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Greece: Industrial relations profile 

Facts and figures 
Area: 131,940 square kilometres 

Population: 11 million 

Language: Greek 

Capital: Athens 

Currency: Euro 

 

Economic background 

GDP per capita (2011) 

(in purchasing power standards, index: EU27=100) 

82.4 

Real GDP growth (% change on previous year) (2011) -6.9% 

Inflation rate (2011) 

(annual average rate of change 2010–2011) 

3.1% 

Average monthly labour costs, in € (2011) n.a. 

Average labour productivity (% change on previous 
year) (2011) 

20.3% (real labour productivity per 

hour) 

Gross annual earnings, in € (2009) €28,241  

Gender pay gap (2011) 22%  

Employment rate (15–64 years) (2011) 55.6%  

Female employment rate (15–64 years) (2011) 45.1% 

Unemployment rate (15–64 years) (2011) 17.7% 

Monthly minimum wage €739.56 (1 Jan. 2011)  

€751.39 (1 July 2011)  

€585.081 (4 Feb. 2012)  

 

 

Industrial relations characteristics, pay and working time  

 

Trade union density (%) 

(Trade union members as a percentage of all employees in 
dependent employment) 

28% 

Employer organisation density (%)  

(Percentage of employees employed by companies that 
are members of an employer organisation) 

n.a. 

Collective bargaining coverage (%) 100% 
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(Percentage of employees covered by collective 
agreements) 

Number of working days lost through industrial action 
(2011) 

n.a. 

Collectively agreed pay increase (%)  

(2012) 

-22% (over 35 years) 

-32% (under 25 years) (for those 

under National General Collective 

Employment Agreement (EGSSE) 

Actual pay increase (%)  

(annual average 2010–2011) 

 

Collectively agreed weekly working hours 40  

Actual weekly working hours  

 

39.54 (source: ELSTAT) 

Background 

Economic context 

The economic crisis in Greece continued in 2011 and led to further recession, with GNP at -4%, a 

deterioration of living standards in the country and social degradation. As a result, in early 2012 a 

new loan agreement was concluded with the EU and the IMF, along with a restructuring of the 

Greek debt, which was accompanied by the signing of a Memorandum prescribing Greece’s 

commitments in order for the related assistance to be provided.  

Legal context 

Significant changes in legislation regarding industrial relations were recorded in 2011 and early 

2012, implementing the policies foreseen by the Memorandum described above. Two relevant 

pieces of legislation are discussed below. 

Omnibus Law 3986/2011 on fixed-term contracts 

This law prescribes that the unrestricted renewal of fixed-term employment contracts be allowed 

only if justified by an ‘objective reason’ as determined by law. If an objective reason does not 

exist, and as long as the duration of the successive fixed-term contracts or employment 

relationships exceeds a total period of three years, they are presumed as intended to meet fixed 

and permanent needs of the enterprise or undertaking; as a consequence, they are converted into 

employment contracts or relationships of indefinite term. If, during the three-year period, there 

are more than three renewals of successive employment contracts or relationships, they are 

presumed as intended to meet fixed and permanent needs of the enterprise or undertaking; as a 

consequence, they are converted into employment contracts or relationships of indefinite term. In 

any case, the employer carries the burden of counter-proof.  

Law 4024/2011 

The enactment of the new Law 4024/2011, in particular Article 37, introduced a number of 

significant changes to labour legislation, placing particular emphasis on facilitating the 

conclusion of business-level agreements between the employer and employees.  

Furthermore, the terms and conditions for the conclusion of business-level agreements are 

specified, aiming at an easy and quick conclusion thereof, as the workers can now be represented 

by the Associations of Workers, in the absence of a business-level trade union. 
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Business-level collective employment agreements (CEAs) 

The business-level CEAs may not contain work terms less favourable to employees than those of 

the National General Collective Employment Agreement (EGSSE). Therefore, the reduction of 

earnings cannot exceed the minimum salary specified by the EGSSE. 

After the conclusion of the business-level CEA, the reduction of wages and the other terms shall 

apply to the entire personnel. 

The selective application of the reduction of wages, or of other terms contained in the business-

level CEA, to certain employees or to employees of a particular specialty, requires the application 

of the provisions of Law 3896/2011 on equality, principle of equal treatment of workers. As a 

consequence, if the terms of the business-level CEA do not contravene the provisions on equality 

of Law 3896/2011 and are not deemed as discriminatory, they may apply to only part of the staff. 

Moreover, according to Article 37, no time limit is set regarding the duration of the business-level 

CEA.  

It is important to note that, throughout the period of fiscal adjustment, the business-level 

collective employment agreement will prevail in cases of overlapping with a sectoral collective 

employment agreement; in any case, it may not contain working terms less favorable to 

employees than those of national collective agreements. 

 

Capacity to conclude collective bargaining agreements 

The following persons and entities have the capacity to conclude collective bargaining 

agreements:  

 Trade unions of employees and employers of all levels in the field of their activity, as well as 

associations of workers under the terms and conditions mentioned above. 

 More specifically, as for the national general collective bargaining agreements, the most 

representative third-level trade union has the capacity to conclude collective employment 

agreements on the workers’ side. As for the remaining collective agreements, the most 

representative trade union of workers within the scope of the collective bargaining agreement 

has the capacity to conclude a collective employment agreement on the workers’ side. 

 Each employer for the workers they employ in their business. 

 For employees in lawyer, notary public and other offices, the relevant collective agreement 

will be signed or the arbitration proceedings will be conducted between the trade union of 

employees and the relevant public law corporate bodies, which cover the employers.  

More specifically, it is prescribed that business-level collective agreements are concluded, in 

order of priority, by the enterprise’s trade unions covering the workers, or if there is no trade 

union in the enterprise, by an association of workers, regardless of the category, position or 

specialty of the workers in the enterprise. If there is no workers’ association, the agreement will 

be concluded by the respective first-level sectoral organisations and the employer.  

Association of Workers 

An Association of Workers is established by at least three-fifths of workers in the enterprise, 

regardless of the total number of the enterprise’s workers, and its duration is not subject to a time 

limit.  

The associations of workers are recognised as trade unions of a temporary nature by Law 

1264/1982, having no legal personality and no capacity to conclude collective agreements.  
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This enables small businesses, in which employees are not represented by a business-level union 

because such a union is not present, to easily establish associations of workers to take trade union 

action and defend and promote the workers’ interests. 

It should be noted that the role of the association of workers is quite strong, as, in the absence of a 

business-level trade union, the association has the capacity to enter into business-level 

agreements. 

 

New measures on employment relationships in 2012 

Collective employment agreements 

Collective employment agreements can now only be fixed-term, with a minimum duration of one 

year and a maximum duration of three years. Previously, collective agreements could be made for 

an indefinite term. 

Collective agreements (sectoral and occupational) that have been in place for 24 months or more 

will expire no later than one year after the new act was adopted, on 14 February 2013. 

Collective agreements signed on or after 14 February 2010 can be valid for three years, but 

employers have the right to terminate them and start a new bargaining round after one year. 

The previous system of ‘extension’ of collective agreements meant that even after expiry, an old 

collective agreement would remain in force while a new round of bargaining started. The 

agreement could be extended for up to six months. If, after this period, no new collective 

agreement had been signed, the ‘after-effect’ principle meant that employees’ salaries and 

allowances would remain unchanged and would become a legally binding part of their individual 

employment contract. 

Under the new legislation the possible extension period is reduced to three months. The objective 

of this statutory intervention has been altered to ensure that employers are not obliged to pay all 

the allowances and bonuses contained in the previous agreement, but only the basic salary of that 

sector, occupation or firm, and only allowances related to seniority, children, studies and 

hazardous work. This can be imposed without the employee’s consent and will continue to apply 

until replaced by a new collective agreement or individual contract, which might contain even 

more disadvantageous terms. 

Provision is made for a freeze of pay increases after one year’s service with an employer, the so-

called ‘service maturity’, with suspension of the effect of any relevant law, provision, collective 

agreement or even arbitration award. 

Arbitration 

The new legislation provides that arbitration takes place exclusively under an agreement between 

employer and employee, and applies only to basic salary and/or basic remuneration and does not 

include any other issue such as allowances, benefits or institutional regulations. 

Permanent contracts in the broader public sector 

As of 14 February 2012, employment contracts that would normally only expire on retirement or 

reaching the statutory retirement age, and that employers could not terminate under any other 

circumstances, are now to be regarded as collective agreements of indefinite duration. 

This change makes it possible for employers to terminate such contracts as long as they comply 

with the relevant legislation on matters such as compensation and proper notification. This affects 

a large number of employees in the broader public sector, and also some bank workers who had 

‘permanent’ employment contracts that protected them from dismissal. 
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Industrial relations context 

As part of the EU/IMF financial support programme for Greece, the government agreed to cut the 

cost of the public sector by reducing staff. To do this, a labour reserve will be introduced for 

30,000 employees with a view to saving €300 million in 2012. Unions have been extremely 

critical of the plan. They intend to appeal to Greek and European courts, saying the measures 

conflict with the Greek constitution and EC law. They also threatened to strike at sectoral and 

national level. 

After difficult negotiations lasting almost three months, the management of Greece’s biggest 

telecommunications company (ΟΤΕ), and the Federation of OTE Employees (ΟΜΕ-ΟΤΕ) 

reached a preliminary agreement on 23 September to cut labour costs. The deal sets out a tough 

programme of pay cuts and reduces the firm’s working week to 35 hours, but avoids layoffs and 

secures industrial peace for the next three years. The agreement is due to be signed after final 

approval by the parties involved (GR1110019I). 

Following the government’s invitation in January 2012, the main employer and employee 

associations joined discussions related to improving Greek competitiveness by reducing wage 

costs. As a result of the debate, they drafted a joint letter on 3 March 2012, opposing any 

exceptions and derogations from the National General Collective Employment Agreement 

(EGSSE), which lays out the salary and hours thresholds for the entire private sector in Greece. 

(GR1202049I). 

Main actors 

Trade unions 

Main trends in trade union density 

Union density has been calculated at about 28%, on the basis of member participation in 

procedures to elect representatives. In the private sector, the density does not appear to be higher 

than 18% or around 472,304 workers, on the basis of 2007 data. By contrast, the number of union 

members among public sector employees is calculated at 311,000 persons and represents about 

60% of employment in the public sector.  

 

Most important trade union confederations  

The Greek trade unions are represented at the highest level by two confederations:  

 the Greek General Confederation of Labour (GSEΕ), which includes all trade unions covering 

employees under private law labour relations in the private and broader public sector. 

 the Confederation of Public Servants (ADEDY), which includes the trade unions of public 

administration, where public law labour relations apply.  

 

Employer organisations 

The main employers’ organisations are: 

 Τhe Hellenic Federation of Enterprises (SEV), which represents industries, services and big 

companies in general.  

 Τhe National Confederation of Greek Traders (ESEE), which represents trading concerns. 

ESEE incorporates 13 federations organising the country’s commercial societies by district 

and six Commercial Agents’ Federations.  

http://www.eurofound.europa.eu/eiro/2011/10/articles/gr1110019i.htm
http://www.eurofound.europa.eu/eiro/2012/02/articles/gr1202049i.htm
http://www.gsee.gr/
http://www.adedy.gr/
http://www.sev.org.gr/online/index.aspx
http://www.esee.gr/
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 The Hellenic Confederation of Professionals, Craftsmen and Merchants (GSEVEE), which 

represents the interests of handicraft professionals and small manufacturing companies. Its 

members are federations encompassing occupational categories such as booksellers, 

shopkeepers, café owners and hairdressers. 

Membership in employer organisations entails an obligation to take part in collective agreements. 

 

Industrial relations  

Collective bargaining 

Levels of collective bargaining 

 National level 
(Intersectoral) 

Sectoral 
level 

Company 
level 

Principal or dominant level   +  

Important but not dominant level +   

Existing level   + 

 

Coverage rate of collective agreements 

The coverage reaches 100%, given that the National General Collective Agreement (EGSSE) has 

the force of a law and covers all of the country’s salaried workers. However, it should be pointed 

out that, in terms of wages, the EGSSE refers only to minimum monthly and daily wages. 

Following the enactment of Law 4046/2012 and throughout the period of fiscal adjustment, the 

minimum wage is set by law (see above). 

Legal parameters 

According to Greek law, a collective employment agreement has direct and compulsory force. 

This means that the provisions of the collective employment agreement have the same effect on 

individual employment agreements as the rules of law. Any terms of individual employment 

agreements that contravene the provisions of a collective employment agreement are ipso jure 

void. By way of exception, terms of individual employment agreements that provide for a greater 

degree of protection for workers than the terms of the collective employment agreement prevail, 

according to the favourability principle. 

Extension of collective agreements  

The Minister of Labour, with a decree issued following an opinion delivered by the Supreme 

Council for Labour, may extend the validity of a sectoral or trade-related collective employment 

agreement and declare it as compulsory for all of the sector’s or the trade’s workers. The 

extension can also be requested by the trade union or by the employer side. A collective 

employment agreement may be declared as generally compulsory on condition that it already 

binds employers who employ 51% of the sector’s or the trade’s workers. The Minister acts ex 

officio or upon petition of a competent trade union, even if the latter is not the most representative 

one and did not participate in the conclusion of the collective employment agreement or 

intervened during the collective bargaining.  

According to recent legislation, the expansion of collective agreements is suspended for the 

duration of the fiscal adjustment, and in any case for a three-year period.  

http://www.gsevee.gr/
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Α trade union and an employer that are not bound by a collective employment agreement which 

concerns their sector, may accede to the agreement by means of a joint declaration. Unilateral 

accession is also possible. A trade union may accede to a collective employment agreement that 

already binds the employer. 

Main mechanisms for wage bargaining coordination 

Collective agreements at sectoral, company and national or local occupational level (SSEs) 

cannot contain terms less favourable to workers than the terms and conditions of employment set 

out in the EGSSE. If more than one current SSE regulates an employment relationship, the one 

most favourable to workers applies, according to Article 10 of Law 1876/1990. Furthermore, a 

collective agreement at industry or company level overrides an occupational collective agreement 

if both are concurrently in force. However, the favourability principle provided for by the 

legislation is superseded during the period of fiscal adjustment. 

Main trends in collective bargaining 

Overall, the Greek collective bargaining system is centralised, both at an intersectoral and 

sectoral level. However, in recent years there has been a trend for decentralised bargaining at a 

lower level – at company level, that is – as shown by information provided by the Mediation and 

Arbitration Service (OMED), which indicates a significant increase in company collective 

agreements. After the introduction, by law 3899/14.12.2010, of a new type of collective 

employment agreement, namely the ‘special company-related’ agreement, which, by way of 

exception to the favourability principle, may contain terms and conditions of employment less 

favourable to workers than those of the respective sectoral agreement, a significant shift towards 

bargaining at company level is expected to occur. The fact that, according to data of the Labour 

Inspectorate, during the last few months petitions have been filed for the incorporation of about 

650 new trade unions at company level is indicative of that shift. The special company-related 

collective employment agreements are expected to be implemented mainly in enterprises in 

Northern Greece, which is an area plagued by unemployment and by the shutting down of 

enterprises that relocate to neighbouring Balkan countries.  

 

Other issues in collective agreements 

Arrangements relating to non-wage matters are also generally included in the EGSSE. The 

agreements concluded for 2004–2005, 2006–2007 and 2008–2009 included arrangements 

pertaining to individual dimensions of industrial relations. For example, the parties to the 2006–

2007 EGSSE decided to proceed with the immediate implementation of the European framework 

agreement on telework (GR0801029I). The 2004–2005 EGSSE included a provision for setting 

up a joint expert committee for submitting proposals and promoting measures for dealing with 

illegal or abusive practices relating to the electronic monitoring of workers by their employers at 

work. That agreement also included provisions for looking into the terms applicable to the 

harmonisation of domestic law with EU law regarding the prevention and suppression of moral 

and sexual harassment in the workplace. Finally, the EGSSE for the years 2008–2009 decided to 

proceed with the immediate implementation of the European framework agreement on work-

related stress (GR0805039I). 

 

Focus on training and lifelong learning issues 

LAEK, which was introduced in the 1991–1992 EGSSE, is an account which is financed via a 

special contribution from workers and employers and is aimed at funding enterprise-level training 

http://www.omed.gr/en/
http://www.eurofound.europa.eu/areas/industrialrelations/dictionary/definitions/TELEWORK.htm
http://www.eurofound.europa.eu/eiro/2008/01/articles/GR0801029I.htm
http://www.eurofound.europa.eu/eiro/2008/05/articles/GR0805039I.htm
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programmes and developing programmes to promote employment, protection and support for 

unemployed people. These programmes are implemented mostly at the sectoral and local level.  

 

Industrial disputes 

Frequency of strikes 

Information on the numbers of strikes, strike days, workers on strike and working days lost is 

only indicative, as the Ministry of Labour, which is responsible for collecting such information, 

has not kept full records, since its regional agencies have not always sent information to the 

central agency of the Ministry. According to a study in 2011 by the Labour Institute of GSEE 

(INE / GSEE), about 445 strikes and work stoppages took place in the private and the public 

sector (240 of them in the private sector and 91 in the public sector).  

Sectors involved 

In 2011 there were several nationwide strikes covering many sectors of the economy. The 

sectoral groups that took the lead in striking were mainly workers employed by state-run 

enterprises. 

Main reasons for collective action 

In 2011 the main reasons for collective action were protests against the measures taken in the 

context of the economic crisis. 

Collective industrial dispute resolution mechanisms 

The principal mechanism used for settling labour disputes is OMED, which is primarily 

responsible for helping negotiating parties when negotiations come to a halt. However, strikes in 

Greece are frequently held to protest against government policy and the target of the relevant 

claims is the government, not employers in general. In practice, this means that strikes do not end 

by filing an appeal with OMED, since the relevant claims are related to broader labour issues. At 

company or sectoral level, when it comes to individual labour issues that are within the scope of 

operation of OMED, strikes are fewer, which is mainly due to the low trade union density in the 

private sector. 

 

Tripartite concertation 

The highest social dialogue body is the Economic and Social Council (OKE), which was set up 

in accordance with Law 2232/1994. OKE comprises three segments representing employers, 

workers and a group that includes independent professionals, self-employed persons and local 

government organisation representatives. OKE advises the government on specific issues. The 

advisory role of OKE, through the submission of documented opinions, is a mandatory process to 

be followed prior to passing formal laws on matters concerning wider socioeconomic policy, and 

its advice is also requested by the government when considered necessary in connection with any 

current issues. Furthermore, OKE can take the initiative to provide advice on topics that it 

considers important. 

The opinions submitted by OKE consist of unanimous opinions and those including at least two 

different viewpoints. It should be noted, however, that the government often fails to adopt the 

unanimous opinions of OKE, which contributes to devaluing such tripartite bodies. 

 

http://www.oke.gr/
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Main issues in tripartite concertation 

There were no important changes during 2011. 

Following the government’s invitation in January 2012, the main employer and employee 

associations joined discussions related to improving Greek competitiveness by reducing wage 

costs. As a result of the debate, they drafted a joint letter on 3 March 2012, opposing any 

exceptions and derogations from the National General Collective Employment Agreement 

(EGSSE), which lays out the salary and hours thresholds for the entire private sector in Greece. 

(GR1202049I). 

 

Workplace representation 

In accordance with the Greek labour representation system within enterprises, three main forms 

of representation exist at workplace level: trade unions, works councils and safety and health 

committees. 

Company trade unions in Greece are limited in number, since Law 1264/1982 requires the 

existence of 21 members for setting up a trade union, and private enterprises employing over 20 

workers represent no more than 3% of the total number of companies. The lack of trade union 

representation in companies is not offset by using alternative forms of union representation within 

those enterprises, since the law has not provided for the existence of a trade union representative 

– namely, a company employee acting as a union member or a sectoral organisation – to provide 

union coverage for the workplace in question. The Associations of workers (see above) provide 

worker representation in companies too small to have a union. 

As noted above (see ‘Business-level collective employment agreements (CEAs)’), business-level 

agreements are becoming more common.  

In accordance with the new law, 53 business-level agreements were drawn up in January 2012, of 

which 44 were made with collective industrial organisations and primarily concerned small 

enterprises. These collective industrial organisations, also introduced under Law 4024/2011, are 

temporary workers’ unions composed of three-fifths of employees. The representatives are 

entitled to enter into a CEA at any company where there is no trade union. 

This regulation created a new trend in the field of collective bargaining. Many business-level 

agreements are now being drawn up by informal associations of workers established under the 

provisions of the new rules. 

Further legislation, Law 4046/2012 implementing Memorandum 2 agreed with the Troika – the 

International Monetary Fund (IMF), European Union (EU) and European Central Bank (ECB) 

(GR1203019I) – allowed companies to reduce lower national wages by 22%, effective from 14 

February 2012. 

Between 14 February 2012 and 14 May 2012, 263 business-level agreements, affecting 13,829 

employees, were brought in across Greece. The Labour Inspectorate data show that these new 

business-level agreements introduced an average wage reduction of 21.35%. In the same period, 

data for the personnel lists of 16,338 enterprises registered with the Labour Inspectorate revealed 

a similar reduction of wages, an average drop of 22.9% affecting 64,201 employees. 

Works councils can be set up in enterprises employing over 50 workers and, in the event that 

there is no company trade union, in those employing more than 20 workers. In practice, works 

councils do not operate in Greece. 

Health and safety committees can be set up in companies employing over 50 workers; however, 

such companies represent only 2% of the total number of enterprises and in any event health 

committees have been established in only 30% of the eligible companies. Thus, worker 

representation in the workplace is inadequate overall. 

http://www.eurofound.europa.eu/eiro/2012/02/articles/gr1202049i.htm
http://www.imf.org/external/index.htm
http://europa.eu/index_en.htm
http://www.eurofound.europa.eu/eiro/2012/03/articles/gr1203019i.htm
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Employee participation institutions in Greece are the result of legislative initiatives. Works 

councils are set up in accordance with Law 1767/1988, while safety and health committees are 

established in accordance with Law 1568/1985.  

 

Pay and working time developments 

Minimum wage  

The following changes were introduced in 2012. 

A reduction in salary is now permitted for all employees receiving the minimum wages agreed in 

the National General Collective Agreement (NGCA), signed by the social partners on 15 July 

2010 and intended to be valid for three years. The salary cut for employees generally is 22%, and 

32% for those below the age of 25. This cut can be imposed by employers without employees’ 

consent. 

The base monthly salary agreed by the National General Collective Agreement for an employee 

who is single and has no children or work experience was €751.39 (gross). After the 22% cut, the 

new minimum monthly salary for this category of worker was €586.08. After deduction of social 

insurance contributions and taxes, net monthly salary was €476.35, and for those under 25, 

€426.64.  

Pay developments 

The minimum monthly and daily wage is set at national level by the National General 

Collective Agreement, which is signed by the most representative third-level trade union 

(GSEE) and employer organisations (SEV, ESEE, GSEVEE) and has the force of law.  

Following the enactment of Law 4024/2012, the minimum wage in Greece is fixed by the state. 

The doubling of the unemployment rate between 2009 and 2011, in combination with wage cuts 

for civil servants, caused actual wages to fall by 11.5% in the economy as a whole and by 9.2% in 

the private sector in 2010–2011. 

According to a report by the Labour Institute (ΙΝΕ) of the Greek General Confederation of 

Labour (GSEE) and civil service union ADEDY, the average annual earnings in Greece were 

€27,336 in 2011, compared with the 15 most developed EU Member States (former EU15) 

average of €39,562. Only in Cyprus and Portugal were earnings less than those in Greece.  

Up to and including 2011, the increase of the average actual earnings per employee resulted in a 

significant convergence of wages in Greece compared to the respective average of the former 

EU15. Such convergence followed, up to 2009, an upward trend equal to 0.7% per annum. In 

2010–2011, however, the upward movement of the convergence of earnings was halted, and the 

indicator fell from 86% of the EU15 average to 78.5%. By the end of 2011, the convergence of 

real wages was expected to reach the levels of the second semester of 2001. 

The minimum wage in Greece is about 60% of that in Belgium, France, Ireland, Luxembourg, the 

Netherlands and the UK. It is slightly higher compared to that in Malta, Portugal, Slovenia and 

Spain. 

 

Working time 

Since 1975, the working time has been reduced gradually from 48 to 40 hours per week, without 

a reduction of the workers’ earnings, according to the EGSSE procedure on special collective 

regulations (collective employment agreements or arbitration awards). However, special 

collective employment agreements have enacted a shorter working time in certain sectors. Bank 
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employees, for example, have a contractual working time of 37 hours per week, and the 

employees of private-sector insurance companies 39 hours per week (37 hours per week if the 

insurance company is the subsidiary of a bank.  

Actual weekly working hours  

The actual working time per week for 2009 according to ELSTAT is estimated at 42.6 hours. The 

increase in actual working time compared with the early 2000s is due to the low level of workers’ 

wages, who then try to work longer hours in an effort to meet their needs. It is also due to the 

policy followed by employers, who seem to prefer overtime work to hiring new workers, because 

of the higher cost of wages. According to the OECD (2006), examining data up until 2004, 

Greece had one of the highest levels of real working hours worldwide. In addition, according to 

data from the Workforce Survey of the National Statistical Service of Greece (ESYE) for 2005, 

the percentage of employees who usually work over 48 hours a week is 20%, which is a 

remarkably high percentage in a global comparison.  

 

Anda Stamati, INE/GSEE 

http://www.statistics.gr/

