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Policy against discriminaƟon, violence and harassment at work and the Management of internal 
complaints in the workplace 

Pursuant to arƟcles 62 and 63 of PresidenƟal Decree 62/2025 (Gov. Gaz. Α' 121) 

 

Aƫca Group, in compliance with ArƟcles 62 and 63 of PresidenƟal Decree 62/2025 (Gov. Gaz. A’ 121), 
as in force, hereby establishes the present policy for combaƟng discriminaƟon, as well as for combaƟng 
every form of violence and harassment and for the management of internal complaints regarding 
incidents of violence and harassment affecƟng employees of all categories across all companies of 
ATTICA S.A. HOLDINGS the Group, hereinaŌer collecƟvely referred to as the Group companies. 

The purpose of this policy is: a) to promote equal opportuniƟes for employees and to combat all forms 
of discriminaƟon; b) to maintain and consolidate a working environment that respects, promotes and 
safeguards human dignity and maintains a zero-tolerance stance towards every form of violence and 
harassment in the workplace, expressly including gender-based violence and harassment and sexual 
harassment; c) to manage internal complaints regarding incidents of violence and harassment. 

Aƫca Group acknowledges that violence and harassment in the workplace consƟtute, as the case may 
be, a violaƟon or abuse of human rights, represent a threat to equal opportuniƟes, are unacceptable 
and incompaƟble with dignified work, and adversely affect the organizaƟon of work and labor 
relaƟons, as well as employee moƟvaƟon and producƟvity. 

Furthermore, it acknowledges the importance of developing a working culture based on mutual 
respect and human dignity in order to prevent incidents of violence and harassment. 

This includes any incident of violence or harassment of any nature that occurs in the workplace, during 
work-related communicaƟons, including those conducted through informaƟon and communicaƟon 
technologies, as well as outside the workplace insofar as they are work-related (e.g. during commuƟng 
to and from work, during training seminars, corporate and social events of the Group’s companies, 
etc.), provided that it is commiƩed by a person who is connected to the Group’s companies through 
an employment relaƟonship of any kind or who is engaged therewith (via third-party service providers, 
interns, apprenƟces, volunteers, etc.) or in general by any person associated with the Group’s 
companies in accordance with the provisions of ArƟcle 3(1) of Law 4808/2021, as incorporated in 
PresidenƟal Decree 62/2025. 

The Group’s companies, recognizing the right of all employees to a work environment free from every 
form of violence and harassment, declare that they do not permit nor tolerate in any degree such 
forms of conduct and pracƟces, and that they take appropriate measures to avoid, prevent, control, 
limit, monitor and address them. 

Any person subject to ArƟcle 3(1) of Law 4808/2021, as incorporated into PresidenƟal Decree 62/2025, 
who is affected by an incident of violence and harassment, even if the relaƟonship within the 
framework of which the conduct is alleged to have occurred has terminated,  
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is enƟtled, in addiƟon to judicial protecƟon, to bring an appeal before the Labor Inspectorate and the 
Greek Ombudsman, as well as to submit a complaint within the Group’s companies. 

For the purposes hereof, the following definiƟons are set out below, as referenced in ArƟcle 4 of Law 
4808/2021, which has been incorporated into ArƟcle 62 of PresidenƟal Decree 62/2025 (Gov. Gaz. A’ 
121), as in force: 

"Violence and harassment" means any form of conduct, act, pracƟce or threat that is intended to, 
results in or is likely to result in physical, psychological, sexual or financial harm, whether occurring 
singly or repeatedly. 

"Harassment" means any form of conduct the purpose or effect of which is to violate the dignity of 
the person and to create an inƟmidaƟng, hosƟle, degrading, humiliaƟng or offensive environment, 
regardless of whether it consƟtutes a form of discriminaƟon and includes harassment based on gender 
or on other grounds of discriminaƟon. 

"Gender harassment" means conduct related to the gender of a person, the purpose or effect of which 
is to violate the dignity of that person and to create an inƟmidaƟng, hosƟle, degrading, humiliaƟng or 
offensive environment, as defined in ArƟcle 2 of Law 3896/2010 (A’ 107) and ArƟcle 2(2) of Law 
4443/2016 (A’ 232). It also includes forms of conduct causally linked to a person's sexual orientaƟon, 
expression or gender idenƟty or characterisƟcs. 

"Sexual harassment" means forms of unsolicited verbal, psychological or physical conduct of a sexual 
nature, resulƟng in an affront to a person's personality, especially with the creaƟon of a concomitant 
inƟmidaƟng, hosƟle, degrading, humiliaƟng or offensive environment. 

 

Chart illustraƟng the relaƟonship between the terms: 

"Violence and Harassment", "Harassment", "Gender Harassment", "Sexual Harassment" 
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In order to combat discriminaƟon, violence and harassment in the workplace, the Group’s companies 
have undertaken the acƟons described in detail in the subsequent secƟons of this policy, as 
summarized below: 

a) assessment of violence and harassment risks in the workplace; 

b) adopƟon of measures for the prevenƟon, control, miƟgaƟon and management of said risks, as well 
as for the monitoring of such incidents or forms of conduct; 

c) informaƟon and awareness-raising acƟviƟes for personnel; 

d) provision of informaƟon to employees regarding the rights and obligaƟons of the Group’s companies 
and of employees, as well as of persons exercising managerial authority or represenƟng the employer, 
to the extent and degree of their own responsibility, in the event of the occurrence, reporƟng or 
complaint of such incidents, as well as regarding the relevant procedure; 

e) designaƟon of a reference person (“liaison”) responsible for guiding and informing employees on 
the prevenƟon and management of violence and harassment in the workplace; 

f) adopƟon, on a case-by-case basis, of appropriate measures or reasonable accommodaƟon in order 
to protect, to the greatest extent possible, the employment environment and to support employees 
who are vicƟms of domesƟc violence. 

  



5 
 

CHAPTER A 
Risk Assessment – PrevenƟon and InformaƟon Measures 
Rights and ObligaƟons of Employees and the Company 
A1. Assessment of the Risks of Violence and Harassment in the Workplace 

The Group’s companies idenƟfy “risks”, i.e. factors that may consƟtute grounds for discriminaƟon, 
contribuƟng to the occurrence of incidents of violence and harassment (gender, age, color, religious or 
other beliefs or other characterisƟcs), and focus on the groups of persons most exposed to them. 
Subsequently, they conduct a risk assessment, for which digital occupaƟonal risk assessment tools 
used by the Group’s companies or any other appropriate tool may be employed. Furthermore, the 
Group’s companies carry out risk assessments related to discriminaƟon, violence and harassment in 
the workplace and adopt appropriate measures to prevent harassment incidents. 

IndicaƟvely, technical measures are taken in the workplace (e.g. adequate lighƟng where required or 
any other appropriate measures). Furthermore, measures deemed appropriate on a case-by-case basis 
are adopted concerning rest or dining areas, the scheduling of employee shiŌs – parƟcularly during 
night shiŌs –, business travel, social events of the Group’s companies, etc. 

Examples of harassment 

•  Comments about a person’s physical appearance or character that cause embarrassment or 
discomfort. 

•  Offensive conduct or circulaƟon of offensive or obscene material. 

•  InsinuaƟons, mockery, obscene or sexual/racist jokes or comments directed against homosexual 
persons. 

•  Use of offensive language to describe a person with a disability or to mock a person with a 
disability. 

•  Unwanted aƩenƟon such as stalking, pursuing and unwanted verbal or physical aƩenƟon. 

•  Unwanted sexual gestures or persistent “invitaƟons” for dates or threats. 

•  Sending unwanted messages with sexually explicit content via SMS, email, social media, fax or 
leƩer, or making threatening phone calls. 

•  Arbitrary, offensive and persistent quesƟons about a person’s age, marital status, personal life, 
sexual interests or preferences, as well as similar quesƟons about a person’s race or ethnicity, 
including their cultural idenƟty and religion. 

•  InsinuaƟons that the acceptance of sexual advances by an employee may advance their career, 
or that refusal to enter into a sexual relaƟonship may adversely affect it. 

•  Unwanted looks of a sexual nature, rude gestures, touching or any form of unwanted physical 
contact of any nature. 

•  Spreading malicious comments or offending a person (primarily on grounds of discriminaƟon 
relaƟng to age, race, gender reassignment, type of marriage, civil partnerships, pregnancy and 
maternity, gender, any disability, sexual preferences, religion or beliefs). 
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A2. Measures for the prevenƟon, control, limitaƟon and management of said risks, as well as for the 
monitoring of such incidents or forms of conduct 

The Group’s companies ensure the implementaƟon of measures aimed at informing and raising 
awareness among their personnel regarding the prevenƟon and management of violence and 
harassment in the workplace. To this end, they provide informaƟon on the established procedures for 
reporƟng and addressing such forms of conduct place at company level. These procedures comply with 
the provisions of ArƟcle 63 of PresidenƟal Decree 62/2025, ensuring confidenƟality, imparƟality and 
the protecƟon of the persons involved. Furthermore, as part of their personnel informaƟon acƟviƟes, 
the Group’s companies may, on their own iniƟaƟve, organize training for their employees for the 
purpose of prevenƟng, controlling and limiƟng harassment, discriminaƟon in the workplace and 
retaliaƟon. In such case, the employees called upon to aƩend training are obliged to parƟcipate in the 
relevant training days/seminars to be conducted either by the Group’s companies or by an associate 
body (consulƟng firm, training centre, etc.). 

Moreover, if employees express interest and intenƟon to aƩend training seminars from competent 
bodies regarding harassment in the workplace as well as domesƟc violence, the Group’s companies 
encourage further training and facilitate aƩendance by granƟng the relevant leave to persons who 
submit the relevant request. 

Training objecƟves: 

a)  to contribute to the establishment of conduct standards that promote equality and to foster a 
change in culture, insofar as it creates or contributes to instances of sexual or any other form of 
violence and/or harassment; 

b)  to provide parƟcipants with informaƟon on the adverse effects of psychological bullying in the 
workplace; 

c)  to culƟvate and insƟll in persons employed in posiƟons of responsibility values that will assist 
them in responding effecƟvely to such incidents and in implemenƟng the procedures aimed at 
addressing them; 

d)  to facilitate communicaƟon between managers and employees with the employer companies. 

In any case, the Group’s companies regularly evaluate the effecƟveness of the measures adopted and, 
where deemed necessary, re-assess the risks and adjust the measures accordingly. 

The heads of all directorates, divisions and departments of the Group’s companies bear the specific 
responsibility to ensure that this policy and the general measures adopted by each employer Company 
of the Group with regard to the prevenƟon and limitaƟon of violence and harassment are observed 
and applied by their subordinate personnel. 

Furthermore, said persons are expected to be available so that their subordinate personnel may 
approach them and express any concerns, complaints and grievances relaƟng to the subject maƩer of 
this policy. Said availability is part of the Group’s Whistleblowing Policy, as defined in ArƟcle 63 of 
PresidenƟal Decree 62/2025. 
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A3. Employee InformaƟon and Awareness-Raising AcƟviƟes  

The Group’s companies provide their personnel with informaƟon regarding the risks of violence and 
harassment, the prevenƟon and protecƟon measures adopted, as well as the procedure followed for 
the management of complaints concerning such incidents. 

Within the framework of the aforemenƟoned informaƟon and awareness-raising acƟviƟes for 
employees, the Group’s companies endeavor to organize targeted meeƟngs with personnel for the 
prevenƟon and Ɵmely management of violence and harassment risks in the workplace. They may also 
organize relevant seminars in cooperaƟon with consultants or mental health specialists. 

A4. InformaƟon on the rights and obligaƟons of employees and the group companies, as well as of 
persons exercising managerial authority or represenƟng each employer company, to the extent and 
degree of their own responsibility, in the event of the occurrence, reporƟng or complaint of such 
incidents, as well as regarding the procedure for addressing them. 

The Group’s companies declare zero tolerance towards incidents of violence and harassment and 
inform their personnel about the rights and obligaƟons of employees in the event of the occurrence, 
reporƟng or complaint of such incidents, as well as of the procedure for addressing them. 

Furthermore, the employees of the Group’s companies are obliged to understand the content of this 
policy, to be aware of their rights and obligaƟons in the event of the occurrence of an incident or 
conduct falling within the scope of this policy and to follow the instrucƟons and guidance of the 
employer company on the relevant maƩer. 

Specifically: 

1. Every employee or worker or in general any person falling within the scope of ArƟcle 62 of 
PresidenƟal Decree 62/2025 (incorporaƟng the relevant provisions of ArƟcle 3(1) of Law 4808/2021) 
who is affected by an incident of violence and harassment in the workplace during the employment 
relaƟonship or even if the employment contract or relaƟonship within the context of which the alleged 
incident or conduct has occurred has terminated, is enƟtled to: 

a)  judicial protecƟon, 
b)  submit a recourse, complaint and request for the iniƟaƟon of a labor dispute before the Labor 

Inspectorate, in accordance with applicable legislaƟon; 
c)  submit a complaint to the Greek Ombudsman, within the scope of their statutory competences, 

as well as 
d)  file a complaint within the Group’s companies, in accordance with the Whistleblowing Policy, as 

specified in Chapter B below. 
2. Every person subjected to violence or harassment in the workplace is enƟtled to leave the workplace 
for a reasonable period of Ɵme, without loss of remuneraƟon or any other adverse consequence, 
provided that, in their reasonable belief, there exists an imminent serious risk to their life, health or 
safety, in parƟcular where the employer is the perpetrator of such conduct, or where the employer 
fails to take the necessary appropriate measures to restore workplace peace, or where such measures 
are insufficient to put an end to the violent and harassing conduct. 

3. In this case, the person leaving is obliged to noƟfy in advance the Director of Human Resources and 
Culture Management of the Aƫca Group in wriƟng, indicaƟng the incident of violence and harassment 
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and the circumstances jusƟfying their belief that there is imminent serious risk to their life, health or 
safety. If the risk no longer exists or has ceased to exist and the person that has leŌ refuses to return 
to the workplace, the employer company of the Group may refer the maƩer to the Labor Inspectorate 
requesƟng resoluƟon of the dispute. 

4. The Group’s companies are obliged to take the necessary appropriate and proporƟonate measures, 
on a case-by-case basis, against the reported person, in order to prevent the reoccurrence of a similar 
incident or conduct. Such measures may include a compliance recommendaƟon, a change of posiƟon, 
working hours, place or manner of work, or the terminaƟon of the employment or cooperaƟon 
relaƟonship, subject to the prohibiƟon against the abuse of rights under ArƟcle 281 of the Civil Code. 

5. Persons in posiƟons of responsibility and persons who generally represent the Group’s companies 
are obliged to lead by example through their own conduct, to intervene in order to prevent harassing 
and bullying behavior, to immediately report to the Director of Human Resources and Culture 
Management of the Aƫca Group any complaint of violence and harassment submiƩed to them, to 
communicate high conduct standards to their subordinates and to ensure that a supporƟve 
environment exists for their associates/subordinates. 

Contact details of public authoriƟes: 

•   Labor Inspectorate (SEPE): complaints telephone line 1555. 

•  Emergency psychological support and counselling service for women vicƟms of gender-based 
violence: SOS line 15900. 

•  Greek Ombudsman: www.synigoros.gr. 

A5. Appointment of a reference person – “Liaison” – for guiding and informing employees regarding 
the prevenƟon and management of violence and harassment in the workplace 

The person designated as competent to guide and inform employees regarding the prevenƟon and 
management of violence and harassment in the workplace, hereinaŌer referred to as the “Liaison”, is 
Aƫca Group’s Director of Human Resources and Culture Management. 

The Liaison, informs and guides personnel regarding the prevenƟon and management of violence and 
harassment, in the event of occurrence of an incident or the submission of a complaint. 

Persons falling within the scope of this policy may contact the designated Liaison via email. With regard 
to any informaƟon that comes to their knowledge, the aforemenƟoned reference person is bound by 
applicable legislaƟon on confidenƟality and protecƟon of natural persons from processing of their 
personal data. 

According to the Whistleblowing Policy, personnel may also contact the Reports Receiving and 
Monitoring Officer (R.R.M.O.), who provides appropriate informaƟon regarding the possibility of 
submiƫng a Report and noƟfies the relevant informaƟon in a prominent locaƟon on the Company’s 
website. 
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A6. Employment protecƟon and support of employees who are vicƟms of domesƟc violence 

The Group’s Companies acƟvely support vicƟms of domesƟc violence, taking into account their family 
and financial circumstances (minor children, or children with disabiliƟes, etc.) and demonstrate the 
necessary care for the retenƟon of their employment and their smooth reintegraƟon. In order to fulfil 
said commitment, the Group’s companies may, inter alia, undertake the following acƟons: 

•  Provide access to flexible forms of employment.  

•  Provide assistance to facilitate access to support structures.  

•  Grant special leave, at the request of an employee who has been the vicƟm of domesƟc violence   
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CHAPTER B 

Receipt and InvesƟgaƟon of Complaints procedure (pursuant to ArƟcle 63 of PresidenƟal Decree 
62/2025) 

B1. CommunicaƟon Channels – Competent Persons 

The Group’s companies encourage the submission of complaints regarding all incidents that may 
consƟtute violence and harassment or retaliaƟon in response to the reporƟng of such incidents, 
irrespecƟve of the person against whom they are directed and regardless of the posiƟon or idenƟty of 
the perpetrator. 

Persons who have been subjected to such conduct should submit their reports/complaints directly to 
the Director of Human Resources & Culture Management. 

The procedure for the receipt and management of reports/complaints complies with the provisions of 
ArƟcle 63 of PresidenƟal Decree 62/2025, with due regard to confidenƟality and the protecƟon of 
personal data. 

AlternaƟvely, reports/complaints may be submiƩed through the following communicaƟon channels, 
in accordance with the provisions of the Group’s Whistleblowing Policy currently in force: 

WriƩen Report 
–  By leƩer, submiƩed in person or by post (signed or anonymous) to the registered offices of the 
Company, for the aƩenƟon of the Reports Receiving and Monitoring Officer (R.R.M.O.), in an envelope 
bearing the marking “For the aƩenƟon of the R.R.M.O.” or any other relevant marking: 
Aƫca S.A. Holdings or Aƫca Group 
1-7 Lysikratous Street, Kallithea, PC 17674 
For the aƩenƟon of the R.R.M.O. 
 
– By email sent to the designated email address: whistleblowing@aƫca-group.com 
Oral Report 
– Telephone line assigned to the R.R.M.O.: +30 210 8919180, internal line 1251. 
– Personal meeƟng with the R.R.M.O. following submission of a meeƟng request by the ReporƟng 
Person, which may be submiƩed to the R.R.M.O. in wriƟng, verbally or via email. 
Plaƞorm Report 
– Report submiƩed online through the dedicated electronic plaƞorm available on the Company’s 
website www.aƫca-group.com. 
 
B2. InvesƟgaƟon and examinaƟon of complaints – ImparƟality and protecƟon of confidenƟality and 
personal data 

All reports/complaints concerning incidents that may consƟtute violence and harassment or retaliaƟon 
in response to the reporƟng of such incidents are reviewed by the Director of Human Resources and 
Culture Management. 

Reports/complaints are thoroughly invesƟgated by the Group’s companies without any submission 
deadlines. The Director of Human Resources & Culture Management and any persons tasked with the 
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invesƟgaƟon of a complaint have unrestricted access to the records of the Group’s companies, as well 
as to any audiovisual material collected by them for the security of their premises. 

In the event that a complaint is found to be substanƟated, the necessary appropriate measures are 
taken to address it. Furthermore, a new risk assessment is conducted in order to prevent the 
reoccurrence of a similar incident or conduct. 

The invesƟgaƟon of the complaint is concluded primarily with the draŌing of a report by the Director 
of Human Resources & Culture Management, which includes the findings, recommendaƟons and 
conclusions of the invesƟgaƟon. The final report, accompanied by the relevant documents of the file, 
is submiƩed to the Management of the respecƟve employer company of the Group. Where the report 
has been submiƩed through the communicaƟon channels specified in the Whistleblowing Policy, the 
R.R.M.O. is noƟfied by email of the compleƟon of the invesƟgaƟon of the complaint. 

The Group’s companies and the natural persons entrusted with the aforemenƟoned tasks in 
accordance with the foregoing, are commiƩed to imparƟally examine the reported events and to 
maintain the confidenƟality of all informaƟon that comes to their knowledge during and aŌer the 
invesƟgaƟon of the complaint/report, to the extent that this does not impede the progress of the 
invesƟgaƟon and the adopƟon of compliance and remediaƟon measures, and in any case in strict 
compliance with the provisions of the General Data ProtecƟon RegulaƟon, as in force, with regard to 
the persons involved. Specifically, the reports or complaints received by the Group’s companies, any 
documents that come into their possession during the invesƟgaƟon and the findings thereof, shall be 
kept by the Director of Human Resources & Culture Management in a dedicated file, in accordance 
with the regulaƟon on the protecƟon of personal data as set out in the General Data ProtecƟon 
RegulaƟon, as in force. 

This complaint invesƟgaƟon procedure consƟtutes part of the Group’s Whistleblowing Policy and is 
implemented in accordance with the obligaƟons arising from ArƟcle 63 of PresidenƟal Decree 
62/2025. 

B3. Non-RetaliaƟon 

The terminaƟon or otherwise dissoluƟon of the legal relaƟonship on which employment is based, as 
well as any other adverse treatment of a person referred to in ArƟcle 3 of Law 4808/2021, is prohibited 
and invalid, if it consƟtutes vindicƟve conduct or retaliaƟon within the meaning of ArƟcle 14 of Law 
3896/2010 (A’ 207) in response to an incident of violence and harassment referred to in ArƟcle 4 of 
Law 4808/2021. Furthermore, any act of retaliaƟon against a person who has submiƩed a complaint 
or report regarding violence or harassment in the workplace, or because they parƟcipate in the 
invesƟgaƟon of a complaint, is in violaƟon of this policy and may consƟtute grounds for the terminaƟon 
of the employment/cooperaƟon relaƟonship with the person responsible, as appropriate. Any act of 
retaliaƟon must be immediately reported to the persons designated above as complaint recipients and 
shall also be subject to thorough invesƟgaƟon by the Group’s companies and their competent bodies. 

B4. Consequences of violaƟon of the prohibiƟon of violence and harassment at work 

1. If an employee or person engaged under any other employment arrangement or any person in 
general subject to ArƟcle 3(1) of Law 4808/2021 violates the prohibiƟon of violence and harassment, 
the Group’s companies undertake to take the necessary appropriate and proporƟonate measures, on 
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a case-by-case basis, against the reported person, in order to prevent the reoccurrence of a similar 
incident or conduct and to protect the affected person. 

2. The measures against the reported person may include a compliance recommendaƟon, a change of 
posiƟon, working hours, place or manner of work, or the terminaƟon of the employment or 
cooperaƟon relaƟonship, subject to the prohibiƟon against the abuse of rights under ArƟcle 281 of the 
Civil Code. 

3. Furthermore, or the Group Companies that have a Labor Regula on in accordance with the 
applicable legislaƟon, the procedure provided for in each RegulaƟon shall be followed, with regard to 
disciplinary offences, disciplinary proceedings and disciplinary penalƟes, in the context of or following 
complaints about incidents of violence and harassment at work.  

B5. CooperaƟon with AuthoriƟes 

The Group’s companies undertake to cooperate with and to provide all relevant informaƟon and 
assistance to the competent authoriƟes, upon request. The same obligaƟon applies to the persons 
entrusted with the receipt and invesƟgaƟon of complaints submiƩed to the Group’s companies 
regarding violence and harassment in the workplace. To this end, all informaƟon gathered in any form 
is maintained in a relevant file, to which access is granted to the competent authoriƟes upon request, 
in compliance with the provisions on the protecƟon of natural persons with regard to the processing 
of personal data. 


