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Eloaywyn

H gyyunon tng ootntag tTwv ¢UAwY, n KATAMOAEUNON TwV SLAKPLOEWVY Kol N avapuootn
LETOXElplON aTOHWY AOYWw ¢UAOU amoteAoUV BOOIKN TPOTEPALOTNTA TOU Avarmrtuélakou
Zuvdeapou Autikig ABnvag. Oavopeva ou oxetiovtal pe cupmePLdopPES TIOU PoaBalouy
ocuvadeldpoug Sev yivovtal pe KavEva TPOTIO OVEKTA TOCO o Th Aloiknon tou AZAA, 600 Kalt
amo toug epyalOpevouc oto oUVOAS TouG.

Introduction

The guarantee of gender equality, the fight against discrimination and the inappropriate
treatment of persons due to gender are a key priority of the Development Association of
Western Athens. Phenomena that restrict the rights of the individual, that create inequalities
between colleagues and can lead to exclusions are not tolerated in any way by the
Management of ASDA, as well as by the employees as a whole.
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Nouwo mAaiolo

Juvtayua

ApBpo 4

«2. OLEAAnvec kat ot EAAnvibec €xouv (oo SikalWUATA KOL UTTOXPEWOELGH
ApBpo 22

«1. (...) DAoL ot epyalouevol, aveéaptnta ano euAo n aAAn Sdiakpion, Exouv Sikaiwua iong
auotBic yla tapeyouevn epyacia iong aéiag.»

ApBpo 116

«2. Aev amotedei Siakpion Adyw @UAou n Arpn Setikwv UETPWVY yla ThV mpowdnon tne
tootntac UeTaél avdpwv kat yuvalkwy. To KpdTtog UEPLUVT YL TNV dPON TWV AVICOTHTWYV TTOU
viotavratl otnv npaén, 16iw¢ o€ BApPoC TWV pUVALKWV.»

2uvnkn EE
ApBpo 157

1. KaBe kpatog pélog e€aodalilel Tnv edbapuoyn TNG apxXng TNG LoOTNTOC TNG AUOLBNG LeTAEL
avEpWV Kal YUVALKWV yLa 0oL pyacia f yla epyacia tng authg agiac.

2. Ta Toug okomoUg Tou Tapovtog apbpou, we "auolBn" voouvtal ol cuviBelg Baaoikol
KOTwTtoTol pLobol ) amodoxeg Katl OAa Ta AANA 0dEAN, TTOU TTapEXOVTAL AUETA 1) EUUEDA, OF
xprilata r o€ €idog, anod tov epyodoth otov epyalduevo, AOyw TG OXECEWG Epyaoiag.

H wootnta apolBng, xwpic Stakpioelg puAou, cuvemayetal:

o) OTL N apolPn Tou apeXeTal yla Opola epyacio mou apeifetal kat’ amokomnr) kabopiletatl
pe Baon tnv 8la povada HeTpnoEwe

B) 6TL N apolBr ou MapéXETaL yLa epyocia mou apeifetal pe Bacn tn xpovikn SlapkeLa sivait
n 6la yla opola B€on epyaocioc.

3. To Eupwmnaikd KowoBoUAwo kat to ZupBouAlo, anodaociloviag cUpdwva Pe TN cuvnon
vopoBetikn Sladikacia kat petd amo StaBouAeucn pe tnv OlKovoulkh Kal Kolvwvikn
Erutponn, Beomilel pétpa pe ta omoia e€acdaliletal n sdappoyn tNg aApxng Twv owv
EUKOLPLWY Kal (ong petaxeiplong avdépwv kol yuvalkwv oe Bfpota epyaciog Kot
amnooxoAnong, cuunepAappavopévng TG apxng Tng LooTNTAS apoPBng yia opola epyacia n
yla epyaoia tng autng agiag.

4. MNpokelpévou va e€aodaAloBel EUMPAKTWE N MARPNG LOOTNTO LETOEY avOPWV Kal YUVOLKWVY
otV gpyaoia, n apxn Tng iong petaxeiplong dev epmodilel Ta kpatn LEAN va Slatnprioouyv N
va Beomicouv PETpa TTOU TTPOPAEMOUV €LSIKA TTAEOVEKTAMATA, T Omoio SLEUKOAUVOUV TO
AlyOTEPO €eKTIPOCWTIOUPEVO HUAO VO CUVEXIOEL Ula EMOYYEAUATIKN Spaoctnplotnta 1
npoAapBavouv i avtlotaBui{ouy Ta LELOVEKTAUATA OTNV EMayYeAUATIKA oTadloSpopia.
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Xaptnc BepeAlwdwy Sikowpatwy EE
ApBpo 21 Anayopeuon SLaKpIoEWV

1. Anayopevetal kaBe SdLdakplon WBiwg Aoyw dVAoU, GUAAC, XPWHATOG, EBVOTIKAC KATAYWYNG
1 KOLVWVLKAG TIPOEAEUONG, YEVETLKWY XOPOKTNPLOTIKWY, YAwooog, Bpnokeiag r memolBrnoswy,
TIOALTIKWYV GpovNUATWY 1 KABe AAANG yvwung, 8LOTNTAg HEAOUC €OVIKNG HELOVOTNTAC,
neplovaiag, yévvnong, avamnpiog, NALKiag rj YEVETAGLOU TTPOCAVATOALOUOU.

2. Evtog tou medilou edapuoyng Twy TuvBnkwy Kat pe tnv emidpuAoén Twv l8Ikwy Slataiewy
Tou¢, amayopeleTal KABe Stakplon Aoyw Bayeveiag.

ApBpo 23 lodTNTA YUVALKWV KoL avEpwv

H wo6tnta yuvawkwyv kot avépwv mpenel va e€acdaliletal oe 0AOUG TOUG TOUELG, HeTaEU
AAAWV OTNV amacXoAnon, TNV epyaocia Kal T amodoyEc.

H apxn tng wotntag dev amokAeiel T Statripnon f tn B€omion YETPWV Tou TPoBAEmouv
€161KA TTAEOVEKTNLATA UTIEP TOU UTIOEKTIPOCWTIOUEVOU PpUAOU.

Obnylec

OAHTIA (EE) 2019/1158 TOY EYPQMAIKOY KOINOBOYAIOY KAl TOY SYMBOYAIOY tn¢ 20F¢
louviou 2019 GXETIKA LE TNV LOOPPOTILO LETOED ETOYYEAMOTIKNG KAL LOLWTLKAG {WAC YLO TOUG
YOVEIG KOl TOUG GPOVTLOTEG KaL TNV Kotdpynon tng odnylag 2010/18/EE tou TupBouliou

OAHTIA 2010/18/EE TOY 2YMBOYAIOY tng 8ng Maptiou 2010 oxeTkd e ThV EdapUoyr TNG
avaBewpnUEVNG oUPdWVIOC-TTAOLGIOU yLa TN YOVIKA AdeLa Tou cuvAdPOn oo TIC OPYAVWOELG
BUSINESSEUROPE, UEAPME, CEEP kat ETUC Kot pe tnv katapynon tng odnylog 96/34/EK

OAHTIA 2010/41/EE TOY EYPQMAIKOY KOINOBOYAIOY KAI TOY 2YMBOYAIOY tn¢ 7ng louAiou
2010 ywa TV edappoyn TNG apxns TN long Hetaxeiplong avdpwv Kol YUVALKWY TIOU aokoUV
OUTOTEANA EMOYYEALOTIKY §paoTNPLOTNTA KAL YLOL TNV Katdpynon tng odnyiag 86/613/EOK tou
JupPouliou

OAHTIA 2006/54/EK TOY EYPQMAIKOY KOINOBOYAIOY KAI TOY 2YMBOYAIOY tng 5n¢ louAiou
2006 yLa TNV epoppoyn TNG APXNG TWV (OWV EVKALPLWV KAL TNG LoNnNg HETAXElpLONG avEpwv Kot
YUVaLKWV o€ B€pata epyaciag kal anaocxoAnong (avadiatinwon)

EAANVIKO Olkalo

NOMOSZ Y APIOM. 4808/2021! lNna tnv Mpootacia tng Epyaociog IUotaon Avefdptntng
Apxnc «EmBewpnon Epyoaociag» Kupwon tg IOpBaocng 190 tng AeBvolg Opydvwong
Epyaoiog yla tnv e€dlewdn tng Blag kal mopevoxAnong otov KOOUO TG epyaciag KUpwon tng
JUpBaong 187 tng AteBvolg Opydvwong Epyaciag yia to MAaiolo NpowBnong tng Aohaielag
Kat tng Yyelag otnv Epyaocia Evowpdtwon tng O8nyiag (EE) 2019/1158 tou Eupwraikou
KowoBouAiou kat tou TupBouliou tng 20n¢ louviou 2019 yia tnv Loopporia PeTaly TNG

! ®EK 1014, 19/06/2021
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EMAYYEALATIKAG Kal TNG WOwTkAG {wng, aAleg Satagelg tou Ymoupyeiou Epyaciag kat
Kowwvikwv YmoB£oswv Kat Aounég eneiyouvoec pubuioelg.

NOMO?3 Y’ APIOM. 4604/2019 2 MpowBOnon TG 0UCLACTIKAC LodTNTAG TWV GUAWY, TTPOANYN
KoL KatamoAéunon tng €udulng Blag PubBuioslg yla tnv amovoun lBayévelag AlaTagelg
OXETIKEG LIE TIG EKAOYEG otnVv Torkn Autodiloiknon Aolmeg Slatagelg.

NOMO3 Y APIOM. 4443/2016° 1) Evowpdtwon tng 08nyiag 2000/43/EK nepi edoppoync
NG aPXNG TNG LONG LETAXELPLONG TTPOCWTTWYV AOXETWC GUAETLKNC 1} €BVOTLKIC TOUG KATAYWYNAG,
g O6nyiag 2000/78/EK yia tn Stapdpdwaon yevikol mAataiou yia tny ion petayeiplon otnv
araoxoAnon Kot tnv gpyocio kat tng 0dnyiag 2014/54/EE nepi pETpwy moU SLEUKOAUVOUV
TNV AoKNOoN Twv SIKALWHATWY Twv epyalopévwy oto mAaiolo tng eAeBepnc kukAodoplag Twy
epyolopévwy (...)

NOMOZ YN' APIO. 4097/2012% Edapuoyf tng apxic tne long petaxeipione avdpwv kat
YUVOLKWYV KOTA TNV A0KNGON aUuToTeAOUC emayyeALATIKNG Spaotnplotntag - Evapuovion tng
vopoBeaoiag pe tnv O8nyia 2010/41/EE tou Eupwmaikol KowvoBouliou.

AN Kelpeva

Yrnoupyeio Epyaociag kat Kowwvikwv YnoBéoswv, Mevikn Mpappoteia Anpoypadikig kat
Owoyevelakng MoAttikng kat lootntag twv QuAwv: «ESVIKG oxéSto dpdong yia tnv LootnTa
Twv UAwv 2021-2022», 11/2021

2 MEK 50", 26/03/2019
3 MEK 2324, 09/12/2016
4 MEK 2534, 03/12/2012
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Legal framework
The Constitution of Greece
Article 4 (2) ”"Greek men and women have equal rights and equal obligations.”

Article 22 (1b) “All workers, irrespective of sex or other distinctions, shall be entitled to equal
pay for work of equal value.”

Article 116 (2) “Adoption of positive measures for promoting equality between men and
women does not constitute discrimination on grounds of sex. The State shall take measures
for the elimination of inequalities actually existing, in particular to the detriment of women.”

Treaty on EU
Article 157

1. Each Member State shall ensure that the principle of equal pay for male and female
workers for equal work or work of equal value is applied.

2. For the purpose of this Article, ‘pay’ means the ordinary basic or minimum wage or salary
and any other consideration, whether in cash or in kind, which the worker receives directly or
indirectly, in respect of his employment, from his employer.

Equal pay without discrimination based on sex means:

(a)that pay for the same work at piece rates shall be calculated on the basis of the same unit
of measurement;

(b) that pay for work at time rates shall be the same for the same job.

3. The European Parliament and the Council, acting in accordance with the ordinary
legislative procedure, and after consulting the Economic and Social Committee, shall adopt
measures to ensure the application of the principle of equal opportunities and equal
treatment of men and women in matters of employment and occupation, including the
principle of equal pay for equal work or work of equal value.

4. With a view to ensuring full equality in practice between men and women in working life,
the principle of equal treatment shall not prevent any Member State from maintaining or
adopting measures providing for specific advantages in order to make it easier for the
underrepresented sex to pursue a vocational activity or to prevent or compensate for
disadvantages in professional careers.

Charter of Fundamental Rights of the EU
Article 21 Non-discrimination

1. Any discrimination based on any ground such as sex, race, colour, ethnic or social origin,
genetic features, language, religion or belief, political or any other opinion, membership of a
national minority, property, birth, disability, age or sexual orientation shall be prohibited.
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2. Within the scope of application of the Treaties and without prejudice to any of their specific
provisions, any discrimination on grounds of nationality shall be prohibited.

Article 23 Equality between women and men

Equality between women and men must be ensured in all areas, including employment, work
and pay.

The principle of equality shall not prevent the maintenance or adoption of measures providing

for specific advantages in favour of the under-represented sex.

Directives

DIRECTIVE (EU) 2019/1158 OF THE EUROPEAN PARLIAMENT AND OF THE COUNCIL of 20 June
2019 on work-life balance for parents and carers and repealing Council Directive 2010/18/EU

COUNCIL DIRECTIVE 2010/18/EU of 8 March 2010 implementing the revised Framework
Agreement on parental leave concluded by BUSINESSEUROPE, UEAPME, CEEP and ETUC and
repealing Directive 96/34/EC

EUROPEAN DIRECTIVE 2010/41 / EU OF PARLIAMENT AND OF THE COUNCIL of 7 July 2010
implementing the principle of equal treatment for men and women engaged in independent
professional activity and repealing Council Directive 86/613 / EEC

DIRECTIVE 2006/54/EC OF THE EUROPEAN PARLIAMENT AND OF THE COUNCIL of 5 July 2006
on the implementation of the principle of equal opportunities and equal treatment of men
and women in matters of employment and occupation (recast)

Greek Law
LAW no. 4808/2021

Transposition of Directive 1158/2019 into national law with the parallel improvement of
national provisions on parental facilities and maternity protection, the improved framework
for teleworking, as well as provisions on combating violence and harassment at work.

LAW no.4604/2019

Promoting gender equality, preventing and combating gender-based violence- Arrangements
for granting citizenship - Provisions related to local government elections - Other provisions.

LAW no.4443/2016

Incorporation of Directive 2000/43 / EC on the application of the principle of equal treatment
between persons irrespective of racial or ethnic origin, of Directive 2000/78 / EC establishing
a general framework for equal treatment in employment and of Directive 2014 / 54 / EU on
measures to facilitate the exercise of workers' rights in the context of the free movement of
workers (...)



AAA: Q5MIOPET-TEG

‘ Em GENDER INEQUALITY

Avarmtuélakog 2UvEeoog
AuTtikng ABrvog

LAW no. 4097/2012

Application of the principle of equal treatment between men and women in the pursuit of
independent professional activity - Alignment of legislation with Directive 2010/41 / EU of the
European Parliament.

Other texts

National Action Plan for Gender Equality 2021-2025
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Ydlotapevn kataotaon

Jtov AZAA auTth Tn oTyun anacyoAouvtal 36 untdAnAot pe oxéon dnuociou Kol LOLWTLKOU
Sikaiiou. Ard autouc ot 19 ival avdpec kat ol 17 yuvaikeg os mocootd 52,78% kat 47,22%
ovtiotolyoa.

YriaAAnAot AZAA

m Avbpeg = luvaikeg =

Mivakog 1

10
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OL Bfoselc Mpolotapévwy tng lMevikng AlevBuvong, twv Mpoiotapévwy AleuBivoswv Kat
Mpoiotapévwyv Tunudatwv (AutoteAwv Kal pn) ovépyovial o Owdeka (12) kot
KatalapBavovral avtiotola anod névie (5) dvdpeg kal enta (7) yuvaikeg, ATOL 0€ TOCOOTO
41,7% ko 58,3% avtictolyo

3 Oéoelc MNpoloTapévwy

H

w

N

[N

B AvSpeg M uvaikeg

Mivakoag 2

EnutAéov oto Jwpateio Epyalopévwy tou Zuvdéopou emi twv mévie (5) Béoewv mou
amnaptilouv to AZ Bplokovtal évag (1) avdpeg kal TEcoepLs (4) yuvaikeg.

AY Iwpoteiou

m Avbpeg = fuvaikeg =

Mivakoag 3

11
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Onwg pumopel va eUkoAa va yivel avTIAnTo amnod tnv napdbeon Twv mMapamavw oTolXeiwy, n
UODLOTAUEVN KATAOTOON €lval LSLATEPWE LKOWVOTIOINTIKY KAOWE AMOTUTIWVETAL OTNV TPAEn
TOOO N TOOOTIKI LOOTNTO AVEPWV KAl YUVALKWY OTO XWPO EPYACLOC, 0G0 Kal oL SUVOTOTNTEC-
gukalpieg aveAlEng OAwV Twv epyalOUEVWV O LEPAPXLKA OVWTEPEC BE0EL aANA Kal og BETELC
TIOU QITOVTaL O€ eMINed0 AAAWY 0pyAVWV.

H Awoiknon tou ASAA, aykdAlaoe o Beopo Tou «ZupBoUAou AKEpaLOTNTAG» TIOU £L0NXON otn
XWwpa pag pe to v.4795/2021 A’ 62 «XUotnua Ecwteptkol EAéyyou tou Anudolou Topfa,
JUpPBouAog Akepatdtntag oth dnuoaota Stoiknon kat AAAEG Slatdgelg yia tn dnuoaota Stoiknon
KOLL TNV TOTIKA auTodloiknan.» Kol ¢povtios Ndn and oAl vwpig va €xel otn dLdbeon tng
TIOTOTOLNUEVO - PE€ow TG EIAAA — umdAAnho tou Zuvdéopou. H onuoaoia tou
veoeloayxBévtog Beopol eival LLaltepa oNUAVTLKH YLA Ta {NTALOTA TIOU LAG AmooXoAouv 6w
KoOwG péoa oTIC appodLOTNTEC TOU ZUUPBoUAOU Akepalotntag nepthapBavovtatl SpAceLg Tou
adopouv Intrpato ceEoUaAIKN G TOPEVOXANONG KAl SLOKPIOEWV OTO XWPO EpYaciog.

12
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Current situation

ASDA currently employs 36 employees under public kai private law contracts. Of these
employees, 19 are men and 17 women in percentages of 52.78% and 47.22% respectively.

ASDA Employees

= Men = Women

Table 1

13
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The positions of Heads of General Management, Heads of Managements and Heads of
Departments (Independent and not) are up to to twelve (12) and are occupied by five (5) men
and seven (7) women respectively, at a rate of 41.7% and 58, respectively.

g Positions of Heads of Departments

H

w

N

[N

H Men HWomen

In addition, in the Union of Employees of the ASDA, there are five (5) positions on the Board,
which are occupied by one (1) man and four (4) women.

Union Board

= Men = Women =

14
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It can be easily understood from the above data that the current situation is particularly
satisfactory as it reflects in practice both the quantitative equality of men and women in the
workplace, as well as the possibilities-opportunities for promotion of all employees to
hierarchically higher positions and also in positions affecting other institutions.

The Administration of ASDA embraced the institution of "Integrity Advisor" which was
introduced in our country with law 4795/2021 A '62 "Internal Control System of Public Sector,
Integrity Advisor in public administration and other provisions for public administration and
local government” and ensured from the beginning of its implementation to have at its
disposal a certified - through the ESDDA - employee of the Association. The importance of the
newly introduced institution is particularly important for the issues that concern us at the
moment as the responsibilities of the Integrity Advisor include awareness actions and
information on sexual harassment and discrimination in the workplace.

15
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YTO)OL

H udlotdpevn kotdotaon Unopel Hev va KpLveTal w¢ Lkavomolntikn, Wiwg av Adfoupe vt
oPlv Toug otoxoug tou EBvikou Ixebilou Apdong yia tnv wootnta twv ¢uAwv (Afovag
Mpotepalotntog 2: loOTIUN CUMMETOXH TWV YUVOLIKWVY OTNV ayopd epyooiag kal Afovag
Mpotepalotntag 3: loOTIUN CUUUETOXN yuvalkwy o B€oelg APng amodpaoswv/nyETkoug
POAOUC), TANV OUWC N TIPOOTIABELA TIPETEL VAL EIVOL GUVEXNG KOL TIOAUETILIESN TIPOKELUEVOU
va NV oAAoLwBoUV Ta evOapPUVTLKA OTTOTEAECUATO TTIOU £XOUV EMITEUXOEL

210 MAaiolo Twv apanavw n Bpaxunpobeopn otoxeuon Ba meplhapBavel Toug €N A€oveg:

1.30vtagn Kwdika Asovtoloyiag kal mapdAAnAn evnuépwon TOU GUVOAOU TOU
UTINPETOUVTOG TTPOCWITLKOU,

2. AlaTApnon TG LoOTLUNG CUMHUETOXNG avEpWV KAl YUVALKWY ot BEoeLg «euBuvng»

3. Emuopdwon tou mpoowriikol og {NTAUATA LOOTNTOG TwV GUAWV.

Mepawtépw n Kabnuepv evawobntomoinon OAwv Twv gUmMAekopevwy (Aloiknong Ko
epyalopévwy) ot InTApota AUPAUVONG TwY AVIOOTATWY UETOEU TwV GUAWV Ba 0dnynoeL os
mayiwon tou onueplvol status Kal TNG KOUATOUpPAG TIOU TIPENEL va SLEmel kABe olyxpovo
£PYOOLAKO XWPO. OMWC TOVIOTNKE TOPATAVW N TIPOOTIABELA TIPETEL VAl Elvall CUVEXNG, KATL
TIOU OnNUAiveEL TIWC TO TAPOV OXESLO TIPETIEL VA ETLKOLPOTIOLEITOL VA TOKTA XPOVIKA
SLa0TAOTA, WOTE VO OVTATTOKPVETAL KABE popd oTOL {NTHLATA TIOU EUTLTTOUV.

Objectives

The current situation can be considered satisfactory, especially if we take into account the
objectives of the National Action Plan for Gender Equality (Priority Axis 2: Equal participation
of women in the labor market and Priority Axis 3: Equal participation of women in decision
making positions / leadership roles), but the effort must be continuous and multileveled in
order not to distort the encouraging results achieved.

In the context of the above, the short-term targeting will include the following axes:
1. Drafting a Code of Ethics and parallel updating of all staff,

2. Maintaining equal participation of men and women in "responsibility" positions
3. Training of staff on gender equality issues.

Furthermore, the daily awareness of all involved (Management and employees) on issues of
mitigating gender inequalities will lead to the consolidation of the current status and culture
that should govern every modern workplace. As mentioned above, the effort must be
continuous, which means that the current plan must be updated at regularly, in order to
respond each time to the issues raised.
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AAA: Q5MIOPET-TEG

WA

Avarmtuélakog 2UvEeoog
AuTtikng ABrvog

MeBodohoyia

210 mMAaiolo TwV Tapamavw oToxwv Kal Ba avaindBeil mpwtofouliia and Ouada Epyou mou
Ba oploBel amod tn Aloiknon Tou TUVOEGUOU TIPOKELUEVOU Va GEPEL ELC TTEPOG TO €PYO TNG
ouvtaéng tou Kwdika Asovtoloyiag, evtog Tou TpEXovtog £Toug (2022). Me tnv oAokArpwaon
™G ouyypadnc tou, o Kwdikag Ba mapouactlaotel 0To GUVOAO TOU UTINPETOUVTOG TPOCWITILKOU
Ko Ba yivel avaloyn €peuva POKELUEVOU VoL amoTUNWBEL N avtiAnyn Twv epyalouévwy 0TO
TeAKO Kelpevo.

ATO TNV GAAN MAgupA oto MAaioLo Tou 2°° oTto)XoU Tou £Xel Tebel, BewpoUpe MWE av Kal N
MANpwon Twv Béoswv «guBUVNG» Oev eumintel andAuta otlg SuvatoTtNTEG TNG EKACTOTE
Aloiknong tou fuvdéopou, to vopoBeTikd mAaiolo mou mpoodarta £wonxOn (v. 4674/2020
A’53,v.4690/2020 A’104, v.4795/2021 A’62 kaL v.4783/2021 A’248) LKOVOTIOLEL TIG ATALTAOELG
yla LOOTIUN CUUPETOXN OAwV Twv pyalopévwy — avetaptnTtws GUAOU — OTIC SLadLKAOLES
€TAOYNG.

TéAog yla Vv enitevén tou 3% otoxou Ba emblwyBel n ocuppetoyn Twv uMaAAAwWY Tou
Juvbéopou oe 6paoelc/ospvapla ou Stopyavwvovtal (16iwg amd to EOvikd Kévtpo
Anpooiag Aloiknong kat Autodloiknong) mavw os {nTApata mou adopoulv TNV LoOTNTA TWV
dUAWV.

Methodology

In the context of the above objectives, an initiative will be taken by a Project Team that will
be appointed by ASDA Administration in order to complete drafting the Code of Ethics, within
the current year (2022). Upon completion of its writing, the Code will be presented to all staff
and a corresponding survey will be conducted to capture the perception of employees in the
final text. In parallel with the implementation of the above Code, the participation of
employees in information and awareness campaigns as well as in training seminars will be
encouraged.

On the other hand, in the context of the 2nd goal that has been set, we consider that although
the filling of the "responsibility" positions does not fall entirely within the capabilities of the
respective Administration of the Association, the legislative framework that was recently
introduced (Law 4674/2020 A'53, no.4690 / 2020 A'104, no.4795 / 2021 A'62 and no.4783 /
2021 A'248) satisfies the requirements for equal participation of all employees - regardless of
gender - in the selection procedures, with continuous monitoring of the implementation of
provisions for the reconciliation of work and family life, which provide a significant number of
leave and facilities for parents and in particular for mothers with family responsibilities.

Finally, in order to achieve the 3rd goal, the participation of the Association's employees in
actions / seminars organized (especially by the National Center for Public Administration and
Local Government) on issues related to gender equality will be sought.
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