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Iason Skouzos & Partners Law Firm

Legislation and agencies
1  What are the main statutes and regulations relating to 

employment?

Articles 648 to 680 of the Greek Civil Code on ‘contract of 
employment’ are the basic provisions that govern the employ-
ment relationship between employers and employees. These arti-
cles define: the nature of an employment contract; the employer’s 
and employee’s main obligations; the time of payment of sal-
ary and consequences of delaying that; the consequences of an 
employee’s sickness; health and safety at work; collective employ-
ment agreements; the deemed renewal of an employment term; 
annual leave; and termination for serious reason.

2  Is there any legislation prohibiting discrimination or harassment 

in employment? 

Greece has adopted Directive 78/2008/EC, which governs the 
general framework of equal treatment in employment. The rel-
evant national laws are: Law 3304/2005 for the application of 
the principle of equal treatment regardless of national, racial, 
religious or other orientation or beliefs, invalidity, age or sexual 
orientation; and Law 3488/2006 for the equal treatment between 
men and women in employment. According to the above legisla-
tion, all direct or indirect discrimination or harassment that leads 
to the abuse of a person are illegal.

3  Is there any legislation protecting employee privacy or personnel 

data? If so, what are an employer’s obligations under the 

legislation?

Yes, Law 2472/1997 (the Data Protection Law). An employer 
is obliged to announce to the Data Protection Authority (DPA) 
the possession of a database, the transfer of a third party’s 
database, the interconnection of databases and the existence of 
a closed- circuit TV system. When data is related to sensitive 
information, for example, who refer to the religious, philo-
sophical, national, political background or beliefs, the sexual 
life, previous criminal convictions, health, social welfare and 
so on, the law requires the prior approval by the DPA. For 
practical reasons, the law also provides for exceptions from 
these obligations – for example, where the processing is real-
ised for the purposes of an employment relationship, where this 
process is necessary for the mutual fulfilment of contractual 
or legal obligations and the employee has been informed in 
advance. The employer, at the stage of collection of personal 
data, is obliged to inform the employee of the exact identifica-
tion details of the employer or his representative, the purpose 
of processing of personal data, the recipients of such data. The 
employee must be informed also that he has a right of access 

to his personal data file and a right to deny the processing of 
his personal data. 

4  What are the primary government agencies or other entities 

responsible for the enforcement of employment statutes and 

regulations?

The Labour Inspection Authority (Epitheorisi Ergasias, LIA) and 
the police are authorised to control the enforcement of the legisla-
tion relating to working hours and employment of immigrants. 
As far as the respect of all other legislation relating to the labour 
and employment, including overtime employment, health & 
safety at work the LIA and its special agencies are authorised to 
control employers, make suggestions, impose administrative fines 
or refer violations that incur criminal sanctions to the director of 
public prosecutions. The role of the Social Security Foundation 
(IKA) is also very important in relation to the respect by the 
employers of social security and insurance obligations. 

Worker representation
5  Is there any legislation mandating the establishment of a works 

council or workers’ committee in the workplace?

According to Law 1767/1988, the employees of any business that 
employs more than 50 people have the right to be elected and 
establish work councils for their representation in the enterprise. 
If there is no trade union organisation within the business, the 
relevant threshold is 20 instead of 50 employees. The members 
of work councils enjoy the same protection as the administrators 
of trade union organisations. Employers, persons acting on their 
behalf and any third parties, are prohibited from proceeding to 
actions or omissions with a view to impede the exercise of the 
employees’ rights described above and more specifically: to influ-
ence the employees using threats of dismissal or other means to 
obstruct the exercise of rights provided by this law; to support the 
candidature of employees with financial or other means; and to 
intervene by any mean to the exertion of the employees’ general 
assemblies. 

Background information on applicants
6  Are there any restrictions or prohibitions against background 

checks on applicants? Does it make a difference if an employer 

conducts its own checks or hires a third party?

According to the Data Protection Law and the explanatory direc-
tive 115/2001 of the DPA, collecting and processing personal data 
of a candidate in order to hire them is only allowed for purposes 
directly connected to the employment and the employer may 
only refer to data that is absolutely necessary to assess whether 
a candidate is suitable and skilled for the position. The employer 
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must address the candidates themselves to collect their personal 
data. Collecting candidates’ personal data from third parties is 
not prohibited, as long as it is necessary for the achievement of 
the goal. A vital prerequisite is for the candidates to be informed 
in advance that information from third parties will be sought, 
and their explicit consent must have been given. An employer 
that intends to seek information from third parties has a duty 
to inform the candidate of the purposes of the collection and 
processing of the data, the sources from which information will 
be sought, the type of information, as well as the consequences 
of a possible refusal of consent. For some posts in particular (eg, 
for employees managing monetary issues, teachers), the collec-
tion and processing of data regarding a person’s prosecutions and 
convictions is compulsory. 

7  Are there any restrictions or prohibitions against requiring a 

medical examination as a condition of employment?

Personal data regarding the candidate’s health must be collected 
directly and only if it is absolutely necessary (i) for evaluating 
whether the candidate is suitable and skilled for a specific post 
or occupation, present or potential (eg, physicals for individuals 
employed in nurseries, restaurants, hotels, drivers, pilots, etc); 
(ii) in order for the employer to perform his duty regarding the 
hygiene and safety of the working place; or (iii) for the founda-
tion of the employees’ rights and the attribution of the relative 
social benefits.

8  Are there any restrictions or prohibitions against drug and 

alcohol testing of applicants?

There is no specific directive or regulation regarding drug or 
alcohol testing. As a general rule, tests, analyses and relevant 
procedures that are related to past convictions, habits or even 
the mental health status of the individual may be included in a 
recruitment process. Because such tests constitute a deep inva-
sion in the candidate’s personality and personal life, the gen-
eral principle of proportionality dictates that they may only be 
conducted in exceptional cases, only if it is absolutely necessary 
for the achievement of a special cause directly connected to that 
particular post and only with the candidate’s written consent. 

Hiring of employees
9  Are there any legal requirements to give preference in hiring to 

particular people or groups of people?

By virtue of Law 2643/1998 on care for the employment of per-
sons of special categories and other provisions:
•  Greek or foreign companies or businesses that operate in 

Greece and their affiliates, if they employ 50 or more per-
sons, are obliged to hire persons of ‘protected categories’, 
as defined in the above Law, up to 8 per cent of their total 
workforce; and 

•  certain public institutions are obliged to employ persons of 
the same categories up to 10 per cent.

From the above obligation are exempted enterprises and insti-
tutions that have had losses in their previous operations. The 
above percentages are split among the following categories of 
protected persons, subject to the proportions provided in article 
2 of the same Law:
•  parents that have many children (more than three);
•  persons with an invalidity status of more than 50 per cent 

and persons with special mental needs or disabilities;

•  persons who participated in the National Resistance and 
their children;

•  war victims with disabilities; and
•  the spouses of persons that have died or have been missing 

after the military coup and the war in Cyprus in 1964, 1967 
and 1974.

10  Must there be a written employment contract? If so, what 

essential terms are required to be evidenced in writing?

No. As a rule, the agreement does not have to be in writing. 
Therefore it is possible to be made explicitly or tacitly, orally or 
in writing. The exception of this rule is making an employment 
contract with the state or a public corporation, or making a part-
time employment contract. However, the employer is obliged to 
notify the employee in writing, within two months of the com-
mencement of the working relationship, of the essential terms of 
the employment contract, which are the following: 
•  the ID data of the contracting parties; 
•  the working place;
•  the position of the employee as well as the object of his 

work;
•  the date from which the contract is in force and its dura-

tion; 
•  the duration of the absence leave with benefits the employee 

is entitled to, as well as the manner and time of its issuance; 
•  the compensation that may be owed in case the contract is 

terminated; 
•  all the kinds of remuneration the employee is entitled to, and 

their frequency; 
•  the duration of the regular daily and weekly employment of 

the employee; and
•  reference to the collective regulation that applies and 

defines the minimum terms of wage and employment of the 
employee.

11  To what extent are fixed-term employment contracts 

permissible? 

They are allowed. The courts and subsequently the statutes pro-
tect the employee from the abuse by the employer of the meaning 
of ‘fixed-term’, that is, naming a contract as fixed-term when 
it is really an indefinite-term employment contract. Specifically, 
if the duration of successive employment contracts exceeds in 
total the two years, without being justified by specific reasons or 
needs provided by law, it is deemed that, those contracts cover 
constant and permanent needs of the enterprise and consequently 
are converted into employment contracts or relations of indefi-
nite term. If in the duration of those two years, the number of 
renewals of the successive contracts or labour relations is more 
than three, without any legal justification, it is deemed that those 
contracts cover constant and permanent needs of the employer 
and consequently are deemed by law to be employment contracts 
or relations of indefinite term. The onus of proving the opposite 
lies with the employer. ‘Successive’ are the fixed-term contracts 
or labour relations between the same employer and the same 
employee, with the same or resembling terms of employment and 
an interval of no more than 20 weekdays. 

12 What is the maximum probationary period permitted by law? 

As probationary period in a contract of employment of either 
definite or indefinite term is usually agreed the first two 
months of employment, after which the employer may stop 
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the employment relationship without any obligation to com-
pensate the employee. The probationary period may be agreed 
as longer than two months, but it has to be reasonable. 

13  To what extent are post-termination covenants not to compete, 

solicit or deal valid and enforceable? 

Although not explicitly prohibited, the validity of contractual 
clauses not to compete must not be taken for granted; these 
clauses are controlled according to articles 178 (contractual 
term contrary to moral standards) and 179 (contractual term 
limiting to a great extent the freedom of the weak contractual 
party) of the Civil Code, following an evaluation of all the spe-
cial conditions of each specific case. One basic element, which 
supports the validity of such a clause, is the provision of consid-
eration to the employee, for the undertaking of the obligation 
of non-competition, which, as a rule, will be constituted by the 
payment of a reasonable restitution, to cover the financial dam-
age that the co-contracting party will endure during the commit-
ting period. Reversely, the lack of provision of consideration is a 
very important element, which would assist the weaker party to 
challenge the validity of a non-competition clause. There is no 
statutory maximum period for non-competition covenants, but 
a court will assess the reasonableness of the period agreed. 

14  What are the primary factors that distinguish an independent 

contractor from an employee?

An employee is subject to a ‘contract of dependent services’, by 
which the contracting parties aim at the provision of services 
agreed in advance and a salary, regardless of the way it is paid, 
and the employee is subject to legal and personal dependence 
to the employer. This dependence is expressed by the latter’s 
right to give to the employee binding commands and directions, 
regarding the manner, place and time of the execution of services 
and to monitor and control the employee to ascertain whether 
he complies with them. An independent contractor is under a 
‘contract for the provision of liberal services’, that is, he pro-
vides his services without being subject to anyone’s control and 
monitoring or without being obliged to comply with commands 
and directions, especially regarding the manner and time of the 
provision of his services. These are the factual circumstances 
that a court will look at should a dispute arise regarding the 
classification of a contract. It is very often that employment con-
tracts are hidden under ‘liberal provision of services’ agreements. 
Employers are very keen to stretch the definition of the latter 
in order to employ workforce without being subject to social 
security contributions and without having to respect the regu-
lations relating to overtime, annual leave, termination notice, 
compensation, etc. An independent contractor has different tax 
obligations, keeps accounting books and is liable for his own 
social security contributions without the involvement or burden 
of an employer. 

Foreign workers
15  Are there any numerical limitations on short-term visas? Are 

visas available for employees transferring from one corporate 

entity in one jurisdiction to a related entity in another 

jurisdiction?

Yes; according to article 14(4) of Law 3386/2005 on the entry, 
residence and social integration of foreign nationals in the terri-
tory of Greece (the Foreign Nationals Law), the numerical limi-
tations apply according to relevant ministerial decisions that are 

taken every year and that prescribe the number of foreign nation-
als per prefecture and per specialisation. 

According to article 17(1)(a) of the Foreign Nationals Law, 
residence permits are granted to higher managerial employees 
and executive employees of foreign business entities that operate 
in Greece through a subsidiary or a branch. 

According to article 17(1)(b) of the same Law, residence per-
mits are also granted to foreign nationals-employees who are 
employed by foreign business entities (industrial, maritime, com-
mercial) that legally conduct operations in Greece. According to 
article 17(1)(e), foreign nationals who are scientists may also be 
granted residence permits with certain limitations.

16  Are spouses of authorised workers entitled to work?

Citizens of third countries which reside legally in Greece for more 
than two years may request for their spouse and their underage 
children to enter and reside in the country for reasons of family 
reunification. Those members of the family have, respectively, the 
right to work or to independent financial activity (article 59 of 
the Foreign Nationals Law). 

17  What are the rules for employing foreign workers and what are 

the sanctions of employing a foreign worker that does not have 

a right to work in the jurisdiction? 

Subject to the special provisions applicable to foreigners who are 
already legally residents in Greece, executive employees, family 
members, etc, as a general rule, in order to employ a foreign 
national an employer must officially ‘invite’ him, file an applica-
tion to the local authority and guarantee the payment of a sum 
equal to the basic statutory remuneration of unspecialised work-
ers and the expenses required for the possible expulsion of the 
foreign national. If and after the application is approved, for the 
employment of the foreign national by the applicant-employer, 
the foreign national is granted a permission of entry for the provi-
sion of dependent employment, which is usually granted for one 
year, and always for a definite term. The applicant must show a 
contract of employment that proves that he shall receive a yearly 
remuneration equal to the above-mentioned statutory minimum. 
The residence permit is renewable. The sanctions for employers 
who employ a foreign national who is not equipped with the 
necessary residence permit or at least proof that all relevant docu-
mentation has been deposited with an application at the relevant 
authority is subject to administrative fines of up to e15,000, clo-
sure of the business and imprisonment of at least three months. 

18  Is a labour market test required as a precursor to a short or 

long-term visa? 

Not since the Foreign Nationals Law 3386/2005 was passed. 

Terms of employment
19  Are there any restrictions or limitations on working hours and 

may an employee opt out of such restrictions or limitations?

The legal daily working hours for employees, that is, the time 
workplan as imposed by the law, is eight hours for enterprises 
employing their personnel six days per week; and nine hours for 
businesses employing their personnel five days per week, that 
is, businesses that apply the five-day working week. Adjusting 
the work hours in a manner in which the employee has to work 
one day more than the above-mentioned working hours, even 
if he has to work less for another day, raises an issue of over-
time work with all the consequences (mostly financial) that this 
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entails for the employer. An agreement between employer and 
employee is possible, regarding a working schedule with fewer 
hours than the limit imposed by the law, but without prejudice 
to the entitlement of the employee for full remuneration. There 
are many provisions regarding the payment for night-shift and 
Sunday work, as well as public holidays, which are, as a rule, of 
public order, and therefore any waiver on behalf of employees 
from their relevant rights would be held invalid. 

20  What categories of workers are entitled to overtime pay and 

how is it calculated?

Following a relatively recent change in the legislation, the notion 
of ‘overwork’ has been introduced as a new legal term. This term 
was designed to loosen the traditionally strict statutory approach 
that every hour above the eighth is overtime. So, in a nutshell, 
‘small’ excesses of the eight-hour limit are now called ‘overwork’. 
With regard to work hours, ‘overwork’ and ‘overtime’ hours 
in general, the relative provisions apply to all salaried persons 
– that is, all persons providing to their employer depended-on 
employment, regardless of whether they are employees or work-
ers, except managers or directors (that is, senior employees of 
the enterprise). These are the persons who have administrative 
tasks and managerial responsibilities, and at the same time their 
remuneration is much higher than their colleagues. Managers are 
exempted from the application of several provisions of labour 
law and are not protected by the restrictions of the legal work-
ing hours (Law 2269/20), they may work overtime or on Sun-
days and during the night without compensation (Presidential 
Decree No. 8 of 13 April 1932). There is no concrete formula 
that defines a manager or director and, in cases of dispute, the 
Courts will look into the specific facts of the particular case. A 
high salary will not per se guarantee that one shall be considered 
as a manager, because it may well be that high remuneration 
is justified by the special skills that a worker has. For all other 
workers, the conventional work schedule of up to 40 hours per 
week is applied. An employee may be occupied for a further five 
hours per week at the employer’s discretion (overwork). Those 
overwork hours (from the 41st to the 45th hour) are remuner-
ated with the regular hour-wage increased by 25 per cent. The 
employees for whom the six working-day system applies, may 
be occupied for eight more hours per week at the employer’s 
discretion (overwork from the 41st to the 48th hour). In this case 
as well the employees are remunerated with the regular hour-
wage increased by 25 per cent. The ‘overtime’ work, that is, the 
exceeding of the maximum limit of legal work of the employees 
and the providing of services to their employers beyond 45 or 48 
hours per week – in other words, the exceeding of the ‘overwork’ 
hours as well – is allowed only for specific activities, which are 
considered to be urgent and exceptional or extraordinary. For the 
realisation of the overtime the following are required: a record of 
a written announcement by the employer to the Labour Inspec-
tion Authority responsible for the region; and the keeping by the 
employer of a special ‘overtimes’ book. 

Employers working overtime are entitled, for every hour 
of legal overtime and until the completion of 120 hours per 
annum, remuneration equal to the regular hourly wage inreased 
by 50 per cent, whilst for overtimes exceeding the legal overtime 
employment of 120 hours per annum, are entitled the regular 
hour-wage increased by 75 per cent. The hours of overtime work, 
for the realisation of which the above mentioned conditions are 
not applied, are considered to be ‘extraordinary overtime’. For 
every hour of exreaordinary overtime the employee is entitled 

to a remuneration equal to the regular hour-wage increased by 
100 per cent. 

21  Is there any legislation establishing the right to annual vacation 

and holidays?

Before the introduction of Law 3144/2003, an employee was 
entitled to holiday-leave after having been continuously employed 
for 10 months. Since the Law came into force on 8 May 2003, 
the employee is entitled to vacation leave without the 10-month 
requirement. The days of leave he will be entitled still depend 
on the months he has worked at the same employer. The table 
below applies. Vacation is paid with the normal agreed salary. 
Sundays, public holidays, sick leave are not included in the vaca-
tion. If, for example an employee takes a vacation leave of 10 
days and the fifth is a public holiday, he will come back to work 
on the 11th day.

If the employer is a business that runs six days per week, the 
following applies:

Months of 
employment

Days of 
vacation leave

Vacation pay 
(salary based)

Vacation pay 
(per diem 
based)

10 months 24 96% of salary 24 x per diem

24 months 25 1 salary 25 x per diem

26 months 26 1 salary 26 x per diem

Over 26 months 26 1 salary 26 x per diem

If an employee has worked for one month, he will be entitled to 
one-tenth of the 24 days; if for two months, two-24ths, etc. If 
the employer is a business that operates five days per week the 
days of vacation leave are 20, 21, 21, 22 accordingly. The other 
figures remain the same. A vacation leave without pay may also 
be agreed between the parties. It is not a right or an obligation 
of either party. It may be agreed that the leave without pay is on 
top of the statutory holiday, etc. It depends on the individual cir-
cumstances. A vacation bonus is also obligatory by statute. This 
equals with 50 per cent of the monthly salary or (if the employee 
is paid per diem) 13 times per diem.

22  Is there any legislation establishing the right to sick leave or 

sick pay? 

According to article 5(3) of Law 2112/1920 and article 8 of 
Royal Decree 16 of 18 July 1920, salaried employees may be 
absent from their work for temporary period due to sickness, 
without their absence being considered as a unilateral rumina-
tion of their employment relationship. Their employer is obliged 
to accept them back at work. By virtue of article 3 of Law 
4558/1930, a temporary sickness period is considered a period 
between one, three,  four and six months depending on the length 
of the employment accrued, which would accordingly be four, 
four to 10, 10 to 15 and over 15 years.

In the event of sickness of salaried personnel, the employees 
are not being paid during the whole period of their absence but 
as follows:
•  if the salaried employee has completed a period of service 

exceeding 10 days but less than a year, he or she has the right 
to remuneration of a 15-day period (provided the sickness 
has a duration of 15 days or more); and

•  if the salaried employee has completed a year’s service, he or 
she has the right to a month’s remuneration (provided the 
illness has a duration of one month or more).
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If the absence is less than 15 days or a month respectively the 
salaried employee shall be remunerated for the period of time of 
his or her absence.

In any event, the employer has right to deduct from the 
above-mentioned remuneration owed to the employee, due to 
sickness, the amount of money the latter may have received 
from the Social Security Fund by virtue of the Law regarding 
obligatory insurance. In order for the employee to have the right 
to a sickness benefit from the Social Security Fund, he or she 
must have completed at least 100 days of work under the Fund’s 
insurance during the calendar year, 15 months prior to the notice 
of sickness without calculating in the second case the days of 
work realised during the last calendar trimester of the 15-month 
period. The amount of the daily sickness benefit comes up to 50 
per cent of the applicable statutory minimum of the daily salary 
applicable, on the basis of the average remuneration during the 
last 30 days of work. This amount constitutes the basic sickness 
benefit that may be increased according to the family status of 
the sick employee. Of course the employer has right to ask the 
salaried employee to produce supporting documents proving his 
or her sickness.

23  In what circumstances may an employee take a leave of 

absence? What is the maximum duration of such leave and does 

an employee receive pay during the leave?

There are many situations where an employee would be entitled 
to take a leave of absence, under certain conditions. The most 
significant examples together with the corresponding maximum 
durations of each are listed here below:
•  leave for the education of trade unionists – up to 14 days of 

paid leave within the same calendar year; 
•  school and undergraduate university students up to 28 years 

of age – up to 30 days per year; remuneration under condi-
tions is given by the Organisation for the Employment of 
Workforce; 

•  school and undergraduate university students over 28 years 
of age – under conditions that relate to the ordinary length 
of their study programme;

•  postgraduate students – up to 10 days per calendar year for 
up to two years without remuneration;

•  for voting at national elections – days depend on the distance 
to cover to reach the town where the vote is registered; leave 
is paid.

•  leave due to sickness of family members – ordinary period 
is six days whether continuous or spread within a calendar 
year. The period ins extended to eight days if the benefici-
ary has two children and to 12 days if he has three or more 
children. If the beneficiaries are spouses, each one is entitled 
to the leave. Leave is paid; 

•  leave for the bringing up of children – following the mater-
nity leave and until the child reaches three-and-a-half years 
of age, each working parent may take an unpaid leave of up 
to three-and-a-half months;

•  leave for visiting a child’s school – up to four days per calen-
dar year without pay.

•  marriage and child’s birth leave – five or six (depending on 
whether they work five or six days per week) working days 
for each spouse with remuneration. Upon the birth of a child, 
the father is entitled to two days of leave with pay; 

•  maternity leave – 17 weeks or 119 calendar days in total. 
Eight of those weeks must be allocated before the scheduled 
or anticipated date of birth. Leave is paid for 15 days if the 

young mother has not completed one year with the employer, 
and for one month if she has;

•  leave for taking care of a newly born child – for a period 
of 30 months after the end of the maternity leave, working 
mothers may start their working day one hour later or finish 
it one hour earlier. Alternatively, it may be agreed with their 
employer that during the first 12 months they shall take two 
hours off accordingly; in that case they shall have one hour 
off for the following six months. A father would be enti-
tled to the same time off, if the right is not exercised by the 
mother. It is paid; and

•  leave without remuneration – this is subject to agreement 
between the employer and the employee.

24  What employee benefits are prescribed by law?

The following employee benefits are prescribed by law: holiday 
bonus (see question 21); unemployment benefit; military service 
benefit; family benefits; sick benefit; marriage benefit equal to 10 
per cent; maternity benefit; service benefit (for employees hav-
ing completed many years of service); and Christmas and Easter 
benefit.

25  Are there any special rules relating to part-time or fixed-term 

employees?

employment under rotation (or underemployment) 
This is full time work but only for certain days of the week. This is 
freely agreed between an employer and an employee subject to the 
applicable statutory minimum salaries, applied accordingly to the 
lesser hours of work agreed. An agreement for ‘underemployment’  
must be in writing and be submitted to the local Labour Inspec-
tion Authority. Underemployment may also subsequently incur 
following a significant decrease in the employer’s business activi-
ties and subject to an agreement with the competent labour 
union. 

Temporary employment (part-time employment)
This is employment for all days but for fewer hours than the 
ordinary statutory prescribed working schedule. It is subject to 
the same procedural formalities as the employment under rota-
tion. The provisions regarding holidays and holiday bonuses are 
applied accordingly.

Fixed-term employment contracts
They are freely agreed upon, subject to the condition that the 
meaning of ‘fixed term’ must not be abusively adopted by an 
employer who in reality intends to cover his permanent needs 
(see also question 30).

Liability for acts of employees
26  In which circumstances may an employer be held liable for the 

acts or conduct of its employees?

According to the general provision of article 914 of the Civil 
Code, anyone who unlawfully damages another person is obliged 
to compensate him. According to article 922 of the Civil Code, a 
master would be liable for any damages that his servant caused 
to a third party by his acts or omissions during service. By the 
combination of the above-mentioned provisions, it arises that 
under the same circumstances that an employer is liable for 
compensation to a damaged party because of its own actions 
or omissions, it will also be liable for the actions or omissions 
of its employees.  
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Taxation of employees
27  What employment-related taxes are prescribed by law?

Payment of income tax burdens the employees. But employers 
are obliged by law to deduct the tax from the employees’ wage 
and to disburse it respectively to the competent Tax Office within 
the first fortnight of each trimester. The calculation of the tax 
that employers are obliged to deduct is the following (article 1 
of Law 3522 of 12 December 2006): regarding those paid per 
month, as well as those paid per day who provide their services 
under an employment contract for more than a year to the same 
employer or under an open-ended contract of employment, the 
monthly net income is defined by deducting from the gross wage 
only the amounts of the lawful deductions for obligatory insur-
ance contributions, for which the employee is burdened. The 
definition of ‘monthly net income’ includes both salary and any 
other pay packets of the same period (overtime, working on a 
Bank Holiday, on a Sunday, etc) which are all set in one pay-
roll. Afterwards, every month the monthly net income is read-
justed in order to define the overall annual net income of every 
employee. (To calculate the overall annual net income, the net 
salary amount is multiplied by 12, to which is added Christmas 
bonus, Easter bonus and Holiday Benefits. Any other additional 
pay packages are also added to the calculation. Afterwards, the 
deducted tax is calculated based on the applicable tax scales.

Employee-created IP
28  Is there any legislation addressing the parties’ rights with 

respect to employee inventions?

This used to be governed by article 668 of the Civil Code, which 
has now been abolished. The applicable rule is now provided 
in article 25 of Law 1733/1987, according to which, all rights 
related to an invention of an employee belong to the employee, 
except: if the invention may be classified as:
•  an ‘invention of service’, in which case the rights belong to 

the employer; or
•  a ‘depended invention’, in which case the rights are split, 

with 40 per cent going to the employer and 60 per cent to 
the employee.

‘Invention of service’ is the product of the contractual relationship 
between an employer and an employee that is expressly aimed at 
the development of inventions. In cases of ‘invention of service’, 
an employee may be entitled to additional remuneration if the 
invention is significantly profitable for the employer. ‘Depended 
invention’ is an invention realised by an employee with the use 
of means, information, materials of the employer. In that case, 
the employer has priority over the exploitation of the invention 
in exchange for a compensation given to the employee relative to 
the economic vale of the invention. After completing his inven-
tion, the employee must notify his employer accordingly and the 
employer has a time limit of four months after the notification 
to declare his intention to submit a common application together 
with the employee for the registration of the invention. Failure of 
the employer to declare his intention within the above-mentioned 
period gives right to the employee to submit an application by 
himself and register and exploit the invention in his own name 
and account. An employee may not contractually waive of any 
of his or her rights mentioned above.

Business transfers
29  Is there any legislation to protect employees in the event of a 

business transfer?

In the event of a corporation being transferred, the relevant impact 
on labour relations is regulated by article 4(1) of Presidential 
Decree 178/2002, through which Greece has adopted Directive 
77/187/EEC. In parallel, article 6(1) of Law 2112/1920, article 
9(1) of Royal Decree 16 of 18 July 1920 and article 8 of the Pres-
idential Decree of 8 December 1928 (regarding the protection of 
the rights of the employees of public order, where no waiver of 
relevant rights is excused) are also in force. By the combination 
of the above-mentioned provisions, it is provided that: 
•  the protection of the employee is not limited to the protection 

of the right of compensation according to Law 2112; 
•  the new employer assumes all pre-existing employer’s obliga-

tions; 
•  the labour relation is preserved in its entirety; and 
•  the employment position is secured and the employee’s 

demotion is forbidden.  
 

Termination of employment
30  May an employer dismiss an employee for any reason or must 

there be ‘cause’? How is cause defined under the applicable 

statute or regulation?

The employment contracts of indefinite time can be terminated, 
without restraints and at any time, by the employer, provided 
that he abides by the legal formalities, that is, notification to 
the employee of the written termination of the employment con-
tract and payment of the lawful compensation. In the event of 
the duration of the employment contract being less than two 
months, the employer may terminate the contract informally and 
without the obligation to give compensation.

Fixed-term employment contracts terminate ipso jure, 
without the obligation of compensation or of any other action, 
when their fixed duration expires. Nevertheless, in the event of 
a serious reason that could justify the termination of the employ-
ment contract before its expiration date, the employer (and the 
employee) may terminate the employment contract before that 
date, without recovery. The law does not specify which reasons 
may be considered as serious; therefore this is left to the judg-
ment of the Court. Any event that, objectively, according to good 
faith and moral conventions, constitutes a breach of the essential 
terms of the employment contract, and because of which the 
employment relationship may not reasonably continue up to its 
expiration date, may be considered as a serious reason. Indica-
tively, the case law has in the past considered as serious reasons 
the following: 
•  breach by the employee of essential terms of the contract;
•  continuous and unjustifiable absence of the employee;
•  improper and abusive behavior of the employee towards his 

employer;
•  non-fulfilment of his or her work with assiduity; and
•  demonstration of professional insufficiency, etc.  

31  Must notice of termination be given prior to dismissal? May an 

employer provide pay in lieu of notice?

This is only applicable to employment contracts of indefinite 
term. In a nutshell, compensation is calculated according to the 
years of service at the same employer and if the appropriate 
notice is given it may be half of what would be if no notice is 
given. The following table applies:
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compensation for dismissal 

Without 
advance 
notice

With advance notice

Previous 
employment 
with same 
employer

compensation 
(times 

nominal 
salary)

Advance 
notice

compensation 
(times 

nominal 
salary)

2 months –  
1 year

1 month 1 month ½ month

1 year –  
4 years

2 months 2 months 1 month

4 years –  
6 years

3 months 3 months 1½ month

6 years –  
8 years

4 months 4 months 2 months

8 years –  
10 years

5 months 5 months 2½ months

10 years 6 months 6 months 3 months

11 years 7 months 7 months 3½ months

12 years 8 months 8 months 4 months

13 years 9 months 9 months 4½ months

14 years 10 months 10 months 5 months

15 years 11 months 11 months 5½ months

16 years 12 months 12 months 6 months

17 years 13 months 13 months 6½ months

18 years 14 months 14 months 7 months

19 years 15 months 15 months 7½ months

20 years 16 months 16 months 8 months

21 years 17 months 17 months 8½ months

22 years 18 months 18 months 9 months

23 years 19 months 19 months 9½ months

24 years 20 months 20 months 10 months

25 years 21 months 21 months 10½ months

26 years 22 months 22 months 11 months

27 years 23 months 23 months 11½ months

28 years –  
over

24 months 24 months 12 months

32  In which circumstances may an employer dismiss an employee 

without notice or payment in lieu of notice?

For breach of the employment contract. 

33  Is there any legislation establishing the right to severance 

pay upon termination of employment? How is severance pay 

calculated?

See question 31. Upon termination without dismissal, for exam-
ple, upon the expiration of a fixed-term employment relation-
ship, there is no right to severance pay. 

34  Are there any procedural requirements for dismissing an 

employee? 

A dismissal must be made in writing and any compensation owed 
to the employee must be paid upon dismissal, otherwise the ter-
mination of the employment contract is not valid. A notification 
of the dismissal must be filled before the competent Organisation 
for the Employment of Workforce (OAED), or if there is no com-
petent office in the vicinity, at the local police station. No prior 
approval by any authority is required for the dismissal.

35  In what circumstances are employees protected from dismissal?

In principle, an employer is entitled to dismiss employees freely. 
The following categories are generally protected:
•  employees who are on leave;
•  employees who serve their military service;
•  pregnant women, during their pregnancy and for one year 

after the birth;
•  drug addicts, provided that they participate in a programme 

for their cure;
•  trade unionists without following a special procedure pre-

scribed by law.

All employees are protected against unfair dismissal, inter alia, in 
the following circumstances:
•  when dismissal is attributed to their sex or their family sta-

tus;
•  when dismissal is attributed to the hostile or vengeful behav-

iour of the employer following any form of harassment to 
which the employee did not consent; and 

•  when dismissal is attributed to the fact that the employee has 
confessed lawfully in a court of law or other authority. 

36  Are there special rules for mass terminations or collective 

dismissals?

Yes. Mass terminations or collective dismissals are defined as dis-
missals realised by companies that employ more than 20 employ-
ees, the reasons for which are not attributable to the employees 
and which exceed certain numerical limits. The protective provi-
sions in relation to collective dismissals only apply to employ-
ment contracts of indefinite term. An employer who wishes to 
proceed to collective dismissals must comply with the following 
procedural steps:
•  inform the representatives of the employees about its inten-

tion and discuss them in order to investigate possible alterna-
tive solutions;

•  notify in writing the employee’s representatives of the reasons 
for which the collective dismissals are planned, the number of 
people employed in total, the number of employees that are 
to be dismissed, classified by sex, age, specialisation, and any 
useful information that may help the proposition of alterna-
tive solutions; and 

•  Submit the above-mentioned documents to the prefect and 
LIA official. 

The above procedures are followed within time limits prescribed 
in statute. If there is no agreement between the employer and the 
employees, the prefect or the minister of labour may not con-
sent to the collective dismissals; in the latter case, the employer 
shall limit the dismissals to the number of employees limited by 
the prefect’s or the minister’s decision. If the relevant prefect’s or 
minister’s decision is not issued within the prescribed time limits, 
the employer may dismiss freely the number of employees that he 
himself agreed during the negotiations with the employees.

In all other respects, the provisions regarding dismissal of 
employees employed under a contract of indefinite term apply 
(written notice, compensation, etc).

Dispute resolution
37  May the parties agree to private arbitration of employment 

disputes?

No. According to article 867 of the Code of Civil Procedure 
(CCP), private law disputes may be subject to arbitration if the 
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parties who agree the arbitration have the power to freely dis-
pose of the subject matter of the dispute; but the article expressly 
excludes all disputes governed by article 663 of the CCP, that 
is, employment law disputes. The latter are subject to special 
litigation procedures that are provided in articles 664 to 676 of 
the CCP. 

38  May an employee agree to waive statutory and contractual 

rights to potential employment claims? 

According to article 679 of the Greek Civil Code an employee 
may not agree to waive the specific statutory rights that are pro-
vided in articles 656 to 658, 659(2), 667, 668(2), 670, 674, 677 
and 678. The most important of these rights are:

•  the right to receive salary in cases where the employer is in 
delay of payment;

•  the right to receive salary when the employee is prevented 
from offering his services for serious reasons;

•  rights to additional payment for additional work;
•  the right to annual leave; and
•  the right to terminate the contract of employment. 

Also, it may not be agreed that an employer can set off an employ-
ee’s salary against debts of the employee and that an employer 
has no responsibility for the implementation of health & safety 
at work regulations. 

39  What are the limitation periods for bringing employment claims? 

Five years, by virtue of article 250(17) of the Civil Code. 
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The social security reform that has been introduced recently, 

which is highly related to employment, is the most controversial 

political issue of the current year. Strictly in the field of 

employment, the state is gradually abandoning the overprotective 

statutory framework in an attempt ‘to reach a balance between 

flexibility and assurance’, as stated by the Expert Committee 

on Labour Reform Report. The problem is that, despite the very 

strict and protective framework, many of the statutory rules (eg, 

regarding overtime pay) are seldom respected by the vast majority 

of employers, so there is little benefit of having more flexible 

provisions when the stricter provisions are already applied very 

flexibly to the detriment of employees. Some of the reforms 

that the Committee recently suggested are: no administrative 

intervention on dismissals; quicker conduct of employment trials; 

and the right of employees to compensation also under voluntary 

termination in order to encourage mobility of workforce. 

Update and trends


