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POLICY ON PREVENTING, COMBATING VIOLENCE AND HARASSMENT & 
HANDLING RELATED INTERNAL COMPLAINTS 
 
This policy aims to declare the company's zero tolerance for forms of behavior 
related to violence and harassment at work, to define the rights and 
obligations of employees to prevent and deal with such incidents or patterns 
of behavior and to determine how to handle internal complaints related to 
these issues. Every worker has the right to a working world free from violence 
and harassment. 
 
This policy is part of the HELLADIKA MAS-ETHOS Social Responsibility System 
Certification of the company and is specialized in issues that specifically 
concern violence and harassment. 
 
1. What is the purpose of this policy? 
In the context of protecting the employment, health & safety of its employees 
and supporting employee victims of domestic violence, SKAGIAS ABEE 
(hereinafter the "company") is committed to maintaining a healthy and safe 
working environment for its employees, based on mutual respect, dignity, 
acceptance of diversity, taking measures to manage all psychosocial risks 
that may arise in the workplace from any incident of violence and/or 
harassment. 
 
To achieve this goal, the company will not accept and will not tolerate acts of 
violence, intimidation or harassment, of any form, direct or indirect, by any 
employee and/or partner and/or visitor, regardless of position, age, gender, 
years of service or relationship with the company. 
 
This policy is certainly not intended to limit the free and healthy 
communication or the daily interactions of the company's staff and partners. 
However, because one person may find one behavior offensive, while another 
person may not even consider it problematic, limits should be set on how 
everyone communicates, so that everyone feels safe in the company's work 
environment. The assessment of all risks of violence and harassment are 
included in the company's Professional Risk Assessment in accordance with 
current legislation (L.3850/2010). 
 
2. In which cases does this policy apply? Who does it concern? 
This policy covers all employees, including those who have a project contract, 
independent services, salaried mandate, those employed through third party 
service providers, as well as people who apply for employment and also 
workers in the informal economy.  
 
For this policy, forms of violent and harassing behavior may take place 
primarily (but not exclusively): 
 
1. In the workplace, including public or private areas - for example, areas 
where the employee provides work, receives remuneration, takes a break (e.g. 
for rest or food), in personal hygiene and care areas, changing rooms or in 
accommodation provided by the company.  
 
2. In commuting to and from work, other forms of travel, training as well as 
work-related events and social activities. 



3. During work-related communications, including those made through 
information and communication technologies. 
 
3. How can we know if an incident constitutes violence or harassment? 
Harassment can usually be easily distinguished from social and mutually 
acceptable socialization.  
 
It is important to remember that we are responsible for what we say 
(transmitter) and never the target (receiver) of them. Because it is the receiver's 
perception that determines whether a message is acceptable or not (whether 
verbal, pictorial, or through some gesture or some other form of 
communication). What we consider offensive is not so important, but what the 
recipient of our comments considers offensive, is of particular importance. 
 
We must remember: 
An action may constitute a form of violence and/or even harassment even if 
the instigator does not intend to offend! 
- An action can be offensive even if what is said is not addressed to a specific 
person! 
- An action constitutes a form of violence and/or harassment even if it occurs 
outside the workplace! 
- An action constitutes a form of violence and/or harassment even if it is 
committed between colleagues who are in hierarchically equal positions! 
- An action constitutes a form of violence and/or harassment even if it is an 
isolated event ! 
- An innocent joke can easily "go too far"! 
- Silence does not in any way mean acceptance of the behavior of violence 
and/or harassment! 
- Alcohol is never an excuse for any form of violence and/or harassment or 
other unacceptable behavior, even outside of work! 
 
4. What constitutes violence and what constitutes harassment? 
 
For the purposes hereof: 
 
- "Violence and harassment" means forms of behavior, actions, practices or 
threats thereof, which are intended, lead to or may lead to physical, 
psychological, sexual or financial harm, whether they occur individually or 
repeatedly. 
 
- "Harassment" means forms of behavior that have the purpose or effect of 
violating a person's dignity and creating an intimidating, hostile, humiliating, 
or aggressive environment, regardless of whether they constitute a form of 
discrimination, and include harassment based on gender or other 
grounds of discrimination. 
 
- "Gender-based harassment" means forms of behavior linked to a person's 
gender, which have the purpose or effect of violating the dignity of that 
person and creating an intimidating, hostile, humiliating, or aggressive 
environment according to the law (art. 2 of Law 3896/2010 and paragraph 2 of 
Art. 2 of Law 4443/2016). These forms of behavior include the sexual 
harassment of Law 3896/2010, as well as actions linked to the person's sexual 
orientation, expression, identity or gender characteristics. 
 



These behaviors are not only verbal or physical, but also visual, non-verbal 
(such as gestures, photographs, images). Examples of such behaviors are the 
following –  
 

• Aggressive or threatening behavior, verbal threats or abuse [e.g. 
hitting, pushing, kicking, throwing an object at an employee, kicking an 
object (eg chair, ladder, etc.) or using a vehicle or equipment to cause 
harm or an accident. 

• Any threat, behavior, or action that is interpreted as likely to harm or 
endanger the safety of others, or lead to aggressive action, or destroy 
company-owned property. 

• Behavior that disrupts relationships in general and is inappropriate for 
the work environment (eg strong innuendo, sexual photographs, 
offensive expressions, obscene gestures, shouting or profanity). 

• Spreading malicious rumors about a person or a group, excluding 
socially or isolating someone 

• Destruction, concealment or theft of personal belongings or work 
equipment 

• "Jokes" about a person's body, physical characteristics, sexual 
experiences or sexual ability, or weight, pregnancy, etc. 

• Abuse of power, expressing disrespect to a subordinate, especially in 
front of third parties. 

• Abuse of power by rejecting applications for leave, training, promotion, 
etc. in an arbitrary manner. 

• Abuse of power by demanding a sexual relationship or actions from a 
subordinate or colleague, directly or indirectly.  

• Derogatory comments or jokes about gender, identity, age, sexual 
orientation, etc. (e.g. homophobic comments, etc.). 

• Cyber-bullying, i.e. comments in virtual communities, anonymous 
and/or in general terms, which may "photograph" a specific person. 

• "Just a joke that went too far.” 
 
 

The more general concept of violence and harassment includes, among 
others: 
Domestic violence: When a person has a personal relationship with an 
employee of the company (eg spouse or ex-spouse, current or former intimate 
partner or family member) and cause bodily harm or attempted or threatened 
bodily harm to the employee within the workplace. In these situations, 
domestic violence is perceived as workplace violence. 

 
The company declares that it protects employment and supports employees 
who are victims of domestic violence, whenever possible, with every 
appropriate measure available within reason. 

 
Bullying: It is expressed by words or actions that are used intentionally to 
cause physical, mental or emotional harm. Bullying can be done verbally or in 
writing, through photographic media or actions and gestures or even through 
a combination of the above either directly or electronically, either individually 
or repeatedly, and is not necessarily an act of aggression. Disrespectful 
behavior (eg, exclusion from meetings, ignoring the person when they are 
speaking, stopping the conversation when the person enters the room, etc.) of 
a colleague is a form of bullying and is prohibited. 
 



• Examples of verbal bullying are the following: Abusive expressions, rude 
remarks, offensive jokes and teasing, intimidation, spreading rumours, 
derogatory comments, especially in front of third parties, etc. 

 
• Examples of written intimidation and intimidation using photographic 

media are the following: Messages (sms, mms, emails, etc.) with harmful 
content that are shared, photos with offensive content that are 
distributed without the permission of the person being photographed, 
causing embarrassment or shame, etc. 
 

• Examples of physical bullying are the following: Hitting, kicking, shoving, 
physical harassment such as tickling, pinching, hair pulling, damaging 
personal items, throwing objects with the purpose of causing irritation 
or distress, etc 
 

 
Sexual Harassment: It is expressed and can be carried out by the same means 
as bullying (verbal, documents, through the use of photos, physically and/or 
electronically). Sexual harassment distorts sexuality and turns it into an act of 
aggression. 
 

• Examples of sexual harassment: Physical touching, sexual jokes, 
sketches depicting someone's body, use of vulgar language, unwanted 
and repeated dating proposals, unwanted sexual invitations, intrusive 
questions, sexual innuendos, inappropriate staring in an offensive and 
sexual manner at the person's genital area, use of company computer 
screen savers depicting women wearing little or no clothing, whistles, 
gestures or sounds. 

 
Victims of sexual harassment are mostly women. However, conduct directed 
by female employees towards men or between persons of the same sex also 
constitutes sexual harassment and is prohibited in exactly the same way 
 
Harassment based on gender, racial / ethnic origin: It is expressed by any kind 
of behavior or comment that causes humiliation to a person because of his 
racial or ethnic origin, color, place of birth, nationality or origin. Gender-based 
harassment can also be non-sexual (eg stereotyping, hostility) 
 
Examples of behavior that may be gender, racial or ethnic harassment 
include: 
 

• Unsolicited comments, jokes or innuendos about a person's gender, 
racial or ethnic origin, colour, place of birth, nationality or origin, 
display of racist or derogatory images, or other offensive material. 

 
• Offensive gestures or jokes or innuendos based on gender, race or 

ethnicity which create embarrassment. 
 

• Refusal or reluctance of a colleague or associate to communicate or 
work with someone because of their gender, race or ethnic origin.  
 

5. What does not constitute violence and harassment? 
 
 
The evaluative judgments of superiors, instructions and orders, the rejection 
of employee requests due to the operational needs of the company and in the 



context of work organization, do not constitute incidents of violence, or 
harassment. In particular, among others, it is not prohibited: 
 

• Direct supervision of employees, including setting goals 
• Taking measures to improve the employee's performance, such as an 

employee’s performance through a monitoring plan. 
• The assignment of individual tasks, orders and guidance on the way 

and the time of provision and execution of staff duties.  
• The request to provide information or progress reports. 
• The granting of leave in accordance with the operational needs of the 

company or the refusal to grant a leave request in accordance with the 
employee's personal needs only (where the law allows). 

• The request to provide information or progress reports 
• The disciplinary process or written letters to employees regarding their 

unacceptable behavior. 
• Request for documentation of the employee's absence for health 

reasons. 
• Providing constructive feedback on work performance 
• The moral and/or financial reward of excellent employee performance. 
 

 
6. Who can report an incident of violence and harassment? Is there a 
deadline? 
 
A complaint about an incident of violence and harassment can be made by 
anyone covered by this policy. That is, those employed with employment 
contracts, with project contracts, with independent services contracts, with 
salaried mandate contracts, anyone who belongs to the staff of a third party 
service provider, anyone who is employed by the company for training, 
including interns and apprentices, employees whose employment relationship 
has ended , prospective workers, workers in the informal economy, etc. 
 
 
 
There is no specific deadline, however, it is advisable to make the complaints 
noted in this policy immediately and in any case, as close in time as possible 
to any incident of violence and/or harassment, so that it becomes practically 
possible and easy to investigate 
 
 
7. What are the rights of anyone who believes that the prohibition has been 
violated violence and harassment against him? 
 
Any person affected by an incident of violence or harassment against him, 
even if the relationship has ended, has the right to: 
 
- Make a complaint within the company based on this policy. 
- File an appeal before the Administrative Authorities (see the Labor 
Inspectorate, Ombudsman). 
- To request judicial protection (e.g. injunctions). 
- To claim satisfaction on any other legal basis (lawsuit claiming 
compensation, etc.). 
 
Every person who experiences an incident of violence and harassment against 
them, has the right to leave the workplace, after informing their supervisor 



immediately, of the reason why he is leaving at the given time and day, due to 
the intense emotional stress (i.e. description of the incident).  
 
In the event that the perpetrator is the employer himself (CEO or Executives 
who have the authority of an employer), or the company does not take 
appropriate measures to stop the violent or harassing behavior, or when they 
are not able to stop it, then the person who suffers an incident of violence and 
harassment against him has the right to leave the workplace for a reasonable 
time, without loss of salary or other adverse consequences, if he believes 
within reason, that there is imminent serious danger to his life, health or safety 
due to violence or harassment. 
 
An employee who has suffered an incident of violence or harassment can 
contact: 
 
The Labor Inspectorate:  tel. 210 8144130 
The Ombudsman:  213 1306600 
The Citizen Service Line: 1555 
The Immediate Psychological Support and Counseling Service for female 
victims of gender-based violence – SOS Line: 15900 
 
 
8. What is the role of supervisors, managers and employees in the event that 
they either experience or witness any violence, intimidation or harassment in 
the workplace? 
 
All the company's Heads and Directors have an increased responsibility to 
behave themselves in an exemplary fashion, regarding the observance of this 
policy. In any case, they have an obligation to observe any problematic 
behavior, intervene and report it to the Human Resources Department. 
 
 
Employees also play an important role in addressing violence and harassment 
in the workplace and their assistance is essential for the proper 
implementation of this policy. Because all employees must, and should not 
hesitate, to report any incidents that come to their attention.  
 
 
Raising the awareness of all staff in this direction is particularly important, so 
that the boundaries of what constitutes violence or harassment are clear to 
everyone (employees and persons exercising authority on behalf of the 
employer) and to be able to recognize what constitutes violence or 
harassment and what does not.  
 
In this context, the company organizes training seminars, as well as other 
actions to inform and raise awareness among all staff regarding the issues of 
violence and harassment, their prevention and suppression, in which 
participation is mandatory. 
 
9. What is the procedure that must be followed by anyone who believes that 
this law has been violated, either at their expense or at the expense of a third 
party? 
 
Employees who, whether they themselves have experienced violence or 
harassment, or witness an incident of any form of violence or harassment in 



the wider workplace, should not hesitate to report situations and incidents of 
violence, intimidation and/or harassment 
 
 

1. The company has appointed Ms. Popi Skagias (market@skag.gr & 210 
6220918) and/or Ms. Pateraki Petroula (exports@skag.gr & 210 8161527) as 
a reference person, responsible for guiding and informing the 
employees, and may help each employee, with absolute confidentiality 
and respect for his/her personality, in whatever concerns him/her 
regarding the issues of this policy. 

2.  Any employee who feels that he/she has suffered or has observed the 
manifestation of an incident of violence, intimidation or harassment 
against another person, can and must, with absolute confidence and 
without fear of any retaliation, report the events directly to his/her 
Supervisor or the Director of his/her Department or Ms. Paterakis 
and/or the Managing Director. In the event that the incident of violence 
and harassment originates from the employee's immediate supervisor 
or company executive, the complaint can be made to the company's 
Managing Director (see below for details on the steps of the procedure).  

 
 
Any reports/complaints should be made by name, so that the company can 
investigate each incident, with specific data. If, however, the employee does 
not wish to make the relevant complaint by name, or if he/she is not sure that 
there really is an incident of violence and/or harassment, it would be 
advisable to make it anonymously or to state that it is a suspicion, so that the 
company is informed and can investigate the matter further (by letter in the 
complaint box). 
 
The hierarchy of the company is not exempted in any way from the prohibition 
of violent and harassing behavior and what is included in the applicable 
policy. On the contrary, it is specifically charged with the implementation of 
the existing legislation and at the same time responsible before the law for 
this purpose. Therefore, if the offending behavior involves Executives of the 
company, you must inform the Managing Director of the company, Mrs. Popi 
Skagias (market@skag.gr & 210 6220918) directly. 
 
 
Intervention Techniques of the employee (receiver or witness of the 
prohibited behavior): 
- Immediate response: Clearly state to the harasser on the spot their offensive 
or unwanted behavior and ask them to stop immediately (eg " What you said is 
not funny. Please do not repeat it"). 
- Stop the behavior indirectly: Stop the harasser, e.g. suggesting a coffee 
break, and talk privately about his/her unwanted behavior. 
- Support: You can support the person who received the harassment or 
violence, emphasizing how important a presence and contribution they have 
made, or some other positive element regarding their professional 
contribution, in front of the whole group (e.g. when the incident took place in 
front of third parties and there were derogatory comments about 
him).  
- Reporting: Be clear with the harasser that if they continue to harass or 
express violent behavior, you will take additional steps to stop them. In any 
case, report the incident in accordance with company procedures. 
- Evidence: If the harassment or violent behavior involves you, stop answering 



calls, emails and other messages from that person, even if they persist. At this 
point, you have made your position clear, so if the person continues to 
contact you, they clearly object to the boundaries you have set. Keep evidence 
of calls and messages sent to you. 
 
If the person in question continues to harass you or behave violently towards 
you, or if you are unwilling/unable to do the above, you can in any case 
proceed with a complaint procedure by following these steps: 
 
Complaint Procedure 
 
1. If you wish, you can discuss the situation with your Supervisor, in the 
presence of the members of the ETHOS Committee, whose members are 
listed immediately below (under 10b). 
 
Alternatively, before or after the above discussion, you can prepare and 
submit a signed written complaint (in any form: email, handwritten letter, typed 
text, dictation, etc.), which will be addressed to ETHOS Committee and/or to 
the Managing Director of the Company Ms. Popi Skagias (market@skag.gr & 
210 6220918) 
 

1. The written complaint should include the following information: 
- A description of the event or events or incidents that gave rise to the 

suspicion of harassing or violent behavior. 
- Date and time (approximate) of each incident the employee wishes to 

report. 
- The name of the person or persons who appear to be involved in each 

incident. 
- The name of any person or persons who witnessed each incident 

 
It is noted that even if the complainant decides not to file an official 
complaint, the company's Management may decide that the incident reported 
by the employee needs further investigation. In this case, the company will 
conduct interviews with the staff involved, gather the necessary information 
and try to clarify what has really happened, so that the necessary measures 
can be taken, always with the necessary observance of confidentiality and 
respect for the personalities of the involved parties. 
 
If it is found that there has been harassment in any form, appropriate action 
will be taken immediately. 
 
10. What procedure will the company follow in the event of a complaint about 
violent and/or harassing behavior? 
 
The company will investigate all allegations of incidents of violence, 
intimidation or harassment immediately and confidentially, protecting the 
privacy and rights of both the complainant and the other parties involved and 
will indicate the appropriate measures, where this is required. 
 

1 The ETHOS committee, after receiving the relevant complaint, examines 
the complainant initially the incident, and calls them for an interview. 
During this meeting minutes are kept by the committee, which are 
confidential. 

 
2 The Committee consists of the elected President (Representative) of the 

employees, the Director of the Department (or the Directors of the 



Departments, if it is an incident between employees of multiple 
departments) and/or the Quality Management Systems Manager, 
and/or the CEO of the company. Depending on the case, the company's 
Legal Counsel may also participate in the committee and/or one of the 
aforementioned members may be excluded if the complaint concerns 
them. 

3 Said committee investigates the complaint promptly, in strict 
confidentiality and thoroughly. In all the meetings held, detailed 
minutes are kept and at least three representatives of the Commission 
(in addition to the interviewee) are present. Investigations are 
conducted promptly, thoroughly and fairly to all parties. 

4 At the end of each investigation, a report is drawn up with the stages of 
the investigation, the data gathered and its result. The result of the 
investigation is communicated to the parties directly involved. 

5 Upon completion of the procedure, if the conclusion is that there was 
indeed an incident of violence and/or harassment, the appropriate 
consequences are imposed on the involved parties who are at fault. 

 
The company responds to the reports that reach it anonymously, to the best 
extent possible, as long as the complaint contains the necessary information 
that will allow the relevant investigation of the incident of violence or 
harassment. 
 
 
11. What will the consequences be for those who violate the prohibition of 
violence and harassment? 
 
Especially when an employee (or other related employee) violates the 
prohibition of violence or harassment, the company is obliged to take the 
necessary and appropriate measures on a case-by-case basis, to prevent a 
similar incident or behavior from happening again.  
 
Depending on the facts of each case, the company may: 
- Recommend compliance with the policy 
- Change of job position, hours, place or way of providing work. 
- Disciplinary procedure based on the currently applicable Labor Regulations 
(Formal reprimand, fine, mandatory furlough) 
-Termination of the employment relationship. 
 
Employees who withhold incidents or facts, and fail to report them as they 
should, are themselves subject to consequences, as they are in effect enabling 
workplace violence and/or harassment to continue. 
 
 
The company expresses in this policy, zero tolerance for any incident of 
violence or harassment, even if it is isolated. 
 
 
12. How will the parties involved in the complaint be protected from 
retaliation? How is the confidentiality of information related to such a 
complaint ensured? 
 
This policy provides safe and easily accessible channels of communication for 
receiving complaints regarding violence and harassment. In this context: 
 
 



1. It is prohibited, and invalid, to terminate employment (or the legal 
relationship on which the employment is based), as well as any other 
adverse treatment of a person (included in this policy), if this constitutes 
retaliatory behavior or countermeasures (in meaning of art. 14 of Law 
3896/2010) in an incident of violence and harassment, as defined in this 
policy.  

2. Any retaliation or further victimization of him/her is expressly 
prohibited. 

3. The investigation and examination of complaints is always carried out 
with impartiality and protection of confidentiality and personal data, 
both of the victims and the complainants, but also of all the parties 
involved (e.g. the parties will not be informed of the details of witnesses, 
the content of their statements, etc.). 

4. The company in any case cooperates and provides all relevant 
information to the competent authorities, if requested by them. 
 

13. Are there consequences for those who falsely report an incident of violence 
and harassment against them? 

 
It goes without saying that apparently unfounded complaints by employees 
against co-workers or third parties about alleged conduct related to violence 
and harassment will result in adverse consequences for those who made and 
supported them knowing they were false. 
 
Regardless of the consequences that will be imposed by the company on the 
false complainant(s), each employee against whom they have unfairly targeted 
may claim compensation for any damage he/she has suffered. 
 
 
 
14. From when is this policy valid? 
 
This policy takes effect from the date of its validity, following the relevant 
announcement to the company's employees. 
 
A copy of this policy will be available: 
1. On the Notice Boards of all Departments.  
2. On the company's official website: www.skag.gr 
3. It is an official document of the Social Responsibility System HELLA-DIKA 
MAS – ETHOS of SKAG. 
 
 
 
 


