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Introduction 
“Gender equality is a universal, social, political and economic issue that affects all societies” and 

“points to a society in which men and women equally share goods, responsibilities and rights in 

all areas, work, politics, leadership, leisure, care, family and personal life”1. 

 

The Greek state follows the EU Gender Equality Strategy 2020-2025 and the Istanbul 

Convention of the Council of Europe on preventing and combating violence against women 

and domestic violence, both reflected in its latest action plan, the National Action Plan for 

Gender Equality (NAPGE) 2021-2025 of the Ministry of Social Cohesion and Family. 

 

The Ministry of Labour and Social Security (MoLSS) sets out key actions to ensure gender 

equality within the organization so that all men and women that are part of it have equal 

opportunities, can equally participate in work and personal life and are free to pursue their 

career goals. 

 

1. Methodology 

The process of developing and implementing a Gender Equality Plan (GEP) is based on the 

following steps in the lifecycle of a GEP2. The first step include an analysis of the internal and 

external environment of the organization, the second step goal setting and the last three 

steps implementation, monitoring, assessment and collecting experience to develop the 

next GEP. 

 

Step 1: Reviewing legislation. Analyzing and assessing the current status in our organization 

by collecting and reviewing sex-disaggregated data and organizational procedures, 

processes and practices to detect any gender inequalities. 

 

Step 2: Identifying objectives, setting targets and measures to remedy any identified 

problems, allocating resources and responsibilities and agreeing on timelines. 

 

 Step 3: Implementing planned activities and undertaking efforts to gradually expand the 

network of stakeholders supporting the GEP implementation. 

 

Step 4: Monitoring progress and evaluating the GEP to assess the progress achieved against 

set aims and objectives and adjust interventions according to the relevant findings. 

 

Step 5: Developing a new GEP based on collected experience, learnings and achievements. 

 
1 Ministry of Social Cohesion and Family, 2024 https://minscfa.gov.gr/en/gender-equality-and-human-rights/ 
2 European Commission: Directorate-General for Research and Innovation, Horizon Europe guidance on gender 

equality plans, Publications Office of the European Union, 2021, https://data.europa.eu/doi/10.2777/876509 

https://minscfa.gov.gr/en/gender-equality-and-human-rights/
https://data.europa.eu/doi/10.2777/876509
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For our GEP to conform to the eligibility criterion in Horizon Europe3, it includes a 

combination of the minimum mandatory process-based elements (which represent 

standard minimum components of action plans to promote gender equality) with 

recommended content-related elements stated as follows: 

 

Process-related requirements 
 

1. Public document 

The GEP, after being signed by the Minister of Labour and Social Security, will be adopted as 

a formal document published on the organization’s website and actively communicated 

within the Ministry. 

 

2. Dedicated resources 

The implementation of the GEP will rely on expertise of various units within the Ministry, 

including units of the Human Resources Directorate, the occupational physician, the Public 

Administration Integrity Advisor and the Human Resources Development Consultant. 

 

3. Data collection and monitoring 

The GEP is based on the collection and analysis of sex-disaggregated data on active 

personnel. 

 

4. Training 

The GEP includes awareness-raising and training activities on gender equality for the whole 

Ministry and training on unconscious gender biases for all employees and decision-makers. 

 

Content-related requirements (as analyzed in section 4 pertaining to) 

         1. Work–life balance and organizational culture 

       2. Gender balance in leadership and decision-making 

       3. Gender equality in recruitment and career progression 

       4. Measures against gender-based violence, including sexual harassment 

 

 

 

 

 

 
3 https://eige.europa.eu/gender-mainstreaming/toolkits/gear/horizon-europe-gep-criterion 
 

https://eige.europa.eu/gender-mainstreaming/toolkits/gear/horizon-europe-gep-criterion
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2. Legal framework 

   2.1 European Union 

Gender equality is a fundamental value of the EU enshrined in EU legal and policy 

documents. According to article 3 of the Consolidated version of the Treaty on European 

Union (TEU)4, the EU “shall combat social exclusion and discrimination, and shall promote 

social justice and protection, equality between women and men [..]”. 

 

Articles 21 “Non-discrimination” and 23 “Equality between men and women” of the Charter 

of Fundamental Rights of the European Union5 stipulate that “any discrimination based on 

any ground such as sex, […] shall be prohibited“ and that “equality between women and 

men must be ensured in all areas, including employment, work and pay” and that “the 

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

providing for specific advantages in favour of the under-represented sex”, while Article 8 of 

the Consolidated Version of the Treaty on the Functioning of the European Union (TFEU)6 

calls for equality between women and men, explicitly requiring the Union to “eliminate 

inequalities and promote equality between women and men through all its activities” 

(gender mainstreaming). 

 

Finally, the Treaty of Lisbon7 includes a commitment to gender equality through Declaration 

19, annexed to the Final Act of the Intergovernmental Conference that adopted the treaty, 

according to which, “The Conference agrees that, in its general efforts to eliminate 

inequalities between women and men, the Union will aim in its different policies to combat 

all kinds of domestic violence. The Member States should take all necessary measures to 

prevent and punish these criminal acts and to support and protect the victims”. 

 

Secondary EU law on gender equality is composed of the following directives: 

 

 
4 Treaty on European Union (Consolidated version 2016) art. 3, 2012 OJ (C326) 17   https://eur-

lex.europa.eu/resource.html?uri=cellar:2bf140bf-a3f8-4ab2-b506-fd71826e6da6.0023.02/DOC_1&format=PDF 
5 Charter of Fundamental Rights of the European Union art. 21.2, 2016, 3 OJ (C202) 389-405 https://eur-

lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:12016P/TXT 
6 Consolidated Version of the Treaty on the Functioning of the European Union art. 8, 2012 OJ (C 326) 47 

https://eur-lex.europa.eu/legal-

content/EN/TXT/?uri=uriserv%3AOJ.C_.2016.202.01.0001.01.ENG&toc=OJ%3AC%3A2016%3A202%3ATOC#C_201

6202EN.01004701 
7 Declarations Annexed to the final act of the intergovernmental conference which adopted the Treaty of Lisbon.    

   2007 OJ (C115), 335  

;‘https://eur-lex.europa.eu/legal-

content/EN/TXT/?uri=uriserv%3AOJ.C_.2008.115.01.0001.01.ENG&toc=OJ%3AC%3A2008%3A115%3ATOC#C_200

8115EN.01033501 

https://eur-lex.europa.eu/resource.html?uri=cellar:2bf140bf-a3f8-4ab2-b506-fd71826e6da6.0023.02/DOC_1&format=PDF
https://eur-lex.europa.eu/resource.html?uri=cellar:2bf140bf-a3f8-4ab2-b506-fd71826e6da6.0023.02/DOC_1&format=PDF
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:12016P/TXT
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:12016P/TXT
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=uriserv%3AOJ.C_.2016.202.01.0001.01.ENG&toc=OJ%3AC%3A2016%3A202%3ATOC#C_2016202EN.01004701
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=uriserv%3AOJ.C_.2016.202.01.0001.01.ENG&toc=OJ%3AC%3A2016%3A202%3ATOC#C_2016202EN.01004701
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=uriserv%3AOJ.C_.2016.202.01.0001.01.ENG&toc=OJ%3AC%3A2016%3A202%3ATOC#C_2016202EN.01004701
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=uriserv%3AOJ.C_.2008.115.01.0001.01.ENG&toc=OJ%3AC%3A2008%3A115%3ATOC#C_2008115EN.01033501
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=uriserv%3AOJ.C_.2008.115.01.0001.01.ENG&toc=OJ%3AC%3A2008%3A115%3ATOC#C_2008115EN.01033501
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=uriserv%3AOJ.C_.2008.115.01.0001.01.ENG&toc=OJ%3AC%3A2008%3A115%3ATOC#C_2008115EN.01033501
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Directive 2024/1500/EU 8 of the European Parliament and of the Council of 14 May 2024 on 

standards for equality bodies in the field of equal treatment and equal opportunities 

between women and men in matters of employment and occupation, and amending 

Directives 2006/54/EC and 2010/41/EU, 

 

Directive 2023/970/EU9 of the European Parliament and of the Council of 10 May 2023 to 

strengthen the application of the principle of equal pay for equal work or work of equal value 

between men and women through pay transparency and enforcement mechanisms. 

 

Directive 2022/2381/EU10 of the European Parliament and of the Council of 23 November 

2022 on improving the gender balance among directors of listed companies and related 

measures. 

 

Directive 2019/1158/EU11 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. 

 

Directive 2010/41/EU12 of the European Parliament and of the Council of 7 July 2010 on the 

application of the principle of equal treatment between men and women engaged in an 

activity in a self-employed capacity and repealing Council Directive 86/613/EEC. 

 

Directive 2006/54/EC13 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). 

 

Council Directive 2000/78/EC14 of 27 November 2000 establishing a general framework for 

equal treatment in employment and occupation. 

 

Council Directive 2000/43/EC15 of 29 June 2000 implementing the principle of equal 

treatment between persons irrespective of racial or ethnic origin. 

 

Council Directive 92/85/EEC16 of 19 October 1992 on the introduction of measures to 

encourage improvements in the safety and health at work of pregnant workers and workers 

who have recently given birth or are breastfeeding (tenth individual Directive within the 

meaning of Article 16 (1) of Directive 89/391/EEC). 

 
8 OJ L 2024/1500 https://eur-lex.europa.eu/eli/dir/2024/1500/oj/eng 
9 OJ L 132 https://eur-lex.europa.eu/eli/dir/2023/970/oj/eng 
10 OJ L 315 https://eur-lex.europa.eu/eli/dir/2022/2381/oj/eng 
11 OJ L 188 https://eur-lex.europa.eu/eli/dir/2019/1158/oj/eng 
12 OJ L 180 https://eur-lex.europa.eu/eli/dir/2010/41/oj/eng 
13 OJ L 204 https://eur-lex.europa.eu/eli/dir/2006/54/oj/eng 
14 OJ L 303 https://eur-lex.europa.eu/eli/dir/2000/78/oj/eng 
15 OJ L 180 https://eur-lex.europa.eu/eli/dir/2000/43/oj/eng 
16 OJ L 348 https://eur-lex.europa.eu/eli/dir/1992/85/oj/eng 

https://eur-lex.europa.eu/eli/dir/2024/1500/oj/eng
https://eur-lex.europa.eu/eli/dir/2023/970/oj/eng
https://eur-lex.europa.eu/eli/dir/2022/2381/oj/eng
https://eur-lex.europa.eu/eli/dir/2019/1158/oj/eng
https://eur-lex.europa.eu/eli/dir/2010/41/oj/eng
https://eur-lex.europa.eu/eli/dir/2006/54/oj/eng
https://eur-lex.europa.eu/eli/dir/2000/78/oj/eng
https://eur-lex.europa.eu/eli/dir/2000/43/oj/eng
https://eur-lex.europa.eu/eli/dir/1992/85/oj/eng
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Council Directive 79/7/EEC17 of 19 December 1978 on the progressive implementation of 

the principle of equal treatment for men and women in matters of social security. 

    2.2. Greece 

Article 4(2) of the Constitution18 of Greece stipulates that: "Greek men and women have 

equal rights and obligations" Article 22(1) that: "All workers, irrespective of sex or other 

distinctions, have a right to equal pay for work of equal value", while article 116(2) that: 

"Positive measures aiming at promoting equality between men and women do not 

constitute discrimination on grounds of sex. The State shall take measures to eliminate 

inequalities existing in practice, in particular those detrimental to women". 

 

In Greece the following laws concern gender equality: 

 

Presidential Decree 80/2022 “Code of Individual Labour Law” Official Government Gazette 

Issue, Volume A, no 222/04.12.2022. 

 

Law 4940/2022 “System on goal setting, assessment and reward to strengthen the 

effectiveness of public administration, regulations for public sector’s human resources and 

other provisions” Official Government Gazette Issue, Volume A, no 112/14.6.202219 

 

Law 4808/2021 “On the protection of labour-Establishing Independent Authority Labour 

Inspectorate-  - Ratification of the International Labour Organization Convention 190 on the 

extinction of violence and harassment in labour – Ratification of the International Labour 

Organization Convention 187 on promoting Labour Safety and Health -Transposing Directive 

(EU) 2019/1158 of the European Parliament and of the Council of 20 June 2019 on work-life 

balance, [..]” Official Government Gazette Issue, Volume A, no 101/19.6.2021. 

 

Law 4804/202120 “Election of Municipal and Regional Authorities and other provisions” 

Official Government Gazette Issue, Volume A, no 90/5.6.2021 

 

 
17 OJ L 6 https://eur-lex.europa.eu/eli/dir/1979/7/oj/eng 
18 https://www.hellenicparliament.gr/UserFiles/f3c70a23-7696-49db-9148-

f24dce6a27c8/THE%20CONSTITUTION%20OF%20GREECE.pdf 
19 Art. 16-22 introduces posts for certified human resources development consultants for Ministries whose 

competences include guidance on matters of human resources management and information of the personnel 

of campaigns regarding raising awareness 
20 Art. 15 (2c) introducing gender quotas for candidates in local authorities’ elections as amended by ar 9 of Law 

5046/2023 Official Government Gazette Issue, Volume A, no 137/29.7.2023 

https://eur-lex.europa.eu/eli/dir/1979/7/oj/eng
https://www.hellenicparliament.gr/UserFiles/f3c70a23-7696-49db-9148-f24dce6a27c8/THE%20CONSTITUTION%20OF%20GREECE.pdf
https://www.hellenicparliament.gr/UserFiles/f3c70a23-7696-49db-9148-f24dce6a27c8/THE%20CONSTITUTION%20OF%20GREECE.pdf
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Law 4604/201921 “On promoting substantive gender equality, preventing and combating 

gender-based violence [..]”, Official Government Gazette Issue, Volume A, no 50/26.3.2019. 

 

Law 4531/2018 “I) Ratifying the Istanbul Convention on preventing and combating violence 

against women and domestic violence of the Council of Europe [..]” Official Government 

Gazette Issue, Volume A, no 62/5.4.2018. 

 

Law 4491/2017 "Legal recognition of gender identity - National Mechanism of Elaboratiing, 

Monitoring and Assessing Action Plans for the Rights of the Child and other provisions", 

Official Government Gazette Issue, Volume A, no 152/13.10.2017. 

 

Law 4443/2016, "I) Transposition of Directive 2000/43/EC on the implementation 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 occupation and of Directive 2014/54/EU on measures facilitating the exercise of rights 

conferred on workers in the context of freedom of movement for workers [...]”, Official 

Government Gazette Issue, Volume A, no 232/9.12.2016. 

 

Law 4359/2016 “Ratification of the Revised European Social Charter” Official Government 

Gazette Issue, Volume A, no 5/20.01.201622. 

 

Presidential Decree 26/201223“Encoding in a single text, provisions on legislation of 

members of parliament” Official Government Gazette Issue, Volume A, no 57/15.3.2012 

 

Law 4097/2012 "Implementation of the Principle of Equal Treatment between Men and 

Women Engaged in an Activity in a Self-Employed Capacity - Harmonization of the legislation 

with Directive 2010/41/EU of the European Parliament", Official Government Gazette Issue, 

Volume A, no 235/3.12.2012. 

 

Law 3896/2010 "Implementation of the Principle of Equal Treatment of Men and Women in 

Matters of Employment and Occupation. Harmonization of Existing Legislation with Directive 

2006/54/EC of the European Parliament and the Council and other relevant provisions", 

Official Government Gazette Issue, Volume A, no 207/8.12.2010. 

 

 
21 Chapter B includes regulations regarding restriction of gender-biased language in legal and administrative 

documents, adding relative disciplinary offence in the code of civil servants, and introducing gender quotas in 

collegiate body compositions 
22 articles 8, 20, 26, 27 
23 Art. 34 (10) as amended by ar 31(1) of Law 4648/2019, Official Government Gazette Issue, Volume A, no 

215/16.12.2019 introducing gender quotas for candidates in national elections 
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Law 3850/2010 “Ratification of Code of laws on the health and safety of employees” Official 

Government Gazette Issue, Volume A, no 84/2.6.2010.24 

 

Law 3769/200925 "Implementation of the Principle of Equal Treatment of Men and Women 

Regarding Access to Goods and Services and Their Supply and other provisions", Official 

Government Gazette Issue, Volume A, no 105/1.7.2009. 

 

Law 3488/200626 "Implementation of the principle of equal treatment of men and women 

as regards access to employment, vocational training and promotion and working conditions 

and other relevant provisions", Official Government Gazette Issue, Volume A, no 

191/11.9.2006. 

 

Law 2839/200027  “Regulating matters of Ministry of Interior and Public Administration and 

Decentralization and other provisions”, Official Government Gazette Issue, Volume A, no 

196/12.9.2000. 

 

Presidential Decree 176/199728 "Measures to encourage Improvement in the safety and 

health at Work of pregnant workers and workers who have recently given birth or are 

breastfeeding in compliance with Council Directive 92/85/EEC", Official Government Gazette 

Issue, Volume A, no 150/15.7.1997. 

 

Law 1483/198429 "Protection and facilitation of workers with family responsibilities [,,]", 

Official Government Gazette Issue, Volume A, no 153/8.10.1984. 

 

Presidential Decree 1362/1981 "Replacement of paragraph 1 of article 33 of Mandatory 

Law 1846/1951 "on Social Security" in compliance with Directive 79/7/EEC", Official 

Government Gazette Issue, Volume A, no 339/30.12.1981. 

 

Law 927/197930 “On the punishment of acts or actions aiming at racial discrimination”, 

Official Government Gazette Issue, Volume A, no 139/28.6.1979. 

 
24 Art. 17 par 2(e) confers upon the occupational health physician the power to counsel on matters of 

reintegration of employees subjected to discrimination or violence and harassment by indicating reasonable 

readjustments of the working position.  
25 transposing Directive 2004/113/EC, OJ L 373/21.12.2004, as amended by Article 162 of L.4099/2012 

implementing the ECJ Test-Achats judgment (C 236/2009) 
26 transposing Directive 2002/73/EC 
27 Article 6 stipulates the requirement of representation of at least one third of each gender in service councils of 

civil servants, management boards, administrative collegiate bodies (with certain exceptions). 
28 as amended by Presidential Decree 41/2003, Official Government Gazette Issue, Volume A, no 44/21.2.2003. 
29 As amended by par. 1 of Art. 48 of Law 4808/2021, Official Government Gazette Issue, Volume A, no 

101/19.6.2021. 
30 as amended by Law 4285/2014, Official Government Gazette Issue, Volume A, no 191/10.9.2014 and Law 

4491/2017, Official Government Gazette Issue, Volume A, no 152/13.10.2017 
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3. Current Status 

To review the current status of the MoLSS regarding gender equality, personnel data valid 

on the 7th of April 2025 (reference date) were collected (in accordance with ar.13 of Law 

4604/2019 about maintaining statistical information on gender-based data) in collaboration 

with the Human Resources Department. Our analysis presents descriptive statistics, focusing 

on describing the main features and characteristics of the active employees31 of the MoLSS.       

Starting from the distribution of its employees within the organizational structures, Table 1 

showcases how men and women are distributed within its four General Directorates. 

According to table 1, women represent 68.02% while men 31.98% of total active employees. 
 

1. Distribution of MoLSS’s employees in service by gender and organizational unit 

  

 

 

 

 
31 Employees who on the reference date hold a direct payroll job in the MoLSS, are present and 

working (excluding those seconded elsewhere or on any type of leave) 

 

UNIT 

 

Men 

 

Women 

 

Total 

Percentage (%) among 

total active employees 

M W 

General Directorate of Administrative Affairs and 

Digital Governance 

21 47 68 6.11 13.66 

General Directorate of Accounting and Finance 15 38 53 4.36 11.05 

General Directorate of Labour Relations, Safety and 

Health at Work and Labour Market Integration 

   27    45     72      7.85       13.08 

General Directorate of Social Security 17 48 65 4.94 13.95 

 

 

 

Miscellaneous 

Independent Directorates (3)/ 

Departments (1)/Offices 

(2)/Other (3) 

 

17 

 

40 

 

57 

 

4.94 

 

11.63 

Private Offices of Cabinet 

Members and General 

Secretaries (5) 

 

13 

 

16 

 

29 

 

3.78 

 

4.65 

Total 110 234 344 

 

31.98 68.02 
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As for leadership positions and positions of responsibility, they are distributed between men 

and women according to table 2 as follows: women take up 66.67% of the organization’s 

leadership positions and positions of responsibility and men 33.33%. 

2. Distribution of MoLSS’s employees by gender and leadership positions/positions of responsibility 

 

Positions 

 

Men 

 

Women 

 

Total 

Percentage (%) among total 

positions of 

leadership/responsibilities 

M W 

Minister* 0 1 1 0 0.95 

Deputy Minister* 1 1 2 0.95 0.95 

General Secretary** 2 0 2 1.91 0 

Permanent Secretary 0 1 1 0 0.95 

General Director 1 3 4 0.95 2.86 

Director         7 10 17 6.67 9.53 

Head of Department        22 49 71 20.95 46.67 

Head of Other Offices/Units          0 2 2 0 1.91 

Head of Private Office of 

Minister, Deputy Minister, 

General Secretary*** 

 

         2 

 

3 

 

5 

 

      1.90 

 

2.85 

 

Total 

 

35 

          

       70 

 

105 

 

33.33 

 

      66.67 

 

*Leadership positions holders are appointed by the Prime Minister  

** Leadership positions holders appointed by both the Prime Minister and the relevant Minister. 

** Non-permanent staff appointed to holders of positions (*) (**) 
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The two following tables, Table 3 and 4 showcase the distribution of employees by age group 

and gender and by level of education and gender respectively. 

 

As shown in Table 3, the prevalent age groups for women and for men as well are the group 

of 45-54 and that of 55-64 representing for women the first 33.14% and the latter 19.48% 

among  total active employees and for men the first 13.37% and the latter 9.59% among  total 

active employees. 

 

3. Distribution of MoLSS’s employees by age group and gender 

 

Age group 

 

Men 

 

Women 

 

Total 

Percentage (%) 

among total active 

employees 

M W 

18-24 - - -          - - 

25-34 8 18 26 2.33      5.23 

35-44 15  29           44 4.37      8.43 

45-54 46 114 160 13.37 33.14 

55-64 33 67 100 9.59 19.48 

≥65 7 7 14 2.03 2.03 

            Total 109 235 344 31.69 68.31 
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Finally, in the distribution of gender by level of education, for both men and women the 

prevalent group depicted in table 4 is that of university education. Moreover, although 

among holders of a doctorate degree men (52.94%) outnumber women (47.06%) nearly half 

of women became holders of a doctorate degree during the last decade (while there are no 

men) performing even better than the dimension of the SHE FIGURES INDEX32 concerning 

the pool of graduate talent where women in Greece in 2021 comprised 50% of doctoral 

graduates during the last decade.  

4. Distribution of MoLSS’s employees by level of education and gender 

 

 
32 The She Figures Index is a tool to measure the extent to which European Union (EU) Member States have 

achieved gender equality in the European Research Area (ERA)  

https://ec.europa.eu/assets/rtd/shefigures/2024/files/shefigures2024fiche-el.pdf 

 

Level of education Men Women Total  Percentage (%) among   total active 

employees 

Compulsory education 0 2 2 0 0.58 

Secondary education 16 26 42 4.66 7.56 

Technical 

education 

Master’s 

degree 

 

 

 

4 

   

  1 

 

 

 

 

17 

 

4 

 

 

 

 

 

21 

 

5 

 

 

 

 

1.16 

 

0.29 

 

 

 

4.94 

 

1.162 

Doctorate 

degree 

 

0 

 

0 

 

0 

 

0 

 

0 

University 

education 

Master’s 

degree  

 

 

 

88 

 

46 

 

 

 

191 

 

 

93 

 

 

 

279 

 

 

139 

 

 

 

25.58 

 

13.37 

 

 

 

55.52 

 

27.03 

Doctorate 

degree 

 

 

9 

 

8 

 

17 

 

2.62 

 

2.32 

 

TOTAL 

 

 

108 

47  

 

236 

97 

 

 

 

344 

144 

 

 

 

31.40 

13.66  

 

68.60 

28.192 

 

9 

 

8 

 

17 

 

2.62 

 

2.32 

https://ec.europa.eu/assets/rtd/shefigures/2024/files/shefigures2024fiche-el.pdf
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4. Key areas for gender equality 

The GEP is deployed over the four following key areas, each constituting a content-related 

requirement for any GEP. The key areas are: 

1. Work-life balance and organizational culture 

2. Gender balance in leadership and decision-making 

3. Gender equality in career progression 

4. Measures against gender-based violence, including sexual harassment. 

    4.1. Work-life balance and organizational culture 

Many aspects of an employee’s personal life can have a direct impact on their work, such as 

family matters, and health issues. Work-life balance involves ensuring that all employees are 

properly supported to advance their career alongside personal responsibilities that they may 

hold outside their workplace, including caring responsibilities. Consequently, work-life 

balance policies and practices addressed in this GEP include: 

● Proactive communication of employees’ rights on parental leaves and leaves related to 

family reasons in alignment with NAPGE 2021-2025 objective 2.233. 

● Flexible working time arrangements, including how organizational processes, procedures 

and practices impact on employees with caring responsibilities. 

● Support for those with caring responsibilities, including childcare and care for other 

dependents (e.g. people with disabilities, elderly relatives). 

● Workload management, including how different tasks are allocated to ensure an equitable 

and transparent spread of workload between employees within a unit. During the 

distribution of tasks, all employees should be encouraged to inform their supervisors 

regarding their caring responsibilities which must be taken into consideration.  

● Reintegration of employees with career breaks returning to work after parental leave. 

● Advice and support on work-life balance. 

 

Another key factor in ensuring the work-life balance of employees is the culture of our 

organization. Gender mainstreaming becomes crucial here, as “an approach to policy-making 

that takes into account both women's and men's interests and concerns” (Council of Europe, 

2024). Gender mainstreaming can be achieved through gender equality training and 

information on expected behaviors34, the use of non-sexist language in administrative 

documents in alignment with NAPGE 2021-202531actions 1.1.5 and 4.1.4 respectively.  

 

 
33National Action Plan for Gender Equality (NAPGE)  https://isotita.gr/wp-

content/uploads/2023/04/National-Action-Plan-for-Gender-Equality-2021-2025.pdf 
34 Code of Ethics and Professional  Conduct of Public Officials 

https://aead.gr/images/manuals/EN/code_ithikis_epaggelmatikhs_sumperiforas_ypallhlwn_dhosiou_

tomea_GR_en1.pdf 

 

https://isotita.gr/wp-content/uploads/2023/04/National-Action-Plan-for-Gender-Equality-2021-2025.pdf
https://isotita.gr/wp-content/uploads/2023/04/National-Action-Plan-for-Gender-Equality-2021-2025.pdf
https://aead.gr/images/manuals/EN/code_ithikis_epaggelmatikhs_sumperiforas_ypallhlwn_dhosiou_tomea_GR_en1.pdf
https://aead.gr/images/manuals/EN/code_ithikis_epaggelmatikhs_sumperiforas_ypallhlwn_dhosiou_tomea_GR_en1.pdf
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Other actions will include active mentoring and support to employees returning to work after 

long-term leave for family reasons, which is not only a measure to achieve work-life balance 

but also an action of the MoLSS to create an organizational culture so that all employees feel 

welcome at work and valued. 

    4.2. Gender balance in leadership and decision-making 

Many EU Member States and associated countries have developed national legal and policy 

frameworks, introduced to advance gender balance in decision making. In Greece, laws 

2839/2000 and 4604/2019 provide for quotas in collegiate body compositions. 

 

Ensuring gender balance in leadership and decision-making positions is a process that 

touches upon all aspects of the GEP; from sex-disaggregated data collection and analysis to 

identifying issues benefiting from gender sensitive training organizational practices and  

promoting work-life balance. 

 

Maintaining or improving and monitoring this balance is a key objective for the GEP that 

includes gender sensitive training for leaders and decision makers through in-house 

seminars focusing on working groups. This can help mitigate unconscious selection biases 

as well as raising awareness on such issues. It also includes ensuring the implementation of 

collegiate body compositions quotas as specified by article 16 of L.4604/2019, that 

establishes a defined proportion of places to be filled by, or allocated to, women and men. 

     4.3. Gender equality in career progression 

Gender equality in career progression is not an isolated topic and hence it is addressed in 

synergy with other actions. A key factor to ensure that women and men get equal chances 

to develop and advance their careers is the culture of the organization they work in. More 

specifically, actions to ensure gender balance in decision-making and work-life balance 

depend on the organizational culture and are likely to intersect with policy measures on 

career progression. Such measures include monitoring gender balance in filling 

administrative positions of responsibility in alignment with NAPGE 2021-202528 objective 

3.235 and removing barriers that prevent any person from rising beyond a certain level in a 

hierarchy due to their caring responsibilities. 

Lack of support to achieve work-life balance can create a career pause. On the contrary, a 

care giver-friendly workplace allows the care giver to be promoted to positions higher up the 

hierarchy. Accounting for career breaks and leave periods during interviews and 

assessments for promotions becomes crucial so that carers do not miss out on job 

promotions. 

The Independent Authority of the Greek Ombudsman has been designated as the competent 

national body for monitoring the implementation of the principle of equal opportunities and 

 
35 3.2: Increase in the number of women in positions of responsibility in the public and private sector 
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equal treatment of men and women in relation to access to employment, including 

promotion,  and to vocational training and to working conditions,36 according to art.25 of 

L.3896/2010 (art. 20 of the Directive 2006/54/EC). 

 

    4.4. Measures against gender-based violence, including sexual    

            harassment 
 

Gender-based violence and especially sexual harassment are issues often underestimated 

in public bodies. Like all organizations, the MoLSS is subject to law 4808/2021 in relation to 

violence and harassment in the workplace. 

When it comes to addressing gender based violence and sexual harassment (in alignment 

with NAPGE 2021-2025 action 1.1.537) including behavior that violates any individual’s dignity 

or that creates an intimidating, hostile, degrading, humiliating or offensive environment, a 

key tool will be training all employees on expected behaviours, policies, and processes, 

providing for practical advice on how to deal with different situations as well as awareness 

raising (in alignment with NAPGE 2021-2025 action 1.2.338) through in-house seminars. 

To combat gender-based violence and harassment, the GEP aims to establish the 

implementation of clear organizational policies and measures that address the five following 

dimensions: 

 

Behaviours 
 

The first dimension includes establishing expected behaviours of employees and clarifying 

those considered harassment in written instructions, ensuring the unobstructed function of 

channels for submitting a complaint within the organization so that potential victims or 

witnesses of harassment are not deterred from reporting cases. Clearly defined principles 

can increase transparency and help avoid unconscious biases. The European Code of Good 

Administrative Behaviour39 is a well-established example, while the MoLSS has adopted the 

“Code of Ethics and Professional Conduct for Public Sector Employees” 40 the communication 

 
36https://www.gov.gr/en/sdg/employees/equal-treatment/gender-equality-at-work/body-for-

monitoring-implementation-of-principle-of-equal-opportunities-and-equal-treatment/ 
37 1.1.5: Training professionals and public sector executives on the subject of violence against women 
38 1.2.3: Conducting an awareness-raising campaign on sexual harassment in the workplace in the 

public and private sectors 
39 https://commission.europa.eu/about/service-standards-and-principles/ethics-and-good-

administration/good-administration/code-good-administrative-behaviour-and-complaints_en 
40 

https://aead.gr/images/manuals/EN/code_ithikis_epaggelmatikhs_sumperiforas_ypallhlwn_dhosiou_

tomea_GR_en1.pdf 

https://www.gov.gr/en/sdg/employees/equal-treatment/gender-equality-at-work/body-for-monitoring-implementation-of-principle-of-equal-opportunities-and-equal-treatment/
https://www.gov.gr/en/sdg/employees/equal-treatment/gender-equality-at-work/body-for-monitoring-implementation-of-principle-of-equal-opportunities-and-equal-treatment/
https://commission.europa.eu/about/service-standards-and-principles/ethics-and-good-administration/good-administration/code-good-administrative-behaviour-and-complaints_en
https://commission.europa.eu/about/service-standards-and-principles/ethics-and-good-administration/good-administration/code-good-administrative-behaviour-and-complaints_en
https://aead.gr/images/manuals/EN/code_ithikis_epaggelmatikhs_sumperiforas_ypallhlwn_dhosiou_tomea_GR_en1.pdf
https://aead.gr/images/manuals/EN/code_ithikis_epaggelmatikhs_sumperiforas_ypallhlwn_dhosiou_tomea_GR_en1.pdf
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of which can be proven of significant importance when it comes to defining employees’ 

expected behaviours41. 

The role of the appointed Public Administration Integrity Advisor (L.4795/2021, art. 24) will 

be pivotal, providing all the organization’s employees with information on ethics and integrity 

issues and participating in internal policy designing and the development of tools to 

strengthen integrity and transparency, such as Codes of Ethics and Conduct. 

 

Filing a complaint about violence and harassment 
 

Policies within our organization will outline how anyone under the scope of ar.3 of 

L.4808/202142 can file a complaint about violence and harassment (including sexual 

harassment)43. These include the communication of existing channels (internal or external44) 

and procedures for filing such a complaint. 

In specific, employees as described in ar. 3 of L. 4808/2021 may file a complaint to the Public 

Administration Integrity Advisor (in case the position is filled) about incidents of violence and 

harassment. The Public Administration Integrity Advisor mediates so that the agency's 

bodies or external agencies responsible for investigation get involved and monitors the 

process of investigating the complaint while keeping the employee who submitted it 

informed. While the position is vacant the competent body is the Permanent Secretary. 

 

Investigation 
 

The aim here is to set out easy-to-understand information for all employees about the 

investigatory and decision-making process, including associated timescales. It is also 

important to clarify the range of actions that may result from the investigation. 

 

Support for victims 

 

This dimension focuses on how advice and information on their options are provided to 

victims when a complaint has been made. It also includes practical support, such as 

 
41 The Independent Authority of the Greek Ombudsman has issued a Guide for Good Administrative 

Behaviour https://www.ypes.gr/scheseis-dimosion-ypallilon-kai-politon-odigos-orthis-dioikitikis-

symperiforas/ 
42  ar.3 of Ministerial Decision in Official Government Gazette Issue, Volume B, no 343/2023   
43 The law defines (a) “violence and harassment” as a range of unacceptable behaviours and practices, 

or threats thereof, whether a single occurrence or repeated, that aim at, result in, or are likely to result 

in physical, psychological, sexual or economic harm; 

(b) “gender-based harassment” as a range of behaviours related to a person’s gender, that aim at, 

result in the violation of the person's dignity and the creation of an intimidating, hostile, humiliating, 

demeaning, or aggressive environment according to ar. 2 of L. 3896/2010 and par.2 of ar.2 of 

L.4443/2016. These behaviours also include sexual harassment according to L. 3896/2010 as well as 

behavious related to a person's sexual orientation, expression, identity, or gender characteristics. 
44 External channels for persons working within our organization to file a complaint are the 

Independent Authority of the Greek Ombudsman and the National Transparency Authority 

https://www.ypes.gr/scheseis-dimosion-ypallilon-kai-politon-odigos-orthis-dioikitikis-symperiforas/
https://www.ypes.gr/scheseis-dimosion-ypallilon-kai-politon-odigos-orthis-dioikitikis-symperiforas/
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counseling. Such support is provided by the Public Administration Integrity Advisor through 

individualized counseling on issues of ethics and integrity faced by the employee during the 

exercise of their duties, including issues such as sexual harassment, discrimination, mobbing 

and conflict of interests. The occupational health physician also plays a significant role in 

counseling on matters of reintegration of employees subjected to discrimination or any kind 

of violence or harassment, according to art.17 of L.3850/2010. 

 

Disciplinary actions 
 

The Code of Civil Servants stipulates that the infringement of the principle of equality, of 

equal opportunities, and equal treatment of men and women in employment and 

occupation matters, according to L.3896/2010, and the use of a gender-discriminatory 

language in the performance of duties is an offence according to article 107 par 1(g) of 

L.3528/2007. 

 

Raising awareness 
 

This GEP also considers how the whole organization can be mobilized to establish a culture 

of zero tolerance toward sexual harassment and gender-based violence. This includes 

measures to ensure that all members of the organization are empowered to change 

attitudes through educational seminars that aim at a discrimination free culture for the 

whole organization. To this end any available resources within the organization are called to 

participate in the achievement of such a culture. 

 

5. Goals 

Objective Action Allies Indicators 

1. Work-life balance and organizational culture 

1.1.  Gender 

mainstreaming 

Gender equality training 

(behaviour, use of non-

sexist language in 

administrative documents) 

in alignment with NAPGE 

2021-2025 action 4.1.445 

 

Human Resources 

Training 

Department, 

National Centre for 

Public 

Administration and 

Local Government 

(EKDDA) 

Percentage (%) of 

active employees 

who received 

training on said 

issue after a year 

 
45 Action 4.1.4. Promoting non-sexist language in public documents 
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1.2. Flexible 

working time 

arrangements 

Proactive communication 

of relevant rights (parental 

leave policies/leaves 

related to family reasons) 

to employees in alignment 

with NAPGE 2021-2025 

objective 2.246 

 

Human Resources 

Directorate 

Relative change in 

applications for 

leaves related to 

family reasons 

1.3. Workload 

management 

and coordination 

 

Distribution of tasks taking 

into consideration caring 

responsibilities declared in 

scheduled meetings of art 

12 of L.4940/2022 for 

employees or art. 4, 8 of 

decision Β’ 46/2023 for 

heads of organizational 

units 

 

Head of the unit the 

employee’s position 

pertains to 

Relative change in 

exemption requests 

(from committees, 

working groups) of 

carers (when the 

meeting takes place 

outside of their 

flexible working 

hours requested 

and approved by 

the management, in 

accordance with 

Article 31 of Law 

4808/2021) 

1.4. 

Reintegration of 

employees after 

career breaks 

Support to employees 

returning to work after 

parental leave 

Head of the unit the 

employee’s position 

pertains to, Human 

Resources 

Development 

Consultant* 

Legislation updates, 

briefings and 

personalized advice 

to employees 

returning to work 

after career breaks47 

2. Gender balance in leadership and decision-making 

2.1. Gender 

sensitive training 

for leaders and 

decision makers  

In-house seminars Human Resources 

Training 

Department, Public 

Administration 

Integrity Advisor* 

 

Number of relevant 

seminars conducted 

 
46 Objective 2.2: Reconciling work and family life 
47 https://www.apografi.gov.gr/images/Xrisimo_yliko/241125_MinInt_Fulladio.pdf 

https://www.apografi.gov.gr/images/Xrisimo_yliko/241125_MinInt_Fulladio.pdf
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2.2. Gender 

balance in 

decision-making 

bodies  

Implementation of gender 

quotas in boards within the 

organization (Civil servants 

service council, other 

bodies) 

 

Human Resources 

Directorate  

 

Male-female ratio in 

boards, committees 

etc as stipulated. 

3. Gender equality in career progression 

3.1. Gender 

balance in 

administrative 

positions of 

responsibility  

Monitoring gender balance 

in filling administrative 

positions of responsibility 

in alignment with NAPGE 

2021-2025 action 3.2.348 

Permanent 

Secretary, Human 

Resources 

Directorate 

Report on gender 

balance in 

administrative 

positions of 

responsibility 

 

3.2. Monitoring 

the effect of 

“care ceiling”49 

Monitoring career 

progression after career 

breaks due to family 

reasons 

Permanent 

Secretary, Human 

Resources 

Directorate 

Percentage of 

candidates for 

positions of 

responsibility with 

career breaks due 

to family reasons 

lasting ≤ 2 years 

4. Measures against gender-based violence, including sexual harassment 

4.1. Combating 

gender-based 

violence  

Training in combating 

gender-based violence in 

alignment with NAPGE 

2021-2025 action 1.1.550 

Human Resources 

Training 

Department, 

National Centre for 

Public 

Administration and 

Local Government 

(EKDDA) 

Percentage of 

employees who 

received training on 

combating gender-

based violence 

4.2. Awareness 

raising on 

In-house seminars for 

awareness raising in 

alignment with NAPGE 

Human Resources 

Training 

Department, Public 

Number of 

seminars conducted 

for awareness 

 
48 Action 3.2.3. Monitoring the participation of women in positions of responsibility 
49 “The metaphor of a care ceiling draws attention to gendered care responsibilities, which can hamper career 

development, especially women’s” Marjut Jyrkinen “Care ceiling and women managers” in Elgar Encyclopedia on 

gender in management, p. 47 
50 Action 1.1.5: Training professionals and public sector executives on the subject of violence against women 
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gender-based 

violence  

2021-2025 action 1.2.351 Administration 

Integrity Advisor*, 

Human resources 

Development 

Consultant* 

 

raising on gender-

based violence 

 

4.3. 

Communication 

of expected 

behaviours 

Communication of the 

Code of Ethics and 

Professional Conduct of 

Public Sector Employees 

and the Guide for Good 

Administrative Behaviour 

Public 

Administration 

Integrity Advisor*, 

Human Resources 

Directorate 

Circular informing 

all employees 

4.4. Information 

on violence and 

harassment 

reporting  

Communication of existing 

channels and procedures 

for filing a complaint in 

alignment with NAPGE 

2021-2025 objective 1.252 

Human Resources 

Directorate, Public 

Administration 

Integrity Advisor* 

Circular informing 

all employees 

4.5. Zero 

tolerance 

towards violence 

and harassment 

Fostering an organizational 

culture of respect for 

colleagues and/or 

subordinates 

 Public 

Administration 

Integrity Advisor* 

Number of 

Informative events 

4.6 Prevention of 

violence and 

harassment in 

the workplace  

Information on matters of 

prevention of violence and 

harassment in the 

workplace 

The occupational 

physician53,54 

Guidance on the 

prevention of 

violence and 

harassment in the 

workplace  

*(as soon as the position is filled) 
 

6. Monitoring progress  
The GEP will be evaluated after a year to assess the progress achieved against set goals and 

objectives and to adjust interventions according to the relevant findings. 

 

 
51 Action 1.2.3: Conducting an awareness-raising campaign on sexual harassment in the workplace in the public 

and private sectors 
52 Objective 1.2: Combatting violence in the workplace 
53 https://www.gov.gr/en/sdg/health-and-safety-at-work/health-and-safety-obligations/health-and-safety-at-

work-frequently-asked-questions/what-are-responsibilities-of-occupational-physician 
54 According to ar. 18 par 2(d) of L.3850/2010 as amended by ar. 8 par2 of L.4808/2021 

https://www.gov.gr/en/sdg/health-and-safety-at-work/health-and-safety-obligations/health-and-safety-at-work-frequently-asked-questions/what-are-responsibilities-of-occupational-physician
https://www.gov.gr/en/sdg/health-and-safety-at-work/health-and-safety-obligations/health-and-safety-at-work-frequently-asked-questions/what-are-responsibilities-of-occupational-physician
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7. Developing a new GEP  
A new GEP will be developed at the end of 2026 based on past experience, achievements 

and legal developments. 
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