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EXECUTIVE SUMMARY 
The aims of this diagnostic report are to examine the extent, causes and consequences of 

bogus self-employment (BSE) in Greece, to highlight ways in which national governments have 
sought to address the issue of BSE and to set out recommendations for measures to tackle BSE 
in Greece.  

BSE is a form of non-standard employment that falls between the categories of employment 
and self-employment. It can take the form of a ‘disguised employment relationship’, in which ‘an 
employer treats an individual as other than an employee in a manner that hides his or her true 
legal status as an employee’, and ‘dependent self-employment’, in which ‘workers perform 
service for a business under a contract different from a contract of employment but depend on 
one or a small number of clients for the incomes and receive direct guidelines regarding how the 
work is done’ (ILO 2016: 36). In either case, workers in BSE are typically denied employment 
rights and social protections that are provided to those workers whose status as employees is 
beyond dispute.  

 
Causes and consequences of BSE 
BSE is the consequence of multiple inter-acting factors that relate to a country’s labour law 

framework, tax and social insurance rules, the scope and capacity of enforcement bodies, labour 
market conditions, the employment practices of employers and the organisation of production 
and service delivery.  

By contracting with ostensibly self-employed workers, organisations can avoid making social 
security payments and incurring potential costs associated with employment rights. Disguised 
employment and dependent self-employment are likely to be facilitated where the legal 
distinction between employment and self-employment is ambiguous and where enforcement 
bodies are unable to detect potential cases of BSE and take effective action to protect workers. 
Workers may be discouraged from raising a complaint against their employer and seeking 
requalification of their contract for fear of losing their job. They may also lack information about 
their rights and how they are enforced.  

BSE has substantial consequences for workers, industries and national economies. Workers 
may be de facto employees yet be without the employment rights and social protections that are 
granted to those whose status as employees is unambiguous and uncontested. They may face 
greater health and safety risks while being denied the right to compensation. Employers who 
avoid hiring workers on a BSE basis risk being undercut by those that have no such qualms. 
Furthermore, BSE implies a reduction in the potential tax revenue and social insurance 
contributions paid to the state. 

 

The Greek context 
The self-employment rate in Greece is far higher than the average for the EU28. Among 

OECD economies, only Mexico has a self-employment rate as high as that of Greece. According 
to the 2015 European Working Conditions Survey (EWCS), 28 percent of self-employed 
individuals in Greece believe they have no alternative work options. The corresponding figure for 
the EU28, where self-employment is less common, is 20 percent. 

In general, labour rights in Greece are not extended to workers in dependent self-
employment. The only exception concerns collective agreements. Greece does not have a 
statutory definition of employment or self-employment and the task of determining the existence 
of an employment contract relies on case law. However, there are elements of labour law that 
are positive in relation to BSE prevention, notably a presumption in favour of employment where 
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work has been performed for the same organisation for nine consecutive months.  However, 
SEPE (the labour inspectorate) has no mandate to investigate cases of suspected BSE. Court 
proceedings are frequently lengthy and the criteria that are used to determine the existence of 
an employment relationship are insufficiently clear. 

Law 4387/2016 established a ‘Unified Social Security Fund’ (EFKA), harmonised social 
insurance contributions for employees and the self-employed and introduced social insurance 
provisions for workers in dependent self-employment. Self-employed persons who are paid on 
the basis of invoices issued for their services, and who have no more than two clients, can 
register on a special platform. Social insurance contributions are shared by the worker and their 
client. Individuals who register on the platform are not formally designated as employees and do 
not have employment rights. The platform began to operate in April 2017.  

 

The extent and characteristics of BSE in Greece 
Analysis of the data from the 2015 EWCS suggests that self-employed persons in Greece 

accounted for almost 36 per cent of total employment in 2015. Those working on an own-
account basis comprised 26.2 per cent of all those in employment. Dependent self-employment 
accounted for almost 13 per cent of all own-account employment and 3.4 per cent of total 
employment. A further 29.4 per cent of own account workers were in a ‘grey zone’ of self-
employment that fell short of genuine independent self-employment. This means that 
approximately 43 per cent of all own account workers were in a self-employment situation that 
lacked some or all of the characteristics of genuine independent self-employment. These 
workers represented 11 per cent of all employed persons. Agricultural work accounted for a 
substantial proportion of dependent self-employment.  

The EWCS data suggests that although the percentage of women in self-employment is 
slightly lower than the percentage of men, the percentage of women who are in dependent or 
‘grey zone’ self-employment is higher (12.2 compared to 10.3 per cent). Almost half of all 
workers aged 50 years and over are self-employed, compared to less than one-quarter of those 
aged under 35 years. Accordingly, a relatively large percentage of workers aged 50 years and 
older are in dependent or ‘grey zone’ self-employment. The risk of dependent self-employment 
is greater for workers whose highest education level is lower secondary when compared to 
workers who have completed upper secondary or tertiary education.  

Skilled agriculture, forestry and fishery workers have the greatest relative risk of being in 
either dependent or ‘grey zone’ self-employment. Dependent and ‘grey zone’ self-employment 
together accounted for almost 40 per cent of all employment in the agriculture, forestry and 
fishing sector. Between 10 and 12.5 per cent of workers employed in the construction, wholesale 
and retail, transportation and storage, administration and support service and education sectors 
are in dependent or ‘grey zone’ self- employment. 

 

Registrations on the EFKA Platform 
For the purposes of this report, the Unified Social Insurance Agency (EFKA) was asked to 

provide information about self-employed workers with up to two employers/clients per year. The 
information provided related to the period ending December 2017. Approximately 30,000 
individuals were registered on the platform at that time. 

Slightly more than 60 percent of the workers registered with EFKA worked for legal entities 
under public law, primarily universities, technological educational institutes (TEIs) and research 
centres. Private enterprises of various types accounted for almost 20 percent of the workers 
registered on the EFKA Platform while legal entities under private law (quasi-public) accounted 



Diagnostic Report on Bogus Self-Employment in Greece and Recommendations for Reforms 

 

7 
 

for a further 17 percent. Fifty-two percent of the workers registered on EFKA’s platform were 
involved in educational activities. A further 20 percent were engaged in professional, scientific 
and technical services, and almost 15 percent in human health and social work activities. No 
registrations were identified for self-employed persons working in agriculture, manufacturing, 
water supply, transportation and storage, financial services, real estate activities and activities of 
households as employers.  

The absence of the agricultural sector from the EFKA database is particularly notable, given 
that skilled agriculture, forestry and fishery workers have the greatest relative risk of being in 
either dependent or ‘grey zone’ self-employment.  

 

Employers’ views 
The report analysed data from a survey of 30 owners and managers of organisations that hire 

self-employed workers. The survey was designed to explore their reasons for contracting with 
self-employed individuals and their practices in respect of them.  

Interviewees gave a range of reasons for contracting with self-employed workers. Frequently 
mentioned reasons were the short duration of the tasks that needed to be undertaken, perceived 
costs and risks associated with direct employment and organizational ‘flexibility’. Many 
interviewees said that their organisation provided self-employed workers with office space and 
equipment. Some organisations extended some of their employment practices to the self-
employed workers that they hired. This was most common in relation to annual leave policies.   

Some interviewees claimed that tax and social insurance reforms had eroded financial 
incentives associated with self-employment and had resulted in workers preferring to be 
employed rather than self-employed. Some claimed to be unconcerned about whether the 
individuals they hired became employees or remained self-employed, as long as the total cost of 
hiring them was unaffected. Other interviewees said that if a self-employed individual wished to 
join the EFKA platform, the organisation would wish to alter their remuneration so as to ensure 
that the insurance contributions paid by the organisation would not result in an increase in the 
total cost of hiring the individual. 

Many interviewees said that they had found it difficult to keep up with the pace of change in 
social insurance rules. Some believed the public authorities did not provide a sufficient amount 
of advice and guidance and said that they would welcome more. 

 
Workers’ views 
The report examined the views of workers working on a self-employed basis for a small 

number of clients. The findings are derived from 11 focus groups. Together, the focus groups 
comprised 80 individuals.  

Many ostensibly self-employed workers performed duties that were similar to those of 
employees, used equipment that was provided by their client and performed their work at their 
client’s premises. For these workers, the principal difference between them and direct 
employees was that they were paid on the basis of invoices for services rendered. In some 
cases, providing invoices for services rendered was the preferred way of working. Many 
workers, however, said that the reason they worked on this basis was because their client 
required it and they had ‘no other choice’. Several individuals believed that clients preferred 
contracting with self-employed workers as it enabled them to avoid employment rights.  

Focus group participants identified many disadvantages associated with their self-employed 
status. Individuals spoke of having the same responsibilities as regular employees, but without 
the employment rights that were available to those employees. Uncertainty and anxiety 
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stemming from irregular payments were also reported. Some self-employed individuals stated 
that they would prefer to be directly employed rather than self-employed. Others, however, 
believed they would suffer financially or lose autonomy, were they to become employees or join 
the EFKA Platform. 

Several focus group participants felt that tax and social insurance rules were too complex and 
had been changed too frequently, resulting in uncertainty about their rights and responsibilities. 

 
Measures to tackle BSE 
Workers who are in disguised employment or dependent self-employment are located in a 

‘grey area’ between employment and self-employment and this presents a challenge to legal 
systems. Some countries have responded to this challenge by creating hybrid or intermediate 
categories. This has been done with the aim of extending some protection to workers in 
dependent self- employment, providing them with certain rights that are not granted to workers 
in independent self-employment. This approach has been adopted in countries such as 
Germany, Italy, Spain, Portugal and the UK.  

Although the use of hybrid categories can result in workers in dependent self-employment 
being granted some protection, there are also substantial risks associated with the use of 
intermediate categories. They may create an incentive for organisations to use dependent self-
employed workers in place of employees or disguise the existence of an employment relations. 
Workers may thus be forced into a status that provides them with fewer rights.  

Although the criteria that are used to distinguish employment from self-employment (and 
genuine from dependent self-employment) vary between countries, there is typically an 
emphasis on criteria that might indicate subordination of the worker to the authority of the 
employer.  

Some countries have sought to raise awareness of BSE. Countries such as the Netherlands 
and UK have created on-line resources that enable workers and organisations to assess 
whether the relationships they enter into are employment relationships. The social partners can 
also play an important role in relation to awareness raising.  

Enforcement bodies (labour inspectorates and tax/social insurance bodies) in a number of 
EU countries have targeted specific high-risk sectors for proactive enforcement. Enforcement 
bodies have also created channels via which workers, employers and members of the public can 
reporting a complaint or raise a concern in relation to BSE and/or undeclared work.  

In many EU countries the principal sanction applied in cases of BSE is requalification of the 
employment status. However, workers may face difficulties in obtaining re-qualification, given 
that this is typically a matter for labour courts rather than labour inspectorates. Sweden has 
permitted trade unions to sue employers on workers’ behalf. A further important measure is 
reversal of the burden of proving employee status, as has been done in countries including 
Belgium and Greece. 

Some countries apply penalties in the form of fines and require that organisations found to 
have mis-classified employees pay the taxes that should have been paid in respect of that 
employee. However, some (such as Italy) apply lower penalties if organisations volunteer to 
rectify misclassifications.  

 

Policy recommendations for Greece 
The task of tackling BSE calls for a combination of deterrence-oriented and incentive-oriented 

measures and a strategic, joined-up approach by relevant ministries and enforcement bodies. All 
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measures should be consistent with ILO’s Recommendation No. 198 (2006), which sets out 
principles to guide countries’ attempts to develop policies to prevent employees being 
misclassified as self-employed. 

Greece has legal and institutional resources that can be built upon in tackling BSE, notably: a 
presumption of an employment relationship after nine months of continuous engagement of a 
self-employed worker; a rebuttal presumption, that places the burden of proof on employers in 
cases where the existence of an employment relationship is disputed; an insistence on the 
‘primacy of the facts’; a framework for cooperation between SEPE and EFKA; the ERGANI 
database, which collects information about employment flows; and a requirement that payments 
relating to the supply of labour services be made through electronic banking. 

There are, however, a number of problematic areas, notably: the amount and quality of 
information available to workers and organisations is arguably insufficient; the legal process for 
determining whether re-qualification of a workers’ employment status is justified can be very 
protracted and uncertain; SEPE (the labour inspectorate) has very limited authority to investigate 
potential cases of BSE; the criteria for distinguishing employment from self-employment are 
insufficiently clear; there are no contract auditing criteria; the EFKA platform is insufficiently 
encompassing and has ‘under recruited’ from sectors in which dependent self-employment is 
most common. 

The focus of attention should be on remedying these problems. In introducing new measures, 
it will be important to have the support of the social partners, who should be encouraged and 
enabled to play a greater role in tackling BSE.   

Section 8 sets out a series of recommendations. These include: enabling workers to register 
on the EFKA platform without requiring the consent of their employer; a review of the platform to 
determine why workers in high-risk sectors have not registered; better information for workers 
and employers (including the creation of an on-line status check tool); awareness-raising 
campaigns; providing SEPE with the authority to investigate suspected cases of BSE (even 
where workers are certified as self-employed) and take action where BSE is detected; the 
development of contract auditing criteria to enable labour inspectors to determine workers’ 
employment status; targeted investigations based on assessments of risk; the creation of an 
electronic database of complaints and investigations; joined-up activities, joint inspections and 
data-sharing on the part of SEPE, EFKA, the tax authority and the Ministry of Finance; naming 
and shaming of serious or repeat offenders; better reporting mechanisms and protection of 
whistle-blowers; clarification of the responsibilities of businesses involved in sub-contracting 
arrangements; suing public procurement as a tool for promoting good practice; and enabling 
dependent self-employed workers to join trade unions.  

Reforms should be subjected to rigorous evaluations so that their impacts can be measured. 
Information about BSE should be collected by the authorities on a regular basis. Detailed 
analyses of existing datasets and in-depth studies of specific sectors should be undertaken to 
provide up-to-date in-depth analysis of the prevalence and character of BSE and enable more 
effectively targeted enforcement activities.  

  
Introduction 

The aims of this diagnostic report are to examine the extent, causes and consequences of 
bogus self-employment (BSE) in Greece, to highlight ways in which national governments have 
sought to address the issue of BSE and to set out recommendations for measures to tackle BSE 
in Greece.  

BSE is a form of non-standard employment that falls between the legal categories of 
employment and self-employment. It can take the form of a ‘disguised employment relationship’, 
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in which ‘an employer treats an individual as other than an employee in a manner that hides his 
or her true legal status as an employee’, and ‘dependent self-employment’, in which ‘workers 
perform service for a business under a contract different from a contract of employment but 
depend on one or a small number of clients for the incomes and receive direct guidelines 
regarding how the work is done’ (ILO 2016: 36). In either case, workers in BSE are typically 
denied employment rights and social protections that are provided to those workers whose 
status as employees is beyond dispute.  

The extent of BSE is difficult to assess (Heyes and Hastings 2016). However, Eurofound’s 
(2016a) analysis of the sixth European Working Conditions Survey (EWCS), conducted in 2015, 
found that 13 per cent of all self-employed workers in the European Union (EU) met none or only 
one of three criteria used to establish the independence of self-employed persons: firstly, having 
more than one client; secondly, being able to hire employees if necessary; and, thirdly, being 
able to make the most important decisions about how to run the business. Furthermore, the 
Eurofound study noted that 30 per cent of those reporting as self-employed and without 
employees met only two of the three criteria and thus could not be deemed to be in genuine 
independent self-employment (Eurofound 2016a: 24). A further study by Eurofound (2016b: 9) 
found that contracting involving self-employment and freelancers was one of the forms of 
contracting most prone to fraudulent use in EU Member States. 

As discussed in this report, the proportion of workers in self-employment is large in Greece 
when compared to other EU economies. The proportion of workers in dependent self-
employment is also relatively substantial.  

 
The report is organised as follows: 

• Section 1 provides a brief overview of the causes and consequences of BSE, drawing on 
academic and policy literatures.  

• Section 2 describes the economic, legal and policy context in Greece.  

• Section 3 presents a detailed analysis of the extent and characteristics of BSE in Greece, 
based on data from the 2015 EWCS and social partner inputs.  

• Section 4 presents an analysis of registrations on the EFKA Platform, which is a register of 
self-employed individuals who have no more than two clients. 

• Section 5 reports findings from interviews conducted with 30 private and public sector 
organisations. These interviews, which also took place in summer 2018, probed employers’ 
employment and contracting practices and how they have been affected by developments 
in the economy and the policy environment. 

• Section 6 reports findings from focus group interviews undertaken with self-employed 
workers in summer 2018. The purpose of these interviews was to explore workers’ 
experiences of dependent self-employment.  

• Section 7 examines steps taken by national governments and enforcement bodies to tackle 
BSE and highlights examples of policies that might be considered to represent good 
practices.  

• Section 8 is concerned with the possibilities for policy reform in Greece. This section 
contains a summary of the report’s principal findings and sets out recommendations for 
action.  
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1. Causes and consequences of BSE 
 
Summary 
• BSE is the consequence of multiple inter-acting factors. 

• Important drivers of BSE include organisations’ desire to evade legal obligations in 
relation to tax, social security and employment rights, complex subcontracting chains, 
the growth of the collaborative economy, legal ambiguities relating to the distinction 
between employment and self-employment and insufficient enforcement activity. 

• BSE is spreading from manual to non-manual occupations. ICT is playing an important 
role in this regard. 

• BSE has substantial negative consequences for workers, industries and wider society. 

 
BSE is the consequence of multiple inter-acting factors that relate to a country’s labour law 

framework, tax and social insurance rules, the scope and capacity of enforcement bodies, labour 
market conditions, the employment practices of employers and the organisation of production 
and service delivery (Večerník 2011, Eurofound 2016b: 20, Wagner and Bernsten 2016: 196).  

By contracting with ostensibly self-employed workers, organisations can avoid making social 
security payments and incurring potential costs associated with employment rights relating to, 
for example, sickness absence, paid holidays and maternity/paternity leave, as well as training 
and equipment costs. Disguised employment and dependent self-employment are likely to be 
encouraged where the legal distinction between employment and self-employment is 
ambiguous, where organisations and workers lack the means of determining workers’ status and 
where enforcement bodies are unable to detect potential infringements of rules relating to social 
insurance and employment rights and take effective action to tackle infringements and protect 
workers (Eurofound 2017a; Heyes and Hastings 2016). Workers may be discouraged from 
raising a complaint against their employer and seeking requalification of their contract for fear of 
losing their job. They may also lack information about their rights and how they are enforced. 
Access to information might be a particular problem for migrant workers, who face a 
disproportionate risk of entering BSE (Eurofound 2017a).  

The economic crisis has had important consequences in this regard. The increase in 
unemployment after 2008 led to an increase in self-employment in some countries, some of 
which is likely to have constituted BSE. Austerity measures introduced in the wake of the 
financial crisis resulted in reduced budgets and staffing for enforcement bodies, thereby 
hindering their ability to perform their deterrence and compliance-related functions (Heyes and 
Hastings 2016). Tax and social insurance reforms aimed at stimulating self-employment as a 
means of reversing job losses have also had unintended consequences in relation to BSE in 
some countries (Heyes and Hastings 2016). In Spain, for example, efforts by the government to 
encourage entrepreneurial activity included a reduction in social security contributions, which 
stimulated a growth in self-employment and BSE (Serrano García, 2016). 

Cost pressures have been identified as an important cause of BSE in some sectors. 
Thörnquist’s (2015) study of the road-haulage industry in Sweden, for example, has described 
how the employment of Eastern European workers at relatively low wage rates has created 
downward pressure on prices and profits, which has in turn encouraged hauliers to substitute 
nominally self-employed drivers for directly-employed drivers. BSE has also long been prevalent 
in other labour-intensive industries, such as construction, cleaning and agriculture (Jorens 2008, 
Thörnquist 2013). Recently, ICT has facilitated the spread of BSE to non-manual occupations. 
Examples include software developers working at home, call centres that operate in private 



Diagnostic Report on Bogus Self-Employment in Greece and Recommendations for Reforms 

 

12 
 

households and parking lots where workers respond to supervisors and have defined hours of 
work yet are not regarded as employees (ILO (2013: 18). ‘Platform’ companies such as Uber 
and Deliveroo have also been identified as important in facilitating BSE. Although platforms 
typically treat workers as though they are self-employed, the standards of service to be provided 
or the price of the service are in many cases determined by the platform, implying a relationship 
of dependent self-employment or disguised employment (Heyes and Newsome 2017; De 
Stefano, 2016).  

BSE has substantial consequences for workers, industries and national economies. Workers 
may be de facto employees yet be without the employment rights and social protections that are 
granted to those whose status as employees is unambiguous and uncontested. They may face 
greater health and safety risks while being denied the right to compensation. Employers who 
avoid hiring workers on a BSE basis risk being undercut by those that have no such qualms. 
Furthermore, BSE implies a reduction in the potential tax revenue and social insurance 
contributions paid to the state (Heyes and Hastings 2016; Eurofound 2017a: 10). 

Having briefly reviewed some of the most important causes and consequences of BSE, the 
report will go on to investigate BSE in the context of Greece.  

 

2. The Greek context1 

 
Summary 

• The self-employment rate in Greece was approximately 30 percent in 2017. This was 
far higher than the average for the EU28.  
 

• Among OECD economies, only Mexico has a self-employment rate as high as that of 
Greece. 
 

• According to the 6th European Working Conditions Survey, 28 percent of self-
employed individuals in Greece believe they have no alternative work options. The 
corresponding figure for the EU28, where self-employment is less common, is 20 
percent. 
 

• There are elements of labour law that are positive in relation to BSE prevention, 
notably the presumption in favour of employment where work has been performed for 
the same organisation for nine consecutive months.  
 

• However, SEPE (the labour inspectorate) has no mandate to investigate cases of 
suspected BSE.  
 

• Court proceedings are frequently lengthy and the criteria that are used to determine 
the existence of an employment relationship are insufficiently clear. 
 

Section 2 examines the economic, policy and institutional environment and assesses the 
consequences for the labour market and BSE in particular. It discusses factors that might 
encourage the growth and perpetuation of BSE and the steps that the Greek government has 
taken to address the issue of dependent self-employment.     

                                                             
1 Section 2 draws on two unpublished input reports prepared for the ILO: (i) Karantinos, D. (2018) Self-employment and Bogus 
Self-employment in Greece; (ii) Papadimitriou, C. (2018) Bogus and Dependent Self-employment in Greece. 
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2.1. Self-employment in Greece 
In 2017, self-employment accounted for approximately 30 percent of all employment in 

Greece. The share of self-employed workers in total employment in Greece is larger than in any 
other EU Member State. As can be seen from Figure 1, the rate of self-employment in Greece 
(expressed as a percentage of total employment2) is far above the average for the EU28. Among 
OECD economies, only Mexico has a self-employment rate as high as that of Greece. 
Figure 1. Self-employment rate in Greece and the EU28, 2000-2017. 

 

Source: Author’s calculation, based on EU LFS data [lfsa_esgais]. 

According to EU Labour Force Survey data, in the third quarter of 2017 own account workers 
(self-employed persons without employees) comprised 22.6 percent of total employment, self-
employed persons with at least one employee accounted for 7.2 percent, unpaid family workers 
for just under 4 percent3 and salaried employees 66.3 percent4. Depending on the definition 
used, self-employment thus ranged from 22.6 percent (counting only the own account workers) 
to 33.6 percent (including employers and family workers) of total employment5.  

                                                             
2 All employed persons aged 15 years and over. 
3 The self-employment rate reported by the OECD includes unpaid family workers. According to this measure, the self-
employment employment rate in Greece in 2017 was approximately 34 percent. 
4The EU-LFS defines the following categories: Employers employing one or more employees (self-employed with employee): 
persons who work in their own business, professional practice or farm for the purpose of earning a profit and who employ at 
least one other person; Self-employed not employing any employees (self-employed without employees): persons who work in 
their business, professional practices or farm for the purpose of earning a profit and who employ no other persons; Employees: 
persons who work for a public or private employer and who receive compensation in the form of wages, salaries, fees, 
gratuities, payment by result or in kind (non-conscripted members of the armed forces are also included); Family workers: 
persons who help another member of the family to run a farm or business, provided they are not classed as employees. 
5 According to World Bank, self-employed workers are those workers who; working on their own account or with one or a few 
partners or in cooperative; hold the type of jobs defined as a self-employment jobs (i.e. jobs where the remuneration is directly 
dependent upon the profits derived from the goods and services produced). Self-employed workers include three 
subcategories: employers; own-account workers; and members of producer’s cooperatives. Please, see: 
https://tradingeconomics.com/greece/self-employed-total-percent-of-total-employed-wb-data.html. According to OECD: Self-
employment is defined as the employment of employers, workers who work for themselves, members of producers' co-
operatives, and unpaid family workers. The latter are unpaid in the sense that they lack a formal contract to receive a fixed 
amount of income at regular intervals, but they share in the income generated by the enterprise. Unpaid family workers are 
particularly important in farming and retail trade. All persons who work in corporate enterprises, including company directors, 
are considered to be employees. Self-employment may be seen either as a survival strategy for those who cannot find any 
other means of earning an income or as evidence of entrepreneurial spirit and a desire to be one's own boss. Please, see: 
https://data.oecd.org/emp/self-employment-rate.htm  
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Greece also has a very high share of SMEs, particularly micro enterprises, when compared to 
the EU average. According to information for 2016, micro enterprises in Greece comprised 96.8 
percent of all enterprises, compared to an average of 92.8 percent for the EU286.  

Eurofound’s (2017b) recent analysis of data from the Sixth European Working Conditions 
Survey, conducted in 2015, suggests that a large percentage of Greek workers are in 
‘involuntary’ self-employment. The EWCS asked self-employed workers about their reasons for 
being self-employed, examining whether it was a personal preference, a consequence of a lack 
of alternative work opportunities, a combination of the two or neither. Figure 2 shows the 
percentage responses for Sweden, Croatia, Greece and the EU28. Sweden has been included 
for purposes of comparison because it was the EU country with the largest percentage of self-
employed workers reporting that self-employment was their preference and the smallest 
reporting that it was because of a lack of alternatives. Croatia is included because the 
percentage reporting that self-employment was their preference was the lowest in the EU and 
the percentage claiming there was no alternative was the highest. As can be seen, 28 percent of 
self-employed individuals in Greece believed they had no alternative work options. This is 
substantially above the EU28 average of 20 percent. A further 22 percent said that self-
employment was partly a preference and partly due to a lack of alternatives. The corresponding 
figure for the EU28 was 16 percent. Although 47 percent of self-employed workers said that self-
employment was mainly their preference, the percentage who gave this answer was the sixth 
lowest in the EU (only in Portugal, Poland, Hungary, Austria and Croatia was the percentage 
lower). These figures suggest, therefore, that self-employment is frequently a result of a highly 
constrained choice and economic necessity rather than something that is actively sought by 
Greek workers. Furthermore, 75 percent of self-employed persons in Greece stated that they 
would not be financially secure in the case of a long-term illness. This was the highest 
percentage among EU Member Countries (the second highest figure was Cyprus, where 72 
percent of self-employed said they would not be financially secure) (Eurofound 2017b: 13). 

Figure 2. Reasons for self-employment (%) 

 

Source: Adapted from Eurofound (2017: 11). 
                                                             
6 Micro enterprises are defined as those employing less than 10 employees and small enterprises those that employee less 
than 50 employees. Source: SBA Fact Sheets, available at: https://ec.europa.eu/growth/smes/business-friendly-
environment/small-business-act_el. 
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2.2. The changing policy context 
The economic crisis that began in 2008 had a particularly pronounced effect on Greece. Total 

unemployment increased from 7.8 to 27.5 percent of the active population between 2008 and 
2013 (the peak year for unemployment). Young people were particularly badly affected: over the 
period 2008 to 2013 unemployment among people aged less than 25 years increased from 21.9 
to 58.3 percent7. During this period, the self-employment rate increased from approximately 35 
to 37 percent of total employment.  

The economic crisis exposed underlying structural weaknesses in the Greek economy. 
Greece’s budget deficit and public debt levels were revealed to be substantially higher than 
official figures had previously suggested, resulting in a rapid and large increase in Greece’s 
borrowing costs (Matsaganis 2012). Economic disruption ultimately resulted in Greece entering 
into three memoranda of understanding (MoU) with the so-called Troika, composed of the 
European Commission, European Central Bank and the International Monetary Fund. In return 
for financial assistance, the Greek government agreed to undertake a number of economic and 
social policy reforms, including reducing government spending and increasing taxes. Greece 
has also introduced various reforms intended to reduce the costs of employing workers and 
increase employment. The reforms have included a reduction in the minimum wage, a 
prohibition on wage increases, an increased probation period for new employees, a dilution of 
restrictions on dismissals and reduced compensation payments for redundancy (Dimoulas 
2014). Unemployment benefits and pensions have also been cut. Furthermore, public sector 
employment has been affected as the first and second MoUs required the government to reduce 
general government employment by 150,000, by 20158.  

In response to the growth in unemployment, financial support has been provided to encourage 
self-employment. Over the period 2007-2013, 35,895 individuals were assisted to start their own 
business and become self-employed (own account workers) or employers (self-employed with 
employees) at a total cost of EUR 637.3 million. The main target group of the entrepreneurship 
interventions during the 2007-13 period was young people (OECD, 2016). Approximately 20 
percent of the beneficiaries have employed at least one more worker for the needs of their 
businesses, thus contributing to employment generation. (Gruber et al., 2014).  

The MoUs have also led the government to take measures to tackle undeclared and 
uninsured work9. In particular, the third MoU, approved in 2015, included a commitment on the 
part of the authorities to develop an ‘integrated action plan to fight undeclared and under-
declared work in order to strengthen the competitiveness of legal companies and protect 
workers as well as raise tax and social security revenues’10. The strategy has involved the 
implementation of an integrated operational plan (ARTEMIS) to combat UDW, inspections 
targeted on the basis of risk assessments and high and on-the spot fines for employers of 
10,500 Euros per undeclared employee11. The fine is the same for large and small enterprises. 

                                                             
7 Eurostat measure of annual average unemployment rate [une_rt_a] 
8 Source: Memorandum of Understanding on Specific Economic Policy Conditionality. Fourth Review, April 2014. 
9 In general, the Memoranda prompted the Greek authorities to strengthen the fight against undeclared work and to raise the 
effectiveness of the Labour Inspectorate through focusing on its core roles of enforcing labour law and labour contracts and 
health and safety standards. Please see: Memorandum of Understanding on Specific Economic Policy Conditionality (Fifth 
update), 31 October 2011; Memorandum of Understanding on Specific Economic Policy Conditionality, 11 March 2012; 
Memorandum of Understanding on Specific Economic Policy Conditionality, Fourth Review, April 2014. 
10 To develop and support actions to tackle undeclared work, the ILO, in close collaboration with the Government and the 
social partners in Greece, subsequently formulated a project, funded by the EU (‘Supporting the transition from informal to 
formal economy and addressing undeclared work in Greece’). This project has helped to design policy measures to tackle 
UDW and strengthen the labour inspection system. 
11 In case of recurrence of the violation (ascertained by an inspection carried out on a different date, within three years of the initial 
inspection), the fine of EUR 10,500 per undeclared worker is increased by 100 per cent for the first repeated infringement, and 200 per 
cent for any subsequent infringement. It is assumed that the employment relationship lasted for three months, unless the employer or the 
employee prove otherwise. Insurance contributions are charged from the date of the audit. The basis for calculating the contributions is the 
minimum legal wage or the minimum legal day wage. If the employer recruits the undeclared worker to a full-time contract within 10 
working days of the date of the inspection, the fine is reduced to either EUR 7,000 (in the case of recruitment with a contract of at least 
three months’ duration), EUR 5,000 (in the case of recruitment to a contract of at least six months’ duration, or EUR 3,000 (in the case of 
recruitment to a contract of at least one year’s duration). 
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Some inspections have been undertaken by joint teams composed of the Labour Inspectorate 
(SEPE), the Unified Social Insurance Agency (EFKA) and the Financial Police. The competence 
of the Special Insurance Inspection Body (IKA-EΥΠΕΑ) has been extended beyond uninsured 
work to also cover UDW (through Law 4255/2014). There is some concern on the part of SEPE 
that BSE might be a tactic by which organisations seek to avoid potential sanctions for UDW. 

As part of the government’s efforts to tackle UDW, an IT system - ERGANI – has been 
introduced. The system, which assists enforcement bodies in preparing, conducting and targeting 
inspections, records employment flows in the private sector. Employers are required to supply 
electronic reports on recruitment, voluntary departures, dismissals and overtime, and data on part-
time and job rotation, firm-level agreements and annual leave. However, employers are not required 
to provide information relating to any self-employed individuals that they might contract with.  

A further step to tackle UDW and tax evasion has been the introduction of a requirement that 
all payments from clients to self-employed individuals with a value greater than EUR 200 be 
made electronically. This has been done in order to prevent the paying of envelope wages and 
the under-reporting of payments.   
 

2.3. Labour law and employment status 
In general, labour rights are not extended to workers in dependent self-employment. The only 

exception concerns collective agreements. Article 1 of Law 1876/1990 concerning free collective 
bargaining states that the right to conclude collective agreements also applies to persons who ‘while 
not bound by a dependent employment relationship, perform their work in a situation of dependence 
and require protection similar to that enjoyed by employees’. Therefore, associations of economically 
dependent persons or trade unions are permitted, in principle, to conclude collective agreements that 
cover dependent self-employed workers. However, to date this has never been done.  

Unlike some countries, Greece does not have a statutory definition of employment or self-
employment (Papadimitriou 2017) and the task of determining the existence of an employment 
contract, which does not have to be in writing, relies on case law. The Greek legal system does, 
however, include some positive rules that are of relevance to BSE. The principle of the primacy 
of facts is followed and judges are entitled to requalify contracts, taking into account the 
conditions under which the contract is executed. They can, therefore, rule that an employment 
relationship exists, regardless of the contractual label used by the employing organisation, when 
the substance of the work relationship indicates subordination of the worker to the organisation.  

A legal presumption of dependent employment relationship is also provided by Greek law 
(Article 1 of Law 3846/2010). A presumption in favour of self-employment12 was abolished in 
201013 and the opposite presumption in favor of an employment relationship was introduced in 
an effort to tackle the problem of disguised employment. In cases where work is provided 
personally, solely or primarily for the same employer for nine consecutive months, it is presumed 
that the contract is a dependent employment contract. There is a rebuttable presumption and the 
employer has the opportunity to try to prove that the worker concerned is not required to follow 
instructions concerning the place, time and manner in which work is performed. It is provided 
that, should it be difficult to determine whether the relationship is dependent and independent, 
then it will be assumed that a dependent employment relationship is involved. 

Despite the legal presumption in favour of employment relationships, there are a number of 
difficulties involved in detecting BSE and determining workers’ employment status.   

The ability of the Greek labour inspectorate, SEPE, to address BSE is severely hampered 
because labour inspectors only have competence in relation to direct waged employment. 
Workers who are self-employed are required to obtain a certificate from the social security fund 
in order to demonstrate that they are insured. A labour inspector can demand to see this 
                                                             
12 Law 2639/1998. 
13 Art 1 of Law 3846/2010. 
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certificate. However, if a certificate is presented to a labour inspector, they have no authority to 
investigate further. By extension, SEPE has no contract auditing criteria or other tools that might 
help labour inspectors to determine whether or not an employment relationship exists.  

In Greece, the power to determine whether or not an employment relationship exists resides 
with court judges and the judicial process often takes a substantial amount of time (e.g. two 
years). In deciding individual cases the courts take an ‘holistic view’ on whether a person 
qualifies as an ‘employee’14. A number of criteria are used and no single criterion dominates. 
However, certain criteria are of particular importance. Perhaps of greatest importance is whether 
a worker is directed by another individual and is therefore in a subordinate relationship. The 
existence of work instructions and the control of work are the main elements of subordination15 
(e.g. whether the employer may direct the way in which the work is performed, determine the 
hours involved and provide the employee with direction). However, the issuing of work 
instructions is insufficient to justify re-classifying a self-employed individual since a self-
employed person can also receive instructions. Moreover, individuals might have a substantial 
amount of autonomy yet be subordinate in other respects16. In short, the degree of subordination 
that is required is dependent on the characteristics of the concrete activities undertaken17.  

Another important indicator of subordination is whether work is carried out within specific 
hours or at an agreed place. In general, the Supreme Court denies employee status if a person 
is proved to be essentially free to decide when to perform work18. However, the availability of a 
person being required under a contract implies subordination19. Therefore, the freedom of a 
person to structure her work and decide upon the working hours and the place of work is of key 
importance.  However, the extent of the necessary power to direct may vary from case to case 
with respect to location, time and work content. For instance, external vendors are typically free 
to determine their place of work, but they may qualify as employees if they receive instructions 
and are required to work at particular times20. Similarly, telework may allow considerable 
freedom with regard to working time, yet individuals who perform this work are often employees, 
receiving instructions about how they should perform their work21.  

The fact that work is performed solely or mainly for purposes determined by another may also 
represent evidence of the existence of an employment relationship22. As a general rule, work 
which is performed under an employment contract must be carried out in person23. According to 
Article 651 of the Civil Code, an employee does not have the right to substitute another for herself 
in the performance of work. Another relevant consideration is the existence or not of 
entrepreneurial risks. Individuals who voluntarily bear such risks are regarded as self-employed24. 
Individuals who either do not bear risk or do so involuntarily are regarded as employees.    

There are also a number of ‘subsidiary indicators’ of an employment relationship. These include 
travel payments made to the person performing the work25, granting of annual holiday 
entitlements26 and payment of social security contributions27. An employment relationship is also 
implied if an individual has placed his or her entire working abilities at the disposal of another 

                                                             
14 Areios Pagos {Supreme Court) 977/2000, Δελτίον Εργατικής Νομοθεσίας  (Bulletin of Labour Law} 2002, p. 532. 
15 Areios Pagos {Supreme Court) 473/1994, Δελτίον Εργατικής Νομοθεσίας  (Bulletin of Labour Law} 1995, p. 270. Areios 
Pagos  {Supreme Court) 668/1991 Επιθεώρηση Εργατικού Δικαίου (Review of Labour Law) 1993  p.  646.    G.Leventis-C. 
Papadimitriou, Ατομικό Εργατικό Δίκαιο {Individual Labour Law}, (Athens, DEΝ,2011) p. 42. 
16 Areios Pagos {Supreme Court) 469/1988, Δελτίον Εργατικής Νομοθεσίας  (Bulletin of Labour Law} 1969, p. 1. Areios Pagos 
{Supreme Court) 1855/1989, Δελτίον Εργατικής Νομοθεσίας  (Bulletin of Labour Law} 1989, p. 605. 
17 G.Leventis-C. Papadimitriou, Ατομικό Εργατικό Δίκαιο {Individual Labour Law}, (Athens, DEΝ,2011) p. 41. 
18 Areios Pagos {Supreme Court) 1657/1995, Δελτίον Εργατικής Νομοθεσίας  (Bulletin of Labour Law} 1997, p. 955. Areios 
Pagos {Supreme Court) 1045/1997, Δελτίον Εργατικής Νομοθεσίας  (Bulletin of Labour Law} 2001, p. 1102. 
19 Areios Pagos {Supreme Court) 1657/1995, Δελτίον Εργατικής Νομοθεσίας  (Bulletin of Labour Law} 1997, p. 955. 
20 Areios Pagos {Supreme Court) 1352/2009, Δελτίον Εργατικής Νομοθεσίας  (Bulletin of Labour Law} 2010, p. 449. 
21 G.Leventis-C. Papadimitriou, Ατομικό Εργατικό Δίκαιο {Individual Labour Law}, (Athens, DEΝ,2011) p. 217. 
22 Areios Pagos {Supreme Court) 1494/1994, Ελληνική Δικαιοσύνη  (Greek Justice} 1994, p. 339. 
23 Tribunal of Thessaloniki 1116/1985, Επιθεώρηση Εργατικού Δικαίου (Review of Labour Law) . 1985, p. 544.    
24 Areios Pagos {Supreme Court) 1657/1995, Ελληνική Δικαιοσύνη  (Greek Justice} 1997, p. 1550. 
25 Court of Appeal of Athens 9185/1996, Δελτίον Εργατικής Νομοθεσίας  (Bulletin of Labour Law} 1997, p. 959. 
26 Court of Appeal of Athens 5833/1996, Δίκαιο Επιχειρήσεων και Εταιρειών (Law of Enterprises and of Companies) 1997, p. 394. 
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person and exclusivity is required under the contract (i.e. the worker cannot have a second job). 
Another element is the provision of tools or materials by the person requesting the work. Business 
registration, on the other hand, has been regarded by the courts as being of no relevance28.  
 
2.4. Social insurance 

Tax and social security evasion are considered to be particularly pronounced problems in 
Greece (Dianeosis, 2016). Reforms of social security rules have, however, made it more difficult 
for the self-employed to conceal their income and evade taxes. Until recently, social security 
contributions of self-employed persons were not related to the level of their gross earnings. 
Following the implementation of Law 4387/2016, the base for calculating the contributions of 
self-employed individuals now consists of 85 percent of the sum of the taxable income for the 
previous year, plus the amount of contributions paid during the previous year.  

Law 4387/2016 established a ‘Unified Social Security Fund’ (EFKA), which merged the social 
security funds that had previously operated. All six pre-existing social insurance pension funds 
(IKA, OGA, OAEE, ETAA, ETAM-MME, NAT) for employees and self-employed individuals were 
integrated into a single, unified agency of social insurance, a process that was completed at the 
start of 2017. In EFKA, uniform rules for contributions and benefits are applied to all employees 
and self-employed individuals. A common contribution rate of 20 percent is levied. Payments are 
calculated on the basis of salaries in the case of employees and taxable income in the case of 
self-employed persons. In situations of wage employment, one-third of the total contributions 
(6.67 percent of total remuneration) are paid by the worker and two-thirds (13.33 percent of the 
workers’ remuneration) by their employer.  

The new law also introduced specific provisions related to dependent self-employment. Prior 
to 2016, self-employed workers were wholly responsible for their own social security 
contributions. Law 4387/2016 stipulated that if the self-employed worker receives payments 
through invoices for the supply of services (Δελτίο Παροχής Υπηρεσιών), and has up to two 
clients per year, social insurance contributions should be paid according to the provisions 
relating to employees. This means that one-third of the total contributions (6.67 percent of total 
remuneration) should be paid by the dependent self-employed worker and two-thirds (13.33 
percent of the workers’ remuneration) by their employer/client. In order to support this reform, 
EFKA established a special ‘platform’ for workers in dependent self-employment. Self-employed 
persons who are paid on the basis of invoices issued for their services, and who have no more 
than two clients, can register on the platform. In order to register on the platform, a self-
employed person must inform her client that she is eligible. However, only the client is able to 
declare the relationship to the platform. Moreover, the law does not specify the time period (e.g. 
number of months) that should be used when determining whether the workers has only one or 
two customers. A further problem is that the platform excludes self-employed workers who might 
have more than two clients yet be dependent on one of them for most of their work and income. 

Individuals who register on the platform are not formally designated as employees and do not 
have employment rights. The platform is essentially a means of recognising their position as 
dependent self-employed individuals and providing them with social protection. The platform 
began to operate in April 2017. Registrations on the platform are examined in Section 4 of the 
report. 

The harmonisation of social insurance rules was intended to offer working people adequate 
effective coverage so that they can build up and claim adequate entitlements and to facilitate the 
transfer of social security entitlements from one job or employment status to the next. However, 
the self-employed continue to have lower sickness, maternity and disability benefits than 
employees.  

                                                             
28 Areios Pagos {Supreme Court) 329/1990, Δελτίον Εργατικής Νομοθεσίας  (Bulletin of Labour Law} 190191, p. 283. 
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3. The extent and characteristics of BSE in Greece29 
 
Summary 
• Data from the 6th European Working Conditions Survey suggest that self-employment 

accounted for almost 36 per cent of total employment in 2015. Those working on an own-
account basis comprised 26.2 per cent of all those in employment.  

• Dependent self-employment accounted for almost 13 per cent of all own-account workers 
and 3.4 per cent of total employment.  

• A further 29.4 per cent of own account workers were in a ‘grey zone’ that fell short of 
genuine independent self-employment. These workers accounted for 7.7 per cent of all 
employed individuals. 

• When the dependent and ‘grey zone’ self-employed workers are added together, it 
appears that approximately 43 per cent of all own account workers were in a self-emplo-
yment situation that lacked some or all of the characteristics of genuine independent self-
employment. These workers represented 11 per cent of all employed individuals. 

• Although the percentage of women in self-employment is slightly lower than the perce-
ntage of men, the percentage of women who are in dependent self-employment is higher.  

• Almost half of all workers aged 50 years and over are self-employed, compared to less 
than one-quarter of those aged under 35 years. Accordingly, a relatively large percentage 
of workers aged 50 years and older are in dependent and ‘grey zone’ self-employment.  

• The risk of dependent self-employment is greater for workers whose highest education 
level is lower secondary than for those who have completed upper secondary or tertiary 
education.  

• Skilled agriculture, forestry and fishery workers have the greatest relative risk of being in 
either dependent or ‘grey zone’ self-employment. 

• Dependent and ‘grey zone’ self-employment together account for almost 40 per cent of all 
employment in the agriculture, forestry and fishing sector. Between 10 and 12.5 per cent 
of workers employed in the construction, wholesale and retail, transportation and storage, 
administration and support service, and education sectors are in dependent or ‘grey zone’ 
self-employment. 

This section presents an analysis of the incidence of dependent self-employment in Greece 
and its distribution across sectors of the economy. The findings are derived from the sixth wave 
of the EWCS, which was carried out by the European Foundation for the Improvement of Living 
and Working Conditions in 2015. The survey covered approximately 44,000 workers in 35 
countries (including 1,007 workers in Greece) and gathered information about various work-
related matters, including employment status. 

As noted in the introduction to the report, Eurofound (2016a) uses three criteria to distinguish 
independent self-employed workers without employees (i.e. those working on an own account basis) 
from those who are economically dependent on an organisation: firstly, having more than one client; 
secondly, being able to hire employees if necessary; and, thirdly, being able to make the most 
important decisions about how to run the business. Eurofound (2016a, 2016b) regards workers as 
being in genuine independent self-employment if they meet all three criteria. Self-employed workers 
                                                             
29 Sections 3 and 4 of the report draws on a report prepared for the ILO by Dr Dimitris Karantinos (Karantinos, D. 2018. Self-
employment and Bogus Self-employment in Greece). 
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without employees who fulfil no more than one criterion are regarded as being economically 
dependent while those who meet two criteria are deemed to be in a ‘grey zone’ that falls short of 
genuine independent self-employment. A recent report for the ILO (Williams and Lapeyre 2017) 
followed a similar approach, treating self-employment as ‘genuine’ only if all three criteria were met. 
The same approach is used for the analysis in the current report.  

As shown in Table 1, our analysis of the EWCS found that self-employed persons in Greece 
accounted for almost 36 percent of total employment in 2015. This is larger than the figure derived 
from the LFS for that year (approximately 31 per cent). One reason for the difference is that family 
members covered by the EWCS were able to decide for themselves which category (i.e. employee 
or self-employed) matched their situation best, whereas figures for self-employed persons and 
unpaid family members are reported separately by the EU LFS. It is worth noting that the OECD’s 
definition of self-employment includes unpaid family workers and that the self-employment rate in 
Greece according to the OECD was approximately 36 per cent in 201530. It should also be noted that 
EWCS sample size is much smaller than that achieved by the EU LFS. 

Those working on an own-account basis comprised 26.2 percent of all those in employment. 
As shown in Figure 3, dependent self-employment accounted for almost 13 per cent of all own-
account workers. A further 29.4 per cent were in the ‘grey zone’ and therefore either 
economically dependent or at risk of becoming so.   

Table 1. Self-employment in Greece, 2015 

 No % 
Total Employment 974 100.0 
Self Employed 348 35.7 
 Self-employed with employees 85 8.7 
 Own-account workers 255 26.2 
  Genuine-self employed 147 15.1 
  Dependent self-employed 33 3.4 
  Grey zone 75 7.7 

Source: Author’s calculations, based on EWCS data.  

Figure 3. Composition of self-employment (whole economy, own account only), 2015  

 

Source: Author’s calculations, based on EWCS data. 
                                                             
30 https://data.oecd.org/emp/self-employment-rate.htm 
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The EWCS enables the status of individuals with different socio-economic characteristics to be 
compared. Some caution should be exercised when interpreting the findings, given that relatively 
small sample sizes are involved. However, the findings suggest that the risk of experiencing 
dependent self-employment is to some extent associated with factors such as gender, age and 
education level.   

Figure 4 presents information about the participation of men and women in self-employment. The 
EWCS data suggest that although the percentage of women in self-employment was slightly lower 
than the percentage of men, the percentage of women who were in dependent self-employment was 
higher (4.9 compared to 2.3 percent). Overall, 12.2 per cent of women were in either dependent self-
employment or the ‘grey zone’ of self-employment, compared to 10.3 per cent of men.  

 
Figure 4. Self-employment by gender (%), 2015 

 

Source: Author’s calculation, based on EWCS data. 

Figure 5 provides information about self-employment according to the age of workers. The 
findings indicate that almost half of all workers aged 50 years and over were self-employed, 
compared to less than one-quarter of those aged under 35 years. Accordingly, a relatively large 
percentage of workers aged 50 years and older were in dependent self-employment when compared 
to younger self-employed workers. Almost 16 per cent of older workers in employment were in 
dependent self-employment or the ‘grey zone’.  
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Figure 5. Self-employment by age group (%), 2015 

 

Source: Author’s calculations, based on EWCS data. 

As shown in Figure 6, the risk of dependent self-employment appears to be greater for workers 
whose highest education level is lower secondary than for those who have completed upper 
secondary or tertiary education. Over 25 per cent of those workers with relatively low educational 
attainment were in dependent self-employment or the ‘grey zone’. The corresponding figures for 
those whose highest level of education was upper secondary/post-secondary non-tertiary was less 
than nine per cent. For those with a tertiary education, the figure was less than eight per cent.  

Figure 6. Self-employment by highest level of educational attainment (%), 2015 

 

Source: Author’s calculations, based on EWCS data. 
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Table 2 provides information about own account self-employment across major occupational 
groupings. The Table shows for each occupation the percentage of workers in genuine, 
dependent and ‘grey zone’ self-employment. The number of workers surveyed was small for 
some occupations and the findings must therefore be treated with caution.  

 
Dependent self-employment was virtually non-existent among managers and clerical support 

workers and totally absent among the armed forces. The findings suggest that skilled 
agriculture, forestry and fishery workers have the greatest relative risk of being in either 
dependent or ‘grey zone’ self-employment. These two categories together accounted for almost 
42 per cent of all employment in this occupation. Almost nine per cent of workers in elementary 
occupations were in dependent self-employment. In all other occupations less than three per 
cent of workers were in dependent self-employment, although it should be noted that when 
dependent and ‘grey zone’ self-employment are considered together, more than 10 per cent of 
service and sales workers and plant and machine operators were in self-employment that 
cannot be considered fully independent. 

  
Table 2. Own account  self-employment by occupation, 2015 
 

Total 
number 

of people 
employed  

(N) 

Genuine 
self-

employment 
(%) 

Grey 
zone 
(%) 

Dependent 
self-

employment 
(%) 

Armed forces 6 0 0 0 

Managers 15 0 6.7 0 

Professionals 146 14.4 5.48 2.74 

Technicians and associate professionals 67 10.4 4.5 1.5 

Clerical support workers 67 1.5 3 0 

Service and sales workers 326 17.8 7.7 2.5 

Skilled agricultural, forestry and fishery 
workers 67 23.9 29.9 11.9 

Craft and related trade workers 110 30 6.4 1.8 

Plant and machine operators and 
assemblers 78 11.5 7.7 2.6 

Elementary occupations 92 2.2 3.3 8.7 

Source: Author’s calculations, based on EWCS data. 
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Table 3 presents an analysis of the composition of own account self-employment by sector of 
economic activity. Again, the findings need to be treated with caution, given the small samples 
for some sectors. The largest percentage of dependent self-employment was in the ‘activities of 
households sector’ followed by the arts, entertainment and recreation sector, although the 
number of workers included in the sample was relatively small, particularly for the latter sector. 
As already suggested by the occupational analysis, the agriculture, forestry and fishing sector 
accounted for a large percentage of dependent self-employment (12 percent). Dependent and 
‘grey zone’ self-employment together accounted for almost 40 per cent of all employment in this 
sector. Between 10 and 12.5 per cent of workers employed in the construction, wholesale and 
retail, transportation and storage, administration and support service, and education sectors 
were in dependent or ‘grey zone’ self- employment.  

 
Table 3. Own account self-employment by sector of activity, 2015 
 

Total 
number 

of people 
employed 

(N) 

Genuine 
self-

employment 
(%) 

Grey 
zone 
(%) 

Dependent 
self-

employment 
(%) 

Agriculture, forestry and fishing 75 20 27 12 

Manufacturing 103 19.4 3.9 1 
Electricity, gas, steam and air conditioning 
supply 5 0 0 0 

Water supply, sewerage, waste management 
and remediation activities 9 0 0 0 

Construction 58 25.9 6.9 3.5 
Wholesale and retail trade; repair of motor 
vehicles and motorcycles 243 17.7 9.5 0.8 

Transportation and storage 49 14.3 8.2 4.1 

Accommodation and food services activities 109 12.8 1.8 0.9 

Information and communication 27 14.8 3.7 3.7 

Financial and insurance activities 14 0 14.2 0 

Real estate activities 1 0 0 0 

Professional, scientific and technical activities 35 22.9 0 0 

Administrative and support service activities 32 3.1 3.1 9.4 
Public administration and defence, 
compulsory social security 35 0 0 0 

Education 67 4.5 7.5 4.5 

Human health and social work activities 36 8.3 0 2.8 

Arts, entertainment and recreation 15 13.3 13.3 13.3 

Other service activities 31 35.5 12 0 

Activities of households 30 3.3 10 20 

Source: Author’s calculations, based on EWCS data. 
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Additional information about sectors and occupations affected by BSE was gathered during 
meetings with the social partners in January 2018 and March 2018. Separate meetings were 
held with employer and trade union representatives. Their views concerning BSE in Greece 
differed. 

Employer representatives claimed that: 

• BSE is not a problem in the manufacturing sector. Commerce is also largely unaffected, 
although it is possible that some larger enterprises do contract with self-employed individuals 
who subsequently become economically dependent on them.  

• The reversal of the presumption of employment status in favour of workers has created a 
disincentive for firms to directly employ workers.  

• Changes to the regulatory framework, particularly changes to the rules relating to social 
security contributions, have led some self-employed individuals to cease trading and to work 
on an undeclared basis. 

• BSE is not common in the tourism sector. It is not known whether BSE is a problem in 
relation to properties that are rented through platforms such as Airbnb.  

• Project contracts for the supply of services to the public sector might conceal employment 
relationships in some cases. 

• Although construction might have been affected by BSE before the crisis, it is no longer a 
problem (although UDW is). 

• Overall, the employer representatives were not convinced that the problem of BSE is large 
enough to justify intervention. They regarded BSE as a minor problem when compared to 
undeclared work.  

• However, they emphasised that the ILO study might discover that the problem was more 
substantial than they believed. 

  Trade union representatives claimed that a relatively large number of industries were affected 
by BSE:   

• The moratorium on public sector recruitment has led to increased use of service contracts, 
which has in turn increased the risk of BSE. Cleaning and security services in the public 
sector are particularly affected.  

• Cleaners in schools are hired by parent-teacher associations on a self-employed basis and 
are effectively dismissed each June, when the school year finishes. 

• BSE is prevalent in public works (roads, motorways, bridges and tunnels, construction of 
utility projects). The problem is particularly acute among graduate-level civil engineers. There 
are cases where project contracts have been imposed and workers have not been paid.  

• In transportation, coach services were regarded as the most problematic area. Ticket 
inspectors on coaches are hired on a self-employed basis and paid on commission 
(according to the number of tickets). Workers on ticketing/check-in desks are also hired on a 
self-employed basis. 

• NGOs dealing with humanitarian issues (particularly refugees) hire large number of workers 
on a self-employed basis.  

• There is some BSE in the retail sector. Street traders are likely to be affected. 
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• BSE might be present in organisations that provide after-school care.  

• BSE was said to be prevalent in the entertainment sector.  

• It was claimed that many migrants register as self-employed in order to obtain a work permit, 
but then work for a single employer. 

• The most problematic issue in the tourism sector is undeclared work.  

• With respect to hotels and restaurants the problem of estimating dependent self-employment 
is hindered by the existence of a huge number of tiny enterprises, the majority of which are 
seasonal. It was claimed that some restaurants hire chefs on a self-employed basis. 

• Although the collaborative economy is not yet substantial in Greece, it is expanding and was 
a cause for concern. Union representatives would like the authorities to map the collaborative 
economy. Crowdworking was said to have spread to several sectors and occupations 
including translation and clerical work, tourism, logistics, accounting, marketing and training. 

 
4. An analysis of registrations on the EFKA Platform 

Summary 

• Approximately 30,000 individuals were registered on the EFKA platform in December 
2017. 

• Slightly more than 60 percent of the workers registered with EFKA worked for legal 
entities under public law, primarily universities, technological educational institutes (TEIs) 
and research centres.  

• Private enterprises of various types accounted for almost 20 percent of the workers 
registered on the Platform while legal entities under private law (quasi-public) accounted 
for a further 17 percent.  

• Fifty-two percent of the workers registered on EFKA’s platform were involved in 
educational activities. A further twenty percent were engaged in professional, scientific 
and technical services, and almost 15 percent in human health and social work activities.  

• No registrations were identified for self-employed persons working in agriculture, 
manufacturing, water supply, transportation and storage, financial services, real estate 
activities and activities of households as employers.  

• The absence of the agriculture, forestry and fishing sector from the EFKA database is 
particularly notable given that the risk of dependent self-employment is particularly high 
in this sector.  

For the purposes of this report, the Unified Social Insurance Agency (EFKA) was asked to 
provide information about self-employed workers with up to two employers/clients per year. This 
information is analysed in this section of the report.  

 
The information provided related to the period ending December 2017. According to the 

government, approximately 30,000 individuals were registered on the platform at that time.31 
Sixty percent of these workers had previously been registered with OAEE, the principal fund for 
self-employed workers. Independent professionals had been registered with the three main 

                                                             
31 This figure may be overestimated as some individuals may have several contracts registered on the platform.  
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social insurance funds, which covered employees as well as self-employed persons. These 
were ΕΤΑΑ ΤΑΝ (the fund for legal professionals, 0.5 per cent), ΕΤΑΑ ΤΣΑΥ (the fund for health 
professionals, covering doctors, dentists and pharmacists, 7.2 percent), and ΕΤΑΑ ΤΣΜΕΔΕ 
(the fund for civil, electrical and mechanical engineers, 12.3 percent). Just 0.2 percent of the 
total had been registered with OGA (the fund for farmers, the rural population and the otherwise 
uninsured).. A relatively small number of the registered workers had been affiliated to more than 
one social security fund (1.5 percent of the total). A larger number (15 percent of the total) were 
registered both as employees and self-employed persons prior to the creation of EFKA.  

 
Information about the type of organisations that were involved in the EFKA platform is 

presented in Figure 7. Slightly more than 60 percent of the workers registered with EFKA under 
Law 4387/16 worked for legal entities under public law, primarily universities, technological 
educational institutes (TEIs) and research centres. Private enterprises of various types 
accounted for almost 20 percent of the workers registered on the platform while legal entities 
under private law (quasi-public) accounted for a further 17 percent. Public services, local 
authorities, international organisations and associations and clubs also featured on the platform, 
but each accounted for a relatively small share of the total number of registrations.  
 

Figure 7. Employers/contributors in EFKA’s platform, percent share 

 

 
Table 4 provides information about the activities in which the workers who were registered on 
the platform were engaged. This classification is based on activity codes assigned when the 
self-employed worker first registers with the tax authorities. Activity codes correspond 
approximately to NACE codes. 
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Table 4: Workers registered on EFKA’s platform according to activity, percent share 

    % of Total 

A Agriculture, Forestry and Fishing - 

C Manufacturing - 

D Electricity, Gas, Steam and Air Conditioning Supply 0.04 

E Water Supply; Sewerage, Waste Management and Remediation Activities - 

F Construction 0.29 

G Wholesale and Retail Trade; Repair of Motor Vehicles and Motorcycles 0.62 

H Transportation and Storage - 

I Accommodation and Food Service Activities 0.08 

J Information and Communication 0.04 

K Financial and Insurance Activities - 

L Real Estate Activities - 

M Professional, Scientific and Technical Activities 19.71 

N Administrative and Support Service Activities 0.62 

O Public Administration and Defence; Compulsory Social Security 2.02 

P Education 52.00 

Q Human Health and Social Work Activities 14.68 

R Arts, Entertainment and Recreation 0.99 

S Other Service Activities 0.04 

T Activities of Households as Employers; Undifferentiated Goods- and 
Services-Producing Activities of Households for Own Use - 

 Missing values (blanks) 8.87 

  Total 100.00 

 

Fifty-two percent of the workers registered on EFKA’s platform were involved in educational 
activities. Almost twenty percent were engaged in professional, scientific and technical services, 
and almost 15 percent in human health and social work activities. No registrations were 
identified for self-employed persons working in agriculture, manufacturing, water supply, 
transportation and storage, financial services, real estate activities and activities of households 
as employers. The absence of the agriculture, fishing and forestry sector is particularly notable 
given that, as discussed in Section 3, dependent and ‘grey zone’ self-employment is particularly 
common in this sector. 

 



Diagnostic Report on Bogus Self-Employment in Greece and Recommendations for Reforms 

 

29 
 

5. Findings from interviews with employers 
 
Summary 

• Interviewees gave a range of reasons for contracting with self-employed workers. 
Frequently mentioned reasons were the short duration of the tasks that needed to be 
undertaken, perceived costs and risks associated with direct employment and 
organizational ‘flexibility’. 
 

• Many interviewees said that their organisation provided self-employed workers with 
office space and equipment.  
 

• Some organisations extended some of their employment practices to the self-employed 
workers that they hired. This was most common in relation to annual leave policies.   
 

• Some interviewees claimed that tax and social insurance reforms had eroded financial 
incentives associated with self-employment and had resulted in workers preferring to be 
employed rather than self-employed.  
 

• Some claimed to be unconcerned about whether the individuals they hired became 
employees or remained self-employed, as long as the total cost of hiring them was 
unaffected. 
 

• Other interviewees said that if a self-employed individual wished to join the EFKA 
platform, the organisation would wish to alter their remuneration so as to ensure that the 
insurance contributions paid by the organisation would not result in an increase in the 
total cost of hiring the individual. 
 

• Many interviewees said that they had found it difficult to keep up with the pace of 
change in social insurance rules or that they believed the public authorities did not 
provide a sufficient amount of advice and guidance and that they would welcome more. 
 

This section presents findings from a survey of 30 owners and managers of organisations that 
hire self-employed workers. The survey was designed to explore their reasons for contracting 
with self-employed individuals and their practices in respect of them. Information about the 
sample of organisations is provided in Appendix 1. 
  

5.1. Reasons for hiring self-employed workers 
Interviewees gave a range of reasons for contracting with self-employed workers. In some 

cases, the principal reason was the short duration of the tasks that needed to be undertaken: 
 

‘I prefer a contract for services for the people who provide a service, which is not that 
frequent. […] With boiler maintenance, because it is a seasonal service, there is no 
reason to employ someone with a salary throughout the year for something that is for 3-4 
months. In this case, it's best for me to hire someone with a contract for services’.  
(Administrative services organisation) 
 
‘The advantage is that you can use a person with a contract for services for a certain 
time when you have increased needs, that are not standing.’  (Business Consultancy) 
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‘It has to do with the impermanence of the job. That is, when it comes to temporary work, 
we obviously prefer a contract for services in order to avoid the creation of a dependency 
relationship and a permanent working relationship. When it is something that is long-
term and needed for the company, having a business plan in the long run, we prefer an 
employee. It also depends on what the employee wants. There are many who consider 
that they will find a better job at some point, so they prefer a contract for services so that 
they have flexibility in relation to the provision’. (Law firm)  
 
‘The jobs performed by self-employed people with a contract for services are used when it 
comes to periodic or seasonal employment and they do not cover standing needs. They are 
usually related to the sporting and cultural activities of the municipality.’ (Municipality) 
 
‘There are some programs that involve a contract for services, but I am telling you now that 
from the point of view of accounting and administration, it's not the best solution.  Of course, 
there is the case when the implementation of a program requires having people with a 
contract for services. When it comes to these programs, I cannot intervene because they 
are financed or co-financed by the European Union or by another large fund’. (Municipality) 
 

Others placed more emphasis on perceived costs and risks associated with direct 
employment and the perceived bureaucracy involved:  
 

‘We didn’t want to get involved with IKA. To be registered in IKA’s records, to be 
exposed to any possible check and generally in any kind of transaction, for one 
employee only’. (Architect Agency) 
 
‘We would ideally hire people with a contract for services and that's because the 
responsibility goes directly to the worker. We have programs funded by the ministries, there 
are delays in cash flows. That means there are delays on our part, so it's difficult to pay so 
many employees as well as the contributions of IKA, with the result that there are fines for 
us. We are not paid, but at the same time there is a big risk. Then there are other procedures 
to consider when you hire salaried employees. It is a bigger risk. When you have self-
employed people with a contract for services, the risk is transferred to the workers’. (NGO) 
  
‘It depends on the terms you agree. What I want to say is that when you have a salaried 
employee […] you get busier with the bureaucracy of [social insurance]. That means that 
someone has a lot of paperwork to do, especially when the employee wants to leave. All 
that has a certain process. Which is a cost. […] With contracts for services provided you 
do not have that. (Journalism company) 

‘The advantage with externals is that they have to do the job to get paid. While the 
corresponding permanent civil servant may not even do the job, but he will get paid 
anyway. […] But with the one who has a contract for services provided, if the Scientific 
Coordinator won’t say "he delivered the project, you can pay him", I will not pay him. So 
de facto they are forced. This is an advantage for the service. (Research Institute) 

‘Look, if I see this strictly as a company, it's more beneficial for me when they are paid 
on an hourly basis. It is good for me if they are paid by the hour, because on the one 
hand they are paid only when they have a job to do. If they leave, if I dismiss them, I do 
not have to compensate them, so it is undeniably worth paying on an hourly basis.  
(Project Management Company) 
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Several interviewees emphasized that contracting with self-employed workers provided their 
organisation with ‘flexibility’: 

 
‘The contract gives you the ability to work for a year. And simultaneously I have the 
flexibility to resolve this cooperation at any time, and for the work that remains I can ask 
the collaboration of someone else. (Municipal Radio Station)  

‘In case I need to terminate the cooperation with that person… that gives me a basic 
flexibility.  […] With a contract for services provided you could stop the cooperation while 
[with direct employment] there is compensation’. (IT Company) 

A small number of interviewees said that their organisation preferred to directly employ staff. 
The manager of a law firm emphasised the importance of client confidentiality and a desire for 
exclusivity in relation to workers’ services. The manager of a business consultancy stressed the 
importance of having an integrated team of employees and claimed that direct employment 
facilitated this. For the manager of an IT company, the main reason for preferring direct 
employment relationships was that the company had grown substantially over time and direct 
employment was the simplest way of managing employment relationships.   

 
5.2. Treatment of self-employed workers 

Many interviewees said that their organisation provided self-employed workers with office space 
and equipment. This meant that self-employed workers’ hours of work were synchronised with those 
of direct employees. However, some interviewees said that while their organisation sought to direct 
self-employed workers’ activities, it also sought to ensure that self-employed workers did not begin to 
view themselves as employees and initiate legal action to try to get this status recognised:  

 
‘[Y]ou can't define a strict framework there because now they can choose salaried employment 
and they may say "I won't do what you're asking me to do because I don't belong with this 
framework, I am a salaried employee, you must hire me". (Market Research company) 

Some other organisations extended some of their employment practices to the self-employed 
workers that they hired. This was most common in relation to annual leave policies.   

 
‘But for the sake of equal treatment.....for example it won’t be fair for [the self-employed 
worker], who has a contract for services provided and he has a daily presence in the 
company not to get a leave this summer’. (State-funded Research Institute) 

‘I personally want for those people to feel that they are a part of this company… that […] we 
think of them as partners, we want to have a permanent relation, we see them as permanent 
partners. […] Sometimes I personally say to them that “you’re not entitled to a leave because 
you work with a contract for services provided, but in order to treat you equally with the rest 
of us, the company will pay you and we will give you the leave”. (IT Company) 

‘Certain things exist that we are not compelled by the law to provide, however we do. 
There are times we provide those things not only for reasons of humanitarian interest but 
because we are very pleased with our partner and so we consider that we should give 
him this potential. We had cases of pregnancy and confinement and by common 
agreement it was decided that the work will be delivered three months later. There was 
no violation of the rules… we just made a pause’. (Municipal Radio Station) 

‘We see self-employed people with a contract for services as employees and they do the 
same. It doesn't change anything, i.e. the culture of our company passes to them and 
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they do not stand out from the rest. This is a question of what the company wants. The 
way of payment may change, but it does not change the way staff are managed or how 
the employment relationship works’. (NGO) 
 

5.3. Consequences of refusing work 
In principle, self-employed workers are free to refuse work offered by an existing client. 

Interviewees were asked how they would react if a self-employed individual were to refuse an 
offer of work and whether refusal would lead them to avoid hiring the freelancer again in the 
future. Views differed. Some interviewees said they would be understanding if a satisfactory 
reason for turning down work was provided: 

 
‘“I can’t do it”, not “I don’t want to do it”. He must justify the reason. And yes, we can 
understand that’. (Journalism Company) 

‘It depends on the reason. If the reason is that they are too busy, no... on the contrary. I do 
not think it would be dissuasive.  It would mean that they are useful for us too’. (Law firm) 
 

Other interviewees indicated that a refusal to accept an offer of work without providing a 
satisfactory reason would discourage them from hiring the worker in the future:  

 
‘The answer would be no. There are times that someone might say “I’m tired of this…can 
we change this a little bit?” Well then, we listen to him, we’re open to that and try to 
change it. […] If he says “No, I won’t do that”….well that’s not an option’. (IT Company) 

‘If they refuse to participate because of objective difficulties, it's okay. But if you think 
they can do the job and they refuse it, naturally you won't think of hiring them again’. 
(Market Research Firm) 

 

5.4. Consequences of social insurance reforms 
Some interviewees claimed that tax and social insurance reforms had eroded financial 

incentives associated with self-employment and had resulted in workers preferring to be 
employed rather than self-employed: 

 
‘The percentage of people who want to be self-employed [has] reduced. Because it is much 
easier for them to be salaried employees from an administrative point of view, because 
taxation has gone up. There are tax advances now they are forced to pay because there are 
contracts. It's not a guarantee that they will have the same job, the same turnover the 
following year, but they will be taxed on the basis of their previous earnings, so this is the 
main reason they do not want to be with a contract for services provided. (NGO) 

‘New engineers do not want to work as freelancers, they are interested in having a 
salaried relation. So, we’re asking them and we’re saying to them that we have a specific 
budget for you…you tell us what kind of employment relation you want to have with the 
company.  [….] They all want to have a salaried relationship and not one with a contract 
for services provided’. (Engineering firm) 

‘I would say that engineers feel more secure when they are salaried employees. They 
are more driven this way... Naturally, the issue is also financial, but in general new 
engineers, new recruits are mainly in the direction of salaried employment’. (Network 
and Communications Company)  
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Some interviewees claimed to be unconcerned about whether the individuals they hired 
became employees or remained self-employed as long as the total cost of hiring them was 
unaffected: 

 
‘I told them that after we establish a company here, with the specific amount of money 
we will earn, you can choose whatever you want - either freelancers or salaried 
employees. And most chose the salaried employment… because it had more rights, it’s 
easier to declare it in the tax return. Also, the environment for the freelancers had begun 
to become hostile. […]  I also think that with the new law changes that occurred in the 
beginning of 2017 many people preferred being salaried employees’. (IT Company) 
 
‘We look at the costs and say "We do have a certain cost" right?  Well, from then on, let 
the other choose what is that he wants. Since we are talking about costs, for new 
recruits, right? On the other hand, it is a fact that someone who works with a contract for 
services provided, the money he gets on a monthly basis is more, of course [because he 
pays his own social insurance contributions]’. (Engineering Consultancy Firm) 
 

Other interviewees said that if a self-employed person wished to join the EFKA platform, the 
organisation would wish to alter their remuneration so as to ensure that the insurance 
contributions paid by the organisation would not result in an increase in the total cost of hiring 
the individual. 

 
‘If someone comes to me […] in case their situation changes and they have fewer than 
two employers […] but we have agreed for the final amount, they’ll have to adjust their 
earnings so that the total cost (the employer’s cost for example) will remain the same for 
me’.  (IT Company) 
 

5.5. Views on sources of information and advice 
The interviewees had sought advice about changes to social insurance requirements from a variety 

of sources. Private firms had turned to accountants or lawyers. Municipal organisations had approa-
ched public institutions, although some interviewees said that they would like to have a budget to 
enable them to call on specialised lawyers. Many interviewees said that they had found it difficult to 
keep up with the pace of change in social insurance rules or that they believed the public authorities 
did not provide a sufficient amount of advice and guidance and that they would welcome more. 

 
‘I think it is easy to share the information. The means exist, the information does not 
exist’. (Law firm) 
 
‘The legislative framework is so complicated and the lack of codification makes our work 
extremely difficult’. (Municipality) 
 
‘Information is still insufficient even today. There is always a gap, for example what 
happens with the proofs of expenditure we have issued, whether EFKA is paid by us or 
by the employee’. (NGO) 
 
‘You address one employee and they tell you one thing, then you go to someone else 
and get another answer for the same thing. Even at the Ministry of Finance! […] Who are 
the ones who are trained and experienced and why don't they try to understand the 
changes themselves? Because if they have never studied all these changes, they don't 
know a thing to tell you! They don't have a clue! (Market Research Company) 
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6. Findings from focus groups of workers 
 
Summary 

• Many ostensibly self-employed workers performed duties that were similar to those of 
employees, used equipment that was provided by their client and performed their work at 
their client’s premises.  

 
• For these workers, the principal difference between them and direct employees was that 

they were paid on the basis of invoices for services rendered. 
 
• In some cases, providing invoices for services rendered was the preferred way of working. 

Many, however, said that the reason they worked on a freelance basis was because their 
client required it and that they had ‘no other choice’.  

 
• Several individuals believed that clients preferred contracting with self-employed workers 

as it enabled them to avoid employment rights.  
 
• Focus group participants identified many disadvantages associated with their self-

employed status.  
 
• Individuals spoke of having the same responsibilities as regular employees, but without 

the employment rights that were available to those employees. Uncertainty and anxiety 
stemming from irregular payments were also reported.  

 
• Some self-employed individuals stated that they would prefer to be directly employed 

rather than self-employed. Others, however, believed they would suffer financially or lose 
autonomy, were they to become employees or join the EFKA Platform. 

 
• Several focus group participants felt that tax and social insurance rules were too complex 

and had been changed too frequently, resulting in uncertainty about their rights and 
responsibilities.  
 

This section explores the views of workers working on a self-employed basis for a small number 
of clients. A total of 11 focus groups were held (eight in Athens, two in Thessaloniki and one in 
Patras). Together, the focus groups comprised 80 individuals. Information about the composition 
of the focus groups is provided in Appendix 2.  
 
6.1. Status ambiguity 

Many ostensibly self-employed workers performed duties that were similar to those of 
employees, used equipment that was provided by their client and performed their work at their 
client’s premises. For these workers, the principal difference between them and direct 
employees was that they were paid on the basis of invoices for services rendered. 
 

‘We are considered to be working with an employment contract, with the only difference 
that we are paid in a different way. We have no other choice as this happens for many 
years […] I work on my own, but that’s fictitious. Actually, I'm an employee, without being 
one’. (University researcher) 
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Some of these workers had a significant amount of autonomy in relation to the performance of 
their work. For example, university researchers who worked mainly on European projects made 
proposals about how projects should be conducted. A construction worker said that he thought 
of his client as an employer, particularly as the client had provided him with an office, a compu-
ter and a car and he was responsible for managing others. However, he claimed that work was 
organised collaboratively by him and the client organisation. Subordination to management 
authority was more substantial in other cases, particular where workers were dependent on a 
single client. Several individuals had the same hours of work as regular employees but issued 
invoices in order to be paid. The regularity of payments varied: some were paid in equal monthly 
instalments while others were paid for work completed.  

‘I got my certificate of professional competence in 2004 and immediately started working 
at a company, I stayed with that same company so far, I’m essentially a hired employee, 
but on paper I show up as an associate. I issue a rendered services invoice as well. […] I 
work set hours, I have a salary […], or at least I should have had a salary’. (Civil 
Engineer working for a construction company). 
 
‘They are not customers. They are employers’. (Computer programmer working for an IT firm).  
 
‘I believe that I am an employee, but I get paid by editing bills of rendered services’ […]. 
What we’d been told at the beginning, that things would not be that strict for us since we 
were no more employees, turned out to be inaccurate’. (Chemical engineer, working for 
the Agricultural University as a researcher). 
 
 ‘[I consider my client to be] my employer. Because the company pays me. Although I go 
there only once a month, only to edit the bill of rendered services’. (Safety engineer 
working for a single company) 
 
‘Our working status is much similar to an employee’s working status. There is a standard 
payment every month. We have indicative workings hours. We’ve also got an employer. In 
fact, we are almost like employees. But of course we have all this procedure to be done with 
the bills of rendered services’. (Self-employed individual working for a single NGO).  
 
‘I believe that I am a freelancer, but because I have one particular client, a particular 
company, I haven’t got time to find other clients. [He is] both, a client and an employer’. 
(Flooring specialist with a single client). 
 
‘I feel that he is an employer. Because what I do is permanent. But in theory he is a 
client’. (Researcher working for a single company). 
 
‘[I am like an employee...] but I have to do all these things that a freelancer has to do in 
order to get paid ... I have all that bureaucracy that a freelancer would have’. 
(Researcher working for a university). 
 
‘At my previous job, which I left last November, I was practically an employee. I used to 
edit bills of rendered services. But in reality, I was an employee. I edited a bill once a 
month. I was a freelancer. But with an employee's obligations. But I had no insurance, 
no stamps, no nothing’. (Journalist) 
 
‘I’m essentially an employee. You are paid a big sum, the same one you agree on in the 
beginning when you place your bid, and the one who takes the job is the lowest bidder, 
even if he bids 99.99 when the next bidder bid 100. The one who gets the job is the 
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lowest bidder, even if only for a cent’. (De-contamination specialist with a contract with 
the Department of Health). 
 

The reasons why individuals provided invoices for services rendered varied. For some (e.g. 
some engineers) it was their preferred way of working and a well-established pattern. Others 
had previously been employed but had lost their job and sought work on a self-employed basis. 
Many, however, said that the reason they worked on a self-employed basis was because their 
client required it and that they had ‘no other choice’. This was most often the case for new 
entrants to the labour market and workers who had been dismissed by an organisation and 
subsequently re-hired by the same organisation, but on the basis that they would work as a self-
employed person, ‘editing bills’ (presenting invoices) for the supply of services: 

 
‘I work for a private institute […]. It’s a bit complicated. I work by editing bills of rendered 
services, but since I have only one employer, I'm something like an employee. I feel that I 
should be an employee, but I am forced to [issue invoices for services rendered] because 
my employer wants it’. (Software engineer working mainly for one client). 
 
‘[I have a contract for services provided] because the bank doesn’t want to hire people with a 
permanent business relation and prefers that way’. (Lawyer working for a single client). 
 
‘[I feel like an] employee, for sure. I do not even have a second employer. I would not edit 
bills of rendered services if they did not want to pay that way’. (Computer network technician 
working for a school network on behalf of the University of Athens). 

 
‘I do not believe that anyone from here, who could choose between editing bills of rendered 
services and IKA, would choose to edit bills. That’s very rare. This would be possible only if 
somebody had a lot of work and it was in his best interest. I believe that from now on this will 
be very rare. And it's not always my choice. I left from the one company and went to the 
other one. I could find a job in many good companies. Eventually I found a job at one of the 
best companies where I had to work by editing bills’. (Computer programmer working for an 
IT company). 
 

Several individuals believed that clients preferred contracting with self-employed workers as it 
enabled them to avoid employment rights:  

‘The employers make their employees edit bills so they won’t have any rights. They will 
sign contracts, so it can terminate the cooperation, without any problems and the fact 
that there is no compensation […] They can fire you whenever they want and they don’t 
have to give you any compensation’. (Surveyor-engineer) 

 
‘Well, it’s like being an employee, but because they didn’t want us to have the privileges 
that an employee has, it’s a lot of fuss for them, that’s why this happens. They make us 
work by editing bills of rendered services. There is no other difference between me and 
an employee’. (Lawyer working for a law firm). 
 
‘All of this happens so that the companies do not to have to pay contributions. They 
make you edit bills for rendered services’. (Accountant) 
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6.2. Perceived benefits of being self-employed  
Some self-employed individuals believed that their employment status was beneficial to them 

in various ways. Benefits were most likely to be perceived by those individuals who had a 
significant amount of autonomy, more than one client or who tended not to regard their client as 
an employer. The most commonly reported advantages were having a flexible schedule, 
freedom to choose clients and freedom to choose whether and when to work: 
 

‘As for the working hours. I can work 16 hours today, because I will [subsequently] be absent 
for three days’. (Business consultant and real estate agent) 
 
‘The perks of a freelance is the flexible schedule’. (Electrician-installer) 
 
‘I could have many clients’. (Electric lighting engineer)  
 
‘Freedom, there is no one above you, you make your own decisions about how much you 
are going to work, if you are going to work, etc. The only disadvantage is taxation.’ (Civil 
engineer working for an engineering company) 
 
‘The freelancer works as much as he can, he never stops. But he has the ability to say, “I 
won’t do this today, I'll do it tomorrow”. (Architect working for multinational and Greek 
engineering companies) 
 
‘There is this sense of freedom that you have. This free will […] As a freelancer, you can tell 
your client that I do not want you anymore, while to an employer you think twice’. (Art 
historian working for a travel agency as a guide and planner) 
 

6.3. Perceived disadvantages of being self-employed 
Focus group participants identified many disadvantages associated with their self-employed 

status. A frequently mentioned problem was the insecure nature of their jobs. 
 

‘I think that there is much more stress and anxiety! All these make you feel insecure; and 
editing bills for rendered services makes you feel insecure too. If they don’t like [you], 
let’s say, they can fire you tomorrow morning. Just like that! They can tell us that they no 
more need our services’. (Engineer)  
 
‘If a contract ends, we might be left for 1-2 months without a contract’. (Nurse working for 
a municipality) 

 
Individuals also spoke of having the same responsibilities as regular employees, but without 

the employment rights that were available to those employees. 
 

‘I believe we are essentially employees without rights […] I had set work hours. I had to 
be at the office […] Each party had the right to break the agreement which meant my 
employer could fire me at any time, no compensation owed […] When I was pregnant an 
office secretary was pregnant at the same time. The secretary could leave for two 
months before giving birth and still got paid regularly. If I wanted to take a leave for two 
months it would have to be unpaid, so I stayed for as long as I could manage and I was 
away only for as long as I could financially manage. But in the other case…while she 
was away for two months more, she got paid properly by OAED or I don’t know where 
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from, and when she got back she worked reduced hours and enjoyed parental benefits’. 
(Civil engineer working for a single construction company) 

[W]orking as an employee, it doesn’t mean that you will never lose your job. But by 
editing bills, […] it can be done directly. They can inform you that they do not need your 
services anymore!’ (Lawyer for working for a single firm) 
 
‘[I]t’s a risk isn’t it? Because tomorrow you may not have a job. It’s not the same as 
having a permanent job’. (Computer specialist working for a single firm) 

 
Uncertainty and anxiety stemming from irregular payments were also reported.  

 
‘My job’s disadvantage is that I never know how and when I will get paid. [It depends on 
the project]. I might get paid after two months or nine months!’ (Computer programmer 
working for an IT company) 

 
‘Many people who I know since 2010, say that they would prefer to be employees 
because they owe money.’ (Civil engineer) 
 
‘We don’t get paid on time.’ (Gardener working for a municipality) 

 
‘I more or less know how much I will get. This is because I know the way that my salary 
is calculated. It is in accordance with the work that has to be done by the end of each 
month. Usually, it is similar to a payroll. But it depends on the work that has to be done 
on a specific project’s work package. That means that the amount of money that I will be 
given changes in order to be balanced with the work that the whole team does’. 
(Software engineer) 
 
‘If you are an employee, a part of your head remains free as you know that you will get 
paid. A freelancer has stress every day because he doesn’t know if he will be able to pay 
his expenses’. (Cleaning officer for a school) 

 

And while self-employed workers were ostensibly free to decline work, there were pressures 
to accept it: 

 
‘If you say no once, the next time that he needs people [to accomplish the project] he will say 
“oh [she] told me no five times. I will not call [her]”’. (Researcher for a company)  
 

Some freelancers stated that they would prefer to be directly employed rather than self-
employed:  
 

‘If you mean it as something permanent, yes [I would like to be an employee]. But if you mean to 
be as I am now and belong to IKA and to have to renew my contract every year, that would ring 
a bell to me. But if it is a matter of becoming permanent, I suppose the answer would be “yes”’. 
(Computer network technician working on behalf of the University of Athens). 
 
‘Yes, because my job is not for a freelancer. […]. The job that I do in eight hours is in no 
case a job of a freelancer. I had a tough time both times when I was pregnant’. (Researcher 
at the University of Economics) 
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‘Yes. Because, first of all I would have extra leaves. I would have different working hours. 
We do not have the same working hours. Also, the same vacation. The permanent 
employees have ten extra days. […]. But of course, if you ask for leave, they won’t say no to 
you. But it’s not one of your rights’. (Kindergarten cook) 
 
‘Well, I was an employee for three months. It was a nice feeling that I didn’t have to pay 
Single-Payer National Healthcare (EFKA) and VAT and [I] had “gifts”, 13th and 14th salary. 
Who wouldn’t like having all these?’ (Lawyer)” 
 

Others, however, believed they would suffer financially or lose autonomy, were they to 
become employees: 
 

‘As for me, I will not stop editing bills of rendered services, now that I know how it works. I 
used to be an employee and they kept €680 for IKA […]. I also had TEAYEK because I 
belonged to the fund for merchants and employees and I didn’t even know where their office 
was. I only paid my contributions. No one ever came to check the place where we worked, if 
we had the suitable working conditions. If we had security measures, fire safety, fire 
extinguishers, basic things’. (Steam Fitter providing maintenance services for a main client) 
 
‘[There are] disadvantages to becoming an employee. My accountant informed me that 
because of the new legislation, I could become an employee as I have only one employer. 
So, we calculated all those things that I had to pay. But I figure out that not only I would 
have a very strict work schedule, but also the employer would have more demands. I don't 
think it would be in my best interest. I would have more responsibilities. I would have to 
report to the company and do some paper work too’. (Mechanical engineer, providing 
services through a company) 

 
6.4. Consequences of social insurance reforms 

Focus group participants were asked whether they were aware of the social insurance 
reforms introduced in 2016 and whether they had asked their client to pay social insurance 
contributions. Although focus group participants were aware of the reforms, very few of those 
who had only one or two clients had approached them about registering with the EFKA platform. 

 
‘I [asked for it] I used to work like this. That was before having EFKA. I used to pay it by myself, 
although I had three employers. But now, the Article 39 declares that I’m working almost as an 
employee, which means that the employer has to pay for it’. (Software engineer with a single client) 
 

A number of participants said that they would experience a financial penalty if they were to 
join the EFKA platform. 
 

‘The company suggested it themselves but with a wage cut that I couldn’t bear 
financially. I would have lost all the benefits of a freelancer which meant losing out on the 
deduction of the 20 percent tax made on my invoice note currently……I would have 
received a not inconsiderable cut to my [income]’. (Electrical engineer providing services 
to a consulting business). 
 
‘I'll lose money.’ (Computer programmer working for an IT company) 

 
‘When you have only one employer, he has the obligation to contribute to the payment of 
your insurance. That’s what EFKA says. But no one has claimed it’. (Surveyor-engineer) 
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‘But the problem is that […] I will have a reduction. That’s what I was trying to tell you, 
the original problem! They pay only for what their cost is’. (University researcher) 

 
Several focus group participants felt that tax and social insurance rules were too complex and 

had been changed too frequently, resulting in uncertainty about their rights and responsibilities. 
They said their clients were often uncertain and that the information and advice provided by 
public authorities was insufficient:  
 

‘They have changed the legislation so many times, so it is not possible for me to catch 
up with it. I have to work. There should be a clear-cut legal framework with five, ten, 
twenty rules that should be followed by everyone. But if we start having exceptions, the 
system becomes more complicated’. (Flooring specialist with a single client) 

 
‘Well even their [government] websites are not updated, as they do not have enough 
employees to do it […]. We should all be informed, and our employers too. Most of the 
times they do not know that their employees have rights and obligations’. (Lawyer 
working for a consultancy firm) 
 
‘What I would like to say is that there is no continuity in taxation and the financial policy. 
Every two or three months, the status changes, the taxation, the employment status... 
You cannot “build” something on it. You never know what will happen after six months’. 
(Journalist). 
 

7. Measures to tackle BSE: examples from the EU 
Section 7 examines efforts that national governments and enforcement bodies have made to 

address BSE. The review of international evidence concentrates primarily on EU Member 
States, several of which have recently introduced measures aimed at reducing the extent of 
BSE. Some of these measures are oriented towards deterrence while others are oriented 
towards providing incentives for organisations not to hire workers on a BSE basis. Deterrence 
measures ‘increase the costs of non-compliance by firstly, increasing the sanctions for those 
caught, and/or secondly, raising the perceived or actual likelihood of detection’ (Williams 2016: 
6). Incentive measures, by contrast, seek voluntary cooperation and compliance through 
awareness-raising and persuasion rather than punishment (Gunningham 2010: 122). Incentive-
oriented activities can take the form of ‘preventative measures’, for example providing advice or 
discouraging BSE via tax incentives, or ‘curative measures’, which are intended to create 
incentives for workers and businesses to cease engaging in BSE (Williams 2016: 7).  
 

7.1. Employment status and legal systems 
Most labour law systems involve a ‘binary divide’ between employment and self-employment 

(Countouris and Freedland 2013). The employment contract is the ‘point of reference for 
determining the rights and obligations of both workers and employers’ and is the benchmark for 
determining the status of self-employed individuals and others within the labour market 
(Eurofound 2017a: 2). Self-employed workers typically have no employment rights and are 
treated differently to employees for tax and social insurance purposes. Some legal systems, 
such as those of Spain and the Czech Republic, provide a statutory distinction between 
employment and self-employment (Jorens 2008; Eurofound 2017a). Others, such as the UK, do 
not provide a statutory definition, although UK law does nevertheless distinguish between a 
contract of service (direct employment) and a contract for services (self-employment) 
(Eurofound 2017a: 3). 
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Workers who are in disguised employment or dependent self-employment are located in a 
‘grey area’ between employment and self-employment and this presents a challenge to legal 
systems (Thörnquist 2015). Some countries have responded to this challenge by creating hybrid 
or intermediate categories. This has been done with the aim of extending some protection to 
workers in dependent self- employment, providing them with certain rights that are not granted 
to workers in independent self-employment. This approach has been adopted in countries such 
as Germany, Italy, Spain, Portugal and the UK.  
 

• In Germany, arbeitnehmerähnliche Personen (employee-like persons), while unable to 
make a claim for unfair dismissal, have the same entitlements as employees in relation 
to access to labour courts, collective bargaining, annual leave and protection against 
discrimination (ILO 2016: 37).  
 

• In the UK there are three types of employment status: employee, self-employed and an 
intermediate ‘worker’ category. ‘Workers’ are entitled to certain rights, in particular the 
right to be paid at least the National Minimum Wage and a right to paid holidays. 
However, they are not entitled to claim statutory sick pay or statutory redundancy pay 
and they also have no right to a notice period or protection against unfair dismissal.  
 

• In Spain, workers in dependent self-employment have legal protections including paid annual 
leave, the right to suspend work for family or health reasons, collective bargaining rights and 
certain entitlements in cases of unjustified termination (ILO 2016: 38). 
 

• In Italy, dependent self-employed workers have protection against unlawful dismissal, 
health and safety protections and wage and social security protections. Since 2016, 
employers have been able to conclude an employment contract with workers who have 
been wrongly classified as self-employed and, under certain conditions, avoid penalties 
associated with social security and tax violations. Employers taking this course of action 
must make good any underpayment of wages. The measure is intended to encourage 
transitions from BSE to direct employment. 
 

• In Portugal, the Labour Code requires that ‘the legal rules regarding personality rights, 
equality and non-discrimination, labour safety and health, shall apply to situations in 
which professional activity is performed by a person for another in the absence of legal 
subordination, but in circumstances where the provider should be considered 
economically dependent on the activity’s beneficiary’ (ILO 2016: 38). 
 

Although the use of hybrid categories can result in workers in dependent self-employment 
being granted some protection, there are also substantial risks associated with the use of 
intermediate categories. In particular, they may create an incentive for organisations to use 
dependent self-employed workers in place of employees or disguise the existence of an 
employment relations. Workers may thus be forced into a status that provides them with fewer 
rights. This has occurred in Italy, where problems relating to employers’ preference for hiring 
‘para-subordinate’ workers ultimately led to employee status being established as the default 
position for contractual relationships between workers and organisations (under the 2015 ‘Jobs 
Act’) (Cherry and Aloisi 2018). 

 
Other countries have maintained a strict dichotomy between employment and self-

employment.  
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• The Labour Code of the Czech Republic provides a clear definition of ‘employment’ and 
stipulates that working activities that are typical of employment situations must be subject to 
an employment contract or otherwise be considered BSE (Eurofound 2017a: 3). 
 

• Although French law does not provide a legal definition of employees vs. independent 
contractors, the Labour Code requires that workers with certain characteristics be 
treated as employees, even if they do not have an employment contract. Agreements 
between professional journalists, certain performing artists, fashion models, sales 
representatives and their clients are considered to be contracts of employment, subject 
to certain conditions being met (ILO 2016: 266).  
 

Although the criteria that are used to distinguish employment from self-employment (and 
genuine from dependent self-employment) vary between countries, there is typically an 
emphasis on criteria that might indicate subordination of the worker to the authority of the 
employer.  

 
• Spanish legislation (Law 20/2007, Article 11)32 defines economically dependent self-

employed workers as those who carry out a professional activity mainly for a person or a 
company and depend on this client for at least 75 per cent of their earned income. Self-
employed workers can be considered to be genuinely independent if: they are not 
responsible for other workers; do not subcontract their professional activities; do not 
perform exactly the same work as direct employees of the client; have their own 
resources and tools; and have the freedom to organise their work as they see fit. 
 

• In the Netherlands, there are two principal criteria for determining whether BSE exists: 
firstly, whether the individual must perform the work themselves and is unable to assign 
someone else to the work without the client’s authorisation; and, secondly, whether the 
client determines how the individual performs the work.  
 

• In Romania, at least four of seven criteria must be met in order for self-employment to 
be regarded as genuine: (i) the individual should be free to choose where and how to 
work and how to organise his or her work; (ii) the individual should be free to have more 
than one client; (iii) business risks should be assumed by the individual; (iv) work should 
be performed using the individual`s own assets (equipment etc.); (v) work is carried out 
by the individual using intellectual and/ or physical skills, depending on the particularities 
of each activity; (vi) the individual is a member of a professional body, that is responsible 
for representing, regulating and supervising the profession, and (vii) the individual has 
the freedom to directly conduct the activity, with employees or in collaboration with third 
parties, according to the law (Heyes and Hastings 2016). 
 

• According to amendments that came into force in December 2007, the law in Latvia requires 
that an individual should be treated as an employee if at least one of six conditions pertain. 
The conditions are:  (i) the individual is economically dependent on the enterprise to whom 
he or she provides services; (ii) the individual has not taken a financial risk and is not 
personally responsible for any profit or loss; (iii) the individual is integrated into an enterprise 
to which he or she provides his or her services; (iv) the individual’s holidays and leave and 
the procedures for approving them are subject to the internal procedures of the enterprise or 
the work schedule of other natural persons employed by the enterprise; (v) the work has 

                                                             
32 Ley 20/2007, de 11 de julio, del Estatuto del Trabajo Autónomo. 
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been done under the management or control of another person, and the individual does not 
have the possibility to use his or her own subcontractors in fulfilling his or her duties; (vi) the 
individual does not own fixed assets, materials or other assets, which are used in performing 
work (This excludes personal automobiles or separate personal instruments used for work 
tasks). (Heyes and Hastings 2016). 
 

• In the UK, the qualification of employment status is a matter for the courts, drawing on case 
law. Four primary criteria are used: control (e.g. whether the individual is required to obey 
instructions); integration (e.g. whether disciplinary procedures may be applied to the 
individual); economic reality (e.g. whether the individual provides his or her own equipment); 
and mutuality of obligation (e.g. whether employment is regular) (Deakin and Morris, 2012). 
These criteria are used to distinguish between workers, employees and self-employed 
persons. For example, workers are likely to be working for the organisation on an irregular 
basis and the employer will not be obliged to offer them work (nor will the worker be obliged 
to accept it). In practice, however, distinguishing between self-employed persons and 
workers, and between workers and employees has sometimes proved difficult, involving 
controversial court decisions in some cases (notably recent rulings concerning Uber). 
Employment status in the UK is, therefore, often uncertain. 
 

• Ireland has an extremely detailed Code of Practice for determining employment status. 
It serves as a check-list for inspectors. A copy is included as Appendix 3.  
 

• In 2012 the Ministry of Labour in Italy encouraged a greater focus on BSE in the 
construction industry, which included the development of specific criteria to help labour 
inspectors assess workers’ employment status. Inspectors check who owns the equipment 
used by self-employed workers and whether they perform work for more than one client.  

 

7.2. Awareness raising and information 
Although awareness-raising activities in relation to undeclared work and tax compliance are 

common, BSE is less often addressed by EU countries. There are, however, a number of 
notable examples.  

 
• The Netherlands has been particularly active in raising awareness of BSE. In 2015 an 

Action Combating Spurious Labour Contracts (WAS) was launched, accompanied by a 
communication campaign that was developed by the Ministry of Social Affairs and 
various sector organisations. The campaign informed the public and employers about 
the requirements of the WAS while the government’s website (rijksoverheid.nl) provided 
information about the new regulations. Employers’ organizations in the construction, 
transportation and temporary agency work sectors also organized information 
dissemination meetings, with support from the Ministry of Social Affairs. Furthermore, 
information about matters such as taxes and employment rights are posted on a website 
entitled ‘“Entrepreneurs’ square” (Ondernemersplein), which was created in 2014.  
 

• The Netherlands’ Tax Authority has established an ‘Entrepreneur check’ 
(OndernemersCheck) tool, which allows self-employed workers to check if they are 
falsely self-employed. The tool presents workers with a series of questions and the 
answers workers provide enable them to establish if they can be considered self-
employed for income tax purposes33.  

                                                             
33 https://www.belastingdienst-ondernemerscheck.nl/. 
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• A similar tool has been developed by the UK government. The ‘Check Employment 
Status for Tax’ (CEST) tool was launched by HMRC (the tax authority) in 201734. The 
tool can be used by workers and organisations to assess whether the relationships they 
enter into are employment relationships, depending on the answers provided to a series 
of questions. Further advice may be sought from the HMRC Status Customer Service 
Team. In addition, the government’s website offers guidance on how to establish the 
employment status of an individual worker for tax purposes (Heyes and Hastings 2016).  
 

• The social partners can play an important role in awareness raising. In the Netherlands, 
for example, trade unions have drawn attention to BSE in the postal sector and have 
initiated media campaigns to inform the public about precarious work (Heyes and 
Hastings 2016).  
 

7.3. Tax and social insurance reforms 
A number of countries have altered their tax regulations in order to reduce incentives for BSE. 

The emphasis has been simplifying tax procedures and reducing economic incentives for BSE.  
  
• In 2016, Romania reduced the difference in the social contributions required of self-

employed persons and employees in order to be fully insured. Self-employed persons 
who are without a second job and whose income is not lower than the minimum wage 
now pay similar contributions to employees. Rules that had previously allowed self-
employed persons to specify the amount of insurance coverage they wished to have 
(above the minimum level) have been ended. The number of workers reporting as self-
employed decreased following the passing the legislation, while the number of 
employees and companies continued to increase (Heyes and Hastings, 2016).  
 

• In 2016, the Netherlands reformed its tax legislation in an effort to tackle BSE. Prior to 
the reform, persons wishing to work on an own-account basis only required a statement 
of self-employed status (VAR) provided by the Tax Authority. However, concerns that the 
VAR encouraged BSE led the Netherlands to introduce ‘model agreements’. Where the 
relationship between a contractor and a self-employed individual is based on a model 
agreement, the contractor is not required to pay payroll taxes for the worker’35. However, 
this measure is currently not enforced and the tax authority will therefore not impose 
retrospective penalties where it judges that self-employed individuals are in fact 
employees. However, penalties are imposed in cases where the tax authority judges that 
an organisation has deliberately disguised an employment relationship. 
 

7.4. Targeted action by enforcement bodies 
Although target inspection campaigns can be resource-intensive, they are often effective, 

producing immediate and measurable benefits (Eurofound 2016b). Enforcement bodies (labour 
inspectorates and tax/social insurance bodies) in a number of EU countries have targeted 
specific high-risk sectors for proactive enforcement.  

 
• In 2012 the Swedish Tax Agency took measures focused on foreign self-employed 

drivers and hauliers that owned trucks but did not apparently employ drivers (Thörnquist 
2013). The Tax Agency uncovered more than 300 falsely self-employed foreign drivers. 
Many ostensibly self-employed persons possessed neither A1 forms nor Swedish tax 

                                                             
34 https://www.gov.uk/guidance/check-employment-status-for-tax. 
35 https://business.gov.nl/regulation/model-agreement/. 
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certificates, which under Swedish law meant that the hauliers engaging them should 
have paid payroll taxes. The Tax Agency subsequently directed the hauliers to make 
back payments (Thörnquist 2013).  
 

• In the Netherlands, the Inspectorate SZW and the Tax Authority make use of risk-
assessment and targeting methods. Their proactive inspections have targeted sectors 
such as construction, health care, transportation and temporary work agencies. The risk-
assessments undertaken by Inspectorate SZW involve the use of risk models and data 
from various sources, including inspection data, information from other government 
organizations, research and the practical knowledge of inspectors and investigators.  
The Tax Authority’s approach to risk assessment categorises taxpayers according to 
various criteria, including the complexity of tax issues and the size of the enterprise 
(Heyes and Hastings, 2016).  
 

• In Ireland in 2014 and 2015, joint investigations by Revenue Commissioners and the 
DSP uncovered almost 200 cases of BSE in the construction sector (Heyes and 
Hastings 2016). 
 

• In 2013 and 2014, Italy’s Directorate-General for Inspection Activities of the Ministry of 
Labour ran an inspection campaign focused on VAT holders (self-employed persons with 
a VAT code) contracting with a single employer. In 2015, the Directorate-General 
launched a further inspection campaign focused on self-employed workers not registered 
in professional public registers. In addition, firms were prevented from using ‘vouchers’ 
to hire occasional workers. Workers in supply chains are now required to be either 
employees or self-employed. 
 

• In Spain, the Social Security Treasury and the LSSI have cooperated in joint campaigns 
to identify BSE. A variety of databases (e.g. social security and tax agency databases) 
are used to detect, via VAT declarations, instances of workers changing their status from 
employee to self-employed. Furthermore, an application called ‘Integra’, which contains 
records from inspections, enables the authorities to identify sectors in which the risk of 
BSE is particularly high. In addition, a ‘Predictive Tool’ (Herramienta de lucha contra el 
fraude) was created in 2015 to enhance the authorities’ ability to detect fraud. 
 

• The UK’s HMRC has established a special unit that investigates companies that engage 
a large number of self-employed workers (Financial Times, 2016).  
 

Enforcement bodies have also created channels via which workers, employers and members 
of the public can reporting a complaint or raise a concern in relation to BSE and/or undeclared 
work. The reporting mechanisms typically consist of ‘hotlines’ and on-line complaints portals. 
While hotlines enable individuals to raise various concerns, including in relation to BSE, 
reporting mechanisms relating specifically to BSE are rare.  

Not all enforcement bodies have a remit to tackle BSE. As is the case in Greece, the labour 
inspectorate in Romania is not able to investigate cases of suspected BSE if workers are able to 
produce documents that certify that they are self-employed. However, the labour inspectorate is 
able to take action in cases where workers who are not registered as self-employed are found to 
be working under a contract for services provided rather than an employment contract.  
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7.5. Use of sanctions 
In many EU countries (Czech Republic, Finland, France, Germany, Ireland, Luxembourg, 

Portugal, Sweden, UK) the principal sanction applied in cases of BSE is requalification of the 
employment status. However, workers may face difficulties in obtaining re-qualification 
(Eurofound 2016b, 2017a), given that this is typically a matter for labour courts rather than 
labour inspectorates. It is normally necessary for workers to bring a case and the duration of 
deliberations can, as is the case in Greece, often be extremely lengthy. Sweden has addressed 
this issue by permitting trade unions to sue employers on workers’ behalf. A further important 
measure is reversal of the burden of proving employee status, as has been done in countries 
including Belgium and Greece. 

Some countries apply penalties in the form of fines and require that organisations found to 
have mis-classified employees pay the taxes that should have been paid in respect of that 
employee.  

� In Latvia, penalties applied in cases of BSE and UDW comprise penalty fees and a 
requirement that the organisation pay lost tax revenue. The State Revenue Service 
calculates the social contributions that need to be paid.  

� In Romania, the tax agency similarly calculates the tax that would has been lost in cases 
of BSE and applies penalties. 

� The tax authority in the UK can impose a fine and pursue the organisation to recover 
outstanding taxes. 

� The tax authority in the Netherlands can recover taxes and impose a fine of up to 100 
per cent of the amount that is to be recovered.  

� In Spain, an organisation that is found to have misclassified an employee can be 
required to pay up to four years’ worth of retrospective social security contributions. They 
can also be fined for failing to register the worker for social security purposes. In addition, 
they may be required to pay the worker the difference between the minimum wage 
specified in the relevant collective agreement and the wage they received, should the 
latter figure be lower.  

Some countries apply lower penalties if organisations volunteer to rectify misclassifications. In 
Italy, inspectors can use promote ‘monocratic settlements’36, which are voluntary agreements by 
the parties to the employment contract that result in sanctions being avoided where BSE or 
UDW is suspected. However, although settlements appear to have produced some positive 
results where short periods of UDW are concerned, they have been less effective in relation to 
longer-term BSE, which may be more difficult to establish in a court (Heyes and Hastings, 2016).  

 

7.6. Actions by social partners 
The social partners can play an important supporting role to the efforts of the authorities in 

tackling BSE. They might, for example, contribute to advisory fora or be involved in awareness-
raising initiatives. There are a number of examples: 

 
• In the UK, trade unions have supported the efforts of workers in the gig economy to have 

their self-employment status requalified. As a consequence, the UK employment tribunal 
has ruled that Uber drivers are ‘workers’ under UK law and not self-employed. 

                                                             
36 Provided for by article 11 of the Legislative Decree n. 124/2004. 
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• Trade unions in the Netherlands have sought to curb BSE in the postal sector and have 
been involved in campaigns to address abuses in the temporary agency work sector 
(Heyes and Hastings 2016). 
 

• Trade unions in the Czech Republic report cases of suspected BSE to the State Labour 
Inspection Office (SÚIP) (Eurofound 2017a).  
 

7.7. Measures involving sub-contractors 
There are also examples of countries taking steps to improve employment practices in supply 

chains:  
• In 2015, the Netherlands introduced an Action Combating Spurious Labour Contracts (Wet 

Aanpak Schijnconstructies, WAS), aimed at combatting bogus labour contracts that seek to 
avoid minimum legal standards. The law has made every link in a chain involving the 
contracting of labour legally responsible for the payment of wages, taxes and social security, 
at the rates established by legislation and collective agreements (Heyes and Hastings 2016).  
 

• Public procurement procedures may be used as a tool. Some UK local authorities have 
introduced labour clauses into their public procurement procedures and all public bodies 
in Wales have been given guidance on responsible public procurement, encouraging 
direct employment and preventing BSE (Eurofound 2017a). 

8. Policy recommendations for Greece 
Section 8 presents recommendations for measures directed at reducing the extent of BSE in 

Greece. In order to provide a context for these recommendations, this section begins with a 
summary of the key findings of the report. 
 

8.1. Summary of key findings 
• The self-employment rate in Greece, as measured by the EU LFS, was approximately 30 

percent in 2017. This was far higher than the average for the EU28.  
 

• 28 percent of self-employed individuals in Greece believe they have no alternative work 
options. The corresponding figure for the EU28 is 20 percent. 
 

• The analysis of the context for BSE in Greece identified a number of contributing factors 
related to labour law and enforcement bodies: (i) SEPE lacks the authority to investigate 
suspected cases of BSE and issue sanctions where BSE is present; (ii) decisions 
concerning the status of workers are decided by courts and the process is typically very 
lengthy; (iii) the criteria for determining the employment status of an individual are 
insufficiently clear; and (iv) information systems and databases that might enable the risk 
of BSE to be established are lacking.  
 

• The analysis of the 2015 EWCS presented in Section 3 showed that women, older 
workers and the less well-educated are over-represented among the dependent self-
employed. Dependent self-employment is particularly common in agricultural, forestry 
and fishing activities. 
 

• The analysis of the EFKA database presented in Section 4 demonstrated that more than 
half of the workers who were registered on EFKA’s platform in December 2017 were 
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involved in educational activities and almost one-fifth of the total were engaged in 
professional, scientific and technical services. Despite the prevalence of dependent self-
employment in agriculture, forestry and fishing, no workers from this sector were 
registered on the EFKA platform. This suggests that the social insurance reforms 
associated with the EFKA Platform have not been successful in changing behaviour in 
the sector where BSE is most common.  
 

• The findings from the interviews with employers, presented in Section 5, suggested that 
many organisations provide self-employed workers with facilities and equipment and that 
some extend certain employment policies (particularly those related to annual leave) to 
self-employed workers. Some organisations are unconcerned about whether the 
individuals they hire become employees or work on a self-employed basis, as long as 
the total cost of hiring them is unaffected. 
 

• The findings from the focus groups of workers, presented in Section 6, indicate that 
many self-employed workers perceive themselves to be employees. The main 
differences between these individuals and direct employees is that they are paid on the 
basis of invoicing for services provided and do not have the same rights. 
 

• Both employers and workers expressed dissatisfaction with the amount, quality and 
accessibility of information about their rights and responsibilities and the implications of 
changes in laws relating to tax and social insurance. 

 
The review of measures in the EU, presented in Section 7, emphasised that both incentive-

oriented and deterrence-oriented actions are required. Countries’ experiences suggest the benefits 
of having well-resourced enforcement bodies; targeted inspection activities; clear criteria to enable 
employment to be distinguished from self-employment; and tax and social insurance policies that do 
not create incentives for BSE. Some countries (e.g. the Netherlands) have made use of on-line tools, 
that enable workers and organisations to assess the nature of the relationships they enter into. 
Social partners have also played an important role by, for example, undertaking awareness-raising 
activities and participating in advisory fora. The task of tackling BSE calls for a combination of 
deterrence-oriented and incentive-oriented measures and a strategic, joined-up approach by 
relevant ministries and enforcement bodies. All measures should be consistent with ILO’s 
Recommendation No. 198 (2006), which sets out principles to guide countries’ attempts to develop 
policies to prevent employees being misclassified as self-employed. 

 
Greece has legal and institutional resources that can be built upon in tackling BSE, notably: 
 
• Presumption of an employment relationship after nine months of continuous engagement 

of a self-employed worker; 
 

• A rebuttal presumption, that places the burden of proof on employers rather than 
workers, in cases where the existence of an employment relationship is disputed, as well 
as an insistence on the ‘primacy of the facts’; 
 

• A framework for cooperation between SEPE and EFKA, which has been developed 
through efforts to tackle UDW; 
 

• The ERGANI database, which has also been developed through efforts to tackle UDW; 
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• A requirement that payments relating to the supply of labour services be made through 
electronic banking. 

There are, however, a number of problematic areas, notably:  
 

• The amount and quality of information available to workers and organisations is arguably 
insufficient; 
 

• The legal process for determining whether re-qualification of a workers’ employment 
status is justified can be very protracted and uncertain; 
 

• SEPE has very limited authority to investigate potential cases of BSE; 
 

• The criteria for distinguishing employment from self-employment are insufficiently clear;  
 

• There are no contract auditing criteria; 
 

• The EFKA platform is insufficiently encompassing and has ‘under recruited’ from the 
sector in which dependent self-employment is most common. 

 
The focus of attention should be on remedying these problems. In introducing new measures, it 

will be important to have the support of the social partners, who may also be able to play a greater 
role in tackling BSE.   
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8.2. Recommendations 

EFKA and social insurance 
1. Currently only employers can register dependent self-employed workers on the EFKA 

platform. Workers should be able to register without the consent of the employer, 
although employers should be provided with a means of voicing an objection.  
 

2. The number of registrations on the EFKA platform is relatively small and the sector with 
the highest risk of dependent self-employment (agriculture, forestry and fishing) is 
notable by its absence. There should be a review of the EFKA platform to determine why 
this is the case. Appropriate actions should be taken, which might include awareness-
raising and targeted campaigns. 
 

3. The reference period for assessing the number of clients for EFKA registration purposes 
should be clarified. 
 

4. Registration rules should be changed to take into account the fact that a worker might 
have more than two clients yet receive most of their income from a single client. The 
number of clients should, however, continue to be taken into account. 
 

Awareness raising 

The following measures directed at raising awareness of BSE and the problems associated 
with it are proposed.  

 
5. EFKA and SEPE should provide clear and detailed on-line information for all workers 

and employers concerning all aspects of BSE. Information should be kept up-to-date. 
Social insurance and enforcement bodies should ensure that advisors have up-to-date 
knowledge of the rules and are able to provide helpful advice to workers and 
organisations. 
 

6. An on-line status check tool should be created, similar to the tools that have been made 
available in the Netherlands and the UK. Such a measure would be relatively cheap and 
would provide workers and organisations with a means of checking the status of the 
relationships they establish with each other. 
 

7. The social partners should be invited to make proposals about how they might raise 
awareness of BSE among their respective constituents, either separately or via bi-partite 
or tri-partite (e.g. with SEPE) actions. A mechanism could be established to enable firms 
and trade unions to report suspected cases of BSE. Trade unions should also have the 
right to bring cases of workers’ behalf. 

8. SEPE already has the competence to raise awareness of BSE, but no campaigns have 
been undertaken to date. Such campaigns should be undertaken, potentially in 
cooperation with the social partners and other bodies (e.g. local chambers).  

Deterrence 

9. Consideration should be given to providing a clearer basis in the legislative framework 
for distinguishing between self-employment, employment and dependent self-
employment. 
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10. SEPE’s remit should be extended so as to enable labour inspectors to investigate 
suspected cases of BSE even where workers are certified as self-employed and take 
action where BSE is detected.  
 

11. Contract auditing criteria should be developed to enable labour inspectors to determine 
workers’ employment status. 
 

12. Where SEPE believes BSE to be present, it should have the authority to advise that the 
organisation employ the workers concerned, register them and begin paying social 
contributions on their behalf. If the organisation wishes to go to court and claim that the 
workers concerned are independent contractors, SEPE should be able to contest that 
status as a misclassification.  
 

13. Penalties for proven cases of BSE should be severe enough to act as an effective 
deterrent. Consideration should be given to extending the current €10.5K fine for 
undeclared employment to cases where employment is disguised. However, sanctions 
should be proportionate. For example, penalties might be reduced where employers 
agree to directly employ workers found to be in BSE. SEPE could play a mediation and 
conciliation role in this regard. If so, a minimum period of employment should be set to 
avoid the risk that organisations will employ a worker but dismiss them soon thereafter. 
 

14. Targeted investigations based on assessments of risk appear to produce positive 
results. Targeted campaigns are therefore strongly recommended. It is essential, 
however, to avoid ‘one off’ activity. Follow-up investigations will also be required.  
 

15. The risk of dependent and ‘grey zone’ self-employment appears to be particularly large 
in the agriculture, forestry and fishing sector, so it should be regarded as a priority sector 
for targeted enforcement activities.  
 

16. In order to facilitate targeting, an electronic database of complaints and investigations 
should be created. This should replace the current manual system. 
 

17. Investigation of BSE will also require regular cooperation and coordination on the part of 
SEPE, EFKA, the tax authority and the Ministry of Finance. It is important that these 
bodies be able to share data and have compatible, inter-operable systems that allow for 
real-time data analysis and data triangulation. Joint inspections could also be 
undertaken. A framework for cooperation and joint inspection activity exists in relation to 
UDW and this might prove beneficial in tackling BSE. 
 

18. Currently, workers who undertake a project must notify the tax authority within three 
months, but their activity is not registered on ERGANI. ERGANI is currently used only to 
register employment contracts. The requirement to notify the authorities should be 
extended to project work contracts and organisations who have hired the services of 
self-employed workers for nine consecutive months. Alternatively, the tax authority 
should provide ERGANI with this information. This would provide a valuable source of 
data and may serve as a disincentive for organisation to hire workers on a BSE basis.  
 

19. Businesses that disguise employment relationships, and do not take action to correct 
their ways, should be named and shamed (e.g. on SEPE’s website). Known offenders 
should face the risk of reputational damage.  
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20. Employers and workers need to be able to report any concerns they might have. 
Reporting mechanisms should be widely advertised in a variety of languages and be 
simple to access. 
 

21. There must be robust protection for ‘whistleblowers’. 
 

22. The respective responsibilities of businesses involved in sub-contracting arrangements 
should be clarified and clearly communicated. Companies could be encouraged to 
strengthen their vigilance in relation to BSE practices on the part of suppliers and 
subcontractors. Consideration should be given to placing more onus on main 
contractors. 
 

23. As recommended in the road map on tackling undeclared work, public procurement can 
be used as a tool. For example, main contractors could be required to provide a 
guarantee that they and their subcontractors fulfil all of their legal obligations, including a 
declaration that no employment relationships are disguised. A ‘white list’ (registry) of 
consistently compliant businesses could be established.   

Evidence and evaluation 
24. Detailed analyses of existing datasets and in-depth studies of specific sectors should be 

undertaken to provide up-to-date and in-depth analyses of the prevalence and character 
of BSE. This would assist the undertaking of targeted enforcement activities. 
 

25. Reforms should be subjected to rigorous evaluations so that their impacts can be 
measured. 

Trade union membership 
26. While the right to collective bargaining of dependent self-employed is recognised by 

Greek Law (Article 1 of Law 1876/1990), they are not entitled, pursuant to Art 1 para 1 of 
Law 1264/1982, to join the trade unions that are entitled to conclude the collective 
agreements. This should be rectified.  
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APPENDICES 
Appendix 1. Sample breakdown for the survey of employers  

 TYPE OF ACTIVITY POSITION OF 
INTERVIEWEE 

RECRUITMENT 
METHOD 

1 Public Sector:  
Radio of the Municipality Managing Director Cold Call 

2 Public Sector: Municipality Director of Administration Networking 

3 Public Sector: Ministry  Director of Administration Networking 

4 Public Sector:  
Local Government Executive Secretary Networking 

5 Public Sector: Municipality Human Resources 
Executive Networking 

6 Public Sector:  
Research Institution Head of Special Projects Cold Call 

7 Public Sector:  
Research Institution 

Director of Finance & 
Administration Cold Call 

8 Private Sector:  
Media Organization  Editor in Chief Networking 

9 Private Sector:  
Media Organization  Managing Director Networking 

10 Private Sector:  
Market Research Company CFO Networking 

11 Private Sector: IT company  Owner Networking 
12 Private Sector: Law firm  Partner Cold call 
13 Private Sector: Law firm  Owner Networking 
14 Private Sector: Construction  Owner Cold Call 
15 Private Sector: Construction  Owner Cold Call 

16 Private Sector:  
Automation & Networks Owner Cold Call 

17 Private Sector: Building 
Management Services  Owner Cold Call 

18 Private Sector: Construction Managing Partner Cold Call 
19 Private Sector: IT company  Owner Networking 
20 Private Sector: Law firm  Owner Networking 

21 Private Sector:  
Business Consultants Legal Advisor Networking 

22 Private Sector:  
Business Consultants CFO Networking 

23 Private Sector: Construction Headmaster Cold Call 

24 Private Sector: Project 
Management Co –owner Networking 

25 Private Sector: ISO consultants  Technical Director Cold Call 

26 Private Sector:  
Engineering Consultants 

Human Resources 
Manager Cold Call 

27 NGO Head of Administration Cold Call 
28 Public Sector: Municipality Head of Administration Cold Call 
29 Public Sector: Municipality Head of Administration Cold Call 

30 Private Sector:  
Engineering & Construction Shareholder Cold Call 
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  Appendix 2. Composition of the focus groups 
ATHENS GROUP 1  

Gender Age Profession Employer 

Male 40-50 Civil Engineer Construction Company 

Male 40-50 IT Engineer IT Firm 

Female 30-40 
Teacher in 
Specialized 
Education 

Private School 

Female 50-60 Consultant NGO 

Female 40-50 IT Researcher Public Research Organization 

Male 20 -30 Molecular 
Biologist Public Research Organization 

Female 50-60 Agronomist 
Engineer Construction Company 

 

ATHENS GROUP 2 

Gender Age Profession Employer 

Male 20-30 IT Engineer Public Research Organisation 

Male 40-50 Mechanical 
Engineer Construction Firm 

Male 50-60 Insurance 
Advisor Insurance Company 

Male 40-50 Mechanical 
Engineer Construction Firm 

Female 30-40 Social Worker NGO 

Male 50-60 Mechanical 
Engineer Technical Company 

 

ATHENS GROUP 3 

Gender Age Profession Employer 

Female 30-40 Architect Construction Firm 

Male 50-60 Mechanical 
Engineer Construction Firm 

Female 20-30 Social Worker NGO 

Female 30-40 Real Estate 
Officer Real Estate Agency 

Male 30-40 Lawyer Law Firm 

Male 30-40 Chemical 
Engineer Public Research Organization 

Female 20-30 Agronomist Public Research Organization 
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ATHENS GROUP 4 

Gender Age Profession Employer 

Male 40-50 Market 
Researcher Market Research Agency 

Male 30-40 Consultant Consulting firm 

Male 40-50 Steamfitter Manufacturer & Importer of appliances 

Male 40-50 Professor Private School 

Female 50-60 Real Estate 
Agent Real Estate Agency 

Male 40 -50 Woodworker Retailer 

Female 30-40 Lawyer Consulting Firm 
 
 

ATHENS GROUP 5 

Gender Age Profession Employer 

Male 40-50 Lawyer Law firm 

Male 50-60 Architect Construction firm 

Male 30-40 Real Estate 
Agent Real Estate Agency 

Female 30-40 Biologist Public Research Organization 

Male 30-40 Biologist Public Research Organization 

Male 40 -50 Journalist Media Organization 

Male 30-40 Civil Engineer Construction Firm 

Female 40-50 Art Historian 
Guide Tourism Agency 
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ATHENS GROUP 6 

Gender Age Profession Employer 

Female 20-30 Agronomist 
Researcher Public Research Organization 

Male 20-30 Agronomist 
Researcher Public Research Organization 

Female 50-60 Cleaning agent Public School 
Male 40-50 Teacher Private School 
Male 50-60 Cook Public School 

Female 40 -50 Market 
Researcher Market Research Agency 

Female 50-60 Market 
Researcher Market Research Agency 

Male 40-50 IT officer Public University 
 

ATHENS GROUP 7 

Gender Age Profession Employer 

Female 20-30 Nurse Municipality 

Female 40-50 Cleaning agent Municipality 

Female 30-40 Cleaning agent Municipality 

Male 40-50 Accountant Retail Store 

Male 30-40 Electrician 
Engineer Construction Company 

Male 40 -50 Real Estate 
Agent Real Estate Agency 

Female 30-40 Consultant Public University 
 

ATHENS GROUP 8 

Gender Age Profession Employer 

Male 40-50 Gardener Municipality 

Female 40-50 Gardener Municipality 

Female 40-50 Cleaning agent Municipality 

Male 50-60 Electrician Distribution company 

Male 50-60 Plumber Retail Chain 

Male 20-30 Cook Municipality 

Male 40-50 Electrician Distribution company 
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THESSALONIKI GROUP 1 

Gender Age Profession Employer 

Female 40-50 Civil Engineer Construction Company 

Male 30-40 IT Engineer IT Firm 

Male 40-50 Civil Engineer Construction Company 

Male 40-50 Decontamination 
Agent Public Hospital 

Male 50-60 Salesman Commercial Company 

Male 20-30 Civil Engineer Construction Company 

 

THESSALONIKI GROUP 2 

Gender Age Profession Employer 

Female 30-40 Computer Operator Municipality 

Female 50-60 Mechanical Engineer Private Hospital 

Male 50-60 Mechanical Engineer Consulting firm 

Male 40-50 Electrical Engineer Construction company 

Male 30-40 Electrician Construction company 

Male 50-60 Worker Municipality 

Male 20-30 Naval Engineer Maritime Company 

 

PATRAS GROUP 1 

Gender Age Profession Employer 

Male 40-50 Mathematician Public University 

Male 40-50 Lawyer Bank 

Male 30-40 IT programmer IT Company 

Male 40-50 Plumber Retail chain 

Male 30-40 Electrician Municipality 

Male 50-60 Electrician Municipality 

Male 40-50 Electrician Municipality 
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Appendix 3. Ireland’s Code of Practice for Determining the Employment or Self-Employment 
Status of Individuals 

While all of the following factors may not apply, an individual would normally be an 
employee if he or she: 

� Is under the control of another person who directs as to how, when and where the work is to 
be carried out. 

� Supplies labour only. 
� Receives a fixed hourly/weekly/monthly wage. 
� Cannot subcontract the work. If the work can be subcontracted and paid by the person 

subcontracting the work, the employer/employee relationship may simply be transferred on. 
� Does not supply materials for the job. 
� Does not provide equipment other than the small tools of the trade. The provision of tools or 

equipment might not have a significant bearing on coming to a conclusion that employment 
status may be appropriate having regard to all the circumstances of a particular case. 

� Is not exposed to personal financial risk in carrying out the work. 
� Does not assume any responsibility for investment and management in the business. 
� Does not have the opportunity to profit from sound management in the scheduling of 

engagements or in the performance of tasks arising from the engagements. 
� Works set hours or a given number of hours per week or month. 
� Works for one person or for one business. 
� Receives expense payments to cover subsistence and/or travel expenses. 
� Is entitled to extra pay or time off for overtime. 

 

While all of the following factors may not apply to the job, an individual would normally be 
self-employed if he or she: 

� Owns his or her own business. 
� Is exposed to financial risk by having to bear the cost of making good faulty or substandard 

work carried out under the contract. 
� Assumes responsibility for investment and management in the enterprise.  
� Has the opportunity to profit from sound management in the scheduling and performance of 

engagements and tasks. 
� Has control over what is done, how it is done, when and where it is done and whether he or 

she does it personally. 
� Is free to hire other people, on his or her terms, to do the work which has been agreed to be 

undertaken. 
� Can provide the same services to more than one person or business at the same time. 
� Provides the materials for the job. 
� Provides equipment and machinery necessary for the job, other than the small tools of the 

trade or equipment which in an overall context would not be an indicator of a person in 
business on their own account. 

� Has a fixed place of business where materials, equipment etc. can be stored. 
� Costs and agrees a price for the job. 
� Provides his or her own insurance cover e.g. public liability cover, etc. 
� Controls the hours of work in fulfilling the job obligations. 
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