear and documented explanation, it may appear to be linked to the request or complaint and be an
indication of possible retaliation.

More often, however, negative treatment takes more indirect forms, such as:
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v Unjustified downgrading of duties or limitation of responsibilities.

v Exclusion from important projects or tasks that give opportunities for promotion and development.
by high-visibility projects or by development opportunities.

v Unfavourable performance evaluation without a clear link to objective criteria.

¥v" Moving to a less favourable position or changing hours without sufficient reason.

v Delay or refusal to grant an increase that would have been expected under previous practice.

In addition, negative treatment can also manifest itself at a more "informal™ level, such as isolation from
the team, marginalization in meetings or systematic underestimation of the employee's contribution.
Although such behaviour is not always easy to demonstrate, when linked to the exercise of a right, it can
constitute a form of pressure or discouragement.

It is important to emphasize that not every adverse development constitutes retaliation. Businesses retain
the right to take administrative decisions as long as they are based on objective, evidence-based and
gender-neutral criteria. The crucial element is the causal link: if the negative treatment appears because
of the exercise of a right and cannot be adequately justified, then there is a question of protection.

Understanding the possible forms of negative treatment helps employees to recognize signs of retaliation
early and act in an informed manner.

8.3 Legal and administrative protection
The protection of workers is not limited to cases of retaliation, but concerns the overall treatment of

unequal pay treatment. Directive (EU) 2023/970 obliges Member States to ensure that workers have
effective means of protection, both in cases of discrimination and in cases of retaliation.

Legal protection
In the event that an employee suffers retaliation, he or she has the right to appeal to the competent courts
or other dispute resolution mechanisms. This protection includes:

e the right to appeal,

e the possibility of claiming compensation for the damage,

e the nullity of any unfair dismissals or adverse changes related to the exercise of a right.

Of particular importance is the principle of reversal of the burden of proof, which applies to cases of pay
discrimination. Where the employee invokes facts that give rise to the suspicion that discrimination has
occurred, the employer is required to prove that there has been no breach of the principle of equal pay.
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This regulation substantially strengthens the position of the worker, as in many cases proving a causal
link would otherwise be particularly difficult. At the same time, the Directive provides for the imposition
of sanctions in cases of violation of the principle of equal pay, as these will be specified in national law.

Administrative protection
In addition to the judicial route, administrative protection is also provided through competent bodies and

authorities. At the national level, such bodies may include:
e equality authorities or bodies promoting equal treatment,
e labour inspection,
e mediation or out-of-court dispute resolution mechanisms.

These bodies can provide information, guidance, deal with complaints and, where applicable, impose
administrative sanctions or make recommendations.

Protection against deterioration of position

Protection is not limited to the moment of termination. It also covers any subsequent deterioration of the
employee's position related to the assertion of his rights. Therefore, even if there is no immediate sanction,
but a gradual degradation or exclusion is observed, protection can be activated.

The existence of legal and administrative mechanisms does not mean that every disagreement leads to
conflict. On the contrary, it functions as a guarantee that, if required, there is an institutional framework
of protection. Knowledge of these mechanisms enhances the safety of workers and makes salary
transparency a right with a real impact and not just a theoretical prediction.

8.4 Steps to react in the event of retaliation

In the event that an employee considers that he or she has suffered retaliation due to the exercise of the
right to salary transparency, it is important to act calmly, documented and gradually. The goal is not direct
conflict, but the protection of rights in an organized and secure way.

1. Recording of events
The first step is the systematic recording of incidents. The following should be noted:

e the date and content of the request or action (e.g. request for information),
e the next administrative actions considered unfavourable,
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e the chronological sequence of events,

e any written communication (emails, evaluations, announcements).
Documentation is crucial, as a clear link between the exercise of a right and adverse treatment may be
required at a later stage.

2. Internal clarification
In some cases, it may be appropriate to seek clarification internally. A written and neutral question based

on a decision (e.g. change of duties or evaluation) can help clarify the situation. This process should be
done professionally and without an aggressive tone, focusing on objective elements.

3. Contacting employee representatives or relevant department
If there are employee representatives, a staff committee or a human resources department, informing them

can be a next step. Collective management often reduces individual exposure and allows for a more
institutional approach to the issue.

4. Seeking counselling or institutional support
If the situation is not resolved internally or if the disadvantage is serious (e.g. dismissal), the worker can

contact competent bodies or seek legal advice. Staying informed about the means of protection available,
as detailed in the previous subsection, helps to make an informed decision about the next steps.

5. Protection against further deterioration
During the process, it is important to maintain a professional attitude and avoid actions that could be
misinterpreted as a violation of professional obligations. The lawful exercise of a right does not entail
exemption from the general obligations arising from the employment contract.

Useful reminder: Reacting in the event of retaliation does not require hasty moves, but a gradual and
evidence-based approach. Having clear procedures and knowledge of rights enhances the possibility of
protection and helps maintain the balance between assertiveness and professional consistency.

8.5 How to Record Incidents in an Evidence-Based Manner

Documentation is a key element in case an employee estimates that he or she has been retaliated against.
A clear and organised record of events is not only of legal importance; It also contributes to your own
better understanding of the situation and to the dispassionate evaluation of the next steps.

The recording should be objective, chronologically organized and based on facts, not on interpretations
or emotional assessments.
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What to record What it means in practice

Why it's important

Date of exercise of the right (e.g. request for

Time sequence . . .
a information) and date of any adverse action

Helps capture the
connection between events

L. Emails, reviews, memos, announcements
communication

Specific . . . L .
_p . . Change of duties, negative evaluation, Allows objective depiction
administrative . . . i . ;
action exclusion from a project, change of conditions without interpretations
Written

Provides evidence

Persons present Who was present at meetings or discussions

Facilitates confirmation of
incidents

. Similar cases of colleagues in a similar
Comparative data

Helps assess potential

position unequal treatment
Avoid Why
Hypotheses or characterizations Documentation must be fact-based
Access to data you don't have access to It can create legal issues
Sharing of personal data of third parties Data protection breach
Tampering with documents Undermines the reliability of the recording

. Practical advice

relevant document (if any).

The recording should be done in a simple chronological file with date, short description, attached
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CHAPTER 9 — How to Move When You Suspect Inequality

Purpose of the section

This chapter aims to guide workers on the practical steps they can take when they identify or suspect a
potential wage inequality. The aim is to provide a step-by-step, evidence-based and safe approach,
allowing for the assessment of the situation, the formulation of a request for information and, if
necessary, the activation of available protection mechanisms.

Learning outcomes
Readers will be able to:
e discern when a pay gap needs to be investigated,
e know what information they can collect in a secure way,
e assess whether a dispute can be objectively justified,
e make a documented request for information,

e know what options they have if the answer is not sufficient.

The suspicion of wage inequality does not automatically mean that there has been a violation of a right.
However, not every difference can be considered legitimate either. The right approach requires
composure, understanding of the criteria and gradual investigation.

This chapter does not encourage conflict, but evidence-based evaluation. Payroll transparency provides
tools to make the investigation data-driven rather than hypothetical. When the steps are followed in an
organized manner, both personal safety and the likelihood of a meaningful resolution of the issue are
enhanced.

9.1 What information to collect safely

When you suspect a potential wage inequality, the first step is not to report immediately, but to carefully
and legally collect information that will allow you to assess the situation in an informed manner. This
process must be done with respect for the protection of personal data and your professional obligations.

Collecting information does not mean searching for confidential documents or accessing data that you are
not entitled to know. Instead, it concerns information that you have legal access to or can request
institutionally.

Item Category What to consider Why it's important

Your salary Basic salary, allowances, variable It gives you a clear picture of
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framework earnings, salary step, previous your personal salary path
increases

Duties, level of responsibility, skills The comparison should be based

Job brief . o on the content of the paper and
required, scope of responsibilities . .
not just on the title
. . : o It helps to determine whether
Evaluation & Evaluation system, increase criteria, . P ..
o . decisions are based on objective
development criteria promotion procedure .
and neutral criteria
Average pay for work of equal or They allow for institutional and
Aggregates (where ge pay q y . .
. equal value, data by gender, salary legal comparison without
available) .
brackets breaching personal data
Avoid Why
Access to individual salary information of colleagues without
y A g Personal Data Breach
a legal basis
Use of confidential documents that are not intended for you It can create legal issues
. . . . Doesn't provide secure
Comparison based on rumours or unconfirmed information P .
documentation

Secure data collection allows you to assess whether the difference you observe may be based on objective
criteria or whether further investigation is needed. The next step is to consider whether the difference can
be justified — an issue discussed in the next subsection.
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9.2 How to assess whether the difference is justified

Evaluating a wage gap starts with a key question: are you comparing “right things"? And he continues
with the second: is there an objective, neutral justification?

Below is a practical 3-step framework.

v Step 1: Are the positions comparable?

i e If the answer is If the answer is "No / | don't
y lIYeSII knOWll
Avre the basic tasks substantially similar? Proceed to Step 2 Better clarification of
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Is the level of responsibility corresponding?
(e.g. decision-making, oversight, impact)

roles/duties is needed
Comparison may not be
appropriate
Consider whether it is a
different "value™ of a position

Proceed to Step 2

Are matching skills/qualifications required? Proceed to Step 2

Avre the working
conditions/pressure/requirements similar?
Note: We do not compare position titles. We compare work content.

Proceed to Step 2 Re-evaluate the comparison

v Step 2: Is the difference about the total fee or only a part of it?

What to check Examples
Basic salary Monthly salary based on contract
Variable remuneration bonuses, commissions, goals
Allowances/benefits seat allowance, company car, meal card
Opportunities that translate into money overtime, additional projects, on-call remuneration
Sometimes the "'difference™ is not in the base salary but in allowances/bonuses or opportunities
that lead to higher earnings.

v Step 3: Is there an objective and neutral justification?

|FAIR PAY - Training Manual for employees

Possible Employer When is it considered When does it become
Justification justified? suspicious/unclear
Work is relevant to the position and invokes "experience" without
experience/experience proven evidence or selectively
e . e related to the requirements of are not substantially related to the
Qualifications/certifications q . y
the position tasks
There are clear criteria and vague judgments ("dynamic",
Performance . Lo
documentation fits™)
- A different level of In practice, the responsibilities are
Responsibility/role - B "
responsibility has been recorded the same, but "on paper" not
. . there is a real difference (e.g. used as a pretext with no real
Working conditions . (&g .p .
shifts, dangerousness) differentiation

< Quick Evaluation Rule

N,
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Ifitis true... Then...
The positions are comparable and the difference is There is an indication that the dispute needs
not explained by clear criteria further investigation
There is justification, but it is not measurable or does | The dispute may not be sufficiently justified
not apply to everyone and needs further investigation
The justification sh_all be cl_ear, substantiated and The difference is more likely to be justified
applied consistently

If, after the above, the difference remains unexplained, the next logical step is to formally request the
relevant information (see 9.3), so that the investigation is based on data and not on assumptions.

9.3 How to make a formal request for information

Making a formal request for information is a legitimate and legitimate exercise of a right in the context of
pay transparency. The aim of the request is not to confront, but to obtain clear and documented
information, to assess whether there is a wage inequality.

Experience shows that a well-worded request significantly increases the likelihood of receiving a
meaningful and complete response.

Before drafting the request, check that:
¥v" Have you specified exactly what you want to know (criteria; average pay? grade? ratio of
difference?).
¥v" You have considered whether there is an internal request process (e.g. via HR).
v" Formulate the request in a specific and clear way.

|FAIR PAY - Training Manual for employees

- Basics of a Properly Worded Request
Item What to include
Reference to the right Brief reference to the right to pay transparency
What exactly are you looking for (not a general "l want
information")

Specific subject matter

Field of comparison Same work or work of equal value
Information format Anonymous and aggregated data
Mild tone Emphasis on information and dialogue

KE@I WHEN “FSEGE

ENTRG EPEYNON FIA DIMATA HHOTHIAL

This Project is co-funded by the European Union




4
FAIR = PAY

1 Indicative wording template
Subject: Request for information in the context of salary transparency

Dear ...,

As part of my right of access to remuneration information, | would like to request information on:
o the criteria based on which the remuneration of my position is determined,
o the salary step or range in which my position fits,
o aggregated and anonymous data on the average pay of employees performing the same work or
work of equal value, disaggregated by gender.

The request is made in order to better understand the remuneration framework and the salary
progression process.

Thanks in advance for the information.

- How to adjust it by case
If you want to explore... You can add...
"Please clarify how the seniority/performance criteria apply
to me."
"What are the objective evaluation criteria for the granting
of variable remuneration?"
'What are the formal criteria and selection procedure for this

Basic salary difference

Difference in bonuses
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Promotion

level?'
Important reminders What makes a request effective?
e You are not required to prove discrimination
to make a claim. v It's clear

e You don't have to invoke conflict or v Itis specific
tampering. v Refers to comparable positions

through employee representatives. o )
v Maintains a professional tone

e The submission of the request cannot

KEQO| WHEN
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constitute a ground for unfavourable
treatment.

9.4 What options do you have if the answer is not sufficient?

Receiving an incomplete, unclear or unsubstantiated answer does not mean that your right has been
exhausted. The salary transparency process is interactive and provides for the possibility of review,
clarifications and — if necessary — institutional appeal.

Below is a practical framework of options, with a tiered approach.
- Staggered approach
What you can do
Ask for specific clarifications or
additional information
Contact an employee

When is it indicated?
When the answer is
general or vague
When institutional

Stadium

1. Request for clarification

2. Resubmission by

representative representative/union formulation is needed
3. Internal resolution Use a predictive mechanism (HR, Where the undertaking has
process equality committee, etc.) a relevant framework

When the answer remains

4. External consulting
support

Seek guidance from a competent body
or legal counsel

unclear or you are not sure
how to assess the situation

5. Institutional

Recourse to a competent authority or

When there is documented

evidence of a breach

|FAIR PAY - Training Manual for employees

complaint/appeal judicial route

- Types of Inadequate Response & Appropriate Response

If the answer is... Indicative next move
Very general ("this is our policy™) Ask for specific criteria and their application in your case
Does not include aggregated data Explicitly remind you of the right to access anonymous data
He invokes "confidentiality" for

everything

Delays excessively

He completely refuses to provide
data

Ask for clarification on data protection

Request an update on the processing stage

Request a written justification for the refusal

- Important distinction

4
-
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Delay Denial
It may be due to organizational reasons It is a more serious issue
Treated with a reminder Requires a more institutional response
It doesn't automatically mean a violation It may constitute a violation of a right

What institutional mechanisms may be

available? Basic principle

Depending on the case, you may contact: The reaction should be:

e To workers' representatives or a union
P v Gradual

e To the competent Labor Inspectorate
P P v Documented

e To the Ombudsman (equal treatment ' Calm and professional

issues)
v Based on specific data
e Incourt
Pay transparency does not seek conflict, but
The choice depends on the severity of the case correction and restoration of equality. However,
and the level of documentation. when rights are not respected, there are

protection mechanisms that are activated.

9.5 Referral, dispute resolution and redress mechanisms

When, following a request for information and an internal dialogue, there are still serious and documented
indications of pay inequality, the worker has institutional reporting and protection mechanisms at his or
her disposal.

The choice of the appropriate mechanism depends on:
the stage at which the case stands,

the seriousness of the case,

the availability of internal procedures,

the degree of documentation.

Below is a consolidated "map" of options.

- Coping pathways

Level Mechanism When is it indicated? What it can achieve
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Interior HR / Management / When there is room for Clarifications, review of
Equality Commission dialogue decision
Employee . e .
. P y_ When the case involves Institutional
Collective Representatives / . . .
Union more than one person intervention, mediation

Administrative Labour Inspection

When there is a potential
violation of labour laws

Audit and compliance
recommendation

Principle of

Ombudsman
Equal Treatment

When discrimination on
grounds of gender arises

Investigation and
recommendation of
restoration

Lawsuit or action

Judicial before the courts

When a binding judgment
is required

Judicial recognition and
compensation

What does the European framework provide?

Directive (EU) 2023/970 significantly enhances the protection of workers:
e It provides for access to effective remedies.
e It ensures that the burden of proof is shifted to the employer when there is sufficient evidence of

discrimination.

e It provides for a right to compensation in the event of a breach of the principle of equal pay.
e It explicitly prohibits retaliation against workers who exercise their rights.

- How to choose the right route

If...

Then it is advisable...

Want clarification or review

Internal dialogue

There is a collective issue

Spokesmen

There is a refusal to provide data

Administrative appeal

There is a clear and documented distinction

Legal Advice and Possible Legal Route

- Important reminders

e Recourse to a reporting mechanism does not necessarily mean conflict.

e The gradual and evidence-based approach enhances the credibility of the case.
e Protection from retaliation applies throughout the proceedings.
e The mechanisms can be complementary (e.g. mediation before litigation).

4
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- Main message

Pay transparency is not only a right of access to information. It is a comprehensive system of
protection that provides for correction procedures when the principle of equal pay is violated.
Knowledge of the available mechanisms enhances the ability of employees to move safely, calmly
and with documentation.

CHAPTER 10 — Employee participation in equal pay policies

Purpose of the section

This chapter aims to highlight the active role that employees can play in the formulation,
implementation and monitoring of equal pay policies. Salary transparency is not only an obligation of
employers, but also a field for participation and co-creation. The aim is to demonstrate how active
participation contributes to the sustainable prevention of inequalities and the creation of a fair working
environment.

Learning outcomes

Readers will be able to:
e understand their role in shaping a culture of transparency,
e recognise opportunities to participate in consultation processes,
e contribute in a documented manner to job evaluation systems,

e understand the link between equal pay and equal access to education and skills development.

Equal pay is not achieved only through audits or corrective interventions. It requires continuous
monitoring, dialogue and process improvement. Active employee participation enhances transparency,
identifies potential issues early, and fosters a culture of accountability. This chapter focuses on the
preventive and collaborative nature of equal pay, highlighting that equality is a collective responsibility
and not an exclusively managerial obligation.

10.1 The role of employees in transparency

Pay transparency depends not only on the policies implemented by a company, but also on whether
employees are aware of their rights and make use of them in a documented way.

The role of transparency workers starts with knowledge. When an employee understands the key elements
that affect his or her remuneration, such as the criteria for determining remuneration, the process of
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increases and the promotion criteria, he or she can better assess whether the relevant decisions are clear
and consistent.

This knowledge works preventively. It helps to identify ambiguities in a timely manner, to reduce
misinterpretations and to strengthen meaningful dialogue in the work environment.

The contribution of the workers does not mean confrontation. It means participation with information,
questions and a documented understanding of how salary processes work. In this way, transparency is
strengthened in practice and does not remain just a formal obligation.

- Consider: Do you know what are the key criteria that affect your pay and development in your
organization?

10.2 Participation in committees or consultations

In some companies, especially larger organisations, pay transparency is also linked to more organised
forms of dialogue, such as staff committees, equality committees or consultation procedures with
employee representatives.

Participation in such processes is not just about institutional roles. Even when employees do not
participate directly in committees, they can contribute through their representatives, asking questions,
sharing experiences or highlighting issues related to pay transparency and equal treatment.

These procedures allow for the discussion of issues that go beyond the individual case, such as:
e the application of the remuneration criteria,
e consistency in raises and promotions,
e the existence of possible patterns of inequality.

Participation, direct or indirect, helps to identify issues at an early stage and seek solutions at the collective
level, before they develop into individual disputes or conflicts.

No specialized knowledge is required to participate in this process. The substantial contribution is based
on the experience of daily work and an understanding of the basic principles of salary transparency.

- Consider: Is there away in your business to collectively express issues related to pay or development?

This Project is co-funded by the European Union
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10.3 How you can contribute to fair valuation of positions

The fair valuation of jobs is not only the result of formal procedures or evaluation systems. It is also
influenced by whether the information used to describe and evaluate positions is complete, clear and
reflects the actual work.

Employees can make a meaningful contribution to this process, mainly through their daily experience.

In practice, this can mean:
v clearly describe the duties and responsibilities of their position, particularly when they have
evolved or expanded over time,
v’ highlight skills or requirements that are not immediately visible (e.g. coordination, pressure
management, responsibility for critical decisions),
v" ask for clarification when the ranking of their position or the evaluation criteria are not clear,
¥’ participate, where possible, in procedures for reviewing job descriptions or evaluation systems.

This contribution is important, because many inequalities do not arise from direct wage differentiation,
but from how work itself is valued. When elements of the job remain "invisible" or are underestimated,
the salary classification of the position is also indirectly affected.

Active and evidence-based participation helps to ensure that the assessment is based on real data rather
than general impressions or entrenched perceptions of certain roles.

- Consider: Does your job description really reflect everything you do in your day-to-day work?

10.4 Equal access to upskilling/reskilling

Access to training and skills development opportunities is directly linked to salary progression. New skills,
specialization, and experience can impact a position's ranking, promotion prospects, and ultimately, pay
level.

For this reason, it is important that the relevant opportunities are provided in a clear and fair manner.
When access to training, mentoring or development programmes is not based on transparent criteria, there
is a risk that inequalities in professional development will be created or reinforced.
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Workers can contribute to strengthening equality in this field as well, by observing and evaluating how
development opportunities are distributed.

In practice, this can mean:

request information on available training programs and participation criteria,

consider whether these opportunities are communicated in a clear and accessible manner,
highlight cases where access appears to be restricted without clear justification,

to claim their participation in actions related to the development of their position.

Equal access to skills development is not only a matter of professional development, but also a key
condition for ensuring equal opportunities in remuneration.

- Consider: Are training opportunities in your business available in a clear and transparent way to
everyone?

CHAPTER 11 - Glossary of key terms

This glossary brings together key terms used in the manual. The definitions aim to understand the concepts
in the context of pay transparency and equal pay for work of equal value.

Key Terms Explanation

Direct pay discrimination A case where an employee receives lower pay than another person

performing the same work or work of equal value, and the
difference is directly linked to gender, without objective and neutral
justification.

Joint Pay Assessment A procedure that is activated when a wage gap of more than 5% is

found between women and men in a category of employees who
perform the same work or work of equal value and the difference
cannot be justified. It is carried out by the employer in cooperation

Y
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with the employees' representatives.

Job Evaluation

Systematic process of assessing the value of a job based on
predetermined criteria, such as skills, responsibility, effort and
working conditions, with the aim of fair classification in salary
grades.

Indirect discrimination

It arises when a seemingly neutral rule, practice or criterion leads,
in practice, to an adverse effect on employees of one gender,
without there being objective and proportionate justification.

Work of equal value

Work that, although different in scope, has comparable value when
evaluated based on objective criteria, such as the required skills,
level of responsibility, effort and working conditions.

Same work

Work with essentially the same duties, responsibilities and
requirements, regardless of the title of the position.

Equal pay for work of equal
value

A fundamental principle of European and national law according to
which men and women performing the same work or work of equal
value should receive equal pay, without discrimination on grounds
of gender.

Salary step

Job classification category in a remuneration system, based on their
assessed value. Each step corresponds to a specific salary range.

Salary transparency

Set of rules and practices to ensure that workers have access to
information on remuneration criteria, pay bands and average
earnings by job category and gender

Gender pay gap

The difference in the average level of pay between women and men,
which can be due to several factors, including direct or indirect
discrimination.

Gender-neutral criteria

Evaluation criteria that are not based on stereotypical perceptions
of gender and are applied consistently and objectively to all
employees.

Protection against retaliation

The right of workers not to be discriminated against for exercising
their rights to pay transparency or to report possible discrimination.

Job classification system

A structured framework for categorizing positions based on their
assessed value, which is used to formulate salary bands and ensure
consistency in remuneration.

Documented salary difference

A pay gap based on clear, measurable and gender-neutral criteria
that are consistently applied and can be explained in a transparent
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CHAPTER 12 — Sources & additional material

This chapter brings together key sources and tools related to pay transparency and the principle of equal
pay for work of equal value. These resources can be used for further information, deepening or support.

12.1 European legislation

e Directive (EU) 2023/970
Directive of the European Parliament and of the Council on strengthening the application of the principle
of equal pay for men and women for equal work or work of equal value through pay transparency and
enforcement mechanisms.

e Article 157 of the Treaty on the Functioning of the European Union (TFEU)
It establishes the principle of equal pay for men and women.

e Charter of Fundamental Rights of the European Union, Article 23
It guarantees equality between women and men in all areas, including employment.

The national legislation that will incorporate Directive (EU) 2023/970 will further specify the rights and
obligations mentioned in this manual.

12.2 Guides & tools (EIGE, ILO, etc.)

e EIGE - European Institute for Gender Equality (https://eige.europa.eu/)
Tools and studies on the gender pay gap, gender-neutral job evaluation and equality policies.

e |LO - International Labour Organization (https://www.ilo.org/)
Guidelines and international standards for equal pay and the elimination of discrimination at work.

e European Commission — Gender Equality & Pay Transparency
(https://commission.europa.eu/strateqy-and-policy/policies/justice-and-fundamental-

rights/gender-equality/equal-pay/gender-pay-gap-situation-eu el)
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Information on the implementation of the Directive and relevant policies of the European Union.

The above organizations provide analytical tools, examples of good practice, and research data that can
support the understanding and application of pay transparency.

12.3 FAIR PAY project materials

In the framework of the FAIR PAY Project, tools and guides have been developed that support the
understanding and application of salary transparency in the Greek reality. Indicatively:

Training manual for employers (Deliverable 3.1)

Training manual for employees (Deliverable 3.2 — this document)

Guide for the development and implementation of a Gender-neutral Job Classification and
Evaluation System

Guide to the Pay Gap

Payroll transparency checklists (depending on the size of the company)

Checklists for job classification and evaluation (depending on the size of the business)
Educational and informative material developed in the framework of the project's actions.

This material is designed to support both businesses and employees in their preparation for the
implementation of Directive (EU) 2023/970 in Greece.
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