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1 DIRECTOR GENERAL'’S REVIEW

In recent years, GTK's work community has become more diverse and international. The traditional
gender distribution in the field of geology is becoming more balanced, and for us, this is reflected in
the even distribution of supervisory duties, among other things. At the same time, an increasing num-
ber of GTK employees bring with them international expertise and new perspectives.

Internationalisation can be seen in our everyday lives as multilingual teams, cooperation in a global
research environment and encounters between different operating cultures. This enriches our work
and requires us to invest even more strongly in equal and inclusive operating methods.

We want everyone at GTK to be able to be themselves and feel that they are valued and treated
fairly. The information collected on the personnel shows a good starting level, but also the need to
develop the experience of equal treatment.

We systematically promote non-discrimination and equality in all our operations — from recruitment
to management and customer work, both domestically and internationally. This plan guides our

work, but it is the everyday actions that are crucial: equality is born from actions.

Together, we build a work community where diversity is a resource.

Saku Vuori, Director General
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2 INTRODUCTION

At GTK, we have drawn up an equality and non-discrimination plan in accordance with the obligations
set out in the Non-Discrimination Act 1325/2014 and the Equality Act 609/1986.

These key values will remain an essential part of GTK's operating culture and practices throughout the
strategy periods. Our goal is for diversity, non-discrimination, equality and inclusion to become an in-
tegral and built-in part of all GTK's operations both internally and externally in the long term.

At GTK, the promotion of non-discrimination and gender equality is a key part of our personnel policy
and strategy, the human-sized working life theme, and the development of the well-being and culture
of our work community. These values guide everything we do.

Our personnel policy Non-Discrimination and Gender Equality Plan is based on a self-assessment, which
we carried out with the help of FIBS's diversity management tool. In addition, we utilised data from
our employee surveys and the Diversity, Equality, Inclusion (DEI) survey conducted in 2024. The plan
includes the measures required by the Non-Discrimination and Equality Act, as well as their practical
implementation, monitoring, responsible parties, evaluation and communication.

We evaluate the Non-Discrimination and Gender Equality Plan annually in cooperation and update it
as necessary, but at least every two years. HR coordinates the implementation of the plan (updating,
monitoring, communication) and ensures that the measures are linked to HR processes. An internal
DEI network supports development. Operational equality measures are implemented in service and
function packages (e.g. project work, communications, premises). The necessary working hours and
expertise are reserved annually for implementation as part of normal management and development
work.

2.1 Key contents of the Non-Discrimination and Equality Act

The purpose of the Non-Discrimination Act (1325/2014) is to promote and safeguard the realisation of
equity and to enhance the legal protection of victims of discrimination. Employers must assess and
promote equity in the workplace and take measures to eliminate discrimination as soon as they be-
come aware of it.

The purpose of the Act on Equality of Women and Men (609/1986) is to prevent gender-based discrim-
ination and to promote equality between women and men and to improve the position of women,
especially in working life. The Equality Act also prohibits discrimination on grounds of gender identity
and gender expression.

Employers must draw up an equality plan at least every two years, especially with regard to pay and
other terms of employment, in accordance with which measures to promote equality are imple-
mented. This plan also includes the non-discrimination plan. The part of the salary review (in Annex 1),
on the other hand, can be agreed to be updated every three years. The equality plan must be drawn
up in cooperation with the representatives appointed by the personnel.

Geologian tutkimuskeskus | Geological Survey of Finland | Geological Survey of Finland / G I K
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2.2 Key concepts of the plan

Diversity refers to the differences between employees in terms of age, gender, ethnic or national back-
ground, nationality, language, religion, belief, sexual orientation, family situation, disability, state of
health, functional capacity, neurodiversity, educational background, values and personality.

Equity means that all people are equal. The concept also includes the promotion of fairness and impar-
tiality in different processes, procedures and the allocation of resources.

Equality refers to equality between women and men (gender equality).

Inclusion refers to an equal, non-discriminatory, inclusive and participatory approach.

3 MONITORING AND EVALUATION OF THE IMPLEMENTATION OF THE NON-DISCRIMINA-
TION AND GENDER EQUALITY PLAN

We regularly monitor and assess the implementation of the measures included in GTK's Non-Discrimi-
nation and Gender Equality Plan. The personnel survey and the annually produced salary and personnel
statistics provide information on the realisation of equality and gender equality among GTK employees.
Based on the results, we will assess the current state and measures and, if necessary, supplement and
update the plan. In 2027, we will introduce the government's joint Equality Baro, which will provide us
with more detailed information on our personnel's experiences of the realisation of equality and non-
discrimination at GTK. The survey will be carried out every two years. We report annually on the key
indicators of the non-discrimination and equality plan and the progress of the measures in cooperation
and in the management team.

3.1 Assessment of the implementation of the measures in the previous plan

The measures we presented in the previous Non-Discrimination and Gender Equality Plan have mainly
been implemented.

Recruitment Development of the recruitment pro- = Continuous. The recruitment process
cess from the perspective of equity is constantly being developed, for ex-
and gender equality (e.g. anonymous ample, we have drawn up a recruit-
recruitment, standardised interviews, =ment policy, reviewed the gender
diversity clause). neutrality of the language of the job

advertisements, updated the diversity
clause in the job advertisements and
the interview guide. We will pilot
anonymous recruitment in 2026. Su-
pervisors have been trained in recog-
nising and taking into account uncon-
scious prejudices.
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Constantly developing competence

Terms and conditions of employment
relationship

Management and leadership

Work-life balance

Working atmosphere

Diversity, equity and inclusion skills

Pay
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Updating the guidelines on supporting
competence development and ac-
tively communicating them to the per-
sonnel. Supervisors are instructed to
communicate opportunities for com-
petence development to the person-
nel.

Supporting international employees:
utilising the Culture Buddy pro-
gramme, developing onboarding ma-
terial by highlighting the special char-
acteristics of Finnish legislation, su-
pervisors take this into account in
onboarding and development discus-
sions.

Coaching for supervisors on diversity,
equality and inclusion.

Supervisors strive to set an example, a
positive attitude towards family leave
is taken into account in internal com-
munications and the use of accumu-
lated holidays is encouraged.

Strengthening the feedback culture,
management communication on its
development, staff guidance and in-
ternal communication.

Staff training in DEI skills and guidance
on harassment cases.

Career rotation and opportunities for
advancement regardless of the dura-

Achieved. The competence develop-
ment guidelines have been updated,
and the personnel and supervisors
have been informed about them in
2025. A long-term development plan
for the key competencies of GTK is be-
ing prepared.

Partially realized. The Culture Buddy
program was in operation from 2022
to 2025, was changed to the Onboard-
ing Buddy program, which is still in op-
eration today. Information on labour
legislation and Finnish working life has
been added to the intranet in English.
Info’s on employment matters are
held in Finnish and English.

Realized and continuous. In 2023-
2024, we organized several trainings
within the framework of the DEI de-
velopment project. eOppiva's online
courses are also available.

Partially realized and continuous. The
use of accumulated holidays and bal-
ances has been communicated and
supervisors have been instructed.

Partially realized and continuous. The
importance of feedback is emphasized
in the take and jake guidelines and in
internal communications.

Achieved. In 2023-2024, within the
framework of the DEI development
project, we organised several training
sessions and discussion events for the
personnel. eOppiva's online courses
are also available. GTK's guidelines for
inappropriate treatment, harassment
and discrimination have been updated
in 2025.

The GTK Way courses, which were
launched in 2025 and are mandatory
for all GTK employees, ensure that
everyone is familiar with the common
practices and guidelines.

Continuous. Internal search has been
actively utilized. A salary info is held
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tion and type of employment relation-
ship will be ensured, e.g. as part of
project planning and the use of inter-
nal search. Supervisors are trained in
salary and remuneration communica-
tions.

annually for supervisors and person-
nel. Salary changes are supported by
an Excel tool that can be used to ex-
amine the equality effects of salary
changes in the unit/area of responsi-
bility.

The results of the personnel survey
have been monitored annually (e.g.
HR, management team). Based on the
results, the development needs of the
salary system have been examined
with employee representatives (VPJ
group, collective agreement negotia-
tions). In addition, the results have
been taken into account in the con-
tent of supervisor training.

Supporting women's career develop-
ment through training, job rotation
and new responsibilities.

Continuous. Half of the supervisors
are women and half are men. The
Equal Pay Index is monitored annually
and is 99%.

Equal allocation of work

4 REPORT ON THE CURRENT SITUATION

In the report on the current state of equality and non-discrimination among GTK's personnel, we
have examined several different sources of information. With the help of pay data, we examine pay
equality. Through the joint central government personnel survey (PersonnelBaro), which is carried
out every year, we monitor the well-being of our personnel at work.

In 2023—-2024, we carried out a large-scale DEI development project with the help of the State Treas-
ury's Kaiku development grant. One part of the project was the DEI survey, the results of which pro-
vided us with more information about the personnel's experiences of the realisation of equality and
non-discrimination at GTK.

The pay survey (Annex 1) shows that GTK's equal pay index is at a good level (99%). The survey also
examines the placement of women and men in the job requirement categories and the averages of
the personal salary component for women and men. In summary, based on the salary survey, it can
be stated that there are no large, unjustified gender pay differences at GTK. Nevertheless, it is neces-
sary to monitor and review certain groups to ensure that the differences observed in them are not
unjustified and/or gender-suggestive. We monitor and review wage statistics regularly.

Our annual personnel survey changed from VMBaro to PersonnelBaro in 2025. The questions con-
cerning non-discrimination and equality changed, so there is no direct comparability with the results
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of previous surveys. At VMBaro in 2021-2024, the averages of these questions were at a good level,
and they had increased during the review period.

From the current PersonnelBaro, we have selected three questions that form our own DEl indicator.
These questions are: "l feel that | am appreciated in our work community." (A), "I can be myself in our
work community." (B) and "I feel that the personnel are treated fairly and equally in our organisa-
tion." (C). The averages for these questions in 2025 were A= 3.31, B=3.56 and C= 2.99 (on a scale of 1
to 4). The first two are at the top level (over 3.25) and the third at a good level. The average value of
the DEI indicator is 3.29 (top level). Question C is worth noting, as the average is below the top level
and is easily hidden below the average of the DEIl indicator. To ensure that this core of equality is not
overshadowed, it must also be monitored separately in addition to the DEl indicator.

In April 2024, we carried out a DEI survey, to which more than 60% of the personnel responded.
Based on the results, we can conclude that the promotion of DEl is seen as important at GTK, the
teams have an open and constructive discussion culture, and supervisors lead inclusively. The major-
ity of GTK employees feel that they can be themselves at work, but in this respect, the assessments of
those belonging to neuro- and sexual minorities were significantly worse. A significant part of these
minorities have to hide or cover up some part of themselves at work. A similar difference also
emerged in questions related to belonging to GTK.

The communication of the top management about the importance of promoting DEI was highlighted
as an area for development. The discussion culture, which challenges unconscious assumptions and
discriminatory norms, also received weaker ratings. The open-ended responses highlighted in rela-
tion to the feeling of belonging to the organisation the division between support functions and oper-
ational activities, which was perceived as strong, and that everyone’s work is not as valued as others.
Remote work was felt to bring challenges to teamwork and belonging, and there was a need for more
informal interaction situations and face-to-face encounters.

As a conclusion of the evaluation, it can be stated that non-discrimination and equality are well im-
plemented at GTK, although there are areas for development. Particular attention should be paid to
underrepresented personnel groups, strengthening team spirit throughout the organisation, visible
commitment of management, discussion culture, and monitoring of group-specific pay differences.
Developing the competence of the personnel and increasing awareness of DEI issues is an important
starting point for ensuring the success of various measures.

Personnel structure:

i| m
0%

Persons 453 446 464

International
experts
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Age distribution of personnel 2023-2025
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Personnel by location
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Personnel groups 2023-2025

500
400
B el e Education level
300 Supervisors Percent of personnel
M Other specialists / who hold a university
administrative staff degree or postgraduate
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staff
100 B Geoscience experts
0
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5 OBIJECTIVES, MEASURES AND MONITORING TO PROMOTE EQUALITY AND NON-DIS-
CRIMINATION AT GTK

Our goal is to guarantee all GTK employees a work culture and work environment that respects diver-
sity and is equal, and non-discriminatory. We aim to promote these values by implementing them in
relation to recruitment, division of duties, opportunities for competence development, career plan-
ning, remuneration, terms of employment, leadership, supervisory work, work atmosphere, work-life
balance, and our diversity, equality and inclusion skills.

5.1 Promoting equality at GTK

At GTK, we have consciously promoted diversity, equality and inclusion for several years. With the goals
and measures described in this plan, we will ensure that this work continues in 2026—2028 and beyond
the strategy periods. Since this is a learning process shared by our entire organization, it requires a
two-way change: in the organization and in us humans.

5.1.1 Recruitment

We consistently foster diversity and equality in our various processes. In recruitment, we emphasize
the criteria that have been predefined in the early stages of the application process and in the job
advertisement. Ensuring equal treatment at the different stages of recruitment is essential, especially
in the activities of supervisors and HR.

We aim to Developing the recruitment process Information on
strer-igthen the di- from 'Fhe perspective of gender HR 20262028, applicants anf:l
versity of our per- equality (e.g. use of gender-neutral ongoing selected appli-
sonnel. language in job advertisements, di- cants by gender
versity in job advertisement images). is collected.
e Development of the recruitment

. Applicant feed-
process from the perspective of back

equality (e.g. anonymous recruit-
ment, standardised interviews, di-
versity clause, international recruit-
ment).

5.1.2 Continuously developing competence

We ensure that our personnel are in an equal position in terms of opportunities for competence de-
velopment. Everyone has equal opportunities to apply for and, if necessary, receive training to main-
tain and develop their skills in accordance with GTK's policies and principles.

Geologian tutkimuskeskus | Geological Survey of Finland | Geological Survey of Finland
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pate the future, the
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We draw up and implement a long-
term development plan for GTK's

Non-Discrimination and Gender Equality 9/25

Evaluation of
one's own ac-

. Top man- 2026—- .
development of the key competencies. tions. Annual
. . . . agement 2028, on-
operating environ- e  \We actively communicate the and HR going competence
ment and customer forms of support for competence development
needs, and seize development and competence de- plan and its up-
opportunities. velopment opportunities to the dating, as well
personnel. We instruct supervisors as monitoring
to communicate the opportunities of current af-
for competence development to fairs communi-
the personnel. cations.
Employees can plan e We develop competence develop- HR, supervi- = 2026-2028, Completion and
their career devel- ment growth paths so that they sors ongoing deployment of

opment and learn,
develop and ad-
vance in their ca-
reers within GTK.

support different personnel groups
equally; we create new growth
paths and update existing ones.
We encourage our staff to use men
toring based on GTK's mentoring
process. Piloting the process on the

planned paths,
as well as up-
dates to exist-
ing ones.

Participant ex-

periences of
the mentoring
pilot.

project manager's growth path.

5.1.3 Terms and conditions of employment relationship

Our work community consists of experts from different fields from all over the world. Our common
languages are Finnish, Swedish and English. The terms of employment are implemented equally and
they are determined in accordance with the state's collective agreements. The provisions concerning
public service relationships can be found in the Act and Degree on Public Officials in Central Govern-
ment (750/1994). The provisions on the terms and conditions of employment are laid down in the
Employment Contracts Act (55/2001) and the collective provisions concerning both types of employ-
ment are contained in the central level collective agreement. In addition, contractual terms and condi-
tions specifying the collective agreement for central government have been agreed at the organisa-
tional level.

We ensure that e We develop and utilize the HR, super- = 2026-2028 The implementation
international, Onboarding/Culture Buddy pro- visors and effectiveness of
non-Finnish- gram. the measures will be

speaking experts
are familiar with

assessed as part of the
feedback from the
onboarding, personnel
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thetermsofem- e We develop the onboarding mate- surveys and feedback
ployment and rial prepared for international ex- received from supervi-
their own rights perts by highlighting the special sors.
as GTK employ- characteristics of Finnish legisla-
ees. tion more strongly.

e In connection with the onboard-
ing, the supervisor goes through
the key terms and conditions,
rights, obligations and GTK's oper-
ating methods of the employment
relationship with a new interna-
tional or non-Finnish-speaking em-
ployee, and ensures that the em-
ployee understands through dis-
cussion.

5.1.4 Management and leadership

All of GTK's supervisors play a key role in fostering an equal and inclusive work culture that values di-
versity. The supervisors' own example and ways of working have a great impact on ensuring that eve-
ryone is treated equally, non-discriminatorily and inclusively.

Every supervisor at e  We offer coachingon = Top manage- 2026-2028  The personnel's experi-
GTK is committed to diversity, equality and = ment, HR and ences of supervisory work
promoting an equal inclusion to every su- = supervisors are monitored with the
and non-discrimina- pervisor (Diverse help of the personnel sur-
tory work culture. working life course). vey.
GTK's top manage- e Top managementen- Top manage- 2026-2028  The personnel's experi-
ment is committed sures that diversity, ment ences of the activities of
to DEI work equality and inclusion the top management are
are realised in the or- monitored with the help of
ganisation through the personnel survey.

their own decision-
making and that this
is also reflected in
their communica-
tions.

5.1.5 Work-life balance
At GTK, we want to strengthen work-life balance and family-friendliness. We apply the flexibility re-
quired by the family situation at work equally to all employees.
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We strengthen the e Supervisors strive to HR, supervi- 2026-2028  We examine work-life bal-
work-life balance. set an example of sors, top man- ance by monitoring the
work-life balance. agement accumulation of hourly
e We take into account balances and the use of
different family types vacation days, among
and life situations in other things.

our processes.

e We encourageinin-
ternal communica-
tions employees to
take the accumulated
holidays and balance
hours.

5.1.6 Working atmosphere

We take care of the working atmosphere and strive to ensure that it supports the work of every GTK
employee. In addition, each of us can contribute to the creation of an appreciative and respectful di-
verse work culture through our own behavior and interaction.

At GTK, we do not accept inappropriate treatment in any form. At GTK we generally require normal
and appropriate behaviour and do not tolerate bad behaviour, bullying, discrimination, sexual harass-
ment or harassment. The notification can be made to the supervisor, HR or occupational safety and
health. The matter will be dealt with without delay, discussions will be held with the parties involved
to clarify the matter and, if necessary, measures will be taken to resolve the situation. The effectiveness
of the measures and the resolution of the situation will be monitored until the situation has normal-
ized. GTK's Instructions for Situations of Inappropriate Treatment, Harassment and Discrimination, as
well as GTK’s Operating Procedure for Dealing with Public Harassment and Online Targeting, specify
these processes.

We build an open e Thetop management  Top manage- 2026-2028  Personnel Strategy’s indi-

and respectful feed- communicates inter- ment, commu- cators for performance
back culture that nally why and how we | nications, HR, management.
promotes learning develop the feedback = supervisors

and the apprecia- culture.

tion of the work e  We regularly highlight

and professional the strengthening of

skills of every GTK the feedback culture,

employee. and we make instruc-

tions for giving and re-
questing feedback
available to everyone.
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Every GTK em- °
ployee behaves pro-
fessionally and re-
spectfully towards

each other, which is
reflected in respect- | o
ful and constructive
interaction.

Consideration of °
underrepresented
employee groups
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We will create a GTK 2026-2028
Way course on em-
ployee skills for all
GTK employees to
complete.

We highlight and pro-
mote professional
work behaviour in var-
ious ways on our in-
tranet pages. We de-
fine what professional
work behaviour
means and how peo-
ple are expected to
act at GTK.

We organise joint
gatherings with the
aim of strengthening
cooperation and team
spirit at GTK.

HR, communi-
cations, top
management,
supervisors

We take into account HR 2026-2028
the perspective of un-
derrepresented per-
sonnel groups in vari-
ous processes.

The internal DEI net-
work considers
measures to take into
account underrepre-
sented employee
groups.

Results of the topic of
work community interac-
tion in PersonnelBaro.

PersonnelBaro: responses
to the question “I feel that
I am valued in our work
community.”

Evaluation of one's own
actions.

Open answers from Per-
sonnelBaro and Equali-
tyBaro.

5.1.7 Diversity, equity, and inclusion skills

Every GTK employee has an important role to play in strengthening a culture that values diversity,
equality and non-discrimination. We enable everyone to continue to raise awareness and understand-
ing of diversity, equity, and inclusion by incorporating it into our shared processes. In this way, we also
prevent discrimination based on gender, gender identity or gender expression, among other things.

We ensure that e  We offer every GTK em- HR 2026— Results of the Equality
every GTK employee ployee training on diver- 2028 Baro.

knows how to pro- sity, equality and inclu-
mote equality, inclu- sion (Diverse working life
sivity and diversity in course).

their work.

Monitoring cases of dis-
crimination and harass-
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ment brought to the atten-
tion of the employer and
selecting preventive and
targeted measures.

5.2 Promoting gender equality at GTK

We are committed to promoting equal and non-discriminatory working life at GTK. Below are our fu-
ture goals and actions to strengthen gender equality.

5.2.1 Pay

At GTK, we pay equal wages for work of equal value. We use the state's pay system, in which the task-
specific part of the salary is based on the demands of the job. Every year, supervisors assess personal
work results and competence, which is also taken into account in the amount of salary as a personal
salary part. We act equally towards everyone, both in the assessment of the level of difficulty and in
the personal assessment. We proactively examine the impact of pay decisions on equality.

We promote the e Supervisors ensure equal practices ~ Managers, = 2026- The DEl indicator
equal treatment of regarding career developmentand  top man- 2028, 0on-  of the personnel
GTK employees advancement opportunities (or agement going strategy.

from the perspec- conducting related discussions) and HR

tive of pay and ca-
reer development.

and, where possible, make internal
tasks, projects and development
paths visible, regardless of the du-
ration or type of employment rela-
tionship.

We examine the equality effects of
salary changes at the unit, area of
responsibility and GTK level (Excel
tool for salary changes, TAN group)
proactively. In addition, we report
on the realisation of the changes
from the perspective of equality
(TAN group, VPJ group).
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We maintain and
strengthen the re-
muneration com-
petence of super-
visors. We are
strengthening
open remunera-
tion communica-
tions.

We strengthen our
personnel's under-
standing of pay
and remuneration
practices.
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We regularly coach supervisors on HR 2026-
remuneration practices and guide 2028, on-
them to proactive and transparent going
remuneration communication.
We communicate openly about sal-
aries, taking into account the re-
quirements of the Pay Transpar-
ency Directive.
e We organise annual salary in- HR 2026-
fos for our staff in Finnish and 2028, on-
English. going

5.2.2 Equal allocation of work

At GTK, we aim to organise work tasks so that the work is divided equally between genders. Women's

With the help of
the employee sur-
vey, we monitor
employee satis-
faction with re-
muneration and
the salary system.

We discuss super-
visors' observa-
tions and experi-
ences of remuner-
ation regularly in
supervisor fo-
rums.

With the help of
the employee sur-
vey, we monitor
employee satis-
faction with re-
muneration and
the salary system.

participation in tasks that have traditionally been male-dominated must be actively encouraged.

We support the ca-
reer development
of our personnel so
that responsible
tasks are divided
equally between
women and men.

e  Supervisors identify and dis- = Supervi- 2026-2028,
cuss also women's skills, sors and ongoing
willingness and potential for = top man-
top management and pro- agement

ject manager positions and
encourage them to apply
for these (or similar) posi-
tions.
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6 OPERATIONAL NON-DISCRIMINATION PLAN

6.1 Introduction and baseline assessment

With the help of the operational non-disrimination plan, GTK ensures the equal treatment of custom-
ers and other external partners and stakeholders. This document presents the assessment of the ini-
tial situation, GTK's public services and project activities, as well as the measures taken to promote
and monitor equality in GTK's services and other external activities.

Our operations are based on the fact that different parties and population groups can use the ser-
vices provided by GTK on an equal basis and that equality is realised in all activities of the organisa-
tion. GTK monitors and assesses the realisation of equality and works systematically and goal-ori-
ented to promote the issue.

In accordance with the Act on the Geological Survey of Finland (167/2011) and the Government De-
cree (168/2011) §1, the public services and products provided by GTK are primarily aimed at the geo-
logical information management of Finland and the collection, research and distribution of geological
information. GTK's duties do not include public official duties, such as permit services or supervisory
tasks.

GTK has offices in Espoo, Kokkola, Kuopio, Loppi, Outokumpu and Rovaniemi. GTK does not have an
actual customer service point.

6.2 Equality in GTK's external services

6.2.1 Project activities

GTK's operational results are mainly generated as the results of project work. Our project activities
are divided into self-financed, co-financed and commercial projects. Every year, we carry out approxi-
mately 300 projects in which our role is to produce applied research and knowledge impartially, inde-
pendently and responsibly. In our project activities, we comply with the principles of the Non-Dis-
crimination and Equality Acts and aim to promote the realisation of equality both in Finland and in-
ternationally.

The promotion of non-discrimination and equality is the responsibility of every expert working in pro-
ject work. Equality and non-discrimination perspectives are taken into account in our project activi-
ties. We offer special support to the personnel working in projects and project stakeholders to take
equality and non-discrimination into account in project work (DEI support for project work). For ex-
ample, it is assessed on a project-by-project basis whether the gender perspective is relevant in the
research content, and if so, it is included in the planning, implementation and reporting of the pro-
ject. In our projects, we aim to promote gender equality and ensure a safe and respectful working en-
vironment for all experts, stakeholders and customers working in the project team by preventing har-
assment or other discrimination based on age, ethnic or national origin, nationality, language, reli-
gion, belief, opinion, health, disability, sexual orientation or other personal characteristics. We follow
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the same ethical principles in paid customer activities as in publicly funded operations. We also fol-
low the principles of responsible research and open science in all project activities.

In international projects, we collaborate with various stakeholders and customers in several develop-
ing countries, which differ from our own in terms of equity and equality practices. In these contexts,
we make the culture of non-discrimination and equality visible through the work and operating meth-
ods done in the projects.

The information, innovations and customer solutions we produce in project activities are equally ac-
cessible to everyone through multi-channel services and our multi-location operations. In 2017, we
have described the services we have produced in project activities and our service channels in the
Finnish Service Catalogue in a customer-oriented manner, and we update the information regularly.
The Act on Joint Administrative Support Services for Electronic Services (571/2016) obliges public ad-
ministration organisations to describe their services in the Suomi.fi Finnish Service Catalogue (FSC).
The content of the Finnish Service Catalogue is open data, which means that it can be used anywhere
through an open interface, such as online services, chatbots and map services. The services we de-
scribe are also reflected in the Suomi.fi online service, the key objective of which is the equality of
citizens and the usability and comprehensibility of public services.

6.2.2 Public services and products

GTK's operating principles in the distribution of information are equality and transparency. GTK pri-
marily offers public services and products through online services. Online services enable the availa-
bility of information independent of time and place. The use of online services is mainly free of
charge and does not require identification (with the exception of the Hakku service, which requires
light identification when downloading spatial data for security reasons). Most of the materials of-
fered through online services are free of charge. Licence fees are charged only for targeted services
and products aimed at geotechnical professionals. The main languages used in the online services are
Finnish and English, depending on the target group of the service. Some of the services are also avail-
able in Swedish.

GTK offers the following public online services:

e Comprehensive geodata portal Geo.fi: Datasets and online services | GTK

e Material search and download service Hakku

e Map services: Ground properties (Maankamara), MDaE (Minearl Deposits and Exploration),
Ground investigations (Pohjatutkimukset), Acid sulphate soils (Happamat sulfaattimaat),
Lahde (groundwater data), Tapir (Maaperan taustapitoisuudet, Soil background concentra-
tions)

¢ Interface services

e Online library
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e Websites aimed at stone enthusiasts and citizens in general Folk samples and information on

geology
e Virtual Stone Exhibition Spinelli

The use of geographic information products requires geographic information software and familiarity
with the matter. However, the map services provided by GTK also enable the viewing of data by per-
sons who do not know how to use geographic information software. Ease of use has been taken into
account in the user interfaces and they are regularly developed based on customer feedback.

We also offer personal customer service and guidance on services, products and materials. Customer
service is available during office hours and is available in Finnish, Swedish and English. GTK's library is
a public library open to everyone and it is located in Espoo. Library materials focus on publications
related to geoscience.

GTK has been carrying out data collection tasks since 1885. The organisation has a long tradition in
digital services and the majority of the existing material has been digitised. The material is provided
in the original language. GTK's permanently stored analogue archive materials are stored in the Na-
tional Archives.

GTK grants parallel rights of use to research data that are valid for a fixed period. The transfer of ac-
cess rights to the materials is a carefully managed process; All client assignments are recorded in the
electronic case management system and pre-defined procedures, form templates and pricing are ap-
plied to ensure equal treatment of clients. The terms of use of the materials are available in Finnish,
Swedish and English. The terms of use are described on GTK's website in the documents 'basic li-
cence' and 'open licence'. The thesis license enables equal access to materials for students.

Possible access fees are described in the Price List of Spatial Data Datasets and Products, which is
available on the website in Finnish and English, and partly in Swedish.

We regularly collect customer feedback through both online services and customer surveys. Cus-
tomer feedback will be answered personally if the customer so wishes. We will develop our customer
services based on the feedback we receive.

6.2.3 Geoexhibition

GTK's Espoo premises (address: Vuorimiehentie 5) is a geoexhibition open to all. The exhibition is
open on weekdays from 9 a.m. to 4 p.m. The largest group of visitors to the geoexhibition are chil-
dren and young people aged 5—-15 as well as stone enthusiasts. The exhibition provides basic infor-
mation about geology and inspires people to learn about geology. Admission is free. The guided tour
is available in Finnish, Swedish and English. Group visits are booked separately.
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GTK's Espoo office is accessible. The explanatory texts of the exhibition in the pictures and on the
walls are in Finnish, but brochures with essential information are available in the space in Finnish,
English and Swedish. The hearing or visually impaired are not very well taken into account in the exhi-
bition spaces: there are some tactile objects in the exhibition, but explanatory texts, for example, are
not available to the visually impaired.

6.2.4 Other premises

GTK's premises in Loppi, Outokumpu and Rovaniemi are also regularly used by our customers. From
the perspective of functional equality, some deficiencies have been observed in the premises (for
more information, see section 6.4. Measures to promote equality).

6.2.5 Communication

The Geological Survey of Finland's communications are multi-channel and multilingual. In external
communications, we mainly use the GTK website and various social media channels. The content of
the website is in Finnish, English and Swedish. The aim is to always translate the main content of the
website into all three languages. In social media, we primarily communicate in Finnish and English,
and if necessary, also in Swedish.

In our external communications, we strive to take into account the regional and linguistic dimensions
of our operations. In bilingual areas, we also communicate our research and its results in Swedish. In
the Sdmi Homeland, we inform the local media, stakeholders and actors about our activities in the
Sami language, which is the most widely used in the area. When we work in international projects,
we also communicate in other languages according to local needs and goals.

We publish 20—30 press releases per year. The press releases distributed to the media are mainly in
Finnish, but also in either Swedish or English, depending on the region, topic and target audience. Re-
cruitment advertisements published on the Valtiolle.fi portal are always published in both Finnish and
Swedish. The advertisement will also be published in English, if the duties can also be carried out in
English only.

In digital communications, we implement the requirements of the EU Web Accessibility Directive
(2016/2102/EU). Digital communication covers our website (excluding geological data sets and online
services), our social media channels and media distribution. The accessibility of online communica-
tion has been taken into account in the technical implementation, usability and comprehensibility of
the content. We comply with the accessibility requirements for online content in the publication of
social media content, forms and files, as well as video and image material. When it comes to scientific
content, we strive for clear and illustrative communication.

The accessibility of our website has been assessed with the help of external experts, user feedback
and separate service programs. The accessibility of the websites has been tested to meet the require-

Geologian tutkimuskeskus | Geological Survey of Finland | Geological Survey of Finland / G I K
-



Geological Survey of Finland

Non-Discrimination and Gender Equality 19/25

Unofficial translation for convenience only

17.8.2026

ments of the WCAG 2.1 AA level. For the most part, the websites meet all A and AA level require-
ments well. The accessibility of the website is monitored and its level is maintained as part of the
daily operations of the Communications Unit.

6.3 Assessment of the implementation of the measures in the previous plan

Public services and products

We aim to include questions about
functional equality in surveys and
feedback measuring customer satis-
faction.

It has not materialized.

Accessibility of business premises

We ensure that people with reduced
mobility have an equal opportunity to
participate in and use GTK's services
at our Espoo office (address: Vuo-
rimiehentie 5). This requires that the
facilities are accessible both when en-
tering the building and when entering
the geoexhibition. Unobstructed
movement in the geoexhibition must
also be ensured.

Accessibility has been improved ac-
cording to the plan. Access to the ge-
oexhibition and reference library is
possible, other facilities are not ac-
cessible to outsiders.

The Loppi office (address. Mustinsu-
ontie 159), the deficiencies related to
accessibility have been taken into ac-
count and the new buildings meet
the current building standards.

Possible changes will be examined in
connection with the construction of
the new research hall. The timetable
has not yet been specified.

The Outokumpu office (address: In
the Tutkijankatu 1) development pro-
ject, minor deficiencies related to ac-
cessibility have been taken into ac-
count, and the new building meets
the current building standards. To en-
sure occupational safety and confi-
dentiality related to customer rela-
tionships, visits are not possible in all
areas of the buildings.

The situation is in accordance with
the plan.

The Rovaniemi office (address.
Lepikontie 9), GTK is negotiating with
the landlord to rectify the deficien-
cies related to accessibility.

The premises in Lepikontie will be
given up as soon as possible, so no
further changes will be made to the
premises.

Communication

We will put GTK's centralised transla-
tion services out to tender during
2023. The procurement of translation

Achieved. In addition to translation
services, we use artificial intelligence
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services ensures that all key commu-
nications can be translated into at
least the following language pairs, if
necessary: Finnish-English, English-
Finnish, Finnish-Swedish, Swedish-
Finnish, Finnish-Sami.

applications to translate communica-
tions in accordance with GTK's guide-
lines and ethical guidelines on artifi-
cial intelligence.

We promote linguistic equality by
publishing all GTK's press releases on
our website in Finnish, Swedish and
English.

Achieved. The releases are published
on our website in both national lan-
guages and also in English. The main
permanent content of the website
has also been published in Swedish.
The Research Projects pages are the
only exception as a special site (they
are only in Finnish and English).

As a rule, we use the Sami language,
which is the most widely used lan-
guage in the region, in communica-
tion aimed at the public when we
work on various projects in the Sami
Homeland.

We follow this principle in external
communication.

6.4 Measures to promote equality

In the following, we describe the development needs identified at GTK from the perspective of func-
tional equality and the measures to promote them during 2026—2028. We identified development
needs under two different areas: project work and the accessibility of business premises.

We maintain the above-described good practices that promote equality. We will continue to develop
our services and comply with current legislation to guarantee the equality of our customers. We will
continue to pay attention to the equality of customer work and develop our e-services to be even

more customer-oriented.

We are able to
demonstrate to
funders and
stakeholders that

Project work

The DEI support
for project work
supports project
managers in taking
non-discrimination

personnel

HR, project man- | 2026-2028

agers and project

Customer feed-
back, feedback
from DEI support
for project work
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equality is an in-
tegral part of re-
sponsible re-
search and ex-
pert activities.

and equality into
account at the
funding applica-
tion stage and at
different stages of
the project life cy-
cle.

Accessibility of
business prem-
ises

Loppi (b. Mustin-
suontie 159)
premises in-
tended for cus-
tomer use are ac-
cessible.

The Loppi office
(address. The de-
velopment project
at Mustinsuontie
159) takes into ac-
count the deficien-
cies related to ac-
cessibility, and the
new buildings
meet the current
building standards.

Work environ-
ment team, Sen-
ate Properties

2026-2028

Development
project monitor-

ing

7 COMMUNICATION

We will inform GTK employees about the non-discrimination and gender equality plan in connection
with various personnel events and through our internal communication channels. The plan is published
on our public website. The plan has been prepared and published in Finnish, English and Swedish. HR
is responsible for communications.
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ANNEX 1 - SALARY REVIEW

The salary review under the Act on Equality of Women and Men is used to determine whether there are
any unjustified pay differences between women and men working for the same employer and doing the
same work or work of equal value. Work of the same or equal value is examined through the job require-
ment classification (VL) in this salary review, which is based on GTK's salary system. The majority of GTK's
personnel are covered by the pay system (e.g. management, negotiating officials and interns).

If GTK's salary review reveals clear differences between women's and men's salaries that do not have an
acceptable reason, the employer must investigate the reasons and grounds for the pay differences and take
appropriate corrective measures. In order to determine the possible reasons for the pay differences, the
key salary components are examined, which are the task-specific salary component and the personal salary
component. The task-specific salary component is determined on the basis of the difficulty of the tasks and
the personal salary component on the basis of work performance.

WAGE AND SALARY STATISTICS NOVEMBER 2025

The statistics on wages and salaries have been compiled on the basis of wage and salary data for November
2025. The statistics have been compiled from the Tahti system, which is the state's statistical database. The
statistical data include full-time employment relationships within the scope of the pay system for which full
pay has been paid for the whole month.

According to the above limitation, there were 421 persons included in the statistics, of whom 181 were
women and 240 men. In November 2025, the average earnings for regular working hours were 4789
€/month, 4830 €/month for men and 4735 €/month for women. There were a total of 12 persons outside
the pay system who are not included in the statistics, of whom 3 were women and 9 men.

EQUAL PAY INDEX FOR WOMEN AND MEN

The Equal Pay Index (Table 1) indicates the ratio of women's average earnings to men's average earnings
when examining earnings for regular working hours. The average pay gap is calculated by dividing women's
average earnings for regular working hours by men's earnings. In accordance with Tahti systems limits,
GTK's entire equal pay index has been calculated using a weighted average, which only includes data re-
ported in accordance with statistical ethics. The index of job requirement category 4 cannot be reported,
because the number of employees in the category is less than five, which is below the statistical ethical
limit.

GTK's equal pay index is 99%, which means that women's earnings are on average one per cent lower than
men's. However, there is variation between the job grades: in some of the job grades (VL6, VL8), the equal
pay index is 100 (no difference in the average earnings of men and women), but in some of the job grades
(VL11, VL12) the difference is slightly more than the average for GTK. It is therefore important to monitor
the salary development of these groups. Overall, however, it can be stated that the equal pay index at GTK
is at a good level.
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Table 1: Equal pay index 11/2025
Job grade Number of Number of men Equal pay index, %
women

VL4 * * *
VL5 11 22 99
VL6 7 13 100
VL7 18 16 99
VL8 21 25 100
VL9 59 64 99
VL10 42 74 99
VL1l 15 14 97
VL12 6 11 96
Total 181 240 99

WOMEN'S AND MEN'S PLACEMENT IN THE JOB GRADES

Placement in the job grades is determined on the basis of the difficulty of the task (GTK's collective agree-
ment and the specifying collective agreement). When determining the job grade of a task, the content of
the tasks is examined, not the holder of the task. Men and women doing the same work or work of equal
value must be in the same job grade.

Based on the salary review, both men and women are placed in all job grades. For the most part, men and
women are placed fairly evenly in the job grades, but there are still larger differences in the number of men
and women in individual job grades. However, when examining the numbers, GTK's personnel structure
must be taken into account, where there are more men than women. Men account for 57% of the personnel
and women for 43%.

Image 1 Number of personnel by job grade and gender (11/2025)

Number of employees by job grade and gender
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Comparisons of placement in job grades between men and women can be done better by comparing the
relative distribution of both groups (Figure 2). Relative distributions show differences and similarities bet-
ter. There are relatively more men in job grades 5, 6, 10 and 12. Women, on the other hand, are in job
grades 4, 7, 8, 9 and 11. Especially in job grades 9 and 10, where a significant part of the personnel are
located, there is a greater difference in gender distributions. This may be explained by the differences be-
tween genders in the stages of their careers, as the average age of men at GTK is higher than that of women.
However, it is important to ensure that opportunities for career advancement are equal regardless of gen-
der.

Image 2: Relative distributions by gender across job grade (11/2025)

Distribution of women (100%) and men (100%) across job grade (VL)
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WOMEN'S AND MEN'S PERSONAL SALARY COMPONENT

The personal salary component (HEKO%) is based on work performance and it assesses the work results
and competence in relation to the difficulty of the task. The personal salary component is a percentage of
the task-specific salary component. Work performance and competence are both assessed on a scale of
0-25%, in which case the personal salary component can be a maximum of 50% of the task-specific salary
in total.

At GTK, the average HEKO % is 15% (14.6% for women and 15.3% for men). The average HEKO-% score
for women is lower than for men in job grades 9, 10, 11 and 12. The average HEKO-% score for men is
lower than for women in job grade 6. When examining averages, it should also be noted that the number
of people in certain groups is small (VL5-7, VL11-12), which means that individual HEKOs and their changes
may affect the averages more easily. The number of employees in category 4 is less than five, so the
information is not reported for statistical ethical reasons.

At the level of GTK as a whole, the difference in the average HEKO % of men and women is very small,
which means that it can be said that the personal salary component does not differ significantly between
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genders. However, there are differences between job grades, and these should be examined and moni-
tored. Because the personal salary component is based on performance, there may be justified reasons
for the differences that are not related to gender. Differences in work performance and competence may
be related to factors related to work experience or the length of a career, for example.

Image 3 Average of women's and men's personal pay component % by job requirement category
(11/2025)

Average personal salary component % (HEKO)

14
VIS e 14
I 1 5 ol
12 B Women
VIE I 13
I 12 m Men

VLT e 16
Vie I 19

VS I 13

0 2 4 & 8 10 12 14 16 18 20

In summary, based on the salary review, it can be stated that there are no large, unjustified gender pay
differences at GTK. Nevertheless, it is necessary to monitor and review certain groups to ensure that the
differences observed in them are not unjustified and/or gender-suggestive. GTK regularly and proactively
reviews the gender equality realisation of the pay settlements to be implemented, and regularly and pro-
actively trains supervisors on pay equality. Pay equality is also regularly reviewed in GTK's Assessment and
Monitoring Group for the Pay System (VPJ Group), which consists of GTK's employer representatives and
personnel representatives.
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