SECTION 1

ABOUT US

	1
	Country
	Greece

	2
	Name of Organization
	Labour Institute of GSEE (INE/GSEE)

	3
	Legal form of the Organization
	Non-Governmental Research Institute

	4
	Definition of the Organization
	· Workers’ association:

· Business association:

· Other (Please specify): Non-Governmental Research Institute

	5
	ACTIVITIES

(max 20 lines)
	INE/GSEE’s main activities involve the generation of researches and studies on labour and employees issues important to the Greek economy and the Greek Labour movement. Its main strategy is to provide scientific justification and therefore assist in the social and political intervention of the Greek General Confederation of Workers (GSEE). Most of INE/GSEE’s studies concern the demand of equal opportunities of the employed and the unemployed, the battle against social and financial exclusion in the Greek society, the information of trade unionists on the realities and problems of the unemployed as well as producing suggestions in order to counter the problem. In addition to its scientific pursuits, INE/GSEE also plans and partakes in the realization and development of national and European projects focusing on assisting the weaker social stratae via professional training and support initiatives as well as to inform and train trade unionists through the circulation of newsletters and hosting seminars and training programmes at national and European level. 

	6
	Address
	Em. Benaki 71 A, PC 106 81, Athens, Greece

	7
	Contact Info.
	Phone: +30 210 82 02249, +30 210 8202250

	
	
	Email: ekousta@inegsee.gr, ineobser@inegsee.gr

	
	
	Web site:  www.inegsee.gr


LEGAL FRAMEWORK OF REFERENCE

	8
	Legislative Framework

List in max 30 lines the regulatory framework inside of which the sectorial Collective Contract is managed
	In Greek law, the right to collective bargaining has been established as a right of constitutional order, is recognised as a social right and is set out within the framework of Article 22, par. 2 of the Constitution; the result of the collective bargaining is clearly stated to be binding for all parties. The current model of sectoral collective bargaining had remained mostly unrevised and unchanged since it was first introduced into law in 1990 (Law 1876/1990). According to this law, sectoral collective agreements cover employees of companies of similar or related industries or sectors and are signed by sectoral federations of employers and employees. Also according to the aforementioned law, the sectoral collective contract adheres to the national collective contract in respect to the minimum agreed wages and salaries as well as other non-wage agreements such as vocational training etc. Collective agreements at sectoral level (SSE’s) cannot contain terms less favourable to workers than the terms and conditions agreed in the EGSSE and, in the case more than one SSE regulates an employment relationship then the one most favourable to workers applies (Article 10, Law 1876/1990). 

The principal mechanism for settling labour disputes is the Organization for Mediation and Arbitration (OMED) and its main purpose is to help the Social Partners under negotiation to conclude to a solution through mediation when the negotiations cannot lead to an acceptable solution by both Parties. In the case when the mediation also proves unfruitful, both parties have the right to apply for arbitration. The Arbitration Award may substitute an agreement between the Parties, and for that reason it is legally equivalent to a Collective Labour Agreement, binding to both parties. However, the economic crisis brought changes in the role and function of the OMED (among others the right to arbitration is nullified by abrogating the right of unilateral appeal to arbitration or the stipulation that recourse to OMED prerequisites the consent of both parties). 

The economic crisis starting in 2009 initiated a legislative trend that severely deregulates the labour relations. Law 3986/2011 entitled “Emergency measures for the implementation of a medium-term fiscal strategy 2012 – 2015”, which was passed according to urgent enactment proceedings and which includes, among other things, also the previous regulations regarding the abolition of the minimum wage provided for by the National General Collective Agreement (EGSSE) for young workers, so that investments become more “attractive”: for young workers under 25 years of age the minimum wage is reduced to 80% of the national minimum wage determined by the EGSSE that is in force each time, while, for those aged 15-18, the minimum wage is reduced to 70% of the national minimum wage determined by the EGSSE that is in force each time. As for the matters directly regarding the labour relations, the law contains further regulations expanding the framework for the employment of workers under contracts of limited duration and the possibility of implementing the institution of working time arrangements. More importantly,  Law 4024/2011 entitled “Pension regulations, uniform pay scale – rank scale, labour reserve and other provisions for the implementation of the medium-term fiscal strategy 2012 – 2015” changes the regime of collective agreements (article 37), bringing about a further serious shake-up of labour rights, both in the public and in the private sector, through the abolition of the favourability principle, the prevailing of business-level agreements over the sectoral ones, the “freeze” of the expansion of the validity of the sectoral agreements in the entire production sector, but also through the abolition of all the restrictions with respect to the conclusion of business-level agreements. Most recently the Ministerial Council Act no. 6 (FEK A' 38/20-01-2012), and for the duration of the fiscal adjustment programme, the minimum wage agreed in the EGSSE is cut down by 32% for employees younger than 25 years. As a consequence, this leads to the abolition of collective autonomy, brought about by article 37 of the Law, practically establishing the scenery for negotiations at an individual level, where the will of the employer always prevails.


SECTION 2

COLLECTIVE CONTRACT

	9
	DEFINITION OF THE COLLECTIVE CONTRACT (max 20 lines)
	A written contract between one or more trade unions and employer unions (or individual employers). A collective agreement may regulate the employment terms and other issues concerning the labour relations in general, for example, labour, financial, social security, social and trade union issues. The collective bargaining agreement is the legal expression of statutory principles and the right of collective autonomy as regulated by the Law 1876/1990. Collective agreements are generally ratified by law. This gives them a special legal status and the terms become rules of Public Order, having direct effect and mandatory force. The main types of collective contracts are the National General Collective Agreement, signed on a national level and establishing the minimum work conditions and wages across the country, the Sectoral Collective Agreements, regulating work issues of employees working in similar businesses and the Business Collective Agreement that regulates work issues within an enterprise.

	10
	SIGNATORIES OF THE COLLECTIVE CONTRACT
	· Employers representatives (indicate the name of the signatory organizations): The Hellenic Federation of Enterprises (SEV), The National Confederation of Hellenic Commerce (ESEE), The Hellenic Confederation of Professionals, Craftsmen and Merchants (GSEVEE), The Hellenic Retail Business Association (SELPE)
· Worker’s representatives (indicate the name of the signatory organizations): Greek General Confederation of Workers, The Greek Federation of Private Employees (OYIE)

Other: 

· 

	11
	STRUCTURE OF THE COLLECTIVE CONTRACT

(max 20 lines)
	The collective contract may regulate issues concerning terms in individual contracts of employment, mainly terms concerning commencement, termination, salary, bonuses, working time, health and safety. In addition, the collective contract regulates issues relating to the protection and exercise of the trade union rights in a company (i.e. the procedures and conditions of the collective negotiations, mediation and arbitration, strike, internal work regulations, occupational health and safety and issues regarding codetermination and employee representation). Additionally, a collective contract may include clauses concerning the regulation of the contractual parties’ rights and obligations, issues regarding social security, subject to special preconditions and limitations, issues regarding the interpretation of the terms of the collective agreement. A collective agreement may be of defined or undefined timeline; in any case, the collective agreement cannot be valid for less than one year.

	12
	VALIDITY OF THE COLLECTIVE CONTRACT
	· 1 year

· 2 years
· 3 years

· 4 years

· Other (please specify):  The collective agreements in Greece cannot be valid for an undefined timeline. The maximum validity period of a collective agreement is three years.

	13
	TERRITORIAL JURISDICTION OF THE COLLECTIVE CONTRACT
	· National: 

· Other (please specify): It can be either National or Territorial. However, the EGSSE covers the minimum levels of workers’ protection

	14
	REALM OF APPLICATION
	The Sectoral Collective Agreement apply to employees across the country working in enterprises (either wholesale or retail), supermarkets and food stores, confectioneries and shops associated with commercial bakery activities as well as enterprises (either retail or wholesale) dealing in cigarettes. It is important to note that the collective contract includes employees with the following specialties: salesmen (in the case of supermarkets personnel this includes salesmen of edibles like meat, poultry, cheese, sausage, vegetables, fish shops as well as salesmen in clothing, household goods, camping goods etc.), chief secretaries, office staff (office employees, warehousemen, collectors, ushers), accountants and assistant accountants, cleaners, security guardians - night guards – concierge, drivers of trucks and personnel in the transport vehicles business, computer specialists (programmers, analysts, operators). Further, there are several other categories of employees who also adhere to the collective contract such as craftsmen with the general conditions laid down within the EGSSE clarification that granted them the individual increases and benefits of this arrangement, decorators as stipulated in the terms of the G.D 21/96 and electronic - technical hardware personnel (either of tertiary education or recognized public and private schools).

	15
	Can the national Collective Contract empower their local structures to coordinate certain matters at a local level?
	· YES:
· NO:
· Other (please specify): 
1. There is no possibility for local level differentiation for eg. areas of high unemployment. On the contrary, the EGSSE sets the tone for SSE collective agreements. 
2. In regards to sectoral SSE, there can be no differentiations at a local level. There is only the possibility, in the context of sectoral SSE, and that is either an improvement of the existing conditions, or a worsening of conditions for those covered by a business-level collective agreement. Therefore, sectoral collective agreements have lost their coordinating role especially after the recent changes in the collective bargaining structure.


SECTION 3

BILATERALISM

	16
	Definition of Bilateral Institutes/Bilateralism
	Throughout the 1990s there have been developments to improve social pacts as consistent with the general European trend. These attempts include introducing new legislation for free collective agreements and creation of new institutions to flourish social dialogue (e.g. OKE, OMED, ELINYAE). Generally speaking, however, the focus of collective bargaining since then has been about the wages. Therefore bilateralism in Greece has been a longer and more difficult process than many of the EU-member states due to the country’s specific social and cultural characteristics. However, during the last decade there has been significant progress by the social partners in the sense of a wider social consensus. 

Since 1991, there have been several bilateral institutes composed of experts from the workers syndicates and the employers’ confederations. These institutions have assisted in promoting a spirit of cooperation and negotiation between the social partners which resulted in the social partners agreeing on the formation of a permanent bilateral institution called “VIMA DIALOGOU” (Social Partners’ Forum) which is composed of equal representatives from all parties signing the EGSSE (GSEE, SEV, GSEVEE, ESEE) with the goal to meet bi-annually and research the labour market problems from a social and economic perspective and attempt to reach a decision on proposed actions by consensus.



	17
	Are they located in your country:
	√Yes

· No
· Other (specify if there are other forms of bilateralism):


	18
	Bilateral experiences
	The foremost bilateral institute in the country is the Economic and Social Council of Greece (OKE). The Greek ESC was established in 1994, based on the model of the ESC of the European Union: tripartite division of the interests represented, one of representatives of the employers (four representatives from SEV, GSEVEE, ESEE and SETE and one representative from minor employers’ federations such as the Hellenic Federation of Bankers), one of the employees (GSEE and ADEDY) and one including the other categories, such as farmers, self-employed people, local government and consumers. As of May 2001, the Greek ESC has become a constitutionally recognised institution of the Greek state. The objective of the ESC is to promote the social dialogue and through it to formulate (if possible) mutually acceptable positions on issues of concern to society as a whole or specific social groups.

In addition to the OKE, other bilateral/tripartite institutes include the Greek Institute for the Hygiene and Safety in

the Workplace (EL.IN.Y.A.E) τhe creation of which is an important result of cooperation and consensus

between the employers and the employees in Greece, as well as the first of the Greek bilateral institutions. The way for

the creation of EL.IN.YAE opened by the Article 7 of the National General Collective Labour Agreement (E.G.S.S.E.)

of 1988 and was concluded by the Article 6 of E.G.S.S.E. of the years 1991-92. According to them, a mixed committee

of experts from the Greek General Confederation of Workers (GSEE) and the National Confederation of Hellenic

Commerce (ESEE) was formed by the findings of whose, submitted in July 1991, the basic principles for the founding

of the ELINYAE were agreed upon. Subsequently, in June 25th 1992 the stature of ELINYAE was submitted at the high Court of Athens, forming a non-profit civil partnership. The purpose of EL.IN.YAE is: 1) The identification, recording, processing, analysis and investigation of harmful agents or events in the working environment and their impact on Health, Hygiene and Safety for workers. 2) The processing of rules, regulations and legislation. 3) The monitoring of international developments and experiences, the promotion and documentation of the issues. 4) The promotion of information and education of both parties in Occupational Health and Safety. 5) The contribution to the investigation and dealing with problems arising from the interaction of work and wider environment and the general living and working conditions. 6) The study of possible effects in Health of workers through the application of new technology and methods for prevention of occupational hazards. 7) The provision of expert Health and Safety advice and/or assistance if requested by one parties (employers, employees).

Also, the National Institute of Labour and Human Resources (EIEAΔ), founded in 2011 and comprised of representatives from the State, the employers and the employees. The role of the National Institute of Labour and Human Resources is to monitor the labor market on a systematic basis, the organization, financing and implementation of training programs and training, to provide technical support to the activities referred to as well as to evaluate the integration policy of employment in local labor markets throughout the country, and promote measures assets character immediately.

Lastly, apart from the national institutes aforementioned, the national social partners are members of wider European institutes promoting social dialogue such as ETUC, BUSINESSEUROPE, CEEP and UEAPME and, in many cases, have reached a large number of autonomous agreements at the European level which they implement themselves, while others have been transformed into binding legislation.


SECTION 4

INDUSTRIAL RELATIONS

PLEASE PROVIDE YOUR NATIONAL INDUSTRIAL RELATIONS MODEL

1. LEGISLATIVE FRAMEWORK OF REFERENCE

2. AGREEMENT MODEL

3. TREND OF THE INDUSTRIAL RELATIONS WITHIN COMPANIES (SUCCESSFUL CASES AND/OR PROCEDURES FORESEEN

BY THE COLLECTIVE AGREEMENT AT COMPANY LEVEL)

Collective bargaining

All dependent salaried work is covered by the EGSSE determined through a collective bargaining between the GSEE (the workers’ side) and SΕV, GSΕVΕΕ, ΕSΕΕ (the employers’ side). 

In addition, it is estimated that the various collective agreements cover 85% of workers.

The current system of collective bargaining has been in force by the Law 1876/1990 without any major changes or amendments until the economic crisis of 2009, causing land-sliding changes in labour relations. The law 1876/1990 differentiated national collective agreements into the following categories:

· The EGSSE sets minimum wages and salaries for workers all over the country and is signed by GSEE on the trade union side and SEV, GSEBEE and ESEE on the employer side. 

· Sectoral collective agreements cover employees of many companies of similar or related industries or sectors, and are signed by sectoral federations of employers and employees. 

· Company or plant-level trade unions and company management sign company collective agreements, which cover the employees of a single company. 

· National occupational and local or regional occupational collective agreements, which cover employees engaged in a specific occupation or profession at national or local level, are signed by employer federations and occupational trade unions.

It also stipulated that collective agreements at sectoral, company and national or local occupational level (SSEs) could not 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 applied, according to Article 10 of Law 1876/1990. Furthermore, a collective agreement at industry or company level overrides an occupational collective agreement if both were concurrently in force.

Legal parameters

In Greek law, the right to collective bargaining has been established as a right of constitutional order, is recognised as a social right and is set out within the framework of Article 22, par. 2 of the Constitution, which states: 

General working conditions shall be determined by law, supplemented by collective labour agreements concluded through free negotiations and, in case of the failure of such, by rules determined by arbitration.

Thus, the terms laid down in the SSEs are binding for the parties.

The Minister of Employment and Social Protection (Υπουργείο Απασχόλησης και Κοινωνικής Προστασίας, YPAKP) may decide to extend a collective agreement and declare it mandatory for all workers in a certain sector of economic activity if the agreement is already binding to employers employing 51% of the sector’s or profession’s workers. In practical terms, this means that, when an SSE is signed, all of the parties involved are bound by its terms and conditions irrespective of whether they are members of the most representative organisations that took part in the bargaining on the SSE. However, law 4024/2011 has suspended the right of extension for Sectoral and National occupational collective agreements for a period of three years. 
There are no voluntary mechanisms for expanding and applying the regulations laid down in an SSE.

Bargaining framework 

Normally, in December of the year when the existing EGSSE expires, GSEE invites the employers’ side to a bargaining round in order to sign a new EGSSE, usually for a two-year term. Wage-related issues, including remuneration and bonuses, are dominant in the bargaining agenda, and disagreements often arise regarding the rate of increase. To restore purchasing power, trade unions consider that, in determining the amount of wages, parties should take into account the inflation rate, increases in the prices of products and services, as well as the increase in work productivity. On the other hand, in an effort to boost competitiveness, employers consider the inflation rate as the top criterion and the rise in the cost of living as a secondary issue. Individual sectoral agreements normally follow the pay increases set by the EGSSE.

During the past few months, in the context of the support mechanism of the Greek economy, this manner of determination of minimum wages was substantially modified both at national and sectoral level. The all-inclusive nature of the collective bargaining came to a halt after the abolition of the EGSSE by the law 4046/2012. In addition, reports from the Ministry of Labour and Employment show estimations than in the near future, over 80% of the employed will be subject to individual contracts due to the severe deregulation of the collective bargaining framework. The main characteristics of this new scene are, on the one hand, the direct intervention of the state authorities in the determination of minimum wages and, on the other hand, the significant restrictions imposed to free collective bargaining.

It should be pointed out that the new round of inspection and assessment of the Memorandum’s course in Greece (December 2011) by the IMF/ECB/EU representatives set the social dialogue between the “social partners” leading to a “partial agreement” on three points (the preservation of the minimum wage at current levels, the non intervention with respect to the 13th and 14th salary, the non abolition of the grace period of collective agreements (namely their continuing to be effective for a six-month period after they expire) and to a failure to reach an agreement on the “freeze” of pays is the private sector. The cause was the recent Ministerial Council Act no. 6 (FEK A' 38/20-01-2012) on the “Approval of the Program of the Memorandum of Understanding between the Hellenic Republic, the European Commission and the Bank of Greece and other urgent provisions on reducing the debt and saving the national economy” which changes the existing labor environment by introducing, inter alia, the reduction of the minimum wage: the reduction of the salary threshold by 22% (a monthly salary of 586 EUR is established) along with a reduction of the EGSSE’s basic salary for young people under 25 years old by 32% (426,64 EUR), followed by a “freeze” by the end of the programming period.

Trend towards decentralisation

Overall, the Greek collective bargaining system is centralised, both at an intersectoral and sectoral level. However, in recent years there is a trend for decentralised bargaining at a lower level – that is, at company level – as shown by the information provided by the Organisation for Mediation and Arbitration (Οργανισμός Μεσολάβησης και Διαιτησίας, OMED), which indicates a significant increase in company collective agreements. 

Other issues in collective agreements

The unfavourable financial situation and the country’s recourse to the IMF did not leave much room for demands with respect to other institutional matters in most sectors of the Greek economy. However, the 2010-2012 EGSSE included arrangements about vocational training, arranging for the payment of an amount of 20 Euros per year by each employer, so as to meet the summer camping needs of the children of unemployed and low-paid persons (about 25,000,000 Euros per year).

Industrial conflict 

The 2010–2011 Greek protests were a series of demonstrations and general strikes taking place across Greece with an unprecedented –for Greek standards– participation of citizens. In this context, a “barrage” of strike action was called by GSEE and ADEDY, in protest against the changes in public-sector and private-sector labour relations brought about by the Memorandum.

On 23 February 2011, a 24-hour general strike, called by GSEE and ADEDY, for both the public and private sector takes place, involving up to 100,000 people in view of the renewal of the loan programme to Greece that had been conditioned on fiscal tightening. The measures adopted by Greece were considered harsh by the protesters.

On 11 May 2011, GSEE and ADEDY stage a strike in the private and the wider public sector, protesting against the government’s economic policy. The entire Public Sector, the public utilities, the revenue departments, the social security funds, the public transports, the employees of Public Hospitals, the bank employees, the crews of all categories of ships (Pan-Hellenic Seamens’ Federation), the mass media employees (Pan-Hellenic Federation of Journalists Associations) participate in the strike.

On 25 May 2011, and for 3 consecutive days, (25 May 2011) the Indignant Citizens Movement (Greek: Κίνημα Αγανακτισμένων Πολιτών), started demonstrating in major cities across Greece. Sparked by the 2011 Spanish Protests, these demonstrations were organized entirely using social networking sites. 

On 28 June 2011, Greek unions, including those in health, transportation, education, and government jobs began a 48-hour strike, in protest against the deteriorating economic situation and suggestions on the part of the government of Journalists and a number of artists also stopped working in solidarity with the protest. That day, demonstrations turned violent as protestors clashed with police in front of the Greek parliament and other areas of central Athens. Violence continued during the night and on 29 June, the day when a new package of deeply unpopular austerity measures was passed.

Hundreds of thousands of protesters, including employers, took part in a national 48-hour strike organised by the Greek General Confederation of Labour (GSEE) and the Confederation of Civil Servants (ADEDY) on 19 and 20 October 2011. The strikers, from both public and private sectors, were protesting against a draft law by the Ministry of Finance. It includes cuts in pay, jobs and pensions, and has been brought in as part of Greek’s financial bail-out deal with the EU, IMF and ECB.

Finally, new strike action was taken by the trade unions, as GSEE and ADEDY held a 24-hour nationwide strike on the 1st of December, protesting “against the measures described in the 2012 budget” and the “‘pro-memorandum’ policy of the new Government”.

Mediation

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 mainly against government policy and the target of the relevant claims is the government, not employers in particular. 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.  However, the economic crisis brought changes in the role and function of the OMED. According to new legislation, the employees’ representatives are essentially stripped of their unilateral right to recourse to OMED in case the collective bargaining reaches an impasse (Law 3899/2010, article 12, §6) by stipulating that recourse to OMED prerequisites the consent of both parties. In the cases where the employer denies this solution, the employees can only strike in an attempt to assert their rights. Further, the right to arbitration was similarly nullified by abrogating the right of unilateral appeal to arbitration (Law 4046/2012, article 3, §1) while at the same time, the arbitration award, though still considered legally equivalent to a Collective Labour Agreement and binding to both parties, is confined to deciding the monthly wage and/or salary according to the need for business competitiveness and the need to cut down the unit labour cost (Law 4046/2012, article 3, §2-3).

Tripartite concertation

The highest social dialogue body is the Economic and Social Council (Οικονομική και Κοινωνική Επιτροπή, OKE), which was set up in accordance with Law 2232/1994 and is similar to the corresponding EU entity – the European Economic and Social Committee (EESC). 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 in relation to taking measures 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 (Greek: Γνώμες) submitted by OKE (about 275 by March 2012) consist of unanimous opinions and those including at least two different viewpoints. 
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.

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.

Safety and health committees can be set up in companies employing over 50 workers; however, such companies represent only 2% of the total number of enterprises. Both works councils and safety and health committees are participation institutions that are functioning inadequately, since they have been established in only 30% of the eligible companies. Also, according to the article 37 of the Law 4024/2011, business-level agreements are signed by union representation in the business or, in the case where the business employees fewer than fifty workers (the minimum amount of workforce prerequisite for union representation), by a committee of workers. This committee must be comprised of three fifths (3/5) of the total workforce in the company, regardless of the size of workforce, and its duration has no set timeline. Thus, worker representation in the workplace is inadequate overall.

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. 

Employee rights

There are two ways to ensure employee rights: judicial authorities and the Labour Inspectorate.

A total of three levels of jurisdiction are responsible for adjudicating cases subject to the labour disputes resolution procedure.

· The magistrate’s court of first instance has a single judge.

· The Court of Appeals is competent to adjudicate disputes.

· The Supreme Court of Civil and Penal Law (Areios Pagos) is the highest level.

The Law stipulates that individual labour disputes are examined by the civil courts according to a special labour disputes procedure (Articles 663–676 of the Code of the Civil Procedure). The administrative courts are competent to adjudicate in cases involving disputes where the employment relationship is governed by rules of public law. The courts have the power to ban strikes that they find illegal or abusive. Employers are not permitted to lock out workers, or to replace striking workers.

The Labour Inspectorate (Σώμα Επιθεωρητών Εργασίας, SEPE) is an agency operating under the control of YPAKP and is set up at national and regional level. SEPE is responsible for: supervising and controlling the implementation of labour law provisions; the investigation, exposure and prosecution of violations of the labour law and illegal employment; investigating the social security coverage of workers; and providing information and recommendations on the effective implementation of labour law provisions. Labour inspectors working for SEPE may enter all workplaces freely on a 24-hour basis.

(SOURCE: EUROFOUND/EIRO, link: http://www.eurofound.europa.eu/eiro/country/greece_4.htm)

�	 Concerning collective agreements in the commerce sector





