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PLAS

Disclaimer

This document is provided solely for informational and advisory purposes as part of PLAS consulting services. While every effort has been made to ensure the accuracy and completeness of
the information contained herein, no express or implied warranty or guarantee is made regarding the outcomes or results that may arise from its use. The guidance, analysis, and
recommendations presented are based on the data, assumptions, and conditions available to PLAS at the time of preparation and may not be suitable for all circumstances. All decisions and
actions taken in relation to the contents of this document are the sole responsibility of the recipient. PLAS shall not be held liable for any direct, indirect, incidental, consequential, or special
damages resulting from the use or misuse of this information. Recipients are strongly encouraged to perform their own due diligence, consult additional professional advisors as necessary, and
consider their unique organizational, legal, and operational contexts before implementing any suggested actions or recommendations.

Amnonoinon Eveuvng

To apdv eyypapo MAPEXETAL ATIOKAELOTIKA YLA EVNPEPWTLKOUG Kal CUUBOVAEVTIKOUG OKOTIOUG, WG HEPOG TWV CUUBOVAEVTIKWY UTINpecLwY TNG PLAS. Mapd TiI¢ mpoonddeLeg o
KataBAnenkav yia va e€ac@allotei n akpifeta kat n mMANPOTNTA TWV TMANPOYOPLWY TIOL TtepLAauBavovtal dev mapexeTal kapia pntn r owwnnen eyyonon n dtapeBaiwon oxeTka Ye Ta
amoTeAEOPATA ) TLG CUVETIELEG ATIO TN XPNOoN Toug. OL KATELBLVTAPLEG YPAHUUEG, Ol avaAlOELG Kal oL TipoTAoelg Bacidovtal ota dedopeva, TIg mapadoxEG Kat TLG CUVBARKEG ToL NTav
dlabeoipeg otnv PLAS katd tn oTLydn TNg oLVTAgNG TOU EYYPAYPOUL KAl EVOEXETAL va PNV eival KATAAANAEG yLa OAEG TIG TEPIMTWOELG. OAEC OL AMOYPACELG KAL EVEPYELEG OXETLKA UE TO
TIEPLEXOHEVO TOL TIAPOVTOG EYYPAPOU eival ATMOKAELOTLKN evBUVN Tou amodekTn. H PLAS Sev pepel kapia evbuvn yLa omoLlecONTOTE APEDEG, EPUECES, CUUTITWHATIKEG, ETMAKOAOUBEG N
€LOIKEC NMieG TIOL PTOPEL va TPOKUYOUV Ao TN XPNON 1 TNV KATAXPNoN TWV TapeXOPEVWY TIANPopopLwy. OL anodekTeg evBappLuvovTal evtova va popouv oe dikn Toug diepevvnon, va
{NTrOOLV MEPALTEPW ETIAYYEAPATIKEG CUPBOVAEG, EQOCOV amalteital, Kat va AdBouv uroyn To H1kd TOUG OPYavWTLKO, VOULKO KAl AELTOUPYLKO TIAAICLO TIPLY EQAPHOCOLY OTIOLAdHTIOTE
TIPOTELVOHEVN EVEPYELA ) oLOTAON.
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] Avapeverai véa

VOIJOGEOI'G yia ‘EXeLndn ekboBei oxeTIKN

EVPWTIALKN 0dnyia Kal avapeveTal
n EAAnviIKn vopoOeaoia.

TNV dlagaveia
Kal 100TNTA
apoIfv.

O otoxog givat n dnuiovpyia
EVOC «00LIKOUL XAPpTN» yla Tn
vloBeaia dopnuEVWY
OUCTNUATWY aUoLBWV Kat
otadlaKr) Pelwon Tou
HLOBOAOYLKOU YAoUaTog HETACL
Twv 6UO PLAWYV,
EVOWHATWVOVTAG OTNV EANNVIK
VOU0BEQLA TNV ELPWTIALKN
o0nyia 2023/970 ywa tnv ion
apolBr) yia ion epyacia.

H Siagpopa — oTto)0¢
TWV OUVOALKWYV
apolBwyv avopwyv Kat
YUVALKWV 0TO 5%

EmtiBoAn mpooTipwy
OTOoULG EPY0OOTEC

Ol epyadopevol 6a
TIANPOYOPOLVTAL TLG
APOLBEG TWV KATOXWV
™ne idlag B€ong
gpyaciag yla tn peiwon
Twv dlakploewv

O 0O O 0 0

Oa mpemneL va
eTOLWKETAL KaL va
arodelkvueTAL N
peiwon aviootntag
apoLBwyv

Ol epyodoTeCG Ba pETEL
va agloAoyouv TIg
BE€oeLg epyaoiag kat va
TIC apeifouyv LooTIHA
Kal e dragavr) KpLTnpLa

Ol epy0dOTEG
UTIOXPEOLVTAL OE
avagopeS Je
avaALoeLg apoLBwy
ava uAo



| Aciktec ESG oxeTi{OMEVOI E TO
ouUoTNHA TV ApoIfwv
Mepa anod tnv avapevopevn vopobeaoia o Tpexov mAaiolo ESG emiong

ovpmeplhapBavel Baowkoug Asikteg (KPIs), ol omtoiol oxeti¢ovtal aueoa
N EYUECA PE TO GUOTNHA TWV APOLBWY, KAl CUYKEKPLUEVA:

B Meiwon TG YLoBoAoyikAG dtapopag HETAEL TWV PUAWV

B % TWV YUVALKWYV OTNV ETALPELA KAL OE AVWTATEG OLEVBUVTIKES
Oeoelg

B % Twv eBgAoLolwV anoxwpnoswy aro tnv Etatpeia
B [loALTIKA SLAPOPETIKOTNTAG, LOOTNTAG KAl EVTAENG

B [Mpoypaupa eknaidevong, PolTOAOYLIOPOC eKTIAIOELONG, WPEQ
ekmaidbevong kat e€EAENG ava epyadopevo (avaiuvon)

B % Twv epyadoPEVWY TIOU KAAUTITOVTAL ATtO CUAANOYLKEC
oupBdoelg

B AplBpog vewyv BEoewv gpyaciag mov dnuiovpyndnkav

B % vewv epyaloPEVWY aTO TIG TOTUKEG KOLVWVIEG




OAokAnpwHEVN AUoH Yia Tn OnMIoupyid
o1apavoug Kal I00TINOU cuoTAHATOC AMoIf3wv

B AvTikelpevIKT a§loAoynon 8€cswv epyaciag Bdoel pebodoloyiag kpLtnpiwv (point-
factor based), oe avtiotoiyton pe omnoladnmnote dAAo cvotnua Badpidwv (ROSETTA
functionality)

H
Kl PLAS

o€ 0“0K}§810T LK B AvTtopatomolnuévn avtiotoixion Twv Babuidwv pe otolxeia tng ayopdg ano
ouvepyaola pe tnv omotodnmote salary survey

B 'Etolueg KavovioTikEG avaopeg (Equal Pay, Gender pay Gaps, DEI/ESG Reports, etc.)

Epapyoyn

B Ava@opeg Kat avallOoELG OEVAPLWY TIOL ETILTPETIOLY TN ANYN ATIOYACEWYV AVAPOPLKA
HE TO 0XeO0LA0UO GUOTHATOG apoLBwWY,

B Awaxeipion kat aglomoinon Twy meplypapwyv BEcewv epyaciag, BLBALOBNKN
Competences yla Kabe olkoyevela Beoewv

B Efolkeiwon kal ekmaidevon Twv oteAexwyv HR otn pebodoloyia kat TIG avalvoeLg
yla tTnv TAnpn avaAnyn

B H olkovopLkOTEPN AUGN TG Ayopag
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l Ta kpimipia a&loAédynong nou unodeikviovtal and Tnv EE odnyia

AE=IOTHTEX

NMPOZIAOEIA

KPITHPIA

A=IOAOlHIHZ EYOYNH

2YNOHKEX EPIrAZIAZ

Ag€lOTNTES, YVWOELC KAl LKAVOTNTEG TOL XpeLdleTal eva
ATOMO Yla VA EKTIANPWOEL LA CUYKEKPLUEVN AetTovpyia. AuTo
nepAapBAveL EMAYYEAUATIKEG IKAVOTNTEG (TLX. TEXVIKEQ
YVWOELG) KABWGE KAl TIPOCWTILKEG KAl KOLWVWVLIKEG LKAVOTNTEG
- soft skills (T.. (kavoTnTa epyaciag o opdada, emikovwvia).

Ol CWHATLKEG KAl TIVEVHATLIKEG ATALTAOELG TIOL CLVOEOVTAL PE
TNV eKTEAEON TNG Epyaciag. AUTEG epAAPBAVOLY CWHATLKN
KOTIwOon, Tlieon XpoOvou, cuvalobNPATIKEG ATALTAOELS Kal
YVWOTLKO AyXO0G ToU TIPOKAAELTAL amod TNV MOAUTIAOKOTNTA
TWV EPYAcLWV.

0 BaBpog evxepeLlag ANYne anoPAcewy Kat EMLPPONG O
dladikaoieg, mopoug ) aAAAoug vrtaAAfAoug Tou cuvdeovTal e
€Vav CLYKEKPLUEVO poAo. H euBuvn teptAapBavel emiong tnv
LTIOXPEWON avaAnyng gvbUVNG yla Ta anoTeAEopaTa Twy
EVEPYELWYV pLag opadag.

Ot mtepLBaAAoVTIKOL TIApAYOVTEG UTIO TOUG OTIOIOLG EKTEAELTAL
gla dpaoctnpldTNTa, OTWG N AcPAleLa 0TO XWPO £pyaciag, n
Beppokpacia, n nxopuTaAvoN, TO WPAPLO EPYAciag Kat n
evelLia.

Ynuelwon: Xto cbotnUa gradar MpoBAETETAL TIPOCAPUOYN avd etatpeia. Avayvwpidetat 6Tt anatteital KatdAAnAn ditakplon TG apolBig Kat ouxvd yivetal peow emudoparog og avtibeon pe tnv
avg&non tou BactkoL PLoBov. Eival €ykupog mapdyovtag yia tnv aloAdynon tng iong agiag twv poAwy, 6nAadn n apgotfn pmopei va avgavetal Aappavovtal uroyn Peyeon onwg; 6ykog epyaoiag,
ouvenkeg epyaociag, tomobeoia ,anodoon (Baduoloyia MOANATIARG XPOVLIAG/CWPEVTLKAG anddoong), sabbatical , mAfpng/peptkn anaoyxoAnon, Stdpkela epyaciag £tn epyaciag otnv eTalpeia, aAAn
a§loAoynon oupmeplpopdag, duvatdtnta nyeoiag-(oto mAaioto Tou talent mgmt. succession planning) uwnAn ZRtnon otnv ayopd/ bPnAn f Kpiolun onuaocia yta tn dtatripnon Tou poiou.
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J Ta kpimipia a&loAdynong Tnc pe@odoloyiac

AlapopeTika kpttnpLa (factors) avd katnyopia yia 3 katnyopieg B€cewy epyaoiag, oe avriotolyia pe tnv odnyia tng EE

N
Katnyopieg EE Epyalopevol Project Management Awoiknon
J
) [ EnayyeAHATIKEG YVWOELG ]
Agotnteg [ Epnelpia ]
\_ ) [ ATtaLTOELG GE KPLTLKN, avaAuTikn okEWn Kat entiAvon MpoBAnpdtwv ]
r 3
. . . . . , EOpoc nyeciag & kaBodnyovpevn
; Evo uvi ) EvBuvn yia epyalopevoug { EvBuvn gpyov & gvpog nyeociag }[ opasa epyaZopEvwy
[ Ag€LotnTeg ] [ OpYavwTIKI yVwon ]
( \( )
Awadikacieg & moAvtAoKkoTNTA Awadikaocieg & moAvmAokotTnTa
. MéeyeBog €pyou & MpoimoAoyiopog |\ J
EvBuvn . . £pyouv ( OpyavwTikn €vOlVN )
AgLrtoupyikn gvbuvn . .
. . & Mebdio epappoyng Twv
& Eupog anowpacewv L ) .
\ AMoWYdoEWV y
[ AEEI.(')TI’]TEQ ] [ Erukotvwvia
( ) [ YuxLKN Kat PuXOKOLVWVLKI] TipooTtddeLla ]
MNpoomadela
P [ ZWHATLKI TipooTtddeLa ]
\ J
( ) [ MNeptBalAovTIKEG eTLOPACELG ]
JuvONKeg epyacia
L NKes £py ¢ ) [ AAAoL TapAyovTEG AYX0UG PUGLKNG, YUXOAOYLKNG I} CLVALCONUATLKNAG PUCNG ]
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] Zupnépacua

iy

Mua oUyKpLon Twv
npotacewv/anattnoewy tng EE yia pla
useoéo)\oyia T{POCGOLOPLOUOL TNG
epyaolac; long aiag pe toug
TIAPAYOVTEQ a&o)\oynonc TIov
xpnomonmouvral oTo gradar 68[XV8[
OTL N agloAoynon Becswv epyaciag e
TO gradar ClVTlO'TOlXSl OTLG KATnyopleg
Ttov kabopidovtal aro tnv EE.

Edv oL eEWTEPLIKES OLVONKEG Epyaciag
Kal oL nspLBaMovnKéc smépdosm
BewpolvTaL ocnpavTKeS amo evav
OpYQVLOHO TOV scpappoZSL TO oLOTNHQ,
AUTEC OL TITUXEG UTIOPOLV EVKOAA va
TEKUNPLWOOLV XPNOLUOTIOLWVTAG TO
povteAo aloAoynong tou gradar yia
TIG ouvOnKeg epyaoiag. Ta
aroteAéopata (eninedo empBapuvong)
Aaupavovtal TOTE €MIONG LTIOWN WG
TiapAayovTag Tov emnpedlel Tov
LTIOAOYLOWPO TOUL TIPOCAPHOCHEVOU
HLOBOAOYIKOU XAoHATOG.

e
o

H apBpwtr) 6opr Tou gradar mpooepel
Tn duvaToTNTA MPOCAPHOYNG TWV
KPLTNPILWY TWV oUVONKWYV Epyaciag
oTnVv €TALPEiIa XWPIS va aAAolwvovTal
TA AMOTEAEOUATA TNG TIPAYHATIKAG

BabuoAoynong.

AuTO onpaivel 6Tl To gradar pmopei va xpnotpototnesi yia tnv a§loAoynon

Beoewyv epyaciag cuppwva Pe TI¢ anattroelg tng EE.

© PLAS 2026 n 8



| O1 BaBpidec Tnc peBodooyiag

25 BaOpideg (grades)

EX

25
24
23
22
21
20
19
18
17
16
15
14
13
12
11
10
09
08
07
06
05
04
03
02
01

gpyaociag

Enineda oteAexwv: EX-01 — EX-16 | To eninedo Baciletal o€ MapdyovTeg oL GXeTi(ovVTal e TO peEyeBOG TNG eTaLpEiag Kat TNG Beong

levikn Aloiknon

Eumelpoyvwpoveg,

«koupPOL»

EmayyeApatieg

0 Badpog eival anotEAeopa
TWV 61a0TACEWY TOL €PYOU:

xpovodiaypauua,
poiUmMoAoyLopoG, EUPOG
nyeoiag, moAvm\okotnTa

AvwTtatn dloiknon

Meoaia 6loiknon

KatwTtepn bloiknon

Eldikevpévo

TIPOOWTILKO

AveldikevTol / nui-
€LOLKEVUEVOL

Epyagopevol

10
09
08
07
06
05
04
03
02
01

EpyaZopevol

Project Management

] [ Aoiknon

NMPOXOXH: H
BaBuoAoyia
avagpepeTal
otnv B€on oxlL
o€
OUYKEKPLUEVO
epyalopeVo.



l Rosetta: avrioToixion pe dAec TiIc dGAAec peOodoloyieg

OL Babpuideg tnG Gradar cuoyetidovtal pe avtioTtolyeg Babuideg OAwv Twyv peydAwv tapoywyv job grading Abcewv EMLTPETMOVTAG EVKOAO
migration pog¢ TNV MAATPOPHA HECW TOU Tiivaka avtiotoixtong Rosetta. H Rosetta evnuepwvetal pe tig d1edveic n e€eldikevpeveg Badpideg
ETUTPETOVTAG TNV XPNON OTOLACGONTIOTE TIPONYOVHEVNG AAANG HeBodoAoyiag Kal T oUYKPLON TNG apoloag KAataotaong agoLlBwy pJe
OTOLYELO TNG ayopdg amno omoLavonToTe apoxo.

210 oxnua ot avtiotolyieg¢ Twv Babuidwv tn¢ Gradar ue AON, Korn Ferr, MERCER, 3 and tou¢ 20 mapdxoug Tou €xouv avtioTolxnbei yta to €to¢ 2024
L AON(Mcagan)(2022) |

Analytical Job Evaluation system Compensation Survey Level Definitions Global Job Mapping / Reference Levels
Methodology

Middle
Management /
Seasoned
Professional

Executive
Management "real life"
equivalence

Supervisory /
(Junior)
Professional

Para-Professional / Individual
Support Professional

Individual Project ) ) : Clerical /
Management Executive Support Professionals Leadership

I . Executives
Contribution Management Operations

99
99
99
99
99
99
99
99
99

high level roles (C-level / board members) need to be EX16
assessed individually with vendor specific scoping

R 13-14
factors EXO01

ET1

25
24
23
22
21 21 "

|
|
|
|
|
|
|
|
|
| 20 20
|
|
|
|
|
|
|
|
|
|
|
|
|
|
|
|
|
|
I

10-12

ET3

19 19 4 M6 Senior Director

[
=]

22 99
21

P6 Pre-Eminent
Professional M5 Director

[y
00

18 18 09
17 r
16 16 " 08 19

{111
[T}
[[1]
{111
{111
{111
{111
{111
{111
i
{111
{111
i
15 15 08 il 18
[T}
[[1]
1[I}
[T}
1[I}
[[1]
[T}
{111
{111
{111
{111
{111
{111
T

=
N
-
~

PS5 Expert M4 Senior
Professional

-
v

14 d r 17
13 13 16
12 12 15
11 11 14
10 13
12
11

-
S
-
S

P4 Specialist M3 Manager

Professional

Il
N W

M2 Team Leader
P3 Senior Professioni M1 Team Leader
P2 Experienced
S4 Specialist Professional
Para-Professional

e
Yo r

P1 Entry Prof.

[
o

I

I

I

I i
I ET3
I

I

I

I

I

I

I

I

I

|

|

I

I

I

|

|

I S3 Senior

“l Para-Professional
I“ S2 Experienced

“l Para-Professional
S1 Entry

Wl para-Professional

B NWRA OO NN 0
A
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l To nAdvo evéc Tunikou €pyou

YuAAoyn Twy anapaitnTwy oTolXeiwyv Kat oxedlaopog SEt = Up TNG APXITEKTOVIKNG

PR £SO TOU AELTOLPYLKOV HOVTEAOUL TNG €TALPEIAQ (OpYO.V(U:ElKI‘] 60“.”' Yewypaptrn
dlaomopd, eTalpeieg) oto gradar
Anulovpyia r egmAOUTLIONOG job descriptions yia Tnv Emikatpomnoinon tov mAnBoug Twy
Meplypageg Oeoswv BaBbuoAoynon (rbavr avaykn cuvevTeLEEWV yLa TN Beocwv gpyaociag & avriotoiyxlon Twy
OULAAOYN TWV TTANPOYOPLWY) Beocwyv epyaociag pe epyalOPevous
A€10AGynon Becewy (Grading) Baepo')\oynor] Twv esoawy epyaotaq Baoel Twv BaBuideg egcewv epyaciag - LTIOBOAN
KplLTnpiwv Tng yeBodoAoyiag. Quality Assurance oxebiov mpog emikLpwWON

dataUpload Elcaywyn otolxeiwv ApotBwv YTI0oTrPLEN OTNV EMELEQPYACLA TWV
avapopwy
> xedlaopog doung apotBwyv : : : : ,
(Compensation Structuring ) > xedlaopog pay bands Bacel anoteAeopyatwy Pay Bands & AvaAuvon ApotlBwy

11
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l Napddeiypa: BadOuoAdynon Béocwv epyaciag

MNapatiBevtal 3 mapadeiypata BEcewv
gpyaociag oe kA eva amno ta 3 Career
Paths, pe tn BaBpoAoynorn toug .

Job title = Global job family « Career =
ANANAHPOTHL OIKONOMIKOZ AIEYGYNTHZ Finance €@ Management
Job title = Global job family « Career «

AOTEZTHZ Finance | Accounting @ Individual Contribution
Job title = Global job family « Career «

YMNEY@YNOI EPTQON

Engineering | Civil / Construction Engineering @

Project Management

Grade «

1<)

2TIC ETOPEVEG dLAPAVELEG N
TEEPLYpPaPn Twv
eMAEXBEVTWY ETUTIEOWV
Kpltnpiwyv (factors) kata tnv
agloAoynon.

Factor levels

Grade = Factor levels

Q DN OOO OO O

Grade « Factor levels

© PLAS 2026 12



l Napddeiypa: BadOuoAdynon Oéong Aloiknong

0€on epyaoiag (OXL CUYKEKPLUEVOG Kurnvoplg (ya _
UTEAANAOC) npoodloplopo grading
factors)
Opada o
(yla oVykplon pe TNV ayopd) BaBuog Bcong
Job title = Global job family « Career = Grade « Factor levels
ANAMAHPOTHZ OIKONOMIKOX AIEYOYNTHE Finance @ Management @ B ENEL D EENERE:

Grading Factors

_ Cognitive Abilities /
Professional Knowledge Expeme nce Problem Solving

- O o

Spcan of Control Dcmpation group managed Organisational Knowledge

The position requires professional 8- 10 years As“l’”_““":"f"x“?b'ezi Leading a small team (1toSemp-  Qualified staff, particularly :::;ls::or::::t . n;::r::;::':o
knowledge at university degree level analysis and mo ation of known loyees) . .
iy solutions fully trained or certified em- the business objectives
ployees
Organisationail
Processes Complexity Responsibility Scope of Decisions  Communication

e 0 Factor lewel 1 Factor level 1 e

Develop new processes with compa- Complex processes Responsibility for operational/techni- Scope of the dedsionsis at
ny-wide significance

Representing the organisation in a

cal and disciplinary decisions for the ~ national orregional level certain field

own team. (15t management-level]

© PLAS 2026 13



l Napdadeiypa: BadbuoAdynon Epyalopévou

Job title = Global job family ~ Career = Grade « Factor levels
AOTIZTHZ Finance | Accounting @ Individual Contribution o 6)(3)(4)(1)(4)(1)(1)(3)(1)(2
Grading Factors
Professional Knowledge Experience gr%%}gxesi?l!ﬁles / People Responsibility ~ ©Organisational Knowledge Processes
Vi

o o o ’ o

The position requires professional 1-3 years Known solutions and technical exper- nESPﬂI'ISl‘bI‘II‘tv’ is limited to the own Organisational knowledge of own Running and / or maintaining

knowledge that can be obtained tise are applied to recurring problems ~ Position field/department and interconnected =~ Processes

through an undergraduate degree units
or an apprenticeship and additional
certified qualifications

Complexity Functional Responsibility ~ Scope of Decisions Communication
crp © o

Making operational-technical deci-
sions affecting the work of the own . .
group national or regional level

5 of the decisions is at The position requires good communi-
cation skills in ateam or with clients
and a certain degree of empathy

Simple processes

© PLAS 2026 14



l Napddeiypa: BaBpoAdynon O€onc project management

Job title = Global job family «

Career = Grade =

YMNEYQYNOI EPTQN

Engineering | Civil / Construction Engineering @

& 7)(3

Project Management

Factor levels

Grading Factors
roplem o0 vmg
o . . — . Factor level 1 Uptﬂ- 10 &mplﬂ'ffts Organisational knowledge of own
The position requires professional 1 - 3 years Solving new problems. Recombina-  Full responsibility for a sub-project field/department and interconnected
knowledge at university degree level tion of known solutions or technical units
information
Project Size Project Budget Communication
PN
Small project a 5 000 - 50.000 € The position requires very good com-
munication skills and social skills

© PLAS 2026 15




-'.l EocwTepiky AvdAuon apoifov

H mAat@oppa Gradar eTiLTpENEL:
B AvaAUOELG yLa OAOUG TOUG EPYAOHEVOUG

B Oykplon arnodoxwv HETAEL ELOLKOTATWY, POAWY, HOVAOWV Kal

@UAwvV (pay gap analysis)

B EVOWPATWHEVOG UTIOAOYLIOHOG KOGTOUG AVATIPOCUPHOYNG

(oevapua)

B Xyedlwaopog career paths cuvoedepeva pe ta paybands kat 1o

ovotnua A€loAdynong tng Arnodoong

16



l Napdadeiypa avdaiuonc pic®oAoyikev KAIHAKiwV

B EUpog (Spread): H diagpopa petald twy
EAAYLOTWYV KAl HEYLOTWYV ETUMEdWYV PULoBOL
(6Lapopd oTIG aPoLBEG TWV EpyalOPEVWY
gVTOG TNG 1dlag Babuidag).EAaxioto
(minimum) = avag@EpeTtatl oTov ap)LKo PLobo
NG Babuidag, péyroto (maximum) = -
LVPYNAOTEPOG PLOBOG ToL PTtopEl va o Spread

EMLTEVYXOEL EVTOC TNG Babpidag. g I
B ‘Eva peyaAvtepo gvpog (wider % I '

spread) evio Vel TNV eveALEia Kal ETULTPETIEL = I

TNV €€€ALEN €VTOG TNG Babpidag, evw evamo = I I

oTeVo g0Upog (narrower spread) 6a pmopovoe E l . . I

va divel egpaocn oTn CUVETIELA KAl T [ -

dlaavela otig apoLBeg, aAAa dnulovpyel Lol

TEPLOCOTEPEG Pabpideq. i L )

® Awagopa peocov onueiov (Midpoint
Differential): Nocootiaia anootaon petagL
TOL HEOOU €VOC PULOBOAOYLKOU KALPaKiov Kat
€VOC aAAov.

Babpuideg

17



l Napddeiypa avdaiuonc evrdc piac Baduidacg

14
Napadeilypa avalvong Compa-ratio: GUyKpLON TOV HLOOOV EVOG ATOHOL HE

v dtdpeco* (midpoint) Tov HLoBoAoyLlkou evpoug TNG Baduidag.
12

1% _ Av TO Co'mpa-ratit? eivat’75% onuaivel é',fl Evag epyaZé'psvo'q apoiBetal
25% Alyotepa aro to dtapeco tnG Badpidag otnv omoia avnket.

[s]

Number of employees

*H avaAuvon Pmopei va yivel ge to
I I XapNAOTEPO, LYNAOTEPO, ] TO HECO OPO
TOUL PLOBOAOYLKOU €VPOLG TNG Baduidag
Kal LTIAPXEL avaAuon Kal ava epyalopEVo.

66%
T4%
82%
90%
98%
106%
114%
122%
130%
138%
146%
154%
162%
170%
178%
186%
194%
202%
210%
218%
226%
234%

Compa-Ratio
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] Mapddeiypa npwTtou eningdou avaiuong Twv HIcOoAoyIKwV

OIAPOPWV AVOPWYV - YUVAIKWV

Annual salary

Annual salary

50,000

40,000

30,000

20,000

10,000

@ Ven

50,000

40,000

30,000

20,000

10,000

. Men

Base Pay Average

-29.08%

48,409.92 EUR
34,332.93 EUR

Men Women
@ women B ray gap
Base Pay Median

41,372.50 EUR

27,300.00 EUR

Men Women

@ women & Pay gap

Grade

16

14

13

12

55 4

10

Gender distribution

0.49% I 0%

- OU/{)
2-910/0 -

15% 10% 5% 0% 5% 10% 15%

2.91%

0%

@ Ven (117) B women (89)
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] Npocapuoopévn avaiuon Tou picBoAoyikou xdopaTog HETASU TwV
PUAWV: anapaiTnTn yia TIC AVAPOPEC TNG ETAIPEIAC

EmiAoyn mapayoviwy mPog GUVEKTIUNGCN

Configuration

Methodology

Average

Demographic variables Structural variables

v| Age v| Global job family
v| Jobtenure v| Organisational unit
Performance evaluation Legal entity

Job-Function

Job Status

B calculate

Unadjusted

Grade

Global job family

Job tenure

Age

Adjusted

Adjusted
@ Unadjusted

10%

Pay Gap Distribution

i
fim|

0% 10% 20% 30%

B Global job family | Grading

. Job tenure .Age

ErumA€ov €€NYNOELG TOU XAOHATOG ApOoLBwV:

Ol mapayovteg Onwg n Babuida, n nALkia, Ta xpovia mpoinnpeaciag,
Ol CUVBNKEG gpyaciag, N yewypaglkn tomobeoia, mpootiBevtal otny
avaAvon yia va e€nNynoouV TIG HLoBOAOYIKEG OLaPOpPEG.

2 TO OUYKEKPLUEVO TIAPAdELYHQ, OL PLOBOAOYIKEG OLAPOPES TIOV
eppavidovtav oto 34% mnepinov (median) pelwvovtal KATw anod 1%
HETA TNV €QAPUOYN TWV TIAPAYOVTWY OTIWCE PaiveTal 0TOV KATW
Tivaka.

Enidpaon Twv ETMAEYUEVWY TTAPAYOVTIWY GTO EUPUAO HLOOOAOYLKO
xaopa:

Baoel Tou povtEAOL TIOL SNPLOLPYNONKE PE TOUG ETUAEYUEVOUC
TIAPAYOVTEG, EKTIPYATAL TO TTOGOOTO TOL YN TIPOCAPHOCHEVOU
(unadjusted) pLoBoAoyLkoU XAoPATOC TIOL TIPOEPXETAL ATO KABE
TiapayovTa Kat va utrtoAoyioel Tov pooappoopevo (adjusted)
HLoBoAoyLKO Xdopa. AnAadr To xaoua Tou mapapevel otav Angoel
urown n enidpacn OAWV TWV ETUAEYUEVWY TIAPAYOVTIWY OTLG
apolBeg

20



] Napadeiypa MoAunapayovTikig avdaAuong Twv HICOOAOYIKWY
OIAPOPWV AVOPWV - YUVAIKWV

A€IKTEG TIOLOTNTAG HOVTEAWY

Model evaluation la kaBe povteAo ov Tapdyel To Gradar mapexel dEIKTEG MOLOTNTAG yla TNV eTBeRaiwon tng agloruotiag
e v wemen et TOU KAl ypa@nuata MpoBAETOUEVWY WG TIPOG TIPAYHATIKWY apoLBwy.
< (Explanatony Capacity 5 @on  @osr > TO MAPAKATW Slaypappa Ta onuela avw tng KLpLag Staywviov avTimpoowTiol epyaloPEVOUC UE AUOLBER
o (Significance 0 o 0 LVYNAOTEPEG ATO AUTEG TIOL EXEL TIPOBAEWPEL TO HOVTEAO EVW ONUELA KATW TNG dlaywviov To avTibeTo.
Data Completeness W @ Guon | 1O XPWHA TWV ONPELWY dELXVEL TO PUAO TOUL EPYALOPEVOL ETILTPETIOVTAG OTITIKOTOLNGN uloe_o)\oled)a---
Alias (Multicollinearity) 6laKpi08wV. y
categorical Variables °
90,000 . * ..
80,000 o -. 5
= 70,000 9'4.' : .
zs 60,000 gee ':.'é . =
* 50,000 oo o : 1. :":;o o e
M '-’%'.(o ".ts..' ¢ .
40,000 . ..EO _..3:: . .... ® . @
30,000 L) : o,:n.‘.:.}'ef@f:'.\o’."* -
@ -qmg;:,:-
20,000 .
10,000
0
-10,000
10,000 20,000 30,000 40,000 50,000 60,000 70,000 80,000 90,000 100,000 110,000 120,000 130,000

Predicted Salary

® Men ® Women I 21



] Napddeiyua npocappoopgvng availuong Twv HIcOoAoyIKwV
OIAPOPWV AVOPWYV - YUVAIK®OV avad Baduida

Annual salary

140,000

120,000

100,000

80,000

60,000

40,000

20,000

Distribution - Base Pay

&
° -
@
°
k-
e 2
. . . g
s » — - —f :
e —— ° 8
= 5 6 7§ 8 9 10 11 12
® Men ¢ Women — Median Men — Average Men — Median Women

13 14 15 16

Average Women
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l Napddeiypa avaiuonc apoif®v oe cuykpion HE TRV ayopd

B XpNon OTOLAGONTIOTE EPEVVAC tuimegraten
apotlBwy, YEVIKN N KAQOLKN KAl revea
OUYKplTlKéQ qva¢0péq o€ 0972022 - individualsalaries (] 10th percentile (7] 25thpercentile @ Median [ 75th percentile (] S0th percentile ] Average
OXEON JE TIG QUOLBEC TWV - O
epYAlOPEVWV

Salary Survey (2022) - Min 10th percentile 25th percentile @ Median 75th percentile €@ 90th percentile Max Average @ Jobweighted 1 Incumbent weighted x

B 20yKpLon pOAWV e
avTioToLxoug PpOAOLG OTNV
ayopd aAAd kat e poAoug

Target Compensation

avtiotolxng Babuidag otav to
delypa amno idlovg poloug dev

KPLVETAL ETMAPKEQ

B KatdapTion oevapiwv KOOTOoUG — - ‘Eﬂ-
yla Thv avadiap8pwon Tov E———
HOVTEAOU apolBwy Kal Tnv ; : '

1 2 3 4 5 6 T 8 9 10 11 12 13 14 1% 16 17 18 19 20 21 22 23 24 25
14 14
p p r] p r] Y p . Segment 1 - Segment 2 Segment 3 * |ndividual salary
I
epYGOlaC — Pay data - Median — 10th percentile (Salary Survey (2022) (job}) Median (Salary Survey (2022) (job}) 90th percentile (Salary Survey (2022) (job))
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