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NANENIZTHMIO KYNPOY
KENTPO ENIZTHMONIKHZ ENIMOP®QIHE, ASIOAOTHIHI KAI ANANTYZHE
CPAMNTH EZETAZH MA THN NAHPQIH

KENHZI OEIHI AEITOYPIOY ENEPIEIAZ (NCMIKON OEMATQN)
ZTH PYOMIZTIKH APXH ENEPI'EIAZ KYNPOY

HMEPOMHNIA: 18 deBpouapiou 2017

QPA: 10:007. 4. —~ 1:00.p.

FENIKA: Qa TpETer va amaviAoeTe OAEG Tig EpWTAHTEIC aTo BIRAIGPIO
ATTaVTACEWY.
H BaBpoAoyia via kA8 £pl)TnoN i} UTTOEPWITNGN QUIVETG! GTNV
TTapévBeon.

MEPOZ A - EAAHNIKA

1. 'ExBeon 1dswv (40 povadeg)

Avarrtugre 1o BEpa BikaloAoywiviag Kai TEknpiwvovias Tn 8éon oag ( 250 Trepitrou
AEEEIC)

EAgubepn Ayopa HAexrpiopou: Amapairnror Texvikoi kat Eumropikoi wepiopiopoi.

2. MeAeTioTE TO IO KATW KEIPEVO KOl OTTAVIAOTE O OAEG TIG EPWTACEIC TTOU
aKoAouvBouv:

Ze aKkopn pio ekAoyikn Siadikagia n amoxh avadeixBnKe «TpUWTo KOPUO» Kai yia akoun
pia gopd Shol «avnouxouv» yia Tnv amoxf. Km 6001 Bewpolv 611 av authi n amoxn
EkppagoTav, 8a ATav TPog SQEASS TOUg, GAAG KAl yia Ta pATa TOU KOGUOU auToi TTou
BoAsuovial pe v amoxni. Autr Tn gopd, emepvd 1o 45%. Edv udAiota o autd 1o
TTO000TO TIPOCBECE! KATTOI0G QuTOUS TTou akaravénta Byrkav amd ta {eoTd omTdkia
Toug yia va Trave va Gwoouv Aeukd iy dkupo Aeg kar autd Blagéper wg TTpog TV ouoia
ammd TRV aTroXn, TOTE £XOUNE TTOG0CTO 51% TWV EYYEYPOUUEVWY YNPOPEPWV.

Mavrwg, epéva Sev pe avnouxel 1600 autd 1o 51%. Mapd Ty 1a0n TN onuepivi
Kowwvia, umrdpxouv Bépara yia 1@ omola kdmoiol dev Exouv amowrn. OTWE Ka
UTTGpXOUV Kat dtopa Trou Bev Toug kaiyetal Kap@i. Tt va kavoupe; Aev PTTopoUpe va
glpagte  OAol 00TE  TTOVTOYWIOTEG, OUTE  UTTEP-EVOUVEIDNTOI  EvEPYO! TTOAITEG,
XopokTnpioTiky  eivar Trpéogatn  épeuva Tou Opyaviopold NeoAalag, 6Tou  otav
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epwTABNKav véor Trou Sev wnpidouv 11 Ba Toug £TTEIBE va TTROTEPXOVTAV OTHE KAATTEG, TO
43% amdvinoe av EviwBe 6T pe TNV YRgo Tou 8a dAlale kami, evw 1o 14% amd@vinae
«tiTrotan». AvIiBera, Ocwpw mo TpoBAnuanké tva pépog Tou 49% mou wrigior Kad'
urddeiln xwpig va ¢Epar 1 akpIBwe whgioe. O emoxEg dAhagav TAtov. Oudév kpumTdV
amd 1o dadikruo. Mio pand ong dnpocietosig and utroywnglous, o kave va diepwTtdcal
Ox! pévo yia 10 Tr0106 8a Toug YPHAPIZE, AANG Kal yia TO av £X0UV KPITRPIa T KAUPATa o1y
emAOYA utrowngiwy | av emAfyouv TUPAG kan ka8 UTTOBEIEN OTTWG Kal o1 whngogdpol
TOUG.

M aurd av yayxvoupe avaBaduon g dnuokpatiag pag, aurd dev yiverar ouTe pe
£CavVOyKAopd TOU KOOUOU va TIPOTEABEl OTi¢ KAATTEG, OUTE HE TN HETATPOTTH E£VOC
OIKOIWUOTOE OF UTroXpEwan. AAAG PE TO OWOTO GIATPAPION TWV KEKAEKTWV TOU AQoU»
TRWTA HECQ OTTO TNV TTOIOTIKY ETTIAOYN Twv KOMRATWY K PETA MECT aTd TNV Kpion
OCWY TTOAITWV evOIQPEPOVTAl YIA TIS eXAOYEC. Kal n cupperoxn &y povo Ba £pBca, ahid
Ba eival O TTOIOTIKA KQi THO  KPITIKY. Av pGAIOTO OF TTPOEKADYIKES DETHEUTEIC
HETQTPOTTOUV OF VOUIKEG DECUEVTEIS, TOTE Ba YPAWOUNE KAl CULNETOXEG PEKOP.

{ ATTG TOV KABNUEPIVO TUTTO)

ATTavTiaTe gg OAEC TIC EpWTROLIC

2.1 Nw¢ motedel o apBpoypdeog o1 Ba auéndei n cuppeToxXA;
2.2 hati, katd rov apBpoypa@o uTTapyel uYnAd TTOCOOTO aTTOXNS;
2.3 TMoi n BEon Tou yia 1o S1adikTuo;

{30 povadeg)
FTAWOOIKES TTOPATRPATEIG

3.1 Tpawere a1rd £va CUVWVUHO KaI £va QVTIDETO TWV UTTOYPAPMICPEVWY OTO KEINEVO
AE€ewv, UE Bdon Th ONPacia TOUC OTO KEIUEVD:

- Depehog
- BoAevuovTol
- Akaravonra
- AvriBera
Kag 'umrddeitn
(10 povadeg)
3.2 Mo n onuacia Twv Mo KATWw WTOYPAPHIOREVWY QRACEWY TTOU XPNOIHOTIOIoUE
OTHV KaBopAoupévn:

- EX Twv wv ouk dvey

- "Avoige ro Kouti ¢ Mavdwpag

- Abwe Apyeiol

- Avrigetwtmioav évav [6pdio Asoud
- Eixe 10 Képag tng AuaiBeiag

(10 povadeg)
3.3 AiopBwoTE TO ™0 KATW KEIHEVO:

Or1 mpwdiaypagevreg TpouTtofEoeig Bev Tnpidnkav, TTapdAo & uTTRpxav exTEVE odnyial.

{10 povadeg)



MEPOZX B — EIAIKO GEMA

NA AMANTHSETE OAES TIE EPQTHSEIZ ME ANADOPA SE SXETIKES SYNTArMATIKES,
NOMOGETIKEL, NOMOAOITAKES APXEZ

1. Noieg dioiknrikég mpdgeig dev Xpeiadovian amoloyia;, Q¢ Tpog SIOIKATIKES TTPALEIC TTOU TTPETTES
Va £ival ETTApKWG Kai BEOVTWG QITIOACYNUEVES, OVAPEPETE TUYKEKPILEVD TIC TIEPITITWCEIC TIOU O
Noépog 158 (1)/1999 eidikd opilel oTo dpBpo 26(1);

(10 povadec)

2. ot pia drolknTIKn TTPaGLN duvartar va EXer avadpopixn ioxy;
{6 povadeg)

3. Ze Béuara dioiknrikoU dikaiou, avagipeTe 1o BixaaTipio Tou €xel TTpwToBabuia dikaodooia kal
T0 OIKQOTARIO TIOU £XEl QMOKALICTIK Bikalododia et AONG £QECEWS (MAPQTTEUYETE OTO
OXETIKO ApBPO TOU ZUVTAYHATOG KO OTO OXETIKG I0TOPIKG AV UTTAPYED).

(4 povadeg)

4. L& TwepimTwaon oUykpoucng upetagu mpodvoiag Noépou Tng Kumrpiakrig Anuokpatiag A
CUVTaYHaTIKAG TTpovolag Kkal g OBnyiag 2009/72/EE, einyeiote tov 1pémo emikuong 1n¢
CUYKPOUTNS HE QVaGOPA OTIG OXETIKEG CUVTAYHATIKES TTPOVOIEC,

(4 povadeg)

5. E&nyeioTte nig diagopeg petadu Kavoviopou e EE kar Odnyiag ¢ EE.
(4 povadec)

6. Ava@ipete TEVTE (5) £k Twv YEVIKWV aToXwv Thg PAEK oUpgwva pe Tov Nopo 122 (1)/2003.
EgnyeioTe eav kai g dlagopoTtrololvial o yevikoi oT1dxo! Tng PAEK ot oxion pe Tov Népo
183 (1) 2004.

{7 povadec).

7. Avagepete mig efouoieg, kabrikovra kar appodidtnteg g PAEK 0tTwe autéc mpoBAétrovial
otov Nopo 122 (1/2003 xai oTig TPOTTOMOINTEIS AuToU.
{10 povadeg)

8. Avagépete 1ig efouaicg, kaBrkovra kal appodidTnieg NG PAEK dmwe autég TrpofAémrovial
otov Népo 183(1)/2004 xat 611§ TPOTTOTIOGEIC AuTou.
(10 povadeg)

9. EgnyeioTe mwg TepuariCeTal n Bnreia péhoug g PAEK wpiv atréd 1 Angn tng Bnreiag Tou kai
avagepbeite omig TepimTwocs acupfifactou pe T dlarApnon Tng avefaprnoiag Tou
afiuparog pEAoug g PAEK.

(10 povadeg)

10. AvogipeTe Tig DpooTNPIOTNTES yia Ti§ oTToieg aTraiTeitar va xopnyndei adaia amd tRv PAEK
cupgwva ye rov Nopo 183(1)/2004 kan ota kpitipia Tou Siérrouv v adeiodérnon.

{10 povadec)



11. H EM AIR Lid kot n Alodika Mapxa Ltd uméBaiav xwpiotég arrnoeig atn PAEK yvia £kdoan
AdEI0G TTOPAYWYHRG NAEKTRIOHOU IoxUos 20 MW ammd q1oAkd TTARKS GTNV TTEPIOXH TOU XWpIoU
Piloch@d. H aitnon ¢ EM AIR Lid eykpibnke evw n aitnan g AloAika Mapka Lid
arroppipBnke pe amohoyia Tnv TpoaTtacia NG dnudaag uyeiag Kal acPaALing. AxoholBwg,
olaBiBacTnke rAnpogopia ornv PAEK én1 n EM AIR Lid rapafialea Toug 6poug Tng Adeiag Kai
TAPAYEI NAEKTPICUG 1IoXVU0¢ 25 MW. H PAEK omogdoioe tTnv emPRoAr S10IKnTIKOU TTpocTihou
KOl EVNUEPWOE TTPOPOPIKG OF Trpoypappatiopévn ouvavrnon v EM AIR Ltd emdivovrag
TAUTOXPOVA CXETIKIA ETTIGTOAR TNV OTTOIX O EKTTRACWTIOG TNE £TaIREiag apvhABnke va TTapaAdaer.
H PAEK dev TTpoépn o OMAEG EVEPYEIES KOIVOTTOINONG TNS aTTOgacng. To Kootk ZupBouhio
Piloehiag avTitiBerar otn AEiToupyio alohiKWY TTAPKWY OTNV TIEPIOXN EVEKQ QVOUYIWY YIO TIg
EMTTTWOEI OT0 TEPIBGAROV, eV O TOTKOC OCUVOEOHOG DIOKTRTWV YNG OVTITIBETAN OTN
Aeitoupyia aiohikwy TTApkwy B16TI TTPOKOAEITAI OIKOVOUIKN) {NUIC QUVETTEID TNG HEIWONG NS
agiag e yng. H Natural Gas Ltd uméBaie aitnon otnv PAEK yia v KQTaokeun K1 AciToupyia
EYKOTOOTACEWY yIO aTTOBRKEUON KOl EKUETAAALUCN QEPOTTOINUEVOU QUAIKOU aepiocu Kal Tnv
gigaywyry, atrofnkeuon kol xpriocn Quoikou acpiou. H PAEK amdvinoe ém Sev prropel va
gfetdoel TNV aitnon  éveka avappodidtrag. LuinTROTE Ta VOMIKG {nTRpOYa Trou
TTPOKOTITOUV OTA TAQiTIa Tou apbpou 146 Fuvtdyparog.

(25 povddeg)



MEPOLZ I' - ATTAIKA

PART [: Writing (50 points)
Answer the following question in about 200-250 words.

With an increasing population communicating via the internet and text messaging, face to face
communication will become a thing of the past.
To what extent do you agree?

PART ll: Comprehension (50 points)
Read the following article and answer all the questions which follow.

Don't Let Power Corrupt You
Adapted from Harvard Business Review, Oct. 2016

(1) In the behavioral research I've conducted over the past 20 years, 've uncovered a disturbing
pattern: While people usually gain power through traits and actions that advance the interests of
others, such as empathy, collaboration, openness, fairness, and sharing; when they start to feel
powerful or enjoy a position of privilege, those qualities begin to fade. The powerful are more
likely than other people to engage in rude, selfish, and unethical behavior. The 19th-century
historian and politician Lord Acton got it right: Power does tend to corrupt.

(2) 1| call this phenomenon “the power paradox,” and I've studied it in numerous settings:
colleges, the U.S. Senate, pro sports teams, and a variety of other professional workplaces. In
each I've observed that people rise on the basis of their good qualities, but their behavior grows
increasingly worse as they move up the ladder. This shift can happen surprisingly quickly. In
one of my experiments, known as "the cookie monster” study, | brought people into a lab in
groups of three, randomly assigned one to a position of leadership, and then gave them a group
writing task. A half hour into their work, | placed a plate of freshly baked cookies—one for each
team member, plus an extra——in front of everyone. In all groups each person took one and, out
of politeness, left the extra cookie. The question was: Who would take a second treat, knowing
that it would deprive others of the same? It was nearly always the person who'd been named
the leader. In addition, the leaders were more likely to eat with their mouths open, lips
smacking, and crumbs falling onto their clothes.

(3) Studies show that wealth and credentials can have a similar effect. In another experiment, |
found that whereas drivers of the least expensive vehicles—Dodge Colts, Plymouth Satellites—
always ceded the right-of-way to pedestrians in a crosswalk, people driving luxury cars such as
BMWs and Mercedes yielded only 54% of the time; nearly half the time they ignored the
pedestrian and the law. Surveys of employees in 27 countries have revealed that wealthy
individuals are more likely to say it's acceptable to engage in unethical behavior, such as taking
bribes or cheating on taxes. Studies show that people in positions of corporate power are three
times as likely as those at the lower rungs of the tadder to interrupt coworkers, multitask during
meetings, raise their voices, and say insulting things at the office. And people who've just
moved into senior roles are particularly vulnerable to losing their virtues, my research and other
studies indicate.

(4) The consequences can be far-reaching. The abuse of power ultimately tarnishes the
reputations of executives, undermining their opportunities for influence. It also creates stress
and anxiety among their colleagues, diminishing rigor and creativity in the group and dragging
down team members’' engagement and performance. In a recent poll of 800 managers and

5



employees in 17 industries, about half the respondents who reported being treated rudely at
work said they deliberately decreased their effort or lowered the quality of their work in
response.

(5) So how can you avoid succumbing to the power paradox? Through awareness and action. A
first step is developing greater self-awareness. When you take on a senior role, you need to be
attentive to the feelings that accompany your newfound power and to any changes in your
behavior. When we recognize and label feelings of joy and confidence, we're less likely to make
irrational decisions inspired by them. When we acknowledge feefings of frustration, we're less
likely to respond in adversarial or confrontational ways.

() You can build this kind of seif-awareness through everyday mindfulness practices. One
approach starts with sitting in a comfortable and quiet place, breathing deeply, and
concentrating on the feeling of inhaling and exhaling, physical sensations, or sounds or sights in
your environment. Studies show that spending just a few minutes a day on such exercises gives
people greater focus and calm, and for that reason, techniques for them are now taught in
training programs at companies like Google, Facebook, and Ford.

It's also important to reflect on your demeanor and actions.

(7) Whether you've already begun to succumb to the power paradox or not, you must work to
remember and repeat the virtuous behaviors that helped you rise in the first place. When
teaching executives and others in positions of power, | focus on three essential practices -
empathy, gratitude, and generosity - that have been shown to sustain benevolent leadership,
even in the most cutthroat environments.

(8) Small expressions of gratitude also yield positive results. Studies show that romantic
partners who acknowledge each other's value in casual conversation are less likely to break up,
that students who receive a pat on the back from their teachers are more likely to take on
difficult problems, and that pecple who express appreciation to others in a newly formed group
feel stronger ties to the group months later. Research has found that when managers take the
time to thank their employees, those workers are more engaged and productive.

(9) it might seem difficult to constantly follow the ethics of “good power” when you're the boss
and responsible for making sure things get done. Not so. Your capacity for empathy, gratitude,
and generosity can be cultivated by engaging in simple social behaviors whenever the
opportunity presents itself. For example, to practice empathy, take a moment to think about the
person you'll be with and what is happening in his or her life. To practice gratitude, make
thoughtful thank-yous a part of how you communicate with others. To practice generosity, give
praise generously.

(10) You can outsmart the power paradox by practicing the ethics of empathy, gratitude, and
generosity. It will bring out the best work and collaborative spirit of those around you. And you,
too, will benefit, with a burnished reputation, long-lasting leadership, and the dopamine-rich
delights of advancing the interests of others.



INSTRUCTIONS: Read each statement below carefully and decide if it is ‘TRUE or
‘FALSE’ based on the information in the article. Write the word ‘TRUE’ or ‘FALSE’ in your
answer booklet. Do NOT rewrite the statements. Remember to number your answers.

1.

The author's viewpoint on power and corruption is similar to that of Lord Acton.
Someone in a senior position will most likely begin to change their behavior in a negative
way after numerous years have passed.

The '‘Cookie Monster experiment clearly shows that equality exists between colleagues
irrespective of rank.

One possible consequence of being treated rudely at work is that employees may
reduce the effort they put into their work.

Mindfulness practices have been implemented by some large corporations as a way to
increase concentration and create a calming environment.

A good leader should use empathy, gratitude and generosity as means of ensuring a
pleasant working envirenment for all.

To support his viewpoint, the author provides evidence and statistical information.

A manager who takes the time to send timely emails expressing their thanks for a job
well done is practicing empathy.

A leader who suffers from the power paradox will never be able to change.

. The abuse of power can have negative effects on the actual individual as well as

subordinates.






