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Greece
Kelly Papadaki, Ioanna Chanoumi & Dorita Bezati

KYRIAKIDES GEORGOPOULOS LAW FIRM 

General labour market and litigation trends

Remote working
During the past year, many employees in Greece have been relegated to work from their 
home.  For many of these employees, it has been their (and their employers’) first experience 
with remote working.  In many instances, the experience has demonstrated that remote 
working can be a feasible alternative for office employees.  When talking about “the new 
normal” and how our personal and professional lives will be altered by the COVID-19 
pandemic, remote working is a cornerstone of such conversation. 
Although regulated since 2006, teleworking in Greece has not been very common in practice.  
The pandemic has required employers to relocate the workplace from the employee’s office 
to the employee’s home. 
Teleworking in Greece may be agreed only with the employee’s written consent, i.e. provided 
in the initial employment agreement or by the signing of an amendment of the employee’s 
employment agreement regarding the employee’s place of work.  During the outbreak of 
COVID-19, the law exceptionally provides for the unilateral implementation of remote 
working, as all companies shall apply a remote working system for at least 50% or 60% 
(for companies engaged in the provisions of services) of employees whose work can be 
provided remotely. 
Employer’s obligations continue even while their employees continue to perform their work 
remotely.  Such obligations include, among others, ensuring equal treatment of employees, 
providing equipment and covering the costs of damages that may occur, protecting the 
employees’ health and safety, monitoring of employees’ working hours and work behaviour 
on a daily basis.
In Greece, a new legal framework is expected which will further determine the extent of 
the company’s obligations towards remote workers.  The draft law is expected to further 
determine the employers’ obligation to provide equipment and cover the costs of its use, 
maintenance as well as provisions regarding the prohibition of employees monitoring through 
the use of web-cameras, etc. ensuring that their private life is respected.

Discrimination protection

Discrimination and mobbing
The basic principle of equal treatment is regulated under Greek law and is incorporated into 
Greek law according to the EU Directives.  In particular, Directives 2000/78/EC and 2000/43/
EC have been recently implemented by Greek Law 4443/2016. 
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Based on the above legislative provisions, any direct or indirect discrimination based on racial 
or ethnic origin, religion or belief, disability or illness, age, family or social status, or sexual 
orientation in the field of employment is prohibited.  Direct discrimination occurs when a 
person is treated less favourably than another, while his employment status is the same or 
comparable.  Indirect discrimination occurs when a provision, a practice or a criterion puts 
a person at a disadvantage, as compared with other people of the same employment status.  
Indirect discrimination can only be justified by a legitimate purpose and where the means 
of achieving the purpose are appropriate and necessary.
The foregoing provisions apply to all persons whether in the private or public sector and 
in relation to the conditions for access to employment (including selection criteria and 
recruitment conditions), employment terms and conditions (including dismissals and 
payment), as well as participation in collective bodies.
Furthermore, “harassment” is considered as a discriminatory behaviour, including behaviours 
which violate the dignity of another person and create an intimidating, hostile, degrading, 
humiliating or offensive environment.
Any person who has suffered discriminatory behaviour, in violation of the principle of equal 
treatment, is entitled to seek legal protection even after the termination of the respective 
employment relationship.
In the case of harassment and mobbing, the employee is entitled to file a lawsuit against the 
employer before the competent Courts and raise a claim on the grounds of discrimination.  In 
the case the employee was terminated due to discrimination, such termination is considered 
as null and void and the employee will be entitled to receive all his/her salaries due as of the 
termination date, as well as compensation for moral damages.
The burden of proof in case of a discrimination claim lies with the respondent and not the 
claimant.  More specifically, the respondent is obliged to prove the non-existence of any 
discriminatory behaviour, provided that the claimant has presented valid evidence which 
lead to the presumption that discriminatory behaviour has taken place.
Any employer, who violates the legal provisions regarding the principle of equal treatment, 
shall be also held liable towards the Labor Inspection Authority and shall face the 
administrative sanctions.  

Sexual harassment within the workplace

Over the last decade the pervasiveness and the cost of sexual harassment has become a 
growing concern at the international and local level. 
The recent “Me too” (#MeToo) movement which also made its appearance in Greece in the 
last few months seems to be motivating more and more individuals, both women and men, 
to reveal their personal stories linked to harassment.
The workplace is a field where sexual harassment occurs even more frequently, due to the 
subordination of the worker to his/her employer which is the key feature of any employment 
relationship. 
The ILO defines sexual harassment as a sex-based behaviour that is unwelcome and offensive 
to its recipient.  For sexual harassment to exist, these two conditions must be present.  Sexual 
harassment may take two forms: i) quid pro quo, when a job benefit – such as a pay rise, a 
promotion, or even continued employment – is made conditional on the victim acceding to 
demands to engage in some form of sexual behaviour; or ii) a hostile working environment 
in which the conduct creates conditions that are intimidating or humiliating for the victim.
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According to Greek labour law, “sexual harassment” in the workplace is considered as a type 
of gender discrimination (article 3 of Law 3896/2010) and is therefore prohibited.  It is further 
defined by the law as “any type of unwanted verbal, non-verbal or physical behavior of 
sexual character, aiming at and resulting to the insult of an individual’s dignity, especially by 
developing an intimidating, humiliating or hostile environment” (article 2 Law 3896/2010). 
If an employee is sexually harassed at work by his/her employer or an executive or a superior 
(manager), such behaviour can be considered as an abusive exercise of the managerial right 
and therefore a unilateral detrimental change of the employee’s terms of employment which 
may lead to a constructive dismissal claim.  In such case, the employee may consider that the 
employment agreement has been terminated on behalf of the employer and leave claiming 
for the payment of his/her statutory severance amount.  
In case an employee suffering sexual harassment is terminated by the employer, the employee 
may contest the validity of termination filing a lawsuit within a period of three months 
and claim the termination to be considered null and void.  In such case, the employee may 
claim all due salaries as of the termination date.  In the case the Court rules that termination 
was invalid, the employee is further entitled to file a new lawsuit against his/her employer, 
requesting salaries in arrears for the period following the date of the initial court decision.  
The employee may also claim to be reinstated in the Company in his/her previous position 
and under the same terms and conditions.
Apart from the above, the employee may also claim compensation for moral damages, i.e. 
due to the insult of his/her personality.
Finally, provided that the conditions of the defilement are fulfilled, the employee may also 
sue the accused for sexual harassment before the penal authorities. 

Protection against dismissal during COVID-19 

As a result of the COVID-19 pandemic, a great number of companies in Greece suffered 
significant financial losses as businesses were either forced to cease their operation following 
a public order for reasons of public safety or were characterised as “affected companies” 
(based on the tax code of their main business operation) by the State, given they could no 
longer operate at the same rate as before.
In order to respond to the negative consequences of the COVID-19 crisis the Greek 
Government introduced a variety of temporary state aid measures.  Such measures included 
– among others – measures which aimed to strengthen the labour market and maintain 
employees’ job positions.  In particular, until recently, affected companies could make use 
of the implementation of a support mechanism called “Synergasia” (“Collaboration”) for 
companies which suffer at least 20% losses in their turnover.  According to the provisions of 
such support programme, a company is entitled to proceed with working time reductions of 
up to 50% per week with a corresponding reduction of payment.  During the implementation 
of such working time reduction, terminations of the affected employees are prohibited and 
there is an obligation to maintain the same contractual salaries. Additionally, companies 
could also implement further state aid measures including: the suspension of employment 
agreements; the implementation of safe operation personnel; and the intragroup transfer of 
employees.  Similarly, employee termination restrictions are applicable to companies that 
made use of these state aid measures. 
It is important to highlight that companies which opted to make use of the above state aid 
measures could not proceed with employee terminations and in case of realisation of same, 
the latter would be considered null and void.  More specifically, according to the relevant 
employment-related provisions, employers who make use of the state aid measures are 
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prohibited from proceeding with any employee dismissals for as long as the supportive 
measures are in force, and in case of dismissals the latter are considered null and void.  In 
particular, regarding the use of the suspension measure, an employer must maintain the 
same number of employees under the same type of employment contracts for as long as 
the company makes use of the measure and for a period of 30 days following the expiry of 
the latter.  Please note that voluntary resignations are not included in the aforementioned 
restriction.  Furthermore, regarding employees who participate in the “Synergasia” 
programme, the prohibition of dismissals applies only to the employees participating in 
such programme and for the period that the latter participate in such programme.
During the past year, the Greek labour market managed to avoid the originally expected 
extensive waves of redundancies, through the introduction of the above temporary state aid 
measures.  This business trend was followed by the majority of the Greek companies and the 
results of same are reflected in the official statistic data of Eurostat.  More specifically, during 
the second quarter of 2020, a percentage equal to 2% of the employees were terminated in 
Greece, while the respective percentages in other European countries was much higher.  For 
example, in Spain 6.5% of employees were terminated in the same time period, while in Italy 
5% of employees were terminated for reasons linked to the pandemic. 

Statutory employment protection rights 

Protection against minimum working hours
The legal working time in Greece is 40 hours per week, except for specific categories of 
employees, such as bank employees, underage employees, etc., who are employed for less 
hours.  Out of the 40 legal working hours per five-day working week, the first five hours 
after the legal working time are considered overtime (41st to 45th hour) and are remunerated 
by an increase of 20%.  More than one hour of additional work each day is considered 
overtime.  The excess of the legal daily working time is permitted up to two hours per day 
and up to 120 hours per year, which may be exceptionally extended following a special 
approval by the Ministry of Labor.  The statutory compensation for legal overtime work is 
equal to the employee’s hourly wage increased by 40%.  In case of work of urgent nature, 
the execution of which is considered absolutely necessary and cannot be postponed, the 
Ministry of Labor may grant a special approval for the realisation of overtimes above 
the 120-hour annual limit.  In such case of approved overtimes, the employee should be 
compensated with the hourly wage increased by 60%.
The employer must notify the labour authorities through the electronic platform of the 
Ministry of Labor (“ERGANI”) system about any work provided by its employees in excess 
of the statutory working hours (e.g. overwork, overtime) before the realisation of same.
Every hour of overtime which does not comply with the aforementioned reporting procedure 
is called “exceptional overtime”.  For every hour of exceptional overtime employees are 
entitled to compensation equal to their current hourly wage increased by 80%.  Exceptional 
overtime is illegal.
In light of the above, the legal system’s greatest challenge is to assure that the abovementioned 
statutory working time limits are respected.  To such end, in order to ensure compliance 
with the above provisions, the labour authorities frequently conduct on-the-spot audits to 
companies’ premises.  However such audits are not always considered sufficient enough for 
the safeguarding of compliance with the provisions regarding working hours.
This challenge became even bigger during the COVID-19 pandemic, when remote working 
prevailed in the private sector and therefore the labour authorities were no longer capable to 
easily to inspect illegal overwork performed by the employees remotely, i.e. from their home.
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To such end, the State’s focus lately is to enhance employees’ safety net against any breach 
of statutory working time limits.  The draft law which is planned to be introduced in the 
upcoming weeks aims to promote, inter alia, the definition of “digital working time” and the 
use of “electronic work cards” for monitoring employees working hours. 
The goal is for each employee to keep a complete record of his/her working and/or 
teleworking hours, and therefore minimise undeclared and uninsured work, as well as falsely 
declared part-time work. 
According to recent information (as the draft law has not been tabled yet), employees 
will record their own time of the beginning and end of work, and declare such through an 
electronic timekeeper, which will automatically transmit such information to the electronic 
platform of the Ministry of Labor, i.e. “ERGANI II”. 
Employers, on the other hand, shall declare the working schedule of all employees and report 
any potential modifications to the labour authorities.  The system will monitor all information 
in real time and will crosscheck the available data.  In this way, the labour authorities will be 
able to easily detect any overtime and/or overwork, which shall be compensated regardless 
of any contradictory statements on behalf of the employer. 
At first, a pilot scheme will be implemented in big companies (such as banks and 
supermarkets) and will gradually become mandatory for all private sector businesses.  It is 
further expected that the system will operate in conjunction with other state databases, such 
as e-EFKA (social security fund) and AADE (tax authorities). 
It shall be noted that the provision regarding the introduction of the “electronic work card” 
had been legislated back in 2011 (article 26 Law 3996/2011); however, it was never applied 
in practice.  In any case, serious arguments have been raised around such measures which 
focus on the following questions: does such a system oppose  flexible working hours which 
was promoted recently in terms of  work life balance policies adopted by companies? How 
can such provisions be implemented when it comes to employees engaged with outdoor 
activities? Whether such matters will be resolved remains to be seen.

Employee privacy and adopted measures related to employees’ health and safety 
during COVID-19

The new reality of the COVID-19 situation not only adversely affect the companies’ financial 
situation by obliging the latter to undertake new and radical measures in order to survive the 
new financial environment but moreover the pandemic obliged the employers to reconsider 
their institutional role as “guardians” of their employees’ health and safety.  
At the beginning of the pandemic and in the absence of specific scientific data, the employers 
were exploring which precautionary measures they could lawfully undertake in order to 
preserve their employees’ health and safety.  To such end, most companies in Greece asked 
their employees, to work from home (if feasible based on the employees duties). 
Over the months, employers in Greece focused on the implementation of temperature checks 
and the cost coverage of COVID-19 tests of their personnel in order for the latter to return to the 
office.  However, the above were performed only on a voluntary basis as compliance with the 
rules related to the protection of employees’ privacy and data protection were deemed necessary. 
Upon the introduction of the COVID-19 vaccines, many employers in Greece have expressed 
their concerns regarding their right to request a vaccination certificate from their employees 
or their entitlement to implement specific working arrangements depending on whether an 
employee has been vaccinated or not.
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However, under the current legal framework, an employer cannot legally oblige the 
employees to be vaccinated as no COVID-19 mandating vaccination rule exists in Greece; 
on the contrary, by virtue of article 58 par. 2 of Greek Law 4764/2020, whoever voluntarily 
receives the COVID-19 vaccination from the Greek Health Authorities should provide a 
valid consent thereto, according to the data protection regime on processing of personal 
data of special categories. 
Therefore, vaccination remains at the personal discretion of the employee and thus, an 
employer could only suggest to its employees to get the vaccine (when this can be actually 
feasible for them according to the government’s vaccination plan), but not force them in 
any way.
On that basis, in the case where the employer dismisses the employee who refuses to get 
the vaccine or imposes any disciplinary actions against him/her, this constitutes an abusive 
and illegal behaviour on behalf of the company and the employee could successfully file a 
lawsuit against the employer.
However, due to a very recent litigation claim brought by a former employee against his 
employer (a nursing home) contesting the validity of his termination, which took place after 
the employee’s refusal to get vaccinated, fresh discussions were opened in Greece, regarding 
the debate between the protection of employee’s privacy and the employer’s obligation to 
ensure health and safety in the workplace.
In light of the above, the first court decision ruling upon the validity of an employee’s 
termination due to its refusal to be vaccinated is anticipated with great interest, so as for the 
ambiguous borders between the employees’ privacy and the employer’s rights to be drawn. 
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