
 
 

 

Policy on Combating Discrimination, Violence & Harassment at 

Work 

 

1. Purpose  

The purpose of the Policy on Combating Discrimination, Violence and 

Harassment at Work is to prevent and combat all forms of 

discrimination based on personal characteristics and choices as well 

as all violence and harassment that occurs in the course of work, 

whether related to or arising from work.   

2. Scope of Application 

This policy applies to all employees of the company, regardless of 

their employment relationship or speciality, in accordance with the 

provisions of Article 3 of Law 4808/2021 

3. Declaration of Zero Tolerance to Discrimination, Violence and 

Harassment 

The Management of AUTOVISION SAKAR S.A. expresses its 

commitment to address and eliminate discrimination, violence and 

harassment in the workplace in order to ensure a working 

environment where respect for human dignity prevails and 

discrimination based on personal characteristics and choices will not 

be allowed. 

4.     Definitions 

4.1  Discrimination : Discrimination is defined as discrimination based on 

sex, race, colour, ethnic or social origin, genetic characteristics, 

language, religion or belief, political opinion, disability or health 

status, age or sexual orientation 4.2.  

4.2  Violence and Harassment : Violence and Harassment are those forms 

of behaviour, acts, practices or threats thereof, which are intended 

to, lead or are likely to lead to physical, psychological, sexual or 

economic harm, whether they occur in isolation or repeatedly. 

Harassment shall also include forms of conduct which have the 

purpose or effect of violating the dignity of a person and of creating 

an intimidating, hostile, degrading, humiliating, dehumanising or 

offensive environment, whether or not they constitute a form of 

discrimination, and shall include harassment on grounds of sex or 

other grounds of discrimination. 

4.3  Gender Harassment & Sexual Harassment : Gender Harassment and 

Sexual Harassment means those forms of conduct related to the 

gender of a person which have the purpose or effect of violating the 



 
 

 

dignity of that person and creating an intimidating, hostile, 

degrading, humiliating, or aggressive environment as defined in Art. 

3896/2010 (A' 107) and par. 2 of Article 2 of Law No. 4443/2016 (Α' 

232). These forms of conduct include sexual harassment under Art. 

3896/2010, as well as forms of conduct related to the sexual 

orientation, expression, identity or gender characteristics of the 

person. 

5. Measures for the Prevention, Control and Mitigation of Risks - 

Information and Awareness-raising actions. 

AUTOVISION SAKAR S.A. takes every possible means in order to 

ensure an accessible, safe and friendly working environment where 

the relations between its employees and its partners are 

characterized by mutual respect, courtesy, honesty, understanding, 

trust, cooperation and support. In the context of : 

• It regularly assesses risks of violence and harassment at work 

by conducting an autopsy of its workplaces, but also by taking 

into account factors such as the proportion of the employee 

population, gender, age and other characteristics that may 

constitute grounds for discrimination against employees. At the 

same time, it assesses the risks relating to specific groups of its 

employees. 

• It provides appropriate information to the executives of the 

Company's individual departments so that they can recognize 

incidents of violence and harassment in the workplace and can 

focus on and discreetly control the potential occurrence of 

incidents of violence and harassment by having open 

communication with employees. 

• Encourage employees to maintain a working climate based on 

respect for human dignity, diversity, solidarity, cooperation and 

mutual assistance as core values. 

• Supervise the implementation of this policy and take action 

against employees who do not comply with it. 

• Evaluate on a regular basis the effectiveness of the above 

preventive and countermeasures and review or update the 

assessment of the above risks and measures in order to ensure 

a safe and fair working environment. 

• Undertakes actions to inform and raise awareness of the risks of 

violence and harassment among its staff, using appropriate 

means (printed and electronic), ensuring that everyone is aware 

of the company's policy and procedures towards incidents of 

violence and harassment, so that employees know where to go 

in the event of such incidents. 

• It also organises targeted staff meetings to discuss relevant 

issues and address potential risks in a timely manner. 



 
 

 

• It encourages employees and managers to participate in 

training programmes and educational seminars on the 

identification and management of risks of violence and 

harassment at work. 

• Provide information on the rights and obligations of employees 

and the employing company, as well as persons exercising 

managerial authority or representing the company, to the 

extent and to the extent of their own responsibility, in the event 

of the occurrence, reporting or reporting of such incidents, and 

on the procedure to be followed in this regard. 

• In particular, the company informs employees of the rights and 

legal possibilities available to an aggrieved person, including the 

right to judicial protection, the submission of a complaint and a 

request for an industrial dispute to the Labour Inspectorate 

within the framework of its statutory powers, the submission of 

a complaint to the Ombudsman also within the framework of 

his/her statutory powers, as well as the submission of a 

complaint to the competent body of the company in accordance 

with the policy for the management of complaints. 

• Ensure employment protection and support for employees who 

are victims of domestic violence, to the extent possible, by any 

appropriate means or reasonable accommodation. In particular, 

the Company demonstrates its support for the above category 

of employees in practice by providing flexible working 

arrangements at the request of the employee victim of domestic 

violence, in order to support the employee in maintaining 

his/her employment and smooth reintegration after similar 

incidents. 

• It appoints as a Reference Person ("liaison") for the guidance 

and information of employees regarding the prevention and 

treatment of violence and harassment at work the Chairman of 

the Board of Directors & Managing Director of the Company, 

Mr.Vassilis Karaferis, whose role is informative and whose 

purpose is to guide and inform employees, regardless of 

whether they address him on the occasion of an incident of 

violence and harassment or a relevant complaint.  

• In this capacity, Mr. Karafferis informs the aggrieved party of 

his ability, at any stage of the procedure followed within the 

Company, to also submit a complaint to the competent 

administrative authorities within their competence, namely the 

Labour Inspectorate and the Ombudsman, as well as to the 

judicial authorities of his choice. 

6. Reporting, Investigation and Handling of Complaints  



 
 

 

Any person who has been affected by an incident of violence and 

harassment during his/her employment relationship or even if the 

contract or employment relationship has ended, has the right: 

• judicial protection to the competent judicial authorities 

• an appeal or complaint and a request for an industrial dispute to 

the competent services of the Labour Inspectorate, within the 

framework of its statutory powers 

• reporting to the Ombudsman within the framework of his 

statutory powers 

• submitting a complaint-report within the company to the 

"reference person" designated by the Company 

Any employee against whom incidents of violence or any form of 

harassment have occurred may submit a written complaint-report to 

the Chairman of the Board of Directors & Managing Director of the 

Company, in his capacity as "reference person" 

The complaint-report may be submitted in person in a closed 

envelope or by e-mail. 

The complaint-report shall include the details of the complainant, i.e. 

the person who has engaged in a form of prohibited conduct, as well 

as a description of the incident which, in the opinion of the 

complainant, constitutes an incident of violence or harassment (with 

reference in particular to the time, place and circumstances of its 

occurrence). 

The "reporting person" shall investigate the complaint-report by 

taking all reasonable steps and collecting any evidence necessary. 

The investigation shall remain strictly confidential, taking into 

account the sensitivity of each case and the need to safeguard the 

confidentiality of the persons involved. In particular, it may request 

the testimony of employees who were present or had knowledge of 

the incident in any way, request additional information from the 

complainant, collect additional evidence documents or telephone or 

e-mail messages to prove or disprove the acts complained of, hear 

the views and explanations of the complainant and any evidence 

he/she may provide to rebut the allegations against him/her. 

Upon completion of its investigation, the Company's designated 

"reporting person" designated above shall report the result of its 

investigation to the Company's management within a reasonable 

time. The result of the investigation shall be communicated to both 

the complainant and the employee complained against so that they 

may take note of it. 

If it is found that an incident of violence or harassment has indeed 

occurred, the Company shall take the necessary appropriate and 



 
 

 

proportionate measures against the complainant, on a case-by-case 

basis. These measures are indicatively: 

• Recommendation for compliance 

• Change of job, working hours, place of work and working 

conditions in general. 

• Termination of his/her employment contract or cooperation with 

the company, subject to the prohibition of abuse of right in 

Article 281 CC. 

 

The Company shall treat with absolute confidentiality and discretion 

the handling of all cases of discriminatory termination, violence and 

harassment. Persons who have filed reports will be informed of the 

receipt of the report and, at regular intervals, of the progress of the 

investigation of their report. Upon completion of the investigation, 

the Company will communicate the results of the investigation as 

soon as practicable and appropriate.  

7. Malicious Complaints 

 Complaints which are proven to be blatantly malicious will be 

considered unacceptable and will be further investigated at the 

discretion of the Management of AUTOVISION SAKAR S.A. both as to 

the motives and the parties involved, in order to restore order by any 

legal means and means. 

 

 

                        

                                     Vasilis Karaferis 

                     Chairman of the Board of Directors & CEO 

 

 


