
Legal 500
Country Comparative Guides 2026
Greece
Employment and Labour Law

Contributor

Andersen Legal –
Pistiolis –
Triantafyllos &
Associates Law Firm

Anastasios Triantafyllos

Managing Partner | anastasios.triantafyllos@gr.andersenlegal.com

Paraskevas Zourntos

Partner, Head of Employment | paraskevas.zourntos@gr.andersenlegal.com

Giouli Menti

Senior Associate | giouli.menti@gr.andersenlegal.com

Ellianna Maratou

Associate  | ellianna.maratou@gr.andersenlegal.com

This country-specific Q&A provides an overview of employment and labour laws and regulations applicable in Greece.

For a full list of jurisdictional Q&As visit legal500.com/guides

https://www.legal500.com/firms/14812-andersen-legal-pistiolis-triantafyllos-associates-law-firm/c-greece/rankings/
https://www.legal500.com/guides/


Employment and Labour Law: Greece

PDF Generated: 16-04-2026 2/11 © 2026 Legalease Ltd

Greece: Employment and Labour Law

1. Does an employer need a reason to lawfully
terminate an employment relationship? If so,
state what reasons are lawful in your
jurisdiction?

In principle, under Greek Labour Law (hereinafter “GLL”),
mainly Law 2112/1920, Law 3198/1955 and Law
4808/2021 (as all of them have been codified under
Presidential Decree 62/2025), any open-ended
employment agreement may lawfully be terminated at
any time without any cause. Therefore, the validity of the
termination such employment contract does not depend
on the existence of a particular cause.

However, in certain cases, GLL requires that the condition
of a “serious cause” is to be met, to lawfully proceed with
the termination of the employment agreement. These
cases concern mainly special categories of employees
such as pregnant or breastfeeding employees, employees
who recently became fathers, or trade union
representatives, who are protected against dismissal for
a certain period.

Moreover, article 66 of Law 4808/2021 provides for
specific reasons due to which any termination may be
considered as invalid (e.g., discrimination against
employees, exercise of legal or contractual rights on
behalf of the employee, retaliation against an employee,
etc.).

Kindly note that, should the employee challenge the
validity of their dismissal claiming that it was prohibited
by law and provide evidence to the extent stipulated by
the respective framework, it is up to the employer to
refute such claims and prove that the grounds for the
dismissal differ from the grounds stated by the employee
and were indeed lawful.

2. What, if any, additional considerations apply if
large numbers of dismissals (redundancies) are
planned? How many employees need to be
affected for the additional considerations to
apply?

“Collective dismissals” (or “collective redundancies” or
“massive layoffs”) are regulated by virtue of Law
1387/1983, as amended and currently in force. According

to the Law, companies or establishments employing at
least 20 and up to 150 employees may dismiss up to 6
employees on a monthly basis. Furthermore, businesses
employing more than 150 individuals, may dismiss up to
5% of their personnel but no more than 30 employees on
a monthly basis.

If according to the business plan, these limits are going to
be exceeded, dismissals are classified as “collective”. In
such an event, the employer is required to follow certain
procedural steps of information and consultation with the
worker’s representatives.

In a nutshell, the main requirements of this procedure
(“information & consultation”), which must be observed
prior to the implementation of the collective dismissals,
are the following:

(a) the employer consults with the workers’
representatives (“consultation”) with a view to reduce the
number of the dismissed or to mitigate the negative
effects of the dismissals,

(b) at the same time, the employer informs the workers’
representatives by providing any information necessary,
and informing them also in writing about key items, such
as the grounds leading to the collective dismissals
project, the number, and the categories of the employees
under dismissal, the number and the categories of the
employees usually employed within the business or the
establishment, the time where the dismissal are to be
effective, as well as the criteria on the selection of the
employees to be dismissed.

The duration of the “consultation & information”
procedure is thirty (30) days, starting off from the
respective employer’s invitation to the workers
representatives. The participating parties should keep
record of their opinions on the collective dismissals
project. At the end of this procedure, the employer
submits this record as well as any other document used
during consultations to the Supreme Labour Council, a
public body competent to supervise collective dismissals
(hereinafter “the Council”).

If the procedure is “successful”, i.e., the parties reach an
agreement on the execution of the dismissals plan, the
dismissals may take place according to the terms and
conditions agreed, ten (10) days after the submission of
the records to the Council.
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On the contrary, i.e., whether the parties fail to reach such
agreement, the Council determines whether the employer
has fulfilled their respective obligations.

In this case, the Council will:

either rule that the employer’s obligations were
fulfilled· the employer could proceed with the
dismissals twenty (20) days after the Council’s
respective decision;
either rule that the employer’s obligations were
not fulfilled· in such an event, the Council may
extend the consultation period or set a
deadline to the employer in order to fulfil their
obligations.

Regardless of the aforementioned, the collective
dismissals plan is considered valid (even if no agreement
is reached) given that sixty (60) days have passed after
the submission of the consultation records to the Council
on behalf of the employer.

3. What, if any, additional considerations apply if
a worker’s employment is terminated in the
context of a business sale?

A business sale may be considered as a transfer of
undertaking. Thus, the terms and conditions of the
“transfer of undertakings” framework (Presidential Decree
178/2002, as codified with articles 358 to 367 of
Presidential Decree 62/2025) may apply. According to
this framework, the transfer of an undertaking does not
constitute grounds justifying an employee’s dismissal,
either this dismissal is conducted by the transferor or the
transferee. Furthermore, if, according to business sales
plan, the transfer of an undertaking will change the status
of employment within the transferor or the transferee,
both of the employers should inform and consult with the
representatives of the workers on the imminent changes.
However, after the transfer of an undertaking, the
transferee may proceed with such dismissals, only given
technical or organizational reasons impose such
necessity to reduce the personnel within the Company.

4. Do employees need to have a minimum period
of service in order to benefit from termination
rights? If so, what is the length of the service
requirement?

The termination right of the employee which is directly
correlated with their period of service is being entitled to
severance payment. To be specific, as per the applicable
legal provisions, any employee who has been employed

under an open-ended employment contract is entitled to
their statutory severance payment only if they have
completed twelve (12) months of service with their
employer.

Additionally, although this is not a termination right of the
employee per se, it should also be noted that for any
open-ended employment contract to be terminated with
notice, the employee should have completed twelve (12)
months of service with their employer as well.

Moreover, according to the respective applicable
legislation, employees who have been employed by virtue
of an open-ended employment agreement and have
completed fifteen (15) years of service with their
employer or have reached the age limit provided by the
respective social security institution, in the event of them
terminating their employment contract themselves,
having priorly met their employers’ approval on the issue,
are entitled to half of the severance pay such employees
would have been entitled to in case of termination of their
employment contract without notice. So, the completion
of fifteen (15) years of service and the consent of the
employer in relation to the employee’s
resignation/voluntary termination consist of conditions
which must be met for the employee to be entitled to
claim the severance payment provided by the law, even
though he/she is the one terminating the employment
contract which, in any other case, would not entitle
him/her to claim any severance payment at all.

5. What, if any, is the minimum notice period to
terminate employment? Are there any categories
of employee who typically have a contractual
notice entitlement in excess of the minimum
period?

The duration of the minimum notice periods in GLL is
determined on the basis of the tenure an employee has
completed with the same employer.

Length of service Noticeperiod
1 dayto 12 moths no notice period to be observed
12 months (completed) to 2 years 1 month
2 yearsto 5 years 2 months
5 years to 10 years 3 months
more than 10 years 4 months

Table A’:Minimum notice period to be observed on behalf
of the employer (according to tenure completed)

If notice is given, the employer shall be required to pay
half (50%) of the statutory severance payment. On the
other hand, if the employer decides to terminate an
employment agreement immediately, i.e., without



Employment and Labour Law: Greece

PDF Generated: 16-04-2026 4/11 © 2026 Legalease Ltd

granting any notice period, they are obliged to pay the
statutory severance payment in full (100%).

Employees should also notify their employer in case they
wish to terminate their employment. According to the law,
the notice period that an employee must observe is half
of the notice period provided by the employer. More
specifically:

Length of service Noticeperiod
1 dayto 12 moths nonoticeperiodobligation
12 months (completed) to 2 years 15 days
2 yearsto 5 years 1 month
5 yearsto 10 years 1 month& 15 days
more than 10 years 2 months

Table B’: Minimum notice period to be observed on behalf
of the employee (according to tenure completed)

In principle, the parties are free to negotiate and agree on
notice periods longer than those provided by law in the
event of termination of the employment contract by the
employer. On the other hand, if a notice is to be given on
behalf of the employee, the maximum period is
determined by the law. Hence, in such a case, no longer
notice-period may be agreed.

6. Is it possible to make a payment to a worker to
end the employment relationship instead of
giving notice?

With some exemptions provided by law or the caselaw of
the Greek Courts, an open-ended employment agreement
may only be terminated lawfully when the employer pays
the statutory severance payment, given of course that the
employee has completed a twelve (12) months tenure.

As mentioned above, employers who decide to
immediately terminate an employment agreement, i.e.,
without providing the employee with a notice period, are
required by law to pay statutory severance payment in
full, not half of it, as would be the case where the notice
period would have been observed.

7. Can an employer require a worker to be on
garden leave, that is, continue to employ and pay
a worker during their notice period but require
them to stay at home and not participate in any
work?

“Garden leave” was introduced in GLL by virtue of article
65 of Law 4808/2021. According to this provision, when
terminating an employment agreement with notice,
employers may require that the employee stays at home

and not participate in any work (fully or partially), while at
the same time paying the employee their wages for the
notice period. However, during the “garden leave period”
employees are free to provide their work elsewhere.

8. Does an employer have to follow a prescribed
procedure to achieve an effective termination of
the employment relationship? If yes, describe the
requirements of that procedure or procedures. Is
an employee entitled to appeal against their
termination?

Complying with the provisions of the law and following
several – yet simple – procedural steps when terminating
an employment agreement is key for employers who wish
to mitigate any adverse consequences that may arise.
These steps differ essentially in the cases of open-ended
and fixed-term employment agreements. More
specifically:

a.Open-ended employment agreements

When terminating an open-ended employment
agreement, employers are required to:

Terminate the employment agreement “in
writing”: Verbal dismissals are prohibited
under Greek Law. Employers must provide
employees with a document informing them
on the termination of their employment
agreement. However, there is no need to state
a certain reason justifying the dismissal itself
as mentioned above. This document (usually,
Digital Notification of Termination of
Employment – Termination with Notice or
Digital Notification of Termination of
Employment -Termination without Notice)
must be sealed and signed by the company’s
legal representative or any other person who
has been properly authorized to do so
respectively. Notwithstanding the above, if the
employee to be laid off refuses to sign and
receive the termination document, according
to the prevalent practice, the employer will just
have to send this document to the employee
by means of an extrajudicial statement
addressed to them and duly delivered by
bailiff.
Properly calculate the statutory severance
payment: Employers must be very careful
when calculating an employee’s severance
payment, regardless of whether a written
notice is given or not and given of course that
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the employee is eligible to receive such
payment. Please note that the basis for
calculating this payment is the gross regular
salary of the employee during the last month
of full employment prior to their dismissal.
Furthermore, the statutory severance payment
is to be paid to the employee’s bank account.
After proceeding with such payment,
employers should provide their employees
with a separate payslip and a banc transfer
receipt proving the amount paid, as well as the
date of transfer.
Inform the competent authorities: Employers
proceeding with terminating open-ended
employment agreements are required to notify
each dismissal to the “ERGANI II”
Informational System, managed by the Public
Employment Authority (DYPA) and the Labor
Inspectorate within four (4) working days after
the dismissal.

b. Fixed – term employment agreements

When terminating a fixed-term employment agreement,
employers are required to:

Provide a “serious ground” justifying the
termination: In principle, a fixed-term
employment agreement is terminated after its
term expires. In this case, employers, apart
from the obligation to inform the competent
authorities, as mentioned below, usually hold
no other specific obligation. In other words,
employers are not required to provide any
document to the employee regarding the
expiry of the term agreed, not to pay them the
statutory severance payment. However, when
employers decide to terminate a fixed-term
agreement prior to the expiry of the term
agreed, they should provide a “serious ground”
(e.g., serious breach of contractual obligations,
unjustified absenteeism, improper execution of
duties, criminal convictions, etc) justifying
such premature termination of the
employment (termination for cause).
Otherwise, the employer may be enforced to
pay the employee all the remuneration that the
latter would have received in case the
agreement was not prematurely interrupted.
Please note that according to Greek law and
the relevant practice a fixed-term employment
agreement may include a “premature
termination” clause. In this case, the fixed-
term employment agreement converts into an
indefinite period employment agreement and

the respective framework regulating the
termination of open-ended employment
agreements shall apply.
Inform the competent authorities: Employers
proceeding with terminating open-ended
employment agreements are required to notify
each dismissal to the “ERGANI II”
Informational System, managed by the Public
Employment Authority (DYPA) and the Labor
Inspectorate within four (4) working days after
the dismissal.

9. If the employer does not follow any prescribed
procedure as described in response to question
8, what are the consequences for the employer?

There is not one answer to be given to this question. In
fact, consequences may differ essentially in accordance
with the violation occurred on the employer’s behalf.
Hence, estimating such consequences requires
answering several relevant “what if’s”:

a. What if an employer doesn’t terminate the employment
agreement in writing?

If no written termination is provided, the termination of an
open-ended employment agreement can be perceived as
being null and void. However, according to article 66 of
Law 4808/2021 employers have a second chance in case
they have not terminated an employment agreement in
writing, since the law allows them to cover such omission
within one (1) month starting either from the service of a
relevant legal action or the submission of a complaint
before the Labor Inspectorate on behalf of the employee
concerned.

b. What if a document is indeed provided yet it is not
sealed and signed by the legal representative or a duly
authorized person?

In this case, the termination is considered inexistent and
the employment agreement valid and in force.

c. What if an employer doesn’t pay the statutory
severance payment or pays just part of it?

If no severance pay is made at all, the termination of an
open-ended employment agreement can be perceived as
being null and void. However, if the employer pays only
part of the severance payment (e.g., due to a
miscalculation) the competent Court will enforce the
employer to pay the difference to the employee
concerned.

d. What if an employer doesn’t notify the competent
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authorities about the termination of an employment
agreement?

In such an event, the validity of the employment’s
termination is not affected. However, the employer may
be fined with an administrative penalty.

10. How, if at all, are collective agreements
relevant to the termination of employment?

Collective agreements may include terms regarding the
termination of employment agreements, usually within
the same company. Such terms may include among
others the provision for additional (to the statutory)
severance payments, or an age limit where an
employment agreement may be terminated automatically.
In any case, collective agreements may only provide
higher level of protection in favour of the employees
concerned.

11. Does the employer have to obtain the
permission of or inform a third party (e.g local
labour authorities or court) before being able to
validly terminate the employment relationship? If
yes, what are the sanctions for breach of this
requirement?

There is no such general prerequisite under GLL, except
for the implementation of a collective dismissals plan,
where the employer has to consult/inform worker’s
representatives before proceeding with the dismissals
and to inform the Supreme Labour Council on the
procedure and its results. In the latter case, an employer
breaching this obligation will most likely face
administrative fines. Additional, in case of a business sale
and where the legal framework on the transfer of
undertakings is applicable, both the transferor and the
transferee should consult with the representative of their
respective employees, given that this business decision
will affect the status of employment, including future
dismissals or equivalent measures. Finally, in case of
dismissal of a pregnant employee for a serious ground,
the termination must be justified in writing and notified to
the Labor Inspectorate in accordance with the applicable
legislation, without such omission in itself rendering the
termination invalid.

12. What protection from discrimination or
harassment are workers entitled to in respect of
the termination of employment?

Law 4443/2016 prohibits any discriminatory treatment on
the basis of race, colour, nationality or ethnic origin,
descent, religious or other convictions and beliefs,
disability or chronic illness, age, marital or social status,
sexual orientation, identity or gender, in all aspects of
work, including of course the termination of employment.
In addition, Law 4808/2021 prohibits violence and
harassment in the workplace. Employees facing
discriminatory or violence and harassment practices may
bring actions against their employer, claiming
reimbursement for monetary or non-monetary damages,
restoration of the employer, etc. Furthermore, employees
are protected against dismissal or retaliation. In these
cases, employees may benefit from the shift of the
burden of proof, as stipulated by law.

13. What are the possible consequences for the
employer if a worker has suffered discrimination
or harassment in the context of termination of
employment?

The termination of an employment agreement in violation
of the non-discrimination or the non – harassment
principle may be ruled invalid by virtue of a competent
Court’s decision. Furthermore, employers who breach
these prohibitions may be subject to criminal and
administrative sanctions. Lastly, employees who question
the validity of their dismissal and provide evidence
enough to create the belief that there has been a breach
of the non-discrimination principle, the employer bears
the burden to prove a lawful ground justifying the
dismissal.

14. Are any categories of worker (for example,
fixed-term workers or workers on family leave)
entitled to specific protection, other than
protection from discrimination or harassment, on
the termination of employment?

Indeed, GLL provides for certain protected categories of
employees or circumstances during which the
termination of an employment agreement is either
prohibited or allowed under specific terms and
conditions.

a. Prohibition of termination during annual leave.

The termination of the employment agreement is strictly
prohibited during the annual leave of the employee.

b. Members of trade unions Boards of Directors (BoD).

Law 4808/2021 states that the termination of an



Employment and Labour Law: Greece

PDF Generated: 16-04-2026 7/11 © 2026 Legalease Ltd

employment agreement of employees who serve as
members of trade unions BoDs may occur only if based
on serious grounds (termination for cause). This kind of
protection is in force throughout the employees’ tenure
as a BoD member and up to one (1) year after the expiry
of their tenure.

c. Protection of employees with parental responsibilities.

Pregnant/breastfeeding employees cannot be dismissed
throughout the period of their pregnancy and up to
eighteen (18) months following the delivery of the child.
On the other hand, father employees are protected
against dismissals for a period of six (6) months
following childbirth. Any dismissal within the periods
mentioned hereinabove is permitted only if based on
“serious grounds” (termination for cause).

Furthermore, in these cases, the employer is required to
justify in writing the grounds substantiating the
termination of employment, and to notify accordingly
both the employee concerned and the competent Labour
Inspectorate.

Lastly, Law 4808/2021 explicitly prohibits the dismissal
of an employee on the grounds that they applied for or
have taken parents leaves or have exercised the right to
request flexible working arrangements as stipulated by
law.

15. Are workers who have made disclosures in
the public interest (whistleblowers) entitled to
any special protection from termination of
employment?

According to Article 19 of the Directive (EU) 2019/1937 on
the protection of persons who report breaches of Union
law (Whistleblowing Directive), reporting persons working
in the private or public sector who acquired information
on breaches in a work-related context (whistleblowers)
should be protected against retaliation of any form,
whether directly or indirectly, either by their employer and
by persons working for or acting on behalf of the
employer. Forms of such retaliation may include failure to
renew, or early terminate a temporary employment
agreement, harassment or other punitive or
discriminatory treatment.

This Directive was incorporated into the Greek legal
system with Law 4990/2022 (Government Gazette Vol. A’,
210). According to Article 17 of Law 4990/2022 on the
termination of the employment agreement, any form of
retaliation against persons (including workers) who have
obtained information about violations and in particular

the suspension or the dismissal of an employee or any
other equivalent measure against them is strictly
prohibited.

At the same time, Article 20 par. 3 of Law 4990/2022
expressly provides that the termination of an employment
agreement that takes the form of retaliation is – in any
case – null and void.

Notwithstanding the above, the dismissal of an employee
pursuing the right of their opinion to disclose the
employer’s wrongdoings could also be perceived as
constituting an unfair dismissal.

16. In the event of financial difficulties, can an
employer lawfully terminate an employee’s
contract of employment and offer re-engagement
on new less favourable terms?

Indeed, according to the caselaw of the Greek Courts (and
not a certain legal provision) provides that an employer
may terminate an employment agreement, proposal – at
the same time – new, less favourable terms of
employment (e.g., reduced salary, part-time work instead
of full-time work, etc.) to the employee concerned. Please
note that the lawfulness of this practice is not disputed.

The employee concerned has two (2) options: (a) they will
accept them the new terms, concluding a new
employment agreement, or (b) they will deny them in
which case, the employment agreement will be
terminated permanently.

Kindly note that all legal requirements for the termination
of an employment agreement (e.g., written form,
severance pay, etc.), apply in this case as well.

17. What, if any, risks are associated with the use
of artificial intelligence in an employer’s
recruitment or termination decisions? Have any
court or tribunal claims been brought regarding
an employer’s use of AI or automated decision-
making in the termination process?

Firstly, it should be clarified that Greek Labour law does
not provide a comprehensive regulatory framework
governing the use of artificial intelligence (AI) in
recruitment or termination decisions. In particular, Article
9 of Law 4961/2022 introduces a transparency obligation
for employers using AI systems affecting decision-
making processes concerning employees or job
applicants. Employers must, prior to the first use of such
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systems, provide clear and adequate information to
employees or candidates, including at least the
parameters on which the decision-making is based, while
ensuring compliance with the principles of equal
treatment and non-discrimination. Breach of this
obligation may result in administrative and criminal
sanctions imposed by the Labour Inspectorate and does
not in itself lead to the invalidity of a termination of
employment.

Therefore, any legal implications and consequences of
using an AI application when hiring a job applicant or
terminating an employment agreement should also be
assessed in light of other legal frameworks, such as in
the law on the protection of personal data or the anti-
discrimination legislation. In any case, using AI
applications and technology during recruiting or
dismissing an employee raises serious issues, such as
ethical considerations, respect for the employee’s
personality, non-discrimination and equality, diversity,
social justice and human rights as well as transparency
issues. It should finally be noted that the competent
courts have yet to rule on AI related cases in the field of
Labour law.

18. What financial compensation is required
under law or custom to terminate the
employment relationship? How is such
compensation calculated?

In GLL, two (2) are the critical factor in calculating the
severance payment of an employee to be dismissed: (a)
the length of tenure with the same employer and (b) the
amount of gross remuneration received during the last
month of full employment (prior to the termination of the
employment agreement). Kindly be reminded that an
employee is entitled to severance payment only if they
have completed twelve (12) months of service with the
same employer. In view of the above, according to the
law, severance payments are calculated as follows:

Length of service Severance payment
12 months (completed) – 2 years 2 monthly wages
2 years – 4 years 2 monthly wages
4 years – 5 years 3 monthly wages
5 years – 6 years 3 monthly wages
6 years – 8 years 4 monthly wages
8 years – 10 years 5 monthly wages
over 10 years 6 monthly wages
over 11 years 7 monthly wages
over 12 years 8 monthly wages
over 13 years 9 monthly wages
over 14 years 10 monthly wages
over 15 years 11 monthly wages
over 16 years 12 monthly wages

Table A’: Calculation of the statutory severance payment

Furthermore, employees who, until November 12th, 2012,
had completed at least 17 years of tenure with the same
employer, are entitled to additional payment as follows:

Length of service by
12/11/2012 Severance payment Additional amount

over 17 years 12 monthly wages + 1 monthly wage
over 18 years 12 monthly wages + 2 monthly wages
over 19 years 12 monthly wages + 3 monthly wages
over 20 years 12 monthly wages + 4 monthly wages
over 21 years 12 monthly wages + 5 monthly wages
over 22 years 12 monthly wages + 6 monthly wages
over 23 years 12 monthly wages + 7 monthly wages
over 24 years 12 monthly wages + 8 monthly wages
over 25 years 12 monthly wages + 9 monthly wages
over 26 years 12 monthly wages + 10 monthly wages
over 27 years 12 monthly wages + 11 monthly wages
over 28 years 12 monthly wages + 12 monthly wages

Table B’: Additional severance payments

(17 or more years of service completed by Nov 2012)

As already mentioned in case the employer chooses to
give notice to an employee to be dismissed, then the
employer is obligated to pay only half (50%) of the
amounts referred to in Tables A’ and B’ Otherwise, the
employer must pay the severance payment in full (100%).

In addition, article 66 of the Law 4808/2021, states that
an additional compensation may be adjudicated to the
employee, in case the termination of the employment
agreement is ruled as defective by the competent Court
and upon request of either the employee or the employer,
under certain conditions as determined by the law. This
additional compensation cannot be less than three (3)
monthly wages, while the sum of such compensation
may not exceed double the statutory severance payment
the employee is entitled to.

19. Can an employer reach agreement with a
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worker on the termination of employment in
which the employee validly waives his rights in
return for a payment? If yes, in what form, should
the agreement be documented? Describe any
limitations that apply, including in respect of
non-disclosure or confidentiality clauses.

Any agreement that may be perceived as restricting the
rights of the employee regarding the termination of their
employment is deemed as void and null. However, there
is a common practice according to which employees
contractually accept the validity of their dismissal and
waive their rights to challenge it, a practice lawful
according to the respective caselaw (“agreed dismissal”).
This rather useful practice, which should take the form of
a written agreement to be signed by the parties, prevents
employees from raising any claims regarding the
termination of the employment relationship.

20. Is it possible to restrict a worker from
working for competitors after the termination of
employment? If yes, describe any relevant
requirements or limitations.

All employees hold the obligation and responsibility to
refrain from competing practices against their employer
throughout their employment. After the termination of the
employment agreement, such obligations may arise
following the conclusion of a non-compete
clause/covenant, either as part of the initial employment
agreement or as a separate (post-termination)
agreement. However, this possibility is not unconditional.
According to Greek caselaw, such provisions may be
deemed as valid if specific requirements are taken into
consideration which include the duration of the “non-
compete” obligation, the restricted areas to be agreed in
relation to the post-termination covenant, the
qualifications and the previous work experience of the
employee, the employee’s position within the company,
the reimbursement of the employee concerned etc.

As regards compensation, Greek law does not expressly
regulate whether payment is required for a post-
termination non-compete obligation. The prevailing view
in legal doctrine and case law is that reasonable
compensation is generally necessary for such a clause to
be considered valid and enforceable, although it is
sometimes argued that compensation is not strictly
mandatory. In any event, the existence and adequacy of
compensation constitute a significant factor in assessing
the legality and enforceability of the restriction. There is
no statutory amount or percentage, and the adequacy of

compensation is assessed on a case-by-case basis,
taking into account factors such as the employee’s
seniority, the duration and geographical or functional
scope of the restriction.

21. Is it possible to restrict a worker from
soliciting customers or clients, or employees of
the employer, after the termination of
employment? If yes, describe any relevant
requirements or limitations (including any
payments that must be made to the worker for
the restriction to be valid and enforceable).

Under Greek law, a worker may be contractually
restricted, following termination of employment, from
soliciting the employer’s clients, suppliers or employees,
including contractors and individuals engaged under any
type of contractual relationship, provided that such
obligation has been agreed either in the initial
employment agreement or in a subsequent arrangement.
Such clauses are generally considered valid where they
pursue the protection of the employer’s legitimate
business interests and are subject to a reasonable time
limitation. Unlike post-termination non-compete clauses,
the provision of specific financial compensation is not
considered a decisive factor for the validity of non-
solicitation obligations.

22. Can an employer require a worker to keep
information relating to the employer confidential
after the termination of employment?

Indeed, this is a very common post-termination practice.
Usually, according to the contractual terms agreed
between employers and employees (either with the initial
employment agreement or with a separate post-
termination agreement) employees are obligated to
safeguard their former employers trade secrets and
information related to their business, at least for a certain
period after the termination of employment.

23. Are employers obliged to provide references
to new employers if these are requested? If so,
what information must the reference include?
What duties apply to employers giving
references?

Employers are not obliged to provide references to new
employers upon request. However, employers are
required to provide service certificates to their former
employees. Such a certificate usually refers to the duties
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performed by the employee, the length of service and the
employee’s performance and/or general behaviour.

24. What, in your opinion, are the most common
difficulties faced by employers in your
jurisdiction when terminating employment and
how do you consider employers can mitigate
these?

The termination of an employment agreement is
oftentimes considered as a heavily regulated and costly
procedure (written termination, severance payment,
administrative notifications). Furthermore, if a dismissal
is deemed as null and void the consequences, although
mitigated in comparison to the past, are still adverse for
the employee, and the respective additional cost may be
high. Thus, in our opinion, an employer could possibly
mitigate such consequences by proactively planning a
termination, observing the formalities stipulated by law,
as well as by concluding a private agreement with the
employee, under which the latter will acknowledge the
validity of their dismissal and waive their right to
challenge it.

25. Are any legal changes planned that are likely
to impact the way employers in your jurisdiction
approach termination of employment? If so,
please describe what impact you foresee from
such changes and how employers can prepare for
them?

Law 5239/2025 introduced the latest developments
regarding the termination of employment contracts in
Greece. In particular, it expressly provides that an
employee’s refusal to perform overtime work cannot
constitute a lawful ground for dismissal, and any
termination for this reason is deemed invalid. Prior to Law
5239/2025, the most recent legislative intervention in this
field had been Law 5053/2023. Among other provisions,
Law 5053/2023 reduces the probation time of an
employee from twelve (12) months to six (6) months.
More specifically, according to article 4 of Law
5053/2023, the parties may decide upon a probation
period of up to six (6) months. After this period, the
employer decides whether the probation period was
successful or not. In the latter case, the probation
agreement is automatically resolved. Notwithstanding the
above, the limit of twelve (12) months of service in order
to be entitled to be paid a severance payment, remains in
force.

It should be noted that significant legislative
developments in Greek dismissal law may arise during
the period 2026-2027 in light of Article 24 of the Revised
European Social Charter, an international treaty ratified by
Greece in 2016, which enshrines the right of employees
not to be dismissed without a valid reason justifying the
termination. Although Greek Labour law has not yet been
aligned with this provision, Greece is expected to undergo
its first examination by the European Committee of Social
Rights in 2026. Although the Committee’s assessment
will not produce immediate binding legal effects at
national level, it is likely to exert considerable pressure for
future legislative reforms in the field of employment
termination in this direction.
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